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Nurse job satisfaction is an important factor that influences the quality of healthcare services, staff retention, and
hospital performance. Job satisfaction is affected by various organizational and workplace factors such as salary, work
environment, coworker relationships, leadership, and workload. This study aimed to analyze the factors affecting nurse
job satisfaction at Murni Teguh Horas Insani Hospital, Pematangsiantar, in 2025. This research used a quantitative
approach with a descriptive correlational design. The study population consisted of nurses working at Murni Teguh
Horas Insani Hospital Pematangsiantar, with a sample of 42 respondents selected using total sampling based on
inclusion criteria. Data were collected using a Likert-scale questionnaire and analyzed using multiple linear regression.
The results showed that simultaneously salary, work environment, coworker relationships, leadership, and workload
had a significant effect on nurse job satisfaction (F = 10.332; p = 0.000). Partially, leadership had a positive and
significant effect on nurse job satisfaction (B = 0.688; p = 0.000) and was the most dominant factor. Meanwhile, salary,
work environment, coworker relationships, and workload did not show a significant partial effect. The regression
model met classical assumption tests including normality, multicollinearity, heteroscedasticity, and autocorrelation. It
can be concluded that improving leadership quality is the key factor in increasing nurse job satisfaction. Hospital
management is recommended to strengthen supportive and participative leadership styles to enhance nurse
satisfaction and performance.

Keywords: Nurse Job Satisfaction, Leadership, Work Environment, Workload, Hospital.

This is an open access Corresponding Author:
article under the CC BY- Princess Malau
NC license Murni Teguh University

Medan
princessmalauu@gmail.com

1. Introduction

Nurse job satisfaction is one of the most critical determinants influencing the quality of hospital services. As
a multidimensional concept, job satisfaction encompasses several essential aspects, including salary,
workload, interpersonal relationships, career development opportunities, and work-life balance [1]. Nurses
who experience high levels of job satisfaction tend to deliver higher-quality patient care, demonstrate
stronger organizational commitment, and actively participate in service quality improvement initiatives.
However, recent research trends indicate a decline in job satisfaction among nurses worldwide, largely
influenced by increasing workloads, extended working hours, and the prolonged impact of the COVID-19
pandemic [2].

This issue has become a serious concern considering that nurses represent the largest proportion of
healthcare professionals who interact directly and continuously with patients. In the Indonesian healthcare
context, variations in nurse job satisfaction are strongly associated with staffing availability, managerial
support, and access to professional training opportunities [3]. Low levels of job satisfaction among nurses
may lead to significant organizational challenges, including increased turnover rates, decreased work
motivation, and reduced service quality. Therefore, understanding the level and determinants of nurse job
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satisfaction within a specific hospital setting becomes an essential first step in designing effective and
targeted interventions.

Nurse job satisfaction is closely linked to overall hospital performance. Evidence from meta-analyses and
systematic reviews indicates that nurse satisfaction and burnout significantly affect patient safety
outcomes, the incidence of medical errors, and patient satisfaction scores [4]. Beyond clinical outcomes, job
satisfaction also plays a strategic role in improving hospital operational efficiency. Hospitals with higher
nurse job satisfaction levels tend to experience better staff retention, lower recruitment costs, and improved
workforce stability [5]. Several intervention strategies, including improvements in nurse-to-patient ratios,
psychosocial support systems, career development opportunities, and fair working-hour policies, have been
shown to significantly enhance overall hospital performance indicators [6)].

RS Murni Teguh Horas Insani Pematang Siantar is a private hospital located in Pematang Siantar City, North
Sumatra, Indonesia, providing inpatient, outpatient, and various specialist healthcare services. The hospital
is committed to delivering high-quality healthcare services and continues to expand its capacity through
facility development and healthcare workforce recruitment. Nevertheless, publicly available data regarding
human resource quality indicators, such as nurse-to-patient ratios, turnover rates, and nurse job satisfaction
levels, remain limited. This situation highlights the importance of conducting empirical field research to
provide evidence-based insights into nurses’ working conditions within this institutional context.

The urgency of this study is further strengthened by previous findings indicating that low nurse job
satisfaction negatively affects service quality and workforce stability in many hospitals (7], [8]. The lack of
specific information regarding nurses’ working conditions at RS Murni Teguh Horas Insani underscores the
need for primary data-based research capable of identifying key determinants influencing nurse job
satisfaction. According previous research, hospitals that proactively assess and improve nurse job
satisfaction are more likely to reduce recruitment costs, retain qualified personnel, and enhance overall
service quality [9].

