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Abstract 

Like many other methodological motivations, the relationship between motivation and job satisfaction has been 

defined in many psychology studies. The model of impacts of rewards towards job satisfaction has been used by 

many organizations for their approach and reference. However, little research has been done to explore the impacts 

of self-motivation amongst staff at a private hospital in Kuala Lumpur towards their effective job performance. 

The paper is derived from factors that influence staff motivations and how these motivations can affect their job 

performance, using quantitative research data collection. The theory and results of the study are also briefly 

discussed. The Table of Reliability, Correlation and Regression analysis is presented in this thesis study for further 

reference. The results of this study suggest that the relationship between self-motivation and performance is a two-

way relationship, where performance is also a key measure of a person’s job satisfaction in his or her job. High 

job satisfaction, especially in the element of supervision, co-workers and the work itself can improve the emotions 

and behavior of employees in the workplace, as well as motivate employees to become more committed to attaining 

better performance. 

 

Keywords: Self-Motivation, Job Satisfaction, Effective Job Performance 

 

 

1. Introduction 

 

Work is not only a source of income – it is more to the satisfaction of other needs such as the desire for competition, 

power, higher achievement as well as to determine the public opinion of their din. In this case, the individual will 

be happy, fun, and proud when their needs and satisfaction in the world of work have been met. On the other hand, 

negative feelings such as anger, resentment, boredom, and dissatisfaction will occur when their needs are not met; 

and this will have a big impact on the organization’s progress. Work motivation is defined as the feeling or 
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emotional response of employees regarding aspects in a work situation; where employees who get encouragement 

and satisfaction in work will produce more quality and productive work (Kanfer et al., 2017). In other words, 

motivation is also defined as the essential factor for achieving one's goals (Azar & Sahar, 2021). It is contended 

that employees with extrinsic motivation require something in exchange for doing the duties assigned to them. 

Managers and coordinators must inspire them with awards to urge them to participate in the assigned 

responsibilities. It is essential in pushing and encouraging people to carry on with their daily activities.  According 

to Andriani et al. (2018), work motivation refers to an employee's overall attitude towards his or her job. Moreover. 

according to Breaugh et al. (2018), the study of work motivation is a description of attitude rather than behavior. 

However, both attitudes and behaviors have a cause and effect toward effective performance. Azar & Sahar (2021, 

p. 35) contend that employees that are intrinsically motivated frequently motivate themselves from inner side 

through internalised processes. This sort of individual is eager to learn and work independently to reach his or her 

goals. Employees that are self-motivated do not require other individuals or external motivators if they have their 

own inner drive. Azar & Sahar (2021) further add that the inner selves of self-motivated people are eager to achieve 

their objectives and fulfil their wishes. In the context of self-motivation, newly employed individuals will accept 

whatever form of work is offered; however, when they have been working for a long time, the view on employment 

becomes broader and more meaningful (Çetin & Aşkun, 2018). Based on the above issues, this study intends to 

explore impacts of self-motivation amongst the employees at a private hospital in Kuala Lumpur, Malaysia on the 

effective job performance. 

 

1.1 Self-Motivation on the Effective Job Performance 

 

Past studies have shown that with the existence of work motivation and high commitment to the organization, an 

individual can exhibit behavior known as pro-social citizenship, which involves the attitude of liking and helping 

colleagues, helping and prioritizing customer interests as well as being willing to cooperate with each other 

(Olafsen et al., 2018). This includes assisting hospital patients in carrying out tasks, striving and having awareness 

to protect healthcare departmental interests and symptoms such as fire, theft, and damage by irresponsible people. 

Another organizational researcher, Demirhan et al. (2020) conducted a study on the hospital nurse and categorized 

three main factors that can influence job motivation. These were job characteristics (rewards, promotion 

opportunities, clear responsibilities, and opportunities for the use of skills), organizational characteristics 

(commitment to the hospital organization, good relationships with supervisors and doctors), and individual 

characteristics (age, race and gender). The researcher also found that improvements in all factors related to job 

characteristics and organizational characteristics have a positive effect in further increasing work motivation 

among hospital nurses.  

 

For individual characteristics, the positive effect is only shown with age increase, while the influence of gender 

does not play an important role in determining such satisfaction. This is also in line with the recommendations of 

Ahlstedt et al. (2019) who have recommended several ways to increase work motivation amongst hospital staff 

such as the clarification of responsibilities and areas of responsibility, reducing control over employees, providing 

opportunities to plan and perform their own tasks, and giving authority and creativity to employees in carrying out 

their duties. In terms of personal factors that can affect job satisfaction, Abidin (2020) has categorized these 

personal factors of affecting job satisfaction into five main categories namely age, gender, race, personality, and 

cognitive abilities. Job motivation among hospital staff usually increases with increased employee age as displayed 

by a “U” shaped distribution. As for gender characteristics, male employees generally show a higher level of work 

motivation compared to women, while minority segments in an organization often have low work motivation. As 

for the personality aspect, a high locus of internal control and self-concept often shows a high degree of work 

motivation; however, it was also found that individuals who are fit and have cognitive abilities tend to find routine 

tasks boring and this lowers their level of motivation to work. According to Purwanti et al. (2020), the differences 

between male and female workers also depend on job factors (autonomy, use of skills, career development 

opportunities, status and salary), family factors (responsibility for family burdens) and social factors (education, 

age, religion and degree) can also influence work motivation differences between gender. In addition, Gunawan 

et al. (2019) stated that female workers will be more motivated to work than men if the aforementioned factors 

were evenly distributed among them. 
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A study by Breed et al. (2020) for nine countries in Europe found differences in the level of work motivation 

amongst hospital staff for these countries. In most of the countries surveyed, researchers found that more than 10% 

of employees said they did not get satisfaction or motivation from work. On the other hand, for countries 

categorized as industrial countries, only 3% of workers have high career motivation. Workers in the Republic of 

Ireland have the highest level of motivation and job satisfaction compared to other European countries. This 

situation exists as a result of the work culture and work patterns in Ireland which are less stressful and prioritize 

strong social relations. This finding is also supported by Djukic et al. (2020) where he found work stress that 

determines the level of motivation and satisfaction, as well as factors of economic and social conditions of a 

country. Organizational practices related to autonomy play an important role in determining work motivation 

among hospital staff (Phinari & Bernarto, 2020). The results of the study have proven that there are no differences 

in the level of work motivation between genders in organizations that give autonomy to female employees. Female 

employees at the management level are given more responsibilities. In addition, work motivation is also found to 

depend on one's age and duration of work. Manning (2016) found that age gives a "U" shaped distribution in 

determining work motivation. According to him, the level of work motivation amongst hospital staff at the 

beginning level is high, before decreasing and then increasing again as age increases until the end of the period of 

service. 

