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Abstract: This research focuses on strategies for developing technical competencies and managerial competencies with the problem of 

how to develop strategies for technical competencies and strategies for developing managerial competencies. The research design was 

designed using a qualitative approach with data collection methods through observation, focus group discussions, interviews and 

documentation, with data analysis using the Framework Analysis method. The research results found that the strategy for developing 

technical competence was carried out through two methods, namely through education and training and through work experience. 

Education and training is carried out in the form of academic education at universities, and formal training in the form of: Tax 

Inspection Training, Technical Training for Land and Building Tax Management and Fees for Acquisition of Land and Building 

Rights, Basic Level Urban and Rural Land and Building Tax Appraiser Training, Training Exploring the Potential of Regional Taxes 

and Regional Levies, Regional Finance Courses, Technical Guidance on PBB Input; and TOT Regional Financial Management. 

Meanwhile, work experience is carried out in the form of comparative studies and assignments outside the field of work. The 

managerial competency development strategy is carried out through two methods, namely through education and training and through 

work experience. Education and training is carried out in the form of formal training consisting of: National Leadership Training 

(PKN) II, Administrator Leadership Training (PKA), Supervisory Leadership Training (PKP). Meanwhile, through experience, this is 

carried out in the form of job rotation in the form of job promotions and job transfers. The researcher suggests that future researchers 

add strategies for developing socio - cultural competence in other agencies or organizations. For Widyaiswara to develop a competency 

- based training program related to the findings of this research, as well as for the Kendari City government to program priority types of 

technical competency training for employees who do not yet have technical competency so that the need for technically competent 

employees can be met. It is also recommended to develop other on - the - job training such as coaching and mentoring, as well as 

independent training in the form of knowledge sharing in the workplace, as well as other technical training that really supports 

regional revenue performance such as training for tax bailiffs and billing systems taxes and user charges.  
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1. Introduction 
 

The division of human resource competencies into three 

categories is based on the assumption that managerial 

competence, technical competence and socio - cultural 

competence are factors that determine a person's success in 

their work. Managerial competence is necessary for 

someone's success in a managerial position. Technical 

competence is necessary for a person's success in jobs that 

require specific technical skills and knowledge. Socio - 

cultural competence is necessary for a person's success in 

interacting with other people from various backgrounds 

(Hasibuan and Malayu, 2005).  

 

Based on BPS data (2022), the realization of regional tax 

revenues comes from hotel and restaurant taxes, 

entertainment taxes, advertising taxes, street lighting taxes, 

parking taxes, groundwater taxes, non - metallic mineral and 

rock taxes, rural and urban land and building taxes., and 

others in the 2022 fiscal year only achieved 65.98% of the 

set target. This data indicates that the performance of 

regional tax management is still the biggest problem faced 

by the City Government. The results of research by experts 

state that performance is determined by employee 

competence. The higher the employee's competence, the 

higher the performance (Priasmara, 2018; Johnny, 2020).  

 

Research focus 

The focus of the study of this paper is:  

1) Strategy for developing employee technical competence;  

2) Strategy for developing employee managerial 

competence.  

 

Formulation of the problem 

The problems of this research are as follows:  

1) What is the strategy for developing employee technical 

competence;  

2) What is the strategy for developing employee managerial 

competence;  

 

Research purposes 

The objectives of this research are as follows:  

1) To find out strategies for developing employee technical 

competence;  

2) To find out strategies for developing employee 

managerial competence.  

 

Benefits of research 

1) Theoretical Benefits 

a) Develop theories about strategies for increasing 

technical competence and managerial competence.  

b) Adding research references on strategies for 

increasing technical competence and managerial 

competence.  

2) Practical benefits 

a) Improving the performance of regional revenue 

bodies.  

b) Increase local original income.  

3) For trainer.  
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The research results can be used in preparing and 

implementing training and development programs for 

regional revenue agency employees.  

 

2. Literature Review 
 

Government Regulation Number 11 of 2017 article 55 states 

that a person who occupies a position within the government 

must have Technical Competency, Managerial Competency 

and Socio - Cultural Competency. Technical Competency is 

measured from the level and specialization of education, 

functional technical training, and technical work experience. 

Managerial Competency is measured by level of education, 

structural or management training, and leadership 

experience. This research only takes two categories of 

human resource competencies, namely aspects of technical 

competency development and managerial competency 

development.  

