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Abstract:  The    shortage   in   both   the   total   numbers   and   experience   nurses   is  a  crucial  issue.
Hospital administration must realize the extent of the nursing shortage as it is related to how patient care is
being delivered. In the context of hospital setting, nurses are the key component of the  medical  staffs  and
they play major roles in ensuring the service quality are being provided to patients as part of the national
service to the public. Thus, nurses’ satisfaction and motivation for their job are very important to be maintained.
This  paper  is  written  based  on  the  research  work  done  in a hospital setting where the majority are male
and  is  viewed  as  different  from  the  normal  setting  where  most  nurses  are  female.  This study employs
the non-experimental, quantitative design with stratified sampling and capitalizes on the motivation-hygiene
theory to set forth the underlying independent and dependent variables. Based on the result, it was found that
generally, the nurses in the male dominated nurses environment are not happy with their work and the study
mades a few suggestions on how to improve the situation and develop a better nurses’ culture for this
environment.
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INTRODUCTION In the context of hospital setting, nurses are the key

The concept of job satisfaction  among  nurses is of in ensuring the service quality are being provided to
an unprecedented importance given the current job market patients as part of the national service to  the  public.
[1]. According to [2], satisfied nurses are more likely to Thus, their motivation and satisfaction on their job are
stay on, not only in the field of nursing but in the very important to be maintained. In the context of Arab
organization in which they are satisfied. Many environment, it is observed that there are more male
researchers, for examples, [3, 4], addressing the issue of nurses compared to other part of the world.
nursing shortage as very important and the retention of Many studies have indicated the importance of
nursing staffs is absolutely vital to the healthcare checking on the employees’ satisfaction level to ensure a
industry. positive working environment [1, 3, 5]. The overall job

Hospital  administration  must  realize  the extent of satisfaction is the most important reasons why employees
the   nursing   shortage   as   it   is   related    to  how stay on with their job. This is the same for nurses and in
patient   care   is   being   delivered.   The   shortage  in fact, many studies on job satisfaction among nurses have
both   the   total   numbers   and   the   experience  nurses been done worldwide in curbing the shortage problem of
is  the   crucial  issue.  Both  are  interrelated  as nurses at the hospital. From these studies, a number of
addressing  the  issue   of   experience   nurses,   the issues have been highlighted to address and deal with the
aspect of quality nursing and the creation of better problems to ensure the smooth operation of the hospital.
workplace to attract more new nurses and at the same However, the outcry from employees, from the nurses in
time, retaining the existing experience nurses can be hospital, shows that they are not fully satisfied with their
tackled. job and this has potential effect on the job motivation.

component of the medical staffs and they play major roles
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MATERIALS AND METHODS the actual sources of motivation. A richer understanding

Job Satisfaction and Employees’ Motivation: Shortages of are intrinsically versus extrinsically motivated) should
direct-care providers in the field of human service have afford much-needed insight into the complex intra-psychic
reached crisis proportions, rendering the issues of and interpersonal dynamics that foster or impede staff
motivation and job satisfaction among this working sector reports of job satisfaction.
a likely area for future research [6]. According to this The major content theories of motivation used to
department, direct-care workers who hold a variety of job discuss workplace dynamics include [12] hierarchy of
titles are the principal source of support across multiple needs, [13] existence, relatedness and growth theory
settings (e.g., Private homes, day center for children and (ERG), [14] motivator-hygiene theory and [15] learned
adults, assisted-living residences, nursing homes and needs or three-needs theory. The term "motivation,"
treatment facilities). Recent census reports  reveal  that which has its roots in the Latin word mover-e, meaning
more than a million direct-care workers in the United "to move," has been broadly described as those forces
States are actively engaged in providing assistance, acting on or within a person to incite the arousal, direction
oversight and general care of individuals with disabling and persistence of goal-directed, voluntary effort [16].
physical and cognitive disorders [7]. Worker motivation is presumed to exist when there is

Research into the source and the character of some congruence between an individual's and an
motivation has revealed that self-reported attainment of organization's objectives [11]. Motivation is herein
intrinsic  aspirations  was  positively  associated with inferred to be an internal psychological process that is
well-being, including feelings of satisfaction [8] and subject to neither direct manipulation nor direct
experiencing positive emotional state [32]. These findings observation. In this context environmental variables may
do not hold true for the attainment of extrinsic aspirations. be created to which motivational processes may be
In fact, studies have shown that being strongly motivated attributed. Workers' needs, self-concept and expectations
by extrinsic outcomes was negatively associated with for outcomes and / or consequences comprise the
mental-health indicators; whereas, placing more individual level determinants of motivation that combine
importance on intrinsic aspirations was found to be with the organizational context in which an employee is
positively associated with mental health [9]. situated to affect job satisfaction.

