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This study aims to examine the effect of training and decent work on
employee performance with motivation as a mediating variable at
PTPN IV KSO Reg. II Tanjung Garbus Gardens. This research is
included in quantitative research, the population is employees of PTPN
IV KSO Reg. I Kebun Tanjung Garbus totaling 341 employees and the
method of determining the sample using non probability sampling,
namely permanent employees at PTPN IV KSO Reg. II Kebun Tanjung
Garbus which is determined using the slovin formula, so the sample
amounted to 184 employees. The data analysis method used SEM PLS
and the data collection method used a questionnaire. The results of this
study found that training has no effect on employee performance,
decent work has a positive and significant effect on employee
performance, training has a positive and significant effect on
motivation, decent work has a positive and significant effect on
motivation, motivation has a positive and significant effect on
employee performance, training has a positive and significant effect on
employee performance through motivation and decent work has a
positive and significant effect on employee performance through
motivation.
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1. INTRODUCTION

The Sustainable Development Goals
(SDGs) of the UN are intended to call for
appropriate and  sustainable  social
transformation and creative strategies to
safeguard the earth's ecosystems and combat
ecological degradation and biodiversity loss
[1]. Of the 17 SDGs that will be scheduled in
2030, goal 8 is to support inclusive and
sustainable economic growth, and ensure that
all people have decent and productive work.
Thus, the implementation of unsustainable

businesses, such as labor exploitation and
environmental damage, hinders efforts to
achieve these goals, especially in plantation
companies that are developing in Indonesia.
Palm oil plantation companies in
Indonesia as of 2023 totaled 2,294 companies
(BPS, 2023), when compared to other types of
plantation companies, palm oil companies are
still the highest in Indonesia. The large
number of palm oil plantations is driven by
several key factors such as natural resources,
global demand, investment, government
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policies, sustainability, and environmental
challenges. Companies must be able to adapt
and innovate amidst increasingly complex
developments. Companies also need to
consider how relevant training; employee
work motivation and decent work will later
have an impact on employee performance.

There are many plantation companies
in Indonesia, one of which is PTPN. This
company is part of a State-Owned Enterprise
(BUMN) with a Holding system that focuses
on processing and marketing the results of
palm oil, rubber, tea, coffee, sugar cane and
various other plants. PTPN is spread
throughout Indonesia, including the North
Sumatra region, namely PTPN IV KSO Reg. 11
Kebun Tanjung Garbus which is engaged in
palm oil plantations and is also part of the
PTPN group. Of course, the existence and
development of PTPN IV KSO Reg. II Kebun
Tanjung Garbus cannot be separated from the
good and optimal performance of employees.
However, in fact, employee performance at
PTPN IV KSO Reg. II Kebun Tanjung Garbus
is still less than optimal, as indicated by the
targets produced by employees from the RKP
(Company Work Budget Plan) not being in
accordance with the targets set. For this
reason, PTPN IV KSO Reg. II Kebun Tanjung
Garbus needs to carry out various strategies
to  overcome  the less-than-optimal
performance of employees, namely by
conducting good training, motivating
employees and placing employees in decent
jobs. Because training can improve employee
performance [2], decent work also has a
positive impact on employee performance [3]
while employee motivation can have a
significant
performance [4].

Training defined as a company

influence on employee

investment process in employees [5] and also
as a process of teaching employees about the
basic skills needed by employees to do their
jobs [6]. Planned, systematic and organized
training will improve employee performance
[7]. However, in fact, in the field, the training
conducted by PTPN IV KSO Reg. II Tanjung
Garbus Plantation is lacking, especially for
plantation employees. The company does not

provide special training for plantation
employees on how to do properly, there is no
occupational safety training in working, and
each employee is required to know this skill
from each individual. Meanwhile, according
to [2]; [8]; [9] Good training will improve
employee performance. However, it is
different in research [10] training has no effect
on employee performance.

Decent work refers to ensuring decent
work for all, which means reducing
inequalities, enhancing social protection and
promoting more inclusive and sustainable
economic development [11]. Decent work also
refers to decent working conditions,
workplace safety and security, access to
health, and work-life balance. In fact, in the
field, employees are given such a heavy
workload that it results in increased working
hours, which should be 8 hours of work but
can sometimes be up to 9 or 10 hours of work
in the field. Then the safety of employees at
work is also less considered by the company,
the work facilities provided to employees are
incomplete with high work risks in the field.
In fact, decent work can improve employee
performance [11]; [3]. However, it is different
in research [12] that inadequate work will
affect work-life balance and ultimately have a
negative impact on employee performance in
the workplace.

