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This study aims to analyze the effect of training on employee performance with work
motivation as a mediating variable at the Al Mustaqim Lawang Islamic Boarding School
Foundation and Orphanage by using a quantitative approach with saturated sampling
techniques, where the entire population of 35 employees is used as a sample. The results of
the hypothesis test show that training has a positive and significant effect on motivation and
performance, and motivation has a significant effect on performance. Additionally, motivation
has been shown to mediate the relationship between training and employee performance.
These findings confirm that training not only improves performance directly, but also through
increased work motivation, thus making an important contribution both theoretically in the
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development of human resources and practically to human resource management in non-profit
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INTRODUCTION

Employee performance is an important element in
determining the success of the organization, especially in
the face of the dynamics of an increasingly complex and
competitive work environment (Saing & Eprianto, 2025;
Setiawan, 2025). In the face of technological developments
and increasingly diverse service demands by providing
effective training to employees so that they can improve the
quality, productivity, and adaptability in carrying out their
duties (Mehner et al., 2025; Rolanda & Hasmawaty, 2024).
For this reason, organizations are required to be able to
manage human resources strategically so that they remain
relevant to environmental changes. Effective management
focuses not only on achieving short-term targets, but also
on the sustainability of performance in the long term.

From a human resource management perspective, training
is seen as one of the strategic instruments and key
components in the development of an effective workforce
in improving employee competencies (Salas et al., 2012).
Training is a systematic process that aims to improve the
knowledge, skills, and work attitude of employees in order
to be able to carry out their duties effectively (Arulsamy et
al., 2023). In addition, employee performance is also
influenced by the ability and motivation that individuals
have in carrying out their work. Related to this,

organizations are required to be able to create an integrated
and sustainable human resource management system. This
is important so that each individual can contribute
optimally according to their roles and responsibilities.

Employee motivation is a key factor that encourages
individuals to act and behave optimally in the work carried
out in the institution (Azhari & Romilah, 2025), in addition
to that it also reflects the existence of internal and external
drives that move individuals to achieve certain goals.
Highly motivated employees tend to show better work
morale, responsibility, and commitment to their work.
Conversely, low motivation can have an impact on
decreased productivity, work quality, and employee
involvement in the organization. Therefore, understanding
motivation is important for organizations. Motivation is not
only related to meeting economic needs, but also concerns
psychological aspects such as rewards, recognition, and
opportunities for growth (Akbar Abbas, 2023).

The effectiveness of training in improving employee
performance has not always shown consistent results in
various studies. Some studies have found that training has
a significant effect on employee performance (Aditya et al.,
2024; Arthur et al., 2003; Rolanda & Hasmawaty, 2024;
Salas et al., 2012), but other studies show that training has
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not been able to have an optimal impact on performance
improvement (Iyusnawati et al., 2024; kusuma et al., 2020;
Rifka Alkhilyatul Ma'rifat, | Made Suraharta, 2024; Shefani
& Jaya, 2024). This indicates that there is an inconsistency
in research results that reflect the research gap. Therefore,
further studies are needed to understand the factors that
affect the effectiveness of training on performance. This
becomes even more important when studied in the context
of non-profit organizations that have different
characteristics than the business sector, both in terms of
objectives, resources, and management systems. Based on
these conditions, this study aims to analyze the effect of
training on employee performance with work motivation as
a mediating variable at the Al Mustaqim Lawang Islamic
Boarding School Foundation and Orphanage, and is
expected to make a theoretical and practical contribution in
the development of strategies to improve employee
performance in a sustainable manner.

Training

Training has been one of the most important mechanism of
improving each employee’s skills and competencies for that
organization. Structured, civil and continuous training
programmes give employees an opportunity to expand their
knowledge base, improve their technical and soft skills and
develop a more professional work mindset. In addition to
competency development, training helps employees
understand their jobs better and be able to adapt more easily
to changes in technology and changing workplace
expectations (Setiawan, 2025). Through proper training,
employees are expected to be able to improve work quality,
productivity, and effectiveness in carrying out their duties.
Training helps employees understand expected work
standards and increase confidence in carrying out tasks. It
is hoped that with this training, employees will have more
qualified competencies so that it will have an impact on
employee performance in the organization.

