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Abstract: Improving the quality of human resources is inseparable from the role and support of the company's management, because the success or failure of the company's performance is influenced by the performance of employees individually and in groups. The decline in employee performance at Bank BJB Sukajadi Branch Office may be caused by suboptimal career development and insufficient employee competency. The research method is descriptive and verificative, data collection techniques through questionnaires, the research sample is 100 respondents, and using non-probability sampling. The research variables consist of 1 dependent variable (Y) namely employee performance, and 2 independent variables namely career development (X1) and competency (X2). This research was tested using multiple linear regression, coefficient of determination, and hypothesis testing. The results of the study indicate that descriptive results show that career development, competency, and employee performance are relatively low. Meanwhile, verificative results obtained that: 1) career development has a significant effect on employee performance, and 2) competency has a significant effect on employee performance. The magnitude of the influence between career development and competence on the performance of Bank BJB Sukajadi Branch Office employees is 66.7% and the remainder is influenced by other factors not examined in this study.
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INTRODUCTION
Background
Human resources are crucial to a company. They can drive the development of knowledge on how to utilize various other resources within a company to achieve optimal performance. Without human resources, even if various factors are available, the system will not function, as human resources are the driving force and determiner of a system's operation. To be able to carry out their tasks effectively and efficiently based on established system standards. The goal is for the company to continuously improve its competitiveness from a human resource perspective to achieve satisfactory work results.
Every company expects its employees to be able to carry out their tasks effectively and efficiently based on established system standards. The goal is for the company to continuously improve its competitiveness in terms of human resources and achieve satisfactory work results. Given the importance of human resources, every company must undertake various efforts to achieve its goals. Emphasis on human resources deserves a higher priority than other production factors. One way to achieve this is by improving the quality of existing human resources (Tampubolon, 2016).
Improving the quality of human resources is inseparable from the role and support of company management. Human resource management addresses the scope of the workforce, including employees, laborers, managers, and others, in an effort to support company activities. Human resource management aims to increase the productive contribution of people within the company through a number of responsible means, as people are a company's primary asset and therefore require nurturing (Safarida, 2020).
The success or failure of a company's performance is influenced by the performance of its employees, both individually and collectively. Therefore, company performance is strongly influenced by employee performance. Human resource management is crucial for every company, as is the case at Bank BJB. As a Regionally-Owned Enterprise (BUMD) whose primary goal is to provide maximum service to customers, Bank BJB strives to improve employee performance to compete with other banks. This is a key assessment that influences the quality and quantity of work based on standards set by management.
At Bank BJB Sukajadi Branch Office, the revenue earned by the sales & marketing team is one form of organizational achievement through employee performance. The revenue earned by this company is one of the core factors for the sustainability of operational activities. The following are the Key Performance Indicators for the sales & marketing team employees at Bank BJB Sukajadi Branch Office for the 2016-2023 period:


Picture 1. Key Performance Indicator Graph of Bank BJB Sukajadi Branch Office

Based on the image above, it can be seen that the Key Performance Indicator (KPI) index of Bank BJB Sukajadi Branch Office has consistently decreased from 2016 to 2023. This indicates that employee performance continues to decline. This condition is due to many employees failing to achieve work targets, the quality of employee work that does not meet the standards set by Bank BJB, and many employees who do not use their working hours to do work-related things. This poor employee performance will gradually cause Bank BJB to experience a deficit in the quality of human resources in providing services to customers.
The author conducted interviews regarding the performance of Bank BJB Sukajadi Branch employees from various job levels, namely staff, officers, and managers. Based on the interview results, it was obtained that all informants stated that they had carried out their work with great care. However, two informants stated that their work results did not meet the standards set by the company. Furthermore, two informants stated that they had not been able to work optimally by minimizing costs and time, and they were also unable to complete tasks ahead of the specified time. In addition, all informants also stated that they were able to work without strict supervision from superiors.
From the employee performance phenomenon above, both the Key Performance Indicator graph and the interview results, it can be seen that this employee's performance requires future evaluation. According to Hasibuan (2017), performance is generally influenced by internal and external factors. Internal factors include competence, work discipline, job satisfaction, and motivation. External factors, which support employees in their work, include leadership style, career development, work environment, training, compensation, and the company culture.
Many studies have been conducted on employee performance, but the results are inconsistent. Research conducted by Kadeni (2023), Wijayanti & T. Sari (2023), states that competent employees will produce good performance. Meanwhile, research conducted by Salvano (2023) states that competence has no effect on performance, because even if an employee has high competence, it will still not improve performance if the employee is no longer motivated to work. Referring to the inconsistencies in the research above, competence is suspected to be one of the factors influencing employee performance.
In this case, the author conducted further interviews regarding the competency of Bank BJB Sukajadi Branch employees from various job levels, namely staff, officers, and managers, because the competency possessed by employees can determine the smoothness of performance. Based on the interview results, it was obtained that all informants did have basic knowledge of banking concepts. However, all informants also stated that they lacked special skills such as foreign language skills, analytical skills, information technology skills, and others. As many as two informants said they only work according to the instructions of their leaders regardless of whether or not the effort is successful. Furthermore, they also lack high self-confidence in their work, due to a lack of belief that they must be effective even in stressful situations. In addition, as many as one informant said that he lacked the ability to respond to unexpected situations, such as complaints from customers, errors in calculations, and the like. This caused all respondents to lack high motivation to face the demands of their work.
Based on the competency phenomenon obtained from the interviews above, it can be seen that employee competency is considered insufficient. This employee competency also requires evaluation for the future. According to Arifin and Reza (2020), competency is a problem experienced by companies, with some companies often having difficulty finding employees with adequate competency in their fields. Employee competency is a factor in smooth performance. To achieve optimal performance, key competencies are needed so that employees can work effectively and efficiently.
Similar studies conducted by Kholilah & Liswani (2022) and Santoso & Untari (2024) found that employee career advancement impacts their performance. This contradicts research conducted by Darmawan (2022), which stated that career development has no impact on performance. Even if a company provides a clear career path, it will not improve performance if it is not accompanied by training. Given the inconsistencies in the aforementioned research, career development is also suspected to be a factor influencing employee performance.
In this case, the author discovered a phenomenon concerning the career development of employees at Bank BJB Sukajadi Branch Office. The following data shows the career develpment of employees at Bank BJB Sukajadi Branch Office in 2023:

Figure 2. Career Data of Bank BJB Sukajadi Branch Office Employees in 2023

Based on the table above, it is known that at least 210 people out of the total employees have worked for 3 years or more. This means that more than 50% of employees who have worked for 3 years or more have not had the opportunity to be promoted to a higher position. Employee job levels include: grades 1-5 with staff status, grades 6-9 with officer status, grades 10 to 15 with manager status, and grades 16-17 with Branch Manager status. The following is the number of employees by job position:


Figure 3. Data on Employee Positions at Bank BJB Sukajadi Branch Office in 2024

Based on the image above, it can be seen that the majority of Bank BJB Sukajadi Branch employees are in staff positions, grades 1–5, and officer positions, grades 6–9. This is despite Bank BJB establishing regulations for each grade, promising employees a grade increase every three years of service. This indicates that career development at Bank BJB is not yet optimal.
According to Azwina and Aulia (2021), effective career development ensures that individuals within an organization have the appropriate qualifications, skills, and experience to support their performance. This implies that an individual's career advancement depends on their loyalty to the organization. Therefore, long-term dedication to the same company will improve their performance. Conversely, employees who are denied the opportunity to develop their careers within the company will perform poorly and suffer from poor performance.
Based on the explanation above, on this occasion the author is interested in conducting further research with the title: "The Influence of Competence and Career Development on Employee Performance (Study at Bank BJB Sukajadi Branch Office)".

Formulation of the problem
The problem formulation proposed in this research is as follows:
1. What is the overview of employee competency, career development, and performance at Bank BJB Sukajadi Branch Office?
2. How does competence influence employee performance at Bank BJB Sukajadi Branch Office?
3. How does career development affect employee performance at Bank BJB Sukajadi Branch Office?

Hypothesis
The hypothesis answered in this research refers to the literature review, so several hypotheses proposed in the research are:
1. H1: There is an influence between competence and employee performance.
2. H2: There is an influence between career development and employee performance.

METHOD
Research Object
This study analyzes employee performance in terms of competency and career development. Respondents were employees of Bank BJB Sukajadi Branch Office.

Research methods
This research employed descriptive and verificative methods. According to Sugiyono (2017), descriptive methods are used to describe the state or value of one or more variables independently. The descriptive method aims to answer the research question, namely, how to describe employee competency, career development, and performance at Bank BJB Sukajadi Branch Office.
Meanwhile, according to Sugiyono (2017), the verification method can be defined as research conducted on a specific population or sample with the aim of testing a predetermined hypothesis. The verification method is used to determine and assess the influence of competency and career development on employee performance.

