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ABSTRACT 

This study investigates the effects of work resilience, work experience, and job training on business 

performance among Micro, Small, and Medium Enterprises (MSMEs) in the culinary sector of Banda Aceh, 

Indonesia. The culinary sector was selected due to its dominant role in the local economy, accounting for 

32.83% of all MSMEs in the city. Using a quantitative explanatory approach, data were collected from 196 

managerial respondents through structured questionnaires. The analysis was conducted using Partial Least 

Squares Structural Equation Modeling (PLS-SEM). The results show that both work resilience and work 

experience have significant and positive direct effects on business performance. Moreover, job training not 

only directly enhances performance but also mediates the relationships between resilience and experience with 

performance. These findings suggest that resilient and experienced business actors are more likely to engage in 

training, which in turn strengthens their ability to manage, adapt, and grow their businesses effectively. 

Although the effect sizes for resilience were relatively small, the indirect effects through training were 

statistically significant. This study contributes to the literature by emphasizing the role of individual 

psychological and experiential factors in MSME performance, with job training acting as a strategic lever for 

capability development. The findings offer practical implications for MSME development programs, 

particularly in designing tailored training interventions that align with the psychological and experiential 

profiles of entrepreneurs. Limitations include the study’s cross-sectional nature and geographic focus, which 

restricts generalizability. Future research is encouraged to apply longitudinal methods across varied MSME 

sectors. 
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INTRODUCTION 

Micro, Small, and Medium Enterprises (MSMEs) play a crucial role in the structure of the Indonesian 

economy. According to data from the Ministry of Cooperatives and SMEs (2023), MSMEs contribute 61% to 

Gross Domestic Product (GDP) or equivalent to IDR 9,580 trillion, and absorb 117 million workers, or 97% of 

the total national workforce. This role makes MSMEs the backbone of the national economy, as well as an 

important pillar in absorbing employment and alleviating poverty. In Banda Aceh, the development of MSMEs 

shows an increasing trend, especially in the culinary sector which reached a portion of 32.83% of the total 

15,230 business units recorded in 2025 (Banda Aceh City Government, 2025). This figure shows the 

dominance of the culinary sector in the local economic structure, and is a priority in developing a regional 

economy based on creativity and local excellence. 

Despite the growth, the performance of MSME businesses—especially in the culinary sector—still faces 

various significant challenges. Tight competition, fluctuations in raw material prices, changes in consumer 

preferences, and limited capital are the main obstacles that affect business sustainability and performance. The 

BPS Aceh report (2024) shows that more than 35% of MSMEs in the culinary sector have experienced a 

decline in turnover in the last two years, mainly due to unpreparedness in facing market dynamics and weak 
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adaptive capacity of business actors. In this context, business performance is not only determined by technical 

aspects or business capital, but also by a number of non-financial determinants, such as job training, work 

experience, and work resilience. Job training is one of the strategic interventions that can improve the quality 

of MSME human resources. Elshifa (2024) stated that technology-based training provides real benefits in 

accelerating the learning process and increasing work efficiency, especially among micro-entrepreneurs who 

have limited time and resources. The results of Hayat.'s research (2023) show that training designed according 

to needs not only improves technical skills but also strengthens work motivation and loyalty. 

Meanwhile, work resilience is an important psychological factor that has not received much attention in 

MSME studies. Hartmann et al. (2019) define work resilience as an individual's capacity to remain productive 

under work pressure. Shepherd et al. (2020) added that individuals with high levels of resilience tend to see 

opportunities in crises, innovate, and remain flexible in decision making. In the world of MSMEs, where 

business owners often play multiple roles, this capacity determines the resilience and growth of a business. 

This finding is reinforced by Kašpárková et al. (2018) and Hartmann et al. (2019) who stated that work 

resilience directly contributes to individual work performance and competitiveness in a stressful work 

environment. Another factor that is no less important is work experience, both in the form of general human 

capital and firm-specific human capital. Worrall et al. (2000) showed that work experience that is relevant to 

the business context can increase work effectiveness and productivity. This is also supported by Hayat, R. S., 

& Meena, U. (2023) who found that business experience is positively correlated with business continuity and 

risk management ability. However, not all studies found a consistent relationship. A meta-analysis by Van 

