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Abstract- One of the Indonesian government functions is to provide public service for its citizens, including health service. 

In order to provide service excellence for the citizens, Indonesian government change the status of its regional work units to 

regional public service agencies. This change also applied to government (public) hospital throughout Indonesia. Among 

2.807 hospitals in Indonesia, 33.3% of them are public hospitals. The change of the status drives public hospital 

managements to adapt their organization culture to increase the satisfaction of every individual who works in the hospital, 

and be able to provide service excellence to the citizens. The purpose of this study is to examines and analyzes the effect of 

organization culture on quality of work life, organizational commitment, and job satisfaction of public hospital (Regional 

Public Service Agencies) staff in East Java province, Indonesia. Data were collected from 321 non-medical staff of public 

hospital (Regional Public Service Agencies) in East Java province using a self-administered questionnaire. Structural 

Equation Modeling version was used to analyze the data using AMOS version 22 computer statistical program. Result 

proved that: 1) Organization culture has positive and significant effects on quality of work life, organizational commitment, 

and job satisfaction of public hospital (Regional Public Service Agencies) staff in East Java province; 2) Quality of work life 

has positive and significant effects on organizational commitment and job satisfaction of public hospital (Regional Public 

Service Agencies) staff in East Java province; 3) Organizational commitment has positive and significant effect on job 

satisfaction of public hospital (Regional Public Service Agencies) staff in East Java province. The study serves as a guide for 

the development of influential strategies to increase job satisfaction of public hospital (Regional Public Service Agencies) 

staff in East Java province. The study enriches organizational behavior literatures by identifying and validating some 

antecedents and consequences of job satisfaction. 
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I. INTRODUCTION 

 

Public service basically addresses the vast aspects of 

life. Every government has a responsibility of 

providing public services for people who live within 

its jurisdiction. Public services can be addressed 

directly (public sector) or in the form of financing 

provision. The services ranging from services in the 

form of regulation or other services in order to meet 

the needs of the citizens. The public reform 

movements experienced by developed countries in 

the early 1990s were inspired by public pressure on 

the need to improve the quality of public services by 

the government. 

One of the Indonesian government functions is to 

provide public services for the people who live within 

Indonesian jurisdiction. In order to deliver the 

services, the Indonesian government created three 

types of institutions at the local government level, 

which deliver public goods, quasi public goods, and 

private goods. Public goods are delivered by Regional 

Working Unit (Satuan Kerja Perangkat Daerah or 

SKPD). The local government finances all SKPD 

activities using its Regional Revenue and Expenditure 

Budget (APBD) funds. Therefore, the Regional 

Working Units are non-profit institutions.  

Quasi public goods are delivered by regional working 

units. Their activities are financed partly by the local 

government from its Regional Revenue and 

Expenditure Budget and partly derived from the 

services to the citizens. These units are not for profit 

institutions. Private goods are managed by local 

government-owned entities (Badan Usaha Milik 

Daerah or BUMD or Perusahaan Daerah or PD). All 

of their operational funds are derived from every 

services they provided for the people. These units are 

profitable institutions. 

The people demand for excellent public service and 

the Indonesian Law Number 1 Year 2004 as well as 

Article 3 of Minister of Home Affairs Regulation 

Number 61 Year 2007 on Technical Guidelines for 

Financial Management of Regional Public Service 

Agency (Badan Layanan Umum Daerah or BLUD), 

drive the changing status of Indonesian hospital from 

a Regional Working Unit (SKPD) to Regional Public 

Service Agency (BLUD). Regional Public Service 

Agency is aimed to improve public service quality for 

the citizens as local government responsibility to 

promote public welfare and educating the nation. In 

addition to that, the changing status is intended to 

banish bureaucratic chain (self-managed).  

The change status of Indonesian Regional Working 

Units (SKPD) to Regional Public Service Agency 
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(BLUD) applies to all government units, including 

(public) hospitals, throughout Indonesia. Among total 

number of 2,807 hospitals in Indonesia, 33.3% of 

them are government owned (public) hospitals. There 

are five hospitals owned by East Java government 

that have experienced changing status to regional 

public service agencies. They are dr. Soetomo general 

hospital in Surabaya, Haji general hospital in 

Surabaya, Menur mental hospital in Surabaya, dr. 

Saiful Anwar general hospital in Malang, and dr. 

Soedono general hospital in Madiun. Their 

employees consist of civil servants and non-civil 

servants or Regional Public Service Agencies 

(BLUD) employees. They work as medical, 

paramedic nurse, paramedic non-nurse, and non-

medic (administrative) staff. Local government has a 

responsibility to conduct non-civil servant employees 

(BLUD staff) recruitment in accordance with BLUD 

governance, i.e. transparency, accountability, 

responsibility, independence, efficiency, 

effectiveness, and productivity as stated in East Java 

Regulation Number 30 Year 2013.  

