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Abstract

This study aims to analyze the implementation of job equivalency on career patterns of functional
officials at the Institut Seni Indonesia (ISI) Yogyakarta, with performance as a mediating variable.
Job equivalency is a strategic policy in bureaucratic reform that aims to improve organizational
efficiency and effectiveness. However, implementing this policy often faces challenges, especially
in the development of career patterns of functional officials. This study uses a quantitative
approach with a path analysis method to measure the relationship between the implementation
of job equivalency, career patterns, and performance. Data were obtained through a survey of
functional officials at ISI Yogyakarta, which was analyzed using statistical tools. The results of
the study indicate that the implementation of job equivalency significantly affects functional
officials' career patterns. In addition, performance is a variable that mediates the influence
between job equivalency and career patterns. These findings provide important implications for
strategic decision-making in human resource management, especially in the scope of Institut Seni
Indonesia (ISI) Yogyakarta.
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1. Introduction

Increasing globalization and economic dynamics have affected various aspects of
organizations (Pratondo et al, 2024), including the bureaucratic structure in
universities. The previous mechanistic organizational structure with a command
pattern tends to produce a slow bureaucracy. Bureaucratic reform encourages
transformation towards a more dynamic and flexible organizational structure. This
process involves simplifying the bureaucracy, one of which is through equalizing
administrative positions to functional positions (Nurhestitunggal & Muhlisin, 2020),
as implemented at the Institut Seni Indonesia (ISI) Yogyakarta. This simplification is
expected to increase the bureaucracy's efficiency, effectiveness, and professionalism
(Pratama et al., 2022; Sri Hartati, 2021).

Bureaucratic reform in Indonesia has been regulated through Presidential
Regulation Number 81 of 2010 concerning the Grand Design of Bureaucratic Reform
2010-2025. This reform roadmap includes three waves, targeting the realization of a
world-class government by 2024. One of the main focuses of this reform is to create a
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2.

civil servant that is professional, has technological skills, and can compete at the
global level (Marthalina, 2021). Implementing this reform involves simplifying the
organizational structure, equalizing positions, and developing an electronic-based
work system (Pakaya, 2022; Sukamtono et al., 2022).

The equalization of administrative positions to functional positions is based on the
Regulation of the Minister of PAN-RB Number 17 of 2021. This policy includes
changing the administrator position to functional at the middle expert level, from
supervisor to junior expert, and from implementer to first expert. This simplification
is expected to encourage civil servants to focus more on developing competencies and
skills-based performance. However, implementing this policy also faces challenges
such as competency mismatch, career pattern uncertainty, and adjustments to the
performance appraisal system (Timur et al., 2022).

In practice, the equalization of positions at ISI Yogyakarta creates a dilemma.
Officials affected by this policy are faced with the demand to meet the target credit
score as an indicator of functional performance while carrying out the same
administrative duties as their previous position. This creates a double burden that can
potentially hinder the development of career patterns. In addition, the mismatch
between educational background and functional position is an additional challenge
in implementing this policy (Firmansyah, 2023; Lisda Van Gobel, 2023).

Based on this phenomenon, this study aims to analyze the implementation of job
equivalency towards the career patterns of functional officials at ISI Yogyakarta with
performance as a mediating variable. This study focuses on the analysis of the
implementation of job equivalency towards the career patterns of functional officials
at ISI Yogyakarta, with performance as a mediating variable. This study is expected
to provide recommendations to improve the effectiveness of implementing job
equivalency policies in the university environment. In addition, the results of this
study can also contribute to strengthening the civil servant career management
system to support the realization of a professional and world-class bureaucracy.

Method

This study uses a quantitative approach by analyzing numerical data statistically.
The focus of the study is to evaluate the effect of job equivalency on the career patterns
of functional officials at Institut Seni Indonesia (ISI) Yogyakarta, with performance as
a mediating variable. The study subjects included 32 functional officials involved in
the job equivalency policy at ISI Yogyakarta. This study was conducted from
February to December 2024. Data were collected through a Likert-based
questionnaire to measure respondents' responses to the variables studied.
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This study involves three main variables: job equalization as an independent
variable, career pattern as a dependent variable, and performance as a mediating
variable. Each variable is measured using a 5-point Likert scale-based indicator,
ranging from "strongly disagree" (1) to "strongly agree" (5). Data analysis is carried
out by calculating indicator scores to categorize assessments from low to very high
levels. The analysis model uses a regression approach and mediation test to identify
the relationship between the variables studied.

