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Abstract 
 

This study examined the relationship between selected factors of motivation, employee engagement and employee performance among 

nurses at Adventist Hospital. The quantitative research method of collecting data was used. The questionnaire was distributed nurses at 

Adventist Hospitals using cluster sampling. And Taro Yamane formula. A sample of 435 nurses was selected to fill the questionnaire. 

The findings showed that [1] the need for achievement significantly and positively influenced by satisfaction (β=0. 29), [2] need for 

achievement significantly and positively influenced by performance (β=0.15), [3] satisfaction significantly and positively influenced by 

advocacy (β=0.84) and [4] advocacy significantly and positively influenced by performance (β=0.60). 
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1. Introduction 

One of the essential need in hospitals is having motivated and 

engaged work force individuals. Employees who are motivated to 

work will engage and give a good performance [1] "every manag-

er must ensure that the employees are highly motivated. Employ-

ees with high motivation will have a high sense of belonging to 

the organization, increasing in quality of work, increasing produc-

tivity and increasing employee performance". Engaged employees 

causes an increase of performance. Employees with high engage-

ment have 1.3 times higher performance than employees who are 

not engaged, and have five times higher probability to remain in 

the organization [2]. 

In reality, based on some research conducted by several research-

ers showed that the performance of nurses in hospital services 

does not match expectations. It can be seen from the number of 

complaints from users of the hospital services. Among the com-

plaints are about convulated registration procedure outpatient / 

inpatient, uncertainty of problem solving such as to decide which 

doctor more compotent to patient illness and attitude of nurses 

who are less responsive to patient demand. One of the complaints 

of patients to nurses that the nurses are less responsive to the 

needs of the patient and nurses weren't available when needed or 

didn't respond quickly to requests for help [3]. According to the 

article, nurses in the health care have low performance. Low per-

formance can be caused by many factors. In this study, the factors 

that affect performance will be examined with motivation and 

employee engagement. [1], [4], [5], [6], [7]. 

 

2. Performance 

Performance is what “is done” or “not done” by the employees. 

Performance as the contribution of each individual to the organi-

zations who employ them. "Performance means both behavior and 

results. Behaviors come up from the person and change perfor-

mance from something abstract to a process of action. Not just the 

instruments for results, behaviors also means the outcomes with 

mentally and physically venture that can be applied in the work-

place, and may be assessed separately from the outcome.The per-

formance will always be associated with the working standards. 

Working standards related to the dimensions which serve as the 

basis made by the organization to measure performance” [8]. In 

this study dimension of Performance will be used are [10]: 

1) "Quality: The degree to which the process or result of carry-

ing out an activity approaches perfection, in terms of either 

conforming to some ideal way of performing the activity or 

fulfilling the activity's intended purpose. 

2) Quantity: the amount produced, expressed in such terms as 

a dollar value, a number of units or number of completed 

activity cycles. 

3) Timeliness: The degree to which an activity is completed, or 

a result produced, at the earliest time desirable from the 

standpoints of both coordinating with the outputs of others 

and maximizing the time available for other activities. 

4) Cost-effectiveness: The degree to which the use of the or-

ganization's resources (e.g. human, monetary, technological, 

material) is maximized in the sense of getting the highest 
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gain or reduction in loss from each unit or instance of the 

use of a resource. 

5) The need of supervision: The degree to which a performer 

can carry out a job function without either having to request 

supervisory assistance or requiring supervisory intervention 

to prevent an adverse outcome. 

6) Interpersonal impact: The degree to which a performer 

promotes feelings of self-esteem, goodwill, and cooperation 

among co-workers and subordinates." 

3. Motivation 

Motivation is the power that comes from within and outside one-

self to increase the spirit and endurance to accomplish something 

to be desired [11] and confirmed by Certo, motivation is an inner 

state of an individual that causes him or her to act in a manner that 

ensures some of the objectives are achieved [12]. Greenberg de-

fined motivation as a set of processes that arouses, control and 

nurture human conduct toward reaching some goals. Passion con-

junction with the drive or the energy behind our actions, means 

directly toward their behavior and keep taking behavior is how 

long people will persist in trying to meet their goals [4]. There are 

many theories of motivation raised, but in this study, the theory of 

motivation that will be used is McClelland motivation theory: the 

need for achievement, need for affiliation and the need for Power 

[13], [14]. 

