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Purpose: This study aimed to identify the factors influencing job performance among Korean and Mongolian nurses.
Methods: This descriptive cross-sectional study was conducted to identify the factors affecting job performance
among Korean and Mongolian nurses. In Korea, data collected using paper questionnaires from 129 nurses in wards
caring for cancer patients were analyzed. In Mongolia, data from 131 individuals collected through an online
questionnaire were analyzed. Descriptive statistics, the independent t-test, one-way analysis of variance,
Pearson’s correlation coefficients, and multiple regression analysis with SPSS/WIN 25.0 were utilized for data
analysis. Results: Multiple regression analysis revealed that based on the Korean data, grit (3=.35, p<.001) and
social support (3=.29, p=.001) were the main variables explaining job performance. The explanatory power of the
model was approximately 41%. Meanwhile, multiple regression analysis of the Mongolian data revealed grit (3=.37,
p=.001) and age (3=-.19, p=.027) as the main variables explaining job performance. The explanatory power of the
model was approximately 8%. Conclusion: Grit strongly affected the job performance of nurses in both countries.
Their grit may be improved by developing educational programs that help nurses clearly set self-development goals
and ultimately improve their job performance. As social support also significantly affected the job performance of
Korean nurses, this factor may be considered in improving the job performance of nurses in Mongolia.
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INTRODUCTION

Nurses typically serve as the first point of contact for
patients. Consequently, improving the effectiveness of
nursing work is directly related to hospital work efficacy
and is an important part of nursing job performance [1].
Improving nursing performance is a top priority because
exceptional performance in nursing is positively corre-
lated with various favorable outcomes for patients and or-
ganizations [2].

Nursing job performance is affected by various internal
and external factors; it is sensitive to various work-related
conditions [3]. Several studies have examined the influ-
ence of work-related conditions on nurses’ job perform-
ance, including workload [4], coworker caring behaviors
[5], burnout [6], and occupational stress [2,4]. Nurses' stress,
dissatisfaction, burnout, poor performance, and intention
to leave can affect hospitals and patient care.

In Mongolia, 32.5~45.4% of nurses attempt to leave the
profession, and they identify burnout as the main factor
influencing their intention to leave [7]. Thus, understand-
ing the factors that contribute to social support through
peer caring behaviors and burnout may help nurses main-
tain their work fulfillment and contribute to patient satis-
faction. Meanwhile, grit is an important characteristic of
nurses. It can significantly affect the job performance of
nurses who experience physical and psychological burn-
out [8]. This study is the first to assess the effect of grit-a
positive psychological factor-on the job performance of
nurses in Mongolia. In identifying the factors affecting
nursing performance, the degree of influence of each fac-
tor on nursing performance must be examined while con-
sidering burnout, grit, and social support collectively.

Burnout is a syndrome of feelings that results in deper-
sonalization, reduced personal accomplishment, and emo-
tional exhaustion and is experienced by individuals in
their workplaces [9]. Burnout among nurses could lead to
several negative outcomes for healthcare organizations,
such as reduced quality of nursing care, increased inten-
tion to leave, and compromised patient safety [10]. Mean-
while, strong social support among peers has been asso-
ciated with many positive outcomes, such as decrease in
the intensity of job stressors and reduced consequences,
improvement in job satisfaction, and attainment of high
commitment to the organization and nursing as a profes-
sion [5,11]. As for grit, people who possess this character-
istic aim to realize their planned goals and exert effort to
improve their abilities instead of seeking intrinsic rewards
or pleasure [12]. The grit of new nurses greatly influences
their clinical performance. In addition, prior studies have
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proved that grit is necessary for nursing organizations and
that it is a variable that affects nursing job performance
[13]. However, studies on the relationship between grit
and nursing job performance are scarce. Based on pre-
vious studies that nurses' grit and social support among
peers improve nurses' job performance and that burnout
can lead to negative results, this study aims to validate the
influence of these variables affect job performance.

Healthcare differs between developed and developing
nations and mostly depends on the nation’s economic and
political stability. For example, South Korea’s economy is
highly developed and mixed, whereas Mongolia, being
one of the world’s last-remaining nomadic countries, has
an economy that has traditionally been based on agri-
culture and livestock [14]. South Korea is one of many
countries that provide universal and high-quality health-
care for its citizens. At present, it has 8.8 nurses per 1,000
people [15]. By contrast, the Mongolian healthcare system
is still developing and provides equitable quality health-
care to all citizens. It currently has 13,000 registered nurses
[16] and 4.2 nurses per 1,000 people [17].

