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SUMMARY 
Introduction/Objective The competitive healthcare market is focused on quality health services and the 
search for effective methods to improve the quality of these services represents a continuing challenge 
for healthcare managers. It has been found that satisfaction with the work of nurses directly affects the 
quality of care and patient satisfaction. The aim of this study was to examine the factors influencing the 
motivation and job satisfaction of hospital nurses. 
Methods A cross-sectional study in private and public hospitals of Plovdiv region (second largest region 
in Bulgaria), established as training and teaching bases for nurses was conducted. The sample comprised 
of nurses employed in internal wards, surgical wards, intensive care units, and neurology ward settings. 
Results Most of the participants 55 (67.1%) are working in public hospitals and 27 (32.9%) in private ones. 
All of the respondents were women with a mean age of 50.57 ± 11.6 years. Only 40.3% of nurses were 
satisfied with their job and employees in public hospitals were generally more dissatisfied, although both 
sectors have identified “payment” and “working conditions” as being an important source of dissatisfaction. 
Conclusion Motivation and job satisfaction studies play an important role in providing appropriate 
medical care in the healthcare sector. The results of this study demonstrate the importance of good job 
salary, good working conditions, and co-workers’ support for job satisfaction. 
Keywords: cross-sectional study; job motivation; job satisfaction; nurses; healthcare
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INTRODUCTION

Job satisfaction is one of the most actively and 
extensively studied topics in the field of orga-
nizational behavior. Theorists’ and researchers’ 
interests on that topic dates back to the begin-
ning of the last century as a part of attempts 
to understand the human behavior in work-
ing conditions [1]. The competitive healthcare 
market is focused on quality health services and 
the search for effective methods for improv-
ing the quality of these services represents a 
continuing challenge for healthcare manag-
ers. Many researchers are looking for a link 
between job satisfaction and job performance 
[2]. The interest in the motivation and satisfac-
tion of employees arises exactly from the need 
to identify those subjective factors that explain 
the differences in behavior and performance 
of employees. Locke defines job satisfaction as 
a pleasant or positive emotional state result-
ing from the evaluation of someone’s work or 
work experience [3]. It can also be described 
as a phenomenon which is a result of complex 
interactions between work experience, orga-
nizational environment, and personal factors. 
This phenomenon is inextricably linked to 
work motivation, understood as “a reason that 
makes workers act in a certain way, striving 
to achieve personal and organizational goals” 
[4]. Neither job satisfaction nor motivation 

are directly visible, but both are critical to the 
retention and performance of health profes-
sionals [5].

In the field of healthcare, health services 
and the nursing profession, satisfaction is one 
of the key determinants of job performance [6]. 
Performance is studied from different points 
of view. Some studies examine the impact of 
organizational characteristics (such as staff 
shortages, lack of equipment, etc.) on satisfac-
tion [7]. Other researchers have assessed the 
impact of management and organizational sit-
uation factors on satisfaction [8]. Satisfaction 
is important and influences job performance 
and attitudes towards leaving the workplace 
[9]. Factors such as poor working conditions, 
ethical problems, or stress in the workplace lead 
to dissatisfaction and low labor productivity 
[10, 11, 12]. Studies show that job satisfaction 
directly affects the quality of health care and 
patient satisfaction [13]. The results of studies 
found that high levels of nurse burnout are as-
sociated with lower patient satisfaction [14].

Nurses’ satisfaction contributes directly to 
patients’ satisfaction with nursing care, which 
is an important performance indicator of the 
quality of care [15, 16]. Therefore, work mo-
tivation and satisfaction are factors, influenc-
ing the quality of health services, efficiency 
and commitment to the health organization 
and they directly affect the cost of healthcare 
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[6, 13]. The constant investigation of the most important 
factors influencing the motivation and job satisfaction of 
healthcare professionals is one of the ways to retain staff 
and increase the efficiency of health organizations.

The aim of this study was to examine the factors in-
fluencing the motivation and job satisfaction of hospital 
nurses in the Plovdiv region, Republic of Bulgaria.

