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Abstract: Aspects of context, input, process and product are very influential aspects of the policy
umplementation of officers persommel in the Navy information service. Variable identification and evaluation are
necessary for the policy implementation. This study aims to evaluate the policy of officer recruitment in the
Navy Information Service Department. The policy evaluation method used is the development of the CTPP
method, there are context, input, process and product analysis. The identification of variables in the CIPP
aspect has been done as an evaluation material mcluding the mnteraction relationship between these aspects
as a system. The output of the policy evaluation model is a thorough evaluation of the variables of needs,
problems and objectives are as the component of evaluation on context aspect. The variables of human
resources, finance, facilities and readiness are as the component of evaluation on input aspect. The variable
of recruitment mechanism and obstacles are as the component of evaluation on process aspect. The variable
of administrative standards and competency standards are as the component of evaluation on product aspect.
The results obtamned m this study 1s a strategic recommendation regarding the handling of professional and
standardization of personnel who can serve in the field of Naval public affairs. This is an effort to ensure that
the Navy’s military enforcement service can be accurate, capable of human resources and resilient in carrying
out the duties and responsibilities of the organization and able to achieve the vision of world class Naval public
affairs.
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INTRODUCTION

In an orgamzation of the Navy, Human Resource
Development (HRD) 1s a top priority because today not
only as a means of production but also as a driving force
and determinant of the operational process and all
activities of the Navy. HRD has a major role in
determining the advance or development of the Navy.
Therefore, the progress of the Navy orgamization is
determined by the quality and capability of human
resource development.

Human resource management is one of the business
needs today. Human resource management departments
have a very important role to supply humans to the
company’s maimn resources. The Human Resource
Management Department has a fundamental role n
persommel recruitment, orientation and performance
appraisal and so on. The issue of human resource
management should be addressed at the highest level
within the organization and strategic decision
management 1s required (Armstrong, 2009).

In relation to the importance of human resource
development in the organization of the Navy, there is a

work unit that has a role as a liaison between the Navy
and the public through the media. In this umt, the role of
human resources is vital because the tasks and
responsibilities are directly related to the publication and
information about the Navy and the Naval forces and
have an important role in shaping public and regional
opinion and understanding, both regionally and
internationally. The work unit 1s the Navy information
service. Navy information service is part of the
organization of the Navy. The Navy information service
has the vision to become world class naval public
affairs.

In order to execute these tasks and carry out his
vision, Navy information service 1s in need of skilled
personnel and mastering the field of duty well. As an
officer serving in the information service must have a
standard of knowledge and capability as an information
personnel, so that, the mformation service can always
perform its duties with professionals. An officer is always
1n & position as a manager who must be able to manage
human resources in his work unit and master the field of
work. An officer serving in Navy information service must
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be able to become a reliable public relation. For this
reason, recruitment of officers for the field of information
serving should be in accordance with the needs in the
ability and knowledge because the scope of the task field
15 very varied and the ability in managing human
resources. Thus, the recruitment of officers in the field of
mformation greatly affects the performance of the
information service.

Some problems that occur teday, if viewed from
aspects of context, aspects of input, aspects of the
process and aspects of the product are as follows:

Aspect of context: Ts the policy of the Navy on personnel
recruitment programs for officers, especially, in the Navy
mformation service work umt a necessity for the
organization?

Has the recruitment process that has been carried out
specifically to obtain officers capable of being deployed
and serving mn the Navy has been able to be considered
capable of meeting the needs of personnel according to
DSP, orgamization, expertise and field of duty? What can
be the diagnosis of the problems that behind the needs of
the information officer?

Can this recruitment program be seen to support the
achievement of work umt programs even towards the
achievement and implementation of the vision of the
Navy?

Aspect of input: How does the Navy information service
do in preparation for the implementation of the recruitment
process from the human resources side, readiness and
budget? How is the availability of facilities to support the
recruitment program?

What is the readiness of the recruitment mechanism
from the administration side and the side of the
procedure?

Aspects of process: How is the officer recruitment process
umplemented for the Navy mformation service? What are
the barriers that can happen to the recruitment process?

Aspects of product: How does the recruitment result be
viewed from the standpomt of standard administration
and competency standards?

How 1s the recruitment product, especially, perceived
Navy information service as the user of recruitment
related to the effort to carry out the main task of Navy
information service according to the mission and vision of
the organization in order to realize the vision of the
Navy?

