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The purpose of this study is to determine the most necessary competence factors
involved in the performance of the personnel in the Criminal Unit of Asahan Police
Detectives, so then it can be improved. This study also intends to develop education
and training development policies to improve the competence of the personnel
in the Asahan Criminal Investigation Unit, so then performance can be improved.
This research indicates that the most needed competency factor to improve the
performance of personnel in the Asahan Criminal Investigation Unit is technical
knowledge and the tactical aspects of investigation.

competency factor, knowledge, skill, attitude, Police Resort Asahan

The performance of the Asahan Criminal Investigation Unit of Asahan Police is insepa-
rable from the availability of Human Resources (HR), who perform tasks in accordance
with tupoksinya. The competence of Asahan Criminal Investigation Unit personnel in
relation to conducting investigations is very decisive. The competence of the person-
nel will encourage successful or unsuccessful cases depending, this will improve (or
worsen) unit performance. Therefore, it is necessary to select qualified personnel who
have competence and expertise in the field of investigation so then the performance of
the Criminal Investigation Unit of Asahan Police can be increased. A person achieving
high performance in his work finds that this is strongly based on their competence to
do with that field of work.

According to facts, the placement of Police personnel, especially those assigned to
the Criminal Investigation Unit of Asahan Police, has not been based on the compe-
tence of the personnel. This can be seen from the presence of Brimob and Sabhara
personnel assigned to the Criminal Investigation Unit, where the tasks of Brimob and
Sabhara are very different from Reskrim’s duties. In addition, there are still many
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personnel who do not have the training specialization of Criminal Detective Vocational
Education, but who are still placed as a member of the Criminal Investigation Unit of
Asahan Police.

If the placement of personnel is not in accordance with their individual competence
and abilities, then the work becomes a task that will not be resolved as expected.
This leads to decreased enthusiasm and decreasing work performance, which makes
performance to decline.

This research was a descriptive study conducted to find out and explain the actual
characteristics studied (Now, 2007). According to Sinulingga (2013), the purpose of
descriptive study research is to obtain a profile or to discover the relevant aspects
of an interesting phenomenon within a particular organization or group. Meanwhile,
according to Nawawi (2003), the descriptive method is a research method that focuses
on the problems or phenomena that are actually happening at the time of the research
done, before going ahead to describe the factors. The factors investigated were accom-
panied by a rational and accurate interpretation.

Primary data collection is a systematic and standard procedure used to obtain the
necessary data used in research. In this study, the data collection was conducted
by census, and by examining all elements of the population one by one. The types
of questions used in the questionnaire were non-structured (open) and structured
(closed) questions. The methods of data collection were done by distributing ques-
tionnaires, observation and a documentation study. To solve the problem mentioned
earlier, the steps taken were preliminary research, performance measurement design,
the weighting phase, a scoring stage, the analysis phase and concluding discussion.

3.1. Testing validity and reliability

This section will explain the validity and reliability of the research, which can be
explained as follows:
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3.1.1. Validity testing
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The criterion used to show the validity of the indicator were chosen by comparing the

rcount

of the validity test can be seen in the following table.

TABLE 1: Validity test.

Questioner Item Per Variable

Knowledge
Knowledge 1
Knowledge 2
Knowledge 3
Knowledge 4
Knowledge 5
Skills

Skills 1

Skills 2

Skills 3

Skills 4

Skills 5

Skills 6

Skills 7
Attitude
Attitude 1
Attitude 2
Attitude 3
Attitude 4
Attitude 5
Attitude 6
Source: Primary Data Processed, 2017.

3.1.2. Reliability testing

Criteria Conclusion

rcount

0.441
0.469
0.472
0.493
0.435

0.559
0.552
0.539
0.600
0.564
0.460
0.280

0.521
0.400
0.527
0.388
0.403
0.422

rmble

0.250

0.250

0.250

Result

Valid
Valid
Valid
Valid
Valid

Valid
Valid
Valid
Valid
Valid
Valid
Valid

Valid
Valid
Valid
Valid
Valid
Valid

value with ther,,,,,, where the value of r,,,,, > T, indicator was valid. The results

The criterion used to indicate the reliability of the indicator is to compare the Cronbach

Alpha value with the Cronbach Alpha standard calculated value of 0.600, where the

Cronbach Alpha count > Cronbach Alpha Standard (0.600), the indicator is declared

reliable. The reliability test results can be seen in the following table.

