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Abstract 

Job satisfaction, including nurses at Rantauprapat Hospital, is crucial in improving employees' performance and welfare. 
This study aims to analyze the influence of extrinsic motivational factors of supervision, wages, work environment, and 
position status on the job satisfaction of nurses at the hospital in 2024. The method used was non-experimental 
quantitative research with a descriptive approach and associative analysis involving 175 nurses as a sample. Data were 
collected through observation, interviews, and questionnaires and analyzed using the Chi-Square test and multiple 
logistic regression. The analysis showed that supervision, wages, and work environment had a significant relationship 
with the job satisfaction of nurses, with values of p=0.020, p=0.000, and p=0.013, respectively. According to the UMR 
(regional minimum wage), good supervision and wages significantly increased job satisfaction, while job status did not 
show a significant relationship. This study concludes that extrinsic motivational factors, especially wages, play an 
essential role in determining the level of job satisfaction of nurses, which in turn can improve the quality of health 
services at Rantauprapat Hospital.  
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1. Introduction

Job satisfaction is an important aspect that contributes to the performance and well-being of nurses (Sulaeman & 
Sugiarto, 2022). Nurses who feel satisfied tend to be more motivated, productive, and loyal, which positively impacts 
the quality of health services. In addition, job satisfaction is also related to emotional well-being, reducing stress, and 
improving the mental health of nurses (Sumanta et al., 2023). In hospitals, nurses' job satisfaction dramatically affects 
the quality of service and patient experience (Jatmika et al., 2024). Satisfied nurses are more committed to providing 
quality care and improving operational efficiency (Huda, 2023). Intrinsic and extrinsic motivation plays a key role in 
job satisfaction (Jumani & Rianto, 2023). Intrinsic motivation comes from within the individual, while extrinsic 
motivation is influenced by external factors such as financial rewards and recognition (Samosir et al., 2023). Both 
contribute to the level of job satisfaction of nurses (Sutedi et al., 2021). 

Previous research has shown a significant relationship between salary, working conditions, and job satisfaction, but 
there is no relationship between responsibility and job satisfaction (Pangulimang et al., 2019). Aswata (2023) found 
that intrinsic, extrinsic, and transformational leadership styles significantly affect employee job satisfaction. This shows 
the importance of leadership in improving these three factors (Aswara, 2023). Many nurses in hospitals are still 
dissatisfied with their jobs, with factors that affect satisfaction divided into intrinsic factors (achievement, working 
conditions, promotion, safety) and extrinsic factors (salary, supervision, colleagues, work environment) (Fitnanto et al., 
2021). At Rantauprapat Hospital, evaluating motivational factors that affect nurses' job satisfaction is paramount, 
especially considering the challenges faced in this profession. This study aims to analyze the impact of extrinsic 
motivation on nurses' job satisfaction in 2024. The study results are expected to provide insight into the elements that 
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affect job satisfaction and become the basis for developing strategies to improve the quality of work and welfare of 
nurses in hospitals. 

2. Research methods 

This study is a non-experimental quantitative study with a descriptive approach (cross-sectional survey) and 
associative analysis carried out at Rantauprapat Hospital in September 2024. The study population included 302 
implementing nurses, with a sample of 175 respondents using the Slovin formula and a margin of error (e) of 0.05. The 
sample was taken through purposive sampling with the criteria of active nurses (permanent or contract employees), at 
least one year of experience, working in units that interact directly with patients, and not on sabbatical or pregnant. 
Data collection was carried out through observation, interviews, and questionnaires. The variables studied include 
extrinsic motivation (supervision, wages, work environment, status) and job satisfaction as dependent variables. Data 
analysis was carried out univariately and bivariate using the Chi-Square test and multivariate using multiple logistic 
regression. The validity test used Pearson Correlation on 30 respondents, with the question declared valid if r calculated 
> r table at a significance of 0.05. This study aims to understand the influence of extrinsic motivation on job satisfaction 
among implementing nurses at Rantauprapat Hospital. 

