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ABSTRACT ~ - o2

¢

Jhe pm‘pose of this sw was to ;Mm Job safis faction e

for Di nectors of Nuning in Western Ganada. Speci fically, 1t was
desimed to i dentify those job facets wnich contrfbuted to Jeb”
satisfaction and ditsatisfaction as well as to detem1ne if any N
relationShips existed petween Job fauet satisfaction and selected

- variables related to organizational. personal-s cial and professional

characteristics of nespondents In addition theﬁpplicabﬂity of
Herzberg s two-factor theory to this sample was explored.
The study's population consisted of 141 Directors of Nursing

' of health~care 1nstitutions contafning 100 or npre pat'lent beds within ‘

~ the pmvinoes of British Co'lunbia,\Mberta Saskatchewan and Fﬁnitoba

The study sanple consisted of 118 administrators 'who retumed usable

questi onnai res. N
- Data were collected whici reﬂected the- respondents'

, organ‘lzational personal-social and professional eharacteristi&
' Respondents were requested to rate how satisfied they were with forty-

six jeb facets and how important theseé were to their Job satisﬁactim

~ In addition, respondents were nequested to identi fy which as#ectg of

their Job. contributed mst to their job satisfact‘lon and LA

dissatisfaction ,
\ The results of the 1nvestigat10n revealed that Di ctors ¢ of

o , Nursing in uestern Canada wene mocbrately satisﬂed in theﬁ&:obs. A

number of aspects 1dent1 fied by the respondents as contribut g to

dissatisfaction were nonavaﬂabi th of pmvisfons ‘for sab&ticalg
leave. mmnabm &of smpdrt staff and- port'lon of m@ devoted to

{ ‘ Y

~
o
. ';(
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" Job, competence ¢

' ‘addY™ian, involvement in @
feelings _toward the | job.

administrators in di fferent provinces : ,‘ s . \

. \ I \

f e

: \ \’ &

to introduce new-:i as wer% important to th .ir Job satisf ction In
Hributed to ptrsitive

I:’. and support of staff in theiil attenpts

|
| R

| Dinectors 0 Nursin in Psychiatric ireatment fac’iities were

|

least satis ied wi their Jo is when compared other resi{ondents

!

.from instititions j various s"fzes . Directors|of Nursing in British

Columbia wére -the st satisfi#d group in te of their wo Xing

\
comparison of satisfaction with :job factors was | done among |

\
Hhen asked to| describe the situ&tions which contributbd most

to job satisfaction. spondents indicated that aspects of the work
itself, interpersona'l lationships and nesponsibﬂity contributed to
overa]l Job satisfaction. Aspects of- unionism, medical staff bias
and hospitai policy contributed to job dissatisfacti'on. |

Generaily. the findings of this study. were consistent with

-Herzberg s two-f%tor theory. Experiences which Directors of

Nlirsing 1denti ied as resuiting in Job satisfaction or dissatisfaction
generally com nded with Herzberg S i'otivator and Hygiene
categories o )

-
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‘, supervisor satisfies the needs of his subordinates may be dependent

CHAPTER 1 : \ s
INTRODUCTION : -

_ In the past ‘two decades numerous . studies have been carri\qd

: out in the area of Job satisfaction. Although overall satisfactic\in\
anq\)satisfaction with specific facets of a particular job have been\
examined for various levels of worker, neiatively few studies have
dealt specifica'lly with job satisfaction of adninistrative personnel \
This situation miy be considered surprising in view of the _ o \\.
-potentially”inf'luential position held by administrators.

Srivastra et al, (1977‘) found in their review of 600 empirical ~
field studies that administrators' behavior is affected by the degree
to which they are satisfied with their jobs. Ruch (1979) foind that
a positive- nelationship exists between enp]oyee perception of upper
management's adninistratiye ability and their own job satisfaction.
Perhaps. the degree of’ job satisfaction experienced by the’ supervisor
or administrator may affect the job satisfaction of subordinates.

Vroom (1964) found that supervisory behavior consti tuted a
predictor of job satisfaction for' subordinates. In addition, hg
_concluded that in a hierarchical organization the degree to which a |
S
.not only on the supervisory methods and practices which are used but
also on the- amomt of power the individual has within the organization. .
Blake and Mouton -(1964) and Fiedier (1967) also fomd that sxpervisory
behaVior was significantly related to enpioyees attitudes. It ‘
appears, then, that‘eﬂyee Job satisfaction may in part be affected

by the sxpervisor s behavior in~the work situation. ' po
A , . _



i
\

. The relationship between job satisfaction and tumover rates,
absenteeism and decreased productivity is well documented and will be
referred to again in the next chapter. The relationship has recently
been under investigation with reference to health care. professionais
An apparent "shortage" of nursesgﬁn recent years served as a stimulus
for investigators in Alberta tozstudy Job satisfactionzfor health care
professionals. A report on a survey of Health and_Sociai Service |
Agencies in the Province of Alberta completed by the Health and Social
Service Discipline Committee released in April, 1980 indicates that
a 4.2 percent vacancy rate and an 18 7 percent annual turnover rate
for health care positions exist. Of this 48 percent of vacant -
positions.are for'nu;sing personnel rhgaddition a survey released
in May, 1980, by theeslberta Association df Registered Nurses reported
.700 vacancies in nursing’positions in Alberta health care institutions,
an increase from 430 from January 1980. There -appears to be an
upward trend in the number of vacant nursing positions\in the Province
of Aiberta Hhether or not this trend is in part due to job
'satisfaction of nurses is, at present, untertain. ‘The Alberta

-proposal for a study which will address this problem.

‘Hospital\;ssociation is, at the time of this writing, fbrmuiating a’
If the initia] premise holds true (re]ating Job satisfaction

of employees with job satisfaction of their administrators) then an

investigation of overall job satisfaction and satisfaction with

- specific job facets fbr\pirectors of Nursing may result ifn an

improved understanding of the status. of job satisfaction at the

administrative level in health care institutions. If an improved

. understanding of the job satisfaction of. those who occupy this



Y '
position.exists and necomnendations for .improvetnent of 'Job
satisfaction for Ditectors of Nursing are based on empirical findings,

— perhaps improvement of job satisfaction for nurses may also resuit.
L The focus of this study s on the job satisfaction of the
ADirectors of Nursing Kovner and Oliver (1978) describe this
individual as being responsible for providing adequate nursing care ‘
for patients in hospitals and creating an environment conducive to.
implementing and establighing nursing standards. As such, Foreman
-(1969) suggests that their perfbrmanoi influences the de]ivery of
patient care both directly and indirectly. .
Gerard (1969) describes the Director of Nursing as being'at
+ the apex of the nursing hierarchy in the _hospital and as a va]uable
component of the administrative team. Taylor (1970 178) sees the ‘
T Director of Nursing function as proViding a communication channel
between other parts of the hospital system .
) Directors of Nursing occupy important positions in the heaith'
;o care field,however, 1ittle has been done tovstudy those who occupy
the position. Several researchers in the health care field have
. identified a need for studying Job satisfhction for nursing 4
administrators, (Simmons and Henderson 1964; Woolf, 1970; Stember et

' al., 1978; and Kowner, 1978).

PURPOSE OF THE STUDY

N

The purpose of this study'uas(to identify,and-examine‘the
factors that contribute to job satisfaction as well as dissatisfaction

A



for hospita'l Di rectors of uursing in Hestern Canada. In addition,
facets of the Director of Nur$ing Jbosition were assessed with respect
te degree of satisfaction experienced s well as importance attached
to each as perceived by individual respohdents Further. an
examination of individual characteristics of Directors of Nursing
was conducted to determine the extent to ithich relationships existed
between overa'll Job satisfaction, facets of job satisfaction and

individual characteristics

smsneur OF THE PROBLEMS </

Probleni 1: Ovevral’i Satisfaction -

Sub-Pr_oblem,l.l. To what exteht do’ Directors of Nursing in

Western Canada experience overali job satisfaction?

w»

Sub-Problem 1.2. With which job facets are Directors of

Mersing most satisfied? -

-Problem 1.3. With which job facets are Directors of

B8 dissatisfied?

_‘ L. 4'Z Hhi& ,job facets are identified as being

-2,



Sub-Problem 2.2. Hnich job factor is the best predictor of

overall job satisfaction?

LY . LA

Problem 3: Satisfaction Factors and Denographic Variables

Sub-Problem 3.1. Are Directqns of Nursing in a particuiar

province more satisfied with specific job factors than their counter-

parts in other provinces? ‘ )

- v

“y

_Sub- Prob]em 3. 2 To what extent are diff&rences in level of

satisfaction experienced with job factors by Directors of Nursing
associated with organizational variables ) size of community, type of
institution, ownership of institution, number of full-time nurses on
staff, number of patient beds, affi]iation with a Faculty or School
-of Nursing and Budget Decision Scale?

Sub-Problem 3.3. To what extent are differences in the levei

~ of satisfaction experienced by Directors of Nursing with job factors
associated with personal social variab]es age, ‘sex, marital status,

employment of spouse? -

Sdb-broblem 3.4. To what extent are differences in the level

]

of satisfaction experienced by Directors of Nursing with job factors -
. associated with'professional variables; administrative! experience,
educational levely.attendance at professional development activities,

membership in professional or commuffity organizations?
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’
Sub-Problem 3.5. How do Directors of Nursing rank their

satisfaction with the four job factars?

Problem 4: Overall Job Satisfaction and Demographic Variables ’

Sub-Problem 4.1. To what ’extent are differences in overall

job satisfaction between sub-groups of respondents related to,
organizational characteristics size of comnmity. type of

institution, ownership of facility, number of full-time nurses

‘employed, nimber of patient beds,'laffiliation with a Faculty or

Schooi of Nursing and Budget Degision Scale?
AR
ﬂ‘

Sub-Problem 4. ? To what extent are differences in overall

(
Jjob satisfaction between sub_-groups of respondents related to

/
personal-social characteristics: age, sex, marital status, employment

of spouse?

Sub-Problem 4.3. To what extent are differences in overaH

job satisfaction between sub-groups of respondents related to
professional characteristics: administrative experience, educationa)
level, attendance at professional development activities, membership

in-professional or community organizations?

i
\

A
o

Problem 5:  Job Aspec_t'satisfacti'on and Dissatisfaction

Sub-Problem 5.1. What aspects of the job were identified by

Directors of Nursing in Western Canada as sources of job satisfaction

‘and dissatisfaction? v " )



Sub-Problem 5.2. To what degnee are the findings of this
study consistent with Herzberg's (1959) two-factor theory?



CHAPTER 2
" REVIEW OF THE LITERATURE

The review of the literature is organized into fou.r parts.
The first section entafls a review of defin»itions of job satisfactit‘m ’
1in order to obtain a workable Qeﬁnition for the purpose of this |
study. In the.second sectior: three theories of job satisfaction
are explored so that a conceptual framework may be established for
the s,tudy." Thé"' third 'sectlion deals with\relevant studies in the area
of job satisfaction of nur.;sés and the last section contains a review

\ R
of job satisfaction research in fields other than nursing.
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Definition of Job Sa¥tsfaction
Satisfaction is defined by Guba (1958:160) as:

+ - & state or quality of contentment which arises when a

+ Situation is so structured as to permit a subject to discharge
both organizational requirements and individual needs by
simultaneous acts ‘and hence with minimum expenditure ofenergy . . .
satisfaction depends on quality of interaction between an
individual and his environment. ‘

Guba and Bidwell (1957:9) see satisfaction as:

The worker's contentment with his job situation, his evaluation
of the adequacy of such. factors as the physical environment of
work, the personalities of his fellow workers and the
tractability of his clients. -

One of the most frequently. quoted definitions of job satisfaction is

that by Victor Vroom (1964:99) who stated:

Job satisfaction and job attitudes are affective orientations on
the part of an individual toward work roles which they are
presently occupying. Positive attitudes toward the Job are
conceptually equivalent to job satisfaction and vice veisa.

In his Theory of Work Adjustment, Davis (1972:11) describes his

Proposition I1I as: )
. TN




Satisf&ctim 1s a function of the correspondence be the -
reinforcer system of the work enviromnt and the individual's
needs, provided that the individual's abflfties correspond with
the abﬂity requirements of the work environment.

In his study, Noyes (1960:3) dafined Job satisfaction as, "the state

of being gratiﬂed and receiving enjoyment or deriving pleasure from
one's work."” 2ytowski (1968: 399) cites Kuhlen's perception that "job
satisfaction fs proportionate to the degree that elements of the job
satisfy the needs which the person feels most strongly.” -

" An overview of job satisfaction definitions neveals the
diversity of terms used to explain this concept. Most definitions
appear to stress the affective nature of one's satisfaction in a job
and several infer that varfous factors affect one's assessment of it.
For the purpose of this stu&y. Feldman's (1976:436) simplistic
definition was adopted.’ H&states that, *"job satisfaction s an
overall measure of the degree to which an employee is satisfied and
happy in h s‘:r her work. "

Theories of Job Satisfaction

Three theories of job satisfaction a{d/or mtfvation an
sumar‘lzed below. Although various adaptations. OR these tbeorfes
appear in the Hterature, theSe three represent the basis won uhich

_nesearchers have studied the concept of Job satisfnction over the

past forty years,

RO

1. Maslow's hierarcly of needs Although Masiow's theory was

not specifically directed toward an explanation of men's motivation
in the work environment, his concepts have often been applied to the

v
. .
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discussion of job satisfaction. In 1943, Maslow described a tneory‘
of humen motivation based on a hierarchy of needs. From Mghnst to !
lowest order needs they are Sel f-fu?ﬂﬂnnt. Ego, Social, Safety and
Pﬁ‘ysiologfcﬂ ‘The Merarchical nature of the noeds ussms that the ‘
Towest need ;hysiological. fnclu)lng food, \utor and shelte,;. mus t "x\
be partially satisfied before the next higher order need can be

sattsfied. ‘ : ‘1
~ If the theory s applied to the wbrld of wark we find that in '
many organizations the pnysiological safety and socﬁﬂ needs of \

" employees are largely satisﬂod through company policy and fﬁnge )
benefits. mnsequently they are no longer strong mtfvating forces . \ '
Status, recognition and the opportunity for creative‘expression
therefou become of greater hmortance (Nassenaar. 11974)

In 1963. Friedlander (1963) stydied the importance of job |

‘ o Maslow's hierarchy was not universally applicable since white .. s

<

e ;Zects to a sample of govomment workers in Canada. He condluded P
collar workers indicated that self actualization needs were most 2

[

important to them whereas blue collar workers stated that interpersonéti
needs were more inportzmt to their satisfacéion' Porter (1961) houover |
“found in his studies that a hierarchy (based on Maslom's theory) ns _ e
a plausﬁble approach to understanding job satisfact‘lom Shvitt et al.
(1978 115) point out that Maslow's Merarcny more accmtaly represents

_ the value system of the upwardly mobile mrs of saciety than for
those groups whose values my deviate frdn the standard. Clay (1977)

- found in his study of connumity college 1nstructors tmt supervisors
who use‘the hierarchy of needs theory to gulde their mlatfonships
with subordinaoes should mmuine their approach ond cmsider other .



theories. . | .

*

Altmm there appears to Ih some contronm in the / I
Hunt'e as to t:he 9emnl appnubm\y of Maslow's mory. mt S ‘
ﬁnvestigmors mz Its use to »a“ss»ht in the cxplanation of worker
motivation Pnd» Job satisfaction is warranted. -

2. umbo rg's twosfagtor _gn__g_g In mﬂ- Studies, Herzbery,
Mausner and Srordsmn (1959) found that variables which 1nﬂumco Job
satisfaction are dffferent from those 1nﬂmc1u Joh disntwﬁction. S f
By emloying A ¢ritical-incident technique fn a structmd-inum .
situat1on. Herzberg et al. asked 1ndividuals tb recall work-rela

* fncidents whm resulted in satisfaction and dissatisfaction. gThey -
then categormd these 1ncideﬂts into two groups. Tho ﬂrst grow |
label'led mtﬁmting factors. related intr'lnsially to the Job conML
adv;n;;;zw'tw;;: h;a:t;:s\ujte;;; to be associamd with nspomh»t'
ream of satisfying incidents in thc .job. Those variables related’
to job dissatisfaction tended to be extrinsic or.related to the Job S
context (envi mmnul) These ncluded sahry. policy and e
administratfion, 1nurpersona1 relations, supervision. working ‘ /
copdi tions, si}ﬁtmy@e_mdty.‘mmﬁ b_i__th‘_qf’gmth and persomi:{ife.

Herzberg et al. Yabelled these var‘l’-&lglcs a:s‘hy'giene_ chﬁrs. Ina
paper reported In 1968, Herzberg (1968:58) revealed that of the

“ factors contri mlting to jpb ‘sit'lsmction. él pemnt were of thc |

’ mtivator gro of. the factors mtﬁbuting to dissatfsfaction.

. -
69 percent invelved nefemnce to etements 1n the hygiene m/

i
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The two-factor theory suggests that only the presence of
motivator factors can result in job satisfaction, whereas the presence -
- of hygiene factors can only prevent dissatisfaction hut not'contribute
to satisfaction
According to literature Herzberg's study has been one of the
most replicated As a result, seveial investigators have found

divergent resu]ts and have criticized Herzberg s studies in terms of

their methodo'logica'l deficiencies Hinrichs(1970:537)/provides one
of the most in_gepth analyses of Herzberg's research’ and concludes
that, "it is possible for bias to arise in data collected within this

framework .

- - ) . ’ ' B '
3. Lawler's facet satisfaction model. Lawler (1973) proposed

-that satisfaction is determined by the discrepancy between perceived
rewards and perceived equitable rewards. "An ‘indi.vid'ual‘s satisfaction
-' -~ is determined by the degree to which his perceived job inputs (e.'g._,
ability, skill, training) result in Job outcomes that are comparable
to others in his reference group. In addition, each aspect of a job
’ contributes differently to overall JOb satisfaction 1n that those
aspects considered by the individual to be most important contribute

> | more thén less important aspects to overal] job satisfaction
=

. Summary

A review of three. theories of job satisfaction reveal that

‘satisfaction with one's work‘constitutes a 'c.or'nplex balance of factors.
In order for an individual to be,,satisfied, the components of his job
must provide .for the opportuni'ty_~to fu?fﬂ unsatisfied needs. In view

4
S
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of the factvthat most jobs fulfii?man's basic needs.-the.intrinsic
components of one's work become motivating factors for fulfilment of
an individua]'s higher oﬁder needs. Withini this concept of needs
fulfilment and nptivating faégors,‘an individual myst perceive a
ba]ance between his inputs to the job and respective outputs in

3

relation to others within his reference group in order for job

Ry A
satisfaction to result.