 

Similarly, Ardita et al. (2019) found that only 5% of hospital staff aged 35 years and above do not have work 

motivation when compared with young hospital staff who mostly show a low level of work motivation. This 

opinion is supported by Hidayah and Fadila (2019) that staff of local with higher education positions prioritize a 

love for work as very important in determining their motivation and satisfaction. Recognition from employers and 

peers as well as academic freedom occupy the next place on the list of interests. Thus, it is important to explore 

what the impact of self-motivation is on the effective job performance amongst staff of private hospitals in Kuala 

Lumpur. Organizational behaviour researchers – Doloh et al. (2018) also formulated a similar matter where 

according to the authors, the importance of work motivation should be prioritized since the absence of motivation 

will cause behaviors such as skipping and changing work. For the employees themselves, low motivation will tend 

to exhibit physical and mental health disorders. Therefore, employees who have a high level of work motivation 

are more to be profitable and an important asset to the organization. According to Pundati et al. (2018), there is a 

positive relationship between work motivation and an individual's excellence, physical and mental health, and life 

satisfaction. They added that dissatisfaction in work can evoke various feelings such as frustration, truancy, job 

changes, mental and physical health disorders as well as internal conflicts within the organization. Therefore, it is 

very important to ensure that staff motivation is consistently maintained to avoid frustration, burn out, and a lack 

of interest towards their job which causes them to eventually leave the organization. 

 

Besides, Sutarto et al. (2017) recommend every organization should always strive to improve its excellence in all 

aspects, especially in developing and enhancing knowledge, skills, attitudes, and values amongst all levels of its 

members. With this, the organization can increase the expectations of staff and organizations to achieve 

organizational excellence. The systematic control and management of human resource departments are also 

important in increasing employees’ motivation, organizational productivity, and further achieving national vision. 

In this regard, management needs to foster good relations amongst employees, create a harmonious organizational 

climate and ensure that employees have high loyalty to their workplace organization. Therefore, based on the 

above research, this study seeks to explore the factors that influence staff motivation. The issue of maintaining 

staff loyalty to their organization is very challenging. However, from the various research studies available, the 

potential of retaining staff in an organization by ensuring staff motivation and job satisfaction is crucial because it 

will influence the staff to work more effectively and passionately, as well as clearly understanding the organization 

mission and becoming an important asset to the organization. In addition, from the study, the organization can 

help identify factors that influence staff motivation and what the organization can provide to ensure staff remain 

motivated throughout their career and achieve job satisfaction. 

 

1.2 Job Satisfaction  

 

Job satisfaction is the feeling experienced by an employee towards the work he or she does. This feeling of 

satisfaction will cause a person to always want to work with a full sense of responsibility (Ghazali & Turiman, 
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1995). Several studies have shown that employees who have a high level of job satisfaction will be more 

productive, as well as produce quality and good work (McNeese-Smith, 1996; Mullins, 1989; Nash, 1985; Schultz, 

1982). While employees who are at a low level of job satisfaction tend to cause various problems to the 

organization such as truancy, lateness, and disciplinary problems (Lussier, 1990). Employee job satisfaction is 

very important for an organization because employees with job satisfaction tend to carry out their work sincerely 

and not complain about the work and instructions given. Even if the staff are not satisfied with the work that they 

do, they still complete their work even if they are not diligent (French & Saward, 1983; Locke, 1988). Katzell 

(1975) associated job satisfaction with feelings, the extent to which an employee likes or dislikes his or her work. 

According to him, employees are satisfied when they have a positive attitude towards work and job prospects, as 

well as being able to animate their work in accordance with their lives. Apart from that, according to Wan Ahmad 

(2000), job satisfaction is considered as a feeling of fun or positive emotions resulting from the evaluation of 

positions held in the work environment. 

 

1.3 Relationship Between Employees Motivation and Job Satisfaction 

 

The relationship between employee motivation and job satisfaction is also currently being studied and some 

researchers (Heneman et al., 1988; Igalens & Roussel, 1999; Pool, 1997) have concluded that job motivation and 

job satisfaction should be investigated separately, so that the factors influencing the results of the study are easier 

to identify and better understand. Herzberg (2003) Two-Factor Theory identifies intrinsic factors and hygiene 

factors that tend to be extrinsic factors. Herzberg argues that these factors lead to job satisfaction because they 

meet individual needs to realize themselves (Maslow, 1954; Tietjen & Myers, 1998). In contrast, the Theory of 

Expectations as developed by Porter and Lawler (1968), argues that pay-for-performance systems can influence 

job satisfaction (Ferris, 1977; Igalens & Roussel, 1999). Supporting this view, Pool (1997) studied the relationship 

between job motivation and job satisfaction and found a significant positive relationship between them; where as 

work motivation increases, job satisfaction also increases. Although the argument that the positive relationship 

between extrinsic factors and job satisfaction is more dominant, Frey (1997) gives an opposing opinion. Frey 

argues that intrinsic factors can increase because of work improvement programs that contribute to work ethic 

improvement (Frey, 1997). 

 

When the pleasure of an employee advances their work, the instinctive factor can affect the extrinsic factor (Frey, 

1997). However, researchers who support the theory of self-determination argue that the pay-for-performance 

system can have a positive effect on intrinsic factors by supporting and promoting employee autonomy and self- 

esteem (Deci & Ryan, 2008; Gagné & Deci, 2005). However, this theory does not state whether extrinsic 

motivation will decrease, or if intrinsic factors increase. Job satisfaction is also associated with performance 

(Halkos & Bousinakis, 2010), quality (Wood et al., 2012), and performance efforts (Apostle et al., 1985; Muse & 

Stamper, 2007; Pettijohn et al., 2008). Leach (1998) conducted a study on job satisfaction and performance among 

salespeople.  

 

Studies have shown that motivational control and emotional control affect sales performance. As performance 

improves, job satisfaction also increases. Job satisfaction is also associated with motivation (Egan et al., 2004). 

From research on hospital department employees in large companies, studies show that job satisfaction positively 

influences motivation for learning transfer (Egan et al., 2004). In addition, this study also concludes that job 

satisfaction is related to motivation to share knowledge. According to Gholizade et al. (2014), in their study of 250 

employees in the field of healthcare and public hospitals in the Boyerahmad Kohkiluyeh in Iran found that job 

satisfaction can be a major factor influencing work motivation and commitment to the study. 

 

1.4 Relationship between Factors Influencing Self-Motivation and Effective Job Performance Among Employees 

 

There are various factors that influence the effective job performance of employees. With the increase in 

employees’ self-motivation, job performance is expected to become more effective. Firstly, a good working 

environment influences self- motivation and results in effective job performance (Ghaffari, Shah, Burgoyne, Nazri 

& Salleh, 2017). Working environment can be defined as the place employees work which affects their self-

motivation and job performance (Ghaffari et al., 2017). This is key so that employees not only increase their 
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motivation to do more but also become more involved in their work, contributing to the growth of their respective 

organizations (Ghaffari et al., 2017). The result of all this will be absolute satisfaction for employees, increasing 

productivity of work, and increased organization benefits (Ghaffari et al., 2017). 

 

The second factor influencing self-motivation and effective job performance is appreciation given by employer to 

the employees (Geiger, 2022). Appreciation can be defined as employers showing gratitude or the way the 

management of an organization thanks their employees (Geiger, 2022). Every employee who works in an 

organization must like when the work they do is appreciated by the employer or other colleagues (Geiger, 2022). 

