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Abstract
Aim: The aim of this systematic literature review was to identify the factors influencing
intrinsic motivation of Dutch nursing personnel, in order to determine ways of countering
their outflow.
Design: A mixed-methods systematic literature review
Review methods: The included qualitative studies are appraised by using the TAPUPASframework. For the quantitative studies, the critical appraisal tool from Kuper, Lingard &
Levinson (2008) is used.
Results: Many similarities are found between the included articles. Six elements
corresponding to the included articles, and to the strategic HRM-perspective and the Job
Characteristics Model were identified as having an important relationship with intrinsic
motivation and job satisfaction among nursing personnel. These elements are competences
and skills, job opportunities, guidance during the transition phase, experienced
meaningfulness of the job, level of autonomy and feedback & support from supervisors and
colleagues.
Conclusion: The competence and skills of nursing personnel, the extension of jobs both
vertically and horizontally, feedback channels and guidance to novice nursing personnel
during the transition period should be enhanced in order to retain nursing personnel.

Keywords

Intrinsic motivation, nursing personnel, Job Characteristics Model, Strategic
HRM-perspective, job satisfaction, retention, staff shortages
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1. Introduction
Nursing personnel nowadays occupies the largest section of the health profession and
represent a critical part of the health care sector (Hassmiller & Cozine, 2006). However, the
Dutch health care sector has been short on nursing personnel for years (Centraal Bureau voor
de Statistiek, 2019). There are currently approximately 40,000 vacancies in the health care
sector in the Netherlands (Jansen, 2019). Consultancies from the Dutch Ministry of Health,
Welfare and Sport call the health care sector ‘a colander’, because of an increasing outflow of
skilled nursing personnel (Ministerie van Algemene Zaken, 2017). Retaining nursing personnel
is particularly difficult when nursing personnel lack intrinsic motivation (Toode, Routasalo,
Helminen, & Suominen, 2014). Therefore, it is important to identify ways to intrinsically
motivate nursing personnel to decrease the turnover rate. Intrinsic motivation makes work
satisfying and it is the foremost reason to stay on a job (Dave, Dotson, Cazier, Chawla, &
Badgett, 2011). The relation between job satisfaction and intrinsic motivation works both
ways: An intrinsically motivated employee has more job satisfaction, a satisfied employee has
more intrinsic motivation (Toode et al., 2014). The shortages pose concern for the ageing
population, where an increasing number of older people will be in need of care (Centraal
Bureau voor de Statistiek, 2020). In light of the corona pandemic, the shortage of nursing
personnel has been magnified and finding solutions to retain nursing personnel has become
more relevant than ever before.
Innumerable studies have been conducted on the influence of financial incentives on
employee motivation (e.g. Saleem, 2011; Ahammad, Glaister, Weber & Tarba, 2012).
However, according to Markos & Sridevi (2010) and several other studies (e.g. Mathauer &
Imhoff, 2006; Toode et al., 2014), most drivers leading to employee motivation are nonfinancial: “As social being, human resource is not motivated by money alone” (Markos &
Sridevi, 2010, p. 92).
Regarding studies on the influence of non-financial incentives, different theoretical
frameworks are applied to understand employee motivation. A large variety of theoretical
frameworks have been used in previously conducted studies to analyze employee motivation.
Beson & Dundis (2003) used Maslow’s pyramid for their motivation analysis, which describes
hierarchical levels of human needs. Schaufeli & Taris (2013) use the job demands-resources
model for explaining employee motivation, which studies the relationship between work
characteristics and outcomes. The AMO-model (Knies & Leisink, 2014) is a commonly used
model to analyze the specific needs of individual employees in order to improve job
satisfaction. Furthermore, Afolabi, Fernando & Bittiglieri (2018) analyzed the effect of
organizational factors on employee motivation. However, the unique public-private
characteristics of the Dutch health care system, where hospitals are private organizations and
nursing personnel are public servants, requires an integrated approach on understanding the
intrinsic motivation of nursing personnel in hospitals and how skilled nursing personnel can
be retained.
In summary, it can be concluded that the most effective way to intrinsically motivate
nursing personnel in Dutch hospitals remains scholarly disputed. Therefore, the aim of this
systematic literature review is to determine which factors intrinsically motivate nursing
personnel, in order to identify ways of countering the outflow of nursing personnel. Related
to this aim, the research question can be formulated as ‘To what extent can Dutch nursing
personnel be retained by increasing their intrinsic motivation?’
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Chapter 2 of this systematic literature review begins with describing the theoretical
frameworks that were used as a structural guideline, and will give a more extensive
explanation of the chosen concepts. Subsequently, the thorough quest for relevant studies is
reported in detail in chapter 3, as well as the way in which the included studies are critically
assessed. The remaining part of the review proceeds as follows: A summary of the results from
the included studies is exhibited in chapter 4, after which suggestions are made in chapter 5
on how health care managers can intrinsically motivate nursing personnel. Lastly, in chapter
6, limitations of the study are mentioned and an overall conclusion of the review is given.
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2. Theoretical Background
The first perspective used in this review to analyze intrinsic motivation of nursing personnel is
the strategic HRM-perspective (SHRM) by Boselie, Leisink & Vandenabeele (2011), which
includes human resource management that is tailored to the context of the organization.
Another relevant motivation theory used in this review is the Job Characteristics Model (JCM)
designed by Hackman & Oldham (1976), which focusses on designing motivating jobs. By using
these theoretical frameworks, an analysis of the individual and organizational approaches can
be combined in order to improve employee motivation and job satisfaction. Changes in
employee motivation are crucial for recruiting and retaining large numbers of nursing
personnel given the growing demand for health care in the Netherlands.
Intrinsic motivation
Theories on employee motivation are proven to be different for the public sector than for the
private sector (Lyons, Duxbury, & Higgins, 2006) and this is related to whether employees are
being intrinsically or extrinsically motivated. Employees in the public sector are less motivated
extrinsically (financially) than private sector employees (Rashid & Rashid, 2012). This is in
contrast to private sector employees, where monetary rewards, pay-for-performance or
bonuses are considered motivational factors. In the Dutch health care system, the
combination of stakeholders from the public and private domain creates an interesting and
complex case, because both intrinsic and extrinsic motivation can be addressed. A recent
attempt of the Dutch government to address the extrinsic motivation of Dutch nursing
personnel, a new collaborative labor agreement, contained a structural increase in salary
(FNV, 2019). However, a recent study shows that nurses with high intrinsic motivation are
more likely to be happy with their current salary (Dave, Dotson, Cazier, Chawla, & Badgett,
2011). This suggests that by finding ways to improve intrinsic motivation, hospitals may not
have to invest that much in salaries to keep nursing personnel motivated. However, some
interventions aimed at increasing intrinsic motivation might still come at a certain expense.
Personnel shortage
The nursing personnel exodus in the Netherlands is driven by factors that are related to
recruitment and retainment (Hassmiller & Cozine, 2006). Job satisfaction, employee
motivation, and job characteristics are consistent predictors for retention of nursing
personnel (Stratton, Dunkin, Juhl, & Geller, 1995). Locke (1976) defines job satisfaction as a
pleasurable or positive emotional state resulting from the appraisal of one’s job. The shortage
requires a compensatory effort from nursing personnel to continue to sustain job demands.
Constant compensatory effort might lead to burnout, ill-health and eventually absenteeism
(Schaufeli, Bakker, & Van Rhenen, 2009). Additionally, a study among English nursing
personnel found that nurses who report dissatisfaction with their jobs have a 65% higher
probability of intending to quit than those reporting to have a high job satisfaction (Shields &
Ward, 2001). The intention to quit is not the same as actual quitting behavior: many who
experience job dissatisfaction never leave their jobs (Federici & Skaalvik, 2012). However,
having the intention to quit does reflect a decrease in motivation (Stratton et al., 1995).
Sufficiently well-educated and satisfied employees are essential for the accessibility and
quality of care and support (Hagenaars, Harbers, Achterberg, van den Brink, & Jeurissen,
2018). However, nursing personnel reports high levels of stress and work intensification

6

(Adams & Bond, 2000), as well as working with unqualified colleagues who perform actions
for which they have not received training (Vanbelle et al., 2013). The nursing shortage forces
some health care institutions to deploy unauthorized and unqualified personnel to perform
supporting tasks (Ministerie van Volksgezondheid, Welzijn & Sport, 2018). Stress-related
burnout and the large amount of time nursing personnel must spend on non-nursing tasks,
such as transporting patients, delivering and retrieving food trays, and housekeeping duties,
are common reasons for feeling dissatisfied with their jobs (Grah, Dimovski, Colnar, & Bogataj,
2019; Kang, Kim & Lee, 2016). Understanding the patterns of workforce entrance and exit for
nursing personnel is important for policy makers and health care managers in order to prevent
voluntary and unwanted outflow and to preserve a good quality of care (Grah et al., 2019).
Public sector
In the Netherlands, hospitals are private sector organizations. The government is not directly
involved in the implementation of care, but sets a number of public preconditions which
guarantee the social character of the health care sector (Ministerie van Volksgezondheid,
Welzijn en Sport, 2016). Due to this public-private set-up, hospitals have a lot of freedom and
competition, and market forces provide incentives to work with high quality and efficiency.
The public-private construction of the Dutch health care sector, where citizens are consumers
who expect efficient and effective services, makes the nursing personnel shortage an
interesting case to provide with an analysis. Firstly, because employee motivation theories are
different for the private sector than for the public sector (Toode et al., 2014). Secondly,
because in the Dutch health care sector a relatively high public service motivation is present.
In this review, nursing personnel is viewed as public servants. Public service motivation is
defined as the commitment of employees to the public interest, which has a positive effect
on both commitment to a job and willingness to make an effort at work (Leisink & Steijn,
2009).
The shortage of nursing personnel in Dutch hospitals can be analyzed from different
theories and perspectives. The prevailing dissatisfaction among nursing personnel, and the
magnitude of the problem are the main principles focused on in this review. Hence, the
theories used in this review to analyze how nursing personnel can be intrinsically motivated
are the strategic human resource management perspective (SHRM) and the job characteristics
model (JCM).
How can nursing personnel be motivated according to the SHRM model?
In this review the strategic human resource management perspective is used to analyze
nursing personnel motivation. A study from Messersmith, Patel, Lepak & Gould-Williams
(2011) states that strategic human resource management has positive effects on employee
motivation and organization performance in the public sector. Within the SHRM perspective,
two useful elements are distinguished: The AMO-model and the strategic contingency
approach.
The AMO-model
The first element, the AMO-model, is an element to analyze the specific needs of individual
employees and focuses on HR activities that should lead to greater involvement, satisfaction
and employability (Knies & Leisink, 2014). This approach provides insights into how abilities,
motivation and opportunities (AMO) can be optimized and increase effective voluntary
7

