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Abstract-The purpose of this paper is to implement the
philosophy of supply chain management in the current
higher education environment so as to suggest innovative
management ideas in higher education management. The
objective of study is to find out the performance of senior
high school supervisors in Bengkulu City regency Bengkulu
Province that consists of: (1) composing supervisory
planning, (2) carrying out the supervisory planning, (3)
evaluating the implementation of the supervisory planning,
and (4) guiding and training of professional teachers and
school principals based on the supply chain management.
The research was conducted in regencies and cities in central
Bengkulu regency Bengkulu province. The subject of
research is senior high school supervisor in Bengkulu City
Bengkulu province (29 persons). The method of research is
mixed method. The research design used Provus is
Descrepancy Evaluation Models (DEM). The data were
colected by using observation, interview, questionnaire and
documents. The results of research shows that: (1) the
performance of supervisors in composing plannings is very
good category, (2) the performance of supervisors in
carrying out sepervisory planning is good category, (3) the
performance of supervisors in evalauating the product of
implementation of the supervisory planning is fair category,
and (4) the performance of supervisors in guiding and
training of professional teachers or school principals in
Bengkulu City Bengkulu province is poor category.

Keywords; performance, education, supply chain management,
planning implementation, evaluation and training

1. Introduction

Supply chain management is based on the idea that
most every product that reaches an end user represents the
cumulative effort of multiple organizations, collectively
referred to as the supply chain. While supply chains have
essentially existed since the start of business, the field of
supply chain management, or logistics, has not been
thoroughly studied until fairly recently. Constitution No.
14 of 2005 concerning Teachers and Lecturers about the
knowledge of the development of teacher professionalism
so that education is better quality. Being a teacher is a
professional job. Competencies that require curriculum
development are the duty of school supervisors, principals
and teachers in accordance with the mandate of the 1945
Constitution.

There are five steps to develop teacher capacity
through academic supervision, namely: (1) creating
harmonious relationships, (2) analyzing needs, (3)
developing strategies and media, (4) conducting
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assessments, and (5) making revisions. A harmonious
relationship between supervisor and teacher, all parties
related to the development of teacher learning skills need
clarity, and there is clarity of information for teachers and
principals.

The juridical foundation for school supervisors
includes: (1) Government Regulation of the Republic of
Indonesia Number 19 of 2005, concerning National
Education Standards; (a) Article 39 states that supervision
of formal education is carried out by supervisors of
education units, (b) Article 55 states that supervisors of
education units include monitoring, supervision,
evaluation, reporting and follow-up of the results of
supervision, and (c) Article 57 stated, supervision
covering managerial and academic supervision is carried
out regularly and continuously by supervisors; (2)
Minister of National Education Regulation No. 12 of 2007
concerning School/Madrasah Supervisory Standards; and
(3) PP No. 74 of 2008 article 54 paragraph 8 workload of
school supervisors at least 24 hours face to face/week,
carrying out academic, managerial supervision and
carrying out training/mentoring of teachers and principals.

The performance of supervisors is the work of both the
quality and quantity of school supervisors including: (1)
preparation of supervision planning, (2) implementation of
supervision activities, (3) evaluating the results of the
implementation of supervision, and (4) guiding and
training professionals of teachers and/or principals
indicated by: (a) quality of work, (b) timeliness of
completion of work, (c) initiative in completing work, (d)
ability to complete work, and (e) ability to foster
collaboration with other parties.

As part of efforts to monitor the quality of education, it
is necessary to evaluate the performance of supervisors.
Evaluator performance evaluations tend not to have been
done by policy makers so it is urgent to do so. The
performance evaluation of school supervisors is intended
to: (1) formulate criteria for performance assessment of
supervisors, (2) conduct performance appraisals, (3)
match performance appraisal results with criteria, and (4)
prepare recommendations.

