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Abstract

This study aims to examine the influence of participation in skill competition and trainer
quality on employee performance, with learning motivation as a mediating variable. The
study is grounded in the organizational phenomenon observed at PT Pabrik Kertas Tjiwi
Kimia Tbk, where manpower productivity increased despite substantial workforce reduction,
raising the need to explore factors that may contribute to improve performance, particularly
competency development initiatives delivered through structured skill competitions. A
quantitative cross-sectional design was employed, involving 226 employees who participated
in a company wide skill competition within the paper manufacturing industry. The data were
analysed using PLS-SEM with SmartPLS 4.1.1.4. The results demonstrate that participation
in skill competition and the trainer quality have a positive and significant influence on the
both motivation and employee performance. Learning motivation was also found to partially
mediate the effects of both variables on performance. This motivation was also found to
partially mediate the effect of both variables on performance. These findings indicate that
competition based learning activities and high quality instructional facilitation are essential
drivers of intrinsic motivation and performance improvement. Moreover, the result
strengthen the relevance of Self-Determination Theory (SDT), Transfer of Training theory,
and provide empirical support for the Resource-Based View (RBV) within industrial settings.
Future research opportunities include exploring long term dynamics and broader
organizational factors that may further shape these relationships.
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INTRODUCTION

The development of the manufacturing industry requires companies to increase
productivity through strengthening workforce competencies, performance-based learning
systems, and sustainable operational efficiency. In the context of modern human resource
management, the competency approach is starting to shift from traditional training methods
to experiential learning, including skills competitions as a means of challenge-based learning.
A number of previous studies have shown that skill competitions can encourage motivation
to learn, improve technical mastery, and strengthen job readiness (Kurmankulov et al., 2020;
Li et al., 2019). On the other hand, the quality of trainers as learning facilitators plays a key
role in the effectiveness of training, especially in meeting the psychological needs of
participants as described by Self-Determination Theory (SDT) (Deci et al., 2017) as well as
in supporting the transfer of training to the work environment (Baldwin et al., 2012). This
emphasizes that learning motivation and competition effectiveness are important
determinants in achieving employee performance in the manufacturing industry sector.

Although skills competitions have been widely studied in the fields of education,
sports and the public sector, their use as a model of human resource development in the
manufacturing industry is almost untouched in the current literature (Andaryanto &
Noviarkahman Zagladi, 2024). The majority of studies focus on student participation in skills
competitions, so they have not provided adequate empirical evidence regarding the
effectiveness of competition in improving employee motivation and performance in the
industrial world. In addition, there have not been many studies integrating the role of trainer
quality as a direct or indirect predictor variable on employee performance through learning
motivation. The model of mediating learning motivation in the context of skill competition
has also not been widely tested simultaneously using the PLS-SEM approach in
manufacturing companies. Furthermore, the phenomenon of increasing manpower
productivity in companies that are reducing employees, such as what happened at PT Pabrik
Kertas Tjiwi Kimia Tbk, has never been scientifically studied using the skill competition
approach as a possible explanatory factor. This gap shows the need for research that is able
to connect competition dynamics, coach quality, learning motivation, and employee
performance in one integrated theoretical framework.

This study aims to analyze the direct and indirect influence between participation in
skill competitions and trainer quality on employee performance, with learning motivation as
a mediating variable. Specifically, this study aims to (1) examine the effect of participation
in skills competitions on learning motivation and employee performance. (2) assessing the
influence of trainer quality on learning motivation and employee performance. As well as (3)
analyzing the role of learning motivation as a mediator in the relationship between
participation in skill competitions and the quality of trainers on employee performance. This
research model is designed to answer the research gap related to the effectiveness of
participation in skills competitions in the context of the modern manufacturing industry and
to provide an empirical understanding of the psychological mechanisms that drive individual
performance.

This research makes both theoretical and practical contributions. Theoretically, this
study expands the application of Self-Determination Theory (SDT), Resources-Based View
(RBV) and Transfer of Training in the context of manufacturing industry skills competition,
which is still rarely researched. The integration of trainer quality as a direct predictor of
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performance and learning motivation also provides novelty for the competition-based
competency development model. Practically, this study provides empirical evidence that
participation in the competition of skills and quality trainers is an effective human resource
development strategy in improving performance and productivity, especially for companies
facing labor efficiency such as PT Pabrik Kertas Tjiwi Kimia Tbk. Thus this study builds a
new conceptual basis for the competition model as a performance improvement strategy in
the manufacturing industry. So that it can be the basis for companies to design training and
competition programs that are more structured, effective and oriented towards increasing
employee motivation and performance.

