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ABSTRACT  

Hospitals face increasing pressure to deliver high-quality, safe, and timely healthcare services while 
managing workforce challenges, including heavy nursing workloads and growing organizational demands. 
As frontline healthcare providers, nurses play a critical role in ensuring service quality and organizational 
performance. This study examined the effects of Quality of Work Life (QWL) and employee engagement on 
nursing productivity at Welas Asih Regional General Hospital, West Java Province, Indonesia. A quantitative 
cross-sectional survey was conducted among nursing personnel. Data were analyzed using multiple linear 
regression to assess the partial and simultaneous effects of QWL and employee engagement on 
productivity. The results showed that both QWL and employee engagement had positive and significant 
effects on nursing productivity, both individually and jointly. The regression model explained 73.3% of the 
variance in productivity, indicating a substantial contribution of the two variables. QWL emerged as the 
more dominant predictor of productivity, suggesting that improvements in working conditions may yield 
greater productivity gains. Although nurses reported favorable levels of QWL and employee engagement, 
challenges remained in workload management, work–life balance, and career development. Nursing 
productivity was generally high, with performance strengths concentrated in service quality rather than 
work quantity and timeliness. These findings highlight the importance of creating supportive work 
environments and fostering employee engagement to enhance nursing productivity. Hospital managers 
should prioritize workforce policies that improve working conditions, strengthen employee involvement, 
and address workload-related challenges to sustain high-quality healthcare delivery. 
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INTRODUCTION 

Hospitals operate in an increasingly complex healthcare environment 
characterized by rising patient expectations, growing service demands, workforce 
shortages, and heightened requirements for quality and patient safety. Healthcare 
organizations are expected to deliver services that are not only clinically effective but also 
efficient, timely, patient-centered, and sustainable. In this context, the performance of 
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healthcare professionals, particularly nurses, has become a critical determinant of 
organizational success (William et al., 2025). As the largest professional group within 
hospitals and the primary providers of continuous patient care, nurses play a pivotal role in 
ensuring service quality, patient safety, and overall healthcare outcomes (Wijayanti & Aini, 
2022). 

Nursing productivity has emerged as an important indicator of hospital 
performance because it reflects the ability of nursing personnel to deliver effective, 
efficient, and high-quality care within available resources and working time (Mistri et al., 
2023). Unlike productivity in manufacturing sectors, nursing productivity cannot be 
assessed solely by the quantity of output produced. It encompasses the quality of care 
delivered, timeliness of service, clinical accuracy, and the ability to meet patient needs while 
maintaining professional standards (Puiu & Bîlbîie, 2025). Consequently, improving nursing 
productivity has become a strategic priority for healthcare organizations seeking to enhance 
service quality and patient satisfaction. 

Despite its importance, maintaining high levels of nursing productivity remains 
challenging. Healthcare systems worldwide continue to experience increasing workloads, 
staffing constraints, administrative burdens, and growing complexity of patient care. 
Excessive workloads and unfavorable working conditions have been associated with 
burnout, reduced job satisfaction, lower organizational commitment, and declining service 
performance (Ahmed et al., 2024). Previous studies have demonstrated that workforce-
related factors play a significant role in shaping employee performance and productivity 
within healthcare organizations (Alolayyan et al., 2020; Nowrouzi-Kia et al., 2022). 

Among these factors, Quality of Work Life (QWL) has received considerable 
attention as a key organizational determinant of employee performance. QWL refers to 
employees’ perceptions of the extent to which their work environment supports their 
professional, personal, and psychological well-being (Simbolon et al., 2023). A favorable 
quality of work life is associated with improved job satisfaction, stronger organizational 
commitment, lower turnover intentions, and higher productivity. In healthcare settings, 
QWL encompasses various aspects, including equitable compensation, safe working 
conditions, effective communication, career development opportunities, employee 
involvement, and work–life balance (Lailly & Jayanagara, 2024). When these conditions are 
adequately addressed, healthcare professionals are more likely to perform effectively and 
contribute positively to organizational goals. 

