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Abstract. This study aims to analyze the influence of professional competence on the 
performance of police personnel, with digital skills as a moderating variable. 
Personnel performance is a vital element in realizing optimal public services, as well 
as in maintaining public order and security. In the context of Polri reform, improving 
personnel competence and professionalism is a strategic need, especially in facing 
challenges in the digital era. This study was motivated by the need to answer the 
inconsistency of previous research results regarding the relationship between 
competence and performance, and to examine the role of digital skills in 
strengthening this relationship. This study uses a quantitative approach with an 
explanatory research type. The sample in this study was 109 personnel of the 
Directorate of Enforcement, Sub-Directorate of Action, Densus 88 AT Polri, who were 
determined using convenience sampling techniques. The research instrument was a 
questionnaire that measured three main variables: professional competence, digital 
skills, and personnel performance, with indicators adapted from relevant theories 
such as Robbins (2002) and Prayoga et al. (2020). Data were analyzed using 
Structural Equation Modeling (SEM) based on Partial Least Square (PLS). The results 
of the analysis show that: (1) professional competence has a positive and significant 
effect on digital capability; (2) professional competence has a positive and significant 
effect on personnel performance; and (3) digital capability also has a positive and 
significant effect on personnel performance. In addition, it was found that digital 
capability significantly mediates the relationship between professional competence 
and personnel performance. The R-square value shows that the combination of 
professional competence and digital capability is able to explain the variation in 
personnel performance quite strongly. 
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1. Introduction 

The performance of police personnel is a key element in realizing optimal public services and 
maintaining the stability of public security. In law enforcement, the competence of the Police 
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is very important to realize legal certainty, justice, and benefits. Inadequate competence and 
welfare can encourage corrupt actions, so both need to be improved simultaneously. 

The effort involves setting targets in the arrangement and change. In the period 2005-2009, 
Polri focused on building public trust (trust building). In the period 2010-2014, Polri attempted 
to build partnerships (partnership building). Meanwhile, in the period 2015-2025, Polri has a 
target to achieve excellence (strive for excellence). 

In this context, the National Police as the institution responsible for domestic security needs 
to prepare its personnel to anticipate dynamic developments. Changes in the attitudes and 
behavior of National Police personnel are key to responding to demands for a democratic, 
transparent, accountable police force that prioritizes the supremacy of law and human 
rights.(Gaussyah, 2012). This requires effective performance, especially for the Polres as an 
integral part of the police. 

One important aspect in the professional preparation of police officers is the level of 
professional skills and competence.(Wulan et al., 2022). The professional competence of the 
Police includes various skills, such as processing official documents, using databases, radio 
communication, video recording during patrols, and providing emergency medical assistance. 
The importance of developing the competence and skills of patrol officers also includes 
mastery of physical influence techniques, the use of special tools, firearms, and driving skills 
in extreme conditions. Psychological influence on violators and the ability to convince them 
to comply with legal requirements are also important focuses. 

This competency includes not only technical skills, but also the capacity to work 
collaboratively and strategically in dynamic situations. Therefore, planned and structured 
digital capabilities are one of the main efforts to improve the ability of police personnel to 
carry out their duties effectively. 

Police digital capabilities are not only focused on mastering standard operating procedures, 
but also on developing leadership skills, decision-making, and communication skills. This 
training is designed to equip personnel with relevant knowledge and competencies, so that 
they can respond to situations quickly and appropriately. However, the challenge that often 
arises is how to ensure that the training provided is able to produce significant performance 
improvements in the field. 

Education and training are essential needs in supporting competency improvement, and this 
must be managed effectively with proper coordination.(Ramli et al., 2023). The aim of 
education and training is to improve the performance of civil servants in providing services to 
the community, with a focus on improving the quality of service according to established 
standards.(Onyeador et al., 2021). Civil service training activities are an effort to improve 
competence in order to produce optimal performance through the transfer of knowledge, 
attitudes, and skills. 
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Previous research related to the role of competence on personnel performance still leaves 
controversial results. Among them are the results of research that competence has a 
significant direct influence on organizational performance.(Reza Aulia, 2023)This result 
contradicts the fact that competency development does not have a significant influence on 
organizational performance variables.(Sudewo et al., 2022).So in this study, Digital Ability is 
proposed as a moderating variable to answer this gap. 

