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This study aims to analyze the influence of personnel competency and assessment 

centers on the career development of police officers at the North Kalimantan 
Regional Police Department (Polda Kaltara). Using a quantitative explanatory 

design, this research collected data from 110 respondents selected through simple 

random sampling. The instruments passed validity and reliability tests, and the 
regression model met all classical assumptions, ensuring its robustness. The 

results show that personnel competency has a positive and significant effect on 
career development, indicating that higher levels of knowledge, skills, and 

professional behavior improve opportunities for promotion and job mobility. 

Likewise, the assessment center also demonstrates a significant positive effect, 
confirming its role as an objective and merit-based evaluation mechanism in 

personnel selection and promotion processes. Simultaneously, both variables 

contribute 17.9% to explaining career development, while the remaining influence 
is derived from factors outside the model. These findings highlight the strategic 

importance of integrating competency frameworks and assessment centers to 

strengthen human resource governance within the Indonesian National Police, 
particularly in regions with complex security dynamics such as North Kalimantan. 

The study provides practical recommendations for expanding assessor training, 

increasing technology utilization, and enhancing competency-based personnel 

development programs to support Polri’s bureaucratic reform agenda. 
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Penelitian ini bertujuan untuk menganalisis pengaruh kompetensi personel dan 

assessment center terhadap pengembangan karier personel Kepolisian Daerah 
Kalimantan Utara (Polda Kaltara). Penelitian ini menggunakan pendekatan 

kuantitatif dengan desain eksplanatori, melibatkan 110 responden yang dipilih 

melalui simple random sampling. Instrumen penelitian dinyatakan valid dan 
reliabel, sementara model regresi memenuhi seluruh uji asumsi klasik, sehingga 

layak untuk digunakan dalam pengujian hipotesis. Hasil penelitian menunjukkan 

bahwa kompetensi personel berpengaruh positif dan signifikan terhadap 
pengembangan karier, yang berarti peningkatan pengetahuan, keterampilan, serta 

perilaku profesional mendorong peluang promosi dan mobilitas jabatan. 

Assessment center juga terbukti memiliki pengaruh positif dan signifikan, 
menegaskan fungsinya sebagai mekanisme evaluasi objektif berbasis merit dalam 

proses seleksi dan promosi personel. Secara simultan, kedua variabel memberikan 

kontribusi sebesar 17,9% terhadap pengembangan karier, sementara sisanya 
dipengaruhi oleh faktor lain di luar model. Temuan ini menegaskan pentingnya 

integrasi kerangka kompetensi dan assessment center dalam memperkuat tata 

kelola SDM Polri, khususnya di wilayah dengan dinamika keamanan kompleks 

seperti Kalimantan Utara. Penelitian ini merekomendasikan peningkatan pelatihan 

asesor, pemanfaatan teknologi, serta penguatan program pengembangan 

kompetensi sebagai bagian dari agenda reformasi birokrasi Polri. 
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1. Introduction 

Global developments and advances in information 

technology have brought significant changes to 

organizational dynamics, including public sector 

organizations. Demands for performance competence, 

transparency, and improved quality of public services 

are increasing, encouraging organizations to strengthen 

their governance, particularly in the area of human 

resources (HR), which is a strategic advantage and 

difficult to replicate [1], [2]. HRM is no longer viewed 

as merely an administrative function, but rather as a 

key element in improving the effectiveness and 

performance of organizations in a sustainable manner. 

The Indonesian National Police (Polri) is a public 

service institution that plays a strategic role in 

maintaining security, order, and enforcing the law in 
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Indonesia. Law No. 2 of 2002 stipulates that the main 

duties of the Polri include maintaining public security 

and order, enforcing the law, and providing protection, 

guidance, and services to the community [3]. The 

implementation of these duties requires Polri human 

resources with high competence, professionalism, and 

the ability to adapt to increasingly complex social 

dynamics and technological developments. 

