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Abstract: Job satisfaction is quite an exciting and essential issue because it has greatly benefited the interests
of theindividual, the company, and the existing community. This study aims to analyze the performance of
nurses who are influenced by workload and motivation through job satisfaction. Thisresearch was conducted
on nurses at Undata Hospital, Palu, where 152 were used as respondents. Data collection techniques used
guestionnaires with Likert scale measurements and interval scales. The analytical method used is Partial
Least Square (PLS) using WarpPLS 7.0 software. The results of this study indicate that motivation has a
positive and significant effect on nurse performance. At the same time, the workload does not affect
performance. Satisfaction does not affect performance. These results are expected to be considered by related
parties in maintaining nurse performance.

K eywor ds: Mativation; Workload; Performance; Satisfaction.

Abstrak: Kepuasan kerja menjadi masalah yang cukup menarik dan penting karena terbukti besar
manfaatnya bagi kepentingan individu, maupun dari perusahaan serta masyarakat yang ada. Penelitian ini
bertujuan untuk menganalisis kinerja perawat yang dipengaruhi beban kerja dan motivasi melalui kepuasan
kerja. Penelitianini dilakukan padaperawat di Rumah Sakit Undata Palu dengan jumlah responden sebanyak
152 perawat. Teknik pengumpulan data dilakukan dengan menggunakan kuesioner dengan pengukuran skala
likert dan skala interval. Metode analisis yang digunakan adalah Partial Least Square (PLS) dengan
menggunakan software WarpPL S 7.0. Hasil penelitian ini menunjukkan bahwa motivasi berpengaruh positif
dan signifikan terhadap kinerja perawat. Pada saat yang sama, beban kerja tidak mempengaruhi kinerja.
Kepuasan tidak mempengaruhi kinerja. Hasil ini diharapkan menjadi pertimbangan pihak terkait dalam
menjaga kinerja perawat.

Kata Kunci: Motivasi; Beban Kerja; Kinerja; Kepuasan.

INTRODUCTION

Given the importance of human resources (HR) in an organization to ensure the
survival of the organization, the part of management isno longer only the responsibility of
employees or employees. Still, it is the responsibility of company leaders (Dirani et a.,
2020). Human resource management, of course, must be carried out by professional
leaders. For this reason, human resource management can be interpreted as a leader's
management and utilization of existing resources in individuals (employees/employees).
This management and utilization are maximally devel oped in the business world to achieve
corporate goals and the development of individual human beings within the company. In
an integrated manner (Tien et al., 2021). In addition, HR management also emphasizes
strategic importance and processes, HR management for the continuous continuity of
company activities (Macke and Genari, 2019).
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The professionalism of the area occupied primarily determines success in achieving
one's goalsin afield of work. Professionalism itself must be supported by a commitment
to achieve the highest level. High organizationa commitment is needed because the
creation of high fidelity will affect professional work situations.

Technology's rapid development brings changes we cannot prevent in life. The
people who are the executing element need to be able to track all these changes. Human
resources are an essential element in a company. Without the role of humans, the
organization will not run smoothly, even though several factors are needed. Human
resources are necessary for all activities in various organizational areas within the
company. Performance is basicaly what is done or not done. Performance affects how
much they contribute to the organization, including the amount of output, the quality of the
production, the duration of the show, their availability in the workplace, and their
collaborative attitude (Girdwicha and Sriviboon, 2020).

Currently, organizations are trying to maintain their existence in the global market
by changing their business patterns from only focusing on increasing productivity and
differentiating products and services to concentrating on improving the quality of human
resources because employees are the most critical asset in any company. Employees with
good performance will show results that can be accounted for. Employee performance is
related to achievement, the quality of the quality produced, and the timeliness in
completing their tasks because employees are not only required to complete their work but
must be by the predetermined time. (Girdwichai and Sriviboon, 2020), improving
employee performance will bring progress for the company to survive in an unstable
competitive business environment.

Hospitals have avital rolein the provision of health services. Hospitals with an open
system constantly interact with the environment to achieve a dynamic balance, serving
people who need health services (Russeng nd). Nurses play an essentia role in the health
system, and their contribution to global health is undisputed (Soto-Rubio et al., 2020).
During pandemic conditions such as the current Coronavirus crisis, health workers' health
must be considered and assigned carefully (Hamdan et al., 2020).

Nurse workload is one of the factors that affect nurse performance. Thisis dueto the
inability of employees to complete treatment caused by the capacity and ability of
employees rather than by the demands that must be made (Jahari, 2019). Given that human
careis mental and physical, each has adifferent level of burden. A loading level that istoo
high allows excessive energy use and overstress occurs, while a loading intensity that is
too low allows boredom and saturation or under stress. Therefore, it is necessary to find
the optimal loading level between these extreme limits; of course, it differsfrom individual
toindividual (Irvan and Heryanto, 2019).

The workload given to employees must be balanced with the abilities and
competencies of the employeesthemselves. If thisisnot balanced with the capabilitiesthey
have, then gradually, it will cause problems for these employees, one of which is work
stress experienced by employees when working. (Girdwicha and Sriviboon, 2020) stated
that stress is a feeling of being depressed and full of anxiety experienced by a person
becauseit isdifficult to achieve their needs and desires. So with these conditions, someone
can quickly get stressed, affecting someone at work. Stress that needs to be handled
correctly usualy resultsin a person's inability to interact positively with his environment,
both in the work and outside environments (Hilman et a., 2022). From this opinion, it can
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be interpreted that if employees are given excessive workload, which leads to work stress,
then this will cause problems with the employees themsel ves because stressful conditions
can result in infections of extreme tension in employees emotions, which can block the
positive thoughts of employees. When at work, the work may not be completed according
to the set target, but if employees can overcome this stress more positively as a form of
challenge in self-forging, employees will always be motivated to complete the work as
well as possible. Employees will always try to manage time and determine priorities in
achieving work to pass this stress more positively.