Employers should always give praise for achievements by employees (Geiger, 2022). Employees who received 

appreciation at least once a year showed an improvement in terms of job performance compared to those who did 

not receive any direct appreciation from the organization since appreciation boosts self-motivation (Geiger, 2022). 

 

The third factor is growth opportunities as gaining self-motivation and effective job performance (Faisal & Al-

Rasheed, 2021). The potential for employees to be promoted or gain skill training and development can be summed 

up as a growth opportunity (Faisal & Al-Rasheed, 2021). The ability to evolve in an organization can increase 

employee self-motivation to be loyal and dedicated to work (Faisal & Al-Rasheed, 2021). One of the most crucial 

factors in fostering employee engagement is growth (Faisal & Al-Rasheed, 2021). If employees had more 

opportunity to grow, they will push their self-motivation to become better employees and show positive job 

performance (Faisal & Al-Rasheed, 2021). 

 

1.5 Relationship between Impacts of Self-Motivation and Effective Job Performance Among Employees 

 

Self-motivation of employees impacts job performance. Firstly, self-motivation enhances productivity of effective 

job performance (Mikhailova, 2021). In general, work productivity is measuring quality and quantity in certain 

units to achieve results and effective job performance (Mikhailova, 2021). Thus, productivity is related to inputs 

and outputs (Mikhailova, 2021). Elements included in work productivity and effectiveness which are related to 

maximum job performance by gaining self-motivation (Mikhailova, 2021). Second, self-motivation leads the focus 

of staff to a direction which the result is to accomplish effective job performance (Mikhailova, 2021). When 

employees are self-motivated to accomplish the job given, good focus and planning are needed for which job to 

be accomplished first (Mikhailova, 2021). Employees can prioritize their job list depending on deadline 

(Mikhailova, 2021). 

 

Even for employees who have had difficulties and challenges during the job, self- motivation and a positive attitude 

helps employees maintain their focus on the vision and objectives until they achieve effective job performance 

(Geiger, 2022). Thirdly, self-motivation will ensure that employees achieve personal job growth in effective job 

performance. Self-motivation in personal job growth in terms of knowledge and skill is important for employees 

achieving effective job performance (Geiger, 2022). Hence, self-motivation can drive personal growth in terms of 

job promotion since it enhances job performance (Geiger, 2022).  

Employees need to realise that self- motivation helps them a lot with effective job performance and gives positive 

impact to their personal job growth (Geiger, 2022). 

 

1.6 Research Questions 

 

1. What are the factors that influence self-motivation towards effective job performance of staff at a private 

hospital in Kuala Lumpur, Malaysia? 

2. What is the impact of self-motivation on the staff’s effective job performance at a private hospital in 

Kuala Lumpur, Malaysia? 

 

1.7 Limitation of Study 

 

The limitation of this study is that only one issue was examined – staff motivation at a private hospital in Kuala 

Lumpur. Thus, it is advisable to explore further in future regarding the challenges faced by organizations in terms 
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of retaining jobs or increasing staff wages. This study also focuses on collecting data using a questionnaire only 

in Kuala Lumpur. 

 

2. Methodology 

 

2.1 Research Design  

 

Quantitative research is used for this research design where a questionnaire survey was used to collect data from 

respondents to achieve the research goal. 

 

2.2 Sampling Procedure  

 

The population study for this research was typically considered from one private hospital in Kuala Lumpur and its 

total was 985 staff of the hospital. The questionnaire was distributed to the managers, executive staff, assistant 

managers, senior managers, and finally head of departments through the WhatsApp and Telegram links. Those 

staff who were available and free at their office time at the hospital were only able to respond the researchers’ 

questionnaire (100 respondents), which is the sample size of this project. The convenience sampling method was 

selected for this study. 

 

3. Results and Discussion   

 

3.1 Presentation, Analysis, and Interpretation of Data  

 

The data analysis result of this study where the researcher will show the outcome of the SPSS analysis for readers 

to digest. SPSS offers a program that assists researchers with complex data analysis needs and is used widely by 

health researchers.  

Figure 1: Gender Status 

                                

Based on Figure 1, the summary of gender status can be found where the majority of respondents were female 

with a total of 88 participants and only 12 male participants. 
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Figure 2: Age Status 

 

Based on Figure 2, the summary of age status shows that the majority of respondents were 21 years and above (59 

respondents), followed by 20-year-old participants (26 respondents), and finally 18-year-old participants (15 

respondents) who represented the minority. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3: Race Status 

 

Based on Figure 3, the summary of race status showed that many respondents were Malay with a total of 74 

respondents, followed by a total of 18 Chinese respondents, and only 8 Indian participants. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4: Job Position Status 
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Based on Figure 4, the summary of job position found that many of the respondents were managers (27 

respondents), followed by executive staff (20 respondents), assistant managers (14 respondents), senior managers 

(16 respondents), and finally head of departments (9 respondents). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5. Marital Status 

 

Based on Figure 5, the summary of marital status found that the majority of respondents were married with a total 

of 72 respondents, followed by respondents who were single with a total of 17 respondents, and other status’ 

consisted of only 11 respondents. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

      Figure 6: Number of Children Status 

 

Based on Figure 6, the summary of number of children found that the majority of the respondents (26 respondents) 

have one child, 21 respondents have 2 to 3 children, 17 respondents have 4 children, and only 15 respondents 

stated that they do not have children. 

 

 

 

 

 

 

 

 

 

 

 

Figure 7: Education Qualification Status 
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Based on Figure 7, the summary of education qualifications found that many respondents with diploma certificates 

totaled 62 respondents, degree holders made up a total of 22 respondents, 14 respondents hold a master’s degree, 

and finally only 2 respondents hold a doctorate. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 8: Monthly Income Status 

 

Based on Figure 8, the summary of income per month found that the majority of respondents earn RM2,000 to 

RM2,999 (37 respondents), followed by an income of RM3,000 to RM3,999 (25 respondents), an income of 

RM4,000 to RM4,999 (9 respondents), and finally only 4 respondents shared that they earn RM5,000 above. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 9: Monthly Income Status 

 

Based on Figure 9, the summary of organizational tenure status found that the majority of respondents had a 5-to-

9-year tenure with the organization (46 respondents), followed by 29 respondents with more than 10 years at the 

organization, and only 25 respondents with less than 4 years at the organization. 
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Figure 10: Positional Tenure Status 

 

Based on Figure 10, the summary of positional tenure found that the majority of respondents stated that they have 

between 5 to 9 years at their respective positions (58 respondents), followed by another 58 respondents holding 

their job positions for more than 10 years, and only 20 respondents with less than 4 years tenure. 

 

Table 1: Summary of Factors that Influence Self-Motivation 

Variables SD D PA A SA 

I am happy with my benefit plans from the 

organization. 

0 

 

0 

 

2 

 

28 

 

70 

 

My organization cares about employee’s 

welfare. 

