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Abstract
Keywords Work motivation is a critical determinant of nurses' performance, influencing
Work motivation, nurses, job  healthcare delivery and patient outcomes. Various factors, including job
satisfaction, Punjab Institute autonomy, social support, workload, recognition, professional development, and
of Cardiology, Lahore, job organizational culture, impact nurses' motivation levels. This study investigates
autonomy, professional the factors affecting work motivation among charge nurses at Punjab Institute
development, organizational of Cardiology, Lahore, to understand their influence on job performance and
culture, healthcare retention in a public sector healthcare setting.
performance Method: A quantitative, crosssectional descriptive study was conducted
among 50 charge nurses from the ICU and Emergency departments of Punjab
Article History Institute of Cardiology, Lahore, using a convenience sampling technique. Data
Received on 19 April 2025 were collected via a close-ended Likertscale questionnaire adapted from prior
Accepted on 03 July 2025 research (Tesfaye T, 2024), focusing on motivation, job satisfaction, and
Published on 19 July 2025 professional experiences. The sample size was calculated using Open Epi with
a 95% confidence level, yielding a sample of 50 nurses. Data were analyzed
Copyright @Author using descriptive statistics (frequencies, percentages) to assess demographic
Corresponding Author: * profiles and motivation factors. Ethical approval was obtained from the
Sadia Sarwar hospital’s medical superintendent, with informed consent ensured for all
participants.

Results: The sample comprised 86% female nurses, 48% aged 3142 years,
72% married, and 64% with Post RN qualifications. Most nurses (64%) had
9-12 years of professional experience. High motivation levels were reported, with
96% feeling motivated to work hard, 92% citing financial incentives, and 92%
valuing longterm job security. Job satisfaction was high, with 94% satisfied
with their job, 84% with supervisors, and 86% with colleagues. However, only
28% had worked in pediatrics, and 88% reported knowledge of neonatal
resuscitation. Key motivators included career development opportunities (88%)
and pride in working for the facility (96%). Conversely, 32.8% were satisfied
with remuneration, and 57.2% agreed that incompetent nurses received
adequate support. Work environment factors, such as safety and resource
availability, were positively rated by 39% of respondents.

Conclusions: The study highlights that job autonomy, financial incentives,
job security, and supportive work environments significantly enhance nurses’
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motivation at Punjab Institute of Cardiology. However, gaps in remuneration

satisfaction and limited career advancement opportunities indicate areas for

improvement. Strengthening communication, providing robust professional

development programs, and addressing resource constraints can further boost

motivation and performance, ultimately improving patient care outcomes.

INTRODUCTION

1.1: Background

A motivation describes the factors that initiate and
direct behavior. Because individuals brings to the
workplace different needs and goals, the type and
intensity of motivators very among employees
(ELEANOR J. SULLIVAN and Decker, 2022). A
continual and troublesome question facing
managers today is why some employees perform
better than other. Making decisions about who
performs what tasks in a particular manner without
first considering individual behavior can lead to
irreversible, longterm problems (ELEANOR ]J.
SULLIVAN and Decker, 2022). Nurse Manager
prefers motivated employees because they strive to
find the best way to perform their jobs. This is one
reason that motivation is an important aspect of
enhancing employee performance (ELEANOR J.
SULLIVAN and Decker, 2022).

Each employee is different in many respects. A
manager needs to ask how such differences
influence the behavior and performance of the job
requirements. Ideally, the manager performs this
assessment when the new employee is hired. In
reality, however, many employees are placed in
position without the manger having adequate
knowledge of their abilities and /or interests. This
often results in problems with employee
performance, as well as conflict between employee
and managers. Employee’s performance literature
ultimately reveals two major dimensions as
determinants of job performance: motivation and
ability (ELEANOR ]J. SULLIVAN and Decker,
2022).

According to Daneshkohan the most significant
motivating factor for nurses was good management.
This shows that nurses have positive attitudes
towards the consequence of management practices
in the organization. In a systematic review of
motivation and retention of health(Daneshkohan
et al, 2024). Along with acuity, personality,
attitudes, and learning motivation is a very

important piece of considerate

behavior(Daneshkohan et al., 2024).

