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This research highlights the study of personnel performance and 

organizational commitment in university hospitals from northeastern 

Mexico. Professional health personnel plays an important role in the 

hospital environment and is an essential issue for the organizational 

results, as attention is given to the study of organizational factors and 

individual perceptions that influence organizational behavior such as 

job satisfaction. The investigation seeks to identify organizational 

factors that determine personnel performance and organizational 

commitment through professional health personnel behavioral features, 

using structural equation modeling based on partial least squares 

regressions. The analysis developed by the SmartPLS 3 software 

reveals interesting results that refute what previous research exhibit. 
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Introduction:- 
Personnel performance is one of the main indicators of a company’s results; likewise, organizational commitment 

benefits the stability of any organization. This research consists of the identification of the organizational factors and 

individual perceptions related to organizational climate, that determine personnel performance and organizational 

commitment through job satisfaction in university hospitals from northeastern Mexico. 

 

The individual perspective that people bring to their workplace must be considered in every organization, where 

communication is used as the main dynamic (Griffin and Moorhead, 2010). Because of personal perspectives and 

characteristics, each individual affects the organization. In the same way, the climate, the processes, and the 

organizational factors affect people, to give place to individual perspectives. 

 

It is important to highlight that human resources perceptions regarding the environment and working conditions in a 

hospital affect the service provided (Gonzalez-Garza, 2006). In other words, it affects the hospital results; regarding 

this statement, plentiful papers have studied personnel performance in relation to different other variables. 

 

In another instance, organizational commitment is a field that is part of the behavior of organization members. 

Organizational commitment is related to the empathy that an employee maintains with the organization in which he 

works and the desire to continue belonging to it (Arias, 2006). 

 

Meyer and Allen (1997) stated that commitment is a multidimensional concept and it is classified into three types: 

affective, normative and continuance. Affective commitment refers to the degree of affinity that an individual 
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maintains with the organization for its own sake. Normative commitment is related to the affinity between an 

individual and his organization in which the individual believes that belonging to it, is an obligation. Continuance 

commitment is present when, for an individual, the termination of the relationship with the organization determines 

a great loss for himself. 

 

On the previous basis, the degree of commitment depends on the elements of the organization in which the 

individual develops, on society, their conditions, and individual critical thinking. Due to the complexity of the 

factors inherent to the commitment, a psychological connection develops between the individual and his social 

environment, allowing the individual to adapt to the particularities of the environment (Meyer et al., 2006). 

 

Therefore, organizational commitment is generated, in part, from the psychological well-being of personnel, directly 

affected by the degree of job satisfaction (Arias, 2006). Given the impact of the work environment on individual 

perceptions, job satisfaction is part of the study of organizational behavior and has been investigated in many papers 

worldwide and in different work environments. 

 

The organizational climate and the working conditions are fundamental factors for the growth and development of 

personnel, for this reason, job satisfaction is an important component in the workplace (Cabrera et al., 2004). The 

study of job satisfaction requires focusing attention on the conditions or elements of the work environment to be 

able to refer to the responses derived from these specific stimuli. It is also a relevant aspect among the hospitals 

staff, since the presence of satisfaction links to their effectiveness, innovation and adaptation (Chiang et al., 2007). 

 

Organizational factors and individual perceptions affect individual attitudes within organizations. Organizational 

factors are a series of elements that are developed within an organization (Castillo et al., 2013), as are the elements 

of the organizational climate. During the twentieth century, many researches focused on the relationships between 

organizational factors and job satisfaction were developed (Alfaro De Prado and Vecino, 1999, Chiang et al., 2007, 

Fernández et al., 1995, Figueiredo-Ferraz et al., 2012, Gandarillas et al., 2014, Molina et al., 2009, Ostroff, 1992, 

Salgado et al., 1996, Villagómez, et al., 2003, Yáñez et al., 2010). 

 

Various relationships between the dimensions and variables mentioned above have been disclosed. Based on the 

investigations reviewed to carry out this research, organizational factors and individual perceptions that could 

influence personnel performance and organizational commitment through job satisfaction, in the context of 

university hospitals, were selected. 

