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Abstract:

This research aims to analyse the influence of educational background, human resource
development (HRD) training, and organisational experience on employee performance
at Yogyakarta State University (UNY). This study employed a quantitative, explanatory
research design. The population comprised 392 employees (Level III) at UNY, and a
sample of 198 respondents was selected using the Slovin formula and proportionate
random sampling. Data were collected using questionnaires that passed validity and
reliability tests. The data analysis technique used was multiple linear regression,
including t-tests, F-tests, and determination coefficient analysis. The findings indicate
that: (1) educational background has a positive and significant effect on employee
performance; (2) HRD training has a positive and significant effect; (3) organizational
experience has a positive and significant effect; and (4) simultaneously, these three
variables significantly influence employee performance with a contribution of 72.67%.
Notably, HRD training was identified as the most dominant variable affecting
performance. The study recommends that the university priorities competency-based
training and integrate organizational experience into career development paths.
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Introduction

Employee performance is a key determinant in achieving organisational goals and
establishing sustainable competitive advantage (Syaharudin et al., 2022; Thneibat &
Sweis, 2023). In an increasingly dynamic and competitive business environment,
organisations are required to continuously improve the capacity of their human
resources to adapt and make optimal contributions (Collings et al., 2021). High
performance impacts not only individual productivity but also overall organisational
effectiveness, including its ability to respond to constantly evolving external
environmental changes (Mone & London, 2018).

From the perspective of the Resource-Based View (RBV) theory, employee
performance is a strategic resource that is valuable, rare, inimitable, and non-
substitutable for maintaining long-term organisational success (Wright, 2021; Barney &
Clark, 2007). This theory asserts that an organisation's competitive advantage depends
not solely on its physical assets or technology, but also on the quality and capabilities
of its human resources (Kraaijenbrink et al., 2010). Therefore, investment in human
resource development is a necessity that cannot be ignored by any organisation,
including public sector institutions (Jiang et al., 2012).

Specifically, in public sector institutions such as universities, improving employee
performance is a key factor in ensuring the quality of educational services provided to
the public (Karnati et al., 2020; Pawirosumarto et al., 2017). Universities, as
organisations focused on knowledge management and the development of the younger
generation's competencies, have a significant responsibility to ensure that all elements
of their human resources—both teaching and non-teaching staff—work professionally,
productively, and with a quality-oriented approach (Arifin, 2015). The strong
performance of the entire academic community is a crucial foundation for realising
superior, competitive, and relevant higher education (Robbins & Judge, 2019).

Universitas Negeri Yogyakarta (UNY), as one of Indonesia's leading public
universities, is required to have competent, adaptable human resources aligned with
the institution's vision and mission to produce quality, character-driven graduates
(UNY, 2023). However, initial observations indicate several challenges in optimising
employee performance, which are suspected to be closely related to the diversity of
educational backgrounds, the effectiveness of the training received, and each
employee's organisational experience. Data on the distribution of UNY employees’
educational levels indicate that the largest group is composed of Bachelor's (52%) and
Master's (20%) graduates. However, the average overall employee performance score
remains in the "Fair" category, indicating significant room for improvement that
requires immediate and systematic addressing (UNY Performance Report, 2022).

Educational background is one of the variables consistently linked to individual
performance in the workplace. Higher education is believed to equip individuals with
critical thinking skills, problem-solving abilities, and broader insights in navigating the
complexities of work (Mohammadi et al., 2017; Schultz, 1961). In this context, formal
education levels reflect not only an individual's intellectual capacity but also their
readiness to face the increasingly complex demands of modern work (Becker, 1994).
Numerous studies have shown that employees with higher educational backgrounds
tend to demonstrate greater initiative, stronger analytical skills, and greater adaptability
to changes in the work environment (Dessler, 2020; Hasibuan, 2016).

In addition to educational background, human resources (HR) training and
development are crucial elements that contribute to the quality of employee
performance. Amid rapid technological developments and changing organisational
needs, effective training helps employees continuously improve their technical and
non-technical competencies, encourages innovation in their work, and strengthens the
interpersonal skills needed in a collaborative work environment (Amrutha & Geetha,
2021; Elnaga & Imran, 2013). Systematically designed and tailored training programs
have been shown to increase work motivation, reduce errors in task execution, and
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ultimately contribute to overall employee productivity (Noe et al., 2020; Mangkunegara,
2017). Investing in HR training is also considered a strategic.

Method

This study employs a quantitative, explanatory research design to systematically and
measurably test and explain the causal relationships among the variables under
investigation (Sugiyono, 2019; Creswell, 2014). The quantitative approach was chosen
because it allows researchers to measure research variables objectively, test formulated
hypotheses, and draw conclusions that can be generalised to a wider population based
on the numerical data collected (Sekaran & Bougie, 2019). Explanatory research
specifically seeks to answer the questions of ‘why’ and ‘how’ a phenomenon occurs, so
that it does not merely describe existing conditions but also identifies causal
relationships among the variables under investigation (Neuman, 2014). This research
was conducted at UNY between September 2023 and November 2024.

