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ABSTRACT

Background: Health development is a main pillar in improving the quality of life of the Indonesian population. Primary health
centers (Puskesmas) serve as the frontline of health services. Health worker performance is influenced by multiple factors,
including work ability and work motivation. This study aimed to analyze the effect of work ability and work motivation on the
performance of health workers at the Rantauprapat City Primary Health Center.

Method: This was an analytic survey with a cross-sectional design. The population comprised all health workers at the
Rantauprapat City Primary Health Center, totaling 100 individuals. A total sampling method was used. Data were collected using
structured questionnaires measuring work ability, work motivation, and performance. Univariate, bivariate (chi-square test,
a=0.05), and multivariate (logistic regression) analyses were performed.

Results: Most respondents were female (55.0%), aged >52 years (62.0%), and had junior high school education (37.0%). Work
ability was rated as poor by 52.0%, work motivation as poor by 60.0%, and performance as good by 64.0%. Bivariate analysis
showed significant associations between work ability and performance (p<0.001) and between work motivation and
performance (p<0.001). Multivariate analysis identified work motivation as the dominant factor (OR=22.993; p<0.001), indicating
that health workers with good motivation were nearly 23 times more likely to perform well compared to those with low
motivation.

Conclusion: Both work ability and work motivation significantly influence health worker performance, with motivation being
the dominant factor. Health centers should allocate budgets for motivation enhancement programs, including performance-
based incentives and workplace improvements.
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Introduction

Health development is a main pillar in efforts to improve the quality of life of the Indonesian
population. This commitment is realized through support for the global Sustainable Development Goals
(SDGs) agenda, particularly Goal 3: ensuring healthy lives and promoting well-being for all ages.! One of
the Indonesian government's key strategies to achieve this goal is strengthening primary health care services
provided by community health centers (Puskesmas).” Puskesmas are technical implementation units of
district/city health offices and play a strategic role in improving accessibility, effectiveness, and efficiency
of health services.’ To ensure this, the Ministry of Health through Regulation No. 43 of 2019 has established
Puskesmas service standards covering human resource management, service networks, health information
systems, and accreditation.**
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Management is the process of utilizing raw materials and human resources to achieve established
goals.” Human resources are valuable assets that must be owned by an organization because organizations
must be run by selected people with the best quality to produce a superior organization.® Human resources
are a person's competence in the form of knowledge, skills, and personality characteristics that directly
influence a person's performance to achieve desired goals.” Performance is the quality and quantity of work
achieved by an employee in carrying out their duties according to the responsibilities given.® Performance
represents work results or achievements. Generally, performance is understood as a record of output in a job
function or all work activities over a certain period. In simple terms, performance is success during work
execution.”!”

The study also showed that motivation and work ability together (simultaneously) had a positive and
significant effect on health worker performance, meaning these two factors collectively are key drivers of
better performance.!' Work motivation in this context includes health workers' internal drive to achieve
goals, enthusiasm in serving, and extra effort in patient handling.'> With high motivation, health workers
tend to be more initiative, responsible, and better able to face daily work challenges.'® Various strategies
such as rewards, recognition of achievements, open communication, and non-material incentives can further
strengthen individual motivation. Work ability includes technical knowledge, clinical skills, analytical
ability, and professional characteristics such as empathy and ethics. Competent health workers can provide
quality services, make appropriate decisions, and work efficiently without compromising patient safety.
Competency development through regular training, supervision, mentoring, and continuous learning is very
important.'*

Preliminary observations at the Labuhan Batu City Puskesmas found that most employee work
motivation was already good but not yet optimal. Several problems affecting work motivation included some
employees not understanding their main duties and functions. Additionally, there were indications that lack
of work discipline caused employees to prioritize personal programs over team collaboration. Furthermore,
employee honorarium payments could not be made directly, and contract salaries were not paid on time,
impacting work motivation.

Besides work motivation, employee competence also significantly affects employee performance.
Competence is very important to help organizations improve their performance. In the human resource
process, the more competencies considered, the better the performance achieved.'” Competence is an
individual's ability to perform a job correctly and have advantages based on knowledge, skills, and attitudes.
At the preliminary observation stage, work ability or competence of health workers was a challenge.
Although most health workers already had registration certificates and competency test certificates,
opportunities to improve abilities through training or workshops were still limited. This potentially hinders
improving service quality, especially in facing increasingly complex public health challenges such as
increasing non-communicable diseases and technology-based health needs.'®

This study is important because optimal health worker performance not only improves service quality
but also contributes to achieving health development goals at local and national levels. Based on the above
description, the researcher is interested in analyzing the effect of work ability and work motivation on the
performance of health workers at the Rantauprapat City Primary Health Center.

