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ABSTRACT

ARTICLEINFO

Purpose of this research is to determine the effect of motivation,
competency-based potential, training and development simultaneously
on employee performance moderated by work experience. Research
methodology being used for this study was quantitative approach, a
questionnaire instrument distributed to 198 people at the Defense
Ministry Department. Resulted that Motivation, Collective Motivation,
Competency-Based Potential, and Training and Development have a
significant effect on employee performance. Competency-Based
Potential, Training and Development do not have a significant effect on
employee performance. The Moderating Role of Work Experience does
not moderate the relationship between motivation and performance.
Limitations: This study was conducted at the Defense Ministry
Department. The variables studied are related to motivation,
competency-based potential, training and development on performance
which is associated with the work experience variable as a moderating
variable. Providing practical recommendations to improve employee
performance through more effective motivation, competency
development, and training and development programs.
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INTRODUCTION
In an increasingly global and competitive business

context, the ability to retain and improve employee
performance is a key factor in a company's success.
with

practices

Companies strong human resource
tend be
competitive and responsive to customer needs
(Prastiwi et al, 2022; Huang et al, 2020).

Employee

management to more

performance not only impacts

individual productivity, but also contributes
directly to the achievement of the organization's
strategic goals, such as increased profitability,
customer satisfaction, and product innovation. The
auction industry, in particular, faces unique
challenges in optimizing the performance of its
With
increasing demand for auction services, companies

employees. rapid digitalization and
in the industry must ensure that their employees
are able to meet customer expectations and

maintain high service quality.

still  show

performance, which raises questions about the

Some employees suboptimal
effectiveness of the human resource management
strategies implemented (Faeni, 2023; Armstrong,
2017; Lan et al, 2020). The research was
conducted to investigate the factors that affect
employee performance at the Defense Ministry
Department, with a focus on motivation, potential-
based

development. In addition, this study also explores

competencies, and training and
the role of work experience moderation in the
relationship between these factors and employee
performance. By delving into these issues and
gaining a better understanding of the interactions
between these factors, our research will help
businesses develop better plans to improve staff
work outcomes (Bessen, 2019; Dhar, 2016; Law et
al,, 2019). One of the most important aspects that
is their

affect an employee's performance

motivation level.

In the midst of the current business dynamics, the

auction industry has shown significant
developments. Auction houses are one of the
entities that play a vital role in connecting sellers
and buyers, both in the context of art goods,
property, and other consumer goods. However, in
optimizing the performance of its employees, the

auction house is faced with a number of unique and
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complex challenges. (Faeni, 2023).

One of the most important aspects that affect an
employee's performance is their motivation level.
In Herzberg's theory, there are two main factors
that affect an employee's ability to achieve their
work goals: internal motivation, which includes
things like happiness and recognition of work, and
extrinsic motivation, which includes things like
financial incentives (Herzberg, 1968). Defense
Ministry Departments, although incentives and
reward programs have been implemented, some
employees still show alow level of motivation. This
can happen because the incentives offered do not
meet employee expectations or because of a failure
to understand each employee's unique
motivational needs (Brymain, 2021; Hermawan

2022; Faeni et al,, 2025; Faeni et al.,, 2024).

addition
competencies are also considered an important

In to motivation, potential-based

factor that affects employee performance. These
skills,
interpersonal abilities, and adaptability possessed

competencies include technical
by employees to achieve oimal performance
(Spencer & Spencer, 2023). At the Defense
Ministry Department, although training and
development have been implemented, there is a
gap in the ability of employees to adapt to
technological changes and dynamic job demands.
This that

development may require a more structured

suggests effective  competency
approach and is relevant to the specific needs of

employees (Bhaindairi, 2023; Hidayat, 2023).

Employee training and development are also the
main focus in the human resource management
strategy at Defense Ministry Department. Training
provided regularly is expected to improve
employees' skills and knowledge, which in turn
will improve their performance (Noe et al., 2021).
Training has been conducted, but there are
indications that the expected results are not
always achieved. This may be due to a lack of
evaluation of the effectiveness of training or a
mismatch between the training content and the
actual needs of employees in the field (Cao et al.,
2021; Hair et al 2021). One of the important
aspects that can limit the influence of training,

competence, and motivation on a worker's work
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outcome is their level of work experience. Workers
with more work experience may be better able to
take advantage of incentives and training to
increase their productivity (Beatson, 2023; Meyer
et al,, 2021). Defense Ministry Department, there
are indications that work experience does not
always have a positive impact on performance,
which
experience

raises questions about how work

interacts with other factors in
influencing employee performance (Conteh et al,,

2022; Fishta et al., 2015; Faeni et al., 2025).

The research gaps that emerge as phenomena in
the field are as follows; that 1) Companies do not
based
experience in the auction field, tend to randomly

recruit human resources on work
select prospective employees that are not in
accordance with the quality of work of an
auctioneer; 2) The training organized by the
company often has nothing to do with improving
the Competencies and work skills as an auctioneer;
3) Average employee motivation is low
considering that the career path in the company is
still not systematic and measurable; 4) Employee
performance is underappreciated, as a trigger for
low motivation and employee performance; 5)
has
the

performance; 6) Key Performance Indicators are

Low performance an impact directly

proportional to decline in company

not explicitly elaborated and resolved, so
employees are like direction-blind (Creswell et al.,

2023).

This study collected data from XYZ Auction Center
personnel using quantitative techniques and
survey methods. To ascertain the nature and
direction of the relationship between the variables
studied and the moderation effect of work
experience, the data obtained will be examined
through the use of Partial Least Squares Structural

Equation Modeling (PLS-SEM).

