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Abstract. Purpose: This study aims to know whether the announcement of Large-Scale Social
Restriction (PSBB) and Public Activity Restriction (PPKM) in the midst of Covid-19 influence the
Indonesian capital market.

Methods: Comparative research along with event study is used as the methodology. There are
32 companies taken as a sample study. The data are collected during the event period for 22 days —
11 days for PSBB event period and the other 11 days for PPKM event period. The collected data are
analyzed using parametric statistical tests Paired Sample t-Test and One Sample t-Test for normal
distributed data, while for the abnormal distributed data; non-parametric statistical test is carried
out.

Results: The results indicated that there is no difference in the average of abnormal return and
transaction volume before and after the event. However, significant abnormal returns occurred after
the third day of PSBB announcement (D+3), whereas during PPKM, significant abnormal returns
occurred at day two (D-2) and day three (D-3) before and day five (D+5) after the announcement.
The trading volume activity also showed that there is a significant transaction volume during the
day of social restriction.

Conclusion: The market reaction is occurred during the announcement of PSBB and PPKM.
Even, they are becoming panic due to high selling pressure during the announcement.

Keywords: event study, abnormal return, transaction volume
JEL Classification: H54, M2, O1
INTRODUCTION

Capital market is one of the most important economics instruments. It is an indicator of a
country's economic progress, which shows the higher the capital market contribute to the country’s
economy, the more vulnerable it is. Dewi (2018) stated that capital market is a place of an
institution for investor or business organization that have excess or lack of funds of unlimited long-
term situation such as stocks, mutual funds, and bonds. Capital market will response to situation
that contains information, either economic or non-economic things, that disturb the Nation’s
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stability, such as natural disaster, military threats, or disease outbreaks (Putri, 2020). Nevertheless,
the outbreaks of the disease may lead to the economic losses.

Indonesian President Joko Widodo announced the first case of Covid-19 in Indonesia on
Monday, March 2" 2020 (Gugus Tugas Covid-19, 2020). World Health Organization (WHO)
explained that Corona Viruses (CoV) is a virus that will infect the respiratory system tract. The
infection called Covid-19, it makes the infected person experience mild to severe symptoms such as
lung infections where a bunch of symptoms diseases that attack the respiratory system as happened
in Middle East, which called as MERS (Middle East Respiratory Syndrome) and SARS-CoV
(Severe Acute Respiratory Syndrome-Corona Viruses) (Khoiriah et al., 2020).

According to statistical data from the Ministry of Tourism and Creative Economy of the
Republic of Indonesia (2020), the number of foreign tourist arrivals in March 2020 decreased by
64.11% from the previous year. The decrease was happen due to the closure of access from the
country and several regions. Besides, the amount of public demand for holidays has also decreased,
including the tourism service companies, hotels, restaurants, and transportation (Rahmawati et al.,
2020). The spread of covid-19 has indirect impact to the stock purchase. The capital market in
Indonesia, based on the BEI (Indonesian stock exchange) data, had experienced degression in
regular market for 26.44% with foerign net sell 15.01 trillion rupiahs (Rifa’i et al, 2020). New
normal increase the mood of capital market since June 2-5, JCI recorded a 1.98% gain to 4,847.51,
which become the highest level since April 7, 2020 (Rifa’i et al., 2020). The arrivals of Covid-19
vaccine, Sinovac, from China, on Sunday 6 December 2020, build the optimism to the condition of
Indonesian economy, one of which was the Indonesian Stock Exchange of Composite Stock Price
Index (IHSG).

On December 7, 2020, the IHSG trading is successfully closed higher by 120.28 points or
2.07% to 5,930.76 (Antaranews.com, 2020). The increase in IHSG occurred due to positive
feedback, such as the procurement of domestic Covid-19 vaccine. Even though Indonesia has
procured a Covid-19 vaccine, the cases are still increase to early 2021. Therefore, the government
re-implemented the enforcement of Public Activity Restrictions (PPKM) which was announced on
January 6, 2021 as stated in the Instruction of Home Affairs Minister 1/2021. JCI trading close on
Thursday, January 21, 2021 decreased by 15.86 points or 0.25% to 6,413.89, and it is happen due to
the extension of PPKM (Melani, 2021). These condition give influence to the capital market. The
market efficiency happens if the market maker did not experience the abnormal return in long-term
duration.

This research discusses about the influence of the announcement of Large-Scale Social
Restriction (PSBB) and Public Activity Restriction (PPKM) on capital market in Indonesia. It has
purpose to test the differences in abnormal return before and after a certain event and to test
whether the abnormal return is significant during the day of a certain event. It is also testing the
difference in transaction volume before and after the event, and test whether there is a significant
transaction volume on the day of the event.

LITERATURE REVIEW

Abnormal return and transaction volume before and after the announcement of large-scale
social restriction policy (PSBB)

Until now, it cannot be confirmed yet when the Covid-19 pandemic is over. The government
had been applied some policies to push the spread of the virus, such as PSBB. PSBB may affect the
health stock market and lead to the unstable market price that can influence the investors. Investor
reacts to the stock market based on the information that affect on the company’s condition. The
information will affect the market abnormal returns if it has knowledge within. The market will
response to good news with positive abnormal returns and to bad news with negative abnormal
returns (Tandelilin, 2010). Besides using abnormal returns, stock transaction volume can also be
used to observe the content information of an event by looking at the ratio on traded number of
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shares at the time to the number of outstanding shares. Stock transaction volume is the number of
company shares which traded in a certain period and the volume can be influenced by the interest of
the investor interest (Wicaksono and Adyaksana, 2020).

Seralurin (2014) found that there were differences in abnormal returns before and after the
certain event. During the period of an event, abnormal returns occur more often before the event
and there is no certain pattern. This research obtain that it is happen because transactions on the
stock exchange are based on the panic of market participants due to high selling pressure.
According to researcher, it is happen because the transactions on stock exchange are based on the
panic situation of market due to high selling pressure. Another research was done by Kusnandar &
Bintari (2020) stated that there are differences in abnormal returns before and after the
announcement of time changes in trading for stock exchange transactions on Indonesia Stock
Exchange during Covid-19 pandemic. They found that there is significant differences between AR
before and after the announcement of the first Covid-19 case in Indonesia.

Diantriasih et al. (2018) indicates that there is an average difference before and after the 2018
simultaneous regional elections in abnormal returns, security return variability and trading volume
activity. The research that was done by Khoiriah et al., (2020) also indicates that the Average
trading volume activity (ATVA) variable has significant positive effect before and during Covid-19.
However, the analysis result of Agustiawan & Sujana (2020) obtained that there is no difference of
abnormal return and trading volume activity on LQ45 stocks before and after the announcement of
government's policy regarding the emergency status of Covid-19 disease.

Therefore, based on the previous studies above, the hypotheses of this study are:

H1: There are differences in abnormal returns before and after the announcement of large-scale
social restriction (PSBB).

H2: There is significant abnormal returns during the day of the announcement of large-scale social
restriction (PSBB).

H3: There are differences in transaction volume before and after the announcement of large-scale
social restriction (PSBB).

H4: There is significant transaction volume during the day of the announcement of large-scale
social restriction (PSBB).

Abnormal return and transaction volume before and after the announcement of Public Activity
Restrictions (PPKM)

Even though Indonesia has applied the large-scale social restriction policy, the case of Covid-
19 is keep increasing until the early year of 2021. Thus, the government is applying back the
implementation of public activity restriction (PPKM). Similar to PSBB, the implementation of
PPKM is affecting the health of stock market in Indonesia.

Based on the analysis of Wicaksono & Adyaksana (2020) which discusses Investor Reactions
as the Impact of Covid-19 on Indonesian Banking Sector indicated that there are significant
differences in abnormal returns and transaction volume activities before and after the announcement
of Covid-19 pandemic. It shows a big picture of stock price volatility and trading volume that
experience sharp fluctuations during the pandemic.

The analysis that was done by Hinawati (2016) which analyzes the Effects of Eid Holiday on
Abnormal Returns also shows that the average abnormal return in the first week before the Eid
holiday is smaller than the average abnormal return in other weeks, in general it can be concluded
that there is an effect on Indonesian Stock Exchange before Eid holiday. Likewise, the two-average
difference test that was carried out in total indicates that the average abnormal return in the first
week after holiday is higher than the average abnormal return for the other weeks, in general it can
be concluded that there is an effect of Indonesian Stock Exchange after Eid holiday.

Based on the analysis of Putri (2020) which examines the Indonesian Capital Market Reaction
to the fluctuations of Rupiah during Covid-19 Pandemic. The results of hypothesis Il test indicated
that there is a significant difference in the average trading volume activity before and after the
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fluctuation of Rupiah against US dollar. Based on the research of Putra et al. (2020) which
examines the difference between Abnormal Return and Trading Volume Activity due to the 2018
Jakarta-Palembang Asian Games, The results indicated that there was no significant difference in
the average abnormal return and trading volume activity before and after 2018 Asian Games
opening ceremony. However, there are significant differences in the average abnormal return and
trading volume activity in before and after the closing ceremony of 2018 Asian Games.

Difference test that was done by Anwar et al. (2020) indicated that presidential election is able to
affect trading volume of industrial sector, although there is no abnormal return in this election.
Meanwhile, the cabinet announcement event showed zero results on industrial sector stock trading
that occurred on Indonesia Stock Exchange.

H5: There are differences in abnormal returns before and after the announcement of public activity
restriction (PPKM).

H6: There is significant abnormal returns during the day of the announcement of public activity
restriction (PPKM).

H7: There are differences in transaction volume before and after the announcement of public
activity restriction (PPKM).

H8: There is significant transaction volume during the day of the announcement of public activity
restriction (PPKM).

RESEARCH METHODOLOGY

This type of research is a comparative research that compares the existence of a variable or
more in several different samples. This research is an Event Study. The data source used secondary
data. The data collection method used Documentation method. Overall, the period of the event is 22
days, with 11 days for the announcement of the Large-Scale Social Restriction (PSBB) and 11 days
for the announcement of Public Activity Restriction (PPKM), where a day for the announcement is
cut off, plus five days before and five days after the announcement.

Indonesian President, Joko Widodo, emphasized that the Government will implement the
PSBB to prevent the spread of Covid-19. It was announced by President Jokowi in a press statement
at Bogor Palace, West Java, on March 31* 2020. The event period of PSBB can be seen in figure 1
below:

T= To T+
March 23™ 2020 March 31% 2020 April 7" 2020

Figure 1. PSBB Event Period

Based on the official announcement of Coordinating Ministry for Economic Affairs Republic
of Indonesia on 06 January 2021, through the  press release, the
HM.4.6/03/SET.M.EKON.3/01/2021 policy regarding the PPKM, is issued only in several
regencies. Then the event period is written as following below:
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Ts To T+
December 28" 2020 January 06™ 2020 January 13" 2020

Figure 2. PPKM Event Period

The analytical method used the parametric statistical test Paired Sample t-Test for different
tests and One Sample t-Test to observe the significance of each variable. Before conducting the
research, a test was carried out on the data whether the data had been distributed normally or not,
using the One-Sample Kolmogorov-Smirnov Test. If the data is not normally distributed, for the
different test, the test is carried out using non-parametric statistical test of Paired Sample Wilcoxon
Signed Rank Test and to observe the significance of each variable, the test is carried out using One
Sample Wilcoxon Signed Ranked Test.

RESULT AND DISCUSSION

This study aims to analyse the capital market reaction on before and after the announcement of
the policy (PSBB and PPKM) during the pandemic covid-19. The paired sample t-test is used to see
the differences between the average abnormal return before and after the announcement of PSBB
and PPKM. Since in the normality test the data is distributed normally then to see the difference of
average abnormal return, paired sample t-test by seeing the Sig value (2-tailed). If the sig. value is
less than 0.05 ( < 0.05) the abnormal return can occur. The paired sample t-test on the abnormal
return of PSBB and PPKM can be seen in table 1 and 2 below:

Table 1

Paired Sample T-Test AR PSBB

Me Std. Std. 95% Confidence
an Deviatio Error Interval of the
n Mean Difference
Lower Upper
AR before_ - 014347 .002536 - .000923 -1.675 31 .104
activity .004 951 383 .0094226 335
restriction — 249 41

AR after_ 653
activity
restriction

Source: SPSS data (2021)
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Table 2

Paired Sample T-Test AR PPKM

Std. Std. 95% Confidence

Deviatio Error Interval of the
n Mean Difference
Lower Upper
Pair AR - .038553 .006815 - .001354 - 31 .075
1 before.  .0125458 848 422 .0264460 253 1.841
Social 92 36
Restricti
on AR
after
Social
Restricti
on

Source: SPSS data (2021)

Table 1 and 2 above showed the significance comparison value is > 0.05. The significance
value is then used to compare the value of each events. It showed that the sig. value before and after
the announcement of PSBB was 0.075 and the sig. value before and after the announcement of
PPKM was 0.1.04. If the sig.value was less than 0.05 ( < 0.05), it meant that Ho is rejected and Ha
is accepted.

Based on the values contained in each event, it can be seen the significance of abnormal returns
before and after the announcement of PSBB indicated the sig. value > 0.05 (0.075> 0.05), and the
events before and after the announcement of PPKM showed the sig. value> 0.05 (0.104 > 0.05). It
meant that there is no difference in abnormal returns before and after the announcement of PSBB
and PPKM.

Meanwhile to see the difference between the average trading volue activities in PSBB and
PPKM event, paired sample wilcoxon signed rank test was implemented. The trading volume
activity appeared when the sig. value (2-tailed) less than 0.05 ( < 0.05). The result of paired sample
wilcoxon signed rank test can be seen table 3 and 4 below:

Table 3
Paired Sample Wilcoxon Signed Rank Test TVA PSBB
Test Statistics®

z -1.608
Asymp. Sig. (2-tailed) .108
a. Wilcoxon Signed Ranks Test
b. Based on negative ranks.

Source: SPSS (2021)

[ 13 [
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Table 4
Paired Sample Wilcoxon Signed Rank Test TVA PPKM
Test Statistics®
z -.206°

Asymp. Sig. (2-tailed) @ .837
a. Wilcoxon Signed Ranks Test
b. Based on positive ranks.
Source: SPSS (2021)

Based on the values contained in each event, it can be seen that the sig. value of trading volume
activity before and after the announcement of PSBB showed the sig. value > 0.05 (0.108 > 0.05),
and before and after the announcement of PPKM the sig. value > 0.05 (0.837 > 0.05). It indicated
that there is no difference in trading volume activity before and after the announcement of PSBB
and PPKM.

After doing the paired sample t-test and paired sample wilcoxon signed rank test, the authors
used one sample t-test to see the abnormal returns on the day around the announcement of PSBB
and PPKM. One sample t-test is used because in normality test the variable of abnormal return has
been distributed normal, with asumption, if the sig. value (2-tailed) < 0.05 then there is significant
abnormal return in the day around the event of PSBB and PPKM. The result can be seen in table 5
and 6 below:

Table 5.
One Sample t-Test AR PSBB

Sig. Mean 95% Confidence

(2- Difference Interval of  the
tailed) Difference

Lower Upper

AR_D-5PSBB 913 31 .368 .009309382 - .03009615
.01147738

AR_D-4PSBB -310 31 .759 - - 01374675
.002461403 .01866955

AR_D-3PSBB -764 31 .450 - - 01970615
011811316 .04332878

AR_D-2PSBB 273 31 .787 003511042 - 02976712
02274504

AR_D-1PSBB 123 31 .903 001107324 - .01948936
01727471

AR _DDAYPSBB | -.327 31 .746 - - .01390311
.002650436 ' .01920398

AR _D+1PSBB 1.724 31 .095 020797780 - 04540781
.00381225

AR _D+2PSBB 955 31 .347 013367205 - .04192501
.01519060

AR_D+3PSBB 2.195 31 .036 027052174 .00192064 .05218370

AR_D+4PSBB -898 31 .376 - - .00860522
006768880 .02214297

AR_D+5PSBB 1252 31 .220 .007936207 .02086620

.00499378
Source: SPSS processed data (2021)
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Table 6.

One Sample t-Test AR PPKM

df Sig. Mean 95% Confidence
(2- Difference Interval of  the

tailed) Difference
Lower Upper
AR_D-5PPKM -816 31 421 - - .00838973
.005596327 .01958238
AR_D-4PPKM -1.961 31 .059 .00043676

.010948989 .02233474
AR_D-3PPKM -2.717 31 .011 - - -
.015545922 .02721333 .00387851
AR_D-2PPKM -2.296 31 .029 - - -
013776241 .02601506 .00153742

AR_D-1PPKM 667 31 .510 002610623 - .01059222
.00537097

AR_DDAYPPKM 1.782 31 .085 011787245 - 02527608
.00170158

AR_D+1PPKM 652 31 .519 003917511 - .01617052
.00833550

AR_D+2PPKM -702 31 .488 - - .01086734
.005703314 .02227396

AR_D+3PPKM -782 31 .440 = - .00883485
.005492495 .01981984

AR_D+4PPKM -1.020 31 .316 - .00579329

005791488 .01737627
AR_D+5PPKM -2594 31 .014 - - -
.008938805 .01596782 .00190979

Source: SPSS processed data (2021)

The tables above indicate that there is no abnormal return around the announcement of PSBB,
however if it is observed on a daily basis, there is an abnormal return in day three (D+3) after the
restriction. It is similar to the announcement of PPKM which showed no abnormal return during the
event, but the significant abnormal return appeared on day two (D-2) and three (D-3) before and
day five (D+5) after the event. This happens due to market participants overreacting to the
announcement of the PPKM.

While in trading volume activity, the normality test showed that the data is not distributed
normal. Thus, one sample wilcoxon signed ranked test is used to see the trading volume activity
during the day of the announcement of PSBB and PPKM. With assumption that significant trading
volume activity appears if the sig. value (2-tailed) < 0.05 during the day around the event. The
result of one sample wilcoxon signed ranked test can be seen in the following table 7 and 8 below:
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One Sample Wilcoxon Signed Ranked Test

TVA Large-scale social restriction (PSBB)

10.

11.

Null Hypothesis

The median of
TVA _HMIN5PSBB
Equals 0.000

The median of
TVA HMIN4PSBB
Equals 0.000

The median of
TVA _HMIN3PSBB
Equals 0.000

The median of
TVA HMIN2PSBB
Equals 0.000

The median of
TVA HMIN1PSBB
Equals 0.000

The median of
TVA _HNOLPSBB
Equals 0.000

The median of
TVA HPLUS1PSBB
Equals 0.000

The median of
TVA HPLUS2PSBB
Equals 0.000

The median of
TVA HPLUS3PSBB
Equals 0.000

The median of
TVA HPLUS4PSBB
Equals 0.000

The median of
TVA HPLUS5PSBB
Equals 0.000

One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test

signed

signed

signed

signed

signed

signed

signed

signed

signed

signed

signed

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

Decision
Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Table 7

Within the assumption of significant value < 0.05, and there is a significant trading volume

activity on the day during the announcement of PSBB and PPKM policy. Based on the table above,
it showed that the sig. value is less than 0.05 for 11 days of each event. Hence, it can be concluded
that cumulatively there is a significant trading volume activity around the announcement of PSBB

and PPKM.

16


https://management-journal.org.ua/index.php/journal

Daat, S.C., Sesa, P. V.S. and Rahayu, Y.L. (2021), “Indonesian capital market condition before and after the
announcement of social restriction”, Management and entrepreneurship: trends of development, 4(18), pp.8-20.
Available at: https://doi.org/10.26661/2522-1566/2021-4/14-01

One Sample Wilcoxon Signed Ranked Test

TVA Public Activity Restriction (PPKM)

Null Hypothesis

Test

Decision

Table 8

1. The median of
TVA_HMIN5SPPKM
Equals 0.000

2. The median of
TVA _HMIN4 PPKM
Equals 0.000

3. The median of
TVA _HMIN3 PPKM
Equals 0.000

4. The median of
TVA _HMIN2 PPKM
Equals 0.000

5. The median of
TVA _HMIN1 PPKM
Equals 0.000

6. The median of
TVA HNOL PPKM
Equals 0.000

7. The median of
TVA _HPLUS1 PPKM
Equals 0.000

8. The median of
TVA HPLUS2 PPKM
Equals 0.000

9. The median of
TVA _HPLUS3 PPKM
Equals 0.000

10. The median of
TVA HPLUS4 PPKM
Equals 0.000

11. The median of
TVA _HPLUS5 PPKM
Equals 0.000

One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test
One-sample
Wilcoxon
rank test

signed

signed

signed

signed

signed

signed

signed

signed

signed

signed

signed

.000

.000

.000

.000

.000

.000

.000

.000

.000

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

Reject the null
hypothesis

The results of this research are consistent with signaling theory which assumes that the ups and
downs of market prices will have an effect on investors. Signaling theory discusses about how
companies provide signals or information to external parties, which later the signal will be a
positive or a negative signal. It indicates that the announcement of Large-Scale Social Restrictions
(PSBB) policy and the announcement of Public Activity Restrictions (PPKM) contain several
informations. Therefore, the market participants have a respond to the events, although the market
response is uncertain. For the abnormal return variable it shows a negative value, it means that the
information received by market participants is negative information. Meanwhile, the trading volume
activity variable indicates a positive value; it means that the information received by market

participants is positive information.
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The results of this study are in line with research conducted by Agustiawan and Sujana (2020)
that there is no significant difference in the average abnormal return and trading volume activity of
LQ45 stocks before and after the announcement of the government's policy regarding the
emergency status of Covid-19 disease. Khoiriah et al. (2020) indicated that the variable of Average
trading volume activity (ATVA) have positive and significant influence before and during the
pandemic covid-19. Difference test that was done by Anwar et al. (2020) indicate that presidential
election are able to influence the trade volume of industrial sector stocks, even there is no abnormal
return on the event. In connection with the results of the study, the researchers concluded that there
had been a leak of positive information before the event which obtained by the investors, thus the
market maker considered that the announcement of PSBB and PPKM as an ordinary events that do
not need to be overreacted. It also can be concluded that the Indonesia capital market is not yet
efficient in the form of semi-strong information.

CONCLUSION

Based on the test results, researcher concludes that there has been a market reaction to the
announcement of PSBB and PPKM. Although there is no difference on the variable of abnormal
return and trading volume activity variables before and after the event, significant abnormal return
happen three days after the announcement of PSBB and significant abnormal return happen D-3, D-
2 before the announcement and D+5 after the announcement of PPKM. For the variable of trading
volume activity, it also indicates that there are significant transaction volumes on the announcement
day of large scale social restriction and on the announcement day of public activity restriction.

Related to the results of the study, researcher concluded that transactions on stock exchange
was done based on panic situations of market participants due to high selling pressure and positive
information prior leaks to the investors obtained event, therefore the market players consider the
announcement of PSBB and PPKM policy is only an ordinary event that does not need to be
overreacted. Based on the test results that are not significant in hypothesis testing, it can be
concluded that Indonesian capital market is not efficient yet in form of medium information.

SUGGESTION

This research only used two variables; abnormal returns and transaction volume, with the time
period for five days before (D-5) to five days after (D+5). The sample also limited to the hotel,
restaurant, tourism, and transportation sub-sectors. Therefore, for future researchs, it is expected to
be able to use other estimation methods to determine the return thus there will be variations in
determining the estimation period and additional research objects, comparing market reactions to
companies in different fields with the use of larger samples, measuring market reactions with other
indicators, such as stock prices and stock returns, and reducing the research time period.
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CTAH PUHKY KAIITAJY IHAOHE3II 10 I MICJISA OrOJIOINEHHS COLIAJIBHUX

OBMEKEHb
Sylvia C. Daat Pascalina V. S. Sesa Yunike L. Rahayu
Accounting Department, Accounting Department, Accounting Department,
Cenderawasih University, Cenderawasih University, Cenderawasih University,
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JocmipkeHHs CTpsMOBaHEe Ha Te, MO0 Mi3HATUCS, K BIUIMHYJIW [IHPOKOMACIITA0HI
corianbHi oomMexenHs: (PSBB) ta oomexenHs: rpomazcbkoi aisuibHOCTI (PPKM) y po3pusi Covid-
19 Ha iHIOHE31MChKIIA PHHOK KaIiTamy.

B sixocTi MeTo10710Tii BUKOPHCTOBYETHCS MapasielibHe JOCTIKEHHS Hapsily 3 BUBUYEHHSIM
noxiit. B sikocti BubGopy Oymu B3aTi 32 xommanii. JlaHi 30uparoThCs B TEPiOJ] MO BIPOAOBK 22
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nHiB - 11 guiB s nepioay moxiit PSBB i1 inmmx 11 guiB mis nepioxy noxaiit PPKM. 3i6pani gani
AHATI3YIOThCS 3 BUKOPUCTAHHSIM TapaMETPUYHUX CTAaTHCTUYHUX TecTiB IlapHuii t-xpurepiid
BUOIpKH Ta t-KpHUTEpiii OJHOrO BHOOPY AJISi HOPMAJIbHO PO3MOAUICHHX JAHHUX, a JJIi aHOMAJIbHO
PO3MOAUICHUX TaHUX POBOJUTCS HETApaMEeTPUYHHUI CTATUCTUYHUHN TECT.

Pesynbrati mokazanu, 10 HEMAa€ HiSKOi PI3HHILI B CEpeHIM aHOMAaJbHIM TOXOJHOCTI Ta
o0cs31 TpaH3akIii a0 1 micas monid. OaHak 3HAYYIlI aHOMAJIbHI TOBEPHEHHS BUHUKIIM ITiCIIsS
tperboro nus oronomenHs PSBB (D + 3), toai sk y PPKM 3nauymi anomainbHi MOBEPHEHHS
BUHUKJIM Ha apyruii aens (D-2), tperiii aens (D-3) i Ha n'stuii gens (D + 5). ) micias oroJomieHHs.
AKTHBHICTH 32 00CATOM TOPTiB TaKOX IMOKa3aja, IO MPOTITOM JHs COLIATBHUX OOMEKEHb iCHY€
3HAYHHUIA OOCST TPaH3aKIIIN.

