Research Paper

International Journal of Research and Review
Vol. 9; Issue: 1; January 2022

Website: www.ijrrjournal.com

E-ISSN: 2349-9788; P-ISSN: 2454-2237

Employee Career Development Model Design at PT X

Syaifan Fauzi Nasution', Nazaruddin?, Amlys Syahputra Silalahi?

12Master of Management Study Program on Postgraduate School of University of Sumatera Utara

Corresponding Author: Syaifan Fauzi Nasution

DOI: https://doi.org/10.52403/ijrr.20220165

ABSTRACT

Career development is one of the benchmarks
for an employee in his career, where
performance appraisal is the dominant factor in
employee career development at PT. X. In
determining the performance appraisal, there are
subjective things that become the reference for a
superior in giving more assessments to
employees.

In this study, the indicators that become the
reference for a superior in giving more
assessments to subordinates can be used as a
reference for an employee in improving his
performance. The selected indicators are tested
in pairwise comparisons and then processed
using the Analytical Hierarchy Process (AHP)
method to find out the priority weight of the
indicators used by superiors in giving more
assessments to their subordinates.

From the results of calculations using the AHP
method, the priority order of each component
can be obtained, which can then be determined
by the highest weight of the indicators used.
From the results of calculations using the AHP
method, the following priority order can be
obtained: Loyalty priority is 0.57, then Attitude
is 0.17, then Active is 0.11, Discipline is 0.08
and Honesty is 0.07. Thus, the factors that
require attention and improvement in the
performance of an employee are related to
loyalty with the highest priority weight gain.

Keywords: Attitude, Honesty, Loyalty,
Discipline and Activeness, Career Development,
Performance Appraisal, Analytical Hierarchy
Process.

BACKGROUND

Companies have to be oriented
towards career development to face business
competition in the future. The existence of
future career development depends on
human resources because they have to carry
out career development for employees
which will occur on an ongoing basis.
Therefore career development is an activity
carried out by Human  Resource
Management that must be carried out in
formal activities and is mutually integrated
with other activities.

Career is seen as a continuous
learning and development process that is
anticipated to increase the acquisition of
values that encourage employee
development (Gyansah, ST 2018), where
career development has various long-term
career benefits that help employees to take
greater responsibility in the future (Harlie
2012). Promotions provide opportunities for
employees to develop forward so that
employees become better at completing
their responsibilities (Naveed et al, 2011).
Career development is a strategic tool for
companies to increase productivity, form
positive attitudes towards work, and
increase satisfaction for all employees
(Banu et al, 2009).

Effective career development where
a process is always evolving and changing
based on the flexibility of a company where
career development is not fixed or static and
must be reviewed on an ongoing basis and
modified continuously. As time goes by
there is a change in the existing career
system at PT. X, where this change greatly
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affects the career advancement experienced
by employees, previously the employee
career provisions were more dominantly
determined by superiors but now the role of
employees is very important for their career
development.

The career appraisal system at PT.
X, employees must have their strategy on
how to make the career path that will be
passed run well and meet the career score
that has been set by the company, so that
every time the transfer is not constrained by
a career score that is not enough in its time.

The provisions of the career score
system that have been set at this time there
are quite significant changes from the
previous system, where the certainty of
employee career advancement becomes
more certain with clearer and more
objective references, but as well as the
system made by the company there are still
gaps where an employee can be left behind
in his career if he cannot meet the career
score determined by the company and there
are still employees who are still at the
staff/senior staff level before retirement.
References in career advancement already
exist, with these career guidelines,
employees will make it easier for employees
to improve their career paths based on the
assessment indicators contained in the
guide. However, in reality, there are still
many employees whose career level is still
in a position that can be at a higher level
than the level currently running by the
employee.

Based on the job analysis conducted
at PT X, there are still many employees
whose level of position is still not
appropriate, especially at the level of low
management and middle management
positions with the tenure and level of
position that should be obtained at this time.
For example, in 2010, employee A should
have held the position of Analyst but until
2020 still serves as a Junior Analyst. This
makes it clear that there are problems that
occur why there are still many employees
who are not at the level of the position
because their career scores are not met in

each period of promotion to the level of
office.

However, of all the programs made
by the company, other things become a
benchmark for a superior when giving more
assessments to his subordinates, this will be
explored further so that it can be a
benchmark for an employee to work and act
better, as well as motivation an employee in
providing the best results and actions to be
given more value.

