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Abstract: Difficulties in implementing the policy with the performance assessment process not yet achieving objective results, and not fully influencing 
career advancement and increasing benefits from intermediary analysts. This research focuses on evaluating the policy implementation of intermediary 
analyst performance at the Directorate General of Ministry of Defense Indonesia (MDI). The sub focus of this study, namely: 1) intermediary analyst 
performance policy; 2) intermediate strategic internal analyst environment; 3) implementation of intermediary analyst assignments; and 4) results of 
intermediary analyst performance. Methodology: The study was conducted at the Directorate General of Ministry of Defense in Jakarta, Indonesia. This 
location was chosen because so far there has never been intensive and comprehensive research on the implementation of performance policies for 
Intermediary Analysts, where the observation, interview and documentation was carried out at the Directorate General of Ministry of Defense Jakarta, as 
an informant from Director General Ministry of Defense, assisted by 1 Secretary of Ministry of Defense General, 3 people Director, 2 Head of Division 
and 6 Intermediary Analysts. The evaluation models used are Context, Input, Process and Product (CIPP). The results: The policy aspects of 
intermediate analyst performance (context), state that most of them already know about the existence of assignment documents, so that in the 
implementation of intermediate analyst tasks oriented to the desired results. The internal strategic environment (input) is included in the category of level 
of implementation and availability or moderate achievement, this is due to the lack of facilities and infrastructure including office facilities and not having 
special staff in this case personnel to assist intermediate analysts. The implementation aspect of the assignment of intermediary analysts is quite good, 
meaning that the evaluation component includes the category of level of implementation and availability or moderate or moderate achievement, because 
intermediary analysts do not have basic tasks or routine tasks, so intermediary analysts work independently and look for their own activities. The aspect 
of the product performance analyst is quite good, meaning that the evaluation component includes the category of level of implementation and 
availability or moderate achievement, but there are still shortcomings in terms of career development systems still waiting for the queue for structural 
promotions. The results of the study using the CIPP Evaluation Model regarding the evaluation of the implementation of performance policies The 
Intermediary Analyst has concluded that overall the implementation of the performance policies of the Intermediary Analyst in all stages has not been 
effective. 
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1. INTRODUCTION 
Effective, efficient and economical administration of 
government is a demand in the era of globalization 
(Schermerhorn, R, Hunt, & Osborn, 2010). One indicator is 
that there is a mismatch between employee competency and 
the position he occupies. Human resources in an organization 
are important. The ability of an employee to carry out their 
duties and responsibilities is a burden that occupies a very 
important position, because having adequate abilities will be 
able to carry out tasks well (Robbins & Judge, 2009). It is 
conceivable that something done by people who do not have 
the ability will produce poor performance for the organization. 

The Ministry of Defense Indonesia (MDI), especially the 
Directorate General of Defense Strategy of the Ministry of 
Defense, there is a functional position hereinafter referred to 
as the intermediary analyst. Intermediary analysts at MDI are 
one of the strategic professions found at the Directorate 
General of MDI, so it is important to conduct research. So far, 
the problems related to functional positions or intermediary 
analysts in the MDI generally come from the Indonesian 
National Army (INA) in accordance with the Decree of the 
Minister of Defense No. 01 of 2011 concerning the Structure 
and Work Procedure of Certain Functional and General 
Functional Positions of the Ministry of Defense. Functional 
positions are divided into certain and general positions, where 
certain functional positions such as archivists, doctors, nurses, 
auditors. While general functional positions are intermediary 

