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Abstract: The study aims to investigate the impact of self-esteem and self-efficacy on the performance 
of medical personnel by making job satisfaction variables as mediators. The research design used is 
causal associative research. Data were collected from 87 respondents consisting of doctors, nurses, and 
midwives at private hospitals in Mataram City, namely Risa Hospital, Harapan Keluarga Hospital, and 
Siti Hajar Islamic Hospital. This study was analyzed using path analysis equipped with instrument tests 
using structural equation modeling (SEM). The research results revealed that self-esteem and self-
efficacy have a positive and significant effect on the job satisfaction of medical personnel. Self-esteem 
and self-efficacy also have a positive and significant impact on performance. Job satisfaction has a 
positive and significant effect on the performance of medical personnel. Job satisfaction does not mediate 
the impact of self-esteem on performance. Self-efficacy also does not affect the performance of medical 
personnel through the mediation of job satisfaction. The study results provide practical implications for 
hospital management, such as improving the performance of medical personnel, and they must design 
and implement programs that can increase self-esteem, self-efficacy, and job satisfaction. 

Keywords: Job satisfaction, Performance, Self-efficacy, Self-esteem. 

 
1. Introduction  

Human resources are undeniably one of the most critical assets for a company or other organization. 
The role of human resources is seen in the quantity of work results and the quality produced [1]. The 
timeliness of work, therefore, employee performance needs to be the center of attention of the company, 
fostered and directed, and how employees feel their abilities are accommodated. Several factors, such as 
individual factors, leadership factors, compensation, discipline, and motivation, can determine this 
performance [2]. 

Each individual has self-confidence through a self-evaluation process referred to as self-esteem and 
also has self-efficacy, namely self-confidence about his ability to complete work, and the performance of 
an individual is also influenced by the characteristics of the work provided, whether it is by him or his 
abilities. The performance is influenced by ability, self-esteem, self-efficacy, leadership, motivation, 
discipline, work structure, how to design work, what money will be made and who does it, and whether 
the job characteristics match the employee concerned [3].   

Self Esteem is a thought of one's ability that can be obtained from the results of self-evaluation and 
the extent to which an individual feels able to accept, like, and be able to master something in front of 
him and also the extent of one's confidence in solving the problems faced, including the work assigned 
to him. Self-efficacy is a person's self-confidence and ability to perform a task—confidence in his ability 
to control the situation and produce profitable things. The indicators are challenging tasks, training, 
supportive leadership, colleagues' success, relationships with fellow employees, and confidence in doing 
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the job [4]. Job satisfaction is a person's positive feeling towards work, which results from evaluating 
what has been done, with indicators of liking work, loving work, positive work morale, and discipline 
[2]. The factors that affect job satisfaction come from individual characteristics, including health, 
intelligence, background, emotions, mindset, attitudes, and personality. The impact of satisfaction is 
loyalty, achievement, loyalty, ignoring, expressing opinions, and exit. 

Studies of the relationship between self-esteem, self-efficacy, job satisfaction, and performance prove 
contradictory findings. Judge and Bono [5] found that employees with high self-esteem are more likely 
to experience job satisfaction than employees with low self-esteem, proving a reasonably high 
correlation between self-esteem and job satisfaction. Ghaleh et al. [6] prove that self-efficacy and self-
esteem positively impact nurses' job satisfaction. Demir [7] also revealed a positive relationship 
between self-efficacy and various aspects of job satisfaction. Zorlu [8] found that perceptions of self-
esteem and self-efficacy could change the negative effect of role stress on job satisfaction into a positive 
impact when these two variables were used together. Peng and Mao [9] use self-efficacy as a mediator, 
where employees better suited to their jobs feel higher self-efficacy, increasing job satisfaction. Cayupe 
et al. [10] revealed the importance of self-efficacy on job satisfaction and performance. Job satisfaction 
acts as a mediator in this relationship. 

Professions or jobs related to services to the community must get job satisfaction and are required 
to have high performance, especially in the field of health, associated with the high human spirit. As 
happened at Siti Hajar Hospital, Mataram city, this hospital has 137 employees who work in various 
work units such as management and administration, emergency room, outpatient, inpatient, ICU, and 
laboratory. Risa Hospital, Harapan Keluarga Hospital, and Siti Hajar Islamic Hospital are extensive and 
complete private hospitals serving all societal elements. Hospitals with many patients, with much work 
that medical employees must handle, still find medical employees and medics who do not master and 
ignore work. This phenomenon shows that the satisfaction and performance of medical personnel are 
not optimal, which may be caused by self-esteem and self-efficacy; for that, the researcher wants to 
research to analyze more deeply. Then, the author seeks to examine the role of job satisfaction in 
mediating the influence of self-efficacy and self-esteem on the performance of Siti Hajar Hospital, 
Mataram City employees. 
 

