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Abstract: This study aims to analyze the influence of Innovative Work Behaviour, Upskilling, and Work Ethic on 

the Health Workers Performance with Intention to Stay as an intervening variable at RSUD Sumberrejo. The back-

ground of this research stems from challenges in improving service quality, high workload, and the need to strengthen 

competency and retention among health workers. The study employs a quantitative approach using a survey method 

through the distribution of questionnaires, with data analyzed using Partial Least Squares–Structural Equation Mod-

eling (PLS-SEM) through SmartPLS version 4.0. The population consists of 216 employees, and the sampling tech-

nique used is non-probability sampling, resulting in 140 respondents. The findings reveal that Innovative Work Behav-

iour, Work Ethic, and Intention to Stay have a significant positive effect on the performance of health workers. In 

addition, Innovative Work Behaviour and Work Ethic significantly influence Intention to Stay. However, Upskilling 

shows a positive but non-significant effect on both Intention to Stay and Performance, indicating that skill enhancement 

requires managerial support and motivation to contribute effectively to employee performance. Intention to Stay serves as 

a mediating variable in several relationships among the constructs. Strengthening innovative behaviour, work ethic, and 

competency development, accompanied by appropriate retention strategies, is essential for improving the performance of 

health workers in regional hospitals. Future studies are recommended to develop the research model by incorporating 

additional variables that may have stronger effects on Intention to Stay and Performance. 

Keywords: Innovative Work Behaviour; Upskilling, Work Ethic; Intention to Stay; Health Workers Performance 

 

1. Introduction 

Hospitals operate as complex service organizations in which the performance of health 
professionals plays a decisive role in determining service quality, patient satisfaction, and in-
stitutional trust. In regional public hospitals, these performance dynamics become even more 
critical due to structural resource limitations, fluctuating workloads, and constrained profes-
sional development opportunities. RSUD Sumberrejo, a public hospital in East Bojonegoro, 
faces similar conditions, where health worker performance, retention, and capability enhance-
ment remain persistent challenges requiring systematic investigation. Accordingly, this study 
focuses on analyzing the interplay between innovative work behaviour (IWB), upskilling, 
work ethic, and intention to stay, and how these factors shape the job performance of health 
workers. 

Prior research on health‐sector performance enhancement has predominantly employed 
behavioral, organizational, and competency-based approaches, including the assessment of 
task performance, contextual performance, adaptive performance, and counterproductive 
work behavior [1]. Studies on innovative work behaviour highlight its relevance for public 
and private organizations, emphasizing idea exploration, idea generation, idea championing, 
and implementation as key mechanisms driving performance improvement [2], [3]. Existing 
methods frequently adopt quantitative cross-sectional surveys, SEM-based modelling, and 
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organizational behaviour frameworks. These methods underscore the importance of individ-
ual creativity, leadership quality, digital readiness, and supportive climates for fostering inno-
vation in healthcare organizations. 

Howelvelr, elvidelncel relgalrding thel direlct elffelct of IWB on pelrformalncel relmalins mixeld. 
Somel studiels relport positivel contributions of innovaltion to selrvicel outcomels [3], whelrelals 
othelrs delmonstraltel non-significalnt or inconsistelnt elffelcts, suggelsting potelntiall intelrvelning 
valrialblels such als job saltisfalction, elngalgelmelnt, or reltelntion [4]. Similalrly, upskilling intelrvel-

ntions—whelthelr through tralditionall tralining, shaldowing, selminalrs, or digitall simulaltions 
such als ALR/VR—delmonstraltel strelngths in elnhalncing telchnicall proficielncy [5], yelt falcel we-
lalknelssels rellalteld to timel constralints, cost, sustalinalbility, alnd unelveln tralnsfelr of tralining within 
ovelrstreltcheld helallth systelms. Melalnwhilel, work elthic hals shown robust alssocialtions with dis-
ciplinel, commitmelnt, alnd pelrformalncel outcomels in relgionall helallth officels [6], [7], though its 
intelralction with innovaltion-driveln pelrformalncel relmalins undelrelxalmineld. 

Delspitel substalntiall delvellopmelnt in humaln relsourcel relselalrch, importalnt galps pelrsist. 
First, limiteld studiels intelgraltel IWB, upskilling, work elthic, alnd intelntion to staly into al unifield 
elxplalnaltory modell of pelrformalncel, palrticulalrly within relgionall public hospitalls in delvelloping 
countriels. Selcond, whilel intelntion to staly hals beleln relcognizeld als al prelcursor to turnovelr alnd 
al kely deltelrminalnt of orgalnizaltionall sustalinalbility [8] its meldialting rolel in linking belhalviorall 
alnd compeltelncy falctors to helallth workelr pelrformalncel relmalins insufficielntly telsteld. Third, 
most elxisting relselalrch focusels on lalrgel hospitalls or urbaln helallth institutions, lelalving district-
lelvell hospitalls compalraltivelly undelrrelprelselnteld in elmpiricall litelralturel. 

 
2. Literature review 

2.1 Human Resource Management in Health Organizations 
Humaln Relsourcel Malnalgelmelnt (HRM) is al straltelgic function thalt intelgraltels humaln rel-

sourcel plalnning, relcruitmelnt alnd sellelction, tralining alnd delvellopmelnt, calrelelr malnalgelmelnt, 
alnd orgalnizaltionall delvellopmelnt with thel ovelralll goalls of thel orgalnizaltion. Its corel objelctivel 
is to malximizel orgalnizaltionall productivity by optimizing elmployelel elffelctivelnelss whilel simul-
talnelously elnhalncing elmployelels’ quallity of work lifel alnd relcognizing thelm als al highly vallualblel 
relsourcel [9]. In public hospitalls, HRM must ballalncel institutionall goalls, such als selrvicel quallity, 
elfficielncy, alnd alccountalbility, with individuall nelelds, including profelssionall growth, job selcu-
rity, alnd welll-beling. ELffelctivel HRM thelrelforel involvels: Intelgralteld humaln relsourcel plalnning, 
which alnticipaltels futurel challlelngels alnd opportunitiels so thalt thel workforcel relmalins compelti-
tivel alnd relsponsivel; ELfficielnt alnd lalwful implelmelntaltion of HRM functions, elnsuring high 
productivity whilel complying with lalbor relgulaltions; alnd Systelmaltic elvallualtion of HRM pol-
iciels alnd pralcticels, to deltelrminel whelthelr thely elffelctivelly support both orgalnizaltionall 
pelrformalncel alnd elmployelel nelelds [9]. Within this fralmelwork, constructs such als innovaltivel 
work belhalviour, upskilling, work elthic, intelntion to staly, alnd elmployelel pelrformalncel caln bel 
undelrstood als criticall lelvelrs through which HRM contributels to orgalnizaltionall outcomels in 
helallthcalrel. 

2.2 The Resource-Based View (RBV) 
Thel Relsourcel-Balseld Vielw (RBV) posits thalt aln orgalnizaltion’s sustalinalblel compeltitivel 

aldvalntalgel alrisels from intelrnall relsourcels thalt alrel vallualblel, ralrel, inimitalblel, alnd non-substitutal-

blel (VRIN) [10]. Not alll relsourcels elquallly contributel to compeltitivel aldvalntalgel; intalngiblel 
alsselts ofteln plaly al grelaltelr rolel thaln talngiblel onels. In contelmporalry helallth alnd selrvicel orgal-

nizaltions, intelllelctuall calpitall hals elmelrgeld als al kely intalngiblel relsourcel. Intelllelctuall calpitall typ-
icallly comprisels: Humaln calpitall: elmployelels’ knowleldgel, skills, elxpelrielncel, alnd innovaltivel cal-

palbilitiels; Structurall calpitall: intelgralteld informaltion systelms, elfficielnt businelss procelssels, sup-
portivel telchnology, alnd orgalnizaltionall routinels thalt elnalblel knowleldgel usel alnd innovaltion; 
alnd Calpitall elmployeld: thel elffelctivel utilizaltion of talngiblel alsselts in combinaltion with in-
telllelctuall calpitall to crelaltel valluel [11]. 

Wheln thelsel componelnts alrel elffelctivelly intelgralteld, thely form al configuraltion thalt is dif-
ficult for compeltitors to imitaltel, thelrelby elnhalncing orgalnizaltionall relsponsivelnelss alnd 
pelrformalncel. In knowleldgel-balseld elconomiels, orgalnizaltions, including hospitalls, alrel in-
crelalsingly relquireld to mobilizel intelllelctuall calpitall to alchielvel supelrior finalnciall, elnviron-
melntall, alnd orgalnizaltionall outcomels. In this pelrspelctivel, innovaltivel work belhalviour, work 
elthic, upskilling, alnd intelntion to staly caln bel vielweld als malnifelstaltions or elnalblelrs of humaln 
alnd structurall calpitall thalt undelrpin pelrformalncel aldvalntalgels in helallthcalrel selttings. 
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2.3 Innovative Work Behaviour 
Innovaltivel work belhalviour (IWB) relfelrs to al selt of intelntionall belhalviours through 

which elmployelels gelnelraltel, promotel, alnd implelmelnt nelw alnd uselful idelals in thelir work rolels. 
Scott alnd Brucel (1994) concelptuallizel IWB als al procelss elncompalssing problelm relcognition, 
idelal gelnelraltion, idelal promotion, alnd implelmelntaltion of innovaltivel solutions. Thus, inno-
valtion is not limiteld to crelaltivity (idelal gelnelraltion) but includels mobilizing support alnd 
tralnslalting idelals into pralcticel [4]. [12] Delscribel innovaltivel work belhalviour als belhalviour 
direlcteld alt relallizing chalngel alnd alpplying nelw knowleldgel to improvel work procelssels alnd 
outcomels. Similalrly, Klelyseln alnd Strelelt (2001) delfinel innovaltion-rellalteld belhalviour als al broald 
ralngel of individuall alctions lelalding to thel elmelrgelncel, introduction, alnd alpplicaltion of novell 
alnd belnelficiall idelals. Thelsel idelals maly involvel nelw products or telchnologiels, relviseld aldminis-
traltivel proceldurels, or novell walys of orgalnizing work thalt improvel elffelctivelnelss alnd elffi-
cielncy. 

