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Aims The current study aimed to investigate and assess how the abilities and rewards of 
Infection Prevention and Control (IPC) Committee member affect their performance, with 
affective commitment acting as an intermediary factor. 
Instrument & Methods This explanatory research was done on 447 members of the IPC 
Committee of Southeast Sulawesi. Data collection was conducted through the distribution 
of questionnaires to the respondents. The data analysis technique employed was structural 
equation modeling least squares (SEM-PLS). 
Findings The results of the data analysis revealed that employee competence, which 
encompasses knowledge, soft skills, hard skills, and attitudes, as well as compensation, 
exhibited a substantial beneficial impact on both affective commitment and the performance 
of committee members. Additionally, affective commitment was found to have a significant 
positive impact on performance. 
Conclusion Affective commitment plays a mediating role in the connection between skill, 
rewards, and performance of committee members.
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Introduction 
In recent times, there has been a global focus on the 
quality of health services, driven by increasing 
demands from all sectors of society [1, 2]. In response 
to this demand, numerous countries have initiated 
the development of various indicators to assess the 
quality of health services, with accreditation being 
one such important measure [3, 4]. A primary objective 
of hospital accreditation is the reduction of infection 
risks. Healthcare-Associated Infections (HAIs) refer 
to infections that occur in patients during their 
treatment in hospitals or other healthcare facilities, 
and which were either not present or dormant at the 
time of admission [5]. This definition also 
encompasses infections acquired in the hospital but 
only manifesting after the patient's discharge. It is 
worth noting that IPC can affect not only patients but 
also healthcare workers and hospital staff. According 
to a survey conducted in the United States, HAIs 
reached a staggering 722,000 cases in acute care 
units, resulting in 75,000 patient deaths in 2016 [3]. 
HAIs are also a concern in Indonesia, where several 
studies have documented their prevalence [6]. 
Infection prevention and control (IPC) should not be 
perceived as an isolated professional component but 
rather as a set of principles that, when implemented 
effectively, can reduce the risk of patients or 
individuals contracting infections [7]. To enhance 
service quality, the establishment of a patient safety 
(patient and public involvement (PPI)) committee 
within hospitals is imperative [8]. In Southeast 
Sulawesi, healthcare facilities under the Southeast 
Sulawesi Provincial Health Service have established 
IPC committees. These committees comprise various 
healthcare professionals, including IPC doctors, IPC 
nurses, general practitioners, specialist doctors, 
dentists, ward nurses, and other healthcare workers. 
As of March 31, 2023, the Southeast Sulawesi IPC 
Committee consisted of 447 members. However, 
there is room for improvement in the performance of 
the Southeast Sulawesi PPI committee, as evidenced 
by the prevalence of infections (HAIs) in Southeast 
Sulawesi District Hospitals exceeding the national 
average (more than 1%). 
Employee performance, particularly within the IPC 
committee, is influenced by various factors, with 
work competency being a significant one [7, 9]. 
Employees who possess strong competencies 
consistently exhibit intelligent thinking, reliability, 
experience, skills, and professionalism, resulting in 
optimal work outcomes in terms of quantity, quality, 
time efficiency, and budgetary effectiveness within 
the organization [10, 11]. Martini et al. [12] have shown a 
direct correlation between work competency and 
employee performance; higher competence in a job 
typically leads to enhanced performance. In contrast, 
Efendi & Yusuf [13] did not identify a significant impact 
of work competency on employee performance. In 
our study, we have refined the measure of work 

