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Abstract: Nurse Performance plays a crucial role in ensuring the quality of 

service delivery within hospitals. However, nurses often face significant stress 

due to heavy workloads and the demanding nature of patient care, leading to 

burnout. In order to support optimal performance, it is imperative for nurses 

to possess strong work motivation. This study aimed to investigate the impact 

of workload, burnout, and work motivation on nurse performance within a 

specified public hospital in Batam. An observational analytic approach with 

non-probability sampling was employed, and the study included 111 partici-

pants. Data analysis and processing were conducted using a statistical software 

program. The findings revealed that workload and burnout exerted a negative 

influence on nurse performance, while work motivation had a positive effect. 

Workload, burnout, and work motivation collectively and partially impacted 

nurse performance. Consequently, it is vital for hospital management to prior-

itize factors that affect nurse performance. Through effective management and 

the mitigation of stressors in the hospital work environment, the overall well-

being of healthcare workers can be improved, resulting in elevated levels of 

health. Notably, this study utilized the latest literature references and research 

instruments to ensure robust findings. 
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INTRODUCTION 

 In Indonesia, the current demographic land-

scape reveals that 5.6% comprises individuals 

aged 65 and above, with 0.8% representing those 

aged 80 and above. However, projections indicate 

a significant shift in these figures by 2050, with an 

anticipated increase to 15% for the 65 and above 

age group and 2.8% for individuals aged 80 and 

above (OECD, 2019). The demand for healthcare 

is projected to increase due to these demographic 

changes. Healthcare providers encounter substan-

tial challenges in maintaining the accessibility and 

affordability of healthcare services. Consequently, 

it becomes imperative for these organizations to 

adapt and enhance their operational effectiveness. 

In pursuit of this objective, organizations must ex-

ert control over employees' job performance to en-

sure the optimal outcomes (Krijgsheld et al., 2022; 

Musau et al., 2008). The World Health Organiza-

tion (WHO) has devised a framework consisting 

of six building blocks (WHO, 2010, 2023c) to for-

tify national health systems and progress towards 

achieving universal health coverage. These build-

ing blocks underscore the fundamental compon-

ents of a robust health system, encompassing the 

health workforce, leadership and governance, ser-

vice delivery, health system financing, medical 

products, vaccines and technology, and health in-

formation systems (UN, 1966; WHO, 2023b). The 

health workforce encounters substantial challeng-

es, with projections indicating that it will become 

one of the most financially burdensome sectors. 

By 2030, there is an expected shortage of 10 mil-

lion health workers, primarily affecting low- and 

middle-income countries (LMICs) (WHO, 2023b; 

WHO and WB, 2017). Based on a recent report, 

the density of nurses and midwives per 10,000 in-

dividuals in the Southeast Asia between 2014 and 

2021 was recorded at a mere 20.4, significantly 

below the average observed in European nations 

(WHO, 2023a). The pandemic has profoundly im-

pacted the mental health of medical professionals, 

particularly nurses, leading to a range of mental 

health issues. Throughout the pandemic, estimates 

reveal anxiety among health professionals ranging 

from 23% to 46%, while burnout rates have been 

reported between 41% and 52% (Rahim et al., 

2022). Hence, making strategic investments in the 

health professionals can significantly enhance the 

quality of a nation's health system. It is imperative 

to prioritize and ensure that the health and well-

being of these professionals are adequately addre-

ssed and supported. By doing so, their individual 

health can be safeguarded, andheir ability to deliv-

er high-quality healthcare services can also be sus-

tained and optimized (Søvold et al., 2021; WHO, 

2016). 

