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ABSTRACT
This study aims to analyze the effect of training and self-
esteem on employee performance with job satisfaction as an
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Accepted [07 July 2026] intervening variable in the Production Function of PT Kilang
Pertamina Internasional RU Il Plaju. The study used a
quantitative explanatory approach with primary data collection
KEYWORDS through questionnaires distributed to 207 respondents
Training, Self-Esteem, Job consisting of operators and supervisors. Data analysis was
Satisfaction, Employee conducted using the Partial Least Squares-Structural Equation
Performance. Modeling (PLS-SEM) method. The results showed that training

had a positive and significant effect on employee job
satisfaction and performance. Self-esteem also had a positive
and significant effect on job satisfaction and performance. In
addition, job satisfaction had a positive effect on employee
This is an open access article | performance and partially mediated the relationship between

under theCC-BY-SAlicense training and performance, as well as between self-esteem and
010) performance. These findings indicate that improved
@c‘m performance in high-risk work environments is not only

determined by technical competence through training, but also
by psychological factors that shape employee perceptions and
job satisfaction. Therefore, strengthening the quality of training
and self-esteem supported by effective job satisfaction is an
important strategy to optimize employee performance in the
oil and gas sector.

INTRODUCTION

Employee performance is a key determinant of operational success, business
sustainability, and competitive advantage, particularly in the high-risk energy industry, such as
PT Kilang Pertamina Internasional (KPI) Refinery Unit Ill (RU Ill) Plaju. Optimal performance not
only impacts production targets but also cost efficiency, workplace safety, and the sustainability
of the national energy supply. Employee performance is operationalized as the tangible results
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of individual work behavior, encompassing aspects of quality, quantity, punctuality,
independence, and interpersonal skills (Bernardin & Russell, 1993). The findings of the pre-
research indicate that the Production function, as a core function in the operations of PT Kilang
Pertamina Internasional RU Il Plaju, faces serious challenges related to declining production
achievements compared to the established targets. Data from 2022-2024 shows a downward
trend in overall production performance for BBM (Fuel Oil) products, as shown in the following
graph.
Figure 1. Production Performance of RU Il for the 2022-2024 Period
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Source: Production Performance Report 2022, 2023, 2024

Job satisfaction acts as an intrinsic motivator that encourages individuals to give their
best effort, maintains motivation, and increases engagement in daily work activities. Low job
satisfaction can have significant negative impacts. Dissatisfaction at work often leads to
decreased productivity, increased absenteeism, and decreased commitment to the organization.
In the long term, this condition can increase the risk of employee turnover, which is certainly
detrimental to the organization due to the increased costs of recruiting and training
replacements. Furthermore, dissatisfied employees also have the potential to exhibit
counterproductive work behaviors, such as lack of discipline, low participation in teamwork, and
decreased concern for occupational safety aspects.

Pre-research results indicate an increasing tendency for employees to move to other
functions within the organization (internal transfer intention). This phenomenon differs from
turnover intention, as employees do not plan to leave the company, but rather want to move to
another department that is perceived to offer a more balanced workload, better development
opportunities, or more supportive working conditions. This can signal dissatisfaction with
working conditions in the current function. If not handled appropriately, this has the potential to
cause instability in the internal distribution of labor and further reduce the productivity of the
departing unit.

Figure 2. Internal Transfer Intention for the 2022-2024 Period
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Figure 2 shows an increasing trend in employee internal transfer intentions from
Production to other functions during the 2022-2024 period. In 2022, 12 employees proposed
moving to other functions/departments, including HSSE, Human Capital, Procurement,
Operational Performance Improvement (OPI), and General Support, indicating a perception that
these functions offer a more balanced workload or more attractive career development
opportunities than Production. Similarly, in 2023 and 2024, 16 employees proposed moving to
other functions. This phenomenon reflects potential dissatisfaction among Production workers,
who, rather than leaving the company, prefer to seek alternative comfort and prospects within
the same organization.

The increasing interest in changing functions among Production employees is also closely
related to the issue of competency development within that function. Although Production is the
core unit that supports the sustainability of refinery operations, the study revealed inequities in
access to training within this function. Not all Production workers receive equal opportunities to
participate in training programs, particularly in terms of the number of learning hours. This
situation creates a gap in perception among Production employees, with some feeling
inadequately facilitated in their self-development. This inequity in training has the potential to
weaken motivation, reduce job satisfaction, and encourage some workers to seek development
opportunities in other functions within the organization.

Figure 3. Difference in Learning Hours Between Shifts in the Production Function 2022-
2024
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Source: Production Function Upskilling Evaluation Report 2022, 2023, 2024

The phenomenon of uneven training in the Production Function not only impacts
technical competence but also has implications for employee psychology, particularly regarding
self-esteem. Employees who rarely receive training opportunities or are involved in less relevant
material tend to feel less valuable than their colleagues, resulting in decreased confidence in
their work abilities. This condition ultimately affects daily work behavior, ranging from decreased
initiative to reduced participation in teams. Conversely, employees who receive adequate access
to training usually demonstrate higher self-esteem, feel competent, and are better prepared to
face job demands. In the article "How to maximize the impact of workplace training,"Mehner et
al. (2025) stated that training effectiveness depends not only on the design of the material but
also on the organizational context (e.g., managerial support, a supportive work environment),
including the even distribution of the training itself. On the other hand, psychological aspects
such as self-esteem also play a significant role in determining how an employee perceives their
work. High self-esteem reflects an individual's belief in their own worth and abilities. Employees
with high self-esteem tend to feel more confident, enthusiastic, and resilient to work pressure.