3. Research results  

Table 1 Overview of Respondent Characteristics of Extrinsic Motivational Factors Towards Job Satisfaction of Nurses 
at Rantauprapat Hospital in 2024 

Category Sub-Category n Percentage 

Gender 

Male 83 47% 

Woman 92 53% 

Total 175 100% 

Age 

< 30 Years 108 62% 

>30 Years 67 38% 

Total 175 100% 

Education  

D3 117 67% 

S1 58 33% 

Total 175 100% 

Supervise 

Ada 169 97% 

None 6 3% 

Total 175 100% 

Wages 

According to UMR  162 93% 

Not following UMR  13 7% 

Total 175 100% 

Work Environment  

Comfortable  151 86% 

Uncomfortable  24 14% 

Total 175 100% 

Status  

There is a position  31 18% 

No Position  144 82% 

Total 175 100% 

Job Satisfaction  Satisfied  161 92% 
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Category Sub-Category n Percentage 

Dissatisfied  14 8% 

Total 175 100% 

Table 1 describes the characteristics of respondents related to extrinsic motivation factors and job satisfaction of nurses 
at Rantauprapat Hospital in 2024. Most respondents are female (53%) and under 30 years old (62%), showing the 
dominance of the younger generation. Most nurses (67%) have a D3 educational background, while 33% have an S1 
education. 97% of respondents reported supervision support, and 93% felt that the wages received followed the UMR. 
The comfort of the work environment is also high, with 86% of respondents feeling comfortable. Although the majority 
(82%) do not have a formal position, indicating limited career development, 92% of respondents are satisfied with their 
jobs. These findings show that extrinsic motivational factors, such as intense supervision, appropriate wages, and a 
comfortable work environment, play an essential role in increasing the job satisfaction of nurses at Rantauprapat 
Hospital. Overall, the majority of respondents tend to feel satisfied with their jobs thanks to positive motivational 
factors. 

Table 2 Bivariate analysis of the Chi-Square test of variable X and Y Extrinsic Motivation Factors on Job Satisfaction of 
Nurses at Rantauprapat Hospital in 2024. 

Variable Sub-Category Job Satisfaction df p-value  

Satisfied Dissatisfied  Total  

Supervise Ada 157 12 169 1 0.020 

90% 7% 97% 

None 4 5 9 

2% 3% 5% 

Total 161 17 178 

92% 10% 102% 

Wages According to UMR 154 8 162 1 0.000 

88% 5% 93% 

Not following UMR 7 6 13 

4% 3% 7% 

Total 161 14 175 

92% 8% 100% 

Work Environment  Comfortable  142 9 151 1 0,013 

81% 5% 86% 

Uncomfortable  19 5 24 

11% 3% 14% 

Total 161 14 175 

92% 8% 100% 

Status There is a position  30 1 31 1 0.280 

17% 1% 18% 

No Position  131 13 144 

75% 7% 82% 

Total 161 14 175 

92% 8% 100% 
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Table 2 presents the bivariate analysis results with the Chi-Square test regarding the relationship between extrinsic 
motivational factors and the job satisfaction of nurses at Rantauprapat Hospital in 2024. Of the 169 nurses who worked 
under supervision, 157 (90%) were satisfied, with a p = 0.020 value indicating a significant association. In contrast, only 
4 out of 9 unsupervised nurses were satisfied. For the wage variable, 154 out of 162 nurses who received wages 
according to the UMR (88%) were satisfied, with p = 0.000, also significant. On the work environment variable, 142 of 
the 151 nurses who felt comfortable (81%) were satisfied, with p = 0.013, indicating a significant relationship. However, 
for the status of the position, no significant relationship was found (p = 0.280). Variables feasible for further analysis 
are supervision, wages, and work environment.  

