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Abstract: The objectives of this study are: To determine and analyze the influence of education
on personnel performance, to determine and analyze the influence of career development on
personnel performance, and to determine and analyze the simultaneous influence of education
and career development on personnel performance. The test statistics used were as follows:
There is an influence of training on work behavior, this can be seen from the t count value for
Education (X1) of 4.858 while the t table value for n = 71 is 1.950. So 4.858> 1.950, then HO
is rejected and Ha is accepted, it can be stated that Education (X1) has a significant effect on
personnel performance (), the t count value for Career Development (X2) is 9.758 while the
t table value for n = 71 is 1.950. So 9,758> 1,950, then HO is rejected and Ha is accepted, It
can be stated that Career Development (X2) has a significant effect on Personnel Performance
(Y). The R-square (R2) value is 0.742. This indicates that 74.2% of Education (X1) and Career
Development simultaneously influence Personnel Performance (YY), while the remaining
25.8% is influenced by other factors not examined in this study.

Keyword: Education, Career Development, Personnel Performance.

INTRODUCTION

The Indonesian National Police (Polri) is an institution where education is a strategic
process for improving the skills and professionalism of its members. Through education, each
personnel is equipped with the tactical, technical, and ethical knowledge necessary to carry out
police duties professionally. According to Hasibuan (2016), Education is a process to improve
theoretical, conceptual and moral abilities so that the implementation of tasks becomes more
effective and efficient.

In the context of Densus 88, the education implemented covers various levels, from basic
police education (Diktuk) and specialist development education (Dikbangspes), to tactical anti-
terrorism training, explosives disposal (Jihandak), crisis negotiation, and digital forensics.
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However, based on the results of the 2024 evaluation of the Densus 88 AT Human Resources
Section, there is still inequality in educational access among personnel.

In the police force, career development is ideally based on competence, performance, and
integrity (a merit system) . However, in practice, preliminary interviews with several Densus
88 personnel indicate that some members feel the promotion and job rotation process is less
transparent and not entirely merit-based. Others feel their career development is hampered by
excessively long assignments to certain positions without a clear path to the next level.

In addition, with the increasing complexity of the threat of terrorism, the demand for high
professionalism is a must. Therefore, education and career development must be designed in
an integrated manner as a performance-based human resource management strategy
(performance-based HR management). By considering the above description, it can be
concluded that education and career development have a significant influence on improving
the performance of Densus 88 AT Polri personnel. Imbalance in their implementation can
hinder the achievement of maximum performance and impact the effectiveness of anti-terror
operations as a whole. Therefore, this study is important to analyze the extent to which
education and career development influence the performance of personnel at the Special
Detachment 88 Anti-Terror of the Republic of Indonesia Police, with the aim of providing
strategic input for strengthening the Polri human resource development system to be
professional, competent, and have high integrity.

Several factors can influence performance, one of which is career development. The
phenomenon of career development not proceeding as intended is due to the persistent
subjective element of management in assessing personnel performance, resulting in a decline
in personnel performance. Management should be able to minimize this by managing career
development in accordance with International Organization for Standardization (ISO)
standards.

Based on the description, the author is interested in conducting research related to the
title, "The Influence of Education and Career Development on Improving Personnel
Performance at the Special Detachment 88 Anti-Terrorism Unit of the Republic of Indonesia
Police."

METHOD
Types of research

This research uses a quantitative approach, both descriptive and associative. It is called
a quantitative approach because the approach used in the research proposal, process,
hypothesis, fieldwork, data analysis, and conclusions, as well as writing, utilizes aspects of
measurement, calculation, formulas, and numerical data certainty. According to Sugiyono
(2019), Quantitative research is a research method 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, and data analysis is quantitative/statistical
with the aim of testing predetermined hypotheses.

Sample population

According to Sugiyono (2019), population is a generalization area consisting of objects
or subjects that have certain qualities and characteristics determined by researchers to be
studied and then conclusions drawn. Based on this understanding, the population in this study
is all personnel of the Special Detachment 88 Anti-Terrorism Police of the Republic of
Indonesia (Densus 88 AT Polri) who are actively serving in 2025, amounting to 245 personnel.
In determining the sample of this study, the Slovin formula was used as many as 71.
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Method of collecting data

In this study, the author used quantitative research because the data obtained will be in
numerical form. These figures will be further analyzed in data analysis. This study consists of
three variables: education and career development as the independent variables and employee
performance improvement as the dependent variable.