Preliminary observations and interviews conducted with several nurses working at RS Murni Teguh Horas
Insani Pematang Siantar revealed that increasing patient numbers have contributed to longer working
hours and heavier workloads, while staffing capacity remains limited. These conditions potentially influence
nurses’ job satisfaction and the quality of patient care services provided by the hospital. Therefore, this
study is expected not only to provide practical recommendations for hospital management in developing
evidence-based workforce policies but also to serve as a strategic reference for similar hospitals in the North
Sumatra region. The findings of this study are anticipated to support the formulation of contextual and
targeted interventions aimed at improving nurse job satisfaction, which in turn will contribute to enhancing
the overall quality of healthcare services.

Based on the background described above, this study aims to examine the level of nurse job satisfaction
and identify the dominant factors influencing job satisfaction among nurses at RS Murni Teguh Horas Insani
Pematang Siantar.

2. Literature Review

Job satisfaction is generally defined as a positive emotional state resulting from an individual’s evaluation
of their job or work experience [10]. It reflects the extent to which employees’ expectations toward their
work are fulfilled and encompasses not only physical conditions but also psychological, social, and economic
dimensions that shape work perceptions [11]. In the healthcare context, particularly among nurses, job
satisfaction is a critical determinant of service quality and patient safety. Evidence shows that nurses with
high job satisfaction tend to demonstrate better performance, lower absenteeism, and stronger
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organizational commitment, while dissatisfaction is associated with burnout, turnover intention, and
decreased quality of care [12]. These findings highlight that job satisfaction is a multidimensional construct
with significant implications for both workforce stability and healthcare outcomes.

Theoretical frameworks such as Herzberg's Two-Factor Theory and Self-Determination Theory (SDT)
provide important insights into the mechanisms underlying job satisfaction. Herzberg distinguishes
between intrinsic motivators such as achievement, recognition, and professional growth and extrinsic
hygiene factors, including salary, working conditions, and interpersonal relationships [13]. Motivators
enhance satisfaction, whereas hygiene factors prevent dissatisfaction. Empirical evidence in nursing
supports this distinction, showing that recognition and development opportunities improve satisfaction,
while poor working conditions and excessive workload lead to dissatisfaction [5]. Meanwhile, SDT
emphasizes the fulfillment of three basic psychological needs competence, autonomy, and relatedness as
the foundation of motivation and satisfaction [14]. Studies indicate that autonomy support, professional
development, and positive workplace relationships have stronger effects on nurses’ job satisfaction than
purely financial incentives [15], [16], suggesting that intrinsic and psychosocial factors play a central role in
modern healthcare settings.

A wide range of organizational and individual factors have been identified as influencing nurses’ job
satisfaction. Salary and compensation contribute to perceptions of fairness and can enhance motivation
and retention, although their impact is often dependent on other factors. The work environment, including
safety, comfort, and organizational climate, plays a significant role in shaping nurses’ well-being and
satisfaction. Interpersonal relationships foster collaboration and social support, which are essential in high-
pressure healthcare environments [17]. Leadership is consistently recognized as a key determinant, with
supportive and participatory leadership styles significantly improving job satisfaction [18]. Workload is
another critical factor, as excessive demands can lead to stress and burnout, negatively affecting
satisfaction and performance. Given the complexity of nursing roles which include patient care,
administrative duties, and health education supportive working conditions are essential to ensure both
professional well-being and service quality.

Previous studies further confirm that nurses’ job satisfaction is shaped by the interaction of multiple factors
rather than a single determinant. Research has shown that job characteristics, collegial relationships,
compensation, and benefits significantly influence satisfaction levels, while quality of work life and career
development opportunities also play important roles [19]. Global studies highlight the importance of
addressing burnout, retention, and workforce stability, particularly during crises such as the COVID-19
pandemic [20]. Other findings emphasize the role of leadership, work-life balance, and staffing adequacy
in improving satisfaction and retention [21] Additionally, social support, effective communication, and
conducive work environments have been shown to reduce stress and enhance job satisfaction [22]. Overall,
the literature indicates that job satisfaction among nurses is a complex, multidimensional phenomenon
influenced by interconnected organizational, psychological, and environmental factors, underscoring the
importance of context-specific research to identify dominant determinants and inform effective
management strategies.

3. Method

This study employed a quantitative approach using a descriptive correlational research design to examine
the factors influencing nurses’ job satisfaction at RS Murni Teguh Horas Insani Pematang Siantar, Indonesia.
The study was conducted throughout 2025, covering the stages of instrument preparation, data collection,
statistical analysis, and reporting. The population consisted of all nurses working at the hospital (N = 131),

Analysis of Factors Affecting Nurse Job Satisfaction at Murni Teguh Horas Insani Hospital Pematangsiantar in 2025.
Princess Malau et.al



Jurnal Eduhealth ISSN 2808-4608
Vol. 17, No. 02, 2026, pp. 446-457 449

and a total sampling technique was applied to obtain representative data from the entire accessible
population. Inclusion criteria were nurses who had worked for at least one year, were willing to participate
by signing informed consent, and were assigned to inpatient wards, emergency departments, or outpatient
clinics. Nurses who were on extended leave or participating in external training during the data collection
period were excluded. The study examined five independent variables salary, work environment,
interpersonal relationships among colleagues, leadership, and workload and one dependent variable,
namely nurses’ job satisfaction.