DOl 10.18502/kss.v3i10.3404

Page 568



E KnE Social Sciences

TABLE 2: Reliability test results variable.

Variable

Knowledge
Skills
Attitude

Cronbach Cronbach Result
Alpha count Alpha
Standard
0.701 0.600 Reliable
0.779 Reliable
0.704 Reliable

Source: Primary data processed, 2017.

3.1.3. Identification key performance indicator (KPI)

ICOI-2018

Based on the results of the validity and reliability tests, it is known that all of the

attributes that exist in each criterion (Dimension) have been deemed to be valid and

reliable, so they can be identified as an initial Key Performance Indicator is as follows:

TaBLE 3: Identify KPIs based on the criteria of knowledge, skills and attitudes.

Criteria

No.

Knowledge P1

P2
P3
P4

Ps
Skills K1

K2
K3
K4
Ks
K6
K7

Attitude S1
S2
S3
S4
S5
S6

Attribute
Questionnaire Statement

Attended Educational Development Specialization
Inquiry

Having legal knowledge of laws and regulations
Knowledge of both technical and tactical investigation

Know and understand SOP administration
investigation

Knowing and mastering the management of criminal
investigations

Skill of thinking analytically when conducting an
investigation

Communicate well

Adapt to any situation and condition
Organized planning and in relation to work
The ability to make decisions quickly
Team up to get things done

Builds good relationships with any party related to
their work

Physically and mentally healthy

No criminal problems

Being able to control themselves

Have good integrity associated with the task
Responsible and confident

Objective in every investigation

Source: Data Processed, 2017.
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3.1.4. Weighted between the KPI criteria

The first thing to do is to calculate the importance of the Key Performance Indicator
Criteria. The weighting between the Key Performance Indicator criteria are as follows.

TaBLE 4: Weighted recapitulation between KPI criteria.

Criteria Knowledge Skills Attitude
Knowledge 1 3 5
Skills 0.33 1 4
Attitude 0.20 0.25 1
Total 1.53 4.25 10

Source: Data Processed, 2017.

After weighting the existing KPI criteria, the normalization of the weighting was
done. The results of the normalization can be seen as follows.

TaBLE 5: Normalization weighted between the KPI criteria.

Criteria Knowledge Skills Attitude Total Priority
Vector
Knowledge 0.65 0.70 0.50 1.85 0.62
Skills 0.22 0.24 0.40 0.86 0.29
Attitude 0.13 0.06 0.10 0.29 0.09
Total 1.00 1.00 1.00 3.00 1.00

Source: Data processed, 2017.

Having known the value of normalization and the priority vector value, the next step
was to determine the maximum value of the eigenvalue (Amax) obtained from the
number of eigenvalues of the nth Pl with the number of PI until-n. Before calculating
the value of Amax, then first came the multiplication of the matrix based on the value
listed in Table 5. The calculation of the matrix can be seen as follows:

Knowledge = (1x0.62) + (3x0.29) + (5x0.09)
=0.62+0.87+0.45

=194

Skill = (0.33x0.62) + (1x0.29) + (4x0.09)
=0.204+0.29 + 0.36

=0.85
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Attitude = (0.20x0.62) + (0.25x0.29) + (1x0.09)
=0.12+0.07 4+ 0.09
=0.28

After getting the matrix multiplication value, next was to calculate the maximum
value (Amax). Calculation of Amax value is as follows:

("9%/0.62) + ( 0'85/0.29 ) + ( O'28/0.09 )

J) =
max 3
3.13+293+3.11
Amax =
3
Amax = 3.05

After the Amax value was known, the next step was to calculate the value of Cl
(Consistence Index), which was calculated as follows:

I = Amax —n
n—1

CcI = 3.05-3
3-1

CI =0.025

After knowing the value of Consistence Index, we then counted the value of Con-
sistence Ratio. Calculation of Consistence Ratio (CR) value is as follows:

cr=4L

RI

The value of Rl (Random Index) was obtained from an experiment by Oak Ridge
National Laboratory, which was later developed by Wharton School. Based on the

experiment, the value of Rl with n value of 3 was 0.58. The value of CR is as follows:

0.025
CR=—
0.58
CR =0.04

According to Saaty (1996), values are considered to be consistent when the consis-
tency value (CR) is less than o0.1. Based on these calculations, the level of interest of
the respondents is considered to be consistent. Based on existing calculations, note
that the largest Priority Vector value is Knowledge. The value of the Priority Vector
of Knowledge is equal to 0.62. This implies that the Criteria of the Competence of
Reskrime Personnel that takes precedence is knowledge.
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3.1.5. Weighted interconnection of KPI attribute

The Matrix calculation results of the interconnection of the KPI Attributes can be seen
as follows.

