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ABSTRACT: A company must establish core values to enhance employee
competency, a crucial element for organizational progress. In the face of
increasingly competitive global markets, improving employee competency is
vital for fostering innovation, creativity, and the swift adoption of new
technologies. This study aims to analyze the impact of training and development,
work motivation, and transformational leadership on employee competency.
Data were analyzed using Structural Equation Modeling-Partial Least Squares
(SEM-PLS). The results indicate that training and development, work motivation,
and transformational leadership significantly influence employee competency.
Notably, work motivation had the strongest impact on employee competency,
with a T-statistic value of 6.94, followed by training and development, which was
identified as a key factor in enhancing employee performance, with a T-statistic
value of 5.62. Further research could explore additional variables such as
rewards, work-life balance, and company values using alternative models and
methodologies. This study provides insights that can guide management in
implementing effective policies to improve employee performance in alighment
with company goals and resources.

Keywords: Training and Development, Work Motivation, Transformational
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INTRODUCTION

Human civilization faces a
phenomenon of change that is very fast, full
of uncertainty, complex, and very
ambiguous. This condition is often defined by
the concepts of volatility, uncertainty,
complexity, and ambiguity. The increasingly
competitive climate requires companies to
have strong control over the business
processes they are running. The Covid-19
pandemic has accelerated the digitalization
era, and companies are stimulated to operate
more efficiently and adapt quickly. Apart
from that, global competition also requires
companies to their

improve quality,

18

especially in theHuman Resources (HR)
sector. This gave birth to a different
approach in looking at HR, from previously
human resources to human capital. HR is not
only seen as a supporting element but as an
asset that is valuable and can be
developed.Training

and development

activities show that performance and
competency are very crucial because if the
company wants a more competitive
workforce, then efforts to improve employee
quality must be carried out consistently and
continuously. This

aims to increase

employee productivity  to achieve

organizational targets.
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Another important variable in achieving
company goals is the motivation factor (Chien et
al, 2020). To achieve a goal, a person needs a
spark of inspiration, which sets in motion a
series of actions. In every organization, two key
factors have a significant influence on achieving
goals, namely communication and motivation.
These two factors have a big impact on employee
performance in an organization.

Transformational leadership is also an
important factor that companies need in
navigating business competition.
Transformational leadership is a type of
leadership that can improve employee
performance because it has an idealized
influence component that encourages employees
to have strong self-confidence to uphold the
values of the individual and the organization. A
leader is expected to be able to increase
employees' enthusiasm for learning and always
provide inspiration or motivation so that
employees achieve the highest things they have
ever achieved before (Evans & Kartikaningdyabh,
2019).

In an organization, employee performance
is evaluated based on the criteria contained in
the Key Performance Indicator (KPI). Companies
use KPl indicators as a decision-making matrix to
assess how well individuals and teams are
performing in achieving goals. This aspect of
performance assessment relates to key
performance indicators that have actual value
that must be achieved and are expected to
exceed predetermined targets. Therefore,
employee performance is an important element
for companies to achieve goals and increase
productivity. Research conducted by Hameed et
al. (2022) of 130 professionals in the
construction sector in the UK shows that
investment in HR development and training is a
solution to overcome the gap

Competency As

between company expectations and the
quality of employee performance.

Some points found for consideration in

pre-research are as follows:
1. Training and development required by

all employees has been carried out at PT.
This resulted in the training results
obtained not being optimal in terms of
increasing  motivation, leadership,
competence, and
improving

performance. In research conducted by
Maulana et al. (2018), it is known that in
terms of urgency, qualifications,
concepts, and technical training and
development are considered to be very
aligned with each other and lead to the
company's strategic targets, namely
Integrated Port and Logistic Services,
Port Management Excellence, and
Commitment to Global Standard
Performance.

. Transformational leadership is a form of

leadership that is needed and built
within BUMN to answer future business
challenges. However, in practice, we still
find leaders who are authoritarian and
conservative. In research conducted by
Zehir & Erdogan (2011), it was stated
that the skill factor in leading is the main
key to a company's competence in facing
global competition, so leadership
becomes an independent variable that
needs to be analyzed further. Digital
learning is a learning and development
medium that is needed by all employees
to improve their competence and
performance.