Population and Sample
When conducting research, researchers are always faced with specific data sources that are expected to provide information and explanations related to the problem being studied. These data sources are often referred to as the research population. The population in this study was 312 employees of Bank BJB Sukajadi Branch Office (Source: Bank BJB Corporate Secretary, 2024).
To determine the data to be studied, the sampling technique used is non-probability sampling, which is a sampling technique that does not provide equal opportunities for each element or member of the population to be selected as a sample (Sugiyono, 2017). Determining the number of samples adheres to Sugiyono's theory (2017) which states that a suitable sample size in research is 30 to 500. The number of samples (n) to be studied uses the Slovin formula, thus, 100 respondents were sampled to represent the population.

Data Analysis Techniques
1. Multiple Linear Regression Analysis
Multiple linear regression is used to see the influence of the independent variable (X) on the dependent variable (Y) if the number of independent variables is at least two.The multiple linear regression equation in this study can be as follows:
Y = a + b1X1 + b2X2 + e
Information:
a	: Constant
b	: Regression Coefficient
X1	: Competence
X2	: Career Development
Y	: Employee performance
e	: Standard Error

2. Analysis of the Coefficient of Determination
The coefficient of determination is often also called the coefficient of determination. According to Ghozali (2016), the coefficient of determination (R²) essentially measures the extent to which the model is able to explain the variation of the dependent variable. The value of the coefficient of determination is between zero and one.R² which is small means explaining very limited variation in the dependent variable.

3. Hypothesis Testing
Hypothesis testing in this study uses a t-test. The t-test is used to show how far an independent variable individually explains the variation in the dependent variable. The basis for decision-making is if the calculated t value is greater than the t table and the significance value is less than 0.05, then the hypothesis is accepted/supported. A supported hypothesis means that the independent variable has a significant effect on the dependent variable.

RESULT AND DISCUSSION
This research was conducted on 100 employees of Bank BJB Sukajadi Branch Office. This chapter first explains the respondents' responses regarding competency, career development, and employee performance, as follows:
Table 1 Respondents' Responses Regarding Competence
	No.
	Statement
	Average
	Category

	1
	Statement 1
	3.20
	Not enough

	2
	Statement 2
	3.57
	Good

	3
	Statement 3
	3.43
	Good

	4
	Statement 4
	3.09
	Not enough

	5
	Statement 5
	3.06
	Not enough

	6
	Statement 6
	2.98
	Not enough

	7
	Statement 7
	3.46
	Good

	8
	Statement 8
	3.78
	Good

	9
	Statement 9
	3.20
	Not enough

	10
	Statement 10
	3.46
	Good

	Overall Average
	3.32
	Not enough



The table above shows that the overall competency profile at Bank BJB Sukajadi Branch Office is in the poor category, with an average score of 3.32, falling within the 2.60–3.39 range. This shows that employees’ competencies are not yet optimal.

Table 2 Respondents' Responses Regarding Career Development
	No.
	Statement
	Average
	Category

	1
	Statement 1
	2.98
	Not enough

	2
	Statement 2
	3.06
	Not enough

	3
	Statement 3
	3.24
	Not enough

	4
	Statement 4
	3.57
	Good

	5
	Statement 5
	3.08
	Not enough

	6
	Statement 6
	3.05
	Not enough

	Overall Average
	3.16
	Not enough



The table above shows that the overall career development profile at Bank BJB Sukajadi Branch Office is in the poor category, with an average score of 3.16, falling within the 2.60–3.39 range. This suggests that the company's efforts to ensure employees have the appropriate qualifications, skills, and experience when needed are not yet optimal.




Table 3 Respondents' Responses Regarding Employee Performance
	No.
	Statement
	Average
	Category

	1
	Statement 1
	3.24
	Not enough

	2
	Statement 2
	3.58
	Good

	3
	Statement 3
	3.51
	Good

	4
	Statement 4
	3.20
	Not enough

	5
	Statement 5
	3.11
	Not enough

	6
	Statement 6
	3.04
	Not enough

	7
	Statement 7
	3.46
	Good

	8
	Statement 8
	3.69
	Good

	9
	Statement 9
	3.24
	Not enough

	10
	Statement 10
	3.54
	Good

	Overall Average
	3.37
	Not enough



The table above shows that the overall performance of employees at Bank BJB Sukajadi Branch Office is in the poor category, with an average of 3.37, falling within the 2.60-3.39 range. This suggests that employee performance in carrying out their duties in accordance with their assigned responsibilities is not yet optimal.

