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Abstract

This study aims to analyze the effect of transformational leadership (TL), procedural justice (PJ), and training (T) on employee performance 
(EP) mediated by self-efficacy (SE). The object of this research is Rumah Sakit Umum Daerah (RSUD) M.Th. Djaman, a hospital in 
Sanggau Regency, while the subjects are the institution’s staff. Data collection search uses purposive sampling with a total of 120 samples. 
Data are obtained through questionnaires distributed directly to respondents using the Google Form application. Data analysis techniques 
used in this study include standard error of mean (SEM) with AMOS software version 24.00. Methods use to test validity and reliability of 
data include Confirmatory Factor Analysis (CFA), Construct Reliability (CR) and VE. The results of the analysis show that only training 
has a significant effect on self-efficacy, and self-efficacy has a significant effect on employee performance. Also, self-efficacy is proven 
to mediate the role of training on employee performance; the other hypotheses are not significant. Training is the most prominent positive 
factor affecting self-efficacy and self-efficacy has a significant effect on employee performance at RSUD M.Th. Djaman. The results of this 
study can be used as a reference by management in determining what policy priorities should take precedence. 
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results achieved (Dessler & Varrkey, 2005). Yang and Hwang 
(2014) also stated that employee performance is the outcome 
of work completed by staff that exceeds work standards 
within a predetermined period. Performance must be assessed 
or evaluated. Assessment of performance (performance 
appraisal) means to evaluate the performance of employees 
in the present or the past relative to the performance 
standards. Some experts say many factors affect employee 
performance. Diamantidis and Chatzoglou (2019) argue that 
the support provided by management and the environment of 
the workplace has a very strong impact on work performance, 
while direct job performance relates to adaptation factors 
and internal motivation. This research was conducted 
at the M.TH. Djaman Hospital, Sanggau Regency, West 
Kalimantan Province, which is a class C hospital, a regional 
referral hospital for several hospitals in the surrounding. 
The outcomes of the pre-research interview method with a 
few department heads, room heads, and hospital employees, 
revealed that employee performance was still not optimal. 
This condition can be seen from several employees who often 
arrive late to the office, are unable to complete their work 
on time according to the targets set, and complete the work 
awaiting the leadership’s orders. Therefore, the leadership 
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1. Introduction 

Employee performance relates to work performance, 
namely, by comparing between established standards and the 
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must attend to the performance of its employees, because 
if the employee’s performance decreases it can affect the 
quality of hospital services.

The results of observations and sighting conducted with 
the head of the department and the head of the treatment 
room, revealed the problem of lack of management support 
facilitating training for employees to improve employee 
performance, and the lack of equal opportunity to receive 
training decided by the leadership. Routine evaluations 
that have been carried out internally indicate that not all 
employees have self-efficacy or abilities that refer to high 
individual trust in the ability to achieve success in executing 
the tasks assigned. Training is needed to improve service 
performance. When employees have good soft skills and hard 
skills, they can focus on work, can work together, can solve 
problems, and high motivation will automatically increase 
employee self-efficacy in completing work so that the vision 
and mission targeted by the hospital will be achieved. 

According to theory and previous research on 
transformational leadership, procedural justice and training 
with a variety of indicators that were conducted separately 
can affect employee performance. Therefore, this study will 
explore efforts to improve employee performance through the 
construct of transformational leadership, procedural justice, 
and training with self-efficacy as a mediating variable. 
There are no empirical studies conducted using these three 
construct variables simultaneously mediated by self-efficacy 
to improve employee performance. The self-efficacy theory 
(Bandura, 1997) recognizes the capabilities and confident 
in people’s abilities to complete the tasks given. Therefore, 
further research is needed to provide support for this theory. 

2.  Literature Review and Hypothesis 
Development 

2.1. Literature Review

2.1.1.  The effect of Transformational Leadership (TE) 
on Self-Efficacy (SE) 

Transformational leadership (TE)
TL is a model of leadership to improve human resources 

and the relationship between leaders’ effects on subordinates 
measured, with the existence of trust, admiration, loyalty, 
and respect for leaders, trying to motivate followers to do 
something more and go beyond their expectations (Bass & 
Bass, 2008). A leader who can create a positive change in 
his subordinates is called transformational leadership. Such 
leaders focus on “transforming”, always help each other, 
nurture one another, encourage and harmonize, and pay 
attention to the organization as a whole (Banks et al., 2016).