The education and treatment goals developed in
these settings often differ, largely as a function of the The Concept of Job Satisfaction: There are several models
chronological and developmental age of the population used to explain job satisfaction. In general, job
served. Even subtle differences in goals and the treatment satisfaction is regarded as a feeling of contentment or
strategies that accompany them impose varied and pleasure that results from a positive appraisal of one's job
diverse responsibilities of support staff that impact their [17]. Considered an affective reaction, early researchers in
sense of well-being and job satisfaction. The literature this area sought to distinguish its principal components
describes a linear connection between the degree of to understand how such components may come together
internal versus external motivation and level of job to inspire a job appraisal that is ultimately favorable.
satisfaction of nurses, such that individuals who are more For [18], range of affect theory is the best known
intrinsically motivated are more satisfied with their theory of job satisfaction. He characterized job
employment as direct-care providers [10]. satisfaction as a function of the discrepancies between

Motivation for work has been defined as "an what an employee wants on a job and what he or she
individual's degree of willingness to exert and maintain an actually  attains.  Affect  theory  posits  that  the  degree
effort toward organizational goals" [11]. While most to  which   one   values   a   particular   facet   of  work
nurses find their jobs intrinsically rewarding, low pay, (e.g., autonomy) moderates the level of satisfaction one
minimal benefits, heavy workloads, unsafe working experiences. As would be predicted, expectations that are
conditions, inadequate training and limited opportunity met on a valued job item increase job satisfaction;
for advancement have contributed to significant turnover. expectations do not meet impact job satisfaction
There can be little doubt that each of these factors has adversity. Importantly, the theory suggests that there can
played a part in contributing to the staffing problems in be too much of a good thing. Excess of a particular facet
organizations. However, these factors represent only a (even if it is a valued job component) may cause increased
fraction of the much larger picture that must also consider dissatisfaction.

of motivational locus (or the extent to which individuals



Middle-East J. Sci. Res., 16 (2): 196-204, 2013

198

Dispositional theory is a lesser-known general theory such  as age, marital status, health, race and education.
derived from the work by [19] on the enduring character As a start, a research paper by [23] is reviewed. In this
of certain personality traits. This theory describes the paper that provides an empirical analysis of the
innate dispositions  that  may  cause  some people  to determinants of job satisfaction in Britain, four different
have certain levels of satisfaction, regardless of the job. measures of job satisfaction were used: satisfaction with
Born out of the observation that degree of job satisfaction influence over job; satisfaction with amount of pay;
tends to be stable over time and across careers, satisfaction with a sense of achievement; and satisfaction
dispositional theory is bolstered by research on identical with respect from supervisors. The research reveals the
twins in which adults were found to have similar levels of ordered probability relationships between job satisfaction
job satisfaction despite differences in jobs held. and a variety of personal characteristics which include

It should be noted that the research on the gender, age, marital, status, education, health problem and
dispositional source of job satisfaction has had a rather race.
spotty history. Beginning with both description of the The variables involved are quite consistent with a
strong correlation between workers' emotional adjustment study done by [3] who examined job satisfaction of
and degree of job satisfaction [20] and based on the employees. They focus on the age and tenure variable
summary on the subject by [21], early researchers independently and concluded that job satisfaction is
attempted to link dissatisfaction with emotional constant over the first decade of the tenure. Another
maladjustment. According to [22], although this line of study by [1] examines the relationship between personal
research lay dormant for many years, interest  in  the characteristics and specific aspects of job satisfaction in
personal relationship sparked a series of studies that lend a sample of Greek teachers. The study measures job
support to the argument that job satisfaction is, at least in satisfaction in six aspects of job; work itself, pay,
part, dispositionally based. However, despite promotion, supervision, work conditions and organization
considerable investigation of a wide array of traits and as a whole.
what appears to be general accepted, there has been, in In additional to the variables given by the researches
fact, little integration in the literature. mentioned above, study by [5] shows that rank also an

