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Abstract  

Purpose – This study examined the moderating effect of work experience 
on the relationship between work motivation and employee performance at 
an Islamic hospital in East Java. It explores how varying levels of experience 
influence the impact of motivation on performance, providing insights into 
improving workforce effectiveness. 

Methodology – An explanatory design was used with a sample of 150 
Islamic hospital employees selected using proportional sampling. Data were 
collected through structured questionnaires using a five-point Likert scale. 
Multiple and interaction regression analyses were performed using IBM 
SPSS Statistics version 25 to assess the relationships between work 
motivation, work experience, and employee performance as well as the 
moderating role of experience. 

Findings – The results show a significant positive relationship between 
work motivation and employee performance, with motivated employees 
consistently achieving higher performance levels. Work experience 
significantly moderated this relationship, amplifying the positive effect of 
motivation on performance. Employees with more experience experienced 
greater performance improvements when motivated, highlighting the critical 
role of experience. 

Implications – These findings provide practical insights for hospital 
management, suggesting that motivational strategies should consider 
different levels of experience. Customized training programs, experience-
based development, and rewards aligned with work experience can enhance 
motivation and performance and improve retention and organizational 
outcomes. 

Originality – This study contributes to the existing literature by providing 
empirical evidence of the moderating effect of work experience on the 
motivation-performance relationship in the healthcare sector, offering 
practical recommendations for experience-based employee management 
development strategies. Motivation strategies to optimize employee 
performance and enhance organizational outcomes. 

Cite this article:  
Purnama, C., Rahmah, M., Fatmah, D., Hasani, S., Rahmah, Y., & Rahmah, 
Z. Z. (2024). Moderating effect of work experience on motivation and 
performance at Islamic hospital. Asian Journal of Islamic Management, 6(2), 75–
88. https://doi.org/10.20885/AJIM.vol6.iss2.art1  

https://journal.uii.ac.id/ajim
https://journal.uii.ac.id/ajim
http://creativecommons.org/licences/by-sa/4.0/
https://crossmark.crossref.org/dialog/?doi=10.20885/AJIM.vol6.iss2.art1&domain=pdf&date_stamp=2024-12-02
https://doi.org/10.20885/AJIM.vol6.iss2.art1
https://doi.org/10.20885/AJIM.vol6.iss2.art1
mailto:chamdan.p@gmail.com
mailto:mirhamidar@gmail.com
mailto:fatmah.dinda@gmail.com
mailto:syaifulhasani28@gmail.com
mailto:riyahyus@gmail.com
mailto:zrahmah44@gmail.com
https://doi.org/10.20885/AJIM.vol6.iss2.art1


76  Asian Journal of Islamic Management (AJIM), 2024, 6(2), 75-88 

 

Introduction  

Work motivation is a critical factor influencing employee performance in the health sector, 
particularly in Islamic hospitals. Islamic hospitals, as health institutions that integrate Islamic values 
into their operations, present a unique working environment that can affect motivation and 
performance differently than non-Islamic hospitals. This distinctiveness arises from the integration 
of Islamic principles into organizational culture, work ethics, and patient care practices. The need for 
research on employee performance in Islamic hospitals is vital to understanding how these values 
interact with factors such as work motivation and experience to shape performance outcomes. 

Research on employee performance in Islamic hospitals is essential because of the growing 
demand for high-quality healthcare services in Indonesia, a predominantly Muslim country. Islamic 
hospitals are expected to uphold both medical excellence and adherence to Islamic ethical 
standards, placing additional responsibility on their employees to maintain this balance. In this 
context, work motivation becomes even more important as it is intertwined with both professional 
responsibilities and religious obligations, which can impact employee behavior and performance. 
The unique demands of Islamic hospitals make it necessary to investigate how motivation 
combined with work experience influences performance in this setting. 

Work experience is a moderating factor that strengthens or weakens the relationship between 
work motivation and performance. Layek and Koodamara (2024) highlighted the significant role of 
work experience as a moderating variable on employee performance, while Fan et al. (2024) also showed 
that work experience significantly influences motivation and job performance. Employees with more 
experience are often more adept at handling complex tasks and utilize motivation more effectively to 
achieve better outcomes. However, He et al. (2020) noted that work experience is often overlooked in 
discussions on learning transfer and performance, especially in healthcare settings. 

