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 Purpose: Behavioral competencies have been recognized as key to 

organizational success in achieving their goals. Understanding how to 

improve them can help identify factors that determine the achievement of 

strategic plans. However, research on training mechanisms that contribute 

to the performance of healthcare employees is still limited. Using the Human 

Capital Theory framework, this study aims to examine the influence of 

training on behavioral competencies and its effects on employee 

performance.  

Research Method: This study employed a quantitative approach, using 

primary data collected through questionnaires distributed to 85 employees 

at Dr. Ario Wirawan Lung Hospital. The data were analyzed using Partial 

Least Squares Structural Equation Modeling.  

Results and Discussion: The results revealed that training positively 

influenced behavioral competencies but had no significant effect on 

employee performance. Further findings indicate that behavioral 

competencies positively impact employee performance in healthcare.  

Implications: The study's findings encourage hospital management to 

improve employees' core competencies and behaviors through various 

training programs. 

Originality: This study provides empirical evidence about the role of 

training, behavioral competencies, and employee performance in enhancing 

healthcare performance. 
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1. Introduction 

 

Organizations supported by human resources (HR) with strong core competencies (hard skills) and 

behavioral competencies (soft skills) more readily achieve their strategic vision (Albino, 2018; Hermawan 

& Harsono, 2025; Karneli et al., 2024; Pramono & Prahiawan, 2021). This competency framework reflects 

a paradigm shift in which HR is no longer viewed as a transactional administrative function but as a key 

driver of individual employee performance and, cumulatively, organizational sustainability (Parman et 

al., 2026; Vong et al., 2025). Hard skills refer to the technical knowledge required to perform specific job 

functions, including data analytics, information systems, and digital transformation tools (Dutta, 2024; 

Nicolás-Agustín et al., 2024), while soft skills, such as emotional intelligence, leadership, communication, 

and collaborative ability, enable employees to translate technical expertise into strategic action (Kowal 

et al., 2022; Treviño-Elizondo & García-Reyes, 2023). Furthermore, soft skills are a critical factor that 

enables employees to translate technical insights into strategy-centric strategies. These competencies 
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include emotional intelligence, leadership, communication, resilience, and the ability to build 

collaborative partnerships (Hoholeva et al., 2023; Janani & Pougajendy, 2024). 

Because organizational-level outcomes are, by definition, an aggregation of individual 

employee contributions, unmet performance targets at the institutional level typically signal underlying 

deficits in individual employee competency. At Dr. Ario Wirawan Lung Hospital (RSPAW), Salatiga, 

several hospital-level indicators, including the modernization of Public Service Agency (BLU) 

management, the ratio of employee expenses to operating income, and the share of non-JKN income 

to operating income, have not yet been achieved (Kemenkes, 2026). Given that these indicators are 

driven by the collective productivity, efficiency, and service quality of hospital staff, their 

underachievement points to suboptimal individual employee performance as a proximate cause, 

making employee-level competency development a strategically relevant intervention point. This need 

is further intensified by regulatory changes allowing foreign investors to hold up to 70% ownership in 

Indonesian healthcare providers (Presidential Regulation No. 10/2021; Bisnis.com, 2021). Foreign 

investment in private hospitals reached IDR 8.2 trillion in Q4 2025 (Andrianto, 2026). As internationally 

standardized private hospitals intensify competitive pressure, public hospitals such as RSPAW must rely 

on strengthening the behavioral competencies of individual employees, rather than capital or 

technology alone, as a primary lever for sustaining competitiveness. 

Prior studies show that both on-the-job and off-the-job training improve work competency 

(Oktavia et al., 2025; Pastore & Pompili, 2020; Suronoto et al., 2026) and support successful 

implementation of organizational strategy (Elnaga & Imran, 2013; Sendawula et al., 2018). The right 

training strategy contributes to increasing work competencies and having a positive impact on 

employee performance (Yimam, 2022). However, evidence on the training–performance relationship 

remains inconsistent: while hard-skills training is associated with innovation and competitiveness (Gogia 

et al., 2024; Risfayanti Rustam et al., 2024), other studies find that soft-skills training does not 

significantly affect employee performance (Februari et al., 2024). This inconsistency suggests that the 

effect of training on performance may not be direct, but rather operates through an intermediate 

mechanism. 

