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Abstract 

Performance is defined as the achieved work quantity and quality of an employee in 

performing job. Reliable and professional employee is realized to highly contribute 

improvement on performance. This corelational study (N=187) was undertaken to analyze 

the effects of work engagement and job satisfaction on performance of nurses in Syekh 

Yusuf Regional Hospital of Gowa Regency. The findings revealed that work engagement, 

represented by the dimensions of vigor, dedication, and absorption, contributed to the 

performance of nurses. Vigor demonstrated a full mediation to the relationship between 

work engagement and performance of nurses. Job satisfaction also contributed to elevate 

the performance of nurses. The study suggests to increase the morale of nurses, support to 

establish good superior-subordinate relationships, conduct training for helping increase 

creativity and innovative behavior.  
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INTRODUCTION 

 

Performance is a classic problem of employee behavior in each organizational activity. 

Yet the importance of performance for the sustainability of organization, this topic has never 

been discussed in the organizational industry (Aulia, 2017). Yelboğa (2012) overviewed 

performance as an important role in research and practice. Either success or failure of an 
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organization will highly depend on the performance of the employees, which means the 

higher the employee's performance will result the greater organization success and vice versa. 

Narmodo (2009) defined variables influencing performance, namely organizational 

commitment, motivation, leader member exchange, education, work discipline, skills, work 

attitudes and ethics, work environment, work climate, job satisfaction and work engagement. 

Shimazu et al. (2012) and Mäkikangasa (2013) explained employee engagement as the sense 

of attachment to organization, enthusiasm to perform effectively, and strong belief to 

complete or handle job properly. Hakanen et al (2006) also added that employees with higher 

work engagement tend to be more creative, more productive, and willing to work harder. 

Several studies support the important aspect of work engagement for every employee in 

completing their work which is believed to be able to improve their performance. 

Work performance of an employee can also be influenced by job satisfaction. Companies 

or organizations that fulfill desires of their employees will increase work productivity of 

employees through incentives, support, recognition and rewards assessed from performance 

assessment. Job satisfaction is also one of the factors that can also improve performance. It is 

an indication of the feelings an employee has about and response to the job (Armstrong and 

Taylor, 2014). Luthans theory (2006) divides job satisfaction into six dimensions, namely the 

job itself, salary and rewards, promotion opportunities, supervision by leaders, co-workers, 

and work environment. 

Syekh Yusuf Hospital of Gowa Regency is a class B government general hospital 

located in Gowa Regency. Previous preliminary study revealed that doctors and nurses in the 

hospital were less enthusiastic about their work and felt less attached to work. This is 

indicated by the late opening hours for the Outpatient Installation services due to doctors and 

staff arriving late. Interviews to doctors and nurses expressed that they feel less satisfied with 

their work. Previous data of satisfaction of nurses in Syekh Yusuf Hospital are 84.53% of 

2011, 82.58% of 2012, and 82.12% of 2014.  

Previously, evaluations have been carried out to the Syech Yusuf Hospital staffs. first, 

evaluation aimed to nurses using the nursing care standard of the Indonesian National Nurses 

Association (PPNI) of 2010. This standard has several nursing care parameters, namely 

dimensions of nursing assessment, nursing diagnosis, planning, nursing actions, evaluation, 

and nursing records. The evaluation conducted in 2019 showed the performance of nurses in 

Syekh Yusuf Hospital at 95.7%, did not meet the standard of 100%. Second, an interview 

with patients in July 2020. The patient stated that the service received was still low. Some 

patients admit that there are still minimal attitudes of health workers in providing services to 

patients, officers who are less pleasant when serving, and staff responses are minimal in 

providing information on health problems faced by patients. Third, observations of several 

nurses found problems such as being late in the hospital, lack of desire for their work and 

workplace, not being able to enjoy the work they were doing, and not wanting to devote all 

their abilities to work. All of these show that work engagement of nurses in the hospital is 

still low, so that it will have an impact on service to patients. 

Dajani's (2015) has studied and found work engagement has positively effect to 

employee performance. Robinson et al (2004) also revealed that work engagement can have a 

good effect on improving performance. Positive relationship between work engagement and 
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performance also noted by Lockwood (2007), where the higher work engagement level of an 

employee, the higher performance will gain. 

