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ABSTRACT 

This study intends to examine the effect of workload and remuneration on performance with job 

satisfaction as a mediating variable at the Meuraxa Hospital in the city of Banda Aceh. The 

population was nurses at Meuraxa Hospital, totaling 323 people. Sampling in this study was carried 

out using the Slovin formula so that a total sample of 179 nurses was obtained. Data were collected 

using a questionnaire and analyzed using the Structural Equation Modeling (SEM) method. The 

results of the study prove that workload significantly affects nurse performance, remuneration 

significantly affects nurse performance, remuneration significantly affects nurse satisfaction, 

workload significantly affects nurse satisfaction, satisfaction significantly affects nurse 

performance, satisfaction mediates the effect of workload on nurse performance, and satisfaction 

mediates the effect of remuneration on Nurse performance. From these results, it is also explained 

that satisfaction in the model functions as a partial mediator. So these results summarize 

academically that the model for improving the performance of nurses is a function of workload 

and remuneration and satisfaction, whereby increasing the adjustment of workload and 

remuneration will create an increase in the satisfaction of nurses, which in turn will have an impact 

on increasing their performance. Academically this model contributes to science and serves as a 

new premise so that further researchers can develop this tested model by adding variables such as 

nurse leadership and also nursing culture in the hospital. 
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1. INTRODUCTION 

Meuraxa Hospital located in Banda Aceh City is one of the hospitals owned by the Banda 

Aceh City Government which has made several changes. In 2015, Meuraxa Hospital implemented 

Islamic health services and developed a hospital management information system (SIM-RS) in 

order to improve its services to the community. In 2020 Meuraxa Hospital has a total of 739 

employees, both medical and non-medical. Of the 739 employees, the number of medical 

personnel who proceed as PNS doctors is 55 people, 56 non-civil servants doctors, nurses with 

civil servant status as many as 91 people, and nurses with non-PNS status as many as 302 people. 

Of the total medical resources owned by Meuraxa Hospital, more than 50% of them are non-civil 

servants. This will certainly greatly affect its performance as a public service institution. 

Nurses have a very important role in efforts to improve performance and achieve 

organizational goals from Meuraxa Hospital. Nurses in hospitals are an important factor in 

maximizing hospital performance. In carrying out their daily activities, every nurse is always 
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required to remain professional in providing services to patients. In addition to being required to 

always display good performance, every nurse is also required to always have excellent manners 

in providing services to patients. Every nurse is required to have skills in treating patients. 

However, it is still often found that there are nurses who do not respect their professional attitude 

in carrying out their daily tasks. This is known from the fact that there are still some patients who 

have complaints about the attitude and procedures for the services they receive from nurses in the 

Meuraxa Hospital that are still unsatisfactory, especially during this COVID-19 pandemic. Many 

patients complain that the nurses are less than optimal in providing services. This is because of the 

fear of all medical personnel contracting the pandemic virus to them. 

Apart from the factors mentioned above, several other factors affect the performance of 

nurses at the Meuraxa Aceh Hospital as revealed by (Perera, Khatibi, Navaratna, & Karuthan, 

2014) namely by education, motivation, work discipline, income level, and job satisfaction. Job 

satisfaction must be owned by every nurse, it is necessary for nurses to feel comfortable and not 

pressured in serving patients. Job satisfaction can also be generated from several things, one of the 

reasons that can lead to job satisfaction for nurses is a love for their work, so loving the work we 

are doing will get a certain satisfaction that cannot be explained in words because it can only be 

felt. Moreover, the work currently being done is a hobby of the nurse, because there is a sentence 

from a wise person: "doing a hobby is fun and the most fun time is when a hobby can make money". 

It can be said that the job satisfaction of nurses at the Meuraxa Hospital is good. 

One of the factors that affect the performance of nurses and nurse job satisfaction is the 

workload factor. Based on the results of communication with nurses at the Meuraxa Hospital, they 

have working hours per shift and are divided into 3 shifts, starting at 08:00 am - 2:00 pm, then 

2:00 pm - 8:00 pm, and at 8:00 pm to 08:00 am the next day. The shift schedule that is a little 

inconvenient for the nurses is during the last shift, which is 8:00 pm – 08:00 am. Because nurses 

have to stay up all night to look after patients who are being treated and of course their workload 

increases. Therefore nurses must have a good adaptation process in every situation in the 

workplace such as a good analytical process to complete their duties optimally. With a surge in 

patients such as the Covid-19 pandemic, the workload of nurses has also increased, starting from 

the increased working hours in caring for patients, then also the mental burden of fatigue and also 

the psychological burden of fear of transmitting diseases to them.  

