ISSN : 2580-0078 Vol. 1 No. 2 (Oktober, 2017)

Journal

| GN]J

THE PREDICTOR FACTORS OF EMERGENCY NURSES’ PERFORMANCES
FOR THE ROFESSIONAL SERVICES EXCELLENCE

(Submited : 11 September 2017, Accepted : 19 Oktober 2017)
Rina Annisa

Nursing and Health Sciences Faculty
University of Muhammadiyah Banjarmasin
Email: annisa22@umbjm.ac.id

ABSTRACT

Emergency nurses’ performances remains long standing determinates of quality services rendered for
patients admitted to get emergency treatments in the hospitals. It has been viewed as a dimension of
professional services excellence. The purpose of this study focused on the predictive correlation of five
predictors; namely human resources management, transformational leadership, incentives, hospital
structure, and job rotation on the emergency nurses’ performance. This descriptive quantitative study used
total sampling technique of 100 nurses in the Emergency Department, in four Government Hospital in
Banjarmasin, Bajarbaru, and Martapura. All data obtained by administering questionnaires to the
participances. The analytical procedure of multiple linear regression was utilized to determine the predicting
strength correlation between the dependent and the independent variables. The result of Pearson
product-moment correlation coefficients revealed that positive correlation established between emergency
nurses’ performances and human resources management, transformational leadership, incentives, hospital
structure, and job rotation, as the independent variables. The summary of multiple linear regression analysis
of all independent variables indicated that incentives was the most strongly predictor to the emergency

nurses’ performances.
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INTRODUCTION

According to WHO (2011), the goal of health
care system is to improve performances and
responsiveness to the expectation of the
population. As one of the public service providers
in the health sector, hospitals have a strategic role
in accelerating the improvement of public health
status. That challenge should be responded by
shifting paradigm, improving hospital
management and investing in the development of
human resources (Pattiasina, 2011). Within this
context, Emergency Department (ED) is the first
place for patients to get emergency treatments. A
successful ED is not merely about the availability
of facilities, but the performance of human
resources is another significantly influential
element that contributes to services excellence
(Rondeau, 2001).

The reality of service performances of ED
hospitals in Indonesia were not optimal
(Pattiasina, 2011). The results of survey of Centre
of Health Information about the quality of health
services at three regions of Indonesia; namely
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Jakarta, Makassar and Bali Island showed that
67.1% of patients were dissatisfied with health
services in Indonesia hospitals (Departemen
Kesehatan RI, 2015). The quality of service
excellent performed by nurses was ranked at the
lowest percentage (Murni, 2016). Nurses spend
more time with patients than any other health care
providers. This means that their performance is
critical for the successful professional services
excellence in the hospitals.

Previous study found that services excellence
reflected in nurses’ performances were
significantly  relationship by organizational
predictors (Fort & Voltero, 2004; Thao & Hwang,
2010; Thulth & Sayej, 2015). Management of
human resources (Vermeeren et al.,, 2014),
transformational leadership (Ibrahim et al., 2016;
Lin, et al., 2015), incentives (Huang & Lai, 2014;
Kurtzman, et al, 2011), hospital structure
(Duffield, et al., 2007; Hearld, et al., 2008; Wilfred,
et al., 2014) and job rotation (Mohan & Gomathi,
2015; Oghojafor & Adebakin, 2012) were factors
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selected based on the focus of previous studies
indicating their significant correlation to nurses’
performances. These predictors are found in daily
work environment where nurses carry on their
duties (Thulth & Sayej, 2015).

The predictors and human resources
development are the contributive factors that
cause shifting in a hospital management. The
program of developing human resources by
increasing nurses’ performances should be
aligned with nurses’ needs (Thulth & Sayej, 2015).
Hospitals have to understand what the predictor
factors that the nurses’ performances or to find out
an appropriate method in order to reach a high
level of nurses’ performance.