Kuro4oBi cjioBa: gociipKeHHs MO/i, aHOMaIbHE TTIOBEPHEHHS, 00CAT TPaH3aKIIii.

COCTOSHUE PBIHKA KAIIUTAJIA UHAOHE3HUHA 1O U ITOCJIE
OBBABJEHUS COLUAJIBHBIX OTPAHUYEHUN

Sylvia C. Daat Pascalina V. S. Sesa Yunike L. Rahayu
Accounting Department, Accounting Department, Accounting Department,
Cenderawasih University, Cenderawasih University, Cenderawasih University,

Jayapura, Papua Jayapura, Papua Jayapura, Papua

HccnenoBanue HampaBieHO HAa TO, 4YTOObI Yy3HaTb, IOBJIUSAET JU OOBSABICHHE O
IIMPOKOMACIITA0HbIX colMaNbHBIX orpannyeHusx (PSBB) u orpannyenun oOuiecTBeHHON
nestensHoctu (PPKM) B pasrap Covid-19 Ha unaoHe3ulCKHii pHIHOK KaluTaIa.

B kadecTBe METO/IOJIOTMM HCIIOJIb3YETCS CPABHUTEIBHOE HWCCIIEIOBAaHUE Hapsaay C
u3zyueHueM coOblTuil. B kauectBe BbIOOpKM ObUIM B3sITHl 32 kommaHuu. [laHHble coOuparoTcs B
TeYeHHEe mepuona coObTHsi B TeueHwe 22 nuedt - 11 nmueidt anms mepuoma cobObitus PSBB m
ocrainpHble 11 muedt ana mepuoga coOwbituss PPKM. CoOpaHHble JaHHBIE aHAIU3HPYIOTCS C
HCIIOJIb30BAaHUEM IAapaMETPUUECKUX CTATUCTHUECKUX TecToB I[lapHblii t-kpuTepuil BbIOOpKH U t-
KPUTEpU OJHOM BBIOOPKM JJIi HOPMAJIbHO pAcHpeAENCHHbIX JaHHBIX, a IS aHOMaJbHO
pacnpeieNieHHbIX JaHHbBIX; IPOBOJUTCS HEMTapaMEeTPUUYECKUM CTaTUCTUUECKUN TECT.

Pe3ynbrarel nokasany, 4TO HET HUKAKOM pa3HULBl B CPEJHEH aHOMAJIBHOW JTOXOJHOCTH U
o0bemMe TpaH3akIMi 10 U mocie coOblTua. OAHAKO 3HAYUTENIbHbIE AHOMAJIbHBIE BO3BPAaThl
MpOM30UUIM Tocae Tperbero nHs oObsBiaeHus PSBB (D + 3), torma kak Bo Bpems PPKM
3HAYHMTENIbHbIC AHOMAJIbHBIC BO3BPAThI MPOM30ILTH Ha BTOpoit neHb (D-2), tpetuit aenb (D-3) u Ha
naTeli 1eHb (D + 5) mocne oObsBieHUs. AKTUBHOCTh IO 00bEMY TOPIOB Tak)Ke MOKazaja, 4To B
TEYEHUE JTHS COLMAIIbHBIX OTPAaHUYEHUN CYIIECTBYET 3HAUUTENIbHBIA 00BbeM TpaH3aKLUH.

KimoueBble ciioBa: HUCCICOAOBAHUC CO6BITPII>1, aHOMAaJIbHBIN BO3Bpar, 00BeM TPAaH3aKINH.
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Abstract. In order to understand the current research status of human resource management in
China, this article takes CNKI as the data source and uses CiteSpace software to sort out relevant
literatures on Human resources in Rural China since 2010, and analyzes them from four
dimensions: the number of articles published, author contribution, institutional cooperation and
keywords. Research indicates that China's research on rural human resources has generally shown a
downward trend since 2010. However, with the implementation of China's rural revitalization
strategy, targeted poverty alleviation and other national policies, research on rural human resources
has begun to rebound in recent years.In addition, the core team of authors in this research field has
not yet formed, and there is a lack of cooperation between them.In terms of research institutions,
colleges and universities undertake the main task of theoretical research, while government
agencies pay more attention to cooperation between different departments.At the same time,
through analysis, it is also found that the research hotspots in this field are epochal, and key words
with high degree of emergence have appeared in different periods.The value of this article lies in
the three-dimensional presentation of the current situation of China's rural human resources
research, which provides a better direction for scholars to carry out research in the future.

Keywords: rural, human resources, CNKI, CiteSpace
JEL Classification : J23, M12
INTRODUCTION

Rural human resources refer to the sum of the physical and mental power of the population in
rural areas. Compared with the international academic circles, China’s research on rural human
resources started relatively late, but China is a big agricultural country after all. It is China’s
unshirkable obligation and responsibility to train high-quality rural human resources. At present,
there are many achievements in the field of rural human resources research in China, but there are
few systematic sorting and analysis of current research.Therefore, this article takes CNKI as the
data source and uses CiteSpace to sort out literatures in the field of human resource research in rural
China, so as to identify hot areas of human resource management research.This is not only the basis
to promote the in-depth development of rural human resources research, but also provides a better
direction for scholars to carry out research in the future.
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LITERATURE REVIEW

At present, there are many researches on rural human resources in China, but there are still
relatively few scholars who specialize in documenting these studies.Through combing the existing
literature, it is found that the research methods used in these literatures are different, and there are
three main types.

First, qualitative research methods.Qualitative research methods are currently the literature
analysis methods commonly used by Chinese scholars.Cai Ningwei and Zhang Lihua (2014)
took master's degree thesises as sample, adopted the literature research method of content analysis,
and analyzed the changes in human resource management research from 1990 to 2005 from the
perspective of semantics.The research found that the research of human resource management in
China has a trend of internationalization, scientization, standardization and meticulousness.Yang
Nina (2015) summarized the general situation of China's human resource service industry
theoretical research around the meaning, classification and development status of human resource
service industry, and proposed the characteristics of the theoretical results of China's human
resource service industry and the direction of future research.Second, quantitative research
methods.Ding Mengru and Zhang Xiang (2013) took sci-tech human resources as the key word and
CAJD database as the data source, analyzed sci-tech human resources from the perspectives of age
distribution, journal sources, core authors, funding and subject content by using bibliometric and
co-word analysis methods, and put forward some suggestions for the future development of sci-tech
human resources.Zhang Haoyu, Fang Hongjun (2015) used Citespace software and information
visualization technology to conduct a quantitative and visual analysis of the research literature
published in the magazine "China Human Resources Development” in the past 15 years.It probes
the important authors, authoritative institutions, classic documents, topic hotspots and their
evolution of China's human resources research in the early 21st century, and predicts the
development trend of China's human resources research.Third, a combination of qualitative and
quantitative methods.Wang Yufeng and Li Dan (2019) used bibliometric methods and content
analysis methods to analyze foreign research literature related to rural human resource development
from 2006 to 2016.The results of the study found that the academic community’s attention to the
development of rural human resources is increasing year by year; the research methods are mainly
theoretical studies and case studies, with relatively few empirical studies; the research topics are
concentrated on development strategies, influencing factors, development Mode and so on.On this
basis, the paper analyzes the shortcomings of the current foreign rural human resource development
research, and predicts the future research direction.

To sum up, the current research focuses on qualitative research in research methods, and there
are few quantitative researches. Many researches are based on the analysis of a certain journal. The
data source is relatively narrow.Therefore, this paper uses CiteSpace software and CNKI as the data
source to analyze and sort out relevant literatures since 2010.

PAPER OBJECTIVE

The purpose of this study is to carry out multi-dimensional scanning of relevant researches on
rural human resources in China through literature measurement and data visualization technology,
S0 as to present the research status of rural human resources in China.

DATA SOURCES AND METHODOLOGY
The sample of this article comes from CNKI.CNKI database is the most authoritative and most

frequently used literature database of Chinese social science journals in China.The selection of the
literature in this database for research can ensure the authority of the research data.In order to
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accurately retrieve the research literature, select "Advanced Search™ in the CNKI database, use
"Rural” and "Human Resources™ as the title, select "Academic Journal" as the data source, and
select "2010-2020" for the time span.Finally, 910 literatures were obtained. On this basis, after
manual screening, it was determined that the retrieved literatures were all valid literatures.

In terms of research methods, this study selected the Cite Space visualization software
developed by Dr. Chen Chaomei, a well-known information visualization expert, to perform
multiple analyses on the collected data.Cite Space is the abbreviation of Citation Space. It is a
visual analysis software that focuses on the analysis of potential knowledge contained in scientific
literature and is gradually developed in the context of scientometrics, data and information
visualization.The principle of this analysis software is to quantitatively analyze the literature based
on co-citation analysis theory and pathfinding network algorithm.Because the structure, rules, and
distribution of scientific knowledge are presented through visualization methods, the visualization
graphs obtained by this type of method analysis are also called “scientific knowledge
graphs.""Scientific Knowledge Graphs" has the dual nature and characteristics of both "graph™ and
"spectrum”, which can be displayed as a visual knowledge graph, and can also reflect a serialized
knowledge pedigree.Therefore, the visual analysis of rural human resources is helpful for scholars
to better grasp the frontiers and development trends of the field of rural human resources research,
so as to provide references for better carrying out theoretical research and practical research in this
field.

RESULT AND DISCUSSION

With the help of the Cite Space visual analysis tool, this study analyzes the literature from four
dimensions, including chronological distribution, author contribution, institutional cooperation and
keyword co-occurrence, in order to comprehensively display the diversity of human resources
research in Rural China as much as possible.

Chronological Distribution of Literature

Through the data analysis of collected literatures, it is found that from 2010 to 2020, the
amount of literatures in the field of rural human resources research in China generally shows a
downward trend, as shown in Figure 1. Since 2017, it has been gradually rising, which is mainly
related to the rural revitalization strategy implemented in China in recent years.

Mumber of articles

Figure 1. Annual publication of literatures related to rural human resources
Source: CNKI database

Author Contribution
Through the quantitative analysis of the authors, not only find the core authors of a certain
research topic, but also serve as an important basis for the research on the formation of the
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community.In this study, author cooperation atlas was drawn with CiteSpace tool, and authors
whose publication frequency was greater than 4 were exported through background data, as shown
in Figure 2 and Table 1.

In the cooperation map generated by Citespace, the connections between nodes reflect the
strength of the cooperation relationship. The more connections, the more cooperation between each
other.It can be seen from Figure 2 and Table 1 that since 2010, the research groups of rural human
resources have been dispersed, and the only researchers with obvious cooperative relationships are
Gao Shiyou, Wang Xiaoyan, Gao Qing, Wang Yu, Jiang Leilei, etc. All of these authors have

—_—

published more than 4 articles.According to the Price formula N=0.749x ¥# ==  the core authors are
measured, (N represents the amount of articles published by the core authors, and n,,, represents the
amount of articles published by the most productive authors). It is concluded that the core authors
of this study are those who have published 2 or more articles.Through further analysis of CiteSpace
background data, it was found that only 63 authors had published more than 2 articles, accounting
for 6.9% of the total number of authors, which indicates that the core research team has not yet
formed.

Figure 2. Author's cooperation map
Source: CNKI database

Table 1

Authors with publication frequency >4

Wei Rongshan

Hao Huijuan
Liu Xiaojun
Zhu Yhanghao
Gao Shiyou
Jiang Leilei
Gao Qing
Fan Xuegang
Huang Wen
Wang Xiaoyan
Wang Yu

©O© o0 NO UL~ WwWwN -
A BB PDOTOTOTOTO N

el =
(N o)

Source: CNKI database

Institutional Cooperation
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Through the analysis of institutional cooperation, it is possible to detect the distribution of the
main research forces of a certain research topic.With the help of CiteSpace to draw a cooperation
map of research institutions, it was found that the Ministry of Commerce, Ministry of Agriculture
and Rural Affairs, National Development and Reform Commission, Ministry of Human Resources
and Social Security and other institutions have obvious cooperative relations, and these institutions
are all state agencies or government departments. This shows that the Chinese government pays
very high attention to rural human resources and emphasizes multi-sectoral cooperation to jointly
promote the development of rural human resources.From the perspective of the number of articles
published, institutions with more than 4 articles published are mainly concentrated in universities
(Table 2), which indicates that universities have become the core institutions of rural human
resources research.

Table 2
Institutions with publication frequency >4

1 School of Business Administration, Jiangxi University of 5
Finance and Economics

2 School of Economics and Management, Northwest University 5
of Political Science and Law

3 Xi'an Peihua College 4
School of Economics and management,Beihua University 4

5 School of Economics and Management, Jiangxi Agricultural 4
University

6 School of Health Management and Education, Capital Medical 4
University

7 Dongying City Human Resources and Social Security Bureau 4

8 School of Economics and Management, Northeast 4
Agricultural University

9 Henan Agricultural Vocational College 4

10 Xinxiang College 4

11 School of Economics and Management, Xichang College 4

12 School of Economics and Management, Northeast Forestry 4
University

13 Beihua University 4

14 Northeast Electric Power University 4

15 Yunnan Agricultural University 4

Source: CNKI database

Through the emergence function of CiteSpace to further analyze the research institutions
(Figure 3), it is found that there are mainly 4 emerging institutions in rural human resource research
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since 2010, and all of them are colleges or secondary institutions of colleges and universities.It is
worth mentioning that Xi’an Peihua College has the latest emergence time, starting in 2018, but the
emergence intensity is the highest, with an emergence index of 2.11, it has become the main front of
rural human resources research in recent years.

Top 4 Institutions with the Strongest Citation Bursts

Instutions Year Strength Begin End  2020-2020
1.School of Economics and Management, 2010 1.75 2013 2020 e m—————
Northeast Forestry University
2.school of Economics and management, 2010 1.77 2017 2020  wee——————
Beihua University
3.Beihua University 2010 1.77 2017 2020 S em-——-

4.Xi'an Peihua College 2010 211 2018 2020

Figure 3. Map of institutions with the strongest citation bursts
Source: CNKI database

Keyword Analysis

The existence of keywords in an article is a high degree of condensation and generalization of
research topics, and is the main indicator selected in bibliometric research and analysis.Keyword
analysis can better detect the evolution trend of the discipline development and the impact of
sudden events on the development of the discipline.Through the Burst emergence detection of
citespace analysis software, the top 20 emergent keywords were collected, such as figure 4.1t is
worth noting that among these high emergence keywords, the emergence intensity of rural
revitalization,targeted poverty alleviation and new countryside construction is particularly high,
especially the emergence intensity of rural revitalization is as high as 11.26.0n the one hand, it is in
line with the rural revitalization strategy and the targeted poverty alleviation project being
implemented by the Chinese government, confirming that theories are derived from practice, and on
the other hand, it also explains the reason why the research on human resources in rural China has
rebounded in recent years.

Top 20 Keywords with the Strongest Citation Bursts

Keywords Year  Strength  Begin  End 2010-2020
1. Rural health buman resources 2010 6 2010 2020 .
Jo10 2020 (W Y 50T UW W0 S0 S0 S WO W W
) 2020 =T se mn e rYr PET Bey e T pee
2010 209 2010 2021 V- 000 b0 b4 b ) a0
1.86 2011 202 | G S -
13 2011 202 L ARARLRATT T DT
e e e

243 4

20 Rugal revital

Figure 4. Map of keywords with the strongest citation bursts

Source: CNKI database

Export the top 10 keywords with co-occurrence frequency through CiteSpace software and
calculate their centrality. The higher the centrality, the richer the research around the keyword, and
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the stronger the control and influence the keyword has in the research network.As shown in Table 3,
since 2010, keywords with high frequency of rural human resource research have basically been
positively correlated with their centrality, and keywords with high centrality are basically the same
as keywords with high emergence rate, which shows that since 2010 , China's rural human
resources research has formed a more obvious hot spot.

Table 3

Top 10 keywords with co-occurrence frequency and their centrality

1 Human Resources 229 0.44
2 Rural 193 0.28
3 Rural human resources 192 0.44
4 Human Resource Development 168 0.31
5 Rural human resource development 139 0.35
6 Countermeasure 78 0.15
7 development 75 0.07
8 New Countryside Construction 66 0.19
9 Human resource Management 47 0.10
10 status quo 34 0.07

Source: CNKI database
CONCLUSION

In summary, the following conclusions can be drawn,China's research on rural human
resources has generally shown a downward trend since 2010. However, with the implementation of
China's rural revitalization strategy, targeted poverty alleviation and other national policies,
research on rural human resources has begun to rebound in recent years.In addition, the core team
of authors in this research field has not yet formed, and there is a lack of cooperation between
them.In terms of research institutions, colleges and universities undertake the main task of
theoretical research, while government agencies pay more attention to cooperation between
different departments.At the same time, through analysis, it is also found that the research hotspots
in this field are epochal, and key words with high degree of emergence have appeared in different
periods.According to the analysis results of Citespace, future research needs to pay special attention
to strengthening the cooperation between authors, condense the academic team, promote the
generation of core authors, and enhance the authority of research.
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CTATYC JOCIIKEHHA CIJIbCBKOI'O YIIPABJIITHHA JIIOACBKUMUA
PECYPCAMM B KUTAI: HA OCHOBI KLIBKICHOT'O AHAJII3Y CITESPACE

Cui Lijuan
Henan Institute of Science and Technology, Henan, China,
Sumy National Agrarian University, Sumy, Ukraine,

{06 3p0o3ymiTH MOTOYHHI CTaH MOCIIKEHb YIPaBIiHHS JIIOJCBKUMHU pecypcamu B Kurai,
s crartsa BukopucrtoBye China Knowledge Network (CNKI) sik mkeperno maHuX i BUKOPHUCTOBYE
nporpamHe 3a0esnedyeHHs CiteSpace uis copTyBaHHS BIANOBIAHOI JITEpaTypH IPO JIKOJCHKI
pecypeu B cinbebkiit micieBocTi Kutaro 3 2010 poky. PesynbraTt mociipkeHHS MOKa3yOTh, IO
nocnipkeHHss B Kutal moA0 JIOACHKUX PeCcypCiB y CUTBCHKIA MiICIIEBOCTI 3arajioM 3HU3HIUCS 3
2010 poky. OnHak i3 BOPOBAKEHHSAM KUTAWCHKOT CTpATETil BIIPOKEHHSI CIIIbCHKOT MICIIEBOCTI Ta
[iJecpsIMOBaHOI OOPOTHOM 3 OIIHICTIO Ta 1HIIMX HAIIOHAIBHUX TMOJITHK, TOCIIIKSHHS CLITbCHKUX
JIOJCBKUX PECYpCiB TOYal aKTHUBI3YBaTHCS B OCTaHHI pokd. KpiM TOro, OCHOBHHH KOJICKTHB
aBTOPIB y Wil JOCHIAHUIBKIN ramy3i me He copMOBaHUM i MK HUMHU BincyTHs cmiBoparns. 1o
CTOCYEThCS HAYKOBO-JIOCJIJIHUX YCTAHOB, TO OCHOBHE 3aBIaHHS TCOPETUYHUX JOCIIIKCHb
BUKOHYIOTh KOJIE/DKI Ta YHIBEPCHUTETH, TOJI 5K JIEpXKaBHI OpraHu OiIbIIe yBaru MPHIUISIIOTH
CHIBIIpalll MK PI3HUMH BIJOMCTBaMHU. Y TOH ke 4ac NUISIXOM aHali3y TaKO>K BHUSIBIICHO, 110 rapsayi
TOYKH JTOCTI/DKEHHS B IIiH raiysi € enoXajJbHUMH, a KIFOYOBI CIOBA 3 BUCOKHUM CTYIICHEM MOSIBH
3’gBrsucs B pi3Hi nepiogu. LliHHICTH 1i€l cTaTTi moJisAra€ B TPUBHMIPHOMY MpEICTaBJICHHI
MOTOYHOI CUTYaIil 3 JOCTIKEHHSAMH CLIbCHKHX JIIOJCHKUX pecypciB y Kurai, i BoHa Hagae BUCHUM
HAIMPSMOK JUIsl KPAIIoTo MPOBEACHHS JOCIIDKEHb Y MaiiOyTHEOMY.

KurouoBi ciioBa: Cinbenki, kaapoBi pecypen, CNKI, CiteSpace

CTATYC UCCJIEJOBAHHUM B OBJIACTH YIIPABJIEHUSI YEJIOBEYECKUMU
PECYPCAMM B CEJIbCKOM MECTHOCTHU KUTAS: KOJIUWYECTBEHHBIN AHAJIN3,
OCHOBAHHBIN HA CITESPACE

Cui Lijuan
Henan Institute of Science and Technology, Henan, China,
Sumy National Agrarian University, Sumy, Ukraine,

Jns Toro 4yToOBl MOHSATH TEKYIEe IMOJ0KEHHWE HCCIeI0BaHUM B OOJIACTH YHpaBJIEHHUS
yenoBeueckuMu pecypcamu Kutasi, sTa craths ucnonb3dyeT kutaiickyto ceth 3HaHui (CNKI) B
KayecTBE UCTOUYHHMKA JaHHBIX, UCNOJB3Ys porpammy CiteSpace it 06pabOTKH COOTBETCTBYIOIIMX
JIOKYMEHTOB, CBSI3aHHBIX C celbCcKUMU pecypcamu Kurtas ¢ 2010 roma, a Takke ais aHainu3a U3
KOJINYEeCTBa TEKCTOB, BKJIAJOB AaBTOPOB, WHCTUTYLIMOHAJIBHOIO COTPYAHHYECTBA M YETHIPEX
u3MepeHuil KkimoueBbX cioB. MccnenoBanus mokasanu, uyro ¢ 2010 roma B KuTae B II€JIOM
HaOII0AaeTCsl TEHACHLUS K CHIDKEHUIO MCCIENOBaHHMM MO CEIbCKUM KaJIpOBBIM pecypcam, HO B
CBS3M C pealu3aluell TroCyAapCTBEHHOW TOJUTHUKM B TaKUX CTpaHaxX, Kak OMOJIaKMBaHUE
CTpaTEerMuecKuX M TOYHBIX Mep Mo 0oprOe ¢ OeAHOCTHIO B celbCKUX paiioHax Kutas, B mocienHue
roJpl MHTEHCUBHOCTh MCCJEIOBAaHUN 10 KaJpOBBIM pecypcaM B CENbCKHX palloHAaxX Hayana
BO3pOXkJIaThcs. Kpome TOro, ocCHOBHBIE TPYIIBI aBTOPOB B ATOIM 00J7acTH MCCIIEAOBAaHUM elle He
chopMUpOBaHbl, M UM HE XBaTaeT COTpPyJHUYECTBa Jpyr ¢ JApyroM. Yrto Kacaercs
HCCIIEIOBATEILCKUX MHCTUTYTOB, TO BBICIINE y4eOHBbIE 3aBe/ICHHs BBIOJHAIOT OCHOBHBIE 3aJaud
TEOPETUYECKUX MCCIIEOBAHUMN, B TO BpeMs KaK TOCYJapCTBEHHbIE YUPEXKJIEHUS YACNAI0T OoJblliee
BHUMaHHE COTPYIHUYECTBY MEXIY Pa3TUUYHBIMU CEKTOpaMu. B To ke BpeMs aHajIu3 BBISBUI, YTO
ropsiuve TOYKHU MCCIIETOBaHUM B 3TOM 00JaCTH MMEIOT BPEMEHHYIO aKTyaJlbHOCTb, U B Pa3jIHyuHbIe
MEepUOJIbl KIIFOYEBBIE CJIOBA, KOTOPhIE MMEIOT OoJyiee BBHICOKUH YPOBEHb OTKPBHITOCTH. LleHHOCTh
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3TOrO MCCIIEOBAaHUS 3aKJIIoYaeTcs B TOM, YTO OHO MpPEACTAaBIsET COOOW auopamy,
IIPEJCTABIAIONIYI0 cO00H CTaTyC-KBO B M3yYEHUHU UYEJIOBEUECKUX PECYPCOB B CEILCKOW MECTHOCTU

Kuras, koTopas moMoraer y4yeHsIM JIy4llle IPOBOAUTH CBOU MCCIIEA0BAaHUS B Oy IyIIEM.

KuroueBnble ciioBa: Cenbckue, uenoBedeckue pecypesl, CNKI, CiteSpace
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Abstract. Indonesian human resources have decreased slightly in the last five years. Apart
from the Covid-19 pandemic hitting the world of work, the existing human resources do not have
good quality. When the Covid-19 pandemic occur, some human resources without competence
their expertise are less innovative in creating novel things that can encourage Indonesia to increase
economic growth during the Covid-19 Pandemic. In addition, Indonesian human resources lack
integrity, so they are unable to improve their abilities during the pandemic and are not trusted by
several parties in producing useful products to increase the country's economic growth.

This research employed a descriptive quantitative through multiple linear regression analysis
using SPSS 22. The population of this study involved 128,454 workforces in Indonesia. This study
used purposive sampling technique to take samples consisting of 100 workers through the
distribution of questionnaires to test whether there was an influence of the characteristics of high-
quality human resources on the human resources quality in promoting the increase inthe state
economic growth. Based on the partial hypothesis, the analys results showed that partially and
simultaneously, the variables of Human Resources’ creativities, Human Resources’ innovation, and
Human Resources with integrity had a positive and significant impact on improving the quality of
Human Resourcers in escalating Indonesian economic growth.

