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 Abstract 

Aims: This research aims to analyze the effectiveness of I-CARE-based 
self-efficacy nurses training for the development of organizational 
commitment at Panti Rapih Hospital Yogyakarta.  
Methods: The research has been designed as a quasi-experiment one 
group pretest and posttest. The respondents are 143 nurses, mostly 
from D3 (associate degree) in Nursing (82.5%), female (88.1%), and 
young adult age or generation X (48.8%). Most of them have also been 
working for 6-15 years (51.8%). Ordinal regression discrimination test 
and SEM Smart PLS.4 with path analysis were also conducted. The data 
is analyzed by using software SPSS.25 and Wilcoxon pretest and 
posttest on I-CARE-based self-efficacy training and organizational 
commitment.  
Results: I-CARE-based self-efficacy has been found “high” (55.9%). 
Nurses’ organizational commitment is “high” (77.6%), “average” 
(18.2%) and “low” (4.2%). It is also found that I-CARE-based self-
efficacy does not have a significant relation with organizational 
commitment, which P value is >0.005. The variables like age, gender 
and length of working have also been insignificant to the enhancement 
of organizational commitment, which P value is >0.005. The level of 
education gives a significant influence to organizational commitment, 
which P value is 0.02 (<0.005). The enhancement of education level will 
reinforce organizational commitment.  
Conclusion: I-CARE-based self-efficacy training is effective in 
enhancing organizational commitment, but for significant impact, it 
should be supported by a higher level of education. This research 
recommends increasing formal education levels to enhance staff 
organizational commitment. 

Keywords:  
Assurance, Compassion, Embrace Innovation-Based Self-Efficacy 
Training, Organizational Commitment Integrity, Respect 
 

 

INTRODUCTION 

Self-efficacy is very important for 
developing the quality of a nurse because 
he/she has high self-confidence on his/her 
ability (1). To build self-efficacy can also 
encourage someone to work on self-
development, to face all difficulties, to 
enhance his/her performance and to do 

his/her responsibilities well (2). Many 
factors influence someone’s self-efficacy, 
such as experience, knowledge, employee 
tenure, motivation, level of education and 
gender (3). Related to organizational 
commitment, many researches also has 
proven that self-efficacy has positive and 
significant influence (4). Therefore, if it is 
enhanced through education, training, 
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career path development, and innovative 
opportunity, self-efficacy can strengthen the 
commitment of a nurse to organization (5–
7). 

The improvement of self-efficacy, which 
gives positive impact to organizational 
commitment, is suitable with I-CARE 
(Integrity, Compassion, Assurance, Respect, 
and Embrace innovation) values echoed by 
the Congregation of the Sisters of Carolus 
Borromeus (8) and written on the Guiding 
Principles of Carolus Borromeus (GPCB) for 
the hospitals under CB connection. 
Therefore, I-CARE can also become the base 
for nurses’ self-efficacy improvement 
training. Besides, along with Calista Roy, a 
nursing expert, human’s conscience 
enhancement, which is included in self-
efficacy, can integrate him/her with 
environment. In nursing context, the 
integration can even improve a patient’s 
health and quality of life (9). Thus, not only 
enhancing organizational commitment, the 
improvement of I-CARE-based self-efficacy 
also helps nurses, which are required to 
adapt with a dynamic environment (10). 
Similarly, this research can contribute 
especially in motivating nurses to improve 
their self-qualities and to encourage the 
management of hospital in facilitating self-
improvement program for the nurses to 
strengthen organizational commitment 
(11). 

The research hypothesis can be formulated 
as follows: 

H1:  There are differences in I-CARE-
based self-efficacy before and after 
the intervention in the form of I-
CARE-based self-efficacy training. 

H2: There are differences in 
organizational commitment before 
and after the intervention in the 
form of organizational commitment 
training. 

H3: There are impacts of I-CARE-based 
self-efficacy, age, gender, level of 
education, and employee tenure to 
organizational commitment. 