behavior among nurses (Boselie, 2010). Ultimately, this optimization ensures that objectives
of hospitals can be achieved in a better way. ‘Abilities’ stands for the competences and skills
of the nurses: they are able to do the job because they possess the required knowledge and
skills. ‘Motivation’ implies the driving force of nurses: they will do their job because they want
to and are sufficiently encouraged to do so. ‘Opportunities’, which stands for opportunities to
perform (Boselie, Leisink & Vandenabeele, 2011), is about the autonomy and decision-making
power of an employee to be able to perform his or her work (Knies & Leisink, 2014). These
elements can be positively influenced by training or education, promotion opportunities,
challenging activities, broadening of tasks and participation in decision-making (Almutawa,
Muenjohn & Zhang, 2016). The three elements can indicate current shortcomings and possible
improvements in the Dutch health care system.

Figure 1: The AMO-model

The strategic contingency approach
The second element of the strategic HRM perspective is the strategic contingency approach.
The strategic contingency approach stresses the need for proper alignment between strategic
policy and internal settings (Boselie, Leisink & Vandenabeele, 2011). A hospital’s strategic
policy is a general strategy aimed at working cost-effective and provide good quality of care.
In order to achieve this, HR-policy is aimed at training nursing personnel and they are
continuously evaluated on their performance. The training and assessment is then in line with
the general strategy of the hospital. Furthermore, aligning internal settings to strategic policy
is important for recruiting and retaining personnel (Boselie, Leisink & Vandenabeele, 2011).
Internal settings are the composition of the workforce in terms of education level, age and
gender. Through better coordination between recruitment and selection, assimilation and
training of new personnel, hospitals can increase the attraction of personnel who want to
commit to the organization for a longer period of time.
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How can nursing personnel be motivated according to the JCM?
The Job Characteristics Model (JCM) by Hackman & Oldham (1976) is a model that can help
managers to design motivating jobs. Job design is the way tasks are combined to form
complete jobs (Robbins, de Cenzo, Coulter, & DeCenzo, 2016). They state that in order to
motivate employees, managers should design jobs deliberately and thoughtfully to reflect the
demands of the changing environment, the organization’s technology, and employee’s skills.
The Job Characteristics Model describes five core job dimensions, which can increase the
employee’s motivation, performance, and satisfaction and lower the absenteeism and the
likelihood of resigning. First, ‘skill variety’ is the degree to which the job requires a variety of
activities so nurses can use a number of different skills and talents. Second, ‘task identity’ is
the degree to which the job requires completion of a whole and identifiable piece of work.

Figure 2: The Job Characteristics Model.

Third, ‘task significance’ is the degree to which the job affects the lives or work of other
people. Forth, ‘autonomy’ is the degree to which the job provides freedom, independence,
and discretion to the individual in scheduling the work and in determining the procedures to
be used in carrying it out. Fifth, ‘feedback’ is the degree to which carrying out the work
activities required by the job results in the individual’s obtaining direct and clear information
about the effectiveness of his or her performance. These five dimensions will in turn improve
psychological states, such as experiencing meaningfulness of the work, responsibility for the
outcomes of the work, and knowledge of the results of the work activities. The psychological
states will lead to higher internal work motivation, high-quality work performance, high
satisfaction with the work, and low absenteeism and turnover (Hackman & Oldham, 1976).
This suggests that, by focusing on improving the core job dimensions in Dutch hospitals,
nursing personnel can be motivated and retained.
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Figure 3: Guidelines for Job Redesign

Robbins, de Cenzo, Coulter, & DeCenzo (2016) name a few changes in their book that are most
likely to improve each of the five core job dimensions. Combining tasks, forming natural work
units, establishing client relationship, expanding jobs vertically, and opening feedback
channels are adjustments for practice that affect the five core job dimensions. These actions
are used to analyze the contemporary situation of nurses in the Dutch health care sector.
Subsequently, applying the core dimensions to the contemporary situation will expose
discrepancies between the contemporary situation in Dutch hospitals and the ideal situation
according to the job characteristics model. Hereafter, suggestions will be made for how Dutch
health care managers can respond to the findings accordingly. The further analysis will explore
the five dimensions in more detail.
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3. Methods
In order to understand employee motivation theories and its impact on the outflow of nursing
personnel when implemented by managers, a systematic literature review was conducted.
Potentially relevant studies were identified by using Google Scholar, PubMed and Scopus. The
following search string is used in PubMed: TITLE-ABS-KEY(motiv* AND nurs* AND "human
resource").

Figure 5: Number of documents on nursing personnel motivation by year.

From 2005 onwards, a considerable ascension took place in research on nursing personnel
motivation. Therefore, documents from before the year 2005 were excluded, which resulted
in 69 documents. Hereafter, titles and abstracts were read to assess the article’s relevance
according to the excluding criteria. This search string resulted in 21 articles of which the full
text was read. After excluding articles that were non-accessible or written in a different
language than either Dutch or English, 7 articles were included in this systematic literature
review.
Additionally, a second search string was inserted in PubMed: TITLE-ABSKEY(motiv* AND (recruit* OR retain*) AND nurs* AND "human resource"), which resulted in
61 documents after articles from before 2005 were excluded. Reading the abstracts and titles,
and excluding articles that were already selected with the first search string, 12 articles
remained of which the full text was read. When the full text was read, 3 articles were selected
for this systematic literature review.
Last, a third search string was inserted in Scopus: TITLE-ABS-KEY(“job opportunities” OR
“job development” OR “career opportunities” OR “career development”) AND nurs* AND
motiv*. After excluding articles from before 2005, 83 documents were left. Titles and abstracts
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were read and 19 were considered relevant, and after reading the full text, 2 articles were
selected for this review.
Finally, the snowball method was used, which resulted in an additional three documents
that were included in this review. A last step to search relevant articles was to place all
selected titles in Google Scholar. The articles that appeared when clicking “cited by” were
analyzed, which added 10 more documents to this review.
Inclusion and exclusion criteria
When developing inclusion and exclusion criteria, a few characteristics of the Dutch health
care system had to be taken into account. First, the Dutch health care sector has elements

Figure 6: Flowchart of accepted articles.

