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Abstract. This this research aimed at analyze the influence of career 

development, employee retention, and training on employee performance at the 

Regional Disaster Management Agency (BPBD) of the Special Region of 

Yogyakarta. This study departs from the importance of improving the quality of 

human resources through targeted career development strategies, effective 

employee retention, and training relevant to work needs. A quantitative approach 

was used with a survey method by distributing questionnaires to all BPBD DIY 

employees. The collected data were analyzed using Partial Least Square (PLS) 

with the help of SmartPLS software version 4.1.1.6. The results showed that 

career development and employee retention had a positive and significant effect 

on employee performance, while training had a negative and insignificant effect. 

These findings indicate that a clear career path and organizational efforts to retain 

employees play a greater role in increasing productivity than training that is not 

yet on target. The originality of this study lies in the application of the AMO 

(Ability-Motivation-Opportunity) theory as a basis for integrating the three main 

variables in the context of regional public institutions, which has rarely been 

studied. The theoretical implications of these findings reinforce the validity of 

AMO theory in explaining the relationship between ability, motivation, and 

opportunity on employee performance. Practically, the results recommend the 

need for systematic career development program design, reward- and job 

security-based retention strategies, and reevaluation of training effectiveness to 

better align with job requirements and organizational development. 

Keywords: Career Development, Employee Retention, Training, Employee 

Performance. 

1 Introduction 

Current research in the field of human resources (HR) shows several important 

trends, particularly the rapid development of digital technology integration in training 

and development programs [1] . The changing times have disrupted the processes of 

recruitment management, performance evaluation, and planning[2] , and have also 

encouraged a shift from control-based management to empowerment in line with 

changes in job structures and workforce needs [3] .  Challenges in talent acquisition 

and retention, particularly in planning workforce needs, identifying new skills, 
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managing remote teams, and adapting to ongoing digital changes [4][5] . Along with 

these developments, HR research is gaining increasing attention, amid the dilemma 

between public interest and organizational confidentiality in sensitive research [6] . 

Humans play a dual role as protectors of research practices and potential obstacles to 

the rapid implementation of studies [7] . 

Career development is a continuous process to help employees achieve their 

professional goals. Recent research on career development shows a variety of important 

trends [8][9] . On the other hand, technology poses a major challenge in career 

development, especially for new workers, to encourage flexible vocational training and 

adaptive policies [10] . Factors that influence career paths include self-efficacy, future 

orientation, family and friend support, and socioeconomic status [11] . Other studies 

emphasize the role of skill development in retaining employees [12] . Current literature 

underscores the need for flexible and adaptive career development approaches. 

Employee retention is the ability of a company to retain quality employees. 

Recent research on employee retention shows that several key factors influence 

employees' decisions to stay with an organization, including compensation, 

organizational culture, job satisfaction, flexibility, and work-life balance [13][14] [15] 

.   Technological advances also play a role in an organization's ability to retain 

employees [13][16] . 

Training is one way to improve employee skills and knowledge. In recent 

developments regarding training, research shows that personalized training methods 

can increase employee effectiveness and interest in participating in skills development 

programs [17] . This research is in line with findings that training contributes to 

workforce productivity[18] .  

Research shows that HR practices can positively influence employee retention 

[19] . Bridging this gap through a collaborative model can increase engagement in 

training and career development [20] . Research highlights the need for tailored 

approaches that take generational shifts into account, such as Millennials' focus on 

work-life balance and Gen Z's emphasis on career growth [21] . 

The Yogyakarta Special Region Disaster Management Agency (BPBD) is a 

non-departmental government agency engaged in regional disaster management. The 

Yogyakarta Special Region BPBD has several departments, namely the Department of 

Prevention, Preparedness, Rehabilitation, and Reconstruction ( ); the Department of 

Emergency Management; the Department of Logistics and Equipment; and the 

Department of Firefighting and Rescue. The Yogyakarta Special Region BPBD has 

implemented career advancement by conducting training to improve employee 

performance. However, in practice, several problems are still found, such as a lack of 

skills among employees in certain fields and a lack of encouragement to develop 

careers.  