METHODS

A cross-sectional study in private and public hospitals of 
the Plovdiv region (the second largest region in Bulgaria), 
established as training and teaching bases for nurses, was 
conducted. Data was collected for the November 2019 – 
February 2020 period. The sample comprised nurses em-
ployed in internal wards, surgical wards, intensive care 
units, and neurology ward settings. It was an anonymous 
self-administered questionnaire survey on a voluntary ba-
sis. It contained a permission form, purpose of the research 
with brief description and guidelines on how to fill out 
the questionnaire. Data collection was performed using a 
questionnaire, designed by the authors of this study, and 
based on the theory by Herzberg et al. [4]. The study pro-
tocol was approved by the Ethics Committee of the Medical 
University – Plovdiv. Confidentiality and anonymity were 
assured to the participants, and they were informed of the 
right of withdrawal from the study.

All study participants received information on the study 
objectives and recruitment process. Three University hos-
pitals in which nurses are trained in the Plovdiv region 
were selected at random. The inclusion criteria for this 
study required nurses to be: (a) full-time employees and 
(b) being hospital staff for at least six months. The sample 
size was obtained using a formula for cross-sectional stud-
ies [17]: 

N = [ Z2 × P × (1-P)]
D2

where, N = number of participants; Z = SD at 95% CI 
(1.960); D = amount of error we will tolerate = ± 5% P = 
11.7% – obtained from a pilot study [18]. 

N = [ 1.9602 × 0.117 × 0.883]
0.052

We used the modified Kish and Leslie equation to cal-
culate available sample size [17]:

n = N
1+ (N - 1)

K

where n is the sample size and K is the estimated overall 
population of the study population (approximately 1000 
nurses).  To cater for non-correspondents, 10% of the sam-
ple size was added to the calculated sample size. Therefore, 
the actual total sample size was 150 respondents. A total 

of 95 questionnaires were completed and returned by the 
respondents, which represented 63.3% of the targeted 
nurses. Eighty-two valid questionnaires were included in 
the final analysis.

The questionnaire consisted of two parts. The reli-
ability coefficient measured by Cronbach α was equal to 
0.849. The first part of the questionnaire included socio-
demographic characteristics and data related to the work-
place. The second part of the tool contained 22 questions 
for self-assessment of work motivation and satisfaction. 
A five-point Likert scale was used to rate from 1 – “not 
important at all” / “does not satisfy me at all” to 5 – “very 
important” / “very satisfying.” Higher results correspond 
to higher work motivation and satisfaction with a specific 
factor. Five-point Likert scale was used to respond to all 
questions (1 = strongly disagree, 2 = disagree, 3 = neutral, 
4 = agree, and 5 = strongly agree).

The data was processed with the SPSS Statistics for 
Windows, Version 19.0 (IBM Corp., Armonk, NY, USA). 
The basic descriptive parameters were calculated (mean, 
standard deviation, number, and percentage). Univariate 
ANOVA was used to test the differences in the motivating 
factors according to age, position, and other characteristics. 
Verification of the hypotheses was conducted with p < 0.05.

RESULTS

Most of the participants 55 (67.1%) work in public hospi-
tals and 27 (32.9%) in private ones. All of the respondents 
were women with a mean age of 50.57 ± 11.6 years. Older 
nurses are the majority in Bulgarian hospitals. Thirty-seven 
of the participants (45.1%) in the study have a bachelor’s 
degree and only 17.1% (14 participants) have a master’s 
degree. The highest number of all nurses having work ex-
perience between 21–30 years is 37 (45.1%), which implies 
significant experience in practicing the nursing profession, 
and only 6.1% have less than five years of experience. Most 
participants are married [63 (76.8%)]. The distribution of 
the sample, according to demographic and work-related 
variables, is shown in Table 1.

Table 2 provides the mean, the standard deviation, 95% 
confidence interval, and overall ranks of the 11 motiva-
tional factors for both hospital types. The ranking is based 
on the mean of the factors. The lowest mean value has the 
highest rank because the respondents were asked to rank 
with a most effective motivator, then with a second most 
effective motivator, and so on. For nurses working in both 
public and private hospitals, “payment” is the first most 
important motivational factor, followed by “job security.” 
These factors also receive the lowest mean value (3 and 
4.44, respectively). The factor with least motivational im-
portance is “responsibility at work” (Table 2). 