Severa aspects related to workload are the number of patients to be treated, their
work capacity by their education, shiftsusually carried out according to their daily working
hours, and complete facilities that can help heath workers complete their treatment
correctly. Excessive workload can occur due to a mismatch between health workers and
their care (Russeng n.d.). The working hours of health workers vary greatly, and it is
essential to evaluate the workload, which aimsto understand the situation and condition of
health workers so that the performance that will be produced is in line with expectations
(Bates et al., 2020).

It is also essential to evaluate nurses motivation to work during a pandemic, their
perception of risk, and their overall value system, given the urgency and potential scarcity
of life-saving medical resources (Sperling, 2021). Motivation drivesindividualsto achieve
their hospital goals and objectivesthrough every challenge and obstaclein their workplace,
taking it as an opportunity to move forward in their direction. The need for achievement
always results in a desire to put in extra effort to do something better and a desire to
succeed. Managers must motivate nurses to do things independently without being asked
to do them. On the other hand, extrinsic motivation is driven by external rewards such as
pay, material assets, prestige, and favourable evaluations from others. (Mukhtarmizi et al.,
2020).

(Trihastuti, 2016) explained that the success or failure of the performance achieved
by a hospita isinfluenced by the level of performance of nurses, both individually and as
a group, with the assumption that the better the performance of nurses, the better the
performance of the hospital is expected to be. In this regard, there are six criteria for
measuring the extent to which individual nurses perform: quality of work, quantity,
timeliness, effectiveness, independence, and work commitment. Nurse performance can be
used as a benchmark, guideline, and corporate image. In addition to services, performance
can be seen based on target achievement. A high number of targets achieved indicates that
nurses perform well, which needs to be maintained (Santoso and Riyanto, 2020).

In this study, researchers used the variable job satisfaction asamediating variable in
the relationship between the variables of nurse motivation and workload on nurse
performance, making it a novelty for research. High job satisfaction can lead to
constructive goals, such as loyalty. Vice versa, low job satisfaction can lead to opposing
plans (Farrukh et al., 2020). High job satisfaction can lead to constructive goals, such as
loyalty. Vice versa, low job satisfaction can |ead to negative goals. Opposing goalsinclude
disloyalty, intent to leave the hospital, and lower performance. Job satisfaction is seen as
an expressive state or attitude as a condition of care that can create positive and conducive
job acceptance. This includes explicit factors, such as salary, and implicit factors, such as
persona growth and development. However, salary may be one of many essentia factors.
Still, care packages, such as medical, bonuses, and other financial-related work incentives,
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also affect job satisfaction (Farrukh et al., 2020) after reflecting on the phenomena that
occur in the field, which are so influential in increasing the workload of health workers at
the Primary Hospital in Undata Palu.

Performance is a record of outcomes resulting from the function of a particular
maintenance record or activity over a certain period (Trihastuti, 2016). Nurse performance
indicates the action role determined and required by the description of nurse care (Apex-
Apeh et al., 2020). Nurse performance is defined as an action that can be observed and
measured based on specific standards, referring to the effective implementation of tasksin
a process. Therefore, the performance of nurses contributes to improving several aspects
of nurses, such as behaviour, attitudes, and traits that help increase hospital productivity
(Durmus et a., 2020).

Furthermore, the factor in encouraging good performance is job satisfaction.
According to (Judge et a., 2020), job satisfaction is an affective or emotional response to
various aspects of work. Thisdefinition impliesthat job satisfaction isnot asingle concept.
Instead, a person can be relatively satisfied with a part of his work and dissatisfied with
one or several other aspects.

Motivation refers to an individual's hidden willpower, which prompts or compels
him to transform the capacity to work into a desire to work. This inner state energizes,
activates, or drives one's behaviour in a specific direction (Avramoska, 2020). In hedlth,
motivation is a process that initiates, guides and maintains treatment outcome-oriented
behavioura goals. Every human activity requires motivation (Acharya and Anand, 2020).

The workload is the nurse's capacity to perform a treatment, the perceptual
relationship between the resources provided to carry out care, and the amount of respect
and responsibility served (Narangerel and Semerci, 2020). A hospital'sworkload isagroup
or number of activities a hospital unit or position holder must complete within a certain
period. Work overload, overtime, irregular work schedules, and long working hours are
associated with the demands placed by hospital's, |eading to conflict among nurses (Febiana
and Utami, 2019).

Job satisfaction is often understood as the degree of balance between personnel
expectations of treatment and its features (Akbari et a., 2020). In another view, job
satisfaction is defined as satisfaction with care, apositive emotional response achieved due
to self-assessment and care experience and developed based on work experience. Job
satisfaction indicates how much the staff enjoystheir care (Kilig et al., 2021). Thisincludes
explicit factors, such as salary, and implicit factors, such as persona growth and
development. However, salary may not be the only important factor but care packages,
such as medical, bonuses, and other financial-related work incentives, also influence job
satisfaction (Farrukh et al., 2020).

The results of interviews with nurses at Undata Hospital Palu stated that employee
performance still needs to be improved by established work standards. This indication can
be measured by employee job satisfaction, it isvital to get attention, and it is still possible
to improve, to get better performance. On another aspect, low employee performance can
be caused by employee workload. Thisindication can also be seen in employee motivation,
which can support employee activities in carrying out their main tasks and functions. It
still needs to be improved, as well as the responsibilities of each employee at the Undata
Hospital in Palu.
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THEORETICAL REVIEW

Improving employee performance in effective management requires the support of
employees who are capable in their fields. On the other hand, motivating employees
includes what must be prioritized so that employees can feel they are doing the job because
they are the organization's or agency's main asset in achieving goals.

Employee performance is essential because with this performance it will be known
the scope of the employee's ability to carry out the tasks assigned to him. Therefore, it is
necessary to set clear and measurable criteria jointly set as a reference. (Mahmood et al.,
2018) Explains that employee performance is an essential element in an effective
organization. The main goal is to achieve excellent employee performance, resulting in
effective success and significantly impacting organizational efficiency.