Thus, career development, employee retention, and training are important and 

interrelated elements in supporting employee performance improvement. Career 

development provides opportunities for employees to improve their skills and career 

paths, employee retention is related to the company's efforts to retain quality workers, 

while training plays an important role in improving employee competence so that they 

are able to face the dynamics of the world of work. 
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2       Literature Review 

2.1  AMO (Ability-Motivation-Opportunity) Theory 

The theory used in this study is the AMO (Ability-Motivation-Opportunity) 

theory [22] . The AMO theory is an established HRM framework for explaining 

performance as a result of ability, motivation, and opportunity facilitated by 

complementary HR practices. Training variables increase ability through technical 

competency development and continuous learning. The career development variable 

strengthens motivation through career advancement, performance rewards, and clarity 

of prospects, thereby increasing willingness and ability. The employee retention 

variable is related to opportunity through high-involvement practices such as 

participation, voice, autonomy, and job security, which provide space to apply 

competencies. Performance improves when all three dimensions of AMO are present 

and aligned in HR practices.  

2.2 Career Development 

Career development is a series of efforts to improve skills from the start of 

employment until the end of the term of office[23] . According to[24] , career 

development is an HR management activity with the aim of improving and increasing 

performance effectiveness. According to research conducted[25] , career development 

provided to employees will improve employee performance. Similarly, research 

conducted [26] shows that career development is positively related to employee 

performance. Other research also shows that career development has a positive effect 

on performance [27] . However, research [28] shows that career development has a 

negative effect on employee performance.  

H1: Career development has a positive and significant effect on employee 

performance 

2. 3. Employee Retention 

According to[29] , employee retention is the desire of employees to remain in a 

company. Employee retention refers to the efforts of an organization to retain 

competent and committed workers in the long term [30][31] . According to research 

conducted by [32] , employee retention has a positive effect on employee performance. 

Similarly, research conducted by [33] shows that employee retention has a positive 

effect on performance. However, other studies indicate that employee retention has a 

negative effect on employee performance, such as research conducted by [34] . 

H2: Employee retention has a positive and significant effect on employee performance 

2.4         Training 

Training is an activity to acquire, improve, and develop potential to produce 

employees with specific skills and competencies [35][36] [37] . According to research 

from [38] , it shows that job training has a positive effect on employee performance. In 
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addition, research by [39] shows that training has a positive effect on employee 

performance. However, research by [40] states that training has a negative effect on 

employee performance.  

H3: Training has a positive and significant effect on employee performance. 

2.5      Performance 

In general, performance is the achievement or work results that can be achieved 

by an individual or group in carrying out the tasks and responsibilities assigned to them 

to achieve certain objectives. According to [41] , performance is the work results 

achieved by individuals in accordance with their roles and duties, which are linked to a 

specific measurement value of the company where the individuals work. Performance 

is defined as the ability, skills, and effort in a particular situation [42] . This definition 

of performance refers to the ability of a worker to fulfill their obligations in terms of 

both the quality of the work they do and the quantity they produce [43] . 
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Figure 1. Conceptual Framework 

3  Methodology 

The population in this study involved all 143 employees of BPBD DIY. The 

sampling technique used was non-probability sampling, specifically convenience 

sampling. Primary data was collected through questionnaires with a 100% response rate 

and guaranteed anonymity. The data was tested for validity and reliability, then 

analyzed descriptively and inferentially using Partial Least Square (PLS) with the help 

of SmartPLS software. The validity and reliability tests conducted included convergent 

validity (correlation >0.50), discriminant validity (AVE >0.50), and composite 

reliability (>0.70). The model was evaluated using the SRMR, d_ULS, d_G, Chi-

Square, NFI, and RMS criteria, followed by hypothesis testing. The instruments used 

can be seen in Table 1 below: 



 

 

I study company policies related to promotion. 

I observe organizational changes that may affect my 

career development. 

 Employee Retention 

Appreciation I feel my work receives proper support and recognition. 

The company gives fair rewards based on performance. 
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Table 1. Statistical Instruments 

 Career Development 

Self-Seeking I take the initiative to ask about career development 

opportunities.  

I independently seek training or programs that support my 

Competence 

career. 

The company encourages me to improve my skills 

Enhancement through development programs. 

I feel my skills improve with work experience. 

Context Exploration 

Role Matching My current job matches my skills and expertise. 

I am placed in a work field that aligns with my educational 

background. 

Organizational The organizational structure helps me understand my 

Components duties and responsibilities. 

Recognition and rewards motivate me to stay in the 

company. 

