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PREFACE 

A large part of the world's population does not have sufficient 
water supply and sanitation services at its disposal. The 
importance of the improvement of drinking-water supply and 
sanitation was realized by the United Nations. This organization 
declared the period 1981 - 1990 to he the "International Drinking 
Water Supply and Sanitation Decade". In 1990 75% of the urban 
and 60 % of the rural population should he provided with clean 
drinking water. The Indonesian government bas adopted the goals 
of the UN-water-decade. Indonesia, like other developing 
countries, needs the assistance of the developed countries to 
achleve these goals. For instance, IWACO, a Dutch consultancy 
firm specialized in water and environment issues, assists the 
Indonesian government. 

This report constitutes the final close of my studies at the 
faculty of Philosophy and Sciences at the Eindhoven University 
of Technology in the Netherlands. It is the result of an 
investigation of six months in the water supply organization BPAM 
Cirebon, Indonesia. This investigation was done by order of and 
in close cooperation with the IWACO office at Bandung, Indonesia. 

I am grateful to all the people, who helped and supported me in 
finishlog my study. I would like to give special thanks to : 
All the managers of the BPAM, especially Ibu Triyuni Soemartono, 
for their time and cooperation. They made this investigation 
possible. The memhers of IWACO-Bandung, especially Jan-Willem 
Overbeek and Leo Gerritse. They taught me a lot about water 
supply, the Indonesian business culture and the Indonesian way of 
life. Pak Shaydan, my interpreter, without whom the interviews 
would have been impossible. Hy supervisor at the University, 
Herman Gaillard, who read and commented my text with great 
persistence. Ibu Lygia and Gellius Cremers, who were called my 
toster-mother and toster-father by my interpreter . Annemarie 
Hartens, she emendated the English text. Hy father, who developed 
the pictures. And last but not least all my Indonesian friends, 
they made my stay in Indonesia unforgettable. 
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SUMMARY 

BPAM Cirebon, Indonesia, is a water supply organization, 
established in August 1984 and operational in October 1985 with 4 
systems for very small towns (=IKK system) and 1 system for small 
towns (=BNA system}. At this moment this BPAM consistsof 5 BNA 
systems and 3 IKK systems. The population is served through 
public taps and house connections. With an amount of 6,847 house 
connections and 103 public taps approximately 50,000 people are 
served which represents more than 3 % of the Kabupaten 
population. 

In August 1988 this organization employed 100 people. Nineteen of 
them are managers. The term manager bere means someone who bas a 
eertaio measure of decision-making authority. This report is the 
result of an investigation set up under these 19 people. The 
train of thought bebind the investigation is as follows : 
Each manager bas a eertaio social-economic background. This 
background to a great extent determinos in what way he/she will 
exercise his/hor management function. During the course of thc 
execution of his work, a manager develops a vision about how 
matters are regulated and run within the organization. This 
reasoning leads to the following theoretica] model : 

social-economic 
background 
characteristics 
of management 

internal 
------~) functioning 

of 
management 

) effectiveness 

The data mainly have 
collected data have 
analysis. 

been collected by holding interviews. The 
been processed by means of statistica] 

The managers of BPAM Cirebon are all young. This bas two main 
consequences : 
1. there is little practical experience to be found within this 

organization. 
2. the management bas an unbalanced age build-up. 
The phenomena that there is little practical experience inside 
the organization, is reinforeed due to the tact that people have 
been frequently transferred in the short time they are working in 
BPAM Cirebon. This was caused by searching the right man for the 
right job. Most time this happens by managers with a technica] 
education. 
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These problems can be solved by changing the requirement of the 
actual application procedure that the applicant should be no 
older than 35 years of age. In addition the organization bas to 
formulate requirement which each applicant bas to meet, if it is 
to expect adequate functioning from its future employees. 

The height of the monthly income is determined by the following 7 
factors basic salary ; performance bonus ; position extra ; 
rice ; transport ; overtime work and out-of-pocket expenses. For 
a small part the income is determined by the basic salary. The 
amounts for transport compensation for a motor and a car are 
strikingly high when compared to the received salary. The 
performance bonus is determined by presence only. It is 
worthwhile to make a further study in order to determine which 
types of monetary incentives are suitable for this organization 
since in the apinion of the managers there ultimately should be a 
real distinction between people who work hard and people who do 
nothing. 

The decision-making authority within this organization lies 
strongly centralized with the board. As a consequence, especially 
tor IKKs and the branches, it is a timo and money-consuming 
matter to ask permission trom the board, which is located in the 
main office. This is reinforeed by the tact that the employee 
does not have sufficient means of transportation at their 
disposal and have to resort to public transport. The BPAM Cirebon 
is a tast developing organization. The present capacity of 100 
litre per second will triple within the next tour years and the 
number of units will increase accordingly. In consideration of 
these developments the organization will have to resort to 
delegating the decision-making authority in order to relieve the 
board and to shorten the time which is needed to make a decision. 
Speeding up the process of delegation will solve the problem 
outlined above. 

In addition the organization contents with a great communication 
problem with manifest itself in many areas. To mention two : 
Within this organization there is no clear notion what kind of 
planning schedules exists. The board says "yes" to proposals 
which are made, but the employees who submit such a proposal do 
not know why subsequently the proposals are not realized. This 
problem will have to be solved, all the more because in such a 
fast developing organization it will only increase. 

The effectiveness is •easured by using a list of satisfaction 
items. If the organization wants to do something about the 
dissatisfaction of the management, the best results are achieved 
when measures are taken with the regard to the negative 
information feedback, health, equipment, job security and 
recognition. 
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CBAPTER 1. PROBLEH DESCRIPTION AND HETHODOLOGY. 

1.1. Problea description 

BPAH Cirebon is a fast developing water supply organization. The 
present capacity of 100 litres per second will triple within the 
next four years and the nuaber of branches will increase 
accordingly. Furtheraore, the status of the BPAH will change from 
an enterprise under supervision of the provincial water 
authorities into a seai-autonomous enterprise under the 
responsibility of the local governaent of the district. 

Against this background IWACO was interestad in obtaining a 
deeper insight in the way the BPAH Cirebon functions and in tbe 
composition and background of its staff. Sucb investigation aay 
lead to recoaaendations whicb aay contribute to the improvement 
of the performance of this organization. 

A six aontb period is too short to aake a profound study of tbe 
background and functioning of all eaployees. Tberefore tbis 
investigation bas been limited to a group of employees wbo have 
great influence on the functioning of the organization as a 
wbole, i.e. the aanageaent. Eacb manager bas a eertaio 
social-economic background. This background to a great extent 
deteraines in what way he/she will exercise bis/her aanageaent 
function. However, only tbe internal aanageaent functions have 
been scrutinized, because the problems which are found tbere cao 
be solved faster and easier. During the course of the execution 
of bis work, a aanager develops a vision about how matters are 
regulated and run within the organization. Tbis reasoning leads 
to the following theoretica! aodel : 

Figure 1.1. The theoretica! aodel. 

social-economic 
background 
cbaracteristics 
of aanageaent 

independent 
variables 

internal 
------~) functioning 

of 
aanageaent 

interaediate 
variables 

------)~ effectiveness 

dependent 
variables 
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Social-economic background characteristics of management. 

The managers of the organization are considered as a key category 
of labour, because on the one hand they operate internally in the 
firm and therefore have an iaportant impact on the functioning of 
the enterprise. On the otber hand, they also handle the 
external relations of the organization with its environaent. 
Thus it is important to know tbe kind of manageaent the 
organization bas. In order to obtain a profile of the management 
of the organization visited, a nuaber of social-economic 
background variables have been aeasured such as age, education 
received, ethnic group, salary and practical experience [1]. 

Functions of manageaent 

In order to obtain an understanding of the functioning of the 
manageaent within the organization, we distinguisbed tbe division 
of management processas frequently mentioned in the literature as 
follows [2] : Planning and Forecasting; Organizing; Leading; 
Coordinating and Controlling. 
Different options of tbe division of management processas have 
been discussed and in consultation with IWACO we have decided for 
the one aentioned above. 

* Planning and forecastinz 
Organizations, especially in developing countries, operate in a 
world full of uncertainty and one in which the ability to 
anticipate problems is of considerable value. Planning and 
foracasting are processas by which tbe organization keeps 
adapted to its environment. Foracasting requires tbe 
gatbering of pertinent inforaation about the future. Planning 
on tbe otber band is the fixing of targets, for tbe 
organization as a whole as well as for its various departaents 
and divisions. Naturally targets are set on tbe basis of tbe 
foracast operations. It extends to setting up policies and 
standard oparating procedures and the development of work 
schedules. 

* Organizing 
Organizing involves assigning various 
aembers of the organization, grouping 

tasks 
them 

the divisions and departaents, tormalizing 
authority into an organization cbart. 

to different 
into sections, 
hierarchy of 

Organizing bas two aspects. One is tbe teehoical aspect of 
finding the individuals with tbe right teehoical abilities to 
fill the organizational slots and of putting thea together for 
easier coordination and greater efficiency. The other is tbe 
social aspect of dealing with the members not as aachines but 
as individuals with unique motives, abilities and limitations 
and as members of non-toraal groups. Recruitment, training 
departmentalization, delegation of autbority, line-and-staff 
and huaan relations are some of the principal elements of the 
process called organizing. 
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* Leading 
In leading, a aanager strives to integrate the needs of people 
with the welfare of bis coapany or department. H~ tries to act 
to aaintain a good balance between individual aotivation and 
cooperative efficiency. As a leader the aanager draws on a 
nuaber of power sourees -that of this toraal authority, bis 
power to punish and reward bis subordinates, bis personal 
qualities, bis adainistrative and teehoical acumen and bis 
being the syabol of the organization's ideology. 

* Controlling. 

Controlling is the process by which an organization periodical
ly takes its hearings. It is the process of aeasuring progress 
comparing it with plans and taking corrective action. There 
are many controls that organizations use. Preparation and 
analysis of periodic financial stateaents; budgeting; quality 
control; and performance appraisal of employees are all 
examples of manageaeot controls. 

* Coordioatiog. 
Coordinating is the management of interdependence in work 
situations. Bow is coordioation achieved ? Bierarchy is the 
siaplest aod aost common device. By putting interdependent 
units under one boss, some coordination among their activities 
is ensured. The specification of rules, procedures, and 
policies are particularly useful in coordinating the activities 
of groups or individuals of equal status and authority. 
Planning is a way of aitigating coordination difficulties. 
Participative, committee or group decision-making is also a 
coamon coordinating mechanism. Tbus, a large variety of 
coordinating devices are available to management. 

Effectiveoess. 

In the literature effectiveness is generally considered to be 
alaost synonymous with "profit-making". Bowever, in the opinion 
of Bertholet and Gaillard [3] this cbaracteristic embraces much 
more than just the purely micro-economie notion of profit. Since 
different persons or groups of persons are involved in the 
functioning of an organization and since these groups or persons 
often have conflicting interests, we have to distinguish the 
interests of each and then determine how far these interests are 
satisfied. 
Tberefore we divide micro effectiveness into micro-economie and 
aicro-social effectiveness. An indicator of micro-economie 
effectiveness is oot only profit-making but also the aarket 
share, solvability, rentability and liquidity. Indicators of 
micro-social effectiveness are satisfaction, persounel turnover 
and absenteeism [4]. 
In tbis research only the micro-social indicator satisfaction 
bas been measured. Reasoos for tbis cboice are : 

1. Data about absenteeism were 
accumulation and processing 
too auch time. 

only indirectly available. The 
of this inforaation would demand 
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2. BPAM Cirebon exists only tour years. The expectation is that 
the personnel turnover is limited to a few persons. During tbe 
interviews this is confirmed 

3. Micro-econoaic effectiveness is determined by a lot of 
factors. These factors are only partly influenced by tbe 
social-economic background cbaracteristics and tbe functioning 
of aanageaent. 
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1.2. Data collecting 

The data with respect to tbe social-economic background 
characteristics and tbe functions of management have been 
collected by holding interviews with the entire management 
population of BPAH Cirebon. These interviews have been held in 
the Indonesian language with the assistance of an 
Eoglish-speaking interpreter. In the first instanee these 
interviews have been drawn up in the English language and were 
reviewed with the advisors of IWACO. Afterwards ao employee from 
IWACO translated them into Bahasa Indooesia. This translation bas 
later been cbecked by having the interpreter translate them back 
to English. 
When putting together the questions for the first interview, the 
•general persounel background information• questionnaire of 
Bertholet aod Gaillard bas been used as a basis [5]. A oumber of 
questioos have been omitted from this list because they were 
irrelevant for my study, others have been added because tbey 
could geoerate inforaation which could be of importance to 
IWACO. 
The effectiveoess bas been measured by submitting a satisfaction 
list after the first interview. This list bas been explaioed aod 
reviewed with the manager. Afterwards he/she was asked to hand 
back the list in due time, either to the bead office or to me. 
The first interview and the results from the satisfaction lists 
which bas already been handed in were used to acquire ideas about 
possible problem areas in order to come to a well-directed second 
interview in this way. 
For the first interview it was possible to hold a pre-test 
because the questions were of such a general nature that they 
could be put before any employee. It was oot possible to hold a 
pre-test for the second interview because tbe questions were 
specifically geared to management aod could only be answered by 
them. Since the whole management was to be interviewed, it was 
not possible to find employees who could participate in a 
pre-test. 

At the time of tbe second interview three government officials 
were present in the organization in order to inspeet the 
administration hooks. This is a oormal procedure when a BPAH 
changes into a PDAM. Their presence bas had the following effects 
for my investigation : 

* The director of the BPAH did oot have time for an interview. 
* The administration and teehoical directors only had little 

time. Therefore the interviews with them have been used to 
verify obtained information. 

* The heads of the sections Bookkeeping and Kas were under great 
stress because these government officials raised many questions 
about the administration hooks. Neither of them were able to 
provide answers for all the questions. 
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1.3. Data analysis. 

Tbe collected data have been processed in the following manner 

For eacb block from the aodel a description bas been provided of 
the answers which were given to tbe posed questions. For the 
social-economic background characteristics these have been 
discussed in cbapter 4 the descriptions of the aanagement 
functions have been given in cbapter 5 and lastly, the 
description for tbe effectiveness cbaracteristics cao be found in 
cbapter 6. 
Tbe cbapters 2 
provide general 
Indonesia and on 

and 3 have been written witb the objective to 
inforaation on tbe water supply sector in 
the organization in which tbis study bas been 

carried out. 

After this an attempt bas been aade 
the 33 distinguished variables. 
systematic way, with tbe help 
association aeasure of Kruskal and 
used to do this. This statistica! 
in two parts 

to find relationships between 
This bas been done in a 

of contingency tables. The 
Goodaan (the lambda) bas been 
analysis bas been carried out 

1. The first part bas been subdivided into three steps : 
a. Defining the relationships between the social-economic 

background variables and determining whether clusters can 
be distinguished. 

b. Defining the relationships between the variables which can 
be distinguisbed in the aanagement functions and 
deteraining whether clusters can be distinguished. 

c. Defining tbe relationships between the effectiveness 
variables and determining whether clusters can be 
distinguished. 

2. The second part bas also been subdivided into three steps : 
x. Defining tbe relationships between the social-economic 

background variables and the variables distinguished in the 
aanagement functions and determining whether meso-elusters 
can be distinguished. A aaso-eluster is constituted by 
variables froa botb groups of variables. 

y. Defining the relationships between the social-econoaic 
background variables and the effectiveness variables and 
deteraining whether aeso-clusters can be distinguished. 
Defining the relationships between the variables 
distinguished in the aanageaent functions and the 
effectiveness variables and determining whether 
aeso-clusters can be distinguished. 

z. Defining whetber aacro-clusters cao be distinguished. A 
aacro-cluster is a cluster constituted by variables from 
all three groups of variables. 

Tbe results of this analysis have been reported 
Finally, the aain results and recommendations 
together and put in perspective in chapter 8. 

in chapter 7. 
are brought 
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1.4. Cultural differences between the Netherlands and 
Indonesia and their effect on the functioning of 
industrial organizations 
(Suaaary of the book 
managers and experts 
Hofstede). 

"Cultural problems 
in Indonesia", by 

for Dutch 
Dr. Geert 

Hofstede defines culture as : "the prograaming of the human aind" 
[6] which distinguishes people of one country from those in 
another country. This collective prograaaing consists of a system 
of values, defined as "preferences for one state of aftairs over 
another". Values concern broad, non-specific preferences, for 
exaaple freedom over equality or vice versa. Ditterences in 
values can under certain circuastances lead to ditterences in 
behaviour. 

Hofstede distinguishes four diaensions in 
predominantly differ froa one another. 

1. individualisa versus collectivity 
2. distance of power (greater or shorter) 
3. avoidanee of insecurity 
4. aasculinity versus femininity 

which countries 

Together these four dimensions explain about 50 % [7] of the 
ditterences found between countries. 

ad. 1. 
cultures take the line that every human being 
bis/her own interests and those of bis or her 
wife and children). Collectivist cultures on the 
the line that every human being, by birth and 
occurrences, belongs to one or aore strong 

Individualist ie 
will only defend 
family (husband, 
other hand take 
possible later 
collectivities 
independently. 
its aeabers, 

of which he or she cannot free him/herself 
The collectivity stands up for the interests of 

but asks in return for their permanent loyalty. 

ad. 2. 
Distance of power as a cultural cbaracteristic describes the 
extent to which the less powertul in society accept the 
inequality of power and accept it as natural. Inequality exists 
in all cultures, but the aeasure of inequality which will be 
accepted varies from one culture to another. 

ad. 3. 
Avoidanee of insecurity as a cultural characteristic describes 
the extent to which people within a culture become nervous in 
situations which they experience as unstructured, unclear or 
unpredictable and in which they try to avoid such situations by 
strict codes of behaviour and the belief in absolute truth. 
Cultures with a strong avoidanee of insecurity are active, 
aggressive, eaotional and intolerant; cultures with a weak 
avoidanee of insecurity are aeditative, less aggressive, 
unemotional and relatively tolerant. 
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ad. 4. 
Masculina cultures attack absolute social role ditterences to the 
biologica! ditterences between the sexes. These expect of the man 
an assertiveness which expressas itself in ambition, 
competitiveness, material success and respect for what is big, 
strong and tast. From the women it expects a caring role in 
hebalf of tbe quality of life, children and the weak. 
Feminina cultures on tbe otber band pose a relatively smal! 
ditterences between tbe sexes so tbat especially tbe men do not 
need to be ambitious or competitive, are allowed to put tbe 
quality of life before success and aay have respect for what is 
weak and slow. 

A nuaber of important ditterences between Dutcb and Indonesian 
work organizations will now be explained and interpreted on the 
basis of tbe above-mentioned universa! cultural dimensions. 

INDIVIDUALISM VERSUS COLLECTIVISH [8]. 

Indonesians are strongly collectivistic and the Dutch are 
strongly individualistic. This bas a number of drastic 
consequences for tbe functioning of work organizations in 
Indonesia : 
a. a aoral rather than a business-like tie between employer and 

employee. 
b. obligations of the employers to their family aembers. 
c. in business cantacts the relationship is put before tbe task. 
d. the need for harmony and tbe avoidanee of loss of face. 
e. collectively defined opinions. 
f. collectively defined tasks. 

ad. a. 
The relationship between employee and work organization in a 
collectivist culture is practically equated witb the bond of a 
child witb its (extended) family. Tbis bond is aoral and holds 
mutual obligations proteetion on the part of the work 
organization (regardless of the performance of tbe employee) and 
loyalty on tbe part of the employee. 

ad. b. 
In a collectivist society it is socially unacceptable that a 
memher of tbe (extended) family is rich while other memhers are 
lackiog for something. In fact, within the faaily social 
obligations exist according to capacity. Raises in salary or 
financial eaoluaents only partly benefit tbe employee himself. In 
addition, people will, if it is at all possible, use tbeir work 
relation to help unemployed family memhers get a job, 
irrespective of their capacities. 

ad. c. 
A business relationsbip within a collectivist culture cao only 
develop on the basis of friendship ties. This demands time, which 
to the Dutch seems lost time, but this is oot the case. Such a 
tie will exist tor a lifetime and on the basis of it tast and 
effective business can be conducted in the futura. Investments in 



-9-

personal relationships can also take the shape of paying bribes 
or rendering personal privileges. When a culture puts the 
relationship before the task, a personal gift is a plausible 
•eans to establish a relationship. Another ele•ent plays a part 
in bribes for civil servants. Lower-grade civil servants often 
cannot live on their salaries. 

The "teras" of the bribes are often deter•ined by collective 
"informal" noras and strongly tied to the status of the 
recipient. Only when so•eone abuses bis position to extort bribes 
wbich exceed this collective nor• it is telt as improper. The 
Indonesion need for bar•ony in personal relationsbips does on tbe 
otber hand require that •otters concerning bribes be dealt with 
discreetly ; it is not discussed openly. 

ad. d. 
"Face" is originally a Chinese notion which indicates that 
soaeone stands in the right relation to the collectivity (-ies) 
to which he or she belongs. To avoid loss of face by anyone 
collectivist cultures attach great value to the •aintenance of 
toraal harmony in personal relationships. Matters of a possible 
conflicting nature are not discussed in public but in private. 

ad. e. 
In a collectivist culture it does not always speak well for a 
good character to hold a personal opinion whicb differs from that 
of the environment. In the collectivist culture op1n1ons are 
drawn fro• those present in the environ•ent and there is a model 
for negotiation in which tbe •ajority does not dominate the 
minority, but in which people, in an at•osphere of harmony, 
strive to develop a collective opinion with which everyone can 
identify him8herself. When a collective opinion is established 
in this way it bas a great deal of influence and it represents a 
norm from which even a bigher ranked official will find it hard 
to withdraw. 

ad. f. 
Tbe population of a eertaio neigbbourhood or village can be 
called upon to offer tree labour and aaterials for a specific 
collective provision like the construction of a road, but also 
the collective help to a memher of the community. 

DISTANCE OF POWER. (9) 

Witbin the Indonesian society inequality is valued •ucb •ore 
positively than in the Dutch society. The Indonesian ideal of a 
society is that of a hierarchical order in which high and low 
hold their just position in wbich everyone feels comfortable. The 
Dutch ideal is that of a funda•ental equality of all people and 
to stress as little as possible the practical i•possibilities of 
daily life. For the functioning of work organizations this 
constitutes three i•portant ditterences between the two 
countries. 
1. paternalism in Indonesia versus demoeratic participation in 

the Netherlands 
2. status ditterences as a positive element in Indonesia, as a 

negative element in tbe Netherlands 
3. respect for elders in Indonesia 
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* Paternalis11 

Within the Indonesian faaily greater discrepancies of power exist 
between parents and children as coapared to tbe situation within 
Dutch faailies. The need for har11ony in personal relationsbips 
leads to the demand of absolute obedience of the children. This 
parent-child relationship is the "aodel" for the relationship 
between superiors and subordinates, aaong other things within 
work organizations. The Indonesian aanager is expected to hebave 
like a good father but at the saae tiae expected to hebave like a 
child toward bis own superiors. The combination of hierarchy and 
collectivism often leads to the eaergence of special ties of 
autual loyalty between certain bigher-placed person and a certain 
lower-placed person. 

* Status ditterences as a positive element 

In Indonesia superiors as well as subordinates expect tbat power 
ditterences will be translated to visible status differences. In 
Indonesia it does no harm to exaggerate a person's status 
sollewbat and it is socially acceptable to let oneself be credited 
with a somewhat bigher status than one is actually entitled to. 
Further11ore in the Netherlands status is derived from what one 
bas acbieved, and in Indonesia fro11 who one is. 

* Respect for elders. 

The importance of paternal and maternal authority, which 
continoes to exist a lifeti11e, leads to a respect for elders. In 
Indonesia older people are sooner listened to than young people, 
and in order to get things done the support of elders is 
indispensable. 

AVOIDANCE OF INSECURITY [10]. 

Concerning this diaeosion the Netherlands and Indonesia are very 
auch alike, which bas the following consequences for the 
functioning of the work organizations 

* in both countries there is a fairly high level of toleranee for 
dissenting ideas and deviant bebaviour. 

* in both countries people are used to solving unclear situations 
by negotiations 

* in both countries people are relatively unemotional and oot 
used to show feelings 

* in both countries people are prepared to accept that several 
trutbs cao exist next to one another 

Yet tbere are eertaio differences between tbe Netherlands and 
Indonesia with regard to : 
- the notion of time 

forms of ritual behaviour in the organization 
- the necessity of teehoical precision 
- tbe tendency to think abead 
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* Tbe notion of time 

Clock-time and punctuality are of greater iaportaoce in tbe 
Netberlands. In Indonesia tbe measure of punctuality depeods on 
tbe social relationsbip (ooe is punctual witb a bigber-placed 
person) aod time is viewed as a cyclical occurreoce and less as a 
rectilineal occurrence. Because of tbis ooe is in less of a 
hurry. In addition, tbe Indooesian feels subject to mystical 
forces. Important decisions have to be made on favourable days, 
on eertaio days oo business is cooducted or appointmeots are 
suddenly rescbeduled because tbe day is considered unfavourable. 

* Ritual bebaviour within tbe organizatioos. 

Ritual bebaviour refers to actions wbicb according to tradition 
are compelled to be executed, and of wbicb it is assumed tbat 
tbey guarantee tbe rigbt course of things, give tbe people a 
sense of security and wbicb support social relatioosbips, but of 
wbicb tbe relatioo to tbe set goal depeods on tbe collectiva 
belief of tbe participaots. Tbe Netherlands bas social rituals, 
like meeting aod drinking coffee; rituals wbich banish 
insecurity, like writing memos, aakiog computer-surveys, drawing 
up tbree-year prograames; and initiation rituals, like management 
courses. Tbe value of tbis lies less in tbeir teehoical 
effectiveness tban in tbe way in wbicb tbey are experieoced by 
tbe participaots in their surroundings. 
Indonesian work organizations know otber rituals. Social rituals 
for example are collectivity-affirmative (slogans) and 
status-affirmative (ceremonial). Tbe very custoaary bargaining in 
negotiations is also a social ritual. 

* Teehoical precision 

One bundred aod fifty years of Industrial Revolution in tbe 
Netherlands bas resulted in a tradition of teehoical scbooliog in 
precision wberever necessary. Tbis tradition is lacking in 
Indonesia. In addition tbe contempt for working with ooe's bands 
prevails aaoog tbe bigher educated in Indonesia. It is a sign of 
status not to have to work with your bands. 

* The tendency to work abead 

Thinking abead aeets with very strong cultural resistaoce in 
lndonesia. For example, preventive aaintenance does oot suit the 
Indonesiaos very well: repairs are made only after sometbing bas 
broken. lt bas been posited tbat the tiae-perspective of tbe 
Indonesian aanager is oot longer tbao six aootbs [11] ; compared 
to tbis, Dutch aaoageaent is clearly aore future-oriented. 
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KASCULINITY VERSUS FEMININITY [12]. 

