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Abstract This study aims to analyze the influence of career development and training on

the performance of apparatus within the Magetan Regency Government,
namely the Manpower Office, the Industry and Trade Office, the Cooperatives
and SMEs Office, and the Social Service. This study uses a causal quantitative
design. The sample was determined by a non-random sampling method,
involving 65 respondents who were employees with functional and executive
positions in the four Regional Government Organizations (ODP). Data analysis
uses multiple linear regression. The analysis showed that career development
and training positively and significantly affected the performance of apparatus
or employees in the four OPDs within the Magetan Regency Government. This
study shows that career development and training significantly affect apparatus
performance within the Magetan Regency Government. It is recommended that
qualitative research be conducted to explore more deeply the factors that affect
career development and training effectiveness.
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1. INTRODUCTION

The performance of the government apparatus in Magetan Regency, as in many other regions, has
various challenges that require special attention to ensure the effectiveness and efficiency of public
services. Some of the problems with the performance of the apparatus in Magetan Regency include
many employees who feel that there are no opportunities for clear and structured career development,
thus causing stagnation of positions; a promotion process that is not transparent and not based on
performance can reduce employee work motivation. Career development is an employee's desire to
work in the organization where he works for a long period until retirement age (Dessler, 2018).
Meanwhile, according to (Harniati Arfan et al., 2022), career development is the process and activity of
preparing an employee to occupy a position in an organization or company, which will be carried out

in the future. Career development in government and private organizations is part of human resource
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management that aims to advance and benefit the organization. The management of human resources
in government organizations as stipulated in Law Number 20 of 2023 concerning the state civil
apparatus, article 21 paragraph (2) letter f concerning self-development, and in paragraph (8), it is stated
that self-development can be in the form of talent and career development and competency
development" (Republic of Indonesia, 2023).

Training is a process of preparing employees to do their current work. It is intended to improve
the mastery of various skills and techniques for carrying out certain work, including detailed and
routine work (Handoko, 2009). According to (Niles et al., 2014), training is an effort to improve workers'
performance in a job they are responsible for or one related job.

Employee performance is a person's effort to achieve goals through work productivity that is
produced both in quality and quantity (Athanasou & Esbroeck, 2008; Kahpi et al., n.d.; Middleton et al.,
n.d.; S. Niles et al., 2014; Strauser, 2021). According to (Fizia et al., 2018 Government & 2022, 2022
Kaengke et al., 2018 Mangkunegara, 2020 Patriosa et al., 2024), employee performance (work
performance) does an employee achieves the quality and quantity of work in carrying out his duties by
the responsibilities given. From a corporate point of view, employee performance is important in a
company's efforts to achieve its goals (Manoppo et al., 2021).

Public sector organizations are currently facing challenges that are not light, so they have to make
changes because there are no stable environmental conditions. Several driving factors mainly come from
the external environment of the organization, including the development of information technology,
the development of new concepts in the management of public organizations, increasing public
expectations and preferences for public services, political changes, changes in laws and regulations
(Amrin & Darwis, 2022; Henry, 2004; Kristanti et al., 2023a; Robbins, 2015). This change must be pursued
by public organizations and aimed at achieving its performance effectively and maintaining its
relevance, which will have a better impact on society; this change can also be seen as an effort for
continuous improvement toward a high-performing public organization.

The quality of human resources of the current apparatus still needs to be improved to support
efficient and effective public service performance. The phenomenon of employee performance and
competence is based on the evaluation results where the professionalism index of most employees is
still low (Armstrong, M., & Taylor, 2017; Henry, 2004; Luthans 12th, 2010). This situation certainly
requires improvements that local governments must carry out to improve the professionalism of
apparatus human resources, where the professionalism of ASN can be improved by increasing
qualifications, increasing competence, and improving performance to realize quality public services.
Moreover, public sector organizations are very different from private organizations; apparatus

resources are the main asset for public organizations. In private organizations or corporations,
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automation can be carried out to reduce the number of human resources. In contrast, for public
organizations, automation is not carried out because public sector organizations position human
resources as the main resource to carry out service tasks for the community; this certainly requires
quality human resources, competence, and professionalism (Mondy & Martocchio, 2016).

