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Abstract

This study examines career development strategies for Civil Servants (PNS) in Tanggamus Regency,
focusing on the implementation of the merit system. Utilizing a qualitative descriptive approach, the research
involves in-depth interviews with key stakeholders, document analysis, and a literature review to uncover
strengths, weaknesses, opportunities, and threats associated with the merit system. Key strengths include
strong leadership commitment and a robust regulatory framework. However, challenges such as limited
understanding among employees and political interference are significant obstacles. Opportunities for
improvement include targeted training programs and partnerships with educational institutions, while threats
involve budget constraints and resistance to change. Strategic recommendations include enhancing HR
management practices, establishing clear competency standards, and implementing continuous training and
mentoring programs. This study contributes to a more nuanced understanding of the merit system’s practical
application in regional settings and offers actionable insights for optimizing career development.
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1. Introduction

The career development of Civil Servants (PNS) plays a crucial role in enhancing
the efficiency and effectiveness of public administration. In Indonesia, the merit
system is a pivotal element in managing the State Civil Apparatus (ASN), designed
to foster fairness, transparency, and competency-based career progression
(Raras et al., 2024). This system aims to ensure that promotions and career
advancements are based on merit rather than favoritism or nepotism, thereby
improving public service delivery and organizational performance (Dwiputrianti,
2011; Johnson & Lewis, 2018; Kim, 1997; Matei & Campeanu, 2015; Ujhelyi,
2014).

Despite a well-defined regulatory framework supporting the merit system, its
practical implementation often faces considerable challenges. These challenges
can undermine the system’s effectiveness and hinder the professional growth of
civil servants (Brewer et al., 2021; Matei & Campeanu, 2015; Meyer-Sahling et al., 2021;
Oliveira et al., 2024). Issues such as resistance to change, insufficient training, and
lack of resources may impede the successful application of the merit system in
regional contexts (Nunberg & Taliercio, 2012; Olowu, 2010; Siregar & Lubis, 2017).
This study focuses on optimizing career development for PNS in Tanggamus
Regency, with a specific emphasis on the implementation of the merit system. It
aims to explore the various strategies employed to overcome challenges and
enhance the system’s effectiveness (Barusman, 2024; Shafie, 1996; Siregar &
Lubis, 2017). The research objectives are twofold: first, to identify both the
supporting and inhibiting factors influencing career development within the context
of the merit system; and second, to propose practical strategies for improving the
implementation and outcomes of the merit system (Froese et al., 2019; Hill et al.,
2014; Matei & Campeanu, 2015; Polastri & Truisi, 2017).
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A notable gap exists in the existing literature concerning the practical challenges
and strategic solutions related to the merit system's implementation in regional
settings like Tanggamus Regency. While previous studies have extensively
addressed the theoretical aspects and general benefits of the merit system, they
often overlook the specific obstacles faced in different regions and the tailored
strategies required to address these issues (Dwiputrianti, 2011; Mau et al., 2020;
Poocharoen & Brillantes, 2013; Pratama & Defrizal, 2024; Sampe et al.,
2022). This research aims to fill this gap by providing an in-depth qualitative
analysis of the experiences and practices within Tanggamus Regency. By doing
So, it seeks to contribute to a more comprehensive understanding of the merit
system’s implementation in diverse administrative contexts, offering insights and
recommendations that could be applicable to similar regions facing analogous
challenges.

merit system's adaptation to the implementation of bureaucratic official recruitment
and promotion policy in south central timor regency.

2. Research Method
This study employs a qualitative descriptive approach to thoroughly explore the
career development strategies for PNS in Tanggamus Regency. The research
methodology integrates in-depth interviews, document analysis, and a literature
review to provide a comprehensive understanding of the merit system's
implementation and its impact on career development (Wartono et al., 2022).
Data Collection is a multi-faceted process designed to capture a holistic view of
the subject matter. Semi-structured interviews were conducted with key
stakeholders, including senior officials, HR managers, and PNS employees
(Hutchison et al.,, 2014; Kernaghan, 2011). These interviews aimed to elicit
detailed insights into the practical challenges and perceived effectiveness of the
merit system. By engaging directly with individuals involved in or affected by the
system, the research sought to uncover both the successes and shortcomings
experienced in the local context (Gabris & Mitchell, 1986; Polastri & Truisi, 2017;
Poocharoen & Brillantes, 2013).
In addition to interviews, the study involved a thorough document analysis. This
included reviewing relevant documents such as government regulations, internal
HR policies, and performance evaluation reports (Juhdi et al.,, 2015; Miah &
Hossain, 2014; Ufua et al., 2022). This analysis provided a crucial understanding
of the regulatory framework and its actual implementation, shedding light on how
well the merit system is integrated into existing administrative practices.
A comprehensive literature review was also conducted to establish a theoretical
foundation for the study. The review covered existing research on merit systems,
career development, and public administration, allowing for a contextual
understanding of the subject and identifying gaps in current knowledge (Asif &
Rathore, 2021; Polastri & Truisi, 2017; Poocharoen & Brillantes, 2013; Siregar &
Lubis, 2017).
Data Analysis was carried out using SWOT (Strengths, Weaknesses,
Opportunities, Threats) analysis. This method facilitated a systematic evaluation
of the internal and external factors affecting career development within the merit
system framework. By assessing strengths and weaknesses, as well as
opportunities and threats, the study provided a nuanced analysis of the current
state of career development and proposed potential strategies for enhancement
(Ge et al., 2023; Hill et al.,, 2014; Hirschi et al., 2017; Jackson & Tomlinson,
2019). This approach enabled the research to identify critical areas for
improvement and to develop actionable recommendations tailored to the specific
context of Tanggamus Regency.
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3. Result and Discussion