 In this digital era, digital literacy is one of the important competencies that must be 
possessed by everyone, including employees in government agencies. According to Law et al 
in Rumata & Nugraha, (2020), there are three Digital Literacy Competencies that must be 
possessed by employees, namely Digital insight (knowledge), skills (skills), and behavior 
(attitude). 1) Digital Insight (knowledge) is an employee's knowledge or understanding of 
digital technology, including the implications and impacts on their duties and functions. 2) 
Digital Skills (skills) are the ability of employees to use digital technology to support their 
work. 3) Digital Behavior (attitude) is employee awareness of the use of digital technology 
wisely and responsibly. 

2. Research Methods 

This study was conducted to test the hypothesis with the intention of justifying or 
strengthening the hypothesis with the hope that it can ultimately strengthen the theory used 
as a basis. In relation to the above, the type of research used is "Explanatory research" or 
research that is explanatory in nature, meaning that this study emphasizes the relationship 
between research variables by testing the hypothesis, the description contains a description 
but the focus lies on the relationship between variables (Singarimbun, 1982). The analysis 
used to answer the hypothesis is structural equation modeling using the Partial Least Square 
(PLS) approach. This approach is used because the estimation of latent variables in PLS is as 
an exact linear combination of indicators, so that it is able to avoid indeterminacy problems 
and produce accurate component scores. In addition, the PLS analysis method is powerful 
because it can be applied to all data scales, does not require many assumptions and the 
sample size does not have to be large. 

3. Results and Discussion 

The population in this study is all personnel Directorate of Enforcement Sub-Directorate of 
Criminal Investigation Cirebon Police. The questionnaire distribution process was carried out 
directly by visiting personnel and indirect distribution by using internet media via Google 
Form so that a sample size of 109 respondents was obtained. To find out the description of 
the respondents, it can be explained as follows: 

Respondent Characteristics Table 

Characteristics Information Frequency Percentage 

Gender Man 
Woman 

65 
44 

59.63 
40.37 
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Age of respondents 19 – 24 years 
25 – 30 years 
31 – 35 years 
> 36 years 

5 
82 
14 
8 

4.59 
75.23 
12.84 
7.34 

Level of education SENIOR HIGH SCHOOL 
Diploma (D3) 
Bachelor (S1) Master (S2) 

41 
6 
41 
21 

37.61 
5.50 
37.61 
19.27 

Source: Processed primary data, 2025 

Based on the Table data regarding the characteristics of respondents of all personnel in the 
Directorate of Police Enforcement Sub-Directorate of Police Action, Cirebon Police, it can be 
seen that the majority of respondents are male, as many as 65 people or 59.63% of the total 
respondents. Meanwhile, the number of women is 44 people or 40.37%. This shows that the 
composition of personnel who participated in this survey came mostly from men. 

In terms of age, the majority of respondents are in the 25–30 age group, with a total of 82 
people or 75.23% of the total respondents. This age group was followed by 14 respondents 
(12.84%) aged 31–35 years, and 8 respondents (7.34%) aged over 36 years. Only 5 
respondents (4.59%) were in the 19–24 age group. Thus, the majority of personnel involved 
in this survey came from the young adult age group, namely 25 to 30 years, which is known 
as the productive age group. 

Regarding education level, most respondents have a high school and bachelor's degree (S1), 
each as many as 41 people or 37.61%. As many as 21 people (19.27%) have a Master's degree 
(S2), and only 6 people (5.50%) have a Diploma (D3). This shows that most personnel have a 
secondary to higher education background, with a dominance of high school and bachelor's 
graduates. 

From the characteristics that have been explained, it can be concluded that all personnel who 
participated in the survey at the Directorate of Enforcement, Sub-Directorate of Police Action, 
Directorate of Enforcement, Sub-Directorate of Police Action, Densus 88 AT Polri were 
dominated by women aged 25 to 30 years with a high school or Bachelor's degree (S1) 
education. This profile shows that the majority of personnel come from an active and 
productive age group and have an adequate level of education to support the implementation 
of tasks in the field. 

