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Abstract. Managers should pay attention to the development of their employees' 

career if they wish to get a fully committed and satisfied employee to work for 

them. Unfortunately, the literature could not provide a clear guidance about the 

factors that might contribute to the development of employee career in the context 

of developing countries. The purpose of this paper is to explore the effect of 

training program and work experiences on career development, either directly or 

via employee skills. This research was conducted at Denpasar Social Affairs 

Office, with the number of samples was 67 employees. Data was collected through 

the help of questionnaire, and was analyzed with path analysis. The results show 

that training program and work experiences influence employees' career 

development. Furthermore, employee skills also provide an impact to the career 

development. Finally, it can be found that employee skills play a role as mediating 

variable in the relationship between training program or work experiences and 

career development. 
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1. Introduction 

One of the important factors that influence the performance of an employee is a good career 

development system in the organization. Career development is the process of improving the 

ability of individual work accomplished in order to achieve the desired career [1] The highly 

influential career development on performance of employees[2]. In addition, Harlie  stated that 

there was a direct influence on career development and performance among employees[3]. This 

suggests that the development of career employees in the organization then the higher 

performance levels of their employees. Although the development of the career is important, 

but there is still the problem of a career on the city's Social Service. Based on observation, it is 

known that several employees of the less skilled and less diligent in taking care of the promotion 

files. Some of the interviews also indicate that they are less confident if it should be moved to 

another position because they had to learn from scratch or they lack of experience if it should 

be in the new position. However, this caused the dissatisfaction of employees because it has not 

been able to reach a certain level or a position that you want. In addition, some employees expect 

information about promotional opportunities socialized with clear, because sometimes some 

employees were less aware of the promotional opportunities. Career development is a concept 
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that is important to individuals and organizations so that the problem popped up need to be 

addressed by way of understanding the factors which affected it. 

 

2. Method 

The location of the study was conducted at the Denpasar City Social Service on Jalan 

Mulawarman No. 2 Denpasar. The population in this study were permanent employees and 

contract employees in the Denpasar City Social Service, which amounted to 67 people. The 

method of determining the sample used in this study is saturated sampling. The sample used in 

this study is all members of the population, namely as many as 67 permanent employees and 

contract employees. Data collection in this study uses several methods, interviews and 

questionnaires. This study uses multiple linear analysis techniques. Calculation of path 

coefficients requires calculations from correlation and regression analysis which are then poured 

in software in the form of SPSS for windows. 

 

3. Result 

Characteristics of respondents based on demographic variables consisting of gender, age, 

position, overall work experience and work experience in the last position are presented in Table 

1. below. 

Table 1 Respondent Characteristic 

No. Variable 
Classific

ation 

Am

ou

nt 

Percen

tage 

(%) 

1 Gender 
Male 36 53,7 

Female 31 46,3 

Total 67 100 

2 Age 

20-30 25 37,3 

>30-40 3 4,5 

>40-50 23 34,3 

Over 50 16 23,9 

Total 67 100 

3 Position 

Head of 

Departm

ent 1 1,5 

Head of 

Subsecti

on 3 4,5 

Head of 

Division 4 6 

Head of 

Section 12 17,9 

Staff 47 70.1 

Tot

al     67 100 

4 
Overall Work 

Experience 

1-5 25 37,3 

>5-10 13 19,4 



 

 

 

 

>10-20 19 28,3 

over 20 10 15 

Tot

al     67 100 

5 

Work 

Experience in 

the Last 

Position 

1-5 37 55,2 

>5-10 18 26,9 

>10-20 9 13,4 

over 20 3 4,5 

Total 67 100 

Source: Data Proceed, 2018 

Based on the data on the respondents' characteristics in table 1, it can be seen that for the 

gender class respondents tend to be dominated by male, that is equal to 53.7 percent compared 

to the percentage of respondents who are female only 46.3 percent. This shows that there are 

more male respondents than women. 

Furthermore, when viewed from the age of the respondents, the majority are 20-30 years old, 

which is 37.23 percent, followed by the age group> 40-50 years, 34.3 percent, the age group 

above 50 years is 23.9 percent and finally the age group> 30- 40 by 4.5 percent. 

The next classification is the classification of positions, which in this study were dominated 

by staff which amounted to 70.1 percent, then classification of cations of 17.9 percent, 

classification of districts by 6 percent, then classification of head of departments 4.5 percent and 

the last classification of heads by 1.5 percent. 

