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ABSTRACT

The aim of this research is to obtain information and to suggest improvement related to the effect of self-

leadership,organizational culture, and work motivation on job satisfaction at the Karawang Regional General Hospital. Survey was

conducted in this research with 108 samples selected randomly. Data have been analyzed by path analysis. The findings of this

research show that (1) self-leadership effects directly on work motivation (2) organizational culture effects directly on work

motivation and (3) work motivation effects directly on job satisfaction (4) self-leadership effects directly on work motivation; and

(5) organizational culture effects directly on job motivation. Based on those findings it can be concluded that any concern toward

self-leadership, organizational culture, work motivation should be put into strategic planning of human resources development in

increasing job satisfaction at The Karawang Regional Gereral Hospital.

Keywords : self-leadership, work motivation, organizational culture, job satisfaction.

I. INTRODUCTION

The paradigm shift in the government administration needs to be addressed and balanced who have adequate competence

and are in accordance with the demands of the task. Currently,reform and implementation of regional autonomy has a very

strategic position because very dependent on the competencies are possessed and controlled. The work done who need high-value

knowledge and skills will result in job satisfaction which according to Mullins (2005) is complex and multi-concepts that can make

a difference.

Yuan Ting found that there are 3 factors influence namely job characteristics, organizational characteristics, and individual

characteristics. These job characteristics are expressed in the form of salary satisfaction and career development, career clarity, job

clarity, utilization of skills, and significance of assignments. Organizational characteristics are expressed with organizational

culture to the organization and work motivation with coworkers and superiors. Individual characteristics are measured by self-

leadership, spirit to serve the public (public spirit), age, education, race and marital status. The work authority is defined as overall

job satisfaction. There is a great belief that each individual has a direct effect as a substantive effect on his views and reactions to

the environment. This belief is called the self-leadership which is a person's belief in controlling the events in his life. self-

leadership has a good relationship with several variables such as work stress, work ethics, job satisfaction or performance.

Job satisfaction in the Karawang Regional Gereral Hospital shows that in some parts it has not been felt optimally. Some

of the factors have different personal perceptions on job satisfaction, organizational culture, work that is not in accordance with
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their expertise, still lack of facilities and infrastructure. This change in staffing paradigm requires more detailed attention in

relation to the personality aspects, especially self-leadership, organizational culture, work motivation, and the changing job

satisfaction paradigm. The following are question in relation to job satisfaction:

1. Does self-leadership have a positive direct effect on work motivation?

2. Does organizational culture have a direct positive effect on work motivation?

3. Does work motivation have a positive direct effect on job satisfaction?

4. Does self-leadership affect job motivation?

5. Does organizational culture affect job motivation?

II. LITERATURE REVIEW

Self Leadership, Organizational culture, Work motivation, Job Satisfaction

Self-leadership is a process through which individuals control their own behavior, influencing and leading themselves

through the use of specific sets of behavioral and cognitive strategies (Neck and Houghton, 2006). The notion of self-leadership

first arose in the 1980s as a development of selfmanagement theory (Houghton & Neck, 2002; Manz & Sims, 2001). Self-

leadership focuses on the process of self-influencing trough which individuals control their own behavior, influencing and leading

themselves to achieve the self-direction and self-motivation necessary to perform (Tat and Zeitel-Bank, 2013). Self-leadership is

defined as a normative concept, which includes certain cognitive and behavioral rules of self-regulation theory, social cognitive

theory, intrinsic motivation theory and self-control theory (Sesen et al., 2017).

McShane and Glinow (2008) stated that "Organizational culture referring to leaders is truthfulness and tendency to translate

words into deeds. This opinion implies that organizational culture refers to honesty of leaders and tendency to translate words in

deeds. Davis (2006) defines organizational culture as something that is used to establish high standards of personnel for oneself

that are related to honesty, responsibility, respect for others, and fair conduct. This opinion implies that the organizational culture

possessed by employees shows honesty, responsibility, respect for others, and is fair to others.

Work motivation is a type of two-way communication (two-way communication). As stated by West and Turner (2007) that

"Work motivation refers to face-to-face communication between people. DeVito (2004), states "Work motivations as

communication that takes place between two persons who have an established relationship and the people are in some way

"connected". This opinion implies that work motivation occurs between two people who have a defined relationship and are

"connected". Griffin (2006) states, "Work motivation as the process of creating unique shared meaning, but the impact of this

statement depends on images it calls to mind". This opinion shows that work motivation is a process of creating unique meanings

and then conveyed to others. The influence of the message conveyed depends on one's views, which is called understanding.

Newstrom and Davis (2002), states that job satisfaction is a set of feelings of pleasure or displeasure and emotion which is

his view of his work. Based on the research conducted Herzberg divided the situation which influenced a person's attitude towards

his work into two groups, namely the group of satisfiers and dissatisfiers. The group of satisfiers or motivators are factors or

situations that are proven as sources of job satisfaction which consist of achievement, recognition, work itself, responsibility and

advancement.
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III. RESEARCH METHODOLOGY

This research was conducted in order to determine empirically the direct influence of : Self leadership, Organizational

culture, Work Motivation on employees' job satisfaction in Regional Public Hospital Karawang. The research was conducted at

the Regional Public Hospital (Hospital) Karawang, which is located in Karawang, West Java Province. The research was carried

out from June 2015 until August 2015.

Research Methods and Data Analysis Techniques. This study used a survey method with causal approach. The data analysis

will use inferential statistics with Path Analysis Method (Path Analysis) to determine the direct and indirect effect of each variable

of the study. The process of collecting data is conducted by a survey using a questionnaire as a research instrument. There are four

variables that will be analyzed in this study, namely: Self leadership (X1); Organizational culture (X2), Work Motivation (X3),

and Job satisfaction (X4). Population of Research. Target population in this study are employees of health personnel in the

Regional Public Hospital (Hospital) Falkirk. Meanwhile affordable target population of this research are health personnel , they

were civil servants, based on the data amounted to 540 people. Sampling technique. The sample in this study were taken by using

simple random sampling technique for the target population homogeneous health personnel are employees with civil servant status,

the number of samples in this study as many as 108 respondents employee health personnel.

