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Abstrak. Penclitian ini bertujnan nntuk menganalisis pengarub kepuasan kerja, kesgjabteraan, dan kepemimpinan visioner terhadap komitmen
organisasi karyawan di Rumah Sakit Umum Daerah (RSUD) Teuku Umar Aceb Jaya. Komitmen organisasi mernpakan faktor kunci dalam
meningkatkan kinerja individu dan institusi, kbususnya di sektor pelayanan kesehatan. Kepuasan kerja dan kesejabteraan karyawan berperan penting
dalam menciptakan lingknngan kerja yang mendnkung, sedangkan kepemimpinan visioner dapat memberikan arahan strategis yang memotivasi
karyawan untuk mencapai tujnan organisasi. Penelitian ini menggunakan pendekatan kuantitatif dengan metode survei. Pengumpulan data dilakukan
melalui knesioner yang disebarkan kepada 100 karyawan RSUD Tenkn Umar yang dipilil menggunakan teknik stratifikasi sampling. Analisis
data dilakukan dengan menggunakan regresi berganda untnk menguji pengarulh masing-masing variabel bebas terbadap variabel terikat. Hasil
penelitian mennnjukkan babwa kepuasan kerja, kesejabteraan, dan kepemimpinan visioner berpengarub signifikan secara simultan maupun parsial
terbadap komitmen organisasi Raryawan. Kepemimpinan visioner memiliki pengarub terbesar, ditknti oleh kepnasan kerja dan kesejabteraan. Tenman
ini menggarisbawahi pentingnya kepemimpinan yang mengilhami visi bersama dan perlunya peningkatan kepuasan kerja dan kesgjabteraan untuk
memperkunat komitmen karyawan terbadap organisasi. Rek dasi penelitian ini meliputi pengembangan program pelatiban kepemimpinan visioner,
peningkatan fasilitas kerja, dan penmyusunan kebijakan kesejabteraan yang berorientasi pada kebutuban karyawan. Penelitian ini memberikan
kontribusi untuk memahami faktor-faktor yang mempengarnhi komitmen organisasi di sektor pelayanan kesebatan dan dapat menjadi acuan bagi para
pembuat kebijakan dalam npaya peningkatan mutu pelayanan rumab sakit.

Kata kunci: Kepuasan Kerja; Kesejahteraan; Kepemimpinan Visioner; Komitmen Organisasi; Rumalb Sakit; Layanan Kesebatan.

Abstract. This study aims to analyze the impact of job satisfaction, welfare, and visionary leadership on employee organizational commitment at the
Teukn Umar Acel Jaya Regional General Hospital (RSUD). Organizational commitment is a key factor in improving individual and institutional
performance, especially in the bealth service sector. Employee job satisfaction and well-being play an important role in creating a supportive work
environment, while visionary leadership can provide strategic direction that motivates employees to achieve organizational goals. This study uses a
quantitative approach with a survey method. Data was collected through a questionnaire distributed to 100 employees of Teuku Umar Hospital, which
was selected using a stratification sampling technique. Data analysis was carried out using multiple regression to test the influence of each independent
variable on the dependent variable. The results of the study show that job satisfaction, welfare, and visionary leadership have a significant effect
simultaneously or partially on employee organizational commitment. VVisionary leadership has the greatest influence, followed by job satisfaction and well-
being. These findings underscore the importance of leadership that inspires a shared vision and the need to improve job satisfaction and well-being to
strengthen employee commitment to the organization. The recommendations of this research include the development of visionary leadership training
programs, improvement of work facilities, and the preparation of welfare policies oriented to employee needs. This research contributes to understanding the
Jactors that affect organizational commitment in the health service sector and can be a reference for policymatkers in an effort to improve the quality of
hospital services.

