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Abstract

This study aims to examine the effect of workload and work stress on the performance
of nurses at RSI PKU Muhammadiyah Tegal, with job satisfaction as a mediating
variable. This study uses a quantitative approach, with primary data obtained through
a questionnaire using Google Form. The study population included 231 nurses and
samples were taken using a purposive sampling technique with the criteria of a
minimum work period of 2 years and nurses who work in the inpatient room. The
number of respondents who met the criteria was 104 nurses. Data analysis was carried
out using the SEM PLS3 method. The results of this study indicate that workload and
work stress have a positive effect on nurse performance. workload has also been shown
to have a positive impact on job satisfaction levels. However, on the contrary, work
stress does not show any effect on job satisfaction. In addition, job satisfaction can act
as a mediator in the relationship between workload and work stress on nurse
performance.
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INTRODUCTION

Every organization has goals that it wants to achieve, and human resources are the
main component of the organization that plays an important role in the sustainability of the
organization (Wanda et al., 2024; Sultanto et al, 2023). In a hospital organization, efforts to
create a hospital with good quality in customers' eyes depend on the quality of human
resources that meet the standards (Kristanti et al., 2024). The quality of service provided by
a nurse is very high. Often, nurses have to deal with the behavior of patients and families
who are sometimes emotional and require full attention, while being required to always smile
and be friendly in various situations (Fathonah et al., 2020). In addition, nurses are also
required to be responsible for physical and administrative tasks, as well as providing
comprehensive nursing care, such as managing anxiety, patient complaints that have the
potential to increase the level of stress they experience (Fikri et al., 2024). According to
Ilahude et al. (2022), hospitals need to optimize the use of all components of their human
resources to increase competitiveness.

RSI PKU Muhammadiyah Tegal is part of the Muhammadiyah charity, which is
known to provide health services based on Islamic principles. RSI offers a variety of medical
services, including general services, specialist consultations, inpatient and outpatient care,
emergency services, and other facilities. Based on the survey, nurses at RSI PKU
Muhammadiyah Tegal often face high work volumes, especially in the inpatient room, which
triggers great physical and mental demands. This workload is not only caused by the large
number of patients, but also by the complexity of medical cases that require intensive care.

RSI PKU Muhammadiyah Tegal is committed to providing high-quality health
services fairly and without discrimination. According to Kristanti et al. (2024), Nurses play
an important role in providing quality health services. and they are the largest group of health
workers compared to other professions. Nurses are responsible for managing various nursing
care tasks, including dealing with anxiety, patient complaints, and managing patient defense
mechanisms (Fikri et al., 2024).

Nurse performance greatly affects the quality of service and comfort provided to
patients. The higher the nurse's performance, the better the public's assessment of the

hospital, and vice versa (Fathonah et al., 2020). The level of achievement of nurses in
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carrying out tasks following the responsibilities given, seen from the quality and quantity
aspects (Thevanes & Harikaran, 2020). In addition, excessive workload can result in fatigue,
decreased concentration levels, and increased risk of errors in medical services (Ferdian et
al.,2023). According to Mahawati (2021), workload is defined as the number of tasks given
to nurses, both in mental and physical aspects, which are their responsibility. This shows that
if someone can complete these tasks and adapt well, then these tasks are not considered a
workload. However, if the worker fails to complete or adapt to these tasks, then these tasks
will become a workload (Tambunan & Rahmatia, 2024). Research conducted by (Mulyadi
(2024), Yulianti & Bagis (2023), llyasa et al. (2023), Darmawan (2022), and Soepriyanto et
al. (2023) found that workload has an influence on performance, but this is contrary to the
findings studied by Andiani (2023) and Levine Cahyani (2022), where the workload does
not affect performance.

