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Abstract:

Background: The quality of human resources (HR) is a key determinant of organizational
success, especially in structured work environments.

Purpose: This study endeavored to ascertain the efficacy of performance-based training and
compensation as a means of enhancing the quality of the human resources of the company.
Design/Methodology/Approach: A quantitative survey was conducted on 60 employees of
the Aviation Security Company in Yogyakarta, selected using simple random sampling. Data
were collected through a closed-ended questionnaire and analyzed using PLS-SEM.

Result: The analysis yielded results that indicated a significant impact of training on employee
performance at the Yogyakarta branch of the Aviation Security company. Furthermore, the
findings suggest a direct impact of compensation on employee performance within the same
context.

Conclusion: The findings of this study indicate a direct effect of training and compensation on
employee performance at the Yogyakarta branch of the Aviation Security company. While HR
quality also contributes to performance outcomes, the study did not find sufficient evidence to
support its role as a moderating variable. These results suggest that training and compensation
remain central components in enhancing employee performance, regardless of variations in HR
quality levels.

Originality/Value (State of the art): This study introduces an integrated HRM model and
reveals that HR quality, while impactful, does not moderate training or compensation effects
within structured work systems.

Keywords: training, compensation, employee performance, human resources quality, aviation
security
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INTRODUCTION

The quality of human resources constitutes a pivotal
element in attaining organizational success. A
recognitionofthedearth of qualityinworkis concomitant
with the underperformance of human resources.
Consequently, there is a continuous development
and enhancement of efforts to cultivate the quality of
human resources, accompanied by an augmentation in
the comprehension of work competencies. Conversely,
a robust understanding of quality work practices
will invariably effect the contribution of human
resources. Employees must demonstrate commendable
performance. Organizations that can leverage the
capabilities of their high-performing employees will be
better positioned to compete in the market and pursue
continuous improvement. A multitude of factors effect
individual performance, necessitating that companies
prioritize these elements to ensure optimal fulfillment
(Mangkunegara, 2020).

In an era of increasingly intense business competition,
Human Resource Management (HRM) has become
a strategic factor in enhancing organizational
performance. One of the key efforts to improve the
quality of human resources is through structured
and continuous training. Training not only enhances
employees knowledge of corporate culture and
external dynamics, but also supports them in mastering
new technologies and working effectively in teams to
deliver high-quality products and services (Yimam.,
2022 and Achackzai et al. 2024). Furthermore, HRM
is required to implement the four phases of the training
process design, assessment, delivery style, and
evaluation optimally to foster employee performance
improvement. Numerous studies have also indicated
that training has a positive impact on productivity,
job satisfaction, and skill development. In addition
to training, compensation also plays a crucial role
in driving employee performance. Compensation is
not only an employees entitlement but also a form of
recognition for their contributions to the achievement
of organizational goals. Clare and Dingel. (2021)
and Sorn et al. (2023) revealed that appropriately
administered compensation can restore or even enhance
the performance of employees experiencing a decline.
Nevertheless, compensation is not the sole factor
influencing motivation and retention. Therefore, a more
comprehensive approach is needed one that takes into
account other relevant factors for employees, including
the quality of the human resources themselves.
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Yogyakarta International Airport is undergoing
continuous development ofits facilities and infrastructure
with the objective of ensuring the provision of optimal
service, with a core focus on safety and customer
satisfaction. Aviation Security (AVSEC) personnel
play a pivotal role within the airport infrastructure. The
personnel responsible for this critical function are known
as Aviation Security (AVSEC) officers, who are required
to possess either a license or an Officer Proficiency
Certificate (SKTP). These certifications confer upon
them the authority and responsibility to carry out
duties and assume responsibilities within the domain of
aviation security. This directive is further reinforced by
the provisions outlined in the Regulation of the Director
General of Air Transportation, Number: SKEP/2765/
XI11/2010, Chapter I, point 9). Aviation Security Officers
(AVSEC) at the airport frequently experience overtime
work due to various factors, including flight delays,
office pickets that require employees to maintain the
airport environment when the airport is closed, and
other such circumstances.

