OPEN ACCESS

World Psychology
Vol. 4 No. 1. April 2025, pp. 123-134 DOL. 10.55849/wp.vxix.xxx

Research Article

Organizational Commitment as A Predictor of Job Performance in
Hospital Employees

Ika Trisnawati !, Farida Harahap 2, and Haniek Farida 3

' Universitas Negeri Yogyakarta, Indonesia

2 Universitas Negeri Yogyakarta, Indonesia

3 Universitas Sarjanawiyata Tamansiswa Yogyakarta, Indonesia

Corresponding Author:

Ika Trisnawati,

Universitas Negeri Yogyakarta, Indonesia

Department of Psychology, Faculty Education and Psychology, Yogyakarta State University, JI. Colombo No.1, Karang
Malang, Caturtunggal, Kec. Depok, Kabupaten Sleman, Daerah Istimewa Yogyakarta, Indonesia

Email: ikatrisnawati.2023@student.uny.ac.id

Article Info Abstract

Received: June 18, 2025 Low Organizational Commitment has the potential to reduce the level of
Revised: July 16, 2025 employee Job Performance in the Hospital environment. This study aims to
Accepted: July 16, 2025 analyze the effect of Organizational Commitment on employee Job

Online Version: July 16,2025  Performance at RSU Kharisma Paramedika. This study uses a quantitative
approach with a correlational research type. Participants in this study were 128
employees of RSU Kharisma Paramedika. The data collection technique used a
questionnaire with a Likert scale. The instrument used in the Job Performance
variable is a modification of the IWPQ Koopmans et al. (2016) and in the
Organizational Commitment variable using a modification of the OCQ
Mowday et al. (1982). The validity test of the instrument uses the Gregory and
Product Moment formulas and the reliability test uses Alpha Cronbach. Data
analysis uses simple linear regression analysis with the help of SPSS 25
software. The results of the study show that: (1) Organizational Commitment
can be a predictor of Job Performance of employees of RSU Kharisma
Paramedika. (2) Organizational Commitment can be a predictor of task
performance of employees at Kharisma Paramedika Hospital. (3)
Organizational Commitment can be a predictor of contextual performance in
employees at Kharisma Paramedika Hospital. (4) Organizational Commitment
cannot be a predictor of counterproductive work behavior in employees at
Kharisma Paramedika Hospital.

Keywords: Job Performance, Organizational Commitment, Employee,

Hospital @ 00

© 2025 by the author(s)

This article is an open-access article distributed under the terms and conditions
of the Creative Commons Attribution-ShareAlike 4.0 International

(CC BY SA) license (https://creativecommons.org/licenses/by-sa/4.0/).

Journal Homepage https://ejournal.staialhikmahpariangan.ac.id/Journal/index.php/wp

How to cite: Trisnawati, 1., Harahap, F. U., & Farida, H. (2025). Organizational Commitment as A
Predictor of Job Performance in Hospital Employees. World Psychology, 4(1), 123—134.
https://doi.org/10.55849/wp.v4il .917

Published by: Sekolah Tinggi Agama Islam Al-Hikmah Pariangan Batusangkar

Page| 123


mailto:ikatrisnawati.2023@student.uny.ac.id
http://creativecommons.org/licenses/by-sa/4.0/
https://creativecommons.org/licenses/by-sa/4.0/
https://ejournal.staialhikmahpariangan.ac.id/Journal/index.php/wp
https://doi.org/10.55849/wp.v4i1.917

World Psychology

INTRODUCTION

Human resources (HR) are very important assets and have a crucial role in achieving
company goals. In addition to functioning as the main element in the organizational structure,
HR is also one of the key factors that determine the success of a company, equivalent to
physical assets and financial capital. Effective HR management is essential to improve the
efficiency and effectiveness of the organization. Human resource management, as one of the
fundamental functions of the company, aims to optimize employee potential. Employees are
important assets for the company because they are responsible for carrying out various
functions and tasks that support the achievement of organizational goals. As workers,
employees are required to have the knowledge, skills, and abilities needed to run the company's
operations effectively. Through employee contributions, companies can achieve high
productivity, increase competitiveness, and achieve sustainable growth (Wesmi et al., 2024).
Having skilled and qualified employees not only affects individual Job Performance, but can
also improve job performancethe entire company (Hidayat, 2023).