 

Development of TechnicalCompetency 

Technical competency is a set of knowledge, skills and 

attitudes that can be learned and developed (Boyatzis, 1982; 

Spencer, 1993). Technical competency is a set of 

knowledge, skills and attitudes needed to carry out certain 

tasks in a field or profession. Technical competency includes 

a deep understanding of relevant concepts, methods, tools, 

or technologies in a field. To achieve optimal organizational 

performance, organizations must have competent and 

committed human resources. This theory emphasizes the 

importance of human resource quality and provides the view 

that humans are an important resource for organizations 

(Spencer, 1993).  

 

Technical competency relates to an individual's ability to 

carry out specific tasks related to their job. This technical 

competency includes the skills, knowledge, and experience 

needed to perform job tasks effectively and efficiently 

(Lombardo &Eichinger, 2000).  

 

Technical competency can be defined as a specific set of 

skills and knowledge related to a particular job or 

profession. Technical competency indicators are the specific 

skills and knowledge required to perform a specific task or 

job. These indicators include practical skills, technical 

knowledge, and the ability to solve specific problems related 

to the work performed. According to Noe (2016), technical 

competency indicators can be grouped into two categories, 

namely functional knowledge and technical skills. 

Functional knowledge includes knowledge of the products, 

services, and industry in which the job is performed, while 

technical skills include the ability to use equipment, 

technology, and work methods specific to the job. These two 

types of competency indicators must be possessed by 

employees who work in technical or functional fields that 

require certain technical skills.  

 

Development of Managerial Competency  

Managerial competency can be defined as the effectiveness 

and efficiency of a set of skills, knowledge and attitudes 

required to lead and manage resources in an organization. 

Mathis and Jackson (2010), managerial competence includes 

the ability to plan, organize, direct, coordinate and control 

work in an organization. Apart from that, managerial 

competence also includes the ability to communicate, 

collaborate with a team, solve problems and think critically.  

Managerial competency is the knowledge, skills and 

attitudes needed to lead and/or manage organizational units 

(Center for Human Resources Training and Development, 

2008). Managerial knowledge relates to knowledge of 

management concepts, principles and theories. Managerial 

skills relate to the ability to apply management knowledge in 

practice. Managerial attitudes relate to the behavior or 

perspective needed to lead and manage other people.  

 

Form a HR Competency Development Strategy 

Dessler (2019) suggests that managerial competency 

development strategies can be grouped into two, namely 

increasing education and training, and work experience. 

Stone et al, (2017) suggest that competency development 

strategies can be carried out through various forms of 

training, such as:  

1) Formal training is training organized by professional 

training institutions. Formal training usually has a 

structured curriculum and materials. Formal training can 

provide in - depth managerial knowledge and skills.  

2) Informal training is training organized by the agency or 

organization itself. Informal training usually has a 

curriculum and material that is tailored to the needs of 

the agency or organization. Informal training can provide 

employees with the opportunity to learn from the 

experiences of others.  

3) On - the - job training is training carried out in the 

workplace. On - the - job training is usually conducted by 

a supervisor or mentor. On - the - job training can 

provide employees with the opportunity to learn directly 

from their work.  

 

Work experience is a managerial competency development 

strategy that cannot be ignored. Work experience can 

provide employees with the opportunity to learn directly 

from their work. Work experience can be gained through 

various means, such as job rotation, special assignments, and 

projects. Position rotation is the assignment of employees to 

different positions within a certain period of time. Job 

rotation can provide employees with the opportunity to learn 

various managerial skills. Special assignments are 

assignments of employees to work on certain tasks or 

projects. Special assignments can provide employees with 

the opportunity to learn specific managerial skills (Noe, 

2016). 

  

3. Methods 
 

The location of this research was carried out at the Kendari 

City Regional Revenue Agency Office with the 

consideration that this location was related to the problems 

and objectives of the proposed research. This research was 

carried out using a qualitative approach, namely an approach 

to understanding complex phenomena by using qualitative 

data to understand the phenomenon being studied. The 

presence of researchers is the main instrument in this 

research. This research data includes information about 

employees' technical and managerial competencies, which 

were obtained through various channels, including:  

1) Formal education and training;  

2) "On - the - Job Training" (OJT) training;  
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3) Informal and Non - Formal Training.  

 

The data collection method applied in this research is as 

follows:  

1) Observation, namely data collection techniques by 

directly observing research objects or subjects.  

