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Abstract 

The purpose of this research was to analyze organizational performance improvement strate-
gies in the Center for Testing the Implementation of New Fisheries Products (BBP2HP). The 
research was conducted using AHP (Analytical Hierarchy Process) method with Expert Choice 
software to analyze the structure and the main strategy alternatives. The analysis was based on 
primary data obtained through interviews with 11 experts. Research results showed that human 
resource development policy was the most crucial strategy in improving BBP2HP organization-
al performance with training and development as an integral part of the strategy. The results 
also showed that the factor of leadership was of most importance in ensuring that the strategy 
of improving organizational performance. In that regard, leadership qualities of BBP2HP head 
was identified as the most critical and influential actor in improving BBP2HP organizational 
performance Meanwhile, providing excellent services was identified as the top priority that 
BBP2HP must pursue in improving its organizational performance as public service unit. The 
implications of this study are public organizations should implement training and development 
in accordance with the needs of the organization; and the pivotal role that leadership plays in 
the strategic management of the organization in empowering and directing organizational re-
sources towards achieving organizational goals in as effective and efficient a manner.  
 
Keywords: analytical hierarchy process, human resources management, knowledge manage-
ment, leadership  
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INTRODUCTION 

Improving governance and manage-
ment systems is an essential agenda in bu-
reaucratic reform, which is being imple-
mented by the Indonesian government. The 
focus of the government management sys-
tem is on increasing accountability as well as 
the outcomes-oriented performance. In fact, 
the above goal is in line with the Grand De-
sign of Bureaucracy Reform 2010-2025 as 
stipulated in the Presidential Decree No. 81/ 
2010, that highlights accountability as one of 
the areas that must be reformed to achieve 
the "Increased capacity and accountability of 
bureaucratic performance". Today, account-
ability of public sector organizations is still 
far short of expectations (Wicaksono, 2015). 
To that end, to improve public sector perfor-
mance and public welfare, it is the onus of 
all public officials to strive to enhance the 
accountability of activities that are entrusted 
to them. 

Human resource quality is one of the 
most important aspects of achieving optimal 
organizational performance. Human re-
sources is pivotal to organizational perfor-
mance improvement as well as plays a key 
role in organizational management (Troshani 
et al., 2011). Therefore, improving human 
resource quality is pre requisite for excellent 
organizational performance. The adoption of 
strategic human resource management is 
crucial in the management of human re-
sources (Kuo, 2011). 

Nurturing and developing organiza-
tional competence that is necessary to face a 
competitive environment requires learning 
and creating new knowledge consistently 
that is subsequently disseminated throughout 
the organization. Knowledge plays a vital 
role in organization performance, which is 
why optimizing its contribution to the organ-
ization demands excellent management. The 
application of knowledge management in an 
organization, contributes to better organiza-
tional decisions and actions that in turn im-
prove public service quality and responding 
approproiately to changes that are needed 
(Nurmadi, 2006). 

Balai Besar Pengujian Penerapan 
Hasil Perikanan (BBP2HP) or The Center 
for Testing the Implementation of New Fish-
eries Production as the Technical Implemen-

tation Unit within the Directorate General 
for Strengthening Marine and Fisheries 
Product Competitiveness, in the Ministry of 
Marine Affairs and Fisheries, has a public 
service function to maintain the accountabil-
ity and quality of its public services, 
BBP2HP uses the Public Satisfaction Index 
(PSI) to gauge public service performance). 
Based on Table 1, PSI index for BBP2HP 
shows wide fluctuations. It is also worth not-
ing that BBP2HP has faced several obstacles 
over the last three years that have hampered 
its efforts to achieve of its Key Performance 
Indicators. Such obstacles, among others, 
include the limited human resource compe-
tence of both in technical and administrative 
fields; limited supporting facilities and infra-
structure due to the lack of optimal facilities 
and infrastructure attributable to damages 
and lack of optimal synchronization with 
other work units within the scope of the 
Ministry of Marine Affairs and Fisheries. 
Inevitably, such condition has undermined 
BBP2HP accountability performance. To 
that end, the strategy of improving BBP2HP 
performance is indispensable to achieve the 
goal of becoming a public service unit that 
provides excellent services.   