In the Netherlands as well as in Indonesia there is in general 
little social appreciation for assertiveness, for strong aabition 
and coapetition. While in the individualistic Netherlands the 
aabitious ainority does get chances, in the collectivist 
Indonesia the person who excels is sooner pull back. But whoever 
is successful is supposed to let aany others share in it. 
The strong feaininity of the Dutch culture aanifests itself in 
the need to help and in the syapathy for the weak and for s•all 
scale activity these are less present in Indonesia. 

The above-aentioned ditterences in the functioning of Indonesian 
and Dutch work-organizations set limits to the transferability of 
Dutch aanageaent aethods to Indonesia. 
The Dutch aethods break down on the following points [13] : 
* personnel selection bas to take into account the ethnic and 

faaily factors. 
* reward according to perforaance alone is seldoa possible 
* direct perforaance-reward is a delicate matter 
* firing is culturally undesirable 
* •anage•ent developaent •ethods have to avoid confrontation 
* interaediaries play an iaportant part 
* models of participatory leadership are out of place 
* status-ditterences are desirable 
* formality and control of emotions are absolutely necessary 
* punctuality and technica! precision demand a long learning-process 
* sympathy for the weak cannot be depended on beforehand 
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CHAPTER 2 RATIOHAL FRAME WORK OF THE IHDOHESIAH WATER SUPPLY 

2.1. Tanah air kita ("our land and water") 

Tanah Air Kita is the Indonesian equivalent for fatherland and 
it stands for " our land and water ". This gives an indication 
of how iabued the Indonesians are with the fact that they 
inhabit the world's largest archipelago. In all, the Republic of 
Indonesia comprises 13,667 islands and islets, of which all the 
same only 6,000 are inhabited and carry a name. The islands of 
this archipelago can be grouped together in the Large Sunda 
Islands (Sumatra, Java, Kalimantan and Sulawesi), the Small Sunda 
Islands (from Bali to Timor), the Haluku and Irian Jaya. 
Indonesia bas a surface area of more than 2 million km.2, to 
which must be added another 3.1 million km.2 for the sea-surface. 
According to the first census of 1920, 35 miltion inhabitants 
lived on Java and 49 aillion inhabitants in tbe whole of 
Indonesia. Since then the population on Java bas tripled and the 
total Indonesian population bas risen even taster. The unequal 
distribution of the population is very striking. Over 100 million 
people live clustered together on the islands of Java, Hadura and 
Bali. The reaa1n1ng 70 aillion live spread over the other 
islands. At this moment the Indonesian population is growing at a 
2.2% rate per annum [1]. The growth percentage is declining. The 
way it looks now, the Indonesian population will only stabilize 
in the year 2060 on 325 million souls [2]. 

2.2. The adainistrative rule of Indonesia 

The administrative structure includes 27 provinces, which are 
subdivided into 247 districts {Kabupatens). The districts are 
ruled by a Bupati. These districts are forther divided into 
about 3,350 sub-districts {Kecaaatans). Each of the districts 
and sub-districts bas an administrative center located in one of 
the cities or towns often hearing the same naae. The 
adainistrative capita! of a sub-district is called Ibu Kota 
Kecaaatan. Below the sub-districts the administrative units are 
further subdivided into villages (desas). The heads of the 
Kecaaatans and the desas {Lurah) have the status of official. 
The Lurah is chosen by the villagers and after that appointed to 
official rank by the Bupati. Eacb desa is semi-autonoaous and bas 
a village council in which every aen is represented. The 
Kecamatan on the other hand bas no parliament, it is only for 
adainistrative rule. 
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2.3. The organization structure of the water supply sector. 

In this paragraph tigure 2.1. will be explained. At the same time 
it aims to place tbe BPAM in its national context. 

Formally, the responsibility for water supply is vested in the 
local government organizations. Bowever, because of their lack of 
funds and staff the total actual preparation and iapleaentation 
of projects is executed by Central Governaent departments 
including tbe funding of investaents. Three ainistries of tbe 
Central Governaent are involved intbewater supply sector [3]: 

1. Hinistry of Public Works 
Which is responsible for the development 
water supply systems. 

2. Hinistry of Public Bealth 

of new piped 

Wbicb takes care of the rural drinking water supply, as long 
as this is oot based on piped systems, but on dug wells and 
hand pumps. This kind of supply is extremely important for 
large parts of the rural population. 

3. Ministry of Home Aftairs 
Which operates existing water supply schemes through the 
local government and tbe local government enterprises. 

Other Central Government agencies with a role in this sector are: 

The National Development Planning Agency whicb carries out tbe 
overall plannin2 and programming. It allocates funds for water 
supply and sanitation projects through the Gaveroment's annual 
Development budget. Tbe Hinistry of Finance cbannels funds trom 
local and foreign sourees to tbe executing agencies and 
establishes tbe terms under which funds are provided. 

Cipta Karya is a Directorate General under Buman Settlements. At 
present it is composed of 6 Directorates, amongst which the 
Directorate for Water Supply (DWS). This Directorate is 
subdivided into five oparating sub-directorates [4] : 

a. design 
b. construction West-Indonesia 
c. construction East-Indonesia 
d. procurement 
e. regulations, information, administration and finance. 

DWS is oot only responsible for the teehoical development and 
construction of water supply systems but also for the 
development and monitoring of new water supply companies (BPAH), 
which manage the constructed systems. 

The drinking water supply systems fall under responsibility of 
the district water enterprises (BPAM and PDAM). 
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BPAM enterprises still are under direct responsibility of the 
regionat project offices of Cipta Karya (for West Java : PPSAB), 
until the revenues trom water sales cao cover the operational 
costs. When this is reached, the coapanies will be transferred 
to the district authorities. A BPAM will be changed into a PDAM 
and there will be no more subsidies from Cipta Karya. For support 
the PDAM will have to compete with public enterprises in other 
sectors. If the PDAM aakes a profit it will have to pay taxes and 
it is oot eertaio whether these funds will be reinvested in the 
water supply sector. Tbe final responsibility for the PDAM lies 
with the Supervisory Board coapr1S1ng representatives of the 
local governaent, headed by tbe Bupati or the head of the 
Kotamadya (Walikota). The Supervisory Board appoints a aanaging 
director who, witb tbe assistance of the finance and 
administration director and the teehoical director, is 
responsible for iapleaentation board policy on hebalf tbe local 
government. PDAM is ensured by tbe Supervisory Board. 

BPAM (Badan Pengelola Air Minua) 
This is a water enterprise with tbe following organizational 
structure : a aanagement unit with a transitional status under 
tbe responsibility of tbe Directorate General for Human 
Settlements within tbe Hinistry of Public Works. These 
enterprises are established to operate and manage newly built 
water supply systems and pave the way for the transition to PDAM 
[5]. 

PDAM (Perusabaan Daerah Air Minua) 
This is a semi-autonoaous public water enterprise under tbe 
responsibility of tbe local government of the district. It is 
the policy of the Indonesian Government that in the near future 
all the districts have a PDAM [5]. 

Each PDAH and BPAH consists of several production units. In tbe 
Indonesian framework 3 kinds of production units can be 
distinguished, BNA systems, IKK systeas and piped rural water 
supply systems [5]. 

a. Basic Needs Approach systems (BNA). 

In Indonesia guidelines for design of water supply systems tor 
so called •saall Towns" (population between 20,000 and 100,000 
inhabitants) have been developed. These guidelines are known 
as BNA : 

* connections are provided with a water aeter, to determine 
the water consuaption, and a tap. 
(House conneetion (HC) 90 litre per capita per day 
(lpcd) ; Public Tap (PT) : 30 lpcd ) 

* in the system water is stored in water towers or ground 
reservoirs. 

* 24 hours operation per day. 
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* the distribution systems are designed for peak flow 
condition. This peak flow is calculated as follows : 
Qp = Qa x 2 
with 
Qp = peak hourly demand in the maximum day 
Qa = average hourly demand on the average day 
(see appendix 1.} 

b. Ibu Kota Kecamatan (IKK} systems. 

These systems are applied to provide villages with 3,000 -
20,000 inhabitants with piped water supply systems. Because of 
the high number of coamunities involved the programme called 
for a standardized and sufficient approach with respect to : 
- the village selection 
- the surveys and designs 

the construction and its supervision 
- the community involvement 
- the starting up of the systems 
- and their transfer to local oparating systems. 
In order to reduce costs of design and construction simplified 
designs have been introduced 

* 24 hours of operation 

* houses are provided with a constant flow through pressure 
independent flow restrictors, thus no water meters are used. 
(BC : 60 lpcd ; PT : 30 lpcd} 

* water is stored in each house in a water basin 

* no central storage is provided in the water supply system 

* standardized designs and methods of construction have been 
devised 

Although the IKK system is based on an oparation 
hours, the local PDAH/BPAHs reduced the oparation 
reducing the oparation time to 12 - 16 hours. 

time of 24 
costs by 

c. Piped Rural Water Supply Systems 

This approach is applied for villages 
inhabitants. It is the responsibility 
Bealth. A possible classification of 
facilities is the following 
1. 

with less than 3,000 
of the Hinistry of 
rural water supply 

Facilities consisting of in general only one public water 
distribution point, with a coverage of up to 100 people and no 
piping ( dug wells, bored wells and raiowater collectors}. 
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2. 
Facilities consisting of more than one public ~ater 
distribution point, ~ith a coverage of up to 1,000 people, a 
small distribution net~ork covering only part of a village and 
in general no mecbanical pumping (spring protection, artesian 
~ells, slo~ sand filters}. 
3. 
Facilities consisting of both public ~ater distribution points 
and private connections ~ith a coverage of up to 3,000 people, 
a distribution net~ork covering a ~hole village and in many 
cases •echanical pumping ( rural piped systems }. 
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2.4. Tbe Indonesian policy for tbe drinking water sector 
a short bistorical review 

Tbe first Five-Year nevelopaent Plan (REPELITA I, 1969/1970-
1973/1974) [6) 

At tbe beginning of REPELITA I, tbe then existing urban, 
se•i-urban and rural water supply systems were, witb few 
exceptions, in deteriorated condition. The objectives set for 
the REPELITA I planning period were geared towards, improving 
and rebabilitating the existing systems, wbile setting targets 
for capacity extension in aetropolitan areas. Altogather 54 towns 
and cities were included in tbe REPELITA I programme which 
focused on production increase rather than increase of 
distribution. This emphasis on production was caused by tbe fact 
tbat local authorities were responsible for distribution systems. 

Tbe second Five-Year nevelopaent Plan (REPELITA II, 1973/1974 -
1978/1979 [7) 

Tbe emphasis of REPELITA II, water supply programme was again on 
production increases while assistance was also given by tbe 
Central Government witb the establishment of distribution 
networks. The targets of the programme were again mainly 
directed towards the urban population in tbe aetropolitan areas 
and the cities. 
Furthermore, a new development was started witb the establishment 
of semi-autonomous Regionat Water Enterprises (PDAMs) in a 
attempt to separate the waterworks from other local government 
agencies. During REPELITA II, tbe establishment of these 
enterprises was, bowever, limited to some aajor towns and cities, 
while the water supply systems in other towns remained under the 
direct responsibility of the existing local government 
authorities. 

Tbe Tbird Five-Year nevelopaent Plan (REPELITA III, 1978/1979 -
1983/1984) [8] 

Tbe low percentage of tbe urban and semi-urban population served 
by piped water systeas in 1978, at tbe end of the first two 
Five-Year nevelopaent Plans necessitated a fundamental 
reforaulation of tbe policy direction for water supply. 
Tberefore, during REPELITA III tbe Government embarked on a 
strategy that focused on a "Basic Needs Approach" for water 
supply. The policy indicated for tbe first tiae specific target 
groups at whicb Governaent investment should be aimed such as 
smalt towns and medium cities as well as the poorer areas of tbe 
big cities and aetropolitan areas. 
It also recognized tbat because of tbe limited Central Government 
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funds the service level of water supply systems had to be 
relatively low, in order to attain the maximum possible coverage 
of the urban and semi-urban population. The two main objectives 
for REPELITA III were to meet a target of an average residential 
consumption of 60 lpcd, covering 60 % of tbe total urban and 
semi-urban population in 1985. 
During a mid-term review of REPELITA III the Government decided 
to incorporate a prograame to speed up the provision of water 
supply by piped systeas to 3,350 Ibu Kota Kecamatans. This "IKK 
Water Supply Progra .. e" aiaed at providing piped water supplies 
toabout 1,700 IKKs for this REPELITA. 

The Fourth Five-Year Develop•ent Plan (REPELITA IV, 1984/1985 -
1988/1989} [9] 

Tbe water supply policy of REPELITA IV does not basically differ 
froa the previous Five-Year Development Plans. It sets targets in 
teras of coverage of population and standards of service. For the 
urban population the target is 75 % coverage and for the rural 
population the target is 60 % at the end of REPELITA IV. The 
standards of service levels for urban and seai-urban water 
supplies are as follows 

1. All towns above 20,000 population are to be served with a BNA 
system with a domestic supply of 90 lpcd for a HC and 30 lpcd 
for a PT. 

2. Each lbu Kota Kecamat&n with 
20,000 are to be served with a 
a HC and 30 lpcd for a PT. 

a population between 3,000 and 
doaestic supply of 60 lpcd for 

The BNA system is designed to work on a •etered 
IKK system bas a different approach as it 
restrictors. The co•pletion of the REPELITA 
semi-urban water supply programme will require a 
Rp. 1,215 billion in 1984 prices. The budget 
allocated through the following four sourees : 

- annual central Govern•ent budget 
- foreign aid 
- central Govern•ent equity fund 
- loans to the local water authorities. 

basis, while the 
introduces flow 

IV urban and 
budget of about 
will have to be 

Unfortunately, infor•ation about the budget per souree was not 
available. 
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2.5. Degree of realization of the targets of the plans 

Coverage figures should be considered with caution, since it is 
oot always clear on which data they are based. lt is generally 
accepted that at the end of REPELITA lil production capacity for 
piped systems installed in urban areas, excluding IKKs was 
sufficient to cover about 60 % [10] of the urban population with 
at least an average BNA supply level of 60 lpcd. However, the 
actual conneetion of consumers to water supply systems, either 
through HC or PT, bas been lagging far bebind. The conneetion 
percentage is only 35-40% in tbe supply areas [10]. Tbe reasans 
tor tbis delay in construction of distribution systems are 
various. Partly they derive from tbe policy that it is the 
responsibility of the Local Gavernaent or tbe local water 
autborities to execute and finance extensions of systems. They 
are unable to do tbat (except possibly in aedium and big cities) 
because of serious difficulties in even financing operation and 
maintenance casts. A second issue is the management and aanpower 
requirements for existing and newly developed systems. Especially 
the massive IKK programme bas given another dimeosion to the 
number of systems to be managed, operated and maintained by 
PDAMs. The IKK programme embarked upon during tbe REPELITA III 
bas as yet only resulted in a few completed systems operating 
according to design standards. At tbe end of REPELITA III in 1984 
only between 300 and 400 systems (approximately 23 % of tbe 
target) were in some stage of completion although many others 
were under preparation. 

In 1984 at the end of REPELITA lil, it was assumed tbat tbe 
coverage of tbe rural population with respect to safe rural water 
supply was about 32% [11]. Exact figures are difficult to 
establish botb because of lack of data on operable facilities and 
because of difficulties in assessing tbe number of people using a 
eertaio facility. Coverage of rural population by reliable water 
supply is officially calculated by assuming that the facility 
serves a pre-determined number of people, irrespective of actual 
local conditions witb respect to the number of people living 
around tbe facility, yield of the source, operability of the 
souree works and actual use of tbe souree by the population. 

According to IWACO-Bandung, wbich bases its' apinion on data 
trom PPSAB, these coverage percentages are too high. Tbey 
estiaate tbat in West Java about 25 % of tbe urban population is 
covered witb piped water supply, and tbat the coverage witb piped 
water of the total population is about 5 - 10 %. IWACO is also 
not eertaio that tbe development of the water supply sector can 
keep up with the population growtb rate, especially in tbe urban 
sector. 
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2.6. Hain proble•s 

There are three aain problems tor the sector as follows [12) 

1. Manpower 

Lack of trained staff is a serious handicap at national, 
provincial and district levels. In general there is a 
shortage of professional and semi-professional staff tor 
project planning, design, superv1s1on and •anage•ent of water 
treatment plants and pumping stations. The shortage is partly 
due to a general lack of educational and training facilities 
and a low level of education and partly to the low salaries 
prevalent in govern•ent service. 

2. Institutional 

Another problem brought about by the size of the country and 
related to personnet is the organization of services 
nationally and locally to establish effective utilization of 
manpower. Distribution of responsibilities is not always 
clear. Overlapping responsibilities have caused delays in 
preparing medium and long term plans and projects. Further 
institutional changes are taking place in line with the 
Government's policy to transfer developmental and supervisory 
functions from the Central Government to provincial and 
district levels. 

3. Funds 

To say that the main bottleneck is financing would be too 
short-sighted. A bigger problem lies in the insufficient 
increase of revenues through commercialization of operation. 
Five sourees of funds for the water supply exist : 
- National or local government budget; 
- foreign assistance; 
- the commercial sector of lenders inside Indonesia; 
- subsidies trom one sector or sub-sectors to another (e.g. 

trom urban and semi-urban water systems to rural); 
- the beneficiaries. This one is the most important. 
The gradation regarding the importance of the other tour is 
unknown to me. 

Adequate rates should be set to generate sufficient revenues 
to cover operation, •aintenance, and depreciation of fixed 
assets to eosure that PDAMs are financially viable and able to 
generate working and minor capital. 
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Illustration of the three main problems. 

The roll of small contractors in the implementation of projects 
was enhanced in 1980 by a Presidential Decree. It required that 
projects with a value of less than RP 200 million should be 
tendered to small contractors established in the district. 
Experience bas shown that this participation of small contractors 
in tbe execution of water supply projects is not without 
problems. Tbe shortcomings encountered are : 

1. 
At present the sequence of 
the flow of the water. That 
built before production 
distribution pipes. 

2. 

construction does not always follow 
means that sometimes reservoirs are 
units, house connections before 

A large number of contractors (more than 5 or 6) may work on the 
construction over a period of more than one budget year, leading 
to a long implementation period over various budget years. This 
results in an illogical construction sequence (see 1.), problems 
with the quality control of the work and coordination problems. 

3. 
The price the contractor receives for bis work is often too low. 
This means that for this amount tbe contractor simply can not 
build a good quality water supply system without making losses 
(funding problem). 

4. 
Intensive supervision by PPSAB is difficult because of the 
following reasons : 
- a. 
Supervision responsibility lies with PPSAB. The contractor signs 
a contract with PPSAB and gets payment trom PPSAB. The 
consultant advising on supervision bas insufficient influence on 
the contracting and payment procedure. 
- b. 
Late supply of materials often stretch the planned implementation 
period. The cause of these late deliveries is that there is only 
aoney available for the present financial period. This means no 
purebases can be aade before the next financial period 
(institutional problem). 
- c. 
lack of facilities and time for quality control of materials. 
- d. 
Several different contractors and out-of-schedule implementation 
aake it difficult to determine who is responsible for low 
quality. 

This may result in badly constructed systems. 
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CHAPTER 3. BPAM CIREBON. 

3.1. Introduction. 

The Kabupaten Cirebon is situated along the northern coast of the 
province West Java (see tigure 3.1.). It is divided into 21 
Kecaaatans covering nearly 300 desas with a population of about 
1.5 aillion (=end 1986). Fora large part the land is used for 
sawahs and soae sugar cane fields. The rest is occupied by the 
villages, the adjoining gardens and fruit orchards. The desas are 
aainly concentrated along the aain roads, the river banks and the 
irrigation channels. 

3.2. Bistorical background. 

3.2.1. Existing systeas. 

At present the BPAM Cirebon serves 8 out of its 21 Kecaaatans 
with clean water. To supply the water a public enterprise at 
Kabupaten level (BPAH) was established in August 1984 and started 
to be operational in October 1985. At the aoment the BPAM 
Cirebon consists of 6 production and 8 distribution units. 

These units cao be divided into 5 relatively small production 
units with an average capacity of 5 1/s and one bigger production 
unit (capacity of 100 1/s) called the Cirebon Saall Comaunities 
Systea. The five smaller units consist of a production unit and a 
distribution unit each. The Cirebon Saall Coamunities System 
consists of one production unit (run by the aain office) and 
three distribution units (run by the unit staff). 
In table 3.1. key data on the existing systeas are presented. 

3.2.2. The BNA systeas. 

Three of the BNA systeas (Arjawinangun, Gegesik and Kapetakan) 
were started as the "Cirebon Saall co .. unities Project". This 
project was initiated by the Indonesian Ministry of Health in 
1976. Arjawinangun, Gegesik and Kapetakan were indicated to be 
in very urgent need for iaproved water supply. For exaaple, the 
indigence rate of cholera and (para) typhoid fever were about 5 
times higher than the provincial average and the average capital 
incoae about 2 tiaes lower. Due to a lack of fresh ground- and 
surface water in this low lying, densely populated coastal area, 
it was proposed to realize a regional gravity-fed piped water 
systea. This systea will interlink 58 desas in the three 
aentioned Kecaaatans having a total population of 230,000 
inhabitants (=1985). The system coaprises a 20 ka. aain 



Table 3.1. 

SYSTEM 

BNA-SYSTEM 

Saall Coam. 
*Arjawinangun 
*Gegesik 
*Kapetakan 
Beber 
Suaber 

IKK-SYSTEM 

Ciledug 
KarangSe•bung 
Waled 
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BPAH Cirebon existing systeas 

TYPE 

Spring 
Spring 
Spring 
Spring 
Tapping 

Deepwe11 
Deepwe11 
Deepwe11 

INSTALLED 
CAPACITY 

37 1/s 
23 1/s 
40 1/s 

5 1/s 
5 1/s 

5 1/s 
5 1/s 
5 1/s 

START 
OPERA TI ON 

10-85 
10-86 

1-86 
10-85 
10-85 

10-85 
3-86 

10-85 

OPERA TI ON 
BOURS 

24 h/d 
24 h/d 
24 h/d 
24 h/d 
24 h/d 

12 h/d 
12 h/d 
16 h/d 

trans•ission froa the Bojong Spring towards the supp1y area from 
where the distribution system conveys the water towards the 
various desas (see figure 3.2.) The total population finally is 
served through public taps and house connections. The 
construction started in 1982. 
This project is divided into two phases 

a.) Phase 1. 
Objective is to complete the iaplementation up to 100 litre per 
second (1/s) within two consecutive years with a BNA approach. 
This will supply around a 120,000 people living in 31 villages 
within Arjawinangun, Gegesik and Kapetakan (see appendix 2.). 
PPSAB West Java is responsible for coapleting the 
implementation of phase 1 .. 

b.) Phase 2. 
This phase will provide the reaaining peop1e (=110,000) in the 
supply area. 

After the finalization of the first phase, funds should be 
generated fro• the syste• under operation while the water 
enterprise should be able to find ways of financing the envisaged 
extensions up to a service coverage of 90 %. 

3.2.3. The IKK systeas. 

In October 1985 BPAM Cirebon started out with 4 IKK systems 
(Beber, Ciledug, Suaber and Waled). In March 1985 Karang Seabung 
was added to these. Two of them (Beber and Suaber) have been 
changed into BNA systeas. (see also chapter 2.3. : The third Five 
Year nevelopaent Plan). 
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3.3. Actual stage of the develop•ent of the enterprise. 

3.3.1. The a•ount of house connections and public taps. 

In June of 1988 BPAH Cirebon disposed of 7,473 installed 
connections, of which 6,960 were active. These connections were 
spread over the BC, the PT and the different units as follows : 

Table 3.2. Distribution of the connections over the BC, PT 
and the units. 

BNA SYSTEHS 

Arjawinangun 
Gegesik 
Kapetakan 
Beber 
Stu~ber 

BC PT People 
------------- ------------- (*) 
instal active instal active served 

2267 2258 53 38 16,580 
1301 1301 10 10 8,960 
2014 1627 48 41 12,630 

371 351 8 7 2,630 
606 606 6 3 4,090 

Coverage 
(**) 

35.6% 
31.2% 
19.2% 

6.6% 
36.0% 

-----------------------------------------------------------------
IKK-SYSTEHS 

Ciledug 
Karang Seabung 
Waled 

TOT AL 

192 
325 
267 

7343 

192 
304 
208 

6847 

2 

3 

130 

1 

3 

103 

* 6.5 persons per BC and 50 persons per PT 
** coverage of the supply area 

1,300 
1,980 
1,500 

49,670 

10.2% 
13.8% 
17.0% 

With the a•ount of 6,847 house connections and 
approxi•ately 49,670 people are served of 
population which represents nearly 3.3 % . 

103 pubtic taps 
the Kabopaten 

In the Kotaaadya Cirebon also clean water is produced. There the 
PDAH Cirebon is the pubtic enterprise in charge of production and 
distribut ion. 

3.3.2. Arrange•ents concerning the public taps. 

The BPAH Cirebon bas the following arrangeaents concerning the 
aanageaent of the public taps. Aaong the participants of a pubtic 
tap one person is appointed to be responsible and in charge of 
the tap. Generally the PT is located on the land of the 
responsible operator or on co .. unal land, in order to prevent any 
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probleas concerning landownership. It is the task of the operator 
to aanage the tap and to open it to the pubtic on times when it 
is convenient for all people involved. For fetcbing their water 
people pay hia and after eacb aonth the water use is registrated 
by aeans of a water aeter and a bill is issued to the operator. 

It is the task of tbe operator to balance bis aonthly iocome with 
the bill. Possible ditterences he bas to pay hiaself. As a kind 
of salary he receives 15 % of the total aaount eacb aontb. 
People are fetching the water by aeans of buckets. Tbe coamon 
type of bucket used contains 20 litres, which aeans tbat eacb 
bucket aigbt be tilled up to 16 litres. 

3.3.3. Organizational structure and staff. 

Tbe organizational structure of BPAM Cirebon is developed 
according to the standard set by tbe Indonesian Government. For 
this structure see figure 3.3 .. 
The BPAH Cirebon in August 1988 eaployed 100 people divided over 
the branches and sections as sbown in table 3.3 .. 

3.4. Teehoical inforaation. 

In tbis paragraph the expressions spring water, aerator and 
transport and distribution are explained. Hore teehoical 
inforaation about water supply aspectsis given in appendix 3 .. 