Building on Human Capital Theory, this study proposes that behavioral competence mediates 

the relationship between training and employee performance, whereby training enhances behavioral 

competence, which in turn translates into improved individual performance. This study aims to examine 

(1) the effect of training on behavioral competence, and (2) the mediating role of behavioral 

competence in the training–performance relationship among healthcare employees. Theoretically, this 

study extends Human Capital Theory by clarifying the mechanism through which training generates 

performance outcomes. Practically, it offers guidance for hospital management in designing soft-skills 

development programs. 

The remainder of this paper is organized as follows. Section 2 provides a literature review and 

hypothesis development. Section 3 presents the research method and design. Section 4 provides the 

results and discussion. Section 5 presents Concluding Remarks and Recommendations. 

 

 

 

 

 

https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/
https://portal.issn.org/resource/ISSN/2985-9808
https://doi.org/10.60079/ahr.v4i2.930


2026. The Author(s). This open-access article is distributed under a Creative Commons 

Attribution 4.0 International License. 

 

Advances in Healthcare Research  

Volume 4, Issue 2 (2026). 341-358   e-ISSN: 2985-9808 

DOI: https://doi.org/10.60079/ahr.v4i2.930      

 

 
Page | 343  

     

2. Literature Review and Hypothesis Development 

2.1 Literature Review 

2.1.1 Human Capital Theory 

The Human Capital Theory (HCT) explains that education and training are deliberate investments in 

people that yield measurable economic returns (Mincer, 1958; Schultz, 1961). Moreover, knowledge, 

skills, and abilities increase an individual's productive capacity, which is reflected in higher job 

performance, income, and organizational value (Becker, 1964). Furthermore, Breton (2014) states that 

training is a strategic investment in employees' knowledge, skills, and abilities. This investment can 

increase their productive capacity and economic value to the organization (Osorio-Londoño et al., 2024; 

Tamayo-Verleene et al., 2024; Teixeira, 2014). The perspective treats human capital as a critical asset. 

When developed through systematic training, this capital directly contributes to improved job 

performance, competitive advantage, and business performance (Idris et al., 2020). 

2.1.2 Training 

Job training is defined as a structured process in which employees acquire job-relevant knowledge, 

skills, and behaviors necessary to perform specific tasks in the workplace effectively, efficiently, and 

safely (Aguinis & Kraiger, 2009). The primary goal of job training is to bridge the gap between an 

employee's existing abilities and the competencies required by the current or future job role, thereby 

facilitating increased productivity, safety, and adaptability in a dynamic work environment (Arthur et al., 

2003). Training includes formal (on-the-job training) and informal learning activities that are 

intentionally designed, implemented, and evaluated to improve individual and organizational 

performance (J. van Zolingen et al., 2000). Within the HCT framework outlined above, training is the 

observable input through which the organization's investment in human capital is enacted. 

2.1.3 Behavioral Competence 

Behavioral competence represents a multifaceted construct that integrates observable performance 

with underlying knowledge, skills, and contextual understanding within the framework of applied 

behavior analysis (Bonesso et al., 2020; Brodhead et al., 2018). According to Hämäläinen et al., (2021), 

employee competence is the integration of three main aspects, i.e., knowledge, skills, and attitudes. 

Furthermore, behavioral competence refers to the collection of knowledge and skills that support 

employees' behavior in work tasks (Albino, 2018). In HCT terms, behavioral competence is the 

embodied, converted form of human capital - the productive asset that an employee actually carries 

into the job. 

