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Introduction: Based on data from the Indonesian Health Survey, the stunting rate in South Kalimantan 

Province in 2023 reached 24.7%. The target for reducing the national stunting rate in 2024 is 14%. 

Nutrition practitioner play a diverse and crucial role in handling stunting, from assessment and education 

to policy intervention and advocacy. This study aims to determine the effect of competence, appreciation 

and geographical proximity on the performance of nutrition practitioner with management span as a 

moderating variable in preventing stunting cases.  

Methods: This type of research is observational analytic with a cross-sectional design. The location of 

this research is at the Health Center in the working area of the South Kalimantan Provincial Health Office 

and the duration of the research is 2 months. The sample of this research is 280 respondents who were 

taken using the cluster sampling technique. The data collection method uses a questionnaire. Ethical 

approval was obtained from the Health Research Ethics Commission of the Faculty of Medicine and 

Health Sciences, Lambung Mangkurat University with number No.067/KEPK-FKIK ULM/EC/V/2024 

and participants signed the Informed Consent. 

Results: The findings show that geographical proximity (t = 0.658, p = 0.510) has no significant effect 

on TPG performance, indicating that the distance between program targets and TPG members does not 

influence outcomes. In contrast, competence (t = 5.404, p = 0.000), rewards (t = 3.766, p = 0.000), and 

management range (t = 2.577, p = 0.010) have a significant positive impact on performance, where higher 

competence and more frequent rewards lead to improved results. The results further demonstrate that 

management range strengthens the effect of both rewards (t = 3.872, p = 0.000) and competence (t = 

3.549, p = 0.000) on performance, indicating that effective coordination enhances their impact. However, 

the interaction between management range and geographical proximity (t = 0.742, p = 0.458) is not 

significant, suggesting that distance does not moderate the influence of management range on 

performance. 

Conclusion: Competence and reward is the factor influencing performance, while geographical proximity 

do not show significant influence. Competence, rewards, geographical proximity, and management span 

simultaneously influence performance with a contribution of 71% (R² = 0.710). This finding suggests the 

need for organizations to focus on improving TPG competencies through continuous training, skill 

development, and knowledge enhancement. In addition, it is important to explore other factors outside 

the research model that may have a significant impact on performance, including intrinsic motivation and 

better work system support. 
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INTRODUCTION  
Stunting is a condition where a person's height is less than normal based on age and gender (1). The World 

Health Organization (2021) said that the incidence of stunting in the world reached 22% or 149.2 million in 2020. 

The results of the Indonesian Nutritional Status Survey (SSGI) by the Ministry of Health showed that the prevalence 

of stunting in Indonesia fell from 24.4% in 2021 to 21.6% in 2022. South Kalimantan is one of the provinces with 

stunting incidents that experienced an up and down trend in 2021 stunting in South Kalimantan reached 30.0% and 

in 2022 decreased by 24.6%. Based on data from the Indonesian Health Survey (SKI), the stunting rate in South 

Kalimantan Province in 2023 reached 24.7% (2, 3). The target for reducing the incidence of national stunting in 2024 

is 14% (4). This picture makes stunting a major threat to the quality of society which will affect the nation's 

competitiveness. This is because stunted children experience disturbances in physical growth (short stature/dwarfism) 

and brain development, which will affect their abilities and achievements in school, productivity and creativity at a 

productive age (5). 

Appropriate intervention through a combination of sensitive and specific nutritional interventions has been 

shown to reduce the prevalence of stunting by >3% per year. The most effective program components between 1986-

2015 were nutrition education, nutrition counseling, child growth promotion, immunization, hygiene sanitation and 

social safety nets. Nutrition practitioner in the field play an important role in operationally implementing various 

nutrition programs through the Public Health Efforts Sector (UKM) at the Health Center. Nutrition practitioner play 

a diverse and crucial role in handling stunting, from assessment and education to intervention and policy advocacy. 

