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CHAPTER 1
INTRODUCTION

The role of the nurse and her functions in the hospital environment
are constantly changing. Some of the alterations have beem bwought about
by continued and accelerated progress in the health fleld. New concepts
of restoring health and pmwnting disease have ocourred in the last
generation. The increasing complexity of the role of the nurse in
relation to a growing variety of persomnel constituting the mursing and
health teams demand that the importance of human relations factors in

(18) An attempt

all aress of the nurse's responsibilities be recognized.
has been made to relieve the professicnal murse of non-mursing tasks now
performed by auxiliary workers in the hospital,

Specific tasks of nursing are not clearly allocated

to the various olesses of workers, that is, there is

much overlapping of duties among professional nurses

and subsidiary personnel. There has been s confusged

attempt to divide mursing work into so-called pro-

fessional and non-professional tasks and to separate

from all the tasks performed by nursing persomnel,

those which are nonemmaing tasks.(5)

The staff nurse today is frustrated by the difference between her
imagze of the 'real' nurse and the function she is to perform. The
recent graduate has been taught patient-centered care and has been
coriented to meet the patient's needs. Previously nurses were taught
under the apprentics system in a procedure~centered curriculum geared
to the service needs of the hoapiulﬁcl) Hursing stressed predominantly

nursing care. Today the staff nmurse finde that in many hospltal



situations she is doing the same dutles as the practical nurse or the
aida.(n) The young staff nurse finds there is little stimmlation or
ehallenge in her job due to discrepancy as to what she was taught end
what she is actually expected to do.(}') The activitias of the staff
nurse in accordance with varying role concepts may hav? a direct
bearing on the morale and satisfaction she recelves on the job.

what are some factors that contribute to the satisfactions and
digsatisfactions on the staff nurse's job?

Hurses, as other workers, have a strong need for jobs which provide
opportunities for the use of their abilities and skills, The skill
level of their jobs differentially satisfy this quite common need.
Bmployees in the most routine jobs are less often highly satisfied than
those in skilled technical joba. The nurse in her work directly experi-
ences her psychological need to help others; she uses her knowledge of
the physical and social sciences, and identifies through her mursing
edusation experience with the profession of nursing. She values the
activities that fulfill her needs.!4) The nurse, in common with
others, has psychological needs which create satisfactions and dis-
satisfactions with her amploym#t. These psychological needs have
been éatesoriud by Carroll as (1) the need for emotiomal security,

(2) the need for achisvement or mastery, (3) the need for recognition
or status, and (4) the nead for physical satisfaction. These needs
are motivating factors in human m'e.(‘” The hospital worker has
meeds that must be met on the job to attain satisfaction from work.



PURPOSE OF THE STUDY
It is the purpose of this study to define what the nurse enjoys
most about her job and what satisfections and dissatisfactions she
derives from her job.
The specific aims of the study are to seek answers to the
following questionas
l. dhat does the staff nurse like most about her job?
2. What gives the staff nurse most satisfaction on
the job?
3. What gives the ptaff nurse most dissatisfaction
on the job?

4+ What suggestions does the staff nurse heve to
alleviate the diesatisfactions of her job?

SIGNIFICANCE OF THE EROBLEN

Humerous studles on the position, functions, and Job satisfaction
of the worker hawve been carried out in hospitals, clinies, and industry,
Hospital administrators have shown great interest in finding the cause
for high turn over rate among staff, for identifying the personnel
problems, and for determining what produces sontentment within the
organization, and why some people are heppier with a job than others.
Administration in industry has indicated that the means of increasing
the productivity of people is inseparably bound up with their job
satisfaetion. (21)

Hundreds of men and women have gone into offices
and factories, researched the problem that clusters
eround man's endeavor to earn his daily breed.
Their findings have awelled the streams of human
relations knowledge—-methods and t(.echniqma of
working successfully with pecple,(10)
K. Benne and Bennis have expressed that there is a need for study of

the nurse's role end what is real mursing. They define three prinmeipel



areas of tensiont

1. The nurse is commonly frustrated by the difference
betwesn her image of 'real' nursing and the function
she must assume in actual work satisfactions.

2. The nurse~doctor relatiomship is often a tension
fares .

3. Promotion for the nurse all too frsquently means
conflict between her desire for higher status and
her peychologiocal need %o give bedside care, which
to many nurses ia still 'real! nursing.(2)

LAVITATIONS
This study was limited to data obtained by an open end question-
naire administered to 57 staff mirses in five selected hospitals. The
folloving criteria were used to seleot participants:
a. Bmployment in the present position for at least six
monthas. Thls criterion was established to assure that
the participant had functioned in her present setting
long enough to become adjusted to the position and to
be able to identify elaments of satisfaction.
bs Graduation from a school of nursing within the past
five years. This criterion was selected because the
curriculum patterns of the past five years have more

likely been focused on patlent~centered mursing cure
than on procsdure-centered care.

ASSUMPRIONS

Although no wide-spread generaliszations can be derived from this
study, it may be assumed:

1. That the expressed opinions of fifty-seven nurses indicating
their job satisfactions and dissatisfactions have merit and possible
implications fo:i- changes in personnel policies.

2, That the staff nurse experiences both satisfactions and
dissatisfactions in the employment situation and that she expresses
her owa personal feelings in the questionnaire.



3. That the open~end questiommalre is a tool that has merit for
the purposes of this study.

FROCEDURE FOR SOLUTION
Sources of datas Primary sources of datae were information obtainsd
{rom the open-end questionnaire completed by 57 ataff nurses.
The secondary sources of data were obtaimed fram the literature
closely related to satisfactlions and dissaticfactions and the needs of

w

buman beings in job satisfactions.

SISPS FOR CABRYING OUT THE SIUDY

The procedure for earrying out this study may be deseribed in the
following steps:

1. The purposss of the study were camplishad.

2. Questions consistent with the purposes were devised.

3. The questions were tested on ten registered nursss and were
then revised and refined in an endeavor to word them in such a fashion
as would slicit information essential for fulfilling the purposes of
the study.

4s A pllot study carried ou : ;Mﬂsﬂriw the guestionnaire
in person t¢ ten nurses, The indicated that the questions
needed no further clarification. Furthermore, the findings lent them-
selves to tebulation and to construeting tables for depicting the data,

5. Oriteria were established for selection of participants.

6. Appointments were made with five sdministrators of Nursing
Service, The purposes of the study were explained and arrvangements
wers made for administering the questicmnaire in the five hospitals.



7+ The participants ineluded staff nurses whose identity remained
anonymous, who had completed nmursing in the past five years and were
employed in hospitals in the city of Portland, Oregom.

8. The questionnaire was then administered to fifty-seven staff
nurses who met the criteria for participating in the stwdy.

9« The gquestionmuire was presented to the staff nurse by the
interviewer. The interviewer remained with her while she completed
the questiommaire, The interviewer answered questions the participants
had pertaining to the questionnaire. |

10, Data vere compiled, tabulated and interproted.

1l. Conclusions were drawn, recommendations were made.

OVERVIES OF ZHE STUDX

The remainder of the thesis is organiszed and presanted as follows:

Chapter II contains a review of the literature and studies related
to the present study.

Chapter I1I gives an account of the procedure, findings, and intere
protation of the study.

Chapter IV consiats of the summary with conclusions and recommend-
ations for further astudy.



CHAPTER II
REVIEY OF THE LITERATURE AND RELATED 3TUDIES

REVIS OF RELATED LITERATURE

The literature was searched for articles and studies closely
ralated to job satisfactions and dissstisfactions and the needs of
human beings in job satisfactions.

Psychologists and sociologliasis have established that in man's
vocational pursuit, his psychologicsl needs operate to ereate satls-
factions or dissatisfactions with his employment. OCarrell, a
psychologist, categoriszed the motiveting factors in human life as:

1. the need for emotionsl security; |

2. the need for ashievement or mastery;

3. the need for recognition or status; a
4+ the need for physical satiafaction.(dd

Satisfaction in our work is a basic huyman need and is sometimes
called success, or recognition, or appreciation., Like heppiness,
satisfaction comes primarily from within one's self from the fulfill-
ment of personsl inner resourcesj it is heavily conditiomed by many
forees, by motives and hy @:&mmt&mes.(g) ‘

Several decades agoe, W. 1. Thomas, one of America's ploneer socisl
psychologists, presented four baesic wishes or desires which he believed
to be present in all persons regardless of their cultural environment.

