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Abstract. The Regional Office of the Directorate General of Customs and Excise in Jakarta has recently come under public scrutiny due to various issues, including allegations of corruption and dissatisfaction among business operators regarding the services provided, which indicate problems in employee performance effectiveness. The implementation of training programs and the low work motivation of employees have also affected work outcomes, as evidenced by delays in program completion and poor adherence to attendance standards. This study is crucial for understanding how training and work motivation can enhance employee performance effectiveness, contributing to the optimal achievement of organizational goals. This research will be conducted at the Regional Office of the Directorate General of Customs and Excise in Jakarta from May to July 2024, using a quantitative descriptive approach. The location was chosen for its relevance to the research focus, which aims to examine the influence of training and work motivation on employee performance effectiveness. The research sample consists of 22 respondents, with training (X1) and work motivation (X2) as independent variables, and employee performance effectiveness (Y) as the dependent variable. The analysis results show that training (X1) has a 58.7% influence on employee performance effectiveness at the Regional Office of the Directorate General of Customs and Excise in Jakarta, while work motivation (X2) has a 39.3% influence. Simultaneously, both variables affect employee performance effectiveness by 44.2%.
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INTRODUCTION
The Directorate General of Customs and Excise Office has been in the public spotlight in recent years due to various polemics that have emerged. Issues that often arise include allegations of corruption practices, lack of transparency in the administrative process, and dissatisfaction of business actors regarding the services and regulations applied. These polemics not only damage the reputation of the institution, but also raise concerns about the effectiveness of its operations. One of the main polemics that is widely discussed is the accusation of illegal levies. This kind of practice not only harms the state financially, but also reduces public and business actors' trust in the integrity and credibility of the Directorate General of Customs and Excise. As a result, the effectiveness of employee performance in this institution is questioned because they are considered incapable of carrying out their duties honestly and professionally. In addition, the complexity and unclear regulations applied are often a source of dissatisfaction for business actors. Complicated and convoluted administrative processes result in slow handling of documents and goods at the port, which in turn hinders the smooth flow of international trade. In situations like this, the effectiveness of employee performance becomes very important to ensure that the administrative process runs efficiently and on time. Another polemic that also emerged was the low level of employee satisfaction with their career development and welfare system. This dissatisfaction often leads to low work motivation, which then has a negative impact on productivity and the quality of services provided. The effectiveness of employee performance in this context is crucial to ensure that every individual in the organization has high motivation and commitment to carry out their duties well. 
This organization has an important role in ensuring compliance with tax regulations and increasing state revenues, as well as managing international trade. In this context, employee performance is very important because it directly affects the achievement and success of the institution's mission. First of all, training is an important element in developing human resources in the work environment. Through training, employees can gain new knowledge, skills, and understanding needed to improve the quality of their work. Effective training not only improves technical competence, but also strengthens attitudes and values ​​that are in line with organizational goals, such as integrity, exemplary behavior, and professionalism. The observation results show that the education and training programs implemented by the Directorate General of Customs and Excise Jakarta are strategic initiatives aimed at expanding knowledge and improving employee competency in carrying out their duties. With the implementation of these programs, it is expected that there will be a significant increase in the level of employee performance effectiveness at the Jakarta Regional Office of the Directorate General of Customs and Excise, so that it can support the achievement of organizational goals more optimally. However, the effectiveness of training is often influenced by factors such as program design, quality of implementation, and level of employee participation. Research has shown that inadequate implementation of training can hinder the transfer of knowledge to the workplace, thereby reducing the expected positive impact on individual and organizational performance as a whole. In the context of the Jakarta Regional Office of the Directorate General of Customs and Excise, where the demands for accuracy, speed, and reliability in handling international trade issues are very high, optimal employee performance is vital. Any errors or delays can have serious financial and reputational consequences for the government and society. Furthermore, it is important to consider that each organization has its own unique context and challenges that can affect the implementation of human resource development policies and programs. In the case of the Directorate General of Customs and Excise, the dynamic work environment and complex regulations add to the complexity of managing employee performance effectively.
LITERATURE REVIEW
Education/Training (Diklat)

Education or training (known as Diklat for short) refers to a systematic process designed to improve a person's knowledge, skills, and competence in a particular field or discipline. The main goal is to produce positive changes in the behavior and performance of individuals who participate in the program (Santoso, 2021:61). In general, education or training can occur in various contexts, such as in schools, universities, or special training institutions. However, the term "diklat" often refers to training programs organized by the government, organizations, or companies to improve the skills and knowledge of employees or members of the organization in a particular work environment. According to Yusuf (2015:71). 
Training is part of education. Training is specific, practical, and immediate. Specific means that training is related to the field of work being carried out. Practical and immediate means that what has been trained can be practiced. Generally, training is intended to improve mastery of various work skills in a relatively short time. Furthermore, according to Rori et al., (2014:53) Training is an effort to improve employee knowledge and skills in carrying out their work more effectively and efficiently. A training program is a series of programs designed to improve employee knowledge and skills in relation to their work, the effectiveness of a training program is a term to ensure whether the training program is carried out effectively in achieving the specified targets. 
Motivation

