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Abstract

This study investigates the roles of four demographic factors, namely the types of position
held, age, educational level, and length of work, behind civil servants' readiness to work from
home by employing the Readiness for Organizational Change Theory (Holt et al, 2007).
Primary data (n = 383) were collected from online survey with non-probabilistic sampling.
The results from linear regression analysis show that individual working position, age, and
educational level significantly impact their readiness to carry out telework effectively. This
finding may serve as a basis for policymakers in designing proper work-from-home policies
and procedures for civil servants in the future. Nevertheless, follow-up studies with different
designs, theoretical frameworks, and more diverse respondents are encouraged to better
understand these early findings.
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Introduction

In early 2020, various countries around the world are facing a Covid-19 pandemic
which not only destabilizes the health sector, but also has a sustainable effect on the social,
economic, and state of a country (Ritchie & Roser, 2020). Various countries in the world are
required to be able to face this pandemic even with limited information and many
uncertainties. In facing this situation, a country must be able to act agile and adaptive,
especially in terms of appropriate and appropriate policy making, the existence of a degree of
centralization of decisions, autonomy of decisions, to create a balance between the central and
regional governments in the face of this pandemic in order to respond responsively and well.

for all changes that occur in the environment (Janssen & Voort, 2020).
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While facing this condition, it is very important for the government to be able to
respond to various forms of changes that occur in the environment accompanied by accurate,
useful and up-to-date information to the public by using various social media and digital
platforms as well as providing excellent service to the despite with all the existing limitations
(TheAsean, 2020). The government is expected to be able to make adjustments and
adaptations to face this pandemic, this also applies to the Indonesian government. Stability
and adaptation to deal with this pandemic are contradictory, but both are urgently needed
(Jansen & Voort, 2016). Adaptation that changes should be made by the government while
facing environmental changes, but with a note that stability must be maintained in carrying
out the processes within the bureaucracy itself (Bronen & Chapin, 2013).

In the middle of this pandemic, the government is expected to be able to provide
optimal and prime services even though minimizing face-to-face services. In Indonesia, the
Covid-19 pandemic is considered a momentum in optimizing the implementation of
bureaucratic reform, one of which is so that Civil servants (CIVIL SERVANTS) are able to
adapt and improve their abilities so that bureaucratic services remain optimal by doing work
and providing services digitally (tanotofoundation.org, 2020). The Indonesian government
itself has a short-term strategy to make the bureaucracy effective, namely by implementing
digital bureaucracy, standardization of services, and professionalism of human resources
where digital bureaucracy is considered very much needed during the Covid-19 pandemic
itself to maintain the performance of civil servants and become the best way of service. to the
community (KASN.go.id, 2020). The existence of digitalization in the bureaucracy is one of
the transformations towards virtualization which is a result of one of the megatrends, namely
decentralization and location independence that allows work and services to be carried out
remotely with the internet revolution and remote working to support employees to work
more flexibly which is known as teleworking (Stratigea & Giaoutzi, 2000; Caillier, 2012).

The existence of a teleworking concept with home-based telework work or work from
home previously has also been proposed and planned from the Ministry of Administrative
Reform and Bureaucratic Reform (PANRB) for civil servants before this pandemic occurs
(Fajar, 2019). The Covid-19 pandemic has become one of the factors in the acceleration of the
realization of home-based telework for civil servants where the Ministry of PAN issues

instructions to work from home as stated in the Circular Letter of the Minister of PAN-RB No.
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50 of 2020 concerning the Second Amendment to the Circular Letter of the Minister of PAN-
RB No. 19 of 2020 concerning Adjustments to the ASN Work System in Efforts to Prevent the
Spread of Covid-19 in Government Agencies. In this instruction, KemenPANRB also instructs
that every civil servant compile a fiber work plan to carry out official duties according to the
given performance targets and targets then make regular performance reports so that they
remain productive and have high performance while working from home (KASN.go. en,
2020).

Work from home (WFH) instruction is one of the changes that occur in Indonesian
bureaucracy which relies on the ability and competence of civil servants to change and follow
these changes, especially by utilizing technology in running the bureaucracy and still
providing excellent service to the community (Mariskan, 2020). However, changes in the work
patterns of civil servants within the WFH system are not automatically accepted and
implemented properly by all civil servants in Indonesia, it requires personal commitment,
knowledge, and supporting facilities such as the availability of internet networks and
supporting devices to generate productivity and do not forget to be expected to be able to
keep emotions while running WFH (palembang.bkn.go.id, 2020; KPMG, 2020). This is
important so that civil servants can continue to carry out their jobs despite changes in the way
they work from home.