The analysis of career development strategies for PNS in Tanggamus Regency
underscores several key findings that are pivotal in assessing the effectiveness
and challenges of the merit system.

Strengths of the Merit System

A significant strength of the merit system in Tanggamus Regency is the strong
commitment from senior leadership. Leaders actively promote transparency and
prioritize competency-based evaluations, which are essential for the system's
success. This aligns with the observations of Dwiputrianti (2011), who emphasized
the importance of leadership commitment in promoting merit-based systems. The
robust regulatory framework supporting the merit system in Tanggamus Regency
also provides a solid foundation for its implementation. This comprehensive
framework, as noted by Johnson & Lewis (2018), offers clear guidelines and
standards for evaluating and advancing employees based on merit, contributing to
a more structured and equitable career development process.

Weaknesses in Implementation

Despite these strengths, the implementation of the merit system in Tanggamus
Regency faces notable weaknesses. A significant issue is the limited
understanding of the merit system among PNS employees. Many employees lack
awareness of merit-based criteria and the benefits it offers, which impedes the
effective implementation and acceptance of the system, as suggested by Brewer
et al. (2021) and Nunberg & Taliercio (2012). This knowledge gap can lead to
resistance and misalignment with the system's objectives. Additionally, political
interference in promotions and career advancements undermines the merit
system's integrity. When political considerations overshadow merit-based
evaluations, it compromises fairness and transparency, eroding trust in the system
and hindering its success, a concern echoed by Oliveira et al. (2024) and Siregar
& Lubis (2017).

Opportunities for Enhancement

Opportunities exist to enhance career development within the merit system's
framework. Targeted training programs present a chance to align employee
development with competency standards and address specific skill gaps. Investing
in such training, as advocated by Matei & Campeanu (2015), can better equip
employees to meet the expectations of the merit system and advance their
careers. Collaboration with educational institutions can provide valuable resources
and expertise for competency development. These partnerships can offer
specialized training and access to best practices, further supporting the
implementation and effectiveness of the merit system, as recommended by Froese
et al. (2019).

Threats to Effective Implementation

Despite these opportunities, several threats must be addressed. Budget
constraints pose a significant threat to the effective implementation of the merit
system, as limited financial resources can restrict the scope and quality of training
programs, impacting the system’s ability to fully support career development
(Meyer-Sahling et al., 2021). Additionally, resistance to change from employees
accustomed to the old system presents a challenge. Overcoming this resistance
requires a strategic approach that includes effective communication, education,
and engagement, as highlighted by Olowu (2010), to facilitate a smoother
transition and foster acceptance of the merit-based approach.

Strategic Recommendations

To address these challenges and capitalize on opportunities, several strategic
recommendations are proposed. Enhancing human resource management
practices is crucial for aligning HR policies and procedures with merit-based
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principles, ensuring consistency and fairness in career development practices
(Polastri & Truisi, 2017; Shafie, 1996). Developing clear and measurable
competency standards for various positions is also essential. Well-defined
standards, as emphasized by Kim (1997) and Hill et al. (2014), will help employees
understand the criteria for evaluation and advancement, reinforcing the merit-
based approach. Implementing continuous training programs can improve
employees' skills and knowledge, keeping them updated with competency
requirements and adapting to changes in the merit system. Establishing career
mentoring programs can provide valuable guidance, helping employees navigate
their career paths and develop the skills needed to succeed within the merit-based
framework. Finally, introducing recognition programs can reward outstanding
performance and motivate employees, reinforcing the value of merit-based
performance and encouraging a culture of excellence (Matei & Campeanu, 2015;
Ujhelyi, 2014).

By addressing these recommendations, Tanggamus Regency can enhance the
effectiveness of the merit system, fostering a more equitable and transparent
career development process for PNS employees.

4. Conclusion

The study concludes that while the implementation of the merit system in
Tanggamus Regency has made significant strides, several challenges remain.
Enhancing understanding among employees, mitigating political interference, and
ensuring adequate budget allocations are critical for the system's success. The
proposed strategies, including improved HR management, competency standards,
continuous training, career mentoring, and recognition programs, aim to address
these challenges and promote a more effective career development framework.
This research underscores the importance of a tailored approach to implementing
the merit system in diverse administrative contexts. Future research should
explore the long-term impacts of these strategies and investigate additional factors
influencing career development in other regions. By addressing these areas, the
study contributes to a more comprehensive understanding of the merit system's
role in public administration and its potential to enhance public service quality.
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