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competence-oriented recruitment policies have a positive impact
on ASN retention. Additionally, psychological support provided by
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employees plays a crucial role in influencing decisions to remain in
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the factors affecting ASN retention at the Attorney General's Office.
The findings contribute to the development of more effective
human resources policies and assist the institution in retaining and
enhancing the potential of qualified ASN. These results are
expected to serve as a reference for the Attorney General's Office
and other researchers interested in the field of human resource
management in the government sector.

INTRODUCTION
Human Resource Management (HRM) in the government sector is inevitable in efforts to
maintain the stability, effectiveness, and sustainability of government institutions (Yanuarti et al.,
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2020). Amid the continuous dynamics of change in the government working environment, the
retention of Civil Servants (ASN) plays a crucial role in maintaining the continuity and
performance of these institutions (Fakaubun, 2020). The loss of experienced and qualified ASN
can lead to significant losses for the government, especially in the smooth implementation of
public services and public policies (Yusuf et al., 2021).

The Attorney General's Office, as an institution with a strategic role in law enforcement,
heavily relies on the competence, dedication, and loyalty of ASN (Sedarmayanti, 2012). The
success of the Attorney General's Office in carrying out its tasks, such as prosecuting criminal
acts, legal protection, and advocating public interests, is highly determined by the quality of ASN
within it (Fiaturrahman, 2023). Therefore, understanding the factors that influence ASN retention
at the Attorney General's Office is highly relevant and urgent.

One of the factors known to affect ASN retention is the recruitment policy implemented by
government institutions (Dewi, 2020). Transparent, objective, and competence-oriented
recruitment policies tend to increase ASN's trust in the institutions they work for (Utamy et al.,
2020). This can have a positive impact on ASN's willingness to stay in the organization. In
addition, the psychological support provided by superiors and colleagues also plays a key role in
shaping ASN's perceptions and well-being (Ratnasari & Robandi, 2022). This support can include
motivation, problem-solving, and psychologically-oriented career mentoring (Alexander & Bloom,
2023). ASN job satisfaction is also a relevant factor, as job dissatisfaction can be a primary reason
for ASN to seek opportunities outside the organization (Alwi & Suhendra, 2020).

This research aims to systematically and comprehensively examine the influence of these
factors, namely recruitment policy, psychological support, and job satisfaction on ASN retention
at the Attorney General's Office. A comprehensive analysis of these factors will provide clearer
insights into how government institutions can enhance ASN retention, optimize organizational
performance, and fulfill their public service goals.

The results of this research are expected to provide guidance to the Attorney General's
Office to improve their HRM practices, enhance organizational sustainability, and retain high-
quality ASN. Additionally, the findings of this research can contribute to the general
understanding of the factors influencing ASN retention in the context of the government sector.

LITERATURE REVIEW

The theoretical study is a key stage in understanding the conceptual foundation of this
research. In the context of "Analysis of the Influence of Recruitment Policy, Psychological
Support, and Job Satisfaction on Civil Servant Retention at the Attorney General's Office," several
relevant concepts and theories will help explain the relationships between these variables.

Civil Servant Retention

Civil servant retention refers to the government institution's capacity to keep Civil Servants
(ASN) for an extended period (Sobandi, 2019). This has a significant impact because the
experience and competence of ASN who stay in the organization can provide stability and
continuity in public services (Muhartono, 2020). As a concept, ASN retention is essential for
achieving the sustainability and optimal performance of government institutions (Ludin et al.,
2023).

Social Exchange Theory

The Social Exchange Theory is relevant in explaining the phenomenon of ASN retention.
This theory emphasizes that individuals decide to stay in an organization based on their
perceptions of the benefits they receive from it (Mighfar, 2015). In the context of ASN retention
at the Attorney General's Office, these benefits include factors such as fair recruitment policies,
psychological support, and job satisfaction (Sarinah & Aziz, 2010). The Social Exchange Theory
provides a deeper understanding of the dynamic interaction between individual ASN and the
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organization, explaining how these factors influence ASN decisions to continue their careers in
the institution (Halim, 2021).