SPRING WATER 

Spring water at a higher level than the supply area is without 
any doubt the best souree for doaestic supplies. Ground water 
bas the disadvantage that it is invisible and therefore unknown. 
For its recovery aore or less elaborate works are necessary. 
These drawbacks , however, do not hold true for ground water 
that returns to the surface in the fora of springs and can 
directly be recognized and evaluated. To aaintain the hygienic 
purity of spring water , it aust be recovered in such a way that 
any possibility of poltution is avoided. 
Spring water is the cheapest solution for water supply as it can 
be carried to the consuaption area by a piped gravity systea. 

AERATOR 

The quality of doaestic water bas to satisfy two requireaents. It 
aust be safe and it ought to be attractive to use. Both aspects 
aay be realized by the judicious selection of the souree or by 
purification after recovery. Due to lack of aoney and skills, 
treatment is always a difficult proposition. Spring water is safe 
with respect to hygiene. But when it is anaerobic, it aay contain 
too high aaounts of iron and aanganese. Removal is easy by 
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Table 3.3. Staffing 

Main office 

* BOARD 

* SECTIONS 
1. Adainistrative 

billing 
bookkeeping 
consuaer rel. 
gen. ad11in. 
kas 

2. Teehoical 
aaintenance 
operation 
planning 

subtot al 

BRANCHES 
S11all Coamunities 
* Arjawinangun 
* Gegesik 
* Kapetakan 
Beber 
Suaber 

subtot al 

Ciledug 
Karang Seabung 
Waled 

subtot al 

TOT AL 
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Manager Financial 
staff 

3 

1 
1 
1 
1 
1 

1 
1 
1 

11 

5 

1 
1 
1 
1 
1 

1 
1 
1 

3 

19 

3 
3 

6 
1 

13 

30 

8 
5 
7 
4 
6 

1 
1 
1 

3 

46 

Teehoical 
staff 

20 

2 
5 
2 

9 

5 
4 
6 
2 
3 

2 
2 
2 

6 

35 

Tot al 

4 
4 
1 
7 
2 

3 
6 
3 

33 

14 
10 
14 

7 
10 

55 

4 
4 
4 

12 

100 
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aeration. 
Aeration is the process whereby water is brought into inti•ate 
contact with air for the purpose of raising the oxygen content, 
lowering the carbon dioxide content and removing obnoxious gases 
such as •ethane and hydragen sulfide. 
Aeration •ay be acco•plished in aany ways co .. only classified in 
three broad groups : 
1. water fall aerators (see tigure 3.4.) 
2. bubble aerators 
3. •echanical aerators 
The aerator used by BPAH Cirebon co•es under group 1 .. 

TRANSPORT AND DISTRIBUTION 

Springs only occur locally and the water fro• this souree needs 
to he transported to the area of consuaption. When the spring is 
at a higher elevation than the supply area, gravity flow can be 
used. If the souree is at a lower alevation puaping is required. 
When transportation by gravity is not possible and puaping •ust 
be used the costs of construction rise, while operation and 
•aintenance require skilled labour. 

Water is distributed through pipes which end in connections by 
custoaers. These connections can be divided into two •ain groups; 
do•estic and non-do•estic connections. 

1. Doaestic connections 

This kind of connections can be 
connections and public taps. 

a. House Connections 

subdivided into house 

A house conneetion is a tapping point(s} for one household. 
lt can be provided with a water •eter, in which case the 
household is charged for the real water consuaption, or a 
flow restrictor. This is a pressure sustaining device 
necessary in constant flow distribution syste•s. The 
consuaer pays a fixed •onthly water bill (see figure. 3.5.} 

b. Public Taps. 
A public tap is a central tapping point used by a group of 
households. lt also can be provided with a water •eter or a 
flow restrictor (see tigure 3.6.}. 

2. Non-Do•estic Connections 

These kind of connections can be divided into five •ajor 
groups ( see table. 3.4.) : 
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EXPLANATION 

I. Distrlbutlon plpe 

2. Clamp saddle 

3. Screw socket 

4. Servlee plpe 

!5. Proteetion box of the flowrestrlctor 

6. Flowrestrlctor 

7. Valve 

8. Mandl reservoir 

SOURCE= d 
HOUSE CONNEeTION WITH FLOWRESTRICTOR 

FIGURE' 3.5 



EXPLANATION 

I. Distribution pipe 

2. Clamp aadclle 

3. Screw aocket 

4. Servlee plpe 

S· Frowrestrlctor wtth proteetton box 

& Reservoir 

7: Manhole 

8. Float valve 

9. Over flow plpe 

10. Valve 

SOURCE e 
PUBLIC TAP WITH FLOWRESTRICTOR 

FIGURE 3.6 



Table 3.4. 

Major group 

1. SOCIAL 

2. DOHESTIC 

3. TRADE 

4. INDUSTRY 

5. SPECIAL 
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Division of non-do•estic connections 

Subdivision 

A. GENERAL 
-Public Tap 
-Public Bathing Rooa 
-Public Toilet 

A. BOUSEHOLDS 

A. SHALL 
-Pub 
-Shops 
-Restaurants 
-Boarding Houses 
-Enterprise Offices 
-Private Hospitals 

A. SHALL 
-Ho•e Industry 
-Bandcraft 

-Sea Harbours 
-River Harbours 

B. SPECIAL 
-Bealth Centre 
-Govern•ental Clinics 
-Govern. Bospitals 
-Religious Sites 

B. GOVERN. INSTITUTES 
-Governaental Public 
-Govern. Institutes 
-Swi-ing Pools 

B. LARGE 
-Botels, Restaurants 
-Workshops (service) 
-Recreation Centres 

B. LARGE 
-Beverage Factories 
-lee Factories 
-Fish Industry 

BPAH bas only group 1, group 2, group JA and group 4A. 



Notes Cbapter 3. 

a. 
IWACO 
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Cirebon S•all Comaunities Water Supply Project West-Java 
January 1988 ; page 78 

b. 

c. 
IRC 
•s•all Co .. unity Water Supplies Technology for S•all Water 
Supply Syste•s in Developing Countries" 
February 1986 ; page 202 

d. 
Hanual IKK Le•ah Abang 
Hay 1988 ; page 81 

e. 
Hanual IKK Le•ah Abang 
Hay 1988 ; page 82 
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CHAPTER 4. DESCRIPTIVE AHALYSIS OF THE SOCIAL-ECONOMIC 
BACKGROUND CHARACTERISTICS OF MANAGEMENT. 

In this chapter a description will be given of the 
social-econoaic background characteristics of the aanagers. This 
description bas sprung froa the answers which have been given to 
a nuaber of tbe questioos asked in tbe first interview (refer to 
appendix 4.). These aoswers have insoaecases been supplemeoted 
with background inforaation in order to facilitate tbe 
interpretation. The interview bas been carried out witb 19 people 
in the period between May 4th aod May 30th, 1988. These oioeteen 
people aake up tbe entire aanageaeot team of tbe BPAM. The term 
"aanager" bere aeaos, soaeooe who bas a eertaio aeasure of 
decisioo-aakiog autbority. Tbe aanagers bold the following 
fuoctions ioside the BPAM (see tigure 3.3.). 

* board-aeaber ( 2 a en aod 1 woaan ) 
* bead of a branch ( 5 a en ) 
* head of a teehoical section ( 3 a en ) 
* bead of an adainistrative section ( 3 a en and 2 women) 
* head of an IKK ( 3 aen). 

In chapter 5 a description of tbe aanageaent functions is given, 
followed in cbapter 6 by a descriptioo of tbe effectiveoess. In 
cbapter 7 the relationships between the social-economic 
background cbaracteristics, tbe aaoageaent fuoctioos aod tbe 
effectiveness are furtber analyzed statistically. 

On the y-axis in tbe figures tbe ouaber of managers who fall 
uoder the category in question are indicated. 

4.1. Age. 

Tbe ioterviewees are all young. Tbeir age varies froa 23 to 37 
years, with an average of 28. Tbis is ooe of tbe reasoos why 
there is so little practical experieoce to be found witbio BPAM 
Cirebon (also refer to appendix 5). 



Figure 4.1. 

Figure 4.2. 
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Distribution of age. 

23-2/J 2/J-33 

NJC cy_.sl 

3:1-3/J 

Distribution of aarital status. 

lilARIT AL STATUS 

1. oot married 
2. aarried no children 
3. aarried 1 child 
4. 11arried 2 children 
5. 11arried 11ore than 2 children 
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4.2. Marital status. 

The aajority of the interviewees is •arried and so•e of them have 
children. Families with children average 3.8 persons. The 
children's age varies froa 1 to 13 years with an average of 5.7. 

4.3 Etbnic groups and religion. 

Indonesia knows 300 ethnic groups, but only 12 of these occur 
frequently [1]. These are, in alphabetical orderand stating the 
region of origin 

1. Achenese 
2. Bad ui West Java 
3. Balinese Bali 
4. Ba tak North Central Sumatra 
5. Bug is Southern Sulawesi 
6. Dayak Kalimantan 
7. Javanese Java 
8. Minahasa Northern part of Sulawesi 
9. Minangkabau Highlands of West-Central Sumatra 

10. Overseas Chinese 
11. Sundanese Highlands of West Java 
12. Teradjanese Central Sulawesi 

Al•ost all of the interviewees are either Javanese or Sundanese. 
Only one interviawee belongs to the Padangis, an ethnic group 
which originates from West Sumatra. 
They are all Islamic (refer to appendix 
to what extent they are practicing 

5). They were not asked, however, 
their •religion. 

Figure 4.3. Distribution of ethnic group 
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7 
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JiNanese 

ETHNIC OROUP 

padangls 
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4.4 Monthly incoae. 

The beight of the aonthly inco•e is deterained by the following 
7 factors : 

1. basic salary 
2. position extra 
3. perforaance bonus 
4. rice 
5. transport 
6. overtiae work 
7. out-of-pocket expenses 

ad. 1. The basic salary 

BPAM Cirebon bas in principle 12 salary scales, lA tlm 4A, lB tlm 
4B, 1C tlm 4C. In practice, however, only the five following 
occur lA, 2A, lB, 2C and 3C. Prior education deteraines in 
which scale a person will start out : 
* A person with prior schooling SD starts in 
* A person with prior scbooling SMP starts in 
* A person with prior schooling SHA, SMEA 

salary scale lA. 
salary scale lB. 
and STM starts in 

salary scale 2A. 
* Board ae•bers fall under salary scale 2C and 3C respectively. 

The beight of the basic salary depends on one's salary scale and 
the nuaber of years a person bas worked. In tbe accounts of tbe 
adainistration tbe following basic salaries have been found : 

Table 4.1. Basic salaries for eaployees in peraanent 
eaployaent 

salary scale basic salary in RP(*)I month 

lA 15,180 
1B 16,700 
2A ( < 3 years) 26,820 
2A ( ~ 3 years) 29,600 
2C 42,250 
3C ? 

* : During ay investigation tbe rupiah 
800 - 900 RP for 1 Dutcb guilder. 

fluctuated between 

All interviewees, witb tbe exception of tbe board aembers, are in 
salary scale 2A. Only one of the board aeabers receives bis basic 
salary paid through BPAM. The other two are paid by the district 
governaent because that is where they are officially employed 
(salaries of RP 97,000 I aonth and RP 120,000 I aontb 
respectively). This is tbe reason why the basic salary for scale 
3C is oot known. 
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The organization bas a separate arrangement for people who are 
stillintheir period of probation (so-called •bonorers"). This 
period of probation lasts for one year. After three months the 
basic salary is raised. 

Table 4.2. Basic salary for people in tbeir period of 
probation 

salary scale 0 - 3 •on tbs 4 - 12 aonths 
-----------------------------------------------------------------

lA RP 17,500 I •onth RP 22,500 I •onth 

18 RP 20,000 I aonth RP 27,500 I month 

2A RP 27,500 I •onth RP 35,000 I month 

ad. 2. Position extra 

Only people in the following functions are being paid extra 
because they hold a eertaio position : 

Table 4.3. Position extra 

function RP I aonth 

managing director of the BPAM 
technica! and administrative diractor 
head of a branch 
head of a section 
head of an IKK 

ad. 3. Perfor•ance bonus 

85,600 
59,400 
30,000 
22,000 
20,000 

The height of the perforaance bonus depends on two factors 

a. the salary scale 
b. the nuaber of days a person bas worked during tbe aonth 

Wben a person bas worked tbe full number of days, the 
work-perfor•ance is put on 90%. For eacb day a person bas been 
absent, a eertaio percentage is cut down. The height of this 
cut depends on the reason for absence 

* Absence in case of illness : 
- with •edical certificate 
- without aedical certificate 

2 % I day 
3 % I day 
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* Absence with board peraission 3 % I day 

* Absence without notification 5 % I day 

The ultiaate percentage is aultiplied with the aaounts given 
below : 

table 4.4. Perforaance bonuses 

salary scale 

lA 
lB 
2A 
2B or 2C 
JA 
3B 
3C 

RP I month 

9,075 
10,285 
18,125 
27,225 
36,300 
39,325 
42,350 

Honorers do not receive perforaance bonuses but they are cut for 
every day tbey are absent. 

ad. 4. : Rice. 

An eaployee and bis/her wife/husband each have the right to 
10 kg. of rice each aontb. In addition he will receive 5 kg. of 
rice per aonth for each cbild. However, this is limited to a 
aaximua of three cbildren up to the age of 17. Tbis right is paid 
in aoney, i.e. RP 500 I kg. rice. Wben the partner (busband I 
wife) also works for a gavernaent organization, the family will 
be paid this rigbt only once tor each family aeaber. 

ad. 5. : Transport 

Heabers of the board do not receive coapensation for the cost of 
transport between home and the office. Tbeir transport is paid 
througb a fund. Tbe other eaployees, with the exception of the 
honorers, do receive coapensation for the cost of transportation. 
A distinction is aade between people who have their own aeans of 
transportation and those who have not. 

No private transportation 

Private 
* car 
* aotor 

transportation 
10 litres 

3 litres 

RP 550 I workday 

* RP 385 I workday 
* RP 385 I workday 

Tbis aeans a coapensation of RP 96,250 
25 workdays and RP 28,875 for a 

for a car in a aonth witb 
aotor. These aaounts are 
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strikingly high wben compared to the received salary (refer to 
appendix 6.). 

ad. 6. Overtime work 

Tbe board aeabers, tbe beads of tbe units and tbe beads of tbe 
sections are not paid for overtiae hours. Overtiae hours are only 
peraitted wben tbe work requires it, wbicb is decided by tbe 
board. A person cao work a aaximua of 50 hours of overtiae. 
Payaent depends on tbe salary class. 

Table 4.5. Payaent of overtiae bours 

nuaber salary class RP I hour 

1 175 

2 200 

ad. 7. Out-of-pocket expenses. 

Board aeabers receive a fixed amount eacb aonth for out-of-pocket 
expenses 

Managing director of tbe BPAM 
Teehoical and administrative director 

Compensation for aedical treataent. 

RP 60,000 
RP 50,000 

After deliberation of the bills the organization pays for 
treataent by a pbysician and aedicines for employees in peraanent 
service. Tbe aaxiaua aaount is RP 7,500 I aontb. 

The above-aentioned figures result in tbe following ranges for 
tbe aontbly incoae per function. In tbis regard an aaount of RP 
5,000 I aonth for rice coapensation is calculated. It is based 
on a aonth witb 25 workdays. Tbe theoretica! ainiaua and aaximum 
is calculated on tbe basis of tbe above-aentioned inforaation . 
For tbe calculation of the tbeoretical ainiaua tbe assumption is 
aade tbat tbe eaployee bas been absent all tbe 25 workdays, and 
so receives no coapensation for the cost of transport, nor does 
he receive a perforaance bonus. Tbe current average is deterained 
by the salaries stated during tbe interview and tbe salaries trom 
the adainistration accounts (also refer to appendix 5). 
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table 4.6. Coapensation for travel expenses to Bandung and 
Jakarta 

Cotpetsatiol tor trafel tl)etses to laa4aar (ia lP} 

pesitiot poctet-IODeJ diner el)eases 101ey tor travel tot al 
---------------------------------------------------------------------------------------
•irector of IPAR 10,000 12,500 50 liter 22,500 
tecbical ud 
•••iaistratife director 7,500 10,000 §0 liter 17,500 
hd of hm• 5,500 7,§00 2,§00 1§,000 
••ad of secti01 §,500 7,500 2,500 1§,000 
•••à of m §,500 7,500 z,soo 15,000 
stalt ~.ooo 6,000 2,000 12,800 
•rinr §,000 §,000 

Colpetsatiot for trafel erpeases to Jakarta (ia lP} 

positi01 poclet-1o1ey ditter erpetses totey tor trafel total 

•irector of IPAR 
teebied ud 
••liaistratife director 

12,500 

10,000 

20,000 

1§,000 

60 liter u,m 

60 liter 25,000 

Table 4.7. Incoae per aonth per tunetion in RP I aonth 

theoretica! 
ainiaum 

board RP 156,650 
(including basic salary 
paid by district governaent} 

head of a branch RP 61,820 

head of a section RP 53,820 

head of an IKK RP 51,820 

current 
average 

RP 252,138 

RP 108,490 

RP 94,315 

RP 90,302 

theoretica! 
aaximum 

RP 308,175 

RP 177,163 

RP 169,163 

RP 167,163 

5 out of the 19 interviawees can not get by on the salary earned 
at the BPAH. Not being able to get by in this case aeans that the 
aonthly expenses for subsistenee are at least RP 10,000 aore than 
the aonthly salary and there are no other faaily aembers who 
provide suppleaentary incoae. 



Figure 4.4. 

12 

" 
JO 

9 

" 
7 

o; 

~ 0 

~ 
" 
4 

3 

2 

0 

Figure 4.5. 

10 

9 

2 

-57-

Distribution of •onthly inco•e 

1!10 - JOO JOO - 120 120 - 140 140 - 200 > 200 

IIYC<»..f /thousands Rpl 

Distribution of inco•e surplus 

2 

INDICATOR /IYCOitlf SURPWS 

1. can not get by 
2. can get by on the salary earned at BPAH through 

suppleaentary incoae fro• faaily 
3. can get by on the salary earned at BPAM 
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4.5. Preferenee for workpost. 

In what kind of an organization would you preter to work ? 
- public organization 
- private organization 
- independent entrepreneur 

All interviewees gave a confir•ed answer to this question, i.e. 
in a public organization. The •ost frequently •entioned arguments 
were : 

table 4.8. 

Argu.ent 

status 

l•portant arguaents with respect to the 
preferenee for a public organization. 

number of times mentioned 

regular iocome 
possibilities for promotion 
pension 

9 
7 
4 
3 

The followiog 
* I only want 
* In a public 
* In a public 

(see 1.4. : 

arguments are worth •entioning : 
to work eight hours a day 
organization I can wear ao unifora 
organization I only need to use my bead 

avoidanee of insecurity : teehoical precision) 

Three of tbe interviewees would like to work as independent 
entrepreneurs in addition to their job at BPAM but tbey do not 
have sufficient starting capital at their disposal. 
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4.6. Education. 

tigure 4.6. Level of education inasfar as it applies to the 
interviewees. 

SD 

.-----__.-nL--------. 
__ j__ __l __ 

SHP STN 

,------__.-r--
j_l_ 

SHEA SHA 

vocational training 

All interviawees began with eleaentary school (= SD : sekolah 
dasar). This camprises six years. The people with a teehoical 
educatioo continued with one of the followiog paths 

* from SD to STN and proceediog to STH 
STN (= sekolah teknik negri) is a teehoical junior high school, 
which coaprises three years. STH (= sekolah tekoik aeneogah) is a 
senior teehoical high school, which also coaprises three years . 
The STH bas five departaents 
a. chemistry 
b. aerospace engineering 
c. construction ( civil ) 
d. electricity 
e. aacbinery 

* from SD to SHP and proceeding to STH 
SHP (= sekolah aenengah perta•a) is a junior high school which 
coaprises tbree years. 

The people educated in tbe field of admioistration have attended 
the SD and have continued with the SHP. After that they have 
enrolled in tbe SHA or the SHEA. Tbe SHA (= sekolah aeoengah 
atas) is a general acadeaic senior high school, which coaprises 
three years. Tbe SHA bas 2 departaents 
1. IPS (= social department) 

* language 
* social culture 
* general koowledge 
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2. IPA (= scientific department) 
* biology 
* pbysics 

The SHEA (= sekolah •enengah ekonomi atas) is 
education senior high school, which also co•prises 
The SHEA bas three depart•ents 
x. •arketing ( SHEA - TN ) 
y. •anage•ent ( SHEA - TU ) 
z. bookkeeping ( SHEA - TB ) 

a business 
three years. 

Eight of the interviawees have continued with vocational 
training. Only three of the• ulti•ately finished this training. 

Figure 4.7. Distribution of education 

EDUCIITIO/II 

1. SD - STN - STH 
2. SD - SHP - STM 
3. SD - SMP - SHA 
4. SD - SHP - SHEA 
5. vocational training 
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4.7. Courses. 

A. Foliowed courses 

Figure 4.8. Distribution of nuaber of foliowed courses 
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/IIUitiBER OF FOLLOWED COURSES 

B. Desired courses 

All but one of the interviewees would like to follow courses. In 
total, 14 different courses were •entioned (see table 4.9.). 

I would like to go •ore deeply into the first four 
Why do the people want to follow these courses ? 

Manageaent course 
People desire to follow this course •ainly because they 
beco•e good leaders for the e•ployees as well as 
organization. 

wish to 
for the 

Teehoical course 
People are struggling with a lack of teehoical knowledge because 
their education does oot link up well with their present job. 
They also strive for an increase in work efficiency. 

Planning course : 
BPAM Cirebon is an organization which is growing 
to •ake its own plans for the future. At 
organization depends on outside help for their 
and PPSAB). 

English course 

fast and wants 
the •o•ent the 
planning {IWACO 

E•ployees want to be able to talk to foreign 
•eet in the course of their work. In addition, 
words are used in the teehoical sciences. 

experts whoa they 
a lot of English 
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I do not want to oait that three persons would like to enroll in 
univarsity to continue their studies. 

table 4.9. Courses which the interviawees would lite to 
follow 

course nuaber of tiaes aentioned 

1. aanageaent 12 
2. technica! training 7 
3. Englisb 4 
4. planning 4 
5. administration 3 
6. bootteeping 3 
7. laboratory 2 
8. public aotivation 2 
9. coaparative study between 2 

countries w.r.t. water supply 
10. coaputer 1 
11. financial 1 
12. course on bow to handle 1 

complaints of customers 
13. casbier 1 
14. writing of reports 1 

Figure 4.9. Distribution of nuaber of desired courses. 

ltiUAIBER OF DES/RED COURSES 
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4.8 Regionat •obility, in the past and in tbe future. 

The past 

Regionat •obility is defined as the distance between place of 
birth and place of residence [2]. It is of course possible that 
someone bas •oved a lot, but at this •o•ent is back in or in the 
vicinity of bis/her place of birth. Therefore it bas been taken 
into account wbetber soaeone bas lived or worked in places, which 
are not co••utable fro• bis/her place of birth or present 
residence. A distance of 60 kilo•etres bas been set for this. 
In group three two people have worked in Jakarta, one on Su.atra 
and one in Bandung. In addition, one person bas studied in Bogor. 

Figure 4.10. Distribution of •obility in the past 
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ltiOBIUTY IN TH[ PAST 

1. never aoved, •oved within place of birth 
2. distance place of birth - place of residence S 60 km. 
3. distance place of birth - place of residence > 60 km. 

Tbe future 

When the BPAM or PPSAB would offer you a better job, would you be 
willing to •ove within 

a. the province Cirebon 
b. Java 
c. Indonesia 

During the application process every candidate indicates a 
willingness to aove within Western Java. This leads to the 
question of what would happen with the people trom the first two 
categories wben tbey are transferred but are unwilling to move. 
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Figure 4.11. Distribution of aobility in the future 

IIIOBILITY IN THE FUTURE 

1. Not willing to move 
2. Willing to aove within Cirebon 
3. Willing to aove within Java 
4. Willing to move within Indonesia, providing one earns enough 

aoney in the new position to cover the cost of living. 
5. Willing to aove within Indonesia 
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4.9 Work experience outside tbe water supply sector 

Tbe interviawees have worked in a number of different positions 
before entering tbe water supply sector. The period the 
interviewees have worked in different positions also varies 
widely, averaging 2.5 years with a range of 0 (predoainantly tbe 
people working in adainistration) to 7 years. For tbis study it 
is oot relevant to sum up wbat kind of eaployaent eacb 
interviawee bas bad. I do want to give an indication of bow aany 
years tbe different people have worked before being bired by tbe 
BPAM. 

The reasoos given for cbanging eaployaent are 
* asked or transfer 30 % 
* irregular or too low an incoae 30 % 
* personal circumstances 25 % 
* expiration of eaployaent contract or 

bankruptcy 15 % 

Figure 4.12. Distribution of nuaber of years worked prior to 
BPAM 

0 0-4 4-9 

NUfliBER OF YEARS WORKED PRIORTOBPAAI 
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4.10 Worting for BPAH Cirebon. 

BPAH Cirebon was founded in August 1984, which aakes it a very 
young coapany. Therefore it is oot surprising that in answer to 
the question : "How long have you worked for this coapany ?" a 
low average was scored, i.e. 2.8 years (reckoned until 1-6-88) 
with a range of 23 up to and including 46 aonths. Since no one 
(with the exception of the board aembers) bas had prior 
eaployaent in the water supply sector or related sectors, this is 
another reason little practical experience is found within BPAM 
Cirebon. 

Figure 4.13. Distribution of nuaber of aonths worting in this 
organization till 1-6-1988 
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4.11 Resu.e of aost iaportant findings. 

* 1. 
The interviewees are all very young and a large nuaber (79%) is 
already aarried. 

* 2. 
The ethnic groups to which the people beloog is either Javanese 
or Sundanese, which aeans they all coae from Java. 

* 3. 
All interviawees are Islaaic. 

* 4. 
Most of the interviawees (16) have a senior high school 
education. Bowever, no one bas foliowed an education specifically 
geared to the water supply sector. 

* 5. 
BPAM Cirebon started out with only two employees experienced in 
the water supply sector 

* 6. 
The nuaber of requests for courses is great, principally 
- management courses 
- teehoical courses 
- Englisb courses 
- planning courses 

* 7. 
32 % 
Java, 

of the interviewees is oot willing to move within Western 
something tbey agreed to during the application process. 

* 8. 
All interviawees preter to work for a public organization. 

* 9. 
Tbe highest incoae is 3.6 tiaes as large as the lowest recorded 
incoae. 

* 10. 
For a saall part (between 22.4 % and 37.4 % ) the iocome is 
deterained by the basic salary. 

* 11. 
The perforaance bonus is deterained by presence. 

* 12. 
When a person receives coapensation for transport 
car this coapensation constitutes aore than 50 
incoae. 

