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Abstract

Job satisf action is a pleasant mental state perceived by a person on the job because of the requirement
f or adequately. Someone who has a high level of job satisf action will have a positive f eeling about the
job. This study aims to look at the f actors associated with job satisf action of nurses in th e hospital
harapan bunda batam 2015. The design of this study using cross sectional study design. Samples taken by
total sampling with total sample of 74 nurses. Results of the study are the f actorsmitivatorand hygiene
f actors more than half are not implemented. Statistical test results obtained Motivator f actors that have a
relationship with the achievement of satisf action of nurses are working nurse with p =0.020, recognition
of the work with p =0.003, and the work itself with p =0.027. Hygienef actors linked to the satisfaction
of nurses are working regulations with p = 0.013, p =0.011 salary, and interpersonal relationships with
p = 0.070. After multivariate analysis obtained factor most dominant working conditions and job
satisf action of nurses with OR = 5.123. The implications of this study demonstrated that the mother's
hospital hopes more attention to f actors related to job satisf action of nurses so that the quality of service
provided nurses can work well.
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INTRODUCTION that they provide to patents and families

Job satsfaction & an interesting
conwersation for hospitak and healkh
workers including nursing. For nurses, job
satsfaction will kead to pleasant feelings at
work, whik for hospitak job satsfaction s
uwseful for increasing production effort,
improving attitudes and behavior of nurses
(Suwatno & Priansa, 2011). According to
Robbins and Judge (2009) define the job
satsfaction as a positive feeling about
work as a resuk of evaluating the work
characterstics.  Whike, according to
Sondang P Siagan (2011) argues that job
satsfaction 5 a person's perspective both
positive and negative about hs work Thus
nurses who hawve high job satsfaction will
be positive about ther work, thus
increasing the qualty of nursing services

as well as them. In fact, the hospitak in
Indoresia still have probkems in nurse job
satsfaction.

Seweral studes have shown that, there
are stil many nurses who experience
dissatsfaction with their work According
to Suryanto, Sutomo and Setyawati (2011)
the kwel of nurse satsfaction at PKU
Muhammadiyah  Gombong Hospital &
only 76.85%, as well as the results of
research by Maryanto, Pujiyanto and
Setyono (2013) the kwel of nurse
satsfaction at Demak Priate Hospital was
lower than n PKU Muhammadya
Gambong Hospital, that &, only 60.5%.
Whereas, Tahsani's research (2013) at the
Rumah Sehat Terpadu Parung Bogor
Hospital ako showed a wery low rate of
nurse satsfaction at ony 58.7%. When
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viewed from the three hospital, it can be
concluded that the lkwel of nurse
satsfaction s vares and s far below the
customer satsfaction standards set by the
Minstry of Heakh. The absolute of
satsfaction kwel benchmarks do not exst
because each individual employee has a
different standard of satisfaction.
According to Hasibuan (2005) the
indicators of job satsfaction are only
measured by dscipline, work morak,
turnover. Operationally, nurses who hawe
high job satsfaction wil enjoy therr jobs,
love their jobs, has high morak in work,
dscipline and achievement. So that, it can
improve  patent satsfaction both in
outpatient and hospitalize d.

Some research on nurse satsfaction in
the npatent room ako shows low jb
satsfaction. Nias and Sartika’s (2012
research in the inpatent room at
Fatmawati Genreral Hospital in Jakarta
reported  7378%  of nurses'  job
satsfaction. The number of occupational
nurses in Inpatient care at RSUP Prdf.
Dr.R.D Kandau Manado & only 65.8%.
Tanpaking, Tuda and Waraw (2013) ako
reported that low nurse job satsfaction in
Inpatent at Liunkendaga Tahuna Hospital
was 61%. Owerall, the job satsfaction of
nurses, both treated and hospitalized & still
below the standards desred by tre
Minstry of Healkh, which & lss than
90%. Ths condition 5 quite a chore for
nursng managers to find the cause of this
nurse's low satisfaction.

