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Abstract
Effectiveness training can encourage teacher performance and knowledge management, and soft-skill competence to
strengthen the relationship—this study conducted with a quantitative approach. The analysis tool uses SEM-Amos version
23. The population in this study were 18240 teachers in South Sulawesi Province. The sample was determined by accidental
technique, with a sampling target of at least 100 people who filled in early. Only 236 teachers filled out the questionnaire
until the specified time limit, and it was declared complete. Effectiveness training proved to encourage teacher
performance improvements during the COVID-19 pandemic. This empirical evidence answers the researcher's assumptions
and, at the same time, adds to the limited reference to the relationship of the conceptual framework built in this study. This
study shows that practical training can encourage internal organizational development, especially in improving employees'
ability to share and problem-solve to enhance teachers' skills.
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1. The Introduction
The Covid-19 pandemic that has hit the whole world is a heavy blow to the world of
education today. Education personnel are at the forefront of educating the nation during this
pandemic so that their abilities are an indicator of the success of handling instruction in the
Covid-19 pandemic era. Various studies explain the factors that can improve teacher
performance, especially during this Covid-19 period. Experts agree that training is the most
important thing to deal with difficult conditions at work. Training can improve performance
(Ibrahim et al., 2017; Nzeru et al., 2015; Rahman et al., 2013; Rajeswari & Palanichamy, 2014;
Simonton, 2008) and enhance the quality of service (Nurung et al., 2019, 2020).
Interestingly, not all training can enhance performance in absolute terms (Häfner & Stock,
2010). It found that the performance did not change significantly after attending training. Based
on this view, it developed this study by building on the assumption that only practical training
can improve performance.
One method that it can use to see the development of an educational organization is to look
at the performance of its educators. Teacher performance correlated with professional
educators, organizational leaders, and overall management of educational organizations.
Organizations will benefit from individuals who contribute to developing knowledge and can
encourage improvements in employee competencies to improve teacher performance. In
addition, performance appraisal is also an excellent mechanism to control teachers. As explained
earlier, training can promote performance improvement (Azas et al., 2019; Nasri et al., 2018;
Salama et al., 2017; Tamsah, Ansar, et al., 2020). Practical training can contribute significant. This
study attempts to bridge the gap in empirical evidence that shows these differences in results by
building a new research framework model.
Other studies show the contribution of soft-skill competence to employee performance
(Tamsah, Ansar, et al., 2020; Umar et al., 2020). On the other hand, they believed that
organizations could develop knowledge management to improve the competence of their
employees, which in turn can improve their performance. The soft-skill competence of teachers
needs optimizing from the results of their work, mastery of science and technology in
implementing and providing educational services. In addition, teachers must use the knowledge
and experience gained while working in academic institutions to carry out daily work, especially
during the Covid-19 pandemic.
This study builds a conceptual framework with the assumption that training effectiveness
can improve teacher performance, and it can optimize that contribution by improving knowledge
management and soft-skill competence. Because the empirical evidence that supports this study
is still limited, the researchers tried to build a conceptual framework using human capital theory.
The human capital theory is used to connect concepts about the core of this theory, namely the
existence of intangible assets in everyone (Bontis et al., 2007; Bontis & Fitz-enz, 2002; Sević et
al., 2013) teachers who can be optimal to improve their performance. In this study, the
intangible assets are knowledge management and soft-skill competence, which are believed to
contribute to increasing the effect of training effectiveness on teacher performance.
2. Literature Review
2.1 Theoretical background and hypothesis development
Training effectiveness is essential in developing human resources because if the training is
not effective, it will not be helpful. Training is effective it can enjoy the results for the trainees
and the organization (Tamsah, Ansar, et al., 2020; Umar et al., 2020). In organizations that
provide services at the forefront, educational organizations such as universities, schools, and
others must use personnel who can meet specific standards. Various studies show that training is
the best way to get the skills needed by employees (Khan et al., 2016; Rahman et al., 2013;
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Salah, 2016; Sitzmann & Weinhardt, 2018; Truitt, 2011), including teachers.
Practical training can improve the organization's ability to manage employee knowledge
(Rahman et al., 2013). Organizations that can handle the knowledge of their employees can
minimize the occurrence of discontinuation of capabilities in service users. Knowledge
management is vital to improve organizational efficiency and ensure that it can develop the
knowledge contained within the organization (Al Ahmar et al., 2014; Hovland, 2020).
Organizations that can confirm this are believed to create and develop the environment in which
the organization is located. As currently, the Covid-19 pandemic has forced all organizations,
both private and public sectors, to adapt to these conditions so that the knowledge of all