A case study of an incident that occurred during the peak
hours of flight operations provides a useful illustration.
In this incident, a passenger complained about items that
had been detained by Aviation Security officers. The
passenger’s belongings included a backpack containing
4 boxes of 100 ml refill perfume bottles and a 15,000
mAh Power Bank. The passenger was not provided
with an explanation for why these items were detained.
Furthermore, there was no indication as to when the
passenger would be permitted toretrieve their belongings.
Consequently, the passenger expressed dissatisfaction
with the service provided by the Aviation Security officer,
who seemingly only took the passenger’s belongings.
The passenger did not feel compelled by the officer
to take back the detained items. This is undoubtedly
problematic for the performance of Aviation Security
personnel and engenders dissatisfaction with the services
provided to passengers at Yogyakarta International
Airport. The existing challenges have the potential to
exert a detrimental effect on the performance of AVSEC
employees, both directly and indirectly, if not addressed
in a timely manner. This is particularly salient given the
critical role that AVSEC plays in ensuring the security of
an airport. It is imperative for employees to demonstrate
a strong sense of job security, as this is a key indicator
of effective human resource management within an
organization. Effective human resource management is
a critical component of organizational success.
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This study situates itself within the field of Human
Resource Management (HRM), particularly in the
area of enhancing employee performance through
internal organizational factors such as training and
compensation, as well as the development of human
resource quality as a variable that strengthens this
relationship. In the scientific literature, most prior
research has tended to separate the focus between
employee performance improvement and human
resource quality development. Several studies, such as
those by Yimam. (2022) and Achackzai et al. (2024),
have shown that training has an impact on employee
performance. Similarly, Clare & Dingel. (2021)
and Sorn et al. (2023) emphasize the importance of
compensation as a factor in enhancing performance.
On the other hand, studies by Entego et al. (2023) and
Setiawan & Nurkhin (2024) highlight that the quality
of human resources can improve competence and
productivity.

Previous studies have consistently highlighted the
importance of training and compensation in improving
employee performance through the enhancement of
competencies and motivation. Several studies have
also emphasized the role of human resource (HR)
quality as a moderating factor. However, the majority
of these studies have been conducted in relatively
flexible organizational settings. In contrast, the
aviation security (AVSEC) sector operates within a
highly structured and tightly regulated work system,
where the moderating influence of HR quality
remains underexplored. Furthermore, Faizah et al.
(2024) presented contradictory findings, indicating
that HR quality developed through training does not
always directly correspond with work productivity.
Acknowledging this research gap, the present study
offers a novel scholarly contribution by integrating the
three variables—training, compensation, and HR quality
into a comprehensive analytical model, positioning HR
quality as a moderating variable. This approach is not
only confirmatory of prior findings but also expands the
theoretical understanding of how internal organizational
variables interact to influence employee performance,
particularly within high-pressure environments such as
AVSEC in the air transportation sector. Based on these
considerations and in order to address the existing gap
in the literature, a comprehensive study is needed to
examine the interrelationship among these variables
within an integrated model.
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Therefore, this study aims to analyze the effect of
training and compensation on employee performance,
as well as to investigate the mediating role of human
resource quality in this relationship. In addition,
the study seeks to formulate conclusions and
recommendations to support the advancement of HRM
research and practice in the future.

METHODS

This study employed a quantitative survey design
based on the positivist paradigm, which focuses on
testing hypotheses using measurable data (Sugiyono,
2021). The population consisted of 150 employees
of the Aviation Security Company branch. A simple
random sampling technique was used to ensure each
member of the population had an equal chance of being
selected. Using the Slovin formula, the sample size was
determined to be 60 respondents

The data collection technique employed a closed ended
questionnaire using a five point Likert scale (1 = strongly
disagree to 5 = strongly agree). The questionnaire
contains indicators as previously stated to analyze
the effect between variables. The composition of the
questionnaire questions has been tested previously
with a limited scope to obtain data that describes the
desired research objectives. The measurement scale
used in this study is the Likert scale. The Likert scale is
aresearch scale used to measure attitudes and opinions.
Definition of variables in Table 1.

The data analysis technique was conducted using the
Structural Equation Modeling (SEM) approach with
the assistance of the SMART-PLS software version 3.5.
According to Ghozali and Latan (2020), the purpose of
PLS is to help researchers obtain variable values for
prediction purposes. The formal model defines latent
variables as linear aggregates of their indicators. Weight
estimates to create latent variable score components are
obtained based on how the inner model (a structural
model that connects latent variables) and the outer
model (a measurement model, namely the relationship
between indicators and their constructs) are specified.
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Meansurement Model (Outer Model)

Outer model analysis is used to ensure that the
measurements used are suitable for use as measurements
(valid and reliable) with the following indicators (Table
2).