REVIEW OF LITERATURE

Research on competency development through skills competitions shows that
challenge-based activities can improve an individual's technical ability, learning motivation
and job readiness. In the context of vocational education, skill competitions have been proven
to provide experiential learning that strengthens mastery experience, self-efficacy and
readiness to face the demands of the world of work (Burguillo, 2010; Kurmankulov et al.,
2020; Lietal., 2019). These studies are consistent with the Experiential Learning framework
(Kolb, 1984) which emphasizes that real experience and reflection are the main foundations
of effective learning. In the industrial sector, recent studies confirm that internal competition
can serve as a strategic mechanism to improve human resource capabilities and work
creativity (Martini et al., 2024; Smith et al., 2017), although empirical evidence is still
limited.

However, most skills competition studies still focus on vocational education, the
public sector, or sports, so they do not provide much of a strong empirical framework in the
manufacturing industry environment. In the industrial sector, training focuses more on
conventional technical training and has not examined competition as a mechanism for
developing human resources systematically (Aguinis & Kraiger, 2009; Baldwin et al., 2012),
This creates a theoretical gap related to how participation in competitions affects employee
work behavior, particularly in the context of productivity, technical mastery, adaptability and
multidimensional work performance as described in individual performance frameworks
(Campbell & Wiernik, 2015; Rotundo, 2002). This gap is even more relevant when
associated with the phenomenon of organizations experiencing a reduction in labor but
increased productivity, as happened to PT Pabrik Kertas Tjiwi Kimia Tbk. This condition
raises allegations that competency development activities through skill competitions can be
one of the supporting factors that encourage increased employee motivation and
performance.

Learning motivation is a major psychological factor in the success of training and
individual performance. Based on Self-Determination Theory (SDT), intrinsic motivation
arises when three basic needs, namely autonomy, competence, and relatedness, are fulfilled
in the learning process (Deci, 1972; Deci & Ryan, 2000; Gagné & Deci, 2005; Ryan & Deci,
2000). On a psychometric scale, the Motivated Strategies for Learning Questionnaire
(MSLQ) emphasizes that intrinsic motivation and task value are strongly related to self-
regulation, learning strategies, and academic and work performance (Apriandi et al., 2022;
Garcia & Pintrich, 1996). In the work environment, learning motivation has been shown to
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be an important mediator in the relationship between training support, instructional quality
and employee performance (Nguyen & Ha, 2023; Oktobisono et al., 2021). Studies in the
context of industrial motivation also show that learning motivation contributes to learning
effectiveness and innovation capabilities (Yu et al., 2017; Zhang & Chen, 2021)

Employee performance as an organizational outcome is largely explained through the
Individual Job Performance (IJP) model, which includes task performance, contextual
performance, adaptive performance, and counterproductive work behavior (Borman &
Motowidlo, 1997; Rotundo, 2002; Campbell & Wiernik, 2015). The Individual Job
Performance Questionnaire (IJPQ) instrument has been developed and validated to evaluate
performance multidimensionally in various industries (Koopmans et al., 2014; Abbasi et al.,
2022). The literature shows that performance is influenced by a combination of competence,
motivation, organizational support, and training quality (Aguinis & Kraiger, 2009; Fatmasari
Wijayanti & Retno Titi Sari, 2023; Tannenbaum & Yukl, 1992). The Resources-Based View
(RBV) perspective emphasizes that human resource capabilities, including technical
competence and intrinsic motivation, are competitive advantages that are difficult to replicate
and contribute directly to the productivity of the company (Barney, 1991; Wright et al.,
2001).

The scientific gap becomes increasingly relevant when associated with the
phenomenon of increasing manpower productivity despite the reduction of labor in
manufacturing companies such as PT Pabrik Kertas Tjiwi Kimia, Tbk. This condition raises
allegations that competition-based learning mechanisms, the quality of trainers and learning
motivation can be explanatory factors that have not been comprehensively tested. Therefore,
research that integrates participation in skills competitions, trainer quality, learning
motivation and employee performance is needed in one integrated theoretical framework to
address these gaps.