 

METHODS 

This was quasi-experimental research with 
one group pre-test and post-test research 
design without control group. The 
treatment outcomes was known by 
comparing the results before and after 
intervention or treatment (12). The 
research was carried out at Panti Rapih 
Hospital Yogyakarta in June – July 2023. 
The sample in this study was 143 out of 296 
nurses in the inpatient wards, determined 
proportionally by using stratified random 
sampling technic. The selected nurses had 
to attend a 500-hour I-CARE-based offline 
training and accompaniment. 
 
Instrument 

Data collection was conducted by 
distributing questionnaires or instruments. 
The first part of the instrument was used to 
identify the characteristics of nurses based 
on range of age, gender, level of education 
and employment tenure. The respondents 
were asked to choose the answers based on 
the condition when they filled in the 
questionnaires. 

The second part of the instrument consisted 
of I-CARE-based self-efficacy variables of 
nurses, which was divided into five parts. 
The third part of the instrument contained 
three parts of organizational commitment 
variables. 
 
Procedure 

The steps for the research were arranged as 
follows: 

1. The researcher consulted experts related 
to self-efficacy and I-CARE. 

2. The researcher conducted a validity test 
for the research instruments at Sint 
Carolus Hospital. 

3. After receiving the letter of approval 
from the President Director of Panti 
Rapih Hospital, the researcher 
coordinated with the Director of Nursing 
and the Head of Human Resources, 
Nursing and Training Department. 
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4. The researcher presented the research 
process to the President Director, the 
Director of Nursing, the Director of 
Human Resource and the Head of 
Human Resources, Nursing and 
Training Department. 

5. The researcher coordinated with the 
Head of Inpatient Ward and the head of 
the room related to the research dan its 
process. 

6. The researcher explained the aims, 
benefits, and methods of data 
collection, and presented informed 
consent to the respondents by using a 
soft-copy document. 

7. The researcher conducted a pre-test to 
respondents by using Google docs. 

8. The researcher checked the validity of 
the data given by respondents. 

9. The researcher coordinated with the 
Head of Human Resources, Nursing and 
Training Department and the head of 
the room related to I-CARE based self-
efficacy training. 

10. The researcher held the I-CARE based 
self-efficacy training with the Head of 
Human Resources, Nursing and 
Training Department and all 
respondents. 

11. The researcher accompanied all 
respondents in development process of 
I-CARE based self-efficacy and 
organizational commitment with the 
head of the room. In the 
accompaniment, the researcher gave 
treatments related to the obstacles of 
self-efficacy and self-evaluation to I-
CARE found during the training. The 
meeting was held once a week. Each 
meeting took 30 – 45 minutes. The 
accompaniment was conducted for 5-6 
weeks with the head of unit of every 
respondent. 

12. The researcher collected post 
intervention data by using a 
questionnaire related to I-CARE based 
self-efficacy and organizational 
commitment. 

13. The researcher processed the data and 
wrote a report based on the data. 

Research Ethics 
This research was declared to be ethical 
appropriate by the Health Research and 
Development Ethics Committee of STIK Sint 
Carolus under the reference number 
046/KEPPKSTIKSC/V/2023 and by the 
Ethics and Law Committee of Panti Rapih 
Hospital under the reference number 
35/SKEPK-KKE/V/2023. 

 

RESULTS  

Univariate Descriptive Statistic Analysis 
Variable: Gender 

Table 1. Frequency Distribution of Gender 
Respondents at Panti Rapih Hospital, Year: 2023, n = 143 

 

No 
Gender 

Characteristic 
N (%) 

1 Female 126 88, 1 % 
2 Male 17 11, 9 % 
  143 100 % 

     
Most respondents were female (88.1%). 
Variable: Age 
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Table 2. Frequency Distribution of Age  
Respondents at Panti Rapih Hospital, Year: 2023, n = 143 

No Age Characteristics N (%) 
1 >17- 25 6 4,2 % 
2 26-35 70 48.8 % 
3 36-45 42 29.3% 
4 46-55 25 17,5% 

  143 100 % 
       

Most respondent were 26-35 years old (48.8%). 
 