 

MATERIALS AND METHODS 

 

Site and Study Design 

 This cross-sectional study was performed at Syech Yusuf Regional Hospital of Gowa 

Regency. 

 

Population and Sample 

The population of this study was 187 nurses in the the Inpatient Installation, Syech 

Yusuf Regional Hospital of Gowa Regency. From these, all nurses were cast as samples (total 

samping) 

 

Data collection  

The data collected is primary data using a questionnaire. A number of questionnaires 

were collected and answered by the respondents, then tabulated to do the data analysis 

process. The independent variables determined were work engagement and job satisfaction, 

while the dependent variable is nurse performance.  

 

Data Analysis 

Univariate analysis was performed to obtain an overview of the research problem. 

The analysis was done by describing each variable used in the study and respondents’ 

characteristics. The analysis consisted of descriptive analysis of respondent characteristics, 

research variables, and crosstabulation between respondent characteristics and research 

variables. 

Bivariate analysis was applied to discover relationship between two variables 

(independent variables v dependent variables). The analysis was conducted using Chi-Square 

test. 

Multivariate analysis was executed to variables that have influence on nurse 

performance. This applied logistic regression test, then analyzed the influence of independent 

variables/sub-variables on dependent variable, and finally discovered the most dominant 

variable/sub-variable related to nurse performance. 

 

 

RESULTS 

 

Table 1 shows the profile of the respondents specifically to nurses (N = 179) based on 

several determined characteristics. Based on gender, the largest number of respondents are 

women (N = 134; 74.9%). Nurses aged 20 - 35 years dominate the total respondents (N = 99; 

55.3%). More than half of nurses have taken the Nurse professional education (N = 103; 

57.5%). Nurses with a service period of 8 - 12 years are the most working at Syech Yusuf 

Hospital (N = 54; 30.2%). Most of the nurses have had employment status as Civil Servant 

(N = 120; 67%). 
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Table 2 presents the profile of the respondents specifically to superior staffs (N=9). 

Majority of superior staffs are women (N=6; 66.7%). Superior staffs are mostly aged > 50 

years old (N=6; 66.7%). They are mostly holding either professional nurse title or bachelor 

title (N=4, respectively; 44.4%). all superior staff have had a service period of more than 12 

years (N=9; 100%). They mostly occupy the job as head of hospital ward (N=8; 88.9%). 

Table 3 displays the profile of the respondents specifically to nurses being assessed by 

their superior staffs (N = 179) based on several determined characteristics. Most of assessed 

nurses are are women (N = 134; 74.9%). Nurses mostly have 20 - 35 years age (N = 99; 

55.3%). About half of the assessed nurses hold Nurse professional title (N = 103; 57.5%). 

Majority of nurses have 8 - 12 service years in the hospital (N = 54; 30.2%). Most of them 

are being Civil Servant Nurses (N = 120; 67%). 

 

Table 4 demonstrates distribution of respondents (nurses) based on determined 

variables (N=179). Variable Work Engagement terbagi atas vigor, dedication, dan 

absorpsion. The majority of respondents felt that they had a high vigor (N = 105; 58.7%). 

More than half of the respondents felt that they were highly dedicated to their work (N = 99; 

55.3%). A similar trend was also shown in variable absorption with the majority of nurses 

feeling that they had high absorption (N = 102; 57.0%). The majority of nurses' job 

satisfaction was at a high level (N = 83; 46.4%) and moderate (N = 66; 36.9%). Finally, 

high (N = 80; 44.7%) and moderate (N = 77; 43.0%) performances of nurses also dominated 

the perceptions of nurses in this study. 

Table 5 shows the relationship between independent and dependent variables. The 

results of the bivariate analysis reveal the relationship between three dimensions of work 

engagement (vigor, dedication, and absorption) and nurse performance (p = 0.000 <0.05). 

There is also a relationship between the job satisfaction and nurse performance (p = 0.002 

<0.05). 

Table 6 demonstrates the independent variables that have the most influence on the 

dependent variable. The analysis showed that vigor had a significant effect on nurse 

performance (Sig. = 0.011 <0.05). With Exp (B) value of 3,583, employees with high vigor 

can perform 3.583 times better than those who are not. 