The next factor is motivation,
motivation is defined as a process and effort
of a person which is then given energy,
directed and maintained in order to achieve a
goal [13]. Motivation comes from needs,
thoughts, feelings, and experiences. In fact, in
the field, employee work motivation is still
relatively low, as evidenced by the high
number of employee absence rates. During
working hours, employees are often absent
from work, and also do not complete their
work on time, low work motivation can be the
cause of this. Motivation is very much needed
by employees to improve performance,
because high motivation will be able to
improve employee performance [4]. But it is
different from [15], [16], [17] stated that
motivation has no influence on employee
performance.
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Based on the problems and research
gaps, this study needs to be studied further,
which aims to determine how training and
decent work influence employee performance
with motivation as a mediation at PTPN IV
KSO Reg. II Tanjung Garbus Plantation.

2. LITERATURE REVIEW

2.1 Training

Training is an importance function in
a company so it requires transformation and
also adoption in today's modern and vuca era
[18]. Training is a learning process for new
and old employees who already have the
basic skills needed by employees to work [19].
Meanwhile, training according to [13] is a
planned effort with the aim of facilitating
employee learning, knowledge, skills, and
work-related behavior. So, by conducting
good, systematic and organized training will
improve positive employee performance in
the work environment as well [7].

Training is also described as a form of
massive investment made by a company to its
employees, so it is important for companies to
provide training to their employees, this will
later have a positive impact on increasing the
company's income in the future (Kurdi et al.,
2020). In addition, training is also interpreted
as a process of increasing worker capacity
through learning, so that workers can work
more effectively to meet the company's needs
[20]. So that employees will be active in
working and also capable and well trained, so
that it will improve their performance as well.
2.2 Motivation

Motivation is a process and effort of a
person which is then energized, directed and
maintained in order to achieve a goal [13].
Motivation is divided into two types, namely
intrinsic and extrinsic. Motivation that is
autonomous and driven by oneself is intrinsic
motivation, while extrinsic motivation is
driven by the reward policy of the
organization [21]. Intrinsically motivated
employees often demonstrate higher levels of
performance and job satisfaction since they
feel their work engaging, demanding, and
significant [22]. Extrinsic motivation includes

external factors such as finandial,
performance-based incentives and also
benefits. So, individuals who are driven by
extrinsic motivation will be influenced by
various things such as awards at work,
recognition from others, promotions and
salary increases [23].

2.3 Employee Performance

Capabilities consist of the explicit
knowledge and skills possessed by workers,
and they are an important factor in work
because employee competencies are a core
requirement for high performance [21]. When
an employee has the required skills, they are
more likely to share their knowledge with
others. Thus, definition of performance is the
actions and results obtained by employees, so
that this performance can be evaluated to
ensure that employees have worked hard and
made real contributions according to the
company's goals and targets [13].

2.4 Decent Work

The idea of decent work is crucial for
encouraging work-life balance [12]. The
concept of decent work comes from the
aspirations and campaigns of the
International Labor Organization (ILO).
Decent work (DW) initially emerged since the
history of the ILO in the United Nations (UN)
in 1919 as a new paradigm encompassing
basic principles and rights at work that can
include human resource management
practices. Ensuring decent work for all means
reducing inequality, increasing social
protection, and encouraging more inclusive
and sustainable economic development [11].
This is also stated in one of the Sustainable
Development Goals (SDGs) of the United
Nations (UN) declared starting in 2019 with a
focus on creating a safe working environment
for all workers.

Since the last few decades, the
importance of decent work has increased
considering the current dynamic workplace
context, increasing employee responsibilities,
and workplace competition. While the current
trend allows employees to use more self-
control, equipping them with knowledge and
skills for higher productivity, and will further
create greater commitment [24]. Scientific

Vol. 2, No. 04, December 2024: pp. 1072-1087



West Science Business and Management

a 1075

research provides evidence that employee-
centered practices with decent working
conditions, workplace safety and security,
health access, and work-life balance make
workers more focused on their role in their
performance. Therefore, we feel that Decent
Work has an important role to play in
improving employee performance.

Based on previous research, there is a
relationship and influence between variables
in this study. Training has an influence on
employee performance [2]; [8]; [9]. Decent
work affects employee performance [11]; [3].
Training affects motivation [31], [32]. Decent
work affects motivation [34], [36]. Motivation

affects employee performance.
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3. METHODS

The research is a quantitative study
analyzed wusing the Structural Equation
Modeling (SEM) method on SmartPLS
software. Measurement of indicators for each
variable in this study uses an interval scale,
then the indicator is used as a guideline in
collecting instrument items in the form of
statements and then respondents answer
them. The population of this study were
employees of PTPN IV KSO Reg. II Kebun
Tanjung Garbus totaling 341 employees. The
sample was determined using the non-
probability  sampling method, namely
permanent employees at PTPN IV KSO Reg.
II Kebun Tanjung Garbus and determined
using the slovin formula so the number of
samples was 184 employees.

