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Abstract. Organizational commitment is essential for maintaining hospital performance, service quality, and 

healthcare continuity. Preliminary data from Brebes Regional General Hospital shows that 35% of medical 

doctors face issues with low organizational commitment, which may negatively impact the institution's 

effectiveness. This study examines how meritocracy strengthens the effects of transformational leadership and 

work motivation on medical personnel's organizational commitment. A quantitative approach with causal 

research design was used to analyze the relationships among these variables. The sample included 72 doctors, 

selected through purposive sampling. Data were collected via structured questionnaires and analyzed using 

Moderated Regression Analysis (MRA) to assess both direct and moderating effects. The findings show that 

transformational leadership, work motivation, and meritocracy together significantly influence organizational 

commitment. Transformational leadership and work motivation each have a positive impact on organizational 

commitment. Additionally, meritocracy serves as a moderating factor, enhancing the connection between 

leadership and commitment, as well as work motivation and commitment. These results suggest that meritocratic 

systems based on competence, performance, and achievement improve leadership effectiveness and motivation, 

fostering greater commitment among medical staff. The study suggests that hospital management should 

implement meritocratic principles consistently in leadership and human resource practices, alongside developing 

transformational leadership and motivation strategies, to maintain high levels of organizational commitment 

among medical personnel. 

 

Keywords: Hospital Management; Meritocracy; Organizational Commitment; Transformational Leadership; 

Work Motivation. 

 

1. INTRODUCTION 

Hospitals are health care facilities that provide comprehensive promotive, preventive, 

curative, rehabilitative, and palliative services, as well as having educational and research 

functions in the field of health (Government Regulation No. 28 of 2024 concerning the 

implementing regulations of Law No. 17 of 2023 concerning Health). In the context of the 

transformation of the national health system, the Indonesian Ministry of Health emphasizes the 

strengthening of the national referral network for priority diseases. Brebes Regional General 

Hospital has been designated as a Class B General Hospital in accordance with the Decree of 

the Indonesian Minister of Health number HK.03.05/I/2231/12 dated September 10, 2012. 

Brebes Regional General Hospital serves as a referral hospital for stroke, cancer, 

cardiovascular diseases, urology and nephrology, diabetes mellitus, mental health, maternal 

and child health, respiratory and tuberculosis, gastroenterology and hepatology, and emerging 

infectious diseases. These changes require solid collaboration between leadership and medical 

staff to enhance performance and commitment to organizational goals. 

Organizational commitment is one of the determining factors for a hospital's success in 

achieving optimal performance (Fantahun et al., 2023). Individuals with high commitment 
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show loyalty and dedication in supporting the achievement of organizational goals (Shaikh et 

al., 2024; Kromah et al., 2024). Organizational commitment consists of three main 

components: affective, continuance, and normative (Meyer & Allen, 1997). This commitment 

can be strengthened through transformational leadership that unifies the vision of 

organizational members (Peng, Liao, & Sun, 2020) and work motivation that drives the 

achievement of goals (Moynihan & Pandey, 2019). Public organizations such as hospitals need 

a fair and performance-based reward system. In this context, meritocracy plays an important 

role because it upholds the principle of fairness in determining compensation, promotions, and 

career development opportunities (Adams et al., 2021).  

Meritocracy refers to the implementation of a system in which promotions, rewards, 

and career development are based on an individual's achievements, competencies, and actual 

contributions to the organization, rather than solely on proximity, seniority, or favoritism. A 

recent field study in the public health sector in Sierra Leone shows that the implementation of 

a performance-based promotion system accompanied by incentives and transparent 

communication can increase the productivity of public health workers by up to 22% and 

strengthen their work motivation (Deserranno et al., 2025). Meritocracy assesses 

performance based on objective achievements (Maulidan, et al., 2020), influences the job 

satisfaction and loyalty of medical personnel (Hu et al., 2020), and is related to distributive, 

procedural, and interactional justice (Young, 1959; Li et al., 2023). Conversely, injustice in the 

merit system hinders the formation of organizational commitment (Oliveira, 2023). 

