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ABSTRACT 

	Aims: This study was conducted to assess the effects of training on optimising performance in the weaving industry. This study aims to test the influence of the training on employee performance and the development of SME actors.
Methodology: Both quantitative and qualitative data collection methods were used. The study was carried out with SMES in Gianyar Regency. The participants were SMES in the weaving industry in Gianyar Regency. A nonprobability purposive sampling method was used in this study. The sample was 200. Data collection was carried out in two ways, namely through questionnaires and interviews with SMES weaving craftsmen. The analysis technique used in this study, Moderating Regression Analysis, involves moderator variables in building a relationship model.
Results: The study results show that training has a positive and significant effect on the performance of SMES in the weaving industry in Gianyar Regency. Employee development also has a positive and significant effect on the performance of SMES in the weaving industry in Gianyar Regency. Individual competencies also have a positive and significant effect on the performance of SMES. The effect on Individual competence is moderate in the study. The influence of employee development in the study was moderate on the employee performance of the SMES weaving industry in Gianyar Regency. 
Such studies are essential to assess the effectiveness of training as they provide empirical evidence on its impact on employee performance and SME development. Moreover, this study's findings can contribute to enhancing the weaving industry's economic outcomes by informing targeted training interventions and capacity-building strategies.
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[bookmark: _Hlk197538274]1. INTRODUCTION 

[bookmark: _Hlk197537928][bookmark: _Hlk197537687]Micro, small, and medium enterprises (MSMES) have experienced significant developments, which will lead to increasing competition that these business actors will experience. It is not only about capital and resources that must be prepared, but the most important thing that must be prepared is the ability of Human Resources (HR). Through all its potential, HR is the main factor in forming a competitive advantage and is the key to progress in the future. Performance is the level of employee success in carrying out the tasks and obligations they have to achieve the goals that have been set (Setiawan & Phillipson, 2020). Therefore, improving employee work performance is crucial in the company environment. Management needs to pay special attention to HR because, without HR, management cannot improve performance. Employee performance needs attention because, with this performance, it will be known how far the employee's ability is in carrying out the tasks assigned to them. For this reason, it is necessary to determine clear and measurable criteria and determine which are used as a reference (Kirana et al., 2022). Proper HR management certainly affects the improvement of the process, produces optimal work quality, and directly impacts the company's overall performance. Good performance is optimal performance. Therefore, efforts to improve employee performance are the most serious challenges because success in achieving goals and the company's survival depend on the quality of the performance of its human resources. Along with the company's development and the company's greater efforts to improve the quality of human resources and the quality of performance, employees still need a learning process and adjustments to the tasks and jobs that the company will give them. Because the knowledge and expertise or skills obtained from formal educational institutions are not necessarily in line and always by the reality that occurs in the workplace in the future, therefore, efforts are needed to provide job training and employee development.
The provision of job training aims to maximize employee performance, which is carried out through efforts to improve employee performance, expertise, work discipline, attitudes, and skills. Hasibuan (2005) The training program aims to maximise employee performance that is systematic and organised so that operational employees learn knowledge, work techniques, and expertise for certain purposes. Job training is an effort by the company to improve employee performance by improving expertise and knowledge that is carried out as efficiently and effectively as possible to carry out and complete tasks or work well.

Meanwhile, employee development aims to improve employee performance and provide promotion opportunities for employees or, in a broader scope, to improve and increase individual abilities to do work according to their career needs. Hasibuan (2005) states that employee development is an effort to improve employees' technical, theoretical, conceptual, and moral abilities according to job/position needs through education and training.

Employees who have high performance for a company are not easy to achieve because many factors need to be contributed by employees to the organisation, including the employee's competence. Competence is defined as a basic characteristic of a person that is in itself related to the implementation of a job effectively or very successfully (Mitrani et al., 2015). In this study, individual competence includes intellectual, personal, and social (Kusumastusti, 2011). Competence can be achieved by providing training that meets the job's needs and the organisation's goals. The development of SMES in the weaving craft industry in Gianyar Regency, which has increased, must, of course, improve in managing HR in addition to always being open to changes that occur, such as technology. Thus, the existence of the business can be improved in the future. In reality, many SMES still pay less attention to the HR they have because they do not have a job training program and do not do employee development in an effort to provide optimal work results.


