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Abstract

This research aims to focus on analysing how website-based SKP in Medan City to form
Smart ASN is carried out. The method used is a qualitative method with a case study approach.
The data collection techniques include in-depth interviews, direct observation or observation,
and documentation. Researchers used interactive model analysis as an analysis technique in
this study Data analysis begins with reviewing all available data from various sources. After
reviewing, the next step is data reduction, unit arrangement, categorisation, and data
interpretation. Data presentation was done with narrative text and pictures. The last stage is
conclusion drawing or verification, where researchers express findings from the data obtained
during the data collection. The results showed that the Medan City Government had encouraged
organisational success through professional ASN HR performance management. One method is
a measurable employee performance appraisal system using a website-based online SKP
management system. The Medan City Government's working mechanism follows the Agile work
scale concept. ASN core values have become a strong foundation for strengthening work culture
and have become a guide in implementing ASN performance management to support the
implementation of e-government towards Smart ASN. Smart ASN is a digital talent and leader
supporting bureaucratic transformation in Indonesia. On the other hand, there are weaknesses
when giving assessments to ASNs by other ASN colleagues that are often not realised, namely
the existence of a culture of reluctance to give assessments. As a recommendation, coordination
with the central government can overcome the overlapping management systems implemented
to make it easier for ASNs to achieve their performance targets.
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1. INTRODUCTION

A government agency is a public body of individuals specifically selected to provide
public services (Al-Kharabsheh et al,, 2023; Ferine et al.,, 2023; Homauni et al., 2021). To
achieve the goals of government agencies, it is very important to manage, mobilise and utilise
existing human resources effectively and efficiently (Setiawan et al., 2024). As state servants
serving the community by adhering to the vision and mission, the State Civil Apparatus (ASN)
should show good discipline in carrying out the assigned tasks (Nursiah, 2017). This is very
important because productive and efficient performance will enable optimal results in
accordance with the expectations of both the relevant agencies and the community as a
whole.

According to Elprama (2017), one of the important attitudes for ASNs is the ability to
use and manage time effectively in carrying out their duties, which shows respect for time.
In addition, ASN must also have the ability to compete and be professional at work because
job demands are increasing. Organisations and employees need each other (Putrikinanty,
2021). If an employee can progress at the agency where he works, the agency and the
employee will benefit. According to Sumarto & Sihotang (2021), success for an ASN is an
opportunity to actualise their potential and meet their needs, while for the agency, success
will be a means towards better growth and development.

An organisation's success in achieving its goals depends on its organisational
resources. Organisational resources can be divided into two types, namely human resources
and non-human resources (Murliasari et al., 2023; Purba et al., 2022). However, of the two
types of resources, human resources are considered the most dominant factor (Astari et al.,
2019). Human resources include all individuals who are members of the organisation, each
with their roles and functions. Humans are the most important element in the organisation,
and the success of the organisation in achieving its goals through various means and facing
various challenges, both external and internal, is largely determined by the organisation's
ability to manage human resources appropriately (Ramadhan et al., 2019; Sudarso et al,,
2023).

Quality human resources is very important to achieve an organisation's goals and
expectations, especially in public organisations (Prasetyo & Saefudin, 2023; Rahman &
Bahar, 2016). In addition, organisations need to conduct performance appraisals to keep

employee performance optimal and in accordance with predetermined goals (Sulasiah,
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2019). This performance appraisal evaluates whether employee performance has reached
the expected work standards. Employee performance reflects the success or failure to
achieve organisational goals (Widayati, 2013). Performance appraisal is based on job
descriptions outlined in the duties and responsibilities of each employee, and the assessment
is carried out by considering previously set work standards (Akhmadi, 2017; Anwar et al,,
2023).