Iddekinge et al. (2019) stated that previous work experience does not always have a significant effect on 

performance in a new context. In fact, Sovia (2021) in a study of MSME actors in Indonesia found that work 

experience does not always have an impact on increasing productivity if it is not accompanied by innovation 

and managerial skills. These findings indicate a research gap regarding a comprehensive understanding of the 

determinants of MSME business performance. Most previous studies tend to focus on a single aspect—such as 

training or work experience—without integrating psychological elements such as work resilience (Shepherd et 

al., 2020; Hartwig et al., 2020). In addition, there are limitations in the local context—especially in Banda 

Aceh—where the role of these three variables has not been studied simultaneously and contextually, especially 

in the culinary sector which has great potential but is vulnerable to market changes. 

Based on the identification of the gap, this study has novelty in two main aspects. First, this study integrates 

three important variables—job training, work experience, and work resilience—in explaining the performance 

of MSME businesses, especially in the culinary sector of Banda Aceh. This approach allows for a more 

complete and contextual understanding. Second, this study focuses on psychological factors of resilience that 

are still rarely studied in the literature on MSMEs in Indonesia, even though their potential is very large in 

increasing the resilience and innovation of business actors in crisis and pressure situations. Thus, this study is 

expected to provide theoretical and practical contributions in the development of MSME strengthening 

strategies, as well as become the basis for making evidence-based policies to improve business performance 

sustainably in an increasingly dynamic economic era. 

LITERATURE REVIEW 

Work Resilience, Work Experience, Job Training and Business Performance 

The performance of MSME businesses is influenced by various individual and institutional factors, including 

the psychological capacity of business actors, professional experience, and access to job training. One 

psychological factor that is increasingly receiving attention in the context of business uncertainty is work 

resilience—the ability of individuals to survive, recover, and adapt positively amidst work pressure. Research 

by Hartmann et al. (2022) confirms that work resilience contributes to decision-making capabilities, 

innovation, and business continuity, especially in the informal sector and MSMEs facing high uncertainty. On 

the other hand, work experience functions as an accumulation of practical knowledge and managerial skills 

obtained through direct involvement in business activities. Hayat, R. S., & Meena, U. (2023) state that long 

and relevant work experience significantly strengthens decision-making capacity, risk mitigation, and resource 

management, all of which have a direct impact on the performance of micro and small businesses. 
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In addition, job training has been shown to be an important catalyst in improving the skills, efficiency, and 

competitiveness of business actors. Research by Van der Sluis et al. (2020) shows that structured and relevant 

training to the needs of MSMEs can increase business productivity and adaptability, especially in the era of 

digitalization and changes in consumption patterns. Based on these findings, it can be hypothesized that work 

resilience, work experience, and job training have a significant effect on business performance. 

H1-3: The Effect of Work Resilience, Work Experience, and Job Training on Business Performance 

Work Resilience, Work Experience, and Job Training 

Business actors' readiness and participation in job training do not solely depend on the availability of 

programs, but are also influenced by internal factors such as work resilience and work experience. Resilient 

individuals tend to have higher learning motivation, are open to change, and do not give up easily when facing 

learning challenges (Kašpárková et al., 2018). They see training as an opportunity to develop and strengthen 

business competitiveness. This is in line with the findings of Hartmann et al.  (2019) et al, which states that 

resilience has a positive relationship with engagement in self-development activities, including job training. 

Meanwhile, work experience influences perceptions of training needs. The greater a person's experience in 

managing a business, the higher their awareness of the importance of updating knowledge and improving 

competence through training (Van der Sluis & Van Praag, 2020). Experienced entrepreneurs tend to be more 

selective, but also more active in seeking training that suits their business needs. Thus, work resilience and 

work experience are assumed to influence the involvement and effectiveness of job training attended by 

MSME actors. 

H4-5: The Effect of Work Resilience and Work Experience on Job Training 

Work Resilience, Work Experience, and Work Training on Business Performance through Work 

Training 

Work training not only functions as a stand-alone factor, but also as a mediator that strengthens the influence of 

work resilience and work experience on business performance. Individuals with high levels of work resilience 

tend to be more active in participating in training, and the results of the training are optimally utilized to 

improve business performance (Appiah et al., 2019). Likewise, business actors with adequate work experience 

can convert training results into practical strategies that are relevant to their business context. Research by 

Hayat, (2023) shows that work training acts as a bridge between personal competence and business 

achievement, especially in a competitive business environment. In other words, training is an important 

mechanism that transforms internal potential into external performance. On this basis, it can be assumed that 

work training acts as a mediating variable in the relationship between work resilience and work experience on 

business performance. 