A study was conducted in United Kingdom (UK)
on impact of job satisfaction components on intent
to leave and turnover for hospital based nurses.
Level of education achieved and pay were found to
be associated with job satisfaction, although the
results  for  these  factors were  not
consistent(Coomber & Barriball, 2023). Quite a lot
of factors have an effect on the nurse’s concert
point. Job contentment, organizational obligation,
level of education, practices, nurse’s self-esteem,
work related stress and exhaustion, support from
coworkers, sympathetic command, feedback,
guidance on clinical tools, acknowledgment, job
prospect, work surroundings, motivations,
incentives, comprehension, skills promotions and
capability level are among the copious factors
affecting nurses concert (Tesfaye T, 2024). It is
declared that nurses motivation is the core
determinant of nurses retentions and health zone
concert(Lambrou, Kontodimopoulos, & Niakas,
2023). Job motivation is defined as “the willingness
to exert and maintain an effort towards
organizational goals” (Mathauer & Imhoff, 2022)
and motivated nurses are more likely to apply their
knowledge to the real delivery of health care
(Prytherch et al. 2023) (Lambrou et al., 2023).

The motivational determinants of health
professionals to choose and remain in the public
sector have been increasingly addressed, including
the customized approach of Public Service
Motivation (PSM). However, to date, no systematic
research overview has been performed in this
domain, leaving the body of literature
unstructured.

Public Service Motivation (PSM), as conceptualized
by Perry and Wise (1990), encompasses individual
beliefs, motivations, values, and attitudes towards
the nature and mission of public institutions. The
interest in PSM as a determining factor for
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choosing and staying in public administration
gained traction in recent years, shifting the way
motivation was addressed in light of New Public
Management (NPM). Mimicking the private sector,
the NPM showed concern for efficiency, efficacy,
productivity, and performance, which are of
growing importance for decision makers,
researchers, and  professionals, but with
counterproductive consequences in the
recruitment of personnel upholding the desired
public values. (George, A. 2022)

1.2: Significance of Study

The purpose of this study is to determine the factors
that affect on good or bad performance of nurses.
The scope of this study involves factors that
affecting job motivation among nurses in Punjab
Institute of Cardiology, Lahore.

1.3: Justification of study

Motivation describes the factors that initiate and
direct behavior. Because individuals bring to the
workplace different needs and goals, the type and
intensity of motivators vary among employees.
Nurse Manager prefers motivated employees
because they strive to find the best way to perform
their jobs. Motivated employees are more likely to
be productive then are non-motivated workers. This
is one reason that motivation is an important aspect
of enhancing employee performance (ELEANOR ]J.
SULLIVAN and Decker, 2022). So, I need to study
about factors affecting job motivation among
nurses at Punjab Institute of Cardiology, Lahore
because, I determined the factors that affect on
good or bad performance of nurses.(I want to see
the factors that affect nurses performance.)

METHODOLOGY

3.1: Research Design

The design of this study was quantitative research
(cross sectional) descriptive study design.

3.2: Target Population

Target population of study was all charge nurses of
Punjab Institute of Cardiology, Lahore.

3.3: Population

The study was conducted on charge nurses of
Punjab Institute of Cardiology, Lahore.

3.4: Study Site

The study was conducted on nurses at Punjab
Institute of Cardiology, Lahore.

1.4: Purpose of study

The purpose of study to explore the factors that
affect the motivation and demotivation among
nurses of Punjab Institute of Cardiology, Lahore.

1.5: Research question

What are the main factors that affect job motivation
among nurses at Punjab Institute of Cardiology,
Lahore?

How factors affect the job motivation among nurses
of PUNJAB INSTITUTE OF CARDIOLOGY,
LAHORE?

1.6: Hypothesis
. Null Hypothesis
Motivational and de-motivational factors
may not affect job performance of nurses in
Punjab Institute of Cardiology, Lahore.
. Research Hypothesis
Motivational and de-motivational factors
may affect job performance of nurses in Punjab
Institute of Cardiology, Lahore.

1.7: Conceptual Definition.

Job Motivation: The term motive usually is defined
as desires, needs, emotion or impulses that make
someone do something (N, 2023).

1.8: Operational Definition

Job motivation: the inner force that drives
individual to  accomplish  personal and
organizational goals (Lindner, 1998).

3.5: Inclusion Criteria

Charge nurses (age 20- 40y) of ICU and Emergency
department from Punjab Institute of Cardiology,
Lahore

3.6: Exclusion criteria
All charge nurses of general wards from Punjab
Institute of Cardiology, Lahore.

