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Abstract

This study aims to analyze inequality in human resource distribution within public organizations using the Full-Time Equivalent
(FTE) approach at the Secretariat of the General Elections Supervisory Agency (Bawaslu) of Bojonegoro Regency. The study
employs a quantitative descriptive approach to measure the actual workload of personnel based on work activities and the time
required to complete tasks annually. FTE values are calculated by comparing total annual workload with annual effective working
time of 1,250 hours. The results indicate substantial differences in workload among positions, reflecting inequality in human
resource distribution. The highest FTE values were 4.34, 3.35, 3.35, 1.97, and 1.91, indicating excessive workloads (overload) and
an imbalance between workload and available human resources. Meanwhile, several positions had FTE values within or close to
the normal range, indicating relatively balanced workloads. These findings demonstrate that human resource inequality is
influenced not only by the number of personnel but also by the uneven distribution of workload across organizational positions.
The FTE approach provides an objective basis for identifying workload disparities and determining appropriate human resource
allocation. Optimization can be achieved through task redistribution, functional realignment, staffing adjustments, and periodic
workload evaluation. The study confirms that FTE analysis can support more equitable, effective, and efficient human resource
distribution in public organizations.
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Introduction

Human resources constitute a key element in determining an
organization's ability to achieve its goals effectively and
efficiently. In public sector organizations, staffing involves more
than just the number of available personnel; it also entails aligning
staff numbers with workload volume, completion times, task
complexity, and the distribution of work across units. A staffing
level deemed administratively sufficient does not necessarily
indicate that workforce needs have been optimally met. A
mismatch between job demands and workforce capacity can lead to
workload imbalances, where some employees are overburdened
while others possess underutilized capacity (Bakhtiar et al., 2021;
Muchlisin, 2021; Tridoyo & Sriyanto, 2014).

Workload analysis serves as a crucial instrument in human
resource planning, as it provides information on the relationship
between required tasks and available workforce capacity. Such
analysis can be used to determine staffing requirements, identify
workload imbalances, and provide a basis for redistributing work.
Research by Bakhtiar et al. (2021) demonstrates that the number of
available employees does not always reflect effective workforce
utilization, as workload mismatches can occur between positions.
Similar findings were reported by Hudaningsih and Prayoga
(2019), who utilized Full-Time Equivalent (FTE) analysis to
determine staffing needs based on actual workloads.

The nature of work within public sector organizations further
underscores the need for workload-based analysis. Some tasks are
routine and administrative, whereas others are substantive,
dynamic, and influenced by shifting organizational agendas. These
differences mean that the time required to perform various roles is
not uniform. Consequently, human resource planning cannot rely
solely on headcount or organizational structure; it must also take
into account actual work requirements (Handoko & Sunardi, 2020;
Zainal & Ramadhanti, 2019).

One quantitative approach used to measure workforce
requirements is Full-Time Equivalent (FTE). FTE is a time-based
workload analysis method that compares the total time required to
complete tasks with the available effective working time. The
results of this measurement can be used to determine workforce
utilization levels and human resource capacity needs within a work
unit (Muchlisin, 2021; Matiro et al., 2021; Wicaksono & Fadillah,
2021).

The FTE approach has been applied across various types of
organizations. Tridoyo and Sriyanto (2014), for instance,
demonstrated that FTE could be used to identify mismatches
between workload and staffing levels. Their study identified
employees experiencing underload, appropriate workload, and
overload conditions, indicating that FTE calculations could serve
as a basis for adjusting workforce composition. Similar results
were reported by Adi and Rusindiyanto (2020) at PT Bank Jatim,
where FTE was used to determine teller staffing requirements
based on actual workload.

Research by Kurniawan et al. (2022) also showed that FTE could
be used to identify workload imbalances between units. Their
findings revealed the existence of units with excessive workloads
alongside units with normal workloads, necessitating workforce
adjustments to achieve balance. Kanya (2023) likewise identified
workload imbalances across several units and utilized FTE results
to determine more optimal staffing requirements.

The FTE approach is also relevant for public sector organizations.
Handoko and Sunardi (2020) employed FTE for workload-based
staffing planning at the Regional Financial and Tax Management
Agency. Meanwhile, Injavira and Hasanah (2022) applied FTE to
analyze employee workloads at the Population and Civil
Registration Agency. At the national public institution level,
Prasetyo et al. (2023) applied FTE within the Human Resource
Management Directorate of the Financial Services Authority
(OJK), demonstrating that the method could be used to calculate
staffing needs based on actual workload.

