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ABSTRACT: This study examines the effect of 

self-motivation on employee performance through 

affective commitment among employees of X 

Regional Public Hospital. Using a quantitative 

explanatory design, data were collected from 100 

employees selected through purposive sampling 

from a population of 549 employees. A structured 

questionnaire with a five-point Likert scale was 

analyzed using Structural Equation Modeling–

Partial Least Squares (SEM-PLS) with SmartPLS 4. 

The results show that self-motivation positively and 

significantly affects affective commitment and 

employee performance. Affective commitment also 

has a positive and significant effect on employee 

performance and mediates the relationship between 

self-motivation and employee performance. These 

findings indicate that strengthening employees' 

intrinsic motivation enhances their emotional 

attachment to the organization, leading to improved 

performance.The study recommends enhancing 

intrinsic motivation, affective commitment, and a 

supportive work environment to achieve sustainable 

employee performance. 
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I. INTRODUCTION 

Hospitals are public-service-oriented 

healthcare organizations characterized by labor-

intensive, technology-intensive, and regulatory 

requirements. A hospital's success in providing 

quality healthcare is largely determined by the 

performance of its human resources, particularly 

those who interact directly with patients. Hospital 

employees are required not only to possess technical 

competence but also to possess attitudes, 

motivation, and work behaviors that support 

excellent service. 

Service organizations in the era of global 

competition are required to deliver superior and 

sustainable service performance. This excellence is 

largely determined by the quality of the 

organization's human resources. Employees not only 

play a role in carrying out tasks but also determine 

the organization's success in achieving its strategic 

goals. Therefore, employee performance is a central 

issue in human resource management studies. 

[1].One of the internal individual factors 

that influences employee performance is self-

motivation. Self-motivation is an internal drive 

within an individual to perform optimally without 

relying entirely on external stimuli. Employees with 

high self-motivation tend to demonstrate initiative, 

perseverance, and a high level of responsibility in 

completing their work. Intrinsic motivation plays a 

crucial role in improving individual performance 

and well-being. 

[2].Besides self-motivation, affective 

commitment also plays a crucial role in improving 

employee performance. Affective commitment 

reflects an employee's emotional attachment to the 

organization, reflected in pride, loyalty, and a desire 

to remain a member. Employees with high levels of 

affective commitment tend to perform better than 

those with low levels of commitment. 

The human resource performance at X 

Regional Public Hospital still needs to be optimized 

and developed. This is evident in the following 

performance assessment of X Regional Public 

Hospitalemployees: 

 

Table 1. Performance Assesment 

Year 
Organizational 

Performance Values 
Result 

2022 87 Good 

2023 83 Good 

2024 82 Good 

2025 88 Good 

 

Data in the table, it is clear that employee 

performance at X Regional Public Hospital 

fluctuates. Employee performance peaked in 2025, 
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with an organizational performance score of 88, and 

the lowest in 2024, with an organizational 

performance score of 86. 

Several previous studies have indicated the 

existence of a research gap, with research results 

showing that self-motivation and affective 

commitment have a positive influence on employee 

performance.(Gagné, 2015; Meyer et al., 2002). 

Although previous studies have proven the influence 

of affective commitment and motivation on 

employee performance(Rahim et al., 2016), there is 

inconsistency in the results regarding its direct 

influence(Ningsih et al., 2021)In a study of health 

workers conducted at the Pagiyanten Community 

Health Center in Tegal Regency, there was no 

influence of health cadre motivation on work 

commitment.(Hastuti, 2018). 

Based on the description of the problem above, it is 

necessary to conduct research on The Role of Self-

Motivationon Employee 

PerformanceMediatedAffective Commitmentamong 

theEmployeesofX Regional Public Hospital. 