Structural Model Spesification (Inner Model)

The design of the structural model of the relationship
between latent variables is based on the formulation of
the problem or research hypothesis. In the evaluation
of this model, estimation can be done through several
stages. The use of R-square for dependent constructs,
Stone-Geisser Q-Square test for predictive relevance
and t-test and significance of the structural path
parameter coefficients.

Moderation Variable Analysis

The testing of the moderation hypothesis was carried
out using moderated regression analysis (MRA)
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significant if the significant t value is less than or equal
to 0.05 (5%).

Training enhances employee skills, understanding,
and efficiency in performing job tasks (Awal &
Abrian, 2020; Niati et al. 2021). According to learning
theory, training improves performance through better
knowledge and ability application (Kanapathipillai &
Azam, 2020; Fontova-Almat6 et al. 2020; Alnawfleh,
2020).

Hl: Training positively employee
performance at the Aviation Security company,

influences
Yogyakarta branch.

Compensation is a performance-based motivator that
increases employee responsibility and commitment
(Hosnan et al. 2023). Fair compensation improves
satisfaction and encourages productivity (Rodriguez-
Clare & Dingel, 2021; Wellem & Djawoto, 2022; Kim
& Jang, 2020).

H2: Compensation positively influences employee
performance at the Aviation Security company,

estimated by SEM-PLS. A variable can be said to be a ~ Yogyakarta branch.
moderation variable and will be declared meaningful or
Table 1. Definition of variables
Variable Definition of Variable Dimensions
Compensation ~ Compensation as a form of appreciation by companies or Compensation is normative
(X1) organizations for services seen from the contribution and Compensation is policy-based
performance made during the work process
Training (X2) Training is a process or pathway in a company or organization Training System Materials
to learn and study specific attitudes, abilities, skills, Training Instructors
knowledge and behavior related to the job. Training Benefits
Employee Performance is a result of work or work achievement carried  Quality
Perfomance (Y) out by a person or group of people in carrying out their Quantity
functions in accordance with the responsibilities given to Timeliness
them which are based on experience and ability. Cooperation
Quality of HR  Quality HR (human resources) are employees who have Understanding the Employee's Field
) high knowledge, abilities and skills in completing their work ~ Knowledge
optimally, and are able to make a positive contribution to the  Abilities
company. Work Spirit

Planning or Organizing Ability

Tabel 2. Measurement Model Specification (Outer Model)

Measurement Model Specification
Convergent Validity >0.70

Discriminant Validity AVE >0.50

Composite Reliability >(0.70
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HR quality reflects employee competence, integrity,
and adaptability, which are essential for achieving
organizational goals. It influences motivation and
teamwork (Faizi et al. 2022; Pratidina et al. 2024).
Higher HR quality contributes directly to better
individual and team performance.

H3: HR quality positively influences employee
performance at the Aviation Security company,
Yogyakarta branch.

Improving HR quality is a long-term strategic process.
High-quality HR enhances training outcomes through
better learning absorption and application (Gustiana,
2022; Entengo et al. 2023; Setiawan & Nurkhin, 2024).
H4a: HR quality moderates the relationship between
training and employee performance at the Aviation
Security company, Yogyakarta branch.

While compensation is typically regulated, HR quality
can influence its effectiveness. Compensation based
on fairness may not fully reflect individual quality,
but high-quality HR can strengthen its impact on
performance (Djaya, 2021; Oktikasari & Suyanto,
2023; UmpuSinga, 2022).

H4b: HR quality moderates the relationship between
compensation and employee performance at the
Aviation Security company, Yogyakarta branch.

The framework of thought that the researcher used can
be seen in Figure 1.

RESULTS

The subsequent phase of testing will entail conducting
a structural analysis employing the SEM method
through the utilization of the Partial Least Square (PLS)
application. The analysis in Partial Least Square (PLS)
is divided into two parts: the outer model (measurement
model) and the inner model (structural model).

The evaluation of the outer model (measurement
model)

In accordance with the findings of the outer model
analysis, the subsequent results have been obtained:
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Convergent validity

First, the employee performance variable consisted of
10 items, each with a loading factor > 0.50, thus meeting
the criteria for validation. Secondly, the compensation
variable consisted of 8 items, each with a loading
factor > 0.50, thus confirming its validity. The third
training variable consisted of 6 items, each of which
had a loading factor > 0.50, to be considered valid. The
quality of human resources was also assessed, with 10
items having a loading factor > 0.50, thus confirming
its validity. Consequently, all indicators are declared
feasible or valid for research use and can be used for
further analysis.