The impact of these differences in self-esteem is captured in employee performance
assessment data managed by the Human Capital function. PT Kilang Pertamina Internasional RU
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[l Plaju has a formal assessment mechanism through the Performance Management System
(SMK) with a scale of 3 to 7, which is evaluated at the end of each year. Data on changes in
Production employee scores for the 2022-2024 period shows a significant shift in composition.
Employees with average performance (Grade 5) decreased from 110 in 2022 to 100 in 2024,
followed by employees with good performance (Grade 6), which also decreased from 55 in 2022
to 50 in 2024. Conversely, the number of employees with excellent performance (Grade 7)
increased from 20 in 2022 to 30 in 2024.

However, a major concern is the increase in the number of low-performing employees
(Score 4) from 15 in 2022 to 20 in 2024. This increase in the lowest category indicates a gap in the
distribution of employee performance: on the one hand, a small group has successfully risen to
the excellent category, while on the other hand, the number of employees remaining in the low
category is increasing. This phenomenon signals that there are still unresolved structural issues,
both related to opportunities for self-development and psychological aspects such as self-
esteem, preventing some employees from moving out of the low-performing category.

Changes in the composition of Production employees' grades in the 2022-2024 period
indicate a dynamic that is not entirely moving in a positive direction. There was indeed an
increase in the number of employees with excellent performance (grade 7), from 20 in 2022 to
30 in 2024. However, at the same time, the number of employees with low performance (grade
4) also increased from 15 to 20. This condition indicates that although some individuals are able
to improve their performance to reach the highest level, there is still another group that is stuck
in the lowest category. On the other hand, the groups of employees with average (grade 5) and
good (grade 6) performance, which should have been the dominant base, actually experienced a
decline. In 2022, employees with grade 5 were recorded at 110 people, decreasing to 100 in
2024. Similarly, employees with grade 6 decreased from 55 to 50 during the same period.

This shift suggests that performance improvement is not occurring evenly; a small
percentage of employees successfully leapfrog into the excellent category, while others remain
stuck in low performance, and the large middle group tends to shrink. These differences in
performance trajectories among employees are potentially influenced by various factors, ranging
from unequal opportunities for personal development to psychological aspects such as self-
esteem, which ultimately create unequal performance patterns within the organization. Strong
self-esteem is essential for developing personnel who are alert, confident, and capable of
making decisions in crisis situations.

Various studies related tothe influence of training and self-esteem on employee
performance with job satisfaction as an intervening variable includingtraining not only improves
competence, but also encourages job satisfaction which ultimately contributes to improved
performance(Afuan et al., 2024; Assyahidah et al., 2024). StudyKurniawan et al. (2024) concluded
that improving employee training and competency development programs can have a positive
impact on performance. The study by Orth et al. (2022) and Abukhalifa & Kamil (2022) showed
that self-esteem was positively correlated with job satisfaction, productivity, and the tendency to
engage in positive behavior in the workplace. The research results Sariza et al. (2024), shows that
self-esteem has a positive and significant effect on performance. The effect of self-esteem on
performance is actually mediated by job satisfaction (Abukhalifa & Kamil, 2022; Ariani et al.,
2024; Orth & Robins, 2022).

The lack of studies specifically addressing the psychological dynamics and work
behaviors within this function presents an important gap that needs to be addressed to support
the development of more applicable and effective HR management strategies in the national
energy operational environment. Furthermore, previous studies have tended to examine the
relationships between variables in a fragmented manner, such as the relationship between
training and performance, or between self-esteem and job satisfaction. However, approaches
that integrate all four variables into a single analytical model are still rare, particularly in the
context of the stressful and capital-intensive oil and gas sector. This integrative approach is
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crucial for a comprehensive understanding of how human resource development impacts actual
performance in the field. By defining job satisfaction as an intervening variable that bridges the
influence of training and self-esteem on performance, this study seeks to address this gap in the
literature and contribute to the design of more strategic and evidence-based training policies
and organizational interventions.

LITERATURE REVIEW

Training

According to Herjuna et al. (2024), training that is implemented on an ongoing basis can
improve employee productivity, retention, safety, and job satisfaction. This study shows that job-
specific training and feedback have a long-term impact on job performance.

Self-Esteem

Rosenberg (1965) defines self-esteem as a person's positive or negative attitude toward
themselves, which is formed through life experiences and social interactions. In an
organizational context, self-esteem acts as an internal psychological factor that influences how
individuals perceive their abilities to complete tasks and contribute to company goals. High self-
esteem reflects an individual's self-confidence, positive perceptions of their own competence,
and strong motivation to work productively. Conversely, low self-esteem can lead to feelings of
helplessness, giving up easily, and a tendency to be passive in facing work challenges (Korzynski
et al., 2020)

Job satisfaction

According toArafat et al. (2025)job satisfaction is a worker's natural response to the
circumstances they encounter while performing their work. Most employees have varying
standards of satisfaction. Therefore, to be satisfied at work, each individual must be able to
interact with their coworkers and superiors, and must also comply with company regulations.

