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ABSTRACT
The Naval Academy must spur its potential to be able to compete with other tertiary institutions. To make it
happen certainly need a good improvement. The Navy Academy's performance evaluation system in terms of
operational and administrative aspects is not optimal. Based on the planned improvement of the Naval
Academy which is compiled annually it is still needed. The report on the implementation of work programs and
budgets at the end of the year is not yet sufficient to measure the actual performance of the Navy Academy, by
the required assessment system that can be used by management to improve performance and performance at
the Navy Academy. The results of this evaluation are very important for the planning and determination of
strategic steps and strategies to achieve the vision, mission and coordination objectives. Research Methods
that Support Performance Measurement Systems using the Balanced Scorecard method. The design of a
performance appraisal system that is in accordance with the concept of the Balanced Scorecard in this study
used 8 strategic objectives as a criterion for evaluating the performance of tertiary institutions consisting of 27

KPls.
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1. INTRODUCTION

Naval Academy (AAL) is an Indonesian Navy
Navy educational institute located in the city of
Surabaya which prints cadets to become
candidates for officers with the spirit of Pancasila
and Saptamarga fighters, possessing knowledge
and skills of the marine dimension profession in the
initial assignment spectrum in KRI / troops and
have managerial skills and leadership as
candidates for leadership of the Navy / Navy.
Educating cadets for four years to be appointed as
Navy officers with the rank of Second Lieutenant
and entitled to hold a Bachelor of Applied Defense
(S.ST.Han). Organizationally, AAL is within the
Navy's organizational structure and is under the
guidance of the TNI Academy led by an AAL
Governor.

AAL's success in achieving its vision and
mission is inseparable from AAL's good
performance. Based on this it can be concluded
that good performance is an important aspect in
supporting efforts to achieve the vision and mission
of an organization. Performance measurement is
useful for comparing expected results with actual
results, investigating deviations in plans, evaluating
individual  performance and assessing the
developments that occur in achieving the goals set.
The performance measurement process is
continuous in the form of cycles that are interrelated
and uninterrupted.

The Naval Academy as an organization
under the Indonesian Navy is always required to
improve its performance in carrying out its main
tasks. So that there is a need for precise
performance measures that are easily controlled by

the management of the Naval Academy. The vision
of the Naval Academy in accordance with its main
task is "The realization of the Naval Academy that
is Able to Produce Responsible Navy Officers,
Tanggon and Trengginas". To realize this vision, a
performance measurement system is needed that
can improve the quality of education so as to know
the strengths and weaknesses of AAL
management.

2. MATERIALS AND METHODS
2.1. Performance and
Measurement

Performance measurement is useful for
comparing expected results with actual results,
investigating deviations in plans, evaluating
individual performance, and assessing the
developments that occur in achieving the goals set.
The performance measurement process is
continuous in the form of cycles that are interrelated
and uninterrupted.

Performance measurement is useful for
comparing expected results with actual results,
investigating deviations in plans, evaluating
individual performance, and assessing the
developments that occur in achieving the goals set.
The performance measurement process is
continuous in the form of cycles that are interrelated
and uninterrupted. In  general, traditional
management systems measure performance only
focusing on the budget (budgets), so that the
implementation of corporate strategy is very
dependent on the available budget. (llyas, 2000)
explains that the usefulness of performance
appraisal is as follows:
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a. To correct the erroneous performance of
work by employees, and as input for managers in
assisting and directing employees.

b. To carry out repairs and improvements to
other HR management activities such as
promotions, training, salaries and incentives.

2.2. Models of
Systems.

According to Neely et. al. (1995), at present,
an integrated performance measurement system
that is popular and widely used in the industrial
world, there are three models namely: the Balanced
Scorecard from Harvard Business School, the
Integrated Performance Measurement System
(IPMS) from the Center for Strategic Manufacturing
University of Strathclyde, and Performance Prism
from collaboration between Accenture and Cranfield
School of Management. All three meet the criteria
for a fairly complete measurement that is
comprehensive, integrative, and assesses internal
and external aspects of the company.
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2.3. Balanced Scorecard

The Balanced Scorecard was developed at
Harvard Business School by Kaplan and Norton
(1992). Until now the Balanced Scorecard is the
most popular model for a new performance
measurement system that has been developed
(Neely et al., 1995). The Balanced Scorecard
framework uses four perspectives with the starting
point of the strategy as the basis for its design. The
four perspectives include: financial perspective,
customer perspective, internal business process
perspective and learning and growth perspective.
The relationship  between  objectives and
performance measures is expressed by cause-and-
effect relationships, where the culmination of
performance occurs in financial perspective.