Performance results from a person as a whole during a specific period in carrying
out tasks, such as work standards, targets, or criteria determined in advance and mutually
agreed upon (Schechner, 2017). Employee performance is a variable that has received a
lot of attention because of its importance to business in the last few decades (Adnan
Bataineh, 2019) (Khuong and Y en, 2016). Employee performance is generally described
as "acts and behaviours under the individual's control that contribute to organizational
goas" (Widarko and Anwarodin, 2022). Employee performance is an essential factor
related to company results and success. Employee performance is more than just
information to be able to do promotion or salary determination for the company. However,
how companies can motivate employees and develop a plan to improve performance
degradation can be avoided.

For employee performance to be consistent at all times, at least the organization
always pays attention to the work environment around employees, which can affect a
person's ability to carry out tasks such as motivation. Therefore if the needs or cause can
be met (high), the employee's performance is also high.

Theworkload isaprocess or activity aworker must complete within a certain period
(DeNis and Murphy, 2017). If a worker can complete and adapt to a given number of
tasks, this does not become aworkload. However, if the worker is unsuccessful, the tasks
and activities become a workload. (Delecroix et al., 2018) States that workload is
influenced by two externa factors: loads from outside the employee's body, such as work
organization, which includes the length of rest time, work time, work system, work shifts,
and so on. Work environment. It consists of the physical, biological, and psychological
work environment that can result in an additional burden on employees. Tasks are divided
into two types, namely, studies that are mental and physical. Cognitive tasks such as
responsibility, job emotion, and job complexity. While the physical tasks such as layout
and workplace conditions, work stations, work attitudes, ways of transport, loads lifted,
and working environment conditions. Aninternal factor is afactor that comes from within
the employee's body, including physical factors and somatic factors caused by external
load reactions. It could be a stressor or cause of stress. Biologica factors include
perceptions, motivations, desires, beliefs, perceptions, satisfaction, and so on, and somatic
factorsinclude age, body size, gender, health condition, nutritional status, and so on.

Work motivation is a condition that creates work motivation that influences
arousing, directing, and maintaining individual behaviour to meet individua needsrelated
to the organization and work environment (Rheinberg and Vollmeyer, 2018). A person’s
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motivation to work is usually complicated because motivation involves individual and
organizational factors. Personal factors are needs, goals, attitudes, and abilities. At the
same time, those belonging to the factors originating from the organization include
payment or salary, worker safety, supervision, praise, and thework itself. People will want
to work hard in the hope that they will be able to fulfil their needs and desires from the
results of their work. Work motivation is also a driving force that is owned or contained
within each individual in carrying out an activity so that the individual wants to act, work
and be active to use al of his abilities and potential to achieve the desired goals, as
previously determined (Herzberg, 2017). To realize high work motivation requires an
exceptiona level of attention to employees to make the company's goa of generating
profits so that it can be sustainable.

Motivation is a function of various variables that influence each other and is a
fundamental psychological process consisting of needs, drives, and goal's (Jensen and Bro,
2018). Therefore, motivation is considered one of the main elements in a person's
behaviour. However, this does not mean motivation is the only element explaining a
person’s behaviour. Needs and goal's are the basic concepts given to compose an integrated
pattern. Most leaders are always considering how to motivate employees, both in groups
and individually, in various ways and, in many cases, unpredictable. This diversity causes
different patterns of behaviour, which in some ways relate to needs and goals.

Efforts to meet these needs aim to minimize the deficiencies experienced by aperson
at aparticular time. This deficiency may be physiological, namely basic needs such as the
need for self-esteem, or sociological needs, namely the need for socia interaction.
Conditions are considered a disease, reinforcement, or driver of behaviour. That is, if in
humans there is a lack of requirements, then these humans are more sensitive to the
motivation given by the leader.

This illustrates that the purpose of motivation is directed to achieve the goa (god
detected). The goals or results employees seek are seen as strengths that can encourage a
person to work well and professionally. The achievement of the desired goas can
simultaneously reduce unmet needs. In an organizational environment, goals can be
positive, such as praise, appreciation, salary increases, promotions, and so on, or negative,
such as not giving opportunities or opportunities for employees to be promoted at a
position level.

Job satisfaction is the general attitude of individuals about their feelings towards
their work (Judge et a., 2020). Line views (Taheri et al., 2020) argue that job satisfaction
is an expression of employee satisfaction about how their work can benefit the
organization, which means that what is obtained at work fulfils what is considered
necessary. Job satisfaction results from employee experiences about their values, such as
what is desired and expected from their work. This view can be simplified as job
satisfaction is an individua's attitude and feedback on his work.

Job satisfaction or employee satisfaction is a measure of the level of satisfaction of
workers with their type of work related to the nature of their work assignments, work
results achieved, forms of supervision obtained, as well as feelings of relief and liking for
their work.

Discussing job satisfaction will not be separated from factors affecting one's job
satisfaction. The job satisfaction problem will be fulfilled if several influencing variables
are very supportive. The variables in question are Culture and Motivation. It can aso be
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said that indirectly these three variables affect a person's performance, and in the end, the
company's performance can be achieved well. In thisregard, so that employees are aways
consistent with their satisfaction, at least the company always pays attention to the
environment in which employees carry out their duties, for example, colleagues, leaders,
work atmosphere, and other thingsthat can affect a person’'s ability to carry out their duties.

Workload and Perfor mance. The workload arises from the interaction between the
demands of tasks, the work environment whereit is used as aworkplace, skills, behaviour,
and workers' perceptions (Xi et a., 2022). The workload is a different concept from work
targets or job descriptions. Work targets are usualy very explicit, whereas workloads are
often marked as "getting very busy" without specific information about a particular goal.
Many studies have linked high workloads to stress (Maet al., 2019) elicited by the number
of tasks faced or task difficulty (Warm et a., 2018). The number of functions
(quantitatively) or the problem of the studies (qualitatively) can be increased to increase
the workload and thusincrease the employee's workload. In this context, the question often
asked is the impact of workload on employee performance. Specifically, how do
employees respond to low or high-level workloads? A large amount of literature examines
the relationship between targets and performance. In the positive relationship between
workload and performance, it isassumed that an individual requiresacertain level of stress
or challengeto be activated and perform at their best. Individual performanceislow at low
workload levels, medium levels at moderate workloads, and highest at high workload
levels (Siswanto et a., 2019). (Cui et a., 2021) found that the u-inverse relationship
between workload and performance, that is, output per employee, increases with an
increase up to a specific workload level, after which production per employee decreases
significantly.