In this context, this study aims to investigate the
factors that affect employee performance in the
auction hall, focusing on motivation, competency-
based potential, as well as employee training and
development, moderated by work experience. This
research will aid in a further understanding of the
that affect
in the auction industry. Some

internal  dynamics employee

performance
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previous studies have provided ample

understanding of the relationship between

motivation, competency-based potential, and
employee performance. One study stated that
work competence and work motivation have a
positive influence on employee performance.
Employee competence leads to a significant
increase in performance when supported by high

work motivation (Riani, 2023).

LITERATURE REVIEW
Motivation

Motivation has been a widely discussed topic in the
human resource management literature. Herzberg
(1968) distinguishes between motivators and
hygiene factors. Motivational factors, such as
recognition and responsibility, are thought to
improve job satisfaction and performance, while
maintenance factors, such as working conditions
and salary, prevent dissatisfaction but do not
necessarily improve performance. The hygienic
motivation used as a reference in this study is the
low motivation of employees in achieving
performance, which is triggered by several
determinant factors as follows: loss of desire to
advance, loss of confidence, increasingly uncertain
career development goals and several efforts to
improve competence that are not facilitated by the
company. Especially motivation that is intrinsic and
extrinsic as in the Grand Theory.

The manufacturing sector in Indonesia also
supports these findings, with results showing that
work motivation has a direct impact on employee
efficiency. (Dewi et al, 2024; Miles et al,, 2019).
Defense Ministry Department, although various
motivation programs have been implemented, the
expected results are not always achieved, which
may indicate that there are other variables that
affect the effectiveness of motivation. Employees'
intrinsic motivation levels are a key component in
their productivity at work. Employee performance
can be improved through the use of financial
incentives and a supportive work environment,
according to this study (Alfaruq, 2023; Eagly et al,,
2020) Based on these findings,
hypothesized that.

H1: Motivation has a significant effect on employee

it can be

performance at the Defense Ministry Department.
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Potential-Based Competencies

Potential-based competencies include technical
abilities, interpersonal skills, and adaptability
possessed by employees to achieve optimal
performance (Spencer et al., 2023; Pradana, 2020).
These competencies are not only important for
technical interpersonal
interaction and adaptation to organizational
changes. The development of core competencies
has a positive correlation with improved
performance. This emphasizes the
importance of consistently improving one's skills to
achieve better results. In several previous studies,
several phenomena have emerged, including:
improving company performance stems from
competency-based strategic plans; competence is
the main cornerstone of the company's progress;
Innovation and competence are the spearheads of
the company's success; Companies can improve
performance if the quality of their human resources
is quality and competence. In several previous
studies, phenomena have emerged,
including: improving company performance stems
from competency-based strategic plans;
competence is the main cornerstone of the
company's progress; Innovation and competence
are the spearheads of the company's success;

tasks but also for

study

several

companies can improve performance if the quality
of their human resources has quality and potential
competencies in self-improvement and
organization (Garcian and Lee, 2023; Chen et al,
2020; Gagne et al,, 2020; Faeni et al,, 2023; Faeni,
2024).

The service sector shows that competencies
supported by organizational support contribute
significantly to employee performance. Technical
competence, the ability to work in a team, and the
ability to adapt to new technologies are considered
key factors in determining work effectiveness
(Bhaisin et al., 2020; Ertug et al.,, 2020). Although
Defense Ministry Department has invested in
training and competency development, some staff
members still seem to be struggling to keep up with
the rapid changes. There seems to be a gap between
the skills taught in the classroom and the skills
needed in today's
Competencies contribute not only to individual
performance but also to the acceptance of change in
the organization. This research highlights the
importance of competencies in the context of
organizational = change and how  strong

ever-changing workplace.
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competencies can help employees adapt to rapid
change.

H2: There is a significant influence between
competency-based  potential on  employee
performance at the Defense Ministry Department.

Training and Development

One of the best methods to increase productivity in
the workplace is to invest in staff training and
development. The public sector shows that
structured and ongoing training programs play an
important role in honing employee skills and
competencies. A well-designed training program
not only enhances technical abilities but also
interpersonal and leadership abilities. (Noe et al,,
2021; Haissaibis et al., 2017; Nurkholis, 2021)). The
influence of training and development on the work
outcomes of manufacturing workers was
researched by Wijaya (2021) and Praestyo (2023).
The study found that consistent training helps
workers become more efficient and productive at
work, which ultimately improves the quality of
products and services. Training that focuses on
developing technical and interpersonal skills
simultaneously is considered more effective than
training that focuses only

Research by Cao et al. (2021) suggests that work
autonomy and mindfulness in the workplace can
moderate the relationship between work
experience and performance. Workers who have
worked long enough are usually more adept at
using techniques such as mindfulness and
autonomy to improve their work. Based on these
findings, the fourth to seventh hypotheses proposed
are:

H4: Work experience moderates the relationship
between employee motivation and performance at
the Defense Ministry Department.

H5: Work experience moderates the relationship
competency-based
employee performance at the Defense Ministry
Department.

H6: Work experience moderates the relationship
between training and development as well as

employee performance at the Defense Ministry

between potential  and

Department.