2) FGD (Focus Group Discussion), namely a method of 

collecting qualitative data by conducting focus group 

discussions.  

3) Interviews are data collection techniques by asking 

questions directly to respondents.  

4) Documentation is a data collection technique by 

collecting documents related to the object or subject of 

research.  

 

The method for checking the validity of the data in this 

research is by triangulation. This triangulation includes data 

triangulation (collecting data from several different sources), 

method triangulation (using several data collection 

methods), or researcher triangulation (involving several 

researchers in data analysis).  

 

Research data analysis was carried out using the Framework 

Analysis method, namely a qualitative data analysis method 

used to evaluate data based on a predetermined framework. 

With this approach, researchers can interpret data and relate 

it to appropriate literature more simply.  

 

4. Results and Discussions 
 

Technical Competency Development Strategy 

The results of his observations showed that there were 89 

employees of the Kendari City Regional Revenue Agency, 

while 41 people had taken part in technical competency 

development with details as presented in Table 1.  

 

Table 1: Technical Competency Development Strategy 

 
Source: Secondary Data, 2023 

 

Based on Table 1, it shows that there are two strategies for 

developing employee technical competence, namely through 

education and training strategies, as well as work experience 

strategies. Overall, 89 employees of the Kendari City 

Regional Revenue Agency have formal education ranging 

from secondary to tertiary education. There are 59 

employees with bachelor's level (S1) education, 18 people 

with master's degree (S2/) level of education, 2 people with 

Diploma IV, and the remaining 5 people are Diploma III and 

high school graduates each.  

 

There are 21 employees who have formal training in the 

field of tax services. This formal training is organized by 

various government training institutions and through 

collaboration with universities and the private sector with 

duration varying between 2 days to 5 working days which is 

carried out at the training site or held online.  

 

1) Tax Audit Training 

Tax audit training is training that aims to improve employee 

competency in carrying out regional tax audits by equipping 

participants to be able to carry out regional tax audits and 

ensuring that taxpayers can fulfill their tax obligations 

correctly and completely. This training was attended by 12 

employees. Organized by the Institute for Economic and 

Social Research, Faculty of Economics and Business, 

University of Indonesia (LPEM - FEB UI) in collaboration 

with the Directorate General of Financial Balance, Ministry 

of Finance of the Republic of Indonesia. This training was 

carried out for 5 days or 26 lesson hours (JP).  

 

To meet the competency needs of regional tax inspectors, 15 

employees are needed. Currently, there are only 12 tax 

inspectors available, so to fill the shortage of competent tax 

audit employees, 3 employees are still needed. The results of 

the interview with informant "H" stated that "This training 

was very useful for improving my knowledge and skills in 

carrying out regional tax audits" and was declared valid. 

Based on thematic analysis, a theme identified that emerged 

from this research was regional tax audit competence. 

Another theme that emerged It was identified from the 

results of the FGD implementation that employees who are 

competent as regional tax auditors are really needed because 

they increase the performance of regional tax revenues. It 

can be concluded that tax audit training forms regional tax 

audit competencies. Employees who are competent as 

regional tax auditors are really needed because they increase 

the performance of regional tax revenues.  

 

2) Technical Training on Land and Building Tax 

Management and Land and Building Acquisition 

Fees 

Technical Training on Land and Building Tax Management 

and Land and Building Rights Acquisition Fees is training 

aimed at providing knowledge and skills to local 

government employees in managing Land and Building 

Taxes and Land and Building Rights Acquisition Fees. This 

training is very important for Rural and Urban Land and 

Building Tax officers to master the conditions of the field 

where they are assigned, including the number of buildings 

which are related to the number of residents who live and 

have their own houses or contracts. The observation results 

show that there are 2 employees who are competent in this 

field. It was Organized by Gajah Mada University for 2 days 

face to face at the training site. This training was also held 

by the STAN State Accounting College which is one of the 

Education and Training Centers under the Financial 

Education and Training Agency for 5 days online. This 

training is really needed for 6 people. Meanwhile, there are 

only 2 employees currently available so we still need 4 

employees.  

 

The results of the interview with informant "N" stated that 

"This training is very important to master because it is 

closely related to the work currently being done to update 

PBB data." After triangulation, it was declared valid.  