Respondents' Response Table Regarding Digital Capabilities 

No Descriptive Variables 

Frequency of Answers 

Indicator STS TS N S SS Mean Information 

1 Access 4 5 33 22 45 3.89 Tall 

2 Use 5 4 25 38 37 3.89 Tall 

3 Application maker (create application) 3 7 33 26 40 3.85 Tall 

4 Creation (create) 5 5 25 29 45 3.95 Tall 

5 Communication 4 7 23 34 41 3.92 Tall 

Average 3.90 Tall 



 
Vol. 22 No. 2 July (2025)           Improving Personnel Performance Based …. (Dicky Romadhona Firmansyah & Heru Sulistyo) 
 

683 
 

Source: Processed primary data, 2025 

Based on the Table of 109 respondents taken as a sample, it is known that the majority of 
respondents assessed the Digital Ability of personnel in the High category (Mean 3.90). This 
shows that according to respondents, items related to Digital Ability in the Directorate of 
Enforcement Sub-Directorate of Enforcement Directorate of Enforcement Sub-Directorate of 
Enforcement Densus 88 AT Polri have been included in the high category. This means that 
most respondents gave positive responses and had a strong perception of the indicators in 
the questionnaire statements regarding Digital Ability. 

The high level of respondents' responses provides an understanding that it is important for 
organizations to continue to pay attention to and improve Digital Capability indicators such 
as access, use, application creation, digital content creation, and digital communication. This 
aims to make personnel more prepared to face the challenges of digital-based tasks, 
accelerate the adoption of new technologies, and increase effectiveness and efficiency in 
carrying out operational tasks in the field. 

Personnel Performance variables are measured using 4 (four) reflective measurement items, 
all of which are declared valid, with outer loading values ranging from 0.794 to 0.819. This 
value indicates that all items are valid in reflecting the Personnel Performance variable. 

The reliability level of the variable is acceptable, as indicated by the Composite Reliability 
value of 0.880 and Cronbach's Alpha above 0.70, which means that this variable is reliable. In 
addition, the Average Variance Extracted (AVE) value of 0.647 (> 0.50) indicates that this 
variable also meets the convergent validity criteria well. Overall, the variation of 
measurement items contained by the variable reaches 64.7%. 

Among the four measurement items, the Kpk4 indicator (quantity) has the highest outer 
loading value of 0.819, followed by Kpk1 (integrity) with a value of 0.808. This shows that the 
quantity of work results and personnel integrity are the strongest aspects in shaping the 
perception of personnel performance at the Directorate of Enforcement, Sub-Directorate of 
Action, Cirebon Police. 

Therefore, the measurement items Kpk4 (quantity) and Kpk1 (integrity) are items that need 
to be maintained in an effort to improve personnel performance. While items Kpk2 
(creativity) and Kpk3 (independence), although they have good contributions, need to be 
continuously optimized in order to increase their contribution to the Personnel Performance 
variable. 

The Professional Competence variable is measured through 6 (six) reflective measurement items 
which are all valid, with outer loading values between 0.709 and 0.822. This shows that all 
indicators are able to represent the variables well. 

The reliability of this variable is very good, indicated by Composite Reliability of 0.905 and 
Cronbach's Alpha above 0.70, so it can be concluded that this instrument is reliable. The AVE value 
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of 0.614 (> 0.50) has also met the criteria for convergent validity. Overall, the variation of 
measurement items contained in the variable reaches 61.4%. 

Indicator Kp1 (knowledge) has the highest outer loading of 0.822, followed by Kp2 (skills) of 0.810 
and Kp5 (personal characteristics) of 0.802. This shows that the aspects of knowledge, skills, and 
personal characteristics are dominant factors in forming the professional competence of 
personnel. 

Therefore, the measurement items Kp1 (knowledge), Kp2 (skills), and Kp5 (personal 
characteristics) are items that need to be maintained in an effort to strengthen professional 
competence. While item Kp6 (motive) which has the lowest outer loading value still needs to be 
considered and improved so that its contribution to the variable becomes more optimal. 

The Digital Ability variable is measured by 5 (five) reflective measurement items that are all 
valid, with outer loading values between 0.714 and 0.766. The level of reliability of this 
variable is acceptable, as indicated by the Composite Reliability of 0.863 and Cronbach's Alpha 
above 0.70, so it can be said that this instrument is reliable. The AVE value of 0.557 (> 0.50) 
also indicates that this variable meets the requirements of convergent validity, with a 
variation of measurement items of 55.7%. 

Indicator Kd4 (creation) has the highest outer loading of 0.766, followed by Kd5 
(communication) of 0.762. This shows that the ability to create digital products and the ability 
to communicate digitally are the main factors in forming personnel's Digital Capabilities. 

Therefore, the measurement items Kd4 (creation) and Kd5 (communication) are items that 
need to be maintained and continuously developed. Meanwhile, item Kd1 (access) which has 
the lowest outer loading value needs to be given special attention to be further improved, so 
that all aspects of personnel's digital capabilities can develop in a balanced manner. 