They studied the Influence of Training and Career Development on Employee Performance at PT.
Unilever Indonesia. Tbk in Manado, the study aims to determine the influence of training and career
development on employee performance, both partially and simultaneously or jointly, between the
variables of training and career development on employee performance. The research results showed
that the training variable did not have a positive and significant effect on employee performance, and
the career development variable had a positive and significant effect on employee performance.
Meanwhile, training and career development variables positively and significantly affect employee
performance. (Kristanti et al., 2023b) They studied the influence of training and career development on
PT employees' performance. Bank Tabungan Negara (Persero) Tbk. Makassar Branch (Manoppo et al.,
2021).

The study aims to determine the effect of simultaneous and partial training and development of
human resources on the performance of PT employees. Bank Tabungan Negara (Persero) Tbk. Makassar
Branch. The research conducted with the results of 1) training variables partially had a positive and
significant effect on the performance of PT employees. Bank Tabungan Negara (Persero) Tbk. Makassar
Branch. Positive influence shows a two-way relationship where, with appropriate training, it will
improve employee performance. 2) Career development variables partially have a positive and
significant effect on the performance of PT employees. Bank Tabungan Negara (Persero) Tbk. Makassar
Branch. Positive influence shows a two-way relationship where employees will show through their
performance results with the right Career Development. 3) The results of the F-Test research, training
variables, and career development variables together or simultaneously have a positive and significant
effect on the performance of PT employees. Bank Tabungan Negara (Persero) Tbk. Makassar Branch.

Human resource management, which includes career development, training, and performance, has
been widely discussed and researched. Still, research in the public sector or the scope of regional
apparatus organizations, especially in the era of changes in public sector organizations, is limited in
number, so from this reality, the author feels interested in conducting research with the title "analysis
of the influence of career development and training on the performance of apparatus in the district
Magetan." This study aims to determine whether career development and training influence apparatus

performance in Magetan Regency.
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2. METHODS

The design or design of this research is in the form of quantitative research, which is a systematic
scientific study of phenomena, parts, and relationships. Quantitative research aims to use and develop
systematic models, theories, and hypotheses using a measurement scale using a Likert scale and a data
collection method using a questionnaire. Meanwhile, the data analysis method uses descriptive
analysis, Determinant Coefficient (R2), and t. test multiple linear regression analysis with a data
processing method using SPSS version 27 for Windows. The population and sample of this study are

apparatus or employees within the Magetan Regency Government.

3. FINDINGS AND DISCUSSION
3.1. Result
Validity Test of Research Instruments

Table 1 Instrument Validity Test Results

Statement X1 X2 Y r Tabel 0,05 Information
1 0,644 0,709 0,532 0,2441 valid
2 0,756 0,653 0,610 0,2441 valid
3 0,709 0,802 0,713 0,2441 valid
4 0,697 0,697 0,652 0,2441 valid
5 0,610 0,685 0,712 0,2441 valid
6 0,664 0,695 0,720 0,2441 valid
7 0,779 0,686 0,604 0,2441 valid
8 0,708 0,610 0,685 0,2441 valid

Source: Data processed by SPSS 27, 2024
According to the results of the processing with r table for n = 65 and Alpha 0.05 is 0.2441, all r
product moment values in each statement of the career development variable (X1), training variable

(X2) and performance variable (Y) have values above 0.2441, meaning that all statements are valid.

Uji Realibility
Table 2 Instrument Reliability Test Results
Variable Koefisien Alpha
Career Development 0,845
Training 0,844
Apparatus Performance 0,809

Source: Data processed by SPSS 27, 2024
According to the processing results, the alpha Cronbach value for the career development variable
is 0.845, the training variable 0.844, and the performance variable 0.809; the alpha Cronbach coefficient
of all variables is >0.72. All test variables are accepted, and all the variables of the research instrument

reliability are classified as good.
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Normality Test
Table 3 Kolmogorov Sumirnov Test Results
One-Sample Kolmogorov-Smirnov Test
Unstandardized Residual
N 65
Normal Parameters® Mean .0000000
Std. Deviation 2.63977210
Most Extreme Differences  Absolute .087
Positive .087
Negative -.070
Test Statistic .087
Asymp. Sig. (2-tailed)e .2004

Source: Data processed by SPSS 27, 2024
From the test results, a significance value of 0.20 > 0.05 was obtained, so the conclusion was that

the research data was distributed normally.