Keywords: Job Satisfaction; Welfare; Visionary Leadership; Organizational Commitment; Hospital; Health Services.
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Introduction

Amid the dynamics of organizational
development, employee performance is a
critical factor in determining the success and
progress of an institution, including the North
Labuhanbatu Regency Education Office. As a
government agency responsible for improving
the quality of education in the region, employee
performance plays a crucial role. Thus, various
factors influencing employee performance
require serious attention. These factors include
organizational commitment, remuneration, and
job loyalty. Organizational commitment is a key
aspect that significantly impacts employee
performance. Employees with a strong
commitment to their organization tend to
perform better and demonstrate greater
accountability (Latief ¢# a/., 2019). They develop
an emotional bond and responsibility toward
organizational goals, enhancing their
productivity. Conversely, employees with low
commitment often lack motivation, which can

negatively  affect  overall  productivity.
Remuneration also plays a vital role in
motivating employees to enhance their

performance (Amaliya e al., 2024). As a form
of recognition for employee contributions,
remuneration  must align  with  their
expectations and needs. Fair and adequate

remuneration  boosts employee = morale,
motivating  them to achieve optimal
performance.

On the other hand, inadequate or unfair
remuneration can make employees feel
undervalued, leading to decreased motivation
and morale. In addition to organizational
commitment and remuneration, job loyalty
significantly influences employee performance.
Loyalty reflects the extent to which employees
feel devoted and responsible toward their work
and organization (Ma'ruf, 2021). Loyal
employees strive to uphold the organization's
reputation and  diligently  fulfill  their
responsibilities, positively impacting overall
organizational performance. Job satisfaction is
another  critical indicator of employee
performance. Employees satisfied with their
jobs tend to be more motivated to give their
best to the organization (Pratiwi & Apriandi,
2019). Job satisfaction can be influenced by

88 | Jurnal EMT KITA Vol. 9 | No. 1 | 2025

at Teukn Umar Aceh Jaya Regional General Hospital.

factors  such as  working  conditions,
relationships among colleagues, and recognition
from the organization. Therefore, creating a
supportive work environment is essential to
maintaining employee satisfaction. Employee
welfare also plays an important role in
supporting performance. Employees who feel
prosperous, both financially and
psychologically, tend to exhibit higher levels of
job satisfaction. Good welfare increases
employee motivation and loyalty to the
organization (Sriwidodo & Haryanto, 2010).
Welfare programs implemented by
organizations can positively impact employee
productivity, particularly by improving morale.
Visionary leadership has a significant impact on
organizational commitment among employees.
Leaders with a clear vision and the ability to
inspire subordinates can build confidence and
motivation among employees (Jamaluddin ez a/.,
2021). Visionary leaders not only focus on
short-term achievements but also develop
strategies to achieve long-term organizational
goals. Such leadership is often more successful
in fostering employee commitment to the
organization's vision and mission, ultimately
improving  overall  performance.  High
organizational commitment not only benefits
individual employees but also enhances team
and organizational performance (Salahudin ez
al., 2018). Employees with strong organizational
commitment tend to work more cohesively and
support one another, creating a positive work
culture focused on achieving shared goals.

Conversely, low organizational commitment
can hinder teamwork and collaboration,
affecting overall effectiveness. Achieving high
employee performance is a fundamental
objective for every organization. For the North
Labuhanbatu  Regency Education Office,
improving employee performance is particularly
important, given its mission to enhance the
quality of education in the region. Management
must understand the factors that affect
employee performance, such as organizational
commitment, remuneration, and job loyalty, to
achieve this goal. The challenge for the North
Labuhanbatu Regency Education Office lies in
creating a work environment that encourages
employees to improve their performance. One
potential solution is ensuring that employees
feel wvalued, satisfied with theit work, and
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committed to the organization. Therefore,

initiatives aimed at enhancing employee
welfare, providing fair remuneration, and
fostering  visionary leadership should be

prioritized to improve employee performance.
Despite identifying various factors that
influence  employee  performance, their
implementation often faces challenges. Issues
such as a lack of visionary leadership, unfair
remuneration, and unsupportive working
conditions can hinder efforts to enhance
performance. Thus, comprehensive evaluations
and effective policies are required to increase
organizational commitment and employee
welfare, ultimately driving optimal
performance. In the context of Teuku Umar
Aceh Jaya Regional General Hospital, the
relationship between job satisfaction, welfare,
and visionary leadership with employee
organizational commitment is particularly
relevant. As a public service institution, the
hospital requires medical and non-medical staff
with  high levels of commitment and
professionalism. Therefore, analyzing how
these factors affect employee commitment is
essential to understanding their role in
professional performance. Overall, this study
aims to identify and analyze the impact of
organizational commitment, remuneration, job
loyalty, and other factors on employee
performance at the North TLabuhanbatu
Regency Education Office. The findings are
expected to inform policy development aimed
at improving employee performance in various
government agencies, particularly in education
and health sectors.

