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 Abstract:, Background: Employee performance has an 

important role in supporting the achievement of 

organizational goals, while competence and training are 

factors related to employee performance at the Center for 

Agricultural Mechanization Assembly and Modernization 

(BRMP Mektan) in Tangerang Regency. Objective: This 

study aims to determine the effect of competence and 

training on employee performance partially and 

simultaneously. Method: This study uses a quantitative 

approach with a population of 108 employees and a sample 

of 85 respondents determined using non-probability 

sampling with the Slovin formula. Data were collected 

through questionnaires and analyzed using SPSS through 

validity tests, reliability, classical assumptions, simple and 

multiple linear regression, correlation, coefficient of 

determination, t test, and F test. Results: Competence has 

a positive and significant effect on employee performance 

with a t value of 8.492 and p <0.001. Training also has a 

positive and significant effect with a t value of 6.125 and p 

<0.001. Simultaneously, competence and training have a 

significant effect on employee performance with an F value 

of 97.998 and p <0.001. The coefficient of determination 

was 69.8%. Conclusion: Competence and training are 

important factors related to employee performance at 

BRMP Mektan. 
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Introduction 

In business competition, human resources play a crucial role in enhancing organizational 

competitiveness, as the knowledge, skills, and training of employees are key factors in ensuring 

competitiveness for world-class companies (Dessler, 2020:422). Therefore, optimal human resource 

management is essential to ensure employees are able to perform their work in accordance with their 

duties and responsibilities. Employee performance is a key focus in human resource management. 

According to Mangkunegara (2019:67), employee performance is the work results achieved by an 

individual, both in terms of quality and quantity, in accordance with their assigned responsibilities. 
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Employee performance is crucial for achieving organizational goals, as good performance can 

positively impact the company, including through increased employee fulfillment (Kasmir, 2017:184). 

Conversely, poor performance can hinder the achievement of goals, reduce work productivity, and 

diminish the quality of services provided by the organization. 

This condition has also become a concern for the Center for Agricultural Mechanization 

Assembly and Modernization (BRMP Mektan) in Tangerang Regency. BRMP Mektan is a Technical 

Implementation Unit (UPT) under the Agency for Agricultural Mechanization Assembly and 

Modernization, Ministry of Agriculture, which is tasked with carrying out the assembly and 

modernization of agricultural mechanization based on the Regulation of the Minister of Agriculture 

Number 10 of 2025 concerning the Organization and Work Procedures of UPT within the scope of 

BRMP. In carrying out its duties and functions, BRMP Mektan has a strategic role in supporting the 

development of the agricultural sector through the development of modernization of agricultural tools 

and machinery. As an agency oriented towards technological innovation and agricultural 

modernization, BRMP Mektan requires employees who have adequate knowledge and skills in the 

fields of agricultural mechanization, technology testing, and public services. Rapid technological 

changes and the need for innovation in the assembly and modernization of agricultural tools and 

machinery increasingly require organizations to pay attention to employee capabilities to support the 

achievement of organizational goals. 

Employee performance issues at BRMP Mektan are evident from the results of a pre-survey of 

40 employees. In terms of performance indicators, job knowledge showed the highest percentage of 

problems at 62.5%, followed by work quantity at 60%, work quality at 57.5%, job task execution at 

52.5%, and job responsibility at 50%. These results indicate that there are still employees who feel their 

knowledge is inadequate to support optimal job performance. This condition indicates a gap between 

job demands and employee capabilities, especially in the aspect of mastery of job knowledge. These 

problems can be related to a lack of updated information, minimal mastery of work technology, and 

suboptimal competency development received by employees. If not immediately addressed, these 

conditions can lead to decreased work effectiveness, delays in task completion, and less than optimal 

employee work results, which can ultimately affect the achievement of organizational goals. 

One factor related to this condition is employee competence. According to Arya et al. (2024), 

"competence is the ability to carry out or perform a job based on skills and knowledge and supported 

by the work attitude required by the job." Competence is necessary for human resources to be able to 

carry out work in accordance with organizational demands. Wibowo (2022:271) explains that 

managerial competence includes the ability to formulate an organizational vision and strategy as well 

as the ability to acquire and direct human resources to realize the vision and set strategic goals for the 

organization or company. In addition, competence can help human resources explore their potential so 

as to increase productivity and produce optimal performance (Masud et al., 2022). The results of a pre-

competence survey of 40 BRMP Mektan employees showed that the skill indicator had the highest 

percentage of problems at 62.5%, followed by knowledge at 60%, attitude at 55%, self-image at 52.5%, 

and social role at 50%. These findings indicate that employee competence does not fully support 

optimal work implementation. 