Within the context of this study, job satisfaction is important aspect as the individual characteristics.
defined as “a summary and effective response of variable According to him, rank refers to an individual‘s job status
intensity that is centered on the specific aspects of the in an organization and is a reliable predictor of job
acquisition and / or the consumption and that take place satisfaction. Employees with higher ranks are being
at the exact moment when an individual evaluates the generally more satisfied with their jobs than the
object”. This definition is according to the definition employees of the lower ranks [5]. However, in his earlier
given by [23]. study examining the effects of rank on the job satisfaction

Characteristics Relating to Job Satisfaction and rank university teachers are less satisfied with their jobs,
Motivation: Studies on job satisfaction and employee it does not imply that rank is the cause of job
motivation are quite a lot. There are studies that can be dissatisfaction [5].
classified as highly referable such as by [1, 5] that can be
replicated for the applied research such as this project Job Characteristics: There is substantial literature on the
paper. The list of questionnaires used for such studies is manner in which such characteristics influence motivation
also available and studies on job satisfaction and and job satisfaction. Early researchers speculated that the
employee motivation become easy and doable. Most of hierarchy of basic human needs might be more or less
the studies emphasize on, more or less, the same criteria satisfied by the characteristics of certain jobs [12, 13, 24].
when talk about motivation and satisfaction. The main Interest in job design began with an investigation of the
variables associated with job satisfaction are individual impact of highly specialized, repetitive jobs and external
characteristics, job characteristics and the work situation control on worker production [25]. This early research is
characteristics. derived from [14] two-factor theory of job satisfaction.

Individuals’ Characteristics: For the individual work experience. For example, employees with greater job
characteristics, the aspects under focus of many studies security and higher pay have greater levels of job
on job satisfaction are regarding the personal information satisfaction.

of UK academics, it was revealed that although the lower

Numerous factors have been found to differentiate the
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Job complexity also plays a role in that job with characteristic and individual characteristics. His empirical
greater complexity are associated with greater satisfaction. findings based on the date reported in the survey of
This association, which appears to be even stronger if federal Government Employees in USA, show that the job
jobs involve autonomous tasks and some sense of characteristics such as pay satisfaction, promotional
control, may be a function of a fundamental appeal opportunity, task clarity and significance and skills
attached to cognitive challenges as well as a reduced risk utilization as well as organizational characteristics such as
of boredom [26]. organizational commitment and relationship with

Full or part-time status and self-employment have supervisors and co-workers have consistently significant
also been shown to be influential determinants of both job effects on the job satisfaction of federal government
satisfaction and motivation as having the social character employees. Hypotheses based on individual
of certain jobs [27]. Work cultures evolve in part as a characteristics show somewhat mixed results, with age
function of task demands. Demands in turn appear to and race having positive effects on job satisfaction of
impact the quality and intensity of coworker collegiality as employees at lower levels and race having negative
well as the number of opportunities for socialization. effects on the job satisfaction of white employees at

The fit between a person's need for social higher levels.
engagement and the unique character of some work [23] confined his study to examine the effects of
settings with respect to the availability and richness of employees’ perceptions of political motives in
social opportunities can determine a worker's motivational performance appraisal on their job satisfaction in a sample
and attitudinal profile [28]. Examples of job and of 127 white-collar employees from several of organization
organizational characteristics  such  as  establishment in Malaysia. The findings of her study suggest that
size, promotion, hours, interesting job  and  wages. differing effects of perception of performance appraisal
Several job-related characteristics include income, hours politics are associated with the nature of the political
of work, establishment size, union membership, job motives. Whereas manipulations of performance ratings
security, occupation and industrial composition and arising from personal bias and punishment motives have
training opportunities. negative effects on job satisfaction and turnover

[29] stated that it is generally recognized as a intention, manipulations of performance ratings for
multifaceted construct that includes employee feelings motivational purposes have no such effects.
about a variety of both intrinsic and extrinsic job [1] found that overall job satisfaction was the most
elements. In addition the study is significant with other important reason why nurses chose to stay on in a
studies, whereby the findings of the study show that particular job. Very little has been done to promote job
opportunity for personal and professional growth and satisfaction in most healthcare facilities. Instead, nurses
achievement is one major attraction predicated in job often work  in   unsatisfactory  conditions  with
satisfaction. The research showed that higher position in inadequate staffing and a shortage of basic supplies [3].
the job results more satisfaction compared to lower levels These things, among others, may lead to job
of job position due to factors contributed to more control dissatisfaction and encourage nurses to find employment
upon the jobs such as decision making  and  so  forth. elsewhere, often outside the field of nursing. Research is
The findings of the study indicate that the nature of the needed to explain what a nurse needs from the workplace
job is not an important motivator for the employees as in order to be satisfied.
well the mangers. Apart from that, good pay is also found Moreover, the employers prefer their employees to be
as in the middle ranking for job satisfaction in the study. satisfied as employee satisfaction is closely related to

