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ABSTRACT 

 

The purpose of this study is to develop a model which states that nurse performance is 

mediated by job satisfaction which is supported by organizational culture, career development 

and remuneration which also pays attention to the relationship between career development 

variables and remuneration. This research was conducted at the Embung Fatimah Regional 

General Hospital, Batam City using a survey method and involving 200 clinical nurses as 

respondents. Data were collected using a Likert scale and analyzed by using Structural Equation 

Modelling (SEM) in inferential statistics. The results of the research show that for the model reveal 

that organizational culture, career development, remuneration and job satisfaction have a direct 

positive effect on nurse performance. In addition, there was also a positive direct effect of career 

development and remuneration on job satisfaction, and the dominant direct effect of career 

development on remuneration (t-value = 12.01 > 1.96), but there was no direct positive effect of 

organizational culture on job satisfaction (t-value = 1.47 < .96). Therefore, to improve the 

performance of nurses at the Embung Fatimah Regional General Hospital, Batam more effectively 

through improving remuneration management, and implementing career development in 

accordance with applicable regulations compared to organizational culture. 
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INTRODUCTION 

 

As an institution that produces health care technology products, hospitals are very dependent 

on the quality of medical and nursing services provided to patients. Seeing this phenomenon, 

nursing services make a significant contribution to the image of the hospital. The reality in the 

field is that the performance of nurses is still low. Based on previous research conducted by Jha et 

al. (2013), provided preliminary evidence that adverse events due to medical care are a major 

source of morbidity and mortality globally. Research by Kim & Bates (2013) shows that the level 

of nurse adherence to drug administration guidelines is still low. Likewise, this incident also 

occurred in Batam City Hospital such as Embung Fatimah Hospital, where according to the 2018 

hospital quality PMKP report, there were 148 cases of medication errors and the Batam City RSBP 

quality PMKP report there were also 5 patients who fell in the service. nursing (Komite 

Keselamatan Pasien Rumah Sakit, 2011). 

This low performance can be seen from the assessment. To overcome this problem, it is 

necessary to measure the performance of nurses through self-assessment, peer assessment, and 

special assessment. By measuring the performance of nurses can improve the performance of 

nurses throughout the year, and the results of the evaluation can be used to determine appropriate 

actions to improve performance (Wibowo, 2016); Sinambela, 2021). The measuring tool used to 

obtain the expected results from the organization in this case the hospital is to apply a 360-degree 

assessment process. This process is carried out by evaluating himself and combining all feedback 

information, both superiors and co-workers (Moeheriono, 2014). 

According to literature reviews, the factors that effect performance are organizational factors 

consisting of leadership, compensation, conflict, power, organizational structure, job design, 

organizational design, and career (Wibowo, 2015). Wirawan (2015) discovered that one of the 

external factors that effects the performance of human resources is organizational culture. 

Organizational culture, such as rituals and values, has a significant impact on employee 

performance. As in the study of Besral, Panjaitan, & Keliat (2014), practice nurses who have good 

ideas about their organization have been shown to perform better. Nurses' implementation 

characteristics and their perception of organizational culture are related to performance. 

Fiori, Bollmann, & Rossier (2015) found that individuals who are more adaptable to work 

have lower stress levels and higher job satisfaction. To achieve their career, all nurses must 

complete a Continuing Professional Development (CPD) program. Hariyati, Igarashi, Fujinami, 

Susilaningsih, & Prayenti (2017), research shows that there is a positive correlation between CPD 

and nurse satisfaction, where a better perception of CPD will increase nurse satisfaction. 

Therefore, there are opportunities for improvement in the application of the nursing career system 

in hospitals in Indonesian. 

Berliana, Siregar, & Gustian (2018) stated that remuneration compensation has an effect on 

job satisfaction. Meanwhile, Yani, Hamid, Tutik, & Hariyati (2018) show that improving the 

remuneration system has positive consequences in terms of nurse performance and subsequent 

health service quality. As the result of research from Muthmainnah, Hamid, & Hariyati (2018) that 

an increase in the remuneration system has positive consequences on the performance of nurses 

and the quality of health services. Similarly, many interesting factors contribute to the formation 

of nurse satisfaction. A study by Al‐Ahmadi (2009); Lu, Barriball, Zhang, & While (2012) found 

that job satisfaction is of great concern to healthcare professionals around the world. This study 

found a strong link between work satisfaction and nursing performance. As such, many 
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performance studies have been conducted, but to develop a model that suggests that career 

development, remuneration, and job satisfaction affect nurse performance. Research on 

achievements is still interesting. In addition, the relationship between remuneration variables and 

job satisfaction needs to be considered. Therefore, it is necessary to do research on how the 

performance of nurses in Embung Fatimah Hospital, Batam City, in terms of organizational 

culture, career development, remuneration, and job satisfaction. This study aims to analyze the 

nurse's performance model based on career development mediated by remuneration and job 

satisfaction. 

 

LITERATURE REVIEW 

 

Nurse Performance 

Performance is a description of the level of achievement of program or policy 

implementation in realizing the goals, objectives, vision, and mission of the organization as 

outlined through the strategic planning of an organization (Moeheriono, 2014). Armstrong (2014), 

explains performance is the act of performing or doing something successfully, using knowledge 

or skills as opposed to just possessing it. Then Colquitt, Lepine, & Wesson (2015), a good 

employee in this case is a clinical nurse, meaning an employee who is good at certain job tasks 

included in his job description, whether the task is routine, requires adaptability, or creativity. Still 

according to Colquitt, Lepine, & Wesson (2015) explains that the best performance (good 

performance) can be seen in three categories consisting of 1) Task Performance, 2) Citizenship 

Behavior (OCB) and 3) Counter Productive Behavior. 

Sonnentag & Frese (2005) stated “performance is highly important for an organization as a 

whole and for the individuals working in it. Performance is very important for an organization as 

a whole and for the individuals who work in it.Then Greenslade & Jimmieson (2011) introduced 

that service climate is associated with nurse-directed efforts towards special care and extra-role 

behaviors. In turn, the effort nurses make to predict their performance, as rated by their supervisor. 

Finally, task performance was a significant predictor of patient satisfaction. This study shows that 

hospital management and nurses play a role in increasing patient satisfaction. By focusing on 

creating a climate for service, health care managers can improve nursing performance and patient 

satisfaction with care.  

Nursing performance has been defined as a set of nursing activities or behaviors performed 

by nurses and directed towards the recovery and well-being of the patients assigned to them to care 

for the needs and expectations of the patients. Nurse performance was developed based on task 

performance and contextual performance (Sagherian et al., 2018). 