METHOD

The study conducted in four Government
Hospitals in Banjarmasin, Banjarbaru, and
Martapura on January until December 2016. This
study used descriptive method with quantitative
analytic approach. The participants for this study
selected by total sampling technique, 100
emergency nurses were participants for this study.
The data were garnered by administering
questionnaires to the participants.The data were
then classified using Likert scale. ltems were rated
on 5 points rating scale; 1 = “strongly disagree”, 2
= “disagree”, 3 = “neutral”, 4 = “agree”, and 5 =
“strongly agree”.

Validity and reliability test were undertaken to
ensure validity and reliablility of instruments. The
analytical procedure of multiple linear regression
was utilized to determine the predicting strength
correlation between  emergency  nurses’
performanceas and the independent variables,
namely; human resources management,
transformational leadership, incentives, hospital
structure, and job rotation.

RESULTS AND DISCUSSION

According to research results, 60% of
respondents were women, with 55% of them were
younger than 30 years old, 84% of the participants
had diploma degree, and 73% of had less than ten
years work experience.

Pearson  correlation  coefficients  were
computed by SPSS 23 to determine the
relationship  between  emergency nurses’
performances, human resources management,
transformational leadership, incentives, hospital
structure, and job rotation. The results showed in
the Table 1.
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Table 1 Results of Pearson Correlation
Emergency Nurses’ Performances

Independent Variables Pearson Sig.
Correlation (2-tailed)

Human resources 0.888 0,000

management

Transforr_natlonal 0,959 0,000

leadership

Incentives 0,901 0,000

Hospital structure 0,897 0,000

Job rotation 0,955 0,000

Note: Correlation is significant at the 0.01 level (2-tailed)

The Table 1, showed that the correlation matrix
depicts a significant correlation r (100) = 0.89, p <
0.05, Dbetween the human resourches
management value and emergency nurses’
performanes value. Futhurmore, Pearson
correlation value of transformational leadership,
incentives, hospital structure, and job rotation
perceived that organisational support and
transformational leadership positively correlated
with emergency nurses’ performances
respectively; (r = 0.96, p < 0.05), (r = 0.90, p <
0.05), (r=0.88, p=<0.05), and (r = 0.96, p < 0.05).

Table 2 Multiple Linear Regression for Single Set
of Predictors: Model Summary and
Coeffecients

Unstandardized Standardized

Variables Coefficients Coefficients t Sig.
B Std. Error _Beta
Constant 7.1204.386 1.623 0.111

Human resources

0.0500.051 0.062 0.999 0.325
management (X;)
Transformational 0.0820.053  0.094 1.547 0.125
leadership (Xz)
Incentives (Xs) 0.4550.062 0.445 7.340 0.000
Hospital structure (X;) 0.1660.049 0.176 3.348 0.001
Job rotation (Xs) 0.3220.068 0.348 4.772 0.000

R =0.978, R Squared = 0.956, p = 0.05, N = 100

Dependent variable: emergency nurses’ performance.

The ANOVA test in Table 3 showed that the F
statistic (411.82) was greater than F table (2.99),
the p value of the model was 0.000, which is lower
than the significance level (0.05), F statistic test
was proved to be significant. This result also
indicates that the proposed model might well
describe the correlations of all independent
variables to the dependen variable. Furthermore,
the result also supports that all independent
variables (human resources management,
transformational leadership, incentives, hospital
structure, and job rotation) may explain the
dependent  variable  (emergency  nurses’
performances).

Table 3 Results of Multiple Linear Regression for
Single Set of Predictors: ANOVA
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Sum of Mean .

Model Squares df Square F Sig.

