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Abstract: The research objectives are as follows: To analyze and test the influence of
education and training (Diklat) on personnel career development, Analyze and test the
influence of length of service on personnel career development and Analyze and test
simultaneously the effects of education and training (Training) and length of service on
personnel career development, for the Education Training (Diklat) variable (X1) of 6,838 while
the t-table value for n=130is 1.978. S0 6.838 > 1.978 , then HO is rejected and Ha is accepted,
it can be stated that Education and Training (Diklat) (X1) has a significant effect on personnel
career development (), the calculated t value for the variable Length of Service (X2) is 6.402,
while the twaple Value for n = 130 is 1.978. So 6.402 > 1.978, then HO is rejected and Ha is
accepted, it can be concluded that partially the variable Length of Service (Xz2) has an effect on
personnel career development (Y) and the test ANOVA obtained a calculated F value of
111.456, while the Frapie (0.05 o) for n = 130 was 2.67. So the calculated F > from the Fravie (ot
0.05) or 111.456 > 2.67 with a significance level of 0.000 because 0.000 < 0.05, it can be said
that Education and Training (Diklat) (X1) and Service Period (X2) together or simultaneously
have a positive effect on personnel career development (Y).

Keyword: Education and Training (Diklat), Service Period, Personnel Career Development.

INTRODUCTION

Human resources (HR) are a strategic asset within an organization, particularly within
law enforcement agencies such as the Special Detachment (Densus) 88 Anti-Terrorism Unit of
the Indonesian National Police. In the context of extremely demanding and high-risk tasks, the
success of Densus 88's mission execution depends heavily on the competence, readiness, and
professionalism of each individual. Therefore, personnel capacity building through education
and training (diklat) is crucial. and career development arrangements are an absolute necessity
so that this institution is able to respond to the ever-evolving security challenges.
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One of the main efforts to improve personnel competence and careers is through
education and training (diklat). The training program within the Indonesian National Police
(Polri), particularly within Densus 88, includes various types of training such as terrorism
investigation training, intelligence analysis, crisis negotiation skills, and special field tactical
training (special weapons and tactics/SWAT). The main objective of this training is to improve
personnel's technical and managerial skills so they can carry out their duties with high
professional standards.

Education and training (Diklat) is one of the organizational indicators in determining the
achievement of work results. The quality of human resources is inseparable from the placement
of workforce positions to match expertise and education so that organizational goals are
optimally achieved. Andrew E. Sikula in Hardjanto (2022:69) , that education is related to
general improvement and understanding of the human living environment as a whole and the
process of developing knowledge, skills/ skills, thoughts, character, personality and so on.
Education is a factor that organizations need to consider. Through education, they can gain
insight into the knowledge and skills of their workforce.

To produce quality Human Resources and establish a good management system means it
IS necessary to plan, procure, maintain, foster, develop, satisfy, and utilize them optimally. And
it seems that in today's management, no matter how complex or simple a form of business,
humans (Human Resources) are the core and key to the success of an organization in achieving
its stated goals. Although organizations as business entities in carrying out their duties have
used many high-tech equipment, it will not be able to replace the function and position of the
workforce. By seeing this, it is important for organizations to use a workforce that has high
performance, professionalism and has an awareness of responsibility to work better and
optimally so that organizational goals can be achieved.

Given the presence of humans (workforce) in many organizations, many compete to
empower their employees' potential to achieve high performance. Information about an
employee's high or low performance cannot be obtained simply, but is obtained through a very
long process, namely the employee performance assessment process. Performance appraisal
refers to a system formal and structured methods used to measure, assess, and influence job-
related traits, behavior and outcomes. The patterns that can be seen from the results of
performance assessments provide feedback. about the success of training education (Diklat)
and work period.

Education, training (Diklat) and service period are very important for improve employee
performance. Because a person's performance can be measured based on the variables related
to it. If between If one of the variables is not organized properly, it will affect the results of the
work itself.