Uji Autokorelasi
Table 4 Durbin Watson Autocorrelation Test Results
Model Summary
Adjusted R Std. Error of the .
Durbin-Watson
Model R R Square Square Estimate
1 645 416 397 2.68201 1.266

Source: Data processed by SPSS 27, 2024
According to the Durbin-Watson value processing results, a figure of 1.266 > dU 1.653 and smaller

than (4-dU) 4-1.266 = 2.734 means no data autocorrelation in this study.

Multicollinearity Test

Table 5 Multicollinearity Test Results

Coefficients
Unstandardized  Standardized Collinearity
Coefficients Coefficients Statistics
Model t Sig. Toleran
B Std. Error Beta VIF
ce
1 (Constant) 9.084 3.299 2.754  .008

Pengemban .179 .198 192 906  .368 209 4.782
gan Karir
Pelatihan 490 222 468 2.206 .031 209 4.782

a. Dependent Variable: Kinerja Aparatur
Source: Data processed by SPSS 27, 2024

According to the results of processing the tolerance value or collinearity statistic, each variable is

the career development variable (X1) 0.209. The training variable (X2) is 0.29 > 0.10, while the VIF value
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of each variable is career development (X1) 4.782 and training (X2) 4.782 <

multicollinearity of regression medel.

Multiple Linear Regression Analysis

Table 6 Results of Multiple Linear Regression Analysis

10.00; there is no

Coefficients
Unstandardized  Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
1 (Constant) 9.084 3.299 2.754 .008
Career Development 179 .198 192 906 .368
Training 490 222 468 2.206 .031

Source: Data processed by SPSS 27, 2024

According to the processing results, the significance value of the career development variable (X1)

0.368 > 0.05 means that the career development variable does not affect the performance of the

apparatus. In contrast, the value of the training variable (X2) 0.031 < 0.05 means that the training variable

significantly affects the performance of the apparatus.
The regression equation formula is:

logY=-9.084+0,192l0gX1+0,468X2+e

Y : Apparatus performance
X1 :  Career development
X1 :  Training
e :  Disruptive variables
And : Apparatus
performance
X1 . Career
development
X1 : Training
e :  Disruptive
variables
Log : Logarithm
Test t
Table 7 Test Results
Coefficients
Unstandardized  Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
1  (Constant) 9.084 3.299 2.754 .008
Career Development 179 .198 192 906 .368
Training 490 222 468 2.206 .031

Source: Data processed by SPSS 27, 2024
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According to the results of the processing, the value for the career development variable (X1) t-
calculation is 0.906 < t table 1.669, and the significance value is 0.368 < 0.05 at the significance level of a
= 5%, then HO is accepted, and H1 is rejected, meaning that the performance development variable does
not affect the performance of the apparatus. As for the training variable (X2) t-count 2.206 > t table 1,669
and the cognitive value of 0.031 < 0.05 at the significance level of ot = 5%, then HO is rejected and H1 is
accepted, meaning that the training variable affects the performance of the apparatus in the Magetan

Regency order.

Test F
Table 8 Test Results F
ANOVA=-
f
Model Sum o df F Sig.
Squares Mean Square
1 Regression 317.807 2 158.904 22.091 .000p
Residual 445977 62 7.193
Total 763.785 64

Source: Data processed by SPSS 27, 2024
According to the results of the change in the F value, the calculation > the F value of the table is
22.09 > 3.143 with a significance level of 0.000 < 0.05. This means that HO is rejected and H3 is accepted,

so the apparatus's performance variables influence career development and training variables.

Multiple Coefficient of Determination (R?)

Table 9 Determination Coefficient Test Results

Model Summary
.E hy
Model R R Square  Adjusted R Square Std rrot of the
Estimate
1 .6452 416 397 2.682

a. Predictors: (Constant), X2, X1
Source: Data processed by SPSS 27, 2024

According to the processing results, the value of the R Square determination coefficient was 0.416
or 41.6%, meaning that the contribution of the influence of career development and training variables
on the performance of the apparatus was 41.6%.