Composite Reliability

It has been established that the composite reliability
value of all research variables is > 0.6. Employee
performance was measured at 0.900, compensation
at 0.894, training at 0.915, and HR quality at 0.905.
These findings suggest that each variable has met the
composite reliability criterion, thereby affirming the
conclusion that all variables exhibit a high degree of
reliability.

Testing the Structural (Inner) Model

In evaluating the inner model (structural model), three
components are identified: Firstly, the path coefficient
is utilized to demonstrate the strength of the effect or
effect of exogenous variables on endogenous variables.
Secondly, a model goodness-of-fit test is employed to
ascertain the contribution of the effect of exogenous
variables to endogenous variables. Lastly, hypothesis
testing is implemented to ascertain the level of
significance of the hypothesis being tested. The Inner
Model (Structural Model) in Figure 2.

Training
Employee
Performance
Compensation
Quality of HR

Figure 1. Conceptual Framework (— : Direct Effect;
--%: Moderation Effect)
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Figure 2. The inner model (structural model)

Path coefficient test

The R-Square Adjust value for the employee
performance variable was 0.561. This finding indicates
that employee performance can be enhanced by 56.1%
through training, compensation, and HR quality factors.
This finding underscores the notion that the magnitude
of'the path coefficient value on one independent variable
on the dependent variable is directly proportional to the
strength of the effect between the independent variables
and the dependent variable.

The Goodness-of-Fit

The SRMR value is indicative of the mean square
root difference between the observed correlation and
the observed model. A model is deemed suitable if the
SRMR value (0.125) is greater than 0.08. Additionally,
the d ULS value must exceed 2,000, as evidenced by
the findings that 9,353 > 2,000, thereby indicating a
suitable model. The NFI value must be > 0.1, where
the model is 0.490 > 0.1, the model is considered ideal
and good, which is a measure of the suitability of the
model descriptively the data is acceptable and fit. It can
be concluded that the alignment model or relationship
criteria between constructs can be tested.

Hypothesis Test

Hypothesis 1 Testing: The effect of training on
employee performance at the Aviation Security
company, Yogyakarta branch. Based on the Table 3, the
t-statistic value is 3.370 with a p-value of 0.001. Since
the t-statistic > 1.962 and the significance value < 0.05,
it can be concluded that Hypothesis 1 is accepted. The
original sample (O) value of 0.316 indicates a positive
effect of training on employee performance. This means
that an increase in training outcomes will improve
employee performance at the Yogyakarta branch of the
Aviation Security company by 0.316 units, assuming
other variables remain constant

Hypothesis 2 Testing: The effect of compensation
on employee performance at the Aviation Security
company, Yogyakarta branch. The Table 3 shows a
t-statistic value of 8.720 and a p-value of 0.000. Since
the t-statistic > 1.962 and the significance value < 0.05,
it can be concluded that Hypothesis 2 is accepted. The
original sample (O) value is 0.675, indicating a positive
effect of compensation on employee performance.
This implies that the implementation of compensation
policies will enhance employee performance at the
Yogyakarta branch of the Aviation Security company by
0.675 units, assuming other variables remain constant.
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Hypothesis 3 Testing: The effect of human resource
quality on employee performance at the Aviation
Security company, Yogyakarta branch. As shown in the
Table 3, the t-statistic value is 3.658 with a p-value of
0.000. Since the t-statistic > 1.962 and the significance
value < 0.05, it can be concluded that Hypothesis 3
is accepted. The original sample (O) value is 0.394,
indicating a positive effect of human resource quality on
employee performance. This means that higher human
resource quality will improve employee performance
at the Yogyakarta branch of the Aviation Security
company by 0.394 units, assuming other variables
remain constant.

Hypothesis 4 Testing: The moderating effect of human
resource quality as a supporting factor in the effect of
training and compensation on employee performance
at the Aviation Security company, Yogyakarta branch.

