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 In facing business competition in the cement industry, PT Semen Baturaja (Persero) Tbk is mak-
ing creative and innovative breakthroughs. Poor procurement planning, competence in the pro-
curement of goods and services, hard skills and soft skills, ineffective coordination between divi-
sions, low culture and work discipline, as well as ineffective education and training are the main 
causes of the ineffective implementation of the e-Procurement system in the company. Employee 
performance in the e-procurement division is a concern in this study. This study aims to determine 
the influence of competence, education, training, and employee placement partially and simulta-
neously on employee performance at PT. Semen Baturaja (Persero) Tbk. This study uses a quan-
titative approach with a confirmative survey method that is descriptive and uses verification. The 
population and sample of this study is all employees in e-procurement division, as it uses a census 
sampling technique, amounting to 105 respondents. The data is gathered using questionnaire, doc-
umentation, and observation method. Furthermore, the data is then processed using SPSS 24 ap-
plication. The results of this study show that employee competence, education, training, and em-
ployee placement had positive effects on employee performance. The strategy to improve em-
ployee performance will be effective by first providing technical training to improve competence 
in the e-Procurement division, then rearranging the placement by paying more attention to the 
suitability of individual competencies, expertise, and abilities in carrying out the e-Procurement 
Standard Operating Procedure. 
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1. Introduction 
 
 

PT Semen Baturaja (Persero) Tbk is a state-owned enterprise (SOE) engaged in the cement industry located in southern 
Sumatra. The company has a tagline of “Inisiatif Tiga Gajah (Three Elephant Initiatives)” which includes cost leadership, 
market expansion, and business process streamlining. PT. Semen Baturaja (Persero) Tbk conducts business process stream-
lining to accelerate the decision-making process, such as the process of procuring goods and services. Since 2009, the pro-
curement of goods and services has been using the e-procurement system. However, the long process of procuring goods and 
services results in a stigma among the management that the process of procurement is slow.  The implementation of the tagline 
in cost leadership and business process streamlining requires PT Semen Baturaja (Persero) Tbk to revise the standard operating 
procedures (SOP) of the procurement of goods and services process in the company. It is expected that through the e-procure-
ment system, the procurement process would be faster, more transparent, effective, and efficient. However, in reality, the 
implementation of the process of procuring goods and services is still relatively long. The implementation of Key Performance 
Indicator (KPI) achievement has not been maximal in the last three years, as it can be seen from Table 1 below.  
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Table 1  
Realization of KPI Procurement of PT Semen Baturaja (Persero) Tbk 

Year Target KPI Realization 
Goods Services Total 

2017 100% 82,8 % 91,4 % 87,1 % 
2018 100% 83,2 % 93,2 % 88,2 % 
2019 100% 84,5 % 96.6 % 90,5 % 

Source: E-Procurement Division of PT Semen Batiraja (Persero) Tbk, 2020 
 

Table 1 illustrates the realization of the achievement of Key Performance Indicators from buyers during the last three years. 
It can be seen that the realization of performance in the e-procurement division in the procurement process is on the average 
of 88.6%. With these results, there are 11.4% of procurement processes that have not been fulfilled or achieved. The late 
process of procuring goods and services becomes the concern of the management of PT. Semen Baturaja (Persero) Tbk. The 
not yet optimal implementation of e-Procurement system of PT. Semen Baturaja (Persero) Tbk is caused by several obstacles 
that hinder employee performance, such as procurement planning that is not good yet, low competence of the procurement of 
goods and services field, low hard skills and soft skills, ineffective coordination between division, low culture and work 
discipline, ineffective education and training, inadequate work facility supports, lack of equipment used for the e-procurement 
system, lack of system maintenance and management, lack of availability of facilities and infrastructure, longer time to repair 
because the application is owned by a third party, changes regarding procurement, and organization support that is not yet 
maximal (Triastuti, 2019; Pokatong et al., 2015; Turere, 2013; Djoharamet al., 2014). The improvement of employee perfor-
mance becomes a solution so that the e-Procurement system can be implemented well (Damayanti et al., 2013). Based on the 
phenomenon above, the factors that influence employee performance are limited to the competency, education, training, and 
job placement variables. Therefore, this study aims to understand the influence of competence, education, training, and place-
ment partially and simultaneously toward employee performance in PT. Semen Baturaja (Persero) Tbk. 