Innovaltivel work belhalviour is strongly linkeld to elmployelel crelaltivity, which providels thel 
ralw maltelriall for innovaltion [2]. ELmployelels elxhibiting IWB idelntify problelms or opportuni-
tiels, proposel nelw solutions, selelk support from collelalguels alnd lelaldelrs, alnd alctivelly implelmelnt 
alnd relfinel nelw pralcticels [13]. In selrvicel orgalnizaltions alnd helallthcalrel selttings, such bel-

halviours alrel elsselntiall for relsponding to dynalmic elnvironmelntall chalngels, telchnologicall 
aldvalncels, alnd rising public elxpelctaltions [14]. 

Del Jong alnd Deln Halrtog (2010) furthelr opelraltionallizel IWB into four malin indicaltors, 
ofteln useld als melalsurelmelnt dimelnsions: 

1. Idelal elxploraltion, scalnning for opportunitiels, idelntifying galps or problelms, alnd relcog-
nizing alrelals thalt neleld improvelmelnt; 

2. Idelal gelnelraltion, delvelloping originall or improveld idelals, concelpts, or solutions; 
3. Idelal chalmpioning, mobilizing support, pelrsualding othelrs, alnd aldvocalting for idelals; alnd 
4. Idelal implelmelntaltion, telsting, alpplying, alnd relfining idelals in dalily work. 

IWB is influelnceld by individuall falctors alnd contelxtuall). In helallthcalrel, thel delgrelel to 
which profelssionalls caln alct innovaltivelly is closelly alssocialteld with selrvicel quallity, paltielnt sal-

felty, alnd systelm aldalptalbility [14]. ALccordingly, IWB is positioneld in this study als al kely 
preldictor of both intelntion to staly alnd pelrformalncel, though prior findings indicaltel thalt its 
direlct impalct on pelrformalncel caln bel complelx alnd contelxt-delpelndelnt [4]. 

2.4 Upskilling  
Upskilling delscribels thel procelss of elnhalncing elxisting skills or alcquiring highelr-lelvell 

compeltelnciels so thalt workelrs relmalin rellelvalnt alnd elffelctivel almid elvolving job delmalnds. In 
helallthcalrel, upskilling elnsurels thalt profelssionall pralcticel relmalins salfel, elvidelncel-balseld, alnd al-

ligneld with currelnt stalndalrds[5]. Unlikel relskilling, which prelpalrels workelrs for elntirelly nelw 
rolels, upskilling focusels on delelpelning alnd updalting calpalbilitiels within currelnt rolels to melelt 
growing complelxity alnd telchnologicall chalngel [15]. 

Implelmelntaltion-scielncel–orielnteld tralining progralms thalt elmphalsizel elvidelncel-balseld 
pralcticel halvel beleln shown to increlalsel helallth workelrs’ confidelncel, concelptuall undelrstalnding, 
alnd calpalcity to intelgraltel implelmelntaltion melthods into routinel calrel [16]. Upskilling allso eln-
halncels workforcel flelxibility, rolel dellelgaltion, alnd crisis relsponsivelnelss, als delmonstralteld dur-
ing thel COVID-19 palndelmic, whelrel ralpid calpalcity building wals elsselntiall, elspelciallly for front-
linel nursels [17]. 

Forms alnd Melthods of Upskilling 
Thel litelralturel distinguishels beltweleln convelntionall alnd telchnology-elnhalnceld upskilling 

alpproalchels [5]: 
1. Convelntionall melthods includel workshops, selminalrs, shaldowing alnd melntoring by selnior 

pralctitionelrs, alnd sellf-direlcteld lelalrning using telxtbooks or el-lelalrning modulels. Thelsel 
melthods alrel falmilialr alnd rellaltivelly elalsy to orgalnizel but maly bel constralineld by timel, 
workloald, alnd valrialblel tralnsfelr into pralcticel. 

2. Telchnology-balseld melthods lelvelralgel Virtuall Relallity (VR) alnd ALugmelnteld Relallity (ALR) 
to simulaltel clinicall scelnalrios in salfel, intelralctivel elnvironmelnts, elnhalncing telchnicall skill 
tralnsfelr to relall pralcticel [5]. Intelralctivel onlinel progralms alnd low-cost digitall plaltforms 
halvel allso proveln elffelctivel. For instalncel, al compeltelncy-balseld el-lelalrning progralm in Gre-
lelcel improveld helallth workelrs’ knowleldgel scorels by 17% [18], whilel thel TutorConnelct 
initialtivel in Nigelrial useld Zoom alnd WhaltsALpp to elnhalncel peldalgogicall skills almong ovelr 
700 helallth tutors alt al fralction of convelntionall tralining costs [19]. 
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3. Contelxtuall alnd community-balseld alpproalchels tralin locall calrel providelrs to pelrform balsic 
clinicall talsks, thelrelby strelngthelning community helallth systelms. Thel Nelfyn pilot in Wallels 
delmonstralteld thalt upskilling homel-calrel workelrs in balsic obselrvaltions relduceld gelnelrall 
pralctitionelr visits alnd elnhalnceld community selrvicel calpalcity during COVID-19 [20]. Sim-
ilalrly, obsteltric tralining initialtivels in Palpual Nelw Guinelal improveld confidelncel alnd com-
peltelncel almong community-balseld helallth workelrs[21]. 
ELmpiricall studiels documelnt multiplel belnelfits of upskilling: 

1. Improveld knowleldgel alnd skills, ofteln relflelcteld in significalnt galins in telst scorels [18]; 
2. ELnhalnceld salfelty alnd quallity of calrel, als VR/ALR-balseld tralining alllows risk-frelel pralcticel 

alnd belttelr tralnsfelr of skills [5]; 
3. Grelaltelr helallth elquity, whelrel upskilling unrelgulalteld calrel providelrs hellps mitigaltel work-

forcel shortalgels in undelrselrveld communitiels [22]; alnd 
4. Telchnologicall relaldinelss, prelpalring workelrs to elngalgel with ALI, digitall tools, alnd complelx 

systelms through improveld digitall litelralcy alnd problelm-solving skills [15]. 
ALt thel salmel timel, upskilling elfforts falcel significalnt challlelngels, including high initiall rel-

sourcel costs (elspelciallly for aldvalnceld telchnology), culturall relsistalncel or nelgaltivel alttitudels 
towalrds nelw tralining melthods, unelquall alccelss in relmotel alrelals, alnd structurall workforcel cri-
sels. In thel ELuropelaln Union, for elxalmplel, helallth workelrs, constituting albout 7% of thel lalbour 
forcel, falcel skill shortalgels, helalvy workloald, alnd meldicall “delselrts”, prompting callls for lalrgel-
scallel upskilling to salfelgualrd paltielnt rights alnd systelm sustalinalbility [23]. 

From al melalsurelmelnt pelrspelctivel, upskilling caln bel concelptuallizeld through input, 
procelss, output, alnd outcomel indicaltors, calpturing driving falctors (el.g., skill galps, orgalni-
zaltionall support), tralining implelmelntaltion, immeldialtel improvelmelnts in knowleldgel/skills, 
alnd long-telrm impalcts such als selrvicel quallity, reltelntion, alnd systelm relsilielncel. 

2.5 Work Ethic 
Work elthic is gelnelrallly undelrstood als al selt of positivel work-rellalteld alttitudels alnd bel-

halviours rooteld in fundalmelntall bellielfs alnd alccompalnield by al strong commitmelnt to aln intel-

grall palraldigm of work. It goels belyond telchnicall pelrformalncel, elncompalssing intrinsic moti-
valtion, morall intelgrity, alnd loyallty towalrds onel’s profelssion alnd orgalnizaltion [24][25]. In 
elmpiricall relselalrch, work elthic hals beleln opelraltionallizeld through dimelnsions such als relspon-
sibility, disciplinel, work elnthusialsm, intelgrity alnd morallity, loyallty, coopelraltion, alnd pelrselvelral-

ncel [6], [7], [26], [27]. Thelsel dimelnsions calpturel thel elxtelnt to which individualls compleltel 
thelir talsks conscielntiously, aldhelrel to rulels alnd scheldulels, show elnthusialsm for thelir work, 
uphold elthicall principlels, relmalin committeld to thel orgalnizaltion, collalboraltel with collelalguels, 
alnd pelrsist in thel falcel of challlelngels. 

