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ABSTRACT

Introduction: General nurses
play a major role in the he-
althcare system. in conside-
ration of their irreplaceable
position it is necessary for the
managements of healthcare
providers to identify the key
factors of their job satisfaction
and work motivation, and to
identify factors of job dissa-
tisfaction. The managements
can, consequently, create a
work environment that ena-
bles nurses to cope with psy-
chological and phystcal requi-
rements of their profession,
decreases turnover, and raises
the quality of patient care.
Aim: This article aims to iden-
tify the subjective order of
personal preferences of indt-
vidual factors related to job
satisfaction of general nurses
and their subjective percep-
tion of saturation of factors
that influence job satisfac-
tion, together with finding
the greatest divergence.
Method: A cross-sectional
study was carried out in the
first half of 2018. A guesti-
onnaire about motivation fac-
tors was completed by 462
respondents, i.e. 28.2%. We
used the Euclidean distance
model to determine the order
of factors.

Results: The factors with the
highest subjective preferen-
ce were Sa'ary, Interpersona

2020, 100, SUPLEMENTUM €.

work relationships with peers,
Interpersonal work relation-
ships with other professions,
Interpersonal work relation-
ships wilh supervisors, and
Recognition. Factors with
the highest saturation rela-
ted to nurse’s working en-
vironment included Patient
care, Interpersonal work
relationships with supervi-
sors, Interpersonal work re-
lationships with peers, and
Interpersonal work relation-
ships with other professions.
The greatest divergence
occurred in factors Salary and
Recognition.

Conclusion: Aithough sala-
ries in healthcare continue
to rise, nurses in this sector
experience job dissatisfaction
which can be influenced by
employees only to a limited
exlent. There is, however, a
considerable potential for
non-financial recognition
which does not require additi-
onal finance. In consideration
of the fact that the respon-
dents in this study perceived
positively their working re-
lationships with supervisors,
hospital managements should
work towards the best possi-
bie use of this factor and train
their managers to employ it.

KLiCOVA sLova

General nurse, job satisfac-
tion, work motivation.

ABSTRAKT

Uvod: Vieopecné sestry hraji
jednu Z Kiicovych roli' ve zdra-
votnickém systému. Vzhledem
k této Jejich nezastupitelné rofi,
je nezbytne, aby management
poskytovatell zdravotnické
péte ooznai kicove factory pra-
covni spokojenosti @ motivace
k préci a take aby identifikoval
factory pracovni nespokojenosti.
Maniagerment tak nasledné md-
Ze vytvofit pracovni prostredi,
které sestram pomUize zvladat
psychické | fyzické pozadavky
profese, snizi flukiuaci a zvysi
kval tu péce o pacienty.

Cil: Cilem prace je identifikovat
subjektivni poradi osobnich pre-
ferenci jednotlivych faktord pra-
covni spokojenosti vieobecnych
sester a subjektivni vnimanim
saturace osobnich preferenci
jednotlivych faktor( pracovni
spokolenosti zaméstnavatelem
a zjstit nejvyssidvergence.
Metody: V prvni pololeti roku
2018 byla provedena prifezova
studie. Na dotaznik Motivacnich
faktort odpovédalo 462 respon-
denti, tj. 28,2 %. K vytvofeni po-
fadi taktort: byl pouZ t Euclidean
distance model.

Vystedky: Subjekiivaé nejvice
preferovanymi faktory byly Plat/
Mzda, Spoluprace na oddéleni,
Spoluprace s jinymi profesem,
Pracovni vztahy s nadfizenymi
pracovniky a Uznani. Nejvice
saturovanymi faktory pracov-
niho prostiedi z pohlecu vieo-

becnych sester byly Prima péce
o pacienty, pracovni vziahy
s nadfizenymi, spoluprace na
oddélnych a spoluprace s jinymi
profesemi. Nejvyssi divergence
faktor( byla zaznamenana u fak-
loru Plat/Mzda a Uzndni.