Data were collected using a structured questionnaire based on operational indicators for each variable and
measured using a five-point Likert scale ranging from strongly disagree (1) to strongly agree (5). Prior to
data collection, the instrument was tested for validity using Pearson correlation analysis and for reliability
using Cronbach’s alpha, with a minimum acceptable threshold of a = 0.70. Data analysis was performed
using multiple linear regression to assess both simultaneous and partial effects of independent variables on
nurses’ job satisfaction. Supporting statistical procedures included normality testing (Kolmogorov—
Smirnov), multicollinearity assessment using tolerance and variance inflation factor (VIF), heteroscedasticity
testing using the Glejser method and scatterplot evaluation, and autocorrelation testing using the Durbin—
Watson statistic. All classical assumption tests indicated that the regression model satisfied the required
statistical assumptions, confirming the suitability of the model for further interpretation of the relationships
between variables.

4. Results and Discussion
Result
Respondent Characteristics

The description of respondents’ characteristics provides an overview of the demographic and professional
profiles of nurses participating in this study at RS Murni Teguh Horas Insani Pematang Siantar in 2025.
Understanding respondent characteristics is important for interpreting the distribution of responses and
contextualizing the analysis of factors influencing nurses’ job satisfaction. A total of 42 nurses participated
in this study and were distributed across several demographic categories, including gender, educational
background, years of service, and working units.

Table 1. Characteristics of Respondents

Variable Category n %
Female 28 66.7
Gender
Male 14 333
Diploma Il (D3) 22 52.4
Educational Level Bachelor (S1) 4 9.5
Professional Nurse (Ners) 16 38.1
< 1vyear 10 23.8
Years of Service 1-3 years 26 61.9
4-6 years 6 14.3
Inpatient ward 13 31.0
ICU 9 26,2
. . Emergency department 7 16,7
Working Unit ] o
Outpatient clinic 7 16,7
Operating theatre (OT) 4 7,1
Hemodialysis unit (HD) 2 2,4
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Based on gender distribution, the majority of respondents were female nurses (66.7%), while male nurses
accounted for 33.3% of the total sample. This finding reflects the general workforce composition of the
nursing profession, which remains predominantly female. Differences in gender composition may contribute
to variations in perceptions of workload, workplace environment, and job satisfaction levels among nurses,
particularly in hospital service settings with high clinical demands.

In terms of educational background, most respondents held a Diploma Ill (D3) in nursing (52.4%), followed
by nurses with a professional nursing qualification (Ners) (38.1%), while only a small proportion held a
bachelor’s degree (S1) (9.5%). This distribution indicates that the nursing workforce at RS Murni Teguh
Horas Insani Pematang Siantar is largely composed of vocational and professional-level nurses who are
directly involved in daily clinical service delivery. Educational background differences may influence
professional competence, role expectations, and perceptions of career development opportunities, which
are closely related to job satisfaction.

Regarding years of service, the majority of respondents had worked between one and three years (61.9%),
followed by nurses with less than one year of experience (23.8%) and those with four to six years of
experience (14.3%). This variation suggests that most respondents were in the early stages of their
professional careers, which may influence adaptation processes, workload perception, and expectations
toward organizational support and leadership practices within the hospital.

Based on working unit distribution, respondents were spread across several clinical service areas, including
inpatient wards (31.0%), intensive care units (21.4%), emergency departments (16.7%), outpatient clinics
(16.7%), operating theatres (9.5%), and hemodialysis units (4.8%). The dominance of respondents from
inpatient and ICU units indicates that a considerable proportion of participants were working in high-
intensity clinical environments. Differences in workload characteristics and clinical responsibilities across
these units may contribute to variations in perceived job satisfaction among nurses in different service
areas.

Normality Test

The normality test was conducted to determine whether the regression residuals were normally distributed
before performing multiple linear regression analysis. The results of the normality test using both the
Kolmogorov-Smirnov and Shapiro-Wilk tests are presented in Table 2.
Table 2. Normality Test Result
Variable Test Statistic df Sig.
Kolmogorov-Smirnov 0.130 41 0.079
Shapiro-Wilk 0.965 41 0.238

Unstandardized Residual

The results showed that the significance value of the Kolmogorov-Smirnov test was 0.079 and the Shapiro—
Wilk test was 0.238, both of which were greater than 0.05. These findings indicate that the residual data
were normally distributed. Therefore, the regression model met the normality assumption and was
appropriate for further statistical analysis.

