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ABSTRACT 

This paper discusses the influence of performance appraisal fairness and job satisfaction 
through commitment on job performance among respondents working in Condong Catur 
Hospital (RSCC) in Yogyakarta, Indonesia. This study aims to determine the influence 
of performance appraisal fairness and job satisfaction through commitment on job 
performance. As a quantitative research study, samples were selected by using a survey. 
Data were collected through questionnaires that were distributed to 187 employees of 
RSCC. 155 questionnaires were returned. Data were analyzed via t-test, F-test, multiple 
linear regression, and path analysis. Results indicate that performance appraisal fairness 
and job satisfaction have positive and significant influence on job performance partially 
and simultaneously. Moreover, performance appraisal fairness and job satisfaction have 
positive and significant influence on employee commitment partially and simultaneously. 
However, the direct effect of performance appraisal fairness and job satisfaction on job 
performance is greater than the indirect influence. 
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1. INTRODUCTION 

Employee performance is an important component in an organization. It can 
determine the grade of the organization in the market environment and help achieve the 
organization’s goals. Campbell et al. (1993) defined performance as the behavior or 
action to reach an organizational goal. Performance is the outcome of employees’ work 
(Bernardin et al., 2003). Bates and Holton (1995) stated that performance is 
multidimensional in which measurement depends on various factors. 

Various factors influence employee performance, and one factor is commitment. 
Al-Ahmadi (2008) said that employee performance is influenced by his/her commitment. 
The more committed an employee is to an organization, the harder they work. This idea 
is supported by Mrayyan et al. (2008), Syauta et al. (2012), and Al-Ahmadi (2008) who 
found that commitment and performance have a positive relationship. Employee 
commitment can maintain a good relationship between employees and the organization, 
which consequently increases the performance of an organization. This idea is supported 
by Samad (2005)’s claim that employees who are committed have better work 
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performance. By contrast, Lee et al. (2010) found that not all commitment dimensions 
can influence job performance. Affective commitment positively affects job performance, 
whereas continuance and normative commitment negatively influence job performance.  

Another variable that can influence job performance and employee commitment 
is job satisfaction. This idea is supported by Than et al. (2016), Shore and Martin (1989), 
and Samwel (2018). Samwel (2018) indicated that when employees are satisfied with 
their jobs, they tend to be more committed and loyal to the organization and directly 
improve their performance. However, Ahmad et al. (2010) reported the negative 
influence of job satisfaction on job performance. Performance appraisal fairness can 
encourage employees to have good commitment and performance to the organization. 
This statement is supported by Kaleem et al. (2013), Warokka et al. (2012), and Kumari 
(2013), among others. 

Accordingly, the present research analyzes the influence of performance appraisal 
fairness and job satisfaction through commitment on the job performance of employees 
in Condong Catur Hospital (RSCC) in Yogyakarta, Indonesia. 

 
 

2. LITERATURE REVIEW 
 

2.1. Hypothesis Development 
 

2.1.1. Relationship between Performance Appraisal Fairness and Commitment 
Salleh et al. (2013) tested the relationship among performance appraisal fairness, 

organizational commitment, and job satisfaction. The results of their study indicate that 
the relationship between performance appraisal fairness and organizational commitment 
is significantly positive. Hence, performance appraisal fairness and job satisfaction 
influence organizational commitment. Krishman et al. (2018) tested the relationship 
between perceived performance appraisal fairness and employees’ organizational 
commitment. They concluded that perceived performance appraisal fairness positively 
influences organizational commitment. 

Ahmed et al. (2013) tested the relationship among perceived performance appraisal 
fairness, organizational commitment, and work performance. The results of their study 
indicate a strong relationship between perceived performance appraisal fairness and 
organizational commitment. Iqbal et al. (2016) tested the relationship among perceived 
performance appraisal fairness, job satisfaction, and organizational commitment. The 
study reported that perceived performance appraisal fairness and job satisfaction 
influence organizational commitment. On the basis of the above discussion, the following 
hypotheses are proposed: 
H1: A significant relationship exists between performance appraisal fairness and 
employee commitment. 
 
