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Abstract 

The aims of this research are to analyze structural position performance in order to determine work achievement 

indicators and to formulate remuneration systems. The subjects of this research include 91 people, consisting of 

3 persons of Echelon II, 11 persons of Echelon III, 74 persons of Echelon IV, and 3 persons of Echelon V by 

using Proportionate Stratified Random Sampling technique. The data used cover both primary and secondary 

data, analyzed in two different ways; namely, qualitative and quantitative analysis. The former used content 

analysis, while the latter was carried out through multiple regressions. Research shows that in factor 1. 6 

persons did not comprehend the scope and impacts of the program. In factor 2.5 persons did not recognize 

organization regulations.  
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In factor 3.9 persons are neither aware nor able to carry out supervising and managerial authority. In factor 4 

regarding personal relationship, as many as 5 persons are not aware nor able to conduct relationship in an 

organization, while regarding the nature of relationship, 6 persons did not understand and are unable to carryout 

directing and negotiating in line with supervisory and managerial responsibility. In factor 5.9 persons did not 

understand problems in job direction. The regression coefficient is -2.40E-007, showing that providing 2 million 

rupiah as structural allowance, will not give any impact on improving working achievement. 

Keywords: position; performance;working achievement; remuneration. 

1.   Introduction  

Good governance paradigm has developed enthusiasm for improving working achievement of civil servants in 

serving public. It is in this case that performance standard within FES framework plays a vital role due to the 

fact people have been complaining about services, both technical and administrative ones. On the other hand, 

society have shown their abhorrence towards civil servants for chronical corruption in various departments, 

leading society to have no trust on civil servants performance, although these civil servants have  obtained 

payment in the forms of both salary and allowance. In [1] regarding principles of civil services,  it was stated 

that every civil servant has the right to gain fair and proper salary in line with his work load and responsibility.  

Besides, it was mentioned that the salary obtained by a Government employee has to be able to boost his 

productivity. In reality, however, there are Government employees leaving their office during working hours 

with irresponsible reasons, not attending regular ceremony, going home before time is called, and having low 

organizational commitment. In order to accelerate the realization of civil servants who are professional, 

productive, and accountable, there is a need to have a total change towards performance evaluation standard and 

existing remuneration system. The main principal of a performance evaluation system has to refer to the FES 

method, which, principally, is a process in human resource management context. The structural evaluation 

activities needs to be carried out using the right method by an experienced evaluation team.  

The method was referred to Factor Evaluation System (FES), used to explain the way of structural position 

performance evaluation. In addition, the amount of rumination as intervening variables that influence work 

achievement has to be connected with position burden. Position burden, furthermore, derived from position 

evaluation. Remuneration has to be calculated by statistical experts as determination on position level in regard 

with remuneration is calculated by multiple regression analysis. This study aims: (1) to analyze structural 

position performance referring to FES framework in order to determine work achievement indicators, and (2) to 

formulate structural position remuneration system precisely based on performance analysis.   

2. Materials and Methods 

This research was designed as correlations descriptive and analytic, carried out in Bogor, from June to 

December 2013 with 981 structural Government employees as the subjects. The sampling technique in this 

research is Probability Sampling, viz. sample selection technique which gives the same opportunity to every 

element of a population to be selected as sample members [2]. Since population comprises proportional 

224 
 



International Journal of Sciences: Basic and Applied Research (IJSBAR)(2014) Volume 18, No  2, pp 223-234 

stratified elements, the technique employed was Proportionate Stratified Random Sampling; namely, selected 

based on echelonsexisting in Bogor Municipality Government, with the following formulation:  

𝑛𝑛 = 𝑁𝑁

𝑁𝑁𝑁𝑁2 + 1
                  (1) 

Notes : 

n : measurement sample 

N : population  

d : Precision (0.1) 

with 5 percent error and 95 percent trust level. Based on the above formulation, the following formulation can 

be obtained:  

n =
981

981 × (0.1)2 + 1 

 

𝑛𝑛 =
981

981 × 0.01 + 1
 

= 981
10.81 = 91 

 

Sample was calculated with the following formulation : 

 𝑛𝑛𝑛𝑛 = 𝑁𝑁𝑛𝑛
∑𝑁𝑁𝑛𝑛

𝑥𝑥 𝑛𝑛       (2)                                           

Notes : 

ni : first strata of measurement for first level sample                                                                                                      

Ni : population measurement    ΣNi :measurement for the entire population   

 :measurement for the entire sample  

Based on the formulation ot the above sample, it was revealed that: 

Echelon II =   30/981 x 91   =   3 

Echelon III = 120/981 x 91   = 11  
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Echelon IV = 801/981 x 91   = 74   

Echelon V =   30/981 x 91   =   3 

The data used in this research cover the primary and secondary data. The primary data were gathered from 

observation, interview, and questionnaires, while the secondary ones were obtained from literature study, 

primarily on the theory of Factor Evaluation System (FES) as well as other materials from related institutions, 

journals, document scientific reports and other regulations relevant to research variables. 