 

DISCUSSION 

 

Vigor, a dimension of work engagement, has an influence on nurse performance. This 

finding is in line with the studies of Dajani (2015) and Simarmata (2020), mention that vigor 

positively affects employee performance. Vigor is also believed to decent improvement to 

employee performance (Robinson et al, 2004). The positive relationship between employee 

engagement and employee performance is also in agreement with Lockwood (2007), states 

that the higher the level of engagement of an employee, the higher the performance will be. 

Employee performance is closely related to morale in carrying out work. High 

employee morale has an impact on optimal employee performance so as to help achieve 

organizational goals (Anoraga, 2001). Morale describes the overall atmosphere felt by 

employees in the work environment. If employees feel passionate, happy, and optimistic, then 

the employee has high morale. In contrast, employees who like to argue and hurt as well 
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seem not calm at work have low morale. The level of employee morale in an organization can 

be observed through presence, cooperation, work enthusiasm, and harmonious relationship. 

Work engagement indicates a positive mental state of a person towards their work 

which is characterized by vigor, dedication and absorption (Schaufeli et al., 2002). Vigor is 

characterized by high energy and mental resilience at work, a desire to invest in a job, and 

resistance to facing various obstacles. There are two things that are antecedent to the 

emergence of work engagement, namely job resources and personal resources. Job resources 

refer to the physical, social, or organizational aspects of a job that can (a) reduce job demands 

and relate to psychological and physical costs (b) are functional in achieving work goals, or 

(c) stimulate growth, learning and development personal (Schaufeli & Bakker, 2004). 

Personal resources are positive self-evaluations that are associated with resilience and refer to 

an individual's ability to control and have an impact on their environment (Bakker et al., 

2014). 

Vigor involves a high level of energy and mental endurance at work. Vigor can be 

assessed from the enthusiasm of a person executing job, being reflected in the eminent 

stamina and energy at work, the willingness to work hard, as well as persistence in facing 

difficulties at work (Schaufeli & Bakker, 2002). Kahn (1990) conceptualizes work 

engagement in work as organizational members who carry out their work roles, work and 

express themselves physically, cognitively, and emotionally during work. Such employee 

engagement is very necessary to encourage employee morale (Yongxing et al., 2017).  

Dedication, one of the dimensions of work engagement, is related to nurse 

performance. In line with the research of Dajani (2015) and Simarmata (2020), they 

homologate that dedication will positively affect employee performance. Dedication is able to 

provide a good influence in improving employee performance (Robinson, et al., 2004). 

Dedication refers to the involvement of a person's sense of meaning, enthusiasm, and 

pride in mastering work. Aspects of dedication include high involvement in work, and 

experiencing a sense of meaning, enthusiasm which is characterized by showing interest in 

the work being done, and pride in work (Dicke et al., 2007). 

The explanations above show that the nurses who work at Syekh Yusuf Regional 

Hospital have a quite high dedication. Many nurses feel they can have a good influence on 

others through their work. Dedication has a significant effect on employee performance, 

meaning that increased dedication related to inspiration from work and enthusiasm for work 

has an impact on improving employee performance. Therefore, organizations require to 

improve individual work quality standards to spark enthusiasm and a sense of being 

challenged by employees to their work. For example, setting the zero-mistake rule in 

producing work reports and giving punishment in the form of records of low work 

performance in work reference letters to employees, especially experts who are unable to 

complete work according to the predetermined criteria and target number (Fauzi et al., 2016). 

Absorption is related to nurse performance. Absorpsion is believed to positively affect 

employee performance (Dajani 2015; Simarmata, 2020). Absorption is also able to have a 

good effect on improving employee performance (Robinson et al, 2004). Absorption is an 

aspect that refers to concentration and seriousness at work. Workers seem to enjoy their work 

so that time seems to pass so quickly and it is difficult to get away from work and forget 

everything around them. A high level of absorption indicates someone who is happy and 
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enjoys their work and is immersed in work, which causes time to fly away when doing work 

(Schaufeli & Bakker, 2002). 

Absorption is often associated with full and deep concentration, the feeling of being 

immersed in work that makes time pass so quickly, and difficulty separating from work and 

forgetting everything around it. People who score high on absorption usually feel good about 

work being occupied, feel immersed in work, and have difficulty separating from work. As a 

result, they unconsciously ignore time limits and what surrounds them. In contrast, people 

with low absorption scores have minimal interest and attachment to work, are easy to 

separate from work, and can still remember everything around them, including time 

(Schaufeli et al., 2002). 