By detailing elements such as recruitment policy, psychological support, and job
satisfaction, this research can provide further insights into how these factors are interrelated
and affect ASN retention. A deeper understanding of these dynamics can serve as a basis for
improving human resources policies and management strategies at the Attorney General's
Office, ensuring the sustainability and effectiveness of this institution in delivering quality public
services.

Recruitment Policy

Recruitment policy, as a system, encompasses a series of procedures and practices
designed to identify, recruit, and select individuals to become Civil Servants (ASN) in government
agencies (Putranto et al., 2022). The importance of transparent, fair, and competence-focused
recruitment policies not only affects the selection process but also impacts the trust instilled in
ASN in the overall recruitment system (Kadarisman, 2018).

Organizational Trust Theory

The Organizational Trust Theory states that an individual's level of trust in the organization
where they work can influence their decision to stay in that environment (Faturahman, 2018). In
the context of recruitment policy, fairness and transparency principles play a key role in building
and maintaining ASN's trust in the Attorney General's Office (Rudiansyah, 2021). The
sustainability and effectiveness of an organization depend significantly on how much ASN feel
confident and can rely on the recruitment process they experience (Gofur & Soediantono, 2022).

The role of fair and transparent recruitment policies goes beyond their direct impact on
ASN's trust; it also affects their willingness to stay in the organization (Rosmiati et al., 2019).
Certainty that the recruitment process is conducted with integrity and objectivity can provide
additional confidence to ASN to continue their contributions to the Attorney General's Office
(Diniarsa & Batu, 2023). Thus, the role of recruitment policies not only fulfills technical functions
in selecting individuals but also shapes the essential foundation of trust for ASN retention in the
long term (Youhanita et al., 2022).

Psychological Support

Psychological support from superiors and colleagues significantly impacts the well-being
and retention of Civil Servants (ASN) (Widiantoro et al., 2019). The Social Support Theory provides
insight into explaining this close relationship (WELSYA CAHYANI, n.d.). This theory suggests that
individuals who perceive psychological support from the work environment tend to have higher
job satisfaction levels and a greater desire to stay in the organization (Asrar & Taufani, 2022).

In the context of the Social Support Theory, forms of psychological support acceptable to
ASN include motivation, problem-solving, and emotional support from superiors and colleagues
(Pradini et al., 2020). Superiors who provide motivational encouragement, assist in problem-
solving, and show emotional concern can create a conducive work environment for the mental
and emotional well-being of ASN (Novendra et al.,, 2021). This, in turn, contributes to job
satisfaction and the intention to stay in the organization (Rapikah & Nurjannah, 2021).

Psychological support not only creates a healthy work environment but also has a direct
impact on ASN retention (Kurniawan & Eva, 2020). When ASN feel psychologically supported,
they tend to be more emotionally attached to the organization (Utami, 2018). Mental well-being
supported by psychological support can also reduce fatigue and stress levels, which, in turn,
increase the desire of ASN to continue contributing in their work environment (Budiarti &
Hanoum, 2019).

To improve ASN retention, it is crucial for the Attorney General's Office not only to focus
on fair recruitment policies but also to strengthen psychological support aspects in the work
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environment (Tesmita, 2022). Training for superiors in providing effective support and creating
an organizational culture that promotes positive psychological support can be a strategic step.
Thus, the Attorney General's Office can create a supportive work environment, ultimately
strengthening ASN retention in the long term.

Job Satisfaction

Job satisfaction, reflecting individuals' satisfaction levels with their work, is a crucial aspect
of understanding organizational dynamics. The Job Satisfaction Theory has been a widely used
framework to identify factors influencing individual job satisfaction (Sunarta, 2019). This theory
highlights that key factors such as recognition, rewards, working conditions, and social support
can significantly impact an individual's job satisfaction level.

