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Introduction: Nurses play a pivotal role in the provision of healthcare services both 
within the Indonesian context and on a worldwide scale. The development of nursing 
competence is crucial in order to guarantee the provision of high-quality healthcare 
services. To examine the elements that are linked to the enhancement of nurse 
competence by means of the adoption of nursing career paths within hospital settings in 
Indonesia. 
Methods: A descriptive analytical design, utilising a cross-sectional approach with a 
sample size of 197 nurses. The data was obtained by administering a meticulously 
evaluated questionnaire, designed by the researchers, to the participants. The 
questionnaire's validity (r=0.361) and reliability (r=0.933) were thoroughly assessed. The 
analysis of the research data was conducted utilising multiple linear regression tests. 
Results: As established through the use of multiple linear regression tests, demonstrate 
a statistically significant positive association (p<0.05) between organisational loyalty, 
organisational support, guidance, and financing, and the implementation of nurse 
competence quality. The obtained coefficient of determination was 0.260, suggesting 
that the four independent variables considered in this study have the ability to 
collectively account for 26% of the variability observed in the implementation of nurse 
competence quality. It is important to note that the remaining variation is likely 
impacted by additional factors not included in the analysis. The guiding element has 
been identified as the primary determinant in the cultivation of quality competence 
within hospital settings while implementing nursing career routes.  
Conclusion: The present study establishes that factors such as organisational loyalty, 
organisational support, mentorship for nurses, and financial resources for career 
advancement have a significant impact on the enhancement of nursing competency 
along the career trajectory within hospital settings. The variable exerting the most 
significant influence is the provision of instructions for nurses.  
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INTRODUCTION  
Hospitals play a crucial role as integral components of the public healthcare system, significantly impacting 

international health by addressing both immediate and long-term medical needs. As global health challenges like 
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pandemics, chronic diseases, and health disparities continue to rise, the effectiveness of healthcare systems 
becomes increasingly crucial. On the other hands, nurses have a prominent and vital role in delivering healthcare 
services to patients inside hospital settings. According to Hodgson and Scanlan (2013) and Mashuri, (2021), these 
individuals serve as the primary providers of direct care to those requiring therapy (1,2). In the context of a rapidly 
evolving healthcare landscape characterised by intricate systems, the significance of nurses in the provision of high-
quality healthcare services is amplified. The enhancement of nurses' abilities is a crucial determinant in ensuring 
their ability to properly carry out their responsibilities and deliver safe and efficient healthcare services to patients. 
Nursing competence encompasses a comprehensive range of knowledge, skills, and attitudes that are essential for 
nurses to effectively provide high-quality healthcare services (3,4). The foundation of professional nursing practise 
is in the possession of robust nursing competence, which enables nurses to deliver healthcare services of 
exceptional quality. This is achieved by the comprehensive comprehension, effective application, and diligent 
execution of their duties in alignment with elevated benchmarks (5). The effective integration of competency 
quality within healthcare systems necessitates adherence to established policies, which encompass the judicious 
allocation of nurses to their respective positions in nursing services in accordance with their credentials. In order to 
facilitate the progression of nurses' professional trajectories, it is imperative for management to hold the capacity 
to discern and acknowledge the distinct career needs of nurses at various levels of proficiency (6,7).  

In Indonesia, the regulation that governs the development of nurse competency is Minister of Health 
Regulation no. 40 of 2017. This regulation offers detailed rules for ensuring the quality of nurse competence and 
outlines the many career routes that are open to professional nurses. This regulatory framework delineates four 
distinct professional trajectories for nurses, encompassing the roles of Clinical Nurse, Nurse Manager, Nurse 
Educator, and Nurse Researcher. Clinical nurses are tasked with the provision of direct nursing care to patients and 
communities, whereas nurse managers have the responsibility of overseeing nursing services across different levels 
of management. Nurse educators primarily dedicate their efforts to instructing students inside nursing institutions, 
whereas nurse researchers are involved in conducting research related to nursing and activities (1,8,9). 
Nevertheless, the practical application of this regulation may encounter numerous obstacles and variables that can 
impact the advancement of nursing proficiency. 