Career Opportunities The company provides opportunities for career 

development. 

growth. 

Training and development programs support my career 

Task I clearly understand my job responsibilities. 

My job provides challenges that motivate me to grow. 

Work Plan The company has a clear and directed work plan for all 

employees. 

The work plan helps me prioritize tasks. 

 Training 

Participant I feel enthusiastic about attending every training program. 

The training provided matches my job needs. 

Instructor The instructor explains the material in an understandable 

way. 

The instructor uses engaging and interactive teaching 

methods. 

Material The training material suits my job needs. 



 

 

 

The training schedule is clear and well-organized. 

The duration matches the material to be delivered. 

Performance 

Work Quality I always strive to produce high-quality work. 
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Location 

The material is easy to understand and apply. 

The training venue has adequate facilities. 

The location enhances comfort and motivation to

participate. 

Environment The training environment supports a focused learning

atmosphere. 

The training atmosphere motivates me to participate fully.

Time 

 

I pay attention to every detail to ensure optimal results. 

Punctuality I complete tasks within the given deadlines. 

I adjust work priorities to meet time targets. 

Initiative I propose new ideas to improve work quality. 

I show eagerness to learn new things for job improvement.

Ability I have sufficient skills to perform my job. 

I clearly understand company procedures and standards. 

Communication I can clearly convey work-related information to

colleagues. 

I find it easy to communicate with colleagues across

departments. 

4.  Results & Discussion 

4.1 Respondent Characteristics 

This study mainly involved men, who made up 60% of the sample. Most of them 

were between 20 and 40 years old and held bachelor's degrees. Table 2 shows the 

characteristics of the respondents involved in this study. 

TablTable 2. Characteristics of Respondents 

 Total Percentage 

Gender   

Male 27 60 

Felmalel 18 40 

Employment Status   

Permanent Officer 19 42 

Temporary Officer 26 58 
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 Total Percentage 

Marital Status    

Marriage 24 53 

Unmarriage 18 40 

Widow/Widower  3 7 

Agel (Old Yelars)   

20-40 Years 38 84 

41-60 Years 7 16 

>60 Years 0 0 

Education   

Elementary School 0 0 

Junior School 0 0 

High School/Vocational 3 7 

School 

Diploma 2 4 

Bachelor 36 80 

Postgraduate 4 9 

Doctoral  0 0 
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4.2 Convergent Validity 

 
 

 

Figure 2. SmartPLS Structural Model 

Figure 2 shows the results of indicator testing. An indicator has good convergent validity 

if the factor loading is > 0.6. Table 3 displays the tabulated findings.  

Table 3. Convergent Validity Test Results 

PR TR CD ER 
Instrument 

Y X3 X1 X2 
Key 

PR1 0.777    Valid 

PR10 0.843   Valid  

PR2 0.904   Valid  

PR3 0.796   Valid  

PR5 0.844   Valid  

PR6 0.882   Valid  

PR7 0.643   Valid  

PR8 0.902   Valid  

PR9 0.778   Valid  
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TR1  0.629   Valid 

TR10  0.770   Valid 

TR11  0.730   Valid 

TR12  0.647   Valid 

TR2  0.804   Valid 

TR3  0.872   Valid 

TR4  0.806   Valid 

TR5  0.655   Valid 

TR6  0.809   Valid 

TR7  0.845   Valid 

TR8  0.765   Valid 

CD1   0.605  Valid 

CD3   0.677  Valid 

CD4   0.812  Valid 

CD5   0.798  Valid 

CD6   0.673  Valid 

CD7   0.841  Valid 

ER1    0.856 Valid 

ER2    0.868 Valid 

ER3    0.941 Valid 

ER4    0.919 Valid 

ER5    0.909 Valid 

ER6    0.757 Valid 

ER7    0.692 Valid 

ER8    0.725 Valid 

ER9    0.837 Valid 

Note: CD = Career Development; ER = Employee Retention; TR = Training; PR = Performance 

All indicator loadings have a loading factor value >0.6. Thus, it can be concluded that most 

indicators have good convergent validity.  

4.3 Discriminant Validity 

An indicator is considered valid if its relationship with the construct is higher than 

with other constructs. Table 4 shows the findings of discriminant validity. 