Another factor that can affect nurse performance is work stress. Work stress is a
physiological and emotional response that a person feels when facing a threatening or
conflicting situation with circumstances, coworkers, or customers (Alayoubi et al, 2022;
Amalou, 2024). If not addressed, this will later trigger negative problems for nurse
performance in the future (Chen et al., 2022). High work stress can have a negative impact
on the efficiency and effectiveness of nurses in carrying out their duties. This condition often
causes fatigue, lack of concentration, and decreased work motivation, which ultimately
affects the overall performance of nurses (Alayoubi et al., 2022). In addition, work stress also
has an impact on the well-being of individual nurses. If it lasts for a long time, work stress can
affect safety and physical and mental health, such as triggering anxiety, depression, sleep disorders,
to increasing serious health disorders such as coronary heart disease, hypertension, and various
other diseases (Putraetal., 2021). Severe work stress is an organizational challenge that impacts
company performance and growth in a competitive environment (Muis et al., 2021,
Fatkhurrozi, 2024). The results of the research by Mulyadi., (2024), Aisyah et al. (2024),
Alayoubi etal. (2022), Adhisty et al (2023) found that work stress has an impact on performance,
but this is contrary to the analysis reviewed by Muslim & IImi (2023), Aulia & Edi (2022),

and Andiani et al (2023), where work stress does not influence performance.
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In addition to work stress and workload, another factor that can affect performance is
job satisfaction. Job satisfaction is a way of measuring employees' experiences or views of
their work, including their feelings of pleasure or displeasure and their satisfaction while
working (Johan & Satrya, 2023). Job satisfaction has a fairly strong relationship with
performance; employees who are satisfied with their jobs tend to be better able to carry out
the tasks outlined in their job descriptions (Lee et al., 2022). The research results Syamsudin
et al., (2023), Aulya & Hamsal (2024), Putra, (2024), Darmawan et al. (2022) and Wang et
al., (2022)which shows that job satisfaction has an impact on performance, but this is contrary
to the analysis reviewed. Fathonah et al. (2020), Fauji et al. (2023) found that job satisfaction
does not affect performance. In this analysis, job satisfaction is used as a mediator that is
utilized to explain the indirect relationship between the independent variables, namely
workload and work stress, to the dependent variable, namely performance.

This study aims to analyze the effect of workload and work stress on employee
performance at RSI PKU Muhammadiyah Tegal, with job satisfaction as a mediator. This
study is important to be conducted at RSI PKU Muhammadiyah Tegal because this hospital
has a strategic role as a provider of quality health services for the local community. Given
the role of nurses as the spearhead of health services, understanding the factors that influence
their performance, such as workload, work stress, and job satisfaction, is important to
improve the efficiency and quality of services. The findings of this analysis are expected to
contribute to RSI PKU Muhammadiyah Tegal in managing employee performance to
improve the quality of service to the community. In addition, this study contributes to
broadening the insight of the field of human resource management, especially those related

to the performance of nurses.

REVIEW OF LITERATURE
Two-Factor Theory

The Two-Factor Theory, proposed by Herzberg in (1959), is a theory with two
independent sets that influence job satisfaction or dissatisfaction, namely motivational
factors and hygiene factors. When we observe a person's behavior, we tend to consider

whether the behavior is triggered by motivational factors or hygiene factors. Motivational
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factors relate to the intrinsic aspects of the job, while hygiene factors relate to external
conditions that can affect the work environment. A person may behave this way because of
conditions that force them (Lee et al., 2022). This two-factor theory will be used in this study
because it is relevant to the study. Variables such as workload, job stress, and satisfaction
can act as external or internal factors that can affect individual performance.
The Effect of Workload On Performance

The study conducted by Linda & Rino (2023) found evidence that workload affects
performance. According toMulyadi et al., (2024)workload is the extent to which the burden
is borne by employees when carrying out their work, as well as their ability to manage tasks
to meet job demands, in addition to physical demands there are also interrelated mental
demands, which can affect individual performance and information processing. From the
nurse's perspective, workload is how they handle more patients who need care, with work
capacity, the duration of work time allocated to complete tasks adjusted to the operating hours
that apply each day. From the perspective of the organization, the provision of high
workloads needs to be managed properly according to employee competency so that it can
improve their performance(Inegbedion et al., 2020). Research results Mulyadi (2024),
Basalamah (2022), Linda & Rino (2023), Nurhasanah (2022), Syamsudin et al. (2023),
Adhisty et al. (2023), Tamara (2024), Ferdian (2023), Adelia & Halin (2024) show that
workload affects performance. Therefore, the first hypothesis was developed as follows:
H1: Workload affects performance
The Effect of Work Stress on Performance

