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Abstract

This study aims to test and analyze the effect of Job Training and Job Competencies on
Employee Performance through mediation of Job Satisfaction at the Cilegon City
Communication, Informatics, Coding and Statistics Office. The research method used is
quantitative research method with descriptive approach. This research collects data based on
literature studies, interviews, observations and distributing questionnaires. The population in
this study were employees of the Cilegon City Communication and Information Office with a
research sample of 62 respondents. The data analysis method used is Structural Equation
Modeling (SEM) with the SmartPLS 4.1.1.4 analysis tool. This study has the results that: (1)
Job Training has a positive and significant effect on Employee Performance. (2) Job
Competency has a positive and significant effect on Employee Performance. (3) Job Training
has a positive and significant effect on Job Satisfaction. (4) Job Competence has a positive and
significant effect on Job Satisfaction. (5) Job Satisfaction has a positive and significant effect
on Employee Performance. (6) Job Satisfaction is able to mediate Job Training with Employee
Performance. (7) Job Satisfaction is able to mediate Job Competency with Employee
Performance.

Keywords: Job Training, Work Competency, Job Satisfaction, Employee Performance

Introduction

The State Civil Apparatus has a major role in driving development in government
agencies (Culibrk et al., 2018). The caliber of human resources has a big impact on an
organization's direction, managed professionally and measurable standards. With the aim of
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encouraging development and progress, it is very important to ensure alignment between
employee needs and organizational capabilities (Fadhil & Effendi, 2024).

Assessment of human resources can be reflected in the work that has been done through
the resulting performance (Toropova et al., 2021). With that, it can be said that effective human
resources will produce good performance and be able to achieve the goals of an organization
(Nusannas et al., 2023). To produce employees who have good quality work and are competent
in accordance with their fields and are able to contribute to achieving the goals of an
organization, job training aspects are needed which are activities that transfer skills and
knowledge so that employees are able to perform their duties skillfully and are responsible for
carrying out their work in accordance with existing rules (Rakhman et al., 2023).

In addition, there is one aspect that can give a effect the achievement of employee

performance, namely work competence (Susanto et al., 2022). In this era of competitive
competition, it is required to have good governance supported by quality resources or those
with a level of competence in accordance with their respective fields (Suristya & Adi, 2021). Then
there is a driving factor, namely job satisfaction (Chi et al., 2023). Where this factor is an
important factor that can affect employee performance and as a mediating variable between job
training and work competence on employee performance. Job satisfaction can help improve
employee performance and determine low or high levels of performance through the
psychological or emotional state of an employee (Bakoti¢, 2016).

Literature Review
Job Training

Job training is an endeavor to enhance performance on a certain task for which one is
accountable. The purpose of training should be to achieve both organizational and individual
employee goals at the same time. According to (Dessler, 2020) training can be defined as a
mechanism that has the skills necessary for employees to carry out their duties. The following
are the indicators of job training (Dessler, 2020):

1. [Instructors, committed to delivering training materials must have qualified skills.

2. Trainees, which should be selected through prescribed regulations and based on suitability
of qualifications.

3. Methods, training can be more effective if the type of material and the ability of the trainees
are appropriate.

4. Materials, training materials should be selected in accordance with the objectives that the
organization wants to achieve.

5. Training Objectives, the purpose of which is to determine the planning and targeting of
training, as well as the expected results of training.