Although the socioeconomic situation and medical con-
ditions of the two countries are different, nurses' grit, sup-
port through peers, and burnout could hold significance
worldwide. Considering this context, the authors hope
that the level of nursing care in Mongolia will eventually
align with that observed in developed nations. Currently,
few studies have simultaneously investigated nursing job
performance in developed and developing countries. There-
fore, this study aims to discern the elements influencing
nurses' job performance in both Korea, globally ranked 6th
in terms of power [18], and Mongolia, a developing nation,
with each being characterized by unique healthcare
conditions. The study seeks to investigate social support,
grit, burnout, and job performance in both Mongolia and
Korea, while also assessing differnce in job performance
according to general characteristics and identifying corre-
lations among these variables. Furthermore, this research
endeavors to enhance nursing conditions in Mongolia by
pinpointing the factors that impact nursing job perform-
ance in both countries. These identified factors are in-
tended to serve as benchmarks for fostering qualitative ad-
vancements in the nursing profession in Mongolia in the
forthcoming years.

METHODS

1. Research Design

This work is a descriptive cross-sectional study aimed

https:// doi.org/10.7739/jkafn.2023.30.3.404 405



at identifying the factors affecting job performance among
Korean and Mongolian nurses.

2. Participants

Nurses with a work experience of over six months in
tertiary general hospitals situated in Wonju-city, Korea,
and Ulaanbaatar, Mongolia, were selected. This timeframe
was chosen as it is generally after six months that nurses
can function autonomously and fully adapt to their roles
[19]. To conduct the multiple regression analysis, the G*
Power 3.1.9.4 program was employed. For the specified
parameters-a significance level () of .05, a test power (1-
B) of .80, an effect size () of 0.15, and 10 predictors (social
support, grit, burnout, and seven general characteristics)
-a sample size of 118 was deemed necessary. A median ef-
fect size of 0.15 was selected in the absence of similar pre-
vious studies [20]. Considering a dropout rate of 10.0%,
this study finally selected 131 participants.

3. Measurements

In Mongolia, the instruments were utilized in their
Korean version, following a process of translation and re-
verse-translation by a bilingual individual proficient in
both Korean and Mongolian languages.

1) General characteristics

It consists of seven questions on age, gender, marital
status, education, position, clinical experience, and depart-
ment.

2) Job performance

The Job Performance Scale developed by Ko et al. [1]
was used after obtaining permission from the developer.
This scale consists of four factors (i.e., competency, atti-
tude, willingness to improve, and application of the nurs-
ing process) and 19 items. Each question is rated on a
4-point Likert scale; the higher the score, the higher the
nursing job performance. The Cronbach’s @ in the study
by Ko et al. [1] was .92. In the current study, Cronbach’s a
is .92.

3) Social support

The perceived social support scale developed by Park
[21] was used after obtaining permission from the devel-
oper. This instrument is divided into four subdomains and
consists of 23 items, including 9 emotional support items,
7 informational support items, 2 material support items,
and 5 evaluation support items. The scores range from 23
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to 115, with higher scores indicating higher social support.
In Park’s study [21], Cronbach’s @ was .97. In the present
study, Cronbach’s a is .96.

4) Burnout

The Korean version of the Maslach Burnout Inventory
(MBI) developed by Maslach and Jackson [22] was pro-
vided by the developer after approval and payment of the
tool use fee. At the time of tool development, Cronbach’s
o for all items was .76. As a subdomain of the MBI, the
scale consists of 22 items: 9 items on emotional exhaustion,
6 items on dehumanization, and 8 items on lowering of
self-fulfillment. The scores range from 22 to 132, with
“none” receiving a score of 0 and “daily” receiving a score
of 6 points. Positive questions were processed by reverse
conversion. Higher scores indicate higher burnout. In this
study, Cronbach’s a is .85.