 A hospital, defined as a comprehensive he-

althcare institution encompassing inpatient, outpa-

tient, and emergency services, is responsible for 

developing, implementing, and maintaining the 

utmost quality of health services, serving as a criti-

cal benchmark for patient care. This intricate pro-

cess of service delivery significantly impactshe 

overall caliber of the healthcare services provided 

within hospital settings (MoH, 2018). Hence, it is 

imperative to allocate adequate resources and fos-

ter a culture of professionalism among healthcare 

professionals to enhance the future quality of he-

althcare services. This approach will have a positi-

ve influence on consumer loyalty and satisfaction 

(Hastuti et al., 2021). As an indispensable element 

in achieving optimal health outcomes in Indone-

sia, effective management of human resources in 

the healthcare sector is paramount. It entails align-

ing the planning process with the ever-evolving 

dynamics and needs of the community (RI, 2014). 

Nursing stands as the largest healthcare specialty 

in terms of workforce size (Wakefield et al., 2021). 

As of 2018, Indonesia had over 600,000 registered 

nurses, with a rising trend in density (MoH, 2020). 

However, with the increasing population and pre-

valence of diseases in Indonesia, the challenges fa-

ced by the nursing workforce also grow. The une-

qual distribution of the nurses across the country, 

along with the emerging mental health issue, par-

ticularly after the pandemic, has garnered attenti-

on (Asa et al., 2022; MoH, 2020). According to a 

study, the health workforce endured moderate an-

xiety, stress, and depression during the pandemic. 

It is worth noting that even minor fluctuations in 

their anxiety and stress levels can considerably 

impactheir overall performance (Muliantino et al., 

2021). 

 Performance in every occupation is primari-

ly determined by each employee's unique abilities 

and capabilities to fulfill the required tasks. Each 

employee possesses their own skills, knowledge, 

and competencies that contribute to their perfor-

mance and productivity in the workplace (Guna-
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wan and Sondakh, 2019). Hospital occupations are 

characterized by significant mental demands stem-

ming from many factors, including high worklo-

ads and diverse job requirements. These demands 

are often attributed to various factors, such as a si-

zable patient population, heavy workloads, shift 

work, and insufficient staffing levels among heal-

thcare professionals (Rostami et al., 2021). Nurses 

play a vital role in hospital settings and are expos-

ed to higher risks than other healthcare practition-

ers. It heightened risk stems from their extensive 

engagement with patients, long and rotating work 

shifts, and fatigue. 

 Furthermore, nurses experience an increas-

ed workload due to factors such as high work pres-

sure, tight deadlines, long working hours, and ex-

acerbated by the physical demands of the work en-

vironment. Insufficient provision of resources and 

facilities, varying family requirements, and inade-

quate team communication further contribute to 

the workload burden nurses face (Hafeez, 2018). 

Moreover, the combination of working long hours 

in a highly stressful and demanding environment 

can expedite the development of burnout among 

nurses. This in turn, increases the risk of medical 

errors, depression, and a decline in the quality of 

service delivery. Consequently, the incidence of 

occupational hazards among nurses has been re-

ported to be four times higher than the other pro-

fessions (Dimitriu et al., 2020; Drennan and Ross, 

2019). Hence, nurses require robust motivation to 

effectively cope with the demanding nature of the-

ir hospital work, which significantly impacts their 

performance. Motivation serves as a driving force, 

encouraging nurses to work diligently and enthu-

siastically, ultimately leading to increased work 

productivity (Umpung et al., 2020). Enhancing the 

psychological conditions within the workplace and 

addressing these factors can help prevent various 

challenges and promote the well-being of employ-

ees (Eskandari et al., 2017). Further research is ne-

eded in Indonesia to examine the impact of factors 

such as workload, burnout, and motivation on the 

performance of healthcare professionals. These 

studies will enable the development of appropriate 

policies and interventions to support the health-

care providers in delivering quality healthcare ser- 

 

 

vices (Wakefield et al., 2021). 

