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Abstract: Quality health services are inseparable from the role of medical and non-medical personnel, 
including nurses. Nurses are one of the most potential human resources in hospitals in providing health 
services in hospitals. Therefore, nurses are required to have a good performance based on the nursing care 
provided to patients. Nurse performance will be a determining factor in shaping the hospital’s image in the 
community. Factors affecting nurse performance are classified into individual, psychological, and 
organizational factors. This study aimed to analyze the relationship between motivation, compensation, 
rewards, and workload with nurse performance. This research used analytic survey with cross-sectional 
design. The population were nurses at Lamongan hospital of 153 people. A total of 61 people was selected 
using simple random sampling. The data were analyzed by using the Chi-Square test. The results showed 
a relationship between motivation (p=0.000), compensation (p=0.002), reward (p=0.000), and workload 
(p=0.004) with nurse performance in Lamongan hospital. Lamongan hospital has to adopt policies to improve 
nurses’ performance such as preparing appropriate reward system and determining suitable workload.  
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INTRODUCTION 

Health Human Resources (HR) is an order which organizes various planning, education, and training 

efforts and is integrated and mutually supportive in order to ensure the achievement of the highest degree 

of public health. Meanwhile, health workers according to Health Law No. 36 of 2014 are everyone who 

devotes themselves to the health sector and has knowledge and / or skills through education in the health 

sector which for certain types requires the authority to carry out health efforts (Putri, 2019). HR in hospitals 

must have permanent staff including medical and medical support staff, nursing staff, pharmaceutical staff, 

hospital management staff, and non-health workers. Health workers in hospitals must work in accordance 

with professional standards, service standards, operational standards, professional ethics, respect patient 

rights, and prioritize patient interests and safety by paying attention to their own safety and health at work 

(Africia, 2017). 

In providing health services, the most potential human resources in hospitals are nurses. Therefore, 

nurses who have good performance are required. Performance appraisals must be implemented in health 

services to enhance nurse performance and to ensure patient satisfaction (Gunawan et al., 2019). 

Performance appraisal is a powerful tool in improving individual performance scores appropriately (Bigdeli 
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et al., 2019). Good performance can be evident from the nursing care provided to patients. Good nurse 

performance is a determining factor for the hospital’s image of the community and supports the achievement 

of organizational goals. (Guerero, 2016). Good performance can improve service quality (Meghdad et al., 

2020). Hospitals as nursing care institutions certainly have a noble goal, which is serving and caring for 

patients. In addition, the nursing organization certainly also has other objectives, both general and specific. 

The nursing profession is a profession which has a relatively large number of human resources (50%) in a 

health service activity in a hospital. Nurses have a strategic position in producing quality health services in 

hospitals, because the services they provide are based on bio-psycho-social-spiritual and are carried out 

24/7 continuously (Davidescu, 2020). 

A nurse must have the ability and skills based on the five standard processes of nursing care. 

According to the Minister of Health Regulation No. 26 of 2019 concerning Nursing, nursing care is a series 

of nurse interactions with clients and their environment to achieve the goal of meeting the needs and 

independence of clients in caring for themselves. Service is an integral part of health services based on 

nursing science and tips aimed at individuals, families, groups, or communities, both healthy and sick. 

(Gregorowitsch, 2019). Nurse performance is the application of knowledge and abilities received during 

education as a nurse to apply knowledge in providing services and has the responsibility of improving health 

status and serving patients in accordance with their duties, functions, and competencies. (Guix, 2020). Nurse 

performance assessment must be carried out in accordance with the level of knowledge and competence 

possessed by referring to nursing practice standards. Each component of the process should involve time, 

work, and expertise (O'Brien et al., 2019). Performance appraisal is also adjusted to the vision of the hospital 

along with indicators of competence, nurse-specific tasks and nursing-sensitive quality. (Rossley & Me, 

2015)  

The 2022 Ministry of Health report on nurse performance from 2017 to 2021 shows that the 

performance of hospitals in Indonesia remains far from optimal because the hospitals are considered 

unhealthy. Moreover, the results of the hospital performance assessment were far from the ideal score of 

70-80%. (Dewi, 2012). To date, research on nurse performance is still an interesting phenomenon to study. 

