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Abstract 

The study's goal is to quantify PT's effectiveness. Eastern Pearl Flour Mills 

employs the Balanced Scorecard method for learning and growth. This study employs a 

combination of methods. Data was gathered from company reports and research 

documents, as well as by distributing questionnaires to PT employees and customers. 

East Pearl Flour Factory in Makassar. A questionnaire was used to collect data based on 

the number of samples specified. Increasing employee engagement in training is 

indicative of positive outcomes from a learning and development standpoint. This is done 

to improve employee performance while also setting high expectations for the workplace 

and lowering employee absenteeism. On the basis of the distribution of the satisfaction 

and learning index questionnaires, which were given to employees, the results of the two 

questionnaires show that they are in the agree category. This indicates that employees 

like the services that the company provides to them and that they agree with the efforts 

that the company makes. It is the responsibility of the company to look after its 

employees. Employees rate the company highly because the results of the questionnaire 

distribution show a scale on an agreed-upon scale based on good standards. 

 

Keywords: employee, performance, growth learning perspective 

 

INTRODUCTION 

Companies must constantly improve their performance in order to compete in an 

increasingly competitive market. As a result of the many shifts that have taken place, 

businesses now need to be able to make management decisions based on information 

that is as accurate as it can possibly be obtained in order to remain competitive. The 
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company places a high value on performance measurement. According to Mulyadi 

(2001), "if we can measure it, we can manage it, and if we can manage it, we can achieve 

it." This means that if a company cannot measure its performance, it will be difficult to 

manage its assets, causing the company to fail to meet its objectives. 

PT. Eastern Pearl Flour Mills is a company that was founded in the middle of the 

1970s, is a large company in eastern Indonesia located in Makassar, has two factories 

which are both located on the west coast and sea side of the island of Sulawesi, and is 

one of the wheat processing industries, specifically processing in the form of wheat 

products. More specifically, Eastern Pearl Flour Mills processes wheat in the form of flour 

and other wheat-based products. Wheat flour with a daily capacity of approximately 800 

tons that produces high-quality industrial flour, PT. Eastern Pearl Flour Mills is one of the 

large corporations that must always maintain its performance in order to grow. In today's 

globalized world, industrial and economic development must be balanced by good 

employee performance so that the company's goals can be established, and to do so, 

performance measurement is required.  

Performance measurement is said to be important because it can show which 

parts need to be developed, how to allocate funds and human resources, whether our 

performance is increasing or decreasing, and how employees are carrying out their 

functions. When it comes to the performance of their jobs, employees have a significant 

impact on the achievement of overall organization goals, and the information they provide 

can be extremely useful in the process of employee development. Performance 

measurement is important because it can show which parts need to be developed, how 

to allocate funds and human resources, whether our performance is increasing or 

decreasing, and how employees are carrying out their functions. The precision with which 

employees perform their duties will have a significant impact on the achievement of the 

organization's overall performance and can provide valuable information for employee 

development. Performance measurement is important because it can show which parts 

need to be developed, how to allocate funds and human resources, whether our 

performance is increasing or decreasing, and how employees are carrying out their 

functions. The precision with which employees perform their duties will have a significant 

impact on the achievement of organizational performance as a whole and can provide 

valuable information for employee development. 

Several performance measurement methods are available, such as the 

performance prism, which consists of five sides that form a three-dimensional framework 

in the shape of a triangular prism and provides comprehensive measurements and a 

broad perspective to provide a realistic picture of the factors influencing business 

success. This method, however, has many different wishes and expectations from each 

stakeholder, making its implementation quite difficult. The term "integrated performance 
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measurement system" (IPMS) refers to a company performance measurement system 

that is integrated, effective, and efficient. This model divides an organization's business 

level into four sections, namely the main business level (Business compote), 

In this research, we ask, "How does the company's performance PT?" in the 

context of performance measurement using the Balanced Scorecard approach. Eastern 

Pearl Flour Mills as a comprehensive performance appraisal tool when measured in 

terms of learning and growth. The goal of this study is to assess PT performance. Eastern 

Pearl Flour Mills employs the Balanced Scorecard method for learning and growth. 

 

REVIEW OF LITERATURE 

Performance Evaluation 

Performance evaluation can be interpreted as an attempt to assess the quality of 

work activities performed. Performance measurement, according to Neet et al (1995), is 

a set of matrices used to calculate efficiency and effectiveness in a series of actions. 