Research Related to Job Satisfactio of Nurses

Gruenberg (1976:144) cites sltudies wnich conclude that because
each occupational group has a differgnt attitudinal reference point
group norms should be estab]ished for each occupational group Only
by comparing the test sample against results from comparaole groups
may significant conclusions be reached. In his study of components
of nursing job satisfaction, Wagner (1977) makes the same conclusion.
lFor this reason a review of relevant results from studies related to
nur51ng seems appropriate. o

The Walidity of Herzberg s theory for a hospital nursing
supervisor population was tested by Hhite and Maguire(1973) in their'

study of 32 nursing superv1sors in the Philadelphia area. They found _

“that feelings of satisfaction were promoted by having the opportunity
to'aork for creative, challenging and role -appropriate work, by acts
of recognition and by the chance to advance. ASpects of superVi51on
(which supervisors received from their supervisors), made supervisors
dissatisfied with their jobs. Consequently, their results appear
consistent with Herzberg s theory. A similar study by Ullich (1978) -

* 13

who studied 40 Tennessee nurses employed in private general hospitals,
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reported that achievement and recognition factors were most commonly
expressed as positive experiences while supervision and hospital
policies were more often described in negative experience recall.

\ , .
In an attempt to improve a testing inetrument for health professionals

&

when evaluating their job satisfaction, Sfember et.al. (1978) studied
221 employees of the Denver, Colorado public health agency. They
found that the highest satisfying variables for nurses in the hea]th*
care setting were job, importance, interpersonal relations and
supervision whereas recognition and communication (i.e., organizational
policies) were the lowest satisfying variables. Greater Job
satisfaction was also related to more years of total workingv
experience, longevity with the organization and higher position in
the hospital hierarchy. Hoolf (1970) agreed, in that administrative
\personnel tended to be more job satisfied than their subordinates
because of promotional or:transtr opportunities. His study was
directed toward the total population of employees in a large Michigan
county general hospital. ‘ . |
Only two nursing related studies were found that sought to
examine job satisfaction factors and the re]ative importance of these
factors to overa11 Job satisfaction Neumann's study (1972) of 760
-A‘stafﬁ nurses 1n four: actiVe treatment Utah hospitals found four
factors: Financial Advancement, Supervisor, Hork Load- Nork Stress
and Intrinsic factors accountable for most of the common variance in
all of the factor analysis of satisfaction items. Similar factors
were identified in the analysis of items reported by respondents as

important to job satisfaction. Slavitt et al. (1978) reveal that in
':" . their study of 800 nurses, physicians and support staff in two. r
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Massachussettslurban hospitals, autonomy was ranked as a very
important component to job satisfaction but that this sample was only
'moderateiy satisfied with th1S in their current job. In addition,
the respondents were ]ess satisfied with task requirements than they
were with autonomy even though the former was perceived as being
most important to their job satisfaction. |
Although the‘number of studiesrin jobfsatisfactiOn at the
adminsitrative level are few, those that ﬁave beer\ done yield some
interesting resuits. Szilagyi (1977) studied.thedzzasal_sogrgp—qnd
direction of causa] inf]uence between.role ambiguity, role conflict
and job'satisfaction_for three:organizationa] 1e§e]s in a hospital
environment. He found that role ambiguity can create'dysfunctional
consequences to the organization with high ro]e ambigu1ty resulting
“in decreased work satisfaction and performance levels. .He noted that
role ambiguity had a stronger influence on behavior than role conflict
at higher levels in an organiiation (i.e., administrators)Ypecause |
employees at this level had‘more _powen and authority to rek role
.confiict more easily than‘roie ambiguity.
A study of employee orientation and Job satisfaction among
profeSSionai employees in ‘small rural hospitals, (Jauch and Sekaran,
,1978), found that organizational loya]ty was the predominant -
| orientation predicting job satisfaction. Their results suggest that
“an shdividuai whose efforts were,directed toward the "good”.of the
orgaﬁization was satisfied in his job.
In the one of only two studiesgfound dea]ing specifically with
Directors/of Nursing and job satisfaction, Williamson (1972). quoted
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Arndt and Laeger (1970) who: found that the longer a Director of

Nursing worked in an institution, the less likely she/he was to
experience strain and related JOb dissatisfaction suggesting a self-
acconnodation to‘the system.

In her study of role orientation and its relationship to job
satisfaction for Directors of NurSingmand staff nurses in Pittshurg,

Williamson (1972:73- 78) concluded that:

1. The Director of Nursing seemed to derive more satisfaction '
from her job than did the staff nurse.
2. The level of satisfaction increased with age.
3. Nurses with Master's degrees were the most satisfied of all
~ . other educational levels, (ranging from Diploma to Ph.D. ).
4. Job satisfaction increased with Tongevity in nursing. »
5. Job satisfaction was greater in smaller hospitals .

The second study directed toward 26 Directors of Nursing
from hospitals in an eastern American urban center, (Kovner and )
Oliver, 1978) sought to evaluate Herzberg S theory for this sample

They fbund that one motivator, achievement appeared Significantly

“more often in situations describing Job satisfaction whereas lack of

achievement was frequently mentioned in dissatisfying Situations
Directors of Nursing seemed to- feel that the "quality of nurSing in

their institution was a direct reflection of themselves.?_(Kovner and

:Oliver, 1978.59). One- hygiene factor, hospital policy, apoeared

significantly more often in dissatisfying situations This led the
researchers to suggest that if Directors of Nursing had a stronger
voice in hospital palicy deciSion-naking perhaps they would not be as
dissatisfied with this area of their work In this study, Directors

of Nursing ‘saw themselves as patient advocates employed to elevate

.LH the institutions standards of care. Kovner and Oliver (1978) suggest
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that if employing institUtions do not share the same goals, Directors
of Nursing may be torn between ideological commitment and practical
onsiderations resulting in role conflict. As a concluSiog Kovner

~ and Oliver (1978:63) stated:

The frequency with which categories such as achievement,
recognition, work itself, interpersonal relations and
supervision-technical were mentioned with respect to job

satisfaction, ‘indicates that these items are important to those
who accept positions as heads of nursing departments. -

T

Job Satisfaction Research‘in Fields Other than Nursing

Research related to administrators For a samp]e of 85

Louisiana centra] office\supervisors the main sources of
dissatisfaction were interpersonal relations, school poiicy and
.'administration while achievement and recognition were sources of {
satisfaction, (Crews, 1979) In their study of college administrators,
.Solomon and Tierney (1977) found ‘their sample to be satisfied with
most aspects of their jobs, with senior adminiStrators more satisfied \
. than mid-level administrators Applbaum and Anatol s (1979) study
of ‘155 Caiifbrnia State University administrators reported that -a
Significant correiation existed between- JOb satisfaction and
communication climate Schmidt s (1976) study of sch001 ‘administrators _
' ;indicated that this group was highiy motivated by achievement |
- recognition and advancement but not very much by salary, good
| interpersonai reiations or effective policy and administration aithough

iabsence of - the latter was highly dissatisfying In a study of school °
. superintendents in communities of different sizes, Burlingame (1979)

' reported that administrators in smal] districts had a higher tumover

rate than: those in iarger communities These resuits correspond with
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those obtianed by Schoeman (1978) who studied 297 teachers employed by

the Yukon Territorial Government.

it

_ For the most part, research directed at an administrative .
level population appears to support Herzberg's- two-factor theory of

job satisfaction.'

Research related to women and job satisfaction. Job

satisfaction'research coﬁparlng sex ahd-job satisfaction variables
_revealsvlittle difference between those factors identified-as

~ relating to job satisfactioh for male‘as opposed to femalebgroups,

~ (Herzberg, Mausner, Petersen and Capwell,‘1957;‘Hulin and Smith, 1964;
Quinn, Staines and McCollaugh; 1974; Keaveny, 1978; DeSola-Nielson,
1977; Greebler, 1978 and Spaeth. 1979) For women in administration
Cochran (1978) found a high degree of - JOb satisfaction w1thmfactors
'such as’ relationships with other people and opportunities for self-
£u1fi11ment .as providing their greatestvrewards Biscont1 (1978)
found that women who were married had relatively high Job satisfaction,
were more career and achievement oriented‘ &nd had higher intellectual

fand social’ self—confidence levels

< ) w

 Other related research.. The remainder of the literature is

Sanarﬁzed in Table 1 for the purpose of simplicaty Several job
satisfaction variables are identified and relevant studies which
either support or refute the correlation between the varlable and job
satisfaction are cited e .

A review of the literature reveals that several variables

“appear to correlate positlvely Wlth job satisfaction. The concept

Mo
.



Table 1 |
Related Literature on Job Satisfaction

»
e

VARIABLE AND CORRELATION STUDIES SUPPORTING
- WITH JOB SATISFACTION CQRRELATION

STUDIES THAT
NOT SUPPORT
CORRELATION

18

1. Job Complexit
| Inaivigua|s w*th a high{ Sedlacek,1965; Lau,1977;

need for achievement . London, 1975; Vroom,1964;
are more satisfied with Quinn,1974; Herrich,1971;
Jobs that'offerVﬂriety Steiner,1965; Srivastra,

autonomy and conplexity 1977. - ' :

2. Age and Years of
Experience : : .
Higher age and years Milliken,1978; Herzberg,

experience are- 1957; Srivastra, 1977.

postively correlated ' C .

with job satisfaction. - >

3. Decision-Makin

. Influence . . . ,
- Satisfaction is Vréom, 1964; Sedlacek,
postively associated 1966. o .
with the degree to. ‘

~ which an ‘individual is |- ¥
permitted to participate ‘ . -
~in decision making. : -

— =

-

%. -Interaction with Others] -~ . .
‘Worker satisfaction is Vroom, 1964; Herrich,1971;

related to their % |Srivastra, 1977. E

opportunity to interact N

with others on the job. - ,

positively correlated. ,Sc;gab.'1974; Srivastra,.
08 ¢ Rl i ’ ras!

A B

b. Job Level (Status) England and Stein,1961;
' positive relationship Mumford,1972; Vroom, 1964; -
. exists between job Herzberg et. al.,1957;Kahn,
1 level and job 1972; Morse,1953; Porter
- satisfaction, " | and Lawler, 1965; Talley,
B . <} 1970; Srivastra, 1977,
b. Salar . . S N Lo
| . Wages and job - - | Yroom,1964; Lawler, 1971;
-~ satisfaction are Kahn, 1972; Herrich, 1971;

0,

1978.

Muchinsky,1978
‘relationship
50)

(found no
positive
relatfonship-

~.Jafter the age of

o/
/

50)

Salek and Otis,
1964; Muchinsky,

(ﬁundm,positiv%v- |
after the age of

Muchinsky, 1978 |




of job satisfaction, however, is a complex one and as \irodm
(1964:173) notes, ft "... must be assumed to be the result of the
operation of both situational and personality variables."

o
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CHAPTER 3

METHODOLOGY

A

In order to deiermino the extent to whi&‘lﬁmctors of
bNursing were satisfied with their jobs as well as ulto identify and
" assess the relative inportance'of the basic factors of Jjob
satjsfaction. among Directors of Norsing, a field study approach was
chosen as the research design. Information received from the
responses to a questionnaire were analyzed to determine if any
relationships existed between demographic characteristics of the
sample and Job satisfaction-inportance factors.: _

The specific methodology of this study will be discussed in
terms of the research instrument, pilot fest‘ing and instrument
revisions, the sample and data-collection procyedurés-.

—~

Research Instrumen‘t

The measurement tool of Job Satisfaction and Importance
entitled Sources of Job Satisfaction for Directors of Nursing was
| adapted from questionnaires used b_y Holdaway (1978) and Rice (1978)
- The mstruments in their studies were organized into five categories.
Working Conditions, Personnel-Related Matters, Institution-Related
Matters, Occupation-Related Matters »a‘nd Comunity-Re]a"ted Matters.
The format of items' used in each category was adapted ffom Sed'lacek‘s ‘
(1966) and Neurlnann's‘ (1?72) studies. Both investigators were
concemed with -1dentifyiog Job satisfaction factors as well as their
" relative importance to-the respdndents Neumann s (1972) study was
particularly helpfu'l 1n that her population was cowosed of nurses.

> .L‘)/

21
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The initial questionnaine was divided into five parts.
Section A dealt with demographic data. Questions for this section
were adapted from Rice's (1978) study with severa'l modifications made |
to address the population in question. The demographic data
1dentified persona?). social, professional and organizational
characteristics of the Directors of Nursing in the sample.

Section B measured the overall job satisfaction according to
a six-point scale (from highly satisfied to highly, dissatisfied)

" This section as well as the last section, which requested that
respondents identify two factors that contributed most to both overall
Jjob satisfaction and overal] Job dissatisfaction, was adopted -
directly from Rice's (1978) study. Sections C to G addressed the
problem of identifying the degree of satisfaction each respondent

~ felt with each iteni within the five groups of items (vi'.e., working

‘ conditions etc.) described previously. Response categories indicating
the degree of satisfaction ranged from 1 to 6. (If an item was not
applicable to a particular respondent, 0 was circled as the "not
applicable” option )

Sections H to L utilized the same items as Sections c to 6
but the wording was adapted to acertain the importance of each 1tem
to the respondent's job satisfaction. A six~point scale was used to |
identify items that were extremely inportant" to "not important* to '
their job satisfaction.

- Pilot Testing _ |
| The kpﬂot questionnaire was completed by ten tndividuals with
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nursing backgrounds. Four of the respondents were students (one

Adninistration at The University of Alberta, four were nursing
instructors at The University of Alberta Hospital School of Nursing,
and two were Directors of Nursing of 1arge active treatment hospitals
in the City of Edmonton. The respondents colpleted all sections of
the questionnaire and in addition wrote ‘comments about their reactions
to the content of 'the questionnaire. the wording of the items, and
the appropriateness of the scale system. =

As a result of these coments. amendnents ‘were made to the
wording of several items one item was deleted and Sections C to 6
and H to L were combined. Revisions to the wording of ftems in the .
new Sections C to G reflected that used by Holdaway (1978) and fiico-.
(1978). - Two scales were used side by side.\one to evaluate
sati sfaction and thé second to determine the inportance of each item.
By conbining the vno sections in one, Wdents could evaluate
each item on two scales concomitantly thereby decreasing the tim

required to couplete the questionnaire and reducing frustration \ '

| 'produced with repetition of identical items. “The remainder of the

23

" Doctoral and three Master's students) in the Department of Educational] -

£
revised questionnaire (copy in Appendix A) resembled the inftial one,

~w

with the exception of additionai space pmivided for comments.

-

The Sag]e ya

The 1979 Canadian Hospitai Directory served as a reference
" from which the names of 141 Directors of Nursing was obtained. AH\
health care institutions having over 100 patient care beds. including

active trentuent. psychiatric or auxi lim (extended care)/acilities B

\

rd
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as well as centers for the mentally retarded, within the provinces of
British Columbia, Alberta, Saskatchewan and Manttoba were contacted
" Each Tetter requesting cooperation with the study was
directed at the institution's Director of Nu,rsing. The variety of
~ hierarchical organizational structures witnin health care institutions
required the ‘inVestigator to request that only those individuals who
occupied the most senior nursing administration position, and whose
responsibilities included directing the nursing and patient care

" services, respond to the questionnaire. Despite the title of the

24

e . . L

posi tion then, (e.g., Vice-President "Associate Executive Director or

_ Director of Nursing) an attemt was lnade to maintain role consistency
in the sample 'addreSSed in the 141 letters (a copy of which is
included in Appendix B) requesting cooperation in this study. Two

" Dirvectors of Nursing returned the questionnaires unanswered with the
‘explanation that they fe‘rt they had not been emloyed in the position
of Director of Nursing for a sufficient time period to be able to
answer the Qquestions. (he institution replied that thelre was 10 one
i the Director of Nursing position at the present time. One facility

- was stil) under construction and- consequently the questionnaire was

.returned unanswered. A total of 118 usable questionnai res wene ,

‘ returned, giving an 83.7. percent response.

N
e



CHAPTER & |
. ANALYSIS OF THE DATA , ‘

”

Theé purpose of this chapter is to report the results of the
data analysis procedures employed in this study. The information is

reported in five sections. The first section -deals with the

characteristics of the sample of 118 Directors ofr Norsing of health

care institutions of over 100 patient care beds in Westerm Canada.

" These characferistics were classified.into three categories:

-

organizgtional characi:eristics. persona'l-socia] characteristics,
and professional characteristics. | | ,
The second section :co'ntains a rwiriew of the extent of overall

job satisfaction reported bj.i_iirectors of Nursing in the sampie and
in addition the job facets were most clearly associated with .
Job sa‘tisfaction.and job dissai':!isfaction. This section concludes .
with a review of those job .face'ts which Directors of Nursing reported"
were most important to their job satisfaction ‘

| The underlying factors pnesent in the job facets jdentified .
.in 'the questionnaire are presented in the third- section. An analysis'
of the predictability of onrail job satisfaction using the four :
factors derived from a factor amlysis using a VARIMNotation
follows. ln addition, a comparison of satisfaction with the -four

- ‘k/ )
factors anong Directors of Nursing for the fou’z- western provinces is
~

described. .

The fourth section contains the results g_t,dataW
deterwine di fferences between groups c'Iassii’ied on organizational. o

- o ‘-

.'“2~5 ", ». .. )
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[ L
Personal-ggial and professional’ variables in the extent of overall

Job satisfaction. L
The final section cbntains a report of those job facets which

_ Directors of Nursing indicated contributed most to overall job

~ satisfaction and dissatisfaction. ‘An analysis of responses in terms 3

of frequency distribution is included in this section Finally, a

comparison is made between the results obtained from this analysis

%

and those obtained from studies using the Herzberg's two-factor theory

SECTION A: DEMOGRAPHIC DATA >
\ FO
Demographic data are presented under three. headings .
Organizational characteristics ipersonal and social characteristics

and professional characteristics of respondehts
' Organizational Characteristics

B - Table 2 contains data which re]ate to the frequency and

‘distribution of organizational characteristics of respondents

‘/A['L %
. ',\g‘?