Workload issues are particularly relevant to organizations that
support the conduct of elections. The General Election Supervisory
Body (Bawaslu) plays a strategic role in preventing and
supervising the implementation of elections, as well as addressing
various issues that arise during the different stages of the electoral
process. Fulfilling these functions requires support in areas such as
administration, legal affairs, data and information management,
public relations, violation handling, the resolution of election
process disputes, and supervision. Differences in the nature and
volume of work across these functions can lead to varying human
resource capacity requirements.

Workload in election administration is also dynamic in nature.
Febriansyah and Husnayanti (2019) found that the workload of the
Voting Organizing Group (KPPS) during the 2019 simultaneous
elections fell into the "overload" category. These findings indicate
that election-related activities can generate high work demands
during specific periods; therefore, human resource planning must
take into account the nature of the work and the dynamics of the
election stages.

The Secretariat of Bawaslu Bojonegoro Regency serves as a
support unit for the institution's operations. During the study
period, staff members were distributed across several key
functions: the Administration Sub-division; the Election
Supervision Sub-division; the Violation Handling and Election
Process Dispute Resolution (PPPSP) Sub-division; and the Legal,
Public Relations, Data, and Information Sub-division. Variations in
staffing levels and the nature of work across these functions raise
the question of whether the distribution of available human
resources aligns with actual workloads.

A larger number of employees in a unit does not necessarily
indicate that the unit possesses excess workforce capacity.
Conversely, a unit with fewer employees may have higher
workforce requirements if the volume and time demands of the
work to be completed are greater. Dewi and Al-Ghofari (2020)
demonstrated that the performance of multiple, concurrent roles
can result in high FTE values, indicating a need for additional
personnel. Such conditions highlight the importance of measuring
workload at the job position or individual level.

Numerous prior studies have utilized the FTE method across
various organizational contexts, including the manufacturing,
service, banking, telecommunications, government, and public
sectors (Bakhtiar et al., 2021; Kurniawan et al., 2022; Sari et al.,
2022; Wibisono & Herwanto, 2023). However, research
specifically mapping individual workload imbalances and human
resource distribution within the secretariats of district-level
election oversight bodies remains limited. While Febriansyah and
Husnayanti (2019) employed the FTE method in the context of
election administration, their study focused on the Polling Station
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Working Committee (KPPS) at the polling station level rather than
the secretariat of an election oversight body.

This study focuses primarily on workload distribution imbalances.
The analysis extends beyond the sub-division level to examine
workloads at the job position and individual levels. This approach
enables the organization to identify functions with high capacity
requirements as well as sections with relatively more available
capacity. The findings can serve as a basis for redistributing tasks,
restructuring functions, or adjusting workforce requirements.

Against this backdrop, this study aims to analyze employee
workload distribution at the Secretariat of the Bojonegoro District
Election Supervisory Body (Bawaslu) using the Full Time
Equivalent (FTE) method and to identify the implications for
human resource management and allocation within public
organizations.

Research Methodology

This study employs a quantitative descriptive approach,
supplemented by qualitative data, to analyze human resource
requirements based on workload at the Secretariat of the
Bojonegoro Regency General Election Supervisory Agency
(Bawaslu). The quantitative approach is used to measure workload
magnitude and staffing needs via the Full-Time Equivalent (FTE)
method, while qualitative data serves to provide insight into task
execution, work distribution, and the actual state of human
resources within each division. Time-based approaches such as
FTE have been utilized in various workload analysis studies to link
task completion time with staffing requirements (Matiro et al.,
2021; Muchlisin, 2021; Kurniawan et al., 2022).

The research was conducted at the Bawaslu Bojonegoro Regency
Secretariat, with the units of analysis comprising the job positions
and work functions defined within the secretariat's organizational
structure. The analysis focused on the work activities performed by
employees across the various work units.

The research data consists of both primary and secondary data.
Primary data was obtained through observations of work execution
and interviews with structural officials and employees familiar
with the work processes in each division. Interviews were used to
gather information regarding activity types, task frequency,
completion duration, implementation periods, and the actual
distribution of tasks.

Secondary data were obtained from organizational documents,
descriptions of duties and functions, organizational structures,
personnel data, activity implementation records, and other
documents related to workload and human resource requirements.
Data regarding activities, frequency, completion time, and staffing
levels constitute key components of the FTE analysis, consistent
with the approaches used by Bakhtiar et al. (2021), Hudaningsih
and Prayoga (2019), and Wicaksono and Fadillah (2021).

