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ABSTRACT 
Job satisfaction is the response that an employee has towards any job, while, organizational 
commitment can be defined as the emotional responses which an employee has towards his 
organization. It is considered that these two variables are highly interrelated. In other words, 
while an employee has positive feelings towards the organization, it values and objectives, it 
is also possible for him to be unsatisfied with the job he has in the organization. Nurse Job 
satisfaction is a crucial topic because hospitals are suffering from lower nurse job satisfaction 
nowadays. Nurses, on the other hand, also, need to be motivated to accomplish their tasks, 
provide quality care and contribute to the development of the nursing profession. Lack of 
motivation can lead to dissatisfaction among nurses, not feeling part of the hospital, intention 
to quit the hospital and/or nursing profession, and increased work stress levels. The present 
study aims to understand the level of job satisfaction and organizational commitment of 
nurses, working in private and government hospitals. The study sample consists of 200 nurses 
(100 each from private and government hospitals). The ratio was 50-50. The results indicated 
that the t test value was significant for the domains of Job Satisfaction, Organizational 
Commitment and Intrinsic Motivation at 0.00 levels, and the value was insignificant for the 
Extrinsic Motivation at 0.00 levels. Pearson’s Product Moment Correlation was also 
administered and the results indicated that there was a significant correlation between Job 
Satisfaction and Organizational Commitment of the nurses’ working in both public and 
private sector respectively. 

Keywords: Job satisfaction, Job commitment, Intrinsic Motivation, Extrinsic Motivation, 
Nurse. 

Job satisfaction has received extensive empirical research attention over the past several 
decades of organizational research (Matzler and Renzl, 2007). This has culminated in a 
diversity of perspectives on the topic. On defining this variable Chi and Gursoy (2009) 
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suggests that job satisfaction is the extent to which employees like their work, whereas Koys 
(2003) defines job satisfaction as the employees’ perception and evaluation of the job. 
Bernhardt, Donthu and Kennett (2000) define job satisfaction as a personal evaluation of the 
present condition of the job as well as outcomes that arise as a result of having a job. It may 
also be perceived as a function of the perceived relationship between what one wants from 
one’s job and what one wants from one’s job and what one perceives it as offering 
(Wangerheim, Evanschitzky, and Wunderlich, 2007). Regardless of the theoretical approach 
used to study job satisfaction, most studies have identified at least two general classifications 
namely; environmental variables and personal characteristics (Judge et.al 2001). 
Environmental antecedents of job satisfaction relate to factors that are associated with the job 
itself as wellasthe work atmosphere, and personal factors focus on individual attributes and 
characteristics. 
 
Organizational success hinges on the participation of all its employees and hence job 
satisfaction is a priceless dimension towards organizational performance (Judge Et.al 2010). 
Employees with higher satisfaction tend to believe that the organization will be more 
satisfying in the long term, are committed to higher quality of work, more dedicated to the 
organization, stay longer in the organization, and are more productive on the job (Fraser, 
2001). Satisfied workers also tend to engage in selfless behaviours that exceed the formal 
requirements of a job, have higher retention rates and are more productive (Goslin, 2005). On 
the other hand, dissatisfied employees exhibit an increased inclination towards unproductive 
behaviours including withdrawal, burnout and workplace aggression (Faragher, Cass, 
Cooper, 2005). This will result in loss of production since dissatisfied employees are also 
more likely to take more work leave (Shields, 2006). Job satisfaction is the key ingredient 
that leads to recognition, income, promotion, and the achievement of other goals that lead to a 
feeling of fulfilment (Kaliski,2007). In addition to having attitudes about their jobs as a 
whole, people also can have attitudes about various aspects of their jobs such as the kind of 
work they do, their co-workers, supervisors or subordinates and their pay (George et al., 
2008). Job satisfaction is a complex and multifaceted concept which can mean different 
things to different people. Job satisfaction is more of an attitude, an internal state. It could, for 
example, be associated with a personal feeling of achievement, either quantitative or 
qualitative (Mullins, 2005). We consider that job satisfaction represents a feeling that appears 
as a result of the perception that the job enables the material and psychological needs (Aziri, 
2008). 
 
There are different types of organizations—such as public and private—and despite the 
differences (Brief, 1998) in their goals, these business organizations have similar methods of 
employee management. In general, both are defined as groups of people who work together 
in order to achieve certain goals. These organizations face different challenges and obstacles 
in conducting their work (Everett, 1995) as they play their roles in their society, which result 
in the success or failure of the organization. Of course, success of any organization, 
regardless of societal role, is related to the power that comes from employees and their 
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motivation and satisfaction in doing their work. Organizations work hard to reach higher 
levels of employee job satisfaction (Saari& Judge, 2004). 
 
