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Abstract 

This study aims to determine the effect of workload, burnout, and social support on the job satisfaction of 
inpatient nurses at Brebes Regional General Hospital (RSUD Brebes), both partially and simultaneously. 
This study used a quantitative approach with a population of 67 inpatient nurses. The sampling technique 
used was saturated sampling. Data were collected through questionnaires and analyzed using the Method 
of Successive Intervals (MSI), validity and reliability tests, classical assumption tests, and multiple linear 
regression analysis with the assistance of SPSS version 22. The results showed that, partially, workload had 
a negative and significant effect on job satisfaction, with a significance value of 0.000 < 0.05; burnout had a 
negative and significant effect, with a significance value of 0.004 < 0.05; and social support had a positive 
and significant effect, with a significance value of 0.001 < 0.05. Simultaneously, workload, burnout, and 
social support had a significant effect on job satisfaction, with a significance value of 0.000 < 0.05. 
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I. INTRODUCTION 

Hospitals are health service facilities that play an important role in meeting the health needs of the 
community. In delivering services, nurses are among the health workers who interact directly with patients, 
so their role is vital in maintaining the quality of care. The working conditions and job satisfaction of nurses 
deserve attention because they support the optimal performance of duties and service to patients. 

Job satisfaction is an individual's positive attitude toward his or her job, formed by comparing 
expectations with the outcomes received from the work. The job satisfaction of nurses can be influenced by 
several factors, including workload, burnout, and social support. A high workload can cause pressure and 
physical and mental fatigue. Burnout, characterized by prolonged physical, mental, and emotional 
exhaustion, can reduce motivation and job satisfaction. Conversely, social support from colleagues and 
supervisors can help nurses cope with job demands and create a more comfortable work environment. Job 
satisfaction problems were also found among inpatient nurses at RSUD Brebes. 

A pre-survey found that some nurses felt their tasks were fairly heavy, that their salary did not match 
their workload and responsibilities, and that their supervisors' directions were unclear. The results are 
presented in Table I. 

TABLE I.  PRE-SURVEY OF NURSES' JOB SATISFACTION AT RSUD BREBES 

No
. 

Statement Yes % No % 

1 
I feel the tasks given in my job are quite heavy for 

me to handle. 
20 60.6% 13 39.4% 

2 
I feel the salary I receive is not commensurate with 

my workload and responsibilities. 
22 66.7% 11 33.3% 

3 
I feel the directions given by my supervisor are 

unclear. 
18 54.5% 15 45.5% 

Source: Pre-survey of inpatient nurses at RSUD Brebes, 2026. 

As Table I shows, nurses' job satisfaction is still not optimal: 60.6% of nurses felt the tasks assigned were 
fairly heavy, 66.7% felt their salary was not commensurate with their workload and responsibilities, and 
54.5% felt that their supervisors' directions were unclear. These conditions indicate problems in the aspects 
of the work itself, pay, and supervision that may affect nurses' job satisfaction. 

In addition to job satisfaction problems, there are indications of workload and burnout among the nurses. 
A total of 72.7% of nurses felt tired and sore after work, while 57.6% experienced emotional exhaustion due 
to job demands, which shows that job demands can cause both physical and emotional fatigue. Social 
support is also not yet optimal: 66.7% of nurses do not always receive help from colleagues when facing a 
high workload, and 54.5% rarely receive appreciation for their performance. This suggests that support from 
the work environment still needs attention in order to promote nurses' comfort and satisfaction. 

Given these conditions, workload, burnout, and social support are important factors to consider because 
they may be related to nurses' job satisfaction. This study was therefore conducted to determine the effect of 
workload, burnout, and social support on the job satisfaction of inpatient nurses at RSUD Brebes, both 
partially and simultaneously. The research questions are: (1) Does workload affect the job satisfaction of 
inpatient nurses at RSUD Brebes? (2) Does burnout affect their job satisfaction? (3) Does social support affect 
their job satisfaction? (4) Do workload, burnout, and social support simultaneously affect their job 
satisfaction? Accordingly, the objectives of this study are to determine the effect of each of these variables, 
and of all three together, on the job satisfaction of inpatient nurses at RSUD Brebes. 
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A. Literature Review 

