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 In an effective management system, the importance of human 
resources is increasing. Employee performance is an essential factor 
influencing success. In an organization, this is one of the most critical 
functions of a company. This study aims to determine the variables 
that affect employee performance and develop a theoretical basis and 
research model. This study used the associative descriptive 
quantitative method with a population of 37 respondents drawn into 
samples using non-probability sampling using saturated sampling / 
total sampling methods—data analysis techniques using linear 
regression with the help of SPSS software version 26. The results of 
this study show that the first hypothesis states that employee 
performance is influenced by the effectiveness of training, meaning 
that the better the effectiveness of training, the more improved the 
employee's performance. Thus, the second hypothesis states that 
employee performance is influenced by work motivation, meaning that 
the higher the work motivation, the higher the employee performance 
will be. The third hypothesis is that employee performance is 
influenced by the effectiveness of training and work motivation, which 
can simultaneously improve employee performance. This research is 
expected to make theoretical contributions to the literature in this 
context, certainly in the context of human resource management. 

Keywords: 

Employee Performance;  
Training Efektiveness;  

Work Performance. 

This is an open-access article under the CC BY-NC license. 

 

Corresponding Author: 

Anissa Fitriyani, 
Prody Management,  
Department of Economics and Business,  
Primagraha University, 
Komplek Griya Gemilang Sakti, Jl. Trip Jamaksari No. 1A Kaligandu, Serang, Banten 42111, Indonesia 
Email: anissafitriyani38@gmail.com 

1. INTRODUCTION 
Quality human resources will be produced if human resource management is done well and can 
shape employee performance better so that it can have a positive impact on the effectiveness of 
interpretation within the company as a whole (Al Amin et al., 2023; Alfarizi et al., 2022; Anshori et 
al., 2022). Human Resource Management can be interpreted as science applied in the 
management of Human Resources and is one of the main elements of the organization to achieve 
the goals that have been set. The success or failure of an organization in realizing its goals 
depends mainly on the human resources owned by the company (Gunawan et al. 2022; Haryadi. 
D, 2022; Haryadi. D et al., 2021). Human resources play a significant role in organizations' 
achieving competitive advantage. The development of technology and environmental changes 
make human resources a critical factor in determining the ability of organizations or companies in 
global competition (Haryadi. D et al., 2022; Haryadi. D & Wahyudi, 2020; Karsikah et al., 2023). 

Performance is defined as what employees do or don't do. Employee performance 
influences how much they contribute to the organization (Mukhlisin et al., 2023; Mulyadi et al., 
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2023; Oktaviani et al., 2023). Performance is the result of work that a person or group of people 
can achieve in a company under their respective authorities and responsibilities to achieve 
organizational goals illegally, does not violate the law, and does not conflict with morals and ethics 
(Perry et al., 2023; Purnamasari et al., 2023; Princess et al., 2023). Performance (work 
performance) is the result of work in quality and quantity achieved by an employee in carrying out 
his duties under the responsibilities given to him ( Rahmatullah et al., 2022; Riyanto et al., 2022; 
Salahudin et al., 2023; Setiadi et al., 2023). Performance is the implementation of the plan that has 
been prepared. Human resources implement performance with the ability, competence, motivation, 
and interests. How organizations value and treat their human resources will affect their attitudes 
and behaviors in performing (Tajudin et al., 2023; Tania et al., 2021; Wahyudi et al., 2023). 

One factor that can improve employee performance is practical training. Training refers to 
efforts planned by a company to facilitate employee learning about competencies related to the 
company. These competencies include knowledge, skills, or behaviors critical to successful 
employee performance (Allen et al., 2023; Andreu-Caravaca, 2023; Antoniettô et al., 2023). 
Training is a process that includes a series of actions (efforts) carried out deliberately in the form of 
assisting the workforce provided by training professionals in units of time aimed at improving the 
employability of participants in specific fields of work to increase effectiveness and productivity in 
an organization (Araújo et al., 2023; Arifani et al., 2023; Arumi et al., 2019). Training is a 
responsibility carried out jointly between employees and the organization. Employees should attend 
training to develop their abilities so that they are wide open for better career paths in the future. 
Training is an activity to improve one's employability concerning economic activity (Badhwar et al., 
2023; Bao et al., 2023; Barratt et al., 2023). 