Indonesian government attempts to improve public 

services and participate in the movement of public 

management reform is realized in the form of the 

issuance of Indonesian Law Number 25 Year 2009 on 

Public Service as well as the Minister of State 

Apparatus Empowerment Regulation No. 38 Year 

2012 on Guidelines for Performance Assessment of 

Public Service Units. These law and regulation 

provide guidance to evaluate performance of public 

service units and their employees’ performance. 

Employee performance appraisal is conducted by 

every public service unit periodically. 

The changing of hospital status from SKPD to BLUD 

drives public hospital managements to adapt their 

organization culture and integrate internally. The 

changing status also requires every employee’s 

willingness to change their attitude and physical well 

being when they are working in a new circumstances 

and practices of the organization. Organizational 

culture is a set of assumptions or belief systems, 

values and norms adhered to by each member of the 

organization that serve as a guide for shaping and 

directing behavior in overcoming problems due to 

changes (Broderick, R and Boudreau, JW in Robbins 

and Judge, 2017). 

Attitude are internal states that focus on particular 

aspects of or objects in the environment. Attitudes 

include elements of cognition, emotion, and action 

tendency. The three elements were described by 

Cascio (2016) as the knowledge an individual has 

about the focal object of the attitude (cognition), an 

individual feeling toward the focal object (emotion), 

and a readiness to respond in a predetermined manner 

to the focal object (action tendency). Two examples 

of attitudes are job satisfaction and organizational 

commitment.  

Job satisfaction is a multidimensional attitude that 

made up of attitudes toward pay, promotions, co-

workers, supervision, the work itself, and so on. 

Organizational commitment is a bond or linking of an 

individual to the organization that makes it difficult to 

leave (Schleicher et al. in Cascio, 2016). The level of 

organizational commitment of employees has long 

been considered a fundamental element to achieve 

better performance in private entities and greater 

efficiency and effectiveness in providing services to 

society in public organization. When the importance 

of building a commitment relation is recognized, the 

organization is in line with the changes in the 

surrounding environment (Lizote et al, 2017). Public 

service organizations have to be concerned with the 

organizational commitment of their employees, as 

they are the very first people who meet the 

requirements of the citizens. 

As regional public service agencies in Indonesia 

become more independent and the staff are more 

educated, the agencies give their employees more of a 

challenge, more of a whole task, and more 

opportunity to use their ideas (more humanized work 

environment) (Newstrom, 2015). Greater productivity 

benefits not only to the organizations directly, but 

also to employees indirectly. However, they want to 

see a tighter connection between working smarter as 

well as the tangible and psychological rewards they 

receive from doing their job well. They want to see 

significant improvements in their quality of work life 

(Cascio, 2016).  

 

II. RESEARCH OBJECTIVES 

 

The objective of this research is to examine and 

analyze the effects of organization culture on quality 

of work life, organizational commitment, and job 

satisfaction of public hospital (Regional Public 

Service Agencies) staff in East Java province, 

Indonesia. 

 

III. LITERATURE REVIEW 

 

Organizational Culture 

Culture is a dynamic phenomenon and a coercive 

background structure that influences us in multiple 

ways. It is constantly reenacted and created by our 

interactions with others and shaped by our own 

behavior. Culture also implies stability and rigidity in 

the sense that how we are supposed to perceive, feel, 

and act in a given society, organization, or occupation 

has been taught to us by our various socialization 

experiences and becomes prescribed as a way to 

maintain “social order”. “The rules” of the social 

order make it possible to predict social behavior, get 

along with each other, and find meaning in what we 

do (Schein, 2010).  

A number of culture theorists and researchers have 

defined organizational culture not in the same way. 

Among them are Schein, Newstrom, Dessler, and 

Robbins. Their definitions of organization culture are 

as follows: “a pattern of basic assumptions- invented, 
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discovered, or developed by a given group as it learns 

to cope with the problems of external adaptation and 

internal integration- that has worked well enough to 

be considered valid and, therefore to be taught to new 

members as the correct way to perceive, think, and 

feel in relation to those problems”, “a system of 

shared meaning held by members that distinguishes 

the organization from other organizations”. This 

system of shared meaning is, on closer examination, a 

set of key characteristics that the organization values 

(Schein, 2010); “a set of assumptions, beliefs, values 

and norms shared an organization’s member”. This 

culture may have been consciously created by its key 

members, or it may have simply evolved across time. 