2. Literature Review  
2.1. Job satisfaction 

Job satisfaction is a person's positive or pleasant feelings about work results after evaluation [11]. 
This satisfaction comes from a person's internal work, intelligence, confidence, self-confidence, 
personality, and individual characteristics, as well as from external individuals, such as leaders, 
coworkers, regulations, and working conditions. Job satisfaction can impact loyalty, obedience, 
discipline, productivity, and turnover performance [12]. 
 
2.2. Performance 

Performance results from a person's completion of the work given [13]. Performance results from 
work or process as a level of success, seen from quantity and quality [14-16].   

 
2.3. Self-Efficacy  

Self-efficacy is a person's perception of how good he is and his abilities in certain situations. Self-
efficacy is related to self-confidence, having the ability to do what others expect from him [17]. 
According to Rosenberg [18], self-esteem is part of a person's personality in a person's life, which is 
often called self-esteem. With low self-esteem, a person usually feels anxious, depressed, and unhappy; 
on the other hand, someone who has high self-confidence will feel optimistic, enthusiastic, and more 
cheerful and can avoid depression. 
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2.5. Hypothesis 
Based on the background and conceptual framework shown in Figure 1, the research hypotheses 

that were tested statistically were: 
H1: Self-esteem has a positive impact on the job satisfaction of medical personnel in hospitals. 
H2: Self-efficacy has a positive impact on the job satisfaction of medical personnel in hospitals. 
H3: Self-esteem has a positive impact on the performance of medical personnel in hospitals. 
H4: Self-efficacy has a positive impact on the performance of medical personnel in hospitals. 
H5: Job satisfaction has a positive impact on the performance of medical personnel in hospitals. 
H6: Self-esteem has a positive impact on the performance of medical personnel through job satisfaction. 
H7: Work self-efficacy has an impact on the performance of medical personnel through job satisfaction. 
 

 
Figure 1.  
Conceptual framework. 

 

3. Research Methodology 
This research is associative because it explains the influence or relationship (causal) between 

variables. The population in this study consisted of all employees of the largest private hospitals, namely 
Risa Hospital, Harapan Keluarga Hospital, and Siti Hajar Islamic Hospital, Mataram City, West Nusa 
Tenggara Province. This study took medical personnel consisting of nurses and midwives, as many as 
312 doctors (nurses and midwives), and 337 doctors in the three private hospitals. The sample size was 
86.6 and rounded up to 87 people. Data collection: Personally administrated questionnaires or mail 
surveys were carried out for data collection. This is done by distributing questionnaires as a list of 
questions (Questionnaire) to respondents with related questions (structured questionnaire). The analysis 
procedure uses the SPSS application. 

 

4. Results  
Most respondents aged <40 years old are mature, who already have confidence in working and 

dominate the age of medical personnel in private hospitals in Mataram city. The number of malware 
respondents was 55 people, 62.7%, and 32 were female, with a percentage of 37.3%. It can be concluded 
that respondents in this study. S1 education level of as many as 47 people or 64.7%, is the most 
dominating education of medical personnel, education that is by the demands of the job, followed by S2 
or specialist education, which can work better and gives confidence to accelerate the recovery of these 
patients as many as 33 people or around 32% of the respondents studied. Tables 1, 2, and 3 show that 
the validity test measures how well the instrument measures a particular concept. The validity test is 
carried out on each question/indicator that forms a specific variable. 
 
 
 

 



1215 

 

 

Edelweiss Applied Science and Technology 
ISSN: 2576-8484 

Vol. 8, No. 4: 1212-1221, 2024 
DOI: 10.55214/25768484.v8i4.1496 
© 2024 by the authors; licensee Learning Gate 

 

Table 1.  
Self-esteem validity test. 

Question item Corrected item-total correlation r-table Validity criteria 
X1.1 0.774 0,3 Valid 
X1.2 0.745 0,3 Valid 
X1.3 0.778 0,3 Valid 
X1.4 0.770 0,3 Valid 
X1.5 0.794 0,3 Valid 

 
Table 1 shows that the item corrected item-total correlation> 0.3, so it can be said that Self-esteem 

is declared Valid. 
 

Table 2.  
Self-efficacy validity test. 

Question item Corrected item-total correlation r-table Validity criteria 
X1.1 0.822 0,3 Valid 
X1.2 0.770 0,3 Valid 
X1.3 0.748 0,3 Valid 
X1.4 0.715 0,3 Valid 
X1.5 0.795 0,3 Valid 

 
Table 3.  
Job satisfaction validation test. 