3. Results and Discussion

This section aims to discuss the results and findings of the research process.
Using SPSS, several tests were carried out, such as validity, reliability, descriptive
statistics, path analysis, t-test, and F-test. Each test is explained as follows:

3.1 Descriptive statistics
Tabel 1. Descriptive Statistics

Characteristics Category Total Percentage (%)
Male 19 59,4%
Gender Female 13 40,6%
Total 32 100%
31-40 1 3,1%
Age (years) 41-50 15 46,9%
51-60 16 50,0%
Total 32 100%
11-20 11 34,4%
Year of Service 21-30 16 50,0%
(years) 31-40 5 15,6%
Total 32 100%

D-3 4 1%

: S-1 23 71,9%
Last Education S 5 15.6%
Total 32 100%

The profile of respondents in this study can be seen based on several
characteristics, namely gender, age, length of service, and last education. Based on
gender, out of 32 respondents, 19 (59.4%) were male and 13 (40.6%) were female. This
shows that the majority of respondents in this study were male. In terms of age, one
respondent (3.1%) was between 31-40 years old, 15 respondents (46.9%) were in the
41-50-year age range, and 16 respondents (50.0%) were between 51-60 years old.
These data show that most respondents are in the 41-60-year age range. Based on
length of service, 11 respondents (34.4%) had a length of service between 11-20 years,
16 respondents (50.0%) had a length of service between 21-30 years, and five
respondents (15.6%) had a length of service between 31-40 years. This indicates that
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most respondents have long work experience, with a working period of between 21-

30 years. In terms of the last education, four respondents (1%) have a D-3 education
of D-3, 23 respondents (71.9%) have an S-1 education, and five respondents (15.6%)
have an S-2 education. Thus, most respondents have a bachelor's degree (S-1).

Overall, the profile of respondents in this study shows a male dominance with a

mature age, extended work experience, and a level of education dominated by

bachelor's degree graduates (S-1). This profile illustrates that respondents have

adequate competence and experience to provide relevant contributions to the

research objectives.

Table 2. Validity Test

Variable Item R Count R Table Adverb
PJ1 0.928 0.349 Valid
PJ2 0.886 0.349 Valid
PJ3 0.866 0.349 Valid
PJ4 0.891 0.349 Valid
PJ5 0.866 0.349 Valid
Job Equalization PJ6 0.924 0.349 Valid
PJ7 0.954 0.349 Valid
PJ8 0.918 0.349 Valid
PJ9 0.950 0.349 Valid
PJ10 0.892 0.349 Valid
PJ11 0.858 0.349 Valid
PJ12 0.935 0.349 Valid
KN1 0.942 0.349 Valid
KN2 0.927 0.349 Valid
KN3 0.920 0.349 Valid
KN4 0.945 0.349 Valid
KN5 0.963 0.349 Valid
KN6 0.928 0.349 Valid
Performance KN7 0.927 0.349 Valid
KN8 0.936 0.349 Valid
KN9 0.943 0.349 Valid
KN10 0.965 0.349 Valid
KN11 0.934 0.349 Valid
KN12 0.920 0.349 Valid
KN13 0.936 0.349 Valid
KN14 0.961 0.349 Valid
) o PK1 0.945 0.349 Valid
E‘:r‘g:rogj‘tltgimlal PK2 0.925 0.349 valid
PK3 0.935 0.349 Valid
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PK4 0.943 0.349
PK5 0.951 0.349
PK6 0.931 0.349
PK7 0.937 0.349
PK8 0.948 0.349
PK9 0.925 0.349
PK10 0.947 0.349

Valid
Valid
Valid
Valid
Valid
Valid
Valid

The results of the validity test show that the question items on the variables of job

equivalency, performance, and career patterns of functional officials show a

significant result of <0.50. So, it can be concluded that all statements of the research

variables are valid or suitable for use as research instruments.

Table 3. Reliability Test

Variable Cronbach’s Alpha Adverb
Job Equalization 0.980 Reliabel
Performance 0.990 Reliabel
Functional Official Career Pattern 0.985 Reliabel

Based on Table 3.2 reliability test results, all variables have a Cronbach's Alpha

value of more than 0.60. This shows that all statements in the research variables are

reliable and suitable for research instruments.

3.2 Hypothesis Test Results

This study uses path analysis to examine the direct effect of job equivalency on

functional officials' career patterns and the indirect impact through performance as a

mediating variable. Hypothesis testing is carried out using path analysis with the help
of SPSS software. The analysis consists of two stages: Model I and Model II. Model I
test the effect of job equivalency (X) on performance (Z). Meanwhile, Model II

examines the impact of job equivalency (X) on functional officials' career patterns (Y)

by considering performance (Z) as a mediating variable. The test results of the two

models are presented in Table 4 and Table 5 to support the research findings.