AbuBakar (2018) states that a leader is someone who is 
able to influence others to work with certain motivations. 

Transformational leadership theory is demonstrated by 
the existence of a leader who uses a style that brings 
change; this theory produces an emotional bond between 
followers or employees and the leader. The magnitude of 
the influence of a leader on his subordinates can determine 
the quality of transformational leadership. Employees 
always give appreciation and trust that continues to 
increase in the leadership and they are also ready to 
manifest work behavior that exceeds the expectations of 
the leader (Geier, 2016).

Self-Efficacy (SE)
SE is a perspective theory formulated by Albert 

Bandura. SE refers to realized abilities, belief in one’s own 
ability to succeed in completing a given task (Bandura, 
1997). SE is different from self-confidence. The concept of 
SE was popularized in the 1980-1990 period, in Bandura’s 
book, The Exercise of Control (1997), which explains that 
confidence or trust is a vague term that refers to the power 
of conviction, but does not specify the limits of certainty. 
Unlike the case with SE, which refers more to the target, is 
more targeted behavior toward an achievement. SE tends 
to the subject’s gradual self-assessment of his ability to 
perform an action that must be done in solving a problem, 
while self - confidence indicates confidence in oneself about 
the resources he has, but is too broad. The effectiveness that 
focuses on creativity will contribute to offset the obstacles 
experienced.   

Mittal and Dhar (2015) revealed that TL is significantly 
related to creativity that is mediated by creative SE. 
Transformational leadership is very important to boost 
employees to have confidence in completing their tasks 
and work. This is in line with a study by Afsar and 
Masood (2017) finding that, with the interaction between 
mediators, innovative work behavior is built positively 
and significantly by transformational leadership and 
self-efficacy. Walumbwa et al. (2005) said that TL 
with moderating SE role is proven to have a positive 
relationship with EP. Wang et al. (2014) also proved 
that SE is positively influenced by TL. If the leader has 
implemented transformational practices, the employee 
SE is getting better. Astuty and Udin (2020) found that 
TL has a significant effect on performance. Investigations 
by Azim et al. (2019) found TL significantly predicts 
the involvement of the creative process, and creative SE 
mediates in part the relationship of TL and the process of 
creative involvement. The results show that TL forms a 
conducive organizational climate for employee’s creative 
SE by building employee SE. 

2.1.2. Procedural Justice (PJ) on Self-Efficacy (SE)

Cropanzano et al. (2007) said that organizational justice 
is fair treatment obtained at work where such fair treatment 
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can encourage increased cooperation in groups because it can 
understand the attitudes and behavior of fellow employees 
in the organization. PJ refers to accepted justice from the 
procedures used to make decisions (Cropanzano et al., 2007). 
According to Kinicki and Fugate (2015), procedural justice 
is justice used in making a decision through established 
processes and procedures. If the individual feels that the 
justice he has received is reasonable, then the individual can 
feel the PJ he has already obtained. Top and Tekingunduz 
(2018) argued that it is important to improve organizational 
fairness, which decrease work stress, especially among 
medical personnel in hospitals, and thus foster employees’ 
trust for the organization.

Tu and Lu (2014) confirmed a moderated intervention 
model in which SE acts as a mediating factor between 
ethical leadership and EP. The results support the effects 
of ethical leadership on the performance of individual 
extra roles and the mediating role of overall SE. Zhang et 
al. (2015) said that, for staff that has low perceptions of 
PJ or taking risks, performance imbalances are negatively 
related to SE and creativity because there is a positive 
relationship between PJ or enthusiasm to take risks on SE 
and creativity. Janati (2017) found a significant relationship 
between organizational justice and SE because of the 
fact that organizational justice is known to greatly affect 
employee SE; managers must create strategies to increase 
SE through organizational justice for the performance of 
their employees.