Question item Corrected item-total correlation r-table Validity criteria 
X3.1 0.813 0,3 Valid 
X3.2 0.800 0,3 Valid 
X3.3 0.780 0,3 Valid 
X3.4 777 0,3 Valid 
X3.5 0.799 0,3 Valid 
X3.6 0.805 0,3 Valid 
X3.7 808 0,3 Valid 

 
Table 4.  
Performance validation test.  

Question item Corrected item-total correlation r-table Validity criteria 
Y1 0.763 0,3 Valid 
Y2 0.735 0,3 Valid 
Y3 785 0,3 Valid 
Y4 0.745 0,3 Valid 
Y5 0.779 0,3 Valid 
Y6 0.832 0,3 Valid 

 
Table 4 shows that reliability testing used the alpha formula in the SPSS 20.0 for Windows program. 

The instrument is said to be reliable or reliable if it has a reliability coefficient ≥ 0.6 and vice versa. The 
reliability test results for each variable, namely Self-esteem, Self-efficacy, Job Satisfaction, and 
Performance, can be seen in Table 4. Table 4 shows that all variables X1, X2, X3, and Y have 
Cronbach's alpha> 0.6, which means that these variables are reliable.  
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Table 5.  
Reliability test results. 

Variables Cronbach's alpha Critical value Reliability criteria 
Self esteem 0.901 0,6 Reliable 
Self efficacy 0.910 0,6 Reliable 
Job satisfaction 0.920 0,6 Reliable 
Performance 0.938 0,6 Reliable 

 
The normality test is carried out to test whether the independent, control, and dependent variables 

used have a normal distribution in the multiple regression equation. The normality test was carried out 
on the sample using the Kolmogrov-Smirnov test to determine the degree of confidence (a) of 5%. The 
test criteria by looking at the Kolmogorov-Smirnov test are as follows: If the significance is >0.05, then 
the data is usually distributed. If the importance <0.05, then the data is not normally distributed. Based 
on the normality test results from the Normal P-P Plot, it is known that the plotting points contained in 
the image follow and approach the diagonal line. So, the data in this study, which will be used for 
decision-making using probability plot techniques, can be generally distributed of the research variables, 
namely Self-Esteem, Self-Efficacy, Job Satisfaction, and Performance, 0.200. Because the Asymp.Sig (2-
tailed) value = 0.200> 0.05, it can be concluded that the fourth of the research variable data is normally 
distributed. 

The multicollinearity test aims to determine whether each independent variable is linearly related 
and whether t h e  independent variables in the model have a perfect or near-perfect relationship. In 
this study, the presence or absence of multicollinearity can be seen from the tolerance value and its 
opposite and the variance inflation factor (VIF). How to determine whether there is a deviation from the 
multicollinearity test is by looking at the tolerance and VIF values of each independent variable; if the 
tolerance value> 0.10 and the VIF value < 10, then the data is accessible from multicollinearity 
symptoms, and vice versa. From the multicollinearity test results, it can be seen: 1) The tolerance value 
of the Self-esteem variable (X1), namely 0.499, is more significant than 0.10. Meanwhile, the VIF value 
of the Self-esteem variable (X1), namely 2,002, is smaller than 10.00, so it can be concluded that there is 
no multicollinearity or the data is accessible from multicollinearity. 2) The tolerance value of the Self 
Efficacy (X2) variable, namely 0.431, is more significant than 0.10. Meanwhile, the VIF value of the Self 
Efficacy variable (X2), namely 2.321, is smaller than 10.00, so it can be concluded that there is no 
multicollinearity or the data is accessible from multicollinearity. The tolerance value of the Satisfaction 
variable (Z), namely 0.367, is more significant than 0.10. Meanwhile, the VIF value of the Job 
Satisfaction variable (Z), namely 2.728, is smaller than 10.00, so it can be concluded that there is no 
multicollinearity or the data is accessible from multicollinearity. 

The heteroscedasticity test is conducted to test whether, in a regression model, there is an 
inequality of variance from the residuals of one observation to one conservation. The heteroscedasticity 
test is done by looking at the residual distribution; if the residual distribution does not form a pattern, 
then there are no symptoms of heteroscedasticity in this study. The path analysis method is used to test 
the hypothesis put forward. Path analysis is used to determine the effect of Self-esteem (X1) and Self-
esteem (X2) variables on Job Satisfaction (Z) and to determine the impact of self-esteem (X1), Self-
Efficacy (X2), and Job Satisfaction (Z) variables on Medical Personnel Performance (Y). The following 
are the results of the path analysis in the table below: 
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Table 6. 
Path analysis test results. 

