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Keywords: Work discipline is essential to sustain nursing productivity and hospital
Work Discipline, performance. This study examines the association between work
Nurses, discipline and nurses’ work productivity in inpatient care at a private
Productivity, hospital in Jakarta. A cross-sectional design was applied with total
Inpatient Care, sampling of staff nurses. Data were collected using validated Likert-type
Hospital Performance. questionnaires for discipline and productivity, then categorized into high

and low levels based on central tendency. Bivariate analysis employed
an appropriate chi-square procedure and effect size to test the
relationship. The findings indicate a meaningful positive association:
nurses with higher discipline tend to report higher productivity, reflected
in punctual attendance, adherence to standard procedures, and
complete documentation of care. The study recommends strengthening
managerial supervision, feedback loops, and fair scheduling, alongside
continuous education on standard operating procedures. Enhancing
discipline culture is expected to raise individual productivity and
contribute to better service quality and organizational outcomes in
Indonesian hospital settings over time.
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INTRODUCTION
Hospital is a health-care institution that provides comprehensive individual health services,
including inpatient, outpatient, and emergency care (Law No. 44 of 2009). As a type of health
facility operated by either government or community, a hospital functions as a provider of
primary or referral care and supportive health services. Successful performance is reflected in
excellent service quality. Service quality is influenced by several factors, with human
resources being the most dominant (Agustinus, 2017).

Nurses’ work productivity in hospitals remains relatively low. Data from the Asian
Productivity Organization (APQO), as cited by the ministry, show that Indonesia’s labor
productivity growth during two thousand ten to two thousand sixteen lagged behind peer
countries: the Philippines, Vietnam, Cambodia, and Laos all recorded higher growth, whereas
Indonesia’s growth trailed them (Putri, 2020). Thus, productivity remains a global challenge,
including in Indonesia.
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High work productivity is crucial for hospitals because it is closely related to outcomes.
Productivity in nursing is complex; nurse managers must understand it because it affects
patient care and nurses’ tenure. Productivity is one of the core indicators of nursing care
delivery. In practice, patient health outcomes—through improvement in Bed Occupancy Rate
(BOR) and Length of Stay (LOS)—serve as tangible measures of nurses’ productivity.
Measuring productivity provides feedback for nursing service quality. To achieve high
productivity, hospitals must ensure quality human resources and robust human-resource
management (Zoschak, 2010).

Early studies assessing nurses’ productivity indicate that work disruptions, increased
absenteeism, and activity interruptions contribute to productivity loss. Factors associated
with decreased productivity include age, length of service as a nurse, job stress, and health
problems. Research in the United States by William reported that aging affects nurses’
productivity. Trinkoff found that nurses working more than twelve hours per day or on night
shifts exhibit declines in productivity, with a notable share of reports from such nurses
indicating reduced output.

Darma’s study showed that the productivity index of nursing staff during working hours
in inpatient wards was below optimal; time use was dominated by non-productive activities
compared with direct and indirect nursing care, education, and administrative tasks. This
indicates that utilization of working time has not been optimal (Darma, 2015).

Productivity is affected by a range of factors related to workers and the work system,
including motivation, education and training, skills, work ethic and attitudes, nutrition and
health, income level, work environment and systems, social security, management and
opportunities for achievement, and work discipline.

Discipline plays a critical role in improving productivity because it concerns human
behavior and is a vital element of management. Sinungan defines discipline as a mental
attitude of individuals or groups to consistently follow and obey established rules and
decisions.

A study by Elsa and colleagues observed, among ten staff nurses on duty, that some
arrived on time while others did not; extended breaks were taken, and internal and external
time-wasting during working hours was still evident. In nursing care delivery, several nurses
were found to perform below optimal standards.

Reiterating, productivity is shaped by multiple factors such as motivation, education and
training, skills, work attitudes and ethics, nutrition and health, income, work environment and
systems, social security, managerial support and opportunities for achievement, and discipline
(Sinungan, 2018). Discipline remains pivotal because it reflects willingness to comply with
prevailing norms and rules (Timpe, 2022).