Inner model or structural model testing is carried out to see the relationship between 
variables, significance values and R-square of the research model. In assessing the model with 
PLS, it begins by looking at the R-Square for each dependent latent variable (Ghozali, 2011). 
This study uses the Structural Equation Model (SEM) technique using the Partial Least Square 
method which functions to determine the influence of the variables Personnel Performance, 
Professional Competence, Customer Loyalty and Digital Ability as intervening variables. Based 
on the test results, the following results were obtained: 

Path Coefficients Results Table 

Variables Original 
Sample 

Mean Of 
Subsamples 

Standard 
Deviation 

T-Statistic P-Value Results 

H1 Professional 
Competence -> Digital 
Skills 

0.887 0.883 0.034 26,424 0.000 Significant 
Positive 

H2 Professional 
Competence -> 
Personnel Performance 

0.416 0.407 0.125 3.319 0.001 Significant 
Positive 



 
Vol. 22 No. 2 July (2025)           Improving Personnel Performance Based …. (Dicky Romadhona Firmansyah & Heru Sulistyo) 
 

685 
 

H3 Digital Capabilities -
> Personnel 
Performance 

0.457 0.461 0.127 3,589 0.000 Significant 
Positive 

Source: Processed primary data, 2025 

H1: From the table above, it can be explained that the influence of Professional Competence 
on Digital Ability has an original sample value of 0.887 with a P-value of 0.000. Because the 
value of 0.000 <0.05, this shows that Professional Competence has a positive and significant 
effect on Digital Ability. This means that the higher the level of Professional Competence of 
personnel, the better the Digital Ability they have. Thus, it can be concluded that Professional 
Competence has a strong relationship in improving the Digital Ability of personnel in the 
Directorate of Enforcement, Sub-Directorate of Action, Cirebon Police. 

H2: From the table above, it can be explained that the influence of Professional Competence 
on Personnel Performance has an original sample value of 0.416 with a P-value of 0.001. 
Because the value of 0.001 <0.05, this indicates that Professional Competence has a positive 
and significant effect on Personnel Performance. This means that increasing the Professional 
Competence of personnel will have a direct impact on increasing Personnel Performance. 
Thus, it can be concluded that Professional Competence contributes significantly to driving 
Personnel Performance in the Directorate of Enforcement, Sub-Directorate of Action, Cirebon 
Police. 

H3: From the table above, it can be explained that the influence of Digital Ability on Personnel 
Performance has an original sample value of 0.457 with a P-value of 0.000. Because the value 
of 0.000 <0.05, this shows that Digital Ability has a positive and significant effect on Personnel 
Performance. This means that the better the Digital Ability of the personnel, the higher the 
resulting Personnel Performance. Thus, it can be concluded that Digital Ability plays an 
important role in improving Personnel Performance in the Directorate of Enforcement, Sub-
Directorate of Action, Cirebon Police. 

In PLS statistical testing of each hypothesized relationship is done using simulation. In this 
case, the bootstrap method is used on the sample. This hypothesis testing will explain the 
interest in direct and indirect influences between variables, as explained in the following 
results: 

1) The Influence of Professional Competence on Digital Ability 

The results of the Professional Competence test on Digital Ability at the Directorate of 
Enforcement, Sub-Directorate of Enforcement, Directorate of Enforcement, Sub-Directorate 
of Enforcement, Densus 88 AT Polri obtained a t-statistic value of 26.424> t table 1.982 with 
a p-value of 0.000. This explanation can be interpreted that there is a significant influence 
between Professional Competence and Digital Ability. With these results, it is concluded that 
the test is able to accept the first hypothesis, so that Professional Competence has a 
significant influence on Digital Ability and can be accepted. 
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2) The Influence of Professional Competence on Personnel Performance 

The results of the Professional Competence test on Personnel Performance at the Directorate 
of Enforcement, Sub-Directorate of Enforcement, Directorate of Enforcement, Sub-
Directorate of Enforcement, Densus 88 AT Polri obtained a t-statistic value of 3.319> t table 
1.982 with a p-value of 0.001. This explanation shows that there is a significant influence 
between Professional Competence on Personnel Performance. With these results, it is 
concluded that the test is able to accept the second hypothesis, so that Professional 
Competence has a significant influence on Personnel Performance and can be accepted. 