3.7: Sampling Technique
The sampling technique was used convenient
sampling.
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3.9: Ethical Consideration

A written permission was taken from the medical
superintendent of Punjab Institute of Cardiology,
Lahore before starting my research study, and an
individual consent form was attached with every

3.11: Data Gathering

Data was collected from charge nurses of Punjab
Institute of Cardiology, Lahore. I conduct this
research after the permission of medical
superintendent of Punjab Institute of Cardiology,
Lahore. I distribute my questionnaire in all nurses
of Punjab Institute of Cardiology, Lahore and

questionnaire  for taking permission from
participants.
3.10: Research Tool

Close ended (likert scale) questionnaire was used.
The research tool was obtained from previous

research study (Tesfaye T, 2024).

gather information in 1day.

Results from OpenAl, Version 3, open source
calculator—SSPropor

[16]

RESULTS
Age
Frequency Percent Valid Percent  [Cumulative Percent

18 - 30 Years 21 42.0 42.0 42.0
31-42 Years 24 48.0 48.0 90.0
43 - 54 Years 5 10.0 10.0 100.0
Total 50 100.0 100.0

Gender

Frequency Percent Valid Percent Cumulative Percent

Male 7 14.0 14.0 14.0

Valid ~ Female 43 36.0 36.0 100.0
Total 50 100.0 100.0

Gender

Wiale
EFemale
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Marital Status

Frequency Percent Valid Percent Cumulative Percent
Single 14 28.0 28.0 28.0
Valid Married 36 72.0 72.0 100.0
Total 50 100.0 100.0

Marital

Status
W single
W Married

Qualifications
Frequency Percent Valid Percent Cumulative Percent
Post RN 32 64.0 64.0 64.0
\Valid B.Sc. Nursing / MSN 17 34.0 34.0 98.0
Others 1 2.0 2.0 100.0
Total 50 100.0 100.0

Gualifications

W Post RN
5 .5c. Nursing / MSN
Cothers
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Professional Experiences

Frequency  [Percent Valid Percent  [Cumulative Percent
1-4 Years 2 4.0 4.0 4.0
. 5 -8 Years 16 32.0 32.0 36.0
Valid i Yeas 2 64.0 64.0 100.0
Total 50 100.0 100.0
40
30
£
S
o
O 4
10
0 |?| | T |
1-4Years 5-8Years 9-12 Years
Professional Experiences
work in Shifts
Frequency Percent Valid Percent Cumulative Percent
Morning 24 48.0 48.0 48.0
Evening 16 32.0 32.0 30.0
Valid Night 10 20.0 20.0 100.0
Total 50 100.0 100.0
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Age Gender | Marital Status Qualifications ST work in Shifts
Experiences
18-30|31-42|43-54 BSc 1-415-8[9-12
Male [ Female| Single |Married| Post RN [Mursing / | Others Morning | Evening | Might
Years | Years | Years MSN Years|Years |Years
) Yes| 20 23 5 7 41 13 a5 30 17 1 2 15 ey 22 16 10
a1 | feel motivated to work hard.
Mol 1 1 0 0 2 1 1 2 0 0 0 1 1 2 0 0
o . Yes| 19 22 5 7 38 12 34 28 17 1 2 14 30 21 16 9
Q2 | do this job to get paid .
No| 2 2 0 0 4 2 2 4 0 0 0 2 2 3 0 1
a3 | do this job as it provides long term Yes| 19 23 4 7 38 12 34 chl 14 1 2 15 28 22 15 9
security for me. No 2 1 1 0 4 2 2 1 3 V] 0 1 3 2 1 1
) . ) Yes| 11 2 1 3 11 3 g 1 3 ] 2 [ G 9 2 3
Q4 Ever worked in paediatrics unit .
Mol 10 22 4 4 32 6 30 2 14 1 0 10 26 15 14 7
a5 Level of knowledge about neonatal | Yes| 20 19 5 7 37 13 Ky 30 13 1 2 15 27 23 13 8
resuscitation . T 5 0 0 6 1 5 2 4 0 0 1 5 1 3 2
) ) i Yes| 18 19 5 7 35 1" )| 30 ik 1 2 15 25 20 15 7
Qb | am satisfied with my supervisor.
Mol 3 5 0 0 8 3 5 2 G 0 0 1 7 4 1 3
a7 | am satisfied with my colleagues in Yes| 19 20 4 7 36 12 3 28 14 1 2 15 26 20 15 8
my wark No| 2 4 1 0 7 2 5 4 3 0 0 1 6 4 1 2
ag Overall i am very satisfied with my Yes| 20 22 5 7 40 13 34 30 16 1 2 15 30 22 15 10
job . No 1 2 o 0 3 1 2 2 1 V] 0 1 2 2 1 0
ag | am satisfied with the healyh Yes| 21 24 5 7 43 14 36 32 17 1 2 16 32 24 16 10
sernvices being provided by me Mo ] 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Q1o | feel that the semvices being Yes| 21 24 5 7 43 14 36 32 17 1 2 16 32 24 16 10
pravided by me are essentials . Mo 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
a1 | get sample opportunities for career Yes| 19 20 5 7 v 12 32 29 14 1 2 15 27 21 14 9
and skill development . Mo 2 4 0 0 [ 2 4 k} k] W] 0 1 5 k} 2 1
| am proud to be working for this Yes| 21 22 5 7 41 14 34 k| 16 1 2 16 30 24 15 9
Q12 o
health facility . Nol o 2 0 0 2 0 2 1 1 0 0 0 2 0 1 1
Q13 | feel very committed to this health Yes| 20 22 5 7 40 13 34 N 15 1 2 16 29 22 16 9
facility . Mol 1 2 0 0 3 1 2 1 2 0 0 0 3 2 0 1
Q14 This health facility realy inspire me | Y&S| 20 21 5 7 39 13 33 30 15 1 2 15 29 22 16 8
to do my very best on job. Mol 1 3 0 0 4 1 3 2 2 0 0 1 3 2 0 2
Yes 1 2 o 1 2 0 3 2 1 V] 0 1 2 0 1 2
Q15 | can rely on my colleagues at work .
No| 20 22 5 6 41 14 33 30 16 1 2 15 30 24 15 8
a16 | always complete my task efficiently Yes| 19 23 4 7 a8 13 33 30 15 1 2 15 28 22 14 10
and correctly . No 2 1 1 0 4 1 3 2 2 V] 0 1 3 2 2 0
Q17 | do things that need doing without | Y&5| 20 22 5 [ 41 14 33 30 16 1 2 15 30 24 14 9
being asked ortold . Mo 1 2 0 1 2 0 3 2 1 0 0 1 2 0 2 1
) Yes| 20 23 5 6 42 14 34 a0 17 1 2 15 N 24 15 9
Q18 I am punctual about coming to work
Mo 1 1 o 1 1 0 2 2 0 V] 0 1 1 0 1 1
Yes| 2 1 1 0 4 1 3 2 2 0 0 1 3 1 3 0
Q19 | am often absent from work.
Mol 19 23 4 7 39 13 33 a0 15 1 2 15 29 23 13 10
azg  [tis nota problem ifi sometimes Yes| 0 0 1 0 1 0 1 1 0 0 0 0 1 0 1 0
come late for work [ on leave . No| 21 24 4 7 42 14 a5 )| 17 1 2 16 ey 24 15 10
DISCUSSION the factors that affect nurses’ performance.on the

