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Abstract

Most employees accept a job because of the compensation offered to them. Employees are
generally motivated to put more effort into their work when they feel that their work gives them
the things they value. The object of this research is SME XYZ which is engaged in the culinary
industry, especially bread production with a total of 20 employees. This study uses a descriptive
method with a qualitative approach to uncover compensation management in bread producers.
Data collection was carried out using interview instruments. The location of this research was
carried out on XYZ SME which is a bread producer in DKI Jakarta, the research was carried out
from August 2021 to September 2021. The resource persons in the study were the Owner of
SME XYZ and all employees of SME XYZ. Analysis of research data carried out in this study was
by means of a single case analysis, starting from determining the research subject, determining
data sources, data collection, data analysis, drawing data reduction, drawing conclusions and
compiling research reports on compensation management in XYZ SMEs. The compensation
system in SME XYZ is analyzed using job grading method based on the weight and value of the
position. The results of the analysis that have been conducted state that there are 3 levels in
the salary grade of UKM XYZ using the Given Grade method, whereas if using the Min Max
method there are 4 levels.
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Introduction

Compensation management is one of
the most fundamental human resource
practices in management and an important
subject in the general field of management.
This is important because of the fact that
most and almost all employees accept a job
because of the compensation offered to
them. Employees are generally motivated to
put more effort into their work when they feel
that their job gives them the things they
value. Since one of the main goals of any
organization is to maximize profits,
organizations are constantly trying to ensure
that employees are satisfied with their jobs to

https://ijssr.ridwaninstitute.co.id/index.php/ijssr/

enable them to put forth their best efforts for
the organization. Very often, organizations
use compensation management systems to
attract, motivate, satisfy and retain
employees and also to ensure that employees
give their best and increase productivity. The
process of developing an appropriate
compensation management system enables
organizations to provide tangible and
intangible value to employees for the work
they do or the services they provide.
Compensation represents the intrinsic
and extrinsic rewards that employees receive
for doing their jobs. When an organization is
ready to hire employees, they must develop a
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process to reward those employees. There
are five main steps in the compensation
management process namely; organizational
strategy, compensation policy, job analysis
and evaluation, compensation factor analysis,
compensation plan design and
implementation and finally, evaluation and
review. When organizations develop and
maintain a well-designed and structured
compensation management system, they
tend to attract and retain employees who are
willing to work because it gives them positive
feelings and impressions about their work,
satisfied with their work and motivated to
work harder. to achieve goals and, thus, the
desire to remain with the organization for
which they work.

UKM XYZ is a small cluster UKM
engaged in the culinary industry with a focus
on bread production. The business, which has
been established since 1991 and has been
passed down to the second generation since
2009, has a total of 20 employees consisting
of 2 main functions, namely, production and
marketing. The target of this business is to
market products in stalls and shops in retail.
UKM XYZ has a vision to be a business that
always innovates to create satisfaction for
consumers with the mission of creating fast
food that is cheap but still high quality. One

of the missions of UKM XYZ is to prosper the
surrounding community by opening up
employment opportunities which makes
compensation management an important
component for the welfare of employees in
the form of compensation that is effective
and efficient in order to increase work morale
and maintain productivity.

Method

This study uses a descriptive method
with a qualitative approach to uncover
compensation  management in  bread
producers. Data collection was carried out
using interview instruments. The location of
this research was carried out on XYZ UKM
which is a bread producer in DKI Jakarta, the
research was carried out from August 2021 to
September 2021. The resource persons in the
study were the Owner of UKM XYZ and all
employees of UKM XYZ. Analysis of research
data carried out in this study was by means
of a single case analysis, starting from
determining the research subject,
determining data sources, collecting data,
analyzing data, drawing data reduction,
drawing conclusions and compiling research
reports on compensation management in XYZ
SMEs. The detailed research stage can be
seen in Figure 1.
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Figure 1
Research Stages