Rivai states that work discipline comprises attendance, compliance with work rules,
adherence to work standards, heightened vigilance, and ethical conduct. Consistently, Amran
lists five factors: frequency of attendance, level of vigilance, adherence to work standards,
compliance with work regulations, and work ethics (Rivai, 2015).

A disciplined attitude is essential for every nurse, fostering responsibility. Hospitals do
not only expect nurses who communicate well and are skillful; more importantly, they expect
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diligence, discipline at work, and a strong desire to achieve optimal results. Discipline
represents a person’s willingness and readiness to obey applicable norms and regulations
(Timpe, 2022).

Hospital X in Jakarta employs sixty-three inpatient nurses with a bed capacity of one
hundred thirty. The hospital’s service performance shows a BOR around the mid-sixties in
two thousand twenty-five, aligning with the Ministry of Health’s standard of sixty to eighty-
five percent. However, observations indicate suboptimal productivity: during evening shifts,
many nurses arrive late; working time is not used effectively, with instances of smartphone
use, chatting, and selling during duty hours.

Absenteeism is also a key indicator of productivity. Robbins and Judge (2019) note that
high absenteeism disrupts service continuity and reduces team effectiveness. In hospitals,
high absenteeism increases the workload of remaining staff, lowers service quality, and raises
operating costs due to the need for substitute labor.

Key Performance Indicator data from January through May at Hospital X indicate nurse
absenteeism rising well above the permissible monthly threshold. The hospital does not yet
maintain data linking discipline to nurses’ productivity. Given that discipline is one of the
determinants of productivity, the relationship between work discipline and nurses’
productivity merits deeper investigation. A sound understanding of this linkage can inform
human-resource strategies to enhance nurses’ productivity through the strengthening of
workplace discipline.

METHODS
This study employed a cross-sectional analytic design to examine the association between
work discipline and nurses’ work productivity in inpatient care. A cross-sectional approach
was chosen because it allows estimation of the relationship between variables measured at
the same point in time and is suitable for service-delivery settings where staffing and
schedules limit longitudinal follow-up.

The research was conducted in the inpatient units of Hospital X, Jakarta. The target
population comprised all staff nurses assigned to inpatient wards during the study period.
Eligibility criteria included active employment as a staff nurse for at least three consecutive
months, ability to complete a self-administered questionnaire, and willingness to provide
informed consent. Nurses on extended leave or managerial staff not providing direct care
were excluded. A total sampling strategy was applied to include the entire accessible
population.

The independent variable was work discipline, operationalized as the extent to which
nurses demonstrate punctual attendance, adherence to work rules and standards, vigilance
on duty, and ethical conduct. The dependent variable was work productivity, conceptualized
as the self-reported output and efficiency of nursing tasks aligned with unit standards,
including timeliness, completeness of care documentation, and prioritization of clinical duties.
Both constructs were measured using Likert-type questionnaires; negatively keyed items
were reverse-scored, total scores were computed, and categories were formed using a
median split to yield “high” and “low” groups for inferential testing.
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ltem pools for both scales were developed from established nursing management and
organizational behavior literature and adapted to the hospital context through cognitive
debriefing with bedside nurses. Content validity was assessed by a panel of subject-matter
experts in nursing management and hospital quality. A pilot test was performed in a
comparable unit outside the study population to evaluate clarity, item-total correlations, and
internal consistency. ltems not meeting psychometric and content criteria were revised or
removed before field administration, resulting in final concise instruments suitable for ward
conditions.

Data were collected on site during routine shifts. After an information session, eligible
nurses received sealed questionnaire packets and returned completed forms in locked boxes
to ensure privacy. Supervisors were not present during completion to minimize social
desirability bias. Field researchers monitored response completeness and addressed queries
without leading respondents. No names were recorded; unique codes were used for linkage
between instruments.

Data quality assurance included double data entry with verification, programmed range
checks, and audit trails for corrections. Questionnaires with extensive missing responses on
a given scale were excluded according to a predefined threshold. For rare single-item
omissions within an otherwise complete scale, person-mean substitution within that scale
was applied. All decisions regarding exclusion, imputation, and data cleaning were
documented prior to analysis.