In general, the focus of this research 1s “Evaluate on
Policy Implementation of Officers Recruitment in Navy
information service”. Which will be elaborated through

the CIPP evaluation with various aspects that influence in
terms of context, mnput, process, output and product,
whereas m particular, the focus of this research is on
evaluation:

Policies or rules or provisions which became the
basis for the recruitment of officers at the Navy
information service.

Recruitment policy is an effort undertaken by the
recrultment department in order to seek or select qualified
personnel and officers of officers m the Navy’'s
professional and qualified Naval information office.
Recruitment has a very cloge relationship with existing
regulations or policies or provisions. The implementation
of recruitment at this time will greatly affect the
composition of persommel officers with qualified on the
organization of the Navy.

In the end, a strategic recommendation will be made
regarding the professional handling and standardization
of personnel who can serve in the field of the information
service. It 1s intended that the Navy information service
can be accurate, capable and resilient in carrying out the
duties and responsibilities of the orgamzation and achieve
the vision of world class naval public affairs.

Furthermore, this study aims to determine the extent
to which the application of regulations and procedures in
the recruitment of persomnel officers i the Navy
information service, so that, the human resources
owned by the Navy m this qualification can be met
properly. Another goal is to obtain theoretical evidence
and field experience in order to improve human
resources.

MATERIALS AND METHODS

The concept of policy evaluation: The defimtion of
evaluation 1s contained in the Oxford Advanced Leamer’s
Dictionary of Current English which refers to the
evaluation as to find out, the decision of the amount or
value which means an attempt to determine the value or
amount. Policy evaluation can be defined as a process
carried out directly in the collection, analysis and
interpretation of information or policy, so that, a
conclusion about a data or research, value or significance
of a program, project, policy or a thing 1s being tested.
Thus, the output of an evaluation is the achievement of
something favorable, such as development suggestions
and direction for future activities. The policy evaluation
can be applied to six evaluation approaches (Anyim et al.,
2012), namely:

Goal-oriented evaluation; this evaluation 1s aimed at
measuring the level of achievement of objectives in the
implementation of programs or activities by the target
group or measuring the results of program/activity
implementation.
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User-oriented evaluation: This evaluation emphasizes the
outcome or product which results that can meet
expectations or satisfy the needs of users.

Skill-oriented evaluation: This evaluation uses a
standard of expertise. Tt is directed at the evaluation of a
program or component of the education component using
criteria or standards that have been formulated by experts
as a good program or component.

Decision-oriented evaluation: This evaluation is directed
to the process of determining the types of decisions to be
taken, the selection, collection and analysis of data
needed for decision making and the delivery of results
(reports) to decision makers.

An opponent-oriented evaluation: This evaluation uses
different standards or criteria even in contrast to the
standards used.

Evaluation oriented naturalistic participants: This
evaluation is holistic using a variety of instruments and
various data in order to obtain a complete understanding
from different perspectives and values on the
implementation of education from the perspective or point
of view of the participants (Bryson, 1995).

Policy evaluation is always concerned with the policy
implementation process. Implementation of policy is an
activity that has 3 important and absolute element in
running it (Tsolakis and Srai, 2017). The elements of
policy implementation:

¢ The existence of programs implemented

¢ The existence of target groups, i.e,
communities and beneficiaries of the program

* The existence of mmplementation, whether the
organization or individual responsible for the
management, implementation and supervision of the
implementation process

target

Implementation of policy is one of the stages in the
public policy process. Implementation is implemented
after a policy is formulated with clear objectives and
subsequently evaluated. Tmplementation is a series of
activities in order to deliver the policy to the community,
so that, the policy can bring the results as expected.
(Hasenfeld, 1983).

The concept of personnel recruitment: The concept of
personnel recruitment by Kirkpatrick (1994) states that:
“Recruitment and selection remains one of the most
important functions of the Human Resources Department.
As competition increases between firms, selecting and
recruiting the right and qualified talents become all the
more important”.

Recruitment and selection remain one of the most
important of Human Resources Department functions. As
competition increases between companies, choosing and
recruiting the right talent and qualified personnel is more
important (Fitzpatrick et al., 2004).