Job satisfaction was proven to have an influence on nurse performance. These results 

support the research of Javed et al. (2014), Aftab et al. (2012), Yunus & Kamal (2016), and 

Pratama (2015) who found that job satisfaction has been shown to be positively related to 

employee performance. Fadlallh (2015) also supports a positive and significant relationship 

between job satisfaction and employee performance. Herzberg (1959) explained two factors 

that influence job satisfaction, namely motivation and hygine. Motivation itself consists of 

work performance, recognition, the job itself, progress and growth. Other factors, namely 

hygiene, are composed of company policies, relationships of coworkers, working conditions, 

money, and work security. All of these aspects are important to meet employee job 

satisfaction in order to perform well. 

The findings revealed that vigor full mediated the relationship between work 

engagement and performance. These results are also in line with studies by Gorgieski et al. 

(2010) and Allameh et al. (2014) which guarantee work engagement to owe positive impact 

on both individual and organizational performance. According to Gallup (2013), the great 

influence of employee performance by work engagement results in organizational 

performance being well affected. 

Previous studies have explained the impact of work engagement on individual 

workers. Work engagement affects the quality of employee work, increases job satisfaction, 

reduces the number of employee absences, and reduces the tendency to change jobs. This is 

strongly supported by the high emotional attachment of employees to the organization. With 

this strong emotion, it tends to print satisfying work quality and has an impact on the low 

desire to leave the job or company. 

Nurse work engagement demonstrates positive conditions that nurses poses and is 

related to important variables in the hospital such as increased customer loyalty, low 

attendance rates, and increased hospital profits. Through the high work engagement of 

nurses, the hospital performance is expected to increase so that it can increase hospital profits 

in a sustainable manner. To be able to increase work engagement of nurses, the hospital must 

focus on nurses' perceptions of the support they receive from management. Hospital 

management programs that respond to the needs and interests of nurses can be presented 

through surveys, working groups, advisory programs, and programs that demonstrate the 

need to be accepted and supported by hospital management. 
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CONCLUSION AND FUTURE DIRECTIONS 

 

Various dimensions of work engagement (vigor, dedication and absorption) make a positive 

contribution to nurse performance. Job satisfaction also has good influence on nurse 

performance. Vigor is the work engagement dimension that has the most influence on nurse 

performance. Based on this study, hospital management needs to pay more attention to work 

engagement to increase the morale of nurses. In addition, respective heads should be more 

responsive and provide support to their subordinates to create a good relationship between 

superiors and employees. In addition, the hospital management is advised to hold trainings 

for the head of weld and employees to increase creativity and innovative behavior. 
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ATTACHMENTS 

 

Table 1. Profile of Respondents (Nurses) based on Characteristics 

Characteristics 
Number of 

respondents (n) 

Percentage 

(%) 

Gender 

Male 

Female 

 

45 

134 

 

25.1 

74.9 

Age (year) 

20 - 35 

36 - 50 

>50 

 

99 

65 

15 

 

55.3 

36.3 

8.4 

Education 

Diploma 3 

Bachelor 

Professional Nurse 

Others 

 

54 

20 

103 

2 

 

30.2 

11.2 

57.5 

1.1 

Year of service 

< 1 

1 - 4 

5 – 8 

8 – 12 

> 12 

 

8 

31 

37 

54 

49 

 

4.5 

17.3 

20.7 

30.2 

27.4 

Status of work 

Civil servant 

Honorer 

Volunteer 

Others 

 

120 

2 

23 

34 

 

67.0 

1.1 

12.8 

19.0 

Total  179 100.0 

 

 

Table 2. Profile of Respondents (Superior Staffs) based on Characteristics 

Characteristics 
Number of 

respondents (n) 
Percentage (%) 

Gender 

Male 

Female 

 

3 

6 

 

33.3 

66.7 

Age (year) 

20 - 35 

36 - 50 

>50 

 

3 

6 

 

33.3 

66.7 

Education 

Diploma 3 

 

4 

 