from the private as well as the public sector, but in this review nursing personnel are
considered to be public servants. Therefore, articles about general employee motivation in
the public sector are included. Due to a lack of articles that focused specifically on the Dutch
health care situation, articles with study populations from developing and developed
countries from all over the world are included. The only criterium for the included articles was
that they should focus on factors influencing intrinsic motivation: Publications about
corporate financial performance or other financial incentives for motivation are excluded.
With its aim to realize the best possible care for its patients, the Dutch health care system
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contains public sector features, which makes the majority of the health care personnel more
sensitive to non-financial incentives.
Furthermore, not solely articles about nursing personnel are included, but also articles
that research intrinsic motivation among health workers in general. This decision was made
after having ascertained that many useful articles were conducted with health workers in
general. However, the articles used in this systematic review divided health workers into
different categories, which made it possible to find separate results for nursing personnel.
Lastly, articles written in a different language than either Dutch or English and articles that
were non-accessible were excluded. A flowchart of the search strategy and the inclusion and
exclusion criteria is shown in Figure 6.
Critical appraisal
The quality of the included articles in this review were critically appraised by using adequate
critical appraisal tools. The included qualitative articles were appraised by using the TAPUPASframework. This framework uses keywords containing multiple guidelines for critical
appraising conducted articles , such as transparency, utility, propriety and accuracy. According
to this framework, some requirements a study has to meet are being transparent and honest
about the way knowledge is generated, and aims have to be clarified with sufficient evidence.
For appraising the quantitative articles included in this review, the critical appraisal
tool from Kuper, Lingard & Levinson (2008) was used. With this tool, six key questions are
given to critically assess a qualitative study. These questions ascertain whether the articles
had a decent sample in a study, appropriate data collection and analysis, and whether
researchers clarified what they did and how they addressed potential ethical issues. The final
assessment of the included articles is shown by the plus signs in the rightmost column ‘quality’
in Table 1.
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4. Results
The structure of this review is based on the separate elements of the SHRM-perspective and
the Job Characteristics Model. Each element is used to determine its particular relationship
with intrinsic motivation, according to the literature. When the relationship between the
elements from the frameworks and nursing personnel motivation is clarified, a wellsubstantiated advice on how Dutch health care managers can intrinsically motivate nursing
personnel can be given.
The Strategic HRM-perspective: The AMO-model
Abilities
The first element of the AMO-model, ‘abilities’, represents the competences and skills of the
nurses: They are able to do the job because they possess the required knowledge and skills.
In the study from Pool, Poell, Berings, & ten Cate (2016), several motives for continuing
professional development were mentioned in the interviews they conducted with Dutch
nursing personnel. A strong predictor for continuing professional development, according to
Pool et al., was an intrinsic desire of nursing personnel to improve and expand professional
knowledge. Some expressions that were used by their respondents showed the willingness to
learn, such as ‘I want to get to know as much as possible’, and ‘I want to stay fresh and
innovative’ (Pool et al., 2016, p. 26).
Health workers in other studies reported similar expressions. Some reported that the
learning itself is encouraging (Prytherch, Kakoko, Leshabari, Sauerborn, & Marx, 2012). Others
describe their profession as challenging and difficult, but also mentioned the opportunity they
have to use their knowledge and skills, and to continue learning (Öztürk et al., 2006). Belrhiti
et al (2020) conclude in their study that competence contributes in increasing intrinsic
motivation and well-being of health workers. They define competence as “the feeling of selfefficacy when experiencing work opportunities that allow individuals to express and use their
abilities and skills” (Belrhiti et al., 2020, p. 4). Furunes, Kaltveit, & Akerjordet (2018) found that
skills development is a central driver for nurses’ job satisfaction and its presence increases the
probability of staying in the profession.
However, young nursing personnel in the study from Flinkman & Salanterä (2015)
report they were unable to use the required knowledge and skills due to staff shortages.
A consequence of the scarce workforce, the constant rush during working hours and nursing
personnel not being able to provide conforming care, made them feel dissatisfied with their
jobs.
Motivation
The effect of the second element of the AMO-model, ‘motivation’, on turnover intentions
among nursing personnel is substantial. Bonenberger, Aikins, Akweongo, & Wyss (2014)
explored the effect of motivation and job satisfaction on turnover intention, and concluded
that nursing personnel with higher levels of motivation and job satisfaction were more likely
to stay in their jobs. Job satisfaction is the most significant predictor for the intention to stay:
Nursing personnel that reported to be satisfied with their jobs were more likely to stay than
personnel who reported to be dissatisfied with their jobs (Flinkman et al., 2008; Chan &
Morrison, 2000). This corresponds to the findings by Poeira, Memede, & Martins (2019), who
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found that the greater the satisfaction with the profession, the lower the nurses’ probability
to change to another profession. Despite the job dissatisfaction reported by respondents from
some studies, a high overall motivation was present. An explanation for this is that being
intrinsically satisfied with one’s job leads to improved motivation, even when extrinsic workrelated factors are not as well-organized (Flinkman et al., 2008). These findings are in line with
the study from Dave et al. (2011) and Mathauer & Imhoff (2006), who also detected a
combination of overall job satisfaction and poor extrinsic work-related factors. This
relationship also applies the other way around. Multiple studies did findings on the influence
of job dissatisfaction on the intention to leave (Flinkman et al., 2008; Chan & Morrison, 2000;
McCarthy, Tyrrell, & Lehane, 2007). McCarthy et al. (2007) argue that levels of job
dissatisfaction are the single most important predictor for the intention to leave the nursing
profession.
Opportunities
The third element of the AMO-model, ‘opportunities’ is about getting sufficient opportunities
and possibilities at work. This includes adequate physical working conditions and facilities, but
also the availability of training, participation and leadership. Multiple studies showed the
importance of ‘opportunities’ at work on the level of job satisfaction among nursing
personnel. Ayalew et al. (2019) found in their study that motivation and job satisfaction of
nursing personnel was lowest when a lack of opportunities for promotion was present. The
absence of opportunities to participate in hospitals is another explanation for low experienced
job satisfaction in nursing personnel, given by Atefi et al. (2014). Nursing personnel in their
study wanted to participate more in hospital’s policy-making and governance, especially in
policies that directly affected them. Furthermore, the intentions to leave the nursing
profession were highest for nurses who saw poor opportunities for development (Flinkman et
al., 2008). Poeira et al. (2019) name the lack of career progression as underlying factor for the
increased willingness to leave the nursing profession. Not receiving needed training was
another important reason for nursing personnel to be dissatisfied with their jobs. Pool et al.
(2016) elaborate on the importance of receiving training in their study on professional
development among Dutch nursing personnel. Continuing professional development is the
key to a skilled, motivated workforce. Moreover, organized retraining of technical nursing
skills was not only essential to keep up with the profession’s requirements, but also motivated
nursing personnel to attend other learning activities (Pool et al., 2016).
Furunes et al. (2018) agree with this and state that professional development is
fundamental for nurses’ personal growth. The value of career development for nursing
personnel is also mentioned by Belrhiti et al. (2020) and Negarandeh, Dehghan-Nayeri, &
Ghasemi (2015). The latter even showed that career development was the best predictor for
motivation in their study. Yang, Liu, Liu, & Zhang (2015) talk about the available career
advancement opportunities for nursing personnel, which can be divided into horizontal and
vertical career advancement. Horizontal career advancement is about having more
responsibility for a wider range of tasks and vertical career advancement is referring to higher
positions within the hospital. Yang et al. (2015) found that prospects for career advancement
opportunities among nursing personnel had a positive effect on nurses’ retention rate,
increased the perceived meaningfulness of their job and led to a higher job satisfaction.
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The Strategic HRM-perspective: The Strategic Contingency Approach
Recruitment & Selection
The Strategic Contingency Approach consists of two elements: internal settings and strategic
policy (Boselie, Leisink & Vandenabeele, 2011). Aligning internal settings to strategic policy is
important for recruiting and retaining personnel. The strategic policy of a hospital is providing
cost-effective and good quality of care, and this has to be combined with their internal
settings. However, if the internal settings are not properly arranged due to staff shortages,
cost-effectiveness of care will also deteriorate (Boselie, Leisink & Vandenabeele, 2011). By
focusing on recruitment and selection, the hospital’s internal settings can be restored.
Therefore, this section is categorized as ‘recruitment & selection’.
Nursing students from Sweden in the study from Lindberg, Carlsson, Engström,
Kristofferzon, & Skytt (2020) reported to be concerned over their forthcoming role as a
professional nurse. Feeling inexperienced and not trusting their own verdict were challenges
they faced in their new profession. Newly graduated nurses in the study from Flinkman &
Salanterä (2015) mentioned similar challenges. Novice nurses faced big responsibilities early
in their careers, which caused fear and insecurity about making medical errors. This fear was
mainly driven by the feeling of having received a too theory-driven education that did not fit
the practical needs of their profession. This caused the novice nurses to feel dissatisfied with
the support of managers and colleagues and with their jobs overall. Hoeve et al. (2019)
elaborate on the challenges newly graduated nursing students face, which they call the
transitional phase. This phase is described as a shift from being a nurse to being a practicing
professional. This initial period consist of high job demands, where nurses have to deal with
more specialized medical treatments and technologies. Nursing personnel who experienced
negative emotions in this transition phase were less satisfied with their job and less committed
to the organization. However, experienced negative emotions during the transitional phase
can be minimized by providing individual guidance to novice nurses (Hoeve et al., 2019).
Kumaran & Carney (2014) also found that novice nurses are overwhelmed by this transition
process, who mentioned feeling anxious for making mistakes. Nursing personnel in the
transition phase need support and time to get used to their new working environment and to
incorporate their knowledge into practice (Kumaran & Carney, 2014). Consequently, better
guidance towards their new profession could be a considerable aspect of the future retention
of nursing personnel (Lindberg et al., 2020).
The Job Characteristics Model
Meaningfulness
The Job Characteristics Model shows that a combination of skill variety, task identity and task
significance results in the critical psychological state of ‘experiencing meaningfulness of the
job’ (Robbins et al., 2016). These dimensions have some overlap, which is why they are taken
together and categorized as ‘meaningfulness’.
Ayalew et al. (2019), who studied the relation between job satisfaction an intrinsic
motivation, found that the strongest relationship associated with job satisfaction were for “I
feel that the organization values my work” and “ I received recognition for doing good work”.
Bonenberger, Aikins, Akweongo, & Wyss (2014) found in their study that nursing personnel
had a high score on job satisfaction when they considered their own work as valuable, or that
something worthwhile was achieved with their job. Furthermore, experiencing the job
16

