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Developing professional and integrity-driven human resources (HR) is key to
improving the quality of public services in Indonesia. In this context, career
development for civil servants based on a merit system is important to consider,
particularly regarding transparency. This study aims to analyze the influence of
merit-based career development on transparency and employee performance
within the Civil Service (ASN) of Mojokerto Regency. The method used is
quantitative with an explanatory research approach, involving 87 employees
who experienced transfers and promotions. Data was collected through
questionnaires and analyzed using SPSS statistical software. The findings
indicate that merit-based career development significantly influences the
transparency of the career development system and employee performance,
with transparency acting as a mediating variable. The t-test results show that
merit-based career development significantly influences employee
performance, and transparency in career development increases motivation and
job satisfaction. The conclusion of this study emphasizes that transparent and
fair career development policies can improve overall employee performance.
Therefore, it is recommended that policymakers in Mojokerto Regency design
and implement more transparent policies in the career development process and
conduct regular evaluations to ensure that employee needs are met and
organizational performance can continue to be improved.

Contribution to Sustainable Development Goals (SDGs):
SDG 8: Decent Work and Economic Growth
SDG 16: Peace, Justice, and Strong Institutions

1. INTRODUCTION

1.1.  Research Background

Developing professional, competent, and integrity human
resources (HR) is a fundamental element in improving the quality
of public services in Indonesia. In this context, the career

development of employees based on the merit system is an
important theme that needs to be considered. The merit system,
as mandated in Law Number 5 of 2014 concerning the State Civil
Apparatus (ASN), aims to prioritize the principle of fair and
transparent human resource management. However, challenges in
implementing the merit system, especially in the aspect of
transparency, are still a major issue. Intransparency in the career
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development process often triggers a perception of injustice
among employees, which has the potential to lower work
motivation and affect overall performance. Therefore, exploring
how merit-system-based career development can create a
conducive work environment and increase employees' trust in the
organization is important.

The core problem of this research lies in the influence of the
career development system on the transparency and performance
of employees in the Mojokerto Regency ASN. Previous research
has shown that employee satisfaction is closely related to career
development opportunities and the support they receive from
management [1]. Transparency in career development is one of
the main drivers in improving employee performance and
commitment [2], [3]. In Mojokerto Regency, although the
implementation of open selection for high positions in the
government has begun, the level of interest and participation of
civil servants is still low, indicating the need for a thorough
evaluation of how career development can be aligned with the
needs of employees and ensure the openness of the selection
process [4].

Previous research shows that career management
transparency has a positive correlation between job satisfaction
and employee performance [5]-[8]. However, there is still a gap
in this study related to how the career development of the merit
system can directly and indirectly affect employee performance
through transparency. This study aims to fill this gap by testing
the hypothesis that the career development of the merit system
has a significant effect on the transparency of the career
development system (H1), employee performance (H2), and the
transparency of the career development system has a significant
effect on employee performance (H3). In addition, this study will
also examine the indirect influence of the career development of
the merit system on employee performance through the
transparency of the career development system (H4).

The urgency of this research lies in the importance of

understanding the mechanism of career development within the
framework of a merit system that can increase the effectiveness
of public services in Mojokerto Regency. With a transparent
career development policy, it is hoped that it can create a better
and more productive work environment. This research is expected
to provide valuable recommendations for policymakers in
creating more strategic and effective policies and improving
employees' performance in the ASN environment.

1.2.  Literature Review
1.2.1. Career Development

Employee career development is a process that involves various
stages, ranging from career awareness and exploration to
vocational and post-vocational education. Research shows that
the existence of the right career guidance and guidance can help
individuals understand the potential and direction of their career
development [9], [10].

1.2.2. Transparency

Transparency in career development is a crucial element that
affects employee trust in the promotion and development process
in the organization. In the context of Government Institutions,
transparency can increase accountability and integrity in human
resource management. Research shows that workplaces that
support transparency and open communication can motivate
employees to be more involved in their career development, as
they feel there is clarity and fairness in every step of the process
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[11], [12]. Thus, transparency not only ensures equality in access
to information related to career opportunities but also functions
as a driving factor in improving employee morale and
performance [13].

1.2.3. Employee Performance

Several factors, including motivation, discipline, and work
culture, significantly impact employee performance. Optimal
performance in employees can be realized when they are satisfied
with their career path and development. There is evidence that
organizational commitment is significantly related to employee
motivation levels, which in turn impacts their performance [11],
[12].

1.3.  Research Objective

This study aims to test and analyze the direct and
significant influence of the career development of the merit
system on the transparency of the career development system and
employee performance within the Mojokerto Regency ASN. In
addition, this research also aims to contribute to a deeper
understanding of how this mechanism can be optimized to
improve the effectiveness of public services. Thus, this research
is expected to provide benefits for the local government of
Mojokerto Regency and other related agencies in developing
strategic policies to improve employee performance through the
implementation of a merit and transparency system.

