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ABSTRACT 
This study focuses on employees' perceptions of their competency development. 
The assumptions underlying employability are based on the assumption that the 
employees' perceived employability will lead to job success and organizational 
success. Perceived employability also concerns employees' perceptions of their 
opportunities to support organizational growth through competency 
development. This study aims to determine the effect of variables associated with 
competency development on performance. Furthermore, perceived 
employability is also tested. This study is a quantitative research done to 105 
respondents and the analysis technique used is path analysis with data processing 
based on SmartPLS software. 
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INTRODUCTION 
The development of technology brings many changes that 
are increasingly fast in the organization. Organizations 
accustomed to planned change must become accustomed 
to unplanned change. Organizations will always be 
required to have a competitive advantage and sustainable 
growth to raise performance standards in all aspects for 
the sake of developing the organization and employees. As 
a consequence of these rising standards, effective 
organizations must be able to do what is necessary to 
survive and strengthen their strategic capabilities. By 
anticipating these challenges, both employees and 
organizations can thrive. 
There is a relative consensus that the changing nature of 
the internal and external labor market indicates an 
increasingly complex field of work, and the importance of 
skills for managing jobs effectively (Wilton, 2019). The 
main principle in career theory is the concept of 'new 
careers' where a person will feel safe in an organization 
when he has employability (Rodrigues & Guest, 2010). 
Employability is defined as "the combination of factors 
that enable individuals to progress by staying employed 
and moving forward throughout their careers" (European 
Commission, 2014). Employability is the willingness and 
ability to do productive work because work is constantly 
changing by keeping up with developments in and around 
the organization (van Harten et al., 2016; Van den Broeck 
et al., 2014). Pinto & Ramalheira, (2017) also add that 
employability varies according to the economic context, 
and therefore employability depends not only on meeting 
certain job requirements but also on how a person stands 
against others in the job seeker hierarchy. 
In addition, the effect of job-related qualifications on 
employability can be explained by the human capital 
theory (Lissitsa & Chachashvili-Bolotin, 2019). The theory 
suggests that a person's human capital, which reflects that 
person's knowledge, skills, qualifications, and experience, 

is likely to increase income or productivity. The human 
capital theory also offers a valuable theoretical framework 
for studying perceived employability. Previous research 
by De Vos et al (2011) has revealed that increasing 
employability requires participation and support felt by 
employees in competency development. Perceived 
support for competency development is defined as 
employees' perceptions of support from the organization 
for competency development that will influence them 
when doing work (A. De Vos et al., 2011). That way 
employees who receive perceived support for competency 
development will tend to be confident in their work 
abilities (Wilton, 2019). Perceived support for competency 
development can also improve perceived work ability 
among employees (Drange et al., 2018). Besides, Employee 
participation in competency development is associated 
with the process of developing competencies by being 
actively involved in development activities offered by the 
organization (A. De Vos et al., 2011). 
Employees must not only participate in the competency 
development plan but also must implement it in their work 
to face increasingly fierce competition in the work 
environment. This is important because other employees 
are also aware of the competition in the workplace so that 
individuals must be able to improve their respective 
abilities so that they are not less competitive with other 
employees. On the other hand, not only employees must 
participate in competency development, but organizations 
must also support employees to participate in competency 
development activities. When the organization supports 
the development of employee competencies properly and 
appropriately, employees will receive support from the 
organization with a very positive attitude, so that 
individuals can apply something better than those who 
feel unsupported to reciprocate. These employees will 
overall achieve high performance in the organization. 
Performance is a stage of achievement in completing 
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certain work which also represents the level of 
achievement of each job and the fulfillment of policies, 
expectations, or requirements for the official role of the 
organization (Kustanto et al., 2020). Meanwhile, according 
to Elbaz et al., (2018), competency-based performance will 
refer to "what people expect to do in their roles, as well as 
what understanding, and knowledge are needed to carry 
out the job appropriately". 
State universities have increasingly fierce competition, 
therefore, for universities to compete properly, resources 
have a crucial role, especially human resources. In the 
national education system, organizations that operate 
within the system are subsystems that have human 
resources that need to be managed properly. Education 
personnel (tendik) are known to play a very important 
role in achieving the goals of educational organizations, 
and these goals have contributed significantly to the 
realization of the goals of national education. According to 
Salman et al., (2020) if the relative importance of each 
ability in predicting job performance can be obtained 
through competency development, then human resource 
development or management practitioners may be able to 
use information from HR to allocate resources or 
formulate strategies. 
Tendik is an important component in the provision of 
education. In connection with the demands for the 
professionalism that education personnel need to have, 
there is a growing sense of urgency to improve the quality 
of education at every type and level of education which has 
become a commitment to national education. This classic 
issue will always arise during this time and requires the 
most appropriate effort to improve the quality of 
education by improving the quality of education 
personnel. This also applies to the Shipping Institute 
Politeknik Surabaya (PPNS) as a government agency 
engaged in education. It is a state educational institution 
with the status of a ministerial work unit (Satker) under 
the auspices of the Ministry of Education and Culture with 
all the rules and policies that have been set. The 
government has issued a regulation stipulated in PP 
Number 49 of 2018 concerning Government Employee 
Management with a Work Agreement in Article 96 which 
regulates the prohibition of recruiting honorary staff, this 
is a challenge for PPNS. 
The workload demands and challenges posed by PPNS, 
especially in terms of quantity and quality, allow it to 
increase the expected capabilities of employees through 
increasing perceptions of work worthiness and employee 
performance. Based on the above background, this 
research was conducted to test whether there is a 
relationship between perceived support for competency 
development, Employee participation in competency 
development, perceived employability, and performance 
 