Data collection was conducted through observation, interviews,
and document review. Observation was used to gain insight into
actual work activities and task completion processes. Interviews
were conducted in a structured manner with informants possessing
knowledge and experience regarding work execution within the
studied units. Document review served to supplement information
gathered from observations and interviews, particularly concerning
activity volume, work frequency, staffing levels, and job
descriptions for each position.

The collected data were then organized by position, activity type,
work frequency, completion duration, and activity implementation
period. Total work time was calculated by multiplying the
frequency of activities by the time required to complete them. The
durations of all activities were then aggregated to determine the
total annual workload.

Workload analysis is conducted by comparing the total annual
workload with the annual effective working time. This approach
represents the fundamental FTE principle employed in various
workload analysis studies (Tridoyo & Sriyanto, 2014; Muchlisin,
2021; Taufan et al., 2023).

The FTE formula used is:

FTE = Total Annual Workload / Annual Effective Working
Time

In this study, the annual effective working time used as the basis
for calculation is 1,250 hours per year. The FTE value is used to
indicate the required workforce capacity based on the workload to
be completed.

An FTE value close to 1.00 indicates that the workload
requirement roughly aligns with the capacity of a single full-time
employee. Higher FTE values indicate a greater need for workforce
capacity. Conversely, lower FTE values indicate that the workload
is relatively small compared to the available effective working time
capacity. This interpretation aligns with the application of FTE in
studies by Muchlisin (2021), Kurniawan et al. (2022), and Kanya
(2023).

The resulting FTE figures are subsequently used to map workload
conditions across various positions and work units. This mapping
is conducted by comparing the workforce capacity required by the
workload against the number of available personnel. The analysis
serves to identify imbalances in workforce distribution, such as
instances of excessive workload pressure or underutilized capacity.

The analysis considers not only FTE values but also task
characteristics, inter-positional relationships, job responsibilities,
and competencies, as well as the need for continuity in
administrative services and supervision. This approach is essential
because decisions regarding human resource redistribution cannot
be based solely on FTE figures without accounting for the nature
of the work.

Quantitative workload data is cross-referenced with findings from
observations, interviews, and organizational documents to ensure
the calculated results accurately reflect actual working conditions.
This process serves to verify the alignment between the
mathematically calculated workload and the tasks actually
performed within the Secretariat of the Bojonegoro Regency
Bawaslu.

The research stages include identifying tasks and activities for each
position; collecting data on work volume and duration; calculating
total annual workload; determining effective working time;
calculating FTE values; mapping workload conditions; analyzing
the gap between workforce supply and demand; and formulating
recommendations for human resource optimization. This approach
aims to generate recommendations regarding task redistribution,
functional  restructuring, and adjustments to workforce
requirements.
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Results and Discussion

The research results indicate that human resource issues at the
Bojonegoro Regency Bawaslu Secretariat are not merely a matter
of the total number of available staff, but primarily stem from an
imbalance in the distribution of human resources relative to the
workload across different divisions. FTE measurement results
reveal significant variations in work capacity requirements.

These findings demonstrate that the aggregate number of
employees cannot serve as a sole indicator for determining human
resource adequacy. Research by Zainal and Ramadhanti (2019)
highlights the need for workforce planning to account for labor
requirements based on workload, while Prasetyo et al. (2023)
demonstrate that the FTE approach can be utilized to identify
staffing needs within public organizations.

1. Workload Imbalance Between Departments

FTE measurement was conducted by comparing the total annual
workload against an effective working time of 1,250 hours per
year. The results indicate variations in workforce capacity
requirements across different departments.

Figure 1. Comparison of FTE Values Across Sections of the
Bojonegoro Regency Bawaslu Secretariat

Figure 1 illustrates significant variations in FTE values across the
different sections. The highest value is observed in the
Administration Sub-section (4.34), followed by the Election
Supervision Sub-section (3.35) and the Sub-section for Handling
Violations and Resolving Election Process Disputes (PPPSP)
(3.35). Meanwhile, the Head of the Secretariat has an FTE value of
1.91, and the Legal, Public Relations, Data, and Information Sub-
section has a value of 1.97.

This pattern indicates that the demand for manpower is
concentrated in specific functions. For instance, the FTE value of
4.34 for the Administration Sub-section implies that the identified
total workload is equivalent to approximately four times the
effective working capacity of a single employee. This situation
strongly suggests that the workload in this section is
disproportionate to the available human resource capacity,
assuming the work were distributed proportionally among the
existing staff.