Influence  SC BETA (Path coefficient) 
Effect of X1 on Z 0,390 
Effect of X2 on Z 0,459 
Effect of X1 on Y 0,267 
Effect of X2 on Y 0,225 
Effect of Z on Y 0,439 

 
Table 6 shows that the Path Coefficient of the Self-esteem Variable (X1) 

a. In Equation 1, the path coefficient of the self-esteem variable is 0.390. This indicates that self-
esteem (X1) positively affects medical staff's job satisfaction (Z). 

b. In Equation 2, the path coefficient of the self-esteem variable is 0.267. This shows that self-esteem 
(X1) positively affects the performance of medical personnel (Y). Path coefficient of self-efficacy 
variable (X2) 

c. In Equation 1, the path coefficient of the self-efficacy variable is 0.459. This shows that 
Compensation (X2) positively affects medical personnel's job satisfaction (Z). 

d. In Equation 2, the path coefficient of the self-efficacy variable is 0.225. This shows that self-
efficacy (X2) affects the performance of medical personnel (Y) and the path coefficient of the job 
satisfaction variable (Z). In equation 2, the path coefficient of the job satisfaction variable is 0.439. 
This shows that job satisfaction (Z) positively affects the performance of medical personnel (Y). 

The t-test is used to see the significance of the influence of each variable between the variables of 
self-esteem (X1) and self-efficacy (X2) on job satisfaction (Z), as well as to determine the effect of self-
esteem variables (X1), self-efficacy (X2), and job satisfaction (Z) on the performance of medical 
personnel. The following are the results of the t-count calculation and each variable's significance level. 
 

Table 7. 
Regression coefficient testing. 

Variables T count t table Value significance Description 
Self esteem (X1) 3,541 1,986 0.001 Significant 
Self-efficacy (X2) 4,118 1,986 0.000 Significant 

 
Table 7 shows that confidence level is obtained by determining the confidence level, namely 0.05: 2 

= 0.025, and the degree of freedom, 87-4 = 84. This means that the t table value can be seen in the 0.025 
confidence level column in the 84 column with a t table value of 1.986. The self-esteem variable has a t 
value more significant than the t table, namely 2.632> 1.986. This shows that H3 is accepted, which 
means that self-esteem has a positive and significant effect on the performance of medical personnel in 
private hospitals in Mataram City, West Nusa Tenggara. The self-efficacy variable has a t value more 
significant than the t table, namely 2.175> 1.986. This shows that H4 is accepted, which gives a positive 
and significant effect of self-efficacy on the performance of medical personnel in private hospitals in 
Mataram City, West Nusa Tenggara. The job satisfaction variable has a t value more significant than 
the t table, namely 4.683> 1.986. This shows that H5 is accepted, which means that job satisfaction has 
a positive and significant effect on the performance of medical personnel in private hospitals in the city 
of Mataram, West Nusa Tenggara. 
 

5. Discussion 
Based on the tests that have been carried out, it can be concluded that self-esteem positively and 

significantly affects job satisfaction. This result is shown from the path analysis value of 0.390 or 39%; 
the path analysis value is positive, which means that when the self-esteem given increases, it will 
increase the job satisfaction of medical personnel in private hospitals in the city of Mataram, West Nusa 
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Tenggara and the significance obtained is 0.001 less than 0.05. So, it is concluded that H1 is accepted; 
there is a positive and significant effect of self-esteem (X1) on medical personnel's job satisfaction (Z). 
So, i1 is received, and there is a positive influence and sign of self-esteem (X1) on medical personnel's 
job satisfaction (Z) in private hospitals in the city of Mataram, West Nusa Tenggara. 

How much do medical personnel in private hospitals in Mataram City appreciate and like 
themselves without seeing the conditions and situations they face? Self-esteem is an essential factor in 
providing job satisfaction and working well. In this case, self-esteem determines the direction of the 
organization's goals. According to the theory put forward by Baron and Byrne [19], self-esteem needs 
to be evaluated so that employees can develop themselves according to what is expected, including 
increasing their satisfaction at work. One of the primary purposes of employees staying to work in an 
agency is how an employee feels someone is valuable and feels able to work as expected in the place 
where the employee works. These feelings can increase one's self-satisfaction at work. These results are 
supported by previous research conducted by Alavi and Askaripur [20], who revealed a significant 
relationship between self-esteem and job satisfaction. Satuf et al. [21] found self-esteem to have a 
protective effect on job satisfaction. 