Another factor that has an influence on job satisfaction and has an impact on the performance 

of nurses is remuneration. Many experts reveal that remuneration has an important role in 

influencing job satisfaction. (Veithzal Rivai & Sagala, 2014) explains that a person can act inclined 

because of the expectation of the results to be obtained. Giving remuneration for every effort will 

also increase job satisfaction in nurses, especially in recent months there has been financial 

assistance from the Health Office specifically for nurses who treat Covid-19 patients, in other 

words, remuneration is considered important. 

 

2. LITERATURE STUDY 

Employee Performance 

(Engko, 2008) states individual performance as individual work performance which is 

regulated based on standards or criteria set by an organization. Meanwhile (Veizal Rivai & Mukti, 

2018) Disclosing performance is a real behavior that is displayed by everyone as work performance 

produced by employees following their role in the company. according to (Perera et al., 2014), 
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Performance is the result of work achieved by a person in carrying out his duties on skills, efforts, 

and opportunities.  

Many factors or variables affect the performance of employees or employees in an 

organization. As stated by. according to (Mathis & Jackson, 2019), factors that affect performance 

are ability, motivation, support received, the existence of the work done, and the relationship with 

the organization. according to (Robbins & Judge, 2017) Employee performance can be measured 

using indicators, namely Quality, Quantity, Punctuality, Effectiveness, Independence, and Work 

Commitment. Meanwhile (Wibowo, 2016) mentions that performance measurement can be done 

using indicators of productivity, timeliness, cycle time, resource utilization, and benefits. In this 

study, in measuring performance using indicators as expressed by the two experts. 

 

Job satisfaction 

Job satisfaction is an employee's evaluation of feelings of pleasure or displeasure, satisfied 

or dissatisfied in carrying out work (Veithzal Rivai & Sagala, 2014). According to (Liu & Lo, 

2018) Job satisfaction is an emotional attitude that is pleasant and loves his job. (Kreitner & 

Kinicki, 2013) express job satisfaction, namely effectiveness or emotional response to various 

aspects of work. 

According to (Robbins & Judge, 2012) 21 factors determine job satisfaction, namely 1) 

autonomy and freedom, 2) career benefits, 3) opportunities for advancement, 4) career 

development opportunities, 5) compensation, 6) communication between nurses and management, 

7) work contribution to organizational goals. , 8) feeling of security in the work environment, 9) 

flexibility to balance life and work issues, 10) job security, 11) job-specific training, 12) 

management recognition of performance, 13) meaning of work, 14) networking, 15) opportunities 

for use of skills or expertise, 16) organizational commitment to development, 17) overall corporate 

culture, 18) nurse-to-person relationships, 19) relationships with direct supervisors, 20) the work 

itself, and 21) job diversity. 

 

Workload 

The workload is a comparison of the ability of nurses with job demands (Zaki & Marzolina, 

2016). Workload analysis is a number of activities using job analysis techniques, workload 

analysis techniques, or other management techniques within a certain period to obtain information 

about the work efficiency of an organizational unit (Cain, 2007);(Zhang et al., 2019). In this study, 

the measurement of workload uses indicators adopted from (Tarwaka, 2019) and the Decree of the 

Minister of Administrative Reform No: KEP/75/M.PAN/7/2004 namely effective working hours, 

educational background, type of work given, working time, body invoice. 

 

Remuneration 

(Ardana, Mujiati, & Utama, 2012) states that remuneration is all remuneration in the form 

of money, goods, or pleasure provided by the company to employees for the performance 

contributed to the company. According to (Pora, 2011) remuneration is all income in the form of 

money, goods directly or indirectly received by nurses in return for services provided to the 

company. According to (Subekhi & Jauhar, 2012) remuneration is any form of award given to 

nurses in return for their contributions to the organization. 

(Veithzal Rivai & Sagala, 2014) explains that remuneration is a substitute for services 
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received by nurses at the company. Opinion of (Dessler, 2003) regarding remuneration, it is in the 

form of payment or compensation for work from the company. Remuneration indicators refer to 

theory (Veithzal Rivai & Sagala, 2014) are : 1) salary, 2) incentives, 3) insurances. Whereas (Pora, 

2011) mentions remuneration measurement includes salary, incentives, benefits, bonuses, and 

allowances. 