The latest development of performance appraisal technique is called 360-degree appraisal. 

This technique will provide better and more reliable data because it is cross-assessed by oneself, 

partners, and superiors (Ilyas, 2012). 360-degree feedback assessment is a way to make the 

performance appraisal process more objective and provide a complete picture of employee 

competencies and performance levels (Moeheriono, 2014). 

By the several definitions that have been put forward by the experts above, the researchers 

synthesized that the performance of clinical nurses is a description of the value of the level of 

achievement of a series of activities in carrying out nursing care services according to the level 

and details of clinical services. given authority, compared to the performance targets that have 

been set.  

 

Organizational Culture 

Each form of organizational culture must be adjusted in advance and managed strategically 

so that it can be adhered to and supports the creation of an organizational identity. Colquitt, Lepine, 

& Wesson (2015) stated that organizational culture as shared social knowledge within an 

organization regarding the rules, norms, and values that shape the attitudes and behavior of its 

employees. When employees feel that their values and personality match those of the organization, 

they experience higher levels of job satisfaction. 

According to Ližbetinová et al., (2016), all organizations should have their own 

organizational culture, by which they behave and act in public.  Robbins & Judge (2017), suggests 
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organizational culture is a system of sharing meaning carried out by members that distinguishes 

an organization from other organizations. How employees perceive the characteristics of 

organizational culture. Finally, culture acts as a behavioral mechanism that guides, shapes 

employee attitudes and behavior. 

Organizational culture represents the perception of the members of the same organization to 

get a complete picture of the culture of an organization can be done by assessing an organization 

based on the characteristics of the organizational culture. The study of Hsi Chi et al., (2016) stated 

that the hospital organizational culture is centered around the idea that, “health care delivery 

systems must be concerned with understanding the implicit beliefs, values, and assumptions extant 

within the organization that ubiquitously motivate and shape the behavior of participating 

members. 

Denison, Nieminen, & Kotrba, (2014) stated that the last instrument reviewed in the update 

was the Denison Organizational Culture Survey (DOCS). This instrument has been used in more 

than 30 published dissertations. The development of DOCS coincided with the development of 

theories linking four main cultural traits to organizational effectiveness, namely 1) Involvement; 

2) Consistency; 3) adaptability; and 4) Mission 

From several definitions that have been put forward by the experts above, the researcher 

synthesizes that a organizational culture is a pattern of shared basic values, beliefs and assumptions 

created by a particular group that can be learned, applied and continuously developed by the 

organization to motivate and shape the behavior of its members. 

 

Career development 

Career development can be synthesized as an effort made by the organization towards the 

career planning of its employees, which can be seen as a series of processes that will be passed by 

an employee with a series of stages, each of which is characterized by several development tasks, 

formation., succeed, and fulfil one's career (Kaswan, 2014). Career development is accomplished 

through self-assessment, work environment, job analysis, education, training, job search and 

acquisition, and self-employment experience. Furthermore, nurse career development in Indonesia 

is regulated in the Regulation of the Minister of Health of the Republic of Indonesia number 40 of 

2017 concerning the Development of Professional Career Paths for Clinical Nurses. 

Career development is one of the processes to improve one's abilities, both individually and 

in organizations that have the goal of reaching the peak of the desired career (Mulyadi, 2015). 

Then, career development can be done personally, supported by the staffing department and 

supported by managers (Gaol, 2014). Thus, career development is a planning and implementation 

of a career plan that can be seen as a life process that involves individual employees. Mc Peck 

states a career plan about exploration, opportunity and change (Marquis, B.L, & Huston, 2010). 

Every employee really expects career development to motivate them to work better. 

Sinambela (2021) states that there are four levels of career needs for an employee to be taken in 

four age categories, through four stages of career development, namely: 1) the initial phase, which 

is oriented to two indicators, namely the position as a permanent employee or contract, 2) the first 

phase continuation oriented to the promotion indicator, 3) the retaining phase which is oriented to 

survival situations, 4) the retirement phase which is oriented to the strategic thinking indicator 

because everyone ends their job. 

Furthermore, to measure the career development of nurses developed an instrument. A 

modified scale called the Nurse Career Growth Scale (CGNS) is acceptable, valid and reliable for 

evaluating the career growth of nurses in Chinese hospitals (J. Liu et al., 2015). This scale measures 

three main factors (career goals, career capacity, and career opportunities) and shows that nurses' 

career growth differs in age, work seniority, and professional title. 

Career management also seeks to put the right people in the right positions. The 

implementation of a professional nurse career path is an effort to develop the nursing profession 

and organize services in a better direction (Suhartati, 2010). Therefore, changes in heterogeneous 

career patterns result from changes in the nature of work, organizational structure, sociological 

contracts, workforce demographics, as well as broader economic factors (Baruch & Rousseau, 

2019; Biemann et al., 2012). 
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From several definitions that have been put forward by the experts above, the researchers 

synthesize that nurse career development is a series of jobs assigned to nurses through professional 

career paths with a method designed to reward individual nurses for clinical expertise to improve 

performance and professionalism in their respective fields. 

 

Remuneration 

In general, A. Noe, R.Hollenbeck, Gerhart & M.Wright (2014) compensation is defined as 

the provision of remuneration to employees, either directly in the form of financial money or 

indirectly non-financially. Ivancevich (2007) distinguishes compensation into direct monetary 

compensation, including wages, salaries, benefits, incentives, health and employment insurance, 

compensation, pension contributions, and tuition assistance. It is also mentioned that there are non-

financial rewards or non-financial rewards such as: praise, a sense of self-worth that can affect 

satisfaction (Wibowo, 2016). 

Pora (2011) states that remuneration is a form of remuneration or compensation received by 

employees/workers from employers for achievements given by workers in order to realize 

company goals. As is known, several companies have reported the development of the concept of 

competency-based pay system and performance-based. 

Fujisawa & Lafortune (2008) stated “The remuneration of GPs and specialists is defined as 

gross (pre-tax) income from work, including taxes and social security contributions payable by the 

employee/self-employed worker,2 but excluding practice expenses for selfemployed doctors. 

Income from work should normally include all types of payments (including bonuses, overtime 

compensation, "thirteenth month payments", etc.) received by employees”. 

Based on the description of several descriptions of the concept above, it can be concluded 

that remuneration is the provision of remuneration received by nurses for the achievements given 

for their work, in the form of direct financial compensation and indirect or non-financial financial 

compensation in the form of salaries, performance allowances, remuneration incentives, health 

insurance and employment, pension contributions. 