Work Competency

Work competency is a person’'s ability to perform their duties with the knowledge they
have, where the knowledge and skills are related to the job. Competence is the capacity to carry
out a task or job using knowledge, abilities, and the work ethic that the job demands (Wibowo,
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2016). (Marudut Sirait et al., 2022) argue that work competency, defining the attributes,
knowledge, and abilities needed by people who successfully fulfill their tasks and
responsibilities in order to fulfill the work's professional quality requirements, as well as
outlining the standards of each level of the workplace. Indicators of work competency
according (Wibowo, 2016) to consist of:

1. Motive, is something a person keeps thinking about or wanting, which makes them take
action.

2. Traits, are the physical features someone has and how they usually react to different
situations or information.

3. Self-Concept, is how a person sees themselves, including their beliefs, values, and image
of who they are.

4. Knowledge, is the information someone has learned about a particular subject or area.

5. Skills, are the abilities someone has to do certain physical or mental tasks well.

Job Satisfaction

Job satisfaction is a positive attitude or behavior of employees towards work. Job
Satisfaction is a reference to the employees feelings on their jobs provided by the organization
and the situation at work so that employees carry out various jobs to maximize the expected
satisfaction (Riana et al., 2018). According to (Hendri, 2019) Job satisfaction is a collection of
personal views that employees believe in and are able to influence their attitudes and behavior
at work. Job satisfaction is an emotional attitude that can make someone feel happy and love
their job (Assyahidah et al., 2024). According to (Hendri, 2019), there are several indicators of job
satisfaction, including:

1. Work, workload and responsibilities assigned by the management department.

2. Wages, the amount of pay or reward that the organization hands over to its employees.

3. Promotion, the application of employee promotion by the organization as well as the
opportunities provided by the organization for career development.

4. Coworkers, the order of working relationships between employees, both in the same field
of work and in different fields of work.

5. Supervision, the type and method of organizational leaders in providing certain supervision
of employees at work.

Employee Performance

Performance in general is the achievement of employees who have successfully done
the work that has been charged to them. Employee performance is an activity of achieving
goals carried out by a person or group of people in compliance with applicable regulations.
Performance can also be interpreted as the results of employee work that has been successfully
completed both based on quantity and quality (Ardian, 2019). Hasibuan (2016) states that
performance is expressed as the results that have been achieved in carrying out their duties
through skills, experience, seriousness and time (Wangi et al., 2020). According to (Ardian, 2019),
employee performance has indicators including:

1. Quantity, an assessment of individual performance
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Quality, the level of perfection of a product or result of an activity

Timeframe, the minimum or maximum time limit that must be met in completing the work.
Attendance at work such as being on time

Cooperative attitude, the behavior of working well together and complying with the
conditions that apply to an organization.

ok~ own

Research Method

This research uses a quantitative approach with a descriptive method. Data collection
techniques were carried out through literature study, interviews, observations, and the
distribution of questionnaires to 62 employees of the Cilegon City Communication and
Information Office. Data processing and analysis used the “Structural Equation Modeling
(SEM)” method assisted by “SmartPLS 4.1.1.4 software”. This research model involves the
independent variables Job Training (X1), Work Competency (X2), the mediating variable Job
Satisfaction (Z) and the dependent variable Employee Performance (). Before distributing the
instruments to all respondents, 30 respondents underwent a research instrument test, which
included validity and reliability tests, to ensure that the questionnaire indicators met the validity
and reliability standards of the constructs that would be used in the main research.

Population and Sample

The population in this research is the State Civil Apparatus at the Cilegon City
Communication, Informatics, Standardization and Statistics Office, with a total of 62
employees. The Office of Communication, Informatics, Coding and Statistics of Cilegon City
located at JI. Raya Merak-Tirtayasa No.11, RT.03/RW.01, Ramanuju, Kec. Purwakarta,
Cilegon City, Banten 42431.

The sample in this research were 62 civil servants who worked at the Cilegon City
Communication, Informatics, Coding and Statistics Office. The sample is a portion taken from
the entire object under study and is considered representative of the entire population (Machali,
2018). If the number of subjects that make up the population is less than 100, it is better to use
them all (Abdullah, 2015). So that in this study the sample used is the entire population.

Non-probability sampling, namely saturated samples (census), was the sampling method
employed in this investigation. Using all demographic groupings as research samples is known
as the saturated sampling strategy. This is done, if the population criteria set are appropriate
but the number is small or the population is relatively small (Darwin et al., 2021).
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Figure 1. Measurement of Outer Loadings Values

Based on Figure 1, all outer loadings value of indicator on job training, work
competency, job satisfaction and employee performance show value > 0,7. Which mean
indicates that each indicator is declared valid.