The same is also expressed by the next researcher
who states that “Recruitment and selection i any
orgamzation or efficiency in service delivery depend on
the quality of its workforce who was recruited mto the
organization through recruitment and selection exercises
{Thornhill, 2009).

Youssefi et al. (2011) reported that it for managers to
understand the objectives, policies and practices used for
selection. More importantly, those responsible for making
selection decisions should have adequate information
upon which to base their decisions. As Sandfort (1999)
observed, the resource policies and practices represent
important forces in shaping employee behavior and
attitudes. In view of the findings, the study suggests that
in designing and mstituting recruitment and selection
criteria quality should not be compromised.

Based on some concept of recruitment defimtion of
personnel, it can be said that every organization certainly
need the concept of recruitment of the right persornel,
this is because it very affects the performance of the
organization. In the implementation of a work, the analysis
should be able to provide good information with the aim
to be able to support planning in the recruitment,
selection and placement of personnel (Tiantong and
Tongchin, 2013).

Recruttment activities personnel have a close
relationship with the development of an organization’s
strategic plan but it must also be implemented internally
consistently. Because it must be in line with the
achievement of the vision of the organization and can be
professionally and have a high performance m the
execution of tasks (Zhang et al, 2011). Stages of
recruitment and selection and relationship with human
resource planning can be explained in Fig. 1.

Each division of personnel (Human resource
manageiment) understand the types and
qualifications that must be possessed by each personnel
to occupy certain positions or positions within the
organization. Because placing personnel m a position and
position for the purpose of promotion, it would be easier
if the details on the tasks and responsibilities and
qualifications are well known and understood (Suharyo,
2017).

Recruitment and replacement of personnel should
include three stages, the following: Tdentify and analyze
key jobs, formulate job descriptions and specifications in
the present and future.

must
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Internal factors

Job Human resources planning
analysis

Selection

A
Job performance

Fig. 1: Recruitment-selection stages and relationship with
human resource planning

Creating and appraising prospective personnel by
identifying internally and externally in order to become
qualified personnel in such positions or strategic
positions. It can loock to intemal traimng and
cross-functional experience or through job rotation,
external  training/education  and  global/regional
assignments.

Conducting selection to occupy the position or
strategic position. Position and number appropriate to the
needs of recruitment planning. Selection should be
imnplemented gradually and in accordance with aspects
considered important by the orgamzation. The selection
stage should be clear and understandable by all
applicants who register.

CIPP evaluation model: This research develops and uses
evaluation modeling with CIPP Model (Context, mput,
process, product), first introduced by Stufflebeam in 1969.
The CIPP evaluation method can be understood as a
systematic evaluation method which can be explamed in
Fig. 2. CIPP Model diagram as follows:

Context evaluation: Context evaluation is an attempt to
describe and detail the environment, wnmet needs,
populations and samples served and the project
objectives. Questions that can be asked in relation to the
evaluation of the context are what needs have not been
fulfilled by the program, unachievable development
objectives and the easiest goals to achieve them. Further

Input
evaluation

Context
evaluation

Process
evaluation

Product
evaluation

Fig. 2: CTPP Model diagram

relevant environmental conditions, description of existing
and desired conditions as well as identifying needs for
unmet needs and untapped opportunities. Evaluate unmet
needs and untapped opportumties. This evaluation 1s also
related to existing and new value systems, presenting
tools for setting priorities as well as desired changes
(Thornhill, 2009).

Input evaluation: Tnput evaluation is a program that
provides data to determine how the source can be used to
achieve program objectives. This evaluation includes the
identification and assessment of system capabilities used
in the program, strategies for achieving program
objectives and the design of the implementation of the
selected strategy. These mput evaluations help organize
decisions, what what
alternatives are taken what plans and strategies to achieve

determine resources  exist
needs and how the work procedures to achieve them

(Aldaihani et al., 2015).

Process evaluation: The process evaluation in the CTPP
Model refers to the “what” of the activities undertaken in
the program “who” the person designated as the program
responsible, “when” the activity will be completed. In the
CIPP Model, process evaluation 1s directed to the extent
to which activities implemented m the program have been
carried out in accordance with the plan.