The quality of Polri's human resources is a determining 

factor in the institution's success in carrying out its 

operational and administrative duties. Polri personnel 

are required to have not only technical abilities, but 

also managerial, communication, and decision-making 

skills, as well as the ability to adapt to changes in their 

work environment. Therefore, competency-based 

human resource development has become an important 

strategy in Polri's bureaucratic reform. One form of 

strengthening human resource management is the 

implementation of a competency-based career 

development system and assessment centers. 

As a police institution serving in the strategic northern 

region of Indonesia, the North Kalimantan Regional 

Police (Polda Kaltara) faces high security dynamics, 

including the potential for cross-border crime, 

radicalism, and social dynamics within the community. 

Thus, the need for competent and professional human 

resources is becoming increasingly urgent. However, 

the implementation of competency-based career 

development and assessment centers at Polda Kaltara 

still faces challenges, particularly related to the 

shortage of assessors, limited use of technology, and 

the lack of objectivity in the selection process. 

Assessment centers within the Indonesian National 

Police have been regulated through Regulation of the 

Chief of the Indonesian National Police Number 5 of 

2016 as a standard for implementing competency 

assessments for personnel career development. This 

method uses multiple instruments and multiple 

assessors to assess the potential and abilities of 

personnel through work simulations, psychometric 

tests, behavioral interviews, and leaderless group 

discussions. As of 2024, 108,503 Polri personnel have 

participated in assessment centers and 1,867 personnel 

have been certified as assessors. This demonstrates the 

Polri's commitment to improving the quality of human 

resources, although at the provincial police level, its 

implementation has not been uniform. 

Previous studies have shown that the implementation 

of assessment centers can increase the objectivity of 

job placement and reduce non-merit practices such as 

seniority and subjective recommendations [4], [5], [6]. 

However, in the Kaltara Regional Police, data shows 

that only about 56% of structural officials have gone 

through assessment center-based selection [7]. This 

indicates the need for an in-depth evaluation of the 

effectiveness of the implementation of the competency-

based career development system and assessment 

centers in the region. 

Furthermore, the relationship between personnel 

competencies, assessment centers, and career 

development has a significant contribution to 

improving individual and organizational performance. 

Competency is the main foundation in the 

implementation of police duties, while assessment 

centers serve as an objective assessment method that 

can predict a person's potential to hold a certain 

position. A career development pattern based on a 

merit system will encourage increased motivation, a 

culture of performance, and fairness within the 

organizational environment. 

Based on these various phenomena and empirical 

findings, research on the competency-based career 

development of police personnel at the North 

Kalimantan Regional Police Headquarters and 

assessment centers is important. This research is 

expected to provide a comprehensive picture of the 

effectiveness of the implementation of this system, as 

well as recommendations for strengthening Polri's 

human resource policies in order to improve the 

professionalism and performance of personnel. 

2. Research Method 

This study uses a quantitative approach with an 

explanatory design to examine the influence of 

personnel competencies and assessment centers on the 

career development of police personnel at the North 

Kalimantan Regional Police [8]. The research 

population consisted of 150 personnel, and the sample 

was determined using the Slovin formula, resulting in 

110 respondents through simple random sampling [9]. 

Primary data were collected using a four-point Likert 

scale questionnaire without neutral options to minimize 

bias [10].  

The research variables consisted of professional 

competence, assessment centers, and career 

development, each measured through indicators that 

had been determined in accordance with the theory 

[11], [12]. The instruments were tested using validity 

tests (Pearson correlation) and reliability tests 

(Cronbach's Alpha) [13]. Data analysis was performed 

using multiple linear regression using SPSS version 26. 

