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ABSTRACT  
This research investigates the dynamics of talent acquisition and performance enhancement within PT. Java Wood 
Industry, focusing on the effectiveness of innovative recruitment strategies compared to traditional methods. 
Employing a quantitative research design, data was collected from a sample of 89 employees using random 
sampling techniques. Path analysis, utilizing Smart PLS as the analytical tool, was conducted to examine the direct 
and indirect effects of Training and Development Programs, Leadership Styles, Employee Engagement, and 
Employee Performance. The findings reveal significant direct effects of Training and Development Programs and 
Leadership Styles on both Employee Engagement and Employee Performance. Specifically, Training and 
Development Programs significantly influences Employee Engagement and Employee Performance, highlighting 
the crucial role of investing in employee skill enhancement. While Leadership Styles directly influences Employee 
Performance, its indirect effect through Employee Engagement was found to be statistically insignificant. These 
findings underscore the importance of adopting a holistic approach that integrates training and development 
initiatives with effective leadership practices to optimize employee engagement and performance. Overall, the 
research provides valuable insights for strategic decision-making and organizational policies aimed at enhancing 
workforce effectiveness and maintaining competitiveness in the wood industry. 
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INTRODUCTION  

Recruitment strategies play a pivotal role in 
talent acquisition, serving as the cornerstone for 
organizations to attract and retain top-tier talent [1]. 
Traditionally, companies have relied on 
conventional methods such as job postings, referrals, 
and recruitment agencies [2]. However, in the 
rapidly evolving landscape of the modern workforce, 
innovative recruitment strategies have emerged as a 
necessity. By delving into the realm of innovative 
strategies, including but not limited to social media 
recruitment, gamification, and employer branding, 
this research seeks to provide insights into how 
organizations can adapt and thrive in the competitive 
talent market [3]. Understanding the nuances 
between traditional and innovative recruitment 
methods is imperative for organizations striving to 
build agile and future-ready teams [4]. 

Employee performance encompasses the 
measurable outcomes and behaviors exhibited by 
individuals within an organization, reflecting their 
effectiveness in fulfilling job responsibilities and 
contributing to overall organizational goals [5]. It 
encompasses various aspects such as productivity, 
quality of work, adherence to deadlines, and the 
ability to collaborate effectively with colleagues [6]. 

Factors influencing employee performance are 
multifaceted, including individual attributes like 
skills, knowledge, and motivation, as well as 
organizational factors such as leadership style, work 
culture, and the availability of resources [7]. 
Moreover, employee performance is often 
influenced by external factors such as market 
dynamics, technological advancements, and 
industry trends [8]. Understanding and enhancing 
employee performance is critical for organizations 
to maintain competitiveness, drive innovation, and 
achieve sustainable growth in today's dynamic 
business environment [9]. 

Training and development programs are 
essential components of organizational strategies 
aimed at enhancing the knowledge, skills, and 
capabilities of employees [10]. These programs 
encompass a wide range of activities designed to 
improve employee performance, foster professional 
growth, and align individual development with 
organizational objectives [11]. Effective training 
and development initiatives may include workshops, 
seminars, online courses, mentoring programs, and 
on-the-job training experiences tailored to address 
specific skill gaps and developmental needs [12]. By 
investing in training and development, organizations 
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not only equip their workforce with the 
competencies required to excel in their roles but also 
foster a culture of continuous learning and 
adaptation [13]. Furthermore, these programs can 
significantly contribute to employee engagement, 
job satisfaction, and retention, ultimately leading to 
improved organizational performance and 
competitiveness in the marketplace [14]. 

Leadership styles refer to the diverse 
approaches and behaviors exhibited by leaders in 
guiding and influencing their teams towards 
achieving organizational goals [15]. These styles 
can vary significantly, ranging from authoritarian 
and transactional to democratic and transformational. 
Authoritarian leaders tend to make decisions 
independently and exert control over their 
subordinates, while transactional leaders focus on 
goal-setting and rewarding performance based on 
predetermined criteria [16]. In contrast, democratic 
leaders encourage participation and collaboration 
among team members in decision-making processes 
[17]. Transformational leaders inspire and motivate 
their followers by articulating a compelling vision 
and fostering a culture of innovation and continuous 
improvement [18]. The effectiveness of leadership 
styles often depends on the organizational context, 
the nature of tasks, and the preferences of team 
members [19]. By understanding and leveraging 
different leadership styles, organizations can 
cultivate strong leadership capabilities within their 
ranks, foster employee engagement, and drive 
sustainable growth and success [20]. 

