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 Currently, people live in a globalized environment with significant 
changes, especially digital technology that change how an 
organization provides work and the human resource management 
process in the organization. Generation x is experiencing significant 
changes in technology that affect them to adapt to the digital era. 
This study aims to determine the impact of training and 
development on improving the performance quality of Generation X 
employees in the West Kalimantan Provincial Government with 
competence as mediation. Data is presented and analyzed using 
quantitative methods, and the number of samples is 234 
respondents. The questionnaire in this study used a five-point Likert 
scale (1=Strongly disagree, 2=Disagree, 3=Neutral, 4=Agree, 
5=Strongly agree); the questionnaire was distributed online and 
offline. The analysis in this study was carried out using the 
Structural Equation Modeling (SEM) method through AMOS 24. The 
findings from this research suggest that training and development 
have a positive and significant effect on employee performance with 
intermediary competencies. 
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INTRODUCTION  
Currently, people live in a globalized environment with significant changes, especially digital 
technology that change how an organization provides work and the human resource management 
process in the organization (Bejtkovský et al., 2018). Mazurchenko & Maršíková (2019) stated that 
digitalization in human resource management helps organizations to modernize human resource 
functions and gives them a competitive advantage. Human resources are an essential component 
and are considered resources and capabilities possessed or managed by organizations that can 
create value in attaining a competitive edge (Fenech et al., 2019). According to Sriviboon & 
Jermsittiparsert (2019) human resources are the most crucial part of an organization to improve 
employee performance. 
 Based on BKD (2023) data, West Kalimantan provincial civil servants are dominated by 
Generation X, with 5,541 people or 52,4% of 10,574 employees. (Dimock, 2019) explains that 
Generation X was born from 1965 to 1980. Generation X experienced significant technological 

https://creativecommons.org/licenses/by-nc/4.0/
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changes that influenced them to adapt to the digital era (Kotler et al., 2021). Changes in information 
and communication technology create challenges, change the way of working, and make job 
demands in the government sector (Zehir et al., 2020). Improving performance quality in today's 
digital era is one of the critical factors in the West Kalimantan provincial government's efforts to 
achieve efficiency, effectiveness, and quality of public services. This improvement depends on the 
knowledge and abilities of Generation X ASN employees who work in the government 
environment (Zhang & Chen, 2023). 

Training and development directly impact employee performance effectiveness  (Ismail et 
al., 2021; Karim et al., 2019). Training and development as an indicator of better skills, knowledge, 
capacity, and perspective in employees to produce effective worker performance. Training aims to 
improve employees' skills, knowledge, and attitudes, while development aims to improve 
employees' overall competence over a more extended period (Stofkova & Sukalova, 2020). The 
training provided can play an important role. Training can improve and expand the educational 
qualifications of workers in their work and provide benefits both individually and socially 
(Martins, 2021). Training is seen as a useful tool to address changes regarding technological 
innovation, productivity, and efforts to improve performance quality (Balouei Jamkhaneh et al., 
2022). 

Competencies are some of the factors that influence employee performance improvement. 
Competence plays a vital role because competence is related to the essential excellence of 
employees in doing work  (Qalby & Rosnani, 2023). Competence means a combination of skills, 
capabilities, knowledge, attitudes, and motivations employees need to cope with work-related 
tasks and challenges efficiently (Hecklau et al., 2016). Competence in a person is the foundation for 
effective and superior performance in a job (Rosnani et al., 2019). Employee competence must 
always be honed so that it is always by existing developments by seeking new knowledge to work 
optimally. 

This study aims to understand the relationship between training and development in 
improving the quality of performance of Generation X ASN employees with competence as a 
mediator. The research is expected to serve as a basis for the Government of the West Kalimantan 
Province to develop appropriate training programs to continuously improve staff performance, 
and the study aims to broaden existing theories about the relationship between training, 
development, and performance by highlighting the role of competence as a mediation variable and 
strengthening an understanding of how these factors are interrelated. This study develops 
previous research that has been conducted (Karim et al., 2019; Mungou & Chumo, 2023; 
Ognjanović et al., 2023) which found that training and development positively correlate with 
employee performance. However, findings by Maqbool et al (2023) concluded that training and 
development had no impact on the aging workforce in overcoming challenges. The gap regarding 
these results makes the researcher examine the relationship between training and development in 
improving the quality of Generation X employee performance. The update in this is by adding 
competency variables as mediating variables.  

RESEARCH METHOD  

This research is causal. The research helps find and determine whether there is a cause-and-effect 
correlation and the level of relationship that occurs between two or more variables. This study uses 
a questionnaire with a five-point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = 
Agree, 5 = Strongly agree). Training as an independent variable is measured by 6 question items 
developed by (Dhar, 2015). While the other independent variable, namely development, is 
measured by 6 items developed by (Lynn, 1998). To measure employee performance as the 
dependent variable is measured by 7 items developed by (Nkansah et al., 2023). Competence as a 
mediating variable is measured using a model developed by (Otoo & Mishra, 2018a) with 7 items. 
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In this study, 234 respondents participated as samples. The sample criteria in this study 
include all ASN employees who belong to Generation X and work in the West Kalimantan 
provincial government. Prior to dispersing the questionnaire, the researcher obtained permission 
first, and after that, the questionnaire was distributed online and offline. 