2. RESEARCH METHODS

[bookmark: _Hlk197537736]This research is included in the type of quantitative research, where researchers will confirm the concept with the theory explained in the previous chapter, with information and data found in the field. This study discusses Job training, employee development, and performance. The location of this research is at SMES in Gianyar Regency. The population of this study is the SMES weaving industry in Gianyar Regency. Nonprobability sampling with purposive sampling is a sampling technique used in this study; the sample is determined with certain considerations or criteria. The sample criteria in this study are: The last educational background is at least junior high school, Work experience of 5 years or more, and Domicile is in Gianyar Regency. This study refers to a size of 5-10 times the number of indicators. Then, the sample size ranges from 100 - 200. The final samples are 200 respondents. Data collection techniques are carried out in two ways, namely through questionnaires and interviews with SMES weaving craftsmen in Gianyar Regency. This study's independent variables are job training (X1) and employee development (X2). In this study, individual competence is a moderating variable (R). The dependent variable in this study is Performance (Y). The analysis technique used in this study, Moderating Regression Analysis, is a regression analysis involving moderator variables in building a relationship model.

3. RESULT AND DISCUSSION

[bookmark: _Hlk197537771]Table 1. Validity Test Results
	
No
	Variables
	Statement Items
	Item Correlation
	Sig
	Information

	1
	[bookmark: _Hlk111926780]Job Training  (X1)
	X1.1
	0,919
	0,000
	Valid

	
	
	X1.2
	0,926
	0,000
	Valid

	
	
	X1.3
	0,844
	0,000
	Valid

	
	
	X1.4
	

		

	





X1.5

	0,918
0,902

	0,000
0,000
	Valid
Valid


	2
	Employee Development
(X2)
	X2.1
	0,891
	0,000
	Valid

	
	
	X2.2
X2.3
	0,787
0.828
	0,000
0,000
	Valid
Valid

	
	
	
	
	
	

	3
	Performance (Y)
	Y1
	0,903
	0,000
	Valid

	
	
	Y2.
	0,914
	0,000
	Valid

	
	
	Y3.
	0,914
	0,000
	Valid

	
	
	Y4
Y5
Y6
Y7
Y8

	0,953
0,925
0,945
0,967
0,943

	0,000
0,000
0,000
0,000
0,000

	Valid
Valid
Valid
Valid
Valid



	4
	Individual Competence (M)
	M1
	0,754
	0,000
	Valid

	
	
	M2
	0,893
	0,000
	Valid

	
	
	M3
M4
	0,828
0,883
	0,000
0,000
	Valid
Valid



	
	
	M5

	0,880
	0,000
	Valid


	
	
	
	
	
	


Source: processed data, 2024

Table 1 shows that all correlation coefficients of the tested research variable indicators have values ​​greater than 0.30 (r> 0.3) and Sig <0.05. These results indicate that all research indicators are declared valid.

Table 2. Reliability Test Results
	No
	Variables
	Cronbach’s Alpha
	Information

	1
	Job Training (X1)
	0,989
	Reliable

	2
3
	Employee Development (X2)
Individual Competence (M)
	0,984
0,957
	Reliable
Reliable

	4
	Performance (Y)
	0,973
	Reliable


Source: processed data, 2024

Based on Table 2, each research instrument's Cronbach's Alpha value is greater than 0.6 (Cronbach's Alpha> 0.6). These results indicate that all instruments are declared reliable and can be used for research.
This study used the interaction test technique (Moderated Regression Analysis), which is a special application of linear multiple regression; this study also tests the role of individual competence in moderating the influence of job training and employee development on the performance of MSME actors in Gianyar Regency. In this study, the influence of job training and employee development on performance was calculated through the SPSS 21.0 for Windows program in Table 3.