Several previous studies have been conducted on the employee performance system.
For example, research on employee performance using online systems or applications in
various public or private companies (Erialdy, 2018; Lembong et al., 2021; Ulumy, 2019).
Other research was also conducted to focus more on management (Nurjannah, 2015;
Wahyuni & Lukito, 2019; Yuningsih, 2018). In addition, research on the use of websites has
also been conducted in various regions, such as in Central Java (Sari, 2016), Serang, Banten
(Putrikinanty, 2021), in IT schools (Purba et al, 2022), even in private institutions
(Nurmawan & Mulyati, 2019). Rahman & Bahar's (2016) research shows that online service
innovation can be used as a reference for innovation programmes because it meets the
characteristics of innovation, according to Rogers (Dorji et al,, 2022). However, there is no
research from several previous studies that discusses the assessment of employee
performance in Medan City. Therefore, the researcher wants to take a position to fill the
research gap.

In Medan City, innovation in performance appraisal information services is carried
out through a website-based personnel information system. This is done by the Civil Service
and HR Development Agency of Medan City (Badan Pengembangan Kepegawaian dan SDM
Kota Medan) to deal with various obstacles, such as manual systems through physical letters,
which cause piles of archives that are not environmentally friendly; applicants must be
present in person, which requires time, energy, and costs, and physical letters are less
effective. In the current era of digitalisation, government administration activities at the
central and regional levels are increasingly encouraged to be carried out online (Lembong et
al,, 2021; Ulumy, 2019). This is related to the development of civil service in the future, which
has the vision to prepare ASNs who are professional, able to compete, and can cope with the
rapid development of the world in various aspects of life (Yuningsih, 2018).

Without adequate competency requirements for ASNs, the state administration
system cannot carry out its mission properly (Wahyuni & Lukito, 2019). Therefore,
increasing ASNs' competence and performance assessment is an absolute requirement to
build a good state administration system and process. ASN performance appraisal is also
closely related to the Civil Servant Performance Management System, which, according to

Article 1 paragraph (1) of PP No. 30 of 2019, is a systematic process consisting of
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performance planning, implementation, monitoring, and performance coaching,
performance appraisal, follow-up, and performance information systems. In other words,
ASN performance appraisal is based on performance planning at the individual and unit or
organisation levels, considering targets, achievements, results, benefits, and ASN behaviour.

The Employee Performance System (SKP) is a tool used to improve the performance
of ASNs in carrying out their duties and responsibilities in managing the government. With
the SKP, it is expected to create professional and qualified human resources who can provide
effective and efficient public services. SKP also provides clear guidelines for employees to
achieve their goals in the next year to help them focus on achieving the goals set. Therefore,
researchers want to focus the purpose of this research on analysing how website-based SKP
in Medan City form Smart ASN.

2. LITERATURE REVIEW
2.1 E-Government Innovation

Innovation is an idea, practice or project perceived as new by individuals or society
(Dorji et al,, 2022). Innovation includes perception, which allows individuals, communities
and social systems to have different views when looking at innovations. While some
innovations may have been discovered a long time ago, some individuals still perceive them
as new and are still considered innovations. According to Winterling et al. (2016), successful
innovation is continuously developing new processes, service products, and service methods
that can improve efficiency, effectiveness, and quality of results. Process innovation relates
to the regulatory, organisational, and policy changes required for continuous innovation in
quality. Service procedure innovation involves improvements in interactions with service
recipients or new service delivery methods. Strategic or policy innovation, meanwhile,
involves the organisation's vision, mission, goals and strategies, as well as the realities they
address. Encouragement from certain parties or observation of innovations made by others
can encourage people to innovate.

Innovation characteristics can be used as a factor in assessing the success of
innovation. First, relative advantage shows how superior innovation is compared to
previous innovations or usual practices. The value of novelty becomes a characteristic that
distinguishes innovation from others. Second, suitability measures the extent to which the
innovation can be adapted to users' values, experiences, and needs. Innovations that are
incompatible with user norms and values will be difficult to adopt. Harmony is also
important in creating innovations that suit the needs of a region. Third, complexity indicates
the level of understandability and ease of use of the innovation. Innovations that are easy to

use will spread quickly. Fourth, innovations must be tested first before being filed for a
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patent. Innovations that prove successful in trials will be adopted more quickly. Fifth,
observability measures how easily others can see the results of using the innovation. The
easier it is to see, the more likely the innovation will be adopted by others and become an
example for other regions to follow (Cho, 2015).