According to Muis (2021), job stress is a condition experienced by employees when
there is an imbalance between their psychological (mental) and physical conditions, which
can affect the work process and employee conditions. Job stress causes psychological
pressure on employees, which then leads to a decrease in their performance levels (Chen et
al., 2022). If job stress can be prevented or reduced, then the negative impacts can also be
minimized (Havermans et al., 2018). Two-factor theory, job stress involves motivational
factors and hygiene factors. Inadequate hygiene factors can cause dissatisfaction and stress,
while positive motivational factors can help reduce stress and increase satisfaction (Lee et

al., 2022). According to Havermans et al. (2018), through the implementation of stress
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management, it is hoped that employee stress can be controlled and regulated properly, so
that employees can manage stress effectively and reduce the possibility of work stress. The
results of research by Mulyadi et al. (2024), Adhisty et al. (2023), Alayoubi et al. (2022),
Basalamah et al. (2022), Muis., (2021), Tamara (2024), Ferdian (2023), Adelia & Halin
(2024) show that there is an influence between work stress and performance. Therefore, the
second hypothesis is as follows:
H2: Work stress affects performance
The Effect of Workload on Job Satisfaction

Workload arises from the interaction between job tasks, skills possessed, and workers'
perceptions of their work environment (Azhar et al., 2023). Excessive workload experienced
by employees reduces their satisfaction, which ultimately has a negative impact on nurse
performance. Increasing the intensity of workload directly interferes with nurse performance,
and excessive workload is the main cause of decreased job satisfaction (Janib, 2022). This
can cause nurses' performance, which should be optimal, to be less than optimal (Tamara,
2024). The higher the level of workload experienced by nurses, the more difficult it is to
create job satisfaction for them. If this situation continues, it will have a negative impact on
the achievements of the company or organization (Nurhasanah, 2022). The results of research
by Nurhasanah (2022), Azhar et al. (2023), and Aulya & Hamsal (2024) show that there is
an influence between workload and job satisfaction. Therefore, the third hypothesis is as
follows:
H3: Workload Influences Job Satisfaction
The Influence of Job Stress on Job Satisfaction

Job stress is a dynamic situation in which a person is faced with various possibilities,
challenges, or demands related to their goals, but the outcome is uncertain (Maharani et al.,
2023). Job stress causes a person to feel nervous, experience prolonged anxiety, experience
increased emotional tension, disrupted thinking processes, and changes in physical condition
(Azhar et al., 2023). Prevention of job stress needs to be done because it can trigger various
negative impacts, such as reduced productivity levels and worsening performance due to
reduced creativity. In addition, job stress can also cause nurse dissatisfaction, which

ultimately affects behavioral patterns at work, such as becoming lazy or less productive
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(Fauji & Damaihati, 2023). The results of research by Azhar et al. (2023), Muslim & IImi
(2023), and Aulya & Hamsal (2024) show that there is an effect of job stress on job
satisfaction. Therefore, the fourth hypothesis is as follows:
H4: Job stress affects job satisfaction
The Influence of Job Satisfaction on Performance

Analyzing the relationship between job satisfaction and performance in the context
of organizational behavior is a very important aspect because it has a direct impact on the
overall performance of the organization (Azhar et al., 2023). When nurses are satisfied with
their work, nurses are more likely to provide quality services and achieve optimal
performance. Conversely, low job satisfaction can lead to decreased performance (Kristanti
et al., 2024). This condition indicates that high levels of job satisfaction tend to encourage
increased nurse performance (Nurhasanah, 2022). The results of research by Nurhasanah
(2022), Azhar et al. (2023), and Aulya & Hamsal (2024) show that there is an influence of
job satisfaction on performance. Therefore, the fifth hypothesis is as follows:
H5: Job satisfaction affects performance
Job Satisfaction Mediates the Influence of Workload on Performance

Muslim & Ilmi (2023) revealed that high workload can reduce employee job
satisfaction levels. According to Janib (2022), job satisfaction plays an important role in
increasing employee efficiency and performance. A relatively high workload can also have
a negative impact on their performance (Johan & Satrya, 2023). In this situation, job
satisfaction can function as a link between heavy workload and low employee performance.
Therefore, organizations need to take steps to improve their employees' job satisfaction. The
results of research by Muslim & IImi (2023), Janib (2022), Azhar et al. (2023), Aulya &
Hamsal (2024) show that workload affects performance mediated by job satisfaction.
Therefore, the sixth hypothesis is as follows:
H6: Job satisfaction can mediate the effect of workload on performance.
Job Satisfaction Mediates the Influence of Job Stress on Performance