Zéavéry: Piestoe mzdy a platy
ve zdravotnictvi stale vzristaj,
sestry v této cbiasti pocituy’ pra-
covni nespokojenost, coz mohou
zameéstnavatelé ovlivnit pouze
omezené. Velké moznosti viak
nabizi manazerim nefinanénf
uznani prace je7 nevyZaduje
dodatetné pengzni prostiedky.
Vzhledem k faktu, Ze jsou dobfe
vnimané pracovni vztahy s nad-
Fizenymi, mél by maragement
nemocni¢ usiiovat o co mozna
nejvyssi vyuziti potencionaiu
fakleiu uznani a 3kolt vedouc’
pracovniky jejimu pouZiti.

KEYWORDS
Vieobecnd sestra, pracovni

spokojenost, pracovnf moti-
vace.



INTRODUCTION

Working in healthcare is physically and mentally deman-
ding. Healthcare professionals face human suffering on daily
basis, often including death. Itis therefore necessary to build
a favourable working environment which would minimize
turnover. Causes of high turnover are multidimensional,
often contradictory, and it is difficult to compare or gene-
ralize them (Nagaya, 2018). Alexander, Lichtenstein, Oh &
Ullman (1998) and Takase (2010) suggested that turnover
tendency among workers is a multistage process consisting
of psychological, cognitive and behavioural components,
combining social and experiential orientation, attitudes to
work and a decision-making process thatleads to the decisi-
on to leave their current employer and to seeing the decision
through. Gurkovi, Soésova, Harokova, Ziakova, Serfelova
& Zamboriovi (2013) confirmed that job satisfaction affects
turnover of nurses and is related to the decision-making
process of deciding whether to continue working for their
current employer or whether to stay employed in the field.
Turnover may result in a significant decrease in the quality
of the healthcare system and may lead to an increase in pa-
tient care cost (Borda & Norman, 1997a; Borda & Norman,
1997b). In reaction to a negative change concerning their
financial situation, healthcare workers may resign from

SUPLEMENTUM

their jobs, may seek employment in another sector of the
economy, or may find work abroad. Stabilized and motivated
staff represent one of the key conditions for providing high
quality healthcare.

One of the key objectives of healthcare policy will be creating
such working conditions in healthcare that will motivate
healthcare workers to stay in work. If employers do not
create favourable working conditions, staff shortage will
increase. The task of the manager is to identify the value
preferences of employees and their order on their personal
value scale. Such knowledge is essential for effective
personnel management. According to past research aimed
at identifying the personal values of general nurses, at the
time of the emerging financial and economic crisis and at its
height, nurses identified the factor “Salary” as the most sig-
nificant factor on the personal values scale, followed by the
factor "Patient care.” The third most important factor was
identified as “Job security.” The factor “Salary”, however,
was at the same time subjectively perceived as the least sa-
turated (fulfilled) by the employer (Ivanova, Nakladalova &
Vévoda, 2012; Vévoda, Ivanova, Naklidalova & Mareckova,
2010). It is unclear whether the personal value scale of the
healthcare staff and the subjective saturation has changed in
the current economic expansion, during which the salaries

Tab. 1 The environmental factors listed in the question sheet and their respective codes used In the graph

ggti)rri VLGS Factor labelling in the questionnaire:

Image “Image” (stature, reputation) of the health care facility with the public.

WoCo Work conditions (health and safety, workspace, work organisation).

Technique Opportunity to make use of madern technology and equipment.

Education Opportunity for further education (courses, training, seminars, further study).

Information Information (adequate access to information and their provision).

PoG Possibility of growth.

InRe_SU Interpersonal work relationships with supervisors.

Prestige Job prestige.

InRe_AP Interpersonal work relationships with other professions (doctors, non-medical staff, other professions...).
Recognition Non-monetary recognition of individual work, e.g. appraisal, appreciation in front of other colleagues).
Benefits Social and fringe benefits offered by the employer (personal accounts, vitamins, meal vouchers, etc.).
Care Patient care (care itself).

InRe_PE Interpersonal work relationships with peers.

WoClimate Work climate (atmosphere at the workplace).

Job_sec Job security.

Salary Salary/wage.
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Tab. 2 The sociodemographic characteristics of the sample of GN.