The human wishes have a great variasty of concrete forms bui are capahble

of the following general classificatiom:



The desire for new experiences
The desire for sscurity

The desire for response

The desire for recognition

The desire for new exparience is the positive aspect of man's
capagity for boredom., The Inman organism is of such nature that it is
capable of begoming bored with any experience if presented with it
repeatedly and without respite. The desire for new experiscnsces, as
with the other wishes, cen lsad to activities which are normal or
abnormal, to behavior which will result in great bemefit to mankind or
to its near destruction. We have an everyday meed for verying amcounts
of change and variety of mrionooa.('?)

The deslire for response~-just as boredom is the negative side of
the desire for new experience, so loneliness is the antithesls of the
demire for response., The desire for intimate companionship is present
in all noymal persons as a motive %o sooial behavior.

It is not onough for a worker to be secure in hia labor, to be
interested in his work, and to be respected as a person. He must also
feel that he belongs, that he is understood, that he is well-liked by
his associates, his subordinates, and his supervisors. The satisfaction
of this need 1s not incompatible with efficient business practice. The
logic of the business systam demands clear-cut objectives, well-defined
lines of authority, carefully selscted management and workers, and
adequately supervised persomnel. Without such sound management practice,
none of the basic needs of people would be satisfied, least of all the
need for response. (4)

Anvestdgation of the Relafion Between Nupeing Activity and Patdent
delfare, wvas carried out by W. Hudaon, 1960, at the State University of
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Iowa. The researcher indicated that specific taske of nursing work are
not clearly allocated to various classes of workers. There is much
confusion and overlapping of duties among professional nurses, practical
nurses, and subsidiary persomnel. The concept that there are levels of
nursing care should be definable so the funotions of each level ocan be
determined. (12) |

Esther Luclle Browm stated in "The Science and Improvement of
Patient Care," that while observing a hoapital ward she noted there
would be much bustle and carrying cut of many procedures by staff of
many categorles. Almost everycne would be sarrying out & procedure
ordered by the appropriate person in the servies with which he was
assoclated, ZEven if he were a member of the reguler staff and not
from another deperiment, he would ravely seem to be part of a team
whose efforts had baen closely coordinated te help patients manage
the problems of 1llness. Seldom did the ward team gather to plan or
discuss the needa of the individual patients and how these needs eould
be met.3)

Dr. Brown also indicated that there was no clear allocation of
responsibility anong persomnel about who was to do the teaching or
supervision of the teaching., It was felt that the failure to determine
who should agsume responsibility lies in considerable part in thll
inadequacy of commmications that exist amomg the categories of staff
members who are goncerned with patient sar-.(B }

The increasing utilization of praetz.cal nurses as a way of meeting
the nmursing shortage is likely to create considerable discomfort for
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nurses and as a consequence also for the patiente-—that is if the
functions and status symbola of the two nursing groups remain unclari-
fied,

Faye Abdelleh and Eugene Levine, Work-Sampling &pplied Lo the Study
of lyrsing Pergonnel, in 1954 said, "Personnel shortage tempts nurses to
utilize practical murses for relating skilled tasks while on the other
hand, the graduate nurse seems to fear practicsl nurses as potential
competitors.” (1)

Mary I. Griveat says the cﬁnpatition of the practical nurse amd
the professional nurse was high where jurisdiction lines between the
various levels of personnel had not been sharply drawn. The graduate
nurse in this type of situation does not know her job and is in fear
that she may have her job taken away from her by a practical nurse,
There are times when the graduate nurse does not understand how her
job differs from that of the practical murse.') The mures, like all
other workers, has basic needs that must be met on the job. She has
expectations and aspirations of her job and the people with whom she
vorks to function properly in this social setting.

Roethisberger, who has done pioneer work in exploring the nature
and structure of informal sooial orgenizations in industry, found people
in their daily associations at work tend to develop routine patierns of
behavior and tend to resct in accordance with these patterns. Within
this system each task performed has & rank in an established prestige
scale. Each worker has a soclal as well as & physlcal place in the
organisation.



The discovery that business organisetion has & soclal as well as
2 logieal strueture throws conslderable light upon the necsssary pro-
conditions of cooperation. The informal groupings of people which
tend to develop around work routines provide the settings which make
men willing to cooperate. They exist wherever coordinated activities
exist. Informal groups cannot be prsvented, because they are the proe-
ducts of man's inherent desire for contlmuous Intimate association.
They give people a place, a fesling of "belonging" and a sense of
importance. They make people feel that they command respect, have the
power of independent choice, and are not just & ocg in the machine.

Roethisberger states that the desire for recognitien is present
in every normal individusl. The manmer in which we get recognition is
determined by hie intersctive living within a certain cultural milieu.
Each person selects the role which gives him most recognition without
loging for him the satisfection of the other besic needs. We sask
social approval through recognitionm, bub if this is not forthcoming
we will sesk recognition, even if it doem not carry sceial approval.
Even on the more seriocus aide of life we see the imporiance of soclal
recognition in motivating persoms in the selsction of their life joba.
It is felt that physicians and surgeons pick thelr work as & life job
dus to the high status accorded them. Theye is nothing enticlng about
the sctual work of these hard working profa:ssimla. The factz that
these physicians and surgeons have limited time for wvacations and a
shorter life expsctaney than other professional men are real drawbacks.
Not only is high esteem accorded the functions of these physiclans and
gurgeons, namely, those of saving and prolonging human life, reducing
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pain, and repairing broken bodies, but the mystery which surrounds the
work of these men adds to their status. They will work hard if the
esteon of thelr fellow men is ths rmrﬁ.(7)

The need to feel important, succesaful, or significant is no less
real in the business aspect of life than it is anywhere else. In ocur
soclety, where success is frequently measured by the contribution we
make to socliety through our job, it is particularly important that we
feel respected and proud of our business position., Une may gain recog-
nition on the Job as an individual, as a member of & group, or both.
ds an individusl, one takes satisfaction in knowing that he has done a
job well and that others have recoguised and given him credit for his
asccomplishnent. As a member of a group, he galns vicarious satisfac-
tion out of group participation. (roup participation, whereby one may
minimise his own identity but gain the reinforeing strength of the group
approval, is a motive which should not be underemphasized as a force ia
SPELISAG peRAlets Delmviars L

Esther Lusile Brown compares the desire or wants of hospital
employess and murses to wants of workers elsewhers. The employees want
to feel that what they are doing is important, and that it is recogunized
ag such by both those in higher authority and by their own category of
staff, They want recognition to be demonstrated in positive terms and
wvant to be given the feeling that they are part of the therapeutic group.

In the failure of the hospital to supply these basie
needs of its employees may lie an essential reason why
the eare that is given to patients is sco ilmpersomal,
and hurried, and neglectful of other than technical
procedures.
Social scientists who have studied behkavior in the field of industry and
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institutional orgenizations in large, complex hospitals find that the
cause for frequent failure to supply the basic needs of employees is
apparently due to lack of understanding of human relations by adminis-
tration. (%)

People strive for economic security in order to achiave a certain
standard of living, but they slso strive for economic reward as a symbol
of success.

Status symbols are widely used in industry, as they are everywhere,
to identify a person's prestige and authority. They may be objective or
subtle. The objective symbols are stable and readily identifiable Ly
those in the organimtim.(?)

In the desire for security, people perform many unpleasant tasks,
but prefer to do this rather than run the risk of loss of sewif.y.'
The threat to any of man’s blogenic or scciogenic needs 1s a threat to
his security, The deprivation of food, affection, scoial approval,
material possesaions, class standings, or other status items results
in feelings of insecurity. Just what the degree of certainty is that
& person considem to be adequate depends upom both the nature of the
oulture within which he lives, and the personal-social valuss which
have developed from his unique experiences within that eultnre.(ﬂ

Status is gained through the jJob, work titles, and incomes.
Sueecess in our culture is commonly measured in terms of vocaticnal
achievement. (@)

Roe writes:

The fact that in our sosiety, work is a msjor source

if not the major source, of autenomous satisfactlions
and that it may also be 2 major source of human



satisfaction explains the dominance of vocatiomal
astivities in our lives. It explains meany other
things. Hany mem have taken refuge in their work
in the face of the most acute problems in family
or personmal relatioms and have been sustained v
thereby. To bs unhappy in the work and frustrated
by it; or to be without it, are major traumatizing
sitaations.(7 )

Roathisberger, in amslysing husan bshavior in the business and
industrial vorld, showed concern for the needs and adjustment mechan-
isms of the individuals involved., He states that easch persom will seek
in his vocational life to make the kind of adjustment which at the time
seems best to satisfy the needs and motivations of his own human
patare.!7 )

Benne stated that in order to adjust, s nurse may develop low
motivation for her work. This is a protective mechamism. If the job
involves conflicting demands which cannot be satisfisd without changes
in herself and in the gituation, the nurse may lose interest in the
job or forsake the effort to find satisfaction in it. Either aetion
will reduce the influence of these conflicting demands upon her.

