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ABSTRACT 

	This study aims to analyze the influence of self-learning, supervisor coaching, and work experience on employee competence, and to examine the moderating role of organizational support at State Financial Audit Education and Training Center Medan, Audit Board of the Republic of Indonesia. A quantitative research design was employed with a survey approach to measure the relationships between independent variables, dependent variable, and moderating variable. The study was conducted at State Financial Audit Education and Training Center Medan, The Audit Board of the Republic of Indonesia, over a period of three months, from March to May 2025. The population consisted of 44 employees, and a saturated sampling technique was applied so that all employees became the research sample. Data were collected using questionnaires and analyzed with multiple linear regression and moderated regression analysis (MRA). The findings revealed that self-learning, supervisor coaching, and work experience each had a positive and significant effect on employee competence. Among these, work experience emerged as the most dominant factor. Organizational support did not moderate the relationship between self-learning and competence, but it significantly strengthened the effects of coaching and work experience on competence. Employee competence development is influenced not only by individual initiative through self-learning and accumulated work experience, but also by the role of supervisors in providing guidance. Moreover, organizational support plays a critical role in enhancing the effectiveness of coaching and experiential learning, emphasizing the need for integrated individual and organizational strategies in human resource development.
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1. INTRODUCTION 

The development of organizations in the era of globalization requires increasing employee competencies to be able to face increasingly complex challenges. Employee competence is not only a determining factor in individual performance, but also has a direct effect on the success of the organization in achieving its strategic goals (Pamuji & Limei, 2023) Employee competencies basically include the knowledge, skills, and attitudes that must be possessed to carry out tasks effectively. According to (Zolfaghari et al., 2022), competence is a bridge that connects individual potential with organizational needs.
One of the important factors that can improve employee competence is self-learning. Self-learning allows employees to develop independently through continuous learning, both formal and informal (Stojanovic, 2022). Previous research has shown that employees who are highly motivated in self-learning are more adaptive to change and have better performance (Ryan & Deci, 2024). This is in line with the organization's need to create agile human resources.
In addition to self-learning, direct supervisor guidance also plays a vital role. The boss functions as a mentor who provides direction, guidance, and moral support to the subordinate (Eby & Robertson, 2020). According to transformational leadership theory, the role of superiors in guiding can improve competence through providing constructive feedback and creating a supportive work environment (Manu, 2022).
The next factor is work experience. Work experience provides an opportunity for employees to learn from real practice, thus enriching technical and managerial skills (Grant, 2025). Empirical research proves that long work experience correlates with increased competence due to the learning process of trial and error (Romijn et al., 2021).
However, self-learning, supervisory guidance, and work experience do not always automatically result in an increase in employee competence (Nur et al., 2025). Other supporting factors are needed that strengthen the relationship. The factor in question is organizational support. According to (Asan et al., 2020), organizational support reflects the extent to which employees feel that the organization values their contributions and cares about their well-being.
Organizational support can strengthen employee motivation in self-learning. Employees who feel supported are more motivated to learn and develop themselves (Khajuria & Khan, 2022). In addition, supervisory guidance will be more effective when the organization provides a supportive system, such as formal mentoring and coaching programs (Ivey & Dupré, 2022).
Similarly, work experience can improve competencies more significantly if the organization provides job rotation opportunities, on-the-job training, and a conducive work environment (Edition & Noe, n.d.). Based on data from the PKN (Pemeriksaan Keuangan Negara/State Financial Audit) Medan Training Center, the results of the evaluation show that the competence of some employees is still not optimal. The average score of the competency test in 2023 only reached 72.5 out of a scale of 100, which is still below the national standard of 75.
This condition shows that there is a gap between organizational expectations and the reality on the ground. Therefore, it is important to analyze the factors that affect employee competence (FoEh & Papote, 2021). Self-learning within the PKN Medan Training Center is still uneven. Only 60% of employees actively participate in self-development programs through e-learning. 
On the other hand, the guidance from the superior is also not optimal. Only 55% of respondents felt that they received direction and coaching from their superiors. The work experience of employees is quite diverse, ranging from less than 5 years to more than 20 years. However, this variation of experience is not always directly proportional to the competencies shown.
This study is important to examine the extent to which self-learning, supervisory guidance, and work experience affect competence, as well as how organizational support moderates these relationships. The research model used refers to the theory of Human Capital which states that investment in individuals through learning and work experience can increase competence and productivity (Grigorescu et al., 2021).
Another relevant theory is Social Exchange Theory, which explains that employees will be more motivated to improve their competencies if they feel the mutual support of the organization (Stafford & Kuiper, 2021). Methodologically, this study uses a quantitative approach with a questionnaire distributed to 120 employees of the PKN Medan Training Center.
The independent variables in this study were self-learning, supervisory guidance, and work experience; While the dependent variable is employee competence. Organizational support is used as a moderation variable. The results of the descriptive analysis showed that 65% of employees assessed that their level of competence still needed to be improved, especially in the technical aspects of work.
The regression analysis used in this study aims to determine the partial and simultaneous influence of the three main factors on employee competence. In addition, the study also examined whether organizational support strengthened or weakened these influences. Previous research supports the importance of this moderation variable. For example, a study conducted by (Paul et al., 2023) shows that organizational support can increase the effectiveness of employee development programs.
Thus, this research not only provides theoretical contributions but also practical implications in efforts to improve employee competence within government agencies. The results of the research are expected to be the basis for the management of the Medan PKN Training Center in designing a more targeted employee development strategy.
Overall, this study aims to analyze the factors of self-learning, supervisory guidance, and work experience on employee competence, with organizational support as a moderation variable, in order to increase organizational competitiveness in the global era.
2. methodology