 

Job satisfaction 

Colquitt, Lepine, & Wesson (2015) state that job satisfaction is a pleasurable emotional state 

resulting from the appraisal of one's job or job experiences. This theory is in line with the research 

of (Puspitawati & Atmaja, 2021), which implies that working conditions can cause stress 

depending on the condition of the employee. The salaries they earn do not match their workload, 

especially when working from home, and the working time of other employees reduces their level 

of satisfaction at work. However, due to the current Covid-19 pandemic, employees feel that job 

satisfaction does not affect their performance. 

Lu, Barriball, Zhang, & While (2012) nurse job satisfaction is defined as the extent to which 

a nurse fulfills herself or herself in the nursing profession. Nurse job satisfaction is effectd by 

working conditions, organizational environment, job stress, role conflict, role perception and 

organizational work content and professional commitment. In addition, the working time of other 

employees reduces their level of job satisfaction.  

Gibson, Ivancevich, Donelly & Konopaske (2012) describes a reciprocal relationship 

between performance and job satisfaction. On the one hand, it is said that job satisfaction causes 

an increase in performance so that satisfied workers will be more productive. On the other hand, 

job satisfaction can also occur due to performance or work performance so that more productive 

workers will get job satisfaction. 

Promoting autonomy, power to make decisions for change, social support, team cohesion, 

and strategies to reduce job stress can increase the job satisfaction of frontline nurse managers. 

Innovative solutions such as co-management and targeted electronic and administrative resources 

require further investigation (Penconek et al., 2021). Promoting prosocial group behaviour, team 

building, coaching, and implementing wellness programs can increase social support, team 

cohesion, and well-being. Examining the job satisfaction factors of nurse managers outside the 

acute care setting may provide further insight into the role that the practice environment plays in 

nurse manager job satisfaction. Research results (Widyani et al., 2019) 
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The Staempfli & Lamarche, (2020) study stated that a review of 161 journal articles revealed 

34 articles that met the inclusion criteria were included in the final analysis. Ten dominant factors 

enabled workplace interventions, including six that did not reach consensus. These ten factors are 

presented in a practical model for implementation based on Herzberg's two-factor theory and 

Maslow's hierarchy of needs theory. Conclusion: This model tells health care leaders how to 

understand job satisfaction pragmatically exclusively for ED nurses. 

Several studies have used the McCloskey/Mueller Satisfaction Scale (MMSS) to measure 

nurse job satisfaction. When developing this original scale, McCloskey grouped three categories 

or domains, namely: 1) safety includes satisfaction with pay, benefits, and work schedules 2) social 

includes: maternity leave, child care facilities, supervisor support, and peer relations, and social 

opportunities with colleagues, 3) Psychological includes job satisfaction, opportunities for further 

education, praise, recognition and superior control (Tourrangeau et al., 2006). 

Based on several descriptions of the concepts that have been described, it can be concluded 

that nurse job satisfaction is the extent to which a nurse describes positive feelings towards her 

work, resulting from the evaluation of characteristics. 

 

METHODOLOGY 

 

 The method used in this research is quantitative approach with survey method, and the 

technique analysed data using SEM (Structural Equation Modelling). The sampling technique 

used in this study is a stratified random sampling technique, so the sample in this research were 

200 clinical nurses as respondents of the Embung Fatimah Regional General Hospital, Batam. 

The profile of respondents consists of gender, namely female (77%), the majority had a Diploma 

in Nursing (71%), and the length of work ranged from 5 -10 years (63%). The data collect in this 

study using questionnaires with likert scale. 

 

RESULT AND DISCUSSION 

 

 

Hypothesis Testing 

 

To produce a measurement model from a simplified research model, the five First Order CFAs 

were combined from each of the research's latent variables. This simplified estimation of the 

measurement model produces a path diagram of the measurement model, as shown in Figure 1. 
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Figure 1 Research Measurement Model Estimation Results (Standard Solution) 

 

Figure 1, the estimation results of the research measurement model can be seen from the 

indicators of the Order 1 measurement model; all research latent variables have SFL > 0.50, 

meaning that all indicators of career development research variables, remuneration, job 

satisfaction, and nurse performance are valid indicators. Furthermore, the estimation results of the 

coefficients of CR and VE show that the CR price is 0.70 and VE is 0.50. These results mean that 

all items are consistent and reliable in measuring each indicator of the research variables. From 

the print output and path diagram in Figure 1, it can be seen that the Goodness of Fit Indices 

(GOFI), the results of the fit model test obtained p-value 1.0000 > 0.05, RMSEA = 0.000 < 0.08. 

This means having a good overall model fit or based on data. 

 

Structural Model Hypothesis Testing 
 

 
Figure 2. Model Estimation Results (Standard) 
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Figure 3 Model Estimation Results (t value) 

Furthermore, the results of the estimation of the path coefficient parameters for direct and 

indirect effects are presented in table 1. 

 

 

Table 1. Summary path coefficient and hypothesis direct effect test 

 

Hypthesis Path 

Coefficient 

t-value t-table Decision 

OC → NSPRF 0.23 4.70 1.96 H0 Rejected 

CDVLP→ NSPRF 0.34 4.27 1.96 H0 Rejected 

REMUERA→ NSPRF 0.26 5.09 1.96 H0 Rejected 

JOBSTFY→ NSPRF 0.23 4.70 1.96 H0 Rejected 

OC → JOBSTFY 0.10 1.47 1.96 H0 Accepted 

CDVLP → JOBSTFY 0.42 4.88 1.96 H0 Rejected 

REMUNERA→ 

JOBSTFY 

0.18 2.78 1.96 H0 Rejected 

CDVLP →REMUNERA 0.74 12.01 1.96 H0 Rejected 

 

Table 1 shows that of the eight research hypotheses, one research hypotheses were accepted, 

and seven research hypotheses were rejected. In addition, it will also analyse the indirect, and total 

effects of the latent variables of antecedent exogenous research, namely Career Development, on 

the performance of endogenous nurses and consequently, based on the printed output, the value of 

the three types of effects can be obtained, as shown in table 2. 