Innovation is uniquely characterised as a new way of replacing an old way of
producing or doing something (Dorji et al., 2022). However, it is important to remember that
the geographical dimension also plays an important role in the perception of innovation. An
innovation may be considered new and innovative in one place but already considered old
and common in another place that is more advanced in technology application (Street et al.,
2007; Venclova et al,, 2013). Therefore, innovation assessment should consider a particular
place's geographical context and technological developments. In Indonesian policy, public
service innovation is directed towards developing E-Government. According to Akhmadi
(2017), implementing E-Government, including the Personnel Information System, can
improve efficiency, effectiveness, transparency, and accountability in governance through
communication and information technology. This e-government work mechanism refers to
the Agile work scale mechanism, a software or website development methodology that
involves teams working on projects collaboratively and flexibly, focusing on the desired
results (Berntzen et al., 2023).

2.2 Employee Performance Appraisal

A performance evaluation system is needed to measure performance to show how
well a person or organisation is achieving its goals (Barbosa & Martins, 2007). There are
various methods that can be used in performance evaluation, but in general, they can be
grouped into two types: past-oriented appraisal methods and future-oriented appraisal
methods (Hunuganahalli Paramesh et al., 2020).

Two methods can be used when conducting performance appraisals. First, past-
oriented appraisal methods are commonly referred to as Past-based methods. This method
measures a person's performance based on his work. Although the advantage is that the
assessment is clear and easy to measure, especially quantitatively, the disadvantage is that
the measured performance cannot be changed, so it can sometimes be misleading in showing
how much potential a person has. Secondly, there are future-orientated performance
appraisal methods (Riyadi et al.,, 2023; Sulistianingsih et al., 2022). This method assesses
how much potential an employee has and his ability to set expected performance in the
future. Although this method sometimes still uses past-based methods, performance records
are still used as a reference for setting expected performance (Hunuganahalli Paramesh et
al.,, 2020; Lin, 2021).
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In addition, Homauni et al. (2021) divide performance appraisal methods into two
types: methods that focus on individual behaviour or Behaviour Oriented Rating Methods
and methods that focus on assessing individual work results or Results Oriented Rating
Methods. These two performance appraisal methods aim to strengthen Human Resource
Management (HRM), and the role of HR today has undergone significant changes from
administrative workers to professional workers with agile characteristics and typical digital
literacy in new normal situations. This professional worker in this context is called a "Smart
ASN". The achievement of the Smart ASN profile must be reflected in the procurement and
competency development process of ASN by encouraging the formation of an HR apparatus
who have integrity, nationalism, professionalism, global insight, mastery of information
technology (IT) and foreign languages, a high spirit of hospitality and entrepreneurship, and
an extensive network of friends.

3. RESEARCH METHOD

The researcher in this study used a qualitative research method with a case study
approach because it observes the conditions under study with the intention of interpreting
the phenomena that occur (Yin, 2016). Qualitative research is conducted by collecting
information from various sources, then analysing the data by asking various questions and
procedures and collecting specific data from participants (Creswell & Creswell, 2018;
Ollerenshaw & Creswell, 2002). The researcher also used an inductive data analysis method
that starts from specific themes to general themes and interprets the meaning of the data.
Meanwhile, the descriptive analysis examines the status of groups, conditions, attitudes and
views on a social phenomenon and sorts out the data according to the existing situation
(Denzin & Lincoln, 2018). In this case study approach, the research was conducted by
exploring the use of a website-based work performance assessment information system in
the Medan City government.

