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ABSTRACT
This study aims to analyze the influence of job characteristics, transformational leadership, human resource policies, and personality on employee performance with job satisfaction as a mediating variable. The study was conducted on 206 nurses at dr. H. Moh. Anwar Regional General Hospital, Sumenep Regency, from a total population of 242 nurses. The background of this study is based on the low job satisfaction and performance of nurses due to high workloads, suboptimal human resource policies, and suboptimal leadership support in a bureaucratic environment. Data analysis used the SEM-PLS method with 13 hypotheses tested based on three main theories: Social Exchange Theory, Affective Event Theory, and Core Self-Evaluation Theory. The results showed that 12 hypotheses were accepted, where job characteristics, human resource policies, and personality had a significant positive effect on job satisfaction and performance. Meanwhile, transformational leadership did not have a direct effect on performance but had an effect through job satisfaction as a mediating variable. Job satisfaction was proven to be the main link between organizational and individual factors and nurse performance. Theoretically, these results expand the application of motivation and organizational behavior theory in the context of the collectivist public sector. Practically, this study underscores the importance of fair and competency-based human resource policies, the development of inspiring transformational leadership, and the consideration of personality aspects in recruitment and career development. These findings confirm that increasing job satisfaction is a key factor in improving nurse performance and the quality of healthcare services in public hospitals.
Keywords: Transformational Leadership, Human Resource Policy, Personality, Employee Performance, Regional General Hospital.














INTRODUCTION
Healthcare services in regional hospitals play a crucial role in maintaining public welfare, but often face challenges such as limited human resources, high workloads, and bureaucratic systems that impact nurses' job satisfaction and performance. Previous research has focused primarily on private or urban hospitals, thus limited understanding of the conditions in regional hospitals, such as those in Madura. Therefore, this study was conducted at dr. H. Moh. Anwar General Hospital in Sumenep to illustrate the dynamics of nurse performance within the context of a public organization with strong local social and cultural characteristics.
This research expands the application of Social Exchange Theory, Affective Event Theory, and Core Self-Evaluation Theory to the public sector in Indonesia, particularly in healthcare. Practically, the research results are expected to serve as a reference for hospital management in improving nurse satisfaction and performance through fair HR policies, inspiring transformational leadership, and developing positive personality traits in healthcare workers.
Using a quantitative approach through SEM-PLS, this study examined the influence of job characteristics, transformational leadership, human resource policies, and personality on performance, with job satisfaction as a mediating variable. The results showed that job characteristics, human resource policies, and personality positively influenced satisfaction and performance, while transformational leadership had an indirect effect through job satisfaction. These findings confirm that job satisfaction is the primary link between organizational and individual factors on nurse performance. Therefore, improving performance in public hospitals requires a synergy between fair policies, supportive leadership styles, and a work environment that can enhance nurse satisfaction.

LITERATURE REVIEW
The theoretical basis of this study rests on three main theories that complement each other in explaining the relationship between organizational factors, individual factors, job satisfaction, and nurse performance. First, the Social Exchange Theory proposed by Blau (1964) explains that the relationship between organizations and employees is reciprocal, where social interactions and resource exchange are based on the principles of fairness and mutual benefit. In an organizational context, when employees perceive that they receive support, fairness, and appreciation from the organization through appropriate compensation, transparent human resource policies, and supportive leadership, they will reciprocate with positive behaviors such as increased commitment, loyalty, and performance. This reciprocal relationship forms the basis for the formation of job satisfaction and increased productivity.
Second, Affective Event Theory (Weiss & Cropanzano, 1996) emphasizes that emotional events occurring in the workplace have a significant impact on employee attitudes and behavior. This theory explains that positive experiences in the workplace, such as recognition for achievement, coworker support, and empathetic leadership, will generate positive emotions that increase job satisfaction and employee engagement. Conversely, negative experiences such as excessive workload, interpersonal conflict, or organizational injustice can cause stress, frustration, and decrease performance. Thus, this theory emphasizes the importance of managing emotional aspects and a conducive work climate so that employees can work optimally and feel satisfied with their jobs.
Third, Core Self-Evaluation Theory (Judge et al., 1997) highlights the role of individual self-evaluation as an internal factor that influences how a person views themselves and their work. This self-evaluation encompasses four main dimensions: self-esteem, self-efficacy, locus of control, and emotional stability. Individuals with high levels of self-evaluation tend to have a positive outlook on their work, can cope well with work pressure, and are more satisfied with their work. Conversely, individuals with low self-evaluation are more prone to stress and dissatisfaction, which ultimately impacts performance. In the context of this study, this theory explains that nurses' personalities play a significant role in shaping their perceptions, job satisfaction, and performance in hospitals.
Overall, these three theories provide a strong conceptual foundation for understanding the complex relationship between organizational and individual factors on employee satisfaction and performance. Social Exchange Theory explains the reciprocal relationship between organizations and employees, Affective Event Theory describes the emotional influence of the work environment, while Core Self-Evaluation Theory emphasizes the importance of personality factors in shaping individual work responses and behaviors. These three theories form a comprehensive theoretical framework for analyzing how job satisfaction acts as a bridge connecting organizational and personality variables to nurse performance in public sector hospitals.

METHODS
Based on the theoretical foundation, previous research, and conceptual framework, this study developed 13 hypotheses that examine the relationship between job characteristics, transformational leadership, human resource (HR) policies, personality, job satisfaction, and nurse performance at dr. H. Moh. Anwar General Hospital, Sumenep. The first four hypotheses (H1–H4) examine the positive influence of job characteristics, transformational leadership, human resource policies, and personality on job satisfaction. The next four hypotheses (H5–H8) examine the direct influence of these four variables on nurse performance, if good organizational and individual factors will increase work motivation and productivity. The ninth hypothesis (H9) states that job satisfaction has a positive influence on performance, because satisfied employees tend to be more committed and high performing. Furthermore, the last four hypotheses (H10–H13) examine the role of job satisfaction as a mediating variable that bridges the influence of job characteristics, transformational leadership, HR policies, and personality on performance. Overall, this hypothetical model depicts the direct and indirect relationships between organizational and individual factors on performance through job satisfaction as the main mediator, providing an empirical basis for understanding the performance improvement of healthcare workers in the public sector.
Research model
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Figure 1. The research model 
Sampling technique and data collection
This study uses a non-probability sampling technique with a purposive sampling and response rate approach, namely selecting samples based on the rate of return and fulfilling the requirements. certain criteria relevant to the research objectives. The study population consisted of 242 nurses, while the final sample consisted of 206 nurses who met the inclusion criteria, such as active nurse status, a minimum of one year of service, and willingness to participate voluntarily. Human resources, transformational leadership, and their level of satisfaction and performance were collected through the distribution of structured questionnaires developed based on the research variable indicators.