[23] analyzed the nature and scope of the satisfaction their labor market behavior such commitment,
among by Russian workers by using survey date to productivity, quits and absenteeism. Finding ways to
identify the level of job satisfaction with the job and promote job satisfaction may enable managers to improve
satisfaction with the work that is done on the job. The aim their firm’s performance without incurring substantial
of the research was to identify factors that increase the additional costs [30].
probability that a worker will express a high level of job Employee satisfaction has become one of the main
satisfaction. corporate objectives in recent years. Satisfaction creates

[30] reiterated in his of study that job satisfaction of confidence, loyalty and ultimately improved quality of the
federal government employees is determined primarily by output of the employed. It is argued that organizations
three sets of factors: job characteristics, organizational cannot reach competitive levels of quality, either at a
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product label or a customer service level, if their personnel subject selection were also addressed. While turnover is
are not satisfied with the company. As an example, no longer the problem it once was for nurses, it still
motivated and committed staffs have been claimed as the remains an important organizational issue.
determining factor in the success of the organization [31].
Moreover, finding way to promote job satisfaction may Methodology: The methodology section describes the
enable managers to improve their firm’s performance design of the study, the setting where it took place, the
without incurring substantial additional costs [23]. sampling design, the instruments involved in data

Work Situation Characteristics: Employee withdrawal The statistics used for data analysis and the description
behavior, particularly turnover, has proven to have a of the way in which data is analyzed are also discussed.
dramatic impact on the work situation. For [32], the
instrinsic and extrinsic forms of job satisfaction and Research Framework: The main underlying theory being
turnover   intention      have      inverse    relationship. referred to in this research is the Motivation-Hygiene
High turnover can impede productivity, increase costs theory by the famous Herzberg. This evergreen theory
due to recruiting and training new employees and disrupt relating to job satisfaction is used to develop the research
the morale of current employees who have to pick up the framework. However, other theories and models are being
slack until a new employee is hired. In the case of nurses, discussed here to indicate the consideration given to the
turnover threatens the continuity and quality of patient aspects relating to job satisfaction and work motivation.
care. High nursing turnover may be a contributing factor The important theory to be associated relating to job
in the spiraling costs of health care. Early turnover satisfaction probably is the theory on human needs.
research established correlational relationships between Maslow’s Hierarchy of Needs Theory which organizes
personal variables, job satisfaction, organizational human needs into a five step hierarchy is an important
commitment, intentions to quit, alternative and  realistic  classification.  These  basic   needs  of
job opportunities and turnover. More sophisticated lower-order needs (in ascending order; physiological,
research developed multivariate models that safety and social) and of higher-order needs (self-esteem
conceptualized turnover as a dynamic process occurring and self-actualization) are used to guide the
over time. understanding on how nurses become satisfied with their

This study was an empirical test of the causal model work. The job satisfaction of the nurses is hypothesized
of turnover. A repeated measure, longitudinal design was to depend on motivation factors and hygiene factors.
utilized to test the notion that the dissatisfied nurse of The motivational factors include achievement,
today will start thinking of leaving tomorrow and thus be recognition, the work itself, responsibility and
able to predict their subsequent resignation [33]. advancement whereas the hygiene factors cover the
Questionnaires measuring Individual and Professional policy and administration, salary, working conditions,
Characteristics and Employment Attitudes were supervision and interpersonal relation.
distributed to  registered  nurses  from  Montifiore
Medical Center and the New York State Nurses Population: The population of the study refers to the
Association. They were asked to complete the nurses working at the Somalia Madina Hospital. There are
questionnaire three times at six month intervals. 120 nurses working at the medical center who are asked to