3) The Impact of Digital Capabilities on Personnel Performance 

The results of the Digital Ability test on Personnel Performance at the Directorate of 
Enforcement, Sub-Directorate of Enforcement, Directorate of Enforcement, Sub-Directorate 
of Enforcement, Densus 88 AT Polri obtained a t-statistic value of 3.589> t table 1.982 with a 
p-value of 0.000. This explanation means that there is a significant influence between Digital 
Ability and Personnel Performance. With these results, it is concluded that the test is able to 
accept the third hypothesis, so that Digital Ability has a significant influence on Personnel 
Performance and can be accepted. 

The discussion that will be carried out in this research: 

1) The Influence of Professional Competence on Digital Capabilities 

The results of the Partial Least Square (PLS) analysis show that Professional Competence has 
an effect on Digital Ability, this is proven by the original sample value of 0.887 and the P-value 
of 0.000. Because the P-value of 0.000 <0.05 and the T-statistic of 26.424> T-table 1.982, it is 
concluded that Professional Competence has a positive and significant effect on Digital 
Ability. 

This means that the better the professional competence possessed by the personnel of the 
Directorate of Enforcement of the Sub-Directorate of Action of the Cirebon Police, the higher 
the Digital Skills they master. With good professional competence, personnel can adapt more 
quickly to the development of digital technology, understand the use of digital applications, 
and create new innovations that support their operational tasks. 

This finding is in line with research conducted by Aztiannisa N. S & Adialita T. (2024), which 
explains that professional competence has a positive influence on an individual's ability to 
master information technology. This means that efforts to improve professional competence 
need to be continuously encouraged to strengthen the digital capabilities of personnel. 

2) The Influence of Professional Competence on Personnel Performance 

Personnel performance is also positively and significantly influenced by Professional 
Competence. The Path Coefficient results show an original sample value of 0.416 with a P-
value of 0.001. Since the P-value <0.05 and the T-statistic of 3.319> T-table 1.982, it can be 
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concluded that Professional Competence has a positive and significant influence on Personnel 
Performance. 

Thus, the higher the level of professional competence possessed by personnel, the better the 
performance they show. Professional competence such as technical skills, in-depth 
knowledge, and good interpersonal skills greatly contribute to the effectiveness of daily tasks, 
accuracy in decision making, and quality of work results. 

This strengthens the idea that in police organizations, professional competency development 
is a very important aspect for increasing productivity and performance effectiveness, as 
emphasized in various previous studies on the relationship between competency and 
performance. 

3) The Influence of Digital Capabilities on Personnel Performance 

Digital Ability is also proven to have a positive and significant effect on Personnel 
Performance. The results of the analysis show an original sample value of 0.457 and a P-value 
of 0.000. Because the P-value <0.05 and the T-statistic of 3.589> T-table 1.982, it can be 
concluded that Digital Ability has a positive and significant effect on Personnel Performance. 

This means that the better the digital skills possessed by personnel, the more optimal the 
performance produced. Personnel who are able to access information quickly, use technology 
in carrying out tasks, and innovate through digital applications will be more productive and 
efficient. This is important especially in the modern era, where the use of technology is key 
to supporting the smooth running of anti-terrorism operations. 

This result is in line with the research of Aztiannisa N. S & Adialita T. (2024) which states that 
high digital capabilities drive overall organizational performance. Therefore, investment in 
improving personnel's digital capabilities is very important to ensure optimal performance in 
the Directorate of Enforcement, Sub-Directorate of Action, Cirebon Police. 

4.Conclusion 

Based on the research that has been conducted, the following conclusions can be obtained: 
Professional competence has a positive and significant effect on Digital Ability. Provides the 
understanding that the higher the professional competence possessed by personnel, the 
better the digital skills they can master in supporting operational tasks at the Directorate of 
Enforcement, Sub-Directorate of Action, Cirebon Police, Professional competence has a 
positive and significant effect on Personnel Performance. Provides the understanding that the 
better the professional competence possessed by personnel, the more optimal the 
performance produced will be in carrying out duties and responsibilities at the Directorate of 
Enforcement, Sub-Directorate of Action, Cirebon Police, Digital ability has a positive and 
significant effect on Personnel Performance. Provides the understanding that the higher the 
digital skills possessed by personnel, the more effective and efficient their performance in 
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carrying out duties will be at the Directorate of Enforcement, Sub-Directorate of Action, 
Cirebon Police. 