As long as WFH is implemented, civil servants are in a doubtful performance,
according to KASN there are a number of delays in public services that occur as a result of the
WFH policy being implemented suddenly as part of preventing the transmission of covid-19,
because a number of civil servants need adaptation time in using the online system which is
new for ASN (Cahyana , 2020). In the other hand, KemenPAN-RB as quoted in detik.com,
stated that at the time of WFH there were many civil servants who were not productive,
especially civil servants who were not adaptive to the use of technology, namely civil servants
aged 50 and over or identical to civil servants who held structural positions and There are
many employees who are not in accordance with the required competencies, so one of the
temporary solutions is to move to another position (Lidyana, 2020). Thus, readiness is needed
in implementing WFH, because civil servants are not fully able to perform well while

implementing WFH.
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In line with prior explanation, several studies state that there are several facts that
cause the teleworking policy to not work properly when applied to civil servants, including
technology, regulations regarding civil servant discipline that are unclear and not well
communicated and the low quality of civil servants. itself (Suarlan, 2017). Regarding the
quality of civil servants, in fact, training and education programs can be a solution for
improving the quality of civil servants, especially in Indonesia, but another problem arises
when most of the civil servants in Indonesia are high school graduates and are around 46-55
years old which causes them to think that the training provided especially for implementing
teleworking activities is not needed because they think that their professional career will end
soon and retire, this is a consideration that the implementation of teleworking will not
optimally functioned in Indonesia in the near future (Suarlan, 2017). In line with this, it was
also found that younger workers tend to be more consistent in carrying out teleworking which
values more about the telework and considers that this method of work is an convenience and
has more freedom to plan time and work independently as desired while still paying attention
to the quality of the work (Fonner & Roloff, 2010; Nakrosiené, Bucitiniene, & Gostautaité,
2019).

Several studies on teleworking also show that the higher the level of education, the
employees will choose to work from home. One of the results from the research of Walls,
Safirova, and Jiang (2010) shows that education has a strong positive impact on the tendency
to work from home, especially people with higher educational achievement. In line with this,
Drucker and Khattak (2000) quoted by Walls, Safirova, and Jiang (2010), stated that the higher
the level of education a person has and as he gets older/become senior the more likely he is to
work at home. Sigh et al (2013) in their research also stated the same thing, namely that
individuals with higher levels of education have higher negotiation and influencing ability
with their employers, so they have the readiness to telecommute and adopt telecommuting.
Research by Rupiettaa and Beckmannb (2016), also shows the same thing as previous research,
stating that employees who have better education and higher income, more often decide to
work from home. Furthermore, research by Bick, Blandin and Mertens (2020) shows that
during the month of May 2020 there were more than half (50.2 percent) of all workers with a

bachelor's degree or more (higher education) working from home every day, whereas only
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14, 6 percent of workers with a secondary school degree or less (low education) work from
home.

Position is also one of the factors in doing work from home, because the position
includes the roles, tasks and functions that a person will perform in doing his job. Role theory
states that a role is a set of tasks, obligations and expectations related to an individual's
position and status (Martin and Wilson, 2005 in Zhang, et al, 2020). Furthermore,
Rakhmawanto (2007) states that a position is a collection of work tasks performed by an
employee in carrying out his duties, including obligations, responsibilities, and necessary
conditions. In line with this, Vries, Tummers, & Bekkers, 2018 in their research stated that a
person's position in an organization can influence their views. Pfeffer (1992) cited by Vries,
Tummers and Bekkers (2018), specifically emphasizes position as a very important formal
resource because people can have power as a consequence of their formal position in the
organizational hierarchy.

Based on several previous studies, the author of this article will elaborate on four
demographic factors (length of work, age, education level and position), especially in the
public sector in Indonesia. This elaboration is also based on Civil servants act number 5 of
2014. Each demographic factor is further regulated in this Law. Regarding positions, it is
regulated more clearly in Article 68 paragraph 1, which states that CIVIL SERVANTS are
appointed in certain ranks and positions in Government Agencies, so that positions are
inherent in CIVIL SERVANTS. Based on Government Regulation of the Republic of Indonesia
Number 11 of 2017 concerning Civil Servant Management, position is a position that indicates
the functions, duties, responsibilities, powers and rights of an ASN employee in an
organizational unit.