According to the t-test results for career development variables, the t-count value was obtained
0.906 < t table 1.669, and the cognitive value was obtained 0.368 > 0.05 at the significance level of a =5%.
Therefore, it is stated that HO is accepted and H1 is rejected, meaning that the performance development
variable does not have a positive and significant effect on the performance of the apparatus.

According to the results of the analysis of the research data, itis illustrated that the training variable

(X2) has a regression coefficient of positive value, which is 0.468, which means that if training increases,

167



Indonesian Journal of Islamic Economics and Finance

it will increase the performance of the apparatus by 0.468% (assuming other variables are fixed).
Meanwhile, the t-test results for the training variables were obtained with a t-count value of 2.206 >
Table 1.669 and a cognitive value of 0.031 < 0.05 at the significance level of o = 5%. Therefore, it is stated
that HO is rejected and H2 is accepted, meaning that the training variable has a positive and significant
effect on the performance of the apparatus.

According to the study results, the career development variable and the training variable
simultaneously affect the performance of the apparatus. The results of hypothesis testing using the F
test method (simultaneous significance test) obtained the results of the F value calculated > F table,
which was 22.09 > 3.143 with a significance level of 0.000 < 0.05. This means that HO is rejected and H3
is accepted. The results of the study show that simultaneously, the variables of career development and
training affect the performance of the apparatus, which means that when the two variables are analyzed

together, they significantly impact the performance of the apparatus.

3.2. Discussion
The Effect of Career Development on Apparatus Performance

The results of this study show that career development hurts the performance of the apparatus
within the Magetan Regency Government. This is evidenced by the t-test results, which showed a t-
count value of 0.906, smaller than the t-table of 1.669, and a significance value of 0.368, greater than 0.05,
at the significance level of a = 5%. Thus, the null hypothesis (H0) is accepted, and the alternative
hypothesis (H1) is rejected.

Career development is a process designed to assist employees in planning and managing their
careers in organizations (Dijkhuizen et al., 2018; D. J. Kupfer et al., 2016; S. G. Niles & Karajic, 2008).
Career development includes activities that aim to improve employees' knowledge, skills, and abilities
to achieve their career goals and make maximum contributions to the organization.

According to (Harianti et al., 2023), career development is the desire of an employee to work for
the organization where he works for a long period until retirement age. Career development in
government and private organizations is part of human resource management that aims to advance and
benefit the organization. Career development involves training programs, mentoring, career guidance,
and clear promotion paths.

Apparatus performance refers to the achievement of the work results of civil servants or state
apparatus in carrying out their duties and responsibilities. This performance includes employees'
work's effectiveness, efficiency, productivity, and quality. Apparatus performance is often measured
based on certain indicators such as timely completion of tasks, quality of service, and contribution to

achieving organizational goals.
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According to (Daniel et al., 2019), performance is the achievement or result of a certain job for which
a person is currently responsible. Meanwhile, according to (Armstrong, M. & Taylor, 2017), employee
performance results from the work an employee achieves in carrying out the tasks assigned to him.

These results align with previous research by (Amrin & Darwis, 2022 Kristanti et al., 2023c, S. G.
Niles & Karajic, 2008), which found that career development did not significantly influence employee
performance. According to (Harianti et al., 2023), career development is the desire of an employee to
work for the organization where he works for a long period until retirement age. However, in practice,
many factors can affect the effectiveness of career development, including how much career
development is implemented and accepted by employees.

Career development in government and private organizations is part of human resource
management that aims to advance and benefit the organization (Dessler, 2017). The management of
human resources in government organizations as stipulated in Law Number 20 of 2023 concerning the
state civil apparatus article 21 paragraph (2) letter f regarding self-development and in paragraph (8), it
is stated that self-development can be in the form of talent and career development and competency
development.

However, despite the supportive regulations, the implementation of career development may need
help with various obstacles, such as a lack of resources, unclear career paths, and non-transparent
promotions. Therefore, while in theory, career development is important for improving performance,

in practice, its effectiveness can only be improved if the right systems and policies support it.

