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 Abstrak  

The strategic plan of the ministry of health, especially in the hospital sector, which continues to be 

developed is electronic medical records. All hospitals in Indonesia must be prepared for the 

changes that will occur, including the individuals in them. Readiness for change is the key to the 

success of a change plan. Psychological capital is one of the factors that affect readiness for 

change. Siti Khodijah Muhammadiyah Hospital in Gurah Kediri has a strategic plan for the 

development of electronic medical records. This study is a cross-sectional quantitative study aimed 

at analyzing the effect of psychological capital on championing behavior with individual readiness 

for change as a mediator. Analysis using a structural equation model (SEM) with Lisrell software. 

The results showed that psychological capital was significant to individual readiness for change 

and championing behavior with significance values of 7.40 and 4.76, respectively. Individual 

readiness for significant changes to championing behavior with a significance value of 4.46. 

Individual readiness for change is proven to be a mediator of the relationship between 

psychological capital and championing behavior with the type of complementary mediation. With 

psychological capital owned by employees including the dimensions of self-confidence, optimism, 

resilience, and hope, it will support individual readiness for change and behavior that supports 

change. 

Keywords : Championing Behavior, Electronic Medical Record, Psychological Capital, 

Readiness Of Change. 

 

INTRODUCTION 

 The dynamism of the application of 

information technology in the health sector, 

especially in hospitals, which continues to be 

developed is electronic medical records. The 

strategic plan of the ministry of health 

contained in PMK Number 21 of 2020 (1) of 

which is targeted by 2024 all hospitals in 

Indonesia have implemented integrated 

electronic medical records and allow the 

exchange of online medical resumes between 

hospitals. The plan for implementing 

electronic medical records is also a strategic 

plan at RSM Siti Khodijah Gurah Kediri, so 

that individuals involved in the use of medical 

records must be prepared for the changes that 

will occur in the management of medical 

records. Individuals or employees who are 

ready to accept changes are expected to fight 

for the success of the change plans planned by 

the hospital. Based on this, the researchers 

conducted a study aimed at analyzing the 

factors that influence individual readiness for 

behavior that supports the plan to change 

medical records from manual to electronic.  

Change is something that will always 

happen in an organization. The main factor in 

achieving success in organizational change is 

the individual's readiness to change (2). 

Readiness for change is a comprehensive 

attitude that is influenced simultaneously by 

the content or content being changed, the 

process of how the change is implemented, the 

context in which the change is taking place, 

and the characteristics of the individuals 

involved in the change (3). The analysis 

carried out on readiness for change according 

to Holt and Vardaman, 2013 (4) is: 
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psychological factors, structural factors, and 

the level of analysis (ie individual and 

organizational). 

Individual readiness to change is the 

extent to which employees are mentally, 

psychologically or physically ready to 

participate in organizational development 

activities (5). Research by Uyan et.al, (6) states 

that positive psychology has begun to be 

studied quite often in the organizational 

context in the last two decades, but so far there 

has been little discussion about the 

contribution of positive psychology to 

individual readiness during the organizational 

change process. This is also the background 

for researchers to examine the contribution of 

positive psychology to change readiness. 

Research by Adlina et.al 2018 states that 

one of the factors that influence individual 

readiness to change is psychological capital 

(7). Positive psychological resources that 

make up the core construction of 

psychological capital are basically cognitive 

(8). Psychological capital is a state of 

individual positive psychological development 

consisting of self-efficacy, optimism, hope, 

and resilience (9). Another study conducted by 

Annisa et.al, to determine the effect of 

psychological capital on employee readiness 

to change with dimensions including: hope, 

optimism, self-efficacy and resilience also 

showed that there was a positive influence of 

psychological capital on employee readiness 

to change (10). 

Readiness to change according to Rafferty 

& Minbashian (2019) can mediate the 

relationship between changing beliefs and 

positive emotions about change and behavior 

that supports change (11). The behavioral 

dimensions that support change consist of: 

compliance, cooperation, championing 

behavior. Championing behavior is the active 

and most effective behavior of behavior that 

supports change (12). This study only 

examines championing behavior because it is 

the most effective behavior that supports 

change. The purpose of the following research 

is to analyze the effect of psychological capital 

with individual readiness as a mediator on 

championing behavior in the implementation 

of electronic medical records at RSM Siti 

Khodijah Gurah. The research concept 

framework is shown in Figure 1. 