 

It is also important to mention the university hospitals characteristics because, unlike other hospitals, a university 

hospital is affiliated with a university, generally public, for which, its philosophy shows commitment and dedication 

to assistance, teaching and medical research, focusing on the theoretical-practical training of undergraduate and 

graduate students (Martínez, 2002). 

 

The teaching and research practices carried out in these hospitals commit them to provide a good service, since they 

seek to work under quality standards and service continuous improvement, following the application of the medical 

advances coming from the research carried out in them and the training of health professionals. 

 

Due to these characteristics, university hospitals have certain working conditions that incur personnel commitment 

and the inherent responsibilities of the job, reflected in the offered service (Medina M.L. et al., 2015). 

 

In another instance, among the professional health personnel in university hospitals, a large number of professionals 

from different branches of the medical area can be find, for example, nurses, doctors, clinical chemists, among 

others. 

 

These professionals’ activities require great responsibility and generate physical exhaustion, because when acquiring 

the responsibility of working for a university hospital, they are committed not only to deal with ethics and 

professionalism with patients, but also to collaborate in the practical-professional training of undergraduate and 

graduate students. 

 

The results of this research will be a contribution to knowledge for human resource management, especially 

university hospitals, school-hospitals, and any public and private hospital in Mexico. This in relation to the attention 
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of the organizational factors and the individual perceptions of the personnel, as well as the organizational behavior 

issues. 

 

So far, the investigations carried out in a similar context in Mexico are reduced, which justifies the accomplishment 

of this study, as highlighted by Rositas et al. (2006) and Creswell (2009). 

 

On the other hand, the statistical method of partial least squares structural equation modeling (PLS-SEM) considers 

the recent recommendations to evaluate the parameters of the mediating effects of variables in structural equation 

modeling, measuring the impacts between the variables of interest (Hair et al., 2017). In addition, the choice of this 

method is the one indicated when there are correlations among the mediating variable and the other variables of a 

model (Hayes, 2013). Therefore, the analysis of the collected data and the results also justify the accomplishment of 

the research, being a methodological contribution for future research. 

 

Based on the above, the general research objective is the following: to determine that organizational factors and 

individual perceptions influence personnel performance and organizational commitment through job satisfaction of 

professional health personnel working in university hospitals. 

 

The contribution achieved with the fulfillment of the general objective will allow to integrate the results to a 

practical level in human resource management, mainly in hospitals with assistance, teaching and research purposes. 

 

As a general hypothesis it is defined that: "Organizational factors such as: recognition and participation in decision-

making, in addition to individual perceptions such as: identification and affection for the organization, positively 

impact on personnel performance and organizational commitment through job satisfaction of professional health 

personnel in university hospitals". Six specific hypotheses were also defined, which positively relate each of the 

independent variables, described in the literature review, to personnel performance and organizational commitment 

through job satisfaction. These are detailed in the results section. 

 

Literature Review:- 

The dependent variables in this study are personnel performance and organizational commitment, job satisfaction as 

a mediating variable, and three independent variables: recognition, participation in decision-making and 

identification and affection for the organization. Below, each of them is detailed. 

 

Personnel performance 

Because the concept of performance that is handled throughout this investigation exclusively involves the personnel 

individual results, influenced by their behavior, personnel performance is defined as the effectiveness of an 

individual to carry out the activities and responsibilities inherent in his job (AbuAlRub, 2004, AbuAlRub and Al-

Zaru, 2008). 

 

Shore and Martin (1989) presented correlations between job satisfaction and performance (r = 0.26, p <0.025), and 

less strong correlations between organizational commitment and performance (r = 0.05, p <0.05). A study conducted 

by Meyer et al. (1989) shows a significant correlation between affective commitment and work performance (r = 

0.25, p <0.05). 

 

Ostroff (1992) analyzed the relationship between satisfaction, commitment and performance in the United States, 

obtaining a positive relationship between satisfaction and performance. Leung (1997) developed an empirical study 

in Hong Kong to demonstrate the relationship between some components of organizational behavior and 

performance. Another work by Kim (2004) shows a positive correlation between job satisfaction and performance (b 

= 0.360, p <0.001). 