LITERATURE REVIEW 
Theory Basis 
Perceived Support for Competency Development 
Perceived support for competency development is defined 
as employees' perceptions of the support provided by the 
organization for competency development that will 
influence them when doing work (A. De Vos et al., 2011). 
That way employees who receive perceived support for 
competency development will feel more confident in their 
work abilities (Wilton, 2019). According to Coberly & 
Goldenhar, (2007) perceived support for competency 
development is also called "organizational career 
management" or "organizational sponsorship" which 
refers to the processes, programs, and assistance provided 

by organizations to support and enhance the careers felt 
by employees. Through career management, companies 
can provide useful and practical career advice to improve 
job prospects as well as strategic professional networks 
(Purcell et al., 2013). When linking effective career 
management and job outcomes, competency in career 
management will be considered to increase the likelihood 
of achieving the desired initial job (Wilton, 2019). Besides, 
it is known that perceived support for competency 
development can improve employees' perceived work 
ability (Drange et al., 2018). Therefore, employees who 
have a positive environment and job prospects are better 
than employees who do not get the competency 
development provided by the organization. 
Employee Participation in Competency Development 
Employee participation in competency development is 
defined as the process of individuals developing their 
competence by being actively involved in various types of 
development activities offered by the organization (A. De 
Vos et al., 2011). The types of development activities their 
organizations provide, for example, formal learning, such 
as training, and informal learning, such as workplace 
learning and professional development at large. That way, 
it can also make employees gain knowledge and skills 
related to other organizations, even though the investment 
is internally oriented (Akkermans et al., 2019). Giving 
employees personal benefits in the form of increased work 
ability can also trigger employees to maintain this success 
in the future (Akkermans et al., 2019). So, organizations 
are better off investing in achieving this, as it will lead to 
better and sustainable organizational growth (Salman et 
al., 2020). Thus, it can be concluded that employee 
participation in competency development is the active 
involvement of the emotions and thoughts of employees 
who are responsible for various competency development 
activities offered by the organization. 
Perceived Employability 
Employability is defined as “the combination of factors 
that enable individuals to progress or find employment 
while remaining employed and moving forward during 
their careers” (European Commission, 2014). Pinto & 
Ramalheira, (2017) also add that employability varies 
according to the economic context, and therefore 
employability depends not only on meeting certain job 
requirements but also on how a person stands relative to 
others in the job seeker hierarchy. The effect of job-related 
qualifications on employability can be explained by the 
human capital theory (Lissitsa & Chachashvili-Bolotin, 
2019). The theory suggests that a person's human capital, 
which reflects the knowledge, skills, qualifications, and 
experience of that person will most likely increase income 
or productivity. The human capital theory also offers a 
valuable theoretical framework for studying perceived 
employability. Perceived employability is generally 
defined in terms of the opportunities that individuals 
perceive to find new jobs in the external labor market 
(Berntson & Marklund cited by (Philippaers et al., 2016)). 
In the context of job security provided by the organization, 
this concept specifically describes what inspires 
employees to control their careers across organizational 
boundaries. Perceived employability also concerns 
employees' perceptions of their opportunities to work in 
the internal and/or external labor market and has been 
developed as an asset for current employees who are 
engaged in ongoing change (Akkermans et al., 2019). So, a 
positive value for employees is to provide them with a 
form of job security. Perceived employability is known to 
be an aspect that contributes to optimal functioning but 
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depends on the absence or perceived job insecurity (Allen, 
2016). Also, it was found that individuals who consider 
themselves highly job-ready tend to display a higher need 
for demonstrating competence through work, than 
"average" employees (Allen, 2016). Thus, it can be 
concluded that perceived employability is employees' 
perceptions of their abilities and opportunities in the work 
environment in maintaining the desired job continuously 
by developing self-competence optimally. 
Performance 
Performance is a stage of achievement in completing 
certain work which also represents the level of 
achievement of each job and the fulfillment of policies, 
expectations, or requirements for the official role of the 
organization (Kustanto et al., 2020). Performance is also 
defined as the productivity generated by each job and can 
be expressed in terms of quantity, quality, and work 
contribution (Wardani & Eliyana, 2020). That way, when 
productivity is high, the overall performance in the 
organization will also be high. Performance is defined as 
representing the level of achievement of each employee's 
job because performance is considered a measure of the 
results of good quality and quantity within a certain period 
of time which is influenced by many factors and is carried 
out with the responsibility given to achieving 
organizational goals carried out by employees (Muzakki et 
al. al., 2019). Organizational performance is a mindset that 
complements the strategic human resource configuration 
approach which contains the types of HR activities, as 
faced with individual activities, which are necessary to 
achieve company goals (Park, 2020). The organizational 
performance will be considered as a measure of 
productivity by considering the participation of company 
employees (Oyemomi et al., 2016). Employee performance 
is known to be one of the factors that can significantly 
affect the profitability of an organization which is 
characterized by the work results with the best work 
quality (Banin et al., 2020). Meanwhile, according to Elbaz 
et al., (2018), competency-based performance will refer to 
"what people expect to do in their roles, as well as what 
understanding, and knowledge are needed to carry out the 
job appropriately". 
Hypothesis Development 
Perceived Support for Competency Development and 
Perceived Employability 
Perceived support for competency development is defined 
as employees' perceptions of the support provided by the 
organization for competency development that will 
influence them when doing work (A. De Vos et al., 2011). 
This development can also be called career management. 
This research is known to focus on employees' perceptions 
of their work abilities. This assumption underlies the 
literature on perceived employability which explains that 
the perceived employability will lead to job success 
(Drange et al., 2018). The development of strong career 
management skills is considered essential for 
employability and, ultimately, labor market achievement 
(Potgieter cited by (Wilton, 2019)). These skills will enable 
a person to have a clear understanding of themselves and 
to make informed decisions about how their abilities, 
attributes, and experiences map out available job market 
opportunities. This can happen well in individuals who get 
perceived support for competency development. By 
getting support related to the development of their 
competencies, these individuals will be more educated 
with stronger job-related skills which also leads to a higher 
level of perceived employability (Wilton, 2019). 
Competency development can be interpreted as a positive 