But the reality shows that the presence of supervisors
is far from expectations. This condition can be seen in: (1)
supervision that still tends to be not on time, (2) the
implementation of supervisory activities that tend to be
less in line with the stipulated, (3) tends to lack of effort of
the supervisors to evaluate their work as a basis for
planning reflection the following year, and (4) the
tendency of lack of supervisors to conduct professional
guidance to teachers and principals [1-10].
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2. Literature Review

2.1. Evaluation Concepts

Evaluation is an activity that is often done in everyday
life, when someone makes a plan and evaluates the results.
Based on the results of the evaluation it is known whether
the specified goals are achieved or not based on certain
criteria. Evaluation is a systematic assessment to
determine or assess the usefulness, effectiveness of
something based on certain criteria of a program or
activity.

At the beginning of its development evaluation is
defined simply as an activity to assess an activity.
[11]defines evaluation of "judging the worth or merit of
samething". Many further experts refer to the definition
proposed by [12]. Furthermore, The Joint Committee's
[13] defines evaluation "evaluation is the systematic
assessment of the wort or merit object". This evaluation
concept emphasizes that evaluation is a systematic
investigation to determine the value or usefulness of an
object being evaluated.

Ralph Tyler defines evaluation "evaluation is a process
by which one matches initial expectations in the form of
behavioral objectives with outcomes". Furthermore, it was
stated that the evaluation process "the process of
evaluation is essentially the process of determining the
educational objectives, actually being relized by the
program of curriculum and instruction".  This
understanding explains that the evaluation of the objective
statement not only serves as a basis for the selection and
learning experience of the organization, but also is a
standard for the program being assessed.

While [3] stated that "evaluation is identification,
clarification, and application of defensible criteria to
determine an evaluation of the object value (wort of merit)
in relation to those criteria". Another definition of
evaluation put forward by [9]. "evaluation is the
systematic assessment of objective merit, worth, probity,
feasibility, significance and or equity". Evaluation is a
systematic assessment that aims to make measurements to
determine the level of achievement, value, honesty,
feasibility, significance and or equity. Job evaluation
related to assessment, relative demands of different jobs in
the organization.

[9] defines evaluation as "job evaluation, which is a
systematic employer." Job evaluation is a systematic
process designed to help an enforcement in a different
setting exceed the work under a worker. The culmination
of a process assessment is a hierarchy of work showing its
relative complexity and value to the organization.

In line with Daniel L. Stuflebeam, [11] defined the
evaluation as: Job evaluation is concerned with assessing
the relative demands of different jobs within an
organization. Its usual purpose is to provide a basis for
different rates of pay to different in-job requirements. It is
therefore a tool that can be used to determine the
determination of a pay structure. (ACAS 1984). Job
evaluation related to the assessment of the relative
demands of different jobs in the organization. It usually
aims at providing a basis for differences regarding pay for
work assignments [12]

Meanwhile [13] defines evaluation: "job evaluation is
a systematic process for defining the relative worth or size
of jobs within an organization in order to establish internal

relativities and providing the basis for designing an
equitable grade structure." Performance evaluation is a
systematic process to determine certain benefits or work
sizes of an organization in the task of establishing internal
relativity and being the basis for the design of the same
level of structure, sorting the work in structure and
managing relativeity. This does not determine the level of
payment directly. Performance evaluation can be
analytical or not analytical. Based on job or role analysis,
which guides the creation of job descriptions or work
history.

In the same vein as Michael Armstrong, Stephen
Pilbeam, Marjorie Corbrid defines: "job evaluation is a
systematic, but not scientific, way of determining the
relative worth of jobs within a graded pay structure by
ranking jobs in a hierarchy". Performance evaluation is
systematic but not knowledge, how to determine the
specific value of a job in a row of salary structures with
the order of work in the structure. The basis of the process
being evaluated is the effect of a job and not the job held.

