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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

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=[Z:xPx(1-P)
DZ

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 =[1.960%% 0.117 x 0.883]
0.05*

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
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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 a 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 satisfty 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 dissatistied
with their job. Among persons working in public hospitals,
this percentage reaches 28%. Most of the respondents are
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Table 1. Socio-demographic and workplace characteristics of the
respondents (n = 82)

Characteristic Value n % p
<30 6 7.3
31-40 9 11
Age group 41-50 26 | 31.7 | 0.001
51-60 23 | 28
over 60 18 22
lives alone 13 | 159
Marital status married 63 | 768 | 411
unmarried, divorced,
. 6 7.3
widowed
college 31 | 37.8
Educational bachelor 37 | 451 0.005
level
master 14 | 171
head nurse 15 | 183
Rank nurse 63 | 76.8 | <0.001
nurse manager 4 4.9
Form of private 27 | 329
ownership at . . 0.002
the hospital public (state/municipal) 55 | 67.1
<5 5 6.1
Work 5-10 6 | 73
experience 11-20 18 22 | <0.001
(years) 21-30 37 | 451
> 30 16 | 19.5
internal medicine 44 | 537
department
Departments surgical department 26 | 31.7 | <0.001
intensive care unit 3 3.7
neurology department 9 1

satistied 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 dissatistied 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 (x* = 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)
(x* =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)

. Mean sD 95%.confidence Rank
No. | Motivators interval
public private public private public private public private
;| opportunity foradvancement and 6.42 5.1 3.56 308 |546-7.38|3.89-633 | 6 3
promotion
2 | payment/salary 3.09 3.22 3.01 2.85 2.28-39 | 2.1-435 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 4.64 522 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 | supervisor support 8 7.44 2.7 297 7.27-8.73 | 6.27-8.62 10 9
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Table 3. Frequency and percentage of each item in the job satisfaction

Angelova-Levterova B. and Georgieva-Borukova Y.

N " Very dissatisfied Dissatisfied '\rls:ré?srssaattilssf?eec? Satisfied Very satisfied
n (%) n (%) n (%) n (%) n (%)
1 gf;’rzgt‘f;‘:y for advancement and 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(24)
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)

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-
satistied 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
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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. Grujici¢ et al. [28] in a survey performed in
healthcare centers in three districts of Vojvodina (Serbia)
show that healthcare workers are more satistied 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
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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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PapHa Momsau,uja 1 3a40B0/bCTBO 60NHUYKMX MeanUUHCKUX cecTtapa

y byrapckoj — ctyamnja npeceka

bopjaHa AHrenoBa-JleBtepoBa’, JopaaHka leoprujesa-bopykosa?

'MegunumnHckm yHuBep3uTeT y Mnosamey, Oferberbe 3a 34paBCTBEHN MEHALIMEHT 1 3[paBCTBEHY ekoHoMujy, MnoBams, byrapcka;
“MepnumHckmn yHuBep3uTeT y MnoawBy, OakynTeT jaBHOT 3ApaBsba, Mnosams, byrapcka;

*YHuBep3wuTeTcka 6onHnua Kacnena, Mnosaus, Byrapcka

CAXETAK

YBoa/Lium KOHKYpeHTHO TpXULITe 34paBCTBEHE 3alUTHTe
OPUjeHTICAHO je Ha KBaNIUTETHe 30paBCTBEHE YCIlyre, a noTpara
3a edrIKaCHMM MeTofjaMa 3a NOOOSbLLAHE KBANIUTETA OBUX YCITy-
ra CTasiHv je 13a30B 3a MeHallepe y 34paBcTBy. YTBphHeHo je Aa
3a[j0BO/bCTBO PafiOM MEANLIMHCKUX CecTapa AUPEKTHO yTrnye
Ha KBaJIUTET Here 1 3aj0BOJbCTBO HoNecHMKa.

Linrb oBe cTyanje 610 je pa ncnuta Gpaktope Koju yTnyy Ha
MOTMBALjy 1 3aJ0BOJbCTBO MOCIOM MeAULNHCKMX cecTapa.
Metope CnpoBefieHa je CTyAvja npeceka y NPMUBaTHAM 1 jaBHUM
6onHuLama pervje MnoBavB (Bpyru No BENNYUHN PETVIOH Y
Byrapckoj), Koje cy 6a3e 3a 06yKy 1 HacTaBy 3a MEAUNLUHCKe
cecTpe. Y30pak je 06yxBaTrio MELULIMHCKE CECTPE KOje paje Ha
VIHTEPHUM Ofie/berlIMa, XVPYPLLKVIM OfieSberbuMa, jeAnH1Lama
VNHTEH3VIBHE HEre 1 HeypPOmOLWKUM Ofe/berMa.

DOI: https://doi.org/10.2298/SARH210609080A

Pesyntatu BehuHa yuecHuka, 55 (67,1%), pagu y jaBHum 6on-
HMLama, a 27 (32,9%) y nprBaTtHUM 6onHuuama. CBu ncnuta-
HULM Cy XeHe npoceyHe ctapoctu 50,57 + 11,6 rogmHa. Camo
40,3% mMeanLUMHCKMX cecTapa je 3aJ0BOJbHO CBOjUM PafioM,
a 0cobsbe jaBHYX 6ONHMLIA 0OMYHO je He3aA0BObHNje, NaKo
o6a ceKTopa HaBOAe NaTy 1 YCJIOBE paja Kao BaxkHe U3BOpe
He3a[J0BO/bCTBa.

3akmyuak CTyguje o MOTMBaLMjU 1 3aA0BOJLCTBY MOCIOM
1rpajy BaxkHy ymnory y npy»arby oaroBapajyhe MeauumHcKe 3a-
WITUTE Y 3PaBCTBEHOM CeKTOpy. Pe3ynTaTyi oBe CTyAmje noka-
3yjy 3Hauaj Lo6pe nnate Ha pPafHOM MecCTy, O6PVIX yCioBa paja
1 NofpLLKe Kosera 3a 3aJ0BO/bCTBO MOC/IOM.

KrbyuHe peum: cTyamja npeceka; MOTVBaLMja 3a Mocao; 3aA0-
BOJbCTBO MOC/IOM; MEANLIMHCKE CECTPE; 30PaBCTBEHA 3aLUTUTA
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