expansion or change at the level of individual competence 
(J. M. De Vos et al., 2015). In this view, it is considered an 
individual learning process through acquired 
competencies (Naim & Lenka, 2017). Perceived support 
for competency development can also be in the form of 
providing a strategy to ensure that employees can meet 
competency standards in job targets from the start needed 
to participate in activities, as well as plans to obtain 
evidence of the necessary competencies and benefit 
(Jackson & Wilton, 2019). According to Wittekind et al., 
(2010) found that support for competency development 
can increase self-perceived work ability among 
employees. In addition, Brouwer & Bradlow, (2015) stated 
that perceived support for competency development not 
only increases individual domain-specific knowledge or 
skills but also a more general perception of perceived 
employability. Through perceived support for competency 
development, job skills are well-realized and experience 
the same direct association by expecting that these factors 
mutually affect perceived employability. That way, those 
who feel they have a high level of perceived employability 
will show a willingness to be involved in some form of 
career planning, either long-term or short-term strategy 
(Wilton, 2019). Besides, it can increase the ability to adapt 
to different work environments and further enhance 
employability through competence to address more 
opportunities. Thus, this study hypothesizes that: 
H1: Perceived Support for Competency Development 
has a significant effect on Perceived Employability 
Employee Participation in Competency Development 
and Perceived Employability 
Employee participation in competency development 
refers to how employees develop their abilities by actively 
participating in various types of development activities in 
organizations, through more traditional formal learning 
activities, such as training, and informal learning, such as 
learning in the workplace and professional development 
at large. That way, it can also make employees gain 
knowledge and skills related to other organizations, even 
though the investment is internally oriented (Akkermans 
et al., 2019). Education and competency development is 
one of the most important elements in measuring the 
extent of human resources (Lissitsa & Chachashvili-
Bolotin, 2019). For example, skills acquired during formal 
education may be an alternative during the career of 
individuals who can acquire new skills that are not part of 
traditional formal training. Having skills can also be seen 
as an important attribute that gives people a foothold in 
the labor market. Therefore, based on human capital 
theory, it is assumed that skill ownership can be combined 
with the perception of perceived employability. According 
to Nelissen et al., (2017) perceived employability for 
individuals and organizations can be increased through 
HR practices. It is the knowledge and skills that employees 
have from formal learning activities that can increase their 
human resources, which also leads to perceived 
employability. The co-advantage on the part of firms in 
perceived employability is likely to bind both parties, thus 
encouraging commitment and capability in the workplace 
and leading to the general idea that perceived 
employability explains the relationship between HR 
practices and what the organization needs (Akkermans et 
al., 2019). Because according to Forrier et al., (2018) 
perceived employability is not completely under the 
control of the individual alone but has always been part of 
an interdependent relationship that has been proposed as 
a blind spot in research on perceived employability. So 
that employee participation in competency development 
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is needed to support the realization of perceived 
employability. According to Yao & Tuliao, (2019) 
organizations should reconsider their approach to 
effective teaching methods, such as soft skill development 
(employee participation in competency development) and 
support for employee transition to work as a way to 
contribute to perceived employability as a whole. This 
needs to be done because part of the strategy can raise 
education standards that include an emphasis on 
producing skilled workers to contribute to the country's 
economy and as a way to improve the skills that employees 
and organizations need. Thus, this study hypothesizes 
that: 
H2: Employee Participation in Competency 
Development has a significant effect on Perceived 
Employability 
Perceived Employability and Performance 
Perceived employability is often said to imply a feeling of 
controlling a career at work (Forrier et al., 2015). 
Perceived employability is also known to be a better job 
than other job opportunity options and they provide a 
growth path for employees, which further leads to positive 
overall outcomes including employee performance 
(Philippaers et al., 2016). Employability is generally 
described as a win-win outcome as employability will 
provide security to employees in a dynamic, well-
performing labor market (Acikgoz et al., 2016; van Harten 
et al., 2016). Perceived employability can make employees 
more independent from their employers (Forrier et al., 
2018; Philippaers et al., 2017). This independence can be 
interpreted either positively in terms of feeling in control 
of matters related to career (Philippaers et al., 2019), then 
individuals who feel controlled will exert more effort, try 
harder, and initiate adaptive rather than maladaptive 
actions. and thus, perform at a higher level of performance. 
Support for a positive relationship between perceived 
employability and various performance indicators, both 
from official and supervisory records, is known to have 
come from studies by Hahn & Kim, (2018) and Stoffers & 
Van der Heijden, (2018). In addition, according to 
Philippaers et al., (2016) perceived employability is also 
relevant in the context of the war for talent because it is 
generally assumed that it can improve employee work 
performance and employers may want to attract and 
maintain high employability. Then it is also said that 
traditionally, perceived employability is thought to 
stimulate job performance. Employees with high 
perceived employability will try to nurture their resources 
by working well because organizations prefer to hire high-
performing employees. Perceived employability is also 
built on a large pool of resources such as knowledge and 
expertise (Philippaers et al., 2016). Therefore, perceived 
employability can lead employees to invest those 
resources so that they can perform well to obtain other 
valuable resources, such as a record of good performance. 
Organizations have also invested in perceived 
employability by attracting highly job-ready workers or by 
providing training and may expect returns in the form of 
increased performance and ultimately increased 
productivity (Allen, 2016). Thus, this study hypothesizes 
that: 
H3: Perceived Employability has a significant effect on 
Performance 
Perceived Support for Competency Development and 
Performance 
According to Coberly & Goldenhar, (2007) perceived 
support for competency development is also called 
"organizational career management" or "organizational 