Before regression analysis, classical assumption tests 

were performed, including normality (Shapiro-Wilk) 

[14], multicollinearity (Tolerance and VIF) [15], 

heteroscedasticity [16], and autocorrelation [17]. The F 

test was used to examine the simultaneous effect of 

variables, while the t test was used to examine the 

partial effect. The coefficient of determination (R²) was 

used to determine the contribution of independent 

variables to career development [18]. The entire 

process was carried out in accordance with research 

ethics and respondent data confidentiality. 
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3.  Results and Discussion 

3.1. Validity Test 

The validity test was conducted to ensure that each 

questionnaire item was able to measure the intended 

construct. The test used corrected item-total correlation 

by comparing the calculated r value to the table r value 

of 0.187 (α = 0.05; n = 110). An item was declared 

valid if its correlation value was greater than the table r 

value. 

Table 1. Summary of Validity Test Results 

Variable 
Corrected Item-Total 

Correlation Range 
Description 

Competency (X1) 0.630 – 0.758 Valid 
Assessment Center (X2) 0.661 – 0.812 Valid 

Career Development (Y) 0.672 – 0.813 Valid 

The data processing results on Table 1 show that all 

items in the Competence (X1), Assessment Center 

(X2), and Career Development (Y) variables have 

corrected item-total correlation values between 0.630 

and 0.813, so all items are declared valid. Thus, the 

research instrument is considered capable of accurately 

representing the construct and can be used in further 

analysis. 

3.2. Reliability Test 

A reliability test was conducted to assess the internal 

consistency of the instrument using Cronbach's Alpha 

coefficient. A variable is considered reliable if it has an 

alpha value of more than 0.70.  

Table 2. Reliability Test Results 

Variable Cronbach's Alpha Description 

Competence (X1) 0.930 Reliable 

Assessment Center (X2) 0.948 Reliable 

Career Development (Y) 0.958 Reliable 

The analysis results on Table 2 show that the 

Competency (X1) variable has an alpha value of 0.937, 

Assessment Center (X2) 0.948, and Career 

Development (Y) 0.958. All of these values are in the 

very high category, so the research instrument is 

declared reliable and consistent in measuring the 

construct being studied. 

3.3. Normality Test 

The normality test using Shapiro-Wilk on Table 3 

produced a significance value of 0.113, which is 

greater than 0.05. This indicates that the residuals are 

normally distributed and the model meets the 

assumption of normality. An in-depth interpretation of 

these results indicates that the normal distribution of 

residuals allows for accurate statistical inferences, such 

as t and F tests, without bias caused by distribution 

deviations. In this study, the normality of the residuals 

reflects that the data variation is not influenced by 

extreme outliers, so that the regression model can be 

relied upon to predict the effect of independent 

variables on dependent variables. 

Table 3. Normality Test Results (Shapiro-Wilk) 

Variable Statistics df Sig 

Unstandardized Residual 0.981 110 0.113 

3.4. Multicollinearity Test 

Multicollinearity testing was conducted to determine 

whether there was a high correlation between 

independent variables. Tolerance and Variance 

Inflation Factor (VIF) values were used as indicators. 

Tolerance values close to 1 and VIF close to 1, which 

can be seen on Table 4, indicate that there is no 

multicollinearity in the research model. Further 

interpretation emphasizes that this low 

multicollinearity ensures independence between the 

Competency and Assessment Center variables, so that 

the regression coefficients can be interpreted separately 

without distortion. 

Table 4. Multicollinearity Test Results 

Variable Tolerance VIF 

Competency (X1) 0.998 1.002 

Assessment center (X2) 0.998 1.002 

3.5. Heteroscedasticity Test 

The heteroscedasticity test was conducted using a 

scatterplot between the residuals and the predicted 

values, which can be seen on Figure 1. A random 

scatter pattern indicates the absence of 

heteroscedasticity, meaning that the residual variance is 

constant at every predictor level. This condition 

confirms the presence of homoscedasticity, which is an 

important prerequisite for regression estimators to 

work efficiently. The existence of homoscedasticity 

ensures that the regression model predictions remain 

consistent and reliable at various levels of independent 

variables, so that the analysis can provide a valid and 

accurate picture in the context of the study. 