It represents a key element of the work environment 

in which employees perform their jobs (Newstrom, 

2015); and “the characteristic values, traditions, and 

behaviors a company’s employee share”. A value is a 

basic belief about what is right or wrong, or about 

what you should or shouldn’t do. Therefore, in order 

to create the right culture, every organization should 

clarify expectations, using signs and symbols, and 

providing physical support (Dessler, 2017); a system 

of shared meaning held by members that 

distinguishes the organization from other 

organization (Robbins, 2017). 

Organization culture refers to a system of shared 

meaning held by members that distinguishes the 

organization from other organizations (Schneider in 

Robbins, 2017). There are seven primary 

characteristics that seem to capture the essence of an 

organization’s culture. The seven primary 

characteristics of organization culture are: 

1. Innovation and risk taking. The degree to 

which employees are encouraged to be innovative 

and take risks. 

2. Attention to detail. The degree to which 

employees are expected to exhibit precision, analysis, 

and attention to detail. 

3. Outcome orientation. The degree to which 

management focuses on results or outcomes rather 

than on the techniques and processes used to achieve 

them. 

4. People orientation. The degree to which 

management decisions take into consideration the 

effect of outcomes on people within the organization. 

5. Team orientation. The degree to which work 

activities are organized around teams. 

6. Aggressiveness. The degree to which people 

are aggressive and competitive rather than easy 

going. 

7. Stability. The degree to which organizational 

activities emphasize maintaining the status quo in 

contrast to growth. 

Culture can be very stable all the time, but culture 

also never static. Crises sometimes encourage groups 

to reevaluate some value or practical tools. New 

challenges can lead to the creation of new ways to do 

things. the inclusion of key members, rapid 

assimilation of new employees, diversification into 

very different businesses, and geographic expansion, 

all of which can weaken or alter a culture (Kotter and 

Heskett, 1992). 

Quality of Work Life (QWL) 

Quality of Work Life (QWL) has a multi-dimensional 

structure. There were no universal and consensus 

definitions has been presented for it. Werther and 

Davis define appropriate QWL as enjoyment of good 

stewardship, good working conditions, adequate 

wages and benefits and the challenging, interesting 

and useful job (Pardakhtchy MH et al, 2009) in 

Valizadeh A. and Ghahremani J (2012). The concept 

of QWL is widely used to refer to “a philosophy of 

management that enhances the dignity of all workers; 

introduces changes in organization’s culture; and 

improves physical and emotional well-being of 

employees. Indicators of QWL include accident rates, 

sick leave usage, employee turnover, stress, and 

number of grievances field. In some organizations, 

QWL programs are intended to increase employee 

trust, involvement, and problem solving so as to 

increase both worker satisfaction and organizational 

involvement (Ivancevich et al, 2014).  

The term QWL also refers to the favorableness or 

unfavorableness of a total job environment for 

people. QWL programs are also another way in 

which organizations recognize their responsibility to 

develop jobs and working conditions that are 

excellent for people as well as for the economic 

health of the organization. QWL programs usually 

emphasize development of employee skills, the 

reduction of occupational stress, and the development 

of more cooperative labor – management relations 

(Newstrom, 2015).  

QWL is the degree to which members of a work 

organization are able to satisfy important personal 

needs through their experiences in the organization 

(Suttle, J.L. in Griffin RW et al., 2017). QWL 

programs focus strongly on providing a work 

environment conducive to satisfying individual needs. 

QWL can be equated in two ways. First, QWL is 

equated with a set of objective organizational 

conditions and practices. For examples, promotion-

from-within policies, democratic supervision, 

employee involvement, and safe working conditions. 

Second, QWL is equated with employees’ 

perceptions that they are safe and relatively well 

satisfied, they have reasonable work-life fit, and they 

are able to grow and develop as human beings. This 

way relates QWL to the degree to which the full 

range of human needs is met (Cascio, 2016). 

Richard Walton provided eight components of QWL 

framework that related to each other. The eight 

components are:  

1) Fair and adequate payment. Equal pay for 

equal work and making payments in accordance with 

social norms and employees standards. 

2) Safe and healthy work environment. Create 

safe working conditions in terms of physical and also 

determine logical work time. Environment must 
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decrease the pollutions that have impact on physical 

and mental status of employees. 

3) Provide opportunities for continued growth 

and security. Providing improvement in the ability of 

progress, applying obtained skills and providing 

security, income and employment. 

4) Legalism in the organization. Providing the 

freedom to speak without fear of retaliation of higher 

authorities and give more attention to the rule of law 

than human dominance.  

5) Social dependence on working life. 

Understanding of employees about social 

responsibility of the organization.  