4. RESULTS AND DISCUSSION

The analysis in this study was carried
out using the help of SmartPLS software, and
the results of this study were carried out with
three stages of analysis:

4.1 Evaluation of Measurement Model

The measurement model is carried
out in an effective reflective manner
consisting of loading factor> 0.70, composite
reliability> 0.70, cronbach's alpha> 0.50 and
Average Variance Extracted (AVE)> 0.50 also
evaluation of discriminant validity with its
measurement criteria through three methods,
namely fornell and lacker, HTMT (Heterotrait
Monotrait Ratio) below 090 and cross
loading. After data analysis, the following
results are:
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Table 1.1 Outer Loading, Composite Reliability, Average Variance Extracted
Variables Dimensions Indicator Out-e r | Cronbach's COITIPO-S.lte AVE
Loading Alpha Reliability
Working Speed 0.834
Quantity Ability to
. 0.884
Employee Achieve Targets
Performance Neatness at 0.906 0.934 0.781
0.921
(Y) : Work
Quality ;
Accuracy in 0.894
Work '
Training Paliticipants
. actively 0.817
Participants .
participate
Training How instructors 0.802
Methods deliver training )
Training
Training activities 0.863
Training (X1) | Materials according to ' 0.828 0.885 0.658
employee needs
The training
provided
Tra'lmr}g improves 0.758
Objectives employee
knowledge and
skills in working
Workload The am‘ount of 0.752
work given
Working Lengt'h of 0.744
Decent Work Hours working hours
X2) Social Social security 0.858 0.906 0.708
. from the 0.928
Protection
company
Work safety Work falehtles 0.923
and equipment
B :
Award Onses given 0.933
by the company
Support and fair
treatment from 0.926
Social managers
Motivation Relations Emotional
closeness 0.955 0.968 0.882
(2) 0.936
between co-
workers
The feeling of
Work satlsfactlon. 0.962
Success when reaching a

target

Based on Table 1.1 above, employee
performance variables are measured by four

valid measurement items with outer loading
between 0.834-0.921, which means that the
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four measurement items are valid to reflect
employee performance measurement. The
level of data reliability above can also be
accepted, indicated by Cronbach's alpha and
composite reliability of employee
performance, all showing data above 0.70
(reliable) or its internal consistency is met.
Then the level of convergent value indicated
by the AVE value is 0.781> 0.50, which is
stated to have met the requirements for good
convergent validity [25].

Among the four measurement items,
the Work Neatness and Work Accuracy items
have the highest outer loading, namely 0.921
and 0.894, meaning that the two measurement
items have been running very well at PTPN IV
KSO Reg. II Kebun Tanjung Garbus. And
Employee Performance really reflects how
neat and accurate employees are in working.
Thus, the employee performance question
items on Work Neatness and Work Accuracy
are very good so they need to be maintained,
but for the employee performance question
items in work speed and ability to achieve
targets are categorized as good but still need
to be accelerated to be improved so that they
become very good in the future.

The training variable is measured by
four valid measurement items with outer
loading between 0.758-0.863 which means
that the four measurement items are valid and
reflect the training at PTPN IV KSO Reg. II
Kebun Tanjung Garbus. The level of reliability
is also acceptable as indicated by Cronbach's
alpha and its composite reliability above 0.70
(reliable) or its internal consistency is met. The
level of convergent value indicated by the
AVE value is 0.658> 0.50 which is stated to
have met the requirements for good
convergent validity [25].

The training activity items according
to employee needs and Participants actively
participate have the highest outer loading,
namely 0.863 and 0.817, meaning that both
measurement items related to training
activities according to employee needs and
Participants actively participate have been
running very well at PTPN IV KSO Reg. II
Kebun Tanjung Garbus. So that training is
very much reflected in terms of employee

needs and participation in training. Therefore,
the question item training activities according
to employee needs and participants actively
participate is stated to have been running very
well and needs to be maintained. And the
question item in terms of how instructors
provide training and the training provided
improves employee knowledge and skills in
working is categorized as good, but needs to
be accelerated and improved to move towards
something even better.

The decent work variable is measured
by four valid measurements with outer
loading 0.744-0.928 which means that the four
measurement items are valid and reflect
decent work. The level of reliability in this
study on the motivation variable is also
acceptable as indicated by Cronbach's alpha
and composite reliability all above 0.70
(reliable) or its internal consistency is met. The
level of convergent value indicated by the
AVE value is 0.708> 0.50 and it is stated that
this data has met the requirements for good
convergent validity[25].

Among the measurement items, the
question items on social security from the
company and complete equipment and
facilities have the highest outer loading,
namely 0.928 and 0.923, meaning that both
measurement items have been running very
well and need to be maintained. So that decent
work is very much reflected by social security
and equipment and facilities at PTPN IV KSO
Reg. II Tanjung Garbus Plantation. And for
the question items regarding the amount of
work and work time, they are categorized as
good but need to be improved and accelerated
again to be better.