In addition to competence, training is a factor that needs to be considered in improving 

employee performance. Training is part of human resource management that is directed at improving 

employee knowledge, skills, attitudes, and work behavior. According to Cascio (2016), "employee 

training is planned programs designed to improve performance at the individual, group, and/or 

organizational level." Noe in Jehanzeb (2015:4) states that "training is an activity planned by an 

organization to transfer work knowledge and skills, and improve employee attitudes and behavior in 

accordance with organizational goals." In addition, Simamora (2016) states that "employee training is 

a learning process that involves the acquisition of skills, concepts, regulations, or work attitudes to 

improve workforce performance." However, the results of a pre-survey of 40 BRMP Mektan employees 

showed that training implementation still faces problems. The training type indicator had the highest 

percentage of problems at 65%, followed by training materials at 60%, training methods at 57.5%, 

training objectives at 55%, and participant qualifications at 52.5%. This condition shows that the 

implementation of training still needs to be evaluated to make it more appropriate to job needs and able 

to improve employee abilities and skills. 
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Based on these conditions, this study aims to determine the effect of competence on employee 

performance partially, determine the effect of training on employee performance partially, and 

determine the effect of competence and training simultaneously on employee performance at BRMP 

Mektan in Tangerang Regency. This research is important because there are still problems found in 

employee performance, competence, and training that can affect the effectiveness of task 

implementation and the achievement of organizational goals. Previous research shows that competence 

has a positive and significant effect on employee performance (Irmayanti et al., 2020), and there is a 

significant effect between competence and employee performance (Ratnaningsih & Rahman, 2021). 

Meanwhile, Fahrozi et al. (2022) showed that training has a positive and significant effect on employee 

performance, and Utami and Kharismasyah (2022) stated that job training has a positive and significant 

effect on employee performance. However, there are other studies that show that training does not 

always have a significant effect on employee performance, so further research is still needed on 

different research objects. Thus, the novelty of this research lies in testing the influence of competence 

and training on employee performance partially and simultaneously at BRMP Mektan in Tangerang 

Regency, so that it can provide an overview of the relationship between these two factors and the 

condition of employee performance in the research object being studied. 

 

Research methods 

This study uses a quantitative research type with the aim of testing the influence of competence 

and training on employee performance at the Center for Agricultural Mechanization Assembly and 

Modernization (BRMP Mektan) in Tangerang Regency. Kurniawan (2016:18) states that "quantitative 

research methods are structured research and quantify data to be generalized." The research approach 

is directed at testing the hypothesis regarding the influence of competence as the first independent 

variable (X1) and training as the second independent variable (X2) on employee performance as the 

dependent variable (Y). The study was conducted at BRMP Mektan Tangerang Regency because 

problems were found related to employee performance that were suspected to be related to competence 

and training. 

The research instrument was a questionnaire used to obtain data on employee competency, 

training, and performance. Respondents' answers were measured using a Likert scale, which is used to 

reveal the attitudes, opinions, and perceptions of an individual or group of people regarding social 

phenomena (Sugiyono, 2016:93). The questionnaire was administered directly to 85 respondents who 

were ASN employees at the BRMP Mektan Tangerang Regency. The research instrument was first 

tested through validity and reliability tests. The validity test was carried out by comparing the calculated 

r value with the r table, while the instrument's reliability was tested using the Cronbach's Alpha value 

with a limit of 0.60 (Ghozali, 2017:238). The test results in the study showed that the employee 

competency, training, and performance instruments were declared reliable. 

Data analysis was conducted using the SPSS program through associative hypothesis testing. The 

analysis stages include instrument testing, classical assumption testing, simple linear regression, 

multiple linear regression, correlation coefficient, coefficient of determination, and hypothesis testing 

using the t-test and F-test. Classical assumption testing includes normality, multicollinearity, 

heteroscedasticity, and autocorrelation tests. Simple linear regression analysis was used to determine 

the effect of each independent variable on employee performance, while multiple linear regression was 

used to determine the effect of competence and training simultaneously on employee performance. The 

t-test was used to determine the effect of each independent variable partially, while the F-test was used 

to determine the effect of competence and training variables simultaneously on employee performance 

with a significance level of 0.05. 

The population in this study was all employees at the Center for Agricultural Mechanization 

Assembly and Modernization (BRMP Mektan) in Tangerang Regency, totaling 108 employees. 

Sugiyono (2016:80) defines a population as a generalization area consisting of objects or subjects that 

have certain qualities and characteristics that researchers determine to be studied and then conclusions 

drawn. Furthermore, Sugiyono (2019:127) explains that a sample is part of the number and 

characteristics of a population. Sampling in this study used a non-probability sampling technique with 

the Slovin formula. With an error rate of 5%, the calculation obtained , so the number of samples used 
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was rounded to 85 respondents. 

The research procedure begins with the identification of employee performance issues at BRMP 

Mektan Tangerang Regency related to competency and training. Next, the research establishes 

competency (X1), training (X2), and employee performance (Y) as research variables. Primary data 

were collected through observation and distribution of questionnaires to 85 respondents, while 

secondary data were obtained through literature, books, and company documents. Sugiyono (2016:308) 

states that research techniques are "a scientific way to obtain valid data with the aim of discovering, 

proving, and developing certain knowledge so that in turn it can be used to understand, solve, and 

anticipate problems." The collected data were then processed using SPSS through validity and 

reliability tests, classical assumption tests, simple and multiple linear regression analysis, correlation 

coefficients, determination coefficients, as well as t-tests and F-tests to examine the effect of 

competency and training on employee performance. 

 

Results and Discussion 

Respondent Characteristics 

1. Description of Respondent Category Data 

A. Respondent Characteristics Based on Gender 

Table 1. Respondent characteristics by gender 
No Gender Amount Percentage 

1 Man 57 67.1 

2 Woman 28 32.9 

 Total 85 100.0 

Source: 2026 Research Questionnaire Data 

        Based on Table 1, it is known that of the total 85 respondents, the majority were male (57 people, 

or 67.1%), while 28 respondents (32.9%) were female. This indicates that the respondents in this 

study were predominantly male due to the large number of technical workers. 