members of the organization is required to understand the situation to strengthen organizational
capabilities (Groves, 2011; Hohenthal et al., 2014; Pinazo-Dallenbach et al., 2016; Rajeswari &
Palanichamy, 2014). Good knowledge management can encourage everyone’s ability in the
organization so that their skills will increase (Al Ahmar et al., 2014; Bordeianu, 2015; Hovland,
2020; Koenig, 2011). Managing the knowledge possessed by the organization can ensure that all
employees have skills, especially soft-skill competence.
Training generates benefits for employees' knowledge, skills, abilities, competencies, and
behaviour (Khan et al., 2016; Latif, 2012; Rahman et al., 2013; Sitzmann & Weinhardt, 2018).
Training changes employee behaviour to achieve organizational goals and helps align
discrepancies between what should happen and what happens to increase productivity (C.
Anderson, 2013; Asfaw et al., 2015b; Ibrahim et al., 2017; Khan et al., 2016; Thevanes & Dirojan,
2018; Truitt, 2011; Yadav, 2016) further improve performance (Azas et al., 2019; Nasri et al.,
2018; Salama et al., 2017; Tamsah, Bata, et al., 2020), both individuals and organizations
including educational organizations. Teacher performance is the work carried out by employees
in the organization following their authorities and responsibilities to realize the vision, mission,
and goals of the organization according to the rules, without violating the law, morals, and ethics
(Kenneth Leonard, 2016; Lutwama et al., 2012). Based on these relationships, it can build the
following hypotheses:
H1: Training effectiveness has a significant positive effect on knowledge management.
H2: Training effectiveness has a significant positive effect on soft skill competence.
H3: Training effectiveness has a significant positive effect on health workforce performance.
Knowledge management is a set of tools, strategies, and methods to maintain, analyse,
organize, share, and improve the information contained in organizations to encourage better
performance (Beijerse, 2000; Darroch, 2005; Desouza & Awazu, 2006; Girard & Girard, 2015;
Lettieri et al., 2004). By using knowledge management, the decision-making process carried out
by company management will be easier and more effective (Holsapple, 1995; Knorr-Siedow &
Tosics, 2005; Nicolas, 2004). Knowledge management will help organizations absorb different
opinions and experiences, thereby improving quality in the decision-making process. Knowledge
management will make it easier to find information and find people who have the information
needed by the organization (Darroch, 2005; Knorr-Siedow & Tosics, 2005; Mendis, M.D.V.S. and
Weerakkody, 2014; Musa & Usman, 2012).
Knowledge management will make it easier and faster to access new information
throughout the organization, thus enabling every employee to work faster. It must provide data
to all parts of the organization to innovate and change more quickly (Karadsheh et al., 2009;
Musa & Usman, 2012; Pee & Kankanhalli, 2016; Wang & Wang, 2012). The speed of information
dissemination will positively impact organizational development and help them keep up with
changes in the corporate environment. If every employee and everyone in the organization can
quickly obtain and provide information, the organization will also improve.
Knowledge management is used in organizational knowledge to create skills (Huang &
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Culture, 2012; Pee & Kankanhalli, 2016; Shih et al., 2018; Sumi. J, 2011; Yusof et al., 2012) to
generate competitive advantage or high performance very good (Cimatti, 2016; Dean, 2017;
Ibrahim et al., 2017; Union, 2015; Wilks & Hemsworth, 2011). The combination of human
knowledge in an organization will produce different organizational learning (Koenig, 2011).
However, an organization with a large amount of quality knowledge may not deliver goods or
services of the same quality. Therefore, organizations need knowledge management to get
maximum benefits from ability, such as capacity building as their soft skills increase (Al Ahmar et
al., 2014; Kalling, 2003; Koenig, 2011).
Competence is one of the determinants of efforts to improve company performance and
provide a workforce that offers a more specific view of their work (Cimatti, 2016; Dean, 2017;
Ibrahim et al., 2017; Umar et al., 2020; Wilks & Hemsworth, 2011). ). The application of
competencies can be carried out for various work activities within the organization, such as
setting performance targets, determining job requirements, and job qualifications, which must
be more transparent and detailed in terms of tasks and capabilities. Competence itself can be
understood as a combination of skills, personal attributes, and knowledge that is seen through
performance behaviours that can be observed, measured, and evaluated (Chou et al., 2010; Dwi
Riyanti et al., 2016; Salina Daud et al., 2012; Spencer & Spencer, 1993; Umar et al., 2020). Softskill competence is not directly related to intellectual ability but is more related to behaviour;
workers may have sufficient skills and knowledge to do a job (Dwi Riyanti et al., 2016; Umar et
al., 2020), which in the end, their performance will be better. Based on these relationships, it can
build the following hypotheses:
H4: Knowledge management has a significant positive effect on soft skill competence.
H5: Soft-skill competence has a significant positive effect on health workforce performance.
H6: Training effectiveness has a significant positive effect on soft-skill competence through
knowledge management.
H7: Training effectiveness has a significant positive effect on health workforce performance
through soft skill competence.
2.2 Conceptual Framework
The relationship between variables can be illustrated in the conceptual framework in Figure
1 as the hypothesis built for the literature review. Measurement of variables and indicators can
be seen in Figure 1:

Figure 1: Conceptual Framework
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3. Research Methodology
3.1 Conceptual Framework
The sample in this study is 236 people who are teachers in South Sulawesi. Respondents
with echelon 2 positions were 7 people (2.97%), echelon 3 were 27 people (11.44%), echelon 4
were 39 people (16.52%), and non-echelon employees were 163 people (69, 07%). Respondents’
education level Diploma 1 to 3 as many 90 people (38.14%), Bachelor of Strata 1 as many as 107
people (45.34%), and master’s as many 39 people (16.52%). Respondents were male as many as
107 people (45.34%) and female as many as 129 people (54.66%). Furthermore, the age of
respondents in the range of 20 to 30 years was 37 people (15.68%), ranged from 31 to 40 years
was 79 people (33.47%), ranging from 41 to 50 years was 93 people (39.41%) and ranged from
51 to 60 years as many as 27 people (11.44%).
3.2 Measurement
It used a quantitative method in this study. SEM-Amos (Ferdinand, 2014; Ghozali, 2017; Hair
et al., 2014) version 23 was utilized to answer the study goals. This research included 18240
education professionals from South Sulawesi. The sample is selected using the incidental
sampling method (Sugiyono, 2018), which entails anybody wanting to fill out an online
questionnaire with a sampling goal of at least 100 individuals who complete it early. Because the
quantitative method using SEM-Amos will be more accurate if there are 100-200 responders
(Ferdinand, 2006; Ghozali, 2017; Sugiyono, 2018) if all of the questionnaire's statements are
completed, each incoming questionnaire is assigned a responder number. Only surveys that have
been completed will be included in the data analysis. Only 236 instructors completed the
questionnaire before the deadline, and it was considered complete.
Training efficacy is evaluated by markers of increased knowledge, recall, and practice
(Perdue et al., 2002; Wilson et al., 2002) and then examined in public organizations (Tamsah,
Ansar, et al., 2020; Umar et al., 2020; Umar et al. al., 2020). Knowledge management variables
are assessed by indicators of knowledge usage, knowledge sharing, expertise reflection, and
knowledge identification (Davidson & Voss, 2003). The soft-skill competency variable is then
assessed using indicators such as information seeking, efficiency-oriented, methodical planning,
problem-solving, and persuasive ability (Chou et al., 2010; Dwi Riyanti et al., 2016; Salina Daud et
al., 2012; Spencer & Spencer, 1993; Umar et al., 2020). Meanwhile, measures of responsiveness,
availability, productivity, and utilization of expertise are used to assess health staff performance
(Kimutai et al., 2013; Lutwama et al., 2012).
Table 1. Measurement of variable
Variable

