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Abstract
This study examines the influence of incentives and training on the performance of Human Development Cadres, in entering data into the Electronic Human Development Worker (eHDW) application. Using a quantitative descriptive–associative method, data were collected from 30 respondents selected through purposive sampling. The research employed questionnaires, documentation, and field observations, and data analysis was conducted using SPSS 25 through validity, reliability, correlation, coefficient of determination, and multiple linear regression tests. The results indicate that both incentives and training positively and significantly affect Human Development Cadres performance, either partially or simultaneously, with training having a more dominant effect. These findings highlight the importance of appropriate incentive schemes and consistent training to improve cadre performance in supporting stunting prevention programs. The study provides valuable insights for local governments in formulating policies and strategies to enhance Human Development Cadres effectiveness.
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Introduction
Stunting remains a critical public health issue in Indonesia (Lameky, 2024). According to the 2018 Basic Health Research survey, 30.8% of children under five suffer from stunting, which adversely affects physical growth, brain development, IQ levels, and vulnerability to chronic diseases. Recognizing the severity of this problem, the government has made stunting reduction a national priority through various specific and sensitive nutrition interventions (Budiastutik & Nugraheni, 2018). These initiatives involve Human Development Cadre at the village level, who are responsible for monitoring family nutritional status, detecting stunting cases, and ensuring that essential health services are accessible to pregnant women, breastfeeding mothers, and young children (Yusriadi et al., 2024). 
To enhance the effectiveness of Human Development Cadre, the Ministry of Villages introduced the Electronic Human Development Worker (eHDW) application to streamline data collection and reporting (Kurnaini & Choiriyah, 2025). However, preliminary data from Teluk Pandan Subdistrict in Pesawaran Regency reveal suboptimal performance: out of ten villages, five reported data input completion rates below 50%. Contributing factors include misaligned incentives relative to workload, frequent personnel changes due to village-level dynamics, and limited as well as inconsistent training opportunities. 
Incentives and training are widely recognized as critical determinants of motivation and job performance (Liu & Liu, 2022). Previous studies have demonstrated that adequate incentives can encourage greater commitment among cadres, while effective training enhances technical competence and service quality (Asaari et al., 2019). In the case of Human Development Cadre in Teluk Pandan, insufficient incentives and infrequent training sessions may reduce their efficiency in utilizing eHDW, ultimately undermining the overall effectiveness of stunting prevention programs.
Given these circumstances, this study aims to analyze the influence of incentives and training on Human Development Cadre performance in inputting eHDW data. The findings are expected to contribute theoretically to the field of public administration and provide practical recommendations for local governments in formulating strategies to improve Human Development Cadre performance through appropriate incentive policies and sustainable training programs.
Literature Review
a. Incentives
Incentives are additional forms of compensation provided by organizations to employees to encourage the achievement of optimal performance (Salah, 2016). According to Riyanto et al., (2021) incentives function as motivators that enhance employee engagement in organizational tasks. Incentives may take financial or non-financial forms, such as cash bonuses, awards, or social recognition (Chandani et al., 2016). A well-designed incentive system not only considers work outcomes but also incorporates fairness, employee needs, seniority, and tenure to ensure that employees feel valued proportionally (Utomo, 2022).
Furthermore, Sihabudin (2019), emphasize that incentives contribute to creating a more productive work environment by recognizing individual achievements. Nugroho et al., (2023) add that incentive indicators include financial, non-material, and social rewards, all of which influence work motivation. By considering these factors, organizations can foster positive workplace relationships and improve both the volume and quality of employee output (Nnubia, 2020).
b. Training