This data represents the age distribution of a sample
of 50 individuals. The table shows that 42% of the
sample (21 individuals) are between 18 and 30 years
old, 48% (24 individuals) are between 31 and 42
years old, and 10% (5 individuals) are between 43
and 54 years old. The cumulative percent column
shows the cumulative percentage of individuals up
to each age category. In total, the sample consists of
50 individuals. The performance level of nurses is
keystone for enhanced output of health care
organizations. Poor performance of nurses reduced
organization efficiency and a cause for decreased
hospitalized patient outcomes. This study assessed

whole performance that assess by some items such
as  punctuality, therapeutic relationship with
patient, 85% of nurse that having excellent
presentation, this was indicates approximately one-
sixth of nurses are not presenting excellent which
might contribute to extensive hospital stay, increase
chance of nosocomial infection, increase health
care expenditure and reduced patient care
outcomes.

This data represents the gender distribution of a
sample of 50 individuals. The table shows that 14%
of the sample (7 individuals) are male, and 86% (43

individuals) are female. The cumulative percent
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column shows the cumulative percentage of
individuals up to each gender category. In total, the
sample consists of 50 individuals.

marital status distribution of a sample of 50
individuals. The table shows that 28% of the
sample (14 individuals) are single, and 72% (36
individuals) are married. The cumulative percent
column shows the cumulative percentage of
individuals up to each marital status category. In
total, the sample consists of 50 individuals.
represents the qualifications distribution of a
sample of 50 individuals. The table shows that 64%
of the sample (32 individuals) have a Post RN
qualification, 34% (17 individuals) have a B.Sc.
Nursing / MSN qualification, and 2% (1
individual) have other qualifications. The
cumulative percent column shows the cumulative
percentage of individuals up to each qualification
category. In total, the sample consists of 50
individuals. This data represents the professional
experiences distribution of a sample of 50
individuals. The table shows that 4% of the sample
(2 individuals) have 14 years of professional
experience, 32% (16 individuals) have 5-8 years of
experience, and 64% (32 individuals) have 9-12
years of experience. The cumulative percent
column shows the cumulative percentage of
individuals up to each professional experience
category. In total, the sample consists of 50
individuals.

