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Abstract: This study analyzes the implementation effectiveness of civil service recruitment policies in Southwest Papua Province, 
Indonesia's newly established province since 2022. The research employs a qualitative approach with descriptive case study design, 
collecting data through in-depth interviews with six key informants from the Regional Civil Service and Human Resource Development 
Agency, direct observation during the 2024 recruitment cycle, and comprehensive document analysis. The study examines six critical 
implementation indicators: planning, formation establishment, registration, selection process, academic testing, and announcement 
procedures. Findings reveal significant disparities between procedural compliance with national regulations and substantive 
effectiveness in achieving recruitment objectives. While the province successfully implements standardized mechanisms including 
Computer Assisted Test systems and transparent selection procedures, critical challenges persist across all recruitment phases. Major 
obstacles include limited digital infrastructure affecting online registration accessibility, inadequate testing facilities requiring extensive 
candidate travel, educational preparedness gaps resulting in below-average performance outcomes, and communication barriers 
hampering information dissemination. The analysis identifies systematic exclusion risks for candidates from remote areas and lower 
socioeconomic backgrounds, potentially undermining meritocratic principles and equal opportunity objectives. The study recommends 
developing adaptive implementation models that balance national standardization with regional flexibility, establishing preparatory 
programs to address educational disparities, implementing hybrid registration systems combining online and offline channels, and 
strengthening institutional capacity for recruitment management. These findings contribute to understanding public administration 
challenges in peripheral regions and provide insights for optimizing civil service recruitment in newly autonomous provinces with similar 
characteristics. The research underscores that effective recruitment implementation requires moving beyond procedural compliance 
toward substantive reforms addressing contextual realities while maintaining professional standards. 
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1. INTRODUCTION 
The implementation of civil service recruitment policies in developing countries has become increasingly critical for 
building effective governance systems and public administration capacity. Recent studies have demonstrated that the 
quality of civil service recruitment directly impacts government performance and public service delivery (Komalasari 
et al., 2023; Meyer-Sahling et al., 2024). In Indonesia, the reform of civil service management has undergone 
significant transformation following the democratization era, with particular emphasis on merit-based recruitment 
systems and transparent selection processes (Prasojo & Holidin, 2022). The establishment of new autonomous 
regions, such as Southwest Papua Province in 2022, presents unique challenges and opportunities for implementing 
standardized civil service recruitment policies while addressing local contextual factors and development needs. 
Bureaucratic reform in Indonesia represents a fundamental restructuring of governmental systems, encompassing 
institutional arrangements, business processes, and human resource management. According to Rakhmawanto and 
Rusli (2021), effective bureaucratic reform requires the rationalization of government structures to achieve efficiency, 
effectiveness, and productivity through balanced hierarchical and horizontal division of labor. The Indonesian 
government has implemented various regulatory frameworks, including the revision of civil service laws and the 
introduction of computer-assisted testing systems, to enhance transparency and objectivity in recruitment processes 
(Sulistiyani et al., 2023). These reforms aim to create a professional civil service capable of supporting good governance 
principles and delivering quality public services to citizens across diverse geographical and cultural contexts. 
The adoption of technology-driven recruitment systems has revolutionized civil service selection processes globally, 
with Computer Assisted Test (CAT) systems becoming the standard for ensuring fairness and reducing corruption in 
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public sector hiring. Research by Wicaksono and Priyanto (2022) indicates that the implementation of CAT systems 
in Indonesian civil service recruitment has significantly improved test reliability and reduced opportunities for 
manipulation. The Ministry of Administrative and Bureaucratic Reform (MENPAN-RB) Regulation Number 23 of 
2019 mandates the use of CAT for all civil service recruitment, establishing standardized passing grades and 
competency thresholds (Fadillah et al., 2024). This technological transformation has enabled the processing of large 
numbers of applicants while maintaining consistency and objectivity in evaluation, as evidenced by the successful 
testing of over 3.5 million applicants nationwide in recent recruitment cycles. 
Table 1. Civil Service Recruitment Statistics in Eastern Indonesia (2020-2024) 
Province Year Applicants Positions Available Selection Ratio Pass Rate (%) 
Papua 2020 8,500 850 10:1 12.3 
Papua 2022 10,200 1,020 10:1 11.8 
West Papua 2020 6,300 750 8.4:1 13.5 
West Papua 2022 7,800 900 8.7:1 12.9 
Southwest Papua 2023 9,500 1,100 8.6:1 10.2 
Southwest Papua 2024 12,000 1,350 8.9:1 Ongoing 
National Average 2024 - - 15:1 11.5 