RESEARCH METHOD

This study uses a quantitative approach with a cross-sectional survey design, which is
commonly used to test the causal relationship between latent variables in a single time period.
The research population is all employees who participate in an internal skills competition
program. The purposive sampling technique is used with the criteria (1) employees who have
participated in the skill competition in the last three years, (2) Still actively working as Tjiwi
Kimia employees, (3) Coming from various divisions and parts ranging from Maintenance,
Stationery Production, Paper Production, QC, Technical Centre, Cardboard Box production,
Size Part, Supply Chain and Co-Gen. Respondents who met the criteria were 406 and by
using a sample sample size calculator based on statistical formulas with a confidence level
of 95% and a margin of error of 5%.as well as a proportion of the population of 50% so that
according to the standard of survey research rules in the PLS-SEM analysis, a sample that
must be taken was obtained as many as 226. The samples were then taken proportionally and
selected using  (Creswell, 2018; Sekaran & Bougie, 2016)  (Ali Memon et al., 2020;
Sarstedt et al., 2021; Sekaran & Bougie, 2016) https://randomizer.org software.
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Table 1.

Characteristics of Respondents Based on Work Section

Part Number (people) | Percentage (%)
Carton Box 4 2%
Co-Gen 3 1%
Maintenance 61 27%
Ops Stationery 109 48%
Paper Factory 12 5%
QC 19 8%
Supply Chain 4 2%
Technical Centre 14 6%
TOTAL 226 100%

Source: Processed by researchers in 2025

This study uses four standardized instruments, namely the Participation Motivation
Questionnaire (PMQ), Training Reaction Questionnaire (TRQ), Motivated Strategies for
Learning Questionnaire (MSLQ) and Individual Job Performance Questionnaire (1JPQ)
which have undergone an adaptation process and validity test. Participation in skills
competitions was measured using an instrument that adapted the Participation Motivation
Questionnaire (Dwyer, 1992; GILL, 1983) . The quality of the trainers was measured using
the Training Reaction Questionnaire ( Khasawneh and Al- Zawahreh ,2015; Ronald
B. Morgan & Wendy J. Casper, 2012) . Learning motivation was measured using the
Motivated Strategies for Learning Questionnaire ( DeVellis ,2017; Garcia &  Stuart
ONeill , 1996) . Employee performance is measured using the Individual Job Performance
Questionnaire (Abbasi et al., 2022; Koopmans et al., 2014) . All items use a Likert scale of
1-5 and have passed a process of testing for reliability, construct validity, and cultural
adaptation according to the guidelines. Sekaran & Bougie (2016)

Data collection was carried out online through the distribution of the company's
internal questionnaire after the competition activities were completed. Respondents were
given an explanation regarding the purpose of the research and the guarantee of data
confidentiality. All data is checked for outliner detection, filling consistency, and
completeness before further processing.

Data analysis using Partial Least Squares Structural Equation Modeling (PLS-SEM)
through SmartPLS 4.1.1.4 software. This method was chosen because it is able to analyze
complex causal relationships, handle models with reflective indicators, and is suitable for
medium-sized samples. The model evaluation is carried out through two stages (1) outer
model, which includes reliability tests, convergence validity, and discriminant validity; and
(2) inner model, which includes the test of path coefficient, (Hair et al., 2017) effect size
(f2), predictive relevance (Q2), and Goodness of Fit (GoF). The mediation test was
conducted using a bootstrapping approach with 5,000 subsamples as recommended (Hair
etal., 2017) .
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Research Hypothesis
This study aims to analyze The Influence of Skill Competition Participation and

Trainer Quality on Employee Performance: The Mediating Role of Learning Motivation in
the Paper Manufacturing Industry (A Study on the employees of PT. Tjiwi Kimia Paper
Factory), the hypothesis proposed in this study is as follows:

- HI : Skills competition has a positive and significant effect on

- Employee Learning Motivation

- H2: The quality of the coach has a positive and significant effect on

- Employee Learning Motivation

- H3: Learning motivation has a positive and significant effect on performance

- employee

- H4 : Skills Competition has a positive and significant effect

- on employee performance

- HS5: The quality of coaches has a positive and significant effect on performance

- employee

- H6 : Learning motivation mediates the influence of skill competition

- on employee performance

- H7: Learning motivation mediates the influence of trainer quality on

- employee performance.
Research Model

This approach was chosen because the purpose of the study was to examine the direct
and indirect influence of participation in the skills and quality of trainers on learning
motivation and employee performance. This method is suitable for photographing actual
phenomena at PT Pabrik Kertas Tjiwi Kimia Tbk after the implementation of skill
competencies as part of the program to accelerate human resource development.