* 13 

expenses for a 
% of the total 

26 % of the interviewees cao oot get by on the iocome earned at 
BPAM Cirebon. 



Notes cbapter 4. 

1. 
Culture shock 

2. 
GaiHard 
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The international coaparative study and evaluation of industrial 
organizations , check-list of variables 
Noveaber 1982 , page 11 
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Cbapter 5. DESCRIPTIVE AHALYSIS OF THE FUNCTIONS OF 
MANAGEMENT 

5.1. PLANNING AND FORECASTING 

1. Tbe units 

Tbo branchos as woll as the IKKs strive for an oxpansion of the 
nuaber of houso connections. In table 5.1. the objectives with 
rogard to these new nuabers and the required expansions for these 
are aentioned. 

Tabla 5.1. Objectives witb regard to tbe new nuaber of HC 

BNA systems 
1.Saall Communities 

* Arjawinangun 
* Gegesik 
* Kapetakan 

2.Beber 
3.Sumber 

IKK systems 
* Ciledug 
* Karang Sembung 
* Waled 

new number of HC 
strived for on 
1 - 6 - 1991 

7,500 
5,000 
5,000 

900 
1,500 - 2,000 

240 
500 
--(*) 

required 
expansion w.r.t. 
1 - 6 - 1988 

5,204 
3,689 
3,332 

542 
891 - 1,391 

47 
196 

(*) Waled does not strive for an expansion of the nuaber of HC. 

The actions which the aeabers of the units intend to take to 
actually realize this objective, are alaost identical for the 
branches and the IKKs : 

* iaprovement of tbe service 
* approaching people with status, f.i. the Bupati 
* giving inforaation to potential custoaers 
Only the branches aentioned 
- approaching potential custoaers 
- surveys in potential areas 

The heads of the IKKs , however, have their doubts about whether 
they will be able to realize their objective. Namely, their 
customers are dissatisfied about the use of the flow 
restrictors. 
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The IKKs would rather change to water •eters, because this 
would •ean that the custo•ers have •ore water at their disposal 
and only need to pay for the water which is actually used. The 
IKKs therefore undertake actions to prevent the loss of 
customers, a•ong other ways by keeping good contacts with their 
customers. 

Other objectives which have been mentioned are 
* replacing old pipes 
* painting tbe pipe-bridges 
* own building 
* more personnel 

Planning is done by the units and discussed afterwards with the 
board (botto•-up approach). Tbe board itself only provides 
guide-lines, support and budget. The idea bebind this is, that 
the board does not have enough insight in the situation in the 
units to be able to provide the right planning. 

The increase in tbe number of HC is supported by activities from 
tbe section consumer relations 
* improvement of tbe working conditions of the staff of bis 

section. 
* searching for new sourees (officially this is tbe task of tbe 

section planning) 
* i•provement of service by giving out inforaation 

2. Tbe sections. 

Tbere are only four sections which have set objectives for tbe 
coming two to three years. 

Tbe section general administration bas two objectives 

1. I•prove•ent of tbe salaries of all employees. 
Action : 
* proceed to an annual salary increase, because tbe prices 

also increase annually Tbe bead wants to increase tbe 
efficiency of bis staff first, in order to attract tbe 
attention of tbe board and PPSAB and in this way create a 
situation in wbicb he is able to •ake sucb a proposal. 

2. An increase of the service to the units. 
Actions : 
* better coordination witb tbe units. Tbe units •ust plan in 

advance wbat they will need and not -as is the case now
write a proposal at tbe •o•ent they actually need tbe parts. 

* draw up a list of potentially necessary parts for the 
suppliers. The suppliers can then find out wbere certain 
parts can be acquired and does not have to wait to do this 
till the moment the BPAH actually places an order. 

Tbe three technical sections strive for tbeir own space in a 
building of tbe BPAH and for a laboratory. 
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3. Tbe board. 

It is reaarkable that three of the nine sections indicate that 
there are plans aade by the board. This is surprising to the 
extent that no mention bas been aade of this in the units. Inside 
the units there is only discussion about directives 
* a building of their own with a separate space for each section 
* expansion of the staff 
* installing aain water aeters at all units 
* increasing the nuaber of oe with : 

Saall eo .. unities 3000 Oe (before 1989) 
eiledug and Waled : 1000 Oe 

* iaproving the quality of the water, so that in the long run 
tap-water will be i .. ediately suitable for consuaption. 

The adainistration and the technical director have been asked 
whether there is a planning structure beyond an one year term. 
Opposing replies were given. According to the administration 
diractor no such planning exists. But according to the technica! 
director an all-round five year plan exists. For the coming five 
years the objectives and the activities which go with them are 

1. Attainment of the 75% coverage 
* expansion of the number of connections 
* reduction in the number of leakages 
* iaprovement of aaintenance 

2. Iaprovement of the quality of the employees 
* job training 
* finding the right man for the right job 
* taking on people with a bachelor or aaster's degree 

3. Iaproveaent of management 
* aanageaent training 
* coaparative study with other developed enterprises and with 

developed countries 

4. A change in status from BPAM to PDAM 
(this bas been attained on 27-9-88) 

SUGGESTIONS FOR IMPROVEMENT. 

It is reaarkable bow aany different ideas with regard to planning 
there are to be found within tbis organization. For example : 

1. Tbe section planning as well as the IKK Waled indicate that no 
expansion of tbe nuaber of Oe for Waled bas been planned. At 
the saae tiae tbe section consuaer relations claias that the 
board for Waled and eiledug together have planned an expansion 
of 1,000 oe. 

2. Tbe technical director says that there is a planning prograaae 
wbich extends beyond a one-year period. Tbe administration 
director, however, is not informed of these plans. 
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3. Does the board only issue directives, budget and support, 
or is there also a planning programme made by the board ? 

A co•pany is an organization of people with a collectively 
formulated objective. To i•prove the chances of attaining this 
objective, plans are made inside the organization. Blox et al 
distinguish 5 kinds of plans [1] : 

a. Strategie planning 
Strategy can be described as a series of objectives and 
directives, ai•ed at the continuity of the enterprise, taking 
into account all forms of interaction with the environ•ent. A 
strategie plan is •ade on the highest level of the 
organization. The instructions given in the strategie plan 
pri•arily have the character of directions for the lower 
management echelons with regard to : 
- the organization policy : structure of the organization and 

the procedures 
- the product-market policy : •arket-shares and boundary 
- the financial policy the way of financing and the 

require•ents which can be set 

b. Project planning 

c. Period planning 
Period planning, mostly multiple-year planning, is done to 
consider which wants and needs would arise for the 
organization when the totality of the approved plans would be 
executed. These wants and needs are compared to the expected 
capacity in that time-period (personnel, •eans and finances). 
This may show that a complete execution may not be feasible. 

d. Operational planning 
These plans serve for the detailed assessment of activities 
and the assignment of capacities on a medium and on a short 
term basis. Operational plans form the basis of the budget. 

e. Esti•ation or budget 
The operational plan is made into periodical budgets. A budget 
is a systeaatic representation in figures of a colteetion of 
worked out plans of all the separately led activities of the 
organization. The budget indicates what needs to be done and 
with what means. In this way it acts as a aeans for policy 
delegation, which at the same time becomes the task 
instruction and the authorization at the moaent of acceptance 
by the budget-keeper. 

Feed-back 

If the memhers of the organization would restriet themselves to 
aaking plans and g1v1ng instructions, in the majority of the 
cases only a part would be realized. Next to these activities, a 
report of the progress of the execution is necessary. Such a 
report brings to notice 
* whether or not the plan bas been executed 
* to what extent realization bas been achieved 
* if necessary : the causes of possible deviations 
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I now want to examine tor each sort of plan in how far it is 
useful tor introduetion at BPAM Cirebon. In addition I want to 
make a cautious state•ent about which people should be involved 
in drawing up these plans. 

1. Strategie planning 

For BPAH Cirebon only the financial policy is of iaportance. This 
will beco•e all the •ore i•portant when BPAH Cirebon will becoae 
se•i-autono•ous in the future and will no longer receive 
subsidies fro• Cipta Karya. In addition the organization will 
have to pay taxes and it is oot eertaio that these funds will be 
reinvested in the water supply sector. The other two, the 
organization and the product-•arket policy are superiaposed by 
higher authorities. This does oot •ean that these two could oot 
be i•proved, but that would be of such a radical structural 
nature, tbat it is beyond •Y range of vision to give stateaents 
on this aatter. 
The bodies in this organization wbicb will have to occupy 
the•selves with this kind of planning when the status of PDAH bas 
been acquired, are tbe Supervisory board and the board. 

2. Project planning 

The objective of project planning will in •ost cases be a new 
product. Since BPAH Cirebon only bas one product on tbe aarket 
and will oot introduce any new products on the •arket in the 
future, these kinds of plans are of no i•portance to this 
organization. 

3. Period planning 

It seems to •e to be very useful that when all the approved plans 
are executed, the BPAH will coapare the wants and needs with the 
expected capacity in that tiae-period. Tbis will result in 
efficient planning of personnel, proper division of the •eans and 
a well-founded allocation of finances. Wben planning the •eans, 
extra attention will have to be given to the present shortage of 
facilities. For all the interviewees indicate that they are short 
of facilities. Tbat is the reason why an inventory bas been •ade 
of the kinds and the nuaber of facilities which are needed. The 
•ost i•portant facilities are listed in table 5.2., tor a 
co•prehensive list, please refer to appendix 9. It would be wise 
to draw up a list of priorities in order to purebase the facility 
with the highest priority the •o•ent •oney beco•es available. It 
is possible to partly and te•porarily reduce the sbortage of 
facilities by no longer requiring fro• the units that they type 
tbeir •onthly reports. Another possibility is to delegate the 
decision •aking authority whicb will reduce tbe acuteness of tbe 
transportation proble•. One facility which in •Y view should 
receive a very high priority is a radio conneetion or tbe 
installation of a telepbone-systea. 
The •e•bers inside tbe organization who would occupy themselves 
with this kind of planning are : the board, the beads of the 
units and the heads of the sections. 
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Table 5.2. Tbe aost iaportant facilities necessary, requested 
by the aanageaent 

Sort 

aeans of transportation 
* aotor-cycles 

stationary 
* cabinets 
* type-writers 
* tables and cbairs 

tecbnical facilities 
* aanoaeters 

others 
* private room (1) 

Number 

16 

14 
12 

8 

9 

5 

(1) : The aanagers would like a private rooa for their section, 
because at the aoaent too aany people sit together in one room. 
Because of this there is too auch conversation and there are too 
aany interruptions. 

4. Operational planning 

The long term objective of the BPAM Cirebon is •to provide a 
aaxiaua nuaber of people of the Kabupaten Cirebon with a reliable 
supply of water, of sufficient quantity and satisfactory quality 
and to cover the associated costs". This stateaent provides a 
clear indication of the long-ter• goals of the enterprise but so 
far it bas oot been used to foraulate clear operational 
objectives. This is iaportant for the different branches and 
units, as we11 as for the enterprise as a whole. The enterprise 
would certainly benefit froa setting realistic operational 
targets, e.g. for the nuaber of DC and PT, for the financial 
perforaance, collection rate etc. 
The eaployees who should be involved in drawing up these kinds of 
plans are : 
* the head of the IKK and the board. 
* the head of the branch, the bead of the teehoical unit and the 

beads of the adainistration and financial unit and the board. 

5. Tbe budget 

The aoaent the organization proceeds to the introduetion of 
operational plans, it autoaatically needs to proceed to drawing 
up budgets. The responsibility for drawing up the budgets could 
be delegated to the sections Kas and Bookkeeping. 

But there aay be problea. If Geert Hofstede is right in saying 
that the tiae-perspective of the Indonesian aanager does not 
exceed a six-aonth tiae-span, the drawing up of plans with a 
tiae-borizon which goes beyond six aonths could cause cultural 
probleas. 
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5.2. ORGANIZING 

5.2.1. Tbe application procedure. 

Wben tbe organization wants to bire new personnel tbe board bas 
to write a letter to PPSAB containing 

* tbe needs of tbe organization 
* tbe vacant positions 
* requireaents wbicb have to be aet by tbe applicant 
* tbe naaes of tbe applicants 

Tbe applicant biaself writes a band-written letter witb a 
curriculua vitae. Be bas to add to tbis : 

- copies of bis diploaas 
- a testiaonial of good conduct 
- a testiaonial from tbe department of aanpower stating he bas 

no otber eaployaent 
- 4 passport pbotos, size 4*6 

possible testiaonial of tbe prior employer, stating he bas oot 
been fired on grounds of bad conduct. 

- possible letters of reierenee 

Tbe letters of tbe applicants are inspected by tbe administration 
to check wbetber tbe inforaation given is correct. After tbis tbe 
suitable candidates will be invited to take tbe following tests : 

* test witb respect to general knowledge 
* test witb respect to professional knowledge 
* psycbological test 

Afterwards these tests are discussed with the applicant and tbe 
applicant is judged on co .. unicative skills, outward appearance 
and bebaviour. PPSAB decides wbich applicant will be bired and 
sends a aassage on tbis aatter to tbe organization. Tbe 
organization in its turn inforas tbe rejected as well as tbe 
accepted candidates. Tbe new eaployee starts witb a probation 
period of one year. Aftar tbis he receives a peraanent 
appointaent. 

An applicant sbould be no older tban 35 years of age. In addition 
nor he or bis faaily sbould be involved in political 
organizations wbicb are forbidden. 

It was supposed tbat people priaarily received tbeir employment 
tbrougb faaily relations inside tbe organization. Tbe questions 
wbicb were asked concerning tbis aatter do not confirm tbis 
supposition. Tbe aajority of tbe interviawees wrote an open 
letter of application, sometiaes aftar tbey bad baard trom 
relations inside or outside tbe organization tbat a position was 
vacant (see tigure 5.1.). In addition, tbe decision wbo is bired 
is aade outside tbe organization. Tbirdly, none of tbe 
interviawees have relatives wbo bold a position wbich is such 
tbat tbey can exercise tbeir influence on tbe application 
procedure. I do not wisb to conneet to tbis inforaation a 



-78-

judgeaent about the lower positions in the organization, because 
figure 5.2. suggests that having faaily aeabers in management 
positions can indeed be of influence on filling the lower 
positions. 

BPAM never places advertiseaents when they wish to hire new 
personnel. The reason for this is that an advertiseaent results 
in thousands of reactions and the adainistration is unable to 
deal with all of these. 

Figure 5.1. Way of entering the organization 
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WAY OF ENTERING THE ORGANIZATION 

1. asked or transfer 
All three board memhers beloog to this category. Two of them 
have been asked for their present function. One board memher 
bas been transferred from a position at PPSAB Western Java, 
where he bas been prepared for bis present position during a 
period for two years. 

2. open application, inforaation from relations inside the 
organization 

3. open application, inforaation froa relations outside tbe 
organization 

4. open application 

Wben a bead of a unit or a section needs new eaployees, he cao 
submit a written proposal to tbe board or aake a proposal in the 
coordination aeeting. The board then decides wbetber an 
application procedure will be set in motion. 55 % (= 6/11 * 
100 %} of the interviawees would prefer to select and hire such 
an employee tbemselves, because it gives the opportunity to judge 
wbetber a person is suitable for tbe vacant position. Wben tbe 
new eaployee is assigned by the board you have to wait and see 
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who you get. 27 %believe tbat tbey are unable to conduct a good 
application procedure. The reaaining 18 % have no opinion about 
this. 

Figure 5.2. Faaily aeabers also working inside BPAH Cirebon 
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SUGGESTIONS FOR IMPROVEMENT 

Wben the BPAM passes into a PDAM it can adopt the present fora of 
the application procedure. I think it is advisable, bowever, to 
drop the requireaent that the applicant should be no older than 
35 years of age. This would open up the possibility to bring 
older people with a great deal of practical experience into the 
organization. At the saae tiae it would provide a aore balanced 
age build-up of the organization aore quickly. 
For tbe tiae being it seeas advisable to leave the 
decision-aaking authority on the hiring of applicants with the 
board. On the other band the beads of the units and tbe sections 
sbould be involved in the procedure. It is tbey who have to 
work with this new eaployee in the future. 
During the application procedure the applicant will have to be 
tested to see wbether he aeets the requireaents wbich have been 
foraulated for the tunetion concerned. (More inforaation 
concerning this subject can be found under tbe paragrapb 5.2.2. 
the right aan on tbe right job). 
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5.2.2. Tbe right aan on the right job. 

As bas been aentioned in § 4.1. and § 4.10., there is little 
practical experience inside BPAM Cirebon. This phenoaena is even 
reinforeed due to the fact that people have been frequently 
transferred in the short tiae tbey have worked in tbis 
organization. Including the present function that people have, an 
average of 2.9 functions is held with a range of 1 up to and 
includiog 7. After further inquiry it becaae evident that the 
fact people were often transferred to other positions was caused 
by tbe search for the right position for each eaployee. The 
situation is said to be stabilized at this point of time. The 
last claia is oot fully supported by the data. The average tiae 
period people occupy their present position is iudeed 1.2 years 
but 47 % occupies this position less than 12.4 aonths (=2.9 I 
2.8) 

Figure 5.3. Nuaber of functions held including the present 
one 
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NUIAB[R OF FUNCTIONS HHD 

To the question : "How long would you ainiaally I aaximally want 
to spend in one function ?" 10 of the interviewees answered : "I 
do oot know, that all depends on the board". One of the 
interviawees would like to have another function iaaediately , 
because he coaes up against too aany problaas in bis present 
tunetion and earns too little aoney. One other would only want to 
change function when he gets proaoted. 
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Average tiae spent (in aonths) in one tunetion 
reckoned until 1 - 6 - 1988 

.Wf RAOC TIME IIN AIONT HSl 

SUGGESTIONS FOR IMPROVEMENT. 

Appointing or transferring eap1oyees to a eertaio tunetion and 
subsequently assessing whether they tunetion well, does not seem 
to ae to be the right aethod to get the right aan on the right 
job. I believe a better aethod would be to foraulate the 
requireaents which each applicant (internal or externall bas to 
meet. The application procedure should be such that it can be 
used to check whether these requireaents are aet. When a person 
does aeet the requirements but does not tunetion in practice, the 
decision can always be aade to tind hia a better tunetion or to 
train him tor the job. When this happens otten in practice, then 
the requireaents will have to be adjusted. 
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5.2.3. Training 

Host unit heads (12/14 * 100 % = 86 %) and section heads draw up 
a proposal when it is deeaed necessary that one of their staff 
aeabers receives training. This realization coaes about during 
the course of work activities. Such a proposal is addressed to 
the responsible diractor ( for exaaple : a training proposal for 
an adainistrative aeaber of staff will be addressed to the 
adainistration director). Host heads (10/14 * 100% = 71 %) also 
draw up a proposal when they need training theaselves. The reason 
why 4 of the heads do not do this varies : 

* One head is of the opinion that the board will notify him when 
it coaes evident that he needs eertaio training courses. 

* Another head no longer draws up proposals because in the past 
he never received a reaction to thea. 

* One head waits until the board asks him whether he needs 
additional training. 

* One head is afraid to submit proposals. 

These proposals are passed on to PPSAB Bandung. The aoment a 
eertaio training will start, the BPAM receives all necessary 
inforaation (place, time and date). In additioo, inforaation is 
giveo on the oumber of people BPAH can seod to this training. 
Wheo there are more people thao places available, people with a 
higher rank have priority. The aaio assuaptioo bebind this being 
that the koowledge will have its effect downward in the 
orgaoization. For people of equal rank the board decides. It is 
possible that PPSAB will appoiot people who are required to 
atteoded a eertaio course. 

It can take some time before a course which bas been asked for 
will actually be taught. The procedure is to wait until there are 
enough people. Wheo this takes too loog, the teehoical director 
biaself tries to give the oecessary training to bis staff. Wheo 
such a training bas no effect he will then try to transfer the 
person in questioo. 

The training courses which were given in the past have for 47 % 
been provided by PPSAB and IWACO. Of 6 % of the courses it is 
koowo that they were oot taught by the above-aentiooed. It is oot 
known to ae who provided the reaaioiog 47 %. 

SUGGESTIONS FOR IHPROVEHENT. 

For a coapany which harbours little or no practical experieoce, 
this arrangeaent concerning training courses cao be called good. 
It is a pity however, that employees often have to wait a 
long time before the requested training is giveo. As loog as 
there is a dependenee on PPSAB, this will oot change. In the 
future the aia aust be directed at providiog training courses 
ioternally as auch as possible. This bas three great advantages : 
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1. It is auch cheaper. This will priaarily be of great iaportance 
when the coapany will acquire the status of PDAM. 

2. Form and content of the training cao be entirely deterained by 
the coapany itself. 

3. The tiae at which a training is given, is also deterained by 
the coapany itself. 

Such a construction will only be possible when a coapany bas 
experienced people at its disposal, who are able to pass on their 
knowledge. Besides, the organization should have facilities to 
give training tor exaaple blackboards, audio-visual aids, 
educational aaterial etc. The tact that the aanagers are often 
transferred and the fact that applicants should be no older than 
35 years of age does oot stiaulate the attainaent of such a 
situation. As long as this bas oot been attained, the coapany 
will reaaio dependent on external training facilities. 
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5.2.4. Distribution of labour. 

Inside BPAM Cirebon the following criterion is used with respect 
to the nuaber of eaployees for the branches 

1 eaployee for every 100 connections 

This criterion coaes froa the Ministry of Boae Aftairs and the 
Ministry of Pubtic Works. For the IKKs of this BPAM a criterion 
of 5 employees per IKK is applied. When these criteria are 
applied to the units of BPAM Cirebon then we get the following 
picture (see table 5.3.). In this table the eaployees of the bead 
office have been spread over the different units. As distribution 
key the nuaber of installed connections bas been used. 

Table 5.3. Huaber of eaployees in relation to the 2 criteria 

BNA-systems 

Arjawinangun 
Gegesik 
Kapetakan 
Beber 
Sumber 

IKK-system 

Ciledug 
KarangSeabung 
Waled 

1 
number of 
eaployees 

(*) 

24 
16 
23 
9 

13 

5 
5 
5 

2 
nuaber 

according 
to criterion 

23.2 
13.1 
20.6 
3.8 
6.1 

5 
5 
5 

* Including the eaployees froa the head office 
** : [ < 1 - 2 > I 2 1 * 100 % 

balance 
(**) 

3.5 % 
22.1 % 
11.7% 

136.8 % 
113.1 % 

0.0 % 
0.0 % 
0.0 % 

It bas to be concluded tbat tbere are too aany people working in 
this organization. According to the gavernaent criteria there 
should be 82 people (67 in the branches and 15 in the IKKs) 
working in this organization. Tbis aeans there is a balance of 
21.9 %. Yet 10 of the 16 heads indicate tbat tbey are short of 
staff. The expansion which is needed to do the work 
satisfactorily is as follows : 
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Table 5.4. Required expansion 

Units 
* Arjawinangun 
* Gegesik 
* Suaber 
* Karang Seabung 
* Waled 

Sections 
* Maintenance 
* Operation 
* Planning 
* Bookkeeping 
* Consuaer rel. 

TOT AL 

Technica! 
st aft 

1 
1 
1 
1 

2 
1 
2 

9 

Administr. 
staff 

3 
2 

1 
1 

1 
1 

9 

Tot al 

3 
3 
1 
2 
2 

2 
1 
2 
1 
1 

18 

% 
{*) 

12.5 
18.8 
7.7 

40.0 
40.0 

66.7 
16.7 
66.7 
25.0 

100.0 

* : [total I nuaber employees (see table 5.3.)] * 100% 

table 5.5. Bolanee of eaployees after the requested expansion 

BNA - system 

Arjawinangun 
Gegesik 
Kapetakan 
Be her 
Suaber 

IKK - system 

Ciledug 
Karang Seabung 
Waled 

expansion 
{*) 

5.1 
4.3 
1.5 

.4 
1.6 

.2 
2.2 
2.2 

new nuaber of 
eaployees {**) 

29.1 
20.3 
24.5 
9.4 

14.6 

5.2 
7.2 
7.2 

* including expansion requested by the sections 
** including the eaployees of tbe head office 

balance 
(***) 

25.4 % 
55.0 % 
18.9 % 

147.4% 
139.3 % 

4.0 % 
48.0 % 
48.0 % 

*** [(new nuaber - nuaber according to criterion) I number 
according to criterion] * 100 % 
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SUGGESTIONS FOR IHPROVEHENT 

The conclusion, that there are too aany people working in this 
organization is based on criteria which have been set by the 
governaent. Therefore it is advisable to test these criteria in 
practice in other water supply organizations in order to see 
whether they do aeet these criteria. If this question is answered 
with "yes" then a possible explanation for this balance of 
eaployees could be, that BPAH Cirebon is still a very young 
organization, in which people work who have little experience and 
whose education does not link up very well with their work. In 
the future the nuaber of BC will therefore have to grow taster 
relativa to the nuaber of eaployees. At the saae tiae this would 
iaply that for an organization in its period of growth the 
criteria would have to be applied with less strictness or that 
for such organization other criteria will have to be draw up. 

If in the future the nuaber of BC does not grow relatively taster 
than the nuaber of eaployees, then it will have to be established 
where work is done inefficiently and what can be done about this. 
A possible cause for inefficient work could be the frequent 
transferal of eaployees (see paragraph 5.2.2. : the right •an on 
the right job). 
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5.3. LEADING 

5.3.1. Incentives and penalties 

1. Existiog incentives and penalties. 

BPAH Cirebon •akes use of ao incentive tbe perfor•ance bonus. 
Tbis bonus is •eaot to sti•ulate tbe eaployee to co•e to work aod 
to state a reasoo in case of absence. Tbe attendaoce aod absence 
is recorded in cbarts (see appendix 10.). These are tilled out by 
tbe beads of tbe units. For Su.ber aod tbe e•ployees of tbe bead 
office tbis is dooe by tbe sectioo general ad•inistration. 
For•ally tbere is also a salary reductioo for appeariog at work 
late. In practice, bowever, it appears to be i•possible to check 
this aod according to tbe planning ti•e clocks sbould already 
have been iostalled. Bowever, tbere is oo •oney to realize tbis. 