2.1.2. Relationship between Job Satisfaction and Commitment 

Lumley et al. (2011) tested the relationship between job satisfaction and 
organizational commitment of information technology employees. The results of their 
study indicated a high correlation between job satisfaction and employee commitment. 
Iqbal et al. (2016) tested the relationship among perceived performance appraisal 
fairness, job satisfaction, and organizational commitment. The study reported that 
perceived performance appraisal fairness and job satisfaction influence organizational 
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commitment. Samwel (2018) tested the relationship between job satisfaction and 
performance, with organizational commitment as the intervening variable. The study 
revealed positive significance in the relationship between job satisfaction and 
commitment. Aban et al. (2019) indicated that increased job satisfaction raises 
organizational commitment. Zain and Setiawati (2019) found that job satisfaction has a 
positive and significant effect on the three dimensions of organizational commitment. On 
the basis of the above discussion, the following hypothesis is proposed: 
H2: A significant positive relationship exists between job satisfaction and organizational 
commitment. 
 
2.1.3. Relationship between Organizational Commitment and Job Performance 

Syauta et al. (2012) tested the relationship between organizational culture and 
organizational commitment with job satisfaction and employee performance as the 
intervening variables. The study showed a positive relationship between organizational 
commitment and employee performance. Mrayyan et al. (2008) tested the relationship 
between organizational commitment and employee performance and revealed a 
significant positive relationship between the two. Memari et al. (2013) tested the 
relationship between organizational commitment and employee performance and showed 
a significantly positive relationship between the two. Al-Ahmadi (2008) tested the 
relationship among organizational commitment, job satisfaction, and self-reported 
performance. The study showed that organizational commitment has a significant 
relationship with self-reported performance. Rachman (2014) found that high 
organization commitment can improve performance. On the basis of the above 
discussion, the following hypothesis is proposed: 
H3: A significant relationship exists between employee commitment and job performance. 
 
2.1.4. Relationship between Performance Appraisal Fairness and Job Performance 

Kumari (2013) tested the impact of performance appraisal fairness on employee 
performance and showed that the former has a positive significant effect on the latter. 
Warokka et al. (2012) tested the relationship among organizational justice in performance 
appraisal and work performance. The study showed that organizational justice in 
performance appraisal increases employee performance. Kaleem et al. (2013) tested the 
relationship between organizational justice in the performance appraisal system and job 
satisfaction and their effect on work performance. The study showed that performance 
appraisal strongly influences work performance. Iqbal et al. (2013) tested the relationship 
between performance appraisal and employee performance and showed a significantly 
positive relationship between the two. On the basis of the above discussion, the following 
hypotheses are proposed: 
H4: A significant relationship exists between performance appraisal fairness and 
employee performance. 
 
 
2.1.5. Relationship between Job Satisfaction and Job Performance 

Than et al. (2016) tested the relationship among job stress, involvement, and job 
satisfaction and their effect on the job performance of garment workers from 10 
corporations. The study indicated that all the hypotheses were significantly positive. 
Shore and Martin (1989) tested the relationship between job satisfaction and work 
performance and indicated a positive significant influence of the former on the latter. 
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Ahmed et al. (2010) tested the relationship among job satisfaction, organizational 
commitment, and job performance. The results indicated that job satisfaction has a 
negative influence on job performance. Zain and Setiawati (2019) indicated that job 
satisfaction has a significant and positive effect on work performance. On the basis of the 
above discussion, the following hypothesis is proposed: 
H5: A significant relationship exists between job satisfaction and employee performance. 