Meanwhile, observation, namely data collection carried out by the author in the form of
direct observation of the object being studied, namely the influence of individual characteristics
and organizational commitment. together on personnel performance:

1. Questionnaire
The questionnaire was given to respondents to determine the influence of training and
career development together on improving the performance of personnel at the Special
Detachment 88 Anti-Terror of the Republic of Indonesia 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 on the variables of training and career development together to
improve personnel performance at the Special Detachment 88 Anti-Terrorism Unit of
the Republic of Indonesia Police 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).

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 rresuit IS > rtanle, then the item or variable is valid.
b) If the r value is negative and rresuit < rtable OF t result is negative > r table then the item or
variable is invalid.
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:
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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 (Y) 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.

“Y/Xl. X2, . 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 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."

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 “X2” 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:

K;=r* x100%

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

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:
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1) Ho is accepted if teount < ttavle.
2) HO iS rejected |f tcount > ttable.

b. Ftest
The F test statistic is used to determine simultaneously (multiple) the influence of
training and career development together on improving personnel performance at the
Special Detachment 88 Anti-Terrorism Police of the Republic of Indonesia , with the
test results being:
1) Ho is accepted if Feount < 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 Education (Xu),
Career development (X:), and personnel performance (Y) and is analyzed using parametric
statistics with the program SPSS Release 29.00 For Windows, to determine whether each
studied variable has a positive or negative influence on personnel performance. 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) 20,529 3,527 5,821 .000
Individual characteristics (X1) .160 .037 .387 4,334 .000
Organizational commitment (X2) 518 077 .598 6,703 .000

a. Dependent Variable: Personnel performance (Y)

To determine the value of the multiple linear regression equation as follows: Y =9 .715
+0.317.X1 + 0.473.X2, meaning It can be explained as follows:

1) Constant value a = 9.715 it can be interpreted that if the Education and Career
Development variables have a value of zero then Personnel Performance has a negative
value of 9.715.

2) Education regression coefficient by = 0.317 can be interpreted that if the Education value
increases by one, the Personnel Performance value will also increase by 0.317.

3) Career development regression coefficient b2 = 0.473 can be interpreted that if the Career
Development value increases by one, the Personnel Performance value will also increase
by 0.473.

b. Coefficient of Determination

Based on the calculations in the table below The relationship test was carried out for the
three variables, and based on the Model Summary table, the R Square (R?) value was 0.742.
This shows that 74.2% of Education (X1) and Career Development simultaneously influence
Personnel Performance (Y) while the remaining 25.8% is influenced by other factors not
examined in this study.
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c. Hypothesis Testing

1)

2)

t test

a) The influence of education (X1) on personnel performance (Y)
Based on the results of the t test, the calculated t value for Education (X1) is 4.858
while the t table value for n = 71 is 1.950. So 4.858 > 1.950, then Ho is rejected and
Ha is accepted, it can be stated that Education (X1) has a significant effect on
Personnel Performance (YY)

b) Influence Career development (X2) on personnel performance (YY)
Based on the results of the t-test in the coefficients table The calculated t value for
Career Development (X2) is 9.758 while the t table value for n = 71 of 1,950. So
9,758 > 1,950, then Ho is rejected and Ha is accepted, it can be stated that Career
Development (X2) has a significant effect on Personnel Performance ().

F test

Test ANOVA obtained a calculated F value of 97.976. While the F table (c.0.05) for n
= 71 was 3.312. So the calculated F > from the F table (c.0.05) or 97.976 > 3.312 with
a significant level of 0.000 because 0.000 < 0.05, it can be said that Education (X1) and
Career Development (X>) together have a positive effect on Personnel Performance (Y).

CONCLUSION

1.

There is an influence of Education on Personnel Performance , this can be seen from
the calculated t value for Education (X1) of 4.858 while the t table value for n = 71 is
1.950 . So 4.858 > 1.950, then Ho is rejected and Ha is accepted, it can be stated that
Education (X1) has a significant effect on Personnel Performance ().