In additioo tbe followiog penalties on a cli•biog scale of 
severity cao be i•posed : 

1. advisory talk witb tbe direct supervisor 
2. admooitioo from the direct supervisor 
3. board iovolvemeot : 

a. advisory talk witb tbe admioistratioo director 
b. official letter of admonition 
c. suspension 

Tbe first time for a •aximum of ooe week 
d. traosferal 
e. temporarily dismissal 

Tbis is for a period of tbree •ontbs. After tbis period the 
person concerned is requested to return to work. When tbis 
request is neglected tbe temporarily dismissal will be 
cooverted ioto per•anent dismissal. 

f. dismissal 

So far ooly ooe persoo bas been dismissed, tbe reasoo for this 
was tbat he did oot co•e to work for a •ontb witbout giviog a 
valid reason. An uoofficial penalty wbicb is so•eti•es applied by 
tbe beads of the units is excludiog a eertaio employee from 
overti•e work. 
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Figure 5.5. Distribution of the severest toraal penalty 
actually applied by aanageaent 

ll 

7 

2 

2 

SEVEREST FORUM PfNMTY APPUED 

1. advisory talk with the direct supervisor 
2. admonition by the direct supervisor 
3. board involvement 

2. Possible future penalties. 

All interviewees have been asked what would be an incentive for 
them to work harder. Five different incentives were aentioned. 
The percentage stated after each incentive is deterained as 
follows : 
( [number of tiaes this incentive was aentioned I the nuaber of 
interviewees]) 

Table 5.6. 

incentive 

aoney 
proaotion 

Possible future incentives 

valuable iteas with reaeabrance value 
aore days off 
speedy reaction from the head office 

percentage 

73.3 % 
40.0 % 
13.3 % 
6.7% 
6.7% 
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In answer to this question the following interesting remarks were 
made : 

- "It does not aake any difference what kind of incentive they 
will use, as long as they use it." 

- "Money is an incentive to work barder, because I can buy 
anything with it, soaetiaes even a new position. 

- "Money and valuable iteas are transitory, in case of a 
proaotion tbe extra aoney I will aake will becoae routine." 

- "For ae it would be an incentive when the board would concern 
itself aore with internat aftairs of the organization instead 
of the external affairs, which is the case now." 

In addition the interviawees have been asked how tbey feel about 
the introduetion of a "real" perforaance bonus. Nine of the 
interviawees would regard this as very positive, because there 
would finally be a real distinction between people who work bard 
and people who do nothing. Two of thea have actually submitted a 
proposal on this aatter in the past, but they received no 
reaction. 
A logical outcome of the introduetion of a perforaance bonus is a 
flexible salary. Concerning this question aore reactions were 
given than the one concerning the perforaance bonus. Three of the 
interviawees want a fixed salary each aonth, because it offers 
aore security. Tbey are not convineed that tbey will aake the 
saae aaount of aoney under a flexible salary systea (aaong other 
things because there not always is work or because tbey do not 
yet perfora their task well enough) as tbey would under a fixed 
salary system. Eleven persons regard the flexible salary system 
positively, even after tbey have been pointed to the fact, that 
it is possible that their salary will be lower under a flexible 
salary systea as coapared to a fixed salary systea. Their chief 
arguaents are : 

* 
By working hard it is possible to earn aore aoney then the aaount 
they would get under a fixed salary systea. 

* 
The sense of responsibility with respect to their own work will 
be increased. 
* 
Work perforaance will becoae aore visible for the eaployee as 
well as for the outside world. 

3. Perforaance bonus on paper. 

On paper (Surat Keputusan Peainipin Proyek Peningkatan Sarana Air 
Bersih Jawah Tabun 1988) an arrangeaent with respect to the 
perforaance bonus exists. This arrangeaent is as follows 
At the end of each year the eaployees are evaluated by their 
direct supervisors concerning the following criteria 
- seriousness of work 
- work performance 
- responsibility 
- observing of the rules 
- honesty 
- cooperation 
- ideas 
- leadership (only applicable froa salary scale Bl upward) 
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The supervisor inforas the eaployee about the outcoae of the work 
evaluation. The eaployee concerned cao register a protest with 
the board within 30 days. The board bas the possibility to change 
the outcoae. The outcoaes of the work evaluation are 
confidential. The height of the perforaance bonus depends on the 
aark given to a person as a result of the work evaluation, the 
salary scale a person falls under and the classification of the 
organization. Possible reaarks are : 

Table 5.7. Marks resulting froa work evaluations 

Work perforaance 

very good 91 % - 100 % 
good 76 % - 90 % 
enough 61 % - 75 % 
bad 51 % - 60 % 
very bad < 50 % 

Harks "enough" and upward are taken into consideration for a 
perforaance bonus. The height of the bonuses for the aark 
•enough" are given in table 5.8 .. For the aark •good" this aaount 
increases with 20 % and tor the aark •very good" with 33.33 %. 
As stated above the classification of the organization is of 
iaportance also. An organization which aakes a profit receives 
classification A. An organization which does oot aake a profit 
but also suffers no loss receives classification B. An 
organization which suffers a loss receives classification C. 

Table 5.8. Perforaance bonuses 

Salary scale classification of the organization 
A B C 

Al RP 9,075 RP 8,250 RP 7,425 
A2 RP 10,285 RP 9,350 RP 8,415 
A3 RP 11,495 RP 10,450 RP 9,405 
A4 RP 15,125 RP 13,750 RP 12,375 
Bl RP 18,150 RP 16,500 RP 14,850 
B2 RP 27,225 RP 24,750 RP 22,825 
BJ RP 30,250 RP 27,500 RP 24,750 
B4 RP 33,275 RP 30,250 RP 27,225 
Cl RP 36,300 RP 33,000 RP 29,700 
C2 RP 39,325 RP 35,200 RP 32,175 
CJ RP 42,350 RP 38,500 RP 34,650 
C4 RP 45,375 RP 41,250 RP 37,125 
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SUGGESTIONS FOR IHPROVEHENT. 

The perfor•ance bonus wbicb is used by tbe BPAH is not a bonus 
coupled to tbe work perfor•ance but a bonus coupled to 
attendance. Tbe introduetion of a perfor•ance bonus as we know 
it is wortb considering. Bowever. tbe 56 % wbo are in favour are 
not convincing enougb to clai• tbat sucb a bonus is tbe best way 
to stiaulate •anage•ent to work barder. Geert Bofstede bas stated 
witb respect to tbis subject : 

"Herit rewards are seldo• possible. The relationsbip 
e•ployee-e•ployer in collectivist Indonesia is •oral. tbe Dutcb 
relationsbip on tbe otber band is an econoaic-calculating one, as 
a consequence of our individualisa. In tbe •oral relationsbip tbe 
e•ployee expects to be rewarded in accordance witb bis or her 
loyalty. i.e. seniority. Differentiation of •erit rewards does 
oot fit into tbis. Pro•otion according to perforaance on tbe 
otber band is possible" [2]. 

and : 

"Direct aerit reward is a delicate •atter. Tbe estiaation of tbe 
perfor•ance of an e•ployee needs to take place in private. in 
order to avoid loss of face for tbe persons concerned." (tbe 
outco•e of tbe work evaluation is confidential.} "Tbe esti•ation 
will only be accepted wben tbe bead bebaves like a benevolent 
father or •otber. Wben tbe bead bebaves aggressively tbe bar•ony 
is disrupted : tbe subordinate will for•ally say yes but will 
concentrate on excuses. A negative evaluation can so•etiaes 
better be given indirectly. for exaaple by not granting a 
request." (excluding eaployees froa working overtime} 
"Indonesians are aasters at decipbering indirect •essages." [3] 

Tbe difference in tbe 
pronounce•ents •ade by 
caused by two factors 

results fro• 
Geert Hofstede 

1. Tbe interviewees are all young people. 

tb is 
in all 

study and tbe 
probability is 

2. These people frequently co•e into contact witb western norms 
and values. 

It see•s to •e to be wortbwbile to •ake a furtber study in order 
to deter•ine wbicb types of •onetary incentives are aost suitable 
for tbis organization. In tbis way it can be •ade clear to tbe 
e•ployees tbat people wbo work bard are of greater value to tbe 
organization tban people wbo do notbing. 
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5.3.2. Financial span of discretion 

The financial span of discretion is the a11ount of money a person 
aay spend on behalf of the coapany without having to ask special 
permission by higher authorities [4]. In table 5.9. a 
representation is given of the scope of the financial span of 
discretion for the different heads and the scope the heads say 
they need to be able to do their work well. 

Table 5.9. Financial span of discretion in RP I aonth 

Branch 

Arjawinangun 
Beber 
Gegesik 
Kapetakan 
Sumber 

IKK 

Ciledug 
Karang Se11bung 
Waled 

Teehoical sections 

maintenance 
operation 
planning 

actual 

unrestricted(***} 
25,000 
50,000 
50,000 
25,000 

25,000 
25,000 
25,000 

00 
00 
00 

Administrative sections. 

billing 00 
bookkeeping 00 
consumer rel. 00 
general adm. 00 
kas 00 

necessary 

100,000 
25,000 (**} 

150,000 
100,000 
100,000 

50,000 
50,000 
50,000 

?(*} 
50,000 

? 

10,000 
? 

50,000 
? 
? 

* this interviewee could oot answer this question 
** this aaount is large enough because if I need aore I can 

submit a proposal to the board. 
*** the bead of Arjawinangun was asked why he is the only one 

with an unrestricted financial span of discretion. His 
answer was : "The board knows I spend tbe 11oney in the 
interest of the organization and oot in my own interest". 
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A restrietion is coupled to the actual financial span of 
discretion. If a person wants to spend an aaount larger than RP 
10,000, for any given activity, he needs to ask prior 
permission from the board. When a person needs more than the 
above-mentioned amounts in a given month, he cao submit a 
proposal to the board. This proposal states the activity for 
which this extra money will be spent. In practice it occurs that 
money is spent first and a proposal is submitted afterwards. The 
reason for this is that people are afraid that otherwise the 
service might deteriorate. When these amounts which are spent at 
one's own discretion are small (approximately RP 1,000 to RP 
2,000) it often occurs that no proposal is submitted afterwards. 
When in a given month some of the money is left over , it does 
oot need to be repaid, nor will it be cut down on the amount 
which is received the following aonth. Requests for the spending 
of extra money have to be submitted to the administration 
director and the BPAM director for approval and signature. This 
also applies to amounts of money which are spent by the board. 

In table 5.10. the actual and the necessary financial span of 
discretion have been put in relation to the number of active HC 
and the number of consumers. The figures between brackets 
represent the necessary financial span of discretion when the 
financial span of discretion requested by the sections is divided 
among the units. As the key of division the active connections 
and the number of consumer bas been used. 

table 5.10. 

BNA systems 

Arjawinangun 
Gegesik 
Kapetakan 
Beber 
Sumber 

IKK systems 

Ciledug 
Karang Sem. 
Waled 

Actual and necessary financial span of discretion 
in relation to the number of active BC and the 

number of consumers in RP I month 

HC 

span of discretion 
actual necessary 

43.6 
38.1 
30.0 
69.8 
41.1 

129.5 
82.3 

118.5 

43.6 ( 59.5) 
114.4 (129.4) 
60.0 ( 76. 7) 
69.8 ( 85.9) 

164.2 (178.9) 

259.0 (273.8) 
164.5 (178.8) 
237.0 {252.6) 

consumers 

span of discretion 
actual necessary 

6.0 
5.6 
4.0 
9.5 
6.0 

19.3 
12.7 
16.7 

6.0 ( 8.2) 
16.7 (18.9) 
7.9 (10.1) 
9.5 (11.7) 

24.0 (26. 7) 

38.5 (40. 7) 
25.3 {27 .5) 
33.3 {35.5) 
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Coament : 
In Karang Sembung (RP 17,000 68%) and in Gegesik (RP 37,000 ; 
75%) a large part of the financial span of discretion is spent on 
transportation costs. 

SUGGESTIONS FOR IMPROVEMENT. 

At this aoaent the scope of the financial span of discretion for 
each unit seems to coae about in very arbitrary way. It would 
therefore be useful to introduce a measure to which the financial 
span of discretion is coupled. In addition it will then become 
clear to everybody what causes the ditterences in financial span 
of discretion between tbe different units. Tbe following aeasures 
could be considered : 

* Tbe average aaount of aoney wbicb bas been spent over tbe past 
twelve months. This amount will then become the financial span 
of discretion tor tbe coaing 12 months, after wbicb tbis can be 
readjusted. 

* A fixed amount per HC or per consumer 

* The necessary financial span of discretion (see table 5.9.) 
providing it can be well-grounded on good arguments and 
providing it can be readjusted if necessary. 

In addition every section should get the disposal of a financial 
span of discretion. 

Each month an account of tbe amount spent must rendered to either 
the board or to the sections to which this task bas been 
delegated (possible options could be tbe sections Kas or/and 
Bookkeeping). The possibility to submit a request tor aore aoney 
should remaio in existence. The question remains whether it is 
efficient to have such a request signed for approval by the BPAM 
director and the administration director. It frequently occurs 
that neither one of them is present. For the applicants of the 
units tbis aeans they have travelled to the head office in vain 
and that they have to come back again, running the risk tbat this 
trip too aay be in vain. By delegating tbe decision-aaking 
authority to the sections a waste of aoney and time is avoided. 
Tbe above-aentioned measures will relieve the responsible aembers 
of tbe board and at the same time it will result in a more 
adequate reaction to situations wbich arise, because in less 
cases it will be necessary to draw up a proposal. 
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5.4. CONTROLLING 

5.4.1. The quality of the water 

Once every three aonths the quality of the water is inspected. 
The operatioo sectioo goes to the branches to take a saaple. The 
IKKs take a sa•ple themselves aod briog it to this sectioo. The 
water saaples are brought to PPSAB Banduog and are iospected on : 

* pH 
* chlorioe 
* colour 
* bacteria 
* pollution 

There is ooly one head (out of 8) who also iospects the water 
himself. He does this once a week. Bis metbod is oot very 
advaoced, however, and because of this he is ooly able to inspeet 
the pH, the chlorine percentage and the pollution by sand. 

Sporadically (it bas occurred twice duriog the past one and a 
half years) the quality of the water is inspected by the Hinistry 
of Health. 

SUGGESTIONS FOR IHPROVEHENT. 

One inspeetion every three 
situation of December 1987. 
oot iospected at all. However 

aonths is an iaproveaeot on the 
Theo, tbe quality of the water was 

Basic requireaents for drinking water are that it should be [5] 

Free fro• pathogenie (=disease causiog) organisms 
Containiog no compouods that have an adverse effect acute or in 
tbe loog term, on human health 

- Fairly clear (i.e. low turbidity, low colour) 
- Not saline (salty) 
- Cootaioiog oo coapouods or eocrustation of tbe water supply 

systea oor stainiog clothes wasbed in it. 

Various water treataent processes 
developed. Some serve a single 
applicability. 

(see table 5.11.) have been 
purpose, others have multiple 

BPAH uses aeratioo aod chlorioatioo. Tbe aeratioo process is 
already discussed in cbapter 3. 

Chlorioatioo. [7] 

Water disinfection by chlorioatioo, first iotroduced in the early 
20th century, was perhaps the aost important technological event 
in the history of water treataent. Tbe cblorination of water 
supplies in developiog countries is extremely important because 



Table 5.11. 

later •••litr paraaeter 

DissolJed Ozyre• Colteat 

Carbol Dioxide leao•al 

Ttrbidity ledactiou 

Colm leductioa 

Taste aad Odoar leaoYal 

lacteria lmnl 

Iroa aad Kalfllese leaofal 

Orrnic Batter leaonl 
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Effectiveness of water treataent processes in 
reaoving various iapurities. [6] 

Treatteat Process 

&eratiol c•e•ical Sediaeat- lapid Slot Slld c•loriaa-
Coattlatioa atioa Filtra- Filtratioa tioa 
aad Floc. tioa 

0 0 + 

0 0 + ++ + 

0 +++ + +++ ++++ 

0 ++ + + ++ ++ 

++ + + ++ ++ + 

0 + ++ ++ ++++ ++++ 

++ + + ++++ ++++ 0 

+ + ++ +++ ++++ +++ 

--------------------------------------------------------------------------------------------------
+++ etc. iacreasiar effect 

0 10 effect 
lefltite effect 

cblorine is wide available and its costs are aoderate. Recent 
studies, still in progress, have raised the possibility that 
organic coapounds foraed when chlorine is added to water, aight 
cause eertaio forms of cancer in •an. Due to the number of 
variables involved no definite evidence is available so far. 
In principal, bacteriological exa•ination of chlorinated water 
should be done daily. Tbis is feasible in the largest supplies; 
but in the smaller supplies serving a population of 10,000 or 
less, daily bacteriological saapling aay be i•practicable and 
reliance aay have to be placed on bacteriological analyses at 
weekly or aonthly intervals. Water disinfection by boiling is 
applied by the consuaer before the water is fit for consuaption. 

These two treataent processes have a positive influence on 6 of 
the 8 water quality parameters. The reaaining two, carbon dioxide 
reaoval and turbidity reduction, can be influenced positively by 
introducing an extra treataent process, i.e. slow sand tiltration 
{refer to appendix 3.) These filters are relatively easy to build 
and do not require highly trained personnet for •aintenance. 
Although they are easy to aaintain they do require regular, 
reliable attention [8]. 
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Consequently, goals with respect to the inspeetion of the quality 
of water could be : 

• Daily inspections of the water in Arjawinangun (people served 
16,850) and Kapetakan (people served : 12,630). 

* Honthly, in the long run weekly inspeetion of the water in the 
re•aining units. 

In addition a forther study should be conducted in order to find 
out whether it is technically and financially feasible to treat 
the water with the help of slow sand tiltration also. During this 
process the effect of slow sand tiltration on the dissolved 
oxygen content will have to be evaluated. 
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5.4.2. Maintenance scbedules 

Most of the units do oot have tbe disposal of aaintenance 
scbedules for tbe conneetion at tbe custoaers. Waled and Gegesik 
have drawn up their own aaintenance scbedules. IKK Waled checks 
tbe flow restrictor installed at the house of eacb custoaer twice 
a aontb. Branch Gegesik bas divided the supply area in different 
blocks in such a way tbat each custoaer is visited twice a aontb. 

All tbe IKKs do have a aaintenance scbedule for tbe teehoical 
installation. Tbis schedule does, bowever, differ per IKK in its 
activities and in its frequency of execution. Tbis does oot apply 
to tbe cleaning of tbe parts of tbe pumps, wbich are located 
underground. These parts are checked and cleaned once every 
year. Activities whicb, aaong otbers, have been aentioned are : 

* de-aerating the pump 
* cleaning of tbe pump 
* checking of tbe capacity of the pump 

The office buildings and tbe grounds are not owned by the BPAM. 
When repairs have to be carried out, tbe landlord is contacted. 
The little buildings wbicb houses the IKK pump falls under tbe 
responsibility of tbe aaintenance section. 

Tbe supervision of tbe water flow of Bojong Spring as well as tbe 
branches falls under the responsibility of the section operation. 
This section does oot, however, have the disposal of sufficient 
•eans of transportation to go to the branches and aeasure tbe 
delivery. Tberefore the general op1D1on is that tbis 
responsibility either be shifted to the branches, or that aore 
aotorcycles aust be aade available. Tbere is one branche, whicb 
itself checks the water delivery. 
Tbe section aaintenance bas a aaintenance scbedule for tbe Bojong 
Spring. 

SUGGESTIONS FOR IMPROVEHENT 

Tbe objective of preventive aaintenance is to keep the office 
space, installations, •eans of production, production tools and 
production parts, suitable for production. It does not concern 
alterations which influence tbe production capacity. Preventive 
aaintenance is carried out on tbe basis of aaintenance scbedules. 
Cbaracteristically these activities are of a known scope and 
nature and are carried out after fixed tiae intervals [9]. 
Altbough Hofstede notes tbat preventive •aintenance does oot 
suite the Indonesian very well [10], tbe above-aentioned 
indicates tbat preventive aaintenance witbin tbe BPAM does really 
take place. This seeas to ae to be a very positive development. 
However, it is lacking uniform systeaatics. It would be 
advisable to standardize tbe aaintenance activities in tbis area, 
which would enable tbem to provide siailar performance and 
results. 



IKK PUMP AND THE LITTLE BUILDINGS 

WHICH HOUSES THE IKK PUMP PHOTO SHEET 2. 



FLOW METER 
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5.5. COORDINATING 

5.5.1. Tariff structure of BPAH Cirebon 

1. Tariff structure for water consuaption. 

Tbe BPAH Cirebon is applying a tariff structure as shown in 
table 5.12., foraalized in Noveaber 1987. 

Table 5.12. Tariff structure for water consuaption 

1. Connections with a water aeter 

house conneetion 
saall trade 
big trade 
industry 
social 
publie tap 

0 - 10 

140(*) 
350 
560 

1400 
110 
110 

consumption in m3 

11 - 20 

210 
350 
560 

1400 
140 
110 

21 - 30 

280 
420 

1120 
1400 

210 
110 

2. Connections with a flow restrietor 

> 30 

420 
840 

1120 
1400 

280 
110 

RP I aonth 1 I day 

house conneetion 
public tap 

* : price in RP I •3 

2,750 
25,000 

600 
6000 

Consoaers who have a conneetion with a water aeter pay 
aaount for the first 10 m3, even if they consuae 
addition they pay RP 300 adainistration costs and RP 
aeter reading eaeh aonth. 

SUGGESTIONS FOR IMPROVEMENT. 

a fixed 
less. In 
1000 for 

Consoaers who have a conneetion with a flow restrictor pay a 
fixed aaount each aonth. There are coaplaints about this aethod 
because not every day the 600 litres are delivered. I think it is 
advisable that when it frequently occurs in a given aonth that 
the 600 litres of water are not delivered, the aaount whieh the 
costoaers have to pay that aonth will be deereased. This will 
increase the satisfaetion of the costomers and also ameliorate 
their bond with the coapany. 
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2. Tariff structure tor new connections. 

Officially for a new conneetion a conneetion fee, a deposit fee 
and a registration fee bas to be paid (see table 5.13.). 

Table 5.13 Foraal tariff structure for a new conneetion 
(in RP) 

conneetion 
fee 

deposit 
fee 

registration total 
fee 

house conneetion 65,000 6,500 1,000 72,500 
trade 75,000 7,500 1,000 83,500 
social 60,000 6,000 1,000 66,000 
industry 100,000 10,000 1,000 111,000 
IKK 25,000 25,000 

In practice a new customer of a BNA system pays tor the real 
installation costs. Tbe minimum aaount tor a house conneetion in 
tbe different systems are aentioned in table 5.14 .. 
A new customer of an IKK syste• bas to pay a fixed amount tor a 
house connection. This amount varies between tbe IKKs (see 
table 5.14.). These ditterences are brougbt about by tbe varying 
distances between tbe pump and the connections, in otber words by 
varying lengtbs of tbe pipes needed. Tbe new customer also bas to 
pay RP 1,000 to cover the administration costs. 

Table 5.14. 

BNA system 

Arjawinangun 
Gagesik 
Kapetakan 
Beber 
Suaber 

IKK system 

Ciledug 
KarangSeabung 
Waled 

Real tariff structure for a new house conneetion 

ainiaua aaount 
tor a new 
conneetion 

RP 100,000 
RP 125,000 
RP 100,000 
RP 96,000 

fixed aaount 
tor a new 
house conneetion 

RP 50,000 
RP 42,000 
RP 67,000 

((real-foraal) I real) aaount 
* 

100 % 

38 % 
72 % 
52 % 
32% 

100 % 
68 % 

168 % 
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SUGGESTIONS FOR IMPROVEHENT. 

I believe that the aMounts custoMers 
conneetion are acceptable, therefore 
iaproveaents. 

3. Tariff structure for repairs. 

have 
I have 

to pay tor a new 
no suggestions for 

Consoaers who are connected to an IKK systeM do oot have to pay 
for repairs carried out by the BPAM. This bas already been 
calculated in the fixed aontbly aaount eacb custoaer bas to pay. 
The situation is different for costomers who are connected to a 
branch. Tbey have to pay tbe aaount of the actual repairs when 
these repairs are carried out in tbe part for which they are 
responsible (see figure 5.6.}. 

Figure 5.6. Pa~ent-responsibility for repairs 

water 
meter tap 

rp~ron~ibility ~(---- ----~) respoD~)bility 

BPAH customer 

The following fines have been set for deliberate destruction of 
tbe water aeter or flow restrictor 

* breaking of tbe seal 

* destruction of : 
- box of water aeter 
- water aeter 
- flow restrictor 

SUGGESTIONS FOR IMPROVEMENT. 

RP 7,500 

RP 10,000 
RP 40,000 
RP 20,000 

The fact that costoaers have to pay for repairs aod for 
deliberate destructien of BPAM property seems to ae a logical 
aatter. Therefore I have no further recoaaendations for 
iaprove•ent with regard to this subject. 
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5.5.2. BPAM Cirebon procedures. 

a. Procedure for new connections. 

A customer who comes to a unit for a new connection, first 
receives inforaation about BPAM Cirebon. After this he is asked 
to fill out a customer application form and pay RP 1,000 for 
administration costs. The teehoical staff will then have a look 
on the spot and will bold a survey. On the basis of this survey a 
calculation will be aade. This calculation will be presented to 
the potential custoaer. The terms of payaent are as follows : 
* 50 % must be payed in advance. 

This can be lowered to 30 %. 
* The reaaining part can be payed off over a 10 aonth period, 

providing the customer is creditworthy. 
When a custoaer is able and willing to pay a proposal is drawn up 
tor the necessary parts and is sent to the bead office. When tbe 
parts are available in the store-house, the new customer will 
have bis conneetion in 2 or 3 days to a week. 

If it turns out that the new customer is resident in an area in 
which there is no piping network, the teehoical director is 
contacted. The teehoical staff of tbe head office will carry out 
a survey and make a calculation of the costs. This takes 2 to 3 
aontbs. 

According to the heads of the units tbey tbemselves aake the 
decision whetber or oot a new customer will be connected, as long 
as the number of new connections stays within tbe planning of 
that year. However, when looking at the procedure it turns out 
that this is oot entirely true. The permission of the teehoical 
director (for the IKKs) and of the director of the BPAM (tor the 
branches) is needed to acquire the necessary parts trom the 
store-house. 

When a unit wants to conneet more costomers than the nuaber 
indicated in the planning, it is required to submit a proposal to 
the board of directors. 

SUGGESTIONS FOR IHPROVEHENT 

In ay opinion this procedure is a good one 
suggestions for improvement. 

therefore I have no 

b. Procedure in tbe case of default of payaent/non-payaent of 
accounts 

Accounts have to be payed before the fifteenth of every following 
aonth. When a customer neglects to do this, he must pay a 
RP 1,000 fine. Wben payment is still due a month after the date 
of payment tbe customer receives a dunning letter. This 
procedure will be repeated when payment is still due after 2 
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aonths. After 3 aonths such a customer will be disconnected. This 
can be done in two ways : 

1. 
The custoaer teaporarily receives no water. This fora of 
disconnection is indicated on point 4 in tigure 5.7 .. The office 
resorts to this fora when a new date of payaent cao be agreed on 
with the customer. When this customer wants to be reconnected he 
will first have to pay tbe arrears plus a RP 7,500 fine. 