,/‘

Poputation of City . . S
 Almost 46 percent of respondents were employed in large urban

centers of over 100.000 popu]ation.‘ of the remainder, 23. 7 percent

were employed in cities with a population of 30,000 to 100 »000 and

30 5 percent in communities with popuiations of less than 30,000.
The delimitation of this study to Directors of Nursing of

W%

-,
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s . .
institutions of 100 patient beds or over may account for this result

because smaller urban and rural centers usually have health care

- facilities of fewer than 100.patient beds in size.

. "( ’
Type 6f Institution

The data indicated that the largest percentage of
respondents, 63.6 percent, were employed in active-treatment

facilities. Auxiliafy or extended care facilities employed the next

largest number of Directors of 'Nursing, 19.5 percent, while 8.5

_percent were located in psychiatric treatment centers and 4.2 percent

in centers for the mentally retarded The remainder of respondents,
4.2 percent, indicated that they were emp]oyed in other types of

fac111ties

" The majority, 55.9 percent, of institutions were provincia]]y
owned and operated while 16.1 percent were muniCIpally control]ed A
and 13 6 percent were owned by relggious orders. In British Columbia,
9.3 percent of respondents described their institution -as beiné owned s“:‘

and operated by a‘oroup other than those 1isted\in the questionnaire.

A review of these responses indicated that these institutions were
owned and operated by a Hospita] Society. peculiar to this province.
that was funded by the provincial government and the - regiond] district. -

Foderally or privately owned institutions aeeounted for 2.5 percent

of the sample. °

"



Number of Nurses Employed -

0rgan1zationa1 size may in part be determined by the number

of staff (full-time equiva]ent reg1stered nurses) emp]oyed 1n an

institution. A true assessment of size may not be possible, however,

in that the type of institution dictates the nurse-patient ratio
necessary for effective patient care. For ekample, an active

treatment insti

ion may reqnire a ratio 6 _nyrse to five

patien while an extended care facility may operate with a nurse;
ient ratio of 1:10. The number of nurses employed, consequentjy,
was used as an estimate of the size of the‘subordinate group over
which the Director of Mursfng had control. The greatest number ofv
'respondents, 22.9 percent reported a nursing group of between 200 and
399 staff mempers. A s]igntly’smaller npmber, 22 percent reported

a staff of between 100 and 199 nurses and 21.2 percent indicated that
their nursing compliment was less’than 49 nurses. Directors 01""'(~
Nursing with a nursing staff of between 50 and 99 nurses compr1sed
18.6 percenttpf the respondents while 15.3 percent of responses cone
from Directors of Nursing with a staff of over 400 nurses. This

last figure may be reflective of the fact that there are fewer larger

institutions within the provinces than tnere are moderately sized

institutions as will be discussed in the following text.

Institution Size

A more accurate assessment of the scope of’control for tWe
Director of Mursing in this study may be made by assessing the size
of institution within which they operate. Small institutions with

P
©
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100 to 199 patient beds composed 34.7 percent ot the sanp]elwhile
large facilities of 500 to 699 patient beds accounted for 7.6 percent.
Institutions with 200 to 299 patient beds comprised 20.3 percent of
responses while fac111t1es with 300 to 499 patient beds accounted for
24.6 percent. The largest centers with over 700 beds accounted for

the remainder, 12.7 percent of respondents.

o

~Affiliation with Faculty of Schoo]l of Nursing

0f the 118 respondents, 67.8 percent indicated that their

institution hadvsome‘affiliation with either a university based -

‘Faculty of Nursing, or'with a college-and/or Hospital -based Schoo] of

. Nursing. Some institutions housed thelr own Schoo] of Nursing, while

others prov1ded learning experiences fbr various groups of nursing

nstudents from w1th1n the community. The remainder of respondents,

32.2 percent, did not hav nursing students within their 1nst1tutions.

Budget Decisions

The scale used to determine the numbers of budget items
within the control of the Director of Nur51ng was adapted from Rice s
(1978) study He proposed that on the basis of the numbers of items
that administrators controlled, an assumption could be nade as to the 1

degree of centralization or ecentralization in. terms of decision-

_making within the institution On the basis of scores in this scale,

5.9 percent of respondents who submitted budget .estimates on no more
than one item were considered to be Directors of Nursing in
Centralized 1nstitutions. 41.5 percent of respondents who subuntted

budget estimates on fbur or five 1tems were considered to be Directors :
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Table 2
Frequency and Percentage of Or?aniza;ion.by Selected Characteristics
- o N=118)* . _

s

— — 4
B Population of City <L
30,000 or less 36 X0.5
30,001 - 100,000 ‘ 28 23.7 .
100,001 or greater 54 45.8
Type of Institution )
Active treatment ' 75 63.6 -
Psychiatric treatment 1 10 8.5
Auxiliary (extended care) 23 19.5 .
Centre for mentally retarded | § 4.2 i
Other , ) 5 - 4.2
, Ownership of Institution _ :
< Private 3 2.5 |
: : Religious « 16 | 13.6
. Municipal , 19 | 16.1
Provincial : ‘ 66 55.9
Federal - . .3 - 2.5
Other 11 9.3 -
Number of Nurses Employed ' £
" Less than 49 : 25 21.2
50 - 99 . : 22 | 18.6 .
100 - 199 26 22.0° | =
- 200 - 399 - . 27 22.9
400 or more = ° 118 - 15.3
., {Institution Size: Number of Patient]
o ' Beds : .
. 00 - 199 - ] 41 | 34.7
- . 200 - 299 |28 ] 20.3
c ' ~ 300 - 499 SRR -1 29 | 24.6
- : 500 - 699 , ‘ ‘ 9 7.6
700 and over -~ . .} 15 | 12.7
Affiliation with Faculty or School
. of Nursing L :
Yes . , ] 80 67.8
No - , ‘ . 38 3.2




N
Table 2 (c&ntinued)
Budget Decision: Number of Budget | . |
Items Within Director of Nursing
Control ' - _
1 7. 5.9
2 20 | 16.9
3 - 42 35.6
"4 30 25.4
5 , 19 | 16.1
Percentage of Staff Resignatibn ] N=115
' less than 10% ‘ 26 | 22.6
10 - 19% . | 32 | 27.8
20 - 29% ' : 30 | 26.1
C o 30 - 39% . . .19 16.5
: ‘ ‘ - 40 - 49% : -1 5 4.3
greater than 50% ; -3 2.6
*For all vafiables, N=118 unless otherwise
specified. ™ . :
,\_W/



- of Nursing in Decentralized systems while 52 5 percent of respondents
who submitted budget estimates on two or three items composed the

Intermediate group

%

” Staff Resignation

_ i One ‘of the hypotheSes’upon uhich this study was . developed was
that the job satisfaction of the Director of Nursing may affect.the
Jjob satisfaction of their subordinates. One indication of Job
satisfaction, as has been documented in the ]iterature. is the amount
‘of staff turnover within a given period of time. Respondents were :
asked to indicate what percentage of their staff had re51gned within
the previous year. A large tprnover, over 40 percent. was reported
by 6.9 percent of the respondents. A turnover of less than 10 percent
| was reported by 22.6 percent, while 27.8 percent of respondents
indicated they had experienced a staff resignation rate of 20 to 29
'percent ‘and 16.5 percent indicated they had lost between 30 and 39
percent of their staff. ; ' T _ , {4

The reasons thatﬂstaff .gave for’ 1eav1ng their positions are
'tabulated in Table 3. The primary reason for leaving was to "seek
another position" followed by "spouse transferred " Third in rank
‘ uas gnancy" while fourth was: "returning to school “ Other reasons
_cited for leaVing were wanting to return home and getting married
In a subsequent section the results of an analysis to deternnne if

~ there is any, reiationship between the reasons fbr leaving and the job

'satisfaction of the Director of Nursing wi]] be reported

~




Table 3

»

Rankihg Reasons for Leaving Staff Nurse Positions

(N=116)

FIRN

Mean’ Ranki nj ‘

4T=: l'Reason for Leaving
" Seeking anothver’ positiibn 1:97%| 1/
Spouse transferred = 2.41 2 |
Pneignancy 2.94 : /-3
.Re'turn'ing to school a1 | 4 |
" Other {465 | 5

* A lower mean score ﬁndi'cétes- that the item
was selected more frequently as the Primary

' reason for Teaving.

”

R
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Personal - Social Characteristics
The frequency and distribution of personal-social

characteristics of respondents are reported in Table 4.

Sex

The ratio of females to nales was approximately 9 to 1. Of

the respondents, 89.8 percent were female and 10.2 percent were male.
v ' : :

Age

| ' Approximately 20.3 percent were under forty years of age,

' wh11e 37.3 percent were between forty and forty-nine. The age group
of fifty to fﬁfty~n1ne comprised 30.5 percent of the ‘sample and the
rema1nder, 11.9 percent were sixty years of age or over.

o | |
. Working Status of Spouse R ; o

~+ Of the total number of respondents 15 3 percent 1nd1cated

. that theerSpouse worked full time ‘while 46 6 percent indicated that
they did not. The remainder of respondents 38.1 percent 1nd1cated |
that-thfs quest1on did not apply in their situation. Of those 62
‘respondents who rep]ied to. the quest1on.regard1ng the1r spouses being
'.adnnnistrators 27.4. percent ind1cateé that they were emp]oyed as

adminIStrators while ]2 .6 percent were not.

"



Table 4

Frequen?:y and Percentage Distribution of Personal and Social -
Characteristics of Respondents :

 (N=118)
CHARACTERISTIC o £ g o
Sex ' | L | ' %j
Female S 106 89.8
Male 12 10.2
Age ‘ '
Under 40 ‘ 24 20.3
40 - 49 | 44 37.3 .
- 50 - 59 , : ' 36 - 30.5
60 and over S 14 1.9 (s
Spouse Works Full Timé.‘ S ,
v Yes - . | 18 - 15.3
. No _ 55 1 46.6 .
Not Applicable . % | 381
Working Spouse Employed as
Administrator * o b
~ Yes : - L 17 7.4 ,
No S 45 NN H

*N =62 The remainder of the sinple (56) did not respond
to the question. Presumably the question did
not apply. , ‘ : S
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Professional Characteristics

The frequency and distribution of professional.

characteristics of respondents are reported in Table 5 and 6.

Number of Years of Administrative Experience

Respondents indicated the number of years of administrati ve

experience for their present position, present province and for their

; (

career \ pategories were one year, two to four years, five to nine
years, ten to fourteen years, fifteen to nineteen years and twenty or
more years. The frequency and distribution of respondents. by
: [4

~experience are reported in Table 5.

Present Posit\on. One. half of responden‘t's' were in the first

four years, of employment in their present position. of these 19 5

percent were in their first year. Over one quarter of the

nespond‘Lnts had held the same position for between five and{nine

years, inh-ile 6.8 percent had been in their present position for

fi fteen\ to nineteen years. Only 1.7 percent had been in their
. present‘position fqr twenty years or more.

‘Present Province Experience. of a'l'i the. respondents 12, 7

percent were in their first year in their present pnovince, while
" 21.2 pe cent were in their second to fourth year. - Over one quarter
of respondents 28.8 percent. had been in the same province for five
Lto -nine- years, while 16.1 percent had remained in the same province
for ten to fourteen years. The remainder, 21 2 percent had been in

the same provinoe for fifteen or more years.




Frequency and Distr”i;bution 0

~ . _Table 5

f Professional Cha;'acteristics

37

of Respondents: Years of Administrative Experience
L ee) T
L
Nuwer [ Present Pasition Present Province
of Years f g f B
1 23 19.5 15 | 12.7
2 -4 36 30.5 25 | 212
5.9 2 | 211 M1 288
10 - 14 17 - 14.4 19 16.1
15 - 19 8 6.8 17 4.4
20 or mo 2 1.7 8 6.8
e NG/
"‘\‘\‘ | . :} . '
,\ N :
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Career Experience. Total experience as Divector of Nursing

of the respondents was as follows: one year. 1 pencent. txo to four
” years 22 percent; [five to nine years, 35. 6 percent. ten to fourteen
years, 14 4 pen:ent fifteen to nineteen years, 11.9 percent; tuenty
or more years, 5.1 pencent The largest group (over one third of the
respondents) nad from ﬂve to nine years of experience as Dinectors of

Nursing. -

Highest Attained Level of Fomal Education
The frequency and percentage distribution of respondents for,,
professional characteristics is reperted in Table 6. ' Over one ‘third
of the respondents reported having taken some post ”duate courses

while 18 percent had not taken any. A Bachelor $ deg.
attained by 29 7 percent of respomhnts while 14.4 pement of the
sample had received a Master s degree None of the respondents had
attained a Ph.D.

Continuinﬂducation Activities

| The 'largest group of respondents 76.3 percent, had attended
four or more con:tinui:ig“\ﬁmcation activities. The smﬂest group
1.7 percent had attended only one activity. Three activities ‘}ere '

attended by 14.4 pereeni: of the sanple whi]e 7.6 percent attended m

' continuing education cmferences , o a

- Involvemt in meessimal or’ mmgpniutim _
| Over one ialf of the respondents, 56.8 percent, belonged to,

._‘beMen one and tnree,grganizations while appmintely one third, ,. )

)

v
“

|

\




. Table 6 A
Fnequenqy and mstribution of Professional Chnmcteristics
~ : —of Respondents — - - '
e (N=118) |
—— T @ ’
Characteristics. . ]JTJ’ f i, %
Highest Attained Level of Foml Educatifn {
No post graduate courses 22 * 18
Some post graduate courses: & % 4 37,3..
Bachelot's degree - 29.7
| Master's degree 144
. Ph. D. o
ﬁntinuing Emcation Acti viﬁes Attended
~ In the Past Year .
1 1.7
3 7.6
3 o 14.4
“dormre ¥ 96.3 :
Involvement n meecsfonal or. Comity
N _ ' Orgmizations R S
143 L 1 56.8
: .. :
. 4-6 3 33,1
7-9 | “
10 or'more . 7 2.5

R~ B
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33.1 percent, claimed to be members of betvi‘éen four and six ‘
organizations.. Only 7.6 percent held memberships in from seven to nine '

s
organizations while 2.5 percent belonged to ten or more organizations.

Q
q

@

~ S “ -~Sumary
The organizational, personal-social and professional (-

characteristics of the sample of Dinectorseof Nursing were described ‘
in this section. Variables and categories outlined were used for

further analysis of the data in subsequent sections of this chapter

Overall on organizational characteristics. approximately half of the
'respondents were located in cities with a population of 100,000-or

more people Almost two thirds of the same were Di rectors of Nursing

in active treatnent hospitals and over half of the total sample were
employed in provincially owned institutions The sample included
approximately 45 percent who weFe supérordinate to@ nursing conplement
'of bei:veen 100 to 400 nurses and approximately the same percentage
. were administrators of institutions of 200 to 500 patient beds. Over? '
-two thirds of the respondents were affiliated with a Faculty oi:‘School N\ |
of Nursing. In terms of the degree of centralization in decision
making, the majority, 77.0 pen:ent were employed in intermediate to oL

decentralized institutions Approximately one quartertv\the sanple* )
had over 30 0 percent of their staff resign within the previous year .
. with the primary reasgh for leaving being “seeking anather position" R

"

An examination of personal-social variables .revealed that [; .

aluost 9.0 percent of respondents were female. and’ qpproxim%ly two
f

. thirds vlere betwasn the age of forty and sixty. . Allrrst hal dicated
3 o - . | _ ‘*: 4 - Y 6.

®, e S
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that their: spouse did not work full time and of those who did work
three quarters were not employed as. administrators

Three professional variables were employed in the study:

experience educational level, and involvemeat in professional or

- community organi zations.‘ The largest\‘gmup of respondents, over one

third, were grouped in the five to nine .years career experience

category. Over one third of the sample had taken some post graduate
. - |
courses while almost 30.0 percent had a Baehelor's degree. The vast

- majority, over three quarters had attended four or more continuing

!
%f’

education activities within the past year and over half were involved
in from one to three -professional or community organizatims in

addition to their duties as Director of Nursing.

"SECTION B: JOB FACETS ASSOCIATED WITH SATISFACTION AND
' DISSATISFACTION WITH .THE JOB

In this section, statistica] analyses are reported concerning
the extent of overail Job satisfaction, identification of sources of
overall job satisfaction, the extent of satisfaction and
dissatisfaction with satisfaction items and the 1dent\¢cation of job
facets deemed most important to job satisfaction b_w Di rectors of

t

Nursing

PR N4

«

" Overall J\_ob Sa’tisfaction "
/ Tha percentaw fnequency distributions of regponses to the
overan satisfaction item and three additional ‘{tems are presented in

i
Ve

| fabie k The actua] pmentage freduency distributions for the six

ol » . - oo N : °,

£
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response categories, the percentage satisfied (assessed by
coilapsing categories 1 to 3) and the mean score for each of the four .
Jdtems are provided. After using these four items\in his study,

hRice (1978) concluded that the best measure of overa]i job
satisfaction was the single item.

On each item, more than 90.0 percent of respondents 1ndicated
that they were satisfied The mean scores were found to approximate
the value of the response_category, moderately satisfied. The
highest mean value, 5.317 wgs associated with the respondent's
satisfaction With the eftECtiveness of their institution while the
lowest mean ralue. 5.08, was associated with the Directors of Nursing

s

satisfaction with sqijfl relationships within their job's context.

0verai] Distribution of Responses to Satisfaction Items

Highest Percentage of Satisfaction

The response categories for(each of the 46 items were
co]iapsed to a dichotomous "satisfaction/dissatisfaction" scaie
Table 8 presents the fourtéen items for which more than’ 90.0 percent
of respondents indicated they were satisfied The percentage
satisfied was assessed by co]lapsing the first three categories. The.
| ‘mean scores for each of the fburteen “Job facets identified as most
satisfying are inciuded in the tabie The two job facets with the
: highest mean satisfaction levels were provisions.fbr‘&ick leave and
freedom to seek out new ideas. The latter job facet also ‘
accounted for,the highest percentage of Directors of Nﬁrsing

Aindicating satisfaction. . e o
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Highest Percentage of Dissatisfaction

Table 9 reports the twelve items for which more than 20.0
percent of the respondents indicated dissatisfaction as represented
_by collapsing categories four to six. The mean value for each of the ..~
items identified s also listed. " The lower the mean value the more
dissatisfied resoondents were with the particular_job facet. Although
the total sample (N) variesﬂfor several‘items.‘the adjusted frequency
distribution reveals that the two job facets with which Directors of
‘ ~ Nursing were most dissatisfied in terms of Towest mean score. were
‘”provision for sabbatical or educational leave" and "portion of tine
devoted to operational‘duties." The former Job facet was also '
identified with the highest percentage of respondents 1nd1cat1ng
dissatisfaction with this item.

