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Abstract 

The low performance of the Regional Special Hospital belonging to the Province of South 

Sulawesi illustrates the quality of consumer services that affect hospital income. This study 

aims to analyze the effect of job satisfaction on organizational performance, the effect of 

organizational commitment on organizational performance, the effect of job satisfaction on 

organizational commitment, and the effect of job satisfaction on organizational performance 

directly and indirectly through organizational commitment of the Mother and Child Hospital 

of South Sulawesi Province. This type of research is a quantitative study using an analytical 

observational study with a cross sectional study design. The sample was taken using stratified 

random sampling so that the sample in this study included medical, nursing, midwifery and 

non-medical personnel, totaling 190 respondents at the Siti Fatimah Mother and Child 

Hospital and Mother and Child Hospital Mother and Child Motherland, South Sulawesi 

Province. The results showed that there was a relationship between job satisfaction and 

organizational performance (0.000), there was a relationship between organizational 

commitment and organizational performance (0.000), there was a relationship between job 

satisfaction and organizational commitment (0.000), and job satisfaction was the most 

influential variable on performance (32, 10%) compared to organizational commitment 

(21.90%). Therefore, it is expected that the hospital is able to maintain and develop the 

supporting dimensions of job satisfaction and organizational commitment of its employees in 

order to achieve organizational performance as expected. 
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Introduction 

In order to improve the ability to provide quality services to this community, various 

efforts have been made by the government. So far, the results have shown a fairly good 

improvement in health. Especially for the procurement of health facilities such as hospital 

facilities, the progress that has been achieved has shown conditions as expected. Seeing this 

reality, it must be admitted that the government's efforts to date have succeeded in increasing 

the number of hospitals in Indonesia (Khoirunnisah et al., 2019). 
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Human resources are one of an organization's most significant assets, since they are 

the only resources capable of driving other resources. Thus, human resources are a critical 

component that must be maintained by an organization in order to meet the demands that the 

business constantly meets in order to address any current difficulties. As a result, the 

organization's primary objective is to preserve high-quality human resources (Muhid & 

Susiawan, 2015). One form of the quality of human resources is reflected in the performance 

of employees. To be able to achieve this quality, the company must be able to improve 

employee performance. Therefore, human resources need to be managed properly to improve 

organizational performance. 

According to Yelboğa (2012) Performance measures of a job play an important role in 

research and practice. The success or failure of the organization depends on the performance 

of the employees in the organization. The higher the employee's performance, the greater the 

chances of an organization's success, and vice versa, the lower the employee's performance, 

the greater the probability of an organization's failure. 

Problems in services in the health sector, especially regarding hospitals, have begun to 

be revealed in several studies. For example, in RSUD Banjarnegara there are 30% more 

complaints from inpatients that are intended for nursing services, this can also indicate the 

low work performance of nurses (Wahyuni, 2007). The service referred to in this study is the 

friendliness and responsiveness of nurses to patients who are still below the quality standards 

set by the hospital management. Based on Siregar's (2008) research, other problems that have 

been revealed in 4 provinces in Indonesia, namely DKI Jakarta, North Sumatra, North 

Sulawesi, and East Kalimantan regarding the performance of nurses are 47.4%, this 

percentage shows that nurses do not have a detailed job description. In writing, 70.9% of 

nurses have never attended training held in the last 3 years, 39.8% of nurses are still carrying 

out non-nursing duties, and there is no development of a monitoring and evaluation system 

for nurses' work performance. 

The work by Laffaldano and Muchinsky in Ouedraogo & Leclerc (2013) has become 

a standard reference in this field. This casts doubt on not just the nature of the link, but also 

on the extent to which these two variables are correlated. According to their findings from a 

meta-analysis of over 200 empirical correlations across 24 research, the average association 

between work happiness and work performance is modest. Such a low correlation coefficient 

suggests that work happiness is not a "reliable" predictor of work success. As a consequence 

of these findings, it is sometimes said that the link between work happiness and performance 

is really indirect rather than direct; nonetheless, it is affected by other variables. Nonetheless, 

the available research provides a variety of other explanations and arguments for this 

insignificant association (Ouedraogo & Leclerc, 2013). 