5. References 

Agustina, S., Andika Darma, W., Fajar, V. F., Maulana, D., Fachrie, M., & Putra, P. (2023). 
Kinerja Personil Kepolisian Pada Direktorat Reserse Kriminal Umum (Ditreskrimum) 
Melalui 13 Komponen Penilaian Di Kepolisian Daerah Sumatera Selatan. Jurnal Ilmu 
Administrasi Dan Studi Kebijakan (Jiask), 5(2), 151–170. 

Anis, R., Made, I., Dirgantara, B., & Harsasi, M. (2022). Pengaruh Kecerdasan Emosional dan 
Lingkungan Kerja Terhadap Kinerja Personil Kepolisian dengan Mediasi Komitmen 
Organisasi. EDUKASIA: Jurnal Pendidikan Dan Pembelajaran, 3, 1011–1022. 
http://jurnaledukasia.org  

Basori Alwi, I., Machali Pengaruh Kompetensi Profesional terhadap Kinerja Guru melalui 
Variabel Kontrol Etos Kerja di SMK Daarul Abroor Tasikmalaya, I., & Machali UIN 
Sunan Kalijaga Yogyakarta, I. (2021). Pengaruh Kompetensi Profesional terhadap 
Kinerja Guru melalui Variabel Kontrol Etos Kerja di SMK Daarul Abroor Tasikmalaya. 
Jurnal Pendidikan Madrasah, 6(2). 

Bondarenko, V., Okhrimenko, I., Yevdokimova, O., Sydorchuk, N., Dzhezhyk, O., Boichuk, I., 
Kalashnik, N., Kozlovets, M., Slyusar, V., Pavlenko, V., Biruk, N., Verbovskyi, I., & 
Bloshchynskyi, I. (2023). Profesional Skills and Competencies of the Future Police 
Officers. International Journal of Applied Exercise Physiology Www.Ijaep.Com , 9(5). 
www.ijaep.com 

Boyd, C. (2013). Communication, Collaboration, and trust within virtual teams. Journal of 
Chemical Information and Modeling, 53(9), 1689–1699. 

Brenda Barker Scott. (2017). Creating a Collaborative Workplace Amplifying Teamwork in 
Your Organization. QUEEN’S UNIVERSITY IRC, 1–10. 

de Vries, R. E., Bakker-Pieper, A., & Oostenveld, W. (2010). Leadership = communication? The 
relations of leaders’ communication styles with leadership styles, knowledge sharing 
and leadership outcomes. Journal of Business and Psychology, 25(3), 367–380. 
https://doi.org/10.1007/s10869-009-9140-2  

Gaussyah, M. (2012). Revitalisasi Fungsi SDM Polri dan Anggaran Polri menuju Profesionalime. 
Kanun Jurnal Ilmu Hukum, 14(3), 361–375. 

Ghofar, A., & Tola, B. (2018). THE INFLUENCE OF TRANSFORMATIONAL LEADERSHIP, 
INTERPERSONAL COMMUNICATION, AND ORGANIZATIONAL COMMITMENT OF 
PUBLIC SERVICE QUALITY IN BNP2TKI. International Journal of Human Capital 
Management, 2(2), 9–17. http://journal.unj.ac.id/unj/index.php/ijhcm  

http://jurnaledukasia.org/
http://www.ijaep.com/
https://doi.org/10.1007/s10869-009-9140-2
http://journal.unj.ac.id/unj/index.php/ijhcm


 
Vol. 22 No. 2 July (2025)           Improving Personnel Performance Based …. (Dicky Romadhona Firmansyah & Heru Sulistyo) 
 

689 
 

Handoko, T. H. (2012). Manajemen Personalia dan Sumber Daya Manusia. BPFE. 

Hasibuan, M. S. P. (2014). Manajemen: Dasar, Pengertian, dan Masalah (revisi). PT. 
BumiAksara. 

Hermawan, A., Susanti, E., Pendidikan, K., Teknologi, D., Indrati, B., & Alkarimiyah, S. (2023). 
Teacher Performance Improvement Optimization Through Teamwork 
Strengthening, Interpersonal Communication, Adversity Quotient and Work 
Motivation Article History. IJEMS: Indonesian Journal of Education and 
Mathematical Science, 4(1), 2715–2985. 
https://doi.org/10.30596%2Fijems.v4i1.13305  

Indah, O. Utami, H., Hasanah, A., Tarbiyah, F., Keguruan, I., Sunan, U., & Yogyakarta, K. (2018). 
Kompetensi Profesional Guru Dalam Penerapan Pembelajaran Tematik Di Sd Negeri 
Maguwoharjo 1 Yogyakarta. 2(2), 121–139. 

