
 

 
 
Original Article 

Jurnal Keperawatan Komprehensif, Volume 11 Issue 2, April 2025 

 
 

228 
 

Relationship Between Work Motivation and Nurse Performance in the 
Hemodialysis Unit at RSPAU Dr. Suhardi Hardjolukito Yogyakarta 

 
Retno Wulan Wateriri1, Agnes Mahayanti2, Christina Ririn Widianti3 

 
1Program Studi sarjana Keperawatan, Sekolah Tinggi Ilmu Kesehatan Panti Rapih, Yogyakarta 

 
 
 
 
 
Jurnal Keperawatan Komprehensif 
(Comprehensive Nursing Journal) 
 
Volume 11 (2), 228-233 
https://doi.org/10.33755/jkk.v11i2 
 
Article info 
 
Received : December 19, 2024 
Revised : March 14, 2025 
Accepted : April 12, 2025 
Published : April 30, 2025 
 
Corresponding author 

Retno Wulan Wateriri* 
Sekolah Tinggi Ilmu Kesehatan Panti Rapih, 
Yogyakarta 

email : retnowulanwateriri97@gmail.com 
 
Citation 
Wateriri RW, Mahayanti A, Widianti CR. 
Relationship between work motivation and nurse 
performance in the hemodialysis unit at RSPAU Dr. 
Suhardi Hardjolukito Yogyakarta. Jurnal 
Keperawatan Komprehensif. 2025;11(2):228–233. 
 
Website 
https://journal.stikep-ppnijabar.ac.id/jkk 
 
This is an Open Access article distributed under the 
terms of the Creative Commons Attribu tion-
NonCommercial 4.0 International License 

 
 
p-ISSN : 2354 8428 
e-ISSN:  2598 8727 

 

Abstract 

Background: Nurses play a pivotal role as the frontline 
human resources in delivering quality health services. 
Optimal nursing performance directly influences patient 
outcomes and organizational success. Motivation is a crucial 
internal drive that enhances nurse performance, yet its role 
in specialized settings like hemodialysis units remains 
underexplored. 
Objective: This study aimed to examine the relationship 
between work motivation and nurse performance in the 
Hemodialysis Room at the Air Force Central Hospital 
(RSPAU) Dr. Suhardi Hardjolukito Yogyakarta. 
Methods: A quantitative correlational design with a cross-
sectional approach was employed. A total of 24 nurses 
working in the hemodialysis unit were recruited through 
total sampling. Data collection utilized validated 
questionnaires measuring work motivation (intrinsic and 
extrinsic factors) and performance dimensions. Spearman 
rank correlation analysis was used to examine the 
relationship between variables. 
Results: The majority of nurses (83.3%) demonstrated good 
work motivation, and 95.8% exhibited good performance. 
Spearman rank analysis revealed a positive, moderate, and 
statistically significant relationship between work 
motivation and nurse performance (r = 0.466, p = 0.022). 
Conclusion: There is a significant positive relationship 
between work motivation and nurse performance. 
Strengthening motivational factors could serve as a strategic 
lever to enhance nurse performance, particularly in high-
demand clinical environments like hemodialysis units. 

Keywords: Human resources, nurse motivation, nurse 
performance, hemodialysis care, hospital services 

 
INTRODUCTION 

Human resources are the engine of any 
organization, and in healthcare settings, the 
performance of nurses is a cornerstone of 
service quality. Nurses represent the largest 
workforce within hospitals and directly impact 
the continuity, quality, and safety of patient care 
(1–3). Their performance encompasses how 
effectively they execute clinical duties, decision-
making, and collaboration, ultimately 
influencing organizational goals (4,5). 

One critical factor influencing nurse 
performance is work motivation (6,7). 
Motivation can be conceptualized as the 
psychological energy that propels individuals 
toward achieving personal and organizational 
objectives. Highly motivated nurses tend to 
exhibit greater job satisfaction, commitment, 
and resilience in facing clinical challenges (8). 
Herzberg’s Two-Factor Theory differentiates 
between intrinsic motivators, such as 
recognition and professional growth, and 
extrinsic factors, including salary, supervision, 
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and work conditions (9). Adequately managing 
both aspects is essential for cultivating job 
satisfaction and optimizing performance 
(10,11). 

In Indonesia, the demand for hemodialysis 
services has consistently increased, as 
highlighted by the Indonesian Renal Registry 
(12). The growing patient load places significant 
pressure on hemodialysis units, necessitating 
highly motivated and high-performing nurses. 
Preliminary data from RSPAU Dr. Suhardi 
Hardjolukito Yogyakarta indicated generally 
good nurse performance scores; however, 
observations also revealed concerns about 
workload stress among staff, warranting a closer 
examination of motivational factors. Given the 
complex needs of hemodialysis patients, who 
often face emotional and physical challenges 
(14), ensuring high-quality nursing care is 
paramount. Therefore, this study aimed to 
investigate the relationship between work 
motivation and nurse performance in the 
Hemodialysis Room of RSPAU Dr. Suhardi 
Hardjolukito Yogyakarta. 