 

Salgado (2006) mentioned that performance has certain determinants related to the work environment conditions. 

Research conducted in Jordan has studied the performance of nurses as an important variable in the health context 

(AbuAlRub, 2004, AbuAlRub and Al-Zaru, 2008). 

 

Another study showed relationships among organizational behavior components and performance (Leung et al., 

2008), concluding that, taken together, they are indicators of the results obtained by the organization. 
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Ismail et al. (2011) verified the relationship between performance and other attitudes arising from organizational 

behavior. Dalal et al. (2012) conducted a study observing that organizational commitment is a precedent for 

performance. 

 

Another empirical work indicated that satisfaction (b = 0.724, p <0.05) and commitment (b = 0.262, p <0.05) have a 

positive effect on job performance (Susanty and Miradipta, 2013). Previous works show that performance has been 

influenced on numerous occasions by job satisfaction. 

 

Organizational commitment 

Based on what authors such as Mowday et al. (1982), Toro (1998) and Chiang et al. (2010) pointed out, 

organizational commitment is defined as the favorable disposition of an individual to experience interest in the 

responsibilities of his position and towards the organization, which also allows him to identify himself and to be 

linked to it. 

 

Several works show relationships between organizational commitment and the other research variables. As an 

example, in Canada, some organizational commitment components were studied, considering the emotional bond, 

identification and participation within the organization among other variables (Meyer et al., 1989). 

 

Locke (1997) proposed a complex model focused on a theory of motivation in which he presented the relationship 

between performance, satisfaction and commitment, noting that performance was a cause of satisfaction and in turn, 

was a cause of organizational commitment. Toro (1998) conducted a study where he investigated the relationship 

between the sense of belonging, interpersonal relationships and retribution, as well as its effects on employee 

commitment, identifying highly significant correlations (p <0.0001). 

 

A meta-analysis conducted by Riketta (2002) presented a relationship between attitudinal commitment and work 

performance. In another review, López-Araujo et al. (2007) stated that satisfaction and commitment are reciprocally 

related, so that when there is satisfaction with the work performed by personnel, a sense of commitment to the 

organization develops, and vice versa. 

 

Other investigations have indicated causal relationships between commitment and job satisfaction (Mañas et al., 

2007, Rad and De Moraes, 2009). Kim (2004) showed a positive correlation between job satisfaction and 

organizational commitment (r = 0.629, p <.01). In another work, Ismail et al. (2011) presented positive relationships 

between organizational commitment, satisfaction and performance. 

 

Job satisfaction 

Job satisfaction is an attitude or set of attitudes developed by an individual towards his work situation and which can 

be oriented towards work in general or specific aspects of it (Bravo et al., 1996). Numerous works involve the study 

of the relationships of job satisfaction with many other variables. 

 

In one of them, Mowday et al. (1979) observed that satisfaction and commitment are related constructs. Later, 

Ostroff (1992) measured satisfaction of teachers, considering satisfaction with co-workers, supervision, salary, 

administration, opportunity for professional growth, physical resources, and communication, among other variables. 

 

Leung (1997) conducted a study on a sample of workers in clothing stores in Hong Kong, observing a high 

correlation between satisfaction and performance (r = .72). In Spain, a study on job satisfaction was carried out in 

two companies, one private and one public. The results indicated that the variables that generated the highest 

satisfaction rate among the employees of both companies were self-esteem, the prestige of the position outside of the 

organization, security in the position, the importance of work, and friendship ties (Alfaro De Prado and Vecino, 

1999). 

 

The work done by Morris and Bloom (2002) reflected the relationship between some organizational factors, 

satisfaction, and organizational commitment, highlighting the importance of certain organizational factors as a 

background of personnel performance. 

 

In Mexico, the dimensions of achievement, recognition, and training were identified as determinants of satisfaction 

in physicians (Villagómez et al., 2003). The work of Kim (2004) also highlighted the evaluation of affective 
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commitment through an instrument consisting of items related to the identification and affection for the 

organization, related to job satisfaction. 