However, in its use, it is necessary to
improve the learning features and
materials to achieve the effectiveness of
learning  objectives and develop
employee competence

and performance.
3. Competence is an important



Business and Finance Journal, Volume 10, No. 1, Maret 2025

element that plays a role in the progress of
PT XYZ and is one of the indicators for

assessing company performance
achievements through talent development
carried out by the Human Capital

Directorate and must be achieved in the
form of good performance.

4. Maintaining employee motivation at the
highest level is essential if a company wants
to utilize the full potential of its employees.
Taylor et al. (2014) found that intrinsic
motivation was consistently associated with
higher performance and was able to become
the foundation for controlling the basic
value of achievement.

Human resource management is a
strategic approach taken by companies to
manage employees in an organization so that
they can contribute effectively and productively
to achieving organizational goals. Employee
performance is very important in implementing
human resources management because it plays a
role in achieving strategic goals for the success
and desires of the organization. Performance is a
measure that includes the effectiveness of work
completion in an organization. According to
Lestari & Ghaby (2018), performance is the
achievement of workers' results based on their
responsibilities and duties, which are adjusted to
the level of achievement of each company.
Another opinion expressed by Sumardi et al.
(2018) states that performance is defined as the
method used by an organization to obtain the
expected results. Susanto (2016) states that
performance is defined as the level of employee
success in achieving job guidelines, which are
prepared in the form of a job list.

METHODOLOGY

According to Sugiono (2018), a
thinking framework is a synthesis that
describes the relationship between one
variable and another based on the theory
described. The definition of a framework is a
general description of the literature review
as well as the basic theories used as a basis
for conducting research. In essence, the
framework seeks to explain the constellation
of relationships between the variables being
studied. To comprehensive
framework of thought, it is necessary to carry
out in-depth research that is not only based

obtain a

on facts that can be perceived by the senses
but also on other things that are believed to
influence the achievement of research
targets. A comprehensive and in-
depth understanding of the concept is also
needed regarding the selection of
information used in concluding a study.
Training and development are very
important for companies to improve work
quality results. With a good learning system
in an organization, the quality of employees
will tend to increase and they will always be
consistent in maintaining the quality of their
performance. The strategy used in learning is
important for companies to adapt and
answer the challenges of organizational
change. Digital technology is the most
influential learning system in the era of
digital transformation (Naimah et al., 2020).
By taking a digital technology approach to
the learning process, both trainers and
trainees can collaborate without having to be
in the same place and at the same time.
things that will
simultaneously are soft

including

be developed
skills aspects
communication

skills,
thinking, and problem- solving. Apart from

Several

leadership, critical

that, hard skills aspects are also developed,
including
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technical abilities of work, use of technology,
problem-solving methods, and competency
certification programs required according to the
employee's position and title. This program
isimplemented to measure the level of employee
knowledge and expertise to increase
competency and achieve company performance.
The motivation component includes all aspects
that are triggering, directing, maintaining,
showing intensity, sustainability, and having a
goal (Hendro et al, 2018). The importance of
work motivation is useful in ensuring that all
programs that have been implemented by the
organization can truly be useful and provide
added value, both to the employees concerned
and to the company.
Transformational leadership
behavior can be developed through learning and
development interventions in terms of
leadership. This can produce a significant and
practical impact in terms of improving attitudes
and behavior among employees, which is known
as the beginning of improving performance
(Avolio et al, 2009). As business dynamics
continue to develop, a more attractive approach
is needed where a leader can apply an effective
leadership pattern in optimizing employees with
a more dynamic mindset concerning
achieving organizational goals. Competence also
greatly influences how a person can make the
best contribution to company performance in
the form of mastery of information,
understanding of technology, speed to adapt, and
other important elements.
Based on the description of the framework
that has been presented, the hypothesis
proposed in this research is to determine the
influence of training and development, work
motivation, and transformational leadership
on employee performance through
competency as an intervening variable.
Determination of sample size was carried out
based on guidelines that suggest that the
number of samples required for Partial Least
Squares (PLS) analysis uses the "Ten Times
Rule" method. This method specifies that the

minimum sample size should be 10 times the

Competency As
number of arrows pointing to a variable. This

research used a probability sampling
technique with a total of 125 employees,

where there were no differences in

probability between the individuals sampled.

