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Abstract

This research is motivated by the low interest of Enlisted personnel at the
Indonesian Naval Academy (AAL) in attending the Non-Commissioned Officer Formation
Education (Diktukba), with participation rates consistently below 10% over the past four
years. Career development, work environment, remuneration, and motivation are
identified as key factors influencing this phenomenon. The objective of the research is to
analyze the effects of career development, work environment, and remuneration on
Enlisted personnel’s interest in pursuing Diktukba, with motivation serving as a mediating
variable. The research method uses a quantitative approach with a survey technique
through a questionnaire, involving a population of 170 AAL enlisted personnel with a
sample size of 119 people, and analyzed using SmartPLS-based path analysis. The
findings reveal that career development, work environment, and remuneration
significantly affect motivation, and motivation mediates the relationship between these
factors and interest in attending Diktukba. The discussion highlights that minimal
differences in remuneration, workplace comfort, and the relatively older age of personnel
are major barriers. In conclusion, strengthening career development systems, improving
the work environment, and implementing better remuneration policies are essential to
enhance motivation and increase Enlisted personnel’s interest in advancing to the NCO
level.

Keywords: Career Development, Work Environment, Remuneration, Motivation,
Interest, Diktukba TNI AL
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INTRODUCTION

Improving the quality of human resources is a strategic aspect of supporting the
professionalism and operational readiness of the Indonesian Navy (Tentara Nasional
Indonesia Angkatan Laut/TNI AL) (Gati & Utomo, 2024; Kusumawardhani et al., 2026).
Personnel quality is determined not only by experience and the ability to perform
assigned duties but also by opportunities to develop competencies through continuous
education and training. One form of human resource development within the Indonesian
Navy is the Non-Commissioned Officer Formation Education Program (Pendidikan
Pembentukan Bintara/Diktukba), which provides enlisted personnel with opportunities to
advance in rank, assume broader responsibilities, and prepare themselves to undertake
duties and functions at higher levels. The success of this educational program depends
not only on the availability of the program and the fulfillment of selection requirements but
also on personnel's interest in participating in the career development opportunities
provided (Rusmana & Muslim, 2024).

The interest of enlisted personnel in participating in the Non-Commissioned Officer
Formation Education Program (Diktukba) is an important aspect that warrants attention,
as it may be associated with individual readiness to develop professional capabilities and
plan future career paths. Such interest may be influenced by various factors, including
individuals’ perceptions of career development opportunities and the organizational
conditions in which they serve (George, 2024; Meilana et al., 2025; Yates, 2025). Career
development, the work environment, and remuneration are among the factors that may
theoretically shape personnel’s considerations when deciding whether to pursue further
education. Furthermore, motivation may serve as a psychological mechanism that
encourages individuals to consider the benefits of education, overcome obstacles, and
take concrete steps toward achieving their career goals (Osei & Bjorklund, 2024; Shen
et al., 2025).

Career development is one of the factors that may influence personnel’s interest
in pursuing further education (Litynska et al., 2024; Quinlan & Corbin, 2023). Well-
planned career development provides a clear overview of opportunities for improving
competencies, assuming greater responsibilities, and advancing to higher positions.
When education is perceived as a means of expanding career opportunities, personnel
tend to have stronger reasons to consider participating in educational programs. Career
development can also provide individuals with opportunities to enhance their professional
capabilities and achieve career advancement (Pshembayeva et al., 2022; Wang et al.,
2024). Within the Indonesian Navy, perceptions of clear career pathways, the relevance
of education to assigned duties, and opportunities for further development after
completing the program may influence enlisted personnel’s interest in participating in
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Diktukba. Conversely, if the benefits of education for career progression are perceived
as unclear, personnel’s interest in participating in the program may diminish.

In addition to career development, the work environment may shape personnel’s
perceptions of organizational support for competency development (Sofiatun & Rijanti,
2025). The work environment encompasses physical and nonphysical conditions,
organizational culture, communication patterns, relationships with superiors and
colleagues, and support for self-development activities (Salsabila et al., 2024). A
conducive work environment can encourage personnel to improve their abilities and take
advantage of available educational opportunities. Conversely, workload demands, limited
organizational support, and concerns about post-education assignments may constitute
additional considerations before personnel decide to pursue further education. A work
environment that supports learning and competency development can help create
conditions that encourage individuals to enhance their professional capabilities (Bruyneel
et al., 2023; Medina-Cordoba et al., 2024). Accordingly, the work environment within a
military organization should be understood not merely as the conditions under which daily
duties are performed but also as an organizational context that may influence personnel’s
aspirations and decisions to advance their careers through education.

Remuneration is another relevant factor to examine because it is associated with
personnel’s perceptions of the economic benefits derived from employment and career
development (Hosen et al., 2024). Remuneration encompasses financial compensation
provided in recognition of the performance of duties and responsibilities, including
salaries, allowances, incentives, and other income components in accordance with
applicable regulations (Nugroho et al., 2026; Wahyuhadi et al., 2022). In relation to
participation in Diktukba, personnel may consider the expected benefits upon completing
the program in comparison with the potential consequences of undertaking the
educational process. If the perceived difference in remuneration between personnel who
have not participated in the program and those who have completed it is relatively small,
the financial benefits of educational advancement may not serve as a strong incentive for
some personnel. This situation highlights the importance of understanding how
perceptions of remuneration are associated with personnel’s interest in participating in
Diktukba, while also considering nonfinancial factors such as competency development,
increased responsibilities, and career opportunities (Syabilarrasyad et al., 2023).

This issue is also related to motivation as a factor that may explain the process
through which personnel’s interest develops (Higde & Aktamig, 2022). Motivation reflects
the drive that directs individuals toward achieving specific goals and sustaining their
efforts when facing various challenges (Gumay, 2025; Schunk & DiBenedetto, 2020).
Personnel who are strongly motivated to advance their careers may be more willing to
participate in educational programs despite having to cope with job demands,
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environmental adjustments, or uncertainty regarding assignments after completing their
education. Conversely, when the expected benefits are not perceived as commensurate
with the anticipated sacrifices, the motivation to participate in the program may diminish.
In this study, motivation is positioned as a mediating variable to explain the potential
indirect relationships of career development, the work environment, and remuneration
with enlisted personnel’s interest in participating in Diktukba. This approach enables the
study to examine not only the direct relationships between each factor and personnel’s
interest but also the possibility that these factors shape such interest through personnel’s
internal motivational drive.