Table 4. Discriminant Validity Telst Results 

Instrument PR TR CD ER Key 

Y X3 X1 X2 

PR1 0.777 0.435 0.559 0.505 Valid 

PR10 0.843 0.215 0.345 0.492 Valid 

PR2 0.904 0.417 0.512 0.640 Valid 

PR3 0.796 0.067 0.034 0.389 Valid 

PR5 0.844 0.311 0.570 0.572 Valid 

PR6 0.882 0.318 0.433 0.472 Valid 

PR7 0.643 0.368 0.469 0.578 Valid 

PR8 0.902 0.388 0.450 0.572 Valid 

PR9 0.778 0.198 0.292 0.544 Valid 

TR1 0.180 0.629 0.335 0.290 Invalid 

TR10 0.215 0.770 0.428 0.435 Valid 

TR11 0.468 0.730 0.303 0.617 Valid 
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TR12 0.241 0.647 0.331 0.484 Valid 

TR2 0.195 0.804 0.224 0.446 Valid 

TR3 0.245 0.872 0.373 0.542 Valid 

TR4 0.297 0.806 0.234 0.491 Valid 

TR5 0.235 0.655 0.265 0.437 Valid 

TR6 0.302 0.809 0.435 0.629 Valid 

TR7 0.326 0.845 0.439 0.669 Valid 

TR8 0.298 0.765 0.512 0.456 Valid 

CD1 0.318 0.123 0.605 -0.002 Valid 

CD3 0.431 0.636 0.677 0.684 Valid 

CD4 0.431 0.363 0.812 0.541 Valid 

CD5 0.334 0.303 0.798 0.178 Valid 

CD6 0.411 0.084 0.673 0.096 Valid 

CD7 0.359 0.496 0.841 0.386 Valid 

ER1 0.644 0.539 0.380 0.856 Valid 

ER2 0.573 0.565 0.380 0.868 Valid 

ER3 0.666 0.588 0.539 0.941 Valid 

ER4 0.595 0.553 0.443 0.919 Valid 

ER5 0.617 0.621 0.471 0.909 Valid 

ER6 0.441 0.634 0.453 0.757 Valid 

ER7 0.417 0.475 0.191 0.692 Valid 

ER8 0.350 0.650 0.147 0.725 Valid 

ER9 0.547 0.610 0.307 0.837 Valid 

Note: CD = Career Development; ER = Employee Retention; TR = Training; PR = Performance 

The results of the discriminant validity tests show valid figures because the correlation 

between the items and the same indicators is more significant than the correlation with others. Therefore, it 

can be stated with confidence that this data shows discriminant validity. 

4.4 Construct Reliability 

Construct reliability is considered strong, as indicated by factor loadings greater 

than 0.70 and an average extracted variance exceeding 0.50, as shown in Table 5 

Table 5. Construct Reliability Test Results 

Variable Average Variance Extracted (AVE) Description 

Performance 0.676 Reliabel 

Training 0.580 Reliabel 

Career Development 0.547 Reliabel 

Employee Retention 0.702 Reliabel 

This analysis confirms that all variabels meet the reliability criteria. This is 

indicated by the average extracted variance value (AVE) exceeding 0.50, ensuring the 

validity and reliability of the measurement model. 

4.5 Model Fit 

Model fit testing evaluates the SmartPLS estimation output against the criteria 

outlined in Table 6. 
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Table 6. Model Fit Test Results 

 Saturated model Note 

SRMR 0.139 Non-Fit 

d_ULS 12.097 Fit 

GoF 0.571  Fit 

Table 7 shows that the SRMR, d_ULS, and GoF of the model are considered fit. 

There is one model that is not fit. However, based on one of the goodness-of-fit indicators, the 

current model is suitable for testing the hypotheses.  

4.6 Hypothesis Testing 

Only the results of valid and reliable instrument tests are used in hypothesis testing. The 

hypothesis testing results of this study show that all hypotheses are accepted, as shown in   

Table 7. 

Table 7. Hypothesis Testing Results 

 
Original 

sample (O) 
T statistics P values Note 

Career Development -> 

Performance 
0.326 2.124 0.034 Proven 

Employee Retention -> 

Performance 
0.657 3,700 0.000 Proven 

Training -> 

Performance 
-0.215 1.319 0.187 Unproven 

Based on the results of the Bootstrapping Significance Test of the Correlation 

Coefficient, it can be concluded that only two hypotheses were proven with p-values 

below 0.05. Meanwhile, for the training hypothesis, the p-value was above 0.05.  