The FTE value of 3.35 for both the Election Supervision Sub-
section and the PPPSP Sub-section also reflects a high workload
burden. Both functions involve tasks directly related to election
supervision, the handling of violations, and the resolution of
election process disputes. The workload for these functions

fluctuates based on the intensity of the election stages and the
dynamics of supervisory activities. Consequently, human resource
requirements for these functions are determined not only by the
volume of routine activities but also by the overall volume and
complexity of the tasks that must be completed.

Conversely, the FTE value of 1.97 for the Legal, Public Relations,
Data, and Information Sub-section indicates a lower capacity
requirement compared to the three sections with the highest FTE
values. While this figure still signifies a need for more than one
employee's capacity, the workload pressure is relatively lower than
that of the sections with FTE values exceeding 3.00. The Head of
the Secretariat, with an FTE of 1.91, also faces a high workload,
yet this figure remains below the FTE values of the three sections
experiencing the heaviest workload pressures.i.

2. Uneven Distribution of Human Resources as an
Organizational Issue

Imbalanced human resource distribution is a more complex issue
than a mere shortage of personnel. Such imbalances arise when the
distribution of workforce capacity does not align with the
distribution of job demands.

If an organization relies solely on headcount for planning, the
requirements of various units may appear relatively uniform. The
FTE approach offers a different perspective, as workforce needs
are determined by the total time required to complete tasks.

Two units with identical headcounts may have different staffing
requirements if their work volumes and task durations differ. This
highlights a key advantage of the workload-based approach over
the headcount-based method.

Kurniawan et al. (2022) demonstrated that the FTE method can
identify units with excessive workloads as well as those with
normal workloads. Similarly, Kanya (2023) identified workload
imbalances across several units, indicating a need to adjust staffing
requirements.

Consequently, human resource planning at the Bojonegoro
Regency Bawaslu Secretariat needs to shift from a headcount-
based approach to a workload-based one. While a headcount-based
orientation focuses on the number of employees, a workload-based
approach centers on the relationship between the work itself and
workforce capacity.

Prasetyo et al. (2023) provided empirical support for this approach
in the public sector through a study conducted at the Financial
Services Authority (OJK). Their findings indicate that FTE can be
effectively used to determine staffing needs based on actual
workloads.

3. Imbalance between Administrative and Technical
Functions

The research results indicate that imbalances exist not only in
technical supervisory functions but also in administrative
functions. Notably, the Administration Sub-division recorded the
highest FTE value at 4.34.

This finding is significant because administrative work is often
viewed as a support function with a lighter workload compared to
substantive functions. The results demonstrate that this assumption
is not always accurate.

Administrative activities encompass financial management,
correspondence, personnel management, documentation, reporting,
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archiving, and operational support. The accumulation of these
various activities can result in a heavy workload.

Research by Bakhtiar et al. (2021) demonstrates that FTE
measurement can identify workload imbalances across different
work units. These findings highlight the importance of
quantitatively measuring all activities before determining
workforce requirements.

High pressure is also evident in technical functions; both Election
Supervision and PPPSP recorded FTE values of 3.35. These high
values indicate that workforce capacity requirements for technical
functions cannot be overlooked during human resource planning.

However, redistributing staff from administrative to technical
functions cannot be done automatically. Differences in
competencies, authority, responsibilities, and job characteristics
must be taken into account. Thus, while FTE serves as a diagnostic
basis, decisions regarding redistribution require broader
organizational considerations.

4. Comparison with Previous Studies and Implications
for HR Optimization

The findings of this study are consistent with previous FTE
research showing that workload imbalance may occur
simultaneously within an organization, with some positions
experiencing overload while others remain normal. Muchlisin
(2021) identified differences between overload and normal
workloads, while Kanya (2023) and Kurniawan et al. (2022) found
workload imbalances across organizational units. Sari et al. (2022)
demonstrated that FTE can identify workforce imbalances that may
affect overall work processes, while Adi and Rusindiyanto (2020)
showed its usefulness in determining optimal workforce
requirements. These findings reinforce that workforce needs vary
according to the characteristics and workload of each function.

At the Bawaslu Secretariat of Bojonegoro Regency, the highest
FTE was recorded in the Administration Subdivision (4.34),
followed by Election Supervision and PPPSP (3.35 each), the
Legal, Public Relations, Data and Information Subdivision (1.97),
and the Head of Secretariat (1.91). The differences indicate an
uneven distribution of workload capacity across functions. Such
imbalance may affect organizational effectiveness through work
accumulation, delays, and dependence on particular employees.
Muchlisin (2021) emphasizes that a more balanced workload
distribution can support organizational performance, while Kanya
(2023) and Taufan et al. (2023) position FTE as an instrument for
determining workforce requirements based on actual workload.