Recognition of individual contributions, appreciation for achievements, and supportive
working conditions are prominent elements in the Job Satisfaction Theory. When ASN feel that
their contributions are recognized and appreciated, work in adequate conditions, and receive
positive social support, their job satisfaction levels increase (Sutrisno et al., 2022). High job
satisfaction, in turn, provides motivation for ASN to consider staying in the organization.

The importance of job satisfaction in the context of ASN retention cannot be ignored. ASN
with high job satisfaction tend to have a strong emotional attachment to the organization
(Harahap & Khair, 2019). In the framework of the Job Satisfaction Theory, job satisfaction is not
only about individual happiness but also critical factors contributing to the sustainability and
effectiveness of the organization.

Therefore, the Attorney General's Office needs to understand the factors influencing ASN
job satisfaction and take steps to improve it. This may involve implementing clear recognition
and reward policies, attention to working conditions, and the development of an organizational
culture that promotes positive social support. By understanding and improving ASN job
satisfaction, the Attorney General's Office can create a supportive work environment, ultimately
strengthening ASN retention in the long term.

By integrating these theories, this research aims to analyze how recruitment policy,
psychological support, and job satisfaction contribute to Civil Servant (ASN) retention at the
Attorney General's Office. In this context, these factors are understood as key elements shaping
ASN perceptions of the organization where they work, influencing their decisions to stay, and
ultimately impacting the sustainability and performance of this government institution.

METHODS
Research Methodology

The research methodology employed in this study aims to collect necessary data to
analyze the influence of recruitment policy, psychological support, and job satisfaction on ASN
retention at the Attorney General's Office. The research follows the steps below:

Research Design

This study utilizes an explanatory research design with a quantitative approach. The
quantitative approach is used to measure the extent to which independent variables
(recruitment policy, psychological support, and job satisfaction) influence the dependent variable
(ASN retention). Data is collected through questionnaires distributed to respondents at the
Attorney General's Office.

Population and Sample

The population in this study comprises all ASN working at the Attorney General's Office.
Due to time and resource limitations, simple random sampling is employed to select
respondents. The sample size must be sufficiently large to yield representative results. Samples
are drawn from various units within the Attorney General's Office, with a total of 100 employees.
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Research Instrument

The research instrument used is a specifically designed questionnaire to measure
variables in this study. The questionnaire consists of relevant questions regarding recruitment
policy, psychological support, job satisfaction, and ASN retention. Before use, the questionnaire
undergoes validity and reliability tests to ensure accuracy.

Data Collection

Data is collected by distributing questionnaires to respondents. Data collection procedures
ensure the confidentiality of responses to make respondents comfortable in providing feedback.
Additionally, researchers provide information about the research's objectives and how to
complete the questionnaire to respondents.

Data Analysis

Collected data will be analyzed using various statistical analysis techniques. Several
analysis techniques to be employed include regression analysis to measure the relationship
between independent variables (recruitment policy, psychological support, and job satisfaction)
and the dependent variable (ASN retention).

RESULTS

The results of this research reflect an analysis of the influence of recruitment policy,
psychological support, and job satisfaction on the retention of Civil Servants (ASN) at the
Attorney General's Office. Data obtained from respondents at the Attorney General's Office
provide valuable insights into the factors influencing ASN retention in the context of this
government institution.

Influence of Recruitment Policy
Table 01. Regression Test (Influence of Recruitment Policy on ASN Retention)

ANOVA | |
df SS MS F | SigF
Regression 1 3206,406 3206,406 79,87117 0,0000
Residual 98 | 3934,184 40,14473
Total 99 7140,59

From Table 01, it is evident that the data analysis results show that transparent and
competence-oriented recruitment policies significantly positively influence ASN retention at the
Attorney General's Office, as evidenced by the significance value of 0.0000. This indicates that
ASN are more likely to stay in the organization if they perceive the recruitment process as fair
and objective. ASN's trust in the integrity of the recruitment policy also contributes to their
desire to continue their careers in the Attorney General's Office.