 

A study developed by Betanzos et al. (2006) distinguished the concept of identification with the organization and 

that of affection for the organization as components of personnel work perceptions. Chiang et al. (2007) used 

variables such as the relationship with superiors, the physical environment, participation in decisions, personal work, 

and recognition, observing significant relationships between each of them and job satisfaction (p <0.05). 

 

Yáñez et al. (2010) developed a study to evaluate interpersonal relationships and job satisfaction using two 

variables: the relationship with leaders and the relationship with the pairs, observing significant correlations. The 

work of Ismail et al. (2011) showed the relationship between satisfaction and performance in their model. Susanty 

and Miradipta (2013) showed that job satisfaction has a significant positive effect on job performance (b = 0.724, p 

<0.05). 

 

Some studies showed that satisfaction improves work life, reflected in job performance (Cetina-Tabares et al., 2006, 

Formosa et al., 2014, Herrera-Amaya and Manrique-Abril, 2008; Juárez-Adauta, 2012; Nava-Galán et al., 2013). 

Figueiredo-Ferraz et al. (2012) took as causal variables of satisfaction: supervision, physical environment, benefits, 

intrinsic aspects, and participation. 

 

Also in Spain, Gandarillas et al. (2014) found different significant correlations (p <0.0005) between organizational 

climate variables and job satisfaction. Works as those of Cetina-Tabares et al. (2006), Figueiredo-Ferraz et al. 

(2012), Gandarillas et al. (2014), Herrera-Amaya and Manrique-Abril (2008), Juárez-Adauta (2012), López-García, 

Valdez-Martínez, Goycochea-Robles and Bedolla (2009), Mañas et al. (2007), and Molina et al. (2009), indicatedz 

that the degree of measurement of commitment and/or job satisfaction is proportional to the personnel results, within 

which performance is distinguished. 

 

Some studies allude to a certain relationship between commitment and job satisfaction in which both, at the same 

time, are involved in the results and personnel performance (Cújar et al., 2013; Hauser, 2014; Meyer et al., 2006; 

Nava-Galán et al., 2013; Sánchez-Sellero M., Sánchez-Sellero P., Cruz-González and Sánchez-Sellero F., 2014). 

 

Recognition 

Recognition is the assessment of the particularities and abilities of an individual, which allow him to make 

contributions to the organization (Saldarriaga, 2014). 

 

Alonso (2008) conducted a study concluding that women showed a high degree of satisfaction with regard to job 

recognition, although they did not reflect significant differences. On the other hand, the less senior staff was less 

satisfied with the recognition. 

 

In a Chilean study, autonomy and recognition were evaluated, and statistically significant relationships were 

observed with the commitment (Chiang et al., 2010). The relationship between recognition and commitment was 

stronger in men (r = 0.559, p <0.01) than in women (r = 0.461, p <0.05). 

 

Participation in decision-making 

Starting from the definitions of Boria-Reverter et al. (2012), participation in decision-making is understood as the 

possibility of an individual being a participant in decisions related to the activities that he carries out and that 

involve his initiative. 

 

The work of Boria-Reverter et al. (2012) showed a positive relationship between participation in decision-making 

and job satisfaction in company managers, scientific, and intellectual technicians. 

 

An empirical study conducted in Spain by Muñiz et al. (2014), evaluated organizational climate dimensions, 

reporting a significant relationship between employee participation and good working environment (t = 7.90, p 

<0.001), warning about the impact that work climate can have on the personnel satisfaction. 

Identification and affection for the organization 

The definition of identification and affection by the organization is specified as: the degree of acceptance of 

organizational values and the identification that a person has with his position and organization, as well as the 
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feelings and perceptions of pleasure and happiness that an individual manifest when belonging to an organization 

(Betanzos et al., 2006). 

 

In the works carried out by Betanzos et al. (2006), Kim (2004) and Mowday et al. (1979) the sense of identification 

and that of affection for the organization were presented as separate variables, being determinants of organizational 

commitment. 

