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INTRODUCTION

Human resources or employees are an important asset to support the success of an organization.
Through good human resource management in the organization, the organization can survive and
develop in the era of increasingly advanced globalization (Rizki & Sulistyan, 2022). Human
resources in an organization consist of superiors and subordinates. Every employee or person who
works in an organization certainly has their own role and function, so that in determining the duties
and functions of each employee they must be in accordance with their abilities and knowledge so
that employee performance can be maximized and according to objectives (Sulistyan, Lukiana, et
al., 2022). Performance can be known and measured if an individual or group of employees has
criteria or benchmark success standards set by the organization (Rizki & Sulistyan, 2022; Sulistyan,
Carito, et al., 2022).
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It is very important for employee performance in Indonesia to be evaluated every certain period to
maintain performance stability and improve employee performance. One of them is the Bandung
City Transportation Department, which often receives special attention because it is considered
incapable of handling the current traffic jams. Several media reported a lot about traffic jams in
Bandung City, including CNN Indonesia (www.cnnindonesia.com, 2023) which reported that “The
Cause of Traffic Jams in Bandung: The Number of Vehicles Almost Equals the Population™. This
requires a performance evaluation from the Bandung City Transportation Department to prevent
negative perceptions from the public.

The performance of employees at the Bandung City Transportation Department does not receive a
good response from the public. This is because it is still not optimal in overcoming traffic jams
(Rachmadona et al., 2022). In this case, there needs to be a breakthrough or new innovation to
improve employee performance (Hadi et al., 2020). If employee performance problems are left
unchecked, there will be several negative impacts, including decreased organizational performance
(Rehman et al., 2019), If employee performance problems are left unchecked, there will be several
negative impacts, including decreased organizational performance (Marques-Quinteiro et al., 2018),
decreased productivity (Sulistyan, 2020), decreased performance administration (Zega, 2022), and
many other factors.

Employee performance can be overcome by several factors including motivation (Astutik &
Suhermin, 2022; Guterresa et al., 2020), leadership style (Guterresa et al., 2020), compensation
(Zaeni et al., 2022), work environment (Astutik & Suhermin, 2022; Zaeni et al., 2022),
organizational support (Chen et al., 2020), reducing bullying and coworkers (Arifin et al., 2020), and
many other factors that can improve employee performance. At the Department of Transportation of
the City of Bandung, the domination is organizational support and training. Organizational support
is important in efforts to increase performance (Chen et al., 2020). There are also findings which
state that support from the organization is not important in efforts to improve performance (Sulistyan
et al., 2020). Training is also important in efforts to increase performance (Zia-ur-Rehman et al.,
2020). However, other findings found that training did not play an important role in improving
performance (Guterresa et al., 2020). There is a research gap from the results of previous studies. It
is important to prove related to efforts to increase performance through organizational support and
training at the Bandung City Transportation Service.

Performance impovement with support and training is explained using social exchange theory. This
theory was first put forward by Blau pada tahun 1964 (Blau, 1964) which explained the concept of
the provision of social relations in the exchange process. This theory (Roloff, 2015) explains the
antecedents, processes and outcomes of exchange. The application of this theory has developed to
be used to explain the exchange process of the support provided by the organization in an effort to
improve performance. The increase in performance will also have an impact on improving the
organization. So there is a return on what the organization has given to employees, and conversely
employees give their best for the progress of the organization (Sulistyan et al., 2020). Likewise with
the training programs provided by the organization. The existence of training is able to improve
performance, and in return employees who are given training will increase competence. Increasing
employee competence from training programs will also have a positive impact on organizational
progress (Sulistyan, 2020).