 

II. METHODS AND ANALYSIS 

The purpose of this research is to provide 

an explanation. Explanatory research is a research 

technique that attempts to explain the location of the 

variables being studied and the interactions between 

them.(Sugiyono, 2019). The purpose of this study is 

to verify the hypothesis, it is reasonable to assume 

that the results will shed light on the nature of the 

relationship between the hypothesized independent 

factors and their dependent variables. Structural 

equation modeling (SEM) is used to evaluate the 

hypothesis with the research objective. Structural 

Equation Model (SEM) is a component-based and 

variance-based equation model, the main 

applications of Covariance-Based Structural 

Equation Model are hypothesis testing and causality 

analysis.(Ghozali, 2016). For the purpose of this 

study, structural equation modeling (SEM) was used 

to investigate the impact of job satisfaction as a 

mediator between self-motivation, emotional 

commitment, and employee performance. 

Sugiyono (2019)states that a sample is a 

representation of a subset of a population and its 

attributes. The research sample was selected based 

on recommendations.(Hair et al., 2019), which 

states that a sample size of 100 or more is 

appropriate for structural equation modeling (SEM). 

According to Adrianto and Supomo (2012), 

operational definition refers to the process of 

defining a concept in such a way that the idea can be 

placed within a quantitative framework. The 

operational definition of a variable is derived from 

one or more references, accompanied by the 

rationale for its use. Employee performance (Y) is 

the dependent variable, while job satisfaction (Z) is 

the intervening variable. The research variables used 

in this study are self-motivation (X). 

In this study, the data were analyzed using 

the SEM-PLS program, which stands for Structural 

Equation Model with Partial Least Squares. 

. 

III. REUSLTS AND DISCUSSION 

Data Collection Description 

The population in this study were 

employees of X Regional Public Hospital, Semarang 

Regency, consisting of ASN, BLUD, and PHL. The 

questionnaire distribution process was carried out 

through Google Forms distributed online via 

WhatsApp from February 9, 2026, to February 28, 

2026, obtaining 100 responses. The data was then 

verified and obtained data of 100 answers used 

because they met the respondent criteria. 

Furthermore, 100 answers after verification have 

met the requirements as respondents, so the data 

used came from the answers of 100 respondents. 

Data were analyzed based on the results of the 

questionnaire distribution which were then 

processed using Smart PLS 4 Software. 

 

Table 2. Sample Characteristics 

Characteristics 
Frequency 

(N=100) 

Percentage 

(%) 

Gender 

Man 17 17.0 

Woman 83 83.0 

Age 

20 – 30 years 9 9.0 

31 – 40 years 51 51.0 

41 – 50 years 30 30.0 

> 50 years 10 10.0 

Years of service 

15 years 14 14.0 

6 – 10 years 22 22.0 

> 10 years 64 64.0 

Education 

High School 5 5.0 

D3 22 22.0 

S1 71 71.0 

S2 2 2.0 

 

Descriptive Analysis of Variables 

Descriptive statistics will describe the self-

motivation assessment of employees at X Regional 

Public Hospital. Respondentsesponses regarding are 

shown in Table 2.From table 2 it can be seen that 

the average score is over 4.00 which means that 
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overall respondents assessed that regardingfalls into 

the high category, meaning that most respondents 

responded positively and had a strong bond with the 

indicators in the questionnaire statement. 

 

Table3. Description Variables 

Code Variable Mean Criteria 

X Self-Motivation 4.59 high 

Y Employee Performance 4.52 high 

Z Affective Commitment 4.35 high 

 

Outer Model Evaluation  

The Figure 1. 

Aboveshowsthatthemajorityofvalidityindicatorsfore

achvariable in this study 

haveloadingfactorvaluesgreaterthan 0.70, with none 

below 0.40, thusbeingconsideredgenuine. The 

indicatorvalueof 0.684 

fortheaffectivecommitmentvariableneedstobeconsid

eredandcanbemaintained 

 

 
Figure 1. Pre-EliminationMeasurement Model 

(Outer Model) 

 

Validity Test 

Convergent validity uses the outer loading 

value as a measure. An indicator is considered valid 

if its outer loading value is ≥ 0.7, indicating that the 

indicator has a strong correlation with the construct 

it measures and contributes significantly to 

explaining the construct. Conversely, if the outer 

loading value is < 0.7, the indicator is declared 

invalid, indicating that the indicator has a weak 

correlation with the construct and may need to be 

considered for removal. 

