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Abstract

Perfrmance appraisal is one of the management conirol mechanicsms that aim fo ensure the behavior
of the members of the orpanizstion led to the goals set earlier. This smdy sims o explore in depth how the
professors mberpret the performance appraisal applied i the entreprensurial university. The gqualitative
research method with a sinple sategy case smdy was used in this smdy. Data collecion methods were
sppraisal was atool to jodze performance, support the sirategy, conirol the faculty, improve the quality, and
moifivaie the faoulty. The smdy found the key to suocessfnl implementation of performsnce appraisal
included the leadership commitment, participation of members of the orzanization and dissemination that

systematic and sustaimed
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Infroduction
The concept of the management comirol
system  (MC5) |beging with business

organizations (Anthony snd Youms, 2003)
Leader's of organization emcures the resources
owmed by the orgsnization achieve the targets
that have been plammed through BICS (Aderchamt
mnd Stedee, 2003). In its development, the
concept of SPA has also been applied in public
seCtof Organizations such as umiversities. A
college as a fiorm of a public sector crganization
mnd 3 seTvice sector organization began to srow
rapidly in 1990s.

Currenily, the college has become
mdustory that has a sharp compedition
worldwide (Winston, 1909). Universities and
collepes have bemmm to employ conmcepts in the
management of business organizations (MNahme,
2009, Shifing  of university mansgement to
driven by the changes im the college
envirpmments, especially when they  hawe
entered the competition 5Schofer and Meyer
(2005) stated wuniversity become business
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#re essenfial to improve the social stamos,
enabling individuals to compete snd mocesd in
eduocation

Winston (19997 siated that the college
haz eniered the era of "competitive market"
Hanna (1908) and Marzincon (2004) stated that
the advancement of information technology,
sprial, ecomomnc, and development of the
“knowledze-based economy” have affected the
degree of collepe competiion Like those
umiversities in Indomesia, those in Awsiralia,
America, Europe, wumiversities are also
confronted with the fHct of getting exposed with
8 direct compefition o obtain monbers of the
smdents (MMarginson, 2004, 2006; Angel ot al,
2007; Ho & al., 2008). Ho ef al. (2008) stated
the govermment-owned universifies weme also
experencing this compefition due to limdted
povernment funds allecated to the state

The competition smone umwversitiss
Indomesia has & major impact on their existence.
Some colleges were merped or taken over by
others. Mumbers of courses and umiversities were
closed; meanwhile, new foreign umiversities
were growing in pumbers with a wvanety of
shapes and models (Antara Mews, 2008
Elizaheth, 20{d). The dats from the Higher
Education (2009) and the Mindstry of Mational
Educstion (2010) showed the oDomber of
universities in the year 2009 reached as many as
3,016 colleges, and they became 3011 colleges
in 2010, In 2012, their pumbers dropped o 2,647
umiversites (Hidayat, 2013).

The managpement of the professionsl
colleges™  absolutely needed — nowadays.
sirategies unduring to chenging fimes  amd
compeitive enviromments. M5 is one of the

tools to implement siratezies n order o improve
the performence of orgamizatons, including
umiversities. Hanna (1998 and Weinstein &f al.
{2007y stted that to face the challenges and win
the compefition against other universities, each
university mmst have 8 competitive srategy
(Competitive stratery). Competitive advantage
in this case is closely relsted o the MCS m the
orgamization (Hayes =nd Abemathy, 1980;
Tohsom and Eaplan 1987; Eaplan 1983, 1984;
Chow ar ai., 199]; and Appelbaom snd Shapito,
19a2).