To make it easier to understand work motivation, below are the definitions of motive, motivation and work motivation. Susanto, (2019) states that "Motive is defined as a tendency to activity, started by a drive and ended by an adjustment. The adjustment is said to satisfy the motive". (Motive is defined as a tendency to activity, starting from an inner drive (drive) and ending with self-adjustment. Self-adjustment is said to satisfy the motive). William J. Stanton in Susanto, (2019:73) defines that "A motive is a stimulated need which a goal-oriented individual seeks to satisfy". (A motive is a stimulated need that is oriented towards the individual's goal in achieving satisfaction). 
Employee Performance Effectiveness

Effectiveness can generally be interpreted as "doing the right thing" (Stoner in Erawati et al., 2017:31). According to Erawati et al., (2017:81) effectiveness is interpreted as relating to the rightness of choosing something so that it can achieve the desired target. The term effectiveness is often used in an organizational or corporate environment, namely to describe the rightness of the target chosen by the company. This effectiveness can be seen from the benefits or advantages of something chosen for the benefit of the organization or company. Effectiveness is also often used to measure the success achieved by an organization or company related to planned programs. 
The management of an organization or company is said to be successful if the targets or objectives set can be implemented and provide benefits to the company. The measure of effectiveness can be assessed by comparing the achievement of the objectives of an activity carried out and not regarding the costs incurred to carry out the activity (Baharuddin et al., 2017:82). The term effectiveness in the scope of an organization or company is usually associated with the implementation of established programs or activities carried out by the company to advance and develop the organization or company. 
To implement this program or activity must be supported by adequate human resources, namely abilities, expertise, and skills. The effectiveness of a program that is implemented is assessed from the ability of the human resources that run it compared to the established criteria. This kind of assessment aims to measure human resource performance. Human resource performance is said to be good if the results obtained are in accordance with those set. This means that human resources have been able to carry out the right program or activity and it can be said that their performance is effective (Masyita, 2016:87). 

METHODS
Validity Test

According to Anggito and Setiawan, (2018:37) validity shows the extent to which a measuring instrument measures what it wants to measure. The type of validity test used is construct validity where researchers look for definitions put forward by experts written in the literature.
Reliability Test

Jogiyanto Hartono, (2018:22), stated that a measurement instrument (e.g. a questionnaire) is said to be reliable if it provides consistent score results for each measurement. A measurement may be reliable but not valid, but a measurement cannot be said to be valid if it is not reliable.
Normality Test

The normality test aims to test whether in the regression model, the confounding variables or residuals have a normal distribution. If the residual value does not follow a normal distribution, the statistical test becomes invalid for small sample sizes according to Jogiyanto Hartono, (2018:72). The Kolmogorov-Smirov (K-S) non-parametric normality test is one way to test the normality of the residuals.
RESULTS
Test Validity Data
A statement is said to be valid if the statement is able to measure what needs to be measured and is able to express what is to be expressed. In this study, the validity test used is the Pearson product moment correlation . Test validity used For measure statements contained in the questionnaire. Validity testing is carried out by correlating each with the total score of the variable. Furthermore, the resulting correlation numbers will be compared with mark r table on α = 0.05 that is as big as 0.423 from 22 respondents. (Umar Husein, 2005). Thus, based on the validity test, a statement item it is said valid if mark r count score Items to The total score is above 0.423 or is said to be invalid if the r value is calculated the statement item is smaller than 0.423. Therefore, the better the Pearson Correlation coefficient value of an item, the better the validity of the item. The test was carried out using the SPSS 25 program. Based on the validity test of each variable, namely 10 statements for the independent variable X1 , 8 statements and for the independent variable X2, while for the Y variable there were 6 statements, from the results Respondents' answers have validity Enough Good, For more to explain from results overall from testing validity to instrument statement For Training variables (X1), Motivation Work (X2), And Effectiveness Performance Employee
(Y) can seen on the following table :
Table 1. Validity Test Training (X 1 )
	Item
Statement
	r table
	r count
	Information

	1
	0.423
	0.573
	Valid

	2
	0.423
	0.647
	Valid

	3
	0.423
	0.719
	Valid

	4
	0.423
	0.702
	Valid

	5
	0.423
	0.626
	Valid

	6
	0.423
	0.702
	Valid

	7
	0.423
	0.623
	Valid

	8
	0.423
	0.626
	Valid

	9
	0.423
	0.531
	Valid

	10
	0.423
	0.711
	Valid

	Flat – flat
	0.423
	0.646
	Valid


Source: data processed, 2024
Based on Table 1 above, it can be seen that all Items score statement about Training own mark r count greater than r table 0.423. With the average value of r count 0.646 . Thus it can be said that all statement items about Training the valid And can used as a measuring tool for research to be conducted at the Jakarta Regional Office of the Directorate General of Customs and Excise.