Training is a long-term investment for institutions to
improve employee efficiency, so that employees are
expected to become more trained and skilled and able to
adapt to changes and increase competitiveness that is
increasingly tight. In addition, employees can complete
their tasks better (Pangestu et al., 2024) and provide a
competitive advantage, improve quality and impact
employee performance in the organization (Smith, 2022).
However, the effectiveness of training is highly dependent
on the adjustment of the program to specific needs,
appropriate training methods, and organizational and
leadership culture support, all of which contribute to
improving performance through the implementation of
training results in work practices carried out in the
institution (Risman, 2024). The factors that affect training
(Maheshwari & Vohra, 2018) including: (1) purpose, (2)

design, (3) process, and (4) effectiveness. Furthermore,
according to (Mir, 2021) among others: (1) focus on human
resource development (2) achievement of organizational
goals (3) personal development (4) the ability of
supervisors and employees to use the system. Meanwhile,
according to (Aristanora & Toton, 2023) Includes: (1)
Suitability of the material: (2) Instructor competence, (3)
Training methods and techniques, and (4) the enthusiasm of
the trainees. The success of the training is also supported by
strong organizational support so that it can be implemented
properly will have an optimal impact on improving
employee performance.

Motivation

Motivation reflects the internal and external motivation of
individuals to direct, mobilize, and maintain work behavior
to achieve organizational goals. The definition of
motivation is the drive that moves a person to do an action
or behavior to achieve a certain goal. In the context of work,
motivation refers to the factors that affect an employee's
enthusiasm and desire to do a good job and improve their
performance (Chien et al., 2020). So motivation is a force
that directs a person's behavior to achieve certain goals in
the institution (Cendy Aprianto & Yoyok Soesatyo, 2016).
The key factor of motivation is to determine the level of
work morale, involvement, and commitment of employees
in carrying out their duties. Highly motivated employees
tend to show better performance because they have the
drive to achieve optimal work targets (Bestadrian Prawiro
Theng & Robin, 2023). Conversely, low motivation can
lead to decreased productivity, work quality, and employee
participation in the organization.

In addition, work motivation also plays an important role in
increasing the effectiveness of employee performance.
Motivation is not only influenced by internal factors such
as individual needs and wants, but also by external factors
such as the work environment, rewards, and organizational
support. Therefore, organizations need to create working
conditions that are able to increase employee motivation so
that the performance produced can be optimal and
sustainable, in addition to work motivation can improve the
quality and quantity of work, increase responsibility,
cooperation, and initiative from employees. The motivation
factor (Hapsara & Ahmadi, 2024) namely: (1) Intrinsic
Factors, such as the job itself, recognition, responsibility,
and opportunities for development (2) Hygiene Factors
(Extrinsic Factors), including salary, working conditions,
company policies, and relationships with colleagues and
superiors. Meanwhile, according to (Lower et al., 2021)
among others: (1) Employee morale (2) Enthusiasm for
work (3) Encouragement to achieve maximum results (4)
Acceptance of awards and incentives. Thus, motivation is
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one of the important determinants in improving employee
performance and the success of the organization as a whole

Performance

Employee performance is defined as how well a person
executes the tasks or duties that have been assigned to
him/her. It is usually assessed through various measures
such as work results, productivity and quality of work,
proactiveness, and work engagement attitude (Triansyah et
al., 2023). Good performance allows organizations to attain
their goals easier, while bad performance can lead to
operating inefficiencies and financial losses. Notably,
performance is not just the ability to show oneself, but in
human resource management concept it is an understanding
of how well employees carry out their work operations in
effective and efficient so that contribute positively toward
the organization (Triansyah et al., 2023).

changes in the dynamic work environment (Ong & Ibrahim,
2023). This is because performance is not formed directly
but is influenced by various interrelated factors. Both
individual and organizational factors have an important role
in determining the success of employees in carrying out
their duties. In an effort to improve employee performance,
a comprehensive understanding of the factors that affect
individual performance in the organization is required.
Statement from (Blumberg & Pringle, 1982) Performance
factors include: (1) Capacity to Perform (2) Willingness to
Perform (3) Opportunity to Perform. While the statement
from the (Aditya et al., 2024) among others: (1) Training,
(2) Career Development, and (3) Motivation. Therefore,
organizations need to identify and manage these factors
appropriately so that employee performance can be
improved optimally and sustainably.

