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Abstract. Employee performance is a key factor in determining a company’s 

success. However, performance-related issues still occur across various sectors, 

including government agencies, oil and gas, expeditions, regional water compa-

nies, manufacturing, and banking. PT Regional Development Bank West Java 

Banten Tbk, West Java Regional Office, is a banking institution that also faces 

employee performance challenges. This study aims to analyze the description of 

training, competence, and employee performance, as well as examine the effects 

of training on employee competence, competence on employee performance, and 

training on employee performance through competence. A quantitative research 

method was employed, using Partial Least Square (PLS) analysis with SmartPLS 

4.0 for Windows. Data was collected via an online questionnaire from 332 em-

ployees of the West Java Regional Office. The findings indicate that the training 

variable falls under the “effective” category, employee competence is catego-

rized as “very good,” and employee performance is considered “very high.” The 

results also show that training has a significant and positive effect on employee 

competence (11.4%), employee competence significantly and positively affects 

employee performance (80.5%), and training positively impacts employee per-

formance through competence (9.2%). These findings emphasize the importance 

of training in improving competence, which in turn significantly enhances em-

ployee performance. This study supports the idea that effective training programs 

not only directly influence performance but also play a critical role in shaping 

employee competence, thereby indirectly contributing to higher performance 

outcomes. 

Keywords: Human Resource Management, Training, Competency, Perfor-

mance, Bank. 

1 Introduction 

  

Companies must make major strategic changes to remain competitive in today's 

competitive business era [1]. Performance is a management process that combines per-

sonal and organizational goals to achieve corporate and personal goals [2], [3]. Em-

ployees, especially in the service sector, are critical to the success of any business. The 

reason is that employees can influence how customers see the company. Employees 

© The Author(s) 2025

Entrepreneurship (GCBME 2024), Advances in Economics, Business and Management Research 342,

https://doi.org/10.2991/978-94-6463-817-2_103

R. Hurriyati et al. (eds.), Proceedings of the 9th Global Conference on Business, Management and

http://orcid.org/0000-0002-2043-4637
http://orcid.org/0000-0002-3807-8562
https://doi.org/10.2991/978-94-6463-817-2_103
http://crossmark.crossref.org/dialog/?doi=10.2991/978-94-6463-817-2_103&domain=pdf


 

 

 

 

       883Training and Competency: The Key to Improving Employee …      

are the service, customer communicators, and the company's image. If employees can-

not give a positive impression to customers, it will only have a negative impact on 

customers' perceptions of the company [4]. 

When a company survives, develops, and creates competitive advantages, employee 

performance is reflected in their efforts [5]. Various manufacturing and service busi-

nesses often experience performance problems. This problem often occurs in countries 

such as the US, Jordan, India, Japan, and China [6], [7], [8], [9], [10]. A study of the 

banking business found that employee performance was greatly influenced by training 

[11]. In other words, the more training provided, the better the employee's perfor-

mance.  

According to [12], employees can assess the results of their work through perfor-

mance appraisals, which determine whether goals have been achieved or not, contrib-

uting to their success as employees. Performance measurement is carried out every 

quarter (quarterly performance review) within one year to encourage employees to 

perform superiorly through high-quality processes to achieve work goals more effi-

ciently. In quarterly performance evaluation, the element is assessed to determine the 

level of performance or predicate, which is divided into four parts: excellent, very 

good, good, and needs improvement.  

Bank A study conducted by [13] found that bank leaders failed to maximize the 

abilities of their employees, which made them unmotivated and did not mobilize all 

their abilities to help (Table 1).  

Table 1. Pencapaian kinerja pegawai bank x tahun 2018-2022.  

Tahun 
No PL 

2018 2019 2020 2021 2022 

1 PL1 17,10% 20,71% 18,83% 24,30% 24,80%

2 PL2 42,11% 42,82% 39,75% 40,64% 40,75%

3 PL3 39,85% 36,29% 41,13% 34,83% 34,29%

4 PL4 0,94% 0,18% 0,29% 0,23% 0,16% 

Source: [13] 

The indicator used by bank BSC data shows the bank x performance index from 

2018 to 2022 (see Table 2). 

Table 2. indeks kinerja berdasarkan BSD Bank X Periode 2018-2022 

Tahun 
No Persfektif  

2018 2019 2020 2021 2022 

1 Bankwide  113.38 109.50 109.27 110.28 114.41 

2 Financial  110.23 110.50 110.19 111.15 122.91 

3 Customer  102.08 101.36 104.47 110.95 103.48 

4 Internal Process 125.57 115.66 111.98 111.11 112.17 

5 Learning and Growth 104.68 102.42 108.21 116.10 112.42 

6 Non-Financial 110.78 106.48 108.22 109.39 109.36 

Source: [13] 
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The BSC performance index of Bank X experienced fluctuations in Table 2, which 

shows that the performance index based on the BSC has increased and decreased during 

the period. One way to achieve human resource development activities is to provide 

training to employees. This will ensure that every worker has an equal opportunity to 

advance in their career according to their performance, competency, experience, and 

other established criteria. They also have the opportunity to receive training and educa-

tion.  