Moderation hypothesis testing was conducted using

Moderated Regression Analysis (MRA) estimated

through SEM-PLS. The results for the moderating

variable human resource quality are as follows:

1. H4a: There is a moderating effect of human resource
quality in supporting the effect of training on
employee performance at the Aviation Security
company, Yogyakarta branch. According to the
Table 3, the t-statistic value is 0.233 with a p-value
of 0.817. Since the t-statistic is < 1.962 and the
significance value is > 0.05, it can be concluded
that Hypothesis 4a is rejected. The original sample
(O) value is 0.022, indicating a positive effect;
however, it is not strong enough to be considered
statistically or practically significant due to its very
weak effect. This suggests that regardless of the
level of human resource quality, the relationship
between training and employee performance
does not change significantly. Training still has
an effect on performance, but it is neither effectd
nor strengthened by the level of HR quality at the
Aviation Security company, Yogyakarta branch.

Table 3. Path coefficient results
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2. H4b: There is a moderating effect of human resource
quality in supporting the effect of compensation
on employee performance at the Aviation Security
company, Yogyakarta branch. Based on the Table 3,
the t-statistic value is 0.611 with a p-value of 0.543.
Since the t-statistic is < 1.962 and the significance
value is > 0.05, it can be concluded that Hypothesis
4bisrejected. The original sample (O) value is 0.078,
indicating a positive effect, but the effect is very
small and weak, and therefore not strong enough to
be considered statistically significant. This implies
that the level of HR quality does not substantially
affect the relationship between compensation
and performance at the Yogyakarta branch of the
Aviation Security company. Employees receiving
high compensation tend to perform well regardless
of whether their HR quality is high or low.

The Effect of Training on the Performance of
Aviation Security (AVSEC) Employees

Based on the analysis results, it can be concluded that
training has a positive effect on the performance of
employees at the Yogyakarta branch of the Aviation
Security (AVSEC) company. This finding demonstrates
that structured and relevant training such as the Diklat
Initial Junior Aviation Security (AVSEC) program
conducted by the STTKD Training Center can
significantly improve employee work quality. The
training program not only equips participants with
technical knowledge and skills but also instills the
professionalism required to carry out aviation security
responsibilities effectively. The
performance can be explained through several aspects.
First, training that is designed to align with field
operational needs ensures that the material is easily

improvement in

applicable in daily work practices. Second, the training
process builds employee confidence and readiness in
facing dynamic and high-responsibility work situations.
Third, the discipline and loyalty fostered during the
training serve as a strong foundation for developing
consistent and productive work behavior.

Original Sample T Statistics P Values  Description
©O) (JO/STDEV))
Training — Performance 0.316 3.370 0.001 H1: Accepted
Compensation — Performance 0.675 8.720 0.000 H2: Accepted
Quality of HR — Performance 0.394 3.658 0.000 H3: Accepted
Compensastion HR (Mod2) — Performance 0.078 0.611 0.543  H4a: Rejected
Training HR (Mod1) — Performance 0.022 0.233 0.817  H4b: Rejected

10441



From a theoretical perspective, these findings are
consistent with Human Capital Theory, which
posits that organizational investment in employee
development through training enhances individual
competencies and productivity. This result also supports
the Resource-Based View (RBV), where training
is seen as a strategic means to develop competitive
advantage by strengthening internal resources in this
case, the quality of human resources. Moreover, the
findings reinforce the idea that organizations that adopt
a culture of continuous learning and development are
more capable of preparing a workforce that can meet
job challenges with optimal performance. This study
is in line with research by Awal and Abrian. (2020)
and Niati et al. (2021), who found that increased
training for employees leads to improved performance,
whereas a lack of skill and knowledge upgrades results
in performance decline. Nguyen & Duong. (2020)
emphasized that employees believe comprehensive
training and development in technical and professional
skills is among the best strategies to attract and retain
employees. This is due to the sense of engagement
and job fit employees feel after benefiting from such
programs, which in turn positively impacts long-term
performance. Similarly, Lloyd. (2021), using frequency
and percentage analysis, concluded that employee
training has a positive impact on job performance.
Kanapathipillai and Azam. (2020); Fontova-Almato et
al. (2020); and Alnawfleh. (2020) also demonstrated
that training affects both employee performance and
job satisfaction. Training plays a vital role because the
knowledge and skills transferred particularly in new
management techniques improve performance and
satisfaction. Furthermore, training acts as a pathway to
personal improvement and professional development,
which subsequently enhances work performance and
instills job satisfaction.