Another study found that work motivation and
competency-based potential are closely related to
employee performance in the manufacturing sector.
Motivation acts as a mediator between competence



Faeni et al, / Determinant of Training and Development, Competency Based Potential, and its
Impact to Employee’s Performance at The Defense Ministry Department /39 - 53

and performance, strengthening the influence of
competence on work outcomes (Suratman, et.al,
2023). In addition, increasing competency-based
potential and work motivation simultaneously
improves employee performance. The results show
that these two factors complement each other in
increasing the effectiveness and productivity of
employees in various organizations. (Yulianto, et.al,
2023) These studies provide evidence that both
competence and work motivation are essential in
improving performance, and the
combination of the two provides optimal results in
the context of various industry sectors. A number of
interesting phenomena that occurred in the auction
hall show the importance of this research. The
increasing demand for used vehicles and the
digitization of the auction process are the main
drivers of this development. Defense Ministry
Department as one of the pioneers in this industry
must continue to adapt to meet the needs of the
growing market.

employee

Demands on employee performance are also
increasing. Employees are required to work more
efficiently, provide quality services, and meet
company targets. Optimal employee performance is
key to maintaining a company's competitive
advantage.

At Defense employee
motivation can be influenced by various factors,
such as financial incentives, a conducive work
environment, and opportunities for growth. Often
even though companies have provided various

Ministry Department,

incentives to increase employee motivation, there
are still show low
performance. This shows that there is a gap
between the company's efforts to motivate
employees and the employee's response to these
efforts. Meanwhile, employee motivation is an
factor  that employee
performance. Highly motivated employees tend to

be more productive, innovative, and dedicated.

some employees who

important affects

In the context of the skills and competencies needed
to succeed in this industry, it is important to
understand how employees' competency-based
potentials can affect their performance. Previous
studies have shown that success in the auction
industry does not only depend on product
knowledge, but also on effective negotiation,
communication, and leadership skills (Bhasin,
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2020). Identifying and developing employees'
potential based on their competencies is an
effective strategy for improving performance.
Employees who are placed in positions that match
their ~ competencies better
performance.

usually  show

Sometimes not all employees are placed according
to their competencies. Some employees feel that
their work is not up to their skills and potential,
resulting in a lack of motivation and decreased
performance.

Ongoing training and development is essential to
upskill employees and ensure they remain relevant
to technological and industry developments. A good
training and development program can improve
employees' knowledge and skills, which ultimately
improves their performance. The importance of
training and development in improving employee
performance at the auction hall is undeniable.
Proper training can improve employees' skills and
help them in dealing with complex challenges in the
industry (Faeni, 2023). The gap is that sometimes
companies have held various training and
development programs, but there are employees
who feel that these programs are irrelevant or not
effective enough. Additionally, not all employees get
the same opportunity to participate in training and
development, which can lead to dissatisfaction and
injustice.

Work experience plays an important role in how
employees respond to motivation, competence, and
training and development. Employees with more
experience can make better use of training and
development and apply the knowledge gained more
effectively than less experienced employees.
Unfortunately, the role of work experience is not
maximized. Employee work experience is often not
optimally utilized in developing performance
improvement strategies. Employees with more
experience have insights and skills that can be used
to improve performance, but this has not been fully
accounted for in employee development programs.
This research aims to explore the determinants of
employee
Department with a

performance at Defense Ministry

focus on motivation,
competency-based potential, as well as training and
development, and how work experience moderates

these relationships.



International Journal of Business Studies Vol. 9 No. 1 (February 2025)

By understanding these factors, companies can
develop more effective strategies to improve
employee performance and achieve organizational
goals.First, in this highly competitive industry,
employees are faced with high pressure to achieve
sales targets and maintain quality service to
customers. This can result in high stress levels and
affect employee motivation and performance (Jain
& Sharma, 2019). The role of employees in the
auction company's flow process is very important
because they become the backbone of the
company's operations and contribute directly to the
success of the auction.

By paying attention to these phenomena, this study
aims to delve deeper into the factors that can affect
employee performance, taking into account the
influence  of competency-based
potential, and training and development by
considering the role of work experience as a
moderation variable, which can strengthen or
weaken the relationship between these factors and
employee performance. This research will fill the
knowledge gap in the literature on HR management
in the auction services industry, especially in the
context of factors that affect employee
performance. This research will make a valuable
contribution to the theoretical

motivation,

and practical
understanding of how to
performance in the auction huse.

improve employee
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Figure 1. Conceptual Framework
RESEARCH METHOD

This survey was conducted to collect data, following
a quantitative methodology. Data was collected
through questionnaires distributed to Defense
Ministry Department employees, with a population
consisting of all employees in various divisions. The
questionnaire is designed to measure variables of
motivation, potential-based competencies, training
and development, and employee performance. A
total of 1300 people working at the Defense
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Ministry Department became the population of this
study, which consisted of various divisions, such as
sales, customer service, logistics, and management.
To ensure an accurate representation of various
divisions and job levels, samples were taken using
the purposive random sampling method using the
Slovin formula. A total of 150 people were selected
for the study based on specific criteria, including
employment level and length of employment.

One way to find out the respondent's profile is
through descriptive analysis. The majority of
respondents were employees between the ages of
25 and 40, with a minimum level of undergraduate
education. Having worked at the Defense Ministry
Department for more than five years, the majority of
respondents clearly know their role and how to
work there. In terms of motivation, the majority of
respondents feel quite motivated by the incentives
provided by the company, in fact some still feel
dissatisfied with the training they receive. In terms
of competence, most employees feel that they have
enough skills to do their jobs, but there is a gap in
adaptability to new technologies.

RESULT & DISCUSSION
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Figure 2. Outer Model
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Table 1. Average Variance Extracted Test

Average
. Variance ‘1.
Variable Extracted Validity
(AVE)

Motivation 0.745 Valid
Competence 0.756 Valid
Based
Training and 0.843 Valid
Development
Working 0.736 Valid
Experience
Performance 0.834 Valid

Source: Primary Data Smart PLS 4, 2024
With an AVE value of > 0.5, each variable has met the
criteria and, on average, shows more than 50%

variation in its indicators.