 

Dávila and Jiménez (2014) carried out a study to verify the relationship between the sense of identification with the 

organization, the affection for the organization, and commitment. The results showed significant correlations 

between the sense of identification (r = -0.245, p <0.01) and organizational commitment, as well as between the 

affection for the organization (r = -0.283, p <0.01) and organizational commitment. 

 

Based on the literature review, the graphic model of the research is presented (Fig. 1). 

Fig. 1:- Proposed graphic model 

 
 

As a practical support for the research, the following methodological objectives were specified: 

1. Analyze the research problem background. 

2. Review and theoretically support the research variables. 

3. Prepare and validate an instrument to measure the research variables. 

4. Apply the measurement instrument in the population of interest for the research. 

5. Analyze the data obtained with the measurement instrument using the relevant statistical technique. 

6. Develop the results of the data analysis to elaborate conclusions and theoretical contributions.  

 

Material and Methods:- 

This research has a quantitative approach, an exploratory, descriptive, correlational, and explanatory scope, as well 

as a transeccional and non-experimental design. Surveys (measurement instruments) were applied to obtain the 

necessary data and explain the relationship between the research variables. 

 

The instrument developed for data collection was integrated into two sections. Section 1 collected the participant 

general information: age, seniority, gender, marital status, type of employee, educational level, and degree 

specification. Section 2 contained 35 items, corresponding to the six research variables. The answers for all items 

had a 5-point Likert scale, where 1 indicated "Strongly disagree" and 5 "Strongly agree". 

 

The survey was developed based on the review of scales implemented in other research works, regarded their 

reliability. Subsequently, the validity of its content was carried out, with the participation of human resource 

managers to evaluate the relevance of the items with respect to their research variable, as well as their drafting. 

The study population included all the health professional personnel of two university hospitals, located in 

northeastern Mexico (including the largest in the country), with a total of 926 elements. The estimate of the sample 

was 182. The sampling was non-probabilistic since it was not possible to randomly select the participants. 
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The inclusion criteria of the participants were three: 1) health professional personnel working in one of the described 

university hospitals, 2) must had a healthcare bachelor’s degree, and 3) more than one year of seniority. 

 

A pilot test was carried out on 51 health professionals from one of the described university hospitals; all participants 

in the pilot test met the inclusion criteria. The reliability analysis was carried out, obtaining Cronbach's Alpha 

indexes between 0.7 and 0.9 for each research variable, using the statistical software SPSS (Statistical Package for 

the Social Sciences), version 21, so the survey application was continued. 

 

The data collection process was carried out during September 2016 - February 2017, as well as in November 2017. 

It was carried out during the work shifts of the participants: morning, afternoon, and night. Participation request was 

direct and personal; their collaboration was totally voluntary. The total number of completely answered surveys was 

235. 

 

The analysis methods that were carried out were demographic and statistical. For the statistical analysis, a method of 

structural equations, model of second order factors, was used (Chin, 1998) through the statistical software SmartPLS 

3 (Ringle et al., 2015). 

 

Results:- 
The demographic characteristics analysis of health professional personnel showed that participants had an age range 

of 20 to 64 years, with an average age of 38, the majority belonging to the range between 20 and 29 years. 

Regarding seniority, participants had between 1 and 37 years, with an average of 13, the majority belonging to the 

range of 1 to 10 years. Female gender was the largest part of the sample with 74%. Regarding the type of 

employment contract, 77% had permanent contracts. 

 

In another instance, 60% of the participants said that were married, followed by 31% who were single, and the rest 

were divorced, widowed, separated or living in a free union. Regarding the level of studies, 74% had only 

undergraduate degrees, followed by 16% that had medical specialty or master's degree and the rest had a fellowship 

or doctorate. Just over half had a nursing bachelor’s degree (54%), followed by physicians (21%), and clinical 

chemists (19%). 

 

Statistical analysis of structural equations 

The statistical results of SEM include the measurement model and the structural model analysis.  

 

Evaluation of the measurement model 

Reflective models are characterized by the internal consistency reliability and validity assessments. Specific 

measurements include composite reliability, convergent validity and discriminant validity (Hair et al., 2017). 

 

Internal consistency reliability 

Hair et al., (2017) recommend reporting Cronbach's Alpha and composite reliability to assess internal consistency. 