Based on the tests that have been carried out, it can be concluded that self-efficacy positively and 
significantly affects job satisfaction. This result is shown from the path analysis value of 0.45; the 
positive path analysis value means that when self-efficacy increases, job satisfaction will increase,n, and 
the significance obtained is 0.000 less than 0.05. So it is concluded that H2 is accepted, there is a positive 
and significant effect of self-efficacy (X2) on job satisfaction (Z). So, it is concluded that H2 is accepted; 
there is a positive and significant effect of self-efficacy (X2) on medical personnel's job satisfaction (Z) in 
private hospitals in Mataram City, West Nusa Tenggara. Fallah [22] states that a person's self-
confidence, the extent to which the person can complete the tasks given to him, will be able to provide 
enthusiasm and work as well as possible and, in the end, can also increase satisfaction in that person. 
Demir [7] found that self-efficacy significantly positively affects job satisfaction.  

Based on the tests that have been carried out, it can be concluded that self-esteem has a positive and 
significant effect on employee performance. This result is shown from the path analysis value of 0, 267. 
The path analysis value, which is positive, means that when the given self-efficacy increases, it will 
improve the performance of medical personnel in private hospitals in Mataram City, West Nusa 
Tenggara. and the significance obtained is 0.010, more diminutive than 0.05. It can be concluded that 
H3 is accepted; there is a positive and significant effect of self-esteem (X1) on the performance of 
medical personnel in private hospitals in Mataram, West Nusa Tenggara. An organization that 
successfully achieves its goals and can meet its responsibilities will depend on its employees, especially 
those with self-esteem and respect for themselves and their environment. Employees who have good 
self-esteem will work earnestly to improve job performance for the common good, Barron and Byerne. 
This study's results align with previous research by Akgunduz [23], which found that self-esteem 
affects employee performance. Ferris et al. [24] show that self-esteem positively and significantly 
affects employee performance. 

Based on the tests, self-efficacy positively and significantly affects employee performance. This 
result is shown from the path analysis value of 0.255. The path analysis value, which is positive, means 
that when compensation increases, it will improve employee performance, and the significance obtained 
is 0.00 less than 0.05. So, it is concluded that H4 is accepted; there is a positive and significant effect of 
self-efficacy (X4) on employee performance (Y). So c, H4 is accepted, and there is a positive and 
significant effect of self-efficacy (X4) on Employee Performance (Y). Self-efficacy can improve employee 
performance. Self-efficacy is one of the factors directly or indirectly affecting high and low job 
satisfaction and employee performance. Self-efficacy in employees dramatically affects job satisfaction 
and performance because it should be self-efficacy that exists in employees must be maintained if 
necessary to be improved. The research results align with the findings of Maria et al. [25], which 
revealed that self-efficacy significantly affects employee performance. 
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Based on the tests, job satisfaction positively and significantly affects employee performance. This 
result is shown from the path analysis value of 0.439, which is positive, which means that when job 
satisfaction increases, it will improve employee performance. The significance obtained is 0.030, less 
than 0.05. So, it is concluded that H5 accepts significant satisfaction (Z) in employee performance (Y). 
So, H5 is accepted as considerable satisfaction (Z) on Employee Performance (Y). 

According to Riyanto et al. [26] states that an employee who is dissatisfied with his job can job 
satisfaction work better to improve himself. So, high and reasonable satisfaction is reflected in the sense 
of responsibility and passion for work that creates a desire to work and give the best in his work. If 
someone is encouraged or has job satisfaction, that person's performance will increase, and completing 
tasks and responsibilities at work will speed up [27]. This is also shown by the questionnaire 
respondents filled out, which states that hard work, efforts to progress, and colleagues can significantly 
improve performance. These results align with research conducted by Ricardianto et al. [28], which 
shows that satisfaction has a positive and significant effect on performance. If job satisfaction is high, 
then the performance. 

The calculation results by calculating the indirect effect path also show that the influence is positive 
because the magnitude of the path coefficient is 0.802. Based on these results, it can also be seen that the 
effect of self-esteem (X1) on employee performance (Y) indirectly is 0.171. The calculation results 
obtained show that the impact of self-esteem (X1) indirectly through performance (Z) on Employee 
Performance (Y) of 0.171 is smaller than the effect of self-esteem (X1) directly on Employee 
Performance (Y) of 0.267. This result is that the direct calculation by not using the intervening variable 
of job satisfaction is better than using the intervening variable of job satisfaction with the result of a 
contribution of 0.267, it can be concluded that job satisfaction (Z) is not able to be a variable that 
mediates between self-esteem (X1) on Employee Performance (Y) because the results of indirect 
calculation of self-esteem on employee performance through job satisfaction are smaller than the direct 
calculation of self-esteem on employee performance. 