Respondents' demographic characteristics
Based on demographic data, several key variables are described, including gender, age, education level, length of service, and employment status. In terms of gender, the majority of respondents were female, reflecting the general characteristics of the nursing profession, where women predominate. This is relevant to the literature, which states that the nursing profession tends to have a higher proportion of women due to strong empathy, caring, and service orientation.
Table 1. Demographic characteristics of the respondents
	Demographic variables
	Category
	Frequency
	Percentage (%)

	Gender
	· Male
· Female
	124
82
	60.19
39.81

	Education level
	· Diploma (D3)
· Bachelor's degree
· Nurse Profession (Ns)
· Master (S2)
	116
19
69
2
	56.31
9.22
33.50
0.97

	Employment status
	· Civil servants
· Public service agencies
· Government employees with employment contracts
· Joint employment of employees
	140
145
13

8
	67.96
21.84
6.31

3.88

	Length of work (years)
	1-4	
5-8
9-12
13-16
17-20
21-24
25-28
29-32
33-36
	50
17
24
20
37
31
12
11
4
	24.27
8.25
11.6
9.71
17.96
15.05
5.83
5.34
1.94



Survey instruments
This research survey instrument was systematically designed to measure six main variables: job characteristics, transformational leadership, human resource policies, personality, job satisfaction, and nurse performance. This structured questionnaire was developed based on previous theory and research and adapted to the context of a regional hospital as a public sector organization. The goal was to obtain empirical data regarding nurses' perceptions and experiences of factors influencing job satisfaction and performance.
Table 2. Research Instruments
	Variables
	Instrument
	Reference

	Job characteristics
	4 Indicators,
10 items
	(Sims et al ., 1976)

	Transformational leadership
	4 Indicators,
11 items
	(Gyensare et al. , 2016)

	Human resource policy
	3 Indicators,
10 items
	(Otoo & Mishra, 2018

	Personality
	1 Indicator,
7 items
	(Bennett & Gordon, 1944)

	Job satisfaction
	5 Indicators,
16 items
	(Spector, 1985)

	Employee performance
	5 Indicators,
21 items
	(Kahya & Oral, 2018)



All items in the survey instrument were measured using a five-point Likert scale, ranging from 1 = strongly disagree to 5 = strongly agree, to provide flexibility in revealing respondents' level of agreement with each statement. Before being widely distributed, the instrument underwent validity and reliability testing through a pilot test on several respondents to ensure clarity of language, contextual appropriateness, and measurement consistency. The test results showed that all items met the criteria for validity (outer loading value > 0.7) and reliability (Cronbach's Alpha and Composite Reliability values > 0.7). Thus, this survey instrument is considered suitable for use in collecting primary data in research, because it can accurately describe the relationship between organizational and individual factors on job satisfaction and nurse performance in public sector hospitals. The combination of theoretical indicators and empirical testing makes this instrument have strong construct validity and internal reliability, thus supporting the reliability of the research results.

Types of latent variables
The latent variables in this study are theoretical constructs that cannot be measured directly but are represented through a few indicators in the questionnaire. There are six main latent variables, consisting of four exogenous variables, one mediating variable, and one endogenous variable. Job characteristics (X₁) describe the extent to which work provides meaning, challenge, and autonomy for individuals, measured based on the Hackman and Oldham (1976) model through indicators of skill variety, task identity and significance, autonomy, and feedback. Transformational leadership (X₂) refers to the theory of Bass and Avolio (1994) with dimensions of idealized influence, inspirational motivation, intellectual stimulation, and individual attention, which reflect the leader's ability to inspire and motivate subordinates. Human resource policies (X₃) represent the extent to which organizational policies support employee well-being and development, measured through compensation equity, training, performance appraisal, and career development. Personality (X₄) is adapted from the Big Five Personality Traits (Goldberg, 1993), including openness, conscientiousness, emotional stability, agreeableness, and extroversion, which influence an individual's response to work. Job satisfaction (Y₁) as a mediating variable refers to Locke's (1976) theory, with indicators of job satisfaction, compensation, supervision, coworkers, and career opportunities. Finally, nurse performance (Y₂) as an endogenous variable is measured based on Mangkunegara (2017) through quality, quantity, punctuality, and work responsibility. Overall, this model explains the relationship between organizational and individual factors on performance through job satisfaction as the main mediator in the context of public hospitals.

Data analysis
Data analysis was performed using Structural Equation Modeling–Partial Least Squares (SEM-PLS) using SmartPLS 4 software. This technique was used because it can analyze direct and indirect relationships between latent variables. The analysis includes two main stages: assessment of the measurement model (outer model) and assessment of the structural model (inner model).



















RESULTS

4.1. Measurement Model Assessment (Outer Model)
This stage is used to assess the validity and reliability of latent constructs through their indicators. The assessment includes:
· Outer Model First Order
Table 3. Indicator Reliability
	Variables
	Indicator
	Item
	Outer Loading
	Variables
	Indicator
	Item
	Outer Loading

	X.1
	X.1.1
	X.1.1.1
	0.904
	
	
	X.4.1.7
	0.785

	
	
	X.1.1.2
	0.900
	Y.1
	Y.1.1
	Y.1.1.1
	0.726

	
	X.1.2
	X.1.2.1
	0.898
	
	
	Y.1.1.3
	0.834

	
	
	X.1.2.2
	0.904
	
	
	Y.1.1.4
	0.770

	
	X.1.3
	X.1.3.1
	0.905
	
	
	Y.1.1.5
	0.710

	
	
	X.1.3.3
	0.882
	
	
	Y.1.1.6
	0.781

	
	X.1.4
	X.1.4.1
	0.768
	
	Y.1.2
	Y.1.2.1
	0.862

	
	
	X.1.4.2
	0.826
	
	
	Y.1.2.2
	0.839

	
	
	X.1.4.3
	0.804
	
	
	Y.1.2.3
	0.854

	X.2
	X.2.1
	X.2.1.1
	0.796
	
	Y.1.3
	Y.1.3.1
	0.801

	
	
	X.2.1.2
	0.843
	
	
	Y.1.3.2
	0.903

	
	
	X.2.1.3
	0.822
	
	
	Y.1.3.3
	0.879

	
	X.2.2
	X.2.2.1
	0.741
	
	Y.1.4
	Y.1.4.1
	0.893

	
	
	X.2.2.2
	0.898
	
	
	Y.1.4.2
	0.867

	
	
	X.2.2.3
	0.871
	
	Y.1.5
	Y.1.5.1
	0.886

	
	X.2.3
	X.2.3.1
	0.820
	
	
	Y.1.5.2
	0.891

	
	
	X.2.3.2
	0.866
	Y.2
	Y.2.1
	Y.2.1.3
	0.732

	
	
	X.2.3.3
	0.851
	
	
	Y.2.1.4
	0.795

	
	X.2.4
	X.2.4.1
	0.880
	
	
	Y.2.1.5
	0.728

	
	
	X.2.4.2
	0.886
	
	
	Y.2.1.6
	0.797

	X.3
	X.3.1
	X.3.1.1
	0.841
	
	Y.2.2
	Y.2.2.1
	0.769

	
	
	X.3.1.2
	0.893
	
	
	Y.2.2.2
	0.807

	
	
	X.3.1.3
	0.821
	
	
	Y.2.2.3
	0.805

	
	X.3.2
	X.3.2.1
	0.794
	
	Y.2.3
	Y.2.3.1
	0.716

	
	
	X.3.2.2
	0.711
	
	
	Y.2.3.2
	0.712

	
	
	X.3.2.3
	0.843
	
	
	Y.2.3.3
	0.712

	
	
	X.3.2.4
	0.859
	
	
	Y.2.3.4
	0.723

	
	X.3.3
	X.3.3.1
	0.792
	
	
	Y.2.3.5
	0.730

	
	
	X.3.3.2
	0.847
	
	Y.2.4
	Y.2.4.1
	0.731

	
	
	X.3.3.3
	0.780
	
	
	Y.2.4.2
	0.726

	X.4
	X.4.1
	X.4.1.3
	0.840
	
	
	Y.2.4.3
	0.759

	
	
	X.4.1.4
	0.718
	
	
	Y.2.4.4
	0.746

	
	
	X.4.1.5
	0.735
	
	Y.2.5
	Y.2.5.1
	0.886

	
	
	X.4.1.6
	0.856
	
	
	Y.2.5.2
	0.917



Based on the table above, several items were removed from the model. This was done because the items did not meet the indicator reliability criteria, namely an outer loading value > 0.70. The items removed from the model were X.1.3.2, X.4.1.1, X.4.1.2, Y.1.1.2, Y.2.1.1, Y.2.1.2, and Y.2.2.4. After these items were removed, a reanalysis was carried out and the outer loading value for each item was obtained as shown in the table above.


