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Abstract 

This study analyses the effect of workload, career development, and job 
satisfaction on employee performance at Ajibarang Regional General 
Hospital, Banyumas Regency. It employs a quantitative, descriptive-
verificative approach with a cross-sectional design. The sample comprises 
92 employees selected through proportionate stratified random sampling 
from a population of 717. Data were collected using a 46-item Likert 
questionnaire tested for validity and reliability, transformed with the 
Method of Successive Interval, and analysed through multiple linear 
regression. Descriptively, workload is perceived as light, career 
development and job satisfaction are good, and employee performance is 
high. Hypothesis testing shows that workload has a negative but 
insignificant effect, career development has a positive but insignificant 
effect, whereas job satisfaction has a positive and significant effect and is the 
largest contributor to employee performance. Simultaneously, the three 
variables exert a significant effect and explain a substantial portion of the 
variance in employee performance. Promotion is the weakest dimension 
within the most influential variable. Hospital management is advised to 
prioritise restructuring promotion mechanisms, particularly for non-civil-
servant BLUD employees, and to reorganise working-time arrangements in 
units with frequent overtime. 
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INTRODUCTION 

Hospitals are health service organisations whose performance centres on the 
quality and safety of care received by patients. Health services are produced and 
consumed simultaneously, so service failures cannot simply be corrected before they 
reach users. Sophisticated equipment and complete procedures therefore remain 
dependent on the employees who implement them. Employee performance consequently 
becomes a central determinant of hospital effectiveness and public trust (Harter et al., 
2002; Katebi et al., 2022). 

Employee performance refers to the quantity and quality of results achieved when 
employees carry out assigned duties. In a hospital, performance is visible in accuracy, 
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timeliness, teamwork, initiative, efficient resource use, and compliance with standard 
operating procedures. These dimensions influence both clinical and administrative 
continuity. High performance also allows the hospital to respond consistently to changing 
patient needs and accreditation requirements (Judge et al., 2001; Wright & Cropanzano, 
2000). Workload is one condition that may shape employee performance. It comprises 
task volume, task complexity, time pressure, work targets, and the responsibility borne 
during service delivery. The Job Demands-Resources model explains that excessive 
demands deplete physical and psychological energy. Nevertheless, demands that remain 
within employee capacity may function as challenges and need not reduce performance 
(Bakker & Demerouti, 2017; Bakker et al., 2023; Ji et al., 2024). 

The effect of workload is especially relevant in hospitals because service demand 
changes across units, shifts, and patient conditions. Employees may perceive the general 
volume of work as manageable while still experiencing pressure from overtime or limited 
recovery periods. This distinction explains why workload should be analysed through job 
conditions, use of working time, and work targets. It also supports the possibility of a non-
linear relationship between workload and performance (Gilboa et al., 2008; LePine et al., 
2005). 

Career development is another organisational resource that can strengthen 
employee capability and confidence. Education, training, work experience, career 
planning, constructive feedback, and organisational support provide direction for 
professional growth. Employees tend to interpret these opportunities as evidence that the 
organisation values their contribution and future. Social exchange theory predicts that 
such support will be reciprocated through stronger commitment and work effort 
(Eisenberger et al., 1986; Kurtessis et al., 2017). Job satisfaction reflects employees’ 
positive evaluation of the work itself, pay, promotion opportunities, supervision, and 
relationships with coworkers. Satisfied employees are more likely to maintain effort, 
cooperate with colleagues, and complete work according to organisational standards. 
Meta-analytic evidence consistently demonstrates a positive association between job 
satisfaction and job performance. In the hospital context, this attitude is important 
because emotional and relational conditions directly accompany service delivery (Judge et 
al., 2001; Katebi et al., 2022). 

Previous studies have not produced entirely consistent conclusions regarding the 
three determinants. Some studies identify significant direct effects of workload and career 
development, whereas others show that these effects weaken when job satisfaction is 
included in the same model. The inconsistency indicates that objective work conditions 
and organisational programmes may influence performance through employee attitudes. 
Testing the variables simultaneously is therefore necessary to identify the most influential 
factor in a specific organisational context. 