  

Conceptual Framework 

The conceptual framework of this research can be described as follows : 

 
Figure 1. Conceptual Framework 

 

H1: workload affects nurse job satisfaction 

H2: work remuneration affects job satisfaction 

H3: workload affects the nurse performance 

H4: Work remuneration affects nurse performance 

H5: job satisfaction affects nurse performance 

H6: workload affects nurse performance which is mediated by job satisfaction 

H7: Job remuneration affects nurse performance mediated by job satisfaction  

 

3. RESEARCH METHOD 

This study was conducted at Meuraxa Hospital in Banda Aceh City, while the object of the 

study was the effect of workload and remuneration on performance with job satisfaction as a 

mediating variable at Meuraxa Hospital. The population was nurses at Meuraxa Hospital, totaling 

323 people. The determination of the number of samples in this study was identified by Slovin so 

that a sample of 179 nurses was obtained. The data collected for analysis includes primary and 

secondary data. Primary data were collected by distributing questionnaires to nurses at the 

Meuraxa Hospital. While the secondary data was obtained from the data from the administration 

section of the Meuraxa Hospital. 

Measurement of the answers to the questionnaire using a Likert scale. The Likert scale 

will produce ordinal data which can measure attitudes, opinions, and perceptions of people or 

groups of people who are respondents in this study. For testing the direct hypothesis using the 

AMOS SEM application and for testing the indirect hypothesis using the help of a Sobel 

Workload 
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calculator with job satisfaction as a mediator variable. So that mathematically the causal 

relationship between the constructs in the study can be stated as follows: 

η = γ1.1ξ1 + γ1.2 ξ2 + ζ1 

η = γ2.1 ξ1 + γ2.2 ξ2 + β21η2 + ζ2  

or: 

Job Satisfaction = γ11 workload + γ12 remuneration + ζ1 

Nurse Performance = γ21 workload + γ12 remuneration + β21 job satisfaction + ζ2 

 

4. RESULT 

Hypothesis Testing 

The results of hypothesis testing are presented in the following picture. 

 

 
 

Figure 2. Structural Model Test 

 

From the results of the full SEM model, the results of direct hypothesis testing are obtained 

as presented in table 1 below: 

 

Table 1. Results of Direct Effect Test 

 
   Estimate Standardized S.E. C.R. P Label 

Z <--- X2 .204 .293 .101 2.031 .042 par_10 

Z <--- x1 .292 .387 .120 2.421 .015 par_11 

Y <--- x1 .415 .541 .136 3.049 .002 par_8 

Y <--- X2 .261 .368 .113 2.323 .020 par_9 

Z <--- Y .612 .601 .183 3.338 *** par_12 

Source: Processed data (2021) 

 

The results of the analysis show that workload and remuneration significantly affect the 

performance of nurses with satisfaction as a mediator variable. It will be discussed further as 

follows: 
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1. Workload effect on job satisfaction 

The H1 test reveals that workload on job satisfaction has an effect of 0.415, critical ratio (C.R) 

of 3.049 > 1.967, and a significant level of 0.002 < 0.05. These results explain that H1 is 

accepted, namely, the workload significantly affects the job satisfaction of nurses. The results 

also explain that if the workload increases by 1 point, the performance behavior will increase 

by 0.541 points. When the workload is high and they manage to complete the job well, there 

will be a feeling of satisfaction with the success of completing the work. The results of this 

study are following the study (Setyawan & Kuswati, 2006) which shows that workload has a 

significant positive effect on job satisfaction. 

2. Remuneration effect on job satisfaction 

The H2 test explains that remuneration on job satisfaction has an effect of 0.261, a critical 

ratio (C.R) of 2.323 > 1.967, and a significant level of 0.020 < 0.05. These results explain that 

H2 is accepted, namely remuneration. The results also explain that if the remuneration 

increases by 1 point, the performance will increase by 0.368 points. The remuneration system 

is a system that accommodates a company's rewards for performance. Based on the results of 

this study indicate that the higher the value of the rewards received, the more satisfied the 

nurses are with the rewards received with the remuneration pattern. The results of this study 

follow (Yang, Miao, Zhu, & Sun, 2008) reported that there is an optimistic relationship 

between remuneration and job satisfaction. Salary shows a direct effect on individual job 

satisfaction. There is a strong positive relationship between remuneration and job satisfaction 

(Perera et al., 2014) which shows that if nurses' remuneration increases, their job satisfaction 

with work will also increase, following previous research. 