2.4 Performance Measurement Framework
with the Balanced Scorecard.

In implementing a balanced scorecard to
measure performance, there is a framework
consisting of 4 stages that must be carried out to
produce a scorecard as a performance
measurement tool. The 4 stages are illustrated in a
block diagram in Figs.

Stategic Alignment
Formulate strategies, targets that are tailored to
the description of the vision, mission and strategy 1
of the AAL in general.

Stategic Areas
Group strategy and target alignment into a more
general strategy while mapping into the
perspective of the Balanced Scorecard

Stategic grid
Identify leading indicators and lagging between
strategy areas to produce a strategy map

Stategic Company
Develop a scorecard based on the results of
strategy areas and strategy grids

Figure 1. Performance Measurement Framework Using the Balanced Scorecard

3. RESULTS AND DISCUSSION.

In general, the application of the balanced
scorecard at AAL as an educational institution
refers to the strategy adopted. Before implementing
the existing framework, this chapter defines the
vision, mission, goals and strategies of the AAL.
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AAL's vision is the realization of the Naval Academy
that is able to produce Navy officers who are
responsive, Tanggon and Trengginas

AAL's mission is:

1) Carrying out an educational process
consisting of effective and efficient teaching,
training and care to produce graduates of TNI AL



officers who are of a fighting spirit, professional,
disciplined, proud, hard working and smart work
and have high physical fitness, through the
application of management and educational
technology appropriately.
2) Carrying out continuous education evaluation
in order to improve the quality of education towards
better, innovative and beneficial development.
3) Developing character education based on
moral values and academic ethics to build a
civilized and civilized environment of the military
environment among the academic community.
Based on the vision and mission that has
been applied at the Naval Academy, the vision and
mission can be reduced to strategic objectives in
the four perspectives of the Balanced Scorecard,

namely finance, customers / patients, internal
business processes and learning and growth.

3.1 Determination of performance measures to
achieve strategic goals (KPI)

Strategic objectives are formulated to
realize the vision, mission and objectives of the
Naval Academy. Achievement of goals must have a
measure used as an indicator of whether or not the
desired target is achieved. There are two measures
to measure the success of strategic objectives,
namely:

a. The outcome measure (outcome measurment) is
a lag indicator

b. Measuring performance drivers or boosters
(performance driver measurement) as a lead
indicator

Naval Academy Vision, Mission and Strategy

Financial Perspective Perspective Perspective
Perspective Customer Process Growth
Business and
Internal Learning
| |
Strategic target: Strategic target: Strategic target: Strategic target:
1. Improve 1. Increase the 1. Increase 1.Improve academic
administrative norms satisfaction and organizational services
2. Increasing budget motivation of cadets effectiveness 2. Increase research
absorption 2. Increase student || 2.Increase HR and community
achievement Empowerment service.

3.2 Implementation of Performance
Measurement

This chapter explains the work steps taken in

implementing the balanced scorecard as a
measurement tool for AAL performance in
accordance with the framework.

a. Strategic Alignment

Based on the vision, mission, and strategy of
the company / institution, strategic goals must be

formulated, namely the strategies that must be
implemented and the targets to be achieved by
AAL. The target must have clear measurement
parameters. Table 2 is one example of strategic
alignment obtained from one of the AAL strategy
descriptions.

Table 2 Example of AAL strategic alignment

Strateqgi

Target

Students graduate on time

100%

of 3 on a scale of 4

Graduates who get a GPA

290%

Paper publication

2 50%

Student Kesamaptaan

100%
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b. Strategic Areas

At this stage, the strategies and targets that
have been formulated at the strategic alignment
stage are grouped into more general categories.
The results of this categorization will then be
mapped into the Balanced Scorecard perspective
so that the area covered by this strategy is
obtained. At AAL, there were 8 strategic areas
which were generalizations from several strategies

obtained at the strategy alignment stage. Then
several strategic areas will be mapped to the
perspective of the appropriate balanced scorecard.
Table 3 shows the strategic areas obtained from
generalizing the strategic alignment in Table 2. The
strategic areas obtained in this example are then
mapped into the customer's perspective.