Table 3. Results of Moderated Regression Analysis
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	3,687
	0,079
	
	42,658
	0,000

	X1
X2
	0,332
0,162
	 0,065
 0,047
	0,472
0,213
	5,758
3,461
	0,000
0,001

	M
	0,189
	0,056
	0,292
	3,577
	0,000

	X1M
X2M
	0,143
0,117
	0,069
0,044
	0,156
0,173
	2,172
2,354
	0,029
0,023


Source: processed data, 2024

Based on the results of the Moderated Regression Analysis in Table 3, the structural equation formed can be formulated as follows:
[bookmark: _Hlk112355761]Y = α + β1X + β2M+ β3XM+ ε…………………………………………….(1)
Y = 3,687 + 0,332+ 0,162 + 0,189 + 0,143+ 0,117 + ε

The Moderated Regression Analysis equation can be interpreted as follows:
X1	= 0,332 shows that job training has a positive effect on performance; if job training increases, performance will increase by 0.332
X2 = 0.162 shows that employee development has a positive effect on performance; if employee development increases, performance will increase by 0.162
M = 0.189 shows that individual competence has a positive effect on the performance of MSME employees in Gianyar Regency; if individual competence increases, performance will increase by 0.189
X1M = 0.143. The interaction of job training with individual competence has a coefficient of 0.143, meaning that with individual competence, the positive effect of job training on performance is strengthened.
X2M = 0.117, the interaction of employee development with individual competence has a coefficient of 0.117, meaning that with individual competence, the positive effect of employee development on performance is strengthened.

Table 4. Determination Analysis
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	0.763
	0.658
	0.562
	0.48670


Source: processed data, 2024

Based on Table 4, it can be seen that the R-squared value (R2)= 0.658. The analysis uses the following formula: D = x 100%
D = 0,658 X 100 %
D = 65,8%	

Based on these results, the R2 value is 65.8%, which means that 65.8% of the performance of employees of the weaving industry MSMEs in Gianyar Regency is influenced by the variables of job training, employee development and individual competence, and the remaining 34.2% is influenced by other variables not examined in this study.

Table 5. F Test Results
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig

	Regression
	32,659
	5
	6,348
	27,7867
	0,000

	Residual
	26,033
	107
	0,230
	
	

	Total
	58,726
	121
	
	
	