Variable: Level of Education 

Table 3. Frequency Distribution of Level of Education 
 Respondents at Panti Rapih Hospital, Year: 2023, n = 143. 

 
 

 
 
 
 
Most respondents were nurses from vocational program or Nursing Diploma (82,51%). 
 
Variable: Employment Tenure 

Table 4. Frequency Distribution of Employment Tenure  
Respondent at Panti Rapih Hospital, Year: 2023, n = 143 

No Employment Tenure 
Characteristics  

n (%) 

1 2 – 5 9 6, 3 
2 6 – 10 37 25, 9 
3 11 – 15 37 25, 9 
4 16 – 20 31 21, 7 
5 21 – 25 21 14, 7 
6 >26 8 5, 6 

  143 100 
                

There were similarities of amount between the respondents who have been working for 6-10 
years and 11-15 years (25,9% for each). 
 
Variable: I-CARE-based Self-efficacy  

Table 5. Frequency Distribution of I-CARE-based Self-efficacy  
Respondent at Panti Rapih Hospital, Year: 2023, n = 143 

No 
I-CARE-based 
Self-efficacy 

Before Training After Training 

  N % N % 

1 Low 48 33.6 23 16.1 

2 Medium 88 61.5 40 28.0 

3 High 7 4.9 80 55.9 

No Level of Education Characteristics N (%) 
1 Nursing Diploma 118 82.5 
2 Nurse 25 17.5 
  143 100 
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Table 6. Frequency Distribution of Integrity-based Self-efficacy 
Respondent at Panti Rapih Hospital, Year: 2023, n= 143 

No 
Integrity-based 

Self-efficacy 
Before 

Training 
After 

Training 

 
 N % N % 

1 High 11 7.7 120 83.9 

2 Medium 87 60.8 10 7,0 

3 Low 45 31.5 13 9.1 

          Table 7. Frequency Distribution of Compassion-based Self-efficacy 
Respondent at Panti Rapih Hospital, Year: 2023, n= 143 

No 
Compassion-based  

Self-efficacy 
Before 

Training 
After 

Training 

 
 N % N % 

1 High 15 10.5 120 83.91 

2 Medium 63 44.1 11 7.7 

3 Low 65 45.5 12 8.4 
                            

Table 8. Frequency Distribution of Assurance-based Self-efficacy 
Respondent at Panti Rapih Hospital Year: 2023 n= 143 

 
 
 
 
 
 
 
 

 
Table 9. Frequency Distribution of Respect-based Self-efficacy  

Respondent at Panti Rapih Hospital, Year: 2023, n= 143 

No 
Respect-based Self-

efficacy 
Before Training After Training 

N % n % 
1 High 7 4.9 121 84.6 
2 Medium 98 68.5 8 5.6 
3 Low 38 26.6 14 9.8 

Table 10. Frequency Distribution of 
Embrace Innovation-based Self-efficacy 

Respondent at Panti Rapih Hospital, Year: 2023, n= 143 

No 
Embrace Innovation-

based Self-efficacy 
Before  

Training 
After 

Training 

 
 n % n % 

1 High 6 4.2 119 83.2 

2 Medium 97 67.8 9 6.3 

3 Low 40 28 15 10.5 

No 
Assurance-based Self-

efficacy 
Before  

Training 
After 

Training 

 
 N % n % 

1 High 5 3.5 120 83.91 

2 Medium 50 35 15 10.5 

3 Low 88 61.5 8 5.6 
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Before intervention it was found that most respondents (61.5%) had medium level of I-CARE-
based self-efficacy (Table 5). After intervention, most respondents (55.9%) had high level of I-
CARE-based self-efficacy. From Table 6 to 10, it was found that before intervention, most 
respondents (68.5%) had medium level of Respect-based self-efficacy (Table 9). After 
intervention, most respondent (84.6%) had high level of self-efficacy on the same aspect (Table 
9). 
 