Research Model
Employees with good performance tend to be able to work
optimally, have high productivity, and are able to adapt to
Training HI Employee
Performance
H2 H3

Employee Motivation

HYPOTHESIS DEVELOPMENT
Training affects employee performance

Training is one of the organization's strategic efforts to
improve employee competencies to be able to carry out
their duties more effectively. A well-designed training
program can add insight and knowledge, improve
individual ~ technical  skills,  competencies  and
employability, thereby contributing to improved
performance in the institution. Employees who receive
training generally have a better understanding of their
duties and responsibilities, so they are able to work more
productively and efficiently. However, the success of
training does not occur automatically, but is greatly
influenced by the suitability of the material with the needs
of the job, the training methods used, and the extent to
which the organization is able to support the application of
training results in work practices carried out by individuals
in the institution. For this reason, good cooperation is
needed between institutions and employees so that the
expected goals will be achieved.

In addition, training also plays a role in helping employees
adjust to the increasingly dynamic demands of work.
Through training, employees not only gain improved

technical capabilities, but also a broader understanding of
the work processes and standards that the organization
expects. This condition can increase employee confidence
and readiness to face work challenges. Furthermore,
training encourages employees to think more adaptively
and responsive to changes in the work environment.
Employees become better able to identify problems and
make the right decisions in complex work situations. This
has an impact on improving the quality of work results and
accuracy in completing their duties and responsibilities in
carrying out the work provided by the institution. This is in
line with research conducted by (Chhy, 2019; Essam Deep
Al, 2023; Zia-your-Rehman et al., 2020).

Training has an effect on motivation

Training not only serves as a means of improving competence,
but also as a strategic mechanism in shaping and strengthening
employee work motivation. Training programs that are
designed appropriately and relevant to job needs are able to
provide a meaningful learning experience, so that employees
feel more capable, confident, and ready to face job demands.
Additionally, training creates a positive perception that the
organization pays attention to individual development, which
ultimately fosters a sense of appreciation and increases
emotional attachment to work. This condition encourages the
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emergence of a stronger internal drive to work optimally, as
employees not only understand what needs to be done, but also
feel they have the ability and support to achieve it. Thus, these
conditions show that training not only plays a role in
improving competence, but is also able to significantly
strengthen employee work motivation.

Proper training not only improves skills, but also fosters a
drive for achievement in employees. When employees acquire
new knowledge and skills, they tend to feel more confident and
have the confidence to achieve better work results. This
condition encourages the emergence of intrinsic and extrinsic
motivation to show higher performance, both in terms of
quality and quantity of work. Training not only improves the
qualifications and skills of employees but also significantly
increases the motivation of team members. This supports the
effectiveness of the overall organizational structure. This is in
line with research (Hasyim & Bakri, 2024; Lukasik, 2017;
Ozkeser, 2019).

Motivation affects employee performance

Work motivation is a key factor that determines the level of
employee performance in an organization. Employees who are
highly motivated tend to show greater effort, have
perseverance in completing tasks, and are oriented towards
achieving optimal work results. Motivation not only affects
how hard a person works, but also determines the direction and
consistency of work behavior in achieving goals. In this
condition, employees will be more proactive, responsible, and
able to manage their work effectively, so that it has a direct
impact on improving the quality and productivity of work. In
these conditions, employees not only become more proactive
and responsible, but also able to optimize work strategies,
make more informed decisions, and complete tasks more
effectively and efficiently, thus making a real contribution to
improving work quality and productivity. Therefore,
motivation is an important element that needs to be considered
by organizations in an effort to improve employee
performance. With high motivation, employees will be

encouraged to work more focused, improve the quality of work
results, and strive to achieve the targets that have been set. This
is in line with research (Purwanto, 2012; Sagita &
Sutianingsih, 2023; Shahzadi et al., 2014).