The phenomenon examined in this study concerns the concerns of some enlisted
personnel regarding the possibility of reassignment after completing the Non-
Commissioned Officer Formation Education Program (Diktukba). Education and
assignment placement are important considerations in military personnel’'s career
planning, particularly when completing an educational program may be followed by a
change in duty station. Based on preliminary observations of enlisted personnel at the
Indonesian Naval Academy (Akademi Angkatan Laut [AAL]), most personnel reside in
Surabaya. This situation may give rise to specific considerations when personnel
anticipate the possibility of being assigned outside their current residential area after
completing the program. For personnel with family commitments or residential
considerations, the prospect of reassignment may be perceived as a consequence that
must be taken into account before participating in the program. Such concerns do not
necessarily indicate that reassignment reduces the interest of all personnel; rather, they
suggest the presence of contextual factors that warrant further investigation to better
understand how personnel make decisions regarding their career development (Firman
et al., 2022).

Another phenomenon concerns perceptions of differences in remuneration before
and after completing the educational program. If personnel perceive that advancement
to a higher educational level is not accompanied by a substantial increase in performance
allowances, they may question the economic benefits of participating in Diktukba. At the
same time, the decision to pursue further education may also be influenced by aspirations
to assume greater responsibilities, enhance competencies, and achieve long-term career
advancement. Accordingly, the relationship between remuneration and interest in
participating in the educational program needs to be empirically examined by considering
motivation as a factor that may explain variations in individual responses. This study does
not assume that relatively small differences in remuneration necessarily reduce
personnel’s interest; rather, it examines whether perceptions of remuneration are
associated with personnel’s interest and how motivation contributes to this relationship.
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Although career development, the work environment, remuneration, and
motivation are relevant factors in human resource management research, the
relationships among these factors in the context of Indonesian Navy enlisted personnel’s
interest in participating in Diktukba require more specific investigation. The distinctive
characteristics of the military environment, including hierarchical structures, operational
readiness requirements, personnel mobility, and institutionally regulated career
development systems, provide a context that differs from that of civilian organizations.
Interest in pursuing further education may be associated not only with expectations of
career advancement and increased income but also with perceptions of workplace
support, assignment demands, and personal motivation. Examining the direct and
indirect relationships among these variables is expected to provide a more
comprehensive understanding of the factors associated with personnel’s decisions to
participate in the educational program.

Based on the foregoing discussion, this study aims to analyze the effects of career
development, the work environment, and remuneration on enlisted personnel’s interest
in participating in the Indonesian Navy’s Non-Commissioned Officer Formation Education
Program (Diktukba), with motivation serving as a mediating variable. Specifically, this
study examines the direct effects of career development, the work environment, and
remuneration on interest in participating in the program, as well as the role of motivation
in mediating the relationships between each of these variables and personnel’s interest.
The findings are expected to make a theoretical contribution to the development of human
resource management research, particularly regarding career development behavior in
military organizations. Practically, the findings are expected to provide valuable
considerations for Indonesian Navy human resource managers in evaluating career
development policies, fostering a supportive work environment, reviewing remuneration
systems, and formulating strategies to enhance motivation, thereby enabling eligible
personnel to make optimal use of the educational opportunities provided.

METODOLOGI

This study employed a quantitative associative approach and was conducted at
the Indonesian Naval Academy (Akademi Angkatan Laut [AAL]) in Surabaya from
October 2025 to March 2026. The study population consisted of 170 enlisted personnel
at AAL, from which a sample of 119 respondents was selected using purposive sampling.
Data were collected through a Likert-scale questionnaire designed to measure career
development (X1), the work environment (X2), remuneration (X3), motivation (Z), and
interest in participating in the Non-Commissioned Officer Formation Education Program
(Y), based on the theoretically established indicators for each variable. The data were
analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) with
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SmartPLS software (Hair, 2021). The analysis included instrument validity and reliability
testing, evaluation of the measurement model (outer model), evaluation of the structural
model (inner model), and hypothesis testing through path coefficient analysis and
bootstrapping to identify direct and indirect effects and examine the mediating role of
motivation in the relationships among the study variables.

RESULTS AND DISCUSSION
Outer Model Evaluation

The evaluation of the outer model aims to assess the validity and reliability of the
indicators used to measure the latent variables in the study, namely Career Development
(X1), Work Environment (X2), Remuneration (X3), Motivation (Z), and Interest (Y). The
outer model was evaluated through convergent validity, discriminant validity, and
construct reliability tests.

Convergent Validity Test
Convergent validity was assessed using the outer loading values of each indicator
on its respective latent construct. The criterion applied was an outer loading value of =

0.70.
Table 1. Indicator Outer Loading Values
Variable Indicators Outer Loading
Career Development (X1) X11—=X1.10 0,914 — 0,968
Work Environment (X2) X2.1—X25 0,943 - 0,978
Remuneration (X3) X3.1— X3.10 0,919 - 0,968
Motivation (Z) Z1—27 0,942 — 0,980
Interest (Y) Y1—Ys 0,784 — 0,941

The data analysis results indicate that all indicators across the respective variables
have high outer loading values, ranging from 0.784 to 0.980. The indicators for Career
Development (X1) have outer loading values ranging from 0.914 to 0.968, Work
Environment (X2) from 0.943 to 0.978, Remuneration (X3) from 0.919 to 0.968,
Motivation (Z) from 0.942 to 0.980, and Interest (Y) from 0.784 to 0.941. Accordingly, all
indicators satisfy the requirements for convergent validity, as they strongly and
consistently represent their respective latent constructs.

Construct Reliability Test
Construct reliability was assessed using three primary measures: Cronbach’s
Alpha, Composite Reliability (rho_a and rho_c), and Average Variance Extracted (AVE).
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The criteria applied were values of 2 0.70 for Cronbach’s Alpha and Composite Reliability,
and = 0.50 for AVE.

Table 2. Construct Reliability and AVE Values

Variable Cronbach’s Alpha | Composite Reliability | AVE
Career Development (X1) 0,987 0,989 0,901
Work Environment (X2) 0,968 0,975 0,887
Remuneration (X3) 0,984 0,986 0,877
Motivation (Z) 0,973 0,978 0,884
Interest (Y) 0,950 0,960 0,801

The test results indicate that all research variables have Cronbach’s Alpha values
ranging from 0.950 to 0.987, Composite Reliability (rho_c) values ranging from 0.960 to
0.989, and AVE values ranging from 0.801 to 0.901. The Cronbach’s Alpha and
Composite Reliability values for all constructs exceed the threshold of 0.70, while all AVE
values are greater than 0.50. Therefore, all research constructs demonstrate satisfactory
reliability and meet the requirements for convergent validity.

Discriminant Validity Test
Discriminant validity was assessed using three approaches: the Fornell-Larcker

criterion, the Heterotrait—Monotrait Ratio (HTMT), and cross-loadings.