In addition to QWL, employee engagement has been identified as an important 
factor influencing individual and organizational performance. Employee engagement 
reflects a positive and fulfilling work-related state characterized by vigor, dedication, and 
absorption. Engaged employees demonstrate higher levels of energy, stronger emotional 
attachment to their work, and greater concentration in performing their duties (Rasool et 
al., 2021). Within hospitals, employee engagement contributes to better teamwork, 
stronger commitment to patient care, and improved service outcomes (Chanana & 
Sangeeta, 2021; Setyaningrum & Pawar, 2020). Research has consistently shown that 
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engaged healthcare workers are more likely to exhibit higher productivity, greater 
resilience, and stronger organizational loyalty. 

Although previous studies have reported positive relationships between QWL, 
employee engagement, and employee performance, evidence regarding their combined 
influence on nursing productivity remains limited, particularly in public hospital settings in 
developing countries (Albar et al., 2025; Arief et al., 2021). Moreover, hospitals often face 
unique organizational and operational challenges that may affect the relationship between 
workforce factors and productivity. Understanding these relationships is therefore essential 
for designing effective human resource management strategies that support both 
employee well-being and organizational performance. 

This issue is particularly relevant to Welas Asih Regional General Hospital, a 
provincial referral hospital in West Java, Indonesia. As a major healthcare provider serving 
a large patient population, the hospital faces substantial service demands and workforce 
challenges. Preliminary observations indicated several issues related to nursing workforce 
management, including high patient volumes, nurse-to-patient ratios that exceed 
commonly recommended standards, uneven workload distribution, limitations in leave 
utilization, and concerns regarding compensation and employee welfare. In addition, 
patient feedback has highlighted concerns related to waiting times and service consistency, 
suggesting the need for continued efforts to improve workforce productivity and service 
quality. These conditions underscore the importance of examining organizational factors 
that may influence nursing performance. 

Given the strategic role of nursing personnel in healthcare delivery and the 
increasing pressure faced by hospitals, understanding how QWL and employee engagement 
contribute to nursing productivity has important managerial and policy implications. 
Therefore, this study aims to examine the influence of Quality of Work Life and employee 
engagement on the productivity of nursing personnel at Welas Asih Regional General 
Hospital, West Java Province. The findings are expected to provide empirical evidence to 
support workforce management initiatives and contribute to the development of strategies 
for improving nursing productivity and healthcare service quality. 
 

METHOD 

This study employed a quantitative cross-sectional design to examine the effects 
of Quality of Work Life (QWL) and employee engagement on nursing productivity. The study 
was conducted at Welas Asih Regional General Hospital, West Java Province, Indonesia. The 
study population consisted of nursing personnel working in inpatient, outpatient, and 
supporting service units. A total of 144 nurses participated in the study and were selected 
using proportionate stratified random sampling to ensure representation across hospital 
units. 

Data were collected using a structured questionnaire comprising three sections: 
Quality of Work Life, employee engagement, and nursing productivity. QWL was measured 
using nine dimensions adapted from Cascio's (2025) framework, including equitable 
compensation, communication, work environment, conflict resolution, employee 
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involvement, wellness, career development, organizational pride, and job security. 
Employee engagement was assessed using the Utrecht Work Engagement Scale (UWES), 
which measures vigor, dedication, and absorption (Schaufeli & Bakker, 2004). Nursing 
productivity was evaluated through three dimensions: quality of work, quantity of work, 
and timeliness (Sutrisno, 2021). All items were rated using a five-point Likert scale ranging 
from 1 (strongly disagree) to 5 (strongly agree). Prior to data collection, the instrument 
underwent validity and reliability testing. All measurement items met the required validity 
criteria and demonstrated acceptable reliability, with Cronbach’s alpha values exceeding 
the recommended threshold of 0.70. 

Data were analyzed using descriptive statistics and multiple linear regression. 
Descriptive analysis was used to describe the characteristics of respondents and the 
distribution of research variables. Multiple linear regression was employed to examine the 
partial and simultaneous effects of QWL and employee engagement on nursing 
productivity. Statistical significance was determined at a p-value of less than 0.05. Data 
analysis was performed using IBM SPSS Statistics. Ethical approval was obtained from the 
relevant institutional ethics committee prior to data collection. Participation was voluntary, 
and informed consent was obtained from all respondents. Confidentiality and anonymity 
were maintained throughout the study. 
 