Multicollinearity Test

The multicollinearity test was performed to evaluate whether strong correlations existed among the
independent variables included in the regression model. The results are summarized in Table 3.
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Table 3. Multicollinearity Test Results

Variable Tolerance VIF
Salary 0.606 1.649
Work Environment 0.621 1.610
Interpersonal Relationships 0.539 1.855
Leadership 0.417 2.398
Workload 0.901 1.110

The tolerance values ranged from 0.417 to 0.901, all exceeding the minimum threshold of 0.10. Similarly,
the Variance Inflation Factor (VIF) values ranged between 1.110 and 2.398, which were well below the
critical value of 10. These results indicate that no multicollinearity problems were detected among the
independent variables. Therefore, all predictor variables could be included simultaneously in the regression
analysis.

Heteroscedasticity Test

The heteroscedasticity test was conducted using a scatterplot analysis between standardized residual
values and standardized predicted values. The scatterplot showed that the residual points were randomly
distributed above and below the zero line and did not form any systematic pattern such as funnel-shaped
or wave-like distributions.
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Figure 1. Heteroscedasticity Test Result

This random distribution indicates that the variance of residuals remained constant across all levels of
predicted values. Therefore, the regression model satisfied the homoscedasticity assumption, confirming
that heteroscedasticity was not present in the dataset.

Autocorrelation Test

The autocorrelation test was performed using the Durbin—-Watson statistic to evaluate whether residuals
were independent from one observation to another. The results of the test are presented in Table 4.
Table 4. Autocorrelation Test Results
Model R R Square Adjusted R Square Std. Error Durbin—-Watson
1 0.772 0.596 0.538 0.30224 2.223

The Durbin—Watson value obtained in this study was 2.223, which is close to the ideal value of 2. This
result indicates that there was no positive or negative autocorrelation among residuals. Therefore, the
independence assumption of the regression model was fulfilled, confirming that the regression estimates
were stable and reliable for further hypothesis testing.
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Multiple Linear Regression Analysis of Factors Influencing Nurses’ Job Satisfaction

To examine the influence of salary, work environment, interpersonal relationships, leadership, and workload
on nurses’ job satisfaction, a multiple linear regression analysis was conducted. The regression results are
presented in Table 5.

Table 5. Multiple Linear Regression Analysis of Factors Influencing Nurses’ Job Satisfaction

Variable B Std. Error Beta t Sig. 95% Cl Lower 95% Cl Upper
Constant 0.908 0.596 — 1523 0.137 -0.302 2.118
Salary 0.009 0.124 0.010 0.070 0.945 -0.244 0.261
Work Environment 0.294 0.160 0.251 1.840 0.074 -0.030 0.619
Interpersonal Relationships -0.270 0.186 -0.212 -1.451 0.156 -0.648 0.108
Leadership 0.688 0.167 0.685 4.117 0.000 0.349 1.027
Workload 0.059 0.051 0.129 1.143 0.261 -0.046 0.163

The regression analysis revealed that leadership was the only variable that had a statistically significant
effect on nurses’ job satisfaction (B = 0.688; p < 0.001). Meanwhile, salary (p = 0.945), work environment
(p = 0.074), interpersonal relationships (p = 0.156), and workload (p = 0.261) did not show statistically
significant partial effects on job satisfaction.

The salary variable showed a positive regression coefficient (B = 0.009), indicating a positive but very weak
relationship with nurses’ job satisfaction. However, this effect was not statistically significant, suggesting
that financial compensation alone was not a determining factor influencing nurses’ job satisfaction in this
hospital setting. Similarly, the work environment variable demonstrated a positive coefficient (B = 0.294),
indicating that a more supportive and comfortable working environment tended to increase job satisfaction
levels, although the relationship was not statistically significant at the 5% significance level.

Interpersonal relationships among colleagues showed a negative regression coefficient (B = -0.270),
suggesting that less harmonious workplace interactions may reduce job satisfaction levels. However, this
relationship was also not statistically significant. Meanwhile, workload demonstrated a positive but non-
significant relationship with job satisfaction (B = 0.059), indicating that variations in workload did not
significantly influence nurses’ perceived job satisfaction. This finding may suggest that nurses were able to
adapt to their workload demands or had developed effective coping mechanisms in managing job-related
pressures.

In contrast, leadership emerged as the most influential factor affecting nurses’ job satisfaction. The
regression coefficient for leadership (B = 0.688) was the largest among all independent variables and
statistically significant (p < 0.001), indicating that improvements in leadership quality were strongly
associated with increased levels of job satisfaction among nurses. This finding highlights the critical role of
managerial support, clear communication, fairness in task distribution, and motivational leadership practices
in shaping nurses’ perceptions of their work environment.