Previous research shows that human 
resource management and knowledge man-
agement influence organizational perfor-
mance improvement. Theriou and 
Chatzoglou (2014) in their research that was 
based on structural equation modeling 
(SEM) showed that the implementation of 
human resource management that relates to 
knowledge management, organizational 
learning, and organizational capability crea-
tion increases organizational performance. 
Besides, previous empirical research shows 
that the formulation of strategy using Ana-
lytical Hierarchy Process (AHP) is associat-
ed with improvement in organizational per-
formance. In that backdrop, based on exist-
ing theoretical and empirical work, this pa-
per especially focusses on the roles that hu-
man resources management and knowledge 
management plays in organizational perfor-
mance of government institutions. Mean-
while, the research problem of this research 
is "What roles do human resource manage-
ment and knowledge management play in 
formulating organizational performance im-

JKAP (Jurnal Kebijakan dan Administrasi Publik) Vol.23 (1), May 2019 ---- https://journal.ugm.ac.id/jkap 

http://u.lipi.go.id/1445500185


52 

 

Copyright © 2019, JKAP, ISSN  0852-9213 (Print), ISSN 2477-4693 (Online)   

provement strategies?" Consequently, the 
purpose of this research is to analyze the fac-
tors, the actors and alternative strategies that 
are play key roles in improving BBP2HP 
performance.  

 

METHODS 

BBP2HP, which is one of the Tech-
nical Implementation Units in the Ministry 
of Marine Affairs and Fisheries was the lo-
cus of the research. Data used was mainly 
primary data and secondary, which were ob-
tained by conducting structured interviews 
with selected experts and various BBP2HP. 
Previous research and consultations with ex-
perts informed the questionnaire develop-
ment process on determinants of organiza-
tional performance. Structural equation mod-
el (SEM) was used to formulate organiza-
tional strategy using AHP, that in turn gener-
ated strategic alternatives on improving or-
ganizational performance.  

Inputs from experts with sufficient 
proven capabilities and experiences 
(practitioners) in BBP2HP policy-making. 
Specifically, the research used the services 
of 11 experts, who were drawn from repre-
sentatives of structural and functional units 
in BBP2HP, universities, the Maritime and 
Fisheries affairs office the practitioners and 
other stakeholders. 

As regards data processing, Expert 
Choice Software was used. The choice of the 
software was because of the ability of the 
software to integrate opinions of experts as 
well as the capacity of not being limited by 
organizational hierarchical structure 
(Marimin and Maghfiroh, 2010). Subsquent-
ly, the AHP process was used to analyse the 
data.    

 

FINDINGS AND DISCUSSION 

The hierarchical structure in formulat-
ing BBP2HP stratregy on improving organi-
zational performance was based on back-
ground inputs that were provided by experts. 
Some of the key factors that were incorpo-
rated into the AHP hierarchical structure 
analysis included human resource manage-
ment functions, organizational learning, and 
knowledge management, which based on 
previous research are associated with signifi-
cant influence improving organizational per-
formance. Meanwhile, data on other factors 
such as leadership and organizational culture 
were obtained from the results of in-depth 
interviews that were conducted with several 
experts within BBP2HP. Interviews with 
various stakeholders provided additional in-
formation on relevant strategies on improv-
ing organizational performance.  