Key words: human resources management, promote, quality, economi growth.
JEL Classification: M12, 010, O15.
INTRODUCTION

As one of the developing countries, Indonesia is the 4™ country having the highest
population in the world after China, the United States of America, and India. However, Indonesia is
lacking human resources with excellent capabilities since they are not empowered properly by the
state. This causes the human resources to lose their role to participate in supporting the country to
encourage economic growth. Meanwhile, the progress of a country relies on not only natural
resources but also human resources in processing natural resources into valuable and beneficial
goods. Human resources that can improve their ability will support the country to escalate economic
growth should be high quality. However, in Indonesia, the human resources in 2016-2020, could
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not upgrade their capabilities in terms of competence, expertise, skills, and innovation, and the
ability to assist Indonesian in competing with other countries in creating new products useable by
the state to increase its income (GDP), thereby escalating the state economic growth. The increase
in the number of Indonesian workers/human resources (HR) in the last five years compared to the
state economic growth is presented in Table 1.

Table 1

Total Number of Indonesian Workers (HR) Compared to the State Economic Growth in

2016-2020
No Year The Number of Indonesian Economic Growth
Indonesian (People) (%)
1 2016 118,412 5.03
2 2017 121,022 5.07
3 2018 126,282 5.17
4 2019 128,755 5.02
5 2020 128,454 -2.07

Source: Central Bureau of Statistics, 2020

Based on Table 1, the number of productive workers (HR) in the last five years has
decreased slightly. Apart from the Covid-19 pandemic hitting the world of work, the existing
human resources do not have good quality. When the Covid-19 pandemic occur, some HR without
competence their expertise are less innovative in creating novel things that can encourage
Indonesia to increase economic growth during the Covid-19 Pandemic. In addition, Indonesian
human resources lack integrity, so they are unable to improve their abilities during the pandemic
and are not trusted by several parties in producing useful products to increase the country's
economic growth,

LITERATURE REVIEW
HUMAN RESOURCES’ CREATIVITIES

Campbell (2017), creativity is an ability to create new, innovative, unprecedented,
interesting, uniques results useful for society. Sari (2020), creativity is an ability to solve problems
leading individuals to create original/adaptive ideas for their full usefulness in developing and
creating novel things beneficial for the community. Purnomo (2016), creative human resources
have the following characteristics: Having lots of ideas to be changed into a form useable by many
people, Loving new challenges and things they never experience, Having the soul and ability to take
advantage of something useful for the community, nation, and state, Being professional and
responsible for their works that useful for society.

HUMAN RESOURCES’ INNOVATION
Lestari (2019), innovation is an idea that is put forward and then created into real things.

Nasution and Kertajaya (2018), innovation is a process of developing ideas that have been
conveyed by producing and controlling what has been developed, then controlling so that the
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products are useful for the community. Larasati (2018), a good HR development is innovative HR,
while the characteristics of innovative HR are as follows: Persistent or active in developing ideas
and creating novel things, Always looking forward to the coming of changes,Always experimenting
in creating something.

HUMAN RESOURCES WITH INTEGRITY

Afandi (2018), human resources with integrity are the ones with honesty who uphold good
and undeviating things and do not easily hesitate when something is not following their beliefs.
Handoko (2011), human resources with integrity are the ones who always believe in what they have
done, regardless of the bad things they do not believe in. Larasati (2018), good human resources
are those having integrity and the following characteristics: Honest and trustworthy, Committed to
what they do, Fulfilling all words and deeds, Having the life principles.

HUMAN RESOURCES QUALITY

Handoko (2011), high-quality human resources are the ones having competence, talent, and
vision for the future, being creative and innovative, and they can be empowered to create everything
beneficial to society. Afandi (2018), high-quality human resources are the ones having honesty,
integrity, leadership, nurturing spirit, ethics, and creativity in conducting things useful for many
people. Larasati (2018), the characteristics of high-quality human resources are as follows: Diligent
and persistent, Creative and innovative, Having integrity, Having a vision for the future,Loyal.

METHODOLOGY

This research employed a descriptive quantitative research method. Indrawan (2016), a
quantitative descriptive method explains the problems existing around then looks for answers
through hypotheses comparing whether one or several variables influence each other. The
quantitative descriptive data analysis was carried out by using multiple linear regression analysis,
where Rukajat (2015), this analysis states that there is an influence of one variable on other
variables.. The population of this study involved 128,454 workforces in Indonesia. Besides, this
research used the purposive sampling technique, where Hamidi (2010), by this technique, the
samples are taken based on occurring conditions. In this study, the selected 100 samples represented
employees working in five-star hotels in Indonesia with certain characteristics. Those samples were
chosen through the distribution of questionnaires to test whether there was an effect of the
characteristics of high-quality human resources on the quality of human resources in promoting the
increase in the state economic growth.

RESULT AND DISCUSSION

The Effects of HR’s Creativity, HR’s Innovation, and HR with Integrity on the HR Quality in
Promoting the Increase in Economic Growth

Analysis of Multiple Linear Regression Equation
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Table 2
Multiple Linear Regression Equation
Coefficients®
Model Unstandardized Standardize t Sig. Collinearity
Coefficients d Statistics
Coefficients
B Std. Error Beta Toleran VIF
ce
1 (Constant) 16.455 8.561 1.650 .004
X1 (HR’s 122 216 .219 6.489 .001 .964 1.135
Creativity)
X2 (HR’s 107 123 112 3.066 .000 .962 1.049
Innovation)
X3 (HR with 403 611 .203 4.126 .002 .975 1.205
Integrity)

a. Dependent Variable: Y

Source: Data Processing (SPSS), 2020
Based on Table 2, the results of the linear regression equation are as follows:
Y =16.455 + 0.122X; + 0.107X; + 0.403X3

The value of the regression coefficient X1 for HR’s creativity is 0.122. It indicated that HR’s
creativity had a positive and significant effect on the quality of HR in promoting the increase in the
economic growth, where the better the HR’s creativity of HR, the quality of the HR in promoting
the increase in economic growth in Indonesia improved by 0.122%. The value of the regression
coefficient X2 for HR’s innovation is 0.107. It showed that HR’s innovation positively and
significantly impacted the quality of HR in promoting economic growth, where the better the
innovations made by human resources, the better the quality of human resources in promoting
economic growth in Indonesia. Indonesia by 0.107%. The value of the regression coefficient X3 for
the HR with integrity is 0.403. It meant that the HR with integrity positively and significantly
affected the quality of human resources in promoting economic growth, where the better the
integrity of Indonesian human resources, the quality of human resources in increasing Indonesian
economic growth improved by 0.403%/

Determination Coefficient (R?)
Table 3

Results of Determination Coefficient Test

Model Summary®

) ) w > m o W o T D TN DPDQ S DT w)
w =2& 28 - =
S S c S m R F dft ~ df2  Sig.F =
S 3 = Squar  Cha Chang =
- 3 e nge e =
—  Chang g
=3 e =
1 .78 | .78 845 | 5.345 .786 = 4.6 4 95 .000  2.057
8° 6 60 78

a. Predictors: (Constant), X4, X2, X3, X1
b. Dependent Variable: Y
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Source: Data Processing (SPSS), 2020

Based on Table 3, the value of the determination coefficient value (Adjusted R Square) is
0.845. It revealed that 84.5% of HR’s creativity, HR’s innovation, and HR with integrity strongly
influenced the improvement of HR quality in escalating Indonesian economic growth, while the
remaining 15.5% were affected by other variables not discussed in this study.

Simultaneous Hypothesis Test

Table 4
Results of Simultaneous Test
ANOVA?
Model Sum of df Mean F Sig.
Squares Square

1 Regressio 265.355 4 57.490 5.656 .002°

n

Residual 2756.245 95 17.695

Total 2464.560 99

a. Dependent Variable: Y
b. Predictors: (Constant), X4, X2, X3, X1

Source: Data Processing (SPSS), 2020

Table 4 presents the F-table value is 5.656 higher than the F-count value of 2.47. In other
words, simultaneously, HR’s creativity, HR’s innovation, and HR with integrity have a positive and
significant effect on improving the HR quality in increasing Indonesian economic growth.

Partial Hypothesis Test

Table 5
Results of Partial Test
Coefficients?
Model Unstandardized Standardi t Sig. Collinearity
Coefficients zed Statistics
Coefficie
nts
B Std. Beta Tolera  VIF
Error nce
1 (Constant) 16.455 8.561 1.650 .004
X1 (HR’s 122 216 219  6.489 .001 964 1.135
creativity)
X2 (HR’s 107 123 112 3.066 .000 962  1.049
Innovatio
n)
X3 (HR 403 611 203 4.126 .002 975 1.205
with
Integrity)

a. Dependent Variable: Y

Source: Data Processing (SPSS), 2020
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Based on Table 5, HR’s creativity, HR’s innovation, and HR with integrity positively and
significantly affected the improvement of HR’s quality in promoting Indonesian economic growth.
This can be proven by the t-value of the three variables, namely 6.489 (X;), 3.066 ( X5), and 4.126
(X3) higher than the t-table value of 1.661.

CONCLUSION

Based on the research analysis results, the researcher comprehensively concluded as
follows: Human resources’ creativity had a positive and significant effect on the improvement of
the HR quality in promoting Indonesian economic growth. Human resources’ innovation positively
and significantly impacted the improvement of the HR quality in increaseing Indonesian economic
growth. Human resources with integrity negatively affected the improvement of the HR quality in
escalating Indonesian economic growth. Human resources’ creativity, HR’s innovation, and HR
with integrity had a positive and significant effect on the improvement of HR quality in enhancing
Indonesian economic growth.
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AHAJII3 NIABUIIEHHS AKOCTI JIIOJICbKUX PECYPCIB IHAOHE3II JIJIs
CITPUSAHHA JIEPDKABHOMY EKOHOMIYHOMY PO3BUTKY

Rasmulia Sembiring Sunday Ade Sitorus
Department management, Universitas Department Management,
Methodist Stie Itmi Medan
Indonesia

AHani3 TpyaoBux pecypciB IHIoHE31T moka3a, 10 BOHU 3MEHIIWINUCS MPOTATOM OCTaHHIX
n'stu pokiB. Kpim mannemii Covid-19, mo Bpasuna cdepy mnpaili, HasiBHI JIOJCHKI pecypcu MaroTh
HenmocTaTHi sAKicHI mokasHuku. [lix gac manaemii Covid-19 TpynoBi pecypcu MOXKYTh CIOHYKATH
[H0HE31I0 A0 MPUCKOPEHHS €KOHOMIYHOro 3poctranHs mif dac mannpemii Covid-19. Kpim Ttoro,
1HJIOHE31MCHKUM TPYJOBUM pecypcaM Opakye IITICHOCTI, TOMY BOHU HE MOXXYTbh IOKPAITUTH CBOI
3MI0HOCTI MiJ 4Yac TaHjeMmii, 1 JesKi CTOPOHU HE JOBIPSAIOTH iM y BHPOOHHMITBI KOPHUCHHUX
MIPOJYKTIB, 1O CIPHUSIIOTH EKOHOMIYHOMY 3POCTaHHIO KpaiHU.

Y 1bOMy IOCIHIKCHHI BHKOPHUCTOBYBABCS ONHMCOBHU KUTbKICHHN aHaIi3 3a JIOTIOMOTOIO
MHOKMHHOTO JIHIHHOTO perpeciiiHoro anamizy 3 Bukopuctanasm SPSS 22. Cratuctuka 1poro
JOCHiUKeHHsT  BKitowana 128454  poGitHukiB 3 IHmomesii. VY  mpoMy  AOCHiIKEHHI
BUKOPHUCTOBYBAJIACS METOAMKA IIJIECIIPSIMOBAHOT BUOIPKH /715 BiTOOPY BUOIPOK, IO CKIAAAIOTHCS 3
100 poboumx, MUIAXOM PO3MOBCIOKEHHSI aHKET, 00 MEepeBIpUTH, YW BIUIUB XapaKTEPUCTHK
BHUCOKOSIKICHUX TPYAOBHUX PECypCiB Ha SIKICTh MEPCOHANY y CHPUSHHI MPUCKOPEHHS €KOHOMIYHOTO
3pOCTaHHS. [ pyHTYIOUHCh Ha YaCTKOBIH TiMOTE3i, pe3yJbTaTH aHAI3y MMOKa3ald, M0 YacTKOBO 1
OJIHOYACHO TaKi 3MiHHI, SIK KPEaTUBHICTh TPYAOBUX PECYpPCiB, IHHOBAIlli Ta IUTICHICTh TPYAOBUX
pecypciB, BIUIMHYJIHM Ha MiIBUIICHHS SKOCTI EPCOHATY B MPOLIEC] ecKajalii ekoHoMiku [HoHe31 .

KarouoBi cjoBa: ynpaBiiHHS TPYAOBUMH pECypCaMH, MPOCYBaHHS, SIKICTh, €KOHOMIUHE
3pOCTaHHSL.

AHAJIA3 ITOBBIHIEHU S KAYECTBA TPYJOBBIX PECYPCOB UHAOHE3HUU 1JIA
COJAEUCTBUA TOCYJAPCTBEHHOMY S KOHOMUYECKOMY PA3ZBUTUIO

Rasmulia Sembiring Sunday Ade Sitorus
Department management, Universitas Department Management, Stie Itmi Medan
Methodist
Indonesia

AHanu3 TpynoBBIX pecypcoB MHaoHe3uu mokasajn, YTO OHM YMEHBIIMJIUCH 3a IMOCJIEIHUE
stk Jet. [Tomumo nangemun Covid-19, nopasusiieit chepy Tpyaa, CyIIeCTBYIOIINE YeTOBEUECKUE
pecypchl MMEIOT HEJIOCTATOYHBbIE KAa4deCTBCHHBbIC Mokasarenu. Bo Bpems manmemun Covid-19,
TPYJOBBIE pecypchl MOTYT MOOYIUTh MHIOHE3NIO K YCKOPEHUIO SIKOHOMHUYECKOTO POCTa BO BpeMs
nanaemun Covid-19. Kpome Toro, MH10HE3UICKUM TPYJIOBBIM pecypcaM HEJOCTaeT 1IEIOCTHOCTH,
MO3TOMY OHU HE MOTYT yIYUIIUTh CBOM CIIOCOOHOCTH BO BpeMsl MAaHAEMHH, U HEKOTOPHIE CTOPOHBI
HE JIOBEpPSAIOT MM B IPOU3BOJCTBE IOJIE3HBIX MPOAYKTOB, CIHOCOOCTBYIOIIUX IKOHOMUYECKOMY
pOCTy CTpaHBbl.

B »TOM wuccrnenoBaHMM HCIHOJIB30BAJICS OMUCATENBHBIM KOJIMYECTBEHHBIM aHAINU3 C
IIOMOUIBI0 MHO>KECTBEHHOT'O JINHEHHOIO PErpPECCMOHHOIO aHaiMu3a C Hcnoib3oBaHueMm SPSS 22.
Cratuctuka dTOTO HCcieaoBaHus Bimodana 128 454 pabounmx w3 Wugonesun. B stom
WCCJIEIOBAaHUH HCIOJIh30BAIACh METOJIMKA IIeJIEHANPABICHHON BBIOOPKH M7 0TOOpa BHIOOPOK,
cocrosmux u3 100 pabounx, myTemM pacnpoCcTpaHEHUs aHKET, YTOOBI TPOBEPUTH, ObLIO JIN BIUSHUC
XapaKTEPUCTUK BBICOKOKAYECTBEHHBIX TPYAOBBIX PECYpPCOB Ha KAYECTBO MEPCOHAja B COJIECHCTBUU
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YCKOPEHHUSI YKOHOMHYECKOTO pocTa. OCHOBBIBAICh Ha YAaCTHYHOW THUIIOTE3€, PE3yJIbTAaThl aHAIM3a
MOKa3aJik, YTO YAaCTUYHO W OJHOBPEMEHHO TaKHE MEpPEMEHHBbIC, KaK KPEAaTUBHOCTH TPYAOBBIX
peCypcoB, HWHHOBAIlMM M IEJOCTHOCTh TPYAOBBIX PECYpCOB, OKa3aJId TOJOXHUTEIbHOE |
3HAQUUTENIbHOE BJIMSHUE Ha MOBBIIICHUE KAYeCTBa IMEPCOHANIa B IMPOIECCE ICKAIANMKN SKOHOMHUKHU
MNunouesuu.

KuroueBble cioBa: ynpaBlieHHE TPYJIOBBIMH pPECypcaMHu, IIPOJIBH)KEHHE, KadecTBO,
SKOHOMHUYECKHUH POCT.
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Abstract. In improving the quality of employee performance, a conducive working
environment is needed so that employees can carry out their responsibilities and obligations
properly and professionally so that work culture that lasts and has quality can be created. The
company plays a very important role in maintaining the conditions of the employee's work culture
so that employees as work resources can be more productive and comfortable with their work and
work environment. In line with the demands of a company's target to remain and absorb workers,
the productivity defense strategy is the main key to survive so that the economic wheel within the
company remains stable even in the pandemic era. The results of the research from the facts in
the field show that the provision of policies in the form of motivation and rewards is very
important to support the quality of employee performance at the Hero Perdana company. Efforts
are made to improve the quality of employee performance.

Keywords: obligation, pandemic, productivity.
JEL Classification: J08, M54.
INTRODUCTION

The company is an important part in terms of employment for both educated and
uneducated workers. Companies are able to contribute to alleviating movement during the
COVID-19 pandemic. The resilience of a company is based on how to interpret the relationship
with its human resources as a valuable asset and how the company becomes a popular policy.

Every company has an interest in the best policies that can be produced by a series of
quality employee work within the company. Human resource management is the main factor to
create the best performance and quality of work. In addition to monitoring the expertise or skills
of its employees, human resource management also has the responsibility to create conducive
characteristics of employees to obtain the best quality work and employee performance.

The presence of the COVID-19 pandemic requires companies to think about and maintain
how to survive and adapt strategies in society. This means that the company must be able to carry
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out targeted restructuring and adjustments. The priority adaptation forms include in the field of
human resource management such as career development and training to improve the quality of
employee work. Along with the adjustment of policies, the arrangement of human resources will
also change. Thus companies must be sensitive and monitor changes that occur so that companies
can always preventatively maintain the quality of work of their employees so that they remain
productive during the Covid-19 pandemic.

In improving the quality of employee performance, a conducive working environment is
needed so that employees can carry out their responsibilities and obligations properly and
professionally so that work culture that lasts and has quality can be created. The company plays a
very important role in maintaining the conditions of the employee's work culture so that
employees as work resources can be more productive and comfortable with their work and work
environment.

Work is a very basic need for society because survival always depends on the income
obtained from a job. Along with the increase in people's decent living needs, it can also be
ensured that work is a priority. Related to this situation, it takes a lot of open job opportunities for
the community to realize a better standard of living and welfare.

The irony that is currently happening is that many companies have decided to close their
businesses due to the impact of the pandemic, while the companies that are still surviving are
faced with a difficult choice to regulate their policies. This will be a very important highlight
point as well as a highly anticipated hope - later by employees, the agility, and agility of thinking
to realize a popular and humane decision will be a test that is felt by many companies to achieve
a good management ecosystem balance to survive in the era of the pandemic. In line with the
target of a company to stand up and absorb workers, the defense strategy to be productive is the
main key to survive so that the company's economy remains stable even in the pandemic era.
Therefore, this study will discuss the analysis of company policy on the quality of employees in
productivity defense during the pandemic.

LITERATURE REVIEW

Human resources are one of the factors that have potential in the company. Human
resources have the potential of mindset, knowledge, quality, motivation, and producing works
that can improve the quality of the company. All of these potentials can affect the company's
resilience in dealing with this pandemic situation. However, if the environmental conditions,
technology, economic growth, development of information are not balanced with the quality of
its human resources, the company will find it difficult to achieve the aspired goals.

According to Hasibuan (2013), human resource management is a science and art that
regulates the relationship and role of the workforce to be effective and efficient in helping the
realization of the goals of the company, employees, and society. This statement is supported by
Marwansyah (2010). Human resource management can also be interpreted as the utilization of
human resources within the organization which is carried out through the functions of human
resource planning, recruitment and selection, human resource development, planning, and career
development, providing compensation and welfare, occupational safety and health, and industrial
relations. On the other hand (Stavrou et al., 2010) mentioned namely, training and internal career
opportunities positively affected product, and service performance.

HRM is often important for companies to achieve competitiveness on the market (Poloski
et al., 2008; Saha et al., 2017). Further, the competitiveness of companies is crucial for long-term
business excellence (Pordevi et al., 2016). Yuniarti (2019) explained that one of the functions of
human resources is training and development, in the sense that to get a well-educated workforce
and appropriate resources, it is necessary to hold employee training and development.
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Mangkunegara (2013) supported the statement that human resource management is
planning, organizing, coordinating, implementing, and supervising the maintenance and
separation of workers to achieve organizational goals.

Based on the above understanding, it can be concluded that human resource management is
the utilization of potential resources in the face of corporate competition because this is a crucial
part of long-term business excellence.

Every company certainly wants to achieve company goals by what the company aspires to.
To achieve this goal, the role of the employees who work in it is very important. In the movement
of employees by the wishes of the company, motivation must be built within the company itself.
Motivation plays a very important role in determining employee behavior at work.

According to Samsudin (2011), motivation is the process of influencing or pushing from
outside on a person or workgroup so that they want to carry out something that has been
determined.

Research by Jain, et al (2019) stated that motivation is a significant factor that urges people
to give their best execution and help in arriving at big business objectives. Jain, et al (2019)
divided motivation into intrinsic, extrinsic, positive, negative, minor form, incentive, fear-based
motivation, and achievement-based motivation.

George and Sabapathy (2011) added that extrinsic motivation stems from the external work
environment to the task and is usually applied by someone other than the person being motivated.
The external motivation maintains that the relationship between an individual’s motives and the
behavior is moderated by the individual’s affection, and cognition of the outcomes (Dwivedula et
al., 2011). Extrinsic motivation is related to ‘tangible’ rewards. (George and Sabapathy, 2011).

On the other hand, Kanfer et al.(2017) argue that some common words like goals,
incentives, needs, aims, wishes, wants or desires are included in motivation. According to
Cameron and Green (2019), the inner force which gives energy to the individuals for the
accomplishment of organizational and personal goals is known as motivation. Chhotray et al
(2018) argue that employee motivation means empower to the employees for leading the
company towards the competitiveness.

From the statements mentioned above, it can be concluded that motivation is a person's
encouragement to do something. Motivation is divided into intrinsic and extrinsic motivation.
Extrinsic motivation is influenced by environmental factors, while intrinsic motivation is
influenced by factors from within a person.

Employee performance is the result of work achieved by an individual or group of
employees in a company. Employee performance is carried out with full responsibility to achieve
company goals by what the company aspires to.

Hermina, Yosepha (2019) explained that performance comes from the word job
performance or actual performance which means work performance or actual achievement
achieved by someone. Al Mehrzi and Singh (2016) add that performance is the result or level of
success of a person as a whole during a certain period in carrying out tasks compared to various
possibilities, such as work standards, targets or targets, or predetermined criteria that have been
mutually agreed upon.

According to Mangkunegara (2015) performance is the result in quality and quantity
achieved by an employee and carrying out his duties by the responsibilities given to him. Guest,
et al (2017) mentioned that absenteeism and turnover can be reduced which ultimately increases
the quality of work and high performance with the help of good practices of HR. Boer et
al.(2017) also stated that there is an important role in employee retention by the HR management.

Girdwichai and Sriviboon (2020) stated that some evidence is rising that HR management
plays an important role for retaining the exiting high-quality workforce. Kasmir (2016) added that
performance is the result of a person's work and work behavior in a period, usually 1 year.
Kasmir (2016) mentioned several factors that affect performance, including ability and expertise,
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knowledge, work design, personality, work motivation, leadership, leadership style,
organizational culture, job satisfaction, work environment, loyalty, commitment, and work
discipline.

From some of the statements above, it can be concluded that employee performance is the
level of success or one's work performance during a certain period.

Parvar et al., (2013) explained the definition of quality of work-life as an effective program
in improving working conditions (from the employee's point of view) and greater organizational
effectiveness (from the manager's point of view). This quality of work-life plays a role in
monitoring employees about the quality of their work and the quality of their work-life in helping
managers to get ideas for improving an organization.

Nawawi (2016: 23), argued that the quality of work-life (Quality Work for Life) or
abbreviated as QWL is a company's effort to be able to create a feeling of security and satisfaction
at work so that human resources within the company become competitive. Siagian (2015: 320), the
quality of work-life is a systematic concept in organizational life that emphasizes the involvement
of workers to determine how they work and what contribution they can make to the company to
achieve productivity goals and objectives.

PAPER OBJECTIVE

Analyzing company policies in building employee motivation and productivity during the
pandemic. Knowing company policies that can boost employee performance in productivity defense
efforts during the pandemic.

METHODOLOGY

This study used a qualitative descriptive method. According to Sugiyono (2017), qualitative
descriptive research methods are in the form of research using case study methods or approaches.
The use of this qualitative research method is carried out under natural object conditions. The use of
this type of qualitative descriptive research is due to the clear definition of the research subject in
digging up the required information. The place of research was conducted at Hero Perdana
Company. The subjects and objects of this research are 5 employees at Hero Perdana Company,
namely the President Director, HRGA, Operations Manager, Production Manager, Marketing
Manager.

The research data collection method is a tool used in this study to collect information about
the variables studied. In this study, the researcher acts as an instrument as well as a data collector.
In addition, researchers used interview guides, questionnaires, and observation guidelines.

The analytical technique used in this study is intended to reveal the policies and quality of
employees' work. Data analysis in this component consists of four interacting components, namely
data collection, data reduction, data presentation, conclusion drawing, and verification.RESULT
AND

DISCUSSION

The results of this study focus on the analysis of company policies on the quality of work of
employees in the defense of productivity during the pandemic by using qualitative descriptive
analysis. The results of the acquisition of this research data indicate that the company's policies
given to its employees can improve the quality of employees’ work. By providing company policies
in the form of motivation to employees, they can increase productivity efforts during this pandemic.