There is an influence of career development on personnel performance, this can be
seen from The calculated t value for Career Development (X2) is 9.758 while the t
table value for n =71 of 1,950. S0 9,758 > 1,950, then Ho is rejected and Ha is accepted,
it can be stated that Career Development (X2) has a significant effect on Personnel
Performance (Y).

There is an influence of education and career development on personnel performance.
test ANOVA obtained a calculated F value of 97.976 While F table («0.05) forn =71
is 3.312. So F count > from F table («0.05) or 97.976 > 3.312 with a significant level
of 0.000 because 0.000 < 0.05 . It is said that Education (X1) and Career Development
(X2) together have a positive effect on Personnel Performance (). The R Square (R?)
value is 0.742. This shows that 74.2% of Education (X1) and Career Development
simultaneously have an effect on Personnel Performance (Y) while the remaining
25.8% is influenced by other factors not examined in this study.

REFERENCE

A. Abdullah, M. (2019). Manajemen dan Evaluasi Kinerja Karyawan. Yogyakarta: Aswaja
Pressindo.

Abidin, Fudin Zainal. 2013. Pengaruh Disiplin Terhadap Kinerja Karyawan Pada PT.
Rekatama Putra Gegana Bandung. Jurnal Ekonomi. Universitas Winaya Mukti Bandung.

Afiyanti, Yati dan Rachmawati, Imami Nur. 2014. Metodologi Penelitian Kualitatif

DalamRiset Keperawatan. Jakarta: PT Raja Grafindo Persada

Agustin, R. (2020). Pengaruh Pendidikan dan Pengembangan Karir terhadap Kinerja Pegawai
pada Kantor Imigrasi Kelas | Medan. Jurnal Administrasi Publik dan Birokrasi, 7(2), 87—
98.

Ali, A., Khan, M., & Gachunga, H. (2016). Effect of Career Development on Employee
Performance in Public Sector. International Journal of Business Administration, 7(4), 1—
12.

1086 | Page


https://dinastipub.org/DIJMS

https://dinastipub.org/DIIMS Vol. 7, No. 5, May 2026

Amjad Ali, dkk. 2016. The Impact of Motivation on the Employee Performance and Job
Satisfaction in IT Park (Software House) Sector of Peshawar, Pakistan. International
Journal of Academic Research in Business and Social Sciences. 2016, Vol. 6, No.
9.ISSN: 2222-6990.

Anugrah, D. (2021). Pengaruh Pengembangan Karir dan Kompetensi terhadap Kinerja
Pegawai Direktorat Reserse Narkoba Polda Jabar. Jurnal 1lmu Manajemen, 10(3), 211—
225.

Ardiyansyah, R. (2018). Pengaruh Pendidikan dan Pelatihan terhadap Kinerja Pegawai Negeri
Sipil di Lingkungan Kepolisian Daerah Sumatera Selatan. Jurnal Reformasi
Administrasi, 5(1), 55-67.

Arikunto, S. 2010. Prosedur Penelitian Suatu Pendekatan Praktik. Jakarta: Rineka Cipta.

Armstrong, M., & Baron, A. (2022). Performance Management: The New Realities. London:
Kogan Page.

Bandari, S. (2018). Manajemen Kinerja Pegawai: Konsep dan Implementasi. Jakarta: Mitra
Wacana Media.

Bangun, Wilson. 2012. Manajemen Sumber Daya Manusia, Jakarta: Erlangga.

Bernardin, H. J., & Russell, J. E. A. (2021). Human Resource Management: An Experiential
Approach. New York: McGraw-Hill Education.

Bhat, Z. H. (2013). Impact of Training on Employee Performance. International Journal of
Business and Management Invention, 2(4), 37-45.

Bianca, R., Nugroho, D., & Hartono, T. (2019). Career Development and Organizational
Performance. Jakarta: Prenada Media Group.

Bintoro, R., & Daryanto. (2018). Manajemen Sumber Daya Manusia (MSDM) dalam
Organisasi Modern. Yogyakarta: Gava Media.

Byars, L. L., & Rue, L. W. (2020). Human Resource Management. New York: McGraw-Hill.

