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Abstract. Declining employee performance is a problem that occurs at PT.Galva Kami 

Industri. This is shown because the amount of goods damaged / damaged does not meet 

the standards made by employees. Declining employee performance is caused by several 

factors, namely recruitment, training, promotion. This study aims to determine the effect 

of recruitment, training and promotion of positions on employee performance. The theory 

used for this research is the management of human resources related to recruitment, 

training, promotion and employee performance. This type of research is quantitative. The 

population of the employees of PT. Galva Kami Industri and sampling using slovin 

formula with a sample of 87 respondents. Data collection includes observation, 

questionnaire distribution, and literature study where the results will be tested using 

SPSS22 through validity, reliability, classic assumption, normality and hypothesis testing. 

The results of the study concluded that the recruitment variable was obtained tcount 

2.222> t table 1.989. This shows partially the leadership gaua variables affect employee 

performance. The partial test of training was obtained tcount 3.258> t table 1.989. This 

shows that partially the training variable has an effect on the employee performance 

variable, while from the partial test of the promotion promotion variable, it is obtained the 

tcount of 1,271 <ttable 1,989. This shows that partially the promotion variable has no 

effect on employee performance. 
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1 Introduction 

Human Resources is essentially one of the capital and holds the most important role in 

achieving company goals. Human resources are an important role in determining the success 

of an organization, all the potential of human resources is very influential on the efforts of the 

organization in achieving its goals. Companies that have competitive advantages generally 

have reliable sources to win the competition. One such source is human resources, the 

competition possessed by human resources makes human resources themselves able to explore 

the potential and optimize the use of other resources to achieve company profitability 

The problem that is being faced by PT. Galva Kami Industri is related to declining 

employee performance. this is due to lack of knowledge possessed by employees, to improve 

employee performance requires good management so that the agreed goals can be achieved. 

Business organizations or companies if they want to survive in a competitive environment, in 

general must have a number of resources that are relied upon to compete with other 

companies. 

Employee performance can be affected by the recruitment process. The recruitment 

process carried out by the company can make it easier for companies to find qualified 

employees at work and can increase employee productivity at work, with the right recruitment 
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process the company will get the best employees and can improve the performance of these 

employees. Based on the results of research Hasibuan (2011: 41) in Andayati (2018) which 

states recruitment has a partially positive effect on employee performance. 

Employee performance can also be influenced by training. Training is one of the efforts in 

improving the quality of human resources in the world of work. The importance of training to 

improve competency and maintain competent HR according to Sinambela (2012: 209) in 

Busro (2018), with the training expected to encourage employee morale, improve employee 

morale and job satisfaction, increase employee work productivity, increase discipline and 

reduce levels employee absenteeism, creating a good atmosphere and working relationships. 

Besides paying attention to training to improve employee performance. The promotion of 

position also provides an important role for every employee, even becoming a dream that is 

always expected by employees who will stimulate employee passion at work. Based on the 

results of research Hasibuan (757:107) in Setiawan (2018) states that there is a significant 

influence between promotion of employee performance. 

Based on observation carried out by the authors of the phenomenon that occurred at PT. 

Galva Kami Industri is related to the decline in employee performance caused by an inefficient 

recruitment process that results in employees not working following their expertise. The other 

phenomenon relates to the lack of training received by employees, causing a lack of ability and 

skills they have at PT. Galva Kami Industri. This phenomenon occurs in PT. Galva Kami 

Industri also related to the promotion of positions that are rarely held in the company for 

employees who have worked long enough. Based on the explanation above, it appears that 

recruitment, training and promotion can influence employee performance. So in this case the 

authors are interested in examining The Effect of Recruitment, Training and Job Promotion on 

the Performance of Employees of PT. Galva Kami Industri.  

The hypothesis is a temporary answer to the research problem until proven through the 

data collected (Arikunto, 2004) based on the theoretical basis above, the research hypothesis is 

formulated as follows: There is an Effect of Recruitment, Training and Job Promotion on 

Employee Performance at PT Galva Kami Industri in Cikarang. 

2 Research Methods 

 2.1 Validity Test Analysis Tool 

A validity test is used to measure the validity of a questionnaire in data collection. This 

validity test is carried out to find out whether the statement items in the questionnaire can 

express with certainty what was studied. (Arikunto, 2010). Decision-making criteria are: If 

Rhitung > Rtable then declared valid; If Rhitung < Rtable then declared not valid. 

  

 2.2 Reliability Test 

Reliability Test is used to test the level of accuracy that is constant or not. Besides, the 

reliability test is intended to determine the consistency of the measuring instrument in its use. 

The method used to test the reliability of the questionnaire in this study is to measure 

reliability with Cronbach's Alpha statistical tests. To find out the questionnaire is reliable, it 

will be tested the reliability of the questionnaire with the help of the SPSS computer program. 

According to Ghozali (2009), the calculation of Cronbach's alpha can use the tool to help 

computer program SPSS for Windows using Alpha models. An instrument is carried out 



reliably if the alpha value is greater than 0,5. 