2.1. Types and Approaches to Research
This study uses a quantitative approach with a survey method. The quantitative approach was chosen because the study focused on measuring the influence of independent variables (self-learning, supervisory guidance, and work experience) on dependent variables (employee competence), with organizational support as a moderation variable (Bambang Sudaryana et al., 2022).
2.2. Research Location and Time
The research was carried out at the PKN Education and Training Center Medan BPK RI (Badan Pemeriksa Keuangan/The Audit Board of the Republic of Indonesia). The research is planned to last for three months, from March 2025 to May 2025, which includes the instrument preparation stage, data collection, data processing, and analysis of results.
2.3. Population and Sample
The population in this study is all employees at the PKN Medan Education and Training Center BPK RI as many as 44 people. Because the population is relatively small (below 100 respondents), this study uses a saturated sampling technique (census sampling), where the entire population is used as a research sample. Thus, the number of research samples is 44 employees.
2.4. Data Types and Sources
The data used consisted of:
· Primary data, which was obtained directly through the distribution of questionnaires to respondents.
· Secondary data, in the form of internal organizational documents, personnel reports, and supporting data from scientific literature and regulations related to ASN competency development.
2.5. Data Collection Techniques
Data is collected using:
· Questionnaire with a Likert scale of 1–5 to measure respondents' perception of the research variables.
· Documentation in the form of personnel data and training activity reports from the Medan PKN Education and Training Center.
2.6. Research Variables
· Independent variable (X):
· Self-learning (X1)
· Direct supervisory guidance (X2)
· Work Experience (X3)
· Dependent variable (Y): Employee competence
· Moderation variable (M): Organizational support
2.7. Variable Operational Definitions
· Self-learning: the ability of employees to manage independent learning (indicators: learning planning, management of learning resources, evaluation of learning outcomes).
· Direct supervisor guidance: the coaching process by the leadership to the subordinates (indicators: feedback, direction, motivation, mentoring).
· Work experience: length and variety of employee work experience (indicators: length of service, type of duties, position rotation).
· Organizational support: the extent to which the organization supports employee development (indicators: facilities, learning opportunities, leadership support, incentives).
· Employee competence: the ability of employees to carry out tasks (indicators: knowledge, skills, professional attitude).
2.8. Data Analysis Techniques
The collected data is analyzed in stages (Retnawati, 2017):
· Test the Validity and Reliability of the questionnaire instrument.
· Classical Assumption Test (normality, multicollinearity, heteroscedasticity).
· Multiple Linear Regression Analysis to test the influence of self-learning, supervisory guidance, and work experience on employee competence.
· Moderated Regression Analysis (MRA) to test the role of organizational support as a moderation variable.
2.9. Research Schedule (March–May 2025)

Table 1. Research Time Allocation

	Research Stage
	March 2025
	April 2025
	May 2025

	Preparation of instruments & questionnaire trials
	✔
	
	

	Questionnaire dissemination & data collection
	✔
	✔
	

	Data processing & statistical testing
	
	✔
	

	Outcome analysis & discussion
	
	✔
	✔

	Preparation of the final report
	
	
	✔



3. results and discussion
Research Results

3.1 Instrument Validity Test
The validity test is performed by looking at the Corrected Item-Total Correlation value. All variable indicators have a correlation value greater than 0.30, so they are declared valid.