Job Performanceon optimal employees has a significant positive impact on the company.
The results of the study by Lopez-Cabarcos et al. (2022) Effective Job Performance can
increase productivity, profitability and organizational effectiveness. Employees who have high
Job Performance can encourage companies to achieve competitive advantage and sustainable
growth (Aprinawati et al., 2024). Research by Ghobakhloo & Ching (2019) found that
companies with good Job Performance have better resilience in facing economic challenges
and turmoil and are able to adapt quickly and maintain their excellence.

Employees with high Job Performance not only provide benefits to the organization, but
also to themselves. A study by Hosen et al. (2024) revealed that employees with high Job
Performance tend to get more career development opportunities and better compensation. In
fact, not all employees are able to achieve the expected work targets. Low Job Performance can
have a negative impact. Research by Shuck, Nimon, & Zigarmi (2017) proves that low Job
Performance has an impact on decreased productivity and achievement of organizational
targets. Groen et al. (2017) further emphasized that suboptimal Job Performance can reduce
service quality and impact the company's reputation. Job Performance is very important for all
companies, agencies or institutions, one of which is a hospital. The company that prioritizes the
importance of Job Performance is a hospital. A hospital is a health care institution that provides
public services to patients (Febrita et al., 2021). The success of a hospital is not only measured
in terms of finances or the number of patients who come, but also in terms of lives saved,
patient satisfaction, and the quality of services provided (Marditama et al., 2024). Hospital
employees, from medical personnel, paramedics, to administrative staff, have a vital role in
carrying out health service functions.

Unlike other organizations, hospitals have a direct impact on human life. Every
employee's decision and action can impact the lives and safety of patients (Haryoso &
Ayuningtyas, 2019). Achieving and maintaining a high level of Job Performance is not easy,
especially in a hospital work environment that is often stressful, has long working hours, and
faces critical situations. Data shows that Job Performance of employees in the Indonesian
health sector still needs to be improved. According to the report of the Indonesian Ministry of
Health (2023), the level of patient satisfaction with employee Job Performance in the form of
hospital services in Indonesia has only reached 75.3%, this is not in accordance with the
national target of 80%. More worryingly, the Health Research and Development Agency
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(2022) showed that 35% of hospital employees experience burnout, which has the potential to
reduce employee Job Performance. This is in line with the pre-survey conducted by
researchers, that there was a decline in employee job performance at one of the X general
hospitals in Kulon Progo, namely the lack of employee commitment to the organization as
indicated by employees not meeting work targets, employees being late to work, especially late
when changing shifts. Job Performancebecome the main focus in organizational development
because of its vital role. Every company leader is obliged to improve employee Job
Performance as much as possible so that the company's expected goals can be realized
immediately and successfully achieved (Valianti, 2025). Chen et al. (2023) stated that
employee Job Performance is influenced by commitment.

Social Exchange Theory developed by Homans (1958) and expanded by Blau (1964)
which explains the relationship between Organizational Commitment and Job Performance.
Homans (1958) in his publication "Social Behavior as Exchange" stated that social interaction
is a form of exchange based on the principle of giving and receiving, where individuals tend to
respond to the positive treatment they receive. Blau (1964) in his book "Exchange and Power
in Social Life" deepened this concept by distinguishing between explicit economic exchange
and implicit social exchange based on trust and unwritten obligations. In the context of the
organization, this theory explains how employees who receive support, recognition, and justice
from the organization will feel obliged to reciprocate through higher commitment and better
performance as a form of reciprocity.

Organizational Commitmentbecome one of the factors that are increasingly receiving
attention in the study of hospital human resource management among various other factors that
can affect Job Performance. Hospital productivity is highly dependent on skills, competence,
and commitment. Organizational Commitment that is not fully optimal causes employees to be
less than optimal in providing services. High Organizational Commitment is an important
factor in ensuring that service quality is maintained (Rodriguez-Fernandez et al., 2021).
Employees who have high Organizational Commitment will make every effort to achieve
organizational goals. These efforts make employees prioritize the organization over personal
interests. Sidartawan & Dewi (2022) also emphasize that the achievement of company goals is
also supported by the existence of Organizational Commitment. Mowday et al. (1982) define
Organizational Commitment as the relative strength of individuals in identifying themselves
with a organization, as well as involvement and desire to contribute to the organization.
Previous studies have proven a positive influence between Organizational Commitment and
Job Performance. Research by Nabhan & Munajat (2023), with the results of Organizational
Commitment having a positive and significant effect on Job Performance. The results of Lee et
al.'s research (2022) showed that there was a significant influence of Organizational
Commitment on Job Performance. Research by Bandiyah et al. (2022) Organizational
Commitment had no effect on Job Performance. The heavy workload caused some employees
to somewhat ignore their main tasks, main points, and functions according to their respective
positions, so that increasing organizational commitment had no effect on job performance. The
findings of the same study conducted by Pagiu et al. (2023) showed that Organizational
Commitment had no significant effect on employee Job Performance.