The theory of job satsfaction & \ery
much expressed by experts, nclding the
theory of difference, jstice and the theory
of two factors. According to the theory the
difference in ore's job satksfaction can be
obtained by comparing what 5 expected
with reality, whike the theory of justice
peopke wil feel satsfied or not satsfied,
depending on whether he feek the
existence of jstice or not for a situation
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(Mangkuregara 2009). The two theories
above are different from the two-factor
theory proposed by Frederick Herzberg
(2000) where job satsfaction & influenced
by motvator factors and hygiene factors.
The factors of motivator are factors that
encourage workers to be satsfied with
ther work According to Gibson and
Sopiah (2008) motivator factors consist of
achevement, recognition, work itself,
responsibilty and development. Whik,
the Hygere Factor 5 a source of
dssatisfaction consisting of company and

adminstrative  regultions,  supervsion
techniques, supervsion, sahry,
interpersonal reltions, working

conditions, job security, and status. The
theory of two factors expkins that job
satsfaction & influenced by the driving
factors and obstaclks to the emergence of
employee job satkfaction.

Some of the results of research on factors
that inflience nurses’ job satsfaction report
the causes of varying nurse job satsfaction.
The results of The and Tucunan's research
(2014) show the factors that influence nurse
job satsfaction at RSUP Prof. Dr.R.D
Kandou Manado & a factor of work security,
type of work and supervision of the head of
the room. The study was ako supported by
the resuks of research conducted by
Hidayanto (2002) in Ambarawa Hospital,
factors relted to nurse job satsfaction were
employment status, years of service and
incentives. Based on the satsfaction of two
factors and the research theory abowe, there
are twele (12) factors rehted to nurse job
satsfaction, namely; 1) achevement 2)
recognition, 3) work itself, 4) responshility,
5 dewelopment 6) company reguktions, 7)
supervision techniques, 8) sahkry, 9
interpersonal  rehtiors, 100  working
conditions, 11) job security, and 12) status.
Faktor-faktor ini kemungkinan  juga
mempengaruhi tingkat These factors may
abo infuence the kwel of satsfaction of
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nurses at Harapan Bunda Hospital Harapan
Bunda Batam Hospital 5 a Type C Private
Hospital, which has 106 nurses (2014), of
which 76 nurses / 71.7% nurses are in the
inpatent room conssting of 234,55 floors
and ICU with 9.4% undergraduate nursing
education  qualifications, 61.4% DIl
Nursing, 19.8% DIIl Midwifery, 85% SPK
and 0.9% SPRG (2014 The Data of Harapan
Bunda Hospital).

Based on the nital surwey that the
researchers conducted on March 16, 2015 at
the Harapan Bunda Hospital about nurses
inpatie nt job satisfaction using
questionnaires dstributed to 25 nurses as
sampks, the resukts showed that nurses'
satsfaction at work was only 60%, whike the
minimum  standard of service (SPM )
establsh nurse job satsfaction should not be
kess than % (Kepmenkes RI
129/Menkes/SK/11/2008).

When associated with factors that cause
dssatsfaction, data obtamed at Harapan
Bunda Hospital Batam
development /promotion & rarely dore ewven
if there are mostly given to certain peopk
only, ~whike nurses abko get lkss
recognition/apprec iation foo  the  good
achevements that have been made so that
ths can reduce the work mothation of
nurses at work.

Based on exsting phenomena, the
researchers are interested i conducting
research on factors relted to job satisfaction
of nurses n the Inpatent Room of Harapan
Bunda Batam Hospital

RESEARCH METHOD

The type of ths research s descriptive
analytic research with cross sectional design.
In ths study the popultion was all nurses
inpatent  hospital  expectation  mothers,
mmely 74 nurses. Sampling wih total

sampling.
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RESULTS DISCUSSION

Nurse Job Satisfaction in the Inpatient
Room of HarapanBunda Batam Hospital
in2015

Table 5.1 Frequency Distribution of
Implementing Nurses in the Inpatient
Room of the Harapan Bunda Haspital in

No JobSatisfaction F %
1  Satisfied 3 419
2 Not Satsfied 43 581

Batamin2015(n=74)

Tabke 51 shows the job satsfaction of
impementing nurses inpatent care at the
Harapan Bunda Hospital n 2015 n 2015,
more than half were dssatsfied (58.1%).
Factors that Support Exe cuting Nurse s
in the Inpatient Room of Harapan
BundaHospitalin Batam in 2015
Table 5.2 Frequency Distribution of
Exe cuting Nurses Hos pitalization Based
on Motivator Factors in Batam Harapan
Harapan Hospitalin 2015(n=74)