5) Grit

Clinical nurses’ grit was measured using the Clinical
Nurses Grit Scale developed by Park et al. [23] after ob-
taining permission from the developer. This tool consists
of 14 items in three categories: 5 items on persistence to
achieve long-term goals, 5 items on passion to become a
nursing professional, and 4 items on patient-oriented in-
trinsic motivation. The scores range from 14 to 56, with
higher scores indicating higher grit. The Cronbach’s a in
the study by Park et al. [23] was .90. In the current study,
Cronbach’s a is .89.

4. Ethical Consideration

Data collection was conducted at the Wonju Severance
Christian Hospital in Korea from March 8 to March 15
2023 and at the National Cancer Center of Mongolia in
Mongolia from March 3 to March 27 2023 after Institutional
Review Board approval (CR322151) from the research re-
view committee of the Wonju Severance Christian Hospital.

To protect the ethical well-being of the research partic-
ipants, a consent form was administered, providing com-
prehensive information about the study’s purpose, meth-
ods, risks, and benefits, data privacy and confidentiality,
as well as the option to withdraw from the study if desired.
The participants were provided with the contact infor-
mation of the researcher and research review committee
should they have inquiries. The completed questionnaires
were placed in envelopes and then sealed to ensure the
confidentiality of the data. All collected data were kept
confidential and coded to prevent information exposure.
The collected data were safely stored in a locked place, en-
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crypted and computerized, and a security password was
set up and managed on the researcher's computer to re-
strict access by others. They will remain stored for three
years, which is the statutory mandatory storage period.

5. Data Collection

In Korea, following the authorization for data collec-
tion, the administrative team of the Nursing Bureau as-
sisted in determining the number of nurses who had
worked for more than 6 months in proportion to the num-
ber of nurses in each ward. Following this, the researcher
visited each ward and distributed 131 copies of the ques-
tionnaire. A total of 129 copies (98.5%) were recovered and
analyzed, except for two instances that lacked signatures
on the consent form. In Mongpolia, a total of 131 copies
(100%) were collected through a web-based survey. With
the help of the chief of nursing of the National Cancer
Center of Mongolia, one fellow nurse was selected as a re-
search assistant, who delivered the study explanation and
consent form to the participants, and then received an
e-mail to send the survey link to the participants who
agreed to participate in the study. The questionnaire was
designed for automatic online submission upon com-
pletion by the participants.

6. Data Analysis

The collected data were analyzed by country using IBM
SPSS Statistics 25.0. The general participant characteristics
were analyzed using percentage, frequency, mean, and
standard deviation. The participants’ social support, burn-
out, grit, and job performance were analyzed using mean
and standard deviation. Pearson’s correlation coefficient,
independent t-test, and one-way analysis of variance
were performed to understand the differences in job per-
formance according to the general characteristics of the
participants. Pearson’s correlation coefficient was used to
understand the correlation between social support, burn-
out, grit, and job performance of the study participants.
Multiple regression analysis using the enter method was
used to verify the effects of the social support, burnout,
and grit of the study participants on job performance.

RESULTS

1. Demographic Characteristics of South Korean
and Mongolian Participants

The average age of the Korean participants was 30.40
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17.34 years. Moreover, 119 (92.2%) participants were fe-
males, 87 (67.4%) were unmarried, 109 (84.5%) graduated
from university, 126 (97.7%) were staff nurses, and 63
(48.8%) were in the medical ward. A total of 59 partic-
ipants (45.7%) possessed clinical experience exceeding 5
years. Among the Mongolian participants, the average age
was 31.2916.87 years. Moreover, 126 were females (96.2%),
49 (37.4%) were unmarried, 105 (80.2%) graduated from
university, 127 (97.9%) were staff nurses, and 62 (47.3%)
worked in the surgical ward. Of the participants, 85 (64.9%)
had accumulated clinical experience exceeding 5 years
(Table 1).

2. Social Support, Burnout, Grit, and Job Perform-
ance among Korean and Mongolian Nurses

Social support was scored at 3.66£0.56 and 3.27+0.67
out of 5 points in Korea and Mongolia, respectively. Out of
6 points, burnout was scored at 3.03+£0.72 and 3.16£0.77
in Korea and Mongolia, respectively. Meanwhile, grit was
scored at 2.89%0.38 and 3.06+0.43 out of 4 points in Korea
and Mongolia, respectively. Finally, job performance was
scored at 3.12+0.31 and 3.43£0.30 out of 4 points in Korea
and Mongolia, respectively (Table 2).

