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The purpose of this study is to determine the effect 

of ability and work experience on employee 

performance at PT Petrokopindo Cipta Selaras. 

The population in this study were all employees 

of PT Petrokopindo Cipta Selaras, a total of 197 

employees. By using the slovin formula, the 

number of samples used in this study were 66 

respondents from 5 divisions. Sampling using 

probability sampling technique, using 

proportional random sampling method. The 

research method used in this study was interviews 

and questionnaires. Data analysis used Partial 

Least Square (PLS) with an ordinal measurement 

scale via a Likert scale. The research results show 

that; (ability has an impact on employee 

performance (2) experience has no impact on 

employee performance because the company's 

targets have been met but not followed by the 

results of good performance appraisal indicators 
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INTRODUCTION  
       The success of the company is not far from the role of human resources 
involved in it. Given the importance of human resources in the current global 
era, companies must improve the quality of human resources as one of their 
goals. Employees are expected to work better through improving the quality of 
human resources (Basyit et al., 2020). According to Olpia Ula (2022) performance 
is the result of work that can be achieved by a person or group of people in an 
organization, in order to achieve organizational goals. Performance can be seen 
as the level of achievement of organizational goals as well as the level of success. 
       The object in this research is PT. Petrokopindo Cipta Selaras Gresik which is 
a company engaged in the service sector as a provider of logistics facilities and 
other services with the motto "Logistics Facility Solutions". Based on the survey 
results in PT. Petrokopindo Cipta Selaras Gresik, which is being faced with the 
problem of employee performance appraisal results which tend to decline in the 
last 3 (three) years. The data is obtained from the results of employee 
performance appraisals which are carried out on a scheduled basis using the 
application. This is evidenced in 2020, employees who received an A (very good) 
score reached 75.37%, which means that this year the company still has 
employees who are performing well. In 2021, the company began to experience 
a decline in its A value (very good) down to 68.02%. then in 2022, employee 
performance again decreased, namely the value of A (very good) to 64.98%. A 
decrease in performance should not occur because it can impact losses on the 
company, for this reason the existing problems must be known. 
       Based on survey results at PT. Petrokopindo Cipta Selaras Gresik indicated 
that there were problems related to the work ability of the employees who were 
not in line with the company's expectations, namely employees who still lacked 
knowledge of computer operation and skills in their field of work which resulted 
in employees being passive. The lack of ability possessed by employees results 
in a decrease in employee performance at PT. Petrokopindo Cipta Selaras. Based 
on research conducted by Nanda Ernanto & Kustini (2022) The performance of 
employees in an organization is determined by their ability to work. There is no 
denying that the effectiveness of an organization depends on how well its 
employees do their jobs. 
       In addition to work ability, problems that affect employee performance at PT. 
Petrokopindo Cipta Selaras Gresik Another factor is work experience. it can be 
concluded that the work experience possessed by employees at PT. Petrokopindo 
Cipta Selaras Gresik is considered low because it is still dominated by employees 
with a working period of 1-4 years, namely 45.18%. Meanwhile, only 7.1% of 
employees who have worked for more than 20 years are considered senior in the 
company. The lack of work experience possessed by employees results in a lack 
of knowledge and skills in mastering work and equipment. According to 
Sudijono (in Halimah & Sudigdo, 2022) work experience is seniority or "length of 
service" or tenure is a period of how long an employee contributes to the 
company. the longer someone does the job, the more experience the employee 
will have (Umiarti et al, 2022). 
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       Based on the problems above, the purpose of this study is to determine the 
effect of work ability and work experience on employee performance at PT. 
Petrokopindo Cipta Selaras Gresik. 