The mmplemsntstion of MCS m
collepes haz besn smdied by nDumbers of
recearchers. BCS have been implemented in
public secior organizations such as universities
(Anthony and Younz 2003, Mahcun 00
Merchant and 5Stede, 2003). Bobe and Taylor
{2011y amd Fervenpas and Lamsilmoto (2011)
used the concept of MCS by Simons (1995) and
Mzlmi and Brown {208
the performance of individuals and crganizations
io  achieve compefitive advantage at the

COne of the manspement conirol
mechanisms is to employ the performance
appraisal It is very imporiant becanse it affects
the achievement of the vision, mission, goals,
and objectives of the ocrganization This smdy
gims to explore the informant=" opimicns about
the puwpose of the implementstion of
performance sppraizal. To obtain comprebensive
from the foulty who have undergome
performance appraisal processes. In additiom
the umiversity leadars glso became the sonrce of
data simre they were responsible for the desipn
and implementation of performance appraisal.
With regard to the wzency of this smdy, the

n order to Improve



performance appraisal as  ome aof the
manazement conited systems aims o ensure that
the orzamization is Tm o accordsmce o
umiversity vision and mmssion. If the members of
the organization do not understand the purpose
of the performance appraisal the orFanizstion
will not achieve the vision and mission Bl
understanding among the parties is very
importsnt in onder to schisve the goals.

Study of Literature

Thizs section presemts 3 Teview of the
literafure, the concept that supports the datas
snalyzic amd research findings. This litersture
review foruses on the concept of mamagement
controd.

One of the well-knowmn concepts m the
Simons (1987). He (1900, 1994) stated that
manarement control was closely related to the
organization’s siratezy. The management comtrol
sysiems and procedures were  commonly
formalized snd wnsed o maintsin or change the
patiern of orZanization activites in oder that
they could compete with other orpanizations.
One of the important concepts m Simons"{1995)
contred  systemes. Margimconm (202) mzgested
that management contrel was & systematic
policy that simed to mfluence the behavior amd
activities of  the organirstion members amd
management in  onder to achiewe the
organizationsl goals. Mesmwhile, Anthomy snd
Govindarajan (2007) and Hengren er al. (2003)
stated manaFement controls were related fo how
to infloence individmals in the orEamization
Merchant and 5Stede (2007) mentioned the
management contrel was 3 system that regulated
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homan ofgamization mesgources o behawve in
accordance with the organization’s goals.

In short, the concept of management
comirol fimctions fo affect lmmsn resources an
orgamization so that they wmnderstamd  and
achieve the zoals of the organizaton If the
members of the orgamization do not understand
the pupese of the manapement conirel, the
orgamizations can not achieve their goals. In line
with this issue, this sdy is indented to explore
how organizatiomsl members mderstand the
purpese of management conmol, m terms of the
the performance appraisal

Performance Appraisal

Performance appraisal is a conimol
mechanism that is essential for the organization
(herchant snd Stede, 2007; Simons, 1994). The
performance appraisal bas an  important role in
inproving the intermal quality of business, that
is, o incTesse the motivation of the oTpanizafion
members by  iogroving their performance.
Through the performance appraisal  each
member ofgamization can be messured using
performance indicators that would certzinly be
different every part of the orgamizatiom, it cam
even be differemt for each member in the zame
field Im =n omEamization Throush the
performance appraical  the mansgement will
know the potentis] members of the organization
whose coniribution can be wsefol to accelarate
the development of the organization, especially
performance appraisal can be seen through the
performance development of every member of
the organization im each period The members
who are not performing well will be trained so
that they can improve their performance.
Therefore, performence appraisal is osed to
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know the imternal aspects of the orgamization's
business

In the comext of hizher education,
Guroprazad e al, (2018) stated thar the
application of the performance appraisal would
increase the motivation of the Soulyy memebrs
to improve their performenmce snd woltimately
improve the quality of higher education The p
erformance appraizal is 3 process to assess the
potential lectmers in 8 certsin period. Besides,
the performance sppraisals can also be used fo
determine workers' salaries, promotionms, =nd
performance appraisal is & pecessary tool to
contra] performance the orgamizstion's mernbers
Effective performance messurement will
increase the motivation of members of the
OIEamization in schieving ifs vision and mission
as well as increase their loyalty to work for the
orgEmizaton A loyal member is indeed the
capita]l necessary to support the organiration's
strategy.