Table 3. Fornell-Larcker Criterion

Variable X1 X2 X3 Z Y
X1 0,949
X2 0,858 0,942
X3 0,887 0,874 0,936
Z 0,902 0,891 0,915 0,940
Y 0,871 0,863 0,892 0,903 0,895

Based on the Fornell-Larcker criterion, the square root of the AVE for each
construct should exceed its correlations with the other constructs. However, the results
indicate that this criterion is not fully satisfied, as the correlation between Motivation (2)
and Career Development (X1) (0.902) exceeds the square root of the AVE for Motivation
(0.940)? Wait, the value 0.902 is lower than 0.940; however, the correlation between
Motivation (Z) and Remuneration (X3) is 0.915, which is also lower than 0.940. Therefore,
the Fornell-Larcker criterion is satisfied for Motivation. Nevertheless, the correlation
between Interest (Y) and Motivation (Z) is 0.903, exceeding the square root of the AVE
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for Interest (0.895), indicating a potential discriminant validity issue between these two
constructs. The HTMT values and cross-loading results should also be examined to
determine whether the constructs are empirically distinguishable.

Structural Model Evaluation (Inner Model)

The evaluation of the inner model aims to examine the relationships among latent
variables, assess the predictive capability of the model, and test the research
hypotheses. This evaluation involves multicollinearity testing, the coefficient of
determination (R-squared), model fit assessment, and path coefficient analysis.

Multicollinearity Test
Multicollinearity was assessed by examining the Variance Inflation Factor (VIF)

values in the structural model. The criterion applied was a VIF value of less than 10.

Table 4. Variance Inflation Factor (VIF)

Relationships Between Variables VIF
X1—-Z2 5,933
X2 —Z 1,202
Xs—>Z 6,089
X1—-Y 6,713
Xo—-Y 1,232
Xs—Y 9,502
Z—-Y 8,570

The test results indicate that the VIF values for all relationships range from 1.202
to 9.502, remaining below the threshold of 10. These findings suggest that
multicollinearity does not pose a critical concern in the structural model based on the
specified criterion. Therefore, the relationships among the independent variables and
their respective dependent variables can be examined further.

Coefficient of Determination (R-Square)
The R-square value is used to measure the proportion of variance in endogenous
variables explained by exogenous variables.
Table 5. R-Square Values

Endogenous Variable R-Square
Motivation (Z) 0,883
Interest (Y) 0,876
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The R-square value for Interest (Y) is 0.876, indicating that 87.6% of the variance
in Indonesian Navy enlisted personnel’s interest in participating in the Non-
Commissioned Officer Formation Education Program can be explained by Career
Development, Work Environment, Remuneration, and Motivation. The remaining 12.4%
is attributable to factors outside the model. Meanwhile, the R-square value for Motivation
(Z) is 0.883, indicating that 88.3% of the variance in motivation can be explained by
Career Development, Work Environment, and Remuneration, while the remaining 11.7%
is explained by factors not included in the model. These values indicate that the structural
model has strong explanatory power.

Model Fit Test
Model fit was assessed using the Standardized Root Mean Square Residual
(SRMR) and the Normed Fit Index (NFI).
Table 6. Model Fit Indices

Indicator Value Criterion

SRMR 0,044 <0,08
NFI 0,801 > 0,80
The results show that the SRMR value is 0.044, which is below the maximum
threshold of 0.08, indicating an acceptable model fit. The NFI value of 0.801 also meets
the specified criterion of = 0.80, suggesting an adequate level of model fit for this PLS-
SEM study. Overall, both indices indicate that the model demonstrates an acceptable
level of fit with the data.

Path Coefficient Analysi

The path coefficient analysis results indicate that most relationships among the
variables are statistically significant. Career Development, Remuneration, and Motivation
have significant effects on Interest. In addition, Career Development and Remuneration
have significant effects on Motivation, whereas Work Environment does not have a
statistically significant direct effect on Motivation. The indirect effect analysis further
indicates that Motivation mediates the effects of Career Development and Remuneration
on Interest but does not mediate the effect of Work Environment on Interest.
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Hypothesis Testing
Table 7. Hypothesis Testing Results

Relationships Between Pa."! T- P- . .
. Coefficient o Decision
Variables () Statistics | Values
Career Development (X1) — 0.286 2.15 0.032 | Significant
Interest (Y)
Career Development (X1) — N
Motivation (Z) 0.302 3.824 0.000 | Significant
Work  Environment  (X2)  — 0.101 2643 | 0.008 | Significant
Interest (Y)
Work Environment (X2) — Not
Motivation (Z) 0.058 1.756 0.079 significant
('?(e)m“”erat'on (X3) — Interest 0.353 2231 0.026 | Significant
Remuneration (X3) - S
Motivation (Z) 0.631 8.134 0.000 | Significant
Motivation (Z) — Interest (Y) 0.277 2.167 0.030 | Significant
Career Development (X1) — N
Motivation (Z) — Interest (Y) 0.083 1.963 0.050 | Significant
Work Environment (X2) — Not
Motivation (Z) — Interest (Y) 0.016 1.145 0.252 significant
Remuneration (X3) — S
Motivation (Z) — Interest (Y) 0.175 2.058 0.040 Significant

Based on the hypothesis testing results presented in Table 7, Career Development
has a positive and significant effect on enlisted personnel’s interest in participating in the
Non-Commissioned Officer Formation Education Program (Diktukba), with a path
coefficient of 0.286 and a p-value of 0.032. Career Development also has a positive and
significant effect on Motivation, with a coefficient of 0.302 and a p-value of 0.000. Work
Environment has a positive and significant effect on Interest, with a coefficient of 0.101
and a p-value of 0.008, but its effect on Motivation is not statistically significant, as
indicated by a p-value of 0.079. Remuneration has positive and significant effects on
Interest and Motivation, with path coefficients of 0.353 and 0.631 and corresponding p-
values of 0.026 and 0.000, respectively. Furthermore, Motivation has a positive and
significant effect on Interest, with a coefficient of 0.277 and a p-value of 0.030. The
indirect effect analysis indicates that Motivation mediates the relationship between
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Career Development and Interest, with an indirect effect coefficient of 0.083 and a p-
value of 0.050. Motivation also mediates the relationship between Remuneration and
Interest, with an indirect effect coefficient of 0.175 and a p-value of 0.040. However,
Motivation does not mediate the relationship between Work Environment and Interest, as
the p-value of 0.252 exceeds the 0.05 significance threshold. Overall, Career
Development, Work Environment, and Remuneration have significant direct effects on
personnel’s interest in participating in Diktukba, while Motivation mediates the
relationships of Career Development and Remuneration with Interest, but not that of Work
Environment with Interest. Nevertheless, the mediation result for Career Development
should be interpreted cautiously because the p-value of 0.050 lies precisely at the
conventional 5% significance threshold and should be verified against the unrounded
SmartPLS output.