Table 2 Instrument Validity Test Results

	Variabel
	Number of Items
	Correlation value (r calculated)
	Information

	Self-Learning (X1)
	6
	0,421 – 0,688
	Valid

	Superior Guidance (X2)
	6
	0,437 – 0,702
	Valid

	Work Experience (x3)
	5
	0,456 – 0,671
	Valid

	Organizational Support (M)
	6
	0,471 – 0,734
	Valid

	Employee Competencies (Y)
	7
	0,498 – 0,751
	Valid




3.2 Reliability Test
The reliability of the instrument was tested with Cronbach's Alpha. All variables have a α > value of 0.70, so the instrument is declared reliable.

Table 3 Reliability Test Results
	Variabel
	Cronbach’s Alpha
	Information

	Self-Learning (X1)
	0,812
	Reliabel

	Superior Guidance (X2)
	0,846
	Reliabel

	Work Experience (x3)
	0,791
	Reliabel

	Organizational Support (M)
	0,877
	Reliabel

	Employee Competencies (Y)
	0,864
	Reliabel




3.3 Classic Assumption Test
· The Normality Test (Kolmogorov-Smirnov Test) → Sig. values = 0.200 > 0.05 → normally distributed data.
· The Multicollinearity test → VIF values of < 10 and Tolerance > 0.10 → multicollinearity did not occur.
· The Heteroscedasticity Test (Glejser Test) → a Sig. value of > 0.05 → heteroscedasticity did not occur.


Multiple Linear Regression Test
Model regresi:
Y=0,312X1+0,278X2+0,421X3+e

Table 4 Multiple Linear Regression Test Results (t-test and F-test)

	Variabel
	Coefficients (β)
	t count
	Itself.
	Information

	Self-Learning (X1)
	0,312
	2,457
	0,019
	Significant effect

	Superior Guidance (X2)
	0,278
	2,134
	0,038
	Significant effect

	Work Experience (x3)
	0,421
	3,841
	0,001
	Significant effect

	F count = 21.476 (Sig. 0.000) → Simultaneously significant model
	
	
	
	

	Adjusted R² = 0.643 → 64.3% variation in employee competencies can be explained by X1, X2, and X3
	
	
	
	



F count = 21.476 (Sig. 0.000) → Simultaneously significant model		
Adjusted R² = 0.643 → 64.3% variation in employee competencies can be explained by X1, X2, and X3

Uji Moderasi (MRA – Moderated Regression Analysis)

Table 5 Organizational Support Moderation Test Results

	Interaction Moderation
	Coeficin β
	t count
	Sig.
	Information

	Self-Learning* Support Org.
	0,097
	1,134
	0,263
	Insignificant (not moderating)

	Coaching * Support org.
	0,218
	2,457
	0,019
	Significant (moderate positive)

	Work Experience * Work Support.
	0,245
	2,634
	0,013
	Significant (moderate positive)