Through the performance of nutrition practitioner who help ensure that children get the nutrition they need to grow 

and develop properly, and contribute to efforts to reduce the prevalence of stunting. Therefore, it is necessary to 

evaluate the performance of nutrition practitioner at the health center so that the program being run can run effectively 

and efficiently (6).  

Performance is defined as the work results achieved by a person or group of people in an organization 

according to their authority and responsibility (7). According to Gibson Et Al (2012), performance is influenced by 

individual factors (abilities and skills, background, demographics, and task perceptions), psychological factors 

(perceptions, attitudes, personality, learning and motivation) (8). Ainsworth, Smith and Millership (2002), 

performance is influenced by role clarity, competence, environment, fit between organizational values and rewards 

(9). Michael Armstrong (2017) explains that performance is influenced by abilities and skills, motivation, work 

environment, leadership, rewards and organizational factors (resources, leadership, rewards, job structure and design) 

(10).  

Salam's research (2022) related to performance states that competence has a significant effect on the 

performance of employees of the South Sumatra Provincial Health Office (P = 0.002). This shows that if competence 

increases, employee performance will also increase, conversely if competence decreases, employee performance will 

also decrease (11). According to Nurlindah's research (2018) there is no relationship between competence and 

performance (P = 0.488) [12]. Rewards are also a motivator for employees to work in a company (13). Sari LN's 

research (2022) shows that there is a relationship between reward provision and employee performance (p = 0.00) 

(14). On the other hand, according to Noorhidayah's research (2023), there is no relationship between rewards and 

the performance of health workers with a significant value (p=0,221) (15). 

Research according to Arifin S (2021) good process performance is influenced by internal domicile in the 

fostered village (p = 0.001) (16). The geographical proximity factor is interpreted as the location or position of a 

place compared to the position of other areas on earth which also influences performance. Geographical conditions 

are one of the most dominant factors influencing the accessibility of health services because everything related to 

geographical conditions. Coordination efforts are also made in its implementation, this is closely related to the 

management span. The management span is the number of employees or subordinates who can be effectively 

controlled by a manager or supervisor at one time. To choose a management span, managers must consider the 

relationship between managers and subordinates in two groups of two or more, as well as pay attention to the one-to-

one relationship directly with subordinates (17).  

Based on the description, the purpose of this study is to determine the effect of competence, awards, and 

geographical proximity on the performance of nutrition practitioners in South Kalimantan Province. In addition, 

analyzing the role of management span as a moderating variable. 
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METHOD  

This study is an analytical observational study with a cross-sectional design. The population in this study 

were all nutrition practitioner at health centers in the work area of the South Kalimantan Provincial Health Office in 

2023, totaling 692 people. The research sample 280 nutrition practitioner with a minimum education of D3 Nutrition 

and a minimum work period of 3 months. The sampling method used the cluster sampling technique. The location of 

this study was at the Health Center in the work area of the South Kalimantan Provincial Health Office. The research 

instrument used a questionnaire that had been tested for validity and reliability. Data collection was carried out 

through an offline survey for two months in July-August 2024. Respondents were given a consent form and 

instructions for filling out the questionnaire. Performance measurement in this study was conducted using a 

combination of methods, namely self-reported questionnaires from respondents and objective data, such as work 

target achievements and annual performance evaluations, to enhance the validity of the findings. 

Data analysis used the Partial Least Square (PLS) method, with a normality test performed using AMOS 

software version 24.0. In addition, a multicollinearity test was performed by examining the correlation matrix 

between independent variables to identify the potential for very high relationships between variables that could cause 

bias. To test the hypothesis, this study used the Structural Equation Modeling (SEM) approach, which allows analysis 

of the relationship between latent and observed complex variables. In this study, several steps were taken to control 

potential confounding variables that could affect the relationship between independent and dependent variables. 

Factors such as age, length of service, and workload of nutritionists were controlled through stratification techniques 

and covariate analysis. In addition, alternative models were tested to show whether other variables, such as education 

level or work motivation, had a significant effect on the performance of nutrition practitioners. A moderation 

regression test was conducted to test how far the range moderated the management of the relationship between 

competence, rewards, and geographic proximity to the performance of nutritionists. 