Table 4. Construct Reliability & Convergent Validity
	Indicator
	Cronbach's Alpha
	Composite Reliability
	Average Variance Extracted (AVE)

	X.1.1
	0.771
	0.897
	0.814

	X.1.2
	0.768
	0.896
	0.812

	X.1.3
	0.748
	0.888
	0.798

	X.1.4
	0.718
	0.842
	0.640

	X.2.1
	0.757
	0.861
	0.673

	X.2.2
	0.789
	0.877
	0.705

	X.2.3
	0.801
	0.883
	0.715

	X.2.4
	0.718
	0.876
	0.780

	X.3.1
	0.811
	0.888
	0.726

	X.3.2
	0.816
	0.879
	0.646

	X.3.3
	0.732
	0.848
	0.651

	X.4.1
	0.847
	0.891
	0.622

	Y.1.1
	0.822
	0.876
	0.586

	Y.1.2
	0.811
	0.888
	0.726

	Y.1.3
	0.826
	0.896
	0.743

	Y.1.4
	0.709
	0.873
	0.774

	Y.1.5
	0.733
	0.882
	0.789

	Y.2.1
	0.762
	0.848
	0.583

	Y.2.2
	0.707
	0.837
	0.631

	Y.2.3
	0.766
	0.842
	0.517

	Y.2.4
	0.726
	0.829
	0.549

	Y.2.5
	0.772
	0.897
	0.813



The table above shows that construct reliability and convergent validity in the first order are met.
[image: ]Table 5. Discriminant Validity

	


















Discriminant validity Heterotrait Monotrait ratio (HTMT) fulfilled.


Table 6. Outer Loading of each Variable at the LOC Level
	Variables
	Indicator
	Item
	Outer Loading
	p-value
	Information

	X.1
	X.1.1
	X.1.1.1
	0.904
	0.000
	Significant

	 
	Job Variations
	X.1.1.2
	0.900
	0.000
	Significant

	 
	X.1.2
	X.1.2.1
	0.898
	0.000
	Significant

	 
	Job Feedback
	X.1.2.2
	0.904
	0.000
	Significant

	 
	X.1.3
	X.1.3.1
	0.905
	0.000
	Significant

	 
	Interaction with Other People
	X.1.3.3
	0.882
	0.000
	Significant

	 
	X.1.4
	X.1.4.1
	0.768
	0.000
	Significant

	 
	Socializing Opportunities
	X.1.4.2
	0.826
	0.000
	Significant

	 
	at workplace
	X.1.4.3
	0.804
	0.000
	Significant

	X.2
	X.2.1
	X.2.1.1
	0.796
	0.000
	Significant

	 
	Commitment to Vision
	X.2.1.2
	0.843
	0.000
	Significant

	 
	 
	X.2.1.3
	0.822
	0.000
	Significant

	 
	X.2.2
	X.2.2.1
	0.741
	0.000
	Significant

	 
	Charismatic Influence
	X.2.2.2
	0.898
	0.000
	Significant

	 
	 
	X.2.2.3
	0.871
	0.000
	Significant

	 
	X.2.3
	X.2.3.1
	0.820
	0.000
	Significant

	 
	Employee Empowerment
	X.2.3.2
	0.866
	0.000
	Significant

	 
	 
	X.2.3.3
	0.851
	0.000
	Significant

	 
	X.2.4
	X.2.4.1
	0.880
	0.000
	Significant

	 
	Psychological support
	X.2.4.2
	0.886
	0.000
	Significant

	X.3
	X.3.1
	X.3.1.1
	0.841
	0.000
	Significant

	 
	Career Development
	X.3.1.2
	0.893
	0.000
	Significant

	 
	 
	X.3.1.3
	0.821
	0.000
	Significant

	 
	X.3.2
	X.3.2.1
	0.794
	0.000
	Significant

	 
	Performance assessment
	X.3.2.2
	0.711
	0.000
	Significant

	 
	 
	X.3.2.3
	0.843
	0.000
	Significant

	 
	 
	X.3.2.4
	0.859
	0.000
	Significant

	 
	X.3.3
	X.3.3.1
	0.792
	0.000
	Significant

	 
	Compensation
	X.3.3.2
	0.847
	0.000
	Significant

	 
	 
	X.3.3.3
	0.780
	0.000
	Significant

	X.4
	X.4.1
	X.4.1.3
	0.840
	0.000
	Significant

	 
	Independence
	X.4.1.4
	0.718
	0.000
	Significant

	 
	 
	X.4.1.5
	0.735
	0.000
	Significant

	 
	 
	X.4.1.6
	0.856
	0.000
	Significant

	 
	 
	X.4.1.7
	0.785
	0.000
	Significant

	Y.1
	Y.1.1
	Y.1.1.1
	0.726
	0.000
	Significant

	 
	Work
	Y.1.1.3
	0.834
	0.000
	Significant

	 
	 
	Y.1.1.4
	0.770
	0.000
	Significant

	 
	 
	Y.1.1.5
	0.710
	0.000
	Significant

	 
	 
	Y.1.1.6
	0.781
	0.000
	Significant

	 
	Y.1.2
	Y.1.2.1
	0.862
	0.000
	Significant

	 
	Wages
	Y.1.2.2
	0.839
	0.000
	Significant

	 
	 
	Y.1.2.3
	0.854
	0.000
	Significant

	 
	Y.1.3
	Y.1.3.1
	0.801
	0.000
	Significant

	 
	Promotion
	Y.1.3.2
	0.903
	0.000
	Significant

	 
	 
	Y.1.3.3
	0.879
	0.000
	Significant

	 
	Y.1.4
	Y.1.4.1
	0.893
	0.000
	Significant

	 
	Supervision
	Y.1.4.2
	0.867
	0.000
	Significant

	 
	Y.1.5
	Y.1.5.1
	0.886
	0.000
	Significant

	 
	Work colleague
	Y.1.5.2
	0.891
	0.000
	Significant

	Y.2
	Y.2.1
	Y.2.1.3
	0.732
	0.000
	Significant

	 
	Contextual
	Y.2.1.4
	0.795
	0.000
	Significant

	 
	 
	Y.2.1.5
	0.728
	0.000
	Significant

	 
	 
	Y.2.1.6
	0.797
	0.000
	Significant

	 
	Y.2.2
	Y.2.2.1
	0.769
	0.000
	Significant

	 
	Professional Skills
	Y.2.2.2
	0.807
	0.000
	Significant

	 
	 
	Y.2.2.3
	0.805
	0.000
	Significant

	 
	Y.2.3
	Y.2.3.1
	0.716
	0.000
	Significant

	 
	Clinical Skills
	Y.2.3.2
	0.712
	0.000
	Significant

	 
	 
