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Abstract

Purpose: to explore more deeply the variables of knowledge construction in influencing performance, through entrepreneurial
leadership, motivation, organizational learning, and commitment to the performance of midwives in providing maximum service to
patients and the community. Research design, data and methodology: using quantitative methods with hypothesis testing, data was
obtained through direct visits and surveys to midwife practice locations through coordination with the Indonesian Midwives
Association (IBI) regarding surveys to be carried out and needed. Results: there are 3 direct paths that have significant value. The
path between the motivation variable to commitment was found to be significant, then the effect of organizational learning on
commitment was found to be significant and finally the effect of the path variable from commitment to distribution performance was
found to be significant. The indirect effect was found to be insignificant for the influence of entreprencurial leadership through
commitment to distribution performance, but different results found a significant indirect effect for the relationship between
motivation through commitment to performance and organizational learning through commitment to distribution performance.
Conclusion: there is a high commitment to the work of midwives, commitment as a good mediation in influencing distribution
performance between organizational learning and work motivation.

Keywords: Distribution, Performance, Entrepreneurial Leadership, Organizational Learning, Work Motivation, Commitment.
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1. Introduction

Performance measures are carried out on various
activities in the value chain in a corporate organization (Li
et al., 2006) and the results are used as feedback and
achievement information (Shin & Konrad, 2017) for
adjustment. organizational planning and strategic activities
(Oyemomi & Biswas, 2020). It is also often referred to as a
powerful way to find out the achievement of targets, vision-
mission, and organizational goals (Gagné, 2018; Pang & Lu,
2018). Currently, exploration and performance measures in
health organizations are mostly carried out in care facilities
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(Woznyj et al., 2019), health services, medical and health
personnel (Zeng et al., 2021), and hospitals. And now,
performance measures in healthcare organizations and
services are increasing due to the COVID-19 Pandemic (Wu
et al., 2020).

The performance of midwives who open independent
practice is the distribution of performance on
entrepreneurial leadership, motivation, organizational
learning and commitment.

Although several research findings have explained the
importance of the performance of medical personnel and
midwives, for example, measured the quality of midwife
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care through prenatal questionnaires and found the three
best counseling components (client-midwife relationship,
health education, and decision-making support). Antenatal
care by midwives is influenced by personal background (age
and status of employees), motivation, and facilities. Lewis
et al. (2019) revealed a gap in the clinical performance of
recently graduated doctors and suggested competency
knowledge to improve the quality of care.

However, this discussion has not touched on
organizational performance measures for midwives who
open independent/entrepreneurial practices (Haugh, 2020)
and are defined as business owners and leaders (Scheer,
2011). In addition, several previous findings state the
importance of organizational distribution performance with
minimal and small-sized employees coming from employee
work motivation, entrepreneurial leadership, learning
organizations and commitment. Thus, the emergence of
maximum distribution performance from midwives who
open independent practice may come from entrepreneurial
leadership, motivation, organizational learning, and
commitment.

The urgency in research on the distribution of the
performance of midwives who practice independently is to
examine how big the role of the variables of motivation,
organizational learning, entrepreneurial leadership and
commitment of midwives is to achieve success. This is
because midwives who practice independently, play a role
as leaders who must have an entrepreneurial spirit, where
their leadership as an entrepreneur leader has a high
contribution to society so that they can create jobs, can
improve economic life, reduce unemployment and poverty,
and empower people and society.

This study aims to conduct a more in-depth exploration
of the variables of knowledge construction that have
developed so far in influencing performance, through

learning, and commitment to the distribution performance
of midwives in providing maximum service to patients and
the community. Because the midwifery profession is a noble
profession and is the spearhead of the safety of the birth
process of mothers and babies. In addition, this study also
determines the commitment variable as a mediating variable
from the relationship construction research. By examining
several items in this study, it is hoped that they can
contribute to knowledge about improving the distribution
performance of midwives and promoting the development
of distribution performance and health services in practice
midwives.