No Motivator Factors ~ Category f %

1 Achievenent ofwork Achieved 28 378
Notachieved 46 622

2 Jobrecognition Acknowlkdged 23 311
Notrecognizd 51 689
3 Theworkitself Well B 44,6
Notgood 41 54
4 Jobresponsiilities Toberesponsibk33 44,6
Notresponsiblke 41 554
5 Careerdevelopnment B t 20 270

Notexs t 5 730

Tabke 5.2 shows that more than half (62.2%)
of nurses mplkementing hospitalization did
not fulfill the success factor in preparation.
Factor Recogntion of the work of
impkementing nurses & no more than half
(68.9%). The work factor itself the
impementing nurse worked well (44.6%)
with not good (55.4%) almost the same. The
factor of resporsibilty for nurses & almost
the same between resporsibke  nurses
(44.6%) and irresponsibke nurses (55.4%).
The factors of career dewelopment for
impkementing nurses were mostly (73.0)
categories of no development.
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Inhibiting Factors (Hygiene Factors)
Exe cuting Nurses in the Inpatie nt Room
of Harapan Bunda Hospital in Batam in
2015
Table 5.3 Frequency Distribution of
Executing Nurses in Inpatie nt Rooms
Based on Hygiene Factors in Batam
Hargpan Bunda Hospitalin 2015 (n=74)
No Motivator Fectors Category f %
1 WorkRegulation Corresponding 34 459
Notcorresponding4dd 54,1

2 Supervision Do R 432
Arenotdone 5 58

3 Salry Corresponding 36 486
Notcorresponding38 51,4

4 Interpersonal Well 26 331
Relationss hip Notgood 48 &9

5 Working Conditions Well H 473
Notgood P 527

6 SenseofSecurity Safe 26 331
Notsafe 48 649

7 Status Acknowkdged 24 324

Notrecognized 50 67,6
Tabke 53 shows that the working rules of
the nurses impkementing the appropriate
category (45.9%) and inappropriate (54.1%)
are almost babnced. The factor of
supervsion of nurses impkementing almost
the same between exsting categories
(43.2%) and nore (56.8%). The sakry factor
for nurse nurses between the appropriate

categories  (48.6%) and inappropriate
(51.4%) & almost as lrge. Factors of
interpersonal  reltions of  impkementing

nurses were more than half with non-good
categories of (64.9%). Factors of working
conditions of nurses impkementing good and
not good categories are almost baknced.
The factor of security s more than half of
the impkementing nurses working in the
insecure category of (64.9%). The factor of
the status of impkementing nurses was more
than half of the categories that were not
recognized (67.6%).

Supporting Factors (Motivator Factors)
With Exe cuting Nurse Job Satis faction
Level in Inpatie nt Room of Harapan
BundaBatam Hospitalin 2015
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Table 54 Relationship between
Motivator Factors and Occupational
Nurse Satisfaction Leve ls in Inpatie nt
Rooms of the Harapan B unda Hos pital
in Batam in 2015(n=74)

Satis faction
ON Variadde  Criteria SatisfieNot  Totd P
d Satis fied
f % f % f %
T AchievenentAchieved 17 607 11 393 28 10 0,020
ofwork Notachieved 14 304 32 696 46 0
2 Job Acknowledged 16 696 7 304 23 10 0,003
recognition Notrecognizzd 15 294 3% 706 51 0
3 The  workWell 19 5/6 14 424 33 10 0027
its elf Notgood 122032 707 40
4 Job ToberesponsbEl3 394 20 606 33 10 0,878
responsibilitiNot responsible 18 439 23 561 41 0
es
5 Career Bs t 8 400 12 600 20 10 1,000
development Notexst 23 426 31 54 A0

Tabe 54 shows the achevement factors of
work with the job satsfaction of nurse
executives obtained, nmamely  60.7%
achievement of work achiewed said satsfied
with hs job more than half of the
achevement of work was not achieved but
said satsfied with his job (39%). The Chi
square test resulkts showed p = 0.020 OR 35
(95% CI 1.3-9.5) meaning that there was a
reltionship between the achevement of the
nurse's  work  performance and  job
satsfaction. The achevement of work
acheved has a chance 35 times to ke
satsfied with the work compared to the
achevement of work that 5 not achieved.