content to be meaningful can provide strong positive motivation (Zarei, Najafi, Rajaee, &
Shamseddini, 2016). The study from Funures et al. (2018) revealed that meaningfulness of the
job is a core argument of what makes nursing personnel stay in their jobs. Health workers in
Tanzania had similar reasons to be satisfied with their jobs: They were able to help the
community, and they considered their work as meaningful (Prytherch et al., 2012).
Wan, Zhou, Li, & Shang (2018) talk about ‘work engagement’, which is described as “a positive
work-related state of mind that is characterized by vigor, dedication, and absorption” (Bakker
& Schaufeli, 2008, p. 151). Employees with high motivation are tended to be more engaged
with their work (Putra, Cho, & Liu, 2016). High levels of work engagement were shown by
nursing personnel when they experienced their job as meaningful and worthwhile (Wan et al.,
2018). Their managers can enhance work engagement by redesigning nurses’ jobs, mostly by
addressing skill variety and task significance (Wan et al., 2018). This is in line with the findings
from Negarandeh et al. (2015), who found that especially the use of various and high-level
nursing skills has the maximum potential to motivate nursing personnel, and therefore the
significant role of job characteristics in motivating nursing personnel needs to be emphasized.
However, an often mentioned downside of using various nursing skills was that they have to
carry out tasks that are not their responsibilities (Atefi et al., 2014; Bonenberger et al., 2014;
Öztürk et al., 2006).
Job enrichment practices were the foremost motivational factors for nursing personnel
in the study from Öztürk, Bahcecik, & Baumann (2006). The specific job enrichment practices
coincide with the five core job dimensions from the Job Characteristics Model. Job
enrichments are efforts to develop a more positive work attitude by reinforcing motivational
factors, and increases job satisfaction and motivation (Kivimaki, Voutilanen, & Koskinen,
1995). Meaningfulness of the work is found to be a primary job motivator and increased when
skill variety, task identity, and task significance increased as well (Öztürk et al., 2006).
Autonomy
Autonomy is a frequently mentioned factor that influences intrinsic motivation in the articles
included in this review. More importantly, all included articles that explored the effect of
autonomy on motivation among nursing personnel found positive relations. For example, a
study from Belrhiti, van Damme, Belalia, & Marchal (2020) explored the relation between
leadership and health workers’ motivation. They found that by distributing leadership
throughout the organization and by engaging staff in decision-making, health workers’
perceived autonomy increased, which made them feel more committed to the organizational
goals. This effect is also mentioned by Atefi et al. (2014) and Utrianen & Kyngäs (2009), where
nursing personnel stated that the level of autonomy in their jobs was a major factor
influencing their job satisfaction. Poeira et al. (2019) found that the greater the professional
autonomy, the lower the nurses’ probability to leave the profession. The level of autonomy
can be maximized by providing the opportunities for nursing personnel to be involved in
decision-making (Atefi et al., 2014). Participation in decision-making can positively influence
job motivation (Almutawa, Muenjohn & Zhang, 2016). Similarly, Atefi et al. (2014) describe
that by involving nursing personnel in policy-making, their job satisfaction will flourish.
Moreover, nursing personnel in the study from Öztürk et al. (2006) reported they wanted to
be more involved in decision-making, as most of the nurses described autonomy as an
important motivational factor. Norwegian nursing personnel considered being included in
change processes within the organization to be motivating (Furunes et al., 2018). Conversely,
the nurses who were not involved in decision-making were frustrated and dissatisfied with
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their jobs (Furunes et al., 2018; Öztürk et al., 2006; Atefi et al., 2014). The included articles
reveal that insufficient levels of job autonomy can result in a decreased job motivation.
Feedback
Feedback is a frequently used HRM-instrument within hospitals and is a way of expressing
support (Giesbers, Schouteten, Poutsma, van der Heijden, & van Achterberg, 2013). Several
studies found that the most important factor to predict job satisfaction and motivation among
nursing personnel was feedback and support from supervisors and colleagues (Ayalew et al.,
2019; Zarei et al., 2016; Mathauer & Imhoff, 2006; Öztürk et al., 2006; Hoeve et al., 2019;
Tourangeau et al., 2009; Utriainen & Kyngäs, 2009). Community appreciation was also a
frequently mentioned source of motivation, especially in African study populations (Prytherch
et al., 2012; Bonenberger et al., 2014). Studies from Tourangeau & Cranley (2006) and
McCarthy et al. (2007) found that the presence of work group cohesion, which is defined as
being satisfied with co-worker relationships, was an important predictor for nurses’ intention
to remain employed.
The study from Mathauer & Imhoff (2006) provides practical examples of how
feedback from supervisors is experienced by nursing personnel in rural African areas. Their
interviews with nursing personnel revealed that almost half of the respondents perceived
their supervision as rather unhelpful and distant, mostly due to a top-down approach used by
supervisors. The feedback received was predominantly focused on particular shortcomings or
technical facets of service, which had a strong demotivating effect on nursing personnel.
Turkish nursing personnel reported they often received negative feedback on aspects
of their work, which resulted in a decreased job satisfaction (Öztürk et al., 2006). Not receiving
any feedback made them feel insignificant. Dutch nursing personnel criticized another aspect
of feedback provision (Giesbers et al., 2013). They criticize feedback on the quality of care,
which is often used to increase nursing personnel performance. However, this type of
feedback can subvert the value of work that is non-measurable, like showing compassion or
sympathizing with patients (Centrum voor Ethiek en Gezondheid, 2009). Instead of raising the
quality of care, this feedback modus may raise concerns among nursing personnel about their
competencies and will lead to demotivation (Giesbers et al., 2013).
Nevertheless, nursing personnel still considered feedback from supervisors as useful
(Atefi et al., 2014), but only when addressed differently (Mathauer & Imhoff, 2006).
Supportive nursing management provides better job satisfaction among nursing personnel
(Atefi et al., 2014). Well-expressed feedback can increase the meaningfulness of the nursing
profession and nurses’ well-being (Giesbers et al., 2013; Lindberg et al., 2020; Furunes et al.,
2018), and has a positive effect on their work engagement (Wan et al., 2018). Support from
colleagues, supervisors and physicians is crucial for retaining nursing personnel, especially
during the demanding transitional phase novice nurses go through (Hoeve et al., 2019;
Kumaran & Carney, 2014). The importance of relationships between nursing personnel and
physicians is emphasized by Utriainen & Kyngäs (2009), who stated that communication and
collaboration between both groups is crucial for creating nurses’ job satisfaction. Tourangeau
et al. (2009) asked nursing personnel in their study about the importance of their relationships
with colleagues. An often mentioned expression was ‘having a sense of belonging with a
group’. For some nurses, being part of a loyal group with valued interrelationships was the
main reason to remain employed.
Furthermore, nursing personnel became more motivated for quality improvement
when feedback was provided (Mathauer & Imhoff, 2006). Suggestions made by nursing
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personnel in the study from Mathauer & Imhof (2006) on the way supervisors provide
feedback were making feedback more supportive, instructive, needs-oriented and
participatory. Nursing personnel who were more satisfied with the recognition, support and
praise they received at work were more likely to stay at their profession (Tourangeau &
Cranley, 2006). In this way, nursing management can use feedback provision and recognition
of nurse contribution as a motivating tool (Giesbers et al., 2013; Tourangeau & Chang, 2006).

19

Table 1: Characteristics of the included articles.

AUTHOR(S) &
PUBLICATION
YEAR

TITLE OF THE
ARTICLE

STUDY
DESIGN &
POPULATION

AIM OF THE STUDY

FACTORS
INFLUENCING
MOTIVATION

KEY FINDINGS

QUALITY

AYALEW ET AL.,
2019

Understanding
job satisfaction
and motivation
among nurses in
public health
facilities in
Ethiopia: a crosssectional study

A cross-sectional
two-stage
cluster sampling
design with 500
nurses in public
health facilities
in Ethiopia.

To identify factors influencing job
satisfaction, motivation and other
associated factors among nursing
personnel in Ethiopia, in order to
improve performance and
productivity of health care
workers

Availability of
opportunities for
promotion

Recognition, professional advancement,
and features of work itself are strong
predictors of overall job satisfaction.
Creating mechanisms for supervisors and
colleagues to recognize nurses who
perform well would be an effective way to
increase job satisfaction and motivation.
Limited opportunities for training should
be expanded.

++

Health worker
motivation in
Africa: the role of
non-financial
incentives and
human resource
management
tools

Semi-structured
interviews with
99 doctors and
nurses from
public, private
and NGO
facilities in rural
areas in Kenya
and Benin.

To explore the role of nonfinancial incentives for motivation
in rural African areas, in order to
improve the development of
HRM-strategies and motivation
among health workers.

Recognition and
feedback from
supervisors and
colleagues

Non-financial incentives play an important
role in increasing motivation of health
staff. Strengthening health worker
motivation can be done by addressing
recognition, career development and
further qualification. Supervisors’
awareness is needed for them to be more
supportive, instructive, needs-oriented
and participatory.

++

Motives and
activities for
continuing
professional
development: An
exploration of
their relationships
by integrating
literature and
interview data

Semi-structured
interviews with
twenty-one
nurses from
academic and
general Dutch
hospitals.

To determine the motives for
nursing personnel to continue
their professional development.

Professional
development

Nurses have various motives for continuing
professional development, which is crucial
to maintain a skilled and motivated
workforce. The four most mentioned
motives for continuing professional
development were: to increase
competence, to comply with
requirements, to deepen knowledge, and
to enhance career development.

+++

MATHAUER &
IMHOFF, 2006

POOL, POELL.
BERINGS, & TEN
CATE, 2016

Receiving needed
training

Career
development and
further
qualification

A learning
environment
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BONENBERGER,
AIKANS,
AKWEONGO, &
WYSS, 2014

BELRHITI, VAN
DAMME,
BELALIA, &
MARCHAL, 2020

PRYTHERCH,
KAKOKO,
LESHABARI,
SAUERBORN, &
MARX, 2012

The effects of
health worker
motivation and
job satisfaction
on turnover
intention in
Ghana: a crosssectional study

A cross-sectional
survey in three
districts of the
Eastern Region
in Ghana,
containing 256
health workers.

Unravelling the
role of leadership
in motivation of
health workers in
a Moroccan
public hospital: a
realist evaluation

A document
review,
combined with a
case study
design in a smallsized Moroccan
hospital
between 2011
and 2016,
containing openended
interviews with
32 respondents.
In-depth
interviews with
35 health
workers from
health centers
with a maternity
unit in rural
Tanzania.

Maternal and
newborn
healthcare
providers in rural
Tanzania: indepth interviews
exploring
influences on
motivation,
performance and
job satisfaction

To determine the effect of
motivation and job satisfaction
on Ghanaian nurses’ turnover
intention.

To identify the relationship
between motivation of health
workers and leadership.

Career
development
Recognition of
achievement by
supervisors or
colleagues
Believing that the
own work is
valuable
Autonomy
Being able to use
abilities and skills
Perceived
supervisor
support

To determine which factors
encourage or discourage health
workers in rural Tanzanian areas,
and which factors influence their
performance and job satisfaction.

The opportunity
to learn
Meaningfulness of
the work
Community
appreciation

Nurses that were motivated and satisfied
with their jobs had lower levels of turnover
intention. Health workers were least
satisfied with their salary, professional
development, management and work
environment.