 

Figure 1. Scatterplot of Standardized Residuals 

3.6. Autocorrelation Test 

The Durbin-Watson value of 1.876, which can be seen 

on Table 5, indicates that there is no autocorrelation, 

either positive or negative, as it is within the range of 

1.5-2.5. An in-depth interpretation highlights that the 

absence of autocorrelation ensures that the residuals are 

independent of each other, so that the model is not 
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affected by time patterns or data sequences, which is 

relevant given that the research data is cross-sectional. 

Table 5. Autocorrelation Test Results (Durbin-Watson) 

Model Durbin-Watson 

1 1.876 

Based on the test results, all classical assumptions that 

are prerequisites in regression analysis have been 

adequately fulfilled. This includes data normality, 

multicollinearity testing, heteroscedasticity, and 

autocorrelation, which have been tested and show 

results that are in accordance with theoretical 

provisions. With all of these assumptions fulfilled, it 

can be concluded that the regression model used in this 

study is valid and suitable for hypothesis testing. 

3.7. Hypothesis Testing Results 

Hypothesis testing was conducted using multiple linear 

regression through t-tests, F-tests, and the coefficient of 

determination (R²). The regression model used in this 

study is formulated on Equation (1). 

 (1) 

Where the effect of independent variables is tested 

against the dependent variable. Y is the dependent 

variable, X1 and X2 are independent variables, β0 is 

the intercept, β1 and β2 are regression coefficients that 

represent the effect of each independent variable on the 

dependent variable, and ε is the error term or residual 

that captures other variables outside the model that 

affect Y. 

3.8. Determination Coefficient Test (R²) 

The test results on Table 6 show an R Square value of 

0.179. This means that Competence (X1) and 

Assessment Center (X2) are able to explain 17.9 

percent of the variation in Career Development (Y), 

while the rest is influenced by other factors outside the 

model. This interpretation shows that although the 

influence of both variables is significant, there is room 

for other variables such as external organizational 

factors in explaining career development. 

Table 6. Results of the Coefficient of Determination Test (R²) 

Model R Square 

1 0.179 

3.9. t-test (Partial) 

The t-test is used to determine the partial effect of each 

variable. The results on Table 7 show that both 

independent variables have a positive and significant 

effect on Career Development. In-depth interpretation 

reveals that this partial effect strengthens the role of 

individual variables in the model, with significance 

below 0.05 confirming statistical significance. Thus, 

this effect reinforces the belief that the variables tested 

play an important role in the career development 

process of personnel. 

Table 7. t-Test Results 

Variable Calculated t Sig Description 

Competence (X1) 3.381 0.001 Significant 
Assessment center (X2) 3.308 0.001 Significant 

3.10. F Test (Simultaneous) 

The F test was conducted to examine the simultaneous 

effect of independent variables on the dependent 

variable. The significance value of 0.000, which can be 

seen on Table 8, indicates that Competency and 

assessment center simultaneously have a significant 

effect on Career Development. This interpretation 

emphasizes the synergy between variables, which is 

essential for the overall success of the model. 

Table 8. F Test Results 

Model Calculated F Sig Description 

1 11.692 0.000 Significant 

3.11. Discussion 

The discussion of the research results aims to analyze 

and interpret the empirical findings in depth, by 

relating them to the theoretical basis described in 

Chapter 2 and related literature. The analysis focuses 

on answering the research questions, namely the 

influence of personnel competence on career 

development, the influence of assessment centers on 

career development, and the simultaneous influence of 

both in the Kaltara Regional Police environment. This 

approach allows for a comprehensive understanding of 

the dynamics of these variables in the context of police 

human resource management, considering the high 

validity and reliability of the instruments and the 

fulfillment of classical assumptions that validate the 

regression model as free from statistical assumption 

violations. 