Stufflebeam (1983) raises questions that need to be
answered m relation to the evaluation of this process,
namely the implementation of programs that are in
accordance with the schedule, the ability of the staff
involved in the implementation of the program, the
maximum utilization of the facilities and infrastructure
provided and the constraints encountered during program
implementation and possible program sustainability.
The evaluation of this process detects and predicts
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shortcomings in the design of procedures for program
activities and their implementation, provides data for
decisions in program implementation and mamtains
documentation of the procedures undertaken.
Documentation of the program implementation procedures
will assist the final analysis of the results of the
program.

Stufflebeam (1983) further states that process
evaluation is used to assist in the implementation of
decisions, the extent to which the plan is implemented and
what plans require revisions. Once the question 1s
answered, the procedure can be monitored, controlled and
improved.

Product/results evaluation: The evaluation of a product
or product 1s directed at the thungs that indicate the
changes that occur in the raw input. Product evaluation is
the final stage of a series of program evaluations. Evaluate
the product to help the next decision. Stufflebeam (1983)
poses questions regarding the evaluation of this product,
namely the achievement of a defined goal or outcome,
possible statements formulated between the details of the
process and the achievement of the objectives, the
individual needs that have been fulfilled and the long-term
outcome (impact) as a result of program activities and on
what to do after the process. Evaluate the program as a
systematic activity to collect, process, analyze and
present data as mput for decision making. The product
evaluation threshold contains three important elements:

Systematic activity: Implies that program evaluation 1is
conducted through an orderly procedure based on
scientific rules.

Data: The data collected as the focus of program
evaluation 1s obtaned through collectior, processing,
analysis and presentation using scientific approaches,
models, methods and techniques.

Decision-making: The data presented will be valuable if
it becomes a valuable input to the decision-making
process about the alternatives to be taken against the
program (Wei ef al., 2011).

This research 13 aimed to get data, facts and
information about Evaluation on Tmplementation of Officer
Recruitment Policies in Navy information Unit by using
CIPP Model, so that, m the end, it will be easy to detect
any weakness of recruitment process that has been
implemented.

Specifically, this research has the purpose of
application and development on CIPP evaluation model
which 1s used to:

¢+ To evaluate the achievement of the objectives of
recruitment of officers Navy information service

» To evaluate the readiness of recruitment
implementation

+  Evaluate the implementation of recruitment

¢  Evaluate the results of candidates for recruited
officers

The policy concept of Navy information service: The
improvement of the work performance of the Navy’s
information  service has greatly influenced the
achievement of overall orgamzational goals. This can be
seenn from the competence of the Navy information
service in performing operational, educational and training
duties.

Based on the technical guidance manual of the
Navy’s information service, the officer in the information
service community has certain postures. Posture is based
on the scope of the task field that must be implemented
and adjusted to the posture as a naval officer. which can
be spelled out as follows.

Moral in the execution of the task, must have
attitudes, behaviers, actions, behavior based on Ged and
the rules that apply. So that, in formmg public opimon
acceptable to society and environment, either inside or
outside of Navy.

Personality 1s a
demonstrated n good faith as a person of information in
the execution of duties and always be well received and
open by the environment in charge.

Brave, always have a steady heart and confidence n
the face of danger or difficulty i the field of duty. And
can pour ideas, suggestions, innovations or ideas relating
to improvements in the field of mformation service both
orally and written to the leadership.

Intellectuals have the ability to understand more
complex relationships, abstract thinking processes, adapt
to an understanding of a problem and the ability to gain
and understand quickly new sciences, especially, in the
field of information.

The marine technocrat of “Sapta Marga”, meaning
that the officer is part of the Navy soldiers who are
mentally and perscnally possess the soul of “Sapta
Marga” but with the advantages that are always
associated with technology and information in
accordance with the field of duty.

Imaginative with the characteristics of the task field
that 13 in the scope of mformation and publications, it
must have a high imagination in order to be able to
anticipate the possibility that may occur in the future with
a good analysis for solving and publication problems that
are happeming.

characteristic that can be
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Innovative has the ability to follow the development
of technology and the world of information, so, always
can know the various information and use it in the
execution of the task.

Adaptive is the ability to always be able to contribute
and a positive service at every place in charge. Resist the
test, as Navy soldiers who work n the Navy mformation
service, should always be mentally high in facing every
challenge and obstacle in the completion of the task.

Insightful has an insight inte nationality and
nationalism, especially, those related to defense and
Naval forces m order to provide correct and up to date
information in accordance with their field of duty.