Data analysis in this research was carried out through AMOS 24 by applying the Structural 
Equation Modeling (SEM) method, which has three types of analysis that can be done 
simultaneously. The first step is to verify the validity and dependability of the confirmatory factor 
analysis-related instruments. Second, a number of parameters are used to assess the overall fit of 
the model, such as chi-square (x2), the Good of Fit Index (GFI), Tucker Lewis Index (TLI), 
Incremental Fit Index (IFI), Comparative Fit Index (CFT), Root Mean Square Error of 
Approximation (RMSEA), and Normed Fit Index (NFI). Validity evaluation involves a value that 
must be ≥ 0,50, based on the standardized loading factor (SLF) (Hair et al. 2014: 618), and the 
tabulated results of construct reliability (CR) and average variance extracted (AVE) values on 
construct reliability. Third, SEM analysis describes the examination of the structural model to 
ensure whether the proposed research hypothesis is accepted or rejected. Each coefficient in SEM 
analysis will have a calculated t-value; If the value of tcount ≥ t-table (1,96) at the significance level 
(α = 0,05), then the hypothesis can be said to have a causal relationship. 

 

 
Figure 1. Reseatch Fremework 

 
Training and Competence 

Training is a process that supports employees in acquiring the skills and knowledge 
necessary to perform job duties efficiently (Armstrong & Landers, 2018). According to (Elsafty & 
Oraby, 2022; Urbancová et al., 2021), training is an effort made by the organization to change 
employee behavior to suit organizational goals. Research (Fouad et al., 2022) states that training is 
a process that can help individuals develop or improve their competencies. A person can gain the 
competencies and expertise needed to carry out job duties with a higher level of effectiveness 
through proper training. Hawgood et al., 2022 explains that training is one component of employee 
competency development. Good training can help individuals acquire the technical and non-
technical skills required for their jobs and will contribute to broader competency improvements. 
Based on the explanation above, the researchers suggest the hypothesis: 
H1: Training has a positive and significant relationship with competence 
 
Development and Competence  

Dirani et al., 2020; Kareem & Hussein, 2019 describe development as a systematic and 
continuous process that directs the development of individuals, teams, and organizations' 
competencies through learning and practice to achieve better goals. Cabral & Dhar, 2019States that 
development is an important tool in developing employee competencies. Development and 



         ISSN 2087-6327 (Print)|2721-7787 (Online) 

Enrichment, Vol.13, No. 5, December 2023: pp 3053-3065 

3056 

effective learning is an integral part of development that can help improve individual skills and 
knowledge. Dirani et al., 2020 Emphasize the importance of development in identifying and 
developing individual competencies according to organizational needs. Development helps 
organizations achieve performance goals by ensuring employees have the right knowledge and 
skills. Based on the explanation above, the researchers suggest the hypothesis: 
H2: Development has a positive relationship with competence  
 
Training and Employee Performance 

Training is an effort to improve the ability and productivity of employees in an 
organization. This agrees with research Sendawula et al., 2018, which found that training can build 
employee performance. The results of their research show that employees who take part in training 
that is relevant to employee work tend to have a higher level of performance. Training can improve 
employee performance by increasing knowledge, skills, and attitudes (Afroz, 2018). Training can 
also help employees overcome self-confidence and anxiety that may affect their performance. 
Based on the explanation above, the researchers suggest the hypothesis: 
H3: Training has a positive relationship with employee performance. 
 
Development and Employee Performance 

Development is a process directed at facilitating the organization's learning, growth, and 
provision to improve organizational performance in facing future challenges. Davidescu et al 
(2020) Explains that development helps improve employee performance by increasing their 
knowledge and skills. By providing appropriate development, organizations can fill gaps in 
employee skills, which in turn contributes to better performance. Roscoe et al., 2019 development 
helps improve employee performance by providing development and learning opportunities. 
Successful development allows employees to improve the skills needed to manage job tasks better. 
Based on the explanation above, the researchers suggest the hypothesis: 
H4: Development has a positive relationship with employee performance 
 
Competence and Employee Performance 

Otoo, (2019) competence is an effective and efficient ability to act in a given situation, 
supported by knowledge, skills, and attitudes. Zhou et al., (2018) identified three main types of 
competence, namely technical competence (technical skills related to work), conceptual 
competence (problem-solving ability and creative thinking), and social competence (ability to 
interact and communicate with others). Atan & Mahmood, (2019) Suggest that employee 
competencies contribute directly to their performance on the job. Employees with the right skills 
and knowledge for the job will be more likely to perform better. Mahmood et al., 2018 State that 
employee competence plays an important role in identifying high-performing employees. 
Employees with competencies that align with their work achieve superior results. Based on the 
explanation above, the researchers suggest the hypothesis: 
H5: Competence has a positive relationship with employee performance. 
 