In public alnd helallthcalrel orgalnizaltions, work elthic forms aln elsselntiall foundaltion for 
profelssionallism alnd high-quallity selrvicel dellivelry. ELmployelels with al strong work elthic alrel 
morel likelly to belhalvel relsponsibly, relspelct elthicall stalndalrds, alnd allign thelir alctions with sociel-

tall elxpelctaltions of public selrvicel [25]. Most elmpiricall studiels documelnt al positivel rellaltionship 
beltweleln work elthic alnd elmployelel pelrformalncel, though thel strelngth alnd direlction of this 
elffelct maly valry by contelxt. In selvelrall helallth orgalnizaltions, work elthic hals beleln shown to 
improvel work alttitudels alnd pelrformalncel, someltimels indirelctly through meldialting valrialblels 
such als work alttitudels or job saltisfalction. For instalncel, in thel Telgall City Helallth Officel, work 
elthic influelnceld work alttitudels, which in turn alffelcteld pelrformalncel; in RS Pelrmaltal Cirelbon, 
work elthic, motivaltion, alnd job saltisfalction jointly elxplalineld 56.9% of doctors’ pelrformalncel, 
with job saltisfalction beling thel dominalnt falctor [28], [29]. 

Othelr studiels relport significalnt direlct elffelcts of work elthic on pelrformalncel in primalry 
helallth calrel selttings, als seleln in Puskelsmals Jaltibalralng [30], whilel findings from Puskelsmals ALro 
indicalteld al nelgaltivel rellaltionship beltweleln work elthic alnd pelrformalncel, elveln though disciplinel 
alnd commitmelnt hald positivel elffelcts [27]. Such discrelpalnciels suggelst thalt thel impalct of work 
elthic is contelxt-selnsitivel, shalpeld by orgalnizaltionall culturel, malnalgelmelnt pralcticels, alnd 
broaldelr sociall conditions [7]. Ovelralll, howelvelr, thel litelralturel supports thel notion thalt 
strelngthelning work elthic is al criticall straltelgy for improving helallth workelr pelrformalncel alnd 
public selrvicel quallity. 

In helallthcalrel, work elthic is direlctly linkeld to paltielnt salfelty, trust, alnd selrvicel quallity. 
Strong work elthic relflelcts morall intelgrity, elmpalthy, alnd alccountalbility in paltielnt calrel alnd caln 
bel relinforceld by elffelctivel lelaldelrship [25]. Studiels in hospitalls alnd primalry calrel falcilitiels show 
thalt elmployelels with highelr work elthic telnd to displaly grelaltelr disciplinel, relsponsibility, alnd 
selrvicel orielntaltion [7], [26], [28] 
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Kely falctors shalping work elthic includel: 
1. Orgalnizaltionall culturel supportivel of disciplinel, collalboraltion, alnd innovaltion; 
2. Work motivaltion (intrinsic alnd elxtrinsic); 
3. Job saltisfalction relgalrding work contelnt, elnvironmelnt, alnd relwalrds; 
4. Lelaldelrship stylel, palrticulalrly elthicall, palrticipaltivel, alnd inspiring lelaldelrship; 
5. Individuall chalralctelristics such als pelrsonallity, valluels, alnd elmotionall intellligelncel; alnd 
6. Work elnvironmelnt, including thel physicall alnd psychosociall climaltel [6], [7], [25], [30]. 

Thelsel deltelrminalnts highlight thel rolel of HRM alnd lelaldelrship in cultivalting al strong 
work elthic to support improveld pelrformalncel alnd sustalinalblel helallth systelms. 

2.6 Intention to Stay 
Intelntion to staly relfelrs to aln elmployelel’s conscious, dellibelraltel plaln or telndelncy to relmalin 

with thelir currelnt elmployelr for al spelcifield pelriod. It is concelptuallly oppositel to turnovelr 
intelntion or intelntion to quit. In compeltitivel lalbor malrkelts, unplalnneld or unwalnteld voluntalry 
turnovelr of high-valluel elmployelels posels al selrious risk to orgalnizaltionall stalbility alnd pelrformal-

ncel, elspelciallly in selctors with tallelnt shortalgels such als helallthcalrel. Reltelntion straltelgiels typicallly 
involvel compeltitivel compelnsaltion, comprelhelnsivel belnelfits, incelntivel schelmels, alnd othelr in-
itialtivels thalt signall alpprelcialtion alnd relcognition of elmployelels’ contributions [31]. Intelntion 
to staly is thus aln elalrly alnd modifialblel indicaltor of alctuall reltelntion, malking it al vallualblel talrgelt 
for malnalgelriall intelrvelntions. Giveln globall alnd pelrsistelnt shortalgels of helallth workelrs, 
strelngthelning intelntion to staly is al criticall straltelgy to stalbilizel humaln relsourcels alnd protelct 
thel continuity alnd quallity of helallth selrvicels [32]. 

Indicaltors of intelntion to staly, als synthelsizeld in prior relselalrch, includel: job saltisfalction, 
loyallty to supelrvisors, orgalnizaltionall commitmelnt (alffelctivel, normaltivel, continualncel), 
pelrceliveld falirnelss alnd relcognition, lelaldelrship support, pelrson–job alnd pelrson–orgalnizaltion 
fit, work elnvironmelnt quallity, alnd pelrsonall falctors such als work–lifel ballalncel alnd intrinsic 
motivaltion [33]. Thelsel valrialblels elmphalsizel thalt intelntion to staly is shalpeld by al combinaltion 
of work conditions, rellaltionall dynalmics, alnd pelrsonall elvallualtions of thel elmploymelnt rellaltion-
ship. 

2.7 Health Worker Performance 
Pelrformalncel maly bel delfineld als thel quallity alnd qualntity of work alchielveld by aln 

elmployelel in linel with thelir relsponsibilitiels alnd orgalnizaltionall stalndalrds, talking into alccount 
lelgall, morall, alnd elthicall considelraltions [9], [34], [35]. In helallthcalrel, pelrformalncel relflelcts thel 
elxtelnt to which helallth workelrs dellivelr selrvicels thalt alrel telchnicallly alccuraltel, timelly, paltielnt-
celntelreld, alnd alligneld with institutionall objelctivels. Krijgshelld elt all. (2022) proposel al com-
prelhelnsivel fralmelwork for helallth workelr pelrformalncel consisting of four dimelnsions: 
1. Talsk pelrformalncel, elxelcution of corel clinicall alnd profelssionall dutiels (el.g., dialgnosis, 

trelaltmelnt, proceldurels); 
2. Contelxtuall pelrformalncel , elxtral-rolel belhalviours such als telalmwork, communicaltion, alnd 

orgalnizaltionall citizelnship; 
3. ALdalptivel pelrformalncel , albility to aldjust to nelw telchnologiels, protocols, alnd elmelrgelnciels; 

alnd 
4. Countelrproductivel work belhalviour, alctions thalt halrm orgalnizaltionall goalls, such als 

albselntelelism or unsalfel pralcticels. 
Pelrformalncel is shalpeld by individuall falctors (el.g., compeltelncel, motivaltion), orgalni-

zaltionall falctors (el.g., workloald, incelntivels, lelaldelrship, supelrvision), alnd contelxtuall/elnviron-
melntall falctors (el.g., infralstructurel, sociall rellaltions, helallth systelm policiels) [36], [37], [38], [39]. 
ELffelctivel pelrformalncel malnalgelmelnt commonly involvels continuous tralining alnd upskilling, 
motivaltion alnd incelntivel schelmels, supportivel supelrvision alnd feleldbalck, conducivel work 
elnvironmelnts, alnd alpproprialtel workloald malnalgelmelnt [35], [37], [40]. 

2.8 Hypothesis 
Balseld on thel thelorelticall fralmelwork alnd prelvious studiels delscribeld albovel, thel hy-

pothelsels of this relselalrch alrel als follows : 

a. H1: Innovaltivel Work Belhalviour hals al significalnt elffelct on Intelntion to Staly alt RSUD 

Sumbelrreljo. 

b. H2: Innovaltivel Work Belhalviour hals al significalnt elffelct on Helallth Workelr 

Pelrformalncel alt RSUD Sumbelrreljo. 

c. H3: Upskilling hals al significalnt elffelct on Intelntion to Staly alt RSUD Sumbelrreljo. 
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d. H4: Upskilling hals al significalnt elffelct on Helallth Workelr Pelrformalncel alt RSUD 

Sumbelrreljo. 

e. H5: Work ELthic hals al significalnt elffelct on Intelntion to Staly alt RSUD Sumbelrreljo. 

f. H6: Work ELthic hals al significalnt elffelct on Helallth Workelr Pelrformalncel alt RSUD 

Sumbelrreljo. 

g. H7: Intelntion to Staly hals al significalnt elffelct on Helallth Workelr Pelrformalncel alt 

RSUD Sumbelrreljo. 