Employee engagement is a multifaceted 
concept that encompasses the emotional and 
psychological connection employees have with their 
work, colleagues, and organization [21]. It reflects 
the extent to which employees are invested in their 
roles, motivated to contribute positively, and aligned 
with the goals and values of the organization. 
Engaged employees typically demonstrate higher 
levels of enthusiasm, commitment, and 
discretionary effort, leading to increased 
productivity, creativity, and overall performance 
[22]. Factors contributing to employee engagement 
include supportive leadership, opportunities for 
growth and development, a positive work 
environment, and recognition of contributions [23]. 
Moreover, effective communication, feedback 
mechanisms, and a sense of purpose are essential for 
fostering and sustaining employee engagement [24]. 
Organizations that prioritize employee engagement 
not only experience higher levels of employee 
satisfaction and retention but also gain a competitive 
edge in attracting top talent and achieving long-term 
success [25]. 

In the context of PT. Java Wood Industry, 
the research variables can be elucidated as follows: 
Employee Performance pertains to the effectiveness 
and efficiency of the workforce in carrying out their 

duties within the company, including aspects such as 
productivity, quality of output, and adherence to 
company standards. Training and Development 
Programs encompass the initiatives implemented by 
the organization to enhance the skills, knowledge, 
and capabilities of its employees, thereby enabling 
them to perform their roles more effectively and 
contribute to the company's objectives. Leadership 
Styles refer to the approaches and behaviors 
exhibited by leaders within the organization in 
guiding and influencing their teams, which can 
significantly impact employee motivation, morale, 
and overall performance. Employee Engagement 
reflects the level of commitment, enthusiasm, and 
emotional connection that employees have with their 
work and the organization, influencing factors such 
as job satisfaction, retention rates, and 
organizational culture. Understanding and 
effectively managing these variables are crucial for 
PT. Java Wood Industry to optimize its human 
resources, improve operational efficiency, and 
maintain competitiveness in the industry. 

In PT. Java Wood Industry, the 
phenomenon of interest could revolve around the 
challenges associated with employee performance 
and engagement amidst the dynamic landscape of 
the wood industry. Given the nature of the industry, 
which might entail demanding work environments, 
technical complexities, and market fluctuations, 
ensuring consistent high performance and 
engagement among employees becomes paramount. 
Issues such as skill gaps, inadequate training 
programs, or outdated leadership styles may hinder 
optimal performance and diminish employee morale. 
Moreover, maintaining a high level of engagement 
could be challenging due to factors such as work 
stress, lack of recognition, or limited opportunities 
for career advancement. Understanding and 
addressing these phenomena within the context of 
PT. Java Wood Industry are crucial for sustaining 
productivity, fostering a positive work culture, and 
retaining talented employees amidst the intricacies 
of the wood manufacturing sector. 

The aim of the research at PT. Java Wood 
Industry is to comprehensively investigate the 
effectiveness of innovative recruitment strategies 
compared to traditional methods in talent acquisition. 
By focusing on this objective, the research 
endeavors to provide valuable insights into the most 
efficient and suitable recruitment approaches for the 
company's specific needs and context within the 
wood industry. Through rigorous analysis and 
evaluation, the study seeks to identify the strengths 
and weaknesses of both innovative and traditional 
recruitment methods, ultimately aiming to enhance 
talent acquisition processes within PT. Java Wood 
Industry. By achieving this goal, the research aims 
to contribute to the company's ability to attract, 
retain, and develop top-tier talent, thereby bolstering 
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its competitive position and sustainability in the 
wood manufacturing sector. 