Preliminary survey results at Brebes Regional General Hospital indicate that the 

implementation of meritocracy is still weak. As many as 70% of doctors reported problems 

with distributive justice, 60% with procedural justice, and 70% with interactional justice. In 

addition, 30% of doctors faced problems with sustained commitment, particularly related to 

transparency in promotion and performance-based rewards. This indicates the need for a strong 

meritocracy system to strengthen the relationship between transformational leadership, work 

motivation, and commitment to the organization. 

Transformational leadership plays an important role in inspiring work enthusiasm and 

fostering commitment through ideal influence, inspirational motivation, intellectual 

stimulation, and individual attention (Bass & Avolio, 1994; Nurjanah et al., 2020). Previous 

studies have shown a positive relationship between transformational leadership and 

organizational commitment (Jiatong et al., 2022; Welty et al., 2019; Eliyana, & Muzakki, 

2019), but different results have also been found (Hussain & Khayat, 2021). Similarly, work 

motivation has been shown to encourage organizational commitment (Çivit & Göncü-Köse, 



 
 

e-ISSN: 2963-0703; p-ISSN: 2964-6324, Hal. 01-14 
 

2024; Park & Lee, 2023; Conceiҫão, 2023), but it can weaken when organizational support is 

low (Apridar & Adamy, 2019). 

Based on this, this study aims to analyze the role of meritocracy in strengthening the 

organizational commitment of medical personnel at Brebes Regional General Hospital, 

considering the influence of transformational leadership and work motivation. This study is 

expected to provide empirical contributions to the development of a fair, transparent, and 

performance-based meritocracy system as a foundation for increasing the commitment of 

medical personnel to the quality of hospital services. 

 

2. RESEARCH METHODOLOGY 

This study uses a quantitative approach with a causality design to analyze the influence 

of transformational leadership and work motivation on organizational commitment, with 

meritocracy as a moderating variable. The study was conducted at Brebes Regional General 

Hospital, Central Java, in January–February 2025. The research respondents were 72 doctor-s 

selected through purposive sampling based on the criteria of a minimum of one year of service 

and direct involvement in hospital services. 

Primary data were obtained through a closed-ended questionnaire using a four-point 

Likert scale developed from the theories of Bass and Avolio (1994), Herzberg (1959), Meyer 

and Allen (1997), and Young (1959). Before use, the instrument was tested for validity and 

reliability with criteria of r > 0.361 and Cronbach's Alpha > 0.60 to ensure measurement 

accuracy and consistency. 

Data analysis was performed using the Statistical Package for the Social Sciences 

(SPSS) in two stages. The first stage was descriptive analysis to describe the characteristics of 

the respondents and their perceptions of the variables. The second stage used Moderated 

Regression Analysis (MRA) to test the role of meritocracy in strengthening the influence of 

transformational leadership and work motivation on organizational commitment, with a 

significance level of 5%. 

 

3. RESULTS AND DISCUSSION 

Results  

The characteristics of the respondents in this study were doctors at Brebes Regional 

General Hospital with the criteria of specialist doctors, general practitioners, and dentists, in 

addition to directors and structural staff, as well as internship doctors. The results of the 

questionnaire distribution according to the criteria obtained 72 respondents who became 
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participants. The following are the characteristics of the respondents in this study. 

Table 1 Respondent Characteristics Distribution. 

 

The validity test was conducted by distributing questionnaires to 30 doctor respondents 

working at Brebes Regional General Hospital who met the participation criteria. The validity 

test used product moment correlation with the help of the SPSS program. Items were declared 

valid if they had a calculated r > table r (0.361) with a 5% probability level. The following are 

the validity test results for each variable using SPSS 25 software: 

Table 2 Validity Test Results. 

Variable Calculated R Table R Description 

Meritocracy .848** – .677** 0.361 Valid 

Transformational Leadership .821** – .586** 0.361 Valid 

Work Motivation .823** – .412** 0.361 Valid 

Organizational Commitment .802** – .585** 0.361 Valid 

 

No. Demographic Category Frequency Percentage 

1 Age ≤ 25 - 30 years 14 19.4 

  31 - 35 years 17 23.6 

  36 - 40 years old 15 20.8 

  > 40 years old 26 36.1 

 Total 72 100 

2 Gender Male 43 59.7 

  Female 29 40.3 

 Total 72 100 

3 Education Bachelor of Medicine 27 37.5 

  Specialist 43 59.7 

  Master 2 2.8 

 Total 72 100 

4 Years of 

Service 

1 - 5 years 38 52.8 

  6 - 10 years 10 13.9 

  11 - 15 years 6 8.3 

  > 15 years 18 25.0 

 Total 72 100 
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Based on the validity test results presented in the table, all research variables have a 

calculated r value above the table r, ranging from 0.586 to 0.848 with a significance level of p 