RSUD Ajibarang is owned by the Banyumas Regency Government and serves 
communities in western Banyumas. The hospital developed from an inpatient unit of 
Puskesmas I Ajibarang into a class D hospital in 2005, began operating on 27 January 
2007, and was upgraded to class C in 2013. Since 2013, it has implemented the Regional 
Public Service Agency Financial Management Pattern. This status requires professional, 
accountable, and sustainable human resource management. RSUD Ajibarang employs civil 
servants, government employees with work agreements, and non-ASN BLUD employees. 
Each group has different career ladders, competency-development arrangements, and 
remuneration mechanisms. These differences may shape perceptions of fairness, 
promotion opportunity, organisational support, and job satisfaction. The heterogeneous 
employment structure therefore provides an important setting for examining how 
workload, career development, and satisfaction jointly influence performance. 

An initial survey of 30 employees identified a gap between expected and perceived 
conditions. Average employee performance reached 3.38 or 67.5% of the ideal, while 
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determinant factors averaged 3.25 or 65.0%. Timely task completion, proportionality of 
task volume, and clarity of career paths were the weakest indicators. Based on these 
conditions, the study analyses the partial and simultaneous effects of workload, career 
development, and job satisfaction on employee performance at RSUD Ajibarang. 

Table 1. Initial Survey of Employee Performance and Determinant Factors (n = 30) 
No Aspect and Statement Mean Achievement Gap 
1 Performance: work results meet hospital 

quality standards 
3.50 70.0% 30.0% 

2 Performance: tasks are completed by the 
deadline 

3.00 60.0% 40.0% 

3 Performance: discipline in fulfilling duty hours 
is good 

3.50 70.0% 30.0% 

4 Performance: standard operating procedures 
are followed 

3.50 70.0% 30.0% 

 Average employee performance 3.38 67.5% 32.5% 
5 Determinant: task volume is proportional to 

capacity and time 
3.00 60.0% 40.0% 

6 Determinant: the hospital career path is clear 3.00 60.0% 40.0% 
7 Determinant: employee feels comfortable in the 

current job 
3.50 70.0% 30.0% 

8 Determinant: competency-development 
opportunities are available 

3.50 70.0% 30.0% 

 Average determinant factors 3.25 65.0% 35.0% 

Source: Research data (2026) 
Table 1 shows that the largest performance gap concerns timely task completion, 

while the weakest determinant indicators concern proportional task volume and career-
path clarity. The combined evidence indicates that working-time arrangements and career 
certainty require managerial attention. The table also confirms that the problem is not 
limited to one isolated indicator but appears across performance and its possible 
determinants. 

This study aims to describe workload, career development, job satisfaction, and 
employee performance; analyse the partial effect of each independent variable on 
performance; and analyse their simultaneous effect on employee performance at RSUD 
Ajibarang. The conceptual framework places workload as a job demand, career 
development as a job resource, and job satisfaction as the employee attitude arising from 
the evaluation of work conditions. Accordingly, the study tests whether workload has a 
negative effect, career development and job satisfaction have positive effects, and the 
three variables simultaneously influence employee performance (Bakker & Demerouti, 
2017; Kurtessis et al., 2017; Katebi et al., 2022). 

 
METHOD 

This study employed a quantitative approach with descriptive and verificative 
methods. The descriptive method was used to portray workload, career development, job 
satisfaction, and employee performance. The verificative method tested the partial and 
simultaneous effects formulated in the hypotheses. A cross-sectional design was used 
because all variables were measured during one data-collection period without 
experimental manipulation. 

The research was conducted at RSUD Ajibarang, Banyumas Regency. The 
population consisted of 717 employees who had worked for at least one year. It included 
medical personnel, nursing and midwifery personnel, other health personnel, and non-
health personnel. Respondents represented PNS, PPPK, and non-ASN BLUD employment 
categories. 
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Probability sampling was implemented through proportionate stratified random 
sampling. Employees were first grouped according to employment type, after which the 
sample was allocated proportionally using nᵢ = (Nᵢ/N) × n. Slovin’s formula with a 10% 
error tolerance produced a minimum of approximately 88 respondents. After considering 
Green’s regression rule and possible incomplete responses, the final sample was set at 92 
employees. 

Primary data were collected using a closed electronic questionnaire with a five-
point Likert scale. The instrument contained 46 statements: 12 workload items, 10 career-
development items, 10 job-satisfaction items, and 14 employee-performance items. 
Favourable statements were scored from 5 to 1, while unfavourable statements were 
reverse-scored. Workload scores were oriented so that a higher composite value 
represented a heavier perceived workload. 