East Java, the focus of this study, is a region with a rapidly growing healthcare sector. The 
Islamic Hospital in East Java was chosen for this study because of its strategic role in serving a 
large Muslim population, combined with increasing demands for high-quality ethical healthcare. 
Compared to other regions, such as Central or West Java, East Java faces unique challenges related 
to healthcare access, infrastructure, and workforce development. These challenges necessitate a 
deeper understanding of the factors that influence employee performance, particularly in Islamic 
hospitals, where both medical proficiency and adherence to Islamic ethics are critical. 

Firjatullah et al. (2023) emphasized the importance of an integrated approach to evaluate 
and improve hospital performance based on ergonomic factors and work motivation, focusing on 
efficiency. Similarly, Zhao et al. (2023) highlighted the need to motivate health workers to 
voluntarily adopt environmentally friendly practices, which indirectly affect performance. Thani et 
al. (2023) explored behaviors critical for success in remote work environments and underscored 
the broad impact of motivation on employee performance and job satisfaction. These studies 
demonstrate that motivation consistently plays a vital role in enhancing performance across 
different sectors, including health care. 

However, in Islamic hospitals, work motivation is not solely driven by financial or 
professional incentives. Religious and ethical motivations aligned with Islamic principles play a 
significant role. Previous studies, such as Al Sabei et al. (2022), found a connection between 
transformational leadership, adverse patient events, and service quality in emergency departments, 
with job satisfaction mediating these outcomes. This suggests that motivation factors in healthcare 
are multifaceted and require careful examination, particularly in religiously affiliated institutions. 

This study empirically tested the moderating role of work experience in the relationship 
between work motivation and employee performance at an Islamic Hospital in East Java. By 
involving 150 employees from an Islamic Hospital, this study employs an explanatory approach with 
multiple regression analysis to explain the relationships between the variables studied. Data will be 
collected through surveys and interviews with Islamic hospital employees to measure their levels of 
work motivation, performance, and work experience. Through appropriate statistical analysis, this 
study determined whether work experience acts as a significant moderator. A deeper understanding 
of the role of work experience in the relationship between motivation and performance will provide 
valuable insights for hospital management to develop more effective human resource strategies.  
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Literature Review  

This research draws upon Reinforcement Theory as the primary theoretical framework. 
Reinforcement theory, developed by Dedahanov et al. (2017), suggests that behavior is a function of 
its consequences. In the context of employee motivation and performance, positive reinforcement 
(such as rewards, recognition, and promotions) encourages desired behaviors, whereas negative 
reinforcement (such as penalties or lack of rewards) discourages undesirable behaviors. 

According to reinforcement theory, employees are more likely to perform well when their 
actions have positive consequences, creating a cycle in which motivation drives performance and 
performance, in turn, is reinforced by favorable outcomes. This theory is particularly relevant in 
the healthcare sector, where clear incentives for excellent service and patient care can directly 
impact employee motivation and performance. 

Work experience, as a moderating variable in this study, is also informed by reinforcement 
theory. More experienced employees are likely to have encountered a range of consequences for 
their actions, helping them better understand how motivation leads to specific outcomes. This 
understanding enables them to respond more effectively to motivational stimuli by leveraging their 
experiences to enhance their performance. Zhou et al. (2024) discussed how work experience is 
often overlooked in motivation studies but can be a critical factor influencing how employees learn 
from and respond to reinforcement mechanisms. 

This study empirically tests the moderating role of work experience in the relationship 
between work motivation and employee performance, grounded in the reinforcement theory. By 
examining this interaction in the specific context of Islamic hospitals, where both professional and 
ethical considerations play a role, this study contributes to a deeper understanding of how 
motivational strategies can be tailored to maximize employee performance.  

Heidari et al. (2024) proposed an integrated approach to evaluate and improve hospital 
performance by analyzing work motivation factors. Their study highlighted that interventions such 
as improved training, a supportive work environment, and performance rewards can significantly 
enhance work motivation, which subsequently leads to better overall performance. These findings 
align with the need for hospital management to focus on motivational strategies as a key driver of 
employee performance. 

Layek and Koodamara (2024) emphasized the importance of both intrinsic and extrinsic 
motivation in influencing employee performance. They argue that work experience is a crucial 
moderating variable that effectively enhances employees’ ability to harness their motivation. More 
experienced employees tend to utilize motivation more productively, leading to superior 
performance outcomes. This indicates that integrating work experience into motivation strategies 
can amplify performance results, especially in complex work environments, such as hospitals. 