 

B. Characteristics based on age 

Table 2. Respondent characteristics based on age 
No Age Amount Percentage 

1 >35 Years 74 87.1 

2 26-30 Years 5 5.9 

3 31-35 Years 6 7.1 

 Total 85 100.0 

Source: research respondents 

       Table 2 shows that 74 people (87.1%) were aged >35 years, 6 people (7.1%) were aged 31-35 

years, and 5 people (5.9%) were aged 26-30 years. This indicates that the respondents in this study 

were predominantly aged over 35 years. 

 

C. Characteristics based on education 

Table 3. Characteristics based on education 
No Education Amount Percentage 

1 High School/Vocational School 13 15.3 

2 Diploma (D1) 7 8.2 

3 Bachelor degree) 40 47.1 

4 Postgraduate (S2) 25 29.4 

 Total 85 100.0 

Source: research respondents 

         Based on table 3, it shows that 13 people (15.3%) have graduated from high school/vocational 

school, and 7 people (8.2%) have graduated from diploma (D1). 25 people (29.4%) have graduated 

from postgraduate (S2). This shows that the majority of respondents in this study have a bachelor's 

degree (S1) with a total of 40 people (47.1%). 
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2. Descriptive Analysis of Respondents' Assessments 

Table 4. Respondent Response Interval Table 
Scale Range Criteria Description 

1.00 – 1.79 Very bad (STB) 

1.80 – 2.59 Not good (TB) 

2.60- 3.39 Not good (KB) 

3.40 – 4.19 Good (B) 

4.20 – 5.00 Very good (SB) 

Source: Sugiyono (2017:92) 

 

Table 5. Respondent Competency Values 
NO QUESTION ANSWER CHOICES Amount Total 

score 

Mean Note 

SS S KS TS STS     

Skills     

1. I have skills that match the job I do 21 39 24 1 0 

 

85 335 3.9 B 

2.    I often find innovative solutions to 

problems that arise in my work. 

23 39 20 3 0 85 337 3.96 B 

Knowledge     

3. I understand the job duties and 

responsibilities well   

21 34 26 4 0 85 327 3.85 B 

4. I am confident with the knowledge I have 

in this field. 

my job.. 

24 35 25 1 0 85 337 3.20 SB 

Social Role     

5. I feel like I'm making a positive 

contribution to my work team or 

community. 

24 35 25 1 0 85 337 3.96 B 

6. I can communicate well in the work 

environment 

28 36 19 2 0 85 345 4.22 SB 

Self-Image     

7. I am confident in completing the work 

assigned 

24 41 18 1 1 85 341 4.31 SB 

8. I have confidence in my own abilities in 

working 

20 36 24 4 1 85 325 3.82 B 

Attitude     

9. I demonstrate a disciplined attitude in 

carrying out work 

24 35 23 3 0 85 335 3.94  

B 

10. I am passionate and enthusiastic in 

carrying out my duties every day. 

26 40 14 5 0 85 342 4.22 SB 

 Amount 235 370 218 25 2 850 3,361 Average 

 Percentage % 27.6% 43.5% 25.6% 2.9% 0.2% 100% 100% 3.95  

Source: 2026 questionnaire results 

              Based on Table 5, the overall average score was 3.95, which is in the good category. The 

majority of respondents (27.6%) agreed, indicating that employee competency is at a good level. 

The indicator with the highest average score was the statement "I am confident in completing 

the assigned work" at 4.31, categorized as very good. Meanwhile, the lowest average score was the 

statement "I have confidence in my own abilities at work" at 3.82, categorized as good. These results 

indicate that employees possess good skills, knowledge, social roles, self-image, and attitudes in 

carrying out their work. 

Table 6. Respondents' Training Scores 
NO QUESTION ANSWER CHOICES     

SS S KR TS STS Amount Total 

score 

Mean Note 

Types of Training     

1. Training is held in accordance with work 

developments in the agency 

16 48 18 2 1 85 331 3.9 B 

2. The type of training provided helped me 

in improving my professional skills. 

14 50 18 2 1 85 329 3.9 B 
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NO QUESTION ANSWER CHOICES     

SS S KR TS STS Amount Total 

score 

Mean Note 

Training Objectives     

3. The training helped me improve the 

quality of work in the agency. 

19 43 21 1 1 85 333 3.9 B 

4. The purpose of this training is in line 

with my development needs. 

13 34 26 2 1 85 320 3.76 B 

Training Materials     

5. The training materials provided 

additional insights that were useful for 

my work. 

16 44 22 2 1 85 327 3.85 B 

6. The training materials are presented in 

an easy-to-understand manner. 

19 40 23 2 1 85 329 3.87 B 

Training Methods     

7. The training method used was very 

effective in helping me understand the 

material. 

16 45 19 5 0 85 327 3.85 B 

8. The training methods applied make the 

training sessions interesting and 

interactive. 

17 17 20 1 1 85 332 3.91 B 

Participant Qualifications     

9. Training participants have the 

appropriate qualifications to participate 

in this training. 