Classification based on the overall experience of dominant employees 1-5 years worked with 

a percentage of 37.3 percent, then above 10-20 years with a percentage of 28.3 percent, then 

above 5-10 years with a percentage of 19.4 percent and the last over 20 years with 15 percent. 

The last classification is the experience-based classification in the last position of the 

dominant employee 1-5 years working with a percentage of 55.2 percent, then over 5-10 years 

with a percentage of 26.9 percent, then above 10-20 years with a percentage of 13.4 percent and 

those with last over 20 years with a percentage of 4.5 percent. 

Table 2 Results of Multiple Linear Regression Analysis 

 

Unstandardized Coefficients Standardized Coefficients T Sig 

 

B Std. Beta Error 

 

1 (Constant) -, 142 1,075 -, 132, 895 

 

Training, 235, 082, 220 2,863, 006 

 

Work Experience, 280, 076, 293 3,681,000 

 

Working Skills, 706, 129, 488 6,457,000 

  

This study has seven hypotheses which are then compiled into a regression model. The 

following are the hypotheses and models in Table 2. 

Source: Data processed, 2018 

 



 

 

 

 

The value of β1 of 0.488 means that work skills have a positive effect on career development, 

in other words if the work skill factor increases then career development will increase by 0.488. 

Β2 value of 0.220 means training has a positive effect on career development, in other words 

if the training factor increases, career development will increase by 0.220. 

The value of β3 of 0.293 means that work experience has a positive effect on career 

development, in other words if the work experience factor increases, career development will 

increase by 0,293. 

 

4. Discussion 

4.1 Effects of Training on Career Development 

Based on the results of testing the training hypothesis has a positive effect on work skills 

obtained Beta coefficient value of 0.443 with a significance level of 0.000 (≤0.05) which 

indicates H0 is rejected and H1 is accepted. This means that effective training allows employees 

to get the skills and competencies needed in carrying out certain tasks, so that the more 

employees get training the skills increase. This is in accordance with the theory examined by 

Donald E. Super which proclaims a view on the development of careers whose scope is very 

broad and includes many individual and environmental factors. The results of this study who 

found that training had a positive effect on career development. The research provides strong 

evidence that training and career development programs have a positive relationship[5]. 

Research conducted by Olaniyan states that training is needed for staff to enable them to work 

towards the expected goals of the organization[6]. A significant influence on career 

development variables[7]. The training has a positive and significant effect on career 

development[8]. 

a. Influence of Work Experience on Career Development 

Based on the results of testing the work experience hypothesis has a positive effect on career 

development, the Beta coefficient value is 0.293 with a significance level of 0.000 (≤0.05) which 

indicates H0 is rejected and H1 is accepted. This means that the high level of work experience 

will help employees have a good career, so that the higher the work experience of an employee, 

the greater the opportunity in developing his career. This is in accordance with the theory 

examined by Donald E. Super which proclaims a view on the development of careers whose 

scope is very broad and includes many individual and environmental factors. The work 

experience has a positive and significant influence on the career development of an 

employee[8]; [9]. The work experience to have a positive and significant influence on career 

development[10]. The work experience has a significant effect on career development[11]. The 

work experience has a positive relationship to develop a career[12]. The influence of direct 

relationships that can be seen between skills and employment variables with the level of career 

development of part-time workers[13]. 

b. Effect of Skills on Career Development 

Based on the results of hypothesis testing, the analysis of the effect of work skills on career 

development is obtained by the Sig t value. amounting to 0,000 with a beta coefficient of 0.488. 

Sig value. t 0,000 <0,05 indicates that H0 is rejected H1 is accepted. This result means that work 

skills have a significant effect on the career development of Denpasar City Social Service 

employees. A positive relationship between skills and career development[14]. There is a 

positive and significant influence between skills towards career development, meaning that the 

level of career development of employees is also determined by the skills they have[15].  



 

 

 

 

5. Conclusion 

Conclusions that can be drawn based on the results of the analysis is the positive effect of 

training towards the development of a career. Training a positive effect against job skills. Work 

experience a positive effect towards the development of a career. Work experience a positive 

effect against job skills. Job skills positive effect towards the development of a career. Job skills 

acts as a mediation on the influence of training towards the development of a career. Job skills 

acts as a mediating influence on work experience towards the development of a career. 
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