N Minimum  Maximum Mean Std. Deviation
Age 462 210 69.0 411 m
Years of professional experience 462 10 50,0 202 n7
Years of professional experience at the current employer 462 1,0 48,0 16.9 5

of healthcare staff were increased, or whether it remains
the same as in the years of the economic recession.

AIM

This article focuses on job satisfaction of general nurses wor-
king in acutc inpatient care in hospitals (hereafter referred
to as GN) in the Olomouc Region (hereafter referred to as
OR), Zlin Region (hereafter referred toas ZR), and Moravian-
Silesian Region (hereafter referred to as MSR).

We formulated three objectives of our study:

Objective 1 To identify the subjective order of personal pre-
ferences of individual job satisfaction factors of GN.
Objective 2 To identify the subjective order of perceived
saturation of individual working environment factors of GN.
Objective 3 To find out if there exist the greatest differences
between the subjective order and the subjectively perceived
saturation of individual work satisfaction factors of GN.

METHOD

We employed a cross-sectional study in our research. To
collect data, we used a motivation factors questionnaire
which was based on the principles of Herzberg's Two-Factor
Motivation Theory (Herzberg, Mausner & Snyderman, 1993).
Motivational and hygienic factors provided the basis for
creating the questionnaire scales. The first part of the ques-
tionnaire comprised of questions aimed at sociodemographic
characteristics. In the second part of the questionnaire, GN
were asked to make a list of subjectively perceived order of
the factors from 1 to 16 (see Tab. 1), with 1 being the most
important factor and 16 the least important, and with none
of the numbers being used more than once. The respondents
then ordered the factors according to their subjective percep-
tion of the factor saturation by the employer, where factor 1
was the least and factor 16 the most saturated. Each number
could be used once only.

The designed questionnaire was tested in research in 2004
and 2006 (Vévoda, Ivanova, Naklidalova & Mareckova, 2010;
Ivanovi, Nakladalova & Vévoda, 2012). Tab. 1 shows the
working environment factors listed in the questionnaire and
the abbreviations used in following graphs.

We used the number of CN in different regions of CR as the
basic measure of representativeness. The representation
of nurses corresponds with the population structure. The
respondents were selected intentionally with an exclusion
criterion which stated that the length of their employment
had to be longer than one year. This condition helped us to
rule out employees that did not complete their process of
adaptation with their current employer.

The research was carried out from February to April 2018.
According to the Institute of Health Information and
Statistics of the Czech Republic, hereafter referred to as IHIS
(IHIS CR, 2018), the number of GN and midwives employed
in acute care in CR was 48,074. Subsequently, we calcula-
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ted the number of jobs in regions where the research was
conducted: 2,973 in Olomouc Region, 6,666 in Moravian-
Silesian Region, and 2,206 in Zlin Region.

We distributed a total of 1,631 questionnaires and expected
a 35% return, basing the percentage of return on our previ-
ous experience, as GN are overloaded with many statistical
surveys and paperwork. The expected percentage of return
was in proportion to the sample size in individual regions.
The questionnaires were distributed in white opaque envelo-
pes, and after they were filled in, they were put into sealed
boxes located in an easily accessible place. In this way the
anonymity of the respondents was ensured. The boxes were
emptied in each hospital once a month by the researches.
The return was 28.2%, from the previously overestimated
number, which equals to 462 questionnaires. To ensure
that the sample is representative, it was necessary to obtain
answers from 571 respondents with the Confidence level 95
and the called margin of error 4 % according to the Sample
Size Calculator (hitps://www.surveysystem,com/sscalc,
htmitone). The number of answers obtained thus reached
80.9% of the respondents needed to ensure the representa-
tiveness of the research in the three regions.

Statistical data processing was performed using the MS
Excel 2010 programme and IBM SPSS 19.0 with the use of
the Euclidean distance model.

