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Abstract. This study analyzes the factors that influence the development of career management career with moderation. Proposed research problems refer to the phenomenon of the difference in the timeframe needed by employees in career development. Lack of mature career planning occurred among the employees, who failed to conduct their career development. Employee training has been carried out regularly, yet each employee has varied career developments. The respondents of this research were 118 Area Managers, where respondents are the employees of PT. Sumber Alfaria Trijaya, Tbk. The analysis tool is Partial Least Square - Structural Equation Model (PLS-SEM) at SmartPLS 3.0 program. The study concludes that career planning and employee training variables have a significant positive effect on career development. The construct of the employee performance does not affect career development, and career management constructs are not able to moderate the influence of career planning to career development.
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1   Introduction
PT. Sumber Alfaria Trijaya, Tbk is a company that manages a network of modern convenience stores – also known as ‘minimarket’ to the Indonesians – with a trademark Alfamart (Rule PT. SAT, PT). Alfamart engages in the retail industry to meet the needs of the local community households. The minimarket has spread out in many parts of Indonesia, with a total of 32 branch offices, four depots, and 13,679 outlets (Data: December 2018).

The company is made up of departments and divisions which support Alfamart's continuity. One of the divisions is the Operation Division, which deals directly with consumers. The rising number of outlets in the Indonesian regions grows side by side with the number of employees required to work in the stores. Area Coordinator and Area Manager are responsible for many outlets in one particular area appointed by the company (Alfamart Organizational Structure). 

Area Coordinators can be promoted to Area Manager positions if the person holds some qualifications; such positions carries out heavy duties and responsibilities in the regions to which they have been appointed. The duration of the promotion varies from short waiting time to a much longer waiting time depending on the company’s IKAC components (Performance Incentives Coordinator Area) as well as other factors. Figure 1 shows the length of the employee to work in order to be promoted as Area Manager; Figure 2 indicates the duration of levels Area Coordinator served in that position.
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Fig. 1. The Total of Area Manager Positions Based on Working Period
Duties and responsibilities of Area Coordinator and Area Manager are to ensure the Alfamart outlets operate under the Standard Operating Procedure (SOP) and predetermined sales targets. An Area Coordinator is responsible for at least 16 Alfamart outlets, while an Area Manager is accountable for at least approximately five Area Coordinators. In other words, one Area Manager is responsible for about 80 outlets (Job Description Alfamart). The amount of duties and responsibilities of both the Area Coordinator and Area Manager profile certainly requires qualified, accountable, and reliable human resources.

Hamali [1] defines career planning as a plan about the possibility of a person as an employee of a company pursuing the process of promotion or job title, according to the requirements set up by the company and his/her capabilities. The employee’s ability to plan his/her own career planning can further him-/herself to career training. Setting up specific objectives in career planning is associated with an increased achievement of a higher position than the previous office [2]. The employee’s personal career planning is equally important to the career management set up by the company.

According to Sinambela [3], training is a systematic process of organizations to develop individual skills, abilities, knowledge, or attitudes that can change the behavior of employees to achieve organizational goals that had been set. Dessler [2] also revealed that training is particularly important. If the high-potential employees do not even know what to do and how to do it, then they will improvise or do not do anything useful at all. Employee training programs will enable knowledge distribution and information related to the goals and objectives of the company. The expectations from such programs is that the company will receive feedback about the actual conditions in the field. This information can help the company to evaluate and design much more effective, efficient, and targeted training programs. The awareness for synergy between the employee and the company would further facilitate the achievement of the company’s objectives.

Rivai [4] suggests that employee performance can show the number of employees that meet the demands required by the company – both in terms of quality and quantity. Employee performance is expected to improve employee promotion. It is undeniable, however, that there are many additional factors involved when an employee is about to get a rise to higher office. There are factors like the availability of potential candidates of equal qualities, attitudes, superior’s reference, level of education, work experience, and numbers of vacant positions offered. 