The work recognition factor with the
satsfaction of the executng nurse obtained
69.6% of recognized work
acknowkdgments saying that more than half
of the work acknowlkdgments were satsfied
with ther work but said they were satsfied
with ther work (29.4%). The Chisquare
test results show p = 0.003 OR 5.5 (%% CI
1.8-16.4) meaning that there & a rehtionship
between the recognition of nurses' work and
job satisfaction. Recognized work
recognition has a chance of 55 times to be
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satsfied with hs job compared to
recognition of work that 5 not recognized.
The work factor itself with satisfaction of
impkementing nurses was obtained by 57.6%
of the work itself, both said that they were
satsfied with ther work more than half of
the jobs that were not good but said they
were satisfied with ther work (29.3%). The
Chisquare test resuts show p = 0.027 OR
3.3 (95% CI 13-86) meaning that there & a
reltionshpp between the nurse's work and
job satisfaction. good jobs have a chance 3.3
times to be satsfied with their work

The factors of work responsibilty with
satsfaction of nurse nurses obtained 39.4%
good work resporsibilties said that being
satsfied with his job was almost the same as
being iresporsible but said that he was
satsfied with hs work (43.9%). Chisquare
test resuks show p = 0.878 OR 0.8 (%% ClI
0321) meanng that there B 1O
rebtionship  between work  responsiility
and b satisfaction of the executive nurse.

Career  dewelopment factors  with
satsfaction of executive nurses obtained
40.0% of career deweloppment was done
saying said that beng satsfied with hs job
was almost the same as those with no career
development but said he was satsfied with
hs work (426%). Chisquare test resuls
show p = 1,000 OR 09 (95% CI 0.3-2,6)
meaning that there & no rehtionship
between career dewelopment and job
satsfaction of executie nurses.

Multivanate Analys is

Table 5.6 Bivariate Analysis of Motivator
and Hygiene Factors wth Job
Satisfaction for Nurses Imple menting
Inpatient Care at the Hargpan Bunda
Hospitalin Batam in 2015(n=74)
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5 Sahkry 0011
6 Interpersomnal Rebtionshp 0023
7  Working conditions 0070
8  Semse of security 0198

Tabke 56 shows the independent varibles
included in mukivariate mocdeling which
show p vabe <0.25

Table 5.7 Results ofLogistic Regression
Analys is The Re lations hip of
Achieve me nt, Re cognition, Employme nt,
Regulation, Salary, Inte rpe rsond
Re lations hip, Working Conditions and
Sense of security with Occupational

Harapan Bunda Batam Hospital in 2015
(n=74)

No Variade Sig. OR 95,06 Cl.I
Loner  Upper

1 Achievenent ,28 235 69 8451

2  Recognition ,000 443 1070 18,365

3 Job 514 1521 4R 5363

4  Reguktion (119 2624 |71 884

5 Salry 08 305 847 10,803

6 Interpersonal 546 1517 33 583
Relations hip

7  Working 012 5123 1426 18406
conditions

8 Sense of ,689 1315 34 500
security

Constant ,000 ,000

No Variable P value
1  Achewement 0,020
2 Recognition 0003
3 Jab 0027
4 Regultion 0013

Tabke 57 shows that the resuks of the
mukivariate analyss performed on the
independent variablkes are obtained varibles
that have a vale of p <0.05 then,

The most domimant variabke  working
condtions affect the b satsfaction of
inpatent nurses i Harapan Bunda Batam
Hospital The conclusion & that nurses who
say good working conditions hawve the
opportunty  to  improwe nurse  job
satsfaction better 5.1 times compared to
nurses who say the working conditions are
not good at the Harapan Bunda Batam
Hospital n 2015.

Discussion

Exe cuting Nurse Job Satisfaction in the
Inpatient Room of Hargpan Bunda
Hospital in Batam in 2015
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The resukts showed that the job
satsfaction of nurses inpatient care for the
Harapan Harapan Hospital n Batam in 2015
was more than half (518%) were not
satsfied.

Job satsfaction & influenced by many
factors so that job satsfaction can represent
the attitude as a whok from a particular part
of work, if someore has wery high
satsfaction one day the person can still feel
dssatsfied with ore or seweral factors that
nfluence job satsfaction.