Pham et al. (2024) explored the relationship between work motivation and commitment 
among library staff. They found that motivation significantly impacts work commitment and that 
a balance between work and family life plays a key role in sustaining employee motivation. This 
balance also contributes to enhanced productivity, highlighting the need for holistic motivational 
strategies that consider the personal and professional aspects of an employee’s life. 

Rinaldi and Riyanto (2021) examined the influence of work motivation, work environment, 
and job satisfaction on organizational citizenship behavior in hospitals. Their research 
demonstrates that work motivation has a direct and significant effect on employee performance. 
Furthermore, a conducive work environment and high job satisfaction also contributed positively 
to performance, reinforcing the idea that motivation does not function in isolation, but interacts 
with other workplace factors. 

Similarly, well-established motivation theories like Reinforcement Theory (Skinner) and 
empirical studies, highlight that motivated employees tend to exhibit higher performance levels. 
Research across sectors, including healthcare, has consistently shown a positive link between work 
motivation and performance (Layek & Koodamara, 2024). Motivation drives employees to exert 
greater effort, focus, and persistence in their work tasks, which translates to higher performance 
levels. In hospitals with high job demands and challenging work environments, motivated employees 
are more likely to go beyond the basic requirements of their jobs, leading to improved service quality 
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and patient care (Rinaldi & Riyanto, 2021). This relationship is especially important in Islamic 
hospitals, where values and ethical considerations may further enhance the impact of motivation on 
performance, as motivated employees align their work with the hospital’s moral and religious mission. 

Work experience has also been proposed to shape employee responses to motivation. This 
hypothesis aligns with Reinforcement Theory, which posits that individuals adapt their behavior 
based on the outcomes of their actions. Experienced employees, who have learned which behaviors 
lead to rewards, promotions, or recognition, are likely to be better positioned to leverage 
motivation for enhanced performance (He et al., 2020; Purnama, 2010). Layek and Koodamara 
(2024) also suggested that work experience enhances an employee's ability to translate motivation 
into tangible performance improvements, as more experienced employees tend to develop better 
problem-solving skills and task efficiency. 

Moreover, experienced employees may also have greater confidence and competence in their 
job roles, which allows them to harness motivational factors more efficiently than less-experienced 
employees. This hypothesis builds on the idea that while motivation is important, its effectiveness is 
likely enhanced when coupled with significant work experience. In Islamic hospitals, where both 
work experience and personal motivation are highly valued, this moderating role is even more 
relevant. Employees with higher work experience are motivated not only by external rewards but also 
by their internal sense of duty and religious commitment, further strengthening their performance 
(McNall et al., 2009). The moderating effect of work experience implies that hospitals should tailor 
motivation strategies based on employees' experience to maximize performance. For instance, 
experienced employees may benefit from leadership roles and advanced training, whereas less 
experienced employees may require more foundational training and support. 

Based on a thorough literature review, two key hypotheses were developed to examine 
these dynamics. 
H1: Work motivation positively influences employee performance. 
H2: Work experience moderates the relationship between work motivation and employees’ 

performance in hospitals. 
 

These hypotheses were intended to offer strategic insights into enhancing the motivation 
and performance of hospital staff at different experience levels. This study aimed to provide 
valuable insights into increasing employee motivation and performance in Islamic hospitals 
through effective experience management. Hospital administrators can use these findings to 
develop targeted training, development programs, and reward policies that align with employees' 
experience levels, ultimately contributing to improved employee retention and overall 
organizational performance. 

The conceptual framework for this research is illustrated in Figure 1. 
 

 

Figure 1. Research Conceptual Framework 
Source: Authors’ own work 

 

Research Methods  

This study adopts an explanatory approach to explain the relationship between work motivation, 
work experience, and employee performance in an Islamic Hospital. The study population 
consisted of employees at an Islamic Hospital in East Java, with a sample of 150 employees selected 
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using a proportional random sampling technique. A sample size of 150 was deemed appropriate 
based on statistical considerations, such as the rule of thumb for multiple regression analysis, which 
requires a minimum of ten respondents per variable to ensure reliable results. Given that this study 
examined three main variables (work motivation, work experience, and employee performance), 
the sample size exceeded the minimum threshold and allowed for sufficient statistical power to 
detect significant relationships. 