Partisipasi pada
Kompetisi Ketrampilan
(x1)

; Mdtivasi Belajar
(M)

Kinerja Karyawan

)

Kualitas Pelatih
(x2)

Figure 1.
Conceptual Framework
In this study, participation in the skills competition (X1) acts as an environmental
stimulus that can meet the basic psychological needs of autonomy, competence, and
connectedness so as to encourage intrinsic motivation according to the principles of Self-
Determination Theory (SDT). In addition, the quality of the trainer (X2) is also an
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independent variable that creates a supportive training environment; Competent,
communicative, and empathetic coaches are able to meet these basic needs, thereby
increasing employee motivation to learn. Furthermore, learning motivation (M) acts as a
mediating variable that links the influence of skill competition participation and trainer
quality on employee performance (Y). Employees with high motivation to learn will be more
active in self-development and tend to show improved work performance.

RESULTS AND DISCUSSION
4.1 Reliability Test

The reliability test was conducted using Cronbach's Alpha and Composite Reliability
values, with a minimum limit of 0.7. Based on the measurement results in Table 2, all
constructs in this study meet the reliability criteria. The variables of participation in the skills
competition had Cronbach's Alpha of 0.897 and Composite Reliability of 0.902; the Coach
Quality variable was 0.948 and 0.948; the Learning Motivation variable was 0.758 and 0.773
and the employee performance variable was 0.891 and 0.906. These values indicate that all
instruments have excellent internal consistency that is suitable for use in structural model
analysis.

Table 2.
Reliability test (Cronbach's alpha)
Variable Cronbach's Composite reliability
alpha (rho_a)

X1 (Par‘Fl'mpatlon in Skills 0.897 0.902
Competition

X2 (Coach Quality) 0.948 0.948
M (Learning Motivation) 0.758 0.773
Y (Employee Performance) 0.891 0.906

Source: Processed by researchers in 2025

4.2 Validity Test
4.2.1 Convergent Validity

Convergent validity is tested through outer loading values and Average Variance
Extracted (AVE). An indicator is declared valid if it has a load above 0.70 and the construct
is declared valid if the AVE exceeds 0.50. The results showed that all indicators in the four
variables had a load greater than 0.70. The AVE value as shown in Table 3 of each construct
also met the criteria, namely 0.766 for participation in skill competitions, 0.905 for trainer
quality, 0.804 for learning motivation and 0.822 for employee performance. Thus, the entire
construct meets the conditions of convergent validity.

Table 3.
Average Variance Extracted (AVE) Test Results
Variable Average variance extracted (AVE)
X1 (Participation in Skills Competition) 0.766
X2 (Coach Quality) 0.905
M (Learning Motivation) 0.804
Y (Employee Performance) 0.822

Source: Processed by researchers in 2025
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4.2.1 Discriminatory Validity

Discriminant validity was tested using cross-loading, latent variable correlation and the
Fornell-Larcker Criteria. The results of the study in Table 4 show that all cross-loading values
show that the indicator has the highest value on the construct in the construct that should be
measured, so that discrimination between constructs is achieved. The latent variable
correlation value in Table 5 can be seen that the VAVE value in all variables is greater than
the correlation value between other variables, so it can be concluded to be valid. Likewise,
the results of the Fornell-Larcker measurement in Table 6 show that the entire value VAVE
is greater than the correlation value between constructs in other variables, so it can be
concluded to be valid.