Results And Discussion

Profile of UKM XYZ UKM XYZ (the name
of UKM is disguised) is a bakery with its
address in Cijantung, Kec. Ps. Rebo, East
Jakarta City. This UKM was founded in 1991
and has been passed down to the second
generation since 2009. The total employees

at UKM XYZ are 20 people. The target market
of this SME is to market products in stalls and
shops in retail. The turnover obtained by this
UKM per day is Rp. 7,000,000. For the vision
and mission of SMEs XYZ are as follows:
Vision:

Job Grading Method Analysis As A Basis For Determining Compensation Systems In SMEs
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To be the bread industry that is
constantly innovating to create consumer
satisfaction
Mission:

e Create ready meals Low Price High

Quality
e Welfare of the surrounding community

by creating jobs
e Maintain customer trust by applying

honesty at work

The compensation system in UKM XYZ
can be analyzed using salary mapping based

379

on position. When viewed based on its
organizational structure, UKM XYZ has several
levels of positions. The highest level is
occupied by the owner, followed by the
Production Manager and Marketing Manager
who are in the same position. Then the
Production Manager is responsible for pastry
staff, baking staff, and packaging staff. Then
the Marketing Manager is responsible for the
marketing staff. A clearer business structure
can be seen in Figure 2.

CEO

Manager Produksi
( 1 orang)

Manager Pemasaran
( 1 orang)

Staff Pastry
( 1 orang)

Staff Pemanggangan
(2 orang)

Staff Pemasaran
{ 4 orang)

Staff Pengemasan
( 11 orang)

Figure 2

Business Structure

1. Compensable Factor

In the process of determining job
grading in compiling the compensation
structure of XYZ UKM, compensable
factor becomes one of the important
things because it consists of several
criteria used to evaluate a job as the
basis for determining the value of
employee salaries / wages. In other
words, the company will be willing to pay
the salaries of its employees based on
the competencies that must be
possessed plus other feasibility factors.
For this case study on SME XYZ, the
author sets 10 compensable factors that
are considered relevant to the main
focus of SME XYZ's business, namely
bread production.

Type - the type of compensable
factors used in this study consisted of:
a. Education

Measures the level of formal
academic, technical or vocational
education required to perform the
duties of the position (Job Evaluation
Plan Factors - Okanagan College).
The level of education itself is divided
into six levels, starting from not
completing elementary school to
undergraduate.

b. Experience

Measures the amount of work
experience required to perform the
duties of the position (Job Evaluation
Plan Factors - Okanagan College).
The level consists of six levels starting
working less than 6 months to the
last level working more than 4 years.

c. Initiative

The urge to do something that
exceeds the demands of the task, to
do things that no one asks for, which

Job Grading Method Analysis As A Basis For Determining Compensation Systems In SMEs
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can improve work results and prevent
problems, or find/create  new
opportunities (PT Hay Group's
COMPETENCY DICTIONARY, 2005).
The level consists of five levels
starting from acting on non-urgent
current issues and the last level
acting for the next 1 year period.
Communication and Relationship
Ability

Assessing a person's ability to
relate to other people (human
relations) inside and outside the
company so that the work runs
smoothly (NHS Job evaluation
handbook, 2013). The level consists
of five levels starting from
communication only one line upwards
to the final level where external
relations are very important and the
results are very decisive for the
company.
Physical Needs Physical

exhaustion  resulting  from
performing job tasks (Job Evaluation
Plan Factors - Okanagan College).
The level consists of five levels
starting from involving occasional
light physical activity to the final level
involving continuous heavy physical
activity.
Customer Service Orientation The

desire and effort to help or
serve customers to meet their needs.
(PT Hay Group's COMPETENCY
DICTIONARY, 2005). The level
consists of five levels starting from
following up on customer needs
appropriately to the final level,
namely using a long-term perspective
in answering customer problems.
Working Conditions