It is hoped that by using the
Analytical  Hierarchy Process (AHP)
method, various other indicators can be
traced that can be a reference for every
employee to improve their performance by
the expectations of the leadership and the
company.

Employee Career Development

Career  development is  very
important for an employee who becomes a
person's work history or stages of positions
that have been held while working in a
company. Career development is also a
sequence of promotions or transfers to other
positions or positions that are more in need
of more responsibilities or to better places in
career advancement while working in a
company. The following describes the
meanings of careers based on several
experts, including:

According to Marwansyah (2015),
there are two thoughts about a career, one
perspective, a career is a series of jobs that a
person undertakes during his life which is
called an objective career. Meanwhile, from
another perspective, a career includes
changes in values, attitudes, and motivations
that occur with increasing age which are
called subjective careers. Both of these
perspectives place a focus on the individual.
Both also assume that people have control
over their destiny so that they can take
advantage of opportunities to maximize the
success and satisfaction of their careers.
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Analytical Hierarchy Process (AHP)

AHP is a method for weighting the
performance hierarchy for each KPI that has
been obtained (Akbar & Suliantoro, 2014).
In the AHP the criteria can be arranged in a
decision hierarchy structure (Wicaksono,
Suliantoro, & Sari, 2010). To get
perspective weights and KPIs based on the
preferences of decision making on the
importance of each perspective, metric
group, and KPI using the AHP method
(Prastika, Mubin, & Dewi, 2015). AHP
method complex problems can be described
in groups and arranged into a hierarchy so
that the problem is more structured. In
principle, AHP assigns a priority value to
each criterion. In making decisions, it is
obtained from priority indicators that are
considered the biggest priority or
contribution (Amelia, 2013).

Key Performance Indicator (KPI)

Key Performance Indicator (KPI) is
a financial or non-financial matrix that is
used to help companies measure and
determine improvements to company goals
(Pratiwi, 2009). According to Moeheriono
(2014), KPI is an indicator used to know
how far the strategy that has been carried
out by the organization or company is by the
company's vision and mission. KPI is used
to measure the success of performance
(Vany & Tanukhidah, 2004). In assessing
activities that are difficult to measure such
as  profit, development, leadership,
agreement, service, and satisfaction, KPIs
can be used and are generally associated
with organizational strategy (Pratiwi, 2009).

The KPI components will differ depending
on the nature and strategy of the
organization. KPI itself is a key part of
measurable targets in which there are
directions, performance indicators,
benchmarks, targets, and time frames
(Pratiwi, 2009).

Research conducted by eligible
(2018) entitled A gray analytic hierarchy
process approach to project manager
selection, where this study aims to examine
the gray analytic hierarchy process approach
for project manager selection, the results of
which show the application of the proposed
approach to gray systems. and fuzzy which
includes various units and data. In
particular, a system with  missing
information that has only a range with no
other information can be easily interpreted
using the proposed G — AHP.

Another  study conducted by
Ramhiman, Habeeb UR (2017) entitled
Impact Of Employee Work-Related
Attitudes on Job Performance examined the
impact of employee work-related attitudes
on work performance where the results
showed a significant and positive
relationship between work attitudes (job
satisfaction, commitment,  leadership).
organization and work engagement) and
work performance in the health sector.
where the findings of this study indicate
that, although employee performance and
the four dimensions namely; Work attitude,
job involvement, job satisfaction, job
leadership, and commitment are different
they are closely related and influence each
other.

PERFORMANCE
ASSESSMENT

ATITUDE HONESTY

DISCIPLINE ACTIVITY

Figure 1. Conceptual Framework

Then the Process Hierarchy Analysis
(AHP) was carried out on the indicators
above so that the most important indicators
or those with the highest weights were used

as a reference to achieve the goals, namely
the new indicators that became the reference
for performance assessment to improve
employee performance and as a Design
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Model for Employee Career Development at
PT. X.

RESEARCH METHOD

This research uses the Analytical
Hierarchy Process (AHP) method. The
analysis results obtained are the best-
ranking order, resulting in the criteria with
the highest weights that can be used as
considerations in giving more assessments
to employees and making decisions in detail
about the Planning of Employee Career
Development Models at PT.X. This research
was conducted at PT. X regional 1, where
this research was conducted from May to
July 2021 and required an effective period
of 12 (twelve) weeks.