In accordance with the existing problems Special Detachment 88 Anti-Terrorism Police
of the Republic of Indonesia regarding Education and Training (Diklat), service period and
career development, the author conducted research on: "The Influence of Education, Training
and Service Period Regarding the Career Development of Personnel at the Special Detachment
88 Anti-Terrorism Unit of the Republic of Indonesia Police

METHOD
Types of research

This research uses a quantitative approach, descriptive and associative. According to
Sugiyono (2022), "Quantitative research methods can be interpreted as research methods based
on the philosophy of positivism, used to research certain populations or samples, sampling
techniques are generally carried out randomly, data collection uses research instruments, data
analysis is quantitative or statistical with the aim of testing predetermined hypotheses.
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Sample population

This research uses a quantitative approach, descriptive and associative. According to
Sugiyono (2022), "Quantitative research methods can be interpreted as research methods based
on the philosophy of positivism, used to research certain populations or samples, sampling
techniques are generally carried out randomly, data collection uses research instruments, data
analysis is quantitative or statistical with the aim of testing the established hypothesis. By using
the Slovin formula technique, a sample of 130 personnel at the Special Detachment 88 Anti-
Terror Police was taken as respondents in this study.

Method of collecting data
Research instruments are tools used by researchers to collect data needed to answer the
problem formulation and test the research hypothesis. In this study, the main instrument used
is a questionnaire (survey) compiled based on indicators of each research variable, namely
Education and training (Xi), Length of service (X:), and Career development (Y). The data
collection techniques used in this study are as follows:
1. Questionnaire

A questionnaire was given to respondents to determine the influence of training

education (Diklat) and length of service on career development at the Special

Detachment 88 Anti-Terror Police.

Assessment of a series of research questionnaire statements that have been answered

by respondents using the following research norms:

A question is positive if the answer is:

a) Strongly Agree  Score 5

b) Agree Score 4
c) Quite Agree Score 3
d) Disagree Score 2

e) Strongly Disagree Score 1
Likert scale. The Likert scale is used to measure an individual's or group's attitudes,
opinions, and perceptions about social events or phenomena. In this research, these
social phenomena have been specifically defined by the researcher, and are hereinafter
referred to as research variables.

2. Research Instruments
Instrument research variables: Education and training (X1) , length of service (X2) , and
career development () in the form of a questionnaire with a Likert scoring model filled
out by respondents on the distributed questionnaire. The Likert scale consists of 5 (five)
scales, namely Strongly Agree (SS), Agree (S), Quite Agree (CS), Disagree (TS) and
Strongly Disagree (STS) with value weights for positive and negative statements.

Analysis Method

The analysis technique used in this study was quantitative analysis using statistics.
Furthermore, to obtain and expedite data input, statistical software was used to support this
research. The software used to support this research was SPSS (Statistical Product and Service
Solutions) version 29. In SPSS, raw data that had been processed into numbers was input into
SPSS, making it easier for the author to conduct this research.

Validity Testing
The basis for decision making in validity testing is as follows:
a) If the r value is positive and the rresurt iS > riabie, then the item or variable is valid.
b) If the r value is negative and rresuit < Ftable OF Fresult IS Negative > rwple then the item or
variable is invalid.
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A questionnaire is declared valid if the r value obtained from the calculation results (rxy)
is greater than the table r value (5%).

Instrument Reliability Test
According to Arikunto (2020), reliability refers to the degree to which an instrument is
sufficiently reliable to be used using the Cronbach's Alpha formula. The basis for decision
making in the reliability test in this study is as follows:
a) If the r alpha value is positive and r alpha > r table , then the item or variable is reliable.
b) If the r alpha value is negative and r alpha < r table or r alpha is negative > r table , then
the item or variable is not reliable.

Multiple Regression Analysis

Sugiyono (2019) proposed multiple linear regression analysis used to make predictions,
how the value of a variable changes dependent if the value of the independent variable is
increased or decreased. This analysis is used by involving two or more independent variables.
between the dependent variable (YY) and the independent variables (X1 and Xz), This method is
used to determine the strength of the influence between several factors. independent variables
simultaneously with the dependent variable.