Instrument quality was evaluated before hypothesis testing. Item validity was 
assessed using Pearson product-moment correlations with an r-table threshold of 0.205 
for 92 respondents. Internal consistency was evaluated using Cronbach’s alpha, with 
values above 0.70 regarded as reliable. Because the questionnaire generated ordinal data, 
scores were transformed to an interval scale through the Method of Successive Interval. 

Data analysis consisted of descriptive statistics, classical-assumption testing, and 
inferential analysis using IBM SPSS Statistics. Descriptive means were interpreted on a 
five-category continuum, while normality, multicollinearity, heteroscedasticity, and 
linearity tests assessed regression suitability. Multiple linear regression followed the 
equation Y = α + β₁X₁ + β₂X₂ + β₃X₃ + ε. Partial effects were evaluated with t-tests, the 
simultaneous effect with an F-test, and explanatory power with R² and partial coefficients 
of determination. 
 
RESULT AND DISCUSSION 
Respondent Characteristics 

Table 2. Respondent Characteristics (n = 92) 
Characteristic Category Frequency Percentage 

Gender Male 30 32.6% 
Gender Female 62 67.4% 

Age <30 years 23 25.0% 
Age 30-39 years 37 40.2% 
Age 40-49 years 24 26.1% 
Age ≥50 years 8 8.7% 

Education SMA/equivalent 18 19.6% 
Education D3 33 35.9% 
Education D4/S1 25 27.2% 
Education Profession 12 13.0% 
Education S2/Specialist 4 4.3% 

Service 1-5 years 38 41.3% 
Service 6-10 years 18 19.6% 
Service 11-15 years 9 9.8% 
Service >15 years 27 29.3% 

Staff type Medical 11 12.0% 
Staff type Nursing/midwifery 12 13.0% 
Staff type Other health 32 34.8% 
Staff type Non-health 37 40.2% 

Status PNS 37 40.2% 
Status PPPK 25 27.2% 
Status BLUD non-ASN 30 32.6% 
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Respondents were predominantly women (67.4%) and aged 30-39 years (40.2%). 
Employment-status representation was sufficiently distributed across PNS, PPPK, and 
BLUD non-ASN employees. 
Validity and Reliability 

Table 3. Instrument Validity 
Variable Items Lowest r Highest r Decision 

Workload 12 0.433 0.675 All valid 
Career 

development 
10 0.654 0.822 All valid 

Job satisfaction 10 0.592 0.799 All valid 
Employee 

performance 
14 0.528 0.852 All valid 

Source: Research data (2026) 
Table 3 indicates that the lowest item-total correlation was 0.433, which remained 

above the r-table value of 0.205. Career development, job satisfaction, and performance 
also produced strong correlation ranges. Consequently, all 46 items were retained and 
every planned dimension remained represented in the analysis. 

Table 4. Instrument Reliability 
Variable Items Cronbach alpha Interpretation 

Workload 12 0.808 High 
Career development 10 0.916 Very high 

Job satisfaction 10 0.886 Very high 
Employee 

performance 
14 0.938 Very high 

Table 4 shows that all Cronbach’s alpha values exceeded 0.70. Employee 
performance obtained the highest reliability coefficient (0.938), whereas workload 
obtained the lowest but still strong coefficient (0.808). The instrument therefore 
demonstrated adequate internal consistency for further analysis. 
lassical Assumption Tests 

The Kolmogorov-Smirnov residual test produced a statistic of 0.067 and significance of 
0.777, indicating normal residuals. 

Table 5. Multicollinearity Test 
Variable Tolerance VIF Decision 

Workload 0.637 1.569 No multicollinearity 
Career 

development 
0.406 2.465 No multicollinearity 

Job satisfaction 0.308 3.251 No multicollinearity 
Table 6 demonstrates that all tolerance values were above 0.10 and all VIF values 

were below 10. Job satisfaction produced the highest VIF of 3.251, but this value remained 
within the accepted limit. The regression estimates were therefore not distorted by 
problematic multicollinearity. 

Table 6. Glejser Heteroscedasticity Test 
Variable Significance Decision 

Workload 0.092 Homoscedastic 
Career development 0.276 Homoscedastic 

Job satisfaction 0.201 Homoscedastic 
Table 6 presents significance values of 0.092, 0.276, and 0.201 for the three 

predictors. Each value exceeded 0.05, indicating that the residual variance was stable 
across predictor levels. Thus, the regression model did not exhibit heteroscedasticity 
according to the Glejser criterion. 