Data analysis, furthermore, was performed in two ways; namely, qualitative and quantitative analysis. The 

former used content analysis that is, profound discussion on the content of FES reference through the following 

steps: reducing, and then displaying data, followed by drawing conclusion / verification at the same time.  

According [3], Reducing data is a kind of analysis towards dimensioning and indicators that sharpen, classify, 

direct, restrict, and organize the data. Displaying data as a group of information about dimension and indicator 

after the reduction was conducted in order to provide possibility to draw conclusion and take actions. The data 

displayed were the ones on structural and functional  position performance in the form of narrative text as the 

core analysis in this research, supported by other displays in the forms of table, matrix, graphs, and charts. In 

relation to the above reduced and displayed data, the researcher started to composite the meaning appeared from 

both data to draw a number of conclusions leading to the final one.  

This kind of analysis was basically conducted since the researcher was in the field and made classification on 

the trend of the data found. When found that certain theory was related to certain thematic findings, the 

researcher made conceptual elaboration possibility upon the data. Such thematic finding cases were mingled 

then made into data summary; namely, efforts to make synthesis upon data in order to make conclusion in a 

qualitative way. Quality impact indicator measurement on structural position performance towards working 

achievement was performed through a survey using questionnaires as its measurement instrument. Research 

reliability analysis was carried out through an introduction test. Each question item has certain level and value 

score. Data on such questionnaire results were then analyzed through multiple regression analysis using Excel 

and SPSS software. 

3. Results  

The factors assessed in structural position quantitatively consisted of six factors, and the details of each factor 

level were as follow: First factor comprised five levels with 175 as the lowest point and 900 as the highest. 

Second factor was composed of three levels with 100 as the lowest point and 500 as the highest. Third factor 

contained three levels with 450 as the lowest point and 900 as the highest. Fourth factor comprised relation 

characteristics with four levels with 25 as the lowest point and 100 as the highest, while relation purpose 

consisted of four levels with 30 as the lowest point and 125 as the highest. Fifth factor contained eight levels 

with 75 as the lowest point and 1030 as the highest. The sixth factor was composed of six levels with 310 as the 

lowest point and 1325 as the highest [4]. The details of each factor point level were presented in Table 1 below. 
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Table 1. Description of basic factor points of structural position 

 

 

 

 

 

 

 

 

 

 

Research result indicates that in factor 1, 6 persons did not understand the scope and program impact being 

conducted, whereas the others understood the scope and program impact although there is a difference for each 

echelon both quantitatively and qualitatively, as shown in Table 2. 

Table 2. Scope and program impact point factors 

 

 

 

 

 

 

Furthermore, regarding organizational arrangement, research result reveals that in factor 2, there were 5 persons 

did not understand organizational arrangement or, in other words, were not able to organize their subordinates, 
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while the others were able to perform this   although it differs for each echelon both quantitatively and 

qualitatively, as presented in the following Table 3. 

Table 3.  Organizational arrangement point factors 

 

 

 

 

Concerning supervisor and managerial authority, it was found that in factor 3, there were 9 persons who did not 

understand and were not able to carry out supervisor and managerial authority, while the others understood and 

had capability to perform supervisor and managerial authority although it was not the same for each echelon 

both quantitatively and qualitatively. The detail was presented in the Table 4 below. 

Table4.  Supervisor and managerial authority point factors 

 

 

 

 

 

In personal relation, relation characteristics and relation purpose were discussed.Researchresultreveals that in 

factor 4A, relation characteristics, 5 persons did not understand and were not able to conduct relation in 

organization. The others, however, were able to perform this although quantitatively and qualitatively different 

for each echelon. The detail was presented in the following Table 5. 

Table5.  Relation characteristics in organization point factor 

 

 

 

228 
 



International Journal of Sciences: Basic and Applied Research (IJSBAR)(2014) Volume 18, No  2, pp 223-234 

 

Meanwhile, concerning relation purpose, it was revealed that in factor 4B relation purpose, 6 persons neither 

understand nor have ability to perform direction, and negotiation related to responsibility of supervisors and 

management in organization, while the others did. The detail was presented in the following Table 6. 

Table 6.  Relation purpose in organization point factor 

 

 

 

 

In regard with difficulties in job direction, it was found that there were 9 persons who did not understand 

difficulties in job direction, whereas the others did although quantitatively and qualitatively different for each 

echelon, as presented in Table 7. 

Furthermore, concerning other conditions faced by civil servants in their job, research result indicated that 7 

persons did not understand other influential conditions in organization; the others, nevertheless, understood this 

although quantitatively and qualitatively different for each echelon.  The following Table 7 shows the detail.                                                                                                                    

Table 7.  Difficulties in job direction point factors 

 

The conditions discussed cover such factors as working place geography, weather, physical and non-physical 

factors, pollution, garbage, noisy factor, and the like. 

Based on the above explanation, it can be noted that 13 persons had achievement, while the others did not. The 

following Table 9 shows the detail. 

