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Abstract 

Background. Nursing services in hospitals are a critical component, requiring reliable nurses with strong 
motivation to perform their duties, which include providing nursing care. The success of nursing services 
is largely determined by the performance of the nurses. Therefore, evaluating nurse performance is 
essential and should always be carried out through a standardized system to ensure more objective 
results and evaluations. Objective. This study aims to identify the factors influencing nurse performance 
at RSUD H. Padjonga Dg. Ngalle in Takalar Regency. Method. This is a quantitative research study 
with a cross-sectional approach. The sample consists of 149 professional nurses. Data were collected 
using questionnaires and analyzed using chi-square and logistic regression tests. Result. The study 
results indicate that workload affects nurse performance with a p-value of 0.000 < 0.05, shift work affects 
nurse performance with a p-value of 0.005 < 0.05, interpersonal relationships do not affect nurse 
performance with a p-value of 0.607 > 0.05, organizational culture does not affect nurse performance 
with a p-value of 0.229 > 0.05, and dual roles affect nurse performance with a p-value of 0.000 < 0.05. 
Multivariate analysis indicates that the primary factor affecting nurse performance is workload. 
Recommendation. Hospitals are encouraged to ensure that all nurses maintain a balanced workload to 
sustain nurse productivity. 

Keywords: Performance, Nurses, Workload, Shift, Interpersonal Relationships, Organizational Culture, 
Dual Roles, Hospital. 

 
INTRODUCTION 

Health services play a crucial role in our society, particularly those provided by 
hospitals. The quality of hospital services is defined by the level of excellence in 
meeting the needs of the community as patients. These services must be delivered 
safely and satisfactorily, adhering to norms, ethics, laws, and social culture, while 
utilizing resources reasonably, effectively, and efficiently. 

Nurses comprise the largest segment of the healthcare workforce, and their 
performance significantly impacts the productivity of health services. The number of 
nurses is nearly four times greater than the total number of doctors and surpassesses 
all other health professions. Therefore, optimizing nurse performance is essential for 
hospital efficiency and achieving better patient health outcomes. 

Based on data from the Medical Records of H. Padjonga Dg. Ngalle Regional General 
Hospital, there has been a year-to-year increase in the number of patients. In 2021, 
there were 62,363 patients, which rose to 82,316 in 2022. Patient visits continued to 
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increase, reaching 85,799 by November 2023. Meanwhile, according to interviews 
with staff from the Department of Medical Services at the hospital, the number of 
nurses in 2023 remained nearly the same as the previous year, at 243. The rising 
number of patients, combined with the static number of nurses, has led to an excessive 
workload for the staff at H. Padjonga Dg. Ngalle Regional General Hospital. 

Nurse performance can be assessed through performance evaluations conducted by 
the hospital. The evaluations at H. Padjonga Dg. Ngalle Regional General Hospital 
from January to March 2024 showed that 79% of nurses performed within standard 
expectations, while 18% of nursing care fell below these standards. Based on 
interviews and observations, several issues were identified related to nurse 
performance in both inpatient and outpatient departments at H. Padjonga Dg. Ngalle 
Regional General Hospital. These issues contribute to the suboptimal performance of 
nurses in providing nursing care. 

Addressing the persistent challenge of healthcare staff’s work performance remains 
crucial in hospital management. Healthcare services are expected to deliver high-
quality nursing care, particularly as health needs become increasingly complex. Given 
these challenges, the researcher aims to investigate the factors influencing nurse 
performance at H. Padjonga Dg. Ngalle Regional General Hospital in Takalar 
Regency. 
 
METHOD 

This study is a quantitative research using a Cross-Sectional Study. The sample 
consists of 149 nurses at H. Padjonga Dg. Ngalle Regional General Hospital in Takalar 
Regency, selected using Proportionate Stratified Random Sampling method. Data 
collection was conducted using a questionnaire. Data processing was performed using 
SPSS software, with univariate and bivariate analyses using chi-square test and 
multivariate analysis using Multiple Logistic Regression. This study has obtained 
ethical approval with reference number: 1212/UN4.14.1/TP.01.02/2024. 
 
RESULT 

The characteristics of the respondents, including gender, age, and marital status, are 
presented in the following table. 

