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ABSTRACT: In the era of globalization, companies' need
for quality labor is increasing. Companies must be adaptive
and improve their capabilities to compete. Human resources
play an important role in achieving the company's goals. This
study aims to determine the effect of training on employee
performance at PT. Anaszaen Karawang, given the continued
decline in annual performance.The research method used a
descriptive quantitative survey with saturated sampling in 36
respondents of PT. Anaszaen. The data collection technique
uses observation, interviews and questionnaires. Data analysis
was carried out with descriptive statistics, simple linear
regression, partial hypothesis test, determination coefficient,
validity test, and reliability test using SPSS Version 23. The
results of the hypothesis test showed that training had a
positive and significant effect on employee performance
(significance 0.000 < 0.05; t count 16.469 > t table 2.03224).
The determination coefficient of 88.9% shows that training
contributes 88.9% to employee performance, with 11.1%
influenced by other factors that were not studied. Although
the training is considered quite good, there are aspects that
need to be improved, especially the trainees, training
methods, and work quality.
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INTRODUCTION

The era of globalization requires companies to have a competent and qualified workforce. In this
context, companies must be able to adapt and strengthen themselves in order to compete and face
future challenges (Dlamini et al., 2022; Gusa, 2019; Miao et al., 2022). Human resources (HR) play
a crucial role in achieving the company's goals. Therefore, HR elements are the main factor that
requires serious attention, in line with the demands that are constantly faced by companies. HR
management involves various activities such as recruitment, training, performance evaluation, and
rewarding employees (Idris, 2017; Nikpour, 2017; Vosloban, 2012). This management also
includes attention to work relations, welfare, security, and the principle of equality (Atatsi et al.,
2019; C. Kimetal., 2015; S. Park & Choi, 2020).
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PT. Anaszaen, a company engaged in the outsourcing and fabrication sector, experienced a decline
in employee performance from year to year. This can be seen from the achievement of
performance targets that are below 70% every year, showing the challenges faced by employees in
carrying out their duties (Abualoush et al., 2018; Jawabreh et al., 2020; Li & Lin, 2018). Based on
interviews with company managers, factors such as motivation and training are the main concerns
in efforts to improve employee performance (Hasibuan, 2014; Murawski, 2021; Wu & Kao, 2022).

Employee training is an important strategy in improving their competence, knowledge, and skills.
According to HR management theory, effective training can significantly improve employee
performance (Cho & Choi, 2021; Sutrisno et al., 2023). Training involves a variety of forms, from
technical training to personal development, aimed at improving interpersonal and leadership skills
(Baharin et al., 2023).

Previous research has shown that the quality of human resources is a determining factor in the
success of a company (Priadi, 2020). Research by Prihatina et al. (2023) highlights the importance
of global performance management in multinational companies. Hersusetiyati (2021) emphasizes
that company productivity is highly dependent on employee performance. Wibowo (2022) stated
that employee performance can be assessed from their ability to complete the tasks given. Rahman
(2023) shows that training can increase employee awareness and responsibility towards their duties
(Bohlouli et al., 2017; Collins, 2021; T.-H. Kim et al., 2020).

Although many studies have highlighted the importance of training and performance management,
few have focused on the specific impact of training on employee performance in specific
companies such as PT. Anaszaen. This research seeks to fill this gap by exploring how training can
improve employee performance at PT. Anaszaen (Hijal-Moghrabi, 2017; Ludipa et al., 2018; J. H.
Park, 2019). This research also aims to provide policy recommendations that can be implemented
by companies to improve employee performance through effective training (del-Castillo-Feito et
al., 2022; Liuetal., 2021; Ravenetal., 2015).

The purpose of this study is to analyze the impact of training on employee performance at PT.
Anaszaen Karawang. This research aims to provide a better understanding of how training can be
used as a strategy to increase employee productivity and achieve the performance standards set by
the company (Gera et al., 2021; Nieto-Morales & Rios, 2022; Wan, 2014).

METHOD

The research method used is descriptive guantitative in the form of a survey. According to
Sugiyono (2022:8), a quantitative approach is research based on the philosophy of positivism used
to investigate a specific population or sample. Data collection is carried out through the use of
research instruments, and data analysis is quantitative/statistical, with the aim of testing the
hypothesis that has been established.

According to Sugiyono (2022:74), descriptive research is carried out to gain an understanding of
the value of independent variables, either one or more variables, without comparing or relating
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them with other variables studied. This descriptive research relates the training variable as an
independent variable with the employee performance variable as a dependent variable.