Nurhasanah (2022) stated that when employees feel very satisfied with their work,
this has a positive impact on their performance achievement, which benefits both employees

and the organization or company. Employees who have high job satisfaction are often more
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effective in managing work stress and role conflict in the workplace, which ultimately
improves their performance. On the other hand, employees with low job satisfaction often
have difficulty coping with stress and conflict, which results in their performance being less
than optimal (Tuahuns et al., 2023). The results of research by Tuahuns et al. (2023), Muslim
& 1lmi (2023), Azhar et al. (2023), and Aulya & Hamsal (2024) show that work stress affects
performance mediated by job satisfaction. Therefore, the seventh hypothesis is as follows:
H7: Job satisfaction can mediate the effect of work stress on performance.

Referring to the hypothesis above, the following thought diagram can be illustrated:

WORKLOAD
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Figure 1.
Research Model

RESEARCH METHOD

This study uses a quantitative method with data collection through a Likert Scale-
based questionnaire, which measures responses from“strongly disagree” to “strongly agree”.
The study population was 231 nurses with a sampling technique using purposive sampling,
nurses with a minimum work period of 2 years, and nurses who work in the inpatient room
as the criteria. Respondents who met the criteria were 104 nurses. The questionnaire was
distributed directly to nurses at RSI PKU Muhammadiyah Tegal via Google Form.

Five indicators for performance () are derived from (Thevanes & Harikaran, 2020)
namely quality of work, namely quality of work, cooperation, responsibility, and initiative.
The ten indicators for job satisfaction (Z) come from (Aruldoss et al., 2021) that
responsibility, work, recognition, achievement, promotion, ability, job security, working

conditions, salary, and working relationships. Meanwhile, the four indicators for workload
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(X1) come from (Mulyadi et al., 2024) that is time pressure, role ambiguity, responsibility
and self-esteem, and four indicators for work stress (X2) derived from (Tambunan &
Rahmatia, 2024) namely organizational structure, interpersonal factors, stress due to peers
and working conditions.

The Partial Least Squares (PLS) approach is used to describe latent variables, namely
variables that cannot be calculated directly, with the help of several indicators (Ghozali,
2013). The analysis techniques applied include: outer model analysis techniques to test the
validity and reliability of the measurements used, the criteria used are for indicator reliability,
indicator loading must be higher than 0.7, then the indicator's convergent validity, the AVE
value must exceed 0.5. Then, for the reliability of the internal consistency of the indicator,
the composite reliability value must be more than 0.7, and for the discriminant validity of the
indicator, using the Fornell-Larcker criteria(Linda & Rino, 2023). The next analysis
technique is the inner model to carry out testing of the relationship between latent constructs
and hypothesis testing. The criteria used are: the level of significance used is 5%. This means
that the p-value must not be more than 0.05, and the t-statistic must be higher than the

specified limit value.

RESULTS AND DISCUSSION

This study was conducted on nurses who worked in the RSI PKU Muhammadiyah
Tegal treatment room, involving 104 respondents as research samples. Table 1 shows the
characteristics of the respondents, namely 16.3% were male and 83.7% were female because
the nursing profession is considered more identical to women's work, 69.2% of nurses were
between 26 and 35 years old, this is because this age is considered the ideal age range for
work, especially for nurses at RSI PKU Muhammadiyah Tegal. In addition, most nurses in

the hospital have a D3 nursing degree, with a proportion of 66.3%.

Table 1.
Respondent Characteristics
Respondents Frequency Percentage
Gender
Man 17 16.3%
Woman 87 83.7%
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Age

< 25 years 6 5.8%
26 — 35 years 72 69.2%
36 — 45 years 23 22.1%
> 45 years 3 2.9%

Marital status
Marry 91 87.5%
Not married yet 13 12.5%

Level of education

D3 69 66.3%
S1 35 33.7%

Source: Processed data (2024)
Measurement Model

In this study, the measurement model analysis was conducted by examining the

loading factor value. Convergent validity is declared fulfilled if the correlation between the

reflective variable and the construct reaches a value of >0.7. However, the external loading

value ranging from 0.5 to 0.6 is still acceptable if the study is in the early stages of developing

a measurement scale. In addition, AVE (Average Variance Extracted) is considered valid if

its value is more than 0.5(Chin, 2010). The measurement model can be continued to the inner

model stage if it meets the criteria of validity and reliability. The indicators in this study that

did not meet the loading factor value in the first round of calculations were the workload
indicators (Work Load 1,2, and 4) with loading factor values of 0.561, 0.056, and 0.355,

which did not meet the predetermined criteria of < 0.06.