competency by categorizing skills into two distinct 
areas: soft skills and hard skills. This categorization is 
particularly relevant because PPI committee 
members are healthcare professionals who employ 
numerous technical skills in their roles yet are 
required to master several soft skills when joining the 
committee. 
Compensation is another pivotal factor that can 
influence employee performance. Employee 
dissatisfaction often arises from inadequate 
remuneration, whether in the form of monetary 
rewards or facilities provided as recognition for their 
work [14]. Employees engage in work with the 
expectation that their livelihood needs will be 
fulfilled, and organizations are expected to 
compensate employees commensurately for their 
contributions. Ekhsan and Septian [15] found that 
favorable compensation positively impacts employee 
performance, while Astuti [16] has demonstrated that 
fair and adequate compensation can enhance 
employee performance within the healthcare sector. 
Indeed, there exists a positive correlation between 
good compensation and employee performance, 
although some research suggests no direct influence 
of compensation on employee performance, as 
evidenced by Idris et al. [17] in the study conducted on 
the three main campuses in Indonesia. 
In addition to work competency and compensation, a 
staff's dedication to the organization can significantly 
impact their performance. As per Robbins [18], there 
are three types of work commitment: affective 
commitment, norm-based commitment, and 
continuance commitment. Among these, affective 
commitment holds particular importance as it 
encapsulates the core essence of commitment—the 
emotional bond between employees and their 
organization—and forms the most steadfast 
connection within its conceptual framework [19]. 
Our study departs from previous research by 
evaluating the performance of IPC committee 
members and includes affective commitment as a 
mediating variable between work competency and 
compensation. This innovative approach adds 
novelty to our research in comparison to prior 
studies. The present study seeks to explore and 
evaluate how the capabilities and incentives of 
committee members influence their performance, 
with emotional commitment serving as a linking 
factor.  
 
Instrument and Methods 
Study Design 
This explanatory research aimed to provide 
explanations for causal relationships between 
variables. 
Participants  
The research was conducted at the regional general 
hospital (RSUD), under the auspices of the Southeast 
Sulawesi Provincial Health Service, from April to 
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September 2023. The study's population consisted of 
Infection Prevention and Control (IPC) Committee 
members (n=447) working in 17 regional hospitals 
throughout Southeast Sulawesi.  
Sample Size 
The sample size was 447 individuals determined by 
cluster random sampling using the Slovin formula 
considering a 5% margin of error.  
Research Tools and Data Collection 
For data collection, a questionnaire-based survey 
was chosen as the primary instrument. The 
advantage of using questionnaire surveys is their 
ability to accommodate large sample sizes without 
being constrained by geographical boundaries. The 
data collection process utilized closed-ended 
questions, with predetermined response options for 
the respondents to select from. The researchers 
adapted instruments from previous studies to 
measure various variables. Competency was 
evaluated using knowledge, skills, and attitudes 
(KSA)-based competency indicators developed by 
Huang et al. [20] and Zhang [21]. Compensation was 
assessed using indicators formulated by 
Teclemichael Tessema and Soeters [22], whereas 
affective commitment was measured with indicators 
devised by Meyer et al. [23]. Employee performance 
was assessed using task performance indicators 
developed by Koopmans et al. [24]. The survey utilized 
a five-point Likert scale, allowing participants to 
assign ratings to each statement as follows: 1 for 
strongly disagree, 2 for disagree, 3 for neutral, 4 for 
agree, and 5 for strongly agree. 
A series of tests were conducted to evaluate the 
reliability and validity of the indicators used in this 
study. These evaluations included assessing outer 
loading and convergent validity (average variance 
extracted, AVE) for validity, alongside composite 
reliability and Cronbach's alpha for reliability. The 
outcomes of these tests confirmed that the indicators 
were both reliable and valid, thus supporting the 
model used. In particular, the indicators showed an 
outer loading value greater than 0.50, a composite 
reliability exceeding 0.70, and an AVE value above 
0.5, all of which signify strong validity and reliability. 
Each indicator achieved outer loading and AVE values 
above 0.5, and composite reliability and Cronbach's 
Alpha values higher than 0.60.  
Ethics 
The ethics committee of the Indonesian Association 
of Public Health Experts, Southeast Sulawesi 
Province approved this study (80/KEPK-
IAKMI/VI.2023). 
Statistical Tests 
After collecting the data and conducting validity and 
reliability tests, the data was analyzed by SPSS 24. 
The analysis was carried out using the partial least 
squares structural equation modeling (PLS-SEM) 
method, which involved three stages of evaluation: 
the measurement model assessment, the structural 
model assessment, and the hypothesis testing phase. 

Findings 
The demographic characteristics of the respondents 
are presented in Table 1. 
The participants in this study were health workers 
who were members of the IPC Committee, with the 
majority being room nurses and other health 
workers, comprising 65 (30.66%) and 94 (44.34%) 
individuals, respectively. 
 