0 

 

0 

 

2 

 

28 

 

70 

 

I feel energetic at my job. 0 

 

0 

 

10 

 

25 

 

65 

I feel energetic to going work daily. 0 

 

0 

 

3 

 

30 

 

67 

 

I am enthusiastic about my job. 0 

 

0 

 

2 

 

25 

 

73 

 

My job inspires me. 0 

 

0 

 

0 

 

20 

 

80 

 

I am proud of the work I do. 0 

 

0 

 

0 

 

17 

 

83 

 

I feel happy when I work with intensity on my 

job. 

0 

 

0 

 

2 

 

28 

 

70 

 

My work gives me a feeling of personal 

accomplishment. 

0 

 

0 

 

0 

 

11 

 

89 

 

I will most probably stay in this job in the 

foreseeable future. 

0 

 

0 

 

3 

 

13 

 

84 

 

I am motivated to contribute more for my 

organization. 

0 

 

0 

 

2 

 

25 

 

73 

 

      Note SD = Strongly Disagree D = Disagree PA = Partly Agree A = Agree SA = Strongly Agree 
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Based on Table 1, the summary of factors that influence self-motivation found that most respondents strongly 

agreed with “My work gives me a feeling of personal accomplishment” with 89 respondents. “I am happy with 

my benefit plans from the organization”, “My organization cares about employee welfare”, and “I feel happy when 

I work with intensity on my job” represented 70 respondents who strongly agreed. “I feel energetic at my job” 

represented 65 respondents, “I feel energetic going to work daily” represented 67 respondents, “My job inspires 

me” represented 80 respondents, all of whom strongly agreed. “I am enthusiastic about my job” and “I am 

motivated to contribute more for my organization” were strongly agreed by 73 respondents. “I am proud of the 

work I do” represented by 83 respondents and “I will most probably stay in this job in the foreseeable future” 

represented by 84 respondents who strongly agreed with these statements. 

 

Table 2: Summary Impacts of Self-Motivation 

Variables SD D PA A SA 

I feel satisfied with my good job 

performance. 

0 

 

0 

 

0 

 

10 

 

90 

 

I feel that self-motivation will lead to effective 

performance of my present job. 

0 

 

0 

 

0 

 

20 

 

80 

 

My job makes me feel like a valued member 

of this organization. 

0 

 

0 

 

2 

 

28 

 

70 

 

My job is meaningful and make me feel to 

perform better. 

0 

 

0 

 

3 

 

13 

 

84 

 

I am happy because the organization has given 

me the opportunity for career advancement. 

0 

 

0 

 

2 

 

25 

 

73 

 

      Note SD = Strongly Disagree D = Disagree PA = Partly Agree A = Agree SA = Strongly Agree 

 

Based on Table 2, the summary impacts of motivation found that most respondents strongly agreed with “I feel 

satisfied with my good job performance” with 90 respondents. “I feel that self-motivation will lead to effective 

performance of my present job” represented 80 respondents, “My job makes me feel like a valued member of this 

organization” represented 70 respondents, “My job is meaningful and makes me want to perform better” 

represented 84 respondents, and “I am happy because the organization has given me the opportunity for career 

advancement” represented 73 respondents, all of whom strongly agreed. 

 

Table 3: Summary Effective Job Performance of Private Hospital Kuala Lumpur, Malaysia Staff 

Variables SD D PA A SA 

My supervisors praise me and give me 

recognition when I perform my job well. 

0 

 

0 

 

5 

 

30 

 

65 

 

My supervisors take appropriate action to solve 

problems in a timely manner. 

0 

 

0 

 

15 

 

65 

 

72 

 

My supervisors provide the support I need to 

succeed. 

0 

 

0 

 

2 

 

28 

 

70 

 

My pay is appropriate for the role I have in 

this organization, compared to similar roles at 

other organizations. 

0 

 

0 

 

20 

 

20 

 

60 

 

I am reasonably paid for the extra contribution 

I make to the organization. 

0 

 

0 

 

20 

 

20 

 

60 

 

       Note SD = Strongly Disagree D = Disagree PA = Partly Agree A = Agree SA = Strongly Agree 
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Based on Table 3, the summary of effective job performance of staff at a private hospital in Kuala Lumpur, 

Malaysia found that most respondents strongly agreed with “My supervisors take appropriate action to solve 

problems in a timely manner” with 72 respondents. “My supervisors praise me and give me recognition when I 

perform my job well” represented 65 respondents, and “My supervisors provide the support I need to succeed” 

represented 70 respondents, all of whom strongly agreed. Moreover, “My pay is appropriate for the role I have in 

this organization, compared to similar roles at other organizations” and “I am reasonably paid for the extra 

contribution I make to the organization” represented 60 respondents, all whom strongly agreed. 

 

Table 4: Summary of Reliability Analysis 

Variables Cronbach's Alpha 

Factors that influence self-motivation 0.86 

Impacts of self-motivation 0.83 

Effective job performance of private hospital 

Kuala Lumpur, Malaysia 

0.84 

 

Table 4 presents three variables that had been proposed in the questionnaire and a significant level of Cronbach's 

Alpha that is greater than 0.80 is observed. Thus, it can be assumed that all items can be moved to the next level 

since it was recommended and applicable for this study. 

Table 5: Summary of Correlation Analysis 

 

Correlations 

 

Factors 

Influencing 

Self-

Motivation 

Effective Job 

Performance of 

Private Hospital 

Kuala Lumpur, 

Malaysia 

Effective Job 

Performance 

of Private 

Hospital 

Kuala 

Lumpur, 

Malaysia 

Pearson 

Correlation 

.519** 1 

Sig. (2-tailed) <.001  

N 100 100 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

A Pearson correlation coefficient is determined to examine the relationship between the factors influencing self-

motivation (IV1) and impacts of self-motivation (IV2) towards effective job performance at a private hospital in 

Kuala Lumpur, Malaysia (DV). Table 4.15 shows that there is moderate and positive significant correlation 

between factors influencing self-motivation (IV1) and effective job performance of private hospital Kuala Lumpur, 

Malaysia (DV) (r = .519, p < .01). There is moderate and positive significant correlation between impacts of self-

motivation (IV2) and effective job performance at a private hospital in Kuala Lumpur.   
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Table 6: Summary of Model Summary 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .789a .623 .615 0.307 

a. Predictors: (Constant), Factors Influence Self-Motivation, Impacts Self-Motivation 

 

 

Table 7: Summary of ANOVA 

 

ANOVA 

Model Sum of Squares df Mean 

Square 

F Sig. 

Regression 31.93 2 7.982 84.54 0.00b 

Residual 19.36 97 0.094   

Total 51.29 99    

a. Dependent Variable: Effective_Job Performance 

b. b. Predictors: (Constant), Factors_Influence_Self-Motivation, Impacts_Self-Motivation 

 

 

 

 

Table 8: Summary of Coefficients 

Coefficients 

  Unstandardized 

Coefficients 

Standardized 

Coefficient 

  

Model Sum of Squares B Std. Error Beta t Sig. 