Unfortunately, various obstacles hinder the implementation of the performance assessment (Nikpeyma et 

al., 2014).  These results can be observed from several previous studies. Research conducted in Pakistan 

found that the decline in the performance of hospital nurses had an impact on hospital services. The majority 

of nurses had poor performance, which was 88%. This is due to the weak quality of personnel in work 

communication, motivation, and workload received. Nurses also do not have adequate competence in 

providing nursing care in hospitals. (Hameed, 2013). Various studies have also reported that each different 

characteristic, comparison of manager, and nursing staff perceptions of performance appraisal or evaluation 
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of nurses’ perceptions lead to results which generally not in accordance with the performance appraisal 

process (Moradi et al., 2017).  

There are many factors which affect performance. Theoretically there are three things which 

influence behavior and performance, including individual, organization and psychology. These three things 

affect the work behavior of personnel which in turn will affect the performance of these personnel. Factors 

affecting performance include personal characteristics consisting of age, gender, experience, orientation and 

communication style, motivation, income and salary, environment, organization, supervision and career 

development. Optimal nurse performance will certainly contribute to nursing services. (Haresaku, 2020). 

Work behavior is things carried out when doing work in accordance with the duties, goals and 

objectives to be achieved in an organization. Most nurses have moderate work motivation (74.7%) and most 

have moderate performance (77%). Nurses must attend seminars and training to improve knowledge and 

skills in nursing care, establish good relationships with coworkers and superiors to be comfortable in the 

work environment, be good at organizing work management, arrive on time and prepare all the tools to be 

used, and complete all nursing documents in accordance with procedures. With good service, the patient 

will be satisfied with the performance performed by the nurse (Hu Y, 2019). It can also identify gaps in nurses’ 

knowledge, skills and professional attitudes (Soares et al., 2019). 

The results of a preliminary survey conducted on 6 nurses of a Lamongan hospital using a 

questionnaire about nurse performance, showed data that only one nurse was in the good performance 

category while the rest 5 of them had poor work performance. The results of this preliminary survey also 

found that nurses rarely attended training in improving skills in care, while some felt that they lacked patience 

with patients. In addition, some nurses were late for work. Low nurse performance and work motivation will 

have an impact on patient satisfaction. Nurses who have low performance tend to be lazy to work so that 

the work they produce is not optimal. This study aimed to analyze the factors associated with nurse 

performance in Lamongan Hospital. 

 

METHOD 

This study was an analytic survey with a cross-sectional approach. The research was conducted at 

Lamongan Hospital from February to March 2024. The population in this study were all nurses in Lamongan 

Hospital of 153 people. The sample was selected using simple random sampling. The total sample size in 

this study was 61 people. The primary data collection was carried out by distributing questionnaires and 

conducting semi-structured interviews. The secondary data collection was carried out by analyzing data from 

reports and several related documents. The data analysis was carried out descriptively and inferentially. The 

relationship between the independent variable and the dependent variable was analyzed using the Chi-
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Square test with a degree of significance of α=0.05. This study received ethical approval from the Health 

Research Ethics Committee. 

 

RESULTS 

The results showed that the majority of respondents were 20-35 years old with a balanced proportion of men 

and women. The majority of respondents also had a bachelor’s degree, with employment status as civil 

servants and length of service for more than 6 years. The distribution of respondents based on these 

characteristics can be summarized in Table 1.  

Table 1. Distribution of Respondents Based on Characteristics at Lamongan Hospital in 2024 

 

Respondents 

Characteristics 

Category Frequency (n=61) Percentage 

(%) 

 20-35 years 41 67.2 

Age 36-50 years 16 26.2 

 > 50 years 4 6.6 

Gender 
Male 30 49.2 

Female 31 50.8 

Educational Level 
Diploma III 26 42.6 

Bachelor 35 57.4 

Employment Status 
Temporary 

Employees 

26 42.6 

Civil Servant 35 57.4 

Length of Service 
< 6 years 27 44.3 

≥ 6 years 34 55.7 

 
The results of the analysis of the relationship between the independent variables and the dependent variable 

showed that there was a significant relationship between motivation (p-value = 0.000), compensation (p-

value = 0.002), appreciation (p-value = 0.000), and workload (p-value = 0.004) with nurse performance in 

Lamongan Hospital. The complete analysis results can be viewed in Table 2.  