Employee performance

According toMangkunegara (2017)Performance is the quality and quantity of work
results achieved by an employee in carrying out their duties in accordance with their assigned
responsibilities. Performance encompasses aspects of effectiveness (achieving goals), efficiency
(using resources), and work behaviors such as discipline, participation, and initiative.
Performance is influenced by a combination of various factors, both internal (ability, motivation,
self-esteem, work attitude) and external (work environment, training, management, reward
systems).

METHODS

This research is an explanatory study with a quantitative approach. Explanatory research
was chosen because the problem being studied is still relatively new in the context of the
Production function at PT Kilang Pertamina Internasional (KPI) RU lll, and to gain a deeper
understanding of the factors that influence performance variations, as well as to identify the
relationship between training variables, self-esteem, job satisfaction, and employee
performance.

Research Population And Sample

In this study, the population that became the object was all active employees in the
Production Function of PT Kilang Pertamina Internasional RU Il Plaju, who had worked for at
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least one year and had participated in at least one job training program in the last two years,
totaling 207 employees.

The sampling technique used was purposive sampling, a method of intentionally
selecting samples based on specific criteria established by the researcher. The inclusion criteria
for this study are as follows:

1. Active employees with a minimum of one year of experience working in the Production
Function of PT Kilang Pertamina Internasional Refinery Unit Ill Plaju

2. Have participated in at least one job training program in the last two years

3. Willing to be a respondent and fill out the questionnaire completely

Method Of Collecting Data

The primary data in this study were collected using a questionnaire distributed to 207
respondents, employees of the Production Function of PT Kilang Pertamina Internasional RU Il
Plaju. The questionnaire consisted of statements related to job training, self-esteem, and
employee job satisfaction.

Data Analysis Techniques

The data analysis method in this study uses the Partial Least Squares - Structural
Equation Modeling (PLS-SEM) approach. PLS-SEM is a component-based multivariate statistical
technique used to test causal relationships between latent constructs in a structural model. PLS-
SEM was chosen in this study because it is able to handle complex models, works well with
moderate sample sizes, and does not require the assumption of normal data distribution. The
tests carried out consisted of an outer model including convergent validity tests, construct
reliability tests, and discriminant validity tests. Then, an inner model test includes: determination
coefficient tests, predictive relevance tests, effect size tests, and path significance tests.

RESULTS

Outer Model

The results of the measurement analysis (outer model) indicate that the training variable
construct has very strong validity and reliability. Convergent validity testing was evaluated using
indicator loading values and Average Variance Extracted (AVE), with the results presented in
Table 1.

Table 1. Convergent Validity Test Results
Latent Latent

Variable Items Loading Variable Loading
TT1 0.636 SE_1 0.770
TT 2 0.739 SE_2 0.626
TT_3 0.654 SE_3 0.763
TT4 0.699 SE_4 0.655
TT 5 0.814 SE_5 0.641
Training E:g 8?2‘71 0.533 Self-Esteem zi:s 8;23 0.559
TT_8 0.686 SE_8 0.733
TT_9 0.754 SE_9 0.824
TT_10 0.761 SE_10 0.819
TT_1 0.800 SE_11 0.778
TT_12 0.831 SE_12 0.832
Job JS_1 0.861 0.61 Employee KK_1 0.847 0.642
satisfaction JS 2 0.807 3 performance KK_2 0.766 '
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Latent Latent

Variable Items Loading AVE Variable Items Loading AVE
JS_3 0.750 KK_3 0.847
JS_4 0.669 KK_4 0.754
JS_5 0.845 KK_5 0.831
JS_6 0.752 KK_6 0.707
JS_7 0.774 KK_7 0.718
JS_8 0.863 KK_8 0.816
JS_9 0.723 KK_9 0.827

JS_10 0.743 KK_10 0.857
JS_11 0.756 KK_11 0.823
JS_12 0.806 KK_12 0.822
JS_13 0.870 KK_13 0.834
JS_14 0.753 KK_14 0.744
JS_15 0.738 KK_15 0.809

Source: Field research data processed (2025)

Most of the items measuring all variables (TT 1 to KK 15) had loading values above the
recommended minimum limit of 0.70. Some loading values were below 0.70, but still above 0.50,
meaning they could still be considered for retention if the Average Variance Extracted (AVE) value
was above 0.50. Furthermore, the AVE for all constructs was 0.75. Since this value far exceeds
the 0.50 threshold, it can be concluded that the four variables have met the convergent validity
criteria, and loading values below 0.70 can still be retained. Overall, these data confirm that the
measurement instruments for all variables are valid and reliable for use in the structural model.

Then the discriminant validity was tested to ensure that each latent variable in the model
was empirically different from each other, in the first stage, using the Fornell-Larcker Criterion as
the results can be seen in table 2 below.

Table 2 Fornell-Larcker Criterion

Employee
Job satisfaction performance Training Self-Esteem
Job satisfaction 0.783
Employee performance 0.466 0.802
Training 0.415 0.444 0.730
Self-Esteem 0.328 0.313 0.078 0.748

Source: Field research data processed (2025)

Based on Table 2, the square root value of the Average Variance Extracted (AVE) for each
construct is greater than the correlation value between that construct and other constructs in
the model. This indicates that the four latent variables (Training, Self-Esteem, Job Satisfaction,
and Employee Performance) have met the convergent validity criteria.