it seems that the majority of respondents feel
motivated to work hard and also work to get paid
and have long-term job security. These are common
reasons for why people work, as financial stability
and job security are important factors for many
individuals. It's important for employers to
recognize these factors and provide fair
compensation and opportunities for growth and
development to maintain a motivated and
dedicated workforce. According to the data
provided, 14 out of 50 respondents (28%) have
worked in a Paediatrics unit, while 36 respondents
(72%) have not. Most of the respondents have some
level of knowledge about neonatal resuscitation,
with 88% answering "Yes" and only 12% answering
"No". It looks like the survey includes questions
related to job satisfaction, motivation, and

experience in specific areas of healthcare. It's
interesting to see that most respondents are
motivated to work hard and are satisfied with their
job, supervisor, and colleagues.

Additionally, the majority of respondents have
experience working in healthcare, with about 28%
having worked in pediatrics and 88% having
knowledge about neonatal resuscitation. Results
showing that the majority of the respondents are
satisfied with their job, supervisors, colleagues, and
the health facility they work for. They also feel
motivated to work hard and consider getting paid
and long-term security as important factors in their
job. They also perceive that they have opportunities
for career and skill development. It seems like only
8% of the respondents reported being often absent
from work, while the majority of 92% reported not
being often absent from work. It looks like the
majority of respondents (96%) are punctual about
coming to work, with only 2 out of 50 respondents
reporting that they are not punctual. The
performance level of nurses is keystone for
enhanced output of health care organizations. Poor
performance of nurses reduced organization
efficiency and a cause for decreased hospitalized
patient outcomes. This study assessed the factors
that affect nurses’ performance. on the whole
performance that assess by some items such as
punctuality, therapeutic relationship with patient,
85% of nurse that having excellent presentation,
this was indicates approximately one-sixth of nurses
are not presenting excellent which might contribute
to extensive hospital stay, increase chance of
nosocomial infection, increase health care
expenditure and reduced patient care outcomes.
Some comparable finding was reported in Saudi
Arabia (Riyadh)(Al-Ahmadi, 2024). The
majority of respondent rated their knowledge and
skills at highest score at Punjab Institute of
Cardiology, Lahore. Implementing nursing care
plan 73.9% respondents were agree, patient
counseling  skills  91.9%, providing health
education 92.8% and practice time management
88.2% respondents were agree. These findings at
high score as compare to a study conducted in Jima
University specialized hospital (Tesfaye T, 2024).
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Age Gender | Marital Status Qualifications PIEEEET work in Shifts
Experiences
18-30|31-42(43-54 B.5c. 1-4|5-8(9-12
Male | Female] Single |Married| Post RM | Mursing /| Others Morning |Evening [ Might
Years | Years | Years MEN Years |Years|Years
]
. Yes| 20 23 5 7 41 13 35 30 17 1 2 15 k| 22 16 10
a | feel motivated to work hard.
Mo 1 1 0 0 2 1 1 2 0 0 0 1 1 2 0 0
o ) Yes| 19 22 5 7 38 12 34 28 17 1 2 14 30 21 16 9
Q2 | do this jobto get paid .
Mo 2 2 0 0 4 2 2 4 0 0 0 2 2 3 0 1
a3 | do this job as it provides long term Yes| 10 23 4 7 34 12 34 h| 14 1 2 15 29 22 15 g
security for me. Mo 2 1 1 0 4 2 2 1 3 0 0 1 3 2 1 1
) . ) Yes| 11 2 1 3 ih! g g 11 3 0 2 g G 9 2 3
Q4 Ever worked in paediatrics unit .
Mol 10 22 4 4 32 6 30 21 14 1 0 10 26 15 14 7
a5 Level of knowledge about neonatal | YeS| 20 19 5 7 v 13 H a0 13 1 2 15 27 23 13 2
