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ABSTRACT

In the competitive landscape of modern organizations, enhancing employee performance is critical for
achieving operational excellence. This study investigates the impact of training and development on
employee performance at Balai Karantina Pertanian Kelas | Bandar Lampung, a public sector organization
in Indonesia. Utilizing a quantitative research design, the study sampled 40 employees who had participated
in training and development programs within the past year. Data were collected through a structured
questionnaire and analyzed using SPSS 25, employing descriptive, correlation, and regression analyses. The
findings reveal a significant positive relationship between both training and development with employee
performance, with development showing a stronger impact. These results underscore the importance of
comprehensive development initiatives in fostering long-term employee growth and improving overall
organizational performance. The study provides actionable insights for management to optimize training
and development programs, ensuring sustained high performance and competitiveness.

Keywords: employee performance, training, development, public sector, quantitative research, Balai
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Introduction

In today's competitive organizational landscape, enhancing employee performance is crucial for
achieving operational excellence and maintaining a competitive edge (Bowley & Link, 2005; Gruman & Saks,
2011). The dynamic nature of modern workplaces demands that organizations continuously improve their
workforce's skills, knowledge, and capabilities to remain viable and successful (Despres & Hiltrop, 1995; Jacobs
& Washington, 2003; Nguyen & Giang, 2020). Employee training and development are vital components in this
regard, serving as essential mechanisms for equipping employees with the necessary tools to perform their roles
effectively and adapt to evolving job requirements (Edralin, 2007; Pickett, 1998).

Training and development encompass a wide array of activities designed to improve individual and
collective competencies (Barusman & Hidayat, 2017; Dixit & Sinha, 2020; Edralin, 2007). Training typically
focuses on the acquisition of specific skills or knowledge needed for immediate application, while development
encompasses broader, long-term growth opportunities that prepare employees for future roles and challenges
(Campbell, 1987; Cascio, 2019; Salas et al., 2012). Together, these initiatives not only enhance individual
performance but also contribute to overall organizational success by fostering a culture of continuous improvement
and learning.

Despite the extensive literature on the benefits of training and development, there remains a significant
gap in understanding their specific impacts within the context of public sector organizations (Kuruvilla, 1980).
Public sector entities, including those involved in agricultural quarantine services, operate under unique conditions
and face distinct challenges compared to their private sector counterparts. These challenges include bureaucratic
constraints, budget limitations, and a diverse range of stakeholder expectations, all of which can influence the
effectiveness of training and development programs (Bazemore & Thai, 1995; Gray et al., 1997; Khodr & Zirar,
2013).


mailto:andala@ubl.ac.id

Iinternational

Seminar & PROCEEDINGS
\ Workshop

JI. Z.A. Pagar Alam No. 89 Gedong Meneng, Bandar Lampung

Balai Karantina Pertanian Kelas I Bandar Lampung, a key player in Indonesia's agricultural sector,
provides an ideal setting to investigate these impacts. As an organization responsible for preventing the
introduction and spread of pests and diseases through agricultural imports and exports, its operational efficiency
is heavily reliant on the performance of its employees (Kumar, 2011; Wyckhuys et al., 2022). Understanding how
training and development initiatives influence employee performance in this specific context is essential for
optimizing these programs and ensuring that the organization meets its strategic objectives (Dixit & Sinha, 2020;
Jacobs & Washington, 2003; Molina & Ortega, 2003; Rowden, 2000).

The primary objective of this research is to determine the extent to which training and development
initiatives affect employee performance at Balai Karantina Pertanian Kelas I Bandar Lampung (Hidayat & Asmara,
2017; Regen et al., 2020).This study hypothesizes that both training and development have a positive and
significant impact on employee performance, with development potentially having a greater influence due to its
focus on long-term growth and career advancement. By addressing this hypothesis, the research seeks to provide
actionable insights for management to optimize training and development programs, thereby enhancing overall
organizational performance (Kwon & Kim, 2014; Seidle et al., 2016; Skylar Powell & Yalcin, 2010; Wilona &
Defrizal, 2024).