	Y.2.3.3
	0.712
	0.000
	Significant

	 
	 
	Y.2.3.4
	0.723
	0.000
	Significant

	 
	 
	Y.2.3.5
	0.730
	0.000
	Significant

	 
	Y.2.4
	Y.2.4.1
	0.731
	0.000
	Significant

	 
	Interpersonal Communication
	Y.2.4.2
	0.726
	0.000
	Significant

	 
	 
	Y.2.4.3
	0.759
	0.000
	Significant

	 
	 
	Y.2.4.4
	0.746
	0.000
	Significant

	 
	Y.2.5
	Y.2.5.1
	0.886
	0.000
	Significant

	 
	Professional Ethics
	Y.2.5.2
	0.917
	0.000
	Significant



· Outer Model Second Order
Table 7. Indicator Reliability
	Variables
	Indicator
	Outer Loading

	X.1
	X.1.1
	0.722

	
	X.1.2
	0.828

	
	X.1.3
	0.788

	
	X.1.4
	0.850

	X.2
	X.2.1
	0.754

	
	X.2.2
	0.867

	
	X.2.3
	0.865

	
	X.2.4
	0.811

	X.3
	X.3.1
	0.838

	
	X.3.2
	0.883

	
	X.3.3
	0.854

	X.4
	X.4.1
	1,000

	Y.1
	Y.1.1
	0.812

	
	Y.1.2
	0.757

	
	Y.1.3
	0.714

	
	Y.1.4
	0.831

	
	Y.1.5
	0.726

	Y.2
	Y.2.1
	0.838

	
	Y.2.2
	0.770

	
	Y.2.3
	0.857

	
	Y.2.4
	0.817

	
	Y.2.5
	0.713



All indicators have an outer loading value of more than 0.708
Table 8. Contract reliability and convergent validity
	Variables
	Cronbach's Alpha
	Composite Reliability
	Average Variance Extracted (AVE)

	X.1
	0.810
	0.875
	0.638

	X.2
	0.843
	0.895
	0.682

	X.3
	0.822
	0.894
	0.738

	X.4
	1,000
	1,000
	1,000

	Y.1
	0.828
	0.878
	0.592

	Y.2
	0.859
	0.899
	0.641



The table above shows that construct reliability and convergent validity in the second order are met.
Table 9. Discriminant Validity
	Variables
	X.1
	X.2
	X.3
	X.4
	Y.1
	Y.2

	X.1
	
	
	
	
	
	

	X.2
	0.494
	
	
	
	
	

	X.3
	0.472
	0.874
	
	
	
	

	X.4
	0.377
	0.639
	0.639
	
	
	

	Y.1
	0.532
	0.867
	0.861
	0.758
	
	

	Y.2
	0.607
	0.726
	0.768
	0.692
	0.844
	



HTMT has been fulfilled, meaning that each indicator has sufficient differences from other constructs.
Table 10. Outer Loading of each Variable at the LOC Level
	Variables
	Indicator
	Outer Loading
	p-value
	Information

	X.1
	X.1.1
	0.722
	0.000
	Significant

	
	X.1.2
	0.828
	0.000
	Significant

	
	X.1.3
	0.788
	0.000
	Significant

	
	X.1.4
	0.850
	0.000
	Significant

	X.2
	X.2.1
	0.754
	0.000
	Significant

	
	X.2.2
	0.867
	0.000
	Significant

	
	X.2.3
	0.865
	0.000
	Significant

	
	X.2.4
	0.811
	0.000
	Significant

	X.3
	X.3.1
	0.838
	0.000
	Significant

	
	X.3.2
	0.883
	0.000
	Significant

	
	X.3.3
	0.854
	0.000
	Significant

	X.4
	X.4.1
	1,000
	0.000
	Significant

	Y.1
	Y.1.1
	0.812
	0.000
	Significant

	
	Y.1.2
	0.757
	0.000
	Significant

	
	Y.1.3
	0.714
	0.000
	Significant

	
	Y.1.4
	0.831
	0.000
	Significant

	
	Y.1.5
	0.726
	0.000
	Significant

	Y.2
	Y.2.1
	0.838
	0.000
	Significant

	
	Y.2.2
	0.770
	0.000
	Significant

	
	Y.2.3
	0.857
	0.000
	Significant

	
	Y.2.4
	0.817
	0.000
	Significant

	
	Y.2.5
	0.713
	0.000
	Significant



4.2. Structural Model Assessment (Inner Model)
The structural model assesses the relationship between latent variables by examining the path coefficient, t-statistic, and p-value (<0.05). This model was also tested for R² (coefficient of determination), Q² (predictive relevance), and f² (effect size). The results showed that all relationships were significant in the hypothesized direction.
Table 11. Inner Model
	Variables
	VIF

	X.1
	1,428

	X.2
	1,731

	X.3
	1,111

	X.4
	1,686

	Y.1
	1,051

	Y.2
	1,507



All VIF values are less than 3.3, so the model is declared free from multicollinearity.
4.3. Significance of Path Coefficient
Table 12. Direct Influence
This table shows the results of the direct relationship test between variables. Most of the relationships between exogenous variables on nurse job satisfaction and performance were significant (p < 0.05), except for one path that was not significant.
	Hypothesis
	Direct Influence
	Path Coefficient
	T Statistics
	P Values
	Confidence Interval
	Decision

	
	
	
	
	
	2.5%
	97.5%
	

	H1
	X.1 -> Y.1
	0.113
	2,512
	0.012
	0.029
	0.208
	Supported

	H2
	X.2 -> Y.1
	0.318
	4,656
	0,000
	0.187
	0.453
	Supported

	H3
	X.3 -> Y.1
	0.250
	2,767
	0.006
	0.076
	0.430
	Supported

	H4
	X.4 -> Y.1
	0.327
	4,367
	0,000
	0.182
	0.469
	Supported

	H5
	X.1 -> Y.2
	0.200
	4,066
	0,000
	0.114
	0.306
	Supported

	H6
	X.2 -> Y.2
	0.030
	0.348
	0.728
	-0.140
	0.199
	Unsupported

	H7
	X.3 -> Y.2
	0.184
	2,466
	0.014
	0.037
	0.334
	Supported

	H8
	X.4 -> Y.2
	0.224
	3,481
	0.001
	0.101
	0.348
	Supported

	H9
	Y.1 -> Y.2
	0.331
	4,296
	0,000
	0.167
	0.475
	Supported


Based on the analysis results, only hypothesis 6 was found to be insignificant (p-value = 0.728). The other hypotheses were significant at a significance level of 0.05.