Indicator
▪ additional knowledge
(TE1)
Training
▪ ability to remember
Effectiveness
(TE2)
(TE)
▪ ability to practice
(TE3)
▪ use of knowledge
(KM1)
▪ knowledge sharing
Knowledge
(KM2)
Management
▪ reflection of
(KNM)
knowledge (KM3)
▪ identification of
knowledge (KM4)
Soft-skill
▪ searching for

▪
▪
▪
▪
▪
▪
▪
▪
▪
▪
▪

Item
I always have additional knowledge after every training.
I always have additional work skills after every training
I can remember the activities carried out during the training.
I can understand the activities carried out during the training
I can apply the training results in my current job.
I can put into practice the experience gained from training in my
current job
I can manage and use knowledge in finding new/innovative ways of
working
I can create, disseminate, and use knowledge more effectively to
disseminate useful information
I can find new ways to channel raw data into useful forms of
information as a reflection of my knowledge
I can find new things that can be used as the forerunner of new
knowledge to develop organizational knowledge
I can find the latest information to add skills
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Competence
(SSC)

information (SSC1)
▪ orientation on
efficiency (SSC2)
▪ systematic planning
(SSC3)
▪ problem solving
(SSC4)
▪ the persuasive ability
(SSC5)
▪ responsiveness (EP1)

Education
Personnel
(EP)

▪ availability (EP2)
▪ productivity (EP3)
▪ use of competence
(EP4)

▪ I have simple work skills and always prioritize efficiency at work
▪ I can make systematic plans and steps in my work
▪ I am responsive and alert to problems and able to always find a
solution faced by the work team
▪ I can communicate ideas and convince others to follow what I want
▪ I have high responsiveness, especially in relation to work to
improve performance even during this pandemic
▪ I always maintain attendance, availability of time for work even
during this pandemic
▪ I always maintain and prioritize work productivity to improve
performance even during this pandemic
▪ I always try to improve my competence to improve my
performance even during this pandemic

4. Results
Table 2 shows the overall statistical test results; the p-value of the variables and items is
significantly less than 0.01. The average critical ratio value of items is above 2.89. Some standard
estimates for item variables are generally above 0.70, which explains that the intervention items
in the normalized projections are in an extensive and eligible range. There are items in this test
that are omitted because the validity values and standard estimates are not met, namely the
Knowledge Management (KNM) variable with the identification of knowledge (KM4) indicator
and the Education Personal (EP) variable with the responsiveness indicator (EP1).
The dominant component of the items that make up the training effectiveness variable (TE)
is the ability to practice (TE3) item. In the Knowledge Management (KNM) variable, the dominant
position is knowledge sharing (KM2). In the Soft-skill Competence (SSC) variable, the dominant
function is problem-solving (SSC4), and in the case of Personal Education (EP), the dominant
position is productivity (EP3).
Table 2. Statistical Result
Variables

Training
Effectiveness
Knowledge
Managemen
t

Soft-skill
Competence

Education
Personal

Items

Standardize
d Estimate

TE1
TE2
TE3
KM1
KM2
KM3
KM4
SSC1
SSC2
SSC3
SSC4
SSC5
EP1
EP2
EP3
EP4

0,819
0,836
0,870
0,846
0,891
0,831
deleted item
0,732
0,745
deleted item
0,830
0,715
deleted item
0,753
0,874
0,822

Estimate

Standard
Error

Critical
Ratio

PValue

0,941
0,967
1,000
1,000
1,120
1,063

0,062
0,062
0,064
0,068

15,251
15,631
17,468
15,611

***
***
***
***
***
***

0,912
0,845

0,084
0,077

10,874
10,998

***
***

0,975
1,000

0,079
-

12,399
-

***
***

0,988
1,088
1,000

0,078
0,072
-

12,591
15,191
-

***
***
***

Reliability
Variance
Construct
Extracte
Reliability
d
0,879

0,708

0,890

0,733

0,842

0,572

0,857

0,668
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Model Fit Testing
Normality Test (Kolmogorov-Smirnov
Test)
Chi-Square
Significance
CMIN/DF
GFI
AGFI
TLI
CFI
RMSEA