There is a standard criterion that must be possessed
by the candidate officers and officers who will work on
the Navy
follows:

Candidates of officers with the profession of the
Navy’s mformation service shall have commumnication,
journalistic, public relations,  mformation, history,
cinematography, information and Technology (IT) as well
as graphic design qualifications.

Officers who have or are carrying out duties n the
information service for a mimmum of five consecutive
years or in intermittent or non-consecutive periods.

Navy officers who have attended specialist officer’s
education, such as courses or upgrading related to the
field of mformation such as public affairs, press release,
upgrading opinions, upgrading citizen journalism,
interviewing and upgrading of historical writing, and
attended Bachelor Degree, Master Degree and Doctor
Degree mn the discipline of science related to mformation
and had served in the information service for at least
5 years.

Criteria mentioned above, at this time, cannot be
fulfilled maximally. This 1s due to the limited personnel
who meet all these criteria. Standard competence is
needed because the development of
technology and the field of nformation that 15 growing
rapidly followed by the mereasing variety of challenges
and problems that arise in the implementation of tasks.

information service which must be met as

mformation

RESULTS AND DISCUSSION

This study uses an evaluation approach of CIPP
Method (Context, input, process and product). The
evaluation 13 based on mterview results and secondary
data which meclude:

Context (Background), implementation of recruitment
policy officer of Navy information service. Context
evaluation of implementing recruitment policy 1s reviewed
from several aspects such as:

Components of the context aspect
Component of context evaluation:

»  Needs
»  Problem
»  Objective

Input, implementation of recruitment policy officer of
Navy information service. The success of a program
requires input. In the context of implementing recruitment
policy implementation, the required inputs are:

Components of the input aspect
Component of input evaluation:
¢+  Human Resources (HR)

s  Finance

+  Facility

»  Readiness

Process, implementation of the policy program of
officer recruitment of mformation service of the Navy. The
process of implementing the recruitment policy of
personnel in Navy organization is no exception because
the Navy 1s often mn its implementation in the spotlight
because the impression that arises is to become the arena
of corruption, collusion and nepotism practice. Such an
impression will always arise when personnel procurement
activities are not conducted in a transparent and
accountable manner. So, the principle of openness
becomes a very urgent thing that is one pomt in good
governance. The subject matter that is used as the focus
in the process stage (process).

Components of the process aspect
Component of product evaluation:
»  Recruttment mechanism

»  Obstacles

Product, achievement of policy implementation of
recruitment program officer of Navy information service.
The achievement of policy implementation of recruitment
program officer of Navy information service is the
fulfillment of personnel requirement of Navy information
service from external recruitment result and internal
according to the requirement of Navy information service,
so that, it can run Navy information service vision which
will finally, give mnpact to the achievement of Navy
Vision. The subject matter that is used as the focus in the
stage of achievement (product).

Components of the product aspect
Component of product evaluation:
*  Admuustrative standards

s+ Competency standards
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Table 1: Congruence analysis of context aspect
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The context stage, policy implementation of officer recruitrment

Description

Assessment

Purpose

Empirical data

Criteria

Decision

The need for an optimal recruitment
program implementation

Problems in the implementation
of recruitment

The objective of holding
recruitment

Recruitment can realize the

Navy information service vision
The need to obtain personnel who
have the competence of information
in order to fill real personnel has not
been realized perfectly

8till in desperate need of
coordination on an ongoing basis
Requires the understanding of
recruitment committees

Requires competency standards
till, need to optimize in the
implementation of regulation/policy
about recruitment

Navy information service work
program has not been optimally
achieved

The implementation of the recruitment
program has not been able to realize the

vision of the world-class naval public

aftairs Navy information service in order

to support the creation of the world
class navy

Needs of fulfillment real personnel who
have the competence of information have

not been met
There has not been an integrated

coordination between users and recruiters

Lack of understanding from the
recruitment team

There is no standard of competence for

information officers

The need to optimize the implementation

of regulations/policies that regulate
recruitment

Duplicated work programs are not yet
fully operational due to the limited
ability of the manning personnel

Implementing an optimumrecruitment
is required to obtain personnel in
accordance with the competencies
required by Navy information service

Trmplemented management of
recruitment will reduce the number
of problems that exist