< 0.01. In detail, the Meritocracy variable ranges from 0.848 to 0.677, Transformational 

Leadership has a calculated r value between 0.821 and 0.586, Work Motivation between 0.823 

and 0.412, and Organizational Commitment between 0.802 and 0.585. Since all calculated r 

values are greater than the table r (0.361), all items in these variables are declared valid. Thus, 

all statements in the research instrument are suitable for use in the next stage of analysis. 

Table 3 Reliability Test Results. 

Variable Cronbach's 

Alpha Value 

Critical 

Value 

Description 

Meritocracy 0.857 0.60 Reliable 

Transformational Leadership 0.868 0.6 Reliable 

Work Motivation 0.79 0.60 Reliable 

Organizational Commitment 0.872 0.6 Reliable 

 

The table above shows the results of the reliability analysis for the variables in this study, 

which were measured using Cronbach's Alpha values. All variables show Cronbach's Alpha 

values higher than the critical value of 0.60, with Meritocracy at 0.857, and Transformational 

Leadership having the highest value at 0.868, followed by Organizational Commitment at 

0.872 and Work Motivation at 0.790. All variables were declared reliable, meaning that the 

measurement instruments used in this study were trustworthy and consistent in measuring the 

intended aspects. These results support the validity of the study and show that the data obtained 

from the respondents was reliable. 

Descriptive Analysis 

Descriptive statistics were used to describe the characteristics of the respondents and research 

variables using the Three Box Method to obtain a descriptive overview of the respondents in 

relation to the variables studied. 

Table 4 Three Box Method Average Matrix. 

No Variable 
Category 

Behavior 
Low Moderate High 

1 Meritocracy  ✔  Fair 

2 Transformational Leadership   ✔ Caring 

3 Work Motivation   
✔ 

Motivated 

4 Organizational Commitment   ✔ Commitment 
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Based on the results of the categorization analysis of each research variable, it was 

found that most respondents scored in the high category. Meritocracy was in the moderate 

category, reflecting that the application of fair principles in rewards and performance 

appraisals was quite good, although there was still room for improvement. The 

Transformational Leadership variable was in the high category, which describes caring 

behavior towards subordinates and the work environment. The Work Motivation variable was 

also in the high category, indicating that respondents had a strong drive to achieve and were 

motivated in carrying out their duties. Meanwhile, the Organizational Commitment variable is 

in the high category, indicating a strong sense of commitment and loyalty to the organization. 

Overall, these results indicate that respondents have a positive tendency toward aspects of 

leadership, motivation, meritocracy, and commitment in the work environment. 

Data Analysis 

Classical assumption tests were conducted to ensure the validity of the regression model, 

which included tests of normality, multicollinearity, heteroscedasticity, and significance 

(Ghozali, 2016). The results of the normality test using the Kolmogorov-Smirnov method 

showed an Asymptotic Significance (2-tailed) value of 0.200, which is greater than 0.05. This 

indicates that the residual data is normally distributed. In the multicollinearity test, all 

independent variables had tolerance values greater than 0.10 and Variance Inflation Factor 

(VIF) values less than 10, so it can be concluded that there was no multicollinearity. 

Furthermore, the heteroscedasticity test shows a significance value of 0.071, which is greater 

than 0.05, indicating no heteroscedasticity in the regression model. 

The significance test used the F test and was followed by the t test. Based on the F test 

results, a calculated F value of 125.020 was obtained with a significance value of less than 

0.001. This value is greater than the F table value of 2.35, so it can be concluded that the 

regression model is simultaneously significant. The F test results show that the regression 

model is simultaneously significant, meaning that transformational leadership, work 

motivation, and meritocracy together influence organizational commitment. The t test was 

conducted to determine the partial influence of each independent variable on the dependent 

variable. 
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Table 5 Regression and Moderation Test Results. 