Job satisfaction. According to Afandi (2018, p. 73), job satisfaction is the level of a person's feelings 
toward his or her job. Sutrisno (2009, p. 74) states that job satisfaction is an employee's attitude toward work 
related to the work situation, relationships among employees, the rewards received, and physical and 
psychological factors. Suparyadi (2015, p. 437) explains that job satisfaction is a positive attitude formed by 
comparing expectations with the outcomes or rewards received from the job. According to Afandi (2018, p. 
75), the factors influencing job satisfaction are need fulfillment, discrepancies, value attainment, equity, and 
organizational culture, while its dimensions (Afandi, 2018, p. 82) are the work itself, pay, promotion, 
supervision, and coworkers. 

Workload. According to Koesomowidjojo (2017, p. 21), workload is the amount of working time used 
and required to complete a job within a certain period. Budias (2021, p. 30) states that workload is 
employees' perception of the activities that must be completed within a certain time and of the effort made 
to deal with job problems. Mahawati et al. (2021, p. 49) explain that workload is the physical, mental, and 
social activity burden an individual receives to be completed within a certain time. Koesomowidjojo (2017, 
p. 24) classifies the factors influencing workload into internal factors (health condition, gender, body 
posture, motivation, and perception) and external factors (work environment, physical tasks, and work 
organization). The indicators of workload are working conditions, use of working time, and targets to be 
achieved (Koesomowidjojo, 2017, p. 33). 

Burnout. According to Alam (2022, p. 42), burnout is a psychological syndrome caused by physical, 
mental, and emotional exhaustion that can lead to decreased work achievement. Pramono (2025, p. 42) states 
that burnout is a condition of prolonged emotional, mental, and physical exhaustion resulting from 
uncontrolled work stress that can affect job satisfaction. According to Leiter and Maslach (1997, as cited in 
Alam, 2022, p. 50), the factors influencing burnout are work overload, lack of work control, insufficient 
reward for work, breakdown in community, and unfair treatment, and its dimensions are exhaustion, 
cynicism, and ineffectiveness (Alam, 2022, p. 43). 

Social support. According to Smet (1994, as cited in Zadok, 2024, p. 12), social support is an interpersonal 
relationship containing social bonds that can provide emotional satisfaction to individuals. Swarjana (2022, 
p. 121) states that social support is a process of human interaction manifested through emotional, 
informational, instrumental, and appraisal support. According to Myers (2012, as cited in Zadok, 2024, p. 
15), the factors influencing social support are empathy, norms, and social exchange, and according to 
Sarafino (1998, as cited in Zadok, 2024, p. 14), its dimensions are emotional support, esteem support, 
instrumental support, and informational support. 

B. Conceptual Framework and Hypotheses 

The conceptual framework in Fig. 1 contains three independent variables considered to influence job 
satisfaction: workload, burnout, and social support. Solid lines show partial effects, while the dashed line 
shows the simultaneous effect. A hypothesis is a tentative answer to the research questions, which have 
been stated in the form of questions (Sugiyono, 2023, p. 99). Based on the literature review and the 
conceptual framework, the following hypotheses are proposed: H1: Workload affects the job satisfaction of 
inpatient nurses at RSUD Brebes. H2: Burnout affects the job satisfaction of inpatient nurses at RSUD Brebes. 
H3: Social support affects the job satisfaction of inpatient nurses at RSUD Brebes. H4: Workload, burnout, 
and social support simultaneously affect the job satisfaction of inpatient nurses at RSUD Brebes. 
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Fig. 1. Conceptual Framework 

II. METHOD 

This is a quantitative study. The population comprises all inpatient nurses at Brebes Regional General 
Hospital (RSUD Brebes), totaling 67 nurses, and the sample was determined using saturated sampling. Data 
were collected using questionnaires and analyzed using the Method of Successive Intervals (MSI), validity 
and reliability tests, classical assumption tests, and hypothesis testing with multiple linear regression 
analysis. 