2. Literature Review

A midwife who practices independently, is an
entrepreneur. Where Entrepreneurs (entrepreneurs) are
people who have the courage to take risks to open a business
on various occasions. Having the courage to take risks
means having an independent mentality and daring to start a
business, without being overwhelmed by fear or anxiety
even in uncertain conditions. Entrepreneurial spirit
(entrepreneurship) is one of the requirements that must be
possessed by every organizational leader. Entrepreneurship
in the leadership of an organization gives its own color to
the organization that wants to progress and develop, is not
apathetic and is always confident in a change which is
something that absolutely happens and must be faced with a
sense of full responsibility and confidence. Leadership
combined with an entrepreneurial spirit will produce a
quality organization that is dynamic and accountable.

Theories that support this research are about
entrepreneurial leadership, motivation, organizational
learning and the theory of commitment, can be shown in the

entrepreneurial leadership, motivation, organizational following table.
2.1. Previous Research
Table 1: Previous Research
Theori No Researcher Result
Entrepreneurial leadership is the adoption ability of new business owners (small
1 Renko (2017) businesses) who must take on a leadership role so that their businesses can grow
and prosper
Entrepreneurial 2 Abid et al. (2012) leadership style of an entrepreneur has an effect on employee satisfaction
Leadership 3 Imran & Aldas (2020); positive influence of entrepreneurial leadership in improving organizational
Miao et al. (2019) performance
4 Zimmerer et al. (2008) Entrepreneurial success tips that are focused on efforts to stimulate the creativity of
an entrepreneur
Mo (2011) There is intrinsic and extrinsic motivation
2 Borghi et al. (2018) the _ab|l_|t_y of the h_ealth system to provide quality health care depends on the
availability of motivated health workers
Motivation a successful organization must combine the strengths and motivations of internal
3 Kuo (2013) employees and respond to external changes and demands promptly to show the
organization’s value
4 Barney & Elias (2010) extrinsic motivation there exist a significant interaction between job stress, flex time
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Organizational Learning is “the process through which organizations change or

Organizational

1 Chiva et al. (2014). modify their mental models, rules, processes or knowledge, maintaining or improving
their performance”
The application of learning organizations provides opportunities for individuals to

2 Singh (2016) continue to grow and develop in their work environment and contributes directly to

organizational effectiveness

Learning
Ravichandran & Mishra

Health organizations that take steps to develop learning opportunities and autonomy

Chiva et al. (2014)

3 (2018) in medical action form a culture and work climate that leads to organizational
development and performance
4 Cheng et al. (2014); Organizational Learning is a source of knowledge for organizational development

1 Brooks & Swailes (2002)

Within the scope of midwifery services and practice, commitment issues relate to the
delivery of responsive and high-quality services

Commitment
2 Ribeiro et al. (2018)

leader authenticity promotes employees' affective commitment, which in turn
improves their performance

Source: All Literature

3. Methodology and Hypotheses
3.1. Procedure and Subject

Information in this study was obtained through visits and
surveys directly to the location of the practice of midwives.
However, previously coordination had been carried out with
the administrators of the Indonesian Midwives Association
(IBI) regarding the survey to be conducted to find the
information needed in this study. In each visit and survey,
the midwives will be interviewed and given a questionnaire
about entrepreneurial leadership, motivation, organizational
learning, commitment, and distribution performance of
midwives. It took 4 months to collect all the data and the
research team took 1 - to 2 hours on each visit. The
population in this study was assigned to midwives who had
opened the independent practice and the sample collection
method was simple random sampling with the provision that
the minimum number of samples was 100 respondents (Hair
etal., 2014).

3.2. Hypothesis

Leading employees and companies have challenges for
company founders because companies are constantly
moving and experiencing growth. An importance of a
contextual approach to entrepreneurial leadership to adjust
leadership behaviour according to internal and external
factors in the company. Thus, when midwives as practice
business owners and business leaders are able to apply good
entrepreneurial leadership behaviours, it may lead to a high
commitment from staff and nurses who help their work.