Source: BKN Regional Office IX Jayapura and MENPAN-RB Statistics (2024) 
Southwest Papua Province, established as Indonesia's 38th province in 2022, faces distinct challenges in implementing 
civil service recruitment policies due to its recent administrative separation and unique geographical characteristics. 
Studies by Mambrasar and Rajab (2023) highlight that newly established provinces in Indonesia often struggle with 
limited institutional capacity, inadequate infrastructure, and shortage of qualified human resources. The province 
comprises five regencies with a total population of approximately 570,000 people spread across remote and difficult-
to-access areas, creating significant logistical challenges for conducting standardized recruitment processes (Numberi 
et al., 2024). The 2024 civil service recruitment cycle in Southwest Papua attracted 12,000 applicants competing for 
1,350 positions, demonstrating both high public interest in government employment and the critical need for 
effective selection mechanisms to identify qualified candidates. 
The implementation of MENPAN-RB Regulation Number 24 of 2019 regarding threshold scores for civil service 
selection has introduced standardized competency requirements across all Indonesian provinces, including newly 
established regions. According to Haryanto and Setiyawan (2025), the application of uniform passing grades poses 
challenges for regions with lower educational development indices, potentially creating disparities in recruitment 
outcomes. The regulation mandates minimum scores for Basic Competency Selection (SKD) tests covering national 
insight, general intelligence, and personal characteristics, with additional Field Competency Selection (SKB) tests 
tailored to specific position requirements (Widodo et al., 2023). In Southwest Papua, where educational infrastructure 
remains underdeveloped compared to other Indonesian provinces, achieving balance between maintaining national 
standards and ensuring adequate local representation in civil service positions requires careful policy calibration. 
Table 2. Educational Infrastructure and Civil Service Recruitment Outcomes in Southwest Papua (2024) 

Indicator Southwest Papua National Average Gap 
Higher Education Institutions 3 45 -93.3% 
University Graduates (% of population) 2.8% 9.2% -69.6% 
Internet Penetration Rate 38% 79% -51.9% 
CAT Test Centers 2 12 -83.3% 
Average SKD Score 265 312 -15.1% 
SKB Pass Rate 8.5% 14.3% -40.6% 
Training Facilities for Test Preparation 5 28 -82.1% 

Source: Provincial Education Office and BKN Southwest Papua (2024) 
The effectiveness of civil service recruitment implementation in Southwest Papua Province requires comprehensive 
analysis considering multiple dimensions including accessibility, fairness, competency alignment, and local capacity 
building. Recent research by Situmorang and Prabowo (2024) emphasizes that recruitment policy effectiveness in 
peripheral regions depends not only on technical implementation but also on contextual adaptation and support 
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systems. The province's recruitment process involves multiple stages including administrative selection, basic 
competency testing through CAT systems, and field competency assessments, each presenting unique implementation 
challenges in the local context (Rahman et al., 2023). Critical issues identified include limited testing infrastructure, 
geographical barriers affecting candidate participation, inadequate preparation resources for local applicants, and the 
need for balanced representation across the province's diverse ethnic and cultural groups. 
This study addresses significant gaps in existing literature regarding civil service recruitment policy implementation 
in newly established Indonesian provinces. While previous studies such as Kusumastuti and Harmadi (2022) 
examined recruitment effectiveness in established provinces with developed infrastructure, and Taufik and Warsono 
(2020) analyzed CAT implementation in Java-based provinces with high educational indices, limited research has 
investigated the unique challenges faced by newly autonomous regions in Eastern Indonesia. This research aims to 
analyze the effectiveness of civil service recruitment policy implementation in Southwest Papua Province, identifying 
key factors influencing recruitment outcomes, assessing the alignment between national standardized procedures and 
local contextual requirements, and developing recommendations for optimizing recruitment processes in newly 
established provinces with similar characteristics. The findings will contribute to both theoretical understanding of 
public administration in developing regions and practical policy formulation for improving civil service capacity 
building in Indonesia's peripheral areas. 
 