2.1.6. Relationship among Performance Appraisal Fairness, Organizational 
Commitment, and Job Performance  

Ahmed et al. (2013) tested the relationship between performance appraisal fairness 
and organizational performance and reported a significant positive relationship between 
the two. Moreover, organizational commitment can strengthen the relationship. Solihin 
and Pike (2009) tested the relationship among performance evaluation fairness, trust, 
commitment, and performance. The results showed that performance appraisal fairness 
has a direct positive influence on performance. Kuvas (2011) tested the relationship 
between performance appraisal and regular feedback on work performance with affective 
commitment as the intervening variable. He used theory from Kuvas (2007) for 
performance appraisal, theory from Kuvas (2006) for regular feedback, theory from 
Mayer and Allen (1997) for organizational commitment, and theory from May et al. 
(2001) for work performance. This study found that performance appraisal has a 
significant positive relationship with job performance with or without organizational 
commitment. On the basis of the above discussion, the following hypothesis is proposed: 
H6: A significant positive relationship exists between fairness performance appraisal and 
job satisfaction on employee commitment. 
H7: A significant relationship exists among performance appraisal fairness, job 
satisfaction, and job performance. 
H8: The indirect influence of performance appraisal fairness on job performance with 
commitment as the intervening variable is greater than the direct influence.  
 
2.1.7. Relationship between Job Satisfaction and Commitment on Job Performance  

Samwel (2018) tested the relationship between job satisfaction and job performance 
with organizational commitment as the intervening variable. The study showed a positive 
significant relationship between job satisfaction and performance without organizational 
commitment. Shore and Martin (1989) tested the relationship between job satisfaction 
and organizational commitment and their effect on employee performance and turnover 
intention. The study showed that job satisfaction has a positive significant effect on job 
performance and organizational commitment can strengthen this relationship. On the 
basis of the above discussion, the following hypothesis is proposed: 
H9: The indirect influence of performance appraisal fairness on job performance with 
commitment as the intervening variable is greater than the direct influence. 

 

3. THEORETICAL BACKGROUND  
 

3.1. Performance Appraisal Fairness. According to Greenberg (1986), performance 
appraisal fairness can be perceived from two dimensions: distributive justice, which 
is the use of performance appraisal result, and procedural justice, which is the process 
when employees undergo performance appraisal. Ahmed et al. (2013) defined 
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performance appraisal fairness as the perception of employees on performance 
appraisal. Standards of fair performance appraisal include receiving appropriate 
promotion and payment. According to Armstrong (2009), a good performance 
appraisal is linked with the goals of the organization.  
 

3.2. Job Satisfaction. According to Spector (1997), the factors that influence employee 
satisfaction are pay, promotion, supervision, contingent rewards, fringe benefit, 
operating procedures, co-workers, nature of work, and communication. Griffin 
(1996) defined job satisfaction as the gratification levels of employee work. This 
definition is supported by Handoko (2014), who defined job satisfaction as the 
attitude of workers regarding work, such as how happy they are seeing their work. 
Robbin (2001) added that the level of employee satisfaction influences employee 
behavior in the organization. 

 
3.3. Commitment. Meyer and Allen (1997) stated three measures of commitment, 

namely, affective, continuance, and normative. Mowday et al. (1982) defined 
employee commitment as the strong belief in and acceptance of the goal and values 
of an organization and the desire to stay as a member of the organization. According 
to Armstrong (2009), organizational commitment is the ability of an employee to 
continually identify with an organization by showing a strong desire to be a part of 
the organization. By having a strong belief in and accepting the goals and values of 
the organization, employees display a readiness to put in a significant amount of 
effort on behalf of the organization. 

 
3.4. Job Performance. According to Bernardin and Russel (1993), the six factors that 

can influence employee job performance are quality, quantity, timeliness, cost 
effectiveness, interpersonal impact, and need for supervision. Schwirian (1978) 
defined job performance as finishing a job in accordance with established standards. 
Campbell et al. (1993) defined performance as the behavior or action to reach an 
organizational goal. Bernardin and Russell (2003) determined performance as the 
record of outcomes produced on a specified job function or activity during a specific 
time. 

 

4. RESEARCH FRAMEWORK 

The research framework of this study is presented in Figure 1. 

 
5. RESEARCH METHOD 

 
5.1.  Research Approach The research approach of this study is the quantitative method, 

which examines the relationship between two variables. The data collection tool is a 
questionnaire with a six-point Likert scale.  
 

5.2. Research Site. The research was conducted in RSCC, located in 6 Manggis Street, 
Gempol, Condong Catur, Depok, Sleman, Yogyakarta, Indonesia. 
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5.3. Population and Sample. The samples of this study were selected using the census 
method. Data were collected through questionnaires that were distributed to 187 
employees of RSCC. However, only 155 questionnaires were returned. 
 