 

Table 2. Summary of indirect effect test 

 

Hypthesis Path 

Coefficient 

t-value t-

table 

Decision 

OC → JOBSTFY → NSPRF 0.022 1.4029 1.96 H0 

Accepted 

CDVLP → JOBSTFY → NSPRF 0.0966 3.3852 1.96 H0 

Rejected 

REMUNERA→JOBSTFY→NSPRF 0.0414 2.3927 1.96 H0 

Rejected 
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Based on table 1, organizational culture indirect effect to job satisfaction. While, for table 2 

shows that organizational culture indirect effect on nurse performance trough job satisfaction and 

its not significant result. Overall, from the results of the study, it is known that the hypothesis has 

been answered. 

 

 

Discussion 

 

Direct effect of Organizational Culture and Nurse Performance 

The results of this study prove that organizational culture has a direct positive effect on the 

performance of nurses working at Embung Fatimah Hospital in Batam (t value = 4.70 > 1.96, path 

coefficient = 0.23), meaning H1 is accepted. The findings of this study support the results of 

research from Hsi Chi, Hsiao, Chang, Ya Ling, & Tu, (2016) which shows that a good hospital 

culture leads to better individual performance than conventional training and also research from 

Winasih et al., (2015) stated the strong organizational culture, which can improve the performance 

of nurses in Dr. Soetomo Hospital. This finding is also in line with the results of research or 

concepts from Colquitt, Lepine, & Wesson (2015) and (Wibowo, 2016), although somewhat 

different from the opinion of Kreitner (2014) which states that culture can affect the performance 

of human resources towards better or bad performance. 

This finding is similar to previous research from Cha & Sung (2020) and Manojlovich & 

Ketefian, (2001). Cha & Sung (2020) stated the active culture has a positive effect on performance. 

Who work in a culture of having greater opportunities to take on greater responsibility for patients, 

as well as triggering innovative behaviors that improve performance. Manojlovich & Ketefian, 

(2001) explained that organizational culture predicted over 16% of the variance in nursing 

professionalism on the performance. A strong culture is the culture of an ideal organization that is 

widely embraced and clear in its delivery as well as cultural strength, thus affecting the intensity 

of behavior (Vernadeth et al., 2020). In terms of hospital culture, it is an important factor that helps 

nurses in the process of learning culture in hospitals because can increase performance. Hospitals 

should focus on establishing a culture that values, recognizes, and motivates employees to serve 

the public. 

 

Direct effect of Career Development and Nurse Performance 

The results of this study showed that the career development has a direct positive effect and 

significant on nurse performance. The t statistical value is 4.27 > 1.96, path coefficient = 0.34 so 

that the career development life is directly able to increase nurse performance significantly.  So, 

that the hypothesis H2 in this study is accepted. This shows that a good career development will 

increase the nurse performance of Embung Fatimah Hospital. However, these results contradict 

research from Pronajaya et al., (2021) stated that career development does not affect nurse 

performance. 

Based on these results it can be explained that the higher the career development will affect 

the performance of nurses. This finding is in line with researches from Saleem & Amin (2013), 

Nami Nasution et al., (2018) and Manggis et al., (2018). Saleem & Amin (2013) stated that 

employee performance increases along with better quality of career development which one of the 

forms of organizational support. Nami Nasution et al., (2018) stated that career development has 

a positive effect and significant on employee performance, career development can make 

employees more motivated to improve performance. By carrying out employee career 

development, the quality will certainly increase. Manggis et al., (2018) also point out that career 

development has a positive and significant effect on .  

There are several reasons why career development can impact employee performance. One 

is the fact that career development programs that companies effectively support evoke awareness 

of the purpose of work and the reasons for diligence. Career development for nurses is regulated 

by PMK No. 40 of 2017, and nurses undergo career placement suitable for their abilities through 

continuous professional development. 

 

Direct effect of Remuneration and Nurse Performance 
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The results showed that the remuneration has a positive and significant direct effect on nurse 

performance. The t statistical value is 5.09 > 1.96, path coefficient = 0.26 so that the remuneration 

is directly able to increase nurse performance significantly. So, that the hypothesis H3 in this study 

is accepted. This shows that a good remuneration will improve the nurse performance of Embung 

Fatimah Hospital. 

Based on these results it can be explained that the higher the career development will affect 

the performance of nurses. This finding is in line with researches from Novarini & Imbayani, 

(2019) there is a positive and significant effect between rewards on employee performance. There 

is a significant relationship between Reward and Punishment on employee performance. 

Researches of Berliana, Siregar, & Gustian (2018), states that the remuneration given is considered 

appropriate enough that it can affect employee performance. Because remuneration has a dominant 

effect on performance, employees need to be given appropriate remuneration by increasing other 

benefits in order to work more professionally. And also researches Muthmainnah, Hamid & 

Hariyati (2018) shows that improving the remuneration system has positive consequences in terms 

of nurse performance and subsequent quality of health services. A well-managed remuneration 

system has the potential to increase motivation, productivity, nurse satisfaction, and even increase 

retention. 

 

Direct effect of Job Satisfaction and Nurse Performance 

The results showed that the job satisfaction has impact direct effect on nurse performance. 

The t statistical value is 4.70 > 1.96, path coefficient = 0.23, which indicates there is a positive and 

significant direct effect of job satisfaction on nurse performance.  So, that the hypothesis H4 in 

this study is accepted. This shows that a good job satisfaction will increase the nurse performance 

of Embung Fatimah Hospital. 

Based on these results it can be explained that the higher the job satisfaction will affect the 

performance of nurses. Research by Hua (2015) stated that nurses in Chengde City were most 

satisfied with their co-workers and mostly dissatisfied with the work itself. In second-tier hospitals, 

nurses were more satisfied with workers, work-family balance and praise/recognition, while less 

satisfied with salary than those in third-tier hospitals. In addition, this study also supports research 

(Kvist et al., 2012), which identifies seven subscales of job satisfaction: leadership, factors that 

require work, work environment, sense of community, work well-being, work motivation factors 

and participation in decision making. Their study showed that the highest levels of job satisfaction 

stem from factors such as client feedback, having a suitable and challenging job, using one's skills 

at work, appreciation for one's own work and finding work that attracts teamwork. 

 

Direct effect of Organizational Culture and Job Satisfaction 

The results showed that the organizational culture does not have a significant effect on the 

job satisfaction because the t statistical value is 1.47 < 1.96, it can be concluded that hypothesis 5 

is not fulfilled. The path coefficient was 0.10, so it can be concluded that H1 is rejected. This 

shows that organizational culture has an indirect and insignifivant effect on job satisfaction.   Thus, 

a stronger organizational culture does not necessarily make the job satisfaction of the nurses better. 