2. 
The entire conneetion is reaoved. This is indicated on point 2 in 
tbe figure. When this custoaer wants to be reconnected he will 
first have to pay the arrears, a fine of RP 10,000 and the new 
conneetion fee. 

SUGGESTIONS FOR IMPROVEHENT 

The long term objective of the BPAM Cirebon is "to provide a 
aaxiaum number of people of tbe Kabupaten Cirebon with a reliable 
supply of water, of sufficient quantity and satisfactory quality 
and to cover the associated costs." 
I believe that tbe reaoval of the entire conneetion when a 
custoaer is unable to pay runs counter to tbe above-aentioned 
objective. It results in raising the barrier to be reconnected in 
the future. When it is technically possible to leave a 
connection, wbicb is not used, in its place, the coapany should 
resort to temporarily disconnecting each custoaer wbo bas failed 
to pay bis account. The other side of tbis story of course, is 
that the removed conneetion for BPAM is a coapensation for lost 
revenues. The aanageaent itself will have to weigh up these two 
sides of the aedal. 

c. Coapl8ints procedures 

A custoaer who coaes to a unit with coaplaints, will first be 
asked to fill out 8 fora (in the branches this takes place in 
tbe custoaer relations dep8rtaent). lf it concerns 8 coap18int 
which requires i .. ediate 8ction, this fora will be sent to the 
teehoical division. Tbey will check the situation on tbe spot 8nd 
aake any repairs necessary. Wben it concerns a coaplaint which 
caooot by solved by action (for instanee tariff increases) the 
situation is explained to the custoaer. The kinds of coaplaints 
cao be divided into 4 aain groups. The nuaber indicated after 
eacb group is the total nuaber of tiaes sucb 8 co•plaint is 
aentioned by tbe beads 8Dd oot the nuaber of custoaers with this 
kind of coaplaint. 



EXPLANATION 

I. Dlstrlbutlon plpe 

2. Clamp soddle 

3. Servlee plpe 

4. Mafn cock 

5. Wat• meter 

6. Gate valve 

7. Tap 

TYPICAL HOUSE CONNECTION 
FIGURE : 5.7. 
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Table 5.15. Kind of coaplaints 

Kind of coaplaints 

1. coaplaints about tbe aaount of water 
* no water or too little water 

2. coaplaints about tbe tariff 
* tariff is too high 
* raising tariff witbout asking 
* fixed tariff but tbere is oot always water 

3. coaplaints wbicb require repair 
* broken pipes 
* broken water aeter 
* leakages 

4. otbers 
* bad saell of tbe water 
* use of two kinds of water flow resrictors 

Allount 

7 

4 

6 

1 
1 

Tbe number of customers witb complaints differs per unit. In 
December of 1987 tbe percentage was 1.8 % (= [nuaber of customers 
with complaints I number of HC] * 100 %}. In tbe aeontime this 
bas risen to 4.5% (July 1988) (see table 5.16.}. 

Table 5.16. Nuaber of custoaers witb coaplaints 

number of customers percentage 
witb complaints per aontb 

Arjawinangun 10 0.44 % 
Gegesik 31 3.60 % 
Kapetakan 25 1.21 % 
Beber 40 11.36 % 
Suaber 30 4.95 % 
Ciledug 10 5.16% 
Karang Seabung ? 
Waled 10 4.93 % 

According to the bead of the consuaer relations section it would 
be wise to introduce coaplaint-boxes. Customers with coaplaints 
are sometimes afraid to go to a unit to voice their complaints. 
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SUGGESTIONS FOR IHPROVEHENT. 

The increase of the percentage of coap1aints fro• 1.8 % to 4.5 % 
is considerable. The aanagement will have to investigate what 
caused this increase. In addition it will have to be established 
which percentage of coaplaints is still found acceptable, in 
other words, froa what percentage onward actions will have to be 
taken. This can possibly be split up in different kinds of 
coaplaints. 
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5.5.3. Meetings 

1. Coordination aeeting 

Formally a coordination aeeting is held twice a aonth i.e. in the 
first and the third week of every aonth. In practice it is held 
only once a aonth, on the first Honday of a given month. Reasoos 
for this in all probability are : 

* The board does not have enough time to aeet twice a aonth. 
* When the situation requires it, an extra aeeting can always be 

scheduled. 
* A coordination aeeting costs a great deal of aoney in teras of 

travel expenses for the eaployees trom the reaote units. 

At these aeeting 19 people are present ; the board, the heads of 
the branches, the heads of the IKKs and the heads of the 
sections. When the matters discussed require it, the head 
teehoical unit or the head adainistration unit (see tigure 3.3.} 
of a eertaio branch is also present. A ainiaua of one board 
aember bas to be able to come to this coordination aeeting, 
otherwise it will be canceled or rescheduled. Four of the persons 
interviewed (= 25 %} find one aeeting per aonth insufficient, 
this should be two. 
All participants are positive about these aeetings. It gives the 
opportunity to discuss problems, exchange inforaation and to 
receive the results of the visits of the board to PPSAB and Cipta 
Karya. In addition all decisions which have to be taken by the 
board and which are not iaposed from above by PPSAB or the local 
authorities, are talked over and discussed. The ultimate 
decision, however, is taken by the board. There is nevertheless 
a major point of criticism. Proposals which have been brought 
forward and to which the board bas said "yes" are not realized. 
This has already led to the decision by a number of the 
interviewees to no longer bring forward proposals. The reaction 
of the teehoical director to this is that the beads of the units 
often aake proposals without accurate prior study. The proposals 
then are not reasonable and the board is thus unable to pay 
attention to them. The heads should pay aore attention to the 
financial ability of the organization. 
An exaaple of a decision which bas been iaposed froa above is a 
tariff raise. All heads of the sections and the units indicate 
that discussion on that aatter is not possible. According to the 
board tariff increases are always first discussed in the 
coordination aeeting. 

A staff aeaber of the general adainistration records the ainutes 
of these coordination aeetings. These will be handed to the board 
for approval and signature. Afterwards they are put in a folder. 
Only four participants , all four head of a branch, receive these 
ainutes 2 to 5 days after the aeeting. Bowever, there is 
dissatisfaction about the content of these ainutes, because it 
often occurs that proposals, which have been aade or coaments, 
which have been aade, are not aentioned. According to the head of 
the general administration this situation caooot be improved at 
this aoment because the staff aeaber who records the ainutes is 
still in training. The other aeabers present write their own 
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ainutes. 

2. Wort aeeting 

In Hay, when the overall budget for the coming year is known, a 
work aeeting is held. Tbe board aembers, tbe beads of the 
branches, the beads of the IKKs and the beads of the sections are 
also present at this aeeting. Attending aeabers have the 
opportunity to indicate the aaount of aoney tbey will need for 
the coaing year and for what purpose it will be spent. Froa this 
inforaation tbe board will put togetber a work prograame for the 
coaing year, in whicb priority is given to operatien and 
aaintenance. Tbe ainutes of this aeeting are given to eacb 
participant, about a week after the aeeting. 

3. Meeting teehoical staff 

Twice a aontb a aeeting with the teehoical staff is held under 
tbe supervision of the teehoical direetor. Tbere are no separate 
meetings for the administration staff. 

SUGGESTIONS FOR IHPROVEMENT. 

Tbe ainutes of the eoordination aeeting should 
unit and section and sbould be diseussed 
aeeting. This eould solve several problems : 

be sent to eaeh 
in the following 

* Tbe employee wbo writes these ainutes will get a better 
response, whieh will help bi• to learn faster bow to write good 
ainutes. 

* The dissatisfaetion with the content of the ainutes can be 
voieed and correetions cao be •ade. 

* The e•ployees will have the "yes" of tbe board with regard to 
eertaio proposals written down on paper. This creates the 
possibility to bold tbe board accountable. 

The board aust give a clearer indication wby eertaio proposals 
are not realized. Then tbe frustration whicb keeps the eaployees 
froa aaking any more proposals, cao be avoided. If the reaction 
of the teehoical director, that the proposals are oot 
well-grounded and are ill-prepared, is true, then it aay be taken 
into consideration to draw up and introduce the ainiaum 
requireaents whicb a proposal aust aeet. 

It will have to becoae clear that discussion on tariff increases 
is indeed possible. 
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5.5.4. Tbe store-house 

The store-house falls under the responsibility of the section 
general administration. A unit or section which needs supplies 
from the store-house, must submit a proposal to the general 
administration. When it concerns teehoical parts (flow 
restrictors, pipes etc.) the proposal needs to be approved by 
the teehoical and the adainistration directors. For office 
supplies, the proposal only needs approval froa the 
adainistration director. With the approved proposal the supplies 
can be obtained froa the stock-"aanager" of the store-house. 
Anything which is taken out of the store-house is written down on 
a list. Tbe endeavour is to reorder the iteas which are on this 
list once a aonth. In case of an eaergency this can be changed 
into once a week. Orders which have been delivered are first 
checked for quality and quantity by the sections planning and 
aaintenance. 
Yet there are coaplaints that the necessary, aainly complex, 
parts are often out-of-stock. Actording to the head of general 
administration this is caused by two things : 

1. The order bas been sent to the supplier, but the goods have 
not yet been delivered. 

2. Parts need to be imported. 
This is exactly the case with these complex parts. For these 
kinds of parts another aspect is important. Before an order 
can be placed, it first has to be checked whether the part in 
question can be repaired. When this is not the case, a precise 
assessment is aade of what exactly is needed. This is done to 
prevent the purebase of parts which in retrospect turn out not 
to be right. 

In the future the endeavour is to hold a minimum stock. At this 
moment the finances for this are lacking. 

The store-house is an indoor space which is placed between the 
head-office and the adjoining house. All the parts lie 
criss-cross, which often causes damage when searching for parts. 

The office supplies, too, are not always 
the case, the heads of the units and 
necessary articles with private funds 
afterwards. Tbis at the great displeasure 

SUGGESTIONS FOR IMPROVEMENT. 

available. When 
the sections 

and submit a 
of the board. 

this is 
buy the 

propos al 

One of the objectives of the section general adainistration is to 
have a better coordination between the units and this section 
(refer to 5.1. : •planning and forecasting"). The unitsaust plan 
in advance what is needed, and not -as is the case now- write a 
proposal at the aoaent the parts are actually needed. This will 
certainly partly solve the problea. 
At the saae tiae the question is whether it is absolutely 
necessary that a proposal is written for each part or for each 
office article. If it concerns a relatively cbeap artiele or part 
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(for example a pen) the cost of writing the proposal, submitting 
it and having it approved probably will be higher than the part 
or artiele itself. In addition it certainly is a tiae-consuming 
aftair for the units to have to take each proposal to the 
head-office with the possibility that (one of the) responsible 
directors are not present. Tbat is why the organization should 
resort to 

* Making certain articles and parts freely available. The 
stock-"aanager" of the store-house should keep a list of who 
obtained what iteas, to prevent abuse. 

* At the aoaent aoney is available : 
- keep a ainiaua stock in the store-house of the head-office 
- extend the supply available to the units 

In addition a systeaatic division 
both tiae and aoney. Less 
stock-"aanager" will need less 
question. 

of the 
damage 

time 

store-house would save 
Will OCCUr and the 

to find the items in 
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CBAPTER 6. DESCRIPTIVE AHALYSIS OF TBE EFFECTIVENESS. 

The degree of satisfaction telt 
using a list of items. These 
groups representing the tour 
generally considered funda•ental 

1. Bu.an relation factor 
* relation with superiors 
* relation with colleagues 
* degree of infor•ation (fro• 
* vertical co .. unication {froa 

by the e•ployees is •easured by 
items are grouped in tour basic 
factors affecting satisfaction 
[1] : . 

top downwards) 
bottoa upwards) 

2. Social-econo•ic situation factor 
a. economie 

* wages 
* promotion 

b. social 
* social insurances 
* social provisions 

c. job security 

3. Work environMent factor 
* provision 
* equipaent 
* organization and •ethods 
* work instructions 
* positive inforaation feedback 
* negative infor•ation feedback 
* health 

4. Work intrinsic factor 
* social treedom 
* recognition 
* job task 
* career building 

As bas been •entioned in the first cbapter, this list of 
satisfaction bas been distributed and explained after the first 
interview, together with the request to fill it out and band it 
back after a eertaio ti•e. Three •anagers did not co•ply with 
tbis request. This •eant a non-response of 15.8 %. In total, 63 
questions have been asked {see appendix 7.) to whicb six possible 
answers could be given. A eertaio score bas been attached to each 
answer. In table 6.1. an indication bas been given of the 
division of the answers over the different possibilities. 

Not all the questions have been tilled out by the re•aining 16 
interviewees. In total, 16 questions were unanswered (of these, 
10 came trom one respondent). This •eans a non-response of 1.6 %. 
When we take the view that the answer "unknown" also falls under 
the non-response, this percentage becomes 7.9 %. The total 



-126-

Table 6.1. Tbe score of, aod the division in percentages of 
the different answers. 

ANSWER SCORE PERCENTAGE 

unknown 0 6.5 % 
very bad never 1 0.6 % 

bad setdom 2 7.0% 
oot bad, oot good soaetiaes 3 34.2 % 

good of ten 4 46.7 % 
very good always 5 5.0 % 

Table 6.2. Average score on the satisfaction factors. 

FACTOR 

Hu.an relation factor 

* degree of inforaation 
* relation with superiors 
* relation with colleagues 
* vertical coamunication 

Work intrinsic factor 

* job task 
* career building 
* social treedom 
* recognition 

Social-economic situation 
factor 

* economie 
* social 
* job security 

Work envirooaeot factor 

* work instructions 
* positive infor•ation fb 
* orgaoization + •ethods 
* provision 
* equipaent 
* health 
* negative infor•ation fb 

AVERAGE SCORE 

3.8 

3.8 
3.8 
3.7 
3.6 

3.6 

3.7 
3.7 
3.5 
3.2 

3.5 

3.6 
3.5 
3.2 

3.4 

3.8 
3.8 
3.7 
3.4 
3.2 
3.1 
3.0 
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non-response (lists which have not been handed back, unanswered 
questions and the answer "unknown"} therefore comes to 23.7 %. 

When looking at table 6.2. we sbould always keep in mind that 
Indonesians have a tendency to answer aore positively than they 
really feel. Therefore tbe boundary between satisfied and 
dissatisfied bas been shifted. It is assumed that an Indonesian 
is neutral witb regard to a factor or an item when be/she scores 
3.5. When taking another look at table 6.2. it bas to be 
concluded tbat tbe interviewees are dissatisfied about tbe work 
environment factor. Tbis is oot caused by all the sub-factors, 
bowever. In table 6.3. a representation is given whicb factors 
and sub-factors received a score of ~ 3.5. Under the sub-factors 
it bas been indicated whicb questions received a score ~ 3.5. 
With regard to the first itea in the table, the interviewees 
were the aost dissatisfied. 

This table shows that if the organization wants to do sometbing 
about tbe dissatisfaction of tbe aanagement, the best results are 
acbieved when •easures are taken with regard to negative 
information feedback, health, equipaent, job security and 
recognition. 

1. negative inforaation feedback. 

As been aentioned in chapter 5.3.1., with regard to "incentives 
and penalties", giving negative inforaation feedback is a 
culturally delicate aatter. It should always be avoided that the 
person concerned suffers loss of face. Criticism will only be 
accepted when the superior behaves like a benevolent father or 
aotber. For the very reason that it is such a delicate aatter, it 
is explicable that superiors refrain from giving this kind of 
inforaation. But the need to give inforaation appears to be very 
prominent a•ong the aanageaent employees. Consideration could be 
given to baving superiors trained in giving negative inforaation. 

2. health. 

Tbis itea shows that there is a need for otber buildings. 
Buildings in wbich less people work in one room (refer to 
5.1. "planning and forecasting"), possibly with 
air-conditioning and in which the windows can be opened. 
I can oot give an explanation for the dissatisfaction with the 
healthiness of the work and the degree of security of the work. A 
possible arguaent could be that soae people work with cblorine. 
In the Netherlands the safety regulations with regard to working 
with chlorine are wearing gloves and a face aask [2). 

3. eguipaent. 

The dissatisfaction connected to this item is very understandable 
when we keep in aind the situation in and around the store-house. 
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Table 6.3. Satisfaction factors witb a score ~ 3.5 

Work environment factor (3.4} 

* negative inforaation feedback (3.0} 
-information of tbe superiors about tbe quantity of work done, 

wben tbe quantity is not good 
-infor•ation of tbe superiors about tbe quality of work done, 

wben tbe quality is not good 

* bealtb (3.1) 
-tbe degree of security of the work 
-tbe aaount of noise 
-tbe cleanliness of the worksite 
-tbe te11perature 
-tbe bealtbiness of tbe work 
-tbe amount of fresb air 

* equipment (3.2} 
-tbe possibility of obtaining spare parts needed for tbe work 
-tbe tools with wbicb one bas to work 
-tbe condition of tbe •achines 
-the possibility of obtaining the right tools needed for the 

work 
-the •acbines with wbich one bas to work 
-the cleanliness of the machines 

* provision (3.4} 
-the lavatories 

Social-economic situation factor (3.5) 

* job security (3.2) 
-tbe degree of security of tbe job (little danger for 
dismissall 

* social (3.5) 
-tbe a•ount of tbe benefit in case of per•anent disability 
-tbe amount of tbe benefit for expenses in case of illness 

* recognition (3.2) 
-tbe acknowledg•ent of tbe skills of tbe personnet 
-tbe recognition for tbe work done 

* social freedo11 (3.5) 
-tbe degree of freedo• of •oveaent during tbe work 



OFFICE BUILDINGS 
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Changes in the pursued policy could increase the degree of 
satisfaction. 
The condition and the cleanliness of the aachines can be 
a•eliorated by actually standardizing the preventive aaintenance 
(refer to 5.4.2. : "•aintenance schedules"} 

4. job security. 

Now that the BPAM bas entered the transitional stage to PDAM it 
is understandable that the eaployees do not know what will happen 
with their jobs. However, we are dealing with a se•i-government 
organization, in which firing e•ployees is very unusual. To avoid 
unrest, it will have to be •ade clear which transfer policy and 
which dis•issal criteria will be used. 

5. recognition. 

The dissatisfaction with regard to tbis item seems to •e to be 
caused by the strong centralization of the decision-making 
autbority. Delegating the decision-making autbority would be a 
solution for this. The organization will have to resort to tbis 
in the future anyway, because tbe BPAH is in a strong period of 
growth. When authority is not delegated, decision-making will 
become a prolonged process and the board will in all probability 
become over-burdened. In addition as bas been mentioned in 5.1. 
"forecasting and planning" tbis is a partial solution to tbe 
transportation problem. 
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CHAPTER 7. FURTHER STATISTICAL ANALYSIS. 

7.1. lntroduction. 

In tbis cbapter the data froa tbe cbapters 4 5 and 6 will be 
furtber analyzed statistically. This analysis bas been carried 
out in two parts : 

1. The first part bas been subdivided into tbree steps : 

a. Defining the relationships between 
background variables and deteraining 
be distinguisbed. 

tbe social-economic 
wbether clusters can 

b. Defining the relationships between the variables which can 
be distinguished in the aanagement functions and 
deteraining wbether clusters can be distinguished. 

c. Defining the 
variables and 
distinguished. 

relationships 
deteraining 

between 
wbether 

the effectiveness 
clusters can be 

2. Tbe second part bas also been subdivided into tbree steps : 

x. Defining the relationships between the social-economic 
background variables and tbe variables distinguished in the 
aanagement functions and determining wbetber aeso-clusters 
can be distinguished. A aeso-cluster is constituted by 
variables from botb groups of variables. 

y. Defining tbe relationsbips between tbe social-economic 
background variables and the effectiveness variables and 
deteraining wbether aeso-clusters cao be distinguisbed. 
Defining tbe relationships between the variables wbich can 
be distinguisbed in tbe aanageaent functions and the 
effectiveness variables and deteraining whetber 
aeso-clusters cao be distinguisbed. 

z. Defining wbetber aacro-clusters cao be distinguisbed. A 
aacro-cluster is a cluster constituted by variables fro• 
all tbree groups. 

For tbe deteraination of tbe relationsbips tbe statistica! 
aeasure, tbe laabda of Goodaan and Kruskal bas been used. The 
reason for tbis being, tbat tbis aeasure is suitable for data on 
a noainal level. Of tbe indicators wbicb aeet tbis requireaent, 
tbe laabda of Goodaan and Kruskal aakes tbe least deaands on the 
collected data [1]. 



7.2. Goodman and Kruskal's lambda. 

The theory. 

It is possible to classify the memhers of a population in many 
different ~ays. The classification metbod depends on the type of 
data. A dichotomous classification is based on the division in 
two groups ; those memhers who have a eertaio qualification and 
those who do oot. A classification based on more groups is called 
a multiple classification. To intarrelate two or more 
classifications of (a sample of) a population a contingency table 
cao be used. The general form of such a table for two variables 
(or two classifications) is given in table 7.1 .. The data in 
the table consist of the oumber of elements in each combination 
of categories : frequency n(ij). The total sum of elementsis 
equal to the population (N) see formula 7.1 .. 

N = ~ 
c 

2: n(ij) formula 7 .1. [21 
i=l j=l 

table 7 .1. The general form of a two-dimensional contingency 
table [2] 

Columns (variable 2) 
1 2 c Tot al 

1 o(ll) n (12} n ( 1.) 

Ro~s (variable 1) 2 n (21) 

r n ( r 1) n(rc} n ( r.) 

Tot al n ( 1.) n (. c) n (..) 

If tbere exists some correlation between two variables, knowledge 
of tbe classification of one variable reduces the error in 
predicting tbe classification of the second variable. Tbe index 
of Goodman and Kruskal lambda (A\B) is an indicator of this 
error reduction. Lambda (A\B) is the relativa decrease in the 
probability of an error in guessing the category of variable A 
between tbe category of variable B unknown or known ; 

lambda (A\B) = [P(l) - P(2)] I P(1) 
with 
P(1) = P(error in guessing A if B is unknown) 
P(2) = P(error in guessing A if B is known) 

formula 7.2. [3] 
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Of course, variablo A can also be used to predict varidble D and 
this way, indicator lambda (B\A) is obtained. If neither variahl~ 
is designated as predietor or variabic to be predicted lambdd (G) 
can be used as indicator. In that case somatimes variable A is 
given and sametimes variable B is given befarehand and the ono 
not given must be predicted. Lambda (G) will al~ays take a value 
between lambda (A\B) and lambda (B\A). 
Expresslons for the indicators, based on table 7.1. are given 
belo\li' : 

Lambda (A\B } = 

Lambd.:J (B\A) = 

r z 
Lambda (G) = i=l 

c 
L max n (ij) 
j=l 1 

N 

r 
L IDilX n (ij ) 
i=l j 

max n(i.) 
1 

ma x n {.i) 
i 

ma x n ( . j) 
j 

form. 7.3. [4] 

------------------------------- form. 7.4. [3] 

max n(ij) 
j 

2N 

c 
+2: 

j=l 

max n (. j) 
j 

max n(ij) -max n(.j) - max n(i.} 
i j i 

ma x n (. j} 
j 

max n(i.) 
1 

formula 7.5. [4) 

For every t\li'o variables lambda (G} bas been calculated. As 
criterion for variables to be part of a cluster, a lambda (G) 
~ .30 is used. The reason for this is, that the lambda is a 
conservative measure. This means that the value probably will 
be higher than the value it indicates. This criterion must be met 
for all variables in the cluster. 



An example. 

table 7.2. 

Var. 1 
(EDUCA 
TION} 

A 

B 

c 

D 

E 
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An exaaple of a contingency table 

Variable 2 (AGE} 
x y z 

1 3 4 

4 1 1 6 

3 3 

1 2 3 

1 2 3 

9 7 3 19 

Suppose that a person is selected at random and bis education 
•ust be predicted knowing nothing about bis age. On the basis of 
the aarginal totals for education in table 7.2. the best guess 
would be category B. Consequently the probability of the guess 
being in error would be given by : 
P1 = P(error in guessing education when 

= P(person received education A} 
education C} + P(person received 
received education E} 

= 1 - P(person received education B} 
= 1 - (6/19) = 0.68 

age is unknown) 
+ P(person 

education D} + 
received 
P(person 

If the saae probability is calculated again in the case bis age 
is known the best guess would be tbe education with tbe largest 
frequency in tbe particular age class iovolved. This is for age 
X, education B ; for age Y, education A and for age Z, education 
E. Tbe probability of the guess being in error for eacb of tbe 
tbree age classes aay be contained as follows 

p1 = 1 - P(education B in age class X} 
= 1 - (4/9) = 0.56 

p2 = 1 - P(education A in age class Y) 
= 1 - (3/7) = 0.57 

p3 = 1 - P(education E in age class Z) 
= 1 - (2/3) = 0.33 

The overall probability of an error in guessing tbe educatioo of 
a person when told bis age aay now be obtained as follows : 

P2 = p1 * P(persoo is fro• age X} + p2 * P(person is from age Y} 
+ p3 * P(person is from age Z}. 

= 0.56 * (9/19} + 0.57 * (7/19) + 0.33 * (3/19} = 0.53 
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Therefore the knowledge of a person's age reduces to some degree 
the probability of an error in predicting the education category. 
Goodman and Kruskal's index of predictive ability lambda (A\B) is 
computed from these probabilities as follows : 

lambda (A\B) = [ (0.68 - 0.53) I 0.68 ] = 0.22 



-139-

7.3. The relationships between the social-econo•ic background 
characteristics. 

Within the social-economic background characteristics 14 
variables can be distinguished. These are •entioned in 
table 7.3 .. For the classification whicb is applied to eacb 
variable and the frequencies which go with the• refer to appendix 
8 .. Tbe values of the relationsbips are listed under table 7.4 .. 

Table 7.3. 

Variable 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
13 
14 

The distinguished social-econo•ic background 
variables. 

Description 

A ge 
Sex 
Ethnic group 
Education 
Hadtal status 
Position 
Income surplus 
Honthly income 
Hobility in the past 
Hobility in tbe future 
Nu.ber of •onths worked prior to BPAH 
NUilber of •ontbs working in BPAH till 1/6/88 
Nu11ber of followed courses 
Number of des i red courses 
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Cluster * 1 
Age - aarital status - position - aonthly iocome (1 - 5 - 6 - 8) 

The older a aanager is, the aore often he is aarried and bas 
children, tbe bigher is tbe position he bolds and tbe bigher is 
the aonthly iocome he receives. 

Next to tbe cluster whicb is distinguisbed tbere are two more 
relationsbips between two variables wbich are also relevant : 

1. Sex- aobility in the future (2- 10 ; .62). 
All tbree interviewed woaen are unwilling to 
future. All tbe interviewed aen are willing 
extent of the willingness, bowever, varies. 

aove in tbe 
to aove, tbe 

2. Education- aobility in the future (4- 10; . 35). 
People educated in a teehoical field will display a greater 
aobility in tbe future as coapared to people educated in the 
field of administration. 