sponsorship" which refers to the processes, programs, and 
assistance provided by organizations to support and 
enhance the careers felt by employees. In the modern 
career environment, it is known that individuals make 
important decisions for successful career development. 
Especially, because the responsibility for career 
development lies with individuals who will acquire and 
will invest in career competencies consisting of the talents, 
skills, and interactions necessary for successful job 
performance (Salman et al., 2020). Support for employee 
competency development is important to allocate 
resources to improve the required work performance. 
This support can also encourage employees to work hard 
to pay back the organization so that support can 
significantly improve organizational performance (Chen et 
al., 2020). In carrying out their work, employees are 
affected by various internal and external conditions and 
because of changes in them such as difficult situations to 
maintain organizational expectations. When employees 
show the right behavior through perceived support for 
competency development, these support activities can be 
carried out on time in exerting the effort needed on work 
that refers to improving employee performance. Because 
according to Imran & Aldaas, (2020) the key factor needed 
to achieve organizational performance is motivation from 
the organization in the form of support. Employees who 
have organizational support perform better than 
employees who feel the organization is not supporting 
them. Perceptions of organizational support directly have 
a positive impact on employee performance for several 
reasons such as a form of replacement of the 
organization's obligation to provide support to them. 
Thus, this study hypothesizes that: 
H4: Perceived Support for Competency Development 
has a significant effect on performance 
Employee Participation in Competency Development 
and Performance 
Competency is a basic characteristic possessed by an 
individual that is causally related to meeting the criteria 
needed to occupy a position and contains aspects of skills, 
knowledge, or personality characteristics that can affect 
performance (Sabuhari et al., 2020). Through employee 
participation in competency development, companies can 
increase efficiency, achieve goals and implement 
strategies, and can increase productivity as well as quality 
and decision making which ultimately improves 
performance (Anvari et al., 2016). Employee participation 
in competency also refers to the ability to adapt to change, 
readiness to develop oneself, readiness to learn, and the 
ability to initiate trust, action, endurance, acceptance, self-
discipline, broad insight, self-esteem, individuality, and 
self-determination (Salman et al., 2020). It is known to 
include a group of skills, knowledge, and abilities to 
identify a person's strengths and weaknesses in assessing 
personal and professional goals, as well as the ability to 
manage oneself in stressful situations and to understand 
and act on work motivation and emotions (Elbaz et al., 
2018). In addition, it is said that employee participation in 
competency also improves employee performance, 
success, and adaptation, which in essence is the main 
determinant of employee performance levels, which in 
turn facilitates the organization to successfully achieve its 
targets and achieve superior performance (Potnuru & 
Sahoo, 2016). According to Elbaz et al., (2018) that 
competencies consisting of achievement orientation, 
teamwork and collaboration, and analytical thinking have 
a great influence on organizational performance. 
Therefore, individuals who have competence will precede 
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and lead to superior performance. Employee participation 
in competency development can be demonstrated through 
developing the abilities of an employee and the 
organization as a whole, such as when employees 
participate in competency development, the organization 
will develop more, and the employee's performance will 
increase. This can happen when employees will develop 

more, they will be more satisfied with their work and more 
committed to their work and the performance will also 
increase. Furthermore, when employee performance will 
increase, this will lead to organizational effectiveness. 
Thus, this study hypothesizes that: 
H5: Employee Participation in Competency 
Development has a significant effect on Performance 