TABLE 6: Matrix Calculation results.

Attribute P1 P2 P3 P4 Pg K1 K2 K3 K4 Kz K6 K7 S1 S2 S3 S4 S; S6

Matrix 0.57 074 914 6.27 0.8 076 504 6.25 681 3.7 779 143 6.76 1.4 3.69 681 3.69 139
Calcula-

tion

Result

Source: Data Processed, 2017.

After getting the matrix multiplication value, next was calculate the maximum value
(Amax). Calculation of the Amax value was as follows:

(%97/0601) (%74 001) + (%" /016 ) -+ +("32/002)

=20.85
18

Amax =

After the Amax value became known, the next stage was to calculate the value of
Cl (Consistence Index), which can be calculated as follows:

CI = Amax —n
n—1

20.85 - 18
Cl=—"——
18 -1

CI=0.17

After learning the value of the Consistence Index, we then counted the value of the
Consistence Ratio. The calculation of the Consistence Ratio (CR) value was as follows:

el

CR=—
RI

The value of the Rl (Random Index) was obtained from an experiment by Oak Ridge
National Laboratory, which was later developed by Wharton School. Based on the
experiment, the value of RI with n value of 18 was 1.76. the value of CR is as follows:

CR = 0.17
1.76
CR =0.09

According to Saaty (1996), values are considered to be consistent when the consis-
tency value (CR) is less than o0.1. Based on these calculations, the level of interest of
the respondents is considered consistent.

DOl 10.18502/kss.v3i10.3404 Page 572



E KnE Social Sciences ICOI-2018

TABLE 7: Tabular attribute highest key performance indicator.

Key Performance Indicator Attribute
Highest

No. Questionnaire Statement

P3 Knowledge both technical and tactical about
investigation

K6 Work together in teams to get things done
K4 Planning and organizing in work
S4 Have good integrity associated with the task

P4 Know and understand SOP administration
and investigations

K5 The ability to make decisions quickly
Source: Data processed, 2017.

Based on the existing Priority Vector calculation, they can be arranged into the Key
Performance Indicator attributes with the largest Priority Vector value as follows:

Based on the calculations conducted in the research, note that the greatest attitude
was Knowledge. The Priority Vector of Knowledge was 0.62. This was followed by
Skills, with a Priority Vector value of 0.29. The last one was Attitude, which had a
Priority Vector value of 0.09. This shows that the competence of a preferred Criminal
Investigator is in terms of knowledge first, followed by skills and attitude.

The highest Priority Vector in the skill aspect was the K6 attribute that is the ability
to work together in the team to complete the task. The highest Priority Vector of the
Attitude aspect was attribute S4, where good integrity is associated with the task.

In accordance with the aforementioned results, the personnel of the Criminal Investi-
gation Unit of Asahan Police must have competencies that are not in accordance with
those required as an investigator. Therefore it is necessary to increase competence
in these personnel so as to improve the performance of the personnel of the Criminal
Investigation Unit of Asahan Police. Increased competence can be done by providing an
Educational Specialization in relation to Criminal Investigation (Dikbangspes Reskrim),
with material that needs to be top priority and about technical as well as tactical
investigation.

3.1.6. Conclusion

1. The most needed competency factors in relation to the performance of personnel
in the Asahan Criminal Investigation Unit of Asahan Police that can be improved
are aspects of knowledge related to technical as well as tactical investigation,
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aspects of skill related to teamwork and attitude aspects related to personnel
integrity.

2. Education and training is needed for the personnel to improve their competence,
namely Dikbangspes Reskrim to improve their knowledge, especially about tech-
nical and tactical investigation. In addition, training to improve the skills of per-
sonnel, especially about teamwork, is important as well as having an education-
based mental revolution to improve the integrity of the personnel.

The authors are grateful to the University of North Sumatra, especially the to the
Masters of Management Program team.

The authors conducted this research using their own funds meeting the terms and
requirements for completing the degree of Magister of Management.
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