 This study was conducted at a specific pub-

lic hospital in Batam following Government Reg-

ulation No. 47 of 2021, which mandates that hos-

pitals provide safe, high-quality, non-discrimina-

tory, and effective healthcare services with a focus 

on patient well-being and adherence to service sta-

ndards. Nurses were selected as respondents for 

this study due to their direct patient interaction and 

comprehensive understanding of the daily health-

care developments. The World Health Organizati-

on (WHO) recommends a nurse-to-population ra-

tio of at least 1.5 per 1000 population. However, 

the Ministry of Health (2016) data revealed that 

the nurse-to-population ratio in Kepulauan Riau 

was 0.5, significantly below the WHO recommen-

dation. In order to meet patient expectations and 

enhance patient safety, nurses must maintain pro-

fessionalism in their work despite the additional 

pressures of non-nursing responsibilities. It is par-

ticularly relevant, as a study has shown that nurses 

in the Southeast Asian hospitals often experience 

overwork due to the demands of these non-nursing 

tasks (Pamungkas and Sridadi, 2020). Identifying 

the impact of workload, burnout, and work moti-

vation on nurses' performance serves as valid evi-

dence to improve the quality of health services. 

Based on the rationale mentioned above, this study 

investigated the effects of workload, burnout, and 

work motivation on nurses' performance within 

Batam Public Hospital. By examining these fac-

tors, the study aims to contribute valuable insights 

and empirical evidence to inform strategies and in-

terventions for enhancing nursing performance 

and ultimately elevating the overall quality of he-

althcare services. Efficient management and miti-

gation of the stressors in hospital work environ-

ments have been shown to positively impact the 

well-being of healthcare workers, resulting in im-

proved levels of health (Rostami et al., 2021). 

Consequently, their efficiency and effectiveness in 

delivering healthcare services are correspondingly 

enhanced. Notably, nurse performance plays a sig-

nificant role in influencing patient satisfaction and 

service quality. Moreover, the provision of excel-

lent service quality has the potential to increase the 

financial revenue of the hospital (Hee et al., 2016). 
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Figure 1. The Framework of Workload Concept 

 

LITERATURE REVIEW  

Workload 

 The workload is divided into quantitative 

and qualitative. The quantitative workload relates 

to the large amount of work, working too fast or 

too hard, too many things to do, and excessive pre-

ssure to get the job done. While qualitative work-

load is related to the quality or results of work that 

is not following what is expected or do not feel 

that they have enough time to give their best (Kus-

chel, 2015). 

 

Burnout 

 Over the past decade, burnout has emerged 

as a significant psychosocial issue resulting from 

prolonged and unmanageable work-related stress. 

Burnout is characterized by excessive physical 

and mental exhaustion caused by the work deman-

ds, heavy workloads, negative responses to work, 

withdrawal from work, decreased productivity, 

and feelings of incompetence (Dewa et al., 2017). 

This syndrome can lead to reduced vigilance amo-

ng healthcare workers, neglect of self-protection, 

and an increased risk of infections. Unaddressedan 

result in depression, suicidal tendencies, and vari-

ous medical conditions (Shanafelt et al., 2010). 

 Burnout comprises three dimensions: Emo- 

tional Exhaustion (EE), Depersonalization (DP), 

and Low Personal Accomplishment (PA). Emoti-

onal exhaustion refers to excessive fatigue and de-

pletion of physical and mental energy due to work 

demands or heavy workloads. Depersonalization, 

also known as cynicism, involves negative respon-

ses to work, withdrawal from work, reduced en-

thusiasm, and decreased patient engagement. Low 

personal accomplishment reflects diminished feel-

ings of achievement, often stemming from decre-

ased productivity, self-perceived incompetence, 

and a sense of failure in work efforts (Maslach and 

Jackson, 1981). Burnout is a tangible phenomenon 

that can manifest in various ways. Effective stress 

management strategies can help prevent burnout 

and foster a more productive work environment 

(Dimitriu et al., 2020). 

 

Work Motivation 

 Motivation plays a crucial role in driving in-

dividuals to engage in activities aimed at achiev-

ing specific goals. It significantly influences the 

quality of work produced by individuals. Motiva-

tion can be defined as a factor that stimulates or 

supports human behavior, leading individuals to 

strive hard and attain optimal outcomes (Mangku-

negara, 2009). According to Hee et al. (2016), mo-
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tivation encompasses two dimensions: intrinsic 

and extrinsic motivation. Intrinsic motivation ari-

ses from internal factors and propels individuals to 

pursue personal and organizational goals based on 

their perception of a job or task as interesting, 

challenging, and enjoyable. On the other hand, ex-

trinsic motivation stems from external factors. It 

guides individuals to fulfill personal and organiza-

tional goals through instructions or coercion, dri-

ven by the expectation of receiving rewards in re-

turn. Extrinsic motivation can include monetary 

compensation, awards, benefits, bonuses, and fa-

vorable working conditions. 