3. Differences in Job Performance according to
Demographic Characteristics

In the Korean context, only age exhibited a significant
correlation with job performance (r=.23, p=.009), indicat-
ing that as age increases, job performance tends to be
higher. No significant differences in job performance were
noted in relation to the other characteristics (Table 3).

4. Correlation between Social Support, Burnout, Grit,
and Job Performance

In the Korean data, job performance was significantly
correlated with social support (r=.54, p <.001), burnout
(r=-37 p<.001), and grit (r=.58, p<.001). That is, the
higher the social support and grit, the higher the job
performance. In Mongolia, job performance and grit were
significantly correlated (r=.25, p=.003). That is, the higher
the grit, the higher the job performance (Table 4).

5. Factors affecting Job Performance among Korean
and Mongolian Participants

A multiple regression analysis was conducted to exam-
ine the relationship of the major independent variables of
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Table 1. Demographic Characteristics of Participants in South Korea and Mongolia

South Korea (n=129) Mongolia (n=131)
Characteristics Categories
n (%) or M£SD n (%) or M£SD
Age (year) 30.40+7.34 31.29+6.87
Gender Men 10 (7.8) 5(3.8)
Women 119 (92.2) 126 (96.2)
Marital status Unmarried 87 (67.4) 49 (37.4)
Married 42 (32.6) 82 (62.6)
Education College 11 (8.5) 16 (12.2)
University 109 (84.5) 105 (80.2)
Graduate school 9(7.0) 10 (7.6)
Position Staff nurse 126 (97.7) 127 (97.9)
> Unit manager 3(2.3) 4(3.1)
Clinical experience (year) <1 14 (10.9) 10 (7.6)
1~<3 28 (21.7) 17 (13.0)
B~<B 28 (21.7) 19 (14.5)
>5 59 (45.7) 85 (64.9)
Department Medical ward 63 (48.8) 12 (9.2)
Surgical ward 26 (20.2) 62 (47.3)
ER 1(0.8) 11 (8.4)
ICU 19 (14.7) 14 (10.7)
Other ' 20 (15.5) 32 (24.4)

ER=emergency room; ICU=intensive care unit; M=mean; SD=standard deviation; ' Supporting departments such as radiology.

Table 2. Social Support, Burnout, Grit, and Job Performance in Korea and Mongolia

South Korea (n=129) Mongolia (n=131)
Variables n
M=SD Range M=SD Range
Overall social support 23 3.6610.56 2.0~5.0 3.27+0.67 1.3~5.0
Emotional support 9 3.6310.71 1.6~5.0 3.25+1.02 1.2~5.0
Information support 7 3.72+0.71 1.7~5.0 3.28+0.99 1~5
Material support 2 3.58+0.82 1~5 3.21+1.10 1~5
Evaluation support 5 3.6310.76 1.6~5.0 3.32+1.01 1~5
Opverall burnout 22 3.03£0.72 0.9~6.0 3.16x0.77 0~6
Emotional exhaustion 9 3.20£1.30 0~6 3.27t1.61 0~6
Dehumanization 5 3.21£1.60 0~6 3.39£1.70 0~6
Low self-fulfillment 8 2.73+.1.40 0.3~6.0 2.89+1.82 0~6
Overall grit 14 2.891+0.38 2~4 3.06+0.43 2.1~4.0
Persistence to achieve long-term goals 5 2.64£0.65 1~4 3.00£0.74 1~4
The passion to become a nursing professional 5 3.04+0.47 1.6~4.0 3.14+0.65 1.2~4.0
Patient-oriented intrinsic motivation 4 3.02+0.61 1~4 3.06£0.70 1.2~4.0
Overall Job performance 19 3.12+0.31 2.5~4.0 3.43+0.30 2.5~4.0
Competency 7 3.15£0.46 2.1~4.0 3.46£0.55 2~4
Attitude 4 3.08+0.51 1.7~4.0 3.42+0.57 1.7~4.0
Willingness to improve 3 3.03£0.54 2~4 3.38+0.60 1.6~4.0
Application of nursing processes 5 3.18%0.46 2~4 3.45%0.57 1.6~4.0
M=mean; SD=standard deviation.
social support, burnout, grit, and age with nursing job per- model for the Korean data, the tolerance of social support,
formance in Korea (Table 5). burnout, grit, and age was over 0.10, ranging from 0.59 to
According to the collinearity statistics of the regression 0.89. Meanwhile, the variance inflation factor (VIF) was
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Table 3. Difference in Job Performance according to Demographic Characteristics