Table 1. The frequency of respondents’ demographic 
characteristics  
Demographic characteristics Values 
Gender  
Male  73(34.43) 
Female  139(65.57) 
Age (year)  
22-31  29(13.68) 
32-41  93(43.87) 
42-51  81(38.21) 
52-61  9(4.25) 
Work experience (year)  
01-10  94(44.34) 
11-20  100(47.17) 
21-30  17(8.02) 
31-40  1(0.47) 
Occupation  
Civil servants 179(84.43) 
PPPK 7(3.30) 
Honorary staff 26(12.26) 
Types of health workers  
IPC Committee physician 11(5.19) 
IPC Committee nurse 16(7.55) 
General practitioners 17(8.02) 
Medical specialist 7(3.30) 
Dentist 2(0.94) 
Room nurse 65(30.66) 
Other health workers 94(44.34) 
PPPK: contract-based government employees; IPC Committee: Infection 
Prevention and Control Committee. 
 
The study applied R-square (R2), Q-square (Q2), and 
goodness of fit (GoF) measures to assess the model's 
fit. Based on the evaluation of the model's 
appropriateness criteria, all indicators suggested that 
the research model was highly accurate. The results 
of the model fit test indicated that the affective 
commitment variable had an R2 of 0.643 and a Q2 of 
0.466. The employee performance showed an R2 of 
0.755 and a Q2 of 0.553. Furthermore, the GoF 
demonstrated a value of 0.683. 
 
Table 2. Direct effect analysis 
Path  Coef�icient t-Statistic p-Value 
Competence→employee 
performance 

0.220 3.527 0.0001 

Competence→affective 
commitment 

0.430 6.882 0.0001 

Compensation→employee 
performance 

0.133 2.438 0.015 

Compensation→affective 
commitment 

0.449 7.615 0.0001 

Affective 
commitment→employee 
performance 

0.589 9.805 0.0001 

 
There was a significant positive relationship between 
competence and employee performance (R2: 0.220; 
p-value=0.0001). Similarly, a significant positive 
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effect of competence on emotional commitment was 
observed (R2: 0.430; p-value=0.0001). Compensation 
had a significant positive effect on the performance of 
committee members (R2=0.133; p-value=0.015). 
Likewise, a strong significant effect of compensation 
on emotional commitment was found (R2=0.449; p-
value=0.000). Additionally, affective commitment 
had a strong significant effect on the performance of 
committee members (R2=0.589; p-value=0.000; 
Table 2). 
Figure 1 shows the results of the hypothesis analysis.  
The results presented in Table 3 illustrate the role of 
affective commitment as a mediator in the 
relationship between competence and the 
performance of committee members (r=0.254; 

p<0.0001). Statistically, there was a significant 
increase in the path value from 0.220, which indicates 
the direct effect of competence on committee 
members' performance, to 0.254, representing the 
indirect impact of competence on performance 
through affective commitment. This indicates that 
affective commitment enhances the link between 
competence and employee performance. Also, 
affective commitment played a mediating role in the 
relationship between compensation and employee 
performance (r=0.265, p-value=0.0001). 
Compensation had a significant effect on affective 
commitment and employee performance, suggesting 
that affective commitment acted as a partial 
mediator.  

 

 
Figure 1. Hypothesis analysis results 
 
Table 3. Indirect effect analysis 
Path  Coef�icient t-Statistic p-Value 
Competence→affective Commitment→employee performance 0.254 6.222 0.0001 
Compensation→affective commitment→employee performance 0.265 5.545 0.0001 

Discussion 
The findings of the current study validate the 
proposed model and notably emphasize the 
mediating role of emotional commitment in its 
relationship with employee competence, 
compensation, and performance. Moreover, the study 
discovered that proficiencies, including knowledge, 
soft skills, hard skills, and attitudes, significantly and 

positively affect the emotional commitment and 
performance of committee members of the Southeast 
Sulawesi IPC. The results strongly indicate that 
substantial improvements in knowledge, soft skills, 
hard skills, and attitudes enhance emotional 
commitment and employee performance. The 
analysis showed that the contribution of knowledge 
surpasses that of other competency elements, 
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suggesting that enhancing knowledge would have a 
more significant impact compared to other 
competency elements. Therefore, to improve 
commitment and performance, IPC committee 
members in Southeast Sulawesi should give priority 
to increasing knowledge, followed by improving 
other competency elements. It is also important to 
acknowledge that other competency elements, such 
as soft skills, hard skills, and attitudes, significantly 
impact the performance of committee members. 
Knowledge is identified as the primary individual 
factor. This aligns with research conducted in 
Intensive Care Units (ICU), which demonstrates a 
significant correlation between knowledge, attitudes, 
and behaviors, and nurses' occupational health and 
safety measures in infection control. Adequate 
knowledge is essential for motivating updated 
practices in infection prevention and control, 
becoming the knowledge that informs one's actions 