The results show a positive and significant effect of 

personnel competence (X1) on career development (Y), 

with a beta coefficient of 0.304, a t-value of 3.381, and 

a significance level of 0.001. This answers the first 

research question, which asks whether personnel 

competence has a positive and significant effect on the 

career development process of police personnel at the 

North Kalimantan Regional Police. An in-depth 

interpretation of these findings reveals that 

competence, as a combination of knowledge, skills, 

and attitudes relevant to police duties, serves as an 

intrinsic foundation that drives career advancement. 

Each one-unit increase in competency level is 

estimated to increase career development by 0.304 

units, ceteris paribus. This finding is in line with the 

theory in certain research which emphasize that 

competency includes technical aspects such as 

analytical and decision-making abilities, as well as 

behavioral aspects such as integrity and adaptability, 

which are strategic keys to improving organizational 

performance in a sustainable manner [11].  
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In the context of the Kaltara Regional Police, which 

faces unique challenges such as securing border areas, 

transnational crime dynamics, and social complexity, 

personnel competency not only improves the 

effectiveness of daily tasks but also accelerates access 

to opportunities for promotion, job transfers, and self-

development through advanced training. Further 

analysis highlights that this moderate beta coefficient 

value reflects the role of competency as an endogenous 

factor, where personnel with high competency tend to 

show independent initiative in lifelong learning, 

thereby reducing dependence on external factors such 

as recommendations from superiors. The fulfillment of 

classical assumptions, such as residual normality (sig. 

0.113) and the absence of heteroscedasticity, further 

strengthens this interpretation, as it ensures that the 

influence of competence is not distorted by uneven 

data variation. 

The assessment center variable (X2) also shows a 

positive and significant effect on career development, 

with a beta coefficient of 0.295, a t-value of 3.308, and 

a significance level of 0.001. These findings answer the 

second research question, which asks whether 

assessment centers have a positive and significant 

effect on the career development process of police 

personnel in the Kaltara Regional Police. An in-depth 

interpretation of these results describes the assessment 

center as an objective external evaluation mechanism 

that uses job simulations, behavior-based interviews, 

and group discussions to predict individual potential.  

Each one-unit increase in the quality of the assessment 

center is estimated to increase career development by 

0.295 units. This is in line with assessment center 

theory, which explain that this method has high 

predictive validity because it reduces subjective bias 

and focuses on observable behavior relevant to the 

position [12]. In the Kaltara Regional Police 

environment, assessment centers play a crucial role in 

bureaucratic reform by helping to place the right 

personnel in the right jobs, especially in the face of 

demands for professionalism amid complex security 

dynamics. A deeper analysis reveals that the beta 

coefficient, which is almost equivalent to competence, 

indicates a synergistic interaction between the two; 

assessment centers not only detect existing 

competencies but also identify gaps in development, 

thereby encouraging personnel to continuously 

improve themselves. Support from classical 

assumptions, such as the absence of multicollinearity 

(VIF 1.002) and autocorrelation (DW 1.876), ensures 

that this influence is independent and unaffected by 

correlations between variables or residual patterns. 

The simultaneous effect of personnel competence and 

assessment centers on career development is also 

positive and significant, with an F value of 11.692, a 

significance level of 0.000, and an R Square of 0.179. 

This finding answers the third research question, which 

asks whether personnel competence and assessment 

centers simultaneously have a positive and significant 

effect on the careers of police personnel in the Kaltara 

Regional Police. An in-depth interpretation of these 

results shows a synergistic effect, where the two 

variables complement each other to explain 17.9 

percent of the variability in career development, while 

the remaining 82.1 percent may be influenced by 

external factors such as organizational policies, 

external dynamics, or other variables not included in 

the model.  