Motivational variables are measured
by four valid measurements with outer
loading 0.926 — 0.962 which means that the
four measurement items are valid and reflect
employee motivation. The level of reliability
in this study on the motivation variable is also
acceptable as indicated by Cronbach's alpha
and composite reliability all above 0.70
(reliable) or internal consistency is met. The
level of convergent value indicated by the
AVE value is 0.882> 0.50 and it is stated that
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this data has met the requirements for good
convergent validity [25].

Among the measurement items, the
question items regarding satisfaction when
achieving targets and emotional approach
among co-workers have the highest outer
loading, namely 0.962 and 0.936, meaning that
both measurement items have been running
very well and need to be maintained. So that
employee motivation is very much reflected
by the sense of satisfaction in achieving
targets and emotional closeness among co-
workers at PTPN IV KSO Reg. II Tanjung
Garbus Plantation and the question items
regarding bonuses and manager treatment
are categorized as good but need to be
improved and accelerated again to become
better.

After measuring and analyzing the
loading  factor, composite  reliability,
Cronbach's alpha and average variance
extracted (AVE), discriminant validity testing
was carried out, the aim is to ensure that the
data in this study is valid and correctly
measures what should be measured, so the
discriminant validity test in this study was
carried out by looking at three criteria, namely
the fornel and lacker testt HTMT and also
Cross Loading. After the analysis was carried
out, the results can be seen in Table 1.2:

Table 1.2 Fornel and Lacker Test

Y zZ X2 X1

Y 0.884

Z 0.872 0.939

X2 0.771 0.717 0.841

X1 0.578 0.631 0.592 0.811

The first step in testing discriminant
validity is by testing fornel and lacker. The
basis for decision making in testing fornel and

Based on Table 1.3 above, it shows
that the variables in this study separate the
variation of measurement items into items
that measure them more strongly than
dividing the variance into other variable items
where the test results show that the average
HTMT value in this study is less than 0.90,
meaning that the discriminant validity in this
study has been met or achieved. Thus, the

lacker is that the AVE root of the variable
must be greater than the correlation between
variables. Based on Table 1.2 above, the
employee performance variable has an AVE
root of 0.884, this value is more correlated
with the VE root of the motivation variable,
which is 0.872, this value is greater than the
AVE root of the decent work variable, which
is 0.771, and this value is more correlated than
the AVE root of the training variable with a
value of 0.578. Thus, the discriminant validity
of the employee performance variable is
fulfilled (valid). Likewise, the motivation
variable with discriminant validity is fulfilled
because the AVE root correlation is greater
than the AVE root correlation value of the
training variable and the correlation value in
the training variable is greater than the AVE
root of decent work (0.939> 0.717> 0.631).
Likewise, with the training and decent work
variables, it is concluded that the discriminant
validity is fulfilled because all the AVE root
values of these variables are more correlated
with other variables. Thus, the discriminant
validity through Fornel and Lacker is fulfilled.

Next, is the discriminant validity test
with HTMT testing. Validity testing with
HTMT in SEM PLS is very helpful in ensuring
the discriminant validity of research data. The
basis for decision making in the HTMT test as
stated by [25] that the most accurate and best
value is below 0.90. After data analysis, the
following results were obtained:

Table 1.3 HTMT Test
Y V4 X2 X1
Y
Z 0.935
X2 0.874 0.793
X1 0.653 0.695 0.697

variables of employee  performance,
motivation, training and decent work are four
different concepts so that this study is worthy
of further research. The last step in testing the
validity discriminant in this study is the Cross
Loading test. The basis for making the
decision is that the cross loading of the
indicator must be smaller than the correlation
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between variables. After data analysis, the
following results were obtained:

Table 1.4 Cross Loading Test

Employee performance Motivation Decent Work Training
X1.1 0.397 0.458 0.428 0.817
X1.2 0.382 0.441 0.379 0.802
X1.3 0.558 0.612 0.547 0.863
X1.4 0.499 0.501 0.532 0.758
X2.1 0.659 0.578 0.752 0.555
X2.2 0.542 0.570 0.744 0.543
X2.3 0.689 0.632 0.928 0.456
X2.4 0.689 0.627 0.923 0.450
Y.1 0.834 0.689 0.669 0.468
Y.2 0.884 0.769 0.635 0.549
Y.3 0.921 0.811 0.724 0.511
Y4 0.894 0.809 0.695 0.514
Z1 0.811 0.933 0.673 0.592
Z2 0.795 0.926 0.658 0.557
Z3 0.805 0.936 0.633 0.565
Z4 0.864 0.962 0.724 0.650
Based on Table 1.4 above, it is known ‘ X1 ‘ 1,000 1,000 ‘ ‘ ‘
that the correlation value of employee
performance variables correlates more highly Based on the results of the

with employee performance variables and
correlates less with other variables. Thus,
employee variables  truly
measure employee performance variables and
are low in measuring other variables. Thus,
this study has met the criteria for discriminant
validity based on cross loading so that it is
worthy of further research.
4.2 Structural Model Evaluation