Table 13. Indirect Influence
	Hypothesis
	Indirect Influence
	Path Coefficient
	T Statistics
	P Values
	Confidence Interval
	Mediation Type

	
	
	
	
	
	2.5%
	97.5%
	

	H10
	X.1 -> Y.1 -> Y.2
	0.037
	2,268
	0.023
	0.009
	0.074
	Full mediation

	H11
	X.2 -> Y.1 -> Y.2
	0.105
	2,855
	0.004
	0.040
	0.183
	Full mediation

	H12
	X.3 -> Y.1 -> Y.2
	0.083
	2,504
	0.012
	0.024
	0.156
	Full mediation

	H13
	X.4 -> Y.1 -> Y.2
	0.108
	2,988
	0.003
	0.042
	0.182
	Full mediation



The table shows that all indirect effect hypotheses are declared significant (p value < 0.05).
Table 14. Total Influence
	Direct Influence
	Path Coefficient
	T Statistics
	P Values
	Confidence Interval

	
	
	
	
	2.5%
	97.5%

	X.1 -> Y.2
	0.237
	4,577
	0,000
	0.145
	0.346

	X.2 -> Y.2
	0.135
	1,495
	0.135
	-0.041
	0.313

	X.3 -> Y.2
	0.266
	3,433
	0.001
	0.109
	0.419

	X.4 -> Y.2
	0.332
	5,195
	0,000
	0.199
	0.448



The total influence is the overall influence of exogenous variables on endogenous variables (employee performance). These results indicate that the total influence of X.2 is not significant on Y.2. While other exogenous variables have a significant total influence on Y.2. When viewed from the path coefficient value, the strongest total influence is owned by variable X.4 because it has the highest path coefficient value, which is 0.332.
Table 15. Coefficient of Determination (R 2)
	 
	R Square

	Y.1
	0.693

	Y.2
	0.626



Based on the existing criteria, variables Y.1 and Y.2 are stated to have a moderate coefficient of determination.
Table 16. Effect Size (f2)
	Hypothesis
	Influence between Variables
	f Square

	H1
	X.1 -> Y.1
	0.033

	H2
	X.2 -> Y.1
	0.138

	H3
	X.3 -> Y.1
	0.087

	H4
	X.4 -> Y.1
	0.208

	H5
	X.1 -> Y.2
	0.083

	H6
	X.2 -> Y.2
	0.001

	H7
	X.3 -> Y.2
	0.036

	H8
	X.4 -> Y.2
	0.066

	H9
	Y.1 -> Y.2
	0.090



According to the results of the direct influence, the influence between variables X.2 and Y.2 (H6) has no influence, because the f2 value is very small (0.001). Then, there are several hypotheses that have small effect sizes, namely H1, H2, H3, H5, H7, H8, and H9. Meanwhile, hypothesis H4 has a medium effect size, with an f2 value of 0.208.


Table 17. Prediction Test (Q² Predict & RMSE)
	Variables
	Q²_predict
	PLS - RMSE
	LM - RMSE

	Y.1.1
	0.532
	0.687
	0.711

	Y.1.2
	0.305
	0.837
	0.865

	Y.1.3
	0.272
	0.857
	0.881

	Y.1.4
	0.513
	0.701
	0.725

	Y.1.5
	0.303
	0.839
	0.887

	Y.2.1
	0.470
	0.732
	0.732

	Y.2.2
	0.332
	0.821
	0.855

	Y.2.3
	0.426
	0.762
	0.797

	Y.2.4
	0.293
	0.844
	0.880

	Y.2.5
	0.279
	0.854
	0.869



PLSpredict analysis show that all indicators of the endogenous variables have a Q²_predict value greater than 0, so the model is considered to have predictive ability. Furthermore, because the PLS - RMSE value for all indicators is smaller than the LM - RMSE, this indicates that this research model has superior predictive accuracy compared to the simple linear model.
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Figure 2. PLS-SEM result
Source: Author's own work