Based on the attached data, the question arises about the influence of training on 

employee competency, employee competency on employee performance, and training 

on employee performance with employee competency as an intervening variable to 

find out the answers to research questions. 

2 Methods 

This study involved employees at Bank X and was conducted to determine the effect 

of training on competency and its implications for employee performance. This 

research used a quantitative approach with a sample of 332 people with a probability 

sampling technique using the Slovin formula. The data analysis technique uses PLS 

with the help of Smart PLS 4.0 for Windows software. 

3 Results and Discussion 

The results of this research discuss training competency and how it impacts 

employee performance. Then, testing was carried out using SEM-PLS analysis. 

1) Convergent Validity Test 

Standard addition factors were used to evaluate the appropriateness of each item 

specifically. This shows the level of correlation between the structure and each 

indicator. A fill factor value of more than 0.70 is considered an ideal or valid construct 

indicator. However, creating a measurement scale from 0.50 to 0.60 is considered 

sufficient for early-stage research. An increase in the factor loading value indicates that 

the loading becomes more important in interpreting the factor matrix. Average variance 

extracted (AVE) is a formula for determining convergent validity testing criteria. 

Table 3. Nilai construct Reliability and validity 

 
Cronbach’s 

Alpha 
Rho_A 

Composite 

Reliability 
Average Extracted

Variance (AVE) 
Kinerja Pegawai 0,903 0,921 0,932 0,774 
Kompetensi Pegawai 0,954 0,954 0,970 0,915 
Pelatihan 0,963 0,976 0,971 0,872 

Source: Author’s work 

Because all indicators for the training, employee competency, and employee 

performance variables have an AVE (average variation extracted) above 0.5, each 

indicator can be used to evaluate its respective construct or variable. 
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2) Discriminant Validity Test 

One of the objectives of this examination is to determine whether there is a positive 

correlation between indicators of one construct and another. Cross-loading values were 

used to begin the evaluation of discriminant validity. The cross-loading value shows 

how significant the correlation is between the indicator and each latent variable with 

each latent variable. The latent structure better predicts block measures if construct 

correlations with measurement items are more significant than others. Another method 

to evaluate discriminant validity is to calculate the square root value of the AVE of each 

building and compare it with the correlation value between the building and other 

buildings[14] 

Table 4. Cross Loading 

 Kinerja Pegawai (Z) Kompetensi (Y) Pelatihan (X) 

Pe1 0,116 0,104 0,908 

Pe2 0,089 0,131 0,943 

Pe3 0,086 0,106 0,939 

Pe4 0,088 0,089 0,921 

Pe5 0,146 0,126 0,957 

Ko1 0,725 0,944 0,141 

Ko2 0,761 0,970 0,101 

Ko3 0,771 0,956 0,127 

KP1 0,772 0,574 0,151 

KP2 0,918 0,676 0,183 

KP3 0,900 0,779 -0,003 

KP5 0,922 0,730 0,117 

Source: Author’s work 

Compared with other variables, the Pe1-Pe5 indicators have a relationship with the 

training variable; Likewise, indicators Ko1-Ko3 have a relationship with employee 

competency variables, and indicators KP1-KP5 have a relationship with employee 

performance variables. 

3) Composite Validity Test 

The construct reliability test evaluates the tools used to measure structures' accuracy, 

consistency, and correctness. A composite reliability test is recommended because 

Cronbach alpha will give a lower value. The composite suitability value for 

confirmatory research must be more than 0.70, and the value for exploratory research 

must be between 0.60 and 0.70. There are composite reliability values in Table 5. 

Table 5. Composite Reliability 

 Composite Reliability Cronbach's Alpha 

Employee Performance (Z) 0.975 0.971 
Employee Competency (Y) 0.967 0.958 
Training (X) 0.976 0.972 

Source: Author’s work 

The composite reliability results for each variable are more than or equal to 0.70, 

which means that all indicators for each variable can be said to have good reliability as 

a measuring tool. 

4) R-Square Test Analysis 



  

Source: Author’s work 
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T-test the significance of the structural path coefficient using the Stone-Geisser Q-

Square test, and the predictive relevance for the dependent construct is calculated [15]. 

To start assessing the structural model with PLS, the R-Squares for each endogenous 

latent variable can be used as the predictive power of the structural model, whether 

there is a substantive influence from the exogenous latent variable on the endogenous 

latent variable. The R-squared value of the endogenous structure is considered strong, 

moderate, or weak, with R-squared values of 0.75, 0.50, and 0.25, respectively [16] 

Table 6. R-Square 

 R-Square 

Kinerja Pegawai (Z) 0,656 

Source: Author’s work 

The results show that the R 2 value of the endogenous construct of Employee 

Performance (Z) in the research model is included in the strong category, namely 0.656, 

which indicates that the construct of employee training and competency explains 65.6% 

of employee performance, and other variables outside the model account for the 

remainder. 