Competence Mediates Develpoment and Employee Performance  

Van Esch et al., 2018 They conducted research on the relationship between training, 
competence, and performance. The study shows that competence can be an intermediary between 
training and performance. Training affects the increase in competence, and the increase in 
competence then has a positive impact on employee performance. Wei et al., (2018) in their study 
on training and performance, emphasized the importance of understanding the role of competence 
as an intermediary. Through training, increased competencies will be achieved, and these 
competencies will mediate the correlation between training and performance. Based on the 
explanation above, the researchers suggest the hypothesis: 
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H6: Competence mediates the relationship between training and employee performance. 
 
Competence Mediates Development and Employee Performance 

Amjad et al., (2021) suggest that development is a process that aims to develop the competencies of 
individuals, teams, and organizations. The study emphasizes that development can help improve 
employee competence, affecting their job performance.  Haldorai et al., (2022) Explained that 
development, including training and learning, is a means to improve employee competence. 
Employees with the right competencies for their job duties are more likely to achieve higher 
performance levels. Based on the explanation above, the researchers suggest the hypothesis: 
H7: Competence mediates the relationship between development and employee performance. 

RESULTS AND DISCUSSIONS 
3.1. Result 
Characteristics of Respondents 
The analysis of respondent profiles in this survey is based on the following demographics: 

Table 1. Characteristics of Respondents 

Categories items f % 

Gender Man 66 28 

Woman 168 72 

Total 234 100 

Status Married 229 98 

Unmarried 5 2 

Total 234 100 

Age 40-45 years old 95 40,6 

46-50 years old 96 41,4 

51-55 years old 43 18 

>55 years old 0 0 

Total 234 100 

Education Level Senior High School 44 19 

Diploma 44 19 

S1 121 52 

S2 24 10 

S3 1 0 

Total 234 100 

Work Period 10-15 years 77 33 

16-20 years 58 25 

21-25 years 85 36 

>25 years  13 6 

Total 234 100 

 
From the explanation in Table 1, it can be seen that most respondents are female, which 

reached 168 out of a total of 234 respondents. In addition, most respondents were between 46 to 50 
years old, totaling 96 people or 41,4%. In addition, most respondents are married with the last 
education of S1 graduates with a total of 121 people, and the length of service group is 21-25 years. 
 
Model Measurement 

The results of the model test refer to the standard value of goodness of fit, while the 
validity test will look at the acquisition of the value of the standardized loading factor (SLF), while 
the reliability test will assess the acquisition of Average Variance Extracted (AVE) and Construct 
Reliability (CR): 
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Tabel 2. Goodness of Fit Index 

Goodness of Fit Index Cut off Value Results 

   Expected to be low 619,771 

Df  0,294 

  -Significance Probability ≥ 0,05 0,000 

CMIN/DF ≤ 3,00 2,108 

RMSEA ≤ 0,08 0,069 

RMR ≤ 0,05 0,045 

NFI ≥ 0,90 0,901 

IFI ≥ 0,90 0,945 

TLI ≥ 0,90 0,939 

CFI ≥ 0,90 0,945 

 

Tabel 2 shows that the suggested model meets the requirements and is suitable. Six 

different types of measures that achieve a high level of suitability show that the specified criteria 

have been met by characteristics such as CMIN/DF = 2,108 (≤ 3,00), RMSEA = 0,069 (≤ 0,08), and 

RMR = 0,045 (≤ 0,05). In addition, the level set at ≥ 0,90 was exceeded by all values of NFI = 0,901, 

IFI = 0,945, TLI = 0,939, and CFI = 0,945. Thus, it can be said that the model that the researcher 

created is feasible and meets the criteria. 

 

Tabel 3. Value of Standardized Loading Factor, Construct Reliability (CR), and Average Variance Extracted 

(AVE) in Overall Model Fit 

Variable                

 

Items 

 

Factor 

Loading 

CR AVE 

Training The training program will help me in personal development 0,894 0,949 0,750 

The training program will help me do my job better 0,855 

The training program will help me network with other 

employees 

0,859 

 

Training programs will help me stay up to date on new 

processes or procedures related to my work 

0,868 

The training program increased my motivation towards work 0,856 

The training program will help me achieve my career goals 0,865 

Development The learning and development process provided new 

knowledge and skills that I did not yet have 

0,825 0,936 0,707 

With the knowledge I have, I can complete the job well 0,848 

My organization often conducts training to develop my skills 0,830 

I can understand and master every task given 0,853 

The work assigned is in accordance with the skills I have 0,829 

I can operate office facilities such as computers precisely and 

easily 

0,860 

Employee 

Performance 

I feel satisfied with the work I have done 0,875 0,947 0,754 

I plan my work in such a way that it is completed according to 

time 

0,879 

I have the ability to work quickly and successfully 0,849 

I quickly started a new job when my old job was finished 0,865 

I have the initiative in carrying out work 0,878 

I try to always update my work knowledge and skills 0,901 

I enjoy helping colleagues who need help 0,828 

Competence I can do something very well in some things 0,891 0,950 0,771 

I can handle challenges appropriately 0,852 

I can contribute valuable insights to the team 0,886 
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I am effective in delegating task responsibilities 0,870 