4.7 The Impact of Career Development on Employee Performance 

The test results show that the career development variable has a positive and 

significant effect on the employee performance variable with a t-value of 2.124 and a 

p-value of 0.034. These test results are in line with studies [24] and [25], which prove 

that career development plays an important role in increasing employee productivity. 

Employees who have clear career plans tend to work more effectively because they feel 

valued and have a definite direction for achievement. 

4.8 The Effect of Employee Retention on Employee Performance 

The test results show that the employee retention variable has a positive and 

significant effect on employee performance with a t-value of 3.700 and a p-value of 

0.000. These results are in line with studies [31] and [32], which state that effective 
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retention will increase commitment, reduce turnover, and create a productive work 

environment. This means that the stronger the organization's efforts to retain 

employees, the higher the performance will be. 

4.9 The Effect of Training on Employee Performance 

The analysis results show that the training variable has a negative and 

insignificant effect on employee performance with a t-value of 1.319 and a p-value of 

0.187. This means that the training programs that have been carried out have not had a 

direct impact on improving performance. This study is in line with research [39] which 

states that training has a negative effect on employee performance. 

5 Conclusion 

Based on statistical test results, career development and employee retention 

were proven to have a positive and significant effect on the performance of BPBD 

employees in the Special Region of Yogyakarta, with employee retention as the most 

dominant variable, while training had no significant effect in part, but simultaneously 

the three variables were able to explain 52.1% of the variation in employee 

performance. The implications of this study indicate that improving employee 

performance does not only depend on technical abilities, but also on the clarity of career 

development and the organization's success in maintaining employee loyalty and 

commitment, in line with AMO theory. This study has limitations in terms of the 

relatively small sample size, the use of questionnaire-based perception data, a cross-

sectional approach, and a limited scope of variables, so the results cannot be generalized 

broadly. Therefore, BPBD DIY is advised to strengthen transparent career development 

policies, improve retention strategies through rewards and job security, and reevaluate 

the effectiveness of training to be more needs-based and field-practice oriented. 

Meanwhile, further research is recommended to include additional variables such as 

motivation, job satisfaction, leadership, or transfer of training, use a longitudinal 

design, and expand the scope and number of respondents to obtain more comprehensive 

and in-depth results. 

References 

[1 N. Fauziah and H. K. Tjahjono, ‘Mapping the Trends of Human Resource Training: A 

Bibliometric Analysis’, International Research Journal of Multidisciplinary Scope, vol. 

5, no. 4, pp. 131–146, 2024, doi: 10.47857/irjms.2024.05i04.01246. 

] 

[2 F. Vapiwala and D. Pandita, ‘Streamlining Talent Management for Modern Business 

Through Artificial Intelligence’, presented at the 2024 ASU International Conference in 

Emerging Technologies for Sustainability and Intelligent Systems, ICETSIS 2024, 2024, 

pp. 619–623. doi: 10.1109/ICETSIS61505.2024.10459450. 

] 

[3 J. Zhao, Y. Chang, L. Wu, and J. Cheng, ‘The Impact of the Application of Digital 

Technology on Human Resource Management’, presented at the Proceedings - 2021 

International Conference on E-Commerce and E-Management, ICECEM 2021, 2021, 

pp. 397–400. doi: 10.1109/ICECEM54757.2021.00084. 

] 



[4 R. E. Ployhart and M. A. Morris, ‘Workforce Planning’, in Becoming a Talent Magnet: 

Lessons from the Field on Attracting and Recruiting Great People, 2024, pp. 1–31. doi: 

10.1093/oso/9780190938512.003.0001. 

] 

[5 G. V. Shruti Lakshmi, M. Dutta, and P. Kumar, ‘RESHAPING TALENT 

MANAGEMENT STRATEGIES USING TECHNOLOGY IN WORKPLACE TO 

PROVIDE BETTER EMPLOYEE EXPERIENCE’, in Advanced Series in Management, 

vol. 34A, 2024, pp. 139–152. doi: 10.1108/S1877-63612024000034A012. 

] 

[6 S. L. T. McGregor, ‘Ethical Considerations in Research about Organizations: 

Compendium of Strategies’, Ethics in Progress, vol. 14, no. 2, pp. 4–23, 2023, doi: 

10.14746/eip.2023.2.1. 

