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Abstract 

This research aims to investigate the impactoof trainingoand competencyoon employee 

performance,iwith employeeiengagement serving asia mediatingofactor atothe Tugu Bali Hotel. 

Theistudy's populationoconsists of 103 employees of the Tugu Bali Hotel, selectedousing 

theoprobability samplingomethod. Pathoanalysis was employed to test the research hypotheses. 

The findings reveal that: 1) Training has aopositive andosignificant impact on employee 

engagement at the Tugu Bali Hotel; 2) Competency has aipositive andisignificant effection 

employee engagement at the Tugu Bali Hotel; 3) Training positivelyiand significantlyiaffects 

employeeoperformance atothe Tugu Bali Hotel; 4) Competency positively influences employee 

performance at the Tugu Bali Hotel; 5) Employee engagement positively affects employee 

performance at the Tugu Bali Hotel; 6) Employeeiengagement serves as aimediating variableiin 

the relationshipibetween trainingoand employeeoperformance at the Tugu Bali Hotel; and 7) 

Employee engagementaacts as aomediating variable inithe connectionibetween competency 

andiemployee performanceiat theoTugu Bali Hotel. Basedoon these findings,iit is 

recommendedithat theimanagement ofithe Tugu Bali Hotel focus on enhancing employee 

training,ocompetency, andoengagement tooboost overalleemployee performance.i 

Keywords:wTraining,oCompetency,oEmployeeoEngagement,oPerformance. 

 

Introduction 

Training is a process aimed at improving individuals' performance in their roles 

(Pramudyo, 2017). When organizations offer effective training, it helps employees acquire new 

knowledge, skills, abilities, and behaviors that ultimately enhance their performance, enabling 

them to contribute optimally towards achieving organizational objectives.iAccording toiWibowo 

(2012),icompetence refers to the abilityito performoa job effectively, relyingion a combination of 

skills, knowledge, and the appropriate work attitudes necessary for the role. In addition to 

training and competence, employeeoengagement is anotherofactor thatocan influence 
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performance.wEmployee engagementorefers toothe leveloof motivationoemployees haveoto 

contributeoto the successoof the organization,oand their willingnessoto exercise autonomy in 

decision-making toicomplete critical tasksithat support theiorganization's goalsi(Albrecht, 2010). 

Employeeoengagement plays aocrucial roleoin encouraging employeesoto align with 

organizational goals and motivates them to contributeoto the organization’sosuccess, with the 

understanding that such contributions benefit everyone within the organization. Tugu Bali Hotel 

is a renowned star hotel located in the Canggu Traditional Village area, near Batu Bolong 

Canggu Beach. The hotel's operations are overseen by department heads, who report to the 

General Manager. According to Regulation Number 55 of 2021, issued by the General Manager, 

which outlines the roles, organizational structure, responsibilities, and work procedures for 

department heads, supervisors, and captains, the department heads assist the General Manager in 

formulating policies and ensuring administrative coordination related to employees' duties and 

guest services. 

Currently, Tugu Bali Hotel is staffed by 139 employees. To achieve optimal performance, 

the hotel needs employees with the right expertise and competencies. Observations have revealed 

that many employees do not meet the competency standards outlined for their respective roles, 

and there is low employee participation in training programs. This lack of training participation 

negatively affects employee engagement and overall performance.oThe objectivesoof thisistudy 

are: 1) Tooexamine theiimpact ofotraining andocompetency onoemployee engagement, 2)iTo 

analyze how training, competency, and employee engagement influence employee performance, 

and 3) To assess how training and competency affect employee performance through employee 

engagement at Tugu Bali Hotel. 

Literature Review 

Training 

Training is a strategy implemented by organizations to enhance the development of their 

human resources. According to Hesein Umar (2017), "The purpose of a training program isoto 

improveothe masteryoof various skillsoand techniques needed for specific tasks in line with 

current requirements." Oemar Hamalik (2018) further explained that "Training is a process 

involving a series of deliberate actions (efforts) to provide assistance to workers, conducted by 
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professional trainers within a specific time frame, with the goal of enhancing the work 

capabilities of participants in certain fields to improve organizational effectiveness and 

productivity." Andrew E. Sikula (as cited by Anwar Prabu Mangkunegara, 2018)idescribed 

trainingaas "aishort-term educationaliprocess thatuutilizes a systematiciand organizediapproach, 

enablinginon-managerial employees to acquire technicaloknowledge andoskills for aospecific 

purpose,"iemphasizing that training isia focused educationaloeffort aimed at equipping 

employees with technical skills and knowledge. The labor commission (as quoted by Barry 