Eesearch Meihods

This study used an inferprefive paradizm
with a qualitative approach TUsing this
theories, nor test them Instesd It stems from
the gualitstive resesrch that =zims to  Tbamild
concepts of theories. The researchers must be
sble to to inferpret and analyze the phenomens
in the field. The concepts and theories by Simons
{1004, 1005) and Merchant and Stede (2007)
were employed to emrich the amslysis of the
findings of this study. This research sirategy is &
zsingle case smdy becauss it foruses om the
performance appraisal Besides, the research site
is mmigue It is the University of Cipuira

Surabaya (UC). The salection of the resrech site
was due to the fct that the site was different
from other woiversities. For that reasom it is
difficult to conmpare with other mniversities that
have different specialifies.

This stody wses key informants who
have worked in the fmmlty for more than five
years. In addition, they slso had experienced the
implementation of performance appraisal To
suppart this research the researchers used four
other informants, that is, miversity lesders. The
data collecion methods mchided —in-depth
imferviews, observation and documentstion
participatory. In an effort to test the dats
recearchers  msed member check and

mangulation of data souces.

This simdy was sble o mdErview
eightesn farulties as the key informemtz. The
observations were made through seversl
aciivities such as when collecting evidence and
process takes place. Methods for data collection
were archival decumentation and templates,
They were wsed as performance appraisal
facilities such as 2N @ssescment  rubTic,
documentation and other related doourments. In-
depth interviews condocted researchers to get
data. The inferview process was Dot only dome
at the level of faculty buat also at the level of the
universitysuch as the rector, operations director,
and representatives of the foundation The
leaders agreed with the opinion that the
performance appraical was intended to  improve
the performance of teachers and educational staff
sg that they could improve the owerall



performance of UC, Forthermore, the
perivmmance of T wonld increased if UC
competed in the "mdusty” college. The analysis
was done using A textural and thematic analysis.

Performance Appramal Toeol for Assessing
Performance

Since the establishment of TC is
already imitiated a performance appraisal has
mechanism was camied out. Since the year 2012
performance appraiza]l has started to become a
sirategic  topl to measore amd
performance of the scademic commumity. TFC
implemented the performance appraissl every
year, amd if was divided inio o penods: the
of the semester every siff (both Soultes and
staff) did a performance comfract with the
employers. Meanwhile at end of each semester,
there would be an evalustion to messure their
work performance. Dhaning the coniract, the staff
#nd memagement discoss the activities in order

assess.  the

te achieve the targets as well as the ouicomes
of these scivities to messure and evaloate the
performance of the staff comcerned.

This study fioond most of the informsnts
mention the performance appraizal process was
still quite complicated. For the Ssculty, it was a
tool to evaluate the performance of the lecturers
based on To Dhanma Collepe. The informeants
had a positve perception on the performance
sppraisal. The results wonld help them to
continue doing better performance. Here is the

“] zep the system is something positive

That is, I thongzht that the system was
created for a good purpose. It's definitely
everywhere, no matter how good the
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system, opimal aschisvement was
possible  if the implementation as
plamned at the tme of making the
system”™.

The mechanizon of the performance
appraisal was also the ool wsed to messure the
performance of the foulties™ members. The
was fto assess the performance of the faculty
members. They stated the performance appraisal
had been already applied For that ressom, they
were Dot swpnsed They argued the
performance appraical had to be carmed owt in
order to measure the performance of TUC
famnlties snd the facnlty members.