The Dharmais Cancer Hospital (RSKD) for Mother and Child Siti Fatimah in South 

Sulawesi Province and RSKD for Mother and Child in South Sulawesi Province are hospitals 

belonging to the government of South Sulawesi Province class C. The achievement of 

performance in the number of patient visits in the Outpatient Installation of RSKD IA Siti 

Fatimah Province South Sulawesi experienced a decline in 2016-2018 with a decline in 2016-

2017 of 2% and a decline in 2017-2018 of 9%, so it is known that the average decline is 5%. 

The number of visits in 2016 was 11,617, in 2017 it was 11,373, and in 2018 it was 10,392. 

Meanwhile, RSKD IA Pertiwi has fluctuated, where in 2016-2017 it increased by 5% and 

then decreased in 2017-2018 by 19% so that the average decrease was 7% with the number of 

patient visits in 2016 as many as 9,860, in 2017 as many as 10,326, and in 2018 as many as 

8,412. 
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The number of patient visits to the Inpatient Installation of RSKD IA Siti Fatimah 

also decreased in 2016-2017, decreased by 6% and in 2017-2018 decreased by 23% so that 

the average decline was 14% with the number of visits in 2016 was 4,186, in 2017 as many as 

3,953, in 2018 as many as 3,040. While in the Inpatient RSKD IA Pertiwi also decreased in 

2016-2017 decreased by 13% and in 2017-2018 decreased by 11% so that the average 

decrease was 12% with the number of visits in 2016 as many as 5,442, in 2017 as many as 

4,722, and in 2018 as many as 4,184. 

In addition, this also affects the average income at the Siti Fatimah Mother and Child 

Hospital for 2016-2018, which is Rp. 11,419,110,680 and the average income of the Mother 

and Child Hospital for the Motherland of South Sulawesi Province in 2016-2018 is Rp. 

18,434,873,039. In addition, in terms of achieving the Minimum Service Standards (SPM) at 

the Siti Fatimah Mother and Child Hospital in South Sulawesi Province and the Dharmais 

Cancer Hospital (RSKD) Mother and Child in South Sulawesi Province, when viewed from 

the report, it has reached the standard except for patient satisfaction which is still below 

standard. However, if it is observed that service activities are carried out, there are still 

elements that have not reached the Minimum Service Standards. The BOR achievement in 

the Siti Fatimah Mother and Child Hospital also decreased every year in 2016-2018 so that 

the average was 68% and in the Mother and Child RSKD the average BOR only reached 

61%. 

In this regard, one of the factors that is expected to affect the performance of the 

hospital organization is employee job satisfaction. According to Bakotic (2016) who 

conducted research on the relationship between job satisfaction and organizational 

performance on 5,806 employees, it is known that organizational performance is also 

influenced by employee job satisfaction. This is in line with the results of Risnakes (2017) 

which outlines that to achieve the performance of hospital organizations in Indonesia it is 

necessary to achieve job satisfaction where the results show a high category of 26.1%, a 

medium category of 50.0%. However, there are still 23.9% in the Low category. 

Employee job satisfaction and organizational commitment are very necessary 

considering that employees are the parties who provide the best service for patients so that 

they try to be more active and desire to achieve optimal results (Evant, 2018). Due to the Siti 

Fatimah Mother and Child Hospital's and South Sulawesi Province's poor performance, this 

research will concentrate on the work satisfaction and organizational commitment of staff at 

the Mother and Child Hospital of South Sulawesi Province. 

Methods 

 This study was done in the Siti Fatimah Mother and Child Hospital and the Mother 

and Child Hospital in South Sulawesi Province. The research is quantitative in nature and 

employs an observational study design with a cross sectional methodology. The population of 

this research consisted of all staff at the Siti Fatimah Mother and Child Hospital in South 

Sulawesi Province and the Mother and Child Hospital in South Sulawesi Province, a total of 

377 individuals. The sample size for this research was chosen using stratified random 

sampling, which resulted in a sample size of 190 individuals. 