 

Performance 

 According to Gibson (1997 in Pamungkas 

and Sridadi, 2020), performance is influenced by 

three factors: individual factors, psychological 

factors, and organizational factors. Individual fac-

tors encompass workload-related aspects such as 

abilities, skills, and work experience. Psychologi-

cal factors include elements such as perception, 

role, attitude, and motivation, with fatigue being a 

significant component. Organizational variables, 

such as leadership and work systems, also play a 

crucial role. Notably, the healthcare professionals, 

particularly nurses, are recognized for experienc-

ing elevated stress levels due to the fatigue associ-

ated with delivering the patient care (Odonkor and 

Frimpong, 2020). 

 

HYPOTHESIS DEVELOPMENT 

Workload and Nurse Performance 

 The workload is essential, and it is the main 

trigger of work stress and the main cause of mental 

health disorders (ILO, 2016). The factors that de-

termine the workload are organizational elements, 

cultural norms, excessive development of inform-

ation technology, and commitments outside work, 

such as family commitments (Kuschel, 2015). A 

study by Pamungkas and Sridadi (2020) on 40 low 

-care inpatient service nurses in X Hospital Sura-

baya showed that there was a significant negative 

effect between work overload and nurse perform-

ance directly or indirectly. Additionally, the resul-

ts of a study by Van Bogaert et al. (2013) showed 

a significant relation between workload and quali-

ty of care. 

H1 : Workload has a significant negative effect on 

the performance of nurses. 

Burnout and Nurse Performance 

 The causes of burnout that were already iden- 

tified are administrative work, being confronted 

with suffering, individual decision-making, relati-

onships with colleagues, relationships with patien-

ts, relationships with relatives of patients, and time 

pressure (Odonkor and Frimpong, 2020) Burnout 

can occur in all professions (de Hert, 2020). Ac-

cording to a study by Ruga et al. (2022) on 84 in-

patient service nurses in Bhakti Asih General Hos-

pital Tangerang show that there is a relationship 

between physical and mental workload on nurse 

performance. Similar findings were found in a stu-

dy by Pamungkas and Sridadi (2020), which con-

cluded that burnout had a significant impact on 

nurse performance. 

H2 : Burnout has a significant negative effect on 

the performance of nurses. 

 

Work Motivation and Nurse Performance 

 According to research by (Suharno and Des-

pinur, 2017) on the administrative staff of Jakarta 

State University, employee performance is positi-

vely impacted by work motivation. In addition, re-

search by Hastuti et al. (2021) in Mamuju District 

demonstrates the same results that work motiva-

tion has a positive and statistically significant ef-

fect on employee performance. 

H3 : Work motivation has a significant positive ef-

fect on the performance of nurses. 

H4 : Workload, burnout, and work motivation af-

fect the performance of nurses.  

 

METHOD 

 This quantitative study utilized an observa-

tional analytic approach employing a cross-sec-

tional method. The research was conducted in No-

vember 2022 at a specific public hospital in Ba-

tam. The study focused on registered nurses as 

participants and employed non-probability sampl-

ing with an accidental sampling technique. Inclu-

sion criteria required permanent nurses with a mi-

nimum work experience of six months. Data was 

collected using a questionnaire distributed to 120 

eligible nurses, resulting in 111 fully completed 

responses, representing a response rate of 92.5%. 