RESULTS 

The study involved 144 nursing personnel working across various service units at 
Welas Asih Regional General Hospital, West Java Province. The analysis focused on 
examining the levels of Quality of Work Life (QWL), employee engagement, and nursing 
productivity, as well as assessing the influence of QWL and employee engagement on 
productivity. 

Descriptive findings indicate that nursing personnel generally perceived their 
quality of work life positively. Most respondents reported favorable conditions across key 
dimensions of QWL, including communication, organizational support, workplace safety, 
employee involvement, and job security. These findings suggest that the hospital has 
established a work environment that enables nursing personnel to perform their 
professional responsibilities effectively. However, several dimensions demonstrated 
relatively lower evaluations compared with others, particularly those related to workload 
management, work–life balance, and career development opportunities. These results 
imply that while the overall work environment is supportive, challenges remain in ensuring 
that increasing service demands are matched by adequate organizational support and long-
term professional growth opportunities. 

Employee engagement was also found to be high among nursing personnel. 
Respondents reported strong levels of vigor, dedication, and absorption in their work. 
Among these dimensions, vigor emerged as the strongest aspect, indicating that nurses 
generally possess high levels of energy, resilience, and persistence in carrying out their 
duties. This finding reflects the strong commitment of nursing personnel to maintaining 
service delivery despite the demanding nature of healthcare work. Dedication and 
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absorption also demonstrated favorable levels, suggesting that nurses perceive their work 
as meaningful and remain highly focused on their responsibilities. Collectively, these 
findings indicate that nursing personnel maintain a positive psychological connection with 
their work and the organization. 

The assessment of nursing productivity revealed similarly positive results. Overall 
productivity was perceived to be at a high level, reflecting the ability of nursing personnel 
to perform their duties effectively within existing organizational conditions. Among the 
productivity dimensions, quality of work emerged as the strongest component. 
Respondents demonstrated a strong commitment to delivering accurate, safe, and patient-
centered care in accordance with professional standards. In contrast, the dimensions 
related to work quantity and timeliness exhibited relatively lower scores, although they 
remained within favorable categories. This pattern suggests that nurses tend to prioritize 
service quality, even when confronted with operational pressures and workload 
constraints. Such findings are particularly relevant in healthcare settings, where maintaining 
service quality is often considered more critical than maximizing output volume alone. 

Multiple linear regression analysis was conducted to evaluate the influence of QWL 
and employee engagement on nursing productivity. The results demonstrated that the 
regression model was statistically significant and possessed strong explanatory power. The 
model produced a multiple correlation coefficient (R) of 0.856, indicating a very strong 
relationship between the independent variables and nursing productivity. Furthermore, the 
coefficient of determination (R²) was 0.733, suggesting that 73.3% of the variation in nursing 
productivity could be explained by the combined influence of QWL and employee 
engagement. The remaining 26.7% may be attributed to other factors not included in the 
present study, such as leadership style, organizational culture, staffing adequacy, 
professional competence, job stress, or other contextual variables. 

The adjusted R² value of 0.729 further confirmed the stability and predictive 
capability of the model. The relatively small difference between R² and adjusted R² indicates 
that the model was not substantially affected by overestimation and that both independent 
variables contributed meaningfully to explaining productivity. These findings provide strong 
empirical evidence that organizational and psychological factors jointly play a substantial 
role in shaping nursing performance within hospital settings. 

The regression coefficients revealed that both QWL and employee engagement 
exerted positive and statistically significant effects on nursing productivity. Quality of Work 
Life produced a standardized coefficient (β) of 0.482 (p < 0.001), indicating that 
improvements in nurses’ perceptions of their working conditions were associated with 
higher levels of productivity. Employee engagement also demonstrated a positive and 
significant effect, with a standardized coefficient (β) of 0.396 (p < 0.001). The significance 
of both variables confirms that productivity is influenced not only by the objective 
conditions under which nurses work but also by their psychological attachment and 
commitment to their professional roles. 