Structural model evaluation
hypothesis test in research. Before conducting
a hypothesis test, a multicollinearity test must
first be conducted using the Inner VIF test.
The decision-making process is if the Inner
VIF value <5 then there
multicollinearity symptom, and the research
is worthy of being followed up in hypothesis
testing. After data analysis, the results are
known in Table 1.5 below:

Table 1.5 Multicollinearity Test

performance

is a

is no or no

Y V4 X2 X1
Y
Z 1,000
X2 | 1,000 1,000

multicollinearity test data analysis above, it is
known that all variables show an inner VIF
value <5 (1.00 <5). Thus, the data in this study
do not show symptoms of multicollinearity,
and the level of multicollinearity between
variables in this study is relatively low. These
findings support the findings of the SEM PLS
parameter estimation, so that this study is
declared strong and robust (unbiased) and
meets the requirements for hypothesis testing.

In this study, hypothesis testing is
carried out by examining statistical values
also called p-values for data analysis. A
significant influence between variables is
determined if the t-statistic results on the t-
count are greater than the t-table (t-count > t-
table) and if the p-value of the test findings is
less than 0.05. Furthermore, a direct influence
test is carried out using the size of the effect (f
square), coefficient significance test, and
coefficient confidence interval. Based on the f-
square criteria, a value of 0.02 is considered
low, 0.015 is considered moderate, and 0.35 is
considered high [25]. And then testing the
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mediation effect by looking at the upsilon v
value from the results of data analysis, the
method is to square the mediation coefficient,
where if the value is 0.02 low, 0.075 medium
Table 1.6 Direct Hypothesis Test

and 0.175 high [26] and [27].After data
analysis was carried out, the following are the
(direct) hypotheses of the findings of this
study:

95% Path Coefficient

Hypothesis Path p- Confidence Interval F

Coefficient value | Lower Limit | Upper Limit | square
HI. Training > Employee -0.026 0.573 -0.114 0.065 0.002
Performance
H2. Decent = Work > 0.306 0.002 0.119 0.496 0.219
Employee Performance
H3. Training --> Motivation 0.318 0.000 0.179 0.454 0.156

. -—>

H4 ~ Decent  Work 0.529 0.000 0.389 0.658 0.432
Motivation
H.5> Motivation > Employee 0.669 0.000 0.483 0.841 0.967
Performance

Based on the results of the hypothesis

testing in Table 1.6 above, several conclusions

can be stated, namely:

1.

The first hypothesis (H1) is rejected.
This means that training has no effect
and is negative on employee
performance because the p-value
statistic is 0.573>0.05 and the path
coefficient value is -0.026.

The second hypothesis (H2) is
accepted. This means that decent
work has a positive and significant
effect on employee performance,
which is shown in the statistical value
of p-value 0.002 <0.05 and the path
coefficient value is 0.306. The path
coefficient value of 0.306 also means
that every 1% increase in decent work
will increase employee performance
by 0.306%. Meanwhile, at a 95%
confidence interval, the influence of
decent work in improving employee
performance lies between 0.119 and
0.496. And based on the table above,
the existence of decent work in
improving employee performance at
PTPN IV KSO Reg. Il Tanjung Garbus
Plantation has had a very high
influence, as evidenced by the f-
square value of 0.219.

3. The third hypothesis (H3) is accepted.
This means that training has a

positive and significant effect on
motivation, as shown in the statistical

p-value of 0.000 <0.05 and the path

coefficient value of 0.318. This value
also means that every 1% increase in

training will increase motivation by

0.318%.

confidence

Meanwhile,

parameter

the
for

influence of training in increasing

motivation lies between 0.179 and
0.454. Based on the table above, the

existence of training in increasing
employee motivation at PTPN IV

KSO Reg.
Plantation has had a very high

II  Tanjung Garbus

influence, as evidenced by the f-
square value of 0.156.

4. The fourth hypothesis
accepted. This means that decent
work has a positive and significant
effect on motivation, as shown in the

(H4)

statistical value of p-value 0.000 <0.05
and the path coefficient value is 0.529.
This value also means that every 1%

increase in decent work will increase

motivation by 0.529%. Meanwhile,
the 95% confidence parameter for the
influence of decent work in increasing

motivation lies between 0.483 and
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0.658. Based on the table above, the
existence of decent work in increasing
employee motivation at PTPN IV

KSO Reg. II Tanjung Garbus

Plantation has had a very high

influence, as evidenced by the f-

square value of 0.432.