Table 4.
Discriminant Validity Test Results - Cross-Loading
Indicators X1 (Participation in X2 M . Y (Employee
(Instruments) Skills Competition) (Coaph (Le.am{ng Performance)
Quality)  Motivation)
X1.1 0.897 0.652 0.717 0.672
X1.2 0.873 0.609 0.684 0.671
X1.3 0.791 0.593 0.649 0.626
X1.4 0.933 0.655 0.770 0.735
X2.1 0.675 0.947 0.661 0.657
X2.2 0.669 0.966 0.670 0.674
X2.3 0.703 0.941 0.647 0.688
M1 0.809 0.686 0.915 0.750
M2 0.626 0.548 0.879 0.691
Y1 0.770 0.708 0.813 0.937
Y2 0.720 0.644 0.723 0.934
Y4 0.603 0.561 0.641 0.847
Source: Processed by researchers in 2025
Table 5.
Value of Latent Variable Correlation, AVE, and VAVE
C . X2 M
Ve S o e SOV ave
P Quality) Motivation)
X1 (Participation in 0.76  0.875
Skills Competition) 1.000 0.717 0.807 0.774 6
X2 (Coach Quality) 0.717 1.000 0.693 0.707 0'590 0.951
M (Learning 0.807 0.693 1.000 0.805 0.800.896
Motivation) 4
Y (Employee 0.774 0.707 0.805 1.000 0.820.906
Performance) 2

Source: Processed by researchers in 2025
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Table 6.
Fornell-Larcker

M (Learning X1 (Participationin X2 (Coach Y (Employee

Variable Motivation)  Skills Competition) Quality)  Performance)
M (Learning Motivation) 0.897
X1 (PaI'tICIpatl'O'l’l in Skills 0.807 0.875
Competition)
X2 (Coach Quality) 0.693 0.717 0.952
Y (Employee Performance) 0.805 0.774 0.707 0.907

Source: Processed by researchers in 2025

4.3 Evaluation of Measurement Models (Outer Model)

The outer loading measurement model in Table 7 shows that the indicators used in this
study are valid and reliable. The variables of participation in skill competitions, trainer
quality, learning motivation, and employee performance all have an outer loading value
above 0.70. This confirms that each indicator has a strong contribution in measuring latent
constructs.

Table 7.
Outer Loading Results
. C X2 M
Indicators X1 (Participation in . Y (Employee
(Instruments) Skills Competition) (Coaph (Leg ing Performance) Info
Quality)  Motivation)

X1.1 0.897 Valid
X1.2 0.873 Valid
X1.3 0.791 Valid
X1.4 0.933 Valid
X2.1 0.947 Valid
X2.2 0.966 Valid
X2.3 0.941 Valid
Ml 0.915 Valid
M2 0.879 Valid
Y1 0.937 Valid
Y2 0.934 Valid
Y4 0.847 Valid

Source: Processed by researchers in 2025

4.4 Evaluation of Structural Models (Inner Model)

The structural model is evaluated through the R-square value (R?). As a result, the R2
value for learning motivation was 0.679, indicating that 67.9% of the variation in learning
motivation was explained by participation in skills competitions and trainer quality.
Meanwhile, an R2 value for employee performance of 0.712, suggests that 71.2% of
performance variation can be explained by participation in skills competitions, trainer quality
and learning motivation. This value indicates the strength of the model that is in the
moderate-strong category.
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Table 8.
Test Results R Square (R?)
Variable R-square R-square adjusted
M (Learning Motivation) 0.679 0.676
Y (Employee 0.712 0.708
Performance)

Source: Processed by researchers in 2025

X1.1
X1 (Partisipasai Dalam Kompetisi Keterampilan)

X1.2

X1.3

X14

0.639 0.263

M (Motivasi Belajar)

M1 -
0515

4—0.879
M2

Y (Kinerja Karyawan)

0.235 0.207

X241

0947
X22 #—0966—]

0.941

X2.3
X2 (Kualitas Pelatih)

Figure 2.
Output model PLS SEM Algorithm
Source: Processed by researchers in 2025
4.5 Hypothesis Testing
Hypothesis tests were carried out to find out whether the relationships between latent
variables in the structural model are statistically significant. The test was conducted using
the bootstrapping method on SmartPLS 4.1.1.4 with a significance level of 0.05. The decision
to accept or reject the hypothesis is determined based on T-statistical values (>1.96) and P-
values (<0.05). The test results are shown in Table 9 and Table 10
Table 9.
Path Coefficient Bootstrapping

Original Sample Standard

Path Coefficients sample mean deviation (|g /Sg?]ljsg({?p Va1}:1 e ggﬁgfl}ll:lilrsl
(0) (M) (STDEV)

X1 (Participation in
Skills Competition)
-> M (Learning
Motivation)