[14] argues that: "evaluation is the cornerstone for
improving public health planning and is conducted for the
purpose of making a judgment of a planning's worth or
value." Evaluation is the foundation for improving the
condition of public planning and is aimed at making
decisions that planning is useful or valuable. Evaluation
combines clear steps and explains the activities and
evaluation process; initiatives and reasons evaluated;
measure the need to assess inputs, outputs and results; and
data collection methodology.

Through evaluation, information will be obtained as a
basis for dealing with performance improvements. One
technique that can be done is to do Monitoring and
Evaluation. This system for monitoring and evaluation is
used to measure the quantity, quality and targeting of
goods and services-output (out-put) provided by the State
and to measure the results and impacts of these outputs.

The standard in evaluating the evaluation performance
according to Daniel Stufflebeam adopted from the Joint
Committee (1988) is: (a) utility (useful and practical) aims
to guide evaluation so that it is more informative, timely,
and influential to be used in strengthening personnel
performance and making decisions personal; (b) accuracy
(technically appropriate), this standard requires the
acquisition of technically accurate data and problem
solving logically related to data; (c) feasibility (realistic
and rigorous), the evaluation system is possible and easy
to use, efficiency in terms of time and resources, sufficient
funds to effectively maintain and improve evaluation and
feasible in an environmental context; (d) propriety (done
with legal and ethical), this evaluation standard requires
legality, ethics by paying attention to fairness for the party
being evaluated, the user is evaluated and served by the
party being evaluated. This performance evaluation
application has a positive impact on program development
of supply chain management.

Based on the definition of evaluation put forward by
experts, implicitly explained the existence of criteria used
to determine the value and the existence of things that are
assessed. So it can be said that evaluation is a search for
information that is useful to assess the existence of a
program, which is produced, has a procedure, goal or
alternative program approach and is used to achieve the
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program objectives that have been determined. Evaluation
is also an activity of giving value to a phenomenon which
contains certain value judgment.

2.2. Performance Concepts

Performance, which is often interpreted as
performance, has more broad meaning. Not only stated as
a result of work, but also how the work process took
place. Performance is about what is done and how to do it.

In [4] stated that: "performance is an evaluation of a
person's behavior: It involves determining how well or
poorly a person has accomplished a task done a job".
Performance is an evaluation of the results of one's
behavior. This includes determining how well or lack of
someone completing a task or work carried out.

Another opinion regarding the performance expressed
by Armstrong's performance is measured in several
dimensions in terms of the competencies required to
achieve the target level of performance in particular jobs
or a particular level in the organization. Performance is an
evaluation of the results of a person's behavior: this
involves determining how good or bad someone is in
completing a task. The definition above adds that a
person's performance is not only seen from the completion
of the task but also must be evaluated for the behavior of
the behavior. Thus, that performance is a reflection of
someone's behavior at work.

The same opinion was expressed by [2] namely: "job
performance is formally defined as the value of the set of
employee behaviors that contribute, either positively or
negatively, to organizational accompaniment".
Performance is the value of achieving organizational
goals. Definitions [2] explained that performance is not
only composed of positive behavior but also negative
behavior that must be avoided for the achievement of
organizational goals. Positive behavior must be improved
while negative behavior must be eliminated.

The above opinion is supported by [7] who view
broader performance. According to them "performance,
another important individual-level outcome variable, is a
some what broader concept. It's made up of all work-
related behaviors. " Performance, the outcome variable for
other important individual levels, is a broad concept.
Performance is formed from all work-related behaviors.
This definition illustrates how complex it is to assess a
person's performance because it includes one's behavior in
carrying out their duties.

[8] According to them "performance is in flared most
directly by individual attributes such as ability and
experience; organizational support such as resources and
technology; and what they are doing ". Performance is
influenced by individual attributes such as ability,
experience; organizational support such as resources,
technology; and one's effort or willingness to work hard.

While [6] states that performance is a result of work
achieved by a person in carrying out a task that is charged
to him based on skills, experience, sincerity, and time.