Table 3 Multivariate analysis of multiple logistic regression tests of the Enter method of extrinsic motivational factors 
on job satisfaction of nurses at Rantauprapat Hospital in 2024 

Variable  B S.E. Forest df Mr. Exp(B) 95% C.I.for EXP(B) 

Lower Upper 

Supervise 1.776 1.023 3.014 1 0.083 5.904 0.795 43.826 

Wages 2.583 0.715 13.062 1 0.000 13.241 3.262 53.745 

Work Environment 0.699 0.713 0.960 1 0.327 2.011 0.497 8.131 

Constant -8.253 1.615 26.128 1 0.000 0.000     

Table 3 presents a multivariate analysis with multiple logistic regression tests to identify the influence of extrinsic 
motivation on the job satisfaction of nurses at Rantauprapat Hospital in 2024. The wage variable showed the highest 
Exp(B) value, which was 13.241, which means that nurses who received wages according to the UMR were 13.241 times 
more likely to be satisfied than those who did not. This shows that wages are the extrinsic motivational factor that 
influences nurses' job satisfaction most, exceeding the influence of supervision and work environment. 

4. Discussion  

4.1. The relationship of the supervision variable to the job satisfaction of nurses at Rantauprapat Hospital in 
2024 

The results of this study show that supervision has a significant impact on nurses' job satisfaction. Most nurses under 
supervision are satisfied (90%), while only 7% are not. This indicates that good supervision can significantly increase 
job satisfaction, with guidance and emotional support that makes nurses feel valued. A p-value of 0.020 confirms that 
the relationship between supervision and job satisfaction is significant, indicating a real correlation. Supervision creates 
a structured and positive work environment, contributing to job satisfaction. 

In contrast, only 2% of nurses without supervision are satisfied, indicating that the absence of supervision can reduce 
job satisfaction. These findings are in line with previous research that shows a positive relationship between 
supervision and job satisfaction (Dian Ariani, 2020); (H. S. Siagian et al., 2020); (Nurhidayati et al., 2023). Adequate 
supervision, through support, guidance, and clear communication, helps nurses understand job expectations and 
complete tasks well. Fair treatment from supervisors also contributes to job satisfaction. Therefore, hospital managers 
need to pay attention to the role of supervision in improving nurse satisfaction and performance by providing adequate 
support to create a productive and harmonious work environment (Tarigan et al., 2021).  

4.2. The relationship of wage variables to job satisfaction of nurses at Rantauprapat Hospital in 2024 

The results of this study show that wages are the main factor affecting nurses' job satisfaction. Of the 162 nurses who 
received wages according to the UMR, 154 people (88%) were satisfied, while only 8 (5%) were dissatisfied, with a 
value of p = 0.000, which showed a significant relationship. In contrast, among the 13 nurses who did not receive wages 
according to the UMR, only seven people (4%) were satisfied, and 6 (3%) were dissatisfied. This finding is in line with 
the research of Muti (2020) and Pangulimang (2019), which showed a relationship between wages and job satisfaction 
of nurses (Muti, 2020); (Pangulimang et al., 2019). As per Maslow's theory of needs, adequate wages meet basic 
physiological needs, allowing employees to focus on higher needs (Fajar, 2023). Based on Herzberg's theory of Two 
Factors, wages are an essential hygienic factor in preventing dissatisfaction, although they do not directly increase job 
satisfaction. In the context of justice theory, appropriate wages are considered fair, increase satisfaction, reduce 
financial stress, and improve general well-being (Rahadi & Rozikan, 2024).  
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Multivariate analysis using multiple logistic regression showed the highest Exp(B) value in the wage variable, which 
was 13.241. This means nurses who received wages according to the UMR were 13.241 times more likely to be satisfied 
with their jobs. These findings confirm that wages are the most significant extrinsic motivational factor influencing 
nurses' job satisfaction, greater than supervision and work environment. Therefore, hospitals must ensure that nurses' 
wages meet or exceed market standards to maintain their satisfaction and motivation (Abrori, 2024); (Musmiler et al., 
2020). 