 The first section of the questionnaire gath-

ers respondents' demographic information, encom-

passing age, gender, marital status, recent educati-

on, and years of service. The second section of the 
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questionnaire is adapted from the NASA Task Lo-

ad Index (NASA-TLX) by (Hart and Staveland 

(1988) to assess workload data. This section com-

prises six questions, each corresponding to a dis-

tinct workload dimension: Mental Demand (MD), 

Physical Demand (PD), Temporal Demand (TD), 

Performance (OP), Effort (EF), and Frustration 

(FR). Each respondent was asked to rate each di-

mension on a scale ranging from 0 to 100. The 

third section adopted the Maslach Burnout Inven-

tory – Human Services Survey (MBI-HSS) to ob-

tain data on mental stress (Maslach and Jackson, 

1981). There are 22 items divided into three di-

mensions. There are nine items on Emotional Ex-

haustion (EE) dimension, five items on Deperson-

alization (DP) dimension, and eight items on the 

Personal Accomplishment (PA) dimension. Each 

respondent was asked to provide an assessment 

with a 7-point Likert scale (0-6) as follows: never 

(0), several times a year (1), less than or once a 

month (2), several times a month (3), once a week 

(4), several times a week (5), and every day (6).  

 Furthermore, the Multidimensional Work 

Motivation Scale (MWMS) is adopted in fourth 

parto assess work motivation (Gagné et al., 2015). 

There are a total of 19 items, and respondents were 

asked to provide an assessment with a 7-point Lik-

ert scale (1-7), namely: not for this reason (1), very 

little (2), a little (3), enough/moderate (4), strong 

(5), very strong (6), and really for this reason (7). 

The last section, designed to measure performan-

ce, is adapted from the Individual Work Perform-

ance Questionnaire (IWPQ) developed by Koop-

mans et al. (2014) and translated into Indonesian 

by Widyastuti and Hidayat (2018). It consists of 

18 items, which are categorized into three dimen-

sions: task performance, contextual performance, 

and counterproductive work behavior. Respond-

ents were asked to rate each item on a 5-point Lik-

ert scale ranging from 0 to 4, with the following 

options: rarely (0), occasionally (1), occasional (2), 

very often (3), and always (4). 

 

Validity and Reliability Test 

 The validity test is employed to assess the 

credibility and legitimacy of questionnaire questi-

ons. It involves comparing the Pearson correlation 

coefficient for each item with the critical value, 

denoted as rtable. The item is deemed valid if the 

computed correlation coefficient (rcount) is great-

er than the critical value (rtable). In this study, the 

validity test was conducted with a significance le-

vel (α) of 5%, and the rtable value was found to be 

0.1848. Consequently, an item is considered valid 

if r_i > 0.1848. 

 On the other hand, as per Ghozali (2018), 

the reliability test is employed to assess whether 

the research instrument, in this case, the question-

naire, can be consistently used multiple times or 

by the same respondent. The reliability is calcula-

ted using the Alpha-Cronbach formula. A reliable 

indicator is expected to have a correlated item-to-

tal correlation value of at least 0.60. Based on the 

results of the validity test of the correlation coeffi-

cient, it is determined that for each variable, rcount 

> rtable for all question items. The result showed 

that each question item was valid, and then the re-

liability test was performed.  

 

RESULTS 

Respondent Characteristics 

 This study involved 111 respondents, who 

were distributed across various work units within 

the hospital. Based on the questionnaire results, 

the respondents' profiles were analyzed and divid-

ed into different characteristics. As shown in Ta-

ble 1, most of the respondents were female (86.49 

%), while the remaining (13.51%) were male. Re-

garding age distribution, the highest percentage of 

respondents fell within the 30-50 age group (63.96 

%), and only 3.60% were aged above 50 years. Re-

garding educational qualifications, most respond-

ents held diplomas, making up 70.27% of the sam-

ple. Furthermore, a significant portion of the res-

pondents (65.77%) had work experience exceed-

ing five years. 