PJ has a positive effect on the EP, so employees will 
make a greater contribution to the organization and have 
greater work motivation if fairness is in the form of policies 
and procedures (Thanh & Toan, 2018). Schuh et al. (2017) 
argue that leaders’ mindfulness is linked to central leadership 
behavior, that is, the extent to which leaders engage in 
procedures that are fair to their employees. The meaning of 
the perception of justice as a whole will strengthen positive 
defiance and performances in the workplace (Swalhi et al., 
2017). Research conducted by Zahra et al. (2017) explores 
the direct and mediated impacts that make SE a potential 
mediator. The result shows that ethical leadership (EL) has 
a significant relationship with innovative work behavior. 
This shows that leadership ethics encourages innovative 
employee’s work behavior beyond what is planned. In team 
justice, it also shows that, generally, team justice has a 
positive influence on individual SE, which in turn positively 
influences development in his workplace (Bensemmane 
et al., 2018). 

2.1.3. Effect of Training on Self-Efficacy (SE)

Dessler and Varrkey (2005) say that training is a process 
of teaching the basic skills needed to carry out work by new 
or old employees. Training can be one way to improve the 

quality of human resources. New and old employees still 
need to attend training periodically because of the demands 
of work that keep changing along with the changing 
environment. Paragraph 9 of Law No.13 of 2003 concerning 
Labor states: “Job training is the overall activity to give, 
obtain, improve, and develop work competence, productivity, 
discipline, attitude, and work ethic at certain skill ranks 
and knowledge following the levels and qualifications of 
positions and occupations”.     

Other findings from Brooke et al. (2017) show that 
factors related to individuals (training and previous 
experience) have a significant influence on knowledge-
sharing behavior. These results also show that self-efficacy 
mediates between factors connected to individuals, social 
support, and knowledge-sharing behavior. Loomba and 
Karsten (2019) synthesize the SE literature pointing a 
role model of SE in influencing the successful execution 
of quality improvement programs in organizations. The 
better quality the training program provided to employees, 
the more SE the employees will have. Dang and Chou 
(2019) suggested that SE has a decisive role in employee 
success to understand a new culture. Training programs 
must encourage and emphasize employee’s SE abilities. 
Such training can increase self-confidence and employee 
capability to be able to solve problems in unexpected 
circumstances. 

2.1.4.  The Effect of Transformational Leadership (TL) 
on Employee Performance (EP)

Fadila et al. (2018) said that TL affected the performance 
of nurses in PKU Muhammadiyah Gamping Hospital. 
Saleem et al. (2019) found that TL has a significant positive 
influence on the EP. Razak et al. (2018) suggested the 
application of a TL style in a company can affect the level 
of employee discipline, namely, the leadership style has a 
positive relationship with work discipline. Pancasila et al. 
(2020) prove that EP is significantly influenced by leadership. 
Other studies show that TL has a high enough effect on EP 
when compared to instrumental leadership even though this 
difference is very slight (Chammas & Hernandez, 2019). EP 
is strongly influenced by leadership style also evidenced by 
Hermina and Yosepha (2019) in their research conducted at 
PT. Trakindo Utama Pontianak, The results showed that the 
TL style had a direct effect on EP. Furthermore, leadership 
style, work discipline, and work motivation have a significant 
influence on EP. 

2.1.5.  Effect of Procedural Justice (PJ) on Employee 
Performance (EP) 

Schuh et al. (2017) presented a four-factor dimension 
model that matched the data and revealed that mindful 
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leaders have positive and significant indirect effects on 
EP. According to Haerani et al. (2020) organizational 
justice received by employees will make employees 
more satisfied at work, display a good commitment to the 
organization, which in turn creates maximum performance 
for the organization. Swalhi et al. (2017) state that specific 
measurements of fairness have a positive effect on job 
performance. Research conducted by Kalay (2016) revealed 
that procedural justice affects EP. This is similar to evidence 
by Zeb et al. (2019) that revealed that organizational justice 
(distributive, procedural, interactional) positively correlated 
significantly with performance. According to Tjahjono et al. 
(2019), employee happiness is very much determined by the 
justice obtained in the organization, so that it will foster a 
balance between work and one’s own happiness, while doing 
work. Fairness in this organization can certainly improve the 
work quality of the employees themselves.