Regression 113.030 5 22.606 411.820.000

Residual 5.160 94 .055

Total 118.190 99

Predictors: human resources management, transformational
leadership, incentives, hospital structure, and job rotation;
Dependent variable: emergency nurses’ performance

Based on the results of the regression equation
for the standardized variables, simultaneous
regression can be written by this equation:

Y =Bg +B. X1 +B-Xo +B.X3 +B.X4 +B.X5 +&
=(7.120)+0.050.% +0.082. %y +0.445.X3
+0.166.X4 +0.322. X5 +e

The predictor variable for the model is
incentives as this variable contributes to the
highest percentage of variation of the emergency
nurses’ performances by 0.445. The second
highest contributor is the job rotation with
parameter of estimation of 0.322. The third
ranking of contribution is hospital structure with
parameter of estimation of 0.172. This is followed
by job design with parameter of estimation of
0.052, while human resourches management
contributes to the least, with parameter of
estimation of 0.050 only.

Based on the independent t test and the
significance of level indicated in table 1, the
measures of two predictors, human resources
management (t statistic = 0.999, p > 0.05),
transformational leadership (t statistic= 1.547, p >
0.05), have positive correlation, but not
significantly correlation to emergency nurses’
performances. On the other hand, there were
significant positive correlation between predictors
and emergency nurses’ performances, indicated
by incentives (t statistic = 7.340, p < 0.05), hospital
structure (t statistic = 3.348, p < 0.05), and job
rotation (t statistic = 4.772, p < 0.05). Overall,
incentives was the higest t test result that
contribute to be the strongest predictor of the five
variables of emergency nurses’ performances.

The results of the study revealed that the
hypotheses of the correlation between three
predictors (incentives and hospital structure, and
job  rotation) and emergency  nurses’
performances were proven, but the hypotheses of
the coorelation between other predictors (human
resources management and transformational
leadership) and emergency nurses’ performance
were rejected. Then, the study results were
compared with similar studies.

Regarding the first hypothesis “the correlation
between human resources management and
emergency nurses’ performances”, the human
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resources management is essential to enable the
delivery of efficient and effective health services
and to achieve patient satisfaction (Elarabi,
2014). This study shows that the hospital has
mapped the emergency nurses’ competence
according to their expertise area but the
distribution of emergency nurses’ competences,
and the quantity of nursing staffs were not
equitable with the workload. It is identified that the
nurses’ workload is high, they can not improve
nurses’ service performances.

This finding is consistent with the study in
Dutch nursing homes and home care with the
conclusion that simply introducing human
resources management practices or programmes,
in the absence of an appropriately supportive
workload and workplace climate, will be
insufficient to attain optimal employees’
performances (Rondeau, 2001). Vermeeren, et
al.,, (2014) research results indeed show a
positive, but not statistically significant relationship
between these variables. The strategy implied
cutting costs of performances of management in
many health care, which result in reduced
investments in employees and most likely to be
less employees’ performances in Dutch home
care and nursing care.

Then, the second hypothesis “the correlation
between transformational leadership and
emergency nurses’ performances”. In this study,
the majority of emergency nurses have been
given low percentage on their leader’s leadership
style, this is indicated by the absence of that
leadership in determining nurses’ performances.
Bohem, et al., (2015) described that the power of
organizational personality and variable of
leadership climate as the mechanisms that link
top managerial charisma to the organizational
performance and stated that there was not
significant relationship between transformational
leadership and performance. The opposite results
of the study by Yi Lin, et al., (2015) reveals the
significant effect of transformational leadership in
nursing on work quality of nurses in Taiwan. Al-
Hussami (2008), Thao & Hwang (2010) conclude
that leadership have direct effect toward the
employee performances.

Regarding the third hypothesis “the correlation
between incentives and emergency nurses’
performances”. In this study, the hospital have
been enacting the incentives policies based on the
employment status, educational level, and
workload so as to encourage the nurses to work
more productively. This results are generalizable
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to the Fort & Voltero (2004), Kurtzman et al.,
(2011), Huang & Lai (2014) research that show
that incentives have significant impact on job
performance and job statisfaction. Prompt
payment of salaries, non monetary incentives to
health workers may become powerfull motivation
to enhance performances.