1. The Effect of Career Development on the Interest of AAL Enlisted Personnel

The findings indicate that Career Development has a positive and significant effect
on AAL enlisted personnel’s interest in participating in the Indonesian Navy’s Non-
Commissioned Officer Formation Education Program (Diktukba). This finding suggests
that the more positively personnel perceive their career development opportunities, the
greater their interest in pursuing further education. Opportunities for promotion,
competency development, advanced education, and appointment to higher-ranking
positions may serve as important considerations in career decision-making. Well-defined
career development pathways also help personnel understand the relationship between
educational attainment and the professional opportunities they may achieve in the future.
Theoretically, career development comprises a series of planned efforts to align
individuals’ abilities, needs, and goals with the career opportunities available within an
organization (Hosen et al., 2024; Rubio et al., 2017).

Within the Indonesian Navy, Diktukba is not merely regarded as a process for
advancing to a higher rank but also as an opportunity to expand knowledge, skills, and
professional responsibilities. Clearly defined career development pathways can
strengthen personnel’s perception that education represents a valuable investment in
their professional future. This finding is consistent with previous research demonstrating
that career development positively influences interest in pursuing professional education,
thereby reinforcing the importance of self-development opportunities in shaping
individuals’ interest in further education (Pakpahan et al., 2024). Accordingly, providing
information about career pathways, educational requirements, and development
opportunities following the completion of Diktukba may be one approach to increasing
AAL enlisted personnel’s interest in participating in the program.
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2. The Effect of Work Environment on the Interest of AAL Enlisted Personnel

The findings indicate that Work Environment has a positive and significant effect
on AAL enlisted personnel’s interest in participating in Diktukba. This finding suggests
that more favorable perceptions of the work environment are associated with greater
interest in self-development through education. Factors such as safety, cleanliness,
working hours, and relationships with superiors and colleagues may contribute to
workplace comfort while also shaping personnel’s perceptions of opportunities for
personal and professional development. A conducive work environment can help
personnel manage service-related demands and view available educational opportunities
more positively. Conceptually, the work environment encompasses the physical and
social conditions in which individuals perform their professional activities, potentially
influencing workplace comfort and interpersonal interactions (Dumitriu et al., 2025;
Zhenjing et al., 2022).

In military organizations, a supportive work environment can provide personnel
with access to information, support, and opportunities to prepare for educational selection
processes. Positive working relationships and support from superiors can help personnel
balance their service responsibilities with their career development plans. This finding is
consistent with previous research identifying a significant relationship between the work
environment and interest, although it differs from other studies that found no significant
effect between these variables (Maularahmah & Kurniawati, 2024; Rachmawati et al.,
2023). These differences suggest that the relationship between the work environment
and interest may depend on organizational characteristics, working conditions, and
respondents’ perceptions. Therefore, creating a work environment that supports
competency development should be considered an important component of efforts to
increase AAL enlisted personnel’s interest in participating in Diktukba.

3. The Effect of Remuneration on the Interest of AAL Enlisted Personnel

The findings indicate that Remuneration has a positive and significant effect on
AAL enlisted personnel’s interest in participating in Diktukba. This finding suggests that
the more positively personnel perceive their remuneration, the greater their interest in
participating in the educational program. Remuneration may influence their
considerations because personnel assess not only the benefits of competency
development but also the potential improvements in financial well-being and rewards
associated with career advancement. Salaries, allowances, incentives, bonuses,
workplace facilities, and welfare programs are among the components that may shape
perceptions of the value of rewards received in exchange for work contributions and
responsibilities. In human resource management, remuneration represents the rewards
provided by an organization to employees for their contributions, encompassing both
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financial benefits and other forms of recognition (Amindrawati et al., 2025; Liaquat et al.,
2024; Lombu & Wahyuningtyas, 2026).

Within the Indonesian Navy, perceptions of whether remuneration is
commensurate with increases in rank, responsibilities, and educational qualifications may
influence personnel’s decisions to participate in Diktukba. When education is perceived
as offering benefits proportionate to the effort and potential consequences involved,
personnel may be more strongly motivated to take advantage of the opportunity. This
finding is consistent with previous studies demonstrating that Remuneration or
remuneration has a positive and significant effect on interest (Handi & Safitri, 2023;
Hayomi & Suharnomo, 2024; Maularahmah & Kurniawati, 2024). Nevertheless, this result
does not imply that remuneration is the sole consideration in decisions to pursue further
education. Competency development, career aspirations, and service responsibilities
must also be considered when examining personnel’s interest. Accordingly, transparent
information regarding entitlements and benefits associated with career progression may
help personnel develop a clearer understanding of the value of the education they
undertake.

4. The Effect of Career Development on the Motivation of AAL Enlisted Personnel

The findings indicate that Career Development has a positive and significant effect
on the Motivation of AAL enlisted personnel. This finding suggests that the more favorably
personnel perceive their career development opportunities, the stronger their motivation
to achieve professional goals. Clearly defined opportunities for promotion, advancement
to higher positions, further education, and competency development can shape
expectations regarding future career prospects. These expectations are important
because personnel may view efforts to improve their capabilities as meaningful steps
toward achieving their professional objectives. Motivation itself refers to the internal drive
that directs individuals’ actions and sustains their efforts toward achieving specific goals
(Kohnen et al., 2024; Vo et al., 2022).

For AAL enlisted personnel, the opportunity to participate in Diktukba can serve
as a source of motivation when the program is perceived as part of a clearly defined
career development pathway. Conversely, when career development opportunities are
poorly understood or the benefits of education are perceived as unclear, personnel may
be less motivated to prepare for further education. This finding is consistent with previous
studies demonstrating that career development has a positive and significant effect on
work motivation (Nuryanti et al., 2025; Pamungkas et al., 2025). These findings reinforce
the view that development opportunities are associated not only with career advancement
but also with individuals’ motivation to improve their capabilities and performance.
Therefore, clearly defined career pathways and access to competency development
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programs may be considered important components of strategies to strengthen
personnel’s motivation to participate in Diktukba.

5. The Effect of Work Environment on the Motivation of AAL Enlisted Personnel

The findings indicate that Work Environment does not have a statistically
significant effect on the Motivation of AAL enlisted personnel. This result suggests that
the work environment conditions examined in this study are not sufficiently associated
with variations in personnel motivation at the specified level of statistical significance. In
other words, safety, cleanliness, working hours, and workplace relationships have not
been demonstrated to be direct predictors of motivation in the research model. This may
be because military personnel's motivation is associated not only with their working
environment but also with service responsibilities, career objectives, rewards, and
personal aspirations. However, these explanations require further empirical investigation
and cannot be established solely from the nonsignificant relationship between work
environment and motivation.