[25]. 
Work motivation is a force that generates enthusiasm 
or incentive for individuals or groups to engage in 
their tasks to achieve objectives. High work 
motivation among IPC officers fuels energy for work 
and guides activities during their professional duties. 
Research conducted in several regional hospitals 
indicates that the factors most correlated with the 
performance of IPC officers are work motivation, 
length of service, and education (p<0.05) [26]. High 
motivation can enhance IPC officers' performance, 
leading to quality patient care, effective infection 
prevention, and optimal service delivery. 
Compensation refers to any form of payment 
provided to an individual for services rendered to an 
organization. Consequently, compensation serves as 
a mechanism that boosts employees' affective 
commitment to their work and fosters a strong sense 
of belonging to their organization. Affective 
commitment is a critical element through which an 
organization's vision and mission can be realized 
within a set timeframe [27]. It is the responsibility of 
leadership to assess and improve payment model 
factors as well as non-monetary factors to enhance 
employee affective commitment 
 [28]. 
The analysis of the hypotheses further indicates that 
emotional commitment positively correlates with the 
performance of IPC Committee members in 
Southeast Sulawesi. Enhanced emotional 
engagement among employees results in a higher 
readiness to invest effort and energy in achieving 
organizational objectives. In the healthcare sector, a 
study demonstrated that strong dedication to work 
significantly affects work-related behaviors [29]. 
Earlier research also confirms a strong positive 
relationship between emotional commitment and 
employee performance. 
According to the findings of the analysis, improving 
the competencies of committee members 

(particularly in areas of knowledge, soft skills, and 
hard skills), along with their well-being and 
recognition of their contributions, will lead to an 
increased focus on achieving organizational goals by 
the committee members. Moreover, employees who 
have developed emotional connections with the 
organization will ultimately see a positive impact on 
their performance [30]. Therefore, fostering the 
affective commitment of committee members is 
essential to inspire and motivate them to excel. This 
can be accomplished by meeting their socio-
emotional needs and introducing initiatives to 
enhance their skills. 
To boost the commitment of committee members 
towards achieving organizational goals, it is essential 
to consider several key factors, such as enhancing the 
competencies of committee members, particularly in 
knowledge, soft skills, and hard skills, improving the 
welfare of committee members, and recognizing their 
contributions. This strategy will indirectly nurture an 
emotional bond between the committee members 
and the organization, ultimately having a positive 
effect on their performance [30]. Therefore, to 
motivate and encourage employees to perform 
effectively, organizations should cultivate emotional 
commitment among employees. This can be achieved 
by meeting their socio-emotional needs and 
organizing activities to improve their competencies. 
Both theoretical and empirical evidence indicate that 
employee performance is influenced by a complex 
array of factors. Yet, current research has been 
limited to examining the roles of work competence, 
compensation, and emotional commitment in 
relation to employee performance. Moving forward, 
it is crucial to include other relevant variables to fully 
address the complexity of this issue. To strengthen 
the findings of this study, the research model could be 
expanded to cover additional subjects or locations. 
This would allow for a more comprehensive and 
varied understanding of the factors affecting 
employee performance. 

 
Conclusion 
Compensation and emotional commitment have a 
significant impact on the performance of committee 
members, with employee competence emerging as a 
notable factor among others. It is also vital to 
maintain employees' strong commitment to their 
work, as this significantly influences the performance 
of the PPI committee members in Southeast Sulawesi. 
The combination of job competence, compensation, 
and affective commitment has a significant impact on 
employee performance, highlighting the importance 
of addressing these three factors collectively to 
improve performance. Effectively enhancing 
commitment, which can be achieved by providing 
appropriate recognition, can lead to improved 
employee performance.  
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