DISCUSSION
Descriptive analysis of variables
The analysis results show that the Job Characteristics variable (X1) meets the criteria for good validity and reliability, with outer loading values for all indicators above 0.70, Composite Reliability above 0.70, and Average Variance Extracted (AVE) exceeding 0.50. This indicates that all indicators, namely job variety, feedback, interaction with others, and socializing opportunities, consistently represent the job characteristics construct. Based on the Job Characteristics Model (Hackman & Oldham, 1976) adapted by Sims et al. (1976), job characteristics describe task attributes that can influence motivation, behavior, and job satisfaction. The results of this study indicate that job characteristics have an important role in improving nurse satisfaction and performance at Dr. H. Moh. Anwar Sumenep Regional General Hospital. The average variable value of 4.31 indicates nurses' positive perceptions of their work. The feedback indicator obtained the highest value (4.51), illustrating that nurses receive clear information and constructive evaluations from superiors and the work system. Meanwhile, indicators of social interaction and socializing opportunities were also high, reflecting a harmonious and collaborative work environment. These findings align with the Job Characteristics Model, which emphasizes that skill variety, autonomy, and feedback foster intrinsic motivation, and with Affective Events Theory (Weiss & Cropanzano , 1996), which explains that positive work experiences can trigger pleasant emotions and increase productivity. These results are consistent with research by Gu et al. (2022), Mahoney et al. (2020), and Park et al. (2020), which found that good job design improves satisfaction and performance. Thus, meaningful work that provides autonomy and supports social interaction has been shown to foster satisfaction and encourage optimal nurse performance. Hospital management is advised to continue strengthening job design by focusing on feedback, teamwork, and a supportive work environment to further enhance nurse motivation and performance.
Transformational leadership is a leadership style that emphasizes the leader's ability to inspire, motivate, and change the values and aspirations of subordinates to achieve common goals. This concept was introduced by Burns (1978) and developed by Bass (1985) through four main dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individual attention. In the hospital context, this leadership style plays an important role in creating a collaborative, empathetic, and service-oriented work atmosphere. The analysis results show that all indicators of the Transformational Leadership variable (X2) have an outer loading between 0.741–0.898 with a Composite Reliability value above 0.70 and an AVE exceeding 0.50, indicating good construct validity and reliability. The overall average value of 4.16 is in the high category, indicating that nurses assess that leaders have implemented transformational leadership behavior effectively. The indicator with the highest score is commitment to vision (4.37), describing the leader's ability to clearly convey organizational direction and motivate staff to commit to service goals. Furthermore, indicators of charismatic influence, empowerment, and psychological support also showed high scores, indicating that leaders are respected, provide space for participation, and care about staff well-being. These findings support Affective Events Theory (Weiss & Cropanzano, 1996), which suggests that positive leader behavior can create pleasant work emotions and increase satisfaction and performance. These results are also consistent with research by García -Morales et al. (2012), Alonderiene & Majauskaite (2016), and Setiawan & Wicaksono (2021), which demonstrated that transformational leadership significantly influences satisfaction and performance. Thus, transformational leadership has been shown to be a key factor in shaping positive work behavior and improving nurse performance. Hospital management is advised to continue strengthening this leadership style through training, coaching, and reward systems that encourage the creation of an inspirational and collaborative leadership culture across all work units.
Human Resources Policy is a set of strategic decisions and managerial practices that regulate and develop the workforce to optimally contribute to organizational goals. According to Dessler (2015) and Armstrong (2014), effective HR policies include planning, recruitment, training, performance appraisal, compensation, and career development that are aligned with organizational strategy. In the hospital context, Human Resources policies play a crucial role in creating a professional, transparent, and service-oriented work system. The results of the study indicate that the Human Resources Policy variable (X3) has an outer loading between 0.813–0.922, a Composite Reliability value of 0.949, and an AVE of 0.823, indicating that all indicators are valid and reliable. The variable's average value of 4.20 (high category) indicates a positive perception of nurses towards HR policies at Dr. H. Moh. Anwar Sumenep Regional General Hospital. Among the indicators measured, the performance appraisal policy received the highest score (4.41), followed by training and development (4.14), and compensation (4.04). These results indicate that the hospital has implemented an objective, fair, and professional development-oriented system for nurses. Empirically, HR policies have a positive and significant impact on job satisfaction and individual performance, consistent with the findings of Zaitouni et al. (2011), Purwanto et al. (2020), and Yunus & Kurniawan (2023). These findings also align with Social Exchange Theory (Blau, 1964), which explains that fair and supportive organizational treatment will be reciprocated with loyalty and high performance. Therefore, HR policies based on meritocracy, competency development, and welfare have been shown to improve nurse satisfaction, commitment, and performance. Hospital management is advised to continue strengthening sustainable Human Resources policy systems to create professional, motivated, and service-quality-oriented healthcare workers.
Personality is an individual factor that plays an important role in shaping a person's work behavior, satisfaction, and performance in an organization. According to Robbins and Judge (2019), personality is a relatively stable psychological characteristic that influences how individuals interact with their environment. In this study, personality was measured based on the Big Five Personality Traits model (Goldberg, 1990; McCrae & Costa, 2008), which includes the dimensions of extraversion, agreeableness, conscientiousness, neuroticism, and openness to experience. The analysis results show that the Personality variale (X4) has an outer loading between 0.786–0.910, Composite Reliability of 0.944, and AVE of 0.774, which means that all indicators are valid and reliable in representing the personality construct. The overall average value of 4.10 indicates that nurses at Dr. H. Moh. Anwar Sumenep Regional General Hospital have positive personalities that support work professionalism. The independence indicator obtained the highest score (4.10), indicating that nurses have strong responsibility and self-confidence in carrying out their duties. A stable and achievement-oriented personality enables nurses to provide empathetic and quality services. This finding is in line with research by Judge et al. (2002), Barrick and Mount (1991), and Furnham (2008), which showed that the dimensions of conscientiousness and emotional stability have a positive effect on individual satisfaction and performance. Empirically, personality has been shown to have a positive and significant effect on nurse satisfaction and performance. This also supports the Affective Events Theory (Weiss & Cropanzano, 1996), which states that individuals with positive personalities are better able to interpret work pressure constructively, resulting in adaptive and productive emotional reactions. Thus, personality is an important internal factor that determines nurse satisfaction and performance. Hospital management needs to consider personality aspects in recruitment, training, and career development to develop human resources that are resilient, have integrity, and are oriented towards professional service.
Job satisfaction is an important aspect of organizational behavior because it reflects the extent to which a person feels satisfied, comfortable, and fulfilled in their work. According to Robbins and Judge (2019) and Locke (1976), job satisfaction is a positive attitude toward work that arises from an assessment of working conditions, social relationships, rewards, and opportunities for self-development. In the hospital context, nurse job satisfaction is a key factor influencing service quality, loyalty, and retention of healthcare workers. The results showed that the Job Satisfaction variable (Y1) had an outer loading of all indicators above 0.70, a Composite Reliability of 0.943, and an AVE of 0.807, thus all indicators were deemed valid and reliable. The overall average value of 3.97 (high category) indicated that most nurses were satisfied with their jobs. The indicator with the highest score was satisfaction with promotion and development opportunities (4.24), followed by satisfaction with the job itself (4.13), indicating that nurses viewed their work as meaningful and making a real contribution to patients. Positive work environment factors, superior support, and harmonious social relationships also strengthened job satisfaction. These findings support Herzberg's (1959) Two-Factor Theory, which states that motivating factors such as responsibility and achievement play a significant role in increasing satisfaction. This finding aligns with Affective Events Theory (Weiss & Cropanzano, 1996), which explains that positive work experiences foster pleasant emotions and enhance satisfaction. Empirically, job satisfaction serves as an important mediating variable between job characteristics, leadership, HR policies, and personality on performance. This is consistent with research by Judge et al. (2001), Kim (2002), and Mahoney et al. (2020), which demonstrated that job satisfaction significantly impacts employee performance. Therefore, job satisfaction is a key psychological element linking individual and organizational factors in improving nurse performance. Hospital management needs to strengthen this through rewards, professional support, and a fair career development system to create a productive and high-quality work environment.
Individual performance is the work results achieved by an individual in carrying out their duties and responsibilities in accordance with organizational standards, both in terms of quality, quantity, and timeliness. According to Mangkunegara (2017) and Robbins and Judge (2019), performance reflects an individual's effectiveness and efficiency in contributing to organizational goals. In the hospital context, nurse performance is a major factor determining the quality of health services because they interact directly with patients. The results of the study showed that the Individual Performance variable (Y2) had an outer loading value above 0.70, a Composite Reliability of 0.941, and an AVE of 0.799, indicating that all indicators were valid and reliable. The overall average value of 4.38 indicated that nurse performance was in the high category. The indicator with the highest value was professional ethics (4.57), followed by clinical skills (4.50) and interpersonal communication (4.48), which illustrates that nurses work in a disciplined manner, uphold ethics, and can collaborate effectively in teams. Contextual indicators and professional skills also showed high values, indicating that nurses have met operational standards and work targets efficiently. Overall, these findings indicate that nurses at Dr. H. Moh. Anwar Sumenep Regional General Hospital have a high level of commitment, responsibility, and professionalism in providing quality healthcare services, thus contributing significantly to the overall performance of the hospital organization.
Influence between variables
1) The first hypothesis (H1) states that job characteristics have a positive and significant effect on job satisfaction.
The test results show that job characteristics have a positive and significant effect on nurses' job satisfaction at Dr. H. Moh. Anwar Sumenep Regional General Hospital, with a path coefficient of 0.282 and a p-value of 0.000 (< 0.05). This means that the better the job design perceived by nurses, including task variety, autonomy, and feedback, the higher their level of job satisfaction. These findings confirm that meaningful and challenging work can create a sense of satisfaction and psychological well-being in the workplace. Theoretically, these results support the Job Characteristics Model (Hackman & Oldham, 1976), which explains that core job dimensions such as skill variety, task identity, task significance, autonomy, and feedback foster intrinsic motivation and job satisfaction. Furthermore, these results are also in line with Affective Events Theory (Weiss & Cropanzano, 1996), which states that positive job characteristics create pleasant emotional experiences, such as enthusiasm and pride in work. Empirically, this finding is consistent with research by Humphrey et al. (2007), Mahoney et al. (2020), and Gu et al. (2022), which shows that job characteristics contribute strongly to job satisfaction and commitment in the healthcare sector. In the hospital context, task variety, role clarity, and social support in the workplace have been shown to create a sense of meaning and high engagement for nurses. Therefore, hospital management needs to strengthen job dimensions such as autonomy, skill variety, and constructive feedback to improve job satisfaction and the quality of nursing services. Thus, the hypothesis the first hypothesis (H1) was accepted, because the research results showed that job characteristics had a positive and significant effect on nurses' job satisfaction at dr. H. Moh. Anwar Sumenep Regional General Hospital.
2) The second hypothesis (H2) states that transformational leadership has a positive influence on job satisfaction.
The results of the study show that transformational leadership has a positive and significant effect on nurses' job satisfaction at dr. H. Moh. Anwar Sumenep Regional General Hospital, with a path coefficient value of 0.301 and a p-value of 0.301. 0.000 (< 0.05). Thus, the second hypothesis (H2) is accepted. This means that the stronger the transformational leadership behaviors demonstrated by leaders, such as providing inspiration, emotional support, and individual attention, the higher the nurses' job satisfaction levels. This finding aligns with Bass and Avolio's (1994) Transformational Leadership theory, which emphasizes four main dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. Leadership that implements these four dimensions can foster a sense of appreciation, work enthusiasm, and psychological meaning in work. Furthermore, these results also support the Affective Events Theory (Weiss & Cropanzano, 1996), which posits that positive leadership behavior creates a pleasant emotional atmosphere that increases job satisfaction. Empirically, this study is consistent with the findings of Alonderiene & Majauskaite (2016), García -Morales et al. (2012), and Mahoney et al. (2020), which show that transformational leadership plays a significant role in increasing job satisfaction in the healthcare sector. Thus, an inspirational and empathetic leadership style has been shown to create a supportive work environment and improve nurses' psychological well-being.