There were two conirol systems that were
used to control the performance of the people at
the mmiversity level and depariments. Both had
the same goal buot different ways for the
implementation. The mechanicm control at the
depariment level was direcily donme by the head
of a deparmment Mesnwhile: the mechsmism
comirol at the umiversity level was directly
camed out by the rector and buman capital
depariment The Heasd of depariment assessed
the faculties in the study program respectively,
while the desms were rated by Vice rector of
aradernic fields. The process takes a tiered the
lecturers were rated by the heads of department,
and the desn contimoed were beaded to the
department of homan capital. While ratings dean
after being appraised by the Vice-chancellor of
academic Selds directly enter in a human capital
departmens.
Performance Appraisal Iy the Tool fo Support
e Serategy

Performance appraisal is not only nsed to
evaluate the performance bt more than that as
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#n oIganizational strategy. This was consistent
with the concept of Anthomy and Govindarajan
{2007) and Simons (1990). They mentioned the
manazement conirol mechsnizm had a close
melstionship with the shategry. Performance
sppraizal effectively increases the competitive
advanfape of the internal side of the oTEanizstion
that will be a powerful sirategy to Compete.
Implementation of performance appraisal is to
support UC strategies as expressed by one of the
informants as follows: “A definite yes for
evalnation of performence enhancement Then
gre not to lose the competiion with other
Umiversites™
Performance appraisal in support of the
sizategy starts fom designing performance
sppraisal which includes the identification of
important  activities and key performance
indicators (EPI) sre demved from the goals,
objectives, mission =md wision wuUDiversity,
faculty, and course of smdy. Model of desizming
performance appraisal adjusted to the concept
balanced scorecard is 3 teol for implement
oIpanizationsl siratery based on the vision and
mission (Eaplan and Mortom, 2001, 2004).
Dieparting from the concept of performence
sppraizal sutomatically become a powerful tool
for developing human resources.  Ome  Ciputra
Univesrsity leaders stmied thet performance
sppraisal was a very important tool fo assess the
potentizl and competence of faculties so that
through the assessment will be able to formmlate
a sirategy for humsn respurces development.
Thiz shows that no performance  sppraisal
without developed of lmman resources, withot
human respurce development will be difficult to
compete.  Performance appraisal @ as a3
management confrol mechanism should be able

o develop mdividuals. When people are alvaady
motivated to do what has expecied Cipuima
University, in fact they are no lomger so
concerned about “take bome pay" for their owm
gain becanse they have zot other benefits.

Throngh the perfonmance appraisal, can
Eknow how the performeancs of lectorer snd when
management evabetes the performance was
szspCiated with an sward that will be received.
Cipuita  University aims implement a
performance appraisal in particubar that mclodes
2 reward system is o look at the potental
lectumer becsuse throuzh this potential  the
management of Cipuira University will be shle
o sae how the fuhme development of the Cipuira
University, through the performance of lecmrer
it can be plammed where the plsce and available
posidon for the lechmer to development
orpanization of Ciputra University (CUT) in the
fitore.

The performamwre sppraisal mechamism
hzd a strategic role becamse it had a close
relatiomship with development of Sacuolbes.
Subsequent findings also chowed that the
performance appraisal was encowmagzed by  the
cultore of the orpanization. An organizational
culture that is implemented effectively arnse due
io application performsnce sppraisal  oare
was one of the tools of effective sirategies to
improve the infemnal business organization The
organizational cultwe was associated with the
commitment of facpltes snd orpaniEationsl
performance. These fOndings were consistent
with stodies by Latib & al (2016), Usman
(2016), Muostafa (2014), Suin=no (2017} and
L=mail {2017



Performance Appraisal Is a
Conmrolling Lecmrer

Oiher findings showed that with their
performance apprasal lechrer does oot work
carelessly otherwise faoolties will work as
closely =5 possble to 0 demonstrate it
performance. Performance sppraissl was seen s
conitelling mechaniczm for the faculties members
5o that they could help the professors perform
as expecied. Besides, a lechorer can nof work
carelessly and wathout restaint, performance
appraizal also aims o ensure lecturer contribute
according fo their role. Performance sppraisal is
m important conirol mechanism to Cipuatra
University becsuse it encourages lechirer to
participate properly and ensble lectumer to
schieve mesnlis m lime with the sioEEgy
developed A lechmer can  wview their
performance for one semester of the impact on
the financial reward Performance sppraizal is
spplied to comtrol quits good and effective as
disclosed nforment s follows.