The competence of nurses is of utmost importance in maintaining the standard of healthcare, as it is 
intricately connected to their performance, satisfaction in their role, and rate of absenteeism (4,10–12). The 
development of nursing competencies is of utmost importance. Nevertheless, there exist a multitude of internal 
and external elements that have the potential to impede or support nurses in the acquisition of these competences 
(4,13). Several studies have extensively reported the factors that influence the quality of nursing competence. 
According to Rizany et al. (2018), a systematic review has indicated that the development of competency is an 
ongoing process that involves the enhancement of knowledge, attitudes, and skills (14). This process is influenced 
by multiple factors, including work experience, the specific nursing environment, educational attainment, 
adherence to professionalism, critical thinking abilities, and personal characteristics. Moreover, Liu and 
Aungsuroch, (2018) did an integrative literature analysis which suggests that characteristics pertaining to the 
competency of nurses can be categorised into sociodemographic, professional-related, and work environment 
variables. However, there is a scarcity of empirical studies on this topic. Therefore, it is imperative to take into 
account the various elements that impact nursing competency in order to facilitate future research endeavours 
(15). Nevertheless, there exists a dearth of comprehensive study elucidating these aspects, specifically within the 
framework of implementing regulated nursing career routes. 

Thus far, no research has been identified that investigates the elements that influence the development of 
nursing competence quality through the adoption of career pathways in Indonesia. This study has the potential to 
address the existing vacuum in knowledge by investigating cultural variations, responder demographics, and the 
distinctiveness of the healthcare setting in Indonesia, which may diverge from other nations. The outcomes of this 
study will yield more comprehensive perspectives and more robust generalisations concerning the determinants 
that impact nursing proficiency across diverse settings. Furthermore, it is imperative to further investigate the 
precise ways in which these elements continuously influence the development of nursing competence. It is 
imperative to thoroughly examine the various elements that contribute to a nurse's competence in order to acquire 
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a comprehensive understanding of how both internal and external factors influence their competency. Additionally, 
by effectively managing these aspects, it is possible to strengthen a nurse's competency (13). By acquiring a more 
comprehensive comprehension of these variables, it is anticipated that various stakeholders in the healthcare 
sector, such as governmental bodies, healthcare organisations, and nurses themselves, would be able to implement 
more efficacious measures to augment the proficiency growth of nurses, consequently leading to an enhancement 
in the calibre of healthcare provisions. 

The correlation between the advancement of nursing competences and the trajectory of nursing career paths 
has heightened significance inside the more intricate landscape of healthcare. By comprehending the impact of 
these elements on the acquisition of nursing competences, hospitals and healthcare organisations may strategize 
and execute efficient career development initiatives, so enabling nurses to continually enhance their skills and 
deliver exceptional patient care. Hence, the primary objective of this research was to investigate and comprehend 
the diverse elements that influence the enhancement of nursing competence quality via the implementation of 
career pathways in Indonesia. 

Hence, the primary objective of this research was to investigate and comprehend the diverse elements that 
influence the enhancement of nursing competence quality via the implementation of career pathways in Indonesia. 
The specific research questions are: 1) What are the demographic characteristics of the nursing staff in Indonesian 
hospitals, and how do these characteristics correlate with their competency levels? 2) What are the key internal 
and external factors influencing the development of nursing competence in Indonesia? 3) How do the various career 
pathways impact the acquisition of nursing competencies? 4) How do factors such as organizational support, 
guidance, and financing contribute to the enhancement of nursing competence and overall healthcare quality in 
Indonesia? 

 
METHOD  
Study design 
A cross-sectional study was performed 
Participant 

A sample of 197 clinical nurses was selected via proportional random sampling from a population of nurses 
working in 20 inpatient rooms. This method ensured that each inpatient room contributed nurses to the sample in 
proportion to its size in the overall population, maintaining the representativeness and diversity of the nurse 
population. G power analysis was conducted based on the total sample size of 197 with 14 predictors, a medium 
effect size, an F test, and linear multiple regression, yielding an actual power of 0.91. This indicates that the sample 
size is sufficient to detect a medium-sized effect with a 91% probability, assuming such an effect exists in the 
population. Eligibility criteria for nurses in Tangerang, Indonesia included being employed at a general hospital, 
possessing a minimum educational background of a Diploma, and having at least one year of work experience. 
 
Data collection 
 The data collection period spanned from November 2019 through March 2020. The researcher met 
potential volunteers in their respective clinical settings and furnished them with pertinent information on the study. 
Participants who provided their consent were requested to sign a document affirming their agreement, followed 
by the completion of the survey. The researcher was present during the participant's completion of the 
questionnaire in order to address any potential inquiries and to retrieve the finished form. During the data collection 
phase, the individuals responsible for overseeing the room and the structural department will collaborate to 
facilitate the dissemination of questionnaires among the nursing staff. 
 