Inner Model

The following table displays the Adjusted R2 values, which measure the proportion of
variance in the dependent variable explained by the independent variables in the structural
model.
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Table 3. Determination Coefficient Test

R Square Adjusted

Job satisfaction 0.253
Employee performance 0.318
Source: Field research data processed (2025)

The Adjusted R2 score for the job satisfaction variable (0.253) means that the exogenous
variables (Training & Self-Esteem) in the model are able to explain 25.3% of the variation that
occurs in the job satisfaction variable, while the remaining 74.7% of the variation in job
satisfaction is explained by other factors outside this research model. Furthermore, the R2 score
for employee performance (0.318) means that the exogenous variables and/or mediating
variables included in the model are able to explain 31.8% of the variation that occurs in the
employee performance variable. The remaining 69.2% of the variation in employee performance
is explained by other factors not examined in this model.

The predictive relevance test, measured by the Q2 value (Stone-Geisser's Q2), was
conducted to assess the structural model's ability to predict observed data on endogenous
variables. A model is considered to have predictive relevance if the Q2 value is greater than zero
(Q2>0).

Table 4. Predictive Relevance Test
Job satisfaction 0.153
Employee performance 0.206
Source: Field research data processed (2025)

The test results in Table 4 show that both endogenous variables have positive Q? values.
The Q2 value for Job Satisfaction is 0.153, while the Q2 value for Employee Performance is 0.206.
Referring to Cohen's (1988) classification of predictive relevance, a Q2 value of around 0.02 is
categorized as weak, around 0.15 as moderate, and around 0.35 as strong. Thus, the Q2 value for
Employee Performance of 0.206 is in the moderate to strong category, while the Q2 value for Job
Satisfaction of 0.153 is in the moderate category. Overall, these findings indicate that the
structural model has adequate predictive relevance. In fact, this model tends to provide stronger
predictions of Employee Performance, as well as fairly good predictions of Job Satisfaction.
Substantially, this confirms that the exogenous variables in this research model are effective in
explaining variations in job satisfaction and employee performance.

The Effect Size (f2) test was conducted to determine the practical significance of each
predictor variable in explaining the variance (R2) in the endogenous variable. Cohen's (1988)
criteria were used to categorize the strength of the effect (f2: > 0.35 strong; > 0.15 moderate; >
0.02 weak).

Table 5. Effect Size Test

Job satisfaction Employee performance

Job satisfaction 0.08
Employee performance

Training 0.206 0.123
Self-Esteem 0.119 0.053

Source: Field research data processed (2025)

The Effect Size (f?) test results indicate that training has the most substantial practical
effect in this model, particularly on the mediating variable of job satisfaction (Y) with an f2 value
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of 0.206 (medium category). This finding confirms that training is a key factor that can be
effectively utilized by management to improve employee job satisfaction. In contrast, the overall
contribution of the variables (Training, Self-Esteem, and Job Satisfaction) in explaining employee
performance (Z) is categorized as small (f2 < 0.15).

The test results in the following table show that all the proposed research hypotheses
are accepted (significant), both for direct and indirect relationships.

Table 6. Path Significance Test

t

Saor:[fIIZ?IO) Statistics VaIF:Jes Conclusion
(|O/STDEV|)

Job satisfaction>Performance 0.269 4,119 0.000 Significant
Training->Job satisfaction 0.392 7,845 0.000 Significant
Training>Performance 0.316 5,168 0.000 Significant
Self-Esteem->Job satisfaction 0.297 5,198 0.000 Significant
Self-Esteem—>Performance 0.201 3,199 0.001 Significant
Training>Job 0.105 3,469 0001  Significant
satisfaction>Performance
Self-Esteem-3Job 0.080 3,179 0.001  Significant

satisfaction=>Performance

Source: Field research data processed (2025)

The results of the path significance test (Table 6) show that all relationships between
variables in the structural model have t-statistics values greater than 1.96 and P-values less than
0.05. Based on the structural model evaluation criteria in the SEM-PLS approach according to
Hair et al. (2021), this indicates that all paths have a statistically significant influence at the 95%
confidence level. Thus, all hypotheses proposed in this study are proven and accepted.

First, the training pathway to job satisfaction has a coefficient of 0.392 with a t-statistic of
7.845 (p = 0.000) in Table 6, indicating that training has a positive and significant effect on job
satisfaction. This finding supports the view of Human Capital Theory (Becker, 1964), which
asserts that training is an organizational investment in improving employee competence and
positive attitudes toward work.

Second, the path of self-esteem to job satisfaction (coefficient 0.297; t Statistics 5.198; p =
0.000 in) in Table 4.9 is also significant, meaning the higher the employee's self-esteem, the
higher the perceived job satisfaction. This finding is consistent with Rosenberg's (1965) Self-
Esteem theory and Bandura's (1986) Social Cognitive theory, where positive self-perceptions
increase internal motivation and positive attitudes toward work.

Third, the path of job satisfaction to employee performance (coefficient 0.269; t Statistics
4.119; p = 0.000) in Table 6 is also significant, supporting Herzberg's Two-Factor Theory, which
states that job satisfaction is a primary driver of intrinsic motivation and performance.
Employees who are satisfied with their work environment tend to perform better, both in terms
of productivity and loyalty.

