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Abstract Keywords

Performance evaluations evaluate an employee's performance and ~ Performance appraisals;

give a forum for discussing past, present, and future performance  OPerational; process
requirements. Performance evaluation is also known as employee

rating, employee evaluation, performance review, or outcomes @cu
evaluation. Performance evaluations are commonly used to e
administer pay and compensation, provide performance feedback,

and assess the strengths and shortcomings of particular employees.

There are several reasons for the prevalence of performance
evaluations among office, professional, technical, supervisory,

middle management, and nonunion manufacturing employees. A

recent report by Bersin & Associates indicates that performance
management, which includes self, manager, and multisource

reviews and goal setting, provides an organization with increased
operational competence, legal compliance, enhanced corporate

growth, and increased transformational processes and
performance. Indeed, performance evaluations may give answers

to a vast array of work-related concerns, and bad performance can

be rectified by providing a road map for success. Even after
receiving a favorable evaluation, employees benefit from
assessments that assist them identify how to enhance their job
performance. In addition, although an employer may not be
required to have a basis to terminate an employee, performance

reviews might be used to justify such actions if they become
necessary.

l. Introduction

Public sector organizations in the 21st century require "good people, good systems,
and good intentions." Good people emphasize the ability of people to support the
performance and achievement of shared goals, while the excellent system is related to
recruitment, classification, compensation, training, and evaluation. Then good intentions
include tasks that people propose to complete and values that guide work (Berman et al.,
2016). For this reason, in realizing optimal performance, a strategy is applied in the form
of performance appraisal.

Performance analysis, better known as "performance appraisal,” is an appraisal
process based on several components. Performance appraisal is the core component and is
a system designed relatively and accurately to assess individual performance (Daley 2017).
This assessment focuses on the extent to which individuals see themselves as responsible
for their tasks in producing something productive related to organizational goals and
priorities, no longer focusing only on work behavior or individual competencies. In this
performance analysis, assessment/evaluation is carried out as a form of supervision and
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supports the training and development needed by individuals in maintaining performance
productivity.

Within the Indonesian Armed Forces organization itself, the performance appraisal
system for the Indonesian Army-Army personnel has been regulated through the Decree of
the Army Chief of Staff Number: Kep/995/X11/2016 dated December 7, 2016, concerning
Individual Performance Assessment in the Army. Indonesian National Army-Army to
support the bureaucratic reform of the Indonesian National Army. The individual scoring
system is guided by all units within the Indonesian National Army-Army, including the
Yonzipur 16/DA Unit. The appraiser's supervisor carries out this personal appraisal system
or an official level above the appraiser. The material used as an assessment is the
achievement of performance (consisting of implementation of programs/activities,
implementation of individual actions, quality of assignments/jobs) and required
competencies (knowledge, expertise/skills, behavior) that can be applied in units of the
Indonesian Armed Forces.

The Combat Engineer Battalion 16/Dhika Anoraga (Yonzipur 16/DA) is one of the
combat aid battalion units under the Iskandar Muda Regional Military Command (Kodam),
which was once famous for its achievements, both by the team and personnel. Some of the
accomplishments that have been achieved by Yonzipur 16/DA include the election of
Company C Ton Il Yonzipur 16/DA Kodam IM representing Kodam 1M to compete in the
KASAD Il Cup 2015 (Hermawan, 2015), and the overall winner of the Pra Ton Tangkas
Sanggamara Bangkit Test, Ton The Kiban Yonzipur 16/DA dump truck and the fastest
military swimming personnel achievement by Praka H. Basri Ton | Company C Yonzipur
16/DA in the Picking Test of the Agile Pre Platoon of Combat Units and Combat
Assistance of the Iskandar Muda Military Command in 2017 (Budi, 2017).

With the emergence of violations that often occur, the question now is how the
Theory of Appropriate Performance can be applied in the work environment. How is the
conceptual framework for Apprisial Performance on Job Appraisal in the military
background, and how is the conceptual framework for the factors that influence the
implementation of Appreciate Performance on Work Appraisal so that it runs optimally.
This article discusses all three of them.

