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Abstract. The development of the banking world is growing, therefore it is necessary to
increase the competence of employees. This study aims to determine the effect of team
building, employee empowerment, career development on employee competency and
organizational culture learning as moderating variables. Respondents totaled 118 people
who were employees of Bank Negara Indonesia Tegal Branch. The study used a
questionnaire with Structural Equation Modeling (SEM) data analysis with the help of
SmartPLS software. The results of the analysis conclude that team building, employee
empowerment and career development have a positive and significant effect on employee
competency and organizational culture learning. As well as learning organizational
culture can moderate the effect of team building, employee empowerment, career
development on employee competence.
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1. Introduction
Despite the recent advancements in technology, the human element continues to be

critical to organizational success. Managers need to be involved, especially in human
resources or staffing, as they are responsible for all employee-related activities and have new
responsibilities for dealing with the unexpected. increasing global competition [1].

The growth and quality of a nation's human resources can indicate whether the country
is progressing or experiencing setbacks. The progress of a nation is directly or indirectly
influenced by the performance of its human resources. Competence is determined by the
Human Development Index (HDI). The level of competence of a nation and the quality of its
human resources increases along with the level of competency development.

HRD practices will support, improve and deploy employee skills to support the
company's business goals [2]. HRD alone is not enough to increase employee competence to a
higher level because not all knowledge and skills obtained from HRD practices are transferred
properly [3], so that employees can share, acquire, and produce knowledge and skills, which
can To change employee behavior, organizations must build a learning culture. Individual
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learning, teamwork, collaboration, creativity and knowledge sharing all have collective
meaning and value thanks to an organizational learning culture, which is a set of norms and
values that support systematic organizational learning [4].

This study integrates a resource-based view [5] By examining the effects of team
building, employee empowerment, career development, and organizational learning culture on
employee competency, a solid theoretical framework is built. The research's importance
therefore rests in providing empirical support for the corporate learning culture's moderating
role in the link between HRD practices and employee competency.

The current phenomenon regarding employee performance based on observations,
currently PT BNI h is experiencing growth in the number of employees. The growth in the
number of employees is carried out based on needs and in-depth analysis, so that
organizational development does not become an additional burden for the company.
Throughout 2021 the increase in new employees reached 5% from the previous year. The total
number of BNI bank employees based on data for December 2021 reached 4,450 people.

There are reasons for choosing the research object in Tegal City, one of which is, with a
high image of innovation, including state-owned banking companies must focus on product
innovation and quality. In addition, BUMN banking employees also need to provide services
in accordance with the demands of the government and superiors so that employees have
greater job demands. Thus, it is not uncommon for employees of state-owned bank branch
offices in Tegal City to experience pressure and the possibility of a high level of stress which
causes the employee's performance level to decrease or not meet the standards set by the
company. Therefore, there is a need for teamwork, employee empowerment, and self-career
development for BUMN banking employees at Branch Offices in Tegal City.

Based on this background, the researcher is interested in conducting research on "The
Influence of HR Practices on Employee Competence and Organizational Learning Culture as a
Moderation Variable (study of Bank Negara Indonesia Employees, Tegal City Branch)". The
issues discussed in this study are formulated below:
1) Does team building have an effect on employee competency?
2) Does employee empowerment have an effect on employee competency?
3) Does career development have an impact on employee competency?
4) Can organizational culture learning moderate the relationship between team building and

employee competency?
5) Can organizational culture learning moderate the relationship between employee

empowerment and employee competency?
6) Can organizational culture learning moderate the relationship between career

development and employee competency?

2. Literature Review
2.1 Employee Competency

Employee competence refers to the qualities or attributes that individuals develop, such
as knowledge, skills, abilities, and personality, that set them apart from employees with
ordinary performance.[6]. Organizational competencies are those, which are embedded in
organizational systems and structures that tend to exist in organizations, even when an
employee leaves [7].

This study uses indicators from Gordon in Sutrisno [8], namely knowledge,
understanding, abilities, values, attitudes and interests. These indicators are used because they
feel more appropriate to the object of research.
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2.2 Organizational Culture Learning
Define organizational learning culture as: “A set of norms and values about the

functioning of an organization that supports systematic organizational learning so that
individual learning, teamwork, collaboration, creativity, and distribution of knowledge have
meaning and value collective" [4]. Organizational learning culture is a complex process that
refers to the development of new knowledge and has the potential to change behavior [9].

This study uses indicators from Yang [10], which consist of continuous learning, inquiry
and dialogue, team learning, embedded systems, empowerment, system connections, and
strategic leadership. The selection of these indicators because they feel more suitable with the
object under study.

2.3 Team Building
Team building is a group activity that has high interaction to increase employee

productivity in completing tasks, especially those that have interdependence with other people
through a series of activities that are carefully designed to achieve predetermined goals. One
way to improve company performance is team building which contains a combination of fields
that work together to achieve targets [11].

Team building refers to activities that increase team effectiveness by developing working
relationships, better understanding and harmony among members, increasing communication
and trust. Therefore, team building should be a managerial goal to improve communication
and interpersonal skills. Furthermore, it found that team building interventions develop
competence, which has a positive impact on job satisfaction [12].

This research uses indicators from Potnuru [13], which consist of Goal setting,
Role-clarification, Interpersonal relations and Problem solving. The use of these indicators
was chosen because they are in accordance with the research object used.