Method

This study was an analytic survey designed to explain the effect of work ability and work motivation
on performance at the Rantauprapat Primary Health Center, Labuhan Batu Regency, in 2026. The research
design was cross-sectional, where the researcher observed or measured variables at a single point in time.
Each subject was observed once, and variable measurements were performed at that examination.12 This
study was conducted at the Rantauprapat City Primary Health Center, Labuhan Batu Regency. The selection
was based on suboptimal work motivation of health workers affecting performance, availability of required
sample size, and institutional permission. The study was conducted in March 2026.

The population was all health workers at the Rantauprapat City Primary Health Center, totaling 100
individuals. The sample used total sampling, including all 100 health workers. Primary data were obtained
directly from subjects using questionnaires administered to health workers at the Rantauprapat City Primary
Health Center. Secondary data were obtained from the health center and supporting references. Work
motivation was defined as high drive and desire to increase work enthusiasm to produce satisfying work.
Parameters included effort level, persistence level, and work compliance and focus. Measurement used a
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questionnaire with ordinal scale, categorized as good (score 5-8, code 1) or poor (score 1-4, code 2). Work
ability (hard skills) was defined as the level of mastery of medical or clinical procedures according to
standard operating procedures. Parameters included ability to master equipment and speed of equipment use.
Measurement used a questionnaire with ordinal scale, categorized as good (score 5-8, code 1) or poor (score
1-4, code 2). Health worker performance was defined as achievement of work targets related to quality,
quantity, and timeliness or a combination of ability, effort, and accuracy that can be measured from resulting
outcomes. Parameters included work quality, work quantity, timeliness, and desired work results.
Measurement used a questionnaire with ordinal scale, categorized as good (score 5-8, code 1) or poor (score
1-4, code 2).

Data were processed through editing, coding, entry, and tabulation. Univariate analysis described
frequency distributions of all variables. Bivariate analysis used the chi-square test (0=0.05) to examine
associations between independent and dependent variables. Multivariate analysis used multiple logistic
regression to determine the most dominant factor affecting performance.

Results

A total of 100 health workers participated. The majority were female (55.0%), aged >52 years (62.0%),
with junior high school education (37.0%), and employed as private sector workers (45.0%). Work ability
was rated as poor by 52.0%, work motivation as poor by 60.0%, and performance as good by 64.0% (Table

).

Table |. Distribution of respondent characteristics and study variables (N=100)

Variable Category Frequency (n)  Percentage (%)
Sex Male 45 45.0
Female 55 55.0
Education Elementary school 19 19.0
Junior high school 37 37.0
Senior high school 31 31.0
College/university 13 13.0
Age <52 years 38 38.0
>52 years 62 62.0
Occupation Self-employed 30 30.0
Private employee 45 45.0
Civil servant 6 6.0
Unemployed 19 19.0
Work ability Good 48 48.0
Poor 52 52.0
Work motivation Good 40 40.0
Poor 60 60.0
Health worker performance Good 64 64.0
Poor 36 36.0

The chi-square test showed a significant association between work ability and health worker
performance (p < 0.001). Among respondents with good work ability, 83.3% had good performance; among
those with poor work ability, only 46.2% had good performance. A significant association was also found
between work motivation and performance (p < 0.001). Among respondents with good work motivation,
95.0% had good performance; among those with poor work motivation, only 43.3% had good performance
(Table 2).

Table 2. Bivariate associations between work ability, work motivation, and health worker performance (N=100)

Variable Category Good performance Poor performance Total p-value
n (%) n (%)
Work ability Good 40 (83.3) 8 (16.7) 48 <0.001
Poor 24 (46.2) 28 (53.8) 52
Work motivation Good 38 (95.0) 2 (5.0) 40 <0.001
Poor 26 (43.3) 34 (56.7) 60

Logistic regression was performed to determine the most dominant factor affecting health worker
performance. The analysis showed that work motivation was the dominant factor (p < 0.001; odds ratio =
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22.993), indicating that health workers with good motivation were nearly 23 times more likely to have good
performance compared to those with low motivation (Table 3).

