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ABSTRACT 

BACKGROUND:  

Employees who have high work motivation and good job involvement can increase organizational employee 

commitment. This involves high levels of giving support, direction of goals, and involvement in optimizing themselves in 

carrying out tasks. This study aims to analyze the effect of work motivation and job involvement on nurse’s organizational 

commitment at the Hasanuddin University Hospital, Makassar, Indonesia in 2022. 

METHODS:  

Quantitative research has been completed using an observational study with a cross sectional study design. The sample 

used in this study involved 172 nurses at Hasanuddin University Hospital. The instrument used in this study was a 

questionnaire that has been tested for validity and reliability. Data analysis using Chi -Square test and Path Analysis was 

undertaken. 

RESULTS:  

Study findings showed that there is an effect of work motivation on nurses' organizational commitment (p<0.001), work 

motivation on job involvement (p<0.001), job involvement on organizational commitment (p=0.003), and there is no effect 

of work motivation on organizational commitment through job involvement (p=0.051). 

CONCLUSION:  

Work motivation and job involvement directly affect the organizational commitment of nurses. It is recommended to the 

hospital to pay attention to work motivation and the involvement of nurses in their work in order to maintain commitment 

while developing direction and goals, hospital services, quality and future careers. 
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INTRODUCTION 

Turnover is a very important factor in human resource 

management and the formation of human capital in a 

hospital [1]. This issue is crucial, especially for staff with non-

civil servant status and working style of the millennial 

generation which is one of triggering factors for turnover in 

an organization. The millennial generation is also known to 

be disloyal to a job or company, so most millennial 

employees only stay in a job for less than three years [2].  

 

Employee turnover refers to the departure of individuals 

from an organization, whether initiated voluntarily or 

involuntarily. Ultimately, it results in a quantifiable count of 

employees exiting the organization within a specific 

timeframe [1,3]. High turnover causes hospitals to be 

ineffective because they lose experienced employees and 

need to train new employees and it also affects work 

progress, productivity and can bring a negative reputation 

for a hospital [4-6]. High turnover rates indicate low 

organizational commitment of employees, where 

organizational commitment as an attitude related to work 

which is closely related to performance and employee 

turnover [7]. 

 

Organizational commitment is very important in terms of 

organizational behavioral science or in Human Capital 

Management. Organizational commitment of an 

employee to the organization is a behavioral dimension 

that can be used to measure and evaluate the strength of 

employees to be able to survive and do their duties and 

fulfill their obligations to the organization [8]. Organizational 

commitment itself has an impact in the form of benefit and 

advantage especially to the organization where the 

employee is sheltered because commitment in the 

organization will determine how long an employee will stay 

with the organization. An employee who has a strong 

commitment is an asset for every organization where the 

organization wants to keep and maintain staff [9]. There are 

several factors that can increase employee organizational 

commitment, but the most influential factor is related to 

motivation and job involvement [10-16]. 

 

Motivation is a power that encourages individuals to do 

something in achieving results or goals [10]. It is important 

for organizational/company managers to know what 

motivates employees or their subordinates, because this 

factor will lead the organization on a path to achieving its 

goals [11-13]. Besides work motivation, a factor that can 

affect organizational commitment is job involvement. Job 

involvement in work is conceptualized as when a member 

of the organization who carries out their role in their job 

description, works and expresses themselves physically, 

cognitively and emotionally during a work which means 

that work is important for an individual’s life [14]. Research 

on job involvement has shown a positive effect on work. 

Firstly, job involvement itself is a positive individual 

experience [15]. Secondly, job involvement is related to 

health and good work effects employees [16]. Thirdly, job 

involvement helps individuals to gain benefit from a stressful 

job. Finally, job involvement is positively correlated with 

organizational commitment [16] and in the end is an 

impact on employee performance in their lives [14]. 

 

Based on the preliminary study conducted in the 

Hasanuddin University Hospital, it was found that the nurse 

turnover numbers fluctuated every year in 2020-2022. A 

high turnover increase of 15% can have an impact on 

Organizational Commitment which is indicated by the 

existence of low nurse organizational commitment where 

the most influential factors are Work Motivation and job 

involvement. The purpose of this study was to analyze the 

influence of work motivation and job involvement on 

organizational commitment at the hospital. 

 

METHODS 

RESEARCH LOCATION AND DESIGN 

This study was conducted at Hasanuddin University Hospital 

Makassar. The research method used was an analytic 

observational with cross-sectional approach [17]. 

POPULATION AND SAMPLE 

The study population comes from all nurses who provide 

service and work at this hospital. Participants were asked to 

voluntarily participate by signing a written informed 

consent. The sample that was successfully collected 

consisted of 172 participants. 

INSTRUMENT DAN PROCEDURE 

The instruments consisted of a closed questionnaire 

adapted from previous studies. The questionnaire included 

measures of work motivation developed by Tania and 

Susanto [18], job involvement by Hariani et al. [19], and 

organizational commitment by Kelven et al. [20]. The 

validity and reliability of the questionnaire was tested using 

Bivariate Pearson correlation and Cronbach's alpha (α). 