Fourth, the training-to-employee performance relationship (coefficient 0.316; t-statistic
5.168; p = 0.000) in Table 6 shows a significant positive relationship. This reinforces the concept
of transfer of training, namely the ability of employees to apply training outcomes to real-world
work, thus impacting performance improvement (Noe, 2017).

Fifth, the path of self-esteem to employee performance (coefficient 0.201; t Statistics
3.199; p = 0.001) in Table 6 is also significant. This result aligns with Bandura's (1997) Social
Cognitive Theory, which states that high self-efficacy and self-esteem encourage individuals to
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behave more proactively, persistently, and confidently in achieving work goals. In addition to the
direct effect, the analysis also shows a significant mediating effect.

The training pathway on employee performance, mediated by job satisfaction, has a
coefficient of 0.105 (t Statistics 3.469; p = 0.001) in Table 6, indicating that job satisfaction
partially mediates the relationship between training and performance. This means that training
not only directly impacts technical skills but also increases satisfaction, which then strengthens
performance.

Similarly, the path of self-esteem to employee performance through job satisfaction has
a coefficient of 0.080 (t Statistics 3.179; p = 0.001) in Table 6, indicating significant partial
mediation. This strengthens the conceptual model that self-esteem influences performance both
directly and indirectly through job satisfaction as an affective mediator. Overall, these results
indicate that the structural model has met the basic principles of SEM-PLS, namely being able to
explain the causal relationship between latent variables with strong predictive validity. This
model also illustrates that improving employee performance at PT KPI RU Il Plaju is more
effectively achieved through strengthening training and psychological aspects (self-esteem)
accompanied by increased job satisfaction as the main affective bridge.

Table 7. Mediation Categorization

Original t Statistics P Mediation
Sample (O) (|O/STDEV|) Values Category

Mediation Training ->
tonshi crPloyes 0.316 5,168 0.000
Relationship 1
ini Performance |
(Training -> Job .

Training -> Job

Satisfaction -> Satisfaction -> Mediation
Employee 0.105 3,469 0.001
Employee
Performance)
Performance
Mediation Self-Esteem ->
Relationship 2 (Self- Employee 0.201 3,199 0.001
Esteem -> Job Performance _

. . Partial
Satisfaction -> Self-Esteem -> Job o
Employee Satisfaction -> Mediation

ploy atistaction - 0.08 3,179 0.001
Performance) Employee

Performance

Source: data processed by researchers, 2025

The test results on Mediation Relationship 1 (training on performance with job
satisfaction mediation) in Table 7 show that the direct effect of training on employee
performance is significant (B = 0.316; P-value = 0.000) and the indirect effect through job
satisfaction is also significant (8 = 0.105; P-value = 0.001). Thus, job satisfaction is proven to play
a role as a partial mediator in this relationship, which means that training not only directly
affects employee performance, but the effect is also strengthened through job satisfaction.

The results of the second mediation relationship test showed that the direct effect of
Self-Esteem on Employee Performance was significant (f = 0.201; p-value = 0.001). The indirect
effect through Job Satisfaction was also significant (B = 0.08; p-value = 0.001). Since both paths—
direct and indirect—were equally significant, it can be concluded that Job Satisfaction acts as a
partial mediator in the relationship between Self-Esteem and Employee Performance.
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DISCUSSION

The Effect Of Training On Employee Job Satisfaction

The results of the path analysis (PLS-SEM) indicate that training has a positive and
significant effect on job satisfaction. Thus, Hypothesis H1, which states that training has a
positive and significant effect on job satisfaction, is proven and accepted. Substantially, these
results confirm that the better the quality and relevance of the training program provided by the
company, the higher the level of employee job satisfaction. Training plays a role not only as a
means of improving skills and knowledge, but also as a form of organizational recognition and
support for employee self-development. When employees feel cared for and facilitated to grow,
they tend to feel higher satisfaction with their jobs, superiors, and work environment.

This finding is consistent with the viewNoe (2018)which states that training is a crucial
practice in human resource management aimed at improving employee competence, readiness,
and confidence in carrying out their duties. Through structured and relevant training, employees
gain role clarity, career opportunities, and a sense of appreciation for their contributions. This
directly contributes to increased job satisfaction by creating a positive perception of the
organization and the work they perform.

Empirically, the results of this study are in line with the findingsAfuan et al.
(2024)AndElagaili et al. (2024)which shows that effective training can increase employee
satisfaction and loyalty. Similar results were also found byGazi et al. (2024)as well asAnggaini et
al. (2024), which confirms that training makes a significant contribution to job satisfaction and
has a positive impact on various organizational outcomes, such as employee performance,
commitment, and retention.

However, these results contradictWinarno (2023)which revealed that training actually
had a negative and insignificant effect on employee job satisfaction. In his research, Winarno
explained that although the training provided by the institution was perceived as being
appropriate to employee needs, both in terms of the type of training and its relevance to the job
field, the results still failed to improve job satisfaction. In fact, some employees reported that the
training they received actually helped resolve workplace issues and made it easier to perform
their duties.