T think the heck ic that the comooller is

Tool for

pretty well yes ... =0 we worked if not home to
work s0 so we got the performance we rated ...
perfommance appraizalnya been mmming guite
well 50 50 no assessment of the performance of
each semester performence every year, I think
it's still pood for employees yes™.

Simoms (1204,  Anthomy  =md
Govindarajan (2007), and Merchant and Steds
(2007} states that a performance appraisal, as
one of the mechanisms of manapement control,
is 3 tool that can influence the behavior of
members of the orpamization i the case of this
smdy were teachers. Almost all informanis
stated that the parpose of performance appraiesl
is to confrol the lechmer to behave as expectad

CU that support improved performance of
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famnlties im academic positions: “And I ..
helped mmtil I could ride & fimctional position
now™.

However, there was ome of the
professors who argoed that  performance
appraisal system  was more finctional to
perform #s A transactional conmrol systemlin his
opimion, transactional systems tend to contmol
lectumer based onm transactions. For example,
when the lecturer is mot oo Late and never sheemnt
s that given rewards, so lechurer behswes not
based on his own conscience that he mmst
behave well ot more on the concept of "Lawr-
shiding" or "compulsion" or "expect somethins
I retorn® The system wants a system that is
gble to change the way of thinking lecturer to
realize that what is best for himself and Cipuira
University. However, regardless of whether the
system is transactional or not, the informant
geree t0 declare that withowt performance
appraisal is not likely o mcresse their academic
positions.

Furthermore, the performance appraisal
mechanismes were nsed o monitor the mermbers
of the faonlties. The monitoring was done in
acoordance with the ooniract between the
lecturer and head of the siudy program the
chairman of the smdy program with the deam
and the desn of the Vice chancellor of academic
fields. For example, there was lecturer who had a
comiract to create and present their research at a
nations] seminar, the leader would momitor the
research process untl soch time as the seminar
would be chosen by the lechmer. Leaders would
discnss at the seminar where the lecturer would
present the results of his research for example, if
the lecturer was senior emough the comcerned
shounld follow the presentafion of an international
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the leader would suggest following the semimar
gt the nafiomal lewel Likewise the mesearch
topics shounld be tailored to the research of sdy
program. Another example of comDuomity
sarvice when lecturer was assigned to work with
the exfermal organizations. The leader -will
encowrage  lechmer fo  perform  commmmity
sarvice in accordance with the apreed target date.
Process monitoring condocted by the leader can
be said to be effective for almost all the leciures
work program can be  implemented in
accordance with the agreed coniract.

Other key findimgs m the comiol
acpects of lechorer iz that the performemnce
sppraizal allows the lechirer to be able to move
tomether to achieve the spals that were set, as he
relayed the informant as follows: “The zoal that
we are both moving in the same ditection, all
employees at O are moving to CU zoal™

From the opinicn of the informantz, the
purpiose of performance appraical is mot onby to
measmme and evaluate the performance of
faculties, bt it should be up to the development
of the faculties so that it has the same goals and
objectives to achieve the same vision This has
mn impact on the impornce of facultes to
develop the potentis]l and competence in order
together to achieve the vision and mission of the
organization.