This finding is reinforced by the theory regarding the 

relationship between competency and assessment 

centers in the HR development cycle, where 

competency becomes the basis for assessment, while 

the results of the assessment center guide competency 

improvement, creating a positive loop that supports 

meritocracy and organizational performance 

improvement. In the context of the Kaltara Regional 

Police, the relatively moderate R Square value reflects 

the complexity of career development in border areas, 

where factors such as resource constraints or external 

influences may moderate the effect, but the 

simultaneous significance remains strong thanks to the 

overall fulfillment of classical assumptions. This 

analysis underscores that the integration of the two 

variables is not only administrative but also strategic in 

building professional and adaptive Polri human 

resources. 

The findings of this study are consistent with a number 

of previous studies, although there are differences in 

context and magnitude of influence. The positive 

influence of competence on career development is in 

line with the research, which found that police human 

resource competence is a key factor in career 

development, with a significant positive correlation 

with improved organizational performance [19]. This 

consistency is seen in the aspects of integrity and 

adaptability as key elements, although in this study the 

beta coefficient (0.304) is lower than their findings, 

possibly due to the focus on the regional context of 

Kaltara, which is still in the process of bureaucratic 

reform. Similarly, the influence of assessment centers 

is consistent with [4], who reported an increase in 

placement accuracy of up to 30% through assessment 

centers, with high predictive validity. However, a 

difference is seen in the magnitude of the influence; 

this study shows a coefficient of 0.295, which is more 

moderate, possibly due to the limited number of trained 

assessors in Kaltara [20].  

For simultaneous effects, these findings are in line with 

certain study, which found an increase in work unit 

performance of up to 37% through the integration of 

competencies and assessment centers at the West 

Sumatra Regional Police, with consistency in reducing 

nepotism and increasing transparency [6]. The main 

difference lies in the R Square value (0.179 versus 
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higher in their study), which may be due to the regional 

context; in Kaltara, the implementation of assessment 

centers has not been optimal, so the simultaneous effect 

is more dependent on internal capacity building. 

Overall, consistency with the literature strengthens the 

generalizability of the findings, while the differences 

highlight the importance of local adaptation in the 

application of career development models. 

The results of this study have significant implications 

both theoretically and practically. Theoretically, the 

findings enrich human resource management studies by 

emphasizing that the integration of competencies and 

assessment centers is not only an administrative tool 

but also a strategic mechanism for career development. 

This reinforces Spencer and Spencer's competency 

theory [11] and assessment center theory [12], adding 

empirical evidence from the Indonesian police context, 

particularly in border areas, where bureaucratic reform 

requires a stronger merit-based approach. The R 

Square value of 0.179 indicates room for theoretical 

expansion by including moderator variables such as 

external factors, thereby contributing to the 

development of a more comprehensive theoretical 

model in the public management literature. 

Practically, the implications for the Kaltara Regional 

Police include recommendations to expand assessor 

training and integrate technology into assessment 

centers to improve objectivity and efficiency. The 

significant influence of competency encourages the 

development of competency-based training programs, 

while the influence of assessment centers emphasizes 

the need for periodic evaluations to reduce bias and 

ensure appropriate job placement. For personnel, these 

findings encourage the improvement of personal 

competencies through independent learning, which can 

increase motivation and performance. Overall, these 

implications support the achievement of the Indonesian 

National Police's organizational goals in maintaining 

public security and order through professional human 

resources, with the potential to influence national 

policies such as the revision of Perkap No. 5 of 2016 

for more inclusive implementation in remote areas. 

4.  Conclusion 

This study shows that personnel competency has a 

positive and significant effect on the career 

development of police personnel in the Kaltara 

Regional Police. The higher the competency of 

personnel, the greater their chances of advancing in 

their career. In addition, assessment centers have also 

been proven to have a positive and significant effect on 

career development, making their application an 

important instrument in the selection, assessment, and 

promotion process. Simultaneously, competency and 

assessment centers contribute 17.9% to personnel 

career development, which means that these two 

variables together play an important role even though 

there are other factors outside the model that also have 

an influence. Overall, all research hypotheses were 

accepted and proven empirically. 
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