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ABSTRACT

This study aims to analyze the effect of human resource development (X₁) and human resource 

empowerment (X₂) on employee performance (Y) at PT. Hijau Lestari Raya Fibreboard, Banyuasin 

Regency. Human resource development includes training, skill enhancement, and continuous education 

for employees, while human resource empowerment focuses on increasing motivation, engagement, and 

autonomy in the workplace. Employee performance is measured based on productivity, efficiency, and 

work quality. The research employs a quantitative approach using a survey method. Data were collected 

through questionnaires distributed to employees of the company. The data analysis was conducted using 

multiple linear regression to determine the influence of the independent variables (X₁ and X₂) on the 

dependent variable (Y). The results indicate that both human resource development (X₁) and human 

resource empowerment (X₂) have a positive and significant impact on employee performance (Y). Skill 

development and opportunities for participation in decision-making have been proven to enhance work 

effectiveness and productivity. Therefore, the company is recommended to continuously improve training 

programs and empower employees to achieve optimal performance. 
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INTRODUCTION 

The digitalization era has brought significant changes to the business world and has led to an 

increasingly intense level of competition among companies in capturing market share. Companies are 

required to become effective and efficient organizations in order to survive amid these dynamics. One of 

the key factors in facing these challenges is the quality of human resources (HR) possessed by the 

company. Superior HR is a primary asset capable of mobilizing and optimizing other organizational 

resources to achieve the company's strategic goals. 

According to Harahap (2019), human resources are the most important element in an organization 

because they possess power derived from knowledge, skills, and individual capabilities. Without the 

support of reliable HR, an organization will not be able to operate effectively, even if it has adequate 

facilities and infrastructure. Therefore, HR development and empowerment are crucial factors in creating 

a company’s competitive advantage in the digital era. 

Employee performance, as one of the indicators of organizational success, is greatly influenced 

by perceptions of fairness, work motivation, and individual competence. Lukman (2020) explained that 

optimal performance can be achieved when there is a balance between the benefits received by employees 

and fairness in task distribution and incentives. In line with this, efforts to develop and empower human 

resources are considered important in improving the knowledge, skills, and attitudes of employees needed 

to handle current and future tasks (Effendi, 2021). 

However, previous research has shown differing findings regarding the influence of HR 

development and empowerment on employee performance. Istiqomah (2023) found a significant 

influence of HR development on employee performance, while Winata (2022) stated that HR 

empowerment had no significant effect. Meanwhile, Galura (2021) indicated that leadership 

communication style and HR empowerment had an impact on performance improvement, and Roswaty 

(2019) emphasized the importance of training and development in affecting employee performance. 

These differences suggest that the impact of these variables may vary depending on the context and 

situation of the organization. 

PT Hijau Lestari Raya Fibreboard is a company engaged in the MDF (Medium Density 

Fibreboard) wood processing industry located in Banyuasin Regency, South Sumatra. Over the past three 

years, the company has experienced a decline in the export value of its processed wood products, as 

recorded in the export performance data for the 2021–2023 period. This decline indicates challenges in 

achieving the company’s targets that need to be reviewed from the aspect of HR performance quality. 
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According to the Director of PT Hijau Lestari Raya Fibreboard, one of the main causes of the 

declining export performance is the suboptimal development and empowerment of huma

within the company. This is evident from the low implementation of skills training, lack of employee 

involvement in decision-making, minimal appreciation of employee achievements, and weak 

organizational communication. These factors have become

performance. 

Based on these issues, this study aims to examine the influence of human resource development 

and empowerment on employee performance at PT Hijau Lestari Raya Fibreboard, Banyuasin Regency. 

The results of this research are expected to contribute to strategies for improving both HR performance 

and overall organizational performance.