Performance measurement can also be defined as a regular determinant of the 

operational effectiveness of parts of an organization and their personnel based on 

predetermined standard criteria. Mulyadi (1999): According to Dale Futwengler (2002), 

some elements of performance measurement are as follows: 

 

Performance enhancements 

1. This performance improvement is measured using the following criteria: 

a. Speed, speed in a process can increase efficiency. 

b. Quality is essential in performance measurement because speed without quality is a 

waste of time. 

c. A poor service negates any gains made in speed and quality. 

d. Value is the combination of speed, quality, and price that gives customers the 

impression that they are getting more than they paid for. 

2. Employee advancement 

This section of the performance appraisal process is concerned with employee expertise. 

The primary responsibility of a leader is to develop the abilities of his or her employees 

in order to create quality employees who value that leadership. 

3. Employee contentment 

Employee satisfaction is an important factor in performance enhancement. Employee 

satisfaction is influenced by the following factors: 

a. Diversity 

b. Development 

c. Learning 

d. Participation 
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e. Security Identification 

4. Compensation determinations 

Employee motivation can be increased by always linking employee compensation to 

quantifiable results and ensuring that employees can track their progress. This is due to 

the fact that it is extremely difficult to stay motivated when the rewards are unclear. 

5. Communication 

Performance evaluations can be carried out collaboratively with clear communication 

between employees and leaders. And because of this safety net, neither leaders nor 

employees will be surprised by the upcoming performance evaluations. The tendency in 

performance measurement is to measure the final results, which are typically associated 

with finances. If it fails to meet the planned targets, the performance is said to be poor. 

 

The goal of performance evaluation 

The primary goal of performance measurement is to motivate employees to 

achieve organizational goals and adhere to predetermined standards of behavior in order 

to produce the desired actions and results. The following are the general goals of 

performance measurement: 

1. to determine the contribution of a part of the company to the organization as a whole. 

2. provide a basis for evaluating the performance of individual managers. 

3. motivating managers to operate their divisions consistently so that they are in 

accordance with the main objectives of the company. 

As a result, the performance measurement system must meet the following requirements: 

a. The system must reflect the organization's understanding; specifically, the 

performance measurement system must monitor organizational performance and direct 

performance toward the organization's main goals. 

b. To achieve the main objectives, the performance measurement system must measure 

the important critical aspects or differences in the organization's performance. 

 

Advantages of Performance Evaluation 

The following are some of the advantages of using a performance measurement 

system: 

1. Tracking performance against customer expectations will bring the company 

closer to its customers and engage everyone in the organization in providing 

customer satisfaction. 

2. Encourage employees to provide services as a part of the internal customer and 

supplier chain. 

3. Identify various wastes while also encouraging efforts to reduce waste (deduction 

of waste). 
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4. Making a previously vague strategic goal more concrete in order to accelerate the 

organizational learning process. 

5. Create consensus for change by providing a "reward" for expected behavior. 

 

METHODS OF MEASURING PERFORMANCE 

Organizations require a method capable of capturing the overall performance of 

the organization when designing a performance measurement system. Many integrated 

performance measurement system methods have been successfully developed by 

academics and practitioners. Neely and Kennerly (2000) mention several models of 

integrated performance measurement in Vanany's book (2009), Dupont used a pyramid 

of financial ratios with an explicit hierarchical structure to measure organizational 

performance at different levels at the turn of the twentieth century. In 1989, Keegan, Eiler, 

and Jones proposed PPM (Performance Measurement Matrix), a performance 

measurement method that reflects the need for more balanced measurements across 

multiple dimensions. Cost, non-cost, and external categories are all measured. Wang 

Laboratories' SMART Pyramid (Strategic Measurement and Reporting Technique) also 

supports and focuses internal and external performance measurement, which is expected 

to reflect company goals. 

Fitzgerald (1991) classifies measurements in the service industry into two basic 

types: those related to the results to be achieved, such as competitiveness and financial 

performance, and those related to the efforts that determine the achievement of these 

results, such as quality, flexibility, resource use, and innovation. Brown (1986) developed 

the Macro Process Model of the Organization, a concept of performance measurement 

as a causal relationship. He divides the relationship into five stages: inputs, processing 

systems, outputs, outcomes, and goals. This model explains how an organization's input 

affects the process performance system and, ultimately, how the organization can 

achieve its ultimate goal. In 1992, Kaplan and Norton introduced the balanced scorecard 

method of performance measurement. This method defines and integrates performance 

from four perspectives: financial, customer, internal business process and innovation, 

and learning. The relationship between objectives and performance measures can be 

expressed as a cause and effect relationship, with performance culminating in a financial 

perspective. 