  

 2.3 Multiple Linear Regression Analysis 

A method used to process the results of research in order to obtain a conclusion. The data 

processing method used is Multiple Linear Regression Analysis. To determine the effect of 

Recruitment (X1), Training (X2), Job Promotion (X3) on Employee Performance (Y). Calculate 

the Equation of Multiple Regression with the formula: 

 

Y = a + b1 X1 + b2 X2 + b3 X3   (1) 

 

Y = Employee Performance Variable X1             = Recruitment 

X2 = Training 
X3 = Job Promotion 
b1 = Recruitment Regression Coefficient b2       = Training Regression Coefficient 
b3 = Job Promotion Regression Coefficient a  = constant 

  

 2.4 Hypothesis 

 a) Testing t-Test (Partial) 

T-test is a test to determine the significance of the influence of independent variables on 

the dependent variable individually and assume that the other dependent is constant. The 

significance of this influence can be estimated by comparing the t table value with the t 

calculated value. If the value of tcount.> rather than ttable then the independent variable  

individually affects the dependent variable, conversely if the value of tcount <rather than ttable 

then the independent variable individually does not affect the dependent variable. 

  

 b) F Test (Simultaneous) 

This test is conducted to determine whether all independent variables together can affect 

the dependent variable. The testing step is to determine the Hypothesis Formulation 

  

 c) Coefficient of Determination (R²) 

The coefficient of determination aims to measure how far the model in explaining the 

variation of the dependent variable. The value of the coefficient of determination is 0 

3 Results And Discussion 

 3.1 Validity test 

Validity test is used to measure the validity of a questionnaire. The basis for decision a 

king is to do a significance test by comparing the value of r arithmetic with r tables. For a 

sample of 87 people, the r table value is 0.213. Then the results of the analysis are as follows: 
 

 



Table 1. Validity test 
Indicator r count r table Result 

Recruitment    

P1 0,708 0,213 Valid 
P2 0,760 0,213 Valid 

P3 0,744 0,213 Valid 

P4 0,624 0,213 Valid 
P5 0,756 0,213 Valid 

Training    

P1 0,666 0,213 Valid 
P2 0,684 0,213 Valid 

P3 0,523 0,213 Valid 

P4 0,784 0,213 Valid 
P5 0,525 0,213 Valid 

P6 0,721 0,213 Valid 

P7 0,469 0,213 Valid 
P8 0,738 0,213 Valid 

Job Promotion    

P1 0,636 0,213 Valid 
P2 0,678 0,213 Valid 

P3 0,479 0,213 Valid 

P4 0,739 0,213 Valid 
P5 0,582 0,213 Valid 

P6 0,720 0,213 Valid 

P7 0,583 0,213 Valid 
P8 0,687 0,213 Valid 

Employee 

Performance 

   

P1 0,742 0,213 Valid 

P2 0,750 0,213 Valid 

P3 0,673 0,213 Valid 
P4 0,601 0,213 Valid 

P5 0,781 0,213 Valid 

P6 0,785 0,213 Valid 

 

From table 1 above it can be explained if r count> r table it can be concluded that all 

statement items in the indicator variable Recruitment (X1), Training (X2) and Job Promotion 

(X3) are all valid statement items. For the Employee Performance variable (Y), all valid 

statement items can be known. 

 

 3.2 Reliability Test 

Reliability Tests are used to measure the consistency of variables over time. In the 

reliability test, a variable is declared reliable if it has a Cronbach alpha value greater than 

0.500 (Ghozali, 2009). The reliability test results can be seen from the following table 2: 
 

Table 2. Reliability Test 

 

Variable Cronbach Alpha Significant Result 

Recruitment (X1) 0,759 0,5 Reliabel 

Training (X2) 0,792 0,5 Reliabel 

Job Promotion (X3) 0,799 0,5 Reliabel 

Employee 

Performance (Y) 

0,825 0,5 Reliabel 

 



Based on table 2 above, it can be explained that the Recruitment (X1), Training (X2) and 

Job Promotion (X3) variables indicate that the Cronbach alpha value is greater than the 

significant level, so that the results of the reliability test on this variable Recruitment, Training 

and Job Promotion are reliable . Based on table 2 above it can be explained that the employee 

performance variable (Y), obtained a Cronbach alpha value of 0.825 with a significance level 

of 0.5 This indicates that Cronbach alpha is greater than a significant level (0.825> 0.5), so 

that the results of the reliability test on this variable is reliable. 

 

 3.3 Multiple Linear Regression 

To analyze the Effect of Recruitment, Training and Job Promotion of Position on 

Employee Performance at PT Galva Kami Industri Cikarang, testing and proving the effect are 

multiple linear regression analysis. The results of the calculation of multiple linear regression 

with SPSS program version 22.0 from the coefficient table used obtained the following 

equation: 
Table 3. Multiple Linear Regression 

   Coefficients A   

  Unstandardized 

Coefficients 

Standardized 

Coefficients 

  

 Model B Std. Error Beta t Sig. 