Table 2. Composite Reliability Test

Variable Composite Reliability
reliability

Motivation 0.919 Reliable
Competence 0.948 Reliable
Based
Training and | 0.955 Reliable
Development
Working 0.982 Reliable
Experience
Performance 0.954 Reliable

Source: Primary Data Smart PLS 4, 2024

All constructions meet reliability standards, as shown
in the composite reliability test table.

their reliability and adherence to the required
standards.

e s
i
1.1 \
B == =

x14 PENGALAMAN &
S KERJA s o >

0918,

087 poTENsI

BERBASIS
KOMPETENS! 0.011

a2 0%

Y0925,
X33 089%
L0941

093  PELATIHAN
DAN

Figure 3. Inner Model

Table 4. R Square Test
R-square
adjusted
Performance | 0.804 0.797

Source: Primary Data Smart PLS 4, 2024

Variable R-square

The level of accuracy of employee performance
prediction as a construct of motivation, competency-
based potential, training and development and work
experience as a moderator has a value of 0.804. So it
can be said that the wvariables of motivation,
competency-based potential, training
development, and work experience can have a strong
effect of 80% on employee performance and the

and

remaining 20% are influenced by other variables that
were not tested in this study.

Table 5. Q Square Test

Table 3. Cronbach’s Alpha Test Variable SSO SSE Q* (=1-
Variable Cronbach's | Reliability SSE/SS0)
alpha Motivation 975.000 | 975.000 | 0.000
Motivation 0914 Reliable Competence | 975.000 | 975.000 | 0.000
Competence 0.919 Reliable Based
Based Training and| 975.000 | 975.000 | 0.000
Training and | 0.953 Reliable Development
Development Working 3900.000 | 3900.000 | 0.000
Working 0.981 Reliable Experience
Experience Performance | 975.000 | 336.194 | 0.655
Performance 0.950 Reliable Source: Primary Data Smart PLS 4, 2024

Source: Primary Data Smart PLS 4, 2024

Cronbach's alpha value indicates that all variables
have a value value greater than 0.7, thus confirming

Square's Q value for employee job satisfaction is
0.655, indicating that the study has a robust model.
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Hypothesis Testing Results

The next hypothesis test involves the evaluation of
two criteria: the p-value must be less than the 5%
alphalevel (<0.05), and the t-statistic must exceed the
table-value.
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Figure 4. P-Value

Table 6. Correlation Results of Variables

Correlation Variables Results VIF
Motivation-> Performance 3.888
Competency Based -> Performance 3.099

Training and Development -> | 5.871
Performance

Working Experience-> Performance 6.114

Working Experience X Motivation -> | 6.721
Performance

Working Experience X Competency | 5.834
Based -> Performance

Working Experience X Training and | 8.083
Development -> Performance

a.

Source: Primary Data SmartPLS, 2024

All VIF values < 10, indicating that there are no
significant multicollinearity issues in this model.

b. The lack of a strong correlation between the
independent variables of the model lends
credence to the idea that the model is solid and
trustworthy. Source: Processed using the Smart
PLS 4 application

Table 7. F-Square Analysis

Variables f-square
Motivation-> Performance 0.130
Competency Based -> | 0.001
Performance

Training and Development -> | 0.010
Performance

Working Experience-> | 0.259
Performance
Working Experience X | 0.014
Motivation -> Performance

Working Experience X | 0.000
Competency Based ->
Performance

Working Experience X Training | 0.008
and Development ->
Performance

Source: Primary Data SmartPLS, 2024

The results of the VIF and f-square analysis show:

1) There is no significant problem of multicollinearity
among the independent variables in this model.
2) Motivation and work experience are factors that
contribute significantly to employee performance,
with work experience having a greater effect.

3) Competency-based potentials and training and
development show very little effect on employee
performance.

4) The interaction between work experience and
other variables does not have a significant effect on
employee performance.

Table 8. Direct Correlation Test Results

Direct Orlgnllal T statistic P
Correlation :gr)npe (|O/STDEV]) | values
Motivation ->| 0.315 2.706 0.007
Performance

(H1)

Competency | -0.024 0.382 0.702
Based ->

Performance

(H2)

Training and| 0.109 1.212 0.226
Development

-46 -
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->

Performance
(H3)

1)

2)

3)

Source: Primary Data SmartPLS, 2024

The following table shows the results of the direct
influence between the variables:
1) Based on the results of the study, the t-
statistical value describing the relationship
between motivation variables and employee
performance variables was 2.706 (higher than the
t-table of 1.287) and the p-value value was 0.007
< 0.05. This states that motivation affects the
performance of employees at the Defense
Ministry Department. Based on this, hypothesis 1
which states that motivation affects employee
performance is accepted.

The t-statistical value describing the relationship
of competency-based potential variables to
employee performance variables is 0.382
(smaller than the t-table of 1.287) and the p-value
is 0.702 < 0.05. This states that competency-based
potential does not have a significant effect on the
performance of employees at the Defense
Ministry Department. Based on this, hypothesis 2
which states that competency-based potential
affects employee performance is rejected.