The strategy formulation process on 
improving BBP2HP organizational perfor-
mance was organized into six stages. The 
stages were based on interrelationships and 
structure and process used to achieve organi-
zational goals. The six stages included: (1) 
definition of the focus to be addressed, 
which in this case entailed BBP2HP perfor-
mance improvement strategy; (2) delineating 
the six factors that influence BBP2HP, per-
formance improvement, inter alia, improving 
human resource management, incorporating 
organizational learning, knowledge manage-
ment, leadership factor and organizational 
culture factor; (3) the stage concerned fac-
tors involved in efforts to improve BBP2HP 
organizational performance, including: 
BBP2HP Head Administration Officials, Su-
pervisory Officials, Specific Functional Offi-
cials and General Function Officials; (4) the 
fourth stage concerned the goals that were 
identified as pivotal in improving BBP2HP 
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Value 2014 2015 2016 

Service Index 3,275 3,179 3,236 

Public Satisfaction Index 81.87 79.48 80.89 

Table 1. PSI of BBP2HP Public Service Unit 2014-2016 period 

Source: BBP2HP Annual Report, 2017 
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organizational performance which consisted 
of three objectives, namely: increasing the 
quality of fisheries new product implementa-
tion tests, fostering BBP22HP to become a 
public service unit that delivers excellent 
services; increasing the quality of human 
resources in BBP2HP (5) the fifth stage in-
volved the determination of alternative strat-
egies to achieve the overachng objective of 
improving organizational performance 
which comprised three alternative strategies, 
inter alia, human resource development poli-
cy, organizational and infrastructure devel-
opment policy and knowledge management 
development policy. Meanwhile, stage six 
involved formulating activities that are re-
quired to implement components of the strat-
egy on improving organizational perfor-
mance namely: (i) recruitment and selection, 
training and development, facilitating career 
development, improving performance man-
agement, and increasing remuneration 
(Human resource development strategy); (ii) 
ensuring the availability of sufficient budget-
ary support, facilities and infrastructure sup-
port, improving work mechanism (SOP), 
putting in place conducive leadership, en-
hancing work culture and increasing em-
ployee participation (Organizational and In-
frastructure Development Policy sub-
alternative strategy) (iii) building a shared 
vision, building a technology-based 
knowledge portal, providing knowledge 
sharing sessions, facilitating the creation and 
development of agents of change in the or-
ganization (Knowledge Management Devel-
opment Policystrategies)  

Results of data analysis generated pri-

orities which BBP2HP can implement to im-
prove Organizational Performance. The pri-
orities served as pointers of alternative strat-
egies and attendant activities which 
BBP2HP can use as blueprint in improving 
organizational performance. The contribu-
tion of each component to the strategy was 
accorded weights as shown in Figure 1. 

 Presentation of Priority Results 

Factor element analysis was aimed at 
determining the priority level of an element 
of the factor. Based on vertical processing 
results, leadership was established as the 
most important factor in influencing improv-
ing BBP2HP strategies on improving organi-
zational performance (0.468). Second in im-
portance was the contribution of human re-
source management functions (0.211), fol-
lowed by organizational culture (0.141), 
knowledge management (0.087) and organi-
zational learning (0.092) respectively. 

Actors are those officials and employ-
ees who were involved in efforts to improve 
BBP2HP organizational performance. Based 
on Table 2, the head of BBP2HP was the 
official who showed the highest involvement 
in BBP2HP performance improvement ef-
forts, registering weight value of 0.466. This 
was followed by importance roles played by 
Administrative Officials (0.204), Superviso-
ry Officials (0.158), Specific Functional Of-
ficials (0.099) and General Functional Offi-
cials (0.072) respectively.  

Table 3 underscores the fact that the 
overarching goal behind BBP2HP’s efforts 
to improve perfomance is to become a public 
service unit that provides excellent service, 

Actor Weight Percentage (%) Priority 

Head of BBP2HP 0.466 47 1 

Administration Officials 0.204 20 2 

Supervisory Officials 0.158 16 3 

Specific Functional Officials 0.099 10 4 

General Functional Officials 0.072 7 5 

Table 2. Actors Priority  
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which registered a weight of (0.446), fol-
lowed by enhancing the quality of testing of 
the new fishery products (0.323), and im-
proving human resource quality as the the 
last priority (0.230). 