2.1.4 Employee Performance 

According to Ibojo & Akinade (2024), employee performance is a multifaceted construct that 

encompasses the measurable outcomes and behaviors an employee demonstrates in fulfilling their job 

responsibilities. On the other hand, human resource (HR) performance refers to the measurable 

contribution of an organization's workforce toward achieving strategic objectives, encompassing both 

individual employee effectiveness and collective human capital impact on organizational outcomes 

(Yang & Tang, 2023). Furthermore, employee performance is often operationalized as the achievements, 

work capabilities, and tangible results generated by an individual, which are crucial for an organization 
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to attain its strategic goals (Sjarifudin et al., 2025). Within HCT, performance is the realized return on 

the organization's human capital investment. 

2.2 Hypothesis Development 

2.2.1 Training and Behavioral Competence 

Building on the HCT, training is the deliberate mechanism through which an organization's resource 

investment is converted into embodied human capital. Because training is designed to transmit 

knowledge, model desired behaviors, and provide structured practice (Aguinis & Kraiger, 2009), HCT 

predicts that it should directly increase employees' behavioral competence - the knowledge-skills-

attitudes bundle that constitutes usable, applied human capital (Hämäläinen et al., 2021). This 

theoretical expectation is corroborated empirically: properly designed and implemented training 

programs have been shown to produce significant improvements in behavioral or soft-skill competence 

(Aziz et al., 2021). This is reinforced by the research by Tamsah et al., (2023), which proves that training 

effectively improves soft skill competence. Behavioral competencies developed through training, 

supported by post-training reinforcement such as coaching, goal setting, supervisor support, and the 

work environment, will impact skill application in the workplace (Hamzah et al., 2024). Based on this 

description, the following hypothesis is proposed: 

H1: Training has a positive effect on behavioral competence. 

2.2.2 Training and Employee Performance 

HCT further predicts that training is an investment that raises an employee's underlying productive 

capacity; organizations should observe performance gains attributable to training independent of any 

single measured pathway through which that capacity is expressed, since human capital gains manifest 

broadly across the tasks an employee performs  (Becker, 1964). Training plays a crucial role in improving 

human resource performance, including in the healthcare sector. This is achieved by improving clinical 

processes, patient relationships, and work efficiency. Evidence from previous studies indicates that well-

structured training results in measurable performance improvements at the individual, team, and 

organizational levels (Mehmood & Atiq, 2024; Tamsah et al., 2023). Other studies confirm that effective 

training positively impacts healthcare worker performance, both directly and indirectly through 

improved soft skills competencies and employee capacity (Lubis et al., 2022). Based on the literature 

and findings from previous studies, the following hypothesis can be proposed: 

H2: Training has a positive effect on healthcare employee performance. 

2.2.3 Behavioral Competence and Employee Performance 

Within the HCT framework, behavioral competencies are theorized as a form of human capital 

manifestation consisting of applied knowledge, skills, and attitudes that employees bring to bear in 

carrying out their work tasks (Becker, 1964). In line with this, Salman et al., (2020) stated that competence 

is a key factor in organizational performance. Competence has a significant impact on employee 

performance, enabling them to perform their jobs and complete assigned tasks effectively (Fatmasari 

Wijayanti & Retno Titi Sari, 2023). Competence is one of the factors that improve employee performance 

(Darmanto & Supriyadi, 2022). Several study results show that employee competence influences the 

quality of employee work results (Izzah & Firdaus, 2022; Widianingsih et al., 2023). Another study by 

Hastuti et al., (2023) revealed that highly competent employees, including in skills, attitudes, and 
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knowledge, influence the quality of their work. Based on the description above, the following hypothesis 

can be proposed: 

H3: Behavioral competencies have a positive effect on employee performance. 

2.2.4 Training, Behavioral Competence, and Employee Performance 

HCT frames training as an investment (input), behavioral competencies as embodied capital converted 

(throughput), and employee performance as realized returns (output). Therefore, behavioral 

competencies are the investment-return mechanism of training that builds competencies and is used 

by the organization to generate performance. Studies by Pramono & Prahiawan (2021), Wang et al., 

(2021), and Tamsah et al., (2023) demonstrated the role of behavioral competencies in mediating the 

influence of training effectiveness on health worker performance. This improvement subsequently 

improves individual performance, organizational effectiveness, and broader social outcomes such as 

success in employment and education. The strength and resilience of this relationship depend on 

various factors, including the quality of the training design, organizational support, individual 

characteristics, and post-training reinforcement mechanisms (Tamsah et al., 2023; Untari et al., 2024). 