Sharma (2017), stated   that organizational cultural values such as fairness, growth opportunities 

and organizational reputation have a positive effect on job satisfaction, while organizational traits 

such as aggressiveness have a negative effect on job satisfaction. 

Based on these results it can be explained that the higher the career development will not 

affect the performance of nurses. This finding is in line with researches from This result contradicts 

research from Winasih et al., (2015) and Hazaveheil et al., (2019). Winasih et al., (2015) stated 

the strong organizational culture, which can improve the job satisfaction of nurses. The research 

of Hazaveheil et al., (2019) that the findings show that organizational culture and job satisfaction 

have an average score in the hospitals studied. Treatment-oriented policies and vertical 

management in hospitals are important reasons that affect organizational culture and job 

satisfaction.  And also research Swathi, (2014), states that employee satisfaction plays an important 

role in increasing employee morale. Employee satisfaction has a close relationship with 

organizational culture because it encourages the workforce to give their opinions and share their 

ideas regarding work. 
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Direct effect of Career Development and Job Satisfaction 

The results showed that the career development has a positive and significant direct effect 

on job satisfaction. The t statistical value is 4.88 > 1.96, path coefficient = 0.42 so that the career 

development is directly able directly to increase job satisfaction significantly. So, that the 

hypothesis H6 in this study is accepted. This shows that a good career development will increase 

the nurse job satisfaction of Embung Fatimah Hospital. 

Based on these results it can be explained that the higher the career development will affect 

the job satisfaction. This finding is in line with researches from Ismail, Madrah, Aminudin, & 

Ismail (2013), First, the relationship between career programming (ie, planning and management) 

and career development has a positive and significant relationship with job satisfaction. Second, 

the relationship between career programming (ie, planning and management) and career 

development shows a positive and significant relationship with career commitment. Furthermore, 

research by Yarbrough, Martin, Alfred, & McNeill, (2017) shows a strong correlation between 

professional values and career development and job satisfaction.  

Bela Pertiwi, Sri Hariyati (2019), shows the results of her research that the impact of the 

career ladder system for nurses in hospitals are: (1) career advancement, (2) guidance 

development, (3) building an effective reward system, (4) development skills and education, and 

(5) task awareness. Guidance development and career advancement have been shown to 

significantly effect the development of nurse competencies. The conclusion of the research is that 

mentorship and career advancement have the greatest impact on the implementation of the nurse's 

career ladder. Nurse managers have an important role in increasing the application of career paths 

to increase nurse satisfaction. And also, Shujaat, Sana, Aftab, & Ahmed (2013) research in the 

banking sector is in line with this study they state that employee job satisfaction depends on career 

development opportunities in their respective organizations. In generals concluded that the 

banking sector in Karachi provides career development opportunities. 

 

Direct effect of Remuneration and Job Satisfaction 

The results showed that the remuneration has a positive and significant direct effect on job 

satisfaction. The t statistical value is 2.78 > 1.96, path coefficient = 0.13, so that the renumeratin 

is directly able to increase job satisfaction significantly.  So, that the hypothesis H7 in this study 

is accepted. This shows that a good remuneration will increase the job satisfaction of Embung 

Fatimah Hospital. 

Based on these results it can be explained that the higher the remuneration will affect the job 

satisfaction. This finding is in line with researches from Putra et al., (2017) proves that career 

development has a positive and significant effect on nurse job satisfaction. work goals have a 

positive and significant effect on the performance of nurses. Muthmainnah, Hamid & Hariyati 

(2018) shows that improving the remuneration system has positive consequences in terms of 

improving nurse performance and subsequent quality of health services. A well-managed 

remuneration system has the potential to increase nurses' motivation, productivity, job satisfaction, 

and even increase retention.  

Muthmainnah, Yetti, Gayatri, & Kuntarti (2019) has found a significant correlation between 

remuneration, work motivation and job satisfaction. Nurses who are satisfied with the 

remuneration have 3 times the opportunity to display high work motivation. This study 

recommends hospitals to implement a remuneration system based on the Decree of the Minister of 

Health No. 652 of 2010. Mendes, Lunkes, Flach & Kruger (2017), analyzed employee perceptions 

of the remuneration system in two large Brazilian hospitals, one managed by the government and 

the other by private investors. Their research findings indicate that the effect of fixed wages is 

different not only for employees in the two fields, but also in relation to public and private hospital 

management so as to increase job satisfaction. 

 

Direct effect of Career Development and Remuneration 

The results showed that the career development has a positive and significant direct effect 

on nurse performance. The t statistical value is 12.01 > 1.96, path coefficient = 0,74, so that the 

career development life is directly able to increase significantly.  So, that the hypothesis H8 in this 
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study is accepted. This shows that a good career development will increase the nurse performance 

of Embung Fatimah Hospital. 

Based on these results it can be explained that the higher the career development will affect 

the remuneration. This finding is in line with researches from the results of this study indicate that 

the better the career development by the company as well as compensation system implemented, 

the higher the employee's performance. Furthermore, research by B. Panjaitan et al., (2020) stated 

the result of this research showed that career development and conpensation influence the 

employee performance. The influence of career development and compensation toward employee 

performance is positive it means that the higher career development and compensation the higher 

the employee performance and it has mean 

 

Indirect effect of Organizational Culture and Nurse Performance through Job Satisfaction 

The results this study showed that there was an indirect effect of the organizational culture 

on nurse performance through job satisfaction. The t statistical value is 1,40 < 1.96 means that the 

hypothesis H9 in this study is declared rejected. This shows that organizational culture can’t   

improve the nurse performance through job satisfaction of Embung Fatimah Hospital. 

Based  on  the  analysis  that  has  been  done,  This finding contradicts the results of the 

study of Alotaibi et al. (2015), showed that organizational culture, leadership behaviour and job 

satisfaction are important determinants of teacher performance in junior high schools in Sukabumi. 

This finding also contradicts research from Farooqui & Nagendra (2014) which shows that there 

is a relationship between organizational fit and job satisfaction and performance. 

 

 

 

 

Indirect effect of Career Development and Nurse Performance through Job Satisfaction 

The results this study showed that there was an indirect effect of the career development on 

nurse performance through job satisfaction.  The t statistical value is 1,40 < 1.96, which means 

that the hypothesis H10 in this study is declared accepted. The results of the analysis show that 

there is no significant effect between career development and nurse performance through job 

satisfaction Embung Fatimah Hospital  

Based  on  the  analysis  that  has  been  done,  this finding contradicts by Onyishi, 

Enwereuzor, Ogbonna, Ugwu, & Amazue, (2019), which stated that the results of their research 

that psychological satisfaction of basic needs are positively related to career satisfaction and career 

commitment of nurses. Career satisfaction is positively related to career commitment. Career 

satisfaction mediates the relationship between satisfaction of basic psychological needs and career 

commitment. This finding also strengthens the research by Shujaat, Sana, Aftab & Ahmed (2013),  

which determined that there is a positive relationship between career development and job 

satisfaction of employees in the banking sector. Career development is very important for an 

organization, because career is a need that must be continuously developed by the employees 

themselves (Harris et al., 2015). 