Source: processed data, 2024
	
“Based on the analysis of the FSig value, which is 0.000, H1 is accepted because of the FSig value. 0.000 <0.05. The conclusion is that job training, employee development, and individual competence simultaneously significantly affect the performance of employees of the SMES weaving industry in Gianyar Regency. Based on the results in Table 5, Job training has a Beta value of 0.332 and a Sig. Value of 0.000, H1 is accepted because the Sig. The value is 0.000 <0.05. The conclusion is that Job training has a positive and significant effect on performance; in other words, the more Job training increases, the performance of SMES weaving industry employees in Gianyar Regency will increase. So, the first hypothesis is accepted. Based on the results in Table 5, Employee development has a Beta value of 0.162 and a Sig. Value of 0.001, it can be said that H2 is accepted because the Significant value is 0.001 <0.05. The conclusion is that Employee development has a positive and significant effect on performance; in other words, the more Employee development increases, the more the performance of employees of the SMES weaving industry in Gianyar Regency will increase. So, the second hypothesis is accepted. Based on the results in Table 5, Individual competence has a Beta value of 0.189 and a Sig. Value of 0.001, so H3 is accepted because of the Sig. Value of 0.001 <0.05. The conclusion is that individual competence has a positive and significant effect on performance; in other words, the more individual competence increases, the more the performance of the SMES weaving industry employees in Gianyar Regency will increase. So, the third hypothesis is accepted. Based on the results in Table 5, the interaction of Job training has a Beta value of 0.143 and a Sig. Value of 0.029, so H4 is accepted because the Sig. Value of 0.029 <0.05. The conclusion is that Individual competence moderates the effect of Job training on the performance of employees of the SMES weaving industry in Gianyar Regency. The resulting moderation effect strengthens the relationship; in other words, if there is an individual competency variable, the influence of Job training on the performance of employees of the SMES weaving industry in Gianyar Regency will be further strengthened to accept the fourth hypothesis. Based on the results in Table 5, the Employee development interaction has a Beta value of 0.117 and a Sig. Value of 0.023, so H5 is accepted because the Sig. The value is 0.023 <0.05. The conclusion is that Individual competency moderates the influence of Employee development on the performance of the SMES weaving industry employees in Gianyar Regency. Where the resulting moderation effect weakens the relationship, in other words, if there is an individual competency variable, the influence of Employee development on the performance of employees of the SMES weaving industry in Gianyar Regency will be further strengthened, so that the fifth hypothesis is accepted”. (Adnyani and Suwandana,2022)
Hypothesis testing shows a significant positive effect of Job training variables on performance. If Job training is higher, employee performance will increase. The results of this study explain that employees who receive high-quality Job training tend to believe that the results of their work depend on themselves and will show better performance. Training is a short-term education held by the company to improve skill mastery and equip employees with new knowledge and understanding about their work and positions to be more effective in working and shaping employee behaviour according to company needs. Thus, training is an important investment that helps employees achieve their potential and helps companies achieve their goals more effectively. This can be proven by companies that have carried out training activities and have succeeded in forming employees to be more competent, so that the value of these employees becomes very meaningful to the company. The results of this study are relevant to previous research conducted by Suryantiko & Lumintang (2018), stating that providing job training and career development for employees needs to be maintained and even improved so that existing performance is maintained or improved because there is a positive influence both partially and simultaneously significantly between training and career development on employee performance. The results of research conducted by Supriatna & Sutisna (2016), Ramya (2016), Halawi & Haydar (2018), Afroz (2018), Safitri (2019), and Suryani & Zakiah (2019) show that training has a positive and significant effect.
The results of the hypothesis in this study indicate that Employee development has a positive and significant effect on performance; in other words, if Employee development increases, the performance of employees of the SMES weaving industry in Gianyar Regency will increase. So, the second hypothesis is accepted. Employee development is one of the factors that can affect employee performance. This study is in line with several studies that have been conducted by H Maskan Komariah (2017) in a study entitled The Effect of Human Resource Development on Employee Performance at the Rapak Dalam Village Office, Loa District, Jalanan lair Samarinda Seberang. Based on this study, the Human Resource development variable significantly affects employee performance. Monalis et al.'s (2020) research entitled Human Resource Development and Job Satisfaction on Toyota Service CV. Kombos Tendean Employee Performance also shows a significant influence on development and job satisfaction on performance. This research is also in line with research conducted by Isniar Budiarti (2018), Melvin Grady Lolowang (2016), Rita Widjaja (2019), and Marina Laškarin Ažić (2017).
Hypothesis testing shows that H3 is accepted; individual competency variables have a significant positive influence on performance. If individual competency is higher, employee performance will increase. “This study's results explain that employees with high individual competency tend to believe that the results of their work depend on themselves, and will show better performance. Employees who have Individual Competence are more motivated to complete their work, thus creating satisfaction and will further improve their performance. The first factor that influences employee performance is competence. Competence explains what employees do in the workplace at various levels and details the standards of each level, identifying the characteristics of knowledge and skills required by individuals that enable them to carry out tasks and responsibilities effectively to achieve professional quality standards in work and produce good performance” (Syamsidar et al., 2021). The results of this study are relevant to previous research conducted by Gatot (2014), who researched "The Influence of Competence, Work Discipline, Education and Training, Career Patterns on the Performance of Employees at the Gunungkidul Regency Land Office." The results of the study indicate that there is an influence of competence on the performance of Gunungkidul Regency Land Office Employees. The results of this study are the research of Arif et al. (2020), Hamidianpour et al. (2016), Haryono and Pamungkas (2021), and Ruhana et al. (2020). The results of the hypothesis in this study indicate that individual competence moderates the effect of Job training on the performance of MSME weaving industry employees in Gianyar Regency. Where the resulting moderation effect is to strengthen the relationship, in other words, if there is individual competence, the positive effect of Job training on the performance of MSME weaving industry employees in Gianyar Regency will be further strengthened. Where individual competence is a pseudo moderator variable due to the coefficient values ​​​​b2 and b3 in the moderated regression analysis equation, namely, the coefficient b2 is stated as significant, and the coefficient b3 is significant, so that the third hypothesis is accepted. The role of individual competence in a company is not only directly related to performance. The study was conducted at STIE IEU Yogyakarta by Tarigan (2021) and aimed to determine the effect of job training and competence on employee performance. Based on the results of the study, it can be concluded that job training and competency have a positive and significant influence on employee performance, in line with research conducted by Merdiani (2019), Amalia (2020), and Sumbogo (2017).
“The results of the hypothesis in this study indicate that self-efficacy moderates the influence of employee development on the performance of employees of the SMES weaving industry in Gianyar Regency. Where the resulting moderation effect is to strengthen the relationship, in other words, if there is individual competence, the positive influence of employee development on the performance of employees of the SMES weaving industry in Gianyar Regency will be further strengthened. Where individual competence is a pseudo moderator variable due to the coefficient values ​​​​b2 and b3 in the moderated regression analysis equation, the coefficient b2 is stated as significant, and the coefficient b3 is significant, so the fifth hypothesis is accepted”. (Adnyani and Suwandana,2022)
“The role of individual competence in a company is not only directly related to performance. Individual competence is an important driver for employee development, so there is a positive correlation between individual competence and employee development. Individual competencies are widely recognised as a key resource for companies to drive innovation capabilities and achieve organisational effectiveness, survival, and sustainable competitive advantage” (Choi et al., 2016), in line with research by Beng (2020) and Motyl (2017).