3. Workload effect on performance 

The H3 test illustrates that the workload on job satisfaction has an effect of 0.292, the critical 

ratio (C.R) is 2.421 > 1.967, and a significant level of 0.015 < 0.05. These results explain that 

H3 is accepted, namely, the workload significantly affects the job satisfaction of nurses. This 

also explains that if the behavior of the workload increases by 1 point, then job satisfaction 

will increase by 0.387 points. A positive increase in workload will lead to an increase in 

performance because nurses are used to the given workload so that they become accustomed 

to being in a high workload. A high workload can also stimulate nurses to be even more active 

in improving their performance. This result is following the study (Artadi, 2014) which proves 

that workload can have a positive impact on performance. 

4. Remuneration effect on performance 

The H4 test shows that remuneration on job satisfaction has an effect of 0.204, the critical 

ratio (C.R) is 2.031 > 1.967, and a significant level of 0.042 < 0.05. These results state that 

H4 is accepted, that is, remuneration has a significant effect on nurse job satisfaction. It also 

explains that if the remuneration increases by 1 point, then job satisfaction will increase by 

0.293 points. So it is hoped that the remuneration is really appropriate following the needs of 

the nurses so that the results obtained are also as expected. The results of a similar study were 

also found (Vidianingtyas & Putri, 2014) where it was found that remuneration partially 

positively and significantly affects performance. 

5. Job satisfaction effect on performance 

The H5 test shows that job satisfaction on performance has an effect of 0.612, critical ratio 

(C.R) of 3.338> 1.967, and a significant level of 0.000 <0.05. These results state that H5 is 
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accepted, that is, job satisfaction significantly affects the performance of nurses. It also 

explains that if job satisfaction increases by 1 point, then performance will increase by 0.601 

points. Nurses who are satisfied with the things they get from the hospital will be able to 

improve performance. A person's performance can be influenced by several factors and one 

of them is the satisfaction factor. The higher the satisfaction felt by nurses, the higher the 

performance. The results of this study are following the study (Bowling, 2007), who found 

that the higher the job satisfaction felt by nurses, the higher the performance. This result is 

also in line with the study of (Perera et al., 2014) and (Yang et al., 2008) stated that job 

satisfaction has a positive effect on performance. 

 

Indirect Hypothesis Testing 

1. Workload effect on nurse performance through job satisfaction 

According to (Sekaran & Bougie, 2016), mediating variable is an intermediary variable. The 

mediation test is used in this study to prove the role of job satisfaction as a mediating variable, 

which functions to mediate the relationship between workload and remuneration variables on 

performance. 

The proof of the indirect effect hypothesis is carried out using the approach (Baron & Kenny, 

1986) and Sobel Test. which can be seen in Table 2 below: 

Table 2. Mediation effect of H6 

 

 

 

 

 

 

 

 

 

From the results of the regression analysis in table 2, it is identified that in model 1 there is 

a significant unidirectional relationship between workload variables on performance, which is 

indicated by 1 = 0.615 and Sig <0.05. When the relationship between workload and performance 

included the mediating variable in model 2, namely job satisfaction, it also showed a significant 

relationship (β2 = 0.407, p < 0.05). The picture also informs about the change in the value of the 

first workload which was previously 0.615; after entering the mediating variable, the value 

becomes 0.407. Based on the results above, it can be explained that the job satisfaction variable 

has a role as partial mediation. This is because the relationship between workload variables and 

performance variables before and after the inclusion of the mediating variable is equally 

significant. This supports the hypothesis that has been put forward in this study. 

Furthermore, the Sobel test developed by (Sobel, 1982). The following is a test of the 

mediating effect of job satisfaction variables which can be explained as follows: 

 

 

 

http://ijbmer.org/


International Journal of Business Management and Economic Review 

                                                                                                                           Vol. 5, No. 01; 2022 

                                                                                                                               ISSN: 2581-4664 

http://ijbmer.org/ Page 47 
 

 

 

                                  

    

                

                

 

 

 

Figure 3. The Mediaton Effect of H6 

 

Based on Figure 3 above, the result of calculating the p-value from Sobel test is 0.024 (< 

0.05). These results indicate that there is an indirect effect between workload on performance. 