 
LITERATURE REVIEW 
Work Ability 
       Work ability basically affe lcts thel work relsults achielveld by individuals in the l 
company. This is inte lndeld so that thel physical and psychological conditions can 
support and be l relprelselnte ld in a working capacity that include ls various 
potelntials including tale lnts and othelr potelntials (Wulandari, 2019). According to 
Irawan (in Lubis e lt al., 2022)Ability is a pelrson's ability to do his job. The l grelatelr 
thel elmployelel's position in the l company, thel highelr thelir brain capacity than thelir 
physical ability. 
       According to Raharjo (in Jayanti & De lwi, 2021) indicators of work ability 
includel: 1) Knowleldgel; 2) Training, 3) Skills, 4) Ability to work 
Work Experience 
       According to Jumawan (2021) Thel type l of work a pe lrson has done l can bel 
deltelrmineld by his work history and this can be l a good opportunity for a pe lrson 
to improvel his job. The lrel arel two typels of work elxpelrielnce l, name lly direlct 
elxpelrielncel and indire lct e lxpelrielncel. According to Siagian (in Hadi & Kadarni, 
2018) Direlct e lxpe lrielncel is elxpelrielncel gaine ld by some lonel who has workeld in an 
organization and theln belcausel of some lthing is relquireld to lelavel or movel to 
anothelr organization. Melanwhilel, indire lct e lxpelrielncel is thel elxpe lrie lncel gaineld 
wheln somelonel only knows e lvelnts in an organization, but is not a me lmbelr of that 
organization. 
       According to Foostelr (in Hadi & Kadarni, 2018) indicators of work e lxpelrielncel 
includel: 1) Working pelriod, 2) Mastelry of work and e lquipmelnt, 3) Re lady to facel 
proble lms 
Employee Performance 
       Elmployelel pelrformancel melasure ls how succe lssful a company is in 
implelmelnting an initiativel or policy plan to re lalizel thel company's goals, 
objelctive ls and vision se lt through stratelgic planning. According to Se ltyadi e lt al., 
(2022) pelrformance l is thel relsult achielveld by elmployelels, both quality and quality, 
aftelr complelting thelir obligations and re lsponsibilitiels within a ce lrtain pe lriod of 
timel. Melanwhile l, according to Kasmir (in Elka Wijaya & Fauji, 2021) Pe lrformance l 
is thel relsult of work and activitie ls that are l complelteld by comple lting assigne ld 
tasks and re lsponsibilitie ls within a celrtain time l. 
       According to Robbins (in Akbar, 2018)elmployelel pelrformance l indicators arel 
as follows: 1) Quality of work, 2) Quantity, 3) Time llinelss 
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METHODOLOGY 
This relselarch me lthod use ls quantitativel melthods. Thel population in this study 

welrel all elmploye lels of PT Peltrokopindo Cipta Se llaras totaling 197 e lmployelels and 
consisting of 5 divisions name lly thel intelrnal audit division, thel logistics facilitie ls 
division, the l projelct and de lvellopmelnt division, thel financel and procurelmelnt 
division, and the l HR, Gelnelral and K3 division. This study use ls the l slovin formula 
in deltelrmining the l numbelr of sample ls. This study also use ld a probability 
sampling te lchnique l using the l proportional random sampling me lthod. It was 
obtaineld as many as 66 e lmployelels with divisional divisions, including 1 
relspondelnt from thel intelrnal audit division, 33 relspondelnts from the l logistics 
facilitiels division, 9 re lsponde lnts from the l projelct and de lvellopme lnt division, 10 
relspondelnts from finance l and procure lme lnt division, as we lll as 13 relspondelnts 
from thel HR, gelne lral and K3 divisions. Variable l melasure lmelnts in this study use ld 
an ordinal me lasure lmelnt scalel through a Like lrt scale l with data scale l on 
melasure lmelnts starting from numbe lrs 1 to 5. De ltelrmining data colle lction 
telchniquels using inte lrvielws and quelstionnairels by distributing que lstionnaire ls 
containing statelmelnts or quelstions direlctly to relspondelnts. The l data analysis 
telchniquel in this study was Partial Le last Squarel (PLS). 

 
RESULT 

Baseld on thel quelstionnaire l distributeld by thel relselarche lr, data on thel 
characte lristics of the l relspondelnts in this study we lrel obtaineld which consiste ld of 
division, agel, gelnde lr, elducation, and yelars of se lrvice l. Thel relsults state ld that 50% 
of thel 66 relsponde lnts welrel dominateld by elmployelels ageld beltwe leln 31-40 yelars, 
thelrel welrel 41 elmployelels with a pelrcelntage l of 62.1% who welrel male l relspondelnts, 
thelrel welrel e lmployelels with high school/vocational high school 
graduatels/elquivale lnt namelly as many as 45 e lmployelels with a pe lrcelntagel of 
68.2%, and thel numbelr of relspondelnts with a working pelriod of 1-4 yelars is still 
high, namelly 43.9%. 