Table 2.
Analysis Model

Loading  Loading Average .
. . Factors Factors (.)f Compqs_lte Cronbach'’s
Variables Indicators Running  Running Variance  Reliability od
1 ) Extracted (CR)C
(AVE) b
Responsibility  JS1 0.810 0.808 0.641 0.951 0.943
Work JS2 0.773 0.770
Job Confession JS3 0.814 0.813
Satisfaction Performance Js4 0.711 0.710
Promotion JS5 0.769 0.771
Ability JS6 0.871 0.871
Job security JS7 0.788 0.788
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Working Js8  0.850 0.850
conditions
Wages JS9 0.744 0.745
Work JS10  0.782 0.784
relationship
JS11  0.880 0.881
Quantity  of o) 42, 0.785 0.646 0.956 0.950
work
P2 0.809 0.809
Quality —of 2 796 0.797
work
P4 0.858 0.859
Performance _ P5 0.774 0.775
Cooperation P6 0.801 0.801
P7 0.824 0.823
P8 0.742 0.740
Responsibility P9 0.787 0.787
P10 0.790 0.789
P11 0.865 0.864
Initiative P12 0.810 0.810
Time pressure  WL1  0.561 Rejected 0.716 0.946 0.934
WL2 0.056 Rejected
WL3  0.802 0.815
WL4  0.355 Rejected
Workload ol WL5 0.799 0.791
. WL6  0.787 0.806
ambiguity
WL7  0.783 0.819
Responsibility WL8  0.854 0.863
Pride WL9  0.895 0.914
WL10 0.877 0.904
Organizational WS1 0.792 0.792 0.877 0.977 0.971
structure WS2  0.969 0.969
Work'Stres 4 erpersonal  WS3 0968 0.968
factors WS4  0.964 0.964
Stress due 0 \ys5 0,957 0.957
role
Working WS6  0.956 0.956
conditions

Source: SmartPLS Output
Acceptable Loading Factor criteria > 0.5

Acceptable AVE criteria> 0.5

I

o

Acceptable Composite Reliability criteria > 0.6
d. Acceptable Cronbach's o Reliability criteria > 0.7
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Figure 2.
Outer Model
Discussion

After the outer model test is carried out if all are fulfilled, the next step is the
measurement of the hypothesis which can be seen from Table 3 which describes the results
of the path coefficient relationship, and the P value. This study tested five hypotheses of
direct influence and two hypotheses for indirect influence. The results of the analysis showed
that six hypotheses were accepted, namely WL has a positive influence on P (H1) and JS
(H3), WS has a positive influence on P (H2), JS has a positive effect on P (H5), and P can
mediate the effect of WL on JS (H6) and mediate the effect between WS on P (H7). All
hypotheses showing a positive effect are proven to be significant, as indicated by the
magnitude of the p-value, which is lower than 0.05. However, H4 related to the effect of WS

on JS is not accepted, because it has a p-value higher than 0.05.
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Table 3.
Path Coefficient Test Results
Hypothesis Connection ngrg??lo) (l-gf;?rtggslsl) VaIIDues Results
Immediate
Effects
H1 WL—P 0.562 8.259 0.000 Accepted
H2 W.S.—P 0.233 3,686 0.000 Accepted
H3 WL—IJS 0.430 6.149 0.000 Accepted
H4 W.S.—JS 0.036 0.668 0.504  Not accepted
H5 JS—P 0.486 5,740 0.000 Accepted
Mediation
Effect
H6 WL—P—JS 0.273 4.473 0.000 Accepted
H7 W.S.—P—JS 0.113 2,714 0.007 Accepted

