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ABSTRACT 

The This research aims to determine and attempt to analyze the influence 

of competency and work placement on employee development with work 

motivation as an intervening variable at PT. Rajawali Nusindo Padang 

Branch. This research is a Structural Equation Modeling (SEM) model 

with the SmartPLS 3.0 analysis tool. The population and sample of this 

research are employees of PT. Rajawali Nusindo Padang Branch. The 

research results found that there is an influence between competency and 

work motivation. There is no influence between Job Placement and Work 

Motivation. There is no influence between Competency on Employee 

Development. There is no influence between Job Placement and 

Employee Development. There is an influence between Work 

Motivation on Employee Development. Work Motivation mediates 

Competence on Employee Development. Work Motivation does not 

mediate Job Placement on Employee Development. 
 

 

INTRODUCTION  

Every organization in the company has goals and 

hopes for success. To achieve these goals, 

organizations need a structure that involves 

individuals who are active in achieving company 

goals. Employees who underperform can hinder the 

achievement of company targets due to a lack of 

maximum effort in their work, thus affecting the 

company's development. According to (Erlin, 2018) 

employee development is often defined as efforts to 

improve skills and general knowledge for employees 

so that the implementation of achieving goals is 

more efficient. Employee development can be 

influenced by several factors, one of which is 

competence. Where according to (Martono et al, 

2019) competency is the ability to carry out work 

that is based on skills and knowledge and supported 

by the work attitude required by the job. Apart from 

competency, employee development is also 

influenced by work placement. Where according to 

(Bustam et al., 2018) work placement is a series of 

steps or activities carried out to determine whether 

or not an employee is appropriate to be placed in a 

certain position in a job within the company in order 

to obtain optimal work performance from each 

employee. Apart from work placement, work 

motivation is also a factor that influences employee 

development. Where according to (Nafi' Atqiya 

2019) work motivation is the key to a successful 

organization to maintain continuity of work in the 

organization with strong methods and assistance to 

survive. PT Rajawali Nusantara Indonesia (Rajawali 

Nusindo) is one of the oldest companies in 

Indonesia, founded as Kian Gwan Company Limited 

NV on 22 July 1955 under the Oie Tiong Ham 

Concern. The articles of association have undergone 

several changes, including changing the name to PT. 

Rajawali Nusindo on May 29 1995. The following 

is target and realization data at PT. Rajawali 

Nusindo Padang Branch in 2022: 

 

Table 1. Targets and Realization at PT. Rajawali 

Nusindo Padang Branch in 2022 

No Target Work 

target 

Work 

Realization 

1 Handling PT 

production 

problems. 

79.04% 75.25% 



Journal Of Management Analytical and Solution (JoMAS)-Vol. 3 No. 1 (2023) 1-7 

 

 

 7 

DOI: doi.org/10.32734/jomas.v4i1. 15664 

Rajawali Nusindo 

increases 

2 Positive 

professional 

impact of work 

80.57% 72.35% 

3 Develop 

capabilities and 

competencies to 

improve the 

quality and 

productivity of 

human resources 

85.46% 68.34% 

4 Strengthening 

business 

synergies in 

facing global 

markets 

78.54% 65.67% 

Source: PT. Rajawali Nusindo Padang Branch 

 

Based on the table above, it can be seen that the work 

targets achieved by PT. Rajawali Nusindo Padang 

Branch is not yet optimal. Some targets were not 

achieved as set, such as the index for handling 

production problems, the target was 75.25 % and did 

not reach the set target of 79.0%. The positive work 

professional impact was found to be a target of 

72.35% , not reaching the target set at 80.57%. 

Developing capabilities and competencies to 

improve the quality and productivity of human 

resources found a target of 68.34 % , not achieving 

the target set at 85.46%. Meanwhile, the work 

achievements of strengthening business synergy in 

facing the global market showed that the target was 

65.67 % and did not reach the target of 78.54%. This 

may be caused by a lack of competency 

optimization, imperfect job placement, and low 

work motivation. 

 

Competence 

According to (Widhijatmiko et al, 2019) 

Competency is a person's attributes or 

characteristics that make him successful at work. 
Employees who have high competence, which is 

characterized by extensive knowledge and 

knowledge, capability and initiative and innovative 

attitudes of employees certainly have higher 

performance than employees who are not 

competent. Indicators of competency according to 
(Sukharta & et al, 2017) : 

1. Knowledge Skills 

2. Attitude 

 

Job Placement 

According to (Dali et al., 2018) Work Placement is 

the provision of duties and new jobs to the 

employees in accordance with the defined scope and 

is able to account for all possibilities that will occur 

over the duties, authority, work, and responsibilities 

. Indicators of job placement according to (Arif & 

Ardiyan, 2019) : 

1. Academic Achievement 

2. Job Knowledge 

3. Physical and Mental Health 

4. Attitude 

5. Marital status 

6. Age 

 

Employee Development 

According to (Hutagalung, 2020) Employee 

Development is the process of increasing individual 

work abilities which is achieved in order to achieve 

the desired career. Indicators of employee 

development according to (Ramli & Yudhistira, 

2018) : 