Cushway, 2017) provides a broader definition: "A planned process designed to change attitudes, 

knowledge, or behavior through experience, to achieve effective performance across various 

activities. In a work context, the goal isito developiindividual capabilities andimeet theicurrent 

andifuture workforce needsoof theoorganization." From theseodefinitions, it is clear that training 

involves a structured effort to enhance job mastery, ensuring employees become more 

professional and aligned with the company's goals. 

 Training, as defined by Afandi (2018), is a learning process aimed at improving an 

individual’s performance in their job. It is often conducted by a company after the recruitment of 

employees, as training is specifically provided to the company’s staff. Sometimes, training 

occurs after employees have been assigned to their respective roles. In general, job training is 

intended to enhance employees’ knowledge,iskills,iandiabilities, enabling themoto performitheir 

assigned tasksiefficiently and effectively. 

 Essentially, trainingiis anieffortito equip individuals withithe necessaryiknowledge, skills, 

andaattitudes, ensuring they are capable of carrying out organizational tasks or activities on a 

daily basis. The knowledge, skills, and attitudes gained from training help employees or 

organization members gain confidence in tackling challenges they face in their roles. According 

to Hasibuan (2012:23),otraining isna component ofieducation thatoinvolves a learningiprocess 

aimed at acquiring or improving skills outside of formal education systems, typically in a short 

time span, with a focus on practical application rather than theory. To achieve positive outcomes, 

it is essential for the workforce to receive adequate knowledge and skill development. 

  According to Widodo (2015:82), training isna series ofiactivities aimediat enhancingian 

individual’soskills andoknowledge in a systematic manner,oenabling themoto perform 

professionally initheir respectiveifields. Itiis a learning process that helps employees meet 
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current work standards. Rivai and Sagala (2011:212) define training as a systematic process 

aimed at altering employeeibehavior toiachieve organizationaliobjectives. Trainingifocuses on 

improving theoskills andoabilities required to perform present tasks. Mangkunegara (2017) 

describes training as aishort-term educationaliprocess thatifollows anstructured andiorganized 

approach, whereinon-managerial employeesiacquire technicaliknowledge andiskillsifor specific, 

limitedipurposes. 

Objectives and Benefits of Training 

 The primary reason organizations invest in training is to ensure they receive the best 

return on their investment in their most valuable and often costly resource: their employees. 

According to Garry Cushway (2017), the goal of training is to foster changes in knowledge, 

skills, experience, behavior, or attitudes that enhance employee effectiveness, ultimately 

maximizing the organization's return. Mulia Nasution (2017) states that the objectives and 

advantages of training include enhancing employees' knowledge and facilitating the completion 

of their tasks or responsibilities. Training ensures that employees possess practical skills and 

knowledge required for their roles. 

Oemar Hamalik (2017) identified several benefits of training, including: 

1. For the organization: a. The promotion of harmonious relationships. b. Improved 

productivity. c. A quicker decision-making process. d. Enhanced work enthusiasm. e. 

Better communication efficiency. 

2. For employees: a. Assistance in decision-making. b. Improved problem-solving skills. c. 

Increased motivation to enhance job skills. 

In conclusion, training serves the purpose of improving and developing both employee and 

organizational behavior, as well as their skills and knowledge. 

Training Methods 

There are two primary training methods commonly used for employee development in 

companies, as identified by Garry Cushway (2017): 

1. On-the-job training: The main techniques for on-the-job training include: a) 

Demonstration, often referred to as "sitting next to Nellie," where an experienced 

employee shows the participant how to perform a task, and then the participant continues 
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on their own. b) Guided training, which involves providing participants with general 

guidance and support, allowing them to learn by themselves while ensuring they acquire 

the required knowledge, skills, and experience. c) Self-directed learning, where 

participants are encouraged to discover solutions on their own, assuming that hands-on 

experience is the most effective way to learn. d) Job rotation, which involves moving 

employees to different roles within a set period, helping them develop a broader set of 

skills. This method is particularly useful in modern organizations that require employees 

to be adaptable and versatile. e) Technology-based training (TBT) involves using 

interactive computer programs, videos, or CDs to deliver training. As multimedia systems 

continue to evolve, this type of training is expected to grow, especially with the 

increasing need for computer-related skills. 