2.1.6. Effect of Training on Employee Performance (EP)

Ugbomhe et al. (2016) explain that tailored training/
development has a significant relationship to job needs and 
staff motivation for higher performance in banks in Edo 
State. The same thing was stated by Ibrahim et al. (2017), 
who prove that a good training program and an increase 
in soft skills training will lead to improved performance 
and eventually organizational success. Nadeera and Islam 
(2018) found that training and development had a significant 
impact on EP. Taufek and Mustafa (2018) found that there 
was a significant influence between training design and 
EP. Otoo and Mishra (2018) say that some human resource 
development have an impact on employee training programs 
with a positive effect on EP in the workplace (Halawi & 
Haydar, 2018). 

2.1.7.  Effect of Self-efficacy on Employee Performance 
(EP)

A longitudinal study conducted by Carter et al. (2018) 
found that SE has an effect on EP and this suggests that SE 
should be managed well together with employee interactions 
in increasing EP. Thundiyil et al. (2016) showed research 
aimed at testing a model that links the positive and negative 
influences of Chinese employees and creative SE on the 
creative performance of supervisors in Chinese business. 
The results show a positive effect of creative SE on employee 
creativity. 

The same was stated by Singh et al. (2017), who 
shows the relationship between thinking self-leadership 
and SE and intervention mechanisms where SE influences 
positively and significant sales performance. Research by 
Black et al. (2019) also revealed that SE has a positive 
effect on the cohesiveness of a team; it was also found that 

there was a mediator role of high SE between emotional 
intelligence and team cohesiveness. High emotional intellect 
encourages the increase of SE, which results in improved 
team cohesiveness. Developed group cohesiveness results 
in better-quality performing and team involvement. The 
results of the study conducted by Afzal et al. (2019) also 
show that controller support is felt to influence EP through 
mediating SE.

2.2. Hypotheses 

Based on some empirical evidence obtained from 
the previous studies, the authors develop the following 
hypotheses:

H1: TL influences the self-efficacy of employees at M.Th.
Djaman Hospital.

H2: Procedural justice influences the self-efficacy of 
employees at M.Th.Djaman Hospital.

H3: Training influences employee self-efficacy in M.Th.
Djaman Hospital.

H4: Transformational leadership influences employee 
performance in M.Th.Djaman Hospital

H5: Procedural justice influences the performance of 
employees in M.Th.Djaman Hospital

H6: Training influences employee performance at the 
M.Th.Djaman Hospital

H7: Self-efficacy influences employee performance in 
M.Th.Djaman Hospital

3. Research Methods and Materials 

This type of study is a quantitative research that is a data 
group carried out using a research instrument in the form 
of a questionnaire. This research is a one-shoot or cross-
sectional study. Research Cross-sectional represents the 
research process is conducted by way of collecting data 
in one. The process can take place over days or weeks or 
months to be able to answer questions in research (Sekaran 
& Bougie, 2016).

The place of research is RSUD M.Th. Djaman, Sanggau 
Regency, West Kalimantan. The object of the study was 
all employees of the State Civil Apparatus (ASN) at the 
M. Th Hospital. Djaman Sanggau Regency. This data 
collection search uses purposive sampling by distributing 
questionnaires to 120 samples using Google Form. Data 
were analyzed using SEM with the tools IBM SPSS and 
AMOS 24.0 0. Exogenous variables used in this research 
that transformational leadership, procedural justice, and 
training. While the endogenous variables used are SE and 
EP. The variable will be measured using a Likert scale on 
answers to scales 1 to 5, from 1 “strongly disagree” to 5 
“strongly agree”.