IMPORTANT All tbe clusters wbicb can be distinguished but wbicb 
cannot be explained have not been aentioned in tbe 
text. 
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7.4. Tbe relationships between the aanageaent tunetion 
variables. 

Within the aanagement functions 14 variables can be 
distinguished. These are aentioned in table 7. 5 .. For the 
classification which is applied and the frequencies which go 
with thea refer a lso to appendix 8 .. The va lues of the 
relationships are listed under table 7. 6 .. 

Table 7.5. Tbe distinguished aanageaent tunetion variables 

* 

Variable 

01(*} 
02 
03 
04 
05 
06 
07 
08 
09 
010 

Cl 
C2 

Destription 

number of functions held including the present one 
average time spent in one tunetion 
training 
number of subordinates 
balance of e•ployees befare expansion 
balance of employees after expansion 
application procedure 
family working inside BPAM 
brings forward proposal for new staff 
wants to hire an employee bimself 

receives •inutes 
1 •eeting is sufficient 

Ll fixed I flexible salary 
L2 introduetion of perforaance bonus 
L3 severest for•al penalty 
L4 actual financial span of discretion 
L5 necessary financial span of discretion 
L6 actual financial span of discretion I HC 
L7 necessary financial span of discretion I HC 
L8 necessary financial span of discretion I HC 

(including RP 110,000 requested by the sections} 
L9 actual financial span of discretion I consuaers 
LlO necessary financial span of discretion I consumers 
Lll necessary financial span of discretion lconsu•ers 

(including RP 110,000 requested by the sections 

Pl facilities 

0 = organizing variable 
L = teading variable 
c = coordinating variable 
p = planning variable 
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Table 7.6. Tbe relationsbips between tbe •anage•ent tunetion 
variables 

01 02 OJ 04 0~ Ot 07 08 09 GlO Cl ~; ~1 L2 L3 L~ L1 LE ~, ~f L~ ~H· ~:: 

ÜÎ .50 
OJ . 25 . ! 1 
0~ . :3 . 06 û 
05 .14 .3f .li .80 
ût .40 0 0 .63 .63 
07 .17 .20 .JE .~0 .33 .4] 
OE .ll .12 v .18 0 0 .32 
os .1! .50 0 0 .22 0 .0~ 
Clf 0 .6C 0 D 0 0 .29 
Cl 0 0 0 .64 .33 .29 .OE 0 .14 
Ci D 0 0 0 . 25 .1 i .li 0 .13 0 
L: .1L.13 0 O,g 0 0 0.13 
L2 C 0 0 • :4 0 0 0 0 0 
••. 1e .t" e .2: .40 .12 0 o .11 0 .:e o .2l' 
) . . GB .:~ .:E .21 .17 0 .1? .!~ .18 :, .23 .!7 0 .:: .4; 
Li .14 .!~ 0 .16 .56 .29 .2C 0 0 .29 .63 0 c 0 .4C p 

Lt 0 .5! 0 .~4 .5E 0 .13 0 .38 .50 .38 0 c 0 . 56 0 '1 . t. 

'; l· o.zo.4•.sf o.:: r o o.Jc ' .17 0 .H ~ 0 2 ~· \'· ,, ,., 
L8 0 0 .20 .l6 .u4 .29 .50 0 .38 .~·: .38 0 0 . 3 3 0 ' ~ . ie .iO •• J 

L~ 0 .57 .20 .44 .44 0 .13 Q .JE .lC .3F 0 0 0 . 5 ~ 0 . 63 1 'I; tr .•. o..ll• 

L10 .43 C .17 .6:• .40 .13 .33 .i4 .22 .2l .55 0 . ! 4 0 ~ ·~ 0 . 2: ~" s:· .44 . 4" 
L:: 0 0 .2C .Sf .4~ .zç .2i D .Je .:; .Jr r: .. (' 

,, 
'} ~ 

,, . : ~· ' ' .. ".t 'I'; 
• i; .. • L>.. 

~: .Ot .Ot .08 .Of .50 .:3 .1! .Ot .:v .2! .:: .50 .13 .19 .32 .27 .4" .22 .2: ,41; .:o .44 

Cluster * 04 
Nuaber of subordinates balance of e•ployees before expansion -
balance of e•ployees after expansion (04 - 05 - 06) 

Given a nuaber of subordinates ~ 6, tbe balance before expansion 
as well as tbe balance after expansion is 0 %. 
Given a nu•ber of subordinates between 6 - 12, tbe balance before 
expansion is tbe bigbest (=50 %) and tbe balance after expansion 
is also tbe bigbest (=100- 150 %). 
Given a nu.ber of subordinates between 12 - 19, tbe balance 
before expansion is bigher (=0 - 50 %) and tbe balance after 
expansion is also bigher (=0- 50 %). 

This indicates tbat tbe govern•ent criterion sbould not be 
applied to tbe branches during tbe growtb-period (refer to table 
3.3. : staffing). 

Cluster * L6 
Actual financial span of discretion I HC - necessary financial 
span of discretion I HC - necessary financial span of discretion 
I HC (including tbe RP 110,000 asked by tbe sections (L6 - L7 -

Tbe s•aller tbe financial actual span of discretion I HC , the 



-143-

smaller the necessary financial span of discretion I HC. 
The greater the actual financial span of discretion I HC , the 
greater the necessary financial span of discretion I HC. 
The smaller the actual financial span of discretion I consumer , 
the saaller the necessary financial span of discretion I HC 
(including the RP 110,000 requested by the sections). 
The greater the actual financial span of discretion I HC , the 
greater the necessary financial span of discretion I HC 
(including the RP 110,000 requested by the sections). 
The saaller the necessary financial span of discretion I HC , the 
saaller the necessary financial span of discretion I HC 
(including the RP 110,000 requested by the sections). 
The greater the necessary financial span of discretion I HC , the 
greater the necessary financial span of discretion I HC 
(including the RP 110,000 requested by the sections). 

This supports the statement that the regulation for the financial 
span of discretion is determined arbitrarily. 

In addition to these two clusters which have been distinguished 
there are another two relationships between two variables which 
are relevant 

1. Number of subordinates - receives minutes (04 - Cl ; .64) 
Heads of units and sections consisting of less than 7 
subordinates do not receive the ainutes. Heads of units 
consisting of 7 or more subordinates do receive minutes. 

2. Number of functions held including the present one - average 
timespent in one function. (01- 02 ; .50). 
* Employees who have held one function, have spent an average 

of 24 - 34 months in one position. 
* Employees who have held 1 - 4 functions, have spent an 

average 4 - 24 months in one position. 
* Employees who have held 4 - 7 functions, have spent an 

average of 4 - 14 months in one position. 

This inforaation supports the observed tact that people are 
transferred in order to find them a suitable function, instead 
of coaparing the qualities andlor education of an eaployee 
with the requirements set for a function. 
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7.5. Tbe relationships between the effectiveness variables 

Within the effectiveness 5 variables can be distinguished. These 
are aentioned in table 7.7.. For the classification which is 
applied to eacb variable and the frequencies which go with them 
once again refer to appendix 8. The values of tbe relationships 
are listed under table 7.8 .. 

table 7.7. The distinguisbed effectiveness variables. 

Variable Description 

BRF Buman relation factor 

SESF Social-economic situation factor 

WEF Work environaent factor 

WIF Work intrinsic factor 

SAT Satisfaction 
( = [ HRF + SESF + WEF + WIF ] I 4 ) 

table 7.8. Tbe relationships between tbe effectiveness 
variables 

HRF SESF WEF WH 

SESF .25 
\oilEF .07 0 
\HF .29 .68 .06 
SAT .29 .47 .41 .60 

Cluster *SAT 
Satisfaction - work intrinsic factor - social econoaic situation 
factor (SAT - WIF - SESF) 

The aanager who is the aost dissatisfied about the SESF is a lso 
the aost dissatisfied about the SAT. 
The aanager who is the aost dissatisfied about the WIF is a lso 
the aost dissatisfied about the SAT. 
The aanager who is the aost satisfied a bout tbe SESF is a lso the 
aost satisfied about the SAT. 
Tbe aaoager who is the aost satisfied a bout the WIF is a lso the 
aost satisfied about the SAT. 
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The aanager who is the •ost dissatisfied about the SESF is also 
the aost dissatisfied about the WIF. 
The aanager who is the aost satisfied about the SESF is also the 
aost satisfied about the WIF. 

Managers wbo score high on satisfaction, also score high on tbe 
social-economic situation factor and the work intrinsic factor. 
Managers who score low on satisfaction also score low on the 
social-econoaic situation factor and tbe work intrinsic factor. 

In tbe theoretica! aodel satisfaction is deter•ined by tour 
factors, namely : 
1. Buaan relation factor 
2. Social-econoaic situation factor 
3. Work environment factor 
4. Work intrinsic factor 

Eapirically it appears, that tbe satisfaction of tbe aanagement 
in this organization can be aeasured with the aid of 3 factors : 
a. Buman relation factor 
b. Work environment factor 
c. Social-econoaic situation and tbe work intrinsic factor 

In practice this means tbat if the satisfaction among the 
•anagement needs to be measured again in tbe future, tbis can be 
done with a list containing fewer items. 
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7.6. Tbe relationsbips between tbe independent. tbe 
inter•ediary and tbe dependent variables. 

The results of the seeond part of 
(see 7.1. introduetion) are listed 
7.10. and table 7.11 .. 

the statistieal analysis 
under table 7. 9. ; table 

Table 7.9. Tbe relationsbips between tbe social-econo•ie 
background variables and tbe •anage•ent tunetion 

variables. 

*1 2 3 4 7 9 10 11 12 13 14 

01 .11 .50 .12 .25 .12 .16 .30 0 0 .06 0 
02 .26 .42 .05 .23 .11 .24 .36 0 0 .11 .06 
03 0 . 20 0 .31 .09 .25 .17 0 0 0 0 
*04 .16 0 .16 .23 .05 .14 .41 .13 0 .28 .06 
07 .07 0 0 .21 0 .24 .17 0 .15 0 .20 
08 .17 .09 .06 .10 0 .20 .41 0 0 .12 .47 
09 .45 .17 0 .08 .09 .08 .08 0 .22 0 .10 
010 .14 0 0 .14 .14 .13 0 0 .17 .60 .14 
Cl 0 0 .08 .13 0 .07 .33 0 0 .09 .08 
C2 .18 0 0 0 0 .08 .14 0 .11 0 .18 
L1 .27 .25 .11 .30 .10 0 .18 0 0 0 . 11 
L2 .17 0 0 .13 .20 0 0 0 0 .17 0 
L3 .43 .13 .08 .25 .13 .07 .20 0 0 0 0 
L4 .38 .10 .31 .26 .25 .35 .22 .07 0 .07 .13 
L5 .22 0 .11 .36 .13 .10 .27 .13 0 .11 .11 
L6 . 29 0 0 .63 0 .29 .25 0 .50 0 .13 
L9 . 29 0 0 .63 0 .29 .25 0 .50 0 .13 
L10 .25 0 .20 .44 .29 .13 .22 .29 .14 .43 .11 
L11 0 0 .29 .13 0 .14 .75 0 .17 0 .25 
Pl . 28 .08 .32 .27 .05 .20 .33 .35 .13 0 .11 

Meso-eluster 1. : 
Age severest tormal penalty aetual finaneial span of 
diseretion (1 - L3 - L4) 

The youngest •anagers (23 - 28) use only tbe advisory talk as a 
penalty and have tbe bigbest aetual finaneial span of discretion 
at tbeir disposal (= RP 50,000- 100,000). 
Tbe •anagers in tbe •iddle age-category (28 33) 
adaonition as tbe severest penalty, but do tbis witbout 
tbe board involved tbey have an actual financial 
discretion of RP 0 - 50,000. 

use tbe 
getting 
span of 

Tbe •anagers from tbe bigbest age-category (33 - 38) use board 
involve•ent as tbe severest penalty and tbey have tbe lowest 
financial span of discretion at tbeir disposal (=RP 0,00). 

Young people like to take tbeir own responsibility. In addition, 
tbis gives an indieation for a (semi-) generation-gap. 
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Heso-eluster 2. : 
Sex - aobility in the future - nuaber of functions held - average 
time spent in one tunetion 

Women are less mobile, and because of this they still hold their 
first function, which results in a higher average number of 
aonths spent in one function. 
Hen are aore mobile, and because of this they have held •ore than 
one function, which results in a lower average of •onths spent in 
one function. 

Apparently no sanction exists for the unwillingness to •ove. 

Heso-eluster 3. : 
Ethnic group - actual financial span of diseretien - facilities 

Sundanese aanagers have a higher actual 
discretion than the non-Sundanese managers, 
lower demand for facilities. 

financial span of 
which results in a 

Tbe Sundanese aanagers receive greater responsibility. This 
supports the general notion that the Sundanese culture is more 
similar to the western culture. The Javanese culture is more 
traditional. In this context this means that decision-making is 
left to the people who are higher in rank. 

Heso-eluster 4. : 
Education - aobility in the future - nuaber of functions held 

Teehnieally trained aanagers are more mobile and as a result they 
have held aore funetions. 
Managers educated in the field of administration are less •obile 
and therefore have held less functions. 

Teehnieally trained aanagers are barder to appoint to a eertaio 
function. 

Heso-eluster 5. : 
Edueation - nuaber of funetions held - neeessary finaneial span 
of diseretion 

Teebnieally trained aanagers have held a 
funetions and request a bigher necessary 
diseretion. 

larger number of 
financial span of 

Managers edueated in tbe 
funetions and request a 
diseretion. 

field of administration have held less 
s•aller necessary finaneial span of 

Tbis would indicate that tbe frequent transferal of •anagers 
leads to ineffieient work, which eosts the organization money. 



Table 7.10. 

*1 

HRF .07 
WEF .20 
*SAT .17 

Table 7.11 

01 
02 
03 
;,04 
07 
08 
09 
010 
Cl 
C2 
L1 
L2 
L3 
L4 
L5 
*L6 
L9 
LlO 
Lll 
Pl 
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Tbe relationsbips between tbe social-econoaic 
background variables and tbe effectiveness 

variables. 

2 3 4 7 9 10 11 12 13 14 

0 0 .35 0 .06 .33 .14 0 .07 0 
0 .14 0 0 .06 .22 .29 0 .14 .36 

.15 .31 .20 .21 .16 .43 .06 .07 .18 .13 

Tbe relationsbips between tbe aanageaent tunetion 
variables and tbe effectiveness variables. 

HRF \oJH *SAT 

.08 0 .31 

.20 .07 .44 

.11 0 0 

.14 .07 . 29 
0 0 .25 

.08 .33 0 

.36 0 0 

. 17 0 0 

.09 0 . 15 

.14 .22 .08 

.10 0 .18 
0 0 .17 

.50 0 .29 

.43 .25 .50 

. 11 0 .10 

.20 0 .33 

.20 0 .29 

.33 .43 .56 
0 .17 .33 

.12 .20 .21 

Heso-eluster 6. : 
Buman relation factor severest foraal penalty - actual 
financial span of discretion 

The aanagers wbo are tbe aost satisfied about tbe BRF, iapose the 
least severe penalty and receive the highest actual financial 
span of discretion. 
Tbe aanagers whoare the aost dissatisfied about the BRF, iapose 
the severest penalty and receive the lowest actual financial span 
of discretion. 
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Managers who receive responsibility, also take responsibility on 
other areas which results in a higher satisfaction with regard to 
the human factor. 

IMPORTANT 
For the two aacro-clusters which can be distinguished, an 
explanation bas not been found. Therefore these aacro-clusters 
are not aentioned in the text. 
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Chapter 8. SUMHARY OF MAIN RESULTS AND RECOMMENDATIONS 

1. 
The aanagers are still very young. Their age varies trom 23 to 37 
years with an average of 28 (4.1. ; page 49). 

2. 
Half of the aanagers are Javanese and half of the aanagers are 
Sundanese. Only one of them belongs to the Padangis. All the 
aanagers are Islaaic (4.3. ; page 51). 

3. 
All aanagers preter to work in a public organization, although 
the reason why varies. (4.5. ; page 58) 

4. 
Most of the aanagers have a senior high school education. 
However, no one bas followed an education specifically geared to 
the water supply sector (4.6. ; page 59 - 60) 

5. 
The number of requests for courses is great, principally 
* aanagement courses 
* teehoical training 
* English courses 
*planning courses (4.7. 

6. 

page 61 - 62) 

BPAM Cirebon started out with only two aanagers experienced in 
the water supply sector (4.10 ; page 66). This and the fact that 
the aanagers are all young, are the reasoos there is little 
practical experience to be found within BPAM Cirebon. This 
phenoaena is even reinforeed due to the fact that the aanagers 
have been frequently transferred in the short time they have 
worked in this organization (5.2.2. ; page 81- 82). 

7. 
32 % of the aanagers is not willing to aove within Western Java, 
soaething they agreed to during the application procedure (4.8. 
; page 63- 64). The analysis shows that no sanctions are applied 
for the unwillingness to aove (7.6. ; page 148). 

8. 
The height of the aonthly incoae is deterained by the following 
factors : 
* basic salary 
* position extra 
* perforaance bonus 
* rice 
* transport 
* overtime work 
* out-of pocket expenses (4.4. page 52) 
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The highest iocome is 3.6 tiaes as large as the lowest recorded 
income. 
Only a small part (between 22.4% and 37.4 %) of the iocome is 
deterained by the basic salary (appendix 6.). 
When a person receives compensation for transport expenses for a 
car this coapensation constitutes aore than 50 % of the total 
iocome (appendix 6.). 
26 % of the aanagers cao oot get by on the iocome earned at BPAH 
Cirebon (4.11 ; page 67). 

9. 
The perforaance bonus is deterained by presence only. lt is 
worthwhile to aake a further study in order to deteraine which 
types of aonetary incentives are suitable for this organization 
since in the opinion of aost of the aanagers there finally would 
be a real distinction between people who work hard and people who 
do nothing (5.3.1. ; page 89- 93). 

10. 
lt would be useful to introduce a aeasure to which the financial 
span of discretion is coupled. In addition every section should 
get the disposal of a financial span of discretion (5.3.2. ; 
page 95- 97}. 

11. 
Goals with respect to the inspeetion of the quality of the water 
could be : 
* Daily inspeetion of the water in Arjawinaneun dnd Kapetakan. 
* Monthly, in the long run weekly, inspeetion of the water in the 

reaa1n1ng units. 
In addition a further study should be conducted in order to find 
out whether it is technically and financially feasible to 
treat the water with the help of slow sand tiltration also 
(5.4.1. ; page 99- 101). 

12. 
It would be advisable to standardize the aaintenance activities, 
this would enable the IKKs and the branches to provide similar 
perforaance and results (5.4.2. ; page 103). 

13. 
The reaoval of the entire conneetion if a custoaer is unable to 
pay bis account runs counter to the long ter• objective of the 
BPAH. Each custoaer who bas failed to pay, sbould teaporarily be 
disconneeted {5.5.2. ; page 112- 113}. 

14. 
It is advisable that when it frequently occurs in a given aonth 
in a IKK that the 600 litres are oot delivered, the aaount which 
the custoaers have to pay that aonth will be decreased {5.5.1. ; 
page 109}. 
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15. 
Tbe •anage•ent will have to establish which percentage of 
co•plaints is still found acceptable in other words from what 
percentage onward actions will have to be taken (5.5.2. ; 
page 117- 118). 

16. 
Tbe •inutes of the coordination •eeting sbould be sent to each 
unit and section and should be discussed in the following meeting 
(5.5.3. ; page 119- 120). 

17. 
lt will have to beco•e clear that discussion on tariff increase 
is iudeed possible (5.5.3. ; page 119- 120). 

18. 
The board •ust give a clearer indication why eertaio proposals 
are oot realized (5.5.3. ; page 119- 120). 

19. 
Based on the criteria which have been set by the government, 
there are too •any people working in this organization (5.2.4. ; 
page 85- 87). Bowever, on the basis of the analysis, these 
governaent criteria should oot be applied to the branches during 
the growth-period (7.4. ; page 142). 

20. 
Appointiog or transferring •anagers to a eertaio function and 
subsequently assessiog whether they tunetion well does oot seem 
to me to be the right •ethod to get the right aan on the right 
job (5.2.2. ; page 81- 82). In addition, the analysis shows that 
the frequent transferal of •anagers leads to inefficient work 
which will cost the organization •oney (7.6. ; page 148). 

21. 
When the BPAM passes into a PDAH it cao adopt the present form of 
the application procedure. It will be advisable, however, to drop 
the requirement that the applicant should be no older than 35 
years of age. Duriog the applicatioo procedure the applicant will 
have to be tested to see whether he •eets the require•ents which 
have been for•ulated for the tunetion conceroed (5.2.1. 
page 77- 79). 

22. 
Technically traioed people are harder to place in a suitable 
tunetion within the coapaoy than people educated in 
ad•inistration. In all probability this is caused by the fact 
that the education of the teehoical people does oot link up very 
well with their present work. For the people educated in the 
field of administration tbis is •uch less tbe case (7.6. ; 
page 148). 

23. 
In the future the aim of the BPAH Cireboo •ust be directed at 
providing training courses internally. This bas three great 
advantages : 
a. lt is •uch cheaper. This will pri•arily be of great importance 

when the orgaoization will acquire the status of PDAM. 
b. Fora aod content of the training cao be entirely determined by 
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b. Fora and content of the training can be entirely determined 
by the organization itself. 

c. The ti•e at which a training is given, is also determined by 
the coapany itself (5.2.3. ; page 83- 84). 

24. 
The introduetion of a financial policy, period planning, 
operational planning and a budget would be advisable, although 
it bas to be taken into account that the ti•e-perspective of the 
Indonesian •anager could cause cultural proble•s (5.1. ; page 
71 - 74). 

25. 
If the organization wants to do soaething about the 
dissatisfaction of the •anagement the best results are achieved 
when •easures are taken with regard to negative information 
feedback, health, equipment, job security and recognition 
(chapter 6 ; page 125- 131). 

26. 
The analysis shows that (7.6. ; page 147 - 148) 
- young aanagers like to take responsibility 
- Sundanese are given aore responsibility 
- Managers, who are given responsibility also take responsibility 

in other areas and because of this they show a greater degree 
of satisfaction with regard to the Human Relation Factor. 

27. 
With regard to the office articles and parts from the store-house 
BPAM Cirebon should consider limiting the obligation to write a 
proposal to the expensive and complex parts (5.5.4. 
page 121- 122). 

28. 
In the future 
store-house of 
available to the 

the BPAM bas to pursue a ainimum stock in the 
the head-office and an extension of the supply 
units (5.5.4. ; page 121- 122). 

29. 
In the future the organization will have to resort to delegating 
decision-aaking authority in order to be able to respond more 
adequate1y to situations which arise and to avoid overburdening 
of the board (5.1. ; page 71- 74). 

30. 
So•ething wi11 have to be done about the co .. unication problem in 
this organization. In fact that such a problea exists is evident 
because : 
* There is no clear idea 

future or whether they 
budget. 

whether the board aakes plans for the 
just provide support, guide-lines and 

* There is obscurity with regard to the future expansion of the 
number of HC of the IKK Waled. 

* There is obscurity as to why proposals to which the board says 
•yes" are not realized. 
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APPENDIX I. 

Souree IRC 
•saall Coaaunity Water Supplies ; Technology of Saall 
Water Supply Systeas inDeveloping Countries•. 

February 1986 ; page 347 - 348 

WATER DEMAND i PEAK FLOW. 

Tbe daily water deaand in a coaaunity area will vary during the 
year due to seasonal pattern of tbe cliaate, the work situation 
(e.g. harvest tiae) and other factors sucb as cultural or 
religious occasions. 
The aaxiaua daily deaand is usually estiaated by adding 10 to 30 % 
to tbe average daily deaand. Thus, the peak factor for the daily 
deaand (=K1) is 1.1- 1.3 (for Cirebon K1 = 1.15). 
Tbe bourly variation in the water deaand during the day is 
frequently aucb greater. Generally, two peak periods cao be 
observed, one in tbe aorning and one in tbe late afternoon. The 
peak hour deaand (Qp) cao be expressed as the average hourly 
deaand (Qa) aultiplied by tbe hourly peak factor (=K2). Fora 
particular distribution area this factor depends on the size and 
cbaracter of tbe coaaunity served. Usually tbe factor K2 is chosen 
in tbe 1.5- 2 range (for Cirebon K2 = 1.75). 
A water distribution systea typically is designed to cater for tbe 
aaxiaua hourly deaand. This peak hour deaand (Qp) aay be coaputed 
as : 

K1 * K2 * average hourly deaand = 1.15 * 1.75 * Qa = Qp 

Figure 1 
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APPENDIX II 

Souree 

II.l 

Cirebon Saall Coaaunities 
Water Supply Project 
West Java 
Draft final report January 1988 

Villages included in pbase 1. 

page 11 

ARJAWINANGUN GEGESIK 

VILLAGE 

Panguragan (1) 
Arjawinangun (2) 
Leaan Tamba 
Kalianyar 
Gujeg 

subtot al 

POPULATION 

20,799 
20,748 

2.,639 
3,954 
2.,489 

50,629 

VILLAGE 

Gagesik (3) 
Kalider as 
Gayalangu (4) 

subtot al 

POPULATION 

18,998 
3,143 
9,978 

32,119 

1.Desa Panguragan Wetan, Panguragan Kulon, Panguragan Lor, 
Panguragan. 

2..Desa 
3.Desa 

Arjawinangun, Jungjang, Jungjang Wetan. 
Gegesik Kulon, Gegesik Wetan, Gegesik Lor, Gege~ik 
Kidul 

4.Desa Bayalangu Lor, Bayalangu Kidul. 

VILLAGE 

Kroya 
Grogol 
Kapetakan 
Karangkendal 
Bungko {6) 
Kertasura 
Dukub 
Pegagan (7) 
Suranenggala 

subtot al 

KAPETAKAN 

POPULATION 

5,560 
3,640 
4,22.2 
5,098 
4,074 
4,996 
2,189 

10,683 
13,985 

35,247 

5.Desa 
6.Deas 
7.Desa 

Kroya, Karanganyar 
Bungko, Bungko Lor 
Pegagan Lor, Pegagan Kidul. 
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Villages included in pbase 2. 

ARJAWINANGUN GEGESIK 

VILLAGE POPULATION VILLAGE POPULATION 

Tegal Gudug (1) 
Rawa Gate! 
Sende 

subtot al 

16,795 
1,101 
3,343 

21,239 

Jagapura (2) 
Guwa (3) 
Prajawinangun (4) 
Kaliwed i 
Stendra 
Kedung Dale• 
Wargabongun 
Ujung Se•i 

subtot al 

1.Desa 
2.Desa 

Tegal Gubug Lor, Tegal Gubug, Karang Se•bung. 
Jagapura Kidul, Jagapura Lor, Jagapura Wetan, 
Jagapura Kulon. 