We employed descriptive statistics to summarize the sociode-
mographic characteristics of GN (total years of professional
experience, years of professional experience at the current
employer, age, gender). The Euclidean distance model,
a one-dimensional statistic test belonging to the group of
cluster analysis tests, was used to find out the order and
distance between individual factors of work environment.
The test classifies factors into clusters based on their mutual
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Fig. 2 Perception of factor saturation (reads from top to bottom).

similarity, and it determines the order of the factors and
the distances in which the factors are related to each other.
If the factors are grouped together, it shows that they are
considerably homogeneous. If, on the other hand, they are
scattered along the axis, it reflects their heterogeneity. The
significance of the factors is given by their distance from
others. If the factors are distant from one another, their
significance in relation to the neighbouring factors, as well
as to other factors, increases. The numbers along the X-axis
(One Dimensional Plot) and Y-axes (Dimension 1) used in
the graph are dimensionless numbers, and thus they have
no role in the interpretation.

RESULTS

There are still predominantly women employed in nursing,
as the sample included only 8 men. Three respondents did
not choose to indicate their gender. Other sociodemogra-
phic characteristics included in the research are presented
in Tab. 2.

Regarding Objective 1, the Euclidean distance model cluster
analysis helped us to identify that in terms of subjectively
perceived preferences of work environment factors the GN
demonstrate the strongest preference for the factors from
the first cluster, i.e. “Salary,” “Care,” and “Interpersonal
work relationships with peers.” The second cluster includes
the factors “Recognition,” “Interpersonal work relationships
with supervisors,” “Interpersonal work relationships with
other professions,” and “Work climate.” “Possibility of
growth” represented the factor with the least preferences,
as shown in Fig. 1.

Concerning Objective 2, GN consider “Care” to be the most
saturated factor out of the subjectively perceived saturation
of factors, followed by the cluster which concerns interper-
sonal work relationships: “Interpersonal work relationships
with peers,” “Interpersonal work relationships with super-
visors,” and “Interpersonal work relationships with other
professions.” The least saturated factor was “Salary” (Fig. 2).
Regarding Objective 3, the highest divergence between
personal preferences and subjectively perceived saturation
occurs in “Salary” and “Recognition,” as shown in Fig. 3.

[
One Dimensional Plot

Fig. 3 Differences between personal preferences and perceived
saturation (reads from top to bottom).

The divergences model shown in graph 3 were calculated on
the basis of simple differences in score of individual factors
between the subjective preferences shown in Fig. 1 and
perceived saturation shown in Fig. 2.

DISCUSSION

The topic of salaries has been the top issue in the Czech heal-
thcare for several decades and it involves the GN themselves,
their associations, political representation and the public.
“Salary” is the factor which CN have preferred over a long
period of time, but which, from their point of view, is one
of the least saturated factors (Ivanova, Vévoda, Nakladalova
& Mareckova, 2012). In 2011, when Nakladalovd, Vévoda,
Ivanova & Mareckova (2011) conducted their research, the
average wage of GN was 24,740 CZK and the average salary
was 28,145 CZK (IHIS CR, 2012). In the second quarter of
2011, the average gross monthly nominal wage (hereafter
referred to as “average wage"”) recalculated to the number of
employees in the whole national economy was 23,984 CZK
(CSZO, 2018). In the 2017 survey, the average wage of GN
was 30,381 CZK and the average salary was 36,808 CZK (IHIS
CR, 2018). In the second quarter of 2017, the average gross
monthly wage recalculated to the number of employees
in the national economy was 29,346 (CSZO, 2018). The
above indicates that the average wage and salary of GN are
higher than the average wage in the national economy.
Although wages of healthcare workers, including GN,
are frequently increased, they are among the subjectively
least saturated factors (Naklddalovd, Vévoda, Ivanovd &
Mareckova, 2011). Despite the real increase in wages, nur-
ses feel financially undervalued. Wage increases, however,
are possible to achieve only if the Public Health Insurance
system in the Czech Republic is provided with additional
financial resources, which results in increasing the tax
burden of the population.

