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Abstract 

This study aims to analyze the effect of knowledge and work motivation on human resource development with job satisfaction as a 

moderating variable at the UPTD Child Social Service Center of Padang Sidempuan–Panyabungan. The research is motivated by the 

importance of improving the quality of human resources in social services, which requires competence, work enthusiasm, and 

individual job satisfaction. A quantitative approach was applied using a survey technique through questionnaires distributed to UPTD 

employees. Data were analyzed using Moderated Regression Analysis (MRA) to examine both direct effects and the moderating role 

of job satisfaction. The results indicate that knowledge and work motivation have a positive and significant effect on human resource 

development. Furthermore, job satisfaction strengthens the relationship between knowledge and work motivation toward human 

resource development. Specifically, Job Satisfaction (Z) positively influences Human Resource Development (Y) with a path coefficient 

of 0.98 and a P-Value of 0.000. Work Motivation (X2) positively affects Human Resource Development (Y) with a coefficient of 0.304 

and a P-Value of 0.003, and as a moderating variable, it shows a coefficient of 0.254 with a P-Value of 0.005. Knowledge (X1) positively 

affects Human Resource Development (Y) with a coefficient of 0.31 and a P-Value of 0.001, and as a moderating variable, it shows a 

coefficient of 0.288 with a P-Value of 0.001. These findings affirm that human resource capacity enhancement depends not only on 

knowledge and motivation but also on job satisfaction, which plays a crucial role in mediating and strengthening employee 

performance, particularly within the context of social service institutions that demand dedication and professionalism.  
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Introduction 

Human resource development (HRD) is a strategic 

factor in improving organizational performance quality, 

especially in the social service sector. Human resources with 

adequate knowledge and high work motivation are believed to be 

capable of achieving optimal performance and supporting 

organizational sustainability (Dessler, 2021). In the context of 

social service institutions, HRD is crucial as it involves enhancing 

employee capacity to deliver effective, responsive, and equitable 

services to communities in need (Hasibuan, 2022). 

Work knowledge serves as a fundamental basis for 

employees in carrying out their duties. Employees with sufficient 

knowledge are better able to understand procedures, master 

skills, and provide appropriate solutions to work challenges 

(Nonaka & Takeuchi, 2019). However, knowledge alone is not 

sufficient, as work motivation is also a key driver that determines 

the extent to which employees strive to optimize their 

performance. Work motivation can enhance enthusiasm, 

engagement, and loyalty among employees in achieving 

organizational goals (Robbins & Judge, 2022). 

Meanwhile, job satisfaction plays an important role as a 

variable that can strengthen or weaken the relationship between 

knowledge, motivation, and HRD. Employees who are satisfied 

with their work tend to be more productive, innovative, and self-

development oriented (Luthans, 2021). Conversely, low job 

satisfaction can hinder HRD processes, even when employees 

possess high levels of knowledge and motivation (Wibowo, 2020). 

Previous studies have shown that knowledge and motivation 

significantly affect HRD; however, job satisfaction can function as 

a moderating variable that strengthens this relationship (Putra & 

Rahayu, 2023; Yusuf et al., 2024). Therefore, this study focuses on 

the UPTD Child Social Service Center of Padang Sidempuan–

Panyabungan, an institution that plays an important role in 

providing protection and social services for children in need of 

special attention. 

Method 

1. Type of Research; This study employs a quantitative approach 

with an explanatory research method, which aims to explain 

the causal relationship between the independent variables 

(knowledge and work motivation) and the dependent variable 

(human resource development), with job satisfaction as the 

moderating variable. 

2. Location and Time of Research; The research was conducted at 

the UPTD Social Service for Children Padangsidimpuan–

Panyabungan in the year 2025. 
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3. Population and Sample: PopulationThe population in this 

study consists of all employees at the UPTD Social Service for 

Children Padangsidimpuan–Panyabungan, totaling 44 

individuals. 

 
Variable Operational Definition 

According to Sugiyono (2016), a variable is an attribute or trait or 
value of a person, object, or activity that has certain variation activities 
that are set by the researcher to be studied and draw conclusions. In this 
study, there are two types of variables, namely independent variables, 
dependent variables, and moderation variables. 
 