Caruth, D. L., Caruth, G. D., & Pane, S. (2019). Developing Human Resources and Career
Management. New York: Routledge.

Cushway, B. (2016). Human Resource Management. Jakarta: Gramedia.

Dessler, G. (2019). Manajemen Sumber Daya Manusia. Jakarta: Indeks.

Dewi, F. A., & Rahmawati, S. (2020). Pengaruh Pendidikan dan Pengembangan Karir terhadap
Kinerja Pegawai di Badan Narkotika Nasional (BNN) Provinsi Lampung. Jurnal
Manajemen dan Organisasi, 9(2), 132-145.

Dubrin, A. J. (2013). Fundamentals of Organizational Behavior. Mason: South-Western
College Publishing.

Eko, Widodo Suparno. 2019. Manajemen Pengembangan Sumber Daya. Manusia.Y ogyakarta:
PUSTAKA PELAJAR.

Erlina, Sri Mulyani, 2019. Metodologi Penelitian Bisnis: Untuk Akuntansi dan Manajemen,
Cetakan Pertama. Medan: USU Press.

Faustyna, A., & Jumani, H. (2018). Pengaruh Pengembangan Karir dan Disiplin Kerja terhadap
Kinerja Karyawan pada PT Pelabuhan Indonesia | (Persero) Medan. Jurnal Ekonomi dan
Bisnis, 5(2), 23-34.

Fitriani, N., & Ahmad, T. (2019). Pengaruh Pendidikan dan Pengembangan Karir terhadap
Kinerja Karyawan pada PT Bank Negara Indonesia (Persero) Tbk Cabang Makassar.
Jurnal Ekonomi dan Bisnis, 4(1), 33-45.

Ghozali, Imam. 2005. Aplikasi Analisis Multivariate dengan SPSS. Semarang: Badan Penerbit
UNDIP.

Gian, F. K. (2017). Pengaruh Pengembangan Karir, Pengalaman Kerja dan Keterlibatan Kerja
terhadap Kinerja Karyawan PT Bank Rakyat Indonesia (Persero) Tbk Kantor Cabang
Manado. Jurnal Administrasi Bisnis, 50(4), 112-122.

Hafeez, U. (2018). Impact of Training and Career Development on Employee Performance:
Evidence from Pakistan. Journal of Human Resource Management, 3(6), 55-63.

1087 | Page


https://dinastipub.org/DIJMS

https://dinastipub.org/DIIMS Vol. 7, No. 5, May 2026

Hafeez, U. (2019). Impact of Training on Employee Performance. Business Management
Review, 6(2), 8-13.

Handoko, T. H. (2018). Manajemen Personalia dan Sumber Daya Manusia. Yogyakarta: BPFE.

Hartatik, 1. (2018). Manajemen Sumber Daya Manusia untuk Perusahaan. Jakarta: Mitra
Wacana Media.

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

Hasibuan, M. S. P. (2020). Manajemen: Dasar, Pengertian, dan Masalah. Jakarta: Bumi Aksara.

Indriantoro, Nur dan Bambang Supomo. 2002. Metodologi Penelitian Bisnis. Yogyakarta:
BPFE.

Irzal, M. (2017). Pengaruh Pendidikan dan Pengembangan terhadap Kinerja Karyawan. Jurnal
IlImu Administrasi Bisnis, 6(1), 45-58.

Iswandi, Andri. 2018. Pengaruh Pelatihan Terhadap Kinerja Sales Pt Agung Automall
Cabang Pangkalan Kerinci.

Jumawan dan Martin Tanjung Mora.2018. Pengaruh Pelatihan dan Pengembangan Karier
Terhadap Kinerja Karyawan Perusahaan Korporasi. Jurnal Riset Manajemen dan Bisnis
(JRMB) Fakultas Ekonomi UNIAT Vol.3.

Jumawan, M., & Martin, T. M. (2018). Pengaruh Pendidikan dan Pengembangan Karier
terhadap Kinerja Karyawan Perusahaan Korporasi. Jurnal Manajemen dan Bisnis, 3(2),
57-65.