Variable t-count Sig. Description 

Meritocracy 8.401 < 0.001 Significant 

Transformational 

Leadership 

3,895 < 0.001 Significant 

Work Motivation 3.238 0.002    Significant 

Meritocracy x 

Transformational Leadership 

 

2.119 

 

0.038 

 Significant        

moderation 

Meritocracy x Work 

Motivation 

2.873 0.005    Significant 

    moderation 

    

 

The test results show that meritocracy has a significant effect on organizational 

commitment with a t-value of 8.401 and significance < 0.001. These results indicate that 

meritocracy plays an important role in increasing the organizational commitment of doctors at 

Brebes Regional General Hospital. Meanwhile, transformational leadership has a t-value of 

3.895 (p < 0.001), indicating a significant effect on organizational commitment. This shows 

that transformational leadership has a significant effect on the organizational commitment of 

doctors at Brebes Regional General Hospital. This means that the higher the transformational 

leadership, the higher the organizational commitment. Furthermore, work motivation obtained 

a t-value of 3.238 with a significance value of 0.002 (< 0.05), indicating a significant positive 

relationship with organizational commitment. The higher the work motivation, the higher the 

organizational commitment of doctors. Additionally, the moderation test results show that 

meritocracy moderates the relationship between transformational leadership and organizational 

commitment with a t-value of 2.119 and a significance value of 0.038 (< 0.05). These findings 

indicate that the implementation of fair and performance-based meritocracy strengthens the 

relationship between transformational leadership and organizational commitment. Similarly, 

meritocracy strengthens the influence of work motivation on the commitment of doctors at 

Brebes Regional General Hospital, indicating that a merit-based reward system can increase 

loyalty and organizational attachment. Similarly, the interaction between work motivation and 

meritocracy has a t-value of 2.873 with a significance of 0.005 (< 0.05), which means that 

meritocracy also strengthens the influence of work motivation on the organizational 

commitment of doctors at Brebes Regional General Hospital. 
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Discussion 

The Role of Meritocracy in the Relationship between Transformational Leadership and 

Work Motivation on Organizational Commitment 

The results show that transformational leadership and work motivation simultaneously 

influence organizational commitment with meritocracy as a moderating variable among 

doctors at Brebes Regional General Hospital. Transformational leadership is categorized as 

high with "caring" behavior, indicating the leadership's attention to the needs and development 

of subordinates, in accordance with Bass & Avolio's (1994) theory. Work motivation was also 

categorized as high with "motivated" behavior, in line with Herzberg's (1959) theory that 

motivation drives individuals to achieve work goals. Meanwhile, meritocracy was categorized 

as moderate with "fair" behavior, indicating a perception of fairness but still needing 

improvement, as per Young's (1959) theory that a meritocracy system assesses individuals 

based on their achievements and efforts. Organizational commitment is in the high category, 

indicating doctors' attachment to the organization, in line with Meyer & Allen's (1997) theory, 

which emphasizes loyalty and concern for the organization's progress. 

This study reinforces the findings of Peng et al. (2020) that transformational leadership 

unifies the vision between leaders and members, as well as Moynihan & Pandey (2019), which 

shows that strong work motivation increases commitment to the organization. Additionally, 

Adams et al. (2021) assert that fair and merit-based systems increase member attachment, in 

line with the findings of Shaikh et al. (2024) and Kromah et al. (2024) that individuals with 

high commitment tend to be loyal and actively contribute to organizational progress. Thus, 

increasing doctors' organizational commitment requires synergy between inspirational 

leadership, strong work motivation, and the implementation of a fair meritocracy system to 

create a productive, fair, and sustainable work environment. 

The influence of transformational leadership on organizational commitment 

The results of the study indicate that transformational leadership has a significant effect 

on the organizational commitment of doctors at Brebes Regional General Hospital. 

Inspirational and visionary leadership has been proven to increase doctors' attachment to the 

organization. Based on the Three-box Method analysis ( ), the transformational leadership 

variable is in the high category, indicating a positive perception of leadership style in the 

hospital environment. The highest dimension is Individualized Consideration, which shows 

the leadership's attention to employee needs and development, while the Inspirational 

Motivation dimension received the lowest score, although it remained in the high category. 

This indicates the need to improve the leadership's ability to set high standards and provide 
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stronger motivation to the medical team to create a productive and patient-satisfaction-oriented 

work environment. 