 
        Figure 1: Research Framework 

 
 
5.4. Operational Variable 
 
5.4.1. Performance Appraisal Fairness. According to Greenberg (1986), the process 

and result of performance appraisal are important in determining the performance 
appraisal fairness. Greenberg (1986) identified the dimensions of performance 
appraisal fairness as distributive justice, which is the use of performance appraisal 
results, and procedural justice, which is the process that employees undergo in 
performance appraisal.  

5.4.2. Job Satisfaction. According to Spector (1997), job satisfaction involves 
employees’ emotion and affects the organization’s well-being, turnover intention, 
and productivity. Spector (1997) enumerated several factors that can influence 
employee satisfaction, namely, pay, promotion, supervision, contingent rewards, 
fringe benefit, operating procedures, co-workers, nature of work, and 
communication. 

5.4.3. Commitment. Meyer and Allen (1997) defined commitment as a psychological 
construct that employees have toward the organization, which shows the strong 
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bond between the organization and employees and the strong desire of the 
employees to contribute in helping the organization to achieve goals. Meyer and 
Allen (1997) stated three measurements of commitment, namely, affective, 
continuance, and normative. 

5.4.4. Job Performance. Bernardin and Russel (1993) defined job performance as the 
report of employee performance based on what they have done and achieved while 
working within a particular period. They also mentioned the six factors that can 
influence employee job performance, namely, quality, quantity, timeliness, cost 
effectiveness, interpersonal impact, and need for supervision.  
 

5.5.  Instrument Test 
 

5.5.1. Validity and Reliability. The validity test was performed by comparing the r-count 
and r-table of the indicator of each variable. The value of the r-count must be greater 
than that of the r-table. The r-table value for this study was 0.1577 (df = N-2, 155-
2 = 153 with α = 0.05). Based on the calculation using SPSS version 25, all variables 
were valid. Reliability test was calculated using Cronbach’s alpha, which should be 
greater than 0.7. The reliability test indicated that all variables were reliable as the 
Cronbach’s alpha was more than 0.7. 
 

5.6. Data Analysis Method 
 

5.6.1. Classical Assumption 
 

5.6.1.1.Multicollinearity. According to Ghozali (2009), multicollinearity tests aim to 
determine whether the regression model has a correlation among the independent 
variables. The condition for multicollinearity test is as follows: If a tolerance is 
more significant than 10% or the VIF is less than 10, then multicollinearity does 
not exist. The VIF values for each variable were 1.410 for performance appraisal 
fairness, 1.570 for job satisfaction, and 1.215 for organizational commitment. 
 

5.6.1.2.Heteroscedasticity. According to Ghozali (2009), the heteroscedasticity test aims 
to determine whether the regression model occurs in the uniformity of variance 
from the residual of one observation to another. Heteroscedasticity was calculated 
by using the Glejser test with a significance level of 5%. The Glejser test results 
for each variable were 0.328 for performance appraisal fairness, 0.433 for job 
satisfaction, and 0.153 for organizational commitment. 
 

5.7.  Hypothesis Test 
 

5.7.1. t-test. According to Ghozali (2009), t-test determines if unrelated samples have 
different mean values. 

5.7.2. F-test. According to Ghozali (2009), F-test determines if the relationship is valid 
between one dependent variable and one or more independent variables.  

 
6. FINDINGS  
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6.1.  Descriptive Analysis. The research conducted in RSCC involved 155 respondents. 
The descriptive analysis of the respondent characteristics consisted of four 
categories, namely, gender, age, highest educational level, and length of 
employment. Male respondents had a bigger number than female respondents, which 
was 79 and 76, respectively. Most respondents were aged 26–30 years (49 
respondents), 42 respondents were 32–35 years old, 36 respondents were less than 
25 years old, 23 respondents were 36–40 years old, and 5 respondents were less than 
41 years old. For education, 66 respondents were bachelor’s degree graduates, 51 
respondents were undergraduates (S1), 37 respondents were senior high school 
graduates, and 1 respondent was a junior high school graduate.  