METHODS 

Study Design 
This was a quantitative correlational study using 
a cross-sectional design to assess the 
relationship between work motivation and 
nurse performance. 

Population and Sample 
The study population comprised all 24 
implementing nurses in the Hemodialysis Room 
of RSPAU Dr. Suhardi Hardjolukito Yogyakarta. 

Total sampling was employed to maximize 
representativeness. Nurses on leave during data 
collection were excluded. 

Data Collection 

Data were collected between July 15 and July 22, 
2021, using structured questionnaires: 

• Respondent characteristics: age, gender, 
education level, and years of service. 

• Work Motivation Questionnaire: 23 items 
covering intrinsic (11 items) and extrinsic 
(12 items) motivators. Responses used a 
four-point Likert scale (1 = strongly disagree 
to 4 = strongly agree). 

• Nurse Performance Questionnaire: 15 items 
covering work quantity, quality, knowledge, 
cooperation, responsibility, and initiative, 
also rated on a four-point Likert scale. 

Both instruments were pre-tested and validated, 
with Cronbach’s alpha values of 0.728 and 0.729, 
respectively, indicating acceptable reliability. 

Data Analysis 

Data were analyzed using SPSS version 26.0. 
Descriptive statistics were used to summarize 
participant characteristics, motivation levels, 
and performance ratings. Spearman rank 
correlation was applied to test the relationship 
between work motivation and performance, 
considering p < 0.05 as statistically significant. 

Ethical Considerations 

This study received ethical approval from the 
Health Research Ethics Committee of STIKes 
Bethesda Yakkum Yogyakarta. Written informed 
consent was obtained from all participants. 

RESULTS 

Table 1. Characteristics of Nurses in the Hemodialysis Unit (n = 24) 

Characteristics Category Frequency (n) Percentage (%) 

Gender Male 8 33.3 
 Female 16 66.7 

Age 17–25 years 3 12.5 
 26–35 years 13 54.2 
 36–45 years 5 20.8 
 46–55 years 3 12.5 

Recent Education D3 Nursing 20 83.3 
 S1 Nursing 4 16.7 

Length of Service < 6 years 11 45.8 
 6–10 years 7 29.2 
 > 10 years 6 25.0 
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Table 1 shows that the majority of nurses (66.7%) were female. More than half (54.2%) were aged 26–35 
years, with smaller proportions in the 17–25 years (12.5%) and 46–55 years (12.5%) age groups. Most 
nurses (83.3%) held a D3 Nursing degree, and a smaller proportion (16.7%) held an S1 Nursing degree. 
Regarding work experience, 45.8% had less than six years of service, 29.2% had 6–10 years, and 25% had 
more than 10 years of experience. 
 

Table 2. Distribution of Nurse Work Motivation in the Hemodialysis Unit  (n = 24) 

Work Motivation Level Frequency (n) Percentage (%) 

Good 20 83.3 

Fair 4 16.7 

Poor 0 0.0 

 
Table 2 illustrates that the majority of nurses (83.3%) exhibited good work motivation, while 16.7% had 
fair work motivation. No respondents were categorized as having poor work motivation. 
 

Table 3. Distribution of Nurse Performance in the Hemodialysis Unit (n = 24) 

Nurse Performance Level Frequency (n) Percentage (%) 

Good 23 95.8 

Fair 1 4.2 

Poor 0 0.0 

 
Table 3 shows that almost all nurses (95.8%) demonstrated good performance, while only one nurse 
(4.2%) was rated as having fair performance. None of the respondents were categorized as having poor 
performance. 
 

Table 4. Correlation Between Work Motivation and Nurse Performance in the Hemodialysis Unit 

Variables Correlation Coefficient (r) Sig. (2-tailed) 
Work Motivation – Nurse Performance 0.466 0.022 

 
 
Table 4 presents the results of the Spearman 
rank correlation analysis, showing a correlation 
coefficient (r) of 0.466 with a p-value of 0.022. 
This indicates a positive, moderate, and 
statistically significant relationship between 
work motivation and nurse performance (p < 
0.05). Higher work motivation was associated 
with better nurse performance. 

 

DISCUSSION  

Sex is a biological distinction that differentiates 
men and women from birth, based on immutable 
physiological functions (Hungu, 2014). In line 
with previous studies, there was no significant 
relationship found between gender and work 
motivation or nurse performance in this study 
(14). Both male and female nurses demonstrated 
similar capacities in problem-solving, analytical 
ability, competitiveness, sociability, and learning 
aptitude. 