Hy/Xy. Xz, . Xp = A+ BX; + BaXs + ...+ ByX,,

Technique used in this study was multiple linear regression. The analysis was conducted
computerized using the computer program Statistical Product and Service Solutions (SPSS)
Version 29 for Windows.

Coefficient of Determination

The definition of the coefficient of determination according to Andi Supangat (2018) is:
"The coefficient of determination is a quantity to show the level of strength of the relationship
between two or more variables in the form of a percentage (showing how much percentage of
the diversity of y can be explained by the diversity of x), or in other words how much x can
contribute to y."

Mudrajad Kuncoro (2021), according to him, the coefficient essentially measures the
extent to which a model is able to explain variations in the dependent variable. The value of
the coefficient of determination is between zero (0) and one (1). A small r? value means that
the ability of the independent variables to explain the variable's variation is very limited. If the
value is close to one, it means that the independent variables provide almost all the information
needed to predict variations in the dependent variable.

The magnitude of the relationship between the variables “X1” and “X>” with the variable
“Y” can be determined by using the coefficient of determination analysis, which is obtained by
squaring the correlation coefficient. Based on the definition above, the coefficient of
determination is part of the total diversity of the dependent variable that can be calculated by
the diversity of the independent variable calculated with the coefficient of determination with
the basic assumption that other factors outside the variable are considered fixed or constant. To
determine the value of the coefficient of determination, it can be calculated using the formula:

Kg=r* x100%

Information:
Kd = Value of coefficient of determination
r = Correlation coefficient value
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Hypothesis

The calculations or analysis in this study utilize the SPSS computer program for Windows

29.0. The test statistics used are:

a.

t-test

To determine the influence of the independent variable individually (partially) on the
dependent variable, the decision is to use a partial test (t-test) with the test decision
being:

1) Ho is accepted if tcount < ttable.

2) Hois rejected if tcount > teable.

F test

The F test statistic is used to determine simultaneously (multiple) the influence between
education and training (Xu), length of service (Xz2), and career development (Y), with
the test results being:

1) Hois accepted if Fcount < Fraple.

2) Ho is rejected if Feount > Frable.

RESULTS AND DISCUSSION

The quantitative data that has been compiled, through the distribution of questionnaires

or surveys that the researcher has conducted, becomes the average value of variable Xi
(education and training), variable X (service period) and variable Y (career development). and
analyzed using parametric statistics with the program SPSS Release 29.0 For Windows, to
determine whether each studied variable has a positive or negative influence on patient
satisfaction. Data were analyzed using the analysis regression command option) found in the
SPSS main menu. The values in each SPSS output are described as follows:

a. Multiple Linear Regression Test

Table 1. Results of the Regression Equation
Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 5,309 2,477 2,143 ,034
Education Level (X1) ,451 ,066 460 6,838 ,000
Service period (X2) 447 ,070 431 6,402 ,000

a. Dependent Variable: Career development ()

Based on the SPSS output results in the coefficients table in above, it can be identified

that the multiple linear regression equation is as follows:

7
°

Y =5,309 + 0,451.X1+ 0,447.Xz2

Constant value a = 5,309, it can be interpreted that if the education and training (Diklat)
variable, The service period has a value of zero, so career development has a positive
value of 5,309.

Education and training (Diklat) regression coefficient by = 0,451, it can be interpreted
that if the value of education and training (Diklat) increases by one then the Career
Development value will also increase by 0,451.