analysts or equivalent to echelon 3 (Three) or Lieutenant 
Colonel (Lt. Col.) to Colonel (Col) (Defense, Ministry 2010). 
The general functional level has the task of compiling, 
analyzing and analyzing work objects in their field of work 
according to their level of competency as policy material for 
their leadership elements in accordance with applicable 
procedures so that work can be completed efficiently and 
results to meet the expected goals. Functional levels are 
governed by applicable laws and regulations. Based on 
Minister of Defense Regulation No. 16 of 2010 concerning the 
Organization and Work Procedure of the Ministry of Defense, 
where each employee is allowed to carry out vertical mutations 
or promotions and horizontal mutations insofar as they fulfill 
the specified requirements. Thus, the space for a career for 
employees is very open. Basically vertical mutations or 
promotions are a form of appreciation for someone who has a 
better performance than the performance of other employees 
(Franco & Otley, D. (2018). In addition to vertical mutations or 
promotions it is also possible to carry out demotion or decline 
from the position if the employee concerned is not able to 
demonstrate good performance or at least can meet the 
demands of the required organizational performance 
(Kaufmann, et al, 2018). Career opportunities for employees 
are very clear and transparent according to normative 
measures. After preliminary observations, the results are that 
there are difficulties in implementing the policy, with the 
performance appraisal process that has not yet obtained 
objective results (Russell, et al., 2018) and has not fully 
affected career advancements and increased benefits from 
intermediary analysts, such as better communication between 
superiors and between intermediary analysts, the lack of 
facilities and infrastructure to support the smooth 
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implementation of tasks, the existence of a more directed and 
structured career path in position placement. The researcher 
observed in the field that the desired expectations of the 
intermediary analysts differ from reality, so that gaps occur and 
answers need to be found related to professionalism, as well 
as the quality of the implementation of tasks. Therefore, 
researchers are interested in conducting scientific studies on 
evaluating the implementation of intermediary analyst 
performance policies using an evaluation approach oriented to 
decision making (Guyadeen, and Seasons, 2016). The 
evaluation is carried out by looking at the performance of the 
intermediate analyst, to generate feedback that will improve 
the quality of the design and implementation of policies that 
have been implemented at this time. However, this research 
focuses on evaluating the policy implementation of 
intermediary analyst performance at the Directorate General of 
MDI. The sub focus of this study, namely: 1) intermediary 
analyst performance policy; 2) intermediate strategic internal 
analyst environment; 3) implementation of intermediary analyst 
assignments; and 4) results of intermediary analyst 
performance. 

 
1. MATERIAL AND METHODS  
Study was conducted at the Directorate General of MDI in 
Jakarta, Indonesia. This location was chosen because so far 
there has never been intensive and comprehensive research 
on the implementation of performance policies for Intermediary 
Analysts, where the observation, interview and documentation 
was carried out at the Directorate General of MDI Jakarta, as 
an informant from Director General MDI, assisted by 1 
Secretary of MDI General, 3 people Director, 2 Head of 
Division and 6 Intermediary Analysts. Research Design 
Evaluation of Implementation of Policies Intermediary Analyst 
Performance at MDI. 

 
 
 
 
 
 
 
 
 
 
 

 
Figure 1. Research Design Evaluation of Implementation of 
Policies Intermediary Analyst Performance at MDI  

 
Based on Figure 1 the research instruments used in this study 
were: (1) Observation sheet. (2) Interview guidelines, used to 
ask structured questions. This guideline is used to strengthen 
and clarify the data obtained, namely data on the performance 
of Intermediary Analysts. (3) Document analysis. Documents 
can vary greatly, and in evaluating research into the 
implementation of this policy. The data analysis technique 
used in this study was using triangulation techniques, namely 
data obtained from observations, interviews and documents 
(data collection) interpreted in a narrative manner, the linkages 
were sought, then carried out critical analysis was using 
evaluation criteria and related theoretical concepts. The results 
of the study consisted of the results of the evaluation in the 
form of facts found and the discussion containing the 

researchers' decision on the facts that had been analyzed 
based on the appropriate criteria. Furthermore, from the 
discussion, conclusions were obtained and produced 
recommendations that contained suggestions for improving 
the quality of the policy under study. To interpret the research 
data that analyzes the suitability of empirical data with 
established and evaluation criteria intense (expected goals), 
the type of interpretation used is adapted from the type of 
scoring developed (Margulieux, et al., 2019). The ranging from 
high, moderate, and low. This scoring is used as a category of 
interpretation of the level of implementation, availability, and 
achievement of each component evaluated. This scoring is 
displayed as in the table below. 