Research Methodology

The research method utilized in this study is a
quantitative approach with a survey design (Ali,
2022). This study aims to analyze the impact of
organizational ~commitment, remuneration,
work loyalty, job satisfaction, welfare, and
visionary leadership on employee performance
within the North TLabuhanbatu Regency
Education Office. Quantitative descriptive
research is used to describe the relationships
among variables through statistical analysis
(Sugiyono, 2017). The population consists of
all  employees working in the North

Labuhanbatu Regency Education Office, and a
sample of 100 employees was selected using a
simple random sampling technique to ensure

representativeness  (Retnawati, 2017). The
variables in this study are divided into
independent  and  dependent  variables.

Independent variables include organizational
commitment (X1), remuneration (X2), job
loyalty (X3), job satisfaction (X4), welfare (X5),
and visionary leadership (X6), which measure
aspects such as employee satisfaction,
commitment, and leadership qualities. The
dependent variable is employee performance
(Y), focusing on the effectiveness and efficiency
of employees’” work. Data collection was
conducted through questionnaires designed
based on relevant indicators for each variable.
The questionnaire is divided into sections
addressing demographic information,
organizational commitment, remuneration, job
loyalty, job satisfaction, welfare, visionary
leadership, and  employee  performance.
Responses are measured using a Likert scale
ranging from "Strongly Disagree" to "Strongly
Agree".

The collected data is analyzed using SPSS
software to perform statistical analysis.
Techniques include descriptive statistics to
summarize respondent characteristics and
variable distributions, validity and reliability
tests to ensure the instrument’s accuracy and
consistency, and classical assumption tests to
evaluate normality, multicollinearity,
heteroscedasticity, and autocorrelation. Multiple
linear regression analysis is applied to determine
the influence of each independent variable on
the dependent variable. Hypotheses are tested
at a significance level of 0.05, with six
hypotheses proposed: organizational
commitment, remuneration, job loyalty, job
satisfaction, welfare, and visionary leadership
positively impact employee performance. If the
p-value for any independent variable is below
0.05, it is concluded that the wvariable
significantly affects employee performance.
This methodology provides a structured
framework to assess how organizational,
financial, and leadership factors influence
employee performance, offering insights for
policy improvement within the North
Labuhanbatu Regency Education Office.
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Results and Discussion

Results

The results of this study were derived from
data  collected  through  questionnaires
distributed to 100 employees of the North
Labuhanbatu Regency Education Office.
Following the completion of data collection,
analysis was conducted using SPSS software to
examine the influence of organizational
commitment, remuneration, job loyalty, job
satisfaction, welfare, and visionary leadership
on employee performance. Descriptive
statistics showed that respondents represented
various demographic categories, including age,
gender, education level, and length of service.
Most respondents were aged between 30 and
40 years, held a bachelor’s degree (S1), and had
worked for over five years. The majority
expressed satisfaction with their working
conditions, remuneration, and organizational
commitment,  although  some  reported
dissatisfaction with welfare and leadership.

The validity and reliability tests confirmed that
the research instruments accurately and
consistently measured the wvariables. All
questionnaire items were valid, with loading
factor values exceeding 0.5, and the Cronbach’s
Alpha reliability test indicated values above 0.7
for all wvariables. Classical assumption tests
demonstrated that the data were normally
distributed, free of multicollinearity,
heteroscedasticity, and autocorrelation issues.
These results validated the data's suitability for
regression analysis. Multiple linear regression
analysis revealed that organizational
commitment, remuneration, job loyalty, job
satisfaction, welfare, and visionary leadership
collectively and individually had a significant
impact on employee performance. The
coefficient of determination (R*) showed that
72% of the variation in employee performance
could be explained by these variables, with the
remaining 28% influenced by other factors not
included in the model. The hypothesis tests
indicated significant positive effects for all
independent variables, with organizational
commitment, remuneration, job loyalty, job
satisfaction, welfare, and visionary leadership
all yielding t-values and significance levels well
below the 0.05 threshold.
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Further analysis based on individual variables
highlighted key insights. Employees with strong
organizational commitment performed better
due to their emotional connection to the