Regression coefficient of service period b, = 0,447, it can be interpreted that if the
Service Period value increases by one, the Career Development value will also increase
by 0,447.
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b. Coefficient of Determination

Based on the calculations in the table below The influence test was carried out for the
three variables, and based on the Model Summary table, the R Square value was 0,637. This
shows that 63,7% of the education and training (Diklat) (X1) and length of service (X>) jointly
influence career development (), while the remaining 36,3 % is influenced by other factors
not examined in this study

c. Hypothesis testing
t test
1) The influence of education and training (Diklat) (X1) towards Career Development
(Y)
Coefficients table above, the calculated t value for the education and training variable
(Diklat) is (Xy) is 6,838 while the t-table value for n = 130 is 1,978. So 6,838 > 1,978,
then Ho is rejected and Ha is accepted, it can be stated that education training (Diklat)
(X1) has a significant influence on career development ().
2) Effect of Service Period (X2) towards Career Development ()
Based on the table coefficients above, the calculated t value for the variable Length of
Service (Xz) is 6,402, while the t table value for n = 130 is 1,978. So 6,402 > 1,978, then
Ho is rejected and Ha is accepted, it can be concluded that partially the variable Length of
Service (X2) has an effect on Career Development (Y).

F test

From the analysis results in the table below above is the test ANOVA obtained a
calculated F value of 111,456, while the F table (0,05 o) for n = 130 was 2,67. So the calculated
F > from the F table (o 0,05) or 111,456 > 2,67 with a significance level of 0,000 because
0,000 < 0,05, it can be said that education and training (Diklat) (X1) and length of service (X>)
together or simultaneously have a positive influence on career development ().

CONCLUSION

1. There is an influence of education level on employee performance , as evidenced by the
calculated t value for the education and training variable (Diklat). (X1) is 6,838 while
the t-table value for n = 130 is 1,978. So 6,838 > 1,978, then Ho is rejected and Ha is
accepted, it can be stated that training education (Diklat) (X1) has a significant effect on
(Y).

2. There is an influence length of service on employee performance, as evidenced by the
calculated t value for the length of service variable (X>) is 6,402, while the t table value
for n =130 is 1,978. So 6,402 > 1,978, then Ho is rejected and Ha is accepted, it can be
concluded that partially the variable of Work Period (X2) has an effect on There is an
influence length of service on employee performance, as evidenced by the calculated t
value for the length of service variable (X>) is 6,402, while the t table value for n = 130
Is 1,978. So 6,402 > 1,978, then Ho is rejected and Ha is accepted, it can be concluded
that partially the variable of Length of Service (X2) has an effect on career development
personnel (Y) .

3. There is an influence length of service on employee performance, as evidenced by the
calculated t value for the length of service variable (X>) is 6,402, while the t table value
forn =130 s 1,978. So 6,402 > 1,978, then Ho is rejected and Ha is accepted, it can be
concluded that partially the variable of Length of Service (X2) has an effect on personnel
career development ().

REFERENCE
Amirullah. (2010). Pengantar Manajemen. Yogyakarta: Graha lImu.

836 | Page


https://dinastipub.org/DIJMS

https://dinastipub.org/DIJMS Vol. 7, No. 4, April 2026

Andini, M. (2015). Pengaruh Masa Kerja dan Pengalaman terhadap Kinerja Pegawai. Jakarta:
Rineka Cipta.

Andy. (2022). Pendidikan Pelatihan dan Kinerja Karyawan. Jakarta: Mitra Wacana Media.

Anwar Prabu Mangkunegara. (2015). Manajemen Sumber Daya Manusia Perusahaan.
Bandung: PT Remaja Rosdakarya.

Apriliana, T. H. Y. P. (2019). Pengaruh Pendidikan dan Pengetahuan terhadap Kinerja
Karyawan. Yogyakarta: Deepublish.

As’ad, M. (2010). Psikologi Industri: Seri [lmu Sumber Daya Manusia. Yogyakarta: Liberty.

Atik, & Ratminto. (2022). Manajemen Publik dan Organisasi Pemerintah. Jakarta:
Prenadamedia Group.

Balai Pustaka Departemen Pendidikan dan Kebudayaan. (2013). Pedoman Pengembangan
Instrumen Masa Dinas. Jakarta: Balai Pustaka.

Bernardin, H. J. (2021). Human Resource Management. New York: McGraw-Hill Global
Edition.