H6-8 The Effect of Work Resilience, Work Experience, and Work Training on Business Performance 

through Work Training 

Based on the description of the theory and previous research, the framework of thought in this research is as 

illustrated in Figure 1: 

 

 

Figure 1. Conceptual Framework 
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RESEARCH METHODOLOGY 

This study was conducted among culinary MSMEs in Banda Aceh, a dominant sector in the local small 

business landscape. A quantitative approach with an explanatory design was used to examine causal 

relationships between independent variables (work resilience and work experience) and the dependent variable 

(business performance), with job training as a mediating variable. Respondents were selected using purposive 

sampling, targeting business owners or managerial staff who had been operating for at least six months 

(Sugiyono, 2021). Using Slovin’s formula with a 5% margin of error from a population of 5,000 culinary 

MSMEs, a sample of 196 respondents was obtained. Data were collected through structured questionnaires 

using a Likert scale, designed to capture respondents’ perceptions of each research variable. 

Data analysis employed Partial Least Squares–Structural Equation Modeling (PLS-SEM) using SmartPLS 

software, chosen for its suitability in handling complex models and small to medium sample sizes (Hair et al., 

2021). 

Model quality was assessed through: 

 Convergent validity (AVE > 0.50), 

 Discriminant validity (Fornell-Larcker and HTMT < 0.85), 

 Composite reliability (CR > 0.70). 

RESULTS AND DISCUSSION 

This study focused on Micro, Small, and Medium Enterprises (MSMEs) in the culinary sector of Banda Aceh, 

which accounts for the largest proportion (32.83%) of MSMEs—5,000 out of 15,230 registered units (Banda 

Aceh Government, 2025). These businesses include traditional food stalls, cafes, home catering, and modern 

food outlets. The sector plays a strategic role in driving the local economy, preserving culinary heritage, and 

generating employment. Most managerial employees operate independently or within family businesses, 

typically at a micro or small scale. Challenges include intense competition, limited capital, and the need for 

technological adaptation. These factors make the culinary sector highly relevant for studying the impact of 

work resilience and work experience on business performance, with job training as a mediating variable. 

Measurement Model Evaluation 

The measurement model was assessed using PLS-SEM, with results presented in Figure 2. 

 

Figure 2. The Result of Direct Hypothesis Testing 
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Convergent Validity 

 

Convergent validity can be categorized as valid based on the result of a loading factor of more than 0.60 and an 

average variance extracted (AVE) of more than 0.50 (Yamin, 2023). 

 

Table 1. Outer Loadings 

 

Indicator Variable Loading Factor AVE Information 

Business 

Sustainability  

(Y.1) 

Business Performance 0,889 0,780 Valid 

Profitability 0,876 Valid 

(Y.2) 

Innovation-Service 0,887 Valid 

(Y.3) 

Business Growth 0,880 Valid 

(Y.4) 

Participant 

Readiness 

Job Training 0,910 0,831 Valid 

(M.1) 

Training Needs 0,908 Valid 

(M.2) 

Training Methods 0,916 Valid 

(M.3) 

Long Experience Work Experience 0,882 0,752 Valid 

(X2.1) 

Quality of 

Experience 

0,858 Valid 

(X2.2) 

Variety of 

Experience 

0,860 Valid 

X2.3) 

Equipment Mastery 0,869 Valid 

(X2.4) 

Managing Stress Work Resilience 0,854 0,758 Valid 

(X1.1) 

Work Productivity 0,873 Valid 

(X1.2) 

Working Energy 0,884 Valid 

(X1.3) 

Source: SmartPLS data processing results (2025) 

 

Based on the results listed in the outer loadings table that has been presented, each valid item measures the 

variable (second-order level) that it measures with a loading factor above 0.60. Likewise, the AVE value of 
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each variable is greater than 0.50, meaning that 50% or more variance of the dimensions can be explained, and 

overall, the AVE value of the variable can be accepted as a good convergent validity. 