The career development process aims to improve employee performance and capabilities in order to achieve the desired career, one of which is the expectation of getting a higher office that a previous position [4]. In proportion to the goal, every Alfamart employee has the right to have career development as a valuable contribution made to the company. The more positive contribution provided by the employees to the company, the more plausible for the employee to speed up his/her career goal.
Before we further the discussion to career planning, we must first recognize how the term career is defined. According to Sinambela [3], a career is the number of positions to be occupied by someone's work during the jobs’ life cycle from the lowermost position to the highest position. Career consists of attitudes and behaviors that reflect the sustainability of the activities related to the job. Careers can be arbitrated from the position held by the individual in a position in a company within a specified period or level of maturity in the life of a person at a certain age. Such characteristics are conceivably portrayed through the appearance and lifestyle of the person. Career planning is a deliberate process to make someone aware of the skills, interests, knowledge, motivation, and other personal characteristics and establish an action plan to achieve specific goals [2]. In addition to that, Wong and Rasdi [5] confirm that there was a significant positive relationship between strategic career (career planning) and personal career guidance at the formation stage career (career development) of generation Y.

There are many factors involved in a person's success or failure. One of them is related to career planning. The planning must proceed before any actions taken – undeniably, and these actions will efficiently run according to the goals. According to Ali and Mehreen [6], career planning can minimize the risk of insecurity and discomfort in work, and urge employees to take up on some of the key positions in the future through career development. Bocciardi et al. [7] suggest that career planning or career adaptability is influenced by a series of objective and subjective factors individually. In addition to that, Rivai [4] states that career planning is a process where employees select career goals and career paths towards that goal. The previous study also suggests that the ability of the management to consider one’s needs in the planning and career management has helped employees to improve their career development so that a career can be improved [8].
According to Simamora [9], career management is a process where organizations select, assess, assign, and develop their employees in order to provide a set of qualified people to meet the needs of the company in the future. If organizational career management is rigid and closed processes, the involvement of employees in his career development tended to be minimum. 
Mangkunegara [10] defines training as a short-term educational process that uses a systematic and organized procedure whereby non-managerial employees learn the knowledge and technical skills within a limited purpose. The gap between the desired ability of employees and the skills and abilities the company needs are often too broad. This demand has made the organization to step in in order to bridge the gap. The solution is employee training with the hope that there will be an improvement of the employees’ potentials, i.e., knowledge, skills, and attitudes. 

Berber and Lekovic [11] propose that the effectiveness of employee training can improve creative and innovative behaviors and skills. These are the skills and behaviors that will encourage innovation in an organization, which inevitably will have an impact on the career development of the employees who possess such skills and behaviors. Bocciardi et al. [7] found that education or training can be influential in career development. Other studies found that job training and career mentoring affect the performance level of employees, which would undoubtedly have an impact on career development [12]. These previous studies show results that career planning and training have a positive effect on employee performance [13].
According to Mangkunegara [10], the employee's performance is the result of the quality and quantity of work accomplished by an employee in doing duties to the responsibilities given to him. In realizing the goal, companies require the achievement of production factors that should be contained in the organization, especially the performance of employees. Rivai [4] states that the employee performance is real actions shown by each employee resulting from employee performance under his/her roles within the company. In order to achieve the objectives of the company, the company expects the best performance from their employees. Therefore, determining factors for the success of the company is the employees with a high level of performance.

Mathis and Jackson [14] recommend that general employee performance can be assessed through several criteria or indicators. The employee's performance can be seen in terms of hard skills and soft skills [14]. Hard skills are the quantity and quality of work. In contrast, soft skills include punctuality, attendance, ability to cooperate, ability to give an idea, loyalty to the organization, honesty in work, adherence to regulations, and communication with the leaders.
According to Rivai [4], the career development process has to do with improving employee performance capabilities with the hope of achieving the desired career. One of which is the expectation of getting a higher position or better than previous positions. In general, the goal of the entire career development program is to match the needs and goals of employees with career opportunities available in the company today and in the future. This statement is in line with the idea saying that a well-designed career development will assist employees in determining the needs of their own careers and, therefore, the career development will adjust between the needs of employees and the corporate goals [4].