 
TABLE 1. INTERPRETATION CATEGORIES OF RESEARCH DATA 
Categories of 
Accuracy and 

Availability 
(Achievements) 

Descriptor 

 Interpretation of Values 

HIGH 
Most even all aspects 
carried out / available 
according to criteria 

71-100% 

MODERAT 

Some aspects 
implemented / partially 
available have not been 
implemented according to 
criteria 

41-70% 

LOW  
Less or only a few carried 
out / available according to 
criteria 

<40% 

 
From the Table 1 the information of it can be explained that the 
evaluation component is included in the category of level of 
implementation and availability (achievement) High or Good, if 
the interpretation of data from the analysis shows most even 
all aspects are implemented / available according to the 
evaluation criteria, the value is 71-100%. Furthermore, the 
evaluation component is included in the category of level of 
implementation and availability (achievement) Moderate or 
good enough, if the interpretation of the analysis data shows 
that some aspects have been implemented / available have 
not been implemented according to evaluation criteria, the 
value is 41 -70%. Evaluation component t including in the level 
of implementation and availability (achievement) category Low 
or not good if the interpretation of the data from the analysis 
shows that less / only little is done / available according to the 
evaluation criteria, the value is <41%. 
 

2. RESULT  
 
2.1 EVALUATION CONTEXT: ASSOCIATE POLICY ANALYST 

PERFORMANCE  
Evaluation results of context evaluation of the aspects of this 
clear assignment, assignment and competence base positions 
are summarized as follows: 
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TABLE 2. EVALUATION CONTEXT IN ACCORDANCE WITH THE 

SUMMARY FINDINGS 
Aspect Summary of Findings 

Clarity Assignment Associate Most analysts have known about the 
Intermediary Analyst performance planning 
document, which is found in MDI Number 01 of 
2011 and MDI Number 16 of 2010Intermediary  
Implementation of tasks carried out by analysts 
in accordance with performance planning and 
results of performance-oriented outcomes  

Basic Assignment Analysts must know clearly documents or 
regulations that are the basis of the assignment 
are quite good referring to MDI Number 01 of 
2011 and MDI Number 16 of 2010.of 
Intermediary  

Position 
Competencies 

1. The assignment analysts some are carried 
out according to criteria, namely there are 
no competency standards guidelines. 

2. Efforts to fulfill competency standards are to 
provide assignments according to their 
duties so that standards are met, for 
example seminars, training or workshops. 

 
Based on Table 2 the results of the study can be concluded 
that the performance policies of Intermediary Analysts are 
largely unaware of the Intermediary Analyst's Performance 
Guidelines document contained in MDI Number 01 of 2011 
and MDI Number 16 of 2010, so Intermediary Analysts do not 
have routine tasks that should be empowered by leaders or 
superiors. 
 
2.2 EVALUATION Input: Component strategic Environment 

Internal 
Evaluation result of input that is an evaluation of the aspects of 
working conditions, superior-subordinate relationship, and the 
relationship between Analyst Associate, are summarized as 
follows in the Table 3.  

 
TABLE 3. EVALUATION INPUT FIT SUMMARY OF FINDINGS 
Aspect Summary of Findings 

Working 
conditions 

Environment the work in the Directorate General of 
MDI is sufficient to support the duties of the 
Intermediary Analyst, but still very much needs the 
support of work facilities and infrastructure such as 
staff and operational facilities. 

Relationship 
between 
supervisors and 
 
 
 

Relationships and communication that exist 
between superiors and intermediary analysts are 
running well and communication is running 
smoothly in two directions 
There is support from Bosses for the smooth 
functioning of Intermediary Analysts.  

Associates  
between 
Associate 
Analysts  
 

Collaboration between Intermediary Analysts gives 
information to each other and supports each other if 
there is a task given by the leadership of the 
cooperation in the form of exchanging information 
and conducting joint discussions that have been 
assigned by the leadership. 

 
Thus from the results of interviews, observation and 
documentation studies it can be concluded that the internal 
strategic environment is quite supportive, but not all sub 
directorates have the support of facilities and infrastructure 
where it is adjusted to the budget of each sub directorate. 
Whereas the relationship and communication between 
superiors and Analysts as well as between Inter-Analysts 
across the sub-directorates have run well, meaning that if 
there are differences of opinion and arguing with each other, it 
is limited to providing views in the forum, and if there is a 

misunderstanding, the leadership or supervisor's role must be 
wise in overcoming every problem.  
 
2.3 EVALUATION PROCESS: COMPONENTS OF THE ASSIGNMENT 

ANALYST ASSOCIATE 
Result of the evaluation process is an evaluation of, the basic 
aspects of the assignment Analyst Associate, suitability duties 
and barriers to implementation are summarized as follows: 

 
TABLE 4. EVALUATION PROCESS FIT SUMMARY OF FINDINGS 
Aspect Summary of Findings 

Process Development Execution coaching Some Analysts 
have partially complied with guidance 
guidelines and achieved results as 
expected. 