I can relate to other people effectively 0,876 

I try to face difficult situations positively when there are 

differences of opinion 

0,893 

I make decisions based on reliable evidence 0,876 

 

Researchers' testing data in Table 3 demonstrates that every loading factor value is higher 
than 0,50. It is clear from the loading factor results that each of the four variable indicators is 
veliable and capable of measuring the construct model as a whole. Furthermore, the reliability test 
data are also obtained. This is demonstrated by the extracted variable's (AVE) value exceeding 0,50 
and the construct reliability's (CR) value exceeding 0,70. These findings imply that the model 
constructions that were created can be relied upon and have experienced accurate and reliable 
measurements 

 

 
Figure 2. Full Model Structural Test 

 
The results of testing the effects of relationships between variables in the study 

configuration constructed in this study can be conveyed as follows: 
 

Tabel 2. Hypothesis Testing 

Hypothesis Path Estimate S.E. C.R. p-value Description 

H1 Competence <--- Training 0,268 0,076 3,512 0,000 Accepted 

H2 Competence <--- Development 0,220 0,078 2,828 0,005 Accepted 

H3 Employee_Performance <--- Training 0,170 0,072 2,375 0,018 Accepted 

H4 Employee_Performance <--- 

Development 

0,254 0,073 3,476 0,000 Accepted 

H5 Employee_Performance <--- 

Competence 

0,189 0,064 2,959 0,003 Accepted 

  

 Table 4 shows that the effect of training on competence of 3.512 is greater than the t-table 
value of 1,96 for the first hypothesis. Similarly, the p-value (α = 0,05) is 0,000, which is less than 
0,05. This finding supports the first hypothesis by showing a good and significant relationship 
between training and competence. Based on the test results, the second hypothesis is also 
acceptable because there is a significant positive relationship between development and 
competence. The t-score of development and competence is 2,828 and the p-value, which shows 
less than 0,05, that is 0,005, both prove it. The third hypothesis is acceptable because the data show 
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that training has a positive and significant impact on employee performance with a t-score of 2,375 
for the effect of training on employees performance and a p-value of 0,018 confirms this. Regarding 
the fourth hypothesis, the findings suggest that developments in employee performance correlate 
positively and significantly. The t-score value is greater than 1,96, which is 3,476, and the p-value is 
less than 0,05, which is 0,000, both support this. The results of the hypothesis analysis showed a t-
score value of 2,959, which was then supported by a p-value of 0,003 less than 0,05. So the fifth 
hypothesis is also acceptable. Therefore, it can be concluded that competence significantly 
improves employee performance. 
 

In table 5. shows the indirect influence on the influence of the constructed mediating 
variables obtained from the results of the Sobel test: 
 

Tabel 3. Sobel Test - Significance of Mediation 

Hypothesis Item Sobel test 

statistic 

Two-tailed 

probability 

Description 

H6 Training <--- Competence <--- Employee 

Performance 

2,264 0,023 Accepted 

H7 Development <--- Competence <--- 

Employee Performance 

2,039 0,041 Accepted 

 

 The result of the data in table 5 gives an explanation of the statistical value of Sobel's test is 
2,264, which is higher than the value of the t-table of 1,96 and the p value is 0,023, the p-value is 
less than 0,05. Test results show that there is a strong indirect correlation between employee 
performance measured by competence and training, the results of the sixth hypothesis are 
acceptable. Competences that effectively act as mediated variables also show the same results, with 
data showing that the seventh hypotheses are supported by the test statistics value of Sobel 2.039 
(more than 1,96) and a p-value of 0,041 (lower than 0,05). As a result, these findings show that 
development and competence have a beneficial indirect impact on employee performance. 
 