The presentation shows several gaps in previous research. The majority of research on
Organizational Commitment and Job Performance conducted in institutions with shift work
systems and involving all categories of hospital employees is still limited. Previous studies
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have focused more on the industrial and education sectors, while there is still a lack of research
that specifically examines Organizational Commitment on Job Performance in the health
sector. This study offers several novelties, namely examining the phenomenon of
Organizational Commitment as a predictor of Job Performance in the context of Hospital
employees. This study uses a quantitative approach to gain a more comprehensive
understanding of the influence of Organizational Commitment on Job Performance in flexible
work system conditions. Hospital management can design appropriate interventions to improve
employee Organizational Commitment, which is expected to improve overall Job Performance.

RESEARCH METHOD
Research Design

This study uses a quantitative approach with a correlational research type. Creswell
(2015) stated that a quantitative approach is a research approach that focuses on testing theories
or hypotheses through measurement and statistical analysis of certain variables. The variables
used in this study are Job Performance as a multidimensional dependent variable and
Organizational Commitment as a unidimensional independent variable.
Research Target/Subject

The population in this study were all hospitals in Kulon Progo, totaling 9 hospitals. The
sampling technique used was Cluster Random Sampling. Kharisma General Hospital (RSU)
was selected as the research sample. All employees of Kharisma RSU were used as research
respondents, including medical personnel, non-medical personnel, and health workers with a
total of 128 employees.
Research Procedure

The data collection process utilized a Likert scale with four answer choices, namely Not
Appropriate (SS), Less Appropriate (S), Somewhat Appropriate (TS), Appropriate (STS), and
the scale was distributed using hard copies distributed through Human Resource Development.
Instruments, and Data Collection Techniques

The Job Performance scale uses the modified results of the Individual Work
Performance Questionnaire (IWPQ) measuring instrument by Koopmans et al. (2016) which
consists of 3 dimensions, namely task performance, contextual performance, counterproductive
work behavior. The reliability coefficient value is 0.913. The Organizational Commitment
scale uses the modified results of the organizational commitment scale by Mowday et al.
(1982) there are 3 aspects, namely identification with the organization, involvement, employee
loyalty. The reliability coefficient value is The reliability coefficient value is 0.858.
Data Analysis Technique
The data analysis method used is descriptive analysis and simple linear regression

analysis. Before conducting a simple linear regression analysis test, a prerequisite test is carried
out first, including a normality test, a linearity test, a multicollinearity test and a
heteroscedasticity test.
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RESULTS AND DISCUSSION
Table 1. Demographic Data of Research Respondents

Data Amount %
Gender

Woman 36 28.12

Man 92 71.88
Age

18 -25 30 23.44

26 - 33 49 38.28

34 -41 28 21.88

> 42 21 16.41
Last education

High School/Vocational 15 11.72

School

D3 57 44.53

S1 48 37.50

S2 8 6.25

S3 - -
Type of work

Medical personnel 12 9.38

Health workers 86 67.19

Non-Medical Personnel 30 23.44
Length of working

0-5 73 57.03

6-10 30 23.44

>10 25 19.53

It can be seen that a total of 128 respondents participated in this study, consisting of 92
men (71.88%) and 36 women (28.12%). The most common age range was 26—33 years
(38.28%), followed by 18-25 years (23.44%). The majority of respondents had an associate
degree (44.53%), followed by a bachelor's degree (37.50%), while only 6.25% had a master's
degree and none had a doctoral degree. In terms of job type, the majority were healthcare
workers (67.19%), followed by non-medical staff (23.44%), and medical staff (9.38%). Based
on years of service, the majority of respondents had 05 years of service (57.03%), followed by
6-10 years (23.44%), and >10 years (19.53%).