Job Facets Most Important to. Overall Satisfaction with the Job

. ’ Table 10 summarizes the job facets which Directors of Nursxng
,identified as being most 1mportant to their feeling of satisfaction
| with the job. The analysis revealed that eight job facets had a mean
value of greater than 5. 0 and were therefore 1dentified as’ very
important to job satisfaction. The two job facets identified by
re ondents as being most important to their JOb satisfaction vere .a

-‘.fw\\the "competence of staff" and "the Directors of Nurswng involvement

in- decision-making " o

-
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i Table 9 '
Twelve Job Facets for Which the- Highestﬁ Percentage of
D1ssatlsfaction Were Obtained
o ‘ . . B - DISSATISFIED .-
A— .
Provision for sabbatical or FA -
‘educational leave for yourself 48.9 ** 3.60 *¥x S
| Portion of time devoted to~ . .
operational duties 31.3 - 4,03
Provision of custodial services | - o
ﬁrmwiuﬁmwm 37.5 ** . ‘4,06
The way in-which consultation , , W

between the hospital board and
npurses conceming working _
'conditions is ‘conducted during the

-

year, . . ‘ -  36.5 *x 4.09
' Attitudes in your commun1ty toward = : ,\-
health care. = , - 24,0 *> - 4.16
The way in which collective . L :
_bargaining is conducted : 33.7 ** 4.26
Availab111ty of counseling and . . .
. health tare services for staff. . A 24,1 ** 4,37
| Your. relationship with patients. 22.9 ** 4.51
. Access of your staff to cont1nuing - Fo
' education’resources : _ 23.8 - ' - 4,52
. .
Eva]uation of you in your pos1tdon. C 21,2 . 4.53
Salary you receive. N S 21.2 o . .54 a
~ Your social position’ in the . R | -
a ‘ .'connmnity. : - 21.0 *»* - {. 5.07 -
: : . 3 , L

?

* Only Jjob facets wfth at least 20% of respondents dissatisfied
"are reported : .

‘t.”‘_**' Jaob facets on which N var?ed due to the. "not app11cab1e" response,

R ok Facets are provided in_ rank order using mean scores._



/

, ".Table 10

.
- e

"Eight Job Facets Identified as Most Important to the

Feeling of Overall Satisfaction on the Job

B I

-

~J0B FACET

'MEAN IMPORTANCE

RATING

Theltonpetence of your staff
Your 1nvolvenépt in degision-ﬁnking

Your'freedom to seek out new ideas

. General'attitude of staff toward patients

Your relationshipskwith the staff nurses

. Responsibility associated with your position

Availability of adyice to assist you

Your freedom to intweduce new ideas into

your institution -

N 5364
5.63
5.60
5Q59;
5.50

‘ 5l55'

‘5.51 -

5.50 .

47
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~ Summary

Findings related to the anaiysis of the respOnses in terms of
overall Job satisfaction indicated respondents-were most satisfied
with the effectiveness of their institution and were moderately
satisfied with their overall job. The freedem to seek out new 1deas
was the job facet identified as contributing most to job satisfaction pry
while prov151ons for sabbatical or educational leave ‘was identified |
by the largest number of respondents as contributlng most to job
dissatisfaction. In terms of a job facet which was identified by
Directors of Nursing as being most important to their job satisfaction,
the!pompetence of staff in so]ving day to day probiems achieved the

highest mean score,

SECTION C: JOB FACTORS °

In order to reduce the forty~six job facets on the -
questionnaire into fewer more ea51]y 1nterpretab1e factors under]ying
the concept. of overall job satisfaction, factor analysis was employed.
A weighted sAtisfaction measure.was obtained for each job facet»by

multiplying the "importance" sca]e rating by the adjusted

"satisfaction" sca1e rating In order to- identify facets which were

rated as very fmportant to Job satisfaction but with which respondents '
indicated high dissatisfaction, an adjustment to the satisfaction
scale was required. Consehuently, the numerical rating assigned to

the satisfaction item by each respondent was transformed a +3 for

highiy satisfied (6). +2 for moerately satisfied (5). +1 for:slightly )

1

Y]
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satisffied J(4) 0 for not applicable (0), -1 for s]ight]y dissatisfied
(3), -2 for moderately dissatisfied (2), and <3 for highly dissatisfied
(1). This procedure was adopted from Onuoha's study (1980).
Following factor analysis, four factors were identi fied which
accounted for 22.7 percent, 6.9 percent, 5.5 percent, and 5.4 percent
of the totai variance, respectively Only items ioading .40 or
higher were considered to be primary sources of description for the -
factors. Review of those items for comnonality of intent resu]ted
* in factor identification which best fit the terms of each item. The
" names of the four factors and the items loading .40 or higher for each
factor as well as the percentage of variance attributed to each factor

Y

are shown in Table 11.

Job Factors as Predictors of Overall Job Satisfaction

Following identification of the four factors, stepwise '_ "
multiple regression analysis was employed to determine the best %\‘
Predictors of the crite'rion_‘yariable overall job satisfaction. The
results of this analysis 'are suhnarized in Table 12. .This table shows
the criterion variable, overan Job satisfactign, the four predictor
' factors the significance of the predictor. factors, the percentage of
variance counted ‘for by each factor and the cumuiative percentage .
of varianoe accoynted for by each factor. ‘ ,
_Ihe best predictor of overai] Job satisfaction was
_ Responsibility It was associated with 20.67 percent of the total
.. | variance in overali job satisfaction. The four significant variables

(p(.OS) together accounted for 28. 10 percent of the varilﬁae
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\
~ Table 11
. Summary of Factors Extracted From Factor Analysis
- .
B 1 T R PERCENTAGE
908 FACET ITEM LOADING /or VARTANCE
cognition «by others of
- . .69 22.7
“’Tj Your se of accompliskiment”
. as an dministrator . .66
The variety of tasks you .
work on, _ .56 A
Your social position in the ] ]
communi ty. , .53
Opportunity to he]p nurses
y with professiona] problems .51
.. "Attitudes in your community
o .towards health care .48
i . Your relationship with staff ' "
! : : nurses .45 e
» o The portion of time.devoted
- : to operational dutiesw . .44
The ambunt of r'ecognition o
given you by other .
professionals ' .40
The number of hours you are
ISP . BEEQE‘.‘-SQ.‘!Q!"S .............. 39-_----_, ............ 1
. o Responsibility Your freedom to introduce _
T ‘new ideas into the - - o
o o institutiqn SRS i c 6.9
Your freedom to seek ot - N\
. new ideas = | - .68 o
L . Yoy 1wl vegent in S
- ‘ d:ﬁsion-lnk g - - .61
f - Your authg;rity oVer budget- :
A prepamion - .52

R Vo e



Table 11 (continued)

: | | PERCENTAGE
FACTOR | JOB FACET ITEM LOADING OF VARIANCE*
Responsibility Responsibility associated St
' , ~ with your position 51
Your accountability for o
success of patient care
programs . .47 .
2 Availability of advice to -
assist you .47
“Vorking S
Conditions Salary you receive .66 5.5
Consultation. between:
hospital board and nurses
concerning working
condikns .61
. Provisions for sick leave- .56
. Your physical working ’ | .
conditions .56 -
Retirenent benefits 82
( ~ The number of hours you are . -
| expected to work 48
The way. co]lecti ve bargaining
i ‘1s conducted .44
o Respons-lbility associ gted ,
I with - your position : .41
| Actatattate it i e e —m—meeeeceeccccoccceaa
" Resourt ~ Access of staff to continuing . )
Adequacy - education resources - .63 5.4
. .Avanabmty of clerfcal
. ... personnel to assist you .62
- 'Opportmities for 1nserv1ce .
- fo ;vourself | - .58
relationship with the » :
4 hospital board : 51
s |

51



Tabio 11 (continued) " B

v —

st

I FACTOR  + J0B FACET ITEM Lom'xns  PERSENTA

&
0B VARIANCE*

SR

| Resource ' Expectations of the
Adequacy hospital board for you as

L - - -

. ',Avaﬂabﬂity of'coun'senné
and health care services .50 -

Attitudes in 'your commnity
towards health care S |

éfotali 'Variané:e‘- 40.5' ' S | B -i ‘.

A . [ . o . .
o . 3, . .. (Y




Sterwise
. Predictor Variables

N

Multiple Re:
with Overa

Teble 12

-

ressidn Analysis Using Four = . o
1. Job Satisfaction.As Criterfon Variable

VARIABLE

CRITERION |

FACTORS

. . F-

TNCREASE
IN

—ERED!

{

% OF vmub(s«cs o

INDIVIDUAL

CUMATIVE

| overal
. Job
' " Satisfactio

J

20

1.

3.

4,

Responsibility -

Rémgnitjon | .

Resource

- Adequacy

Hor'h‘l_n'g'.
Conditions .

.23

21.73

.00

20.67

6.75
0.39

0.29

20.67

v. 27.42
27.81

"28.10




R PRON
s ot

B - ~at the os level.

_i_z_e__s.f_c_ijx

54 .

- ) .' Sa’if'sfaction wit‘h_qob Factors;by Providce
N < .‘k '
~In order to determine if Directors q_f Nursing in a specific
province were significantly more satisfied with particuﬂr Job
factors. an F test was carried out on the data. Tab]e 13 sunmarizes

the resglts of this am]ysis. The results indicated that only in th /

- area of Working Conditions ‘were Dinectors of Nursing in British

gnificantly (p&. 10) Scheffé level of significal‘) more’

| satiM than those in Alberta. The data analysis indicated that.no '

significant difference ekistod among Directors of Nursing in the four
provinces in terms of the remining threé Job factors Recognition;;

FEA ® -

' Resﬁbnsibility and Resource Adequacy.” - Y BN "

PN
B
- ¢ '
v * T

oy,
Conparison of Job Factors with Selected Variaﬂes »(
- . ]

ﬁr-'orden to conpare selected continuous variab‘?es with a

' % |
' respondents‘ satisfaction ‘fp, terms of the four Job factors, a series

N4

“of F tests: were carried out on the deta. The results are suﬁmarized

: in Table 14. The mean value was used as the‘.fcouparison indicator

rison was’ sign ficant

whiTe the P value indicated whether the

Anaiysis of the data indfcated

o

C e



" Table 13 * -

Analysis of Variance of Job Satisfaction Factors
Between Groups Categorized“%y Province

,.‘5 > /‘ .E‘”“Sh 'A;*erta skatchewan| Manitoba |
S gn | o | M i R
T e e | e AN | .|
'\“:(' AT " . 1. -y )

' ?I% ' "'Reco'gn'lti'on- 7,55

R !'i;‘l-' R <
1 R . :

Responsibility| ‘i1’ 36 11.43 | 12.25 -

oy .

4 748 | 695 6.77 .| .89
lIo.2r | .68

- '”orking 1. ) u _ v |
Conditions | 7.48 | a4 | .5 6.06 | 06 »

Adequacy | 8.3 | sm | o7 | 6.17 | .36 |’

P

et
\4_
B .

: *, British -Col mbia Dimctor's of uursing -are si 1ficantl more
.~ satisfied with Ho g Conditiond:than are their counterparts
4 in Alberta/ - fé .10 Tevel of signiﬂcam:e)

"- oG
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v e
- Tybe of Institution . | o
: . 3
No signfécant differences on satisfaction wi‘ii‘-‘
between groups classified on the basis of type of ‘
respondents were employed. _ ' S
/' ' . . . .-'.\
Ownership of Institution . o i ot _'._J'- ;

¢« - In terms of ownership of the employing facility, no significant« *

i

di ffenences were found among réspondents on satisfaction with the four

7 A g .
ob factors : ‘
E T T
!-@ . \ .
* ' )
Number of Full Time Equivalent‘Nurses et v, ’ _ -

Analysis of the data indicated that there .were no significant i
differences on satisfaction with job factors in terms of the number -
of full time equivalent numeﬁoloyed in the facility of which the
f

respondent was the Director of Nursing. - ' e ¢ | |
. ’ - ’ . . . ) ’ ’ L':\.‘); ~ ‘ ;' ."?f‘ ' ‘ '_ } X . ‘ s
Numbef of Patient Beds .- , - w .
. _ » e
T : An inspection of the means in Table 14 revealed. that

significant differences, between groups classified on the basis of i

nunber of patient beds within‘ the respondents’ employing facility

‘\
were evident ?r two factors, Recognition and Resource Adequacy.

| 'l,_p_,‘f-/ On. Recognition, the probability level of .05 indicated that a
; s’igni icent difference existed A Scheffe’ test revealed that .

¥

e *insti .tions with 500 or more patient beds enployed Di rectors of

'
f
i

Nn.frs g who were significantly less satisfied with the aspect of

-

[

| ic;p_ ',_; tion in their jobs than were tlnir coanterparts in institutions
%300 to 499 patient beds ]

%Q“; Y 'v > “

- °y. b % -
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" “four. Job factors. o

Nunbehr of Budget Items for Which Submissions Are Made .\

As was indicated previ’ously,' th_fs variable. adapted from

~ Rice's 1978 study, was used as an indicator of the degree of

centralization in terms of dec;sionf-mking p.resent within the
respondent’s institution. The investigator sought to determine if

Directors of Nursing in centralized institutiohs were more satisfied

witih the four job factors than were those in decentralized facﬂities.

For purposes of comparison, an average of the means for groups 2 and
he Intermediate

3 as well -as groups 4 and 5 sbbve as mean values

;.Qroup (mean=7. 22) and the Decentralized group (me ,.97).-

Analysis of the data revealekat no significant dlfferences
exi sted between: groups categorized by degree of centra’H zation on the

An examination of Table 14 disclosed Vt'ha;t a significant

- di Ffer‘ent:e exist¢d between respondents in the under 39-year and 40 to

49 years of age group for one of the four job factors. thh a
pmbabﬂity value of 001 ana]ysis revea’led that D'Irectors of

' Nu ing who were under 39 years of age were sigmficantly less

satisﬂed wi th, ,the Resource Adequacy aspect of their job than were
those in the 40 to 49 year ‘age group. ’

N

Years of Expeﬂ ence

| 2 In Mof P
signif'lcant differences ex*tﬁed between groups on satisfaction with -
t\h‘g four an facters.,ﬂ Yy oL ""f"'“ '

X : S f},l. IR Co

2 periences. as a“])irector of Nursing, no )




© " .significant difference between grows existed. Further analysis

Posigraduate \Courses :
" Analysis of the data reveaied no significant differences
between groups of respondents classified according to nunter of post-

graduate courses and/or degrees obtained on Satisfaction with factors |
* i «'L‘l" y 4

¢

in thei r job
I
-~

- Continuing Education Activities Attonded
Table 14 revealed that no st ficant differences existed

’ beuween groups categorized according to the number of continuing
education acti vities attended . in the past two years f‘ n terms of Job -
factor satisfaction. o . Vo - .
‘Membership in 0 _ganizations K

Among Directors of Nursing classi fied according to the nunber

of memberships held in professional or commity organizations.
statistically si griificant differences were found on three factors
Recogn‘tian. Responsibility and Resource Adequacy. _ Because of the
variable N for the categories in this analysis. caution nmst be Py

exercised when drawing conclusions. o ,
On Recognition the pmbability value of .03 1ndicated that a }i

 révealed that respondents who belonged to four- g six organizations
were significantly: iess satisfied with the necogni,tion aspect of their
' 'job than were those nho h\d neuberships in ten or aore organizatiqus. o
| Tablw,revea‘led that with 2 probability wlue of . oa.y s




‘significantly more satisfied w

Further analysis revealed that Directors of Mursing who belonged to

ten or more organizations wene significantly more satisfied with this
Job factor than were ‘those who held four to six memberships.
In terms of Resource Adequacy. the probability value of 03

indicated that a signi ficant difference existed between groups.

Respdndents who held menbershinih}n seven to nine organizations were
1th Resource- Adequacy in their

institutions than were Directors of liursing who belonged to ten or

more organizations. - . _
The results of the data analysis, therefore, indicated that

for ung,of the fourrfactors. Recognition and Responsib'ility, Directors
_of Nursing who belonged to ten or- more professional or community
, organizations were sigaificantly more satisfied than were their

counterparts holding four to six nenbersnips. Perhaps respondents
in the more satisfied group found additional satisfaction uitn aspects
of recognition and responsibility because of the numbe r and variety

of organizations with which they were involved k '

Unlike the greater satisfaction associated with the g/row ’

: belonging to ten or jore organizations in terms of the first two .iob
factors. this group was the least satisfied with resw adequacy in
.'tneir institutions. Perhaps a greater expos“re to resources

available within the oommitv as a uhole resu‘ltad in respondents in

- this group being wore crétical ‘of resources Jin their spacific
’facilities uhen comarisons were nade

. . . ) ]

A

N
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Percentage of Staff Resigna iion

Worktng Status of Spouse

'with tbe four job -factors when mpﬂndents were. classified acéording

,othestswerecaMedou |

L hnalysts. of the Mata revaplypien 3 _gigaiﬂc:*nt differeuces R

‘ inst‘ltutions were affﬂiated wfth i Facult oréc}ml of um‘sfni.

. Y-
. . . oL . S, e .o
. B 2 N oL ‘ ) . i ’ I
. . - L . . . o . p v .
. Lz R . . ot » L. . . N . B )
s.x.' . : - . . . . . EEEE A
' - ’ w————— =3 - : «
. .
g
P

- Amalysis of the data rev; that satfsfaction with the jour o

“factors was not sigaiffcantly re ated to the pércentage of staff

q;iyntions within the past year in the respondent's health care

’~ fac‘]ity; . N . . o o | 'q‘ ,

3 ' *

L

No Ngnificant differences existed msums of satisfaction - !

' N&'vz
to. uhether or not their spouse worked ful'l t'ﬂ
u e : y : s ‘ RY
,.-.

] . v%to detomine if signiﬁcant differences existed o0 :
job factor sat -k

?action in terms 9# d'lchom varitbles a serfes -

suwnarized i,uvT)a\blg 15. 4 L Do

in satfsfaction with the"fdirgo& factors existed beb:een gmps,gf o “,, |

' respombnts when cussmed at':ﬁord‘ing to wmtuér or not thc:h:

ce . . : . o S

Exvn!mtion of Tahlo 15, mvnled m uo sigutﬁm,t Gi-fhm:

on Job flm'- satishctim existed um uﬂt m f.ﬂb K
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2, I ' @l » | .
_ T S - , é . ‘
E '.g&g Works as A’dministbatbr ® 3 S .
' : P No sign‘ificant di fferences existed between ,yroups categor'lzed .
~¥
c ording to whether the responclnt S spouse also worked as -an : = ", ’

administrator when analyzed accordingdh job factor satisfaetion DRI

. o . a..'; ." ".- T : » - E : . y \{w .
B o e v ¢ r. Y. oA
% RAnktqtg Job Fa¢0rs L e »

Lot ‘&,. :1..