1. Validity Test
a. Convergent Validity

Based on outer loading test result in figure 1 shows that all indicators have outer
loading value > 0,7, so structural model does not have a convergent validity problem. After
data processing with SmartPLS 4.1.1.4. Loading factor results can be seen in the table below:

Table 1. Loading Factor Values

Variable Indicators Loading Factor
Job Training JT1 0,792
JT2 0,700
JT3 0,786
JT4 0,785
JT5 0,765
Work Competency WC1 0,861
WC2 0,814
WC3 0,784
WCA4 0,704
WC5 0,845
Job Satisfaction JS1 0,721
JS2 0,777
JS3 0,906
JS4 0,837
JS5 0,926
Employee Performance EP1 0,748
EP2 0,918
EP3 0,883
EP4 0,821
EP5 0,896

Source: SmartPLS 4.1.1.4.
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Based on the result on figure 1, it can be concluded that all indicators in one variable
have a loading value greater than 0.7. Then there is no problem with convergent validity in this
study.

b. Discriminant Validity

The discriminant validity test is assessed by comparing the cross loadings of each
indicator in one construct with other constructs. Constructs can be said to be valid if the each
indicator's value in one construct is higher than the indicators' values in other constructions.
The following are the outcomes of the discriminant validity test:

Table 2. Measurement of Cross Loading Values

Indicators Job Training Cor\:éoe?gncy Sati;]fc;t():tion Pfrri%r;ﬁ);iece
JT1 0,792 0,400 0,468 0,422
JT2 0,700 0,306 0,384 0,343
JT3 0,786 0,582 0,520 0,577
JT4 0,785 0,541 0,626 0,542
JT5 0,765 0,449 0,450 0,587

WC1 0,500 0,861 0,638 0,592
WC2 0,374 0,814 0,601 0,577
WC3 0,390 0,784 0,639 0,563
WC4 0,684 0,704 0,551 0,703
WC5 0,492 0,845 0,672 0,558
JS1 0,555 0,579 0,721 0,591
JS2 0,461 0,761 0,777 0,543
JS3 0,535 0,604 0,906 0,670
JS4 0,570 0,604 0,837 0,731
JS5 0,594 0,688 0,926 0,779
EP1 0,716 0,717 0,591 0,748
EP2 0,598 0,615 0,642 0,918
EP3 0,403 0,584 0,628 0,883
EP4 0,505 0,663 0,806 0,821
EP5 0,575 0,594 0,713 0,896

Source: SmartPLS 4.1.1.4.

Table 2 leads to the conclusion that each indicator's loading value on the construct is
higher than the indicators' loading values on other constructions. then the table above explains
that the tested indicators have reached the discriminant validity requirement.

2. Reliability Test

Reliability test can be seen through Cronbach's alpha and composite reliability values.
In contrast to composite reliability, which measures a construct's actual reliability value, the
construct's lowest dependability value is measured by Cronbach's alpha. in order for the
cronbach's alpha value to always be less than the composite reliability value. A construct can
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be said to be reliable if the cronbach's alpha value > 0.6 and the composite reliability value >
0.7. The following table shows the results of the reliability test data:

Table 3. Reliability Test

Average
Variable Cronbach’s Composite Composite Variance
Alpha Reliability (rho_a) Reliability (rho_c) Extraced
(AVE)
Job Training 0,826 0,836 0,876 0,587
Work 0,861 0,861 0,901 0,646
Competency
Job Satisfaction 0,890 0,897 0,920 0,700
Employee 0,907 0,908 0,931 0,732
Performance

Source: SmartPLS 4.1.1.4.

In the calculation results of table 3, it is known that the cronbach's alpha value for each
construct has a value > 0.6 and the composite reliability value for each construct has a value >
0.7. So, it can be concluded that the cronbach's alpha and composite reliability values is
reliable.