0.639 0.636 0.078 8.173 0.000  Accepted
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X2 (Coach Quality)
-> M (Learning 0.235 0.239 0.087 2.697 0.004  Accepted
Motivation)
X1 (Participation in
Skills Competition)
~Y (Eml];loyee 0.263 0.259 0.075 3.496 0.000  Accepted
Performance)
X2 (Coach Quality)
->Y (Employee 0.207 0.208 0.062 3.326 0.000  Accepted
Performance)
M (Learning
Motivation) =¥ 450 0450 0,070 6.463 0.000  Accepted
(Employee
Performance)
Source: Processed by researchers in 2025
Table 10.
Specific Indirect Effect
. Original - Sample Stapdgrd T statistics P Hypothesis
Path Coefficients sample mean  deviation (IO/STDEV|) values Conclusion
(O) M) (STDEV)
X1 (Participation
in Skills
Competition) ->
M (Learning 0.287 0.288 0.058 4.953 0.000  Accepted
Motivation) > Y
(Employee
Performance)
X2 (Coach
Quality) -> M
(Learnin
Motivation) i v 0.106 0.109 0.044 2.396 0.008  Accepted
(Employee
Performance)
Source: Processed by researchers in 2025
Table 11.
Effect size (f*) Test Results
X1 (Participation X2 M
Variable (in Ski.llli)s (Traiper (Le.arni.ng gegfior;lngﬁ}ie)
Competition) Quality) Motivation)
X1 (Participation in Skills 0.617

0.072 (small)

Competition) (large)
. . 0.083
X2 (Trainer Quality) (small) 0.067 (Small)
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. _— 0.226
M (Learning Motivation) (medium)

Y (Employee Performance)
Source: Processed by researchers in 2025

a. The Effect of Participation in Skill Competitions on Learning Motivation

The results of the analysis showed that participation in skill competitions had a positive
and significant effect on learning motivation (path coefficient = 0.639; T statistics = 8,173;
P values = 0.000). This means that the higher the employee's involvement in the skills
competition, the higher their motivation to learn and develop competencies.

These findings indicate that competitions designed based on real challenges and
experiential learning serve as an intrinsic stimulus that encourages employees to master new
skills and sharpen problem-solving skills in the workplace. This is in line with descriptive
data, where the participation indicator with the highest mean is "acquiring new knowledge
and experience" while in the learning motivation variable the highest indicator is "desire to
improve one's abilities". This condition supports the Self-Determination Theory (SDT), that
activities that provide autonomy, challenges and opportunities to demonstrate competence
will strengthen intrinsic motivation. In line with that, studies (Deci et al., 2017; Deci &
Ryan, 1985, 2000)  Li et al. (2019) and also found that skills competitions improve
participants' motivation to learn and job readiness through challenging experiences and
performance-based tasks. Kurmankulov et al. (2020)

b. The Influence of Trainer Quality on Learning Motivation

The results of the analysis showed that the quality of the trainer had a positive and
significant effect on learning motivation (path coefficient = 0.235; T statistics = 2,697; P
values = 0.004). Thus, the higher the quality of the trainer in mastering the material,
explaining clearly and providing constructive feedback, and building positive interpersonal
relationships, the higher the learning motivation of the competition participants.

Theoretically, these results support the Self-Determination Theory (SDT) which places
the trainer as a social factor that can meet the needs of the participants' competence and
relatedness. A coach who is supportive, clear in instructions, and responsive in feedback will
increase participants' sense of ability and psychological closeness, thus encouraging the birth
of intrinsic motivation (Deci & Ryan, 1985; Won  Scott, 2005; Ryan & Deci, 2000) .
Empirically, the indicator "trainer is able to explain the material clearly and easily
understandable" has the highest mean in the trainer quality variable, a very high loading
factor, reinforcing the importance of instructional clarity aspects. These findings are in line
with Kirkpatrik's model at the reaction level, which places participant satisfaction with the
trainer as a prerequisite for training success, and is supported by studies and which shows
that the competence and support of the trainer contribute to increased motivation to learn
(Donald L.  Kirkpatrik & James D. Kirkpatrick, 2006)  Escandell & Chu (2023)
Wuttke et al. (2024)
¢. The Influence of Learning Motivation on Employee Performance