In so far as she can make the job less important in her life, the
gonflict=ewhile still present~-may not tear her apart so much. In fact
' she may say, "I'll go through the motions on the job, but find my fun
olsewhere.” @) She may also try to rationalize awey part of the
conflict demands. She may feel these demmnds are impractical, theoret~
ical and disoriented to the realities of the nursing job. This may
help hold her job, but it will also ocut off professional growth. The
nuree may formally or informelly organige with cthers to resist the

demands of the institution vhere she works, whether these demands are
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reasonable or not, This is usually a kind of informal organisation
of resistance to institutiomal demands, "psssive misunderstanding®,
& slowdown of efforts, watering down of orders in the emecution of
tham.(z)

Roethisberger states that there often is mo sharp treak betiwesn
the job activity and the rest of the personts life. People try to
satisfy needs on the Job just as they try to satisfy these same needs
in sohool, at dinner, or at the bridge table. A person takes to werk
the same frustrations and fears he feels at home, in church, or at the
corner drug store. The job may be more demanding, more competitive,
and more unstable than much of the rest of his life. His behavior on
the job is more publiec and his success or failure is more cbserwable
by his peers and strangers than it is at home where the family may
extend more generosity and tolerance toward him because they accept
him for what he is and not for whet he is trying to ba.('”

Esther Lucile Brown states that the traditiomal and inflexille
nature of the formal social structure of the hospital frequently causes
a fallure in supplying the basic needs of onplowmgp)

Worthy in & atudy, "Factors Influencing Empleyee Morale,” (Haryard
Bupipess Reylew, Vol. 28, Ho. &, pp 61-73, 1950) set up needs of the
employee,

Generally speaking, no one worke at peak efficlency
unless his deepest human needs receive some satisfaction
in the work situation itself., Among the needs that ean
be met for workers only within a relatively small oper-
ating branch are the following:

1, 4 job that is meaningfyul in iteelf and tha’ calls on
the individual to use and develop potential capacities.
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2. An opportunity to kuow what is done YLy other
members in the unit, instead of being hemmed in by
impersonal administrative syctems, This means that
each member can see where and how his Job gets into
the whole acheme of things.
3, Frequent contact with supervisors and exeoutives,
"flesh=and-blood people who can be liked or dieliked
for their own sakes and not judged solely on the
impersonal resulte of thelr administrative actions
or on the basis of myths about 'those guys in the
front office'.”
Elton Mayo said his assoclates found the above needs important
in the Western HEleotric Resesarch study.(zo)
It peems reasonsble to assume that nurses' needs on the job may

be gimilar to those of other workers.

REVIEY OF RELATED STUDIES
Ressarch hae been conducted in & variety of industries, labor

organizations, and hospitals in relation to the satisfactions or fruse
trations employees find on the job. HNancy C. Horris conducted a survey
at the University of Michigan (Survey Research Center), Satisfactlon in
the White Cellsr Job, in 1954. Ths mejor purpose of the research was
o discover possible causes of degres of satisfactlon with the various
aspects of working in an organization, The study is concermed with the
questions: "What produces contentment with the organisation? Why are
scme people happler with a job than others? What makes for favorable
feelings about ealary and job status? The major emphasie of the study
is on amployee satiafaction as a ariterion of organizational effective-
ness. The study begins with data on general nthfactim. These are
followed by the three specific employee satisfaction areas: satis-
faction with the job content, satisfaction with pay and job status, and
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satlsfaction with the company.

Approximately 74< employees doing clsrical work in a large company
were surveyed. These employees were characterized as having middle
clase aspirations, Sixty-one supervisors were also insluded in the
investigations. The employees seemed to like their commmity, its
facilities, and were generally satisfied with thelr housing. The
majority of employees felt their job was above average in lmportance.
Many of the workers had no idea as to how thelr job tied in with the
rest of the company. The mejority knew the meximum salary which could
be achieved for their job, and a large parcentage of them had not taken
any courses related to their work since they had been employed by the
COmpAny .

The first step in this investigation involved a theoretical
analysis of the roles of the employee in an industrial organization.

l. 4 worker doing a particular Job

2. A member of a work group

3. A member of the company organization

4Le & member of the comminity

The first three of these roles are means of classifying employee
satisfaction. The fourth relates the returns he receives for his work
is directly tied into the soceisl aystems which are labelled "commumity®.
The company provides tho employee with certain "goalg¥W-~the pay the
employee receives for his work, and the status position whiech he
receives for his work, and the status position which he has achieved
in the organisation.

The procedure used was & two hour interview with each worker.

The guestions were rated on & 5 point value scale.
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The rosults suggested three factors as likely determiners of job
satisfactions; the need for variety and opportunity to use one's skills
and abilitles in one'e job is gemerally high. This means that thoac
vho are in the more waried, skilled jobs are more satisfied than those
who are in the more routine, unskilled jobs. Job content, then, eppears
to be a likely determiner of job satisfaction. The degree of satie~
faction which the individual obtains from his pay and job status depends
ypon the extent to which his pay and job status level at a particular
stage of his life ayele meets his aspirations. Satlsfaction with the
organization as a place to work appeared, tc a large extent, to be a
funetion with pay and job status. The differences in satisfactions
between employess and supervisors appear to be partly due to the differ-
ences in thelir needs and partly to differences in their specific
enviromments. The supervisors probably liked thelr jobs better than
their employeses did because of the more varied and complex comtent of
the supervisory portion. Their greater liking for the ecmpany wes
produced both by their having personalities which were more attuned to
the company organigation and by the greater identifiecation with the
campany which their role gave them. (16)

A study by Joamm S, Maryo and Julian Lashy, "4 Work Satisfaction
Survey Among Nurses," was published in the American Journal of Nurging
in April, 1959. The pwrpose was to study the attitudes of the mursas
toward thelr jobs and seek suggestions that would lead toward greater
satisfactions.

Data were collected by questionnaires. The participating nurses
were asked to complete a work satisfection questicmmalre which conslsted
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of the following items:
The three things which I like about my work are - -
The three things whick I do not like about my work
gaw;r; would be more satisfying to me if - -
What practieal things can mamagemsnt do te improve
worklng conditions for my kind of work?

To lasure frank responses each nurse was given a hlank envelope
in which to seal her completed, unsigmed questiomnalre and was instructed
to place it in a box,

The findings indicated four major features liked about the jobs
(1) cooperative nature of their interpersonal relationships, particu~
larly the congeniality of other gemeral duty nuwrses; (2) newness of the
hospitel and modern techniques utilised by this teaching institutien
made working conditions pleasant; (3) their professional role, which
allows them to serve others, was personally rewarding; (4) adequate
benefits, salary, sick leave, and the retirement plan.

The oriticisms cited of thelr jobs were three highly interrelated
problem areas: (1) problems arising from a shortage of hospital person~
nel; (2) lack of management—smployes mutual trust and inadequate
comzminicationy and (3) poorly defined work simtien.(ls)

Eesltlons, Huneiion, and Job Satisfaction of Nurses in Lhe Soolal
Syatey of g Moderp Hospitel, was sponsored by the Chio State Hurses
Assoglation through the committee on Studies of Mursing Funetions, and
conducted by the Ohio State Research Foundation. Ubjectives of this
project were to develop understanding of the sosisl position, functioms,
and relationshipe of nurses in the social system of the moderm hospital;

to identify, in that ayatem, the social and organiszational feactors
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significantly related to efficiency and Job satisfaction of nurses. |
The interview and obserwvaition methods were used to gather data.

The primary objeetives of ths observation and interview
activities were to zain an orientation to the hospital
world by observing first hand the work that nurses do,
seeking to learn from nurses themselves their concept
of the nursing function, the general problem arsas in
marsing and nursing service sdministration, and elues
as to reasons for satisfaction or dissatisfaction among
IIrses.