Performance Appraisal Aims Te Improve the
Oualiry
Performance appraisal aimed to inprove
the quality of luman resources. At the end of
the semester unit leaders {(chairmsn snd desn of
the sudy program) would evaluste each faculty
based on seversl aspects stated m  the To
Dharma College. In case professors had lowe
grades diming the evaluation, the leaders had

oblization t© help them improve their
performance For example, there were professors
who had low evaluation scores . The head of
the departmeni would semd it o the faculty
Teaching and Lesrmmg Center as 3 cenfer of
leaming where professors were given raimngs:
how to deliver effective teaching: snd manage
the classnporm

Through performance appraisal, leadar
can perform mapping excess or shortage of
lechmers in Tr Dharms mniversity. Furthermore,
the faculty who have particular shorcomings
will be ifrmined according o their Deeds.
Furthermore, the faoolfy confimies o be
momitored to encure that the maiming provided
will improve sekalgins improve its performance.
Unfil now msenmy frainings and workshops
conducted m the UC m order to develop the
competence of teachers buf not based om the
valme of PA obwmined faculties, schvities
undertaken limited public. Through performance
appraisal should the UC mamagement can make
8 mapping afier knowing the performance of the
teachers as capital fo compete.
Performance Appraisal Adims Te Mosvare
Lecturer
findingz of this smdy indicated a desper
motivation for their coniracts sppeared i the
performance appraisal As 3 resalt, professors
"felt compelled” to perform well to have a good

performance  appraisal  valwe.  However,
motivation Is alse emerping when leadsr
provides examples mnd  exemplary im

implementing a performeance appraisal,  for
example, keep the confract is written W the
performance appraizal. So it can be caid that the
performance  appraisal  as  "iovestments”.



Performance appraisal mechanism was 35 3 tool
for homan to do investments. The foulties were
moitivaied o perform that later would —benedi
U in the long term

The Performance appraisal mcressed
faculty members" motivation so that they work
well in sccordance with the objectives set by the
. As well, the impact of Solbes performance
is the lecturer will earn rewards i the form of
fmancial rewsrd Motivation fooles through
performance appraisal as indicators to measure
the performence of Soulties in accordance with
what is supposed to be messured.

The performance sssecsment will achipve
its zoal if the indicator is clesr and if it is
delivered to faculties clearly too so they will
know the purpose of the implementation of
performeance appraisal that what that persom
undersiands what to do snd how to do
"Perfommance Appraissl was mice for the
indicstor clearly " This makes the lectorer will
undersiand the advantmgss and disadvantages so
that it can reflect.

Improvement Efforts

The performance appraisal — was
helpfol. Howewver, some aspects of such
evaluation need o be improved.

The Performance appraizal heve not been
sble to assess the actuml performance of the
lecthurers. An example of this, as a lechorer, most
assess co-workers who do not cooperate with
them at the time of peer assessment. He knew the
professor, bt becamse it had pever worked
topether, the assescment would be bims. The
following statement of the mmformsnt on the
matter: “P mice sometimes earlier, we were told
te judge people who never owr cooperation so
how do we assess. It was now passakble™.
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However, with fimther development, the
manapement change of peer assessment by
providing the oppormmity for the facolties to
write with whom they worked together for a
Cartain semesfer

The Performance appraizal relsted to
smdent ssseccment was also subject to bias.
According o most informants, negquality ook
place during the assessment particalarly when
assessing siadents. As a result, they thought the
performance assessment made by the smdents
merely routine alone.

Anpther limitstion is the process of
inputing data is still considerad inconvemient by
the mumber of documents or evidence should be
included caosing the famltes difficult to meet
the target set.

Sesing the limitstions of the homan
capital deparmmemt fook quick steps are
comtinnonsly  smivimg o improve  the
shoricomeings and limitstions. Human capital
Depariment stive  confinwously  omgoing
evalnation of the components of performance
and head of department to obtain inputs Further
implemented immedisiely in order to obian an
evaluation of the lecturers. To overcome the
problem of bissed assessment by the sodents
evalnated the proportion of sodent ssseccment.
Faole of Teaching Lesmming Centre ic also very
supportive becanse they remew mibric previous
assessments tend to judge their fculfies as
azzecging facnltes  through — competency
sssencments so that stoadents are assessed mot
farnlties but her professor outcomes perceived
by smdents. The last thing is the complexity of
the inpie dsts amd the doCument finalized by
cpordinatine  with research institutes and
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COmMmImity Service agencies in minimizing fle
mmst be uploaded by fecultes. Deparment of
Information Commumication Technolozy also
coniributes greatly to the process of confimaous
improvemsnt by developing technology that
"nser friendly” so that the faculties can perform
its oblizations fairly sasily.