4. Employee engagement 

Engagement is similar to, but not identical with motivation. Mar-

ciano explains that engagement refers to the notion of intrinsic, 

deep-rooted, and sweeping commitment, pride, and loyalty which 

cannot be easily altered [7]. In contrast, the level of motivation is 

strongly influenced by external factors, notably expectations, ef-

forts or achievements to be rewarded appreciated. Therefore, Mar-

ciano provide a definition of engagement as everything related to 

commitment [7]; In this study the model that will be used are sat-

isfaction, commitments and Advocacy, [2] 

After reviewing theoretical review, a conceptual model was de-

veloped (Fig.1). The literature indicates that motivation is one of 

the great important behavior in organizations. In this study, we 

expand this literature by recognizing one from three dimensions of 

McClelland motivation that is the need for achievement has rela-

tionship toward performance. As well as shown in the literature, 

selected engagement dimension includes satisfaction and advoca-

cy are positively related to employee performance. In this study, 

employee engagement mediated the relationship between the need 

for achievement with employee performance. Thus, the intent of 

this study is to explore the relationship between selected factors of 

a need for achievement, satisfaction, advocacy and performance. 

As a result, this study attempted to find out the answer for the 

following question:  

1) What is the relationship between need for achievement and 

employee satisfaction? 

2) What is the relationship between need for achievement and 

employee performance? 

3) What is the relationship between employee satisfaction and 

employee advocacy? 

4) What is the relationship between employee advocacy and 

performance? 

5. Related research 

In connection with this research, there are several related studies 

that strengthen the relationship between each of the variables that 

will be described below: 

1) Tyilana conducted research about motivation, namely 

achievement and its relation with satisfaction. The result 

showed that three motivating factors achievement, recogni-

tion and work itself cause 88% job satisfaction [15]. 

2) Astuti conducted research and found that achievement mo-

tivation and affiliated motivation are significantly influ-

enced to employee satisfaction [16]  

3) Sutjitra conducted research with 100 employees and the re-

sult of the research is there is a significant impact of em-

ployee job satisfaction towards employee job perfor-

mance.[17] 

4) Koesmono conducted research with 215 employees with 

three independent variables; organizational culture, servant 

leadership and job satisfaction and two dependent variables 

organizational commitment a job performance. The result of 

the research showed that organizational culture, servant 

leadership and job satisfaction have a positive effect to or-

ganizational commitment and job performance [18] 

5) Contributions need for achievement and performance more 

in the sales and marketing area. According to the research 

conducted by Uduju, a high need for achievement, affilia-

tion and power in salespeople will enforce at a high-level 

contribution of performance [19] Robert Eisenberger ex-

plained that achievement-oriented employees were associat-

ed with greater positive mood, task interest and perfor-

mance[20]. Collins et.al found that need of achievement of 

an entrepreneur was correlated with career and perfor-

mance. Among achievement-oriented employees only, high 

skill and challenge were associated with greater positive 

mood, task interest, and performance than other 

skill/challenge combinations [21] 

6) Susanta conducted research about the effect of relationship 

quality on customer advocacy among bank employees and 

found that there is a direct effect of satisfaction and com-

mitment toward advocacy [22]. 

6. Objectives of the study and research hy-

potheses  

This study was conducted to determine the relationship between 

selected factors motivation, employee engagement and perfor-

mance as mention below: 

1) Determine the relationship between need for achievement 

and employee satisfaction. 

2) Determine the relationship between need for achievement 

and employee performance. 

3) Determine the relationship between employee satisfaction 

and employee advocacy. 

4) Determine the relationship between employee advocacy and 

performance. 

The following hypotheses were formulated for this study:  

1) H1: There is a significant relationship between need for 

achievement and employee satisfaction. 

2) H2: There is a significant relationship between need for 

achievement and employee performance.  

3) H3: There is a significant relationship between employee 

satisfaction and employee advocacy.  

4) H4: There is a significant relationship between employee 

advocacy and performance. 

Therefore, the research conceptual model in this study is: 
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Fig. 1: Research Conceptual Model. 

 

7. Method 

7.1. Research design 

There are many types of research methodology. One of the basic 

types of research methodology is quantitative research. According 

to Kothari, “quantitative research is based on the measurement of 

quantity or amount, it is applicable to phenomena that can be ex-

pressed in terms of quantity. The major approach in this study was 

using quantitative research [23]. 