Based on the above description, the following hypothesis can be proposed: 

H4: Behavioral competencies mediate the indirect effect of training on employee performance. 

Based on the literature and previous research, the conceptual framework in this study is that 

training and competence have a direct and indirect positive impact on employee performance in 

healthcare service organizations. The relationship between these variables is conceptually shown in 

Figure 1. 

Figure 1. Conceptual Framework of the Research 

 

 

3. Research Method 

3.1 Research Design 

This research is classified as explanatory research using a quantitative approach, namely an approach 

that focuses on collecting and analyzing data in the form of numbers. Quantitative data is used to test 

hypotheses statistically, thus allowing the determination of the direction and strength of the relationship 

between variables. The use of a quantitative approach in this study is in accordance with explanatory 

characteristics, namely, to analyze causal relationships between variables through inferential statistical 
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methods. This research is associative-causal in nature because it aims to examine the causal relationship 

between training variables, behavioral competencies, and human resource performance. 

3.2 Samples and Sampling Techniques 

The population of this study was all permanent employees of RSPAW Salatiga. Based on data from the 

personnel department, the number of employees is 600. The sample size was determined using the 

Slovin formula: 

 

n = N / (1 + N·e²) ........................................................................................................(1) 

 

Where n is the required sample size, N is the population size (600), and e is the acceptable 

margin of error, set at 10% (e = 0.10) in accordance with conventional practice for exploratory 

organizational survey research (Patten & Newhart, 2017). Substituting these values: 

 

n = 600 / (1 + 600 × 0.10²) = 600 / 7 = 85.71 ................................................................(2) 

 

The sample is calculated using the Slovin formula as in formula 2, obtaining n = 85,71, so that 

it is determined that 85 employees. The sampling method used was stratified random sampling to 

increase the accuracy and representativeness of research findings by explicitly taking into account 

heterogeneity in the target population (Patten & Newhart, 2017). The main statistical advantage of this 

method is its ability to significantly reduce the variance of the estimator for the population parameter, 

compared to simple random sampling of the same size (Keskintürk & Er, 2007). 

3.3 Measurement of Research Variables 

The instrument given to respondents was divided into two parts: respondent identity and research 

variables. The measurement of research variables focused on statements on three variables: the 

independent variable of training, the mediating variable of behavioral competency, and the dependent 

variable of human resource performance. The conceptual and operational definitions of the research 

variables are presented in Table 1. The statement indicators of each variable were measured using a 

Likert scale to gauge the respondent's response to the object being studied. In this study, 7 Likert scale 

answers were used, with 1 for Strongly Disagree to 7 for Strongly Agree. 

3.4 Validity and Reliability Test 

The validity test in this study used the factor analysis technique, which is used to test whether the 

questions or indicators used can confirm a construct. The validity and reliability tests of the research 

variables in this study were conducted using the SPSS program. The results of the validity test on the 

pilot sample showed high factor loading values above 0.5. Other results confirmed that the sample's 

confidence level limits had been met, with KMO and Bartlett's test values >0.50 and the Component 

Matrix value >0.40 (Ghozali, 2023).  To measure the reliability of this sample, Cronbach's Alpha reliability 

testing was used, which will show whether there is consistency between questions and subsections of 

question groups. Internal consistency is intended to determine the consistency of the question items 

used to measure the construct. The results of the reliability test on the pilot sample are considered 

reliable because they provide a Cronbach's alpha value > 0.60 (Ghozali, 2023). Furthermore, discriminant 
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validity between the conceptually adjacent constructs of behavioral competence and employee 

performance was assessed at the full-sample stage using the HTMT ratio (Henseler et al., 2015) and the 

Fornell–Larcker criterion (Fornell & Larcker, 1981). 