Lee and Lee [15] states that individual factors (satisfaction and organizational commitment) and organizational factors (coaching) can improve the performance of employees through career development. The practices of human resource development in the form of career development, training, and compensation can influence employee performance improvement that can improve employee career status [16], [17]. The employee should be well-informed about possible opportunities available within the organization so that the employees are encouraged to develop their careers [18].

2   Research Method
The research design of this study is associative causal. The goal of the study is to determine the effect of one or more independent variables (independent variable) on the dependent variable (dependent variable). In this case, in order to seek the effect of career planning, employee training, and employee performance toward career development at the level of middle management at PT. Sumber Alfaria Trijaya, Tbk, a statistical test was conducted to determine whether the career planning, employee training, and employee performance have a significant influence on career development. A moderated variable, Career Management, is also added. The variable will test whether it will be able to strengthen or weaken the influence of career planning to career development.
The population in this study is the Area Managers in the Operations Department at PT. Sumber Alfaria Trijaya, Tbk., based on the company’s data per April 2019. The data recalled that the number of Area Managers are as many as 166 managers in 32 branches of Alfamart outlets. The sample is taken based on the formula Slovin with as many as 118 respondents. Marta [19] suggest that another factor in the adherence of the author in OJS (Open Journal System) is the ability or skill of researchers to access, evaluate, and produce information. With the production of information, the research instrument for this current research was a questionnaire with a Likert scale [20]. Google Forms is the platform used to create the questionnaire. The questionnaire was distributed using WhatsApp Messenger. This type of research is descriptive research using a quantitative approach. According to Marta [21], quantitative descriptive types aim to describe the phenomena that occur in the community by using statistical data so that the results are easy to understand and to conclude. Technical analysis of the data made use the Structural Equation Modeling (SEM) and the SmartPLS 3.0 program.
The sampling technique in this study used a non-probability sampling technique with a minimal number of respondents. The research instrument employed in the study was a questionnaire and quantitative data processing without any direct interaction with research subjects, such as personal interviews. Direct interaction with respondents will enable us to understand the actual conditions of the respondents in answering the questionnaire given.
3   Results
The research design of this study is associative causal. The goal of the study is to determine the effect of one or more independent variables (independent variable) on the dependent variable (dependent variable). In this case, in order to seek the effect of career planning, employee training, and employee performance toward career development at the level of middle management at PT. Sumber Alfaria Trijaya, Tbk, a statistical test was conducted to determine whether the career planning, employee training, and employee performance have a significant influence on career development. A moderated variable, Career Management, is also added. The variable will test whether it will be able to strengthen or weaken the influence of career planning to career development.
One hundred sixty-six respondents received the questionnaire from the Google Forms link. Nevertheless, 142 people filled out and returned the questionnaire. These respondents were then selected to 118 respondents using the Slovin calculation formula. Some considerations to eliminate the 24 respondents not to be included in the analysis of data processing were:
a. Respondents who correctly filled out the questionnaire, but not Area Managers (AMs);

b. Filling out the questionnaire more than once;

c. The respondents who did not correctly fill NIK (Employee Identification Number).