 
Table 2. The Relationship between Motivation, Compensation, Rewards, and Workload with Nurse Performance in Lamongan 

Hospital in 2024  

Independent 
Variable 

Category 

Nurse Performance    

Good Poor Total p-value 

n % n % n % 

Motivation 
Good 21 84.0 4 16.0 25 100 

0.000 
Poor 7 19.4 29 80.6 36 100 

Compensation 
Good 19 70.4 8 29.6 27 100 

0.002 
Poor  9 26.5 25 73.5 34 100 

Reward 
High 19 82.6 4 17.4 23 100 

0.000 
Low 9 23.7 29 76.3 38 100 
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Workload 
High 18 69.2 8 30.8 27 100 

0.004 
Low 10 28.6 25 71.4 34 100 

 

DISCUSSION 

The results showed that there was a relationship between the variables of motivation, compensation, 

reward, and workload with nurse performance. This shows that motivation, compensation, rewards, and 

workload are factors which need to be intervened to improve nurses’ performance in Lamongan Hospital. 

Theoretically, work motivation is one of influential factors in determining a person’s performance. The extent 

of the motivation on a person’s performance depends on how much intensity of motivation is given. 

Motivation is a potential force within a person which can be developed alone or by a number of external 

forces, especially monetary or non-monetary rewards that can positively or negatively affect performance 

results. It really depends on the situation and conditions of the person concerned. (Jeon, 2012). In line with 

this theory, researchers argue that motivation is related to nurse performance because motivation is a 

condition that mobilizes a person to strive to achieve goals or desired results. The development of strong 

motivation will be able to generate good results or performance as well as the quality of the work they carry 

out.  

This means that any increase in motivation possessed by nurses in carrying out their duties will 

provide an increase in their performance. The forms of motivation provided or obtained by nurses in the 

hospital include: pleasant workplace conditions, good working relationships, complete work equipment, good 

relationships between leaders as supervisors and when given great responsibility they do well and 

enthusiastically. In contrast to nurses who have less motivation, they will generally provide poor performance 

when doing work. This can be affected by uncomfortable working conditions or the rewards given which do 

not meet their daily needs. 

Compensation will greatly affect the productivity and performance of employees in a company. This 

is because compensation can provide material or non-material satisfaction to employees. Compensation is 

a reward received by employees in connection with the sacrifices made to the company. Compensation is 

very sensitive because it encourages someone to work. Compensation also affects labor morale and 

discipline. Therefore, one of the management strategies to improve performance, motivate and increase 

employee job satisfaction is through compensation. There is direct compensation such as salaries, wages 

and incentive pay. There are also indirect ones such as health insurance, educational assistance, payments 

during leave or illness. (Librianty, 2019). In line with this theory, researchers argue that compensation is 

related to nurse performance because compensation is a reward for the achievements and performance of 

a nurse. If a nurse has good performance and is carried out consistently, the nurse deserves to be 

compensated accordingly.  
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Rewards are what employees or officers receive in exchange for their contributions to the 

organization. Reward is a meaningful aspect for nurses. For nurses, the amount of reward reflects the size 

of the value of their work among the nurses themselves, their families, and the community. That is why, 

reward is one of the important functions of human resource management, and is one of the most sensitive 

aspects of the employment relationship. (Sumande, 2020). In line with this theory, researchers argue that 

rewards are related to nurse performance. In carrying out their duties, nurses need appreciation from the 

hospital for their performance. The rewards given by the hospital to nurses can be in the form of participation 

in training, incentives, praise and appreciation, as well as recognition and promotion. The rewards given 

must be objective to the performance and ability of nurses and equitable for all nurses in the hospital. This 

means that the award given to nurses must be in accordance with their performance and dedication to the 

hospital. With a good reward system and also an objective assessment from the hospital, there will be 

satisfaction and motivation of nurses at work. If this happens, it will benefit both nurses and hospitals. 

Individually, nurses will feel appreciated for their performance and dedication, while institutionally, the 

hospital will get a good image from outsiders and the public as consumers. 