Measurement 
 The measurement instrument was a questionnaire developed by the researchers themselves and divided 
into three sections: 
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Part one consists of questions related to the respondent's demographic data include: gender, status of 
employment, education, clinical nurse competencies, ners’ age, and length of service. This data is not directly 
related to the research variables, but can be used as a basis for discussing the results.  

Section two consists of questions to measure the analysis of factors influencing the development of nurse 
competence quality, which includes training composed of seven questions with four answer choices ranging from 
1= never to 4= very often; competence composed of 17 questions with four answer choices ranging from 1= strongly 
disagree to 4= strongly agree, nurse commitment composed of seven questions with four answer choices ranging 
from 1= never to 4= very often; organizational loyalty composed of six questions with four answer choices ranging 
from 1= never to 4= very often; organizational support composed of six questions with four answer choices ranging 
from 1= never to 4= very often; employee recognition composed of nine questions with four answer choices ranging 
from 1= strongly disagree to 4= strongly agree; mentoring composed of five questions with four answer choices 
ranging from 1= never to 4= very often; and financing composed of four questions with four answer choices ranging 
from 1= strongly disagree to 4= strongly agree.  

In part three, this questionnaire was developed and compiled to measure the implementation of nursing 
career paths in hospitals. Measuring the implementation of a nursing career path starting from planning, 
implementation and career development with answers (1=strongly disagree to 4=strongly agree). The number of 
question points to measure a nurse's career path is 17 questions. 

The instrument has been tested for validity and reliability on 30 respondents with similar nurse 
characteristics in other hospitals showing the r value (Corrected item-total correlation) is less than the r table value 
(r = 0.361). The reliability test result of r alpha=0.933 is greater than the r table value.  
 
Analyses 

The analysis employed the Pearson product moment correlation to examine the relationship between 
variables, whereas the final modelling utilized Multiple Linear Regression. The study employed the Pearson Product 
Moment Correlation analysis to assess the association between a set of independent variables, including gender, 
employment status, education, age, length of service, clinical experience, training, expertise, commitment, nurse 
loyalty, organizational support, nurse appreciation, guidance, and financing, and the dependent variable of nurse 
competence quality in Indonesian hospitals. The findings of the correlation study demonstrate the magnitude of 
the association between the variables under investigation. In contrast, the technique of Multiple Linear Regression 
was employed to ascertain the variables that exert a more substantial impact on the dependent variable. This study 
utilized multiple linear regression analysis to examine the collective impact of various variables, including gender, 
employment status, education, age, length of service, clinical experience, training, expertise, commitment, nurse 
loyalty, organizational support, nurse appreciation, guidance, and financing, on the quality of nurse competence 
within nursing career trajectories. Each independent variable was assessed separately in terms of its association 
with the dependent variable. In the multivariate model, those variables that exhibited a p-value of less than 0.25 in 
the bivariate analysis were included. In order to assess the collective impact of variables that displayed a relatively 
robust correlation with nurse competence, a multiple linear regression model was constructed, using these 
variables as predictors of the dependent variable. The analysis was conducted utilising the SPSS software (version 
23). 

 
Ethical consideration 
  The present study successfully obtained ethical approval from the ethical committee of Univeritas 
Muhammadiyah Jakarta, Indonesia with the reference number 215/S2/FIK-UMJ/2019.  

 
RESULTS  
Demographic Characteristics  

The demographic data collected from a sample of 179 respondents revealed that the majority of participants 
were female, accounting for 171 individuals (86.8%). In terms of employment status, 86 respondents (43.7%) 
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identified themselves as civil servants. Furthermore, the highest degree of education reported by the participants 
was an Associate Degree in Nursing, with 146 individuals (74.1%) holding this qualification. Lastly, the majority of 
respondents indicated a competency quality level of Clinical Nurse PK III, with a percentage of 44.7%. 
 