Cut of Value

Result

Remark

> 0.05

0,13

Normal

df = 60, X2 = 106,899
≥ 0,05
≤2
≥ 0,90
≥ 0,90
≥ 0,90
≥ 0,90
0,03 - 0,08

79,082
0,000
1,782
0,937
0,905
0,972
0,979
0,058

Fit
Marginal
Fit
Fit
Fit
Fit
Fit
Fit

Note: *** (Significant at Level p < 0.01)

This study's data processing utilized two phases of testing, as shown in Table 2. It first included
the extraction of the questionnaire distribution in a Likert scale in the SPSS program. It then
evaluated the data for normalcy using the Kolmogorov-Smirnov residual technique with the
criterion (Asymp. Sig > 0.05). The normality results in the first step test in SPSS is 0.13 > 0.05,
indicating that the normality test is usually distributed. Second, use the AMOS program to analyze
data using Structural Equation Modeling (SEM); the analysis is done in two phases. The first test
was carried out using Confirmatory Factor Analysis (CFA), the most rigorous method for evaluating
the structural equation model framework (Byrne, 2001). The goal of CFA is to see whether any
indicator can measure its hidden variables (Ferdinand, 2014; Ghozali, 2017). The second test is
model fit testing, which determines if the predicted model is compatible with the observed data (J.
C. Anderson & Gerbing, 1988).
The results of the CFA test show that the loading factor (ʎ) of each item is 0.5; C.R 2; and pvalue 0.05, which means that the things are validly able to measure each latent variable in this
study (Ferdinand, 2014; Hair et al., 2014). The loading factor value of each item that measures
knowledge management is in the value of 0.831 – 0.891, while for training effectiveness, the value
of each item is 0.819 – 0.87. Likewise, the endogenous variables in this study are soft-skill
competence, with each item having a loading factor of 0.732 – 0.83 and a health workforce
performance with a loading factor of items at 0.753 – 0.874.
The value of construct reliability is also indicated by the value of Construct Reliability (CR) 0.7
and Variance extracted (VE) 0.5, which means that the data used has the reliability to measure the
relationship between the conceptualized variables. The discriminant validity value is shown by
comparing the √AVE value with the correlation between constructs (Ghozali, 2017). The √AVE
value is expected to be higher than the correlation value between constructs. As shown in Table 3,
a higher √AVE value indicates that the construct has a unique value and can capture the
phenomenon measured in this study (Ferdinand, 2014; Hair et al., 2017).
Table 3. Discriminant Validity
TE

KM

SSC

TE

0,842

KM

0,753

0,856

SSC

0,296

0,742

0,756

EP

0,258

0,799

0,628

EP

0,817

Note: the number on the diagonal (bolted and underlined) is the square root value of the variance extracted

As for the fit testing model, which is indicated by the goodness of fit value, the data used is
appropriate to describe the conceptualized model. This can be seen from the value of CMIN/DF =
1.782; GFI=0.937; AGFI=0.905; TLI=0.972; CFI=0.979; and RMSEA=0,058. Although the probability
value has not shown a fit value, structurally, the data analyzed is appropriate in describing the
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conceptualized model (Ferdinand, 2014; Ghozali, 2017). The Structural Model is described as
shown in Figure 2 below:

Figure 2. Structural Equation Model
After completing the first and second phases of the testing procedure, the last stage involves
evaluating the hypothesis through an influence test using a structural equation model by
comparing the t-statistical value to the p-value with a significance coefficient of 0.05. The
hypothesis testing presented in Table 4 reveals that there is an explanatory connection between
the variables Training Effectiveness (TE) on Knowledge Management (KNM), Training Effectiveness
(TE) on Soft-skill Competence, and Training Effectiveness (TE) on Soft-skill Competence (SSC).
Except for Hypothesis 3, Training Effectiveness (TE) on Health Workforce Performance (HWP),
Knowledge Management (KNM) on Soft-Skill Competence (SSC), and Soft-Skill Competence (SSC)
on Education Personnel (EP) has a positive and significant impact with a significance value of 0.01.
(H3).

