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ABSTRACT

Job promotion is one of the activities of the State Civil Apparatus Management. It is implemented through
a merit system to obtain employees with qualifications, competencies, and performance fairly and equitably
to occupy a higher position. This study aimed to identify and analyze job promotion management through
the merit system at the Education and Training Personnel Agency, commonly known as Badan
Kepegawaian Pendidikan dan Pelatihan (BKPP) in Mamasa Regency, West Sulawesi Province. A
qualitative descriptive method was used to analyze promotion management with aspects such as (1)
planning, (2) organizing, (3) implementation, and (4) supervision.

The results showed that job promotion management through the merit system has been running well
regarding organization and supervision, but there are obstacles in the planning and implementation aspects.
Therefore, it is necessary to make a Regent's or Regional Regulation based on local considerations. There
is also a need for consistency in public information disclosure in job promotions that use competency tests.
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Introduction

Various highlights arise due to unproductive and indisciplined employees’ performance.
This requires serious management to improve the quality through bureaucratic reform. According
to George Terry in Sukarna (2011:7), the fundamental management functions comprise planning,
organizing, actuating, and controlling. Sedarmayanti (2009:71) stated that bureaucratic reform is
the government's effort to improve performance through various means to realize effectiveness,
efficiency, and accountability.

Indonesian Presidential Regulation Number 81 of 2010 concerning the Grand Design of
Bureaucratic Reform 2010-2025 states that bureaucratic reform creates a professional government
bureaucracy with adaptive characteristics, integrity, and high performance. The bureaucracy is
clean and free from Corruption Collusion Nepotism (CCN), able to serve the public, is neutral,

prosperous, dedicated, and upholds the state apparatus’ basic values and code of ethics. To support
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this bureaucratic reform, the government issued Law Number 5 of 2014 concerning State Civil
Apparatus. In the future, all government agencies are expected to have officers with integrity,
professionalism, and neutrality. The officers should not follow practical politics, be clean from
Corruption, Collusion, and Nepotism, have good welfare and be able to provide public services
according to community expectations.

Law Number 5 of 2014 concerning State Civil Apparatus regulates a merit system. All
resource management policies are regulated based on qualifications, competencies, and good
performance appraisals fairly and equitably. This system does not discriminate against background,
race, ethnicity, skin color, religion, origin, gender, age, or disability. It opens up opportunities for
anyone with the ability to self-development.

The open Promotion System for the State Civil Apparatus is among the nine Action Plans
Acceleration. According to Nitisemito (2000:71), promotion implies moving to a higher position.
Hasibuan (2000:44) stated that the open method is when the withdrawal is informed by advertising
in print and electronic mass media, becoming widely disseminated to the public. This program is
a position filling using a merit system of a competency-based and transparent recruitment and
promotion apparatus. This is in line with Pyness (2009: 187) that most public entities and
nonprofits post open positions and accept applications on the Web sites provided. Furthermore,
this statement supports Davidson et al. in Berman (2010:94) that over 50% of initial applications
for government positions are conducted online.

Development paradigm or e-government in government could significantly reduce
corruption and inefficiencies while increasing transparency and accountability. In line with this,
Anderson (2015: V) stated that a national ICT strategy in government and e-government could
significantly reduce government waste, corruption, and inefficiencies while increasing
transparency and accountability.

Open promotion is conducted to obtain competitive government officials to improve the
apparatus' resource quality. Competence-based and transparent recruitment and promotion is a
selection process for State Civil Apparatus to occupy certain positions. This is conducted through
an objective selection process to produce competent, integrity, professional, high-performing, and
moral State Civil Apparatus. The process is carried out to anticipate the leadership of an
unprofessional agency inconsistent with the competencies and background abilities required for
position qualifications. This selection process requires the apparatus to fulfil the predetermined
requirements to ensure a match between position qualification and competence.

The available data showed that the agency has carried out several promotions. This study

focused on the position promotion implemented by the Education and Training Personnel Agency
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of Mamasa Regency in 2019. The promotions through the merit system used a competency test to
fill two positions. In Government Regulation Number 11 of 2017 concerning the Management of
Civil Servants, a promotion must be based on a merit system. This system is a policy and
management of the State Civil Apparatus based on the qualifications, competencies, and
performance fairly and equitably. It is used in promotions to obtain qualified, well-performing,
and competent civil servants able to lead government sections, units, or agencies. Therefore, it is
expected that no political intervention would change a civil servant’s placement policy.