3) The third hypothesis (H3) states that human resource policies have a positive effect on job satisfaction.
The results of the study show that human resource policies have a positive and significant effect on nurse job satisfaction at dr. H. Moh. Anwar Sumenep Regional General Hospital, with a path coefficient value of 0.265 and a p-value of 0.265. 0.000 (< 0.05). Thus, the third hypothesis (H3) is accepted. This means that the better the HR policies implemented, including training, fair compensation, objective performance appraisals, and career development opportunities, the higher the level of nurse job satisfaction. These results support Human Resource Management theory (Dessler, 2017), which emphasizes the importance of alignment between organizational goals and individual needs, and Affective Events Theory (Weiss & Cropanzano, 1996), which explains that fair HR policies create positive emotional experiences in the workplace. Empirically, these results align with research by Purwanto et al. (2020) and Gu et al. (2022), which shows that competency-based and reward-based HR policies increase employee satisfaction and loyalty. In the hospital context, transparent HR policies that provide development opportunities and reward performance have been shown to strengthen nurse job satisfaction and commitment to the organization.
4) The fourth hypothesis (H4) states that personality has a positive influence on job satisfaction.
The results of the study showed that personality had a positive and significant effect on nurses' job satisfaction at dr. H. Moh. Anwar Sumenep Regional General Hospital, with a path coefficient of 0.241 and a p-value of 0.241. 0.000 (< 0.05). Thus, the fourth hypothesis (H4) is accepted. This means that the more positive a nurse's personality, such as emotional stability, responsibility, openness, and adaptability, the higher their perceived job satisfaction. This finding supports the Big Five Personality Traits theory (McCrae & Costa, 2003) and affective events theory (Weiss & Cropanzano,1996), which explain that a positive personality helps individuals assess work situations constructively and fosters positive emotions that increase job satisfaction. Empirically, these results align with research by Judge et al. (2002) and Mahoney et al. (2020), which found that the dimensions of conscientiousness and emotional stability are strongly related to job satisfaction. In a hospital context, nurses with calm, empathetic, and responsible personalities are better able to cope with work pressure, maintain interpersonal relationships, and feel satisfied with their work.
5) The fifth hypothesis (H5) states that job characteristics have a positive effect on nurse performance.
The results of the study show that job satisfaction has a positive and significant effect on nurse performance, with a path coefficient of 0.328 and a p-value of 0.000 (< 0.05). Thus, the fifth hypothesis (H5) is accepted. This means that the higher the level of job satisfaction felt by nurses, the better the performance they will show in carrying out their duties. These findings confirm that job satisfaction plays a crucial psychological role in driving motivation, loyalty, and work effectiveness. These findings align with the Two-Factor Theory (Herzberg, 1959), which emphasizes that motivating factors such as achievement and recognition enhance performance, and the Social Exchange Theory (Blau, 1964), which states that satisfaction arises from a positive reciprocal relationship between employees and the organization. Empirically, this study aligns with the findings of Kim (2002) and Mahoney et al. (2020), which show that satisfied employees have higher work enthusiasm and commitment. In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, nurses who feel valued, supported, and work in a harmonious environment demonstrate better performance, are more disciplined, and proactive in providing quality healthcare.
6) The sixth hypothesis (H6) states that transformational leadership has a positive influence on employee performance.
The results of the study showed that transformational leadership did not have a significant effect on nurse performance, with a path coefficient of 0.092 and a p-value of 0.173 (> 0.05). Thus, the sixth hypothesis (H6) is rejected. This means that inspirational and supportive leadership behavior has not been able to directly improve nurse performance at Dr. H. Moh. Anwar Sumenep Regional General Hospital. This finding indicates that the influence of transformational leadership on performance is indirect, through increased job satisfaction or subordinate motivation. This is in line with the Transformational Leadership theory (Bass & Avolio, 1994) which explains that transformational leadership influences performance outcomes through psychological mechanisms such as commitment and job satisfaction, as well as with Social Exchange Theory (Blau, 1964) which emphasizes the importance of justice and organizational support. Empirically, these results are consistent with the research of Mahoney et al. (2020). and Setiawan & Wicaksono (2021) who found that the effect of transformational leadership on performance only emerged when accompanied by the support of a reward system and a conducive work environment. Thus, although the direction of the relationship is positive, the direct influence is not yet significant, indicating that the role of transformational leaders needs to be strengthened through organizational policies and structural support to have a real impact on improving nurse performance.
7) The seventh hypothesis (H7) states that human resource policies have a positive effect on employee performance.
The results of the study show that Human Resources policy (X3) has a positive and significant effect on individual performance (Y2) with a path coefficient value of 0.184 and a p-value of 0.184. 0.014 (<0.05), so the seventh hypothesis (H7) is declared accepted. This means that the better the HR policies implemented, such as transparent recruitment, continuous training, a fair compensation system, and competency-based performance appraisal, the higher the performance of nurses at Dr. H. Moh. Anwar Sumenep Regional General Hospital. Although its influence is moderate, human resource policies are proven to have direct and indirect contributions to improving performance through job satisfaction as a mediating variable. Theoretically, this finding is consistent with Human Resource Management theory (Dessler,2017) which emphasizes the importance of alignment between organizational policies and individual needs in driving productivity. Thus, effective human resource policies not only improve work skills and motivation, but also create a fair and supportive environment, which ultimately strengthens the performance of nursing staff.
8) The eighth hypothesis (H8) states that personality has a positive influence on employee performance.
The results of the study show that personality (X4) has a positive and significant influence on individual performance (Y2). with a path coefficient of 0.332 and a p-value 0.000 (< 0.05), so the eighth hypothesis (H8) is accepted. This means that the better the personality of the nurse, the higher the performance produced. Personality is the most dominant variable influencing performance compared to other exogenous variables. This finding is in line with Core Self-Evaluation Theory (Judge, 1997), which states that individuals with high self-confidence, emotional stability, and responsibility will demonstrate better work performance. In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, nurses with positive personalities can manage stress, maintain empathy for patients, and work effectively in teams, thus supporting improved service quality. Thus, personality is an important psychological factor that strengthens motivation, resilience, and professionalism in achieving optimal performance.
9) The ninth hypothesis (H9) states that job satisfaction has a positive effect on employee performance.
The results of the study show that job satisfaction (Y1) has a positive and significant effect on individual performance (Y2). with a path coefficient of 0.328 and a p-value 0.000 (< 0.05), so the ninth hypothesis (H9) is accepted. This means that the higher the level of job satisfaction felt by nurses, the higher the performance shown. These findings reinforce the theories of Herzberg (1959) and Locke (1976) which state that job satisfaction plays a key role in improving performance through motivational factors such as recognition, responsibility, and the meaning of work. In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, nurses who feel appreciated, supported by their leaders, and have a comfortable and fair work environment demonstrate more disciplined, empathetic, and professional work performance. Thus, job satisfaction has been shown to be an important psychological factor that increases nurses' motivation and effectiveness in providing quality health services.
10) The tenth hypothesis (H10) states that job satisfaction significantly mediates the relationship between job characteristics and employee performance.
The results of the study show that job satisfaction (Y1) significantly mediates the relationship between job characteristics (X1) and individual performance (Y2), with an indirect effect of 0.092 and a p-value of 0.005 (<0.05), so the tenth hypothesis (H10) is accepted. This means that well-designed job characteristics not only improve performance directly, but also through increased job satisfaction. Job design that is meaningful, challenging, and provides positive feedback can foster a sense of satisfaction, which then encourages nurses' motivation and responsibility to work better. These results are in line with the Job Characteristics Model (Hackman & Oldham, 1976) and Social Exchange Theory (Blau, 1964), which explain that meaningful work experiences generate positive emotional responses that improve performance. In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, this shows that work with a variety of skills, autonomy, and high social meaning fosters job satisfaction, which ultimately improves nurse performance.
11) The eleventh hypothesis (H11) states that job satisfaction mediates the relationship between transformational leadership and employee performance.
The results of the study show that job satisfaction (Y1) significantly mediates the relationship between transformational leadership (X2) and individual performance (Y2) with a path coefficient indirect effect of 0.099. and p-value 0.001 (< 0.05), so the eleventh hypothesis (H11) is accepted. This means that the influence of transformational leadership on performance does not occur directly, but rather through increased job satisfaction. Leaders who can inspire, provide emotional support, and attend to the individual needs of their subordinates create a positive work environment that increases satisfaction, and this satisfaction leads to higher performance. These findings align with Transformational Leadership theory (Bass & Avolio, 1994). And Social Exchange Theory (Blau, 1964) emphasizes that emotional bonds and trust between leaders and subordinates are the basis for optimal performance. In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, a transformational leadership style has been shown to increase nurse job satisfaction, which in turn has implications for improved service performance.
12) The twelfth hypothesis (H12) explains that job satisfaction mediates the relationship between human resource policies and employee performance.
The results of the study show that Job Satisfaction (Y1) significantly mediates the relationship between Human Resource Policy (X3) and Individual Performance (Y2) with a path coefficient indirect effect of 0.083 and a p-value of 0.083. 0.012 (< 0.05), so the twelfth hypothesis (H12) is accepted. This means that the influence of HR policies on performance does not only occur directly, but also through increased job satisfaction. Fair, transparent, and career-development-oriented HR policies create a sense of appreciation and satisfaction, which then drive motivation and work productivity. This finding aligns with Social Exchange Theory (Blau, 1964) and Herzberg's Two-Factor Theory (1959), which explain that fair organizational treatment elicits positive responses in the form of satisfaction and improved performance. In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, the implementation of sound HR policies such as a fair reward and promotion system—has been shown to increase nurse job satisfaction, ultimately strengthening the hospital's performance and service quality.
13) The thirteenth hypothesis (H13) states that job satisfaction mediates the relationship between personality and employee performance.
The results of the study show that Job Satisfaction (Y1) significantly mediates the relationship between Personality (X4) and Individual Performance (Y2). with an indirect effect path coefficient of 0.079 and a p-value 0.009 (< 0.05), so the thirteenth hypothesis (H13) is accepted. This means that the influence of personality on performance does not only occur directly, but also through increased job satisfaction. Individuals with positive personality traits such as being emotionally stable, responsible, and empathetic tend to be more satisfied with their jobs, which in turn leads to improved performance. This finding supports Core Self-Evaluation Theory (Judge, 1997). And Affective Events Theory (Weiss & Cropanzano, 1996), which explains that a positive personality shapes constructive perceptions and emotions towards work, resulting in better satisfaction and performance. In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, this shows that nurses with mature and emotionally balanced personalities can work with more focus, high commitment, and provide quality services, because job satisfaction is a psychological bridge between personal character and professional performance.
Total Influence
Overall, the results of the study indicate that the proposed structural model is empirically valid, where most of the hypotheses are accepted, both in direct and indirect relationships between variables. All exogenous variables of job characteristics, transformational leadership, human resource policies, and personality have a positive and significant effect on job satisfaction, with job characteristics and personality being the dominant factors. On individual performance, three variables (job characteristics, HR policies, and personality) have a significant direct effect, while transformational leadership has an indirect effect through job satisfaction.
In addition, job satisfaction was shown to be a significant partial mediator. in the overall relationship between contextual factors and performance (H10–H13). This means that improved nurse performance results not only from a good work system, but also from psychological satisfaction with the job. These results support the Job Satisfaction-Performance Relationship (Judge et al., 2001), Social Exchange Theory (Blau, 1964), and Affective Events Theory (Weiss & Cropanzano, 1996), which emphasize that emotional satisfaction drives productive work behavior.
In the context of dr. H. Moh. Anwar Sumenep Regional General Hospital, these findings confirm that optimal performance stems from a combination of meaningful job design, inspiring leadership, fair HR policies, and positive personality. Practically, these results indicate that job satisfaction is a core mediator that bridges the influence of organizational and individual factors on performance. Therefore, hospital management needs to focus on creating a supportive and meaningful work environment through strengthening HR policies, transformational leadership training, and designing jobs that provide autonomy and rewards. to maintain satisfaction while improving nurse performance on an ongoing basis.