1 Constant 0.61 0.301  4.48 0.000 

 Factors_Influence_Self- 

Motivation 

0.38 0.067 0.40 5.73 0.000 

 Impacts_Self- 

Motivation 

0.23 0.07 0.23 3.23 0.001 

       a. Dependent Variable: Effective Job Performance 

 

A multiple linear regression was implemented to examine whether factors influence self-motivation (IV1) and 

impacts of self-motivation (IV2) significantly describe effective job performance of private hospital Kuala 

Lumpur, Malaysia (DV). Based on Table 6, the outcome of the multiple regression analysis indicated that the 

model explicated 61.5% of the variance. Based on Table 7, the model significantly described effective job 

performance of private hospital Kuala Lumpur, Malaysia (DV), F (2, 97) = 84.54, p ˂ .01. Based on Table 8, the 

standardized coefficient beta, factors influence self-motivation (IV1) (B = 0.40, p ˂ .01) significantly described 

the highest variance in effective job performance at a private hospital in Kuala Lumpur, Malaysia (DV) compared 

to impacts of self-motivation (IV2) (B = 0.23, p ˂ .01). Hence, factors that influence self-motivation is the most 

independent variable (IV) related to effective job performance at the private hospital (DV). 
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The findings of this study show that the percentage of staff with high work motivation in the selected private 

hospital is high. Although there are differences depending on job position level, as an effort to further enhance the 

existing motivation, both agencies involved need to focus more on matters related to opportunities for staff Puteri 

Hospital regarding their future progress, prioritizing the use of staff-owned skills as well as providing more space 

to set goals at work. This matter is important because the findings of the study show that most healthcare 

departments lack motivation in job performance.  

 

In this regard, to complete the job for their future progress, Odukah (2016) suggested greater exposure to training, 

courses and seminars, information on adequate assignments, and responsibility in making decisions related to 

work. This phenomenon in the agency may be related to the view of Lambrou et al. (2010) which is based on the 

belief that the behaviour of employees is difficult to change, and hence certain organizations do not provide courses 

and training for employees as an important factor towards employee development for future progress. According 

to the researcher Lambrou et al. (2010), many studies conducted in the Malaysia have succeeded in proving that 

employees are given adequate training and exposure to the task-related matter, being able to further enhance their 

own progress and development. Pardoe et al. (2018) has stated that to overcome this problem, employers should 

also be aware that the task of completing job for the sake of their future progress is not the responsibility of the 

employee but rather the duty of the employer. This is because hospital employees who are well-versed in their 

knowledge and experience in matters related to work will bring benefits to the organization itself.  

 

This needs to be realized and implemented by employers continuously throughout the career period of employees 

to deal with changes in the organization, especially changes involving technological and communication skills 

works particular (Chigozie et al., 2018). The importance of this is in line with the findings by Machara and Jain 

(2016) where they found that the opportunity to use skills to be one of the main determinants in influencing 

individual work motivation. To realize this, the work system needs to be made adaptable and timely, especially 

for tasks that are too simple or repetitive work (routine) as it can cause the employee to become complacent. The 

staff in this study need to be given more complex and challenging tasks to hone their skills in problem solving, 

decision making, and job creativity. 

 

It is also proven that employees with low work motivation have a high tendency to look for other jobs. In this case, 

the employers for both agencies need to take specific steps to overcome this since large expenses are required 

especially when appointing and retraining new employees (Panait & Panait, 2018). There is separation in the 

working group which may pose a major problem if it involves significant assignments (Cătălina, 2018). It also 

tends to be detrimental to the organization if these employees are the "star performers" in the agency 

(Chromjakova, 2016). Every organization must strive to retain existing employees and action needs to be taken to 

create loyalty among them. This includes improving the work climate as a reward system and fair recognition, 

assignment of clear duties and responsibilities, fostering a harmonious relationship between management and staff, 

and the more serious application of departmental identities. 

 

In comparison, relatively low job motivation among the staff in this study at state agencies may be related to its 

closed service management system. Agencies that have closed service management are usually lagging slightly 

behind in terms of change and innovation due to the lack of exposure to change. In this regard, individuals at the 

top management level need to be exposed to many courses, seminars and training, especially at the national level 

to further expand their knowledge towards the formation of effective leadership and management patterns. Francis‐

Coad et al. (2019) conducted a longitudinal study to compare the changes that exist in the organizational climate 

and work motivation based on the reforms that have been implemented in line with the changing global 

environment. The findings of this study are important as a benchmark in guiding the management of the 

organization involved to lead towards the achievement of the vision and mission of the organization. This is 

necessary because the study that has been carried out has proven that improvement efforts in the climate of the 

organization can change the position of work motivation to a higher level. 
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4. Conclusion 

 

Hospital staff are the most important assets in an organization whose role is to determine the direction and goals 

of the organization to be implemented and achieved (Reyazi & Aghaei, 2019). When new hospital staff joins an 

organization, the individual automatically agrees to be loyal and contribute their effort, skill, and knowledge to 

achieve the organization's goals (Reyazi & Aghaei, 2019). Therefore, private hospital staff need to fully commit 

to the organization, and further increase their productivity through responsibility (Reyazi & Aghaei, 2019). 

 

Self-motivation will create a positive, productive, and innovative organizational climate (Reyazi & Aghaei, 2019). 

Through self-motivation of hospital staff, more action is encouraged, and the employee’s thinking is stimulated to 

believe that he/ she has the potential and ability to continue contributing to the progress and success of the private 

hospital (Reyazi & Aghaei, 2019). The self-motivation of staff is essentially a form of recognition to the quality 

of work shown by the staff because quality employees are the main asset of an organization (Reyazi & Aghaei, 

2019). The quality of the work includes how it is carried out and whether the output successfully meets the required 

expectations (Reyazi & Aghaei, 2019). 

 

Trustworthy and responsible staff at a private hospital will increase effective job performance, while aspirations 

will be achieved if there are reforms in thoughts and actions that benefit the country (Siew, Chitpakdee & 

Chontawan, 2020). As well as encouraging innovation, this study endeavors to improve effective job performance 

amongst the staff at a private hospital by ensuring it is at the top of the Malaysian government's agenda amid an 

era of rapid change and disruptive technology (Siew et al., 2020). This study is a contribution for Malaysia in its 

journey of becoming a developed country, depending on the ability to increase the productivity level of employees 

(Siew et al., 2020). Therefore, having quality hospital staff at all levels in every department can enhance effective 

job performance because quality employees are a translation to the success of the organization, producing first-

class human resources that in turn become valuable assets for organizational excellence in the long-term (Siew et 

al., 2020).  

 

 

References  

 

Abidin, A. Z. (2020). Analysis of the effect of work motivation on nurse performance at PUSKESMAS. Economics 

and Education Journal (Ecoducation), 2 (2), 131–141. 

Ahlstedt, C., Lindvall, C. E., Holmström, I. K., & Athlin, Å. M. (2019). What makes registered nurses remain in 

work? An ethnographic study. International Journal of Nursing Studies, 89, 32–38. 