Based on the diagram Figure 1, it can be seen that the highest percentage of the company's
strategy to retain its employees during the pandemic is the reduction of working hours, and then
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followed by workers are laid off or dismissed, dismissed in a short time, furloughed partially paid,
laid off with full pay.

The Company's Strategy to Retain Its Employees
During the Pandemic

Reduction of working hours _i32166

Laid off or dismissed _i 17,06
—i ® The company's strategy to
Dismissed in a short time - 12,83

retain its employees during the

pandemic
Furloughed partially paid -i6, 6
9
A

Laid off with full pay | BP3.6

Figure 1. The Company's Strategy to Retain Its Employees During the Pandemic
Source :Databoks Analysis of the Impact of the Covid-19 Survey on Business Actors

The descriptions of the characteristics of the informants in this study are:

1. Description of the characteristics of the informant

In this study, the informants were directors and employees of Hero Perdana company who
were considered representative in gathering information during this research. The informants in this
study were the Director, HRGA, Operations Manager, Marketing Manager, Production Manager.

2. Description of Research Results

Data from the results of this study were obtained through in-depth interviews conducted by
researchers at the company Hero Perdana company. These informants are directors as policy
holders and several employees who are representative in their fields.

The descriptions of research results in in-depth interviews on several variables are:

1. President Director, guestions about company policies which in essence contain the
substance of company policies that are embedded to stimulate employee motivation through group
discussion forums every 2 weeks through group discussion forums the company can better know
the characteristics, ideas, opinions because there is an interaction between the company and
employees. The company also provides rewards or awards for the best employees, usually, these
rewards are given every year. Employees need a form of attention from the company because they
have worked hard, one of which is to motivate these employees by giving rewards or awards for
what they have achieved. Because in essence, when companies pay attention to their performance,
they will be motivated to work harder so that company goals can be achieved. Especially during a
pandemic like now, we need to continue to motivate employees so that the company's targets are
also achieved.

2. Interview with HRGA in the form of company employee conditions. The current
employees are quite satisfied with the company's policies, our turnover is not too high, and the
average employees here are old people with more than 5 years of service. So far, employees'
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internal and external motivations run in a balanced way, so the company feels right that the human
resources we currently have already have self-awareness beyond our expectations, we don't even
need a strategy to patch up this new policy for employees, they are voluntary and have a sense of
belonging. who has a high reputation for this company, working with above-average productivity,
whether during the pandemic or not.

3. Interview with the Operations Manager regarding the implementation of new policies
and targets during this pandemic while remaining number 1 is how we convey this policy positively
and happily so that the energy that is conveyed is also joy and enthusiasm for work, I am sure now
they are quite happy and calm with this policy, survive and develop further until this pandemic
storm is over.

4. Interview with the Production Manager about the production division's long-term
targets and targets in maintaining the quality of employee performance in the era of the Covid-19
pandemic. Through being a solid team, and being able to contribute to the company, raising Hero
Production, and presenting our best work to clients on behalf of a company, so that Hero Production
is also remembered by the wider community.

5. Interview with the Marketing Manager regarding the marketing team's target to
maintain the quality of employee performance in the Covid-19 pandemic era through continuing to
learn and improve themselves, contributing twice as much in 2022, even though this is a pandemic,
it turns out that now many ways can be done to keep growing.

The results of the research above are the process of collecting data from informants by
research procedures. The researcher used a qualitative description method about company policies
on the quality of employee performance during the productivity defense period during the pandemic
at Hero Perdana company. The results of the research from the facts in the field show that the
provision of policies in the form of motivation and rewards is very important to support the quality
of employee performance at Hero Perdana company. Efforts are made to improve the quality of
employee performance.

Figure 2 showed that Company Strategy in Indonesia Adapting to the Covid-19 Pandemic
based on World Economic Forum, namely working from home, digitalization, automation, reducing
workforce, upskilling/reskilling training.

Company Strategy in Indonesia Adapting to the Covid-19
Pandemic
Working from home 91,7
Digitalization 73
i B Company Strategy in Indonesia
Automation 38,3 Adapting to the Covid-19
- Pandemic
Reducing workforce 1,7
Upskilling/reskilling training 1,7
P A S
0 20 40 60 80 100

Figure 2. Company Strategy in Indonesia Adapting to the Covid-19 Pandemic

Source: World Economic Forum 20 October 2020
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The provision of motivation and rewards is a policy that plays a very important role in
employees to support the quality of their employees' performance. Several ways to improve the
ability and quality of employees are by conducting training according to the employee's field of
work, participating in seminars or webinars, and conducting focus group discussions so that
problems encountered at work can be resolved together. Giving motivation by Hero Perdana
company to its employees is very important for employees to support their performance. Several
ways to improve the quality of employee performance are by holding intensive focus group
discussions, conducting training for employees, involving employees in seminars or webinars
according to their field of work, providing annual rewards, and providing commensurate salaries.
With the quality of performance shown by its employees with good performance skills, it can
improve the company's image both in the eyes of relations and in the eyes of the community. From
the explanation above, it can be concluded that the company's policy in motivating and giving
rewards to its employees can improve the quality of its employees' performance. This is following
the statement of Kanfer et al.(2017) that some common words like goals, incentives, needs, aims,
wishes, wants or desires are included in motivation.

CONCLUSSION

From the results of the discussion on company policies on the quality of company
performance during the defense period during the pandemic, it can be concluded that company
policies in motivating work and providing rewards are very important for the quality of employee
performance so that they can increase profits and company image in the eyes of relations and even
society.
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AHAJII3 KAJIPOBOI TOJITUKW KOMITAHII II[OJ0 EGEKTUBHOCTI IEPCOHAJLY
B IMTAHHAX HIABUIIEHHA ITPOAYKTUBHOCTI I YAC ITAHAEMII

Ganda Mohamad Pamungkas Widi Dewi Yunus Handoko
Institut Teknologi dan Bisnis Ruspitasari Institut Teknologi dan Bisnis
Asia Malang Indonesia Institut Teknologi dan Bisnis Asia Malang Indonesia

Asia Malang Indonesia

Jns nokpamieHHs: eeKTUBHOCTI poOOTH CHIBPOOITHUKIB HEOOXIJHE CIPUSATIMBE podoue
cepeloBHILE, 1100 MPAI[iBHUKN MOTJIM HaJIE)KHUM YHHOM 1 IPO(ECiifHO BUKOHYBATHU CBOI 000B’SI3KU
Ta 3000B’s3aHHA, 100 MOXXHa OYJ0 CTBOPUTH KYJIbTYpy HIOBTOTPUBANOi Ta SIKICHOI pOOOTH.
Kommnanis Bifirpae ayxe BaXJIUBY poJjib y MIATPUMII YMOB KYJIbTYPH Ipalli CHiBpOOITHUKIB, 11100
MpaliBHUKKA MOTJIM OyTH OLIbII MPOAYKTUBHUMHU Ta KOM(QOPTHUMH y CBOi poOOTI Ta pobouomy
cepeloBHILi. Y BIJMOBITHOCTI 3 BUMOTaMH IiJIi KOMIAHil, CTpaTeris 3aXUCTy MPOJYKTHBHOCTI €
OCHOBHHUM KJIIOYEM [0 BI)KHBAHHS, 1100 €EKOHOMIYHE KOJECO B KOMIIAaHII 3aIMIIANIOCSA CTaOUILHUM
HaBiTh B €MoXy MHaHjemii. Pe3ynbTaTé HOCHiIKEHHS MOKa3yloTh, 110 3a0€3Me4eHHs MOJITUKH Y
BUIJISI/II MOTHBAIIl Ta BUHATOPOJ € JTy’K€ BaXJIMBUM JJISl IATPUMKH SIKOCTI pOOOTH CIIBPOOITHHKIB
kommnanii Hero Perdana.

KurouoBi cjioBa: 3000B's13aHHs, TaHAEMisl, TPOTYKTUBHICTb.
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AHAJIN3 KAJIPOBOM IMMOJUTUKHA KOMITAHUM OTHOCHUTEJILHO
IOPEKTUBHOCTHU HIEPCOHAJIA B BOITPOCAX ITOBBIINIEHU A
IMPOU3BOJUTEJBHOCTHU BO BPEMS ITAHAEMUH

Ganda Mohamad Pamungkas Widi Dewi Yunus Handoko
Institut Teknologi dan Bisnis Ruspitasari Institut Teknologi dan Bisnis
Asia Malang Indonesia Institut Teknologi dan Bisnis Asia Malang Indonesia

Asia Malang Indonesia

Hnst  yoyuymieHuss 3QQEeKTUBHOCTH pabOThl COTPYAHUKOB HeoOXoauma OjaromnpusiTHas
paboyast cpena, 4ToObl paOOTHUKHM MOTJIM HAJUIEKAIIUM 00pa3oM U MpOopecCHOHATBHO BBITOIHST
CBOU OOSI3aHHOCTH U 00s3aTEIbCTBA, YTOOBI MOXKHO OBLJIO CO3AATh KYJIbTYpPY JOJTOBPEMEHHOU M
KayeCTBEHHON pa®oTel. KoMmaHumss Wrpaer O4YeHb BaXXKHYIO pOJb B MOJACPKAaHWU YCIOBHUH
KyJIbTYphl TpyZJa COTPYAHHUKOB, 4YTOOBI PAaOOTHUKM MO OBITH OoJiee MPOAYKTUBHBIMU U
KoMmpopTHEIME B cBOeil pabore um B paboueii cpene. CormacHo TpeOOBAaHUSIM LIEIH KOMITAHUH,
CTpaTerusi 3amuThl MPOU3BOJUTEIBHOCTH SBISETCS OCHOBHBIM KIIFOUOM K BBDKHBAHHUIO, YTOOBI
HKOHOMHYECKOE KOJIECO B KOMIIAHMHM OCTAaBaIOCh CTAOWJIBHBIM JlaK€ B OIIOXY ITaHJAEMHH.
PesynbpraThl mccienoBaHMs MOKa3bIBAIOT, YTO OOECHEUEHHE MOJUTHKH B BHJE MOTHBAIMA U
BO3HArpaKJACHUI OYEeHb BaKHO JUISl MIOJ/IEPKAHUS KadecTBa pabOThl COTPYAHUKOB KoMnanuu Hero
Perdana.

KirueBble cjioBa: 00s3aTeIbCTBO, MaHASMUS, IPOU3BOAUTEIIBLHOCTb.
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Abstract: This study aims to reveal the communication factors in the implementation of the
Vocational Revitalization Policy (Presidential Decree No. 9 of 2016). The research location
included SMKN 1 Gelumbang and SMKN 6 Palembang in South Sumatra province. The data were
collected through interviews, observation and documentation. The data analyses were carried out by
condensing the data, presenting it and drawing conclusions. The results show that first, although the
transmission of policy information was carried out in all the revitalization areas through
socialization and technical guidance, the distortions were still found. Second, the Industry, Business
World, and Work World (IDUKA) did not get the maximum clarity of information on this policy.
Third, the submission and clarity of information as well as coordination with the parties related
lacked consistency. In the future, schools must be able to create an effective communication with all
the elements of implementers and policy target groups so that the policy objectives could be
achieved.

Keywords: communication, implementation, revitalization, vocational policy.
Jel classification : A21, 1280
INTRODUCTION

The open unemployment rate of vocational high school graduates in Indonesia is increasing
every year. According to the Central Statistics Agency (BPS), the number of unemployed people
accounted for 9.77 million in August 2020. Out of this number, the highest unemployment rate was
recorded among SMK graduates. This figure increased by 2.67 million people compared to the
same period in 2019 (Kusuma, 2020). Even though vocational school graduates are trained to be
ready for professional activities, the percentage of employed vocational graduates is actually not
higher than that of high school graduates, and even those of elementary and junior high school
leavers. These indices are presented in Table 1.
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Table 1
The Percentage of Working Population by the Highest Education Completed, August 2018-August
2020
1. Elementary school 40,82 39,83 38.89
2. Senior High School 17,97 218,26 18,95
3. Junior High School 18,04 17,85 18,27
4, Vocational High 11,02 11,68 11,56
School
5. University 9,38 9,69 9.63
6. Diploma 2,77 2,69 2,70

Source: Central Statistics Agency 2020

According to Table 1, elementary school graduates are the most employed ones. The second
place is taken by high school graduates, followed by junior high school graduates, while vocational
high school graduates are in the fourth place, followed by university graduates and those who
obtained diplomas.

In 2016, President Joko Widodo issued Presidential Decree No 9 concerning the revitalization
of vocational high school policy to anticipate high employment of vocational graduates as part of
the Nawa Cita development plan document (Nine Priorities Agenda). In the education context,
revitalization is aimed to maximize all the elements of education including the Central Government,
Provincial Governments, state-owned enterprises, provincially-owned corporations, private
companies and related community organizations to facilitate the vocational education process.
Furthermore, the Directorate of Vocational High School Development defined five revitalization
areas which consist of (1) curriculum revitalization, (2) improvement of teachers and educational
staff’s qualifications, (3) cooperation with the Industry, Business World, and Work World
(IDUKA), (4) certification and accreditation, and (5) improvement of the infrastructure and
institutional facilities. Each of the five revitalization areas needs to be implemented through
concrete steps taken to create competitive human resources in all fields.

The vocational high school revitalization policy is an educational policy, which aims to
improve the quality of training vocational school graduates, so this policy must be understood by all
the implementing elements as well as policy target groups, therefore the communication factor is
very important in achieving it. The intended communication is in the form of delivering information
about the objectives of the policy vision and mission as well as the procedures to attain them.
Communication is carried out not only internally in schools, including the policy target groups, but
also externally with stakeholders and other parties. The information provided must be complete and
not half-assed to create a good understanding of the policies, whereas communication has to be
performed in a serious and continuous manner. According to Edward (in Kuncoro and Indrawati,
2019), communication in the policy implementation process is intended so that all stakeholders
involved can understand, show their attitudes and provide responses to the policy implementation
process. Poor communication between the stakeholders involved will only create ineffectiveness in
the policy implementation process (Nugroho in Kuncoro, 2019). In this research, the stakeholders
are IDUKA, Central Government, Provincial Governments, state-owned enterprises, provincially-
owned corporations, private companies and related community organizations. Each stakeholder has
its functions and interest; therefore, poor communication may cause distortions in the
implementation of this policy.

Based on the initial observations, it was found that there were some stakeholders still
confused about their roles. Those stakeholders questioned their real duties and functions as the
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parties that accept students for internships/practical work. They were never informed of the
procedures to guide the internship process. In fact, communication with IDUKA is very important
to build the relationship and match with the world of work. On the other hand, there are also some
IDUKAs that do not know about this policy at all, even the term IDUKA itself was heard for the
first time when the researchers were making observations.

According to Kuncoro and Indrawati (2019), success in the process of implementing the
disaster mitigation policies in theSouthern coastal area is influenced by the communication used. In
another research, it was concluded that communication in the implementation of the business
license policy for management and utilization of swallows’ nests in Pekanbaru was seen from the
process of delivering information to policy implementers and target groups, and analysed from the
aspect of the communication media used as well as the accuracy and clarity of the information
received (Wendra et al., 2020).

The communication problems stated above made the authors interested in conducting the
research that focuses on the study of educational policies regarding the revitalization of VVocational
High Schools, namely Presidential Decree No. 9 of 2016, which was carried out by the Government
of the Province of South Sumatra. Therefore, this study aims to determine the communication
factors in the implementation of vocational high school revitalization policies, especially in South
Sumatra.

LITERATURE REVIEW

Van Meter and Van Horn define implementation of public policy as “actions taken by public
organizations in achieving the goals set out in the previous decisions”. These actions include efforts
to turn decisions into operational actions within a certain period of time and continuing efforts to
achieve major and minor changes determined by policy decisions (Winarno, 2011). Other scholars
stated that implementation is not only the implementation of basic policy or laws but also important
executive orders or judiciary decisions (Wahab, 2015).

Therefore, policy implementation is an activity that is seen after the issuance of legal
directions and includes efforts to manage inputs in order to produce outputs or outcomes for the
community (Akib, 2010). This is in accordance with the views of Van Meter and van Horn that the
task of implementation is to build a network that allows the achievement of public policy objectives
through the activities of government agencies involving various interested parties (Van Meter and
Van Horn, 1975).

Furthermore, Edward 11l stated that carrying out the implementation activities was strongly
influenced by several factors, including four factors as the source of problems and prerequisites for
a successful implementation process, namely: communication, resources, bureaucratic or
implementer attitudes, and the organizational structure with a bureaucratic workflow (Merriam,
2000). Out of these four factors, communication is one of the important factors that determine
successful implementation of a public policy.

In his paper, Agustino defines communication as one of the important variables affecting the
implementation of public policy. Effective implementation is possible, if the decision makers know
and understand what should be done. Information known to decision makers can only be obtained
through good communication. According to Lawler IlI, there were three indicators used in
measuring the success of communication variables, namely: transmission, clarity, and consistency.
Transmission refers to distribution of communication, which is able to configure good
implementation. The problem that often occurs in the distribution of communication is
misunderstanding caused by many levels of bureaucracy that must be passed in the communication
process. Clarity means that communication received by policy implementers must be clear, but not
ambiguous or confusing. Consistency implies that the orders given in the communication must be
consistent and clear to be executed. Inconsistent orders and information will cause policy
implementers confusion (Agustino, 2008).
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Communication activities are carried out to ensure that implementation be in accordance with
the contents of the public policy. Abdul Wahab 1997 (in Sidauruk, 2013) states that communication
does play an important role for the ongoing coordination and implementation in general. However,
it is very difficult to achieve truly perfect communication. According to Ramadhani in (Wendra et
al., 2020), communication is the process of delivering information from the communicator to the
communicant, while the communication referred to in this study is policy communication which is
the process of delivering policy information from policy makers to policy implementers and target
groups. This is what makes communication an important aspect in policy implementation.

Coordination is the integration of individual activities into joint efforts to achieve goals.
Coordination is also defined as the activity of exchanging information and making joint
arrangements by equal parties to achieve goals (Setiyanto, 2017). One of the common obstacles in
coordination is ego sectoral. Aiyub and Astuti state that the sectoral ego of each profession causes
cross-professional cooperation to run alone, lack coordination and stand out. Sectoral ego is the
attitude of feeling the most important and most needed (Kuzairi et al., 2017).

In Van Poelje’s writing entitled "Algemene Inleiding tot bestuurkunde”, it is implied that the
coordinating role holder in the government has always been the axis, keeper of balance and smooth
rotation of the government “machine”. In this study, what is meant by axis is the provincial
secretariat as the top of the bureaucracy that oversees all OPDs. Furthermore, Van Polje stated that
each state institution has different authorities in accordance with their duties and functions as
regulated in the laws and regulations. Despite having differences in the context of authority, each
state institution has the same goal to advance the state and realize community welfare.

Awareness of this common goal is a source of strength to reduce the central ego that is an
obstacle to government coordination. The figure of the leader in the government is also an
important factor to reduce sectoral ego. Leaders who embrace professional ethics are able to easily
build coordination between the existing sectors, and even coordinate activities with the opposition
in the context of leadership strategies.

PAPER OBJECTIVE

This study aims to reveal the communication factors in the implementation of vocational high
school revitalization policies, especially in South Sumatra. The implementation was executed in
five areas of revitalization, namely: curriculum revitalization, improvement of teachers and
educational staff’s qualifications, cooperation with IDUKA, certification and accreditation, and
improvement of the infrastructure and institutional facilities.

METHODOLOGY

This research used a qualitative descriptive approach. The research locations included two
vocational high schools which were part of the pilot project for revitalization of vocational high
schools in South Sumatra, namely SMKN 1 Gelumbang and SMKN 6 Palembang. Both vocational
high schools have expertise, with the priorities in vocational revitalization policies lying in the
fields of agriculture and tourism.

Data collection techniques were applied through interviewing and observing in order to
obtain primary data, while for secondary data, a review of documentation related to the vocational
revitalization policy was made. The informants were people expected to master and understand the
data, information or facts of this vocational high school’s revitalization policy. The analytical
technique was used in this research as well. According to Miles and Huberman (Sugiono, 2011),
qualitative analysis consists of three stages, namely: data condensation, data presentation and
drawing conclusions. The first stage covered the data condensation, data organizing, and reading,
making memos, describing and interpreting the data based on the research focus, i.e. the five areas
of revitalization. At the second stage, the research data were presented and discussed using the
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communication factors according to Edward 111 (information transmission, information clarity, and
information consistency). At the third stage, the analysis of of the research results discussion was
presented in the form of narrative or text, and Tables.

RESULTS AND DISCUSSION
Information Transmission
Transmission is the first aspect for an effective policy implementation: policy implementers
must know what they should do (Edward I11 in Posangi, Lengkong and Dengo, 1999). The form of
information transmission used in the implementation of the vocational high school revitalization
policies was through socializing in schools, with teachers, students and IDUKA. Socialization with
students was carried out regularly, for example during flag ceremonies, or at monthly meetings
involving students™ parents. Moreover, socialization with teachers included communication on
curriculum revitalization at regular coordination meetings in each school. To improve the quality of
teaching and overcome the shortage of productive teachers, the schools enrolled their teaching staff
in the dual skill program to upgrade their skills. The teachers who had completed the technical
guidance program (Bimtek) and external training were required to disseminate the information to
other teachers. The socialization with IDUKA through a series of curriculum synchronization
activities also involved the local government through the National Education Office. The teachers
who also acted as assessors were often invited to participate in socialization and coordination
meetings with the National Professional Certification Agency (BNSP), especially when competency
exam were held through the Professional Certification Institute (LSP). The schools also involved
their teachers in obtaining the technical guidance training related to provision of assistance through
the TAKOLA system — Web-based application integrated with basic education data as a data source
used to manage the process of offering, determining, monitoring and reporting assistance provided
by the Directorate of Vocational Development to Schools. The ways of the policy information
transmission are presented in Table 2.
Table 2

Transmission of Information on the Implementation of the Vocational
High School Revitalization Policy

No Revitalization Area Transmission type  Related
element
1.  Curriculum Revitalization Socialization, Teacher and Internal
Coordination Students
meetings
2.  Teachers’ skills Technical Guidance  Dual Skills External
improvement Teacher,
National
Education
Dissemination Office Internal
3.  Collaboration with IDUKA  Curriculum IDUKA External
Synchronization National
Education
Office
4. | Certification and Technical Guidance BNSP External
accreditation ASSessor Alliance school
Competency exam Students Internal
briefing
5.  Facilities and infrastructure ~ TAKOLA Technical National External
Guidance Education
Office

Source: Primary data 2020

52
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Based on Table 1, the information transmission on revitalization policies was carried out
both internally and externally in all areas of revitalization. However, based on the results of the
interview with IDUKA, there was no socialization and coordination from the relevant agencies or
government regarding the policies. Socialization with IDUKA was only done by the schools
through activities carried out in the schools, such as curriculum synchronization as part of the
vocational revitalization policies. This is also justified by the relevant agencies regarding the
communication between local government organizations (OPD), which was less harmonious due to
sectoral egos. The term sectoral ego is related to silo mentality or silo thinking, that is, the patterns
of thinking and actions inherent in certain sectors or divisions that are not willing to share
information with other units within the same organization/company/country. As a result, not only
may this attitude reduce overall operational efficiency but it can also erode the morale of
togetherness, which results in unwillingness to contribute and significant difficulties in achieving
synergy (Hadinagoro, 2020).

In Presidential Decree No. 9 of 2016, the president issued instructions to twelve State
Ministers and their subordinate ministries and services, BNSP and thirty-two governors throughout
Indonesia so that they could synergize in revitalizing vocational schools. However, in fact, the
stakeholders rarely communicate and/or coordinate activities with each other. This happens due to
the fact that this policy is an educational policy focusing on vocational high schools; therefore other
agencies think that this is not their field/sector of work. Differences between sectors result in
differences in the vision, content and orientation of each, giving rise to intense competition between
those sectors. One sector views other sectors as less important, and vice versa (Hadinagoro, 2020).
For example, there is no communication between the vocational training centre (BLK) and the
National Education Office. BLK stated that revitalization of vocational high schools is the task of
the National Education Office, even though it is clearly declared in Presidential Decree No. 9 of
2016, section 4b that “BLKs must provide opportunities for vocational high school students to have
traineeship at BLKs”. However, BLKs had no special program of work practices for vocational high
school graduates until 2019. Thus, everyone who wanted to get training and skills could attend the
BLK trainings directly. According to Hadinagoro’s opinion, this narrow mentality, which is only
concerned with their respective sectors, can continue to weaken or eliminate the adhesiveness
among sectors.

Furthermore, the figure of the leader in the government is also an important factor to reduce
sectoral ego. Leaders who embrace and have good ethics will easily build coordination between the
existing sectors, and even coordinate with the opposite parties in the context of leadership strategies
(Febrian, 2015). In this study, the role of the leader referred to the governor, and therefore the
elements of provincial leadership are coordinated by the Provincial Secretary. When the 2016
Presidential Decree was issued, the previous governor failed to make the regulations to support the
implementation of this policy, so there was no automatic synergy among the stakeholders. After the
change of the leadership, the new governor issued a supporting regulation. The new governor then
issued Governor Regulation No 22 of 2019 regarding the acceleration of the vocational schools
revitalization in South Sumatra. However, as for schools, most teachers as implementers did not
know about this regulation. This might have been due to a delay in issuing this regulation while the
revitalization itself had been implemented since 2017. On the other hand, it was found out that in
Indonesia there were only five provinces that had issued Governor Regulations, namely Bangka
Belitung (August 2019), DKI Jakarta (March 2019), West Java. (November2019), East Java (May
2017) and South Sumatra (October 2019).