2. MATERIALS AND METHODS

2.1 Types of Research

This study uses a quantitative method with a quantitative
description analysis approach and explanatory research (Hardani
et al., 2020; Sugiyono, 2022). Explanatory research aims to
explain the relationship between the variables studied, namely
employee career development (X), transparency (Z), and
performance (Y).

2.2. Research Location and Time

The location of this research was carried out at the Mojokerto
Regency Education and Training Personnel Agency, East Java.
The selection of this location is based on its relevance to the topic
of research and the existence of employees who undergo
mutations and promotions.

2.3. Types and Data Sources

The data used in this study consists of two types, namely primary
data and secondary data. Primary data was obtained through
questionnaires distributed to respondents, which served as a direct
source of information about the variables studied. Meanwhile,
secondary data is obtained from literature research, which
includes documents, reports, and literature relevant to the
research topic. The research population is employees in
Mojokerto Regency who underwent mutations and promotions in
2020, totaling 105 employees. The sample was determined using
a simple random method with a sample of 87 respondents, based
on the Isaac and Michael formula with an error rate of 5%.

2.4. Variable Operational Definitions and Hypothesis
Testing

The operational definition of research variables includes three
main variables:
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1. Independent Variable (X): Career development, which is
measured through indicators such as organizational policies,
work performance, educational background, training, and
loyalty to the organization.

2. Mediation Variable (Z): Transparency, which is measured
through indicators such as the provision of clear information,
ease of access to information, a complaint mechanism, and
increased information flow.

3. Bound Variable (Y): Performance, which is measured
through indicators such as work quantity, work quality,
output timeframe, cooperation, and responsibility.

Variable measurements were carried out using the Likert
scale, which consists of five levels of answers. The test of the
research instrument includes a validity and reliability test, which
is carried out using the Pearson and Cronbach's alpha correlation
formula. Hypothesis tests were carried out with a t-statistical test
to measure the individual influence of independent variables on
dependent variables, as well as a path test to test the contribution
of path coefficients.

2.5. Data Analysis

Data analysis is carried out using statistical software, such as
SPSS. The analysis process includes several steps, namely [16]—
[19]:
1. Validity Test: Using Pearson correlation to ensure that
each item in the questionnaire can measure the variable
in question.

FOR COMMUNIT
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2. Reliability Test: Using Cronbach's alpha to measure the
internal consistency of the research instrument. A
variable is considered reliable if it has a reliability
coefficient of 0.6 or more.

3. Normality Test: Performed to determine whether the
distribution of data follows the normal distribution,
using graph analysis and the Kolmogorov-Smirnov Test.

4. Multicollinearity Test: To identify the presence of strong
linear relationships between independent variables in
regression models.

5. Autocorrelation Test: To evaluate the relationship
between the residuals of sequential observations in a
regression model, using the Durbin-Watson value.

6. Path Analysis: Used to test the influence of intervening
variables on the relationship between independent and
dependent variables. The Sobel test is carried out to
measure the strength of the indirect influence of
independent variables on dependent variables through
intervening variables.

7. Hypothesis Test: To test the significance of the influence
of independent variables on dependent variables using
the t-test.

3. RESULT AND DISCUSSION

2.1 Validity Test

Table 1. Validity Test Results

Variable Item Pearson Correlation Sig. (2-tailed) Information
Merit System Career Development X1 0.858 0.000 Valid
X) X.2 0.880 0.000 Valid
X3 0.772 0.000 Valid
X4 0.772 0.000 Valid
X.5 0.460 0.000 Valid
Career Development System Z.1 0.873 0.000 Valid
Transparency 72 0.847 0.000 Valid
2 Z3 0.870 0.000 Valid
Z4 0.747 0.000 Valid
Performance Y.1 0.793 0.000 Valid
) Y2 0.802 0.000 Valid
Y3 0.788 0.000 Valid
Y4 0.802 0.000 Valid
Y5 0.766 0.000 Valid
Based on Table 1, the results of the validity test for the valid. Similarly, for the Career Development System

variables studied in this study are shown, namely Career
Development Merit System (X), Career Development System
Transparency (Z), and Performance (Y). Each item in the
questionnaire was tested using Pearson's correlation analysis,
with results showing a significant correlation coefficient value at
a significance level of 0.000. For the Merit System Career
Development variable, all items (X.1 to X.5) have correlation
values ranging from 0.460 to 0.880, indicating that all items are

Transparency variable, all items (Z.1 to Z.4) also showed
significant correlation values, with the highest value reaching
0.873. Finally, the Performance variable indicates that all items
(Y.1to Y.5) have a valid correlation value, with the highest value
being 0.802.