15 15 17 3 2 85 326 3.84 B 

10. The established participant qualifications 

help in creating an effective learning 

environment. 

19 19 20 3 1 85 330 3.88 B 

 Amount 164 449 204 23 10 850 32.84 Average 

 Presentation 19.9% 528.2% 240% 27.1% 11.8% 100% 100% 3.9 B 

Source: 2026 questionnaire results 

        Based on Table 6, the results of respondents' responses to the training variable show an overall 

average score of 3.90, which is considered good. Most respondents agreed, indicating that the training 

provided was effective and beneficial in supporting work performance. 

        The highest average score was found in “the applied training method made the training session 

interesting and interactive” at 3.91, while the lowest average score was found in the statement “the 

objectives of this training are in accordance with my development needs” at 3.76. These results indicate 

that the type of training, training objectives, training materials, training methods, and participant 

qualifications were assessed well by respondents and supported the improvement of employee 

competence and work quality. 

Table 7. Respondents' Values of Employee Performance 
NO QUESTION ANSWER CHOICES     

SS S KS TS STS Amount Total 

score 

Mean Note 

Quantity of Work     

1. Able to do the job 

in accordance with the standards set by the 

company. 

6 50 29 00 0 85 317 3.88 B 

2. I can complete a large amount of work 

during working hours. 

`18 64 3 0 0 85 335 4.08 B 

Quality of work     

3. I always try to produce neat and precise 

work. 

6 65 13 1 0 85 331 4.21 SB 

4. The results of my work are in accordance 

with the quality standards set by the 

agency. 

18 60 7 0 0 85 351 3.85 B 

Working Knowledge     

5. I understand the work that is my 

responsibility. 

5 50 29 1 0 85 314 4.29 SB 

6. I am able to use work knowledge to solve 

work problems. 

33 45 6 1 0 85 365 3.69 B 
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NO QUESTION ANSWER CHOICES     

SS S KS TS STS Amount Total 

score 

Mean Note 

Implementation of Tasks     

7. I am able to carry out work duties in 

accordance with the applicable regulations 

in the agency. 

3 66 16 0 0 85 327 4.13 SB 

8. I try to complete every job with full 

sincerity and responsibility. 

28 48 8 1 0 85 358 3.89 B 

Responsibility     

9. Always take full responsibility 

for the work given to me. 

13 13 6 0 0 85 347 4.18 SB 

10. I care about the results of the work that is 

my responsibility. 

3 3 13 0 0 85 330 3.73  

 Amount 133 583 130 4 0 850 33.95 Average 

 Presentation 15.6% 68.6% 15.3% 0.00% 0.0% 100% 100% 3.99 B 

Source: 2026 research questionnaire 

         Based on Table 7, the results of respondents' responses to the employee performance variable show 

an overall average score of 3.99, which is considered good. On average, respondents agreed (68.6%) 

and strongly agreed (15.6%), indicating that employee performance at the agency has been good. 

         The highest average value is found in the statement "I understand the work that is my 

responsibility" at 4.29 with the Very Good category, while the lowest average value is found in the 

statement "I am able to use work knowledge to solve work problems" at 3.69 with the Very Good 

category.Good. These results indicate that employees have good work quantity, work quality, work 

knowledge, work execution, and responsibility in carrying out their work. 

 

Data Instrument Test 

1. Validity Test 

Table 8. Competency Validity Test 

Based on the table data above, the competency variable (X1) obtained a value (r count> r table 

0.2133), thus all questionnaire items were declared valid. Therefore, the questionnaire used was suitable 

to be processed as research data. 

 

Table 9. Validity test of Job Training 
No Statement R count R table Information 

1 Training is held in accordance with work developments in the agency. 0.813 0.2133 Valid 

2 The type of training provided helped me in improving my professional 

skills. 

0.837 0.2133 Valid 

3 The training helped me improve the quality of work in the agency. 0.865 0.2133 Valid 

4 The purpose of this training is in line with my development needs. 0.822 0.2133 Valid 

5 The training materials provided additional insights that were useful for my 

work. 

0.828 0.2133 Valid 

6 The training materials are presented in an easy-to-understand manner. 0.851 0.2133 Valid 

No Statement R count R 

table 

Information 

1 I have skills that match the job I do 0.877 0.2133 Valid 

2 I often find innovative solutions to problems that arise in my work. 0.799 0.2133 Valid 

3 I understand the job duties and responsibilities well. 0.780 0.2133 Valid 

4 I have sufficient knowledge. 0.826 0.2133 Valid 

5 I am able to work well with my colleagues. 0.776 0.2133 Valid 

6 I can communicate well in the work environment. 0.853 0.2133 Valid 

7 I am confident in completing the work assigned. 0.836 0.2133 Valid 

8 I have confidence in my own abilities to work. 0.774 0.2133 Valid 

9 I demonstrate a disciplined attitude in carrying out work. 0.824 0.2133 Valid 

10 I am passionate and enthusiastic in carrying out my duties. 0.816 0.2133 Valid 
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7 The training method used was very effective in helping me understand the 

material. 

0.782 0.2133 Valid 

8 The training methods applied make the training sessions interesting and 

interactive. 

0.773 0.2133 Valid 

9 Training participants have the appropriate qualifications to participate in 

this training. 

