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SUMMARY 

The Influence of Employee Empowerment, Psychological Capital, and Work 
Family Conflict on Commitment of Employees at the Rumah Sakit Islam 

Surabaya A.Yani 

Employees continue to face issues such as job stress, fatigue, high intention 

to leave the company, tardiness, absenteeism, and low job satisfaction.Therefore, 

the loss of human resources is something that the organization does not want. An 

employee who works in health services is expected to be kind with full attention 

and affection to patients and their families in carrying out their work. Low employee 

commitment can result in employees not trying hard enough to achieve 

organizational goals until they end up leaving the organization. Various reasons 

could be the cause of the decision to leave the organization. Based on HR data at 

the Rumah Sakit Islam Surabaya A.Yani, the number of employees who leave every 

year always increases. The trend of the turnover rate at the Rumah Sakit Islam 

Surabaya A.Yani has increased in the last 3 years.  

The purpose of the study was to analyze the effect of employee 

empowerment, psychological capital and work family conflict on the commitment 

of employees of the Islamic Hospital A. Yani Surabaya. This type of research is an 

observational analytic study with a cross-sectional approach. Increased employee 

turnover can be caused by many factors. Factors that may be the cause of the high 

turnover rate trend can be categorized into 3 factors, namely Individual Factors, 

Organizational Factors, and Environmental Factors. In increasing employee 

commitment carried out by hospitals, the management must see employee 

empowerment as a collective domain. different from psychological capital and 

work family conflict, which are felt directly by employees. Based on the 

commitment theory approach, organizational factors that can affect employee 

commitment at the Rumah Sakit Islam Surabaya A.Yani can be influenced by 

employee empowerment. 

While other factors on individual factors that may influence are psychological 

capital. Then is work family conflict work which is measured using a questionnaire 

that has gone through the stages of validity and reliability testing. This study uses 

multiple linear regression test. Before entering the influence test using multiple 

linear regression analysis, first the classical assumption test consists of normality, 

heteroscedasticity and multicollinearity tests. Based on the results of the classical 

assumption test that has been carried out, it can be concluded that in this study it 

has fulfilled every classical assumption, namely the data is normally distributed, 

does not experience heteroscedasticity and multicollinearity. In this study, the 

number of respondents who participated in the study was 199 employees of the 

Rumah Sakit Islam Surabaya A.Yani who were randomly selected. 

Increased employee turnover can be caused by many factors. Factors that may 

be the cause of the high trend in turnover rates can be categorized into 3 categories: 

individual factors, organizational factors, and environmental factors. In increasing 

employee commitment carried out by hospitals, management must see employee 

empowerment as a collective domain. Employees are directly affected by 
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psychological capital and work family conflict. Based on the commitment theory 

approach, organizational factors that can influence employee commitment at the 

Rumah Sakit Islam Surabaya A.Yani can be influenced by employee empowerment 

along four dimensions, namely support, opportunity, information, and resources. 

Other individual factors that may influence are psychological capital, which 

has four dimensions: self-efficacy, hope, optimism, and resilience.is work-family 

conflict, namely work to family and work to family, which is measured using a 

questionnaire that has gone through the stages of validity and reliability testing. 

The results of this study indicate that employee empowerment (p = 0.047), 

psychological capital (p = 0.000), and work-family conflict (p = 0.000) have an 

effect on organizational commitment. Likewise, the results of statistical tests show 

that of the three independent variables, psychological capital is a variable that has 

a significant positive effect on the three types of employee commitment. In addition 

to the statistical test results, it is also known that all independent variables have the 

most significant effect on normative commitment. Based on the results of the study, 

it can be concluded that the higher the employee empowerment and psychological 

capital, the higher the employee commitment, while the lower the work-family 

conflict, the higher the employee commitment. Besides that, it can also be 

interpreted that employees who have employee empowerment, psychological 

capital and work family conflict are employees who have an obligation to remain 

in the organization because they feel they have a responsibility to the organization. 