From the perspective of Social Cognitive Theory(Bandura, 1963)This finding can be
explained through the reciprocal determinism mechanism, which positions training as an
environmental stimulus capable of shaping employees' personal factors and work behavior.
Relevant training, supported by social environments such as superiors and coworkers, provides
successful experiences that strengthen and enhance employee self-esteem. This strengthening
of psychological factors then plays a role in shaping positive perceptions of work and the
organization, which is reflected in increased job satisfaction. Thus, training functions not only as
a technical intervention but also as a psychosocial process that contributes to the formation of
employee self-confidence, motivation, and engagement in the daily work context, as described in
the SCT framework.

Thus, it can be concluded that training is a strategic instrument in improving employee
job satisfaction. At PT Kilang Pertamina Internasional RU Il Plaju, the effectiveness of training not
only impacts technical competency but also builds employee confidence, engagement, and pride
in the company. Therefore, improving the quality of training, particularly in terms of material
relevance and opportunities for applying training outcomes in the workplace, will be a crucial
factor in driving higher job satisfaction in the future.

The Influence Of Self-Esteem On Employee Job Satisfaction

The results of the path analysis (PLS-SEM) show that self-esteem has a positive and
significant influence on job satisfaction. Thus, Hypothesis H2, which states that self-esteem has a
positive and significant influence on job satisfaction, is proven and accepted. Theoretically, this
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finding aligns with the basic concept of self-esteem proposed byRosenberg (1965), namely an
individual's subjective evaluation of themselves related to self-confidence, self-esteem, and
perception of their own abilities. Employees with high levels of self-esteem tend to have a strong
belief in their own competence, are optimistic, and assess job factors such as compensation,
relationships with coworkers, and superiors' leadership styles more positively. This psychological
state ultimately results in higher levels of job satisfaction because employees are able to
interpret work experiences adaptively and constructively.

From the perspective of Social Cognitive Theory(Bandura, 1963)These findings confirm
that self-esteem plays a significant role as a personal factor influencing employees' perceptions,
motivation, and evaluations of their work experiences. Within the reciprocal determinism
framework, self-esteem is not only formed from experiences of success and social support in the
workplace, but also influences how individuals interpret organizational situations, including job
satisfaction, relationships with coworkers, and the leadership style of their superiors. When
employees have strong self-worth, self-competence, social confidence, and self-respect, they
tend to display more adaptive psychological responses, are more resilient to work pressure, and
are better able to internalize positive experiences from their work environment. This mechanism
explains why increased self-esteem contributes to increased job satisfaction, in line with the SCT
principle that personal, behavioral, and environmental factors influence each other
simultaneously and dynamically.

Empirically, the results of this study are consistent with the findingsGhaleh et al.
(2024)AndWicaksono & Ratnawati (2022)which shows that self-esteem has a significant influence
on job satisfaction. In fact, a longitudinal study byKrauss & Orth (2022)strengthens this finding by
stating that self-esteem can predict long-term job satisfaction, where individuals with high self-
esteem tend to have emotional stability and positive perceptions of their work over time.

However, this study is not in line with the findingsPakanan et al. (2023)AndAudina
(2024).Pakanan et al. (2023)reported that self-efficacy has a positive but insignificant influence on
job satisfaction. These findings indicate that employees' level of confidence in completing tasks
does not directly increase job satisfaction, especially when self-efficacy is not supported by
superiors or coworkers. In other words, even if employees feel capable, the lack of social support
and a conducive work environment can prevent this confidence from having an impact on
increasing job satisfaction. Meanwhile,Audina (2024)found that self-esteem also had no
significant effect on job satisfaction. This insignificance arose because some employees
demonstrated low levels of self-control over their work and felt a lack of confidence in carrying
out their duties. This condition meant that their self-esteem was not strong enough to influence
their perceptions of job satisfaction.

However, despite its statistically significant influence, the practical power of self-esteem
in explaining the variance in job satisfaction (Y) is still categorized as small. Based on the results
of the Effect Size Test (f2) in Table 4.16, it is included in the Small category. This indicates that
although self-esteem has an important role, its practical contribution is still lower compared to
the training variable (X1). Descriptively, the self-esteem variable is generally in the Normal
category, but its weakest dimension is self-respect, which indicates that some employees still
experience difficulty in maintaining a sense of self-worth after facing failure or criticism.
Therefore, to improve job satisfaction (Y) which is still in the Low category, management needs to
focus on efforts to strengthen self-esteem, especially by improving the self-respect dimension.
This intervention is important so that employees' self-confidence becomes more stable, resilient
to work pressure, and able to form a positive perception of the work environment and
organizational experience as a whole.

The Impact Of Training On Employee Performance

The results of the path analysis (PLS-SEM) indicate that training has a positive and
significant influence on employee performance. Thus, Hypothesis H3, which states that training
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has a positive and significant influence on employee performance, is proven and accepted.
Theoretically, this finding is highly relevant to Becker's (1964) view in Human Capital Theory,
which asserts that training is a form of strategic organizational investment to improve the quality
of human resources. Through targeted and continuous training, employees acquire new
knowledge and skills that can increase work effectiveness and productivity. Training also helps
reduce competency gaps, strengthen work readiness, and improve work behavior, which
ultimately has a direct impact on improving individual and organizational performance.