The fourth hypothesis “the correlation hospital
structure between emergency nurses’
performances”. The results supported by Wilfred
et al., (2014) that organizational structure was
found influential to the performance of public
health service providers in Kenya. Similar results
by Duffield et al., (2007) show that there is a
strong correlation between hospital structure and
nurses’ empowerment as well as the significant
influence  of controlling  action  toward
organizational effectiveness.  Organizational
structure should be designed and used for the
division of nurses with a well-managed
organization and able to facilitate the development
and deployment of organizational strategy.

The last hypothesis “the correlation between
job rotation and emergency nurses’
performances”. Job rotation is a job design
approach practices which will increase the
motivation among the employees and it has the
positive effect towards motivation of employees
and development (Mohan & Gomathi, 2015). This
implies a similar result with Gabr & Mohamed
(2012) reveals job rotation with characteristic
model found to be improve nurses’ satisfaction
and value of their activities to achieve optimal
nursing care quality.

The opposite results of the study by Oghojafor
& Adebakin (2012) showed that job design in
terms of not affecting or influencing to job
satisfaction and performance. This is because, in
reality, a bad job design at several hospital may
undoubtedly generate dissatisfaction.

CONCLUSION

In summary, findings of this study showed that
combination of all predictors has positive and
significant correlation to emergency nurses’
performances. In partial, the two organizational
factors, namely human resources management,
transformational leadership do not have
significant correlation to emergency nurses’
performances. On the other hand, there found that
significantly ~ positive  correlation  between
predictors and performances which were
established by incentives, hospital structure, and
job rotation. Overall, incentives contribute to be
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the strongest predictor tha other predictors to
emergency nurses’ performances.

All significantly positive correlation factors have
important role to emergency  nurses’
performances. The improvement of working
performances need to be taken into account in
order to reach an optimal nursing care to the
clients. Other factors related to nurses’
performances need to be explored to inform
recommendations for the improvement of
emergency nurses’ performances.

REFERENCES

Al-Hussami, M. (2008). A study of nurses’ job
satisfaction: the relationship to
organizational commitment, perceived
organizational support, transactional

leadership, transformational leadership, and
level of education. European Journal of
Scientific Research ISSN 1450-216X, 22(2),
286—295. Retrieved from http://www.
eurojournals.com/ejsr.htm

Departemen Kesehatan RI. (2015). Profil
Kesehatan Indonesia. Jakarta: Kementrian
Kesehatan RI. Retrieved from
http://www.depkes.go.id/resources/downloa
d/pusdatin/profil-kesehatan-
indonesia/profil-kesehatan-indonesia-
2014.pdf

Duffield, C., Kearin, M., Johnston, J., & Leonard,
J. (2007). The impact of hospital structure
and restructuring on the nursing workforce.
Australian Journal of Advanced Nursing,
24(4), 42-46.

Elarabi, H. M., & Johari, F. (2014). The impact of
human resources management on
healthcare quality. Asian Journal of
Management Sciences & Education, 3(1),
13-22.

Fort, A. L., & Voltero, L. (2004). Factors affecting
the performance of maternal health care
providers in Armenia. Human Resources for
Health, 2(2), 8.
https://doi.org/10.1186/1478-4491-2-8

Gabr, H., & Mohamed, N. (2012). Job
characteristics model to redesign nursing
care. Academic Research International,
2(1), 199-211.

Hearld, L. R., Alexander, J. A., Fraser, |., & Jiang,
H. J. (2008). how do hospital organizational
structure and processes affect quality of
care? A critical review of research methods.
Medical Care Research and Review, 65(3),

94



ISSN : 2580-0078

259-299.
10.1177/1077558707309613

Huang, S.-M., & Lai, W.-H. (2014). A Study of the
effect of incentive system on job
performance -Locus of control as a
moderator. The Journal of International
Management  Studies, 9(1), 89-98.
Retrieved from http://scholar.google.com/
scholar?hl=en&btnG=Search&g=intitle:A+S
tudy+of+the+Effect+of+Incentive+System+
on+Job+Performance-
+Locus+of+Control+as+a+Moderator#0