G. KUSUMANINGRUM, Siswoyo HARYONO, Rr. Sri HANDARI /   
Journal of Asian Finance, Economics and Business Vol 7 No 12 (2020) 995–1004 999

4. Results and Discussion 

4.1. Results

Based on the test results of the Confirmatory Factor 
Analysis (CFA), five of the 25 indicators were invalid 
because they had a loading factor of > 0.5, one indicator was 
invalid because it has a loading factor of < 0.5. Reliability 
testing results were from Construct Reliability (CR) and VE.

From Table 1, with training and SE with a 
probability below 0.05, H0 is not accepted and H1 is 
accepted; the statement p value is = 0.029 ≤ 0.05. So, 
it shows that training has a significant influence on SE.   

Dessler and Varrkey (2005) say that training is a process of 
teaching the basic skills needed to carry out work by new 
or old employees. Training can be one way to improve the 
quality of human resources. New and existing employees 
still need to attend training periodically because of the 
changing job demands along with the changing work 
environment.

The general purpose of training is to develop skills, to 
be faster and more effective in completing a job, to develop 
knowledge, so that work can be completed rationally, and to 
develop attitudes that foster a willingness to work together 
among employees and with management (leaders). From 
the results of this data processing, the hypothesis proposed 
in this research is in line with the results of previous 
research by Stocks and Slater (2016), Brooke et al. (2017), 
Kerr et al. (2018), Loomba and Karsten (2019), and Dang 
and Chou (2019) that show a positive and significant 
relationship between training and SE. This is according 
to the SE theory proposed by Bandura (1997), which 
states that a person must learn various skills to diagnose 
their strengths and weaknesses to optimize the person’s 
potential to increase SE.

P-value between SE on EP with a probability below 
0.05 the value indicates that H0 is rejected and H1 is 
accepted; the statement p value is = 0.000 ≤ 0.05. 

Table 1: Results of Reliability Test Constructions

Variable CR VE Information
Transformational 
leadership 0.99 0.64 Reliable

Procedural Justice 0.87 0.57 Reliable
Training 0.96 0.63 Reliable
Self-Efficacy 0.96 0.83 Reliable
Employee 
performance 0.92 0.75 Reliable

Figure 1: Fit the Research Model to the Method Structural Equation Model (SEM)



G. KUSUMANINGRUM, Siswoyo HARYONO, Rr. Sri HANDARI /   
Journal of Asian Finance, Economics and Business Vol 7 No 12 (2020) 995–10041000

4.2. Discussion 

The results of the study have implications for managerial 
policy. The results of this study can be used as a reference 
by management in determining what policy priority scale 
should take precedence. Training is the most dominant 
positive factor affecting self-efficacy significantly, and self-
efficacy has a significant effect on employee performance at 
RSUD M.Th. Djaman.

Referring to the highest training indicator value is the 
statement “I found an instructor who mastered the material, 
delivered it clearly and was easy to understand”. This 
means that the training needed by employees is training 
provided by competent sources and instructors who master 
the material/experts in their fields. Furthermore, if the 
training received comes from competent instructors, the 
employees as training participants will easily understand the 
training material presented. The types of training provided 
to employees must be following the job description of each 
employee. Employees are also given the right to apply for 
the training needed so that employees will be able to actively 
participate in the training; the process of understanding the 
material will be easier. The provision of training must also 
be well planned by the relevant department, be it training 
facilities, accommodation, and financial support during 
training. Training must be carried out periodically so that 
the development of employee’s knowledge and technology 
is always updated to support employee performance in 
providing services to patients. 

The dominant SE indicator value is in the statement “I will 
display an attitude that shows self-confidence in the entire work 
process”. This indicates that employee self-efficacy is good 
enough. The individual is very confident in his ability to get 
work done. This situation makes employees continue to strive 
diligently to complete their assigned tasks using their abilities. 
Employees can motivate themselves to be able to choose 
and take the necessary actions in completing tasks. Thus, the 
employee can face obstacles and difficulties and the individual 
is always sure that any task can be completed properly.   