The data collection method in this research was
carried out through a questionnaire. From the
results of the implementation, information was
obtained related to the level of respondents'
agreement with the statements contained in the
questionnaire. The results of the questionnaire
collection will then be used to analyze the
influence of the variables being studied. The
types of statements contained in this
questionnaire are closed with the findings
according to a Likert scale with details of
Strongly Disagree (1), Disagree (2), Disagree (3),
Agree (4), and Strongly Agree (5).

RESULT AND DISCUSSION

After hypothesis,
managerial implications need to be
developed, which are expected to provide

testing  the

From the
recapitulation results of the questionnaire
distribution results, it can be seen that the

theoretical contributions.

most dominant indicators for each variable
are as follows:



Business and Finance Journal, Volume 10, No. 1, Maret 2025

Table 1. Questionnaire Distribution

No Variable Categories Indicator Value Average
Knowledge and Skills X1.1 392 3.94
X1.2 3.96
X1.3 3.94
Performance X1.4 3.72 3.83
1 Training and Development - X15 3.93
Increased Productivity X16 3.94 3.94
. X1.7 4,01
Quality Improvement X18 3.98 4.00
L X1.9 4.02
Increased Motivation X1.10 396 3.99
X2.1 3.79
Performance X2.2 395 3.84
. X2.3 3.92
Confession X2.4 411 4.02
X2.5 4.07
o The Work Itself X2.6 415 4.11
2. | Work Motivation X2.7 413
Responsibility 4.08
X2.8 4.02
X2.9 4.07
Progress X2.10 397 4.02
Individual Potential X2.11 4.16 418
development X2.12 4.20 '
. X3.1 3.63
Vision X3.2 360 3.62
Inspirational X3.3 3.62 3.62
Communication X3.4 3.62 '
3. Izzgsefr(;;rirll)atlonal Supportive Leadership izz ;;i 3.71
Intellectual Stimulation X3.7 3.78 3.72
X3.8 3.66
X3.9 3.73
Personal Awards X3.10 371 3.72
) 71 3.90
Skills 72 387 3.89
73 3.93
Knowledge 74 3.90 3.92
. 75 3.98
4. | Employee Competency Social Roles 76 4.05 4.02
77 4.05
Self Image 4.02
78 3.99
79 411
Attitude 4.06

710 4.00
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No Variable Categories Indicator Value Average

, Y1 3.86

Quality Y2 203 3.95
) Y.3 4.00

Quantity Y4 418 4.09
5. | Employee Performance . Y5 424

Carrying Out Task Y6 414 4.19
o Y.7 4.14

Responsibility V8 424 4.19

From the table above, the following
information is obtained:

1. Indicator X1.9 (I will do my best) gets
the highest score (4.02) in forming the
training and development variable, and
the quality improvement category gets
the highest average (4.00) for the 2
statements forming the indicator.

2. Indicator X2.12 (I expand my social
network and learn from more
experienced people) gets the highest
score (4.20) in forming the work
motivation variable, and the individual
potential development category gets the
highest average (4.18) for the 2
statements forming the indicator.

3. The X3.7 indicator (leader can provide
inspiration and solve problems) got the
highest score (3.78) in forming the
transformational leadership variable,
and the intellectual stimulation category
got the highest average (3,724) for the 2
statements forming the indicator.

4. Indicator Z.9 (I have high work
enthusiasm) got the highest score (4.11)
in forming the employee competency
variable, and the self-image category got
the highest average (4.020) for the 2
statements forming the indicator.

5. Indicator Y.4 (I am on time in
completing every job) gets the highest
score (4.38) in forming employee
performance variables, and the
responsibility category gets the highest
average (4.190) for the 2 statements
forming the indicators.