Influence of Psychological Support on ASN Retention
Table 02. Regression Test (Influence of Psychological Support on ASN Retention)

ANOVA
df SS Ms F SigF
Regression 1] 4678,008 4678,008 186,1642 0,0000
Residual 98 | 2462,582 25,12839
Total 99 | 7140,59
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From Table 02, it can be seen that psychological support provided by superiors and
colleagues plays a crucial role in enhancing ASN retention, as indicated by the significance value
of 0.000. Respondents who feel psychologically supported by their work environment have a
higher retention rate than those who feel less supported. This psychological support includes
aspects such as motivation, career guidance, and psychologically-oriented problem-solving.
These results affirm that the quality of interpersonal relationships in the workplace directly
impacts ASN retention.

Job Satisfaction and ASN Retention
Table 03. Regression Test (Influence of Job Satisfaction on ASN Retention)

ANOVA

df SS MS F SigF
Regression 1 2539,076 2539,076 54,07554 0,0000
Residual 98 4601,514 46,95423
Total 99 7140,59

From Table 03, it is apparent that job satisfaction also plays a significant role in influencing
ASN retention, as evidenced by the significance value of 0.000. Respondents reporting high job
satisfaction are more likely to stay in the organization. Factors contributing to job satisfaction
include recognition, rewards, supportive working conditions, and perceptions of career
opportunities at the Attorney General's Office.

Relationship Between Variables
Table 04. Multiple Regression Test (Influence of Recruitment Policy, Psychological Support,
and Job Satisfaction on ASN Retention)

ANOVA |

df SS 7 F ‘ Significance F
Regression 3 4889,825 1629,942 | 69,52052 0,0000
Residual 96 2250,765 23,44547
Total 99 7140,59

From Table 04, further analysis indicates a positive relationship between recruitment
policy, psychological support, and job satisfaction with ASN retention, as evidenced by the
significance value of 0.000. This means that these factors collectively influence the intention of
ASN to continue their careers at the Attorney General's Office. These results underline the
importance of a holistic approach in human resource management to improve ASN retention.

This research has demonstrated that transparent recruitment policies, strong
psychological support, and high job satisfaction have a positive impact on ASN retention at the
Attorney General's Office. These findings provide valuable insights to the Attorney General's
Office and other policymakers in developing strategies to enhance ASN retention and
performance. Implementing fair and competence-oriented recruitment policies, improving
psychological support, and addressing job satisfaction can be concrete steps toward achieving
these goals. Thus, this research makes a significant contribution to efforts to sustain and
enhance the effectiveness of the Attorney General's Office in law enforcement and public
service.

Discussion

The in-depth discussion of this research focuses on the influence of factors such as
recruitment policy, psychological support, and job satisfaction on the retention of Civil Servants
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(ASN) at the Attorney General's Office. The research results offer relevant insights into
understanding and improving ASN retention in this government institution.

Influence of Recruitment Policy

Based on the results of the conducted research, it can be concluded that transparent and
competence-oriented recruitment policies have a significantly positive influence on ASN
retention at the Attorney General's Office. This is evidenced by the significance value (sig) of
0.0000, indicating that the recruitment policy has a highly significant impact on ASN retention.

ASN who perceive that the recruitment process they undergo is fair and objective tend to
be more satisfied with their jobs. This is because they feel they have been selected based on
their abilities and competencies, not due to unrelated factors. High job satisfaction motivates
ASN to remain committed to the organization.

Moreover, ASN's trust in the integrity of the recruitment policy contributes to their desire
to continue their careers at the Attorney General's Office. ASN who believe that the recruitment
policy at the Attorney General's Office is fair and objective tend to feel more confident about
their future in the organization. This motivates them to continue working at the Attorney
General's Office and advance their careers.

Therefore, the Attorney General's Office needs to ensure that its recruitment policy is
transparent and competence-oriented. This can be achieved by implementing clear and
standardized recruitment procedures, emphasizing competency aspects in the recruitment
process. By implementing a transparent and competence-oriented recruitment policy, the
Attorney General's Office can enhance ASN retention and create a positive work environment.