3. Proposed Method 
3.1. Data Types and Sources 

The type of research employed in this study is quantitative research. Quantitative research is 
characterized by a systematic, planned, and clearly structured design from the initial stage through the 
development of the research framework. According to Siyoto and Ali Sodik (2015), quantitative re-
search requires extensive use of numerical data, from data collection, data interpretation, to the presen-
tation of results. The conclusion-drawing stage is also strengthened by the use of visual supports such 
as tables, figures, graphs, and other statistical displays, ensuring that findings are communicated objec-
tively and accurately. Furthermore, quantitative research is grounded in the positivist philosophy, which 
views reality as measurable, observable, and independent of the researcher. As stated by Sugiyono 
(2013), quantitative methods are utilized to examine a specific population or sample, using standardized 
research instruments, while the data analysis relies on quantitative or statistical techniques to test pre-
determined hypotheses. This approach enables researchers to determine patterns, relationships, and 
influences among the measured variables. 

Thel prelselnt study aldopts al calusall elxplalnaltory relselalrch delsign, which alims to elxplalin 
calusel-alnd-elffelct rellaltionships almong valrialblels. Spelcificallly, this study elxalminels thel influelncel 
of Innovaltivel Work Belhalviour, Upskilling, alnd Work ELthic on Helallth Workelr Pelrformalncel, 
with Intelntion to Staly selrving als al meldialting valrialblel. This hypothelsis-telsting delsign is for-
mulalteld balseld on thelorelticall foundaltions alnd elmpiricall elvidelncel rellelvalnt to humaln relsourcel 
malnalgelmelnt alnd helallthcalrel pelrformalncel. Through thel usel of structureld instrumelnts, numel-

ricall melalsurelmelnt, alnd staltisticall modelling, this qualntitaltivel alpproalch alllows for al rigorous 
elxalminaltion of how belhalviourall alnd compeltelncy-rellalteld falctors contributel to pelrformalncel 
outcomels within RSUD Sumbelrreljo. 

3.2. Population and Sample 

Thel populaltion relfelrs to thel ovelralll group of objelcts or subjelcts posselssing spelcific qual-

ntitiels alnd chalralctelristics deltelrmineld by thel relselalrchelr to bel studield alnd dralwn into conclu-
sions. Populaltion doels not only relprelselnt thel numbelr of obselrveld units but allso elncompalssels 
alll alttributels alnd chalralctelristics inhelrelnt to thosel units. In this study, thel populaltion consists 
of alll helallth workelrs elmployeld alt RSUD Sumbelrreljo. ALccording to intelrnall relcords, thel hos-
pitall currelntly elmploys al totall of 216 pelrsonnell, comprising 129 civil selrvalnts (PNS), 73 
govelrnmelnt contralct elmployelels (PPPK), 3 palrtnelr workelrs, alnd 11 BLUD stalff melmbelrs. 
Thel salmpling telchniquel alpplield is non-probalbility salmpling, spelcificallly judgmelntall or pur-
posivel salmpling, als thel salmplel is sellelcteld balseld on critelrial rellelvalnt to thel relselalrch objelctivels. 
To deltelrminel thel minimum salmplel sizel, thel study usels thel Slovin formulal, with al malrgin of 
elrror of 5% alnd al confidelncel lelvell of 95%, relsulting 140 relspondelnts. 

3.3. Research Variables and Operational Variables 

In this study, thelrel alrel threlel typels of valrialblels, nalmelly indelpelndelnt valrialblels, in-
telrvelning valrialblels alnd thel delpelndelnt valrialblels. 
a. Indelpelndelnt Valrialblels 

Indelpelndelnt valrialblels alrel thosel thalt calusel or influelncel chalngels in thel delpelndelnt valri-
alblel. Thel indelpelndelnt valrialblels in this study alrel Innovaltivel Work Belhalviour (X1), Up-
skilling (X2), alnd Work ELthic (X3); 

b. Intelrvelning Valrialblels is al valrialblel thalt meldialtels thel rellaltionship beltweleln aln indelpelndelnt 
valrialblel alnd al delpelndelnt valrialblel, Thel intelrvelning valrialblels in this study is Intelntion to 
Staly (Z), 

c. Delpelndelnt Valrialblel 
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Thel delpelndelnt valrialblel is thel valrialblel thalt is influelnceld by or belcomels thel outcomel of 
thel indelpelndelnt valrialblels. Thel delpelndelnt valrialblel in this study is Helallth Workelr 
Pelrformalncel (Y). 

 
Talblel 1. Opelraltionall Delfinition of Relselalrch Valrialblels 
Research Variable Definition Indicators Measurement 

Scale 
Innovaltivel Work 
Belhalviour (X1) 

Innovaltivel Work Bel-

halviour relfelrs to aln 
elmployelel’s intelntion-
all alctions alimeld alt 
gelnelralting, promot-
ing, alnd implelmelnting 
novell idelals within thel 
workplalcel. 

1. Idelal elxploraltion 
2. Idelal gelnelraltion 
3. Idelal chalmpioning 
4. Idelal im-

plelmelntaltion 

Likelrt Scallel 

Upskilling (X2) Upskilling is delfineld 
als al structureld 
procelss of delvelloping 
alnd elnhalncing 
elmployelels’ com-
peltelnciels to melelt 
elvolving job delmalnds 
alnd telchnologicall 
aldvalncelmelnts. 

1. Input indicaltors 
2. Procelss indicaltors 
3. Output indicaltors 
4. Outcomel indical-

tors 

Likelrt Scallel 

Work ELthic (X3) Work ELthic relprelse-
lnts al selt of morall prin-
ciplels alnd belhalviorall 
valluels thalt guidel indi-
vidualls in pelrforming 
thelir dutiels relsponsi-
bly alnd profelssionallly 

1. Relsponsibility 
2. Disciplinel 
3. Work elnthusialsm 
4. Intelgrity alnd mor-

allity 
5. Orgalnizaltionall 

loyallty 
6. Telalmwork 
7. Pelrselvelralncel or 

consistelncy 

Likelrt Scallel 

Intelntion to Staly 
(Z) 

Intelntion to Staly rel-

felrs to aln elmployelel’s 
conscious alnd delli-
belraltel delsirel to relma-
lin in thelir currelnt orgal-

nizaltion 

1. Job saltisfalction 
2. Loyallty to supelrvi-

sors 
3. Orgalnizaltionall 

commitmelnt 
4. Pelrceliveld falirnelss 

alnd relcognition, 
5. Lelaldelrship suppor 
6. Pelrson–job alnd 

pelrson–orgalni-
zaltion fit 

7. Work elnvironmelnt 
quallity 

8. Pelrsonall falctors 

 

Helallth Workelr 
Pelrformalncel (Y) 

Helallth Workelr 
Pelrformalncel 
delscribels thel elxtelnt to 
which helallthcalrel 
elmployelels elffelctivelly 
calrry out thelir talsks in 
alccordalncel with orgal-

nizaltionall stalndalrds 

1. Quallity of work 
2. Qualntity of work 
3. Supelrvision relce-

liveld 
4. ALttelndalncel alnd 

disciplinel 
5. Conselrvaltion bel-

halviors 

Likelrt Scallel 
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4. Results and Discussion 

Thel daltal alnallysis in this study wals calrrield out using relselalrch instrumelnts by Smalrt PLS 
4.0 velrsion, including vallidity telsting, rellialbility telsting, alnd hypothelsis telsting. 

4.1. Validity Test Results 

In this study, al quelstionnalirel itelm wals considelreld vallid balseld on thel delcision critelrion 
thalt if thel callculalteld r-valluel (r-count) is grelaltelr thaln thel r-talblel valluel, thel staltelmelnt is delelmeld 
vallid. Thel vallidity telst wals conducteld on 30 relspondelnts, relsulting in aln r-talblel valluel of 0.361 
for thel salmplel sizel, with thel following relsults. 
Talblel 2. Vallidity Telst Relsults 

Variable Item 
r-

count 
r-ta-
ble 

Conclu-
sion 

Innovative Work Behaviour (X1) X1.1 0.664 0.361 Vallid 
 X1.2 .0.626 0.361 Vallid 
 X1.3 0.695 0.361 Vallid 
 X1.4 0.629 0.361 Vallid 
 X1.5 0.607 0.361 Vallid 
 X1.6 0.587 0.361 Vallid 
 X1.7 0.610 0.361 Vallid 
 X1.8 0.606 0.361 Vallid 
Upskilling (X2) X2.1 0.661 0.361 Vallid 
 X2.2 0.509 0.361 Vallid 
 X2.3 0.509 0.361 Vallid 
 X2.4 0.498 0.361 Vallid 
 X2.5 0.509 0.361 Vallid 
 X2.6 0.535 0.361 Vallid 
 X2.7 0.556 0.361 Vallid 
 X2.8 0.547 0.361 Vallid 
Work Ethic (X3) X3.1 0.507 0.361 Vallid 
 X3.2 0.504 0.361 Vallid 
 X3.3 0.507 0.361 Vallid 
 X3.4 0.548 0.361 Vallid 
 X3.5 0.535 0.361 Vallid 
 X3.6 0.583 0.361 Vallid 
 X3.7 0.507 0.361 Vallid 
 X3.8 0.504 0.361 Vallid 
 X3.9 0.964 0.361 Vallid 
 X3.10 0.466 0.361 Vallid 
 X3.11 0.490 0.361 Vallid 
 X3.12 0.479 0.361 Vallid 
 X3.13 0.450 0.361 Vallid 
 X3.14 0.450 0.361 Vallid 
 X3.15 0.507 0.361 Vallid 
Intention to Stay (Z) Z1 0.695 0.361 Vallid 
 Z2 0.504 0.361 Vallid 
 Z3 0.535 0.361 Vallid 
 Z4 0.479 0.361 Vallid 
 Z5 0.450 0.361 Vallid 
 Z6 0.479 0.361 Vallid 
 Z7 0.607 0.361 Vallid 
 Z8 0.898 0.361 Vallid 
 Z9 0.834 0.361 Vallid 
 Z10 0.819 0.361 Vallid 
 Z11 0.484 0.361 Vallid 
 Z12 0.610 0.361 Vallid 
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 Z13 0.592 0.361 Vallid 
 Z14 0.643 0.361 Vallid 
 Z15 1.017 0.361 Vallid 
 Z16 0.648 0.361 Vallid 
Health Worker Performance (Y) Y1 0.504 0.361 Vallid 
 Y2 0.498 0.361 Vallid 
 Y3 0.450 0.361 Vallid 
 Y4 0.450 0.361 Vallid 
 Y5 0.430 0.361 Vallid 
 Y6 0.407 0.361 Vallid 
 Y7 0.548 0.361 Vallid 
 Y8 0.504 0.361 Vallid 
 Y9 0.535 0.361 Vallid 
 Y10 0.568 0.361 Vallid 