Source: SmartPLS Output
The Effect of Workload on Nurse Performance

The analysis findings found that workload has a positive and significant influence on
performance as measured by the path coefficient value of 0.562. The p-value obtained is
0.000 < 0.05. The workload variable has a positive and significant influence on the nurse
performance variable. This shows that a high workload is not always bad if the workload
management is in accordance with the abilities and needs, thus creating working conditions
that motivate nurses to carry out their duties more efficiently and optimally. Workload can
improve performance optimally or vice versa, depending on how the workload is managed.
A workload that is too light can also have a negative impact on performance, because the
potential possessed by nurses cannot be utilized optimally if the tasks given are too few. In
line with Herzberg's two-factor theory, an effective workload not only meets basic needs but
also creates conditions that motivate nurses to achieve optimal performance. This statement
is in line with the analysis that has been reviewed by Adelia & Halin (2024), Ferdian (2023),
Linda & Rino (2023), Basalamah et al. (2022), Sugiharto & Handayani (2024), Rezeki et al.
(2022), Sundari & Ellina (2022), Ivan (2024), Syamsudin et al. (2023) namely the workload
has a positive and significant impact on nurse performance. While the analysis reviewed by
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Rezeki et al. (2022), Tambunan & Rahmatia (2024), Kristanti et al. (2024), and Andiani &
Jayanagara (2023) said that workload has a negative effect on nurse performance.
The Effect of Work Stress on Nurse Performance

The results of the analysis show that work stress has a positive and significant effect
on performance, with a path coefficient of 0.233. In addition, the p-value obtained is 0.000
<0.05. This is in line with the results of research from(Adelia & Halin, 2024), which states
that work stress plays an important role in improving nurse performance. Without work stress,
the challenges in the job will be less. By increasing the level of work stress within a certain
limit, the performance of nurses can actually be better. However, the negative effects of stress
appear more often, such as difficulty sleeping, irritability, decreased motivation, increased
work errors, and difficulty in making decisions. On the other hand, if nurses can manage
stress well, the stress can have a positive impact, such as increasing work motivation. In line
with Herzberg's two-factor theory, work stress within a certain limit can improve
performance. Work stress can be a motivating factor if managed well, because it will
encourage achievement, recognition, and responsibility. This finding is in line with research
conducted by Adelia & Halin (2024), Fauji & Damaihati (2023), Rismayanti & Mayasari
(2021), Sundari & Ellina (2022), and Rezeki et al. (2022), which shows that work stress has
a positive and significant effect on nurse performance. On the contrary, Andiani &
Jayanagara (2023), Ferdian (2023), Fathonah et al. (2020), Tambunan & Rahmatia (2024) in
their research stated that work stress has a negative effect on nurse performance.
The Influence of Workload on Job Satisfaction

The results of the analysis show that workload has a positive and significant effect on
job satisfaction, with a path coefficient of 0.430 and a p-value of 0.000 < 0.05. In other words,
a reasonable increase in workload can increase nurse job satisfaction. Effectively managing
workload has a positive and significant impact on the level of nurse job satisfaction. This
happens because nurses feel more motivated and productive when assignments are adjusted
to their respective abilities and capacities. This condition also makes nurses feel more
satisfied with the work they do. In line with Herzberg's two-factor theory, a reasonable
workload can be a trigger for motivator factors. Good workload management not only

improves performance but also nurse job satisfaction. This finding is in line with previous
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research by Tentama (2019), Syamsudin (2023), Nurhasanah (2022), Aulya & Hamsal
(2024), which shows a positive and significant impact between workload and job satisfaction.
On the other hand, a study conducted by Swasti (2024) found that workload has a negative
effect on job satisfaction.
The Influence of Work Stress on Job Satisfaction

The results of the study showed that work stress was not significant on job
satisfaction. This context can be seen from the p-value of 0.504 > 0.05. In addition, the path
coefficient value of 0.036 indicates that work stress has a very weak influence on job
satisfaction, so the fourth hypothesis is rejected. Work stress in nurses in this study did not
find a strong or significant relationship with their level of job satisfaction. When nurses can
manage work stress well, the stress does not have a significant impact on the satisfaction of
nurses. In line with Herzberg's two-factor theory, which places work stress as a hygiene
factor. When work stress is managed well, it will only prevent dissatisfaction without
affecting job satisfaction. This is because work stress does not always directly affect the level
of satisfaction of nurses, but rather depends on how individuals deal with or manage the
stress. The findings of this study are in line with the findings that have been reviewed by
Tuahuns et al. (2023), Maharani & Tamara (2024), namely, work stress does not influence
job satisfaction. whereas according to Aulya & Hamsal (2024), job stress has an impact on
job satisfaction.
The Influence of Job Satisfaction on Nurse Performance