Satisfaction from various investigated factors in the 
workplace are given in Table 3. Every other nurse is satis-
fied or very satisfied with her supervisor (n = 46, 56.1%); 
12.2% of nurses working in private hospitals are dissatisfied 
with their job. Among persons working in public hospitals, 
this percentage reaches 28%. Most of the respondents are 
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satisfied with the “working hours” (n = 37, 45.1%) and 
with their “relationships with colleagues” (n = 33, 40.3%). 
On the other hand, almost three-quarters of nurses are 
dissatisfied or very dissatisfied with the “salary they re-
ceive” (n = 54, 65.8%) and with the “working conditions” 
(n = 52, 63.4%). 

Married nurses have lower job satisfaction than unmar-
ried ones (p < 0.05). Nurses with a college degree (mean 
rank = 52.79) report a higher level of job satisfaction 
than those with a master’s degree (mean rank = 44.62) 

or a bachelor’s degree (mean rank = 32.68). There is a 
significant difference in the overall job satisfaction of the 
respondents depending on the educational level (χ2 = 8.59, 
p = 0.014). However, nurses with a master’s degree work 
more often in private hospitals (n = 23, 28%) and those 
with a bachelor’s degree in public hospitals (n = 14, 17%). 
Nurses working in private hospitals reported a higher 
overall level of job satisfaction (mean rank = 44.22) than 
those working in the public sector (mean rank = 40.16) 
(χ2 = 20.85, p < 0.001). 

DISCUSSION

Work motivation is a proven factor which influence nurses’ 
intention to pursue the profession and job satisfaction [18, 
19]. The practice of the nursing profession is influenced 
by the complex effect of various environmental factors – 
socio-economic, legal, political, demographic, cultural, as 
well as specific factors for the profession. The shortage of 
nurses is a challenge not only in Bulgaria but is a critical 
issue in many countries [6, 20, 21]. Nowadays, in Bulgaria, 
a number of nurses are leaving their profession to join 
other non-nursing fields or emigrate abroad [22]. In our 
country, shortage of hospital nurses is associated with fac-
tors such as increased migration of professional nurses, de-
creased number of nurse graduates, and ageing workforce 
[23, 24, 25]. Job satisfaction of healthcare professionals is 
a very important factor of the quality of health care and 
has a great impact on achieving good performance and 
efficiency in healthcare organization. Many studies have 
focused on job satisfaction through nurses because of its 
proven impact on patient safety and health outcomes [11, 
25]. Therefore, this study set out to examine the nurses’ 
motivation and job satisfaction and factors associated with 
it in public and private hospitals in the region of Plovdiv.

As in a number of researches that suggested that, gen-
erally, nurses’ job satisfaction is usually moderate or low, 
our findings showed that only about 40.3% of nurses were 
satisfied with their jobs, which is an extremely low level [6, 
14]. Overall, nurses in public hospitals were generally more 
dissatisfied than those working in private ones, although 

Table 2. Ranking of motivators: a comparison between hospitals (public and private)

No. Motivators
Mean SD 95% confidence 

interval Rank

public private public private public private public private

1 opportunity for advancement and 
promotion 6.42 5.11 3.56 3.08 5.46–7.38 3.89–6.33 6 3

2 payment/salary 3.09 3.22 3.01 2.85 2.28–3.9 2.1–4.35 1 1
3 job security 4.44 4.11 2.35 1.52 3.8–5.07 2.33–1.53 2 2
4 working conditions 4.64 5.22 2.35 3.07 4–5.27 4.01–6.44 3 5
5 interesting job 4.71 5.19 2.52 3.56 4.03–5.39 3.58–6.59 4 4
6 working time / flexible working hours 5.98 6.67 2.69 3.34 5.24–6.69 5.35–7.99 5 7
7 additional benefits 6.93 5.37 2.48 2.86 6.26–7.6 4.24–6.5 8 6
8 co-worker relationship, teamwork 6.71 7.3 2.8 2.95 5.95–7.47 6.13–8.46 7 8
9 social position and prestige 7.22 8.07 3.03 2.29 6.4–8.04 7.17–8.98 9 10

10 job responsibility 8.44 8.3 2.34 1.77 7.8–9.07 7.6–9 11 11
11 supervisor support 8 7.44 2.7 2.97 7.27–8.73 6.27–8.62 10 9

Table 1. Socio-demographic and workplace characteristics of the 
respondents (n = 82)