The Effect of Training on Apparatus Performance

In contrast to career development, training has a positive and significant influence on the
performance of the apparatus. The results of the data analysis showed that the training variable had a
positive regression coefficient of 0.468. This means that if training increases, it will increase the
performance of the apparatus by 0.468% (assuming other variables are fixed). The t-test results showed
a t-count value of 2.206, greater than the t-table of 1.669, and a significance value of 0.031, smaller than
0.05 at the significance level of a = 5%. Thus, the null hypothesis (H0) was rejected, and the alternative
hypothesis (H2) was accepted, meaning that the training variable had a positive and significant effect
on the performance of the apparatus.

Training is a structured and planned process designed to improve the knowledge, skills, and
abilities of employees in carrying out tasks that are a person's responsibility (Arulmani et al., n.d;
Khousa et al., 2018; D. Kupfer et al., n.d.). Training typically involves learning activities that improve

the technical and non-technical competencies necessary to perform the job effectively.
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According to (D. J. Kupfer et al., 2016), training is any effort to improve the performance of workers
in a certain job that they are responsible for or one job that is related to their work. While (Patriosa et
al., 2024; Ratnasari et al., 2015; Suadnyana et al., 2016; Syifa et al., 2017) define training as a planned
effort to improve employee knowledge, skills, and expertise.

Apparatus performance refers to the achievement of the work results of civil servants or state
apparatus in carrying out their duties and responsibilities. This performance includes effectiveness,
efficiency, productivity, and quality of work produced by employees (Brown & Bimrose, 2012; Hamzah
Akbar & Resdiana, 2023; Hasibuan, 2018). Apparatus performance is often measured based on certain
indicators such as timely completion of tasks, quality of service, and contribution to achieving
organizational goals.

According to Bernardin and Russell (in Gomes, 2003: 197), performance is the level of achievement
or result of a particular job that a person is responsible for. Meanwhile, according to Sedarmayanti
(2019), employee performance results from work achieved by an employee in carrying out the tasks
assigned to him.

This research is supported by previous research conducted by (Daniel et al., 2019; Government &
2022, 2022 Wotulo et al., 2018), which also found that training had a positive and significant effect on
employee performance. In the Magetan Regency Government context, the training provided may be

more relevant and based on work needs, so it can directly impact improving performance.

The Simultaneous Influence of Career Development and Training on Apparatus Performance

Simultaneously, career development and training variables affect the performance of the
apparatus. The results of hypothesis testing using the F test method showed a calculated F value of
22.09, greater than the F table of 3.143, with a significance level of 0.000, smaller than 0.05. This means
the null hypothesis (HO0) is rejected, and the alternative hypothesis (H3) is accepted. These results are
by research conducted by Nur Yuni Fitriani et al. (2018), Vania Yuswanto Teja et al. (2019), Reni Juwita
et al. (2019), and Ita Rifiani Permatasari et al. (2006), which shows that the variables of career
development and training affect together on the dependent variables of apparatus performance.

This simultaneous influence shows that although individual career development does not have a
significant influence when combined with training, both can positively impact the performance of the
apparatus. This is possible because training provides the knowledge and skills needed, while career
development provides long-term motivation for employees to continue to perform well. Combining the

two can create a supportive work environment and motivate employees to perform better.
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4. CONCLUSION

According to the results of the discussion in the previous chapter, the conclusion of the results of
this study is as follows: The career development variable (X1) partially does not have a positive and
significant effect on the performance of the apparatus, where according to the results of the t-test for the
career development variable, the t-calculated value is obtained smaller than the t table which is 0.906 <
t table 1.669 and the significance value is obtained 0.368 > 0.05 at the significance level of o = 5%. This
means that career development does not significantly affect the performance of the apparatus. The
training variable (X2) has a correlation coefficient of positive and significant values. According to the t-
test results for the training variable, the t-count value is greater than the t-table t, which is 2.206 > the t-
table is 1.669.

The significance value obtained is smaller than 0.05, which is 0.031 < 0.05 at the significance level
of ot = 5%. This means that partially, the training variable has a positive and significant influence on the
performance of the apparatus. The career development variable (X1) and the training variable (X2)
simultaneously or together have a positive and significant influence on the performance of the
apparatus. This is by the results of the F test (simultaneous significance test) obtained an F value greater
than the F value of the table, which is 22.09 > 3.143 with a significance level of 0.000 < 0.05. So, it is stated
that HO is rejected, and H3 is accepted. In conclusion, simultaneously or together, career development

and training variables positively and significantly affect apparatus performance.
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