Andriani, S., Kesumawati, N., & Kristiawan, M. (2018). The influence of the transformational leadership and work 

motivation on teachers’ performance. International Journal of Scientific & Technology Research, 7 (7), 19–

29. 

Apostle, R., Kasdan, L., & Hanson, A. (1985). Work satisfaction and community attachment among fishermen in 

southwest Nova Scotia. Canadian Journal of Fisheries and Aquatic Sciences, 42 (2), 256–267. 

https://doi.org/10.1139/f85- 033   

Ardita, V., Novieastari, E., & Gayatri, D. (2019). Effectiveness of assertive communication training in efforts to 

increase on work motivation affiliation nurse practitioner at regional general hospitals in Southeast Sulawesi. 

AIP Conference Proceedings, 2092 (1), 040012.  https://doi.org/10.1063/1.5096745    

Azar, A. S., & Sahar, S. A. B. M. (2021). Factors Affecting Malaysian Undergraduate Students’ Motivation in 

Improving English Proficiency in Academic Environments. In Higher Education Challenges in South-East 

Asia (pp. 35-73). IGI Global. 

Bartenstein, A. (2021). Research framework. The Concept of Solidarity, 32-117. 

Breaugh, J., Ritz, A., & Alfes, K. (2018). Work motivation and public service motivation: disentangling varieties 

of motivation and job satisfaction. Public Management Review, 20 (10), 1423–1443. 

https://doi.org/10.1080/14719037.2017.1400580  

Breed, M., Downing, C., & Ally, H. (2020). Factors influencing motivation of nurse leaders in a private hospital 

group in Gauteng, South Africa: A quantitative study. Curationis, 43 (1), 1–9. 

https://doi.org/10.4102/curationis.v43i1.2011  

Catalina, I. (2018). Managerial engagement in staff motivation at the organizations from the Republic of Moldova 

[Doctoral thesis]. Academy of Economic Studies of Moldova. 

https://doi.org/10.1063/1.5096745
https://doi.org/10.1080/14719037.2017.1400580
https://doi.org/10.4102/curationis.v43i1.2011


Asian Institute of Research                                      Education Quarterly Reviews                                           Vol.6, No.2, 2023  

26 

Çetin, F., & Aşkun, D. (2018). The effect of occupational self-efficacy on work performance through intrinsic 

work motivation. Management Research Review, 41 (2), 186–201. https://doi.org/10.1108/MRR-03-2017-

0062  

Chigozie, M. P., Chijioke, E., & Chukwudi, G. F. (2018). Effectiveness of staff motivation strategies in 

manufacturing companies in Enugu State. International Journal of Business Economics and Management 

Research, 9 (6), 1–20. 

Chromjakova, F. (2016). Flexible man-man motivation performance management system for Industry 4.0. 

International Journal of Management Excellence, 7 (2), 829–840.  https://doi.org/10.17722/ijme.v7i2.855  

Cronbach, L. J. (1961). In Essentials of Psychological Testing. New York, United States: Harper and Row 

Publisher. 

Deci, E. L., & Ryan, R. M. (2008). Facilitating optimal motivation and psychological well-being across life’s 

domains. Canadian Psychology, 49 (1), 14–23. https://doi.org/10.1037/0708-5591.49.1.14  

Demirhan, B. S., Gezginci, E., & Goktas, S. (2020). The effect of leadership behaviours of nurse managers on 

nurses’ work motivation. International Journal of Caring Sciences, 13 (1), 381–391. 

Djukic, M., Fletcher, J., Stimpfel, A. W., & Kovner, C. (2020). Variables associated with nurse-reported quality 

improvement participation. Nurse Leader, 19 (1), 76–81. https://doi.org/10.1016/j.mnl.2020.06.009    

Doloh, N., Tamtomo, D., & Sulaeman, E. S. (2018). Factors affecting work performance among nurses in 

delivering health service for the national health insurance patients at Dr. Moewardi Hospital, Surakarta. 

Journal of Health Policy and Management, 3 (1), 20–25. https://doi.org/10.26911/thejhpm.2018.03.01.03        

Egan, T. M., Yang, B., & Bartlett, K. R. (2004). The effects of organizational learning culture and job satisfaction 

on motivation to transfer learning and turnover intention. Human Resource Development Quarterly, 15 (3), 

279–301. https://doi.org/10.1002/hrdq.1104 .  

Faisal, A. & Al-Rasheed, A. (2021). Self-Motivation and Creativity in work. Review of International Geographical 

Education Online, 11, 154-165. 

Ferris, K. R. (1977). A test of the expectancy theory of motivation in an accounting environment. Accounting 
Review, 52 (3), 605–615. 

Francis‐Coad, J., Hang, J. A., Etherton‐Beer, C., Ellis, A., & Hill, A. M. (2019). Evaluation of care staff 

knowledge, confidence, motivation, and opportunity for preventing falls in residential aged care settings: A 

cross‐sectional survey. International Journal of Older People Nursing, 14 (2), e12224.      

https://doi.org/10.1111/opn.12224   

French, D., & Saward, H. (1983). Dictionary of management (2nd ed.). Aldershot. 

Frey, B. S. (1997). On the relationship between intrinsic and extrinsic work motivation. International Journal of 

Industrial Organization, 15 (4), 427–439. https://doi.org/10.1016/s0167-7187(96)01028-4  

Gagné, M., & Deci, E. L. (2005). Self‐determination theory and work motivation. Journal of Organizational 

Behavior, 26 (4), 331–362. https://doi.org/10.1002/job.322   

Ghaffari, S., Shah, I., Burgoyne, J., Nazri, M. & Salleh, J. (2017). The Influence of Motivation on Job Performance: 

A Case Study at Universiti Teknologi Malaysia [University Technology Malaysia]. Australian Journal of 

Basic and Applied Sciences, 11, 92-99. 

Ghazali, H., & Turiman, S. (1995). Kepuasan kerja di kalangan pengawal keselamatan Universiti Pertanian 

[Malaysia Job satisfaction among Universiti Pertanian Malaysia security guards.] Pertanika Journal of Social 

Sciences & Humanities, 3 (1), 21–29. 

Gholizade, L., Masoudi, I., Maleki, M. R., Aeenparast, A., & Barzegar, M. (2014). The relationship between job 

satisfaction, job motivation, and organizational commitment in the healthcare workers: A structural equation 

modeling study. International Journal of Hospital Research, 3 (3), 139–144. 

Geiger, N. (2022). Perceptions of Self-Motives and Environmental Activists’ Motives for Pro-Environmental 

Behavior. Sustainability, 14, 10656. 

Gunawan, N. P. I. N., Hariyati, R. T. S., & Gayatri, D. (2019). Motivation as a factor affecting nurse performance 

in Regional General Hospitals: A factors analysis. Enfermeria Clinica, 29, 515–520.     

https://doi.org/10.1016/j.enfcli.2019.04.078        

Hair Jr., J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1998). Multivariate data analysis (5th ed.). Prentice-

Hall International. 