These findings are in line with Bass & Avolio's (1994) theory that transformational 

leadership can change members' behavior towards a more motivated and enthusiastic work 

pattern. Robbins & Judge (2017) also emphasize that inspirational leadership encourages team 

members to prioritize organizational interests over personal interests. Furthermore, the results 

of this study support the findings of Jiatong et al. (2022), Welty Peachey et al. (2019), and 

Eliyana et al. (2019), which state that transformational leadership plays an important role in 

shaping organizational commitment. Therefore, enhancing the aspect of Inspirational 

Motivation is key to strengthening doctors' commitment to the organization, as leadership that 

can inspire will encourage loyalty, innovation, and better quality of healthcare services in 

hospitals. 

The influence of work motivation on organizational commitment 

Statistical test results show that work motivation has a significant effect on the 

organizational commitment of doctors at Brebes Regional General Hospital. High work 

motivation encourages doctors to feel attached to the organization, because they feel valued 

and recognized for their contributions. The Three-box Method analysis reveals that doctors' 

work motivation is relatively high, especially in terms of intrinsic factors, as demonstrated by 

a strong desire to provide quality service as a form of professional responsibility. However, 

motivation derived from the desire for praise and promotion is relatively low, so more attention 

is needed to maintain a balance between intrinsic and extrinsic factors to maintain 

organizational commitment. 

These results are in line with the motivation theories of Herzberg (1959), Robbins & 

Judge (2017), and Meyer & Allen (1997), which emphasize that work motivation is the main 

driver in building commitment to the organization. Previous studies such as Park & Lee (2023), 

Erdurmazlı (2019), and Conceiҫão (2023) also support the view that work motivation plays an 

important role in shaping individuals' loyalty and consistency towards organizational goals. 

Therefore, to strengthen doctors' organizational commitment, Brebes Regional General 

Hospital needs to improve aspects of recognition, rewards, and career development 

opportunities that can strengthen overall work motivation and create a positive and productive 

work culture. 

The influence of meritocracy on organizational commitment 

The results of the study indicate that meritocracy has a significant effect on the 

organizational commitment of doctors at Brebes Regional General Hospital. The 
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implementation of a fair meritocracy system, where rewards and promotions are given based 

on achievements and performance, can increase doctors' loyalty to the organization. The Three- 

box Method analysis shows that the level of meritocracy is in the moderate category, with the 

highest dimension in distributive justice, reflecting a positive perception of performance-based 

promotions. However, interactional justice is still low, indicating the need for improvement in 

how management treats high-performing doctors. Improvements in interpersonal recognition 

and rewards can strengthen perceptions of justice and ultimately increase doctors' 

organizational commitment. 

These findings are in line with Young's (1959) meritocracy theory and McNamee & 

Miller's (2009) view, which emphasizes the importance of fairness and competency-based 

assessment in increasing work motivation and commitment. In this context, when doctors feel 

recognized based on their abilities and achievements, they are more enthusiastic, professional, 

and committed to the organization's goals. Previous research by Maulidan et al. (2020), Castilla 

& Benard (2020), and Hu et al. (2020) also supports that an objective meritocracy system 

increases the satisfaction, motivation, and loyalty of organizational members. Therefore, 

Brebes Regional General Hospital needs to strengthen the comprehensive implementation of 

meritocracy to create a fair, competitive, and performance-oriented work environment to 

achieve organizational goals. 

The role of meritocracy strengthens the influence of transformational leadership on 

organizational commitment 

The results of the study show that meritocracy positively moderates the relationship 

between transformational leadership and the organizational commitment of Brebes Regional 

General Hospital doctors. This means that the implementation of a fair meritocracy system 

strengthens the influence of transformational leadership on doctors' commitment to the 

organization. When meritocracy is effective, doctors led by transformational leaders will be 

more committed because they feel that their achievements and contributions are objectively 

valued. Meritocracy creates a transparent and fair environment, where doctors are more 

motivated to follow the vision and mission of the organization as conveyed by the leader. 

The synergy between transformational leadership and meritocracy makes doctors not only 

inspired by visionary leadership, but also confident that their hard work will be recognized, 

thereby increasing their attachment and loyalty to the organization. 