This research was conducted in Medan City by designing the research subject at the
Regional Apparatus Organisation (OPD), namely the Regional Staffing Agency of Medan City
Government (Badan Kepegawaian Daerah Pemerintah Kota Medan) because it has an
innovative program in the field of website-based work performance assessment that focuses
on improving performance and improving the quality of human resources to support staffing
administration efficiently and effectively. Thus, the main focus of this research is on the
preparation of employee performance objectives using the website and its implementation
to realise Smart ASN.

In this research, the data collection techniques used include primary data collection

conducted directly from the field using several methods, namely in-depth interviews, direct
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observation or observation, and documentation (Creswell et al., 2007; Creswell & Miller,
2000). In-depth interviews were conducted by asking open-ended questions and extracting
information from informants as a whole, with follow-up questions to obtain more detailed
information. There is a list of informants whom the researcher has appointed as data
sources. The informant's list consists of various parties, including the Head of the Personnel
Management Information System Subdivision, Head of Division, Procurement Officer,
Personnel Administration, Head of the Appointment Subdivision, and Civil Servants (Users
of the Personnel Information System). In the research, there are several specific criteria that
the informants must meet. First, the informant must be able to reflect back on the
phenomenon he experienced and its nature and meaning. This aims to obtain natural and
reflective data so that it can describe the actual situation. Secondly, informants must have
direct experience of events related to the research topic. This criterion is very important in
case study research, where informants must be able to provide descriptions from a first-
person perspective. Even though the informants are demographically suitable, they cannot
be used as informants if they do not have direct experience. This criterion supports the
authenticity of the research. Furthermore, informants must be willing to engage in research
activities that may take a long time. Finally, informants must be willing to be interviewed
and have their activities recorded during the research. By fulfilling these criteria, informants
can be a source of valid and accurate research data.

The observation was conducted to observe the phenomenon of using a website-based
work performance assessment information system in the Medan City government and
record it descriptively, both in the form of quantitative and qualitative data, such as tables,
figures, maps, and photographs (Denzin & Lincoln, 2018). Documentation is used to record
events that have already occurred, whether in the form of writing, pictures, or others.
Meanwhile, secondary data is data obtained from literature books, decrees, regulations,
journals, articles, print or electronic media, and other written documents that can be
accounted for (Yin, 2016). Secondary data collection is done by collecting the necessary
information from literature sources.

After raw data is obtained from observations, interviews, and documentation, the
data will be processed and compiled based on the previously compiled data extraction
guidelines. The results of interviews with various parties are identified according to the
questions asked by the researcher to these informants (Creswell et al.,, 2007; Lapan et al,
2012). In this case, the researcher will collect data from various sources to gain a better
understanding of the innovative use of the website-based work performance assessment
information system in the Medan City government.
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The researcher uses interactive model analysis as an analysis technique in this
research (Miles et al., 2014). According to Miles et al. (2014), interactive data analysis begins
with reviewing all available data from various sources, such as interviews, field observations,
personal documents, official documents, photographic images, and so on. After reviewing,
the next step is data reduction, unit arrangement, categorisation, and data interpretation.
Data reduction is done by summarising, selecting key points, focusing on important things,
looking for themes and patterns, and discarding unnecessary ones. The purpose of data
reduction is to simplify the data obtained during data collection in the field. Data
presentation is done with narrative text, tables, and pictures, which cannot be separated
from the research objectives to discover the problems. The last stage is conclusion drawing
or verification, where researchers express conclusions from the data obtained during the
data collection.

4. RESULTS AND DISCUSSION
4.1 SKP Online as e-Government

The Medan City Government continues to encourage the success of the organisation
in achieving the goals and objectives that have been set by managing the performance of
human resources (HR) as a professional ASN. One of the integrated HR management
methods in Medan City is a measurable employee performance appraisal system that can
support organisational achievements. Employees in the Medan City Government are
considered organisational assets, so it is important to manage and foster them appropriately
to achieve performance that supports the vision and mission of the city government.
Therefore, ASNs are required to make Employee Work Targets (SKP) based on the agency's
annual work plan, which includes job duties and targets to be achieved in one year. Violations
of these rules will be subject to disciplinary sanctions in accordance with applicable laws and
regulations for ASNs who do not prepare SKP. In addition, the ASN work behaviour
assessment will also include several aspects such as service orientation, integrity,
commitment, discipline, cooperation, and leadership.