Ome of the Important aspects in the
successfinl ooplementation of performance
sppraisal is as follows. First, it was commitment
of the leader. The commitment of the leadership
of the supreme leader (Foundatiom and the
rector) to the desn and hesd of depsriment
seryved the first key to success. Without the
commitment of the leadership of the plamming,
formmlation, desizn undl the implementstion of
performance appraisal system will mot work as
The process of drafting a participatory
perfommance appraizal was the second key to
successful implementation of the performance
sppraisal. Through the foll participation of the
academic commmmity, meeds and  assessment
indicators can be developed without sbandoning
the inferesizs of one of the members and wmits
within the umiversity. Openness to discussion
play an importsmt role so that everyone feels
their voice heard by the leadership. The process
of in-depth discnssion and take a long ime been
0 important factor so that is Implementstion
could create a3 simation conducive o the
sustainable development The third was the
sprialization. The socialization aspect was
continwpusly cammied owt by the deparment of
bhumamn capital It played a wery important role.
Socislization activities systemstic to make the
entite srademic compmmity to folly understamd
how processes and procedures of performance
gppraisal.  Therefore, socializsfion = wvery

10-

imporiant to &0 so that everyone umderstands
iogether both the processes of plaoning,
implementation up to the resulis.

Conclusion and Segpzestion

Conclusions

Performance sppraisal is & form of
mansgement conirol mechanism o mfluence the
belavior of members of the organization so that
they behawe as expected by the organization. The
process of drafiing unil the implementation of
the performance appraisal = camied oot
systematically by invohring the department
heads amd some faculties snd staff eduvcation
The purpose of this smdy is to explore how the
professors interpret the performance appraisal In
sp dome, the objectives can be achieved The
Performance apprasal is imterpreted as a tool to
aszegs the performance, supporting the srategy,
comrolling facnlfies, improve guality, amnd
improve fthe goality of higher eduwcation
MhMeanings positive by lechrer shows that the
performance appraisal has a positive Impact on
performance and achievement There are three
primary activities for facnlties" namsly teaching,
recearch, and sodal achvities (Tr Dharma
Perpomean Tingzd). Performance appraizal covers
these three sctwvities Therefore if faoulties
input to the datsbase Based om this datsbase
boman capital department will assess the
performance and evenmally they will mark the
score namely grade point average (GPA) for
famnlties. This GPA will issued snomslly and this
is the performance of faculties. The GRA effect
finsncisl and ponfinencial benefit for foolbes.



This is why performance sppraisal bas positive
impact on performance of facultes.

As a system the performance appraisal
meeds to be | constoidy | proved and
developed Some dmwhacks are shll obwionshy
sopns However, these wesknpsses can guickly
be anficipated by the depariment of buman
capital so0 that the implememtstion of
perfommance appraisal process Can  Confiooe,
even betier Eey o the soccess of the
implementation of the perfrmance appraisal is
the commitment of the leadership, participstory
processes, and systemstic socialization amd well
programmed.

Suggesrions

Some imteresting and ImpOriant Esmes
can siill be investigated forther Development of
informants can be expanded not only imvolving
professors but also academic staffs and stodends.
Uting thece toro types of informants makes new
The next hss something to do with how to
interpret the scademic commmnity in terms of
reward asnd punishment. Do they become
moiivaiing ar demotivating faciors?
Simmlisnecusly explore  firther how
effective reward and pumishment for college.

Mext is at the level of research methods.
Further research can nse experimental research
methods. In so doing, the behavior of the
academic OOty towards the
implementation of performance appraizal can be
deeply inwestigated Chmmntitative methods can
glso be uwsed to generslize these findimgs to
emerge performance appraizal of altermative
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