The population for this study comprises all Grade III civil servants (PNS) educational
staff working at Yogyakarta State University, totalling 392 employees. The selection of
Grade III as the target population was based on the consideration that this group
constitutes the primary functional group within the UNY staffing structure, directly
involved in carrying out administrative and academic support tasks that impact the
quality of institutional services (Government Regulation No. 11 of 2017).

The sample size was determined using the Slovin formula with a 10% margin of error,
yielding 198 respondents (Slovin in Umar, 2013). Where n is the sample size, N is the
population size (392), and e is the acceptable margin of error (0.10). Based on these
calculations, a minimum sample size of 198 respondents was determined.

The sampling technique used was Proportionate Random Sampling based on work
units, covering all faculties and offices within UNY. This technique was chosen to ensure
that data from each work unit was represented proportionally, so that the research
results could reflect the actual conditions across all levels of the organisation (Sugiyono,
2019). The sample size for each work unit was determined by multiplying the proportion
of employees in that work unit relative to the total population by the total sample size.

This study involved four main variables: Educational Background (Xi), Human
Resource Training (X2), and Organisational Experience (X3) as independent variables,
and Employee Performance (Y) as the dependent variable. Each variable was
operationalised into measurable indicators, which were then developed into statements
within the research instrument.

The data collection instrument used was a closed-ended questionnaire using a five-
point Likert scale. Respondents were asked to select the answer that best reflected their
circumstances and experiences, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree)
(Likert, 1932 in Djaali & Muljono, 2008). The use of a Likert scale was deemed
appropriate for this study because it was able to measure respondents’ attitudes,
perceptions, and subjective assessments of statements related to the research variables
in a more structured manner and was easily analyzed statistically (Ghozali, 2018).

Before being used in actual data collection, the research instrument was first tested
for validity and reliability through a pilot test on a number of respondents outside the
main sample. Instrument validity testing was conducted using the Pearson product-
moment correlation, which involves correlating each statement item's scores with the
total score of the relevant variable (Arikunto, 2019). A statement item is declared valid
if the correlation coefficient (r-count) is greater than the table r-table value at a
significance level of 5%. Meanwhile, instrument reliability testing was conducted using
the Cronbach's Alpha method, where the instrument is considered reliable if the alpha
coefficient value is greater than o.70 (Nunnally, 1978, in Ghozali, 2018). Thus, the data
collected with this instrument can be trusted for its consistency and used in further
analysis.

Data analysis in this study was conducted in stages through a series of
comprehensive statistical tests. First, classical assumption tests were conducted,
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Table 1. Summary of Regression
Results and Hypothesis Testing

Table 2. Dominant Variable Test
Results (Effective & Relative
Contribution)

including: (1) a normality test, to ensure that the residual data are normally distributed
using the Kolmogorov-Smirnov test; (2) a linearity test, to determine whether the
relationship between the independent and dependent variables is linear; (3) a
multicollinearity test, to detect the presence or absence of a high correlation between
the independent variables using the Variance Inflation Factor (VIF) and Tolerance
values; and (4) a heteroscedasticity test, to ensure that the residual variance is
homogeneous using the Glejser test (Ghozali, 2018; Gujarati & Porter, 2009).

Finding and Discussion
Findings

The respondent profile was dominated by males (58%), with the majority being in
the productive age range of 33-39 years (30%). Regarding education, most respondents
held a Bachelor’s degree (S1; 52%). Descriptive analysis of the variables showed the
average score for Educational Background was 3.34 (Good Category), HRD Training was
3.02 (Fair Category), and Organisational Experience was 3.20 (Fair Category).
Meanwhile, the Employee Performance variable had a mean of 2.32, placing it in the
Fair category.

Regression Analysis and Hypothesis Testing Prerequisite tests showed that the data
were normally distributed, had a linear relationship, were free from multicollinearity
(VIF < 10), and did not exhibit heteroscedasticity. The multiple linear regression
equation obtained is:

Y = —0.495 + 0.404X1 + 0.341X2 + 0.137X3

Variable Coefficient (B) t-count Sig. Result

(Constant) -0.495 -3.686 0.009 -

Educational 0.404 9.413 0.000  Significant

Background (X,)

HRD Training (X,) 0.341 10.047 0.000  Significant

Organizational 0.137 4.840 0.000 Significant

Experience (X;)

F-statistic 172.005 0.000 Simultaneously
Significant

R Square (R?) 0.727

Source: Research Result, 2025.

Based on Table 1 (t-test), all three independent variables have p-values < 0.05,
indicating that H,, H,, and Hj; are accepted. Simultaneously (F-test), an F-count of
172.005 was obtained with a significance of 0.000, so H, is accepted. The R* value of
0.727 indicates that this model explains 72.7% of the variation in employee performance.

Variable B r R SE SR
Educational Background (X,) 0.41  0.697 28.66% 39.43%
HRD Training (X,) 0.458 0.744 34.06%  46.86%
Organizational Experience (X;) 0.199  0.500 9.96% 13.70%

Total 0.7267  72.67% 100.00%

Source: Research Result, 2025.