2.4 Employee Empowerment
Another strategy is empowerment, which incorporates workers in their work through an

inclusion approach.[14]. More than that, empowerment is a type of decentralization in which
subordinates are given significant decision-making ability. [15] In a larger sense,
empowerment is a procedure that gives workers more autonomy by disseminating pertinent
information and giving them control over variables that influence work performance.
Employees' emotions of worth are raised when they feel empowered, helping to reduce factors
that result in powerlessness. Employee empowerment is the ability to handle challenges and
give them influence over emerging issues. [16].

For indicators of employee empowerment, use indicators from Murray [17] which consist
of meaning, competence, self-determination and impact. The indicator is used, because it is
felt in accordance with the object under study.

2.5 Career Development
Career development starts with the individual. Everyone must accept their responsibility

to develop their career or their career progress will be hampered. Career planning really helps
the success of an organization, organizational success is a symbol of employee success, while
employee success also reflects the success of an organization [18]. Career development is a
lifelong activity that contributes to one's career exploration, establishment, success, and
achievement [19].
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This study uses indicators from [20], namely satisfactory work performance,
recognition by other parties, loyalty to the organization, mentors and sponsors, support from
subordinates, opportunities for growth, quitting at your request and of your own accord. The
use of these indicators is felt to be more in accordance with the object being studied.

The following is an overview of the frame of mind

Figure 1. Research Framework

3. Method
Descriptive research is the kind of study that this is. While the research's design is

quantitative, using positivist research methods to examine particular populations or samples,
sampling techniques are typically carried out at random, and research instruments are used to
collect data. Testing the established hypotheses is the goal of data analysis, which is
quantitative and statistical in nature.

The BUMN conventional banking facility in Tegal City, specifically the Bank Negara
Indonesia Tegal Branch, is the site of this study. The focus of this study is on how HR
practices affect organizational learning culture and employee competency. Employees of the
Tegal City branch of Bank Negara Indonesia served as the study's subjects. 118 employees
made up the study's sample. The 118 employees at the Bank Negara Indonesia Tegal Branch
were all used as research respondents in this study. The authors employed the Non-Probability
sampling technique known as saturated sampling. With the aid of the statistical program
SmartPLS, the collected data is then examined using Structural Equation Modeling (SEM).

Some of the data processing methods used in this study include the following:
Convergent validity and discriminant validity are the validity analyses used in the descriptive
statistical test, an instrument test (validity test and reliability test). Internal consistency
reliability is a common type of reliability analysis that looks at the Cronbach Alpha
coefficient. If the value is greater than or equal to 0.50, the questionnaire is likely reliable.
After performing the instrument test, the SEM-PLS hypothesis test was conducted.
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4. Result & Discussion
In this study, all hypotheses have a positive and significant effect. The results of the

analysis conclude that team building, employee empowerment and career development have a
positive and significant effect on employee competency and organizational culture learning.
As well as learning organizational culture can moderate the influence of team building,
employee empowerment, career development on employee competence.

▪ H1: Team building interventions improve individual cognitive outcomes such as
teamwork competence and affective outcomes such as trust and team potential,
whereas at the team level, the results are effective coordination and communication
[21]. Shuffler [22] in their meta-analysis found that building effective teams increases
affective outcomes (beliefs, attitudes and self-confidence) and cognitive outcomes
(knowledge shared among team members) in employees.

▪ H2: When someone feels empowered, they are better able to carry out their
responsibilities because they have control over their workload, receive support from
their coworkers, feel more appreciated for their accomplishments, and receive fair
treatment.[23]. Fernandez [24], in their empirical study found that there is a positive
relationship between employee empowerment and employee attitudes and behavior.

▪ H3: According to McGraw [25], the successful implementation of employee career
management processes significantly increases workplace competence and strengthens
work efficiency. Career development initiatives provide greater autonomy and
transparency, within and outside of career development programs, considering a
variety of talents and knowledge-building opportunities [26].

▪ H4: According to Van den Bossche [27], "An organizational variable that can affect
team members' knowledge and problem-solving skills is organizational learning
culture". Increasing the competency of team members based on organizational
learning culture can affect the level of cooperation or performance between team
members, which in turn can affect team effectiveness [28].

▪ H5: In a recent study, Joo & Shim [29] have discovered a strong relationship between
organizational learning culture and good employee behavior. Their research
demonstrates that having a high learning culture and a sense of empowerment will
have a significant impact on employee behavior..

▪ H6: van der Rijt [30] determined that a perceived organizational learning culture can
be an important organizational framework that can enhance positive career
management outcomes. Effective career management supported by an organization's
learning culture enables employees to enhance their career and job-related skills and
knowledge. Moon & Choi [31] believe that organizational career development
supported by a learning atmosphere may have a beneficial impact on the growth of
employee skills.

5. Conclusion
The results of the analysis conclude that team building, employee empowerment and

career development have a positive and significant effect on employee competency and
organizational culture learning. As well as learning organizational culture can moderate the

508



effect of team building, employee empowerment, career development on employee
competence. This study supports research from Sulistiasih [32] which suggests that employee
empowerment can increase employee competencies, team building has a significant positive
effect on employee competencies [33]; [34]. Potnuru [13] found that organizationalal learning
culture can moderate the relationship between team building and employee empowerment in
employee competencies, while research conducted by Parle [35] found results that
organizationalal learning culture does not have a significant moderating relationship
significant difference between HRD practices on employee competencies.
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