It needs more than just a good salary to keep GN motivated
to continue working in a hospital (McHugh & Ma, 2015).
The factor “Salary” may be in opposition to factor “Care.”
Work represents an essential part of people’s lives. It is
thus clear that the “Care” factor holds the second position
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on the values scale of CN and, at the same time, it is the
most subjectively saturated factor. This is, furthermore,
one of the most balanced factors. CN consider their job to
be a mission and they expect that their employers—hospi-
tals—enable them to fulfil the mission. And GN perceive
that this really happens. The position of this factor, si-
milarly to the factor “Salary,” corresponds with previous
findings (Ivanova, Vévoda, Naklidalova & Mareckova, 2012;
Nakladalova, Vévoda, Ivanova & Mareckova, 2011). Work
in nursing is highly demanding and it may become the
source of job dissatisfaction, while excessive workload may
influence employee performance (Kaur & Gujral, 2017). The
changing situation on the labour market will force man-
agemernts to adjust to the current situation where there is
a high number of vacancies. Managements must provide
a well-organized work that will meet the demands of heal-
thcare workers instead of searching for factors of external
motivation. The work itself may become one of the principal
factors of motivation.

The third position in the list of personal preferences is
held by “Interpersonal work relationships with peers.” It
holds similar position from the point of view of subjecti-
vely perceived saturation. The top positions of the scale
are occupied by other interpersonal work relationships:
“Interpersonal work relationships with other professions”
and “Interpersonal work relationships with supervisors.”
Multidisciplinary teams are the basis for patient care
and interpersonal work relationships among members of
a team may lead to both job satisfaction and job dissatis-
faction, It is important to determine how team members
complete a task in cooperation with others, whether their
behaviour is friendly and supportive or vice versa (Alam
& Mohammad, 2010). Yang et al. (2012) suggest in their
research that friendly working environment correlates with
employee performance and job satisfaction, and correlates
negatively with turnover. Cooperation among team merm-
bers is considered by employees to be one of reasons for job
satisfaction (Lockhart, 2020).

Work relationships with supervisors are one of the key
factors of the interpersonal work relationships factors.
Managers have a major role in a number of healthcare profe-
ssions, especially in acute care (Konstantinou & Prezerakos,
2018). Leadership qualities of managers and their position
in a team influence the behaviour of other team members.
Managers who provide other team members with feedback
and create supportive environment may be the cause of
job satisfaction (Lockhart, 2020). The so-called millennial
generation of nurses consider supportive leadership to be
the principal factor contributing to job satisfaction (O'Hara,
Burke, Ditomassi & Palan Lopez, 2019).

Contrary to the previous findings of Ivanova, Vévoda,
Nakliddalova & Mareckova (2012), the fourth position
in the list of personal preferences is newly occupied by
“Recognition,” which is at the same time the second fac-
tor with the highest discrepancy between expectation and
perceived saturation. Previous research showed that this
position was held by the factor “Job security,” which ranked
on a lower position in this research as a consequence of the
end of the economic crisis and a shortage of nurses on the
labour market (Ivanova, Vévoda, Naklddalova & Mareckova,
2012;. It seems, therefore, that GN seek not only finan-
cial reward, but also non-financial reward, for example
in the form of praise from a superior nurse, a doctor, etc.
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In addition, verbal, or otherwise expressed praise is not an
expense for employers.

Recognition demonstrates to the employees that the man-
agement pays attention to them and appreciates their de-
manding work. In order to exploit the motivational potential
of this factor, itis essential that recognition is always timely
and reflects real achievements. If employees do a good job at
work, they expect that their managers will praise their work.

CONCLUSION

Regardless of the crisis or expansion in the economic cycle,
GN have long been dissatisfied with the financial reward of
their demanding work. On the other hand, “Patient care” is
among the factors that CN have long preferred, but unlike
the financial reward, they are satisfied with its saturation by
employer. The research indicates that economic expansion
reduces the preference of the “Job security” factor which was
replaced by non-monetary “Recognition.” Healthcare ma-
nagements in the regions where the survey was conducted
should reflect the change and focus more on forms of non-
-financial rewards, such as praise. It is furthcrmore possible
to consider training managers in the use of soft skills.

Limitations

Limitations are represented by low response rate which
leads to difficulties in generalizing the obtained results.
Nurses who did not fill the questionnaire could have held
different opinions.
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