6) Total living space. Establish a balance 

between work life and other parts of employee’s life. 

7) Integration and social cohesion. Create a 

working atmosphere and space that enhances 

employees’ sense of belonging to the organization 

and this feeling that they needed to the organization.    

8) Development of human capacities. Provide 

opportunities for using independence and self-control 

in the work, take advantage of various skills, access 

to appropriate information and planning about 

employees (Khadivi A., in Valizadeh A. and 

Ghahremani J., 2012). 

 

Organizational Commitment 

Organizational commitment is the degree to which an 

employee identifies with the organization and is 

willing to put forth effort on its behalf (Noe et al, 

2015). Organizational commitment is a bond or 

linking of an individual to the organization that 

makes it difficult to leave. It is the emotional 

engagement that people feel toward an organization. 

Organizational commitment reflects the extent to 

which an individual identifies with an organization 

and commits to its goals (Kinicki and Fulgate, 2018). 

Commitment can be to the job, or to the firm and can 

be a commitment to contribute, to stay or both 

(Cascio, 2016). 

The concept of employee engagement is closely 

related to commitment as it can be defined as a 

positive, fulfilling, work-related state of mind that is 

characterized by vigor, dedication, and absorption. 

Engagement behaviors operate at the individual level, 

team and organizational levels. Engagement fuels 

discretionary efforts and concern for quality. It is 

what prompts employees to identify with the success 

of their companies, to recommend them to others as 

good places to work, and to follow through to make 

sure problems get identified and solved. An employee 

with organizational commitment identifies with a 

particular organization and its goals and wishes to 

remain a member. Emotional attachment to an 

organization and belief in its values is the “gold 

standard” for employee commitment (Solinger, et al. 

in Robbins and Judge, 2017). 

There are two outcomes committed individuals tend 

to, i.e. that individual likely continuation of their 

employment with the organization, and that 

individual has greater motivations toward pursuing 

organizational goals and decisions (Kinicki and 

Fulgate, 2018).  Managers are interested in 

employees’ attitudes, principally because of the 

relationship between attitudes and behavior. They 

assume that employees who are dissatisfied with their 

jobs and disengaged at work, and who are not 

committed strongly to the organizations will tend to 

be absent or late for work, to quit more often, and to 

place less emphasis on customer satisfaction than 

those whose attitudes are positive. Poor job attitudes, 

therefore lead to lowered productivity and 

organizational performance.  

Allen and Meyer (1990) defined organizational 

commitment as “psychological state that binds the 

individual to the organization (i.e. makes turn over 

less likeky). They developed a Three-Component 

Model of Organizational Commitment model. The 

three components that are very different and represent 

different aspects of commitment: 

1) Affective commitment. Affective 

commitment is how individuals feel themselves to be 

involved within the organization. They believe in the 

organization’s values and objectives and desire to be 

loyal members. Affective commitment reflects 

commitment based on emotional ties the employee 

develops with the organization, primarily via positive 

work experiences. It is the employee’s emotional 

attachment to, involvement in, and identification with 

an organization. Affective commitment is a 

psychological bond whereby one chooses to be 

dedicated to and responsible for the organization.  

2) Continuance commitment. People feel 

obliged to work at present and in the future. People 

who have high normative commitment believe that 

they should go on working for moral and ethical 

issues. Their commitment is wholly based on “social 

exchange theory”. This suggests that if they receive a 

benefit such a additional training; they are under a 

strong normative obligation to repay it to the 

organization in some way. Continuance commitment 

reflects commitment based on the perceived costs, 

both economic and social, of leaving the 

organization. It is a calculative attachment to the 

organization. Two forms of calculation occur where 

an employee has no alternative employment 

opportunities, and where leaving the company would 

be a significant financial sacrifices.        

3) Normative commitment. Individuals are 

aware of the link between the walkout decision and 

its related costs. The reason they stay in the 

organization is just because they need to stay. 

Normative commitment reflects commitment based 

on perceived obligation towards the organization. 

(Jaros, 2007; Mc Shane and Von Glinov, 2018). 

Meyer and Allen stated that organizational 

commitment has implications for the decision to 

continue membership in the organization. It is 

typically measured by items tapping respondents’ 

willingness to work hard to improve their companies, 
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the fit between the firm’s and the worker’s value, 

reluctance to leave, and loyalty toward or pride taken 

in working for their employers (Maume in Pandey, C 

and Khare, R, 2012). 

 

Job Satisfaction 

Noe et al. (2015) defined job satisfaction as a 

pleasurable feeling that results from the perception 

that one’s job fulfills or allows for the fulfillment of 

one’s important job values. A positive feeling about a 

job resulting from an evaluation of its characteristics. 