 
6.2. Multiple Regression Analysis 

 
6.2.1. t-test of Performance Appraisal Fairness, Job Satisfaction, and 

Organizational Commitment. The equation is Y = 0.778 + 0.183 X1 + 0.648, 
with a mean of X2. The regression coefficient of performance appraisal fairness 
toward commitment was 0.183. Performance appraisal fairness had a significant 
positive influence on organizational commitment, with a significance value of 
0.001. The regression coefficient of job satisfaction on organizational 
commitment was 0.648. Job satisfaction had a positive influence on organizational 
commitment, with a significance value of 0.000. Thus, H1 and H2 are accepted. 

   
Table 1 

Linear Regression of Performance Appraisal Fairness, 
Job Satisfaction, and Organizational Commitment 

 
Dependent Variable: Commitment  

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. 

Result 

B Std. Error Beta 
1 (Constant) .778 .075  3.266 .001  

Performance 
Appraisal 
Fairness 

.183 .052 .186 3.531 .001 H1 
Accepted 

Job Satisfaction .648 .048 .712 13.492 .000 H2 
Accepted 

            *Source: Primary data processed in 2018 

 
6.2.2. t-test of Organizational Commitment on Job Performance. The equation is Y= 

0.286 + 0.371 X1. The regression coefficient of organizational commitment on job 
performance was 0.371. Organizational commitment had a significant positive 
influence on job performance, with a significance value of 0.000. Thus, H3 is 
accepted. 

 
6.2.3. t-test of Performance Appraisal Fairness and Job Satisfaction on Job 

Performance. The equation is Y = 1.596 + 0.155 X1 + 0.499 X2. The regression 
coefficient of performance appraisal fairness on job performance was 0.155. 
Hence, a significant positive relationship exists between the two variables. With 
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a significance value of 0.035. The regression coefficient of job satisfaction on job 
performance was 0.499. Job satisfaction and performance had significant positive 
influence, with a significance value of 0.000.  

 
Table 2 

Linear Regression of Organizational Commitment on Job Performance 

  *Source: Primary Data Processed in 2018 

 
Table 3  

Linear Regression of Performance Appraisal Fairness 
and Job Satisfaction on Job Performance 

 *Source: Primary data processed in 2018 

 
6.2.4. F-test of Performance Appraisal Fairness and Job Satisfaction on 

Organizational Commitment. F-test results of performance appraisal fairness 
and job satisfaction on job performance showed a significance value of 0.000. 
Performance appraisal fairness and job satisfaction simultaneously influenced 
organizational commitment.  

Table 4 
F-Test of Performance Appraisal Fairness 

and Job Satisfaction on Commitment 
ANOVAa 

Model Sum of Squares df Mean Square F Sig. 
 

Result  
1 Regression 2785.149 2 1392.574 140.605 .000b H6 Accepted 

Residual 1495.533 151 9.904    
Total 4280.682 153     

*Source: Primary data processed in 2018 

Dependent Variable: Job performance  

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficients 
T Sig. 

Result 

B Std. Error Beta 
1 (Constant) 2.806 .295  9.527 .000 H5 

Accepted 
Commitmen
t 

.371 .069 .399 5.389 .000  

Dependent Variable: Job performance 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. 

Result 

B 
Std. 

Error Beta 
1 (Constant) 1.596 .389  4.107 .000  

Performance 
Appraisal 
Fairness 

.155 .073 .176 2.124 .035 H3 
Accepted 

Job Satisfaction .499 .106 .390 4.712 .000 H4 
Accepted 
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6.2.5. F-test of Performance Appraisal Fairness and Job Satisfaction on Job 

Performance. F-test results of performance appraisal fairness and job satisfaction 
on job performance showed a significance value of 0.000. Performance appraisal 
fairness and job satisfaction simultaneously influenced job performance.  
 

Table 5  
F-Test of Performance Appraisal Fairness 
and Job Satisfaction on Job Performance 

 *Source: Primary data processed in 2018 

6.3. Path Analysis 
Path analysis aims to understand the significant influence of performance appraisal 
fairness and job satisfaction through commitment on job performance. 
  