Halkos, G., & Bousinakis, D. (2010). The effect of stress and satisfaction on productivity. International Journal 

of Productivity and Performance Management. https://doi.org/10.1108/17410401011052869   

Heneman, R. L., Greenberger, D. B., & Strasser, S. (1988). The relationship between pay‐for‐performance 

perceptions and pay satisfaction. Personnel Psychology, 41 (4), 745–759. https://doi.org/10.1111/j.1744-

6570.1988.tb00651.x  

Herzberg, F. (2003). One more time: how do you motivate employees? 1968. Harvard Business Review, 81(1), 

87–96. https://doi.org/10.1007/978-1-349-02701-9_2  

Hidayah, N., & Fadila, E. N. (2019). Transformational leadership directly and indirectly effect on nurse 

performance: Organizational  cultural as intervening variables. Asian Social Work Journal, 4 (1),1–10. 

https://doi.org/10.47405/aswj.v4i1.77  

https://doi.org/10.1108/MRR-03-2017-0062
https://doi.org/10.1108/MRR-03-2017-0062
https://doi.org/10.17722/ijme.v7i2.855
https://doi.org/10.1037/0708-5591.49.1.14
https://doi.org/10.1016/j.mnl.2020.06.009
https://doi.org/10.26911/thejhpm.2018.03.01.03
https://doi.org/10.1002/hrdq.1104%20.
https://doi.org/10.1111/opn.12224
https://doi.org/10.1016/s0167-7187(96)01028-4
https://doi.org/10.1002/job.322
https://doi.org/10.1016/j.enfcli.2019.04.078
https://doi.org/10.1108/17410401011052869
https://doi.org/10.1111/j.1744-6570.1988.tb00651.x
https://doi.org/10.1111/j.1744-6570.1988.tb00651.x
https://doi.org/10.1007/978-1-349-02701-9_2
https://doi.org/10.47405/aswj.v4i1.77


Asian Institute of Research                                      Education Quarterly Reviews                                           Vol.6, No.2, 2023  

27 

Igalens, J., & Roussel, P. (1999). A study of the relationships between compensation package, work motivation 

and job satisfaction. Journal of Organizational Behavior, 29 (7), 1003–1025.      

https://doi.org/10.1002/(SICI)1099- 1379(199912)20:7<1003::AID-JOB941>3.0.CO;2-K      

Kanfer, R., Frese, M., & Johnson, R. E. (2017). Motivation related to work: A century of progress. Journal of 

Applied Psychology, 102 (3), 338–355. https://doi.org/10.1037/apl0000133  

Kanli, E. (2022). Research Methodology. In: Experimental Investigations on Joining Techniques for Paper 

Structures. Mechanik, Werkstoffe und Konstruktion im Bauwesen [Mechanics, materials and construction in 

civil engineering], 60. Springer Vieweg, Wiesbaden. 

Katzell, R. A. (1975). Work, productivity, and job satisfaction: An evaluation of policy-related research. 

Psychological Corp. 

Lambrou, P., Kontodimopoulos, N., & Niakas, D. (2010). Motivation and job satisfaction among medical and 

nursing staff in a Cyprus public general hospital. Human Resources for Health, 8 (1), 26: 1-9.     

https://doi.org/10.1186/1478-4491-8-26    

Leach, M. P. (1998). The effects of self-regulatory training on salesperson job satisfaction and performance: 

Examining the role of self-regulation skills and self-efficacy [Doctoral dissertation]. Georgia State 

University. 

Locke, E. A. (1988). What Is job satisfaction. Journal of Organizational Behavior and Human Performance, 4, 

309–336. https://doi.org/10.1016/0030-5073(69)90013-0  

Lussier, R. N. (1990). Should your organization use job sharing? Supervision, 1 (4), 9– 11. 

Machara, L., & Jain, P. (2016). Factors affecting staff motivation in public libraries: A case of selected public 

libraries in Botswana. Mousaion: South African Journal of Information Studies, 34 (1),101–122.     

https://doi.org/10.25159/0027-2639/686  

Manning, J. (2016). The influence of nurse manager leadership style on staff nurse work engagement. JONA: The 

Journal of Nursing Administration, 46 (9), 438–443. https://doi.org/10.1097/NNA.0000000000000372  

Maslow, A. H. (1954). Motivation and personality. Harper and Row. 
McNeese-Smith, D. (1996). Increasing employee productivity, job satisfaction, and organizational commitment. 

Journal of Healthcare Management, 41 (2), 160– 175. 

Mikhailova, A. (2021). Self-determination impact on motivation in the conditions of professional education. 

Historical and social-educational ideas, 13, 123- 133. 

Mullins, L. J. (1989). Management and organizational behaviour. Pitman Publishing. 

Muse, L. A., & Stamper, C. L. (2007). Perceived organizational support: Evidence for a mediated association with 

work performance. Journal of Managerial Issues, 19 (4), 517–535. 

Nash, M. N. (1985). Making people productive. Jossey-Bass Publishers. 

Odukah, M. E. (2016). Factors influencing staff motivation among employees: A case study of Equator Bottlers 

(Coca Cola) Kenya. Journal of Human Resource and Sustainability Studies, 4 (2), 68–79.     

https://doi.org/10.4236/jhrss.2016.42008  

Olafsen, A. H., Deci, E. L., & Halvari, H. (2018). Basic psychological needs and work motivation: A longitudinal 

test of directionality. Motivation and Emotion, 42 (2), 178–189.   

        https://doi.org/10.1007/s11031-017-9646-2    

Panait, C. A., & Panait, N. G. (2018). Trends in Non-Financial Motivation Policies of Employees. Global 

Economic Observer, 6 (1), 148–154. 

Pardoe, J., Vincent, K., & Conway, D. (2018). How do staff motivation and workplace environment affect capacity 

of governments to adapt to climate change in developing countries? Environmental Science & Policy, 90, 

46–53. https://doi.org/10.1016/j.envsci.2018.09.020     

Pettijohn, C., Pettijohn, L., & Taylor, A. J. (2008). Salesperson perceptions of ethical behaviors: Their influence 

on job satisfaction and turnover intentions. Journal of Business Ethics, 78 (4), 547–557.       

         https://doi.org/10.1007/s10551- 007-9367-7         

Phinari, H., & Bernarto, I. (2020). The effect of motivation, work environment, and transformational leadership 

on nurse performance (case in S hospital). Dinasti International Journal of Management Science, 1 (5), 685–

694. https://doi.org/10.31933/dijms.v1i5.281  

Pool, S. W. (1997). The relationship of job satisfaction with substitutes of leadership, leadership behavior, and 

work motivation. The Journal of Psychology, 131 (3), 271–283.  

         https://doi.org/10.1080/00223989709603514   

Porter, L. W., & Lawler, E. E. (1968). Managerial attitudes and performance. Dorsey Press. 