2. Off-the-jobitraining: Several off-the-job training techniques include: a) Lectures, one 

of the most common methods for sharing knowledge, especially in educational settings. 

To be effective, lectures must be engaging, and participants should be encouraged to 

participate. However, it is generally believed that only about 20 percent of spoken content 

is retained. b) Case studies, which are brief stories or descriptions, often based on real-

world events, used to explore problem-solving. This technique helps participants 

understand what questions to ask and which factors to consider. c) Role-playing, where 

participants take on different roles to explore a problem, similar to a case study. This 

approach is valuable because it provides insight from various perspectives. d) Active 

discussion groups, which allow participants to share diverse viewpoints on a specific 

topic, keeping the participants engaged. e) Development centers, a variation of 

assessment centers, where various tests, including psychometric assessments and group 

discussions, are used to evaluate participants' skills, competencies, and suitability for 

specific roles. f) Group dynamics, which refers to techniques designed to improve group 

performance based on behavioral research. One well-known method is the training group 

(T-group). g) Learning through action, which focuses on addressing real issues that 

require managerial responses rather than just making recommendations or conducting 

analysis. h) Projects, where individuals or teams are tasked with designing and 

conducting projects that build knowledge and research skills. Ideally, these projects 
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should hold practical value for the organization to encourage participant engagement. i) 

Business games or exercises, which often involve competing teams simulating real-

world or abstract situations to learn key concepts. j) Outdoor training, which has gained 

popularity in recent years. The idea behind this approach is that placing people in 

challenging outdoor scenarios can enhance their leadership and teamwork skills. 

Training Objectives 

According to Mangkunegara (2017), the goals of training are as follows: 

1. Enhancing the understanding of values and organizational ideology. 

2. Boosting productivity in the workplace. 

3. Improving the quality of work. 

4. Strengthening human resource planning. 

5. Elevating morale and enthusiasm at work. 

6. Fostering personal development among employees. 

Training Indicators 

According to (Mangkunegara, 2017) the indicators of job training are as follows: 

1. Instructors 

Trainers shouldobe selected basedoon their qualificationsoand expertiseoin theorelevant 

field.oThey must be not only competent and experienced but also possess the necessary 

educational background to effectively deliver training. 

2. Participants 

Training participants must meet specific criteria and qualifications. Additionally, they 

should be motivated and eager to engage in the training process. 

3. Material 

The training materials should be aligned with the goals the company aims to achieve 

through human resources development. These materials must be relevant and up-to-date 

to ensure participants can address current issues effectively. 

4. Method 

The training method playsaa crucialirole iniensuring theisuccess ofithe program. It should 
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be chosen to match both the type of material being taught and the profile of the 

participants to maximize the effectiveness of the training. 

5. Objectives 

Each training session should have clear objectives, particularly in terms of action plans 

and target outcomes. These goals must be communicated to the participants beforehand 

so they understand the purpose of the training. Proper management of training is 

essential, as it directly contributes to improved employee performance, helping the 

organization achieve its objectives. 

Training Indicators 

According to Mangkunegara (2018) there are 5 components commonly used in training, 

including: 

1) Training Instructor. 

2) Training Participants. 

3) Training Material. 

4) Training Method. 

5) Training Objectives. 

Competence 

Competence, derived from the English word "competence," refers to an individual's 

ability or skill. In a broader sense, competenceican beidefined asia characteristicithat influences a 

person's performance in their job, encompassing factors such as motivation, personality traits, 

self-concept, knowledge, behavior, and skills. 

Spencer, as cited by Moeheriono (2010), defines competence as a fundamental 

characteristic that impacts theieffectiveness ofian individual'siperformance inothe workplace. It 

represents qualities that directly influence performance, with a causal relationship to criteria that 

define excellence or superior performance in specific situations. Wibowo (2012) further explains 

that competence involves the ability to perform tasks based on one's skills and knowledge, along 

with theiwork attitudeirequired for theijob. 