Variant Analysis (R?)
Table 4. R-Square Values

Variable R-Square R- square adjusted
Job Satisfaction 0,649 0,637
Employee Performance 0,699 0,684

Source: SmartPLS 4.1.1.4.

Considering the outcomes of the aforementioned data processing, it can be explained
that the job satisfaction variable has an R-square value of 0.649 which is included in the
(strong) category. This shows that 64.9% of the variance in job satisfaction is influenced by
job training and job competence, while the remaining 35.1% is influenced by other factors not
included in the model. Then for the employee performance variable which has an R-square
value of 0.699, including the category (strong). It can be concluded that 69.9% of employee
performance variants are influenced by job training, work competence and job satisfaction, but
additional factors not included by the study model have an impact on the remaining 30.1%.

Hypothesis Testing

In this study, the bootstrapping approach was used to test hypotheses. The t-statistic
value is a reference in testing the hypothesis. Where in hypothesis testing may be observed by
comparing the t-statistic value with the t-table value using the path coefficient. For a two-tailed
hypothesis, the t-table value is > 1.96 at a significance level of 5%. Meanwhile, the one-sided
hypothesis (one-tailed) is > 1.65 (Hair et al., 2020).
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Table 5. Direct Effect

Original Sample Mean Standard T Statistic P Value
Sample Deviation

Job Training ->
Employee 0,194 0,193 0,109 1,778 0,038
Performance

Work

Competency ->
Employee

0,273 0,266 0,121 2,256 0,012

Performance

Job Training ->
Job Satisfaction

0,284 0,284 0,106 2,676 0,004

Work
Competency -> 0,600 0,606 0,100 6,002 0,000
Job Satisfaction

Job Satisfaction -
> Employee 0,460 0,468 0,139 3,313 0,000
Performance

Source: SmartPLS 4.1.1.4.

Based on the table above, the test results for each hypothesis are as follows:

1.

The test results show that Job Training has a positive and significant effect on Employee
Performance. With a coefficient value of 0,194 and a t-statistic value of 1,778 > 1,65. In
addition, the p-value obtained is 0,038 < 0,05 which shows that the relationship of the two
variables has reached significance. The first hypothesis (H1) in this study is accepted.

The test results show that Job Competence has a positive and significant influence on
Employee Performance. With a coefficient value of 0.273 and a t-statistic value of 2.256 >
1.65. In addition, the p-value obtained is 0.012 < 0.05 which shows that the relationship
between the two variables has reached significance. So, the second hypothesis (H2) in this
study is accepted.

The test results show that Job Training has a positive and significant effect on Job
Satisfaction. With a coefficient value of 0.284 and a t-statistic value of 2.676 > 1.65. In
addition, the p-value obtained is 0.004 < 0.05 which indicates that the relationship between
the two variables has reached significance. Thus, this study's third hypothesis (H3) is
approved.

The test results show that Job Competence has a favorable and noteworthy impact on job
satisfaction. with a t-statistic of 6.002 > 1.65 and a coefficient value of 0.600. In addition,
the p-value obtained is 0.000 < 0.05 which shows that the relationship between the two
variables has reached significance. Thus, the study's fourth hypothesis (H4) is approved.
Job satisfacion has a favorable and considerable influence on employee performance,
according to the test results.Has a t-statistic value of 3.313 > 1.65 and a coefficient value
of 0.460. In addition, the p-value obtained is 0.000 < 0.05 which shows that the relationship
between the two variables has reached significance. Consequently, this study's fifth
hypothesis (H5) is approved.
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Table 6. Indirect Effect

Job Training — Job
Satisfaction —
Employee
Performance

0,131 0,136 0,071

1,843

0,000

Work Competency —
Job Satisfaction —
Employee
Performance

0,276 0,282 0,093

2,958

0,002

Source: SmartPLS 4.1.1.4.