Managerial implications are derived
(derivatives) from theories that are built and
based on research that has been carried out.
Some managerial implications obtained from
this research are as follows:

a. Training and development are

significant for employee performance.
Leaders need to pay attention to the
level of knowledge of their employees,
whether they fully understand the work
being done or not, and whether the work
can increase organizational
commitment. For this reason, it is felt
that the leadership needs to make
appropriate policies regarding the level
of employee knowledge, both in terms of
understanding work and increasing
creativity. It is necessary to carry out
training and development for the
employees concerned. In this research,
the training and development indicator
(X1) has large values of X1.10, X1.4, and
X1.7, namely 0.845, 0.807, and 0.793.
This finding implies that the training
provided must follow the material
applied in daily work so that employees
can carry out their duties. There needs
to be development so that employees
who already have basic abilities can
continue to improve their abilities.

Work motivation has a significant effect
on employee performance, so every boss
must be able to raise awareness among
his employees to have high work
motivation because that can be a way to
improve employee performance. The
need for achievement will make
employees enthusiastic and superior at
work. In this research, the indicator of
work motivation (X2) has large values of
X2.4, X2.1, and X2.9. These findings
imply that, for work motivation,
agencies  should provide more
motivation to employees so that
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employee performance increases and
employees can get the best results for
the agency. Likewise, leaders must be
able to embrace all employees together
so that these employees feel truly judged
in every job they complete.
Transformational leadership has a
significant effect on employee performance,
so leadership ability reflects a participative
attitude that is not only able to motivate and
move the organization

vertically and
horizontally but also creates an
organizational capacity that is always able
to create and respond to change in every
situation. In this research, the
transformational leadership indicator (X3)
has large values of X3.6, X3.5, and X3.4.
These findings imply that transformational
leadership in companies is strengthened,
which will increase the psychological
capacity and loyalty of employees which
influences the psychological well-being of
employees in the company. Institutions
should encourage employees to be able to
improve their skills and expertise so that
employees can improve their performance
for both existing and new employees. So
that these employees can work with a high
sense of enthusiasm which will later
increase employee performance. If
transformational leadership is carried out
well, employees can maximize their

performance to achieve the targets set
by the company.

Employee competency has a significant
effect on employee performance, so
employee competency development is
an effort to increase competency
through improving skills, knowledge,
and attitudes in dealing with work
dynamics according to job
requirements. In this research, the
employee competency indicator (Z) has
large values: Z.1, Z.8, and Z.8. The
implication of these findings is to
provide the widest possible opportunity
for employees to develop knowledge,
skills, and abilities, namely by providing
educational and training opportunities
that can support their respective jobs
following their duties and functions so
that employees can carry out their daily
work. Apart from that, by implementing
a fair and open promotion system by
providing promotional opportunities.
With the results finding that training and
development have the most significant
influence on improving employee
performance, special emphasis needs to
be placed on increasing the effectiveness
of the implementation of training and
development carried out on employees
followed by continuous evaluation and
development of training patterns.
Likewise, it was also found that work
motivation has the most significant
influence on increasing employee
competency, which needs to be followed
up by increasing rewards and
recognition, providing a conducive work
environment, establishing open work
communication, and all things that can
increase work motivation by the
conditions existing in the company.
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CONCLUSIONS

Based on the testing in this research, the

following conclusions were obtained:

1.

Training and development have a
significant influence on employee
performance with a T statistic value of
5.263. This indicates that the
implementation of training and
development is very effective in
supporting increased employee
performance.

Work motivation has a significant
influence on employee performance with
a T statistical value of 3.945. This
indicates that work motivation is the
main basis for improving employee
performance.

Transformational leadership has a
significant influence on employee
performance with a T statistic value of
3.577. This indicates that
transformational leadership has
relevance in influencing an employee's
performance.

Employee competency has a significant
influence on employee performance with
a T statistical value of 4.404. This
indicates that competence greatly
influences  the achievement  of
supervisory performance.

Training and development have a
significant influence on employee
competency with a T statistic value of
6.680. This indicates that by
implementing effective training and
development, results will be obtained in
the form of increasing employee
competency.

Work motivation has a significant
influence on employee competence with
a T statistical value of 6.946. This
indicates that with strong work
motivation, the competency of the
employee concerned can experience a

Competency As
significant increase.

7. Transformational leadership has a
significant influence on employee
competency with a T statistical value of

6.050. This indicates that the application

of transformational leadership can
influence efforts to increase employee
competency.
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