Bohlander, G., & Snell, S. (2020). Principles of Human Resource Management (18th ed.).
Boston: Cengage Learning.

Damingun. (2018). Pengaruh Disiplin dan Kompetensi terhadap Kinerja Pegawai. Surabaya:
CV Jakad Media.

Dantes, N. (2022). Metode Penelitian. Bandung: Alfabeta.

Dessler, G., & Huat, T. C. (2019). Human Resource Management. Singapore: Pearson
Education.

Dewi, K., & Hadi, A. (2021). Pengaruh Masa Kerja dan Kompetensi terhadap Pengembangan
Karir ASN di Kemenkumham. Jurnal Administrasi Publik Indonesia, 8(2), 101-110.

Eko Prasetyo. (2019). Manajemen SDM dan Pengembangan Karier. Malang: UB Press.

Flippo, E. B. (2019). Personnel Management (6th ed.). New York: McGraw-Hill.

Hasbullah. (2021). Dasar-dasar lImu Pendidikan. Jakarta: RajaGrafindo Persada.

Hasibuan, M. S. P. (2019). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara.

Henderson, R. (2014). Human Relations: Productive Approaches for the Workplace. New
York: McGraw-Hill.

Hendra Wijaya. (2023). Analisis Faktor-faktor yang Mempengaruhi Pengembangan Karir
Aparatur. Jurnal Administrasi Publik, 8(1), 12—25.

Henry Simamora. (2020). Manajemen Sumber Daya Manusia. Yogyakarta: STIE YKPN.

Hermanto. (2022). Manajemen Kinerja dan Loyalitas Karyawan. Jakarta: Prenadamedia
Group.

Juwita, S., & Lestari, D. (2013). Analisis Hubungan Pendidikan terhadap Pendapatan
Masyarakat. Jurnal Ekonomi Pembangunan, 5(2), 55-65.

KBBI. (2019). Kamus Besar Bahasa Indonesia (Edisi V). Jakarta: Badan Pengembangan
Bahasa.

Kesianto. (2019). Psikologi Ketenagakerjaan dan Kesehatan Kerja. Surabaya: Laksana
Pressindo.

Koesindratmono, F., & Berlian, N. (2011). Pengaruh Masa Dinas terhadap Kinerja Karyawan.
Jurnal Psikologi Industri dan Organisasi, 7(2), 75-84.

Kumalasari, D. (2014). Pendidikan dan Pembangunan Manusia. Bandung: Refika Aditama.

Lestari, S., & Nugroho, A. (2022). Pengembangan Karir Pegawai Negeri melalui Pelatihan
Berbasis Kompetensi. Jurnal Ilmu Pemerintahan, 9(2), 101-115.

Mangkuprawira, S. (2018). Manajemen Sumber Daya Manusia Strategik. Bogor: IPB Press.

Mangkunegara, A. P. (2017). Manajemen Sumber Daya Manusia Perusahaan. Bandung:
Remaja Rosdakarya.

Mathis, R. L., & Jackson, J. H. (2016). Human Resource Management (15th ed.). Ohio: South-
Western.

Mincer, J. (dalam Amirullah, 2010). Human Capital and Earnings. Cambridge: NBER

837 | Page


https://dinastipub.org/DIJMS

https://dinastipub.org/DIJMS Vol. 7, No. 4, April 2026

Martoyo, S. (2011). Manajemen Sumber Daya Manusia. Yogyakarta: BPFE.

Mejia, L. R. G. (2017). Managing Human Resources (9th ed.). Boston: Pearson Education.

Melati, R. (2018). Pengaruh Masa Dinas terhadap Kinerja Karyawan. Bandung: Deepublish.

Mincer, J. (dalam Amirullah, 2010). Human Capital and Earnings. Cambridge: NBER.

Mondy, R. W. (2019). Human Resource Management. New York: Pearson.

Nawawi, H. (2018). Manajemen Sumber Daya Manusia untuk Bisnis dan Pemerintahan.
Yogyakarta: Gadjah Mada University Press.