 

The results of the thematic analysis identified a theme that 

emerged from this research, namely increasing competency 

in Land and Building Tax Management and Land and 

Building Rights Acquisition Fees. It was concluded that 
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technical training in the management of Land and Building 

Tax Management and Acquisition Fees for Land and 

Building Rights can improve management competence in 

the Management of Land and Building Tax and Acquisition 

Fees for Land and Building Rights.  

 

3) Training for Rural and Urban Land and Building 

Tax Appraisers at Basic Level 

Basic Level Rural and Urban Land and Building Tax 

Appraisal Training is training that equips participants with 

basic knowledge and skills in carrying out property 

appraisals for the purposes of determining the sales value of 

tax objects which will be used as the basis for imposing 

Rural and Urban Land and Building Tax. This training is 

needed to know how much land and building tax should be 

calculated and should be paid for each house, including 

calculating the value of land and building acquisition duties. 

This training is really needed with a total requirement of 6 

people but only 2 people are available. This training was 

organized by the State Financial Polytechnic, College of 

Accountancy, Financial Education and Training Agency, 

Ministry of Finance of the Republic of Indonesia for 5 days, 

which is equivalent to 49 JP.  

 

An interview with informant "IW" stated that "As the Head 

of UPTB for Rural and Urban Land and Building Tax, 

Nambo District, I was greatly helped by this training 

because it was able to improve my ability to assess Rural 

and Urban Land and Building Tax. " The results of the 

thematic analysis identified a theme that emerged from this 

research, namely establishing technical competence in 

assessing rural and urban land and building taxes. Another 

theme that emerged was that competent tax assessor 

employees were needed because they were able to assess the 

sales value of tax objects. It is concluded that technical 

training for Rural and Urban Land and Building Tax 

Assessors forms the competency of Rural and Urban Land 

and Building Tax Assessors which is very much needed, 

especially in assessing the sales value of tax objects which is 

in carrying out property appraisals for the purposes of 

determining the Sales Value of Tax Objects so as to improve 

target achievement performance. regional income.  

 

4) Training on Exploring Potential Regional Taxes 

and Regional Levies 

Training on Exploring Potential Regional Taxes and 

Regional Levies is training aimed at providing participants 

with adequate skills and knowledge in exploring potential 

regional taxes and regional levies. Training and training to 

explore this potential is very necessary because every time a 

city progresses, the potential for taxes and levies will also 

increase. Because of this, we need people who know the 

calculations and explore existing potential. There is 1 

employee who takes technical guidance on exploring 

regional tax potential. This training was organized by the 

Institute for Economic and Social Research, Faculty of 

Economics and Business, University of Indonesia (LPEM - 

FEB UI) in collaboration with the Directorate General of 

Financial Balance, Ministry of Finance of the Republic of 

Indonesia. With a duration of 5 days which is done online. 

The results of the interview with Informant "F" also 

explained that "the materials received in the training were 

very significant in providing the knowledge and skills 

needed to carry out the Exploration of Potential Regional 

Taxes and Regional Retributions in Kendari City".  

 

The results of the thematic analysis identified a theme that 

emerged from this research, namely increasing technical 

competence in Exploring the Potential of Regional Taxes 

and Regional Retributions. It was concluded that technical 

training in Exploring the Potential of Regional Taxes and 

Regional Retributions formed the technical competency of 

Exploring the Potential of Regional Taxes and Regional 

Retributions. It could increase the exploration of potential 

regional taxes and regional levies.  

 

5) PBB Input Technical Guidance 

PBB Inputting Technical Guidance is training that provides 

participants with an overview of Land and Building Tax 

(PBB), especially regarding how to input PBB into the PBB 

Information System. SIPB is used by local governments to 

manage PBB administration, starting from collecting data on 

PBB objects, determining the value of PBB tax objects, to 

collecting PBB. This competency is really needed with the 

number of employees needed as many as 6 people for 

operators and admin, but currently only 1 person is 

available. The results of the interview with informant "Y" 

stated that "I am currently carrying out PBB inputting 

work". This data was declared valid and the results of the 

thematic analysis identified a theme that emerged from this 

research, namely increasing the technical competence of 

PBB input. It was concluded that technical guidance on PBB 

inputting can improve PBB inputting competency.  