The research findings show that job satisfaction has a positive and significant effect
on performance, as measured by the path coefficient of 0.486. The p-value obtained is 0.000
<0.05, indicating that the effect is significant. This means that when nurse job satisfaction
increases, nurse performance will also increase. The higher the level of nurse satisfaction
with the job, the greater the dedication and quality that nurses provide in carrying out their
duties. This condition not only has an impact on improving nurse performance but also on
the overall quality of hospital services. This is supported by Herzberg's Two-Factor theory,
which states that if nurses are satisfied with the tasks they do, they will be more likely to
work hard by showing dedication and increasing their productivity. The findings in this study

are in line with the analysis that has been reviewed by Tuahuns et al. (2023), Kristanti et al.
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(2024), Nauval & Kuntadi (2023), Darmawan et al. (2021), and Nurhasanah (2022), which
shows that job satisfaction has a positive influence on nurse performance.
The Effect of Workload on Nurse Performance Through Job Satisfaction

The findings of this study indicate that job satisfaction is able to mediate the workload
and performance of nurses indirectly, measured using a path coefficient that has a value of
0.273 with a p-value of 0.000 < 0.05. This means that if the workload of nurses increases but
is managed well, this can help improve nurse performance, which ultimately has a positive
impact on job satisfaction. Nurses who feel able to handle the workload effectively will tend
to be more satisfied with their work because they succeed in achieving work targets
optimally. This is in line with Herzberg's two-factor theory, which shows that job satisfaction
as a motivating factor is a driver for improving performance and can produce optimal
performance. The findings of this study are in line with previous analyses Nurhasanah,
(2022), which explains that job satisfaction can act as a mediator in influencing workload on
nurse performance.
The Effect of Work Stress on Nurse Performance Through Job Satisfaction

The results of the study indicate that the level of job satisfaction can mediate the
relationship between work stress and nurse performance indirectly, which is measured using
a path coefficient of 0.113. The p-value obtained is 0.000 lower than 0.05. This indicates that
well-managed work stress can improve nurse performance, which will ultimately have a
positive impact on nurse job satisfaction. Stress levels within reasonable limits can motivate
nurses to work optimally and feel satisfied after achieving the desired results. In line with
Herzberg's two-factor theory it shows the important role of motivator factors in improving
nurse performance. According to Muslim & Ilmi (2023), job satisfaction is able to mediate
the relationship between these variables. Meanwhile, according to Aulya & Hamsal (2024),
Tuahuns et al. (2023), job satisfaction is not able to mediate the relationship between work

stress and nurse performance.

CONCLUSION
The purpose of this study was to analyze the effect of workload and work stress on

nurse performance, with job satisfaction as a mediating variable. The results of this study
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indicate that most of the findings support the proposed hypothesis. Workload that is adjusted
to the skills and needs of nurses is able to improve performance optimally, indicating a
positive relationship between workload and performance. On the other hand, work stress also
has a significant positive effect, where increasing work stress within reasonable limits can
improve nurse performance.

The results of this study have practical implications for organizations and nurses
individually. Nursing managers at RSI PKU Muhammadiyah Tegal can organize workloads
and manage work stress optimally to improve nurse performance, which will ultimately
benefit the organization. This step can be done by maximizing the positive aspects of
workload and work stress, such as providing support programs for nurses to help them
achieve work targets, and creating a more productive and harmonious environment, which
can encourage improved nurse performance.

This study has several limitations, including only focusing on inpatient nurses at RSI
PKU Muhammadiyah Tegal, so the results are less generalizable. Data were collected
through a Google Form-based questionnaire, which has the potential to cause response bias.
This study is also limited to variables of workload, job stress, job satisfaction, and
performance, without considering other factors such as organizational culture, motivation, or
managerial support. In addition, the number of respondents, which is only 104 nurses, limits

the representation of a wider population.
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