(Robbins and Judge, 2017). A person’s evaluation of 

his or her job and work context. An appraisal of the 

perceived job characteristics, work environment, and 

emotional experiences at work. (Mc Shane and Von 

Glinov, 2018). Noe et al. definition reflects three 

important aspects of job satisfaction. First, job 

satisfaction is a function of values- what a person 

consciously or unconsciously desires to obtain. 

Second, different employees have different views of 

which values are important, and this is critical in 

determining the nature and degree of their job 

satisfaction. Third, perception. An individual’s 

perceptions may not be a completely accurate 

reflection of reality, and different people may view 

the same situation differently. When dissatisfied 

employees are unable to change their situation or 

remove themselves physically from their jobs, they 

may psychologically disengage themselves from their 

jobs, although they are physically on the job, their 

minds may be somewhere else. One form of 

psychological disengagement which can occur when 

the dissatisfaction is with the employer as a whole, is 

a low level of organizational commitment. Satisfied 

employees have a favorable evaluation of their jobs, 

based on their observations and emotional 

experiences. Job satisfaction is best viewed as a 

collection of attitudes about different aspects of the 

job and work context. (Noe et al. 2015; Mc Shane and 

Von Glinov, 2018) Job satisfaction is a result of 

employees’ perception of how well their job provides 

those things that are viewed as important. It is 

generally recognized in the organizational behavior 

field that job satisfaction is the most important and 

frequently studied employee attitude. There are three 

generally accepted dimensions to job satisfaction. 

First, job satisfaction is an emotional response to a 

job situation. Second, job satisfaction is often 

determined by how well outcomes meet or exceed 

expectation. Third, job satisfaction represents several 

related attitudes. The most important characteristics 

of a job about which employees have affective 

responses are: 

1. The work itself. It is the extent to which the 

job provides the individual with interesting tasks, 

opportunities for learning, and the chance to accept 

responsibilities. 

2. Pay. It is the amount of financial 

remuneration that is received and the degree to which 

this is viewed as equitable vis-à-vis that of others in 

the organization. 

3. Promotion opportunities. It is the chances 

for advancement in the organization. 

4. Supervision. It is the abilities of the 

supervisor to provide technical assistance and 

behavioral support. 

5. Coworkers. It is the degree to which fellow 

workers are technically proficient and socially 

supportive (Luthans, 2011). 

 
Figure 1. Conceptual Framework 

 

Research Hypotheses 

In an attempt to achieve the research objectives, six 

hypotheses are developed. Result of a study 

conducted by Valizadeh, A and Ghahremani, J (2012) 

proved that organization culture has a positive and 

significant correlation with employee’s quality of 

work life (QWL). Organization culture factors has a 

very strong and undeniable effect on promotion of 

employee’s QWL. Organization culture create 

improvement in all components of QWL. Cascio 

(2016) stated that QWL involves giving workers the 

opportunity to make decision about the design of their 

jobs and workplaces, and what they need to make 

products or to deliver services most effectively. What 

they want varies by country, by culture and by 

generation.  

H1. Organization culture affect quality of work 

life  

 

An organization culture should reduce employee 

turnover because it demonstrates high agreement 

about what the organization represents. Such 

unanimity of purpose builds cohesiveness, loyalty, 

and organizational commitment (Schulte, M. et al. in 

Robbins and Judge, 2017). Jessica (2014) study 

proved that organization culture affect employee 

organizational commitment greatly. Habib S. et al. 

(2014), and Yulan and Bernarto (2017) studies 

proved that organization culture is important element 

which highly influences the employee commitment, 

job satisfaction, and retention. Robbins and Judge 

(2017) stated that culture facilitates commitment to 

something larger than individual self-interest.  

H2. Organization culture affect organizational 

commitment 

 

Quality of Work Life (QWL) programs are intended 

to increase employee trust, involvement, and problem 

solving so as to increase both worker satisfaction and 
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organizational involvement (Ivancevich et al., 2014). 

One way to equate QWL with employees’ 

perceptions that they are safe and relatively well 

satisfied, they have reasonable work-life fit, and they 

are able to grow and develop as human beings. This 

way relates quality of work life to the degree to which 

the full range of human needs is met (Cascio, 2016). 

H3. Quality of work life affect organizational 

commitment 

H4. Quality of work life affect job satisfaction 

 

Job satisfaction is primarily concerned with the 

employee’s attitude toward the job, while 

commitment is at the level of the organization. A 

strong relationship between job satisfaction and 

organizational commitment has been found over the 

years (Luthans, 2011). A form of psychological 

disengagement, which can occur when the 

dissatisfaction is with the employer as a whole, is a 

low level of organizational commitment. Individuals 

who feel they have been unjustly treated by their 

employer often respond by reducing their level of 

commitment and are often looking for the first good 

chance to quit their jobs (Noe et al., 2015). 