2.2.  Reliability Test

Table 2. Reliability Test Results

Variabel Cronbach ’s alpha N of item Information > A (0.60)
Merit System Career Development (X) 0.815 5 Reliable
Career Development System Transparency (Z) 0.856 4 Reliable
Performance (Y) 0.849 5 Reliable

Based on Table 2, the results of the reliability test for the
variables studied in this study are shown, namely Career
Development Merit System (X), Career Development System
Transparency (Z), and Performance (Y). The reliability test was

254 Haryadiet al.

carried out using Cronbach's alpha coefficient, where the values
obtained for each variable showed good internal consistency. The
Merit System Career Development variable has a Crombach's
alpha value of 0.815 with 5 items, indicating that this variable can
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be considered reliable because its value exceeds the set minimum
limit of 0.60. Similarly, the Career Development System
Transparency variable obtained a value of 0.856 with 4 items, and
the Performance variable achieved a value of 0.849 with 5 items,
both of which also met the expected reliability criteria.

NITY DEVELOPMENT AND EMPOWERMENT. VOL 9 (2025), No.2

2.3.  Normality Test

2.3.1 Normality Test Through Chart Analysis

Normal P-P Plot of Regression Standardized Residual
Dependent Variable: Y_Rata2
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Figure 1. Normality Test Results Through Graph Analysis

Figure 1 shows that normality tests can be performed using
graph analysis, as seen in the Normal P-P Plot graph, which
shows the standard residual distribution of the regression against
the dependent variables. In this graph, the data points close to the
straight line show that the residue follows a normal distribution.
This indicates that the regression model used is following the
residual normality assumption. Suppose the points are spread far

from a straight line or form a specific pattern. In that case, this
can indicate that the residual is not normally distributed, which
can affect the validity of the regression model results.

2.3.2. Normality Test Through the Kolmogorov-Smirnov
Test

Table 3. Normality Test Results Through the Kolmogorov-Smirnov Test

N 87
Normal Parameters®P Mean 3.0574713
Std. Deviation 42535559
Most Extreme Differences Absolute .054
Positive .052
Negative -.054
Test Statistic .054
Asymp. Sig. (2-tailed) 200%-d

Table 3 shows the results of the data normality test using the
Kolmogorov-Smirnov test, which aims to determine whether the
data distribution follows the normal distribution. In this study, the
number of samples (N) used was 87. The calculated normal
parameters show a mean value of 3.057 and a standard deviation
0f 0.425. This test results in a test statistical value of 0.054, which
is the value of the absolute extreme difference between the

sample distribution and the normal distribution. The value of
asymptotic significance (Asymp. Sig. (2-tailed)) obtained was
0.200. Since this significance value is greater than the commonly
used significance level (o = 0.05), it can be concluded that the
data in this study are normally distributed.

2.4.  Mulfticollinearity Test

Table 4. Multicollinearity Test Results

Unstandardized Standardized t Sig Collinearity Statistics
Coefficients Coefficients
Model B Std. Error Beta 1.673 .098 Tolerance VIF
1 (Constant) .605 361 2.873 .005
X Mean 277 .096 276 4.535 .000 818 1.223
7 Mean 409 .090 435 .818 1.223

Based on Table 4, the results of the multicollinearity test are
shown, and the aim is to identify the presence of strong linear

https://doi.org/10.29165/ajarcde.v9i2.703

relationships between independent variables in the regression
model. In this table, two independent variables are tested, namely

Haryadi et al 255



M.S. HARYADI/ASIAN JOURNAL OF APPLIED RESEARCH FOR COMMUNITY DEVELOPMENT AND EMPOWERMENT. VOL 9 (2025), No. 2

the Merit System Career Development (X Mean) and the Career
Development System Transparency (Z Mean). The value of the
non-standardized regression coefficient (B) for the X Mean
variable was 0.277 with a standard error of 0.096, while for
Z Mean, the value of B was 0.409 with a standard error of 0.090.
The standardized beta value for X _Mean is 0.276 and for Z_Mean
is 0.435, indicating the relative contribution of each variable in
the model. The "Collinearity Statistics" column shows values for

both variables, Tolerance and Variance Inflation Factor (VIF).
The Tolerance value for X Mean and Z Mean is 0.818,
indicating no significant multicollinearity problem, as the
Tolerance value is above 0.1. In addition, the VIF values for both
variables were also below 10 (VIF = 1.223), indicating no serious
multicollinearity in the model.

2.5.  Heteroscedasticity Test

Scatterplot

Dependent Variable: Y_Rata2
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Figure 2. Heteroscedasticity Test Results

Figure 2 shows that the heteroscedasticity test can be carried
out through scatterplot analysis between the regression standard
residual and the regression standard prediction value. In this
scatterplot, if the data points are randomly scattered without a
clear pattern along the vertical axis, then it can be concluded that
there is no heteroscedasticity problem, which means that the
residual variance tends to be constant over the entire prediction

range. Conversely, if the data points show a specific pattern, such
as a wider spread over a particular predicted value or a cone-
shaped pattern, this indicates the presence of heteroscedasticity,
i.e. a non-constant residual variance, which could affect the
validity of the regression model results

2.6. Autocorrelation Test

Table 5. Autocorrelation Test Results

Model Summary
Model R R Square Adjusted R Std. Error of the Durbin-Watson
Square Estimate
1 6062 368 353 .56435 1.758

Based on Table 5, the results of the autocorrelation test were
conducted to evaluate the relationship between the residuals of
sequential observations in the regression model. The Durbin-
Watson score obtained was 1.758. These values are in a range that
indicates the absence of significant autocorrelations, as ideal
Durbin-Watson values range from 1.5 to 2.5. Thus, these results

show that the regression model used in this study does not
experience autocorrelation problems, which is an important
condition for the validity of the regression analysis.

