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Abstract. Providing training is very important in an organization because training does
not only utilize labor, but also an effort to advance employees in carrying out their
respective duties. There are other important factors that affect the performance; namely
job training, training is an effort to improve the quality of human resources at work. The
purpose of this study is: 1) to find out and analyze the training factors on the performance
of employees of car financed companies in Medan, 2) to find out the factors that most
influence work performance in the Accounts Receivable section of car financed
companies in Medan. Data collection is done by questionnaire. Data collection is done by
questionnaire. Data analysis techniques using simple linear regression with reliability test
analysis, multiple regression test, multiple correlation test, F test, and t test, and
hypothesis testing with the help of SPSS
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1. Introduction

The transformational leadership style can encourage and motivate employees to increase
the extra role and performance of employees [1]. Job satisfaction is related to the task
environment, while motivation is related to achievement in organizational empowerment [1].
Management of human resource management must , of course, be carried out by professional
leaders, in order to support the quality of employees, one of them is held job training for
employees. the participants' level of satisfaction with their experiences of the career
opportunities, work—life balance, training and development opportunities and characteristics of
the jobs offered by the company [2], the relationship between achievement striving and
turnover intention in the hospitality industry [3], training programs, consulting services [4],
and influences employee performance and well-being [5], that mediates the relation- ship
between customer satisfaction and organizational performance [6], transformational leadership
and organizational commitment to employee performance [7]. Improve service and customer
satisfaction, coordinate every part in the company and improve the quality of management
policies [8]. This training is very important to be held in the company because increased
productivity and work performance [9]. It is designed for employees to fix their performance
weaknesses, obtain specific attitudes, abilities, expertise, knowledge, experiences, and
behaviors related to work. The knowledge that is owned directly by employees can carry out
activities or certain jobs, which will later have an impact on work productivity achieved by
employees. High-intensity interval training (HIIT) is promoted as a time-efficient strategy to
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improve body composition [10], Management plays an important role in improving thework
productivity of employees by providing various forms of job training, job sharing and
appropriate job placement and create conditions and a safe and comfortable working
environment [11].

The existence of a training program can be known by evaluating employee performance
by looking at the level of employee performance. Skills Training Strategies [12]. The new
training program will significantly increase participants' individual innovative work behavior
[13], service standards and training may not be sufficient to guarantee quality employee
performance [14]. Participants, trainer, training material and the organization had a positive
relationship with the effectiveness of training [15]. According to Mangkunegara [16], in
connection with the implementation of the task of developing the training program it is
necessary to pay attention to the training methods below:

On the job
Vestibule
Method Demonstrasi
Simulate
Apprenticeship
Classroom Method
Work performance is the result of work in quality and quantity achieved by an employee
in carrying out his duties in accordance with the responsibilities given to him [16].
The factors that influence work performance are ability factors and motivational factors
1) Ability Factor
2) Motivation Factor
The aspects of work performance [17] are as follows:
1) Work Results
2) Job Knowledge
3) Initiative
4) Mental dexterity
5) Attitude
6) Discipline of time and attendance

Appraisers after knowing the definition, purpose, and elements to be assessed, also must
know the value scale and valuation methods used in employee performance appraisals in the
company or organization [18]. Attitudes and behaviors of the contact employees can influence
customers [19]

The employee performance evaluation method is basically grouped into two, namely:

1.  Traditional methods

a. Rating scale

b. Employee compilation

c.  Checklist

d.  Freeform Essay

e.  Critical incident
2. Modern Methods

a)  Assessment centre

b)  Management by objective

c) Human asset accounting
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2. Research Methods

The author conducts research on one of the largest car financed companies in Medan.
The data sources used in this study are primary and secondary data. Data obtained by the
author directly from the largest car financed companies in Medan. The method used is filling
out the questionnaire. The data sources used by the author are internal and external data. In
this study obtained direct data from the largest car financed companies in Medan. As for the
population in this study are all employees of the largest car financed companies in Medan,
amounting to 29 people. In this study using a saturated sampling technique or all populations
were sampled because the population was below 100 people. Based on the pre-research
conducted 29 respondents were obtained. The researcher gives a weight value using a Likert
scale. In this study Test Validity, Reliability, Multiple Regression Analysis, Double
Correlation Analysis (R), Determination, F Test [20] and t Test [21] will be carried out using
the SPSS V.22 auxiliary application program.

Table 1. Variable Operational Definition

Variable Definition Indicator Scale
" Training is a process to shape 1. Participants in Training

Employee and equip employees by adding 2. Instructors / Trainers

training (X) their skills, abilities, knowledge, 3. Training Materials Likert Scale
and behavior [22] 4. Training Location

5. Training Environment
6. Training Time

Achievement “Work Achievement is the work 1) Ability Factor
employee work of quality and quantity achieved 2) Motivation Factor
) by an employee in carrying out

his duties in accordance with Likert Scale

the responsibility given to him
[16].