1. Fair treatment in career 

2. Concern of direct superiors 

3. Information about various promotional 

opportunities 

4. There is interest in being promoted 

5. Level of satisfaction 

 

Work motivation 

According to (Kalika and Di 2019) Work 

Motivation is the process of generating behavior, 

maintaining behavioral progress, and channeling 

specific action behavior. Indicators of work 

motivation according to (Sutrischastini & Riyanto, 

2017) : 

1. Physiology 

2. Sense of security 

3. Social 

4. Award 

5. Self-actualization 

 

METHOD 

Type of Research 

The research carried out is a type of quantitative 

research that has an associative nature. It should be 

noted that quantitative research demands the use of 

large amounts of data, from collection, 

interpretation, to presentation of results. Thus, the 

associative nature of research aims to test 

hypotheses regarding the relationship between 
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research variables in order to understand their 

impact. 

 

Population and Sample 

According to (Sugiyono 2018), population is a 

generalized area consisting of objects or subjects 

that have certain qualities and characteristics 

determined by researchers to be studied and then 

conclusions drawn. The population in this study 

were some employees of PT. Rajawali Nusindo 

Padang Branch, totaling 52 employees. A sample is 

a portion of that population. The sampling technique 

used is the Non Probability Sampling technique 

chosen, namely saturated sampling, which is a 

sampling method when all members of the 

population are sampled. So, the sample in this study 

was 52 employees of PT. Rajawali Nusindo Padang 

Branch. 

 

Data analysis technique 

According to Junianto & Sabtohadi, (2019), the 

approach used when analyzing this research was 

Structural Equation Model Partial Least (SEM-PLS) 

using SMART PLS 3.0 software. The reason for 

using this program is because this research is more 

about predicting and explaining latent variables 

rather than testing a theory and the number of 

samples in the research is not large. In this research, 

the data analysis used was validity testing, reliability 

testing, and hypothesis testing with SEM-PLS on 3 

(three) variables. The formation of latent variables 

in this research is all reflective, which means that the 

four latent variables influence the indicators . 

 

RESULTS AND DISCUSSION 

Outer Model Testing 

Based on the results of testing the outer model using 

SmartPLS, the correlation values between the 

research variable statement items were obtained as 

follows: 

Figure 1. Outer Loading Results Before Elimination 

 

 

 

In Figure 1 above there are several statement values 

below 0.7 so all statements that are invalid or below 

0.7 are discarded. Where is the statement number 

that is eliminated (X1.9, X1.10, X2.9, X2.10, Y.9, 

Y.10, Z.2, Z.3, Z.5). 

Figure 2. Outer Loading Results After Elimination 

 

 

  

In Figure 2 above, all convergent validity values for 

all variables are above 0.7, so all variables are valid. 

 

Average Variance Extracted (AVE) 

Assessment 

The validity criteria for a construct or variable can 

also be assessed through the Average Variance 

Extracted (AVE) value of each construct or variable. 

A construct is said to have high validity if its value 

is above 0.50. The following will present the AVE 

values in this research: 

 

Table 2. Average Variance Extracted (AVE) Value 

Source: SmartPLS processed results, 202 4 

Based on Table 2, it can be concluded that all the 

constructs or variables above meet the criteria for 

good validity. This is indicated by an Average 

Variance Extracted (AVE) value above 0.50 as 

recommended criteria. 

 

Reliability Assessment 
After knowing the level of validity of the data, the 

next step is to find out the level of data reliability or 

the level of reliability of each construct or variable. 

This assessment is by looking at the composite 

reliability value and Crombach alpha value. The 

value of a construct is said to be reliable if it provides 

a Crombach alpha value > 0.70. The reliability test 

results are presented in Table 3: 

Table 3. Reliability Value 
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Source: SmartPLS processed results, 202 4 

Based on the SmartPLS output in Table 3 above, the 

composite reliability and Cronbach alpha values for 

each construct or variable have been found to be 

0.70. Thus it can also be concluded that the level of 

data reliability is good or reliable. 

 

R-Square Evaluation 
Table 4. Evaluation of R Square Value 

 
Source: SmartPLS processed results, 202 4 

In table 4, it can be seen that the R2 value of the 

Work Motivation construct is 0.894 or 89.4%, which 

illustrates the magnitude of the influence it receives 

from the Competency and Job Placement constructs. 

The remaining 10.6 % is influenced by other 

variables outside this research. Meanwhile, the R2 

value for the Employee Development construct is 

0.898 or 89.8%, indicating the magnitude of 

influence exerted by Competence, Job Placement 

and Work Motivation in explaining or influencing 

Employee Development. The remaining 10.2 % is 

influenced by other variables outside this research. 

The higher the R-Square value, the greater the 

ability of the exogenous construct to explain 

endogenous variables so that the better the structural 

equation that is formed. 
 

Inner Model Testing 

The next testing process is testing the inner model or 

structural model which aims to determine the 

relationship between constructs as hypothesized. 

The structural model is evaluated by paying 

attention to the R-Square value for the endogenous 

construct from the influence it receives from the 

exogenous construct. 