From the various descriptions of the above concepts
can be synthesized. Performance is a set of values from
the behavior of workers individually, divisions,
departments to the organization as a whole which has a
positive and negative impact on achieving goals.

2.3. Concept of School

Performance

Supervision is a general process of standard standards
in achieving organizational goals, comparing actual
implementation with standards and if there is a gap,
improvements are needed to improve employee
performance.

[8] controlling the process of measuring performance
and taking action to ensure desired result". Supervision is
the process of controlling the work performance and
determining what decisions will be taken in the
improvement efforts to achieve organizational goals. The
most important thing in supervision is the effort of
professional assistance to clients in an effort to achieve the
goals of both individuals and groups.

Based on the above description of the theory, what is
meant by the performance of school supervisors is the
work quality both in quality and quantity of school
supervisors include: (1) preparation of supervision
planning, (2) implementation of supervision activities, (3)
evaluation of the results of the implementation of
supervision, and (4 ) guiding and training professionals of
teachers and / or principals indicated by: (a) quality of
work, (b) timeliness of completing work, (c) initiative in
completing work, (d) ability to complete work, and (e)
ability foster cooperation with other parties.

Supervisor

2.4. School Supply Chain Management in

Supervisor Performance Evaluation Model

As schools continue to build their supply chain
management courses, a new crop of graduating supply
chain professionals may soon be steering the direction of
business at global corporations like Apple and businesses
throughout the globe. Performance not only focuses on the
results but also on how the work process takes place, the
researcher presents a performance evaluation model as
presented by: [11] Model proposed by Malcom Provus.

The Discrepancy Evaluation Model Discrepancy
model: initiated by Provus 1971. To evaluate something,
we usually do comparisons. The discrepancy evaluation
model shows the collection of ideas and procedures that
are carried out in an effort to resolve constructive
expectations. To assess a particular object, for example
(human, motorbike or planning) must be compared to the
standard. The standard we mean is a list, description, or
representation of the quality or characteristics that must be
possessed by an object that we will evaluate. An
illustration of how it should be called a standard (S).

After considering the characteristics and objectives to
be achieved from this performance evaluation, the authors
choose the evaluation model of The Discrepancy
Evaluation Model (DEM). The use of DEM, refers to the
opinion of Provus (1971) that evaluation measures are
organic, dynamic and grow together with change, and are
interrelated and influence each other between components
and sub-components [14].
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3. Problem Identification

Based on the background of the problem and the
research focus above then the research problems
formulated regarding the supervision of school education
include:

a. What is the Performance of the School
Supervisor in the supervision aspect of the City of
Bengkulu?

b. What is the Performance of the Secondary
School Supervisor in the implementation aspect of
supervision in the City of Bengkulu?

c.  What is the performance of the secondary school
supervisor in the aspect of supervision evaluation in the
city of Bengkulu?

d. What is the performance of secondary school
supervisors in the aspect of guiding and training
professional teachers and / or school principals in the city
of Bengkulu?

4. Methodology

This study aims to measure the performance of school
supervisors, by knowing: (1) the quality of the work of
school supervisors in formulating supervision, (2) the
quality of the work of supervisors in carrying out
supervision activities, (3) the quality of the work of
supervisors in the results of supervision and (4) the quality
of the work of the supervisors in guiding and issuing
professional staff and / or principals.

The subject of this study was the Supervisor of Middle
School in Bengkulu City in 2017. This research was
conducted for 4 (four) months, starting from January to
April 2017. In this study the survey method. Data
collection uses two approaches namely quantitative and
qualitative (mixed methods). Data retrieval in general with
three types of instruments, namely: (1) checklist list, (2)
question list, and (3) data recording.

5. Performance Evaluation

The research design was prepared using the Provus
research design, adjusting it to the evaluation as follows:
Based on the above design, research activities include: (1)
determining the research subject, (2) setting standards and
performance measurement methods, (3) identifying
factual conditions, (4) performance measurement, (5)
performance  compatibility = with  standards, (6)
performance: (a) good performance, how to maintain and
improve, and (b) poor performance, take corrective action.