I1. Research Method

This study uses the post-positivism paradigm, which is included in analytical
descriptive research using a qualitative scientific approach; if the researcher starts by
discussing theories, it is equipped with collecting supporting data that refutes the views,
then begins to make the necessary revisions before beginning the next test. The research
approach with post-positivism is used to understand the facts that have been collected
using a deductive to inductive flow where the research comes from a theory. With this
paradigm and approach, this research will be able to explain the analysis of the application
of Performance Appraisal on the system. Performance assessment of the personnel of the
16th Combat Engineer Battalion/DA Kodam Iskandar Muda.
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I11. Results and Discussion

3.1. Experience implementing Performance Appraisal

In the military context, the implementation of Performance Appraisal is carried out to
support the bureaucratic reform of the Indonesian National Army. The individual
assessment system is guided by all units within the Indonesian National Army. It has been
regulated through the Decree of the Army Chief of Staff Number: Kep/995/X11/2016 dated
December 7, 2016, concerning Individual Performance Assessment in the Indonesian
Army-Army. . Individual performance analysis systems are part of the demands of
organizational needs (Berman et al., 2016), individual performance analysis is also a tool
or method used to improve organizational performance (DeNisi & Sonesh, 2010 in Anyers,
2015). Employee performance is also assessed through the use of Performance Appraisal
(Amha and Brhane, 2020), which focuses on the relationship between employee
performance measurement and management (Mbore and Cheruiyot, 2017); employee and
management performance is also assessed through the use of Performance Appraisal (Lai
and Cheruiyot, 2017); the impact of transformational leadership on performance is also
assessed through the use of Performance Appraisal (Lai and Brhane, 2020); and the impact
of paternal (Evans and Bae, 2019) centers on simulating a model for evaluating the
performance of an individual, For example, (Loga&Chand, 2019) focused on the APA in
the public sector in developed nations; (Evans&Bae, 2017) estimated the limits of
performance evaluation systems in finding the best performers ( Djufri, et al, 2019)
(Klindzic et al, 2020) highlighted the nine individual bundles and group PFP practices and
their co-effect, (Lin&Kellough, 2019) focused on the literature gap by investigating
supervisors' opinions of individual performance assessments, (Dennis M. Daley, 2017)
concentrated on behavioral linkages. a) Madhakomala, 2020, focuses on the model of
performance appraisal evaluation tools for logistics workers while discussing performance
appraisal on the perceptions of performance rewards. From some of the studies above, both
developed and developing nations share comparable difficulties connected to performance
rating).

Moreover, developed countries have more complex problems than developing
countries. However, all countries are currently preparing themselves to have quality in
their human resources. If it is reviewed more deeply in previous research, it will find a
suitable concept for military agencies.

According to (Amha and Brhane, 2020), employees' performance is critical to the
success of public, non-public, and private businesses, which is why they conducted their
study. Studying the factors that influence employee performance in public organizations,
such as Dessie's municipal office, is a major goal of this research. The office investigates
the practices of motivation, leadership, work environment, and employee performance in
the implementation of these internal practices.. Descriptive and explanatory research
methods are used to investigate this issue.

After reviewing the literature on performance measurement implementation, (Mbore
and Cheruiyot, 2017) discovered that performance measurement is at the stage of
identifying obstacles and traps to avoid based on the experience of practitioners. Many
initiatives in the African public sector to establish results-based management have failed.
From a theoretical perspective, this study proposes an approach to evaluating the
effectiveness of a company's performance measurement system that builds on that
theoretical foundation. Performance measurement systems need to be continually aligned
with results-based performance management, according to this paper's findings.
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Lai and colleagues (2020) Using a multi-source and multi-temporal study design,
they were able to decrease methodological variability. A sample of 507 nurses working in
44 teams were used to test the hypothesis. Workplace involvement still serves as a
mediating factor in the relationship between transformational leadership, job performance,
and helping behavior even after controlling for a variety of relevant variables (such as the
leader-member exchange, role-based self-efficacy, and transactional leadership).