2. METHOD 
This study employed a qualitative research approach with a descriptive case study design to analyze the 
implementation effectiveness of civil service recruitment policies in Southwest Papua Province. Data collection was 
conducted through purposive sampling, selecting six key informants from the Regional Civil Service and Human 
Resource Development Agency (BKPSDM) of Southwest Papua Province, including the Head of Agency, Secretary, 
and four division heads responsible for recruitment, training, mutation-promotion, and performance management. 
Primary data were gathered through three complementary techniques: (1) semi-structured in-depth interviews using 
an interview guide focusing on recruitment implementation processes, challenges, and outcomes; (2) direct 
observation of recruitment procedures and CAT testing facilities conducted during the October 2024 recruitment 
cycle; and (3) document analysis of official regulations, recruitment reports, statistical data, and internal memoranda 
from 2023-2024. The data analysis followed Miles and Huberman's (2014) interactive model, consisting of data 
reduction to identify key themes and patterns, data display through narrative descriptions and thematic matrices, and 
conclusion drawing/verification through pattern matching with theoretical frameworks. To ensure research validity 
and reliability, triangulation was applied across data sources, methods, and time periods, with member checking 
conducted through feedback sessions with informants to verify interpretation accuracy. The extended engagement 
period of three months (September-November 2024) during the active recruitment cycle enhanced data saturation 
and credibility. All interviews were recorded, transcribed verbatim, and coded using thematic analysis to identify 
recurring patterns related to policy implementation effectiveness, institutional capacity, technological adaptation, and 
contextual challenges specific to the newly established province. 
 

3. FINDINGS AND DISCUSSIONS 
Planning Phase 
The planning phase of civil service recruitment in Southwest Papua Province demonstrates a structured approach 
aligned with national regulatory frameworks, particularly following the Ministry of Administrative and Bureaucratic 
Reform Regulation Number 23 of 2019. The province's Regional Civil Service and Human Resource Development 
Agency (BKPSDM) initiates recruitment planning through comprehensive workload analysis and organizational needs 
assessment, identifying critical position gaps across five regencies. This systematic planning process incorporates data 
from previous recruitment cycles, workforce retirement projections, and regional development priorities to establish 
annual recruitment targets that balance immediate operational needs with long-term capacity building objectives. 
The implementation of evidence-based planning methodologies reveals both strengths and challenges in the 
provincial context. BKPSDM utilizes job analysis tools and competency mapping frameworks to determine specific 
qualification requirements for each position category, ensuring alignment between recruitment specifications and 
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actual organizational demands. However, the planning process faces constraints related to limited historical data 
availability, given the province's recent establishment in 2022, and difficulties in projecting future workforce 
requirements in rapidly evolving administrative structures. The agency has adopted iterative planning approaches, 
conducting quarterly reviews and adjustments to recruitment strategies based on emerging organizational priorities 
and resource availability. 
The integration of Pramuhardana's (2007) recruitment planning framework indicates that Southwest Papua's 
planning processes exhibit moderate adherence to systematic planning principles, particularly in terms of needs 
identification and resource allocation mechanisms. While the province demonstrates commitment to transparent and 
accountable planning procedures, gaps remain in long-term strategic workforce planning and succession management 
systems. Based on recent research by Widyastuti and Rahman (2023), implementing digital workforce planning 
systems with predictive analytics capabilities could enhance planning accuracy and efficiency by up to 40% in newly 
established provinces. 
Formation Establishment 
The establishment of recruitment formations in Southwest Papua Province reflects a complex balancing act between 
national standardization requirements and local contextual needs. BKPSDM coordinates with 42 regional work units 
(SKPD) to compile formation proposals based on organizational structure analysis, functional position requirements, 
and service delivery targets. The formation establishment process involves multi-level verification, starting from unit-
level submissions, provincial consolidation, and national approval through the Ministry of Administrative Reform, 
with the 2024 recruitment cycle establishing 1,350 positions across administrative, technical, and functional 
categories. 
Table 3. Formation Distribution by Position Category in Southwest Papua Province (2024) 
Position Category Number of 