Data collection was carried out directly by a researcher at 
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the hospital by distributing structured questionnaires 

containing questions about variables filled by respondents. 

 

This study has received ethical approval from the Ministry of 

Education, Culture, Research, and Technology, 

Hasanuddin University, Faculty of Public Health (Number 

8564/UN4.14.1/PT.01.02/2022). 

DATA ANALYSIS 

Data were analyzed by univariate, bivariate and 

multivariate variables. The relationship between the two 

variables was tested with the Chi-Square test using IBM SPSS 

(version 24) software. Multivariate analysis using Path 

Analysis was undertaken with the SPSS AMOS Program. 

 

 

 

RESULTS 

Table 1 shows the frequency distribution based on the 

characteristic of respondents in the research. These results 

showed that most of the respondents are in the age group 

of 20-35 years for 146 respondents (84.9%). In terms of 

gender, most of the respondents were female for 141 

respondents (88.0%). Based on the work duration, most 

worked for >6 years for 95 respondents (55.2%). Based on 

their latest education level, most of respondents have a 

bachelor’s degree for 99 respondents (57.6%). Based on 

employment status, most were non-civil servant employees 

for 140 respondents (81.4%). Civil servant nurses are 

individuals recruited and employed by the government to 

provide public services. Non-civil servant nurses, on the 

other hand, are only employed by hospitals through 

contracts or agreements.

TABLE 1. DISTRIBUTION OF RESPONDENT BASED ON THE CHARACTERISTIC OF NURSE RESPONDENTS AT THE HOSPITAL IN 2022  

 
 

 
Characteristic of Respondent 

Total Number 

(n=172) 

Percentage 

(%) 

Age 20-35 years old 139 80.8 

36-45 years old 33 19.2 

> 45 years old 0 0.0 

Gender Male 31 18.0 

Female 141 82.0 

Work Duration 1-5 years  64 37.2 

6-10 years 95 55.2 

11-15 years  11 6.4 

> 15 years  2 1.2 

Last Education Diploma 34 19.8 

Bachelor 99 57.6 

Master 9 5.2 

Other 30 17.4 

Status of Employment Civil Servant 32 18.6 

Non Civil Servant 140 81.4 

Service Unit Outpatient 22 12.8 

Inpatient and eye 

care  

83 48.8 

ICU 14 8.1 

NICU 8 4.7 

IGD 17 9.9 

Hemodialysis 12 7.0 

Chemotherapy 15 8.7 
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TABLE 2. DISTRIBUTION OF RESPONDENTS BASED ON WORK MOTIVATION, JOB INVOLVEMENT AND ORGANIZATIONAL 

COMMITMENT AT THE HOSPITAL IN 2022 

 Total Number (n=172) (%) 

Work Motivation   

High 79 45.9 

Low 93 54.1 

Job Involvement   

Good 74 42.0 

Bad 98 57.0 

Organizational Commitment   

High 70 40.7 

Low 102 59.3 

 

TABLE 3. THE EFFECT OF WORK MOTIVATION ON ORGANIZATIONAL COMMITMENT, WORK MOTIVATION ON JOB 

INVOLVEMENT, AND JOB INVOLVEMENT ON ORGANIZATIONAL COMMITMENT AT THE HOSPITAL IN 2022 

 

Work 

Motivation 

Organizational Commitment (n=172) 

p-value High Low 

n % n % 

High 53 63.1 31 36,9 
<0.001 

Low 29 33.0 59 67.0 

Work 

Motivation 

Job Involvement (n=172)  

High Low p-value 

n % n %  

High 48 57.8 35 42.2 
<0.001 

Low 25 28.1 64 71.9 

Job 

involvement 

Organizational Commitment (n=172)  

High Low p-value 

n % n %  

Good 45 61.6 28 38.4 
0.003 

Bad 37 37.4 62 62.6 

 
 

 

Table 2 shows that from 172 respondents it is known that 

most of them have self-reported low (poor) work 

motivation, job involvement and organizational 

commitment.  

 

Table 3 shows the relation between independent variable 

and dependent variables. Based on the result of analysis, it 

can be seen that there is a relation among the variable of 

work motivation, job involvement and organizational  

 

 

commitment of nurses at the Hospital in 2022. The result of 

bivariate analysis with the Chi-square test showed that 

there is association between the dimension of work 

motivation and organizational commitment with a p value 

<0.001, variable work motivation on the job involvement 

variable with p-value <0.001, and job involvement variable 

on organizational commitment with p-value = 0.003 which 

means work motivation and job involvement are very 

significant related to organizational commitment as well as 

work motivation and job involvement..
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TABLE 4. PATH ANALYSIS AMONG WORK MOTIVATION, JOB INVOLVEMENT AND ORGANIZATIONAL COMMITMENT AT THE 

HOSPITAL IN 2022  

Variable Coefficient p Description 

Work 

Motivation→ 

Job 

Involvement 

0.399 <0.001 Direct 

Work 

Motivation → 

Organizational 

Commitment 

0.446 <0.001 Direct 

Job 

Involvement→ 

Organizational 

Commitment 

0.216 0.003 Direct 

Work 

Motivation → 

Job 

Involvement→ 

Organizational 

Commitment 

0.086 0.051 Indirect 

 

 

Table 4 shows the results of path analysis of the direct effect 

of work motivation on organizational commitment as 0.446 

(p<0.001) while the indirect path coefficient of work 

motivation on organizational commitment through job 

involvement is not significant (p=0.051) which means that 

work motivation has no effect on organizational 

commitment of nurses through job involvement. 