4.3. The relationship of work environment variables to job satisfaction of nurses at Rantauprapat Hospital in 
2024 

The results showed that of the 151 nurses who worked in a comfortable environment, 142 people (81%) were satisfied 
with their jobs. In contrast, nine people (5%) were dissatisfied, with a p = 0.013 value indicating a significant 
relationship. Of the 24 nurses who felt the work environment was uncomfortable, 19 (11%) were satisfied, and 5 (3%) 
were dissatisfied. This finding is in line with the research of Marliani (2023) and Nahardian (2021), which also found a 
relationship between the work environment and nurses' job satisfaction (Marliani et al., 2023); (Nahardian, 2021). The 
work environment significantly affects nurses' job satisfaction through several aspects, including physical conditions, 
work culture, and workload management. Good facilities and a clean environment increase comfort and safety, while a 
positive work culture and effective communication reinforce motivation and reduce conflict. Balanced workload 
management and support for coping with stress prevent dissatisfaction, while professional training and development 
opportunities increase a sense of appreciation and satisfaction. Equitable management and leadership qualities also 
contribute to job satisfaction (Hassira & Kasmiruddin, 2023). 

Good physical condition, such as adequate medical facilities, helps nurses carry out their duties more efficiently and 
safely, reducing the risk of injury and improving well-being. A positive work culture, open communication, and team 
support also increase motivation and reduce conflict (Pebriyanti & Rinaldi, 2024). Opportunities for training play an 
essential role in increasing satisfaction, with nurses who feel valued tend to be more satisfied. Overall, a supportive and 
positive work environment contributes to the physical and emotional well-being of nurses and increases their job 
satisfaction (Tuahuns et al., 2023). 

4.4. The relationship of status variables to job satisfaction of nurses at Rantauprapat Hospital in 2024 

The study's results showed that of the 31 nurses with positions, 30 people (17%) were satisfied, while one person (1%) 
was not. On the other hand, of the 144 nurses who did not have a position, 131 people (75%) were satisfied, and 13 
people (7%) were dissatisfied. The p = 0.280 indicates no significant relationship between job status and satisfaction. 
This finding aligns with the Studyninglias (2023) study, which found a negative and insignificant influence between the 
position status and job satisfaction of non-civil servants at Dr. Soedono (Studyninglias et al., 2023). The absence of this 
significant relationship shows that the difference in positions in hospitals does not significantly impact the job 
satisfaction level of nurses. In other words, nurses in high positions are not always more satisfied than their peers in 
lower positions. Other factors, such as work environment, supervision, and compensation, seem to influence nurses' job 
satisfaction more, as explained by Krisman Silaen et al. (2020) (Krisman Silaen et al., 2020). This may be due to the 
similarity of duties and responsibilities between nurses in various positions, so the difference in position status does 
not have a significant effect. In addition, working conditions, managerial support, and compensation significantly impact 
job satisfaction. Nurses' perception of fair treatment and flexibility in their roles can also reduce the effects of job 
disparities. Thus, job satisfaction is more influenced by more consistent factors across positions, such as the work 
environment and the support received (Hardiman, 2023). 

5. Conclusion 

The study's conclusion at Rantauprapat Hospital in 2024 shows that supervision, wages, and work environment 
significantly correlate with nurses' job satisfaction. Good supervision increases job satisfaction with a value of p = 0.020, 
as it provides the necessary support. According to the UMR, wages had a significant effect, with a value of p = 0.000, 
where nurses who received wages according to the UMR were 13.241 times more likely to be satisfied. A comfortable 
work environment also increased satisfaction, with a value of p = 0.013. On the contrary, job status did not show a 
significant relationship, with a value of p = 0.280, which suggests that factors such as working conditions and 
compensation have more influence on nurse satisfaction.  