] 

[7 M. A. Martin, B. M. Smyth, and M. Downing, ‘HUMAN RESEARCH ETHICS AND 

INTEGRITY: A Tale of Respect, Merit, Justice, and Beneficence’, in The Routledge 

Handbook of Human Research Ethics and Integrity in Australia, 2024, pp. 3–13. doi: 

10.4324/9781003319733-2. 

] 

[8 A. Varma, S. Kumar, R. Sureka, and W. M. Lim, ‘What do we know about career and 

development? Insights from Career Development International at age 25’, Career 

Development International, vol. 27, no. 1, pp. 113–134, 2022, doi: 10.1108/CDI-08-

2021-0210. 

] 

[9 K. Mehlhouse, K. B. Johnsen, and B. T. Erford, ‘A Meta-Study of the Journal of Career 

Development: An Analysis of Publication Characteristics from 2000 to 2019’, Journal 

of Career Development, vol. 50, no. 3, pp. 534–546, 2023, doi: 

10.1177/08948453221112110. 

] 

[10 W. Luwei and M. Huimin, ‘From jobs to careers: drivers and barriers to career 

development in emerging labor markets’, Frontiers in Sociology, vol. 9, 2024, doi: 

10.3389/fsoc.2024.1486871. 

] 

[11 I. Šverko and T. Babarović, ‘Protective and risk factors in career development and 

possible interventions in the school context’, Psihologijske Teme, vol. 29, no. 2, pp. 

357–377, 2020, doi: 10.31820/pt.29.2.8. 

] 

[12 M. Backman, H. Nilsson, and Ö. Öner, ‘Career trajectories in retail and wholesale –

turnover, retention, and labor status’, International Review of Retail, Distribution and 

Consumer Research, 2024, doi: 10.1080/09593969.2024.2411201. 

] 

[13 K. Alshehhi, S. B. Zawbaa, A. A. Abonamah, and M. U. Tariq, ‘EMPLOYEE 

RETENTION PREDICTION IN CORPORATE ORGANIZATIONS USING 

MACHINE LEARNING METHODS’, Academy of Entrepreneurship Journal, vol. 27, 

no. SpecialIssue 2, pp. 1–23, 2021. 

] 

[14 T. S. Gupte, ‘A study on employee retention strategies adopted by ICICI bank’, 

International Journal of Scientific and Technology Research, vol. 9, no. 4, pp. 3373–

3382, 2020. 

] 

[15 C. J. Swamy, P. Nagesh, and T. S. Nanjundeswaraswamy, ‘Factors effects on employee 

retention in manufacturing firms’, International Journal of Engineering and Advanced 

Technology, vol. 9, no. 1, pp. 4667–4672, 2019, doi: 10.35940/ijeat.A1657.109119. 

] 

[16 S. Alam, ‘The Impact of Modern Technologies and HR Practices on Employee 

Retention: A Study on Apparel Firms in India’, presented at the Proceedings - 2023 

International Conference on Advanced Computing and Communication Technologies, 

ICACCTech 2023, 2023, pp. 335–340. doi: 10.1109/ICACCTech61146.2023.00061. 

] 

[17 N. Sivathanu and R. Radhika, ‘A CONCEPTUAL STUDY TO IDENTIFY THE 

PROBLEMS & CHALLENGES IN CURRENT TRAINING SYSTEMS IN IT 

INDUSTRIES’, International Journal of Professional Business Review, vol. 8, no. 4, 

2023, doi: 10.26668/businessreview/2023.v8i4.1380. 

] 

[18 M. Morikawa, ‘Employer-provided training and productivity: Evidence from a panel of 

Japanese Firms’, Journal of the Japanese and International Economies, vol. 61, 2021, 

doi: 10.1016/j.jjie.2021.101150. 

] 

496             S. S. A. C. Alam and T. Suparyanto



The Influence of Career Development,

[19 M. Judeh and J. Khader, ‘Green Training and Development and Job Delight as 

Determinants of Green Employee Behavior and Employee Retention: An Empirical 

Study on Hotels and Tourism Corporations’, IJSDP, vol. 18, no. 1, pp. 221–228, Jan. 

2023, doi: 10.18280/ijsdp.180123. 