 

A research conducted by Brahmasari and Suprayetno 

(2009) which conclude that conclude that 

organizational culture has a significant influence on 

employee’s job satisfaction, and Brahmasari and 

Kurniawan (2016) found that organizational culture 

has a dominant influence on job satisfaction of nurses 

in RSAD Kodam VII/Wirabuana; Study by Gunlu et 

al. (2009) indicated that as job satisfaction levels 

increased, organizational commitment increased as 

well. However, Yiing L.H. and Zaman, K (2008) in 

their research found that organizational commitment 

has a negative significant relationship with job 

satisfaction. 

H5. Organizational commitment affect job 

satisfaction 

 

Employees form an overall subjective perception of 

the organization based on factors such as the degree 

of risk tolerance, team emphasis, and support of 

individuals. This overall perception represents the 

organization’s culture or personality and affects 

employee performance and satisfaction (Robbins and 

Judge, 2017). Researches conducted by Biswas, W., 

(2015) that found that a strongly organizational 

culture initiates employee satisfaction and effective 

employee performance. 

H6. Organizational culture affect job satisfaction  

 

IV. RESEARCH METHOD 

 

Population of this study consisted of 1,612 non-

medical staff of five public hospitals with the status 

of Regional Public Service Agencies in East Java 

province. Using Slovin formula, it was found that 

number of sample of this research is 321 non-medical 

staff of public hospital (Regional Public Service 

Agencies) in East Java province. Data were collected 

using a self-administered questionnaire. Likert Scale 

was used to conduct this study. Structural Equation 

Modeling version was used to analyze the data using 

AMOS version 22 computer statistical program. 

 

V. MEASURES 

  

Organization Culture (X) 

Robbins’s (2017) seven primary characteristics that 

seem to capture the essence of an organization’s 

culture were used to measure the organization culture 

of five public hospitals (Regional Public Service 

Agencies) in East Java province. The seven primary 

characteristics are as follow: (1) Innovation and risk 

taking, (2) Attention to detail, (3) Outcome 

orientation, (4) People orientation, (5) Team 

orientation, (6) Aggressiveness, and (7) Stability.  

 

Quality of Work Life (Z1) 

Quality of work life of five public hospitals (Regional 

Public Service Agencies) in East Java province is 

measured by four indicators as follow (Cascio, 2016): 

(1) Facilities available (wellness), (2) Safe working 

conditions, (3) Employee involvement, and (4) 

Opportunities for advancement (grow and develop)  

 

Organizational Commitment (Z2) 

Meyer and Allen (1990) three indicators to measure 

the organizational commitment of public hospital 

staff (Regional Public Service Agencies) in East Java 

province are as follows: (1) Affective commitment, 

(2) Continuance commitment, and (3) Normative 

commitment. 

 

Job Satisfaction (Y) 

6. Job satisfaction of the public hospital staff 

(Regional Public Service Agencies) in East Java 

province is measured by the five indicators as follow: 

(1) The work itself, (2) Pay, (3) Promotion 

opportunities, (4) Supervision, and (5) Co-workers 

(Luthans, 2011). 

 

VI. RESULTS 

 

 
Tabel 1. Respondents’ Characteristics 

 

Confirmatory factor analysis revealed that: 

1. The outcome orientation confirmed to be the 

organization culture indicator that has the highest 

loading factor, while innovation and risk taking as 
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well as team orientation confirmed to have the lowest 

loading factors.  

2. Facility available (wellness) confirmed to be 

the quality of work life indicator that has the highest 

loading factor, while Employee involvement 

confirmed to have the lowest loading factor. 

3. Affective commitment confirmed to be the 

organizational commitment indicator that has the 

highest loading factor, while normative commitment 

confirmed to have the lowest loading factor. 

4. The work itself confirmed to be the indicator 

that has the highest loading factor, and the coworkers 

confirmed to have the lowest loading factor. 

 

Data analysis using Structural Equation Modeling 

with the aid of AMOS version 22 computer statistical 

program, revealed tested model as follow: 

 

 
Figure 2. Tested Model 

 

The result of estimation of the effect of organization 

culture parameter on quality of work life shows 

significant result with CR value 4,699 which is bigger 

than 1.96 and p-value is equal to .000 which is less 

than alpha value of 5%. Therefore, the first 

hypothesis stating that organization culture has a 

significant effect on the quality of work life of public 

hospital (Regional Public Service Agencies) staff in 

East Java province is accepted. 