While a low response rate, particularly for nurses float between units  to  solve  the  staffing  shortage.
who resigned, precluded any multiple regression or path Most of them are male nurses and are grouped into two
analyses or the data, analysis of the data revealed a shifts. Only one shift was selected as the sample strata.
sample of nurses who were generally satisfied with their
job, had a reasonable sense of organizational commitment Sample: The number of nurses who are participating in
and by and large had little intent to quit. Not surprisingly, the study is 95 nurses. The study obtains high response
participants’ highest priority was to be a good mother, rate and the reasons for high response rate are due to the
closely followed by being a good wife. The small sample instruction given by the hospital management to
size was attributed to a low response rate from participate in the study and the person in-charge of data
prospective participants, a low turnover rate for nurses collection is the senior nurse at  the  medical  center.
and the effects of self selective for study participants. There are a number of nurses not being included in the
Methodological concerns including instruments and study  even  though  they  are  from  the  medical center as

collection and also the procedures for data  collection.
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they do not directly involved in patient care. The nurse
manager and those who work per diem are excluded from
the study.

Data and Data Collection: Data is mainly quantitative in
nature. Nurses are given a set of questionnaires to be
filled. They are given 24 hours to fill up the form and
submit  the   completed   questionnaires   the  next  day.
All nurses are asked to answer the questionnaires
individually and there are occasions when the nurses
discuss among themselves. The process of data collection
takes 3 days as there are nurses who cannot be reached
as they change their shift. There are two exceptional cases
where the questionnaires were collected after 48 hours
because the respondents have forgotten to bring the
questionnaires back to the office.

Questionnaire Design: The questionnaire used in the
study is divided into two main parts. The first part is
regarding to the demographic questionnaire. The gathered
information about the characteristics of the respondents
including age, gender, education and experience in
nursing. The demographic questionnaire also includes
two  narrative  questions  which  are  the  respondents’
job satisfaction and why they are or are not   satisfied.
The second question asked what aspects of their job most
leads to their satisfaction or dissatisfaction with their job
and why. The second part measures the Work Quality
Index (WQI), which was developed by [34] to measure the
job satisfaction of nurses working in acute care settings.
The WQI is selected because the Joint Commission on
Accreditation of Health Care Organizations set a standard
that the needs, expectations and level of satisfaction of
staff should be addressed.

The WQI has 38-item, 7- point Likert Scale that
measures the satisfaction of nurses in relation to their
work and work environment. The instrument has 6
subscales: (a) Professional Work Environment, (b)
Autonomy of Practice, (c) Work Worth to Self and Others,
(d) Professional Relationships, (e) Professional Role
Enactment and (f) Benefits.

RESULTS

Table 1 illustrates the selected profile of respondents.
As mentioned, there are more male nurses that set the
different situation and context of this report. As the
culture in this community and the  religious  principle,
more male nurses are hired compared to female nurses.
This implies that male nurses  are   more   preferable   than

Table 1: Selected Profile of respondents

Frequency Percent

Gender Male 56 58.9
Female 39 41.1

Age 18-25 38 40
26-35 34 35.8
36-45 17 17.9
46-55 6 6.3

Marital status Single 37 38.9
Married 38 40
Divorced 15 15.8
widowed 5 5.3

Working experience less than five years 54 56.8
6-15 years 24 25.3
16-25 years 13 13.7
26-35 years 4 4.2

Work commitment < 10 years 52 54.7
11-30 years 43 45.3

Intention to leave your current nursing unit 44 46.3
your current facility 21 22.1
the field of nursing 30 31.6

the female. The age group is well distributed according to
the ages and there is no peculiar indicator on the
preference for different age group. For the marital status
profile of respondents, it seems that single and married
nurses are about the same number. The divorced and
widowed groups cover about 20% of the nurses. The
experience nurses of more than 5 years are about 43% of
the respondents.

Data from the table also shows that there are nurses
who have worked for more than 10 years. This indicates
their work commitment to the organization. Although they
are required to sign a ten year contract prior to job
acceptance, they are not forced to sign any more contact
term after they serve the first ten years. The 45.3% who
serve after ten year contract indicates that the nurses are
committed to their work. However, 31.6% of the nurses
indicate that they want to leave the field of nurses and
this is an indicator for the potential high turnover among
the nurses.

Data from the analysis regarding the motivation and
hygiene factors is given by the following two tables.