Jumawan, M., & Martin, T. M. (2018). Pengaruh Pendidikan dan Pengembangan Karier
terhadap Kinerja Karyawan Perusahaan Korporasi. Jurnal Manajemen dan Bisnis, 3(2),
57-65.

Kaswan. (2019). Manajemen Sumber Daya Manusia untuk Keunggulan Bersaing Organisasi.
Bandung: Alfabeta.

Kaswan. (2022). Career Development: Strategi Pengembangan Karir dan Potensi SDM.
Bandung: Alfabeta.

Kuncoro, Mudrajad. 2007. Metode Riset Untuk Bisnis dan Ekonomi. Jakarta: Erlangga
Kusnadi, A. (2020). Pengaruh Pengembangan Karir terhadap Kinerja Pegawai di Kepolisian
Resor Bekasi Kota. Jurnal llmiah Kepolisian dan Keamanan Nasional, 4(1), 22-35.
Lamsiska, R. (2016). Pengaruh Pengembangan Karir dan Motivasi terhadap Kinerja Karyawan
pada Verena Multi Finance Tbk Cabang Pekanbaru. Jurnal Ekonomi dan Bisnis, 4(3),

18-29.

Lamsiska, R. (2016). Pengaruh Pengembangan Karir dan Motivasi terhadap Kinerja Karyawan
pada Verena Multi Finance Tbk Cabang Pekanbaru. Jurnal Ekonomi dan Bisnis, 4(3),
18-29.

Leonardo William Goni, Adolfina, Jacky Sumarauw. 2015. Pengaruh Pelatihan, Penempatan
Kerja, dan Kompensasi Terhadap Kinerja Karyawan Pada PT. Bank Sulutgo Kantor Pusat
Manado. Jurnal EMBA, Vol.3 No.4.

Mangkunegara, A. A. A. P. (2019). Manajemen Sumber Daya Manusia. Bandung: Remaja
Rosdakarya.

Mariani, D., & Gunawan, H. (2021). Pengaruh Pendidikan, Pengalaman, dan Pengembangan
Karir terhadap Kinerja Aparatur Sipil Negara di Polda Metro Jaya. Jurnal Administrasi
dan Manajemen Publik, 6(2), 44-59.

Marpaung, D. (2019). Kinerja Sumber Daya Manusia dalam Perspektif Modern. Medan:
Perdana Publishing.

Marpaung, Rio. 2013. Pengaruh Faktor Disiplin Kerja dan Pengawasan Kerja Terhadap
Produktivitas Kerja Karyawan (Pada PT. Perkebunan XYZ Pabrik Kelapa Sawit ABC
Desa Balai Jaya Bagan Sinembah Rokan Hilir - Riau. Jurnal Ekonomi VVolume 21, Nomor
1 Maret 2013.

Mathis, R. L., & Jackson, J. H. (2022). Human Resource Management. Boston: Cengage
Learning.

1088 | Page


https://dinastipub.org/DIJMS

https://dinastipub.org/DIIMS Vol. 7, No. 5, May 2026

Moeheriono. (2022). Pengukuran Kinerja Berbasis Kompetensi. Jakarta: RajaGrafindo
Persada.

Muhammad Akbar, Okky 2013. Pengaruh Pelatihan Terhadap Kinerja Karyawan PT Bank
Syariah Mandiri cabang Bintaro.

Narimawati, Umi. 2010. Metodologi Penelitian : Dasar Penyusun Penelitian. Ekonomi. Jakarta
: Genesis.

Nassazi, Aidah. 2013. Effects Of Training On Employee Performance . Evidence. From
Uganda. Tesis. Vaasan Ammattikorkeakoulu University Of Applied Sciences.

Nasution. 2010. Berbagai Pendekatan dalam Proses Belajar dan Mengajar. Jakarta: Bumi
Aksara.

Nitisemito, A. S. (2019). Manajemen Personalia: Manajemen Sumber Daya Manusia. Jakarta:
Ghalia Indonesia.

Nurhalimah, S. (2022). Pengaruh Pendidikan dan Pengembangan Karir terhadap Kinerja
Pegawai di Lingkungan TNI Angkatan Udara. Jurnal Pertahanan dan Bela Negara, 12(1),
103-118.