 

Ethical Approval 
This study has received approval from the Health Research Ethics Committee of the Faculty of Medicine and 

Health Sciences, Lambung Mangkurat University with approval number No.067/KEPK-FKIK ULM/EC/V/2024. All 

participants of the nutrition practitioner of the health centers in the working area of the South Kalimantan Provincial 

Health Office have given their consent before participating in the study. The confidentiality of all participants is 

strictly maintained during the research process. 

 

RESULTS  
Based on table 1, shows that the subjects in this study were more female (83.90%) than male (12.10%). An 

overview of the age category obtained that the subjects in this study were aged 20 years to 65 years (M = 35.69; SD 

= 8.97) with the majority being in the age category 31-44 years (48.21%). The description of the last education range 

was found to be diverse, namely from SMA equivalent, Diploma III, Diploma IV, Strata one (S1), to Master (S2) 

which in this study was dominated by TPG Diploma III graduates (58.57%). The length of service of the subjects 

was also found to be between 1 year and 35 years (M = 10.62; SD = 8.49) with the majority having worked for 1-10 

years (59.64%). Positions were found to vary, but the position as Nutrition Program Coordinator/Manager was more 

dominant (76.78%).  

 
Table 1. Characteristics of Research Subjects 

No Characteristics  Category Frequency % 

1 Gender  
Male 

Female 

45 

235 

16,10 

83,90 

2 Age 

< 31 Years 

31 – 44 Years 

> 45 Years 

96 

135 

49 

34,29 

48,21 

17,50 

3 Education 

Senior High School 

Diploma III 

Diploma IV 

S1 

1 

164 

37 

63 

0,36 

58,57 

13,21 

22,50 
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S2 15 5,36 

4 Length of Working Period 

1 – 10 Years 

11 – 20 Years 

> 20 Years 

167 

76 

37 

59,64 

27,14 

13,22 

5 Position 

Nutriologist / Nutritionist Nutrition 

Program Coordinator / Manager Other 

54 

215 

11 

19,29 

76,78 

3,93 

Source: Primary Data  

 

The results of the study in table 2 show that geographical proximity (t = 0.658, p = 0.510) has no significant 

effect on TPG performance, indicating that the distance between program targets and TPG members does not 

influence outcomes. In contrast, competence (t = 5.404, p = 0.000), rewards (t = 3.766, p = 0.000), and management 

range (t = 2.577, p = 0.010) have a significant positive impact on performance, where higher competence and more 

frequent rewards lead to improved results.  

 
Table 2. Interpretation of direction and significance of influence between variables 

Influence between Variables T statistic (|O/STDEV|) P values Description 

Geographic Proximity -> Performance 0.658 0.510 
Insignificant 

influence 

Competence -> Performance 5.404 0.000 Significant effect 

Rewards -> Performance 3.766 0.000 Significant effect 

Range Management -> Performance 2.577 0.010 Significant effect 

Source: Primary Data  

 

The results of management span moderation on the relationship between competence, rewards, geographic 

proximity, and performance can be seen in table 3. The results show that management range strengthens the effect of 

both rewards (t = 3.872, p = 0.000) and competence (t = 3.549, p = 0.001) on performance, indicating that effective 

coordination enhances their impact. However, the interaction between management range and geographical proximity 

(t = 0.742, p = 0.458) is not significant, suggesting that distance does not moderate the influence of management 

range on performance.  

 
Table 3. Moderation Analysis of Management Span on the Relationship between Competence, Rewards, Geographical Proximity 

and Performance 

No Variable Relationship T statistic (|O/STDEV|) P values Description 

1 
Management Range x Geographic Proximity -

> Performance 
0.742 0.458 No Moderation 

2 
Range Management x Competence -> 

Performance 
3.549 0.000 Significant Moderation 

3 
Management Range x Rewards -> 

Performance 
3.872 0.000 Significant Moderation 

Source: Primary Data  

 

DISCUSSION 
This study involved 280 Nutrition Management Workers (TPG) spread across health centers in South 

Kalimantan. The majority of respondents were female (85.3%), had an average age of 35.33 years, and most had a 

Diploma III education (59%). Most respondents (73.65%) showed high performance. The analysis showed that 

competence and rewards were the main factors influencing TPG performance, while geographical proximity did not 

have a significant effect. Regression analysis revealed that the variables studied contributed 33.5% to performance, 

while 66.5% was influenced by other factors outside this research model. 