Training is a systematic process aimed at improving employees’ knowledge, skills, and attitudes to enable them to perform their tasks effectively (Mamaqi, 2023). Appropriate training helps employees acquire the competencies necessary to meet job requirements. (Rivaldo & Nabella, 2023) state that training plays a vital role in enhancing efficiency, work quality, morale, and employee motivation. Various training methods such as on-the-job training, apprenticeships, lectures, and outdoor activities can be selected based on organizational needs and participant characteristics (Ozkeser, 2019).
In addition, Mubarok & Darmawan (2019), explain that the effectiveness of training depends on the quality of instructors, the relevance of materials, the methods used, and clearly defined objectives. Well-designed training programs improve employees’ adaptability to change and strengthen organizational capacity in achieving competitive advantage (Hanaysha, 2016). Thus, investment in training not only enhances individual skills but also reinforces overall organizational performance (Saputra et al., 2020).
c. Performance
Performance refers to the work outcomes achieved by employees in carrying out their tasks and responsibilities within a specific period (Barusman et al., 2024). In the public sector context, employee performance is a critical factor in achieving efficiency, effectiveness, and high-quality service delivery. Performance appraisal is used to evaluate employee loyalty, punctuality, quality, and quantity of completed work (Deussom et al., 2022). Through performance evaluation, organizations can identify employee strengths and weaknesses and develop strategies for performance improvement (Gautama So et al., 2018).
Rekawani et al., (2020) asserts that performance appraisal aims to assess human resource capacity, strengthen working relationships, and support career development. Bukit & Hapsara (2023), identify five key performance indicators—quality, quantity, timeliness, effectiveness, and independence. By applying these indicators, organizations can monitor employee performance outcomes and adjust human resource management policies to ensure the achievement of strategic objectives (Diamantidis & Chatzoglou, 2019).
Research Framework
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Methodology
This study employed a quantitative approach with a descriptive–associative method to examine the influence of incentive provision and training on the performance of Human Development Cadres in Teluk Pandan District in inputting data into the eHDW application. The independent variables (X) consisted of incentives (X₁) and training (X₂), while the dependent variable (Y) was Human Development performance. Data were measured using a five-point Likert scale. The research population comprised all 30 Human Development in Teluk Pandan District, and respondents were selected using purposive sampling, which allowed the inclusion of individuals considered capable of providing information relevant to the research objectives.
Primary data were collected through closed-ended questionnaires distributed online via Google Forms, whereas secondary data were obtained from documentation and official records related to Human Development profiles, training activities, and incentives provided. In addition, field observations were conducted to gain contextual insights into the actual implementation of Human Development duties. To ensure measurement accuracy, the instrument’s validity and reliability were tested in advance, using a corrected item-total correlation (r-count) greater than the critical r-table value (0.374) for validity and a Cronbach’s Alpha coefficient exceeding 0.60 for reliability.
Data analysis involved descriptive statistics to present the characteristics of respondents and research variables, followed by multiple linear regression analysis to test the partial and simultaneous effects of incentives and training on Human Development performance. Furthermore, the coefficient of determination (R²) was calculated to determine the proportion of variance in Human Development performance explained by the independent variables. All statistical analyses and hypothesis testing were performed using SPSS version 25 to ensure accuracy, rigor, and scientific accountability.
Result And Discussion 
Validity Test
The validity test aims to ensure that the questionnaire instrument employed in this study is truly reliable and appropriate for measuring the intended constructs. An item within the questionnaire is considered valid when the question accurately represents the attribute it is designed to assess. Moreover, the validity test serves to evaluate the authenticity of the primary data collected from 30 respondents through the administered questionnaire, as outlined by Ghozali (2013:53). If the calculated r-value exceeds the critical r-table value and is positive, the item is deemed valid, and the corresponding statement within the questionnaire can be accepted as a suitable measurement instrument.