Table 1. Variable Operational Definition 

Variable Operational 
Definition 

Indicators 

Human 
Resources 

Development (Y) 

Human resource 
development is a 
process that is 
carried out 
systematically 
and planned to 
improve the 
knowledge, skills, 
and attitudes of 
employees so that 
they can achieve 
optimal 
performance and 
support the 
achievement of 
organizational 
goals, (2019) 

Cashmere (2019) 

1. Increased employee 
knowledge after 
participating in training 
or development. 

2. Improving employee 
skills in carrying out 
work. 

3. Changes in attitudes 
and behaviors of 
employees who are 
more positive at work. 

4. Employees' ability to 
solve work problems 
effectively. 

5. Increased work 
productivity after 
participating in 
development 

Job Satisfaction 
(Z) 

According to 
Wibowo (2022), 
job satisfaction is 
the positive or 
negative attitude 
(feeling) of 
employees 
towards their 
work, which is 
influenced by 
various factors 
such as working 
conditions, co-
workers, awards 
obtained, and 
physical and 
psychological 
factors related to 
the job. 

Stuart (2022) 
1. Satisfaction with 

salary/compensation 
2. Satisfaction with the 

facilities and 
conditions of the 
physical work 
environment 

3. Satisfaction with the 
relationship with the 
boss 

4. Satisfaction with 
relationships between 
colleagues 

5. Satisfaction with the 
job itself (job content: 
job challenges, variety, 
autonomy) 

6. Satisfaction with career 
promotion and 
development 
opportunities 

7. Satisfaction with 
recognition 
(appreciation) or 
recognized work 
performance 

 
Knowledge (X1) Knowledge is the 

result of the 
process of 
knowing after a 
person senses a 
certain object 
through the five 
senses, which is 
then processed by 
the mind to 
become an 

Hasibuan (2019): 
1. Factual knowledge 

(mastering data, basic 
information). 

2. Conceptual knowledge 
(understanding 
concepts, theories, and 
principles). 

3. Procedural knowledge 
(understanding the 

understanding of 
Hasibuan (2019). 

 

steps or procedures of 
work). 

4. Metacognitive 
knowledge (the ability 
to organize, evaluate, 
and improve one's own 
knowledge). 

Work Motivation 
(X2) 

According to 
Kasmir (2018), 
work motivation 
is a process to 
encourage and 
move employees 
to have a high 
spirit to work 
together, work 
effectively, and be 
integrated in an 
effort to achieve 
company 
satisfaction and 
goals. 

Cashmere (2018) 
1. Strive 
2. Future orientation 
3. High level of ambition 
4. Task/goal orientation 
5. Efforts to progress 
6. Perseverance 
7. Selected co-workers 
8. Time utilization 

Source of researcher 2025 
 
Data Analysis Model 

This study uses Moderation Regression analysis to examine the 
direct relationship and effect of moderation on job satisfaction human 
resource development, knowledge relationships, and work motivation. 
Moderated Regression Analysis (MRA) or interaction test is a special 
application of multiple linear regression where the regression equation 
contains elements of interaction (multiplication of two or more 
independent variables). This test was conducted to see the significance of 
the individual influence of the independent variables in the model on 
their dependent variables. By performing this test the statistical values of 
each variable are free. 

One way to test regression with variable moderating is to use 
an interaction test. The Moderated Regression Analysis (MRA) 
interaction test is that the equation contains elements of interaction 
(multiplication of two/more independent variables). In this study, the 
processing of the moderation regression analysis was carried out by 
comparing regression equations to determine the types of moderator 
variables as follows: 
 
Y =  𝑎1+𝑏1𝑥1 + 𝑏4

𝑍 + 𝑏4 𝑍 + 𝑏5  𝑋1 𝑍 +  𝑒1 

Y =  𝑎2+𝑏2𝑥2 + 𝑏4
𝑍 + 𝑏3 𝑍 + 𝑏6  𝑋2 𝑍 +  𝑒1 

 
In this study, the data analysis method used is structural 

equation modeling-partial least squares (SEM-PLS) using SmartPLS 
software. 
 
Evaluation of the Outer Model (Measurement Model): Testing 
Validity and Reliability 
Table. 2 Validity Testing by Loading Factor 

 
Job 

Satisfaction 
Work 

Motivation 

Work 
Motivation*Job 

Satisfaction 

Human 
resource 

development 
Knowledge 

Work 
Motivation 
* Job 
Satisfaction 

  1.01   

Knowledge 
* Job 
Satisfaction 

     