The analysis results show that almost all 

indicators have valid values with outer loading 

values > 0.7 except for the outer loading value on 

the affective commitment indicator Z5, namely the 

relationship between employees of 0.684, indicating 

that the indicator has a fairly strong relationship 

with the latent construct, but has not reached the 

ideal limit of 0.70. Therefore, the indicator has not 

met optimal convergent validity. However, because 

the value is still in the range of 0.40–0.70, the 

indicator can still be maintained if its removal does 

not increase the Composite Reliability (CR) and 

Average Variance Extracted (AVE) values, and the 

indicator has a strong theoretical basis 

Discriminantvalidityis a 

conceptusedtoassesstheextenttowhich a 

constructistrulydifferentfromotherconstructs. 

Severalmethodsusedtoevaluatediscriminantvariables

includeexaminingcross-loadingvalues using AVE 

(AverageVarianceExtracted) andtheFornell-

LarkelCriterion. 

 

Table 4. AVE Cross Loading Value 

Variable AVE Sign off Mark 

X 0.691 0.5 Valid 

Y 0.743 0.5 Valid 

Z 0.765 0.5 Valid 

 

AllVariable constructshave AVE values 

abovethe 0.5 threshold. Thisis a 

positiveindicationthatthemeasurement model has 

gooddiscriminantvalidity. 

 

Table 5.Fornell-LarckelCriterion 

Cross Loading Value 

Variable X Y Z 

X 0.831   

Y 0.678 0.862  

Z 0.561 0.774 0.875 

 

Table 

5showsthattheloadingvalueofeachindicator item 

onitsconstructisgreaterthanthecross-loadingvalue. 

Therefore, 

itcanbeconcludedthatallconstructsorlatentvariablesh

avegooddiscriminantvalidity, 

withtheindicatorblockofthatconstructperformingbett

erthantheindicators in otherblocks. 

 

Reability Test 

Reliability testing in PLS 

usesCompositeReliability (CR) andCronbachAlpha 

(CA). Compositereliabilityaimstomeasurethe 

internal consistencyof a construct'sindicators. A CR 

value>0.7 

indicatesthattheconstruct'sindicatorshavehigh 

internal consistency, 

meaningtheyconsistentlymeasurethesameconstruct. 

CronbachAlphaalsoaimstomeasurethereliabilityof 

internal consistency. A CA value>0.9, 

whichisveryhighreliability, indicatesverygood 

internal consistency. A CA valuebetween 0.8-0.9 

indicateshighreliability. A CA valuebetween 0.7-

0.8, whichisacceptablereliability, 
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isPubliclyconsideredthe minimum acceptable limit 

in research. 

 

Table 6.CR and CA 

Variabel CR CA Mark 

X 0.900 0.889 Reliable 

Y 0.925 0.910 Reliable 

Z 0.901 0.898 Reliable 

 

The 

resultsofthereliabilityanalysisindicatethatthisresearc

h model has excellent internal consistency. 

ThiscanbeseenfromtheCompositeReliability (CR) 

andCronbachAlpha (CA) values. All latentvariables 

in the model have CR values > 0.7, 

indicatingthateachconstruct has highreliability. In 

otherwords, 

theindicatorsusedtomeasureeachvariableconsistently

representtheintendedconstruct. The CA values 

foraffectivecommitment (0.883), self-motivation 

(0.900), employeeperformance (0.916), 

andjobsatisfaction (0.878) 

indicatehighreliabilitywith a CA valueof 0.8, 

meaningtheindicatorsforthesevariables are 

veryconsistent in measuringtheconstruct. 