The Integrated Performance Measurement System (IPMS) is a performance 

measurement system model developed by Bititce (1997) at the University of Strathclyde's 

Center for Strategic Manufacturing Systems (CSM) in Glasgow. IPMS categorizes the 

organization into four business levels: business, business units, business processes, and 

activities. The IPMS model's goal is to make the performance measurement system more 

robust; this method starts with stakeholder wishes when designing a performance 
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measurement system. Stakeholders include not only shareholders, but also other parties 

with an interest in or importance to the organization, such as customers and employees. 

According to David (2009), the Balanced Scorecard is a managerial tool designed to 

assist individual companies with short-term financial performance. Atkison et al. (2012) 

also argue that the Balanced Scorecard is a managerial tool that enables companies to 

develop a more comprehensive view and provides a clear way for companies to measure 

in order to evaluate the implications arising from strategic goals. 

The Balanced Scorecard, according to Kaplan and Norton (1996), refers to 

company performance between external measures for shareholders and customers, and 

measures such as financial, customer, internal business processes, learning and growth, 

so that the results are balanced between last resort and steps that drive company 

performance. As a result, the Balanced Scorecard strikes a balance between goals and 

results that are both easy to measure and subjective, allowing performance to be 

measured. 

The Balanced Scorecard is a strategic management system for long-term strategy 

management. The Balanced Scorecard assesses a company's performance from four 

perspectives: finance, customers, internal business processes, learning, and growth. The 

balance in the Balanced Scorecard is expressed in terms of all past results achieved by 

the company and performance driving factors for the company's future. 

 

METHOD 

This study employs a mixed method. Data was gathered from the findings of 

company reports, as well as documents related to research and the distribution of 

questionnaires to PT employees and customers. Makassar's Eastern Pearl Flour Mills. A 

questionnaire was used to collect data in accordance with the number of samples 

specified. In this perspective, it is more focused on employees in particular, company 

employees as one of the company's most important resources because without 

employees, the entire production will not run. Companies, particularly in the midst of 

globalization, must be able to nurture and develop their human resources. Questionnaires 

are distributed to measure the learning index. The goal of the survey is to gain insight 

into how far along the company is in its training efforts and how employees feel about the 

company's direction. As a result, it is necessary to assess using a learning index survey. 

A questionnaire was used as the tool. To test the validity, use the SPSS program, and 

after a successful test, all questions are declared valid. The data can be determined 

satisfaction intervals to determine the level of customer satisfaction from the 49 

questionnaires consisting of 10 questions that are considered valid. To test the validity 

using the SPSS program and after a valid test it turns out that all questions are declared 

valid. The data can be determined satisfaction intervals to determine the level of customer 
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satisfaction from the 49 questionnaires consisting of 10 questions that are considered 

valid. To test the validity using the SPSS program and after a valid test it turns out that 

all questions are declared valid. The data from the 49 questionnaires with ten valid 

questions can be used to calculate satisfaction intervals to determine the level of 

customer satisfaction. 

 

ANALYSIS RESULTS AND DISCUSSION 

The findings of the investigation 

Perspectives on Growth and Learning 

a. Employee Development Program 

 

Table 1. Total Workforce Training for the 2021-2022 Period 

Year Number of 

employees 

Number of employees who attended 

training 

% Workforce 

Training 

2021 102 23 19.60 % 

2022 98 25 22.44 % 

Source: Processed data results 

 

b. Absenteein 

Table 2. Employee Absentee Levels 

Year Permission Sick Alpha Paid 

leave 

Total 

number 

%absen

t 

2021 11 4 3 8 26 25.49 % 

2022 6 3 4 10 23 23.47 % 
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c. Employee satisfaction index 

 

Table 3. Validation results of the index satisfaction questionnaire 

No. Assertion variables  r Count r Table Ket. 

1 ES1  0.80 0.32 Valid 

2 ES2  0.87 0.32 Valid 

3 ES3  0.85 0.32 Valid 

4 ES4  0.89 0.32 Valid 

5 ES5  0.93 0.32 Valid 

6 ES6  0.94 0.32 Valid 

7 ES7  0.83 0.32 Valid 

8 ES8  0.73 0.32 Valid 

9 ES9  0.85 0.32 Valid 

10 ES10  0.77 0.32 Valid 

11 ES11  0.72 0.32 Valid 

12 ES12  0.85 0.32 Valid 

13 ES13  0.81 0.32 Valid 

14 ES14  0.83 0.32 Valid 
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15 ES15  0.70 0.32 Valid 

Source: SPSS Output Results 

d.  Employee learning index 

 

Table 4. Test Validation Questionnaire learning index 

No. Assertion variables r Count r Table Ket. 