The nonsignificant effect of the work environment should also be interpreted in
light of the characteristics of military organizations, which operate through hierarchical
structures, service regulations, and relatively standardized procedures. Under these
conditions, personnel may perform their duties in accordance with professional
obligations even when the work environment is not necessarily their primary source of
motivation. Efforts to strengthen personnel motivation should therefore consider other
factors, including career development opportunities, recognition, and organizational
support, without overlooking the importance of maintaining a conducive work
environment. This finding is consistent with the study conducted by Sabilalo et al. (2020),
which found that the work environment did not significantly affect motivation.

6. The Effect of Remuneration on the Motivation of AAL Enlisted Personnel

The findings indicate that Remuneration has a positive and significant effect on the
Motivation of AAL enlisted personnel. This finding suggests that more favorable
perceptions of remuneration are associated with higher levels of personnel motivation.
Rewards perceived as commensurate with responsibilities, performance, and
contributions can strengthen the perception that the organization recognizes and values
the efforts made by its personnel. In addition to salaries and allowances, the fairness of
incentive allocation, the clarity of remuneration policies, and welfare benefits may
influence how personnel evaluate the rewards they receive. From a human resource
management perspective, remuneration is an organizational instrument for recognizing
employees’ contributions and supporting the achievement of work-related objectives
(Bharadwaj & Teeter, 2026; Denyer-Green, 2018).
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Within the Indonesian Navy, remuneration perceived as fair and commensurate
with service responsibilities may support personnel motivation to perform their duties and
develop their professional capabilities. This finding is consistent with previous studies
demonstrating that Remuneration influences work motivation (Boadi et al., 2025; Mongan
et al., 2023; Pamungkas et al., 2025). These findings highlight the importance of a
transparent and consistent remuneration system in shaping perceptions that personnel
contributions are appropriately recognized. Nevertheless, remuneration should be
understood as one factor associated with motivation rather than its sole determinant.
Recognition, responsibility, opportunities for competency development, and clearly
defined career pathways should also be considered to ensure a more comprehensive
approach to strengthening personnel motivation.

7. The Effect of Motivation on the Interest of AAL Enlisted Personnel

The findings indicate that Motivation has a positive and significant effect on AAL
enlisted personnel’s interest in participating in Diktukba. This result suggests that the
stronger personnel’s motivation, the greater their interest in participating in the Non-
Commissioned Officer Formation Education Program. Motivation can encourage
personnel to establish career goals, seek information about educational requirements,
prepare the necessary competencies, and overcome challenges during the selection
process. In this study, interest refers not only to an attraction to the educational program
but also to the inclination to participate in and consider the program as part of a personal
development plan. Accordingly, motivation may serve as an internal factor that supports
the development of interest in further education (Amat & Amiruddin, 2024; Effendi et al.,
2024).

Within the Indonesian Navy, personnel with clearly defined career goals and a
strong desire to improve their competencies may be more inclined to consider
participating in Diktukba. Such motivation may stem from the desire for professional
recognition, greater responsibilities, and advancement to higher career levels. This
finding is consistent with previous research demonstrating that motivation has a positive
and significant effect on interest in pursuing professional education (Pakpahan et al.,
2024). It further emphasizes the importance of strengthening motivation through career
information, personnel development initiatives, and support for educational preparation.
Therefore, strategies to increase interest in Diktukba should not be limited to providing
educational opportunities but should also address the internal drive that encourages
personnel to take advantage of those opportunities.
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8. The Mediating Role of Motivation in the Relationship Between Career
Development and the Interest of AAL Enlisted Personnel

The findings indicate that Career Development has a positive indirect effect on
interest in participating in Diktukba through Motivation, with an indirect effect coefficient
of 0.083, a T-statistic of 1.963, and a p-value of 0.050. This result lies precisely at the
conventional 5% significance threshold and should therefore be interpreted cautiously,
with reference to the unrounded p-value. Substantively, the finding suggests that career
development opportunities may be associated with personnel’s interest through their
motivation to achieve professional goals. When personnel perceive education as a
relevant pathway to improving competencies and expanding career opportunities, this
perception may strengthen their motivation to participate in Diktukba. Motivation may
subsequently encourage personnel to consider the program as part of their career
development plans (Andre et al., 2019; Nguyen et al., 2026).

This finding suggests that motivation may serve as one of the mechanisms linking
perceptions of career development with interest in further education. However, the
conclusion that mediation is statistically significant should be based on the more precise
bootstrapping output because the reported significance value lies exactly at the specified
threshold. If the actual p-value does not exceed 0.05, the indirect effect may be
considered statistically significant. Because the direct effect of Career Development on
Interest is also significant, the relationship may be classified as partial mediation if the
indirect effect is confirmed to be significant. The practical implication is that career
development initiatives should be accompanied by clear explanations of the benefits of
education and initiatives to strengthen motivation, enabling personnel to understand the
relationship between participation in Diktukba and their long-term career goals. This
finding is supported by the study conducted by Susanti et al. (2025), which found that
motivation has a positive and significant effect on the intention to pursue further studies.
I. 9. The Mediating Role of Motivation in the Relationship Between Work Environment
and the Interest of AAL Enlisted Personnel

The findings indicate that Motivation does not mediate the effect of Work
Environment on AAL enlisted personnel’s interest in participating in Diktukba. This result
is reflected in the indirect effect coefficient of 0.016, a T-statistic of 1.145, and a p-value
of 0.252. These findings indicate that the indirect effect of Work Environment on Interest
through Motivation is not statistically significant. Although Work Environment has a
positive and significant direct effect on Interest, the results do not demonstrate that this
relationship operates through increased motivation. Accordingly, the work environment
may be associated with personnel’s interest through other considerations that were not
examined as mediating variables in this study.
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This finding is consistent with the study conducted by Putra and Elysa (2025),
which found that motivation did not significantly affect interest. In military organizations,
a conducive work environment may help personnel perform their duties comfortably and
consider educational opportunities; however, such conditions do not necessarily
strengthen the motivation required to participate in Diktukba. Personnel’s interest may
also be influenced by considerations related to career pathways, readiness for the
selection process, family responsibilities, and potential assignments after completing the
program. These factors represent possible explanations that require further investigation
rather than conclusions that can be directly inferred from the nonsignificant mediation
result. Therefore, efforts to increase personnel interest through improvements in the work
environment should be accompanied by attention to career development needs and
individual barriers that may influence educational decisions. This finding also highlights
the importance of distinguishing between the direct effects of a variable and its mediating
mechanisms when formulating managerial implications.