According to Holt (2007), readiness itself means that readiness to change is a
comprehensive attitude that is simultaneously influenced by content (what is changed),
process (how the change is implemented), and context (the circumstances in which the change
is taking place, and In line with this, Armenakis et al. (1993) quoted by Rafferty et al. (2013)
stated that there are two beliefs as a key component of readiness for change, this component
is the belief that change is needed and the belief that individuals and organizations have the
capacity to make change In line with this, Bernerth (2004) states that readiness is more than

just understanding change, readiness is more than simply believing in change, readiness is a
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collection of thoughts and intentions towards certain change efforts. then readiness is an
important thing ng owned by civil servants in making changes, especially changes that must
be implemented during the pandemic that hit the whole world, including Indonesia. Looking
at various previous statements, the readiness of civil servants is the main thing in change,
because civil servants must still be able to provide services in various existing situations. In
line with this, Armenakis, Harris, and Mossholder (1993) argue that creating readiness is often
linked to the relationship as a way to reduce resistance to changes that occur. Readiness is also
often described in terms of the beliefs, attitudes and intentions of organizational members
(Armenakis, Harris, and Mossholder, 1993), so that it is an important thing because it includes
the attitudes and intentions of organizational members in making change. Furthermore,
readiness is needed because it is one of the most important factors involved in early support
for change initiatives (Armenakis et al., 1993; Armenakis, Harris, & Feild, 1999 in Holt, et al,
2007).

Furthermore, Holt (2007) states that there are four dimensions that are used to measure
readiness for change. The first dimension, Appropriateness, which refers to the level of
individual confidence that the proposed changes are appropriate, necessary, and beneficial
for the organization, which consists of two indicators, namely Discrepancy (the level of
individual confidence that change initiatives are needed because it is a need and there are
legitimate reasons for taking the initiative. on these changes) and Organizational Valence (the
level of individual confidence that changes will benefit the organization). The second
dimension, Management support, refers to the level of individual belief that the leader in the
organization is committed to and supports the implementation of change. The third
dimension is Change-Specific Efficacy which refers to the level of individual belief that they
have the ability and skills to carry out tasks and activities when change is implemented. The
last or fourth dimension is Personal Valence which refers to the level of individual confidence
that the proposed changes are beneficial for the individual personally.

In line with prior explanation, it can be seen that the first dimension represents the
Change Content perspective in the individual readiness model, the second dimension
represents the Change Process perspective in the individual readiness model, because the role
of the leader is closely related to the steps taken during the change, as well as the third

dimension and the fourth represents the perspective of Individual Attributes in the readiness
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model related to individual characteristics in the organization. These four dimensions are the
focus used by the authors in this article to see the readiness of civil servants in Indonesia based
on their positions in implementing WFH. Based on the problem description and literature
review that has been described by the author above, the writer using Holt's main theory as a
measurement tool in seeing the readiness of civil servants based on their position in
implementing WFH, will raise the main research question, namely: Is the level of civil servant
readiness influenced by position (structural / Functional), Education Level, Age, and Job

Tenure?

Methods

This study uses a quantitative approach using online survey questionnaire design to
measure the readiness of civil servants in carrying out WFH policies. The purpose of this study
was to see the differences in the readiness of civil servants in structural and functional
positions, age, last education, and job tenure in carrying out WFH policies both in the central
government and local governments based on the theory of readiness for organizational
change proposed by Holt, Armenakis, Field, and Harris (2007) with four dimensions of
readiness; suitability, management support, change-specific efficacy, and personal valency.
This research is a descriptive and explanatory research because it is conducted to describe a
condition (readiness of civil servants) and to find an explanation of an event, namely between
the WFH policy, the position of a civil servant, age, last education, and job tenure. The primary
data for this study were taken cross-sectional through an online survey using a monkey
survey platform which was conducted on 3rd August to 10th August 2020. The population of
this study were civil servants who were divided into two groups, namely structural and
functional positions with non-probabilistic sampling, namely quota sampling and there are
383 respondents available (157 respondents from civil servants in structural positions and 226
respondents for functional positions), with proportion of female 195 respondents and male
188 respondents. According to respondents' domicile, most of the respondentss come from
West Java Province (130 respondents) and DKI Jakarta Province (113 respondents), so the data
does not represent civil servants in general. Data processing used to measure the level of
readiness is a likert scale that includes 4 categories (Strongly Agree, Agree, Disagree, and

Strongly Disagree), researchers used descriptive analysis techniques by dividing into three
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levels of readiness, namely; low is valued 1 with a score of 10-20; moderate valued 2 with a
score of 20.01-30; and high is valued 3 with a score of 30.01-40 (Dittrich, France, Hatzinger, &
Katzenbeisser, 2007). In doing the statistical analysis, the authors used the SPSS software tools.
Measurement of the readiness of each position in implementing WFH is done with basic
computing. Furthermore, the formula that being used for testing two groups of sample is the
multiple linear regression Analysis for calculating the value of a dependent variable
(readiness of civil servants in carrying WFH) from an independent variable (structural and
functional position, age, last education, and job tenure). The purpose of using the multiple
linear regression is to examine if there is any influence between the dependent variable and

the 4 independent variables provided.