 

 
 

Figure 1 Conceptual Framework 
 

RESEARCH METHODS 
Research Approach 
This type of research is included in research with a quantitative approach. Quantitative research is used in this research to 
answer questions about the relationship in measurable variables to predict, explain, and control a phenomenon. The 
independent variables used in this study are Perceived support for competency development and Employee participation in 
competency development. The dependent variable used in this study is performance. Meanwhile, the mediation variable in 
this study was Perceived Employability. The measurement scale used in measuring the indicators of each variable in this study 
uses a 5-point Likert scale which specifically uses five answer choices from a Likert scale, namely, 1 = Strongly disagree, 2 = 
Disagree, 3 = Enough Agree, 4 = Agree, and 5 = Strongly agree. 
Measurement 
Perceived Support for Competency Development 
Perceived Support for Competency Development is defined as support that is felt tend to be towards the development of 
competencies provided by PPNS to support their work. The indicators of Perceived Support for Competency Development in 
this study are based on research by Ans De Vos et al., (2011). 
Employee Participation in Competency Development 
Employee participation in competency development is defined as the involvement of emotions and physical thoughts by being 
actively responsible in various activities towards competency development offered by PPNS. Employee participation in 
competency development indicators in this study are based on research by Ans De Vos et al., (2011). 
Perceived Employability 
Perceived employability is defined as a Tendik perception of its ability to adapt to the work environment in maintaining and 
or getting the desired job at PPNS continuously developing optimal self-competence and updating knowledge in skills 
adequately. Perceived employability indicators in this study are based on research by Van der Heijde and Van der Heijden 
(2006). 
Performance 
Performance is defined as the level of Tendik proficiency in carrying out tasks from the part of the work that contributes to the 
technical and social work environment. The indicators used to measure the performance variable in this study are following 
Abramis & Morrison (1994). 
Data and Sample Collection Techniques 
The population in this study were 105 Education Personnel with the status of Civil Servants (PNS) at Politeknik Surabaya 
which is the only vocational education institution that focuses on shipbuilding and marine-related technology in Indonesia. 
The sampling technique used in this study is nonprobability sampling, namely by census sampling. The census sampling 
method is a method of taking the entire population into a sample. So that the sample used in this study were 105 civil servants 
at Politeknik Surabaya. 
Data Analysis Techniques 
The management of data analysis in this study was carried out using Partial Least Square (PLS) as an analysis tool. This study 
uses PLS to determine the relationship between latent variables consisting of Perceived Support for Competency Development, 
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Employee Participation in Competency Development, Perceived Employability, and Performance. PLS is a method for 
implementing the Structural Equation Modeling (SEM) model. 
 
Data Analysis 
Performing analysis techniques using Partial Least Square (PLS), validity tests, reliability tests will be carried out by knowing 
the Outer and Inner Models. 
 

Table 1. Distribution Frequency Profile Respondents 
 

N=105  Frequency Percentage Total% 
Gender Male 73 70% 70 
 Female 32 30% 100 
Ages 22 – 30 y/o 7 7% 7 
 31 – 39 y/o 22 20% 27 
 40 – 48 y/o 24 23% 50 
 49 – 58 y/o 52 50% 100 
Education Master 3 3% 3 
 Bachelor 28 27% 30 
 Diploma 21 20% 50 
 Senior High School 45 43% 93 
 Junior High School 8 7% 100 
Years of Service 1 – 10 y/o 23 22% 22 
 11– 20 y/o 27 26% 48 
 21 – 30 y/o 53 50% 98 
 ≥31 y/o 2 2% 100 

Note: Based on Table 1 it is known that four demographic variables are coded in the data as Gender, Age, Education and Years 
of Service. 
 

Table 2. Convergent Validity 
 

Variables Code Factor Loading  ἀ γₛ CR (AVE) 
Perceived Support 
For Competency 
Development 

PSFCD 1 0.528    0.777 0.752 0.823 0.519 
PSFCD 2 0.586        
PSFCD 3 0.557        
PSFCD 4 0.624        

 PSFCD 5 0.544        
 PSFCD 6 0.682        
 PSFCD 7 0.533        
 PSFCD 8 0.506        
 PSFCD 9 0.555        
 PSFCD10 0.517        
Employee 
Participation In 
Competency 
Development 

EPICD 1  0.596   0.792 0.794 0.841 0.596 
EPICD 2  0.576       
EPICD 3  0.696       
EPICD 4  0.614       
EPICD 5  0.603       

 EPICD 6  0.529       
 EPICD 7  0.531       
 EPICD 8  0.561       
 EPICD 9  0.584       
 EPICD 10  0.589       
Perceived 
Employability 

PE 1   0.722  0.882 0.885 0.903 0.636 
PE 2   0.634      
PE 3   0.768      

 PE 4   0.745      
 PE 5   0.776      
 PE 6   0.646      
 PE 7   0.678      
 PE 8   0.620      
 PE 9   0.662      
 PE 10   0.551      
 PE 11   0.628      
Performance P 1    0.641 0.932 0.937 0.939 0.683 

P 2    0.766     
 P 3    0.707     
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 P 4    0.778     
 P 5    0.744     
 P 6    0.651     
 P 7    0.587     
 P 8    0.660     
 P 9    0.757     
 P 10    0.740     
 P 11    0.648     
 P 12    0.572     
 P 13    0.655     
 P 14    0.638     
 P 15    0.714     
 P 16    0.656     
 P 17    0.559     
 P 18    0.745     

Note: Based on Table 2, it shows PSFCD (Perceived Support For Competency Development), EPICD (Employee Participation In 
Competency Development), PE (Perceived Employability) and P (Performance). It is known that the results of the Validity Test 
show that all indicators used have met the research requirements, and it is stated that all indicators in this study have an effect 
on latent variables. Because these results have met the validity and reliability requirements for research. 
 