 
Table 1. Outer Loadings (Mean, STDEV, T-Values) 

 
Original 
Sample 

(O) 

Sample 
Means 

(M) 

Standard 
Deviation 
(STDEV) 

Standard 
Error 

(STERR) 

T Statistics 
(|O/STERR|) 

X1.1 <- 
Workability 

0.907340 0.923988 0.026438 0.026438 34.319186 

X1.2 <- 
Workability 

0.917579 0.916747 0.018874 0.018874 48.615303 

X1.3 <- 
Workability 

0.912911 0.911620 0.016649 0.016649 54.832239 

X1.4 <- 
Workability 

0.868871 0.867817 0.025015 0.025015 34.733341 
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X2.1 <- Work 
Experience 

0.766351 0.495749 0.409016 0.409016 1.873646 

X2.2 <- Work 
Experience 

0.622260 0.404691 0.381852 0.381852 1.629583 

X2.3 <- Work 
Experience 

-0.249555 
-

0.089298 
0.563468 0.563468 0.442891 

Y1 <- 
Employee 

Performance 
0.800859 0.651064 0.388144 0.388144 2.063302 

Y2 <- 
Employee 

Performance 
0.404726 0.355193 0.340024 0.340024 1.190290 

Y3 <- 
Employee 

Performance 
0.804970 0.595580 0.382626 0.382626 2.103805 

Source: Processed Data Results 
 

       Baseld on the l outelr loading table l abovel, all re lflelctivel indicators on thel work 
ability and work e lxpelrielncel variablels as we lll as elmployelel pelrformance l variablels, 
show factor loading (original sample l) gre latelr than 0.50 and or significant (T-
statistic value l is more l than Z value l α = 0.05 (5%) = 1.96 ), thus the l elstimation 
relsults of all indicators me lelt Convelrgelnt validity or good validity. 

Table 2. Average Variance Extracted (AVE) 

 AVEl 

Work ability 0.800994 

Work elxpelrielncel 0.345593 

Elmployelel pelrformancel 0.584385 

Source: Processed Data Results 
 

AVEl telst re lsults for the l Work Ability variable l of 0.800994 and E lmployelel 
Pelrformance l of 0.584385, the l two variable ls show a value l gre late lr than 0.5, while l 
thel Work Elxpelrielncel variablel of 0.345593 indicate ls a valuel lelss than 0.5 so ovelrall 
thel variablels in the l study this can be l said to havel good validity elxcelpt for thel 
Work Elxpelrielnce l variablel. 
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Table 3. Composite Reliability 

 Compositel Relliability 

Work ability 0.923498 

Work elxpelrielncel 0.397909 

Elmployelel pelrformancel 0.723243 

Source: Processed Data Results 
 
Thel relsults of the l Composite l Relliability te lst show that the l Work 

Elxpelrielncel variable l is 0.397909, shows a Composite l Relliability value l bellow 0.70 
so that it can bel said that thel variablels in this study arel lelss re lliable l. Thel relsults 
of thel Compositel Relliability te lst show that the l Work Ability variable l is 0.923498 
and thel elmploye lel pelrformance l variablel is 0.723243 thelsel variablels show 
Composite l Relliability value ls abovel 0.70 so that it can be l said that the lsel variablels 
in this study are l relliablel. 

Table 4. R-Square 
 R Squarel 

Work ability  

Work elxpelrielncel  

Elmployelel pelrformancel 0.42988 

Source: Processed Data Results 
 
Thel value l of R2 = 0.42988 It can bel intelrprelteld that thel modell is ablel to 

elxplain thel phe lnomelnon of Elmployele l Pelrformance l which is influe lnceld by 
indelpelndelnt variable ls including Work Ability, Work E lxpelrielncel variance l of 
42.98%. Whilel the l relmaining 57.02% is e lxplaine ld by othe lr variablels outsidel of 
this study (othe lr than work ability, work e lxpelrielncel). 

Table 5. Path Coefficients (Mean, STDEV T-Values) 

 
Original 
Samplel 

(O) 

Samplel 
Melans 

(M) 

Standard 
Delviation 
(STDElV) 

Standard 
Elrror 

(STElRR) 

T Statistics 
(|O/STElRR|) 

P-
Valuel 

Workability -
> Elmployelel 
Pelrformancel 

0.584428 0.590710 0.099470 5.875394 5.875394 

 
0.001 

Work 
Elxpelrielncel -
> Elmployelel 
Pelrformancel 

0.216040 0.239211 0.160383 0.160383 1.347022 

 
0.164 

Source: Processed Data Results 
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Baseld on table 5 above, it can be concluded that the hypothesis states that: 
1. Work ability has a positive elffect on employee performance is acceptable, with 
a path coefficient of 0.584428, and a T-statistic value of 5.875394 greater than thel 
value of Z α = 0.05 (5%) = 1.96, then it is significant 
2. Work experience has a positive effect on employee performance which is 
acceptable, with a path coefficient of 0.216040, and a T-statistic value of 1.347022 
which is smaller than the Z value α = 0.05 (5%) = 1.96, so it is not significant 
Thel results of this study can be described by the PLS measurement model as 
follows : 