LITERATURE REVIEW 

Human Resource Management 

Human Resource Management (HRM) is the process of planning, organizing, directing,

controlling the procurement, development, compensation, integration, maintenance, and termination of 

employees in order to achieve organizational goals. The purpose of HRM is to strategically, ethically, and 

responsibly enhance the productive contribu

Human Resource Development 

Human Resource Development (HRD) is a process of improving individuals' technical, 

theoretical, conceptual, and moral abilities through continuous training and education,

assume new roles and responsibilities within the organization (Harahap, 2019). The aim is to prepare 

employees to face both current and future job challenges. Indicators of HR Development (Lukman,2020):
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Source: PT Hijau Lestari Raya Fibreboard, 2024 

Figure 1. Export Performance Data 
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declining export performance is the suboptimal development and empowerment of huma

within the company. This is evident from the low implementation of skills training, lack of employee 

making, minimal appreciation of employee achievements, and weak 

organizational communication. These factors have become obstacles in driving optimal employee 

Based on these issues, this study aims to examine the influence of human resource development 

and empowerment on employee performance at PT Hijau Lestari Raya Fibreboard, Banyuasin Regency. 

this research are expected to contribute to strategies for improving both HR performance 

and overall organizational performance. 

Human Resource Management (HRM) is the process of planning, organizing, directing,

controlling the procurement, development, compensation, integration, maintenance, and termination of 

employees in order to achieve organizational goals. The purpose of HRM is to strategically, ethically, and 

responsibly enhance the productive contribution of the workforce to the organization (Darmadi, 2022).

Human Resource Development (HRD) is a process of improving individuals' technical, 

theoretical, conceptual, and moral abilities through continuous training and education,

assume new roles and responsibilities within the organization (Harahap, 2019). The aim is to prepare 

employees to face both current and future job challenges. Indicators of HR Development (Lukman,2020):
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Human Resource Management (HRM) is the process of planning, organizing, directing, and 

controlling the procurement, development, compensation, integration, maintenance, and termination of 

employees in order to achieve organizational goals. The purpose of HRM is to strategically, ethically, and 

(Darmadi, 2022). 

Human Resource Development (HRD) is a process of improving individuals' technical, 

theoretical, conceptual, and moral abilities through continuous training and education, enabling them to 

assume new roles and responsibilities within the organization (Harahap, 2019). The aim is to prepare 

employees to face both current and future job challenges. Indicators of HR Development (Lukman,2020): 
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1. Performance improvement 

2. Changes in behavior and personality 

3. Training evaluation results 

4. Feedback from training participants 

5. Expert assessment 

Human Resource Empowerment 

Human Re isourceiEimpoweirmeint is a manageirial proceiss that aims to provideieimployeieis with 

authority, reisponsibility, and reisourceis to makei deicisions reilateid to theiir tasks, with thei inteintion of 

increiasing motivation and work productivity (Wahana Putra, 2020). Indicators of HR E impoweirmeint 

(Widayanti & Sariyathi, 2019): 

1. Meianing: thei job is me ianingful to theieimployeiei 

2. Compeite incei: confideincei in task compleition 

3. Seilf-deiteirmination: freieidom to takei initiativei 

4. Impact: beilieif in thei impact of theiir contribution on thei organization 

Employee Performance 

Eimployeiei Peirformancei is thei quality and quantity of work achieiveid by an eimployeiei in carrying 

out tasks according to the i reisponsibilitieis assigneid (Asaloeii, 2023). Peirformancei reisults from a 

combination of motivation, ability, organizational support, and role i clarity. Indicators of Eimployeiei 

Peirformancei (Harahap, 2019): 

1. Work quality 

2. Work quantity 

3. Re isponsibility 

4. Teiamwork 

5. Initiative i 

RESEARCH METHODS 

This seiction eixplains thei meithodological frameiwork useid in this study, including thei reiseiarch 

deisign, limitations, variableis involveid, participants and seitting, meiasureimeint, and data analysis 

teichniqueis. Thei purposei is to providei a cleiar and structureid oveirvieiw of how thei reiseiarch was conducteid 

to einsurei reiliability and validity of thei findings. 
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Research Design 

This study useis a quantitativei reiseiarch approach with an associative i typei to deiteirminei theieiffeict of 

human reisourcei deiveilopmeint and eimpoweirmeint on eimployeiei peirformancei. Thei reiseiarch deisign is causal, 

which aims to eixamine i thei influeincei beitweiein variableis. Thei data colleicteid is in thei form of numbeirs and 

analyzeid using statistical formulas. Thei study eimploys a surveiy meithod with a queistionnairei as thei main 

data colleiction tool, distributeid to eimployeieis of PT Hijau Leistari Raya Fibreiboard, Kabupatein Banyuasin. 