South Korea Mongolia
Characteristics Categories Job performance Job performance
n M=£SD torForr (p) n M=£SD torForr (p)
Age (year) 129 3.12+0.31 .23 (.009) 131 3.43%0.30 -12 (.162)
Gender Men 10 3.12+£0.33  -0.06 (.949) 5 3.28+£031  -1.17 (.244)
Women 119 3.12+0.31 126 3.44+0.30
Marital Unmarried 87 3.11+0.29 -0.50 (.613) 49 3.47+0.27 1.07 (.283)
Married 42 3.14+0.37 82 3.41+0.31
Education College 11 3.00£0.17 1.45 (.240) 16 3.46+0.33 2.63 (.076)
University 109 3.13+0.32 105 3.41+0.29
Graduate school 9 3.23+0.41 10 3.6410.24
Position Staff nurse 126 3.12+£0.31 0.55 (.459) 127 3.43%0.30 0.24 (.626)
> Unit manager 3 3.26£0.50 4 3.51+0.26
Clinical experience <1 14 2.96%0.28 1.88 (.136) 10 3.5310.30 0.37 (.774)
(year) 1~<3 28 3.09£0.30 17 3.4410.31
Fo<B 28 3.12+0.28 19 3.41+0.33
>5 59 3.17+0.34 85 3.43+0.29
Department Medical ward 63 3.04+0.27 2.26 (.066) 12 3.39+0.26 1.02 (.399)
Surgical ward 26 3.18£0.32 62 3.48+0.27
ER 1 3.05 11 3.48+0.40
ICU 19 3.20+0.33 14 3.40+0.39
Other ' 20 3.23+0.38 32 3.361+0.27

ER=emergency room; ICU=intensive care unit; M=mean; SD=standard deviation; ' Supporting departments such as radiology.

Table 4. Correlation between Social Support, Burnout, Grit, and Job Performance

South Korea (n=129) Mongolia (n=131)
Variables Social support Burnout Grit Social support Burnout Grit
r(p) r(p) r(p) r(p) r(p) r(p)
Burnout -.36 (<.001) -48 (<.001)
Grit .58 (<.001) -42 (<.001) .38 (<.001) -.57 (<.001)
Job performance .54 (<.001) -.37 (<.001) .58 (<.001) .08 (.355) -.06 (.468) .25 (.003)

Table 5. Factors Affecting Job Performance in Korean and Mongolian Participants

Country Variables B SE B t p Tolerance VIF
South Korea Age 0.04 .02 .10 1.50 134 0.89 112
Social support 0.16 .04 29 3.46 .001 0.63 1.58
Burnout -0.04 .03 -.09 -1.20 231 0.76 131
Grit 0.28 07 35 3.96 <.001 0.59 1.69
R*=.43, Adjust R>=.41, F=23.01, p<.001, Durbin-Watson=2.18
Mongolia Age -0.07 .03 -19 -2.24 .027 0.93 1.08
Social support -0.00 .04 -16 -163 871 0.72 1.38
Burnout -0.06 .05 13 119 234 0.58 1.72
Grit 0.26 .07 37 3.52 .001 0.62 1.08

R’=.11, Adjust R*=.08, F=3.93, p<.001, Durbin-Watson=1.76

SE=standard error; VIF=variance inflation factor.
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less than 10, ranging from 1.12 to 1.69. Therefore, multi-
collinearity was not a problem between the independent
variables. The autocorrelation of the errors based on the
Durbin-Watson test was measured as 2.18, which is close
to 2, thereby confirming the absence of any autocorrela-
tion. Analysis of the P-P plot and scatter plot of the stand-
ardized residuals revealed a pattern where the points on
the P-P plot aligned closely with a 45-degree straight line.
Simultaneously, the scatter plot displayed no noticeable
pattern. This collective observation indicates the absence
of any correlation between the standardized residuals and
standardized predicted values. The multiple regression
analysis revealed that grit (3=.35, p <.001) and social sup-
port (3=.29, p=.001) explained job performance. The ex-
planatory power of the model was approximately 41.0%,
which was statistically significant (F=23.01, p <.001).