The results obtained for both criteria were in a range between 0.74 and 0.90, so the average results for each latent 

variable were acceptable for this criterion. 

 

Convergent validity 

To determine convergent validity, the outer indicator loadings, the average variance extracted (AVE), and the 

communality values of the items were considered (Hair et al., 2017). The outer loadings for all indicators were 

above 0.708, as well as communality values were above 0.50. 

 

The AVE values for the constructs were above 0.50, in a range between 0.60 and 0.72, being the minimum value for 

the personnel performance variable and the maximum value for the recognition variable. 

 

Discriminant validity 

The first assessment was the cross-loadings criterion, which established discriminant validity since each indicator 

loaded high on its corresponding construct. The second criterion was the Fornell-Larcker, which was also 

acceptable. 
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To guarantee the discriminant validity results, Hair et al. (2017) propose assessing the heterotrait-monotrait ratio 

(HTMT) of the correlations, as well as their confidence intervals, both being acceptable in this research. Table 1 

summarizes the reflective measurement model results. 

 

Table 1:- Results summary for reflective measurement model 

Indicator Convergent validity Internal consistency reliability Discriminant 

validity? 

 Outer 

loadings 

Communality AVE Cronbach’s 

Alpha 

Composite 

reliability 

 

 >0.708 >0.50 >0.50 0.60-0.90 0.60-0.90 HTMT 

Confidence 

interval 

Personnel performance  

1DES 0.784 0.614 0.600 0.780 0.857 Yes 

8DES 0.784 0.614     

22DES 0.777 0.604     

29DES 0.755 0.569     

Organizational commitment  

10CO 0.858 0.736 0.702 0.858 0.904 Yes 

17CO 0.859 0.737     

31CO 0.822 0.676     

35IDAF 0.812 0.659     

Job satisfaction  

2SL 0.815 0.664 0.704 0.860 0.905 Yes 

9SL 0.832 0.692     

16SL 0.886 0.786     

23SL 0.822 0.676     

Recognition  

13REC 0.840 0.705 0.723 0.811 0.887 Yes 

27REC 0.852 0.726     

34REC 0.859 0.739     

Participation in decision-making  

5PART 0.828 0.685 0.640 0.812 0.876 Yes 

12PART 0.828 0.685     

19PART 0.798 0.638     

26PART 0.743 0.552     

Identification and affection for the organization  

7IDAF 0.855 0.731 0.665 0.748 0.856 Yes 

14IDAF 0.823 0.677     

28IDAF 0.765 0.585     

 

Evaluation of the structural model 

Structural model results evaluation allows to determine the capacity of the model to predict one or more of its 

constructs. The assessment procedure included collinearity, the significance and relevance of the structural model 

relationships, level of R
2
, f

2
 effect size, and predictive relevance Q

2
 (Hair et al., 2017). 

 

Collinearity assessment 

The measure of collinearity was done through the variance inflation factor (VIF), reciprocal to the tolerance value. 

Table 2 shows the VIF and tolerance values for all indicators, they are below 5 and above 0.20, respectively, both 

values being acceptable for all indicators. 

Table 2:- Collinearity assessment: VIF and tolerance values 

Indicator VIF Tolerance 

Personnel performance 

1DES 1.584 0.631 
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8DES 1.424 0.702 

22DES 1.591 0.629 

29DES 1.526 0.655 

Organizational commitment 

10CO 2.126 0.470 

17CO 2.233 0.448 

31CO 1.935 0.517 

35IDAF 1.821 0.549 

Job satisfaction 

2SL 1.899 0.527 

9SL 1.913 0.523 

16SL 2.639 0.379 

23SL 1.917 0.522 

Recognition 

13REC 1.542 0.648 

27REC 2.126 0.470 

34REC 1.966 0.509 

Participation in decisión-making 

5PART 1.908 0.524 

12PART 1.851 0.540 

19PART 1.766 0.566 

26PART 1.451 0.689 

Identification and affection for the organization 

7IDAF 1.578 0.634 

14IDAF 1.556 0.642 

28IDAF 1.399 0.715 

 

Structural model path coefficients 

The estimates of the path coefficients are obtained with the PLS-SEM algorithm, representing the hypothetical 

relationships among the constructs. Table 3 summarizes the results of the significance tests, including path 

coefficients, t values, p values, and 95% confidence intervals for all the structural model relationships, resulting only 

six relationships at a significant level. 