3.Desa 
4.Desa 

Suwa Lor, Suwa Kidul. 
Prajawinangun Wetan, Prajawinangun Kulon. 

VILLAGE 

Purwawinangun 
Karangreja 
Suraltarta 
Sibubut 
Kedaton 
Muara 

subtot al 

KAPETAKAN 

POPULATION 

4,690 
2,693 
3,273 
2,827 
2,827 
2,910 

18,427 

19,638 
7,585 
5,899 
6,023 
2,082 
3,902 
2,891 
4,495 

52,515 
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APPENDIX lil. 

TECBNlCAL ASPECTS OF WATER SUPPLY. 

WATER SOURCES [1] 

There are tour types of water-sourees 

1. Spring water 

Witbout any doubt, spring water at a bigher level tban tbe 
supply area is tbe best souree for doaestic supplies. 
Groundwater does have an disadvantage in that it is invisible 
and therefore unknown and that for its recovery aore or less 
elaborate works are necessary. These drawbacks, bowever, do 
not bold true for groundwater that returns to the surface in 
the fora of springs and which can be direetly recognized and 
sized up. To aaintain tbe bygienic purity of spring water, 
it aust be recovered in sucb a way that any possibility of 
poltution is avoided. 
Spring water is tbe ebeapest solution for water supply 
because it can be carried to tbe consuaption area by a piped 
gravity systea. 

2. Groundwater 

Groundwater bas the enoraous advantage of being safe in 
baeteriological respect. Sinee groundwater was born as 
downward pereolating raio- or river-water, tens or hundred of 
years have elapsed during wbieh period all organisas, which 
eause diseases, have died away resulting in a water safe in 
bygienic respect. To this aust be added that under suitable 
eonditions, it cao be recovered at aany places, also in tbe 
direet neigbbourhood of population clusters shortening the 
distance it aust be carried to the various bousebolds. 
Individual supplies, one for eacb faaily, aay also be 
considered, in wbicb case tbey will be kept in better 
conditions, while tbe consequences of poltution are 
considerably less. 

3. Surface water 

For rural supplies in developing countries, surface water 
sourees show aany disadvantages. River water is oot always 
available throughout the whole year. By contact witb buaan 
and aniaal life tbe water is polluted and always needs 
treataent before doaestic use. It is only loeally available 
and when it is situated at a greater distance froa the 
coaaunity, a puaping station with pipelines and standposts is 
at least required. The least objeetionable solution is tbe 
extraction of water froa natural or artificial takes. Here 
the water is at least elear and when extracted at soae 
distance froa the sboreline tbe poltution is rather saall 
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allowing an adequate treat•ent by slow 
Surface water is an expensive salution 
is always necessary. 

4. Raiowater 

sand tiltration only. 
because purification 

Wben people have their per•anent ho•es, raiowater is always 
available and fro• ti•es iaae•orial it bas been a •ajor 
souree for doaestic supplies all over the world. As drawback 
aust be aentioned that in dry cli•ates the a•ounts are rather 
saall so•eti•es with rainless aontbs in succession. 
Wben raiowater is left unprotected, it can be polluted by 
bird droppings, by wind blown dust or by the excreaents of 
aniaals. If tbis bappens, sand filters are needed to obtain 
clear water. Raiowater is only applicable on saall scale 
because the ratio investaent costs per • 3 water is very 
high. 

WATER TREATKEHT [2] 

Tbe quality of do•estic water bas to satisfy two require•ents, it 
aust be safe and it ought to be attractive to use. Both aspects 
aay be realized by tbe judicious selection of the souree or by 
purification after recovery. Due to lack of •oney and skills, 
treataent is always a difficult proposition in very saall 
villages and rural areas of developing countries and when 
unavoidable, it sbould be realized in tbe siaplest way, using 
appropriate tecbnology adapted to local possibilities and 
preferences. To aake a water supply systea under these conditions 
a success tbe local population sbould feel involved in the 
efforts and this is only feasible by using local aaterials and 
skills as •ucb as possible. 
Spring -and natural or artificial groundwater are safe in 
bygienic respect, but wben tbey are anaerobic, tbey aay contain 
too high aaounts of iron and aanganese. Reaoval is easy by 
aeration, sedi•entation and •echanical filtration. 
In case (post) poltution of spring-, ground-, and raiowater is 
not excluded, biological (slow sand) tiltration should be used, 
if necessary preceded by aeration. 
The saae slow sand filters aay be applied for the treat•ent of 
surface water witb little turbidity. 
For river water with a high suspended aatter content and perbaps 
a large load of organic and bacteriological pollutants, a nuaber 
of unit operations aust be set one bebind the other sucb as plain 
sediaentation, cbeaical coagulation witb flocculation and 
settling, rapid tiltration and disinfection or slow sand 
filtration. 

Tbe above aentioned processes cao be described as follows 

* Aeration 

Tbis is 
contact 

the process whereby water is 
with air for the purpose 

brougbt into intiaate 
of raising tbe oxygen 
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content, lowering tbe carbon dioxide content and reaoving 
obnoxious gases sucb as aetbane and bydrogen sulfide. 
Aeration aay be accoaplisbed in aany ways coaaonly classified 
in three broad groups : 
1. water fall aerators 
2. bubble aerators 
3. aecbanical aerators 

* Plain sediaentation 

Plain sediaentation is tbe siaplest way of reaoving turbidity 
froa tbe water. In tbis process, the water flows througb a 
tank of a large cross-sectionel area, creating a state of 
virtual quiescence (see figure 1). This allows tbe beavier 
particles to aove downward and to accuaulate at tbe bottoa, 
after wbicb the water leaves tbe tank in a clarified 
condition. 

Figure 1. Plain sediaentation with dug basin [a] 

=~=~ 

* Cheaical coagulation, flocculation and settling 

The efficiency of plain sediaentation is greatly enhanced and 
also extended to colloidal aatter, wben tbe suspended 
particles in tbe raw water can be aade to coalesce, thus 
foraing larger flocks with a bigher rate of subsidence. 
Coaaonly tbree-valent iron or aluainua salts are used for tbis 
purpose. By subsequent sediaentation these flocks can easily 
be reaoved. But it is said tbat cbeaical coagulation 
is a coaplicated and expensive treataent. It sbould tberefore 
be avoided as long as possible, preferably by cboosing a 
better souree for raw water. (see tigure 2) 
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Figure 2. Baffled flocculation tank [b] 

* Slow sand tiltration 

Filtration is the purification process, whereby the water to 
be treated is passed througb a porous substance. During tbis 
passage water quality iaproves by reaoval of suspended and 
colloidal aatter, by reduction of the nuaber of bacteria and 
other organisas and by the changes in its cheaical 
constituents (see tigure 3). Wben during the processof 
tiltration iapurities are reaoved froa the water, they 
accuaulate on and between the grains of the filterbed, 
reducing the effective pore space by which the resistance 
against the flow water increases. After soae tiae this 
resistance becoaes too high so that cleaning the filter is 
necessary to aaintain its capacity. 

Figure 3. : Slow sand filter [c] 
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* Rapid tiltration 

Rapid tiltration follows the sa•e principle as slow water 
tiltration with the following ditterences : 

Rapid Slow 

size of the sand 0.8 - 1.2 .. 0.1 - 0.3 .. 

co .. on filter rates 100-250 •/day 2.5 •/day 

cleaning of the filter by backwashing by seraping 

Rapid tiltration is •ore co•plicated, oot only the design and 
the construction but also operatien and •aintenance are a 
•atter for experts. This •akes the• less applicable for rural 
supplies in developing countries. 

* Disinfection 

Disinfection serves to kill pathogenie organis•s by che•ical 
action. Because of the costs involved the •ajority of the •ost 
widely used disinfectants cannot be applied in rural areas of 
developing countries. The possibilities are the cblorine 
co•pounds NaOCL and CaOClz next to the balogens bro•ine and 
iodine. 
Privately the bygienic quality of drinking water cao be 
assured by boiling. This is co•pletely effective, provided 
that post-conta•ination during cooling is avoided. 
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Notes appendix 3. 

1. 
Prof. ir. L. Buisaan : 
Treataent aethods for water supplies rural areas of developing 
countries. 
1978 ; page 16 - 24 

2. 
Prof. ir. L. Buisaan : 
Treataent aethods for water supplies rural areas of developing 
countries. 
1978 ; page 24 - 26 

a. 
Prof. ir. L. Huisaan . . 
Treataent aethods for water supplies rural areas of developing 
countries. 
1978 . page 50 • 

b. 
Prof. ir. L. Buisaan : 
Treataent aethods for water supplies rural areas of developing 
countries. 
1978 ; page 50 

c. 
Prof. ir. L. Huisaan : 
Treataent aetbods for water supplies rural areas of developing 
countries. 
1978 ; page 51 
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FIRST QUESTIONNAIRE 

1. Na•e 

2. Age 

3. Karried 

Children 

IV .1. 

If yes how •any are still alive ? 

4. Place of residence 

Ti•e of living in this residence 

5. Place of birth 

6. Etbnic group 

Religious affiliation 
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7. For•al education received 

Finished ? 

SD 

ST 

STH 

SHP 

SHA 

SHEA 

Otbers, which ? 

Hu.ber of years if 
not finished 

8. Have you followed any courses, since you left school ? 

If yes : 

Which course where when how long 

8b. Was I Is that course useful for your wort ? 

Do you want to follow any course ? 

If yes * What kind of course ? 

* And why 
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9. Since wben do you work for tbis organization ? 

10. Bow did you enter tbis organization ? 

11. Did you have bad otber positions inside tbis organization ? 

lf yes 

Wbicb ? 

Wbere ? 

Reason for change ? 

12. Salary per •ontb 

13. Wbat do you need •ontbly for livelibood ? 

for food Rp. I •on tb 

for clotbes and sboes Rp. I •on tb 

for tbe house Rp. I •on tb 

for school Rp. I •on tb 

otbers. whicb Rp. I •on tb 

Tot al Rp. I •ontb 

Are tbere otber •e•bers of tbe fa•ily wbo earn •oney ? 
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14. Starting witb tbe first job or tunetion you have bad, wbich 
functions or jobs, in wbich organizations have you perforaed 
successively ? 
In whicb towns or villages were these organizations located 
at the tiae you worked there and how aany years did you work 
in each of these organizations ? 
What was tbe reason for a change ? 

15. Wbere do you rather want to wort and why ? 

in a public organization 

in a private organization 

independent entrepreneur 

16. On whicb position I on which departaent do you want to work 
in tbe future in tbis organization ? 

17. If PAK or PPSAB offers you a better position or job, are you 
willing to aove then in : 

Cirebon 

Java 

Indones ia 

18. What kind of contract do you have ? 

19. Do you have faaily, worting also in this organization ? 

If yes, what is your faaily relation to this person ? 
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APPENDIX V. 

Souree : Econoaist Intelligence Unit 
Country profile of Indonesia 
1986 - 1987 

Age and sex structure of tbe Indonesian population 
( % of tbe total population ) ( page 8 ) 

1971 1980 
aale teaale aale teaale cuaulative 

0 - 4 16.4 15.8 14.4 13.7 14.05 

5 - 9 16.3 15.4 14.8 14.1 28.50 

10 - 14 12.6 11.4 12.8 11.8 40.80 

15 - 24 15.8 16.9 18.4 20.3 60.15 

25 - 49 25.2 27.0 28.6 28.9 88.90 

50+ 13.7 13.5 11.0 11.2 100.00 
-------------------------------------------------------------
tot al 100.0 100.0 100.0 100.0 

Religion (page 10) 

Approxiaately 85 % of tbe Indonesian population are, at least 
noainally Huslias. 

Education (page 11) 

% of tbe total population in tbe relevant age group wbo bas 
received education in 1983 I 1984 

* Basic school 
* Junior high school 
* Senior high school 
* University 

Wages (page 22) 

97 % 
44 % 
25.1 % 
5.1 % 

Tbe lowest wages occur in tbe estate sector and tbe beavily 
populated rural areas of Java and Bali. Higher wages occur in tbe 
aining and aanufacturing sectors and in tbe urban areas of Java. 
Tbe bigbest wage rates occur in tbe less populated islands of 
Suaatra, Kaliaantan, Sulawesi and Iran Jaya, particular wbere 
tbere is a strong deaand for labour for new investaent projects. 
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Average ainiaua and aaxiau• wage rates by sector in RP I aooth 

estate agriculture 

aining 

aanufacturing 

construction 

electricity 

coaaerce & bankiog 

services 

others & public 
e•ployees 

14,919 

46,826 

36,255 

26,381 

20,494 

34,681 

36,116 

30,977 

16,820 

1979 1984 

176,036 31,974 303,878 

309,528 83,421 651,210 

442,956 75,405 747,773 

294,840 42,255 550,614 

219,832 46,139 465,520 

320,779 77,735 689,510 

268,536 79,896 582,363 

275,233 64,965 413,082 

241,200 32,400 307,400 
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APPENDIX VI. 

Director BPAM 

basic salary RP 120,000 = 37.4% 
position extra RP 85,600 = 26.7% 
perforaante bonus RP 38,115 = 11.9 % 
rice RP 17,500 = 5.5 % 
expense allowance RP 60,000 = 18.7% 

Adainistrative di rector 

basic salary RP 42,250 = 21.8 % 
position extra RP 59,400 = 30.7% 
perforaante bonus RP 24,503 = 12.7% 
rice RP 17,500 = 9.0 % 
expense allowance RP 50,000 = 25.8 % 

Teehoical director 

basic salary (extra) RP 20,000 = 7.5% 
basic salary RP 97,000 = 36.1 % 
position extra RP 59,400 = 22.1 % 
perforaante bonus RP 24,503 = 9.1 % 
rice RP 17,500 = 6.5 % 
expense allowance RP 50,000 = 18.6 % 

Head of a branch 

basic salary RP 26,820 = 25.7% 
position extra RP 30,000 = 28.7% 
perforaante bonus RP 16,313 = 15.6 % 
rice RP 17,500 = 16.7% 
transport (not own) RP 13,750 = 13.2 % 

basic salary RP 26,820 = 22.4 % 
position extra RP 30,000 = 25.1 % 
perforaante bonus RP 16,313 = 13.7% 
rice RP 17,500 = 14.6 % 
transport (aotor) RP 28,875 = 24.2 % 

basic salary RP 26,820 = 14.4 % 
position extra RP 30,000 = 16.1 % 
perforaante bonus RP 16,313 = 8.7% 
rice RP 17,500 = 9.4 % 
transport (car) RP 96,250 = 51.5 % 
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Bead of a IKK 

basic salary RP 26,820 = 28.4 % 
position extra RP 20,000 = 21.2 % 
perforasnee bonus RP 16,313 = 17.3% 
rice RP 17,500 = 18.5 % 
transport (not own) RP 13.750 = 14.6 % 

basic salary RP 26,820 = 24.5 % 
position extra RP 20,000 = 18.3 % 
perforasnee bonus RP 16,313 = 14.9 % 
rice RP 17.500 = 16.0 % 
transport (aotor) RP 28,875 = 26.3 % 

basic salary RP 26,820 = 15.2 % 
position extra RP 20,000 = 11.3 % 
perforasnee bonus RP 16,313 = 9.2 % 
rice RP 17,500 = 9.9 % 
transport (car) RP 13,750 = 54.4 % 

Bead of a section 

basic salary RP 26,820 = 27.8% 
position extra RP 22,000 = 22.8 % 
perforasnee bonus RP 16,313 = 16.9 % 
rice RP 17,500 = 18.2 % 
transport (not own) RP 13,750 = 14.3 % 

basic salary RP 26,820 = 24.1 % 
position extra RP 22,000 = 19.7% 
perforaance bonus RP 16,313 = 14.6 % 
rice RP 17,500 = 15.7% 
transport (aotor) RP 28,875 = 25.9 % 

basic salary RP 26.820 = 15.0 % 
position extra RP 30,000 = 12.3 % 
perforasnee bonus RP 16,313 = 9.1 % 
rice RP 17,500 = 9.8 % 
transport (car) RP 96,250 = 53.8 % 
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APPENDIX VII. 

Satisfaction list 

(possible answers unknown; very bad; bad; not bad, oot good; 
good; very good) 

1. the illu.ination 
2. the teaperature 
3. the aaount of fresh air 
4. the aaount of noise 
5. the way, the wort is organized 
6. the cleanliness of tbe wortsite 
7. the cleanliness of tbe aachines 
8. the condition of the aacbines 
9. the degree of freedoa of aoveaent during the work 
lO.the possibility to talk with colleagues during the work 
ll.the wages of the board 
12.the wages of the teehuical staff 
13.the wages of the adainistrative staff 
14.the nuaber of working hours 
15.the nuaber of holidays 
16.the aaount of the benefit in case of illness 
17.the aaount of the benefit tor expenses in case of illness 
18.the aaount of the benefit in case of peraanent disability 
19.the aaount of coapensation for the study costs 
20.the lavatories 
21.the training possibilities outside the organization 
22.the training possibilities inside the organization 
23.the proaotion possibilities in the past 
24.the proaotion possibilities in the future 
25.degree of inforaation given by the direction about decisions 

taken 
26.degree of general inforaation what is going in the 

organization 
27.the possibility to aake coaplaints to the direct supervisor 
28.the possibility to aake coaplaints to the persounel officer 
29.the possibility to aake coaplaints to the direction 
30.the possibility of obtaining the right tools needed for the 

wort 
31.the possibility of obtaining spareparts needed for the work 
32.the possibility of getting aore payed 
33.the acknowledgaent of the stills of the persounel 
34.the recognition for the wort done 
35.the kind of wort people have to do 
36.the possibility of doing things one likes to do 
37.the possibility of doing things one does the best 
38.tbe working-group with wbicb you have to work, coapared with 

other working-groups 
39.tbe cooperation with colleagues 
40.tbe cooperation with supervisors 
41.tbe degree of variety in the work 
42.the clearness of work-instructions 
43.the degree of equal treataent by superiors 
44.the degree of security of the wort 
45.tbe degree of security of the job (little danger tor 



VII.2 

dis•issal) 
46.the work-•ethods used bere 
47.the bealtbiness of tbe work 
48.tbe •acbines with one bas to work 
49.tbe possibility to work witbout being watcbed all the time 
50.tbe possibility to study during working ti•e 
51.tbe possibility to learn a good job 
52.tbe possibility to study after working ti•e 
53.tbe degree of competence of the superiors 
54.tbe degree of attention of superiors to suggestions for 

iaprove•ent 
55.tbe degree of fair treat•ent by superiors 
56.tbe tools with which one bas to work 

(possible answers unknown; never; seldom; so•eti•es; often; 
always.) 

a.the degree of inforaation of the superior about what to do 
b.the degree of infor•ation of tbe superior about bow •any to do 
c.the degree of infor•ation of the superior about bow to do it 
d.infor•ation of the superiors about the quantity of work done, 

when the quantity is good 
e.infor•ation of the superiors about the quantity of work done, 

when the quantity is not good 
f.infor•ation of the superiors about the quality of work done, 

when the quality is good 
g.infor•ation of the superiors about the quality of work done, 

when the quality is not good. 

Buaan relation factor 

* relations with superiors 
question : 40 ; 43 ; 53 ; 55 . 

* relations with colleagues 
question : 38 ; 39 . 

* degree of inforaation {froa top downwards) 
question : 25 ; 26 ; a ; b ; c . 

* vertical co .. unication {fro• botto• upwards) 
question : 27 ; 28 ; 29 ; 54 • 

Social-econo•ic situation factor 

a. econo•ie (wages and pro•otion) 
question : 11 ; 12 ; 13 ; 23 ; 24 ; 32 . 

b. social {social insurances, social provisions) 
question : 14 ; 15 ; 16 ; 17 ; 18 . 

c. job security 
question : 45 . 



VII. 3 

Work-environaent 

* provision 
question : 1 20 . 

* equipaent 
question : 7 ; 8 ; 30 ; 31 

* organization and aethods 
question : 5 ; 46 . 

* work instructions 
question : 42 . 

* positive inforaation feedback 
question : d ; f . 

* negative inforaation feedback 
question ; e ; g . 

* bealth 
question 2 3 

Work intrinsic factor 

* social treedom 
question ; 9 

* recognition 
question ; 33 

* job task 
question . 35 . . 

• 

* career building 
question . 19 ; . 

10 

34 

36 

21 

4 6 44 

49 . 

. 

37 41 

2.2 50 

48 56 . 

47 . 

. 

51 52 . 



APPENDIX VIII. 

Variable 1 

23 - 28 
28 - 33 
33 - 38 

Variable 3 

9 
7 
3 

Sundanese 9.5 
Not Sundanese 9.5 

Variable 5 

not •arried 
•arried, no children 
•arried, 1 child 
•arried, 2 children 
•arried, •ore than 2 

Variable 6 

board 
bead of a branch 
bead of a teehoical 

VIII.1 

Variable 2 

Male 16 
Fe•ale 3 

Variable 4 

SD - STN - STH 
SD - SHP - STH 
SD - SHP - SHA 
SD - SMP - SHEA 
vocational education 

4 
4 
6 
2 

children 3 

3 
5 

section 3 
bead of an ad•inistrative section 5 
bead of an IKK 3 

Variable 7 

can not get by 5 

can get by on tbe salary earned at BPAM 5 
tbrough supple•entary inco•e fro• fa•ily 

can get by on tbe salary earned at BPAH 9 

4 
6 
3 
3 
3 



VIII. 2 

Variable 8 

80,000 - 100,000 10 
100,000 - 120,000 4 
120,000 - 140,000 2 
140,000 - 200,000 1 
~ 200,000 2 

Variable 9 

never aoved, •oved witbin place of birtb 6 
distance place of birtb - place of residence ~ 60 ka. 7 
distance place of birtb - place of residence > 60 ka. 6 

Variable 10 

Not willing to aove 3 
Willing to aove witbin Cirebon 3 
Willing to aove witbin Java 1 
Willing to aove witbin Indonesia, 
providing one earns enougb •oney in tbe new 
position to cover tbe cost of living 6 
Willing to aove within Indonesia 6 

Variable 11 

0 
) 0 - ~ 4 
) 4 ~ 9 

Variable 13 

4 
10 

5 

Variable 12 

23 - 31 
31 - 39 
39 - 46 

Variable 14 

3 
14 

2 

1 - 2 
3 - 4 
5 - 6 

10 
6 
3 

0 
1 - 2 
3 - 4 

1 
8 

10 

Variable 01 

1 
1 - 4 
4 - 7 

4 
12 

3 

Variable 02 

4 - 14 
14 - 24 
24 - 34 

10 
5 
4 



VIII. 3 

Variable 03 

draws up a proposal for bis staff and for biaself 10 
draws up a proposal for bis staff 2 
draws oot up proposals 2 

Variable 04 

0 - 6 
6 - 12 

12 - 19 
> 19 

Variable 06 

10 
4 
4 
1 

0 - 50 % 5 
50 - 100 % 1 

100 - 150 % 2 

Variable 07 

asked or transfer 
open application, 

open application, 

open application 

Variable 05 

0 % 3 
0 - 50 % 3 
> 50 % 2 

3 
infor•ation fro• relations 
ins i de tbe organization 3 
inforaation fro11 relations 
outside tbe organization 8 

5 

Variable 08 Variable 09 Variable 010 

Yes 
No 

8 
11 

Variable Cl 

Yes 
No 

5 
11 

Yes 
No 

8 
5 

Variable C2 

Yes 
No 

4 
12 

Yes 
No 

6 
3 



Variable L1 

Fixed salary 
Flexible salary 

Variable L3 

3 
11 

VIII .4 

Variable L2 

Pro 
Against 

9 
1 

advisory talk with tbe direct supervisor 4 
ad•onition by tbe direct supervisor 3 
board involve•ent 7 

Variable L4 

0 
0 50,000 
50,000 - 100,001 

Variable L6 

29 - 63 
63 - 97 
97 - 131 

Variable L8 

59 - 131 
131 - 203 
203 - 275 

Variable L10 

2.0 - 14.5 
14.5 - 27.0 
27.0- 39.5 

4 
2 
2 

4 
2 
2 

3 
3 
2 

8 
7 
1 

Variable L5 

10,000 - 56,667 
56,667 - 103,334 

103,334 - 150,001 

Variable L7 

42 - 115 
115 - 188 
188 - 261 

Variable L9 

2.7- 8.3 
8.3 - 13.8 

13.9 - 19.5 

Variable Lll 

8 - 19 
19 - 30 
30 - 41 

4 
2 
2 

4 
2 
2 

5 
1 
2 

7 
3 
1 



VIII. 5 

Variable P1 

1 or 2 ; 5 and/or 6 4 
1 

' 
2 + 2 

1 
' 3 

' + 2 
1 2 

' 
3 5 

1 2 
' 

3 ' + 3 

witb : 
1 aeans of transportation 
2 tables, cbairs aod cabinets 
3 type-writers 
4 teehoical facilities 
5 OWD building, OWD roo• 
6 otbers 
+ tbe person oeeds also soaetbiog fro• tbe otber ouabers. 

Variable BRF 

3.0 - 3.4 
3.4 - 3.8 
3.8 - 4.2 

Variable WEF 

2.7- 3.2 
3.2- 3.7 
3.7- 4.1 

Variab1e SAT 

1 
6 
9 

4 
9 
3 

3.0 - 3.4 5 
3.4 - 3.8 6 
3.8 - 4.1 5 

Variable SESF 

2.8 - 3.3 
3.3 - 3.8 
3.8 - 4.3 

Variable WIF 

2.9 - 3.4 
3.4 - 3.9 
3.9 - 4.4 

5 
7 
4 

5 
6 
5 



APPENDIX IX. 

Necessary facilities. 

Sort 

Means of transportation 
* aotor-cycles 
* bicycle 
* trouble shooting car 

Stationary 
* type-writers 
* calculators 
* clock for on the wall 
* cabinets 
* table and chair 
* tables 

IX.l 

* drawing tables and specific 
drawing aaterials 

Teehoical facilities 
* stopwatches 
* aanoaeters 
* welder 
* flow aeter 
* head water aeter 
* electric torch 
* buckets 
* spade 
* pickax 
* spannerset 

Others 
* laboratory 
* storage for cheaicals near the 

Bojong Spring 
* own building 
* own rooa 
* better rooa 
* educational and inforaational 

aaterial 
* better storehouse 
* aeans of co .. unication 

NUIIber 

16 
1 
1 

12 
6 
2 

14 
8 
4 
4 

3 
9 
2 
1 
1 
2 
2 
1 
1 
3 

1 
1 

2 
5 
1 
1 

1 
1 
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