Table 4. Model I Test Results

Unstandardized Standardized .
Model Coefficients Coefficients 18
B Std. Error Beta
1 (Constant) 9.096 8.136 1.115 274
Job
Equalizatio 924 206 4481 .000
n
a. Dependent varible: Performance
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Table 5. Model II Test Results

Unstandardized Standardized ¢ si
Coefficients Coefficients 8
Model
Std.
B Beta
Error
1 (Constant) -,766 4.640 -165 .870
Job Equalization .307 149 317 2.064 .048
Performance 352 102 .529 3.447 .002
a. Dependent varible: Functional Official Career Pattern

3.2.1 The Results and Discussion of Hypothesis 1: Job Equalization Has a Positive
Effect on The Career Patterns of Functional Officials
Based on the analysis results, the job equivalency variable (X) positively influences
the career pattern of functional officials (Y), with a regression coefficient of 0.317. This
means that an increase in job equivalency will be followed by a rise in the career
pattern of functional officials and vice versa. The statistical test shows a ttt-value of
2.064 with a significance level of 0.048 (p <0.05), indicating significant influence. This
finding supports the first hypothesis, which states that job equivalency has a direct
positive effect on the career patterns of functional officials.

In its implementation, the government's policy to equalize positions is like a
double-edged sword, where on the side of implementing this policy, the hope that is
to be achieved is to transform the gloomy face of the country's bureaucracy so far
(Firmansyah, 2023), however, there is also the potential for career patterns to be
hampered or even kill the careers of functional officials who are being equated if the
implementation of the job equating is not appropriate to the competencies possessed
by the officials being equated.

Job equalization has a positive and significant effect on the career patterns of
functional officials (Amalia, 2023; Gerston, 2021). Job equalization will have a good
influence on the career pattern of a functional official if its implementation is correct
by considering the abilities and competencies of the official. Career patterns have a
role in the development of an employee or official because they have implications for
the level of expertise and professionalism, both individually and in terms of their
influence on the agency's performance (Novianti et al., 2022). Conformity in applying
job equivalency will support the career pattern of a functional official and vice versa.

3.2.2 The Results and Discussion of Hypothesis 2: Job Equalization Has a Positive
Effect on The Performance of Functional Officials

Based on the regression analysis results, the job equivalency variable (X) positively
influences the performance of functional officials (Z) with a regression coefficient of
0.633. This means an increase follows every one-unit increase in job equivalency
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performance of 0.633. The statistical test shows a t-value of 4.481 with a significance
level of 0.000 (p <0.05), which indicates a significant influence. Thus, these results
support the second hypothesis, which states that job equivalency positively affects
functional officials' performance.

Job equalization is a way to create a more concise and less complicated
bureaucratic process that has often been a problem in the Indonesian government. In
this case, the government views that the bureaucratic simplification policy needs to
be implemented to realize a responsive government with increasingly excellent
public services, and several other arguments are included (Wahyudi et al., 2024).

Position equalization is one of the efforts to optimize the performance of public
services. The change is expected to positively impact the performance of newly
appointed functional officials and positively contribute to the organization's
performance (Kustanto & Nuviandra, 2023). The existence of the equalization of
positions demands adjustment from the officials concerned, including changes in
mindset when carrying out their daily tasks. Therefore, the better the implementation
of equalization of positions, the more the performance of functional officials will

increase, and vice versa.

3.2.3 The Results and Discussion of Hypothesis 3: Performance Has a Positive
Influence on The Career Patterns of Functional Officials
Based on the regression analysis results, the performance variable (Z) positively
influences the career pattern of functional officials (Y) with a regression coefficient of
0.529. This means that every one-unit performance increase will increase functional
officials' career patterns by 0.529. The statistical test shows a t-value of 3.447 with a
significance level of 0.002 (p <0.05), which indicates a significant influence. These
results confirm that performance has a positive and considerable impacts on the
career pattern of functional officials. Thus, the third hypothesis stating that
performance positively influences functional officials' career patterns is accepted.

Career patterns are implemented as one of the government's policies to develop
and find the correct positions for employees or officials. (Novianti et al., 2022). Career
patterns will be significant in supporting employees in occupying positions, so,
naturally, career patterns receive more attention (Insaini et al., 2018). One of the
factors that can influence career patterns is the performance offered by employees,
both at the lower level and at the official level.