Based on the table above, the mediation test results are as follows:

6. The test results show that Job Satisfaction mediates Job Training on Employee Performance
which shows a positive and significant effect. With a coefficient value of 0.131 and a t-
statistic value of 1.843 > 1.65. In addition, the p-value obtained is 0.033 < 0.05 which
indicates that the relationship between the two variables has reached significance. Thus,

this study's sixth hypothesis (H6) is approved.

7. The test results show that Job Satisfaction mediates Job Competence on Employee
Performance which shows a positive and significant effect. With a coefficient value of
0.276 and a t-statistic value of 2.958 > 1.65. In addition, the p-value obtained is 0.002 <
0.05 which indicates that the relationship of the two variables has reached significance.

Thus, this study's seventh hypothesis (H7) is approved.

Table 7. Variance Accounted For (VAF)

Indirect Effect

1 Job Training — Job Satisfaction — Employee Performance 0,131
2 Work Competency — Job Satisfaction — Employee Performance 0,276
Direct Effect
1 Job Training — Employee Performance 0,194
2 Work Competency — Employee Performance 0,273
3 Job Training — Job Satisfaction 0,284
4 Work Competency — Job Satisfaction 0,600
5 Job Satisfaction — Employee Performance 0,460
Total Effect
1 Job Training, Job Satisfactin and Employee Performance (0,131 + 0,325
0,194)
Work Competency, Job Satisfaction and Employee Performance (0,276
2 +0,273) 0,549
VAF = Indirect Effect / Total Effect
1 VAF = Job Training (0,131/0,325) 0,403
2 VAF = Work Competency (0,276/0,549) 0,502

Source: SmartPLS 4.1.1.4.
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If the VAF value is > 0.80, it results in a full mediation effect.

If the VAF value is between 0.20 and 0.80, it results in partial mediation.
If the VAF value < 0.20 does not produce mediation or no mediation.
Sumber: (Ghozali, 2021)

According to the above VAF calculation test, the work satisfaction variables' mediation
value in the association between employee performance and job training is 40.3%, or 0.403.
And the mediation value of job satisfaction variables in the relationship between work
competence and employee performance is 0.502 or 50.2%. As a result, job happiness somewhat
mediates the effects of work abilities and job training on employee performance. Because
through direct or indirect effects the job training and work competency variables show strong
significance.

Discussion
Job Training on Employee Performance

With a t-statistic value of 1.778 and a p-value of 0.038, the results demonstrated a
positive and significant association between job training and employee performance. indicating
that the first hypothesis (H1) was accepted. This indicates that the higher the job training carried
out by the agency, the higher the employee performance produced by employees at the Cilegon
City Communication and Information Office. This means that training is not only seen as a
formal activity, but also as a process of developing performance in employees. When this
training is properly designed, both in terms of material and implementation to the objectives to
be achieved. Then employees will be better prepared to face the demands of the job and can
work more efficiently. Thus, the implementation of effective and appropriate training will
positively affect the caliber of the work. and improve overall employee performance.

Work Competence on Employee Performance

The results showed that the relationship between work competence and employee
performance had a positive and significant effect with a t-statistic value of 2.256 and a p-value
of 0.012, indicating that the second hypothesis (H2) was accepted. This indicates that the higher
the work competence of employees, the higher the results of good employee performance at
the Cilegon City Communication and Information Office. This means that when employees
have a broader knowledge base, relevant skills and a supportive professional attitude. Then
they are able to complete their work in a timely manner and achieve the targets that have been
set.

Job Training on Job Satisfaction

The results showed that the relationship between job training and job satisfaction had a
positive and significant effect with a t-statistic value of 2.676 and a p-value of 0.004, indicating
that the third hypothesis (H3) was accepted. This indicates that the higher the appropriate job
training by the agency, the higher the job satisfaction of employees at the Cilegon City
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Communication and Information Office. This means that if the training provided is in
accordance with job needs and is carried out effectively, it can increase employees'
understanding of their work, strengthen skills and provide confidence in completing work. So
that employees feel that they are competent, they will tend to have their own sense of
satisfaction. Thus, job training that is properly designed and implemented can support and
increase employee satisfaction.