The importance of a transparent and competence-oriented recruitment policy is evident in
this research. Respondents who reported that the recruitment process at the Attorney General's
Office is fair and objective are more likely to stay in the organization. Trust in the integrity of the
recruitment policy is a key factor in enhancing ASN's intention to pursue a career at the Attorney
General's Office. These results highlight the importance of ensuring that the recruitment process
within the organization is transparent, objective, and competency-focused to support ASN
retention.

The Attorney General's Office should consider evaluating and improving its recruitment
policies. This may include adopting more open recruitment processes, using clear selection
criteria, and providing constructive feedback to applicants.

Psychological Support and ASN Retention

Based on the results of the conducted research, it can be concluded that psychological
support provided by superiors and colleagues has a significantly positive influence on ASN
retention at the Attorney General's Office. This is evidenced by the significance value (sig) of
0.000, indicating that psychological support has a highly significant impact on ASN retention.

ASN who feel psychologically supported by their work environment tend to be more
satisfied with their jobs. This is because they feel valued and cared for by their colleagues and
superiors. High job satisfaction motivates ASN to remain committed to the organization.

Additionally, psychological support can help ASN cope with stress and work pressure. ASN
who feel psychologically supported will feel more confident and capable of facing challenges in
their work. This motivates them to continue working in the organization.

Therefore, the Attorney General's Office needs to ensure that the work environment is
conducive to providing psychological support to ASN. This can be achieved by implementing a
positive and supportive work culture, as well as providing training for superiors and colleagues
to offer psychological support to ASN. By implementing psychological support in the work
environment, the Attorney General's Office can enhance ASN retention and create a positive
work environment.
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Psychological support provided by superiors and colleagues plays a significant role in
increasing ASN retention. Respondents who feel psychologically supported by their work
environment tend to have a higher retention rate. This indicates that factors such as motivation,
career development, and psychologically-oriented emotional support have a positive impact on
ASN's intention to stay in the organization. Therefore, efforts to improve psychological support in
the workplace can be an effective strategy to strengthen ASN retention.

The Attorney General's Office needs to promote a supportive and motivating work culture.
Training for managers and superiors on the importance of psychological support and the
development of leadership skills that reinforce this aspect can be beneficial.

Job Satisfaction and ASN Retention

The results of this research also confirm the importance of job satisfaction in influencing
ASN retention. Respondents who reported high levels of job satisfaction are more likely to stay in
the organization. Factors including recognition, rewards, supportive working conditions, and
perceptions of career opportunities at the Attorney General's Office positively impact ASN job
satisfaction. Improving ASN job satisfaction can be a crucial strategy in extending ASN careers at
the Attorney General's Office.

The Attorney General's Office needs to understand the factors influencing ASN job
satisfaction and find ways to improve working conditions, provide fair recognition, and create
clear career opportunities for ASN.

Based on the results of the conducted research, it can be concluded that job satisfaction
plays a significant role in influencing ASN retention at the Attorney General's Office. This is
evidenced by the significance value (sig) of 0.000, indicating that job satisfaction has a highly
significant impact on ASN retention.

Respondents who report high job satisfaction are more likely to stay in the organization.
This is because job satisfaction can provide several benefits to employees, such as increasing
motivation and performance, reducing stress and employee turnover, improving employee
productivity, and creating a positive work environment.

Factors contributing to job satisfaction include recognition, rewards, supportive working
conditions, and perceptions of career opportunities.

Recognition and rewards are crucial for every employee. Employees who feel recognized
and appreciated for their work will feel more motivated and enthusiastic about their work.

Recognition and rewards are essential for every employee as they can provide a sense of
appreciation and acknowledgment for their work. This can increase employee motivation and
enthusiasm, making them more eager to complete tasks and achieve organizational goals.

Employees who feel recognized and appreciated will feel that their hard work and
dedication have been valued by the organization. This can boost employees' confidence and self-
esteem, making them more motivated to work better. Additionally, recognition and rewards can
also encourage employees to continue learning and developing, enabling them to make a
greater contribution to the organization.