The issue of this supporting regulation strengthened the legal basis for the policies, but the
role of the Provincial Secretary has not been effective yet. There is still no concrete effort to
embrace the relevant OPDs to discuss the revitalization policies; thus, there is a tendency for OPDs
to work on their own, but there is no synergy, let alone collaboration, even though the Provincial
Secretary as the highest administrator in the province has the authority to make coordination with
the OPD. The Provincial Secretary should be able to become the “administrative axis” in ensuring
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the smooth implementation of the policies.

The National Education Office, for instance, is ready to coordinate with other OPDs to
achieve the policy objectives, and so is the Manpower and Transmigration Office (Primary data
2019-2020). Meanwhile, the Industry Office actually has its own vocational program and has never
coordinated it with the National Education Office. They even have complete infrastructures for
conducting vocational education and have collaborated with several industries as the partners that
will later accommodate their vocational program graduates. This shows that there has been an
overlapping of the policies of improving the human resources quality and creating relationship and
match with the industrial world even though the policies’ goals are the same. As mentioned by
Gafar, the sectoral ego factor is reflected in many policies that appear to support the implementation
of their duties and functions, so that many public regulations overlap but are not aligned with each
other, both at the central and provincial levels in Indonesia (Gafar, 2018). This situation can lead to
ineffective policy implementation since each implementer has a different vision. Meanwhile,
according to Febrian, awareness of the common goal is a source of strength to reduce the central
ego which becomes an obstacle to government coordination (Febrian, 2015). According to Nuguro
(in Kuncoro and Indrawati, 2019), poor communication between the stakeholders involved will only
create ineffectiveness in the policy implementation process. Edward 11l also stated that policy
implementation will be effective if the policy decisions are communicated effectively to policy
implementers and policy target groups.

Information Clarity

The second aspect in the policy communication context is the clarity of communication.
Although some efforts have been made to transmit information, in reality IDUKA did not know
much about this policy in depth, even though IDUKA was an important stakeholder in the
implementation of vocational high school revitalization. This could have been due to a lack of
socialization and coordination of the relevant agencies in relation to the policies. Some IDUKA
parties were not aware of the policies.

Furthermore, IDUKA also regretted that there was no standard operating procedure (SOP)
regarding students who did practical work at the company. The communication only covers the
introduction of students into internships/industrial work practices. There were no clear rules and
intensive communication about what were the actual goals to be achieved, therefore, internship
activities were carried out on the basis of the knowledge and rules in a particular company. In fact,
one of the objectives of this policy through this internship is the creation of links between
vocational high schools and IDUKA. Edward 11 said (in Posangi, Lengkong and Dengo, 1999) that
if a policy can be implemented as intended, then the implementation instructions must not only be
accepted by policy implementers but also be clear to them. The ambiguity of the communication
message conveyed regarding the policy implementation will lead to wrong interpretations that may
cause contradictions to the original message.

Information consistency

The third aspect in the communication factors of public policy implementation is
consistency. Submission of information on curriculum revitalization was carried out regularly every
month at coordination meetings. As for students, it was carried out every week using a method of
lecture, both during formal ceremonies and in class, especially regarding competency exams as an
obligation for students to improve the quality of graduates.

However, there was a difference regarding the communication with IDUKA. The
communication was only performed incidentally before the start of work practice. Even though
there were some IDUKAs involved in synchronizing the curriculum, it was still only carried out
annually. IDUKA communication with the related agencies was also not performed continuously.
For example, the Department of Manpower should be involved in this policy, but they had never
conducted regular activities on the revitalization policies. They only collected data on the workforce
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used in IDUKA. Even the National Education Office had never made regular coordination with
IDUKA, but only participated in meetings at the time of curriculum synchronization as fellow
invitees. It caused IDUKA to become confused about giving orders to students for internships.
Sometimes they used their own rules because students also did not have any information about the
work and the situation in the field. IDUKA had to convey to students the rules and criteria to
comply with. Students should no longer need a lot of information about what would be done at the
internship site, because an advance visit procedure was introduced. Unfortunately, at first, the visit
site of IDUKA was sometimes not the same as the place where students were to have their
internship later. IDUKA finally had to train the students for at least 1 month for their jobs. This fact
was, of course, contrary to the objectives to be achieved in this policy. The revitalization policy
aims to prepare vocational high school graduates for work and provide benefits to IDUKA. As a
result, some IDUKA sometimes politely refused students who needed to do their internship
programs as they were considered burdensome. This surely affected vocational high school
graduates tremendously if they did not have places for internships. Since not all the areas of
expertise could be provided by schools given their facilities and infrastructure, they automatically
cannot achieve the goals of this policy. Edward (in Posangi, Lengkong and Dengo, 1999) stated that
the inconsistency of policy implementation orders would encourage implementers to take very loose
actions in interpreting and implementing the policies; if this happened it would result in ineffective
policy implementation since very loose measures were likely to be inappropriately used to
implement the policy objectives.

From the results of the research in the field, it could be concluded that in the implementation
of the given revitalization policy, the communication was carried out consistently in several
revitalization areas internally, namely in schools, while in other areas, the communication was still
accidental and non-sustainable, especially that regarding the relationship with IDUKA.

CONCLUSION

Information transmission in communicating the implementation of the vocational high
school revitalization policy in South Sumatra was carried out but it still had distortions. The
transmission disruption among stakeholders occurred due to strong sectoral egos in OPDs and a
weak role of the Provincial Secretary as the administrative axis in establishing communication and
coordination. The reluctance of stakeholders to discuss reflected their feelings of being superior to
other sectors and/or the beliefs that it was not their main task and function. The roles of the
provincial leadership are essential in creating synergy. To reduce the sectoral ego, in the future it is
necessary to think about building the Whole-of-Government (WoG) approach in the
implementation of each policy.

The distortion of communication results in unclear information obtained by stakeholders.
SOPs were not socialized optimally. Unclear information can also potentially lead to erroneous
policy interpretations, so it is necessary to disseminate regulations to all elements involved in
implementation.

Finally, there are still inconsistencies in the delivering information in the policy
implementation. Submission of information periodically is only done internally such as in schools
but not yet to external parties out of schools. It is necessary to create a regular activity to establish
intensive communication not only for implementers and policy target groups, but also for
stakeholders.
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KOMYHIKAHIﬁHI DAKTOPHU B PEAJIBAHﬁ HOJIITUKHA O3A0POBJIEHHSA
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JlocnmipkeHHsT CipsIMOBaHe Ha aHajli3 KOMYHIKAliMHUX YMHHHKIB y peanizamii 0310pOBICHHS
npodeciiinoro BH3. Micue nposenenns nociimkenb Bkiodanio SMKN 1 Gelumbang Ta SMKN 6
Palembang y mposinmii IliBnenna Cymarpa. [ani Oymm 3i0paHi 3a JOMOMOIOI i1HTEPB'IO,
CIIOCTEpEXKEHHsI Ta JOKyMeHTyBaHHs. [lochmimkeHHs OyayBallocsi Ha OCHOBI aHami3y OaHUX, iX
MOJIaHHS Ta I IOUTTSI ITiJICYMKIB.

JloBenieHO, 110 POJb TMPOBIHIIIIHOIO KEPIBHUITBA Ma€ BaXKJIMBE 3HAYEHHS Y CTBOPEHHI
cureprii. 1106 3MeHIMTH Tanxy3eBy HEPIBHICTb, y MalOyTHbOMY HEOOXiIHO IOAYyMaTH IO
noOy/IoBY 3arajgbHOJIEP>KaBHOTO MIAXOAY MiA 4ac peanizaiii momiTHKu y cdepi ocBitu. Hecraua
KOMYHIKAIlii MPU3BOJUTH O TOTO, IO 3alliKaBJICHI CTOPOHU OACPXKYIOTh HEWITKY 1H(OpMAIIilo.
Heuitka iHdopMalis Takok NOTEHUIHHO MOXE MPU3BECTH 10 TOMUIKOBOTO TIIyMau€HHS MOJITUKH,
TOMY HEOOXI1JHO MOUIMPHUTH IMpaBHa Ha BCi €JIEMEHTH, 0 OepyTh ydacTh y peaimizaiii. IcHyOTh
HEeBIAMOBIAHOCTI y HajxaHHi iHGopMauii npu peamizauii nomituku. I[lomanus iHDOpMaii
MEePIOIUYHO 3A1MCHIOEThCA JIHILE BCEPEUH], HAPUKJIIAA, Y MIKOJaX, ajie IIe 30BHIIIHIM CTOPOHAM
no3a KM, HeoOXigHO CTBOPUTH peryisipHy [isSUIBHICTH Ui BCTAHOBJICHHS I1HTEHCHBHOTO
CHUIKYBaHHS HE IMIIe MDK BHUKOHABIIMH Ta I[UIbOBUMU TpyHamMH TOJMITHKHA, a W MixK
3aiHTEPECOBAHUMH CTOPOHAMH.

Pe3ynbratu mokasyroTh, 10 Xo4a mepefada iHdopmalii mpo MoMITHKY 3[iHCHIOBANAcs y BCIiX
rajy3sx akTHBI3allll yepe3 coliaii3aliio Ta TEXHIYHE KEPIBHUITBO, BIAXUIEHHS BCE K Taku Oynu
BUSBIICHI.

Kiro4uoBi ciioBa: koMyHikallis, peasizalis, akTuBizalis, npodeciiiHa MoyiTHKa.

KOMMYHUKAIIMOHHBIE ®AKTOPHI B PEAJIMBALIUU ITIOJIUTUKHU
O310POBJIEHUSA NTPOPECCUOHAJIBHOI'O BY3A B IPOBUHIINUA IO KHA A
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HccnenoBanue HampaBieHO Ha aHaiM3 KOMMYHHMKAIIMOHHBIX (DAaKTOpPOB B peanu3aluu
037I0pOBJICHUS TTPOPECCHOHAIBHOTO By3a. MecTo mpoBeaeHus uccienoBannii Bkiaodaao SMKN 1
Gelumbang 1 SMKN 6 Palembang B npoBuniun lOsxnast Cymatpa. [lanHble Obliv coOpaHBI
MOCPENICTBOM HMHTEPBBIO, HAONIONEHHWS W JOKyMEHTHpoBaHWsA. lciuiemoBaHume CTpOWIIOCh Ha
OCHOBE aHaJIN3a JIaHHBIX, UX MPEJCTABICHUS U MOABEICHHUS UTOTOB.
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JlokazaHo, 4TO POJb MPOBHHIMAILHOTO PYKOBOJCTBA MMEET Ba)KHOE 3HAUCHHUE B CO3JIAHHH
cuHepruu. YToObl YMEHBIIUTH OTPACIEBOE HEPABEHCTBO, B OyAylieM HEOOXOIUMO TMOIyMaTh O
MOCTPOSHUH OOLIETOCYIapCTBEHHOTO TIOX0/1a NIPU Pean3aliy MOJUTHKHA B cepe oOpa3oBaHHS.
HengocraTok KOMMYHUKAIMK TPUBOJAUT K TOMY, YTO 3aHMHTEPECOBAHHBIC CTOPOHBI IOTYYArOT
HedeTKyr uHpopmanuio. Hederkas wHpoOpManusi Takke MOTCHIMATBHO MOXET MPUBECTH K
OIMOOYHOMY TOJIKOBAHHIO TOJIUTUKH, TIOOTOMY HEOOXOJMMO PacHpOCTPAaHUTH TpaBHIia HA BCE
AJIEMEHTHI, y4YacTBywomue B peann3anud. CymecTBYIOT HECOOTBETCTBHS B IPEJIOCTABICHUU
uHpopMallUM TpU  peanu3aluy  MONUTUKU. [IpeacraBneHue wuHPOpPMANMKM TEPUOAUUECKU
OCYIIECTBIISICTCS TOJBKO BHYTPH, HANPHUMEP, B IIKOJIAX, HO €IIe HE BHENIHMM CTOPOHAM 3a
npenenamMu Ko, HeoOxoaumo co3aaTh  PEryjsipHYIO JAEATENbHOCTb JUIsl  yCTAaHOBJICHUS
WHTCHCUBHOTO OOIIEHHS HE TOJHKO MEXIY UCTIOJTHHUTEISIMU M IIETICBBIMU TPYIIAMH TOJUTHKH, HO
Y MEX]Ty 3aMHTEPECOBAHHBIMU CTOPOHAMU.

PesynbTaThl IOKa3bIBAIOT, YTO XOTs Mepeaada MHPOPMALUU O MOJUTHKE OCYIIECTBISUIACH BO
BCeX 00JacTSIX aKTHBH3AIIUU Yepe3 COIUAIHU3AIMIO U TEXHUYECKOE PYKOBOJICTBO, UCKAKCHHS BCE
e ObLITM OOHAPYKEHBI.

KiaroueBble ciioBa: KOMMYHUKAaNUs, peajindalusi, akTUBU3allUsl, HpO(i)eCCI/IOHaJ'ILHaH IIOJIMTHKA.
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Abstract. This study is aimed at identifying several problems while analyzing the
determinants of population service policies in Lirung sub-district, Talaud archipelago district, North
Sulawesi province, Indonesia. This study uses qualitative research methods, the data collection
methods used in this study are as follows: interviews with employees and the people served, field
observations, literature studies. Population services policy is optimal because it gets political
support from the central government and local governments. Local governments often communicate
to the public about population service policies. Resources for the implementation of policies and
programs, policies and policy formats, and there need to be a real improvement, these factors have
not been able to optimize service policies. This work has never been achieved and is the result of
our research so that it can guarantee its authenticity.

Keywords: determinant factors, population service policy
JEL Clasification: D78, 128, L88
INTRODUCTION

The Minister of Home Affairs Regulation (Permendagri number 120 of 2017 article 11) states
that the establishment of the Technical Implementation Unit (UPT) of the Population and Civil
Registration Service (Disdukcapil) is prioritized in remote sub-districts, which are difficult to reach
by public transportation and have very limited access to services. Article 12, Permendagri number
120 of 2017 stipulates the availability of the following resources: employees, financing, facilities,
and infrastructure. It also states the availability of positions in accordance with the duties and UPT
Disdukcapil district. The number of employees in the Disdukcapil of Talaud Islands Regency is 20
people: 9 men and 11 women. (source: Agency for Development of Personnel and Human
Resources of Talaud Islands Regency, Talaud Islands Regency in 2019 figures).

Observations show that the facilities and infrastructure such as the UPT Disdukcapil in Lirung
District are not optimal as well as the budget for implementing policies and programs, the standard
operating procedure is not yet visible so that it has an impact on the weakness of population
administration services, activities such as family card services, ID cards, etc. that involve public
services. So the people of the Lirung sub-district requiring population administration services must
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move to the island of Karakelang, precisely in Melonguane which is the capital of the Talaud
archipelago district to address the Population and Civil Registry Office at a considerable distance of
20 minutes from Lirung sub-district by speedboat transportation.

Figure 2. Map of the Talaud archipelago district

The big question arises why the population service policy in Lirung District is not
implemented optimally. The population service policies in Lirung District are determined by the
political support of the central government and local government Shabbir and Rondenelli (2007),
community involvement, and the socialization to the community to provide population services in
Lirung districts.

LITERATURE REVIEW

Junaidi (2015) said that the implementation of e-government in population administration
services has been carried out by the Department of Population and Civil Registration of Serdang
Regency since 2007 by utilizing ICT such as SIAK and eKTP in service. The benefits are increased
efficiency, effectiveness, transparency, accountability, participation, security, and accuracy of
population data. The supporting factors are leadership commitment, budget, policy, while human
resources, infrastructure, and public awareness are inhibiting factors for e-government
implementation.

Tezera (2019) factors for effective policy implementation, such as policy design, stakeholders
and their involvement, institutional, policy, and community context, and implementation strategy.
Most individuals identified the main factors as the programs implemented, the individual
involvement, the officials, educators and students involvement, and the organizations in which they
operate.
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Onomisi, Timothy and Ku Samsu, Ku Hasnita and Ismail, Mohd Mahadee and Wan Mohd
Nor, Murni (2019) said that policy implementation can be ensured through committed leadership,
orientation, and training. As a result it provides a valuable strategy that will ensure the
implementation of the Federal Character Policy in the employment distribution of Nigerian civil
servants and most importantly provides useful insights for policies facing implementation setbacks.

Mthethwa (2012) states that the policy is influenced by the content of the policy, the nature of
the policy process, the actors involved in the formulation and implementation process. In order for
the implementation process to be better, policy implementers must pay attention to several factors
related to policy implementation. This article concludes by stating that supportive policy
environment can be considered as one of the foundations for better and effective policy
implementation.

Resident Service

Dwiyanto, et al, (2002) revealed that the performance of public services is influenced by the
following factors:

a. Discretionary authority, namely the steps taken by the organizer to resolve a certain case that has
not been regulated in a standard regulation.

b. Change orientation, the extent to which employees accept change.

Culture of paternalism, a system that places the leader as the most dominant party.

d. Service ethics, seen from whether an employee in providing services to the community feels
committed to respecting the rights of consumers to obtain services transparently, efficiently, and
with guaranteed service certainty.

e. Incentive system, in the form of financial and non-material rewards for employees who excel to
achieve the desired work results. Meanwhile, employees whose performance is not good are
given disincentives such as warnings, delays / demotions, or dismissals.

f. The spirit of cooperation is conceptualized as team cohesiveness.

o

Policy Implementation

According to Edward 111 (1980), that policy implementation is influenced by four variables,
namely:

a. Communication, namely the success of policy implementation requires the implementer to know
what to do, where the goals and objectives of the policy must be transmitted to the target group
so that it will reduce the distortion of implementation.

b. Resources; although the contents of the policy have been communicated clearly and consistently
if the implementer lacks the resources to implement it, the implementation will not run
effectively. These resources can be in the form of human resources, such as implementer
competence, and financial resources.

c. Disposition; the character and characteristics possessed by the implementer, such as
commitment, honesty, democratic nature. If the implementer has a good disposition, then the
implementer can carry out the policy well as desired by the policymaker. When the implementer
has a different attitude or perspective from the policymaker, the policy implementation process
will also be ineffective.

d. Bureaucratic Structure; organizational structure has a significant influence on policy
implementation. The aspects of the organizational structure are Standard Operating Procedure
(SOP) and fragmentation. Organizational structures that are too long will tend to weaken
supervision and lead to red tape, namely complicated and complex bureaucratic procedures,
which make organizational activities inflexible.
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Shabbir and Rondinelli (2007) specifically related to the implementation of decentralization

policies for developing countries. They stated that the implementation of decentralization policies
was influenced by four interrelated variables, namely:

1.

wn

Environmental Condition means:

a. type of political system;

b. policy Financing Structure;

c. characteristics of local political structures;

d. resource constraints;

e. socio-cultural,

f. degree of involvement of program recipients;

g. availability of sufficient physical infrastructure.

Inter-Organizational Relations.

Resources for Policy and Program Implementation.

Characteristics and Capabilities of Implementing Agencies. According to Goggin et al. (1990)

policy is assumed to be a “message” from the federal (central) government to local governments.

The success of the implementation of the message is strongly influenced by three main things:

a. The content of the policy message, including resources, policy benefits, and public
involvement.

b. Policy format (the form of the policy massage), consisting of policy clarity (policy clarity),
policy consistency (policy consistency), frequency, and acceptance of policy content (a
receipt of massage).

c. The reputation of the actor (the reputation of the communicators), which consists of the
legitimacy and credibility of local government actors.

Determinant Factors in Population Service Policy

Environmental conditions, which include: type of political system, the structure of policy
financing, characteristics of local political structures, resource constraints, socio-cultural, degree
of involvement of program recipients, availability of adequate physical infrastructure. Quality
policies will not succeed when implemented in situations and environmental conditions that are
not conducive to the efforts of policy objectives.

Resources for Policy and Program Implementation, namely: control over resources, the balance
between a budget distribution and activity programs, accuracy of budget allocation (a policy /
program will not be able to achieve goals or targets without adequate budget support), sufficient
income for expenditures, support for central political leaders, support for local political leaders.

. Contents of the Policy, including resources, benefits of the policy, and public involvement in

terms of the characteristics and support of the target group (whether the target group is an
individual or a group). The characteristics of the target group will greatly affect the target group’s
support for the implementation process.

Policy Format, consisting of policy clarity, policy consistency, frequency, and acceptance of
policy content.

Communication, the Implementer must transmit to the public about the goals and objectives of
the policy so that it will reduce implementation deviations.

Bureaucratic Structure, an organizational structure that is too hierarchical will certainly hinder
the implementation process.

PAPER OBJECTIVE

The purpose of the study was to analyze the determinants of population service policies in

Lirung sub-district, Talaud archipelago district, North Sulawesi province, Indonesia in the context
of implementing the regulation of the minister of home affairs #120 of 2017.


https://management-journal.org.ua/index.php/journal

Posumah, J.H. and Pombengi, J.D. (2021), “Determinant factors of population services policy at the border of
Indonesia”, Management and entrepreneurship: trends of development, 4(18), pp. 59-68. Available at:
https://doi.org/10.26661/2522-1566/2021-4/14-06

METHODOLOGY

This research uses qualitative research methods, namely contextual research involving
humans as instruments and adapted to conditions to be able to collect data which are generally
qualitative in nature. Creswell (2002) stated that the focus of this research is the determinants of
population service policies in Lirung District, Talaud Islands Regency. There are 2 types of primary
data and secondary data. The main informants of this research are all population policy
implementers. The data collection techniques used in this study were as follows: i) Interview (in-
depth interview), ii) Observation, iii) Literature study, iv) Focus Group Discussion. Data analysis
techniques are: data reduction, data presentation, data condensation, data verification

Data Collection

Data Verification

Data Condensation

Figure 3. Interactive model data analysis (Miles & Huberman, 2014)
RESULTS AND DISCUSSION

The Talaud Islands Regency is one of the administrative areas in North Sulawesi Province
with the characteristics of an Archipelagic, Border, Disadvantaged/Isolated District, and a Disaster-
Prone Area with the capital city Melonguane. It is a marine area with a sea area of about 37,800
Km2 (96.79%) and a land area of 1,251.02 km2 (3.21%), A total area of 39,051.02 Km2.

Salibabu Island includes Lirung District, Salibabu District, Kalongan District, Mongore
District. Lirung sub-district consists of 4 villages, among others: Talalong Village, Sereh Village,
Sereh Satu Village, Musi Village. And 3 (three) Villages, namely: Lirung Satu Village, Lirung
Village, Lirung Matane Village. The distance between Lirung sub-district and Melonguane (district
capital) is 18.148 km using speedboat sea transportation.

Figure 4. Distance between Lirung and Melonguane sub-districts (Capital of the Talaud
archipelago district)
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Determinant Factors of Population Service Policy in Lirung District, Talaud Islands Regency

The determining factors in population service policies in Lirung sub-district are factors or
phenomena that can make a positive contribution to implementing population service policies,
including: environmental conditions, resources for policy and program implementation, policy
content, policy formats, communication, bureaucratic structure. However, not all of the above
factors can determine population service policies.

1. Environmental Condition

Quality policies will not succeed when implemented in situations and environmental
conditions that are not conducive to the efforts of policy objectives. Cheema & Rondinelli (2007).
Support from the central government to help accelerate the development of the outermost islands is
very large, so that environmental conditions are a determining factor for population service policies
in Lirung sub-district However, it is very unfortunate that the Talaud local government has not yet
made a local regulation on the population administration of the Talaud Islands Regency. The
structure of policy financing has not been arranged in the APBD of the Talaud Islands Regency,
there is no political will from the regional government to respond to the policies of the central
government. The pattern of social relations formed between one community and another consisting
of a group of indigenous peoples is always created in every activity of the Lirung sub-district
community. The existence of the availability of resources in the form of physical UPTD offices in
Lirung sub-district is available but has not seen the presence of human resources and service
activities in it.

The degree of community involvement in population service policies has begun to be optimal
because of community involvement in helping local governments to jointly implement population
service policies consistently. Community involvement in population service policies is very high
because they need services that are closer, faster, and uncomplicated. Supporting physical
infrastructure such as internet facilities in the form of Palapa Rings through the BAKTI service
from the Ministry of Communication and Information of the Republic of Indonesia has been
installed in the Talaud archipelago district.

Based on field observations, indicators of environmental conditions in the implementation of
population service policies are optimal, seen from the very intense political support of the central
and regional governments as well as the enthusiastic participation of the community to get fast and
appropriate services.

Tezera (2019) says that the factors for effective policy implementation are policy design,
stakeholders and their involvement, institutional, policy, and societal context, and implementation
strategies. Population service policies indicate that environmental conditions are a determining
factor for population service policies. This means that there are similarities with the research
mentioned above.

Total Population of Lirung District
Kepala

Keluarga Laki Laki

(KK) 22%

14%

M Laki Laki
B Perempuan

Penduduk

Perempuan
21% M Kepala Keluarga (KK)

Penduduk
43%

Figure 5. Total population of Lirung sub-district Data Source: Disdukcapil Talaud 2020
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2. Resources forPolicy and Program Implementation

Goggin et al.'s (1990) policy is assumed to be a “message” from the central government to
local governments. Permendagri nomor 120 of 2017 stipulates that it should have been implemented
in the Lirung sub-district government. Christiani (2021) competent and qualified resources will
facilitate the implementation of the Destaba program and the achievement of its goals. The results
of the study indicate that the resources for the implementation of population service policies and
programs define that the accuracy of budget allocations from local governments has not been
optimal in allocating the population service policy budget in Lirung sub-district. Likewise, the
balance between budget distribution and program activities related to population service policies in
Lirung sub-district has not been maximized. The support of local political leaders has been
observed, however, the actions to execute or decide on the budget for internet-based population
services have not been optimal.