Performance has a significant influence on the career pattern of functional officials.
Performance assessment is a variable that determines the career development of an
employee or official. The key to the career development of a functional official is
related to the performance of the functional official, known as the term credit score
(Wahyudi et al., 2024). Thus, whether a person's career develops will undoubtedly be
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assessed from their performance, where good performance will certainly open up
opportunities for a promising career pattern so that career development will be more
guaranteed.

3.2.4 The Results and Discussion of Hypothesis 4: Performance Mediates the
Influence of Job Equalization on the Career Patterns of Functional Officials
Based on path analysis, the performance variable (Z) plays a mediating role in the
relationship between job equivalency (X) and career patterns of functional officials
(Y). The direct effect of job equivalency on career patterns is obtained at 0.317, while
the indirect impact through performance is 0.334. The total impact produced is 0.651,
indicating that the indirect impact is more significant than the direct effect.

The Sobel test was used to test the significance of mediation, with the calculation
results showing a t-value of 2.376, which is greater than the t-table of 1.96 at a
significance level of 5%. These results indicate that performance significantly
mediates the relationship between job equalization and career patterns of functional
officials. Thus, the fourth hypothesis, stating that "job equalization has an effect on
career patterns of functional officials mediated by performance," is accepted.

The government's equalization of positions significantly impacts personnel
management, especially in terms of organizational change and work procedures,
public services, budget, work culture, and the employees' career development
(Wahyudi et al., 2024). Thus, it is hoped that by implementing job equivalency, one
of the hopes to be achieved is the development of employee careers by looking at the
performance of employees or officials after job equivalency is carried out.

Job equalization has a significant influence on the career pattern of functional
officials through performance as a mediator. A person's performance will be the basis
for assessing whether a person will be able to have a developing career or not.
Performance improvement can occur if a person is placed according to their capacity
and competence. The equalization policy requires an effort to adjust the performance
assessment that is integrated with the activity points (Kustanto & Nuviandra, 2023).
In the government structure, job equalization is one of the efforts made by the
government to improve a person's performance. Opportunities for better career
development following the increased performance will, of course. Thus, it can be
concluded that job equalization affects career patterns through performance as a
mediating variable.

4. Conclusion

This study provides empirical evidence that job equalization positively influences
the career patterns of functional officers at the Institut Seni Indonesia Yogyakarta. The
findings further reveal that job equalization significantly enhances the performance
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of these functional officers. Additionally, performance is a positive determinant of
career patterns, highlighting its pivotal role in shaping career trajectories. Notably,
performance mediates the relationship between job equalization and career patterns,
emphasizing its intermediary function in translating job equalization into career
development outcomes. These results underscore the importance of strategic job
equalization practices to optimize performance and career progression within
academic institutions.

Based on the results of the descriptive analysis, it was found that the lowest
average value on the job equivalency variable was in the suitability indicator,
especially in the item "I am still assigned to carry out previous structural tasks," with
a mean of 3.09. This finding indicates that some functional officials are still burdened
with structural tasks that can hinder their work effectiveness. Therefore, further
research is recommended to explore these conditions' causal factors and impacts
using a qualitative approach.

References

Amalia, R. (2023). Policy Implementation Of The Equalization Of Administrative
Positions Into Functional Positions. Sosiohumaniora, 25(1), 29.
https:/ /doi.org/10.24198 /sosiohumaniora.v25i1.44648

Firmansyah, F. (2023). Implementasi Penyetaraan Jabatan Terhadap Pola Karier Pejabat
Fungsional di Pemerintah Kabupaten Bima. Journal of Governance and Local Politics
(JGLP), 5(2), 217-226. https:/ /doi.org/10.47650/jglp.v5i2.1009

Gerston, L. N. (2021). Public Policymaking in a Democratic Society. Routledge.
https:/ /doi.org/10.4324/9781003229278

Insaini, N., Lie, D., Butarbutar, M., & Efendi, E. (2018). Pengaruh Penilaian Prestasi Kerja
Pegawai Terhadap Pengembangan Karir Pada Kantor Pengawasan Dan Pelayanan
Bea Dan Cukai Tipe B Pematangsiantar. SULTANIST: Jurnal Manajemen Dan
Keuangan, 1(1). https:/ /doi.org/10.37403 / sultanist.v1il.4

Kustanto, M., & Nuviandra, W. L. (2023). Implementasi Penyetaraan Jabatan Terhadap
Pola Karier Pejabat Fungsional Hasil Penyetaraan Di Pemerintah Kabupaten Sidoarjo.
Jurnal Litbang Sukowati: Media Penelitian Dan Pengembangan, 7(1), 67-80.
https:/ /doi.org/10.32630/sukowati.v7i1.350