Research data was obtained from 20 secondary school
supervisors. Based on the number of secondary school
supervisors in the city of Bengkulu straight 29 people.
Supervisory recruitment that allows it can be divided into
three forms, namely: (1) pure eighthings, (2) mixed
leveling, and (3) quantum leveling. The character of the
supervisor's work can be divided into two, namely: (1)
Supervisors with professional characteristics, and (2)
supervisors with bureaucratic characteristics.

The following is a description of the research data
which includes data about: Description of Research
Findings About Performance of Supervisors in the
Monitoring Planning Component: For components: (1)
Preparing annual supervision planning shows a percentage
of 97%, meaning that the performance of school

supervisors on this component shows very good
categories. (2) The identity of the annual supervision plan
shows a percentage of 95%, meaning that the performance
of the school supervisor's component shows a very good
category. (3) Introduction to annual supervision planning
shows a percentage of 94%, meaning that the performance
of school supervisors in this component shows a very
good category. (4) Identification and results of annual
supervision show a percentage of 94%, meaning that the
performance of school supervisors in this component
shows a very good category. (5) The annual supervision
planning matrix shows a percentage of 90%, meaning that
the performance of the school supervisors in this
component shows a very good category. (6) Attachment of
annual supervision activities shows a percentage of 90%,
meaning that the performance of school supervisors in this
component shows a very good category. (7) The teacher
development matrix shows a percentage of 90%, meaning
that the performance of the school supervisors in this
component shows a very good category. (8) The school
principal development matrix shows a percentage of 86%,
meaning that the performance of school supervisors in this
component shows a very good category. (9) The matrix
for monitoring the implementation of the Eight National
Education Standards shows a percentage of 84%, meaning
that the performance of school supervisors in this
component shows a very good category. (10) The teacher
performance appraisal matrix shows a percentage of 78%,
meaning that the performance of school supervisors in this
component shows good categories. (11) The principal's
performance appraisal matrix shows a percentage of 70%,
meaning that the performance of school supervisors in this
component shows good categories. (12) Preparing the
semester supervision plan shows the percentage of 67%,
meaning that the performance of the school supervisors in
this component shows a good category. (13) Preparing
Academic Supervision Plans (RPA) / Counseling
Guidance Monitoring Plans (RPBK) and Managerial
Supervision Plans (RPM) shows a percentage of 66%,
meaning that the performance of school supervisors in this
component shows good categories. (14) The instrument of
supervision activities shows a percentage of 58%,
meaning that the performance of the school supervisor of
this component shows sufficient categories. and (15)
Making a development research plan shows the
percentage of 41%, meaning that the performance of the
school supervisors in this component shows very poor
categories. So that the performance of school supervisors
in the aspect of preparation of supervision planning
obtains a percentage of 83.33% in the very good category.
The results are discussed based on the concept put forward
by [9] description of Research Findings About the
Performance of Supervisors in the Components of
Implementation of Supervision: It can be seen that of the 6
(six) performance components in the implementation
aspect of supervision there are several components that
show the percentage that tends to vary. For components:
(1) Implementing teacher training shows a percentage of
88%, meaning that the performance of school supervisors
in this component shows a very good category. (2)
Implementing the guidance of school principals shows a
percentage of 88%, meaning that the performance of
school supervisors in this component shows a very good
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category. (3) Monitoring the implementation of the Eight
National Education Standards (SNP) shows the percentage
of 78%, meaning that the performance of the school
supervisors in this component shows good categories. (4)
Carrying out teacher performance appraisal shows a
percentage of 72%, meaning that the performance of
school supervisors in this component shows good
categories. (5) Carrying out the performance evaluation of
principals shows a percentage of 58%, meaning that the
performance of school supervisors in this component
shows sufficient categories. and (6) Carrying out
development research shows a percentage of 34%,
meaning that the performance of school supervisors in this
component shows very poor categories. So that the
performance of school supervisors in carrying out
supervision activitics obtains a percentage of 70.83% in
the good category. The results are discussed based on the
concept put forward by [9] description of Research
Findings Regarding the Performance of Supervisors in the
Monitoring Implementation Evaluation Component: It can
be seen that out of the 8 (eight) components of the
education supervisor's performance in the aspects of
supervisory implementation evaluation there are several
components that show the percentage that tends to vary.
For components: (1) Evaluating the results of the
implementation of teacher coaching shows a percentage of
79%, meaning that the performance of the school
supervisors in this component shows good categories. (2)
Evaluating the results of the implementation of school
principal training shows a percentage of 77%, meaning
that the performance of the school supervisors of this
component shows good categories. (3) Evaluating the
results of the implementation of the Eight SNP monitoring
shows the percentage of 69%, meaning that the
performance of the school supervisors of this component
shows good categories. (4) Evaluating the results of the
implementation of teacher performance appraisal shows a
percentage of 59%, meaning that the performance of the
school supervisor of this component shows sufficient
categories. (5) Evaluating the results of the
implementation of the principal's performance appraisal
shows a percentage of 55%, meaning that the performance
of the school supervisor's component shows a lack of
category. (6) Evaluating the results of the implementation
of the results of supervision at the district / city level
shows a percentage of 53%, meaning that the performance
of school supervisors in this component shows a lack of
category. (7) Making a development research report
shows a percentage of 53%, meaning that the performance
of the school supervisor of this component shows a lack of
category. and (8) Making annual supervision reports
shows a percentage of 34%, meaning that the performance
of school supervisors in this component shows a very
lacking category. Thus, the performance component of
school supervisors in evaluating the implementation of
supervision receives a percentage of 56.25% in the
sufficient category. The results are discussed based on the
concept put forward by [9] description of Research
Findings Regarding the Performance of Supervisors in the
Teacher Professional Development and Research
Component: It can be seen that out of the 15 (fifteen)
components of school supervisor performance on aspects
of mentoring and professional training of teachers / or

