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The relationship between motivation and work
compensation with nurse performance
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ABSTRACT

This study investigates the relationship between motivation, compensation, and nurse performance at Muyang Kute Hospital,
Bener Meriah Regency, Indonesia, using an analytical survey with a cross-sectional design. A sample of 154 nurses was randomly
selected from a population of 250. Data were collected via questionnaires measuring motivation, compensation, and
performance, categorized as "good" or "poor." Bivariate analysis using the chi-square test revealed a significant association
between both motivation and compensation with nurse performance (p < 0.05). Nurses with positive motivation and
compensation demonstrated significantly better performance. Specifically, 98.1% of nurses with positive motivation and 94.9%
with positive compensation exhibited good performance. These findings underscore the critical role of intrinsic and extrinsic
factors in enhancing nurse performance, highlighting the need for strategies to improve motivation and ensure adequate
compensation to optimize healthcare delivery.
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Introduction

Nurses are the backbone of healthcare delivery, serving as the primary point of contact for patients
and playing a pivotal role in ensuring the effectiveness, safety, and compassion of care. Their contributions
extend beyond clinical tasks to encompass emotional support, patient education, and advocacy, making them
indispensable to the functioning of healthcare systems worldwide.! The performance of nurses is directly
linked to patient outcomes and the overall quality of healthcare. High-performing nurses contribute to
reduced hospital readmissions, lower mortality rates, and improved patient satisfaction. Conversely, lapses
in nurse performance can lead to medical errors, compromised patient safety, and increased healthcare costs.
As such, understanding and optimizing nurse performance is critical to achieving better health outcomes and
sustaining the integrity of healthcare systems.?3

In the context of nursing, both intrinsic motivation (e.g., passion for patient care, sense of purpose)
and extrinsic compensation (e.g., salary, benefits) are crucial. Nurses are often driven by a strong desire to
help others, but fair compensation is equally important to recognize their hard work and maintain job
satisfaction.*® Nurses face unique stressors, such as long hours, emotional strain, and high-stakes decision-
making, which can impact their motivation and performance.®” Compensation plays a vital role in mitigating

Affiliation
'Undergraduate in Public Health Science, Universitas Prima Indonesia, Medan, Indonesia
2Department of Public Health, Universitas Prima Indonesia, Medan, Indonesia

“Corespondence:
santydeasysiregar@unprimdn.ac.id

Buletin Kedokteran dan Kesehatan Prima Vol.4 No.1 93



Wardani et al.

these stressors, as it provides financial stability and acknowledges the challenges of the profession. Ensuring
fair compensation relative to the stress and demands of nursing is essential for sustaining motivation and
retaining skilled professionals.?°

A preliminary survey, conducted by researchers at Muyang Kute Hospital and based on interviews
with nursing staff, revealed that 5 out of 154 nurses in the Bener Meriah Regency hospital exhibited poor
performance. This was attributed to non-compliance with hospital regulations and inadequate teamwork.
These issues were hypothesised to arise from insufficient disciplinary motivation and a lack of punitive
sanctions for underperforming nurses. The present study aims to investigate the relationship between
motivation and work compensation with nurse performance at Muyang Kute Hospital.

Method

This research employs an analytical survey design to investigate the relationship between motivation,
job compensation, and nurse performance at Muyang Kute Hospital in Bener Meriah Regency in 2024. A
cross-sectional study design was utilized. The study was conducted at Muyang Kute Regional Public
Hospital (RSUD), focusing on nurses. The selection of this location was based on several considerations: (1)
indications of declining work motivation among nurses, potentially linked to inadequate compensation; (2)
the availability of a sufficient sample size for the research; and (3) formal approval from the institution where
the research was conducted. Data collection took place in September 2024. The population for this study
comprised all 250 nurses at Muyang Kute Regional Public Hospital in Bener Meriah Regency. Using Slovin's
formula with a 5% margin of error and a 95% confidence level, the calculated sample size was 153.85, which
was subsequently rounded up to 154 nurses. A random sampling technique was employed.

Primary data for this study were obtained directly from the respondents, namely nurses at Muyang
Kute Regional Public Hospital, through questionnaires. Secondary data were sourced from medical records
at Muyang Kute Regional Public Hospital and relevant research materials. This research measured three
primary variables: motivation, compensation, and nurse performance. Motivation and compensation, as
independent variables, were assessed using questionnaires, each comprising eight questions. Both variables
were categorised into two levels: "good” (coded as 1) if respondents scored between 5 and 8, and "poor"
(coded as 2) if they scored between 1 and 4. For motivation, scores of 5-8 indicated a strong drive to achieve
better work outcomes, while scores of 1-4 suggested inadequate motivation. In terms of compensation, scores
of 5-8 reflected that the compensation received met the nurses' welfare standards, whereas scores of 1-4
indicated otherwise. The dependent variable, nurse performance, was also measured using an eight-question
guestionnaire. Similar to the independent variables, nurse performance was categorised as "good" (coded as
1) if respondents scored 5-8, signifying that their performance met hospital satisfaction standards. A "poor"
category (coded as 2) was assigned if respondents scored 1-4, indicating performance that did not meet these
standards.

Data processing in this study involved several systematic stages. Firstly, editing was conducted to
ensure data accuracy and completeness. Incomplete data were supplemented through follow-up interviews.
Subsequently, coding was performed to assign codes to each data point, facilitating processing and
preventing duplication. The entry stage involved inputting the coded data into a computer for processing
using SPSS software. Finally, tabulation was carried out by presenting the data in frequency distribution
tables to aid interpretation.