44.4 
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Bachelor 

Professional Nurse 

Others 

4 

1 

44.4 

11.2 

Year of service 

> 12 

 

9 

 

100.0 

Status of work 

Civil servant 

 

9 

 

100.0 

Job Title 

Had of Installation 

Head of Ward 

 

1 

8 

 

11.1 

88.9 

Total  9 100.0 

 

 

Table 3. Profile of Respondents (Nurses assessed by Superior Staffs) based on 

Characteristics 

Characteristics 
Number of 

respondents (n) 

Percentage 

(%) 

Gender 

Male 

Female 

 

45 

134 

 

25.1 

74.9 

Age (year) 

20 - 35 

36 - 50 

>50 

 

99 

65 

15 

 

55.3 

36.3 

8.4 

Education 

Diploma 3 

Bachelor 

Professional Nurse 

Others 

 

54 

20 

103 

2 

 

30.2 

11.2 

57.5 

1.1 

Year of service 

< 1 

1 - 4 

5 – 8 

8 – 12 

> 12 

 

8 

31 

37 

54 

49 

 

4.5 

17.3 

20.7 

30.2 

27.4 

Status of work 

Civil servant 

Honorer 

Volunteer 

Others 

 

120 

2 

23 

34 

 

67.0 

1.1 

12.8 

19.0 

Total  179 100.0 
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Table 4. Distribution of Respondents (Nurses) according to determined variables 

Variables 
Number of 

respondents (n) 

Percentage 

(%) 

Work Engagement (Vigor) 

Low 

High 

 

105 

74 

 

58.7 

41.3 

Work Engagement (Dedication) 

Low 

High 

 

99 

80 

 

55.3 

44.7 

Work Engagement (Absorption) 

Low 

High 

 

102 

77 

 

57.0 

43.0 

Job satisfaction 

Low 

Moderate 

High 

 

83 

66 

30 

 

46.4 

36.9 

16.8 

Nurse performance 

Low 

Moderate 

High 

 

80 

77 

22 

 

44.7 

43.0 

12.3 

Total  179 100.0 

 

 

 

Table 5. Anlysis of Indemendent v Dependent variables  

Vigor 

Performance 
Total 

P 

Value High Moderate Low 

n % n % n % n % 

0.000 
High 66 64.1 24 23.3 13 12.6 103 100.0 

Low 14 18.4 53 69.7 9 11.8 76 100.0 

Total 80 44.7 77 43.0 22 12.3 179 100.0 

 

 

Dedication 

Performance 
Total 

P 

Value High Moderate Low 

n % n % n % n % 

0.000 
High 64 64.6 22 22.2 13 13.1 99 100.0 

Low 16 20.0 55 68.8 9 11.3 80 100.0 

Total 80 44.7 77 43.0 22 12.3 179 100.0 

 

 

Absorption 
Performance 

Total 
P 

Value High Moderate Low 
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n % n % n % n % 

0.000 
High 65 63.7 24 23.5 13 12.7 102 100.0 

Low 15 19.5 53 68.8 9 11.7 77 100.0 

Total 80 44.7 77 43.0 22 12.3 179 100.0 

 

 

Job satisfaction 

Performance 
Total 

P 

Value High Moderate Low 

n % n % n % n % 

0.002 

High 46 55.4 30 36.1 7 8.4 83 100.0 

Moderate 

Low 

17 

17 

25.8 

56.7 

39 

8 

59.1 

26.7 

10 

5 

15.216.7 66 

30 

100.0 

100.0 

Total 80 44.7 77 43.0 22 12.3 179 100.0 

 

 

 

Table 6. Logistic Regression Analysis to the Variables of Work Engagement (based on 

Its Dimensions) and Job satisfaction on Nurse Performance 

 

 B S.E. Wald df Sig. Exp(B) 95% C.I.for 

EXP(B) 

Lower Upper 

Step 

1
a
 

VIGOR 1.276 .503 6.432 1 .011 3.583 1.336 9.607 

DEDICATION .760 .531 2.047 1 .153 2.139 .755 6.062 

ABSORPTION .321 .583 .304 1 .581 1.379 .440 4.322 

Work_Satisfaction .949 .444 4.571 1 .033 2.584 1.082 6.168 

Constant -1.904 .346 30.279 1 .000 .149   

 

 