Characteristic Value n % p

Age group

< 30 6 7.3

0.001
31–40 9 11
41–50 26 31.7
51–60 23 28

over 60 18 22

Marital status

lives alone 13 15.9

0.411married 63 76.8
unmarried, divorced, 

widowed 6 7.3

Educational 
level

college 31 37.8

0.005
bachelor 37 45.1

master 14 17.1

Rank
head nurse 15 18.3

< 0.001nurse 63 76.8
nurse manager 4 4.9

Form of 
ownership at 
the hospital

private 27 32.9
0.002

public (state/municipal) 55 67.1

Work 
experience 
(years)

< 5 5 6.1

< 0.001
5–10 6 7.3

11–20 18 22
21–30 37 45.1
> 30 16 19.5

Departments

internal medicine 
department 44 53.7

< 0.001surgical department 26 31.7
intensive care unit 3 3.7

neurology department 9 11

Motivation and job satisfaction among hospital nurses in Bulgaria – a cross-sectional study
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both sectors have identified “payment” and “working con-
ditions” as important sources of dissatisfaction. According 
to Nantsupawat et al. [25], job dissatisfaction is a major 
cause of high nurse turnover, as well as increased absences. 
Another reason is the low nursing occupational prestige. 
These are demotivating factors that cause young people 
in Bulgaria to study nursing or to practice this humane 
profession.

The nurses in this study were females, most of them 
over the age of 50, married and with a bachelor’s degree. 
Masum et al. [26] revealed that married nurses have higher 
job satisfaction than unmarried ones, but we found the 
opposite results. The finding of the present study revealed 
that nurses with a master’s degree are most dissatisfied 
with their work, followed by nurses with a bachelor’s de-
gree and those with a college degree. The cause could be 
that more educated staff have higher expectations, which 
healthcare organization are often unable to fulfill. Also, 
master’s degree nurses were less satisfied with their occu-
pation, probably because the nurse salary structure in our 
country does not differentiate between groups. 

The research results show that hospital nurses are dis-
satisfied with their job salary (65.8%), working conditions 
(63.4%), and their social position and prestige (40.2%). The 
respondents were least satisfied with “payment/salary.” The 
main motivator in both studied groups is “payment/salary,” 
but this factor is associated with the greatest dissatisfaction. 
Two-thirds of the study participants were least satisfied 
with their salary, which is consistent with studies in other 
countries [6, 14, 26–29]. Although the salary of nurses in 
Bulgaria has started to increase in recent years, this fact 
suggests that Bulgarian nurses may not be satisfied with 
the level of income they receive now. A low satisfaction 
score and high significance score of the factors show that 
there is a prospect to improve job satisfaction by increasing 
payment. However, satisfaction with material status may 
not be related to the amount of remuneration received 
as much as to the perception of remuneration being fair. 

In our study, important factor influencing dissatisfac-
tion is “working conditions.” Poor working conditions 
and limited resources reduce job satisfaction and motiva-
tion among nurses, which can affect service quality and 

distress [6]. It has been found that less favorable working 
conditions such as heavy workload, lack of staff and ex-
tended working hours are negatively associated with job 
satisfaction. Physical working conditions, such as noisy en-
vironment, and poor living conditions can also reduce job 
satisfaction. Grujičić et al. [28] in a survey performed in 
healthcare centers in three districts of Vojvodina (Serbia) 
show that healthcare workers are more satisfied with a 
positive work environment. 

Among the eleven items of job satisfaction, nurses col-
lectively expressed high level of satisfaction with supervi-
sor support (56.1%) and flexible working hours (45.1%). 
The results from this study are following the results of 
Masum et al. [26] and Labrague et al. [30], who identified 
“supervisor support” as an important factor of nurses’ job 
satisfaction. In our study, “relationships with colleagues” 
and “supervisor support” predict a nurse’s job satisfaction 
positively. This is consistent with studies done in hospitals 
in Slovenia and Serbia, where nurse-physician relationships 
had impact on nurse satisfaction [27, 29]. The collabora-
tion between a doctor and a nurse is linked to positive 
job satisfaction [31]. When there are good work relation-
ships, there is a sense of recognition and feeling of respect 
between them, which further brings satisfaction at work.