This study does not use the term
population but uses a social situation that
consists of three elements, namely: place
(place) which is carried out at PT. X, the
actors (actors) employees at PT. X and the
activity is doing a KPI assessment. Where
the sample in this study is called the
resource person, namely people who are
considered experts and have certain
responsibilities, in this study the author uses
employees who have subordinates in the R
Division at PT. X has the responsibility to
provide performance appraisals to his
subordinates.

Primary data is data obtained
directly from the source. The data was
obtained from the PT.X expert who
understands the problems that occur in the
company. The selection of experts is based
on years of service, free time, knowledge of
employee performance appraisal issues, and
having subordinates. The primary data used
in this study is data regarding the
performance of the R Division obtained
through interviews, a list of questions, and
brainstorming with the coordinator under
Division R. Secondary data is data obtained
indirectly, and the source itself is obtained
from several PT.X documents, literature
studies such as journals, books, and the
internet. The nature of secondary data itself
IS to support the needs of primary data.
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Figure 2. Flowchart AHP Program

RESULT AND DISCUSSION

From the results of interviews and
comparison questionnaires as well as the
calculation of priority weights using the
Analytical  Hierarchy Process (AHP)
method, it was obtained 5 indicators that
became a reference for a superior in giving
more assessment to subordinates in Division
R, PT. X. Where the indicators include:
Loyalty, Attitude, Activeness, Discipline
and, Honesty. Where the highest weight on
the five indicators is the Loyalty indicator of
0.57.

Loyal is meant by the resource
persons in this study not seeking excessive
attention to superiors, but what is meant by
loyal here is how an employee can help the
team to move forward together - together
advancing the company and its team.

In the performance appraisal system
at PT. Currently, the indicators that are used
as references in this performance
assessment have not been included in the
existing Key Performance Indicator (KPI)
performance appraisal system, so that a
superior can use the AHP method in
providing more assessments to subordinates
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so that when giving an assessment the
approach is more objective.

When compared with previous
research conducted by lhami (2017), which
examined Employee Performance
Assessment with the AHP Method and
Rating Scale, where the results of this study
indicate that the performance appraisal of
junior analysts at the PT.X Routine Testing
Laboratory Department considers 8 (eight)
things. , namely attendance, achievement of
work  targets, work  thoroughness,
proactiveness, empathy,  cooperation,
analytical thinking, and flexibility. Where
the highest weight is found in the
achievement of work targets with a weight
value of 0.124.

In a company, each boss has a
different character as well as the field of
work, so each boss or field of work has a
different assessment reference following the
character and needs of the field of work. To
obtain more optimal results, the use of this
AHP method should focus on one resource
person who has the responsibility to provide
assessments to certain parts of a company
due to differences in research objects in the
form of characters and fields of work as
improvements in subsequent research.

The indicators obtained can be used
as a reference for an employee in
developing themselves and improving their
performance so that they become motivated
in planning employee career development at
PT. X, for example by proposing soft skills
training and building two-way
communication between superiors and
subordinates so that a harmonious and
productive work environment is built.

In addition to being used by
employees who do not have subordinates,
the indicators obtained from this research
can also be used as a reference for a
superior in improving the performance of

his team, one of which is by doing
Coaching, Mentoring, and Counseling
(CMC) periodically, Miller and More

(2014) in their book that entitled Effective
Police Supervision said that the provision of
training,  coaching, = mentoring  and

counseling is a way that a superior can use
to help employees grow and develop
properly. It is hoped that this research, can
make references to companies, both
superiors and employees alike, to improve
their performance and can become a
Planning Model for Employee Career
Development at PT. X.

CONCLUSION

1. Indicators that become a reference for a
superior in providing more assessment
to subordinates at PT. X is Loyalty,
Attitude, Activeness, Discipline, and
Honesty, with the highest value
weighting on the Loyalty indicator with
a value of 0.57.

2. The matrix value used is the geometric
average matrix value obtained from
several sources, where the results of this
calculation show that the weighting
value from the largest to the smallest is
as in point 1 above, but it is likely that
the amount of weight is different from
one source to another. others, if
simulated wusing the results of a
comparison matrix from each resource
person, it is necessary to focus on
determining the value of the matrix for
each section according to the resource
person or person in charge of the
employee's job appraisal to get the
highest amount of weight according to
the person in charge who assesses in
each section.
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