 
Figure 1. Research Conceptual 

Framework 

 

Study Hypothesis 

According to the background and 

framework of the research concept in Figure 1, 

the researcher makes the following research 

hypotheses: 

1. The influence of psychological capital on 

individual readiness for change 

Psychological capital affects the 

readiness for change according to several 

previous studies by Luthans et. al (9), Lizar et 

al (8), Widiarti and Baidun (13), Adlina et al. 

(7), Annisa et. al (10). which has been 

mentioned in the theoretical concept, but in 

previous studies it has not been stated whether 

there is a direct influence of psychological 

capital on readiness for change. In this 

research plan, the researcher takes the first 

hypothesis: 

H1 : There is a direct effect of psychological 

capital on individual readiness for change. 

2. The influence of psychological capital on 

championing behavior 

Psychological capital has a positive 

significant effect on employee behavior (14). 

Previous research has stated that there is a 

significant influence of psychological capital 

on behavior, but it has not been stated whether 

there is a direct influence of psychological 

capital on certain behaviors. In this research 

plan, the researcher assumes that there is a 

direct influence of psychological capital on 

behavior that supports change (championing 

behavior) as the second hypothesis: 

H2: There is a direct effect of psychological 

capital on championing behavior. 
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3. The influence of individual readiness on 

championing behavior 

Individual readiness for change has a 

positive effect on behavior change, individual 

readiness can also be a mediator of the 

relationship between changing beliefs and 

positive emotions about change and behavior 

that supports change (11). Based on previous 

research on individual readiness for change 

has a positive effect on behavior change, in 

this research plan the researcher takes the third 

hypothesis: 

H3 : There is a direct influence of individual 

readiness for change on behavior change. 

4. The influence of psychological capital on 

championing behavior with individual 

readiness as a mediator 

Psychological capital has a significant 

effect on change readiness according to 

Luthans et. al (9), Lizar et al (8), Widiarti and 

Baidun (13), Adlina et. al (7), Annisa et. al 

(10). Psychological capital has a positive 

significant effect on employee behavior (14). 

Readiness for change can be a mediator of 

behavior change (11). So that in this research 

plan, the researcher proposes a fourth 

hypothesis: there is an indirect effect of 

psychological capital on behavior change with 

individual readiness for change as a mediator. 

H4 : There is an indirect effect of 

psychological capital on behavior change 

with individual readiness for change as a 

mediator. 

   

RESEARCH METHODS 

The following research is a cross-sectional 

quantitative study that aims to thoroughly 

explain the relationship between variables in 

the study and to confirm the research model 

and was carried out in the same time period. 

The independent variable is psychological 

capital, readiness for change (readiness of 

change) as an intervening variable (mediator), 

the dependent variable is championing 

behavior. 

The population in this study are all employees 

at Muhammadiyah Hospital (RSM) Siti 

Khodijah Gurah totalling 189 people. The 

sampling technique used simple random 

sampling. The samples taken were employees 

who would later be involved in the use of 

electronic medical records using simrs khanza 

totaling 150 people. 

The following research plan uses structural 

equation model (SEM) analysis with Lisrell 

software. The questionnaire consists of 16 

statement items for the psychological capital 

(PS) variable covering four dimensions, 16 

statements of individual readiness for change 

(ROC), and 4 championing behavior (CB) 

statements. The questionnaire uses a Likert 

scale of 1-7. According to Hair et.al (15), the 

evaluation of the level of suitability of the data 

with the model in the SEM analysis is carried 

out through several stages, namely the overall 

model fit, the measurement model fit, and the 

structural model fit. fit). Determination of the 

significance and type of mediation according 

to the theory proposed by Zhao et. al (16) as 

shown in Figure 2 

 
Figure 2. Significancy and type of 

mediation (16) 

 

 

RESULTS AND DISCUSSION 

The research was conducted on 8-31 October 

2021 at Siti Khodijah Hospital Gurah Kediri. 

Responses from research respondents 

amounted to 133 answers. The characteristics 

of the research respondents are shown in table 

1. 
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Table 1. Characteristic Of Research 

Respondents 

The statistical test in this study used the 

Structural Equation Model (SEM), with data 

processing using the Linear Structural 

Relationship (LISREL) software version 8.8 

for windows and using SPSS version 18. SPSS 

was used for frequency analysis and 

descriptive analysis as well as calculating 

Cronbach alpha and correlation in the test. 

discriminant validity. 

