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Abstract

Performance is the work result in quality and quantity achieved by employees in carrying out
their duties in accordance with the responsibilities assigned to them. The role of reliable and
professional employees is very helpful in improving organizational performance. This study aims
to analyze the relationship between Work Engagement and Quality of Work Life with the
Performance of Nurses in Inpatient Services in Makassar City Hospital. This type of research is a
quantitative study using an observational study with a cross-sectional study design. Sampling
using stratified random sampling so that the sample in this study were nurses in the inpatient
installation of Makassar City Hospital, totaling 167 respondents. The results showed that there is
a relationship between Work Engagement based on the Vigor dimension, the Dedication
dimension, the absorption dimension, and the nurse's performance. There is a relationship
between Quality of Work Life and the performance of nurses in Makassar City Hospital. It is
recommended that hospital management keep paying attention to work engagement, especially
the Vigor dimension in order to increase the morale of nurses. Leaders need to know what their
employees need so that employees can work according to organizational expectations, one of
which is by providing motivation. implementing a culture of health in the work environment so
as to create a safe working atmosphere, developing career path plans for nurses, and internalizing
the values of good work culture to maintain a sense of pride in the institution.
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Introduction

Performance is the work result in quality and quantity achieved by employees in carrying out
their duties in accordance with the responsibilities assigned to them. The role of reliable and
professional employees is very helpful in improving organizational performance. The quality of
employees who are still far from adequate will certainly affect the resulting achievements. To
achieve optimal performance requires interaction and coordination designed to connect tasks,
both individuals and groups in order to achieve organizational goals (Mangkunegara, 2012).

A study has shown that a pleasant work environment is essential to encourage the most
productive employee performance levels. In daily interactions, between superiors and
subordinates, various other assumptions and expectations emerge. When superiors and
subordinates form their own set of assumptions and expectations that are often somewhat
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different, it is these differences that ultimately affect performance levels. If employee
performance can be managed properly, it will improve employee performance and have a
positive impact on productivity and vice versa (Rivai & Basri, 2005). One of the most important
factors for an individual at work is Work Engagement, which is a concept that can reflect that an
individual has a strong passion, focus, and dedication in working at the company. The work bond
involves employees fully or as a whole, either cognitively, or emotionally, because in employee
engagement these two things are fully involved to form a meaningful relationship (Schaufeli,
Salanova, Gonzales-Roma, & Bakker, 2002).

Work Engagement is influenced by three factors in which two factors were stated by Bakker
(2011), namely work resources (job resources) and personal resources (personal resources). Job
resources are one of the extrinsic factors that employees get when they are at work. Job resources
are related to performance feedback, autonomy, and learning opportunities. Fulfilling the needs
of Job Resources and the quality of employees when working is closely related to Quality Of
Work Life because it is an effort to meet the needs of employees to carry out their duties
properly and efficiently while at work. Not only that, but the quality of work-life is also able to
make employees feel comfortable with their work (Sinha, 2012). Furthermore, personal resource
(personal resource) is a positive self-evaluation that is related to resilience and refers to an
individual's sense of their ability to control and have a good impact on their environment
(Hobfoll et al., 2003). Personal resources are aspects of the self and are generally associated with
joy and the feeling that the self is able to manipulate, control, and have an impact on the
environment according to their wishes and abilities (Demerouti et al, 2001). Quality of Work
Life includes activities that exist within the company, which are directed to improve a working
life condition that can arouse morale in carrying out tasks to achieve company goals (Cascio,
2006).

The performance of nurses at Makassar City Hospital in 2017 with an average of 75.70% with
details of nursing care, namely dimensions of nursing assessment, nursing diagnosis, planning,
nursing actions, evaluation, and nursing records from the 100% PPNI (Indonesian National
Nurse Association) standard.

Previous interviews were also obtained with the HR department, where some nurses seemed less
enthusiastic about their work. For example, when they arrive in the workroom, they do not
immediately prepare a schedule or agenda that must be completed on that day, often
procrastinate work, chat about various things outside of work, are less enthusiastic about
completing work and some end work and rush to go home. even though the time is not quite
right yet, Even so, there are some employees who are enthusiastic in preparing themselves for
the day, enthusiastic about completing their work, and during breaks, there are employees who
are still struggling with work, or in other words, employees find it difficult to escape from the
work they are facing.

Therefore, the researcher hopes to carry out further analysis regarding the variable work
engagement and Quality of Work Life with the performance of nurses so that the hospital is able
to provide quality health services.

Methods
This type of research is a quantitative study using an observational study with a Cross-Sectional
Study approach. This research was conducted at the Makassar City Hospital.
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The population in this study were all nurses in the Inpatient Installation of the Makassar City
Hospital. The research sample amounted to 167 people. The sampling technique in this study is
the Stratified Random Sampling.