Suitability of the 
implementation of duties 

There is conformity in the 
implementation of the duties of 
Intermediary Analysts listed in MDI 
number 01 of 2011 and MDI number 16 
of 2010, but there are no operational 
and technical guidelines related to the 
Implementation of Tasks.  
 

Obstacles to the 
implementation of 
Intermediary Analysts 

The obstacles faced by Associate 
Analysts in the implementation of tasks 
are not yet in accordance with job 
descriptions, the absence of support 
staff, so as to overcome them by 
working independently and looking for 
activities to be suggested to leaders or 
superiors. 

 
Thus, based on the results of interviews and observations, it 
can be seen that the implementation of Intermediary Analyst 
assignments is sufficient, even though there is no specific 
document that regulates the assignment of Intermediary 
Analysts only to refer to MDI  Number 01 of 2011 and MDI  No. 
16 of 2010. Barriers to performance Intermediary Analyst is 
that there is no clear job description regarding routine tasks, 
so that if there is an obstacle coordinated with the leader or 
boss. 
 
2.4 PRODUCT EVALUATION: COMPONENT PERFORMANCE RESULTS 

ANALYST ASSOCIATE 
The evaluation of the product that is the evaluation of aspects 
placement position, performance appraisal systems, and the 
achievement of policy performance Analyst Associate 
summarized as follows: 

 
TABLE 5. EVALUATION PRODUCT FIT SUMMARY OF FINDINGS 

Aspect Summary of Findings 

Placement 
Position 

In in the placement of the position of Associate 
Analyst it has been objective and transparent but 
not yet fully competency based where it is not in 
accordance with the fields and expertise of each 
of the Intermediary Analysts. 
 

Performance Appraisal Middle Analyst's performance 
assessment specifically does not yet exist, only 
individually the assessment is based on the 
employee or assessment list. 
If there is a Intermediary Analyst whose 
performance is not in line with expectations, the 
leader or supervisor should provide guidance and 
direction according to his wishes. 
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Aspect Summary of Findings 

Achievement of 
performance 
policies for 
Intermediary 
Analysts 

In order to achieve performance policies, 
Intermediary Analysts do not fully meet the 
expectations of Intermediary Analysts because 
their duties are only supportive, there are no 
routine tasks or job descriptions from the 
leadership or superiors. 
 
There is no special form of award for outstanding 
Intermediary Analysts, only to be promoted as a 
structural position. 
 

 
Based information form Table 5, from the results of interviews 
and observations it can be concluded that the results of the 
Intermediary Analyst's performance are not fully in line with 
expectations because they are only supporting or assisting 
Structural tasks, and tasks are carried out in accordance with 
the leader's instructions or superiors, and there are no special 
awards for Intermediary Analysts if achievers, it is only 
recommended for promotion to be a structural position. 
 

3. DISCUSSION 
Discussion of the results of evaluations conducted by 
researchers is by applying CIPP analysis to documents and 
data obtained by researchers based on the results of research, 
both data obtained from observations and interviews as 
follows:  
 
3.1 PERFORMANCE POLICY INTERMEDIARY ANALYST 
The fulfilling job competencies, some aspects have been 
carried out according to criteria quite well, job competency 
standards are a component that is needed in the 
measurement of intermediate analyst performance, in the 
assignment it should meet the guidelines for competency 
standards but the results of observations and interviews do not 
meet because intermediary analysts are functional positions, 
this is due to a lack of assignments. Efforts made to meet 
competency standards are carried out with assignments in 
accordance with their fields so that they can help the 
leadership Wang, et al., 2018). There are three general factors 
that influence the success of policy implementation, namely (1) 
Logic used by a policy, (2) The nature of the collaboration 
needed and (3) Availability of reliable human resources with 
the ability and commitment to manage its implementation. In 
policy the performance of intermediary analysts has not been 
optimally implemented because there is no clarity in the 
assignment. According to Song, & Meier, (2018). Interpreted it 
as "Whatever you choose to do or not to do" Whatever the 
government's choice is to be implemented or not implemented. 
Thus from the review, both conceptually and empirically clearly 
state that the Madrasah Analyst's performance policies mostly 
know about the existence of assignment documents, with 
categories of levels of implementation and availability or 
Moderate or Moderate (M) achievements, so that in the 
implementation of intermediate analyst tasks results-oriented. 
 