To achieve this objective, the study will employ a quantitative research design, collecting and analyzing
data from employees who have participated in training and development programs (Al-Khayyat & Elgamal, 1997;
Aragén et al., 2014; Jacobs & Washington, 2003). The analysis will focus on measuring the relationships between
training, development, and employee performance, and identifying key factors that contribute to the effectiveness
of these initiatives. The findings will offer valuable guidance for public sector managers and policymakers aiming
to improve employee performance through targeted training and development strategies (Gross et al., 2019; Jacobs
& Washington, 2003; Nguyen & Giang, 2020).

In summary, this study aims to bridge the gap in the existing literature by providing a detailed examination
of the impacts of training and development on employee performance within a public sector organization,
specifically in the agricultural quarantine services sector. By doing so, it will contribute to a better understanding
of how these initiatives can be effectively implemented to achieve both immediate and long-term organizational
goals.

Methodology

This study employs a quantitative research design to systematically investigate the relationship between
employee training, development, and performance. The rationale for choosing a quantitative approach lies in its
ability to provide objective, numerical data that can be statistically analyzed to determine the strength and
significance of the relationships between variables (Al-Khayyat & Elgamal, 1997; III & Naquin, 2004; Rowden,
2000).

The sample for this study consists of 40 employees from Balai Karantina Pertanian Kelas I Bandar
Lampung. A purposive sampling technique was used to select participants who have undergone training and
development programs within the past year. This criterion ensures that the respondents have recent and relevant
experiences that can provide accurate insights into the impact of these initiatives on their performance (Ibrahim et
al., 2017; Juhdi et al., 2015; Moussaid et al., 2020).

Data were collected using a structured questionnaire designed to measure the variables of interest: training
(X1), development (X2), and employee performance (Y). The questionnaire included Likert-scale items to capture
the respondents' perceptions and experiences. The data collection process was conducted over a period of one
month, ensuring ample time for respondents to provide thoughtful and accurate responses (Hsu & Wang, 2008;
Ibidunni et al., 2018; Khodakarami et al., 2018; Pradhan & Jena, 2016).

The collected data were analyzed using SPSS 25. Descriptive statistics were used to summarize the
demographic characteristics of the sample. Inferential statistics, including correlation and regression analyses,
were employed to test the hypotheses and determine the relationships between training, development, and
employee performance. The significance level was set at 0.05 for all statistical tests.

Result and Discussion

a. Descriptive Statistics
The demographic analysis of the sample from Balai Karantina Pertanian Kelas I Bandar Lampung revealed a
diverse employee base in terms of age, gender, educational background, and length of service. Employees ranged
in age from 25 to 55 years, with a nearly even distribution between genders. Educational qualifications varied from
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diplomas to advanced degrees, and years of service spanned from 1 to 20 years. This diversity mirrors the broader
employee population within the organization, suggesting that the findings are likely generalizable across the entire
workforce. The varied sample provides a solid foundation for understanding the impact of training and
development on performance across different employee profiles, consistent with the literature on the importance
of continuous learning in dynamic work environments (Jacobs & Washington, 2003; Nguyen & Giang, 2020).

b. Correlation Analysis
The correlation analysis demonstrated a significant positive relationship between training and employee
performance, with a correlation coefficient of (r = 0.743), statistically significant at (p < 0.05). This finding
supports the extensive literature that emphasizes the critical role of training in enhancing employee performance
(Edralin, 2007; Pickett, 1998). Similarly, the analysis revealed an even stronger positive correlation between
development and performance, with a coefficient of (r = 0.861), also significant at (p < 0.05). These results
corroborate the hypothesis that both training and development significantly impact employee performance, with
development having a more substantial effect, likely due to its focus on long-term career growth and adaptability
(Campbell, 1987; Cascio, 2019).