 



World Journal of Biology Pharmacy and Health Sciences, 2025, 21(01), 408-415 

413 

Compliance with ethical standards 

Disclosure of conflict of interest 

No conflict of interest to be disclosed.  

References 

[1] Abrori, M. (2024). Kompensasi dan Keuntungan SDM Sebagai Bentuk Motivasi Kerja Karyawan Bidang 
Pendidikan. Relevancia: Jurnal Pendidikan Dan Pembelajaran. 
https://edujavare.com/index.php/rjpp/article/view/236 

[2] Adiyanti, S. A., & Nugraha, E. (2023). Pengaruh Kompensasi Finansial dan Kompensasi Non-Finansial terhadap 
Kinerja Karyawan. Remik, 7(1), 166–176. https://doi.org/10.33395/remik.v7i1.11997 

[3] Anggraini, S., & Mansyur, A. (2024). Oikonomia:Jurnal Manajemen Berbagi Pengetahuan dan Motivasi Kerja 
terhadap Perilaku Inovatif Karyawan. Oikonomia: Jurnal Manajmen, 20(1), 43–56. 
http://dx.doi.org/10.47313/oikonomia.v20i1.3046 

[4] Anwar, A. S. (2020). Pengembangan Sikap Profesionalisme Guru Melalui Kinerja Guru Pada Satuan Pendidikan 
Mts Negeri 1 Serang. Andragogi: Jurnal Pendidikan Islam Dan Manajemen Pendidikan Islam, 2(1), 147–173. 
https://doi.org/10.36671/andragogi.v2i1.79 

[5] Astari, D. W., Susilaningsih, F. S. R. I., & Fitria, N. (2022). Hubungan Antara Pengetahuan , Motivasi , Dan Supervisi 
Dengan Kinerja Infection Prevention Control Link Nurse. The Journal of Hospital Accreditation, 04(1), 8–12. 

[6] Aswara, A. D. (2023). Pengaruh Motivasi Intrinsik, Motivasi Ekstrinsik, dan Gaya Kepemimpinan 
Transformasional terhadap Kepuasan Kerja Pegawai Satuan Polisi Pamong Praja Kabupaten Gunungkidul. Reslaj: 
Religion Education Social Laa Roiba Journal, 5, 709–725. https://doi.org/10.47476/reslaj.v5i2.1497 

[7] Dian Ariani, D. A. (2020). Analisa Faktor Penentu Kepuasan Kerja Perawat Pelaksana Di Instalasi Rawat Inap 
Rsud Langsa. J-KESMAS: Jurnal Kesehatan Masyarakat, 6(1), 23. https://doi.org/10.35329/jkesmas.v6i1.650 

[8] Fajar, M. (2023). Pengaruh Pemenuhan Kebutuhan Karyawan Terhadap Komitmen Kerja Di Bank Muamalat Kvu 
Makassar. Lokawati: Jurnal Penelitian Manajemen Dan Inovasi Riset, 1(6). 

[9] Fitnanto, R., Parulian, T. S., & Setyarini, E. A. (2021). Faktor Yang Memengaruhi Kepuasan Kerja Perawat Di 
Rumah Sakit: Literature Review. Elisabeth Health Journal, 6(2), 137–141. https://doi.org/10.52317/ehj.v6i2.345 

[10] Hardiman. (2023). Hubungan Kompensasi dan Promosi Jabatan Dengan Kepuasan Kerja Perawat Instalasi Rawat 
Inap RSU Tangerang Selatan. Jurnal Promotif Preventif, 6(6), 903–907. 

[11] Hassira, & Kasmiruddin. (2023). Pengaruh Lingkungan Kerja dan Stres Kerja terhadap Kepuasan Kerja Perawat 
pada RSUD Bangkinang. Jurnal Pendidikan Tambusa, 7(1), 2360–2368. 