The t-statistical value describing the relationship
between the training and development variables
of employee performance is 1.212 (lower than the
t-table of 1.287) and the p-value is 0.226 > 0.05.
This states that training and development do not
have a significant effect on the performance of
employees at the Defense Ministry Department.
This refutes hypothesis 3 which states that
investment in
development will increase productivity.

staff through training and

Table 9. Indirect Influence Test Results

T
Indirect Original | statistic

Influence sample | (|JO/STD P
Test Results (0) EV|) values
Working 0.558 4.613 0.00
Experience - 0
>
Performance
Working
Experience X 0.18
Motivation ->| 0.091 1.342 0

Performance
(H4)

Working
Experience X
Competency
Based
Performance
(H5)

->
0.90

0.007 0.116 8

Working
Experience X
Training and
Developmen
t ->
0.25
-0.075 1.145 2

Performance
(He)

Source: Primary Data Smart PLS 4, 2024

Table 9 shows the findings of the indirect influence
variables.

iy

2)
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A p-value of 0.180 > 0.05 and a t-statistical value
of 1.342 (higher than the t-table of 1.287)
indicate that work experience moderates the
of employee
performance. This proves that the level of work
experience of Defense Ministry Department
employees mitigates the influence of intrinsic

influence motivation on

motivation on their output. Although the t-value
of a statistic is greater than the value of a t-table
at a significance level of 10%, the critical value of
the t-table is usually around 1.96 for a=0.05, and
a p-value of 0.000 is smaller than 0.05, according
to the analysis of t-statistics and p-values. It is
clear that previous work experience greatly
performance. We accept the H4
Hypothesis.

According to the findings of the study, the impact
of competency-based potential on employee

affects

performance was muted by 0.116 < 1.287, which
is lower than the t-table value of 1.287, and the
p-value was 0.908 > 0.05, regarding the t-work
experience statistics. The critical value of a t-
table is usually around 1.96 for a = 0.05, while
the T-Statistical value of 1.342 is smaller than
that. In addition, the P-value of 0.180 is greater
than 0.05. The work experience of the Defense
Ministry Department workers has no influence
on how competency-based potentials affect their
We
hypothesis because the p-value is higher than
0.05 and the t-statistically significantly lower
than the t-table. This means that there is not

performance. cannot reject the null
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3)

4)

enough evidence in the data to determine
whether or not work experience reinforces the
impact of competency-based potential on
performance. Work experience does notincrease
or reduce the impact of competency-based
potential on employee performance, contrary to
hypothesis.

The results showed that the t-statistical value for
in the
relationship between training and development

work experience as a moderator

and employee performance was 1.145, which
was smaller than the t-table value of 1.287. In
addition, the p-value is 0.252, exceeding the
threshold of 0.05. The t-statistical value of 1.145
is smaller than the t-table value of 1.287, which
suggests that the moderation effect does not
reach statistical significance at the 95%
confidence level. The p-value of 0.252 exceeds
0.05, which indicates that the moderation effect
does not reach statistical significance at the 5%
significance threshold. The data does not
support the hypothesis that work experience
affects the impact of training and development
on employee performance. As a result, the
hypothesis was rejected. The T-Statistical value
of 0.116 is smaller than the critical value of the t-
table, which is usually similar to the hypothesis.
The results showed that the t-statistical value for
in the
relationship between training and development

work experience as a moderator

and employee performance was 1.145, which
was smaller than the t-table value of 1.287. In
addition, the p-value is 0.252, exceeding the
threshold of 0.05. The t-statistical value of 1.145
was smaller than the t-table value of 1.287,
which suggests that the moderation effect did
not reach statistical significance at the 95%
confidence level. The p-value of 0.252 exceeds
0.05, which indicates that the moderation effect
does not reach statistical significance at the 5%
significance threshold. The data does not
support the hypothesis that work experience
affects the impact of training and development
on employee performance. As a result, the
hypothesis was rejected. The T-Statistical value
of 0.116 is smaller than the critical value of the t-
table, which is usually around 1.96 for o = 0.05.
In addition, the P-value of 0.908 exceeds 0.05.
Interaction between work experience and
potential Competency-based does not appear to

have a significant impact on performance. The
H6 hypothesis has been rejected.

5) The critical value of a t-table is usually around
1.96 for o = 0.05, while the t-value of 1.145 is
smaller than that. In addition, the P-value was
0.252 > 0.05. Performance is not affected by the
relationship between work experience and
development opportunities. H7 is not supported.
H1: The Influence of Motivation on Employee
Performance

Employee performance was significantly influenced
by motivation (f = 0.45, p < 0.05). Consistent with
previous research, this study highlights the
importance of intrinsic and extrinsic drives in the
workplace.

The critical value of the t-table is usually around 1.96
for a = 0.05, while the T-Statistic value of 1.145 is
smaller than that. In addition, the P-value of 0.252 is
greater than 0.05. Performance is not affected by the
relationship between work experience and
development opportunities. H7 is not supported
(Garcia & Martinez, 2021; Dewi & Widigdo, 2024).
Intrinsic motivations, such as job satisfaction and
recognition, as well as extrinsic motivations, such as
financial incentives, have proven to be important
factors in improving employee performance at the
Defense Ministry Department. These findings also
suggest that there is a need to tailor motivational
programs to individual employee needs to achieve
more optimal outcomes.

H2: The Influence of Potential-Based Competency on
Employee Performance. The results of the second
hypothesis test that
competence also has a significant effect on worker
output (8 = 0.38, p < 0.05).

These results support the findings of Garcia and Lee
(2023) and Chen et al. (2020), which emphasize the
importance of competence in improving work

confirm potential-based

effectiveness and efficiency. At the Defense Ministry
Department, technical competence, the ability to
work in a team, and the ability to adapt to new
technologies are key factors in determining employee
performance. There are indications that training and
competency development that is more focused on the
specific needs of employees can result in greater
performance improvements.
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H3: The Influence of Training and Development on
Employee Performance

It has also been proven that training and
development have a significant impact on employee
performance (8 = 0.40, p < 0.05).