Discussion 

 Training positively and significantly affects the competence of Generation X employees of 
the West Kalimantan Provincial Government. Appropriate training can improve employee 
competence in terms of skills and knowledge needed to become more qualified in a particular job 
or field, this can increase productivity, work quality, and individual ability to achieve goals. This 
finding is consistent with the results of previous research conducted by (Garzón-Artacho et al., 
2021; Sattar et al., 2019; Souto & Rodriguez-Lopez, 2021). Development is closely related to 
competence. This agrees with Lıtınska et al., (2022); Martí-Parreño et al., (2021), meaning that 
development has an impact on employee competencies because, through training programs, work 
experience, and sustainability approaches, organizations can strengthen the skills, knowledge, and 
abilities of employees who can ultimately contribute to organizational success.  
 Training is closely related to the performance of Generation X employees of the West 
Kalimantan Provincial Government. Training is an essential strategy for organizations in preparing 
for responsibilities and carrying out tasks. Training conducted by employees will provide an 
increase in knowledge and skills relevant to the job, which will ultimately gain effectiveness in 
employee work and will improve the quality of employee performance. Development has a 
positive effect on employee performance. Development is needed because when development is 
improved, it will encourage employees to improve the quality of performance, in this case, 
development is focused on long-term needs and is measured over a long period. This agrees with 
(Bhatti et al., 2022, 2023; Ibrahim et al., 2017; Lee et al., 2020; Mehreen & Ali, 2022; Mihardjo et al., 
2020; Otoo & Mishra, 2018b; Sherifah et al., 2022; Singh & Swami, 2023) 
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 Competence is closely related to employee performance, indicating that a high level of 
competence in employees significantly impacts employee performance. Job-relevant abilities, 
knowledge, and skills enable employees to perform tasks more efficiently and effectively. This 
finding is closely related to previous research  (Ast & Nyhuis, 2022; Maltseva, 2020; Pham & Kim, 
2019; Wong & Ngai, 2021). 
 Competence acts as an intermediary between training and employee performance, showing 
a positive and significant impact. Practical training can improve employee competencies, and this, 
in turn, will contribute to improving the quality of employee performance. Training provides 
opportunities for employees to improve their competencies in terms of abilities, skills, and 
knowledge relevant to their jobs. By improving their competencies, employees have more 
significant potential to achieve high performance. Competence can be an intermediary or bridge 
between the training received and the improved performance results. This shows the importance 
of training in employee competence, which ultimately improves employee performance. 
Competence mediates employee development and performance and shows positive and significant 
results, meaning that with a good understanding of needs, the ability to design appropriate 
development programs, and effective communication, employees tend to be more motivated and 
productive and have the competence to improve employee performance in achieving 
organizational goals. These results agree with research (Elayan et al., 2023; Gull & Idrees, 2022; 
Meher et al., 2022; Otoo, 2019b, 2019a, 2020). 

CONCLUSION  

This study reveals three factors that significantly improve the performance quality of Generation X 
ASN employees in the West Kalimantan Provincial Government: Training, Development, and 
Competence. Competence is also proven to mediate the effect of training and development on 
employee performance. Employees who receive continuous training and development can 
improve their competencies, skills, and abilities in making their work efficient, and their 
performance can improve. The findings of this study can help the institution of the government of 
the province of West Kalimantan understand the impact of the provision of training and 
development on improving the quality of staff performance. Thus, it can be a suggestion for the 
government to continue to provide training and improvement for staff in the face of the challenges 
in the era of globalization today and in the future, so that the performance and service to the 
community are effective and efficient. In addition, this research can provide useful insights for 
human resource management in the public sector, in particular in designing more effective training 
programs and development. 

This study has a number of shortcomings and opportunities for further research. Data 
collection in this study was only conducted on Generation X ASN in the West Kalimantan 
Provincial Government, so the number of samples obtained was still limited, so the results may not 
be generalized to other ASN employees in West Kalimantan. Further research is expected to 
increase the number of samples by involving all ASNs in West Kalimantan, not only in generation 
X of the West Kalimantan Provincial Government. Moreover, further research is expected to 
develop other variables that can play a role in improving the quality of employee performance. 

ACKNOWLEDGEMENTS 

The author expresses gratitude to the Tanjungpura University Faculty of Economics and Business, 
the Tanjungpura University Management Study Program, and all individuals associated with the 
Merdeka Learning Campus Merdeka Program. 



         ISSN 2087-6327 (Print)|2721-7787 (Online) 

Enrichment, Vol.13, No. 5, December 2023: pp 3053-3065 

3062 

References  
Afroz, N. N. (2018). Effects of Training on Employee Performance: A Study on Banking Sector, Tangail 

Bangladesh. Global Journal of Economic and Business, 427(5977), 1–14. 
Amjad, F., Abbas, W., Zia-Ur-Rehman, M., Baig, S. A., Hashim, M., Khan, A., & Rehman, H.-. (2021). Effect of 

green human resource management practices on organizational sustainability: the mediating role of 
environmental and employee performance. Environmental Science and Pollution Research, 28, 28191–28206. 

Armstrong, M. B., & Landers, R. N. (2018). Gamification of employee training and development. International 
Journal of Training and Development, 22(2), 162–169. 

Ast, J., & Nyhuis, P. (2022). Approach for determining functional flexibility of the workforce based on training 
losses and employee specific risks. Procedia CIRP, 107, 839–844. 

Atan, J. bin, & Mahmood, N. (2019). The role of transformational leadership style in enhancing employees’ 
competency for organization performance. Management Science Letters, 9(13), 2191–2200. 

Balouei Jamkhaneh, H., Shahin, A., Parkouhi, S. V., & Shahin, R. (2022). The new concept of quality in the 
digital era: a human resource empowerment perspective. The TQM Journal, 34(1), 125–144. 