A comparison of the standardized coefficients indicates that QWL had a stronger 
effect on productivity than employee engagement. This finding suggests that organizational 
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conditions constitute a particularly important foundation for enhancing nursing 
performance. Although engaged employees tend to demonstrate greater enthusiasm, 
commitment, and concentration in their work, such engagement is more likely to be 
sustained when supported by favorable working conditions. In practical terms, nurses who 
perceive fairness in compensation, receive adequate organizational support, experience 
effective communication, and have access to career development opportunities are more 
likely to translate their efforts into productive work outcomes. 

Further examination of the relationship between the study variables was 
conducted using zero-order correlations. The correlation between QWL and nursing 
productivity was 0.79, indicating a strong positive association. Based on this correlation, 
QWL accounted for approximately 62.41% of the variation in productivity at the bivariate 
level. Employee engagement demonstrated a similarly strong relationship with 
productivity, with a zero-order correlation of 0.76, corresponding to approximately 57.76% 
of explained variation. These results reinforce the conclusion that both variables are closely 
linked to nursing productivity and highlight their importance in workforce management 
strategies. 

Taken together, the findings reveal that nursing productivity is shaped by an 
interaction between organizational and individual factors. Supportive working conditions 
create an environment in which nurses can perform effectively, while employee 
engagement strengthens their willingness to invest energy, dedication, and attention in 
their work. The stronger influence of QWL suggests that organizational interventions aimed 
at improving workload management, strengthening work–life balance, enhancing career 
development opportunities, and ensuring fair treatment may generate substantial 
improvements in productivity. At the same time, efforts to foster engagement remain 
important because they contribute to maintaining the motivation and commitment 
required for delivering high-quality patient care. 

Overall, the results provide robust evidence that both Quality of Work Life and 
employee engagement are critical determinants of nursing productivity. The high 
explanatory power of the model demonstrates that these factors are not merely peripheral 
aspects of workforce management but constitute central components of organizational 
performance in hospital settings. Consequently, initiatives aimed at improving service 
quality and operational effectiveness should place equal emphasis on creating supportive 
work environments and strengthening employee engagement among nursing personnel. 

More importantly, the findings suggest that investments in workforce well-being 
and engagement should be viewed as strategic organizational investments rather than 
routine human resource interventions. In an increasingly demanding healthcare 
environment, hospitals depend heavily on the ability of nursing personnel to deliver 
consistent, timely, and high-quality care. Supportive working conditions enable nurses to 
perform effectively, while strong employee engagement encourages them to contribute 
beyond minimum job requirements and maintain commitment to patient-centered care. 
Therefore, hospitals that successfully integrate workforce well-being, professional 
development, and employee engagement into their management strategies are likely to 
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achieve not only higher productivity but also improved service quality, patient satisfaction, 
and long-term organizational sustainability. 
 
DISCUSSION 

The findings of this study demonstrate that Quality of Work Life (QWL) and 
employee engagement are important determinants of nursing productivity in hospital 
settings. Together, these variables explained 73.3% of the variation in nursing productivity, 
indicating that organizational and psychological factors play a substantial role in shaping 
nursing performance. This finding reinforces the growing recognition that healthcare 
organizations can no longer rely solely on technical competence and clinical infrastructure 
to improve service outcomes. Instead, hospitals must also focus on creating supportive 
work environments and fostering employee engagement among healthcare professionals, 
particularly nurses who represent the largest and most directly involved workforce in 
patient care (Gebreheat et al., 2023; Kohnen et al., 2024). 

The positive and significant influence of Quality of Work Life on nursing 
productivity suggests that nurses are more likely to perform effectively when they perceive 
their working conditions as supportive of their professional and personal well-being. In 
healthcare organizations, the quality of the work environment extends beyond physical 
working conditions and encompasses broader organizational factors such as 
communication, compensation, career development opportunities, involvement in 
decision-making, job security, and workplace relationships. When these elements are 
adequately addressed, nurses are better positioned to concentrate on patient care and 
perform their duties efficiently (Aisyah et al., 2024; Septiana, 2020). 