From the perspective of Social Cognitive Theory(Bandura, 1963), the positive influence of
training on employee performance can be explained through the mechanisms of self-efficacy
formation and behavioral changes resulting from the social learning process. Training provides
successful experiences, opportunities for observation through modeling, and social support
from instructors and coworkers—three primary sources of self-efficacy strengthening within the
SCT framework. When self-efficacy increases, employees tend to demonstrate higher effort,
persistence in the face of obstacles, and better self-regulation skills in carrying out tasks. This
combination directly contributes to more optimal work performance. Thus, training not only
equips employees with technical skills but also influences psychological and social aspects that
strengthen motivation, work discipline, and the effectiveness of daily work behavior.

Empirically, the results of this study are consistent with the findingsKurniawan et al.
(2024),Giday & Elantheraiyan (2023) And Herjuna et al. (2024) which states that continuous
training can increase productivity and reduce occupational safety risks. In addition, a study
conducted by Martins (2021) also shows that training has a positive influence on overall
company productivity and performance. However, although training is statistically significant, the
Effect Size (f2) test results in Table 4.16 show a small value. This indicates that the practical
contribution of training in explaining employee performance variance is relatively limited, and
there is the possibility that other factors outside the model, such as reward systems,
organizational culture, or intrinsic motivation, also influence performance levels. Furthermore,
this study also contradictsWinarno (2023) And Khairunnisa & Gulo (2022) who found that training
had a negative and insignificant effect on employee performance.

Overall employee performance currently remains low. Therefore, this study emphasizes
the importance of more targeted training oriented to actual work needs. Development should be
focused on suboptimal performance dimensions, such as work quality and punctuality (both of
which are in the normal range), so that training efforts can contribute more significantly to
improving employee performance and achieving the company's operational targets.

The Influence Of Self-Esteem On Employee Performance

The results of the path analysis (PLS-SEM) indicate that self-esteem has a positive and
significant influence on employee performance, thus Hypothesis H4 is proven and accepted.
Theoretically, this finding is supported by the view that self-esteem is closely related to work
motivation, courage to take initiatives, and perseverance in facing challenges. Individuals with
high self-esteem tend to be more confident in carrying out tasks, are more courageous in taking
initiatives (a dimension that is still weak in the aspect of employee Interpersonal Skills), and have
better psychological resilience in facing difficulties. This strong self-confidence ultimately
contributes to improved performance.

Theoretically, this finding is in line with Social Cognitive Theory(Bandura, 1963)which
emphasizes that human behavior is the result of reciprocal interactions between personal,
environmental, and behavioral factors. In this context, self-esteem functions as a personal factor
that influences how individuals view their abilities, establish behavioral standards, and motivate
work actions. Empirically, these results are consistent with research.Abukhalifa & Kamil (2022)
And Orth & Robins (2022) which shows that self-esteem has a significant effect on performance.
Similar findings were also put forward byjorge et al. (2023) in the academic context andSulaimiah
et al. (2024) on health workers, which confirms the universality of the influence of these
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psychological factors on work results in various sectors, although not in line withPakanan et al.
(2023)who found that self-esteem had a negative and insignificant effect on employee
performance.

However, this direct influence is the weakest among all the pathways that influence
employee performance, as indicated by the path coefficient value of 0.201. In addition, the Effect
Size (f?) test results for the self-esteem pathway on employee performance are included in the
small category. The small Effect Size strength indicates that, although this relationship is
statistically significant, the practical contribution of self-esteem to variations in employee
performance is relatively limited. This can be attributed to the fact that the weakest dimension of
self-esteem is self-respect, which indicates that employees easily lose confidence after
experiencing failure. Therefore, although self-esteem is proven to be important, managerial
interventions to improve employee performance (Z) which is still categorized as low overall
should focus on efforts to build mental resilience and independence, so that self-confidence can
be translated into superior performance.

The Influence Of Job Satisfaction On Employee Performance

The results of the path analysis (PLS-SEM) show that job satisfaction has a positive and
significant influence on employee performance, so that Hypothesis H5 is proven and accepted.
Theoretically, this finding is in line with the definition of job satisfaction.Locke (1969) which states
that job satisfaction is a positive emotional state that arises from the evaluation of a person's
work or work experience. Within the framework of Social Cognitive Theory(Bandura, 1963)job
satisfaction can be understood as a form of self-reaction or self-evaluation of work results and
work environment conditions. When work experiences are assessed as positive and satisfying,
individuals will provide self-rewards through increased motivation, intentions to exert greater
effort, and encouragement to maintain adaptive work behaviors.

Empirically, these results are in line with the findingsWicaksono & Ratnawati
(2022),Sulaimiah et al. (2024), AndHusain et al. (2023)which shows that job satisfaction has a
significant influence on employee performance in various organizational contexts, but is contrary
toNurhasanah & Sarah (2025)which states that job satisfaction has a negative and insignificant
effect on employee performance. This finding reinforces the view that job satisfaction not only
impacts individual psychological aspects but also contributes to overall organizational
productivity.

Although statistically significant, the Effect Size (f2) test results in Table 4.16 indicate that the
contribution of job satisfaction in explaining employee performance variance (Z) is small. This
means that job satisfaction, although a valid driver of performance, is not the only major factor
that substantively explains the variation in employee performance (Z), which is still generally low.

The managerial implications of these findings suggest that to improve performance,
management needs to focus interventions on the most critical dimensions of job satisfaction,
particularly Supervision and Pay, which are both low. Improvements in these two aspects are
believed to foster stronger positive emotional states, thereby maximizing the performance-
boosting effects of job satisfaction on a sustainable basis.