7.2. Participants 

The study was conducted in the nonprofit organization (Adventist 

hospital) that located in the different island of Indonesia, namely 

Medan Adventist hospital located in Sumatera, Bandar Lampung 

Adventist Hospital located in Sumatera, Bandung Adventist Hos-

pital, located in Java and Manado Adventist Hospital, located in 

Sulawesi. Sampling was done by a proportional random sampling 

technique The questionnaires were administered to 435 nurses 

from four different hospitals, Likert scale form were used in the 

questionnaires with closed questions.  

7.3. Instruments 

Data collection techniques used is this study was structured ques-

tionnaires. Structured questionnaires are those questionnaires in 

which there are definite, concrete and pre-determined questions. 

The questions are presented with exactly the same wording and in 

the same order to all respondents. Resort is taken to this sort of 

standardization to ensure that all respondents reply to the same set 

of questions [23]. Respondents answer questions on a 5 point Lik-

ert Singh [24]. 

The theory used to measure the selected dimensions of Mc Clel-

land motivation taken from Robbins & Coulter [13] and Moorhead 

& Griffin [14]; need for achievement of 4 items. The theory used 

to measure selected dimensions of employee engagement taken 

from Schiemann [2]; satisfaction 4 items and advocacy 3 items. 

Originally, the performance theory was used to measure six di-

mensions of performance is taken from Bernardin & Russel. [10]; 

quality of work 2 items, quantity of work 2 items, timeless 2 

items, cost-effectiveness 2 items, need of supervision 2 items and 

interpersonal impact 2 items. 

7.4. Validity and reliability 

Pearson Product Moment was used to determine the validity of all 

items with the standard correlation value above 0.30. Cronbach's 

alpha test was used to determine the reliability, the cronbach alpha 

coefficient values should be above 0.60 [24]. The findings all 

datas are valid and reliable. 

8. Analysis method 

Structural equation modelling (SEM) is used for investigating 

relationship between the need for achievement, satisfaction, advo-

cacy and employee performance. SEM uses various types of mod-

els to depict relationships among observed variables, with the 

same basic goal of providing a quantitative test of a theoretical 

model hypothesized indirect and direct relationships between vari-

ables by the researcher [25]. The structural Equation Modelling 

using AMOS software. 

 

 
Fig. 1: Result of Structural Equation Modelling of Motivation, Engage-

ment toward Performance. 

 

Confirmatory factor analysis (CFA) was performed to confirm the 

validity of the constructs. We used most common indices to eval-

uate the confirmatory factor analysis models, the result of CFA is 

written below. 

 
Table 1: Model Fit Summary of Structural Equation Modelling of Motiva-

tion, Engagement toward Performance 

CFA Parameter Result 

Chi-square 386.307 
GFI 0.919 

RMSEA 0.05 

AGFI 0.985 
CFI 0.794 

PNFI 0.563 

9. Findings 

The results from Table 1 indicate about loading factors scores of 

need for achievement, satisfaction, advocacy and performance. 

Loading factors of need for achievement are 0.76, 0.55, 0.41, 0.37 

and 0.92. These loading factors are significant (p=0.00). Loading 

factors of satisfaction are 0.80, 0.82, 0.62, 0.57 and 0.54, with a 

The need for 

Achievement Satisfaction 
Employee Per-

formance 

Advocacy 

Motivation Engagement Performance 
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level of significance were p=0.00. Loading factors of advocacy are 

0.77, 0.68, 0.67 and 0.65 with a level of significance were p=0.00. 

Loading factor of performance are 0.63, 0.56, 0.58, 0.84, 0,75, 

0.63, 0.60 and 0.65 with level of significance were p=0.00 

Moreover, the hypothesis testing proved that [1] the need for 

achievement significantly and positively influenced by satisfaction 

(β=0. 29), [2] need for achievement significantly and positively 

influenced by performance (β=0.15), [3] satisfaction significantly 

and positively influenced by advocacy (β=0.84) and [4] advocacy 

significantly and positively influenced by performance (β=0.60) 

10. Discussion and conclusion 

Need of achievement, satisfaction and advocacy showed to affect 

performance. This study has revealed that satisfaction toward 

advocacy had the highest correlation with β=0.84. It can be ex-

plain that satisfaction is able to give value to the increasing of 

advocacy. According to empirical data, there are some reason 

which can be explained. First, hospital administrators provided a 

policy to give permission and easiness to every nurse to take a 

higher level of education both academic level of education and 

professional level of education at Adventist University of Indone-

sia, Bandung. The policy causing an employee sense of belonging 

to the company and the sense has evolved into a relationship and a 

desire to give extra work effort beyond company standards. Sec-

ond, Every year, Adventist hospitals also have an annual get-

together program where administrators will specify the place of 

recreation, organize events and give some recreation money. At a 

designated place, they will get to know co-workers, close to the 

leaders and share experiences with one another. Social interaction 

that occurs during the annual get-together program lead to an en-

gagement among employees and then raises a desire to meet and 

then collaborate in the workplace beyond the time required with-

out asking for extra payment. Third, every nurse should joined 

morning worship and devotional before they start their activities 

on the day to motivated and strengthened them to face the day. 