resuscitation . Nol 1 5 0 0 B 1 5 2 4 0 0 1 5 1 3 2
) ) ) Yes| 18 19 5 7 35 1 k)| 30 1 1 2 15 25 20 15 7
Qg | am satisfied with my supervisor .
Nol 3 5 0 0 8 3 5 2 B 0 0 1 7 4 1 3
a7 | am satisfied with my colleagues in Yes| 19 20 4 7 36 12 H 28 14 1 2 15 26 20 15 8
my work Nol 2 4 1 0 7 2 5 4 3 0 0 1 G 4 1 2
a8 Overall i am very satisfied with my Yes| 20 22 5 7 40 13 34 30 16 1 2 15 30 22 15 10
jok . Nol 1 2 0 0 3 1 2 2 1 0 0 1 2 2 1 0
ag | am satisfied with the healyh Yes| 21 24 5 7 43 14 36 32 17 1 2 16 32 24 16 10
services being provided by me Mo 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
ato | feel that the services being Yes| 21 24 5 7 43 14 36 32 17 1 2 16 32 24 16 10
provided by me are essentials . MNo 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
a1 | get sample opportunities for career Yes| 19 20 5 7 37 12 32 29 14 1 2 15 27 21 14 9
and skill development . No 2 4 0 0 B 2 4 3 3 0 0 1 5 3 2 1
| am proud to be working for this Yes| 21 22 5 7 41 14 34 Kyl 16 1 2 16 30 24 15 9
Q12 o
health facility . Mol 0 2 0 0 2 0 2 1 1 0 0 0 2 0 1 1
a3 | feel very committed to this health Yes| 20 22 5 7 40 13 34 ch| 15 1 2 16 29 22 16 g
Facility . Mo 1 2 0 0 3 1 2 1 2 0 0 0 3 2 0 1
a14 This health facility realy inspire me | Y8S| 20 21 5 7 ag 13 a3 30 15 1 2 15 29 22 16 ]
to do my very best on job . Mo 1 3 0 0 4 1 3 2 2 0 0 1 3 2 0 2
Yes 1 2 0 1 2 0 3 2 1 0 0 1 2 0 1 2
Q15 | can rely on my colleagues at work .
Mol 20 22 5 ] 41 14 33 30 16 1 2 15 30 24 15 8
Q16 | always complete my task efficiently Yes| 10 23 4 7 34 13 33 20 15 1 2 15 29 22 14 10
and correctly . Mo 2 1 1 0 4 1 3 2 2 0 0 1 3 2 2 0
| do things that need doing without Yes 20 22 5 6 41 14 33 20 16 1 2 15 30 24 14 9
Q17 -
being asked ortold . Mo 4 2 i} 1 2 W] 3 2 1 0 0 1 2 0 2 1
) Yes| 20 23 5 B 42 14 34 30 17 1 2 15 H 24 15 9
Q18 | am punctual about coming to work
Nol 1 1 0 1 1 0 2 2 0 0 0 1 1 0 1 1
Yes| 2 1 1 0 4 1 3 2 2 0 0 1 3 1 3 0
Q19 | am often absent from work.
Mol 1a 23 4 7 39 13 33 30 15 1 2 15 29 23 13 10
qzg  |i= notaproblem ifi sometimes Yes| 0 0 1 0 1 0 1 1 0 0 0 0 1 0 1 0
come late for work/ on leave . No| 21 24 4 7 42 14 35 k| 17 1 2 16 ka| 24 15 10
CONCLUSION 2. Social support: Nurses who receive social

The research on factors affecting nursing work
motivation suggests that there are several key factors
that can influence the motivation levels of nurses.
Some of these factors include:

1. Job autonomy: Nurses who have more
autonomy in their jobs and are able to make
decisions about patient care tend to be more
motivated and engaged in their work.

support from colleagues, supervisors, and other
members of the healthcare team tend to have higher
levels of motivation and job satisfaction.

3.

4.

Workload: High workload, understaffing,
and inadequate resources can negatively impact
nurse motivation and lead to burnout.

Recognition and reward: Nurses who

receive recognition and rewards for their work tend
to be more motivated and satisfied in their jobs.
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5. Professional development: Opportunities
for professional development, training, and
advancement can increase nurse motivation and
engagement.

6. Organizational culture: The culture of the
healthcare organization can also play a role in nurse
motivation. Organizations that prioritize employee
well-being and engagement tend to have higher
levels of nurse motivation and job satisfaction.
Overall, the research suggests that a combination of
individual, social, and organizational factors can
impact nurse work motivation. Healthcare
organizations that prioritize job autonomy, social
support, recognition and reward, professional
development, and a positive organizational culture
may be able to improve nurse motivation and
ultimately improve patient care.
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