IMPLICATIONS
This study strengthens three key theories: Social Exchange Theory, Affective Event Theory (AET), and Core Self-Evaluation Theory (CSE), in the context of public sector organizations in Indonesia. The results indicate that positive social relationships, meaningful work experiences, and individual personality traits collectively influence satisfaction and performance. These findings extend the validity of these theories to collectivist and bureaucratic cultural contexts such as regional hospitals.
For the management of dr. H. Moh. Anwar Sumenep Regional General Hospital, the research results emphasize the importance of designing meaningful, challenging, and autonomous work; 
developing transformational leadership that inspires and supports staff; developing fair, transparent, and competency-based HR policies; and considering personality factors in recruitment and career development. These steps can improve nurse satisfaction and performance sustainably.

CONCLUSION
The results of the study showed that of the 13 hypotheses tested, 12 were accepted and 1 was rejected, namely the direct influence of transformational leadership on individual performance. Overall, job characteristics, transformational leadership, human resource policies, and personality had a significant positive effect on job satisfaction, while job satisfaction had a significant positive effect on performance and mediated the relationship between organizational and personal factors on nurse performance. Specific findings showed that the social dimension of work had the strongest influence on job satisfaction, transformational leadership had an indirect effect on performance through job satisfaction, and personality was the most dominant factor on performance. The research model was proven to be empirically valid with good explanatory (R²) and predictive (Q²) capabilities, and the PLS-Predict results showed high prediction accuracy.

RESEARCH LIMITATIONS AND FUTURE RESEARCH DIRECTIONS
This study has limitations, including being conducted in a single hospital, which makes the results difficult to generalize. The variables studied were limited to job satisfaction and performance, without including other factors such as motivation or organizational culture. Data collection through closed-ended questionnaires has the potential to introduce perceptual bias, and the cross-sectional design of the study cannot depict changes over time. The SEM-PLS analysis only showed an associative relationship, not a causal one, and the respondents were limited to nurses. Further research is needed in various hospitals (type B or A, as well as private hospitals) and a longitudinal approach to capture the dynamics of job satisfaction and performance over time. Furthermore, the use of standard psychological instruments to measure personality would strengthen the generalizability of the findings.
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