The Effect of Compensation on the Performance of
Aviation Security (AVSEC) Employees

Based on the analysis results, it is concluded that
compensation has a positive effect on the performance
of employees at the Yogyakarta branch of the Aviation
Security (AVSEC) company. This finding indicates
that the compensation system implemented by the
organization successfully drives work motivation and
enhances employees’ sense of responsibility in carrying
out their duties. Compensation is perceived not only as
a form of recognition for employees’ contributions but
also as amotivating factor to achieve better performance.
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The company’s goal in providing compensation is
to foster a sense of awareness and ownership toward
one’s work, as well as to strengthen the collaborative
relationship between employees and the organization.
Fair and appropriate compensation is considered
effective in increasing job satisfaction, reinforcing
loyalty, and encouraging individual productivity. This
is reflected in the actual conditions within the company,
where employees receive compensation that is
proportional to their responsibilities and job positions.
Most AVSEC positions under the supervision of the
Ministry of Transportation of the Republic of Indonesia
receive compensation based on a rank-based system,
which includes base salary and position allowances.
This system provides a clear and tiered structure that
motivates employees to continually improve their
performance in pursuit of recognition and promotion.

From a theoretical, this finding supports various
theories in human management that
emphasize the importance of compensation systems
as tools to enhance performance. According to
Expectancy Theory (Vroom), for instance, employees
are more likely to be motivated when they believe that
good performance will lead to appropriate rewards.

resource

Similarly, Equity Theory suggests that employees’
perceptions of fairness in compensation are critical to
their satisfaction and performance. When employees
perceive that their compensation is proportional to their
workload and responsibilities, they are more likely to
exhibit positive and productive work behavior. Sirili
& Simba. (2021) highlight that each organization has
its own compensation policies and practices, which
determine the amount and types of compensation
received by employees. Financial benefits such as
travel allowances, housing allowances, and others often
depend on an employee’s position and rank within the
organization. Katabalo & Mwita. (2024) further explain
that there is a relationship between compensation and
employee performance, noting that compensation
includes both financial and non-financial elements.
When managed effectively, both can significantly
enhance employee performance. Organizations with
well-designed compensation policies stand to benefit
from improved employee outcomes. Consistent with
the findings of Clare & Dingel. (2021); Wellem &
Djawato. (2022), the results of this study demonstrate
that compensation has a positive and significant effect
on employee performance. Kim & Jang. (2020) argue
that achieving strong performance requires motivation
from various supportive factors that foster productivity
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aligned with organizational expectations. Overall, the
findings reinforce the understanding that an effective
compensation system not only provides financial
benefits to employees but also contributes to a healthy
and performance-oriented work environment. Fair,
transparent, and role-appropriate compensation remains
a strategic factor in human resource management
particularly in fostering a loyal, motivated, and high
performing workforce.

The Effect of Human Resource (HR) Quality on
the Performance of Aviation Security (AVSEC)
Employees

Based on the analysis results, it is concluded that
the quality of human resources significantly effects
employee performance at the Yogyakarta branch
of the Aviation Security (AVSEC) company. This
finding affirms that the higher the individual quality
of employees reflected in their knowledge, skills, and
work attitudes the better their performance outcomes.
HR quality is a fundamental factor within organizations,
especially in the aviation security sector, which requires
precision, discipline, and a high level of readiness. In
this context, employees who possess adequate technical
competencies, a clear understanding of operational
procedures, and demonstrate professional attitudes and
a strong sense of responsibility are more capable of
carrying out their tasks efficiently and effectively. This
directly contributes to the achievement of operational
targets and the enhancement of airport security service
quality.

From the perspective of human resource management
theory, these findings support the Human Capital
Theory, which posits that human quality is a vital
organizational asset that directly contributes to
performance. Individuals with high competencies not
only complete their tasks effectively but also drive team
performance and help cultivate a positive organizational
culture. Faizi et al. (2022) revealed that HR quality
effects employee performance at the Yogyakarta
branch of the Aviation Security company by 22.7%,
with the remaining 77.3% explained by other variables.
Discussing human resource quality naturally involves
measurable benchmarks that can serve as standards for
identifying qualified individuals. According to Ngoc et
al. (2023), high-quality human resources, in terms of
attitude and professional competence, are those who
behave according to ethical principles and professional
awareness; demonstrate professional work styles and
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discipline, teamwork, and a strong sense of collective
and individual responsibility. Pratidina et al. (2024)
emphasized that employee performance in completing
assigned tasks is heavily effectd by HR quality;
when HR quality is inadequate, employees often face
difficulties in handling workloads that are significantly
higher than usual. Essentially, improving HR quality
is a strategic investment in enhancing employee
performance. Organizations that focus on developing
human resources through training, mentoring, and
a supportive work environment are better equipped
to face operational challenges and achieve high and
sustainable performance.