The control over resources is still lacking, the balance between budget distribution and
activity programs is not maximized, the accuracy of budget allocation for the implementation of
population service policies is not optimal while the support of the central political leaders is very
intense to build the outermost islands bordering other countries along with the support of political
leaders local government of the Talaud Islands Regency. In theory, Cheema & Rondinelli's (2007)
policy perspective on resource indicators for the implementation of policies and programs has not
been able to answer the existing problems. If the local government has goodwill to allocate the
population service policy budget, all the needs and needs of the Lirung District Disdukcapil UPT
will definitely be optimal, so that services to the community regarding population administration
will improve. Christiani (2021) competent and qualified resources will facilitate the program
management to achieve its goals.

3. Content Policy

From a resource perspective, the office of the Technical Implementation Unit of the
Population and Civil Registration Office of the Lirung sub-district has not been able to properly
implement the policy. However, community involvement in supporting population service policies
is optimal. The benefits of the policy for the people of the Lirung sub-district have a very good
impact and make it easier for them get access to population administration files or documents.
Resources, benefits of policies, and public involvement are considered from the characteristics and
support of the target group. The characteristics of the target group will greatly affect the target
group's support for the implementation process. According to Goggin et al (1990) the community
participation is optimal, but the availability of the sub-district UPTD office is not maximized.

Content Policy according to Goggin et al. (1990) includes resources, policy benefits, and
public involvement with the reference to the characteristics and support of the target group. The
characteristics of the target group will greatly affect the target group's support for the
implementation process. If the resources have been adequately provided in the form of computer
facilities and internet networks, as well as the sub-district Disdukcapil UPT office, and the benefits
of the policy are fully comprehended, the policy factor will be fulfilled because community
involvement has been optimal as it can be observed from their enthusiasm for accepting the policy.
Policy indicators that include resources, policy benefits, and community involvement have not been
able to determine population service policies in Lirung sub-district.

4. Policy Format

The clarity of the policies implemented to the community is not optimal, resulting in many
local residents who are not aware how the policies can meet the wishes and needs of the
community, because the local government does not socialize the implementation program for
managing population administration documents that already exists in the sub-district government.
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The consistency of population service policies has not been optimal or in other words, the local
government's response is still slow.

The local government has not optimally announced the population service policy in the
Lirung District community, so the community is so enthusiastic about waiting for population
services in the sub-district. Of course, the benefits that will result from the implementation of
population service policies will reduce the cost consequences, because the community does not
spend too much time and energy, and money. The position of policymakers has not been optimal,
indicating that there are no local regulations on population administration, so that program
implementers have been prepared with existing resources.

Goggin et al. (1990) policy clarity, consistency, frequency, and acceptance of policy content
have not been optimal in the implementation of population service policies in Lirung sub-district.
Because policy consistency often encounters many obstacles and policy content, which is not
optimal, if the local government has policy clarity in this case disseminating policies to the public.

5. Communication

The government informs about the goals and objectives of the population service policy
through the village head and Lurah at every meeting. We always convey to the people who will
require population administration to immediately go to the Village office and collect the files to be
brought to the Talaud Disdukcapil office. Such step of communicating the population service policy
to the community has been carried out because this is a routine task and the community needs it.
Although Rai (2020) states that there are often failures in communication. Edward 111 (1990) the
local government has informed the public about the aims and objectives of the population service
policy so that it will reduce implementation deviations. This means that the government has
campaigned for the purpose of the population service policy to the people of the Lirung sub-district.
It turns out that Edward I11's policy theory is still relevant to the existing phenomena in the field so
that the communication indicator is one of the determining factors in the implementation of
population service policies in the Lirung sub-district.

6. Bureaucratic Structure

The Standard Operating Procedure (SOP) does not yet exist at the sub-district level, so it tells

of many problems in providing population services. Fragmentation or distribution of responsibilities
within one scope is not evenly distributed. The local government uses the 'pick up the ball' method
from the community and afterwards it is accommodated in the Kades or Kelurahan office and waits
for a good day to be brought to the Talaud Islands Regency Population and Civil Registration
Office.
An organizational structure that is too hierarchical will certainly hinder the implementation process.
According to Edward 111 (1990), the aspects of organizational structure are Standard Operating
Procedure (SOP) and fragmentation. The organizational structures that are too long will tend to
weaken supervision and lead to red tape, namely complicated and complex bureaucratic procedures,
which make organizational activities inflexible. The indicators of the bureaucratic structure are not
optimal in implementing population service policies in the Lirung sub-district because the SOPs and
distribution in the sub-districts are not evenly distributed.

CONCLUSION

The determinants of population service policies in the Lirung sub-district are still dominated
or determined by environmental conditions through political support from the central government,
the assistance of supporting facilities, namely the internet and political support from the local
government. The factor of community involvement in supporting population service policies has
been optimal so that the community's desire to obtain population services can be fulfilled in the sub-
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district. The factor of two-way communication with the community by disseminating or
transmitting population service policies is held in the Lirung sub-district.

Meanwhile, resource factors in implementing policies and programs, policy content, policy
formats, and bureaucratic structures in providing population services are not optimal, as standard
operating procedures not yet available in the office, consistency in implementing population service
policies has not been reached yet.

Practically it is hoped that the results of this study can contribute to the Regional Government
of North Sulawesi Province and the Indonesian and global governments to better understand the
meaning and purpose of the determinants of population service policies in the Lirung sub-district,
the outermost island. This research is expected to be useful for improving the quality of human life,
the benefits can be felt in the short term or the benefits will be felt in the long term.
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BU3HAYAJIBHI ®PAKTOPHU ITOJITUKHN OBCJIYIT'OBYBAHHSA HACEJIEHHSA

HA KOPJIOHI IHJOHE3I{
Johnny Hanny Posumah Jericho Danga Pombengi
Universitas Sam Ratulangi Universitas Sam Ratulangi
Manado, North Sulawesi, Indonesia Manado, North Sulawesi, Indonesia

JlocmikeHHsl cupsIMOBaHE Ha BUSABICHHS KUTBKOX MPOOJIEM IIiJ] 4ac aHalli3y AETePMiHAHT
MOJIITUKKA OOCITYyTOBYBAaHHSI HAaceJIeHHs B MiApaiioni JlipyHr, palioH apximenary Tanay, TpOBIHITIS
[TiBniyauit CynaBeci, IHmoHe3is. Y mbOMY IOCHIIKEHHI BHKOPHCTOBYIOTHCS SIKICHI METOAU
JOCITIJDKEHHS, METOJaMH 300py MaHHUX, SIKI BUKOPHCTOBYIOTHCS B I[bOMY JOCHIJDKEHHI, € TaKi:
IHTepB’I0 3 TMpaliBHUKAaMH Ta JIOABMHU, SKi OOCIYrOBYIOTHCS, TIOJBOBI CHOCTEPEKEHHS,
nociipkeHHs Jiteparypu. [lomiTuka 0OCITyroByBaHHS HACEJICHHS € ONTHMAJIbHOI, OCKUIBKH
OTPHUMYE MOJITUYHY MIATPUMKY 3 OOKY LEHTPAJIBbHOTO Ypsly Ta MIiCIeBHX OpraHiB Biaau. OpraHu
MICIICBOTO CaMOBPSTyBaHHS 4acTO 1H(OOPMYIOTh TPOMAJICHKICTh MPO TMOJITUKY OOCIyrOBYBaHHS
HaceneHHA. Pecypceu i peamizamii MOMITHKY 1 IPOrpaM, MOJITHKU 1 popMaTH MOJITHKH, a TaKOXK
HEOOX1HO peasbHe MOMIMIIEHHS, 111 (PaKTOPH HE 3MOTIIM ONTHUMI3yBaTH MOJITUKY 0OCIyrOBYBaHHS.

PesynbraTi 11bOTO JOCHIIKEHHST MOXYTh JIOTIOMOITH DPETiOHAIBHOMY YpPSIy HpPOBIHIIT
ITiBniynuit CynaBeci, a TakoX ypsiiam [HIOHE3Il Ta BCbOro CBITY Kpalle 3pO3yMiTH 3HAYEHHS Ta
METY JIeTePMIHAHT IMOJIITHKU 0OCIyroByBaHHS HaceleHHs B miApaiioni JlipyHr, HaiiBinganeHimomy
OCTpOBI.

Kurouosi ciioBa: Bu3HauanbHi (akTOpHU, MOJTITUKA OOCITYTOBYBAaHHS HACEIICHHS.

ONPEAEJIAIOINUE ®AKTOPBI IOJIUTUKHU OBCJIYKUBAHUA HACEJIEHUA

HA T'PAHUIE UHAOHE3UU
Johnny Hanny Posumah Jericho Danga Pombengi
Universitas Sam Ratulangi Universitas Sam Ratulangi
Manado, North Sulawesi, Indonesia Manado, North Sulawesi, Indonesia

WccnenoBanne HampaBlI€HO Ha BBIIBJICHHE HECKOJBKUX IpoOJeM MpH  aHalu3e
orpeneNnaonmx (HakTopoB MOIUTUKU OOCIY)KMBAaHUS HaceleHus B mojpaiioHe JIMpyHr, okpyr
apxurnienara Tamaya, npoBunuus CeBepublii CynaBecu, Mumonesus. B sTom wuccrnenoBanuu
UCMOJIb3YIOTCSl KaUeCTBEHHBIE METOJIbl MCCIIE0BAaHMs, METOAbl cOOpa IaHHBIX, UCIOJIb3yeMble B
3TOM MCCIEA0BAaHUU, CJIENYIOIIME: UHTEPBbIO C COTPYAHUKAMH U OOCIYXUBAa€MBbIMU JIIOJIbBMU,
noJjieBble HaOMIO/IEHUs, JUTEepaTypHble uccienoBaHus. IlomuTuka B 00JacTH HapoJIOHACEIEHUS
SBJIAETCS ONTHUMAJbHOM, TIOCKOJBbKY IIOJIy4aeT IOJUTUYECKYI0O TOJIEPKKY CO CTOPOHBI
LEHTPAJIBHOIO MPAaBUTENIBCTBA U MECTHBIX OpPraHoB BiiacTU. OpraHbsl MECTHOI'O CaMOYIIPABJICHUS
4acTo CcooOHIalOT OOIIECTBEHHOCTH O TMOJIUTUKE OOCIyXUBaHUS HaceneHus. Pecypcebl i
peanu3alyy MOJIUTUK U IPOrpaMM, MOJUTHK M (OPMATOB MOJIMTHK, U JOJKHO OBITH peabHOe
yIllydleHue, 3Tu (GaKkTopbl HE CMOTJIM ONTUMHU3UPOBATH MOJUTUKY OOCITYKUBaHUS.

Pe3ynbTarhl 3TOrO MCCIEI0BaHUS MOTYT IIOMOYb PETHOHAIBHOMY IIPABUTEIBCTBY POBUHIIUU
Cesepnplii CynaBecH, a Takke MpaBUTEIbCTBAM MHIOHE3UU 1 BCEro MHpa JIydllle IOHITh 3HaUeHue
U I1elb JETePMHUHAHT TOJUTUKU OOCIY)KMBaHUS HaceleHus B mojpaiioHe JlupyHr, camom
yIaJ€HHOM OCTPOBE.

KarueBble cJoBa: JACTCPMUHAHTHBIC (l)aKTOpI)I, IIOJIMTHKA O6CJ'Iy)KI/IBaHI/I${ HaCCJIICHU.
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Abstract. The purpose of this research is to analyze the problems of the National Police
in managing the principles of good governance through the principles of Clean, Transparent,
Accountable, and Humanist in the recruitment of Polri members in 2015-2019. As well as to
analyze aspects of the obstacles and challenges of the National Police in the application of the
principles of Clean, Transparent, Accountable, and Humanist (CTAH) in the recruitment of
members of the Police. And formulate or produce an ideal Polri member recruitment model in
accordance with the principles of good governance. This study uses a qualitative method. Data
was collected by means of a literature study, a document study, and in-depth interviews before
data analysis was carried out. The results showed that the recruitment system used was a
decentralized system with an indication of the powers granted to the regions. In its
implementation it is transparent and objective so that healthy competence is achieved in order to
prevent deviations or abuse of authority by paying attention to the principles of Clean,
Transparent, Accountable and Humanist First there must be fixed the culture of the bearer of the
function of human resource development itself and improve the quality of Polri personnel. It also
requires a moral commitment between each party related to the development of Polri's human
resources to be able and willing to carry out the process of developing human resources in a
transparent, integrity, accountable, and professional manner.

Keywords: recruitment, clean, transparent, accountable, humanist.
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INTRODUCTION

Since the reform era that began in 1998, there have been many improvements made by the
government in order to realize Good Governance, namely an effective and efficient government
system that is intended to carry out a good and correct bureaucracy by carrying out bureaucratic
reform (Adisasmita, 2011). Bureaucratic reform was launched by the government in 2010 in the
Grand Design of Indonesian Bureaucratic Reform (GDRB, 2010) by issuing Presidential
Regulation (Perpres) Number 81 of 2010 concerning Grand Design of Bureaucratic Reform
2010-2025 and Regulation of the State Minister for Empowerment of State Apparatus and
Bureaucratic Reform Number 20 the Year 2010 concerning the Road Map for Bureaucratic
Reform 2010—-2014. Basically, these rules say that bureaucratic reform aims to create a
professional government bureaucracy with adaptive characteristics, integrity, high performance,
clean and free from corruption, collusion, and nepotism, able to serve the public, neutral,
prosperous, dedicated, and uphold the basic values and code of ethics of the state apparatus.

The concept of bureaucratic reform accompanied by the efforts to create excellent service
explains that bureaucratic reform carried out by the government is currently focused on
improving the quality of public services. Based on the 2017-2019 National Average Bureaucratic
Reform Index, it is known that the 2019 average National Bureaucratic Reform Index (RB)
achievement for Ministries/Institutions (K/L) is 73.66, provinces are 63.70, and districts /cities
of 55.46 (the results of the Ministry of PANRB's evaluation of the implementation of the 2019
bureaucratic reform program). Compared to the 2019 target, the average achievement was
99.03%. When compared with 2018 achievements, the average index of K/L and province has
increased, while districts/cities have decreased.

As a public organization, the Indonesian National Police (Polri) currently has big
challenges in carrying out its main tasks and functions on a daily basis amidst the social
dynamics of an increasingly modern, critical, and law-aware society. Based on the 2018 Annual
Report of the Ombudsman of the Republic of Indonesia, the National Police is a state institution
that has a moderate compliance index, which is included in the yellow zone category, that means
that the National Police is trying to become a state administrator who is obliged to provide the
best service to the community, the evidence-based policy of public service standards. The data
can be seen in the image below, namely:

GREEN ZONE
Government Goods/Services Procurement Policy Institute (103.70)

5090 YELLOW ZONE
Indonesian National Police (83.80)
Agency for the Assessment and Application of Technology (81.33)

RED ZONE
National Agency for Professional Certification (52.00)

Figure 1: Compliance Value of State Institutions

Source: research data, 2021
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Based on the data above, it is said that the achievement of Polri's current performance has
occurred through a long process supported by the reform of the Polri bureaucracy to meet public
expectations by carrying out various efforts to make improvements, arrangements,
reinforcements, reforms. towards a professional and trusted National Police, including setting
targets in the implementation of structuring and change, namely for 2005-2009, the National
Police tried to build public trust (trust-building), in 2010-2014, the Police built partnerships, and
2015-2025, Polri is targeted to achieve excellence. The reform of the Polri bureaucracy is
continued with the hope of realizing a Polri structure that is more professional, humanist, free
from corruption, collusion, and nepotism, and reliable, through the field of Human Resources as
well as the fields of administration and operations. The basic demands that must be met in
fostering and improving the management of Polri's human resources start from the recruitment
process of good and quality Polri members, this is in accordance with what was conveyed by
Krivoruchenko & Shyshkin (2017) that human resources will affect organizational performance.

The implementation of good governance in recruiting Polri members is part of the Polri
bureaucratic reform which aims to cover requirements, criteria, mechanisms, and procedures by
ensuring the implementation of transparency and accountability. To improve the recruitment
process for members of the National Police so that they are more qualified, the National Police
stipulates Regulation of the Chief of the Indonesian National Police Number 10 of 2016
concerning the Admission of Candidates for Members of the Indonesian National Police. The
National Police in the process of recruiting members refers to the basic principles of acceptance,
namely Clean, Transparent, Accountable, Humanist, and competency-based.

The recruitment process for Polri members is indeed very vulnerable to the practice of
corruption, collusion, and nepotism. According to Riggs (1964), poor recruitment practices are
inherent in societies undergoing transition. The problem of recruitment carried out by the
government is also not free from problems, namely creating vulnerability to corruption,
collusion, and nepotism in recruitment. The poor admission system continues to have an impact
when the candidate who has been accepted is placed in a position. With a bureaucratic situation
full of corruption, collusion, and nepotism, such a recruitment process cannot produce the best
candidates. Such a recruitment culture will only produce officers whose morals are not
maintained and their competence is inadequate. Arnaz (2018) revealed that various irregularities
still occur in the recruitment and selection process for the National Police organized by Polda
throughout Indonesia, including (1) fraud and embezzlement by promising to graduate, (2) a
policy of prioritizing local sons, (3) leaking questions tests, and (4) abuse of authority. These
problems occur because there are still gaps that have the potential for deviation. The National
Police leadership has given a warning in eliminating irregularities in the implementation of the
selection, by taking firm action against elements and participants involved in corruption,
collusion, and nepotism practices.

Based on the above problems, this study aims to analyze the problems faced by Polri in
managing the principles of good governance through CTAH principles in the recruitment of
Polri members in 2015-2019. Analyzing the aspects of the obstacles and challenges of the
National Police in the application of CTAH principles in the recruitment of members of the
National Police. Formulate or produce an ideal Polri member recruitment model in accordance
with the principles of good governance.

LITERATURE REVIEW

Keban stated that the term Public Administration shows how the government acts as the
sole agent in power or as a regulator, who is active and always takes the initiative in regulating
or taking steps and initiatives, which they think are important or good for the community
because it is assumed that the community is a passive party, less able, and must submit to and
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accept whatever is regulated by the government (Keban, 2008). Hadjon (2005) asserts that in the
broadest sense public administration is the state's activity in exercising its political power. In the
implementation of public affairs, in addition to being carried out by the government bureaucracy
in the executive environment, professional resources are also needed. (Al Hafis, 2017; Yogia
et.al, 2020). Therefore, public administration can be defined as executive activities in the
administration of government functions (Hadjon, 2005).

Bureaucratic reform is a systematic, integrated and comprehensive effort aimed at realizing
good governance (Komarudin, 2014). Bureaucratic reform emphasizes significant changes in the
administration of the state/government and development, carried out in various aspects of the
state apparatus (institutions, human resources of the apparatus, administration or management,
apparatus accountability, supervision, and quality public services, as well as changes in mindset
and culture-set). (Komarudin, 2014).

Bureaucratic reform in Indonesia has taken a new phase since the government launched the
grand design of national bureaucratic reform through Presidential Regulation No. 81 of 2010 so
that bureaucratic reform efforts can run more directed and sustainable. The implementation of
this grand design was attended by all institutions/ministries under the management of the
national team for bureaucratic reform with the involvement of various related elements for the
coordination of the vice president, such as the Ministry of Empowerment of the State Civil
Apparatus and Bureaucratic Reform as the coach, the Financial and Development Supervisory
Agency as the quality assurance team, the Ministry of Finance as the supervisor of financial
affairs and performance-based remuneration, as well as several relevant State-Owned Enterprises
institutions under the Ministry of SOEs whose function is to sharpen, coordinate, and
synchronize government programs.

Presidential Regulation of the Republic of Indonesia Number 81 of 2010 concerning the
Grand Design of Bureaucratic Reform 2010-2025 explains that bureaucratic reform is an
ongoing effort, each stage of which provides changes or improvements to the bureaucracy for the
better. The operational implementation of the Grand Design for Bureaucratic Reform 2010—2025
will be stated in the Road Map for Bureaucratic Reform which is set every 5 years by the
Minister of PANRB. In 2025, Indonesia is expected to be in a truly advanced phase with a
government bureaucracy that is professional and has high integrity. The grand design of the
2010-2025 national bureaucratic reform and the roadmap for implementing bureaucratic reform
is also programmatically articulated through the Nine Bureaucratic Reform Acceleration
Programs, namely structuring the bureaucracy, structuring the number and distribution of civil
servants, an open selection system, and promotion of the apparatus, professionalization of the
apparatus, improving the welfare of the apparatus, efficient use of apparatus work facilities and
infrastructure, increased transparency and accountability of apparatus, simplification of business
licensing, and development of electronic government.

Police reform began with the issuance of Presidential Instruction Number 2 of 1999 dated
April 1, 1999, which was later confirmed by the Decree of the People's Consultative Assembly
of the Republic of Indonesia Number VI/MPR/2000 concerning the Separation of the TNI and
Polri and the Decree of the People's Consultative Assembly Number VII/MPR/2000 concerning
the Role of the TNI and Polri. The separation is a good momentum for the National Police to
change the situation for the better in all aspects related to realizing an independent and
professional Police. The reform of the National Police in the fields of structure, procedure, and
culture is carried out in line with the reform of the state administration to realize good
governance. In line with reforms, the National Police have made structural changes such as the
status of the National Police under the President, validation of the organization: Small
Headquarters, Regional Police Enough, Large Police, Strong Police and Satwil adjusted for
regional expansion and the formation of a National Police Commission in accordance with Law
Number 2 of 2002. Meanwhile, from the instrumental aspect, namely the existence of Law
2/2002 and its elaboration, revision of task guidelines such as the operational field according to
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democracy and human rights, the field of development includes recruitment, education,
discipline, and professional ethics and the field of planning and supervision. Meanwhile, from
the cultural aspect, there has been a paradigm shift, where the organizational culture is
transparent and accountable, the member culture includes attitudes and behavior as well as
internal and external supervision (Rahardi, 2012).

METHODOLOGY

The research approach used is a qualitative method. This study uses a qualitative approach
because the research intends to obtain an in-depth picture of the problems faced by the
Indonesian National Police in managing the principles of good governance through the
principles of being CTAH in the recruitment of members of the National Police in 2015-2019.
Data collection techniques are carried out by means, namely interviews, documents, and archive
recordings and observations. The informants selected were internal parties, namely Rojianstra As
HR of the Police Headquarters, Karo of HR of the Regional Police, Bidpropram Polda, and
Itwasda Polda. External parties, namely Kompolnas, Ombudsman, parents of participants, and
participants. Furthermore, data analysis was carried out in three steps which included: (1)
preparing and organizing the data, (2) reducing the data, then (3) presenting the data.

RESULT AND DISCUSSION

Polri manages the principles of good governance through the principles of CTAH in
the recruitment of Polri members in 2015-20109.

The recruitment of human resources for members of the 2015-2019 fiscal year at the Polda
level must be carried out in accordance with the procedures and mechanisms established by
referring to the Decree of the Chief of Police concerning the Provisional Script for the
Admission of Candidates for Police Members. In the implementation process of recruiting
members of the National Police, there are targets to be achieved. The target is to find the best
candidates for Polri members and with the principle of acceptance of Polri Members, namely the
principles of CTAH. This principle is used as a reference in the recruitment of human resources
for members of the National Police for the 2015-2019 fiscal year. The existence of a principle
that has become a reference in the implementation of the recruitment of Polri Members proves
that the efforts of the Indonesian National Police in implementing the recruitment of Polri
Members are carried out by referring to the principle of good governance.

The recruitment process for members of the National Police is initial recruitment so that
applicants come from external sources. The target is all Indonesian citizens who meet the
specified requirements. As one of the advertising sentences used is "POLRI provides an
opportunity for the sons and daughters of Indonesian citizens to become members of the
National Police". To get qualified, superior, and competitive prospective participants, the central
committee requires all regional committees to carry out campaigns/socialization proactively to
the Polres and Polsek levels through various efforts including making conventional
advertisements and digital advertisements about the recruitment of Polri members including
making videos/ short film. To get qualified candidates, the regional committee is required to visit
superior schools in their area, as well as visit schools, villages on the outermost inhabited small
islands, remote areas, and border areas with neighboring countries. All of these efforts are
evidence that the National Police opens this opportunity as wide as possible to all eligible people
in order to obtain potential participants without discrimination.

The organizing committee element involved in the acceptance of Polri members is the
regional committee. Regional committees have their respective duties, principals, and functions
in implementing the acceptance of Polri members. The admission committee in question starts
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from the highest ranks in the Regional Police, namely the Regional Police Chief to the
supporting committees in accordance with their respective field expertise. Outside of the
regional committee, there is also a supervisory team assigned to oversee the entire process of
accepting members of the National Police. There are two supervisors involved in this
acceptance, namely internal supervisors and external supervisors. The internal supervisors
involved are the Regional Superintendent Inspectorate (ltwasda) and the Professional and
Security Sector (Bidpropram) while the external supervisors are involved in accepting Polri
members from various fields such as the Ombudsman, the Indonesian Doctors Association (IDI),
the Religious Communication Forum (FKUB), Institute of Social Society (NGO). The existence
of elements of internal supervisors and external supervisors involved in the implementation of
the recruitment of human resources for members of the National Police is certainly a form of
effort made by the police institution so that the implementation of the recruitment of members of
the National Police can be maintained in the implementation process.

The selection process for Polri members, as a continuation of the recruitment process, uses
several selection methods which include: initial administrative examination, health examination
I, psychological examination and testing, academic testing, health examination II, physical
ability testing, final administrative examination, and final determination meeting. The initial
selection is the administrative selection of prospective Member students to complete the
administrative requirements. The administration is carried out in two places. There are two
reviews of this administrative stage, proving that there are efforts to prevent incompatibilities
with the documents used to support administrative requirements. This process proves that the
administrative process is very strict. Prospective student members pass through seven stages of
the test starting from the administrative stage to the final determination stage or what is known
as the Final Determination Committee Assessment. At this stage of the test, before the
prospective student members are declared to have passed the Final Determination Committee
Assessment stage, there is a supervision team from the National Police Headquarters who
conducts the examination. This is done to review the process and results of the stages of the
acceptance test for Polri members at the Regional Police starting from the initial administrative
stage to the second health stage before the final determination is carried out. This review is
carried out to review the results and the implementation process of all stages of the acceptance
test. This proves that the entire series of stages from the beginning to the end of the acceptance
of Polri members, the test results must be in accordance with the facts that occur in the field.