The sample was drawn from various departments within the hospital, including 
administrative, medical, and support staff to ensure a diverse and representative group of 
employees. Only full-time employees with at least one year of work experience were eligible to 
participate in the study to ensure that respondents had sufficient familiarity with the hospital's 
operational environment and could accurately reflect their work motivation and performance. 
Senior-level managers, middle management, and junior staff across departments were included to 
reflect a comprehensive range of positions and responsibilities. 

Data were collected through the distribution of questionnaires, using a five-point Likert 
scale. The questionnaire was designed to measure the respondents' levels of work motivation, work 
experience, and employee performance, ensuring that the questions were applicable to all eligible 
participants based on their roles in the hospital. The instrument used for measuring work 
motivation and performance was adapted from scales previously validated in the literature, ensuring 
reliability and construct validity. 

Data analysis was performed using multiple regression analysis and IBM SPSS Statistics 
software version 25. An interaction regression analysis was used to evaluate the moderating effect 
of work experience on the relationship between work motivation and employee performance. The 
analysis stages included testing model suitability and hypothesis testing to determine the 
relationships between the hypothesized variables. The goodness-of-fit of the regression models 
and interaction effects were examined using standardized coefficients, significance tests, and R-
squared values. 

 
Respondent characteristics 

The respondents demonstrated interesting demographic patterns, which may provide additional 
insights into the research findings. In terms of sex, 61% were men and 39% were women, indicating 
a predominance of male employees in the hospital. This gender distribution may bring several 
benefits such as the ability to handle heavy physical tasks and ensure the availability of certain 
specialists. However, achieving gender balance in the workplace remains important for fostering 
inclusivity and equity. 

In terms of age, 68% of the respondents were aged 17-35 years, reflecting a young 
workforce with high energy, adaptability, and stamina. These traits can be particularly advantageous 
in the health care sector, where physical demands and rapid adaptation to new technologies are 
critical. However, maintaining age diversity is equally important for capitalizing on the experience 
and mentorship offered by senior employees. 

 
Table 1. Respondent Characteristics 

Description N % Description N % Description N % 

Gender   Age   Education   

Man 92 61 17-35 102 68 Graduated from high school 22 15 
Woman 58 39 36-53 41 27.5 Bachelor 128 85 
Amount 150 100 53> 7 4.5 Amount 150 100 
   Amount 150 100    

Source: Data processed 

 
Regarding educational background, most respondents (85%) held a bachelor's degree, which is 
beneficial for enhancing theoretical knowledge, managerial skills, and critical thinking. Employees 
with higher education levels also tend to have better communication skills and a stronger 
commitment to professional development, aligning well with the hospital's goals of improving 
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service quality and organizational performance. Detailed characteristics of the respondents are 
presented in Table 1, highlighting these key demographic factors. 
 
Validity and reliability test results 

The validity test results show that the measurement instrument is of very good quality. Each statement 
of the variables work motivation (X1), work experience (X2), and performance (Y) was tested using 
Pearson correlation. All the correlation values were greater than 0.361, with a significance value of less 
than 0.05, as shown in Table 2. This confirms that each statement in the instrument has a significant 
relationship with the concept being measured, thus meeting established standards. Therefore, it can be 
concluded that this instrument is valid for use in research, so that the measured variables accurately 
reflect work motivation, work experience, and performance (Ghozali, 2018). 
 

Table 2. Validity Test 

Indicator 
Pearson 

Correlation 
Sig. 

(2-tailed) 
Indicator 

Pearson 
Correlation 

Sig. 
(2-tailed) 

X1_Service quality 0.686 0.000 X2_Involvement 0.849 0.000 
X1_Obedience 0.550 0.000 X2_Conflict resolution 0.441 0.000 
X1_Teamwork 0.465 0.000 X2_Use of technology 0.778 0.000 
X1_Initiative 0.559 0.000 X2_Participation 0.774 0.000 
X1_Involvement 0.769 0.000 X2_Communication ability 0.737 0.000 
X1_Professionalism 0.674 0.000 Y_Innovation 0.747 0.000 
X1_ Response 0.689 0.000 Y_Effective communication 0.487 0.000 
X1_Presence 0.636 0.000 Y_Initiative 0.789 0.000 
X1_Dedication 0.585 0.000 Y_Collaboration 0.747 0.000 
X1_Award 0.407 0.000 Y_Presence 0.697 0.000 
X2_Length of work 0.667 0.000 Y_Productivity 0.668 0.000 
X2_Role diversity 0.796 0.000 Y_Error rate 0.423 0.000 
X2_Certification 0.532 0.000 Y_Accuracy 0.401 0.000 
X2_Ability 0.610 0.000 Y_Obedience 0.788 0.000 
X2_Leadership 0.733 0.000 Y_Service quality 0.692 0.000 