[12] Hayati, R., Mardianty, D., Agia, L. N., & Denny, P. (2023). Pengaruh Motivasi Intrinsik Dan Motivasi Ekstrinsik 
Terhadap Kinerja Karyawan Pada CV. Riho Mandiri. Journal of Economic, Business, and Accounting (COSTING), 
7(1), 252–259. https://doi.org/10.31539/costing.v7i1.6056 

[13] Huda, S. N. (2023). Kinerja Perawat Melalui Kepuasan Kerja Sebagai Variabel Intervening Pada Rumah Sakit 
Pondok Indah. Jurnal Manajemen USNI, 7(2), 1–10. https://doi.org/10.54964/manajemen/ 

[14] Jasmine, I., & Edalmen. (2020). Pengaruh Lingkungan Kerja Terhadap Kinerja Pegawai Dengan Motivasi Sebagai 
Variabel Mediasi. Jurnal Manajemen Dan Kewirausahaan, II(2), 450–460. 

[15] Jatmika, D., Suprayitno, E., & Adha, S. (2024). Pengaruh Ketersediaan Sumber Daya, Kepuasan Kerja Perawat, dan 
Kualitas Perawatan terhadap Tingkat Kesembuhan Pasien di Jawa Timur. Jurnal Multidisiplin West Science, 3(04), 
539–547. https://doi.org/10.58812/jmws.v3i04.1137 

[16] Jumani, A., & Rianto, M. R. (2023). Literatur Review: Pengaruh Lingkungan Kerja, Pelatihan dan Motivasi 
Terhadap Kepuasan Kerja Karyawan CV. Kita Sukses Mandiri. Studi Ilmu Manajemen Dan Organisasi, 4(1), 39–50. 
https://doi.org/10.35912/simo.v4i1.1779 

[17] Krisman Silaen, I., Kristanto, E., & Lapian, J. (2020). Faktor-Faktor yang mempengaruhi Retensi Perawat di Rumah 
Sakit. Journal of Public Health and Community Medicine, 1(4), 96–103. 



World Journal of Biology Pharmacy and Health Sciences, 2025, 21(01), 408-415 

414 

[18] Lestari, A. W. (2019). Pengaruh Motivasi, Pelatihan, Lingkungan Kerja dan Upah terhadap Produktivitas Kerja 
Karyawan PT. Truba Jaya Engineering Bagian Mechanical di Kecamatan Air Sugihan Kabupaten OKI dengan 
Kepuasan Kerja sebagai Variabel Intervening. Jurnal Intelektualita: Keislaman, Sosial Dan Sains, 8(1), 47–56. 
https://doi.org/10.19109/intelektualita.v8i1.4228 

[19] Marliani, M., Tanjung, R., & Rochadi, R. K. (2023). Hubungan Lingkungan Kerja dengan Kepuasan Kerja Perawat. 
Journal of Telenursing (JOTING), 5(2), 2421–2428. https://doi.org/10.31539/joting.v5i2.7640 

[20] Meidita, A. (2019). Pengaruh Pelatihan dan Kompetensi Terhadap Kepuasan Kerja Melalui Motivasi Kerja. Jurnal 
Ilmiah Magister Manajemen, 2(2), 226–237. 

[21] Musmiler, E., Arif, Y., & Wahyudi, W. (2020). Faktor Determinan yang berhubungan dengan Kepuasan Kerja 
Perawat Pelaksana di Rsud Dr. Rasidin Padang. Jurnal Akademika Baiturrahim Jambi, 9(2), 275. 
https://doi.org/10.36565/jab.v9i2.259 

[22] Muti, R. (2020). AKTOR-FAKTOR YANG BERHUBUNGAN DENGAN KEPUASAN KERJA PERAWAT DI RUANG INAP 
RSU TENRIAWARU KAB.BONE. Factors. Jurnal Kesehatan Luwu Raya, 7(1), 109–120. 

[23] Nahardian. (2021). Hubungan Lingkungan Kerja Dengan Kepuasan Kerja Perawat Di Ruang Seroja Dan Teratai 
Rsud Dr. Soegiri Lamongan. Jurnal Edudikara, 2(2), 3–5. 