Table 3. Multivariate analysis of work ability and work motivation on health worker performance

Variable B S.E. Wald df Sig. Exp(B) / OR

Work ability 1.656 0.543 9.289 | 0.002 5.240

Work motivation 3.135 0.792 15.669 | <0.001 22.993

Constant -8.655 1.808 22.926 I <0.001 0.000
Discussion

The statistical analysis revealed a significant effect of work ability on health worker performance at
Rantauprapat Primary Health Center. Health worker performance is a key factor in determining the success
of public health services at Puskesmas. As the frontline of primary health care, Puskesmas are required to
continuously improve service quality to the community. Rantauprapat City, as the capital of Labuhan Batu
Regency, has its own challenges in optimizing health worker performance across all Puskesmas in its service
area. Work ability, encompassing knowledge, skills, and professional attitudes of health workers, is
hypothesized to have a significant relationship with service target achievement and patient satisfaction.
Theoretically, the relationship between work ability and performance is explained through various human
resource management approaches. Attribution theory states that individual performance is a function of
ability, effort, and environmental support.'* In the context of Puskesmas health workers, work ability is the
main foundation that enables health workers to transform their knowledge and skills into quality service
output. Research at Rantauprapat Regional Hospital showed that work experience, a dimension of work
ability, had a positive and significant effect on employee performance.'!

The analysis also demonstrated a significant effect of work motivation on health worker performance.
Work motivation is a consistently studied determinant in human resource management literature, especially
in health care contexts. As the frontline of primary health care, Puskesmas require health workers with
optimal performance to ensure achievement of health program targets and community satisfaction. However,
various challenges such as high workload, limited resources, and continuously increasing service demands
make work motivation a critical issue requiring serious attention. A cross-sectional study of health workers
at Teupin Raya Primary Health Center found that motivation had a significant relationship with
performance.'?> However, a notable finding was that the majority of respondents reported not receiving
adequate motivation, yet more than half still showed good performance. This contradiction indicates other
factors besides motivation also contribute to performance, such as work environment, incentives, or
individual characteristics.

The multivariate analysis identified work motivation as the most dominant factor affecting health
worker performance. This finding means that health workers with good motivation have a substantially
greater likelihood of good performance compared to those with low motivation. The strength of this
association highlights the critical importance of motivational factors in health care settings. Health workers
who are motivated tend to demonstrate greater initiative, persistence in overcoming obstacles, and
commitment to quality service delivery. This finding aligns with previous research showing that motivation
often outperforms ability in predicting employee performance when both factors are considered
simultaneously, particularly in service-oriented professions where discretionary effort is important.'

This study has several strengths, including a sample that included the entire population (total
sampling), use of validated questionnaires, and multivariate analysis that identified the dominant factor.
However, several limitations must be acknowledged. The cross-sectional design prevents causal inference;
associations may be bidirectional. Data relied on self-reported perceptions, subject to social desirability bias.
The study was conducted at a single health center, limiting generalizability to other settings. Objective
performance measures, such as patient outcomes or clinical indicators, were not included. Future longitudinal
studies with objective performance metrics and larger, multicenter samples are needed to confirm causal
relationships.

These findings have several practical implications. The health center should allocate a specific budget
for motivation enhancement programs, including performance-based incentives and improvements to the
work environment. The district health office should review compensation and reward policies for health
workers at Puskesmas to ensure the existing system truly motivates. Regular training programs to improve
clinical and technical skills should be maintained and expanded. Recognition systems for outstanding
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performance, career development pathways, and supportive supervision should be implemented. At the
policy level, human resource development strategies for primary health care should prioritize motivational
interventions alongside competency building.

Conclusion

This study found significant effects of work ability and work motivation on health worker performance
at Rantauprapat Primary Health Center. Work motivation was the dominant factor, indicating that health
workers with good motivation were substantially more likely to perform well compared to those with low
motivation. These findings highlight the need for health centers to allocate resources for motivation
enhancement programs, including performance-based incentives and workplace improvements. District
health authorities should review compensation and reward policies to ensure they effectively motivate health
workers.
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