3.2 INTERNAL STRATEGIC ENVIRONMENT  
Criteria for the effectiveness of the implementation of the 
results of evaluating the implementation of performance 
policies for Intermediary Analysts at the MDI Directorate 
General, by looking at the working conditions in their 
environment. In accordance with the opinion of some experts, 
among others, as expressed Ghamari, et al., (2018). That: 

"humans will be able to carry out their duties well, so that an 
optimal result is achieved, if supported by an appropriate 
working condition". The working conditions of the intermediate 
analysts can be said to be good if the human resources can 
carry out the tasks optimally and comfortably in the work 
environment, while the existing work environment is not 
sufficiently supportive because there are no facilities especially 
vehicles and the absence of staff or members serving 
intermediate analysts resulting in carrying out tasks less 
quickly and less optimally, as said by Madison, et al., (2018). 
Regarding the notion of working conditions is "all physical 
aspects of work, psychological work and work rules that can 
affect job satisfaction and achievement of work productivity". 
Likewise, what was said by Cooper, et al., (2018) that "Work 
attitudes are defined as job satisfaction which suffers from 
positive feelings about work, as a result of evaluating their 
characteristics". People with high levels of job satisfaction 
have positive feelings about their work. While people with low 
levels of satisfaction have negative feelings. Furthermore, in 
addition to working conditions, communication and support 
from the leadership are aspects that can support the 
achievement of intermediary analyst performance. With the 
clarity of assignments for intermediary analysts, the 
relationship between superiors and subordinates can be 
effectively established. Submission of assignments is very 
important starting from the planning stage to the final stage of 
the assignment so that it can be achieved in accordance with 
the expected goals. The communication flow from the leader 
to the subordinate is generally related to the responsibility and 
authority in an organization. A leader who uses the downward 
communication pathway has the purpose of conveying 
information, directing, organizing, motivating, leading, and 
controlling various activities at the lower level. Relationships 
with superiors and subordinates have similarities quite well in 
communication with employers. The form of superiors' support 
for the smooth running of the task by providing motivation in 
accordance with the ability and expertise in the field of each of 
the Intermediary Analysts, it's just that the lack of assignments 
has been divided up by structural positions. In communicating 
which is a relationship or activities related to relationship 
problems or can be interpreted as a means of exchanging 
opinions or as contact between humans individually or in 
groups. If communication occurs in an organization smoothly, 
then this can lead to a harmonious atmosphere in the 
organization, and this can lead to achieving organizational 
goals. The purpose of horizontal communication is among 
others to conduct persuasion, influence, and provide 
information to a department or department that has an equal 
position. Relations between intermediate analysts and their co-
workers are good enough to help each other provide input if 
there is an assignment from the leadership or supervisor with 
cross-sectorial links, and it is good enough to exchange 
information related to their field of work. If there is a difference 
of opinion between intermediary analysts it is only natural that 
there is clearly an effort to contribute to building and towards 
goodness, if there is a difference of opinion, then the role of 
the leader decides in a meeting and discussion together so 
that it reaches the expected point. Thus, from the review, both 
conceptually and empirically clearly stated that the internal 
strategic environment proved to be quite good, meaning that 
the evaluation component included the level of implementation 
and availability or attainment of moderate or moderate (M), 
this was due to lack of facilities and infrastructure includes 
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office facilities and does not have special staff in this case 
personnel to assist intermediary analysts. 
 