The Mos t Influe ntial Working Conditions
Against Nurse Job Satis faction in the
Inpatie nt Room of Harapan B unda
Hospitalin B atam

The results of mukivariate analysis
conducted on six variables of achevemert,
recognition, work itself, work ruks, sahry,
interpersonal rektions, work conditions and
security, all six variabks were taken from
the p value <0.25. The mukivariate analysis
performed was found that the most
influential on the job satsfaction of nurses
impementing hospital hospitalization, the
expectation of mothers was the factor of
working conditions. The final statistical test
resuts have an OR walue (expB) of 5123,
meaning that the strength of the good
working condition variabe rehtionshp has
5.1 times to make nurses satsfied with ther
work compared to poor working conditions.

Working conditions as a series of
conditions or circumstances of the work
environment of a company that s the plce
of work of employees who work in that
environment. Good working conditions that
are comfortabke and support workers to be
able to carry out their activities well include
everything n the employee's environment
that can affect performance, as well as work
safety and security. Therefore, working
conditions which consist of factors such as
physical conditions, psychological
conditions, and temporary conditions of the
work emvironment, must be considered so
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that workers can feel comfortabk n their
work so that they can improve waork
productivity both personally and
organizationa lly.

Management of an organzation must
pay attention to the environmental
conditions in which its employees work to
provide comfort. Hospital management must
have its own plns for how to manage and
prepare a safe and comfortabk environment
for employees to work, so that any plnned
work canrun smoothly and properly.

Sedarmayanti (2001) states that broadly
speaking, the type of work envionment B
dividked into 2 namely: (a) physical work
envionment, and (b) non-physical work

environment. The physical  work
environment includes: lighting, ar
temperature, humidity, ar circultion, nose,
mechanical steering, odor, color

management, decoration, music and security
n the workplce. Whik, the non-physical
work environment includes socil rehtions
n the workphce either between superiors
and subordinates or rehtionships between
subordinates.

The research conducted found that there
were still many working conditions that said
were not satsfied, ths was because the
pbhce of work was working from a non-
physical envionment of the hospital which
was kss comfortablke because of its location
clse to the highway so that it was noky
with wvehicks but not too nfleentel n
provide nursing care.

The probkems that occur in the hospital hope
that the mother can be concluded that the
impkementation of the management function
5 not optimal so that many conflicts occur
between fellow nurses and other staff that
cause lkss cooperation 5 well establshed.
Therefore, the hospital hopes mothers must
improve  management functions, especilly
the control system so that there are peopk
who are aware of every event that 5 ablke to
fnd soltions effectvely and efficiently

301



e-1SSN:2528-665X;Volume 5;No.1(February, 2020): 296-303

with the parties involved. The existence of a
good control system will be abe to mprowe
the quality of nursing services, because in
working if the physical and non-physical
envronment 5 good, it wil make nurses
work safely and comfortably and have ther
own satsfaction.

CONCLUSION

1) Nurses' satsfaction in hospialization
for Harapan Bunda Hospital n 2015
was found more than half of the nurses
were dssatsfied.

2) The  supporting factors  (Motivator
Factors) of nurses  impkementing
Inpatent Harapan Bunda Hospital n
2015 were obtaned: more than half of
the achievements of the nurse pelksan
work were not achieved, more than half
of the recognition of the nurses
impkementing the nurses, the work itself
was more than half not good, the
achevement of the wok  of
impementing nurses & lrgely not
achieved, the work responsibiliies of
impkementing nurses are more than half
rresponsible and more than half of the
development of nurses’ work B not
dore.

3) Hygere factors for inpatent nurses in
Harapan Bunda Hospital in 2015 were
obtained: more than half of the work
rues for impkementing nurses were
inappropriate, more than half of the
supervision of impementing nurses was
dore, more than half of the salry for
impkementing nurses was inapproprite,
more than half of the nurses
‘interpersonal rektionships were  not
good, more than half of the nurses'
working conditions were not good, the
security of more than half of the nurses
was not safe, more than half of the
status of the nurses impkementing them
was not recognized.
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4) Supporting factors (Mativator Factor)
that have a reltionship with satisfaction
of inpatent nurses impkementing the
Harapan Bunda Hospital in Batam in
2015 are the achewement of nurse
work, recognition of work, and the work
iiself.

5 Inhibiting factors (hygene factors)
that havwe a rehtionship  with
satsfaction of nurses implementing
Inpatient Harapan Bunda Batam Hospital
n 2015 are work reguktions, sakry,
and nterpersonal rektions.

6) The determinant factors that influence
the job satsfaction of the executive
nurses at the Harapan Bunda Hospita |
n Batam in 2015 are working
conditions with avalbe of OR 5.123.
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