++

Complex leaders balance between
transactional, transformational and
distributed leadership. With complex
leadership, health workers are more likely
to be motivated and are more committed
to organizational goals, which may lead to
smaller retention rated and less
absenteeism.

+++

Encouraging factors for health workers
were the availability of working tools,
community appreciation, and the act of
learning. Discouraging factors were a lack
of staff, a lack of support from managers,
and a heavy workload.

++
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GIESBERS,
SCHOUTETEN,
POUTSMA, VAN
DER HEIJDEN, &
VAN
ACHTERBERG,
2013
ZAREI, NAJAFI,
RAJAEE, &
SHAMSEDDINI,
2016

NEGARANDEH,
DEHGHANNAYERI, &
GHASEMI, 2015

LINDBERG,
CARLSSON,
ENGSTRÖM,
KRISTOFFERZON,
& SKYTT, 2020

Feedback
provision, nurses’
well-being and
quality
improvement:
towards a
conceptual
framework
Determinants of
job motivation
among frontline
employees at
hospitals in
Tehran
Motivating
factors among
Iranian nurses

Nursing student’s
expectations for
their future
profession and
motivating factors
– A longitudinal
descriptive study
from Sweden

A literature
review that
integrates
literature on
strategic human
resource
management
and feedback.
A cross-sectional
study with 300
health workers
from two
general and
teaching
hospitals in
Tehran, Iran.
A cross-sectional
descriptive study
with 310 nurses
from 14
hospitals in
Tehran, Iran.

To explore the relationship
between nurses’ well-being and
quality improvement of nursing
teams

Feedback
provision

To determine the factors that
affect motivation of Iranian
health workers

Job content

A longitudinal
descriptive
design with a
qualitative
approach was
used to follow
75 nursing
students in the
beginning,
during and at the
end of their
education.

To identify the reasons why
students want to become
registered nurses and the
expectations they have from their
future profession

Meaningfulness of
the work

Career
development
Autonomy

To identify the factors that
motivate Iranian hospital nurses.

Career
development
Job characteristics
Job authority

Doing meaningful
work
Making a
difference
Guidance in
transition phase

The relationship between feedback
provision, nurses’ well-being and quality
improvement is mostly dependent of the
way managers provide feedback.

+++

Four motivational factors (support from
the management, career development,
respect for healthcare professions, and job
content) had the strongest effect on job
motivation.

++

Career development was the most
important predictor found for nurse
motivation. Furthermore, job
characteristics, job authority, and
recognition were other factors found to
have significant influence on nurse
motivation.

++

Students expected a profession with
prestige, with many career opportunities,
interesting duties and a high job
satisfaction. Factors that could strengthen
novice nurses are supportive managers
and colleagues and guidance during their
transition period. This is important to
increase the retention of nursing
personnel.

++
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FLINKMAN,
LAINE, LEINOKILPI,
HASSELHORN, &
SALANTERÄ,
2008

Explaining young
registered Finnish
nurses’ intention
to leave the
profession: A
questionnaire
survey

A literature
review and a
survey study
design
containing 147
registered
nurses from 6
hospital districts
in Finland.

To explore the reasons why
young Finnish nurses have a high
intention of leaving the
profession.

Opportunities for
development

ATEFI,
ABDULLAH,
WONG, &
MAZLOM, 2014

Factors
influencing
registered nurses’
perception of
their overall job
satisfaction: a
qualitative study

Semi-structured
interviews with
85 nurses from a
large hospital in
Mashhad, Iran.

To identify the factors influencing
Iranian nurses’ job satisfaction
and job dissatisfaction.

Support from
colleagues and
managers

Job satisfaction

Using skills and
knowledge
Autonomy
Professional
development

WAN, ZHOU, LI,
& SHANG, 2018

Associations of
organizational
justice and job
characteristics
with work
engagement
among nurses in
hospitals in China

A cross-sectional
survey with
1,065 nurses
from seven
hospitals in
Beijing, China.

To explore what can be done
improve engagement of nursing
personnel by looking at job
characteristics.

Having a
meaningful and
worthwhile job
Job feedback

More than 25% of the respondents
reported they considered leaving the
profession. Some explanatory factors for
the intention to leave the nursing
profession were low job satisfaction,
inadequate salary, work demands and
fluctuating working hours. Support from
colleagues and managers and
opportunities for development can
motivate nursing personnel.

+++

The factors that increased the job
satisfaction were helping patients and
having support from colleagues. Factors
that caused nursing personnel to be
dissatisfied with their jobs were salary,
high workloads, shortages of supplies and
medical equipment, not having a clear job
description, non-supportive managers and
a lack of opportunities for promotion and
development.

++

Work engagement can be improved by
redesigning job characteristics, especially
job feedback, skill variety and task
significance. By improving this, healthcare
managers can mobilize the limited nurse
workforce to increase productivity, ensure
high quality of care and decrease the
intention to leave.

+++
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ÖZTÜRK,
BAHCECIK, &
BAUMANN, 2006

Nursing
Satisfaction and
Job Enrichment in
Turkey

A cross-sectional
survey with 368
nurses from a
training and
research hospital
operated by the
Turkish Republic
Ministry of
Health.

To explore nurses’ perceptions of
and attitudes towards job
enrichment and work motivation.

Job
meaningfulness
Autonomy
Feedback

TOURANGEAU,
CUMMINGS,
CRANLEY,
FERRON, &
HARVEY, 2009

Determinants of
hospital nurse
intention to
remain
employed:
broadening our
understanding

A descriptive
study with 13
focus groups
containing 78
nurses from
hospitals in
Alberta and
Ontario, Canada.

To identify the factors that
influence the intention to remain
employed of nursing personnel.

Manager ability
and support

CHAN &
MORRISON, 2000

Factors
influencing the
retention and
turnover
intentions or
registered nurses
in a Singapore
hospital

A cross-sectional
survey with 114
registered
nurses from a
major hospital in
Singapore.

To explore which factors
contribute to the retention and
turnover intentions of nursing
personnel, in order to design
retention strategies.

Ability to use
nursing skills

Work group
relations and
cohesion

Autonomy
Liking the work

All of the five core job dimensions (skill
variety, task identity, task significance,
autonomy, feedback) of the job
enrichment theory were found to be
important to motivate nurses. The
majority of the participants considered the
meaningfulness of their job as a primary
motivator. Many nurses found job
autonomy important, but reported that
they didn’t have much autonomy. Other
participants reported that receiving
feedback was important to them, but not
receiving any feedback made them feel
insignificant.

+++

The most important factors that had a
significant influence on the intention to
remain employed were job satisfaction,
the support of the manager and the
relationship with co-workers. This suggests
that the intention to remain employed can
be positively influenced by focusing on
relationship-building strategies.

+++

Nurses with longer years of experience
were more likely to stay. A higher
proportion of nurses with little experience
reported they would leave. More
experienced nurses may also be
unsatisfied with their jobs, but do not
leave for they perceive it to be too late to
change careers. Having autonomy
influenced the decision to stay or leave, as
well as the having the capacity to utilize
one’s nursing skills.

++
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POEIRA,
MAMEDE, &
MARTINS, 2019

HOEVE,
BROUWER,
ROODBOL, &
KUNNEN, 2018

FURUNES,
KAKTVEIT, &
AKERJORDET,
2018

Predictors for
changing to a
non-nursing
profession

A cross-sectional
survey with 463
nurses from
public and
private hospitals
in Porto,
Portugal.

To identify the reasons for having
the intention to leave the nursing
profession.

The importance
of contextual,
relational and
cognitive factors
for novice nurses’
emotional state
and affective
commitment to
the profession. A
multilevel study

A longitudinal
study design
with 18 novice
nurses (inclusion
criteria were a
Bachelor’s
degree, aged
under 30, with
no more than 1
year of working
experience) in a
Dutch University
Medical Centre.

To investigate whether
contextual, relational and
cognitive factors from nurses’
work experiences are related to
positive or negative emotions.

Health-promoting
leadership: A
qualitative study
from experienced
nurses’
perspective

Semi-structured
interviews with
12 registered
nurses who
worked in
homecare
nursing in the
same Norwegian
municipality.

To identify the understanding and
experiences of nurses with
health-promoting working
environment and healthpromoting leadership.

Career
progression
Professional
satisfaction
Professional
autonomy
Support from
colleagues,
supervisors and
physicians
Receiving
feedback
Guidance during
the “transition
phase”

Participate in
decision-making
Professional
development
Social support
Meaningfulness of
the job

Nurses working in the public sector were
more likely to change profession, which
may be due to the lack of career
opportunities. Furthermore, professional
satisfaction and autonomy were essential
motivators for nursing personnel. These
motivators directly influenced the
likelihood to leave the profession.
Support and feedback from colleagues,
supervisors and physicians is highly related
to novice nurses’ commitment and
emotional state. Furthermore, adequate
guidance during the transition phase of
novice nurses will enable nurses to deal
with the complexity of their work
environment and to develop professional
commitment. Paying more attention to
novice nurses’ well-being can be done by
offering praise or asking how they are
doing.

++

A health-promoting leader has three main
qualities, according to the nurses in this
study. First, a nurse leader should be
seeing, listening, showing care and giving
constructive feedback. Second, a nurse
leader should promote professional
development. Third, a nurse leader should
take care of the nurses’ experienced
meaningfulness at work. This will enable
nursing personnel to tackle challenges in
their health care setting.

+++

+++
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YANG, LIU, LIU, &
ZHANG, 2015

The impact of
work support and
organizational
career growth on
nurse turnover
intention in China

A cross-sectional
survey with 526
nurses who
worked in 8
teaching
hospitals in
Tianjin, China.

To investigate the effect of
support at work and career
advancement on the degree of
nurses’ turnover intention.