Figure 3. Online Sobel Test
While the indirect effect (H6 - H7) also has a significant positive impact, thus H1-H7 is
accepted. More details can be seen in Table 4 below:

Table 4. Hypothesis Testing
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Hypothesis

Standardized
estimate

Estimate

Standard
Error

Critical
Ratio

PValue

Result

0,753

0,402

0,036

11,288

***

Accepted

0,296

0,155

0,035

4,376

***

Accepted

0,258

0,111

0,048

2,3

0,021

Accepted

0,742

0,725

0,085

8,527

***

Accepted

0,628

0,517

0,1

5,149

***

Accepted

H1: Training Effectiveness →
Knowledge Management
H2: Training Effectiveness →
Soft-skill Competence
H3: Training Effectiveness →
Health Workforce Performance
H4: Knowledge Management →
Soft-skill Competence
H5: Soft-skill Competence →
Health Workforce Performance
H6: Training Effectiveness →
Knowledge Management →
Soft-skill Competence
H7: Training Effectiveness →
Soft-skill Competence → Health
Workforce Performance

0,558

Sobel Statistic: 6,778

***

Accepted

0,536

Sobel Statistic: 3,363

***

Accepted

Note: *** (Significant at Level p < 0.01)

5. Results
5.1 Training Effectiveness – Knowledge Management – Soft-skill Competence
The results of the AMOS measurement show that training effectiveness has a positive and
significant effect on knowledge management (γ = 0.753; p-value 0.000). These results indicate that
any increase in the value of training effectiveness in this study measured by additional knowledge
(λ = 0.81), ability to remember (λ = 0.836), and ability to practice (λ = 0.870), will be able to
improve the knowledge management measured. By use of knowledge (λ = 0.846), knowledge
sharing (λ = 0.891) and reflection of knowledge (λ = 0.831) thus, these results indicate that
Hypothesis 1 (H1) is accepted.
These results support a study that states that effective and sustainable training can increase
knowledge and skills (Pee & Kankanhalli, 2016; Rahman et al., 2013), mainly if the training carried
out is relevant to the skills and knowledge needed to improve organizational performance (Jennex
& Olfman, 2001). The measurement results of the model also show that ability to practice has a
remarkable ability to measure the training effectiveness of teachers. This is important because
training can be said to be effective if the teachers can apply the training results followed in the
practice of the services provided (Khan et al., 2016; Patri & Suresh, 2018; Ramadevi et al., 2016). In
the end, it reinforces the findings of Salah (2016), Wang-Cowham (2011), and Whelan et al. (2010);
the results of this study also show that practical training can encourage teachers to share
knowledge with others to improve knowledge management.
AMOS output also shows a positive and significant effect of training effectiveness on soft-skill
competence (γ = 0.296; p-value 0.000). From this value, it can interpret that the more effective a
training is, the more soft-skill competence will be, which in this study is shown searching for
information (λ = 0.732); orientation of efficiency (λ = 0.745); problem-solving (λ = 0.83); and the
persuasive ability (λ = 0.715). Thus, Hypothesis 2 (H2) is also accepted. From these results, although
it has a significant effect, the role of training effectiveness in improving the soft-skill competence of
teachers is still relatively small when compared to the product given to knowledge management.
The most significant influence that it can provide is encouraging the teacher's ability to overcome
the problems that occur. Consistent with Jennex & Olfman (2001) statement, through this study,
we also emphasize that organizations must be able to ensure that any training organized and
attended by teachers must always be relevant to the abilities they want to develop. This is to
ensure that the training carried out can encourage the soft skills of each teacher.
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The measurement results for the influence of knowledge management on soft-skill
competence also show positive and significant results (β = 0.742; p-value 0.000). With this result, it
can also interpret that any increase in knowledge management will significantly encourage growth
in the soft-skill competence of teachers. Knowledge sharing provides the most crucial
measurement of knowledge management to promote problem-solving abilities, indicators of
teachers' soft-skill competence. These results support a study that states that an organization's
ability to manage knowledge from its human resources as an essential asset will determine the
level of competence possessed by human resources, including soft skills (Cimatti, 2016; Gibb,
2014). This study proves that increasing knowledge management will have a significant influence in
increasing soft-skill competence. Thus, Hypothesis 4 (H4) is also accepted.
For the indirect effect of training effectiveness on soft-skill competence through knowledge
management, the output of Amos shows the standardized indirect effect value of 0.558 and the pvalue of the Sobel test = 0.000. These results indicate that, indirectly, training effectiveness also