Table 1: Frequency Distribution of Respondent Characteristics at H. Padjonga 
Dg. Ngalle Regional General Hospital in Takalar Regency in 2024 

Characteristics Frequency (n=149) Percent (%) 

Gender 
Female 
Male 

 
132 
17 

 
88.6 
11.4 

Age 
22-35 Year 
36-60 Year 

 
73 
76 

 
49.0 
51.0 

Marital Status 
Unmarried 
Married 

 
34 

115 

 
22.8 
77.2 

Total 149 100.0 

Source: Primary Data 2024 
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Table 1 shows that the majority of respondents are female, with 132 nurses (88.6%). 
The largest age group is 36-60 years old, comprising 76 nurses (51.0%). In terms of 
marital status, the majority are married, with 115 nurses (77.2%) 

Table 2: Distribution of Respondents Based on the Variables Studied at RSUD 
H. Padjonga Dg. Ngalle Regional General Hospital in Takalar In 2024 

Variable Frequency (n=94) Percent (%) 

Workload    

Light  95 63.8 

Heavy  54 36.2 

Shift Work   

Rotating shift system  77 51.7 

Non- rotating shift system 72 48.3 

Interpersonal Relationship   

Good  148 99.3 

Poor 1 0.7 

Organizational Culture   

Good  145 97.3 

Poor  4 2.7 

Dual Roles    

High  44 29.5 

Low  105 70.5 

Nurses Performance   

Good   118 79.2 

Poor  31 20.8 

Total 149 100 

Source: Primary Data 2024 

Table 2 indicates that most nurses have a light workload (63.8%), work under a 
rotating shift system (51.7%), have good interpersonal relationships (99.3%), maintain 
a high organizational culture (97.3%), and have low dual roles (70.5%). The 
completeness of nursing care data based on documentation exhibits a good 
performance category (79.2%). 

Table 3: Bivariate Analysis of Influencing Variables on Nurses Performance at 
Regional General Hospital in Takalar In 2024 

Variable 
(Workload, Shift Work, Interpersonal 

Relationships, Organizational Culture, 
Dual Roles) 

Nurses Performance 
Total 

P-
Value 

Good Poor 

N % n % N % 

Light 
Heavy 

93 97.9 2 2.1 95 100 
0.000 

25 46.3 29 53.7 54 100 

Rotating shift system  
Non-rotating shift system 

54 70.1 23 29.9 77 100 
0.005 

64 88.9 8 11.1 72 100 

Good 
Poor 

117 79.1 30 20.9 148 100 
0.607 

1 100.0 0 0 1 100 

Good 
Poor 

114 78.6 31 21.4 145 100 
0.299 

4 100.0 0 0 4 100 

High 
Low 

18 40.9 26 59.1 44 100 
0.000 

100 95.2 5 4.8 105 100 

Source: Primary Data 2024 
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Table 3 shows that the results of the bivariate statistical test indicate that the workload 
variable has a p-value of 0.000 ˂ 0.05, the shift work variable has a p-value of 0.005 
˃ 0.05, the interpersonal relationship variable has a p-value of 0.607 > 0.05, the 
organizational culture variable has a p-value of 0.299 > 0.05, and the dual role variable 
has a p-value of 0.000 ˂ 0.05. These results indicate that workload, shift work, and 
dual roles have an impact on nurse performance at H. Padjonga Dg. Ngalle Regional 
General Hospital in Takalar Regency, while interpersonal relationships and 
organizational culture do not. 

Table 4: Binary Logistic Regression Analysis of Influencing Variables on 
Nurses Performance at Regional General Hospital in Takalar In 2024 

Variable B S.E Wald Df Sig. Exp (β) 

Workload 
Shift Work 
Dual Roles 

4.913 
2.463 
-2.859 

1.302 
1.228 
.676 

14.234 
4.021 
17.874 

1 
1 
1 

.000 

.045 

.000 

136.039 
11.741 
.057 

Source: Primary Data 2024 

Table 4 demonstrates that the workload variable has the greatest impact on nurse 
performance, as indicated by the exp β value of the workload being higher than the 
other variables, such as shift work and dual roles. 
 