J ‘ o .
‘%‘ ~Im\,order to determinq'* 4.5 sived nespoﬂde/ts\ were wi;h ehcrb T
of the fou'i’.;.job ,factors in: their D ms&’&q‘y well as to determine :
the rank Qnderv.of the Wrs‘ in tm setisfaction, t tests tewtee *

. . 0 !". ?L ;. . e ' . '
- e four factors wene dnr)'ied out., Tﬁvi@sul Mare sunmarized in. .~ ‘v'_‘“v'_i'
. . L' ‘. ] , l.'\ Y ) -, \
e ‘1 ble- 15 - ® L e - _
, S I SRR B *”' ST T,

"1§nte. a significant difference between aH

8 - ‘ of the pai red mean .5 R obtqined wlth the ngxeeptﬂm of the ’ < -
I & r'of Recoynt tion an?fResource Adequacy o "
i pmbaﬁﬂity level m? 16a *'As urecult, the }

rank rdering of job factprS’ 1n tenns of how sat‘isﬁed resgondents :
J _: f wewe w_.th each factor was as foﬂows .;_,,f TN -
_ L \Respondents were wst satisfied with the Responsibﬂity aspect i
-,'_“ s _' of tueir\.job Second. they wﬂe satisfied wffh the Resource Adequacy Y I_ g
.'\\"

satisﬁeﬂ
ef ﬁ*“ Fa
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Table 16
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VARIMAX rotatior - il
_isolated which underlfe t‘he concept of . Job satisfaction specific to D

.this sanple The factors were: Recognition, Responsibility.
to wOrking Conditions and Resource Adequacy. Of the four, the
Responsibi'lity factor ‘was determined to be the bes.t pnedi&tor of’

[

C W f"'overa]] Job sa&isfaction. , S | . o (‘

 J

- Ana'lysis was then cérried o‘ut to determi ne i f Di‘ recto“rs'
E ‘,% Nursing from a particulappm were more .satisfied wimwgific
g

Job factors . thag: were‘theﬂ' j:erparts in other pr’tnces.« o,
o - ’Respondents in British w}uggbia were. identified (5 being signi‘f‘icamtiy

t

" more satisfied. witp“their working Conditions thap were their o |

] ‘ ) - Y - ] ,/ - . *,,
SN cplleagues.jp Aiberta. . SR
£, ¢ ¢ -Difectors of Nursing~ of insgitutions with 500 or more pati%nt

‘beds as weu as those, who beionged to ten or moere professionai or

T conmunity organizations were significant]y more sati Hed wﬁh aspects |

S ‘. of Recogr ition and Responsibility butsless satisﬁed with Resource | .
“Ade‘quacy in their faciiitiesf Respondents who were under 39 years -

(--of age lwere significpntly less satisfied with Resource Adequacy than
\wer\e re\ondents frqm 40 to 49 .ye’Jrs of &‘ge, ‘ » _' o ,

e foar Job factors were assessed \as to how satisfied | o
respondents were. Wth ea\irme fac‘tors were p'iaced 1in the. folwgg% '

”.".I,"*i!sponsibﬂity, Resource L

R

Hoﬁdng Condi'ti ons.

. - "

. b. ) . s - -, Lo ':" v . . T PO

’ ,' ",v-( B - . . .- N . t . ! 3 - : ' ; o 1" ’
Coowd ! I Lo ot . B [N U ’ . : - T

ac_y. RecognitiOn and:*
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SECTION D:  OVERALL J08 SATISFACTION B

Analysis of variance was perfonned on the data in order to

determi'ne which respondents. categorized according to selected

‘-variabies. were most satis;fied with their ‘Jobs in terms of.their

overa‘li Job satisfaction scores. This analysis served as a. basis for
conparison of resui”Bs discussed in the previous section.‘ ﬂie -
investigator( sought to- know if responses were different if they we.re ,
ana]yzed according to overall job satisfaction or satisfaction with .
the four job factoﬂfscussetpm:eviously. The assunption was that

- : y

the resui&ﬁh&u "be the same. L . o

‘The resuits of Ehe ana'lysis of variance are _re"
1‘? through 31. The appropriad tab];e is indicated ad,j'

V‘ : L N" C 1*:' o .

riabie. . ‘ . : L R Fery
. o ST e Lo RS
- ‘,‘V;‘(‘u' . _al- . - : ¢ . .. L

Size of City Table(®7 . t"w . :

R Nith respest to the’ size of city in which. respondents were

/ empioyed, the F va'lue of\z 20 an,d‘/fhe associated pmbability of .1

72

indicated that\no significam: ﬁifference existed in terms of overa‘ll

job satisfaction among the three groups. - R - ' . :

. R B - . BRI
N - . , - = . . . ’v".

."...., \.., a,‘ 5:

'i.oant dif?erence occurred bemeen the pairs |
;‘“"The obtainedf vaiue of 2‘2 had an~- R ',
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@ wqy Analysis of Variance nf 0verall Job Satisfagtion Amon ' '

tors -of Nursing CIaQsiffed on the Basis of Type( of Institut?on ‘o
RS ',“..q, RS |

e w" a‘ P

ir

TYPE ofr

DARD DRGREES OF F p
ATION wFREEpOM Responden tg

Number of |- -

INSTITUTION .
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_or Extended Care facilities. Thus. Directors uf Nursing in: Auxiliary
or Extendewre facilities m significant]y morg satisfied with .
their job in all aspects than were those in Psychiatric treatment-

' centers. o e
.Ownership titutipn’ Tabie 19 ' : o .‘
‘ C"'.!;!‘S ] .

Analysis of variance on overall job satisfaction indicated no '

significant difference i& terms of gnoups classified ascording to.
0 ership of e institution with which the Director of N ing wa
aisoc N ' ‘. . (,: d -:'.',% d?"',y‘.ﬂ

..

L Number of Nursemioyea Table. 20 ,
A - «* ‘No statistically 51gnificant differences on overali job

~

| satisfaction were indicated by analysis of variarke. between groups
based upoﬁ numbers of full-time equivaient nurses emp]oyed by the

institution. ' % '

ek

‘ & i
Nuniber Of Patient Beds. ‘ﬁb]% 21

. v o~ . ‘ .
A No statisticaﬂy significant chfferenoes on overall Job s
: satisfaction uene indii:ated by analysis of variance be&een gnoups |

. of number of patignt beds within the facility. L
- o _ ] - Do N ‘v . ’ . e l‘. l\‘-v’ -
_"Agg Tgbieg T P “)

Ana’iysis of varianee indicated no signi ficant difference on
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" Table 19

One Way Analysis of Var@nce of Overall Job Satisfaction A}rbng Dire
of Nursing Classiffed o the Basis of Ownership of Institution

* MEAN STANDARD. DEGREES OF. |, %
- OWNERSHIP SCORE DEVIATION  FREEDOM - | %

Private 533 .58 117  1.08 .37 3
. ‘ ” ) - .

NUMBER OF ]
RESPONDENTS

[

fo

Religious )\ . 550 . 63 - - g

(|Mamtctpar 49 .99 g

r

“|Provincial  .5.08 g9 ® ' 66
. . . - ’ . . l. * '
Federal - 5.67 .58 & e 3

Other .58 .87 o o1

I R ‘
. . .. _,,*,‘)? e »
Q‘*t&‘? . ’ S



Table. ¢

One Way Analysis of Variance of Overall Job Satisfaction Among Directors

of Nursing Classified According to Numbers of Nurses Employed

—srarsee-oa

EMPLOYED  SCORE DEVIATION FREEDQM
| 49 or tess sz .88 7 0 . 25.

.50-99. - . 505 1.13 "'.22,_
. o . _ LA B

1

100-199 B sz3f s e - % IT

s | 400 or move o ‘:'5..00 13@14 - L 18- |

- \ o ) . . | ‘ . '.‘. ‘\‘. : 1' " l~.>-"

. LI | S
S . g A P R
S < Y- /"'0 e - SRR
. . . - .- i l~., o . I P R

NUMBER OF NURSES -~ MEAN STANDARD _ DEGREES, OF ¢ o MpgEO]
P affbonoeny .

« 200 - 399 i ¢3515 R ' ._ -,4:"7‘_ T A X : 27

3
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Tablc 21

One uqy Ana]ysis of Variance of Oven'll

of Nursing Classified Accordmg 0

« M

Job Satisfaction Amon urecton
Number of Patient Bcds .
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" SCORE
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One Way Analysis.af Variance of Overall Job Satisfactton Among Dired v
; oy Nursing Classified According to Age '"”"9. Otr g
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' Years of Ex __psriencv Table 23 ‘ A - ,.—”&
P uh ° . .Y, L
h No statistically sign‘lﬂcmt dimmm on omm job Lo
F
““‘"“_'_“'_ were. '_,'!_“51":'_" ,',’Y_P_"_'!NS of variance between rows __
: | classiﬂed accor 1ng to nusber of years of emﬁm a’a Dimctor  *
Lo et Nursiag. R o C
“ | ’ i.: ' ‘ . ,‘ - . ;é-:;,'
B o Mﬂlyﬂs of vaﬂmbe 1nmuud c‘mtktic&]ly sipiﬂcmt v, m

differences on mun Jni satlx,faction gitmcn the gr.ows tn. ’tens
o .of mnte# of graduau oourses taken.
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. Table 24

One Way Analysis of Variance of Overall Job Satisfaction Amng Directors
of Nursing Classified According to Numbers of Postgraduate Courses

-

~

PO;‘#?R&&,%E MEAN  STANDARD  DEGREES OF _ - o NUMBER OF
| COURSES SCORE  DEVIATION FREEDOM agspouogur
No Post grad X 5.23 .97 117 .70 .55 22
Courses ’ -

- | Some Post grad 5.00 1.06 - 44
Courses _
Bachelor's - 5.09 .89 35
Degree .
Master's 5.35 - .61 & 17

Degree )
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One Way Analysié of Variance of 0

ble 25
verall Job Satisfaction Amohg bi

of Nursing Classified According to Whether Spouse Wo rks Fu11_T1Q§]”'_Q
e f?fg
SPOUSE MEAN  STANDARD  DEGREES OF ¢ " _'NUMBER OF']
WORKING SCORE  DEVIATION FREEDOY P RESPONDENTS
’ LN e .V - \vl -
No 5.00 1.08 117 29 .75 e
-/ STRANEES
Yes / 5.18 .94 : 55
Not
Applicable g g .87 45
. .
&
. /

R
VAN
rectors




Tab]g 26

One Way Analysis,of Variance of Over
of NI

ing Classified Acc

all Job Satisfaction

Among Directors

Nursing Staff Resignations

”

ording to Percentage of

PERCENTAGE OF MEAN  STANDARD  DEGREES OF F.,} NUMBER OF
STAFF SCORE DEVIATION FREEDOM P RESPONDENTS
RESIGNATIONS . -
Less than 10% 5.19 1,23 114" .22 .88, 26
10 - 20% 5.09 .64 32
» - v
3
21 - 30% 5.17 .87 Voo 30
' ' %
31% or greater  5.00 “1.04' : 27
k8




Table 27
<

Analysis of Varisnce,of Overal] Job Satisfaction Among Directors of
Mursing Classified According to Affilfation with Schao of Nursing .
. , &

o }

- . #‘

AFFILIATION MEAN DARD ~ DEGREES OF T 2.TAIL  NUMBER
WITH SCHOOL SCORE DEYIAYION EEDOM  VALUE PROBABILITY  OF
OF HURSING , : o RESPONDENTS

es 511 - . ne 010 g 80

. ) f . »
- ® oy
No 5.13. .88 ¥ - 38




Sex: Tab1e28 , .',.j I . )
There were no significant diffennoes in overall Job

. satisfaction betdeen male and female respongients.

" Mdmber of Conferencep Attended Within Past_Two Years; Table 29

Analysis of variance indicated no statisticany signif cant
ssi

" di fferences .on satisfaction with the. job between grougg fied

with r~es'pect to nuuber of conferences dttended within the past two

d

years.

N%ber of Memberships in Profssional or Community Organizations:
able 30 .

s
There were no significant differences on overall job

satisfaction between groups classified according to the number of

rofessional or community organization ‘niemberships held.
. .

-

Spouse Employed as Administrator: Table 31

Analysis of variance indicated no significant differences on
overap Job satisfaction between groups classified accor‘ding» to
whether the spouse of the Director of Nursing was employed as an
administrator. )

. . | \
pN Summary

.

Analysis of the exteni: to whié'h.respondents experienced
overall satisfaction with their job indicated tiiat differences in

overall job satisfaction were associated with onl; one variable,




" Table 28

- Analysis of Varfance of Ove
Directors of Nursing Ci

1 Job Satisy

fed Accoy

=

. . . . - ol
\’ sex MEAN  STANDARD DEGREES OF T °  2-TA
) 3 SCORE  DEVIATION ' FREEDOM VALUE PROBAB
el i
Ferale 5.43 .97 116 46 .65 P Tio6
. .. .
Male  5.00 .60 ¢ 12
' ]
BN Y.
-
\'1
)
. :



-Iable 29

Analysis of Variance of Ov’rall Job Sa

Nursing ClasSified According to Numbers

pE—

tpe

t.jsféction Among Directors of

of Confenences Attended Hithin
the Past T\VO Years -

- ———
NUMBER MEAN STANDARD  DEGREES OF T 2-TAIL NUMBER
oF SCORE DEVIATION  FREEDOM VALUE PROBABILITY OF
CONFERENCES~ ' RESPONDENTY
y 1-3 4,93 1.05 116  -1.23 .22 28
. ' . . * ‘Q
1] 4ormre 5.18 .89 90
L




\
'l_’abl_o__ K
. Analysis of Variance of Overall Job Satisfaction Among Directors of
Nursing Classified According to Number of Memberships Held in
. Community and/or Professtonal Organizations
g\ N “»

NUMBER  MEAY STANDARD DEGREES T 2-TAIL NUMBER
OF SCORE DEVIATION OF VALUE = PROBABILITY OF
ORGANI ZATIONS FREEDOM - RESPONDENTS
1-3 499 .9 116 -1.79 .08 67

4 or mre 5.29 .88 51
- I

89
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Analysis of Variance of Overall Job Sat{sfacti
of Nursing Classified According to Wheth

Table 31

Employed as an Administrator

on Among Df pcft‘)_r%

er Spouse was

SPOUSE  MEAN STANDARD  DEGREES OF NUMBER 0
AN SCORE DEVIATION  FREEDOM  T-VALUE 2-TAIL  RESPONDENT
AOMINIS TRATOR : PROBABILITY .,
YES . 4.94  1.09 59 -1.i5// .25 17
NO 521 .97

44
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.

type o\f\iustitution fn-which the respondent was an administrator.

Directofs .of Nursing.of Psychiatric tréatment facilities were
AN ‘
. significantly Tess satisfied with their jobs than were their counter-

mrts in Auxiliary or Extended Care flcﬂ*ltfes

Although there were similarities in the results of analysis
of overall job satisfaction and satisfaction with the four job
. A
factors, consis%ency was not achieved. Implications and possible

explanations for the same are discussed in the final chapter.

SECTION E: CONTENT ANALYSIS OF OPEN. ENDED RESP(NS;S

One of the problems addressed by this study was to determine
whether ‘the Job satisfaction as obtained from this sample would be
consistent with Herzberg's theory. In or\der to establisr; a data base
upon which to examine this question. respondents were asked tg
identify two facets of their job which contribdted most to their
overall job satisfaction and two facees that con&ributed most, to their -
over3gll job dissatisfactiom, (Section E of quest*onnaire)

In order to categorize responses, each job facet 1dent1f1ed
by ‘the respondents was pla& fnto a satisfier or a dissatisfier group.
Job facets within each group were written using direct quotations from
the questionnaires and frequedcy of responses were scored alongside
the job facet which most aﬁbmpﬁately corresponded to the response.
As a result, thirteen job ifacets were identified in the satisfier
growp and twenty-two facets ere identified in the diss;tisfier group.
Table 32 represents the division of job facets into satisfier and

dissatisfier groups as well as the frequericy distribution of responses




&’

¢

from facets most frequently identified to those teast frequently

cited for each group.
A fevfew of Table 32 revealed that, for this sample, the

‘ " freedom t\o introduce new 1deas for improved patient care,”

constituted the job facet most frequently cited as .contributin‘g'.to
overal) job satisfaction. The secend most satisfying job facet was
the "re]atiohsh'-ip with and sipport of subordinate staff," while a ‘
"supportive relationship with the hospital administrator” was the
third most 'f:requgnt;ly identified job facet’céntributing to job

satisfaction. It appears that the freedom to be innovative as well

'as the positive rﬂationships'devel.pped within the Job's context

contributed most to ovemﬁW&ctign for Directors of
: *

Mursing in Western Canada. L’
\

" Job facets contributing most to owérall dissatisfaction were
more diyer?e. An analysis of responses reveiled tﬁat Directors of
Nursing felt quite frustrated by the lack of support from medical staff
for nursing progyrams witMn the institution. Several felt that the

<o U-J &
-image of the nurse as the doc%or s handmaiden had not been relegated

to the balls of antiquity,hé{ rather was "alive and well" within the
/‘—/&\w
conceptua'l framork-of wany medical doctors As.one Director of

Nursiné;%} 'vewtréatment hospital put it: -
. Job safistd {3 undermined by a lack of cooperation and team
{,;3 _ngiﬁiv 151-' stration from medical staff. Planning for
=, deve TopWiL and for the use of time is d\{fficult because of the

usbers ofSsePises’ caused by lack of understanding by medical

c\r: of 8dMnistrative fssuves and problegs, and the need for
1nafion ‘and planning. ¥

| The third most frequently referred to facet of the job whi%h

resulted in overall dissatisfaction was the "involvement of unions®

T e




Q&Lghteen—reﬁemnees}?—m Director-of Mursing of a smatl ———— — -
rehabilitation and extended®™are facility stated that:
There is a constant feeling of helplessness with the increasing

strength and demands of the unton. This permeates everything
+ including cost factors which escalates with eagh new unfon

contract agreemgpnt.
It should be 6oytm this study was conducted during a

period of time when two of the four provinces, Alberta and British -
mh:;tia. were experiencing province-wide contncgnegotiations wi;h s
their nurses. Both mﬂné\es also experienced strikes by the nursing
laﬁor force. This situation may in part, be responsible for the
frequency.of response as well as the vehemence with which Directors |
of Nursing identified the facat in temms of job diss.athfaction.
Besides the facets of the job which seem to be dissatisfie;s:;
to adm{nistntors. in general, for example, too little time and budget
restrict{ons, tﬁe next most fréquently cited dissatisfier for thhis
sample was the “unavailability of trained professional ‘staff.'.' This
factor would appear to support the wri ter’is 4initial contention that
there is a "shoctage of qualified nurses within the health care
system." One Direct;or of Nursing of a sma]'l active treatment hospital \

dtated:

The nonavailability of qualified nurses is an increasing .
frus®ation which seriously erodes job satisfactior. The amount
.of time spent recruiting, orientating and trdining is-out of
proportion to the amount of time avafable to ‘nursing’'.