The Moderating Role of Human Resource (HR)
Quality on the Effect of Training on the Performance
of Aviation Security (AVSEC) Employees

Based on the analysis results, Human Resource (HR)
quality was not found to moderate the effect of training
on employee performance at the Yogyakarta branch of
the Aviation Security (AVSEC) company. This means
that the level of HR quality whether high or low does
not significantly alter the strength of the relationship
between training and performance improvement.
Training continues to have a positive effect on
performance, but this effect is neither amplified nor
diminished by differences in HR quality. This finding
suggests that the training programs implemented are
comprehensively designed and standardized, thus
delivering relatively uniform benefits to all employees,
regardless of their initial competency levels. This
suggests that employees with both high and moderate
levels of HR quality tend to derive similar benefits from
the training in terms of performance improvement. This
may be due to the technical and procedural nature of the
training, which emphasizes standardized understanding
and operational efficiency. Consequently, the outcomes
of training tend to be uniform across different levels of
HR quality.

From a theoretical, these findings suggest that
moderating factors do not always play a significant
role in every relationship between variables
particularly when training is normatively structured
and implemented within highly systematized work
environments, such as aviation security. This aligns
with the Contingency Approach in human resource
management, which posits that the effectiveness of
a given policy or program depends heavily on the
organizational context and the nature of the tasks
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involved. Ayomi. (2023) emphasized that individuals
differ in their levels of knowledge and skills, making it
difficult to generalize or equalize HR quality across the
workforce. This is supported by Sutrisno. (2022), who
defines HR quality as the combination of knowledge,
skills, and abilities that enable an individual to deliver
professional services. Hajiali etal. (2022) also found that
although employee performance is positively effectd by
competence, the effect was not statistically significant
highlighting that competence, as a component of HR
quality, remains a developmental issue, especially
when innovation and technology are underutilized in
enhancing employee outcomes. Essentially, training
is one of the sub-dimensions of HR quality. However,
participation in training alone does not automatically
indicate a high level of HR quality. Therefore, it
cannot be assumed that training participation equates
to enhanced personal quality. This finding contrasts
with Entego et al. (2023); Setiawan & Nurkhin. (2024)
who assert that HR quality contributes to competence
and productivity. Similarly, Faizah et al. (2024) found
that HR quality, formed through knowledge, skills,
and training, cannot reliably be used to assess work
productivity. The implication of these findings is that
organizations cannot automatically assume HR quality
will always strengthen the outcomes of training. In
some contexts particularly where training is based
on regulatory standards or fixed technical procedures
training may remain effective regardless of HR quality
variations. Therefore, management should reconsider
the design of advanced training and HR development
programs, aiming for more personalized and adaptive
approaches that could generate stronger synergistic
effects on employee performance improvement.

The Moderating Role of Human Resource (HR)
Quality on the Effect of Compensation on the
Performance of Aviation Security (AVSEC)
Employees

Based on the analysis results, Human Resource
(HR) quality was not found to moderate the effect
of compensation on employee performance at the
Yogyakarta branch of the Aviation Security (AVSEC)
company. This indicates that the level of HR quality
possessed by employees whether high or moderate does
not significantly strengthen or weaken the relationship
between the compensation received and the resulting
performance. The findings suggest that compensation
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has a direct and consistent effect on performance
improvement, regardless of variations in individual HR
quality. This result may be attributed to the motivational
and standardized nature of compensation, where all
employees receive both financial and non-financial
rewards based on a relatively fair and transparent
system. In highly standardized organizational structures
such as AVSEC, compensation is typically determined
by formal ranks and job classifications rather than
individual quality. As a result, perceptions of fairness
and satisfaction with compensation tend to be balanced
across different employee groups.