] 

[20 S. Subramanian, J. A. Hutchins, and N. Lundsteen, ‘Bridging the gap: increasing 

collaboration between research mentors and career development educators for PhD and 

postdoctoral training success’, MBoC, vol. 33, no. 2, p. pe1, Feb. 2022, doi: 

10.1091/mbc.E21-07-0350. 

] 

[21 Dr. R. Z. Masood, ‘Strategies for employee retention in high turnover sectors: An 

empirical investigation’, Int. J. Res. Hum. Resour. Manage., vol. 6, no. 1, pp. 33–41, 

Jan. 2024, doi: 10.33545/26633213.2024.v6.i1a.167. 

] 

[22 A. Bos‐Nehles, K. Townsend, K. Cafferkey, and J. Trullen, ‘Examining the Ability, 

Motivation and Opportunity (AMO) framework in HRM research: Conceptualization, 

measurement and interactions’, Int J Management Reviews, vol. 25, no. 4, pp. 725–739, 

Oct. 2023, doi: 10.1111/ijmr.12332. 

] 

[23 Helen Novita Sari, Nur Rahmania, and Mochammad Isa Anshori, ‘Pengembangan Karir 

Dalam Era Ambiguitas’, jubima, vol. 1, no. 4, pp. 25–46, Oct. 2023, doi: 

10.55606/jubima.v1i4.2184. 

] 

[24 R. Pradana Lutfiyanto, N. Huda, and H. Hulmansyah, ‘Pengaruh Pengembangan Karir 

dan Gaya Kepemimpinan Terhadap Kinerja Guru dengan Organizational Citizenhsip 

Behavior sebagai variabel mediasi (Study Pada Guru Sekolah Menengah Kejuruan)’, 

j.econom.buss.asea, vol. 5, no. 2, Dec. 2020, doi: 10.33476/j.e.b.a.v5i2.1658. 

] 

[25 D. Natalia and A. Juanda, ‘Pengaruh Pelatihan Kerja, Pengembangan Karir dan 

Kompetensi terhadap Kinerja Karyawan pada PT Altra Raya’, vol. 4, 2024. 

] 

[26 Alfina Salsabila and Ratnawaty Marginingsih, ‘Pengaruh Pelatihan dan Pengembangan 

Karir Terhadap Kinerja Karyawan Pada PT Multicentral Aryaguna’, Lokawati, vol. 2, 

no. 4, pp. 293–305, July 2024, doi: 10.61132/lokawati.v2i4.1053. 

] 

[27 W. G. Budiono, N. N. Suryani, and N. W. E. Mitariani, ‘Pengaruh Pelatihan, 

Pengembangan Karir Dan Efikasi Diri Terhadap Kinerja Karyawan Pada CV. Mitra 

Pemenang Denpasar’, vol. 25, no. 1, 2024. 

] 

[28 I. Yuliana and K. Kusdiyanto, ‘Pengaruh Pengembangan Karir, Stres Kerja, dan 

Motivasi Kerja terhadap Kinerja Karyawan (Studi Kasus pada Rumah Sakit di Kota 

Salatiga)’, value, vol. 4, no. 2, pp. 220–236, Feb. 2024, doi: 10.36490/value.v4i2.1032. 

] 

[29 Gemvi Novran D. Bili, Aleksius Bili, Marliana Mawo Wudi, and Elvivardi Marningsi 

Malo, ‘Analisis Faktor-Faktor Yang Mempengaruhi Retensi Karyawan: (Studi Kasus 

Universitas Stella Maris Sumba)’, Venus, vol. 2, no. 3, pp. 231–237, June 2024, doi: 

10.61132/venus.v2i3.350. 

] 

[30 M. Sitinjak and R. B. Esthi, ‘PENGARUH KOMPENSASI TERHADAP RETENSI 

KARYAWAN MELALUI MEDIASI KOMITMEN ORGANISASIONAL DI PT. 

MATAHARI GRAHA FANTASI (The Effect of Compensation on Employee Retention 

Through Organizational Commitment Mediation at PT. Matahari Graha Fantasi)’, 2025. 

] 

[31 Elfida Hasna Azizah, Mohamad Sodikin, and Yani Susetyo, ‘Meningkatkan Retensi 

Karyawan melalui Penyelarasan Visi dan Dukungan Organisasi: Bukti dari Pondok 

Tahfidz di Indonesia’, E-logis, vol. 7, no. 1, pp. 1–12, July 2025, doi: 10.70375/e-

logis.v7i1.135. 