Table 3. Distribution Frequency Answer 
 

Indicator Information Mean Category 

Perceived Support For Competency Development 

PSFCD1 
Organizations have time to develop competencies 

4.16 High 

PSFCD2 
Organizations plan personal development to find out what 
competencies need to be developed 

4.16 
High 

PSFCD3 Leaders regularly provide feedback about performance 4.17 High 

PSFCD4 
Organizations provide training opportunities to develop 
competencies 

4.14 
High 

PSFCD5 Colleagues regularly provide feedback on performance 4.12 High 

PSFCD6 
Can routinely do other work (without promotion) to develop new 
competencies 

4.09 
High 

PSFCD7 
Leaders ensure that developing competencies is necessary for a 
career 

3.91 
High 

PSFCD8 
All information about career opportunities in the organization is 
readily available 

3.61 
High 

PSFCD9 
The assignment of developing competencies for organizational 
investment 

3.58 
High 

PSFCD10 
Given the opportunity to develop the competencies needed for 
promotion 

3.60 
High 

Mean 3,95 High 

Employee Participation In Competency Development 

EPICD 1 Provide learning opportunities with more experienced colleagues 4.14 High 

EPICD 2 The training provided is used to improve technical competence 4.15 High 

EPICD 3 
Important training to improve general competencies, such as 
communication, language and others 

4.19 
High 

EPICD 4 The training focus is used to acquire knowledge 4.17 High 

EPICD 5 
The workshops that are followed can develop competencies through 
the interactions in them 

4.13 
High 

EPICD 6 Dig up information from the leadership regarding work 4.03 High 

EPICD 7 
Competency development activities in groups make employees from 
various units work together to discuss certain topics 

3.84 
High 

EPICD 8 Hold discussions about careers with leaders 3.63 High 

EPICD 9 Have a discussion with a career counselor about careers 3.61 High 

EPICD 10 Workshop helps in career planning 3.89 High 

Mean 3.98 High 

Perceived Employability 

PE 1 Competent to engage in in-depth discussion 3.90 High 

PE 2 Competent in doing work accurately with minimal errors 3.78 High 

PE 3 1. Competent to provide information in a way that is easy to 3.78 High 
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understand 

PE 4 2. Competent in identifying problems to determine priorities 3.83 High 

PE 5 Competent to provide practical assistance to colleagues 3.87 High 

PE 6 Competent to provide reasons regarding the "pros" and "cons" of 
certain decisions in employment 3.76 

High 

PE 7 Have adequate abilities in accordance with the field of expertise 3.96 High 

PE 8 Be confident in doing your job 4.02 High 

PE 9 Easy to adapt to changes that occur in the work environment 
4.16 

High 

PE 10 Have a positive attitude towards changes in work functions 4.06 High 

PE 11 It's a lot of fun to feel working with new people 3.98 High 

Mean  3.92 High 

Performance 

P 1 Develop a work program according to the current position 4.09 High 

P 2 Formulate solutions to problems that are happening 4.35 Very High 

P 3 Prepare recommendations that can support the work program 4.27 Very High 

P 4 Monitoring the implementation of work program management 4.51 Very High 

P 5 Prepare a draft report on the management of work programs 4.19 High 

P 6 
Report the results of the implementation of tasks to superiors as a 
form of responsibility for the implementation of tasks 

4.23 Very High 

P 7 Carrying out other official duties ordered by the leadership 4.19 High 

P 8 Developing instruments for collecting, classifying and processing data 4.13 High 

P 9 Carry out internal reconciliation every month 4.37 Very High 

P 10 Carry out an inventory of equipment that supports work 4.64 Very High 

P 11 Carry out stock-taking of used materials regularly 4.18 High 

P 12 Create work instructions 4.06 High 

P 13 
Carry out routine maintenance and maintenance of equipment in 
accordance with operational procedures 

4.27 Very High 

P 14 Ensure tasks are carried out according to applicable procedures 4.05 High 

P 15 
Conduct periodic evaluations related to the achievement of work 
programs 

4.55 
Very High 

P 16 
Process documents in accordance with the provisions for smooth 
work 

4.37 
Very High 

P 17 
Archiving work-supporting documents so that any time they are 
needed can be found quickly 

4.05 High 

P 18 Manage centrally acquired databases 4.44 Very High 

Mean 4.27 Very High 

Note: Based on Table 3 shows a description of the respondents' answers to the variables of Perceived support for competency 
development, Employee participation in competency development, and Perceived Employability which have a high category. 
while Performance has a very high category. 
 