[24] Nurhidayati, F., Daely, W., & Purnama, A. (2023). Supervisi Kepala Ruangan dan Kepuasan Kerja dapat 
Meningkatkan Kinerja Perawat Pelaksana di Rumah Sakit. Open Access Jakarta Journal of Health Sciences, 2(10), 
923–929. https://doi.org/10.53801/oajjhs.v2i10.192 

[25] Olivia Toguiboto Rambe, Christian Wiradendi Wolor, & Marsofiyati, M. (2023). Analisis Motivasi Ekstrinsik di PT. 
Digivla Indonesia. Jurnal Ilmu Manajemen, Ekonomi Dan Kewirausahaan, 3(3), 238–248. 
https://doi.org/10.55606/jimek.v3i3.2480 

[26] Pangulimang, I., Pandelaki, K., & Porotu’o, J. (2019). Faktor-Faktor Yang Berhubungan Dengan Kepuasan Kerja 
Perawat Di Ruang Rawat Inap Rsud Lapangan Sawang. KESMAS - Jurnal Kesehatan Masyarakat, 8(6), 1–12. 

[27] Pebriyanti, W., & Rinaldi, A. (2024). Kualitas Pelayanan Tenaga Kesehatan di Puskesmas Kecamatan Pamengpeuk 
, Garut. INNOVATIVE: Journal Of Social Science Research, 4, 8194–8203. 

[28] Putri, V. L., & Widjaja, H. (2019). Pengaruh Kecerdasan Emosional, Penghargaan Dan Kepemimpinan 
Transformasional Terhadap Kepuasan Kerja Pada Pt Catur Mitra Sejati Sentosa (Mitra 10). Jurnal Manajerial Dan 
Kewirausahaan, 1(1). https://doi.org/10.24912/jmk.v1i1.2794 

[29] Rahadi, Q., & Rozikan. (2024). Analisis Kepuasan Kerja Karyawan Baitul Maal Wa Tamwil Ditinjau dari Teori Dua 
Faktor Herzberg. Al Maal : Journal of Islamic Economics and Banking, 5(1), 85–99. 
http://dx.doi.org/10.31000/almaal.v5i1.10726%0Ahttp://jurnal.umt.ac.id/index.php/jieb 

[30] Rizany, I., Yakin, R., Rusydianur, R., Risnadi, D., Adawiyah, R., Fikri, M. K., & Azhar, A. (2022). Faktor yang 
mempengaruhi Kepuasan Kerja Perawat selama pandemi Covid-19 di Beberapa Rumah sakit di Kalimatan 
Selatan. Dunia Keperawatan: Jurnal Keperawatan Dan Kesehatan, 10(1), 1–7. 
https://doi.org/10.20527/jdk.v10i1.44 

[31] Rosmani. (2020). Pengaruh Stres Kerja, Konflik Kerja, dan Lingkungan Kerja Terhadap Semangat Kerja Pada 
Pegawai Kantor Pelayanan Pajak (KPP) Pratama Binjai. Jurnal Manajemen Dan Akuntansi Medan, 2(3), 21. 

[32] Samosir, D., Rahayu, E. D. F., Akhmad, A., & Supriatin, S. (2023). Analisis Faktor Yang Mempengaruhi Motivasi 
Belajar Peserta Didik Pada Kelas IV SDN 005 Samarinda Ulu. Prosiding Seminar Nasional PPG Universitas 
Mulawarman, 4, 97–101. 

[33] Sari, R., Kurniati, T., & Sulaeman, S. (2022). Hubungan Pendapatan, Lingkungan, dan Status Kepegawaian 
Terhadap Kepuasan Kerja Perawat Pelaksana. Jurnal Keperawatan, 14(September), 615–624. 