Table 1. Variable Validity Test Results
	Statement Item
	r-table
	r-count
	Description

	Y.1
	0,893
	0,374
	Valid

	Y.2
	0,761
	0,374
	Valid

	Y.3
	0,685
	0,374
	Valid

	Y.4
	0,683
	0,374
	Valid

	Y.5
	0,801
	0,374
	Valid

	Y.6
	0,607
	0,374
	Valid

	Y.7
	0,731
	0,374
	Valid

	Y.8
	0,801
	0,374
	Valid

	Y.9
	0,716
	0,374
	Valid

	Y.10
	0,720
	0,374
	Valid

	X1.1
	0,879
	0,374
	Valid

	X1.2
	0,881
	0,374
	Valid

	X1.3
	0,481
	0,374
	Valid

	X1.4
	0,424
	0,374
	Valid

	X1.5
	0,514
	0,374
	Valid

	X1.6
	0,613
	0,374
	Valid

	X1.7
	0,761
	0,374
	Valid

	X1.8
	0,723
	0,374
	Valid

	X1.9
	0,801
	0,374
	Valid

	X1.10
	0,752
	0,374
	Valid

	X2.1
	0,821
	0,374
	Valid

	X2.2
	0,699
	0,374
	Valid

	X2.3
	0,673
	0,374
	Valid

	X2.4
	0,425
	0,374
	Valid

	X2.5
	0,580
	0,374
	Valid

	X2.6
	0,572
	0,374
	Valid

	X2.7
	0,760
	0,374
	Valid

	X2.8
	0,432
	0,374
	Valid

	X2.9
	0,523
	0,374
	Valid

	X2.10
	0,665
	0,374
	Valid


Source: Data Processed, 2024
	Based on the validity analysis presented in Table 1, the calculated r-values for the 30 questionnaire items ranged from 0.425 to 0.893. Since all r-values exceeded the r-table threshold of 0.374 (for n = 28 at a significance level of α = 0.05), it can be concluded that every item in the questionnaire is valid and accurately represents the variables being measured, making them appropriate for subsequent analyses. The validity test for the employee performance variable indicated Corrected Item Total Correlation values between 0.697 and 0.893, all of which were higher than the r-table value, confirming the validity of all performance-related items.
Similarly, the validity assessment for the incentive variable produced Corrected Item Total Correlation values ranging from 0.424 to 0.881, again surpassing the r-table criterion and demonstrating that all statements concerning incentives are both relevant and reliable. Furthermore, the validity test for the training variable revealed r-values between 0.432 and 0.821, also exceeding the critical r-table value of 0.374. These findings confirm that every item measuring the training variable meets the validity requirements. As noted by Amalia et al. (2022), comparing r-values to r-table thresholds is a standard procedure for evaluating instrument validity. Overall, these results demonstrate that all questionnaire items are effective tools for measuring respondents’ knowledge.


Reliability Test
An instrument is considered reliable if it consistently produces stable results when applied repeatedly to evaluate the same object. To assess the reliability level of a research instrument, one commonly used technique is Cronbach’s Alpha, which operates by dividing the questionnaire items into two or more groups to measure internal consistency. A summary of the reliability test results for each variable analyzed in this study is presented in Table 2.
[image: ]Based on the reliability test results presented in Table 2, a variable is considered reliable when its Cronbach’s Alpha value exceeds 0.60. The reliability test for the incentive instrument produced an Alpha value of 0.734, surpassing this threshold. Similarly, the training instrument achieved an Alpha value of 0.786, while the performance instrument recorded an Alpha value of 0.800.
These findings indicate that all items across the three variables in this study demonstrate an acceptable level of reliability. Therefore, the measurements related to incentives, training, and the performance of Human Development Cadres in Teluk Pandan District, Pesawaran Regency, can be regarded as consistent and dependable.
Hypothesis Testing
Test of Correlation Coefficient
The correlation coefficient is a statistical indicator used to describe both the strength and direction of the relationship between two variables. The results of the correlation analysis specifically, the coefficient between the incentive variable (X₁) and cadre performance (Y), between the training variable (X₂) and performance (Y), as well as the combined effect of X₁ and X₂ on Y are presented in Table 3.