From a theoretical perspective, this finding provides an
important insight into the application of Motivational
and HR Management Theories. Within the framework
of Equity Theory and Expectancy Theory, while
appropriate compensation can enhance motivation and
performance, its level of impact is not always mediated
by HR quality particularly when the compensation
system is designed to uphold consistent standards of
fairness. Furthermore, in contexts where compensation
is normative in nature (e.g., basic salaries and
allowances based on rank), the resulting psychological
and behavioral effects are relatively uniform and
not strongly effectd by individual competence or
capabilities. Djaya. (2021); Oktikasari & Suyanto.
(2023) emphasized that compensation received by
most employees adheres to pre-established company
standards, meaning that HR quality does not determine
the amount of compensation. What differs, however,
is the size of performance-based rewards provided
to employees upon achieving specific organizational
targets. According to UmpuSinga. (2022) the
amount of compensation is determined by company
regulations, not by individual employee quality, but it
does have a direct impact on employee commitment
and performance. The implication is that HR quality is
not the sole factor enhancing the effect of compensation
policies. To maximize the impact of compensation
on performance in a more individualized manner,
management may consider adopting performance based
incentive systems, non-financial recognition, or more
personalized compensation schemes. Such approaches
would allow high-quality employees to receive rewards
that are proportionate to their contributions. Not only
would this support perceptions of fairness, but it could
also stimulate healthy competition and encourage more
targeted performance improvements.
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Managerial Implications

The results of this study yield important managerial
implications for organizations, particularly those
operating within highly structured and high-pressure
environments such as the aviation transportation sector.
Firstly, the demonstrated positive and significant
effects of training and compensation on employee
performance highlight the necessity for management
to prioritize continuous professional development and
to implement fair, transparent compensation systems.
Such strategies have been shown to effectively enhance
employee motivation and overall job performance.

Although the moderating role of human resource
(HR) quality was not statistically significant, the
development of HR remains a critical strategic
priority. Investments in targeted training programs, the
promotion of an ethical organizational culture, and the
implementation of performance-based reward systems
are essential for strengthening human capital and
improving organizational effectiveness. Accordingly, it
is recommended that management adopt an integrated
and context-sensitive HRM strategy that aligns training
and compensation practices with the organization’s
long-term objectives and operational context.

CONCLUSIONS AND RECOMMENDATIONS
Conclusions

Based on the analysis, this study concludes that
training, compensation, and HR quality each positively
influence employee performance at the Yogyakarta
branch of the Aviation Security (AVSEC) company.
These findings are consistent with previous research
(Yimam, 2022; Achackzai et al. 2024; Clare & Dingel,
2021), emphasizing the importance of training and
compensation in enhancing organizational performance
through improved competencies and motivation.
However, HR quality was not found to significantly
moderate the relationship between training and
performance, suggesting that training yields consistent
results regardless of HR quality variations. This
supports the Contingency Approach, which views HR
policy effectiveness as context-dependent, particularly
in structured environments like aviation security. The
results align with Hajiali et al. (2022) and Faizah et
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al. (2024), yet contrast with Entego et al. (2023) and
Setiawan & Nurkhin (2024), who stress the importance
of HR quality in boosting productivity. The study also
finds that HR quality does not significantly moderate
the relationship between compensation and employee
performance at the AVSEC Yogyakarta branch,
indicating that compensation impacts performance
directly and consistently, regardless of HR quality
differences. Theoretically, this aligns with Equity
and Expectancy Theories, which suggest that fair,
standardized compensation enhances performance
across employee groups. This view is supported by
Djaya. (2021) and Oktikasari & Suyanto. (2023), who
highlight that compensation is shaped by organizational
standards rather than individual quality, as also affirmed
by UmpuSinga. (2022).

The findings of this study have both practical
and theoretical implications. Practically, training,
compensation, and HR quality directly enhance
employee performance, highlighting the need for
structured and sustained HR policies, especially
in aviation security. Although HR quality does not
significantly moderate these effects, its development
remains strategically important. Theoretically, the
results support Contingency Theory, suggesting that in
highly structured environments, individual factors like
HR quality may have limited moderating roles. This
adds to HRM knowledge by showing that contextual
factors shape the strength of variable relationships.

Recommendations

Furthermore, this study opens avenues for the
development of more adaptive theories and practices
in human resource management. The moderating
role of HR quality may be further explored within
organizational contexts that are more flexible, dynamic,
and innovation-driven. Future research could also
investigate other potential moderating variables, such
as organizational culture or employee engagement, and
consider adopting longitudinal study designs to better
understand how the relationships among variables
evolve over time.
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