These findings are in line with Bass & Avolio's (1994) theory, which explains that 

transformational leadership changes followers' behavior towards a more motivated work 

pattern, as well as Young's (1959) theory, which emphasizes that meritocracy is based on 
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fairness and achievement. When meritocracy is implemented, transformational leaders become 

more effective at inspiring because members feel fairly valued, as confirmed by Robbins & 

Judge (2017) that transformational leadership encourages members to prioritize the interests of 

the organization over personal interests. This study also supports the findings of Jiatong et al. 

(2022), Welty Peachey et al. (2019), and Maulidan et al. (2020), which show that meritocracy 

strengthens the influence of leadership on the commitment and satisfaction of organizational 

members. Thus, strengthening a transparent meritocracy system and inspirational leadership 

will create a fair, productive, and sustainable work culture, thereby increasing the commitment 

and performance of doctors at Brebes Regional General Hospital. 

The role of meritocracy in strengthening the influence of work motivation on 

organizational commitment 

The results of the study indicate that meritocracy positively moderates the relationship 

between work motivation and the organizational commitment of doctors at Brebes Regional 

General Hospital. This means that the implementation of a fair and performance-based 

meritocracy system strengthens the influence of work motivation on doctors' commitment to 

the organization. When doctors feel that their efforts and contributions are objectively 

recognized, their motivation to excel increases and results in a stronger commitment to the 

hospital's goals. Meritocracy creates an environment that values performance and fosters a 

sense of fairness, so that doctors are not only intrinsically motivated but also extrinsically 

driven to deliver the best results. The integration of work motivation and meritocracy is key to 

creating a productive, fair, and goal-oriented work culture. 

These findings are in line with the theories of Young (1959) and McNamee & Miller 

(2009), which emphasize that meritocracy is based on fairness and rewards based on 

achievement, as well as Lewis' (2005) research, which shows that this system increases 

members' sense of achievement and recognition. Empirical support also comes from 

Erdurmazlı (2019) and Conceição (2023), who state that work motivation drives loyalty and 

commitment to the organization, as well as Hu et al. (2020) and Maulidan et al. (2020), who 

affirm the role of meritocracy in increasing satisfaction and commitment through objective 

fairness. Thus, strong work motivation, if supported by a transparent and fair meritocracy 

system, will encourage doctors to compete healthily, improve performance, and strengthen 

commitment to achieving the goals of the Brebes Regional General Hospital. 
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4. CONCLUSION 

Based on the results of this study, it can be concluded that transformational leadership 

and work motivation significantly influence the organizational commitment of medical 

personnel at Brebes Regional General Hospital, both individually and simultaneously, with 

meritocracy playing a meaningful moderating role. The hypothesis testing confirms that 

meritocracy strengthens the effect of transformational leadership and work motivation on 

organizational commitment, indicating that leadership and motivational efforts are more 

effective when supported by fair, transparent, and performance-based human resource systems. 

These findings suggest that organizational commitment among doctors is not solely shaped by 

leadership style or individual motivation, but also by the extent to which the organization 

consistently applies merit-based principles in rewards, promotions, and career development. 

Therefore, hospital management is encouraged to institutionalize meritocracy alongside the 

development of transformational leadership practices and motivational strategies to sustain and 

enhance doctors’ commitment. Nevertheless, this study is limited by its cross-sectional design, 

single-institution focus, and relatively small sample size, which call for caution in generalizing 

the findings to other hospital settings. Future research is recommended to involve multiple 

hospitals, larger samples, and longitudinal designs, as well as to explore additional variables 

such as organizational culture, job satisfaction, or perceived organizational support to provide 

a more comprehensive understanding of factors influencing organizational commitment in the 

healthcare sector. 

 

REFERENCES 

Adams, B., Shadrach, O., Nwachukwu, C., & Nguyen Ho Viet, A. (2021). Relationship between 

Organizational Politic Meritocracy and Organizational Commitment. Webology, 18, 

278–287. https://doi.org/10.14704/WEB/V18SI04/WEB18128 

Apridar, & Adamy, M. (2019). The Effect of Job Satisfaction and Work Motivation on 

Organizational Commitment and Organizational Citizenship Behavior in BNI in the 

Working Area of Bank Indonesia Lhokseumawe. In Emerald Reach Proceedings 

Series: Vol. 1. Proceedings of MICoMS 2018 (pp. 1–5). Emerald Publishing Limited. 

https://doi.org/10.1108/978-1-78756-793-1-00063 

Bass, B. M., & Avolio, B. J. (1994). Improving Organizational Effectiveness Through 

Transformational Leadership. SAGE Publications. 