 

Indirect effect of Remuneration and Nurse Performance through Job Satisfaction 

The results this study showed that there was a direct effect of the remuneration on nurse 

performance through job satisfaction. The t statistical value is 3,38 > 1.96 so that the remuneration 

indirectly affects nurse performance through job satisfaction. So that the hypothesis H11 in this 

study is declared rejected. The results of the analysis show that there is significant effect between 

remuneration and nurse performance through job satisfaction Embung Fatimah Hospital.  

Based  on  the  analysis  that  has  been  done,  the results of this study are in line with the 

opinion of Colquitt, Lepine & Wesson (2015), which states that performance is mediated by 

individual mechanisms such as job satisfaction, stress, motivation, trust, justice & ethics and 

learning decision making. When viewed from the performance indicators, it can be seen that 

performance is related to feedback in this case remuneration mediated by job satisfaction. This 

finding also strengthens the results of research by Muthmainnah, Hamid & Hariyati (2018), which 

shows that an increase in the remuneration system has positive consequences in terms of nurse 
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performance and the quality of subsequent health services. A well-managed remuneration system 

has the potential to increase nurse motivation, productivity, satisfaction, and even increase 

retention. In addition, it also strengthens, Muthmainnah, Yetti, Dewi Gayatri, & Kuntarti (2019) 

whose research results using logistic regression tests reveal that there is a significant interaction 

between remuneration and job satisfaction. 

Research limitations 

There are still a number of variables that affect the performance of the nurses that were not 

used in this study such as the variables competency, the work environment, leadership style. 

commitment, training, motivation, and level of education. Due the time and place limitations, the 

variables of organizational culture, career development, remuneration, job satisfaction and nurse 

performance. Another limitation in this study is that nurse performance is measured based on the 

perception of the hospital nurses, the last limitation is the number of variables that must be added.  

 

 

CONCLUSION  

 

These findings reveal that nurse career development directly affects nurse performance, job 

satisfaction, and remuneration. Let's look at three positive direct effects of career development. 

The dominant effect of career development is on remuneration, which is more than double the 

effect of career development on performance and job satisfaction at Embung Fatimah Hospital 

Batam. Implementation of a good nurse career development, based on Permenkes No. 40 of 2017 

concerning the Development of Professional Career Paths for Nurses (Ministry of Health, 2017), 

will encourage high-performing nurses. 

This finding also shows that remuneration has a direct positive effect on nurse performance 

and other findings from this study also show that job satisfaction has a direct effect on nurse 

performance. In addition, it was found that there is no effect of remuneration on job satisfaction. 

The findings of this study reveal that there are direct and indirect effects through the 

intervening variable or mediation as for the mediating variables, job satisfaction, and 

remuneration. So it can be concluded that job satisfaction and remuneration successfully mediate 

the effect of career development and performance. These findings reveal that nurse career 

development directly affects nurse performance, job satisfaction, and remuneration. Let's look at 

three positive direct effects of career development. It was found that the dominant effect of career 

development is on remuneration, which is more than once the effect of career development on 

performance and job satisfaction at Embung Fatimah Hospital Batam. Based on Permenkes No. 

40 of 2017 concerning the Development of Professional Career Paths for Nurses at the Ministry 

of Health (2017), 

This finding also shows that remuneration has a direct positive effect on nurse performance 

and other findings from this study also show that job satisfaction has a direct effect on nurse 

performance. In addition, it was found that there is no effect of remuneration on job satisfaction. 

The findings of this study reveal that there are direct and indirect effects through the 

intervening variable or mediation as for the mediating variables, job satisfaction, and 

remuneration. So it can be concluded that job satisfaction and remuneration successfully mediate 

the effect of career development and performance. 

 

 

REFERENCES 

 

A.Noe, R., R.Hollenbeck, J., Gerhart, B., & M.Wright, P. (2014). Manajemen Sumber Daya Manusia 
mencapai keunggulan bersaing. Salemba Empat. 

Al‐Ahmadi, H. (2009). Factors affecting performance of hospital nurses in Riyadh Region, Saudi 

Arabia. International Journal of Health Care Quality Assurance, 22(1), Al‐Ahmadi, H. 

Alotaibi, G. B. G., Mokhtar, S. S. B. M., Taib, C. A. Bin, & Yusoff, R. Z. B. (2015). The influence 

of organizational culture and leadership behavior on innovation performance. International 

Journal of Business Research, 15(5), 47–56. https://doi.org/10.18374/IJBR-15-5.5 



International Journal of Human Capital Management, Vol. 6 (1),  June 2022 

 
 

51 | P a g e  
 

Armstrong, M. (2014). Armstrong’s Handbook of Human Resource Management Praktice. British 

Library cataloging in Publication. 

Baruch, Y., & Rousseau, D. M. (2019). Integrating psychological contracts and ecosystems in 

career studies and management. Academy of Management Annals, 13(1), 84–111. 

Bela Pertiwi, SriHariyati, R. T. (2019). The impacts of career ladder system for nurses in hospital. 

Enfermería Clínica, 79. https://doi.org/10.1016/j.enfcli.2019.04.016 

Berliana, M., Siregar, N., & Gustian, H. D. (2018). The Model of Job Satisfaction and Employee 

Performance. International Review of Management and Marketing, 8(6), 41–46. 

Biemann, T., Zacher, H., & Feldman, D. C. (2012). Career patterns: A twenty-year panel study. 

Journal of Vocational Behavior, 81(2), 159–170. 

Cha, C., & Sung, C. (2020). Factors related to nursing performance in South Korean intensive care 

units. International Journal of Nursing Practice, 26(6). https://doi.org/10.1111/ijn.12874 

Chi, H., Jen-Chia, H., Chang, Ling, Y., & Tu. (2012). The influence of hospital organizational 

culture on organizational commitment among nursing executives. African Journal of 

Business Management, 6(44), 10888–10895. 

Colquitt, J. A., Lepine, J. A., & Wesson, M. J. (2015). Organizational Behavior Improving 

Performance and Commitment (4th Editio). LIPI Press. 