Pundati, T. M., Tamtomo, D., & Sulaeman, E. S. (2018). Motivation, competence, workload, and their association 

with nurse performance in Dr. Arif Zaenudin Hospital, Surakarta. Journal of Health Policy and Management, 

3 (2), 63–70. https://doi.org/10.26911/thejhpm.2018.03.02.01    

Purwanti, E., Lestari, S., & Novyriana, E. (2020). Correlation between work motivation towards caring behaviour 

of nurse at the inpatient ward of class III. Jurnal Penelitian Perawat Profesional, 2 (3), 265– 278.        

https://doi.org/10.37287/jppp.v2i3.134     

https://doi.org/10.1037/apl0000133
https://doi.org/10.1186/1478-4491-8-26
https://doi.org/10.1016/0030-5073(69)90013-0
https://doi.org/10.25159/0027-2639/686
https://doi.org/10.1097/NNA.0000000000000372
https://doi.org/10.4236/jhrss.2016.42008
https://doi.org/10.1007/s11031-017-9646-2
https://doi.org/10.1016/j.envsci.2018.09.020
https://doi.org/10.1007/s10551-%20007-9367-7
https://doi.org/10.31933/dijms.v1i5.281
https://doi.org/10.1080/00223989709603514
https://doi.org/10.26911/thejhpm.2018.03.02.01
https://doi.org/10.37287/jppp.v2i3.134


Asian Institute of Research                                      Education Quarterly Reviews                                           Vol.6, No.2, 2023  

28 

Reyazi, N. & Aghaei, A. (2019). The relationship between strategic human resource management and job 

performance with the role of knowledge management Sayyad Shirazi hospital staff Gorgan. Journal of 

Management and Accounting Studies, 5, 24-28. 

Schultz, D. P. (1982). Psychology and industry today. Macmillan. 

Sutarto, A., Joebagio, H., & Pawito, P. (2017). Relationship between motivation, competence, workload, and nurse 

performance, in Dr. Soediran Mangun Sumarso Hospital, Wonogiri, Indonesia. Journal of Health Policy and 

Management, 1 (2), 78–94. https://doi.org/10.26911/thejhpm.2016.01.02.03   

Siew, PL., Chitpakdee, B. & Chontawan, R. (2020). Factors Predicting Organizational Commitment among Nurses 

in State Hospitals, Malaysia. IIUM Medical Journal Malaysia, 10. 

Tietjen, M. A., & Myers, R. M. (1998). Motivation and job satisfaction. Management Decision, 36 (4), 226–231.  

https://doi.org/10.1108/00251749810211027   

Verbeke, W., & Viaene, J. (1999). Beliefs, attitude, and behaviour towards fresh meat consumption in Belgium: 

Empirical evidence from a consumer survey. Food Quality and Preference, 10 (6), 437–445.  

https://doi.org/10.1016/s0950-3293(99)00031-2   

Viswanathan, H. N., Mutebi, A., Milmont, C. E., Gordon, K., Wilson, H., Zhang, H., Klekotka, P., Revicki, D. A., 

Augustin, M., & Kricorian, G. (2017). Measurement properties of the patient-reported Psoriasis symptom 

inventory daily diary in patients with moderate to severe Plaque Psoriasis. Value in Health, 20 (3), 1174–

1179.  https://doi.org/10.1016/j.jval.2016.11.020  

Wan Ahmad, W. R. (2000). Kajian kepuasan kerja di kalangan kakitangan pensyarah dan hubungkaitnya dengan 

hasrat untuk berhenti kerja : Kajian kes [A study of job satisfaction among lecturers and its relationship with 

the intention to quit: Case studies], Kolej L&G-Twintech Institute of Technology [Master’s thesis]. Universiti 

Teknologi Malaysia, Faculty of Management. 

https://doi.org/10.26911/thejhpm.2016.01.02.03
https://doi.org/10.1108/00251749810211027
https://doi.org/10.1016/s0950-3293(99)00031-2
https://doi.org/10.1016/j.jval.2016.11.020

	The Impact of Self-motivation on the Effective Job Performance of Staff: A Case Study of a Private Hospital in Kuala Lumpur, Malaysia
	Emma Juliana Adnan1, Ali Sorayyaei Azar2
	1 Graduate School of Management, Post Graduate Centre, Management and Science University, University Drive, Off Persiaran Olahraga, Section 13, 40100 Shah Alam, Selangor, Malaysia.
	E-mail: emmajuliana06@gmail.com
	2 School of Education and Social Sciences, Management and Science University, University Drive, Off Persiaran Olahraga, Section 13, 40100 Shah Alam, Selangor, Malaysia.
	Correspondence: Ali Sorayyaei Azar. E-mail: ali_sorayyaei@msu.edu.my
	Abstract
	1. Introduction
	1.1 Self-Motivation on the Effective Job Performance
	Job satisfaction is the feeling experienced by an employee towards the work he or she does. This feeling of satisfaction will cause a person to always want to work with a full sense of responsibility (Ghazali & Turiman, 1995). Several studies have sho...
	1.3 Relationship Between Employees Motivation and Job Satisfaction
	The relationship between employee motivation and job satisfaction is also currently being studied and some researchers (Heneman et al., 1988; Igalens & Roussel, 1999; Pool, 1997) have concluded that job motivation and job satisfaction should be invest...
	When the pleasure of an employee advances their work, the instinctive factor can affect the extrinsic factor (Frey, 1997). However, researchers who support the theory of self-determination argue that the pay-for-performance system can have a positive ...
	Studies have shown that motivational control and emotional control affect sales performance. As performance improves, job satisfaction also increases. Job satisfaction is also associated with motivation (Egan et al., 2004). From research on hospital d...
	1.4 Relationship between Factors Influencing Self-Motivation and Effective Job Performance Among Employees
	There are various factors that influence the effective job performance of employees. With the increase in employees’ self-motivation, job performance is expected to become more effective. Firstly, a good working environment influences self- motivation...
	The second factor influencing self-motivation and effective job performance is appreciation given by employer to the employees (Geiger, 2022). Appreciation can be defined as employers showing gratitude or the way the management of an organization than...
	The third factor is growth opportunities as gaining self-motivation and effective job performance (Faisal & Al-Rasheed, 2021). The potential for employees to be promoted or gain skill training and development can be summed up as a growth opportunity (...
	1.5 Relationship between Impacts of Self-Motivation and Effective Job Performance Among Employees
	Self-motivation of employees impacts job performance. Firstly, self-motivation enhances productivity of effective job performance (Mikhailova, 2021). In general, work productivity is measuring quality and quantity in certain units to achieve results a...
	Even for employees who have had difficulties and challenges during the job, self- motivation and a positive attitude helps employees maintain their focus on the vision and objectives until they achieve effective job performance (Geiger, 2022). Thirdly...
	Employees need to realise that self- motivation helps them a lot with effective job performance and gives positive impact to their personal job growth (Geiger, 2022).
	2. Methodology
	The population study for this research was typically considered from one private hospital in Kuala Lumpur and its total was 985 staff of the hospital. The questionnaire was distributed to the managers, executive staff, assistant managers, senior manag...
	3. Results and Discussion
	The data analysis result of this study where the researcher will show the outcome of the SPSS analysis for readers to digest. SPSS offers a program that assists researchers with complex data analysis needs and is used widely by health researchers.
	Figure 2: Age Status
	References