Workload significantly affects employee performance because if the workload
received is higher, it can make employee performance |less than optimal or even decrease.
The relationship between workload and performance states that the workload of
organizational employees is the product of work volume and time norms. If the worker's
ability exceeds the job demands, boredom will appear. But on the contrary, if workers
power is lower than the job demands, more fatigue will occur. At the same time,
performance isthe level of achievement of the implementation of an activity, program, or
policy in realizing the organization's goals, objectives, mission, and vision. The higher the
workload, the lower a person’s performance, and vice versa.

Indicators of workload and work performance for each employee in carrying out
work tasks that are entrusted to be carried out and accounted for by a particular employee
unit by their abilities and abilities so that work effectiveness will work well (Atenaset al.,
2022). The workload is the difference between the ability of employees with job demands.
If the ability is higher than the job demands, boredom will appear. On the other hand, if
the worker's ability islower than the job demands, more fatigue will occur. The perception
of employees if these employees have a positive perception, they will perceive the
workload as a challenge at work so that they are more serious at work and produce
something beneficial to themselves and the organization. The benefit that can be given to
the organization is the emergence of job satisfaction, which impacts the employee'sloyalty
to the organization. Conversely, if negative perceptions arise, the workload is considered
work pressure so that it can affect individual performance and negatively impact himself
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Work Motivation and Performance. The effect of motivation on employee
performance is so significant. With this component, it will be easier for us to achieve the
goals and targets set by the company. Version refers to the function of ability and
motivation. Y ou can assess employee performance by observing their ability to complete
assigned tasks according to expertise, skills, and motivation. Performance measurement
will lead us to three work productivity indicators. quantity, quality, and timeliness.
Motivation can be seen as a change in energy within a person, which is marked by the
emergence of afeeling and is preceded by aresponseto agoal (Reeve, 2018). Motivation
IS the primary impetus that moves a person or the desire to devote all energy because of a
goal. The positive mental attitude of employees towards work situations strengthens their
work motivation to achieve maximum performance. Three elements are the key to
motivation: effort, organizational goals, and needs (Al-Madi et al., 2017). Motivation, in
this case, is a response to an action. Motivation arises from within humans because of
encouragement by the existence of an element of a goal. Therefore, employee motivation
IS needed to achieve the department's expected performance. With motivation and
performance appraisal, organizational goals can be reached, as well as personal goals.

Low work motivation will lead to low performance. Low employee performance can
only achieve good results with motivation because motivation is necessary to achieve
company goals. (Mulang, 2021) States that performance achievement is influenced by
ability factors and motivation factors formulated as Human Performance: Ability X
Motivation: Attitude X Situation Ability: Knowledge X Skill.

Meanwhile, according to (Dasi et al., 2021), other than ability (ability) and
motivation (motivation) factors, it is necessary to add the opportunity factor (opportunity
to perform) as adimension of performance, so performance=f (AXMO). Thisis based on
the premise that even though individuals are willing and able to do ajob, they arelikely to
encounter obstacles that could hinder their performance. Motivation is the basis for every
human being to act and therefore is closely related to human activity in the workplace.
Human resources with a high motivation level tend to make the best effort. However, more
than an increased effort is needed to achieve maximum performance. Employees must also
have the abilities or skillsto complete work on target and have alow error rate.

The company will experience increased productivity or development if employees
have optimal and maximum performance. The company will move towards progress, not
decline. Performance is a form of actual behaviour displayed by everyone as work
performance produced by employees who are by their roles in the company (Ahmad,
2021). Motivated employees not only increase their performance but also increase their
commitment to work. He did not hesitate to try his best to complete the task correctly. This
will encourage high employee job satisfaction and positively impact company
performance.

An indicator of work motivation that can directly affect employee performance is
the driving force to move a person to behave appropriately in achieving goals (Widarko
and Anwarodin, 2022). Willingness to do something due to outside influences, such as
other people or the environment. Thiswillingnessisaform of reaction dueto an offer from
another party. Willingness is a form of consent to requests from other people. This habit
often occurs in companies when employees want to help their friends work even though
they shouldn't do it. Forming expertise becomes a form of the process of formation. A
method is needed to devel op expertise to gain ability in aparticular field of knowledge. If
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someone aready has skills, it is better if those skills are honed to make them stronger and
more skilled. Responsihilities result further from the implementation of obligations carried
out by each employee. Obligations are things that every employee must carry out. This
obligation must be done optimally. And the goa isthe final stage that the company wants
to achieve to provide the best work results.

Job Satisfaction and Performance. Job satisfaction can determine high or low
levels of employee performance (Dziuba et al., 2020). The status of job satisfaction is
expected to increase employee performance so that it can achieve the goals desired by the
company in obtaining good work results and producing good productivity. Job satisfaction
is a pleasant emotiona attitude, and he loves his job (Yandi and Havidz, 2022). Job
satisfaction at work is enjoyed by obtaining work results, placement, treatment, equipment,
and a good working environment (Mahu et a., 2021). Satisfaction outside of work is the
job satisfaction of employees who are enjoyed outside of work with the amount of
remuneration that will be received from their work so that they can buy their needs (Y andi
and Havidz, 2022). Job satisfaction will be achieved if the needs of employees are met
through work, where job satisfaction is a happy emotional state or positive emotions that
come from evaluating one's position or experience. High job satisfaction will increase
employee performance against the organization where they work.

Ontheonehand, it issaid that job satisfaction leads to improved performance so that
satisfied workers will be more productive. On the other hand, job satisfaction can also
occur due to performance or work performance so that more productive workers will get
satisfaction. Employee job satisfaction is a pleasant emotional state that results from
evaluating work (Cahyani and Hendryadi, 2018). This definition covers a broad aspect
because it covers all work components, such as promotions, salaries, awards, etc. The
relationship between job satisfaction and performance itself is a relationship that is still
being debated (Dasi et al., 2021), where the causal relationship between the two variables
needs to be known. However, many studies have noted that satisfied employees tend to
perform well.