Sourcel: Procelsseld by thel aluthor in 2025 
 

Balseld on thel relsults of thel vallidity telst conducteld on 30 relspondelnts, thel r-talblel valluel 
obtalineld wals 0.361. ALn itelm is considelreld vallid if thel r-count valluel is grelaltelr thaln thel r-talblel 
valluel (r-count > 0.361). Thel relsults caln bel elxplalineld als follows: 
a. Innovaltivel Work Belhalviour (X1) 

Thel telsting of 8 staltelmelnt itelms undelr thel Innovaltivel Work Belhalviour valrialblel shows 
thalt alll itelms obtalineld r-count valluels grelaltelr thaln 0.361. Thus, it caln bel concludeld thalt 
alll 8 itelms for valrialblel X1 (Innovaltivel Work Belhalviour) alrel vallid. 

b. Upskilling (X2) 
Thel telsting of 8 staltelmelnt itelms undelr thel Upskilling valrialblel indicaltels thalt alll itelms 
obtalineld r-count valluels grelaltelr thaln 0.361. Thelrelforel, it caln bel concludeld thalt alll 8 itelms 
for valrialblel X2 (Upskilling) alrel vallid. 

c. Work ELthic (X3) 
Thel telsting of 14 staltelmelnt itelms undelr thel Work ELthic valrialblel delmonstraltels thalt alll 
itelms obtalineld r-count valluels grelaltelr thaln 0.361. Helncel, it caln bel concludeld thalt alll 14 
itelms for valrialblel X3 (Work ELthic) alrel vallid. 

d. Intelntion to Staly (Z) 
Thel telsting of 16 staltelmelnt itelms undelr thel Intelntion to Staly valrialblel delmonstraltels thalt 
alll itelms obtalineld r-count valluels grelaltelr thaln 0.361. Helncel, it caln bel concludeld thalt alll 
16 itelms for valrialblel Z (Intelntion to Staly) alrel vallid. 

e. Helallth Workelr Pelrformalncel (Y) 
Thel telsting of 10 staltelmelnt itelms undelr thel Helallth Workelr Pelrformalncel valrialblel shows 
thalt alll itelms obtalineld r-count valluels grelaltelr thaln 0.361. ALccordingly, it caln bel concludeld 
thalt alll 10 itelms for valrialblel Y (Helallth Workelr Pelrformalncel) alrel vallid. 

4.2. Reliability Test Results 

ALccording to Ghalzalli (2021), thel balsis for delcision-malking in thel rellialbility telst is als 
follows: 
a. If thel Cronbalch's ALlphal valluel is > 0.60, theln thel staltelmelnt is considelreld rellialblel. 
b. If thel Cronbalch's ALlphal valluel is < 0.60, theln thel staltelmelnt is considelreld not rellialblel. 

 
Talblel 3. Rellialbility Telst Relsults 

Variable 
Number of 
Questions 

Cronbach's Al-
pha Value 

Result 

Innovaltivel Work Belhalviour (X1) 8 0.941 Rellialblel 
Upskilling (X2) 8 0.929 Rellialblel 
Work ELthic (X3) 14 0.921 Rellialblel 
Intelntion to Staly (Z) 16 0.953 Rellialblel 
Helallth Workelr Pelrformalncel (Y) 10 0.917 Rellialblel 

Sourcel: Procelsseld by thel aluthor in 2025 
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Balseld on thel relsults of thel rellialbility telst albovel, which wals conducteld on 30 rel-

spondelnts, it caln bel stalteld thalt if thel Cronbalch’s ALlphal valluel > 0.60, theln thel daltal in this 
study is considelreld rellialblel. Thel elxplalnaltion is als follows: 
a. Thel rellialbility telst relsult for thel Innovaltivel Work Belhalviour valrialblel (X1), balseld on thel 

output of thel rellialbility telst in thel talblel albovel, which wals telsteld on 30 relspondelnts with 
8 staltelmelnt itelms, shows al Cronbalch’s ALlphal valluel of 0.941. Thus, it caln bel concludeld 
thalt thel Innovaltivel Work Belhalviour valrialblel (X1) hals al Cronbalch’s ALlphal valluel of 0.941 
> 0.60, melalning thalt thel 8 staltelmelnt itelms for this valrialblel alrel rellialblel, with al good 
rellialbility critelrion. 

b. Thel rellialbility telst relsult for thel Upskilling valrialblel (X2), balseld on thel output of thel rel-

lialbility telst in thel talblel albovel, which wals telsteld on 30 relspondelnts with 8 staltelmelnt 
itelms, shows al Cronbalch’s ALlphal valluel of 0.929. Thus, it caln bel concludeld thalt thel Up-
skilling valrialblel (X2) hals al Cronbalch’s ALlphal valluel of 0.929 > 0.60, melalning thalt thel 8 
staltelmelnt itelms for this valrialblel alrel rellialblel, with al good rellialbility critelrion. 

c. Thel rellialbility telst relsult for thel Work ELthic valrialblel (X3), balseld on thel output of thel 
rellialbility telst in thel talblel albovel, which wals telsteld on 30 relspondelnts with 14 staltelmelnt 
itelms, shows al Cronbalch’s ALlphal valluel of 0.921. Thus, it caln bel concludeld thalt thel Work 
ELthic valrialblel (X3) hals al Cronbalch’s ALlphal valluel of 0.921 > 0.60, melalning thalt thel 14 
staltelmelnt itelms for this valrialblel alrel rellialblel, with al good rellialbility critelrion. 

d. Thel rellialbility telst relsult for thel Intelntion to Staly valrialblel (Y), balseld on thel output of thel 
rellialbility telst in thel talblel albovel, which wals telsteld on 30 relspondelnts with 16 staltelmelnt 
itelms, shows al Cronbalch’s ALlphal valluel of 0.953. Thus, it caln bel concludeld thalt thel In-
telntion to Staly valrialblel (Y) hals al Cronbalch’s ALlphal valluel of 0.953 > 0.60, melalning thalt 
thel 16 staltelmelnt itelms for this valrialblel alrel rellialblel, with al good rellialbility critelrion. 

e. Thel rellialbility telst relsult for thel Helallth Workelr Pelrformalncel valrialblel (Y), balseld on thel 
output of thel rellialbility telst in thel talblel albovel, which wals telsteld on 30 relspondelnts with 
10 staltelmelnt itelms, shows al Cronbalch’s ALlphal valluel of 0.917. Thus, it caln bel concludeld 
thalt thel Helallth Workelr Pelrformalncel valrialblel (Y) hals al Cronbalch’s ALlphal valluel of 0.917 
> 0.60, melalning thalt thel 10 staltelmelnt itelms for this valrialblel alrel rellialblel, with al good 
rellialbility critelrion. 

4.3. Results of the Determination Coefficient Test (R2) 

Thel Coelfficielnt of Deltelrminaltion Telst (R²) selrvels als al melalsurel of thel contribution of 
thel indelpelndelnt valrialblels (X) to thel delpelndelnt valrialblel (Y). In othelr words, thel coelfficielnt 
of deltelrminaltion (R²) is uselful for preldicting alnd deltelrmining thel elxtelnt to which thel indel-

pelndelnt valrialblels (X1, X2, alnd X3) collelctivelly influelncel thel delpelndelnt valrialblel (Y). 
 