4. CONCLUSION AND SUGGESTION

[bookmark: _Hlk197538056]Several conclusions can be drawn based on the research and discussion results. Namely, Job training has a positive and significant effect on the performance of the SMES weaving industry in Gianyar Regency. If job training is given more often, the performance of SMES weaving industry employees in Gianyar Regency will increase. Employee development has a positive and significant effect on the performance of the SMES weaving industry in Gianyar Regency; in other words, if employee development increases, the performance of the SMES weaving industry in Gianyar Regency will increase. Individual competence has a positive and significant effect on the performance of the SMES weaving industry in the Gianyar Regency; in other words, if individual competence increases, the performance of the SMES weaving industry in the Gianyar Regency will increase. Individual competence moderates the effect of job training on the performance of SMES weaving industry employees in Gianyar Regency. Where the resulting moderation effect is to strengthen the relationship, in other words, if there is individual competence, the positive effect of job training on the performance of SMES weaving industry employees in Gianyar Regency will be further strengthened. Individual competence moderates the effect of employee development on the performance of SMES weaving industry employees in Gianyar Regency. Where the resulting moderation effect is to strengthen the relationship, in other words, if there are job characteristics, then the positive influence of employee development on the performance of employees of the weaving industry SMES in Gianyar Regency will be further strengthened. Suggestions that can be recommended from the results of this study are that the weaving industry SMES in Gianyar Regency is expected to improve its ability to work together through formal and informal meeting activities with fellow craftsmen, which are carried out periodically and routinely. The weaving industry SMES in Gianyar Regency are advised to pay attention to working hours and days so that employees can do other activities besides working and avoid overtime. The weaving industry SMES in Gianyar Regency are expected to evaluate each employee's work results to ensure that the work results meet the specified quality standards and meet the customer's order specifications. The weaving industry SMES in Gianyar Regency are advised to provide training related to weaving skills to employees periodically, especially when breakthroughs are needed.
[bookmark: _Hlk196574156]
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