X1.1     0.925 

X1.2     0.927 

X1.3     0.905 

X1.4     0.928 

X2.1  0.937    

X2.2  0.922    

X2.3  0.911    

X2.4  0.925    

X2.5  0.938    

Y1    0.891  

Y2    0.87  

Y3    0.879  
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Job 

Satisfaction 
Work 

Motivation 

Work 
Motivation*Job 

Satisfaction 

Human 
resource 

development 
Knowledge 

Knowledge*Job 
Satisfaction 

Y4    0.889   

Y5    0.957   

Z1 0.882      

Z2 0.93      

Z3 0.859      

Z4 0.836      

Z5 0.811      

Z6 0.857      

Z7 0.96      

Source: Processed Smart PLS            
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Based on the testing of the validity of the loading factor in the Table and 
Figure, it is known that all loading values > 0.7, which means that they 
have met the validity requirements based on the loading value. 
Furthermore, validity testing was carried out based on the average 
variance extracted (AVE) value. 

 
Table 3 Validity Testing based on  

Average Variance Extracted (AVE) 

  Mean Variance Extracted (AVE) 
Job Satisfaction 0.771 

Work Motivation 0.859 

Work Motivation*Job Satisfaction 1.000 

Human resource development 0.806 

Knowledge 0.849 

Knowledge*Job Satisfaction 1.000 
 

 

Figure 2 Validity Testing based on Average Variance Extracted 
(AVE) 

 
 

The recommended AVE value is above 0.5 (Mahfud and Ratmono, 
2013:67). It is known that all AVE values > 0.5, which means that they 
have met the validity requirements based on AVE. Furthermore, 
reliability testing was carried out based on the composite reliability (CR) 
value. 

Table 4 Reliability Testing by  
Composite Reliability (CR) 

  Composite Reliability 

Job Satisfaction 0.959 

Work Motivation 0.968 

Work Motivation*Job Satisfaction 1.000 

Human resource development 0.954 

Knowledge 0.957 

Knowledge*Job Satisfaction 1.000 

 

 

 
 

The recommended CR value is above 0.7 (Mahfud and Ratmono, 
2013:67). It is known that all CR values are > 0.7, which means that they 
have met the reliability requirements based on CR. Next, reliability testing 
was carried out based on Cronbach's alpha (CA) value. 

 
Table 4 Reliability Testing by  

Alfa Cronbach (CA) 

  Alpha Cronbach 

Job Satisfaction 0.95 

Work Motivation 0.959 

Work Motivation*Job Satisfaction 1.000 

Human resource development 0.939 

Knowledge 0.941 

Knowledge*Job Satisfaction 1.000 

 

 

Figure 4 Reliability Testing based on Cronbach's Alpha (CA) 
 

The recommended CA value is above 0.7 (Mahfud and Ratmono, 
2013:67). It is known that all CA values > 0.7, which means that they have 
met the reliability requirements based on Cronbach's alpha. Next, a 
discriminatory validity test was carried out using the Fornell-Larcker 
approach. Table 4.6 presents the results of the discriminant validity test. 

 

Figure 3 Reliability Testing by Composite Reliability (CR) 

 

Figure 1. Validity Testing by Loading Factor 
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Table 5 Discriminatory Validity Testing 

   Job 
Sati
sfac
tion 

Wor
k 

Moti
vati
on 

Work 
Motivati
on*Job 

Satisfacti
on 

Human 
resourc

e 
develop

ment 

Kno
wle
dge 

Kno
wle
dge* 
Job 

Satis
facti
on 

Job 
Satisfactio
n (Z) 

 √𝐴𝑉𝐸𝑍 =

0.8
78 

          

Work 
Motivation 
(X2) 

 0.5
06 

√𝐴𝑉𝐸𝑋2 =

0.92
7 

        

Work 
Motivation 
(X2)*Job 
Satisfactio
n (Z) 

 -
0.0
34 

0.08
3 

√𝐴𝑉𝐸𝑋2𝑍 =

1.000 

      

Human 
Resources 
Developme
nt (Y) 

 0.9
62 

0.48
2 

0.008 √𝐴𝑉𝐸𝑌 =

0.898 

    

Knowledge 
(X1) 

 0.3
99 

0.19
1 

0.248 0.376 √𝐴𝑉𝐸𝑋1 =

0.92
1 

  

Knowledge 
(X1)*Job 
Satisfactio
n (Z) 

 0.0
23 

0.23
8 

0.198 0.032 -
0.04
8 

√𝐴𝑉𝐸𝑋1𝑍 =

1.00
0 

 
In discriminant validity testing, the square root value of AVE of 

a latent variable is compared to the correlation value between that latent 
variable and other latent variables. It is known that the square root value 
of AVE for each latent variable is greater than the correlation value 
between the latent variable and other latent variables. So it is concluded 
that it has met the requirements for discriminatory validity.  
 