The result of estimation of the effect of organizational 

culture parameter on organizational commitment 

shows significant result with CR value 5.354 which is 

bigger than 1.96 and p-value of *** which is less than 

alpha value of 5%. Therefore, the second hypothesis 

stating that organizational culture has a significant 

effect on the organizational commitment of public 

hospital (Regional Public Service Agencies) staff in 

East Java province is accepted.  

The result of estimation of the effect of quality of 

work life parameter on organizational commitment 

shows significant result with CR value 5.590 which is 

bigger than 1.96 and p-value of *** which is less than 

alpha value of 5%. Therefore, the third hypothesis 

stating that quality of work life has a significant 

effect on the organizational commitment of public 

hospital (Regional Public Service Agencies) staff in 

East Java province is accepted. 

The result of estimation of the effect of quality of 

work life parameter on job satisfaction shows 

significant result with CR value 5.680 which is bigger 

than 1.96 and p-value of *** which is less than alpha 

value of 5%. Therefore, the fourth hypothesis stating 

that quality of work life has a significant effect on the 

job satisfaction of public hospital (Regional Public 

Service Agencies) staff in East Java province is 

accepted. 

The result of estimation of the effect of organizational 

commitment parameter on job satisfaction shows 

significant result with CR value 2.500 which is bigger 

than 1.96 and p-value of .012 which is less than alpha 

value of 5%. Therefore, the fifth hypothesis stating 

that organizational commitment has a significant 

effect on job satisfaction of public hospital (Regional 

Public Service Agencies) staff in East Java province 

is accepted. 

The result of estimation of the effect of organizational 

culture parameter on job satisfaction shows 

significant result with CR value 3.062 which is bigger 

than 1.96 and p-value of .002 which is less than alpha 

value of 5%. Therefore, the sixth hypothesis stating 

that organizational culture has a significant effect on 

the job satisfaction of public hospital (Regional 

Public Service Agencies) staff in East Java province 

is accepted. 

 

 
Table 2. Results of Hypothesis Testing using Regression Weight 

Test 

 

Result of hypothesis testing proved that all the 

proposed hypotheses are accepted. The effects of 

organization culture on quality of work life, 

organizational commitment and job satisfaction are 

positively significant.  However, the effect of 

organization culture on quality of work life is 

dominant compare to its effects on organizational 

commitment and job satisfaction. 

 

VII. DISCUSSION AND CONCLUSION 

 

Effects of Organization Culture on Quality of Work 

Life, Organizational Commitment and Job 

Satisfaction 
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Result of hypothesis testing show that organization 

culture has a positive and significant effect on quality 

of work life, organizational commitment, and job 

satisfaction of public hospital (Regional Public 

Service Agencies) staff in East Java province, 

Indonesia. This result indicates that the stronger the 

organization culture, the higher the quality of work 

life, the higher organizational commitment and job 

satisfaction of public hospital staff (Regional Public 

Service Agencies) staff in East Java province, 

Indonesia. Result of this study confirmed theories of 

Cascio (2016) who stated that organization culture 

influences quality of work life and Robbins and Judge 

(2017) who stated that employees form an overall 

subjective perception of the organization based on 

factors such as the degree of risk tolerance, team 

emphasis, and support of individuals. This overall 

perception represents the organization’s culture or 

personality and affects employee performance and 

satisfaction. This study supports studies conducted by 

Kwantes (2009), Brahmasari and Suprayetno (2009), 

Valizadeh and Ghahremani (2012), Jessica (2014), 

Habib et al. (2014), Alvi et al. (2014), Brahmasari 

and Kurniawan (2016), Yulan and Bernarto (2017), 

whose studies found that organization culture has 

significant influences on employee’s job satisfaction, 

Bigliardi et al. (2012), whose finding proved that 

innovative or supportive culture have a positive 

impact on workers’ satisfaction while bureaucratic 

culture has negative impact on knowledge workers’ 

satisfaction, and Biswas, W., (2015) that found that a 

strongly organizational culture initiates employee 

satisfaction and effective employee performance. 

Public hospitals (Regional Public Service Agencies) 

organization culture in East Java province are 

socialized and internalized in the event of meeting, 

management and staff gathering, regularly. Although 

not frequently conducted, the hospital organization 

culture also evaluated especially in time of 

government policy change is implemented. The 

changing status of public hospital in Indonesia as a 

regional public service agency oriented to their 

outcomes (service excellent) and oriented on people 

requires local government to improve their facilities 

available (wellness) for the employees, safe working 

conditions, and increase employee involvement and 

opportunities for their employees’ advancement for 

them grow and develop by sending them to join 

workshops or courses to enriched their knowledge.  