Variable: Organizational Commitment  

Table 11. Frequency Distribution of Organizational Commitment 
Respondents at Panti Rapih Hospital, Year: 2023, n = 143 

No 
Organizational 
Commitment 

Before Training After Training 

  n % n % 

1 Low 62 43.4 6 4.2 

2 Medium 76 53.1 26 18.2 

3 High 5 3.5 111 77.6 
                    

Before training, most respondents (53.1%) had medium level of organizational commitment 
(Table 11). After intervention, most respondents (77.6%) had high level of organizational 
commitment. 
 
Non-Parametric Test of Two Paired Different Statistics Analysis 
Wilcoxon Test 

Table 12. Wilcoxon Test Result on the Changes of Implementation of 
I-CARE-based Self-efficacy and Organizational Commitment 

Before and After Training. 

Variable Ranks N 
Mean 
Rank 

Sum of 
Ranks 

P-
value 

I-CARE-based 
Self-efficacy 

Negative 
Ranks 

17 41.50 705.5 
 

Positive 
Ranks 

90 56.36 5072.5 
0.000 

Ties 36      

Total 143      

Organizational 
Commitment 

Negative 
Ranks 

4 37.5 150 
0.000 

Positive 
Ranks 

118 62.31 7353 
 

Ties 21      

Total 143      

 
Table 12 shows that, related to variable “I-CARE-based self-efficacy”, 90 respondents 
experienced improvement (positive ranks) from pre-test to post-test after the intervention. The 
mean rank was 56.36 while the sum of ranks was 5072.5. Besides, 17 respondents got lowered 
scores (negative ranks). The negative mean rank was 41.50 and the sum of ranks was 705.5. 
Besides, 36 respondents experience neither improvement or deterioration (ties). 

http://issn.lipi.go.id/issn.cgi?daftar&1386664877&1&&
http://issn.lipi.go.id/issn.cgi?daftar&1504927573&1&&
https://doi.org/10.33755/jkk.v5i2


279 
 
p-ISSN : 2354 8428 | e-ISSN:  2598 8727       Jurnal Keperawatan Komprehensif 
       Volume 10 Issue 2 April 2024 

  https://doi.org/10.33755/jkk    This is an open access article under the CC BY-SA license 

   

Related to organizational commitment, 118 respondents got higher scores after training. The 
positive mean rank was 62.31 while the sum of ranks was 7353. Only four respondents got 
lower score. The negative mean rank was 37.5 and the sum of ranks was 150. There were also 
21 respondents who did not experience any improvement or deterioration of post-test score 
compared to pre-test. 
 

      Table 13. Result Analysis of Wilcoxon Test on the Differences of 
I-CARE-based Self-efficacy and Organizational Commitment 

Before and After Intervention 

No Variable 
Z 

Value 
Asymp Sig. 
(2-tailed) 

1 Post SE Integrity – Pre SE-Integrity -
10.445 

.000 

2 Post SE Compassion – Pre SE-Compassion -9.815 .000 
3 Post SE Assurance – Pre SE-Assurance -

11.239 
.000 

4 Post SE Respect – Pre SE-Respect -
11.507 

.000 

5 Post SE Embrace Innovation – Pre SE-Embrace 
Innovation 

-
11.071 

.000 

6 Post OC Affective – Pre OC-Affective -9.672 .000 
7 Post OC Sustainable – Pre OC-Sustainable -

10.449 
.000 

8 Post KO Normative – Pre OC-Normative -
10.388 

.000 

9 Post SE I-CARE based – Pre SE-I-CARE-based -7.210 .000 
10 Post Organizational Commitment – Pre-

Organizational Commitment 
-9.543 .000 

 
Wilcoxon Test result above shows the differences before and after intervention to nurses who 
attended the I-CARE based self-efficacy and organizational commitment training, which is stated 
by P-value: 0.000 (<0.05). The result becomes an evidence both for H1 (“There are differences 
in I-CARE-based self-efficacy before and after the intervention in the form of I-CARE-based self-
efficacy training”) and H2 (“There are differences in organizational commitment before and 
after the intervention in the form of organizational commitment training”).  
 