2.7.  Path Analysis

2.7.1.  Model 1 Substructural Equation Test

Table 6. Model 1 R-Square Value Coefficient

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 4272 182 173 .67834

Table 6 shows the R-squared value coefficient for Model 1,
where the R value is 0.427, and the R Square is 0.182. This
indicates that the independent variable in this model can explain
18.2% of the variation in the dependent variable. The Adjusted R
Square value of 0.173 indicates that this model has good
predictive capabilities, although other factors may affect the
dependent variable.

256 Haryadiet al.

Table 7 shows the results of the t-test for the Model 1
substructural equation. The non-standardized regression
coefficient (B) for the X Mean variable was 0.456 with a
standard error of 0.105, and the standardized beta value was
0.427. The t-value obtained was 4.352 with a significance (Sig.)
of 0.000, indicating that the Merit System Career Development
variable significantly influences the dependent variable.

https://doi.org/10.29165/ajarcde.v9i2.703
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Table 7. Model 1 Substructural Equation T Test Results

Unstandardized Coefficients Standardized
Coefficients t Sig.

Model B Std. Error Beta

1 (Constant) 1.998 377 5.306 .000

X Mean 456 .105 427 4.352 .000

2.7.2. Model 2 Substructural Equation Test
Table 8. Model 2 R-Square Value Coefficient
Model R R Square Adjusted R Std. Error of the Durbin-Watson
Square Estimate
1 6062 368 353 .56435 1.758

Table 8 shows the R-Square value coefficient for Model 2,
where the R value is 0.606, and the R Square is 0.368. This
indicates that 36.8% of the variation in the dependent variables
can be explained by the independent variables in this model,

which shows an improvement in predictability compared to
Model 1. The Adjusted R Square value of 0.353 indicates that this
model also has good predictive capabilities.

Table 9. Model 2 Substructural Equation T Test Results

Unstandardized Coefficients Standardize
d Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .605 361 1.673 .098
X Mean 277 .096 276 2.873 .005
7 Mean 409 .090 435 4.535 .000

Based on Table 9, showing the results of the t-test for the
Model 2 substructural equations. The non-standardized
regression coefficient (B) for the X Mean variable was 0.277
with a standard error of 0.096, and the standardized beta value
was 0.276. The t-value obtained was 2.873 with a significance
(Sig.) of 0.005, indicating that the Merit System Career
Development variable also significantly influenced the dependent
variables in this model. In addition, the Z Mean variable has a B
coefficient of 0.409 with a standard error of 0.090 and a t-value

of 4.535 with a significance of 0.000, which shows that the
Transparency of the Career Development System also has a
significant effect on employee performance. These results
confirm the importance of the two variables in influencing
employees' performance in the state apparatus of Mojokerto
Regency.

2.8.  Hypothesis Test

Table 10. Hypothesis Test Results

Model t Sig.
(Constant) 5.306 0.000
X Mean 4352 0.000
(Constant) 1.673 0.098
X Mean 2.873 0.005
Z Mean 4.535 0.000

Based on Table 10, the t-test for the first hypothesis shows
that the t-value for the Merit System Career Development
variable (X) is 4.352 with a significance (Sig.) of 0.000. By
comparing the value of a (0.05) with the value of Sig., it was
found that o > Sig (0.000), so that it can be concluded that the
career development of the merit system partially has a significant
effect on the transparency of the career development system, and
the first hypothesis is accepted. Furthermore, for the second
hypothesis, the Sig. value for variable X is 0.005, which indicates
that the career development of the merit system partially has a
significant effect on employee performance, so the second
hypothesis is accepted. For the third hypothesis, the Sig. value for
the Z variable is 0.000, which shows that the transparency of the
career development system also has a significant effect on
employee performance, so the third hypothesis is accepted.
Finally, for the fourth hypothesis, the results of the Sobel test
showed a significance p-value of 0.01625, which was below 0.05,

https://doi.org/10.29165/ajarcde.v9i2.703

indicating that there was a significant positive influence of the
career development of the merit system on employee
performance through the transparency of the career development
system as a mediating variable. Thus, the fourth hypothesis is also
accepted.