DISCUSSION 

1. The Influence of Workload on Nurse Performance 

According to Koesomowidjojo, workload refers to the tasks or responsibilities assigned 
to all available human resources to be completed within the designated time4. The 
effect of workload on nurse performance is considerably important in healthcare 
management. Workload can significantly impact nurse performance, both directly and 
indirectly5. 

The results of this study indicate a significant influence of workload on nurse 
performance at H. Padjonga Dg. Ngalle Regional General Hospital. This is evidenced 
by a p-value of 0.000, which is less than 0.05, indicating rejection of the null hypothesis 
(Ho). The impact of workload on nurse performance shows that 118 nurses (79.2%) 
demonstrated good performance, with 93 individuals (97.9%) experiencing a light 
workload and 25 nurses (46.3%) experiencing a heavy workload. Meanwhile, 31 
nurses (20.8%) exhibited poor performance, with 2 nurses (2.1%) experiencing  a light 
workload and 29 nurses (53.7%) experiencing a heavy workload. 

This study proves that an excessive workload can negatively impact nurse 
performance. The lighter the workload, the better the performance, and vice versa. 
Nurses with heavy workloads who still maintain good performance exhibit positive 
attitudes and high dedication to their job, helping them remain productive and provide 
quality care to patients. Torkaman's research shows that to have efficient human 
resources in the health sector, highly professional nurses can enhance performance 
and the quality of care provided6. 

This finding is consistent with Kristanti's research, which states that workload 
negatively affects performance: the higher the workload, the lower the performance. 
Workloads that do not match the employees' capabilities can potentially decrease their 
performance, and vice versa7. 
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2. The Influence of Shift Work on Nurse Performance 

Shift scheduling is a system implemented by hospital management that allows nurses 
to alternate between different time periods after a certain interval, rotating between 
different groups within the same department8. H. Padjonga Dg. Ngalle Regional 
General Hospital has three shift schedules: morning, afternoon, and night shifts. The 
results of this study indicate a significant influence of shift work on nurse performance 
at H. Padjonga Dg. Ngalle Regional General Hospital in Takalar Regency. This is 
supported by a p-value of 0.005, which is less than 0.05, indicating rejection of the null 
hypothesis (Ho). The impact of shift work on nurse performance shows that 118 nurses 
(79.2%) exhibited good performance, with 54 nurses (70.1%) working in a rotating shift 
system and 64 nurses (88.9%) working in a non-rotating shift system. Meanwhile, 31 
nurses (20.8%) showed poor performance, with 23 nurses (29.9%) working in a 
rotating shift system and 8 nurses (11.1%) working in a non-rotating shift system. 

The study also indicates that nurses working in rotating shifts have poorer 
performance compared to those on fixed schedules. Shift work significantly affects 
performance by influencing their ability to carry out duties and has long-term impacts 
on their health and well-being. Despite various negative effects of shift work, sleep 
disturbances can particularly influence workers' physical and mental health, 
contributing to fatigue, cognitive performance, and overall quality of life9. At H. 
Padjonga Dg. Ngalle Regional General Hospital, night shifts typically last for 12 hours, 
whereas the optimal daily work duration for most individuals is generally 6-10 hours10. 

These findings align with the findings of Arini's research, which showed that the 
variable of shift work affects nurse performance at Moslem Baby Day Care in Timoho, 
Yogyakarta, with a significance value of 0.010 < 0.05. This indicates that shift work 
plays a role in determining nurse performance 11. However, these findings differ from 
those of Syahrizal, which stated that shift work does not affect performance at PT 
Matahari Department Store Tbk in Bengkulu. It suggests that poorly managed and 
unfair shift work conditions perceived by an individual or group of employees do not 
enhance employee performance12. The results of this study highlight the importance 
of adjusting work demands and minimizing extended work durations to mitigate the 
impacts of rotating shift work, particularly sleep disturbances among night shift 
workers13. 