0.806 0.2133 Valid 

10 The established participant qualifications help in creating an effective 

learning environment. 

0.795 0.2133 Valid 

Source: processed data from SPSS 2.7 

       Based on the table data above, the Training Variable (X2) obtained a value (r count> r table 

0.2133), thus all questionnaire items were declared valid. Therefore, the questionnaire used was suitable 

to be processed as research data. 

 

Table 10. Employee Performance Validity Test 
No Statement R count R table Information 

1 Able to do work according to the standards set by the company. 0.669 0.2133 Valid 

2 I can complete a large amount of work during working hours. 0.787 0.2133 Valid 

3 I always try to produce neat and precise work. 0.745 0.2133 Valid 

4 The results of my work are in accordance with the quality standards set 

by the agency. 

0.727 0.2133 Valid 

5 I understand the work that is my responsibility. 0.749 0.2133 Valid 

6 I am able to use work knowledge to solve work problems. 0.802 0.2133 Valid 

7 SI am able to carry out work duties according to the rules in force in the 

agency. 

0.707 0.2133 Valid 

8 I try to complete every job with full sincerity and responsibility. 0.781 0.2133 Valid 

9 Always take full responsibility 

for the work given to me. 

0.745 0.2133 Valid 

10 I care about the results of the work that is my responsibility. 0.709 0.2133 Valid 

Source: processed data from SPSS 2.7 

       Based on the table data above, the employee performance variable (Y) obtained a value (r count> 

r table 0.2133), thus all questionnaire items were declared valid. Therefore, the questionnaire used was 

suitable for processing as research data. 

 

2. Reliability Test 

Table 11. Results of the Reliability Test of Independent and Dependent Variables 
Variables Cronbach's Alpha Cronbach's Alpha Standard Decision 

Competence (X1) 0.944 0.600 Reliable 

Training (X2) 0.944 0.600 Reliable 

Employee Performance (Y) 0.906 0.600 Reliable 

Source: processed data from SPSS 2.7 

       Based on Table 11 above, it shows that employee competence, training, and performance are stated 

to be reliable, as evidenced by each cronbatch alpha variable being greater than the standard cronbatch 

alpha (0.600). 

 

Classical Assumption Test 

1. Normality Test 

TTable 12. Results of the One-sample Kolmogorov-Smirnov Normality Test 
One-Sample Kolmogorov-Smirnov Test 

 Unstandardized Residual 

N 85 

Normal Parametersa,b Mean ,0000000 

Standard Deviation 2,15841648 

Most Extreme Differences Absolute ,057 

Positive ,038 

Negative -,057 

Test Statistics ,057 

Asymp. Sig. (2-tailed)c ,200 
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a. Test distribution is Normal. 

b. Calculated from data. 

c. Lilliefors Significance Correction. 

Source: SPSS 2 data processing. 

       Based on the test results in the table above, a significance value of 0.200 > 0.5 was obtained, so the 

distribution assumption of the equation in this normality test is NORMAL. 

       The normality test is also carried out using a probability plot graph where the residual variables can 

be detected by looking at the distribution of residual points following the direction of the diagonal line, 

and this is in accordance with the results of the distribution diagram obtained with SPSS Version 2.7 as 

in the image below: 

 

       

 

 

 

 

 

 

 

 

 

 
 

Figure 1. PP plot of Regression graph 

The image above shows that the normal probability plot graph exhibits a normal pattern. This 

is evident from the points spread around the diagonal line and their distribution follows the diagonal 

line. Therefore, it can be concluded that the regression model meets the assumption of normality. 

 

2. Multicollinearity Test 

Table 13.Multicollinearity Test Results Colinertity Statistics 

Source: SPSS 2.7 data processing 

The following table presents the results of the multicollinearity test: 

a. The Competency Tolerance value (X1) is 0.989 and the VIF value is 1.011. This indicates that the 

X1 variable has met the applied requirements, namely meeting the tolerance value above 0.10 

(0.989 > 0.10) and the VIF value below 10 (1.011 < 10). So it can be concluded that the X1 variable 

does not have a multicollinearity problem. 

b. The Training Tolerance Value (X2) is 0.989 and the VIF value is 1.011. This indicates that the X2 

variable has met the applicable requirements, namely meeting a tolerance value above 0.10 (0.989 

> 0.10) and a VIF value below 10 (1.011 < 10). Therefore, it can be concluded that the X2 variable 

does not have a multicollinearity problem. 

 

3. Autocorrelation Test 

Table 14.Durbin-Watson Test Interval Guidelines 
Criteria Information 

<1,000 There is autocorrelation interference 

1,100 – 1,550 Without conclusion 

1,550 – 2,460 There is no autocorrelation interference 

Coefficientsa 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 13,469 1,918  7,024 ,000   

Competence ,375 ,036 ,631 10,462 ,000 ,989 1,011 

Training ,301 ,037 ,493 8,170 ,000 ,989 1,011 

a. Dependent Variable: Employee performance 
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2,460 – 2,9000 Without conclusion 

>2,900 There is autocorrelation disorder 

Source: Sugiyono (2017:184) 

The results of the autocorrelation test are as follows: 

 

Table 15. Results of the Autocorrelation Test with Durbin-Watson 

 
Source: SPSS 2.7 data processing 

       Based on the test results in table 15 above, it can be seen that the Durbin-Watson value is 1.925, 

so it can be concluded that the data is within the criteria of 1.550-2.460, which means there is no 

autocorrelation interference. 