Insight shows that the motivation factors influencing
the satisfaction of the nurses include all the hypothesized
factors except the factors of (i) support from peers on their
nursing decision, (ii) working relationship with their peers,
(iii) support from physicians for their nursing decisions
and (iv) the time required for completing the indirect
patient care. Factor three and four are most critical that
require urgent attention to enhancing the satisfaction and
motivation of the nurses.
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Table 2: Profile on the motivational factors

Mean S.D Variance Skewness

Positive
Decide advancements for nurses fairly 3.76 1.743 3.037 .172
Enough time to complete patient physical care tasks 3.61 1.659 2.751 .002
working relationship with physicians 3.58 1.667 2.778 -.007
hospital Physician 3.46 1.570 2.464 .103
support for your work from nurses on other shifts 3.46 1.610 2.592 .177
working relationship with supervisor 3.45 1.603 2.570 .191
peer evaluation 3.32 1.559 2.431 .231
Nursing administration 3.32 1.728 2.984 .256
opportunities for advancement 3.31 1.612 2.597 .376
clear direction about advancement 3.25 1.682 2.829 .345

Negative
support from your peers for your nursing decisions 3.18 1.839 3.383 1.020
working relationship with peers 3.13 1.817 3.303 1.036
support from physicians for nursing decisions 2.05 1.076 1.157 1.047
enough time to complete indirect patient care tasks 1.98 .945 .893 .429

Table 3: Profile on hygiene factors

 Mean S.D Variance Skewness

Positive
full range of nursing skills 3.87 1.619 2.622 .025
sense of achievement 3.85 1.833 3.361 -.106
be fully accountable for decisions 3.83 1.754 3.078 .190
facilitates patient care 3.81 1.746 3.049 .187
Profession 3.75 1.713 2.935 .196
nursing practices to suit patient needs 3.62 1.683 2.834 .046
opportunity for professional growth 3.61 1.659 2.751 .002
adequate sick leave 3.59 1.685 2.840 -.022
adequate vacation 3.58 1.680 2.821 .018
adequate respect from nurses on other units 3.57 1.635 2.673 .040
clinical challenges 3.53 1.662 2.763 .095
adequate additional financial benefits 3.52 1.630 2.657 .190
provides time to engage in research as want 3.51 1.604 2.572 .140
adequate in-service opportunities 3.45 1.556 2.421 .177
Hospital 3.44 1.603 2.568 .147
make autonomous nursing care decisions 3.39 1.600 2.559 .181
Opportunity to be of service to others 3.28 1.736 3.014 .347
voice in policy for nursing services 3.25 1.707 2.914 .316
voice in overall hospital policy making 3.19 1.559 2.432 .296

Negative
satisfactory work hour pattern 3.11 1.807 3.265 1.077
promotes a high level of clinical competence on you unit 3.07 1.817 3.303 1.094
satisfactory salary 2.09 1.230 1.512 1.569
adequate funding for health care premiums 2.06 1.119 1.251 1.364
provide stimulating intellectual environment 2.01 .984 .968 .595

For the hygiene factors, besides the findings on the CONCLUSION AND RECOMMENDATION
positive impact on the nurses job satisfaction, the nurses
are found not to be satisfied with (i) the working hours The study has  revealed  the  factors  impacting  on
pattern, (ii) direction on the departmental high level of the nurses in the environment dominated by male nurses
clinical competence, (iii) satisfaction on salary (iv) and identifies the factors relating to motivation and
adequate funding for health care premiums and (v) hygiene factors contributing to the  nurses  motivation
intellectual environment stimulation. Factors three to five and job satisfaction. In this paper, the factors are listed
are most critical to be given attention as these factors are according to their importance and shall provide crucial
claimed as not being provided to them. insight    into    the    important    factors    contributing  to
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the nurse job satisfaction. Further elaboration and deeper 10. Mickus, M., C.C. Luz and A. Hogan, 2004. Voices
insights are available but shall be disclosed in future from the Front: Recruitment and Retention of Direct
publications. Care Workers in Long-Term Care across Michigan.

It is recommended that any further study in this East Lansing: Michigan State University.
environment    on     nurse     job    satisfaction   to look 11. Bennett and Lynne Miller Franco, 1999. Public Sector
into   another    dimension    or    factors   not  been Health Worker Motivation: A conceptual Framework,
covered  here  as  classified under this research Partnerships of Health Reform.
framework. 12. Maslow, A., 1943. A theory of human
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