 

Table 2. HTMT (Heterotrait – Monotrait – Ratio) 

 

 

 

 

 

 

 

 

Source: SmartPLS data processing results (2025) 

 

The Heterotrait-Monotrait Ratio (HTMT) values for all constructs are below 0.90, which meets the threshold 

recommended by Henseler et al. (2015). An HTMT value below 0.90 indicates adequate discriminant validity, 

meaning each construct is conceptually distinct and not empirically redundant. Thus, the model fulfills the 

discriminant validity requirement, confirming that all constructs are unique and non-overlapping. 

 

Reliability Test 

Construct reliability was assessed using composite reliability and Cronbach’s alpha. A construct is considered 

reliable if both values exceed 0.60–0.70 (Ghozali, 2021). 

 

Table 3. Composite Reliability and Cronbach’s Alpha 

  Cronbach's Alpha Composite Reliability 

Business Performance 0,906 0,934 

Job Training 0,898 0,936 

Work Experience 0,890 0,924 

Work Resilience 0,840 0,904 

Source: SmartPLS data processing results (2025) 

As shown in the table, all constructs—business performance, job training, work experience, and work 

resilience—have composite reliability and Cronbach’s alpha scores above 0.60, indicating that all constructs 

are reliable. 

Direct Effect 

The following summarizes the results of hypothesis testing based on path coefficients, significance values, and 

effect sizes obtained through PLS-SEM analysis. 

Table 4.  Direct  Hypothesis Testing 

 Business 

Performance 

Job 

Training 

Work 

Experience 

Business Performance       

Job Training  0,882   

Work Experience  0,853 0,792  

Work Resilience  0,827 0,792 0,798 

Hipotesis Path 

coefficients 

95% Confidence Interval 

Path coefficients 

T statistics P 

values 

Lower limit 

(confidence 

interval 

2.5%) 

Upper limit 

(97.5% 

confidence 

interval) 

Work Resilience (X1) -> 

Business Performance (Y) 

0,205 0,085 0,293 3,916 0,000 

Work Experience (X2) -> 0,323 0,195 0,491 4,352 0,000 
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Source: SmartPLS data processing results (2025) 

 

Based on the hypothesis testing, Work Resilience has a significant positive effect on Business Performance (T 

= 3.916; p < 0.001; β = 0.205), although the effect size is small (f² = 0.070). Similarly, Work Experience also 

shows a significant positive effect on Business Performance (T = 4.352; p < 0.001; β = 0.323) with a moderate 

effect size (f² = 0.165). Both predictors demonstrate that higher resilience and experience among managerial 

employees are associated with better business outcomes. Work Resilience significantly influences Job Training 

(T = 2.521; p = 0.012; β = 0.382), as does Work Experience (T = 2.970; p = 0.003; β = 0.446), both with 

moderate effect sizes (f² = 0.181 and 0.247, respectively). This suggests that resilient and experienced 

individuals are more likely to engage in or benefit from training. Finally, Job Training significantly and 

positively affects Business Performance (T = 7.024; p < 0.001; β = 0.425) with a moderate effect (f² = 0.287), 

indicating that quality training contributes substantially to business success. 

Indirect Effect 

This section presents the indirect effects of work resilience and work experience on business performance 

through the mediating role of job training. 

Tabel 5. Indirect Hypothesis Testing 

 

 

 

 

 

 

 

 

The results show that Work Resilience has a significant indirect effect on Business Performance through Job 

Training (T = 3.063; p = 0.002; β = 0.190), indicating a positive mediation. Likewise, Work Experience also 

shows a significant indirect effect on Business Performance via Job Training (T = 2.119; p = 0.034; β = 0.162). 

These findings suggest that both resilience and experience enhance participation in training, which in turn 

improves business performance. 

DISCUSSION 

The findings show that work resilience significantly and positively affects the business performance of 

culinary MSMEs in Banda Aceh (T = 3.916; p < 0.001), although the effect size is relatively low (f² = 0.070). 