In the Medan Mayor Regulation Number 5 of 2020 concerning Additional Income for
ASN Employees of the Medan City Government, there are several provisions that ASN
employees must obey. First, every ASN is required to make a work report through the SKP
Online Application. Second, the work report must be submitted every first day until the third
day of the following month to the immediate superior to be assessed. Third, the immediate
superior must verify the work report on the fourth day, and the assessment is final. Fourth,
if the immediate superior cannot assess the work report for certain reasons, the assessment

can be submitted to the immediate superior of the assessing official or the Head of the
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SKPD/work unit. Fifth, for ASN employees who do not submit work reports on the first
working day until the third working day of the following month, TPP-ASN will only be given
a maximum of 40% of work discipline. Lastly, for appraisal officials who are proven not to
conduct work productivity assessments on their subordinates, sanctions will be imposed in
the form of additional income deductions of 50% of the total additional income.

Currently, the Medan City Government uses a website-based online SKP management
system that has been running until now (2023). Medan City Government already has an
application to generate web-based SKP at the URL: https://bkd.pemkomedan.go.id/skp/.
Each employee has an account to log in and fill in the SKP. From the observation of the
application, it can be seen that each employee has two roles, namely, an employee who fills
in the SKP and can be an SKP supervisor for his subordinates. The following is the display
and usage sequence of the online SKP application used by the Medan City Government.

§ GALAR RLPCGAVIALAN DALRAI D8N PINGLMBANGAN SUN KDTA NLOAN

(%4 SISTEM INFORMASI PENILAIAN PRESTAS! KERJA PEGAWAI

"L .S JABATAN HANTA TG PARTIDIKER IAK AN, TID!
INANDILAKSANAKAN BERSSM ‘ S AHA LU LRGN

Figure 1. Website display

After successfully logging in, six main menus are available in the online SKP
application in Medan City Government. The first main menu is SKP, which contains
information about the tasks and performance targets to be achieved by employees in a year.
The second menu is Monthly SKP Assessment, which allows superiors to evaluate employee
performance periodically within a month. The third menu is Additional Tasks and Creativity,
which contains information about additional tasks or creative projects assigned to
employees. The fourth menu is Behaviour, which covers aspects of work behaviour such as
service orientation, integrity, commitment, discipline, cooperation, and leadership. The fifth
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menu is Print Output, which allows users to print employee performance evaluation results
in reports or other documents. The sixth menu is Upload Employee Appraisal Results, which
allows supervisors to upload employee performance appraisal results into the system. In
these menus, there are sub-menus that allow it to be used as needed.

From the interview results, it was found that this website-based SKP aims to create a
productive, effective, and efficient employee profile so that an HR management system is
needed in the Medan City government that provides security and security comfort for the
ASNs who work in it. The system must be efficient, effective, fair, transparent, and unaffected
by political interests, individuals, or certain groups. This website-based SKP system creates
a conducive environment for ASNs to work and perform so that ASNs feel valued and get
attention from their work organisation.

This working mechanism refers to the Agile work scale mechanism, which is a
concept that provides a new paradigm for bureaucratic organisational systems (Pan et al,,
2023). Agile work scale is the ability of organisations to deal with unexpected changes to
meet society's evolving needs by developing software or websites that involve teams
working on projects collaboratively and flexibly with a focus on the desired results (Berntzen
etal, 2023; Ferine etal.,, 2023). The Agile concept comes as a solution in utilising information
communication technology in the digitalisation era. For the agile concept to be successfully
implemented, visionary and innovative people are needed to operate the Agile work scale.
The agile concept is a collaboration between the Industrial Revolution 4.0 and Society 5.0,
which can create instant innovation that can be accessed by all ASNs (Berntzen et al.,, 2023).
Agile works by responding quickly to changes and changing the way of thinking, working,
and interacting with service users. Agile principles can be applied in ASN service and
management by changing the way of thinking and changing old work patterns in a fast and
agile way in responding to change (Pan et al,, 2023). One way to apply the Agile concept in
government bureaucratic services is by simplifying the bureaucracy towards digitalisation
or web-based computerisation, which the Medan City Government has implemented.