Meanwhile, based on Table 4, the most 
important and most important prioritiy strat-
egies in improving organizational perfor-
mance in BBP2HP, inter alia, human re-
source development policies (0.488); im-
proving organizational performance through 

knowledge management development poli-
cies; (0.264) and organizational and infra-
structure development policies (0.247).  

Implementing strategies on human re-
source development requires strategic ef-
forts. Based on weights assessment synthesis 
in Figure 2, it is evident that training and 
development is the most important compo-
nent of the strategy on improving BBP2HP 
performance through human resource devel-
opment policies was (SS12) carrying weight 

Alternativ
e 
Strategies 

Factor

Actor

Goal

Focus 

Increased Quality of Testing of Fishery 

Product Implementation Output (0.323) 

 

As a Public Service Unit that 
Provides Excellent Services 

(0.446) 

Increased HR Quality 
in BBP2HP (0.230) 

Performance Improvement Strategies in BBP2HP 

Human Resources 
Management 

(0.211) 

Organizational 
Learning (0.092) 

Knowledge 
Management 

(0.087) 

Leadership (0.468) Organizational 
Culture (0.141) 

Head of 
BBP2HP 
(0.466) 

Administrative 
Officials (0.204) 

Supervisory 
Officials 
(0.158) 

Specific 
Functional 
Officials 
(0.009) 

General 
Functional 
Officials 
(0.072) 

HR Development Policies 
(0.488) 

Organization and Infrastructure 
Development Policies (0.247) 

Knowledge Management 

Development Policies (0.264) 

Conducting Doing recruitment 

and selection (0.166) 

Conducting Holding training and 

development  (0.353) 

Facilitating Career Development 

(0.158) 

Managing Performance (0.226) 

Increasing remuneration (0.098) 

 

Budget support (0.183) 

Facility and infrastructure support 

(0.127) 

Improving work mechanism /SOP 

(0.271) 

Conducive leadership (0.187) 

Increasing work culture (0.166) 

Increasing employee participation 

(0.066) 

Building   a shared vision (0.390) 

Creating a technology-based 

knowledge portal(0.138) 

Providing a knowledge sharing 

session (0.333) 

Nurturing Forming  an agent of 

change (0.139) 

Sub-
alternative 
Strategies  

Figure 1. Priority Weights by Hierarchical Level 
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of 0.353. Meanwhile, performance manage-
ment (SS14) (0.226); recruitment and selec-
tion (SS11) (0.166); facilitating career devel-
opment (SS13) (0.158); and increasing re-
muneration (SS14) (0.098), are other compo-
nents of priority strategies on improving 
BBP2HP organizational performance. The 
consistence of the results is depicted in Fig-
ure 2 which shows an inconsistency value of 
0.00, which attests to the fact that consisten-
cy in filling out questionnaires.  

The implementation of organizational 
and infrastructure development policy strate-
gies requires strategic efforts. Based on 
weight assessment synthesis results in Figure 
3, shows that improving working mechanism 
(SS23) (0.271) is the most important compo-
nent of the organizational and infrastructure 
development strategy in BBP2HP . This is 
followed by existence of conducive leader-
ship (SS24) (0.187); budgetary support 
(SS21) (0.183); enhancing work culture 
(SS25) (0.166); supporting facilities and in-
frastructure (SS22) (0.127), and increasing 
employee participation (SS26) (0.066). The 
validity of the results is vindicated by the 
inconsistency value of 0.01 in Figure 3, 
which attests to the consistency used in fill-
ing out the questionnaire.  

With respect to the implementation of 
knowledge management development policy 
strategies, improving the quality of public 
service delivery is imperative for public or-
ganizations. Based on weight assessment 
synthesis results in Figure 4, it is evident that 
building a shared vision (SS31) (0.390) is 
the most essential sub-component of improv-
ing BBP2HP performance. This is followed 
by providing knowledge sharing sessions 
(SS33) ( 0.333); creating an agent of change 
(SS34) (0.139); and building a knowledge 

portal (SS32) (0.138). The validity of the 
results is vindicated by the inconsistency 
value of 0.01, which attests to the fact that 
the questionnaires were filled put with high 
consistence (Figure 4).  