Research Limits 

This study is limiteid to thei inteirnal eimployeieis of PT Hijau Leistari Raya Fibreiboard in Kabupatein 

Banyuasin. Thei variableis studieid arei human reisourcei deiveilopmeint, human reisourceieimpoweirmeint, and 

eimployeiei peirformancei. Thei reiseiarch focuseis soleily on direict influeincei among theisei variableis and doeis 

not consideir eixteirnal factors such as markeit dynamics, macroeiconomic changeis, or industry-widei shifts 

that may also affeict eimployeiei peirformancei 

Variable Identification 

This study involveis two inde ipeindeint variableis and onei deipeindeint variablei. Thei first indeipeindeint 

variablei is human reisourcei deiveilopmeint, which include is planning, training, and careieir deiveilopmeint of 

eimployeieis. Thei seicond indeipeindeint variablei is human reisourceieimpoweirmeint, which consists of 

eimployeiei involveimeint in deicision-making, increiaseid reisponsibility, and appropriatei deileigation of 

authority. Thei deipeindeint variablei is eimployeiei peirformancei, which is meiasureid through indicators such as 

productivity, work quality, punctuality, and discipline i. 

Participants and Setting 

Thei population and sample i in this study compriseis all eimployeieis of PT Hijau Leistari Raya 

Fibreiboard in Kabupatein Banyuasin, totaling 80 peioplei. Thei sampling teichniquei useid is saturateid 

sampling (ceinsus), in which theieintirei population is takein as thei samplei. This reiseiarch was conducteid 

from Fe ibruary to April 2024, at thei company's heiadquarteirs. Beiforei data colleiction, participants weirei 

informeid about thei reiseiarch objeictiveis, and theiir conseint was obtaineid. Thei reiseiarch seitting is within thei 

formal work einvironme int of thei company, einsuring thei autheinticity of reisponseis. 

Measurement 

Data Colleition 

Data colleiction was carrieid out using a queistionnairei meithod. Thei instrumeint was distributeid in 

printeid form direictly to reispondeints during working hours. Thei queistionnairei useid a Likeirt scalei ranging 
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from 1 (Strongly Disagreiei) to 5 (Strongly Agreiei). All iteims weirei deiveilopeid baseid on indicators from thei 

liteiraturei and eixpeirt validation to einsurei reiliability and validity. 

Data Analysis 

Thei analysis teichniquei useid in this study includeis deiscriptivei statistics to deiscribeieiach variablei, 

classical assumption teists (normality, multicollineiarity, and heiteirosceidasticity), and multiplei lineiar 

reigreission to eixamine i theieiffeict of indeipeindeint variableis on thei deipeindeint variablei. Thei statistical 

analysis was proceisseid using SPSS softwarei veirsion 26. Hypotheisis teisting includeis partial teists (t-teists) 

and simultaneious teists (F-teists), with a significancei leiveil of 0.05. 

RESULTS 

Hypothesis Testing 

Partial Test (t-test) 

Be iforei preiseinting thei reisults of thei t-teist, it is neiceissary to eivaluatei statistical significancei to 

eixamine i wheitheir theirei arei significant diffeireinceis beitweiein thei compareid groups. Theireiforei, thei t-teist 

reisults will providei a cleiareir picturei of thei influeincei of eiach variablei on purchasei deicisions, as weill as 

how significant that influeincei is in thei conteixt of this study, as shown in thei tablei beilow. 

Table 1. Partial Test 

Modeil 
Unstandardize id 

Coeifficieints 
Standardizeid 
Coeifficieints t Sig. 

B Std. Eirror Beita 
(Constant) 2,423 2,994  0,809 0,421 

X1 0,693 0,125 0,608 5,530 0,000 
X2 0,298 0,142 0,231 2,096 0,039 

Sourcei: Primary Data Process by SPSS v.26, 2025 

Thei t-te ist reisults show that thei t-valuei for thei Human Reisourcei Deiveilopmeint variablei (X₁) is 

5.530 and for thei Human Re isourceiEimpoweirmeint variablei (X₂) is 2.096. Both t-valueis arei greiateir than thei 

t-tablei value i of 1.991, with significancei leiveils of 0.000 for X₁ and 0.039 for X₂ (both leiss than 0.05). 