 

DISCUSSION 

There is an effect of work motivation on the organizational 

commitment of nurses at the Hospital. The statistical analysis 

showed that the work motivation variable has a significant 

effect on organizational commitment with a value for 

46.6% and this is supported by previous research [21]. The 

aspect of work motivation needs serious attention from 

managers because it can generate, direct, and maintain 

behavior that related to work environment [19]. Several 

factors can contribute to the employee's organizational 

commitment including work motivation. Work motivation is 

the force that drives, provides rationale, and creates 

willingness in an individual to take action. [22]. Individual 

motivation is supported by three things: can do, reason to, 

and energized to. Can do focuses on self-efficacy and 

control, reason to is related to a self-determination, flow, 

interests, and goal orientation. Energized to is a higher level 

that causes a person to feel enthusiastic about being 

involved [23]. 

 

Job involvement is a business management concept 

involving high commitment or enthusiasm of employees 

related to long-term company activities. The results of this 

study showed that there was an effect of work motivation 

on job involvement with a value for 21.6% which is in line 

with research conducted by Istiqomah et al. [24], Rahmi et 

al.  [25] and Maqsood et al. [26] which showed that work 

motivation made a significant contribution to job 

involvement as well as job involvement to organizational 

commitment. Therefore, it is important for managers to 

increase job involvement to increase job motivation and 

organizational commitment [27]. Kim and College [28] 

stated that job involvement focuses on the relationship 

between an employee and his or her duties and 

commitment emphasizes the relationship between an 

employee and the organization. According to Robertson-

smith and Markwick [29], employees who are not engaged 

do not show enthusiasm and have no real passion for their 

work and for the organization. Employees who are not 

engaged do not enjoy their work and do not want to give 

all their support to make the organization successful. 
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Furthermore, there is an effect of job involvement on 

organizational commitment with a value for 21.6% and was 

in line with Parimita and Farhan [30]. The result also showed 

that the dimension of organizational commitment is mostly 

low which seems to contribute to the low result of 

organizational commitment with a percentage of 57.0%. 

Employee commitment is essential because high 

organizational commitment brings positive results such as 

high performance, low turnover rate and low absenteeism. 

Marciano [31] explained that an employee who has an 

attachment will be motivated to give their best effort.  Low 

job involvement does not only have an impact on 

performance but also increase the desire to move (such as 

find another job or quit). A dedicated and committed 

workforce plays a pivotal role in fostering company growth. 

Therefore, the organizational commitment will create a 

sense of belonging for staff to the company. 

 

This study also identified the direct and indirect effects of 

work motivation on organizational commitment through 

job involvement. The results showed that there is no indirect 

effect between work motivation on organizational 

commitment through job involvement. This means that 

without the intervention of job involvement, work 

motivation can directly affect organizational commitment. 

This result of this study is supported by Mohsan et al., [32] 

who showed that the work motivation variable can have a 

significant effect on organizational commitment without 

job involvement. This is also supported by Warsi et al. [33] 

who concluded that work motivation can have a greater 

direct influence without enabling through job involvement 

variable. This shows that high work motivation of an 

employee can have a direct positive effect and increase 

the organizational commitment of employees. 

Herminingsih and Sumanto [34] stated that low 

commitment to the organization is considered to be 

related to low work motivation. The lower the work 

motivation, the lower the commitment to the organization. 

Conversely, increased work motivation will increase 

commitment to the organization. Trisnaningsih [35] stated 

that the motivation to achieve the goals set by the 

company can affect commitment to the organization as 

an effort to achieve common goals. 

 

This study has some limitations. There were incomplete 

responses from some participants in filling out the 

questionnaire in this study, but a reasonable cohort 

participated in data collection (172 nurses). Additionally, it 

is noteworthy that the factors influencing organizational 

commitment among nurses in this study are limited to two 

variables—namely, work motivation and job involvement—

despite the existence of numerous other factors that can 

impact organizational commitment. This study was for one 

hospital only and so the results will be useful for local 

management, but care should be taken regarding 

translation of results into other hospital organizations. 

 

CONCLUSION AND RECOMMENDATION 

The results of this study showed that work motivation has an 

effect on organizational commitment and job 

involvement. Work motivation has no effect on 

organizational commitment through job involvement. In 

other words, job involvement does not have a mediating 

role of work motivation on organizational commitment. The 

recommendation is for the hospital to prioritize enhancing 

work motivation and the engagement of nurses in their 

responsibilities. This approach is vital for sustaining 

commitment while simultaneously advancing the hospital's 

direction, goals, service quality, and future career 

opportunities. Furthermore, it is advisable to implement 

training initiatives for managers, focusing on leadership 

skills, including training in providing constructive feedback 

and coaching subordinates. 
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