Source: Data processed 
 

Table 3. Reliability Test 

Indicator 
Cronbach's Alpha if 

Item Deleted 
Indicator 

Cronbach's Alpha if 
Item Deleted 

X1_Service quality 0.877 X2_Involvement 0.876 
X1_Obedience 0.878 X2_Conflict Resolution 0.878 
X1_Teamwork 0.881 X2_Use of Technology 0.876 
X1_Initiative 0.879 X2_Participation 0.878 
X1_Involvement 0.876 X2_Communication Ability 0.881 
X1_Professionalism 0.878 Y_Innovation 0.882 
X1_ Response 0.879 Y_Effective Communication 0.881 
X1_Presence 0.878 Y_Initiative 0.885 
X1_Dedication 0.879 Y_Collaboration 0.878 
X1_Award 0.886 Y_Presence 0.879 
X2_Length of work 0.880 Y_Productivity 0.879 
X2_Role Diversity 0.878 Y_Error Rate 0.883 
X2_Certification 0.878 Y_Accuracy 0.884 
X2_Ability 0.876 Y_Obedience 0.877 
X2_Leadership 0.878 Y_Service quality 0.878 

Source: Data processed 

 
The results of the reliability test showed that Cronbach's alpha value was greater than 0.70 

for all statement items from the variables work motivation (X1), work experience (X2), and 
performance (Y). This confirmed a good level of internal consistency between the items for each 



Moderating effect of work experience on motivation and performance …  81 

variable. The high Cronbach's alpha value reflects that each item is interrelated and measures the 
same concept together, as shown in Table 3. This reliability test confirms that the measurement 
instrument can be relied upon to provide consistent and stable results over time. Thus, it can be 
concluded that the statements in the instrument have good reliability and can be used to measure 
the desired concept. This confirms the reliability of the measurement instruments and the accuracy 
of the data obtained from this research, providing a strong foundation for further analysis and 
interpretation of the research findings (Ghozali, 2018). 
 
Classic assumption test results 

The results of classical assumption testing were verified to validate the regression model in this 
study. From the normality test, the Sig value was 0.071, which is greater than the threshold value 
of 0.050, indicating that the model residuals have a normal distribution, as shown in Table 4. The 
multicollinearity test showed that there was no indication of multicollinearity, with tolerance and 
VIF values that met the criteria. was determined, as listed in Table 5. Finally, the results of the 
heteroscedasticity test show that no heteroscedasticity was detected in the regression model, as 
shown in Table 6. With all the requirements met, it can be concluded that the regression model 
used in this study is valid, and the results of the regression analysis can be relied on to produce 
research findings that are accurate and can be interpreted with high confidence (Ghozali, 2018). 
 

Table 4. Normality Test  

 
Studentized Deleted 

Residual 

N 150 
Normal Parameters, b Mean -0.0002980 

Std. Deviation 1.01004368 
Most Extreme Differences Absolute 0,050 

Positive 0,032 
Negative -0,050 

Statistical Tests 0,050 
Asymp. Sig. (2-tailed) 0,200c,d 

a. Test distribution is Normal. 
b. Calculated from data. 
c. Lilliefors Significance Correction. 
d. This is a lower bound of the true significance. 

Source: Data processed 

 
Table 5. Multicollinearity Test 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

Collinearity 
Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 17,724 2,399  7,388 0,000   
Work motivation 0,270 0,076 0,296 3,542 0,001 0,767 1,305 
Work experience 0,200 0,070 0,237 2,835 0,005 0,767 1,305 

a. Dependent Variable: Employee Performance 
Source: Data processed 

 
Table 6. Heteroscedasticity Test 

Model 

Unstandardized  
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 0,921 0,219  4,194 0,000 
Work motivation 0,000 0,007 -0,006 -0,064 0,949 
Work experience -0,004 0,006 -0,056 -0,594 0,553 

Source: Data processed 
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Hypothesis test results 