Simultaneous Effect of Independent Variables on Nurses’ Job Satisfaction

To examine the simultaneous influence of all independent variables on nurses’ job satisfaction, an F-test
was conducted. The results are presented in Table 6.
Table 6. Simultaneous Regression Test (F-Test)

Source Sum of Squares df Mean Square F Sig.
Regression 4719 5 0.944 10.332 0.000
Residual 3.197 35 0.091 — —
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Source Sum of Squares df Mean Square F Sig.
Total 7.916 40 — — —

The results of the simultaneous regression test showed that the independent variables collectively had a
significant effect on nurses’ job satisfaction (F = 10.332; p < 0.001). This indicates that salary, work
environment, interpersonal relationships, leadership, and workload jointly contributed to explaining
variations in job satisfaction among nurses at RS Murni Teguh Horas Insani Pematang Siantar.

Among the five independent variables included in the regression model, leadership was identified as the
most dominant factor influencing nurses’ job satisfaction. This conclusion was supported by the highest
regression coefficient value (B = 0.688) and the strongest statistical significance level (p < 0.001) compared
to other variables. These findings suggest that leadership quality plays a central role in shaping nurses’
professional experiences, including perceptions of organizational support, clarity of direction, fairness in
decision-making, and motivation at work.

Discussion

The findings of this study indicate that salary did not have a statistically significant effect on nurses’ job
satisfaction at RS Murni Teguh Horas Insani Pematangsiantar. This result suggests that although financial
compensation is commonly recognized as an important component of employment conditions, it does not
necessarily function as the primary determinant of job satisfaction when other non-financial aspects of work
are adequately fulfilled. This finding is consistent with previous research indicating that while compensation
is related to job satisfaction, its role often becomes secondary when intrinsic and psychosocial factors such
as recognition, professional respect, and supportive work environments are already present [23]. Similarly,
a study reported that perceptions of appropriate salary levels were associated with higher satisfaction;
however, the direction and strength of the relationship varied depending on organizational context and
nurses’ expectations [24]. Literature reviews further emphasize that remuneration contributes to job
satisfaction more effectively when combined with career advancement opportunities and professional
acknowledgment rather than functioning as an isolated factor [25]. These findings suggest that nurses’
satisfaction in the present study setting may be shaped more strongly by professional and organizational
experiences than by financial incentives alone.

The work environment variable was also found to have no statistically significant effect on job satisfaction,
although it demonstrated a positive relationship directionally. This result indicates that while improvements
in physical workspace conditions and organizational climate may enhance comfort and motivation, their
independent contribution to job satisfaction may be limited when analyzed alongside other organizational
variables. Previous empirical studies have reported that supportive workplace conditions, including safe
facilities and healthy interpersonal interactions, contribute positively to motivation and comfort, ultimately
increasing job satisfaction [26]. Additional research has shown that supportive environments strengthen
collegial relationships and reduce occupational stress among healthcare workers, thereby positively
influencing job satisfaction levels [27]. A comprehensive organizational perspective further highlights that
workplace structure, both physical and social, represents an essential dimension of job satisfaction;
however, its effect is often complex and interacts dynamically with leadership quality, workload distribution,
and interpersonal support systems within healthcare institutions [28]. Therefore, the absence of statistical
significance in this study does not diminish the practical importance of the work environment but instead
suggests the presence of interacting variables that may mediate its influence.

Interpersonal relationships among colleagues were also not found to significantly influence job satisfaction

in the regression model, although their contribution remained conceptually meaningful. Positive collegial
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relationships are widely recognized as essential elements of psychosocial workplace climate because they
facilitate communication, teamwork effectiveness, and emotional support among healthcare professionals.
Existing literature demonstrates that interpersonal relationships in clinical environments represent one of
the key external determinants associated with nurses’ job satisfaction, particularly through their influence
on perceived social support and psychological safety in the workplace. Supportive collegial interactions
contribute to the development of collaborative work cultures in which nurses feel respected and valued,
ultimately strengthening professional satisfaction. Furthermore, strong teamwork relationships have been
shown to reduce burnout risk and improve professional engagement, indicating that collegial relationships
remain important contributors to satisfaction even when their statistical influence varies across institutional
contexts [27]. The results of the present study therefore suggest that interpersonal relationships may
function as supportive background conditions rather than dominant predictors of satisfaction.

Similarly, workload was not found to have a statistically significant effect on nurses’ job satisfaction,
although it remains an important organizational factor affecting professional well-being. Contemporary
literature consistently identifies workload as a major determinant of nurses’ psychological health and
occupational sustainability, particularly because excessive workload can trigger stress and burnout that
negatively affect satisfaction levels [29]. Additional studies have reported that high workload intensity is
significantly associated with job dissatisfaction and may influence both service quality and staff retention
in healthcare institutions [30]. Nevertheless, the relationship between workload and satisfaction is often
complex and moderated by organizational support mechanisms, staffing adequacy, and leadership
effectiveness. Balanced workload allocation combined with institutional support systems may improve
nurses’ perceptions of their professional responsibilities and mitigate negative effects on job satisfaction
[30]. The findings of this study therefore indicate that nurses at the study site may have developed adaptive
coping mechanisms or benefited from institutional structures that helped maintain satisfaction despite
workload variations.