Formations 
Percentage Average Applicants per 

Position 
Fill Rate 
(%) 

Administrative 
(General) 

285 21.1% 15.2 78.5 

Health Services 380 28.1% 8.7 65.3 
Education 420 31.1% 12.3 71.2 
Technical/Engineering 165 12.2% 6.4 58.8 
Agricultural Extension 75 5.6% 4.2 52.0 
Other Functional 25 1.9% 18.5 84.0 
Total 1,350 100% 10.9 68.3 

Source: BKPSDM Southwest Papua Province (2024) 
Critical analysis of formation establishment patterns reveals systematic challenges in matching formation allocations 
with actual regional needs and applicant availability. The data indicates significant disparities in fill rates across 
position categories, with technical and agricultural positions showing lower completion rates despite critical service 
delivery importance. This phenomenon reflects broader structural issues including limited local qualified candidates 
for specialized positions, geographical barriers affecting position attractiveness, and misalignment between national 
formation criteria and local demographic realities. The province's formation establishment process, while following 
prescribed procedures, requires adaptive mechanisms to address unique regional characteristics and development 
priorities. 
Evaluation against Pramuhardana's (2007) formation establishment criteria suggests that Southwest Papua achieves 
procedural compliance but faces substantive effectiveness challenges in optimizing formation distributions. The 
province demonstrates strong adherence to formal requirements including needs analysis documentation, budget 
allocation verification, and hierarchical approval processes, yet struggles with dynamic formation adjustments and 
cross-sectoral coordination. Following the recommendation of Kusumawati and Hidayat (2024), implementing 
flexible formation mechanisms with regional adjustment coefficients could improve position fill rates by 25-30% in 
peripheral provinces with unique demographic profiles. 
Registration Process 
The registration phase for civil service recruitment in Southwest Papua Province operates through the National Civil 
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Service Selection Portal (SSCASN), representing a significant digital transformation in recruitment accessibility and 
transparency. The 2024 recruitment cycle witnessed 12,000 registrations competing for 1,350 available positions, 
indicating substantial public interest despite technological and infrastructural challenges. The online registration 
system implementation faces unique obstacles in Southwest Papua, including limited internet connectivity across 
remote areas with only 38% penetration rate, inadequate digital literacy among potential applicants, and technical 
difficulties with supporting documentation requirements such as e-stamp implementation. 
Table 4. Registration Challenges and Mitigation Measures in Southwest Papua (2024) 
Challenge 
Category 

Frequency of 
Issues 

Affected 
Applicants (%) 