There are 114 male respondents (96.61%) and 4 female respondents (3.39%). 
Respondents with high school (SMA)/vocational school (SMK) diplomas are 57 votes (48.31%); college diplomas = 25 votes (21.19%); bachelor’s degrees = 34 (28.81%); and master’s degrees = 2 (1.69%). Respondents as the ACs (Area Coordinators) <2 years = 14 votes (11.86%); 3-4 years = 50 votes (42.37%); 5-6 years = 39 votes (33.05%); 7-8 years = 7 votes (5.93%); 9-10 years = 6 votes (5.08%); and > 10 years = 2 votes (1.69%). Respondents as the AMs (Area Managers) until the present data was collected within < 2 years = 23 votes (19.49%); 3-4 years = 19 votes (16.10%); 5-6 years = 32 votes (27.17%); 7-8 = 32 votes (27.17%); 9-10 years = 9 votes (7.63%); > 10 years = 3 votes (2.54%). Respondents with working period <5 years = 2 votes (1.69%); 6-10 years = 9 votes (7.63%); 11-15 years = 29 votes (24.58%); and 16-20 years = 72 votes (61, 02%).
The responses toward the career planning variable show an average value of 4.2140. The number means that the respondents responded “Strongly Agree” in the questionnaire. The variable employee training has amounted to 4.1034, which means that respondents provide respond “Agreed.” The variable performance of employees is at 4.0689, which indicates that the respondent provides feedback as “Agree.” The career management variable is as many as 3.8065, which means that the respondents provide feedback as “Agree.” Lastly, the career development variable is at 3.9966, demonstrating that the respondents provide feedback as “Agree.”
Using data processing SmartPLS 3.0., the program generated Outer Loading results; from 28 earliest indicators fell to 21 indicators of each variable has a value Outer Loadings > 0.7; therefore, all the indicators declared as valid. The Average Variance Extracted (AVE) is used to test the validity of the condition that the AVE value of each variable is greater than 0.5. Under these provisions, Table 1 shows that five variables have a value of AVE > 0.5, then declared as valid. Concerning the factor loadings, and the AVE value, the data of this research have met the requirements of the convergent validity test.

Table 6. Average Variance Extracted (AVE)
	Variable
	Average Variance Extracted (AVE)

	Employee Performance
	0.670

	Career Management
	0.615

	Employee Training
	0.682

	Career Development
	0.731

	Career Planning
	0.712


Source: Primary Data Processing, January 2020 (n = 118)
Reliability testing used the Smart PLS 3.0 software and conducted tests on five variables, 21 indicators, and questionnaire data from 118 respondents. Composite Reliability (CR) was used to test the reliability, with the results shown in Table 2.
Table 7. Composite Reliability (CR)
	Variable
	Composite Reliability

	Employee Performance
	0.890

	Career Management
	0.827

	Employee Training
	0.914

	Career Development
	0.931

	Career Planning
	0.908


 
Source: Primary Data Processing, January 2020 (n = 118)
Reliability test using the Composite Reliability (CR) has the following provisions: 

· Value Composite Reliability > 0.7, the indicator is reliable;

· Value Composite Reliability <0.7, the indicator is not reliable.

Under these provisions, 5 CR variables have a value> 0.7, which then declared as reliable.
The hypothesis testing is based on the significance of the relationship between the variables of each of these hypotheses using bootstrapping Smart PLS Software 3.0 with Coefficients Path table based on the value of T Statistics and P Values ​​to measure the significance of the relationship between variables. This test aims to minimize the problem of abnormalities in the study and the results of testing data shown in Table 3.
Table 8. Path Coefficients
	Path
	T Statistics
	P Values

	Employee Performance -> Career Development
	1.905
	0.057

	Career Management -> Career Development
	6.392
	0.000

	Moderating Effect -> Career Development
	1.080
	0.281

	Employee Training -> Career Development
	2.969
	0.003

	Career Planning -> Career Development
	3.039
	0.002


Source: Primary Data Processing, January 2020 (n = 118)

This hypothesis testing phase is performed after the evaluation phase of structural models. This phase is conducted to determine whether the research hypothesis proposed in the research model is accepted or rejected. The hypothesis is accepted if the value of T Statistics > Values of 1.96 and P value less than 0.05. However, on the contrary, if one of the conditions is not met, then the hypothesis is rejected. Under these provisions, the most accepted hypothesis is H1 and H2, while the rejected are H3 and H4.
The tests on the structural model can be initiated by evaluating R Square of any latent dependent variables. The value of R Square is to show how strong the effect of the latent variables independent of the latent dependent variables. The test results of R Square with PLS Smart Software 3.0 are available in Table 4.
Table 9. R-Square Coefficients
	Variable
	R Square