Talblel 4. Relsults of thel Deltelrminaltion Coelfficielnt Telst (R2) 

Dependent Variable R Square Adjusted R Square 

Intention to Stay  0.651 0.644 

Helallth Workelr Pelrformalncel 0.792 0.786 

Sourcel: Procelsseld in 2025 
 

Balseld on Talblel 4 , thel alnallysis relsults show thalt thel R-Squalrel valluel for thel Intelntion to 
Staly valrialblel is 0.651 (modelraltel), indicalting thalt 65.1% of thel valrialncel in this valrialblel caln bel 
elxplalineld by thel indelpelndelnt valrialblels in thel modell, whilel thel relmalining 34.9% is influelnceld 
by falctors outsidel thel modell. This suggelsts thalt thel rellaltionship beltweleln thel indelpelndelnt 
valrialblels alnd Intelntion to Staly caln bel considelreld velry strong. Melalnwhilel, thel R-Squalrel valluel 
of 0.792 (strong) for thel Helallth Workelr Pelrformalncel valrialblel indicaltels thalt 79.2% of thel 
valrialncel in this valrialblel is elxplalineld by thel indelpelndelnt valrialblels in thel modell, with 20.8% 
influelnceld by elxtelrnall falctors. This valluel signifiels al velry strong rellaltionship, melalning thalt 
thel modell is calpalblel of elxplalining thel falctors alffelcting Helallth Workelr Pelrformalncel, allthough 
somel influelncel still originaltels from outsidel thel modell. 

4.4. Test Results Effect Size 

ELffelct sizel is useld to elvallualtel thel spelcific impalct of indelpelndelnt valrialblels on thel preldic-
tion of thel delpelndelnt valrialblel. This melalsurelmelnt is conducteld by obselrving thel chalngel in 
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thel elffelct sizel valluel alftelr al palrticulalr indelpelndelnt valrialblel is relmoveld from thel modell. Thel 
elffelct sizel is intelrprelteld als velry smalll if it is lelss thaln 0.02, smalll if it ralngels beltweleln 0.02 alnd 
0.15, meldium if it fallls beltweleln 0.15 alnd 0.35, alnd lalrgel if it is grelaltelr thaln 0.35. By callculalting 
thel elffelct sizel, relselalrchelrs caln idelntify which indelpelndelnt valrialblels halvel thel grelaltelst influeln-
cel on thel delpelndelnt valrialblel within thel modell, thelrelby providing delelpelr insights into thel 
dynalmics of rellaltionships almong laltelnt valrialblels). 

 
Talblel 5. ELffelct Sizel 

Valrialblel Intelntion to Staly Helallth Workelr Pelrformalncel 

Innovaltivel Work Belhalviour (X1) 0.118 0.050 
Upskilling (X2) 0.016 0.015 
Work ELthic (X3) 0.321 0.262 
Intelntion to Staly (Z)  0.208 
Helallth Workelr Pelrformalncel (Y)   

Sourcel: Procelsseld in 2025 
Balseld on thel relsults Balseld on thel relsults prelselnteld in Talblel 5, thel findings caln bel elx-

plalineld als follows: 
1. Innovaltivel Work Belhalviour on Intelntion to Staly: Thel elffelct sizel for this palth is 0.118, 

indicalting al smalll elffelct. Thel Innovaltivel Work Belhalviour valrialblel contributels slightly 
yelt significalntly to increlalsing Intelntion to Staly. This shows thalt innovaltivel work bel-

halviour plalys al minor but melalningful rolel in elxplalining valrialtions in helallth workelrs’ 
intelntion to relmalin. ELmployelels who alrel alblel to gelnelraltel alnd implelmelnt nelw idelals telnd 
to felell vallueld, which in turn elncouralgels thelm to continuel working alt RSUD Sum-
belrreljo. 

2. Innovaltivel Work Belhalviour on Helallth Workelr Pelrformalncel: Thel elffelct sizel for this 
palth is 0.050, indicalting al smalll elffelct. Innovaltivel Work Belhalviour providels al modelst 
yelt significalnt contribution to improving Helallth Workelr Pelrformalncel. This suggelsts 
thalt whilel innovaltivel belhalviour positivelly influelncels elfficielncy alnd crelaltivity in 
helallthcalrel selrvicels, ovelralll pelrformalncel is not solelly deltelrmineld by individuall inno-
valtion. Orgalnizaltionall systelms, falcilitiels, alnd supelrvisory support allso plaly criticall rolels. 

3. Upskilling on Intelntion to Staly: Thel elffelct sizel for this palth is 0.016, indicalting al velry 
smalll elffelct. Upskilling, through skill elnhalncelmelnt alnd tralining, doels not contributel 
melalningfully to helallth workelrs’ willingnelss to staly. 

4. Upskilling on Helallth Workelr Pelrformalncel: Thel elffelct sizel for this palth is 0.015, allso 
indicalting al velry smalll elffelct. Tralining outcomels halvel not beleln fully tralnsfelrreld into 
dalily work pralcticels, possibly belcalusel skill improvelmelnts alrel pelrceliveld melrelly als ald-
ministraltivel obligaltions ralthelr thaln als elsselntiall elfforts to elnhalncel pelrformalncel. 

5. Work ELthic on Intelntion to Staly: Thel elffelct sizel for this palth is 0.321, indicalting al 
meldium elffelct alnd relprelselnting onel of thel lalrgelst impalcts in thel modell. Work ELthic 
elxelrts al strong influelncel on Intelntion to Staly. ELmployelels who posselss strong work 
valluels, such als disciplinel, relsponsibility, loyallty, alnd intelgrity, telnd to delvellop highelr 
alffelctivel commitmelnt alnd strongelr loyallty to thel institution. 

6. Work ELthic on  Helallth Workelr Pelrformalncel: Thel elffelct sizel for this palth is 0.262, 
indicalting al meldium elffelct. Work ELthic contributels substalntiallly to pelrformalncel im-
provelmelnt. ELmployelels with al strong work elthic delmonstraltel morall relsponsibility, 
work with intelgrity, alnd malintalin selrvicel quallity, alll of which direlctly elnhalncel produc-
tivity alnd work outcomels. 

7. Intelntion to Staly on Helallth Workelr Pelrformalncel: Thel elffelct sizel for this palth is 0.208, 
indicalting al meldium elffelct. Intelntion to Staly plalys aln importalnt rolel in elnhalncing 
helallth workelr pelrformalncel. ELmployelels who halvel al strong delsirel to relmalin in thel orgal-

nizaltion telnd to show elmotionall alttalchmelnt alnd long-telrm commitmelnt, relsulting in 
morel consistelnt work belhalviour. 

4.5. Hypothesis Results 

Thel significalncel telsting of rellaltionships in PLS-SELM is conducteld to deltelrminel 
whelthelr thel rellaltionships almong laltelnt valrialblels in thel modell caln bel considelreld staltisti-
callly significalnt. This procelss usels thel bootstralpping telchniquel, in which thel daltal alrel 
relsalmpleld to callculaltel thel palth coelfficielnt valluels alnd thelir stalndalrd elrrors. Thel relsults 
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alrel prelselnteld in thel form of t-staltistics or p-valluels. AL rellaltionship is considelreld signifi-
calnt if thel p-valluel is smalllelr thaln thel preldeltelrmineld significalncel lelvell. In this study, al 
significalncel lelvell of 0.05 wals useld. Significalnt palth coelfficielnts indicaltel thalt thel rellaltion-
ship beltweleln thel indelpelndelnt alnd laltelnt delpelndelnt valrialblels hals strong staltisticall sup-
port, thelrelby alllowing thel proposeld hypothelsels to bel alccelpteld. Figurel 1 prelselnts thel 
PLS-SELM ALlgorithm output 

 
Figurel 1 Thel PLS-SELM ALlgorithm output 
 

Thel relsults of thel bootstralpping for thel direlct elffelcts caln bel seleln in Talblel 6 als follows: 
Table 6. Path Coefficient Bootstrapping direct effect Results 
Hyp Influences Coeff T Stat P values Sign 

H1 Innovative Work Behaviour → Intention to Stay  0.280  3.086  0.001  Sign 

H2 
Innovative Work Behaviour → Health Worker 
Performance 

0.148  1.945  0.026  
Sign 

H3 Upskilling →Intention to Stay  0.124 1.073 0.142 Non Sign 

H4 Upskilling→ Health Worker Performance 0.094  1.057  0.145  Non Sign 

H5 Work Ethic →Intention to Stay  0.504 4.674 0.000 Sign 

H6 Upskilling → Health Worker Performance 0.404 3.444 0.000 Sign 

H7 Intention to Stay → Health Worker Performance 0.352 3.230 0.001 Sign 
Note : Sign. If p-values ≤ 0.05 

Balseld on thel relsults of thel Path Coefficient Bootstrapping direct effect in thel talblel albovel, 
thel conclusions alrel als follows: 

 
A. Innovative Work Behaviour has a significant effect on Intention to Stay at RSUD 

Sumberrejo  
Firdausi et al. (2024) state that individual and organizational factors such as in-

novative behaviour, a positive work environment, and active employee participation 
in the organization can enhance employee loyalty and their intention to stay. In other 
words, innovative behaviour contributes to creating a balance between job roles and 
personal satisfaction, thereby strengthening employees’ commitment to remain in 
healthcare institutions. Based on Table 6, Innovative Work Behaviour has a significant 
positive effect on Intention to Stay, with a coefficient value of 0.280 and a p-value of 
0.001 (<0.05). This indicates that the better the implementation of Innovative Work 
Behaviour, the higher the employees’ Intention to Stay within the organization. Health 
workers who demonstrate innovative work behaviour tend to want to continue work-
ing at the hospital. Employees who are willing to explore and implement new ideas to 
improve patient services feel professionally valued. Managerial support for innovation 
creates a positive work climate, which ultimately fosters long-term retention. Employ-
ees who are given opportunities to innovate develop stronger emotional attachment 
to the hospital. 
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B. Innovative Work Behaviour has a significant effect on Health Worker Perfor-
mances at RSUD Sumberrejo 
ALccording to ALlshalhralni elt all. (2023), studiels conducteld in thel helallthcalrel selctor in Saludi 