The sample which become the source of the data in this study were 108 employees Regional Public Hospital (Hospital)

Karawang.They were selected using simple random sampling method. Based on data obtained from the questionnaire sheet about

the identity of respondents, it is known 57 respondents (53%) were male and 51 respondents (47%) were female. The data

illustrates that virtually balanced between the number of male employees and female employees. By level of education, it is known

that 73 respondents (68%) educated to bachelor level and 35 respondents (35%) diploma III level. It can be said that the employees

of Regional Public Hospital (Hospital) Karawang are generally educated to bachelor level.

IV. DISCUSSION

Testing Requirements Analysis

Normality test

The testing process is done by testing the normality of the data distribution of the four variables. Summary of test results are

presented in Table 4.5.

Table 1

Normality Test Results Summary Data

No Variable

Statistical Testing

Conclusion

L count Ftable

( =0.05)

1 Self leadership (X1) 0.070 0.085 Normal

2 Organizational culture (X2) 0.067 0.085 Normal

3 Work Motivation (X3) 0.082 0.085 Normal



International Journal of Psychosocial Rehabilitation, Vol. 24, Issue 09, 2020
ISSN: 1475-7192

2465

4 Organizational commitment (X4) 0.054 0.085 Normal

Model and Coefficient Line

Based on the causal model established theoretically, it will obtain the path diagram and calculated value of the coefficient of each

track. Value needs to be known for further calculations adlah simple correlation values are presented in the form of the correlation

coefficient matrix as follows:

Table 2

Simple Matrix Correlation Coefficient Between Variables

X1 X2 X3 X4

X1

X2

X3

X4

1

-

0,640

0,545

- 1

0,835

0,699

0,640

0,835

1

0,633

0,545

0,699

0,633

1

Causal Effect of Variable Examined

Figure 4.1. Model Theory
Research

0246

3,050

0,512

0,721

0,349

0,213

Description :

X1 : Self leadership

X2 : Organizational culture

X3 : Work Motivation

X4 : Job satisfaction.

The coefficient calculation Line
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Path coefficient calculation is based on the correlation coefficient values in Table 4.18. The result of the calculation of the data

shown in the following table:

Table 3

Results Calculation and Testing Coefficient Line

No Coefficient Line t count
t table

= 0.05 = 0.01

1 31 = 0.349 4.330 ** 1.900 2.617

2 41 = 0.246 3.050** 1.900 2.617

3 32 = 0.721 8.946** 1.900 2.617

4 42 = 0.512 6.360** 1.900 2.617

5 43 = 0.213 2.638** 1.900 2.617

Description :

*) : Path coefficient was highly significant (t count> t table) at α = 0.01

V. CONCLUSIONS

Based on the results of hypothesis testing, the fifth hypothesis turns out significantly acceptable.

In this study compiled theoretical model that describes variable variations directly influence self-leadership, organizational

culture, work motivation on Job satisfaction of Regional Public Hospital Karawang.

The results showed that the whole hypothesis is accepted, it is explained that employees at Regional Public Hospital

Karawang affected by variables : Self leadership (X1); Organizational culture (X2), Work Motivation (X3), and Job satisfaction

(X4).

The study also reinforces the theory Jason A. Colquitt, Jeffery A.Lepine and Michel J.Wesson about job satisfaction the

organization's employees. First, that the influence of sef leadership with work motivation. This means there is self leadership to

work in Regional Public Hospital Karawang so the higher the culture of the organization, the higher the motivation to work and

vice versa worse the culture of the organization, the lower the motivation to work. Second, that the influence of organizational

culture and work motivation. This value gives the sense that the variation change of organizational cculture described directly by

the work motivation. Third, that the relationship between work motivation with employee job satisfaction is statistically shown by

the percentage value of 0.519. This value gives the sense that variation changes determined work motivation / explained directly by

job satisfaction. Fourth, that the relationship between self leadership and job satisfaction statistically shown by the percentage

value. This value gives the sense that the variation change of self leadership specified / described directly toward job satisfaction.

Fifth, that the relationship between organizational culture and job motivation statistically shown by the percentage value of 0.045.

This value gives the sense that the variation change of organizational culture specified / described directly toward job motivation.

Therefore, in order to increase job motivation to the Regional Public Hospital (Hospital) Karawang, need to be considered

variable self leadership, organizational culture and work motivation in the strategic plan Regional Public Hospital Karawang from
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the influence of the change in environmental conditions, among others, the influence of the local economy the social, cultural,

demographic and environmental. the political power of government and law, technology strength or strength of competition

however the Regional Public Hospital is still under the control of local government influence.

Recommendation

1. Suggestions to the Director of Karawang Regional General Hospital

To find a new breakthrough to better recognize the weaknesses that exist in the organization/ institution, so that the good sides

need to be improved and the side that still lacks the need to be reconstructed.

2. Suggestions for employees in the Karawang Regional General Hospital

The need for employee to improve positive mindsets through increasing their internal self-leadership. This can be expected to

increase understanding of identity and ability to overcome problems. This organizational culture also needs to be improved by

signing the facts of the organizational culture of employees.

3. Suggestions to Researchers in the field of education

Management should be able to take advantage of the results of this research and try to find other variables that have a direct effect

on job satisfaction. This is very useful in order to find out the other variables that are very dominant which directly influence job

satisfaction in order to increase the professionalism of employees.
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