The fourth hypothesis (H5) is
accepted. This means that Motivation has a
positive and significant effect on Employee
Performance, as shown in the statistical value
of p-value 0.000 <0.05 and the path coefficient
value is 0.669. This value also means that
every 1% increase in Motivation will increase

Employee = Performance by  0.669%.
Meanwhile, the 95% confidence parameter of
the influence of Motivation in improving
Employee Performance lies between 0.389
and 0.967. Based on the table above, the
existence of Motivation in improving
Employee Performance at PTPN IV KSO Reg.
II Tanjung Garbus Plantation has had a very
high influence, as evidenced by the f-square
value of 0.967.

After conducting direct hypothesis
testing, the next step is testing the mediation
hypothesis. The results of the mediation
hypothesis testing in this study are as follows:

Table 1.7 Mediation Hypothesis Test

95%  Path  Coefficient
Path Confidence Interval
Hypothesis Coefficient | p- 1 Lower Upper Upsilon
Valie | Limit Limit v

F16. Training ~—> Motivation == 515 | 0000 |  0.124 0.322 0.045
Employee Performance
H7. Decent Work --> Motivation -

0.354 0.000 0.204 0.495 0.125
-> Employee Performance

Based on Table 1.7 above, several 2. The seventh hypothesis (H7) is

hypothetical conclusions can be drawn,
namely:

1. The sixth hypothesis (H6) is accepted.
This means that motivation has a
positive and significant effect, and
can mediate training on employee
performance, as shown in the
statistical value of p-value 0.000 <0.05
and the path coefficient value is 0.213.
This value also means that the effect
of training on employee performance
mediated by motivation ranges from
0.124 to 0.322 at a 95% confidence
interval. And every 1% increase in
training on employee performance
mediated by motivation will increase
by 0.213%. However, based on the
table above, the existence of
motivation in improving employee
performance at PTPN IV KSO Reg. II
Tanjung Garbus Plantation has had a
very low effect, as evidenced by the
upsilon v value of 0.045.

accepted. This means that Motivation
has a positive and significant effect,
and can mediate Decent Work on
Employee Performance, as shown in
the statistical value of p-value 0.000
<0.05 and the path coefficient value is
0.354. This value also means that the
effect of Decent Work on Employee
Performance mediated by Motivation
ranges from 0.204 to 0.495 at a 95%
confidence interval. Every 1%
increase in Decent Work on Employee
Performance mediated by Motivation
will increase by 0.354%. However,
based on the table above, the
existence of motivation in improving
employee performance at PTPN IV
KSO Reg. II Tanjung Garbus
Plantation has had a very low effect,
as evidenced by the upsilon v value of
0.125.
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4.3 Evaluation of Goodness of Fit and Model
Fit Measures

A variant-based SEM method called
Partial Least Squares (PLS) is used to assess
the model theory in a study. There are several
steps taken to assess the acceptance of the
proposed model in PLS. In this study, the
check was carried out by testing the Goodness
of Fit Index[28]And[29]by looking at the
results of the analysis on R Square and Q
Square, and also finally testing using
SRMR[25]. Based on the results of data
analysis, the following results were obtained.

Table 1.8 R2, Q2 and SRMR

R-square |Q-square|SRMR|GoF Index
Y 0.802 0.605

0.074 0.781
z 0.575 0.567

R Square is a test that shows the
extent to which the model built in the study is
able to predict the value of the dependent
variable. As stated by (WW Chin, 1998) that
the interpretation value of R Square if 0.19
(low influence), 0.33 (moderate influence) and
0.66 (high influence). Table 1.8 above shows
that the magnitude of the influence of
employee performance is 80.2% (high
influence), meaning that training (X1), decent
work (X2) and motivation (Z) are able to
influence employee performance by 80.2%
and the rest is influenced by other factors
outside the study. Then the magnitude of the
influence of motivation is 57.5% (approaching
high). This means that training (X1) and
decent work (X2) are able to influence
motivation by 57.5% and the rest is influenced
by other factors outside the study.

Q Square is conducted to measure the
predictive ability of the model in the study. If
the Q Square value is 0, it is categorized as
low, 0.025 is categorized as medium, and 0.50
is categorized as high. The Q Square value in
Table 1.8 above the Q square value of the
employee performance variable is 60.5% and
the Q square value of the motivation variable
is 56.7%. This value indicates that this
research model has productive relevance and
is categorized as high.

The test results in the table above also
show that the SRMR value in this study is 0.07
and this value is smaller than 0.10 (0.07 <0.10),
so this study shows a good model as stated by
(Hair, et al., 2019) that if the SRMR value of a
study is below 0.10 it is categorized as good.