Measured through productivity, energy at work, and stress management, resilience helps business actors stay 

optimal under pressure, especially important in informal sectors. This aligns with Kašpárková et al. (2018), 

who highlight resilience as a driver of work engagement and performance. Work experience also shows a 

Business Performance (Y) 

Work Resilience (X1) -> Job 

Training (M) 

0,382 0,074 0,648 2,521 0,012 

Work Experience (X2) -> Job 

Training (M) 

0,446 0,311 0,549 2,970 0,003 

Job Training (M) -> Business 

Performance (Y) 

0,425 0,172 0,744 7,024 0,000 

Hipotesis 

Path 

coefficient

s 

95% Confidence Interval 

Path coefficients 

T 

Statisti

c 

P- 

value 

Lower limit 

(confidence 

interval 

2.5%) 

Upper 

limit 

(97.5% 

confidence 

interval) 

Work Resilience (X1) -> 

Job Training (M) -> 

Business Performance (Y) 

0,190 
0,075 0,318 

3,063 0,002 

Work Experience (X2) -> 

Job Training (M) -> 

Business Performance (Y) 

0,162 
0,028 0,319 

2,119 0,034 
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significant and moderate effect on business performance (T = 4.356; p < 0.001; f² = 0.165), reinforcing Pyatt’s 

(1966) view of experience as human capital that enhances productivity. Longer experience equips MSME 

actors with better decision-making, operational, and financial management skills. In terms of job training, both 

work resilience (T = 2.521; p = 0.012; f² = 0.181) and work experience (T = 2.970; p = 0.003; f² = 0.247) 

significantly influence participation in training. Resilient individuals tend to be more proactive and motivated 

to engage in training (Robertson et al., 2015), while experienced business owners better recognize the need for 

skill upgrades and are more receptive to new knowledge (Mongilala et al., 2022). Training itself significantly 

boosts business performance (T = 7.024; p < 0.001; f² = 0.287), by enhancing technical, managerial, and 

service competencies. This finding is consistent with Kalli et al. (2023), who noted that effective training 

directly improves individual and business outcomes. 

Regarding mediation, both work resilience (T = 3.063; p = 0.002) and work experience (T = 2.119; p = 0.034) 

have significant indirect effects on business performance through job training. Although the mediation strength 

(υ) is modest (0.026 and 0.035, respectively), the positive path coefficients (β = 0.190 and β = 0.162) confirm 

that training partially transmits the influence of resilience and experience. These findings support the view that 

training tailored to individual capacity enhances performance (Robertson et al., 2015; Mohamud et al., 2023). 

Managerial Implications 

The findings of this study highlight the importance of enhancing work resilience and leveraging employee 

experience to improve business performance in the MSME culinary sector. Managers and business owners 

should prioritize developing psychological resilience among their team members through supportive work 

environments, stress management programs, and flexible work arrangements. Given that resilience positively 

influences both training participation and performance, MSME stakeholders—including local governments 

and business associations—should integrate resilience-building modules into entrepreneurial development 

programs. Furthermore, the significant role of job training as a mediator suggests that training programs must 

be targeted, practical, and aligned with the experience levels of MSME actors. Experienced entrepreneurs tend 

to better appreciate and apply new knowledge, so designing contextual, hands-on training tailored to their 

background will increase its effectiveness. Government agencies, NGOs, and training providers should 

collaborate to offer continuous learning opportunities that address real business challenges, thereby enhancing 

not only individual competencies but also overall MSME competitiveness in a dynamic market. 

CONCLUSION 

This study confirms that work resilience, work experience, and job training significantly influence business 

performance among MSMEs in the culinary sector of Banda Aceh. Work resilience and work experience not 

only have direct positive effects on performance but also indirectly enhance it through their influence on job 

training. Job training serves as a crucial mechanism that translates individual capacity into improved business 

outcomes. These findings emphasize the strategic value of investing in human capital and structured training 

programs to support MSME sustainability and competitiveness. 

Limitations of the Study 

While the study offers valuable insights, it is limited by its cross-sectional design, which restricts the ability to 

observe causal relationships over time. Additionally, the focus on the culinary sector in Banda Aceh limits the 

generalizability of the findings to other sectors or regions. The study also relies solely on self-reported 

questionnaire data, which may introduce response bias. Although the sample size of 196 respondents is 

adequate, it may not fully reflect the diversity of businesses within the culinary MSME sector. These 

limitations suggest the need for future research to employ longitudinal methods, expand geographic coverage, 

and adopt multi-sectoral approaches. Employing mixed-methods designs could also help mitigate bias and 

provide deeper insights into the mechanisms by which resilience, experience, and training influence business 

performance. Acknowledging these constraints provides a clearer direction for subsequent studies and 

highlights opportunities to strengthen the robustness and applicability of future research findings. 
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