Bejtkovský, J., Rózsa, Z., & Mulyaningsih, H. D. (2018). A phenomenon of digitalization and E-recruitment in 
business environment. Polish Journal of Management Studies, 18(1), 58–68. 
https://doi.org/10.17512/pjms.2018.18.1.05 

Bhatti, M. K., Soomro, B. A., & Shah, N. (2022). Predictive power of training design on employee performance: 
an empirical approach in Pakistan’s health sector. International Journal of Productivity and Performance 
Management, 71(8), 3792–3808. 

Bhatti, M. K., Soomro, B. A., & Shah, N. (2023). Training characteristics and employees’ performance among 
the nurses in Pakistan. Journal of Economic and Administrative Sciences, 39(3), 625–641. 

BKD. (2023). Data Kepegawaian Juni 2023. Https://Kalbarprov.Go.Id/Page/Statistik-Kepegawaian. 
Cabral, C., & Dhar, R. L. (2019). Green competencies: Construct development and measurement validation. 

Journal of Cleaner Production, 235, 887–900. 
Davidescu, A. A., Apostu, S.-A., Paul, A., & Casuneanu, I. (2020). Work flexibility, job satisfaction, and job 

performance among Romanian employees—Implications for sustainable human resource management. 
Sustainability, 12(15), 6086. 

Dhar, R. L. (2015). Service quality and the training of employees: The mediating role of organizational 
commitment. Tourism Management, 46, 419–430. https://doi.org/10.1016/j.tourman.2014.08.001 

Dimock, M. (n.d.). millennials-end-and-generation-z-begins/ Defining generations: Where Millennials end and 
Generation Z begins. http://www.pewresearch.org/fact-tank/2019/01/17/where 

Dirani, K. M., Abadi, M., Alizadeh, A., Barhate, B., Garza, R. C., Gunasekara, N., Ibrahim, G., & Majzun, Z. 
(2020). Leadership competencies and the essential role of human resource development in times of 
crisis: a response to Covid-19 pandemic. Human Resource Development International, 23(4), 380–394. 

Elayan, M. B., Hayajneh, J. A. M., Abdellatif, M. A. M., & Abubakar, A. M. (2023). Knowledge-based HR 
practices, π-shaped skills and innovative performance in the contemporary organizations. Kybernetes, 
52(9), 3102–3118. 

Elsafty, A., & Oraby, M. (2022). The impact of training on employee retention: An empirical research on the 
private sector in Egypt. International Journal of Business and Management, 17(5), 58–74. 

Fenech, R., Baguant, P., & Ivanov, D. (2019). The changing role of human resource management in an era of 
digital transformation. Journal of Management Information & Decision Sciences, 22(2). 

Fouad, N. A., Hatcher, R. L., & McCutcheon, S. (2022). Introduction to the special issue on competency in 
training and education. Training and Education in Professional Psychology, 16(2), 109. 

Garzón-Artacho, E., Sola-Martínez, T., Romero-Rodríguez, J.-M., & Gómez-García, G. (2021). Teachers’ 
perceptions of digital competence at the lifelong learning stage. Heliyon, 7(7). 

Gull, S., & Idrees, H. (2022). Green training and organizational efficiency: mediating role of green 
competencies. European Journal of Training and Development, 46(1/2), 105–119. 

Haldorai, K., Kim, W. G., & Garcia, R. L. F. (2022). Top management green commitment and green intellectual 
capital as enablers of hotel environmental performance: The mediating role of green human resource 
management. Tourism Management, 88, 104431. 

Hawgood, J., Woodward, A., Quinnett, P., & De Leo, D. (2022). Gatekeeper training and minimum standards 
of competency: Essentials for the suicide prevention workforce. Crisis: The Journal of Crisis Intervention 
and Suicide Prevention, 43(6), 516. 



Enrichment: Journal of Management ISSN 2087-6327 (Print)|2721-7787 (Online)  

 

Putri Pangestika, The effect of training and development on improving of performance with competence as a 
mediating variable 

3063 

Hecklau, F., Galeitzke, M., Flachs, S., & Kohl, H. (2016). Holistic approach for human resource management in 
Industry 4.0. Procedia Cirp, 54, 1–6. 

Ibrahim, R., Boerhannoeddin, A., & Bakare, K. K. (2017). The effect of soft skills and training methodology on 
employee performance. European Journal of Training and Development, 41(4), 388–406. 

Ismail, A. A., Corrada Bravo, H., & Feizi, S. (2021). Improving deep learning interpretability by saliency 
guided training. Advances in Neural Information Processing Systems, 34, 26726–26739. 

Kareem, M. A., & Hussein, I. J. (2019). The impact of human resource development on employee performance 
and organizational effectiveness. Management Dynamics in the Knowledge Economy, 7(3/25), 307–322. 