In addition to training, work motivation has a dominant role in improving employee 
performance. This can all be supported by the provision of motivation because, indirectly, 
motivation is a stimulant for employees to work better and can encourage employees to be more 
active in performing and more passionate, it will benefit the company (Ahlstedt et al., 2023; Collie, 
2023). Motivation is one of the factors that can affect employee performance in the company, and it 
moves someone to have the desire and willingness to work (Li et al., 2023; Popoola & Fagbola, 
2023). Even employees who are motivated in carrying out their work have the assumption that their 
task is a challenge that must be completed. They will exert all their abilities to complete the job 
enthusiastically. For employees who are not motivated, their performance cannot be maximized, 
and company goals cannot be achieved (Heidari et al., 2024; Kohnen et al., 2023). 

PT. PT. Artha Jaya Mas is a company located in Ciwaru, Serang, Indonesia, and engaged 
in building materials retail. The company's contact information is Jalan Ciwaru Raya, No.80, 
Cipare, Serang District, Serang City, Banten 42117. Indicated low intensity of leaders on motivation 
and lack of attention to the desire of employees who support in carrying out production power; as a 
result, employees to complete their obligations and responsibilities are less than the maximum. 
Low sense of responsibility of employees in meeting obligations. The lack of employees receiving 
training to support the production process. While employees pay less attention to positive actions 
on duty, in this case, some employees use activity hours freely to tell stories with colleagues; not 
only that, they lack effort to help friends in activity activities and hesitate to carry out superior 
orders, causing productivity not to be fulfilled quickly. The knowledge and insight of some leaders, 
staff, and operators are still low, as observed from their intellectual or technical expertise. 

This study aims to develop a model examining the three variables the author has analyzed 
to find out the factors that can improve employee performance. This research is expected to make 
theoretical contributions to the literature in this context, including in the context of human resource 
management. 

2. RESEARCH METHOD 
In this study, the method used by the author is descriptive quantitative research with a causal 
approach. The causal approach research type process is an analysis that will look for an overview 
of the relationship, influence, impact, and causal effect of various concepts or factors that, in some 
ways, are designed in management science (Ferdinand, 2014). The population in this study was 
employees of PT Arta Jaya Mas, totaling 37 respondents. The sample in this study consisted of PT 
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Arta Jaya Mas employees, totaling 37 respondents. The sampling technique was saturated, 
meaning the entire population was drawn as a sample. The data collection technique used in this 
study used a questionnaire with a Likert scale of 1-5 using the Likert scale method, namely strongly 
disagree, disagree, hesitate, agree, and strongly agree. Based on the research sample, 37 
questionnaires were obtained from respondents. To get the data the author distributed 
questionnaires via google form from November 3, 2023 to December 5, 2023 the data was 
collected then the author processed it with IBM SPSS version 26. The data analysis technique in 
this study is a descriptive analysis using the SPSS assistance program version 26, then to 
determine the influence between variables using inferential analysis with the SPSS assistance 
program version 26 through multiple linear regression analysis with validity tests, reliability 
calculations, then classical assumption tests which include normality and multicollinearity of data. 
The t-test and f-test are used to determine the effect of variables by looking at t-statistical values 
and significance. In this study, the author formulated research hypotheses, including H1: There is a 
significant effect of training effectiveness on employee performance, H2: There is a considerable 
influence of work motivation on employee performance, H3: There is a significant effect of training 
effectiveness and work motivation simultaneously on employee performance. 

3. RESULTS AND DISCUSSIONS 
Before a hypothesis test can be performed, a validity test must be conducted to show the extent to 
which the instrument method or measurement method of something is positively designed. Nine 
statements measured employee performance, nine accounts estimated training effectiveness, and 
work motivation was measured by nine survey statements collected. This study seeks to validate 
the validity of the corrected item-total correlation value by looking at its importance in comparing 
the r-count with the r-table with the validity number Sakhikh has obtained. In addition, the value of 
Cronbach's alpha also received the value of reliability calculations that are very reliable, and the 
results of validity tests and reliability calculations for each variable with indicators can be seen in 
the table below. 
 