 

4.    Heteroscedasticity Test Results 

Table 16. Heteroscedasticity Test Results 
Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3,154 1,140  2,767 ,007 

Competence -,013 ,021 -,067 -,610 ,543 

Training -,024 ,022 -,120 -1,092 ,278 

a. Dependent Variable: ABSRES 

Source: SPSS 27 output 

                Based on the test results in the table above, using the Glejser heteroscedasticity test, the 

Competence variable has a significance value of 0.543 and the Training variable has a significance value 

of 0.278. Since both significance values are greater than 0.05, it can be concluded that the regression 

model does not exhibit heteroscedasticity. Therefore, the heteroscedasticity assumption has been met. 

              Testing can also be done by looking at the scatter plot graph between the predicted value of the 

dependent variable (ZPRED) and its residual value (SRESID) with the following conditions: 

a. If the points form a certain pattern, such as large waves widening and narrowing, then 

heteroscedasticity has occurred. 

b. If the points are spread above and below the number 0 on the Y axis without forming a 

particular pattern, then heteroscedasticity does not occur. 

The results of the heteroscedasticity test are as follows: 

Scatterplot Dependent Variable: Abs 

Figure 2. Scatter Plot Graph 
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       Based on the results of the image above, the points on the scatterplot graph do not have a clear 

distribution pattern or do not form certain patterns, thus there is no heteroscedasticity interference in the 

regression model so that this regression model is suitable for use. 

 

Linear Regression Analysis 

1. Simple linear regression analysis 

Table 17. Results of Simple Regression Test of Competency Variable (X1) on Employee 

Performance (Y) 

Source: SPSS 27 output 

The results of the regression calculations in table 17 above, then the regression equation Y = 23.903 + 

0.406X1 can be obtained, then the following conclusions can be drawn: 

a. The constant number of unstandardized coefficients, in this case the value is 23.903, this number 

is a constant number which means that if there is no competence (X1) then the consistent value 

of employee performance (Y) is 23.903. 

b. b. The regression coefficient figure, its value is 0.406. This figure means that for every 1% 

increase in the competency level (X1), employee performance (Y) will increase by 0.406. 

 

Table 18. Results of Simple Regression Test of Training Variable (X2) on Employee Performance 

(Y) 

Source: Processed data, SPSS 27 

Based on table 18 above, the regression value can be obtainedsimple, namely Y=26.766+0.341X2, then 

it can be concluded as follows: 

a. The constant number of unstandardized coefficients, in this case the value is 26.766.This figure 

is a constant figure which means that if there is no training (X2) then the consistent value of 

employee performance (Y) is 26.766. 

b. The regression coefficient is 0.341. This figure means that for every 1% increase in the training 

level (X2), employee performance (Y) will increase by 0.341. 

 

2. Multiple Linear Regression Analysis 

Table 19. Results of Multiple Linear Regression Test of Competency Variable (X1) 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 23,903 1,915  12,481 ,000 

Competence ,406 ,048 ,682 8,492 ,000 

 

a. Dependent Variable: Employee performance 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 26,766 2,181  12,273 ,000 

Training ,341 ,056 ,558 6,125 ,000 

a. Dependent Variable: Employee performance 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 13,469 1,918  7,024 ,000 

Competence ,375 ,036 ,631 10,462 ,000 

Training ,301 ,037 ,493 8,170 ,000 

a. Dependent Variable: Employee performance 

Source: data processed by SPSS 27 
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Based on the results of the regression calculation research in table 4.18 above, the regression 

equation Y = 13.469 + 0.375X1 + 0.301X2 can be obtained. From the equation above, the following 

conclusions can be drawn: 

c. The constant value of 13.469 means that if the competency variable (X1), and training (X2) 

does not exist or has a value equal to zero. 

d. The competency value (X1) is (0.375) and training (X2) is (0.301) on employee performance. 

Based on the regression coefficient value on each variable, it can be explained that the variable 

with a greater influence on employee performance is the competency variable (X1) which has 

a larger regression coefficient value (0.375) compared to the training variable (X2) (0.301). 

 

Correlation Coefficient Test 

1. Coefficient analysis 

Table 20. Guidelines for Degree of Relationship 
Scale Information 

0.00 – 0.199 Very Low 

0.20 – 0.399 Low 

0.40 – 0.599 Currently 

0.60 – 0.799 Strong 

0.80 – 1,000 Very strong 

Source: Sugiyono (2017) 

From the results of calculations carried out on SPSS Version 27 software, the complete results 

can be seen in the table below: 

 

A. Correlation Coefficient Test of the Influence of Competence on Employee Performance 

Table 21. Results of Partial Correlation Coefficient Test of Competency Variable (X1) Against 

Employee Performance (Y) 
Correlations 

 Competence Employee performance 

Competence Pearson Correlation 1 ,682** 

Sig. (2-tailed)  ,000 

N 85 85 

Employee performance Pearson Correlation ,682** 1 

Sig. (2-tailed) ,000  

N 85 85 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Data processed by SPSS 27 

Based on the calculation results in table 21 above, the correlation coefficient value obtained 

is 0.682 where the value is at 0.60 - 0.799, meaning that the two variables have a strong level of 

relationship. 