Statistical analysis proceeded in three stages. First, descriptive statistics summarized
respondent characteristics and scale distributions, and internal consistency was evaluated
using Cronbach’s alpha. Second, bivariate associations between work discipline (high vs. low)
and work productivity (high vs. low) were tested using Pearson’s chi-square with continuity
correction; Fisher’'s exact test was used where expected cell counts were small. Effect size
was reported as Phi or Cramer’s V, with confidence intervals where appropriate. Third, as a
robustness check, exploratory binary logistic regression estimated the association between
discipline and productivity adjusting for selected covariates (e.g., age, tenure, and shift
pattern), subject to events-per-variable considerations.

Ethical approval was obtained from the institutional review board of the affiliated
university and written permission from Hospital X. All participants provided informed consent
after receiving information on study aims, procedures, voluntary participation, and
confidentiality. The study adhered to the principles of the Declaration of Helsinki and followed
STROBE recommendations for reporting cross-sectional studies.

RESULTS AND DISCUSSION
Univariate Analysis
Work Discipline
The assessment of nurses’ work discipline at Hospital X, Jakarta was grouped into high and
low, as shown in Table 1.
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Table 1. Frequency Distribution of Respondents by Work Discipline at Hospital X, Jakarta
Work Discipline  Number Percentage (%)

High 30 48
Low 33 52
Total 63 100

Most respondents showed low work discipline (33 of 63, about 52%), indicating many
nurses have not met service standards. The remainder demonstrated high discipline (30,
about 48%).

Work Productivity

Nurses’ work productivity at Hospital X, Jakarta was categorized as high or low, as
shown in Table 2.

Table 2. Frequency Distribution of Respondents by Nurses’ Work Productivity at Hospital X,

Jakarta
Work Productivity Number Percentage (%)
High 24 38
Low 39 62
Total 63 100

Most respondents had low work productivity (39 of 63; 62%). The remainder showed
high productivity (24; 38%).
Bivariate Analysis
Relationship Between Work Discipline and Nurses’ Work Productivity at Hospital X, Jakarta
The chi-square test yielded the following p-value.
Table 3. Relationship Between Work Discipline and Nurses’ Work Productivity at Hospital

X, Jakarta
. High Productivity Low Productivity Total
D -
Work Discipline n (%) n (%) n (%) p-value
High 16 (53) 14 (47) 30 (100) 0.012
Low 8 (24) 25 (76) 33 (100)
Total 24 39 63

Respondents with high discipline more often had high productivity (16 nurses, 53%),
while those with low discipline predominantly had low productivity (25 nurses, 76%). Chi-
square assumptions were met, and the association was significant (p = 0.012), indicating
discipline is linked to nurses’ productivity at Hospital X, Jakarta.

Discussion
Univariate Analysis
Work Discipline

The analysis shows that most of the sixty-three nurses in this study had low work
discipline, amounting to fifty-two percent. Tenure and education were also found to play an
important role in shaping discipline. In everyday life, wherever people are, rules and provisions
are needed to regulate and limit activities and behavior.
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At Hospital X, from January to May, nurse absenteeism increased by about fifteen to
twenty percent above the maximum monthly threshold of five percent. In the inpatient unit,
among ten staff nurses on duty, six arrived on time and four were late. Extended breaks were
taken, and instances of internal and external time-wasting during working hours were
observed. In delivering nursing care, some nurses were still not performing optimally.

For item number thirteen, “Have you ever been present without a letter of explanation?”,
among sixty-three respondents, the answers were: Always five, Often seventeen, Ever
twenty-eight, and Never thirteen, with Ever being the most frequent response. According to
regulations at Hospital X, nurses are required to provide an explanation when absent.

Following Robbins (as cited in Dalimunthe et al., 2020), the criteria used for work
discipline include time discipline, defined as attitudes or behaviors toward working hours,
encompassing attendance and compliance with scheduled hours. Employees carry out tasks
punctually and correctly.

These findings indicate that inpatient nurses exhibit low work discipline and thus
insufficient compliance with hospital rules and norms. Given the importance of discipline for
productivity, staged enforcement is necessary, for example, written warnings, postponement
of compensation, or demotion, accompanied by coaching.