III. RESULTS AND DISCUSSION 

A. Validity and Reliability Tests 

An item is declared valid if the calculated r value exceeds the r table value of 0.361, based on 30 
respondents at the 5% significance level. As shown in Table II, the calculated r values range from 0.406 to 
0.767 for workload, 0.417 to 0.680 for burnout, 0.419 to 0.658 for social support, and 0.409 to 0.667 for job 
satisfaction. All items have calculated r values above 0.361 and significance values below 0.05, so all items 
are declared valid. The reliability test shows Cronbach's alpha values of 0.775 for workload, 0.718 for 
burnout, 0.730 for social support, and 0.825 for job satisfaction. All values exceed 0.60, so all instruments are 
declared reliable. 

TABLE II.  VALIDITY AND RELIABILITY TEST RESULTS 

Variable 
Calculated r 

(range) 
r table Sig. 

Cronbach's 
Alpha 

Criterion 

Workload (X1) 0.406–0.767 0.361 < 0.05 0.775 
Valid, 

reliable 

Burnout (X2) 0.417–0.680 0.361 < 0.05 0.718 
Valid, 

reliable 

Social Support (X3) 0.419–0.658 0.361 < 0.05 0.730 
Valid, 

reliable 

Job Satisfaction (Y) 0.409–0.667 0.361 < 0.05 0.825 
Valid, 

reliable 

Note: reliability criterion is Cronbach's alpha > 0.60. Source: SPSS output. 

B. Classical Assumption Tests 

Normality test. The One-Sample Kolmogorov–Smirnov test (Table III) yields a significance value of 0.200 > 
0.05. It can therefore be concluded that the residuals in this study are normally distributed. 
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TABLE III.  ONE-SAMPLE KOLMOGOROV–SMIRNOV TEST 

Statistic 
Unstandardized 

Residual 

N 67 

Normal parameters: Mean 0.0000000 

Normal parameters: Std. 
Deviation 

5.79577881 

Most extreme differences: 
Absolute 

0.052 

Most extreme differences: 
Positive 

0.047 

Most extreme differences: 
Negative 

−0.052 

Test statistic 0.052 

Asymp. Sig. (2-tailed) 0.200 

Source: SPSS output. 

Multicollinearity test. The collinearity statistics (Table IV) show tolerance values above 0.10 (0.938, 0.952, 
and 0.985) and VIF values below 10 (1.066, 1.050, and 1.015) for workload, burnout, and social support, 
respectively. It can therefore be concluded that there is no multicollinearity in the regression model. 

Heteroscedasticity test. The scatterplot (Fig. 2) shows that the residual points are scattered randomly above 
and below zero on the Y-axis and do not form any particular pattern. It can therefore be concluded that the 
regression model does not suffer from heteroscedasticity and is fit for use. 

 

Fig. 2. Scatterplot of Regression Standardized Residuals (dependent variable: Job Satisfaction, labeled 
“Kepuasan Kerja” in the SPSS output) 

C. Multiple Linear Regression Analysis 

As shown in Table IV, the constant is 68.740, and the regression coefficients are −0.623 for workload (X1), 
−0.266 for burnout (X2), and 0.521 for social support (X3). This means that workload and burnout have a 
negative effect on job satisfaction, whereas social support has a positive effect on job satisfaction. 
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TABLE IV.  MULTIPLE LINEAR REGRESSION, T-TEST, AND COLLINEARITY STATISTICS 

Model B 
Std. 

Error 
Beta t Sig. 

Toleran
ce 

VIF 

(Constant) 68.740 9.105  7.550 
0.00

0 
  

Workload (X1) −0.623 0.119 
−0.51

3 
−5.22

6 
0.00

0 
0.938 1.066 

Burnout (X2) −0.266 0.088 
−0.29

4 
−3.01

6 
0.00

4 
0.952 1.050 

Social Support 
(X3) 

0.521 0.151 0.330 3.442 
0.00

1 
0.985 1.015 

Dependent variable: Job Satisfaction. Source: SPSS output. 

D. Hypothesis Testing 

Partial test (t-test). Based on the t-test results in Table IV, workload has a calculated t of −5.226, below the 
negative table value (−1.669), with a significance of 0.000 < 0.05, so it has a negative and significant effect on 
job satisfaction. Burnout has a calculated t of −3.016, also below −1.669, with a significance of 0.004 < 0.05, so 
it has a negative and significant effect on job satisfaction. Social support has a calculated t of 3.442 > 1.669 
with a significance of 0.001 < 0.05, so it has a positive and significant effect on job satisfaction. Hence, H1, 
H2, and H3 are accepted. 