Discussion-Priority of Factor 
The leadership factor is the main prior-

ity in improving BBP2HP performance be-
cause leadership plays a crucial role in the 
conduct of organizational activities. Leader-
ship directs and manages the organization 
toward achieving its goals (Robbins and 
Coulter, 2010). Besides, leadership has a 
dominant, and critical role improving e work 
performance at the individual, group and or-
ganizational levels (Sutrisno, 2009). In addi-
tion, leadership is pivotal for improving or-
ganizational performance because of the role 
it plays in decision-making process that re-
lates to the development and and deploy-
ment of organizational resources into useful 
products and services for stakeholders 
(Madanchian et al., 2016). 

In otherwords, from the perspective of 
BBP2HP, the leader is expected to be the 
linchpin in BBP2HP’s efforts to become a 
public organization that delivers excellent 
services. This is necessary because the lead-
er is responsible for building trust both with-
in and outcome the organization. Trust is 
required in efforts to mobilize all available 
resources such as human resources, facilities 
and infrastructure and in the external envi-
ronment of the organization in order to meet 
the expectations of the stakeholders and the 
public in line with pre determined organiza-
tional performance targets  

Implementing human resource man-
agement functions was the second priority 
factor in improving organizational perfor-
mance. The success of a public organization 

Objective Score Percentage (%) Priority 

As a public service unit that provides excellent ser-
vices 

0.446 45 1 

Enhanced quality of testing of new fishery products 0.323 32 2 

Increased HR quality in BBP2HP 0.230 23 3 

Table 3. Goals Priority   
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is highly dependent on the performance of 
its human resources. Ko and Smith-Walter 
(2013) in their research proved that the suc-
cessful implementation of human resource 
management functions contributes to im-
provement in the behavior of employees, 
commitment to the organization to work, 
that indirectly impacts on organizational per-
formance improvement. Indeed, human re-
source performance is the key determinant in 
the success of an organization, and it re-
quires a leader who can take the lead in the 
workplace. Therefore, leadership as part of 
the human resources in the organization de-
termines the existence of an integrated or-
ganizational unit that has the capacity and 
function to can carry out its functions as a 
public organization to achieve its goals.  

Organizational culture is the third fac-
tor. Organizational culture fosters a shared 
commitment in the organization, which can 
enhance the stability of the organization by 
building a sense of identity to awaken the 
commitment of all members to trust and val-
ue the organization. For the public sector, an 
excellent organizational culture is be reflect-
ed in excellent delivery of services with the 
support of sound leadership (Indrawati, 
2017).  

Organizational learning is the fourth 
priority factor. An organization that can fa-
cilitate the learning process improves organi-
zational performance (Mallen et al., 2016). 
Meanwhile, knowledge management, which 
is the fifth priority factor, serves as a source 
of sustainable competitive advantage hence 
can support the achievement of organization-
al goals by creating enabling conditions for 
good organizational performance 
(Megantoro et al., 2014). To that end, the 
ability of the organization to carry out learn-

ing process and knowledge management are 
crucial factors for the success of achieving 
optimal organizational performance.  

Fostering knowledge and learning in 
the organization encourages the emergence 
of knowledge sharing and learning culture 
that involves all employees in the organiza-
tion. To achieve that, it an onus on the leader 
of the organization to lead the implementa-
tion of knowledge management efforts and 
ensure the existence of sustainable learning 
process in the organization. Koo Hang et al. 
(2017) in their research found that effective 
leadership contributes to increased trust 
among employees in the organization, mak-
ing it key to achieving organizational perfor-
mance improvement.  

To that end, the transformational lead-
ership model with its inspirational motiva-
tion and intellectual stimulation leadership 
styles supports good leadership practices for 
the organization that foster performance im-
provement (Ahmad and Alham, 2016). Be-
sides, transformational leadership can facili-
tate the process of knowledge acquisition 
and knowledge sharing not only from within 
the organization but also from outside the 
organization (Ssenyonga, 2010). This is 
done by providing access to sources of new 
ideas and working with stakeholders and 
other institutions. 