2.9. Discussion

2.9.1. Career Development Merit System Has a Significant

Effect on Career Development System Transparency

The career development of the merit system has shown a
significant impact on transparency in career development within
the state apparatus, as evidenced in this study. The t-test analysis
showed a fairly high t-value on this variable, confirming that the
career development of the merit system plays an important role in
creating transparency in the career development mechanism [20].
Previous research underscores the importance of organizational
culture and communication as a determining factor in creating job
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satisfaction related to employee performance [21]. Other research
shows that organizational commitment also significantly affects
employee performance, confirming that transparency and
employee commitment to transparent career development
policies create a more productive work environment [22].

Research shows that successful career development is closely
related to employees' understanding of clear organizational goals
and procedures, where transparency creates a positive perception
among employees, essential for the achievement of optimal
performance [23]. Findings that show that transparency in career
development plays a mediator between the career development of
the merit system and employee performance are very relevant, in
line with research that emphasizes the importance of motivation
as a mediator in the relationship between organizational
commitment and employee performance [11]. Good governance
in career development is also indicated by the existence of
supportive facilities and work environments, which contribute to
employee performance [24].

2.9.2. Merit System Career Development Has a Significant
Effect on Employee Performance

Career development through the merit system within the State
Apparatus of Mojokerto Regency significantly influenced
employee performance, with test results showing a t-value of
4.352 and a significance of 0.000 for the career development of
the merit system (X). Research confirms that career development
positively and significantly influences employee performance
(Nur et al., 2021). These findings are in line with the results of
research in Mojokerto Regency, where career development
through the merit system not only increases transparency but also
has a positive impact on employee performance, creating clarity
and fairness in career development that increases employee
motivation and morale [22]. The study results show that work
facilities and non-physical environments affect employee
performance, where better access to career development makes
employees feel more supported [24]. Transparency in the career
development process allows employees to understand the steps
needed to achieve progress, thereby improving work efficiency
[26].

Other findings found that discipline and work motivation play
an important role in employee performance, supporting the
argument that planned and transparent career development can
create disciplined and motivated employees [27]. Research shows
the importance of skill development in building employees'
employability [28]. Interventions involving transparent and
structured career development can improve employee
performance, as seen in a study in Mojokerto Regency. Career
development in the form of a merit system allows employees to
explore their intrinsic motivations, supporting positive outcomes
in performance. Research emphasizes that a transparent system
and rewards significantly affect employee motivation [29].

2.9.3. Career Development System Transparency Has a
Significant Effect on Employee Performance

The transparency of the career development system within the
state apparatus has a significant impact on employee
performance. Research shows that career development with a
merit system positively affects career development transparency,
which in turn improves employee performance. In the literature,
much evidence supports the importance of transparency in the
career development process and its relationship to employee

258 Haryadiet al.
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performance outcomes. Research shows that transparency
positively affects the performance of regional apparatus
organizations [30]. The positive influence of transparency can be
accepted as part of a merit system that pays attention to
meritocracy in employee career promotion and development.
This is reinforced by research showing that a transparent and fair
career development system improves employee performance
through objective evaluation [31]. When employees realize their
career development is based on clear and measurable factors, they
are more likely to feel motivated to perform better. Previous
findings also show that an organizational culture that supports
transparency and efficient communication can create a work
environment conducive to employee creativity and productivity
[20].

In addition, studies show that factors related to work features,
including a commitment to transparency in career development
policies, contribute to employee performance [22]. These
outcomes imply that organizations need to design and implement
career development policies that focus on individual achievement
goals and create a transparent feedback system. Research explains
that transparency in career development can strengthen
employees' workability and discipline, creating a situation where
employees feel valued and recognized [27]. Research shows that
a good work environment and facilities have an impact on
employee performance, which is in line with the idea that
transparency also applies to creating a supportive work
environment [24].

2.9.4. Career Development Merit System Has a Significant
Effect on Employee Performance Through Career
Development System Transparency

The career development of the merit system significantly
influences employee performance through the transparency of the
career development system within the state apparatus, especially
in Mojokerto Regency. Research shows that career development,
education, and training contribute positively to employee
performance [32]. The effectiveness of the merit system in career
development is based on the validity of assessments that focus on
competencies and achievements, which builds trust among
employees in the system. The study provides additional evidence
that positive career development significantly affects employee
performance [25]. When employees feel that their career
development is managed transparently and fairly, their work
motivation increases, which leads to improved performance.
Research also states that employee competencies can drive higher
performance, emphasizing the importance of managing internal
factors such as competence and training [33].

Transparency in the career development system plays a key
role in ensuring employees feel valued and recognized. Research
reveals that a positive work environment greatly influences
employee performance, where the elements of transparency and
good communication generate motivation [34]. The findings of
Sobel's analysis show that there is a significant positive influence
of the merit system's career development on employee
performance through transparency as a mediating variable.
Research emphasizes that an effective management information
system contributes to improving employee performance through
transparent and structured information management [35].
Research found that work ability, discipline, and motivation
contribute significantly to employee performance, showing the
interdependence between variables [27].
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3.9.5. Research Implications

The results of this study provide important implications for the
development of human resource policies within the state
apparatus, especially in Mojokerto Regency. By showing that the
career development of the merit system has a significant effect on
employee transparency and performance, this study encourages
policymakers to design and implement policies that are more
transparent and fair in the career development process. This is
expected to increase employee motivation and job satisfaction
and create a more productive work environment.