organization’s goals. Adequate and fair
remuneration  aligned  with employee
expectations ~ enhanced  motivation  and

performance. High job loyalty led to improved
dedication and responsibility, while job
satisfaction stemming from favorable working
conditions and relationships boosted morale
and productivity. Employees who perceived
their welfare as sufficient, both financially and
psychologically, were more motivated and

productive.  Lastly, visionary leadership,
characterized by a clear vision and the ability to
inspire,  significantly —improved employee

commitment and performance. In summary,
this study demonstrates that organizational
commitment, remuneration, job loyalty, job
satisfaction, welfare, and visionary leadership
significantly influence employee performance at
the North Labuhanbatu Regency Education
Oftice. These findings align with existing
theories and provide valuable insights for
improving employee performance through
targeted organizational policies.

The Effect of Organizational Commitment
on Employee Performance

The study results indicate that organizational
commitment positively affects employee
performance. Employees with a high level of
commitment to their organization tend to work
harder and align their efforts  with
organizational goals. Organizational
commitment refers to the extent to which
employees feel attached to the organization’s
values and objectives (Meyer & Allen, 1991).
High commitment motivates employees to
contribute maximally and remain with the
organization, which enhances their
performance. The theory of organizational
commitment proposed by Meyer and Allen
(1991) highlights three components: affective,
calculative, and normative. Among these,
affective commitment—emotional attachment
and identification with the organization—has
the strongest influence on performance. In this
study, most employees demonstrated high
affective commitment, positively impacting
their performance. This finding aligns with
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research by Salahudin e¢7 /. (2018), which also
confirmed the significant role of organizational
commitment  in  individual ~ workplace
performance.

The Effect of Remuneration on Employee
Performance

Remuneration, encompassing salaries and
benefits, has been shown to positively
influence employee performance. Employees
who perceive their remuneration as fair and
commensurate with their contributions exhibit
greater motivation and higher productivity.
Motivational theories, such as Herzberg's two-
factor theory, emphasize that adequate rewards
serve as a key driver of job satisfaction and
performance  improvement  (Sobath &
Hasanein, 2020). This study’s findings align
with Damanik (2020), who reported that
remuneration meeting employee expectations

positively  impacts  performance in the
education sector. Adequate salaries and
benefits make employees feel valued,

enhancing their loyalty and motivation.

The Effect of Work Loyalty on Employee
Performance

Employee loyalty significantly correlates with
performance. Loyal employees demonstrate
greater dedication and accountability, actively
working towards organizational objectives. The
organizational citizenship behavior (OCB)
theory (Wirawan, 2013) suggests that loyal
employees frequently engage in proactive
behaviors, such as assisting colleagues and
taking initiative, which extends beyond formal
job requirements. Research by Podsakoff e al.
(1996) found that job loyalty and OCB strongly
influence individual performance. Similarly, this
study highlighted that loyalty among employees
at the North Labuhanbatu Regency Education
Office plays a pivotal role in improving work
quality and productivity.

The Effect of Job Satisfaction on Employee
Performance

Job satisfaction has a significant positive
impact on employee performance. Satisfied
employees, due to favorable working
conditions, supportive environments, and
positive  relationships with colleagues and
superiors, perform more effectively. According

to Locke e al (1976), job satisfaction is
associated with feelings of pleasure or
displeasure toward work. These emotions drive
employees to perform better. This study aligns
with research by Judge e a4/ (2001), which
demonstrated that employees satisfied with
their working conditions, recognition, and
managerial support are more productive and
committed to their roles.