This indicateis that, partially, both Human Re isourcei Deiveilopmeint (X₁) and Human 

Re isourceiEimpoweirmeint (X₂) havei a significant eiffeict on Eimployeiei Peirformancei (Y). Thus, any eiffort to 

improve i thei deiveilopmeint and eimpoweirmeint of human reisourceis will significantly contributei to 

einhancing eimployeiei peirformancei. 
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Simultaneous Test (F-Test) 

Be iforei preiseinting thei reisults of thei F-teist, it is important to undeirstand that thei F-teist is useid to 

eixamine i wheitheir theirei arei significant diffeireinceis among threiei or morei groups or treiatmeints. In thei 

conteixt of this study, thei F-teist provideis a deieipeir undeirstanding of wheitheir theirei is a significant 

diffeireincei among the i threiei obseirveid variableis. A significant F-teist reisult indicateis that at leiast onei of thei 

indeipeindeint variableis has a statistically significant eiffeict on thei deipeindeint variablei, which in this casei is 

eimployeiei peirformancei. Thei reisults of thei F-teist arei preiseinteid in thei tablei beilow: 

Table 2. Simultaneous Test 

Model 
Sum of 
Squares 

df 
Mean 

Square 
F Sig. 

Re igreission 2483.160 2 1241.580 69.461 .000 
Re isidual 1376.327 77 17.874   

Total 3859.488 79    
Sourcei: Primary Data Process by SPSS v.26, 2025 

Thei F-teist reisults show that thei calculateid F valuei is 69.461, which is greiateir than thei F-tablei 

value i of 3.115, and thei significancei valuei is 0.000, which is leiss than 0.05. This confirms that, 

simultaneiously, thei variableis Human Reisourcei Deiveilopmeint (X₁) and Human ReisourceiEimpoweirmeint 

(X₂) have i a significant e iffeict on Eimployeiei Peirformancei (Y). In otheir words, human reisourcei 

deiveilopmeint and eimpoweirmeint jointly contributei significantly to improving eimployeiei peirformancei. 

Theisei findings highlight the i importancei for companieis to consisteintly einhancei theiir human reisourcei 

deiveilopmeint and eimpoweirmeint programs to einsurei sustainablei improveimeints in eimployeiei peirformancei. 

Correlation and Determination Test 

Thei structural modeil is eivaluateid using thei R-Squarei (R²) valuei for thei deipeindeint construct. Thei 

R² value i can bei use id to asseiss wheitheir theieindogeinous variablei is substantiveily influeinceid by 

theieixogeinous variableis, as shown in thei tablei beilow: 

Table 3. Correlation and Determination Test 

Model Summaryb 
Modeil R R Squarei Adjusteid R Squarei Std. Eirror of 

theiEistimatei 
1 .802a .643 .634 4.228 

  Sourcei: Primary Data Process by SPSS v.26, 2025 

An R valuei of 0.802 indicateis a veiry strong reilationship beitweiein thei indeipeindeint and deipeindeint 

variableis. Thei R-Squarei valuei of 0.643 suggeists that approximateily 64.3% of thei variation in Total_Y can 

be eixplaineid by Total_X1 and Total_X2. Baseid on thei R-Squarei valuei of 0.643 obtaineid from thei modeil 
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summary tablei, wei can eivaluatei thei streingth of thei reilationship beitweiein thei indeipeindeint and deipeindeint 

variableis using thei givein inteirpreitation scalei. With an R-Squarei of 64.3%, thei reilationship falls into thei 

Strong cateigory (inteirval 60.00–79.9). This me ians that thei reigreission modeil useid deimonstrateis a strong 

reilationship beitweiein thei indeipeindeint variableis (Total_X1 and Total_X2) and thei deipeindeint variablei 

(Total_Y), wheirei approximate ily 64.3% of thei variation in Total_Y can beieixplaineid by thei two 

indeipeindeint variableis. 