principals there are several components that show the
percentage that tends to vary. For components: (1)
Arranging teacher guidance and professional training
planning in MGMP / KKG / MGP shows a percentage of
78%, meaning that the performance of school supervisors
in this component shows good categories. (2) Preparing
the planning for mentoring and professional training of
principals in KKKS / MKKS shows a percentage of 75%,
meaning that the performance of school supervisors in this
component shows good categories. (3) Preparing planning
for professional guidance and training of principals in the
preparation of school plans, work plans, supervision and
evaluation, school leadership and school management
information systems (SIM) shows a percentage of 71%,
meaning that the performance of the school supervisors
shows good categories. (4) Arranging the planning of
guidance for young supervisors and middle supervisors in
carrying out the main tasks shows a percentage of 68%,
meaning that the performance of the school supervisors in
this component shows good categories. (5) Preparing the
guidance and professional training planning for teachers
and principals in action research shows a percentage of
67%, meaning that the performance of school supervisors
in this component shows sufficient categories. (6)
Implementing guidance and professional training of
teachers in MGMP / KKG / MGP shows a percentage of
66%, meaning that the performance of school supervisors
in this component shows good categories. (7) Carrying out
the guidance and professional training of principals in
KKKS / MKKS shows a percentage of 63%, meaning that
the performance of the school supervisor of this
component shows sufficient categories. (8) Implementing
professional guidance and training of principals in the
preparation of school planning, work plans, supervision
and evaluation, school leadership and school management
information systems (SIM) shows a percentage of 62%,
meaning that the performance of school supervisors in this
component shows sufficient categories. (9) Conducting
guidance for young supervisors and middle supervisors in
carrying out the main tasks shows the percentage of 61%,
meaning that the performance of the school supervisors of
this component shows sufficient categories. (10) Carrying
out professional guidance and training of teachers and
principals in action research shows the percentage of 39%,
meaning that the performance of school supervisors in this
component shows very poor categories. (11) Evaluating
the results of mentoring and professional training of
teachers in MGMP / KKG / MGP shows a percentage of
38%, meaning that the performance of school supervisors
in this component shows very poor categories. (12)
Evaluating the results of the guidance and professional
training of principals in KKKS / MKKS shows a
percentage of 37%, meaning that the performance of
school supervisors in this component shows a very poor
category. (13) Evaluating the results of the headmaster's
professional training and training in the preparation of
school planning, work plans, supervision and evaluation,
school leadership and school management information
systems (SIM) shows a percentage of 30%, meaning that
the performance of the school supervisors shows very
poor categories. (14) Evaluating the results of mentoring
young supervisors and middle supervisors in carrying out
the main tasks shows a percentage of 27%, meaning that
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the performance of the school supervisors in this
component shows very poor -categories. and (15)
Evaluating recommendations for development research
shows a percentage of 24%, meaning that the performance
of school supervisors in this component shows very poor
categories. Thus, it can be concluded that the performance
component of school supervisors in professional
mentoring and training of teachers / or principals obtains a
percentage of 53.33% of the less or lowest categories. The
results are discussed based on the concept put forward by