Career growth

TOURANGEAU &
CRANLEY, 2006

Nurse intention
to remain
employed:
understanding
and
strengthening
determinants

A descriptive
survey design
with 8456
registered
nurses from 75
acute care
hospitals in
Ontario, Canada.

To identify the determinants of
nurses’ intention to stay at their
jobs.

Praise and
recognition

Role transition
from student
nurse to staff
nurse: Facilitating
the transition
period

Semi-structured
interviews with
10 newly
qualified nurses,
working in an
Academic
Teaching
Hospital in
Dublin, Ireland.

To identify the factors that have
an influence on the experiences
of newly qualified nurses in the
transition from student nurse to
nurse staff.

Guidance in
transition phase

KUMARAN &
CARNEY, 2014

Work support

Co-worker
relationships/
Work group
cohesion

Supportive staff

This study showed that the nurses’
turnover intention could be decreased by
strengthening work support and career
growth. When nurses felt they had support
from their organization, they were more
likely to stay in the profession. Possibilities
for career growth also influenced health
worker motivation, which reduced the
likelihood of turnover.

++

Four significant predictors for nurses’
turnover intention were found. The overall
job satisfaction could be improved by
focusing on praising and recognizing
nursing personnel by the supervisors and
by improving work group cohesion. Nurse
manager ability and support had an effect
on job satisfaction and therefore an
indirect effect on nurses’ intention to
leave.

+++

This study is about the difficulties nursing
personnel face in the transition phase. The
need for support and time to adjust to
their new role are the most important
factors for nurses to ease the transition
process. Strong and supportive work
environments are needed to facilitate the
transition phase.

++
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FLINKMAN,
SALANTERÄ,
2015

Early career
experiences and
perceptions – a
qualitative
exploration of the
turnover of young
registered nurses
and intention to
leave the nursing
profession in
Finland

Semi-structured
interviews with
15 registered
nurses from a
public
healthcare
center in
Finland.

To increase knowledge about the
reasons for young registered
nurses to leave the profession
and why this is often happening
early in their careers.

Poor practice
environment

MCCARTHY,
TYRRELL, &
LEHANE, 2007

Intention to
‘leave’ or ‘stay’ in
nursing

A cross-sectional
design with
questionnaires
distributed to
352 registered
nurses from 10
hospitals in
Ireland.

To explore the relationship
between job satisfaction, kinship
responsibilities and intention to
leave or to stay on the job among
nursing personnel.

Job satisfaction

UTRIAINEN &
KYNGÄS, 2009

Hospital nurses’
job satisfaction: a
literature review

A literature
review with 21
peer-reviewed
studies.

To identify the factors that have a
positive influence on nurses’ job
satisfaction

Interpersonal
relationships

Lack of support,
orientation and
mentoring

Group cohesion

Autonomy
Supportive
leadership

This study found that young nurses were
dissatisfied with opportunities for
professional development and managerial
support. Furthermore, the support during
the transition from being a nursing student
to being a professional is considered poor.
These factors are contributing to the
outflow of young nursing personnel and
can be toned down or even avoided.

+++

Many registered nurses in this study had
strong intentions to leave their profession.
The main predictor for the intention to
leave were being dissatisfied with their
jobs. Nurses were more likely to stay when
they experienced group cohesion among
their co-workers.

++

The factors that influence nurses’ job
satisfaction the most in a positive way are
having autonomy and adequate
interpersonal relationships. Supportive
leadership was the second major positive
influence on nurses’ job satisfaction. Job
satisfaction in turn predicts the level of
intentions to leave or stay on the job.
Therefore, it is important to focus on
strategies that promote job satisfaction to
counter the outflow of nursing personnel
worldwide.

++
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5. Discussion
The elements from the strategic HRM-perspective and the Job Characteristics model are used
as theoretical guidance to find ways of enhancing nurses’ job satisfaction and intrinsic
motivation. In general, there are many similarities between the results of the included articles.
Several studies found that experienced meaningfulness of the job directly influenced nurses’
job satisfaction (Ayalew et al., 2019; Bonenberger et al., 2014; Furunes et al., 2018; Wan et
al., 2018; Öztürk et al., 2006). The level of autonomy is another frequently mentioned factor
that influences motivation and is often linked to being able to participate in decision-making
(Belrhiti et al., 2020; Atefi et al., 2014; Almutawa et al., 2016; Furunes et al., 2018). The
suggested action for increasing autonomy from the Job Characteristics Model in Figure 3 was
to expand jobs vertically. Yang et al. (2015) talked about similar action on expanding jobs
vertically and horizontally, which had a positive effect on nurses’ retention rate,
meaningfulness and job satisfaction. By expanding jobs vertically and horizontally, nursing
personnel will have more job opportunities, feel like they have a meaningful job, increases the
level of autonomy, and will eventually lead to retaining more personnel.
Furthermore, the presence of job opportunities at work (Negarandeh et al., 2015; Atefi
et al., 2014), nursing personnel possessing the required knowledge and skills (Furunes et al.,
2018; Özturk et al., 2006; Prytherch et al., 2012), and guidance during the novice nurses’
transition period (Lindberg et al., 2020; Flinkman & Salantera, 2015; Hoeve et al., 2019;
Kumaran & Carney, 2014) are other common factors that contributed to nurses’ job
satisfaction and overall motivation. By far the most recurring factor that influenced motivation
and job satisfaction was feedback and support from supervisors and colleagues: fifteen
articles showed its importance on motivating nursing personnel (e.g. Mathauer & Imhoff,
2006; Zarei et al., 2016; Atefi et al., 2014; Hoeve et al., 2018). Lastly, inadequate guidance
during the initial working period of novice nurses resulted in them feeling dissatisfied with
their jobs (Flinkman & Salanterä, 2015; Hoeve et al., 2019; Kumaran & Carney).
Additionally, some of these elements show overlap or influence each other. For
example, the level of ‘abilities’, which was about nursing personnel possessing the required
knowledge and skills, determines the prospect for job opportunities among nursing personnel
(Öztürk et al., 2006). Prospects for job opportunities among nursing personnel, in turn,
increased the perceived meaningfulness of their jobs (Yang et al., 2015) and is related to the
level of participation in decision-making (Atefi et al., 2014). Similarly, the level of feedback and
support from supervisors and colleagues affected the experienced meaningfulness of the job
(Giesbers et al., 2013; Lindberg et al., 2020; Furunes et al., 2018) and is of great importance
during the transition period of novice nurses (Hoeve et al., 2019; Kumaran & Carney, 2014).
To clarify the relationship between the elements, a graphical representation is made in Figure
7. What should be mentioned is that some included articles use ‘job satisfaction’ as their
outcome variable. As stated in the introduction of this review, job satisfaction and intrinsic
motivation act jointly. Therefore, job satisfaction and intrinsic motivation are placed together
in this review and in Figure 7. As seen in Figure 7, the separate elements influence not only
job satisfaction and intrinsic motivation, but some also influence each other. Therefore, it is
important to take into account all separate elements to improve the job satisfaction and
intrinsic motivation of nursing personnel in order to retain them.
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However, increasing the levels of the separate elements will not directly increase
intrinsic motivation and job satisfaction, and retain more nursing personnel. Certain
conditions need to be attached to some elements. For example, Negarandeh et al. (2015)
found that especially the use of various and high-level nursing skills has the maximum
potential to motivate nursing personnel, but many nurses reported having to do other tasks
they consider not as their responsibility (Atefi et al., 2014; Bonenberger et al., 2014; Öztürk et
al., 2006). Figure 3 shows the suggested action ‘combine tasks’, which has the potential to
positively affect ‘skill variety’ and ‘task identity’ when implemented correctly. This emphasizes
the need for a clear distinction between ‘working with a variety of skills’ and having to perform
non-nursing tasks, to actually improve nurses’ intrinsic motivation and job satisfaction.

Figure 7: Factors influencing nurses’ job satisfaction and intrinsic motivation.
Note: The narrow arrows reflect the effects of separate elements on other elements, which indicate
indirect effects on nurse retention The thick arrows show the effect of separate elements on job
satisfaction & intrinsic motivation, which has a direct effect on nurse retention.