Table 3. Correlation Coefficient Test Results
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The incentive variable (X₁) provided by the village government to Human Development Cadres cadres demonstrated a correlation coefficient (R) of 0.890, as presented in Table 4.5. This value indicates a very strong relationship between incentives (X₁) and Human Development Cadres performance (Y) in Tanjung Pandan District, Pesawaran Regency. Furthermore, the correlation coefficient (R) of 0.659 between the training variable (X₂) and Human Development Cadres performance (Y) in the same district suggests a strong and meaningful association between these two variables.
Test Determination Coefficient
	The degree to which independent variables explain the dependent variable is measured by the coefficient of determination. The R-square value, which ranges from 0 to 1, represents this measure. An R-square value approaching 1 indicates that the independent variables exert a substantial influence and provide significant information for predicting the dependent variable. Conversely, an R-square value close to 0 suggests that the independent variables contribute minimally to explaining or predicting variations in the dependent variable.
[image: ]
The multiple coefficient of determination (R²) based on the calculations yielded a value of 0.536. This indicates that the incentive variable (X₁) accounts for 50.2% of the variation in performance (Y), while the remaining 49.8% is influenced by other factors beyond the scope of this study. Furthermore, an R² value of 0.404 reveals that the training variable (X₂) contributes 40.4% to performance (Y), with the remaining 59.6% affected by unexamined variables. In addition, the multiple coefficient of determination (R²) of 0.639 demonstrates that the combined influence of incentives (X₁) and training (X₂) explains 63.9% of the KPM cadres’ performance in Tanjung Pandan, whereas the remaining 36.1% is attributable to other factors not included in this research.
Multiple Linear Regression Analysis
This study employs multiple linear regression analysis to examine the relationships among the variables. The primary objective of this analysis is to determine the direction of the relationship between the dependent and independent variables and to assess the strength of the associations among two or more variables. The general formula for multiple linear regression is presented as follows:
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β X1+ β X2 + e 
Y = 6.466+ 0,103+ 0,520 + e
The data analysis using SPSS 25 produced the following regression equation: Y = 6.466 + 0.103 X₁ + 0.520 X₂ + e. This equation illustrates the partial relationship between the independent and dependent variables. The constant (α) of 6.466 represents the baseline condition of performance (Y) when the incentive (X₁) and training (X₂) factors exert no influence. In other words, in the absence of the independent variables, performance would remain unchanged.
The β coefficient for X₁, valued at 0.103, indicates that incentives have a positive effect on the performance of Human Development Cadres in Teluk Pandan District regarding data entry in the eHDW application. This suggests that higher-quality incentives lead to improved cadre performance, whereas inadequate incentives tend to reduce performance, assuming no other external factors influence the outcome.
Similarly, the β coefficient for X₂, measured at 0.520, demonstrates that training also has a positive impact on the performance of Human Development Cadres in the same district. Regular and effective training enhances the cadres’ ability to input data accurately, whereas insufficient or ineffective training may result in lower performance levels, assuming other variables are not considered in the analysis. Overall, these multiple linear regression results confirm that both independent variables positively influence performance, with training exerting a more substantial and dominant effect compared to incentives.
Conclusion and Implication
Conclusion
Incentives have been shown to exert a positive and significant influence on the performance of Human Development Cadres in Teluk Pandan District during the data entry process in the eHDW application. Furthermore, training (X₂) also demonstrates a positive and significant effect on the performance of the cadres in the same region. When incentives and training are provided simultaneously, they jointly contribute positively and significantly to enhancing the cadres’ performance in entering data into the eHDW system. Among these two variables, incentives appear to have the most dominant impact on the cadres’ performance in carrying out data entry tasks.
Implication
		From a managerial perspective, the findings of this study provide valuable insights for policymakers and those responsible for managing the performance of non-civil servant cadres in Pesawaran Regency. These results can serve as a reference for developing more effective policies and strategies to enhance cadre performance.
Methodologically, this research underscores the importance of employing appropriate research methods and selecting precise and relevant indicators when evaluating the effectiveness of cadre performance in implementing the Electronic Human Development Worker (eHDW) system. This highlights that methodological rigor and proper indicator selection are critical for producing accurate and reliable evaluations.
As a recommendation, strengthening incentive programs for Human Development Cadres is essential to ensure their performance aligns with the expectations of local government, particularly the Pesawaran Regency Government. Additionally, regular annual training sessions for KPM should be considered to further build their capacity in carrying out assigned tasks. Future studies are encouraged to expand the range of factors examined and include additional variables that may influence the success of Human Development Cadres performance.
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‘Table 2. Reliability Test Results

Variable Croabact's Alpha Value Description
Tacentive 734 Reliable
Training 736 Reliable
Performance 300 Reliable
Soutce Data Processed 204
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Table 5. Regression Coefficient Test Results

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta Sig.
(Constant) 6.466 1.994 3243 003
Incentives 103 164 13 628 53
Training 520 173 545 3015 004

2. Dependent Variable: Performance of human development cadtes

Source: Data Processed, 2024
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