Denison, D., Nieminen, L., & Kotrba, L. (2014). cultures: A conceptual and empirical review of 

culture effectiveness surveysDiagnosing organizational. European Journal of Work and 

Organizational Psychology, 23(1), 145–161. 

https://doi.org/10.1080/1359432X.2012.713173 

Farooqui, M. S., & Nagendra, A. (2014). The Impact of Person organization Fit on Job Satisfaction 

and Performance of the Employees. Procedia Economics and Finance, 11(14), 122–129. 

Fujisawa, R., & Lafortune, G. (2008). The Remuneration Of General Practitioners And Specialists 

In 14 Oecd Countries: What Are The Factors Influencing Variations Across Countries? (Issue 

41). Organisation for Economic Co-operation and Developmen. 

Gaol, J. L. (2014). Human Capital: Manajemen Sumber Daya Manusia. Gramedia Widiasarana 

Indonesia. 

Gibson, J. L., Ivancevich, J. M., Donelly, J. H., & Konopaske, R. (2012). Organizations : 

Behavior, structure, processes, fourteenth edition. McGraw-Hill. 

Greenslade, J. H., & Jimmieson, N. L. (2011). Organizational factors impacting on patient 

satisfaction: A cross sectional examination of service climate and linkages to nurses’ effort 

and performance. International Journal of Nursing Studies, 48(10), 1188–1198. 

Hariyati, R. T. S., Igarashi, K., Fujinami, Y., Susilaningsih, S., & Prayenti. (2017). Correlation 

between Career Ladder , Continuing Professional Development and Nurse Satisfaction : A 

Case Study in Indonesia. International Journal of Caring Sciences, 10(3), 1490–1497. 

Harris, C. M., Pattie, M. W., & Mcmahan, G. C. (2015). Advancement along a career path: the 

influence of human capital and performance. Human Resource Management Journal, 25(1), 

102–115. https://doi.org/10.1111/1748-8583.12047 

Hazavehei1, S. M. M., Hamidi2, Y., Karimi-Shahanjarini3, A., Rabiei4, M. A. S., Farhadian5, M., 

Alimohamadi6, S., & Seyedeh Melika Kharghani Moghadam7. (2019). The Status of 

Organisational Culture and Job Satisfaction in Hamadan Specialty Hospitals. 1951, 5–8. 

https://doi.org/10.7860/JCDR/2019/38436.12784 

Hua, L. J. (2015). Job Satisfaction among nurses in general hospital in chengde city china. 

Universitas Putra Malaysia. 

Ilyas, Y. (2012). Kinerja teori, penilaian & penelitian. Pusat Kajian Ekonomi Kesehatan FKM UI. 

Ismail, A., Madrah, H., Aminudin, N., & Ismail, Y. (2013). Mediating Role of Career 

Development in the Relationship between Career Program and Personal Outcomes Peran 

Pengembangan Karir sebagai Mediator Hubungan antara Program Karir dan Sikap Kerja 

Individu. Makara Seri Sosial Humaniora, 17(1), 43–54. 

Ivancevich, J. M. (2007). Human Resource Management. Singapore: Mc Graw-Hill. 

Jha, A. K., Larizgoitia, I., Audera-Lopez, C., Prasopa-Plaizier, N., Waters, H., & Bates, D. W. 

(2013). The global burden of unsafe medical care: Analytic modelling of observational 

studies. BMJ Quality and Safety, 22(10), 809–815. https://doi.org/10.1136/bmjqs-2012-

001748 



International Journal of Human Capital Management, Vol. 6 (1),  June 2022 

 
 

52 | P a g e  
 

Kaswan. (2014). Career Development : Pengembangan karir untuk mencapai kesuksesan dan 

kepuasan. Alfabeta. 

Kim, J., & Bates, D. W. (2012). Medication administration errors by nurses: Adherence to 

guidelines. Journal of Clinical Nursing, 22, 590–598. https://doi.org/10.1111/j.1365-

2702.2012.04344.x 

Komite Keselamatan Pasien Rumah Sakit. (2011). Laporan Insiden Keselamatan Pasien. KKP 

RS. 

Kreitner, R., & Kinicki, A. (2014). Perilaku Organisasi. Salemba Empat. 

Kvist, T., Mäntynen, R., Partanen, P., Turunen, H., Miettinen, M., & Vehviläinen-Julkunen, K. 

(2012). The Job Satisfaction of Finnish Nursing Staff: The Development of a Job Satisfaction 

Scale and Survey Results. Nursing Research and Practice, 2012, 1–11. 

https://doi.org/10.1155/2012/210509 

Ližbetinová, L., Lorincová, S., & Caha, Z. (2016). Primjena instrumenta procjene organizacione 

kulture (OCAI) na logističke tvrtke. Nase More, 63(3), 170–176. 

https://doi.org/10.17818/NM/2016/SI17 

Lu, H., Barriball, K. L., Zhang, X., & While, A. E. (2012). Job satisfaction among hospital nurses 

revisited: A systematic review. International Journal of Nursing Studies, 49(8), 1017–1038. 

Manggis, I. W., Yuesti, A., & Sapta, I. K. S. (2018). The Effect of Career Development and 

Organizational Culture to Employee Performance with Motivation of Work as Intervening 

Variable in Cooperation in Denpasar Village. International Journal of Contemporary 

Research and Review, 9(07), 20901–20916. https://doi.org/10.15520/ijcrr/2018/9/07/553 

Manojlovich, M., & Ketefian, S. (2001). The effects of organizational culture on nursing 

professionalism: implications for health resource planning. The Canadian Journal of Nursing 

Research, 33(4), 15–34. 

Marquis, B.L, & Huston, C. (2010). Kepemimpinan dan Manajemen Keperawatan Teori dan 

Aplikasi (W. H. & F. H. J. Widyati (ed.); Empat). EGC. 

Mendes, A., Lunkes, R. J., Flach, L., & Kruger, S. D. (2017). The influence of remuneration on 

the behavior of hospital employees in Brazil. Contaduría y Administración, 62(1), 207–221. 

Moeheriono. (2014). Pengukuran Kinerja. PT Raja Grafindo Jakarta. 

Mulyadi. (2015). Manajemen Sumber Daya Manusi. In Media. 