In contrast to the other independent variables, leadership emerged as the only factor that significantly
influenced nurses’ job satisfaction and demonstrated the strongest contribution within the regression
model. This finding highlights the central role of leadership quality in shaping nurses’ professional
experiences, particularly through effective communication practices, moral support, fair task allocation, and
active involvement in staff development processes. Strong evidence from previous studies supports the
conclusion that leadership style is closely associated with improvements in nurses’ job satisfaction because
effective leaders are able to create inclusive and supportive workplace environments that encourage
professional engagement [31]. Systematic reviews further emphasize that effective leadership strengthens
work motivation and reduces turnover intentions by providing clear direction, recognition, and opportunities
for participation in decision-making processes [31]. Research conducted in several hospital settings also
demonstrates that the relationship between supervisors and nursing staff represents one of the strongest
predictors of job satisfaction, reinforcing the importance of leadership in maintaining workforce motivation
and loyalty within healthcare organizations [24]. These findings confirm that leadership functions not only
as a managerial mechanism but also as a strategic determinant of organizational climate and professional
fulfillment among nurses.

The simultaneous regression results further indicate that nurses’ job satisfaction is not determined by a
single organizational variable but rather represents the outcome of interactions among multiple structural
and psychosocial workplace factors. Salary contributes to perceptions of fairness and financial appreciation,
the work environment shapes comfort and safety conditions, interpersonal relationships strengthen
teamwork and social support systems, workload influences stress and fatigue levels, and leadership
provides direction, motivation, and professional guidance. When these factors are managed collectively and
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strategically, nurses’ job satisfaction levels are more likely to improve significantly. This finding aligns with
previous research emphasizing that healthcare workers’ job satisfaction represents a multidimensional
construct influenced by structural, managerial, and interpersonal elements within healthcare organizations
[31).

These results are also consistent with studies demonstrating that hospital management approaches
focusing exclusively on a single factor, such as compensation or workload adjustment alone, are insufficient
to produce optimal improvements in job satisfaction. Instead, job satisfaction tends to increase more
effectively when organizations create balanced systems that integrate fair reward structures, supportive
working environments, harmonious collegial relationships, equitable workload distribution, and
participatory leadership practices [28]. Research conducted in regional hospitals similarly indicates that the
combined influence of these organizational factors significantly affects both job satisfaction and nurse
retention, which ultimately contributes to improvements in healthcare service quality [32].

The dominant influence of leadership identified in this study further strengthens the perspective that
nursing leaders and hospital management occupy strategic positions in shaping job satisfaction among
healthcare workers. Effective leadership has the capacity to integrate other organizational elements such
as workload management, workplace climate development, and collegial relationship strengthening,
thereby amplifying their collective impact on professional satisfaction. This conclusion is consistent with
several previous studies identifying leadership as one of the strongest predictors of nurses’ job satisfaction
because of its direct influence on organizational culture and working climate within healthcare institutions
(301, [31].

5. Conclusion

Based on the results of the data analysis and discussion regarding the factors influencing nurses’ job
satisfaction at RS Murni Teguh Horas Insani Pematangsiantar in 2025, it can be concluded that nurses’ job
satisfaction is shaped by a combination of organizational and psychosocial factors, with leadership
emerging as the most dominant and statistically significant determinant. While salary, work environment,
interpersonal relationships, and workload demonstrated varying directions of influence, none showed
significant partial effects, indicating that job satisfaction cannot be explained by a single factor but rather
by the interaction of multiple dimensions. These findings suggest that hospital management should
prioritize strengthening leadership quality through supportive, participatory, and communicative
managerial practices, while simultaneously maintaining improvements in work environment, workload
management, and interpersonal dynamics. However, this study has several limitations, including its
relatively small sample size, single-institution focus, and reliance on self-reported questionnaire data, which
may limit the generalizability of the findings and introduce potential response bias. Therefore, future
research is recommended to involve larger and more diverse samples across multiple healthcare
institutions, incorporate longitudinal or mixed-method approaches, and explore additional variables such as
organizational culture, work-life balance, and psychological resilience to provide a more comprehensive
understanding of nurses’ job satisfaction.

6. Referensi

[1] M. F. Hellin Gil et a/, “Relationship between Job Satisfaction and Workload of Nurses in Adult
Inpatient Units,” /nt J Environ Res Public Health, vol. 19, no. 18, p. 11701, Sep. 2022, doi:
10.3390/ijerph191811701.

Analysis of Factors Affecting Nurse Job Satisfaction at Murni Teguh Horas Insani Hospital Pematangsiantar in 2025.
Princess Malau et.al



Jurnal Eduhealth ISSN 2808-4608
Vol. 17, No. 02, 2026, pp. 446-457 456

(2)

(3]

(4)

(5]

(17]

G. Doleman, A. De Leo, and D. Bloxsome, “The impact of pandemics on healthcare providers’
workloads: A scoping review,” J Adv Nurs, vol. 79, no. 12, pp. 4434-4454, Dec. 2023, doi:
10.1111/jan.15690.