Table 1. Variables and Measurement 

Variables Dimensions Indicators Sources 

Training 1. Training needs 

assessment 

1. Training at this hospital has been designed to 

be oriented towards employee needs. 

(Suronoto et 

al., 2026) 

2. Training planning in hospitals is in accordance 

with organizational goals. 

2. Training design 1. Believe the training provided by the hospital is 

professionally designed. 

2. The implementation of training in hospitals is 

designed with case studies that are 

appropriate to the workplace. 

3. Training delivery 

style 

1. The training instructors at the hospital have 

been delivering the material in accordance 

with the principles of adult learning 

(andragogy). 

2. Adequate facilities have supported the 

delivery of training materials in hospitals. 

4. Training 

evaluation 

  

1. Often gain additional job skills after each 

training session. 

2. Understand the activities carried out during 

the training. 

3. Apply the experience gained from the training 

in my current job. 

 

Behavioral 

Competence 

1. Searching for 

information 

1. Find the latest knowledge to add skills. (Albino, 

2018; 

Salman et 

al., 2020a, 

2020b) 

2. Efficiency 

Orientation 

2. Ability (skill) to prioritize efficiency in work. 

3. Systematic 

Planning 

3. Make a systematic step-by-step plan for my 

work. 

4. Solution to the 

problem 

4. Find solutions to problems faced by the work 

team. 

5. Persuasive Ability  5. Communicate ideas and convince others to 

follow what I want. 

Employee 

Performance 

1. Responsiveness 1. Have a high level of responsiveness, especially 

regarding service work. 

(Kim et al., 

2025; Yang 

& Tang, 

2023) 

2. Willingness to adapt to the needs of the job. 

2. Availability 3. Maintain my presence at the hospital 

according to my work schedule. 

4. Provide timely service to hospital patients. 

3. Productivity 5. Prioritize work productivity over other 

activities. 

6. Share collective responsibility with my 

colleagues in achieving the hospital's 

outcomes. 

4. Use of 

Competencies 

  

7. Apply skills at work as much as possible. 

8. Serious about ensuring that the quality of 

work matches my qualifications. 
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3.5 Normality Test 

The normality test aims to test whether the data has a normal distribution. If the distribution is normal, 

parametric statistical analysis is used; otherwise, non-parametric statistical analysis is used. Data 

normality is detected using the Kolmogorov-Smirnov (KS) statistic. The calculation results show a 

significance value of 0.007 < 0.05, so it is concluded that the data are not normally distributed (Ghozali, 

2023).  

3.6 Common Method Bias Assessment 

Because training, behavioral competence, and employee performance were all measured through the 

same questionnaire, completed by the same respondents, at the same point in time, and using the same 

seven-point Likert response format, the study design carries an elevated risk of common method bias 

(CMB) (Podsakoff et al., 2003, 2012). Both procedural and statistical remedies were therefore applied. 

3.7 Data Analysis Techniques 

Based on the normality test results, normality was not met, so a non-parametric statistical analysis, 

namely Partial Least Squares Structural Equation Modeling (PLS-SEM), was used. PLS-SEM was chosen 

because it has excellent predictive power (J. Hair et al., 2022). In addition, PLS-SEM can provide 

coefficient values and probabilities of indirect effects to test the mediation role (J. F. Hair et al., 2019). 

The structural equation to test this research model is as follows: 

 

BECO = 1 TRAIN +e 1  ................................................................................................(3) 

EMPE = β2 TRAIN + β3 BECO + e 2 ............................................................................. (4) 

Note:  

BECO = Behavioral Competence;  

TRAIN = Training;  

EMPE = Employee Performance;  

β = Estimation coefficient;  

e = Error. 