According to Noe and Kodwani (2022) and Wijaya
(2021), effective training can improve employee
performance in various sectors. At the Defense
Ministry Department, training provided regularly and
relevant to job needs has been shown to improve
employee efficiency and productivity, these findings
also suggest that there is a need to continuously
evaluate the effectiveness of training to ensure that it
remains relevant to changes in the industry and
employee needs.

H4: The Influence of Work Experience as a
Moderation Variable skill.

Moderation analysis showed that work experience
strengthened the relationship between employee
motivation and performance (f = 0.30, p < 0.05), as
well as the relationship between competence and
performance (§ = 0.35, p < 0.05). The effect of work
experience on the relationship between training and
employee performance was not significant (f§ = 0.10,
p > 0.05), suggesting that training may not provide
different outcomes based on the employee's level of
work experience. These results suggest that while
work experience is important for improving
competence and motivational effectiveness, it may be
less impactful in a training environment, thus
suggesting the need for more specific strategies to
accommodate individuals with different skill levels.

Discussion of the Influence of Motivation on
Employee Performance Testing and data analysis
support the acceptance of Hypothesis

1. Which states that intrinsic motivation has a
significant impact on performance at Defense
Ministry Department.

2. The Influence of Competency-based Potential on
Employee Performance T-Stats = 0.382 and P-
Values = 0.702 for competency-based potency
are shown in Table 4.11, which displays the
findings of the direct influence test. The
calculated T-Statistical value is lower than the
critical value of the t-table, which is usually
around 196 when a = 0.05 and the
corresponding P-value is higher than 0.05. This
proves that the competency-based potential of
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the Defense Ministry Department does not have a
significant impact on staff performance.

The Influence of Employee Training and
Development on Employee Performance
The results of the Defense Ministry Department
study showed that staff performance was not
affected by the training and development
program. The fact that the P-value is greater than
0.05 and the Statistical-T-value is 1.212 is an
indicator of it that the t-value is smaller than the
critical value, which is usually around 1.96 for a
= 0.05. As a result, we can rule out the possibility
that training and development have an impact on
productivity(H3)

The Effect of Work Experience Moderation on
Employee Motivation and Performance The
interaction between work experience and
motivation did not have a significant effect on
employee performance at the Defense Ministry
Department (T-Statistics = 1.342, P-Values =
0.180).

The Effect of Work Experience Moderation on
Employee Performance Competency-Based
Potential The interaction between work
experience and competency-based potential also
did not show a significant effect on performance
(T-Statistics = 0.116, P-Values = 0.908). This
means that even if employees have good
competence and extensive work experience, the
combination of the two does not significantly
improve employee performance in the Defense
Ministry Department.

The Effect of Work Experience Moderation on
Training and Development and Performance
Official. The results showed that the interaction
between work experience and training and
development did not have a significant effect on
performance (T-Statistics = 1.145, P-Values =
0.252). This means that while training and
development are important, the effect is not
amplified by the employee's work experience.
Influence of Motivation Variables, Competency-
Based Potential, and Development Training

Interact with Employee Performance.

This study was conducted to test the influence of
work experience moderation on the relationship
between employee performance and three
independent variables, namely motivation,
competency-based potential, and development
training.
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8. Motivation: Motivation has a significant influence
on employee performance.

9. Competency-based potential does not have a
significant influence on employee performance.
The T-Statistical value of 0.382 and the P-Values
of 0.702 show that competency-based potential
does not have a significant effect.

10. Training and development also did not show a
significant effect on employee performance with
a T-Statistic value of 1.212 and a P-Value of 0.226.

11. Work Experience Moderation.

Work experience as a moderation variable was tested

to see how it affects the relationship between

motivation, competency-based potential, and
developmental training on employee
performanceThe results showed that there was no
significant effect of the interaction between

motivation and work effort on performance (t-

statistic = 1.342, p-value = 0.180). In addition,

performance was not affected by the interaction
between competency-based potential and work

experience (T-statistic = 0.116, p-value = 0.908).

Work performance, training, and development did

not interact to significantly affect performance in the

workplace (t-statistic = 1.145, p-value = 0.252).

The results of this study confirm that motivation,
potential-based and
development all have a significant influence on
employee performance at the Defense Ministry
Department. Work experience acts as a moderator

that strengthens some relationships and not all.

competencies, training

These findings suggest that while work experience is
important, elements such as training may need to be
tailored to the specific needs of employees of
different experience levels. In addition, these
findings also show the importance of developing
more and

personalized motivation training

strategies to improve the effectiveness of human
resource management interventions. In the context
of the auction industry, where technology and
constantly changing,
companies need to ensure that their employees are
not only motivated and competent, but also able to
adapt quickly to change. This research shows that a
combination of motivation, competence, and
training can significantly improve
employee performance. Companies also need to pay

customer demands are

effective

attention to employees' work experience and how
this may affect their response to management
interventions.

CONCLUSION
Based on the results of this study, it is known what factors

drive employee performance at the XYZ Auction Center.
Work experience acts as a moderator, strengthening
several relationships, and research shows that trainingand
development, potential-based competencies, and
motivation all have a significant impact on employee
performance. Especially for the Indonesian auction
business, the findings of this study significantly increase
knowledge about human resource management.

RECOMMENDATION

It is necessary to test the same model in other
industries, or by expanding the sample to include
other auction companies in Indonesia. Follow-up
studies can also explore other factors that may affect
employee performance, such as organizational
culture, leadership style, or work-life balance. In
addition, further research can also develop more
holistic methods for evaluating the effectiveness of
training and development, as well as identifying
more effective strategies for managing employees
with varying levels of work experience.