[4].

6. Conclusion

Based on the supply chain performance following results
are concluded: 1). The supervisor's performance on
aspects of the preparation of supervision planning in the
City of Bengkulu is categorized very well with a
percentage of: 83.33%; 2) The supervisor's performance
on the aspects of supply chai management in the city of
Bengkulu is categorized as good with a percentage:
70.83%; 3). The supervisor's performance in the aspect of
supervision evaluation in the City of Bengkulu is
categorized as sufficient with a percentage: 56.25%; and
4) Supervisor performance on aspects of guiding and
training professionals of teachers and / or principals,
categorized as poor with a percentage: 53.33%.

The evaluation results show that generally the
performance of secondary school supervisors in the city of
Bengkulu performs well, namely 66.47% performing well
and 33.53% performing less. That means that 66.47% of
performance needs to be improved and 33.53% of
performance needs to be improved, with details: (1)
aspects of supervision planning are in a very good
category with a percentage of: 83.33%; (2) aspects of
supervision implementation are in good category with a
percentage of: 70.83%; (3) the evaluation aspect of the
implementation of supervision is in the sufficient category
with a percentage of: 56.25%; and (4) aspects of training
and mentoring in the less category with a percentage of:
53.33%. From the results of the evaluation, it can be
interpreted that: (1) aspects of supervision planning
83.33% of supervisory performance needs to be
maintained and 16.67% of supervisor performance needs
to be improved; (2) aspects of supervision implementation
70.83% of supervisory performance needs to be improved
and 29.17% must be increased; (3) evaluation aspects of
the implementation of supervision 56.25% must be
increased and 43.75% must be increased; and (4) aspects
of training and guidance 53.33% of supervisor
performance must be improved and 46.67% must be
improved.

In an effort to improve the performance of school
supervisors, the following are recommended: (1)
Screening of supervisory recruitment becomes an
important element and determines the performance of
supervisors, therefore it is necessary to strictly enforce
supervisory recruitment, (2) To meet the needs of
supervisory nets need to formulate criteria and operational
standards for recruitment procedures for school
supervisors in the City of Bengkulu. (3) Effective
refreshments must be carried out periodically to improve
the competence of secondary school supervisors; (4)
There needs to be a strict separation between the main

duties as school supervisors and official activities (5)
Implementation of supervisory duties in contact with
various parties, for this reason supervisors should open
themselves to the involvement of other parties in the effort
to carry out supervision activities, (6) To provide
assurance of supervisory services to schools, teachers and
principals as well as other parties who concerned d With
supervisory services, it is necessary to establish standards
for operational procedures for supervisors in Bengkulu
City, Bengkulu Province.
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