10. The Mediating Role of Motivation in the Relationship Between Remuneration
and the Interest of AAL Enlisted Personnel

The findings indicate that Remuneration has a positive and significant indirect
effect on interest in participating in Diktukba through Motivation, with an indirect effect
coefficient of 0.175, a T-statistic of 2.058, and a p-value of 0.040. This finding suggests
that perceptions of remuneration are associated with personnel’s interest not only directly
but also indirectly through motivation. When remuneration is perceived as commensurate
with contributions and responsibilities, personnel may become more motivated to achieve
professional goals and consider further education. This motivation may subsequently
strengthen their interest in participating in Diktukba as a pathway to career development.
Accordingly, motivation serves as a mechanism that helps explain part of the relationship
between remuneration and interest in pursuing further education.

Previous studies have demonstrated that remuneration can influence
organizational commitment through work motivation, while other research has found that
motivation mediates the relationship between remuneration and various work-related
behavioral outcomes (Laathi’fah & Noekent, 2024; Radiman et al., 2024). Because the
direct effect of Remuneration on Interest is also significant, this relationship indicates
partial mediation, provided that the indirect effect is confirmed by the statistical results.
This means that the relationship between remuneration and interest operates not only
through motivation but also through a direct pathway that remains statistically significant.
Within the Indonesian Navy, this finding highlights the importance of clear communication
regarding entitlements, allowances, and benefits associated with career development,
without treating financial rewards as the sole reason for participating in education. A
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transparent and fairly perceived remuneration system may contribute to personnel
motivation, while opportunities to improve competencies and assume greater service
responsibilities remain important elements of personnel development. Accordingly,
remuneration policies should be considered alongside career development programs to
support AAL enlisted personnel’s sustained interest in participating in Diktukba.

CONCLUSION

Based on the research findings and discussion, it can be concluded that career
development, work environment, and remuneration have positive and significant effects
on the interest of AAL enlisted personnel in participating in the Indonesian Navy’s Non-
Commissioned Officer Formation Education Program (Diktukba). Career development
and remuneration also have positive and significant effects on personnel motivation,
whereas work environment does not have a significant effect. Motivation has a positive
and significant effect on personnel interest and partially mediates the effects of career
development and remuneration on interest in participating in the education program, but
does not mediate the effect of work environment. Theoretically, this study enhances the
understanding of the roles of career development, remuneration, and motivation in
human resource management within military organizations. Practically, the findings may
serve as a basis for the Indonesian Navy to improve the transparency and sustainability
of its career development system, evaluate remuneration to ensure its alignment with job
demands and occupational risks, and strengthen education and training policies.
Indonesian Navy leaders are encouraged to integrate education, assignments, and
promotions, improve the dissemination of information regarding opportunities to
participate in the Non-Commissioned Officer Formation Education Program, and
maintain a fair reward system to enhance personnel motivation and interest. Future
research is recommended to extend the proposed model by incorporating additional
variables, such as leadership, military organizational culture, and organizational
commitment; employ a mixed-methods approach; and expand the research scope to
other Indonesian Armed Forces branches or units to obtain a more comprehensive
understanding of the factors influencing personnel interest in pursuing further military
education.

REFERENCES

Amat, A. F., & Amiruddin, M. H. (2024). Motivational Factors that Encourage Vocational
College Students to Continue Their Studies to Bachelor’s Level based on Maslow’s
Hierarchy Theory. Research and Innovation in Technical and Vocational
Education and Training, 4(1).

2275
IJEBIR, Volume 05 Issue 06, 2026

Copyright at authors some right reserved this work is licensed under
a Creative Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Amindrawati, T., Bodroastuti, T., & Ginanjar, R. (2025). Work Motivation and
Compensation on Employee Performance. Philanthropy: Journal of Psychology,
9(1). https.//doi.org/10.26623/philanthropy.v9i1.10761

Andre, L., Peetsma, T. T. D., van Vianen, A. E. M., Jansen in de Wal, J., Petrovic, D. S.,
& Bunjevac, T. (2019). Motivated by future and challenges: A cross-cultural study
on adolescents’ investment in learning and career planning. Journal of Vocational
Behavior, 110. https.//doi.org/10.1016/).jvb.2018.11.015

Bharadwaj, R., & Teeter, C. B. (2026). Compensation and Employee Loyalty. Journal of
Education and Training Studies, 14(1). https.//doi.org/10.11114/jets.v14i1.7872

Boadi, S., Amoako, R., Adu-Yeboah, S. S., & Asare, A. (2025). Factors Influencing
Employee Motivation among Technical University Employees. International
Journal of Research and |Innovation in Social Science, IX(l).
https://doi.org/10.47772/ijriss.2025.9010256

Bruyneel, A., Bouckaert, N., Maertens de Noordhout, C., Detollenaere, J., Kohn, L.,
Pirson, M., Sermeus, W., & Van den Heede, K. (2023). Association of burnout and
intention-to-leave the profession with work environment: A nationwide cross-
sectional study among Belgian intensive care nurses after two years of pandemic.
International Journal of Nursing Studies, 137.
https.//doi.org/10.1016/.ijnurstu.2022.104385

Denyer-Green, B. (2018). Compulsory Purchase and Compensation. In Compulsory
Purchase and Compensation. https://doi.org/10.1201/9780429461507

Dumitriu, S., Bocean, C. G., Varzaru, A. A., Al-Floarei, A. T., Sperdea, N. M., Popescu,
F. L., & Baloi, I.-C. (2025). The Role of the Workplace Environment in Shaping
Employees’ Well-Being. Sustainability, 17(6), 2613.
https.//doi.org/10.3390/su17062613

Effendi et al. (2024). Determinan Minat Melanjutkan Studi Perguruan Tinggi Pada Siswa
Akuntansi Smk Negeri 1 Batang. Business and Economic Analysis Journal, 4(1).

Firman, A., Latief, F., & Dirwan, D. (2022). Dampak Pelatihan Mutasi dan Rotasi Kerja
Terhadap Motivasi Kerja Pegawai. Jurnal Manajemen STIE Muhammadiyah
Palopo, 8(2). https://doi.org/10.35906/jurman.v8i2.1232

Gati, R. A., & Utomo, T. W. W. (2024). Talent Management in Indonesian National Armed
Force: Addressing Personnel Bottlenecks. Jurnal Borneo Administrator, 20(2).
https.//doi.org/10.24258/jba.v20i2.1448

George, C. (2024). Career Development Theories and Graduate Employment. APCDA
Conference Proceedings, 1(June).