There are several suggestions given by the researcher to the management of 

the Rumah Sakit Islam Surabaya A.Yani, namely: (1) creating a positive work 

situation; (2) creating a supportive work environment; (3) providing positive 

feedback; and (4) supporting employees to continue to develop themselves. 
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RINGKASAN 

Pengaruh Employee Empowerment, Psychological Capital, dan Work Family 
Conflict Terhadap Komitmen Karyawan Rumah Sakit Islam Surabaya 

A.Yani 
 

Masalah-masalah seperti stres kerja, kelelahan, tingginya niat untuk keluar 

dari perusahaan, keterlambatan, ketidakhadiran dan kepuasan kerja yang buruk 

terus menjadi masalah yang dialami oleh karyawan. Karenanya, kehilangan sumber 

daya manusia menjadi hal yang tidak diinginkan oleh organisasi. Seorang karyawan 

yang bekerja di pelayanan kesehatan diharapkan dapat bersikap baik dengan penuh 

perhatian dan kasih sayang kepada pasien maupun keluarga pasien dalam 

melaksanakan pekerjaannya. Komitmen karyawan yang rendah dapat 

mengakibatkan karyawan tidak berusaha dengan baik dalam mencapai tujuan 

organisasi hingga berakhir meninggalkan organisasi. Berbagai alasan dapat menjadi 

penyebab timbulnya keputusan untuk keluar dari organisasi. Berdasarkan data 

SDM di Rumah Sakit Islam Surabaya A. Yani , karyawan yang keluar setiap 

tahunnya selalu mengalami peningkatan. Tren tingkat turnover di Rumah Sakit 

Islam Surabaya A.Yani  mengalami peningkatan dalam 3 tahun terakhir. 

Tujuan penelitian adalah Menganalisis pengaruh employee empowerment, 
psychological capital dan work family conflict terhadap komitmen karyawan 

Rumah Sakit Islam A. Yani Surabaya. Jenis penelitian ini adalah penelitian analitik 

observasional dengan pendekatan cross-sectional. Peningkatan turnover karyawan 

dapat disebabkan oleh banyak faktor. Faktor yang memungkinkan menjadi 

penyebab terjadinya tingginya tren tingkat turnover tersebut dapat dikategorikan 

menjadi 3 faktor yaitu Faktor Individu, Faktor Organisasi, dan Faktor Lingkungan. 

Dalam meningkatkan komitmen karyawan yang dilakukan oleh rumah sakit, pihak 

manajemen harus melihat employee empowerment sebagai domain kolektif. 

berbeda dengan psychological capital dan work family conflict, yang dirasakan 

langsung oleh karyawan. Berdasarkan pendekatan teori komitmen, faktor 

organisasi yang dapat mempengaruhi komitmen karyawan di Rumah Sakit Islam 

Surabaya A.Yani dapat dipengaruhi oleh employee empowerment. 
Sedangkan faktor lain pada faktor individu yang dapat memungkinkan 

mempengaruhi adalah psychological capital. Kemudian adalah work family conflict 
work yang diukur menggunakan kuesioner yang telah melalui tahap uji validitas 

dan uji reliabilitas. Penelitian ini menggunakan uji regresi linier berganda. Sebelum 

masuk pada uji pengaruh dengan menggunakan analisis regresi linier berganda, 

terlebih dahulu pengujian asumsi klasik yang terdiri dari uji normalitas, 

heterokedastisitas dan multikolinieritas. Berdasarkan hasil uji asumsi klasik yang 

telah dilakukan, dapat disimpulkan bahwa dalam penelitian ini telah memenuhi 

setiap asumsi klasik, yakni data terdistribusi dengan normal, tidak mengalami 

heterokedastisitas dan multikolinieritas. Pada penelitian ini, jumlah responden yang 

mengikuti penelitian adalah sebesar 199 karyawan Rumah Sakit Islam Surabaya 

A.Yani yang dipilih secara acak. 

Hasil penelitian ini menunjukkan bahwa employee empowerment (p=0,047), 

psychological capital (p=0,000), dan work family conflict (p=0,000) berpengaruh 
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terhadap komitmen organisasi. Demikian juga hasil uji statistik menunjukkan 

bahwa dari ketiga variabel independen, psychological capital merupakan variabel 

yang secara signifikan berpengaruh positif terhadap ketiga dimensi komitmen 

karyawan. Selain itu pada hasil uji tersebut juga diketahui bahwa seluruh variabel 

independen secara signifikan paling berpengaruh terhadap normative commitment. 
Sehingga berdasarkan hasil penelitian, maka dapat disimpulkan bahwa semakin 

tinggi employee empowerment dan psychological capital maka akan semakin tinggi 

komitmen karyawan, sedangkan semakin rendah work family conflict maka akan 

semakin tinggi komitmen karyawan. Selain itu dapat dimaknai juga bahwa, 

karyawan yang memiliki employee empowerment, psychological capital dan work 
family conflict merupakan karyawan yang memiliki kewajiban untuk tetap berada 

dalam organisasi karena merasa memiliki tanggung jawab terhadap organisasi. 