3.9.6. Research Limitations

The limitation of this study lies in focusing only on employees in
Mojokerto Regency, so the results may not be fully generalized
to other regions with different contexts. In addition, this study
uses quantitative methods that may not fully capture the nuances
and complexity of employee experiences related to career
development and transparency. Therefore, further research with a
qualitative or mixed approach can provide deeper insights into the
factors that affect employee performance in the context of career
development of the merit system.

3. CONCLUSION

The conclusion of this study shows that the merit system's career
development significantly influences the transparency of the
career development system and the performance of employees
within the state apparatus of Mojokerto Regency. Transparency
is an important mediating variable in this relationship, suggesting
that transparent career development policies can improve
employee performance. Suggestions for future research are for
policymakers to consider implementing a more transparent and
fair merit system and conducting periodic evaluations of career
development policies to ensure that employee needs are met and
organizational performance can continue to be improved.

REFERENCE

[1] W. P. R. Wickramaratne, “Sustainability in Career
Development: The Impact of Career Development
Culture and Career Support of Senior Management on
Career Satisfaction,” EMAJ Emerg. Mark. J., vol. 10, no.
2, pp. 1-9, Apr. 2021, doi: 10.5195/ema;j.2020.194.

[2] M. Mousa et al., “Advancing Women in Healthcare
Leadership: A Systematic Review and Meta-Synthesis
of  Multi-Sector Evidence on  Organizational
Interventions,” EClinicalMedicine, vol. 39, p. 101084,
Sep. 2021, doi: 10.1016/j.eclinm.2021.101084.

[3] D. S. K. Ung et al., “Global Migration and Factors
Influencing Retention of Asian Internationally Educated
Nurses: A Systematic Review,” Hum. Resour. Health,
vol. 22, no. 1, p. 17, Mar. 2024, doi: 10.1186/s12960-
024-00900-5.

[4] I. Ridwan, O. Sukmana, and W. Wahyudi, “Evaluation
of Merit System Policy Implementation in the Selection
for High Leadership Positions within the Riau Provincial
Government,” Asian J. Eng. Soc. Heal., vol. 3, no. 5, pp.
1063-1074, May 2024, doi: 10.46799/ajesh.v3i5.319.

[5] M. A. Effendy, H. Sukarman, H. Budiaman, M. P.
Perdana, and L. P. Rahayu, “Meningkatkan Kinerja
ASN Melalui Sistem Merit Dihubungkan dengan
Penerapan UU No. 20 Tahun 2023 tentang ASN,” J. Ilm.
Galuh Justisi Fak. Huk. Univ. Galuh, vol. 12, no. 1, pp.
131-143, 2024.

[6] Y. N. Fadilla, “Analisis Kualitatif Penerapan Sistem

https://doi.org/10.29165/ajarcde.v9i2.703

NITY DEVELOPM

[11]

[14]

[15]

[16]

[21]

ENT AND EMPOWERMENT. VOL 9 (2025), No.2

Merit dalam Manajemen Talenta Melalui Konsep Smart
Talent di Pemerintah Kabupaten Bandung Barat,” J.
Educ. Gov. Wiyata, vol. 3, no. 1, pp. 8-24, 2025, doi:
https://doi.org/10.71128/e-gov.v3i1.198.

I. Sandinirwan, R. Umi Kharomah, A. Zubaedah, M.
Sueb, M. Syahraini, and A. Fauzi, “Faktor-Faktor yang
Memengaruhi Keberhasilan Implementasi Sistem Merit
dalam Organisasi Pemerintahan di Indonesia,” J. Manaj.
Pendidik. Dan Illmu Sos., vol. 3, no. 2, pp. 1165-1177,
2022, doi: 10.38035/jmpis.v3i2.1369.

D. Wati, A. W. G. Putra, and J. Tanuwijaya, “Pengaruh
Pay Transparency Terhadap Job Satisfaction, Turnover
Intention, dan Organizational Commitment Serta
Perceived Organizational Support Sebagai Variabel
Mediasi,” Entrep. Bisnis Manaj. Akunt., vol. 5, no. 1, pp.
91-108, 2024, doi: 10.37631/ebisma.v5i1.1059.

S. Anggraini, M. Rifai, and A. Muhid, “Peran Layanan
Bimbingan dan Konseling Komprehensif dalam
Perencanaan Karier Pada Siswa SMA,” Ter. J. Bimbing.
dan Konseling, vol. 5, no. 1, pp. 16-23, Jun. 2021, doi:
10.26539/teraputik.51544.

D. Harahap, F. Dakwah, I. Komunikasi, and L.
Padangsidimpuan,  “Konsep  Dasar  Bimbingan
Konseling Karir dan Perspektif Islam,” J. Bimbing.
Konseling Islam, vol. 1, no. 2, pp. 251-270, 2019.