Multiple Linear Regression Analysis
Table 4 Multiple Linear Regression
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.424
	.130
	
	7,329
	.011

	
	Competence
	.797
	.161
	.736
	4.152
	.005

	
	Career
	.467
	.236
	.458
	3,711
	.023

	a. Dependent Variable: Kin_Kary



Y = 0.424 + 0.797X1 - 0.467X2

From the equation above, the meaning of the regression coefficient for each variable can be explained, namely:
a = 0.424	This means that if competence and career development are equal to zero (0), then employee performance will have a value of 0.424.
b1 = 0.797 is positive, meaning that if competence increases with the assumption that other variables are constant, employee performance will also increase by 0.797.
b2 = 0.467 is positive, meaning that if career development increases, assuming other variables are constant, then career development will also increase by 0.467.

Analysis of the Coefficient of Determination
Table 5 Coefficient of Determination
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Standard Error of the Estimate

	1
	.817a
	.667
	.680
	.51315

	a. Predictors: (Constant),Career, Competence

	b. Dependent Variable: Kin_Kary



Based on the table above, the coefficient of determination (R-square) is 0.667, or 66.7%. This means that competence and career development contribute 66.7% to the performance of Bank BJB Sukajadi Branch employees, with the remainder influenced by other factors not examined in this study.

Hypothesis Testing
Table 6 Hypothesis Test (t-Test)
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.424
	.130
	
	7,329
	.011

	
	Competence
	.797
	.161
	.736
	4.152
	.005

	
	Career
	.467
	.236
	.458
	3,711
	.023

	a. Dependent Variable: Kin_Kary



Based on the table above, it can be seen that the test results for the competency variable (X1) obtained a calculated t value of 4.152 and a t table of 1.984. Because the calculated t value is greater than the t table (4.152 > 1.984) with a significance value of 0.005 < 0.05, H0 is rejected and H1 is accepted. This means that competency has a significant effect on the performance of Bank BJB Sukajadi Branch Office employees.
Based on the table above, it can also be seen that the test results for the career development variable (X2) obtained a calculated t value of 3.711 and a t table of 1.984. Because the calculated t value is greater than the t table (3.711 > 1.984) with a significance value of 0.023 < 0.05, H0 is rejected and H2 is accepted. This means that career development has a significant effect on the performance of Bank BJB Sukajadi Branch Office employees.

CONCLUSION
	This study was conducted on employees of Bank BJB Sukajadi Branch Office to examine the influence of competency and career development on employee performance. A sample of 100 employees was selected through a questionnaire distribution. The questionnaire results met the validity and reliability requirements and were free from symptoms of normality, multicollinearity, and heteroscedasticity. They were then analyzed using descriptive and verification methods.
Based on the research results described previously, it can be concluded that employee competency and career development are relatively low, which contributes to poor employee performance at Bank BJB Sukajadi Branch Office to be classified as lacking. Referring to these results, competency and career development need to be improved in an effort to enhance employee performance. One way to do this is by conducting regular training, providing job rotation, facilitating career counseling, and providing ongoing skills development programs tailored to the company's needs.
Based on the research results, it can also be concluded that competency and career development can be factors influencing employee performance. Therefore, it can be said that there is a significant influence demonstrated by the competency and career development variables on employee performance, thus all hypotheses proposed in this study are accepted.
Furthermore, the author acknowledges that this research still has several shortcomings that need to be addressed. Therefore, it is necessary to add several other variables that might influence employee performance, so that this research can be further improved in the future. Furthermore, to ensure the broad application of this research, future researchers are expected to explore other research subjects, not just the Bank BJB Sukajadi Branch Office.

Managerial Implications
	The decline in employee performance at Bank BJB Sukajadi Branch Office is suspected to be due to employee competency and career development, which are still relatively lacking. Therefore, a strategy is needed to address these variables in an effort to improve employee performance:
1. From the competency side, this can be done by: increasing employee motivation to work by giving rewards, improving employee unique talents by holding regular training, increasing employee self-confidence in working by giving recognition for each employee's achievements, and increasing good personal values in working by establishing a code of ethics to build a positive work culture.
2. From the career development side, this can be done by: increasing employee efforts to realize the skills they have by providing job rotation, increasing employee efforts to find out career advancement opportunities by facilitating career counseling, increasing employee allocation to the right jobs by holding a strict selection process, and increasing the availability of continuous development programs and adapting them to the company's needs.
Strategy implementation is carried out based on the order of magnitude of influence. First, competency is the variable ranked first in terms of magnitude of influence. According to Rivai (2015), achieving optimal performance requires competencies such as cooperation and collaboration, employee willingness to work hard, and knowledge. All of these aspects are key to developing effective and efficient employee performance.
Furthermore, career development is the second-largest variable in terms of influence. According to Hasibuan (2018), an individual's career advancement depends on their loyalty to the organization. Long-term dedication to the same company will improve their performance. Conversely, employees who are not given the opportunity to develop their careers within the company will work carelessly, resulting in declining performance.
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