The Effect
Performance
Employee welfare, both financial and non-
financial, has a strong positive relationship with

of Welfare on Employee

performance. Employees who feel
prosperous—economically and
psychologically—are  more motivated to
contribute  meaningfully.  Diener  (2000)

highlighted that psychological and emotional
well-being significantly influences motivation
and productivity in the workplace. Research by
Lyubomirsky ez al. (2005) reinforced this by
linking  personal well-being to enhanced
performance, as happier employees tend to
exert greater effort. This study’s findings are
consistent with Sriwidodo and Haryanto (2010),
who reported that employee welfare positively
affects work productivity.

The Influence of Visionary Leadership on
Employee Performance

Visionary leadership, defined by the ability to
provide clear direction and inspire employees,
positively  affects employee performance.
Leaders with a clear vision who communicate
effectively increase employee motivation and
organizational commitment. Transformational
leadership theory (Bass, 1985) posits that
visionary leaders inspire employees to exceed
expectations and achieve ambitious goals. This
study aligns with research by Bass and Avolio
(1993),  which  found  transformational
leadership significantly influences employee
performance.

Employees at the North Labuhanbatu Regency
Education Office reported feeling motivated
and inspired by visionary leaders, resulting in
better performance. In conclusion,
organizational ~commitment, remuneration,
work loyalty, job satisfaction, welfare, and
visionary leadership all significantly contribute
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to employee performance. These findings
highlight the importance of addressing these
factors to foster a high-performing workforce.

Discussion

The findings of this study highlight the
significant  influence  of  organizational
commitment, remuneration, job loyalty, job
satisfaction, welfare, and visionary leadership
on employee performance. Organizational
commitment was shown to positively impact
performance, as employees with a strong
emotional bond to their organization’s values
and goals tend to contribute more effectively.
Meyer and Allen’s (1991) theory, which
emphasizes affective commitment as the
strongest driver of performance, aligns with
this finding. Similarly, Latief ¢z 2/ (2019) and
Salahudin e a/. (2018) demonstrated the critical
role of commitment in fostering accountability
and teamwork, reinforcing its importance in
enhancing productivity. Remuneration,
encompassing salaries and benefits, emerged as
a key factor in motivating employees and
improving their performance. Employees who
perceive their compensation as fair and
adequate feel valued and exhibit higher morale.

These results align with Herzberg’s two-factor
theory as highlighted by Sobaih and Hasanein
(2020), which identifies fair remuneration as a
critical motivator. Studies by Damanik (2020)
and Amaliya e# al. (2024) further underscore the
importance of structured remuneration systems
in sustaining motivation and performance in
public and education sectors. Job loyalty
significantly affects employee performance by
fostering dedication and proactive behaviors
that go beyond formal job responsibilities.
Wirawan’s (2013) organizational citizenship
behavior (OCB) theory supports  this,
emphasizing that loyal employees actively
contribute to organizational success. Podsakoff
et al. (1996) also found a strong relationship
between loyalty and individual performance,
consistent with the findings of this study,
where high loyalty among employees at the
North Labuhanbatu Regency Education Oftfice
was linked to greater productivity. Job
satisfaction also plays a critical role in employee
performance. Satisfied employees, who enjoy
favorable working conditions, supportive
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relationships, and recognition, are more
motivated and productive. This aligns with
Locke ez al. (1976), who linked job satisfaction
to feelings of pleasure derived from work, and
Judge et al (2001), who demonstrated that
satisfaction with workplace support enhances
engagement and commitment. Pratiwi and

Apriandi  (2019) similarly emphasized the
importance of  recognizing employee
contributions in fostering job satisfaction.

Welfare, both financial and psychological, was
found to have a strong positive relationship
with performance. Employees who feel secure
and prosperous are motivated to
contribute meaningfully to organizational goals.
Diener (2000) and Lyubomirsky ez a/. (2005)
emphasized that psychological well-being
significantly impacts motivation and energy
levels at work. This study’s findings are
consistent with Sriwidodo and Haryanto (2010),
who demonstrated that comprehensive welfare
programs positively affect employee
productivity by addressing material and
emotional needs.