Mitigation Measures 
Implemented 

Effectiveness 
Rating 

Internet 
Connectivity 

Very High 42% Mobile registration units, 
extended deadlines 

Moderate 

E-stamp System High 35% Manual verification options, help 
desks 

Low 

Document 
Upload 

High 28% Offline submission points, 
technical assistance 

Moderate 

System Overload Medium 18% Scheduled access windows, server 
upgrades 

High 

Digital Literacy Very High 45% Training sessions, guided 
registration services 

Moderate 

Payment 
Processing 

Low 8% Multiple payment channels, 
extended grace periods 

High 

Source: BKPSDM Technical Report (2024) 
The registration process analysis reveals systemic barriers that disproportionately affect candidates from remote areas 
and lower socioeconomic backgrounds, potentially undermining principles of equal opportunity and meritocratic 
selection. BKPSDM has implemented various mitigation strategies including establishing registration assistance 
centers in district capitals, deploying mobile registration units to remote communities, and providing extended 
registration periods to accommodate connectivity issues. However, these measures achieve only partial success in 
addressing fundamental infrastructure limitations and digital divide challenges. The persistence of registration 
barriers raises concerns about systematic exclusion of potentially qualified candidates who lack technological access 
or digital skills, contradicting inclusive recruitment objectives. 
Pramuhardana's (2007) registration accessibility framework emphasizes the importance of barrier-free registration 
processes in ensuring recruitment effectiveness and legitimacy. Southwest Papua's registration implementation 
demonstrates partial alignment with these principles, achieving procedural transparency through standardized online 
systems while failing to ensure substantive accessibility for all eligible candidates. Based on the findings of Pratama 
and Sulistyowati (2023), implementing hybrid registration models combining online and offline channels with 
community-based facilitation could increase registration completion rates by 35% in regions with limited digital 
infrastructure. 
Selection Process 
The selection process in Southwest Papua Province employs a multi-stage evaluation system designed to assess 
candidate competencies through standardized testing mechanisms and position-specific assessments. The 
implementation of Computer Assisted Test (CAT) systems for Basic Competency Selection (SKD) represents a 
significant advancement in ensuring objective and transparent evaluation, with testing conducted at two designated 
centers in Sorong and Manokwari. The selection process encompasses administrative verification, basic competency 
testing with predetermined threshold scores, and field competency selection (SKB) tailored to specific position 
requirements, following national standards established by MENPAN-RB Regulation Number 24 of 2019. 
The execution of selection procedures reveals operational complexities unique to the provincial context, including 
logistical challenges in transporting candidates from remote areas to testing centers, with some candidates traveling 
over 500 kilometers to participate in examinations. The limited number of CAT facilities creates bottlenecks in testing 
capacity, requiring multiple testing sessions and extended selection timelines that may disadvantage candidates with 
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limited financial resources for extended stays in testing locations. Additionally, the standardized testing format may 
not adequately capture competencies relevant to local contexts, such as indigenous language proficiency or 
understanding of customary governance systems that are crucial for effective public service delivery in Southwest 
Papua's diverse cultural landscape. 
Table 5. Selection Process Performance Metrics in Southwest Papua (2024) 
Selection Stage Participants Pass Rate 

(%) 
Average 
Score 

National 
Average 

Performance 
Gap 

Administrative 
Verification 

12,000 83.3% N/A 87.5% -4.2% 

Basic Competency (SKD) 10,000 28.5% 265.4 312.8 -15.1% 
- National Insight 10,000 35.2% 78.2 85.6 -8.6% 
- General Intelligence 10,000 22.8% 82.5 94.3 -12.5% 
- Personal Characteristics 10,000 31.4% 104.7 132.9 -21.2% 
Field Competency (SKB) 2,850 47.4% 72.3 78.5 -7.9% 
Final Selection 1,351 N/A N/A N/A N/A 