This study directly analyzes the important role of organizational support and training in efforts to
improve employee performance. The results of the analysis using VVos Viewer appear in the research
network visualization taken from 459 articles from 2018 to 2022, showing that employee
performance has not been found to be related to organizational support and training programs. This
is a gap where researchers can take novelty by building relationships between these variables.
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Figure 1. Research Network Visualization
Source: Previous Research Survey Data (2018-2022)

In an effort to improve employee performance at the Bandung City Transportation Service, using a
role analysis approach from the support provided by the organization and the training programs
implemented. The purpose of this study was to examine and analyze the important role of
organizational support and training in an effort to improve the performance of Bandung City
Transportation Department employees. The benefit of this research is to contribute to science related
to improving employee performance and contribute to the development of social exchange theory
in the implications of organizational performance. The benefits for the Bandung City Transportation
Department are as performance evaluation material and part of efforts to improve employee
performance.

METHODS

This research is quantitative research by testing and analyzing causal relationships (cause-effect).
The research was carried out by surveying the Bandung City Transportation Department from
November to December 2022. This analysis was carried out as an effort to collect initial data to
support the research problem. Data sources are obtained from internal and external data. Internal
data was obtained from the Bandung City Transportation Department in the form of employee data.
External data in the form of community satisfaction survey results regarding the performance of
Bandung City Transportation Service employees. The results of initial data collection are supported
by literature sources, namely primary and secondary sources.

The population in this study were all employees of the Bandung City Transportation Service totaling
283 employees. Samples were taken using the slovin formula totaling 166 respondents. The
sampling technique uses probability sampling in the form of simple random sampling. The simple
random sampling technique (Hikmawati, 2020) is a method of taking samples from all members of
the population at random without paying attention to existing strata. Samples were obtained using
the excel application.

The indicators used to measure the performance of employees developing the results of previous
research are quality, quantity, timeliness, and responsibility (Sulistyan et al., 2020). Indicators of
organizational support were developed from the results of previous research in the form of caring,
consideration, help solving problems, forgiving mistakes (Sulistyan & Ermawati, 2020). raining
indicators include employee training needs, training planning, training evaluation and rotation
(Utrilla et al., 2022). The indicators were developed into questionnaire statement items which were
measured using a Likert scale of 1 to 10. The indicators that had been developed were tested using
30 respondents and their validity and reliability were measured before being widely distributed to
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all samples. Testing the validity of the research instrument looks at the extent to which the instrument
used can be stated as an appropriate measuring instrument. By using the minimum limit criterion,
the Pearson correlation value is 0.30. While reliability testing looks at the extent to which the
instrument is reliable. The reliability testing criteria can be accepted if the Cronbach's alpha value is
more than 0.60.

The data collection technique was carried out using primary data obtained by distributing closed and
open questionnaires. The closed questionnaire consists of respondent data and items stating the
results of developing indicators for each variable. Open questionnaires consist of open answers by
respondents to provide an overview of the answers to the statement items they chose. Questionnaires
were distributed to all selected respondents at the research location, namely the Bandung City
Transportation Department.

Data analysis was carried out using descriptive and inferential statistical analysis using the SPSS
program. Descriptive statistics (Sudaryono, 2018) are statistics used to analyze data by describing
or illustrating the data that has been collected as it is without the intention of making general
conclusions or generalizations. Inferential statistics is a statistical technique used to analyze sample
data and apply the results to the population. In this research, inferential statistical analysis techniques
were carried out by testing classical assumptions (normality, multicollinearity and
heteroscedasticity), multiple linear regression analysis, model testing and hypothesis testing. The
hypotheses developed are:

H1: Organizational support plays an important role in improving employee performance

H2: Training plays an important role in improving employee performance

Criteria for testing the hypothesis by looking at the level of significance resulting from the SPSS
output results. If the significance value is below 5%, then the hypothesis is accepted, and if the
significance level is above 5%, then the hypothesis is rejected.