Accordingoto Mulyasa (2013: 66), competenceois theointegration ofoknowledge, skills, 

values, and attitudes, which manifests in habitual patterns of thinking and action. It reflects a 
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person's professional expertise in a specific field, representing the most crucial and superior 

attributes in that area. Arifin (2011: 113) also definesicompetence asia unique combinationoof 

knowledge, skills,iattitudes, andivalues, all of which shape one's thought processes and actions. 

Factors Affecting Competence 

According to Zwell (as cited in Wibowo, 2012), several factors influence an individual's 

competence, including: 

1. Personal beliefs and values. 

2. Skillset. 

3. Work experience. 

4. Individual traits. 

5. Motivation. 

6. Cognitive abilities. 

Indicators Affecting Competence 

According to Hutapea (2008), there are three key components in the development of 

competence: 

1. Knowledge 

Theiinformation thatian employeeipossesses toiperform their tasks and responsibilities in 

their specific field. An employee's knowledge is crucial to the success or failure of the 

tasks assigned to them. Employees with adequate knowledge contribute to the increased 

efficiency of the company. 

2. Skills 

The ability to carry out tasks and responsibilities given by the organization in a proper 

and optimal manner. 

3. Attitude 

The behavior displayed byaan employeeiin performingitheir duties,oin line withicompany 

regulations. 

In conclusion, competence can be defined as the capability and willingness of an 

employee to execute their tasks effectively and efficiently, helping to achieve organizational 

objectives. 
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Employee Engagementi 

Theoconcept ofiemployee engagementiwas firstiintroduced byiKahni(1990), who argued 

that individuals can engage variousilevels ofitheir physical, cognitive,iand emotionaliselves in 

theiroles theyiperform. They are able to maintain a boundary between the role they are playing 

and their true self. Employee engagement involves employees expressingithemselves fully—

physically,icognitively, andoemotionally—whileidemonstrating theiriperformance. Theicognitive 

aspect involves the beliefs employees hold about their organization, leadership, and work 

conditions.iThe emotionaliaspect reflects howiemployees feeliabout theicompany andiitsileaders, 

whileithe physicaliaspect relates to theoenergy employeesoexpend inofulfilling their job 

responsibilities (Kahn, 1990). Robbins (2015) describes employeeoengagement asithe leveloof 

involvement,isatisfaction, andienthusiasm aniindividual has towardotheir work. Dessler (2016) 

views engagement as psychological involvement and commitment to achieving one’s work goals. 

Engaged employees feel strongly connected to their tasks and work diligently to meet their 

objectives. Macey (2008) defines employee engagement as aopsychological stateo(e.g., 

involvement,ocommitment, mood,oand attachment) that contributes to performance (such as 

effort, behavior, or organizational citizenship), or a combination of these elements. 

Employee engagement refers to the degree to which employees are motivated to help the 

organization succeed and are willing to take independent decisions to accomplish tasks crucial 

for achieving organizational objectives (Albrecht, 2010). Schaufeli (2003) describes employee 

engagement as a positive emotional connection individuals have with their work, characterized 

by a willingness to dedicate their energy and abilities. This is evident through behaviors where 

employees show interest, focus, intense emotional involvement, and high enthusiasm for their 

tasks. Engaged employees typically possess traits suchaas confidenceoin theiroabilitiesoand a 

belief thati"work isofun." This positive outlook is reflected in three main dimensions:ivigor, 

dedication,iand absorption.oVigor refersito highienergy andiresilience, including theiwillingness 

toiexert effort,ipersist, andinot tire easily. Dedication involves a strong commitment to the work, 

marked by pride, enthusiasm, and inspiration. Absorption is a state of deep involvement where 

employees loseotrack ofitime andofind itohard toodetach themselvesofrom their tasks. These 

characteristics represent a highly positive motivational state among employees. 
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Measuring employee engagement is crucial for determining the level of commitment and 

attachment employees have within an organization. According to Schaufeli (2003), employee 

engagement is measured by three key indicators: 

1. Vigor 

This refers to the physical and mental strength employees demonstrate while performing 

their tasks. Vigor is characterized by high energy, resilience, and determination to exert 

effort. It reflects an employee’s willingness to strive for excellence in their work, remain 

persistent despite challenges, and maintain enthusiasm while working through 

difficulties. 