Performance is defined as the work results achieved by a person or group of people in an organization 

according to authority and responsibility and influenced by individual factors and psychological factors (8). The 
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findings of this study indicate that performance for TPG can be influenced by competence while awards and 

geographical proximity do not affect performance. The findings of this study are consistent with the findings of 

Ainsworth et al. (2002) which states that competence and awards can affect performance (9). Pramularso's research 

(2018) also found something similar where competence can affect performance, because competence is an important 

part that can improve employee performance (18). However, the results of this study differ from Supiyanto (2015) 

who reported no significant influence of competence on employee performance. This difference in results may be 

due to variations in organizational context, type of work, or characteristics of the respondents studied. Supiyanto 

(2015) studied cooperative employees, while this study focused on nutrition practitioner, who may have different 

competency demands. In addition, other factors such as organizational culture, reward systems, and work 

environment can moderate the relationship between competence and performance (19). 

Al-Gassimi et al (2020) in their research found that competency aspects such as knowledge (cognitive) and 

communication (interpersonal) affect nutrition practitioners so that they need to improve their knowledge and 

communication skills in order to have an impact on improving the nutrition services provided to patients (20). Similar 

research conducted on nurses also found that the better their competency, the better their performance. Thus, TPG 

competency greatly influences their performance in handling stunting cases. Good competency includes knowledge 

(cognitive), skills (technical), and attitudes (interpersonal relationships) needed to carry out tasks effectively (21). 

Competence can be used to predict performance (22). Competence can be used to predict performance (22). 

Competence is a basic characteristic possessed by an individual that is causally related to the fulfillment of the criteria 

required to occupy a position (23). Employee competence needs to be continuously improved so that the quality of 

human resources it has can continue to compete and keep up with developments in the era and technology. Therefore, 

organizations need to conduct employee training, especially for employees who already have special positions and 

tasks that require competence in certain skills where updating knowledge will be useful in improving the quality of 

work results (performance) in the future (24). From a policy perspective, these findings indicate the need to strengthen 

the strategy for developing the competency of nutrition workers through various initiatives. One step that can be 

taken is to continuously improve training and competency development, covering not only technical skills but also 

communication and managerial skills. In addition, the government can implement a competency certification system 

for nutrition workers as a form of professional recognition, which can be the basis for job promotions and 

competency-based incentives. Strengthening supervision and regular technical guidance is also needed to ensure 

increased capacity of nutrition workers in providing more optimal services. 

Then, awards have a significant influence on performance. This is in line with the results of research by 

Herawati et al. (2022) which found that there was a significant influence between awards and employee performance. 

When employees are given awards such as prizes and/or short-term incentives, it will be able to improve the quality 

of employee performance (25). Research by Oktaviana and Wahyono (2020) states that one of the triggers for health 

workers to provide quality services is the attention of superiors in the form of awards for both service and recreation, 

so that good performance will be realized and provide satisfaction to patients (26). Murphy's research (2015) also 

highlights that an effective reward system plays an important role in improving organizational performance by 

combining intrinsic and extrinsic rewards, and not only focusing on salary (27). The main purpose of the award is to 

motivate employees to continue to make optimal contributions, while increasing their satisfaction with their work 

and organization (28). Employee motivation and performance are greatly influenced by the perceived value of the 

awards given. Therefore, good reward management, integrated with organizational design, strategy, and culture, can 

significantly improve performance and productivity (27). 

