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Introduction:-

As stated on the Indonesian legislation law no 34 year 2004 article 9 about the task of Indonesian navy is required
not only systematic rules and regulations but also capable personnel.Organization whether profit or non-profit is
formed with a specific goal and is divided into units with a clear division of work, procedure and mechanism. This
would be considered as organization performancethat will be an indicator achievement between processes with
results to fulfill its tasks. The ultimate goal of the navy to fulfill its mission depend upon many things such as:
human resource, methods, machines, organization development, operational capabilities. Thus, it is important to
have a right, qualified, professional and modern human resource management approach that could be adopt and
adapt with dynamic changing environments. One of the significant factorsand vital could create added value is
human resource management. It not only treats as an asset of an organization but it also considers as a capital. One
of the valuable efforts for an organization to develop its employee is to maintain its capacity, capability and
professionalism. The Indonesian navy realize that capable personnel plays a vital role to fulfill its mission. In order
to do that, the Indonesian navy has eight branches of division of work and well known as an officer corps; operation,
electronics, technician, supply, marine, health, military police and law. Each corps has a specific task and function
but with one main goal to achieve the navy goals and objectives. Others requirement concerning of the rank,
physical fitness, psychological and education background. No wonder that it needs to be managed carefully.
According to Thoha (2014), management is a process, result or a statement to be better, in order to change, move
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forward, enhance, develop, evaluate or any possible thing to happen. So, management is an important success factor
to complete its mission.

Wibowo (2012), a superior will manage his staffs to produce an effective and efficient way to do the job done.lt is
important that a proper human resource management system with professionalism and modern way should be in first
place to adapt the fast change of information and technology in this competitive era. Gary Dessler states that there
are five function of management: planning, organizing, staffing, leadership and controlling (Dessler, 2013).

Historically, the supply corps has been existing since the navy plays as military role in Indonesian administration.
Legally, the name of corps has changed since 2001. The previous what so called administration corps. Since that
time there was no formal evaluation about how the effective management of supply corps ever done. Thus,
evaluation plays an important factor to be able to exercise how far the organization did and how well did it?

There are several critical components of this view of evaluation (Alkin, 2004):

1. evaluation is social research applied to answering policy-oriented question.

2. The primary aim of evaluation is to aid stakeholder in their decision making on policies and program.
3. Evaluation involves making judgments.

Daniel L. Stufflebeam define that “Evaluation is the process of delineating, obtaining, reporting, and applying
descriptive and judgmental information about some object’s merit, worth, probity and significance in order to guide
decision making, support accountability, disseminate affective practices, and increase understanding of the involved
phenomena.”(Stufflebeam, 2000).

Time has change so does the military strategy. The navy roles have developed not only using hardware power to
destroy enemy but also using soft power and smart power.Due to the facts, that in the future the challenges and
threats are facing by the Indonesian navy nationally, regionally or globally become more complex than before. The
Indonesian navy, Supply corps in specific, considers that applying the best human resource management system is
necessary. Furthermore, since the supply corps has been renamed in 2001, there was no single comprehensive
evaluation been made. Some problems concerning human resource management in supply corps were arised such as
no open communication between personnel and the management, no clear of division of work in one of supply
specialization which are supply and clerical profession and no clear career paths.

Even though there are no universal characteristics of human resource management (HRM). Different organizations
have different models and practices. Thus, often only corresponding to the conceptual version of HRM in a few
respects. But due to task and responsibility of supply chief corps as stated in the formal rules and regulations not all
the HRM activities covers by the supply HRM. This limitation in order to divide task proportionally through the
HRM organization in the navy.

Based upon the background as mention earlier, the research question for context is how to analyze need assessment,
policy and the purpose of the supply officer program in order to support the navy tasks?

Methodology Research:-

This research paper is a qualitative research applied Context Input Process Product (CIPP)evaluation model
develops by Stuffebeam.Guili Zhang, et. al, “the CIPP evaluation program belongs in the
improvement/accountability category and is one of the most widely applied evaluation models(Zhang, 2011).The
main components of CIPP could be described as shown in figure below.
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Source: Stufflebeam, L. Daniel dan Shinkfield, J. Anthony, Evaluation Theory, Models & Applications (San
Francisco: Josey-Bass, 2007. P 333)

Context evaluation provides information for the development of and evaluation of mission, vision, values, goals and
objectives and priorities. The purposes are to define the characteristics of the environment, to determine general
goals and specific objectives and to identify and diagnose the problems or barriers which might inhibit achieving
the goals and objectives. The methods applied include conceptual analysis to define limits of population to be
served, empirical studies to define unmet needs and unused opportunities, judgment of experts and clients on
barriers and problems and judgment of experts and clients on desired goals and objectives. Input evaluation provides
information for the development of program designs through evaluation of data bases, internal and external
stakeholders’ interests, weaknesses, opportunities, strengths and threats. The purposes are to design a program
(intervention) to meet the objectives, to determine the resources needed to deliver the program and todetermine
whether staff and available resources are adequate to implement the program. Process evaluation develops ongoing
evaluation of the implementation of major strategies through various tactical programs to accept, refine, or correct
the program design. The purpose is to provide decision makers with information necessary to determine if the
program needs to be accepted, amended, or terminated. The methods applied as follow a staff member serves as the
evaluator, then this person monitors and keeps data on setting conditions, program elements as they actually
occurred. Finally, this person gives feedback on discrepancies and defects to the decision makers.Product evaluation
provides evaluation of the outcome of the program to decide to accept, amend or terminate the program, using
criteria directly related to the goals and objectives. The purpose is to decide to accept, amend, or terminate the
program. The method used is traditional research methods, multiple measures of objectives, and other methods.