Measures the frequency of
exposure to undesirable or
unpleasant working conditions in
which the work is carried out (Job
Evaluation Plan Factors - Okanagan
College). The tier consists of five

levels ranging from work performed
in an environment with virtually no
hazardous exposures or conditions to
a final level of work carried out in an
environment with near-continuous
exposure to unpleasant conditions
and/or hazards.
Supervision

Assessing  the level of
responsibility for the maintenance
and use of materials and products as
measured by losses in the event of
damage/loss (Job Evaluation Plan
Factors - Okanagan College). The
level consists of four levels starting
from the job does not have a
requirement to carry out supervision
to the final level that is the job
involves the task of supervising and
assessing the work of employees and
recommending hiring and promoting.
Responsibility for materials and
products

Measures the ongoing
responsibility that the incumbent
assumes on staff supervision and
direction. The level consists of six
levels, starting from causing a loss of
IDR 0 - IDR 500,000 to the final level,
which is causing a loss of more than
IDR 2,500,000.
Cooperation The

desire to cooperate with
others, to be part of a group, to work
together and not work separately or
compete with each other (PT Hay
Group's COMPETENCIES
DICTIONARY, 2005). The Ilevel
consists of five levels, namely starting
from participating as a good group
member - doing the task / part,
supporting group decisions to the
final level, namely acting to create an
atmosphere of close cooperation
without regard to personal likes or
dislikes.
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2. Determination of Weights from
Compensable Factors

According to Dessler (2014), job
evaluation is a procedure carried out to
determine the duties of a position, as
well as the specification of the right
human resources to fill the position. In
Article 1 of the Ministry of Manpower and
Transmigration No. 49 / Men / IV / 2004
concerning the structure and scale of
wages, the wage structure is the
arrangement of wage levels from the
lowest to the highest or vice versa from
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the highest to the lowest. Meanwhile,
the wage scale is the range of nominal
wages according to job groups.

The first step before evaluating
each position is to weigh and assess the
compensable factors. There are 10
compensable factors applied, namely
education, experience, initiative, ability
to communicate and relate to humans,
physical needs, customer service
orientation, working conditions,
supervision, responsibility for materials
and products, and cooperation.

Tabel 1

Pembobotan compensable factors

SUB FAKTOR Pendidikan | Pengalaman

Kemampuan | Orientasi Jawan
Berkomunikasi | Pelayanan - @
dan Hubungan | Pelanggan Material dan

Tanggung
URUNAN | ondisiKerja | Terhadap |  Supervisi Kerjasama 3BOBOT

Produk

Pendidikan

Pengalzman

Know-How e
Inisiatif

ikasi dan Hubungan

Orientasi Pelayanan Pelanggan

PSolv Fisik

02 £
5 5 3 3 3 5 5 38
5
3
1

Kondisi Kerja

03

w | | e o e [ fn e
w

Tanggung Jawab Terhadap Material dan Produk

5 02

Kerjasama T 02

Table 1 shows the results of
weighting values between compensable

factors using pairwise comparison.
Pairwise Comparison is a pairwise
comparison method. This pairwise

comparison can be used to obtain the
related trend between the two variances.
In table 1, it shows the level of
importance between compensable
factors where a value of 1 means that
both factors are equally important, a
value of 3 means slightly more important
than other factors, a value of 5 means
more important than other factors, a
value of 7 means very more important
than other factors, and a value of 9
which means absolutely more important

1
1
5 3 5
5
5

1 5

than other factors. From the calculation
above, the overall value of each factor is
calculated which is then calculated by
the total weight and value of the factors
for each position.

Assigning Values to Each Level of
Job Factors. The next step is to assess
the compensable factors in each
position. There are six job positions that
will be rated, namely production
manager, marketing manager, pastry
staff, baking staff, marketing staff and
security staff. The purpose of this stage
is to calculate the job value in the next
stage, namely by using the results of
calculating the total weight and value of
the factors for each position.