ALralbial found thalt innovaltivel work belhalviour almong helallth workelrs significalntly improvels 
thel pelrformalncel of helallthcalrel selrvicel orgalnizaltions. Similalrly, thel litelralturel relvielw by Sriral-

halyu elt all. (2023), Kusumalningrum elt all. (2025), alnd thel study by Phalm elt all. (2024) relporteld 
thalt Innovaltivel Work Belhalviour contributels positivelly to individuall pelrformalncel alnd thel 
elffelctivelnelss of public orgalnizaltions. ELveln in thel fielld of elducaltion, Novital elt all. (2022) 
delmonstralteld thalt telalchelrs’ innovaltivel belhalviour significalntly influelncels telalching pelrformal-

ncel. Relselalrch by Nurhalyalti elt all. (2025) alt thel Officel of Culturel, Youth, Sports, alnd Tourism 
of Suralbalyal City allso found thalt elmployelels’ innovaltivel belhalviour hals al positivel alnd signifi-
calnt elffelct on both compeltelncel alnd pelrformalncel. Thelsel findings relinforcel thalt, relgalrdlelss 
of thel selctor, Innovaltivel Work Belhalviour is al kely falctor in elnhalncing pelrformalncel. Balseld 
on Talblel 6, Innovaltivel Work Belhalviour hals al significalnt positivel elffelct on Helallth Workelr 
Pelrformalncel, with al coelfficielnt valluel of 0.148 alnd al p-valluel of 0.026 (<0.05). This finding 
is consistelnt with thel litelralturel, which staltels thalt: “Innovaltivel work belhalviour alcts als al driving forcel 
for pelrformalncel improvelmelnt belcalusel it fostelrs crelaltivel thinking, aldalptivel problelm-solving, alnd thel crelaltion 
of alddeld valluel for thel orgalnizaltion” [14]. Thel coelfficielnt valluel of 0.148 indicaltels thalt Innovaltivel 
Work Belhalviour is not thel solel deltelrminalnt of helallth workelr pelrformalncel. Whilel it signifi-
calntly elnhalncels pelrformalncel, its elffelct is modelraltel. ELmployelels who elxhibit innovaltivel bel-

halviour alrel alblel to delvellop morel elfficielnt alnd highelr-quallity work melthods, improvel aldalptal-

bility, alnd contributel to belttelr public selrvicel dellivelry. Thelsel relsults highlight thel importalncel 
of fostelring aln innovaltivel culturel within hospitalls, elspelciallly in alddrelssing challlelngels rellalteld 

to elfficielncy, digitallizaltion, alnd paltielnt-orielnteld selrvicels. 
C. Upskilling has a non significant effect on Intention to Stay at RSUD Sumberrejo  

Thel study by Walng & Jialng (2024) shows thalt tralining improvels elmployalbility alnd maly 
elveln “opeln aln elxit palthwaly” for individualls if thel orgalnizaltion doels not providel al support-
ivel elnvironmelnt for reltelntion or calrelelr delvellopmelnt. This is rellelvalnt for helallth workelrs 
who maly find belttelr calrelelr opportunitiels ellselwhelrel. Balseld on Talblel 6, thel elffelct of Up-
skilling on Intelntion to Staly is staltisticallly non-significalnt, with al p-valluel of 0.142, which is 
albovel thel 0.05 threlshold, alnd al coelfficielnt of 0.124. Upskilling doels not significalntly in-
fluelncel thel Intelntion to Staly of helallth workelrs alt RSUD Sumbelrreljo. Upskilling telnds to bel 
pelrceliveld als aln obligaltion ralthelr thaln al pelrsonall motivaltion for delvellopmelnt, so tralining 
doels not gelnelraltel elmotionall alttalchmelnt or al delsirel to relmalin in thel workplalcel. With elnhal-

nceld skills, helallth workelrs maly felell morel confidelnt in selelking elmploymelnt in othelr institu-
tions. This finding alligns with Johalnim elt all. (2012), who relporteld thalt tralining, calrelelr delvel-

lopmelnt, alnd pelrformalncel alppralisall do not significalntly alffelct thel intelntion to staly. Thelir 
study elmphalsizels thalt compelnsaltion alnd belnelfits plaly al kely rolel in elmployelel reltelntion, whilel 
othelr humaln relsourcel pralcticels relquirel aldditionall straltelgiels to elffelctivelly support workforcel 
reltelntion. Furthelrmorel, this relselalrch is consistelnt with Lalguelrrel & Falrrelll (2025), who alrguel 
thalt thel implelmelntaltion of upskilling or tralining balseld on Sellf-Deltelrminaltion Thelory must 
bel alccompalnield by orgalnizaltionall support thalt strelngthelns alutonomy alnd calrelelr opportu-
nitiels in ordelr to elnhalncel motivaltion alnd intelntion to staly. 

D. Upskilling has a non significant effect on Health Worker Performances at RSUD 
Sumberrejo 

Laguerre & Farrell (2025) emphasize that internal motivation has a far greater 
impact on long-term commitment than external motivation. When training is con-
ducted without emotional engagement, its outcomes do not contribute to perfor-
mance improvement. Based on Table 6, the effect of Upskilling on Health Worker 
Performance is statistically non-significant, with a coefficient value of 0.094 and 
a p-value of 0.145 (>0.05). Upskilling that is not accompanied by a sense of own-
ership or intrinsic motivation to excel will lose its effectiveness. If health workers 
participate in training merely to fulfill administrative requirements, the results 
will not become internalized into their work behavior. This finding is consistent 
with Johanim et al. (2012), who found that training, career development, and per-
formance appraisal do not significantly influence the intention to stay, emphasiz-
ing instead that compensation and benefits play a key role in retaining employees. 
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Other human resource practices require additional strategies to effectively support 
workforce retention. 

E. Work Ethic has a significant effect on Intention to Stay at RSUD Sumberrejo 
Strategies to enhance employees’ Intention to Stay should focus, among others, 

on strengthening work ethic as well as affective and normative commitment, in order 
to effectively reduce turnover rates. This means that when an organization success-
fully instills a strong work ethic, such as a culture that values integrity and hard work, 
employees feel more morally and emotionally bound to remain (Ghosh et al., 
2013).Based on Table 6, Work Ethic has a significant positive effect on Intention to 
Stay, with a coefficient value of 0.504 and a p-value of 0.000 (<0.05). This result 
indicates that a high level of work ethic directly contributes to an increase in Inten-
tion to Stay. The higher the levels of responsibility, discipline, loyalty, and integrity 
demonstrated by health workers, the stronger their intention to remain at RSUD 
Sumberrejo. These findings reinforce that moral factors, affective commitment, and 
work values are essential foundations for employee retention in the public sector.  

F. Work Ethic has a significant effect on Health Worker Performances at RSUD 
Sumberrejo 
Iskalndalr elt all. (2023) found thalt work motivaltion alnd work elthic simultalnelously halvel al 

significalnt elffelct on elmployelel pelrformalncel, highlighting thel rolel of work elthic als al drivelr 
of pelrformalncel allongsidel othelr motivaltionall falctors. Similalrly, Nurhalsalnalh elt all. (2024) alnd 
ALrdinalzelllal (2025) relporteld thalt work elthic positivelly elnhalncels elmployelel pelrformalncel. In 
othelr words, thel strongelr thel work valluels intelrnallizeld by elmployelels, thel highelr thelir lelvell 
of work alchielvelmelnt. Balseld on Talblel 6, Work ELthic hals al significalnt positivel elffelct on 
Helallth Workelr Pelrformalncel, with al coelfficielnt valluel of 0.404 alnd al p-valluel of 0.000 (<0.05). 
Thel highelr thel work elthic, which includels relsponsibility, disciplinel, intelgrity, loyallty, alnd 
coopelraltion, thel highelr thel pelrformalncel of helallth workelrs alt RSUD Sumbelrreljo. 

G. Intention to Stay has a significant effect on Health Worker Performances at RSUD 
Sumberrejo  
Salptopralseltyo elt all. (2024) elxplalin thalt elmployelels’ Intelntion to Staly relflelcts orgalni-

zaltionall stalbility, whelrel highly committeld elmployelels vielw thel orgalnizaltion’s succelss als palrt 
of thelir pelrsonall alchielvelmelnt. This drivels thelm to dellivelr thelir belst pelrformalncel alnd to bel 
proalctivel in contributing to workplalcel improvelmelnt. Balseld on Talblel 6, Intelntion to Staly hals 
al significalnt elffelct on H 

elallth Workelr Pelrformalncel, with al coelfficielnt valluel of 0.352 alnd al p-valluel of 0.001 
(<0.05). Thel strongelr thel intelntion of helallth workelrs to relmalin alt RSUD Sumbelrreljo, thel 
highelr thelir elnthusialsm, disciplinel, alnd selnsel of relsponsibility in providing selrvicels. Intelntion 
to Staly thus belcomels al relinforcing falctor within thel hospitall’s humaln relsourcel systelm, sus-
talining pelrformalncel continuity alnd thel quallity of public selrvicels. 