5) Stone Geisser Test (𝑄2) 

Following the Stone-Geiser criteria, a model must be able to predict endogenous 

latent variables. To do this, Stone Geisser 𝑄2 can be used to calculate the influence 

structural models on observation measurements for endogenous latent variables. This 

method is adapted to PLS by using a blindfolding procedure. It shows the synthesis of 

the fitting and cross-validation functions using predictions of the observed variable Y 

and construct parameter estimates. A value in 𝑄2 of more than 0 indicates that m models 

have predictive relevance, while a value of less than 0 suggests that m models have no 

predictive relevance. 

Table 7. Blind Folding 

Konstruk 𝑄2 Value Keterangan 

Employee Performance (Z) -0.045 < 0 
Competency (Y) -0.020 < 0 

Blindfolding construct shows a value of 𝑄2  < 0; this means that the model does not 

have significant predictor relevance. 

6) Effect Size Test (𝑓2) 

The 𝑓2 effect value can be calculated using the criteria of 0.02 (small), 0.05 

(medium), and 0.35 (large). The value shown in thefollowing table. Measurement of 

the exogenous latent variable is compared with the endogenous latent variable has a 

significant impact [16]. 

Table 8. Effect Size (𝑓2) 

Konstruk Effect Size Kriteria 

(X)→(Y) 0,114 Kecil  



 

 

 

than the t-table value (1.838 > 1.653 ) thus the hypothesis is accepted. 
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(Y)→(Z) 0,805 Besar  

(X)→(Z) 0,127 Kecil  

Source: Author’s work 

The influence of training (X) has a small effect with a value of 0.114 on competency 

(Y), while competency (Y) has a large effect with a value of 0.805 on employee 

performance (Z), in contrast to the influence of training (X) which has a small effect 

with a value of 0.127 on employee performance (Z). 

7) Goodness of Fit (GoF) index test  

Goodness of Fit (GoF), introduced by [17] and known as the GoF Index, is used to 

validate the overall model. With a GoF result of 0.52, it can be interpreted that because 

the value exceeds 0.36, this research model is included in the large GoF value. This 

shows that the validation of the prediction model measurements in this study is quite 

large. 

Table 9. outer loading bootstrapping 

 Original 

Sampel (O) 

Sampel 

Mean (M) 

Standart Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P Values

X1 → Pelatihan 0,908 0,903 0,033 27,731 0,000 

X2 → Pelatihan 0,943 0,939 0,025 37,290 0,000 

X3 → Pelatihan 0,939 0,936 0,023 40,995 0,000 

X4 → Pelatihan 0,921 0,915 0,036 25,882 0,000 

X5 → Pelatihan 0,957 0,955 0,026 37,118 0,000 

Y1 → Kompetensi 0,944 0,943 0,016 60,132 0,000 

Y2 → Kompetensi 0,970 0,969 0,008 118,050 0,000 

Y3 → Kompetensi 0,956 0,955 0,011 88,932 0,000 

Z1 → Kinerja 0,772 0,770 0,044 17,528 0,000 

Z2 → Kinerja 0,918 0,916 0,016 55,921 0,000 

Z3 → Kinerja 0,900 0,898 0,018 49,202 0,000 

Z5 → Kinerja 0,922 0,920 0,015 61,812 0,000 

Source: Author’s work 

Using bootstrapping, the t-calculated value of each latent variable can be obtained 

to obtain the outer filling output value. Table 9 shows the t-statistical value (1.653), 

greater than the t-table value. All model construct indicators are valid because the t-

table value exceeds 1.653. 

8) Hypothesis 

• Ha: There is an influence of training (X) on competence (Y) 

• H1: According to data processing, the research hypothesis states that training (X) 

influences competence (Y). The results of the parameter coefficient test between 

training (X) and competency (Y) show a t-statistic value of 1.838, which shows 

that training (X) influences competency (Y) because the t-statistic value is greater 

• Ha: Competency (Y) influences employee performance (Z) 



competency (Y) because t value 

 

 

 

• H2: According to data processing, the research hypothesis states that competency 

(Y) affects employee performance (Z). The test results between competency (Y) 

and employee performance (Z) show a t-statistic value of 14.650, which means that 

competency (Y) influences employee performance (Z) because the t-statistic value 

is greater than the t-table value (14.650 > 1.653) thus the hypothesis is accepted 

• Ha: Training (X) influences employee performance (Z) through employee compe-

tency (Y) 

• H3: According to data processing, the research hypothesis states that training (X) 

influences employee performance (Z) through employee competency (Y). The test 

results on the parameter coefficients between training (X), competency (Y), and 

employee performance (Z) show a t-statistic value of 1.974, which means that 

training (X) has an influence on employee performance (Z) through employee 
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The statistic is greater than the t-table value (1.974 < 1.653) thus the hypothesis is 

accepted 

4 Conclusion  

Based on the research findings and analysis that have been carried out, it can be 

concluded that training influences employee performance significantly and positively, 

and competency influences employee performance significantly and positively; 

employee performance is influenced by training through competency. 

The results of research and analysis show that companies must continue to provide 

training to improve the competence of their employees. The quality of workers greatly 

influences their performance, so companies must ensure that employees have 

competence. Training has a very positive impact on employee performance through 

competency. Therefore, companies must continue to provide training to their 

employees so that the desired performance is in line with company goals and has the 

competencies required. 
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