3. Research Results And Discussion

This Companies is one of the largest car and heavy equipment finance companies in
Indonesia, began operations in 1983. The author conducted a quantitative study by giving
questionnaires to employees of the largest car financed companies in Medan, amounting to 29
people. The questionnaire made consisted of 2 variables including the independent variable
namely employee training and the dependent variable namely work performance. In the
independent variable, there are 6 indicators including training participants, trainers, training
materials, training locations, training environments, training times. Whereas the dependent
variable consists of 2 indicators including the Ability Factor, and the Motivation Factor.

Table 2. Data Percentage Table Based on Indicators

No Variable (X) Score Persentage
1 Participants 247 16,43%
2 Trainer 252 16,76%
3 Material 250 16,63%
4 Environment 254 16,89%
5
6
T

Location 251 16,70%
Time 249 16,56%
otal 1503 100




From the results of the above research it can be concluded that the most influential
factors give added value to the causes of training. The work performance of these employees
is the environment variable percentage of 16.89%, while for the next sequence the trainer
variable is 16.76%, location variable is 16, 70%, the next sequence of material variables is
16.63%, the time variable is 16.56%, and the participant variable is 16.43%. These results can
be seen in the following Figure 1.
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Fig.1. Percentage of Training Variable Diagram

Reliability Test Analysis Results
To find out the results of the reliability test, using a computer software application
program tool, namely SPSS version 22.0, the Cronbach Alpha results were 0.488 as shown in
table 4.26 below:
Table 3. Results Cronbach Alpha

Cronbach's Alpha | N of Items
0,488 13

Analysis Test Multiple Regression

Linear Regression is used to test the relationship between the dependent variable
(dependent) with one or several independent variables (free) displayed in the form of a
regression equation. If the dependent variable is associated with only one independent
variable, the resulting regression equation is simple linear regression (Linear regression). ) If
the independent variable is more than one, the regression equation is multiple linear
regression.

Table 4. Double Correlation Analysis (R)

Model R R Square Adjusted R Square Std. Error of the Estimate
1 ,8382 , 702 AT79 ,19760

Double Correlation Results Table
Based on the table above, the R number is 0.838. This shows that there is a very strong
relationship between the independent variable and the dependent variable.



Analysis Determination (R?)

Table 5. Result Analysis Determination

Model |R

R Square

Adjusted R Square

Std. Error of the Estimate

1 ,8382

,702

479

,19760

Based on the table above, the number R2 (R Square) is 0.702 or 70%. This shows
that the contribution percentage of the effect of the independent variable on the dependent
variable is 70%. While the rest (100-70% = 30%) is influenced or explained by other variables

not included.

Joint Regression Coefficient Test (Test F)

From the results of the regression analysis, we can find the F value as shown in the

table below:
Table 6. F Test Results
Model Sum of Squares Mean Square F Sig.
1  Regression 1,472 ,123 3,142 ,017°
Residual ,625 ,039
Total 2,097

1) = 7, and df 2 (n-k-1) or 29-6-1 = 22 (n is the number of samples and k is the number of

independent variables), the results obtained for F Table are 2,549

Test criteria

- HO is accepted if F count <F table
- H1is rejected if F count> F table
Compare F count with F table

F count> F table (3,142> 2,549), then HO is rejected

Partial Regression Coefficient Test (t Test)

Table 7. Test Results t

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error  Beta
1 (Constant) 1,409 ,855 1,648 ,113
X1 ,093  ,039 ,402 2,363 ,027
X2 123,062 ,343 1,998 ,058
X3 ,008  ,046 ,031 178,861
X4 ,044 049 ,148 905 375
X5 ,032  ,047 115 ,691 497
X6 ,038 044 ,149 ,848 405

1. Testing Criteria

HO is rejected if t count <t table

H1 is accepted if t count> t table
2. Comparing t count with t table

The value of t count> t table (2,363> 2,073) then H1 is accepted




Table 8. Independent Variable Partial Analysis of Dependents

Variabel No. Statement T counts T table Analysis

Participants 1 2.363 2.073 -T value count <-t table
(2,363 <2,073) then Ho is accepted

Trainer 2 1.998 2.073 -T value count <-t table

(1,998 <2,073) then Ho is accepted
Material 3 178 2.073 -T value count <-t table

(0,178 <2,073) then Ho is accepted
Environment 4 .905 2.073 -T value count <-t table

(0,905 <2,073) then Ho is accepted
Location 5 .691 2.073 -T value count <-t table

(0,691 <2,073) then Ho is accepted
Time 6 149 2.073 -T value count <-t table

(0,149 <2,073) then Ho is accepted

4. Conclusion

From the results of the research that has been done, it can be concluded that, the
influential indicator is the Instructor. The results of the t test are obtained with the value of
tcount> ttable (2.363> 2.073) then Ha is accepted, meaning that partially there is a significant
influence between the variable Training (Independent) and the work performance of
employees (dependent). Based on the results of the R square, the contribution of influence is
only 70% and the results of the f test with Fcount> Ftable (3.142> 2.549), meaning that HO is
rejected, meaning that there is a significant influence between the independent and dependent
variables.
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