These results are based on research conducted by Pierce and Gardner [29], which shows that self-
esteem indirectly through work motivation has a smaller value than the direct effect of self-esteem on 
employee performance. So, job satisfaction did not succeed in becoming an intervening variable between 
self-esteem and employee performance. The impact of self-esteem on performance through job 
satisfaction is an intervening variable, which means H6 is rejected. Likewise, the results of the 
calculation of self-efficacy on performance through job satisfaction show that the indirect effect is 
smaller than the direct effect, namely the 0.201 indirect effect, while the direct impact is 0.225, which 
means H7 is rejected. The results of the calculation using the significance test and the two-way 
significance level of 0.025 shows that the calculated t value of Compensation (X2) The calculated t value 
is smaller than the t table, so it can be concluded that H7 is rejected, self-efficacy (X2) has no significant 
effect on Employee Performance (Y) through job satisfaction (Z) Research conducted by Peng and Mao 
[9] with results that match the results in this study. The results of his research indicate that job 
satisfaction cannot mediate the effect of self-efficacy on performance.  
  

6. Conclusions 
Self-esteem has a positive and significant effect on job satisfaction. Self-efficacy has a positive and 

significant impact on job satisfaction. Self-esteem has a positive and significant effect on performance. 
Self-efficacy has a positive and significant impact on performance. Job satisfaction positively and 
significantly affects medical personnel's performance in Mataram City private hospitals. Self-esteem 
does not significantly affect employee performance through job satisfaction because the t count is 
smaller than the t table value with a two-way sig—level of 0.025. The direct effect of self-esteem on the 
performance of medical personnel directly by not using the intervening variable of job satisfaction is 
better than using the intervening variable of job satisfaction. So, job satisfaction cannot be a mediating 
or intervening variable between self-esteem and performance. Self-efficacy does not significantly affect 
the performance of medical personnel through job satisfaction because the t count is smaller than the t 
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table value with a two-way sig. Level of 0.025. The direct effect of self-efficacy on employee performance 
in a direct way by not using job satisfaction intervening variables the riser than using job satisfaction 
intervening variables. The value of the direct effect is greater than the indirect effect. So, job satisfaction 
cannot be a mediating or intervening variable between self-efficacy and performance. 

Based on the discussion of the research results, conclusions, and research that the researchers have 
presented above, suggestions can be given, namely: based on the results of research on self-esteem, 
almost all indicators are high but seen from the average has the lowest value among these indicators, 
has the lowest value, namely the medical staff feel that the people around them do not accept them well 
for that the researcher suggests, it is necessary to have introductions between employees, get to know 
each other, if required there is a family gathering event so that between employees know each other and 
can fill each other between medical personnel and others, with the hope that self-esteem will get better. 
From the data collected, self-efficacy is a high category, where all indicators show a high medical 
personnel response. However, the indicator of medical personnel's persistence in completing tasks is the 
lowest score; it needs to be suggested that the institution provides better training or learning to these 
medical personnel to grow confidence that they can work more persistently. Based on the results of 
research on job satisfaction, almost all indicators are high, but judging from the average satisfaction 
from the income they get has the lowest score; for this reason, researchers suggest that private hospitals 
in the city of Mataram pay more attention to their rights related to income to be better, maybe there is 
overtime pay, food money, transfer money, so that medical satisfaction can be even better. 
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References  
[1] NA. Vizano, A.A. Sutawidjaya, and E, Endri, “The Effect of Compensation and Career on Turnover Intention: Evidence 

from Indonesia,” Journal of Asian Finance, Economics, and Business, vol. 8, no, 1, pp. 471-478, 2021. 
https://doi.org/10.13106/jafeb.2021.vol8.no1.471 

[2] R.R. Alhempi, L.O.L. Ola, A. Junaidi, S. Satriadi, B. Supeno, and E. Endri,”Effects of Leadership and Work Discipline 
on Employee Performance: The Mediation Role of Work Motivation,” Quality Access to Success, vol. 25, no. 198, pp. 
372-380, 2024. https://doi.org/10.47750/QAS/25.198.39 

[3] J.L. Pierce and D.G. Gardner, D. G, “Self-esteem within the work and organizational context: A review of the 
organization-based self-esteem literature,” Journal of Management, vol. 30, no. 5, pp. 591–622, 2004. 
https://doi.org/10.1016/j.jm.2003.10.001 

[4] D. Hapsari, S. Riyanto, and E. Endri, E, “The Role of Transformational Leadership in Building Organizational 
Citizenship: The Civil Servants of Indonesia,” Journal of Asian Finance, Economics, and Business, vol. 8, no. 2, pp. 595-
604, 2021. https://doi.org/10.13106/jafeb.2021.vol8.no2.0595 