 

Coefficient of determination (R
2
 value) 

Table 4 shows the R
2
 values for the three endogenous latent variables and the average of the R

2
 values of the model, 

the latter being moderate, equal to 0.50. 

 

Effect size f
2
 

Table 5 shows the f
2
 effect size for the structural model relationships. Recognition and participation in decision-

making had small effects on job satisfaction (close to 0.02). On the other hand, identification and affection for the 

organization had a medium effect on job satisfaction (close to 0.15). Finally, identification and affection for the 

organization and job satisfaction had large effects on organizational commitment (close to 0.35), as well as job 

satisfaction on personnel performance. 

 

Predictive relevance Q
2
 

Stone-Geisser’s Q
2
 value is obtained from the blindfolding procedure, which represents a criterion for evaluating the 

predictive relevance of cross-loadings for a PLS path model. Table 4 shows the Q
2
 values for the endogenous latent 

variables of the path model, representing predictive relevance for all three. 

 

Table 3:- Significance of the structural model relationships 

Structural model 

relationships 

Path coefficients 95% Confidence intervals t value p value Significance 

(p<0.05) 

REC -> DES 0.022 [-0.131, 0.174] 0.275 0.783 No 

REC -> CO 0.079 [-0.046, 0.196] 1.321 0.187 No 
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Note. DES, personnel performance; CO, organizational commitment; SL, job satisfaction; REC, recognition; PART, 

participation in decision-making; IDAF, identification and affection for the organization. 

 

Table 4:- Model’s R
2
 values and predictive relevance: Q

2 
value 

 

Table 5:- Effect size f
2
 

Note. DES, personnel performance; CO, organizational commitment; SL, job satisfaction; REC, recognition; PART, 

participation in decision-making; IDAF, identification and affection for the organization. 

 

Mediation effects 

The testing of the mediation model included the assessment of the significance of the direct and indirect effects (via 

the mediator variable) among the constructs (Table 6). 

 

The results showed that the six hypothetical relationships had significant indirect effects, five of them being full 

mediations and only one as a partial mediation. These results define which research hypotheses were rejected and 

which were accepted. Table 7 shows the research hypotheses testing. 

 

  

REC -> SL -0.192 [-0.354, -0.053] 2.539 0.011 Yes 

PART -> DES 0.155 [-0.006, 0.304] 1.958 0.050 No 

PART -> CO -0.096 [-0.226, 0.033] 1.461 0.144 No 

PART -> SL 0.323 [0.152, 0.509] 3.601 0.000 Yes 

IDAF -> DES 0.108 [-0.042, 0.256] 1.408 0.159 No 

IDAF -> CO 0.459 [0.319, 0.605] 6.354 0.000 Yes 

IDAF -> SL 0.462 [0.254, 0.617] 5.034 0.000 Yes 

SL -> DES 0.482 [0.334, 0.616] 6.552 0.000 Yes 

SL -> CO 0.519 [0.366, 0.655] 7.078 0.000 Yes 

Latent variable R
2 
value Q

2 
value 

Personnel performance 0.438 0.236 

Organizational commitment 0.714 0.457 

Job satisfaction 0.356 0.226 

Average 0.502  

Latent variables relationship Effect size f
2
 

REC -> DES 0.000 

REC -> CO 0.010 

REC -> SL 0.027 

PART -> DES 0.017 

PART -> CO 0.013 

PART -> SL 0.069 

IDAF -> DES 0.009 

IDAF -> CO 0.318 

IDAF -> SL 0.167 

SL -> DES 0.266 

SL -> CO 0.606 
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Table 6:- Significance analysis results of the direct and indirect effects 

Structural 

model 

relationships 

Direct 

effect 

95% 

Confidence 

interval 

t 

value 

Significance 

(p<0.05) 