A. Rachmiana and S. Suryadi, “Determinants of Nurses’ Job Satisfaction: A Cross-Sectional Study in
an Indonesian Public Hospital,” Borneo Journal of Medical Laboratory Technology, vol. 8, no. 1, pp.
853-862, Nov. 2025, doi: 10.33084/bjmlt.v8i1.10186.

C. Quesada-Puga et al, “Job satisfaction and burnout syndrome among intensive-care unit nurses: A
systematic review and meta-analysis,” /ntensive and Critical Care Nursing, vol. 82, p. 103660, Jun.
2024, doi: 10.1016/j.iccn.2024.103660.

H. Lu, Y. Zhao, and A. While, “Job satisfaction among hospital nurses: A literature review,”
International Journal of Nursing Studies, vol. 94, pp. 21-31, Jun. 2019, doi
10.1016/j.ijnurstu.2019.01.011.

M. Queen-Lomas, “Night Shift Acute Care Nurse Narratives: Exploring Collaborative Solutions to
Reduce Burnout, Increase Morale and Engagement, and Improve Retention,” Dissertations, May 2024,
(Online). Available: https://aquila.usm.edu/dissertations/2231

A. R. Kadir, N. Kamariah, A. Saleh, and Ratnawati, “The effect of role stress, job satisfaction, self-
efficacy and nurses’ adaptability on service quality in public hospitals of Wajo,” /nternational Journal
of Quality and Service Sciences, vol. 9, no. 2, pp. 184-202, Jun. 2017, doi: 10.1108/1JQSS-10-2016-
0074.

N. Gillet et a/, “The effects of work factors on nurses’ job satisfaction, quality of care and turnover
intentions in oncology,” /Adv Nurs, vol. 74, no. 5, pp. 1208-1219, May 2018, doi: 10.1111/jan.13524.
K. Newman, U. Maylor, and B. Chansarkar, “The nurse satisfaction, service quality and nurse retention
chain’: Implications for management of recruitment and retention,” / Manag Med, vol. 16, no. 4, pp.
271-291, Aug. 2002, doi: 10.1108/02689230210445095.

T. A. Judge, S. (Carrie) Zhang, and D. R. Glerum, “Job Satisfaction,” in Essentials of Job Attitudes and
Other Workplace Psychological Constructs, Routledge, 2020.

B. Mazumdar, A. Warren, K. Dupré, and T. Brown, “Employment expectations: examining the effect
of psychological contract fulfillment on bridge employees’ personal and work attitudes,” Personnel
Review, vol. 52, no. 5, pp. 1563-1578, Jun. 2022, doi: 10.1108/PR-08-2020-0658.

R. Stemmer et a/, “A systematic review: Unfinished nursing care and the impact on the nurse
outcomes of job satisfaction, burnout, intention-to-leave and turnover,” Journal of Advanced Nursing,
vol. 78, no. 8, pp. 2290-2303, 2022, doi: 10.1111/jan.15286.

M. Galanakis and G. Peramatzis, “Herzberg’s Motivation Theory in Workplace,” /PR, vol. 12, no. 12,
Dec. 2022, doi: 10.17265/2159-5542/2022.12.009.

M. Tang, D. Wang, and A. Guerrien, “A systematic review and meta-analysis on basic psychological
need satisfaction, motivation, and well-being in later life: Contributions of self-determination theory,”
PsyCh Journal, vol. 9, no. 1, pp. 5-33, 2020, doi: 10.1002/pchj.293.

A. C. Waddimba, D. C. Mohr, H. B. Beckman, T. L. Mahoney, and G. J. Young, “Job satisfaction and
guideline adherence among physicians: Moderating effects of perceived autonomy support and job
control,” Social Science & Medicine, vol. 233, pp. 208-217, Jul. 2019, doi:
10.1016/j.socscimed.2019.04.045.

C. Budge, J. Carryer, and S. Wood, “Health correlates of autonomy, control and professional
relationships in the nursing work environment,” Journal of Advanced Nursing, vol. 42, no. 3, pp. 260-
268, 2003, doi: 10.1046/j.1365-2648.2003.02615.x.

S. Chib, A. K. Mehta, P. Selvakumar, A. Saravanan, B. R. Mishra, and T. C. Manjunath, “Mental Health
Challenges and Solutions in High-Pressure Work Environments,” in /nnovative Approaches to

Analysis of Factors Affecting Nurse Job Satisfaction at Murni Teguh Horas Insani Hospital Pematangsiantar in 2025.

Princess Malau et.al



Jurnal Eduhealth ISSN 2808-4608
Vol. 17, No. 02, 2026, pp. 446-457 457

(18]

(19]

(20]

Managing Conflict and Change in Diverse Work Environments, |Gl Global Scientific Publishing, 2025,
pp. 247-272. doi: 10.4018/979-8-3693-9556-1.ch011.