Multivariate Test 
Parallel Line Test 

Table 14. Parallel Line Test on Self-efficacy Training Compared to the Improvement of  
Organizational Commitment 

Test of Parallel Lines 
Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 85.059    
General 73.246 11.814 10 .298 

 
The result of parallel line test on Table 14 describes the influence of independent variable (I-
CARE-based self-efficacy, age, gender, employment tenure, level of education) to the 
improvement of organizational commitment. The declining scores of -2 Log Likelihood and P-
value 0.298 (>0.05) show that I-CARE-based self-efficacy training, age, gender, employment 
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tenure dan level education simultaneously influence organizational commitment. The result 
becomes the proof for H3 (“There are impacts of I-CARE-based self-efficacy, age, gender, level of 
education, and employee tenure to organizational commitment”). 
 
SEM Smart PLS Test 
Inner Model Evaluation 
                            Table 15. Inner Model and Outer Model with Path Coefficient 

Variable Indicator 
Path 

Coefficient 
Information 

 X5 1.098 
Difficult to achieve work 
target 

SEI X7 1.074 Hesitantly admit a mistake in 
front of a leader 

 X2 1.038 Hesitantly do a job which 
previously never been done 

 X9 1,110 Serve someone selflessly for 
hospital progress 

SEC X14 1.009 Not objective and emotional 
when facing problems 

 X10 1.004 Not optimize all self-potential 
to participate in the hospital 

SEA X23 1.026 Difficult to explain problems 
to other employees and leader 

 X22 1,000 Hesitantly give solution for 
every problem in the hospital 

 X25 1.044 
Difficult to become a friend 
for patients and working 
partners 

SER X29 1.029 
Believe that hospital will give 
a chance for self-
improvement 

 X24 1,010 
Think positively to the 
hospital. 

 X35 1.067 
Give up if the ideas and 
thoughts are not considered 
by others  

SEE X36 1.056 
Follow the changes 
corresponding to ideas 
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Variable Indicator 
Path 

Coefficient 
Information 

 X34 1.009 Difficult to work beyond the 
hospital standards. 

 Y5 1.095 Still feel apart from the 
hospital 

 Y4 1.084 
Not easily create a bond with 
other organization such as 
Panti Rapih Hospital 

KOA Y6 1.033 No emotional bond with Panti 
Rapih Hospital 

 Y8 1.011 
Do not have a strong sense of 
belonging to Panti Rapih 
Hospital 

 Y16 1.067 

Need sacrifice to leave Panti 
Rapih Hospital because there 
is no other comparable 
organization 

 Y19 1.064 To change job is unethical 
behavior 

KOB Y13 1.042 
To work at Panti Rapih 
Hospital is desirable and 
necessary 

 Y12 1.028 
Frequently experience 
disruption if leaving the 
hospital 

 Y22 1.139 Believe in loyalty to one 
organization 

KON Y19 1.099 
Move from an organization to 
another organization is 
unethical 

 Y20 1.055 

Have a moral obligation to 
stay at Panti Rapih Hospital 
and it is important to be 
faithful 

 
It is found on Table 15 that, related to enhancing Integrity-based self-efficacy, respondents 
experienced some obstacles, such as difficult to achieve work target, hesitantly admitting a 
mistake in front of a leader, and having low self-confidence in working on a job which 
previously never been done. Respondents realized that these obstacles would hamper the 
quality of service. 