 The Classic Assumption Test serves the 

purpose of obtaining estimates and initial conditi-

ons to facilitate the conduction of linear regression 

tests. This test is performed in the early stages af-

ter data collection. The traditional assumption test 

comprises assessments for normality, multicollin-

earity, and heteroscedasticity. This study conduct-

ed the normality test to determine whether the resi-

dual data follows a normal distribution (Ghozali, 

2018). The Kolmogorov-Smirnov test was emplo-

yed for the normality test since the sample size ex-

ceeded 30. The conclusion from the Kolmogorov-

Smirnov normality test is derived by comparing 

the probability value (p-value) with the significan-
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ce level (α) set at 0.05. The Asymp. Sig. (2-tailed) 

value is greater than 0.05 (0.051) for the Kolmo-

gorov-Smirnov test, indicating that the normality 

assumption is met. 
 

Table 1. Characteristics of Respondents 
 

Data Demographic n % 

Gender 

       Male 15 13,51 

       Female 96 86,49 

Age 

       < 30 years old 36 32,44 

       30 – 50 years old 71 63,96 

       > 50 years old 4 3,60 

Educational Level 

       Diploma 78 70,27 

       Bachelor 28 25,23 

       Ners 5 4,50 

Working Period 

       < 1 year 17 15,31 

       1 – 5 years 21 18,92 

       > 5 years 73 65,77 

Source: Primary Data (2022) 

  

 The multicollinearity test is employed to 

examine whether a correlation exists between in-

dependent variables within a regression model 

(Ghozali, 2018). Multicollinearity is deemed to be 

present when such correlation occurs. The Varian-

ce Inflation Factor (VIF) and Tolerance values are 

used to assess the occurrence of multicollinearity. 

In a good regression model, the Tolerance value 

should be greater than 0.10, and the VIF should be 

less than 10. In the Multicollinearity test conduct-

ed in this study, the VIF values ranged from 1.002 

to 1.007, and the Tolerance values were between 

0.993 and 0.998, signifying the absence of multi-

collinearity symptoms. 

 On the other hand, the heteroscedasticity 

test aims to determine whether the residual obser-

vations of a regression model exhibit unequal vari-

ances (Ghozali, 2018). The Glejser test was utiliz-

ed for the heteroscedasticity test in this study. If 

the probability value (p-value) exceeds 0.05 or 5% 

(Sig. > 0.05), it indicates that the assumption of 

homoscedasticity is met, signifying the absence of 

heteroscedasticity symptoms. The Heteroscedasti-

city test using the Glejser method resulted in a Sig. 

Value greater than 0.05, indicating no evidence of 

heteroscedasticity. 

 

Multiple Linear Regression Analysis 

 Multiple linear regression analysis measu-

res the strength of the relationship between two or 

more variables and reveals the direction of the re-

lationship between independent and dependent va-

riables (Ghozali, 2018).  

 

Table 2. Multiple Linear Regression Analysis 

Result 

 

Variable 
Unstandardized 

Coefficients β 
Sig. 

(Constant) 38.789  

Workload - 0.031 0.036 

Burnout - 0.222 0.011 

Work Motivation 0.217 0.012 

Source: Processed Data (2022) 

 

 The regression analysis results reveal the 

following coefficients for the respective variables: 

Workload (X1): The regression coefficient for the 

workload is negative, indicating that for every 1-

point increase in workload while keeping other 

variables constant, performance is expected to de-

crease by 0.031, and vice versa. Burnout (X2): The 

regression coefficient for burnout is also negative, 

suggesting that for every 1-point increase in burn-

out while keeping other variables constant, perfor-

mance is projected to decrease by 0.222, and vice 

versa. Work motivation (X3): The regression co-

efficient for work motivation is positive, signify-

ing that for every 1-point increase in work motiva-

tion while keeping other variables constant, per-

formance is anticipated to increase by 0.217, and 

vice versa. 