Evaluation of the level of suitability of the data 

with the model in the SEM analysis is carried 

out through several stages, namely the overall 

model fit, the measurement model fit, and the 

structural model fit. Before going through the 

analysis stage, the data normality test has been 

carried out, but the results of the ROC1, 

ROC2, ROC3 and ROC14 indicators have p-

values for kurtosis and skewness <0.05 in the 

univariate normality test. Furthermore, 

continued data analysis according to the 

analysis stages with SEM with maximum 

likelihood and modification indices to get a 

good goodness of fit because the normality test 

value was not met. 

1. Stages of All Model Fit (overall model fit) 

This stage is the stage of testing the suitability 

of the model through a study of various 

goodness of fit criteria, namely a measure that 

shows how well a particular model reproduces 

the covariance matrix between variable 

indicators (15). The model fit test phase is 

intended to test whether the proposed model 

has a fit with the sample data or not. For 

goodness of fit measurement Hair et al.(15) 

suggest looking at chi-square/df (χ²/df), 

RMSEA, GFI, CFI, TLI (NNFI), NFI, IFI, 

AGFI. 

Before getting a good enough model, the 

results of statistical tests using SEM using 

Lisrel in this study have been modified several 

times to get a fit model. The PS variable is 

because it uses dimensions, so the 

measurement is through the second order 

CFA. 

From the results of the first CFA, it was found 

that half of the 10 goodness of fit index values 

were still not good. RMSEA value 0.14 > 0.08 

(not good) and GFI 0.53 (not good) and AGFI 

value 0.47 (not good). Then modify the model 

by eliminating several times the ROC 

indicator which has a loading factor value of 

0.5 and or an indicator with a loading factor < 

error including ROC4, ROC7, ROC9, ROC11, 

ROC12, ROC13, ROC16 and ROC10, 

ROC14, ROC 15 (the value of the loading 

factor < error). However, the GFI value was 

0.56 (not good) and RMSEA 0.14 > 0.08 (not 

good). Next, modifications were made again 

with modification indices according to the 

suggestions that appeared in Lisrel's output. As 

a result, the RMSEA value is 0.07 (good fit) 

and the GFI value is 0.78 (marginal fit). The 

GFI value has increased compared to before 

but when modification indices are carried out 

again, the RMSEA and GFI values and other 

goodness of fit values remain. So no 

modifications are made. 

2. Stages of the Fit of the Measurement Model 

(measurement model fit) 

The stages of the suitability of the 

measurement model are to test the validity and 

test the reliability. Validity is the ability of 

observational variables to describe the 

construct, including: convergent validity and 

discriminant validity. Convergent validity 

states the commonality of observational 
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variables. Discriminant validity describes the 

differences between constructs, discriminant 

validity is to determine whether the 

observational variables explain their own 

constructs or explain other constructs. 

Convergent validity test criteria in this study is 

if the standard loading factor (SLF) 0.5 or T-

value > 1.96 then it is declared valid. For 

reliability test, measurement of CR and VE 

was carried out. Reliable means reliable. 

Reliability is assessed based on Cronbach's 

Alpha by processing Cronbach's alpha values 

using SPSS software. Cronbach's alpha value 

0.7 indicates high reliability or reliability of 

the variable (17). The CR value 0.7 and the VE 

value 0.5 indicate the fulfillment of the 

construct reliability test (18). The results of 

data analysis showed that all criteria for 

convergent validity and construct reliability 

were met. 

3. Stages of Structural Model Fit 

The structural model fit stage is carried out to 

test the hypothesis. The code used by PS is 

psychological capital, ROC is readiness of 

change, and CB is championing behavior. 

Figure 3 shows the structural model of the 

current research. 

 

Figure 3. Structural Model (t-value) 

 

Hypothesis Significance Test Results 

Based on the structural model, it is 

known that the path coefficient of PS on ROC 

is 0.66 and the statistical value t=7.40 > 1.64, 

so the conclusion is that PS has a significant 

effect on ROC with a value of R²=0.43. The 

value of R² serves to show how far each 

independent variable is able to explain the 

dependent variable (18). So it can be 

concluded that 43% of the variation of the 

change readiness variable (ROC) can be 

influenced by psychological capital (PS) and 

57% of the variation of the change readiness 

variable is influenced by other variables that 

are not observed. These results support the first 

hypothesis, namely that there is a direct effect 

of psychological capital on individual 

readiness for change. 

It is known that the path coefficient 

value of PS to CB is 0.48 and the statistical 

value t=4.76 > 1.64, so the conclusion is that 

psychological capital (PS) is significant to 

behavior change (CB). The results of the 

current study support the second hypothesis, 

namely the direct influence of psychological 

capital on championing behavior. 