Table 2: P-Value

P. Information

TL → SE 0.158 H1 not accepted

PJ → SE 0.136 H1 not accepted

T → SE 0.029 H1 accepted

TL → EP 0.631 H1 not accepted

PJ → EP 0.837 H1 not accepted

T → EP 0.146 H1 not accepted

SE → EP 0.000 H1 accepted

Table 3: Standardized Direct Effects

T PJ TL SE EP
SE .382 -.483 .521 .000 .000
EP .226 -.060 .159 .529 .000

Table 4: Standardized Indirect Effects

T PJ TL SE EP
SE .000 .000 .000 .000 .000
EP .202 -.256 .276 .000 .000

Table 5: Standardized Total Effects

T PJ TL SE EP
SE .382 -.483 .521 .000 .000
EP .428 -.316 .435 .529 .000

This means that SE has a significant effect on the EP. 
Judging from the results from the respondents’ answers, 
the statement “I will display an attitude that shows 
confidence in the entire work process” shows the highest 
value. This means that employees have committed 
themselves to be able to carry out their work that has a 
broad as well as specific range.

As per Bandura (1991), someone who has high SE will 
have better performance because he has strong motivation, 
clear goals, good emotional stability, enthusiasm, and the 
ability to produce optimal performance. However, if SE is 
very low, then an employee tends not to try for the maximum 
efforts. Bandura and Schunk (1989) suggest that SE is very 
important in driving motivation in each individual and in 
achieving predetermined performance. SE is a trust in one’s 
capacity to perform tasks perfectly. A person will find it 
easier to achieve success if he has high SE, so that he will 
be more confident in his abilities, while people who have 
low self-efficacy always feel more likely to fail (Bandura, 
1997). So that, when employee SE is high, it can optimize 
their performance. 

The mediation effect that will be tested is the mediating 
role of the SE variable between the training variables and 
employees. The mediation effect that will be tested is the 
mediating role of the SE variable between the training 
variables and EP. The effect of the training variable on 
SE is 0.382 and the effect of SE on EP is 0.529. While 
the total effect of training on EP is greater with SE as a 
mediator (0.226 + 0.202 = 0.428) than the direct effect 
of training on employee performance (0.226) and indirect 
influence (0.202). This means that SE is proven to mediate 
training on EP.
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because, when someone has a high value of self-efficacy, 
it will produce excellent performance, which is supported 
by high enthusiasm and clear goals. Future studies should 
find out how to develop variables to get better results by 
considering variables that can affect self-efficacy in addition 
to transformational leadership, procedural justice, and 
variables that affect employee performance.

Future research could also look at other variables 
that can affect the performance of employees such 
as motivation and organizational culture (Paais & 
Pattiruhu, 2020) where the results show that employee 
performance has a higher tendency to be built on 
motivation, leadership, organizational culture and job 
satisfaction. An increased employee performance will be 
obtained along with increased job satisfaction, which is 
the result of motivation, leadership and organizational 
culture. Compensation and work motivation also greatly 
affect employee performance, as evidenced in research 
conducted by Sumiarti et al. (2018). Job involvement, 
perceived organizational support, and organizational 
culture where the results of the study, which found that 
employee performance was significantly influenced by 
job involvement, organizational culture, and perceptions 
of organizational support (Asria & Amali, 2018). Haryono 
et al. (2020) also expressed the same view, by combining 
several other factors with training, namely, that promotion 
and work motivation had a significant effect on work 
performance, so the suggestion put forward was to design 
a routine training plan for employees. Besides, doing 
promotions together with training will increase work 
motivation, which in turn has an effect on increasing EP.
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the grand finding is that self-efficacy can increase along with 
the increase in training provided to employees. The increase 
in self-efficacy by employees can improve the performance 
of employees of RSUD M.Th. Djaman. Therefore, the 
relevant department in the hospital can set up training plans 
to increase employee self-efficacy in carrying out their work 
so that employee performance can be optimized.

5. Conclusions 

After statistical analysis it was found that transformational 
leadership does not affect self-efficacy, procedural justice 
does not affect on self-efficacy, training has a significant 
effect on self-efficacy, transformational leadership does 
not affect employee performance, procedural justice does 
not affect employee performance, training does not affect 
employee performance, and self-efficacy has a significant 
effect on employee performance. 

The higher the training, the higher the employee’s 
self-efficacy, further optimizing employee performance 
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