The normality test on the unstandardized residuals of the relationship between Job
Performance and Organizational Commitment shows that the data is normally distributed (N =
128, p = 0.200). Since the p-value is > 0.05, there is no significant deviation from the normal
distribution. The results of the linearity test indicate that the relationship between the variables
being tested is linear, with a p-value for the linearity test of 0.000 (< 0.05), meaning there is a
significant linear relationship. Meanwhile, the p-value for Deviation from Linearity is 0.184 (>
0.05), indicating that there is no significant deviation from linearity. Thus, the relationship
between the two variables can be said to be linear. The results of the multicollinearity test show
that the Organizational Commitment variable has a Tolerance value of 1.000 and a Variance
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Inflation Factor (VIF) value of 1.000. Since the Tolerance value is > 0.10 and the VIF is < 10,
it can be concluded that there is no multicollinearity in this variable. Thus, Organizational
Commitment is free from multicollinearity issues. Finally, the heteroscedasticity test results
show that both the constant value (t = 1.088; p = 0.279) and the Organizational Commitment
variable (t = 0.521; p = 0.603) have significance values above 0.05. This indicates that there is
no evidence of heteroscedasticity in the regression model. Thus, the model is deemed to satisfy
the assumption of homoscedasticity. Furthermore Table 2. Simple Regression Test Results.
Table 2. Simple Regression Test Results

Hypothesis Model F p-value
H1 JP*OC Regression 73,075 0,000
H2 TP*OC Regression 125,717 0,000
H3 CP*OC Regression 110,315 0,000
H4 RegressionCWB*OC 1,592 0.209
Information:

1. Dependent variables  : Job Performance (JP)

Dependent variables  : Task Performance (TP)

Dependent variables  : Contextual Performance (CP)
Dependent variables  : Counterproductive work behavior (CWB)
Independent variable: Organizational Commitment (OC)

Based on table 2, it shows that the results of the Job Performance and Organizational
Commitment regression test show a calculated F value of 73.075> F table 3.92 with a p-value
of 0.000 (p-value <0.05). Organizational Commitment can be a predictor of employee Job
Performance. The results of the Task performance and Organizational Commitment regression
test show an F value of 124.717> F table 3.92 with a p-value of 0.000 <0.05. Organizational
Commitment can be a predictor of employee task performance. The results of the Contextual
performance and Organizational Commitment regression test show an F value of 110.315> F
table 3.92 with a p-value of 0.000 <0.05. Organizational Commitment can be a predictor of
employee contextual performance. The results of the regression test of counterproductive work
behavior and Organizational Commitment show an F value of 1.592 <F table 3.92 with a p-
value of 0.209> 0.05. Organizational Commitment cannot be a predictor of employee
counterproductive work behavior. Furthermore Table 3. Coefficient of Determination of
Organizational Commitment to Job Performance
Table 3. Coefficient of Determination of Organizational Commitment to Job Performance

A

Variables R R - square Adjusted R Square
oc*Jp 0.606 0.367 0.362
OC*TP 0.707 0.499 0.495
OC*CP 0.683 0.466 0.463
OC*CWB 0.112 0.012 0.005
Information:

1. Dependent variables  :Job Performance (JP)

Dependent variables  : Task Performance (TP)

Dependent variables  : Contextual Performance (CP)
Dependent variables  : Counterproductive work behavior (CWB)
Independent variable  : Organizational Commitment (OC)

Al
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Based on the table above, it shows that Organizational Commitment has an influence of
36.7% on job performance and 63.3% is influenced by other factors. Organizational
Commitment has an influence of 49.9% on task performance, where the remaining 50.1% is
influenced by other factors not studied. Organizational Commitment has an influence of 46.6%
on contextual performance, with the remaining 53.4% influenced by other factors outside the
study. The results of the analysis also show that Organizational Commitment has a very small
influence on counterproductive work behavior, which is only 1.2%, meaning that 98.8% of
CWSB is influenced by factors other than Organizational Commitment.

DISCUSSION

The results of the study showed conformity with the demographic profile of RSU
Kharisma Paramedika which is dominated by female employees (71.88%) with D3 educational
qualifications (44.53%) and 0-5 years of work experience (57.03%). Based on the theory of
Mowday et al. (1982), female employees tend to have a more positive organizational
commitment than men because of their more detailed and meticulous characteristics in
working. The level of education that is in accordance with health profession standards creates
realistic expectations of the organization, thus supporting an optimal level of commitment.
Although the majority of employees have a relatively short work period, employees still show a
high level of commitment, possibly due to the honeymoon period phenomenon where new
employees still have high enthusiasm and expectations for the organization.

The dominance of health workers reaching 67.19% of the research sample strengthens
the findings, considering that the health profession has a high moral responsibility dimension in
patient care, thus demanding a strong organizational commitment. Employees with high
organizational commitment tend to show greater dedication in providing quality health
services, which ultimately has a positive impact on job performance. This finding strengthens
the three aspects of organizational commitment according to Mowday et al. (1982), namely
identification with the organization reflected in the pride of employees of Kharisma
Paramedika Hospital to be part of a health service organization with an organizational
commitment level of 83.59% in the high category, involvement that shows the willingness of
employees to make serious efforts in carrying out medical and non-medical tasks that have a
direct impact on improving job performance, and loyalty that describes a strong desire to
maintain membership in the organization which is very important to maintain continuity of
health services.