RESEARCH METHODS

The population in this study is all employees of the Al
Mustaqim Lawang Islamic Boarding School Foundation and
Orphanage, totaling 35 employees, using a saturated sampling
technique so that the entire population is used as respondents.
Training variables (Aristanora & Toton, 2023) with indicators:
(1) Suitability of the material: (2) Instructor competence, (3)
Training methods and techniques, and (4) the enthusiasm of
the trainees. Motivational variables (Lower et al., 2021) The
indicators are: (1) Employee morale (2) Enthusiasm for work
(3) Encouragement to achieve maximum results (4)
Acceptance of awards and incentives. Meanwhile, the
employee performance variable (Blumberg & Pringle, 1982;
Aditya et al.,2024) namely: (1) Opportunity, (2) Career
development (3) Capacity and (4) Readiness. The data
collection method by distributing questionnaires to
respondents and the data analysis technique used is Structural
Equation Modeling based on Partial Least Squares (PLS-
SEM) with the help of SmartPLS 4.

RESULTS OF RESEARCH AND DISCUSSION
Validity and Reliability Tests

Validity Test

The outer model was used to assess the measurement model
validity, which focuses on both convergent and discriminant
validity based primarily on assessment of factor loadings
between observed indicators and their respective latent
constructs. A factor loading greater than 0.70, or above 0.60 if
the average variance extracted (AVE) is greater than 0.50,
indicates a valid indicator (Hair et al., 2017; Latan & Noonan,
2017). Considering these criteria, the findings of the outer
model analysis performed with SmartPLS are as described
below:

Table 1. Loading Factor
Variable Dimension Loading Factor Information
Training Material suitability 0.850 Valid
Instructor competencies 0.791 Valid
Training methods and techniques 0.837 Valid
Enthusiasm of trainees 0.799 Valid
Motivation Work ethic 0.776 Valid
Enthusiasm for work 0.709 Valid
Encouragement 0.808 Valid
Awards and incentives 0.791 Valid
Employee Performance Opportunities 0.798 Valid
Career development 0.742 Valid
Capacity 0.708 Valid
Readiness 0.836 Valid

Source: Data analysis results with PLS

UKR Journal of Economics, Business and Management (UKRJEBM). Published by UKR Publisher




Table 1 shows that most of the loading factor values have met the rule of thumb set by Ghazali (2018), which is > 0.5 for each
indicator, then all indicators are valid. Furthermore, for construct validity, it is stated that the validity of the construct with the
average variance extracted (AVE) value must show a value of > 0.5. The test results are as follows:

Table 2. Average Variance Extracted (AVE)

Dimension AVE Information
Training 0.675 Valid
Motivation 0,596 Valid
Employee Performance 0.593 Valid

Based on the table, it is suggested that the AVE value of each variable > from 0.5.
Discriminant Validity

That is, comparing the AVE value of a construct must be higher than the correlation between the latent variables, or by looking
at the cross loading value (Ansori M, 2020) as follows:

Table 3. Cross Loading

Performance Motivation Training
M1 0,728 0,776 0,626
M2 0,594 0,709 0,646
M3 0,616 0,808 0,722
M4 0,745 0,791 0,680
X1 0,748 0,755 0,850
X2 0,693 0,765 0,799
X3 0,658 0,697 0,837
X4 0,614 0,613 0,799
Y1 0,789 0,650 0,507
Y2 0,742 0,705 0,666
Y3 0,708 0,630 0,589
Y4 0,836 0,695 0,766

Table 3 shows that in this study it can be said to have valid discriminant validity.
Reliability

Reliability indicates that the construct is said to be reliable, if Cronbach's alpha value > 0.6 and the Composite reliability value
> 0.7. Here are the results of the analysis:

Table 4. Composite Reliability and Cronbach’s alpha

Variable Cronbach's Alpha Composite Reliability Test Result
Training 0.770 0.774 Reliable
Motivation 0.773 0.776 Reliable
Employee Performance 0.840 0.843 Reliable

All constructs are reliable because they are above 0.6 and the Composite reliability value > 0.7, so all constructs are reliable
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Inner Model Evaluation

Internal model testing is to predict the causal relationship between variables with hypothesis testing carried out by

bootstrapping. The results of the analysis are as follows:

X1

Y1

0.000 0.000
X <—g000 oo00—> 2
0000 0.295 (0.037) 0000
e i o
0.000 0.000
Pelatihan Kinerja
X4 Y4
0.866 (0.000) 0.616 (0.000)
/000 0.000 0.000 0~00\
M1 M2 M3 M4
Figure 2. PLS Model Inner Path Diagram
Pengujian Hypothesis
Table of path coefficients to see the results of the T-statistics below:
Table 5. Path coefficient
Original Sample | P-Value Information
Training > Employee Performance 0.295 0.037 Significant
Training - Motivation 0.866 0.000 Significant
Motivation - Employee Performance 0.616 0.000 Significant

The value of the first coefficient is 0.295 with a p-value of
0.037. This shows that training affects performance, so the
H1 hypothesis is accepted. The training path on
performance is 0.866 with a p value of 0.000 which explains
that H2 is accepted. Furthermore, the 0.616 pathway is
training on motivation with a sig of 0.000 so that H3 is
accepted.

DISCUSSION

Employee performance training

Based on the results of the analysis, it can be concluded that
training has a positive and significant effect on employee
motivation. This shows that training that is carried out
systematically and in accordance with the needs of the job
is able to increase the internal and external motivation of
employees in carrying out their duties. Effective training
will have a real impact on improving employee performance
if it is designed and implemented correctly. The suitability
of the training material with the needs of the job is the main

factor that determines the extent to which the knowledge
gained can be directly applied in daily tasks. Instructor
competence also plays an important role, because
experienced and communicative instructors are able to
convey material clearly and build a deep understanding. In
addition, the training methods and techniques used need to
be adjusted to the characteristics of the participants so that
the learning process is more effective, interactive, and easy
to understand. On the other hand, the enthusiasm of the
trainees reflects the level of involvement and readiness of
the individual in receiving and internalizing the material
given. When these four aspects run optimally, training not
only improves competence, but also encourages more
productive changes in work behavior, thus having a direct
impact on improving employee performance in a sustainable
manner.

Training on motivation

Appropriately designed training not only improves
competence, but is also able to boost employee work
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motivation. The suitability of the training materials to the
needs of the job makes employees feel that what they learn
is relevant and useful, thus fostering a passion for growth.
The competence of the instructor is an important factor in
building participants' interest and trust, because clear and
inspirational delivery can trigger an internal drive to learn
and excel. In addition, interactive and varied training
methods and techniques are able to increase participant
engagement, making the learning process more interesting.
On the other hand, the enthusiasm of the trainees reflects
the level of readiness and willingness of the individual to
follow the learning process, which ultimately strengthens
the motivation of the work. When all these aspects run
optimally, training not only provides new knowledge, but
also fosters psychological motivation that encourages
employees to work harder and achieve better results, so that
training will provide great benefits for both individuals and
organizations.

Motivation Towards Performance

Work motivation has a crucial role in determining the high
and low performance of employees, because it is the main
driver of individual work behavior. High morale
encourages employees to complete tasks with full energy
and consistency, thus having an impact on increased
productivity. Enthusiasm at work makes employees more
involved, not easily bored, and able to maintain the quality
of work results. In addition, the drive to achieve maximum
results encourages employees to set higher work standards
and strive to exceed the targets set by the organization. On
the other hand, receiving awards and incentives serves as a
reinforcer that emphasizes the relationship between effort
and work output, so that employees are encouraged to
maintain and even improve their performance. When these
four aspects are formed consistently, motivation not only
increases work intensity, but also improves the quality and
accuracy of work results, which ultimately contributes
directly to optimal employee performance.