Age has traditionally been associated with work 
outcomes, as emotional maturity, decision-
making capabilities, and information processing 
skills tend to improve with age (Robbins & 
Judge, 2015). While younger employees may 
exhibit greater physical stamina and flexibility 
towards technological advances, older 
employees often offer superior ethical 
standards, responsibility, and professional 
judgment, qualities critical to delivering high-
quality patient care (15,16). 

Educational background is another critical factor 
influencing nurse productivity and performance. 
Formal nursing education equips practitioners 
with theoretical knowledge, clinical skills, and 
critical thinking abilities necessary for 
professional excellence. Consistent with 
Kumajas (4), a higher education level enhances 
competency and the ability to utilize clinical 
resources efficiently. Length of service similarly 
contributes by providing experience, dexterity, 
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and the ability to manage complex clinical 
situations calmly and effectively. Nevertheless, 
new employees bring fresh perspectives, 
innovative ideas, and enthusiasm for learning 
(17). 

Based on the findings, most nurses working in 
the Hemodialysis Unit at RSPAU Dr. Suhardi 
Hardjolukito Yogyakarta exhibited high work 
motivation, driven by both intrinsic and 
extrinsic factors. This aligns with organizational 
behavior theories, highlighting that employee 
outcomes are shaped not only by their abilities 
but also by motivational drives (18,19). 

According to Herzberg’s Two-Factor Theory, 
intrinsic motivators such as achievement, 
responsibility, recognition, and the work itself 
enhance job satisfaction and drive performance, 
while extrinsic factors such as salary, 
supervision, and work environment act as 
hygiene factors to prevent dissatisfaction (9). 
Onidis (8) further corroborates that both types 
of factors contribute significantly to maintaining 
high levels of employee motivation and 
satisfaction. 

The results of this study (Table 2) are consistent 
with prior research (20,21), demonstrating that 
intrinsic factors like achievement, recognition, 
and self-development opportunities, alongside 
extrinsic factors like compensation and 
organizational policies, directly impact 
employee motivation and performance. 

Performance quality is fundamental to 
healthcare service excellence (22). As shown in 
Table 3, the high level of nurse performance in 
this study likely stems from strong work 
motivation, supporting the assumption that 
motivated nurses demonstrate greater 
commitment, energy, and output in their roles. 
This relationship was statistically confirmed 
through Spearman rank correlation analysis 
(Table 4), showing a moderate positive and 
significant correlation between motivation and 
performance (r = 0.466, p = 0.022). 

These findings align with previous studies by 
Malinda, Librianty (5), Ariko (2), and Bachrudin 
(3), which similarly reported significant 
associations between work motivation and 
nurse performance in different clinical settings. 
Motivation, as emphasized by Andreas (7), 
directly affects an employee’s willingness to 
work hard and pursue excellence, thereby 
improving institutional outcomes (24-26). 

Thus, it can be concluded that strengthening 
both intrinsic and extrinsic motivational factors 
plays a pivotal role in enhancing nurse 
performance, especially in high-demand 
environments such as hemodialysis units. 

Implication 

The findings highlight the importance of 
developing comprehensive motivational 
strategies within hospital management 
frameworks. Investment in intrinsic 
motivators—such as opportunities for 
professional development, recognition 
programs, and autonomy in clinical decision-
making—combined with strengthening extrinsic 
factors—such as salary adjustment, supportive 
leadership, and safe work environments—can 
significantly improve nurse performance. 
Ultimately, motivated nurses can better meet the 
complex needs of hemodialysis patients, 
improving service quality and patient outcomes. 

Limitation 

This study was conducted at a single center with 
a relatively small sample size (n = 24), 
potentially limiting the generalizability of 
findings to other healthcare settings. 
Furthermore, self-reported data may introduce 
social desirability bias. Future research should 
include larger, multi-center samples and 
consider triangulating findings with supervisor 
evaluations and patient satisfaction surveys. 

 

CONCLUSION 

This study concludes that most nurses in the 
Hemodialysis Unit at RSPAU Dr. Suhardi 
Hardjolukito Yogyakarta are women, 
predominantly aged between 26–35 years, with 
the majority holding D3 nursing qualifications 
and less than 10 years of work experience. Most 
nurses demonstrated good work motivation 
(83.3%) and good performance (95.8%). There 
is a moderate, positive, and statistically 
significant relationship between work 
motivation and nurse performance (r = 0.466, p 
= 0.022), indicating that higher work motivation 
correlates with better performance. 
Strengthening motivation—both intrinsic and 
extrinsic—is vital to enhance performance 
outcomes. For nursing management, it is 
recommended to continuously foster work 
motivation through recognition programs, 
professional development opportunities, fair 
rewards, and supportive work environments. 
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For future researchers, expanding the sample 
size, involving multi-site designs, and employing 
objective performance measures are encouraged 
to strengthen evidence reliability. 
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