The instrument used in data collection was a questionnaire, regarding the independent variables
in the form of work engagement and quality of work-life, while the dependent variable was the
nurse performance variable.

Univariate analysis was conducted to obtain an overview of the research problem by describing
each variable used in the study and the characteristics of the respondent. The univariate analysis
consisted of descriptive analysis of the characteristics of the respondents, descriptive analysis of
research variables, and analysis of crosstabulation between the characteristics of the respondents
and the research variables. Bivariate analysis was carried out to see the relationship between two
variables, namely between the independent variable and the dependent variable. The statistical
test used was the Chi-Square test.

Results and Discussion
Table 1. Frequency Distribution of General Characteristics of Respondents at Makassar City

Hospital
Respondent Characteristics Amount (n) | Percentage (%0)
Sex
Male 11 6.6
Female 156 93.4
Age (years)
20-35 38 22.8
36 - 45 75 44.9
45+ 54 32.3
Education
High School 0 0.0
Diploma 24 14.4
Bachelor 110 65.9
Others 33 19.8
Years of Service (years)
3-4 73 43.7
5-6 73 43.7
6+ 21 12.6
Employment status
Civil Servant 99 59.3
Others 68 40.7
Total 167 100.0

Source: Primary Data, 2020

Table 1 shows the frequency distribution based on the characteristics of the sample at the study
location. Most of the respondents at Makassar City Hospital are at the age level of 36-45 years
(44.9%). In terms of gender, most of the respondents were female, namely 156 respondents
(93.4%). Last education, namely S1 as many as 110 respondents (65.9%) with a working period
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of 3-4 years, as many as 73 respondents (43.7%) with civil servant status, namely 99 respondents

(59.3%).

Table 2. Frequency Distribution of Respondents Based on Research Variables at Makassar City

Hospital
Research Variable Amount (n) | Percentage (%)
Quiality of Work Life
High 118 70.7
Low 49 29.3
Work Engagement
High 90 53.9
Low 77 46.1
Kinerja Perawat
High 125 74.9
Low 42 25.1
Vigor
High 124 74.3
Low 43 25.7
Dedication
High 120 71.9
Low 47 28.1
Absorption
High 120 71.9
Low 47 28.1
Total 167 100.0

Source: Primary Data, 2020

Table 2 explains the percentage of respondents’ assessment of the research variables. The results
at the Makassar City Hospital show that 59.3% states that the height for the work engagement
variable, for the vigor dimension, 74.3% states height, the dedication dimension is 71.9% states
high, the absorption dimension is 808% states high, the quality of work-life dimension is 71.9%

stated high while for the nurse performance variable showed that 74.9% stated high.

Table 3. Effect of Work Engagement and Quality of work-life on the performance of nurses in
the Inpatient Installation of the Makassar City Hospital

Quality of Work _Nurse Performance Amount
Life High Low p
n % n % n %
High 101 85.6 17 14.4 118 100.0
Low 24 49.0 49 51.0 49 100.0 0.001
Total 125 74.9 42 25.1 167 100.0
Work Higlrl:rse Performanltieow Amount ,
Engagement o % N % N %
High 92 94.8 5 5.2 97 100.0 0.001
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Low 33 47.1 37 52.9 70 100.0
Total 125 74.9 42 25.1 167 100.0

Source: Primary Data, 2020

Table 3 shows the relationship between the independent variable and the dependent variable.
Based on the results of the analysis, it can be seen that the effect of work engagement and quality
of work-life variables on the performance of nurses in the Inpatient Installation of Makassar City
Hospital. The results of the bivariate analysis with the chi-square test show that there is a
relationship between work engagement variables and the performance of nurses in Makassar City
Hospital with a value of p = 0.001 <0.05 and a value of r = 0.782, there is a relationship between
work engagement variables in the Vigor dimension and the performance of nurses at Makassar
City Hospital with p-value = 0.001 <0.05 and r = 0.782, there is a relationship between the work
engagement variable in the dedication dimension and the performance of nurses at Makassar
City Hospital with a value of p = 0.001 <0.05 and a value of r = 0.782, there is a relationship
between work engagement variables in the dimension absorption with the performance of nurses
at Makassar City Hospital with p-value = 0.001 <0.05 and r = 0.782 and there is a relationship
between quality of work-life and nurse performance at Makassar City Hospital with p-value =
0.001 <0.05 and r = 0.782.