2. Literature review  

2.1 The Influence of Employee Competence on Employee Performance 

Competence according to Wibowo (2007) is the ability to carry out or perform a job or task which is based on skills and 
knowledge, and is supported by the work attitude required by the job. Therefore, competence reflects skills or knowledge 
characterized by professionalism in certain fields, as superior in certain fields. Competence is the driving force of performance, 
the high or low quality of a performance, and the good or bad performance of certain activities (Ataunur & Ariyanto, 2016). 
Employees must further improve their competencies, so that employees can use their skills at work. Besides that, employees 
must also have deeper knowledge about the work they are doing (Posuma, 2013). Sudarmanto (2009) suggested that there are 
five operational competence variables, which consists of: (1) knowledge; (2) skills; (3) self-concept; (4) trait; and (5) motive. 
Triastuti (2019); Posuma (2013); Prasad et al., (2001); Zaim et al., (2013) found that competence has positive influence on 
employee performance. Therefore, based on the theory and previous studies, the first hypothesis is formulated, namely: 

H1: Employee competence has a positive influence on employee performance. 

2.2 The Influence of Employee Education on Employee Performance 

Hodgkinson & Foley (2003) explained that education is a process of forming fundamental skills intellectually and emotionally 
towards nature and fellow humans. It is supported by Rousseau (2003) that education provides us knowledge that maybe not 
truly needed in childhood, but is essential during adulthood. Education is very necessary in order to improve the quality of 
human resources in advancing the company, because education is the basic capital for employees in carrying out work and 
aims to help achieve tasks in order to achieve good work results (Kapahang et al., 2014). Indicators of education which become 
operational variables of education according to Rahardja & Umar Dan (2005) consist of: (1) level of education; (2) suitability 
of department; and (3) competence. Based on the theory and previous studies, hypothesis 2 is formulated as follows:  

H2: Employee education has a positive influence on employee performance. 

2.3 The Influence of Employee Training on Employee Performance 

According to Jusmaliani (2014) training is a process to train new people or people who will gain new placement with the basic 
skills needed to carry out the work. Rivai & Sagala (2011) added that training is a part of education that is related to the 
learning process to acquire and improve skills outside the existing education system in a relatively short time with methods 
that prioritize practice rather than theory. Training can help employees who have the expertise to work with new technology, 
help employees understand how to work effectively in teams, and prepare employees to be able to accept and work more 
effectively with each other, so that structured training can improve individual performance (Turere, 2013; Noe et al., 2010). 
According to Mangkunegara (2010) there are several indicators to measure training, namely: (1) Instructor: education and 
mastery of material; (2) Participants: passion about participating in training and selection; (3) Material: as per the objectives, 
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in accordance with the components of the participants, and goal setting; (4) Method: objective socialization and have clear 
goals; (5) Objectives: improving skills. Based on the theory and previous studies, hypothesis 3 is formulated as follows: 
 

H3: Employee training has a positive influence on employee performance. 
 