The recruitment goal has not met
Navy information service expectations

Table 2: congmience analysis of input aspect

The input stage, policy implementation of officer recruitment

Description Aggessment
Pumpose Empirical data Criteria Decision
HR in the implementation of Requires a proportional number Not proportionate to the amount of It needs to be more prepared both in
recruitment policy of human resources that carry recruitment manpower recruited by the  terms of quantity and the ability of
out the recruitment process amount recruited, especially in the human resources related to the type
Need an understanding of human external recruitment coming from the aof cormpetence that must be understood
resolrces recriitment/placerment of users general public by the selection teamn related to the
The party responsible for the Not fully understand what the user needs of the user
recruitment process needs,generally only carrying out the With limited budget human resources
task of carrying out recruitment/selection recruitment must be able to provide
in general priority scale by sorting competence
Recruitment leadership has performed needs
its duties optimalty by conducting
supervision, control and accountability
to the central leadership of all duties
Finance Requires a budget that fits the needs The limited amount of budget for intermal
of the recruitment/placement process and external recruitment activities
Centralized funding sources are made A centralized funding system that has
at personnel staff of Naval headquarters been adjusted to the budget/budgetary
for external recruitment and funding at terms
Military Personnel Staff Dept. undertaken
by Navy administration persornnel service
of for internal recruitment
Facility Requires computer network connectivity The absence of connectivity networks Need to be optimized the existence

There are a means of providing
initial info on needs/socialization

Readiness recruitment

Tmplementation of administrative

readiness (schedule determination
making warrant, etc.)

Preparation of recruitment stages (proposals

from the work unit, mapping of needs,
written rules/conditions on requirements
for recruitment/selection/positioning)

between users and recruiters
There has been a means to provide
initial info on needs through press

socialization/press safari, pamphl, ets.,

banners, educational exhibitions
Tt has been prepared its readiness
from the administration side

The existence of actions in the form of

preparation of recruitment stages for

example with the existence of proposing
the needs of the work unit, the existence
of administrative requirernents that must
be obeyed by the selection participants

in the process of recruitment

of network conmectivity between the
users with the implementer for
recruitment work can be more effectively
efficient

Need more enhanced tidiness from the
administrative side of supporting
the readiness of recruitment

Description of research data can be described n
Fig. 3. CIPP evaluation model on recritment policy of

official service officer of Navy as follows:

Furthermore, congruence analysis can be prepared on
each aspect of CIPP according, to the followng

Table 1-4:
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Table 3: Congruence analysis of process aspect

The process stage, policy implementation of officer recruitment
Description

Assessment

Purpose Empirical data Criteria

Decision

External and intemal recruitment
mechanisms are in compliance with
applicable provisions within Navy
organizations

Recruitment mechanism

Mechanisms are in place according to, the
applicable procedures

The mechanism is firther enhanced
towardstransparency and accountability

Obstacles Obstacles are encountered not from the The biggest obstacles are lack of communication Need more intensified cormmunication
prevailing system but rather from between stakeholders and decision makers and  pattern
implementation technigues the difficulty of getting candidates with the
qualifications in question and decision makers
and the difficulty of getting candidates with
the qualifications in question
Table 4: Congruence analysis of product aspect
The product stage, policy implementation of officer recruitment
Description Assessment
Purpose Empirical data Criteria Decision

Administration standards Fulfillment of administrative standards

Competency standards Requires the fulfillment of personal
needs for DSP filling

Requires personnel who have the

The fulfillment of administrative standards
because there is good supervision by the
extemnal recruitment selection comrmittee
and personnel officers for the placement of
positions

Internal recruitment is still to fill DSP
without the fulfillment of competence due
to the difficulty of getting personal with

Transparency and carefulness in persornel
administration checks should be further
enhanced for camnpliance with administrative
standards

Preferably thefilling of the personel structural
emptiness after that newly packed various
courses for the addition of self-competence

required competencies Navy information the background in the field of information

service to run the vision and mission
of Navy information service

Context T — T

svaluation _

Recruitment of
Havy
e . .

Product

gyaluation

ADM standards
gompetency standards

Fig. 3: CIPP evaluation model on recruitment policy
officer of Navy mformation service

CONCLUSION

Evaluation of the implementation of officer
recruitment policy of Navy information service has

been done. Based on the results of analysis and
discussion, it can be obtained some conclusions as
follows:

Needs aspect: Recruitment programs, especially,
recruitment of the needs of officers in the work unit Navy
information service 1s a program that 18 needed. This
program is considered as one of the efforts in realizing the
vision of a world-class public affairs, so, hopefully with
the right recruitment targets will produce officers capable
of officers challenge tasks and changes in the sense that
the publication activities undertaken personnel Navy
information service through any media including the mass
media is already global in mind and can have a broad
impact on soclety in general and have a positive impact
on the Navy in particular, so as to be able to publish
every naval activity in order to create a positive opinion
in the community.