Looking at the many stages of the appointed National Police Membership acceptance test,
it can be said that the Indonesian National Police institution has been trying to find qualified
Polri members who can be assigned to carry out their duties, principals and functions as police in
Law no. 2 of 2002 concerning the National Police of the Republic of Indonesia which states that
the function of the police is based on Article 1, namely maintaining security and public order,
Article 2 is enforcing the law and Article 3 is protecting, nurturing and serving the community.
The series in each stage of acceptance affects the results obtained. Efforts with the many stages
of the test can certainly get the best members of the National Police. The knockout system used
in the process of implementing this test plays an important role in selecting the best prospective
students. In this process, prospective students/students register through online mass media for
free at no charge in accordance with the explanation of information officially published by the
National Police.

After the registration process is complete, it is continued with the process towards the test
stage, but before the test stage takes place there is an Integrity Pact commitment. The signing of
the Integrity Pact was carried out before the start of a series of activities for the selection process
for the recruitment of members of the National Police. This process is carried out by supervisors,
committees, parents, and prospective students/students of the Indonesian National Police. The
Integrity Pact is an oral or written commitment. The existence of an integrity pact is an effort
made by the Indonesian National Police to ensure commitment to the implementation of human
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resource recruitment for members of the National Police. In the process of accepting members of
the National Police using a predetermined system, wherein a series of one-stage test participants
prospective students of the National Police are unable to take part and do not pass the process,
they are declared disqualified directly at the stage of the test.

Aspects of Polri's obstacles and challenges in implementing the CTAH principle in
the recruitment of Polri members

The knockout system used can make it easier to determine who can follow the next stage
of the test. A large number of participants proves that the knockout system is very effective for
accepting Polri members with a large number of participants. In the implementation of the
recruitment process for members of the National Police, there are often issues circulating in the
community related to alleged irregularities that occurred during the process of testing the
acceptance of members of the National Police. Phenomenon I, the acceptance of Polri members
in conducting socialization carried out by the implementing committee by visiting high school /
vocational schools is still not optimal. The schools visited were not evenly distributed across all
existing schools, only a few schools were visited to provide information regarding the admission
of members of the police.

In the implementation of Member acceptance, there is also a phenomenon carried out by
prospective Member students. At the health test stage, there is also a phenomenon that occurs
that there are two male and female selection participants before entering the health room sending
SMS and fuel to individuals. After being traced by the supervisory committee to the source,
there is no clear identity of the message. Seeing such a phenomenon proves that there are still
attempts to commit fraudulent acts by irresponsible persons. However, with such a strict system,
prospective student members cannot carry out these irregularities. After further investigation by
internal and external supervisors, the identity of the contacted by prospective students/students
of Polri members is not clear.

In the implementation of the test stage measuring height, there are also irregularities that
occur, namely differences in the height measuring instruments used. The implementation of this
Member acceptance uses two height measuring instruments. Whereas the two measuring
instruments used should have the same size without the slightest difference. Seeing this odd
phenomenon, participants who have taken the test to measure height who have passed or are
called back to repeat the test fall out. The Implementation of the acceptance stage, of course, all
materials, materials, tools must be carried out in an accountable manner, but in accepting this
Brigadier there are differences in the results of the measurements of the two height measuring
instruments used and the difference is very different. This difference in measuring instruments
affects the requirements for the admission of members of the National Police so that it has a
major impact on candidates.

In the implementation of the assessment stage, which still uses human power, there is the
potential for subjectivity in the assessment that has not been supported by technology that can
erode the potential for this subjectivity. The use of technology that is not fully automated, such
as the use of the LIK system in the written test, is also a potential fraud. Including the absence of
a computer-based technology system (application) that integrates the overall value results of
each sub-item and each item of a selection method that automatically processes values into final
values so that they still use human power (operators) to input values into value processing
applications which cause potential value manipulation.

The graduation criteria for ex-Akpol selection participants is an affirmative action carried
out by the Police which has more value because it allows the National Police to get quality non-
commissioned personnel because they get participants who pass all stages of selection at the
Police Academy level with a higher qualification level than the NCO level. However, the quota
has not been determined from the start, so it has the potential to take over the quota of other
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participants. Regarding this, a source from one of the Polri officials at the HR bureau explained
that he could not determine the quota from the beginning for the graduation criteria for ex-Akpol
selection participants because it was not known beforehand how many people were declared
Unselected Passed in the Akpol selection who were then willing to join as prospective NCO
education students, However, this provision has been regulated in the regulations so that the
presence of the passing criteria for ex-Akpol selection participants will erode the position of
non-commissioned officers in the lowest rank because the graduation criteria for ex-Akpol
selection participants are considered more qualified because they have passed the selection with
qualifications at the Akpol cadet level.

The ideal model for recruiting members of the National Police is in accordance with
the principles of good governance.

Good governance can be interpreted as an action or behavior that is based on values that
are directing, controlling, or influencing public problems to realize these values in their actions
and daily life. Good governance is a form of awareness of responsibility in managing natural
resources and in upholding human rights. Good governance also exists, if the state can guarantee
the security of its citizens. Likewise, if bureaucrats use their positions to serve the wider
community, not to enrich themselves. Furthermore, good governance also means the
implementation of socio-political policies for the benefit of the people, not only for the
prosperity of certain individuals or groups but good policy implementation is also based on good
human resources and is able to carry out policies (Christiani et al. 2021).

Basically, good governance is directed to practice ideal governance. All principles of good
governance must be a guideline for local governments in exercising their authority to accept
candidates for members of the National Police, especially the principles of being CTAH. This is
intended so that the philosophy of “the right man on the right place” remains the basis for
consideration in the context of accepting candidates for members of the National Police. The
ideal model for recruiting members of the National Police is in accordance with the principles of
good governance, namely.

1. Accountability

Accountability, consisting of 1. There is conformity between implementation and standard
implementation procedures. 2. There are sanctions set for any errors or omissions in the
implementation of activities. 3. Preparation of accountability reports from state administration
activities to the public in accordance with statutory regulations. 4. Increased public trust in the
Police. 5. Reduced cases of corruption and nepotism.

2. Openness (Transparency)

Openness or transparency can be seen from three aspects: (1) the existence of an open
policy towards supervision; (2) the existence of access to information so that the public can
reach every government policy; (3) the application of the 30 principles of check and balance
between the executive and legislative institutions. The aim of transparency is to build mutual
trust between the Police and the public, whereby the Police must provide accurate information to
the public in need. Especially reliable information related to legal issues, regulations, and the
results achieved in the recruitment process for members of the National Police; the existence of a
mechanism that allows the public to access relevant information; the existence of regulations
governing the obligation of the Police to provide information to the public; and fostering a
culture in the community to criticize the policies produced by the National Police. The principle
of transparency in the recruitment of members of the National Police is 1. Availability of
adequate information in every process of drafting and implementing public policies. 2. There is
access to information that is ready, easily accessible, freely obtained, and on time. 3. Increased
knowledge and insight of the community towards the recruitment of members of the Police. 4.
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Increased public trust in the Police. 5. Increasing the number of people participating in the
recruitment of members of the National Police.

3. Participation

Participation is a process of involving the community, especially their aspirations in
making policies or formulating plans made by the National Police in the recruitment of Polri
members, also seen in the involvement of the community in the implementation of various Polri
policies and plans, including monitoring and evaluation. This involvement is not based on the
principle of representing the aspirations of the people through representatives in the House of
Representatives, but indirect involvement. Participation in the sense of encouraging all citizens
to exercise their right to express, directly or indirectly, suggestions and opinions in the decision-
making process. Especially giving freedom to the people to gather, organize, and actively
participate in determining the future. The principles of participation in the recruitment of
members of the National Police are 1. There is an understanding of state administrators about the
participatory process or method. 2. There is decision-making based on mutual consensus. 3.
Increasing the quality and quantity of inputs (criticisms and suggestions) for the recruitment of
members of the National Police. 4. There is a change in people's attitudes to become more
concerned with every step taken by the Police.

4. The rule of law bureaucratic apparatus

The rule of law of the bureaucratic apparatus means that there is clarity and predictability
of the bureaucracy towards the private sector; and from the perspective of civil society, it means
that there is a legal framework needed to guarantee the rights of citizens in upholding the
accountability of the Police. The requirements for the concept of the rule of law are as follows: a.
The rule of law: every action of the State must be based on law and not based on unilateral
actions with the power it has. b. Legal certainty: in addition to being closely related to the rule of
law, it also requires guarantees that problems are regulated clearly, firmly, and not duplicative,
as well as contrary to other laws and regulations. c. Responsive law: the law must be able to
absorb the aspirations of the wider community and be able to accommodate the needs of the
community and not be made for the benefit of a few elites. d. Consistent and non-discriminatory
law enforcement: efforts that require sanctions, mechanisms for implementing sanctions, and
human resources/law enforcement with integrity. e. Judicial independence: namely the principle
that attaches the effectiveness of the judiciary as an important condition for the realization of the
rule of law.

CONCLUSION

The implementation of recruitment for Polri members is a process of seeking human
resources for Polri members in police organizations with the aim of obtaining qualified Polri
members. The acceptance of members of the National Police in its implementation refers to the
Decree of the Chief of Police. In its implementation, the Police Headquarters of the Republic of
Indonesia gives full authority to the Regional Police for the implementation and determination of
graduation for the acceptance of Polri Members. The recruitment and selection system must be
carried out transparently and objectively so that healthy competencies are achieved in order to
prevent irregularities or abuse of authority by paying attention to good principles including
CTAH.

It takes quite a long time to realize the development of Polri's human resources in
accordance with the expectations of all Polri personnel and the community. First, it is necessary
to fix the culture of those who carry out the human resource development function and to
improve the quality of Polri personnel so that they are able to respond to the challenges of
society in upholding the rule of law and civil supremacy in a democratic government
environment. It requires a moral commitment between each party related to the development of
Polri's HR to be able and willing to carry out the HR development process in a transparent,
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integrity, accountable, and professional manner. And there are legal sanctions for those who
violate this moral commitment.

It is important for the National Police to immediately draw up a Regulation of the National
Police Chief regarding the merit system which is firmly a principle in the management of the
National Police as a whole, including the recruitment and selection process for the National
Police. This step is also to answer the mandate contained in the 2016-2019 Police Bureaucratic
Reform Road Map which states that the strengthening of the Polri HR management system that
IS transparent, competitive, with integrity, based on merit and is carried out through the issuance
of the National Police Chief Regulation on the National Police HR Management System.

The central committee as the policymaker and the rules used by all regional committees in
carrying out the recruitment and selection process are aimed at building a technology system in
the computer-based assessment and scoring mechanism in an integrated manner from the
assessment of each selection method item to a total assessment in determining the final ranking
to eliminate the potential for subjectivity valuation and manipulation of values. These
technologies include: (1) psychological examinations, academic tests, and PMK using the
Computer Assisted Test (CAT) system, (2) health checks, coding of participant numbers is
carried out with a barcode system so that assessors and participants do not know the new
participant number, (3) test physical, using sensor-based measuring instrument technology.
Furthermore, a computer-based technology system (application) is needed that integrates the
overall results of each selection method which automatically processes the value of each
selection method into a final value based on ranking.
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SABE3NEYEHHS TOTPUMAHHA ITPUHIUIIB YIIPABJIIHHS B ITIPOLIECI
MNPUUOMY HA POBOTY J0 HNOJILII IHAOHE3II ¥ 2015-2019 PP.

Rakhmad Setyadi Teguh Yuwono
Universitas Diponegoro Universitas Diponegoro
Semarang, Central Java Semarang, Central Java

Rahayu Ida Hayu Dwimawanti
Universitas Diponegoro Universitas Diponegoro
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MeToro naHOro JIOCHiKEHHs € aHami3 npobiem HamioHampHOi momimii y mHTaHHSIX
JOTPUMAaHHS MPHUHIMIIB YIPABIiHHA Yy Mpolieci mpuiioMy Ha poOoTy no momimii [HmoHesii yepes
MPUHLIMIIA TPO30POCTi, MIA3BITHOCTI Ta ryMmaHi3my. IIpoaHanizoBaHO acHeKTH HEpenKoa Ta
npobjeM HaliOHANbHOT MOMILii MIOAO0 3aCTOCYBAaHHS NPHUHILMIIB MPO30POCTi, MiJ3BITHOCTI Ta
ryMaHi3My HpH TNpuiiomi Ha poOoTy croiBpoOiTHHKIB mnominii. ChopMynboBaHO Ta PO3poOIEHO
i1eanbHy Mozenab Habopy uieHiB Polri BiAMOBiAHO 10 MPUHLMIIB HaleXHOro ymnpasiiHHA. [lpu
IbOMY Y JOCTIKEHHI BUKOPUCTOBYEThCS sIKICHUM MeTo. Jlani Oynu 310paHi y BHUTJISI BUBUCHHS
JiTepaTypy, BUBUYCHHS JOKYMEHTIB 1 ITTMOMHHMX IHTEPB'I0 OO aHali3y JaHuX. Pesymbrartu
MOKa3aJy, 0 BUKOPUCTaHA CHUCTEMa MPUHOMY Ha poOoTy Oylia JAeleHTpali3oBaHa 13 3a3HAYCHHIM
NOBHOBaXKEHb, HAJAHMX perioHam. 1l peanizamis € mHPo30pol0 Ta 00'€KTUBHOI, TOMY
KOMIIETEHTHICTb JOCATAETHCAd 3 METOI0 3amoOiraHHs BIAXHJICHHSIM a00 3J0BKHBAaHHIO BIIAA0IO,
3BEpPTAIOUM YBary Ha NPUHIUIM YUCTOTHU, IPO30POCTI, MiA3BITHOCTI Ta TyMaHI3MYy.

Ku1ro4oBi csi0Ba: HallioHaJIbHA MO, KEPYBaHHS, IPUIIOM Ha POOOTY.
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OBECIIEYEHHUE COBJIIOAEHUSA TPUHIUIIOB YIIPABJIEHUSA B ITPOIIECCE
ITPUEMA HA PABOTY B IIOJIMIIUIO HHAOHE3WUU B 2015-2019I'T..

Rakhmad Setyadi Teguh Yuwono
Universitas Diponegoro Universitas Diponegoro
Semarang, Central Java Semarang, Central Java

Rahayu Ida Hayu Dwimawanti
Universitas Diponegoro Universitas Diponegoro
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Llenpl0 TAaHHOTO WCCIIEAOBAHMS SIBJISICTCS aHAU3 MpoOsieM HamuoHambHOW MOJUIMK B
BOMpOCax COOJIIOJICHHSI TPUHIMIIOB YIPABJICHUS B Ipolecce MpueMa Ha paboTy B TOJIHIIUIO
WupoHe3un 4epe3 MPHHIUIBI IPO3PAYHOCTH, MOJOTYETHOCTH U ryMaHu3Ma. [IpoaHamn3npoBaHbI
ACIICKThI HperITCTBI/II\/JI u HpO6H€M HaHI/IOHaHLHOﬁ MNOJIMOUMM B HNPUMCHCHHU [IPUHIUIIOB
MPO3PAYHOCTH, MOJOTYCTHOCTH W TyMaHW3Ma NpPU HpUEME Ha Pa0dOTy COTPYIHHKOB IOJHUIIHH.
ChopmynupoBana u paspaboraHa ujaeanbHas Mojenb Habopa wieHOB Polri B cooTBercTBUU C
NPUHIUIIAMA HAJJICKAIIEr0 yIpaBlieHHs. B 3TOM HCClIeZIOBaHUHM HCIOJB3YEeTCs KaueCTBEHHBIN
MeToJl. JlaHHble ObLIM COOpaHbl MOCPEACTBOM HM3YUEHUS JIUTEPATyphbl, U3y4EHUS JOKYMEHTOB U
TIyOMHHBIX UWHTEPBBIO IS TMPOBEICHHUS aHalW3a JIaHHBIX. Pe3ynabTaThl MOKa3alid, 4YTO
UCTOJB30BaHHAS CHCTEMa IpHeMa Ha paboTy Obula JCIEHTPAIM30BaHHOW C yKa3aHHUEM
MOJTHOMOYMH, MPENOCTaBICHHBIX peruoHaMm. E€ peanmuzanus npo3payHa ¥ OObEKTHBHA, TaK YTO
KOMITETEHTHOCTh JIOCTHTACTCSI C IICNIbI0 TMPEJAOTBPAIICHUS OTKIOHCHHHA WJIH 3JI0YHOTPEOICHUS
BJIACTHIO, OOpalias BHMMAaHHUEC Ha MPUHIUIBI YHCTOTHI, MPO3PAYHOCTH, IOJOTUYECTHOCTH U
ryMaHu3Ma.

KuroueBble cji0Ba: HallMOHAJIbHAS TOJIULIMS, YIIPaBIECHUE, IPUEM Ha paboTy.
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Abstract. Small and Medium Enterprises (SME) play an essential role in the Sri Lankan
tourism industry, whereas relatively little is known about the restaurant sector and its challenges.
This research aims to examine the challenges facing SME restaurants in Sri Lanka. Given the
relatively new and unexplored nature of the research problem, a qualitative, specifically multiple
case study method was adopted. Twenty-eight respondents, including the restaurant owner,
manager, and two customers from each selected case, were purposively approached. In-depth
interviews and observations were used to collect data which was then analysed using the
thematic analysis for the implication and conclusion. The key challenges highlighted by the
study respondents are lack of skilled employees, high labour turnover, stiff competition in the
industry, wrong location, increased budget tourists, lack of technical support from the
government authorities and no proper waste management system. The study results support the
view that the Sri Lankan restaurant sector requires much more governmental and institutional
support. Therefore, the government and other supporting agencies of SMEs can use these
findings to develop the SME sector for future programs. Furthermore, this study enriches the
understanding of challenges on the experience of Sri Lankan entrepreneurs, which is influenced
by the industry-specific factors.

Keywords: challenges, Small and Medium enterprises, foodservice industry, restaurant,
qualitative.

JEL Classification: M 2.
INTRODUCTION

Small businesses play a vital role in the economies of both developed and developing
countries. For instance, this sector constitutes 95%, 97.3% and 85.5% of all businesses in the
United Kingdom, New Zealand and Australia, respectively (Ekaterina, Daria & Wim, 2021).
Small businesses are the backbone of the Canadian economy; they account for 99 per cent of all
businesses in the country and are responsible for over 20% of the country’s GDP (Le 2015).
According to the Kenya National Bureau of Statistics 2017, small and micro-enterprises play a
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major role in Kenya, with the sector contributing over 50 per cent of the new jobs created in
2015 (Ekaterina, Daria & Wim, 2021). About 98% of enterprises in most Asian countries are
classified as small enterprises; they contribute significantly to total employment in any nation,
frequently representing more than 50% of employment (Adam & Alarifi 2021). For example,
small and medium-sized enterprises contributed over 30% of Pakistan‘s GDP in 2005 (Ekaterina,
Daria & Wim, 2021).

For tourism to be beneficial in income generation, economic growth, employment
generation, poverty alleviation and rural development, it has to be linked to local economies
such as agriculture and micro and small-scale enterprises (UNWTO 2011). The economy of Sri
Lanka mainly depends on plantation crops, the apparel industry, tourism and foreign
employment. Therefore, tourism has become an active income-generating source for the Sri
Lankan economy. In 2017, tourism maintained its position as the country’s fourth-largest foreign
exchange earner, and tourism’s contribution to foreign exchange earnings in 2017 amounted to
2.6% (SLTDA 2018). Regarding the restaurant category, Sri Lanka‘s tourism and, specifically,
the restaurant sector depends heavily on its Small Enterprises (SLTDA 2018). Furthermore, 90%
of all restaurants worldwide employ less than 50 total employees, and 70% of all restaurants are
standalone entities that operate as a single unit (Gaille, 2017). In a global scenario, the restaurant
industry has shown steady positive growth and overall global sales, growing at an annual rate of
5.6% (Gaille, 2017). The global market size of the restaurant industry in 2017 was USD 2.1
trillion (Restaurant & Hospitality Industry Statistics and Market Size Overview, Business and
Industry Statistics, 2018). The approximate number of restaurants worldwide was 16 million in
2016. Therefore, Sri Lankan restaurants serve a more significant role in society and are
considered as an emerging industry, which makes up 1.55 % of GDP together with the hotel
sector (SLTDA 2019).

The number of small business establishments, including the restaurant sector in Sri Lanka,
is very high, contributing to employment. In general, the small business sector is more labour
intensive compared to larger companies. Even though the small business sector accounts for a
significant proportion of employment creation, this sector, nevertheless, has a high failure rate.
The rate of failure of small businesses in developing countries is higher than that in the
developed world (Marlow, Henry and Cater, 2009). The World Bank survey (2007) highlights
that, within eight years of receiving a small business loan, only 20% of small businesses
survived in Sri Lanka (World Bank 2010). One study has identified that the business failure in
SMEs in Sri Lanka is around 45%. From the inception of the industrialization of the Sri Lankan
economy, the small business sector was recognized as an important sector to be developed.
However, the performance progress of this sector is not yet up to expectations (Premarathna
2008, Selvamalar 2005) as small and medium enterprises face many issues and challenges. In
this regard, many researchers have considered the problems small businesses face, identifying
various traditional constraints such as finance, lack of planning and networking, which are some
of the reasons behind the slow growth of SMEs (Rathnayake 2006, Selvamalar 2005). In this
setting, some of the traditional issues are already acknowledged by some researchers as
hindering SMEs success most and leading to a high failure rate in the country. But are these
really the case in the Sri Lankan SME restaurant sector?

LITERATURE REVIEW

The literature dealing with barriers to the growth of SMEs is relatively rich, but not in the
restaurant sector. Hwang & Lockwood (2006) found six main related issues for SMEs in the
tourism industry: changing demand, limited resources, lack of skilled labour, lifestyle, lack of
competitive benchmarking, and location. Another group of researchers identified several barriers
to success, including three general areas (Lussier, Bandara, & Marom 2016). The first is general
factors, which can influence any business, such as global terrorism or disease outbreaks. The
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second is related to the size of SMEs and their financial, human resources as well as marketing
related issues. Third, the lack of involvement of the owner or manager with all aspects of the
business. The final factor is the unique nature of the service sector businesses (Lussier, Bandara,
& Marom 2016). These barriers put extraordinary pressures on the industry, with lost sales
unable to be recovered at a later date. The emphasis could move from copying competitors and
gaining competitive advantage through exceptional performance to motivating and allowing
experience sharing in networks regarding joint problems for future excellence (Lonita, 2013).
Rather than focusing on the strategic level, when thinking about SMEs, addressing the pertinent
business issues that emerge from current business priorities should be the key theme (Hwang &
Lockwood, 2006). Some researchers pointed out that a lack of financing became an obstacle to
SMEs growth in transitional economies due to poorly developed capital markets (Marom &
Lussier, 2014).

According to the OECD 2017, the adoption delay of SMEs is mainly due to a lack of
investment in complementary knowledge-based assets, such as R&D, human resources,
organizational changes and process innovation. For instance, a lack of investment in in-house
innovation processes and organizational capabilities limits the capacity of SMEs to take full
advantage of new technologies to enhance data analytics and increase their participation in
knowledge networks (OECD, 2017). The Information Technology revolution has made it easier
for firms to innovate through collaborative networks with other businesses and requires
coordinating with external knowledge partners and effectively incorporating knowledge from
external sources into internal processes (Olaison & Sorensen, 2014). However, the SME sector
did not take full advantage of technological advancement (Bennet, 2017). Poor management
practices and lack of governance structure also pose challenges to business transfer and
management transition processes in many SMEs, particularly the restaurant sector (Bennet,
2017, Chittithaworn, Islam, Keawchana, & Yusuf , 2011).

In some cases, management limitations are compounded by financing constraints,
regulatory hurdles, administrative and tax burdens, and minor markets for business transfer
(Bennet, 2017 Hwang & Lockwood, 2006). As a result, regulatory uncertainty, complexity and
inconsistency affect SMEs disproportionately, and SMEs are typically less efficient than large
firms in screening the regulatory environment and dealing with relevant norms (Jayathilake,
2017). Moreover, the SME sector mainly depends on external network actors as they do not have
sufficient skills and expertise (Surangi, 2018, Jayathilake, 2017).

Moreover, SME participation in the knowledge-based economy is held back by skills
shortages, poor internal management practices and low levels of workforce training (Lonita,
2013). There is evidence that SMEs have higher skills deficiencies than large firms, and SME
training effort is average compared to larger firms (Lussier, Bandara, & Marom 2016). As a
result, SMEs often face challenges attracting and retaining highly qualified personnel and staff
with relevant skills (Oyedele et al., 2014). Furthermore, SMEs appear to be relatively behind in
establishing collaboration with education and training institutions (Oyedele et al., 2014,
Pushpakumari, 2008).

In this setting, what arises from the literature is that SMEs face several issues and
challenges. The problems can be categorized into internal and external. Internal barriers typically
include a variety of firm characteristics. External factors usually refer to obstacles related to
access to credit. The finance problem was consistently highlighted. But the studies also show
that barriers are varied depending on the sector or industry to which business belongs. Another
important finding is that some obstacles are context-specific. For example, institutional barriers
are different from country to country.