To measure working achievement of each structural position, “point factor” criteria was used, and to perform 

this, the determined cut-off point was 0.85. This score means that if the score; that is respondent’s answers upon 
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factor 6 was > or = 0.85 the sample was graded into “with achievement” category, but if the score was <0.85, 

sample was categorized into “without achievement” one.  This model was considered more sensitive to measure 

work achievement of structural position. Scoring was performed to all questions on each level in each factor.   

Scoring for every question on every level in each factor amounted to 6 factors with score scales if the question 

had a score. If it had no score, however, then it was given 0 for its score. Such score was then categorized as 

“respondent with achievement” if respondents answered all questions on each level in each factor. If 

respondents did not do this, nevertheless,  they were categorized into “without achievement”. Thus, cut-off point 

was the border to determine whether a structural employer was classified into “with” or “without” achievement.  

Table 8. Other condition point factors 

 

 

 

 

 

 

Table  9. Working achievement of structural position 

 

 

 

 

4. Discussion  

Performance evaluation of structural official in Factor Evaluation System (FES) Theory was referred to 

managerial position. This theory was adapted by State Agency Management and Bureaucracy Reformation 

Ministry, and the adaptation of this theory was applied in a number of ministries in regional Government. The 

researcher tried to evaluate structural position in Bogor municipality with reference to FES theory in order to 

identify work achievement of structural position. In this FES theory, structural remuneration system other than 

salary and allowance were formulated. Allowance performance basically comprised admittance, appreciation, 

and trust upon competition, performance, integrity and responsibility in carrying out duties as well as official 

etiquette in performing their duties. Accordingly, standard, manners, and procedures for performance allowance 
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assessment should be fair, objective, accountable, and transparent. The performance allowance based on [5] was 

presented in the following Table 10. 

If the situation was in the contrary, it would cause disappointment, frustration, and desperation to the official. 

The incentive of performance allowance that an official might obtain was based on [5]on Performance 

Allowance, that is, formal additional income other than salary for an official was positively correlated with work 

load. This means that additional incentive an official gain was positively correlated indirectly with that 

particular official. The range of value and position accordance with [6] class were presented in the following 

Table 11. 

Table 10.  Position classification and performance allowance 

 

 

 

 

 

 

 

 

 

 

Table 10 shows calculation of performance allowance from central to Regional/Municipality Government. An 

official work load was one of strategic instruments that can be used to develop reward, profit, or cost for that 

official, with a belief that basically, every official would have good intention and behavior, and be highly 

integrated to his profession. The position classification and remuneration are presented in the Table 12. 

Nevertheless, the standard, manners, and procedures of allowance performance assessment, has to be calculated 

precisely  so that it can be given to those who have the right to gain it, and give sanction to those who have not 

gained it. According to [7], there were 17 Class with class score limit. Research result identifies that score limit 

and position class range from Class 1 to Class 16. This remuneration allowance was granted in accordance with 

work load and work volume. According to [8], it is said that accordance with [9] is as in table 13. 

231 
 



International Journal of Sciences: Basic and Applied Research (IJSBAR)(2014) Volume 18, No  2, pp 223-234 

Table  11. Range of value and position class 

 

 

 

 

 

 

 

 

 

 

Table 12. Position classification and proposed remuneration in bogor city 
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Table 13. Work load and time completion for structural position work 

 

 

 

 

 

 

 

 

 

 

Thus, two persons at the same echelon, but had different work load and work volume would have different 

remuneration. Based on the result of identification, it was found that there has not been any bureaucracy 

reformation in Bogor Municipality Government; therefore, the remuneration (performance allowance) has not 

been applied or given yet. However, Bogor Municipality Government has granted performance allowance called 

Income Improvement Allowance (IIA) to all echelons, ranging from echelon II, III, IV to V, besides structural 

allowance. Both of the Income Improvement Allowance and Structural Allowance are presented in the 

following Table 14. 

Table 14. Income improvement allowance (iia) 

 

 

 

Source: Primary Data of Bogor Municipality Government 2013 

In this research, independent variables tested with multiple regression to identify the impact of independent 

variables consisting of work load¸ work volume, and structural allowance towards dependent variables; namely, 

work achievement  revealed that it was functional allowance which had an impact on working achievement. The 
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result of the analysis showed that t count> t Table which means that there was an influence of functional allowance 

towards work achievement; or in other words, work achievement attained by certain structural position was 

influenced by functional allowance. This was shown by functional allowance regression coefficient 2.92E-007, 

meaning that by granting functional allowance as much as 2 millions, Bogor Municipality Government would 

give influence on working achievement improvement  to the officials.  

5. Conclusion 

Based on this research, it can be concluded that: Performance Analysis on managerial positions within 

FES reference in order to determine working achievement indicators showed that 13 (14.3%) 

structural officials did not have any achievement, while 78 (85.7 %) structural officials made 

achievement in the jobs given as their responsibility. Furthermore, the analysis on managerial position 

remunation system in Bogor Municipality Government has not been realized; nevertheless, there is a 

policy from Bogor Municipality Government  to grant their regional allowance, reffered to Income 

Improvement Allowance (IIA) 
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