1 (Constant) -2,767 4,858  -,569 ,571 

 Recruitment ,265 ,119 ,213 2,226 ,029 

 Training ,425 ,130 ,450 3,258 ,002 

 Job Promotion_ ,182 ,143 ,190 1,271 ,207 

a. Dependent Variable: 

Employee Performance 

    

 
Y = -2,765 + 0,265 X1 + 0,425 X2 + 0,182 X3 

 

The interpretation of the regression equation above is as follows: 

a) A constant value of −2,765 means that if the Recruitment, training and promotion 

variable is 0, the employee's performance is −2.765. 

b) The beta coefficient value on the Recruitment variable is 0.213, which means that every 

change in the recruitment variable (X1) by one unit will result in a change in 

recruitment (X1) 0,213 units. Conversely, a decrease in one unit in the recruitment 

variable (X1) will reduce employee performance (Y) by 0.213 with other assumptions 

are fixed. 

c) The beta coefficient value of the training variable is 0.450, which means that any 

change in the training variable (X2) of one unit will result in a change of training (X2) 

of 0.450 units. Conversely, a decrease in one unit in the training variable (X2) will 

reduce employee performance by 0.450 with other assumptions are fixed. 

d) The beta coefficient value on the promotion variable is 0.190 which means that every 

change in Job Promotion variable (X3) is one unit will result in a change in Job 

Promotion (X3) of 0.190 units. Conversely, a decrease in one unit in the Job promotion 

variable (X3) will reduce employee performance by 0.190 with other assumptions are 

fixed. 

 

 



 3.4 Hypothesis t-test 

The t test is intended whether the variable Recruitment and Job Promotion has an influence 

on Employee Performance at PT Galva Kami Industri Cikarang. To simplify this test, the 

authors use SPSS 22.0 which results are as follows: The indication is that if t arithmetic> from 

t table at the level of significance, the independent variable concerned is partially considered 

to have a significant effect on the dependent variable, and vice versa, if t arithmetic <from t 

table then the independent variable concerned is considered to have no significant effect on the 

dependent variable. 

 

a) Recruitment (X1) 

In the recruitment variable, the value of tcount is 2.222 while ttable is 1.989, thus tcount = 

2.222> ttable = 1.989 and the significance value is 0.029 (sig <0.05). Based on the analysis, 

the hypothesis which states "there is a partially positive effect between the Recruitment free 

variable (X1) on the employee performance dependent variable at PT. Galva Kami Industri" is 

declared accepted. 

 

b) Training (X2) 

In the training variable, the value of tcount is 3.258 while ttable is 1.989, thus t arithmetic 

= 3.258> t table = 1.989 and the significance value is 0.002 (sig <0.05). Based on the analysis, 

the hypothesis which states "there is a partially positive influence between the independent 

variables of Training (X2) on the dependent variable Employee Performance at PT. Galva 

Kami Industri" is declared accepted. 

 

c) Job Promotion (X3) 

In the promotion variable, it is obtained tcount 1,271 while ttable is 1,989 so t count = 

1,271 <t table = 1,989 and significance value 0,207 (sig> 0,05). Based on the analysis, the 

hypothesis which states "there is a partially positive effect between the independent variable 

Job Promotion (X3) on the dependent variable Employee Performance at PT. Galva Kami 

Industri" was declared rejected. 

 

 3.5 Determination Coefficient Test Results (Adjusted R2) 

Determination analysis is used to determine the effect of the independent variables together 

on the dependent variable. The results of the determination analysis can be seen in the 

following table: 
 

 Table 4. Model Summary 

R Square Adjusted R Square Std. Error of the Estimate 

606 ,592 3,757 

 

a. Predictors: (Constant), Job Promotion (X3), Recruitment (X1), Training (X2) 

a. Dependent Variable: Job Promotion (Y) 

 
From the results of this study, the coefficient of Adjusted R2 determination value was 



0.592%. This means that the influence of the variable Recruitment (X1) Training (X2) Job 

Promotion (X3) together affect the Employee Performance variable by 59.2% while the 

remaining 41.8% is influenced by other variables not included in this study. 

4 Conclusion 

a) In the recruitment variable tcount is 2.222 while ttable is 1.989, thus t arithmetic = 

2.222> t table = 1.989 and significance value 0.029 (sig <0.05), so it can be concluded 

that there is a positive and significant influence between the Recruitment variables on 

Employee Performance variable at PT.Galva Kami Industri. 

b) In the recruitment variable tcount obtained 3.258 while ttable is 1.989, thus t arithmetic 

= 3.258> t table = 1.989 and significance value 0.002 (sig <0.05), so it can be 

concluded that there is a positive and significant influence between the training 

variables on Employee Performance variable at PT.Galva Kami Industri. 

c) In the promotion promotion variable, the tcount is 1,271 while the ttable is 1,989, thus t 

arithmetic = 1,271 <t table = 1,989 and the significance value is 0.207 (sig> 0.05), so it 

can be concluded that there is a positive influence between the independent variable 

Position Promotion towards the dependent variable PT. Galva Kami Industri, however, 

there is no significant influence of promotion variable on the performance of employees 

of PT.Galva Kami Industri. 
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