Supportive working conditions can also have a positive impact on job satisfaction.
Employees working in a comfortable and safe environment will feel more at ease and productive
in their work.

Employees who feel recognized and appreciated will feel that their hard work and
dedication have been valued by the organization. This can boost employees' confidence and self-
esteem, making them more motivated to work better. Additionally, recognition and rewards can
also encourage employees to continue learning and developing, enabling them to make a
greater contribution to the organization.

Perceptions of career opportunities can also be a factor influencing job satisfaction.
Employees who feel they have good career opportunities within the organization will feel more
motivated to stay in the organization.
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Employees who feel they have good career opportunities within the organization will feel
that they have the chance to develop their careers and achieve their goals. This can increase
employees' confidence and motivation, making them more enthusiastic about their work.

Moreover, perceptions of good career opportunities can also make employees feel more
secure and comfortable in their work. Employees will feel that they have a bright future in the
organization, making them more motivated to stay in the organization.

Relationship Among Variables

Based on the results of the conducted research, it can be concluded that recruitment
policies, psychological support, and job satisfaction collectively have a significantly positive
influence on ASN retention at the Attorney General's Office. This is supported by the significance
value (sig) of 0.000, indicating that these three factors have a highly significant impact on ASN
retention.

ASN who feel that recruitment policies at the Attorney General's Office are transparent
and competence-oriented, feel psychologically supported by their work environment, and are
satisfied with their jobs will have a higher retention rate than those lacking these three factors.

These results emphasize the importance of a holistic approach in human resource
management to enhance ASN retention. The Attorney General's Office needs to address these
three factors simultaneously to improve ASN retention.

Data analysis indicates a positive relationship between recruitment policies, psychological
support, job satisfaction, and ASN retention. This suggests that these variables collectively
influence ASN's intention to pursue a career at the Attorney General's Office. In the context of
human resource management, a holistic approach encompassing these three factors can help
improve ASN retention and, in turn, strengthen organizational performance and stability.

Human resource management at the Attorney General's Office should consider a holistic
approach in managing ASN. Integrating fair recruitment policies, strong psychological support,
and strategies to enhance job satisfaction can be an effective strategy to improve ASN retention.

CONCLUSION

This discussion provides a comprehensive overview of how factors such as recruitment
policies, psychological support, and job satisfaction contribute to ASN retention at the Attorney
General's Office. By understanding the strong relationships among these variables, the Attorney
General's Office can take concrete steps to enhance their human resource management,
including strengthening recruitment policies, improving psychological support, and creating a
more satisfying work environment. This will not only support better ASN retention but also
enhance the performance and effectiveness of the organization in carrying out its crucial tasks in
law enforcement and public service.

Limitations

While this study sheds light on the influential factors of recruitment policies, psychological
support, and job satisfaction on ASN retention at the Attorney General's Office, it is essential to
acknowledge certain limitations that may impact the generalization and application of the
findings:

1. Contextual Specificity: The research is focused on the context of the Attorney General's Office,
and the findings may not be universally applicable to other government agencies or private
organizations. The unique organizational culture and structure of the Attorney General's
Office could limit the generalizability of the results.

2. Cross-Sectional Nature: The study employs a cross-sectional design, capturing a snapshot of
the relationships at a particular point in time. Longitudinal studies could provide a more in-
depth understanding of how these variables evolve over time and their sustained impact on
ASN retention.
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3. Self-Report Bias: The data collected relies on self-reported responses through questionnaires.
This introduces the possibility of respondents providing socially desirable answers or
inaccurately representing their experiences, affecting the reliability of the data.

4, Limited Sample Size: The study utilizes a sample of 100 employees from various units within
the Attorney General's Office. While efforts were made to ensure representativeness, the
sample size might restrict the generalizability of the findings to the entire organization.

5. Quantitative Emphasis: The research predominantly adopts a quantitative approach,
emphasizing statistical relationships. Qualitative insights could offer a richer understanding of
the nuanced experiences and perceptions of employees regarding the studied variables.
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