Activities comsisted of an initial period of direct cbservation,
followed by systematic interviewing and finelly the administration of
tentative questiommaire schedules. Questionnaires were administered
and interviews held with 115 nurses in a modern hospital in Ohlio. The
nurges were individually released from duty and reported one at & time
to the interviewer in a conference room. The ruspéndonta wvere given
the questiommaire and instruoted as to the genersl objective of the
study. Directions for £illing out the questiommaire were explained.
Upon completion of the gquestionnaire, the respondent was interviewed
using an interview guide for informal discussion of mursing problems.

The interview gulde consisted of eighteen guestions relating
generally to irritations and satisfactions experisnced by the respond-
ent in her job relationships, to her perception of the nurse's role,
and to motivations for entering oursing.

Results: Hesponses taken verbatim to questicns about satisfactions
derived from nursing consisted of comments te this effect:

Like to take care of people
Doing things that are really appreciated

Enjoy the gratitude which patiemts express for
even the smallest service or even when you

really do not do anything for them



Like to mother the patient as if they were my owm
husband, child, or some relative

Rothing particular about it that you enjoy. It is
Just another job

The responses which indicated dislike or dissatisfaction included
stataments sueh as:

Annoyunces were only occasionally with patients
but frequently amnoyed with fellow warkers

The girls are sometimes not congenial -

It is the catty littls things that people do or
say about each othey

Buck paseing or chiseling onm work

Murses are sometimes too autocratle

Uncertainties about freedom to go to supervisors with requests or
complaints was noted as annoying. The poor attitude of the superviscr
was also mentioned. Another annoysnce was the lack of explanatiom or
information regarding personnel policies, promotions, and salary
inerenses.

Dissatisfactions appeared to bs associated chiefly with social and
organisational rather than technical funetional relationships.

HMost persomnel preforred to deal with patients than to do paper
worke.

A few youmg nurses eppeared to prefer administrative or teaching
duties. Ocecasional resentment was shown toward individual dootors, but
in general there was loyalty to the medical profession.

This study was to be carried out in all Chio hospitals at a later
dah.( 249 This investigator was umable to find studies indicating
that the study had been repeated in other Ohio hospitals,

A project by Zaleznik, Christensen, and hoethisberger, The totivation,

Erodystivity, and Satisfuction of Workers: A Prediction Study wes part of
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a broader program of Resesrch in Human Relatioms which was started in
the Harvard Business School in 1951 and developed a mumber of years
later. The study was done to help others arrive at hypotheses which
would lead to further research. The investigators have attempted to
test systematically some of these hypotheses as to factors determining
the behavior of individuals in small work groups.

This study was aimed specifically at providing data for a more
up to date body of the theory of organisational and sdministrative
behavior. The objectives were: (1) to diagnose and deseribe the pate
terns of human relations that exiest in the departmental group of
industrial workers; (2) to assess the factors determining the patterns;
(3) to evaluate their effects for (a) the productivity of the group;
(b) the satisfactions or dissatisfactions of individuals in the group;
and (c) the perscnal development of individuals in the group.

The study to identify determinants of satisfaction was dome by the
interviev gquesticmmeire or survey approach. It was possible for the
researcher to build into his questiommaire checks to determine whether
certain areas of satisfaction yield conflicting responses or were
affected by other areas, in which case they were lifted out of the
results for purposes of measurement. There was & final interview which
ranged from one to two hours in duration.

The six main areas which the ressarcher wanted the worker to
diascuss freely were!

1. The intrinsic characteristics of his job, the
degree to which the worker felt the job provided
him with an outlet for hls technisal-work skills.

2. The extended fastures of his job; his feelings
about the pay, the physical working conditions,
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benefits, ete..

3. The supervisorj the vorker's feelings toward hias
foreman as a boss,

4+ His nssoclates at work; his feelings in working
with the particular people in the department.

5. The company; his feelings about working for this
particular concern.

6. The union; his feelings in being a member of thils
partienlar union.

In addition to questions aimed at elieiting responses
in the six sreas listed sbove, questions were phraaed
to tap spontaneous statements on the workers' belilefs
about what mekes a job a good job and a worker a good
person to be arcund.(2l)

Pollowing the intervliew & close verbatim account was written from
notes under mima headings. The results were categorized, each of
which was given a score and a scale was set up.

The data indicated that beside well-sstablished status ranks and
high internal group development, another determinant of satisfaction
among work groups may be the degres to which external status and intermal
social status are in line with each other, Specifically,

Workers with high status congruence would tend to be
more satisfied than workers with low status congruence.

Workers with a favorable relationship between reward
and inveatment would tend to be more satisfied than
vorkers with an unfavorable relationship.

dorkers who were rewarded by management and by the group
would be satisfied; workers who ware rewarded by the
group but not by management would be less satisfied;
workers who were rewarded by management but not by the
group would be dissatisfied; workers who were rewarded
neither by management nor by the group would be moat
dissatisfied.

There was little relationship between satisfaction and
on the line productivity.(5)

In a study by Herzberg, Mausner, and Snyderman, Ihe Motiwaticn

Ig Hork, sccountants and engineers were chosen as subjosts, because



their jobe are rich in techniques.

The major question this study set out to investigate was whether
different kinde of factors were responsible for bringing sbout job
satisfactions and job diaa;tisfactions; the nature of these different
factors and how the general psychological principles account for ihe
differences in satisfaction snd dissatisfaction. The study was
gonducted by interviews which were analysed by setting up an analytic
scheme; all of the interviews were read by the staff members and the
replies were broken down into "thought unita®. A4 thought unit was
defined as & statement about & single event or condition that leads to
s feeling, a single characterization of a feellng, or a deseription of
a single effect. |

The findings were set up in criteria for each category. The
factor appearing most frequently in 228 sequences was achievement which
accounted for 41 per cent of the events. Each of the subjects showed
satisfaction in successful completion of a job.

Second in the order of frequency was recognition which was found
to come from many Sources: supervisors, peers, ‘euatmra, or subor
dipates. An importent aspeét of the effectiveness of recognition for
producing high job attitudes was some achievement ss a basis for the
recognition. Work itself, responsibility, and advancement-—appeared
in at least one £ifth of the high sequences. Respomaibillty--being
alloved to work without supervision, being responsible fur one's own
efforts, being given a new kind of job, with new responsibilities; the
feeling of advancement or knowing there would be advancement.

Company policy and administration was the single most important
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factor for determining bad feelings about a job. Approximately one
third of the total sequences included this factor. There vere two
aspects to campany policy and administration, nmamely, that dissatls-
faaﬁem revolve around company ineffectiveness produced by inefiici-
eney, waste, duplication of effort, or a struggle for power, or the
deleterious effects of company pﬁl&@i&s. These included persomnel
and other policies which were viewed ss unfair or which in some way
had a detrimental effect on the respondent or his co-workers. Unfair
salary policies alsoc wers mentioned.

The same kind of company ineffectiveness that led to bad feelings
sould be found in the performance of individusl supervisors. Technleal
supervision was second in the order of frequency of factors leading to
low job attitudes. The single most frequent fualling of the supervisor
oited as a resson for low job attitudes was his lack of competence in
carrying cut his function. The interpersomal relatioms with the super—
visors also were poor. When deteriorated interpersonal relationships
betwesn supervisor and subordinate occurred, the effects could be
devastating to the employee.

Lack of recognition was cited in almost one fifth of the dissatis-
factions., It was mentiomed that when there was no recognition to use
greative ability, and the opportunity to learn and expand the scope of
knowledge, dissatisfaction was high. The simple failure to receive
recognition was a source for job dissstlsfaction. In many of the situ-
ations in which there has been failure to give recognition, a major
ingredient was the company policy and administrative practice. Another
dissatisfaction was due to lack of consern that his supervisors in the
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company in general had for the individueal.

When the results were contrasted, several major differences bocame
apparant. .

For dissatisfasctions, the range of percentages among the factors
was not so large as for the satisfactions. Five of the fastors in the
high sequence appeared in as many as one :H.rt.h of the respomses. In
eontrast to this, only two factors of dissatisfsotion appeared that
often. In contrast, six factors in the dlasatisfaction sequences hed
percentages between 10 and 19 per cent, and only one factor in the
satisfactlon sequence was in that range. For satisfections a few Lactors
stood out as satisfiers, with the remeining factors making a negligihble
osontribution to Job satisfeetion. For the dissatisfactions, the differ—
ences in the percentages among the fectors was small in contrast. From
this result it was speculated that the factors included in this study
showed more equal potentiality for leading to job dissatlafaction than
they did for leading to job satisfaction. A great many things can be
the source of dissatisfaction.