Terdapat beberapa saran yang diberikan peneliti kepada pihak manajemen 

Rumah Sakit Islam Surabaya A.Yani yaitu antara lain : (1) menciptakan situasi 

kerja yang positif; (2) menciptakan lingkungan kerja yang mendukung; (3) 

memberikan umpan balik yang positif; (4) mendukung para karyawan untuk terus 

mengembangkan diri. 
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ABSTRACT 

 

The Influence of Employee Empowerment, Psychological Capital, and Work 
Family Conflict on Commitment of Employees at the Rumah Sakit Islam 

Surabaya A.Yani 
 

According to this study, the problem is the low commitment of hospital 

employees as shown by the high percentage of employees who leave the hospital 

on their own volition. In 2017 the percentage was 5.50%, in 2018 it was 6.57%, and 

this year it was 10%. The purpose of this study was to analyze the impact of 

employee empowerment, psychological capital, and work family conflicts on the 

commitment of employees of Rumah Sakit Islam Surabaya A.Yani. This research 

was an observational analytic study with a cross-sectional approach. To identify the 

effects of employee empowerment, psychological capital, and work family conflict 

on employee commitment, primary data was collected in the form of filling out a 

questionnaire. The test of the effect between the independent variable and the 

dependent variable was carried out using a multiple linear regression test with a 

value of 0.05. The number of respondents in this research was 200 employees that 

have been randomly selected. The results of this study indicate that employee 

empowerment (p = 0.047), psychological capital (p = 0.000), and work family 

conflict (p = 0.00) have an effect on organizational commitment. Likewise, the 

results of statistical tests show that of the three independent variables, psychological 

capital is a variable that has a significant positive effect on the three types of 

employee commitment. In addition to the statistical test results, it is also known that 

all independent variables have the most significant effect on normative 

commitment. Based on the results of the study, it can be concluded that the higher 

the employee empowerment and psychological capital, the higher the employee 

commitment, while the lower the work-family conflict, the higher the employee 

commitment. Recommendations that can be given are: (1) creating a positive work 

situation; (2) creating a supportive work environment; (3) providing positive 

feedback; and (4) supporting employees to continue to develop themselves. 

 
Keywords: employee empowerment, psychological capital, work family conflict, 

organizational commitment  
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ABSTRAK 

 

Pengaruh Employee Empowerment, Psychological Capital, dan Work Family 
Conflict Terhadap Komitmen Karyawan Rumah Sakit Islam Surabaya 

A.Yani 
 

Masalah dalam penelitian ini adalah rendahnya komitmen karyawan 

ditunjukkan dengan tingginya persentase karyawan yang keluar dari rumah sakit 

dengan alasan permintaan sendiri. Pada tahun 2017 sebesar 5,50%, tahun 2018 

sebesar 6,57%, dan tahun 2019 menjadi sebesar 10%. Penelitian ini bertujuan untuk 

menganalisis pengaruh employee empowerment, psychological capital dan work 
family conflict terhadap komitmen karyawan Rumah Sakit Islam A.Yani Surabaya. 

Jenis penelitian ini adalah penelitian analitik observasional dengan pendekatan 

cross-sectional. Untuk mengidentifikasi employee empowerment, psychological 
capital dan work family conflict terhadap komitmen karyawan dilakukan 

pengumpulan data primer berupa pengisian kuesioner. Uji pengaruh antara variabel 

independent dan variabel dependen dilakukan dengan menggunakan uji regresi 

linier ganda dengan nilai (0,05). Hasil penelitian ini menunjukkan bahwa 

employee empowerment (p=0,047), psychological capital (p=0,000) dan work 
family conflict (p=0,000) secara signifikan berpengaruh positif terhadap komitmen 

karyawan. Demikian juga hasil uji statistik menunjukkan bahwa dari ketiga variabel 

independen, psychological capital merupakan variabel yang secara signifikan 

berpengaruh positif terhadap ketiga dimensi komitmen karyawan. Selain itu pada 

hasil uji statistik juga diketahui bahwa seluruh variabel independen secara 

signifikan paling berpengaruh terhadap normative commitment. Sehingga dapat 

disimpulkan bahwa semakin tinggi employee empowerment dan psychological 
capital maka akan semakin tinggi komitmen karyawan, sedangkan semakin rendah 

work family conflict maka akan semakin tinggi komitmen karyawan. Rekomendasi 

yang dapat diberikan yaitu : (1) menciptakan situasi kerja yang positif; (2) 

menciptakan lingkungan kerja yang mendukung; (3) memberikan umpan balik yang 

positif; (4) mendukung para karyawan untuk terus mengembangkan diri. 

 

Kata kunci: employee empowerment, psychological capital, work family conflict, 
komitmen organisasi 
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