Then the hypothesis H6 is accepted, namely, job satisfaction mediates the relationship between 

workload on the performance of nurses in Meuraxa Hospital. 

The results of testing hypothesis 6 reveal that job satisfaction mediates the relationship 

between workload and nurse performance. When nurses are satisfied in their work, even though 

they get a lot of workloads, it can be a stimulus for nurses to be able to increase their performance. 

So that job satisfaction can mediate the relationship between workload and the performance of 

nurses. These results were also found in the study (Vidianingtyas & Putri, 2014) who concluded 

that job satisfaction significantly mediates the effect of workload on performance. 

 

2. Remuneration effect on Nurse Performance through Job Satisfaction 

Furthermore, it will explain the effect from before the mediation effect to after the 

mediation effect (job satisfaction) with the Baron and Kenny approach among the remuneration 

variables on performance which can be seen in table 3 below.: 

Table 3. The Mediation Effect of H7  

 
 

Based on the results of the regression analysis in table 3, it is identified that in model 1 

there is a significant (positive) unidirectional relationship between the remuneration variables on 

performance, which is indicated by 1 = 0.598, and Sig <0.05. When the relationship between 

remuneration and performance included the mediating variable in model 2, namely job 

satisfaction, it also showed a significant relationship (β2 = 0.402, p < 0.05). The description also 

informs about the change in the value of the first remuneration which was previously 0.598; after 

entering the mediating variable, the remuneration value becomes 0.402. Based on these results, it 

can also be explained that the job satisfaction variable has a role as partial mediation (Partial 

Job 

Satisfaction 

Workload Nurse 

Performance 

0.541 

0.321 

 

0.601 
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Mediation). This is because the relationship between remuneration variables and performance 

variables before and after the inclusion of the mediating variable is equally significant. This 

supports the hypothesis that has been put forward in this study. 

The following is the test of the mediating effect of the satisfaction variable carried out with 

the Sobel Test procedure which can be explained as follows: 

 

 

                                  

    

                

                

 

 

 

 

Figure 4. The Mediation Effect of H7 

 

Based on Figure 4 above, the result of calculating the p-value from the Sobel test is 0.047 

(<0.05). These results indicate that there is an indirect effect between remuneration on 

performance. So the hypothesis H7 is accepted, namely, job satisfaction mediates the relationship 

between remuneration and nurse performance. This explains that if the remuneration given is good, 

it can increase job satisfaction and it can also improve performance. This is following the study 

(Ristiyani, 2020) which concludes that job satisfaction can mediate between remuneration 

variables on performance. 

 

5. CONCLUSION 

The results of the study on nurses at Meuraxa Hospital prove that workload significantly 

affects nurse performance, remuneration significantly affects nurse performance, remuneration 

significantly affects nurse job satisfaction, workload significantly affects nurse satisfaction, 

satisfaction significantly affects nurse performance, satisfaction mediates the effect of workload 

on nurse performance, and Satisfaction mediates the effect of remuneration on nurse performance. 

From these results, it is also explained that satisfaction with the model functions as a partial 

mediator. So these results summarize academically that the model for improving the performance 

of nurses is a function of workload and remuneration and satisfaction, whereby increasing the 

adjustment of workload and remuneration will create an increase in the satisfaction of nurses, 

which in turn will have an impact on increasing their performance. Academically this model 

contributes to science and serves as a new premise so that further researchers can develop this 

tested model by adding variables such as nurse leadership and also nursing culture in the hospital.   

This model can also contribute as a reference for practitioners. The results of this study 

recommend to the Meuraxa Hospital to be able to increase the number of workers in the nursing 

field, of course, so that nurses do not experience excessive workloads due to the inadequate number 

of nurses. In addition, the Meuraxa Hospital is also expected to be able to provide training to 

improve the ability of nurses. The Meuraxa Hospital Banda Aceh must also pay attention to the 

salaries and benefits provided to nurses, where the amount of salary allowances given must be in 

Job 

Satisfaction 

Remuneration Nurse 

Performance 

0.368 

 

0.176 

 

0.601 
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accordance with the workload they get so that the lives of nurses are more secure so they can focus 

on improving performance. 
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