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Human resource management is essential in improving the
competence of human resources in the company, especially
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An objective employee performance appraisal can produce the
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of the four assessment criteria. The study results of 5
alternative employee candidates have successfully completed an
objective assessment to produce one best employee result.
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1. INTRODUCTION

An organization or company needs human resources who have competence in their
respective fields to support a company's operations. In carrying out operational activities
in an organization or company, human resource management (HR) is also needed so that
the activities to be carried out can run well and according to the desired target. Human
resource management includes human resource development, which functions to
plan(Halisa, 2020), implement, recruit, train, develop and appreciate the performance of
each individual, in this case, an employee, in supporting the vision and mission and
targets of a company(Hasibuan, 2018)(Soetrisno, 2016). Every organization will formulate
a new strategy in human resource management. An important point in human resource
management is the assessment or evaluation of employee performance to determine the
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ability of human resources, as well as providing rewards and punishments to stimulate
and motivate the workforce to be more productive in their work and company operational
work (Tangkuman et al., 2015).

One form of company employee appreciation is to provide bonuses or additional
allowances (Sugijono, 2015). Of course, in determining the award of this bonus, a
determination mechanism is needed based on several performance evaluation parameters
to produce the best employee candidates in the company. They are entitled to receive
rewards or benefits, as is the case at PT. Global Extreme, which every period in a matter
of 6 months, evaluates employee performance to determine the best employee candidates
who receive bonuses and benefits. The assessment components also vary, such as
performance results, attendance, responsibility, communication, target achievement, and
others, so there is no fixed component(Halisa, 2020) used in performance appraisal.

The use of the Behavioral Anchor Rating Scale (BARS) in multi-criteria decision-
making (MCDM) problems (Sudipa et al., 2021)(Yeh & Willis, 2001), especially in
evaluating employee performance, has been carried out by researchers (Rouza & Yanto,
2019) who wuse behavioural parameters in assessing employee performance, then
research (Hutasoit et al., 2021) uses, the BARS method in determining the factors in the
decline in performance and the criteria that need to be improved (Asana et al., 2020),
other studies(Suradiraja, 2015) use BARS to create objectivity for employee performance
appraisal models, and research (Evita et al., 2017) applies the BARS method to reduce
the subjectivity of the daily report assessment of employee performance. The BARS
method is considered capable of changing the parameters of the employee's attitude and
behaviour assessment so that it becomes a measurable scale to facilitate decision-makers
in making assessments and producing more objective decisions. This matter also
underlies the study of applying the BARS method in modelling performance appraisals
with an anchor on each criterion dimension.

This study uses a parameter scoring technique for evaluating employee performance
using BARS because it can define various work behaviour variables into a rating scale
(Matosas-Lopez et al., 2019), with a Likert scale rating for the value of each criterion
parameter (Martin-Raugh et al., 2016). The purpose of this research is to make an
objective assessment model of employee performance produce the best employee
candidates for receiving bonuses and employee benefits.

2. RESEARCH METHOD

2.1. Human Resource Management

The definition of management is the science or art that regulates the process of
utilizing human and other resources effectively and efficiently to achieve a company
goal(Syarief et al., 2022). In improving the competence of human resources (HR), a
company asset in driving operations in a company, it is necessary to evaluate employee
performance as the primary benchmark in HR development. Good human resource
management will improve employee and company productivity(Soetrisno, 2016).

2.2. Management Decision Support

The decision-making process often involves selecting many alternatives from several
assessment criteria(Limbong et al., 2020). Decision-makers carry out the decision-
making process to make decisions more objective and follow the assessment parameters.
In the process, decision-makers often find it challenging to model the decision-making
framework for routine and non-routine problems in management (Eom & Kim, 2006). A
decision support system is a computerized system that can facilitate decision-makers in
making decisions to benefit organizational or company goals.
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2.3. Rating Scale

A rating Scale is an assessment based on a specific scale from low to high (Wright &
Masters, 1982).. The Rating Scale uses raw data in the form of numbers which are then
interpreted in a descriptive sense (Ilhami & Rimantho, 2017). The advantages of
implementing this method are simple, easy to design, and easy to use. While the
assessment is potentially objective, each assessment characteristic is equally
important(Anwar, 2019).

Table 1. Criteria Data
Scale Description
Unsatisfactory/Very Bad
Need Repair/Bad
Meeting Expectations/Enough
Exceeding Expectations/Good
Excellent/Very Good

au b wN =

2.4. Behaviour Anchor Rating Scale (BARS)

The BARS method defines definite, observable, and measurable job performance
behaviours(Matosas-Lopez et al., 2019). The BARS performance appraisal method
combines a critical incident rating using a scale that describes good and bad
performance (Kell et al., 2017)(Rouza & Yanto, 2019). Anchor assessment in question is
behaviour that shows performance for each dimension, which can be arranged from the
highest value to the lowest value. Anchor assessment uses a rating scale from S to 10
vertical behavioural scales for each performance indicator(Evita et al., 2017).