3.3 IMPLEMENTATION OF ASSIGNMENT OF ASSOCIATE ANALYSTS  
For the process of developing intermediary analysts, it should 
be adjusted to the guiding guidelines available in the Ministry 
of Defense so that their duties can be adjusted to their 
respective fields of expertise, but in reality there is no specific 
guidance from the leadership or superiors, as Swarnalatha & 
Prasanna. (2012) says, the first approach is to compare 
results achieved with standards or benchmarks for the results 
of objectives that must be achieved, the second approach to 
measure performance whose results are non-physical, namely 
with job descriptions or job descriptions that should be done 
correctly and appropriately. This is according to what disclosed 
by El-Kassar, & Singh, (2018) assignment and guidance of 
intermediary analysts using assessment center namely, a 
valuation method used to evaluate and evaluate a person's 
capacity comprehensively based on certain criteria 
systematically determined from the results of job analysis. 
Likewise with the guidance process for intermediary analysts, 
some know about guidance and results that are expected to 
be appropriate. As revealed by Tanskanen, et al., (2018) that 
coaching is "observers who are observant and expert in their 
fields, inspire others to work hard and continuously make 
improvements" This means that coaching is the totality of 
activities that include planning, regulation and use employees 
so that they become employees who are able to carry out 
duties according to their respective fields, in order to achieve 
effective and efficient work performance. Coaching can also 
be interpreted as a better action, process, result or statement. 
Also supported by Tanskanen, & Viitala, (2018) who said that 
performance management as a whole activity will be carried 
out to improve the performance of the organization or 
organization including the performance of each individual and 
working group in the organization. Furthermore, performance 
management is a continuous process in the form of a cycle, 
consisting of planning, coaching, and evaluation. Planning is 
the stage of formulating goals and objectives, determining 
benchmarks and methods of measurement, as well as plans 
for organizing, budgeting, and supporting human resources. 
The guiding phase includes all efforts made for each person 
and group to produce an optimal manner, namely by giving 
guidance and encouragement, as well as an explanation of the 
purpose of assessment and how to assess performance. 
Furthermore, the results of work evaluations are intended to 
avoid organizational goals and objectives. The results of 
performance evaluations are also used as input for further 
performance planning. Constraints or obstacles in the 
implementation of intermediary analyst duties include the 
absence of job descriptions, the absence of support staff, the 
absence of basic or routine tasks. If there are obstacles in the 
implementation of the task, namely to be able to work 
independently and look for activities to be suggested to the 
leadership. This is similar to Weiss (2004) conducted to find 
out: 1) policy making process; 2) implementation process; 3) 
policy consequences: 4) effectiveness of policy impacts. 
According to El-Kassar, & Singh, (2018) argues that 
performance evaluation is a process used by leaders to 
determine whether an employee does his work in accordance 
with his responsibilities. The implementation of mid-level 
analyst assignments that have not been optimal, makes 
intermediary analysts have to work independently and look for 

their own activities. The first approach is to compare the 
results achieved with a measure of results or objectives to be 
achieved; the results are non-physical, namely by comparing 
the actual work or task carried out with the correct job 
description or job description correctly. Thus, from these 
reviews, both conceptually and empirically clearly state that 
the implementation of intermediary analyst assignments 
proved to be quite good, meaning that the evaluation 
component included the level of implementation and 
availability or moderate or moderate achievement (M), 
because the intermediary analysts did not have basic tasks or 
routine tasks, so intermediary analysts work independently 
and look for their own activities. 
 