 

Hypothesis Testing 

 The primary objective of hypothesis testing 

is to determine whether the independent variables 

have a partial or simultaneous effect on the depen-

dent variable (Ghozali, 2018). In this study, mul-

tiple linear regression analysis was employed to 

predict the degree of relationship between work-

load, burnout, and work motivation. 
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Table 3. Partial and Simultaneous Tests (t and F - Test) 

 

Variable  Result Sig. Description 

 t-test F-test   

Workload (X1) -2.127  0.036 Affected 

Burnout (X2) -2.578  0.011 Affected 

Work Motivation (X3) 2.559  0.012 Affected 

X1, X2, X3 on Nurse Performance (Y)  5.789 0.001 Affected 

Source: Primary Data (2022) 

 

 The hypothesis test results are divided into 

two categories: simultaneous tests using the F-test 

and partial tests using the t-test. Simultaneous tests 

were conducted to ascertain the combined effect 

of multiple independent variables on a single de-

pendent variable. The criteria for determining sig-

nificance are if the p-value is less than 0.05 or 

Fcount is greater than Ftable. For a sample size of 

111, three independent variables, and a signifi-

cance level of 5%, the Ftable value is 2.688. 

 On the other hand, the partial tests were con- 

ducted to assess the individual effect of each inde-

pendent variable on the dependent variable. It was 

done using the t-test statistic by comparing the p-

value with a significance level (α) of 0.05 and 

comparing the tcount with the ttable. If the p-value 

is less than 0.05 or if the tcount is positive and 

greater than ttable, or if it is negative and less than 

-ttable, then the independent variable has a partial 

effect on the dependent variable. For a sample size 

of 111, three independent variables, and a signifi-

cance level of 5%, the ttable value is 1.982. The 

results of both partial and simultaneous tests (t and 

F tests) are presented in Table 3. 

 

DISCUSSION  

 The present study explored the relationship 

between workload, burnout, work motivation, and 

nurse performance at a public hospital in Batam. 

Our statistical analysis revealed significant find-

ings for each independent variable, shedding light 

on their impact on nurse performance. 

 

Workload and Nurse Performance 

 Our results demonstrated a significant neg-

ative effect of workload on the nurse performance. 

These findings are consistent with previous rese-

arch conducted by Silaban et al. (2021) and Yosia-

na et al. (2020), highlighting the adverse impact of 

excessive workload on nurse performance. Based 

on the results of the study by Andiani and Jaya-

nagara (2022), it can be concluded that Workload 

has a negative and significant effect on medical 

performance, while Work Stress has a negative 

impact but is not significant. Furthermore, the stu-

dy found that high workload and work stress are 

experienced by medical personnel, leading to dif-

ficulties in completing tasks and feelings of fati-

gue, depression, and confusion. On the other hand, 

the research by Pourteimour et al. (2021) found no 

significant correlation between mental workload 

and job performance among nurses in COVID-19 

care units during the pandemic. However the study 

by Susiarty et al. (2019) also found that workload 

has a positive and significant impact on nurses' job 

stress, while job stress has a negative and signifi-

cant effect on the performance of nurses. The job 

stress experienced by nurses can reduce their per-

formance.  

 As workload increases, nurses may experi-

ence heightened stress and fatigue, ultimately im-

pacting their efficiency and effectiveness in pati-

ent care (Pamungkas and Sridadi, 2020). Hospitals 

should implement evidence-based staffing and 

scheduling practices to address this issue to ensure 

adequate rest and recovery time for nurses betwe-

en shifts. Additionally, workload distribution sho-

uld consider the individual nurse capabilities and 

experience to ensure a balanced and manageable 

workload for all nurses. 

 

Burnout and Nurse Performance 

 Our study found a significant negative effe-

ct of burnout on nurse performance. It aligns with 

the conclusions of Lim et al. (2022) and An et al. 

(2020), who also observed a direct negative rela-
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tionship between burnout and nurse performance. 

Bernales-Turpo et al. (2022) also found that work 

engagement mediates the relationship between job 

burnout, professional self-efficacy, life satisfac-

tion, and job performance in healthcare workers. 