According to Sugiyono (2022:6), the survey method is used to obtain data from certain natural
locations, but researchers intervene in data collection, such as distributing questionnaires,
conducting structured interviews, and the like. The data collection techniques used are observation,
interviews and distributing questionnaires.

According to Sugiyono (2022:145), observation as a data collection technique has specific
characteristics when compared to other techniques, such as interviews and questionnaires. If
interviews and questionnaires involve communication with people, observation is not limited to
humans, but can also involve other natural objects. In this study, the researcher made observations
on PT. Anaszaen Karawang is to observe employee performance for 7 working days in October.

According to Sugiyono (2022:137), interviews are used as a data collection technique when
researchers want to conduct a preliminary study to identify problems that need to be researched.
In addition, interviews are also suitable for use when researchers want to gain a deeper
understanding of the respondents’ views or experiences, especially when the number of
respondents involved is relatively small or small. In this study, interviews were conducted with
managers in the field of outsourcing and fabrication at PT. Anaszaen Karawang regarding the
problems that occur in the object of research.

According to Sugiyono (2022:142), in this study, the researcher will use a questionnaire as a data
collection technique. The questionnaire will be distributed to 36 employees of PT. Anaszaen

Karawang by providing a set of questions or written statements that will be answered by the
respondent.

RESULT AND DISCUSSION

Descriptive Statistical Analysis
Table 1.

Training Descriptive Statistics

N  Pernyataan ALTERNATIF JAWABAN N Total Ideal Categor
0 STS TS R S SS Score  Scor y
@ @ B @4 06 e
1 Instructor 2 14 8 11 1 3 103 180 Enough
own adequate 56 389 222 306 28 6 572 Good
qualifications % % % % % %
and

competencies
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For practice

participant
2 Employee 0 18 6 10 2 3 108 180 Enough
own high 0% 50% 167 278 56 6 60% Good
spiritin follow % % %
training
3 A strong O 16 7 11 2 3 102 180 Enough
desire For 0% 444 194 306 56 6 56.6 Good
notice  with % % % % %
carefully every
material
training
provided
4 Suitability 1 20 5 7 3 3 99 180  Enough
method 28 556 139 194 83 6 55% Good
training On % % % % %
The Job
Training
provided with
employee
5 Material 0 19 4 11 2 3 104 180  Enough
provided 0% 528 111 306 56 6 577 Good
Already  in % % % % %
accordance
with field
work
6 Employee 0 14 14 7 1 3 103 180 Enough
have  Skills 0% 389 389 194 28 6 572 Good
after  follow % % % % %
training
7 Understandin 0 15 6 14 1 3 109 180  Enough
g ethicswork 0% 417 167 389 28 6 605 Good
by employees % % % % %
SO that
responsible
answer in
every work
Total Score 728
Total Ideal Score 1.260
Score Percentage 57,8%
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Based on the responses from 36 employees of PT. Regarding training, the seventh statement item
on the understanding of work ethics by employees showed the highest score with a percentage of
60.5%. In contrast, the fourth statement item regarding the suitability of the training methods
provided with employees obtained the lowest score with a percentage of 55%. For the overall
analysis of the training variables, the researcher used a continuum line.

57,8%

20% 36% 52% l 68% 84% 100%

Sangat

Tidak Baik

Tidak Baik | Cukup Baik

Baik

Sangat Baik]

Figure 1. Line Continuum About Training

Source : Data Processing Results (2024)

Based on figure 1. The continuum line above, obtained a percentage score of 57.8% regarding
training, the results of the percentage score are quite good, so it can be stated that there is a fairly
high level of training at PT. Anaszaen Karawang .

Table 2. Statistics Descriptive Performance Employee

No  Statement ALTERNATIVE ANSWER N Total Ideal Category
STS TS R S SS Score Score
m® @ 6 @ 6
1 Skills and O 20 5 11 0 36 99 180  Enough
abilities 0% 55.6% 13.9% 30.6% 0% 55% Good
employee
Already
adequate For
finish  work
with Good
2 Work done O 20 8 8 0 36 96 180  Enough
with level high 0% 55.6% 22.8% 22.8% 0% 53.3% Good
precision
3 0 6 22 8 0
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Achievement 0% 16.7% 61.6% 22.2% 0% 61.1% Enough
of work targets Good
fulfil targets
that have been
set
Accuracy 17 8 8 3 36 105 180  Enough
estimation 0% 47.2% 222% 22.2% 8.3% 58.3% Good
time required
For finish
work with
Good
Achievement 13 7 13 3 36 114 180 Enough
directed goal 0% 36.1% 19.4% 36.1% 8.3% 63.3% Good
in reach
desired result
Employee 16 7 11 2 36 107 180  Enough
have initiative 0% 44.4% 19.4% 30.6% 5.6% 59.4% Good
in finish work
without need
directed
Total Score 631
Total Ideal Score 1.080
Score Percentage 58,4%