Hospital management who is outcome and people 

oriented also requires to create conducive working 

environment, so that their employees may 

continuously improve the affective commitment. 

Therefore, employees’ emotional ties and 

involvement within the organization will improve as 

they believe in the organization’s values and 

objectives. It will be shown by employees’ dedication 

to and responsibility for the organization.  

Hospital management continuously learn the 

evaluation of every employee on his or her job and 

work context. Hospital outcome and people 

orientation may be improved and realized when 

employee is trusted by giving them interesting tasks, 

opportunities for learning, chances to accept 

responsibilities, and rewarding them with sufficient 

pay and promotion opportunities according to the 

Indonesian government regulation on remuneration 

and reward system. 

 

Effect of Organizational Commitment on Job 

Satisfaction 

Result of hypothesis testing show that organization 

commitment has a positive and significant effect on 

job satisfaction of public hospital (Regional Public 

Service Agencies) staff in East Java province, 

Indonesia. This result support theory of Luthans 

(2011), Noe et al (2015), Robbins and Judge (2017) 

that stated that a strong relationship between job 

satisfaction and organizational commitment has been 

found over the years. A form of psychological 

disengagement, which can occur when the 

dissatisfaction is with the employer as a whole, is a 

low level of organizational commitment. Individuals 

who feel they have been unjustly treated by their 

employer often respond by reducing their level of 

commitment and are often looking for the first good 

chance to quit their jobs.  Result of this study also 

support researches conducted by Leite, et al (2014) 

who found that satisfaction with interpersonal 

relationships is an antecedent of commitment. 

Public hospital (Regional Public Service Agencies) 

staff in East Java province willing to put forth effort 

on its behalf to identify his or herself to the hospital 

where they work. It is rarely that they voluntarily 

withdraw his or herself from the hospital, because he 

or she possesses a sense of organizational loyalty or 

attachment. Every staff is given the opportunity to 

involve not only in any activity related to their duties 

and responsibilities, but also in social activities 

involving him or her and medical staff such as 

doctors, nurses, and management. It is common that 

after his or her office hours, he or she works as an 

administrative staff at a health clinic owned by 

acquainted doctor who works at the same public 

hospital. The salary and compensation that he or she 

receives has been regulated and audited by the 

Indonesian government and the hospital itself. 

Furthermore, the Indonesian government facilitates 

and finance every hospital staff to take examination 

for certificate of competence issued by the Indonesian 

Professional Certification Authority.    

 

Effects of Quality of Work Life on Organizational 

Commitment and Job Satisfaction 

Result of hypothesis testing show that quality of work 

life (QWL) has a positive and significant effect 

organizational commitment and job satisfaction of 

public hospital staff in East Java province, Indonesia. 

This result indicates that the higher the quality of 

work life, the higher the organizational commitment 
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and the higher the job satisfaction of public hospital 

(Regional Public Service Agencies) staff in East Java 

province, Indonesia. This result confirmed Ivancevich 

et al. (2014) theory that QWL programs is intended to 

increase employee trust, involvement, and problem 

solving so as to increase both worker satisfaction and 

organizational involvement. This result also 

confirmed Cascio (2016) theory that one way to 

equate Quality of Work Life with employees’ 

perceptions that they are safe and relatively well 

satisfied, they have reasonable work-life fit, and they 

are able to grow and develop as human beings. This 

way relates quality of work life to the degree to which 

the full range of human needs is fulfilled. 

This result also consistent with the findings of 

previous researches conducted by that there is a a 

positive relationship between QWL on organizational 

commitment; and the findings of Stjernberg (1997), 

Hasan (2013) and Kermansaravi et al (2015) that 

there is a positive relationship between QWL and job 

satisfaction. 

East Java government commitment to improve their 

facilities available (wellness) for the public hospital 

employees, safe working conditions, and increase 

employee involvement and opportunities for their 

employees’ advancement increases the employees’ 

attachment and dedication. The government provide 

public hospital employees protection with safety 

insurance and facilities that are necessary for 

immediate respond to working accident. Facilities 

provided by government to fulfill the wellness of the 

employees creates conducive working environment 

that improve the employees’ satisfaction. 

 

IMPLICATION 

 

The study serves as a guide for the development of 

influential strategies to increase job satisfaction of 

public hospitals’ (Regional Public Service Agencies) 

staff in East Java province. The study enriches human 

resource management literatures by identifying and 

validating some antecedents and consequences of job 

satisfaction of public hospitals’ staff in East Java 

province. 
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