In their research, (Ugurlouglu et al., 2018) indicate that the paternalistic leadership
factor has a direct influence on the performance of employees and their desire to quit the
workplace. ( Leaders in healthcare businesses may wish to consider emphasizing kindness
as a way to improve the work of their employees. To stress benevolence and morality,
hospital leaders might decrease their desire to quit work.

Performance appraisal is an uncomfortable and emotional process for managers and
results in a defensive attitude, as explained by Plessis and colleagues (Evans and Bae,
2019) in developing a simulation model for events-distributed representation of United
States Army officers in the applicable forced distribution performance appraisal system.
Furthermore, the input parameters controlled by the simulation system are evaluated and
optimized by ranking simulation optimization and engineering selection.

In other words, the APA system ensures that PAS will get the predicted outcomes, as
shown by (Loga&Chand, 2019). By using basic employee engagement and key
performance measures, the morale of the staff and the conduct of the employees improved.
System structure and dynamics have an impact on employee assessment findings,
according to (Evans&Bae, 2017). Having fewer subordinate appraisers has been shown to
have a considerable impact on the accuracy of performance evaluations in this scenario.
However, increasing the amount of time each person spends on a task has no influence on
the accuracy of the system (Djufri et al., 2019) proved that Spider Plot diagrams can
quickly explain individual performance analyzes of managers in different units. With this
type of model, it is hoped that planning can be easily mapped through performance
appraisals to be used in planning careers.

In this study (Klindzic et al., 2020), the research method used is an empirical study
by distributing questionnaires to be analyzed using descriptive statistical analysis methods,
correlation analysis, category principal component analysis, and multiple regression
analysis. Increasing ratings, incorrect criteria, and a lack of assistance are some of the most
problematic components of performance evaluation (Lin & Kellough, 2019). Supervisor
views were influenced by the usage of performance-based awards, supervisors' attitudes
about the impartiality of their performance evaluations, and supervisors' age.

In a research done by (Dennis M. Daley, 2017), he wants to examine the link
between behavior and performance appraisal in regards to the perceptions of reward. Using
data from the 2012 Federal Employee Perspective Survey, regression analysis was
performed on the perceptions of performance awards (fairness and accuracy of assessment,
accountability of results, goals, priorities set, input, training, and development).

To establish an evaluation model for logistics personnel's performance, it was
determined that the criteria were logistics activities (A), logistics functions (F), and
logistics principles (Madhakomala, 2020). (L). Five KPIs (A1-A5) are used for logistics
operations, five KPIs (F1-F5) for logistics functions, and seven KPIs (L) for logistics
principles (L1-L7). The logistic criteria, with a value of 0.413, have the highest calculated
value of the KPI criteria that must be satisfied. To help the Indonesian National Armed
Forces Organization and the general public, this study is anticipated to serve as a model for
analyzing performance reviews.
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3.2. Conceptual Framework for Application of Appraisal Performance

Appraisal performance adalah sebuah strategi yang merupakan bagian dari work
management. In creating a productive work environment, an effort is needed to improve
performance. This process shows that managers must ensure employee activities and
results are by company goals. Performance appraisal is a process organized by the
company to evaluate or evaluate each employee's performance. The human resources
department of a company uses the results of performance appraisals as basic information
used to assess the effectiveness and success of various policies on human resources. A
good appraisal must provide an accurate picture of the performance being measured by
evaluating employee performance. Assessed. Assessment must have a relationship with
work (job-related) by actually setting the behavior or work of employees. The performance
appraisal process must be able to identify performance standards, measure the criteria used
to conduct assessments, and provide feedback to employees regarding the results of their
reviews to improve performance in the future and improve performance that is considered
not following the standards. Performance measurement (performance measurement) is a
number or rating used to provide an assessment of employee performance. (Dewi
Hanggraeni, 2012) (Soekidjo Notoatmodjo, 2009).