1 LK1 0.80 0.32 Valid 

2 LK2 0.87 0.32 Valid 

3 LK3 0.85 0.32 Valid 

4 LK4 0.89 0.32 Valid 

5 LK5 0.93 0.32 Valid 

6 LK6 0.94 0.32 Valid 

7 LK7 0.83 0.32 Valid 

8 LK8 0.73 0.32 Valid 

9 LK9 0.85 0.32 Valid 

10 LK10 0.77 0.32 Valid 

Source: SPSS Output Results 

 

DISCUSSION 

1. perspectives on development and learning 

In this perspective, it is more focused on employees in particular, company 

employees as one of the company's most important resources because without 
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employees, the entire production will not run. Companies, particularly in the midst of 

globalization, must be able to nurture and develop their human resources. 

a. Employee Development Program 

A company-implemented program that aims to track each employee's performance. 

The employee is given the opportunity to improve if the training results fall short of 

expectations. If he is unable, the contract is cancelled. This demonstrates that every year 

the company has been able to provide training to its employees so that they can improve 

their performance while placing high hopes on the place that they work. The level of 

employee training participation in 2016 - 2017 was 19.60% - 22.44%, as shown above in 

table 1.  

b. Absentee in  

Absentee in Is an indicator of employee satisfaction, with the company serving as a 

guideline that demonstrates employee interest in carrying out work activities and can also 

demonstrate employee motivation at work. It is clear from the data presented in table 2 

that there has been a reduction in the rate of absenteeism among workers, which has 

gone from 25.49% to 23.47%. This is because there are regulations for reducing wages 

and canceling contracts if employees are absent; the goal of doing so is to ensure that 

employees are not frequently absent because it can disrupt company operations. 

c. Index of employee satisfaction 

The employee satisfaction index aims to measure employee satisfaction because 

happy employees are necessary for creating conditions that can increase productivity, 

responsiveness, and customer service. The results of the questionnaire were determined 

to be valid and reliable after being put through a series of validity and reliability tests. The 

tests were based on table 3, which detailed the distribution of questionnaires to 

employees. There were a total of 49 respondents, and the questionnaire contained a total 

of 15 questions. Furthermore, data that is still qualitative in nature is converted into 

quantitative data by assigning a Likert scale score to each answer choice. The minimum 

standard is based on the data processing scale, with a minimum of reaching an agreeable 

level or being in the range of 2,499 - 3,675. The employee satisfaction index obtained 

from distributing questionnaires is 2,627, indicating that employees agree. This means 

that the company met both the employee satisfaction index and the expected 

performance. Even though the expected performance targets have been met, this index 

can still be improved in the coming year by paying more attention to the aspects of 

employee satisfaction that are of concern. 

d. Index of Employee Learning 

The learning index measurement is done to determine how far the company's 

business is in the learning process for its employees and how the employees themselves 

think about the company's business. This survey was conducted by distributing 49 
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questionnaires with a total of ten questions. Validity and reliability tests were carried out 

with the help of the SPSS software in order to determine whether or not the measuring 

instrument that was utilized was appropriate. Based on table 39, there are no invalid items 

to test the validity of the learning index questionnaire; each item is declared valid, and 

the data from the qualitative questionnaire is then converted into quantitative data by 

assigning a score to each answer choice using a Likert scale. 

The minimum standard is based on the data processing scale, with a minimum of 

reaching an agreeable level or being in the range of 1,666 - 2,058. The employee 

satisfaction index obtained from distributing questionnaires is 1,716, indicating that 

employees agree. This means that the company is able to provide what employees want, 

that employees agree or are in the interval 1.666-2.058, and that the company's 

performance as measured by this metric is that the company has achieved the expected 

performance. Even though the expected performance targets have been met, this index 

can still be improved in the coming year by paying more attention to the aspects of 

employee satisfaction that are of concern. 

 

CONCLUSION 

The rise in the number of employees taking part in educational opportunities is 

indicative of the company's commitment to its workforce's continued development and 

learning, as evidenced by the trend. This is done to improve employee performance while 

also placing high hopes on the workplace and the employee absentee rate, both of which 

have decreased. Based on the distribution of satisfaction and learning index 

questionnaires to employees, the two questionnaires show results in the agree category, 

indicating that employees like or are satisfied with the services provided by the company 

and agree with the company's efforts to look after its employees. Employees rate the 

company as good because the results of the questionnaire distribution show a scale on 

the agreed-upon scale that is in accordance with the standards that are considered good. 
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