H1a: Midwife's entrepreneurial leadership style will
increase commitment

In healthcare organizations, the entrepreneurial
leadership style presents an important challenge in the

development of entrepreneurial behaviour (Richter et al.,
2019), promoting collective entrepreneurship (Haase &
Franco, 2020). Thus, the leadership style applied by
midwives in their practical activities may be able to improve
their performance and that of their staff.

H1b: The midwife's entrepreneurial leadership style is able
to improve her distribution performance.

Research on employee motivation specifically
highlights two types of driving factors, namely: intrinsic and
extrinsic (Turner, 2017; Bassous, 2015). Job involvement
through internal motivation supports the emergence of job
commitment, and Organizations that promote commitment
will be able to transmit the hopes and desires of health
workers (Marchal & Kegels, 2008). Therefore, the higher
the organizational ability of midwives to mobilize and
sustain their efforts towards organizational goals, the more
likely it will affect their work commitment.

H2a: The midwife's work motivation can increase her work
commitment.

The achievement of organizational goals reflects the
high motivation of individuals in completing tasks and their
expectations. An assessment of employee work motivation
will result in improved organizational performance (Lee &
Raschke, 2016) and when the midwife can understand the
motivational drive in carrying out her work, she will likely
be able to complete each task and provide the best service to
her patients.

H2b: Motivation will improve the distribution performance
of midwives

Notion of organizational learning as a way for
companies to build, complete, and organize knowledge in
their routine activities and including their culture, to be able
to adapt and develop organizational efficiency with the aim
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of increasing the use of the broad skills of their workforce.
In the context of health organizations, support for health
services and health workers, including nurses, doctors,
midwives, and pharmacists, organizational learning
measures are widely used to find out about improving health
services, professionalism (Darban et al., 2020), and
organizational performance (Hartstein & Yackel, 2021).
The organization's willingness to learn and adapt for the
sake of developing efficiency and work skills implies an
acceptance of the supporting factors. Thus, the better the
organization of midwives in organizing knowledge and
carrying out their work routines, the more likely they will be
able to positively increase their work commitment.

H3a: Learning Organization will increase the work
commitment of midwives

The application of learning organizations provides
opportunities for individuals to continue to grow and
develop in their work environment and contributes directly
to organizational effectiveness (Shin & Konrad, 2017,
Popper & Lipshitz, 2000) and these findings are also
conveyed in health care settings. Health organizations that
take steps to develop learning opportunities and autonomy
in medical action form a culture and work climate that leads
to organizational development and performance
(Ravichandran & Mishra, 2018). Thus, when midwives are
able to emphasize change and learning in finding new ways
to support their work routines, they may experience an
increase in organizational performance.

H3b: Learning Organizations can improve the distribution
performance of midwives

Organizational commitment as a measure of the level of
employees in attaching importance to a particular
organization and maintaining its goals in order to remain a
member of the organization. Commitment is a binding force
on every individual behaviour related to achieving
organizational targets. Within the scope of midwifery
services and practice, commitment issues relate to the
delivery of responsive and high-quality services (Brooks &
Swailes, 2002). Several previous findings state that
commitment has a positive relationship with organizational
performance (Berberoglu, 2018; Khunsoonthornkit &
Panjakajornsak, 2018; Elorza et al., 2011). Thus, when the
midwife is able to demonstrate a high work commitment, the
possibility of providing health services to patients and the
community will be higher.

H4a: Midwives who promote high commitment will affect
their distribution performance.

Some previous literature shows that there are other
variables that can support increased performance, for
example, Ribeiro et al. (2018) revealed that leader
authenticity promotes employees' affective commitment,
which in turn improves their performance. Khin and Ho
(2018) in their study show digital innovation to be a strong
mediating variable in improving company performance.
Quality improvement practices are good mediators between
people and organizational performance (Habtoor, 2016).
Robbins (1996) revealed that the relationship between
organizational learning and performance was not very
significant and support from other variables allowed to
strengthen the relationship. And previous literature
suggested the commitment variable as a strong mediating
variable in improving performance (Story & Cantanheira,
2019; Hendri; 2019; Raineri, 2017), Thus, when midwives
open their practice to providing high-quality services to
patients through their leadership style, motivation and
learning organizations may be promoted by their high work
commitment.