Influence Significance Test (Boostrapping) (Hypothesis Test) (Inner 
Model) 
Table. The results of the significance test are presented.  
 
Table 6 Test Path Coefficient & Significance of Influence 

  

Origi
nal 

Sampl
e (O) 

Avera
ge 

sampl
e (M) 

Standar
d 

Deviatio
n 

(STDEV) 

T 
Statisti

cs (| 
O/STD
EV |) 

P 
v
al
u
e 

Job Satisfaction - 
Human Resource 
Development > 0.98 0.99 0.052 18.714 

0.
0
0
0 

Work Motivation - 
Human Resource 
Development > 

0.304 0.315 0.103 2.952 

0.
0
0
3 

Work Motivation 
*Job Satisfaction -> 
Human Resources 
Development 

0.254 0.266 0.089 2.85 

0.
0
0
5 

Knowledge > Human 
Resources 
Development 

0.31 0.303 0.096 3.228 

0.
0
0
1 

Knowledge*Job 
Satisfaction -> HR 
Development 

0.288 0.281 0.085 3.387 

0.
0
0
1 

 
Based on the results in the Table. Results: 
 Job Satisfaction (Z) has a positive effect on HR Development (Y), 

with a path coefficient value (Original Sample column) of 0.98, 
and significant, with a value of P-Values = 0.000 (Accepted Hy-
pothesis). 

 Work Motivation (X2) has a positive effect on HR Development 
(Y), with a path coefficient value (Original Sample column) of 
0.304, with a P-Values value = 0.003 (Accepted Hypothesis). 

 Work Motivation (X2) has a positive effect on HR Development 
(Y) with Job Satisfaction (Z) as a moderating variable with a 
path coefficient value (Original Sample column) of 0.254, with 
a value of P-Values = 0.005 (Accepted Hypothesis). 

 Knowledge (X1) has a positive effect on HR Development (Y), 
with a path coefficient value (Original Sample column) of 0.31, 
with a value of P-Values = 0.001 (Accepted Hypothesis). 

 Knowledge (X1) has a positive effect on Human Resources De-
velopment (Y) with Job Satisfaction (Z) as a moderating varia-
ble with a path coefficient value (Original Sample column) of 
0.288, with a P-Values value = 0.001 (Accepted Hypothesis). 

 
Table 7 R-Square 

  
R Square 

Customized R 
Box 

Human resource development 0.927 0.917 

 
It is known that the R-Square value of HR Development (Y) is 0.927, 

which means that knowledge (X1), work motivation (X2), and job 
satisfaction (Z) are able to affect HR development (Y) by 92.7%. The 
Adjusted R Square value for HR Development (Y) is 0.917. Since Adjusted 
R Square = 0.917 > 0, it is concluded that knowledge (X1), work 
motivation (X2), and job satisfaction (Z) have predictive relevance for 
human resource development (Y)  
 
Table 8 Suitability Model Goodness Testing 

  Saturated Model 

SRMR 0.074 
 

It is known that based on the results of the SRMR goodness of fit test, 
the SRMR value = 0.074 < 0.1, it is concluded that the model has FIT. 

 

Conclusions and Recommendations 
1. Job Satisfaction (Z) has a positive effect on HR Development 

(Y), with a path coefficient value (Original Sample column) of 
0.98, and significant, with a value of P-Values = 0.000 (Ac-
cepted Hypothesis). 

2. Work Motivation (X2) has a positive effect on HR Develop-
ment (Y), with a path coefficient value (Original Sample col-
umn) of 0.304, with a P-Values value = 0.003 (Accepted Hy-
pothesis). 

3. Work Motivation (X2) has a positive effect on HR Develop-
ment (Y) with Job Satisfaction (Z) as a moderating variable 
with a path coefficient value (Original Sample column) of 
0.254, with a value of P-Values = 0.005 (Accepted Hypothesis). 

4. Knowledge (X1) has a positive effect on HR Development (Y), 
with a path coefficient value (Original Sample column) of 0.31, 
with a value of P-Values = 0.001 (Accepted Hypothesis). 

5. Knowledge (X1) has a positive effect on Human Resources De-

velopment (Y) with Job Satisfaction (Z) as a moderating vari-

able with a path coefficient value (Original Sample column) of 

0.288, with a P-Values value = 0.001 (Accepted Hypothesis). 
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