Table 2. Test Validity Motivation Work (X 2 )
	Item Statement
	r table
	Coefficient r count
	Information

	1
	0.423
	0.629
	Valid

	2
	0.423
	0.712
	Valid

	3
	0.423
	0.597
	Valid

	4
	0.423
	0.613
	Valid

	5
	0.423
	0.682
	Valid

	6
	0.423
	0.664
	Valid

	7
	0.423
	0.594
	Valid

	8
	0.423
	0.738
	Valid

	Flat – flat
	0.423
	0.654
	Valid


Source: data processed, 2024
Based on Table 2. above, it can be seen that all statement score items regarding Work Motivation (X2) have mark r count with mark average r count 0.654 more greater than r table . 0.423. Thus it can be said that all statement items regarding the Work Motivation variable (X2) are valid and can be used as a measuring tool for research at the Jakarta Regional Office of the Directorate General of Customs and Excise.

Table 3. Validity Test Effectiveness Performance Employee (Y)
	Item
Statement
	r table
	Coefficient r count
	Information

	1
	0.423
	0.612
	Valid

	2
	0.423
	0.623
	Valid

	3
	0.423
	0.652
	Valid

	4
	0.423
	0.606
	Valid


	5
	0.423
	0.739
	Valid

	6
	0.423
	0.615
	Valid

	Flat – flat
	0.423
	0.641
	Valid


Source : data processed, 2024
Based on table 3 above, it can be seen that all Items score statement about variable Effectiveness Employee Performance own mark r count with mark average r count 0.641 is greater than r table 0.423. Thus it can be said that all statement items regarding Performance Effectiveness Employee the valid And can used as measuring instruments in the research to be conducted at the Jakarta Regional Office of the Directorate General of Customs and Excise.

Test Reliability Data
Table 4. Test Reliability X1 Reliability Statistics

	Cronbach's Alpha
	N of Items

	,834
	10


From results test reliability in on got mark Cronbach's alpha for training (X1 ) was .834, and it can be concluded that the questionnaire used in this study was declared reliable. Because alpha-nya as big as 0.834 > 0.6. This means that the measuring instrument used in this study already has the capability For give results measurement Which consistent in measuring the same symptoms.

Table 5. Test Reliability X2 Reliability Statistics

	Cronbach's Alpha
	N of Items

	,682
	8


From results test reliability in on got mark Cronbach's alpha Motivation Work (X 2 ) as big as 0.682, And can it was concluded that the questionnaire used in this study was stated reliable Because alpha-nya as big as 0.682 > 0.6.  This means that the measuring instrument used in this study has the ability to provide consistent measurement results in measuring the same symptoms.

Table 6. Test Reliability Y Reliability Statistics

	Cronbach's Alpha
	N of Items

	,655
	6


From results test reliability in on got mark Cronbach's alpha Effectiveness Performance Employee (Y) as big as 0.655, And it can be concluded that the questionnaire used in this study stated reliable Because alpha-nya as big as 0.655 > 0.6. This means that the measuring instrument used in this study already has the ability to provide consistent measurement results in measuring the same symptoms.

Normality Test

Table 7. Test Normality
One Sample Kolmogorov-Smirnov Test
	
	Unstandardized Residual

	N
	22

	Mean
	,0000000

	Normal Parameters a,b 
Std.
	2.88348156

	Deviation
	

	Most Extreme 
Absolute
Differences 
Positive Negative
	,098
,078
- ,098

	Kolmogorov-Smirnov Z
	,450

	Asymp. Sig. (2- tailed)
	,987


From the results of the Normality test, the Asymp. Sig. (2-tailed) value was found to be .987, meaning Sig. Value 0.987 greater than 0.05 which means H 0 accepted. Thus, Sig > alpha is stated to be normally distributed, therefore the research data Which in get can to be continued on Tests furthermore.
Table 8. Test Normality
Test of Homogeneity of Variance
	
	Levene Statistics
	df1
	df2
	Sig.