Table 7. Linearity Test 
Relationship Deviation F Significance Decision 
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Workload → 
Performance 

0.163 0.986 Linear 

Career development 
→ Performance 

1.001 0.430 Linear 

Job satisfaction → 
Performance 

0.634 0.703 Linear 

Table 7 shows that every deviation-from-linearity significance value exceeded 
0.05. The relationships of workload, career development, and job satisfaction with 
performance can therefore be represented using linear functions. Together with the other 
assumption tests, this result supports the use of multiple linear regression. 
Regression and Hypothesis Testing 

Table 8. Multiple Linear Regression 
Variable B Std. Error Beta t Sig. (1-

tailed) 
Constant 1.675 0.642 - 2.609 0.011 
Workload -0.134 0.125 -0.110 -1.074 0.143 

Career 
development 

0.021 0.119 0.023 0.180 0.429 

Job 
satisfaction 

0.556 0.147 0.555 3.770 0.000 

The estimated equation was Y = 1.675 - 0.134X₁ + 0.021X₂ + 0.556X₃. Workload 
had a negative coefficient, career development a small positive coefficient, and job 
satisfaction the largest positive coefficient. 

Table 9. Model Summary 
R R Square Adjusted R Square Std. Error 

0.643 0.414 0.394 0.500 
Source: Research data (2026) 

Table 9 reports an R value of 0.643, showing a moderately strong collective 
relationship between the predictors and performance. The R² value of 0.414 means that 
workload, career development, and job satisfaction explained 41.4% of performance 
variance. The remaining 58.6% was associated with factors outside the model. 

Table 10. Partial Coefficients of Determination 
Variable Beta Zero-order Contribution 

Workload -0.110 -0.446 4.90% 
Career 

development 
0.023 0.489 1.13% 

Job satisfaction 0.555 0.637 35.36% 
Total   41.39% 

Table 10 identifies job satisfaction as the dominant contributor, accounting for 35.36% 
of performance variance. Workload contributed 4.90%, while career development 
contributed only 1.13% after the other predictors were controlled. The total partial 
contribution of 41.39% is consistent with the rounded R² value. 

Table 11. Partial Hypothesis Tests 
Hypothesis Effect t t-table Sig. Decision 

H1 Workload → 
Performance 

-1.074 1.662 0.143 Rejected 

H2 Career 
Development 
→ 
Performance 

0.180 1.662 0.429 Rejected 

H3 Job 3.770 1.662 0.000 Accepted 
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Satisfaction 
→ 
Performance 

Table 11 shows that the absolute t-value for workload and the t-value for career 
development were below 1.662, with significance values above 0.05. Their proposed 
significant effects were therefore rejected. Job satisfaction produced t = 3.770 and p < 
0.001, supporting a positive and significant partial effect. 

Table 12. Simultaneous F Test 
Source Sum of 

Squares 
df Mean 

Square 
F Sig. 

Regression 15.508 3 5.169 20.711 0.000 
Residual 21.965 88 0.250   

Total 37.473 91    
 

Table 12 presents F = 20.711 with p < 0.001. This value exceeded the critical F value 
and demonstrates that the three predictors jointly improved the prediction of employee 
performance. The simultaneous hypothesis was therefore accepted even though two 
partial effects were not significant. 

 
DISCUSSION 

The descriptive findings present a generally favourable condition at RSUD 
Ajibarang. Workload was categorised as light, career development and job satisfaction 
were good, and employee performance was high. This pattern indicates that the hospital 
has established a work system that supports employees in completing their main 
responsibilities. However, favourable aggregate scores should not obscure weak 
dimensions that may become future performance constraints. The main workload concern 
was not the overall quantity or complexity of duties but the use of working time. 
Employees reported a moderately heavy score for this dimension, and overtime was the 
highest workload item. This finding indicates that particular units or periods may 
experience an imbalance between available time and service demand. Management should 
therefore map overtime by unit rather than treating workload as a uniform hospital-wide 
condition. 