Table 4. R-square 
 

Endogen Variable R2 Value 

Perceived employability 0.329 

Performance 0.430 

Note: Based on Table 4, the R2 value for perceived employability is 0.329 so that it is known that the percentage of perceived 
employability can explain the perceived support for competency development and employee participation in competency 
development by 32.9%. The R2 value for performance is 0.430, so it is known that the percentage of performance can explain 
perceived support for competency development, employee participation in competency development and perceived 
employability of 43.0%. 
 
Predictive Relevance (Q2) 
Predictive relevance is used to measure how well the 
observation value generated by the model used. The 
predictive relevance (Q2) value has the same meaning as 
the coefficient of determination (R2) in the regression 
analysis, so that the higher Q2, the model can be said to be 
more fit with the data. The results of the calculation of the 
Q2 value are as follows: 

Q2 = 1 – [(1– 0,329) x (1 – 0,430)] 
     = 1 – (0,671 x 0,570) 
      = 1 – 0,38247 
      = 0,617  
Thus, the calculation results obtained a Q2 value of 0.617, 
meaning that the amount of diversity of the research data 
that can be explained by the research model is 61.7%, 
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while the remaining 38.3% is explained by other factors 
outside the model. 
 

Table 5. Path Coefficient Results 

 
Note: Based on table 5, it is known that the original sample value shows the direction of influence by looking at the positive or 
negative and the magnitude of the influence of the independent variable on the dependent variable and P-Value <0.05 to 
conclude that the relationship between the variables being tested is stated to have a significant effect.  
 
RESULTS AND DISCUSSION 
Discussion 
Perceived Support for Competency Development and 
Perceived Employability 
The results of statistical testing through the SmartPLS 
software in this study indicate that perceived support for 
competency development does not significantly affect the 
increase in perceived employability. This can be seen 
based on the significance level of 0.818 <from 0.05, thus it 
is concluded that H1 is rejected, meaning that the 
perceived support for competency development cannot 
affect the increase in the perceived employability of the 
PPNS. According to hennekam (2016), older workers are 
employees aged> 45 years. From the characteristics of 
respondents based on age, there are 64 employees who 
are over 45 years old. In addition, a study conducted by 
Chorkaew, (2016) found that older workers often have an 
unrealistic view of their perceived employability. So, this 
research highlights the tendency of Education Personnel 
with the status of Civil Servants (PNS) at PPNSto assess 
their perceived employability based on past performance 
and outdated skills, thereby rationalizing the reasons for 
the lack of success in the workplace due to factors related 
to age rather than personal attributes related to their job. 
It also shows that through perceived support for 
competency development of Education Personnel with the 
status of Civil Servants (PNS) at PPNS, the work skills are 
realized well and experience associations, but it is known 
that these factors do not cause reciprocity that does not 
affect perceived employability significantly. 
Employee Participation in Competency Development 
and Perceived Employability 
The results of statistical testing through the SmartPLS 
software in this study indicate that employee participation 
in competency development has a positive and significant 
effect on perceived employability. This can be seen based 
on the significance level of 0.000 <from 0.05, thus it can be 
concluded that H2 is accepted, meaning that employee 
participation in competency development can affect the 
increase in perceived employability of PPNS. The results of 
this study were supported by research by Van der Heijden 
et al., (2009) which proved that participating in formal and 
informal learning activities had an effect on perceived 
employability. Perceived employability for Education 
Personnel with the status of Civil Servants (PNS) at 
PPNSand these organizations can be improved through 

their HR practices. The knowledge and skills from these 
formal learning activities that can increase their human 
resources, which also leads to perceived employability. 
The mutual benefit of PPNSin perceived employability is 
likely to bind both parties, thus encouraging commitment 
and capability in the workplace and leading to the general 
idea that perceived employability explains the 
relationship between HR practices and what PPNS needs. 
Tendik increases employability because they are more 
likely to know the time their job will be in danger, which 
creates new opportunities and what competencies are 
needed to get the particular job that PPNS wants and 
needs. 
Perceived Employability and Performance 
The results of statistical testing through SmartPLS 
software in this study indicate that perceived 
employability has a positive and significant effect on 
performance. This can be seen based on the significance 
level of 0.039 <from 0.05, thus it can be concluded that H3 
is accepted, meaning that perceived employability can 
affect the performance improvement of PPNS. This 
research is supported by a positive relationship between 
perceived employability and various performance 
indicators, both from official and supervisory records, 
which are known to have come from studies by Hahn & 
Kim, (2018) and Stoffers & Van der Heijden, (2018). 
Besides, according to Philippaers et al., (2016) perceived 
employability is also relevant in the context of the war for 
talent because it is generally assumed that it can improve 
employee work performance and employers may want to 
attract and maintain high employability. This shows that 
Educational Personnel with high perceived employability 
will try to foster their resources through working well 
because PPNS prefers to employ high-performing 
employees. Perceived employability is also built on large 
pools of resources such as knowledge and expertise. 
Therefore, perceived employability can lead these 
tendencies to invest their resources so that they can 
perform well in obtaining other valuable resources, such 
as a record of good performance. PPNS has also invested 
in perceived employability which ultimately expects 
returns in the form of increased performance and 
ultimately increased productivity. 
Perceived Support for Competency Development and 
Performance 