A. A. Nassani, W. Badshah, A. Grigorescu, A. N. Cozorici, Z. Yousaf, and X. Zhan, “Participatory
leadership and supportive organisational culture Panacea for job satisfaction regulatory role of work-
life balance,” Heliyon, vol. 10, no. 16, Aug. 2024, doi: 10.1016/j.heliyon.2024.e36043.

C. M. Mabaso and B. |. Dlamini, “Recent Study on the Impact of Compensation and Benefits on Job
Satisfaction,” /nsights into Economics and Management Vol 7, pp. 55-68, Apr. 2021, doi:
10.9734/bpi/lieam/v7/1575C.

P. Wicaksana, “Exploring the Impact of Burnout and Job Insecurity on Turnover Intention During the
Covid-19 Pandemic,” Acta Psychologia, vol. 2, no. 4, pp. 141-149, Jan. 2024, doi:
10.35335/psychologia.v2i4.47.

E. S. AbdELhay, S. M. Taha, M. M. El-Sayed, S. H. Helaly, and |. S. AbdELhay, “Nurses retention: the
impact of transformational leadership, career growth, work well-being, and work-life Balance,” BMC
Nurs, vol. 24, no. 1, p. 148, Feb. 2025, doi: 10.1186/s12912-025-02762-1.

K. Karsim, E. Susilowati, W. B. Setiawan, M. Syafii, and S. Rijal, “Nurturing Job Satisfaction: Social
Interactions and Work Environment via Empowering Motivation,” Jurnal Informatika Ekonomi Bisnis,
pp. 772-778, Sep. 2023, doi: 10.37034/infeb.v5i3.645.

E. F. Adanlawo, N. Y. Nkomo, and M. Vezi-Magigaba, “Compensation as a motivating factor for job
satisfaction and performance.,” /nternational Journal of Research in Business & Social Science, vol. 12,
no. 3, p. 131, Apr. 2023, doi: 10.20525/ijrbs.v12i3.2474.

B. Akinyemi, B. George, and A. Ogundele, “Relationship between Job Satisfaction, Pay, Affective
Commitment and Turnover Intention among Registered Nurses in Nigeria,” Global Journal of Health
Science, vol. 14, pp. 37-37, Jan. 2022, doi: 10.5539/gjhs.v14n2p37.

M. Arian, M. Soleimani, and M. B. Oghazian, “Job satisfaction and the factors affecting satisfaction in
nurse educators: A systematic review,” J Prof Nurs, vol. 34, no. 5, pp. 389-399, 2018, doi:
10.1016/j.profnurs.2018.07.004.

M. Marliani, R. Tanjung, and R. K. Rochadi, “Hubungan Lingkungan Kerja dengan Kepuasan Kerja
Perawat,” Journal of Telenursing (JOTING), vol. 5, no. 2, pp. 2421-2428, Oct. 2023, doi:
10.31539/joting.vbi2.7640.

Y. Zhen et al, “Analysis of the difference in pulse oxygen saturation between the ventral and dorsal
fingers,” International Journal of Nursing Practice, vol. 28, no. 2, p. €12916, 2022, doi:
10.1111/ijn.12916.

J. Donley, “The Impact of Work Environment on Job Satisfaction: Pre-COVID Research to Inform the
Future,” Nurse Leader, vol. 19, no. 6, pp. 585-589, Dec. 2021, doi: 10.1016/j.mnl.2021.08.009.

M. S. Syahrir and F. Falah, “Occupational Burnout and Workload: Mental Health Challenges in the
Workplace and Solutions,” Journal of Health Literacy and Qualitative Research, vol. 1, no. 2, pp. 69—
83, Sep. 2021, doi: 10.61194/jhigr.v1i2.528.

M. M. Alzoubi et a/, “Moderating role of relationships between workloads, job burnout, turnover
intention, and healthcare quality among nurses,” BMC Psychol, vol. 12, no. 1, p. 495, Sep. 2024, doi:
10.1186/s40359-024-01891-7.

M. L. Specchia et a/, “Leadership Styles and Nurses’ Job Satisfaction. Results of a Systematic Review,”
International Journal of Environmental Research and Public Health, vol. 18, no. 4, p. 1552, Jan. 2021,
doi: 10.3390/ijerph18041552.

M. Al Magbali, M. Al Shehhi, F. Al Hosani, and C. Hughes, “Factors influencing job satisfaction and
turnover intention among nurses in the UAE,” PLoS One, vol. 21, no. 3, p. e0344434, Mar. 2026, doi:
10.1371/journal.pone.0344434.

Analysis of Factors Affecting Nurse Job Satisfaction at Murni Teguh Horas Insani Hospital Pematangsiantar in 2025.

Princess Malau et.al