CONCLUSIONS AND SUGGESTIONS
Conclusion

This study aims to examine the effect of training on
employee performance, motivation on performance and
training on motivation at the Al Mustagim Lawang
Orphanage Foundation and Islamic Boarding School.
The respondents in this study were 35 employees of the
Al Mustaqim Lawang Orphanage and Islamic Boarding
School Foundation. Data collection was carried out
through the distribution of questionnaires to all
respondents according to the indicators of each research
variable. The results of the study showed that all
pathways had a significant effect.

Suggestions

Institutions are expected to have the ability to provide
training as one of the strategic instruments based on work
needs, by ensuring the suitability of materials, instructor
competencies, and interactive methods in order to increase
employee engagement and understanding. In addition,
there needs to be a post-training follow-up so that the
learning results can be implemented in real terms in the
work. Organizations also need to strengthen the
motivational aspect through rewards, recognition, and a
supportive work environment, as motivation has proven to
be key to improving the effectiveness of training on
performance. On the other hand, continuous evaluation of
training needs to be carried out to ensure its impact on
employee performance. Subsequently, it is recommended
to develop a model by adding other variables in order to
obtain a more comprehensive understanding of the factors
that affect employee performance.

BIBLIOGRAPHY

1. Aditya, I. P. K. R, Pio, R. J., & Rumawas, W.
(2024). Effect of Training and Career
Development on Motivation and Employee
Performance. International Journal of Science
and Society, 6(1), 62-81.
https://doi.org/10.54783/ijsoc.v6i1.996

2. Akbar Abbas, S. (2023). Motivational factors and
their role in driving performance improvement: a
literature review. BALANCA: Journal of Islamic
Economics and  Business, 5(1), 45-54.
https://doi.org/10.35905/balanca.v411.4295

3. Alhempi, R. R., Sudirman, & Supeno, B. (2021).
Effect of Training and Motivation on Employees
Performance of The Environment and Forestry
Department of Riau Province. Husnayain
Business Review, I(1), 60-68.
https://doi.org/10.54099/hbr.v1il.8

4. Aristanora, K. G., & Toton. (2023). The Effect of
Training and Work Motivation on the
Performance of Production Employees at PT. Agri
Lestari Nusantara. Journal of EMT KITA, 7(3),
737-746. https://doi.org/10.35870/emt.v7i3.1263

5. Arthur, W., Bennett, W., Edens, P. S., & Bell, S.
T. (2003). Effectiveness of training in
organizations: A meta-analysis of design and
evaluation features. Journal of Applied
Psychology, 88(2), 234-245.
https://doi.org/10.1037/0021-9010.88.2.234

6. Arulsamy, A. S., Singh, 1., Senthil Kumar, M.,
Panchal, J. J., & Bajaj, K. K. (2023). Employee
Training and Development Enhancing Employee

UKR Journal of Economics, Business and Management (UKRJEBM). Published by UKR Publisher 390




10.

11.

12.

13.

14.

15.

Performance-A Study 1. 16(3), 406.

Azhari, M., & Romilah. (2025). The Effect of
Work Motivation on Employee Performance in
Sukamulya Village, Sukatani District, Bekasi
Regency. Alliance: Journal of Management and
Business, 20(1), 265-280.
https://doi.org/10.46975/p35vq266

Bestadrian Prawiro Theng, & Robin. (2023). The
Impact of Employee Motivation on Productivity.
International Journal of Health, Economics, and
Social Sciences (IJHESS), 5(1), 209-221.
https://doi.org/10.56338/ijhess.v4i3.2637

Blumberg, M., & Pringle, C. D. (1982). The
Missing Opportunity in Organizational Research:
Some Implications for a Theory of work
Performance. In Academy of Management Review

(Vol. 7, Issue No 4, pp. 560-569).

Cendy Aprianto, & Yoyok Soesatyo. (2016). The
Effect of Work Motivation on Job Satisfaction and
Its Impact on Employee Performance at PT.X.
Journal of Management Science , 4(2), 11-20.
https://ejournal.unesa.ac.id/index.php/jim/article/
view/17516

Chhy, S. (2019). The Impact Of Training And
Development On Employee Performance: A Case
Study Of Selected Private Secondary Schools In
Phnom Penh Cambodia. Global Journal of Human
40-49.