Table 3 Examples of AAL strategic areas.

Perspektif Strategic Strategi
Areas
Students graduate on time
Graduates who get a GPA of 3 on
Improving student |[a scale of 4
Customer achievement Paper publication
Student Kesamaptaan

C. Strategic Grid

After obtaining strategic areas, the next step
is to carry out a strategy grid, which is to identify
leading indicators and lagging between existing
strategic areas so that a causal relationship is
obtained that refers to the realization of the

company's / institutional vision and mission. The
results of this strategy grid are in the form of a
strategy map, which is a diagram that shows the
relationship between the perspective of the
balanced scorecard and the strategy to achieve the
vision and mission of the company/ institution

Finance
Improve Increase
Administrative budget
Order norms absorption
(K1 (K2)
Customer

Increase the level of

student satisfaction (P1)

Improving student
achievement (P2)

A

Improving Academic
Services (PP1)

A \
Internal Business
Processes
Improve Increase human
Organizational resource
Effectiveness (BI1) empowerment (BI2)
h = 4

Growth and

Learning

Increase research and
community service (PP2)
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scorecard perspective relationship, strategic areas,
strategy grid, with the vision, mission and strategy
of the company / institution.

d. Company Scorecard

In the final stage of performance
measurement, a company scorecard must be built
which is obtained by mapping the balanced

Table 4 Implementation of the company scorecard at the Naval Academy.

Strategic Measures
No Strategic target Size of Results (Lag Indicator) Push Size (Lead Indicator) Achievement
Targets
1 Increase Budget | Implementation of work programs on | There is no remaining budget 100%
Absorption time
2 Improve Implementation of an Accountable | Minimize the number of 100 %
Administrative Order | Work Program findings
norms
3 Increase the | Cadet satisfaction index Reduced number of complaints =2 90%
satisfaction and
motivation of cadets
4 Improving  student | Students graduate on time (Youth satisfaction survey) 100%
achievement Graduates who get a GPA of 3 on a | Students graduate = 90%
scale of 4 satisfactorily
Paper publication Number of papers published
Student Kesamaptaan The ratio of students who 100%
graduated the same
5 Improve Procurement process Realization of development 80%
organizational planning
effectiveness Fulfillment of Personnel Fulfillment of TNI and PNS 100%
Personnel
Settlement report see BMN Completion of the report See 100%
BMN
Increased information system | The level of information system 100%
capabilities capability
6 Increase human Increased Discipline Reducing the number of 0%
resource Personnel Violations
empowerment Awards Ratio of promotion compared 100%
to proposal
Achievement of HR training and | Number of training that is done 100%
development programs
Personnel Personnel Increasing the Value of Peace 100%
Personnel Attendance The level of attendance of 90%
personnel
Employee satisfaction and motivation | Level of employee satisfaction > 90%
and motivation
7 Improve Academic The functioning of the lecture facilities | There was no damage to the 80%
Services facility
Availability of curriculum support | Number of books available 75%
references
Lecturer attendance level 90%
The presence of lecturers in teaching | Improved existing software 100%
Quality improvement of teaching | Improved Manufacturing 80%
methods Instructions Package (PI)
Curriculum Improvement Number of laboratories 80%
available
Laboratory Availability Fulfillment of Alins required 100%
8 Increase research Adding Alins The amount of community 100%
and community service done
service Achievement of community service Number of studies conducted 100%
Achievement in the number of studies | Number of collaborations 100%
carried out

4., CONCLUSION

The conclusions that can be drawn after
applying the Balanced Scorecard method to design
a performance measurement system at the Naval
Academy are as follows:

The balanced scorecard can be applied in
the design of performance measurement systems
at AAL and the framework carried out in this study
can facilitate the implementation of the balanced
scorecard as a performance measurement tool at
AAL.
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