The three factors of work itself, responsibllity, and advancement
stand cut strongly as the major contributions involved in produeing
high job attitudes. Their effect inm producing poor job attitudes is
by contrast extremely small. In contrast, compeny policy and adminis.
tration, supervision (both techmical and interpersonsl relatiocmships),
and working conditions represent the major job dlasatisfiers with 1little
potenoy to affect job attitudes in & positive direction. The results
aleo indicated that job satisfiers deal with the factors involved in
doing the job, whereas the job dissmtisfiers deal with factors that
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define the job context,(16)

The study by Mary T. Grivest vas carried cut in partiaml fulfiliment
of the requirements for the degree of Haster of Arts at DePaul Univer—
sity, Department of Hducation, Chicago, Illinols: A Personpel Inventory
of Superviser, Hesd Hursas, and Staff Nurges in Saleoted Hospltals.

The purpose of the study was to survey attitudes of nurses toward
their work in four selected hospitals, and to discover the extent to |
which supervisors, head nursee, and staff nurses derived job satisfaction
in the categories established for measuring employee attitudes by the
Scisnce Research Assoclates Employee Inventory.

Three groupe of employees were tested: supervisors, head :iztrses,
and staff nurses. The study was dome on 215 murses of which 31 were
supervisors, 52 were head nurses, and 132 were staff nurses.

The results of the study indicated that dissatisfactions in nursing
wers not unique to the working group. The findings showed conflicting
feelings in the areas of job demands, working conditions, and emplcyee
h-ﬁef.ttu. The most significent reactions were in the area of human
relations. The problems demonstrated were grouped into four classifi-
cations: commnieations, personsl relations, supervisory techniques,
and status racagnibiong(m?

In conclusion, the review of the literature directs attention to
the following:

1. Job satisfactions are derived from factors involved in doing
the job, and dissstisfasctions deal with the fastors that define the job
context,

2. Poor working conditions, poor company policles and adminis-
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tration, and poor supervision will lead to job dissatisfaction,
3. All employsss have the same psychological needs on the job,
and the worker's psychologlcal needs operate to create satisfaction
or dissatisfaction with his employment.
4s No one works at peak efficlency unless his deepest human needs

receive some satlsfaction in the work situation lteelf.



CHAPTER I1I
PROCEDURE AND FIRDINGS

duthorities in the field of employer~employee relations have
studied the problem of employee satisfactions and dissatisfactions.
in hospitals, administrators have endeavored t¢ identify reasona for
enployes satisfactions as guides to the improvement of patient care.

Due to the increasing complexity of medical practice, the pro-
fessional nurse has assumed new roles, many of whisch place her in the
position of admimistering indirect rather than direct nursing care.
Thia creates conflict when the nurse, the patient, and the dostor -
envislion the nuraq'a role as being at the patient's side. Such was
the role the nurse envisioned upon her entrance to nursing schoolj
that role was reinforced throughout her basic nursing education. 4
true dilemma exists because there is no clear delineation of the dutles
of the professional nurse, the practical nurse, and the nurse's aide.

This study was carried out to determine what the murse llked most
about her job, what satisfactions she derived from her job; if she had
dissatisfactions, what they were and what suggestlons she had for
alleviating the dissatisfactions.

Data for this study were obtained by the use of an open-end
questionnaire presented to 57 staff nurses who met the criteria for
participation in the study. The criteria for perticipation were: (1)
employment in the present position for at least six months. This
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eriterion was established to assure that the partieipant had functioned
in her present setting long emcugh to become adjusted to the position
and bs able to identify elements of satisfaction. (2) Graduation from
a school of nursing within the past five years. This criterion was
selected because the currioculum patterns of the past five years have
nmore ilkely been focused on patiantwcentérad nursling care than on
procedure=-ceniered gare.

Five general hospitals were selected for this atudy. The partici
pants functiomed in the following hospital units: surgical, medical,
obstetric, pediatrics, operating room, and blood bank; and on the day,
evening, and night shifts. In all instances, the unit persommel con=
aisted of head nurse, staff murses, practical murses, nurses aldes,
and there mey or may not have besn o ward oclerk on the unit. 1% was
found that where there were no assistant head nurses, a staff murse
filled in for the head nurse on her days off.

| The staff nurse was responsible for glving direct care to patients}
for meeting patients' emotionmal, physical, spiritusl, and socisl needs,
The staff murse was also expected to give some supervision and guldance
to non-profesgional warkers. The assignment method varisd from unit to
unit within the same hospital.

The participanta’ houré varied firom unit to unit and from hospital
to hospital, Soms participants worked days, 7 A.i=3:30 P.M., with
week~=ende free; others were on rotating shifts; some floated any time
the administration waes pressed for personnel to staff a unlt. "Permanent®
day, night, or evening shift mesant the participant was employed to wark
only the said shift. A4 frotating” shifi meent the participent worked
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days, evenings, or nights vhenever extra staffing was nesded for a
partioular shift. 4s a "float® nurse, the participant could be assigned
to any shift or any unit, or tc change from one place to another to meet
the needs of the situstion.

The hospitals used in this study had some veriation in lines of
supervision. In each instance the Nursing Service was under the direc-
tion of the Director of Nursing Service. In addition to the director
and hor assistant, some hospitals had supervisors of units or a super-
visor for the whole hospital directly under the supervision of the
Director of Hursing Service. In such circumstances, the supervision
of the units within the hospital was carried out by one individual.

FROCEDURE
This study wves carried out according to the plan outlined in

Chapter 1.

The objective was to attempt %o identify by means of an open-end
questionnaire the staff nurses' stated reasons for satisfaction and
dissatisfection on the job in the hospital.

In preparation of the open-end questiommaire, the literature wes
searched to obtain content ideas and to determine if the use of the
open-ond guestiommaire was a walid method for identifying areas of
satisfection and dissatisfaction in nuwrsing service. 4 preliminary
draft of an open-end questiomnaire was formulated and presented to
experienced professional nurses for constructive criticism. The indi-
viduals vere asked to complete the gquestiomneire; the wording of the
questions was then discussed in view of clarifying ambiguities. The



necessary revislons were made,

A pilot study was next carried out on ten staff nurses who met
the eriteris for the study.

The purpose of the study and the questicmmaire were explained.

The participants were requested at this time to lndicate on the ques-
tionneire the starting and finishing time. This was to glve an indi-
cation as to the amount of time to be allotted for adminiestering the
questionnaire during the study. It was found that the guestionnaire
was gompleted by most participants in 11 to 1B minutes, an average of
15 minutes, which was then planned for each questiommaire. The
researcher remained with each partioipant while she completed the
questionnaire. The satisfactions and dissatisfactions were recorded
by the participant in her own words. On completing the guestionmaire,
the participant was asked if she had any difficulty in answering any
questions. Ko difficulty was mentiomed. Accordingly, no further
rovisions of the tool were deemed necessary, The findings of the pilot
study vere such that they could be categorized amd lead te the formu=
lation of conclusions. No data obtained in the pilet study were
inoluded in the final study.

An sppointment was then made with the Dirsctors of Nursing Service
of five hospitals in the city of Portland in order to explain the study
and obtain the necessary administrative coocperatiom and clesrance for
continuing the study. The questiommaire and procedure for collecting
data were discussed. Hach Director of Rursing expressed her interest
end willingness to cooparate. The Director of Nursing Sexrvice was
raquested to provide a list of the staff nwrses who met the criteria
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for inolusion in the study. The mumber of participants obtalned from
sach hospital ranged from 8 to 15, with a total of 57 participants.
Participants were obtained from all shifts and variocus unita in the
hospitels.

To avold interference with the patient eare and hospital needs,
the selection of time, individuals or groups to be interviewed was left
to the discretion of the Director of Nursing. The Director informed
each participnnt prior to the interview that she had been selected to
participate in & study and that an interviewer would contaect her.