4

A Comparfson of Sample Responses with Herzberg's Theory‘

In order to compare the job facets described by the study's
L e
respondents with Herzberg's two-factor theory, responses were grouped
. . . ) .

L . ,;'.!
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according to Hygiene and Motivator factors as described b} Herzberg
et al. (i959). In his theory, Herzberg idz:;ified the following as
Motivating factors in one's Job: Achievement, Rééognition. Work
Itself, Re;ponsibility and Advancement. The following were Hygiene
factors: ,Policy and Administration, I t;;;;}sonal Relationships,

Supervision Salary, Working Conditiops, Status, Secudity, Poss1bi11ty

of Growtﬁ and Personal Life. The investigator found no references

<
by respordents which\¢buld be/placed in the follgwing categories and
consequently these were elimMpated from the Hygiene and Motivétor

us, and Securify. Table 33

categories: Advancement, Supqrvision, S

—~
summarizes the results of the categorization \and identifies the

p;rcentage of responses (noted in Table 32) relevant to each. The
results of the categorization indicate that respondent§ idehfified
| job facet§ in the Motivator groups as contributing to-job satisfaction
almost two and one half times more gften than to Job dissatisfactidn,
50.16 percent, as compared to 18.85 percent. Dfrectgrs of Nursing
identified {ob facets, categorized \as Hygiene factors, almost three
times more often when describing in iQents related to job
di;satisfaction, 81.87 percent, as compared tb 29.87 percent, related
to job satisfaction. The %;vestigator‘experienced some.hesitancy o
categorizing the job facets "relationship with staff"'and -
“relationship with administrator" under Herzberg's Interpersoq’:
Relations category &s it was felt that these two facets may.give been
more appropriately placed under Herzberg's Motivator categoﬂ&, Work
Itself. The responsibilities of a Director of Nursing include these

two job facets within the ‘context of his or hgr job. However, in

96
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order to strictly adhere to Herzberg's classifications the two job
facets were placed in the Hygiene grﬁup. Had they been placed fn the
Motivator group, respondents would have almost pnanimousﬂy fdehtified
Jjob faceté categorized as Hygiene factors when desggibing 1nc19ents
related to job dissatisfaction and would have identified Motivating
factor; four times as often in relation to satisfying incidents as
those contributing to dissatisfaction.in the job. C

Summary

As the_analysis indicated, job facets identified by birectors
of Nursing in Western Canada which contribute to job satisfaction and
dissatisfaction~genera]1y adhered to Herzberg's two-factor theory.

' Difficulty in categorization of job facets referred to by the
respondents however fesulted in the investigator being wary of
unconditional acceptance of the Herzberg's theory for this sample.
The nature pf an;administratar's position dictates that certain
responsibi]?ties may be'considered "part of fhe job," such as
interpersonal relations, whereas in Herzberg's studies this particular
factor was considered apart from the work itself.

- Table 34 summarizes those cafegoﬂqes'usea by_ﬁereberg to
identify Hygiene and Motivator fattors Those job factors identified
by Directors of Nursing in Western: Canada whlch corresponded With

Herzberg' s categories have been 1dent1f1ed for purposes of comparison.
As was noted prevfous]y, no nention uas\made by respondents to the
factor of Advancement in terms of Herzberg s Motivator category.
Respondents did not cite examﬁ]es of situafjohs related to Herzberg's

' \

\
\
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s Table 34 L -

Comparison of Herzberg's Motivator and Hygiene Categories with
Situations Described By Directors of Nursing

1 v
MOTIVATORS HYGIENE FACTORS .’
HERZBERG DIRECTORS OF HERZBERG \ DIRECTORS OF,
NURSING NURSING - i
Achievement Yes Policy and
1 Admin¥stration Yes
Recognition Yes ~ .
Interpersonal
Work Itself Yes Relations Yes
Responsibility Yes ) Supervision-” ' No
Advancement No Salary ; _ Yes _
| J
Working
Conditions Yes
Status No
Security No
Possibility of:
Growth Yes
Personal Life Yes ‘
Yes - indicates that Directors of Hursing referred to incidentswithin| ®.
these categories whe?‘gescribing satisfying or
dissatisfying situatiOms .
No - Directors of Nursing did not refer to incidents with¥these
A capegorjes when describing satisfying or dissatisfying
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categories of Supervision, Status and Security.

N b



- CHAPTER 5
 SUMMARY, ‘CONCLUSIONS AND IMPLICATIONS

This chapter includes a §%ﬁnnry of the study including fts
purpose, methodology and majoﬁ_findings In addition, conclusions

drawn from the results as we¥ as imp])cations for administration

" and further study are discussed.

\ SUMMARY

3

Nature of the Study
i @ 3
The purpose of thisfétudy vas to assess the extent to which

4

s

Directors of Nursing of heaith care institutions in Western Canada

were satisfied with thei# JObS %feg1f1ca1]y, the intent was to
determine the job fecets wit wh1ch the respondents Were most
sat1sfied or mostazissattsf1ed’as well as which facets the Directors

of Nyrs1ng 1dent1f1eq f; be1ngdmpst important to their job satisfaction.
In fdditﬁon, by rgquesting'%hat respondents identify those aspects
ofgtheir job§ that coq?ributed most to their satisfaction and

S dissatjsfaction, thg applicability of-an existing theory to thts

N sahpie-could,be eseessed.

. 1 A review of the literature pertaining to job satisfaction
revealeq"thét the.majority of aftieles written appeared to address
_employees in business educational er indd§trial'organizations Few

attempts had been made to analyze the degree of Jjob sat1sfact1on
experienced by nursing personne] and of those only two were related
to Directors of Nursing. A review of the nursing re]ated Titerature
“revealed that there was a need to sthdy this group of individuals

| -102



103

particularly in view of the fact that the number of nurses leaving
the profession was growing and that projections indicated that the

trend would continue.

Me thodology

No suitable instrument was found {n the nursing related
literature, consequently adaptations were made to an existiné
questionnaire used by Rice (1978). Rice investigated the job
satisfaction of 410 school principals in Alberta. The format of the
instrument categorif"éigb facéts according to organizational, social,"
personal and professional variégles which.the investigator felt could
be applied to nursing administrators. Following testing for validity,
several revisions were made and the questionnaire was sent to 141
Directors of Nursing‘of health care institutions in Western Canada,
which had over 100 pétient beds. Candidates for thié study were

chosen based upon information documented in the Canadian Hospitals

Directory.

Daté Analysis

Data from the questionnaires were key-punched onto IBM
_computer cards. Appropria@e statistical measures were employed in
order to détermine the level of satisfaction as well as the differences
in job satisfiction scores based on demographic data. In order to
accomplish this, tests to determine frequency>and percentage of
response on demographic variables, mean scores, analysis of variance
and probability tests were carried out. A factor analysis was uéed

_ !
to determine the factors which were present in the responses to the
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46 items. Analysis Variance was used to test for di fferences

between groups.( For thoje tests where F values were significant at
the .05 level, the Scheffé-mu]tiple conparisnn of means was used to
1dent1fy which groups were significantly di fferent,

[

Review of Major Findings

In this sectton thi}findings are summarized as they apply to

each of the five problems which was investigated.

Problem 1: Overall Satisfaction

Sub-Problem 1. 1~ "To what extent do DIrectors of Nursing in

Western Canada experience overall job sat1sfaction?"

More than §6 percent of respondents indicated overall
satisfaction with their jobs. The mean score was found to approximate

the value of the response category, moderately satisfied. ‘ %

Sub-Problem 1.2, "With which job facets are Directors of

Nursing most satisfiiﬂ?"
— .

Directors of Nursing indicated they were most satisfied with

the following four job facets (identified in terms of highest mean
score): Provision for sick leave, Freedom to seek out new ideas,.

Freedom to introduce new ideas into the institution and Responsibility
~\

I

associated with the position.
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Sub-Problemv}.3. "With which job facet; are Directors of
Nursiig most dissatisfied '

Four of the job facets with which Directors of Nursi ré
‘most dissatisfied were: Proyisions for sabbatical or educat:::)l
leave, Portip\)of time devoted to operational duties, Pyovision of
custodial services for the institution and Method of consultation

between hospital board and nurses concerming worging'cqnditions.

Sub-Problem 1.4. "Which job facqts are identified as being

most important to overall Jjob satisfaction?"
Three of the_job facets identified as most important to the

fée]1ng of job satlsfactton were Competence of staff Involvement in

dec1sion -making and Freedom to seek out new ideas.

Problem 2: Satisfaction Factors

Sub-Problem 2.1. "Which Job factors contribute to overall job

satisfa;tion?"

Q Factor analysis af the forty-six items resulted in a four
factor solution which accounted for 40.5 percent of the total variance.
The four factors were: Rg;ognition, Responsitility, Working Conditions

1

and Resource Adequacy.

Sub-Problem 2.2. “Which jqbifacioi is the best, predictor of

overall job satisfaction?" °
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Following stepwise multiple regression analysis the variable
of Responsibility accounted for 20.67 percent of the variance and
therefore was conside\nd the best predictor of overall job
satisfaction. The gther three Job factors were also significang
predictors of overall sat‘lsfaction and fn rank order of'p‘redicubﬂity
the factors were as follows: Recognition, Resource Adequacy and
Working Conditions. These last three factors accounted for the
remainder of the 28.10 percent of variance accounted for by the four

factors together.

Problem 3: Satisfaction Factors and Demographic Variables

Sub-Problem 3.1. "Are Directors of Nursing in a particular

province more satisfied with specific job factors than their counter-

parts in other provinces?"

Directors of Nursing in British Columbia were si?nificantly

. more satisfied with Working Conditiohs in their instituttons than were
their counterparts in Alberta. No other significant .differénces were
found for.satisfaction with job factors in terms of provinces in which

the respondents were employed.

Sub-Problem 3.2. "To what ektent are differences in level of

satisfaction experienced with job factors by Directors of Nursing'

associated with organizational varfables?"

On two factors of the job, Recegnition and Resource Adequacy,
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Directors:  of Nursing employed in institutions of '500/or more patient

beds were significantly less satisfied than their counterparts in . .

facilities of 300 to 499 patient beds.

-

: w
Sub- Problern 3.3. "To what extent are diffenences in the \

level of satisfaction experienced by Directors of Nursing with job

factors associated with personal-social varfables?"

The only\variabie which was selective in temis of differences
between groups wis age " Di rectors of Nursing who were under 39 years a
of age were si‘gnificantly less satisfied with the Resource Adequacy
aspect of their Job than were their counterparts in the 40 to 49 year

age group.

Sub-Problem 3.4, "To what extent are differences in the lTevel

of satisfaction experienced by Di rectors of Nursing with iob factors
associated with professional ‘variables?*
> ) S T ' ?
- For two of the four factors, Di nectors of Nursing who belonged
to ten or more professiond! or commun i ty organizations wene |
significantly more satisfied with aspects of Recognition and
Rgsponsibility in their jobs than their counterparts who heid four to
. six membership‘s. ‘However, respondents in the former group were
simificantiy less satisfied with Resource Adequacy in their
_institutions than were Directors of Nursing who belonlged to seven to

nine organizations.

.



. Sub'-Problem 3.5. "How do Dimctors of uursing rank their |

satiiﬁct‘ioﬁ with the four job factors?* ~— - ~—— -

Directors of Nursing in Western Canada were most satisfied
with the aspect %f Responsibility 1n their job. The job factor with
which they were. next mos t satisﬂkd was Resource Adequ‘cy followed by
Recognition. The job factor with which Directors of Nursing were
least satisfied, of the‘\,four.\was Hoi‘king: Conditions.

.//: | 1 .

Problem 4: Overall Job Satisfaction and Demographic Variables

'sub Problem 4.1. "To what extent are differences jn overall .

job satisfaction between sub-groups of respondents related to

organizational characteristics?"

LN

The only variable which was se]iective' in tems*of overall job
satisfaction was the type of 1nstfti:t10nﬁin which' the _Director of .
Mrsing was employed. Respondents in Psychiatric Treabmht faciYities - |
were significantly less satisfied vﬁth their job 1nva1'l aspects than o
were Dif{gto'rs of Nursing from Auxiliary or Extended Care'faci\Ht'les. |

- .
W

+  Sub-Problem 4.2. "To what extent are differences in overall

job satiffaction between gmmg of respondents related to personal-
social chancteristics?' w |
‘ " There were no sig_niﬁcan% di fférences in terms ‘of,vespondents:
personal-social characteristics on their overall job satisfaction. ,
‘ - ~ .
»

kY



Sub-Problem 4,§%, “To what extent are differences between

groups of respondents related to professional characteristics?"

There were no signifieant differences between groups of
L . ) -
respondgnts categorized accord;%g to professional characteristics in

terms of their overall be satisfaction.

o

Problem 5: Job Aspect Satisfaction and Dissatisfact{gg

Sub-Problem 5.1. "What aspects of the job were identijfied by

Directors of Nursing in Western Canada as sources of job satisfaction

and dissatisfactipn?”

£1) The three most commonly fdentified facets of the job
c0ntributing to overall job satisfaction were Freedom to introduce
new .ideas for improved patient care (22.89 percent), Relationships
’and support of subordinate staff (16.5& percent) and Supportive

relationship Qith the hospital administrator (12.44 percent).

109 .

(2) The three most commonly identified job facets contributing

to overall job dissatisfaction were Medical staff bias (11.40 percent),

Budget restrictions (10.88 percent) and Unionism (9.33 percent).

(3) Approximately 42 percent of respondepts identified job
facefs related to the Work Itself whep describing‘satisfying facets
while 14 percent described positive experiences‘}n terms of |
‘. Achievement: »

(4) Approximately one quarter of the Eespondents idertified
Policy and Administration related job facets when describing
dissatisfying evénts<while ohly slightly ?:f;rADirectors of Nursing

..
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identified workiné\toqgitions in terms of dissatisfyiny job facets.

‘Sub-Problem 5.2. \"To what degree are the findings of this

study consistent with Herzbehg's (1959) two-factor theory?"

‘(1) When comparisons\were made of thé results obtained from
the sample and Herzberg's two-factor theory, ana]ysis revealed that N)
when categories were regrouped to form Motivator and Hygiene factors,
‘Moyivator factors were obsErved to contribute mofe to overall
sa£isfaction while HygienéAfactors contributed more to overall
" dissatisfaction.

(2) The results ié;icated that the findings of this study .
were generally consistent with Herzberg's two-factor theory.
Respondents, however, did not cite examples of job facets contributing
to satisfaction whi;h could be categorized in Herzberg's Advancement
:éategory. Perhaps this was due to the fact that as Director of
Nursing, an individual has a]nnstbexhauﬁted the opportunities for
advancement available in a hospital's hieranﬁ%&"ln additioﬁ,
respondents did not cite examples of job faceig resulting in
dissatisfaction which could be placed in Herzberg's Supervisjon,
Status or Security categories. Again, perhaps because of the nature
of their administratjve pos%tionsv Directors of Nursing 99 noF find

instances in their job which are dissatisfying in terms of these

categories.

110
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CONCLUSTONS

Relevance of the Findings to Literature on Satisfactior

The discussion that follows examines whether the results of
this study support the findings presented in the literature review
(Chapter 2).

The results o; this study appeared to support the findings
of White and Maguire (1973) as well as those of Ullich (1978) in that
Directors of Nursing in Western Canada indicated they were most
satisfied with aspects of their job which allowed them to introduce
new ideas into the institution as well as to be recognized for their
contribution. In relation to thosebjob aspects which_contfibuted to
dissatiéfaction, Stember's (1978) findings that organizational
po]iéies constituted the least satisfying job variable supported this
study's res&]ts which identified organizational féctdrs such as
provision for leaves, portion of time devoied-to operational duties
and collective bargaining procedures as dissatisfiers.

Stember et al. (1978) found that job satisfaction for nufses ,
" increased with longevity. The results of this study revealed that |
only iﬁ terms of satisfaction with Resource Adequacy in their
institutions were Directors of Nursing between 40 to 49 years of age,
~more satisfied than those who were under 39 years of age. This studj's
findings however, did not reveal that a significant difference existed
in job satisfaction when §na]yzed in terms of number of yea}s of
experience as a Director of Nursing. Arndt and Laeger (1970) suggested
that the longer a Direétor of Nursing worked in an institutfon, the

less strain she felt in the position. If less strain is to be .

—~
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_associated with less dissatIsfaction then the results of this study

-

“the job.

could not support Amdt et al.'s (1970) findings.
Williamson's (1972) study Yesults were supported to an extent
by the findings of this survey. Williamson found that nurses with
Master's degrees were the most satisfied of all other educational i
levels. In this study, these results were upheld but only in terms
of the Director's satisfaction with the factor of Responsibility
in his/her job. For the remainder of the job f;ctors, Recognition,

Working Conditions and Resource Adequacy, administrators with no

postgraduate courses constituted the most satisfied group The
differences in satisfaction for job factors between gr0upé based ﬁpon
educational’ievel was pot significant, however, consequentTy
comparisons must be made cautiously. )

In her study, Williamson (1972) found a positiVe'relationshib
between age and longevity in nursing and job satisfaction. No such
relationship was found in the results of this study.