As for the collinearity statistics of the regression model
for the Mongolian data, the tolerance of grit and age was
over 0.10, ranging from 0.58 to 0.93. Meanwhile, the VIF
was less than 10, ranging from 1.08 to 1.72. Therefore, mul-
ticollinearity was not a problem between the independent
variables. As for the independence of the residuals, the
Durbin-Watson value was 1.76, which is close to 2, thus
confirming the absence of autocorrelation. Analysis of the
P-P plot and scatter plot of the standardized residuals re-
vealed a pattern where the points on the P-P plot aligned
closely with a 45-degree straight line. Simultaneously, the
scatter plot displayed no noticeable pattern. This collec-
tive observation indicates the absence of any correlation
between the standardized residuals and standardized pre-
dicted values. The multiple regression analysis demon-
strated that grit (3=.37, p=.001) and age (3=-.19, p=.027)
explained job performance. The explanatory power of the
model was approximately 8.0%, which was statistically
significant (F=3.93, p <.001).

DISCUSSION

This study was conducted to provide basic data that can
improve the quality of nursing care in South Korea and
Mongolia based on their current situations. This was done
by the identification of the variables that affect the job per-
formance of nurses in the two countries.

In terms of job performance according to the general
characteristics of the participants, the nurses in Korea
demonstrated a significant difference only in terms of age.
The higher the age, the higher the job performance, as
found in many existing studies [24,25]. A study that tar-
geted general hospital nurses also confirmed that the high-
er the age, the greater the clinical experience; and the high-
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er the position, the higher the degree of nurses’ job per-
formance through owing to a greater variety of clinical ex-
periences [24]. Meanwhile, the present study did not find
statistically significant differences in job performance in
terms of clinical experience and position. Although the
mean values of the job performance of nurses with high-
level positions were high in Korea and Mongolia, they
were not statistically significant. In Korea, the greater the
clinical experience, the higher the job performance [24]. In
Mongolia, the average values did not indicate such a
pattern. The average job performance score among Mon-
golian nurses was 3.43, surpassing that of Korean nurses at
3.12. Remarkably, despite having less than 1 year of clin-
ical experience, Mongolian nurses achieved the highest
job performance score of 3.53, which signifies their pos-
itive perception of job performance. Further investigations
are required to understand the positive and negative im-
plications of this result in the future.

The correlation between the dependent variable of job
performance and the independent variables of social sup-
port, burnout, and grit, was determined. The Korean nur-
ses’ social support and grit demonstrated statistically sig-
nificant positive correlations with job performance, where-
as burnout indicated a statistically significant negative
correlation with the same. By contrast, Mongolian nurses’
grit was the only variable that demonstrated a significant
positive correlation with job performance. Previous stud-
ies have supported the correlation between social support
[24] and grit [26] and their positive correlation with job
performance. These findings are supported by the result,
which indicates that burnout reduces job performance
[27]. According to Maslach’s conceptualization, burnout is
characterized by feelings of emotional exhaustion and a
lack of emotional resources in response to excessive stress
at work. It is attributed to a decrease in personal achieve-
ment owing to a decrease in one’s sense of competence
and performance at work [9].

The average social support scores for Korean nurses
(3.66) were notably higher than those for Mongolian nurses
(3.27), while the average burnout scores for Korean nurses
(3.03) were marginally lower than those for Mongolian
nurses (3.16). These disparities suggest a comparatively
elevated perception of social support among Korean nur-
ses and a slightly diminished perception of burnout in the
same group. Meanwhile, the Mongolian nurses scored
higher in terms of grit and job performance, which indi-
cates that they perceived grit more positively. As the study
was conducted at one hospital in each country, the inter-
pretation of the score of each variable was not considered
important. However, while many previous studies have
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illustrated that social support is positively correlated with
job performance [25], continuous research is needed to un-
derstand the absence of a significant correlation in the
Mongolian data.

The multiple regression analysis revealed that social
support and grit were significant factors that influenced
Korean nurses’ job performance, with the explanatory
power of the entire model being significant at approx-
imately 41.0%. As for the Mongolian sample, grit and age
were significant factors that influenced nursing job per-
formance, with the explanatory power of the entire model
being significant at approximately 8.0%. The comparison
of the explanatory powers of the variables affecting nurs-
ing job performance demonstrated that they were signifi-
cantly lower among Mongolian nurses than among Korean
nurses. Nevertheless, due to the scarcity of prior research
on nursing job performance in Mongolia, further inves-
tigation is warranted to delve into the factors that impact
the job performance of nurses in that context.