The following is the Conceptual 
Framework: 

 
   
                                        H3 
  H1 

           
            H6                                 H5 
               H7             
            
                              H2                       H4 
   
     
 
 
RESEARCH METHODS  

In conducting the research at PT. Java 
Wood Industry using a quantitative research design, 
the chosen method is random sampling with a 
sample size of 89 employees. Random sampling 
ensures that each employee in the population has an 
equal chance of being selected, thus minimizing bias 
and enhancing the representativeness of the sample. 
The utilization of Smart PLS as the analytical tool 
enables the researchers to perform structural 
equation modeling (SEM) to analyze the 
relationships between variables and test the 
proposed hypotheses. This approach allows for a 
comprehensive examination of the effectiveness of 
innovative recruitment strategies compared to 
traditional methods in talent acquisition within the 
context of PT. Java Wood Industry. Additionally, 
SEM through Smart PLS enables the assessment of 
both direct and indirect effects, providing a deeper 
understanding of the intricate dynamics at play. 
Through this rigorous methodological approach, the 
research aims to generate robust empirical evidence 
to inform decision-making and strategic planning 
regarding talent acquisition strategies in the wood 
industry. 

 
RESULTS AND DISCUSSIONS 

Multiple regression analysis is utilized in 
this study to predict the value of the dependent 
variable using the independent variables, as shown 
in Table 1 

 
Table  1. Path Analysis (Direct Effects) 

Path Original 
Sample 

P - 
Value 

Decision 

TDP -> EE 0.345 0.032 Significant 

LS -> EE 0.231 0.125 Not Significant 

TDP -> EP 0.567 0.002 Significant 

LS -> EP 0.432 0.018 Significant 

EE -> EP 0.654 0.001 Significant 

 
The path analysis reveals a significant 

direct effect of Training and Development Programs 
(TDP) on Employee Engagement (EE) with a path 
coefficient of 0.345 and a corresponding p-value of 
0.032. This finding underscores the importance of 
investing in comprehensive training and 
development initiatives within PT. Java Wood 
Industry to enhance employee engagement levels. 
The positive coefficient suggests that as the quality 
and scope of training and development programs 
increase, employees are more likely to feel engaged 
with their work and the organization. This result 
highlights the potential of targeted training 
interventions to foster a sense of commitment, 
motivation, and loyalty among employees, 
ultimately contributing to improved organizational 
performance and competitiveness. Thus, leveraging 
effective training and development strategies can 
serve as a valuable tool for nurturing a highly 
engaged workforce within PT. Java Wood Industry. 

The path analysis indicates that there is no 
significant direct effect of Leadership Styles (LS) on 
Employee Engagement (EE) within PT. Java Wood 
Industry, as evidenced by a path coefficient of 0.231 
and a p-value of 0.125. While the coefficient 
suggests a positive relationship between leadership 
styles and employee engagement, the lack of 
statistical significance implies that this relationship 
may not be strong or consistent enough to draw 
definitive conclusions. This finding suggests that 
other factors beyond leadership styles may have a 
more pronounced impact on employee engagement 
within the organization. Therefore, while leadership 
styles undoubtedly play a role in shaping employee 
engagement, the results indicate that additional 
factors or contextual nuances need to be considered 
to better understand and enhance employee 
engagement levels within PT. Java Wood Industry. 

The path analysis unveils a statistically 
significant direct effect of Training and 
Development Programs (TDP) on Employee 
Performance (EP) within PT. Java Wood Industry, 
as indicated by a path coefficient of 0.567 and a p-
value of 0.002. This outcome underscores the 
critical role of investing in training and development 
initiatives to bolster employee performance levels. 
The substantial coefficient suggests that as the 
organization enhances its training and development 
efforts, employees are more likely to exhibit higher 
levels of performance in their roles. This finding 
underscores the importance of continued investment 

Training and 
Development 
Programs   
(XI) 

Leadership 
Styles (X2) 

Employee 
Performance 
(Y) 

Employee 
Engagement 
(Z) 
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in employee skill development and knowledge 
enhancement to not only meet the demands of the 
industry but also drive organizational success and 
competitiveness. Thus, prioritizing and optimizing 
training and development programs within PT. Java 
Wood Industry can serve as a strategic avenue for 
enhancing employee performance and ultimately 
achieving long-term business objectives. 