Goodness of Fit Index (GoF Index) is
conducted to determine the measurement
model and structural model in research.[29].
Goodness of Fit Index is also one of the
comprehensive evaluation models.[25]. After
analysis and calculation, it is known that the
GoF Index value is 0.781 > 0.36 indicating that
the interpretation of the value is classified as
high and this model is also in accordance with
the data, as the basis for decision making put
forward by (Wetzels, et. al, 2009) that the
value is 0.1 (low), 0.25 (moderate), and 0.36
(high).

RESEARCH DISCUSSION

Based on the discriminant validity
test, the data in this study were conducted
with three criteria techniques, and all criteria
showed valid data and reflected the research
(data >0.70), so that it could be carried out for
the next stages of research. Then based on the
model suitability test, the SRMR results of this
study were 0.07 <0.10 so that this study was
stated to be suitable and categorized as good.
The Impact of Training on Employee
Performance

Based on the results of the hypothesis
testing, it is known that training does not
affect employee performance. This statement
is proven by the results of data analysis on the
value. The p-value statistic is 0.573>0.05. Thus,
the hypothesis of the influence of training on
employee performance is rejected (H1 is
rejected).

The results of this study also show
that there is a negative relationship between
training and employee performance as
indicated by the path coefficient value of -
0.026. This means that so far training has not
been able to provide a significant impact on
improving employee performance and also
the training set by PTPN IV KSO Reg. II
Tanjung Garbus Plantation has not been well
designed and has not been relevant to
employee needs and has not been
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implemented effectively. For this reason,
further evaluation is needed regarding the
training program for employees at PTPN IV
KSO Reg. II Tanjung Garbus Plantation.

The findings of this study support the
finding that employee performance is not
influenced by training [10]. In contrast to the
research conducted [2]; [8]; [9]. which states
that training has a positive impact and has a
significant employee
performance., Their research also suggests
that effective and relevant training will
improve employee performance. For that
reason, the company must seek training that
meets the demands of its employees.

The Impact of Decent Work on Employee
Performance

After hypothesis testing and data
analysis, decent work has a significant effect
on employee performance. This is shown by
the results of the hypothesis test which shows
that the influence of decent work on employee
performance is accepted (H2 is accepted) with
a p-value of 0.002 < 0.05.

The findings of this study also show a
positive  correlation between employee
performance and decent work. With a path
coefficient value of 0.306 and a p-value of
0.002. This means that worker performance
will increase with the increase in decent work
(workload, working hours, social protection
and work safety). Conversely, the smaller and
worse the decent work (workload, working
hours, social protection and work safety)
received by employees will further reduce the
performance of PTPN IV KSO Reg. II Tanjung
Garbus Plantation employees.

These results further support the
research [11], [3] that decent work can
improve employee performance. But research
conducted by [12] differently, they found that
poor decent work (employment, social
dialogue, social security, and workers' rights)
will affect work-life balance and ultimately
have a negative impact on employee
performance in the workplace. For that, all
companies need to provide decent work to all
employees in the workplace. Especially for
PTPN IV KSO Reg. II Tanjung Garbus

influence on

Plantation which is dominated by field work
and plantation employees.
The Influence of Training on Motivation

Hypothesis testing shows that
motivation is significantly influenced by
training. This is indicated by the findings of
hypothesis testing which show that the effect
of training on motivation is accepted (H3 is
accepted) with a p-value of 0.000<0.05. The
path coefficient value of 0.318 indicates that
training has a good influence on employee
work motivation at PTPN IV KSO Reg. Kebun
Tanjung Garbus II, in accordance with the
results of the hypothesis test. The findings of
the hypothesis analysis of this research data
indicate that employees are more motivated at
work when they receive superior training
from their company. This finding also
explains that employee motivation will
increase by 31.8% when the greater the
training received by employees. Although
employee performance at PTPN IV KSO Reg.
Kebun Tanjung Garbus II is not affected by
training, so far employees have been
motivated by the training in the Company.
Therefore, PTPN IV KSO Reg. II Kebun
Tanjung Garbus must offer more diverse
training to increase employee motivation,
which  will ultimately improve their
performance.

The results of the study confirm
previous research, as has been done by [31],
[32] that training has a positive and significant
influence on motivation. However, there is a
difference with the research conducted by [33]
that training has no effect on motivation.

The Impact of Decent Work on Motivation

Based on the hypothesis testing, work
has a significant effect on motivation. This is
proven by the results of the hypothesis testing
with a p-value 0f0.000<0.05, thus the
hypothesis of the influence of decent work on
motivation is accepted (H4 is accepted). The
results of the hypothesis testing also show
that there is a positive influence between
training on employee work motivation at
PTPN IV KSO Reg. II Kebun Tanjung Garbus,
as the path coefficient value is 0.529. The
results of the data hypothesis analysis in this
study also show that the better the decent

Vol. 2, No. 04, December 2024: pp. 1072-1087



West Science Business and Management

O 1084

work received by employees, the greater the
employee's motivation to work. This means
that the better the employee's decent work
will increase employee motivation by 52.9%.