C. Regression Analysis
The regression analysis provided deeper insights into the influence of training and development on employee
performance. Training accounted for 74.3% of the variance in employee performance, indicating a considerable
impact of training initiatives on performance outcomes. Development, however, accounted for an even larger
portion of the variance, at 86.1%. When combined, training and development explained 88.7% of the variance in
employee performance. This high level of explained variance underscores the significant role both training and

development play in performance enhancement, with development being particularly influential (Dixit & Sinha,
2020; Rowden, 2000).

d. Discussion

The results align with the existing body of research that highlights the importance of training and
development in boosting employee performance. Training programs are crucial for addressing immediate skill
gaps and equipping employees with the necessary tools to perform their current roles effectively, as reflected in
the strong correlation between training and performance (Edralin, 2007; Pickett, 1998). This suggests that targeted
training initiatives can lead to improved job efficiency and satisfaction, supporting operational excellence in public
sector organizations like Balai Karantina Pertanian Kelas I Bandar Lampung (Kumar, 2011).

Development initiatives, which focus on broader career growth and long-term skill advancement, have
demonstrated an even greater impact on performance. This finding aligns with theories suggesting that employees
who perceive opportunities for personal and professional growth are more likely to exhibit higher performance
levels, contributing to both individual and organizational success (Cascio, 2019; Salas et al., 2012). Development
programs, including leadership training, mentorship, and career progression planning, contribute to enhanced
current job performance and prepare employees for future roles and challenges (Campbell, 1987; Jacobs &
Washington, 2003).

The stronger impact of development compared to training highlights the value employees place on growth
opportunities as integral to their career advancement. This insight is crucial for organizational management,
suggesting that investments in development programs can yield substantial returns in terms of enhanced employee
performance and organizational commitment (Dixit & Sinha, 2020; Molina & Ortega, 2003). Organizations like
Balai Karantina Pertanian Kelas I Bandar Lampung that emphasize development alongside traditional training are
likely to foster a culture of continuous learning and improvement, vital for sustaining high performance and
achieving long-term strategic objectives (Kwon & Kim, 2014; Skylar Powell & Yalcin, 2010).

In light of these findings, it is recommended that Balai Karantina Pertanian Kelas I Bandar Lampung
prioritize development programs in conjunction with training initiatives. This approach will not only address
immediate performance needs but also support employees' long-term career growth, thereby enhancing
organizational effectiveness in achieving its strategic goals (Gruman & Saks, 2011; Nguyen & Giang, 2020).

Future research should explore the specific components of training and development programs that are
most effective in driving performance improvements. Additionally, longitudinal studies could provide valuable
insights into the long-term effects of these initiatives on employee performance and organizational outcomes,



Iinternational

Seminar & PROCEEDINGS
\ Workshop

JI. Z.A. Pagar Alam No. 89 Gedong Meneng, Bandar Lampung

further informing best practices for optimizing training and development strategies (Gross et al., 2019; Jacobs &
Washington, 2003).

Conclusion

This study provides empirical evidence that both training and development significantly enhance
employee performance at Balai Karantina Pertanian Kelas | Bandar Lampung. The findings highlight the critical
role of development initiatives in driving performance improvements, suggesting that organizations should
prioritize these programs to achieve optimal results.

The implications of this research are twofold. First, it underscores the need for management to invest in
comprehensive training and development programs that address both immediate skill gaps and long-term career
growth. Second, it provides a framework for evaluating the effectiveness of these initiatives, enabling
organizations to make data-driven decisions that enhance employee performance and organizational success.
Future research should explore the specific components of training and development programs that have the most
significant impact on performance. Additionally, longitudinal studies could provide deeper insights into the long-
term effects of these initiatives on employee performance and organizational outcomes. By continuing to
investigate these areas, researchers can contribute to the development of more effective strategies for enhancing
employee performance in various organizational contexts.
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