Source: BKN Regional Office IX and BKPSDM Southwest Papua (2024) 
The selection process evaluation against Pramuhardana's (2007) merit-based selection criteria indicates significant 
gaps between procedural implementation and substantive outcomes in Southwest Papua Province. While the province 
successfully implements standardized testing protocols and maintains procedural integrity through CAT systems, the 
disproportionately low pass rates compared to national averages suggest potential misalignment between selection 
instruments and local candidate preparations or capabilities. According to Hermawan and Wijaya (2024), 
implementing culturally-adapted competency assessments and providing structured test preparation programs could 
improve selection pass rates by 20-25% in provinces with distinct socio-cultural characteristics. 
Academic Testing 
The academic testing component of civil service recruitment in Southwest Papua Province serves as a critical filter for 
assessing cognitive capabilities and knowledge competencies essential for public service positions. The standardized 
academic evaluation encompasses three primary domains: national insight testing evaluating understanding of 
Indonesian state philosophy and constitutional principles, general intelligence assessment measuring analytical and 
logical reasoning capabilities, and specialized knowledge evaluation aligned with specific position requirements. The 
2024 recruitment cycle data reveals concerning disparities in academic testing performance, with Southwest Papua 
candidates achieving average scores of 265.4 points compared to the national average of 312.8 points, representing a 
significant 15.1% performance gap. 
Analysis of academic testing patterns indicates systemic educational infrastructure deficits that fundamentally impact 
candidate preparedness and performance outcomes. The province's limited higher education infrastructure, with only 
three tertiary institutions serving a population of 570,000, creates structural disadvantages in developing academic 
competencies required for civil service positions. Furthermore, the quality of primary and secondary education in 
remote areas remains substantially below national standards, with teacher shortage rates exceeding 40% and 
inadequate learning facilities in 65% of schools. These educational foundation weaknesses manifest in testing 
outcomes, where candidates demonstrate particular difficulties in abstract reasoning, quantitative analysis, and 
contemporary governance concepts that form core components of academic evaluations. 
The implementation of Pramuhardana's (2007) academic excellence framework in Southwest Papua's context reveals 
fundamental tensions between maintaining national standards and acknowledging regional educational realities. 
While standardized academic testing ensures uniform quality standards across the national civil service, the current 
approach may systematically exclude capable local candidates whose educational backgrounds differ from mainstream 
academic traditions. Based on research by Nugroho and Santoso (2023), implementing preparatory academic 
programs with customized curricula addressing regional educational gaps could improve academic testing 
performance by 30-35% within two recruitment cycles. 
Announcement Process 
The announcement phase of civil service recruitment results in Southwest Papua Province represents the culmination 
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of the selection process and serves multiple functions including ensuring transparency, enabling public accountability, 
and facilitating smooth transition to appointment procedures. The province utilizes multi-channel announcement 
strategies encompassing the official SSCASN portal, provincial government websites, social media platforms, and 
physical notice boards at government offices to maximize information dissemination. The 2024 recruitment cycle 
implemented staggered announcements for different selection stages, with administrative verification results released 
within 7 days, SKD results within 14 days, and final selection outcomes within 21 days of respective testing 
completions. 
The effectiveness of announcement mechanisms faces significant challenges related to information accessibility and 
digital divide issues prevalent in Southwest Papua's geographic and technological landscape. Despite multi-channel 
approaches, substantial portions of candidates, particularly those from remote areas, experience delays or difficulties 
in accessing results due to limited internet connectivity and digital literacy constraints. The province has attempted 
to address these challenges through SMS notification systems and community radio broadcasts, yet these alternative 
channels reach only approximately 60% of candidates, leaving significant gaps in information dissemination. 
Furthermore, the complexity of understanding selection results, including score interpretations and subsequent 
procedural requirements, creates additional barriers for candidates unfamiliar with bureaucratic processes. 
Evaluation of the announcement process against Pramuhardana's (2007) transparency and accessibility criteria reveals 
partial achievement of intended objectives in Southwest Papua's implementation. While the province demonstrates 
strong commitment to procedural transparency through multiple announcement channels and standardized 
timelines, substantive accessibility remains compromised by infrastructure limitations and communication barriers. 
The current announcement system, despite technical compliance with regulatory requirements, fails to ensure 
equitable information access for all candidates, potentially disadvantaging those from marginalized communities who 
may miss critical deadlines or procedural requirements. Following recommendations by Adiputra and Mahmud 
(2024), implementing integrated announcement systems combining digital platforms with community-based 
information networks and local language translations could improve information accessibility by 40-45% in provinces 
with diverse linguistic and geographical characteristics 

4. CONCLUSION 
This study reveals that the implementation of civil service recruitment policies in Southwest Papua Province 
demonstrates a complex interplay between adherence to national standardized procedures and the challenging 
realities of a newly established province with unique geographical, infrastructural, and socio-cultural characteristics. 
While the province has successfully established formal recruitment mechanisms aligned with national regulations, 
including the adoption of computer-assisted testing systems and transparent selection procedures, significant gaps 
persist between procedural compliance and substantive effectiveness. The analysis identifies critical implementation 
challenges across all recruitment phases, from planning and formation establishment through registration, selection, 
and announcement processes, with particular concerns regarding digital infrastructure limitations, educational 
preparedness disparities, and accessibility barriers that disproportionately affect candidates from remote areas. These 
findings underscore the need for adaptive policy approaches that maintain national quality standards while 
incorporating contextual flexibility to address regional specificities. The study recommends developing hybrid 
implementation models that combine technological advancement with community-based support systems, 
establishing preparatory programs to bridge educational gaps, and creating flexible formation mechanisms that better 
reflect local workforce realities. Furthermore, the research highlights the importance of strengthening institutional 
capacity within the provincial civil service agency, improving coordination between national and regional authorities, 
and investing in infrastructure development to support more equitable recruitment processes. The lessons learned 
from Southwest Papua's experience provide valuable insights for other newly established provinces facing similar 
challenges in building effective public administration systems. Ultimately, achieving truly effective civil service 
recruitment in peripheral regions requires moving beyond mere procedural compliance toward substantive reforms 
that ensure equal opportunity, merit-based selection, and the development of a professional civil service capable of 
addressing local development needs while contributing to broader national governance objectives. 
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