Three Directors of Nursing Service assembled a number of staff nurses
in conference rooms so the guestiommaire could be submitted to a group
of subjecte at one time, The remaining data were collected by visiting
a mrse just as she was about to go on or off duty. When submitting
the questionneire to a single subject or a growp of subjects, the
interviewer remained with the participante while they ccmpleted the
questionnsire, The participant was encouraged to ask questions.
Instructions to olarify the purposs of the study were given to each
gtaff murse as she received the gquestionmmire. She was elso informed
ab this time that she would not be identified and that she was not to
put her mame or the hospital's mame on the questionmaire. The partiei-
pants were reassured that the completed form would not be shared with
their Directors of Nursing or the muresing service supervisors. The
staff nurses onm the night or the evening shiftis were approached at the
time of their arrivel st work. They received the usual instructions
and explanation. With the questiomnalre, they received an envelope in
which to seal the questicmmalre after completion. These were collected



by the interviewer at the end of the shift.

PRESEUTATION AND INTERFRETATION

The tool used to obtain date for this study is included in
Appendix 4.

The first two questions were desigmed to obtain information
regarding the length of employment and the type of achool of mursing
from which the participauts gmdunﬁd. The findings may be described
and analysed as follows: slxty-two per cent of the participants bad
been employed as hospital nurses between one and three years, which
indicated that the partioipants for this study were falrly vecent
graduetes from sehools of nursing. Some of this was certainly the
result of the limitation of the study in that no individual who gradu-
ated more tham 5 years age was included. Furthermore, staff nursing
constitutes s beginning experience in mursing. There are many nurses,
however, who for various reasons, remain in staff mursing positions
throughout their professional lives. It would appear that staff nursing
must give them satisfaction or that they derive security from the status
quo. Those nurses have been excluded from this study in order to con-
ecentrate on those whose careers in nursing are still fluid,

Table I shows the length of time the participants had been employed

as hosplital nurses.
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TABLE I

LENGTH OF EMPLOYMENT AS HOSPITAL STAFF NURSES OF 57 PARTICIPANTS
OF A STUDY OF SATISFACTIONS AND DISSATISPACTIONS 1IN NURSING

e e e e e e

Pistriution of Hosponges
w of Tims W Humbey Per Cent
6 months to one year 16 28
1l year to 3 years 35 a6z
5 years 6 10
1

The second question sought to identify the type of schocl the
participant bad attended. It was found that the mejority graduated
from diploma schools. These findings as shown in Table II are not
surprising in that £1,9 per cent of all schools which offer basic
preparation in mursing are under hospital or other non-collegiate

control. (17)

TABLE II

TYPES OF SOHOOLS OF RURSING ATTENDED BY §7 PARTICIPANTS
OF A STUDY OF SATISFACTIONS AND DISSATISFACTIONS IN NURSING

Diptribytion of Regponses

Sehools Participents Attended Number Responses
Diploma 32 56
Bacealaursate Degres 25 &4
Asgosiate of Lrts Degree 0 0

The remainder of the tool consisted of questiocns designed to ascer-
tailn the nurse's satiefscotion and dissatisfection with her present job.

The third question asked if the nurse enjoyed her job. Zighty-
nine per cent of the participants, or fifty-ome of the fifty-sewen,
responded that they enjoyed nursing. One of the six who sald she liked
nursing only in part indicated that if she were educated for some other
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work, she would leave muraing.

The fourth question was directed at the nurse's job. What did she
like most about her job? Some of the replies were repeated frequently.
There wore as many as 90 responses, which gave each participent 1.6
responses. The replies revealed a wide variation in views of what the
nurses liked most about their joba.

Pifty-two per cent of the participants indicated a high dagreé of
desire for obtaining professional goals through direct patient contact,
an interest in patlient welfare, and a variety of activities in the work.
The desire for new experiences, for meeting all k:&nﬂa of people, or
having sontact with different people was mentioned repo#tedly in the
literature as basie neads of all human organisms trying to avoid boredom.
The findinge of this study are thus consistent with the literaturs.

The following responses from the questiommmire are clted verbatim
- with no attempt at editing:

Caring for sick people

Contest with all types of people

Varied experiences with people

Meeting and helping people

The great satisfaction of helping my fellow man
to regein his health

The aotual patient contact

The diversity of nursing

The satisfaction one receives from helping people

Meeting and working with all kinds of people

Challenge in working with pecpls

Feeling of having a Job worth while

The constant challenge of good performance under
different and varying conditions

Selentific spproach in learning

Teaching others

Helping patients get well physically, mentally,
and spiritually

The sense of responsibility ons has under dealing
with human life
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The variety in activities ineluding nwrsing care of
eritical to comvalescent patienta~—variety in
patients and duties

Many learning experionces

1 especially enjoy working with people and seelng
their day to day progress in regaining their health

Porty per cent of the participants indicated they wanted to belong
to a team oy have recognition as being part of a group. Sample responses
of this nature are also quoted verbatim:

The team work invelved in doing a surgieal procedure
is satisfying

The reward derived from being able to help others and
see patlients progress is the great feeling of real
team work in working olosely with the doctor and
other staff members to attain a goal

I £ind the interpersonal relationships the moat
satlafying part of my job

I like the feeling that I am part of a team—-all
working towerd the same goal

Being able to work more closely with the other nurses

Close dootor-nurse relatlionship

Meeting and workimg with other people who are inter-
ested in helping others

The friendly assoclation wlith the other staff members

The excellent interpersomal relationships between
mirses and dootors

Free commnications among staff members and sharing
ideas

I like being part of a medical group and accepted
as such.

Working as & team is very enjoyable, especilally when
you are working for the good of the patient

Chance to meet people

Team rursing - leadership experience

The opportunity to serve on the medical team, whose
purpose is serving others

Working with people from all walks of life

To know that I have had a small part in helping to
bring 1ife and healing to anothsr of our fellow

beings
What the staff nurse wants resembles what most workers elsevhere want
a feeling of belomging; to know that what she is doing is impertant and
is recognized by those in authority and by her own category of staff
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members. She wants to be given the feeling that she is part of a growp
therapeutic effort.

Partleipants indicated that they wanted toc be understood and
recognized as individuals, as persons with certaln abllities as well
as with certain limitations.

Eight per cent of the participants stated that they liked thelr
jobs because of peraonnel policies.

The following statements, gquoted verbatim, are representative of
other commente given by the participants concerning what they liked
about thelr jobs as staff nurses.

Being ahle to work in the ﬂuor&eqnestad
Inservice training program

Security of job

Regular hours

Good working conditions

I enjoy being medicine nurse and working with
medicines

Table III shows the distribution and percentage of the responses
as to what the staff nurse of this study liked most about her job.

TABLE IXi

DISTRIBUTION AND PER CENT OF RESPONSES MADE BY 57 STAFF NURSES
IN FIVE GENERAL HOSPITALS IN PORTLAND, OREZON CONCERNING
WHAT THEY LIKED MOST ABOUT THEIR JUBS

What Staff Nurses Liked Most ]
About Thelr Jobs Kumber Par Cent
Opportunity fer obtaining
profeassional goals &7 52
Satisfying the need to belomg to
group or team 36 40
Good personnel policles i 2




The £ifth question was directed at the satisfactions the staff
murse derives from her work. There were 110 respomses, which gave
each participant 1.9 responses. Fifty per cent of the partiecipants
indicated a high degree of satisfagtion in relationship with the
patient, specifically in observing patients recover, especislly a
eritieslly 111 patient. It was not poasible to categorize the
responses of this question, since they were highly homogeneocus in
nature and indicated that satisfaction was derived from glving direct

The gratification shown by the patient and his family on recovery
gives the nurse satisfaction that she did her best or had had a part
in the patient's recovery., Taking care of the criticslly 111 or
diffieult patient apperently offers a special challenge %o the nurse
for making use of the knowledge, understandings, and skills she has
acquired through study and experiemce. The 57 participants made the
following comments concerning what gave them the greatest satisfactionm
on the jobs

Working with oritically ill patients
See successful recovery of the patlent
FPeeling of having a part in helping a patient get well
Seeing the results of complete nursing carej physical,
emotional and spiritual
Contribute toward goal of good patient care
Watching very ill and other patients recover
Good nursing eare
Being mother image to a sick infant
Ability to help sick shild—alleviating suffering
and anxisty _
Leaving e patient comforteble and satiafied
Having a part in someone's care and recovery
Helping the patient to understand his treatmant
and give

support ,
Being able to anticipate needs of patients and seeing
an improvement
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Helping patients and families adjust to hospitel
needs

Being able to complete work and feel good eare
was given to the patient

Boing able to give patience, understanding and
encouragement

When patients are recelving good vare

Seeing patients get well and knowing you bhad a
part in it--sgeing patients improve, sspecially
eritically 111 patients

Satisfaction of patient getting well

Health teaching to patients

Challengs of & oritically ill patient getting well

Good interpersomal relations ranked second as contributing %o
satisfaction on the job, specifiecally the relationships among the
nurse's go-workers and the relationghips between doctors and murses.