 
Figure 2: Analysis of Direct and Indirect Influence Paths 

*Source: Primary data processed in 2018 

The following is a summary of the path coefficient, direct influence, indirect influence, 
and total influence of performance appraisal fairness (X1) and job satisfaction (X2) 
through commitment (Z) on job performance(Y). 

 
Table 6  

Path Coefficient and Direct and Indirect Influences 
Variables Direct 

Influence 
Indirect 

Influence 
Total 

Influence 
X1 → Z 0.186 - 0.186 
X2 → Z 0.712 - 0.712 
Z  → Y 0.399 - 0.399 
X1 → Y 0.176 - 0.176 
X2 → Y 0.712 - 0.712 
X1 → Z → Y 0.176 0.074 0.250 
X2 → Z → Y 0.712 0.284 0.996 

*Source: Primary data processed in 2018 

ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 
 

Result 
1 Regression 12.204 2 6.102 26.245 .000b H7 Accepted 

Residual 35.340 152 .232    
Total 47.544 154     
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The indirect influence of performance appraisal fairness through commitment on job 
performance was 0.074, whereas the direct value was 0.176. Hence, H8 is rejected. The 
indirect value of job satisfaction through commitment on job performance was 0.284 and 
the direct value was 0.172. Hence, H9 was also rejected. Table 7 summarizes the test 
results of the hypotheses. 
 

Table 7  
Recapitulation of Hypothesis Test Results 

No. Hypotheses Result 

H1 Performance appraisal fairness has a positive effect on commitment. Proven  

H2 Job satisfaction has a positive effect on commitment. Proven 

H3 Commitment has a positive effect on job performance. Proven 

H4 Performance appraisal fairness has a positive effect on job performance. Proven 

H5 Job satisfaction has a positive effect on job performance. Proven 

H6 Performance appraisal fairness and job satisfaction have a positive effect 
on commitment. 

Proven 

H7 Performance appraisal fairness and job satisfaction have a positive effect 
on job performance. 

Proven 

H8 Indirect influence of performance appraisal fairness on job performance 
with commitment as the intervening variable is greater than the direct 
influence.  

Unproven  

H9 Indirect influence of performance appraisal fairness on job performance 
with commitment as the intervening variable is greater than the direct 
influence. 

Unproven 

 
 

7. DISCUSSION 
 

7.1.  Descriptive Analysis of the Respondents 
Based on the data, most respondents are male employees (79) and most (32) are 

26–30 years old. Most respondents (43) completed a bachelor’s degree and 52 
respondents have worked for RSCC for 3–5 years. Demographic data can influence 
the way respondents answer the questionnaire as the variety of answers depends on 
each demography. Table 8 summarizes the demographics of the respondents. 

 
Table 8  

Summary of Respondent Descriptive Analysis 
No. Category Highest Category Frequency % 
1 Gender Male 79 50.96 
2 Age 26–30 years old 49 31.62 
3 Education Diploma 66 42.58 
4 Length of work 2–5 years 52 33.54 

*Source: Primary data processed in 2018, n = 155  

7.2. Influence of Performance Appraisal Fairness on Commitment  
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H1 was accepted, with a significance value of 0.001. The positive and significance 
effect of performance appraisal fairness on commitment was supported by Salleh et al. 
(2013). The study found that to make the performance evaluation of civil servants more 
effective, the employees should first be given satisfaction on their performance 
appraisal. This step can be performed by conducting a fair performance appraisal. 
However, the research had a different sample group, which was government agencies. 
Ahmed et al. (2013) found that perceived performance appraisal fairness makes 
employees more committed and loyal to the organization, but the setting of the study 
was in the banking industry. Iqbal et al. (2016) found that perceived performance 
appraisal fairness can also increase the organizational commitment of employees. They 
found that performance appraisal fairness can be observed from the transparency of the 
performance appraisal. Employees who feel that the performance appraisal is fair and 
transparent and free from error tended to have a strong commitment with the 
organization. Based on the descriptive analysis of each variable, the most common 
factors that can make the respondents think that their performance appraisal is fair 
comes from the feedback provided and standards that the company applies when 
conducting the performance appraisal.  