Job satisfaction isessential becauseit relatesto employees physical and mental well-
being and its impact on work-related behaviours such as productivity, absenteeism, or
employee turnover. Work is essential to people'slives, and most employees spend most of
their lives at work. Understanding the factors that influence job satisfaction is related to
improving thewell-being of many people. (lisand Y anita, 2021) Organi zations must invest
in developing programs or activitiesthat can affect employee job satisfaction. Performance
will increase in the long run through higher levels of job satisfaction. According to (Ali
and Anwar, 2021), the factors used to increase job satisfaction include motivation and job
satisfaction. Job satisfaction as a result of thought and effort for work can be seen and
counted, but in many cases, the results of the study and human action cannot be seen,
problem-solving ideas and innovation. It may also be the invention of new products or
services and more efficient work procedures. The debate on job satisfaction cannot be
separated from the fact that job satisfaction can be achieved if all expectations are met
while carrying out duties. According to (Dodanwala and Santoso, 2022), Job satisfaction
isrelated to employee expectations from superiors, co-workers, and work. Job satisfaction
will only improveif employees are satisfied with what they expect, such asfair promotion
opportunities, good pay, good co-workers and bosses, and the job itself.
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Job satisfaction indicators play a vital role for employees. Because the indicator of
job satisfaction is one aspect that employees know in terms of whether employees feel
satisfied or not at work (Davidescu et al., 2020). Several indicators of job satisfaction need
to be considered to improve one's performance: Wages, employees who can complete their
duties and responsibilities correctly must be rewarded with the wages received and an
increase in salary according to their performance. Promotion measures the extent to which
employee satisfaction is related to promotion policy and the opportunity to get a
promotion. The promotion policy must be carried out fairly. That is, every employee who
does a good job has the same opportunity for advancement. Supervision, this aspect
measures one's job satisfaction with his superiors. Employees prefer to work with
supportive, understanding, warm, and friendly leaders who praise subordinates for good
performance and focus on employees rather than work with superiors who are indifferent,
rude, and concentrate on work. Benefit, this aspect measures the extent to which
individuals are satisfied with the additional benefits received from the company. Other
benefitsare provided to employeesfairly and proportionatel y. Contingent rewards measure
the distance to which individuals are happy with the awards given based on work results.
Everyone wants the hard work and dedication that employees do for the company's
progress to be appreciated and get the proper monetary reward-operating procedures
aspects that measure satisfaction concerning workplace procedures and regulations.
Matters related to workplace procedures and regulations affect an individual's job
satisfaction, such as democracy and workload. Co-workers, this aspect measures
satisfaction with relationships with co-workers. For example, a friendly co-worker
relationship with co-workers who get along well and complement each other. Nature of
work, aspects that measure job satisfaction on matters related to the work itself. And
communication is associated with the transmission that takes place within the company.
With smooth communication within a company, employees become more aware of their
duties, obligations, and everything that happens there. (Faradilaet al., 2020); (Wang et al.,
2020); (Wahjoedi, 2021).

Hypothesis Development. Motivation can be formulated as a condition or action
that encourages someone to do a job or activity as much as possible to do and produce.
Someone who has low motivation tends to display feelings of discomfort and displeasure
with their work. So the greater the reason that an individua has as an employee can
improve the employee's performance. Motivation is avirtual drive that drives a person to
behave and do something according to hisinner urge (Prayetno and Ali, 2020). Motivation
plays a vita role in increasing the desire and enthusiasm of nurses to quickly complete
their tasks correctly (Blegur and Amalia, 2019) so that when nurses have high work
motivation, their performance will increase. |diegbeyan-Ose research (ldiegbeyan-Ose et
al., 2019) and (Githatu, 2022) confirmed that motivation significantly positively affects
nurse job satisfaction. Based on this description, the hypothesisis formulated as follows:

H1: Motivation has a significant positive effect on job satisfaction.
The workload is the nurse's capacity to perform a treatment, the perceptual

relationship between the resources provided to carry out care, and the amount of respect
and responsibility served (Narangerel and Semerci, 2020). Research from (Korzynski and
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Protsiuk, 2022) and (Anasi, 2020) confirms that workload negatively and significantly
affects job satisfaction. Based on this description, the hypothesisis formulated as follows:

H2: Workload has a significant negative effect on job satisfaction.

Job satisfaction is defined as the nurse's satisfaction with the nurse from her self-
care. This positive emotional response has been achieved due to self-assessment and
nursing experience and developed based on her work experience (KILIC et al., 2021).
Severa empirical studies, including from (Munandar et al., 2018), (Phuong and Vinh,
2020), and (Kapantow et al., 2020), state that job satisfaction has a positive and significant
effect on nurse performance. Based on this description, the hypothesis is formulated as
follows:

H3: Job satisfaction has a significant positive effect on nurse performance.

According to (Afandi and Khamidi, 2018), motivation is a desire that arises from
within a person or individual because he is inspired, encouraged, and compelled to carry
out activities with sincerity, pleasure, and earnestness so that the results of the activities
carried out get good and quality results (Mahmoud et a., 2020). Previous research from
(Irvan and Heryanto, 2019), (Hemakumara, 2020), (Santoso and Riyanto, 2020), and
(Blegur and Amalia, 2019) confirmed that motivation has a significant positive effect on
nurse performance. Based on this description, the hypothesis is formulated as follows:

H4: Motivation has asignificant positive effect on Nurse Performance.

Theworkload isdefined asthe nurse's capacity to perform atreatment, the perceptual
relationship between the resources provided to complete the care, and the amount of
respect and responsibility served (Narangerel and Semerci, 2020). Empirical research from
(Munandar et a., 2018) and (Hidayat and Situmorang, 2019) confirms that workload
positively and significantly affects nurse performance. Based on this description, the
hypothesisis formulated as follows:

H5: Workload has a significant positive effect on Nurse Performance.
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Figure 1. Research Paradigm

Figure 1 shows that (H1): Motivation significantly positively affects job
satisfaction. Furthermore (H2): Workload significantly negatively affects job satisfaction.
Then (H3): Job Satisfaction significantly positively affects Nurse Performance. (H4):
Motivation has a significant positive impact on Nurse Performance, and (H5): Workload
has a significant positive effect on Nurse Performance.