It was evident that good commmication and recognition among the workers
was considered as an important factor in Job satisfactions.

Twenty-one per cent of the participants referred to good inter-
personal relations by the following responses eited verbatim:

Staff members satisfied with their dutles

Sharing of information which involves patients'
well being

Congenial and pleasant co-workers

Good commnications--discuss ward problems

Constructive eriticism in cpen discussion

tiood interpersonal relations

Working with reliable persomnel

Harmony among co-workers

Good relations between doctors and murses

Patients and doctors satiafled with oare

Knowing there is trust of dootors end that doctors
give a range of judgment and responsibility to
the mrse

Helping an apprecliative doctor

These statements ars consistent with the comments in the literature
that imply the importanscs of satisfectory nurse-doctor and nurse-co-worker

relations.
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The respondents seemad (o experience satisfactlon when the patient
and doctor wers satisfied with the nursing care given, but no respondent
commented on satisfaction resulting from the administration being pleased
with good patient care.
Table IV refers to areas of most satisfaction om the job expressed
by 57 staff murses.

TABLE IV

THE NUMBER AND PER CENT OF RESPONSES FOR EACH AREA OF JOB SATISFACTION
EXFRESSED BY 57 STAPF NURSES IN FIVE GENERAL HOSPITALS
IN PORTLAND, ORBGON

Area of Job Satisfaction ' Namber | Per Cent
Performing direct patient care 65 59
Good - interpersonal relations 23 21
Achiaving profesaional goals 22 20

Question six was designed to elicit the staff nurse's axpressions
of dissatisfaction with her job. There were 162 responses, or 2.8
responses per person. Statements of dissatlsfaction were expressed
in the following order: thirty-one per cent, shortage of hospital
personnel; twenty-thres per cent, poor interpersonal relations which
were directed mostly at co-workers and supervisors; twenty per cent,
improper utilization of help; eighteen per cent, poor personnel poli-
cles or managements elight per cent, poor supervision or relations with
supervisors. There seemed to be much overlapping of comment regarding
the areas .of dissatisfaction, as will be noted in the sample statements
that follow. Relative to shortage of personmel, these statements were
made:



iagk of help--not emough time to give bedside
mrsing care

At times too busy to give good care or to inquire
why a certain medication or treatment 1s being
given to the patient

Shortage of help

Being shifted from station to station due to lamak
of help

Floating

Going home and feeling you have not done a good
job due to lack of help

Hiring of inexperienced help in the summer to do
the work of graduates or students

Phyeical strain of rotating shifts

Unreasonable hours due to lack of help

Fatients neglected due to insufficient and
inefficient help

Too heavy a work load

The secomd category of Aiautiafaation eenﬁsred around poor inter-
personsl relations. The problems seemsd to be mostly soncerned with
co-warkers and seldom with the patient or the dooctor. The following
statemants are representative of the responsest

Disagreement batween workers
Ho harmony amomg persomnel of different shif'ts
Poor interpersonal relations betwean shifts
Non~professional worker telling professional
murse what to do
Lack of cooperation among help
Working vith individuals who are unbappy with
their jobs and comstantly complaining
Misunderstandings befween professional and
non~profesaional status
People who have no intersst in the Job as a nurse
Unprofessional doctor-nurse or mirse~patient
relationship
Uninterested employwes-~it's only a Job
lo conferences about patient care plan
Loss of regard for patient~—bocomes a room number
Patient who does not follow instructions to recover
Trouble balancing between professiomal and friendly
relationships with co-workers

Twenty per cent of the participants indicated dissatisfaction due
to improper utilisation of help.



43

The participants also indieated they were performing functions
that could be delegated to non-professional personnel, thus releasing
professional persomnel for direct patient care.

The partieipants indlecated in question five that most of their
satisfaction was derived from being with or caring for the patlent.
In the review of the literature it was pointed out that when a worker
bad variety and opportunity to use personel skills and abilities on
the job, satlsfaction wes high., Likewise, the staff nurse who can use
hoy skills and abilities hae indicated a higher degree of satiafsction
on the job, It was not unantieipated, then, that the staff nurse
expressed dissetisfaction when she felt that her skills were being
improperly utilized. Those feelings were expressed in comments such ass

Too much desk work

Routine duties which auxiliary help can perform

Muat follow old routines-—old way beste-inability
of people to change to new ways

Doing tasks non-professicmal or esuxiliary help
eould do

Confusion of what is expected of you

No distinction between work of aide and reglatered
nurse ‘

Overly turdened with menial cleaning functions

Endless charting

iack of challenge—doing same taska as practical
nurse and aide

Ho Job deseription

No distinetion botween practical murse, ailde or
ﬂ.ﬂ » d‘!lti@& ‘

Concerning disaatisfaction with perscnnel policies and management,
remarks such as the following were mades

Low salaries

Poor hours

Change of schedule

Short notice of changs of hours or shift rotetion
5hift rotation



Unreasonable hours

o advance due to status of older workers
Faulty equipment

Inadequsey of necessary equipment

Gloomy, dismal wards

The £ifth category of dissatisfaction comsisted of comments rela-
tive to poor supervision or poor relations with superviesors.

Frequent mention is mwade in the literature concerning the nsed that
workers have expressed for lemdership in the form of good supervision.

The following stetements are representative of the expressions of
digsatisfuotion with the supervision:

Better orientation of aides

Supervisory personnel who are not equipped to handle
steaff or patient problems

Working with people who are difficult to get elong
with-~people who enjoy being supervisors when they
really aren't supervisors

Working with nurses who are not prepared for the
position they hald

Having to take charge of a specific department when
I feel I am not adequately trained for it

Patient care neglected due to insufficient supervislon
of non=professiomel help

Inability to get along with department supervisor

Poor commmications between head nurse aml staff nurse

Tine wasted due to poor commmications
(Not having specific assignment)

Shift rotation--short notice of rotation or change

‘ of hours

Being on call for other services--dus to my limited
experience of certain depariments

lack of sommmication between floor supervisor or
director of nurses-—rigidity of role

Poor crientations

Critical charge nurse

Charge nurses who play favoritee

Poor organisation of units

Hew equipment without directions or orientation

Problems going through many channels, thus not
dealt with directly or too late

Poor call system in surgery

Supervisor impressed with her position

Opinions of staff murses not taken into comsideration



Table V refers to areas of dissatlsfection on the job expressed

by 57 staff nurses.

TABLE V

THE NUMBER AND PER CENT OF RESPONSES FOR BACH AREA OF
JOB DISSATISFACTION EXPRESSED BY 57 STAFF NURSES
IN FIVE GENERAL HOSPITALS IN PORTLAND, CREGON

Reasons for Diasatisfaction Distrimtion

on the Job Humber Per Cont
Shortage of hospital personnel 50 3
Poor interpersonal relations 37 23
Improper utilization of psrsonnel 32 20
parsonnel policiss 30 18
Poor supervision or relations with

supervisors i3 8

Question seven pertained to alleviating the problem of dissatise-
faction. There were one hundred responses, or 1l.75 per partisipent.

45

The participants suggested qualified head nurses and supervisors, more

staffing, proper utilization of personnel, lmproved commmications,

and better personnel policles and management.

Forty~four per cent of the participants suggested qualified head
nurses and supervisors, particularly supervisors qualified for their

positions, and who eould be approached about persomnel or ward problems.

The following comments about supervisors are cited as samples of

the responses to guestion seven:

Head nurses should inspire workers to do good work
improve interpersonal relations = supervisors and

ward personnel

Being able to disouss problems with supervisors
Discuss problems with people in suthority
More direct eontact with superviscer

Adequate head nuree important--so can discuss

problems



Better job sereening--especially professiomal help

More counseling and guldance of help by supervisor
and head nurse

Superviacrs should show consideration for R.M.'s
probiems

Better plamming by supervisor to alleviate rotating
of shifts and hour problems

Better staffing by administration

To be ¢onsulted by head murse or supervizor befors
hours are changed

Supervisor you can approach

Noneprofiessional people better supervised

Twenty-three per cent of the participants suggested more staffing
a8 a solution for alleviating some dissatisfaction with nursing. They
made suggestions such as:

More professiocmal help
More help to lighten load
More non~professional help
Encourage part-time help
More help

Steady float nurses

It 1s rether apparent that these particlpents are convinced that
additional staffing would resolve s problem.