The data collecting tool is a questionnaire, with work satisfaction and organizational 

commitment as independent variables, and performance as the dependent variable. Univariate 

analysis was utilized to get an overview of the research topic by detailing each variable 

employed in the study and the respondents' characteristics. Univariate analysis entails the 

description of respondents' characteristics, the description of research factors, and the 
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crosstabulation of respondents' characteristics and research factors. The bivariate analysis 

was used to determine the connection between two variables, namely the independent and 

dependent variables. The Chi Square test was utilized as the statistical test. The logistic 

regression test was used to do multivariate analysis. 

Results and Discussion 

Table 1. Results of Logistics Regression Test Together Variable Job Satisfaction and 

Organizational Commitment to The Performance of RSKD I.A Pertiwi and RSKD I.A Siti 

Fatimah South Sulawesi Province 

Variable B S.E Forest Itself. 
Exp(B) or Odd 

Ratio 

R Square 

(%) 

RSKD Pertiwi 

Job Satisfaction 2.772 1.354 4.189 0.041 15.991 13.50 

Organizational 

Commitment 
1.574 1.130 1.940 0.164 4.824 6.30 

RSKD Fatimah 

Job Satisfaction 3.612 1.242 8.457 0.004 37.041 43.20 

Organizational 

Commitment 
2.205 1.023 4.648 0.031 9.068 33.40 

Combined PROVINCIAL RSKD IA 

Job Satisfaction 3.984 1.145 12.099 0.001 53.744 32.10 

Organizational 

Commitment 
1.830 0.785 5.432 0.020 6.235 21.90 

Source: Primary Data, 2021. 

The frequency distribution based on the characteristics of the sample in the research 

location, most of the respondents in the nursing profession were 89 respondents (46.84%). 

Judging from the work unit/installation, most of the respondents from the inpatient unit were 

40 respondents (21.05%). In terms of gender, most of the respondents were female, as many 

as 143 respondents (75.26%). In terms of education, most of the respondents with the last 

bachelor's degree were 77 respondents (40.53%). Judging from the working time, most of the 

respondents worked 40 hours or more a week as many as 103 respondents (54.21%). Judging 

from the work status, most of the respondents working status as civil servants/permanent 

workers are as many as 140 respondents (73.68%). In terms of age, most of the respondents 

were aged 20-35 years, as many as 111 respondents (58.42%). Judging from the years of 

service, most of the respondents who worked more than 5 years were 125 respondents 

(65.79%). 

Respondents' assessment of research variables stated that some respondents stated that 

they had job satisfaction which was in the satisfied category at the Special Hospital for 

Mothers and Children in South Sulawesi Province as much as 94.21%. have organizational 

commitments that are in the high category at the Special Regional Hospital for Mother and 

Child, South Sulawesi Province as much as 91.58%. has a relatively high (good) 

organizational performance in the Special Hospital for Mother and Child in South Sulawesi 

Province, which is 87.89% 

It is well established that the association between the independent and dependent 

variables exists, with job satisfaction factors having a substantial association with 
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organizational commitment. Job satisfaction has a substantial link with organizational 

performance in the Hospital Installation, with a p value of 0.000 0.05. The organizational 

commitment variable in the Hospital shows a strong link with organizational performance, 

with a p value of 0.000 0.05. 

The results of the multiple logistic regression test on the variable job satisfaction and 

organizational commitment to the performance of the Mother and Child Hospital Motherland 

Hospital in South Sulawesi Province show that the variable with the greatest influence was 

job satisfaction with a value of p = 0.041 0.05, indicating that the job satisfaction has a 

positive effect on the performance. According to the description of the hospital analysis's 

findings, the multiple logistic regression test of job satisfaction and organizational 

commitment variables on the performance of RSKD I.A Fatimah, South Sulawesi Province, 

revealed that all variables had an effect on organizational performance. The work 

satisfaction variable has a stronger effect on the performance of RSKD I.A Fatimah, South 

Sulawesi Province, with a value of p = 0.004 0.05. While organizational commitment has a p 

value of 0.0310.05, it is inferred that it has a higher P value than job satisfaction. The results 

of the overall analysis of the Mother and Child Hospital of South Sulawesi Province indicate 

that the multiple logistic regression test of job satisfaction and organizational commitment 

variables on organizational performance in the Mother and Child Hospital of South Sulawesi 

Province revealed that all variables had an effect on organizational performance. With a p 

value of 0.0010.05, it can be stated that work satisfaction has a stronger impact on 

organizational performance at the Special Hospital for Mothers and Children in South 

Sulawesi Province. Organizational commitment has a p value of 0.0200.05, which is larger 

than work satisfaction. 