Data analysis was conducted using two approaches: univariate and bivariate. Univariate analysis was
used to describe the characteristics of each research variable, generating frequency distributions and
percentages. Meanwhile, bivariate analysis aimed to examine the relationships between the independent and
dependent variables. The statistical test employed was the chi-square (X2) test, which is appropriate for this
study's data (a = 0.05).

Results

Table 1 presents the characteristics of the 154 nurses sampled in this study. The sample exhibited a
slight male preponderance, with 83 male nurses (53.9%) compared to 71 female nurses (46.1%). The age
distribution of the nurses within the sample was relatively even; 79 nurses (51.2%) were under 38 years old,
and 75 nurses (48.7%) were 39 years or older, indicating a broad age range.
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Table I. Nurse’s characteristics (n=154)

Variable n %

Gender

Male 83 53,9

Female 71 46,1
Age

< 38 years 79 51,2

> 39 years 75 48,7
Income

< 2 million 16 10,3

= 2 million 138 89,6
Motivation

Positive 93 60,3

Negative 6l 39,6
Compensation

Positive 93 60,3

Negative 6l 39,6
Nurse performance

Positive 104 67,5

Negative 50 32,5

The analysis revealed a strong influence of nurse motivation on their performance. Of the 53 nurses
with positive motivation, 98.1% (52 nurses) demonstrated positive performance, while only 1.9% (1 nurse)
exhibited negative performance. Conversely, among the 43 nurses with negative motivation, only 27.9% (12
nurses) showed positive performance, and 72.1% (31 nurses) displayed negative performance. The p-value
of 0.000 indicates that the relationship between motivation and nurse performance is statistically highly
significant (p < 0.05). This suggests that nurses with positive motivation tend to exhibit better performance,
and vice versa.

Table 2. Relationship between nurse motivation and compensation with nurse performance
Nurse performance

Variable Positive Negative Total p
n % n % n %

Motivation

Positive 52 98,1 | 1,9 53 100 0,000

Negative 12 27,9 31 72,1 43 100
Compensation

Positive 56 94,9 3 5,1 59 100 0,003

Negative 8 21,6 29 78,4 37 100

In addition to motivation, compensation also demonstrated a significant relationship with nurse
performance. Of the 59 nurses with positive compensation, 94.9% (56 nurses) showed positive performance,
and 5.1% (3 nurses) exhibited negative performance. Meanwhile, among the 37 nurses with negative
compensation, only 21.6% (8 nurses) displayed positive performance, and 78.4% (29 nurses) showed
negative performance. The p-value of 0.003 indicates that the relationship between compensation and nurse
performance is also statistically significant (p < 0.05), albeit not as strong as the relationship between
motivation and performance.

Discussion

The demographic characteristics of the sample, as presented in Table 1, reveal a slightly male-
dominated nursing workforce at Muyang Kute Hospital. This finding, while not the primary focus of the
study, warrants consideration in the context of regional nursing workforce dynamics. The relatively balanced
age distribution suggests a mix of experienced and younger nurses, potentially contributing to a diverse range
of skills and perspectives within the hospital. Notably, a significant majority of nurses (89.6%) reported an
income of > 2 million, indicating a generally stable financial situation within the surveyed population.
However, the 10.3% earning less than 2 million raises concerns about potential financial stress, which could
impact motivation and performance.

The core findings of this study, as shown in Table 2, highlight the profound influence of motivation
on nurse performance. The statistically significant p-value of 0.000 demonstrates a strong association, with
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nurses exhibiting positive motivation displaying significantly higher rates of positive performance (98.1%).
Conversely, negative motivation was strongly correlated with poor performance, with 72.1% of nurses in
this category demonstrating negative performance. This finding underscores the critical role of intrinsic and
extrinsic motivational factors in driving effective nursing practice. The near absence of negative performance
among positively motivated nurses suggests that cultivating a motivated workforce is paramount for
optimizing patient care.

Furthermore, the study revealed a significant, though slightly less pronounced, relationship between
compensation and nurse performance (p = 0.003). Nurses with positive compensation reported a high rate of
positive performance (94.9%), while those with negative compensation showed a substantial rate of negative
performance (78.4%). This finding aligns with existing literature emphasizing the importance of fair
compensation in maintaining job satisfaction and performance. The weaker association compared to
motivation suggests that while compensation is a significant factor, intrinsic motivation, such as a sense of
purpose and dedication to patient care, plays an even more dominant role in driving nurse performance.®

The strong correlation between motivation and performance underscores the need for hospital
management to implement strategies that foster a positive work environment, promote professional
development, and recognize the value of nurses' contributions. This may involve initiatives such as
mentorship programs, opportunities for continuing education, and fostering a culture of teamwork and
support. Similarly, while compensation is not the sole driver of performance, ensuring fair and competitive
salaries and benefits is essential for attracting and retaining skilled nursing professionals. %!

Conclusion

Overall, the analysis indicates that both nurse motivation and compensation have a significant impact
on their performance. Nurse motivation proved to have a stronger influence than compensation; however,
both play crucial roles in determining nurse performance. Therefore, it is essential for hospital management
to address and enhance nurse motivation and provide adequate compensation to improve their performance.
Future research could explore the specific motivational factors that are most effective in this context and
investigate the long-term impact of compensation and motivation on nurse retention and patient outcomes.
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