Hospitals as health service organizations provide a special dimension to this finding,
where employee performance not only impacts organizational productivity but also patient
safety and satisfaction. Highly committed employees towards the organization tend to be more
consistent in carrying out medical procedures, more responsive to patient needs, more proactive
in maintaining service quality, and more responsible in emergency and critical situations.
Based on the Social Exchange Theory which is the basis of the research, the influence of
organizational commitment on job performance can be explained through a balanced social
exchange mechanism, namely the reciprocity mechanism where employees who feel support
and recognition from the organization will respond by improving performance, emotional
attachment which encourages employees to give extra effort in work because of a strong
emotional bond with the organization, and value alignment which creates intrinsic motivation
to perform optimally due to the alignment between personal values and organizational values.
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These findings provide strategic implications for the management of RSU Kharisma
Paramedika to continue to maintain and improve organizational commitment through employee
development programs, implementation of a fair reward system, and creation of a conducive
work environment, considering the significant influence of organizational commitment on
employee job performance in the context of health services. Strategies to improve
organizational commitment can be carried out through the provision of ongoing training that is
relevant to the needs of the health profession, mentoring programs for new employees, the
formation of an organizational culture that supports work-life balance, certification programs
and technical competency development, implementation of a fair reward system based on
performance, periodic employee achievement recognition programs, transparent and merit-
based promotion systems, clear career path programs, competitive compensation with the
industry, and employee involvement in operational decision making.

The contribution of organizational commitment to task performance reached 49.9%,
farhigher than its contribution to overall job performance which was only 36.7%. This finding
reflects that employees of Kharisma Paramedika Hospital with high organizational
commitment show very good performance in the technical aspects of their work. According to
Motowidlo (2003), task performance refers to employee behavior that contributes directly to
the production of goods or the provision of organizational services. In the context of Kharisma
Paramedika Hospital, task performance is identified as the ability of employees to carry out
medical, administrative, and service tasks in accordance with established operational standards.
This finding is supported by research (Chu et al., 2023; Sofiana et al., 2025; Widodo et al.,
2020) which shows that organizational commitment has a positive influence on employee task
performance. In the context of health services, optimal task performance has very critical
implications because it is directly related to patient safety and health. Employees with high
organizational commitment will demonstrate consistency in following medical protocols,
accuracy in drug administration, thoroughness in monitoring patient conditions, and accuracy
in medical documentation. These behaviors are manifestations of aspects of identification with
the organization, where employees understand and internalize the organization's values related
to quality and patient safety, as well as aspects of active involvement in carrying out
professional responsibilities.

The contribution of organizational commitment to contextual performance reached
46.6%. This finding indicates that employees with a high level of organizational commitment
tend to show better contextual work behavior, which includes voluntary activities outside of
formal tasks to support the overall effectiveness of the organization. According to Motowidlo
(2003), contextual performance refers to employee behavior that supports the organizational,
social, and psychological environment in which technical tasks are carried out. Borman &
Motowidlo (1997) added that contextual performance includes various voluntary behaviors
such as helping coworkers, actively participating in organizational activities, and showing
initiative for organizational progress.

Empirical support for this finding is also obtained from research by Aryani & Widodo,
(2020) which shows that organizational commitment is a strong predictor of contextual
performance. Podsakoff et al. (2000) strengthens this argument by proving that organizational
commitment is an important antecedent of organizational citizenship behavior, which is a
major component of contextual performance. A meta-analysis conducted by Lepine et al.
(2002) also shows a consistent positive correlation between organizational commitment and
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various dimensions of contextual performance across industries, including the health sector.
Vigoda-Gadot (2007) in his research shows that leadership style and organizational climat