Job Grading Method Analysis As A Basis For Determining Compensation Systems In SMEs
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Table 2
Position Factor Value

Kemampuan
Berkomunikasi
dan hubungan

JOBTITLE Education Experience Inisiatif

Physical
Demands

Tanggung
jawah
terhadap
material dan
produk

Orientasi
Pelayanan
Pelanggan

Waorking

Condition ]

Supervision | Kerjasama

Manager Produksi 4 4 4

5

4 3 5 ke

Manager Pemasaran 4 4 5

Staff Pastry

5

Staff Pemanggangan 3 3 1

5

4
4 4
4 4
4 4
4

Staff Pengemasan 3 3 1

e o o e e |w

[ P ey P

Staff Pemasaran 4

Table 2 above shows the factor
values owned by each position. The
highest score is owned by the marketing
manager at 42, then followed by the
production manager at 39, then there
are marketing staff at 33, pastry staff
32, baking staff 27 and finally packaging
staff 24.

3.

Job Value Calculation

After getting the weight and
position value, job value can be
calculated. The trick is to multiply the
weight and value of the position. The
following is the result of the
accumulation of each position which has
been multiplied by weight.

Table 3
Calculation of Job Value
Jobtitle ¥Job Values
Manager Produksi 962
Manager Pemasaran 918
Staff Pastry 706
Staff Pemanggangan 596
Staff Pengemasan 519
Staff Pemasaran 682

Based on table 3 above, the
position of production manager has the
job value highestof 962, followed by
marketing manager of 918, pastry staff
of 706, marketing staff of 682, baking
staff 596 and the position with the job
value lowestis packaging staff of 519.
Designing Job Grading using Given
Grade

Previously we have obtained the
job value for each position, which is the
result of the total multiplication of the
weight with the value in each position.
The next stage is the preparation of job
grading based on themethod given grade.
Themethod given grade is a way to
determine how many grades you want to
make to perform a compensation design
system calculation.

Ilham Gustyantoro, Helmy Fauzan Wijaya, Naufan Akbar Darmawan, Ananda Putra Hermawan,
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Nama Pemegang Jabatan

Jumlah Karyawan

Job Value

Table 4
Job Grading using Given Grade

Joh value x jumlah karyawan

Existing

383

GIVEN

Gaji Bawah Gaji Atas Grade Given

Manager Produksi

962

962

Rp2.824.

76

Manager Pemasaran

918

913

Rp2.696.

Rp2.391.752 | Rp2.825.459

76

Staff Pastry

706

708

Rp2.073,

346

667 814 I

Staff Pemasaran

662

2728

Rpd.013.

Rp1.958.045 | Rp2.391.732

215

Staff Pemanggangan

598

1191

Rp3.498.

523

519 667

Staff Pengemasan

519

571

Rp16.773.

Rp1.524.338 | Rp1958.045

565

Jumlah

4383

12216

Rp35.880.

000

Based on the table above, we will

create three grades. The following are the
stages of getting job grading as shown in the
table above:

1)

Calculate the interval for each given
grade by calculating the difference
between the job values highest and
lowestthen divided by the number of
grades to be made.

=value Job [(Thehighest- Jobvalue)
lowest / 3]
= [(962 - 519)/3]
=148

2) To obtain the upper limit of Given I, the
job value is lowestadded to theinterval
given grade that has been obtained
previously.
=519 + 148
= 667

3) The upper limit of Given I is used as the
lower limit of Given II. Then if it is added
to the interval given grade it will produce
the upper limit of Given II. So until
theobtained Given Grade III is.

4. Design Job Grading using Min Max

In addition to using themethod
given grade, compensation
improvements can use min max.