 

6) Regional Finance Course 

The Regional Finance Course is training designed to 

improve the competency of human resources involved in 

managing regional finances. This course is really needed for 

the benefit of good financial management for financial 

management of regional taxes and levies. This course really 

needs 6 people but only 1 person is available so 5 more 

people are needed. The training implementation method is 

carried out face to face, discussions, report preparation and 

individual presentations. The regional finance course is 

organized by the Center for Regional Financial and 

Economic Development, Faculty of Economics, Hasanuddin 

University in collaboration with the Ministry of Finance of 

the Republic of Indonesia which is supported by the 

Ministry of Home Affairs of the Republic of Indonesia for 3 

(three) months.  

 

The results of the interview with informant "F" stated that 

"When I took part in the training, what I learned was how to 

make accounting - based reports, related to main duties and 

functions, hotel tax bills, how to record hotel realization 

reporting results with hotel receivables, as well as parking 

bookkeeping calculations and other taxes, so that it makes it 

easier to read the report and can find out whether the 

taxpayer has reported their taxes correctly or not. " The 

results of data triangulation were declared valid and the 

results of thematic analysis identified a theme that emerged 

from this research, namely increasing regional financial 

technical competence. It was concluded that regional finance 

courses can improve regional financial management 

competence.  
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7) TOT Regional Financial Management.  

TOT Regional Financial Management is training held to 

improve the competency of employees involved in regional 

financial management. This TOT is very necessary in an 

effort to create reliable financial management both within 

Bapenda and the financial management of tax payers so as to 

create good and correct financial management. The number 

of employees who have this competency is 6 people. The 

results of observations made during the research found that 

there was 1 (one) person who had taken part in this 

competency development training.  

 

The results of the interview with informant "S" explained 

that "I currently hold the position of Financial Treasurer at 

the Regional Revenue Agency Office based on the 

consideration that I have taken part in the Regional Financial 

Management TOT. " The results of data triangulation were 

declared valid. The results of the thematic analysis identified 

a theme that emerged from this research, namely increasing 

TOT technical competence in Regional Financial 

Management. It was concluded that TOT Regional Financial 

Management can improve regional financial management 

competence.  

 

8) Comparative Study 

Comparative studies are one way to develop employee 

competency which aims to learn new work processes, 

products or services related to local tax management. 

Comparative studies are carried out by comparing what has 

been done with what other regions are doing that are more 

advanced and have greater income with regional conditions 

that are almost the same both in terms of population, area 

and city progress. A copy study is to imitate how to manage 

income with techniques that have not been done before, such 

as how to deal with taxpayers, how to make advertisements 

(billboards) for taxpayers and put up billboards so that they 

look beautiful and can be adjusted to spatial conditions.  

 

A comparative study is looking at other regions by 

comparing what the Kendari City Bapenda has done with 

what other regions have done. Every employee of the 

Kendari City Regional Revenue Agency needs to carry out 

comparative studies in other areas. Informant "F" stated that 

"I have conducted a comparative study on PAD Governance 

related to regional taxes and levies in Semarang and a 

replica study on regional financial governance, innovation 

and financial system integration in Boyolali. " The results of 

the data triangulation were declared valid. The results of the 

thematic analysis show that the themes found in this 

research are comparative studies. It was concluded that 

improving employee technical competence can be done 

through comparative studies.  

 

9) Special Assignments 

Special assignments are assignments given to civil servants 

to carry out certain tasks that are not included in their 

routine duties. Special assignments are carried out to 

improve organizational performance, develop employee 

competencies, handle certain problems, and meet 

organizational needs. Special assignments can be carried out 

within one government agency, between government 

agencies, or between government agencies and other 

agencies.  

The results of the interview with informant "ES" explained 

that "I was previously the Head of the Determination and 

Objections Sub Division for Region I, then I was transferred 

to the functional position of policy analyst. However, 

currently, I am assigned as an official who determines 

regional taxes which is not in accordance with the duties of 

my position as policy analyst”. The results of data 

triangulation were declared valid.  

 

The results of the analysis using thematic tests on the 

information submitted by the informants, the theme that 

emerged was special assignments, namely assignments 

given to civil servants to carry out certain tasks that were not 

included in their routine duties. It was concluded that special 

assignments occurred because of the technical competence 

they possessed.  

 

Managerial Competency Development Strategy 

Managerial Competency is knowledge, skills, and 

attitudes/behavior that can be observed, measured, 

developed to lead, and/or manage organizational units 

(Permenpan RB Number 53 of 2020). The results of 

interviews with informants revealed that the strategy for 

developing employee managerial competence was carried 

out through two methods, namely education and training and 

work experience. The following describes the formal 

training that Kendari City Regional Revenue Agency 

employees have participated in.  