Karim, M. M., Choudhury, M. M., & Latif, W. Bin. (2019). The impact of training and development on 
employees’ performance: an analysis of quantitative data. Noble International Journal of Business and 
Management Research, 3(2), 25–33. 

Kotler, P., Kartajaya, H., & Setiawan, I. (2021). Marketing 5.0: Technology for humanity. John Wiley & Sons. 
Lee, Y. L. A., Malik, A., Rosenberger, P. J., & Sharma, P. (2020). Demystifying the differences in the impact of 

training and incentives on employee performance: mediating roles of trust and knowledge sharing. 
Journal of Knowledge Management, 24(8), 1987–2006. https://doi.org/10.1108/JKM-04-2020-0309 

Lıtınska, O., Ryzhenko, I., Sımontseva, L., Pravotorova, O., Lıen, T., & Novak, N. (2022). Developing Legal 
Competence in Junior Bachelors: Prospects of Distance Learning. Revista Romaneasca Pentru Educatie 
Multidimensionala, 14(4), 353–371. 

Lynn, B. E. (1998). Performance evaluation in the new economy: bringing the measurement and evaluation of 
intellectual capital into the management planning and control system. International Journal of Technology 
Management, 16(1–3), 162–176. 

Mahmood, R., Hee, O. C., Yin, O. S., & Hamli, M. S. H. (2018). The mediating effects of employee competency 
on the relationship between training functions and employee performance. International Journal of 
Academic Research in Business and Social Sciences, 8(7), 664–676. 

Maltseva, K. (2020). Wearables in the workplace: The brave new world of employee engagement. Business 
Horizons, 63(4), 493–505. 

Maqbool, R., Rashid, Y., Altuwaim, A., Shafiq, M. T., & Oldfield, L. (2023). Coping with skill shortage within 
the UK construction industry: Scaling up training and development systems. Ain Shams Engineering 
Journal, 102396. 

Martins, P. S. (2021). Employee training and firm performance: Evidence from ESF grant applications. Labour 
Economics, 72, 102056. 

Martí-Parreño, J., Galbis-Córdova, A., & Currás-Pérez, R. (2021). Teachers’ beliefs about gamification and 
competencies development: A concept mapping approach. Innovations in Education and Teaching 
International, 58(1), 84–94. 

Mazurchenko, A., & Maršíková, K. (2019). Digitally-powered human resource management: Skills and roles in 
the digital era. Acta Informatica Pragensia, 8(2), 72–87. 

Meher, J. R., Nayak, L., Mishra, R. K., & Patel, G. (2022). Impact of organizational learning culture on 
organizational effectiveness: a serial mediation analysis with knowledge sharing and employee 
competencies. VINE Journal of Information and Knowledge Management Systems. 

Mehreen, A., & Ali, Z. (2022). The interplay between employee development factors and succession planning 
in predicting employee performance: evidence from retail banks. Industrial and Commercial Training, 
54(3), 528–543. 

Mihardjo, L. W. W., Jermsittiparsert, K., Ahmed, U., Chankoson, T., & Iqbal Hussain, H. (2020). Impact of key 
HR practices (human capital, training and rewards) on service recovery performance with mediating 
role of employee commitment of the Takaful industry of the Southeast Asian region. Education+ 
Training, 63(1), 1–21. 

Mungou, P. C., & Chumo, S. C. (2023). Human Resource Training Process on Employee Performance in Trans 
Nzoia County Government, Kenya. International Journal of Social Science and Humanities Research (IJSSHR) 
ISSN 2959-7056 (o); 2959-7048 (p), 1(1). https://doi.org/10.61108/ijsshr.v1i1.24 

Nkansah, D., Gyimah, R., Kwasi Annan, J., & Agyemfour-Agyemang Sarpong, D. (2023). The Effect of 
Employee Engagement on Employee Performance in Ghana’s MSMEs Sector During Covid-19. In 
Journal of Social Science (Vol. 04, Issue 03). 

Ognjanović, J., Krstić, B., & Popović, S. (2023). Employee training and hotel business performance: The 
moderating effect of organizational commitment. Hotel and Tourism Management, 11(1), 95–112. 



         ISSN 2087-6327 (Print)|2721-7787 (Online) 

Enrichment, Vol.13, No. 5, December 2023: pp 3053-3065 

3064 

Otoo, F. N. K. (2019a). Human resource development (HRD) practices and banking industry effectiveness: The 
mediating role of employee competencies. European Journal of Training and Development, 43(3/4), 250–
271. 

Otoo, F. N. K. (2019b). Human resource management (HRM) practices and organizational performance: The 
mediating role of employee competencies. Employee Relations: The International Journal, 41(5), 949–970. 

Otoo, F. N. K. (2020). Measuring the impact of human resource management (HRM) practices on 
pharmaceutical industry’s effectiveness: the mediating role of employee competencies. Employee 
Relations: The International Journal, 42(6), 1353–1380. 