Lee, C. T. S., & Doran, D. M. (2017). The Role of Interpersonal Relations in Healthcare Team 
Communication and Patient Safety: A Proposed Model of Interpersonal Process in 
Teamwork. The Canadian Journal of Nursing Research = Revue Canadienne de 
Recherche En Sciences Infirmieres, 49(2), 75–93. 
https://doi.org/10.1177/0844562117699349  

Leth, A. (2020). Public Sector Communication and Performance Management Drawing 
Inferences from Public Performance Numbers Københavns Universitet Public Sector 
Communication and Performance Management Olsen, Asmus Leth. 2018. 

Nabela Selvi, Fitria Happy, N. (2021). Pengaruh Kompetensi Profesional dan Motivasi Kerja 
Guru Terhadap Kinerja Guru. Jurnal Pendidikan, 2(1), 12–16. 

Napitupulu, R. H. M. (2020). The Relationship Between Education, Training, and Civil Servant 
Lecturers Competency. Journal of Business Management Review, 1(2), 121–132. 
https://doi.org/10.47153/jbmr12.202020  

Nguyen, C., & Duong, A. (2020). The Impact of Training and Development, Job Satisfaction 
and Job Performance on Young Employee Retention. International Journal of Future 
Generation Communication and Networking, 13(3), 373–386. 

Niati, D. R., Siregar, Z. M. E., & Prayoga, Y. (2021). The Effect of Training on Work Performance 
and Career Development: The Role of Motivation as Intervening Variable. Budapest 
International Research and Critics Institute (BIRCI-Journal): Humanities and Social 
Sciences, 4(2), 2385–2393. https://doi.org/10.33258/birci.v4i2.1940  

Ong Choon Hee, Delanie Ang Hui Qin, Tan Owee Kowang, Maizaitulaidawati Md Husin, & Lim 
Lee Ping. (2019). Exploring the Impact of Communication on Employee Performance. 
International Journal of Recent Technology and Engineering, 8(3S2), 654–658. 
https://doi.org/10.35940/ijrte.c1213.1083s219  

https://doi.org/10.30596%2Fijems.v4i1.13305
https://doi.org/10.1177/0844562117699349
https://doi.org/10.47153/jbmr12.202020
https://doi.org/10.33258/birci.v4i2.1940
https://doi.org/10.35940/ijrte.c1213.1083s219


 
Vol. 22 No. 2 July (2025)           Improving Personnel Performance Based …. (Dicky Romadhona Firmansyah & Heru Sulistyo) 
 

690 
 

Onyango, J. W., & Wanyoike, D. M. (2014). Effects Of Training on Employee Performance: A 
Survey of Health Workers in Siaya County, Kenya. In European Journal of Material 
Sciences (Vol. 1, Issue 1). Www.Ea-Journals.Org  

Onyeador, I. N., Hudson, S. kiera T. J., & Lewis, N. A. (2021). Moving Beyond Implicit Bias 
Training: Policy Insights for Increasing Organizational Diversity. Policy Insights from 
the Behavioral and Brain Sciences, 8(1), 19–26. 
https://doi.org/10.1177/2372732220983840  

Prayoga, A., Serengseng Sawah, J., Selatan, J., & Nursari, Src. (2020). Evaluasi Kinerja 
Kepolisian Berdasarkan Kriteria Pengguna Menggunakan Metode Smart (Studi Kasus  

Setiawan, Y. E., & Syaifuddin, S. (2020). Peningkatan Kompetensi Profesionalitas Guru Melalui 
Pelatihan Desain Pembelajaran Peta Konsep. Jurnal Pengabdian Kepada 
Masyarakat, 26(3), 148. Https://Doi.Org/10.24114/Jpkm.V26i3.16377  

Sharma, N., & Patterson, P. G. (1999). The impact of communication effectiveness and service 
quality on relationship commitment in consumer, profesional services. Journal of 
Services Marketing, 13(2), 151–170. https://doi.org/10.1108/08876049910266059  

 

http://www.ea-journals.org/
https://doi.org/10.1177/2372732220983840
https://doi.org/10.24114/Jpkm.V26i3.16377
https://doi.org/10.1108/08876049910266059