Discussion-Importance of Actor 
Research results indicated that 

BBP2HP head of plays the most crucial role 
in improving organizational performance. 
This is attributable to the key roles BBP2HP 
leadership plays in formulating policy, deter-
mining the direction of the organization, and 
as a liaison with central government policies 
at both Ministry level and Directorate Gen-

Alternative Weight Percentage (%) Priority 

HR development policies 0.488 49 1 

Knowledge management development policies 0.264 26 2 

Organization and infrastructure development 
policies 

0.247 25 3 

Table 4. Alternative Strategies Priority  
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eral level. 
Secondary in importance were admin-

istrative officials. The importance of admin-
istrators in strategies on improving BBP2HP 
lies in the responsibility vested in them in 
implementing all public service activities 
and government administration. Nonethe-
less, the effectiveness of the four administra-
tor officers in BBP2HP is in part influenced 
by the role of BBP2HP head, to whom they 
are accountable, as well as supporting staff 
(supervisors) who assist them in executing 
their work. It is not surprising that supervi-
sors were ranked third in importance in im-
plementing organizational strategies on im-
proving performance. BBP2HP has nine su-
pervisors, who are charged with controlling 
the general functional officials.  

Specialized functional officials were 
ranked fourth in importance in improving 
organizational performance. There are 48 
specialized functional officials in BBP2HP. 
Such officials deliver services in the organi-
zational based on specialized knowledge and 
competence. In carrying out their duties, 
specialized functional officials are directly 
accountable to BBP2HP head, as well as in-
directly to administrators and supervisors. 

General functional officials were 
ranked fifth in importance. The 54 general 
functional officials in BBP2HP are charged 
with providing public service activities as 
well as government administration.  

Discussion-Priority of Organizational 
Goals 

The overarching goal of BBP2HP is to 
become a public service unit that can deliver 
excellent services. To achieve the goal, the 
organization has had to implement, efforts 

toward improving the quality of public ser-
vices. This can be done by adopting and im-
plementing ISO standards in of the certifica-
tion and testing processes and procedures of 
delivering services, enhancing the compe-
tence of service providers, strengthening the 
management of public complaints and cus-
tomer satisfaction through conducting sur-
veys and using information technology. 
Those efforts done continuously and must be 
in line with the National Bureaucracy Re-
form program, as well as informed by the 
needs and expectations of the public service 
users. Third in importance for improving 
BBP2HP performance is the goal of increas-
ing the quality of testing of the new fishery 
products. The goal is an effort by BBP2HP 
to support the production of competitive 
fishery products for both the domestic and 
international markets.  

The third priority goal of improving 
BBP2HP performance was increasing the 
human resource quality. Enhancing human 
resource quality is pivotal for improving the 
capacity of the organization to deliver quali-
ty services and products Some of the efforts 
implemented to achieve that included 
strengthening human resource planning 
through streamlining the formulation, re-
cruitment and selection of new human re-
sources, enhancing human resource develop-
ment through such efforts as personnel com-
petency training, learning tasks and permits, 
promotion and transfer of employees to oc-
cupy higher positions, individual perfor-
mance measurement using online Employee 
Work Target (SKP) system that is monitored 
on a regular basis, as well as improving em-
ployee remuneration 

Figure 2. Sub-alternative Strategies of HR Development Policies Synthesis Result  
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Discussion-Ranking Strategy Priorities  
Based on research results, it is evident 

that human resource development policies 
are the most important in improving 
BBP2HP performance. This is attributable to 
the important role quality and knowledgea-
ble human resource plays in providing and 
delivering quality public services to stake-
holders. To that end, human resource devel-
opment should be top priority, with such ac-
tivities as enhancing the quality, skills, capa-
bilities and loyalty of employees. Achieving 
that ensures both increased organizational 
performance, higher customer satisfaction 
and low employee turnover. To support the 
strategy, knowledge management develop-
ment and organizational and infrastructure 
development policies, are needed to create 
condusive organizational learning process 
and experience, and strengthening and 
streamlining organizational planning, infra-
structure and operational processes, respec-
tively. Components of human resource de-
velopment strategy rankled by importance 
include training and developmentas con-
firmed by Sujiati (2017) and (Wijaya 2014) 
citing the role played in enhancing employee 
competencies.  