N. Nasruddin, S. Surajiyo, S. Suhaipa, and H. Paleni,
“Efek Mediasi Variabel Motivasi pada Pengaruh
Komitmen Organisasi dan Disiplin Kerja Terhadap
Kinerja Pegawai,” Syntax Lit. J. Ilm. Indones., vol. 6, no.
10, p. 5232, Oct. 2021, doi: 10.36418/syntax-
literate.v6110.4377.

Y. Miladi, S. Maryam, and S. Satarudin, “Pengaruh
Budaya Kerja, Disiplin Kerja dan Motivasi Kerja
Terhadap Kinerja Pegawai Sekretariat Daerah Kota
Mataram,” J. Oportunitas Ekon. Pembang., vol. 2, no.
2, pp- 1-12, Sep. 2023, doi:
10.29303/oportunitas.v2i2.491.

Taufik and Y. N. Supriadi, “Pengaruh Penyederhanaan
Birokrasi, Motivasi Kerja, dan Kepuasan Kerja
Terhadap Kinerja Pegawai Tenaga Kependidikan
Aparatur Sipil Negara UPN ‘Veteran® Jakarta,” Syntax
Lit. J. Ilm. Indones., vol. 7, no. 10, pp. 17528-17541,
Oct. 2022, doi: 10.36418/syntax-literate.v7i10.13131.
Hardani et al., Buku Metode Penelitian Kualitatif dan
Kuantitatif, Cetakan 1., no. Maret. Yogyakarta: CV.
Pustaka Ilmu Group Yogyakarta, 2020.

Sugiyono, Metode Penelitian Kuantitatif (Edisi ke-3),
3rd ed. Bandung: CV Alfabeta, 2022. [Online].
Auvailable:
https://opac.perpusnas.go.id/DetailOpac.aspx?id=11889
29

B. Darma, Statistika Penelitian Menggunakan SPSS (Uji
Validitas, Uji Reliabilitas, Regresi Linier Sederhana,
Regresi Linier Berganda, Uji t, Uji F, R2). Kabupaten
Bogor: Guepedia, 2021.

Ghozali, Aplikasi Analisis Multivariate dengan Program
IBM SPSS 25. Semarang: Badan Penerbit Universitas
Diponegoro, 2018.

R. Ramadhany, Buku Saku Digital: Pengunaan Aplikasi
SPSS Ver. 29. Palangkaraya: FISIP IAN UPR, 2024.
Pallant J., SPSS Survival Manual: A Step by Step Guide
to Data Analysis Using The SPSS Program (4th
Edition). New York: McGraw Hill Inc, 2010.

S. Ridjal, I. Fitriani, and E. Hasmin, “Pengaruh Budaya
Organisasi dan Komunikasi Terhadap Kepuasan Kerja
Serta Dampaknya Pada Kinerja Pegawai Dinas
Kebudayaan dan Kepariwisataan Prov. Sulsel,” Movere
J, vol. 5 no. 2, pp. 131-146, Jul. 2023, doi:
10.53654/mv.v5i02.358.

D. Wahyutomo and 1. F. M. Zikri, “Budaya Organisasi

Haryadi et al 259



[23]

[24]

[26]

[27]

M.S. HARYADI/ASIAN JOURNAL OF APPLIED RESEARCH FOR COMMUNITY DEVELOPMENT AND EMPOWERMENT. VOL 9 (2025), No. 2

Sebagai Faktor yang Berpengaruh dalam Menentukan
Kinerja Karyawan dan Kualitas Layanan dengan
Kepuasan Kerja sebagai Variabel Intervening,” J. Minfo
Polgan, vol. 13, no. 1, pp. 520-532, 2024, doi:
10.33395/jmp.v13i1.13708.

. M. Y. S. Yuda, “Faktor Penentu Keberhasilan Kinerja
Pegawai: Studi Kasus di Triton Denpasar,” J. Iim.
Manaj. dan Bisnis, vol. 7, no. 1, pp. 41-49, Jun. 2022,
doi: 10.38043/jimb.v7i1.3577.

Rizky Akbar, Muh. Ilham, and Deti Mulyati,
“Implementasi Kebijakan Pola Karier Pegawai Negeri
Sipil Pada Badan Kepegawaian dan Pengembangan
Sumber Daya Manusia Kabupaten Serang Provinsi
Banten,” VISIONER J. Pemerintah. Drh. di Indones.,
vol. 13, no. 2, pp. 441454, Aug. 2021, doi:
10.54783/jv.v13i2.445.

C. R. V. Al Hazmi and J. Nugraha, “Pengaruh Fasilitas
Kerja dan Lingkungan Kerja Non Fisik terhadap Kinerja
Pegawai di PT Kawan Lama Sejahtera Surabaya,” J. Off.
Adm. Educ. Pract., vol. 1, no. 2, pp. 282-297, Jul. 2021,
doi: 10.26740/joaep.v1n2.p282-297.