Table 1 shows the positions filled through the merit system at the Education and Training
Personnel Agency of Mamasa Regency:

Table 1
Positions Filled Through the Merit System at the Education and Training Personnel
Agency of Mamasa Regency

No. Position

1) (2)

1. | Head of Procurement, Pension, and Personnel Information

2. | Head of Sub-Division of Formation, Procurement, and Facilitation of the State

Civil Apparatus Professional Institute

Source: Mutation and Promotion Section of Education and Training Personnel Agency in
Mamasa Regency, 2022

Several problems were encountered in implementing the promotion in Mamasa Regency
in 2019. One of the problems was the absence of clear regulations regarding job promotion
activities. Promotion through a merit system, such as the Regent's Regulation, only refers to laws
and other provisions. For instance, job promotion refers to Government Regulation Number 11 of
2017 concerning the Management of Civil Servants. Another problem is that the competency test
results were not announced openly to employees that took the test. The results were directly
submitted to the leadership. Therefore, this study aimed to identify and analyze the promotion
management through the merit system at the Education and Training Personnel Agency, Mamasa

Regency, West Sulawesi Province.

Method
This study used a descriptive qualitative method with an inductive approach. According to
Sugiyono (2012:1), qualitative method examines the condition of natural objects with the study as

the key instrument. Data were collected by triangulation and analyzed inductively to obtain
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generalized results. Nazir (2014: 43) also stated that the descriptive method examines the present
status of people, objects, conditions, thought systems, or events. Data were collected using
triangulation techniques, in-depth interviews, observations, and documentation. This study used
ten informants comprising Assistant | for Government, Head of Education and Training Personnel
Agency, Secretary of Education and Training Personnel Agency, Head of Transfer and
Information, Head of Sub-division of Transfers and Promotions, Civil Servants participating in
promotions, and Human Resources involved in managing promotions through the merit system.
The informants were determined using the Purposive Sampling Technique, where the data sources
were with certain considerations (Sugiyono, 2018: 218). The data were analyzed through reduction,

presentation, and conclusions (Miles and Huberman in Silalahi, 2012: 339)

Result And Discussion

The promotion through the merit system at the Education and Training Personnel Agency
of Mamasa Regency must be managed according to the existing provisions. This is because
promotion implies appreciating civil servants with the required qualifications and work
performance. Furthermore, it is expected there would be no difference in treatment for employees
who receive promotions based on ethnicity, religion, race, and class considerations. This study
aimed to analyzed the management of promotions through the merit system. It explained the
observed focus by referring to the theory proposed by George Terry in Sukarna (2011:6) and

comparing it with field reality as follows:

A. Planning Aspect

Planning is an activity arranged in an organization to guide the process of identifying the
results to be achieved and ensure that the goals are realized properly. It is needed to overcome
possible obstacles, and the things required to realize its implementation are supported by relevant
information. Furthermore, planning ensures that activities are performed effectively and efficiently
to realize maximum accomplishments.

Promotional activities through a merit system are conducted to fill a position. These
activities require an SOP as a reference for them to run well. Based on the interviews and
observations results, the SOP still refers to the law and provisions related to job promotion
activities. There are no Regent or Regional Regulations governing promotions in Mamasa
Regency. According to Wibowo & Soeprihattanto (2020), an open promotion lacks a strong legal
basis. Azhzhahiri (2012) also found that open tender at the Ministry of Administrative Reform and
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Bureaucratic Reform has not worked as expected. This is due to the absence of clear regulations
regarding open-bid recruitment.

There is a need for regulations regarding promotions implemented by the Mamasa Regency
Government. This is because they outline the laws and government regulations that discuss
promotions based on local considerations. Regent or Regional Regulations could be used by the
performance appraisal team in making SOP for promotions.

The budget size also influences the course of promotion activities. Based on interviews and
observations, every promotional activity is accompanied by inaugurations. The Education and
Training Personnel Agency has attempted to regulate the costs needed to make promotion
activities more efficient. The agency prioritizes employees’ competency tests at the beginning of
the fiscal year to maximize the budget required for these activities.

The inauguration of a position should call employees to be inducted, witnesses, clergy, and
other parties. The activity must also print and budget for needs such as billboards and invitations.
When the budget does not meet the needs, several items may not be implemented in the promotion.
Therefore, the budget needed to carry out promotion activities must be planned properly and
carefully.

Any activity, including the promotion implementation, must require a budget to determine
the costs. Planning is important to determine the things needed and provided for in the promotion
implementation. Every promotion through a merit system should have a competency test to
determine a person’s suitability for placement. This competency test was conducted during the
promotion in 2019. The activities should be carried out continuously and consistently. This is in
line with Daniarsyah (2017) that State Civil Apparatus have high performance when the merit

system is implemented consistently in its management.

B. Organizing Aspect

Organizing is the determination, grouping, and preparation of resources to achieve the
desired goal. It is carried out to turn any planning into real action. For the organization to run well,
the available human resources, facilities, and infrastructure used must be divided according to its
designation. The human resources involved must be placed in sections according to their
capabilities for the implementation to run as expected. Moreover, the facilities must be available
and usable to avoid difficulties in carrying out the activities.