Results and Discussion

According to the factual situations on the field that have been previously described
regarding the pandemic situation which accelerate the digitalization of public services whose
conducted by the civil servants in Indonesia that have been described previously regarding
the pandemic situation which is one of the levers for the acceleration of the digitalization of
services and the workings of civil servants in Indonesia, researchers will examine the level of
readiness of civil servants in conducting WFH by looking at the influence of four demographic
factors, namely position (structural / functional), age, education level and length of time
working based on data collection that has been done by researchers with a sample of 383
respondentss, consisting of 157 structural positions and 226 functional positions. In this study,
the number of female respondents is dominating the survey with 195 respondents while their
male counterparts only consist 188 respondents, the data can be referred to Figure 1 below. In
line with data from the BKN issued in June 2020, the proportion of women is also more
dominant based on gender, with a total of 2,130,961 or around 51.71%. while the number of
male civil servants was 1,990,215 or 48.29% (BKN, 2020). Furthermore, table 1 shows the
results of calculations using ANOVA and regression. Then, the analysis results of the
pandemic effect to current situation using multiple linear regression coefficients is displayed

in Table 2
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Table 1.
Anova Determinants of Significance of Regression

Model Summary

Adjusted R Std. Error of
Maodel R R Square Square the Estimate
1 1807 036 026 51574

a. Predictors: (Constant), LAMA WAKTU BEKERJA, JABATAN
YARG AMDA MILIK], PEMDIDIKAN TERAKHIR, LISIA

Source: SPSS Data Analysis, 2020
Based on table 1, we can see that 3.6% of civil servants’ readiness in implementing
WFH is influenced by the length of time worked, their position, last education, and internal

age, the rest there are other influences that are not explained in this paper.

ANOVA-
Sum of Mean
Model Squares df Square F Sig.
1 Regression 3,780 4 ,945 3,552 ,007b
Residual 100,565 378 ,266
Total 104,345 382

a. Dependent Variable: Tingkat Kesiapan WFH (Revisi - Recode)
b. Predictors: (Constant), LAMA WAKTU BEKERJA, JABATAN YANG ANDA
MILIKI, PENDIDIKAN TERAKHIR, USIA

Source: SPSS Data Analysis, 2020

Table 1 shows that the F count is 3.552, while the F table value can be obtained by using
the F table with degrees of freedom (df) Residual (residual) which is 378 as the
denominator df and df Regression (treatment) which is 4 as the df numerator with
significance level of 0.05. Based on the significant value, it can be seen in the sig column
that is 0.007 which means the probability of 0.007 is less than 0.05, then, the regression
equation model based on the research data is significant, meaning that the existing linear
regression model with predictor variables is the job tenure, the position held, the last
education. , and age can be used to predict the readiness of civil servants to implement

WFH policies.
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Table 2.
Multiple Linear Regression Coefficient
Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2,436 ,204 11,945 ,000
The position of a civil
-, 155 ,054 -, 146 -2,853 ,005
servant
The last education ,067 ,036 ,100 1,885 ,060
Age -,065 ,034 - 132 -1,909 ,057
Job Tenure ,019 ,042 ,032 ,457 ,648

a. Dependent Variable: Tingkat Kesiapan WFH (Revisi - Recode)

From Table 2, it shows that three out of four independent variables (position held, age,

and latest education) have a significant effect on the readiness of civil servants in

implementing WFH. The position variable held has a significant negative effect on the one

percent confidence level, meaning that structural positions have better readiness than

functional positions. Meanwhile, younger and more educated civil servants respondentss

have better readiness than older and less educated civil servants respectively at the ten percent

confidence level. Meanwhile, the Variable Length of Working Time has no significant effect

on the readiness of civil servants in implementing WFH.