Based on the results of the study, it is stated that work engagement and quality of work-life have
a relationship with the performance of nurses in the Inpatient Installation of Makassar City
Hospital with a p-value (0.001) <0.05. Work engagement is a person's mental state related to
their work which is positive and full, which is marked by vigor, dedication, and absorption
(Schaufeli et al., 2002). Vigor is characterized by high energy and mental resilience at work, the
desire to invest in a job, and stay afloat despite difficulties.

Based on the statistical analysis carried out, it is known that Work Engagement is based on the
Vigor dimension of the performance of nurses in Makassar City Hospital. A significant effect is
also indicated by a significance value of 0.003. Vigor involves a high level of energy and mental
endurance at work. Vigor can be assessed from the enthusiasm shown by a person to do his job
which can be seen from the high stamina and energy when working, the willingness to make
serious efforts in doing work, as well as persistence and persistence in facing difficulties at work
(Schaufeli & Bakker, 2002).

This is in line with Dajani's (2015) research where the vigor dimension in work engagement
positively affects employee performance. This is in line according to Robinson, et al. (2004)
stated that the vigor dimension in work engagement is able to provide a good influence in
improving employee performance. There is a positive relationship between employee
engagement and employee performance where according to Lockwood (2007), the higher the
level of an employee's engagement, the performance will increase.

Based on the statistical analysis carried out, it is known that Work Engagement is based on the
dimension of dedication to the performance of nurses in Makassar City Hospital. A significant
effect is also indicated by a significance value of 0.004. Dedication refers to being involved in
one's work and experiencing a sense of meaning, enthusiasm, and pride. Aspects of dedication
include high involvement in work, and experiencing a sense of meaning, an enthusiasm which is
characterized by showing interest in the work being done, and pride in work (Dicke et al., 2007).
This is in line with Dajani's research (2015) where the dimension of dedication in work
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engagement positively affects employee performance. This is in line according to Robinson, et
al. (2004) stated that the dimension of dedication in work engagement can have a good influence
on improving employee performance.

Based on the statistical analysis carried out, it is known that Work Engagement is based on the
absorption dimension of the nurse's performance in Makassar City Hospital. A significant
relationship is also indicated by a significance value of 0.004. Absorption refers to concentrating
fully and deeply, being immersed in work where time passes quickly and difficulty separating
from work, thus forgetting everything around it. People who score high on absorption usually
feel good about work being occupied, feel immersed in work, and have difficulty separating from
work. As a result, whatever is around him is forgotten and time seems to pass quickly.
Conversely, people with low absorption scores do not feel interested and are not immersed in
work, have no difficulty separating from work and they do not forget everything around them,
including time (Schaufeli et al., 2002).

Based on the statistical analysis carried out, it is known that the quality of work-life with the
performance of nurses in Makassar City Hospital. A significant effect is also indicated by a
significance value of 0.001. According to Rivai (2004) for a company to be successful, employee
engagement must be more than just a systematic approach, it must be part of the company
culture and part of the management philosophy. The most common method used to improve the
quality of work-life is employee engagement.

Sinha's (2012) research on Quality of Work Life resulted in the extraction of 3 factors from
various organizational factors. Three factors emerge, namely a). relationship-sustenance
orientation, b). futuristic and professional orientation. c¢). self deterministic and systemic
orientation. The results show that these factors have an important role in the Quality of Work
Life for employees and for developing the work-related quality of life. Chan and Wyatt's
research in Srivastava (2007) states that employees who have high welfare if employees feel
satisfied with their work and company because they feel the Quality of Work Life (QWL)
positively in the workplace and its QWL affects their health and psychology.

This research is supported by the theory of Robbins (2013) which states that communication
helps develop motivation by explaining to employees what to do, how they work well, and what
to do to improve performance if it is below standard. Several studies that have been conducted,
found that there is a direct positive relationship between communication and employee
performance. Trijaya's research (2012) suggests that compensation, training, and communication
have a significant effect on employee performance and the dominant variable is compensation.
Hariyanti and Primawesri (2011) also stated that motivation and communication have a positive
effect on employee performance through organizational commitment. Meanwhile, Rachmadi's
research (2010) that motivation, participation, and communication have a significant effect on
employee performance.

Conclusion

Based on the research results, the researcher formulated the following conclusions: There is a
relationship between work engagement including its dimensions, namely vigor, dedication,
absorption, and quality of work-life with the performance of nurses in the Inpatient Installation
of Makassar City Hospital. It is recommended that hospital management pay attention to work
engagement, especially the Vigor dimension in order to increase the morale of nurses. Leaders
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need to know what the employees need so that employees can work according to organizational
expectations, one of which is by providing motivation, implementing a work environment health
culture so as to create a safe working atmosphere, developing career path plans for nurses, and
internalizing the values of good work culture to maintain a sense of pride in the institution.
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