The interviews, observations, and data showed that professional human resources had been
placed in implementing promotion activities through the merit system at the Education and

Training Personnel Agency. In this process, several employees who understand computer
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operation are involved. Not all employees are involved because they have other duties and
responsibilities.
Table 1.2 shows the human resources involved in the promotion of positions at the Office

of the Education and Training Personnel Agency:

Table 2
Human Resources Involved in Job Promotion Activities

No Job description HR Involved
1) ) @)
1 | Performance Assessment Team Five people
2 | Registration Three people
3 | Academics Seven people
4 | Computer technician Three people

Total 18 people

Source: Mutation and Promotion Section of the Education and Training Personnel Agency of
Mamasa Regency, 2022

From Table 1.2, the human resources involved in promotion activities include the
Performance Assessment Team, Registration Section, Academics, and Computer Technicians.
They are involved in ensuring that the promotion through the merit system is performed smoothly.
People have expertise in determining the human resources to support promotion through the merit
system. Each person employed is carefully selected and placed according to the requirements of
the work to be performed. The human resources involved are tasked with working effectively and
efficiently.

The computer technicians entrusted with this activity are able to use computers well to
input and update large amounts of data. They overcome any technical obstacles in the operation
of each technology used. The Mamasa Regency Government collaborated with outside parties
from academia in implementing promotions, specifically in the competency test participated by
promoted employees. Competency tests are important to know the employee profile results and
are a reference to place employees according to their competencies.

Equipment resources also have a role in promoting activities, including available facilities
and infrastructure. Supporting facilities determine the success of implementing the work apparatus’
duties and responsibilities (Arifah & Amalia, 2021). Table 1.3 shows the equipment resources

used at the Education and Training Personnel Agency:
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Table 3
Equipment Resources Used in Promotion

No Equipment Resources Total
1) (2) 3)

1 | Lodging 7 Rooms
2 | Car 2 Unit
3 | Computer 4 Set
4 | Printer 4 Unit
5 | Banner 2 Unit
6 | Paper 7 Rim
7 | Snowman Pen 10 Box (12 pcs)
8 | Table 50 Unit
9 | Chair 50 Unit
10 | Room 3 Rooms
11 | Speaker 1 set

Source: Mutation and Promotion Section of Mamasa Regency Education and Training
Personnel Agency, 2022

The interviews, observations, and available data showed that the Education and Training
Personnel Agency had prepared the necessary facilities, such as lodging, consumption, and
transportation. The agency also prepares electronic devices, such as computers and printers, which
should be used properly during the competency test.

Equipment such as paper, pens, and other stationery must be in sufficient quantities. A lack
of equipment resources hampers the promotion activities through the merit system. The fulfilment

of all facilities speeds up the promotion process and makes it easier for everyone involved.

C. Implementation Aspect

Implementation is an action taken to continue the activities set in planning and organizing
to achieve the goals set. It must focus on the target because activities not directed at the target
waste labor, money, time, and materials used. Furthermore, previous planning and organizing
become meaningless when not implemented. This means that implementation runs when the
human resources involved conduct each stage using every resource, equipment, or supporting
facility.

The implementation of promotion through a merit system requires a regulatory mechanism.
In this case, the promotion mechanism entails procedures in determining employees to occupy
positions according to their competencies. This mechanism requires the employees promoted to

pass through some stages.



Jurnal MSDA (Manajemen Sumber Daya Aparatur) 10, 2 (2022): 199-210 206 of 210

The interviews, observations, and available data showed that the promotion mechanism
through the merit system at the Education and Training Personnel Agency includes:

a. The Head of Mutation and Development of the Education and Training Personnel Agency of
Masama Regency conducts an inventory of structural positions to be filled.

b. The Education and Training Personnel Agency of Masama Regency writes to all regional
apparatus organizations and performance appraisal teams regarding the vacancies to be filled
soon.

c. Based on the letter, each regional apparatus organization employee prepares files according to
the requirements needed for the position before taking the competency test.

d. The Performance Assessment Team holds a meeting to discuss the timing and series of
competency tests. The team selects prospective employees to fill structural position vacancies
according to the terms and conditions.

e. The Performance Appraisal Team assesses employees based on the competency test and
assessment results. These results are submitted to the Regent as the staffing officer to
determine which employees would fill the vacant positions.

The promotion mechanism runs the promotion flow to ensure the process runs smoothly.
All employees determine the job vacancies through a letter made by the Education and Training
Personnel Agency. They have the right to participate in promotions with no prohibitions, provided
they fulfil the terms and conditions of the position. Furthermore, the mechanism includes a
performance appraisal team that determines the time and activities in the competency test taken
by employees.

The competency test lasted for three days because it was taken by many employees. The
assessment team must have real data about exam results, performance, and other things that
strengthen the considerations. In promotional activities, the Education and Training Personnel
Agency collaborates with outside parties from the academic field in conducting competency tests.
The aim is to determine the intellectual abilities of employees to be promoted to vacant positions.