M. 1. M. Nur, F. Manne, and S. Suriani, “Analisis
Determinan Kinerja Pegawai Pada Badan Kepegawaian
dan Pengembangan Sumber Daya Manusia (BKPSDM)
Kabupaten Jeneponto,” Indones. J. Bus. Manag., vol. 4,
no. 1, pp- 31-37, Dec. 2021, doi:
10.35965/jbm.v4i1.1202.

G. S. Putro and A. Sahban, “Pengaruh Pengembangan
Karier Terhadap Peningkatan Kinerja Pegawai Pada
Kantor PT PLN (Persero) Unit Pengatur Beban
Sulselrabar Makassar,” Competitiveness, vol. 8, no. 1,
pp. 163-173,2019.

S. Sumiati and R. Sumarta, “Dampak Kemampuan
Kerja, Disiplin, dan Motivasi Terhadap Kinerja Pegawai
Sekretariat Daerah Kota Padang,” J. Menara Ekon.
Penelit. dan Kaji. Ilm. Bid. Ekon., vol. 9, no. 1, pp. 44—
51, Apr. 2023, doi: 10.31869/me.v9i1.4262.

E. Halim and C. F. Arifianto, “Dari Karyawan Menjadi
Wirausahawan: Sebuah Analisis Kualitatif Guncangan
Karier pada Wirausahawan Milenial,” J. Pendidik. dan
Kewirausahaan, vol. 11, no. 3, pp. 986-999, Jul. 2023,
doi: 10.47668/pkwu.v11i3.737.

260 Haryadiet al.

[29]

(30]

[31]

[32]

[33]

(34]

[35]

I. M. Adnyana and A. D. Ajeng Gemellia, “Analisis
Kinerja Aparatur Sipil Negara di Badan Siber dan Sandi
Negara Tahun 2019,” Popul. J. Sos. dan Hum., vol. 6,
no. 2, pp. 211-235, Sep. 2021, doi:
10.47313/pjsh.v6i2.1387.

C. Ulya and E. B. Astuti, “Analisis Pengaruh
Transparansi dan Akuntabilitas Keuangan Daerah
Terhadap Kinerja Organisasi Perangkat Daerah (Studi
Pada Badan Pengelola Keuangan dan Aset Daerah Kab
Tegal, BUMD Kab Tegal, Ikatan Profesi Notariat Kab
Tegal, Camat dan Lurah Kab Tegal),” AKSES J. Ekon.
dan Bisnis, vol. 13, no. 2, pp. 6379, Mar. 2020, doi:
10.31942/akses.v13i2.3242.

F. Balqgis and E. Sugiono, “Pengaruh Beban Kerja,
Penilaian Prestasi Kerja, dan Pengembangan Karier
Terhadap Kinerja Karyawan PT Surya Progard Jakarta
Selatan,” Oikonomia J. Manaj., vol. 16, no. 1, pp. 1-12,
Jan. 2020, doi: 10.47313/oikonomia.v16i1.1004.

H. Indasari, K. Hudzafidah, and M. T. Widayanto,
“Pengaruh Pengembangan Karir, Pendidikan dan
Pelatihan Terhadap Kinerja Pegawai Pada Dinas
Perhubungan Kabupaten Probolinggo,” JUMAD J.
Manag. Accounting, Digit. Bus., vol. 1, no. 6, pp. 751—
760, Dec. 2023, doi: 10.51747/jumad.v1i6.1485.

A. D. Firmansyah, “Pengaruh Kompetensi Terhadap
Kinerja Pegawai Pada Badan Kepegawaian dan
Pengembangan  Sumber Daya Manusia Kota
Tasikmalaya,” J. llmu Adm. Negara, vol. 8, no. 1, pp.
51-59, Jun. 2020, doi: 10.31629/juan.v8il.2163.

C. Bangun David and R. Husniati, “Pengaruh
Lingkungan Kerja, Pelatihan Kerja, dan Disiplin Kerja
Terhadap Kinerja Pegawai Suku Dinas Tenaga Kerja,
Transmigrasi, dan Energi Kota Administrasi Jakarta
Timur,” J. Ilm. Metansi (Manajemen dan Akuntansi),
vol. 7, mo. 1, pp. 1-15 Apr. 2024, doi:
10.57093/metansi.v7i1.205.

I. M. Mariasa, M. Fahrul, R. P. Sumarta, and K. B. Aji,
“Analisis Pengaruh Penerapan Sistem Informasi
Manajemen Diklat dan Kompetensi Pegawai Terhadap
Kinerja Pegawai (Studi Kasus Politeknik Pelayaran
Sorong),” JPB J. Patria Bahari, vol. 1, no. 2, pp. 46—
52, Dec. 2021, doi: 10.54017/jpb.v1i2.43.

https://doi.org/10.29165/ajarcde.v9i2.703