Variable 
Original 
Sample 

P Value Information 

Perceived Support For Competency Development 
 Perceived Employability 

0.019 0.818 
Not significant 

Employee Participation In Competency 
Development    Perceived Employability 

0.566 0.000 Positive and Significant 

Perceived Employability  Performance 0.211 0.039 Positive and Significant 
Perceived Support For Competency Development 
  Performance 

0.371 0.000 Positive and Significant 

Employee Participation In Competency 
Development   Performance 

0.264 0.015 Positive and Significant 
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The results of statistical testing through SmartPLS 
software in this study indicate that perceived support for 
competency development has a positive and significant 
effect on performance. This can be seen based on the 
significance level of 0.000 <from 0.05, thus it can be 
concluded that H4 is accepted, meaning that perceived 
support for competency development can affect the 
performance improvement of PPNS. The results of this 
study are supported by research by Casimir et al., (2015) 
which gives the perception that organizational support 
directly has a positive effect on employee performance for 
several reasons, namely as a form of obligation to repay 
the support provided by the organization to employees. 
This shows that Education Personnel with the status of 
Civil Servants (PNS) at PPNScan make important decisions 
for successful career development. In particular, because 
the responsibility for career development lies with these 
tendencies who will acquire and will invest in career 
competencies consisting of the talents, skills, and 
interactions needed for the successful performance of 
PPNS. Support for the competency development of 
Educational Personnel with the status of Civil Servants 
(PNS) at PPNSis important to allocate resources to 
improve the required work performance. This support can 
also encourage the tendency to work hard to pay back the 
organization so that the support can significantly improve 
the organization's performance. In carrying out their 
work, Education Personnel with the status of Civil 
Servants (PNS) at PPNSare influenced by various internal 
and external conditions as well as because of changes in 
them such as difficult situations to maintain organizational 
expectations. 
Employee Participation in Competency Development 
and Performance 
The results of statistical testing through the SmartPLS 
software in this study indicate that employee participation 
in competency development has a positive and significant 
effect on performance. This can be seen based on a 
significance level of 0.015 <from 0.05, it can be concluded 
that H5 is accepted, meaning that employee participation 
in competency development can affect performance 
improvement. The results of this study are supported by 
the statement of Champathes, (2006) which states a direct 
relationship between employee development and 
employee performance. When the personnel are more 
developed, they will be more satisfied with their work, 
more committed to work and the performance of PPNSwill 
increase. When the performance of Education Personnel 
with the status of Civil Servants (PNS) at PPNS will 
increase, this will lead to organizational effectiveness. The 
competencies of employees consist of achievement 
orientation, teamwork, and cooperation as well as 
analytical thinking have a great influence on the 
performance of PPNS. Therefore, competent Tendik will 
precede and lead to superior performance. Employee 
participation in competency development can be 
demonstrated through developing organizational skills as 
a whole, such as when Education Personnel with the status 
of Civil Servants (PNS) at PPNS participate in competency 
development, so the organization will develop more, and 
employee performance will increase. 
 
CONCLUSIONS AND SUGGESTIONS 
Conclusion 
Based on the results of this study and the description of the 
discussion in this study, it can be concluded that perceived 
support for competency development has no significant 
effect on perceived employability, employee participation 

in competency development has a positive and significant 
effect on perceived employability, perceived employability 
can have a positive and significant effect on perceived 
employability. performance, perceived support for 
competency development can have a positive and 
significant impact on performance, and employee 
participation in competency development can have a 
positive and significant impact on performance. According 
to Salman et al., (2020) if the relative importance of each 
ability in predicting job performance can be obtained 
through competency development, then human resource 
development or management practitioners may be able to 
use information from HR to allocate resources or 
formulate strategies. In this study, it is known that it 
focuses on employees' perceptions of their competency 
development through the influence of perceived support 
for competency development and employee participation 
in competency development on perceived employability 
and performance. It is known that it can allocate resources 
or formulate strategies appropriately, which in turn leads 
to sustainable growth for the organization and provides 
good quality work through developing the competence of 
their employees. 
Suggestions 
Based on the discussion and conclusions described in this 
study, this study can be used as a recommendation for 
company management to measure the effect of perceived 
support for competency development and participation in 
competency development on perceived employability and 
performance. This is known to influence employees to feel 
confident in their work abilities, to develop their abilities 
by actively participating in development activities in the 
organizations, to control their careers across boundaries, 
and to have an understanding and knowledge of what is 
required to carry out the job appropriately. It can be seen 
from the results of the average performance variable of 
4.05 that employees are required to ensure that their tasks 
are carried out according to applicable procedures, and 
employees can file work supporting documents so that 
they can be found quickly at any time. Although the 
average result is in the high category, it shows the smallest 
category among other indicators. Thus, employees are 
expected to use their knowledge, abilities, and 
competencies properly and appropriately to ensure their 
work is in line with organizational goals, and employees 
are expected to take more initiative and pay attention to 
the archives of work support documents needed as aspects 
that can support increased employee job evaluation.  
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