Table 1. Validity and reliability test 
Item 

Statement 
Validity 

Convergent 
r-table Decision 

Reliability 
Convergent 

Employee 
Performance 

   

0.933 

EP_1 0.780 0,325 Valid 
EP_2 0.790 0,325 Valid 
EP_3 0.757 0,325 Valid 
EP_4 0.685 0,325 Valid 
EP_5 0.723 0,325 Valid 
EP_6 0.796 0,325 Valid 
EP_7 0.705 0,325 Valid 
EP_8 0.791 0,325 Valid 
EP_9 0.729 0,325 Valid 

Training Efektiveness    

0.940 

TE_1 0.623 0,325 Valid 
TE_2 0.830 0,325 Valid 
TE_3 0.771 0,325 Valid 
TE_4 0.833 0,325 Valid 
TE_5 0.802 0,325 Valid 
TE_6 0.777 0,325 Valid 
TE_7 0.771 0,325 Valid 
TE_8 0.783 0,325 Valid 
TE_9 0.756 0,325 Valid 

Work Motivation    

0.758 

WM_1 0.603 0,325 Valid 
WM_2 0.719 0,325 Valid 
WM_3 0.718 0,325 Valid 
WM_4 0.692 0,325 Valid 
WM_5 0.707 0,325 Valid 
WM_6 0.790 0,325 Valid 
WM_7 0.812 0,325 Valid 
WM_8 0.612 0,325 Valid 
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Item 
Statement 

Validity 
Convergent 

r-table Decision 
Reliability 

Convergent 

WM_9 0.738 0,325   

 
Figure 1 shows that all statement indicator variables for each variable on each indicator 

have r-count values > 0.325, which automatically meets the data validity standard. A needle is 
considered accurate if each r-calculate point r-count validity value is > 0.325. Not only look at the 
validity of the reliability value as well, which must be greater than 0.60. The average alpha value 
lies above 0.60. The following are the results of the classic assumption test from normality data that 
are proven to be normally distributed data, as seen in Table 2 below. 

 
Table 2. One-sample kolmogorov-smirnov test 

One-Sample Kolmogorov-Smirnov Test 

 
Unstandardized 

Residual 

N 37 

Normal Parametersa,b Mean .0000000 

Std. Deviation 1.01885731 

Most Extreme Differences Absolute .128 

Positive .128 

Negative -.095 
Test Statistic .128 
Asymp. Sig. (2-tailed) .131c 

a. Test distribution is Normal. 
b. Calculated from data. 
c. Lilliefors Significance Correction. 

  
Table 2 shows the magnitude of Kolmogorov-Smirnov normality; the 2-tale significance 

normality test is Unstandardized Residual 0.131), which is residual data having a significance value 
greater than 0.05. It can be concluded that the data is typically distributed. The following 
multicollinearity test results can be seen in Table 1.3 below. 
 

Table 3. Multiklonieritas test 
Tableicientsa 

Model Collinearity Statistics 
Tolerance VIF 

1 
Training_Efektivenes .163 6.152 

Work_Motivation .163 6.152 

a. Dependent Variable: Employee Performance 
 

The multicollinearity test obtained a Variance Inflation Factor (VIF) value of 6.152 and a 
Tolerance value of 0.163. The result of the decision for the multicollinearity test is that if the 
tolerance value (0.163) > 0.10 and VIF (6.152) < 10, it can be interpreted that there are no 
symptoms of multicollinearity, so it can be concluded that the model used does not contain signs of 
multicollinearity. The results of linear regression analysis can be seen in Table 4 below. 
 

Table 4. Regres regressionr test 
Coefficients a 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) -.042 1.199  -.035 .972 
Training_Efektivenes .315 .068 .342 4.618 .000 
Work_Motivation .679 .076 .662 8.952 .000 

a. Dependent Variable: Employee Performance 

 
The negative constant -042 means that if the value of training effectiveness and 

cooperation motivation equals zero, then the level or magnitude of employee performance is -042. 
The regression coefficient of the training effectiveness variable has a positive value of 0.315, 
meaning that if the training effectiveness value increases one hundred percent, employee 
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performance increases 0.315 times. The value of the regression coefficient of the work motivation 
variable is positive by 0.679. This explains that if the value of work motivation rises by one hundred 
percent, then the employee performance variable increases by 0.679 times. The following analysis 
results in hypothesis testing are presented in Table 5 below. 