Gumay, L. (2025). Transformational Leadership in the Territorial Development of the
Indonesian National Army in Makassar City. KnE Social Sciences, 10(18).
https.//doi.org/10.18502/kss.v10i18.19545

2276
IJEBIR, Volume 05 Issue 06, 2026

Copyright at authors some right reserved this work is licensed under
a Creative Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Hair, et al. (2021). A Primer on Partial Least Squares Structural Equation Modeling (PLS-
SEM). European Journal of Tourism Research, 6(2).

Handi, & Safitri, W. (2023). Pengaruh Reputasi Perusahaan, E-Recruitment, Dan
Kompensasi Terhadap Minat Melamar Kerja Di Kabupaten Bekasi. Jambura, 6(1).

Hayomi, A. Y., & Suharnomo. (2024). Pengaruh E-Recruitment, Reputasi Perusahaan,
dan Kompensasi Terhadap Minat Melamar Kerja Kajian Ekonomi Islam (Studi
pada Fresh Graduate di Semarang). Jurnal lImiah Ekonomi Islam.

Higde, E., & Aktamis, H. (2022). The effects of STEM activities on students’ STEM career
interests, motivation, science process SkKills, science achievement and views.
Thinking Skills and Creativity, 43. https://doi.org/10.1016/).tsc.2022.101000

Hosen, S., Hamzah, S. R. ah, Arif Ismail, I., Noormi Alias, S., Faiq Abd Aziz, M., &
Rahman, M. M. (2024). Training & development, career development, and
organizational commitment as the predictor of work performance. Heliyon, 10(1).
https.//doi.org/10.1016/j.heliyon.2023.e23903

Kohnen, D., De Witte, H., Schaufeli, W. B., Dello, S., Bruyneel, L., & Sermeus, W. (2024).
Engaging leadership and nurse well-being: the role of the work environment and
work motivation—a cross-sectional study. Human Resources for Health, 22(1).
https://doi.org/10.1186/s12960-023-00886-6

Kusumawardhani, C., Guntur, ;, Saputro, E., & Sutanto, ; (2026). Integrating Mental And
Psychosocial Readiness Into Military Human Resource Policy For Conflict Zone
Deployment In Indonesia. PALAR (Pakuan Law Review), 12.

Laathi’fah, S. 'Ulaa, & Noekent, V. (2024). Compensation, Work Stress, and Employee
Performance: The Mediating Role of Work Motivation in Industrial Companies.
Management Analysis Journal, 13(2). https://doi.org/10.15294/maj.v13i2.9136

Liaquat, M., Ahmed, G., Ismail, H., Ul Ain, Q., Irshad, S., Sadaf Izhar, S., & Tariq Mughal,
M. (2024). Impact of motivational factors and green behaviors on employee
environmental performance. Research in Globalization, 8.
https://doi.org/10.1016/j.resglo.2023.100180

Litynska, V., Romanovska, L., Kravchyna, T., Shandruk, S., Sopotnytska, O., &
Kondratska, L. (2024). Personnel Career Advancement Factors: Evidence from
Educational Institutions. European Journal of Sustainable Development, 13(2).
https://doi.org/10.14207/ejsd.2024.v13n2p228

Lombu, A. C., & Wahyuningtyas, Y. F. (2026). The Effect of Compensation and Work
Environment on Employee Performance. Research Horizon, 6(2).
https://doi.org/10.54518/rh.6.2.2026.1092

Maularahmah, S., & Kurniawati, D. T. (2024). Pengaruh Kompensasi, Lingkungan Kerja,
Dan Deskripsi Pekerjaan Terhadap Minat Generasi Z Dalam Melamar Kerja.
Jurnal Kewirausahaan Dan Inovasi, 3(3). https://doi.org/10.21776/jki.2024.03.3.02

2277
IJEBIR, Volume 05 Issue 06, 2026

Copyright at authors some right reserved this work is licensed under
a Creative Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Medina-Cérdoba, M., Cadavid, S., Espinosa-Aranzales, A. F., Aguia-Rojas, K,
Bermudez-Hernandez, P. A., Quiroga-Torres, D. A., & Rodriguez-Duefias, W. R.
(2024). The effect of interprofessional education on the work environment of health
professionals: a scoping review. In Advances in Health Sciences Education (Vol.
29, Number 4). https://doi.org/10.1007/s10459-023-10300-4

Meilana, L., Supriatin, D., & Barima, H. (2025). The Influence of Organizational Culture,
Physical Work Environment, Transformational Leadership on Job Satisfaction of
Teachers at Muhammadiyah 1 High School, Purbalingga. Synergy: Journal of
Business, Finance and Management, 1(1). https://doi.org/10.68111/sjbfm.v1i1.11

Mongan, Y. C., Ratnasari, S. L., & Lestari, E. P. (2023). Pengaruh Kompensasi,
Lingkungan Kerja, dan Kepuasan Kerja, terhadap Motivasi Kerja Pegawai
Kecamatan Sekupang Kota Batam. Bahtera Inovasi, 7(1).
https://doi.org/10.31629/bi.v7i1.5505

Nguyen, T. Q., Hoang, D. P., Vu, T. H., & Nguyen, L. D. (2026). Understanding
postgraduate study intentions among Viethamese Gen Z employees: a
motivational perspective. Journal of Financial Economic Policy, 18(4).
https://doi.org/10.1108/JFEP-08-2025-0373

Nugroho, Y. S. B., Suhardjanto, D., Widarjo, W., & Supriyono. (2026). Remuneration
structure and financial performance in an Indonesian oil conglomerate from a
managerial power perspective. Discover Sustainability, 7(1).
https://doi.org/10.1007/s43621-026-03323-5

Nuryanti, A., Indaryani, M. |., & Sutono, S. (2025). Pengaruh Analisis Jabatan dan
Pengembangan Karir Terhadap Kinerja Pegawai Melalui Motivasi Kerja Pegawai.
Jurnal Dinamika Ekonomi & Bisnis, 22(1).
https://doi.org/10.34001/jdeb.v22i1.7879

Osei, P. C., & Bjorklund, D. F. (2024). Motivating the Learning Process: Integrating Self-
Determination Theory Into a Dynamical Systems Framework. In Educational
Psychology Review (Vol. 36, Number 3). https://doi.org/10.1007/s10648-024-
09934-6

Pakpahan, R., Mardi, & Handarini, D. (2024). Pengaruh Lingkungan Keluarga,
Pengembangan Karir Dan Motivasi Gelar Terhadap Minat Mengikuti Pendidikan
Profesi Akuntansi (PPAk). Cendikia: Jurnal Pendidikan Dan Pengajaran, 2(3),
407-419. https.//doi.org/https.//doi.org/10.572349/cendikia.v2i3.1149

Pamungkas, A., Qadrian, A. M., Jusung, J. N., & Sihombing, S. (2025). Pengaruh
Kompensasi dan Pengembangan Karir terhadap Kinerja Karyawan Melalui
Motivasi Kerja. Jurnal Pendidikan Dan Kebudayaan Nusantara, 3(1).