The analysis shows that HRD Training is the dominant variable providing the largest
effective contribution (34.06%) to employee performance, followed by Educational
Background (28.66%) and Organisational Experience (9.96%).

Discussion
The Influence of Educational Background on Employee Performance

The first hypothesis test confirmed that educational background positively and
significantly influenced employee performance at UNY, contributing effectively by
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28.66%. Most employees held Bachelor’s (52%) and Master’s (20%) degrees, which
correlated with “Good” performance ratings. These findings support human capital
theory, which views education as an investment that enhances cognitive skills,
competencies, and productivity (Becker, 1994; Schultz, 1961). Higher educational
attainment enables employees to better interpret and respond to increasingly complex
academic and administrative demands within higher education institutions (Deniza et
al., 2023; Nursyifa, 2019).

Employees with higher education levels demonstrated stronger analytical thinking,
problem-solving ability, and decision-making capacity (Mohammadi et al., 2017). This
aligns with Luthans et al. (2021), who emphasised that intellectual capital developed
through education contributes significantly to individual and organisational
performance. In addition, the relevance between employees’ educational background
and job responsibilities strengthened self-efficacy and work effectiveness
(Hendrawijaya et al., 2019; Stajkovic & Luthans, 2019). However, the influence of
education may vary depending on job complexity and autonomy (Seibert et al., 2021).
These findings are consistent with previous studies highlighting education as a key
driver of employee performance in higher education institutions (Sukhani & Jain, 2020;
Wiryawan & Rahmawati, 2020).

Dominance of HR Training on Employee Performance

HR training emerged as the strongest predictor of employee performance at UNY,
contributing 34.06% with the highest regression coefficient (f = 0.458). This finding
indicates that continuous and targeted training has a greater impact on employee
performance than formal education or organisational experience, particularly in rapidly
changing work environments (Elnaga & Imran, 2013; Ramadhani et al., 2023). Unlike
formal education, training provides practical and measurable competencies that can be
directly applied in the workplace, especially in digital systems, data analytics,
cybersecurity, and Al literacy (Noe et al., 2020; Sung & Choi, 2018).

Training also enhances employee motivation, organisational commitment, and work
engagement through perceived organisational support (Desai et al., 2018; Kenny &
Nnamdi, 2019). Effective training programs are characterised by interactive delivery,
active practice, simulations, and continuous feedback, which significantly improve
competence and long-term performance outcomes (Lacerenza et al., 2017).
Furthermore, successful transfer of training depends on learner motivation, relevant
training design, and supportive work environments (Burke & Hutchins, 2020). Training
additionally promotes innovation, creativity, and adaptability, which are essential in
higher education institutions undergoing continuous transformation (Salas et al., 2012).
Organisational experience also positively influenced performance by strengthening
interpersonal competence, resilience, collaboration, emotional regulation, and social
capital (Siswanto et al., 2019; Kossek et al., 2022; Adler & Kwon, 2020; Akkermans et al.,
2020).

Simultaneous Influence and Implications of HR Development Policies

The three independent variables educational background, HR training, and
organisational experience collectively explained 72.67% of the variation in employee
performance at UNY, indicating strong explanatory power. Among these variables, HR
training contributed the most (34.06%), followed by educational background (28.66%)
and organisational experience (9.96%). These findings suggest that effective HR
development in higher education institutions requires prioritising relevant and
continuous training, supported by formal education and enriched through
organisational involvement (Wright et al., 2021).

The findings have important implications for UNY’s HR policies. In the education
dimension, UNY should strengthen scholarship-based study leave programs for
employees pursuing Master’'s and Doctoral degrees relevant to their professional
responsibilities. Such investments should include structured knowledge-transfer
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mechanisms to maximise institutional benefits (Lepak et al., 2020). In the training
dimension, UNY needs to establish a systematic and data-driven Training Needs
Analysis (TNA) system to ensure that training programs address real competency gaps
rather than administrative requirements alone. Organisations implementing rigorous
TNA-based planning demonstrate significantly greater performance improvements
(Colakoglu et al., 2021).

Furthermore, UNY should facilitate organisational experience through cross-
functional projects, mentoring programs, and communities of practice to strengthen
leadership, social capital, and professional networks among employees (Salsabila & Lo,
2023; Siswanto et al., 2019). Wright et al. (2021) emphasised that organisations
integrating education, training, and organisational experience develop more
sustainable and competitive human capital systems.

Conclusion

The conclusion is not merely a repetition of data description, but a substantiation
of meaning. Based on the findings and discussion, it is concluded that: (1) educational
background has a positive and significant effect on employee performance; (2) HRD
training has a positive and significant effect, while also being the most dominant
variable; (3) organizational experience has a positive and significant effect; and (4)
simultaneously, the three variables contribute 72.67% to the improvement of employee
performance at Universitas Negeri Yogyakarta.

It is suggested that the institution: (1) Prioritise specific and continuous
competency-based training programs given the dominance of this variable; (2) Integrate
organisational experience as one of the indicators in career development assessments;
and (3) Develop a recruitment system that not only looks at educational levels but also
the relevance of the major and the organisational track record of prospective employees.
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