has a positive and significant effect on soft-skill competence. With this result, Hypothesis 6 (H6) is
also accepted. Sobel statistic value of 6.678 indicates that knowledge management can mediate
the effect of training effectiveness on soft-skill competence as an intervening variable. With a more
significant influence compared to direct relationships, through this study, we state that
encouraging the improvement of soft skills must first promote the advancement of knowledge
management.
5.2 Training Effectiveness –Soft-skill Competence – Health Workforce Performance
TAMOS output shows that training effectiveness positively affects health workforce
performance (γ = 0.258; p-value = 0.021). This result also means that an increase in training
effectiveness will significantly encourage a growth in personnel education which in this study is
measured by availability (= 0.753), productivity (γ = 0.874), and use of competence (γ = 0.822).
From these results, Hypothesis 3 (H3) is also accepted.
Of all the correlations between latent constructs in this study, the direct effect of these two
variables shows the smallest effect value, although it is still significant. Following the statement in
previous studies, training can significantly contribute to improving performance if participants can
apply the results of the training appropriately (Asfaw et al., 2015a; Mohanty et al., 2019; Rahman
et al., 2013; Sisyuk, 2018). More clearly, the model shows that ability to practice as an indicator can
provide the most crucial measurement of training effectiveness, which will encourage increased
productivity, which is the primary indicator of health workforce performance. It can be concluded
that the better the participants' ability to practice the results of their training, the higher their
productivity at work.
For the effect of soft-skill competence on personnel education, the measurement results also
show a positive and significant value (β = 0.628; p-value 0.000). Thus, Hypothesis 5 (H5) is
accepted. Every increase in soft-skill competence will encourage growth in health workforce
performance. From the results of this measurement, it is also seen that the increase in the ability
of teachers to solve problems is the primary indicator of soft-skill competence, which can then
increase the productivity of teacher officers.
However, agreeing with the statement of Ibrahim et al. (2017), a good organization is an
organization that can identify the capabilities, including soft skills, possessed by human resources
to get the best performance. So, to create good soft skills, it is essential to conduct training pieces
relevant to the skills you want to acquire. This study confirms that training effectiveness can
encourage an increase in personnel education if, first, it can improve soft-skill competence. The
indirect effect shown by the standardized indirect effect value is 0.536, which is greater than the
direct effect of training effectiveness on personnel education. Sobel statistic score 3,363; p-value =
0.000, indicating that soft-skill competence can mediate training effectiveness on personnel
education. Thus, Hypothesis 7 (H7) is also accepted.
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6. Conclusion and Implication
Effectiveness training is proven to be able to encourage the improvement of teacher
performance during this Covid-19 pandemic. However, the gain is still smaller than the
improvement caused by the improvement of soft-skill competence first due to optimal training
effectiveness. The most substantial reason for improved soft-skill competence is the
improvement in knowledge management first due to the optimal contribution of training
effectiveness. This empirical evidence answers the researcher's assumptions and, at the same
time, adds to the limited reference to the relationship of the conceptual framework built in this
study. This study contributes to developing human capital theory, especially in training that can
improve knowledge management and soft-skill competence in encouraging individual
performance improvements. This study also shows that practical training can encourage internal
organizational development, especially in improving employee skills in knowledge sharing and
problem-solving to enhance teachers' abilities.
Overall, the critical finding in this study is that training effectiveness has a minor direct
effect on soft-skill competence and personnel education compared to the indirect impact
through intervening variables. Thus, we can state that the organization cannot expect training to
improve employee competence and performance if it cannot ensure that the training carried out
can provide an increase in knowledge and soft-skill competence. Selection of the correct training
method, relevant materials and quality trainers are essential things to consider producing
practical training. Only effective training can improve knowledge and soft-skill competencies,
which can further encourage personnel education, especially during the current Covid-19
pandemic.
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