Workload had a negative but statistically insignificant partial effect on 
performance. The negative coefficient is consistent with the health-impairment process in 
the JD-R model, in which excessive demands consume energy and concentration (Bakker & 
Demerouti, 2017). Its insignificance is understandable because the average workload had 
not reached a heavy category. Job demands may only reduce performance after intensity, 
duration, or insufficient recovery passes a particular threshold (Bakker et al., 2023; Ji et 
al., 2024). 

The zero-order relationship between workload and performance was stronger 
than its regression coefficient in the full model. This reduction suggests that part of the 
workload relationship overlaps with job satisfaction and career-related perceptions. 
Employees can tolerate demanding tasks when they consider the environment fair, 
supportive, and professionally meaningful. Thus, workload management should be 
accompanied by improvements in work attitudes and organisational resources rather than 
focusing only on reducing the number of tasks. 

Career development was perceived as good, particularly in education and training. 
This result shows that the hospital has provided opportunities for employees to 
strengthen the competencies required for their daily work. Nevertheless, promotion 
clarity and fairness received weaker assessments than training opportunities. Employees 
therefore appear to distinguish between opportunities to learn and opportunities to 
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translate learning into career advancement. Career development had a positive but 
insignificant direct effect on performance. Its separate correlation with performance was 
moderate, but the coefficient became very small when job satisfaction entered the model. 
The pattern is consistent with social exchange theory because career opportunities may 
initially strengthen perceived organisational support and satisfaction before being 
expressed as improved performance (Kurtessis et al., 2017; Rhoades & Eisenberger, 
2002). Future analysis should explicitly test job satisfaction as a mediator of this 
relationship. 

Job satisfaction was the only predictor with a positive and significant partial effect. 
It also contributed 35.36%, far exceeding the contributions of workload and career 
development. This result agrees with meta-analytic evidence showing that satisfied 
employees tend to produce better task and contextual performance (Judge et al., 2001; 
Katebi et al., 2022). In the RSUD Ajibarang context, employees’ evaluations of their work 
experience therefore appear more influential than workload alone. 

Promotion was the weakest dimension within job satisfaction, while coworkers 
constituted the strongest dimension. The hospital consequently possesses valuable social 
capital in the form of supportive relationships and strong cooperation. At the same time, 
unclear promotion opportunities may reduce employees’ sense of future progress, 
particularly among non-ASN BLUD personnel. A transparent promotion system would 
allow the hospital to address the weakest satisfaction dimension without losing the 
collaborative climate that already supports performance. 

Workload, career development, and job satisfaction simultaneously had a 
significant effect and explained 41.4% of performance variance. This finding confirms that 
employee performance results from the interaction of demands, resources, and attitudes 
rather than a single isolated factor. The simultaneous significance alongside two 
insignificant partial effects also indicates shared explanatory variance among the 
predictors. The model is therefore more useful for integrated human-resource policy than 
for separate interventions implemented without coordination. 

The unexplained variance of 58.6% indicates that leadership, compensation, 
organisational culture, motivation, staffing adequacy, and other factors remain important. 
Practical improvement should prioritise promotion transparency, structured performance 
feedback, overtime mapping, and forums that encourage employee initiative. These 
actions target the weakest dimensions while preserving high cooperation and coworker 
support. Further research should use longitudinal or structural-equation models and 
compare results across employment-status groups. 
 
CONCLUSION 

Workload was light (2.441), career development was good (3.734), job satisfaction 
was good (3.673), and employee performance was high (4.039). Workload had a negative 
but insignificant effect and contributed 4.90%; career development had a positive but 
insignificant effect and contributed 1.13%; and job satisfaction had a positive significant 
effect and contributed 35.36%. Together, the three variables significantly explained 41.4% 
of performance variance. 

Theoretically, the results support a threshold-sensitive interpretation of job 
demands and suggest that career development may work through job satisfaction. 
Practically, RSUD Ajibarang should: (1) develop and communicate transparent promotion 
requirements, assessment procedures, schedules, and appeal channels, particularly for 
non-ASN BLUD employees; (2) map overtime and review shift schedules; (3) hold at least 
two structured supervisor-subordinate feedback meetings annually; (4) create unit-level 
quality-improvement forums to strengthen initiative; and (5) preserve the strong 
coworker and cooperation climate. Future studies should test mediation using path 
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analysis or SEM, incorporate supervisor-rated performance, add predictors outside the 
model, use longitudinal designs, and compare employment-status groups. 
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