Table 22. Results of Partial Coefficient Test of Training Variable (X2) on Employee Performance 

(Y) 
Correlations 

 Training Employee performance 

Training Pearson Correlation 1 ,558** 

Sig. (2-tailed)  ,000 

N 85 85 

Employee performance Pearson Correlation ,558** 1 

Sig. (2-tailed) ,000  

N 85 85 

**. Correlation is significant at the 0.01 level (2-tailed). 

Based on the results in table 22 above, the coefficient value obtained is 0.558 where the value 

is at 0.40 - 0.599, meaning that the two variables have a moderate level of relationship. 

 

Table 23. Results of the Simultaneous Correlation Coefficient Test of Competency (X1) and 

Training (X2) Variables on Employee Performance 

Model Summary 
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Model R R Square Adjusted R Square 

Standard Error of the 

Estimate 

1 ,840a ,705 ,698 2,18458 

a. Predictors: (Constant), Training, Competence 

b. Dependent Variable: Employee performance 

Based onBased on the research results in Table 23, it can be concluded that the correlation 

coefficient (R) value is 0.840, which means that the coefficient between the Competence and 

Training variables on Employee Performance is very strong. Based on the correlation coefficient 

table above, the range of 0.80–1.000 indicates a very strong level of relationship. 

 

Coefficient of Determination (KD) 

1. Competency Determination Coefficient (X1) on Employee Performance (Y) 

Table 24.Determination of Competence on Employee Performance 
Model Summary 

Model R R Square Adjusted R Square 

Standard Error of the 

Estimate 

1 ,682a ,465 ,458 2.92451 

a. Predictors: (Constant), Competence 

Source: SPSS 2 output.7 

From the calculation results in Table 24, the coefficient of determination (KD) value can be 

determined.= (R2)x 100% is obtained from R, namely KD = 0.465 x 100% = 46.5%, in the R Square 

column of 46.5% while the remaining 53.5% (100% - 0.465) is the influence of other factors that were 

not examined in the study by the author. 

 

2. Training Determination Coefficient (X2) on Employee Performance (Y) 

Table 25.Determination of Training on Employee Performance 

Source: SPSS 27 Output 

From the calculation results in table 25, it can be seen that the coefficient of determination (KD) 

= (R2) x 100% is obtained from R, namely KD = 0.311 x 100% = 31.1%, in the R square column of 

31.1%, while the remaining 68.9% (100% - 31.1%) is the influence of other factors studied in this study 

by the author. 

 

3. Coefficient of Determination of Competence and Training on Employee Performance 

Table 26.Simultaneous Determination KD 

Model Summary 

Model R R Square Adjusted R Square 

Standard Error of the 

Estimate Durbin-Watson 

1 ,840a ,705 ,698 2,18458 1,925 

a. Predictors: (Constant), Competence, Training 

b. Dependent Variable: Employee performance 

The coefficient of determination calculation yielded an R2 (R square) value of 0.698, meaning 

that 69.8% of employee performance variables can be explained by competency and training. The 

remaining 30.2% (100% - 69.8%) is explained by variables other than those used. 

 

 

 

 

 

Model Summary 

Model R R Square Adjusted R Square 

Standard Error of the 

Estimate 

1 ,558a ,311 ,303 3.31786 

a. Predictors: (Constant), Training 
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Hypothesis Testing 

1. t-test (Partial test) 

Table 27.Results of Hypothesis Test (t-Test) of Competency Variable (X1) on Employee 

Performance (Y) 
Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 23,903 1,915  12,481 ,000   

Competence ,406 ,048 ,682 8,492 ,000 1,000 1,000 

a. Dependent Variable: Employee performance 

Based on the test results in table 4.26, the calculated t value is obtained > t table or (8.492 > 

1.989 and this is also strengthened by the P Value < sig (0.05) or (0.000) thus H0 is rejected Ha is 

accepted, this shows that there is a significant influence between Competence (X1) on Employee 

Performance (Y). 

 

Table 28.Hypothesis Test Results (t-Test) of Training Variable (X2) on Employee Performance 

(Y) 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 26,766 2,181  12,273 ,000   

Training ,341 ,056 ,558 6,125 ,000 1,000 1,000 

a. Dependent Variable: Employee performance 

Based on the test results in table 28, the calculated t value is obtained > t table or (6.125 > 1.989) 

and this is also strengthened by the p value < sig. (0.05) or (0.000 < 0.05). Thus, H0 is rejected and Ha 

is accepted, this shows that there is a significant influence between Training (X2) on employee 

performance (Y). 

 

2. F Test (Simultaneous Test) 

Table 29.Hypothesis Test Results (f-Test) of Competency Variables (X1) Training (X2) on 

Employee Performance (Y) 
ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 935,370 2 467,685 97,998 ,000b 

Residual 391,336 82 4,772   

Total 1326,706 84    

a. Dependent Variable: Employee performance 

b. Predictors: (Constant), Competence, Training 

Based on the test results in table 29, the calculated F value is obtained > F table or (97.998 > 

3.11) and this is also strengthened by the P value < sig. 0.05 or (0.000 < 0.05). Thus, H0 is rejected and 

Ha is accepted, this shows that there is a significant simultaneous influence between Competence (X1) 

Training and (X2) on employee performance (Y) at the Center for Agricultural Mechanization Assembly 

and Modernization in Tangerang Regency. 