 

4. Results and Discussion 

4.1 Analysis Results 

4.1.1 Respondent Profile 

This research was conducted at Dr. Ario Wirawan Salatiga Pulmonary Hospital, starting with the 

distribution of questionnaires to respondents from May to June 2026. A total of 85 respondents 

participated in this study, and their answers were deemed suitable for analysis. A brief description of 

the respondent profile can be shown in Table 2. Based on these results, the respondents were 

predominantly female (74.1%), aged 41-50 years (35.3%), had worked in hospitals for 11-20 years 

(42.4%), and the most common profession was nursing (36.3%). 
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Table 2. Respondent Profile 

Demographics Information Amount Percentage 

Gender Man 22 25.9 

Woman 63 74.1 

Age 20-25 years 6 7.1 

26-30 years 9 10.6 

31-40 years 27 31.8 

41-50 years 30 35.3 

Over 50 years 13 15.3 

Work experience 1-5 years 14 16.5 

6-10 years 10 11.8 

11-20 years 36 42.4 

Over 20 years 25 29.4 

Education High School 8 9.4 

Diploma 34 40 

Bachelor 37 43.5 

Master 6 7.1 

Profession Doctor 10 11.8 

Nurse 30 35.3 

Laboratory / Radiology / Pharmacy 21 24.7 

Administration 15 17.6 

Other 9 10.6 

 

4.1.2 Descriptive Statistics 

Table 3 summarizes the descriptive statistics for the three research variables. Overall, all three variables 

have a high Mean with values above 6.00. This indicates that the training conditions, behavioral 

competencies, and employee performance in the research object have been running very well. 

Furthermore, the Standard Deviation values below 1.00, the kurtosis value below 2, and the skewness 

value below 1  for all variables are relatively small; it can be concluded that this research data is stable 

and does not have extreme inequality in answers among respondents. 

Table 3. Descriptive Statistics of Research Variables 

Variables Min. Max. Mean Standard Deviation Kurtosis Skewness 

Training 5 7 6.27 0.517 1.406 -0.649 

Behavioral Competence 4 7 6.15 0.644 1.352 -0.814 

Employee Performance 4 7 6.32 0.633 1.451 -1.078 

 

4.1.3 Common Method Bias Assessment 

Because all constructs were measured through a single self-administered questionnaire, completed by 

the same respondents at the same point in time and using the same response scale, the data collection 

design carries an inherent risk of common-method bias (CMB). To address this concern, procedural 

remedies were applied ex-ante during instrument design, including assurance of respondent anonymity 

and confidentiality, separation of item order across constructs within the questionnaire, and pilot testing 

of item wording to reduce ambiguity, following the recommendations of (Podsakoff et al., 2003). 

In addition to these procedural remedies, a statistical assessment of CMB was conducted using 

Harman's single-factor test and a full collinearity VIF assessment (Kock & Dow, 2025). The single-factor 
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test indicated that one general factor accounted for 39.06% of the total variance, which is below the 

50% threshold commonly used as an indication of problematic CMB. This result was corroborated by 

the full collinearity VIF values for all constructs, which remained below the conservative threshold of 3.3 

(see Table 4). Taken together, these results suggest that common-method bias is unlikely to be a serious 

threat to the validity of the findings reported below. 

Table 4. Collinearity statistics (VIF) 

Relationship VIF 

Behavior Competence ➔ Human Resource Performance 2.286 

Training ➔ Behavior Competence 1.000 

Training ➔ Human Resource Performance 2.286 

 

4.1.4 Measurement Model Assessment 

The measurement (outer) model was evaluated using SmartPLS version 4.1.1.8. Figure 2 presents the 

full measurement and structural model. A reviewer noted that Figure 2 alone is not sufficiently legible 

and is not supported by a complete indicator-level table; the exact outer loading for every indicator 

shown in Figure 2 is therefore also reported in Table 5. As shown in Table 5, most indicator outer 

loadings exceeded the recommended threshold of 0.7, with only two indicators close to this value 

(TRAIN7 = 0.641 and TRAIN1 = 0.674); these were retained because their removal did not materially 

improve composite reliability or AVE. Construct-specific reliability and convergent validity statistics, 

aggregated from these indicators, are reported in Table 6: Cronbach's alpha (CA) and composite 

reliability (CR) exceeded 0.7 for all three constructs, and the average variance extracted (AVE) exceeded 

0.5 for all three constructs, indicating adequate internal consistency reliability and convergent validity. 