Related to improving Compassion-based self-efficacy, some obstacles were found, such as 
biasedly and emotionally facing problems and not utilizing self-potential optimally. 
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Related to improving Assurance-based self-efficacy, the obstacles were the difficulties in 
explaining problems to the superior and the hesitation in uttering solutions for solving 
problems. The enhancement of Embrace innovation-based self-efficacy found obstacles in giving 
up when someone’s idea or thought is not considered by others, following changes when 
corresponding to someone’s ideas, and experiencing difficulties to work beyond standard. 

Meanwhile, the improvement of Respect-based self-efficacy reached the highest score. The 
supporting factors were respondents had the capacity for collaboration and respect, the trust 
that the hospital would give a chance for self-development, and the positive thought to the 
organization. Nevertheless, there were respondents who could not be good friends for patients 
and partners. 
 

Table 16. SPSS.25 Multivariate Test Result 
Ordinal Logistic Regression and SEM Smart PLS Inner Model 

 
 
 
 
 
 
 
 
 

DISCUSSION  
Organizational commitment is indicated by 
perseverance and faithfulness, signed by 
the concern to participate as a member and 
the awareness for being responsible 
through working optimally (13,14). 
According to Calista Roy, organizational 
commitment also demands the ability to 
adapt, which is accommodated by nursing. 
Even, a nurse’s capacity to adapt can also 
improve his/her health and quality of life, in 
addition to create him/her a professional 
nurse. 

In the process of I-CARE-based self-efficacy 
training, the respondents were invited to 
know and evaluate the capacities on 
adaptation and organizational commitment 
by understanding and assessing their I-
CARE-based self-efficacy. They were 
accompanied to recognize the obstacle 
factors for self-efficacy and to see their 
strengths and weaknesses in implementing 
I-CARE values (15,16). Nurses’ 
understanding on I-CARE-based self-
efficacy for improving organizational 
commitment was marked by the escalation 

>20% of post-test training score compared 
with pre-test. Wilcoxon test results also 
shows the difference between before and 
after intervention with P value 0.000 < 
0.005. That has proven that nurses are 
capable to adjust themselves to stimuli 
namely intervention, particularly nurses 
with high level of education (17,18).  

Nurses’ capacity building by using I-CARE-
based self-efficacy training for enhancing 
organizational commitment is very 
relevant. I-CARE-based self-efficacy 
intervention has a research model which is 
appropriate for predicting nurses’ 
commitment to organization (19,20). The 
positive influence of the improvement of I-
CARE based self-efficacy to organizational 
commitment, even though it is insignificant, 
can contribute in enhancing a nurse’s self-
confidence, qualified service, and active 
participation in achieving organization’s 
aim (21,22). 
 

CONCLUSION 

I-CARE-based self-efficacy training gives 
positive, but insignificant, impacts to 

Independent Variable 
P-value P-value 

SPSS.25 SEM Smart PLS 
I-CARE-based Self-efficacy (X1) 0.344 0.646 
Age (X2) 0.921 0.851 
Level Education (X3) 0.000 0,025 
Employment tenure (X4) 0.358 0.226 
Gender (X5) 0.315 0.670 
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organizational commitment because the 
posttest was conducted after six weeks 
intervention. If it is conducted in sufficient 
time, a nurse will know his/her positive 
inner self more, think wider and understand 
more. Thus, his/her I-CARE-based self-
efficacy will go up and eventually increase 
organizational commitment. A nurse’s 
Assurance-based self-efficacy has to be 
strengthened through human resource 
development program from the 
organization in order to increase the 
commitment to organization. Therefore, in 
designing development program for nurses, 
managers can include the program for 
enhancing self-efficacy and organizational 
commitment. Besides, a head of room must 
create a plan and to give a particular time 
for accompanying his/her staff to develop 
organizational commitment. 
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