Ibrahim, S. A. E., Ibrahim, R., Sayed, E., Attala, M.
M., Kamal, N., & Nurse, P. (2016).
Relationship  between head nurses’
leadership styles and staff nurses’ job
performance. IOSR Journal of Nursing and
Scince  (IOSR-JNHS), 5(1), 66-74.
https://doi.org/10.9790/1959-05146674

Kurtzman, E. T., O'Leary, D., Sheingold, B. H.,
Devers, K. J., Dawson, E. M., & Johnson, J.
E. (2011). Performance-based payment
incentives increase burden and blame for
hospital nurses. Health Affairs, 30(2), 211—
218.  https://doi.org/10.1377/hlthaff.2010.
0573

Lin, P.-Y., MacLennan, S., Hunt, N., & Cox, T.
(2015). The influences of nursing
transformational leadership style on the
quality of nurses’ working lives in Taiwan: a
cross-sectional quantitative study. BMC
Nursing, 14, 33. https://doi.org/10.1186/
$12912-015-0082-x

Mohan, K., & Gomathi, S. (2015). The effects of
job rotation practices on employee
development: an empirical study on nurses
in the Hospitals of Vellore District.
Mediterranean Journal of Social Sciences,
6(1), 209-215. https://doi.org/10.5901/mjss.
2015.v6n1p209

Murni, Bachtiar, S. (2016). Kajian faktor
organisasi dengan kinerja  perawat
pelaksana  dalam pendokumentasian
asuhan keperawatan di ruang rawat inap
RSUD Pariaman. Ners Jurnal Keperawatan,
12(1), 1-13.

Oghojafor, B., & Adebakin, M. (2012).
Assessment of job design and job

https://doi.org/

journal.umbjm.ac.id/index.php/caring-nursing

Vol. 1 No. 2 (Oktober, 2017) Nursing

Caring

GNJ

satisfaction among doctors and nurses in
Lagos, Nigeria hospitals. African Journal of
Business Management, 6(48), 11702-
11706. https://doi.org/10.5897/AJBM09.332

Pattiasina, V. (2011). Pengaruh Gaya
Kepemimpinan Transformasional Terhadap
Kinerja Pelayanan dengan Budaya dan
Good Corpoorate Governance sebagai
Variabel Moderasi. Studi pada Rumah Sakit
di Kota Ambon. Universitas Brawijaya
Malang.

Rondeau, K. V., & Wager, T. H. (2001). Impact of
human resource management practices on
nursing home performance. Health Services
Management Research, 14(3), 192—-202.

SA, B., Dwertmann DJ, H, B., & Shamir B. (2015).
Investigating organizational identity strength
and transformational leadership climate as
mechanisms that connect CEO charisma
with firm performance. The Leadership
Quarterly, 26(2), 156-171.

Thao, T. L. T., & Hwang, C. J. (2010). factors
affecting employee performance — evidence
from Petrovietnam Engineering. Journal of
Management Research, 21(3), 21-33.

Thulth, A. S., & Sayej, S. (2015). Selected
organizational factors affecting performance
of professional nurses in North West Bank
Governmental Hospitals. Journal  of
Education and Practice, 6(7), 100-110.

Vermeeren, B., Steijn, B., Tummers, L., Lankhaar,
M., Poerstamper, R.-J., & van Beek, S.
(2014). HRM and its effect on employee,
organizational and financial outcomes in
health care  organizations. Human
Resources for Health, 12(1), 35.
https://doi.org/10.1186/1478-4491-12-35

WHO. (2011). World health report 2011: Working
Together for Health. Geneva: World Health
Organization.

Wilfred, M., Daniel, K., Nyandika, L., & Yegon, R.
(2014). An assessment of organizational
structure on performance of public health
service providers in Western Kenya.
European Journal of Business and
Management, 6(12), 105-111.

Journal

95