 

Inner Model Evaluation 

After conductinganevaluationoftheouter 

model andfindingthateachconstruct has 

metthevalidityandreliabilityrequirements, thenext 

step istoevaluatethestructural model (inner model) 

withthefollowingresults: 

 

 
Figure 2.FullStructural Model 

PartialLeastSquares (Inner Model) 

Basedontheimageabove, theresultsofthegoodnessof 

fit test, R-square (R2), and f-square (F2) 

canbeexplained. 

 

Testgoodnessof fit(Model Fit) 

In this study, the model fit evaluationused 

SRMR, d_ULS, d_G, and NFI, 

withthefollowingresults: 

 

Table7.ResultsoftheGoodnessof Fit Test 

Structural Cut-Off 

Value 

Estimated Results 

SRMR < 0.10 0.069 Fit 

d_ULS > 0.05 0.506 Fit 

d_G > 0.05 0.341 Fit 

NFI Approach 1 0.846 Fit 

 

The analysisresultsshowthatthetested 

model exhibitsanacceptable fit. 

Thisresultindicatesthatthe model has a good level of 

fit withthe data, meaningtheproposed model 

accuratelyrepresentstherelationshipsbetweenvariable

s in the data. 

 

R-Square 

The structural model isevaluatedusing R-

squareforthedependentconstruct. The R² 

valuecanbeusedtoassesstheinfluenceofcertainendoge

nousvariablesandwhetherexogenousvariableshave a 

substantiveinfluence. 

 

Table8. R-SquareValue 

Variables R-Square 
R-Square 

adjusted 

Z 0.315 0.308 

Y 0.686 0.680 

 

The analysis results show that Self-Motivation can 

explain 31.5% of the variation in Affective 

Commitment. Furthermore, Self-Motivation 

together with Affective Commitment can explain 

68.6% of the variation in Employee Performance. 

Thus, the research model has good explanatory 

power, especially in explaining Employee 

Performance. Therefore, it can be concluded that 

Affective Commitment acts as a mediating variable 

that supports the relationship between Self-

Motivation and Employee Performance. 

 

F-Square 

Table9. F-SquareValue 

VariableRelationship 
f-

Squares 
Result 

Affective Commitment→ 

Employee Performance 
0.276 

Currently 

Self-Motivation→ 

Affective Commitment 
0.459 

Big 

Self-Motivation→  

Employee Performance 
0.721 

Big 

 

Basedonthetableabove, 

wecanseethattherelationshipbetweenvariablesthatha

ve a moderatesubstantiveinfluenceoccurs in 
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theaffectivecommitmentvariableonemployeeperform

ance (0.276). The 

relationshipbetweenvariablesthathave a 

largesubstantiveinfluenceoccurs in theSelf-

MotivationvariableonAffectiveCommitment (0.459) 

andemployeeperformance.(0.721).From the test 

results, to state that the mediation is truly 

significant, it is still necessary to see the 

bootstrapping results, especially the indirect effects 

(Specific Indirect Effects) along with the t-statistic 

and p-value. 

 

Hypothesis Test 

Hypothesis testing in 

thiscontextaimstovalidateorrefutetheresearcher'siniti

alassumptionsabouttherelationshipbetweenvariables. 

Thisis a crucial step in 

quantitativeresearchtoensurethattheresultsobtained 

are not mere coincidencebutreflect a real 

relationship in thepopulationbeingstudied. 

 

DirectEffectHypothesisTest (PathCoefficient) 

The results of the Affective Commitment 

test on Employee Performance obtained a statistical 

T value of 3.684 > t-table value = 1.96 with a p-

value of 0.000. This explanation can be interpreted 

that there is a significant influence between affective 

commitment and employee performance. It can be 

concluded that the test is able to prove the first 

hypothesis that affective commitment has a positive 

and significant effect on employee performance, 

which can be accepted, so that an increase in 

affective commitment can improve employee 

performance in X Regional Public 

Hospitalemployees. 