Factors that influence the development of quality competencies through the career path of nurses in hospitals 
An overview of the factors that influence the development of quality nursing competence 

A comprehensive overview of the various factors that impact the cultivation of high-quality nursing 
competency within the framework of a nursing career trajectory is as follows: 
 
Table 1. An overview of the factors that influence the development of quality nursing competency through the implementation 
of a nursing career path 

Variable Mean-Median 
Standard of 
Deviation 

Minimal-Maximal 

Ners’ Age 35.96 – 35.00 8.377 24-55 

Length of Service 10.79 – 09.00 8.373 1-39 

Training 16.46 - 17.00 2.73 10.00 – 22.00 

Expertise 49.41 - 49.00 3.32 41.00 – 58.00 

Commitment 16.20 - 16.00 3.41 9.00 – 25.00 

Loyalty to the organization 14.40 - 14.00 2.40 9.00 – 20.00 

Organizational support 13.86 - 14.00 2.32 9.00 – 19.00 

Rewards 23.38 - 23.00 2.49 18.00 – 29.00 

Guidance 11.08 - 11.00 2.48 6.00 – 17.00 

Financing 10.40 - 10.00 2.34 5.0 – 16.00 

 
The analysis of Table 1 reveals notable variances in the age and length of service among nurses, suggesting 

a diverse range of experiences within this group. Furthermore, it is noteworthy that nurses engage in training 
activities on a regular basis, with an average frequency of 16.46 times per year. Moreover, their average level of 
competency stands at 49.41. This demonstrates a comparatively elevated degree of proficiency. Nurses exhibit a 
notable dedication to the institution in which they are employed. According to the findings of this survey, nurses 
hold a favourable opinion regarding the organization's provision of loyalty, support, rewards, guidance, and finance. 

 
Overview of the implementation of nurse career paths in hospitals 

 The assessment of nursing career paths' typical implementation was conducted by analyzing the aspects of 
planning, implementation, and development, as depicted in the table provided. 
 
Table 2. Mean median implementation of nursing career paths 

Career implementation Mean-Median Standar Deviasi Minimal-Maksimal 

Planning  17.17 – 17.00 2.29 12.00 – 23.00 

Implementation 16.15 – 16.00 2.07 11.00 – 21.00 

Development 16.44 – 16.00 2.40 11.0 – 22.00 

 
 Based on the findings presented in Table 2, it can be inferred that the mean evaluation of career path 

planning by nurses is roughly 17.17 (95% CI: 16.84 – 17.49), with a standard deviation of 2.29. This indicates that 
nurses tend to provide positive assessments regarding career path planning in the hospital. Furthermore, the 
average assessment of career path implementation by nurses is approximately 16.15 (95% CI: 15.86 – 16.44), with 
a standard deviation of 2.07. This suggests that nurses give a fairly positive assessment of career path 
implementation based on the indicators of implementation in the hospital. Next, the average assessment of career 
development by nurses is approximately 16.44 (95% CI: 16.10 – 16.78), with a standard deviation of 2.40. This 
indicates that nurses tend to provide positive assessments related to career development based on the career 
development indicators in the hospital. Thus, overall, nurses give positive assessments of aspects related to career 
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paths in the hospital, including planning, implementation, and professional advancement. 
 

Analysis of factors that influence the development of quality competencies through the implementation of nurse 
career paths in hospitals 

The initial stage of this analysis involves assessing the normality of the data by conducting the Kolmogorov-
Smirnov Z Test on all variables. Based on the analysis of the test results, it is evident that the calculated significance 
value surpasses the predetermined alpha value of 0.05. This leads to the conclusion that all the variables under 
consideration exhibit a normal distribution. In this study, the correlation analysis between the independent variable 
and the dependent variable was conducted using a parametric test known as the Pearson Product Moment 
correlation test. The test findings have been documented as follows: 
 
Tabel 3. Correlation test results between the independent and the dependent variable 

Variable 
 Statistic test  

Sig. 
(2-tailed) 

Pearson 
Correlation 

T test Independent 
(Table F) 

Uji One Way Anova 
(Table F) 

Gender  11.806  0.670 

Status    4.808 0.009 

Education   0.188 0.829 

Age   1.482 0.221 

Length of Service 0.001   0.998 

Clinical nurse 0.069   0.336 

Training -0.027   0.707 

Expertise 0.130   0.069 

Commitment 0.323   0.001 

Loyalty  0.251   0.001 

Support  0.385   0.001 

Reward  0.238   0.001 

Guidance 0.395   0.001 

Financing 0.338   0.001 

 
Based on the data presented in Table 3, it is apparent various findings regarding the relationship between 

independent variables and the dependent variable. The variables of gender, education, age, length of service, and 
training do not exhibit a significant influence on the growth of competence quality within the nursing career ladder, 
as indicated by a p-value greater than 0.25. In contrast, there exist several variables that exert a substantial impact 
on the advancement of competence quality within the nursing profession. These variables include employment 
status, clinical nurse designation, nurse competence, organisational commitment, employee loyalty, organisational 
support, employee recognition, guidance, and funding. It is noteworthy that these variables have been found to be 
statistically significant, as indicated by a p-value of less than 0.25. 