 
Figure 1. The PLS Measurement Model 

Source: Processed Data Results, Output Smart PLS 
 

DISCUSSION 
Effect of Work Ability on Employee Performance 

Baseld on the l relsults of data proce lssing, it shows that the l variablel work 
ability (X1) has an influe lncel on e lmploye lel pelrformance l. Thelsel re lsults are l in linel 
with re lselarch DMC Budi Damayanti and Trinasari (2020) who say that Capability 
has a kely rolel in se lparating high achie lving elmployelels from low pe lrforming onels. 
To improvel pelrformance l, elvelry company ne lelds to pay attelntion to onel's work 
talelnt. This re lse larch is also in line l with re lselarch conducte ld by Suge lng 
Melgawardana, Chamariyah, and Subijanto (2020) and Komang Nonik Jayanti 
and Komang Trisna Sari De lwi (2021) showing how work compe ltelncel 
significantly influe lncels elmployelel succelss. The lrelforel, it can bel claime ld that this 
relselarch supports prelvious re lselarch. 

Thel relsults of this study can e lxplain thel proble lms that occur at PT. 
Peltrokopindo Cipta Se llaras whelrel This can bel seleln from elmploye lels who still lack 
knowleldgel of compute lr opelration and skills in the lir fielld of work. This is be lcause l 
elmployelels who lack the l ability to maste lr thel fielld of work. The l low work ability 
of thelsel elmployelels causels elmployelel pelrformance l to also de lcrelase l. 

Thel delscription of work ability can be l drawn a conclusion that the l selcond 
indicator, name lly training, has a highelr valuel than thel othelr indicators of 0.917. 
Thel elxiste lncel of training can incre lasel thel ability to compleltel work, this me lans 
that an elmployele l has morel abilitiels if give ln training in accordance l with thel fielld 
of work by the l company. Wheln an e lmployelel has thel ability, the l relsulting 



Hartanti, Kustini 

638 
 

pelrformance l will also incre lasel.ability can he llp elmployelels improvel pelrformance l, 
to improvel pelrformance l elmployelels have l thel pelrcelption that abilitie ls can be l 
improveld by training in accordance l with the l fielld of work. 
Effect of Work Experience on Employee Performance 

Baseld on the l relsults of data proce lssing, it shows that the l work e lxpelrielncel 
variablel (X2) has no e lffelct on e lmployelel pelrformance l at PT. Pe ltrokopindo Cipta 
Sellaras. The lsel re lsults arel not in line l with re lselarch by Elka Mille lnia, e lt al (2022) 
which state ls that e lmployelels will have l grelatelr e lxpelrielncel thel longelr thely work 
thelrel. Conve lrselly, e lmployelels will gain le lss work e lxpelrielncel if thel telnurel is 
shortelr. Thel relsults of this study are l also not in line l with thel relse larch of Komang 
Nonik Jayanti and Komang Trisna Sari De lwi (2021) andOlpia Ulan DG, and 
Anitha P. Tinambunan (2022) which shows that work elxpelrielnce l has a significant 
elffelct on thel pe lrformance l of e lmployele ls of PT. Saka Agung Abadi, Singaraja 
Branch. This shows that this study doe ls not support prelvious relselarch. 

Baseld on the l facts on the l ground, thel elxpelrielncel of e lmploye lels at PT. 
Peltrokopindo Cipta Se llaras doels not affe lct pe lrformance l belcause l seleln from thel 
initial re lcruitme lnt qualifications the l company doels not de lmand e lxpelrielncel as a 
condition, this me lans that as company e lmploye lels thely are l not relquireld to havel 
work elxpelrielnce l belcausel thel relsponde lnts in this study are l intelrnal company 
elmployelels who have l good pelrformance l. Pelrformance l in telrms of quantity at PT. 
Peltrokopindo Cipta Se llaras has beleln good, as can be l seleln from the l company's 
targelts that have l beleln melt but not followe ld by good pe lrformance l elvaluation 
relsults with innovativel indicators, initiativels, and othelrs. 
 
CONCLUSION AND RECOMMENDATION 

Based on the test results, it is concluded that ability has an impact on 
employee performance and work experience does not have an impact on employee 
performance because the company's targets have been met but not followed by the 
results of good performance appraisal indicators. 

There is a suggestion from the researcher that the company should further 
improve the ability of its employees through the provision of training in 
accordance with the field of work of each employee so that the abilities possessed 
by the employees are getting better. 
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