The results of the hypothesis testing highlight important findings regarding the relationship between 
work motivation, work experience, and employee performance. First, these results show that work 
motivation has a significant positive impact on performance, as shown by the β coefficient of 0.375 
and a significance value (Sig) of 0.000, as shown in Table 7, supporting H1. This confirms that a high 
level of motivation contributes significantly to improving employee performance. In addition, the 
results reveal that the moderating effect between work motivation and work experience on 
performance is also significant. The significant β coefficients for both variables and the interaction 
between the two indicate that a combination of high work motivation and good work experience 
can jointly improve employee performance. The low significance value (Sig = 0.000) shown in Table 
9 supports H2. These results support the conclusion that this relationship is unlikely to occur by 
chance. Thus, these findings provide valuable insights for human resource managers and 
organizational leaders in designing strategies to improve employee performance by driving better 
work motivation and focusing on the moderating role of work experience. 
 

Table 7. Results of Testing the Influence of Work Motivation on Employee Performance 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 20,325 2,269  8,958 0,000 
Work motivation 0,375 0,068 0.411 5,482 0,000 

a. Dependent Variable: Employee Performance 
Source: Data processed 

 
Table 8. Testing Results Work Motivation Impact on Employee Performance 

Model R R Square Adjusted R Square 
Std. Error of the 

Estimate 

1 0.411a 0,169 0,163 7.01127 

a. Predictors: (Constant), Work Motivation 
Source: Data processed 

 
In the regression analysis carried out in Table 7, the relationship between work motivation 

(X1) and performance (Y) is explained through the first regression equation (Y = 20.325 + 0.375X1). 
The coefficient (0.375) shows that every one-unit increase in work motivation results in an increase 
of (0.375) units in performance. In other words, the higher the level of work motivation, the higher 
the performance achieved by the individual. This phenomenon is strengthened by the positive 
coefficient, which indicates a significantly positive correlation between work motivation and 
performance. These findings confirm that work motivation plays an important role in improving 
employee performance in the context of this research. Strategies to increase work motivation can be 
considered an effective approach to improve individual performance in the workplace. Thus, these 
results provide a deeper understanding of the relationship between work motivation and 
performance, providing a strong basis for managers and human resource practitioners to design 
interventions aimed at increasing employee work motivation and performance. 

Table 8 shows the results of testing the impact of work motivation on employee 
performance. The correlation coefficient, R, was 0.411, indicating a moderate positive relationship 
between work motivation and employee performance. This correlation suggests that higher levels 
of work motivation are associated with improved employee performance, although this relationship 
is not particularly strong. 

The R2 value was 0.169, meaning that work motivation alone accounted for 16.9% of the 
variation in employee performance. This implies that, while work motivation is a relevant factor, 
other variables not included in the model may also play significant roles in determining 
performance outcomes. The Adjusted R2, slightly lower at 0.163, confirms the model’s explanatory 
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power after adjusting for the predictor, which is a standard practice to ensure that the model is not 
overly fitted to the sample data. 

The standard error of the estimate is 7.01127, showing that the average actual employee 
performance scores deviate from the predicted values. This suggests a moderate level of prediction 
accuracy because lower standard error values would indicate a stronger predictive model. 

In summary, the results suggest that work motivation has a meaningful, although moderate, 
impact on employee performance. This finding supports the hypothesis that enhancing employee 
motivation can positively influence performance, but also suggests that additional factors should 
be considered to fully explain variations in employee performance. 

 
Table 9. Simultaneous Testing Motivation, Experience, and Interaction on Performance 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1963,996 3 654,665 14,080 0,000b 
Residual 6788.564 146 46,497   
Total 8752.560 149    

a. Dependent variable: employee performance 

b. Predictors: (constant), interaction of work motivation with work experience, work motivation, work 
experience 

Source: Data processed 

 
Table 10. Moderation Test Resultswork Experiencethe Relationship Between Work Motivation 

and Employee Performance 

Model 

Unstandardized  
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 8,146 6,680  1,219 0,225 
Work motivation 0,578 0,214 0,633 2,700 0,008 
Work experience 0,547 0,237 0,650 2,309 0,022 
Interaction of Work Motivation 
with Work Experience 

-0.011 0,007 -0,656 -1,535 0.127 

a. Dependent Variable: Employee Performance 
Source: Data processed 
 

The results of the regression analysis listed in Table 10 show the impact of independent 
variables such as work motivation (X1), work experience (X2), and their interaction (X1.X2), on 
the dependent variable performance (Y), represented in the second equation (Y = 8.146 + 0.578X1 
+ 0.547X2 - 0.011X1.X2). A work motivation coefficient (X1) of 0.578 shows a positive and 
significant impact on performance, as does the work experience coefficient (X2) of 0.547. 
However, the interaction between work motivation and work experience (X1.X2) shows a negative 
impact, possibly reducing performance. The correlation coefficient (R) confirmed the strong 
relationship between work motivation, work experience, and performance, and their interaction 
strengthened their impact. 