2. Dedication 

Dedication represents an emotional attachment to the work itself. It is reflected in the 

employee’s feelings of pride, enthusiasm, and inspiration toward their tasks. Employees 

with high dedication are typically motivated and passionate about their work and the 

organization, feeling energized and committed even in the face of obstacles. 

3. Absorption 

Absorption refers to an employee's complete focus and attention while working. 

Employees with high absorption are deeply immersed in their tasks, often losing track of 

time and struggling to disengage from work. This state of total concentration shows the 

employee’s serious commitment to their work and their ability to concentrate fully on 

their responsibilities. 

Employee Performance 

Employee Performance Definition 

Performance refers to the work output produced by employees, which is typically used to 

evaluate both individual and organizational achievements. Achieving strong performance is 

essential for accomplishing organizational objectives, making it necessary to focus on improving 

employee performance. However, enhancing performance is a challenging task, as it is 

influenced by various factors. Inithis context, performanceois linked tooleadership,imotivation, 

andidiscipline within theoorganization. 
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Humaniresource performanceorefers to the accomplishments or outcomesi(both inoterms 

ofiquality andoquantity) achieved byoemployees overoa specific period,oin relation to their 

assigned duties and responsibilities (Mangkunegara, 2018). Performance reflects the level of 

achievement in completing job requirements (Simamora, 2019). It represents the actual behavior 

exhibited by individuals and their work outcomes accordingoto their rolesiin theocompany 

(Rivai,02018). 

Employeeoperformance serves as a key indicator of job success or failure, considering 

factors such as quantity,iquality, anditimeliness. It isothe reflectionoof theowork conductedoby 

employees or theoorganization itself. From these definitions, it canobe concludedothat 

performanceiis theiability toiachieve establishedigoals, expressed through resultsithat align with 

job standards. It is also a record of work completed over a specific time period. Overall, 

performance encompasses both theoquality andoquantity ofowork achievedoby anoemployee, 

reflectingitheir real behavior and concrete outcomes, measured against predetermined standards, 

and indicating the achievement level of their responsibilities in the organization. 

Performance refers to the improvement in quality that allows individuals (employees) 

within an organization to complete tasks on time. According to Marlinawati (2013), employee 

performanceiis theioverall result or successilevel ofian individualiover aicertainiperiod, assessed 

against various criteria suchoas workostandards, targets,oor predeterminedigoals thatihaveibeen 

mutuallyiagreed upon.iAn employee’s performanceican beiconsidered good if they possess high 

expertise, motivation to work, adequate compensation, and a positive outlook on the future 

(Mercika, 2014). 

Armstrong (2014) defines performance as behavior that contributes to achieving 

outcomes. Brumbach, as cited by Armstrong (2014), emphasizes that performance is directly 

linked to both results and behavior, making it essential to consider both factors when assessing 

and rewarding performance achievements. From the employee's perspective, Shields (2016) 

explains thatiemployee performanceiis anioutput generated through actions or efforts that reflect 

the application of theiknowledge, skills,iand competenciesithe individual has acquired. 

Accordingoto Mangkunegarai(2017), performanceorefers to theiquality andoquantityoof 

workoachieved byaan employeeiin completing theiriduties as per theoresponsibilitiesiassigned. 

Hasibuan (2014) views performance as the service, both physically and mentally, provided to 
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produce goods and services in exchange for certain performance rewards. Sedarmayanti (2014) 

states that performance is the output resulting from a process, whether human or otherwise. 

Robbins (2016) defines performance as the results employees achieve initheir workiaccordingito 

specific criteriaarelevantito theirijob. 

PerformanceiAssessment System 

Inoher booko"Human ResourceoManagement," Sedarmayanti (2017) explainswthat 

performanceievaluation isia structured process that outlines an individual's or group's strengths 

and weaknesses in relation to their work. A successful evaluation system should recognize 

performance that meets established standards, assess the necessary criteria, and offer feedback to 

employees or staff through the human resources departmenti(Rivai, 2018). 

PerformanceiMeasurementiCriteria 

Theocriteria for evaluating employeeiperformance areibased oniand tailored tootheotype 

ofiwork being assessed.iThere areithree key variablesito consider: theaactor (input),obehavior 

(process),iand workioutcomes (output)i(Mahmudi, 2019). 