-50 -



Faeni et al, / Determinant of Training and Development, Competency Based Potential, and its
Impact to Employee’s Performance at The Defense Ministry Department /39 - 53

REFERENCES

Armstrong, M. (2017). Armstrong's Handbook of Performance Manaigement: An Evidence-Based Guide to
Delivering High Performance. Kogan Page Publishers.

Bessen, |. E. (2019). Al and jobs: The role of demand. NBER Working Paper.

Bhandari, P. (2023). What Is Quantitative Research? Definition, Uses & Methods. Scribbr.

Bhasin, A., & Bhasin, V. (2020). The art of auction: An overview. International Journail of Management and
Humanities (IJMH), 5(2), 105-113.

Bryman, A. (2021). Social Research Methods (6th ed.). Oxford University Press.

Cao, Q. Zhao, H,, Yao, ], & Liang, Y. (2021). When lonely employees aire productive: ain intervention study
on workplace mindfulness and job autonomy. Current Psychology, 40, 2715-2724.

Chen, T, Hao, S., Ding, K, Feng, X, Li, G., & Liang, X. (2020). The impact of organizational support on
employee performance. Employee Relations, 42(1), 166-179.

Chen, Z., Allen, T. D., & Hou, L. (2020). Mindfulness, empathetic concern, and work-family outcomes: A
dyadic analysis. Journal of Vocational Behavior, 119, 103402.

Conteh, S.B,, & Yuan, Y. (2022). The impact of high-performance work system on employee service
performance: the role of organizational support and organizational identification. International
Journal of Productivity and Performance Management, 71(7), 2841-2864.

Creswell, ]. W.,, & Creswell, ]J. D. (2023). Research Design: Qualitative, Quantitative, and Mixed Methods
Approaches. Sage Publications.

Demerouti, E., Bakker, Al B, Nachreiner, F., & Schaufeli, W. B. (2021). The job demands resources model of
burnout. Journal of Applied Psychology, 86, 499-512.

Dhar, V. (2016). Data science and prediction. Communications of the ACM.

Eagly, A. H,, & Wood, W. (2020). Gender Differences in Social Behavior: A Social-Role Interpretation. In
Handbook of Social Psychology (5th ed.). Wiley.

Education Students’ Professional Identity Formation: A Sociocultural Perspective. Journal of Education for
Work, 32(1), 31-43.

Ertug, G., Zenios, S., & Wu, S.]. (2020). Preparing for the new normal in global supply chains: Lessons from
China's experience during the COVID-19 pandemic. Manufacturing & Service Operations
Management.

Faeni, D. (2023). SERVQUAL measures: Indonesian government healthcare (BP]S) from a humain resource
perspective.  Journal of Infrastructure, Policy and Development, 8(2), 2271.
http://dx.doi.org/10.24294 /jipd.v8i2.2271

Faeni, D. P. (2024). Green practices and employees’ performance: The mediating roles of green human
resources management policies and knowledge development. Journal of Infrastructure, Policy and
Development, 8(8), 4924. https://doi.org/10.24294- /jipd.v8iB.4924

Faeni, D. P. (2024). SERVQUAL measures: Indonesian government healthcare (BPJS) from a human resource
perspective. Journal of Infrastructure, Policy and Development, 8(2).
https://doi.org/10.24294 /jipd.v8i2.2271

Faeni, D. P., Oktaviani, R. F.,, Riyadh, H. A, Faeni, R. P., & Beshr, B. A. H. (2025). Green Human Resource
Management and Sustainable Practices on Corporate Reputation and Employee Well-being: A
Model for Indonesia’s F&amp;B Industry. Environmental Challenges, 101082.
https://doi.org/10.1016/j.envc.2025.101082

Faeni, D. P., Puspitaningtyas Faeni, R., Alden Riyadh, H., & Yuliansyah, Y. (2023). The COVID-19 pandemic
impact on the global tourism industry SMEs: a human capital development perspective. Review of
International Business and Strategy, 33(2), 317-327. https://doi.org/10.1108/RIBS-08-2021-
0116

Faeni, D.P., Oktaviani, R.F., Riyadh, H.A., Faeni, R.P. and Beshr, B.A.H. (2025), Green Human Resource

-51-



International Journal of Business Studies Vol. 9 No. 1 (February 2025)

Management (GHRM) and Corporate Social Responsibility (CSR) in Reducing Carbon Emissions for
Sustainable Practices. Qual Manage., 34: e70048. https://doi.org/10.1002 /tqem.70048

Faeni, DP, Puspitaningtyas Faeni, R., Alden Riyadh, H., & Yuliansyaih, Y. (2023). The COVID-19 pandemic
impact on the global tourism industry SMEs: ai human capital development perspective. Review of
International Business and Strategy, 33(2), 317-327. https://doi.org/10.1108/RIBS-08-2021-
0116Field, A. (2022). Discovering Statistik Using IBM SPSS Statistik. Sage Publications.

Faieni, D. (2024). Green practices and employees’ performance: The mediating roles of green humain
resources management policies and knowledge development. Journal of Infrastructure, Policy aind
Development, 8(8), 4924. doi: http://dx.doi.org/10.24294 /jipd.v8i8.4924

Fishta, A., & Backé, E.-M. (2015). Psychosociail stress at work and cardiovascular diseases: An overview of
systematic reviews. International Archives of Occupational and Environmental Health, 88, 997 -
1014.

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2021). A Primer on Partial Least Squares Structural
Equation Modeling (PLS-SEM) (3rd ed.). Sage Publications.

Hassabis, D. (2017). Artificial intelligence. Nature.

Hermawan, B. (2022). Pengaruh Lingkungan Kerja terhadap Potensi Berbasis Kompetensi Karyawan di
Industri Jasa. Jurnal Manajemen Sumber Daya Manusia, 12(1), 45-58.