Resource Management, 7(3),

www.eajournals.org

Chien, G. C. L., Mao, L., Nergui, E., & Chang, W.
(2020). The effect of work motivation on
employee performance: Empirical evidence from
4-star hotels in Mongolia. Journal of Human
Resources in Hospitality and Tourism, 19(4),473—
495.
https://doi.org/10.1080/15332845.2020.1763766

Chukwuemeka, O. (2022). Impact of Training and
Development on Employees’ Performance in
Epenal Group Ltd. International Journal on
Integrated Education, 5(5), 281-293.

Essam Deep Al, K. (2023). The Impact of Training
on Improving Employee Performance: A Case
Study on Employees of the Ma'an District
Education Directorate. International Journal of
Professional Business Review, 8(10), €03520.

Hapsara, O., & Ahmadi, A. (2024). Improving
Performance Through Job Satisfaction in Growing
Employee Motivation at BANK BNI Muara
Bungo Branch. Dinasti International Journal of

16.

17.

18.

19.

20.

21.

22,

23.

Education Management And Social Science, 5(3),
399-411.
https://doi.org/10.38035/dijemss.v5i3.2464

Hasyim, H., & Bakri, M. (2024). Training
Opportunities and Their Effect on Work
Motivation: A Study of Various Industries.
Paradoks :  Jurnal Ilmu Ekonomi, 7(3 SE-
Articles), 221-236. https://jurnal.feb-
umi.id/index.php/PARADOK S/article/view/1052

Iyusnawati, 1., Bukit, P., & Hapsara, O. (2024).
The Influence of Training and Mentoring on
Employee Performance through Competence at
the Class B Search and Rescue Office in Jambi.
Journal of Accounting and Finance Management,
5(4), 770-779.
https://doi.org/10.38035/jafm.v5i4.751

kusuma, kusumawati, & fitria. (2020). The
Influence of Training and Skills on Confidence
that Impacts Employee Performance. GOLDEN
JOURNAL: of  Entrepreneurial
Accounting ~ Management, 7(9),  28-45.
https://www.journal.lppmpelitabangsa.id/index.p
hp/emas/article/view/630

Lukasik, K. (2017). THE IMPACT OF
TRAINING ON EMPLOYEES MOTIVATION
IN SMEs INDUSTRY. Zeszyty Naukowe
Politechniki Czestochowskiej Zarzgdzanie, 28(1),
96-1009.
https://doi.org/10.17512/znpcz.2017.4.1.08

Maheshwari, S., & Vohra, V. (2018). Role of
training  and

Economics

development  practices in

implementing change. International Journal of
Learning and  Change, 10(2), 131-162.
https://doi.org/10.1504/1JLC.2018.090911

Mehner, L., Rothenbusch, S., & Kauffeld, S.
(2025). How to maximize the impact of workplace
training: a mixed-method analysis of social
support, training transfer and knowledge sharing.
European Journal of Work and Organizational
Psychology, 34(2), 201-217.
https://doi.org/10.1080/1359432X.2024.2319082

Mir, N. Q. (2021). the Measurement of Training

Effectiveness.  International  Journal  of
Interdisciplinary Research and Innovations ISSN,

9(3), 64-68.

Ong, C. H.,, & Ibrahim, H. 1. (2023). The
Relationship Between Work Life Quality And
Employee Performance. Journal of Management,
2(1), 23-41.
https://myjournal.or.id/index.php/JOM/article/vie

UKR Journal of Economics, Business and Management (UKRJEBM). Published by UKR Publisher 391




24,

25.

26.

27.

28.

29.

30.