3. The Influence of Interpersonal Relationships on Nurse Performance 

Interpersonal relationships refer to relationships involving two or more individuals who 
are mutually dependent and use consistent interaction patterns. Several causes of 
interpersonal conflicts in healthcare facilities include differing views on task 
completion, dissatisfaction with service delivery, communication misunderstandings, 
and others15. The results of this study indicate that there is no significant influence of 
interpersonal relationships on nurse performance at H. Padjonga Dg. Ngalle Regional 
General Hospital in Takalar Regency. This is evidenced by a p-value of 0.607 > 0.05, 
indicating acceptance of the null hypothesis (Ho). The findings regarding the influence 
of interpersonal relationships on nurse performance show that 118 nurses (79.2%) 
demonstrate good performance, with 117 (79.1%) having good interpersonal 
relationships and 1 nurse (100.0%) having poor interpersonal relationships. 
Meanwhile, 31 nurses (20.8%) exhibit poor performance, with 31 (20.9%) having good 
interpersonal relationships and no respondents showing poor performance associated 
with poor interpersonal relationships. 
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The analysis of respondent answers indicates that while most nurses have good 
interpersonal relationships, there are still some nurses who show disagreement 
regarding the statement that nurses have good relationships with their superiors. The 
condition of interpersonal relationships among nurses at H. Padjonga Dg. Ngalle 
Regional General Hospital shows a tendency towards lack of openness in 
communication among colleagues and a lack of initiative in providing feedback during 
discussion forums (meetings) to evaluate work outcomes. The role of a head nurse is 
crucial in maintaining relationships between the administrative institution and nurses 
and ensuring efficient patient care activities in each ward by making sure that team 
members fulfill their duties16. 

This study aligns with Febriana's research, which found a chi-square test result with a 
p-value of 0.783, indicating acceptance of the null hypothesis (Ho). This suggests that 
there is no significant relationship between interpersonal relationships and nurse 
performance in Royal Prima Hospital, Medan, in 2019. Factors such as 
professionalism, strong work structure and procedures, and effective performance 
supervision and evaluation play a vital role in ensuring nurses can provide high-quality 
care to patients, regardless of the dynamics of interpersonal relationships in the 
workplace. Unlike Rahmanita's study, the correlation test results showed a p-value of 
0.003, which is less than 0.05, indicating a significant relationship between 
interpersonal relationships and nurse performance17. This finding is also supported by 
Shin & Lee's research, which states that interpersonal relationships and teamwork 
among nurses are determinants of a healthy work environment quality18. 

Although interpersonal relationships may not always be the sole determinant of 
performance, this variable still plays a crucial role in creating a healthy and efficient 
work environment. Therefore, maintaining positive interpersonal relationships remains 
an essential aspect of nursing workforce management. 

4. The Influence of Organizational Culture on Nurse Performance 

Organizational culture encompasses a set of values, beliefs, norms, and practices that 
shape how members of an organization interact and work. Dimensions that support 
the creation of organizational culture include communication, training and 
development, rewards, decision-making, risk-taking, cooperation, and management 
practices. Over time, these dimensions have shifted to include key factors such as 
innovation and risk-taking, team orientation, and aggressiveness19. 

This study shows that there is no significant influence of organizational culture on 
nurse performance at H. Padjonga Dg. Ngalle Regional General Hospital in Takalar 
Regency. This is indicated by a p-value of 0.299, which is greater than 0.05, meaning 
the null hypothesis (Ho) is accepted. The results show that 118 nurses (79.2%) have 
good performance, of which 114 (78.6%) are associated with a good organizational 
culture, and 4 nurses (100.0%) are associated with a poor organizational culture. 
Meanwhile, 31 nurses (20.8%) have poor performance, with 31 (21.4%) associated 
with a good organizational culture, and none associated with a poor organizational 
culture. The analysis of respondent answers in the researcher's study indicates that 
nurses at H. Padjonga Dg. Ngalle Regional General Hospital in Takalar Regency 
exhibit high agreement in terms of precision in performing their tasks. Nurses who are 
meticulous pay attention to every small aspect of patient care to ensure high-quality 
service and patient safety. This attention to detail helps nurses minimize risks20. The 
study results also show that nurses with a poor organizational culture  indicate lack of 
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initiative in carrying out their duties and responsibilities. Based on the observations, 
some nurses demonstrate low initiative in their tasks. Despite nurses being healthcare 
professionals who are constantly with patients and their families 24/7, providing 
service should inherently involve high initiative21. This study contrasts with Yundelfa's 
research, which found a significant relationship between organizational culture and 
inpatient nurse performance at Ibnu Sina Islamic Hospital in Bukittinggi, with a p-value 
of 0.01 < 0.0522. In the context of hospitals and healthcare services, organizational 
culture significantly influences nurse performance, job satisfaction, quality of patient 
care, and employee well-being22. 