Indirect 

effect 

95% 

Confidence 

interval 

t 

value 

Significance 

(p<0.05) 

REC -> DES 0.022 [-0.131, 

0.174] 

0.275 No -0.093 [-0.190, -

0.025] 

2.295 Yes 

REC -> CO 0.079 [-0.046, 

0.196] 

1.321 No -0.100 [-0.199, -

0.029] 

2.384 Yes 

PART -> 

DES 

0.155 [-0.006, 

0.304] 

1.958 No 0.156 [0.066, 

0.273] 

2.957 Yes 

PART -> CO -0.096 [-0.226, 

0.033] 

1.461 No 0.168 [0.074, 

0.292] 

3.121 Yes 

IDAF -> 

DES 

0.108 [-0.042, 

0.256] 

1.408 No 0.223 [0.115, 

0.346] 

3.754 Yes 

IDAF -> CO 0.459 [0.319, 

0.605] 

6.354 Yes 0.240 [0.122, 

0.372] 

3.727 Yes 

Note. DES, personnel performance; CO, organizational commitment; SL, job satisfaction; REC, recognition; PART, 

participation in decision-making; IDAF, identification and affection for the organization. 

 

Table 7:- Research hypotheses testing 

Research hypotheses Effect  Hypotheses 

testing 

H1: Recognition positively impacts personnel performance through 

job satisfaction 

Significant full 

mediation  

Rejected* 

H2: Recognition positively impacts organizational commitment 

through job satisfaction 

Significant full 

mediation 

Rejected* 

H3: Participation in decision-making positively impacts personnel 

performance through job satisfaction 

Significant full 

mediation 

Accepted 

H4: Participation in decision-making positively impacts 

organizational commitment through job satisfaction 

Significant full 

mediation 

Accepted 

H5: Identification and affect for the organization positively impacts 

personnel performance through job satisfaction 

Significant full 

mediation 

Accepted 

H6: Identification and affect for the organization positively impacts 

organizational commitment through job satisfaction 

Significant partial 

mediation, complemetary 

mediation  

Accepted 

*Statistically significant relationship with a negative impact. 

 

Discussion:- 
Under the methodological strategy, it can be defined that participation in decision-making and the sense of 

identification and affection for the organization are issues that determine personnel performance and organizational 

commitment through job satisfaction. On the other hand, recognition, despite having a significant impact on 

performance and commitment through job satisfaction, due to the negative impact, follows that is not part of the 

important issues for health professional personnel to be able to have good performance and be committed to the 

organization. 

 

It is important that human resource managers recognize that the university hospitals environment is different from 

that of other organizations in the health sector, basically because personnel showed they have an appreciation for the 

institution, since, despite the fact that most of them were professionally trained in their actual workplace, as 

employees they obtain work benefits that are added to the bond that already existed between the individuals and the 

hospital. This does not imply that personnel is not interested in being recognized in their work, rather it states that 

being recognized is not necessary to have a good performance and feel committed to work. 

 

For practical questions, this knowledge helps human resource managers of medical institutions with a focus on 

assistance, teaching, and research, to identify the organizational issues and perceptions that, according to 
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professional health personnel, are important to determine their good performance and feel committed to the 

organization. 

 

Conclusion:- 
The promotion of participation in decision-making and the development of a sense of identification and affection for 

the organization are aspects to consider among health professional personnel of university hospitals to obtain better 

individual results and, in this way, offer better health services, teaching development and greater achievements in 

research area. 

 

The results of this study, the effects of participation in decision-making and the sense of identification and affection 

for the organization on personnel performance and organizational commitment through job satisfaction is an issue 

that still has much to explore. Mainly the relationship that involves the identification and affection for the 

organization variable, which was designed specifically for this research, but can be further explored in this and other 

contexts, in terms of its impact on personnel results. 

 

The above, also provides useful information for human resource managers, considering issues that have not been 

studied in other investigations. The inclusion of aspects of organizational climate, organizational behavior, and 

individual results in the same model allows the development of research that can be replicated in other university 

hospitals or even in other sectors, nationally or internationally. 
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