RESULTS AND DISCUSSION

Research result

Respondents in this study amounted to 166 employees of the Bandung City Transportation Service.
The results of data collection through distributing questionnaires obtained descriptions of
respondents which included gender, age, education level and length of service. The data obtained
are as follows:

Table 1. Description of Respondents

No Description Frequency Percentage (%)
1  Gender
Man 147 88,6
Women 19 11,4
2 Group
| 5 3,0
1 78 47,0
i 82 49,4
v 1 0,6
3 Level of education
Elementary School/Equivalent 4 2,4
Middle School/Equivalent 12 7,2
High School/Equivalent 68 41,0
Diploma 1 6,0
S1 77 46,4
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S2 4 2,4
S3 0 0,0
Source: Processed Data (2023)

Based on table 1, the interpretation obtained is that the data regarding 116 respondents came from
employees of the Bandung City Transportation Department. In terms of gender, the majority of
respondents were men (88.6%), while women were only a small portion of the total respondents
(11.4%). Based on group, the distribution of respondents was quite evenly distributed. Group Il has
the highest percentage (47.0%), followed by Group 111 (49.4%). Meanwhile, Group | has a lower
percentage (3.0%), and only one respondent falls into Group IV (0.6%). When looking at education
level, the majority of respondents had a high school/equivalent level (41.0%) and a bachelor's degree
(46.4%), which shows a relatively even educational composition. There were also a number of
respondents with lower levels of education such as elementary school/equivalent (2.4%) and junior
high school/equivalent (7.2%), as well as some who had higher levels of education such as diploma
(6.0%) and master's degree (6.0%) 2.4%), while S3 is not represented. Overall, this data describes
the group of Bandung City Transportation Service employee respondents who are dominated by
men with varying levels of education, but the majority have a high school/equivalent or bachelor's
degree background. The distribution of groups also tends to be even, with the majority falling into
Groups Il and II.

The results of testing the validity and reliability in this study are explained as follows:

Table 2. Validity and Reliability Test Results

No Variable and Indicator Validity Reliability Information

1  Organizational Support 0,699 Reliable
Concern 0,636 Valid
Consideration 0,755 Valid
Troubleshooting Assistance 0,766 Valid
Forgive Mistakes 0,752 Valid

2 Training 0,803 Reliable
Training Needs 0,852 Valid
Training Planning 0,850 Valid
Training Evaluation 0,839 Valid

3 Employee Performance 0,737 Reliable
Quality 0,697 Valid
Quantity 0,730 Valid
Punctuality 0,782 Valid
Responsibility 0,780 Valid

Source: Processed Data (2023)

Table 2 shows the validity value data of several variables and indicators related to aspects of
organizational support, training, and employee performance. Validity measures the extent to which
a measurement instrument can actually measure the desired concept, so that a high validity value
indicates that the instrument is quite capable of measuring the variables involved. First, in the
organizational support variable, all indicators such as caring, consideration, problem solving
assistance, and forgiving mistakes show a fairly high validity value, with a score above 0.3. This
indicates that this instrument is effective in measuring organizational support variables related to
these aspects. Second, the training variable also shows positive results in terms of validity. The
indicators of training needs, training planning and training evaluation have a high validity value,
above 0.3, indicating that this instrument is effective in measuring aspects of training within an
organizational environment. Third, employee performance variables, indicators such as quality,
quantity, timeliness, and responsibility also have an adequate validity value, which is above 0.3.
This suggests that this instrument is successful in measuring employee performance dimensions in
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the desired context. Overall, the interpretation results show that the measurement instrument used
has a fairly high validity value in measuring concepts such as organizational support, training, and
employee performance. This provides a strong basis for relying on this instrument in further analysis
of these variables in an organizational context.