In relation to size of hospital, Williamson (1972) found that
job satisfaction was greater 'in smaller rldspita’ls. This conclusion \

was supported in this study in that Directors of Nursing of

institutions operating with over 500 patient beds were significantly

less satisfied with two of the four faEtOrs than were their countef—
p;rts in smaller organizations. ’

As Kovner and Oliver (1978) found in their study of Directors
of Nurs1ng, Herzberg's theory bas1ca1]y applies to this study's

respondents. Categories such as Achievement, Recognition and the

Work ﬁtese]f were mentioned frequently as sources of satisfag;ion,in




"
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to believe that the problems encountered as a result of these job

“study, that the following implications are pertinent' to the job

administrator is able to take advantage of educational or A

113

fof the most part, the results of this study would appear to
support tﬁogejreportgd in the literature. One interesting finding
of this study Qas not found in the related readings. This dealt
wfthithe feelings of dissatisfaction that were strongly associated
wifh the -situation of medical staff bias‘and unionism expressed by :
Directors of Nursing in this samb]e. The deérée of hostility apparent

: <
in some remarks related to these situations would lead-the investigator

aspects were significant and that measures should be taken to resb]ve

the conflict as soon as possible.

IMPLICATIONS AND RECOMMENDATIONS

| The investigator bé]ieves, based upon the results of this

satisfaction of Directors of qusiné in Western Canada.

1. Attempts should be made by Hospital Boérds“or by groups
which govern the organization of hospitals td dés%gnate'ddditiona]°
(gsponsibility“to the position of Director of Nursing.- With intreased

autonomy, perhaps the nursing administrator would be challenged to be

more innovative in her/his job and thereby receive more recognition

t

for efforts and derive more satisfaction from the job itsé]f.

7

2. ‘Prov{sions for sabbatical or educational leave Should be

included in contrécts for Directors of Nursing so that the nursing _ o

4

experiential opportunitiégls ,
3. Clerical and clstodial assistance should be provided for - _ ;'
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the Director of Nursing so that valuable time and energy is not

expended on repetitious operational dﬁties.

4. Competency examinations and inservice education should be
implemented on a regular basis to ensure th;t staff in the hospital
remain competent in the skills they are expected to perform. This
measure may help to asﬁure that minimum competency requirements are
maintained thereby perhaps resulting in greater confidence by the
Direcfor of Nuxsing in he;/his staff.

5. Hospital Boards should encourage greater participation
of the Directors of Nursing in a decision-making role to enhance |
feelings of recggnition and“fesponsibi1ity. In addition, Directors
of Nursing should be encouraged to seek out and introduce new ideas
into the institution for improved patient care.

, ~ 6. Further study into the redsons fdr significantly more
Directors of Nursing being satisfied'with working conditions in
British Columbia than‘A]beEta should be. pursued. Perhaps by
jdentifying spec1f1c aspects of the working conditions which Directors
of Nurs1ng find more satisfying, reconnendat1ons may be made which
may 1mprove jo satlsfact1on for administrators in other prov1nces

7. Investigation into the reasons -for D1rectors of Nursing of
large institutions being s1gn1f3cant1y less satisfied with their job
may reveal specific job aspects;which may be altered. Perhaps greater
dgcentralization with'greater responsibility alotted to subordinates
may alleviate the stress or ;issatisfactibh incurred by administering
a large institution. Pgrhaps investigation into the process of

communication within a large organization may provide useful results.

)

\




8. Directors of Nursing who he]d’nemberships in ten or more

nrofessional organizations appeared to be more satisfied in their jobs

particularly with the factors of Recognition and Responsibility.

Perhaps some of their needs in termsqof these two aspects were being

met through their community involvement and not solely from their jobs.

9. Directors of Nursing in Psychiatric Treatment facilities
were significantly less satisfied in‘their jobs than were their
counterparts in Extended Care faci]ifies. Further study investigating
the specific job aspects related to fne di fferent types of facilities
. may reveal why nursing administrators in one institution differ so
—lradically from those in another type oftfaci]ity.

10. Hospital administratovs should be encouraged to be
supportive of the Director of Nursing and to assist them in their
endeavors. Respondents indicated this aspect of their‘job to be
- ver& important to their satisfaction.

11. Discussion should be held with the hospital's medical.
staff in an att;mpt to resolve the conflict which appears to exist
between medical and nursing departments. The Director of Nursing
* should be givenAautonomy with respect to decisions re]ated’to the.
nursing department and medical staff should not have the power of veto
when nurs1ng related decisions are to be made.

12. Management rights should be d1scussed in llght of the
d1ff1cu]t1es encountered by D1rectors of - Nursing with nursing staff

unions. Perhaps by a process of communication and discussion

suff1c1ent c0npromise may be achieved which would result in the mutual

benef1t of both part1es.

115
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13. Many respondents identified Policy and Administration
related job aspects when identifying dissatisfying events. Perhaps
if Directors of Nursing had a greater say in the formulation of
hospital policy in térms of decision-making and its imp1ementation,

nursing administrators would feel more inclined to work within the

116

constraints rather than fee]fng they were imposed upon them. .

14. Attempts should be made to increase the number of
qua!ffied nursing staff available tq)Directorﬁ of Nursing for
employment. Investigatfbn of the re$sons nurses leave the profession
to seek employment in other areas should be pursued. Perhaps the .
results may lead government departments and hospital boards to

reconsider their priorities enabling nurses to remain in nursing.
! { r

D

Hopefully this may alleviate the critical nursing shortage and reduce

the frustration of constant recruitment experienced by Directors of

Nufsihg.'

) Summary

Tﬁe purﬁose-of this‘study was to investigate the aspect of
job satisfaction for Direcfors of.Nursing in Western Canada. The
results of the investigation revealed that the reépondenﬁs were
moderately satisfied in their jobs, however, several aspects were
identified which appeared to lead to dfssatisfaction.. A large number
of nursing administrators identified their WOrkjng conditions as
coniributing.tp dissatisfaction as did medical staff bias, unionism,
nonaVailability of provisions for sabbéti&a] leave and inadequacy of
'suppoft staff. Qirectors éf Nursing in Psychiatric Treatment



117

facilities were sigqificantly less sqtisfied in their jobs than were
their CQuntgrparts in other types of facilities.

Resjondents felt that the asbects of Responsibility énd |
support of ;taff in their attempts to introduce new ideas were
important‘t% their job satisfactjon. Involvement in decision-making
also contributed to their positive feelings.

In onde} to substantiate-alternative courses of actfon which
hospital Boards and government agencies may consider implementing
to improve the’job satisfaction of Directors of Nursing, further study
is necessary. If specific aspects of working conditions are reviewed
with the intent of isolating specific aspects of the job which may be
al tered to enhance satlsfact1on perhaps the pos1t1ve results may be

app11ed notonly to the Dlrectors of Nurs1ng but to the nursing

profession as a whole.
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INSTRUCTIONS TO VALIDATORS:

Flease complete the questionnaire. In the process of
doing so kindly note the following:

1. The amount of time you required tdbcomplete the
questionnéife. ‘

2. Any suggestions you may have’fegarding:alteration
of terminology to improve clarity. |

3. Revisions in format.

b. An& additioné'or deletiois.of items which you

feel will improve the questionnaire.

Your assistance in validating this questionnaire is greatly
appreciated. With you-help I hope %o have revised the
questions ‘and be collecting data by the end of January.

Thanks agzin for your time!




QUESTIONNAIRE .

SOURCESVOf JOB SATISFACTION FOR DIRECTORS OF NURSING
SECTION A: PERSONAL DATA

CHECK the cofrect answer:

1. Which of the following best describes the size of city:
\\ in which your institution is located? ' "
N 1. population of 30,000 or less
. 2. population of 30,001 - 100,000
: ,
3. population of 100, ¥ or greater

2. Which one of the following best\describes your institution?
1. active treatment general hospital

2. psychiatric treatment:

3. auxiliary :
k. center for mentally retarded
5.

other (please specify) @

3. Which of the following best describes by whom your
institution is owned and through which funding is provided?

1. private

k3 03 . ,‘
. religious

. municipal

. federal
. other (please specify)

2
3
4, provincial
5
6

L. How many full-time.equivalent nurses are employed in
~ your institution? (anot include student nurses.)
1. 49 or less - _ . k. 200 - 399
2. 50 - 99 - 5, 400 or more
3. 100 - 199 '

5. Is there a School or Faculty'of Nursing that affiliates
- with your institution?
- lYyes ' . #.no
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6. Which of the follow1ng best descrlbes the number of
patient beds in your: institution?

' 1,100 - 199
. 2. 200 - 299 - S
3..300 - 499 -, .
b 500 - 699 | |

5. ?Oo'or over

-~

7. For which of the following items do you submlt “budget

estimates?
1. Salaries for nurses and support gtarf

2. Orientation and continuing education expenses
3. Purchase of patient care equipment
4. Maintenance and repair of equipment _ ' ' i
5. Other (please specify ). :

8.‘What is your sex? : .
‘ 1. Female ’ 2. Male

9. What was your age on January 1,.1§80?
' 1. under 30 : '
2. 30 - 39
3 40 - 49 : - " .
k. 50 ~ 59 — ' - o S 1

5. 60 and over

.10: How many years of experlence do you have as a Dlrector
- of Nurs1ng° (Count the present year ac a full year.)

.a) Total number of years:

1.1 R 4. 10 - 18 _ .
2. 2-4 . / E 5. 15 (o} 19 l Y
3. 5-9 | 6.720 or: more °

b) In your present 1nst1tut10n

1.1 —_— b 10-#4 ___:______E - | .
2024 ___ . s, 15-19 :
3 5-9 6. 20 or more

»
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\c) In your present prov1nce°
1. 1 . L, 10-14
2. 2-4 5. 15-19
3. 5-G 6. 20 or more -

-

11..Have you taken graduate courses?
‘1. No graduate courses
2. Bome graduate courses
3. Masters degree S
4. Ph.D | - i

12 How many continuing education activities or conferences
have you attended within the past two years?
1o | "
2. 1, R
3.2 . ‘
k. 3
5. 4+ .

4

t

.13, To how many organlzatlons do you belong° (for example

. Lodges or service clubs, Labor“unlons, church or
synagogue, community a53001at10ns, sports and athletic
clubs, polltlcal groups, profe581onal assoc1atlons, ete.)
1.1-3
2. 4-6 |
3. 7-9 ‘
k. 10 or more _

14 a) Does your spouse work full time?:
1. No | ' | '
2. Yes
-3+ Not married ‘ , : et
b) If "Yes y is your spouse also an admlnlstrator?
1. No - {/~\/7
2. Yes
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- -15. What péréentage of your total nursing staff resigned
- within the past year ( ie. what percentage of nursing
. staff turnover was experienced by your institution)?
1, less than 10%. : '

2. 10 - 20 %

3. 20 - 30% J e
4. 30 - 4o%

5. 40 - 50% |

6. greater than 50%

16 What was the reason most often givén to justify'resighation?'
1. pregnancy B L /
- 2. spouse transfered
3. | ‘another position

turning to school
6.- other (please specify_)




SECTION B: OVERALL SATISFACTION
CIRCLE the selected number

To what extent are you satisfied
with each of the following?
. 1. The effectiveness of your

institution in caring for patients
who come to it (compared with other

institutions known to you).
2. Social.relationships in yowr work.

. The chance to do something that
makes.use of yow abilities.

W

4. Your overall satisfaction with

. your Jjobu.

SECTION C: WORKING CONDITIONS
Raté your degree of satisfaction.
CIRCLE the selected number. o
1. The way in which nurses/hospitaﬁ,
board collective bargaining is |

. conducted.

2. The way in which ponsultation

between hospital Pboard and nurses

concerning working conditions is
conducted during the-year.

Salary you receive. -

.- Retirement benefitsAprovided by
your institution. |

5, Provisions for sabbatical or

educational leave. | |

£\
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SECTION D: FERSONNWEL~RELATED MATTERS

11.
12.

13.
14,

15.
16.

17.

18.
19.

20.

\

Provisions for sick leave.
Provision of custodial and
maintenance services for your
institutiond

The number of hours a Director of
Nursing is expected to work.

Your rhysical working conditions.
The portion _of time devoted to

operation=l duties.

4

Your relationshipy with saff nurses.

The willingness of nurses to adopt
a director initiated inﬁovation.
The competence of your ztaff in
coping with day-to-day problems.
Trhe opportunity to help nurses
,501ve thelir professioﬁal problems.
Yoﬁr'relationship with patients.
General attitude of patients
towards staffi.

‘Your fréedom»tO'organigg spacial.
provisions for individual patient
differences.

Availability of counselling and
health ccre services for staff.
Suspension and termihation. 
procedure.

Your relationship with nursing
students (if appropriate).

SECTION E: INSTITUTION-RELATED MATTERS

21,

Your freedom to seek out new ideas
and}introdﬁce them into your
“institution.

. W \n
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22,

23.

24..

25.

Your freedom to allocate nursing

assignments. .
Responsibility asz;giéﬁ;d'with the
director's positiof.

The consequences of participative .
staff decisions.
The attitudes of your staff .

- towards changes in patient care

26.
27.

28.

.29.

policies or procedures.

Your authority over budget’
preparation.

Your accountability for success

of patient care programs.
Availability of clerical personnel
to assist you. "

Access of your staff to continuing
education resources.

SECTION F: COMMUNITY - RELATED MATTERS

30.
31.

32.

33.
34.
35.

36.

Your relationship with the
hospital board.

Your involvenent in decision-
making in youpn institution.
Availability of useful advice to
assist you with problems you
encounter.

Opportunities for useful in-service

education for yourself.

Expectations of the Board for you

as Director of ’Nursing.

The way policies of the hospital
board are put into practice.
Evaluation of the Director of
Nursing.

O

6

.

L
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' SECTION G: OCCUPATION-RELATED MATTERS

37. Attitudes of clients in your
- community -towards nealth care.

38. Your sense of accomplishment
as an administrator.

+39. Recognition by others of your 6ls s 31211 ]o
_work. ' ,
0. Your-socizl position in the 61s ju 13 {211 |o

commnunity.

Li. The amount of recognition given
the Director of Nursing by members

» of other prqfessions.

L2, The variety. of tasks you work on
as part of your regular duties.

3. The authority associated with an
administrative position.

" Bi, The effect of the job on your
rersonal or-family life.

45, Gvailability of Tacilities In your|
community for recreation, fiﬁ; .
arts, ev¥e. : - a ,

LS. Your JjobL security. ' Yelsuls|z2]1]o

Do you have any commenté on any of the above natters.

If so write them here..
2
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SECTION H: SOURCES OF JOB SATISFACTION

Which two factors contribute most to yout oyerall satisfaction
ith the directorship?
1. '

4

.)’
Which two factors contibute'most t6 your overall dissatis-
faction with the directorship? | '

' %

oty
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: : e B
'Rate how important you feel each item L 5 I
is to your work. ' E t SR
. wlolm> ~AlPL|] O
CIRCLE the selected number. o | ald ] e
' D.sd)u-l > ol ~
g [Alr | Al Al &] &
¥ : “1eol8 | B|ES]| &
SECTION I: WORKING CONDITIONS e mlele | Bl W
AT Sl £
. . : 1) 3]0 v~ O] O
‘ > |O|= Zlwnlz| =
1. The way in which nurses/hospital _ '
board collective bargaining is 6514 |3 ]2f¢2 9
conducted is\important’to me. *

) 2. The way in which consultation, _
between hospital board and nu#ses. 6|lslu |3 211f0
concerning working conditions i§

\ conducted during the year is f
important to me. g
3. The amount of salary I receive is 61s|wl3l2]1 0.
important to me. !
4. The retirement beneflts provided by
‘ 6|si& |3]2]1]0
my institution are 1mportant to me. N
5. It is important to me that my -
institution provides for sabbatical 6|54 |3|2|1]0
or educational leave. o -
6. It is important to me that prov151ons‘ :
6{sl44312{110
are made for sick leave.
7. It is 1mportant to me that prov181ons 6154 3 2‘ 11 o
are made for custodial and {
maintenance services. . S ‘
8. The number of hours a Director of 6151 %13 |121140
Nusing is expected to work makes a
dlfference to me.
9. My physical working condltlons are’ 6lslelsl2]1] o
1mportant to me. o+
10. The portion of my time devoted to
operational duties makes a 6|ls|4i3]2]1})0

difference’to me.

-
o
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SECTION J: PERSONNEL-RELATED MQQ?ERS r\\v/f

11. My relationship with staff nurses | £
is important to me.

!
12. It is important to me that nurses * 6 15 |4 34 >l 1] o
| o

are willing’ to adopt a director
initiated innovation. L.
_ 13. It is important to me that'my staff 6 s (u]3]2]1]0
is competent in coping with day- I
to-day probdblems.
14. It is important to me that I have 6 5‘ sigizl]o
.the opportunity to help nurses’ !
solve their professional problems. . l
15. My relationships with patients are
important to me.

16. The general attltude of patients
\ towards staff is important to me. 615413 /2]1}0
17. It is important to me that I have i
the freedom to organize spgcial 61 s 4& 3121 1] o
provisions for individual patient [ . i

differences.

18. The availability of counselling
and health care services for staff o
1s 1mportant to me. ’ ’

19. Our suspension and termlnatlon 1els|uelslz]1]o
procedures make a difference in
my work, |

20. My relationship with nursing
étudents is important to me.

Do ¥ou have any comments on the above matters?
If so write them here.



SECTION K: INSTITUTION-RELATED MATTERS

21.

22.

23.

24,

25.

26.

J27.

28.

29.

SECTION L: COMMUNITY-RELATED MATTERS

30.

31,

&

It is important to me that I am

My involvement in decision-making
'in my .institution is important

‘It is important to me that useful

138

free to seek out new ideas and
introduce them into my institution.
It ‘is important to me that I am

free to allocate nursing assignments.;

The responsibility associated with
the director's position is
important to me.

The consequences of participative
staff decisions makes a difference
to me.

The attitudes of my staff towards
changes in patient care policies
or procedures is Important to me.
My authority over budget preparation
is important to me.

My accountability for success of

patient care programs is important ///

to me.

It is important to me that clerica{ |
personnel are available to assist me.!
It is important to me that my staff '
have access to continuing education

resources.
1

My relationship ‘with the hospital
board is important to me.

to me. : , ' .

advice is available to assist me
with problems I encounter.’
: e
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33. Having opportunities for useful 6154 3' >l1l o0
in-service for myself is
important to my work.

34, T Board's expectations for me 6 siulsf2l1 d
as Director of Nursing are
impexrtant to me.