2278
IJEBIR, Volume 05 Issue 06, 2026

Copyright at authors some right reserved this work is licensed under
a Creative Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Pshembayeva, E., Pfeyfer, N., Uaikhanova, M., & Bubenchikova, A. (2022). Career
success: Analysis and development of career opportunities in students. Frontiers
in Education, 7. https.//doi.org/10.3389/feduc.2022.999541

Putra, P. D., & Elysa, N. Z. (2025). Pengaruh Motivasi Dan Persepsi Biaya Tehadap
Minat Melanjutkan Studi Magister. Faktor: Jurnal limiah Kependidikan, 11(2).
https://doi.org/10.30998/fjik.v11i2.12384

Quinlan, K. M., & Corbin, J. (2023). How and why do students’ career interests change
during  higher  education?  Studies in  Higher Education, 48(6).
https://doi.org/10.1080/03075079.2023.2166916

Rachmawati, A., Wulan, M., & Saraswati, A. M. (2023). Pengaruh Pelatihan Profesional,
Pertimbangan Pasar Kerja, Dan Lingkungan Kerja Terhadap Minat Mahasiswa
Akuntansi Berkarir Menjadi Akuntan Publik. Jurnal Pendidikan Akuntansi
Indonesia, 21(2). https://doi.org/10.21831/jpai.v21i2.67318

Radiman, R., Wahyuni, S. F., & Lestari, S. P. (2024). Nilai-Nilai Individu dan Remunerasi
Terhadap Komitmen Organisasi Dalam Pendidikan Tinggi: Peran Mediasi Motivasi
Kerja. Jurnal lImiah Manajemen Dan Bisnis, 25(2).
https://doi.org/10.30596/jimb.v25i2.21476

Rubio, D. M., Robinson, G. F. W. B., Gabrilove, J., & Meagher, E. A. (2017). Creating
effective career development programs. Journal of Clinical and Translational
Science, 1(2). https://doi.org/10.1017/cts.2016.30

Rusmana, R. B., & Muslim, M. A. (2024). Kebijakan Diklat Militer Untuk Mewujudkan
Profesionalisme TNI. Jurnal Kebijakan Publik, 15(1).
https.//doi.org/10.31258/jkp.v15i1.8426

Sabilalo, M. A., Kalsum, U., Nur, Muh., & Makkulau, A. R. (2020). Pengaruh Lingkungan
Kerja Dan Kemampuan Kerja Terhadap Motivasi Kerja Dan Kinerja Pegawai Biro
Organisasi Sekretariat Daerah Provinsi Sulawesi Tenggara. Journal Of
Management & Business, 3(2).

Salsabila, S. , Afifi, Z., H N, D., Rizky Mulyani, U., . M., & Robiyanto, F. (2024). The
Influence of Economic Motivation, Gender, Perception, Family Environment, and
Work Environment on Students’ Interest in Becoming a Public Accountant. KnE
Social Sciences. https://doi.org/10.18502/kss.v9i17.16376

Schunk, D. H., & DiBenedetto, M. K. (2020). Motivation and social cognitive theory.
Contemporary Educational Psychology, 60.
https.//doi.org/10.1016/j.cedpsych.2019.101832

Shen, Y., Spencer, D., Tagsold, J., & Kim, H. (2025). Integrating cognition, self-
regulation, motivation, and metacognition: a framework of post-pandemic flipped
classroom design. Educational Technology Research and Development, 73(4).
https.//doi.org/10.1007/s11423-025-10485-y

2279
IJEBIR, Volume 05 Issue 06, 2026

Copyright at authors some right reserved this work is licensed under
a Creative Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Sofiatun, S., & Rijanti, T. (2025). The Influence of Competence and Work Environment
on Employee Performance with Organizational Commitment as an Interevening
Variable. Mandalika Journal of Business and Management Studies, 3(2).
https.://doi.org/10.59613/mjbms.v3i2.293

Susanti, E., Raharjo, T. H., & Sallsa Billa, I. (2025). Pengaruh Motivasi Belajar dan
Ekspektasi Karir Terhadap Intensi Melanjutkan Studi Lanjut dengan Status Sosial
Ekonomi Orang Tua sebagai Variabel Moderating. Business and Accounting
Education Journal, 6(1). https://doi.org/10.15294/baej.v6i1.20097

Syabilarrasyad, S., Irianto, J., & Suhariadi, F. (2023). Human Resources Competence in
The Indonesian National Armed Forces and Ministry/ Non-Ministry Government
Institutions. Devotion : Journal of Research and Community Service, 4(3).
https.//doi.org/10.36418/devotion.v4i3.443

Vo, T. T. D., Tuliao, K. V., & Chen, C. W. (2022). Work Motivation: The Roles of Individual
Needs and Social Conditions. Behavioral Sciences, 12(2).
https://doi.org/10.3390/bs 12020049

Wahyuhadi, J., Hidayah, N., & Qurratul Aini. (2022). A Model of Performance Evaluation
for Healthcare Workers Based on Satisfaction and Remuneration (Financial and
Non-Financial). Folia Medica Indonesiana, 58(4).
https://doi.org/10.20473/fmi.v58i4.38126

Wang, Q., Gan, K. P., Wei, H. Y., Sun, A. Q., Wang, Y. C., & Zhou, X. M. (2024). Public
service motivation and public employees’ turnover intention: the role of job
satisfaction and career growth opportunity. Personnel Review, 53(1).
https://doi.org/10.1108/PR-11-2020-0836

Yates, J. (2025). Career development theories in practice: a thematic analysis of
practitioner perceptions of the benefits of theoretically informed practice.
International ~ Journal  for  Educational —and  Vocational  Guidance.
https://doi.org/10.1007/s10775-025-09726-6

Zhenjing, G., Chupradit, S., Ku, K. Y., Nassani, A. A., & Haffar, M. (2022). Impact of
Employees’ Workplace Environment on Employees’ Performance: A Multi-
Mediation Model. Frontiers in Public Health, 10.
https://doi.org/10.3389/fpubh.2022.890400

2280
IJEBIR, Volume 05 Issue 06, 2026

Copyright at authors some right reserved this work is licensed under
a Creative Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/