 

1) National Leadership Training Level II 

Level II National Leadership Training is training to occupy 

or be in a high level pratama leadership position. This 

training aims to develop strategic leadership competencies at 

JPT Pratama who will play a role and carry out government 

duties and functions in their respective agencies. National 

Leadership Training Level II is required for high ranking 

pratama officials for several reasons, including:  

a) Senior Executive Officer are strategic positions and 

have great responsibility. Pratama high leadership 

officials are tasked with leading and managing large and 

complex organizations or work units.  

b) This training provides the necessary knowledge, skills 

and leadership attitudes for high level Pratama officials 

to be able to carry out their duties and responsibilities 

well.  

c) PKN II is training recognized by the government which 

can be used for career development.  

 

The results of the observations show that the Head of the 

Kendari City Regional Revenue Agency has carried out 

National Leadership Training Level II as a high ranking 

pratama official. Training was carried out through Blended 

Learning for 923 (nine hundred and twenty three) lesson 

hours. The results of the interview with the informant "SD" 

revealed that: "The PKN II leadership that I participated in 

resulted in an innovation of the Integrated Tax 

Monitoring/Supervision System change project with the 

acronym Pindara Tax. Pindara Tax was created to monitor or 

supervise taxes. In the initial stage, this system was 

implemented on advertising tax. Advertisement tax was 

chosen, because based on the results of the identification 

carried out by Bapenda, there are approximately 4 thousand 

tax objects that must be served, while the available human 
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resources are very limited. "If this is done manually, it is 

feared that the potential for regional losses is very large. " 

The results of data triangulation were declared valid.  

 

The results of the thematic test show that the information 

conveyed by the informants is an increase in managerial 

competence by producing change projects. In connection 

with the results of this analysis, it can be concluded that the 

development of managerial competency can be carried out 

through PKN II by producing change projects.  

 

2) Administrator Leadership Training 

Administrator Leadership Training (PKA) is training to 

occupy or be in the position of administrator. As a result of 

observations, there were 2 (two) employees who had taken 

part in Administrator Leadership level training. There are 5 

employees who should take part in this PKA, while only 2 

people have taken part in this training. The results of 

interviews with informant "YM" showed that "The results of 

PKA training have a positive influence in developing 

leadership competencies in achieving the organization's 

vision and mission. " The results of data triangulation were 

declared valid. The results of the analysis using thematic 

tests clearly show that the information conveyed is an 

increase in leadership competence as an administrator. It 

was concluded that administrator leadership training resulted 

in increased managerial competence for an administrator 

official.  

 

3) Supervisory Leadership Training 

Supervisory Leadership Training is training aimed at 

occupying or in a supervisory position. This training was 

carried out to improve managerial abilities in improving 

organizational performance and employee performance. This 

training was carried out for the reason of increasing the 

competency of civil servants in the field of leadership. Based 

on observations, there were 2 (two) employees who had 

taken part in the training, while there were 24 Echelon IV 

positions who should have taken part in this administrator 

leadership training.  

 

The results of the interview with informant "J" regarding the 

results of the implementation of the Supervisory Leadership 

Training conveyed the information that "The results of the 

training I attended formed operational leadership 

competencies in level IV structural officials who will play a 

role and carry out government duties and functions in their 

respective agencies. " The results of data triangulation were 

declared valid. The results of analysis using thematic tests, 

the information conveyed by respondents is the managerial 

competence of supervisory positions where one indicator of 

managerial competence is the ability to lead. It was 

concluded that supervisory leadership training is training 

aimed at forming managerial competencies for supervisory 

officials.  

 

4) Work Experience 

Competency development through work experience is the 

process of improving a person's abilities and skills through 

work experience. Work experience is very important to 

provide someone with the opportunity to learn and develop 

managerial and leadership competencies. It was 

Implemented in the form of job rotation through promotions 

and job transfers. Position promotions are carried out 

vertically, namely the transfer of employees from one 

position or position to another position or position that has a 

higher hierarchical level.  