35. The way policies of the hospital
board are put into practice is
important to.me. .

36. Having an evaluation of the Director 6lslalslza1]o
of Nursing is important to me.

SECTION M: OCCUPATION-RELATED MATTERS

37. The attitﬁdes of clients in my,

community towards health care is 6|5 |4 '3 21110
important to me. ' A ; -
38. My sense of accomplishment as an f
|65 (4¥|3]2f1]o0

administrator is important to me.

39. It is important t? me that my work 6|5 iy f3 211t o
is recognized by others. i

Lo, My social position in the community
is important to me.

41, The amount of recognition given the
Director of Nursing by members of
other professions is important to me.

42, The variety of tasks I work on a&s 6lsiul{3|2]1]o0
part of my regular duties makes a
difference in my work.

43, The authority associated with an 6lsiuslslalt]o
administrative position is . .

important to me. _
LY. The effect of the job on my personal
'+ or family life |is:important to me.
45. The availability of facilities in
/ my community for recreation, fine
arts, etc,iié'important‘tb me.
46. It is important to me that my Job
is secure. ' |

s U

gt -
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INSTRUCTIONS TO ' RESPONDENTS
<

In the following questionnaire several facets of
your job are listed. You are asked to rate each ite@ ,
according to two scales. ‘With the first scalé you1Wil;
be asked to indicate the extent to which you are satisfied
with each facet of your job. The second scale will be usgé
to indicate how important you feel each item is to your |
‘work. Circle the appropriate number in each scale. .

Please answer all of the gquestions. Any,commengé
you maybhave regarding any of th; itemg,mgy be writtén
in the alotted space. : S | \

Thank ygﬁ/for your cooperation. ' o \"



CHECK the best answer:

1.

5.

ON\n W

- SOURCES OF JOB SATISFACTION FOR .DIRECTORS OF NURSING 142

SECTION A: PERSONAL DATA
&

1
Which of the following best deséribes the size of c¢ity in
which your institution is located?
1. population of 30,000 'or less
2. population of 30,001 - 100,000
3. population of 100,001 or greater

Which one of the following best describes your institution?

1. active treatment general hospital

2. psychiatric treatment _

g. auxiliary - " e
. center for mentally retarded

5. other (please specify)

Which of the following best describes by whom your institution
is owned? -
1. private

2. religious \

. municipal -

provincial

federal

other (please specify)

How many full-time equivalent nurses are employed in your

institution ? (Do not include nursinﬁ,students,)
1. 49 or less . 200 .- 399

2. 50 - 99 ' 5. 400 or more
\3. 100 ~ 199 )

\Is there a School or Faculty of Nursing that affiliates with

your institution?
1. yes 2. no.

6.Which of the following best describes- the number of patient

7.

beds in your institution?

1. 100 - 199 | g. 500 - 699 ]
2. 200 - 299 : ‘ _ . 700 or over 1
3. 300 - 499 ¢ S |

For which of the following items do you submit budget estimates? .
1. Salaries for nurses and support staff '
2. Orientation and continuing education expenses
i. Purchase of patient care equipment ' -

. Maintenance and repair of equipment
5. Other (please specify)

8. What is your sex?

1. Female = . _ ' 2. Male



9.

1o.

11.

12,

l3.

- 3. Bachelors degree o .9

: i43
-2- S : o

? Va
.What was your age on January 1, 1980° .
1. under 30 ~ 4. 50 - 59
2. 20 - 39. — 5. 60 and oyer

0 - k9 :

How. many years of experlence do you thave as a Director of
Nursing? (Count the present year as a full year.)
a) Total number of years .

1. '1 4. 10 - 1L" | _ e
2. 2 - 4 . 5. 15 - 19 ’
3.5-9 6. 20 or more “
b) In your present p081t10n . .
1.1 4. 10 - 14 | )
2. 2 4 5. 15 - 19
3. 5 -9 6. 20 or more
c) In your present province Sy,
1, 1 ] 4, 10 - 14
2.2 - 4 . 5.15 -%19
3. 5 -9 6. 20,or more

» v N
Have you taken post - graduate (unlver51ty credit) courses° )
1. No post-graduate courses = /
2. Some post-graduate courses '

L, Masters degree
5. Ph.D.

How many continuing education act1v1t1es or conferences have
you attented within the past two years?

1. 0 .

201 B ' 5. 2"',
3 2 - - '

To how many organlzatlons do you belong° (for example Lodges
or service clubs, Labor unions, church or synagogue,

-communlty associations, sports and athleti¢ clubs, polltlcal

groups, profe331onal associations, etc.)

1.1 -3 \ 3. 7+9
2. 4 - 6 - 4, 10 or more,
a) Does your spouSe work full tlme’ : :
1. No o . R
- 2¢ Yes ' ' :

3. Not appllcable ' ‘
b) If "Yes", is your spousp also an admlnlstrator°

1. Yes . 2 No

What percentage of your total nursing staff resigned w1th1n |

the past year (ie. What percentage of nur81ng staff turnover

‘was experienced by your 1nst1tutlon)°

1. less than 10% + 20 - Lo%
2. 10 - 20% = - 5 0 - 50%

| 3. 20 - 30% _ | — w_f ‘_' ' 6. greater than 50 %
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16. Rank the reason(s) given to justify resignation with 1 as the
most frequently stated, 2 the next, etc.
1. pregnancy ;
2. spouse transferred
seeking another pos1t10n
retirement
returning to school'
- other (please specify)

oM W

~

SECTION B: 'OVERALL SATISFACTION .

CIRCLE /the selected number

Highly dissatisfied

To what extent are you satlsfled w1th each
of the i‘ollow1ng'> "

1. The effectlveness of your institution
in caring for patients who come to it
(compared with other 1nst1tut10ns
known to you).

Slightly dissatisfied
Moderately dissatisfied

Moderately satis¥ied

Highly satisfied
Slightly satisfied

oN
\n
- F
W
N
S

2. Social relationships in your work. 61514 |3 2
3. The opportunity +o da somethlng ' v 6s|u(3]2
that makes use of your abilities. - . A

4. Your overall satlsfactlon with _ ;
. your job. . - | : 1615|4312

'Do'you ‘have any comments on any of the above matters°
“If so wrlte them here.
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SECTION C: WORKING quDIT{ONS

Rate your degree of satisfaction

on the first scale ahd how important Satisfaction ‘ Importance
each item is to your work on the- :

second scale.

—

'CIRCLE THE SELECTED NUNBERS

1

4

* .
oF
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(1101 e 1) 0o $ &
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4+ e o) elE [+H[+ | —] e
ok lolals [a = (L] E
it lolo @ o ot | gl=
Sloft | wolc AEIEH R
i Yl ] S o Lo 3l8 [dls
nEw |nER = £§1> g= |nl=
1. The way in which collective '
bargaining is conducted 6 (5/4{312]11 |0 6|5{(4(3]2 1
., between, nursing staff and
"the hospltal board.
2. The way in which consultatlon
between hospltal board and : 6 51413]2f1 0 6l5({4i31(2 1
nurses concerning working, : , :
/////QQnQTTIOns is conducted during
the year ‘

‘3. Salary you recelve.' : 6!s 4 3 2l1 1o 6 5 w512 1]
4. Retirement benefits provided for l |

you by your 1nst1tutlon 6;5 41312l 110 ' 6lslulsiz2]1
5 Prov151ons for sabbatlcal of , | .

educational leave for yourself 6 514|312]1}0 6{5|4(3]2{1
6. Prov1sions for sick leave’ 165141332l 110 , §'5 Llsf2]1

for yourself.

7. Provision of dustodlal and

- maintenance services for your 1615 k1332 10 6lsl4l3]2]1
1nst1td%1on. _ (’ . , _ N
- .‘ . ‘l ) .
8. The number of hours you are__ —l6lsl 4|32l 1f0] 61s|ul3]2[1

. expected to work. '
9. Your phys1cal worklng condltlons.‘_ 6] 5 4|32 1|0} - l6lslul3] 2|1
10. The portion. of time devoted to ' | .

operational duties, (ie. paper 65 4|3)2]1j0] 615 43]2[1
work, routinely scheduled meetings). | | : B

T
ey

[ B
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SECTION D: PERSONNEL-RELATED MATTERS v L ‘
' o _Satisfaction ortance :
BEED ;
o o + !
(")) Oal 1] ge] + o i
il e ] O o @ | H ]
o [l « + | o
o |- e 1. S o
o |.Aj (ejuln . £ ol
SREEE R 5] 2 K oh» Y
% |l |0}Afe |~ a4s 5 Eld+
u {ul+ |oole |o Eld |+~ ]| ] =
o o ] [ulw Al | Em
£ I joi>Nn jo Slols AP i
« [~ A |- >0 | |8
0w o> Qro |~ ~ie | Elo| o .
Pl |~ af olg |-H+ | ~{ &
>l [Llal> o £l ® |+ E
A= sls lelsH (o o ihﬂﬂ )
— | | oo | aojo s Sy |+l o} o i
W o O IR0 |4 N fe T | ]
bl 1Ol H |H]O}H O Xl | 3o | O
=i mER |= M o= |n=
.11, Your relatlonshlp with staff 6|5i4 B |1 o 615[4) 3121
nurses. : '
12, The willingness of.nurses to
adopt a director initiated : 6[sis 31211 |0 ‘ 6154} 3]2]1
innovation. .
13. The competence of your staff =~ ' _
' in coplng'w1th day-to~day 65143 2]1 |0 - | 6]l5141312]1
problems. - : ‘ ‘
14, The opportunity to. help nurses ‘ ' 1.1
solve their professional problems. 615|413 211 |0 6154 3|21
15. Your relationship with patients. |6 si4i3 21 lo ) 16]5{4] 3{2]1
16. General atfitude of patients : |
towards staff. P | 6({5 43 J2f1 0 | 6154 3] 2|1
"17. Your freedom to organize special .‘ ; | |
provisions for individual patient 6{5{%4}3 2{1 (0 N IEIE: 3 211
~ differences. ‘
18. Availability of counselling and . IR E S ’
health care services for staff. 65| 41312j1 |0 T 615 4 3 211
19. Procedure for suspension and - : : v - ,R'
termination of staff. 615|413 [2]1 |0 6| 5| 4 3| 21
20. Your relationship w1th nur81ng 6ls{4i{312]1]0 _ 615l 432 1l
students. ' , 11
, 4
SECTION E INSTITUTION RELATED _ ' _
- MATTERS ‘ ) 1. ‘ o
‘21. Your freedom to seek out new ideas 6|s|4[3l2|1lo] = = SEEEER]
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22. Your freedom to introduce new 651 +1312]110 65 321
ideas into your institution. '
23.ﬂResponsibility‘aSsociated with 16 15 4 3l2f1}o 6153|211
. your position. ‘ : '
24, The consequences of partlclpatlve 5 siat3izli]o v5 5 4131211
Stdff de01s§ons. _ ’
25. The attitudes of your staff : €lst4l3|2jt]ol 6153zt ]’
towards changes in patient
care policies orr procedures.
26. Your authority over budget 615[#[3]2{1]0 - |65 (4]3]2]1
preparation. . . '
27. Your accountablllty for success
of patient care programs. 615t 43|21} 0 6154 3]2]1 )
/
28, Availability of clerlcal personnel
to assist you. , 6|51 4| 3(2]1| 0 615 |4| 3] 2f1
29+ Access. of your staff to contlnulng 615l 4l3]2]1] o] 6154l 3] 2|1
. education resources. - : i
-SECTION F: COMMUNITY-RELATED MATIERS
30. Your relatlonshlp w1th the ‘ :
hqspltal board. 6| 5] 4]3]2|1] 0 - 1654 3
. L) . . R -1 .;
31. Your involvement in decision- : 1]
making in your institution. 1615} ¥ 3{2}1] 0 6|54 3} 2
. 32. Availability of advice to-assist': 6lsi4l3l21i o] . e 5 4.#'

you with problems you encounter.
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» Satisfaction Importance
2 -
()]
g |-~
ol e |« +
o x4 |v|o o g
2al i=1 o0 Had kY 5 AP
HHlo|w (b + g
o et | ol 4> 9
O Al | ]n [ Plo'j+
aEEALIL BRI LRE! oW 504 1Y)
o+ | Wb [AH | 045 g ol
w|neLein jTid S E 2 05
b4 o 0|9 D N E
o [ >fufg [ Sfn | d & [0 A
o | b | >lo | o &
: 0 o>l |~ — 12 | E| © o
> Ll [P g o g AL
S{cle ke [ el>] g | |
—H {aiole o | o o lo|u
c | ol | ol &> |Plo
W | ot~ [oftd ]+ K lafo
b | OfHH [OPH | O xX|lo 3]0
= =k |2k |3 M b (o=
33. Opportunities for in-service 6151431211 |0 615 u{3 211
education for yourself.
34. Expectations of the Board for 6lslai{3l2]1]o 615 413 |21
you as Director of Nursing. _ X
35. The way POllCles of the hospital 615413210 65141321
board are put 1nto practlce. ) .
36. Evaluation of you in ycur - 6 5 413121110 | 615141351211
. position. ' , : ’ 1
SECTION G: OCCUPATION-RELATED t | ) .
MATTERS ‘
37. Attitudes in your communlty 6{s5|4[3]2f1{o0 A 6l5i4{3 2|1
towards health care. : f

38. Your sense of.accomplishhent 6lslul3l2l1]o o 6'5 ul3]2(1 .

as an administrator. : b v , ‘
39. Recognltlon by others of your 6{s{&|3l21]0 | 6{sl4l3]2]|1
work. . I , . ‘

. 40. Your social p051t10n in the . |6]s5i4{3l2]110 | 6|5]14{342 1

' community. o , 11 : _

“41. The amount of recognition ~ - Lslslalslz2lifol - lslslal3]2]1

) - [ ‘ A

. given to you by members of , _ ,

. other profe331ons. o 2R B : . 1] !u

The varjety of tasks you work ' 1}

#i-onas part of your regular dutles.u6 514131211]0 6151413121
;355; guthority assbc1ated with an lglslel3l2l1lo lslsly f‘z 1]
%g' ) zglinistratlve posltion. R o e _ °° 3 :

= ’
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L, The effect of the job on your 6is5ik|3(21]1 |0 6|5 li3]2]1
personal or family life. ,
45, Availability of facilities in 6| siui3l2l1 o 6|5 I |3]2]1]
your community for recreation, , N
- fine arts, etc.
46 Your job security. . 6]5{4|312 i o 6lsi4P3f2]1

\
N

Do you have any comments oh any of the above matters?
If so write them here. _ ’

‘?
F.\\..'




Which two'factors‘confributé most youé overall satisfaction
‘with the dLrec ip? - . .. ST ’
10 : ‘." : ~ —. =z ’ -"_.‘n
L] \-Q’ . K
2. | | . N ,-’
6 S
v v —E_ - -
_ r ) ' ,
Which two factors coﬁtribute ‘most  to your _xgz‘&; dlssatlsfactlon :
with the dlrectorshlp? ‘ ,
1. Lo ) . ! e ] ‘ P . . " . ,.m".
» o NU.
* . \ :
2. —_—

Y L N B 4 -~ . '
o+ . - . -
] . w \ . . .
: e . . - RN e
alt b . - . .

Thénk yéu for yous cooperatlon. Klndly return immediately.

o, R p,u._Armann !; - t R E E.;” o
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) Department of Educational ..
] » : , Administration

‘ University of Alberta
R Edmonton, Alberta

Dear Director:

Enclosed pPlease find a questionnalre developed
to determlne factors influencing job satisfaction for
-Directors of Nursing. Through your cooperation: in " "'.
partlcipatlng in thls study, it is hoped that a greater
understanding will be reached of the factors affecting
satisfaction of ‘people in posltlons such as yours.
You have been selected as one of 140 Directors of
- Nursing for either acute care, auxiliary, psychiatric,
mentally retarded or DVA'ivnSSuti,ons of 100 beds or
greater located in British Coldmbia, Alberta, Saskatchewan
or Manitoba. This atudy is directed towards the chief _
administrator responsible for the nursing staff in each Y
institution. _ If an error has, been made in dellverlng )
- “this'questionnaire, your assistance in forwardlng it to the
approprlate 1nd1v1dual”would ‘be appreciated. ' _
In order to ensure confldentlallty, all data will be ‘e
grouped and identification of individual questionnaires
wlil nqg be possible thereby guaranteelng the anonymlty .
, of the respondent ; :
. My research to this p01nt 1nd1cates a dlstlnct v01d
1n this area of study. Through Yyour cooperation some °
understandlng and apprec1atlon of job satisfactian tor ;

.

R - D.M. Armann R.

.-y. Directors of Nursing may‘be attained. Your cooperatloh
in completing this questlonnalre and returning it gs,séon
as possible w1ll be greatly appre01ated. ; ¥

- . . ) ’. . » )
; ~ - Slnce_)rely yout's g»""‘
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N DonnA\‘M. Armann , »

% _Educational Administration

. , . Uﬁiversity of Alberta

. | | Edmonton, Alberta

Dear Director:
A Y
Several weeks age you received my questionnaire designed to determine

factors related to your job saticsfaction as a director of nursing. .
Although the initial response was good, I'am endeavoring to obtain
. an 80} return on my original.sample. For this reason I am sending a

duplicate questionnaire to those institutions which myﬂgecords indicate

have not returned the original survey.

Sevoral respondents indicated that they were concerned with the
ronfldenilalltv of their responses as a numberlng system uas originally \
wsed. I would like to assure you that this system’ was 1mp1emented for the
sole purpose of recording responses. returned so that this. follow up letter
and enclosed questlonnalre would not be sent to all 1LO institutions.

My intent was not to 1dent1fy specific respondents but rather T had hoped '
to limit ccsts by eliminating those institutions which had returned their
questicnnaires. You will rote that there are no 1dent1fying notations

on the enclosed survey. ' "

This study is beinz done as a partial reqnlrement for a masters’
degree in nducatlonal.Adm;nlstration. With its completion I will have met
my faculty's requirements for this degree. Your cooperation in completing
&nd returning this questionnaire would be gr lv'appreéiated. I emphasizc
again that my cbjective 1s tp mainvain the confidentiality of the resporident s
S0 that a trye analysis of the qu sat*sfectlon status of Directors of
Nur51ng may be achlgved M} data is bo:ng andlyzed by a computer program
end identificetion of spe 2 ific 1nft1tLt*ons will be avoided in the final Lhesis

Thehk you for your time in aaa_~u1n5 me with completion ef this stucy.’ ‘li

R : o Sincerely yours,A

? 3

T ol
o :

. ) : (Mrs-) Donna M. Armann R.N.,3Sc.N.
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