2.4 The Influence of Employee Placement on Employee Performance 
 

Employee placement is a process of assigning, filling positions, or reassigning employees to new assignments or positions, or 
different positions. This assignment or placement can be in the form of the first assignment for the recruited employee, but it 
can also be done in the form of promotion, transfer, demotion, or even termination of employment according to (Hariandja, 
2002). Employee placement that is driven by academic achievement, work experience, physical and mental health, and age 
has been shown to improve employee performance (Weol, 2015). It is supported by the study conducted by Djoharam et al., 
(2014) who stated that both simultaneously and partially, employee placement and work environment has a significant influ-
ence on employee performance. Placement variable indicator according to Yuniarsih & Suwatno (2013) is as follows: (1) 
education; (2) work knowledge; (3) job skills; and (4) work experience. Based on the theory and previous studies, hypothesis 
4 is formulated as follows: 
 

H4: Employee Placement has a positive influence on employee performance. 
 
 
 
 
 
 

3. Research method  
 
This study uses quantitative approach with confirmative survey method that is descriptive and use verification. Verification 
research is carried out to test the hypothesis, while descriptive research is to describe the variables studied. The method of 
descriptive and verification survey is done through collecting data in the field as well as direct information from the sample. 
From this explanation, this is an associative research, in which there are variables that are related and able to influence other 
variables (Sekaran, 2003). The population of this study is all 105 employees of PT Semen Baturaja (Persero) Tbk who are 
involved in the process of procuring goods and services, and all of the population becomes the research samples (using census 
method). Arikunto (2010) stated that if the population is less than 100 people, then the total sample size is taken. Thus, the 
sample taken in this study is using census method, with the number samples of 105 respondents. This study uses primary and 
secondary data, as the data is collected through various method, namely: 
 

1. Questionnaire, which is done by creating and distributing questionnaires in the form of a list of questions, to obtain 
primary data directly from research respondents. The questionnaire is measured using 5 points Likert scale, which is 
filled directly by the respondent. 

2. Documentation, which is done by reviewing documents related to the procurement of goods and services in obtaining 
secondary data. This technique is used to obtain facts that occur in the field, and then it will be described together 
with the results of the data analysis obtained. 

3. Observation, which is to observe the process of procurement of goods and services in the procurement division. This 
is done to determine whether the steps taken are in accordance with the standard operating procedures. 

 

The data obtained is then analyzed using SPPSS version 24, to obtain descriptive statistical analysis in the research instrument 
test, the frequency of respondents in this study, and to describe the variable. Inferential statistical analysis is used to test the 
hypothesis in understanding the relationship between variable and regression analysis. 
 
4. Results 
 
4.1 Instrument Testing 
 
The results of the data processing using SPSS in Pearson Correlation output show that all indicators of research variables have 
t-count greater than 0.196. Therefore, the results of the validity test show that all indicators are valid and can be used as a 
research instrument. The reliability test results show that the coefficient value of Cronbach’s Alpha from the researched var-
iable is greater than 0.60. Therefore, it can be concluded that the research instrument is reliable. 
 
4.2 Hypothesis 
 
From the results of the data processing using SPSS tools, the influence of competence, organizational climate, education, 
training, and placement has a partial influence on employee performance variable as shown in Table 2 below: 
 
Table 2  
The Influence of Independent Variable on Dependent Variable  

Model Unstandardized Coefficient Standardized Coefficient T Sig B Std Error Beta 
Constant -0,233 0.140  -1.594 0,144 

Competence 0,029 0.012 0.065 2.403 0,018 
Education  0.028 0.011 0.070 2.514 0.014 
Training 0.650 0.029 0.801 22.277 0.000 

Placement 0.249 0,018 0,424 13.637 0.000 
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From the SPSS output shown in Table 2, the results of this study can be explained below:  

(1) Analysis of The Influence of Employee Competence on Employee Performance in PT Semen Baturaja (Persero) Tbk  
The theoretical framework that employee competence has an influence on employee performance in PT Semen Baturaja 
(Persero) Tbk, in this study is confirmed theoretically and empirically. There is a positive and significant influence of 
employee competence on employee performance with the t count of 2.403, which is greater than 1.966 (t table) and 
significance of 0.018, which is greater than 0.005. The regression coefficient of Competence variable is 0.029 (positive 
slope). This means that if employee competence has increased by 1 unit, the employee performance will increase by 
0.029. It can also be said that the better the employee competence, the better the employee performance would be. 
Respondents’ perception shows that the description of employee competence variable is good with the coefficient of 
4.31. The dominant indicator of employee competence variable is ‘always build good relationships with fellow workers’. 
The results of this study are in line with the study conducted by Herawati, & Mahfudnurnajamuddin (2018); Ekawati 
(2017), which shows that employee competence has a positive and significant influence on employee performance. 