The descriptive analysis of the three variables is explained in succession as in the graph

below.
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Graph 1.
RFC Score by Position

RFC Score by Position
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Source: Results of research data processing, 2020
Information n = 383; functional position= 226 respondents; structural position= 157

respondents

According to table 2, the results of linear regression analysis, the occupational variable
(functional vs structural) has a significant effect on 1% in a negative direction In spite of the
the fact that the second functional and structural positions are spread into two readiness
categories (medium and high), the percentage of respondentss who hold structural positions
with a high level of readiness is relatively higher than respondentss who have functional
positions (47.1% versus 39, 9%). In addition, descriptive analysis at the dimension level shows
that the majority of respondentss who have structural positions (50.3%) consider that they get
relatively better support from their superiors than respondentss who have functional

positions (41.4%).
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Graph 2.
RFC Score by Age
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Information: n = 383; age <20 years = 2 respondentss; age 20-30 years = 63 respondentss; 31-40
years old = 117 respondentss; 41-50 years = 106 respondentss; and age> 60 years = 3
respondentss

Source: Results of research data processing, 2020

Based on table 2 of the results of linear regression analysis, younger civil servant
respondentss have a better level of readiness than their older colleagues in welcoming the
implementation of WFH policies. As shown in Graph 2 above, civil servants who are in the
age range <20 have a high RFC score of 100% (2 respondentss). Then, the results of the analysis
show that the majority of respondentss at the age of 20-30 have moderate or high readiness
(49.5% respectively). In addition, descriptive analysis at the dimension level shows that the
majority of respondentss aged <20 years have met three dimensions, namely, the dimensions
of Appropriateness, Management Support and Change-Specific Efficacy. This indicates that
aged <20 feel confident in the urgency of changing their work style from traditional (working
from home) to WFH, getting support from their superiors in running WFH and also feeling
confident that they have the ability and skills to carry out tasks and activities when the WFH
Policy is implemented. As for the 20-30 years old age category, it is only fulfilled in the

dimensions of Appropriateness and Management Support, with an indication that at this age
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the urgency of changing work from traditional to WFH and receiving good managerial
support is indicated.

Graph 3.
REFC Score based on Last Education

RFC Score Based on Recent Education
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Information: n = 383; SMA / equivalent = 9 respondentss; Diploma (D1 / D2 / D3) = 23
respondentss; Bachelor / D4 = 186 respondentss; Masters = 145 respondentss; Doctorate = 20
respondentss

Source: Results of research data processing, 2020

Furthermore, according to table 2 of the results of the linear regression analysis,
education has a significant effect on 10% with a negative direction where the higher the last
education a civil servant has, the higher the readiness to implement WFH. Looking at graph
3 above, although the highest readiness of 100% is found from SMA / equivalent respondentss,
the number of respondentss is only 9 respondentss. Furthermore, by looking at the
distribution of the largest respondentss with undergraduate degree (186 respondentss) and
“postgraduate/master degree” (145 respondentss), it can be found that the respondentss have
moderate readiness or in other words are undergoing a process towards being ready to
implement WFH policies when viewed from theory. readiness for change.

Furthermore, to get a more adequate understanding of the results of the above

analysis, the researcher conducted further investigations at the dimension level, namely the
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Appropriateness Dimension, Management Support Dimensions, Change Specific Efficacy
Dimensions, and Personal Valence Dimensions. These four dimensions will be explained
further below;

Table A.
summarizes the results of the descriptive analysis of the Appropriateness Dimensions on
the three independent variables (Position, Age, and Education Level)

Variable of Civil Servants

Position Readiness Level
(n=383)
Functional Position Low 3,1 %
Medium 62,4 %
High 34,5 %
Structural Position Low 0,6 %
Medium 58 %
High 41,4 %
Variable of A
arl(a:=§ 8(;) ge Readiness Level
Low 0%
<20 years Medium 0%
High 100%
Low 1,6%
20-30 years Medium 46%
High 52,4%
Low 1,7%
31-40 years Medium 59%
High 39,3%
Low 1,9%
41-50 years Medium 66%
High 32,1%
Low 3,2%
51-60 years Medium 66,7%
High 30,1%
Low 0%
>60 years Medium 66,7%
High 33,3%

Variable of last education

Readiness Level
(n=383)

Low 0%
Medium 100%

SMA/Sederajat
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High 0%
Low 0%
Diploma (D1/D2/D3) Medium 43,5%
High 56,5%
Low 2,7%
Sarjana/D4 Medium 64%
High 33,3%
Low 2,1%
Magister Medium 56,6%
High 41,4%
Low 0%
Doktor Medium 60%
High 40%

Source: Results of research data processing, 2020

Based on the processed results of the researcher's survey which can be seen in Table
A, functional positions and structural positions have a moderate level of readiness with 62.4%
and 58% respectively, which means that the two positions are in the process of being ready to
implement WFH. Furthermore, the age variable shows that when viewed from the
Appropriateness Dimension, readiness is in a high position at <20 years old with a percentage
of 100% (1 respondents), 20-30 years old with a percentage of 52.4% (33 respondentss), and at
other ages are at a moderate level of readiness. In addition, in the last education level variable,
high readiness in the appropriateness dimension was shown in Diploma education (D1 /D2 /
D3) with a percentage of 56.5% (13 respondentss), while the majority of readiness viewed from
the appropriateness dimension was at a moderate level both at education level Bachelor / D4
(64% or 62 respondentss), master (56.5% or 82 respondentss), and doctorate (60% or 12
respondentss).