1. PerformanceiBased onitheiActor. 

This approach focuses primarily on the input, meaning the employee who is performing 

the task. The performance assessment centers on the individual, considering their 

attributes,ocharacteristics, andopersonal qualitiesoas theokey factorsoinfluencing their 

performance.i 

2. Behavior-BasediPerformance 

In this approach, performanceiis notoonly concerned with the individual factors but also 

with the behaviors or processes the person follows inicarrying outitheir job duties. 

3. PerformanceiBased oniWorkiResults 

While actoroand behavior-basedoperformance assessments measure input and output, 

performance management techniques are often developed with an emphasis on evaluating 

results. A comprehensive performance management approach combines these three 

perspectives, recognizing that alongside focusing on outcomes, attention must also be 

given toithe processiandoinput involved. 

FactorsiAffectingiPerformance 
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Individualoperformance refers to theooutput ofian employee'sowork inoterms ofoboth 

qualityiand quantity,omeasured against the established work standards.iAccording tooMahmudi 

(2019), several factors influence performance, including: 

1. IndividualoPersonaloFactors: These encompass knowledge,oskills, abilities, self-

confidence,imotivation, andicommitment that eachiindividual brings to their work. 

2. Leadership Factors: These involve the ability ofomanagers anditeam leadersoto provide 

encouragement,imotivation, direction,iandisupport. 

3. Team Factors: These are related to theoquality ofosupport andoenthusiasm from 

colleagues, mutualitrust among teamomembers, andothe level oficohesion and closeness 

within the team. 

4. SystemiFactors: These include the workisystems, infrastructure, and facilitiesiprovided 

byothe organization,ias well as organizationaloprocesses andothe performanceoculture 

withinitheiorganization. 

5. Contextualo(Situational)oFactors: These refer to externaloand internaloenvironmental 

pressuresiandichanges. 

Simanjuntak (2019) identifies factors affecting performance asifollows: 

1. OrganizationaloSupport: This includes the organizationaloostructure, available 

technologyaand equipment,aand workingiconditions. 

2. ManagementoSupport: This involves industrialorelations andoleadership quality. 

3. IndividualoCompetencies: These encompass abilities,iskills, motivation,iand attitude. 

Employee Performance Indicators 

According to Robbins (2016), performance can be evaluated using several indicators: 

1. Quality: This refers to how employees perceive theoquality ofotheir workoandothe 

perfection ofitasks based on theiriskills andiabilities. 

2. Quantity:oThis measures theoamount of work produced,ooften expressed inotermsoof 

completed unitsoor activityocycles. 

3. Timeliness:oThis indicator reflects how well activities are completed within the specified 

time frame, considering the coordination of output and optimizing time for other tasks. 
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4. Effectiveness: This measures the efficient useiof organizationaliresources (such as labor, 

money,itechnology, andiraw materials)ito enhance theioutput per unitiof resources used. 

5. Independence: This gauges the level at which an employee can perform their duties 

autonomously. 

In terms of employee performance indicators, Keban (2019), as referenced by Pasolong (2019), 

emphasizes the importance of measuring employee performance in public service agencies. 

Understanding strengths, weaknesses, challenges, and success factors can help guide 

professional growth by identifying and correcting past mistakes. Fadel (2019) outlines several 

key indicators for assessing employee performance: 

 Understanding of Duties: Employees must have a clear understanding of their main 

responsibilities and carry out tasks accordingly. 

 Innovation: The ability to generate positive innovations and discuss them with superiors 

and colleagues. 

 Work Speed: Speed in completing tasks, while utilizing the most efficient work methods. 

 Work Accuracy: While working quickly, employees should also be meticulous, ensuring 

tasks are performed carefully and revisited for accuracy. 

 Cooperation: The ability to work well with others, showing respect and appreciation for 

their opinions. 

 Quality of Service (Quality of Work): The degree to which the work produced meets 

the satisfaction of its users and serves as a standard for performance. 

METODE PENELITIAN 

The research variablesoin thisostudy areoindependent variables, dependentovariables and 

intervening variables. Theoindependent variablesoin thisistudyiare training (X1) andicompetence 

(X2). Theodependent variableois the performancewof Tugu Bali Hotel employees and the 

intervening variableiin thisistudy is employee engagement. Theipopulation inithis studyiwereiall 

Tugu Bali Hoteliemployees totaling 139 people. Theosample of thisistudy usedothe probability 

samplingimethod, so the sampleiin thisistudy was 103 people.iTesting of theiresearchiinstrument 

used validityiand reliabilityitests. Theidata analysisotechnique usedipath analysis. 