Receiving feedback from supervisors and colleagues is another important factor
influencing intrinsic motivation and job satisfaction of nursing personnel, but it is often
provided in the wrong way or can be experienced as criticism. Feedback on performance is
essential for cost-effectiveness in the health care sector. However, nursing personnel stated
that some performances cannot and should not be measured based on cost-effectiveness, but
require a more humane assessment (Giesbers et al., 2013). Comforting patients and showing
compassion and empathy for patients is important for the experienced quality of care of
patients, and is an essential part of the profession and the people who practice it. For this
reason, feedback provision should be more supportive, instructive and needs-oriented, and
can be improved by offering feedback training. This is in line with the suggested action in
Figure 3 for improving feedback provision: ‘open feedback channels’.
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Limitations
This systematic literature review has some potential limitations. First of all, included studies
that contained an African study population often found salary as an important predictor of
nurses’ job satisfaction and motivation. This was not mentioned in the result section, because
the focus of this review was on non-financial incentives. However, this does not alter that
raising salary would make positive contributions to nursing personnel’s motivation when this
is repeatedly reported to be of influence (Atefi et al., 2014; Ayalew et al., 2019; Mathauer &
Imhoff, 2006; Bonenberger et al., 2014; Prytherch et al., 2012; Negarandeh et al., 2015;
Flinkman et al., 2008). Another limitation of using articles with study populations from
developing countries is that working and living conditions and fundamental differences in
health care systems were of great influence on nurses’ motivation and job satisfaction
(Mathauer & Imhoff, 2006). Lack of supplies and equipment, limited access to schooling and
the existence of HIV/AIDS were factors in developing countries that endangered nurses’
motivation and job satisfaction. Comparisons between nursing personnel that face these living
conditions and Dutch nursing personnel affect the validity of this review. Using cross-sectional
studies also has certain limitations: no causality can be established. However, the articles used
in this review containing study populations from all over the world reported similar factors
influencing their motivation and job satisfaction. This implies that global differences in the
nature of health care systems and working and living conditions practically made no difference
in ways of improving intrinsic motivation and job satisfaction. However, more research needs
to be done to identify the factors enhancing intrinsic motivation in the specific context of
Dutch nursing personnel. This can be done by carrying out an extensive qualitative study
among Dutch nursing personnel on factors influencing their intrinsic motivation and job
satisfaction.
Practical implications
In this review, the focus was on non-financial incentives. However, some articles did mention
salary as a motivational factor. These articles were mostly conducted in developing countries,
where nursing personnel can hardly survive from their paycheck, but articles on nursing
personnel from Finland and Turkey also mentioned salary as significant motivator. Nursing
salaries do not align with the responsibilities and risks of the profession, which becomes even
more apparent in times of a pandemic. Nursing personnel from all over the world are seriously
endangered in the fight against the corona virus, but the emergence of a deadly virus finally
gave Dutch nursing personnel the appreciation they deserve from the Dutch population.
Appreciation only through applauding, however, because structural salary increases could not
be arranged by the Dutch government. This review showed that non-financial incentives can
make major improvements in the motivation and satisfaction of nursing personnel. Many
people will lose their jobs because of the corona crisis and some of them could be potentially
retrained to work in the health care sector. More nursing personnel in the Netherlands is
strictly necessary to continue to take care of an ageing population. For this to succeed, the
health care sector and the nursing profession have to be made more attractive. Adequate
implementation of the described elements in this systematic literature review has the
potential to influence intrinsic motivation and job satisfaction, which will make nursing
personnel less likely to leave the profession and will make the profession more attractive.
Advising Dutch health care managers on possible changes in the nursing profession with
the results found in this systematic literature review was the initial goal. However, many of
these changes cannot be brought about by the managers alone. The Dutch government also
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has an important role to play in this and will have to take appropriate measures and allocate
more financial resources to address the elements influencing nurses’ job satisfaction and
intrinsic motivation.

6. Conclusion
The main purpose of this systematic literature review was to identify the factors that influence
the intrinsic motivation and job satisfaction of nursing personnel, in order to determine the
most effective ways to retain them. Based on the findings of the included articles in this
review, the following elements should be enhanced by Dutch health care managers and the
Dutch government: The competence and skills of nursing personnel, the extension of jobs
both vertically and horizontally, feedback channels and guidance to novice nursing personnel
during the transition period. Recommendations for future research would be an extensive
qualitative study among Dutch nursing personnel on factors that influence their intention of
leaving the profession. In the context of the growing demand for care, necessary changes must
be made in the Dutch health care sector in order to retain more nursing personnel. The
proposed adjustments in this review to enhance the intrinsic motivation and job satisfaction
among nursing personnel seem highly feasible. Improving nurses’ job satisfaction and
motivation would be a first step towards a cure for the health care system.

31

References
Adams, A., & Bond, S. (2000). Hospital nurses’ job satisfaction, individual and organizational
characteristics. Journal of Advanced Nursing, 32(3), 536–543.
https://doi.org/10.1046/j.1365-2648.2000.01513.x
Afolabi, A., Fernando, S., & Bottiglieri, T. (2018). The effect of organisational factors in
motivating healthcare employees: a systematic review. British Journal of Healthcare
Management, 24(12), 603–610. https://doi.org/10.12968/bjhc.2018.24.12.603
Ahammad, M. F., Glaister, K. W., Weber, Y., & Tarba, S. Y. (2012). Top management
retention in cross-border acquisitions: the roles of financial incentives, acquirer’s
commitment and autonomy. European Journal of International Management, 6(4), 458-480.
Atefi, N., Abdullah, K. L., Wong, L. P., & Mazlom, R. (2014). Factors influencing registered
nurses perception of their overall job satisfaction: a qualitative study. International Nursing
Review, 61(3), 352–360. https://doi.org/10.1111/inr.12112
Ayalew, F., Kibwana, S., Shawula, S., Misganaw, E., Abosse, Z., van Roosmalen, J.,
Stekelenburg, J., Mi Kim, Y., Teshome, M., Mariam, D. W. (2019). Understanding job
satisfaction and motivation among nurses in public health facilities of Ethiopia: a crosssectional study. BMC Nursing, 18(1), 46–57. https://doi.org/10.1186/s12912-019-0373-8
Bakker, A. B., & Schaufeli, W. B. (2008). Positive organizational behavior: engaged employees
in flourishing organizations. Journal of Organizational Behavior, 29(2), 147–154.
https://doi.org/10.1002/job.515
Belrhiti, Z., Van Damme, W., Belalia, A., & Marchal, B. (2020). Unravelling the role of
leadership in motivation of health workers in a Moroccan public hospital: a realist
evaluation. BMJ Open, 10(1), e031160. https://doi.org/10.1136/bmjopen-2019-031160
Benson, S., & Dundis, S. (2003). Understanding and motivating health care employees:
integrating Maslow’s hierarchy of needs, training and technology. Journal of Nursing
Management, 11(5), 315–320. https://doi.org/10.1046/j.1365-2834.2003.00409.x
Bonenberger, M., Aikins, M., Akweongo, P., & Wyss, K. (2014). The effects of health worker
motivation and job satisfaction on turnover intention in Ghana: a cross-sectional
study. Human Resources for Health, 12(1), 43–52. https://doi.org/10.1186/1478-4491-12-43
Boselie, P. (2010). High performance work practices in the health care sector: a Dutch case
study. International Journal of Manpower, 31(1), 42–58.
https://doi.org/10.1108/01437721011031685
Boselie, P., Leisink, P., & Vandenabeele, W. (2011). Human Resources Management. In
Noordegraaf, M., Geuijen, K. & A. Meijer (Red). Handboek Public Management. The Hague:
Boom Lemma, 315-337.

32

Centraal Bureau voor de Statistiek. (2019). Arbeidsmarkt zorg en welzijn [Dataset]. Retrieved
from https://www.cbs.nl/nl-nl/dossier/arbeidsmarkt-zorg-en-welzijn
Centraal Bureau voor de Statistiek. (2020). Vacatures [Dataset]. Retrieved from
https://www.cbs.nl/nl-nl/visualisaties/dashboard-arbeidsmarkt/vacatures
Centrum voor Ethiek en Gezondheid. (2009, November). Dilemma’s van verpleegkundigen en
verzorgenden. Retrieved from
https://www.ceg.nl/binaries/ceg/documenten/signalementen/2009/11/26/dilemma’s-vanverpleegkundigen-enverzorgenden/Dilemmas+van+verpleegkundigen+en+verzorgenden.pdf
Chen, D. Y., Wu, S. W., Chen, Y. C., & Wang, G. X. (2019). Factors associated with public
health nurses' burnout from the perspective of job demands-resources model: public service
motivation as a moderator. Taiwan Gong Gong Wei Sheng Za Zhi, 38(5), 478-497.
Dave, D. S., Dotson, M. J., Cazier, J. A., Chawla, S. K., & Badgett, T. F. (2011). The impact of
intrinsic motivation on satisfaction with extrinsic rewards in a nursing environment. Journal
of Management & Marketing in Healthcare, 4(2), 101–107.
https://doi.org/10.1179/175330311x12943314049493
Federici, R. A., & Skaalvik, E. M. (2012). Principal self-efficacy: relations with burnout, job
satisfaction and motivation to quit. Social Psychology of Education, 15(3), 295–320.
https://doi.org/10.1007/s11218-012-9183-5
Flinkman, M., Laine, M., Leino-Kilpi, H., Hasselhorn, H.-M., & Salanterä, S. (2008). Explaining
young registered Finnish nurses’ intention to leave the profession: A questionnaire
survey. International Journal of Nursing Studies, 45(5), 727–739.
https://doi.org/10.1016/j.ijnurstu.2006.12.006
FNV. (2019, December 17). Onderhandelaarsakkoord ziekenhuizen [Press release]. Retrieved
15 May 2020, from https://www.fnv.nl/nieuwsbericht/sectornieuws/zorgwelzijn/2019/12/onderhandelaarsakkoord-ziekenhuizen
Furunes, T., Kaltveit, A., & Akerjordet, K. (2018). Health-promoting leadership: A qualitative
study from experienced nurses’ perspective. Journal of Clinical Nursing, 27(24), 4290–4301.
https://doi.org/10.1111/jocn.14621
Giesbers, A. P. M., Schouteten, R. L. J., Poutsma, E., van der Heijden, B. I. J. M., & van
Achterberg, T. (2013). Feedback provision, nurses’ well-being and quality improvement:
towards a conceptual framework. Journal of Nursing Management, 23(5), 682–691.
https://doi.org/10.1111/jonm.12196
Grah, B., Dimovski, V., Colnar, S., & Bogataj, D. (2019). Modelling the nurses employment
dynamics in the ageing society. IFAC-PapersOnLine, 52(25), 219–224.
https://doi.org/10.1016/j.ifacol.2019.12.476