Based on the responses of 36 employees of PT. Regarding employee performance, the fifth
statement item on the achievement of targeted goals recorded the highest score with a percentage
of 63.3%. In contrast, the second statement item about the work done with high rigor obtained
the lowest score with a percentage of 53.3%. For the overall analysis of employee performance
variables, the researcher used a continuum line.

58,4%

20% 36% 52% l 68% 84% 100%

Sangat
Tidak Baik

Tidak Baik

Cukup Baik

Baik

Sangat Baik]

Figure 2. Line Continuum About Performance Employee
Source : Data Processing Results (2024)
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Based on figure 2. The continuum line above, obtained a percentage score of 58.4% regarding
employee performance, the result of the percentage score is at a fairly good criterion, so that it can
be stated that there is a fairly high employee performance at PT . Anaszaen Karawang .

Analysis Simple Linear Regression

Table 3. SIMPLE LINEAR REGRESSION
Coefficients @

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.227 .890 3.624 .001
Pelatihan .706 .043 943 16.469 .000

a. Dependent Variable: Employee Performance
Source: Output IBM SPSS 23

Based on the test results in the table above, the regression equation Y = 3.227 + 0.706X was
obtained. From the equation it is explained as follows:

1) A constant of 3,227 means that if there is no training, then there is an employee performance
value of 3,227 points.

2) The training regression coefficient is 0.706, this number is positive, meaning that every time
there is an increase in training by 0.706 points, employee performance will also increase by 0.706
points.

Uji Parsial T
Table4. UJIT
Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.

1 (Constant) 3.227 .890 3.624 .001
Pelatihan .706 .043 943 16.469 .000
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a. Dependent Variable: Employee Performance
Source: Output IBM SPSS 23

Based on table 4. that t calculates 16.469 > t table 2.03224 then HO is rejected and H1 is accepted.
Based on the two test criteria above, it can be seen that the significant value obtained by the training
variable is 0.000 < 0.05 and t count 16.469 > t table 2.03224 which means that HO is rejected and
H1 is accepted, so that the training has a positive and significant effect on employee performance.

Coefficient Test Determination
Table 5. DETERMINATION COEFFICIENTS

Model Summary

Adjusted R | Std. Error of
Model R R Square Square the Estimate

1 9432 ,889 ,885 1.18272

a. Predictors: (Constant), Training
Source : IBM SPSS 23 output

Based on table 4.11 , you can seen that mark coefficient his determination obtained with mark of
0.889 or if percentage to 88.9%. So matter This showing that variable training give contribution
amounting to 88.9% against performance employee whereas for another 11.1% allegedly
influenced by other factors researched in study This

Based on results analysis and data processing that has been done done in study This that training
influential positive and significant to performance employees at PT. Anaszaen Karawang . This
matter proven with results estimation variable training obtained The calculated t value is more than
16.469 big from t table value 2.03224, as well mark significance of more than 0,000 small of 0.05
then HO is rejected and H1 is accepted . Therefore that , you can is known from results study the
that training own influence positive and significant to performance employee . Besides That mark
coefficient training of 0.889 or if percentage to 88.9%. So matter This showing that variable
training give contribution amounting to 88.9% against performance employee whereas for another
11.1% allegedly influenced by other factors researched in study This . There is variable training
and performance employees who can become material evaluation from facet method training and
aspects quality Work his employees.

CONCLUSION

Training at PT. Anaszaen be measured in five dimensions , with two dimensions Lowest is
participant training (56.6%) and methods OJT training (55%), which is necessary improved .
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Dimensions highest is objective training (60.5%). Performance employees are also measured in
five dimensions , with focus on skills and abilities (55%) as well level accuracy (53.3%) is necessary
repair . Dimensions highest is effectiveness (63.3%). Study show that training influential positive
and significant to performance employee with the calculated t value (16.469) is more big from the
t table (2.03224) and significance (0.000) is more small from 0.05. Training contributed 88.9% to
performance , with 11.1% influenced by factors other . Although training assessed OK ,
improvement required of participants training , methods training , and quality Work.
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