 

Discussion Results 

1. The Influence of Competence (X1) on Employee Performance (Y) 

          Ha1: There is a positive and significant influence between employee competence and performance 

at the Center for Agricultural Mechanization Assembly and Modernization. Competence (X1) produces 

a calculated t of 8,492. Based on the analysis results, the regression equation value is Y = 23.903 + 

0.406X1. 

       From these results it can be seen that t count > t table (8.492 > 1.989). then it can be concluded that 

H01 is rejected and Ha1 is accepted, which means that competence (X1) has a positive and significant 

effect on employee performance. This means that low employee competence can be caused because 
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employees do not have the skills to do work according to company standards, therefore the company 

should make an affirmation so that each employee works with applicable work standards by paying 

attention to each employee's work results in order to improve employee performance. If employee 

competence is good then employee performance will increase. 

       This is also supported by previous research conducted by  Irmayanti et al (2020) entitled "the 

influence of competence and work culture on employee performance" the results of the study show that 

competence has a positive and significant influence on employee performance with t count > t table 

(10.842 > 2.012). 

 

2. The Effect of Training (X2) on Employee Performance (Y) 

       Ha2: There is a positive and significant influence between training and employee performance at 

the Center for Agricultural Mechanization Assembly and Modernization. Training (X2) produces a 

calculated t of6.125. Based on the analysis results, the regression equation value obtained is Y = 26.766 

+ 0.341X2. 

                From these results it can be seen that t count > t table (6.125 > 1.989), it can be concluded that H02 

is rejected and Ha2 is accepted, which means that training (X2) has a positive and significant effect on 

employee performance. This indicates that low employee performance can be caused by a lack of 

training provided. Therefore, companies need to increase effective training, employees will be better 

able to carry out work according to standards so that employee performance will increase. 

       This is also supported by previous research conducted byAhmad Syarifudin (2025) entitled "the 

influence of recruitment and training on employee performance" research results that training has a 

positive and significant effect on employee performance by obtaining a t table value > (8.177 > 1.980) 

and a significance value < 0.05. 

 

3. The Influence of Competence (X1) and Training (X2) on Employee Performance (Y) 

          Ha3: There is a positive and significant influence between competence and training on employee 

performance at the Center for Agricultural Mechanization Assembly and Modernization in Tangerang 

Regency. Based on the analysis results, the regression equation value is Y = 13.469 + 0.375X1 + 

0.301X2. 
        From the results obtained, the calculated F value is97.998 and F table 3.11 means F count > F table, 

then Ha3 is accepted thus that the variables of competence and training together have a positive and 

significant effect on employee performance. From the results of the calculation of the coefficient of 

determination above, the R2 (R square) value of 0.698 is obtained, meaning that 69.8% of employee 

performance variables can be explained by competence and training. The remaining 30.2% is explained 

by other variables outside the variables used. This means that the competencies possessed by employees 

such as knowledge, skills and work abilities, play an important role in improving employee performance. 

In addition, training is also an important factor in improving employee performance because through 

training, employees can improve the technical and non-technical abilities needed, especially 

performance at the Center for assembly and modernization of agricultural mechanization in Tangerang 

district. 

        This is also supported by previous research conducted byNoor et al (2024)  entitled "the influence 

of competence and training on the performance of civil servants in the trade and industry service of 

Kotawaringin Regency" the results of this study showed that This is proven by the value (f count 21,746) 

> (ft table 3.22) with a significant level (0.000 < 0.05) there is an influence of competence and training 

on the performance of civil servants in the trade and industry service of East Kotawaringin Regency. 

 

Conclusion 

 This study shows that competence and training have a positive and significant influence on 

employee performance at the Center for Agricultural Mechanization Assembly and Modernization 

(BRMP Mektan) in Tangerang Regency. Partially, competence has a significant influence on employee 

performance with a calculated t value of 8.492 > t table 1.989 and a significance of 0.000 < 0.05. 

Training also has a positive and significant influence on employee performance with a calculated t value 

of 6.125 > t table 1.989 and a significance of 0.000 < 0.05. Simultaneously, competence and training 
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have a positive and significant influence on employee performance with a calculated F value of 97.998 

> F table 3.11 and a significance of 0.000 < 0.05. The coefficient of determination value of 69.8% 

indicates that employee performance can be explained by competence and training, while 30.2% is 

explained by other factors outside the research variables. The limitations of this research lie in the use 

of competency and training as the variables studied, so it does not cover other factors that have the 

potential to influence employee performance. 

Practically, the research results indicate that BRMP Mektan needs to maintain and improve 

employee competency, particularly through strengthening skills, knowledge, teamwork, 

communication, discipline, and self-confidence. Training implementation also needs to be tailored to 

employee development needs, particularly in terms of objectives, types, materials, methods, and 

participant qualifications, in order to support optimal performance improvement. For further research, 

it is recommended to develop the research model by incorporating other variables that have not been 

studied so as to provide a broader understanding of the factors that influence employee performance in 

government organizations. 
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