M1: Entrepreneurial leadership promoted by work
commitment will in turn improve midwives'
performance

M2: The higher the motivation shown through work
commitment will in turn improve the distribution
performance of the midwife

M3: Organizational learning capabilities through work
commitment will in turn improve the distribution
performance of midwives

3.3. Research Construction

There are several general constructs used in this study to
measure the relationship of latent constructs between
variables, namely: entrepreneurial leadership (a total of 15
questions), motivation (a total of 9 questions), learning
organization (a total of 13 questions), commitment (a total
of 8 questions) and distribution performance. (a total of 18
questions). Each item is measured using a scale and starts
with the number 5 which is associated with "Strongly
Agree" and the number 1 is interpreted as "Strongly
Disagree”. The process of validity on each instrument and
panel used refers to previous references and the experience
of current researchers

4. Result

The research results are presented in descriptive form for
each variable item (see Appendix A) in describing the
population and numerical measures are used to determine
the features of the data set (Fisher & Marshall, 2009). There
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are several items that need to be explained about the overall
data, namely: frequency distribution and mean (Shavelson,
1988) variable. The mean value of each variable and
indicator item is obtained by dividing the class interval
criteria into 5 and referring to the Likert scale points.
Interval class values > 4.2 — 5.0 are interpreted as “Very
High” and interval class values 1 — 1.8 are interpreted as
“Very Low”. In the entrepreneurial leadership variable item
(X1), the Mean value was found to be 3.82 and the highest
choice was found at point 14 about inspiring attitudes
towards subordinates at 4.09. Furthermore, the mean value
for the motivation variable (X2) is 3.77 and the highest item
is at point 5 about maintaining good relations with
colleagues. In the organizational learning variable item (X3),
the mean value is 3.78 and the highest item is found at point
6 regarding the similarity of work vision to develop the
organization. Furthermore, for the commitment variable
(Y1), the highest choice was found to be loyal to the midwife
in doing work with a mean value of 3.89, and for the last
variable, namely commitment (Y2), the highest choice was
in providing information to the public about pregnancy,
health, nutrition, family planning (KB). and immunizations.

Furthermore, data analysis was determined to confirm
the relationship between the construction variables. The
PLS-SEM method was chosen because the data distribution
was not normal and had few assumptions on the limited
amount of data (Hair et al., 2019). In addition, another
provision to support a strong estimation value from this
analysis is to set a minimum number of samples that must
be equal to the number when multiplied by the number of
structural paths in the variable latent construct (Hair et al.,
2014). The number of samples specified in this study is one
hundred and can be said to meet the requirements.

4.1. Measurement Model

The validation of dimensions and items on the factor
load value can be seen by looking at the final CFA value
with a threshold value of 0.7 (Hair et al., 2019). In order to
obtain a close relationship between the items to be measured,
it is necessary to remove the item value below the specified
value in order to obtain the appropriate construction (Hair et
al., 2014). Because this study includes descriptive statistics
and confirmatory research, the significance value in the

Table 3: Cross Loading Construction Variables

evaluation is not critical and is not affected by the eligibility
criteria (Amrhein et al, 2019). Table 1 shows the
modification of the measurement model and the value of the
latent variable that does not match will be deleted and not
continued to the next analysis. Loading factor value > 0.5
and AVE value > 0.5 (reference). In addition, the Composite
Reliability value shows a value > 0.700 (Reliable) and thus
the value of the outer model is validated.