These activities carried out regularly and make employees feel 

connected to God. The outcomes nurses feel they are satisfied 

with their workplace, they come to work before the time to pre-

pare themselves for attending devotion, they enjoy themselves, 

and they willing to work the extra mile.  

Another important thing from the finding is about three independ-

ent variables, namely the need of achievement, satisfaction and 

advocacy, advocacy had a high correlation to dependent variable 

performance (β=0.60), means advocacy played an important role 

in Adventist Hospitals. This finding supported by Albrecht stated 

that "when employees are engaged, a range of behavior and cogni-

tive and affective states are more likely to occur, such as effort, 

extra-role behavior, and advocacy [26]. Corroborated by the re-

sults of research that have been done in Indonesia to female em-

ployees that is employee involvement and significant positive 

effect on employee job satisfaction of women [27]. 

This study also proved that the need of achievement toward per-

formance had lowest loading factor (β=0.15). The need of 

achievement had a weak contribution to explain performance. It 

was observed that payroll system that applies in the Adventist 

Hospital is one of the factors why the need of achievement has a 

weak correlation with performance. First, Payroll systems that run 

at Adventist hospital is “point” payroll system with 100 points for 

top point salary. An employee with 10 years working experience 

will reach a top point salary. After employees reach 100 points, 

then there are two possibilities that occur in the performance of 

the employee that he or she will continue to work optimally, or 

she or he would not work with a maximum of even worse perfor-

mance because they think their salaries have to be positioned top 

point.  

11. Implication of the research 

The implications of the research suggest that administrators should 

nurture and cultivate satisfaction and build a strong advocacy 

among employees in the workplace to boost employee perfor-

mance because employees really need to work for the material and 

psychological satisfaction they can achieve, and that their work is 

therefore an instrument used towards their own ends [28]. 

12. Limitations and future research  

This research paper has several limitations. First, A sample was 

taken from four hospitals in different islands of Indonesia with 

different culture, all of these influence the way of employee an-

swer the questionnaire about motivation, employee engagement 

and performance. Each culture has a different point of view in 

answering the statement and could lead to misunderstanding for 

another region therefore it is best to examine each hospital rather 

than combined. Second, Not all theories of motivation, employee 

engagement applicable to nurses at Adventist Hospital it can be 

caused by various factors such as organizational culture, work 

ethics, and employee attitude, therefore, further research is need-

ed. Thrid, the respondents did not answer the questionnaire intent-

ly thus, the answer may not be on target. Fourth, this research was 

conducted only to nurses. Further research should be taken for 

office employees, manufacture employees and other human re-

sources area. 

13. Significance of the study 

This study contributes to knowledge as well as the literature, this 

was because the research results will devote the empirical data for 

literature review and helped to define and enhance the importance 

of need for achievement as a motivation driver so employee will 

be satisfied and advocated with the organization and will give high 

level of performance to the organization. 

This study also important for Adventist Hospital foundation and 

management to realize with a need for achievement of every indi-

vidual in enhancing satisfaction, advocacy and employee perfor-

mance. Therefore, Adventist Hospital foundation and leaders can 

use this study as keys to determine the factors of achievement that 

should be rewarded to employees in order to enhance and rectify 

their satisfaction, advocacy and job performance at their work-

place.  

These study findings are important for managers and human re-

source management department to recognize and manage the im-

portant point of need for achievement, employee satisfaction and 

employee advocacy that will engage employees' performance at 

the workplace. When the employees need for achievement, satis-

faction and advocacy fulfilled, they will perform the highest level 

of performance. 

14. Future research 

Research that has been done covers the total respondents Advent-

ist hospital. Therefore, for future research, this study needs to be 

replicated in each Adventist Hospital to investigate which strong-

est drivers of motivation and engagement that affect direct and 

indirect to the performance. 
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