The results of the analysis showed that learning motivation had a positive and significant
effect on employee performance (path coefficient = 0.450; T statistics = 6,463; P values =
0.000). These findings confirm that the greater the motivation of employees to learn, the
greater the performance of individuals in the manufacturing industry environment.
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Within the framework of SDT, intrinsic motivation encourages higher engagement,
perseverance and better quality of performance in work activities (Dec et al., 1999; Deci et
al.,, 2017;  Won  Scott, 2005) . Employees who are motivated to learn will be faster in
mastering skills and improving weaknesses, and strive to achieve high standards of work.
This is reflected in its high performance scores in the aspects of task performance and
contextual performance, such as compliance with procedures, problem-solving skills and
teamwork. From the perspective of transfer of training, learning motivation is a critical
characteristic of participants to ensure that the skills of the training results are actually applied
in the job ( . The effect size value (f (Baldwin et al., 2012) 2 = 0.226) also showed that
learning motivation was one of the strongest predictors of performance in this model. These
results are in line with the findings and that learning motivation improves learning
effectiveness, innovation ability and ultimately work performance. Odyssey et al. (2021)
Zhang & Chen. (2021)

d. The Effect of Participation in Skill Competitions on Employee Performance

The results of the analysis showed that participation in the skills competition had a
positive and significant effect on Employee Performance (path coefficient = 0.263; T
statistics = 3,496; P values = 0.004). This shows that participation in competitions contributes
quite strongly to improving employee performance.

Real task-based skills competitions, teamwork and performance evaluations encourage
employees to actualize knowledge and skills in their work. This is reflected in the highest
scores of performance indicators such as "compliance with regulations", "confidence in
carrying out tasks", and "teamwork". In the perspective of SDT and Transfer of Training
theory, competitions provide a context that strengthens competence and engagement, while
hands-on practical experience and real-time feedback facilitate the transfer of skills to
everyday work. Studies and also show that internal competition in organizations improves
technical ability, adaptability and productivity. However, variations in occupational health-
related indicators (e.g. overtime and fatigue complaints) indicate the need for workload
management so that performance improvements do not pose a long-term risk to employee
well-being. (Baldwin et al., 2012; Deci & Ryan, 1985; Ryan & Reeve, 2024) Smith et al.
(2017) Kurmankulov et al. (2020)

e. The Influence of Trainer Quality on Employee Performance

The results of the analysis showed that the quality of trainers had a positive and
significant effect on employee performance (path coefficient = 0.207; T statistics = 3.326; P
values = 0.000). This shows that the higher the employee's perception of the quality of the
trainer, the better the performance they will perform in the workplace.

Coaches who master the material, are able to explain clearly, provide specific and
constructive feedback, and establish positive interpersonal relationships, help employees
understand work standards, internalize best practices, and increase confidence in performing
tasks. The Kirkpatrick model confirms that the quality of trainers affects learning and
transfer, thus impacting changes in work behavior. In the perspective of RBV, competent
trainers are part of strategic human capital that transfers tacit knowledge and competencies
that are difficult to replicate. These findings support research and show that the quality of
training and coaching is positively correlated with performance and career development.
Although the effect size on performance is relatively small (0.067), the role of coaches is still
crucial as a reinforcement of the effectiveness of competition and training programs in
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companies. (Donald L.  Kirkpatrik & James D. Kirkpatrick, 2006)  (Barney, 1991)
Singh etal.( 2023) Wuttke etal. (2024)

f. The Role of Learning Motivation Mediation on the Effect of Participation in Skill
Competitions on Employee Performance

The results of the analysis showed that learning motivation was shown to partially
mediate the effect of participation in skill competitions on employee performance (indirect
path coefficient = 0.287; T statistics = 4.953; P values = 0.000). This means that, skills
competition not only improves performance directly but also through increased motivation
to learn.

Theoretically, competitions that challenge and give space for autonomy strengthen the
perception of participants' competencies, thereby triggering intrinsic motivation (. Higher
motivation encourages employees to practice learning outcomes in daily tasks, from technical
skills, work planning, problem-solving to teamwork, which in turn improves performance.
In the transfer framework of training, it is shown that participation alone is not enough,
learning motivation is a key mechanism that transforms the experience of competition into
real performance, These findings are in line with studies finding that competition increases
confidence, motivation, and skill mastery which then impacts performance, as well as
research that confirms the mediating role of learning motivation in the relationship between
training and performance. (Ryan & Deci, 2000) (Baldwin etal.,2012) Ricardo Stuart
O'Neill Sifuentes etal. (2025) Odyssey et al. (2021)

g. The Role of Learning Motivation Mediation on the Influence of Trainer Quality on
Employee Performance

The results of the analysis also showed that learning motivation partially mediated the
influence of trainer quality on employee performance (path coefficient = 0.106; T statistics
= 2,396; P values = 0.008). This indicates that learning motivation has a mediating role in
the relationship between trainer quality and employee performance.