Human Resources (HR) is the most important component in a company or
organization to run the business it does. Organization must have a goal to be achieved by
the organizational members (Niati et al., 2021). Development is a change towards
improvement. Changes towards improvement require the mobilization of all human
resources and reason to realize what is aspired (Shah et al, 2020). The development of
human resources is a process of changing the human resources who belong to an
organization, from one situation to another, which is better to prepare a future
responsibility in achieving organizational goals (Werdhiastutie et al, 2020).

Performance assessment is the process of evaluating or assessing the performance of
employees by businesses. In 1987, Handoko (Handoko) The term “evaluation™ refers to the
process of comparing the actual results of a project with the expected ones. (Siagian, 1989)
Siagian An evaluation of an employee's present and/or prior performance is known as a
Performance Assessment or Performance Appraisal. Function standards are established,
employees' actual performance is assessed against the existing standards, and feedback is
provided to employees in order to assist them reduce inefficient performance or sustain
above-average performance. This is how performance appraisals work (Dessler, 2015).

This link exists because both Appraisal Performance and Performance Management
are essential tools for gaining an advantage in the market (p.341). An ongoing process of
recognizing, assessing, and developing the performance of individuals and teams and
matching their arrangement with organizational goals is known as performance
management (p.293). Furthermore, performance appraisal may be described as a collection
of employee performance data based on the evaluation of employee performance through
appraisal activities (Cascio & Aguinis, 2011).

Evaluation of Capabilities The cornerstone to an organization's ability to develop its
employees is performance review. It is a manifestation of an employee's performance
appraisal form that a performance evaluation is. Performance appraisal is an organizational
process in assessing the performance of its employees. Performance appraisal provides an
overview of the state of employees and, at the same time, can give feedback (feedback) for
employees (Sulistiyani, 2015). In principle, performance appraisal is a way of measuring
the contributions of individuals within the company made to the company.

Performance management is all about improving or synchronizing improvements to
create value. Thus, it can be concluded that performance management is a system that
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manages, analyzes, measures, and evaluates organizational and employee performance to
be effective and productive and create economic value for all levels of the organization. So
it can be concluded that Performance Appraisal is a formal system carried out by
companies in measuring and evaluating actual employee performance compared to
predetermined standards. Researchers use it as a dimension in performance appraisals to
monitor initial goals and the availability of assessment data: performance, surprise
inspections, rewards and punishments, and annual assessments (Cokins, 2009).

3.3. Factors Affecting Appraisal Performance

Performance management is all about improving or synchronizing improvements to
create value. Thus, it can be concluded that performance management is a system that
manages, analyzes, measures, and evaluates organizational and employee performance to
be effective and productive and create economic value for all levels of the organization. So
it can be concluded that Performance Appraisal is a formal system carried out by
companies in measuring and evaluating actual employee performance compared to
predetermined standards. Researchers use it as a dimension in performance appraisals to
set initial goals and monitor and provide assessment data: performance, surprise
inspections, rewards and punishments, and annual assessments. (Cokins, 2009).

1VV. Conclusion

The application of Appraisal Performance in military agencies tries to accommodate
the institutional structure of the Indonesian National Armed Forces to have qualified
human resources; with the demands of the 21st century, of course, an organization needs to
have a combined strategy between "good people, good systems, and good intentions."
Apprisal Performance is an assessment platform based on several components with
performance values as the core component and is a system designed relatively and
accurately to assess individual performance. If this performance appraisal can be carried
out properly, the violations will decrease, and personnel motivation will continue to
increase over time. For Appraisal Performance to run optimally at the performance
appraisal stage, the influencing factors need to be considered both before carrying out the
performance appraisal and support—in the form of an internal environment that supports
diversity, organizational willingness, and performance motivation.
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