Table 2: Model Measurement Results

Laftent Factor I{r;:i;:iz:lt;)rValidity AVE | CR
Variable Code Factor Rank
X1.1 .897 2
Leadersip S5 | 7o | 4] |
Entrepreneur
(X1) X1.4 .761 5
X1.5 .740 6
X1.12 .905 1
o X2.2 942 1
Mog\(/g;mn X2 3 912 2 542 | 784
X2.5 .766 3
; X3.11 .790 1
Oll_geairigg]t?on X312 | 788 2 | 990 803
(X3) X313 | 748 3
) Y1.1 912 1
Com(r\r(];t;nent Y12 896 3 .589 | .796
Y1.5 .904 2
Y2.1 .881 1
Distribution Y2.3 813 2 558 | .790
Performance Y2.4 .798 4
(Y2) Y2.5 810 3
Y2.9 .758 5

To obtain the appropriate discriminant validity, it can be
seen by looking at the square root value of the mean-
variance (AVE) which must be higher than the correlation
value of the other latent variables (Kock & Lynn, 2012). In
addition, the cross-loading value also has a value > 0.70 in
one construction variable. The results in table 2 show that
the item value of the construction has a higher value than the
latent construction of each other item and this condition
meets discriminant validity.

Latent Variable Factor Code El;l(:f:::::;zr Motivation OIZZ?iZ;?on Commitment g::or:_l:::?cne
X1.1 .897 229 .263 .31 .264
X1.2 .843 228 228 .324 .252
Leadership Entrepreneur X1.3 .763 197 234 224 .206
(X1) X1.4 .761 138 194 .355 ..399
X1.5 .740 .205 134 .285 278
X1.12 .905 .208 294 421 .354
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X2.2 .159 .942 129 .164 .168
Motivation (X2) X2.3 .138 912 129 .201 .184
X2.5 169 .766 165 122 153
X3.11 .350 121 .790 407 416
Learning Organization (X3) X3.12 .280 A7 .788 400 315
X3.13 387 101 .748 .357 .325
Y1.1 .390 .245 439 912 .647
Commitment (Y1) Y1.2 412 .253 .344 .896 .654
Y1.5 .375 187 .352 .904 .694
Y2.1 315 .208 .315 .615 .881
o v2.3 .388 270 .375 611 813
D'S”'b”t'o’(‘YP;)’rf°rma”°e Y24 178 119 169 527 798
Y2.5 422 .258 .322 .698 .810
Y2.9 147 41 181 537 .758
Table 4: Reflective Construction of The AVE Value of The Construction Variable
Latent Variable Commitment Onflz;eaa::igzgon Et:?:::::ézr Motivation IPeI :fto"rl::;:?cne
Distribution Performance .623
Learning Organization .507 .539
Leadership Entrepreneur 454 .346 613
Motivation .228 118 A17 .585
Distribution Performance 448. 426 414 .240 .508

The results of the reflective test of the construction
variables can be seen by looking at the square root value of
the mean-variance (AVE) which must be higher than the
other construction variables and as shown in table 3 the AVE
value of each square has a higher value. compared to other
constructions so that it can be concluded constructively and
reflectively for the discriminant conditions to be met.

4.2. Testing Model Relationships and Hypotheses

The results shown in table 5 and Figure 1 regarding the
analysis of the direct relationship of each construction
variable show varying results, such as entrepreneurial
leadership on commitment which was not found to be

significant (f = 0.220, t = 1.828, p< 0.068), but different
things were found for The direct relationship between
motivation ( = 0.206, t = 2.167, p< 0.031) and
organizational learning (§ = 0.354, t = 3.709, p< 0.000) on
commitment was found to be significant. For other direct
relationships of leadership variables on distribution
performance (B = 0.012, t =0.212, p< 0.832), it was found
not significant and the same results were also obtained for
other variables, namely motivation (f = 0.011, t = 0.206, p
< 0.837) and organizational learning ( = 0.036, t=0.059, p
< 0.602) which is not significant to distribution performance.
Finally, the direct relationship of commitment was found to
be significant (B = 0.902, t = 24.208, p< 0.000) on
distribution performance.

p=.012
Leadership p=_.832
Entrepreneurial :
B =220\ [p=.203
p=.068 p=.06
p=.902 %
Motivation Commitment - R p=.000 Distribution Perff)rmance
B=216 = 265 R?= 835
01 7
P p=.190 p
: p=.000 p=-.011
\ p=.837
Learning p=.354 p=.326 p= 036
Organization p=.000 \/P =000 =602