The results of the Self Motivation test on 

Affective Commitment obtained a statistical T value 

of 7.549 > t-table value = 1.96 with a p-value of 

0.000. This explanation can be interpreted that there 

is a significant influence between self motivation on 

affective commitment. It can be concluded that the 

test is able to prove the second hypothesis that self 

motivation has a positive and significant effect on 

affective commitment, which can be accepted, so 

that increasing self motivation can increase affective 

commitment in employees of X Regional Public 

Hospital. 

The results of the Self Motivation test on 

Employee Performance obtained a statistical T value 

of 13.765 > t-table value = 1.96 with a p-value of 

0.000. This explanation can be interpreted that there 

is a significant influence between self motivation on 

employee performance. It can be concluded that the 

test is able to prove the third hypothesis that self 

motivation has a positive and significant effect on 

employee performance, which can be accepted, so 

that increasing self motivation can improve 

employee performance in X Regional Public 

Hospital employees. 

. 

Table10. PathCoefficient (DirectEffect) 

Hypo 

thesis 

Variables Original 

sample 

(O) 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T statistics 

(|O/STDEV|) 

P 

values 
Note: 

H1 Affective 

Commitment→ 

Employee Performance 

0.356 0.361 0.097 3,684 0,000 
Significant 

Positive 

H2 Self-Motivation→ 

Affective Commitment 
0.561 0.572 0.074 7,547 0,000 

Significant 

Positive 

H3 Self-Motivation→  

Employee Performance 0.774 0.779 0.056 13,765 0,000 
Significant 

Positive 

Indirect Effect 

Basedonthe data presentation in 

thetableabove, itcanbeexplainedthattheresultsofthe 

parameter coefficienttestbetweenself-

motivationandemployeeperformancemediatedbyaff

ectivecommitmentshow a coefficientvalueof 0.200 

and a t-statisticvalueof 2.867 with a p-valueof 

0.004. At a significance level (α) = 0.05. The t-

statisticvalueisgreaterthanthe t-tablevalue 

(2.132>1.96) andthe p-valueissmallerthan 0.05 

(0.00<0.05). Becausethe p-valueissmallerthan 0.05, 

itcanbeconcludedthatself-motivation has 

aneffectonemployeeperformancemediatedbyaffecti

vecommitmentor in otherwords, 

affectivecommitmentis a 

mediatingvariablebetweenself-

motivationandemployeeperformance. 
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Table11. IndirectEffect 

Variable 
Relation

ship 

Original 
sample 

(O) 

t-
statistic 

p-
value 

Concl
usion 

X→ 
Z→ 
Y 

0.200 2,867 0.004 
Able 
to 
Medi

ate 
 

 

IV. DISCUSSION 
The regression coefficient of the direct 

influence of self-motivation on employee 

performance is 0.774, and the regression coefficient 

of the indirect influence of self-motivation on 

employee performance mediated by affective 

commitment shows a coefficient value of 0.200. 

This shows that the direct influence of self-

motivation on employee performance is greater than 

the indirect influence of self-motivation on 

employee performance mediated by affective 

commitment. This indicates that affective 

commitment is not a mediating or intervening 

variable. 

 

V. CONCLUSION 
In addition, affective commitment has also 

been shown to play a role in improving employee 

performance. From these results, it can be 

concluded: 

Affective commitmenthas a positive and 

significant effect on employee performance, so that 

increasing affective commitment can improve 

employee performance in X Regional Public 

Hospital employees. 

Self-motivationhas a positive and 

significant effect on affective commitment, so that 

individuals with high self-motivation can increase 

affective commitment among employees of X 

Regional Public Hospital. 

Self-motivationhas a positive and 

significant influence on employee performance, so 

thatIndividuals with high self-motivation can 

improve employee performance at X Regional 

Public Hospital. 
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