Th managing performance, which en-
genders the emergence of integrated process 
that support organizational performance as 
corroborated in a research by Verbeeten 
(2008) that cites improvement in the setting 
of organizational goals division of authori-
ties in decision making, and in measuring 
and evaluating performance improvement. 
Another important factor in improving hu-
man resource development is recruitment 
and selection. Based on Aziz et al.((2017), 
showed that recruitment and selection has a 

positive effect on improving employee per-
formance, while noted as equally important, 
is facilitating career development which is 
associated with increase in employee 
productivity (Robbins, 2015), and employee 
performance (Harlies, 2012). Improving the 
remuneration system, right from recruitment 
and selection of employees, career develop-
ment and retirement, is also crucial for en-
hancing human resource capacity and com-
petence in an organization. Sancoko (2010) 
shows the pivotal role that effective remu-
neration plays in enhancing employee per-
formance  

Discussion- Kep Components of Organi-
zational and Infrastructure Strategy 

With regards to key components of 
organizational and infrastructure develop-
ment strategy, the most important is improv-
ing the working mechanisms or standard op-
erating procedures (SOP). Standard Opera-
tional Procedure contain detailed and sys-
tematic description of wor , which serves as 
guidance in executing it appropriately, accu-
rately and consistently (Tathagati 2015). Ex-
istence of streamlined SOPs equips the or-
ganization with the ability to conduct 
smooth coordination, absence of duplicity/
overlap, development of working relation-
ship, clarity of authority and responsibility 
of each employee (Wibowo 2011). That is 
why SOP are associated with improved em-
ployee performance (Kusumastuti 2014). To 
that end, to enhance performance, BBP2HP 
should streamlined and strengthen working, 
which must be in line with existing tasks and 
functions. Other key components in this re-
gard include conducive leadership that 
moves, empowers and directs organizational 

Figure 3. Sub-alternative Strategies of Organizational and Infrastructure Development Policy Syn-

thesis Result 

Eka Sunahwati, Muhammad Syamsul Maarif, Anggraini Sukmawati — Human Resources Development Policy…. 

Source: Data Analysis 

http://u.lipi.go.id/1445500185


59 

 

Copyright © 2019, JKAP, ISSN  0852-9213 (Print), ISSN 2477-4693 (Online)   

resources effectively and efficiently towards 
achieving goals; fosters control in the imple-
mentation of the Internal Control System 
(SPIP); budgetary support that is commensu-
rate with task burdens and functions of the 
organization, and must be executed in ac-
countable and transparent manner to have 
positive impact on organizational perfor-
mance (Setyawan and Rohman, 2013). 
Meanwhile, improving work culture which 
relates to values that become the nature, 
habits, driving force and entrenched in the 
life of an organization hence reflected in at-
titudes, behaviors, beliefs, ideas, opinions 
and actions that manifest as work 
(Kurniawan et al.,2012) and (Utami, 2015) 
improving facilities and infrastructure sup-
port by supporting organizational processes 
that enable the organization to achieve its 
goals, and are enjoined in article 15, Act No. 
25 / 2009 on Public Service that stipulates 
the need for the provision of infrastructure 
and facilities to create a condusive climate 
for public service delivery; and enhancing 
employee participation, which Robbins and 
Judge (2015) and Mufeed and Gulzar et al.,
(2015) fosters collaborative and participa-
tory decision making in the organization. 