 
7.3. Influence of Job Satisfaction on Commitment 

H2 was accepted, with a significance value of 0.001. The positive and significance 
effect of job satisfaction on employee commitment was supported by Aban et al. (2019), 
who indicated that an increase in job satisfaction increases organizational commitment. 
Zain and Setiawati (2019) found that job satisfaction has a positive and significant effect 
on the three dimensions of organizational commitment. Lumley et al. (2011) claimed that 
to make employees stay with an organization, the organization needs to review the 
existing pay, provide challenging and meaningful work tasks, and foster a positive co-
worker relationship. The sample of this study comprised employees of a technology 
company. Although the context of their study is different from that of the present study, 
the theory they used was the same as this research’s theory. Iqbal et al. (2016) found that 
perceived performance appraisal fairness and job satisfaction influence organizational 
commitment. Their research was conducted in MCB Bank. Samwel (2018) found a 
positive and significant relationship between job satisfactions and organizational 
commitment. Samwel (2018) found that solar companies were already aware about the 
importance of job satisfaction but missed implementing factors, such as promotion and 
employee development. Based on the descriptive analysis results, the factor that had the 
biggest contribution on respondent satisfaction is the fringe benefit that the company 
provides to the employees.  

 
7.4.  Influence of Commitment on Job Performance  

H3 was accepted, with a significance value of 0.001. The positive and significance 
effect of commitment on job performance in this study had similar results with several 
previous studies. Syauta et al. (2012) found that by increasing employee commitment, 
employee performance will rise as well. The study used various theories, such as 
Gardner (1967) for commitment and Schwirician (1998) for job performance, which are 
different from the theories used in the present study. Another similarity is that the study 
was performed in the healthcare industry, which is the same location as the present 
study’s context. Mrayyan et al. (2008) tested the relationship between career 
commitment and job performance. Their study showed a positive and significant 
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relationship between career commitment and job performance. Rachman (2014) further 
found that high commitment can improve employee performance. Al-Ahmadi (2008) 
reported that commitment makes nurses more active in doing their work, and the 
location of the study was the same as this study, which is the healthcare industry. Based 
on the descriptive analysis, the factor that has the biggest contribution in organizational 
commitment is affective commitment. Hence, RSCC should improve the organizational 
commitment of the employees through the affective commitment.  

 
7.5. Influence of Performance Appraisal Fairness on Job Performance  

H4 was accepted, with a significance value of 0.035. The positive and significance 
effect of performance appraisal fairness on job performance has similar results with 
several previous studies. Kumari (2012) found that performance appraisal fairness 
increases employees’ effective job performance and bring outstanding outcomes for the 
organization. Kaleem et al. (2013) found that employee performances will be improved 
if employees received fair performance appraisal. Warroka et al. (2012) found that 
organizational justice in performance appraisal has a positive significant effect on work 
performance. They found that employees of a construction company were already aware 
of the importance of justice in performance appraisal especially for the feedback 
employees received.  

 
7.6. Influence of Job Satisfaction on Job Performance  

H5 was accepted, with a significance value of 0.001. The positive and significance 
effect of job satisfaction on job performance in this study have similar results with 
previous studies. Than et al. (2016) found that satisfaction among employees in the 
workplace reduced turnover intention, increased loyalty toward the organization, and 
made performance more effective. Shore and Martin (1989) reported that job 
satisfaction can improve the work performance of nurses. In addition, nurses who were 
satisfied with their jobs were more pleasant with the people whom they worked with. 
Moreover, job satisfaction mediated by commitment was stronger. Thus, combining job 
satisfaction and organizational commitment can result in outstanding work 
performance. Samwel (2018) found a strong correlation between job satisfaction and 
organizational commitment. Zain and Setiawati (2019) indicated that job satisfaction 
has a significant and positive effect on a worker’s performance. 