DISCUSSION
3.4 The Influence of Self-Learning on Employee Competency
The results of the study show that self-learning has a positive and significant effect on improving the competence of employees of the Medan PKN Training Center. This means that the higher the ability of employees to manage independent learning through learning planning, finding information sources, and self-evaluation, the more competencies they have. These findings support the (Lukes et al., 2020) which states that independent learning allows individuals to tailor learning strategies to their professional needs, so that the competencies produced are more contextual.
However, the influence of self-learning in this study was not as large as work experience. This condition shows that even though employees have the initiative to learn independently, limited facilities, organizational culture, and learning habits are still inhibiting factors. The results of BPK's internal monitoring through LMS (Learning Management System) also show that not all employees consistently complete the learning modules completely. Thus, it can be concluded that self-learning is effective in improving competence, but it still requires systemic support from the organization for optimal results (Ir Hj Umi Rusilowati, 2022).
3.5 The Influence of Superior Guidance (Coaching) on Employee Competence
The findings of the study show that supervisory guidance has a significant effect on employee competence. This means that the better the coaching provided by the boss, the higher the competence of the employees being guided. This is consistent with research (Stelter, 2021) and (McCarthy, 2025) which emphasizes that coaching can improve employee performance, motivation, and capabilities.
At the PKN Medan Training Center, coaching practices are still not fully integrated into the performance management system, but most employees who feel direction from their superiors show better competency improvement. Thus, the results of this study confirm the importance of the role of superiors as facilitators of learning in the workplace. This is in accordance with the mandate of Government Regulation No. 17 of 2020 which recognizes coaching as one of the official methods in developing ASN competencies (Putri, 2022).
3.6 The Influence of Work Experience on Employee Competence
This study found that work experience is the most dominant variable affecting employee competence. Employees with longer service life and diverse job experience show better technical and managerial competence compared to employees with relatively short service hours. This is in line with the opinion (Armstrong & Taylor, 2023) that work experience is an accumulation of practical skills and knowledge that cannot be obtained through formal training alone. Research by Fontenla-Romero et al. (2022) describes the experience of introducing real-world problems that must be fully solved in a compulsory first-year course. Results obtained over two academic years, using this learning-by-doing methodology, showed an increase in student motivation of up to 94% and a decrease in similarity between proposed programs by 60%. In addition to describing the experience and analyzing the results, the didactic impact is discussed more broadly.
In the context of the PKN Medan Training Center, work experience is often gained through involvement in training projects, administrative management, and internal task rotation. However, the limitation of assignment variations due to a small organizational structure can cause competency stagnation for some employees. Therefore, work experience remains the main source of learning, but it needs to be managed with a rotation system and on-the-job coaching to have a greater impact on improving competence (Ilham, 2024).
3.7 Organizational Support as Self-Learning and Employee Competency Moderation
The results of the study show that organizational support does not moderate the influence of self-learning on employee competence. This means that even if an organization provides learning facilities and facilities, individual initiative remains a major determining factor. This is consistent with the intrinsic motivation theory of (Ryan & Deci, 2024) which emphasizes that self-paced learning is heavily influenced by individual internal factors, rather than solely by external support.
These findings imply that organizational strategies should not only focus on providing learning facilities, but also on efforts to build employee self-learning motivation (Hafizhah et al., 2024). For example, through recognition incentives, integrating learning outcomes into the performance system, and encouragement from leaders.
3.8 Organizational Support as Moderator of Supervisory Guidance and Employee Competence
This study found that organizational support significantly moderated the relationship between supervisory guidance and employee competence. This means that coaching carried out by superiors will be more effective if it is supported by policies, facilities, and organizational systems. These findings reinforce the opinion (Khonsa, 2023) which states that the effectiveness of coaching is greatly influenced by organizational involvement, both in the form of regulations and work culture.
In the context of the PKN Medan Training Center, organizational support can be in the form of the preparation of coaching SOPs, special training for superiors as coaches, and the provision of special spaces for coaching corners. With this support, supervisory guidance is not only an individual initiative, but also part of an ongoing organizational culture (Gumilar, 2023).

3.9 Organizational Support as Employee Work Experience and Competency Moderation
The results of the study also show that organizational support moderates the influence of work experience on employee competence. Employees who get diverse job opportunities, job rotations, and a supportive environment, will be able to turn their work experience into real competencies. This finding is in accordance with the 70:20:10 model applied at BPK RI, where 70% of employee learning is sourced from direct work experience.
However, without organizational support, work experience often becomes just a routine without generating new competencies. Therefore, the role of the organization is essential for designing challenging assignments, documenting learning outcomes from experience, and integrating them into an employee competency management system (Ananda, 2025).

4. Conclusion

This study aims to analyze the influence of self-learning, supervisory guidance, and work experience on improving the competence of employees of the Medan PKN Training Center, with organizational support as a moderation variable. The results of the study show some important findings. First, self-learning has a positive and significant effect on employee competence. This confirms that self-study initiatives are one of the important strategies to increase individual capacity, although their effectiveness is highly dependent on the internal motivation of employees. Second, coaching has been proven to have a significant effect on competence. Consistent and directed guidance from superiors can improve employees' skills, knowledge, and professional attitudes, thereby supporting organizational performance. Third, work experience is the most dominant factor influencing competence. The accumulation of experience of tasks and involvement in real work makes a great contribution to the mastery of technical and managerial competence. Fourth, organizational support does not moderate the influence of self-learning on competence, suggesting that individual motivation remains a key factor in self-learning. However, organizational support has been shown to moderate the relationship between coaching and work experience with competencies. This means that supervisory guidance and work experience will be more effective in improving competence if supported by conducive policies, facilities, and organizational culture. Overall, this study emphasizes the importance of synergy between individual factors (self-learning and work experience), the role of superiors (coaching), and organizational support in building adaptive, professional, and competitive employee competencies.
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