It is known that the path coefficient 

value of ROC on CB (Championing Behavior) 

is 0.43 and the statistical value t=4.46 > 1.64, 

so the conclusion is that ROC has a significant 

effect on CB with a value of R²=0.69. This 

supports the third hypothesis, namely the 

direct influence of individual readiness for 

change on championing behavior. PS and 

ROC significantly affect CB with a value of R² 

= 0.69 meaning that 69% of the variation of the 

CB variable is jointly affected by PS and ROC. 

 

Mediation Test Results 

Furthermore, testing the mediation 

hypothesis using the theory proposed by Zhao 

et.al (16) regarding the classification and type 

of mediation in Figure 2 that the determination 

of whether or not to support a variable as a 

mediator provided that the value a = is the 

standard coefficient of the exogenous 

(independent) variable to the mediator 

variable. , b = is the standard coefficient of the 

mediator variable to the endogenous 

(dependent) variable, c = is the standard 

coefficient of the exogenous variable directly 

to the endogenous without going through a 

mediator (direct effect), axb = indirect effect. 

It is known that the standard 

coefficient of PS to ROC a=0.66 is significant 

and the path coefficient of ROC to CB b=0.43 

is also significant, so if a is multiplied by b or 

axb = 0.28, the value is significant. 

Furthermore, it is known that the standard 
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coefficient of PS to CB is c = 0.48, the value is 

significant. So, if you look at the concept of 

determining the significance of mediation by 

Zhao et.al (16), it is found that axb is 

significant and c is also significant, so the type 

of mediation is complementary mediation. The 

current study supports hypothesis 4, namely 

that there is an indirect effect of psychological 

capital on changing behavior (championing 

behavior) with individual readiness for change 

as a mediator. 

Discussion 

A. Analyzing the direct effect of 

psychological capital on individual 

readiness for changes in the implementation 

of electronic medical records at RSM Siti 

Khodijah Gurah. 

Research on the direct influence of 

psychological capital on individual readiness 

for changes in the implementation of 

electronic medical records at RSM Siti 

Khodijah Gurah currently shows that 

psychological capital has a direct effect on 

readiness for change with a coefficient value 

of 0.66. That is, every increase in the value of 

psychological capital by 1, it will increase 

readiness for change by 0.66. The current 

results support previous studies by Luthans 

et.al (9), Lizar et.al (8), Widiarti & Baidun 

(13), Adlina et.al (7), Annisa et.al (10), which 

stated that psychological capital (psycap) has 

a positive and significant effect on change 

readiness. 

The results of the current study support 

the hypothesis that there is a direct influence 

of psychological capital on the readiness to 

change the implementation of electronic 

medical records at Siti Khodijah Gurah 

Hospital. With confidence, optimism, 

resilience, and high expectations for success, 

employees will be ready with the planned 

change plans. 

B. Analyzing the direct influence of 

psychological capital on championing 

behavior in the implementation of 

electronic medical records at RSM Siti 

Khodijah Gurah. 

Research on the direct influence of 

psychological capital (psycap) on changing 

behavior (championing behavior) from the 

implementation of manual medical records 

into electronic at RSM Siti Khodijah Gurah 

currently shows that psycap has a direct and 

significant effect on championing behavior. 

With a coefficient value of 0.48, it means that 

every increase in the psychological capital 

variable by 1 is expected to increase the 

championing behavior variable by 0.48. The 

higher the psychological capital value, the 

stronger the behavior to support change 

(championing behavior). 

Research by Avey et.al (2011) states 

that psychological capital has a positive impact 

on employee attitudes, behavior, and 

performance. In line with this research in the 

current study, it was found that psychological 

capital had a significant direct effect on 

employee behavior to actively support change 

(championing behavior). Championing 

behavior is an active behavior of employees in 

solving problems and promoting the benefits 

of change to others (19). Championing 

behavior occurs when the person who is the 

target of change agrees internally with an 

action or decision, is enthusiastic about it, and 

shows persistent efforts for the success of the 

change plan (20). 

Psychological capital in this study 

consists of four dimensions indicating that 

employees who have confidence, optimism, 

resilience and hope will directly behave to 

fight for and promote the change plans that 

have been planned by the organization. 