METHODS

Thisresearch uses quantitative methods. The samplein this study was health workers
at the Undata Hospital in Palu. The sampling technique used purposive sampling with the
criteria of nurses dealing directly with patients and their families. With the diversity of
each unit and the nature of the work between health and non-health workers, the popul ation
in this study focused on al nurses working at Undata Hospital, Palu, with 152 nurses.
Besides being the most prominent hospital population, nurses are the health workers most
affected by the increased workload during the pandemic.

The data collection method in this study was to use a questionnaire given directly to
the respondents, namely Undata Palu Hospital employees, using a Likert scale. With a
Likert scale, each variable will be divided into several indicators. Then these indicators
will be explained in the form of questions that respondents must answer. There are five
answers on the Likert scale:
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Table 1. Likert Scale Assessment Criteria

Statement Evaluation
Strongly agree
Agree
Enough
Disagree
Strongly Disagree
(Emerson, 2017)

P NWAO

Later, the results of each answer score will be calculated to find research results. To
calculate it, | used the formula (T x Pn). T is the total number of respondents who chose,
and P, isthe choice of Likert score numbers. The results of these calculations will then be
analyzed to become additional variablesin astudy.

Table 2. Respondent Response Results

Criteria Respondents
Respondents who answered liked it 9
Respondents who answered like 15
Responden yang menjawab cukup 9
Respondents who responded did not like it 7
Respondents who answered didn't like it 6

Source: Primary data processed, 2021

Calculate the assessment score; it can be done using the T x Pn formula, namely the
total number of respondents multiplied by the total score of the assessment. So, the result
of the scoreis:

Table 3. The results of the respondent’s assessment score

Criteria Amount (T x Pn) Total
Really like 9x5 45
Like 15x 4 60
Enough 9x3 27
Do not like 7x2 14
Very didike 6x1 6
Tota 152

Source: Primary data processed, 2021

The results of these scores are then added so that the total score of the respondents
assessment in the questionnaire is 152.

The data analysis technique used is Partia Least Square (PLS) with tools WarpPLS
7.0. WarpPL S has advantages, such as providing an output value of the indirect effect and
the total effect along with the p-value, standard error, and effect size. The Partial Least
Square (PLS) technique is widely used for complex causal-predictive analysis. It is not
supported by theory with the aim of exploration Testing of the entire model will aso be
carried out (Haribowo, 2017). The testing phase includes the outer model, which consists
of convergent validity, discriminant validity, and compositereliability. The extreme model
test aims to describe the feasibility of the questionnaire data. After being assessed as
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feasible, it goesinto the inner model test, namely the coefficient of determination and the
good of the fit model.

RESULTS

Characteristicsof Respondents. Characteristic variables consist of 3 sub-variables:
employee status, gender, and level of education. The three sub-variables are scaled
categorical data. Fully reflecting the characteristics of the employees of the Undata Palu
Regional General Hospital (RSUD) can be seenin Table 4.

Table 4. Characteristics of Respondents

Characteristics Profile Amount Per centage

Employee status Still 12 7.090
Contract 140 92.100

Total 152 100
Gender Man 241 5.080
Woman 128 84.200

Total 152 100

Age 20 Year 0 0

21 until 30 Year 115 75.700
31 until 40 Year 31 20.400

Morethan 41 Y ear 6 3.090

Total 152 100
Education S1 Nursing 78 51.300
D4 Nursing 5 3.030
D3 Nursing 67 45.400

Total 152 100

Source: Author.

Table 4 shows that the number of nurses with permanent employee status is 12 or
7.090 per cent, and contract employees are 140 or 92.100 per cent of the 152 nurses. Male
sex was 24 or 5.080 per cent, and female was 128 or 84.200 per cent of the 152 nurses.
Nurses 20 years old are O per cent, those aged 21 to 30 are 115 or 75.700 per cent, those
aged 31 to 40 are 31 or 20.400 per cent, and those over 41 years are 6 or 3.090 per cent.
Nurses with a bachelor's degree in nursing are 78 or 51.300 per cent, D4 Nursing is 5 or
3.030 per cent, and D3 Nursing 67 or 45.400 per cent of 152 nurses.

Outer Model. The vaue of the loading factor can determine convergent validity
with aminimum limit of 0.500 to 0.600 (Schumacher and Mueller, 2021). In this case, the
researcher uses a minimum limit of 0.600 loading factor to determine the validity level of
the indicator.

Table 5. AVE Roots and Correlation of Latent Variables

Variable M otivation Workload Satisfaction Perfor mance
Motivation 0.765 0.585 0.606 0.550
Workload 0.585 0.756 0.542 0.558
Satisfaction 0.706 0.542 0.701 0.478
Performance 0.550 0.558 0.478 0.710

Source: Primary data processed, 2021
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Table5 showsthe AVE root values and the correlation of the latent variables above;
all variables are declared valid because the AVE root values are greater than the
correlations between other latent variables.

The Composite Reliability test measures the consistency and stability of latent
variables in research. A construct is declared reliable if it fulfils the rule of thumb
requirements. Namely, Cronbach's alpha and composite reliability must be greater than
0.600 per cent. In the following, the researcher summarizes the table of blended reliability
test results:

Table 6. Composite Reliability and Cronbach's Alpha

Variable Composite Reliability Cronchbach’s Alpha Conclusion
Motivation 0.819 0.732 Reliable
Workload 0.748 0.842 Reliable

Satisfaction 0.852 0.790 Reliable
Performance 0.835 0.753 Reliable

Source: Primary data processed, 2021

Table 6 can be concluded that from the data, all latent variables used in the study
are statistically reliable data because they have exceeded 0.600 per cent.