Castilla, E. J., & Benard, S. (2020). The Paradox of Meritocracy on Organization Commitment. 

Administrative Science Quarterly, 55(4), 543–676. 

https://doi.org/10.2189/asqu.2010.55.4.543 

Conceiҫão, M. R. da. (2023). Impact of Compensation and Work Motivation on Organizational 

Commitment. Journal of Digitainability, Realism & Mastery (DREAM), 2(12), 249–

https://doi.org/10.14704/WEB/V18SI04/WEB18128
https://doi.org/10.1108/978-1-78756-793-1-00063
https://doi.org/10.2189/asqu.2010.55.4.543


 
 

e-ISSN: 2963-0703; p-ISSN: 2964-6324, Hal. 01-14 
 

265. https://doi.org/10.56982/dream.v2i12.178 

Deserranno, E., Kastrau, P., & León-Ciliotta, G. (2025). Promotions and productivity: The role 

of meritocracy and pay progression in the public sector. Am Econ Rev Insights, 7(1), 71–

89. https://doi.org/10.1257/aeri.20230594 

Eliyana, A., Ma’arif, S., & Muzakki. (2019). Job satisfaction and organizational commitment 

effect in the transformational leadership towards employee performance. European 

Research on Management and Business Economics, 25(3), 144–150. 

https://doi.org/10.1016/j.iedeen.2019.05.001 

Erdurmazlı, E. (2019). On the Servant Leadership Behaviors Perceived in Voluntary Settings: 

The Influences on Volunteers’ Motivation and Organizational Commitment. Sage 

Open, 9(3), 2158244019876265. https://doi.org/10.1177/2158244019876265 

Fantahun, B., Dellie, E., Worku, N., & Debie, A. (2023). Organizational commitment and 

associated factors among health professionals working in public hospitals of 

southwestern Oromia, Ethiopia. BMC Health Serv Res., 23(1), 180. 

https://doi.org/10.1186/s12913-023-09167-3 

Herzberg, F. I. (1959). The motivation to work. New York: John Wiley & Sons, Ltd. 

Hu, S., Shen, X., Creed, P. A., & Hood, M. (2020). The relationship between meritocratic 

beliefs and organizational commitment: The moderating role of socioeconomic 

status. Journal of Vocational Behavior, 116, 103370. 

https://doi.org/10.1016/j.jvb.2019.103370 

Hussain, M. K., & Khayat, R. A. M. (2021). The Impact of Transformational Leadership on 

Job Satisfaction and Organizational Commitment Among Hospital Staff: A Systematic 

Review. Journal of Health Management, 23(4), 614–630. 

https://doi.org/10.1177/09720634211050463 

Jiatong, W., Wang, Z., Alam, M., Murad, M., Gul, F., & Gill, S. A. (2022). The Impact of 

Transformational Leadership on Affective Organizational Commitment and Job 

Performance: The Mediating Role of Employee Engagement. Frontiers in Psychology, 

13(April), 1–12. https://doi.org/10.3389/fpsyg.2022.831060 

Kromah, M. D., Ayoko, O. B., & Ashkanasy, N. M. (2024). Commitment to organizational 

change: The role of territoriality and change-related self-efficacy. Journal of

 Business Research, 174,

 114499.https://doi.org/10.1016/j.jbusres.2024.114499 

Lewis, J. (2005). Meritocracy. Other Press. 

Li, Z., Liang, L., Duan, C., Zhang, X., & Lv, Z. (2023). Impact of Meritocratic Beliefs of 

Newcomers on Organizational Commitment: A Career Construction Perspective. 

Psychological Reports, 126(3), 1531–1550. 

https://doi.org/10.1177/00332941211064810 

Maulidan, J. A., Azis, N., & Ibrahim, R. (2020). Mediated Effect Job Satisfaction on the 

Relationships between Compensation, Organizational Culture, and Meritocracy on 

Organizational Commitment. EAS Journal of Economics, Business and Management, 

3(3), 245–250. https://doi.org/10.36349/EASJEBM. 2020.v03i03.007 

McNamee, S. J., & Miller, R. K. (2009). The Meritocracy Myth. Rowman & Littlefield. 