Lisda Van Gobel, Z. K. U. H. (2023). Pengaruh Transformasi Jabatan Struktural ke
Jabatan Fungsional dan Motivasi Kerja Terhadap Kinerja Pegawai Pada Pemerintah
Kabupaten Boalemo. Journal Economy and Currency Study (JECS), 5(1), 145-158.
https://doi.org/10.51178 /jecs.v5i1.1579

Marthalina, M. (2021). Analisis Dampak Pengembangan Karir PNS Pasca Pelaksanaan
Alih Jabatan Struktural ke Jabatan Fungsional. Jurnal MSDA (Manajemen Sumber Daya
Aparatur), 9(1), 42-55. https:/ /doi.org/10.33701 /jmsda.v9i1.1716

Novianti, E., Burhanuddin, B., & Sudarmi, S. (2022). Pola Karir Jabatan Pegawai Negeri

192



P-ISSN: 3046-692X, E-ISSN: 3046-6911

Sipil Di Badan Kepegawaian Dan Pengembangan Sumber Daya Manusia Kabupaten
Jeneponto. Kajian Ilmiah Mahasiswa Administrasi Publik (KIMAP), 3(4), 1099-1113.
https:/ /journal.unismuh.ac.id/index.php/kimap/article/ view /8622

Nurhestitunggal, M., & Muhlisin, M. (2020). Penyederhanaan Struktur Birokrasi: Sebuah
Tinjauan Perspektif Teoretis dan Empiris Pada Kebijakan Penghapusan Eselon IIl dan
IV. Jurnal Kebijakan Pembangunan Daerah, 4(1), 1-20.
https://doi.org/10.37950/jkpd.v4i1.100

Pakaya, S. (2022). Pengaruh Penilaian Kinerja Terhadap Pengembangan Karier Pada
Kantor Camat Atinggola Kabupaten Gorontalo Utara. Journal of Technopreneurship on
Economics and Business Review, 3(2), 82-96. https:/ /doi.org/10.37195/jtebr.v3i2.82

Pratama, A. Rajak, A. & Sabuhari, R. (2022). Pengaruh Penyederhanaan
Birokrasi Terhadap Kepuasan Kerja dan Dampaknya Pada Kinerja Pegawai di
Lingkup Bps Se- Provinsi Maluku Utara. Jurnal Ilmiah Wahana Pendidikan, 8(23), 712~
728. https:/ /doi.org/10.5281/ ZENODO.7578784

Pratondo, K., Zaid, Z., Bidul, S., & Aisyah, S. (2024). Pengaruh Kualitas Pelayanan
terhadap Loyalitas Pelanggan melalui Citra Perusahaan (Studi Kasus pada Bisnis
Ritel TokoMu). Innovative: Journal Of Social Science Research, 4(2), 3675-3686.
https:/ /doi.org/10.31004/INNOVATIVE.V412.9511

Sri Hartati, Y. (2021). Analisis Pertumbuhan Ekonomi Inklusif Di Indonesia. Jurnal
Ekonomi Dan Bisnis, 12(1), 79-92. https:/ / doi.org/10.55049/jeb.v12i1.74

Sukamtono, S., Ranihusna, D., & Widyastuti, R. (2022). Perubahan Jabatan: Dampaknya
Pada Kinerja Dan Kesejahteraan. [BMI (Jurnal Bisnis, Manajemen, Dan Informatika),
18(3), 197-216. https:/ /doi.org/10.26487 /jbmi.v18i3.18492

Timur, W., Fauzi, A., Yakup, Y., & Satyawati, T. (2022). Implementasi Penyetaraan
Jabatan Administrasi Tenaga Kependidikan ke Jabatan Fungsional. [DMP (Jurnal
Dinamika Manajemen Pendidikan), 7(1), 39-47.
https:/ /doi.org/10.26740/jdmp.v7n1.p39-47

Wahyudji, D. L, Sujoko, S., & Wening, N. (2024). Analisis Dampak Kebijakan Penyetaraan
Jabatan Administrator dan Pengawas ke Dalam Jabatan Fungsional Terhadap Kinerja
dan Pengembangan Karir Pegawai Negeri Sipil. Jurnal Manajemen Pendidikan Dan

Ilmu Sosial, 5(6), 2882-2891. https:/ /doi.org/10.38035/JMPIS.V516.3016

193