Work Productivity

Most respondents, sixty-three in total, were categorized as having low productivity,
amounting to sixty-two percent. Nurses’ productivity is pivotal for achieving nursing service
goals and overall hospital quality. Nursing is the largest professional group, front-line, and
most frequently interacting with patients and families; thus, optimal health-care quality and
hospital service improvement depend on nursing performance.

In the hospital, the productivity of nursing staff during working hours in the inpatient
installation was reported at 4.4 percent, with time allocation of 8.41 percent for direct care
(and other categories as observed). Productivity is a benchmark of success for organizations
in achieving goals. In inpatient settings, working hours often exceed the stipulated schedule,
and nurses face rotating or irregular shifts.

For item number four, “Do you ever feel bored with the tasks assigned?”, among sixty-
three respondents, the answers were: Always nine, Often twenty-six, Ever twenty-one, and
Never seven, with Often being most frequent. This suggests job boredom may reduce
productivity.

According to Arifah (2020), work discipline has a significant positive effect on nurses’
performance. Improvements in discipline, reflected in compliance with work rules, attendance,
adherence to work standards, heightened vigilance, and ethical conduct, contribute to better
performance, as seen in targets for quantity, quality, reliability, attendance, and teamwork.
Thus, the better a hospital implements work discipline, the more employee performance will
improve.

Bivariate Analysis
Relationship Between Work Discipline and Work Productivity of Nurses at Hospital X, Jakarta

Based on questionnaire data for the discipline variable from sixty-three respondents,

the chi-square test produced a p-value of 0.034 at a significance level below 0.05, indicating
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a relationship between work discipline and work productivity among inpatient nurses at
Hospital X, Jakarta.

High work discipline is associated with high productivity, as good productivity
underpins the attainment of hospital service goals, particularly through nursing. According to
Robbins (as cited in Dalimunthe et al., 2020), discipline can be grouped into three indicators:
time discipline, rule discipline, and responsibility discipline. Factors influencing productivity
(Hasibuan, 2018) include work motivation, work discipline, job stress, and work environment.

CONCLUSION

This study concludes that work discipline is closely associated with nurses’ work productivity
in inpatient care at a private hospital in Jakarta. Nurses who practice punctual attendance,
comply with rules and standards, remain vigilant while on duty, and uphold ethical conduct
tend to demonstrate stronger productivity, reflected in timely, complete, and well-prioritized
care delivery. The pattern observed supports the view that discipline functions as a
foundational driver of nursing performance and a precursor to reliable service outcomes.
Managerial implications are clear and actionable. Hospital leaders should cultivate a
discipline-centered culture through fair scheduling, transparent supervision, and regular
feedback, reinforced by coaching, continuing education on standard operating procedures,
and recognition systems that reward exemplary conduct. Attendance management,
documentation audits, and peer mentoring can embed desired behaviors while addressing
sources of delay, distraction, and fatigue. Together, these actions are expected to elevate
individual output, strengthen team coordination, and enhance overall care quality and
operational efficiency. This study has limitations related to a cross-sectional design, reliance
on self-reported measures, and a single-site context, which may constrain generalizability.
Future research should employ longitudinal approaches, integrate objective productivity
indicators, and examine mediating and moderating mechanisms such as motivation, job
stress, and work environment across diverse institutions. Building on these findings, hospitals
can design integrated interventions that align disciplinary practices with supportive
leadership and healthy work systems, thereby sustaining higher productivity and better
patient outcomes over time.

REFERENCE

Aiken, L. H., Sermeus, W., Van den Heede, K., Sloane, D. M,, Busse, R., McKee, M., ... Kutney-
Lee, A. (2012). Patient safety, satisfaction, and quality of hospital care: Cross-sectional
surveys of nurses and patients in twelve countries in Europe and the United States. BM/,
344,e1717.