Figure 2. PLS-SEM Results by SmartPLS 4 

 
 

Discriminant validity was assessed using the Heterotrait-Monotrait ratio of correlations (HTMT), 

as reported in Table 7. All HTMT values were below the conservative threshold of 0.90, indicating that 

the three constructs are empirically distinct from one another. Cross-loadings were also examined and 

confirmed that each indicator loaded more strongly on its intended construct than on any other 

construct in the model. 
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Table 5. Indicator-Level Outer Loadings 

Variable Indicator Outer Loading 

Training TRAIN1 0.674 

 TRAIN2 0.870 

 TRAIN3 0.887 

 TRAIN4 0.774 

 TRAIN5 0.838 

 TRAIN6 0.795 

 TRAIN7 0.641 

 TRAIN8 0.795 

 TRAIN9 0.864 

Behavioral Competence BECO1 0.804 

 BECO2 0.904 

 BECO3 0.878 

 BECO4 0.920 

 BECO5 0.863 

 BECO6 0.836 

Employee Performance EMPE1 0.838 

 EMPE2 0.891 

 EMPE3 0.788 

 EMPE4 0.902 

 EMPE5 0.909 

 EMPE6 0.901 

 EMPE7 0.882 

 

Table 6. Construct Reliability and Convergent Validity 

Variable 
Cronbach's 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) 

Average variance 

extracted (AVE) 

Behavior Competence 0.934 0.937 0.948 0.754 

Human Resource Performance 0.948 0.953 0.958 0.764 

Training 0.927 0.940 0.940 0.636 
 

Table 7. Discriminant Validity 

Variable Behavior Competence 
Human Resource 

Performance 
Training 

Behavior Competence 0.868 0.856 0.750  

Human Resource Performance 0.800 0.874  0.678 

Training 0.792 0.706 0.797  

Note: Diagonal is AVE Root Square; Below is HTMT; above is correlation 
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4.1.5 Structural Model and Hypothesis Testing 

The calculation results in Table 8 support three statistically significant hypotheses, with p-values below 

0.05, so H1, H3, and H4 are accepted. The next result explains that the direct effect of training on 

employee performance is not significant, with a p-value of 0.469 > 0.95, so H2 is rejected. Thus, it can 

be stated that training has an indirect impact on employee performance through behavioral 

competency. These results confirm that behavioral competency plays a role as a pure mediation variable. 

Table 8. Hypothesis Testing 

Hypothesis B T Statistics P value Decision 

H1: Training ➔ Behavioral Competence 0.750 17.589 0.000 Supported 

H2: Training ➔ Employee  Performance 0.081 0.724 0.469 Rejected 

H3: Behavioral Competence ➔ Employee 

Performance 

0.796 7.164 0.000 Supported 

H4: Training ➔ Competence ➔ Employee 

Performance 

0.597 6,500 0.000 Supported 

Note: R-square=0.562, 0.736; F-square=0.011, 1.050, 1.0286; SRMR = 0.070; NFI=0.725 

 

4.2 Discussion 

The first results demonstrated that training has a positive contribution to employee behavioral 

competency. In line with Human Capital Theory (Breton, 2014), behavioral competencies are defined as 

the observable and measurable application of knowledge, skills, attitudes, and interpersonal abilities in 

the workplace. These soft skills are not only the product of innate abilities but are also significantly 

shaped by structured learning interventions. Training is the primary mechanism by which organizations 

systematically enhance these competencies, translating theoretical understanding into consistent and 

effective workplace behaviors. The results of this study align with previous findings that team training 

has significant positive effects on team performance outcomes, with effect sizes varying by training 

design and contextual factors (Pramono & Prahiawan, 2021; Salas et al., 2008). 

