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ARTICLEINFO ABSTRACT

One way to know the performance of an employee is by direct assessment or by
filling out an employee performance appraisal questionnaire. But not all
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management strategies. Meanwhile, 360 degree feedback is a tool that provides
feedback on the performance of managers, supervisors, superiors. From the
results of this study, it can produce an application to apply the Balanced
Scorecard method and 360 degrees of feedback into the Employee Performance
Appraisal application.
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1. Introduction

Employee performance appraisal is a system that seeks to combine activities related to human resource
performance management and information technology. The use of information technology-based
information systems in human resource performance management will produce the information needed by
the company in making decisions.

Performance is a function of motivation and ability to complete a task or job. A person should have a
certain degree of willingness and level of ability. Performance is a tangible behavior that is displayed by
everyone as work performance produced by employees in accordance with their role in the agency.
Employee performance is very important in an agency's efforts to achieve its goals. Performance appraisal
is basically a process that companies use to evaluate job performance. If done correctly, this will provide
important benefits for the company.

Bosses must evaluate performance to determine what action to take. Specific feedback enables them to
make career planning, training and development, pay increases, promotions, and other placement decisions.
Performance appraisal relates to the performance and accountability of employees to the company. In a
globally competitive world, it requires feedback on its performance as a guide for attitudes for the future.
The HR department uses the information gathered through performance appraisals to evaluate the success
of hiring, selection, orientation, placement, training, and other activities.

Although continuous and informal daily assessments are important for smooth operations, formal
assessments are needed to assist managers in matters related to HR decisions, such as placement, payroll,
and others. In a well-managed company, judgment is associated with problems. Supervisors and managers
often perceive formal assessments as unnecessary. They feel that they already know how their employees are
doing, and they don't think they need to spend valuable time doing it. In addition, the design of the appraisal
system that is not appropriate allows the occurrence of unwanted actions by employees and their superiors.

2.  Method Research

2.1 Formulation of the problem

This stage is an important stage because this research path will be guided by the initial objectives of
the problem that have been formulated previously.
2.2 Data collection

In collecting data the author uses the method of observation, interviews and questionnaires

2245

Accredited “Rank 4”(Sinta 4), DIKTI, No. 36/E/KPT/2019, December 13th 2019.

Jurnal Mantik is licensed under a Creative Commons Attribution-NonCommercial 4.0 International License (CC BY-NC 4.0).


mailto:Saridy09@gmail.com
mailto:fauziah@civitas.unas.ac.id

Employee Performance Appraisal by Determining Key Performance Indicators Using the Balanced Scorecard Method

2.3

and Web-Based 360 Degree Feedback - Sari Dwiyanti, at all

Study of literature
Studying and understanding the theories that serve as guidelines and references in order to solve the

problems discussed in this research and

2.4

Data analysis
After the above data collection is complete, then an analysis of the data that has been collected is

carried out. This aims to group data such as assessment criteria data, employee data, and other necessary
data, so that it will make it easier for the author to carry out the next analysis.

2.5 System planning
There are 2 methods used in the development of this system, namely the balaced scorecard method and
360 degrees.
3. Result and Discussion
3.1 360 Degree Method
A. System Requirements Analysis
Employee performance appraisal which is carried out is still manual and simple, namely in the form of
a written questionnaire distributed by 5 respondents, then the results of the assessment are archived into
an archive storage. Some of these problems can be described as follows:
1) Employee performance appraisal still uses a simple method.
2) Inthe process of employee performance appraisal is relatively time consuming.
3) Possible loss of archive damage can occur.
4)  Requires a lot of money to duplicate the questionnaire.
B. Information Systems Modeling
1)  Use Case Diagram
The Use Case Diagram of the Employee Performance Appraisal Information System Using the 360
Degree Method can be seen in the following Fig
2) Activity Diagram
3) Activity Diagram Login
Actors need to log into the system in order to manage data. To log in, the actor must open the login
page then enter the username and password that has been previously set. If the username and password
are valid then the actor will be redirected to the user's main page. If it is not valid, the system will
display a failed login message and the actor must repeat entering the correct username and password.
C. 2 LoginActivity Diagram

Displays the Login application. In Activity Diagrams are used to show and model the flow from one
activity to another

wrer e

o
Fig 1 Activity Diagram Login

1)  Activity Diagram Weights
In the Weights activity diagram, where can the weight value that the employee get is the correct one
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Fig 2 Activity Diagram Weights

2)  Value Activity Diagram
In the Values activity diagram displays the results of the values that will be displayed
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Fig 3 Activity Diagram Value Data Processing

D. Implementation Results
1) Login Page Views
This login display is the main page when the program is run. Login is given based on level according
to institutional policy.

Fig 4 Login
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2) Main Page Display
The system main page will appear when the user successfully logs in. On this page there are options
for user activity, indicators, employees, assessments, value processes, and recaps.
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Fig 5 Main page

3) Page Views Manage Weighted Data The page manages value weight data will appear when the
user selects the value weight menu which functions to manage weighted data.
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Fig 6 Data processing

4) Indicator Page Display
The indicator data management page will appear when the user selects the indicator menu which
functions to manage indicator data
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Fig 7 Indicator
5) Page Views of the Employee Performance Appraisal Questionnaire
The employee performance appraisal questionnaire page will appear when the user selects the appraisal
menu which functions to manage employee performance appraisal data.

User . e

Fig 8 Coercionary Assessment
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6) Appraisal Calculation Process Page Display
The assessment calculation process page will appear when the user selects the value process menu
which functions to display the assessment calculation process

User
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Fig 9 Calculation Process

Analysis Results

From the results of the questionnaire that has been filled in, the authors enter into the system the author
designed in accordance with what was previously described. Furthermore, to determine the employee
performance appraisal rank, the author refers to the provisions of the employee performance appraisal
in the order of the assessment rank.

Balanced Scorecard Method

Alignment of Company Vision and Strategy

The strategy taken is to ensure that all departments in the company's organization can make a positive
contribution according to their respective functions.

KPI Determination Using the 4 Perspective Method

1) Balanced Score Card

To determine the KPI, the industrial engineering department organization is divided into 4 interrelated
perspectives as shown in the table

2) Setup Target Key Performance Indicator

To determine the target, each KPI still uses SMART principles (specific, measurable, achievable,

reasonable, time bound) and the set targets must be communicated and mutually agreed upon by all

engineers who are members of the Industrial Engineering department. The results of the target setup

that have been mutually agreed upon for each Key Performance Indicator item.

3) Result Monitoring, Coaching and Feedback

After determining the target, the next step is monitoring the achievement results, coaching and

feedback. This process is used as a discussion material between the engineer and the department head

to ensure there is feedback from each engineer so that future achievements can be even better.

Conclusion

Employee performance appraisal using the balanced scorecard method and 360 Feedback produces a

useful application to determine the percentage of employee performance results while working at the
company. And make it easier for bosses to assess the results of employee work while working during their

work period.
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