[5] T.A. Judge and J.E. Bono, J. E, “Relationship of core self-evaluation traits—self-esteem, generalized self-efficacy, 
locus of control, and emotional stability—with job satisfaction and job performance: A meta-analysis,” Journal of 
Applied Psychology, vol. 86, no. 1, pp. 80–92, 2021. https://doi.org/10.1037/0021-9010.86.1.80 

[6] R.J. Ghaleh, H. Mohsenipouya, A. Hosseinnataj, F. Al‐Mamun, and MA Mamun, “Job satisfaction and the role of 

self‐esteem and self‐efficacy: A cross‐sectional study among Iranian nurses,” Nursing Open, vol. 11, no. 6, pp. 1-8, 
2024. https://doi.org/10.1002/nop2.2215 

[7] S. Demır, “The role of self-efficacy in job satisfaction, organizational commitment, motivation and job 
involvement,” Eurasian Journal of Educational Research, vol. 20, no. 85, pp. 205–224, 2020. 

[8] K. Zorlu, “The perception of self-esteem and self-efficacy as transforming factors in the sources of role stress and job 
satisfaction relationship of employees: A trial of a staged model based on the artificial neural network 
method,” African Journal of Business Management, vol. 6, no. 8, pp. 3014-3025, 2012. 
https://doi.org/10.5897/AJBM11.2345 

[9] Y. Peng and C. Mao, “The impact of person-job fit on job satisfaction: the mediator role of Self-efficacy,” Social 
Indicators Research, vol. 121, pp. 805-813, 2015. https://doi.org/10.1007/s11205-014-0659-x 

[10] J.C. Cayupe, D.H. Bernedo-Moreira, W.C. Morales-García, F.L Alcaraz, K.B.C. Peña, J. Saintila, and A. Flores-
Paredes, “Self-efficacy, organizational commitment, workload as predictors of life satisfaction in elementary school 
teachers: the mediating role of job satisfaction,” Frontiers in Psychology, vol. 14, p. 1066321, 2023. 
https://doi.org/10.3389/fpsyg.2023.1066321 

https://creativecommons.org/licenses/by/4.0/
https://doi.org/10.13106/jafeb.2021.vol8.no1.471
https://doi.org/10.47750/QAS/25.198.39
https://doi.org/10.1016/j.jm.2003.10.001
https://doi.org/10.13106/jafeb.2021.vol8.no2.0595
https://psycnet.apa.org/doi/10.1037/0021-9010.86.1.80
https://doi.org/10.1002/nop2.2215
https://doi.org/10.1007/s11205-014-0659-x
https://doi.org/10.3389/fpsyg.2023.1066321


1221 

 

 

Edelweiss Applied Science and Technology 
ISSN: 2576-8484 

Vol. 8, No. 4: 1212-1221, 2024 
DOI: 10.55214/25768484.v8i4.1496 
© 2024 by the authors; licensee Learning Gate 

 

[11] C.D. Fisher, “Mood and emotions while working: missing pieces of job satisfaction?,” Journal of Organizational 
Behavior: The International Journal of Industrial, Occupational and Organizational Psychology and Behavior, vol. 21, no. 2, 
pp. 185–202, 2020. https://doi.org/10.1002/(SICI)1099-1379(200003)21:2<185::AID-JOB34>3.0.CO;2-M 

[12] A. Permana, M. Aima, E. Ariyanto, A. Nurmahdi, A. Sutawidjaya, and E. Endri, “The effect of compensation and 
career development on lecturer job satisfaction,” Accounting, vol. 7, no. 6, pp. 1287-1292, 2021. 
https://doi.org/10.5267/j.ac.2021.4.011 

[13] M. Suryatni, H. Hailuddin, S. Nururly, S. Thamrin, T. Sariwulan, and E. Endri, “Evaluation of Implementation of 
Organizational Culture, Leadership, and Employment Management,” Academic Journal of Interdisciplinary Studies, vol. 
12, no. 5, pp. 294-307, 2023. https://doi.org/10.36941/ajis-2023-0145 

[14] T.B. Silitonga, B.Sujanto, M.R. Luddin, D. Susita, and E. Endri, “Evaluation of Overseas Field Study Program at the 
Indonesia Defense University,” International Journal of Innovation, Creativity and Change, vol. 12, no. 10, pp. 554-573, 
2020. 