Nitisemito, A. (2015). Manajemen Personalia. Jakarta: Ghalia Indonesia

Notoatmodjo, S. (2022). Pengembangan Sumber Daya Manusia. Jakarta: Rineka Cipta.

Oktaviani, R. (2019). Pengaruh Lama Bekerja terhadap Loyalitas Pegawai. Jurnal
Administrasi, 4(3), 122-131.

Prasetyo, E. (2019). Pengaruh Pendidikan dan Pelatihan terhadap Pengembangan Karir
Pegawai pada Pusdiklat Polri. Jurnal Administrasi Negara, 7(1), 50-61.

Rivai, V. (2015). Manajemen Sumber Daya Manusia untuk Perusahaan. Jakarta: RajaGrafindo
Persada.

Rivai, V. (2019). Performance Appraisal: Sistem yang Tepat untuk Menilai Kinerja Karyawan
dan Meningkatkan Daya Saing Perusahaan. Jakarta: RajaGrafindo Persada.

Rizky Saputra. (2020). Pengaruh Pendidikan dan Pelatihan terhadap Pengembangan Karir
Pegawai pada Polres Surakarta. Jurnal Ilmu Kepolisian, 5(2), 89-99.

Rudiansyah, A. (2019). Hubungan Masa Dinas dan Kompetensi terhadap Produktivitas
Karyawan. Jakarta: Ul Press.

Saroni, M. (2021). Filsafat Pendidikan dan Pembangunan Karakter. Bandung: Alfabeta.

Schuler, R. S., Dowling, P., & De Cieri, H. (2019). International Human Resource
Management. New York: Routledge.

Siagian, S. P. (2016). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara.

Siagian, S. P. (2019). Teori dan Praktik Pengembangan Karir. Jakarta: Bumi Aksara.

Siagian, S. P. (2022). Filsafat Administrasi. Jakarta: Bumi Aksara.

Simamora, H. (2020). Manajemen Sumber Daya Manusia. Yogyakarta: STIE YKPN.

Siti Rahmah. (2021). Pengembangan Karir Pegawai melalui Pelatihan Berkelanjutan. Jurnal
Administrasi Publik, 6(1), 14-27.

Solihin, I. (2019). Pengantar Manajemen. Jakarta: Erlangga.

Subekhi, A., & Jauhar, M. (2022). Pengantar Manajemen Sumber Daya Manusia. Jakarta:
Prenadamedia Group.

Suhardjo. (2020). Pendidikan dan Kesehatan Masyarakat. Jakarta: Rineka Cipta.

Sunyoto, D. (2022). Perencanaan Karier dan Kinerja Karyawan. Yogyakarta: CAPS.

Suryabrata. (2022). Psikologi Pendidikan. Jakarta: Rajawali Pers.

Tirtarahardja, U. (2017). Pengantar Pendidikan. Jakarta: Rineka Cipta.

Toni Adi Pratama. (2015). Faktor-faktor yang Mempengaruhi Motivasi Belajar dan
Pendidikan. Bandung: Alfabeta.

Tulus. (2022). Manajemen Kinerja dan Pengembangan SDM. Jakarta: Kencana Prenada
Media.

Umar, Manajemen Sumber Daya Manusia: Prinsip-Prinsip dan Praktik dalam Mengelola
Organisasi — diterbitkan 2023 oleh PT Sonpedia Publishing Indonesia

Uyoh Sadulloh. (2014). Pengantar Filsafat Pendidikan. Bandung: Alfabeta.

Veithzal Rivai. (2019). Manajemen Sumber Daya Manusia untuk Perusahaan. Jakarta:
RajaGrafindo Persada.

Wordpress. (2013). Definisi Pengembangan Karir. Diakses dari https://wordpress.com

Wursanto. (2020). Etika dan Kepemimpinan Kerja. Yogyakarta: Andi Offset.

838 | Page


https://dinastipub.org/DIJMS