This dimension of appropriateness itself means that there is confidence in the
individual if a change made is the right way to solve the problem at hand where this change
is considered necessary and useful. This dimension consists two indicators, namely; 1.
Discrepancy (the level of individual confidence that change initiatives are needed because it
is a necessity and there are legitimate reasons to initiate these changes) and Organizational
Valence (the level of individual confidence that changes will benefit the organization (Holt,
Armenakis, Feild, and Harris, 2007)

Most of the respondentss show a positive response with the change in the way of

working for civil servants where the respondentss considered that the WFH way of working
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had an effect on the completion of the respondents's work in terms of the effectiveness of the
work time and the flexibility in completing the work. Furthermore, this positive response also
present because the institution where the respondents works provides website facilities or
digital supporting applications that are able to be used by respondentss to facilitate their work
during WFH. This positive result was also supported by a statement from the Minister for
Administrative Reform and Bureaucratic Reform, Tjahjo Kumolo, that each agency must still
be able to provide excellent service to the public even though WFH system is being
implemented where each agency is required to have an online attendance application,
digitizing services for the community. web-based or application followed by simplification of
business processes and supported by standard operating procedures so as to make it easier
for bureaucrats and the public (Sugianto, 2020; menpan.go.id, 2020). Furthermore, in other
studies said that there is a need for directed regulation regarding WFH itself by looking at
the indicators and conditions that make this policy develop by not only paying attention to
conditions in the city center (Hynes, 2014).

Table B.
Summarizes the results of the descriptive analysis of the Management Support
Dimensions for the three independent variables (Position, Age, and Education Level)

Variable of Civil Servants

Position Readiness Level
(n=383)
Functional Position Low 2.7 %
Medium 54,4 %
High 42,9 %
Structural Position Low 0%
Medium 49,7 %
High 50,3 %
Variable of Age .
(n=383) Readiness Level
Low 0%
<20 years Medium 0%
High 100%
Low 3,2%
20-30 years Medium 44 4%
High 52,4%
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Low 3,4%
31-40 years Medium 58,1%
High 38,5%

Low 0%
41-50 years Medium 52,8%
High 47,2%

Low 0%
51-60 years Medium 66,7%
High 33,3%

Low 0%
>60 years Medium 66,7%
High 33,3%

Variable of last educati
ariable of last education Readiness Level

(n=383)
Low 0%
SMA/Sederajat Medium 88,9%
High 11,1%
Low 0%
Diploma (D1/D2/D3) Medium 47,8%
High 52,2%
Low 1,6%
Sarjana/D4 Medium 50,5%
High 47,8%
Low 2,1%
Magister Medium 53,1%
High 44,8%
Low 0%
Doktor Medium 55%
High 45%

Source: Results of research data processing, 2020

According to table B above regarding the readiness of civil servants in implementing
WFH in terms of the management support dimension, it can be seen that the variable
positions, both functional and structural positions, are at a moderate level of readiness, which
means they are ready to carry out WFH. Furthermore, high readiness in the age variable is in
respondentss aged <20 years with a percentage of 100% (1 respondents) and 20-30 years with
a percentage of 52.4% (33 respondentss), and the rest are at a moderate level of readiness. The
third variable, namely the latest education level, shows that the high level of readiness to
implement WFH is at the SMA / equivalent education level with a percentage of 100% (1
respondents) and a Diploma (D1 / D2 / D3) of 52.2% (12 respondentss), while the level of

Bachelor, Master and Doctoral education are at a moderate level of readiness when viewed
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through the management support dimension. This dimension itself indicates the existence of
senior leader support, which refers to the level of individual belief that leaders in the
organization are able to commit and support the implementation of change (Holt, Armenakis,
Feild, and Harris, 2007). In addition, commitment is needed to carry out institutionalization
where if there is no clear support from the leadership, it will have implications for the attitudes
of individuals in organizations who tend to be skeptical and inactive in making changes
(Armenakis, Harris, and Mossholder, 2002).