Positive emotions positively affected job performance
directly or indirectly. Grit is defined as perseverance and
passion for long-term goals and is an important part of
goal achievement as it becomes a driving force to over-
come failure, adversity, and setbacks in achieving long-
term goals [8]. Therefore, grit is an important trait that af-
fects factors such as nursing performance because it en-
ables nurses to move toward long-term goals without giv-
ing up even in difficult situations [28]. Grit has a signifi-
cant effect on work performance [29]. In the present study,
the grit of nurses in both countries was a variable that en-
hanced job performance. This result indicated that nurses
with high grit maintained an interest in their goals. Men-
tally and physically healthy and motivated employees
may make a real difference and exert a positive impact on
the sustainable growth of organizations in developing
countries [30]. However, comparative studies are limited,
and limitations exist in the application of the research re-
sults of non-nursing participants to nursing performance.
Hence, further comparisons of grit and nursing perform-
ance targeting nurses must be conducted.

Social support had a significant influence on the job per-
formance of Korean nurses, but the same was not true
among Mongolian nurses. As nurses interact closely with
fellow nurses and other medical institution workers, the
relationship between nursing managers and their collea-
gues is closely related to nursing performance [5]. As such,
social support, as a variable that can be adjusted within an
organization, positively affects organizational producti-
vity and psychological stability, consequently influencing
nursing performance [31]. In particular, nursing perform-
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ance is improved by the interactions between environ-
mental and personal factors. Coworker support plays an
intrinsic motivational role because it helps employees
grow, learn, and achieve their work goals [32].

The reason social support did not have a significant
influence on the job performance of Mongolian nurses
should be considered in terms of the nation’s sociocultural
characteristics. Nomadism is a key cultural and social iden-
tity in Mongolia [33]. It plays an important role in cultural
values, identity, behavior, and modern-day lifestyle. No-
mads need the ability to cope with various difficulties en-
countered while moving autonomously away from settle-
ments for good pastures, and they adapt to the changing
environment by sharing experiences and knowledge dur-
ing this process [34]. However, despite the prevailing un-
favorable working conditions in Mongolia, characterized
by inadequate physical environments, limited social sup-
port, demanding workloads, insufficient education, and
low remuneration, it is noteworthy that numerous social
organizations within Mongolia have yet to initiate strate-
gic interventions informed by research to address and
ameliorate this situation [35]. Given these social and cul-
tural conditions, social support does not affect the job per-
formance of nurses in Mongolian hospitals, and they per-
ceive their job performance to be high regardless of the
support of organizational members. Therefore, additional
research on the influence of social support on Mongolian
nurses’ job performance is necessary.

One notable limitation of this study is the utilization of a
convenience sample comprising nurses in a hospital each
in South Korea and Mongolia. The assessment of the im-
pacts on nurses' job performance was undertaken through
different survey methods. Consequently, a careful inter-
pretation of the study results is required. In addition, it is
important to acknowledge that the subjects comprised
nurses working at tertiary general hospitals in both count-
ries. However, given the variations in hospital sizes and
conditions between the two nations, caution is needed
when drawing conclusions from the study outcomes.

Based on this study’s results, the following suggestions
are made: First, strategies to improve nurses’ grit must be
developed, given the positive influence of this factor on
nursing job performance in both countries. Second, it's ad-
visable to undertake further research into the causes, con-
sidering that burnout was established to exert negligible
influence on nursing job performance. Third, social sup-
port in the context of Mongolia should be studied further
as the results indicated its great influence on nursing job
performance in Korea and the lack of such effect in the
Mongolian context.
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CONCLUSION

In conclusion, grit is a factor that greatly affects nursing
job performance in both South Korea and Mongolia. Im-
proving the grit of nurses requires the development of an
educational program that helps nurses clearly set self-de-
velopment goals and thereby improve their job perfor-
mance. As social support greatly affects the job perform-
ance of Korean nurses, it should be considered as a factor
for improvement to boost the job performance of nurses in
Mongolia.
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