Muthmainnah, Hamid, A. Y. S., & Hariyati, R. T. S. (2018). Improving nurses’ performance 

through remuneration: a literature review. Enfermería Clínica, 28, 130–133. 

https://doi.org/10.1016/S1130-8621(18)30052-4 

Muthmainnah, Yetti, K., Gayatri, D., & Kuntarti. (2019). Remuneration Satisfaction to Improve 

Work Motivation of Nurses: A Cross-Sectional, Descriptive Analysis Study. Journal of 

International Dental and Medical Research, 12, 133–138. 

Nami Nasution, F., Mariatin, E., & Zahreni, S. (2018). The Influence of Career Development and 

Organizational Culture on Employee Performance. International Journal of Scientific 

Research and Management, 6(01), 57–65. https://doi.org/10.18535/ijsrm/v6i1.el09 

Novarini, N. N. A., & Imbayani, I. G. A. (2019). The Influence of Reward and Punishment on 

Employee Performance at Royal Tunjung Bali Hotel & Spa Legian. International Journal of 

Applied Business and International Management, 4(3), 33–44. 

https://doi.org/10.32535/ijabim.v4i3.681 

Onyishi, I. E., Enwereuzor, I. K., Ogbonna, M. N., Ugwu, F. O., & Amazue, L. O. (2019). Role of 

Career Satisfaction in Basic Psychological Needs Satisfaction and Career Commitment of 

Nurses in Nigeria: A Self-Determination Theory Perspective. Journal of Nursing 

Scholarship, 51(4), 470–479. 

Panjaitan, B., Kosasih, & Djogo, O. (2020). The Effect of career development and compensation. 

Systematic Reviews in Pharmacy, 11(3), 421–428. https://doi.org/10.5530/srp.2020.3.53 

Panjaitan, R. U., Keliat, B. A., & Besral. (2014). Persepsi Perawat Pelaksana Tentang Budaya 

Organisasi dan Kinerja. Jurnal Keperawatan Indonesia, 17(1), 30–38. 

https://doi.org/10.7454/jki.v17i1.376 

Penconek, T., Tate, K., Bernardes, A., Lee, S., Micaroni, S. P. M., Balsanelli, A. P., de Moura, A. 

A., & Cummings, G. G. (2021). Determinants of nurse manager job satisfaction: A systematic 

review. International Journal of Nursing Studies, 118, 103906. 



International Journal of Human Capital Management, Vol. 6 (1),  June 2022 

 
 

53 | P a g e  
 

https://doi.org/10.1016/j.ijnurstu.2021.103906 

Pora, A. de. (2011). Remunerasi Kompensasi & Benefit. Rana Pustaka. 

Pronajaya, G., Anindita, R., & Pamungkas, R. A. (2021). Self Efficacy Model and Career 

Development in Increase Employee Engagement and Nurse Performance. Dinasti 

International Journal of Education Management And Social Science, 2(4), 663–675. 

https://doi.org/10.31933/dijemss.v2i4.830 

Puspitawati, N. M. D., & Atmaja, N. P. C. D. (2021). How Job Stress Affect Job Satisfaction and 

Employee Performance in Four-Star Hotels. International Journal of Applied Business and 

International Management, 6(2), 25–32. https://doi.org/10.32535/ijabim.v6i2.1168 

Putra, G. N. W., Kurniati, T., & Hidayat, A. A. A. (2017). Job Satisfaction and Nursing 

Performance through Career Development. 2(Hsic), 86–91. https://doi.org/10.2991/hsic-

17.2017.13 

Robbins, S. P., & Judge, T. A. (2017). Perilaku Organisasi. Salemba Empat. 

Sagherian, K., Steege, L. M., Geiger-Brown, J., & Harrington, D. (2018). The Nursing 

Performance Instrument: Exploratory and Confirmatory Factor Analyses in Registered 

Nurses. Journal of Nursing Research, 26(2), 130–137. 

https://doi.org/10.1097/jnr.0000000000000215 

Saleem, S., & Amin, S. (2013). The Impact of Organizational Support for Career Development 

and Supervisory Support on Employee Performance : An Empirical Study from Pakistani 

Academic Sector. European Journal of Business and Management, 5(5), 194–207. 

Sharma, P. (2017). Organizational Culture As a Predictor Of Job Satisfaction: The Role of Age 

and Gender. Management, 22, 35–48. 

Shujaat, S., Sana, S., Aftab, F., & Ahmed, I. (2013). Impact of Career Development on Employee 

Satisfaction in Private Banking Sector Karachi. Journal of Management and Social Sciences, 

9(2), 1–8. 

Sonnentag, S., & Frese, M. (2005). Performance Concepts and Performance Theory. 

Psychological Management of Individual Performance, January, 5. 

Staempfli, S., & Lamarche, K. (2020). Top ten: A model of dominating factors influencing job 

satisfaction of emergency nurses. International Emergency Nursing, 49(September), 100814. 

https://doi.org/10.1016/j.ienj.2019.100814 

Suhartati. (2010). Petunjuk Pelaksanaan Jenjang Karir Perawat di Rumah Sakit. Direktorat Bina 

Pelayanan Keperawatan dan Keteknisian Medik. 

Swathi, B. (2014). Impact of Organization Culture on Employee’s Job Satisfaction: A Study of 

Public and Private Sector. Journal of Management, 3, 4–14. 

Vernadeth, V., Anindita, R., & Aida, M. (2020). The Importance of Strong Organizational Culture 

in Nurse Performance Over Regional Government Hospital Jakarta. Journal of 

Multidisciplinary Academic, 4(1), 13–20. 

wibowo. (2015). Performance Management UNJ Manajemen Kinerja Buku 1 Kuliah Manajemen 

Kinerja UNJ. Universitas Negeri Jakarta. 

Wibowo. (2016a). Budaya Organisasi Sebuah Kebutuhan untuk meningkatkan Kinerja jangka 

Panjang. Rajawali pers. 

Wibowo. (2016b). Manajemen Kinerja. PT Raja Grafindo Persada. 

Winasih, R., Nursalam, N., & Kurniawati, N. D. (2015). Cultural Organization and Quality of 

Nursing Work Life on Nurses Performance and Job Satisfaction in Dr. Soetomo Hospital, 

Surabaya. Jurnal NERS, 10(2), 332. https://doi.org/10.20473/jn.v10i22015.332-342 

Wirawan. (2015). Manajemen Sumber Daya Manusia. PT Raja Grafindo. 

Yarbrough, S., Martin, P., Alfred, D., & McNeill, C. (2017). Professional values, job satisfaction, 

career development, and intent to stay. Nursing Ethics, 24(6), 675–685. 

https://doi.org/10.1177/0969733015623098 

 
 