In the SDT perspective, a coach who is supportive, clear instructionally, and warmly
interpersonally, helps meet the competency and connectedness needs of participants. The
fulfillment of these needs strengthens intrinsic motivation, so that participants are encouraged
to apply new skills in the work. These findings are in line with the transfer model of training
that places coach quality as an important condition for transfer success. Empirically, these
results are consistent with research that found that the quality of trainers affects the quality
and outcomes of training through motivation, as well as findings that confirm the role of
motivation in linking the quality of trainers to work outcomes. This strengthens the argument
that investment in coach development will have a double impact, namely improving work
performance directly while strengthening learning motivation as the foundation of long-term
performance. (Ryan & Reeve, 2024) (Baldwin et al., 2012) Wuttke etal.( 2024)
(Nguyen & Ha, 2023)

CONCLUSION

This study concludes that participation in skills competitions and trainer quality are
two strategic factors in improving employee motivation and performance in the
manufacturing industry. Empirically, skills competition exerts the strongest influence on
learning motivation, followed by the quality of the trainer. Learning motivation has been
proven to be a psychological mechanism that bridges the relationship between these two
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variables and employee performance. These findings show that competition-based learning

and quality instruction can strengthen intrinsic motivation, accelerate the transfer of skills to

work, and significantly improve work performance.

In addition to making an empirical contribution at the company level, the results of
this study also have broader theoretical implications. First, this study strengthens the Self-
Determination Theory (SDT) with evidence that structured competitions and coach support
can meet the needs of employee autonomy, competence and relatedness. Second, this study
provides reinforcement for the theory of Transfer of Training by showing that learning
motivation is the main prerequisite for skill transfer to real work performance. Third, the
results of the study add evidence to the Resource-Based View (RBV) theory that technical
competence, superior coaches and learning motivation are strategic resources that support
the competitive advantage of the organization.

This conclusion also has relevance in the context of organizational phenomena facing
labor efficiency pressures. The findings that motivation and performance can be improved
through skill competition provide a scientific explanation for why companies such as PT
Pabrik Kertas Tjiwi Kimia Tbk can increase manpower productivity despite a reduction in
the number of employees. These findings open up opportunities for other companies to use
skills competition as a cost-effective but impactful HR development strategy.

Thus, this research not only solves the research gap related to skill competition in the
industrial sector, but also provides a new basis for the development of competition-based
training models that can be adopted in various other job domains. Follow-up questions that
need to be explored in future research include how the effects of competition develop over
the long term, how motivational dynamics change in the next cycle of competition, and how
organizational factors such as work culture or leadership play a role in reinforcing the effects
of competition on performance.

Practical Recommendations
* Develop a more structured and learning-oriented skills competition design, not just a

competition. This can be combined with internal technical certification activities so that
participants who take part in the certification can be more motivated and can accelerate
the learning process. The competition design includes the provision of coaching clinics,
reflection sessions and standardized feedback.

+ Strengthening the trainer development program. The main focus is on pedagogical skills,
micro-teaching, coaching, effective communication and dynamic management of training
classrooms.

» Integrating the results of competitions and training into Key Performance Indicators
(KPIs), thereby strengthening productive work behavior and continuous learning.

» Strengthening occupational health management during the competition, considering the
findings of work pressure and potential fatigue in some participants.

* Expanding the area and level of skill competition not only to Tjiwi Kimia mill but to other
mills in one group. So that participants are more motivated and can compare their skill
levels with other subsidiaries.

Recommendations for further research
» Using the mixed methods method, Ags gained a deeper understanding of the dynamics of

motivation and experience of competition participants
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* Add new variables such as self-efficacy, job engagement, or organizational support to see
how other psychological dynamics play a role.

» Extend the research object to other manufacturing companies to test the generalization of
the model.

* Combine performance objective data (e.g. OEE, reject rate, productivity index) to
strengthen the analysis of work behavior.
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