 

(2) Analysis of The Influence of Employee Education on Employee Performance in PT Semen Baturaja (Persero) Tbk 
The theoretical framework that employee education has an influence on employee performance in PT Semen Baturaja 
(Persero) Tbk, in this study is confirmed theoretically and empirically. There is a positive and significant influence of 
employee education on employee performance with the t count of 2.514, which is greater than 1.966 (t table) and signif-
icance of 0.014, which is greater than 0.005. The regression coefficient of Competence variable is 0.028 (positive slope). 
This means that if employee education has increased by 1 unit, the employee performance will increase by 0.028. It can 
also be said that the better the employee education, the better the employee performance would be. Respondents’ per-
ception shows that the description of employee education variable is nearly good with the coefficient of 3.94. The dom-
inant indicator of employee education variable is ‘education increases skills and work knowledge’ with a coefficient of 
4.07. The results of this study support previous studies conducted by Turere, (2013); Kapahang et al., (2014) which 
shows that employee education has a positive and significant influence on performance.  

 

(3) Analysis of The Influence of Employee Training on Employee Performance in PT Semen Baturaja (Persero) Tbk 
The theoretical framework that employee training has an influence on employee performance in PT Semen Baturaja 
(Persero) Tbk, in this study is confirmed theoretically and empirically. There is a positive and significant influence of 
employee training on employee performance with the t count of 22.277, which is greater than 1.966 (t table) and signif-
icance of 0.000, which is greater than 0.005. The regression coefficient of employee training variable is 0.650 (positive 
slope). This means that if employee training has increased by 1 unit, the employee performance will increase by 0.650. 
It can also be said that the better the employee training, the better the employee performance would be. Respondents’ 
perception shows that the description of employee training variable is good with the coefficient of 4.06. The dominant 
indicator of employee training variable is that ‘training is aimed at increasing competence’ with a score of 4.42. The 
results of this study support previous studies conducted by Weol (2015); Harris (2014) which shows that employee 
training has a positive and significant influence on performance.  

 

(4) Analysis of The Influence of Employee Placement on Employee Performance in PT Semen Baturaja (Persero) Tbk 
The theoretical framework that employee placement has an influence on employee performance in PT Semen Baturaja 
(Persero) Tbk, in this study is confirmed theoretically and empirically. There is a positive and significant influence of 
employee placement on employee performance with the t count of 13.637, which is greater than 1.966 (t table) and 
significance of 0.000, which is greater than 0.005. The regression coefficient of employee placement variable is 0.249 
(positive slope). This means that if employee placement has increased by 1 unit, the employee performance will increase 
by 0.249. It can also be said that the better the employee placement, the better the employee performance would be. 
Respondents’ perception shows that the description of employee placement variable is good with the dominant indicator 
of ‘has meet the standard operating procedure’ with the value of 4.45. The results of this study support previous studies 
conducted by Sunaryo, (2017); Yunita et al. (2016) which shows that employee placement has a positive and significant 
influence on performance 

 
(5) Analysis of the Simultaneous Influence of Employee Competence, Employee Education, Employee Training, and Em-

ployee Placement on Employee Performance in PT Semen Baturaja (Persero) Tbk 
 
The theoretical framework that the four independent variables have an influence on employee performance in PT Semen 
Baturaja (Persero) Tbk in this study is confirmed theoretically and empirically. There is a positive and significant rela-
tionship of the four independent variables on employee performance with F count of 253.217, which is greater than F 
table of 2.683, and significance of 0.000, which is greater than 0.005 as shown in Table 3 below. 