The data provided in table 2 also includes the reliability values of several variables related to
organizational support, training and employee performance. Reliability measures the extent to which
a measurement instrument provides consistent and reliable results on repeated measurements. The
criteria can be said to be reliable if the test produces a value of 0.60. All variables have shown values
above these provisions. First, the organizational support variable has a reliability value of 0.699,
which indicates that this instrument has a good level of consistency in measuring organizational
support constructs. This shows that the measurement results on the indicators under this variable are
reliable and give similar results when repeated at different times. Second, the training variable also
shows positive results in terms of reliability. With a reliability value of 0.803, this instrument shows
a good level of consistency in measuring concepts related to training. These results indicate that this
instrument is reliable in measuring training aspects in various situations. Third, employee
performance variable, a reliability value of 0.737 indicates that this instrument has an adequate level
of consistency in measuring employee performance dimensions. This shows that the measurement
results related to quality, quantity, timeliness, and employee responsibility are reliable and provide
consistent results on repeated measurements. Overall, the interpretation results show that the
measurement instruments used in this study have a good level of reliability in measuring variables
such as organizational support, training, and employee performance. These results provide
confidence that this instrument can provide consistent and reliable results in measuring these
constructs in an organizational context.

The results of regression analysis and hypothesis testing in this research are described as follows:

Table 3. Results of Regression Analysis and Hypothesis Testing

No Effect B Sig Information
1 Organizational Support -> 0,160 0,10 Hypothesis
Employee Performance Accepted
2  Training -> Employee 0,743 0,00 Hypothesis
Performance Accepted
3  Constant 4,101 0,00

Source: Processed Data (2023)

The results of the analysis in table 3 show that there is a relationship between organizational support
and employee performance seen from a significance value of 0.10 below 0.05 (5%). The regression
coefficient (B) of 0.160 indicates that each one-unit increase in the organizational support score is
correlated with an increase of 0.160 in employee performance scores. The positive direction of this
coefficient indicates that increasing organizational support is associated with increasing employee
performance.

The results of the analysis in table 3 also show that training has a significant effect on employee
performance seen from a significance value of 0.00 below 0.05 (5%). The regression coefficient (B)
of 0.743 indicates that every one-unit increase in training score is correlated with a sizable increase,
namely 0.743, in employee performance scores. The positive direction of this coefficient indicates
that an increase in training provision is associated with an increase in employee performance.

Discussion
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The Effect of Organizational Support on Employee Performance

The results of the analysis show that there is a significant relationship between organizational
support and the performance of Bandung City Transportation Department employees.
Organizational support, which is measured through indicators of concern, consideration, problem
solving assistance, and forgiving mistakes, has a real influence on employee performance, which is
measured through indicators of quality, quantity, timeliness, and responsibility. The results of this
study support the results of research conducted by Chen et al. (2020) which states that organizational
support is important in efforts to improve performance. The effect of organizational support on
employee performance can be explained through the principles of social exchange theory, where
support is considered as a reward given by the organization to employees in response to their
contributions and efforts. In this exchange, employees feel compelled to provide better performance
in response to the support they receive, creating mutually beneficial and sustainable relationships
between individuals and organizations (Sulistyan et al., 2020).

The importance of organizational support for employee performance can be seen from the results of
the analysis. Dimensions of organizational support such as caring, consideration, problem solving
assistance, and forgiving mistakes, which reflect a supportive and empathetic work environment,
have a positive impact on various aspects of employee performance. This can be interpreted that the
higher the level of organizational support provided to employees in terms of concern for their needs,
consideration in decision making, assistance in solving problems, and the ability to forgive mistakes,
the higher the level of employee performance in terms of quality of work produced, quantity of work
completed, timeliness in completing tasks, and responsibility for the tasks assigned.

In the context of the Bandung city transportation department, these results can have significant
implications. Organizational support provided to employees can help create a more positive and
productive work environment, which in turn can improve employee performance in providing
services and carrying out tasks relevant to tasks in the field of transportation. Therefore, efforts to
increase organizational support, including caring, consideration, problem solving assistance, and the
ability to forgive mistakes, can be considered as an important strategy to improve employee
performance in the Bandung city transportation service.