Prasetyo, R. (2020). Pengaruh Pengembangan Karir terhadap Kinerja Anggota Polri di
Direktorat Sabhara Polda Jawa Tengah. Jurnal Kepemimpinan dan Manajemen Aparatur,
3(2), 99-111.

Priansa, D. J. (2014). Perencanaan dan Pengembangan SDM. Bandung: Alfabeta.

Rachmawati, R. (2015). Manajemen Pelatihan dan Pengembangan SDM. Jakarta: Rajawali
Pers.

Rachmawati, R. (2018). Pengaruh Pendidikan dan Pelatihan terhadap Kinerja Pegawai pada
Dinas Perhubungan Kabupaten Gowa. Jurnal Manajemen Sumber Daya Aparatur, 4(1),
29-39.

Rachmawati, Rr. Watie. 2016. Pengaruh Pelatihan dan Motivasi Kerja Terhadap. Kinerja
Karyawan PT Bank BJB Kantor Cabang Suci Bandung, Volume. 9.

Riduwan. (2020). Metode dan Teknik Menyusun Tesis. Bandung: Alfabeta.

Riduwan. 2010. Skala Pengukuran Variabel-variabel Penelitian. Bandung: Alfabeta.

Rivai, V dan Sagala E.J. 2013. Manajemen Sumber Daya Manusia Untuk. Perusahaan Dari
Teori ke Praktik. Edisi Kedua. Cetakan Kelima. Yogyakarta: Pt. Raja Grafindo Persada.

Rivai, V., & Sagala, E. J. (2019). Manajemen Sumber Daya Manusia untuk Perusahaan dari
Teori ke Praktik. Jakarta: RajaGrafindo Persada.

Rowley, Chris. 2012. Manajemen Sumber Daya Manusia. Jakarta: Rajawali Pers.

Rozy, Munarko wijaya. 2009. Pengaruh komitmen organisasi dan Penilaian Kinerja Terhadap
Kepuasan kerja Pada Karyawan Bagian Bengkel PT. PAL Di Surabaya. Skripsi.
Surabaya: Sekolah Tinggi llmu Ekonomi PERBANAS.

Rudianto, D. (2021). Pengaruh Pengembangan Karir terhadap Kinerja Pegawai Ditreskrimum
Polda Riau. Jurnal Reformasi Kebijakan dan Manajemen Publik, 8(1), 55-66.

Saragih, A. (2019). Analisis Pengaruh Pendidikan dan Pengembangan Karir terhadap Kinerja
Pegawai pada Kepolisian Daerah Sumatera Utara. Jurnal Administrasi Negara, 7(3), 120—
134.

Sedarmayanti. (2021). Perencanaan dan Pengembangan SDM untuk Meningkatkan
Produktivitas. Bandung: Mandar Maju.

Sekaran, Uma. 2020. Research Methods For Business, Edisi 4, Buku 1, Jakarta: Salemba.
Empat.

Siagian, S. P. (2018). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara.

Sinambela, L. P. (2018). Manajemen Sumber Daya Manusia: Membangun Tim yang Efektif.
Jakarta: Bumi Aksara.

Sinambela, L. P. 2016. Manajemen Sumber Daya Manusia: Membangun Tim Kerja yang Solid
untuk Meningkatkan Kinerja. Jakarta: Bumi Aksara.

Sugiyono. (2018). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung: Alfabeta.

1089 | Page


https://dinastipub.org/DIJMS

https://dinastipub.org/DIIMS Vol. 7, No. 5, May 2026

Supriyadi, A. (2020). Pengaruh Pendidikan dan Pengembangan Karir terhadap Kinerja
Pegawai di Kepolisian Resor Karawang. Jurnal Manajemen dan Kebijakan Publik, 9(2),
77-88.

Sutrisno, E. (2021). Pendidikan dan Pengembangan SDM. Jakarta: Kencana Prenada Media
Group.

Tampubolon, H. (2019). Pengaruh Pengembangan Karir terhadap Kinerja Personel di Satuan
Brimob Polda Sumatera Utara. Jurnal Kepolisian Indonesia, 5(2), 44-58.

1090 | Page


https://dinastipub.org/DIJMS