One in three U.S. nurses had symptoms of the bur-

nout, and burnout doubled the odds of low work 

performance (Dyrbye et al., 2019). Burnout enco-

mpasses symptoms such as emotional exhaustion, 

depersonalization, and reduced personal achieve-

ment, which can substantially impact nurse perfor-

mance (Ruga et al., 2022; Gong et al., 2019). To 

mitigate burnout, hospitals must prioritize creating 

a supportive and harmonious work environment 

that addresses the well-being of nurses. Implem-

enting programs that provide emotional support, 

resilience training, and stress management techni-

ques can help nurses cope with the challenges of 

their profession and improve their performance. 

 

Work Motivation and Nurse Performance 

 Our study revealed a significant positive ef-

fect of work motivation on the nurse performance. 

This finding aligns with research conducted by Pa-

rashakti et al. (2020) and Deressa and Zeru (2019), 

emphasizing the importance of motivated nurses 

in achieving higher dedication and productivity. 

Work motivation is a significant factor affecting 

nurse performance in hospitals (Gunawan et al., 

2019; Stefan et al., 2020; Adriyanti et al., 2022). 

Hospitals can foster work motivation among nur-

ses by recognizing their efforts, offering opportu-

nities for skill development and career advance-

ment, and cultivating a culture of teamwork and 

collaboration. Empowering nurses with autonomy 

and decision-making authority can also enhance 

their motivation and job satisfaction, ultimately le-

ading to improved performance. Work motivation 

can be increased by giving rewards. 

 

Workload, Burnout, and Work Motivation on 

Nurse Performance 

 The F-test analysis revealed that workload, 

burnout, and work motivation significantly influ-

ence nurse performance, supporting our fourth hy-

pothesis (H4). It emphasizes the interconnected-

ness of these variables in determining nurse per-

formance. As such, hospitals must recognize the 

interplay of workload, burnout, and work motiva-

tion and implement comprehensive strategies to 

optimize nurse performance. Addressing these fac-

tors can lead to improved healthcare service qual-

ity and overall nurse well-being. 

 

IMPLICATIONS 

 Based on the results of this research, hospi-

tal management should make a performance anal-

ysis of health workers because there are many pu-

blic complaints about the services in the hospital. 

In addition, to improve the quality of hospital ser-

vices, it is necessary to conduct some training and 

update knowledge for all health workers, especial-

ly nurses who treat patients directly. For structural 

nurses, it is better to attend workshops and semi-

nars to develop knowledge and managerial strate-

gies. Periodic audits also need to be carried out re-

garding the completeness of medical record fill-

ing, the completeness of the emergency equipment 

and medicines in each unit, and the management 

of emergency patients. 

 The workload, burnout, and work motivati-

on also need attention. Nurses should do their job 

in accordance with their main duties and functions 

to prevent work overload. The urnout can be over-

come by creating an atmosphere or work environ-

ment that is comfortable and harmonious. Mean-

while, work motivation can be increased with re-

wards. The authors hope this research can be use-

ful to help management improve nurse performan-

ce to get better service quality and patient satisfac-

tion. 

 

RECOMMENDATIONS 

 Future researchers are expected to be able 

to use more variables and hope to use more speci-

fic samples in order to reduce the confounding fac-

tors and also adopt qualitative studies needed to 

explain further the factors of nurse performance. 

The weaknesses of this study are the respondents 

are not evenly distributed. The respondents were 

from several work units, but each unit had a dif-

ferent number of respondents and different tasks. 

In addition, due to the large number of question-

naire items that needed to be filled out and the li-

mited time, some respondents did not fill out the 

questionnaire's entirety. 

 

CONCLUSIONS 

 The workload, burnout, and work motiva-

tion partially and simultaneously affect nurse per-
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formance. Workload and burnout had a negative 

and significant effect on nurse performance, while 

work motivation had a positive and significant im-

pact on nurse performance. Nurses should carry 

out their duties according to the job desk and not 

be burdened by non-nursing tasks to avoid an ex-

cessive workload. Creating a comfortable and har-

monious atmosphere or work environment can de-

crease burnout. In the meantime, rewards can be 

used to improve work motivation. This research 

can provide scientific evidence regarding the fac-

tors that can affect the performance of nurses, the-

reby enhancing the quality of health services. 
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