	X1 X2
	2,637
1,694
	4
4
	10
10
	,797
,613


From results Test Homogeneity on show Mark Sig. X1 is 0.798, the Sig. Value of X2 is 0.613 and if the conclusion is drawn so Mark Sig. From each each Variables (X1,X2,)
> 0.05 then the data produced in this study is declared homogeneous.
DISCUSSION
From several stages of testing carried out above, the following results can be found: First, from the validity test of the questionnaire data carried out, it was found that each variable used in this study is valid, meaning that the data can be used as a measuring tool in this study. From the results of the second test, namely the reliability test, it shows reliable data, meaning that the measuring instrument used in this study has the ability to be used as a representation of measuring current research symptoms. 
The third test, namely the Normality Test, shows Normal data, meaning that the data can be used or continued to the next test and the fourth is the Homogeneity test, indicating that the data produced in this study is declared Homogeneous. Based on the results of the tests that have been carried out, it can be seen that there is a significant influence of the Training variable (X1) on the performance of the Jakarta Regional Office of the Directorate General of Customs and Excise. 
This is supported by the t-value of Employee Performance Effectiveness of 3.343, and is further strengthened by the value of the Determination Coefficient (KD) = R2 = 0.587 = 58.7%. Which means that the Training variable (X1) explains the variation of changes in the Employee Performance Effectiveness variable (Y) at the Jakarta Regional Office of the Directorate General of Customs and Excise by 58.7%. The results of the tests that have been carried out on the significant influence of the Work Motivation variable (X2) on the performance of the Jakarta Regional Office of the Directorate General of Customs and Excise. 
This is supported by the t-value of Employee Performance Effectiveness of 3.504, and is further strengthened by the value of the Determination Coefficient (KD) = R2 =0.393 = 39.3%. Which means that the Work Motivation variable (X2) explains the variation of changes in the Employee Performance Effectiveness variable (Y) at the Jakarta Regional Office of the Directorate General of Customs and Excise by 39.3%. Next, based on the results of the F Test that has been carried out, it can be seen that there is a significant influence of the variables of Training and Work Motivation on the Effectiveness of Employee Performance at the Jakarta Regional Office of the Directorate General of Customs and Excise. This is evidenced by the obtained f-count value of 7.118, and is reinforced by the value of the R Squares determinant coefficient of 0.442, meaning that the variables of Training (X1) and Work Motivation (X2) on Performance (Y) are 44.2% and the remaining 52.9% is influenced by other variables not discussed in this study.
CONCLUSION 
Based on the results of data analysis and hypothesis testing that have been carried out, regarding the factors (Training and Work Motivation) that affect the Effectiveness of Employee Performance (Y) at the Jakarta Regional Office of the Directorate General of Customs and Excise. The following conclusions can be drawn:

1. The results of the quantitative analysis show that the Training variable (X1) has an effect on the Effectiveness of Employee Performance (Y) at the Jakarta Regional Office of the Directorate General of Customs and Excise by 58.7%.

2. The second test, the Work Motivation variable (X2) has an effect on the Effectiveness of Employee Performance (Y) at the Jakarta Regional Office of the Directorate General of Customs and Excise by 39.3%.

3. Testing the third hypothesis shows that Training (X1) and Work Motivation (X2) simultaneously have an effect on the Effectiveness of Employee Performance (Y) at the Jakarta Regional Office of the Directorate General of Customs and Excise by 44.2%.
LIMITATION
1. Training variables that need attention, questionnaire list number 10 with a respondent answer score of 79 related to the statement "The facilities and infrastructure provided during the training are adequate for the needs of the participants." This indicator needs attention because the low score results prove that there are still employees who feel that the facilities and infrastructure provided during the training are inadequate for the needs of the participants. The strategic solution is to conduct a participant satisfaction survey to identify unmet needs. Based on the survey results, management can make improvements, such as updating equipment, increasing access to supporting technology, or providing a more comfortable training room. In addition, involving employees in the training planning process can ensure that the facilities provided are truly in accordance with their needs, thereby increasing the effectiveness of the training.

2. On the Work Motivation variable that needs attention, questionnaire list number 2 with a respondent answer score of 69 related to the statement "My relationship with coworkers and superiors encourages me to work better." This indicator needs to be considered because the answer results have a low score, this proves that there are still employees who have less than good relationships with their coworkers and superiors, which affects their work which is more or less good. The strategic solution is to hold training sessions and workshops that focus on developing interpersonal skills and effective communication. In addition, management can implement mentoring or guidance programs to help employees understand their respective roles and responsibilities, as well as how to collaborate well. Building an open work culture, where employees feel comfortable providing input and conveying problems, will also improve relationships between employees and support better performance. 

3. Employee Performance Effectiveness variables that need attention, questionnaire list number 4 with a respondent answer score of 66 with the statement "I can manage my workload well and complete tasks on time." at this point has the lowest score, this proves that there are still employees who have not been able to manage their workload well and complete tasks on time. The strategic solution is to provide guidance on time management techniques, such as making a daily to-do list, using time management tools, and breaking down large jobs into smaller, more manageable tasks. In addition, superiors can provide more intensive guidance and support, helping employees to prioritize tasks according to urgency and impact. Thus, employees can work more efficiently, reduce stress, and increase productivity.
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