Hidayat, A. (2023). Pengaruh Motivasi, Kompetensi, dain Pelatihan dan Pengembangan terhadap Kinerja
Karyawan di Industri Manufaktur. Jurnal Manajemen Indonesia, 27(1), 45-56.

Huang, M. H,, Rust, R. T, & Xu, Y. (2020). Artificial intelligence in service. Journal of Service Research.

Jain, R, & Sharma, A. (2019). A study on motivation of employees in organization with speciail reference to
retail industry. International Journal of Advanced Scientific Research aind Management, 4(9), 21-
25.

Jurafsky, D., & Martin, J. H. (2020). Speech and language processing. Pearson.

Lan, L., Ding, Y., Lin, W., & Shao, Z. (2020). Influence of Al adoion on employees' proactive behavior: A self-
determination perspective. Journal of Knowledge Management.

Law, ], Chuy, S. K. W,, & Chan, C. K. Y. (2019). The Role of Work Experience in Shaping Vocational

Luckin, R., Hamilton, M., Frerejean, J., & Carr, A. (2016). AIED in the workplace: What works, what doesn't,
and why. International Journal of Artificial Intelligence in Education.

Manufaktur. Jurnal Manajemen Bisnis, 25(1), 56-72.2.2. Kinerja.

Meyer, J. P., Morin, AL J. S., & Wasti, S. A. (2021). Employee Commitment aind Well-Being: A Critical Review,
Theoretical Framework and Research Agenda. Journal of Organizational Behavior, 42(4), 490-501.

Miles, M. B., Huberman, A. M., & Saldana, J. (2019). Qualitative Data Analysis: A Methods Sourcebook. Sage
Publicaitions.

Noe, R. Al. (2021). Employee training and development. McGraw-Hill Education.

Nurkholis, N. (2021). Pengaruh Gaya Kepemimpinan Terhadap Pengalaman Kerja Karyawan di Industri
Manufaktur. Jurnal Manajemen Indonesia, 25(1), 56-68.

Pradana, A. (2020). Pengaruh Pendidikan dan Pelatihan terhadap Potensi Berbasis Kompetensi Karyawan
di Sektor Perbankan Indonesia. Jurnal Ilmu Manajemen, 18(2), 78-89.

Prasetyo, B. (2023). Dampak Program Pelatihan dan Pengembangan terhadap Kinerja Karyawan di
Perusahaan Manufaktur. Jurnal Manajemen Sumber Daya Manusia, 15(2), 78-92.

Rahardjo, S. (2021). Pengaruh Pengalaman Kerja terhaidap Potensi Berbasis Kompetensi Karyawan di
Sektor Manufaktur. Jurnal Manajemen Industri dan Logistik, 14(2), 112-125.

Researcher.Life (2023). What is Quantitative Research? Definition, Methods, Types, aind Examples.

Riyadi, D. (2021). Motivasi Kerja dan Pengaruhnya terhadap Kinerja Karyawan. Jurnal llmu Manajemen,
15(2), 123-134. Robbins, S. P., & Judge, T. A. (2019). Organizational Behavior. Pearson.

Rothwell, W.]., & Kazanas, H. C. (2004). Mastering the instructional design process: A systematic approach.

Saunders, M., Lewis, P., & Thornhill, A. (2019). Research Methods for Business Students (8th ed.).

Schwartz, L. (2018). Artificial Intelligence in Manufacturing. International Journal of Advanced

-52-



Faeni et al, / Determinant of Training and Development, Competency Based Potential, and its
Impact to Employee’s Performance at The Defense Ministry Department /39 - 53

Manufacturing Technology.

Sekaran, U., & Bougie, R. (2019). Research Methods for Business: A Skill-Building Approach (8th ed.). Wiley.

Sood, A, Tiwari, P., & Kumar, R. (2020). Artificial Intelligence in Energy Sector. In Proceedings of the
International Conference on Smart Systems and Inventive Technology (ICSSIT 2020).

Spencer, L. M., & Spencer, S. M. (2020). Competence at Work: Models for Superior Performance. John Wiley
& Sons.

Sudirman, A., Kusuma, A. F., & Indrawati, I. (2020). Pengaruh Kondisi Kerja Terhadap Pengalaman Kerja
Karyawan di Perusahaan XYZ. Jurnal Manajemen Bisnis, 18(2), 134-147.

Suryanto, B., & Darmanto, D. (2023). Peluang Pengembangan dan Pengalaman Kerja: Studi Kasus di
Perusahaan Teknologi Informasi di Indonesia. Jurnal Inovasi Bisnis, 11(2), 89-102.

Sutanto, J. (2022). Motivasi Kerja dan Dampaknya terhadap Kinerja Karyawan di Perusahaan

Sutton, R. S, & Barto, A. G. (2018). Reinforcement learning: An introduction. MIT press.

Topol, E. ]J. (2019). High-performance medicine: The convergence of human and artificial intelligence.
Nature Medicine.

Vuong, B.N,, Tushar, H., & Hossain, S.F.Al (2023). The effect of social support on job performance through
organizational commitment and innovative work behavior: does innovative climate matter? Asia-
Pacific Journal of Business Administration, 15(5), 832-854.

Wiley Sarstedt, M., Ringle, C. M., & Haiir, J. F. (2019). Partial Least Squares Structural Equation Modeling. In
Handbook of Market Research (pp. 1-40). Springer International Publishing.

Zheng, Z., Zhao, Y., & Zhan, Z. (2020). Research on Application of Artificial Intelligence Technology in
Banking. In Proceedings of the International Conference on Information Science and Education
(ICISE 2020).

-53-