Most studies indicate that a positive organizational culture contributes to better 
performance. This aligns with Bisma et al.'s research, which found a significant 
relationship between organizational culture and nurse performance23. Hospitals are 
encouraged to focus on their organizational culture, emphasizing attention to detail, 
innovation, and direction towards optimal outcomes, which can enhance employee 
performance. However, the results of this study differ from those conducted at RSUD 
H. Padjonga Dg. Ngalle, which found no significant impact of organizational culture on 
nurse performance. Although most literature states that organizational culture 
significantly influences performance, there is room to argue that other factors may be 
more dominant or that the influence of organizational culture varies depending on 
specific contexts. 

5. The Influence of Dual Roles on Nurse Performance 

Dual roles refer to the condition where an individual must balance workplace 
responsibilities with household responsibilities or other roles in their personal life24. 
This study shows a significant impact of dual roles on nurse performance at H. 
Padjonga Dg. Ngalle Regional General Hospital in Takalar Regency. This is indicated 
by a p-value of 0.000 ˂ 0.05, meaning the null hypothesis (Ho) is rejected. The results 
indicate that 118 nurses (79.2%) have good performance, with 18 nurses (40.9%) 
having high dual roles and 100 nurses (95.2%) having low dual roles. Meanwhile, 31 
nurses (20.8%) exhibit poor performance, with 26 nurses (59.1%) having high dual 
roles and 5 nurses (4.8%) having low dual roles. Thus, it can be concluded that dual 
roles negatively affect nurse performance, with nurses managing dual roles performing 
worse compared to those without dual roles. 

This finding aligns with research results from Hanafiah Hospital in Batusangkar, which 
showed that dual role conflicts significantly affect the performance of female nurses24. 
This is evident from the obtained t-value of 3.264 and a significance value of 0.001 > 
0.005, with a coefficient of 0.301, indicating that the higher the dual role conflict, the 
lower the performance of female nurses at Hanafiah Hospital. The demands of multiple 
roles can lead to high stress, fatigue, and burnout if not managed well. 

Based on the distribution of respondents' answers, the majority agreed on the aspect 
of Behavior-based Conflict. Families expect holidays to be spent together, but most 
respondents also work in a rotating shift system that requires them to work on holidays. 
As previously explained, one factor influencing work-family conflict is time pressure. 
This factor can make it difficult to balance work and family life due to the shift work25. 
This situation does not meet family expectations, making it harder for nurses to 
maintain a balance between their professional and personal lives26. This finding 
contrasts with Astuti's research, which showed a statistical test result of 0.881 
(0.881>0.05), indicating no significant relationship27. Dual roles have a complex impact 
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on nurse performance17. With effective time management, social support, a focus on 
personal well-being, and proper training, nurses can better manage their dual roles, 
maintaining high performance and quality care. 
 
CONCLUSION 

1.  There is an influence of workload on nurse performance at H. Padjonga Dg. Ngalle 
Regional General Hospital in Takalar Regency. 

2.  There is an influence of shift work on nurse performance at H. Padjonga Dg. Ngalle 
Regional General Hospital in Takalar Regency. 

3.  There is no influence of interpersonal relationships on nurse performance at H. 
Padjonga Dg. Ngalle Regional General Hospital in Takalar Regency. 

4.  There is no influence of organizational culture on nurse performance at H. 
Padjonga Dg. Ngalle Regional General Hospital in Takalar Regency. 

5.  There is an influence of dual roles on nurse performance at H. Padjonga Dg. 
Ngalle Regional General Hospital in Takalar Regency. 

6.  Workload is the most influential variable on nurse performance at H. Padjonga Dg. 
Ngalle Regional General Hospital in Takalar Regency. 
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