more

Visionary
employee

leadership
performance by
motivating ~ employees to  align  with
organizational ~ objectives.  Leaders  who
effectively communicate a clear vision foster
higher morale and commitment, consistent with
transformational leadership theory (Bass, 1985).
Bass and Avolio (1993) emphasized the role of
visionary leaders in driving a culture of high
performance, a finding echoed in this study,
where employees inspired by their leaders’
vision reported higher productivity. Jamaluddin
et al. (2021) further reinforced that leadership
clarity enhances employee motivation and
effectiveness. In summary, the interplay among
these factors highlights a multifaceted approach
to  enhancing  employee  performance.
Organizational commitment and job loyalty
create a foundation for belonging and
dedication, while remuneration and welfare
address employees’ financial and psychological
needs. Job satisfaction and visionary leadership
enhance intrinsic motivation and align
employees with long-term organizational goals.
Together, these factors foster a supportive and
productive work environment that drives
sustained performance. These findings provide

significantly ~ impacts
inspiring  and
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valuable insights for organizational leaders and
policymakers in designing strategies to optimize
employee performance and achieve
organizational success.

Conclusion

Based on the results of this research and their
alignment with prior studies and theories, it can
be concluded that organizational commitment,
remuneration, job loyalty, job satisfaction,
welfare, and visionary leadership have a
significant and interrelated influence on
employee  performance at the North
Labuhanbatu Regency Education Office. These
factors  collectively  enhance  employee
motivation, productivity, and overall
performance, which are crucial for achieving
organizational goals. Organizational
commitment has a strong and direct impact on
employee performance. Employees who feel
emotionally and professionally attached to their
organization are more likely to exert extra
effort to accomplish organizational objectives.
This attachment is bolstered by satisfaction
with favorable working conditions and
supportive relationships with superiors and
colleagues, as emphasized by Meyer and Allen's
(1991) theory of organizational commitment.
Such commitment fosters a culture of
accountability and performance excellence.

Fair and adequate remuneration is another
critical factor that significantly impacts
employee performance. When employees
perceive that their wages and benefits are
equitable and aligned with their contributions,
they feel valued and motivated to perform at
their best. This finding is consistent with
motivational theories, such as Herzberg's two-
factor theory, which suggests that appropriate
rewards play a pivotal role in improving morale
and productivity (Sobaih & Hasanein, 2020).
Job loyalty also plays a vital role in enhancing
performance. Employees with high loyalty to
their organization display dedication to their
duties and responsibilities, often going beyond

their formal obligations to maintain the
organization's reputation. This loyalty is
reflected in positive behaviors, such as

organizational citizenship behavior (OCB),

which contribute to the achievement of
organizational goals (Podsakoff et al., 1996).
Strengthening employee loyalty fosters a more
cohesive and committed workforce. Job
satisfaction has proven to be equally influential
in  determining  performance.  Satisfied
employees, who experience favorable working
conditions, recognition, and positive
interpersonal relationships, exhibit higher levels
of motivation and enthusiasm in their work.
This is supported by Locke et al. (1976), who
associated job satisfaction with a sense of
pleasure derived from work, which drives
improved  performance.  Ensuring  job
satisfaction  through supportive workplace
practices is therefore integral to sustaining high
productivity. Welfare, both financial and
psychological, has a significant impact on
employee performance. Employees who feel
materially and emotionally supported are more
motivated to perform productively. Diener
(2000) emphasized that well-being positively
influences  workplace ~ motivation  and
productivity. When employees perceive that
their welfare needs are met, their quality of life
improves, leading to enhanced work outcomes.

Visionary leadership is another essential factor
that shapes employee performance. Leaders
with a clear vision inspire and motivate
employees to work with greater dedication and
enthusiasm toward common organizational
goals. Visionary leadership also strengthens
employee commitment, satisfaction, and loyalty,
fostering a positive and productive work
environment. Bass and  Avolio  (1993)
highlighted the transformational power of
visionary leadership in aligning employee efforts
with long-term objectives. In conclusion, this
research underscores the importance of these
six factors in creating a supportive and high-
performing work environment. The North
Labuhanbatu Regency Education Office should
prioritize initiatives to enhance welfare, ensure
fair remuneration, cultivate job satisfaction, and
foster visionary leadership. By doing so, the
organization can achieve its objectives more
effectively and efficiently while supporting its
employees’ professional growth and
performance.
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