 
Table 11. Moderation Test Work Experience on Motivation-Performance Relationship 

Coefficient 

Model R R Square Adjusted R Square 
Std. Error of the 

Estimate 

1 0.474a 0,224 0,208 6.81887 

a. Predictors: (Constant), Interaction of Work Motivation with Work Experience, Work Motivation, 
Work Experience 

Source: Data processed 
 

Table 11 provides a summary of the moderation test results, analyzing the impact of work 
experience on the relationship between work motivation and employee performance. The 
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correlation coefficient, R, is 0.474, indicating a moderate positive relationship between work 
motivation, work experience, and employee performance. This moderate correlation suggests that 
incorporating both motivation and experience into the model contributes positively to explaining 
variations in employee performance. The R2 value is 0.224, meaning that 22.4% of the variability 
in employee performance is explained by work motivation, work experience, and their interactions. 
This value reflects the meaningful contribution of these variables in predicting the performance 
outcomes. The Adjusted R2, which is slightly lower at 0.208, confirms that the model maintains its 
explanatory power even after adjusting for the number of predictors. In addition, the standard 
error of the estimate, 6.81887, shows the average distance between the actual and predicted 
performance scores, suggesting a moderate level of prediction accuracy. Overall, these findings 
indicate that work experience has a significant moderating effect on the motivation-performance 
relationship, affirming the hypothesis that employee experience enhances the effectiveness of 
motivation in influencing performance. This highlights the importance of considering work 
experience in strategies aimed at optimizing employee motivation and performance. 

 

Results and Discussion 

Further analysis showed that work experience strengthens the relationship between work 
motivation and employee performance. In the hospital context, particularly where work experience 
plays a dominant role, the importance of developing work motivation has become clearer. 
Strategies for improving employee performance must consider the moderating influence of work 
experience. Understanding this interaction is crucial for designing effective strategies to enhance 
employee performance in hospitals, where experienced employees can often contribute 
significantly to organizational goals. 

Empirical findings regarding the impact of work motivation on employee performance in 
hospitals offer important implications for human resource management and the improvement of 
healthcare services. These findings provide substantial contributions to both the theoretical 
development and practical application of the factors influencing employee performance, 
particularly in the healthcare sector. 

From a theoretical standpoint, the results align with the existing literature and deepen our 
understanding of how work motivation drives performance outcomes. This study extends the 
earlier research by Umihastanti and Frianto (2022), which emphasizes the role of factors such as 
ergonomics, competence, and environmental values in ensuring sustainable performance in 
healthcare settings. This research demonstrates that motivation is not an isolated driver, but 
interacts with other elements to enhance performance. 

The empirical validation of this relationship also reinforces the management literature, 
supported by studies such as Alsadaan et al. (2023) and Bostan et al. (2024), which highlight the 
complexity of the dynamics between motivation and performance. Lawlis et al. (2024) further 
contribute to this discourse by applying frameworks such as self-determination theory and social 
exchange theory to illustrate how relevant work experiences shape relationships between 
employees, thus directly influencing productivity and service quality. 

From a practical perspective, these findings offer actionable insights for improving 
motivation and performance in hospital management. Research by Durrani et al. (2024) on 
environmentally friendly employee empowerment and studies like (Bostan et al. (2024), which 
propose models to address administrative challenges in Turkish hospitals, underscores the 
importance of creating work environments that foster motivation. 

Hospitals can implement concrete steps such as reward programs, targeted training, and 
appropriate development initiatives. These actions are in line with the conclusions drawn by Franco 
et al. (2002) and Vo et al. (2022), who emphasize that understanding the factors behind work 
motivation can significantly improve the management of human resources. Hospitals can enhance 
employee satisfaction and performance by fostering an environment that supports motivation, 
leading to better patient care and stronger reputation in the healthcare market. 

Moreover, the study by Udekwe et al. (2024) on the impact of human resource information 
systems (HRIS) in the South African health sector illustrates how technology can motivate 
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healthcare workers to stay productive and contribute to high-quality services. This demonstrates 
that work motivation is multifaceted, and effective management requires a combination of 
technical, psychological, and organizational approaches. 