Inner Model. The coefficient of determination (R sguared) measures the
independent variable's variance level against the dependent conflict. And in the following,
the researcher summarizes the table of the results of the coefficient of determination test:

Table7. R Squared

Dependent Variable Mark R?
Satisfaction 0.565
Performance 0.467

Source: Primary data processed, 2021

Table 7 shows that the R-Squared value of all independent variables can explain the
variation in the Satisfaction variable of 0.565 per cent. So that indicates all the independent
variables can explain 0.565 per cent of the variation in the satisfaction variable. The table
shows that the R-Squared values of all independent variables can explain the variation in
the Performance variable by 0.467 per cent, indicating that al independent variables can
explain 56.500 per cent of the variation in the Performance variable.

The model suitability test itself was carried out by analyzing three quality indices,
namely the average path coefficient (APC), average R-squared (ARS), and average
variance inflation factor (AVIF). The condition for the middle path coefficient index
(APC) and average R-squared (ARS) to be accepted isthat the P-value of the model isless
than 0.005 per cent. Meanwhile, the average variance inflation factor (AVIF) index is
concluded to passif the valueislessthan 5 (Kock, 2019).
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Table 8. Good of Fit Modd Test

Index Test result Information
APCs 0.314, P-value equal to 0.001 less than 0.005 Fit models
ARS 0.516, P-value equal to 0.001 less than 0.005 Fit models
AVIS 1.918 less than 5 per cent Fit models

Source: Primary data processed, 2021

Table 8 showsthat the average path coefficient (APC) and R-squared (ARS) areless
than 0.005 per cent. While the average variance inflation factor index (AVIF) isless than
5 per cent. So that the test conditions are met.

Work
motivation
(R)6I

p=0.67 =0.26
(P<. & (P<.
Job satisfaction

Performance

R2=0.56
=012 p=
[P/zo.oﬁj /H’<-011
/
/ L

Workload
(R)4i

Figure 2. Partial Least Square Test Results

Figure 2 shows two exogenous variables, namely motivation and workload, one
intervening variable, namely job satisfaction, and one endogenous variable, namely
performance. Performance endogenous variables have three predictors. motivation,
workload, and job satisfaction. Meanwhile, the intervening variable of job satisfaction has
two predictors. performance and motivation. In Figure 2, job satisfaction acts as an
intervening variable.

DISCUSSION

Effect of Motivation on Satisfaction. It is proven that motivation has a positive
influence on job satisfaction. This means that the better employee motivation is given to
employees, the more job satisfaction will increase. Based on the results of statistical
testing, it is known that variable motivation) has a positive and significant relationship
with variable Satisfaction. With this result, H1 is accepted. The more nurses are motivated
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in doing their work, the higher their satisfaction. Motivation isthe virtua drive that drives
a person to behave and do something according to his inner urge. Motivation can aso be
interpreted as a process that seeks to influence the person or people being led to achieve
the desired treatment under specific goals (Prayetno and Ali, 2020). Mativation plays a
vita rolein increasing the desire and enthusiasm of nurses to quickly complete their tasks
correctly (Blegur and Amalia, 2019). If the nurse is motivated to do a good job, she will
fed satisfied with what she has done. The support given by superiors and good
communication between nurses will provide enthusiasm which will positively impact
nurses. This research is in line with (Okab, 2017), which states that motivation will
significantly increase job satisfaction. Effect of Workload on Satisfaction. Based on the
results of statistical testing, it is known that variable workload has a positive but not
significant relationship to variable satisfaction. So with this result, H2 is rejected. This
means that the workload experienced by nurses will not affect the joy felt by nurses. These
results are because, during a pandemic, everyoneis only focused on patient safety. Nurses
are required to work. The workload will increase during a pandemic, and the number of
patients will increase significantly. The burden will increase, but in these conditions, the
nurse must work optimally to handle the increasing number of patients. So that the
responsibility given to nurses will not affect the satisfaction of the nurses themselves
because, on the one hand, they have to do community service and demand from the hospital
to always be in prime condition. These results align with research (Chen et al., 2022),
which states that workload does not reduce satisfaction. This means that a high workload
is commonplace for a nurse, so there is no reason that satisfaction will decrease if the
workload is too heavy. Conditions and workload need to be known to determine the
guantity and quality of the required nursing staff so that inappropriate workloads do not
occur, ultimately leading to work stress. If the number of tasks is not proportiona to the
physical abilities, skills, and time available, it will become a source of stress. Several
studies have stated that motivation will significantly increasejob satisfaction. (Rivaldo and
Ratnasari, 2020) States that motivation and job satisfaction directly have a significant
effect on employee performance. Furthermore, (Sekartini 2016), work motivation
positively and significantly impacts employee job satisfaction. This meansthat better work
motivation will increase job satisfaction. Several other studies also state that there is an
influence of work motivation on employee job satisfaction (Pancasila et al., 2020),
(Riyanto et a., 2021), (Pallawagau, 2021), (Kocman and Weber, 2018).

The Effect of Satisfaction on Performance. The effect of workload on job
satisfaction is mediated by work stress. The greater the workload, the higher the stress
level, and employee job satisfaction decreases. Based on the results of statistical testing, it
isknown that variable Satisfaction has apositive but not significant relationship to variable
performance. So with this result, H3 is rejected. Job satisfaction is essential for nursesin
carrying out their duties while working, so they can function optimally to achieve their
goals (Udriyah et a., 2018). Job satisfaction shows how much staff enjoy their job.
Individuals spend alarge part of their lives at work and integrate the positive and negative
experiential tracesthey encounter in thisenvironment, both in business settings and outside
care (KILIC et a., 2021).

It should be noted that in certain conditions, nurses are not only oriented towards
self-satisfaction but will be more concerned with how the dedication that is carried out can
impact the community's safety. This means that satisfaction is a factor that does not need
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to be achieved with great effort, but a brutal attempt is made to improve performance. So
the satisfaction of a nurse does not affect the version completed. This study's results differ
from those (Phuong and Vinh, 2020), who states that satisfaction significantly affects
performance. Several other studies also say that job satisfaction on employee performance
ispositive, and job satisfaction affects employee performance (Hgjiali et a., 2022), (Ramli
2019), (Razak et al., 2018), (Miraet a., 2019). It can be proven that job satisfaction also
influences employee performance.