Pourteen per cent of the partieipants indicated that personnel
were not properly utilized. This was brought ocut as a dissatisfaction
with nursing earlier in this study. At this point, comments were made
as follows:

Getiing R.N. back to bedside

Relief from routine work by non-professional help

Team work for proper utilisation of help

Lot non-professional help do more -~ bettar job
deseriptions

Clerical assistancvs to get rid of paper work

Botter utilisation of mursing personnel

Tranafer of menial tasks and desk work to non=-

" professional helpers, thus releasing the nurse's
time for professional tasks

Team mursing
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Another suggestion for allevistion of dissatisfsction in nursing
had to do with improving communications. Ten per cent of the partici~
pants mentioned poor comsmunications as a problem in differsnt areas.
The following have been sslected responses to the question, "What
suggestions do you have for alleviating dissatisfaction?"
Communications across and up
Improve communicatiions
iack of communication between supervisor and
personnel
Ward personnel meeting
Brief sessions after morning report
Veeting of shifts for better communications
The literature includes numerous references to communications as
a means of improving morsle. It has been stated that if communication
vent up and down and ecross, the staff nurse would gain the feeling of
heving & part in the plamning, and a feeling of all working toward the
sama goal would be created.
line per cent of the participante indicated that better management
and porsonnel polieies would help slleviate dissatisfaction in the staff
nurse's job., Some of their comments inalude:
Higher weges and better working conditlons
Stimilate personnel to improve and accept change
Necessary and better eguipment
Union of nurses to bargsin effectively with
hospital employer
Charting simplified
More rigld standards for mrses
The participants made five suggestions for alleviating the dis-
sstisfaction in the staff nurse's jobs mamely, qualified head nurses
and asypervisors, more staffing, better utilizetion of personnel,
improved sommmications, better persomnel policies and mansgement.

The mumber and distribution are showm in Table VI.



TABLE VI

SUGGESTIONS OF 57 STAFF NURSES IN FIVE GEMERAL HOSPITALS IN
PORTLAND, OREGON FOR THE ALLEVIATION OF DISSATISFACTION

WITH THEIR JOBS
Suggestions for Alleviation of Distribytion
Dissatisfactions with their Jobs Number Por Cent
Better qualifisd head nurses and
supervisors F7A 44,
More staffing 23 23
Proper utilisation of persomnel 73 14
Improve commmications 10 10
Batter persommel policles and
management 9 9

Item eight provided the barticipmta with the opportunity to add
additional comments. Ten participants did so as follows:

Educational programs and conventions are fine
but should be geared more toward the patient
FPeel nursing is greet and would not change for

anything

Specialised aresns of this hospital seem to bave
fewer personnel and staff problems

Talk problems over with the peopls in authority

Tired of defending the medical profession %o the
public~-need for better publie relations

Enjoy work very much

 Good to have LPie and aides to carry out the

routine tasks

Working where the ward is adequately staffed-—so
I can go home without thinking shout tomorrow

Getting to know and work with dootors

Hursing should not lap over into a person's free
life so 1t must all be spent in study



CHAPTER IV
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

SUMMARY OF IHE STURY
This study was undertaken for the following purposes: (1) to

define what the murse enjoys most about her jobs amd (2) to define
what satisPactions and dissatisfactions she derives from her Job.

The specific alms of the study were to seek amswers to the
following questions:

1. What does the staff nurse like most about her job?

2, What gives the staff nurse most satisfaclion om the job?

3. What gives the staff nurse most dissatisfaction on the Job?

L. What suggestions does the staff nurse have to alleviate

the dissatisfaction of her job?

4 short open-end gquestionmaire was devised to ascertain the
desired information. After being reviewed by experienced nurses
familiar with staf? mursing, the questicmnaire was revised according
to suggestions. It was then administered to a group of staff nurses
in order to test the elarity and usefulness. It was found that the
questiomnaire would serve the purposes of the study. No further
revisions were made. Criteria for the selection of participants were
ostablished as follows:
| &. Bmployment in the present position for at least six months.
This eriterion was established to assure that the participant had



functicned in her present setting long enough to become adjusted to
the position and to be able to identify elemsnts of satisfaction.

b. Graduation from a school of nursing within the past five
years. This criterion wes selected because the cwrriculum patterns
of the past five years have more likely been focused on patient-
centered nursing care than on procedure-centered care.

The directors of Hursing Service of five general hospitals in
Portland, Oregon were approached, the nature of the study was des~
eribed, and a request was made for the participation of the staff
mirses whe met the criteris for this study. A4An appointment achedule
was then devised,

The questiomneire was asdministered to fifty-seven staff nurses.

The date were categorized according to the items in the question~
neire, namely, the satisfactions and dissatisfactions of the job.

The findings reveal:

Most participants enjoyed their jobe az staff nurses. Fifty-nine
per cent of the participants received their greatest satlisfaction from
doing something to or with the patienta. Porty per cent recelived
satisfection from belonging to or being part of a group or team. OCther
sources of satisfaction listed by the participante were meeting profese
sional gosla and establishing good interpersonal relationships with
eco~workers. The participants indicated that some of the sources of
dissatisfaction, listed in order of importance, were shortage of hos-
pital persommel, improper utiliszation of persommel, inadequate head
mrses and supervisors, and poor personnel policles and management.
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Some of the suggestlons offered for allsviating the dissatisfections
of the job were: better prepared head murses and supervisors, more
professional and nom~professional help, proper utilisation of persemnel,
improved commmications, and better persomnel policies and manmagement.

CONCLUS JONS
The size of this study does not permit any wide~spread generaliz~

ations. The findings, however, do lead to the following conclusions:

1, A simple open-end questionnaire is a useful tool for obtaining
expressions of satisfaction and dissatisfaction.

2. 4 true dilemma exists because thers eontinues to be no preeise
delinesation of the scope of professional mursing versus the
funotions laf non-professicnal personnel on the staff murse level.

3. BStaff nurses welcoms the opportunity to make suggestions for
alleviating the areas they have identified as resulting in dis-
satisfaction with their jobs.

4e Professional nurses employed in first level mursing as staflf
mrses u;u-aé that they receive & high degree of satisfaction
from performing direct patient care.

5. Even those who express dissatisfaction, continue to function as

ataff nurses.
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RECOMENDATION FOR FURTHER STIDY

Since the flndings of this study are consistent with the reports
in the literaturs, it is recommended that the study be repeated

on & larger scale with greater depth for the following reasoms:

8o

be

It is an accepted generalization that basic buman needs include
%“a need to belong" by being identified with s group, and

"p need for recognition” by having endeavors appreciated.

How do employers satisfy such needs among their personmel?
When the needs are not satisfled, what really are the reasons?
Opinlong differ concerning what are good or poor personnel
policies; in the same setting soms participants expreased
satisfaction due to good policies and othera were dissatisfied
due to the same policles, It would be wvaluable to study the
reascns for these contradictions and endeavor to ascertain
how well the poliecies are interpreted and understood.

Most of the participants made reference to professiomalism
and o the satisfactions derived frem attaining professional
goals. It would be highly informative to ascertsin (1) what
are their goals, (2) what are their concepis of profession~
alism, (3) how many belong to their professiomal organizationm,
and (L) if they are members, what activities they perform thet

advance the profession.
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APPENDIX A
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The following questions are designmed to help identify the general areas
of job satisfeotion and dissatisfaction in staff nureing.

1., How long have you worked as a hospital nurse?
e 8lx months to one ysar.
0@ yoar to three years.
e Tive years.
2. FPFrom vhat type of school of nursing did you graduate?
e Biplomn.
—— associate of arts.
—— bacealaureate program.
3. Do you enjoy your job as a staff murse?
—08
noe

R

in part.

4Le 4hat do you like most about your job as a staff murse?

5., What gives you the most satisfaction on the job?



G.

T

8.

APPENDIX 4 (concluded)

What gzives yom the most dlssatisfactions about your job?

Wwhat suggestions do yom have for alleviating dlssatisfactions?

Additional comments.

56



Typed by
Gwendolyn M. Dunning