The variables eligible for inclusion in the multivariate model are those that have a p-value of less than 0.25 
in their respective bivariate analyses. Based on the aforementioned statistical findings, it is evident that the 
variables warranting further examination in the multivariate analysis include employment status, clinical nurse, 
competence, organizational commitment, employee loyalty, organizational support, employee recognition, 
guidance, and funding. However, the variables of gender, education, age, and duration of service were excluded 
from the multivariate analysis as their p-values were found to be less than 0.25. 
 
Analysis of the influence of independent variables on dependent variables in hospitals 
 Multiple linear regression analysis is used to predict which variables have a greater influence on the 
dependent variable. The formation of the multivariate model is done using the backward method, where all 
variables are included in the model initially, and then independent variables with a p-value > 0.05 are removed from 
the model one by one. The backward method is explained in Table 5 below. 



Journal of Public Health and Pharmacy 4(2):160-171 

Page | 166  
 

Table 4. Backward independent variable to dependent variable 

Variable Sig. Sig. Sig. Sig. Sig. Sig. 

Employment Status 0.633 - - - - - 

Clinical nursing 0.172 0.144 0.157 0.176 - - 

Expertise 0.532 0.501 0.499 - - - 

Commitment 0.180 0.184 0.161 0.151 0.142 - 

Nurse loyalty 0.099 0.088 0.087 0.034 0.032 0.008 

Organizational support 0.029 0.032 0.029 0.018 0.016 0.009 

Reward  0.582 0.615 - - - - 

Mentorship 0.017 0.019 0.013 0.016 0.014 0.004 

Financing 0.030 0.033 0.023 0.025 0.031 0.024 

 
 Based on the data shown in Table 4, it is evident that the variables of job status, clinical nursing, 

competency, dedication, and employee rewards exhibit p-values more than 0.05. Consequently, these variables are 
omitted from the model. This study has undertaken tests to assess assumptions. Based on the results of the 
assumption test, it can be inferred that the Multiple Linear Regression analysis has satisfied the prescribed 
assumptions, thereby enabling the utilisation of the model for predicting the impact of implementing nursing career 
paths on the enhancement of nurse competence quality in Indonesia.  

Table 5. Multivariate Model 

Variable 
 

Coefficients B Coefficients 
Beta 

R Square ANOVA Sig. Sig. N 

Loyalty 0.329 0.174 

0.260 0.001 

0.008 197 

Organizational Support 0.370 0.190 0.009  

Guidance 0.401 0.220 0.004  

Funding  0.320 0.166 0.024  

 
 The variable quality of nursing competence can be accounted for by 26% through the four independent 
variables. Subsequently, the outcomes of the F test conducted in the analysis of variance (ANOVA) revealed a p-
value (sig) of 0.001, while maintaining a significance level (alpha) of 5%. The regression model demonstrates that 
loyalty, organisational support, guidance, and financing have a strong predictive effect on the variable of nurses' 
competence quality. The table provides insights into the variable that exerts the greatest influence on the 
development of nurse competence quality along the nursing career trajectory. The identification of the most 
significant impact of a variable can be achieved by examining the coefficient Beta values. The aforementioned 
multiple linear regression model suggests that the variable exerting the most substantial impact on the 
enhancement of nurse competence quality across the trajectory of a nursing career is employee mentorship, as 
indicated by a coefficient of 0.220. 
 

DISCUSSION 
According to recent modelling, several aspects contribute to the development of competence within the 

nursing career progression. These factors include loyalty, organizational support, direction, and financial resources. 
This aligns with prior scholarly investigations that elucidate how the continuous advancement of science and 
technology prompts organizations to bolster the proficiency of nurses by means of career assistance, guidance 
provision, and budgetary strategizing in order to effectively implement and improve the quality of nurse 
competencies (15). Additional studies have indicated that the incorporation of competency-based quality measures 
into healthcare institutions is contingent upon factors such as nurses' organisational loyalty, support from the 
organisation, provision of guidance to nurses, and financial resources (16,17). 