Nurses’ workload is determined by their function in providing nursing care and capacity to perform 

that function. Workload can be measured by the effective time used to complete the tasks. Assessment of 

the workload of nurses is determined by several variables including the number of patients treated every 

day, month, year in the unit, the condition or level of dependence of the patient, the average day of care, 

direct nursing measures, indirect care and health education, the frequency of care measures needed by 

patients, and the average patient care time. (Sumijatun, 2017). Workload has two types, namely quantitative 

workload and qualitative workload. Quantitative workload is the nurse-patient ratio, and the amount of work 

that must be done by a nurse. Qualitative workload is the level of difficulty or complexity in work. (Supri, 

2019). In line with this theory, researchers argue that workload is related to nurse performance. When nurses 

get a light workload such as a lack of patients, nurses can do their work optimally, on the other hand, if 

nurses have a heavy workload, their performance will be less than optimal. The lack of nurses in the hospital 

will make nurses have a heavy workload because they have to work twice as much as before. Currently, the 

ratio of nurses and patients in Lamongan Hospital is still balanced. This means that nurses are still able to 

provide maximum service to patients. This study found that there are still nurses who have a low workload 

but have poor performance. This is due to the lack of a sense of responsibility from the nurses themselves 

and the lack of skills and knowledge in carrying out the tasks assigned. Good HR management is a strategy 

to be implemented in hospitals, so that the nurses' workload does not exceed capacity and still provide their 

best performance in serving patients. High motivation from nurses is also required in carrying out 
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responsibilities. Supervision from the head of the room and demands from the hospital are very important to 

ensure nurses always apply quality nursing care. 

The findings of this study support the findings of previous research which suggested that there was 

a relationship between motivation and nurse performance. The results showed that nurses who had low 

motivation were 10.50 times more likely to have poor performance. However, the findings of the study did 

not support the findings of the study by Salawangi et al., which stated that there was no relationship between 

motivation and nurse performance. (Tahere, 2017). The findings of this study support the findings of 

Tayyibu's research, which states that there was a relationship between compensation variables and nurse 

performance. Nurses as one of the main health workers who play a role in health services should have good 

performance in providing services for the recovery of patients. The findings of this study do not support 

Crystandy’s research findings which stated that there was no relationship between compensation and nurse 

performance. The findings of this study support the findings of Rochman's research which stated that there 

was a relationship between the reward variable and nurse performance. However, the findings of this study 

do not support Royani's research findings which indicate that there was no relationship between rewards 

and nurses' performance. The findings of this study support the findings of Beda's research which stated 

that there was a relationship between workload variables and nurse performance. (Fatima, 2020). The 

findings of this study do not support Africia's research which states that there is no relationship between 

workload and nurse performance. Because there are still inconsistent research findings, further research 

related to nurse performance and its determinants needs to be carried out to further refine the concept of 

nurse performance theory in hospitals. 

It is expected for nurses in Lamongan Hospital to continue to improve their performance in serving 

patients as their obligations as nurses. Nurses also need to take part in organized training to be able to 

increase knowledge and skills or soft skills in serving patients. (Guerrero, 2016). With the findings in this 

study, it is hoped that the hospital will take policies such as preparing a good reward system for each nurse's 

performance and dedication as a form of motivation to improve nurse performance. The hospital also needs 

to design an appropriate workload to maximize nurse performance in serving patients. 

As research in general, this study also has limitations. In this study, not all variables in the conceptual 

framework were studied due to limited time and energy, which limited the interaction time with respondents 

and researchers in extracting information from each respondent. For future researchers, it is hoped that they 

can continue this research with different locations and variables that have not been studied in this study such 

as abilities, skills, perceptions, attitudes, personality, learning, resources, leadership, structure, and work 

design. Further research can also use a qualitative research design in order to explore deeper information 

from respondents. 
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CONCLUSION 

Based on the results of the study, it can be concluded that there is a relationship between motivation, 

compensation, appreciation and workload with the level of nurse performance in Lamongan Hospital. It is 

hoped that Lamongan Hospital will improve the reward system for each nurse's performance and dedication, 

as motivation to improve nurse performance and also design the appropriate workload.  
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