Figure 1: Model Test Results



Endang SUSWATI / Journal of Distribution Science 21-2 (2023) 91-102 97

Furthermore, the test results for the indirect relationship
of construction variables as shown in table 6 which obtained
different results, the relationship of entrepreneurial
leadership through commitment to distribution performance
(B=0.203,t=1.893, p<0.067) obtained insignificant results
and the motivation relationship through commitment to
distribution performance (f = 0.190, t = 2.142, p< 0.000)
obtained significant results and the same thing was also
found in the relationship of organizational learning through
commitment to distribution performance (B = 0.354, t =
3.614, p< 0.000) showed the effect of significant.

The results of the tests carried out through the bootstrap
procedure were carried out to determine the direct
relationship of the construction variables by looking at the
path coefficient value and the t value. In general, there are 3
paths that have a significant value. The path between the
motivation variable to commitment (H2a) was found to be
significant (B = 0.206, t = 2.167, < 0.031), then the
relationship  between  organizational learning and
commitment (H3a) was found to be significant (f = 0.354, t
= 3.709, < 0.000) and finally the path relationship of the
commitment variable to distribution performance (H4a) was
found to be significant (f = 0.902, t =24.208, < 0.000).

Table 5: Direct Relationship between Variables and Hypothesis Testing

Effect between latent variables _ .
Var. From > Var. To Path Coefficient t-value p-value Hypothesis
Leadership Entrepreneur > Commitment ,220 1.828 ,068 Not Supported
Motivation > Commitment ,206 2,167 ,031 Supported
Learning Organization > Commitment ,354 3,709 ,000 Supported
Leadership Entrepreneur > Distribution Performance ,012 212 ,832 Not Supported
Motivation > Distribution Performance -,011 ,206 ,837 Not Supported
Learning Organization > Distribution Performance ,036 ,059 ,602 Not Supported
Commitment > Distribution Performance ,902 24,208 ,000 Supported
Table 6: The Results of Testing the Indirect Relationship between Variables
Interaction Calculation Result t-value Significant Effect
Ilgeadershlp Entrepreneur — Commitment — Distribution 220 x .920 203 1.839 067 Not Significant
erformance
Motivation — Commitment — Distribution Performance .216 x.920 .190 2.142 .000 Significant
I’;earnlng Organization — Commitment — Distribution 354 x .920 326 3614 000 Significant
erformance

The results of R? presented in Figure 1 of the relationship
between entrepreneurial leadership, motivation and
organizational learning get a value of 26.5% and the
relationship between commitment to performance
contributes a value of 83.5%. Furthermore, the indirect
effect was found to be insignificant for the relationship of
entrepreneurial leadership through commitment to

Table 7: Hypothesis Testing Results

performance, but different results were found in the indirect
relationship of motivation through commitment to
performance and organizational learning through
commitment to performance which was found to be
significant. Finally, Table 7 presents the test results of all
research hypotheses.

Hypothesis Result
H1a | Midwife's entrepreneurial leadership style will increase commitment Not Supported
H1b | The midwife's entrepreneurial leadership style is able to improve her distribution performance. Not Supported
H2a | The midwife's work motivation can increase her work commitment. Supported
H2b | Motivation will improve the distribution performance of midwives Not Supported
H3a | Learning Organization will increase the work commitment of midwives Supported
H3b | Learning Organizations can improve the distribution performance of midwives Not Supported
H4 | Midwives who promote high commitment will affect their distribution performance. Supported

rformance

M1 Entrepreneurial leadership promoted by work commitment will in turn improve midwives' distribution pe

Not Supported

ance of the midwife

M2 The higher the motivation shown through work commitment will in turn improve the distribution perform

Supported

M3

mance of midwives

Organizational learning capabilities through work commitment will in turn improve the distribution perfor

Supported
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S. Discussion
5.1. Finding Research