Our study had some limitations. In this study, the sam-
ple size was relatively small and limited to nurses who were 
employed in private and public hospitals which are training 
and teaching bases in the Plovdiv region, Bulgaria. As it is 
a cross-sectional study, inferences on the cause–effect rela-
tionships could not be made. The information gained from 
participants is based upon their subjective perceptions.

CONCLUSION

Motivation and job satisfaction studies play an important 
role in providing appropriate medical care in the healthcare 
sector. Low job motivation and job satisfaction have been 
found to reduce the quality of healthcare, to worsen patient 
satisfaction, and ultimately to increase healthcare costs. 
The findings of this study indicate that nurses with good 
job salary, good working conditions and co-worker support 

Table 3. Frequency and percentage of each item in the job satisfaction 

No. Items
Very dissatisfied Dissatisfied Neither satisfied 

nor dissatisfied Satisfied Very satisfied

n (%) n (%) n (%) n (%) n (%)

1 opportunity for advancement and 
promotion 19 (23.2) 14 (17.1) 29 (35.4) 12 (14.6) 8 (9.8)

2 payment/salary 33 (40.2) 21 (25.6) 20 (24.4) 4 (4.9) 4 (4.9)
3 job security 7 (8.5) 12 (14.6) 33 (40.2) 18 (22) 12 (14.6)
4 working conditions 29 (35.4) 23 (28) 14 (17.1) 10 (12.2) 6 (7.3)
5 interesting job 17 (20.7) 16 (19.5) 37 (45.1) 10 (12.2) 2 (2.4)
6 working time/ flexible working hours 4 (4.9) 10 (12.2) 31 (37.8) 16 (19.5) 21 (25.6)
7 additional benefits 10 (12.2) 8 (9.8) 37 (45.1) 12 (14.6) 15 (18.3)
8 co-worker relationship, teamwork 6 (7.3) 6 (7.3) 37 (45.1) 18 (22) 15 (18.3)
9 social position and prestige 14 (17.1) 14 (17.1) 27 (32.9) 18 (22) 9 (11)

10 job responsibility 17 (20.7) 10 (12.2) 30 (36.6) 16 (19.5) 9 (11)
11 supervisor support 10 (12.2) 8 (9.8) 18 (22) 28 (34.1) 18 (22)

DOI: https://doi.org/10.2298/SARH210609080A
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tend to be more satisfied with their job. These findings can 
be used by hospital managers, professional associations, 
and health policy makers to develop strategies to increase 
income in this occupational group, improve working con-
ditions, and safety. This will increase motivation and job 
satisfaction in hospitals and reduce the nurses’ intention 
to leave the profession.
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САЖЕТАК
Увод/Циљ Конкурентно тржиште здравствене заштите 
оријентисано је на квалитетне здравствене услуге, а потрага 
за ефикасним методама за побољшање квалитета ових услу-
га стални је изазов за менаџере у здравству. Утврђено је да 
задовољство радом медицинских сестара директно утиче 
на квалитет неге и задовољство болесника. 
Циљ ове студије био је да испита факторе који утичу на 
мотивацију и задовољство послом медицинских сестара.
Методе Спроведена је студија пресека у приватним и јавним 
болницама регије Пловдив (други по величини регион у 
Бугарској), које су базе за обуку и наставу за медицинске 
сестре. Узорак је обухватио медицинске сестре које раде на 
интерним одељењима, хируршким одељењима, јединицама 
интензивне неге и неуролошким одељењима.

Резултати Већина учесника, 55 (67,1%), ради у јавним бол-
ницама, а 27 (32,9%) у приватним болницама. Сви испита-
ници су жене просечне старости 50,57 ± 11,6 година. Само 
40,3% медицинских сестара је задовољно својим радом, 
а особље јавних болница обично је незадовољније, иако 
оба сектора наводе плату и услове рада као важне изворе 
незадовољства.
Закључак Студије о мотивацији и задовољству послом  
играју важну улогу у пружању одговарајуће медицинске за- 
штите у здравственом сектору. Резултати ове студије пока-
зују значај добре плате на радном месту, добрих услова рада 
и подршке колега за задовољство послом.

Кључне речи: студија пресека; мотивација за посао; задо-
вољство послом; медицинске сестре; здравствена заштита
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