RESULTS AND DISCUSSION 
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Karakteristik Responden 

Tugu Bali Hotel employees are dominated by male employees, namely 58.3 percent and 

have worked for more than 5 years. Judging from age, it is dominated by employees over 40 

years old (61.2 percent). This means that Tugu Bali Hotel employees are still relatively 

productive. The education level of employees is mostly Bachelor's degree, namely 55.3 percent 

and more employees have had a work period of more than 15 years (55.3 percent). 

Hypothesis test 

The test results of substructure 1 and substructure 2 regarding the Influenceoof Trainingiand 

Competencyion EmployeeiPerformance through EmployeeiEngagement asiaiMediating Variable 

atiTugu Bali Hotel are presented in table 1 below: 

Source: Processed Data, 2024 

Discussion 

Table 1 

Direct and Indirect Effect Test Results 

No Relationship 

Between 

Variables 

Immediat

e Effect 

Indirect 

Effects 

Total 

Effect 
Sig 

Informatio

n 

1 Training (X1)  

Employee 

Engagement  (Y1) 

0,277 - 0,277 0,008 H1  

2 Competence (X2) 

 Employee 

Engagement (Y1) 

0,374 - 0,374 0,000 H2 accepted 

3 Training (X1)  

Employee 

performance (Y2) 

0,271 - 0,271 0,002 H3 accepted 

4 Competence (X2) 

 Employee 

performance (Y2) 

0,333 - 0,333 0,000 H4 accepted 
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5 Employeei 

Engagementi(Y1) 

 Employee 

performance (Y2) 

0,313 - 0,313 0,000 H5 accepted 

6 Training (X1)  

Employeei 

Engagementi(Y1) 

 Employee 

performance (Y2) 

- 

0,087 

(0,277 x 

0,313) 

0,087  H6 accepted 

7 Competence (X2) 

 Employeei 

Engagementi(Y1) 

 Employee 

performance (Y2) 

- 

0,117 

(0,374 x 

0,313) 

0,117  H7 accepted 

 

1. Impact of Training on Employee Engagement at Tugu Bali Hotel 

Training positively and significantly influences employee engagement at Tugu Bali 

Hotel. This means that aniincreaseiin training leadsito aarise in employee engagement, 

whileaa decreaseain training will result in lower employee engagement. These findings 

align with studies by Kosali (2023), and Paluta & Suprapto (2021), which show that 

training hasaa significantipositive impact oniemployee engagement. 

2. Impact of Competency on Employee Engagement at Tugu Bali Hotel 

Competency hasaa positiveiand significantieffect onoemployee engagement at Tugu Bali 

Hotel. The results suggest that higher competency levels lead to greater employee 

engagement, while lower competency levels lead to decreased employee engagement. 

Thisois consistentiwith theifindings ofiFakhri etial. (2020) and Paluta & Suprapto (2021), 

which show that competency positively influences employee engagement. 

3. Impact of Training on Employee Performance at Tugu Bali Hotel 

Training positivelyiand significantlyiaffects employeeiperformance atiTugu Bali Hotel. 

Theoresults indicate that an increase in training improves employee performance, while 
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insufficient training can lead to a decline in performance.iThis finding supportsiresearch 

byoSultana etoal. (2012), who emphasized that trainingois aokey factoroin improving 

performance,oand Triasmoko et al. (2014), who found aopositive correlationobetween 

trainingoand employeeiperformance. Fakhri etoal. (2020) alsooidentified aopositive and 

significant relationshipibetween training andiemployeeiperformance. 

4. Impactiof Competencyion EmployeeiPerformance atiTugu BaliiHotel 

Theianalysis reveals thaticompetency hasaa positiveoand significantoeffect onaemployee 

performanceoat Tugu Bali Hotel. Higher competency results in improved employee 

performance, while lower competency leads to reduced performance. These findings 

align with studies by Syahputra & Tanjungi(2020),iFakhri etial. (2020), andiSantoso et al. 