The results of this study also provide
an explanation that so far decent work
(workload, working hours, social protection
and work safety) provides enthusiasm and
desire for employees to work, so that decent
work has a positive and significant influence
on motivation. For this reason, TPN IV KSO
Reg. II Kebun Tanjung Garbus needs to
maintain good workload, working hours,
social protection and work safety factors for
employees because this can increase
employee motivation to work.

This study provides reinforcement
for previous research that decent work has a
positive  and  significant effect on
motivation.[34], because more decent work
increases intrinsic motivation and reduces
amotivation (lack of motivation). Decent work
is indeed being discussed a lot and as an
important work resource, it is also useful in
increasing work engagement and leading to
increased innovative work behavior in the
workplace.[35], so that decent work will
provide motivation to stay or move in
work.[36]. However [12] stating that decent
work has a negative impact on work-life
balance, because a good work-life balance will
increase motivation and have a positive
impact [37].
The Influence of Motivation on Employee
Performance

Based on  hypothesis testing,
motivation has a significant effect on
employee performance. This is proven by the
results of the hypothesis testing p-value
0f0.000<0.05, thus the hypothesis of the
influence of motivation on employee
performance is accepted (H5 is accepted).

The results of the study also showed
that there was a positive influence between
motivation and employee performance. This
result was determined by the path coefficient
value of 0.669 and the p-value of 0.000. This
means that the better the employee
motivation (appreciation, social relations and
work success) in working will further

improve employee performance. Conversely,
the lower the motivation received by
employees will further decrease the
performance of PTPN IV KSO Reg. II Kebun
Tanjung Garbus employees. For this reason,
PTPN IV KSO Reg. II Kebun Tanjung Garbus
needs to maintain and pay attention to
employee appreciation, social relations and
work success, because these three dimensions
greatly affect employee work motivation.

These results are in line with research
conducted by (Mufidah et al., 2020;Sanjaya,
2024)that good motivation will be able to
improve employee performance. Meanwhile,
according to(Sari et al, 2022;Ahmad,
2024)stated that motivation has no effect on
employee performance.

The Influence of Training on Employee
Performance through Motivation

Based on the results of the mediation
hypothesis test, training has a positive and
significant effect on employee performance
through motivation. This result is shown by
the acquisition of data analysis at a p-value
0f0.000<0.05. Thus, motivation is able to
mediate the influence of training on employee
performance and the hypothesis that training
influences employee performance through
motivation is accepted (H6 is accepted).

Based on the results of the hypothesis
test, the path coefficient value is 0.213, this
value means that the influence of motivation
is relatively low in mediating training on
employee performance, which is only 21.3%.
However, motivation still plays an important
role as a mechanism in explaining the
influence of training on employee
performance, but companies need to pay
attention to good motivation mechanisms so
that in the future employee performance from
training will improve even better.

The results of this study are in line
with research that has been conducted,
namely that good motivation will be able to
provide a positive influence on employee
performance and motivation can also be a
mediator of training on employee
performance [38], [39]. However, on the
contrary, research conducted by [40], [41]
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stated that motivation cannot mediate
training on employee performance.

The Influence of Decent Work on Employee
Performance Motivation

Based on the results of the mediation
hypothesis test, decent work has a positive
and significant effect on employee
performance through motivation. This result
is shown by the acquisition of data analysis at
a p-value 0f0.000<0.05. Thus, motivation is
able to mediate the influence of decent work
on employee performance and the hypothesis
of decent work influencing employee
performance through motivation is accepted
(H7 is accepted).

Based on the results of the hypothesis
test, the path coefficient value is 0.354, this
value means that the influence of motivation t
in mediating work on employee performance
is 354%. And if the magnitude of the
influence of motivation can mediate decent
work on employee performance is very low,
as evidenced by the upsilon v value of 0.125,
as [26] and [27] explains that the upsilon v
value of 0.02 is low, 0.075 is medium and 0.175
is high. However, motivation still plays an
important role as a mechanism in explaining
the influence of decent work on employee
performance, but companies need to pay
attention to good motivation mechanisms so
that in the future decent work will improve
employee performance.

The results of this study are in line
with previous research as conducted
by[42]put forward the purpose of decent
work is to improve the company's ability to
manage internal and external relationships
and functions in the company so that
employee performance in the organization is
getting better. And decent work provides a
positive correlation to employee satisfaction
which is indicated by employee performance
in the company [43]. The better the decent
work, the better the employee motivation and
decent work has a positive relationship with
employee work motivation [44].
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