33

Hackman, J. R., & Oldham, G. (1976). Motivation through the design of work: Test of a
theory. Organizational behavior and human performance, 16(2), 250-279.
Hagenaars, L. L., Harbers, M. M., Achterberg, P. W., van den Brink, C. L., & Jeurissen, P. P. T.
(2018). The Dutch healthcare system in an international perspective (2018–0066). Retrieved
from https://www.rivm.nl/publicaties/nederlandse-gezondheidszorgsysteem-ininternationaal-perspectief#abstract_en
Hassmiller, S.B. and Cozine, M. (2006). Addressing the nurse shortage to improve the quality
of patient care. Health Affairs, 25(1), 268-274.
Hoeve, Y. ten, Brouwer, J., Roodbol, P. F., & Kunnen, S. (2018). The importance of
contextual, relational and cognitive factors for novice nurses’ emotional state and affective
commitment to the profession. A multilevel study. Journal of Advanced Nursing, 74(9),
2082–2093. https://doi.org/10.1111/jan.13709
Jansen, R. (2019). ’Verzorgenden onderschatten hun waarde en macht,. TvV Tijdschrift Voor
Verzorgenden, 51(11–12), 10–14. https://doi.org/10.1007/s41183-019-0063-3
Kang, J. H., Kim, C. W., & Lee, S. Y. (2016). Nurse-perceived patient adverse events depend
on nursing workload. Osong public health and research perspectives, 7(1), 56-62.
Kivimaki, M., Voutilainen, P., & Koskinen, P. (1995). Job enrichment, work motivation, and
job satisfaction in hospital wards: testing the job characteristics model. Journal of Nursing
Management, 3(2), 87–91. https://doi.org/10.1111/j.1365-2834.1995.tb00086.x
Knies, E., & Leisink, P. (2014). Leadership behavior in public organizations: A study of
supervisory support by police and medical center middle managers. Review of Public
Personnel Administration, 34(2), 108-127.
Kumaran, S., & Carney, M. (2014). Role transition from student nurse to staff nurse:
Facilitating the transition period. Nurse Education in Practice, 14(6), 605–611.
https://doi.org/10.1016/j.nepr.2014.06.002
Kuper, A., Lingard, L., & Levinson, W. (2008). Critically appraising qualitative
research. BMJ, 337(3), 1035–1039. https://doi.org/10.1136/bmj.a1035
Leisink, P., & Steijn, B. (2009). Public service motivation and job performance of public sector
employees in the Netherlands. International Review of Administrative Sciences, 75(1), 35–52.
https://doi.org/10.1177/0020852308099505
Lindberg, M., Carlsson, M., Engström, M., Kristofferzon, M.-L., & Skytt, B. (2020). Nursing
student’s expectations for their future profession and motivating factors – A longitudinal
descriptive study from Sweden. Nurse Education Today, 84, 104–118.
https://doi.org/10.1016/j.nedt.2019.104218

34

Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of industrial and
organizational psychology. Chicago: RandMc Narlly.
Lyons, S. T., Duxbury, L. E., & Higgins, C. A. (2006). A comparison of the values and
commitment of private sector, public sector, and parapublic sector employees. Public
administration review, 66(4), 605-618.
Markos, S., & Sridevi, M. S. (2010). Employee engagement: The key to improving
performance. International journal of business and management, 5(12), 89.
Mathauer, I., & Imhoff, I. (2006). Health worker motivation in Africa: the role of non-financial
incentives and human resource management tools. Human Resources for Health, 4(1), 24–
36. https://doi.org/10.1186/1478-4491-4-24
McCoy, D., & Brikci, N. (2010). Taskforce on innovative international financing for health
systems: what next?. Bulletin of the World Health Organization, 88, 478-480.
Messersmith, J. G., Patel, P. C., Lepak, D. P., & Gould-Williams, J. S. (2011). Unlocking the
black box: Exploring the link between high-performance work systems and
performance. Journal of Applied Psychology, 96(6), 1105–1118.
https://doi.org/10.1037/a0024710
Ministerie van Algemene Zaken. (2017, December 4). Kamerbrief over aanpak arbeidsmarkt
zorg. Retrieved from
https://www.rijksoverheid.nl/documenten/kamerstukken/2017/12/01/kamerbrief-overaanpak-arbeidsmarkt-zorg
Ministerie van Volksgezondheid, Welzijn & Sport. (2018, December 3). Beantwoording
Kamervragen over het bericht ‘Veel inzet onbevoegd personeel in zorg’. Retrieved 2 July
2020, from
https://www.rijksoverheid.nl/binaries/rijksoverheid/documenten/kamerstukken/2018/12/0
3/beantwoording-kamervragen-over-het-bericht-‘veel-inzet-onbevoegd-personeel-inzorg’/beantwoording-kamervragen-over-het-bericht-‘veel-inzet-onbevoegd-personeel-inzorg’.pdf
Ministerie van Volksgezondheid, Welzijn en Sport. (2016). Het Nederlandse zorgstelsel.
Retrieved from
https://www.rijksoverheid.nl/binaries/rijksoverheid/documenten/brochures/2016/02/09/he
t-nederlandse-zorgstelsel/het-nederlandse-zorgstelsel.pdf
Negarandeh, R., Dehghan-Nayeri, N., & Ghasemi, E. (2015). Motivating factors among Iranian
nurses. Iranian Journal of Nursing and Midwifery Research, 20(4), 436–441.
https://doi.org/10.4103/1735-9066.161011
Öztürk, H., Bahcecik, N., & Baumann, S. L. (2006). Nursing Satisfaction and Job Enrichment in
Turkey. Nursing Science Quarterly, 19(4), 360–365.
https://doi.org/10.1177/0894318406293122

35

Poeira, A., Mamede, R., & Martins, M. (2019). Predictors for changing to a non-Nursing
profession. Revista de Enfermagem Referência, 4(22), 73–84.
https://doi.org/10.12707/riv19010
Pool, I. A., Poell, R. F., Berings, M. G. M. C., & ten Cate, O. (2016). Motives and activities for
continuing professional development: An exploration of their relationships by integrating
literature and interview data. Nurse Education Today, 38, 22–28.
https://doi.org/10.1016/j.nedt.2016.01.004
Prytherch, H., Kakoko, D. C. V., Leshabari, M. T., Sauerborn, R., & Marx, M. (2012). Maternal
and newborn healthcare providers in rural Tanzania: in-depth interviews exploring
influences on motivation, performance and job satisfaction. Rural and Remote Health, 12(3),
13–27. Retrieved from https://www.rrh.org.au/journal/article/2072
Putra, E. D., Cho, S., & Liu, J. (2016). Extrinsic and intrinsic motivation on work engagement
in the hospitality industry: Test of motivation crowding theory. Tourism and Hospitality
Research, 17(2), 228–241. https://doi.org/10.1177/1467358415613393
Putters, K. (2000). Hindermacht bij publiek-privaat besturen in de zorg. Christen
democratische verkenningen, 18-27.
Rashid, S., & Rashid, U. (2012). Work motivation differences between public and private
sector. American International Journal of Social Science, 1(2), 24-33.
Robbins, S.P., de Cenzo, D.A., Coulter, M., & DeCenzo, D.A. (2016). Fundamentals of
Management. London, United Kingdom: Pearson Higher Education & Professional Group.
Saleem, S. (2011). The Impact of Financial Incentives on Employees Commitment. European
Journal of Business and Management, 3(4), 258-266.
Schaufeli, W. B., Bakker, A. B., & Van Rhenen, W. (2009). How changes in job demands and
resources predict burnout, work engagement, and sickness absenteeism. Journal of
Organizational Behavior, 30(7), 893–917. https://doi.org/10.1002/job.595
Schaufeli, W.B. & Taris, T.W. (2013). Het job demands-resources model: Overzicht en
kritische beschouwing. Gedrag & Organisatie, 26, 182-204.
Shields, M. A., & Ward, M. (2001). Improving nurse retention in the National Health Service
in England: the impact of job satisfaction on intentions to quit. Journal of Health
Economics, 20(5), 677–701. https://doi.org/10.1016/s0167-6296(01)00092-3
Stratton, T. D., Dunkin, J. W., Juhl, N., & Geller, J. M. (1995). Retainment incentives in three
rural practice settings: variations in job satisfaction among staff registered nurses. Applied
Nursing Research, 8(2), 73-80. https://doi.org/10.1016/S0897-1897(95)80514-1
Stum, D.L. (2001). Maslow revisited: Building the employee commitment pyramid. Strategy
and Leadership, 29(4), 4-9.
Toode, K., Routasalo, P., Helminen, M., & Suominen, T. (2014). Hospital nurses’ work
motivation. Scandinavian Journal of Caring Sciences, 29(2), 248–257.
https://doi.org/10.1111/scs.12155

36

Tourangeau, A. E., & Cranley, L. A. (2006). Nurse intention to remain employed:
understanding and strengthening determinants. Journal of Advanced Nursing, 55(4), 497–
509. https://doi.org/10.1111/j.1365-2648.2006.03934.x
Tréhu, J. (2017). The Shaky Foundations of Millennials’ Basic Human Needs. Society, 54(6),
533–534. https://doi.org/10.1007/s12115-017-0184-z
Vanbelle, E., De Witte, H., Moerenhout, E., Vandenbroeck, S., Vanhaecht, K., & Godderis, L.
(2013). Burn-out in de zorg: afbakening en overzicht van oorzaken en gevolgen. M. Van der
Borght (Red.), Handboek HR in de zorg-Beleid en praktijk, 1-19.
Wan, Q., Zhou, W., Li, Z., & Shang, S. (2018). Associations of Organizational Justice and Job
Characteristics with Work Engagement Among Nurses in Hospitals in China. Research in
Nursing & Health, 41(6), 555–562. https://doi.org/10.1002/nur.21908
Yang, Y., Liu, Y. H., Liu, J. Y., & Zhang, H. F. (2015). The impact of work support and
organizational career growth on nurse turnover intention in China. International Journal of
Nursing Sciences, 2(2), 134–139. https://doi.org/10.1016/j.ijnss.2015.04.006
Zarei, E., Najafi, M., Rajaee, R., & Shamseddini, A. (2016). Determinants of job motivation
among frontline employees at hospitals in Tehran. Electronic Physician, 8(4), 2249–2254.
https://doi.org/10.19082/2249

37