[34] Siagian, H. S., Gultom, R. P., & Munthe, P. . (2020). Hubungan Supervisi Kepala Ruang dengan Kepuasan Kerja 
Perawat Pelaksana di Ruang Rawat Inap Rumah Sakit Imelda Pekerja Indonesia. JIFI (Jurnal Ilmiah Farmasi 
Imelda), 3(2), 39–41. 

[35] Siagian, N. F., Enre, A., & Panjaitan, R. E. (2021). Pengaruh Kepemimpinan dan Sistem Penghargaan terhadap 
Kinerja Pegawai dengan Kepuasan Kerja sebagai Variabel Media. Jesya (Jurnal Ekonomi & Ekonomi Syariah), 2(2), 
453–461. https://doi.org/10.36778/jesya.v2i2.113 

[36] Soelistijo Soebagijo Adi, et all. (2019). Pengelolaan Dan Pencegahan Diabetes Melitus Tipe 2 Dewasa di Indonesia. 
Perkumpulan Endokrinologi Indonesia, 133. 



World Journal of Biology Pharmacy and Health Sciences, 2025, 21(01), 408-415 

415 

[37] Studyninglias, L. P., Hasanah, K., & Murniyati, D. (2023). Analisis Faktor-Faktor Yang Mempengaruhi Kepuasan 
Kerja Dari Perspektif Hygiene Theory Pada Perawat Non Pns Di Rsud Dr Soedono. SIMBA: Seminar Inovasi 
Manajemen, Bisnis, Dan Akuntansi, 5(September 2022). 

[38] Sulaeman, M., & Sugiarto, I. (2022). Peran Motivasi, Gaya Kepemimpinan dalam Meningkatkan Kinerja Pegawai 
di Mediasi Kpuasan Kerja. Insight Management Journal, 2(2), 45–53. 

[39] Sumanta, D. A., Tewal, B., & Walangitan, M. D. B. (2023). Pengaruh Kecerdasan Emosional, Efikasi Diri Dan 
Kepuasan Kerja Terhadap Kesejahteraan Psikologi Pegawai Di Inspektorat Daerah Provinsi Sulawesi Utara. 
Jurnal EMBA : Jurnal Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi, 11(4), 725–734. 
https://doi.org/10.35794/emba.v11i4.51179 

[40] Sutedi, Prahiawan, W., & Nupus, H. (2021). Pengaruh Komitmen Organisasi Dan Pengawasan Terhadap Disiplin 
Pegawai Melalui Kepuasan Kerja Sebagai Variabel Intervening (Studi pada Koperasi Simpan Pinjam Makmur 
Mandiri Cabang Kota Tangerang). Riset Bisnis Dan Manajemen Tirtayasa, 5(1), 84–97. 

[41] Tarigan, R. H. B., Santoso, H., & Sipayung, R. (2021). Analisis Faktor Yang Mempengaruhi Kepuasan Kerja Perawat 
Pelaksana Di Rumah Sakit Efarina Pangkalan Kerinci Kabupaten Pelalawan Tahun 2019. Journal of Healthcare 
Technology and Medicine, 7(2), 580–594. 

[42] Tuahuns, V. B., Soleman, M. M., & Husen, Z. (2023). Pengaruh Stres Kerja, Dan Lingkungan Kerja Terhadap Kinerja 
Perawat Dengan Kepuasan Kerja Sebagai Variabel Mediasi Pada Masa Pandemi Covid-19 (Studi Pada Rsud Dr. H. 
Chasan Boesoirie Ternate). Jurnal Manajemen Sinergi, 11(1), 18–38. https://doi.org/10.33387/jms.v11i1.6633 

[43] Zulaeha, S. N. D. (2021). Perlindungan Hukum Terhadap Perawat Yang Terkena Penyakit Akibat Kerja 
Berdasarkan Peraturan Perundang-Undangan Yang Berlaku Di Indonesia. Jurnal Program Magister Hukum 
Fakultas Hukum Universitas Indonesia, 1(SEPTEMBER), 1451–1462.  