The Effect of Motivation on Perfor mance. Job satisfaction and performance have
a positive influence, meaning that the higher the satisfaction received by employees, the
higher the employee performance. Based on the results of statistical testing, it is known
that variable motivation has a positive and significant relationship with variable
Performance. So with this result, H4 is accepted. This means that motivation will
significantly improve nurse performance. In other words, more nurses are motivated by
their work. The maximum performance will be obtained. Hospital conditions that are safe
and ensure safety will increase morale even higher. Giving compensation, promotion
opportunities and hospital regulations greatly determine comfort at work. In addition,
familiarity between nurses will create cooperation toward good work results.

This result is in line with research (Irvan and Heryanto, 2019), which states that
motivation will significantly increase performance. Motivation is a positive feeling about
work that arises from the nurse so that you feel confident, safe, and comfortable about
work. Theversion will be produced correctly and by what the company expects. In addition
(Santoso and Riyanto, 2020) states that motivation is essential for an individual to carry
out hiswork. If carrying out work without being based on positive motivation, the resulting
performance will be optimal and can help the company's progress. Employee performance
will increase if there is motivation, and vice versa; if employees are not driven with
motivation, it will result in poor performance (Andrianto and Siringoringo, 2020),
(Shikalepo, 2020). Work motivation makes it easier to achieve good performance, which
is expected in thisinstitution.

Effect of Workload Variables on Performance. A heavy workload can affect
employee performance because it can cause effects in the form of fatigue both physically
and mentally, as well as emotional reactions, which can include headaches, indigestion,
and irritability. Based on the results of statistical testing, it isknown that variable workload
has a positive and significant relationship with variable Performance. So with this resuilt,
HS5 is rgjected. The higher the workload, the resulting performance will increase. The
workload is defined as the nurse's capacity to perform a treatment, the perceptual
relationship between the resources provided to complete the care, and the amount of
respect and responsibility served. The workload in terms of ensuring harmony between the
individual and the care is significant. Nurses perform their maintenance voluntarily when
abalanceisreached and productivity increases. In addition, nurses can develop themselves
professionally and make plans for their careers, thus keeping their motivation high
(Narangerel and Semerci, 2020). The skills and knowledge nurses have will help them
carry out their work. Handling patients by the principles of nursing science will impact
good work results. This means that all the work given can be appropriately managed so
that performance will be maintained. These results are consistent with the research (Irvan
and Heryanto, 2019), which states that workload positively and significantly affects
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The Effect of Motivation on Performance through Satisfaction. Some opinions
from the results of theoretical studies say that motivation significantly affects employee
performance. High employee motivation is capita for a company to realize high job
satisfaction. Thisiscertainly an expectation that the company wantsto achieve. Companies
can choose how to motivate employees appropriately and according to the situation and
conditions of the company. This need or desire within the employee is then called work
motivation. By understanding the vital role of the people involved in the company and how
to motivate them properly, the company can create more motivated and innovative
employees. Through motivated employees, companies can more easily achieve their goal's
because employees will voluntarily work with maximum effort, even without supervision
from superiors. Based on the results of statistical testing of the indirect effect, it is known
that variable motivation has a positive but not significant relationship to variable
Performance through Satisfaction. Based on the indirect statistical test, it is known that
satisfaction cannot mediate the relationship between motivation and performance. The
reason that causes these resultsisthat inspiration can increase satisfaction, but on the other
hand, job satisfaction cannot be a factor that can improve nurse performance. Work
motivation can directly affect performance. This means the nurse consciously does her job
based on her will and enthusiasm for her nursing career. The results (Laia, 2018) state that
job satisfaction cannot mediate the influence of motivation on performance.

Effect of Workload on Perfor mance through Satisfaction. One of the factors that
influence employee performance is job satisfaction. Job satisfaction is a significant factor
in getting optimal work results. When employees feel satisfied at work, thereis an optimal
effort to complete their work assignmentsto all their abilities. Thiswill further support the
increase in work productivity expected by the company. Several things, including the
workload, can influence job satisfaction. Based on the statistical test results, the indirect
effect, variable workload, has a positive but not significant relationship to variable
performance through satisfaction. Based on the indirect statistical test, it is known that job
satisfaction cannot mediate the relationship between workload and performance. The
reason that causes these results is that workload is not areason for a nurse to experience a
decrease in performance.

On the contrary, the workload can be handled properly because the expertise
possessed is by the work. On the other hand, job satisfaction does not affect nurse
performance. This can happen because nurses look more at the community's safety during
the service. The results by (Zulaikha and Parmin, 2019) state that job satisfaction cannot
mediate the effect of workload on performance.

Therefore it is essential to conduct a performance appraisal on job satisfaction, and
it must be carried out objectively so that the organization and its members feel the benefits.
This can be done if the organization accurately portrays employee performance. An
accurate picture of employee performance in an organization can be obtained from the
results of employee job satisfaction. The appraisal system must have work performance
standards related to the desired and predetermined results to achieve this goal.

CONCLUSIONS

The results of this study, motivation has a positive and significant effect on job
satisfaction. The more nurses are motivated in doing their work, the higher their
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satisfaction. Then workload has a positive but not significant impact on job satisfaction.
This means that the workload experienced by nurses will not affect the joy felt by nurses.
On the other hand, job satisfaction does not affect performance. In addition, it is known
that motivation has a positive and significant effect on performance. This means that
motivation will significantly improve nurse performance. In other words, more nurses are
motivated by their work. The maximum performance will be obtained. Finally, it isknown
that workload positively and significantly affects performance. The higher the workload,
the resulting performance will increase.

LIMITATIONS. Thisstudy haslimitationsthat can be considered in analyzing the results
of this study. Starting from the limited number of variables that affect performance to
indicators that cannot accurately describe all actual conditions. In addition, this study only
focused on nurses at the Undata Hospital in Palu without taking nurses from other
hospitals, so it was explicitly unable to explain the condition of nurses outside the hospital
under study.

RECOMMENDATIONS. For further research, adding other variables outside of this
research is better to measure performance more accurately. In addition, it is necessary to
expand the population and study objects, not only in one hospital but to conduct research
in other hospitals to find differences in their work environment.
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