Digitalisation or computerisation is an effort to build human resources that can
master science and technology independently so that they can contribute to the top priorities
for the national development agenda. However, to achieve this, it is necessary to develop
new ways because the old ways are no longer effective enough. One of the efforts that can be
made is to harmonise the basic values of ASN throughout Indonesia to strengthen the work
culture (Putrikinanty, 2021; Sumarto & Sihotang, 2021). Thus, this will provide satisfaction
to the public with the services provided by ASN.

The system built by the Medan City Government helps ASN employees think, speak,

and behave, ASN's core values with the word "ber-Ahlak". In this case, the word "ber-Akhlak"
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is used as an acronym consisting of seven ASN basic values, namely "service-oriented,
accountable, competent, harmonious, loyal, adaptive, and collaborative". The motto "proud
to serve the nation" is the ASN motto at work (Murliasari et al., 2023; Damadita & Widarsa,
2021; Purba et al., 2022). These core values are important because there are differences in
the translation of the basic values and the ASN code of ethics and code of conduct contained
in Law number 5/2014 concerning ASN. Therefore, it is necessary to determine one ASN's
core values so that all ASNs have the same perception and easily apply these basic values.

Thus, ASN Core Values will become a strong foundation for strengthening work
culture and become a guide in implementing ASN performance management (Su etal., 2017;
Sudarso et al, 2023). This will facilitate the management of ASN and strengthen a
professional work culture in serving the community. Every ASN must interpret the
orientation of quality and professional service well and apply it for the nation's progress.
ASN must be able to eliminate the negative stigma of the community regarding extortion
practices that often occur in the public service process. By providing good services and
according to procedures, corrupt practices can be avoided, not only at the central ASN level
but also at the regional level, such as the system built by the Medan City Government.

4.2 Towards Smart ASN

The post-Covid-19 Pandemic has changed how public services were previously
conventional (requiring a face-to-face process) to online and digital-based (not requiring a
face-to-face process). Therefore, the digitalisation of the bureaucracy is very important, and
the government must shift from a conventional bureaucratic model to an e-government
model (Akhmadi, 2017). To realise this, the Medan City Government has changed the
mindset, competence, and mentality of the government bureaucracy that supports the
implementation of e-government. This should be widely encouraged, especially in the
context of bureaucratic reform that continues to be pursued in government agencies today.

From the perspective of Human Resource Management (HRM), life in the era of the
Industrial Revolution 4.0 has changed from emphasising the role of HR as administrative
workers to emphasising the role of HR as professional workers who have agile characters
and distinctive digital literacy in the new normal situation after the Covid-19 Pandemic.
According to Antonius et al. (2020), significant changes are needed in the format of
competency requirements for future ASN procurement. The focus on achieving the "Smart
ASN" profile must be reflected in the ASN procurement and competency development
process by encouraging the formation of human resources with integrity, nationalism,
professionalism, global insight, and mastery of credible information technology (IT).
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Improvement and transformation in the administrative field, known as bureaucratic
reform towards e-government, can be interpreted as an attempt to induce administrative
transformation against existing resistance (Winterling et al., 2016). One of the main points
in this endeavour is performance improvement through technology adoption (Venclova et
al,, 2013). There are four important driving factors in the process of bureaucratic reform
towards e-government. First, the a need to make changes and updates by adopting
technological developments. Second, an understanding of changes in the national strategic
environment. Third, understanding changes are occurring in the global strategic
environment, where technological changes due to the Industrial Revolution 4.0 greatly affect
bureaucratic reform. Bureaucratic reform 4.0 includes three main aspects: collaboration,
innovation, and the utilisation of information and communication technology. Information
technology will also play an important role in human resource management in the future.
The fourth factor is understanding paradigm shifts in governance, such as decentralisation,
autonomy, democracy, public accountability, transparency, and law enforcement (Yuningsih,
2018). In this context, the Medan City government is not only a friendly bureaucracy but also
broad-minded, technology-savvy, and competitive. Also important is Smart ASN as a servant
and driver of development in Medan City.