Regarding the establishment of a
special authority, it is further regulated
in the eighth principle on supervision and
sanctions. The sound of the first phrase

Table 5

of the eighth principle is “The law of

every country shall designate the
authority which, in accordance with its
domestic legal system, is to be

responsible for supervising observance of
the principles set forth above.” Which
when translated means "The law of each
country must designate an authority
according to the domestic legal system,
which is responsible for overseeing the
observance of the principles set out
above.". The principle expressly states
that each country must appoint an
authority for the protection of personal
data to oversee other principles. The
next phrase in the eighth principle is
"This authority shall offer guarantees for
impartiality,  independence  vis-avis
persons or agencies responsible for
processing and establishing data, and
technical competence." independence of
the person or institution responsible for
processing and establishing data,
technical competence. The fact can be
found again, that the authority must be
impartial, and independent of a
particular person or institution. These
institutions  include  both  private
institutions and government agencies.

Job Grading Method Analysis As A Basis For Determining Compensation Systems In SMEs
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Job Grading using min max

Nama Pemegang Jabatan| Jumlah Karyawan MIN/MAX Grade Min Max| Gaji Bawat Gaji Atas
Manager Produksi ! Rp2431385 | Rp2.859.308
Manager Pemasaran 1

Staff Pastry 1 T04 828 1] Rp2. 067 504 Rp2.431.385
Staff Pemasaran 4 509 T04 1l Rp1.758.082 Rp2.067 504
Staff Pemanggangan 2 509 599 | Rp1494967 | Rp1.758.082
Staff Pengemasan 11

Table 5 shows that there are four
grades, with grade I filled by baking and
packaging staff positions with a
minimum score of 509 and a maximum
of 599. For grade II filled by two
positions, namely marketing staff with a
minimum score of 599 and a maximum
of 704. Then grade III is filled by pastry
staff with a minimum score of 704 and a
maximum of 828. Finally, grade 1V is
filed by marketing and production

manager positions with a minimum score

of 828 and a maximum of 974.
5. Comparison Graph of Job Value and

Job Title

In designing the ideal compensation for

employees, comparing job value and job title
is very important for business owners to see
how a position or position with its value can
match the compensation received. From SME
XYZ we see in the chart below there are three
parts that can be mapped.

Perbandingan Job Value & Job Tittle

1.250

1.000

Job Value

250

_—

750 : = i
579
500

eeeeeeeeeee

Staff Staff Pastry Manager

Manager
Pemasaran Pemasaran Produksi

Job Tittle

Graph 1
Comparison of job value with job title

Conclusion

Based on the research and analysis
conducted by the author, it can be concluded
that there are three levels in the grade
salaryof XYZ UKM using themethod Given

Grade. This level consists of?:

1. Grade I (staff roasting and packaging)
with a salary range Rpl1.524.338 to
Rp1.958.045

2. Grade II (marketing staff and pastry)
with a salary range Rp1.958.045 to
Rp2.391.752

3. Grade III (marketing and production
manager) with a salary range of
Rp.2,391,752 to Rp.2,825,459.

Whereas, when using the method Min

Max earned four levels, namely:

1. Grade I (staff packaging and roasting)
with a salary range Rp1.494.967 to
Rp1.758.082

2. Grade II (marketing staff) with a salary
range Rp1.758.082 to Rp2.067.504

3. Grade III (staff pastry) with a salary
range Rp2.067.504 to Rp2.431.385 and

4, Grade IV (production and marketing
manager) with a salary range of IDR
2,431,385 to IDR 2,859,308.

This division of levels or grading is
useful for determining the level of salary
levels of XYZ UKM employees. Determination
of grade thiswill be useful in determining the
compensation system for XYZ SMEs in the
future. Based on these two methods, their

Ilham Gustyantoro, Helmy Fauzan Wijaya, Naufan Akbar Darmawan, Ananda Putra Hermawan,
Dwi Ananda Cesario



International Journal of Social, Service and Research, 1(4), 376-384 385

use can be adjusted according to the needs
and conditions of XYZ SMEs.
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