A contradictory finding from this study is that training has no significant direct effect on 

improving employee performance. This can be explained by the fact that employee training does not 

necessarily improve the quality and quantity of their work output in healthcare organizations. This 

finding is understandable, as training improves healthcare worker performance through several 

interrelated mechanisms, such as building technical and behavioral knowledge and skills. It also enables 

behavioral change through adult learning principles, improves team coordination and safety culture, 

and enhances decision-making. Ultimately, training fosters continuous professional development, 

increases motivation and retention, and contributes to improving the quality of work systems within a 

broader performance management framework. The most effective approach is needs-based, 

competency-focused, tailored to the context, and reinforced through ongoing support and feedback. 

This study's findings contradict previous research findings that training positively contributes to 

improving employee performance (Lubis et al., 2022; Mehmood & Atiq, 2024; Tamsah et al., 2023). 

The further findings demonstrate that behavioral competencies positively impact the 

performance of healthcare employees. Behavioral competencies, which in this study include 

information-seeking capabilities, efficiency orientation, systematic planning, problem-solving, and 

persuasive abilities, have been identified as important determinants of effective performance in complex 
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interpersonal environments such as healthcare. Consistent with research by Albino (2018), these 

competencies are fundamental to individual performance, career success, and well-being across various 

professional sectors, with particular emphasis on roles that demand high levels of communication, 

empathy, and adaptive decision-making. In the specific context of healthcare workers, these attributes 

directly impact improved patient interactions, team collaboration, and adherence to safety protocols 

(Hastuti et al., 2023; Salman et al., 2020b). 

The final findings confirm the mediating role of behavioral competencies in the indirect effect 

of training on employee performance. These findings reflect that in a hospital setting, human resource 

development and employee competencies both have a significant positive influence on hospital staff 

performance. Correspondingly, this study explicitly strengthens the role of behavioral competencies as 

a key mediator between training effectiveness (Pramono & Prahiawan, 2021; Wang et al., 2021) and 

healthcare employee performance (Tamsah et al., 2023). These findings confirm that developing 

behavioral and cognitive abilities paves the way to higher performance (Untari et al., 2024). 

 

5. Concluding Remarks and Recommendation 
 

This research is intended to provide empirical evidence on the influence of training on behavioral 

competencies and its effects on employee performance. Based on the results and discussions, the study 

concludes that training has a positive contribution to behavioral competency. Furthermore, this study 

concludes that behavioral competency has a positive impact on the performance of health employees, 

with a significant mediating role. The mediating role confirms that behavioral competency is a key 

mediator between the effectiveness of training in improving the quality of employee work results. 

As a managerial implication, this study encourages hospital management to enhance human 

resource training programs, particularly in improving core competencies (hard skills) and behavioral 

competencies (soft skills). Hospital management needs to continuously develop human resources to be 

agile in addressing external organizational challenges and to provide the best service to patients. 

Hospital management cannot simply focus on physical resources, such as buildings and medical 

equipment. A true long-term investment lies in improving human resource competency through various 

training programs. Furthermore, to strengthen training outcomes, management needs to strengthen a 

comprehensive health training evaluation system. This evaluation system measures not only whether 

participants learn something, but also whether that learning leads to better practices. This study 

contributes theoretically to Human Capital Theory by providing empirical evidence of the positive role 

of training in improving behavioral competencies and their impact on employee performance. The 

theoretical implications of this study's findings emphasize that human resource (HR) performance 

improvement does not occur instantly through training alone, but rather through strengthening 

behavioral competencies. This enriches the Human Resource Management literature by providing 

structural clarity regarding the dynamic development of human capital in a competitive business 

environment. 

This study has a limited scope due to its empirical findings, which focused on government 

healthcare services. Therefore, further research is needed to expand the study's scope to private 

healthcare facilities. This requires strategic selection of indicators at all levels of the job hierarchy, careful 

articulation of competency alignment, and rigorous monitoring within the training evaluation system. 
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Furthermore, the inconsistent findings regarding the direct effect of training on employee performance 

need to be reexamined to clarify its role in the human resource management literature. 
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