[15] A.B. Saluy, S. Armansyah, M. Djamil, B. Mulyana, S.M. Pramudena, R.T. Rinda, and E. Endri, “Motivation 
Moderating the Influence of Organizational Culture and Leadership on Employment Performance,” WSEAS 
Transactions on Environment and Development, vol. 18, pp. 662-670, 2020. 
https://doi.org//10.37394/232015.2022.18.63 

[16] E. Marlapa, S. Karyatun, T. Yuliantini, L. Pradopo, and E. Endri, “Determinants of sustainable performance: The 
mediating role of strategic agility and the moderating role of leadership,” Uncertain Supply Chain Management, vol. 12, 
no. 4, pp. 2253-2262, 2024. https://doi.org/10.5267/j.uscm.2024.6.006 

[17] D.L. Feltz and ERMAN Öncü, “Self-confidence and self-efficacy,” In Routledge companion to sport and exercise 
psychology (pp. 417-429), 2014. Routledge. 

[18] M. Rosenberg, “Society and the adolescent self-image,” 2015. Princeton University Press. 
[19] R.A. Baron and D.E. Byrne, “Social psychology: Understanding human interaction,” 2004. Boston; Toronto: Allyn and 

Bacon. 
[20] H.R. Alavi and M.R. Askaripur, “The relationship between self-esteem and job satisfaction of personnel in 

government organizations,” Public personnel management, vol. 32, no. 4, pp. 591-600, 2003. 
https://doi.org/10.1177/009102600303200409 

[21] C. Satuf, S. Monteiro, H. Pereira, G. Esgalhado, R. Marina Afonso, and M. Loureiro, “The protective effect of job 
satisfaction in health, happiness, well-being and self-esteem,” International journal of occupational safety and 
ergonomics, vol. 24, no. 2, pp. 181-189, 2018. https://doi.org/10.1080/10803548.2016.1216365 

[22] N. Fallah, “Willingness to communicate in English, communication self-confidence, motivation, shyness and teacher 
immediacy among Iranian English-major undergraduates: A structural equation modeling approach,” Learning and 
Individual Differences, vol. 30, pp. 140–147, 2014. https://doi.org/10.1016/j.lindif.2013.12.006 

[23] Y. Akgunduz, “The influence of self-esteem and role stress on job performance in hotel businesses,” International 
Journal of Contemporary Hospitality Management, vol. 27, no. 6, pp. 1082–1099, 2015 

[24] D.L. Ferris, H. Lian, D.J. Brown, F.X. Pang, and LM Keeping,”Self‐esteem and job performance: The moderating role 

of self‐esteem contingencies,” Personnel Psychology, vol. 63, no. 3, pp. 561–593, 2020. 
[25] S. Maria, D. Lestari, E. Rochaida, DC Darma, and H.R. Rahmawati, “Self-efficacy, organizational commitment, and 

employee performance–from public office,” Cactus Tourism Journal, vol. 1, no. 3, pp. 6-15, 2021 
[26] S. Riyanto, E. Endri, and N. Herlisha, “Effect of work motivation and job satisfaction on employee performance: 

Mediating role of employee engagement,” Problems and Perspectives in Management, vol. 19, no. 3, pp 162-174, 2021. 
https://doi.org// 10.21511/ppm.19(3).2021.14 

[27] A.R. Virgiawan, S. Riyanto, and E. Endri, “Organizational Culture as a Mediator Motivation and Transformational 
Leadership on Employee Performance,” Academic Journal of Interdisciplinary Studies, vol. 10,no. 3, pp. 67-79, 2021 
https://doi.org/10.36941/ajis-2021-0065 

[28] P. Ricardianto, E. Lermatan, M. Thamrin, E. Abdurachman, H. Subagyo, A. Priadi, and  E. Endri, Impact of loading 
and unloading productivity on service user satisfaction,” Uncertain Supply Chain Management, vol. 10, no. 3, pp. 845-
854, 2022. https://doi.org//10.5267/j.uscm.2022.3.010 

[29] J.L. Pierce and D. G. Gardner, “Self-esteem within the work and organizational context: A review of the 
organization-based self-esteem literature,” Journal of Management, vol. 30, no. 5, pp. 591–622, 2004. 
https://doi.org/10.1016/j.jm.2003.10.001 

 
 

 
 

https://doi.org/10.1002/(SICI)1099-1379(200003)21:2%3C185::AID-JOB34%3E3.0.CO;2-M
https://doi.org/10.36941/ajis-2023-0145
https://doi.org/10.1177/009102600303200409
https://doi.org/10.1080/10803548.2016.1216365
https://doi.org/10.1016/j.lindif.2013.12.006
https://doi.org/10.36941/ajis-2021-0065
https://doi.org/10.1016/j.jm.2003.10.001