A high FTE value, however, does not automatically indicate the
need for additional employees. The sources of workload, activity
frequency, and opportunities for task redistribution and process
simplification should first be assessed. Human resource
optimization can therefore be pursued through task redistribution,
work-process  improvement, and  workforce  adjustment.
Administrative activities that can be delegated may be redistributed
to employees with appropriate competencies, while repetitive and
time-consuming activities can be reduced through process
simplification, digitalization, and document integration. Additional
workforce capacity should be considered when redistribution and
process improvement are insufficient to address persistent
workload pressures. These approaches are consistent with Adi and
Rusindiyanto (2020), Apriadi (2022), Kurniawan et al. (2022),
Taufan et al. (2023), and Wibisono and Herwanto (2023).

Overall, the findings indicate that FTE provides a quantitative basis
for addressing workload imbalance while supporting more
effective allocation of human resources. Rather than focusing
solely on the number of employees, workforce decisions should
consider the actual workload and capacity of each organizational
function.

5. FTE as a Human Resource Planning and
Optimization Instrument

The findings indicate that human resource challenges at the
Bawaslu Secretariat of Bojonegoro Regency are more closely
related to the allocation of workforce capacity than simply to the
number of employees. An organization may have an
administratively adequate number of employees but still
experience workload pressure when workforce capacity is not
aligned with actual work requirements. FTE provides a useful
diagnostic instrument by comparing work demand, represented by
the time required to complete activities, with work capacity,
represented by available effective working time. This approach is
consistent with Muchlisin (2021), Matiro et al. (2021), and
Wicaksono and Fadillah (2021).

The application of FTE is particularly relevant in public
organizations because workload can change according to
organizational activities and policy demands. In election-related
organizations, workload may fluctuate according to electoral stages
and supervision activities, creating the potential for periods of
overload (Febriansyah & Husnayanti, 2019). Previous studies by
Handoko and Sunardi (2020) and Prasetyo et al. (2023) also
demonstrate that workload-based analysis can provide more
objective information for workforce planning.

Based on these findings, FTE can be integrated into a continuous
workforce optimization process:

actual workload — FTE calculation — workload gap identification
— analysis of workload sources — task redistribution — work-
process improvement — workforce adjustment — periodic
evaluation.

This model positions FTE not merely as a tool for calculating
workforce requirements, but as a basis for managerial decisions.
When workload can be reduced through redistribution or process
improvement, additional recruitment is not necessarily required.
Workforce adjustment becomes relevant when excessive workload
remains structural and cannot be addressed through internal
optimization. Therefore, periodic FTE assessment can support a
more responsive, efficient, and workload-based human resource
planning system at the Bawaslu Secretariat.

Conclusion

This study shows that the main human resource issue at the
Bawaslu Secretariat of Bojonegoro Regency lies in the uneven
distribution of human resources relative to workload across
organizational units, rather than simply in the number of available
employees. The FTE analysis reveals substantial differences in
workforce capacity requirements. The highest workload pressure is
found in the Administration Subdivision, with an FTE value of
4.34, followed by the Election Supervision Subdivision and the
Subdivision for Handling Violations and Settlement of Election
Process Disputes (PPPSP), each with an FTE of 3.35. Meanwhile,
the Legal, Public Relations, Data and Information Subdivision
records an FTE of 1.97, and the Head of Secretariat records 1.91.
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These differences indicate that workforce capacity is not yet fully
aligned with the workload of each organizational function.

The findings confirm that a headcount-based approach is
insufficient to accurately represent human resource requirements in
public organizations. The FTE approach provides a quantitative
basis for identifying gaps between work demands and workforce
capacity, consistent with previous FTE studies in business and
public organizations (Kanya, 2023; Kurniawan et al., 2022;
Prasetyo et al., 2023; Taufan et al., 2023).

Human resource optimization at the Bawaslu Secretariat should
focus on task redistribution, work-process improvement, functional
adjustment, and selective workforce capacity enhancement when
workload gaps cannot be addressed through internal redistribution.
Periodic application of FTE can support the organization in
adjusting workforce distribution to changes in workload volume
and work characteristics. Overall, FTE should be positioned not
merely as a method for calculating workforce requirements, but as
a strategic instrument for diagnosing human resource distribution
imbalances and supporting more proportional, effective, and
workload-based human resource management in public
organizations.
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