Smart ASN is a digital talent and leader supporting bureaucratic transformation in
Indonesia. In the era of Industrial Revolution 4.0, as it is now, the ability to utilise
opportunities from advances in science and technology to create innovations is very
important. Smart ASNs who are proficient in technology will encourage the progress of the
Indonesian government system towards a bureaucracy that is in accordance with the spirit
of the Industrial Revolution 4.0 (Erialdy, 2018). All types of public services can be carried
out digitally and well integrated to optimise the quality of public services. ASNs who are
already familiar with technology in Medan City must improve their insights and skills to
adapt to the evolving situation. The local government implements ASN management in
Medan City in accordance with the provisions of applicable regulations.

Several other important factors exist to consider when implementing an employee
performance management system. One of them is committed. Commitment is very important
because it relates to how much employees care about the implementation of the employee
performance management system (Sulasiah, 2019). If employees do not have a sufficient
commitment to implementing this system, they tend to be ignorant and indifferent to the
changes that occur, leading to a lack of understanding of the system. Conversely, if employees
have a high commitment, then implementing the employee performance management
system will feel more effective and positively impact them.
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On the other hand, there are also weaknesses when giving assessments to ASNs by
other ASN colleagues that are often not realised, namely the existence of a culture of
reluctance to give assessments. The culture of shyness is a mechanism that regulates social
relations in order to remain harmonious. This is reflected in the bureaucratic work
environment in Indonesia, which still prioritises personal social relationships and respect
for one another, especially young people (juniors) and older people (seniors). As a result,
performance appraisal results usually fall into the good or moderate category, reflecting a
manifestation of collectivism rooted in a culture of respect in maintaining harmonious social
relations (Ferine et al, 2023; Ichsan et al, 2023; Erialdy, 2018; Nurjannah, 2015).
Performance appraisal is used to measure an employee's contribution to an organisation.
Although measures or indicators have been used to conduct the assessment, there are still
elements of subjectivity that are difficult to avoid, so the assessment results become biased.

Finally, implementing sustainable bureaucratic reform can lead to changes in
government organisations that ultimately impact the performance of public services.
Therefore, setting clear performance targets and effective communication with all
employees is essential. Effective performance management should also be implemented,
including the concept of managing people for results, which includes three topics, namely
performance systems, communication styles, and performance system coaching (Nuraedah
& Saefudin, 2024; Venclova et al,, 2013). As a recommendation, there should not be too many
overlapping management systems in government (central and regional), which can confuse
adapting ASNs. Coordination with the central government can resolve these overlapping
management systems. The management system must be flexible and make it easier for ASNs
to achieve performance targets.

5. CONCLUSION

The website-based Employee Performance System (SKP), which was developed by
the Medan City government, is an effort towards e-Goverment. The Medan City Government
continues to encourage organisational success in achieving the goals and objectives set by
managing human resources (HR) performance as a professional Smart ASN. Currently, the
main findings of this research are the results obtained that the existence of a website-based
SKP in the Medan Koa government environment is a good step to creating a productive,
effective, and efficient ASN employee profile so that an HR management system is needed in
the Medan City government that provides security and comfort for the ASNs who work in it.
The recommendation from this research is to continue improving the existing system, which
can slowly be improved to a higher level, such as using applications or the like that make it

easier.
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