Discussion- Components of Knowledge 
Management Development Strategy 

Based on research results, building a 
shared vision was ranked as the most im-
potant component of the knowledge man-
agement development strategy. The im-
portance of shared vision lies in ability for 
joint exploration of the future image of the 
organization which in the end fostering gen-
uine commitment and self-awareness 
(Senge, 1990); generating and strengthening 
employee enthusiasm for the future of the 

organization as well as elevating motivation 
to contribute toward the progress of the or-
ganization. To that end, principles and prac-
tices in sharing vision are essential in guid-
ing efforts toward achieving organizational 
goals through knowledge (Tobing and Fitri-
ati, 2009).  

Knowledge sharing sessions is another 
important component of knowledge manage-
ment strategy that is pivotal for organiza-
tional performance registering weight value 
of providing (0.333). Its importance arises 
from enhancing social interaction that in-
volves the exchange of knowledge, experi-
ences and expertise in the organization, 
which enhances employee working efficien-
cy, effectiveness and performance (Maha, 
2012). It is worth noting that the creation of 
knowledge sharing skills in public organiza-
tions requires the deployment of employees 
with sufficient experience and the existence 
of subsystems that supports collaboration 
between individuals and organizations 
(Sujiati, 2017).  

Meanwhile, developing an agent of 
change and establishing a technology-based 
knowledge portal, were ranked third and 
forth in important with respect to the contri-
bution of knowledge management toward 
organizational performance. The importance 
of the two factors lies in the capacity they 
equip to use technology to store existing 
knowledge, neatly, safely and in an easily 
accessible manner for all members of the 
organization. Moreover, knowledge portal 
can be used as a vehicle to share knowledge 
and enhance a culture of knowledge sharing; 
mechanisms to build the culture of creative, 
innovative and knowledge sharing. Howev-
er, effective knowledge management re-

Figure 4. Sub-alternative Strategies of Knowledge ManagementDevelopment Policy Synthesis  

Result  
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quires adequate technical support and com-
pensation for employee efforts which fosters 
their active participation in supporting the 
success of the system (Putri and Pangari-
buan 2009). Equally important is the need to 
put in place skilled personnel or knowledge 
officers who are charged with the responsi-
bility to identify, codify and organize vari-
ous relevant sources of knowledge; encour-
aging the use of knowledge, maximizing in-
novation and encouraging the creation of 
new knowledge; guiding the process of 
change in the organization in achieving the 
expected goals that are integral to the change 
process by connecting the sources of change 
(knowledge, innovation, public policy) with 
the stakeholders as the target of change.  

 

CONCLUSION 

Human resource development policy 
strategy is the most important strategy to 
improve BBP2HP performance. Compo-
nents of human resource development policy 
encompass enhancing staff training and de-
velopment. To support human development 
strategy, knowledge management develop-
ment policy, which contributes to strength-
ening the capacity of the organization to de-
velop a shared vision that is crucial for 
achieving organizational goals. 

Combining human resource develop-
ment, knowledge management and leader-
ship, contributes to strengthening employee 
capabilities, skills, competencies, motiva-
tion, commitment and behavior, which in 
turn increase organizational performance. 
Although other factors are important, the 
role that leadership plays in initiating, organ-
izing, directing and managing strategy is the 
most important and decisive in ensuring the 
success of efforts to improve organizational 
performance. This is evident in the im-
portance that BBP2HP leadership plays in 
various ways in fostering organizational per-
formance. The attributes to leadership that 
contribute to organizational performance 
include but not limited to being a visionary, 
has good communication skills and under-
standing of organizational employees; cre-
ates a conducive situation through motivat-
ing, protecting, serving, and evaluating the 
performance subordinates as well as show 
assertiveness where necessary to ensure that 

employee work effectively, efficiently and 
professionally.  

Suggestion for future research should 
be directed toward using Analytical Network 
Process or AHP analysis tools to analyze the 
importance and contribution other factors 
such as in motivation, job satisfaction, disci-
pline and others that are not limited by the 
existing structure, on improving organiza-
tional performance.    
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