31.

w/15
Ozkeser, B. (2019). Impact of training on
employee motivation in human resources

management. Procedia Computer Science, 158,
802-810.
https://doi.org/10.1016/j.procs.2019.09.117

Pangestu, A. H., Ukhra, A., Kurniawan, C. I., & ...
(2024). The Role of Training in Improving the
Productivity and Quality of Human Resources to
Face Global Challenges. ... Science Research,
1(June), 269-278.
https://ojs.daarulhuda.or.id/index.php/Socius/arti
cle/view/451

Purwanto, K. (2012). The International Journal of
Management and Business, The Influence of Work
Motivation on Employee Performance. 3(1), 1-22.

Rifka Alkhilyatul Ma'rifat, I Made Suraharta, I. .
J. (2024). No Title 7% No Title No Title. 2(1),
306-312.

Risman, R. (2024). Employee Training Strategies
to Improve Organizational Performance: The Role
of Technology and Program Adaptation in
Various Sectors. Paradox: Journal of Economics,
7(1), 56-68.
https://doi.org/10.57178/paradoks.v7i1.946

Rolanda, M. F. M., & Hasmawaty, H. (2024). The
effect of local government information system
training, work environment and motivation on
employee performance. Enrichment: Journal ...,
14(3).
http://www.enrichment.iocspublisher.org/index.p
hp/enrichment/article/view/1969%0Ahttp://www.
enrichment.iocspublisher.org/index.php/enrichme
nt/article/download/1969/1366

Sagita, E. S., & Sutianingsih. (2023). The Role of
work Motivation in Improving Employee
Performance. International Journal of Economic,
Busniness and Accounting Research, 7(4), 1-10.
http://publications.lib.chalmers.se/records/fulltext
/245180/245180.pdf%0Ahttps://hdl.handle.net/20
.500.12380/245180%0Ahttp://dx.doi.org/10.1016
/j.jsames.2011.03.003%0Ahttps://doi.org/10.101
6/j.gr.2017.08.001%0Ahttp://dx.doi.org/10.1016/
j.precamres.2014.12

Saing, B., & Eprianto, 1. (2025). Strategies to
Employee Performance Through
Employee Engagement, Organizational Culture,

Improve

32.

33.

34.

35.

36.

37.

Work Motivation, and Job Satisfaction on
Employee Performance. IJBE (Integrated Journal
of Business and Economics), 9(1), 38.

https://doi.org/10.33019/ijbe.v9i1.1076

Salas, E., Tannenbaum, S. I., Kraiger, K., &
Smith-Jentsch, K. A. (2012). The Science of
Training and Development in Organizations:
What Matters in Practice. Psychological Science
in the Public Interest, Supplement, 13(2), 74—101.
https://doi.org/10.1177/1529100612436661

Setiawan, A. (2025). The Impact of Training,
Motivation, Job Satisfaction, and Employee
Engagement on Employee Performance: A
Literature Study and Comprehensive Model.
Dinasti International Journal of Management
Science, 6(6), 1337-1351.
https://doi.org/10.38035/dijms.v616.4582

Shahzadi, I., Javed, A., Pirzada, S. S., Nasreen, S.,
& Khanam, F. (2014). The Impact of Employee
Motivation on Employee Performance. European
Journal of Business and Management, 6(23), 159—
166.

https://www iiste.org/Journals/index.php/EJBM/a
rticle/view/14794

Shefani, A. N., & Jaya, R. C. (2024). The Effect
of Job Training, Work Motivation, and
Communication on the Performance of ASN
Employees in Functional Positions of the Bandung
City Food Security and Agriculture Office.
Journal of Business Economics, Management and
Accounting (JEBMA), 4(2), 862-872.
https://doi.org/10.47709/jebma.v4i2.4013

Triansyah, F. A., Hejin, W., & Stefania, S. (2023).
affecting employee performance: a
systematic literature review. Journal Markcount
Finance, 1(3). https://doi.org/10.1108/JAMR-06-
2018-0052

Factors

Zia-ur-Rehman, M., Ansari, R. H., & Ali, H.
(2020). Impact of Training on Employees’
Performance. Global Management Sciences
Review, V1), 120-128.
https://doi.org/10.31703/gmsr.2020(v-iii).13

UKR Journal of Economics, Business and Management (UKRJEBM). Published by UKR Publisher