In line with this, Respondents have the same belief in the commitment of agency
leaders in implementing WFH, it is proven by the number of respondentss who get
supporting facilities from the institutions where they work, both facilities such as adequate
internet data plan, supporting infrastructure, motivation, allocation of funds and training as
a form of support for implementing changes to the WFH work system. This is in line with the
regulations that have been regulated by the Minister of Administrative Reform and
Bureaucratic Reform (PANRB) through Circular (SE) Number 58 of 2020 concerning the Work
System for State Civil servants in the New Normal Order (Setkab.go.id, 2020) . In this circular,
the government provides infrastructure support and support for human resources by
providing facilities through organizations. The data obtained by researchers shows that the
facilities provided are in the form of credit and quota subsidies as has been done by the
Ministry of Finance for civil servants under its auspices since April 2020 in the form of credit
assistance of IDR 150,000 and the nominal value will be increased in 2021 (Salihah, 2020) .

Furthermore, both in functional and structural positions both feel that respondents get
motivated from the leader to implement WFH. This is intended so that individuals in the
organization do not lose direction and experience demotivation when facing changes in job
search through WFH which will have implications for decreased performance (Dewayani,
2020). In line with this, another study states that a leader and his employees must have a high
sense of trust when implementing WFH and also the role of the leader to keep in touch by
providing direct support and empathy is needed so that employees feel cared for and don't
forget their work and become what they want. in carrying out work (Vries, Tummers, &
Bekkers, 2019)

Then, we have Table C to explain a descriptive analysis of the Dimensions of Change-

Specific Efficacy on the three variables that affect readiness in implementing WFH.
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Table C.
Dimensions of Change-Specific Efficacy of Three Variables (Position, Age, and Last
Education Level)

Variable of Civil Servants

Position Readiness Level
(n=383)
Functional Position Low 1,3 %
Medium 56,6 %
High 41,2 %
Structural Position Low 0 %
Medium 54,8 %
High 45,2 %
Variable of A
arl(arl;; 8(;) ge Readiness Level
Low 0%
<20 years Medium 0%
High 100%
Low 1,6%
20-30 years Medium 52,4%
High 46%
Low 0,9%
31-40 years Medium 52,1%
High 47%
Low 0,9%
41-50 years Medium 52,8%
High 46,2%
Low 2,2%
51-60 years Medium 67,7%
High 30,1%
Low 0%
>60 years Medium 33,3%
High 66,7%

iable of 1 i
Variable of last education Readiness Level

(n=383)

Low 0%
SMA/Sederajat Medium 88,9%
High 11,1%

Low 0%
Diploma (D1/D2/D3) Medium 56,5%
High 43,5%
Sarjana/D4 Low 1,6%
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Medium 56,5%
High 41,9%
Low 1,4%
Magister Medium 52,4%
High 46,2%
Low 0%
Doktor Medium 60%
High 40%

Source: Results of research data processing, 2020

According to results of the researcher's survey which can be seen in Table C, the
Change-Specific Efficacy dimension with its relation to the three variables affecting WFH
(position, age, and education level) shows interesting results with an average level of
readiness in medium score. In the Position Variable, both (Functional and Structural) are at
the medium level in carrying out WFH, namely 141 respondentss (56.6 percent) in Functional
Positions and 91 respondents (54.8 percent) in Structural Positions. The age variable shows
that those aged <20 years and > 60 years are at a high level of readiness with 100% (2
respondentss) and 66.7% (2 respondents) respectively and other age levels having moderate
readiness levels. Furthermore, the variable level of education is on average at a moderate level
of readiness, with the education level of SMA / equivalent having the highest percentage of
88.9% (8 respondentss), then the doctoral education level with a percentage of 60% (12
respondentss).

According to Holt, et al. (2007) Change-Specific Efficacy refers to the level of individual
belief that they have the ability and skills to carry out tasks and activities when change is
implemented. In this dimension, both positions already have the confidence that the abilities
and skills obtained from education, training, and experience can be implemented properly
following the changes that occur. In the Age Variable, in this dimension, the age <20 years is
more dominant in terms of having confidence in the ability and skills in running WFH. On
the one hand, if you look at the education variables, SMA / equivalent, and Doctoral education
are more dominant in this dimension.

Civil servants feel confident that they can run WFH with their abilities and skills
because during WFH CIVIL SERVANTS is also provided with online seminars or what are
known as webinars. One of them is ASN Inspiration Talk which is a discussion forum

organized by the Ministry of Administrative Reform and Bureaucratic Reform (PANRB) to
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increase the insight and skills of ASN with different themes each week (Menpanrb Humas,
2020). According to Makarius and Larson (2017), a virtual worker must be able to increase
other people's confidence in their abilities, by showing competence in tasks and
demonstrating their skills. That way, believing in the abilities and skills possessed is
important in seeing the readiness for change.