Meyer, J. P., & Allen, N. J. (1997). Commitment in the Workplace: Theory, Research, and 

Application. SAGE Publications. 

https://doi.org/10.56982/dream.v2i12.178
https://doi.org/10.1257/aeri.20230594
https://doi.org/10.1016/j.iedeen.2019.05.001
https://doi.org/10.1177/2158244019876265
https://doi.org/10.1186/s12913-023-09167-3
https://doi.org/10.1016/j.jvb.2019.103370
https://doi.org/10.1177/09720634211050463
https://doi.org/10.3389/fpsyg.2022.831060
https://doi.org/10.1016/j.jbusres.2024.114499
https://doi.org/10.1177/00332941211064810
https://doi.org/10.36349/EASJEBM.2020.v03i03.007


 
 

Role of Meritocracy in Strengthening Organizational Commitment among Medical Personnel at Brebes District 
Hospital 

 

14       Journal of Educational Innovation and Public Health – VOLUME 4 NOMOR 1 JANUARI 2026 

 

Moynihan, D. P., & Pandey, S. K. (2019). Finding Workable Levers Over Work Motivation: 

Comparing Job Satisfaction, Job Involvement, and Organizational Commitment. 

Administration & Society, 39(7), 803–832. https://doi.org/10.1177/0095399707305546 

Nurjanah, S., Pebianti, V., & Handaru, A. W. (2020). The influence of transformational 

leadership, job satisfaction, and organizational commitments on Organizational 

Citizenship Behavior (OCB) in the inspectorate general of the Ministry of Education 

and Culture. Cogent Business & Management, 7(1), 1793521. 

https://doi.org/10.1080/23311975.2020.1793521 

Park, M., & Lee, B.-H. (2023). Do public service motivation and organizational processes 

influence job satisfaction and organizational commitment? A comparative study in 

public and private organizations. Chinese Public Administration Review, 14(4), 224–

237. https://doi.org/10.1177/15396754231202460 

Peng, S., Liao, Y., & Sun, R. (2020). The Influence of Transformational Leadership on 

Employees’ Affective Organizational Commitment in Public and Nonprofit 

Organizations: A Moderated Mediation Model. Public Personnel Management, 49(1), 

29–56. https://doi.org/10.1177/0091026019835233 

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior. New Jersey: Pearson 

Education Limited. 

Shaikh, F., Afshan, G., & Channa, K. A. (2024). Organizational commitment to sustainability: 

considering the role of leadership, green HRM and green knowledge sharing. Journal 

of Organizational Change Management, 37(2), 356–373. 

https://doi.org/10.1108/JOCM-09-2022-0282 

Welty Peachey, J., Burton, L. J., & Wells, J. E. (2019). Examining the influence of 

transformational leadership, organizational commitment, job embeddedness, and job 

search behaviors on turnover intentions in intercollegiate athletics. Leadership & 

Organization Development Journal, 35(8), 740–755. https://doi.org/10.1108/LODJ-

10-2012-0128 

Young, M. D. (1959). The Rise of the Meritocracy, 1870–2033: The New Elite of Our Social 

Revolution. Random House. 

Ystaas, L. M. K., Nikitara, M., Ghobrial, S., Latzourakis, E., Polychronis, G., & Constantinou, 

C. S. (2023). The Impact of Transformational Leadership in the Nursing Work 

Environment and Patients' Outcomes: A Systematic Review. Nurs Rep., 13(3), 1271–

1290. https://doi.org/10.3390/nursrep13030108  

https://doi.org/10.1177/0095399707305546
https://doi.org/10.1080/23311975.2020.1793521
https://doi.org/10.1177/15396754231202460
https://doi.org/10.1177/0091026019835233
https://doi.org/10.1108/JOCM-09-2022-0282
https://doi.org/10.1108/LODJ-10-2012-0128
https://doi.org/10.1108/LODJ-10-2012-0128
https://doi.org/10.1108/LODJ-10-2012-0128
https://doi.org/10.3390/nursrep13030108