The competency test is conducted on employees’ psychology through interviews. The
performance appraisal team uses the test results as evaluation material in determining the
employee to be promoted. These results are reported to the Personnel Guidance Officer to
determine the person to fill the vacant position.

The assessment is based on the competency test results and the requirements to occupy a
position according to applicable regulations. A competency test is a requirement in the promotion

to be appointed to a position. The test results are used to evaluate the employees’ capability of
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being given new responsibilities. They help determine the completeness of the requirements that
have been fulfilled.

The interviews and observations showed that one factor to be used as an assessment is the
employees’ work experience. A civil servant appointed for the first time must be a staff for four
years to become Echelon IV. To become Echelon I11, staff must go through Echelon 1V for another
three years. This is in line with Government Regulation No. 11 of 2017 concerning the
Management of Civil Servants. Furthermore, there are rules governing requirements and
appointments. To be appointed to Echelon 111 or Administrator Position, one must have a minimum
of three years of work experience in the Echelon IV or Supervisory Position. This is contained in
Avrticle 54, paragraph 1 (d). Furthermore, in Article 54, paragraph 3 (d), one must have a minimum
work experience of four years as a staff or Implementing Position to become Echelon IV or
Supervisory Position. This shows that an employee to be promoted must have work experience
regulated by government regulations.

The implementation of promotions through the merit system at the Education and Training
Personnel Agency of Mamasa Regency in 2019 is quite well but not yet optimal. Agency did not
disclose information to the public when announcing the competency test results. This supports
Amalia (2020) that the Ministry of Administrative Reform and State Apparatus Empowerment has
not made public information disclosure in announcing the open selection of the State Civil
Apparatus. Furthermore, Setiawan, Jackson, and Putri (2016) found that the open selection of
Primary High Leadership officials in the Bandar Lampung City Government was hindered by the
absence of open information for the public to determine the candidates to be appointed or
promoted.

The announcement competency must be submitted to participants. This is in line with
Ma'Ruf (2018:274), that based on Government Regulation, the selection must openly. Therefore,

public information disclosure is a process and a form of public accountability.

D. Supervision Aspect

Supervision is important in overseeing all activities and is aimed at the targets made to take
the corrective evaluation. The terms supervision, control, and management are generally
interpreted the same (Sururama, R dan Amalia, 2020). Supervision tests whether the
implementation is orderly and directed. When planning, organizing, and implementing are not
supervised, it may be difficult to achieve the goals set. Hasibuan (2001:241) stated that new goals

are known to be achieved properly through supervision or assessment.
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Supervision controls the implementation and could be improved when the process is
running to achieve more focused results. Evaluation is also needed to collect information about
promotions to be used as an alternative in deciding on the appointment of a position. Although
evaluation is not only conducted by the government, it could also be carried out by the community
to obtain State Civil Apparatus, in line with Mariana (2017) that the government and the public
could supervise state apparatus applicable. The evaluation helps apparatus's that fairly firmly.

The interviews and observations found that the evaluation has been conducted and reported
to the Personnel Guidance Officer but not verbally. This evaluation is about changes in
consideration of employees proposed for promotions. Similarly, a fairly good evaluation was
conducted on the promotion in 2022. The Education and Training Personnel Agency has
announced online, enabling the public and participants to access the competency test results at
each stage. This is seen in the Announcement Letter Number 24/PANSEL JPTP-BKPP/IV/2022
concerning Track Record Assessment in the Context of Open Selection for Primary High
Leadership Positions within the Mamasa Regency Government in 2022. It is also seen in the
Announcement Letter Number 23/PANSEL JPTP-BKPP/IV/2022 regarding the Competency
Assessment Assessment in the Framework of the Open Selection of Primary High Leadership
Positions for the Mamasa Regency Government in 2022. The scores and names of participants are

listed alphabetically in the two announcement letters.

Conclusion

This study found that the management of promotion through the merit system at the
Education and Training Personnel Agency of Masama Regency, West Sulawesi Province, has been
effective regarding organization and supervision. However, the planning and implementation
aspects still need improvement. In the organizational aspect, the agency has placed professional
human resources overseeing promotion activities through a merit system. The human resources
include a Performance Assessment Team, a registration section, academics, and computer
technicians. Equipment resources are also used in promotion activities through a merit system.
Regarding supervision, the agency has evaluated and reported to the Personnel Guidance Officer.
In the planning aspect, no Regent or Regional Regulations govern promotions based on local
considerations. This is also reflected in the implementation aspect, where no public information is
disclosed in announcing the competency test results. Therefore, there is a need for a Regent or
Regional Regulation based on local considerations. Consistency is also needed in public

information disclosure in job promotions that use competency tests.
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