The findings support the perspective advanced by Cascio (2025), who argues that 
QWL reflects the extent to which organizational systems enable employees to satisfy 
personal and professional needs while contributing to organizational goals. In the context 
of hospitals, favorable working conditions help reduce work-related stress, enhance 
motivation, and strengthen commitment to service delivery. Nurses who experience 
organizational support are more likely to demonstrate greater responsibility, maintain 
higher performance standards, and sustain productivity despite the demanding nature of 
healthcare work (Hesselink et al., 2021). 

The relatively strong effect of QWL observed in this study may also be explained 
by the characteristics of nursing work itself. Nursing personnel operate within environments 
characterized by continuous patient interactions, high emotional demands, complex clinical 
responsibilities, and strict professional standards. Under such conditions, the availability of 
supportive organizational resources becomes essential for maintaining performance. When 
nurses perceive that the organization provides fair compensation, effective communication, 
opportunities for professional development, and a safe working environment, they are 
more capable of managing work demands and delivering quality care. Conversely, 
deficiencies in these areas may reduce motivation, increase fatigue, and ultimately impair 
productivity (Alzamel et al., 2020; Ruhana, 2019). 
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The descriptive findings further reveal that although overall QWL was perceived 
positively, several aspects remain areas of concern, particularly workload management, 
work–life balance, and career development opportunities. These findings are highly 
relevant within contemporary healthcare systems, where increasing patient volumes and 
workforce shortages frequently create operational pressures. Excessive workloads may 
limit nurses' ability to maintain optimal performance, while inadequate work–life balance 
can contribute to fatigue, burnout, and declining job satisfaction. Similarly, limited 
opportunities for career advancement may weaken long-term commitment and reduce 
employees’ perceptions of organizational support. Therefore, improvements in these areas 
may provide substantial benefits not only for employee well-being but also for 
organizational productivity (Khusnaeni et al., 2020; Mubaraq & Syarif, 2025). 

The findings also demonstrate that employee engagement has a positive and 
significant influence on nursing productivity. This result indicates that productivity is not 
solely determined by organizational conditions but is also influenced by the extent to which 
nurses are psychologically connected to their work. Employee engagement reflects a 
positive motivational state characterized by vigor, dedication, and absorption, all of which 
contribute to effective job performance. Nurses who are engaged tend to invest greater 
energy in their work, demonstrate stronger commitment to organizational objectives, and 
maintain a higher level of concentration when performing clinical responsibilities. 

This finding is consistent with the Utrecht Work Engagement framework proposed 
by Schaufeli and Bakker (2004), which conceptualizes engagement as a positive work-
related state that enhances individual performance. In hospital settings, engaged nurses are 
more likely to maintain enthusiasm despite operational pressures, adapt to changing clinical 
demands, and contribute positively to teamwork and patient care. Such characteristics are 
particularly important because nursing performance often requires sustained attention, 
emotional resilience, and rapid decision-making in dynamic healthcare environments. 

Among the dimensions of employee engagement, vigor emerged as the strongest 
component. This finding suggests that nursing personnel possess substantial energy and 
resilience in carrying out their professional responsibilities. The strong presence of vigor 
may reflect the professional values inherent in nursing practice, where commitment to 
patient care often motivates individuals to continue performing effectively despite 
demanding working conditions. However, the relatively lower levels of dedication and 
absorption compared with vigor suggest opportunities for improvement. Although nurses 
demonstrate high levels of effort and persistence, their emotional attachment and deep 
cognitive involvement in work could potentially be strengthened through initiatives that 
enhance recognition, professional identity, and meaningful participation in organizational 
decision-making. 

The stronger influence of QWL compared with employee engagement is another 
important finding of this study. While both variables significantly contributed to 
productivity, QWL demonstrated the larger standardized regression coefficient and 
stronger relationship with productivity. This result suggests that organizational conditions 
may serve as the foundation upon which employee engagement develops and translates 
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into productive behavior. In other words, even highly motivated nurses may struggle to 
maintain productivity if organizational systems fail to provide adequate support. 
Conversely, a supportive work environment creates conditions that enable engagement to 
flourish and contribute more effectively to performance outcomes (Mosisa et al., 2022; 
Wulandari & Dara, 2023). 