METHODOLOGY
There are limited studies that have been carried out concerning the Sri Lankan SME
restaurant sector. Therefore, an exploratory, qualitative research approach was suitable to
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understand the experinces of SME entrepreneurs related to business challenges. Critical realism
philosophy and a case study method were identified as the most appropriate research design for
the study. A critical realist case approach is particularly well suited to relatively clearly bounded
but complex phenomena (Yin, 2014). Furthermore, the nature of the research question in critical
realism must be of the form “what caused the events associated with the phenomenon to occur”.
Therefore, critical realism is particularly well suited for case study researches (Easton, 2008).

Moreover, the case study method enables a researcher to closely examine the data within a
specific context (Yin, 2014). In most cases, a case study method selects a small geographical
area or a minimal number of individuals as the subjects of study (Yin, 2009). Therefore, the case
study method would be most suitable to investigate contemporary and real-life issues (Yin,
2012). Unlike quantitative analysis, which observes patterns in data at the macro level based on
the frequency of occurrence of the phenomena being observed, case studies follow the data at the
micro-level (Yin, 2014). Multiple case studies enable the researcher to understand better the
scenario's differences within and between cases (Yin, 2014). In this study, seven successful
small and medium scale restaurants were selected as the cases for investigations. One of the
common pitfalls of case study is a tendency to attempt to answer a question that is too broad for
one study. To avoid this problem, several authors, including Yin (2003) suggested that placing
boundaries on a case can prevent this explosion from occurring. Their suggestions on how to
bind a case include: (a) by time and place; (b) time and activity; and (c) by definition and
context. In this study, small and medium-scale restaurants were investigated as cases, and their
boundaries were identified as follows:

Inclusion criteria:

* Local small and medium scale restaurants in Gampaha District in Sri Lanka (10-200
employees);

* Sri Lanka tourism board approved Grade A restaurants;

* Fine dining, Casual style dining, Fast-casual dining and Buffet type restaurants were only
considered.

Exclusion criteria:

* Restaurants that were affiliated with well-established hotels or any other organization;

* Microscale restaurants that have less than ten employees were not considered.

The data were collected through in-depth interviews and observations. In-depth interviews
were conducted with the restaurant owner, one manager/employee, and two customers of the
respective restaurant. Two different interview guides were used for interviews. Most of the time,
interviews were conducted early morning or evening since the interviewees were busy in rush
hours. The average interview time for the owner and manager was around one hour for each. For
a customer, the average interview time was around 15 minutes. Once the interviews had taken
place, transcribing took place by the researcher with reducing unnecessary data. Transcribing
own data helps build knowledge of the data and saves the time incurred in editing the
transcriptions done by another person. In addition, it allowed the researcher to gain familiarity
with the content of the interviews. Afterwards, the completed transcripts for each restaurant were
read thoroughly to identify the broad themes and patterns. This research involves a combination
of apriori, and theoretically derived codes. The collected information under each theme and
pattern for each case was read carefully as preparation for carrying out with-in the case analysis.
Updated with-in the case analysis was then read several times, tracing back to the interview
guides when necessary to prepare the cross-case analysis. After being updated with-in case
reports many times, the sub themes were finally purified from the data under the identified main
themes. During this stage, it was required to cross-reference the information many times with the
original interview transcripts and reviewed literature. Then the cross-case analysis was made
carefully.

The strategies such as member checking, data triangulation, sources of triangulation were
used to ensure trustworthiness. Furthermore, the ethical procedure was considered throughout


https://doi.org/10.26661/2522-1566/2021-4/14-08

MANAGEMENT AND ENTREPRENEURSHIP: TRENDS OF DEVELOPMENT
ISSUE 4 (18), 2021

the research process. For example, only adults participated in the research, with their informed
consent applied as a mechanism to ensure that the participants understood what it meant to
participate in the research study to decide whether they wanted to join in a conscious, deliberate
way. In addition, pseudonyms were used to protect the confidentiality of the research
participants.

ANALYSIS AND DISCUSSION

The results and discussion of the interviewed data and observation evidence revealed the
themes and patterns of challenges faced by small and medium-scale restaurants in Sri Lanka
under the ten main themes (main challenges).

Human resources related challenges

Two sub-themes were identified under the central area of HR, such as lack of
trained/skilled employees and high labour turnover.

Lack of trained/skilled employees

As per the interviewees, there is a considerable shortage of skilful employees for the
positions such as head cook, waiters, stewards, helpers, etc. Especially, case studies A and F
thoroughly mentioned this issue and said they were suffering a lot. As a result, customers can see
the restaurant team’s weaknesses and get upset about the service. One owner mentioned that
even cooks in our country are also not adequately trained. This essence can be found in the
interview transcripts.

“The biggest problem in Sri Lanka is employees. There are no trained people. There is no
system in Sri Lanka that trains people” (Owner — Case Study A).

“A lot of unskilled people are coming to us. It's a problem. Some people don't even know
how to call a customer. So all the problems stuck with us. Therefore, there are so many
complaints” (Owner — Case Study F).

“The biggest problem is that waiters and helpers do not know this field” (Manager — Case
Study F).

According to the respondents views, most of the time, those employees are not well
trained. Therefore, restaurant managers have to teach them before the job and on the job.
Moreover, some case studies in this research emphasized that restaurants face some problems
due to poor skills of mainly temporary employees.

“...There is no discipline when they come to work. Some casual employees take liquor with
guests. Some even steal guests' belongings at parties. It can damage our image. This is why
trustworthiness and discipline are so important” (Manager — Case Study C).

It was noticed that hotel school students do not tend to come to small restaurants for their
training. They are thinking about the reputation of the organization. Thus, most students like to
go to Hilton, Galadari, or other famous places since those names will give them many
advantages in the future when they apply to other jobs.

“We've asked trainees from hotel schools. But we haven't found them. So they go to big
hotels with a big name like Hilton, Taj. (Manager — Case Study A).

“People like to work in places that have a good reputation even though they are not paid
well (Owner — Case Study C).

In some small restaurants, trainees are paid well with free food and accommodation.
However, trainees are not still coming to small local restaurants for their training. Not only
trainees but also employees prefer to work in reputed places. Therefore, this situation is not
favourable for the small, local restaurant sector.

Since employees are the leading resource of an organization, it is essential to maintain a
code of conduct. If employees behave well, the organization will be benefited. If they act beyond
the proper discipline, organization will be lost. Therefore, discipline is essential to maintain the
restaurant status as well. The discipline of the employees reflects the quality of the restaurant.
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All these issues occur due to the lack of training and knowledge. As a result, many customer
complaints are raised. In this context, the main problem among the human resources related
challenges highlighted by the owners and managers of SMEs is a lack of skilled employees, and
these findings comply with the prior researches (Ahmed et al., 2019). For example, Ahmad et al.
(2019) identified various issues in starting up and operating tourism-related businesses in the
United Arab Emirates, and a lack of skilled labour was the main issue.

High Labour Turnover

As per the interviews, it is challenging to retain employees in this industry. Therefore, the
industry needs to do the recruitment process continuously.

“We have to recruit employees for one position several times as no one retains for a more
extended period. So we need to spend our time and cost on this continuous recruitment.
(Manager — Case Study D).

We had a man for live music. But, even though | asked him to do service only for our
restaurant, he denied it. Because he knows that he is very specialized. (Manager — Case Study
F).

“As the restaurant is so crowded, one steward has to look at many tables. Then they'll miss
our orders. So we need to remind them what we need constantly. They are under so much
pressure. Whenever we come here, we can see new faces of employees”. (Customer — Case Study
E).

The restaurant industry mainly depends on people. Without people, it will be very hard to
continue. Therefore, to successfully operate a restaurant, it is crucial to have enough employees.
Suppose a restaurant is running with a shortage of employees. In that case, every function in the
restaurant will be at risk as there is no proper attention for food quality, food safety, food
service, etc. When employees work under stress with a load of work, they cannot give their
customers the best service. The regular high turnover rate in the hospitality industry, including
restaurants, is the most problematic managerial issue (Bennet, 2017). Employee turnover has
been argued as a harmful effect on revenue and expenses in management and has been addressed
as a severe operational and strategic challenge(Bennet, 2017). Furthermore, turnover among
human services occupations, especially in the tourism and hospitality industry, negatively
impacts management and organizations as wellas the quality of services and goods, which results
in customer dissatisfaction (Eravia, Handayani & Julina 2015).

Rising of competitors

Another significant challenge which restaurants are faced with is the rising of competitors.
The manager of Case Study B frequently highlighted the issue of their competitors. In his view,
their competitors are always trying to copy them.

“There are many competitors. They're attacking our restaurant. They're promoting and
selling the food at a reduced/low price. Our food is expensive, but wa pwnp quality” (Manager
— Case Study B).

Every food has its own standard quality. Most successful restaurants follow the good
quality of products and provide their customers with a quality service. Therefore, the food is
mainly priced according to its quality and the service provided. Competitors can easily copy
those products and sell them at a lower cost. This practice discourages the restaurants which are
running well with best practices.

The manager in Case Study B says: “There's a big problem. If someone started a business
with many hardships, others would start the same business next to it. Then, finally, nobody does
get a profit. Just see the TV now. All was copied from India. Or from America. There's no
creativity in them. We do the same for others. Our people don't know how to think anew”.

When entrepreneurs working in a highly competitive industry like tourism, competitors
copying each other is common. Therefore, high competitiveness is a great challenge to
implement best practices and make enough profit in the restaurant industry. However,
competition is usually considered a positive thing for any industry. It forces entrepreneurs to
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continue to improve and gives their customers more options. Those willing to start a new
business in any industry will face many rivals and competition to end with death or life.
Researchers revealed that tourism entrepreneurs face huge competition compared to other sectors
(Le, 2015, Hwang & Lockwood, 2006). Therefore, they need to prepare new competitive
strategies to survive in the field. Tourism entrepreneurs always are in an uncertain and highly
changeable environment. Given this state of complexity, tourism entrepreneurs must actively
strive to consistently carry out a competitor analysis (Hwang & Lockwood, 2006).

Wrong restaurant location

While many mistakes can be corrected later on, a wrong location is sometimes impossible
to fix. The restaurant's location is crucial to run the business in a better way without hazards.
Many respondents in the study commented on it. According to them, the operation of the
restaurant should not disturb society.

“At parties, there is too much noise, causing trouble. There were parties around 2 am. So
people came and complained that they couldn't even sleep. There are a lot of people who go to
work in the morning. So now we have parties only until 12" (Manager — Case Study B).

“This area is not suited to this restaurant. Since this area is residential, this kind of
entertaining restaurant needs to be a little bit far away from the residential area or in
commercial area...” (Manager — Case Study B).

As mentioned in the above quotations, the noise should not be disturbing to the
neighbouring area, mainly when music shows, parties or events are conducted.

The manager of Case Study D emphasized that the highway's opening severely affected
their business as people got a new fast route for their journeys.

“We lost our business badly soon after the highway was opened. This happened due to the
fact that people started to use highway rather than using their usual routs” (Manager — Case
Study D).

Choosing a business location cannot be done easily as every step in a business process is
crucial. The restaurant’s location should be consistent with its particular style and image.
Previous researches show that restaurants are an important factor in choosing a holiday
destination for some tourists, and restaurants location can enhance the guests’ overall satisfaction
with the destination (Parsa et al, 2005). Investigating the customer experience related to critical
restaurant attributes, Pezenka and Weismayer (2020) findings revealed that payment options, the
atmosphere and location affect the overall star rating.

Increase in budget tourists

The manager in Case Study A emphasized a new threat to the Sri Lankan tourism industry.
According to him, currently tourists are not spending much money on high-class food and
accommodations. What they want now is new experiences.

“Europeans didn't eat rice & curry in the past. But now they eat whatever they have. The
reason is now tourists work on a budget. In the past, white people came here to spend money.
But now, they come to get experience, not to spend money (Manager — Case Study B).

This is a newly identified challenge as tourists are really cost-conscious nowadays. Most
of the tourists are not spending more days in luxury hotels. If they stay, they do not get food
from hotels since those foods are expensive. Instead, tourists go to very small restaurants or
shops for cheaper foods. Global Data consumer survey (2021) also shows that travellers are
more price-sensitive than before the pandemic, which is unsurprising given that 87% of global
respondents expressed concern about costs. Budget restaurant owners will be well-positioned to
benefit from increased bargain-hunting travellers looking for the cheapest food and facilities
(Sternad, Krenn & Schmid, 2017).

Lack of technical support from responsible organizations

One restaurant owner noted that he has an important new project, but there is no place to
get technical knowledge related to these projects.
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“We are going to introduce a wastewater treatment plant. It is completely re-treating the
water we use. I've planned to build the system to use the treated water again, but it is very
difficult to do in Sri Lanka. Even though the rules are there, there is no proper place to get
technical advice and support. So | am really disappointed (Owner — Case Study A).

According to the National SME policy, providing support for SMEs is one of the
significant responsibilities of the government (National Policy Framework for Small and
Medium Scale Enterprise Development, 2015). However, it is still questionable when it comes to
the practical situation. Many places in Sri Lanka can help SMEs improve their business,
including the Chamber of Commerce, CEA (Central Environmental Authority), Sri Lanka
Standards Institute, and relevant ministries. But, there is no proper coordination among these
institutions. Most of these responsible bodies are not connected to the updated technical database
and other facilities. However, many researchers revealed the critical role of the government in
creating the right framework conditions for the digital transformation of tourism business models
and a broader tourism ecosystem (Surangi, 2018, Sternad, Krenn & Schmid, 2017).). The
digitalisation of SMEs has been identified as a particular challenge concerning productivity in
micro and small businesses that are often resource-constrained and have less support from the
relevant authorities (OECD, 2017).

Challenges in Waste Disposal Management

Some restaurant owners stated that there is an issue with waste disposal in some of their
outlets. According to them, the municipal council does not collect garbage properly. In such
situations, garbage is accumulated in the restaurant premises, and garbage collectors are careless
in collecting the trash. Moreover, since some areas do not have proper drainage systems,
restaurants face many difficulties when removing waste from their premises.

“The garbage is collected by the municipality. We have to give them money, or they won't
do it properly, they do not come every day (Owner — Case E).

“There's a problem. Sometimes the municipal council does not collect the trash. There is a
stink of garbage. It's not good. The other problem is that they break our trash baskets. They had
recently damaged a wheel in one of our trash baskets. They don't handle our belongings
carefully. We can't always buy those things”(Owner — Case F).

“Since there is no drainage system here, a gully bowser comes in every two months and
takes wastewater in gullies. It's a big problem” (Owner — Case F).

Many developing countries face issues related to managing waste properly, and Sri Lanka
is also not the exception. Local authorities organize waste collection and disposal poorly.
Hygiene is one of the essential things in the restaurant sector as the risk of contamination with
their foods is very high. Therefore, massive business risk is also related with this challenge.
These findings complied with the previous research (Pezenka and Weismayer 2020). One of the
most burning issues related to waste generation in tourism-related business is that those
responsible authorities may present inefficient waste management programmes, laps of
environmental protection legislation, and a poor infrastructure (Pezenka and Weismayer 2020).

CONCLUSION

This research contributes to the current knowledge in the area of SME constraints in the
specific context of the Sri Lankan restaurant sector. Since the topic of the involvement of
entrepreneurs in the restaurant industry in Sri Lanka is not well investigated, the research
findings add to the current knowledge from a contextual point of view. The majority of studies
of SMEs, particularly those based in developed economies, tend to respond to the interests of
policymakers and practitioners. Therefore, these studies tend not to explore in-depth issues and
challenges of small businesses since most of them have an economic and quantitative basis.

According to the findings, workforce shortages in terms of quantity and quality are among
the most significant human resource challenges the restaurant industry faces in Sri Lanka.
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Therefore, most of the restaurants recruit unskilled people for some positions. Labour turnover is
inevitable, and many businesses and industries are dealing with this issue every single day. This
study's findings confirmed that restaurant industry employees expect to move from one job to
another due to a lack of job security and the seasonality effect. Moreover, the labour turnover
increases when employees are far more specialised, more challenging to find a better job, and
require more training. Inefficient waste management is another challenge facing this sector,
which leads to higher operational costs and lower touristic value of the attractive location.
Several government agencies are supposed to offer technical advice on running a business.
However, according to the participants, the questionable nature of the support they offer is also a
barrier. The rise of competitors, who employ unethical practices like serving items similar in
appearance but low in quality at a low price, also puts restaurant owners under pressure of
competition as their customers are misled. Another significant finding to arise is that restaurant
location is a highly noticeable factor influencing the success of SMEs in Sri Lanka. This
research contributes to the understanding of SME development by highlighting the issue of
location as a particularly significant factor. For the owner-managers and businesses in the
sample, the location was a much more acute and multi-faceted issue than in most other studies

The present research study generated several findings and conclusions that may have
implications for practice, policy, and research. The conclusions derived from the present study of
the issues and challenges faced by SMEs would be significant for practitioners since they could
provide entrepreneurs with an enhanced understanding of how they could manage their
businesses. From a government perspective, the issues brought up in this study would work as an
opportunity to set up national policies. The government should help the restaurant sector
minimize the impact of the challenges they face, especially in the case of labour shortage and
waste disposal management. Therefore, the government and other SME-supporting agencies can
use these findings to develop the SME sector for future programs. Finally, the findings of this
study would be beneficial to restaurant managers so that they could understand their customer
needs closely and take necessary action to increase customer satisfaction.

This research has limitations that call for further investigation. The present research study
was conducted in a specific geographical context: the Gampaha District in Sri Lanka. Many of
the findings may be specific to this location and Sri Lanka. For these reasons, generalization of
the results could be limited. A further limitation of the present study is that the SMEs studied
were selected from the restaurant sector. Therefore, some of the findings may be sector-specific,
and thus generalization of such results to other industries is inappropriate. The research study
employed a cross-sectional design. As the data collection for the study involved face-to-face
interviews, all data were somewhat subjective. Notwithstanding this bias, future researchers can
consider the mixed methods in mitigating this limitation.
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BUBYEHHSA 3A1AY, 3 AKUMU CTUKAIOTBCA MAJIN TA CEPEJIHI
INIAIIPUEMCTBA Y T'AJTY3I XAPYOBOI'O OBCJIYT'OBYBAHHS: ITPUKJIA /I
PECTOPAHIB HIPI-JTIAHKH

H.A.K.N.S.Surangi P.S. Ekanayake
University of Kelaniya, University of Kelaniya,
Sri Lanka Sri Lanka

Mani ta cepenni nignpuemcta (MCII) BifirpaioTh BaXXIUBY pOJb Y TYPUCTHUHIN 1HIYCTpIi
Hlpi-JIanku, TOAl SK MPO PECTOPaAHHUU CEKTOp Ta Horo mpoOieMu BiloMO BigHOCHO Maio. lLle
JOCIIUKCHHST Ma€ Ha METi BHBYMTH TPOOJIEMH, 3 SIKHMH CTHKAIOTHCS PECTOpPaHW Majoro Ta
cepennboro Oi3Hecy Ha Ilpi-Jlanmi. BpaxoByroun BIJHOCHO HOBHUI 1 HEBUBYEHUH XapakTep
JIOCTIAHHULIBKOT MpoOiemMu, Oyn0 MPHUHATO SKICHUW, a caMe MHOXXUHHUK METOJ JOCIIIKEHHS
BHUMAKiB. J[0 MBaAISITH BOCBMH PECTIOH/ICHTIB, Y TOMY YHCIII BJACHUKA PECTOpPaHy, MEHEIKEpa Ta
JIBOX KIIEHTIB 13 KOXXHOTO BHOPAaHOTO BHIAAKY, OYyl0 3BepHYTO MitecnpsMoBaHo. [nmuboki
IHTEpB’I0 Ta CHOCTEPEKEHHs OyaM BUKOpUCTaH1 A1 300py JaHUX, SIKI MOTIM aHali3yBaJucs 3a
JIOTIOMOTOI0 TEeMaTHYHOTO aHami3y Juii BHUCHOBKY. OCHOBHUMH mpoOieMamu, sKi BUAUISIOTh
PECIIOHJIEHTH JOCIIKEHHS, € HecTaya KBaJi(iKOBaHMX MPALIBHUKIB, BUCOKA IJIMHHICTH POOOYOi
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Surangi, H.A.K.N.S., Ekanayake, P.S. (2021), “Understanding the challenges facing small and medium
enterprises in foodservice industry: a case of Sri Lankan restaurants”, Management and entrepreneurship: trends of
development, 4(18), pp. 82-93. Available at: https://doi.org/10.26661/2522-1566/2021-4/14-08

CHJIM, JKOPCTKAa KOHKYPEHIliSI B Taily3i, HENpaBWIbHE pO3TAllyBaHHS, 301IbIICHHS OIOKETY
TYPHUCTIB, BIICYTHICTh TEXHIUYHOI HIATPUMKH 3 OOKY Jep>KaBHHUX OpPTaHiB Ta BiJCYTHICTb HaJICKHOT
CHCTEMH IIOBO/DKCHHS 3 BiAXomamH. Pe3ymbraTH IOCHIJDKCHHS WiATBEPIUKYIOTh IYMKY, IO
pecropannamii cextop Ilpi-Jlanku morpeOye Habarato OULTBIIOT AEpKAaBHOI Ta I1HCTUTYIIHHOI
miaTpuMKH. TakuM duHOM, ypsa Ta iHm areHiii miarpuMka MCII MOXyTh BUKOPHUCTOBYBATH IIi
BHUCHOBKH JUIsI po3BUTKY cekropy MCII mns maiiOytHix mporpam. Kpim Toro, me qociifKeHHs
30aradye po3yMiHHS MPOOJIeM, IMOB’sS3aHUX 13 JIOCBIIOM HIPi-JIAHKUHUCHKHUX IANPUEMIIIB, Ha SKi
BIUTUBAIOTH CHEHUQIUHI TS Tany3i (akTopH.

KuarouoBi cioBa: BHKIMKH, Maji Ta CepeaHi MiANMPUEMCTBA, IHIYCTPIS TPOMAICHKOTO
Xap4yBaHHS, PECTOPaH, SKiCTh.

UCCIEJOBAHMUE 3AJIAY, C KOTOPBIMHU CTAJIKUBAIOTCS MAJIBIE U
CPEJHUE NPEAINIPUATHUA B OBJIACTHU IMITEBOI'O OBCIIYXKXNUBAHUA:
ITPUMEP PECTOPAHOB HIPU-JIAHKH

H.A.K.N.S.Surangi P.S. Ekanayake
University of Kelaniya, University of Kelaniya,
Sri Lanka Sri Lanka

Mansie u cpenuue npennpustus (MCII) urparoT BaxkHyIo poiib B TYPUCTUYECKON MHAYCTPUU
[Ipu-Jlanku, Torna Kkak 0 peCTOPaHHOM CEKTOpE U ero npodjaemMax U3BECTHO OTHOCUTENBHO Mallo.
Llenbto uccieOBaHUs SIBISETCS H3Y4YeHHE MPOOJIeM, C KOTOPHIMH CTaJIKHUBAIOTCA PECTOPAHBI
Mainoro u cpensero 6usHeca Ha lllpu-Jlanke. Y4uTbIBas OTHOCUTEIBHO HOBBIM M HEH3yYCHHBIN
XapakTep MUCCIIeI0BATEILCKON MPOOIeMbl, ObLIT MIPUHST KAYECTBEHHBIN, 2 UMEHHO MHOXECTBCHHBIN
METOJ uccienoBaHus ciaydaeB. K nBaaunatd BOCBMH PECIIOHJAEHTaM, B TOM YHCIIE BJIAAEIbILY
pecTopaHa, MEHEIKepy U JABYM KIMEHTaM M3 KaXJ0ro BbIOpaHHOro ciydvasi, ObUIO 0OpaiieHo
L[eJIeHaIpaBiIeHHo. [ 1y0okre HHTEepPBBIO U HAOMIOeHUs ObUIM MCIONB30BaHBI Ui cOOpa JAaHHBIX,
3aTeM aHaJU3UPOBAJIUCh C TIOMOIIBIO TEMAaTUYECKOro aHaiu3a i BbIBOJA. OCHOBHBIMH
npobieMaMu, KOTOpbIE BBIACNSIOT PECHOHIACHTHl HCCIEAOBaHUSA, SBISIOTCSA: HEIOCTATOK
KBATU(UIIUPOBAHHBIX PAOOTHUKOB, BBHICOKAs TEKY4YECTh pabouel CHUIIbI, )KECTKas KOHKYPEHIIUS B
OTpaciid, HEMNpaBUIBLHOE pACIONIOKEHHE, YBEIUYEHHE OIJKeTa TYpPUCTOB, OTCYTCTBHUE
TEXHUYECKOM MOIJIEPKKH CO CTOPOHBI TOCYIJAPCTBEHHBIX OPraHOB M OTCYTCTBUE HAJICIKAIIEH
CUCTeMBbI OOpalleHus ¢ OTXoJamH. Pe3ynbTaThl HcCleToBaHUS TMOATBEPKAAIOT MHEHHE, YTO
pectopannbii  cektop Ilpu-Jlanku Hyxmaercss B ropa3iao OoJibllied TOCYJapCTBEHHOM U
WHCTUTYIIMOHATLHOU moaepkke. Takum o0pa3oM MpaBUTENHCTBO U IPYTHE areHTCTBA MOAIEPKKH
MCII moryt MCmoiab30BaTh 3TH BBIBOABI AJisi pa3Butusi cektopa MCII mist Oyaymux mporpaMm.
Kpome Toro, sTo mccrnenoBaHue oOoramaeT MOHUMaHUE MPOOJIEM, CBS3aHHBIX C OIBITOM IIPH-
JAHKUMCKUX TPEINPUHUMATENIEH, Ha KOTOPBIE BIUSIOT crieluuuecKue st oTpaciu GaKkTopshI.

KuroueBble cji0Ba: BBI30BBI, MaJIble U CPEIHUE MPEANPUATHS, UHAYCTPUS OOIIECTBEHHOIO
IIUTaHUS, PECTOPaH, KaueCTBO.
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