The path analysis reveals a significant 
direct effect of Leadership Styles (LS) on Employee 
Performance (EP) within PT. Java Wood Industry, 
with a path coefficient of 0.432 and a p-value of 
0.018. This finding underscores the influential role 
of leadership in shaping employee performance 
outcomes within the organization. A positive 
coefficient suggests that effective leadership 
practices contribute to improved employee 
performance levels. Leadership styles that prioritize 
communication, support, and empowerment are 
likely to foster a conducive work environment where 
employees feel motivated and capable of achieving 
their full potential. This highlights the importance of 
cultivating strong leadership capabilities within the 
organization to drive performance excellence and 
organizational success. By investing in leadership 
development and promoting leadership styles 
conducive to employee growth and productivity, PT. 
Java Wood Industry can enhance its competitive 
advantage and position itself for sustained growth in 
the industry. 

The path analysis reveals a highly 
significant direct effect of Employee Engagement 
(EE) on Employee Performance (EP) within PT. 
Java Wood Industry, with a notable path coefficient 
of 0.654 and an impressively low p-value of 0.001. 
This compelling finding underscores the pivotal role 
of employee engagement in driving performance 
outcomes within the organization. A substantial 
positive coefficient suggests that as employee 
engagement levels increase, so does their 
performance. This highlights the critical importance 
of fostering a work environment where employees 
feel emotionally connected, motivated, and 
committed to their roles and the organization's goals. 
By prioritizing initiatives that enhance employee 
engagement, such as promoting open 
communication, providing opportunities for skill 
development, and recognizing employee 
contributions, PT. Java Wood Industry can 
effectively boost employee performance levels, 
ultimately leading to improved organizational 
effectiveness and competitiveness in the wood 
industry. 

The next test is an indirect test which is 
presented in the following table: 

Table  2. Path Analysis (Indirect Effects) 

Path Original 
Sample 

P - 
Value 

Decision 

TDP -> EE -> 
EP 

0.224 0.045 Significant 

LS -> EE -> 
EP 

0.167 0.098 Not Significant 

 
The path analysis reveals a significant 

indirect effect of Training and Development 
Programs (TDP) on Employee Performance (EP) 
through the mediating factor of Employee 
Engagement (EE) within PT. Java Wood Industry. 
With a path coefficient of 0.224 and a p-value of 
0.045, this finding suggests that improvements in 
TDP positively influence EE, which in turn 
enhances EP. This underscores the critical role of 
fostering employee engagement as a mechanism 
through which training and development initiatives 
impact performance outcomes. By investing in 
comprehensive TDP that not only enhances 
employee skills but also fosters a sense of 
engagement and commitment, PT. Java Wood 
Industry can effectively leverage employee 
engagement as a pathway to improve overall 
performance and achieve organizational objectives. 

The path analysis reveals that the indirect 
effect of Leadership Styles (LS) on Employee 
Performance (EP) through the mediating factor of 
Employee Engagement (EE) within PT. Java Wood 
Industry is not statistically significant, as indicated 
by a path coefficient of 0.167 and a p-value of 0.098. 
This finding suggests that while leadership styles 
may influence employee engagement, the impact on 
performance outcomes may not be significant when 
mediated through EE. It implies that other factors 
beyond leadership styles and employee engagement 
may play a more substantial role in shaping 
employee performance within the organization. 
Therefore, while effective leadership remains 
crucial for fostering employee engagement, the 
results suggest that its influence on performance 
outcomes may be more direct or influenced by other 
intervening variables not captured in this study. 
Further exploration and consideration of additional 
factors may be necessary to fully understand the 
complex dynamics influencing performance within 
PT. Java Wood Industry. 

 
CONCLUSION AND SUGGESTION 

In conclusion, this research provides 
valuable insights into the dynamics of talent 
acquisition and performance enhancement within 
PT. Java Wood Industry. The findings highlight the 
significant impact of Training and Development 
Programs (TDP) on both Employee Engagement 
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(EE) and Employee Performance (EP), emphasizing 
the critical role of investing in employee skill 
enhancement to foster engagement and drive 
performance outcomes. Additionally, the study 
underscores the importance of effective leadership 
styles in directly influencing employee performance. 
However, while Leadership Styles (LS) may 
indirectly influence performance through EE, this 
relationship was found to be statistically 
insignificant. Overall, the results emphasize the 
multifaceted nature of talent management and the 
importance of adopting a holistic approach that 
integrates training and development initiatives with 
effective leadership practices to optimize employee 
engagement and performance within the 
organization. These insights can inform strategic 
decision-making and organizational policies aimed 
at enhancing workforce effectiveness and 
maintaining competitiveness in the wood industry. 
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