DISCUSSION 

The Influence of Human Resource Development (X1) on Employee Performance (Y) 

Thei analysis reisults indicatei that Human Reisourcei Deiveilopmeint (X1) has a positivei and 

significant eiffeict on Eimployeiei Peirformancei (Y). This is eivideinceid by thei t-valuei of 5.530, which is 

greiateir than thei t-tablei valuei of 1.991, and a significancei valuei of 0.000, which is leiss than 0.05, 

indicating a statistically significant reilationship. This meians that thei beitteir thei manageimeint of human 

reisourcei de iveilopmeint within an organization, thei higheir thei reisulting eimployeiei peirformancei. This aspeict 

of manageimeint includeis training, compe iteincy einhanceimeint, and weill-structureid careieir planning initiateid 

by thei company. Theisei findings arei in linei with thei study conducteid by Wibowo (2021), which concludeid 

that human reisourcei deiveilopmeint has a direict and positivei reilationship with improveimeints in eimployeiei 

peirformancei. 

The Influence of Human Resource Empowerment (X2) on Employee Performance (Y) 

Thei t-teist reisults show a t-valuei of 2.096, which is greiateir than thei t-tablei valuei of 1.991, and a 

significancei valuei of 0.039, which is leiss than 0.05. This confirms that thei reilationship is statistically 

significant. It eimphasizeis that giving eimployeieis trust, involving theim in deicision-making, and assigning 

theim greiateir reisponsibilitie is can einhancei motivation and oveirall peirformancei. Thei study conducteid by 

Gumeilar and Praseitya (2021) supports theisei findings. Theiir analysis showeid that thei t-valuei for thei 

Human Re isourceiEimpoweirmeint variablei (X2) was 2.036, which eixceieideid thei t-tablei valuei, with a 

significancei leiveil of 0.000, which is loweir than thei alpha leiveil of 0.05. 

The Influence of Human Resource Development (X1) and Empowerment (X2) on Employee 

Performance (Y) 

Baseid on thei F-teist reisults, an F-valuei of 69.461 with a significancei valuei of 0.000 was obtaineid, 

which is leiss than 0.05. This indicateis that human reisourcei deiveilopmeint and eimpoweirmeint 

simultaneiously contributei significantly to improving eimployeiei peirformancei. Thei R-Squarei valuei of 

0.643 indicateis that 64.3% of thei variation in eimployeiei peirformancei can beieixplaineid by thei deiveilopmeint 

(X1) and eimpoweirmeint (X2) variableis, whilei thei reimaining 35.7% is influeinceid by otheir factors not 
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includeid in this study. The isei findings arei consisteint with thei reiseiarch by Wibowo (2021), which 

deimonstrateid that human reisourcei deiveilopmeint is positiveily correilateid with eimployeiei peirformancei 

improve imeint. Additionally, the istudy by Gumeilar (2021) also supports theisei reisults, showing that human 

reisourcei eimpoweirmeint through increiaseid reisponsibility and involveimeint in deicision-making has a 

significant impact on eimployeiei peirformancei. 

CONCLUSION 

Baseid on thei analysis, it can bei concludeid that both Human Reisourcei Deiveilopmeint (X1) and 

Human Re isourceiEimpoweirmeint (X2) havei a positivei and significant eiffeict on Eimployeiei Peirformancei (Y), 

both partially and simultane iously. Thei correilation coeifficieint shows a strong reilationship beitweiein thei 

variableis, and thei R Squarei valuei indicateis that 64.3% of thei variation in eimployeiei peirformancei is 

eixplaineid by deiveilopmeint and eimpoweirmeint, whilei thei reimaining 35.7% is influeinceid by otheir factors 

not eixamine id in this study. 

SUGGESION 

Baseid on thei findings, thei company should reigularly einhancei HR deiveilopmeint and eimpoweirmeint 

programs to improve ieimployeiei peirformancei. Eimployeieis areieincourageid to activeily participatei in training 

and takei initiativei in theiir roleis. Futurei reiseiarch can eixpand by including otheir variableis such as 

motivation or leiadeirship and involvei diffeireint companieis for broadeir reisults. 
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