CONCLUSION

The results of this study indicate that Organizational Commitment significantly
contributes to improving employee Job Performance at RSU Kharisma Paramedika,
particularly in aspects of task performance that directly impact patient safety and the quality of
medical services. Therefore, management is advised to optimize organizational commitment
through structured career development strategies, continuous training, fair and performance-
based reward systems, and the creation of a work culture that supports work-life balance.
Additionally, other strategies such as merit-based promotions, employee involvement in
decision-making, competitive compensation, and effective organizational communication are
also important to implement. These efforts should be directed toward strengthening the three
dimensions of organizational commitment: identification with the hospital's vision and mission,
involvement in operational processes, and loyalty built through a performance appreciation
system. Human resource development should focus not only on improving task performance
but also contextual performance. To address Counterproductive Work Behavior (CWB), a
more comprehensive approach is needed, considering factors such as working conditions,
leadership, stress levels, and personality characteristics. Further research is recommended to
include variables such as job satisfaction, leadership style, organizational culture, and work
engagement as performance predictors, as well as testing the role of moderator or mediator
variables such as demographic characteristics, tenure, and job position. Expanding the sample
to other healthcare institutions with different characteristics and using more varied data
collection methods, such as direct observation and supervisor evaluations, will enhance the
validity and generalizability of the findings. This study serves as an important foundation for
RSU Kharisma Paramedika in designing strategies to enhance organizational commitment and
employee performance in a more effective and sustainable manner.

AUTHOR CONTRIBUTIONS

Author 1: Conceptualization; Project administration, Writing - review and editing;
Methodology; Writing - original draft; Investigation; Formal analysis.

Author 2: Conceptualization; Data curation; Validation; Supervision; Writing - original draft.
Author 3: Data curation; Validation; Writing - original draft; Translation.

CONFLICTS OF INTEREST
The authors declare no conflict of interest

REFERENCES

Aprinawati, Putri, S. A., Abdullah, F., Alfandi, R., & Elma, P. (2024). Strategi Manajemen
Sumber Daya Manusia dalam Meningkatkan Keunggulan Bersaing Perusahaan. Jurnal
Penelitian Manajemen Dan Inovasi Riset, 2(1), 238-247.
https://doi.org/https://doi.org/10.61132/lokawati.v2il.515

Aryani, R., & Widodo, W. (2020). Exploring The Effect Of Employability And Job
Characteristics On Contextual Performance: Mediating By Organizational Commitment.

Page | 131



World Psychology

Management Science Letters, 10(9), 2071-2076. https://doi.org/10.5267/1.msl.2020.2.004

Bandiyah, N., Ts Hendra, K., & Pawenang, S. (2022). Prestasi Kerja Pegawai Ditinjau dari
Komitmen Organisasi, Disiplin, Pelatihan dan Lingkungan Kerja (Studi Kasus pada
Dinas Kesehatan Kabupaten Klaten). Jurnal limiah, Manajemen Sumber Daya Manusia
JENIUS, 5(3), 556-566.

Berry, C. M., Ones, D. S., & Sackett, P. R. (2007). Interpersonal Deviance, Organizational
Deviance, And Their Common Correlates: A Review And Meta-Analysis. Journal of
Applied Psychology, 92(2), 410—-424. https://doi.org/10.1037/0021-9010.92.2.410

Blau, P. M. (1964). Exchange and Power in Social Life. 51-54. https://doi.org/10.1007/978- 3-
658-21742-6 12

Borman, W. C., & Motowidlo, S. J. (1997). Task Performance and Contextual Performance:
The Meaning for Personnel Selection Research. Journal of Computer and Systems
Sciences International, 10(2), 99-109.

Chen, Y., Zhang, Z., Zhou, J., Liu, C., Xia, Z., & Yu, T. (2023). A Cognitive Evaluation And
Equity-Based Perspective Of Pay For Performance On Job Performance: A Meta-
Analysis And Path Model. Frontiers, 13, 1-26.

Chu, X., Yu, J., Litifu, A., Zhao, W., Wei, X., Wang, P., & Wei, J. (2023). Organizational
support and task performance: a multiple mediation model. Frontiers in Psychology,
14(January), 1-9. https://doi.org/10.3389/fpsyg.2023.1258177

Creswell, J. W. (2015). Educational Research - Planning, Conducting, And Evaluating
Quantitative and Qualitative Research (Fifth Edition (ed.); Vol. 62, Issue 1). Pearson.

Febrita, H., Martunis, Syahrizal, D., Abdat, M., & Bakhtiar. (2021). Analysis of Hospital
Information Management System Using Human Organization Fit Model. Indonesian
Journal of Health Administration, 9(1), 23-32.
https://doi.org/10.20473/jaki.v911.2021.23-32

Ghobakhloo, M., & Ching, N. T. (2019). Adoption Of Digital Technologies Of Smart
Manufacturing In SMEs. Journal of Industrial Information Integration, 16, 100107.
https://doi.org/10.1016/5.j11.2019.100107

Groen, B. A. C., Wouters, M. J. F., & Wilderom, C. P. M. (2017). Employee Participation,
Performance Metrics, And Job Performance: A Survey Study Based On Self -
Determination = Theory.  Management  Accounting  Research, 36,  51-66.
https://doi.org/10.1016/j.mar.2016.10.001