There exists a notable correlation between the level of nurse competence and the variable of organizational 
loyalty (18). The motivation of nurses plays a crucial role in the enhancement of nursing resources within hospital 
settings. To achieve the overarching objective of human resource management, which is to enhance productivity, 
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foster loyalty, promote job satisfaction, and cultivate positive work motivation among nursing personnel, it is 
imperative for managers to engage in strategic planning. Recent college graduates often exhibit low levels of loyalty, 
which can be attributed to excessively high expectations. This phenomenon is not limited to this demographic, as 
professional groups also experience a similar trend, wherein loyalty is primarily directed towards the profession 
itself. To cultivate loyalty among nurses, organizations employ effective human resource practices, such as strategic 
planning and career development initiatives (19). According to Wang et al. (2020), it is imperative for nurses to 
demonstrate a strong commitment and foster a culture of professionalism within the organizational context. The 
research conducted by Sastradijaya (2020) demonstrates that nurse career planning has a significant role in 
enhancing their competency in the context of human resource management. Furthermore, according to Solehudin 
et al. (2022), the rise in demand for human resources is attributed to the presence of dedicated personnel who 
possess professional competencies within their respective domains. 

The study on the impact of organizational support on the development of competency quality reveals that 
there is a significant relationship between organizational support and the quality of nurse competence. The study 
examines the relationship between career development and performance among nurses, with a sample size of 264 
nurses. The research findings indicate that engagement in training programmes, involvement in leader-member 
exchanges, and receiving career mentorship are all positively correlated with nurses' attitudes. According to 
Hermawati and Yosiana (2021), there exists a correlation between organisational support and career advancement. 
The findings of this study suggest that there is a positive correlation between organisational support and nurse 
performance. However, this relationship is contingent upon the perception of career opportunities within the 
organisation, which is based on the competence of nurses as determined by human resource management 
practises. The study further reveals that Competent Base Human Resources Management (CBHRM) in nursing is 
influenced by various organisational factors, such as organisational size, culture, nature, human resource policies, 
and the type of organisation (24). The career development of a nurse is influenced by various factors, including the 
support provided by the HR department. Lúcia et al. (2017) highlight that the HR department plays a crucial role in 
facilitating career development by offering information on available career paths and assisting in the planning of a 
nurse's career (25). 

The impact of guidance on the level of nursing competence has considerable importance. According to 
Woolnough and Fielden (2017), the study on guidance for nurses in health services demonstrates the effectiveness 
of providing support and direction to nurses in terms of career development and implementing ways to enhance 
their professional growth (26). Human resource management encompasses various aspects pertaining to the 
cultivation, utilisation, and safeguarding of human resources. Coaching is implemented within the framework of 
examining potential and enhancing the calibre of productive human resources. According to Rivai (2003), mentors 
play a crucial role in offering guidance and recommendations to nurses in order to enhance their professional 
trajectory (27). According to Moran et al. (2011), the implementation of mentorship programmes and the provision 
of continuing education and training opportunities are crucial factors for hospitals to consider in order to facilitate 
the professional development of nurses. Mentors or those who offer assistance play a pivotal part in facilitating 
nurses' comprehension of their professional trajectories, surmounting obstacles, and augmenting their 
proficiencies (28). Hence, it is imperative for hospital management and human resources departments to prioritise 
the establishment of impactful mentorship programmes as a means to enhance nurse competence and foster 
successful career advancement within the healthcare industry. However, implementing effective guidance and 
mentorship programs in hospital settings faces several barriers and challenges, including financial constraints, lack 
of qualified mentors, and variability in nurse motivation and loyalty. To address these challenges, hospitals can 
explore partnerships with educational institutions, seek funding through grants, and develop incentive programs to 
attract and retain qualified mentors, thereby ensuring the sustainability and effectiveness of mentorship programs. 