The Effect of Training on Employee Performance

The results of the analysis show that there is a significant relationship between training and employee
performance in the Bandung city transportation service. Training, as measured by indicators of
training needs, training planning and training evaluation, has a real impact on employee performance
as measured by indicators of quality, quantity, timeliness and responsibility. The results of this study
support the results of research conducted by Zia-ur-Rehman et al. (2020) which shows that training
is important in efforts to improve performance. The linkage of training to employee performance in
the Bandung city transportation service, social exchange theory helps explain that training is not
only an effort to develop employee competence, but also as a form of reward provided by the
organization. Through give-and-take interactions, employees who receive training feel they have a
moral responsibility to provide better performance in response to the investment in training they
have received. Thus, training not only increases employee competence, but also creates mutually
beneficial relationships between individuals and organizations, which in turn can affect employee
performance improvement (Sulistyan, 2020).

The importance of training on employee performance can be explained through the results of this
analysis. Training indicators, such as training needs, training planning, and training evaluation,
reflect an organization's investment in improving employee competencies and skills. The results of
the analysis show that the more effective and targeted the training provided to employees in terms
of identifying training needs, planning appropriate training, and evaluating the impact of training,
the higher the level of employee performance in terms of quality of work produced, quantity of work
completed, timeliness in complete the task, and responsibility for the tasks given.
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These results have important implications for human resource management practice. Investment in
effective training can significantly influence employee performance improvement in the context of
the Bandung city transportation service. When organizations provide training that suits their needs
and are able to evaluate its impact, employees tend to have better competence in carrying out their
duties. Thus, the training provided to employees is not only an investment in individual
development, but also has the potential to be a key factor in increasing the operational efficiency
and effectiveness of the communications organization.

CONCLUSION

This research confirms that organizational support and training have a very important role in
improving the performance of Bandung city transportation service employees. The positive
influence of organizational support and training on employee performance can be seen through
quality, quantity, timeliness and responsibility in carrying out tasks. Therefore, to achieve higher
effectiveness and efficiency in transportation service operations, organizations need to focus on
developing a supportive work environment and providing appropriate and effective training to
employees. In this way, organizations can create mutually beneficial relationships between
employees and the organization, which has an impact on improving performance and achieving
organizational goals more optimally.

This study has limitations that need to be considered in the interpretation of the results. First, the
sample size may not adequately represent the variety of backgrounds and experiences of Bandung
city transportation service employees as a whole. Second, the use of questionnaires as a data
collection method can lead to response bias or subjectivity of interpretation. There is the potential
influence of other factors not measured in the analysis, such as motivation, leadership style,
compensation, work environment, and specific context factors. Finally, although the results of
statistical analyzes provide evidence of relationships between the variables studied, this approach
does not provide an in-depth understanding of the mechanisms underlying these relationships.
Therefore, while this study provides important insights, it should be considered with an
understanding of its limitations.

Based on research findings, the Transportation Department can consider several important
suggestions to improve employee performance and operational efficiency. First, it is necessary to
pay serious attention to the development of organizational support. This includes aspects such as
caring, consideration, assistance with problem solving, and the ability to forgive mistakes. Efforts
to strengthen this dimension can create a more positive work environment, supporting employee
creativity and productivity. Next, it is important to optimize training programs by ensuring that they
truly match the needs and challenges of the job. This involves ongoing identification of training
needs, careful planning, and thorough evaluation of the impact and effectiveness of training provided
to employees.

For further research, there are several directions that could be explored. First, exploring other factors
that can influence employee performance in the context of the transportation service will provide a
more holistic understanding. Incorporating qualitative approaches, such as interviews or
observations, can open a window into employee perceptions and experiences regarding
organizational support and training in influencing performance. Furthermore, considering
comparative studies between different transportation agencies or other industry sectors can help
identify variability and contextual aspects that influence the influence of organizational support and
training. Research that is broader in scope could also test the validity and applicability of these
findings to a larger employee population. Thus, the implementation of these suggestions and further
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research can make an important contribution to the development of better employee and operational
performance in the transportation service.
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