Problem aspect: In the implementation of the recruitment
program 1s known to be still encountered many obstacles
such as the availability of candidates according to the
deswred qualifications. Based on data taken from the
interview results can be concluded that until now
persommel according to the required qualifications are still
very difficult to obtain. One of the factors that are
considered as the cause 15 the lack of coordmation so,
until now in general, the positioning of officers in Navy
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information service is the only background to occupy
vacant position or fulfillment of personnel without
followed by competence standard based on qualification
of personnel expected in Navy information service.

Objective aspect: The existence of existing recruitment
programs to date, especially, for Navy information service
based on the results of the mnterview 1is not fully realized
optimally related to efforts of the world class navy.

Human resources aspects: The existence of human
resources 1n the recruitment program 1s important in terms
of quantity and quality. Based on the results of interviews
can be concluded that in terms of quantity/number of
persommel involved m the recruitment process can be said
that for external recruitment the number of personnel who
manned is still lacking, it is seen from the number of
personnel in addition to the task and position appointed
as the committee of acceptance to the region, thus, also
with internal recruitment due to the limited personnel who
manned and maneuvered the personnel field.

Related to the quality of human resources in this
case, 18 the level of understanding of tasks i the
umplementation of recruitment can be concluded still need
to be pursued a single vision because it still looks not
optimal understanding. This happens because different
levels of mterest vary m determimng the required
competencies.

Finance aspects: The budget for the recruitment program
based on the mterview result can be concluded that the
leadership will always try to use the budget effectively
and efficiently. Funding that exists within the Navy
orgamization 1s all done through a programme planmuing
process and of course done in accordance with the
provisions of applicable regulations.

Facility aspects: The phenomenon that occurs in the
umnplementation of recruitment, it seems that the facility of
computer network connectivity has not been optimally
connected with the computer network in Navy
Administration of Personnel Service or computer networlk
mn Military Personnel Staff Department, so that, often
happened delays or difficulty in data transfer. As for the
infrastructure facilities provided related to the provision
of preliminary information for external recruitment
activittes has been implemented both in the form of
socialization as well as m the form of mformation
dissemination through website, radio, banner installation,
pamphlet distribution and educational exhibition to
mtroduce how the education of the Navy through Naval
academy education to attract teenagers to register

themselves as part of Navy soldiers while for internal
recruitment activities have also been conducted through
pre-sessions.

The readiness of recruitment aspect: In the recruitment
process all administrative phases have been implemented
starting from the issuance of the Telegram Warning Letter
will be conducted the selection process (recruitment),
the preparation of financial accountability, the preparation
of the letter of order in the form of work committee and
the letter of order execution duties while for internal
recruttment has been done sorting internally work umt in
the form of needs mapping, submission of proposed
placement of personnel in the position, pre-trial activities
and the holding of placement positions category.

Recruitment mechanism aspects: The recruitment
process is undertaken, so far in both external and internal
recruitment processes, the mechanisms undertaken in
accordance with applicable procedures within the Navy
environment. Constraints faced in this recruitment
mechanism is the difficulty of finding candidates who are
able to be prepared marmned the field of Navy information.

Obstacles aspects: Common obstacles are lack of
communication among stakeholders, so that, the recuired
personnel seems difficult to accommodate according to
the needs of persormel.

Administrative standards aspects: The process of
recruitment specially in the placement of positions, so far
1t can be said that the internal recruitment process 1s able
to capture personnel based on the fulfillment of
administrative standards because it 1s n place a personnel
in a certain position, must first meet the provisions of the
initial admmistration in the form of eligible requirements.

Competency standards aspects: Fornow it is very difficult
to encompass persormel who have educational
background of information due to the priority scale that
has been determined by Navy Headquarters for external
recruitment while for internal recruitment in the form of
placement 1s also constrained from the lack of personnel
who have expertise or special competence in the field of
information, according to, the current era of openness
demands.
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