The collection information did in many ways such as: specify the source of the information to be collected, specify
the instruments and methods for collecting the needed information, specify the sampling procedure to employed and
specify the conditions and schedule for collecting the information.Data are collected directly according to goals of
research using qualitative methods such as: observation, interviews, focus group discussions and survey to selected
officers. Due to qualitative research characteristics, informan in this research set by purposive sampling (Lincoln
and Guba, 1985).

Result and Discussion:-

Every management activity could be valued when all the process is under gone after evaluation. Human resource
management is done in order to create quality and value personnel that could lift up or leverage the organization
added value systematically. According to Harris (2010) that evaluation as the use of social research methods to
systematically investigate the effectiveness of social intervention programs in ways that are adapted to their political
and organizational environments and are designed to inform social action to inform social conditions. Alkin (2004)
stated that there are several critical components of this view of evaluation: a) evaluation is a social research applied
to answering policy-oriented question; b) the primary aim of evaluation is to aid stakeholders in their decision
making on the policies and program; and c) evaluation involves making judgements.

Due to the scope and limitation of this paper research, all the discussion is about CIPP but the context only. The
result of this research based upon the CIIP model can be explained as follow:Context evaluation provides
information for the development of and evaluation of mission, vision, values, goals and objectives and
priorities.First, it evaluated the need for evaluation of the program, the policy based behind and the goals of the
program. The fact found that there is a strategic planning framework set which are a five year and yearly as
Indonesian navy strategic planning. The supply corps chief also declares how to conduct human resource
management of supply officer and documented in working program and budgeting. Not only it was clear that the
mission, vision, value of the supply corps was set and documented, but also it was clearly stated and was reviewed
yearly.Bratton and Gold (2007) stated that human resource management as a strategic approach concerning
developing of human capability in order to achieve competitive advantageto integrated policy management, program
and implementation. Amstrong (2010) also stated that human resource management is a strategic approach,
integrative and coherent to develop and satisfy personnel who work for organization. Another aspect found in the
field thatthe Indonesian navy core values, namely as Trisila TNI AL, consist of three elements: discipline, hierarchy
and military honor. These values should be implying in their day-to-day life and defines as naval organization
culture life.
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On the other hand, supply corps needs qualified officer to fulfill the mission and the job done. Qualification officer
must be comply with: rank, education background, physical fitness and psychological standard test. In order to do
that it must be an identification need assessment of standard competency such as tour of duty, education, rank and
mentality and attitude. Those requirements are also documented in technical book of supply officer human resource
management. Based on these standards, then, a program management was set. Simamora stated that the usefulness
of program or coaching is to set attitude, loyalty and team work beneficial and meeting the need of human resource
management planning (Simamora, 2011). According to Schuler, one of organization human resource strategy and
development is necessity approach need assessment. Identification and refine gap of skill personnel and it is a
reactive approach. From this point of view, it is clear that the need of supply officer with its standard competencies
to do the job done has reached its goals. In line with this, Rivai comments that management program or coaching to
personnel is a systematic process to change attitude to reach organization goals. The need is in line with
requirement job position (Rivai and Sagala, 2009). The navy has done these quite well and it was documented in
many forms of documentations.

Furthermore, the fact found that policy program was based upon the chief of naval staff strategic planning and
policy order, policy and direction. Then, the supply chief corps forms a working budgeting planning program. The
main goal of the program was to govern and manage human resource of supply officer using common knowledgeof
modern human resource management method, in order to be able to do the job as required. The fact found that the
strategic planning was set at headquarter level into four programs and one of them is professionalism program. But
there is unclear link and match between chief of naval staff strategic planning and working budgeting program of
supply chief corps. The corps supply did not have a valid information about any evaluation about this program.

The goal of supply officer management program is fundamentally to enhance and develop the basic capabilities of
supply officer to able to do in the area of financial, supply and clerical. In order to achieve that one factor that
should take into consideration is software. The main software used to govern the supply human resource
management are the chief of naval staff rules no 1 and 2 of 2010 which regulate the profession and corps in the
navy. Based on in this the supply chief corps produces supply officer human resource management manual book
with its last edition was 2014. In 2016, the financial organization was changed and developed where forming a
financial sector in every naval base and its additional task is to be of supply coordinator. Unfortunately, the naval
base financial organization is not accommodated in the manual book.

Conclusion:-

Context evaluation provides information for the development of and evaluation of mission, vision, values, goals and
objectives and priorities. In terms of policy matter, the program management is still valid based on criteria and the
need of competence of supply officer to do the job done also has satisfied the criteria. It is also stated in the
legislation law no 34 of 2004 article 9 about the Indonesian navy tasks. The navy also has a strategic planning
framework in five year and yearly scheme. Following that regulation, the navy also has regulation software
concerning the human resource management that are chief of navy regulation no 1 and no 2 of 2010.Moreover, the
navy has a solid core values namely as Trisila, such as: discipline, hierarchy and military honor that has been imply
as organizational culture.In chief of supply side there is a manual book of human resource management of 2014 but
unfortunately it is not aligned with the development of financial institution which is in place in every naval base.
Furthermore, as mention in manual book that the supply chief is formed underbow organization in order to manage
and regulate the supply officer management in the area of responsibility by the financial institution. In general, the
goal of the program was set and linked to naval strategic planning. Other than that, the supply management human
resource program imitates the model of human resource management in common but with limited aspects.
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