Job Competence on Job Satisfaction

The results showed that the relationship between work competence and job satisfaction
had a positive and significant effect with a t-statistic value of 6.002 and a p-value of 0.000,
indicating that the fourth hypothesis (H4) was accepted. This indicates that the higher the work
competence possessed by employees, the higher the job satisfaction of employees at the
Cilegon City Communication and Information Office. This means that employees who have
high competence both in terms of knowledge, skills and attitudes will be better able to carry
out their work effectively and efficiently. This result creates a sense of achievement and
confidence in work which has an impact on increasing satisfaction with the work being
undertaken. Employees who feel they are capable and valued for their competence will have
positive thoughts and be more motivated to develop and contribute.

Job Satisfaction on Employee Performance

With a p-value of 0.000 and a t-statistic value of 3.313, the results showed a favorable
and significant link between job satisfaction and employee performance, indicating that the
fifth hypothesis (H5) was accepted. This indicates that the higher the job satisfaction felt by
employees, the higher the results of good work performance by employees at the Cilegon City
Communication and Information Office. This means that the feeling of satisfaction with their
work felt by employees will show a good work attitude and high enthusiasm in doing work.
Job satisfaction is able to create a good working atmosphere and encourage employees to
provide the best contribution. Employees who are satisfied with their jobs are also able to show
an attitude of loyalty and are motivated to achieve targets.

Job Satisfaction Mediates the Relationship between Job Training and Employee
Performance

With a t-statistic value of 1.843 and a p-value of 0.033, the findings demonstrated a
positive and significant association between “job training and employee performance”
mediated by “job satisfaction”, indicating that the sixth hypothesis (H6) was accepted. This
indicates that the higher the job training conducted for employees at the Cilegon City
Communication and Information Office mediated by job satisfaction, the higher the
relationship between job training and employee performance at the Cilegon City
Communication and Information Office. This means that if training is provided according to
employee needs, employees will not only be better able to carry out their work, but also feel
more valued and supported by the agency. This will have an impact on increasing job
satisfaction which is characterized by feelings of satisfaction. High job satisfaction encourages
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employees to work more productively, disciplined and motivated in achieving targets, so that
overall it has a positive impact on their performance.

Job Satisfaction Mediates the Relationship between Job Competence and Employee
Performance

With a statistical t-value of 2.958 and a p-value of 0.002, the findings demonstrated a
positive and significant link between work competence and employee performance mediated
by job satisfaction, indicating that the seventh hypothesis (H7) was approved. This suggests
that the greater the level of work competency that staff members at the Cilegon City
Communication and Information Office mediated by job satisfaction, the higher the
relationship between work competence and employee performance in Cilegon City
Communication and Information Office employees. This means that employees who feel
confident in their competence will feel their own satisfaction, so that when employees have
high satisfaction it can encourage work enthusiasm which will have an effect on better
performance.

Conclusion

Considering the findings of the study that was carried out on employees of the Cilegon
City Communication and Information Office, it can be said that “employee performance is
positively and significantly impacted by job training and work competency”, both directly and
indirectly through “job satisfaction” as a mediating variable. Appropriately organized work
competency is able to improve employees' skills, knowledge, and readiness to carry out tasks,
which ultimately has an effect on performance improvement. Meanwhile, work competencies
that include aspects of knowledge, skills, and professional attitudes are also proven to
encourage work effectiveness and productivity. On the other hand, job satisfaction proved to
play an important role in strengthening the connection between work and job training
competency with “employee performance”. Workers that are happy in their positions typically
exhibit high levels of motivation and show more optimal performance. Therefore, to improve
employee performance in a sustainable manner, agencies need to pay attention to the
management of training and competency development, while creating a work environment that
supports employee satisfaction.
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