According to Sinambela and Poltak (2019), the cost factor is a significant determinant in the enhancement 
of nursing competence within hospitals located in the Tangerang district of Banten Province, Indonesia (29). The 
authors assert that the cost factor is among the key considerations in the implementation of measures aimed at 
improving the quality of nurse competence. The study conducted in Oman examined the many elements that 
impact the level of competence. A total of 80 participants were included in the study. The findings revealed a 
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significant association between financing and career trajectories, as indicated by a p-value of 0.001. Additionally, it 
was observed that numerous organisations see human resource development to be contingent upon investment 
and owned assets assets (29). The significance of the cost element in the enhancement of nurse proficiency is in 
the allocation of resources necessary for training, ongoing education, and the cultivation of skills. Various resources, 
such as financial support for training, availability of state-of-the-art medical technology, and the acquisition of books 
and training materials, can significantly impact the degree to which nurses are able to develop their professional 
competence. In addition, the cultivation of nursing proficiency is a strategic endeavour that has the potential to 
provide substantial advantages for healthcare institutions and their clientele. Nurses that possess a high level of 
competence have been seen to deliver care of superior quality, mitigate the likelihood of medical errors, and 
enhance patient satisfaction. Hence, it is imperative for healthcare institutions to devote a sufficient budget 
towards the enhancement of nursing competency 

Nurse professional career development, as exemplified by nurse competency quality, is a systematic 
approach aimed at enhancing performance and professionalism within the nursing profession. This approach 
focuses on the augmentation of competence, which subsequently leads to improved professional performance 
[5,9]. The concept of competency quality refers to the degree of skill required to provide responsible and ethical 
nursing care within the boundaries of one's authority (30). Enhancing the level of nurse competency has the 
potential to enhance the provision of professional nursing services. According to Collins et al. (2020), the nurse 
competency quality programme is intended to foster and incentivize the attainment of clinical excellence. The 
advancement of nurses' careers, with respect to awards, can manifest through recognition for increased levels of 
expertise and responsibility, accompanied by tangible rewards that align with the professional competence 
exhibited at each career stage. Professional nurses are required to possess the capacity for rational thinking, 
adaptability to environmental circumstances, self-awareness, experiential learning, and self-actualization. 
Therefore, the enhancement of their professional competence can be achieved (5,25). 
 
Implications for Public Health 

Implementing nurses can propose and plan the development of quality competence through strengthening 
and increasing the competence of nurses in providing nursing services. Hospital management must be committed 
that the nurse competency quality program is designed to inspire and appreciate the clinical excellence of nurses. 

 
Limitations and Recommendations for Future Research 

The limitation of this study is that the obtained results do not have a direct impact on addressing a nursing 
management problem, particularly those pertaining to organisational loyalty, organisational support, guidance for 
nurses, financing, and the implementation of nurse competence quality. It is important to note that the application 
of nurse competencies in hospitals can be influenced by various other factors. Nevertheless, this research serves as 
a crucial component in the development of strategies for enhancing nursing management (25,32). The application 
of nurse competence is a phenomena that encompasses the involvement of individuals within an organization [8]. 
The determination of factors that impact the implementation of nurse competence quality is derived from the 
evaluation of the ward nurse, resulting in an assessment that is currently limited to the ward nurse alone, with no 
corresponding evaluation of the nursing staff (33,34). 
 The present study employed a sample of 197 nurses who were selected from hospitals located in Indonesia. 
Although the sample size provided in this study offers insights into a segment of the nursing community in 
Indonesia, it is important to acknowledge that it may not fully capture the breadth of variety that exists throughout 
the entire nation. Hence, it is important to acknowledge that the outcomes of this study may possess limits in terms 
of their applicability to the broader nursing community across different nations.  

Furthermore, the present investigation utilized a cross-sectional methodology, wherein data was gathered 
at a singular moment in time. This factor can present difficulties in establishing causal links between the variables 
being examined. The cross-sectional nature of the study restricts the ability to establish causal relationships. Future 
research employing longitudinal designs would be beneficial to confirm these findings and explore causal pathways 
more definitively. Moreover, while this study has successfully identified a number of influential components, it is 
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important to acknowledge that there exist numerous additional variables that may also exert substantial effects on 
the enhancement of nursing competence. Future investigations may need to consider factors such as the 
geographic location of hospitals or the geographic regions in which nurses work, as these factors have the potential 
to influence the development of nurse competence. 
 

CONCLUSION 
The present study posits that factors such as organisational loyalty, support from the organisation, guidance 

provided to nurses, and financial resources for career development have a significant impact on the enhancement 
of competency quality along the career trajectory of nurses within hospital settings. The variable exerting the most 
significant influence is the provision of instructions for nurses. It is vital to comprehend the influence of these 
aspects on the development of nursing competence within the dynamic realm of healthcare. These insights can be 
utilised by hospitals and healthcare organisations to strategically design and implement career development 
programmes. This will enable nurses to consistently improve their skills and knowledge, ultimately leading to the 
delivery of high-quality care to patients. 
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