(2022), all of which demonstrate aipositive effectoof competency oniperformance. 

5. Impact ofiEmployee Engagement on Employee Performance at Tugu Bali Hotel 

Employee engagement positivelyiand significantlyiaffects employeeiperformance at Tugu 

Bali Hotel. The results suggest that increased employee engagement leads to enhanced 

performance, while decreased engagement results in lower performance.oThis isoin line 

withiresearch byoSantoso etoal. (2022), Paluta & Suprapto (2021), and Arslan (2018), 

which showothat employeeoengagement hasoa positiveoand significantoimpact 

onoperformance. 

6. Impactiof Trainingion EmployeeoPerformance through Employee Engagement at 

Tugu Bali Hotel 

Theoanalysis shows that training positively influencesoemployee performanceithrough 

employeeiengagement atiTugu Bali Hotel. The indirect effect of training on performance 

via employee engagement is 0.087, with a Sobel test value of 2.23, which is greater than 

the threshold of 1.98. This suggests that employeeoengagement acts as a mediator 

betweenitrainingiand employeeiperformance. These results align with research by Kosali 

(2023), Fakhri et al. (2020), and Paluta & Suprapto (2021), which confirm that employee 

engagement significantly mediates theieffect ofitraining oniperformance. 

7. Impactoof Competency onoEmployee Performanceothrough EmployeeiEngagement 

at Tugu Bali Hotel 
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The analysis indicates that competency positively affects employeeiperformanceithrough 

employeeoengagementoat Tugu Bali Hotel. The indirect effect of competency on 

performance through employee engagement is 0.117, with a Sobel test value of 2.67, 

which exceeds the 1.98 threshold. This suggests thatiemployee engagementimediatesithe 

relationshipobetween competencyoand employeeoperformance. These findings are 

consistent with the research of Paluta & Suprapto (2021) and Fakhri et al. (2020), which 

found thatoemployee engagementisignificantly mediates theoeffect ofocompetency on 

performance. 

CONCLUSION ANDoSUGGESTIONS 

Conclusion 

Basedionithe analysis andodiscussion,ithe conclusions of theistudy areaas follows: 

1. Training hasoa positive andosignificant impact onoemployee engagementaat Tugu Bali 

Hotel.iThis indicates that enhancing the provision of training programs can effectively 

boost employee engagement at the hotel. 

2. Competence hasoa positiveoand significantoeffect onoemployee engagement at the 

Regional Secretariat of Jembrana Regency. Thisomeans thatoimproving employees' 

competencies can enhance their engagement at Tugu Bali Hotel. 

3. Training positively and significantly influences employee performance at Tugu Bali 

Hotel. This suggests that increasing the frequency and quality of training programs can 

lead to better employee performance at the hotel. 

4. Competence hasia positiveiand significantieffect oniemployee performanceiat Tugu Bali 

Hotel. Thisoimplies that higher competency levels contribute to improved performance 

among employees at the hotel. 

5. Employee engagement hasia positiveiand significantiimpact on employeeiperformanceiat 

Tugu BalioHotel. This means that increasing employee engagement can enhance their 

performance at the hotel. 

6. Employeeiengagement acts as aomediating variableiin the relationshipibetween training 

andiemployee performanceiat Tugu Bali Hotel. 
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7. Employeeiengagement also servesoas a mediatingovariable inothe relationshipobetween 

competence andiemployee performanceiat Tugu Bali Hotel. 

Suggestions 

Based on theiconclusions drawnifrom thisistudy, the followingirecommendations areiproposed: 

1. It isorecommended thatoTugu Bali Hotel's management focus on enhancing training 

programs, boosting employee competence, and fostering employee engagement to 

improve overall employee performance. 

2. Tugu Bali Hotel's management should aim to enhance training by first assessing the 

needs of training participants. Trainers or instructors should deliver more practical 

content to keep employees engaged and help them better understand the material being 

presented. 

3. To improve employee competence, it is essential to increase employees' knowledge in 

their respective fields by providing training and encouraging them to pursue higher 

education. 

4. Employee engagement at Tugu Bali Hotel should be maintained by enhancing absorption 

levels. This can be achieved through personalized attention or approaches aligned with 

the organization's culture, with leaders demonstrating genuine concern for theowell-being 

of theiriemployees. 
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