3.4 THE RESULTS OF THE PERFORMANCE OF INTERMEDIARY 

ANALYSTS  
Criteria for the effectiveness of the implementation of the 
results of the policy performance of intermediary analysts are 
indicated by the position placement, a better performance 
appraisal system, and the implementation of intermediary 
analyst performance and an increase in work performance. So 
far intermediate analyst position placement is objective, 
transparent, but not fully competency-based, this is because 
not all intermediary analysts have the competencies as 
expected only based on service period and availability of 
human resources in the sub directorate, while specifically 
there are still few placements based on existing fields and 
expertise are only as needed in each sub directorate. This is in 
line with Cooper, & Robson, (2018). Performance is the result 
of work that is in the quality and quantity of someone in 
carrying out its functions in accordance with the 
responsibilities given to him. Assessment of performance 
(Performance Appraisal) is a method to assess the 
performance of an employee not achieving targets assigned to 
them. The implementation of the assessment of work results 
or organizational performance and individual performance is 
carried out by a management system that is tasked with 
evaluating employee work outcomes called performance 
management. And the performance focuses on the work 
performance of employees and the object of discussion is the 
same, namely the work performance of employees. Work 
management programs that have a large scope and touch of 
all elements that are utilized to improve organizational 
performance. Mathis and Jackson said that performance 
appraisal is a process of evaluating how well employees 
perform their work compared to a set of standards, and then 
communicate that information to employees. Performance 
assessment is also called employee ranking, employee 
evaluation, performance review, performance evaluation, and 
outcome assessment. Performance assessments are widely 
used to manage wages and salaries, provide performance 
feedback, and identify the strengths and weaknesses of 
individual employees. The intermediary analyst performance 
appraisal personnel in the form of an Employee Assessment 
List conducted every year, it is recommended that 
performance through the Assessment Center through the 
staffing section authorized to carry out performance / 
competency assessments should be a serious concern to 
minimize the intended possibilities. Whereas, what is done by 
superiors if there is an intermediate analyst whose 
performance is not as expected by reprimanding and directing 
it according to his wishes. Intermediary analyst performance 
cannot be assessed because it does not yet have a job 
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description, so it has not been as expected in the performance 
policy. In accordance with Fitzpatrick, Christina, & Melvine, 
(2009) identified there are four different objectives in the 
evaluation, namely Assessment of merit and worth, oversight 
and compliance, program and organizational improvement, 
and knowledge development. The purpose of these objectives 
are related to performance and feasibility performance, 
reflecting the traditional definition of evaluation. Performance 
measurement is an assessment of the activities in the value 
chain in the organization. The results of the measurement are 
used as feedback to respond to achievements, the 
implementation of a plan and at what point the organization 
needs adjustments to planning and control activities. The 
performance appraisal itself is useful for the management of 
the organization in taking various policies, because the 
assessment carried out can explain the levels of employee 
performance in the organization. These performance levels 
are grouped into high, targeted or below the target medium. In 
terms of performance policy leaders have not fully paid 
attention to intermediary analysts but for the implementation of 
performance are only supporting or helping structural tasks 
and tasks carried out in accordance with the leader's 
instructions. If intermediary-level analysts who excel will not be 
given an award in any form, it is only good to be a structural 
promotion. There are three performance support factors, 
namely: 1) individual work results; 2) behavior that is often 
done; 3) individual characters. So far, the results of the 
intermediary analyst's performance are quite optimal, this is 
because in the intermediary position placement analysts have 
been objective and transparent but not yet competency-based, 
then also in terms of career development are still waiting for 
queues for structural promotions. In accordance with Dharma 
(2011), among others: 1) Development. Can be used to 
determine employees who need to detraining and help 
evaluate results training; 2) Rewarding. Can be used for the 
process of determining salary increases, incentives and 
promotions; 3) Motivation. Can be used to motivate 
employees, develop initiatives, feel responsibility so they are 
encouraged to improve their performance; 4) HR Planning. 
Can be useful for the development of skills and skills and HR 
planning; 5) Compensation. Can provide information that is 
used to determine the high or low performance of employees 
and how the principle of providing fair compensation; 6) 
Communication. Evaluation is the basis for ongoing 
communication between superiors and subordinates regarding 
employee performance. Beside from the review, both 
conceptually and empirically clearly state that the results of 
intermediate analyst performance prove to be quite good, 
meaning that the evaluation component includes the level of 
implementation and availability or attainment of moderate or 
moderate (M), but there are still deficiencies in the 
development system career still waiting for the queue for 
structural promotion. 
 

4. CONCLUSIONS 
The results of the study using the CIPP Evaluation Model have 
been concluded that overall the all stages of Intermediary 
Analyst implementation have not been effective. Aspect of 
Analyst Performance Policy (Intermediate Context) based on 
the concept and empirical clearly stated that the performance 
policy of Intermediary Analysts is mostly already aware of the 
existence of assignment documents, with categories of levels 
of implementation and availability or Moderate or Moderate 

(M) attainment, so that in the implementation of intermediary 
analyst tasks oriented to the desired results. Aspects of 
Internal Strategic Environment (Input) it is a very good, 
meaningful, effective, and effective environment that has a 
very low level of performance and availability or moderate or 
moderate achievement (M). Staff in this matter to assist 
intermediary analysts. Implementation Aspects of Assignment 
Intermediate Analysts (Process) to be quite good, meaning 
that is evaluated or moderate or moderate (M) achievement, 
because Intermediate Analyst did not have basic tasks or 
routine tasks, so the Intermediary Analyst worked 
independently and was looking for your own activities. Aspects 
of Performance Results of Analysts (Product) the results of this 
study were significant, meaning that there was a moderate or 
moderate (M) achievement, but there were still deficiencies in 
terms of career development systems waiting for queues for 
structural promotions. 
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