 

The interview with informant "N" explained that "I have 

served at the Kendari City Regional Revenue Agency Office 

for 20 years and have experience as staff in the Land and 

Building Tax (PBB) service section. In 2021 he will receive 

a promotion as Head of Unit of Land and Building Tax at 

the Kendari City Bapenda. "Currently, I was involved in 

work to update PBB data in Bende Village, Kendari City. " 

The results of data triangulation were declared valid. The 

thematic test results show that competency development 

through job rotation is carried out in the form of promotions 

aimed at learning various areas of work. It is concluded that 

promotion is a form of developing managerial competence 

from employees who have experience in the field of regional 

tax services.  

 

Employee mutation is the movement of employees from one 

position to another within an organization. There are several 

reasons why employee transfers are carried out, including 

developing employee competency, improving organizational 

performance, increasing employee motivation, preventing 

employee burnout, increasing equal employment 

opportunities, and overcoming employee problems. The 

results of the interview with informant "Y" explained that: "I 

was previously an echelon IV official in South Konawe 

Regency, then transferred my position to the Kendari City 

Government as Head of the Planning Sub - Section at the 

Kendari City Dispenda. In line with central government 

policy through PANRB Ministerial Regulation Number 28 

of 2019 concerning Equalization of Administrative Positions 

into Functional Positions, I have been equalized in the 

position of functional planner with the main task of carrying 

out planning at the Kendari City Regional Revenue Agency 

office. "The results of data triangulation were declared valid. 

The results of the thematic analysis of respondents' answers 

show that there are employee transfers due to their 

competencies. It was concluded that the job transfer was 

carried out because he had competence.  

 

5. Conclussion 
 

Based on the objectives that have been formulated in this 

research, the following can be concluded:  

1) The strategy for developing technical competency for 

Kendari City Regional Revenue Agency employees is 

carried out through two methods, namely through 

education and training, as well as through work 

experience. Education and Training consists of:  

a) Education is carried out through academic 

education, including Diploma III, Diploma IV, 

Bachelor's (S1), and Master's (S2) degrees. .  

b) Formal training is carried out in the form of:  

2) Training on Exploring Potential Regional Taxes and 

Regional Retributions;  

3) Tax Audit Training 

4) Technical training in managing land and building taxes 

and fees for acquiring rights to land and buildings 

5) Basic Level Rural and Urban Land and Building Tax 

Appraiser Training 
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6) Technical Guidance on Land and Building Tax Input 

7) Regional Finance Course 

8) TOT Regional Financial Management 

a) On the Job Training Training is carried out in the 

form of a comparative study 

b) Work experience is carried out in the form of 

position rotation and special assignments. Position 

rotation is carried out in the form of position 

promotions or transfers. Meanwhile, special 

assignments are carried out in the form of task 

assignments outside the field of work.  

9) The strategy for developing managerial competency for 

Kendari City Regional Revenue Agency employees is 

carried out through two methods, namely through 

education and training, as well as through work 

experience through:  

a) National Leadership Training Level II 

b) Administrator Leadership Training 

c) Supervisory Leadership Training 

d) Work experience is carried out through job rotation 

in the form of job promotions.  

 

6. Recommendations 
 

Based on the conclusions stated above, the researcher puts 

forward several suggestions as follows:  

1) For future researchers to carry out further research by 

adding socio - cultural competency development 

strategies in other government agencies or 

organizations, as well as examining other types of 

technical competency development.  

2) For Trainer to prepare a competency - based training 

program, especially the following technical 

competencies:  

a) Training on Exploring Potential Regional Taxes 

and Regional Retributions;  

b) Tax Audit Training 

c) Technical training in managing land and building 

taxes and fees for acquiring rights to land and 

buildings 

d) Basic Level Rural and Urban Land and Building 

Tax Appraiser Training 

e) Technical Guidance on Land and Building Tax 

Input 

f) Regional Finance Course 

g) TOT Regional Financial Management.  

3) For Regional Revenue Agency agencies to program 

priority types of technical competency training for 

employees who do not yet have technical competency 

so that the needs of technically competent employees 

can be met. Likewise, managerial competency training 

programs can be programmed for structural officials 

who have not yet taken Administrator Leadership 

Trainingfor administrator and Supervisory Leadership 

Training for supervisory, so that it can become a main 

priority in 2024. It is also recommended that other on - 

the - job training be developed, such as coaching. and 

mentoring, as well as independent ones in the form of 

knowledge sharing in the workplace, as well as other 

technical training that really supports regional revenue 

performance such as training for tax bailiffs, and tax and 

levy collection systems.  
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