This finding aligns with contemporary human resource management perspectives, 
which emphasize that employee attitudes and behaviors are shaped by organizational 
contexts. Employee engagement may be viewed as a psychological response that is 
influenced by employees’ experiences within the workplace (Robbins et al., 2024). 
Therefore, hospitals seeking to improve productivity should not focus exclusively on 
motivational interventions but should simultaneously address structural and environmental 
factors that affect employees’ daily work experiences. 

The high explanatory power of the regression model further highlights the strategic 
importance of workforce-related factors in healthcare organizations. The finding that QWL 
and employee engagement collectively explained more than seventy percent of 
productivity variation suggests that organizational interventions targeting these variables 
have the potential to generate meaningful improvements in service performance. This is 
particularly important in public hospitals, where increasing service demands often exceed 
available resources. Under such circumstances, improving workforce productivity through 
organizational and managerial interventions may be more feasible than relying solely on 
additional staffing or infrastructure expansion (Hatam et al., 2014; Martin et al., 2022). 

From a practical perspective, the findings indicate that efforts to improve nursing 
productivity should be approached through an integrated strategy that combines 
improvements in working conditions with initiatives designed to strengthen employee 
engagement. Hospitals should prioritize workload management, ensure equitable 
compensation systems, support work–life balance, expand career development 
opportunities, and maintain effective communication channels between management and 
staff (Meiliyana et al., 2023). Simultaneously, organizational leaders should cultivate 
engagement through recognition programs, participatory leadership practices, professional 
development opportunities, and mechanisms that reinforce the significance of nurses’ 
contributions to patient care and organizational success (Corbie et al., 2022). 

The study contributes to the growing body of evidence demonstrating that 
organizational performance in healthcare settings is strongly influenced by human resource 
factors. While many healthcare improvement initiatives focus on clinical processes and 
technological investments, the present findings underscore the importance of investing in 
the workforce itself. Nurses who experience favorable working conditions and maintain 
strong engagement are more likely to provide high-quality care, contribute positively to 
organizational objectives, and sustain productivity over time (Setyaningrum & Pawar, 
2020). 

Overall, this study confirms that nursing productivity is not merely an outcome of 
individual competence or technical capability. Rather, it emerges from the interaction 
between organizational support and employees’ psychological connection to their work. 
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Hospitals that successfully create supportive work environments while fostering 
engagement among nursing personnel are likely to achieve higher productivity, better 
service quality, and stronger organizational performance in an increasingly demanding 
healthcare landscape. 
 
CONCLUSION  

This study demonstrates that Quality of Work Life (QWL) and employee 
engagement are significant determinants of nursing productivity in hospital settings. Both 
variables exert positive and significant effects on productivity, indicating that nurses are 
more likely to perform effectively when they experience supportive working conditions and 
maintain a strong psychological connection to their work. Collectively, QWL and employee 
engagement explain a substantial proportion of the variation in nursing productivity, 
highlighting the strategic importance of workforce-related factors in healthcare 
organizations. 

Among the two predictors, QWL emerged as the more influential factor, suggesting 
that organizational conditions provide the foundation upon which productive work 
behavior is developed and sustained. Nurses who perceive fair treatment, effective 
communication, adequate organizational support, opportunities for professional growth, 
and a secure working environment are more capable of delivering high-quality healthcare 
services. At the same time, employee engagement contributes by strengthening nurses’ 
motivation, dedication, and commitment to patient care. 

The findings further reveal that nursing productivity at Welas Asih Regional 
General Hospital is characterized by strong performance in service quality, although 
opportunities remain to improve work quantity and timeliness. Similarly, while nurses 
generally reported favorable levels of QWL and high employee engagement, challenges 
related to workload management, work–life balance, and career development continue to 
require managerial attention. 

Overall, the study confirms that improving nursing productivity requires more than 
technical competence or operational efficiency. Sustainable improvements in performance 
depend on the ability of hospitals to create supportive work environments while fostering 
meaningful employee engagement. As healthcare systems face increasing service demands 
and workforce challenges, investments in employee well-being and engagement should be 
viewed as strategic priorities for enhancing service quality and organizational performance. 
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