In theory and practice, this research confirms the relevance of competency and reward models in explaining 

employee performance in critical sectors such as community nutrition services. Emphasize the importance of 

continuous competency development as an effort to drive people towards higher productivity. This is also in 

accordance with the basic theory mentioned by Maslow (1943), where rewards occupy the fourth level of needs in 

the hierarchy of needs, in the form of a sense of being valued socially and professionally through recognition and 

incentives (29). Therefore, these findings provide implications for policy makers to further prioritize workforce 

competency development and provide a performance-based reward system while still evaluating other factors at play 

beyond this research model, such as intrinsic motivation and modern technology support. 

Geographic proximity factor is defined as the location or position of a place compared to the position of other 

areas on earth which also influences performance. Geographical conditions are one of the most dominant factors 
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influencing the accessibility of health services because everything related to geographical conditions such as distance, 

travel time, and transportation facilities cause less than optimal utilization of health facilities and result in worse 

health outcomes (17). However, the results of this study contradict the findings in the field where there was no 

significant influence between geographical proximity and performance. This is because in the context of this study, 

there are other factors that more dominantly influence performance compared to geographical proximity. For 

example, in the competency variable which plays a more significant role in driving performance, regardless of 

geographical proximity. In addition, technological developments and easier access to information can also reduce 

obstacles caused by distance, so that performance is no longer too dependent on geographical factors. Policies that 

support accessibility to technology and resources can reduce the gap between remote areas and other areas, enabling 

more equitable and quality nutrition services. 

This study makes a significant contribution to understanding the factors that influence the performance of 

nutrition practitioner, but it is important to note some limitations. First, this study was only conducted in a health 

center within the South Kalimantan Provincial Health Office, so the results may not be generalizable to a national or 

international context. Second, the cross-sectional study design only captures the relationship between variables at a 

specific point in time and does not allow for long-term changes or dynamics. Third, as much as 66.5% of the variation 

in performance is influenced by other factors outside the research model, indicating that there are still other important 

variables that have not been explored. 

This study provides valuable insights into the factors that influence TPG performance, some limitations need 

to be noted, such as the cross-sectional study design that cannot establish causal relationships and other variables 

outside the model that may influence performance. Future research should focus on using longitudinal designs to 

establish causal relationships and explore other factors, such as intrinsic motivation and work system support, which 

have the potential to improve our understanding of the determinants of TPG performance and inform the development 

of more effective policies and practices. The discussion section interprets the findings of this study in the context of 

existing research, explores their practical implications, evaluates their strengths and limitations, and provides 

recommendations for future research. 

 

CONCLUSION 
This study aims to determine the effect of competence, reward, geographical proximity, and management 

span on the performance of Nutrition Implementing Personnel (TPG) at Health Centers in the Work Area of the South 

Kalimantan Provincial Health Office. The aim is to determine the extent to which these factors affect TPG 

performance. The results of the study indicate that competence and reward has a positive and significant effect on 

performance, meanwhile geographical proximity do not show a significant effect. In addition, management span 

significant moderate the relationship between competence and reward to performance and management span does 

not moderate geographical proximity to performance. Simultaneously, the four variables contribute 71% to 

performance (R² = 0.710), This indicates that 71% of the variation in performance can be explained by the 

independent variables (Competence, Reward, Geographical Proximity) and the moderating variable. In addition, 

providing measurable performance-based incentives and strengthening leadership support and structured supervision 

can improve TPG motivation and performance. It is important to improve the accessibility of resources in remote 

areas to support TPG in carrying out their duties more optimally. Further research with longitudinal designs and 

exploration of other factors influencing performance, such as motivation and organizational support, is also needed 

to enrich policies that can improve the quality of nutrition services in Puskesmas. Although this study provides 

valuable insights into factors influencing TPG performance, several limitations need to be noted, such as the cross-

sectional study design that cannot establish causality, and other variables that may influence performance but were 

not examined. Future research should focus on longitudinal designs to establish causal relationships, as well as 

exploring other factors such as motivation, supervision, and leadership support that have the potential to improve our 

understanding of TPG performance and inform the development of more effective policies and practices. 
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