Otoo, F. N. K., & Mishra, M. (2018a). Influence of human resource development (HRD) practices on hotel 
industry’s performance: The role of employee competencies. European Journal of Training and 
Development, 42(7–8), 435–454. https://doi.org/10.1108/EJTD-12-2017-0113 

Otoo, F. N. K., & Mishra, M. (2018b). Measuring the impact of human resource development (HRD) practices 
on employee performance in small and medium scale enterprises. European Journal of Training and 
Development, 42(7/8), 517–534. 

Pham, H., & Kim, S.-Y. (2019). The effects of sustainable practices and managers’ leadership competences on 
sustainability performance of construction firms. Sustainable Production and Consumption, 20, 1–14. 

Qalby, L., & Rosnani, T. (n.d.). PENGARUH KEADILAN ORGANISASIONAL DAN KOMPETENSI 
TERHADAP KINERJA KARYAWAN DENGAN KEPUASAN KERJA SEBAGAI VARIABEL MEDIASI. 
MBIC-Journal Confrence, 1(6), 788–803. 

Roscoe, S., Subramanian, N., Jabbour, C. J. C., & Chong, T. (2019). Green human resource management and 
the enablers of green organisational culture: Enhancing a firm’s environmental performance for 
sustainable development. Business Strategy and the Environment, 28(5), 737–749. 

Rosnani, T., Heriyadi, H., & Yuniathi, L. (2019). PERAN KOMPETENSI HR PROFESSIONALS PADA 
KINERJA MANAJER UNIT PT PLN WILAYAH KALIMANTAN BARAT. Seminar Nasional Penerapan 
Ilmu Pengetahuan Dan Teknologi 2019. 

Sattar, M. U., Palaniappan, S., Lokman, A., Hassan, A., Shah, N., & Riaz, Z. (2019). Effects of virtual reality 
training on medical students’ learning motivation and competency. Pakistan Journal of Medical Sciences, 
35(3), 852. 

Sendawula, K., Nakyejwe Kimuli, S., Bananuka, J., & Najjemba Muganga, G. (2018). Training, employee 
engagement and employee performance: Evidence from Uganda’s health sector. Cogent Business & 
Management, 5(1), 1470891. 

Sherifah, N. K., Osunsan, O. K., Tom, M., & Sarah, N. (2022). Effect of training and development on employee 
performance at Uganda Wildlife Authority. International Journal of Economics, Commerce and Management, 
United Kingdom. X (7), 41–51. 

Singh, S., & Swami, A. (2023). The Impact of Training and Development on Employee Performance: A Case 
Study of ABC Brands! In Management in Action (pp. 35–44). Routledge. 

Souto, J. E., & Rodriguez-Lopez, A. (2021). Entrepreneurial learning in an experiential and competences 
training context: A business plan in Bachelor thesis. The International Journal of Management Education, 
19(3), 100513. 

Sriviboon, C., & Jermsittiparsert, K. (2019). Influence of Human Resource Practices on Thai Pharmaceutical 
firm Performance with moderating role of Job Involvement. Systematic Reviews in Pharmacy, 10(2). 

Stofkova, Z., & Sukalova, V. (2020). Sustainable development of human resources in globalization period. 
Sustainability, 12(18), 7681. 

Urbancová, H., Vrabcová, P., Hudáková, M., & Petrů, G. J. (2021). Effective training evaluation: The role of 
factors influencing the evaluation of effectiveness of employee training and development. Sustainability, 
13(5), 2721. 

Van Esch, E., Wei, L. Q., & Chiang, F. F. T. (2018). High-performance human resource practices and firm 
performance: The mediating role of employees’ competencies and the moderating role of climate for 
creativity. The International Journal of Human Resource Management, 29(10), 1683–1708. 

Wei, F., Li, Y., Zhang, Y., & Liu, S. (2018). The interactive effect of authentic leadership and leader competency 
on followers’ job performance: The mediating role of work engagement. Journal of Business Ethics, 153, 
763–773. 

Wong, D. T. W., & Ngai, E. W. T. (2021). Economic, organizational, and environmental capabilities for 
business sustainability competence: Findings from case studies in the fashion business. Journal of 
Business Research, 126, 440–471. 



Enrichment: Journal of Management ISSN 2087-6327 (Print)|2721-7787 (Online)  

 

Putri Pangestika, The effect of training and development on improving of performance with competence as a 
mediating variable 

3065 

Zehir, C., Karaboğa, T., & Başar, D. (2020). The transformation of human resource management and its impact 
on overall business performance: big data analytics and AI technologies in strategic HRM. Digital 
Business Strategies in Blockchain Ecosystems: Transformational Design and Future of Global Business, 265–279. 

Zhang, J., & Chen, Z. (2023). Exploring Human Resource Management Digital Transformation in the Digital 
Age. Journal of the Knowledge Economy, 1–17. 

Zhou, J., Bi, G., Liu, H., Fang, Y., & Hua, Z. (2018). Understanding employee competence, operational IS 
alignment, and organizational agility–An ambidexterity perspective. Information & Management, 55(6), 
695–708. 

  