Dall’'Ora, C,, Griffiths, P., Ball, J., Simon, M., & Aiken, L. H. (2020). Association of twelve-hour
shifts and nurses’ job satisfaction, burnout and intention to leave: Findings from a cross-
sectional study of twelve European countries. BM/ Open, 1009), e037794.
https://doi.org/10.1136/bmjopen-2020-037794

The Relationship Between Work Discipline and Nurses’ Work Productivity at Hospital X

Jakarta—Gavrila Catherine Putri et.al
1894 |Page


https://ejournal.seaninstitute.or.id/index.php/JMS/index
https://doi.org/10.1136/bmjopen-2020-037794

' Jurnal Multidisiplin Sahombu
& ’ Volume 5, Number 06, 2025, DOI 10.58471/jms.v5i06
EAN I:\ STITUTE ESSN 2809-8587 (Online)
S https://ejournal.seaninstitute.or.id/index.php/JMS/index

Dalimunthe, R. F., Fadli, U. M., & Muda, |. (2020). The application of performance measurement
system model Lynch and Cross in efforts to improve company performance.
International Journal of Research and Review, /(1), 269-277.

Deci, E. L., & Ryan, R. M. (2017). Self-determination theory: Basic psychological needs in
motivation, development and wellness. Guilford Press.

Gillies, D. A. (2009). Nursing management: A systems approach (3rd ed.). W. B. Saunders.

Grant, A. M. (2018). Give and take: Why helping others drives our success. Penguin Books.

Hasibuan, M. S. P. (2018). Manajemen sumber daya manusia. Bumi Aksara.

Huber, D. (2017). Leadership and nursing care management (6th ed.). Elsevier.

Institute of Medicine. (2010). The future of nursing: Leading change, advancing health.
National Academies Press.

Kemenkes RI. (2019). Pedoman penilaian kinerja perawat. Kementerian Kesehatan RI.

Marquis, B. L., & Huston, C. J. (2017). Leadership roles and management functions in nursing:
Theory and application (9th ed.). Lippincott Williams & Wilkins.

Potter, P., Wolf, L., Boxerman, S., Grayson, D., Sledge, J., Dunagan, C., & Evanoff, B. (2021).
Understanding the cognitive work of nursing in the acute care environment. Journal of
Nursing Administration, 51(7-8), 385-391.
https://doi.org/10.1097/NNA.0000000000001030

Prokopenko, J. (2011). Productivity management: A practical handbook. International Labour
Organization.

PwC. (2022). Digital transformation and workforce productivity: A global survey.
PricewaterhouseCoopers.

Robbins, S. P., & Judge, T. A. (2019). Organizational behavior (18th ed.). Pearson.

Robbins, S. P., & Judge, T. A. (2023). Organizational behavior (19th ed.). Pearson.

Ryan, R. M., & Deci, E. L. (2017). Intrinsic and extrinsic motivations: Classic definitions and
new directions. Contemporary Educational Psychology, 25(1), 54-67.

Schaufeli, W. B. (2022). The psychology of work engagement: State of the field. Annual
Review of Organizational Psychology and Organizational Behavior, 9, 247-267.

Sedarmayanti. (2021). Manajemen sumber daya manusia: Reformasi birokrasi dan
manajemen pegawai negeri sipil (Edisi revisi). Refika Aditama.

Siagian, S. P. (2014). Manajemen sumber daya manusia. Bumi Aksara.

Siagian, S. P. (2019). Manajemen sumber daya manusia. Bumi Aksara.

Sumanth, D. J. (2013). Total productivity model: A comprehensive framework for
organizational performance measurement. Industrial Engineering and Management
Press.

Sutrisno, E. (2020). Manajemen sumber daya manusia. Kencana.

Supomo, R., & Nurhayati, E. (2018). Manajemen sumber daya manusia. Yrama Widya.

Zoschak, E. W. (2010). Ten indicators of excellent nursing care. 7Trust—Journal for Hospital
Governing Boards, 63(9), 28.

The Relationship Between Work Discipline and Nurses’ Work Productivity at Hospital X

Jakarta—Gavrila Catherine Putri et.al
1895 |Page


https://ejournal.seaninstitute.or.id/index.php/JMS/index
https://doi.org/10.1097/NNA.0000000000001030