 
Table 3  
Simultaneous Influence of Independent Variable on Dependent Variable 

Model Sum Of Square Df Mean Square F Sig 
Regression 27.239 6 4.555 253.217 0.000 
Residual 1.673 93 0.018   

Total 29.002 99    
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The four independent variables have positive slope. This shows positive linear relationship between employee competence, 
employee education, employee training, and employee work placement on employee performance. The simultaneous influ-
ence of employee competence, employee education, employee training, and employee work placement on employee perfor-
mance is 0.942, or 94.2%, as shown in Table 4 below. 

Table 4  
Determinant of the Influence of Independent Variable on Dependent Variable 

Model R RSquare Adjusted R Square Std Error of The Estimate 
1 0.971 0.942 0.939 0.134120 

 
Thus, the variable of employee competence, employee education, employee training, and employee work placement simulta-
neously influences employee performance of 0.942 or 94.2%, with the greatest influence from the variable of employee train-
ing (0.650) and employee work placement (0.249). 

5. Discussion 

Employee competence is one of the key determinants for a person in producing excellent performance and giving a signal that 
the organization is well managed and will fundamentally produce effective management behavior. One of the employee com-
petences that can be implemented is their ability to adapt to their work environment, so that employees can always build good 
relationship with fellow workers. To continue to develop employee competence, it is necessary to determine the level of 
competence in order to know the level of performance expected for the good or average category (Posuma, 2013). Determi-
nation of the required competences will surely be used as a basis for performance evaluation. The importance of competence 
in improving employee performance has a very strong relationship, as this performance increase depends on the competences 
possessed by individuals. Human resource competencies such as knowledge and abilities are the main assets for employees 
to achieve the desired goals and expectations according to the company’s vision and mission (Prasad et al., 2001; Zaim et al., 
2013). Education and training play an active role in improving individual performance. It is because both training and educa-
tion are able to increase knowledge, expertise, and skills of employees, so that they can keep up with development as well as 
changes in system and technology in carrying out their assigned duties. Employees who frequently attend education and 
training will have positive influence in carrying out their duties and responsibilities; thereby employees will always try to 
achieve good work results. Education and training is also one of the rewards for employees as a form of company recognition 
of certain individuals, thus the programs should be carefully prepared based on scientific methods and guided by the skills 
needed by current and future institutions/agencies. 

One of the most important tasks of a manager is to place someone who is suitable for the right job. Employee work placement 
is related with the adjustment of abilities and talents of a person with the work that will be done (Weol, 2015; Djoharam et 
al., 2014). Experience in working in the same field is a very important indicator in placing someone according to their abilities. 
Employees who already have a lot of experience will be more likely to do a good job, provided that the employees’ education, 
knowledge, and skills are continuously sharpened. In its implementation, the e-procurement system requires individuals who 
are more experienced and have updated skills. Therefore, to achieve the expected individual performance, companies need to 
pay attention to the competence, education, and training level, and also place the employees according to their expertise. 

6. Conclusion  

This study has provided several results, including: (1) Employee competence has a positive and significant influence on em-
ployee performance; (2) Employee education has a positive and significant influence on employee performance; (3) Employee 
training has a positive and significant influence on employee performance; and (4) Employee placement has a positive and 
significant influence on employee performance. From these results, it can be concluded that building good relationship with 
fellow workers will lead to the increase of effective employee performance through cooperation and maintaining work cohe-
siveness along with achieving good work results. Educations that can improve work skills and knowledge, as well as training 
aimed at increasing competence are programs that can be implemented by companies in order to obtain a systematic method 
for improving employee performance. Work placements that comply with the Standard Operating Procedure has an influence 
on employee performance through cooperation and maintaining work cohesiveness in achieving good work results. 
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