This study’s empirical findings highlight the role of work experience as a moderator in the 
relationship between work motivation and employee performance in hospitals, offering significant 
insights into workplace dynamics. These findings deepen our understanding of the factors 
influencing employee performance and provide new perspectives on how work experience can 
alter the impact of motivation. 

Research by Pham et al. (2024) on pathways to innovative work behavior and performance, 
alongside Amin et al. (2024) on customer value co-creation, supports the idea that work experience 
is a key factor in shaping performance outcomes. Work experience enhances an employee’s ability 
to leverage their motivation into practical results, particularly in high-stakes environments, such as 
hospitals, where performance directly affects patient care. 

In a practical context, a detailed understanding of how work experience moderates 
motivation-performance relationships provides invaluable guidance for hospital managers. For 
instance, Aungsuroch and Montayre (2024) on factors influencing nurse engagement and Agirre-
Aramburu et al. (2024) on integrating human resource practices offer detailed insights into how 
work experience can guide the development of effective human resource policies. 

By recognizing the nuances of how work experience influences motivation, hospital 
management can tailor strategies to different levels of experience. More experienced employees 
may require less motivational input to achieve high performance, while younger or less experienced 
employees may need additional support. This allows for a more efficient allocation of training and 
development resources and provides targeted programs that resonate with employees' varying 
stages of experience. 

Moreover, studies like those by Tafese Keltu (2024) on the influence of human resource 
development practices and Guo et al. (2024) on the impact of AI and automation on physician 
performance emphasize the importance of customizing motivational strategies to reflect 
employees' professional development stages. Hospitals that adopt this approach can retain talent 
more effectively, improve employee satisfaction, and optimize overall organizational performance. 

The findings of this study have broad implications for hospital human resource 
development. By acknowledging the moderating role of work experience, hospital managers can 
design targeted policies and interventions to boost employee performance. For instance, 
experienced employees might benefit from leadership development programs and advanced 
training, whereas less experienced staff might require mentoring and basic skill development. This 
allows hospitals to maximize employee potential across all levels of experience and improve overall 
performance and patient outcomes. 

Furthermore, these strategies are aligned with global trends in healthcare management, as 
evidenced by studies by Pursio et al. (2024) on nursing practice environments and Grundgeiger et 
al. (2024) on clinical documentation. Hospitals that tailor their motivational and developmental 
strategies to employees' experience levels not only enhance employee retention but also position 
themselves competitively in an increasingly complex healthcare market. 

In conclusion, this research offers critical insights into the importance of managing work 
motivation and work experience effectively in hospitals. These findings underscore the need for 
comprehensive strategies that address these variables, ensuring that hospitals can achieve high 
performance while maintaining employee satisfaction and delivering superior patient care. 
 

Conclusion  

Based on the findings of this study, it can be concluded that work motivation plays a crucial role 
in enhancing employee performance in Islamic hospitals. High work motivation significantly 
contributes to improved performance, whereas work experience serves as a moderator, 
strengthening the relationship between work motivation and performance. These findings suggest 
that hospital management should design targeted work motivation programs that consider 
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employees’ work experiences. This approach will help to create a more effective human resource 
development strategy aimed at improving employee productivity and overall performance. 

This study had some limitations, first, it was limited to a specific hospital context, which 
may reduce the generalizability of the results to other sectors or healthcare institutions. 
Additionally, the cross-sectional design of the study did not allow us to observe the long-term 
effects of work motivation and work experience on performance, making it difficult to assess 
changes over time. Future studies could use a longitudinal approach to track the evolution of these 
relationships. 

Future research could explore other factors that potentially influence the relationship 
between work motivation and performance, such as organizational culture, leadership styles, and 
employee well-being. Additionally, expanding the research to multiple hospitals or sectors could help 
validate and generalize the findings. Finally, investigating how technological advancements and 
automation interact with work motivation and experience in shaping employee performance would 
provide valuable insights for adapting human resource strategies to future workplace dynamics. 

In conclusion, effective human resource management focused on employee development, 
advanced analysis, and incorporating employee work experience is key to fostering a motivating, 
supportive, and productive work environment. These steps will help improve employee 
performance and the quality of healthcare services provided to patients, thus creating a competitive 
advantage for hospitals in an increasingly competitive market.  
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