 
7.7. Influence of Performance Appraisal Fairness and Job Satisfaction on 

Commitment  
H6 was accepted, with an F count of 140.605 and significance value of 0.000. This 

result is the same as that of Salleh et al. (2013), who reported that job satisfaction and 
performance appraisal fairness influence employee commitment. RSCC has already 
implemented job satisfaction well, as can be seen in the perception of the employees 
toward job satisfaction. Most employees were satisfied with their jobs, although some 
had low value in promotion. Hence, RSCC needs to evaluate the promotion system in 
the organization. For performance appraisal fairness, several employees thought that the 
performance appraisal they received was still far from fair, either in the process or the 
results used in the performance appraisal. 

 
7.8. Influence of Performance Appraisal Fairness and Job Satisfaction on Job 

Performance 
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H7 was accepted, with an F count of 26.245 and significance value of 0.000. Hence, 
performance appraisal fairness and job satisfaction influence job performance. This 
result is supported by Fakhimi and Raisy (2013), who found that performance appraisal 
and job satisfaction have a significant relationship with work performance. When the 
employees are satisfied with the performance appraisal, various performance elements 
of the employees are affected. The job performance of RSCC employees have been 
criticized by a customer of RSCC. Being unfriendly to customers, being ineffective 
employees, and inefficient work performances are the biggest three customer 
complaints. Job satisfaction and performance appraisal fairness can improve employee 
performance. Performance appraisal fairness can help employees understand their 
performance very well, and job satisfaction can help maintain their desire to work hard 
in RSCC.  

 
7.9. Influence of Performance Appraisal Fairness through Commitment on Job 

Performance  
The direct influence of performance appraisal fairness (0.176) had a greater value 

rather than the indirect value (0.074), which used commitment as the intervening 
variable. Performance appraisal fairness has no mediation effect on job performance 
through commitment. Hence, H8 is rejected. The hypothesis was supported by Ahmed 
et al. (2013), who found that performance appraisal fairness has a positive significant 
effect on job performance with organizational commitment as the intervening variable. 

 
7.10. Influence of Job Satisfaction through Organizational Commitment on Job 

Performance  
The direct influence (0.176) of job satisfaction had a greater value rather than the 

indirect value (0.284), which used commitment as the intervening variable. This result 
was supported by Samwel (2018), who reported that direct influence has a greater value 
rather than indirect influence. Job satisfaction has mediation effect on job performance 
through organizational commitment. Hence, H9 is not supported. This hypothesis was 
supported by Shore and Martin (1989), who found that organizational commitment 
strengthens the relationship between job satisfaction and performance. 

 
7.11. General Discussion  

The results of this study show respondent perceptions about performance appraisal 
fairness, job satisfaction, organizational commitment, and job performance. Data were 
collected via a survey administered in RSCC. The purpose of this research study was to 
identify and analyze the influence of performance appraisal fairness and job satisfaction 
on job performance through organizational commitment as the intervening variable.  

The four theories used in this research are from Greenberg (1986) for performance 
appraisal fairness, Spector (1997) for job satisfaction, Meyer and Allen (1997) for 
commitment, and Bernadin and Russel (1993) for job performance. Performance 
appraisal fairness has two indicators, namely, distributive and procedural justice. Job 
satisfaction has nine indicators, namely, payment, promotion, supervision, contingent 
rewards, fringe benefit, operational procedure, co-worker, nature of work, and 
communication. Commitment has three indicators, namely, affective, continuance, and 
normative. Job performance has six indicators, namely, quality, quantity, timeliness, 
cost effectiveness, interpersonal impact, and need for supervision. Out of the nine 
hypotheses, seven were accepted and two were rejected.  
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Although previous research had similar results with the present study, the contexts 
were different. Most studies were conducted in banks, hotels, and companies. 
Meanwhile, this research was conducted in the hospital industry, specifically, RSCC. 

 
8. CONCLUSION 

Performance appraisal fairness and job satisfaction had positive and significant 
influence on job performance and employee commitment partially and simultaneously. 
However, the direct influence of performance appraisal fairness and job satisfaction on 
job performance was greater than the indirect influence. Commitment between these 
variables weakened the influence, instead of strengthening the relationship. Hence, 
RSCC should improve employee job performance directly through performance 
appraisal fairness or job satisfaction and without the help of commitment. 
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