3. RESULTS AND DISCUSSIONS

3.1. Criteria and Alternative Data Analysis

This study uses the assessment criteria Discipline (C1), Honesty (C2), Responsibility
(C3) and Teamwork (C4). With the five best alternative employee candidates, the
employee alternative is symbolized by the Alternative symbol (A). The criteria data can be
seen in Table 2.

Table 2. Criteria Data

Criteria  Criteria Name  Weight Value

C1 Discipline 35%
C2 Honesty 20%
C3 Responsibility  20%
C4 Teamwork 25%

In Table 2, it can be explained that in determining the priority of criteria in the
decision-making process, each criteria is given a weight value that has been selected by
the decision maker [22]. The weight value determines the most influential assessment
criteria in the employee performance appraisal.

3.2. BARS Method Assessment Model

BARS implementation is used in determining the anchor of each assessment criteria.
In this study, each criteria consists of 5 anchors representing employees' attitudes or
behaviour at work. Each anchor is assigned a value scale with a rating scale of the most
significant value of 5 and the lowest value of 1, according to Table 2. Each criteria anchor
can be developed based on decision-makers needs and business processes applied in
each company in assessing employee performance. The employee performance appraisal
model using the BARS method can be seen in Table 3.
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Table 3. Anchor Of Each Criteria Indicator

Criteria Rating Anchor
Indicator
Discipline Always present on time, with a 0% absenteeism rate

5

4 Always present on time, with an absenteeism rate < 5%

3 Always present but sometimes late and occasionally absent in some

tolerable conditions

Attendance rate > 10% and come sometimes late

Often come late and absent for no apparent reason

Always report the results of their work according to the actual situation

Occasionally not reporting work results following the real situation

The written work results do not match the actual situation.

Reported work results are always better than the actual situation

Often reports that their work is not following the real situation

Always do the task according to the instructions given

Always do the assigned job well even though occasionally make mistakes

Doing the tasks given is sometimes not good and not following the

instructions given but still within reasonable limits

The assigned reading is done, but errors often occur

often do not do the assigned tasks

Able to coordinate and communicate with various parties and respect the

opinions of others

4 Knowing the duties of others related to their responsibilities and accepting
suggestions from others

3 Knowing the outline of other people's tasks related to their duties and
occasionally having to be confirmed in advance to adjust their opinions

2 Do not accept joint decisions if they conflict with their opinions and do not
know for sure the duties of other people related to them

1 Completely unable to coordinate and communicate with various parties
and unable to respect people's opinions

Honesty

Responsibility

WP UL NDWPLUI=DN
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Teamwork

3.3. Alternative Final Value Calculation

The next step is to determine each alternative's final value (V) based on the anchor
rating in Table 3. Based on internal data at the research site, the scores of the five best
alternative candidates are obtained.

Table 4. Alternative Values

Alternative Criteria
Cl C2 C3 C4
Al 4 5 4 4
A2 5 3 4 3
A3 4 5 5 4
A4 4 4 4 5
AS 5 4 5 3

The final alternative value is calculated by adding up the alternative values on the
criteria that have been multiplied by the weight of each criteria. The final value
calculation is as follows:

Va1 =4%*0,35) + 5*%0,2) +4 *(0,2) + 4 *(0,25) = 4,2
V a2 = 5*%(0,35) + 3 *(0,2) + 4 *(0,2) + 3 *(0,25) = 3,9
Vaz=4%*0,35)+5*0,2) +5*0,2) + 4 *(0,25) = 4,4
Vas=4*(0,35) + 4 *(0,2) + 4 *(0,2) + 5 *(0,25) = 4,25
Vas =5 *0,35) + 4 *(0,2) + 5 *(0,2) + 3 *(0,25) = 4,3

3.4. Ranking of The Best Employee Candidates

The alternative ranking stage is based on calculating each alternative's final value
(V). From five alternatives, one alternative will be selected for the best employee. The
determination of the value of employee candidates is sorted from the most significant
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value to the smallest value indicating rank 1 to rank 5. The final ranking of employee
alternatives can be seen in Table 5.

Table 5. Best Employee Alternative Ranking

Alternative Final Score Ranking
A3 4,4 1
A5 4,3 2
A4 4,25 3
Al 4,2 4
A2 3,9 5

Based on table 5, it can be explained that the best employee alternative is alternative
A3 with a value of 4.4 as ranking 1. Followed by ranking 2 is alternative A5 with a final
score of 4.3. Rank 3 is alternative 4, with a final score of 4.25. Rank 4 is alternative Al
with a value of 4.2. And ranking 5 is alternative A2 with a value of 3.9.
A3 > A5 > A4 > Al1> A2

4. CONCLUSION

The best employees can be determined by evaluating employee performance by applying
the Behavioral Anchor Rating Scale (BARS) method. The BARS method can measure
attitudes, behaviour and assessment parameters according to the business processes of
each company into a measurement scale, using anchors on each evaluation criteria.
Employee performance appraisals that are carried out objectively can certainly produce
maximum decisions by decision-makers, so consideration of giving bonuses or employee
benefits can be carried out based on the best performance appraisal.
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