Haryoso, A. A., & Ayuningtyas, D. (2019). Strategi Peningkatan Mutu dan Keselamatan Pasien
di Rumah Sakit Umum Daerah Kepulauan Seribu Tahun 2019 — 2023. Jurnal
Administrasi Rumah Sakit Indonesia, 5(2). https://doi.org/10.7454/ars1.v512.3194

Hidayat, D. N. (2023). Pengaruh Kompetensi Sumber Daya Manusia Dalam Peningkatan
Kinerja Pegawai Studi Kasus Pada Pemerintah Desa Popongan. Transformasi: Journal of
Economics and Business Management, 2(1), 244-256.
https://doi.org/10.56444/transformasi.v2il.524

Homans, G. C. (1958). Social Behavior as Exchange. American Journal of Sociology, 63(6),
597-606. http://www.journals.uchicago.edu/t-and-c

Hosen, S., Hamzah, S. R. ah, Ismi, A. 1., Alias, S. N., Aziz, M. F. A., & Rahman, M. M.
(2024). Training & Development, Career Development, and Organizational Commitment
as the Predictor of Work Performance. Heliyon, 10(1), €23903.
https://doi.org/10.1016/j.heliyon.2023.e23903

Hosie, P., Jayashree, P., Tchantchane, A., & Lee, B. S. (2013). The effect of autonomy, training
opportunities, age and salaries on job satisfaction in the South East Asian retail petroleum
industry. International Journal of Human Resource Management, 24(21), 3980—4007.
https://doi.org/10.1080/09585192.2013.829517

Jaramillo, F., Mulki, J. P., & Marshall, G. W. (2005). A Meta-Analysis Of The Relationship
Between Organizational Commitment And Salesperson Job Performance: 25 Years Of

Page | 132


http://www.journals.uchicago.edu/t-and-c

World Psychology

Research. Journal of Business Research, 58(6), 705-714.
https://doi.org/10.1016/j.jbusres.2003.10.004

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Lerner, D., Vet, H. C. W. de, & Beek,

A. J. Van Der. (2016). Cross-Cultural Adaptation Of The Individual Work Performance
Questionnaire. Work, 53(3), 609-619. https://doi.org/10.3233/WOR-152237

Lee, C., Li, Y., Yeh, W., & Yu, Z. (2022). The Effects of Leader Emotional Intelligence,
Leadership Styles, Organizational Commitment, and Trust on Job Performance in the
Real Estate Brokerage Industry. Fromtiers in  Psychology, 13, 1-21.
https://doi.org/10.3389/fpsyg.2022.881725

Lepine, J. A., Erez, A., & Johnson, D. E. (2002). The nature and dimensionality of
organizational citizenship behavior: a critical review and meta-analysis. The Journal of
Applied Psychology, 87(1), 52—65. https://doi.org/10.1037/0021-9010.87.1.52

Loan, L. T. M. (2020). The Influence Of Organizational Commitment On Employees’ Job
Performance: The Mediating Role Of Job Satisfaction. Management Science Letters,
10(14), 3307-3312. https://doi.org/10.5267/j.msl.2020.6.007

Lopez-Cabarcos, M. A., Viézquez-Rodriguez, P., & Quifioad-Pifieiro, L. M. (2022). An
Approach To Employees’ Job Performance Through Work Environmental Variables And
Leadership  Behaviours. Journal of Business Research, 140, 361-369.
https://doi.org/10.1016/j.jbusres.2021.11.006

Marditama, T., Nugrayasa, K. L., Stefiani, F. V., & Stefiana, F. V. (2024). Pengaruh Kualitas
Pelayanan Terhadap Kepuasan Pasien Rawat Jalan Di Rumah Sakit (Suatu Studi Kasus Di
Rumah Sakit “X”). Jurnal Ners, 8, 722—727.

Mase, J. udith A. (2016). Personality Factors As Predictors Of Counterproductive Work
Behaviour Among Benue State Civil Servants. International Journal of Innovative
Research and..., 3(12), 139-151. http://www.ijiras.com/2016/Vol 3-
Issue 12/paper 30.pdf

Motowidlo, S. J. (2003). Job Performance. In I. B. Weiner, W. C. Borman, D. R. Ilgen, & R.J.
Klimoski (Eds.) , Handbook of Psychology: Industrial and Organizational Psychology. In
Handbook of Psychology (Vol. 12, pp. 39-52).

Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). Employee-Organization Linkages: The
Psychology of Commitment, Absenteeism, and Turnover. In Applied Psychology:
Current Issues and New Directions. Academic Press Inc.
https://doi.org/10.4135/9781446279151.n3

Nabhan, F., & Munajat, M. (2023). The Role Of Work Engagement And Organizational
Commitment In Improving Job Performance. Cogent Business and Management, 10(2).
https://doi.org/10.1080/23311975.2023.2235819

Pagiu, C., Lusdani, W., Paganggi, Y., & Wibisono, L. K. (2023). Pengaruh Komitmen dan
Disiplin Kerja Terhadap Prestasi Kerja Pegawai Pada Kantor Kecamatan Sopai
Kabupaten Toraja Utara. Widya Amerta Jurnal Manajemen, X(2), 105-126.

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational
Citizenship Behaviors: A Critical Review. Journal of Management, 26(3), 513-563.
Rodriguez-Fernandez, M., Herrera, J., & de las Heras-Rosas, C. (2021). Model Of
Organizational Commitment Applied To Health Management Systems. Infernational
Journal of  Environmental Research and  Public Health, 18(9).

https://doi.org/10.3390/ijerph18094496

Shuck, B., Nimon, K., & Zigarmi, D. (2017). Untangling the Predictive Nomological Validity
of Employee Engagement: Partitioning Variance in Employee Engagement Using Job
Attitude Measures. Group and Organization Management, 42(1), 79-112.
https://doi.org/10.1177/1059601116642364

Sidartawan, I. M. P., & Dewi, . G. A. M. (2022). Effect of Quality of Work-Life on Employee
Morale with Organizational Commitment as a Mediation Variable in a Food Company.

Page | 133


http://www.ijiras.com/2016/Vol_3-

World Psychology

European Journal of Business and Management Research, 7(3), 168-171.
https://doi.org/10.24018/ejbmr.2022.7.3.1437

Singh, S., Solkhe, A., & Gautam, P. (2022). What do we know about Employee Productivity?:
Insights from Bibliometric Analysis. Journal of Scientometric Research, 11(2), 183—198.
https://doi.org/10.5530/jscires.11.2.20

Sofiana, P., Jatmiko, U., & Ambarwati, D. (2025). The Impact of Work-Life Balance and
Workload on Task Performance through Organizational Commitment at PT. Bank Rakyat
Indonesia, Pare Branch. Jurnal Manajemen (Edisi Elektronik), 16(1), 199-213.
https://doi.org/10.32832/jm-uika.v16i1.18092

Szostek, D., Balcerzak, A. P., Rogalska, E., & Pelikdnova, R. M. (2022). Personality Traits and
Counterproductive  Work Behaviors: the Moderating Role of Demographic
Characteristics. In  Economics  and  Sociology ~ (Vol. 15, Issue 4).
https://doi.org/10.14254/2071-789X.2022/15-4/12

Valianti, R. M. (2025). Usaha Meningkatkan Prestasi Kerja Karyawan Pada Cv Delta Utama
Palembang. Jurnal Media Wahana Ekonomika, 3(2), 46-59.

Vigoda-Gadot, E. (2007). Leadership style, organizational politics, and employees’
performance: An empirical examination of two competing models. Personnel Review,
36(5), 661-683. https://doi.org/10.1108/00483480710773981

Wesmi, Suatrina, Y., Despatriani, & Amra, A. (2024). Peran Manajemen Sumber Daya
Manusia dalam Organisasi. Indo-MathEdu Intellectuals Journal, 5(2), 2000-2008.
https://doi.org/http://doi.org/10.54373/imeij.v5i2.

Widodo, S., Sahono, B., Agustina, E., Suryosukmono, G., & Pareke, F. (2020). Person-Job Fit,
Person-Organization Fit And The Effect On Employee Performance: Organizational
Commitment As Mediator Role. Psychology and Education, 57(9), 5257-5269.
www.psychologyandeducation.net

Zahratunnisa, Basit, M., & Hakim, A. R. (2024). Hubungan Pengembangan Karir Terhadap
Keterampilan Perawat di Rawat Inap. Peran Mikronutrisi Sebagai Upaya Pencegahan
Covid-19, 14(3), 75-82.
https://journal2.stikeskendal.ac.id/index.php/PSKM/article/view/1979/1260

Copyright Holder :
© lka Trisnawati et.al (2025).

First Publication Right :
© World Psychology

This article is under:

@O

Page | 134


http://doi.org/10.54373/imeij.v5i2
http://www.psychologyandeducation.net/