Job satisfaction has an influence on the performance of staff at the RSKD Mother and 

Child Hospital in South Sulawesi Province, according to research hypothesis 1 (H1). 

According to the statistical analysis, there is a significant effect of 0.000 0.05, which means 

that the alternative hypothesis (Ha1) is accepted, indicating that the first hypothesis "there is 

an effect of job satisfaction on employee organizational performance in the Mother and 

Child Hospital in South Sulawesi Province" is proven. The findings of this research 

corroborate those of Merry Ristiana M (2013), who found a positive and substantial link 

between work satisfaction and employee performance. These findings corroborate Bakoti's 

(2016) study, which found a strong association between employee job satisfaction and 

organizational performance in both directions, but with a relatively mild intensity. A 

thorough examination reveals that the association between work satisfaction and 

organizational performance is greater than the association between job satisfaction and 

organizational performance. One may argue that work satisfaction has a greater influence on 

organizational performance than organizational performance has on job satisfaction. To 

substantiate this assertion, the article's study findings indicate that the majority of work 

satisfaction characteristics have an effect on organizational performance. 

This link implies that the more pleased workers are with their employer, the higher 

their job performance and outcomes, or vice versa. If an employee is satisfied with his job, 

his morale will improve. This incentive may make it simpler to accomplish the company's 

objectives. Wibowo (2015) contends that work satisfaction is a predictor of performance due 

to the modest association between work satisfaction and performance. As a result, it may be 

stated that employee work satisfaction has an effect on performance. When employees are 

satisfied with their jobs, their performance improves, and vice versa. 
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This is consistent with Donnely et al(2004) .'s thesis, which claims that work 

satisfaction may result in an increase or drop in performance. As a result, workers who are 

content with their jobs will be more productive than those who are unsatisfied. If workers are 

unsatisfied with their jobs, this will result in a decline in performance. 

The second research hypothesis (H2) asserts that organizational commitment has an 

influence on staff performance at the South Sulawesi Mother and Child Hospital. According 

to the statistical analysis, there is a significant effect of 0.000 0.05, which means that the 

alternative hypothesis (Ha2) is accepted, implying that the second hypothesis "there is an 

effect of organizational commitment on employee organizational performance in the Mother 

and Child Hospital in South Sulawesi Province" is proven. 

These findings corroborate those of (Khan & Din, 2010), who discovered a favorable 

correlation between employee dedication and performance. These data suggest that 

organizational performance may be enhanced by employee commitment. This is also 

consistent with the findings of the study (Fauzan & Sumiyati, 2018) that organizational 

commitment shown by workers of PT Bank Mandiri Tbk. Cirebon area (Yos Sudarso) has a 

favorable and substantial effect on employee performance at PT Bank Mandiri Tbk. Cirebon 

area (Yos Sudarso). According to a more extensive examination of the amount of factors' 

impact on experimentally gathered data, the organizational commitment program performed 

by PT. Bank Mandiri Plc. in the Cirebon region (Yos Sudarso) has a 61.3 percent effect on 

staff performance. While the remaining 38.7 percent is impacted by unidentified variables. 

Organizational commitment is considered an important work behavior that has a 

potential influence on organizational effectiveness (Shiva & Suar, 2010). The premise 

behind this idea is the fact that organizational commitment increases employees' desire to 

stay in the organization, improves their performance, and stimulates their maximum efforts 

to achieve organizational goals, all of which are considered essential for organizational 

effectiveness (Srithongrung, 2011). Therefore, determining whether organizational 

effectiveness is affected by the level of employee commitment has received legitimate 

attention. 

The findings of this investigation are corroborated by Veramitha et al (2016), In 

relation to the influence of organizational commitment on field personnel' performance at the 

Coco Pertamina gas station, MT According to Haryono, organizational commitment has a 

considerable impact on performance, and the normative commitment component is the most 

influential component of organizational commitment on employee performance. 