The Intervening Role Of Job Satisfaction In The Relationship Between Training And
Employee Performance

The results of the mediation analysis indicate that job satisfaction significantly mediates
the relationship between training and employee performance, and hypothesis H6 is proven and
accepted. This finding identifies Job Satisfaction as a partial mediator because Training still has a
significant direct influence on employee performance, but its effect is strengthened by this
mediation pathway. Thus, the total influence of training on employee performance is greater.

In the perspective of Social Cognitive Theory(Bandura, 1963)This mechanism occurs
through self-evaluative processes that influence how individuals respond to training
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experiences. When training is perceived positively, employees react with feelings of satisfaction,
pride, and appreciation from the organization.Substantially, the results of this partial mediation
prove that job satisfaction acts as an important bridge that translates increased competence
(due to training) into optimal work behavior. This mediation mechanism is in line with the
viewBaron & Kenny (1986)which explains the function of the mediating variable as a link
between the independent and dependent variables. Positive training increases satisfaction
because employees feel valued and see opportunities for development (promotion). This
satisfaction then triggers high motivation and additional effort to improve performance,
complementing the performance improvements gained from direct technical knowledge
transfer.

These findings empirically support the researchAfuan et al. (2024)AndGazi et al. (2024),
which shows that job satisfaction plays a crucial role in mediating the relationship between
training and performance. These results also successfully address the contradictions found in
other studies, such asAriani et al. (2024)which reported that Job Satisfaction was not significant
as a mediator. Thus, this study confirms the importance of the mediating role of job satisfaction
in the specific context of the Production Function of PT Kilang Pertamina Internasional RU llI
Plaju.

The managerial implication is that, because employee job satisfaction remains low,
management is advised to intervene in weak job satisfaction factors, particularly in the areas of
supervision and pay. This step will serve a dual purpose: maximizing the full potential of each
training program and ensuring overall employee performance improvement, both through skills
and work attitudes.

The Intervening Role Of Job Satisfaction In The Relationship Between Self-Esteem And
Employee Performance

The results of the mediation analysis indicate that job satisfaction significantly mediates
the relationship between self-esteem and employee performance, meaning that hypothesis H7 is
proven and accepted. This finding identifies job satisfaction as a partial mediator, as self-esteem
still has a significant direct influence on employee performance, but its total effect is stronger
through this mediation pathway.

Theoretically, these results align closely with the Social Cognitive Theory framework,
which emphasizes that human behavior is influenced by the reciprocal interaction between
personal factors, the environment, and the behavior itself. In this context, self-esteem is a
cognitive-affective personal factor that influences how employees evaluate their work.
Individuals with high self-esteem tend to engage in positive cognitive appraisal, viewing work
tasks as challenging but manageable, which then increases job satisfaction. This job satisfaction
becomes an affective state that strengthens motivation and self-regulation—two core
mechanisms in SCT—which ultimately influence behavioral outcomes in the form of improved
performance. Thus, job satisfaction acts as an internal mechanism that translates self-esteem
into more effective and productive work actions.

Empirically, these results are consistent with the findingsWicaksono & Ratnawati
(2022)AndMaulidiyah (2019)which shows that job satisfaction mediates the relationship between
self-esteem and performance. In fact,Krauss & Orth (2022)prospectively proves that self-esteem
can influence job success through job satisfaction. This finding also provides clarification to the
resultsSulaimiah et al. (2024)who reported that the mediation relationship was not significant,
asserting that in the context of industrial organizations, the mediation effect can be significant
when employee psychological factors are optimally facilitated.

From a managerial perspective, although self-esteem and performance demonstrate a
direct relationship, the maximum potential of self-esteem can only be realized if job satisfaction
is enhanced. Therefore, management needs to create a work environment that not only values
competence but also supports employees' psychological aspects. The main focus is directed at
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strengthening the self-respect dimension and improving weak job satisfaction factors, especially
supervision. This approach is believed to be able to stabilize employee self-esteem, thereby
converting it into more optimal and sustainable performance improvements.

CONCLUSION

Based on the results of the PLS-SEM analysis on the Production Function of PT Kilang
Pertamina Internasional RU Il Plaju, it was found that Training and Self-Esteem directly and
significantly influenced the increase in Job Satisfaction and Employee Performance. Furthermore,
Job Satisfaction also had a positive and significant effect on Employee Performance, and acted as
a partial mediating variable. This partial mediation indicates that the influence of Training and
Self-Esteem on performance not only occurs directly (through competence and motivation), but
also indirectly by increasing Job Satisfaction first. This finding confirms the importance of
psychological factors (Self-Esteem and Job Satisfaction) as an important channel that
complements technical investment (Training) in an effort to optimize employee performance in a
high-risk industrial environment.

This research was conducted solely within the Production Function of PT Kilang
Pertamina Internasional RU Ill Plaju. This limits the generalizability of the findings. The unique
employee characteristics, company culture, and occupational risks in this specific oil and gas
sector and location may not fully represent conditions in other industries or companies. Future
researchers are advised to expand the scope of the study to other functions, departments, or
companies in the oil and gas sector (e.g., exploration or distribution) or even other high-risk
industrial sectors (e.g., mining or construction). This will increase the generalizability of the
findings regarding the role of self-esteem and job satisfaction in performance.
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