Because fighting for the success of changes 

that have been planned by the organization has 

proven to require: a person's belief in his 

ability to achieve success as well as the 

cognitive resources and actions needed to 

successfully carry out tasks in a certain context 

(self-efficacy), strong belief in the future. 

positive (optimism), persistent hope to 

succeed (hope), and resilience under adversity 

to persistently fight for the success of the 

change plan. 

C. Analyzing the direct effect of individual 

readiness for change on the championing 

behavior of the implementation of 
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electronic medical records at RSM Siti 

Khodijah Gurah. 

The results of the research on the direct 

effect of individual readiness for change on the 

changing behavior (championing behavior) of 

the implementation of manual medical records 

into electronic at RSM Siti Khodijah Gurah 

obtained results that support this hypothesis. 

With a coefficient value of 0.43, it means that 

every increase in the readiness variable 

changes by 1, it is expected that the 

championing behavior variable will increase 

by 0.43. The higher the value of individual 

readiness, the greater the behavior shown in 

supporting change (championing behavior). 

The current study supports research by 

Islam et.al conducted on private organizations 

in Bangladesh that championing behavior is 

closely related to individual readiness for 

change (21). The results of the current study 

also support research by Rafferty & 

Minbashian (2019) which states that readiness 

for change has a significant effect on change 

supportive behavior with dimensions 

including championing behavior (11). 

Championing behavior is an active form of 

behavior that supports change so that it 

requires individual readiness for change. 

Championing behavior is positively correlated 

with employee readiness to change, employee 

desire to change, and vice versa negatively 

correlated with employee difficulty to change 

and cynical behavior towards change (21). The 

current research also supports research by 

Yulianingsih & Fahrunnisa (22) which states 

that there is a significant influence between 

individual readiness for change and behavior 

that supports change (championing behavior). 

Based on the results of current research 

and previous research, when individuals are 

ready for change, they will promote and fight 

for the success of the change plan, try to 

overcome the resistance of colleagues, speak 

positively about change, be very enthusiastic 

about the change plan and ensure the success 

of the change plan. The more prepared 

individuals are, the more they will support the 

changes planned by the organization. Thus, it 

is very important to prepare employees for the 

planned change. 

D. Analyzing the indirect effect of 

psychological capital on championing 

behavior with individual readiness for 

change as a mediator. 

Research on the indirect effect of 

psychological capital with individual 

readiness as a mediator for championing 

behavior in the implementation of manual 

medical records into electronic at RSM Siti 

Khodijah Gurah currently has significant 

results supporting this hypothesis. The search 

for previous research on the indirect effect of 

psychological capital with individual 

readiness as a mediator on championing 

behavior has not been widely carried out. 

Referring to the mediation concept 

proposed by Zhao et.al (16), the type of 

relationship between psychological capital, 

readiness for change and championing 

behavior in this study is complementary 

mediation. Complementary mediation type is 

the type when the direct influence and indirect 

influence are both significant. Based on the 

concept in understanding the implications of 

mediation for theory building proposed by 

Zhao et.al (16), the type of complementary 

mediation shows that the theoretical 

framework is incomplete and it can be 

considered that the possibility of mediators is 

eliminated. 

According to Choi (2011) employees 

will tend to seek more information to clarify 

their expectations, assumptions, and 

impressions about the entire change process 

(23). Hope is a dimension of psychological 

capital. Of course, with the process of change, 

one hopes that it will be for the better. The 

findings in the current study indicate that 

employees' interpretations of psychological 

capital that affect championing behavior 

(change behavior) are based on change 

readiness. Employees who have psychological 

capital with dimensions including: self-

efficacy (self-confidence), optimism, 

resilience (resilience), and hope (hope) will be 

able to fight for and promote the change plans 

that have been determined by the organization 
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to succeed through individual readiness. That 

is, the psychological capital variable with 

individual readiness will be able to influence 

the championing behavior of employees at Siti 

Khodijah Gurah Hospital in changing the 

implementation of manual medical records to 

electronic.  

 

CLOSING 

Conclusion  

Psychological capital andindividual 

readiness for change both significantly affect 

championing behavior. The stronger the 

psychological capital and readiness for 

change, the greater the effort shown by 

employees to support change (championing 

behavior). Individual readiness for change has 

proven to be a mediator of the relationship 

between psychological capital and 

championing behavior with complementary 

mediation types, but it is necessary to 

strengthen the research concept framework for 

the mediation pathway. 

Subsequent research can be carried out 

with a larger number of samples so that 

conclusions can be drawn better. Research can 

also be developed with better concepts for 

direct and mediation channels. 
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