 
Table 5. Hipotesis test 

Variable T-value P-values Result 

TE ⟶ EP 4.618 0.000 Accepted 

WM ⟶ EP 8.952 0.000 Accepted 

TE & WM ⟶ EP 544.892 0.000 Accepted 

Source: Results of research data processing 2023 

Table 5 shows statistically the first hypothesis, the results of the t-test on the assumption of 
training effectiveness affect employee performance, obtained t-count of 4,618 and t-table on 
degrees of freedom (dk) = n-2 (37-2=35) obtained by 2,030 so that t-count > t-table (4,618 > 2,030) 
with a significance level of 0.000 (0.000 < 0.05) so that there is an effect of training effectiveness 
on employee performance. Training refers to efforts planned by a company to facilitate employee 
learning about competencies related to the company. These competencies include knowledge, 
skills, or behaviors critical to successful employee performance (Allen et al., 2023; Andreu-
Caravaca, 2023; Antoniettô et al., 2023). Training is a process that includes a series of actions 
(efforts) carried out deliberately in the form of assisting the workforce provided by training 
professionals in units of time aimed at improving the employability of participants in specific fields 
of work to increase effectiveness and productivity in an organization (Araújo et al., 2023; Arifani et 
al., 2023; Arumi et al., 2019). 

The second finding that became the second hypothesis, the results of the t-test on the 
assumption of work motivation affect employee performance, obtained t-count of 8,952 and t-table 
on degrees of freedom (dk) = n-2 (37-2=35) obtained by 2,030 so that t-count > t-table (8,952 > 
2,030) with a significance level of 0.000 (0.000 < 0.05) so that there is an effect of work motivation 
on employee performance. Explanation itself is one of the factors that can affect employee 
performance in the company and is a factor that moves someone to have the desire and 
willingness to work (Li et al., 2023; Popoola & Fagbola, 2023). 

The third finding in the results of the F test on the hypothesis which states that the 
effectiveness of training and work motivation affects employee performance is obtained F-count of 
544,892 and F-table on Degrees of Freedom (dk) = n-k-1 or 37-2-1= 34 of 3.28 so that F-count > F-

table (544,892 > 3.28) with a significance level of 0.000 (0.000 < 0.05) so that there is an effect of 

training effectiveness and work motivation on employee performance. Training is a responsibility carried 
out jointly between employees and the organization, where employees must design and attend 
training to develop their abilities so that they are wide open for better career paths for employees in 
the future. Training is an activity to improve one's employability with economic activity (Badhwar et 
al., 2023; Bao et al., 2023; Barratt et al., 2023). Meanwhile, employees who are motivated to carry 
out their work have the assumption that their task is a challenge that must be solved. They will 
exert all the abilities they have to complete the position enthusiastically, and for employees who are 
not motivated, their performance cannot be maximized, and company goals cannot be achieved 
(Heidari et al., 2024; Kohnen et al., 2023). 

4. CONCLUSION 
From the discussion results, the first hypothesis states that employee performance is influenced by 
the effectiveness of training, meaning that the higher the energy of movement, the higher the 
employee performance. The second hypothesis states that employee performance is influenced by 
work motivation, meaning that the higher the work motivation possessed by an employee, the 
employee performance will increase. The third hypothesis is that employee performance affects 
training effectiveness and work motivation. The significance of training and work motivation is 
included in the excellent category because the results of descriptive analysis often show that they 
qualify as indicators of cooperative attitude indicators in performance appraisal agencies, and it is 
necessary to maintain harmonious relationships between employees to have a sense of 
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togetherness between employees increasing to improve human resources. For future research, it is 
necessary to add research variables such as organizational commitment, job satisfaction and 
organizational culture in order to know the factors that can improve performance. This research is 
expected to make theoretical contributions to the literature in this context, including in the context of 
human resource management. 
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