	Career Development
	0.596


Source: Primary Data Processing, January 2020 (n = 118)

Table 6 shows that the obtained R Square for Career Development variables is at 0.596. The result indicates that 59.60% of the variation or change of career development is influenced by career planning, employee training, and employee performance, with the remaining of 40.40% influenced by other factors. According to these descriptions, the final result R Square shows that R Square on career development variables is considered as moderate.
4   Discussion
The results showed that career planning affects career development toward employee positions as the Area Managers at the Alfamart outlets. The better career planning they plan, the more positive and significant impact they have on the development of their careers. Adekola [22] states that career planning influences career development. Other research found that career planning can minimize the risk of insecurity and discomfort in work and to urge the employees to take up on some of the key positions in the future through career development [6]. Wong and Rasdi [5] also revealed that employees who practice good career planning would improve the ease of acceptance of career information and opportunities for career development.
In addition to those facts, the results also showed that the training of employees affects the career development of employees with Area Manager positions. The more often and more focus the Area Coordinators follow training organized by the Learning Development Department, the more they will direct positive influence on the development of their careers to be promoted to be Area Managers. Bocciardi et al. [7] found that education or training can be influential in career development. In line with the previous research, which states that the training makes employees enthusiastic in following the career development program initiated by the company [23].
The results indicated that the employee's performance does not affect the employee's career development office of the Area Managers. The authors believe that the employee's performance is illustrated through the achievement of KPI (Key Performance Indicator) is to increase employment benefits (salary) and an annual bonus that does not affect the career development. Mathis and Jackson [14] suggest the employee performance does not necessarily relate to the quantity and quality of the work performed. However, it also needs soft skills that must be owned by employees. One of which is communication with their leaders. This is certainly prevalent in the world of work that is subjective judgments are sometimes more powerful than an objective assessment. So, the authors think that communication with leaders should be done naturally and elegantly. Such communication skills are beneficial to improve an employee's career development. The result is not in line with the study conducted by Nareswari et al. [23], which states that the performance of the employee can support employees in career development.
The results showed that career management is not able to fully moderate the influence of career planning on career development on employee positions as the Area Managers. In line with Wong and Rasdi’s research [5] which found that the strategy of career (career management) to act as a moderating factor able to improve the relationship between the work culture with career planning. However, it does not improve the relationship between career planning to the career development of employees in pursuing his career path. Irianto [24] states that career development involves two main processes, namely the career planning and career management. 
Guan et al. [25] mention that career planning and career management influence career success (career development). Career planning and career management are two main factors that are aligned in their position in the career development process. So, that one construct, in this case, career management is not able to moderate (strengthen or weaken) the influence of career planning on career development. Career development can be well achieved by having a synergy between two main constructs, namely career planning and career management.

5   Conclusions
The hypothesis testing showed that of the four-hypothesis proposed in this study, two hypotheses are accepted, and the other two are declared rejected. Employees with a mature personal career planning and follow regular intensity training held by the Learning and Development team will facilitate the employee in developing his/her career. Employee training is very beneficial for the employee and the company as an organization. The employee who follows the training will benefit further and upgrades his/her capabilities that suit to the job. In addition to those, the employee will be equipped with an improved managerial capacity to manage an organizational unit within the company.
As for the rejected hypothesis: the employee performance does not affect career development, and career management does not moderate career planning toward career development. Performance appraisal of employees is a top-two achievement that is seen from soft skills and hard skills. The hard skills attainment is associated with the quantity and quality of the work. To conclude, in line with the conclusions that this paper suggests several things, namely: to evaluate the performance of employees in terms of soft skills, especially the ability to communicate with the leadership, conducting FGD (Focus Group Discussion) so that respondents can express their opinions more objectively. In addition to a career plan, the employees should make personal career plans. The career management company allegedly supports career plans. The company carries out monitoring of the career planning that has been made by the employees so that the company can find qualified employees for any available positions.
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