Figure 3. Structural/Inner Model 

 

Hypothesis test 

Hypothesis testing aims to answer the problems in 

this research, namely the influence of certain 

exogenous latent constructs on certain endogenous 

latent constructs, either directly or indirectly through 

mediating variables. Hypothesis testing in this 

research can be assessed from the value of the t-

statistic or t-count compared to the t-table of 1.96 at 

an alpha of 5%. If the t-statistic/t-count < t-table 1.96 

at alpha 5%, then Ho is rejected and if the t-

statistic/t-count > t-table 1.96 at alpha 5%, then Ha 

is accepted. The following are the SmartPLS output 

results, which depict the estimated output for testing 

the structural model in the following table: 

 

Table 5. Direct Influence 

 
Source: SmartPLS processed results, 202 4 

Based on the SmartPLS test results in Table 5, you 

can see the results of research hypothesis testing 

starting from the first hypothesis to the fifth 

hypothesis which is the direct influence of 

Competency, Job Placement on Work Motivation. 

and the influence of the Competency construct, Job 

Placement through Work Motivation on Employee 

Development. 

 
Table 6. Indirect Influence 

 
Source: SmartPLS Inner Model Test Results, 202 4 

Based on the SmartPLS test results in Table 6, you 

can see the results of research hypothesis testing 

starting from the sixth hypothesis and the seventh 

hypothesis which is the indirect influence of 

Competency, Job Placement through Work 

Motivation on Employee Development 
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Table 7. Hypothesis Testing Results 
 

Hypothesis Statement Coefficient 

Value 

T 

Statistics 

P-

Value 

Information 

H1 Competence influences PT 

Work Motivation. Rajawali 

Nusindo Padang Branch 

0.943 4,558 > 

1.96 

0.000 

< 0.05 

Accepted , 

Because the coefficient 

value is positive, the t 

statistic of 4.558 is 

greater than 1.96 and the 

p-value of 0.000 is 

smaller than 0.05 

H2 Job Placement has no effect 

on work motivation at PT. 

Rajawali Nusindo Padang 

Branch 

0.003 0.014 < 

1.96 

0.989 

> 0.05 

Rejected , 

Because the coefficient 

value is positive, the t 

statistic of 0.014 is 

smaller than 1.96 and the 

p-value of 0.989 is 

greater than 0.05 

H3 Competence has no effect on 

PT Employee Development. 

Rajawali Nusindo Padang 

Branch 

-0.004 0.017 < 

1.96 

0.986 

> 0.05 

Rejected , 

Because the coefficient 

value is positive, the t 

statistic of 0.017 is 

smaller than 1.96 and the 

p-value of 0.986 is 

greater than 0.05 

H4 Job Placement has no effect 

towards Employee 

Development at PT. 

Rajawali Nusindo Padang 

Branch 

0.158 0.907 < 

1.96 

0.365 

> 0.05 

Rejected , 

Because the coefficient 

value is positive, the t 

statistic of 0.907 is 

smaller than 1.96 and the 

p-value of 0.365 is 

greater than 0.05 

H5 Work Motivation influences 

Employee Development at 

PT. Rajawali Nusindo 

Padang Branch 

0.806 3,507 > 

1.96 

0.00 0 

< 0.05 

Accepted , 

Because the coefficient 

value is positive, the t 

statistic of 3.507 is 

greater than 1.96 and the 

p-value of 0.000 is 

smaller than 0.05 

 

H6 Competency influences 

employee development 

through work motivation at 

PT. Rajawali Nusindo 

Padang Branch 

0.760 2,441 > 

1.96 

0.015 

< 0.05 

Accepted , 

Because the coefficient 

value is positive, the t 

statistic of 2.441 is 

greater than 1.96 and the 

p-value of 0.015 is 

smaller than 0.05 

H7 Job Placement has no effect 

on Employee Development 

through Work Motivation in 

PT Employees. Rajawali 

Nusindo Padang Branch 

0.002 0.015 < 

1.96 

 

0.988 

> 0.05 

Rejected , 

Because the coefficient 

value is positive, the t 

statistic of 0.015 is 

smaller than 1.96 and the 

p-value of 0.988 is 

greater than 0.05 
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CONCLUSION 

From the discussion previously, several conclusions 

can be drawn as follows: 

1. There is an influence between Competency on 

Work Motivation at PT. Rajawali Nusindo 

Padang Branch. 

2. There is no influence between Job Placement and 

Work Motivation at PT. Rajawali Nusindo 

Padang Branch. 

3. There is no influence between Competency on 

Employee Development at PT. Rajawali 

Nusindo Padang Branch. 

4. There is no influence between Job Placement and 

Employee Development at PT. Rajawali 

Nusindo Padang Branch. 

5. There is an influence between Work Motivation 

on Employee Development at PT. Rajawali 

Nusindo Padang Branch. 

6. Work Motivation mediates Competence towards 

Employee Development at PT. Rajawali 

Nusindo Padang Branch. 

7. Work Motivation does not mediate Job 

Placement on Employee Development at PT. 

Rajawali Nusindo Padang Branch. 
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