Consistent with several previous findings, where
commitment is the best predictor of distribution
performance (H4a), organizational learning on commitment
(H3a), and finally motivation on commitment (H2a).
Previous findings explain the magnitude of the loyalty
shown by health workers through a commitment not only to
the welfare of the people they care about but also to the
welfare of society through actions to improve the
distribution performance of the health system (Wilson et al.,
2020; Berberoglu, 2018). Where the findings in this study
explain that high commitment can affect the distribution
performance of midwives and this is shown by midwives in
carrying out their work with feelings of pleasure, choice of
heart so that there are no regrets with these choices, and
competency development is the best choice in supporting
their profession. The improvement in the distribution
performance of midwives may be due to the routine work
carried out with pleasure, choice, and the desire to
continuously improve skills in providing the best service to
their patients. Furthermore, other findings from
organizational learning on the commitment of midwives
were found in the decision-making made by midwives
carried out with consideration, supporting the aspirations of
nurses and midwifery staff, and providing more
opportunities for nurses and midwifery staff to continue to
improve their abilities. Koon et al. (2020) explain that
assistance to nurses and midwifery staff by midwives in
service to the community can offer a workforce
development approach and support their work. Finally, the
relationship shown in motivation to commitment is
explained in the choice of midwives who work according to
their field of expertise, job security guarantees, and
organizational support, as well as good relations with
professional colleagues. The possible explanation of this
finding is the emergence of strong work motivation from
midwives because personal competence is in accordance
with the demands of their work. In addition, midwives also
have legal protection when carrying out their work and the
relationship between midwives can increase the desire to
continue to work well. Where these findings support the
findings of Bloxsome et al. (2020) that feelings of mutual
support in work and making a difference 'with women', and
passing on skills, knowledge, and wisdom to the next
generation are the reasons that emerge for the choice to
become a midwife. For items, the distribution performance
of midwives is shown through being active in providing
counselling to the community, monitoring the development
of the baby's birth, checking patient blood pressure,

maintaining cleanliness during examinations, and wearing
protective equipment while working.

Entrepreneurial leadership was not found to have an
effect on commitment (H1a) and distribution performance
(H1b), where the findings of Drennan et al. (2007) can
explain well the effect and support this finding where the
number of nurses, midwives, and health visitors who act as
entrepreneurs is very small and reflect evidence of
entrepreneurial activity inductively constructed by very low
status and employment levels. Another direct relationship
between motivation has no effect on distribution
performance (H2b). Although in a previous study Fernandez
et al. (2017) explained that personal motivation was
identified as the main driver of performance, in the context
of this study, external motivation was found to be more
dominant. Lastly is the insignificant relationship of
organizational learning to distribution performance (H3Db).
Although Reineck (2002) suggested the importance of
general characteristics of learning organizations in retaining
talented staff, the element of characteristics such as critical
thinking was an important finding in this study.

The next result is the indirect relationship of the
commitment variable and there is two strong mediation of
the relationship between motivation and organizational
learning on distribution performance. The commitment was
found to have a significant effect on the relationship
between motivation to distribution performance and
organizational learning to distribution performance. These
results indicate that in order to improve their services to
patients and the community, midwives need to pay attention
to work motivation, support from learning organizations,
and commitment. The last is the insignificant mediation of
entrepreneurial leadership on distribution performance
through commitment, it needs serious attention from
midwives about the best entrepreneurial leadership model so
that work and organizational management can run well.

5.2. Implications

There are several interesting implications of research for
academics and promotion to midwives who open practice,
namely: First, a high commitment to work is the best
predictor in influencing the distribution performance of
midwives and this is shown through the implementation of
work carried out by midwives with feelings of pleasure, a
choice of heart and competency development to support
their profession. Second, organizational learning has a
significant effect on work commitment through thoughtful
decision making, supporting aspirations, and improving the
abilities of nurses and health staff. Midwives need to
consider the best learning model to support their work
through the evidence in this study. Third, motivation has a
significant effect on commitment, through job demands
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according to the field of expertise, job security guarantees
and organizational support, as well as good relations with
professional colleagues. There are 2 intrinsic motivations
and 1 extrinsic motivation from these findings and midwives
need to take careful steps in maintaining their activities so
far. Fourth, commitment is a good mediation of the
relationship of motivation to distribution performance and
organizational learning to distribution performance.