] 

[32 K. N. S. Dewi and D. P. Diwanti, ‘Pengaruh Komitmen Organisasi, Retensi Karyawan, 

Dan Gaya Kepemimpinan Terhadap Kinerja Karyawan Melalui Turnover Intention 

Sebagai Variabel Intervening Pada Karyawan BMT Bina Ihsanul Fikri’, vol. 1, 2024. 

] 

[33 Surya, Sriati, and Nadjib, ‘Pengaruh Manajemen Talenta terhadap Kinerja Pegawai 

dengan Retensi Sebagai Variabel Intervening di Direktorat Jenderal Perbendaharaan’, 

JMP, vol. 5, no. 1, pp. 78–100, June 2024, doi: 10.33105/jmp.v5i1.485. 

] 

 Employee Retention, and …             497



 

[34 R. Yuanita Toendan, ‘Pengaruh Retensi Pegawai dan Lingkungan Kerja Terhadap 

Kinerja Pegawai Kecamatan Jekan Raya, Palangka Raya’, j. manaj. sains dan organ., 

vol. 3, no. 3, Dec. 2022, doi: 10.52300/jmso.v3i3.8384. 

] 

[35 S. Suryani, I. Rindaningsih, and Hidayatulloh, ‘PELATIHAN DAN 

PENGEMBANGAN SUMBER DAYA MANUSIA’, PERISAI, vol. 2, no. 3, pp. 363–

370, Oct. 2023, doi: 10.32672/perisai.v2i3.154. 

] 

[36 I. Setiawan, M. Ekhsan, and R. D. Parashakti, ‘PENGARUH PELATIHAN 

TERHADAP KINERJA KARYAWAN YANG DI MEDIASI KEPUASAN KERJA’, 

JPMK, vol. 1, no. 2, pp. 186–195, June 2021, doi: 10.59832/jpmk.v1i2.32. 

] 

[37 Hartomo and Luturlean, ‘Pengaruh Pelatihan Terhadap Kinerja Karyawan Kantor Pusat 

PT. Pos Indonesia  (Persero) Bandung’, 2020. 

] 

[38 N. Wamnebo and Ridlwan Muttaqin, ‘Pengaruh Kompetensi , Pelatihan Kerja dan 

Kepuasan Kerja Terhadap Kinerja Pegawai Pada PT Mitra Global Prima Di Kota 

Cimahi’, jemsi, vol. 9, no. 6, pp. 2880–2889, Dec. 2023, doi: 10.35870/jemsi.v9i6.1742. 

] 

[39 M. Rahmah et al., ‘PENGARUH PENDIDIKAN DAN PELATIHAN TERHADAP 

KINERJA KARYAWAN’, ED, vol. 11, no. 2, pp. 1–7, Apr. 2023, doi: 

10.37081/ed.v11i2.4326. 

] 

[40 M. A. Winarno, ‘PENGARUH PELATIHAN, KEPEMIMPINAN DAN MOTIVASI 

TERHADAP KINERJA KARYAWAN MELALUI KEPUASAN KERJA 

KARYAWAN LAZ PERSADA JATIM’, jmb, vol. 7, no. 1, pp. 46–58, Nov. 2023, doi: 

10.37504/jmb.v7i1.558. 

] 

[41 M. Sutoro, ‘PENGARUH PENGEMBANGAN KARIR TERHADAP KINERJA 

KARYAWAN PADA PT. BCA FINANCE JAKARTA’, 2020. 

] 

[42 Augustine, Sunaryo, and Firmansyah, ‘PENGARUH KEPUASAN KERJA 

TERHADAP KINERJA KARYAWAN’, 2022. 

] 

[43 K. Indrianna Meutia et al., ‘PENGARUH USIA KARYAWAN DAN ABSENSI 

KARYAWAN TERHADAP KINERJA KARYAWAN’, JEMSI, vol. 3, no. 6, pp. 674–

681, July 2022, doi: 10.31933/jemsi.v3i6.1110. 

] 

498             S. S. A. C. Alam and T. Suparyanto

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.
        The images or other third party material in this chapter are included in the chapter's
Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.

http://creativecommons.org/licenses/by-nc/4.0/

	The Influence of Career Development, Employee Retentıon, and Traınıng on Employee Performance