Table D.
Dimensions of Personal Valence for Three Variables
(Position, Age, and Last Education Level)

Variable of Civil Servants

Position Readiness Level
(n=383)
Functional Position Low 8,8 %
Medium 79,6 %
High 11,5 %
Structural Position Low 9,6 %
Medium 70,1 %
High 20,4 %
Variable of A
ar1:1n=§ 8(;) ge Readiness Level
Low 0%
<20 years Medium 100%
High 0%
Low 12,7%
20-30 years Medium 63,5%
High 23,8%
Low 6%
31-40 years Medium 77,8%
High 16,2%
Low 10,4%
41-50 years Medium 72,6%
High 17%
Low 9,7%
51-60 years Medium 84,9%
High 5,4%
Low 0%
>60 years Medium 66,7%
High 33,3%

Variable of last education Readiness Level
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(n=383)
Low 11,1%
SMA/Sederajat Medium 88,9%
High 0%
Low 8,7%
Diploma (D1/D2/D3) Medium 69,6%
High 21,7%
Low 10,2%
Sarjana/D4 Medium 76,9%
High 12,9%
Low 7,6%
Magister Medium 74,5%
High 17,9%
Low 10%
Doktor Medium 75%
High 15%

Source: Results of research data processing, 2020

Based on the processed results of the researcher's survey which can be seen in Table
D, the last dimension Personal Valence gets moderate results on the three Demographic
Variables (position, age, and education level). In this dimension, the Position Variables
(Functional and Structural) are both at the moderate level in carrying out WFH, namely 180
respondentss (79.6 percent) in Functional Positions and 110 respondentss (70.1 percent) in
Structural Positions. Age variables in this dimension are also all at a moderate level, with age
<20 years having a high percentage of 100% (2 respondentss). Then, in the variable level of
education, high school/equivalent and doctorate dominates with the respective percentage,
88.9% (8 respondentss), and 75% (15 respondentss).

According to Holt, et al. (2007) Personal Valence refers to the level of individual
confidence that the proposed changes are beneficial for individuals personally. In this
dimension, the results show that the three influential demographic variables, namely position,
age, and education level, feel that change is beneficial for individual personalities. The benefits
felt by individual civil servants can be seen from semi-open questions that focus on
communication with internal and external parties during WFH which can be said to be
running smoothly, from these results as many as 281 respondentss (73.4%) answered that they
did not experience obstacles in establishing communication with internal parties (such as
colleagues, superiors), while to experience obstacles in establishing communication with

external parties, 274 (71.5%) of respondentss answered that they did not experience obstacles.
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With these results, the three variables, both occupation, age, and education level were equally
able to communicate fluently, because it was felt that WFH had personal benefits for
individual civil servants.

The benefits that can be felt by individual civil servants during WFH are the creation
of a work-life balance, but of course, they must apply time discipline so that work targets can
be achieved properly and time for family and other needs can still run in a balanced manner
(Rizky, 2020). Furthermore, Mustajab, et al. (2020) stated that there are several positive
impacts from WFH, namely Work-Life Balance, Flexibility, Saving Time, Quality Time, and
Comfortable. According to the Ministry of Administrative and Bureaucratic Reform (PANRB),
the presence of WFH has increased the ability of employees to utilize information technology
and also work-life balance (Prabowo, 2020). Changing the work system to WFH has many

benefits for civil servants, although not all of the benefits are fully felt.

Conclusion

This study aims to investigate the influence of four demographic factors possessed by
civil servants (structural / functional position, age, last education level, and length of work)
on their level of readiness in implementing work from home policies. The results of the
analysis show that three demographic factors are statistically proven to have an influence on
the readiness level of civil servants. First, civil servants who occupy structural positions have
a better level of readiness than their colleagues who hold functional positions (1% confidence
level). Second, the age factor of civil servants is proven to have an inverse effect on the
readiness level of civil servants, namely that younger civil servants are more prepared to work
from home. In addition, the higher the level of education possessed by individual civil
servants, the higher their level of readiness. The last two factors (age and education level) are
significant at the 10% confidence level. The long working time factor has no effect on the
readiness of civil servants in implementing the work from home policy.

Practically, the findings in this study can be used as input for policy makers in
determining the direction of policies related to WFH in civil servants in the future. These three
factors can become criteria in developing a supporting system to support the productivity of
civil servants who are allowed to work from home. Although this study has limitations in the

number of respondentss involved, it can be a starting point to further explore why civil
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servants with structural positions, younger and highly educated have a higher or greater
potential to run WFH productively. We encourage follow-up studies with a more
representative number of respondentss as well as the use of other theoretical frameworks to

increase our understanding of the issue of civil servants working from home.
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