Theoretical  Implications, means: performance
distribution in terms of entrepreneur leadership, motivation,
organizational learning, and commitment, is expected to:
have an impact on the development of knowledge,
especially the enrichment of theory implementation, more
specifically about human resource development, motivation
theory, leadership theory, organizational behaviour theory,
learning organizations, which are integrated with the theory
of commitment and distribution of performance, provide
solutions to overcome problems that occur related to work
motivation, leadership style, learning organization,
commitment and performance distribution, as a contribution
of thought to organizations and practitioners in Indonesia in
the context of making leadership decisions in order to be
able to provide motivation to members/subordinates, and
provide opportunities for organizations to be able to learn
continuously in a better direction through high commitment
so as to improve performance distribution.

As practical Implications, the results of this study
certainly make a positive contribution to institutional
organizations in Indonesia so that they always pay attention
to and increase motivation so that employee commitment
will be maintained and performance distribution can be
increased. Provision of learning opportunities through
learning organizations must be improved both individual
employee abilities, team learning so that later it will have an
impact on increasing commitment and distribution of
employee performance as a whole. The results of this study
can provide an understanding of the importance of applying
the concepts of motivation, existing leadership styles,
learning organizations and increased commitment and
distribution of performance in the development of existing
human resources.

Thus, this research has an important role for Indonesia.
As an important and valuable asset that can be used to solve
existing problems for relevant stakeholders. The more data
information obtained and owned, the more valuable it will
be. For readers, the results of this research value can be used
as a decision-making policy for the public. The distribution
of performance in terms of entrepreneur leadership,
motivation, organizational learning, and commitment
greatly influences the ability of midwives to practice
independently in order to support public health efforts down
to the lowest level. Furthermore, to support healthy
communities in Indonesia.

5.3. Limits and Future Framework

There are two general limitations that exist in this study,
First, this research includes descriptive statistics and
confirmatory research using pre-existing research
instruments on a sample of midwives who open independent
practice, so the findings of this study may not apply to other
market segments and locations different. Thus, it is possible
to replicate this study in specific locations and places.
Second, the profession of midwife is found in practice,
health facilities, and hospitals, by examining the sample of
midwives who open independent practice, it is hoped that
they will be able to answer the general needs of this research.

This research has several frameworks for thinking about
the future, namely: First, increasing the number of research
samples in the entire midwifery profession. Second, further
examining some of the relationships between the
construction variables in this study can be done by
developing the causal factors. Third, the factors that can
support the distribution performance of midwives can be
confirmed more deeply through the evidence in this project.
Fourth, further, examine learning knowledge through
critical thinking on the work of midwives.

Variables in this study can be done by developing the
causal factors. Third, the factors that can support the
distribution performance of midwives can be confirmed
more deeply through the evidence in this project. Fourth,
further, examine learning knowledge through critical
thinking on the work of midwives.

6. Conclusion

Commitment to be the best support for the distribution
performance of midwives is found in the work done because
of feelings of pleasure, choice of heart, and competency
development, while other influences from organizational
learning and motivation it is found that it can increase the
work commitment of midwives. In addition, the provision
of commitment as a mediating variable is found in the
relationship between work motivation and organizational
learning promoted by work commitment which in turn can
improve the distribution performance of practicing
midwives. And for the midwife's distribution performance
items described in outreach activities to the community,
monitoring the development of the birth of a baby, checking
patient blood pressure, maintaining cleanliness during
examinations, and wearing protective equipment while
working the number of research samples in the entire
midwifery profession. Second, further examining some of
the relationships between the construction variables in this
study can be done by developing the causal factors. Third,
the factors that can support the distribution performance of
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midwives can be confirmed more deeply through the
evidence in this project. Fourth, further, examine learning
knowledge through critical thinking on the work of
midwives.
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