Simultaneous test (F-test). Table V shows a calculated F of 15.854 > F table of 2.518 with a significance of 
0.000 < 0.05. Hence, H4 is accepted: workload, burnout, and social support simultaneously have a significant 
effect on the job satisfaction of inpatient nurses at RSUD Brebes. 

TABLE V.  ANOVA (SIMULTANEOUS F-TEST) 

Model 
Sum of 
Squares 

df Mean Square F Sig. 

Regression 1673.707 3 557.902 15.854 0.000 

Residual 2217.009 63 35.191   

Total 3890.716 66    

Dependent variable: Job Satisfaction. Predictors: (Constant), Social Support, Burnout, Workload. Source: 
SPSS output. 

Coefficient of determination. Table VI shows an Adjusted R Square of 0.403, or 40.3%. This indicates that 
workload, burnout, and social support explain 40.3% of the variation in job satisfaction, while the remaining 
59.7% is explained by other factors outside the research model. 

TABLE VI.  MODEL SUMMARY 

Mod
el 

R 
R 

Square 
Adjusted 
R Square 

Std. Error of 
the Estimate 

1 0.656 0.430 0.403 5.93217 

Predictors: (Constant), Social Support, Burnout, Workload. Dependent variable: Job Satisfaction. Source: 
SPSS output. 

E. Discussion 

Effect of workload on job satisfaction. Workload has a negative and significant effect on the job satisfaction of 
inpatient nurses at RSUD Brebes, with a regression coefficient of −0.623, a calculated t of −5.226 (below 
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−1.669), and a significance of 0.000 < 0.05. This means that the higher the workload, the lower the nurses' job 
satisfaction. This result is in line with the study by Lestari (2022). Proportional workload management is 
needed so that nurses' job satisfaction can increase. 

Effect of burnout on job satisfaction. Burnout has a negative and significant effect on job satisfaction, with a 
regression coefficient of −0.266, a calculated t of −3.016 (below −1.669), and a significance of 0.004 < 0.05. 
This means that the higher the burnout, the lower the nurses' job satisfaction. This result is in line with the 
study by Sukma and Sandora (2024). Managing physical and emotional fatigue and providing adequate rest 
time are needed to reduce burnout. 

Effect of social support on job satisfaction. Social support has a positive and significant effect on job 
satisfaction, with a regression coefficient of 0.521, a calculated t of 3.442 > 1.669, and a significance of 0.001 < 
0.05. This means that the better the social support, the higher the nurses' job satisfaction. This result is in line 
with the study by Oktarina (2023). Support from supervisors and colleagues needs to be improved through 
good communication and cooperation. 

Simultaneous effect of workload, burnout, and social support on job satisfaction. Workload, burnout, and social 
support simultaneously have a significant effect on the job satisfaction of inpatient nurses at RSUD Brebes, 
as evidenced by a calculated F of 15.854 > F table of 2.518 and a significance of 0.000 < 0.05, so H4 is 
accepted. The Adjusted R Square of 0.403 shows that the three variables explain 40.3% of job satisfaction, 
while 59.7% is influenced by other factors. Therefore, managing workload, controlling burnout, and 
increasing social support need to be undertaken to improve nurses' job satisfaction. 

IV. CONCLUSIONS 

Based on the results and discussion, it can be concluded that: (1) workload has a negative and significant 
effect on the job satisfaction of inpatient nurses at RSUD Brebes; (2) burnout has a negative and significant 
effect on the job satisfaction of inpatient nurses at RSUD Brebes; (3) social support has a positive and 
significant effect on the job satisfaction of inpatient nurses at RSUD Brebes; and (4) workload, burnout, and 
social support simultaneously have a significant effect on the job satisfaction of inpatient nurses at RSUD 
Brebes. 

Based on the results of the study, the following suggestions are offered. First, RSUD Brebes is advised to 
manage workload proportionally by adjusting task distribution and work schedules, to pay attention to rest 
time in order to reduce burnout, and to increase social support through communication, cooperation, 
attention, and appreciation for nurses. Second, future researchers are advised to add other variables that 
may affect job satisfaction, such as work stress, motivation, work environment, or leadership style, and to 
use a larger number of respondents and a wider range of work units. 
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