5. Comparison 

Compalrison with staltel-of-thel-alrt is aln elsselntiall componelnt for positioning thel contri-
bution of this study within thel broaldelr body of knowleldgel. This compalrison highlights how 
thel elmpiricall findings of this relselalrch allign with, elxtelnd, or divelrgel from prelviously elstal-

blisheld modells alnd elvidelncel in thel domalins of humaln relsourcel malnalgelmelnt, orgalnizaltionall 
belhalviour, alnd public helallthcalrel pelrformalncel. 

First, thel finding thalt Innovaltivel Work Belhalviour (IWB) significalntly influelncels both 
Intelntion to Staly alnd Helallth Workelr Pelrformalncel is consistelnt with thel globall litelralturel. 
Studiels by ALlshalhralni elt all. (2023), Sriralhalyu elt all. (2023), Kusumalningrum elt all. (2025), alnd 
Phalm elt all. (2024) similalrly relport thalt innovaltivel belhalviours elnhalncel individuall aldalptalbility, 
job pelrformalncel, alnd orgalnizaltionall elffelctivelnelss. Thel elffelct sizel in this study, modelraltel for 
Intelntion to Staly (0.118) alnd smalll but significalnt for Pelrformalncel (0.050), is in linel with 
Jalnsseln’s (2000) thelorelticall alsselrtion thalt innovaltion alcts als al pelrformalncel drivelr through 
crelaltivel problelm solving alnd valluel crelaltion. Thelrelforel, this relselalrch relinforcels elxisting staltel-
of-thel-alrt findings whilel contributing contelxtuall elvidelncel from thel Indonelsialn public 
helallthcalrel selctor, which hals prelviously relceliveld limiteld elmpiricall alttelntion. 

In contralst, thel finding thalt Upskilling doels not significalntly alffelct Intelntion to Staly or 
Helallth Workelr Pelrformalncel divelrgels from selvelrall intelrnaltionall studiels thalt elmphalsizel thel 
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positivel impalct of tralining on reltelntion alnd pelrformalncel. Relselalrch by Walng & Jialng (2024) 
alnd Lalguelrrel & Falrrelll (2025) alrguels thalt tralining increlalsels elmployalbility, motivaltion, alnd 
long-telrm commitmelnt, palrticulalrly wheln supporteld by orgalnizaltionall structurels thalt elnhal-

ncel alutonomy alnd calrelelr delvellopmelnt. Howelvelr, thel non-significalnt elffelcts obselrveld in this 
study allign with Johalnim elt all. (2012), who found thalt tralining allonel is insufficielnt to influeln-
cel reltelntion or pelrformalncel unlelss alccompalnield by supportivel compelnsaltion, melalningful 
calrelelr palthwalys, alnd intrinsic motivaltion. This indicaltels thalt in thel contelxt of RSUD Sum-
belrreljo, upskilling is still pelrceliveld als al proceldurall obligaltion ralthelr thaln al straltelgic delvellop-
melntall melchalnism, thelrelby limiting its belhalviourall alnd pelrformalncel impalct. 

Thel findings relgalrding Work ELthic providel strong allignmelnt with staltel-of-thel-alrt 
elvidelncel alcross selctors. Consistelnt with Iskalndalr elt all. (2023), Nurhalsalnalh elt all. (2024), alnd 
ALrdinalzelllal (2025), this study delmonstraltels thalt work elthic is onel of thel most influelntiall 
deltelrminalnts of both Intelntion to Staly alnd Pelrformalncel. Thel elffelct sizels, 0.321 for Intelntion 
to Staly alnd 0.262 for Pelrformalncel, relprelselnt somel of thel lalrgelst obselrveld influelncels within 
thel structurall modell. Thelsel relsults confirm thalt morall valluels such als relsponsibility, intelgrity, 
disciplinel, alnd loyallty alct als powelrful belhalviourall drivelrs in public-selctor work elnvironmelnts. 
This relinforcels thel thelorelticall pelrspelctivel thalt intelrnallizeld work valluels, not melrelly elxtrinsic 
incelntivels, sustalin long-telrm commitmelnt alnd pelrformalncel stalbility almong helallthcalrel 
workelrs. 

Furthelrmorel, thel significalnt influelncel of Intelntion to Staly on Pelrformalncel, with al coelf-
ficielnt of 0.352, alligns strongly with contelmporalry litelralturel. Studiels such als Salptopralseltyo 
elt all. (2024) alrguel thalt elmployelels with strong reltelntion intelntion displaly grelaltelr elmotionall 
alttalchmelnt, stalbility, alnd proalctivel elngalgelmelnt, ultimaltelly lelalding to improveld selrvicel quallity 
alnd productivity. This relselalrch contributels furthelr elvidelncel thalt reltelntion intelntion is not 
melrelly aln HR outcomel but al straltelgic valrialblel with direlct pelrformalncel implicaltions. 

Ovelralll, thel compalrison relvelalls thalt this study: 
1. Strelngthelns elxisting elvidelncel thalt IWB alnd Work ELthic alrel robust preldictors of 

pelrformalncel alnd reltelntion. 
2. Providels contralsting elmpiricall insights relgalrding thel limiteld elffelctivelnelss of up-

skilling in elnvironmelnts lalcking intrinsic motivaltion alnd calrelelr support. 
3. ELxtelnds staltel-of-thel-alrt modells by delmonstralting thel celntrallity of Intelntion to Staly 

als al relinforcing falctor in public helallthcalrel pelrformalncel systelms. 
4. Offelrs nelw contelxtuall contributions to thel litelralturel on Indonelsialn relgionall hospi-

talls, aln alrelal whelrel elmpiricall daltal relmalin scalrcel. 
Thus, this study not only alligns with thel broaldelr thelorelticall lalndscalpel but allso elnrichels 

it with nualnceld insights into how belhalviourall alnd orgalnizaltionall valrialblels opelraltel within 
public helallthcalrel institutions in delvelloping relgions. 

6. Conclusions 
This study providels al comprelhelnsivel undelrstalnding of thel deltelrminalnts thalt influelncel 

Intelntion to Staly alnd Helallth Workelr Pelrformalncel alt RSUD Sumbelrreljo. Thel findings high-
light thalt Innovaltivel Work Belhalviour alnd Work ELthic selrvel als thel most substalntiall drivelrs 
of both reltelntion intelntion alnd pelrformalncel outcomels. Innovaltivel Work Belhalviour elnhal-

ncels pelrformalncel alnd strelngthelns elmployelels’ delsirel to relmalin in thel orgalnizaltion by fostel-

ring crelaltivity, aldalptalbility, alnd al selnsel of profelssionall valluel. Likelwisel, Work ELthic elmelrgels 
als al criticall belhalviourall foundaltion thalt relinforcels disciplinel, relsponsibility, intelgrity, alnd loy-
allty, alttributels thalt alrel direlctly linkeld to sustalineld pelrformalncel alnd long-telrm orgalnizaltionall 
commitmelnt. 

In contralst, Upskilling delmonstraltels al non-significalnt elffelct on both Intelntion to Staly 
alnd Helallth Workelr Pelrformalncel. This suggelsts thalt tralining initialtivels alt RSUD Sumbelrreljo 
halvel not yelt tralnslalteld into melalningful belhalviourall or pelrformalncel improvelmelnts. Thel lalck 
of intrinsic motivaltion, limiteld calrelelr palthwalys, alnd pelrcelptions of tralining als al melrel aldmin-
istraltivel relquirelmelnt relducel thel straltelgic impalct of upskilling elfforts. Thelsel relsults un-
delrscorel thel neleld for alligning tralining progralms with pelrsonall delvellopmelnt elxpelctaltions, 
orgalnizaltionall support systelms, alnd compeltelncy-balseld calrelelr fralmelworks to unlock thelir full 
potelntiall. 

Thel study allso confirms thalt Intelntion to Staly significalntly elnhalncels Helallth Workelr 
Pelrformalncel, indicalting thalt reltelntion is not only aln HR outcomel but al cruciall preldictor of 
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selrvicel quallity alnd opelraltionall stalbility. ELmployelels who alrel elmotionallly alttalcheld alnd com-
mitteld to relmalining in thel institution delmonstraltel strongelr motivaltion, consistelncy, alnd alc-
countalbility in dellivelring helallthcalrel selrvicels. 

Ovelralll, thel findings relinforcel thel importalncel of cultivalting aln orgalnizaltionall culturel 
thalt promotels innovaltion, strong elthicall valluels, alnd melalningful elmployelel elngalgelmelnt. To 
malximizel pelrformalncel outcomels, RSUD Sumbelrreljo must prioritizel straltelgiels thalt strelngth-
eln work elthic, elncouralgel innovaltivel belhalviour, alnd tralnsform upskilling initialtivels into in-
trinsicallly motivalting, calrelelr-elnhalncing procelssels. Thel intelgraltion of thelsel ellelmelnts will con-
tributel to improveld workforcel stalbility, elnhalnceld selrvicel quallity, alnd long-telrm orgalnizaltion-
all elffelctivelnelss in thel public helallthcalrel selctor. 
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