Numerous elements have been identified as motivators of commitment. For instance, 

Ongori (2007) claims that employee commitment and loyalty are heavily reliant on work 

enrichment, employee empowerment, and salary. Camilleri (2002) investigated some of the 

main antecedents that contribute to making employees committed to the organization using 

regression methods and analysis of variance and found that education level, personality and 

position are the significance that determines individual employee commitment level. The 

findings further reveal that education level and position are significantly stronger for the 

sustainability and normative dimensions of employee commitment, while personality is 

significantly stronger for the sustainability and effective dimensions. 

Job satisfaction, according to research hypothesis 3 (H3), has an influence on the 

organizational commitment of staff at the RSKD Mother and Child Hospital in South 

Sulawesi Province. According to the statistical analysis, there is a significant effect of 0.000 

0.05, which means that the alternative hypothesis (Ha3) is accepted, implying that the third 
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hypothesis "there is an effect of job satisfaction on employee organizational commitment in 

the Mother and Child Hospital in South Sulawesi Province" is proven. This is consistent with 

the findings of Akbar et al. (2016), who found a positive correlation between work 

satisfaction and employee organizational commitment, implying that high work satisfaction 

increases organizational commitment considerably and vice versa. 

These findings corroborate Wagiman & Sutanto's study (2015) It is well known that 

the investigation of the influence of work commitment on job satisfaction showed that work 

commitment had a positive and statistically significant influence on job satisfaction. This 

suggests that the more the employee's devotion to the job, the greater the employee's job 

happiness. The analysis's findings are also corroborated by Mathis's (2009) expert definition, 

which states that people who are relatively satisfied with their jobs are more likely to be 

committed to the organization, and people who are committed to the organization are more 

likely to receive greater satisfaction. Additionally, Akbar et al. (2016) performed study 

demonstrating that job satisfaction, which includes contentment with superiors, contentment 

with rewards, happiness with working circumstances, and happiness with colleagues, has a 

considerable value influence on organizational commitment. 

According to research hypothesis 4 (H4), work satisfaction and organizational 

commitment have an effect on the Mother and Child Hospital's performance in South 

Sulawesi Province. Based on the statistical analysis, it is known that the most influential 

variable is job satisfaction, with a P value of 0.0010.05, and organizational commitment has 

a P value greater than organizational commitment, implying that the alternative hypothesis 

(Ha4) is accepted, implying that the fourth hypothesis "There are variables that have the 

greatest influence. 

By working to improve other aspects of job satisfaction (i.e. work, supervision, and 

co-workers), which show a moderate level of satisfaction, but which is also positively 

correlated with organizational commitment, human resource officers can also achieve greater 

organizational commitment. One surprising finding by (Suma & Lesha, 2013) is that 

although the level of satisfaction is low with respect to salary/incentive aspects, there is no 

correlation with organizational commitment. In other words, even though these employees 

are very dissatisfied with their remuneration, this does not mean that they are not committed 

to the organization. 

Research findings from Suma & Lesha (2013) indicates that employees in Shkoder 

Municipality are quite satisfied with the nature of the work itself, the supervision they 

receive, and their co-workers. They are less satisfied with promotion opportunities and most 

dissatisfied with the salary they receive. There is also a positive correlation between work, 

supervision, co-workers and promotion, but no relationship between salary/incentives and 

organizational commitment. 

By engaging in these activities, organizations may boost employee engagement, and 

workers should be aware of their involvement. Organizations must give enough resources to 

workers, including information, material resources, and staff training and development. 

Additionally, the firm should define rewards and incentives for workers clearly and clarify 

the link between good employee performance and remuneration. 

Conclusion 

 The results indicated that there was a relationship between job satisfaction and 

organizational performance (0.000), that there was a relationship between job satisfaction and 
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organizational commitment (0.000), that there was a relationship between job satisfaction and 

organizational commitment (0.000), and that job satisfaction was the most influential variable 

on performance (32, 10% ) when compared to organizational commitment (21.90 percent ). 

As a result, it is envisaged that hospitals will be able to sustain and enhance their workers' 

supporting dimensions of work satisfaction and organizational commitment in order to 

achieve desired organizational performance. 
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