Motivation has always been considered important by researchers because it has a direct 
relationship with the organization’s productivity. Herzberg first proposed the theory in 1959, 
where he stated about the ‘Hygiene Factors’ and the ‘Motivators’. The Hygiene Factor in this 
theory represents the extrinsic motivational factors like- job security, promotion and growth, 
good wages, recognition in the form of physical rewards, etc. The ‘Motivators’ in this theory 
represents the intrinsic motivational factors like- interesting work, appreciation, satisfaction, 
stress, achievement and so on (Swinton 2006, Bloisi et.al, 2007). According to Yoo (2012) 
the intrinsic and extrinsic motivation are interconnected and employees consider them as 
most important factors during their job performance. Intrinsic motivation is one the most 
appropriate and has a strong influence on a worker’s creativity (Zhang, 2010). Intrinsic 
motivated workers employ in a job because of their own interest in it and are more likely to 
burn up energy to identify problems and find innovative solutions (Cooper and Jayatilaka, 
2010). Extrinsic motivation, on the other hand, is the rewards that are presented to the 
employees as an encouragement to engage in a task in which they cannot employ (Deci 
2001). According to Zhang and Bartol (2010), extrinsic motivation can also be defined as 
when an employee is interested or fascinated by a task, and engages in it for the sake of task 
itself. Nurses need to be motivated to accomplish their tasks, provide quality care and 
contribute to the development of the nursing profession (Engin& Com, 2006). Factors such as 
nurses’ workload, salaries, benefits, bonuses, autonomy in the workplace, nurse-physician 
relationships, nursing leadership styles, reward systems, opportunities for growth and 
development, recognition and appreciation for good work, have been reported to contribute to 
nurses’ levels of motivation (Barker, 2006). Lack of motivation can lead to dissatisfaction 
among workers, lack of pride in their work, not feeling part of the hospital, intention to quit 
the hospital and/or nursing profession, and increased work stress levels. The perceived lack 
of control over factors that affect practice standards can lead to dissatisfaction, frustration and 
demoralization (Roseanne & Daniel, 2006). 
 
Surveys of research findings on employee job motivation, have recommended that employees 
consider intrinsic motivational factors as better motivator than extrinsic motivational factor 
(Remi, 2011). A meta-analysis was conducted by Deci, (2001), in which they tested 
hypothesis and concluded that extrinsic motivation tends to diminish the intrinsic motivation. 
But, in the long term people require intrinsic rewards to keep going on and to perform their 
tasks Wayne, (2000). 
 
Organizational commitment refers to the employee’s emotional attachment to, identification 
with, and involvement in the organization. In essence, measuring organizational commitment 
is an assessment of the congruence between an individual’s own values and beliefs and those 
of the organization (Swailes, 2002). Organizational commitment is characterized as 
employees’ willingness to contribute to organizational goals. When employees are sure that 
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they will learn and grow, with their current employers, their level of commitment to stay with 
that particular organization remains higher (Opkara, 2004). An employee who is satisfied 
with his job would perform his duties well and be committed to his job, and subsequently to 
his organization. Thus, it is of utmost importance for employers to know the factors that can 
affect their employees’ job satisfaction levels since it would affect the performance of the 
organization as well (Awang, Ahmed, and Zin, 2010).  Job satisfaction is a determinative of 
organizational commitment (Mayer, John P., Stanley, 2002). The main difference between 
organizational commitment and job satisfaction is that while organizational commitment can 
be defined as the emotional responses which an employee has towards his organization; job 
satisfaction is the response that an employee has towards any job. It is considered that these 
two variables are highly interrelated. In other words, while an employee has positive feelings 
towards the organization, it values and objectives, it is possible for him to be unsatisfied with 
the job he has in the organization. 
 
Studies of job satisfaction among hospital nurses are important because of relationship 
between satisfaction, job turnover, and performance. Nurse Job satisfaction is a crucial topic 
because hospitals are suffering from lower nurse job satisfaction nowadays. The widespread 
nursing shortage and nurses’ high turnover has become a global issue (Kingma, 2001) which 
is of increasing importance to both the developed and developing countries (Lu et al., 
2002).While numerous factors have been linked to nurses’ turnover, job satisfaction is the 
most frequently cited (Irvine and Evans, 1995), and therefore merits attention. Nurse Job 
satisfaction is a multidimensional phenomenon that is influenced by many variables. 
Autonomy has been identified as the strongest predictor of nurse job satisfaction, which in 
turn reflects positively on nurse retention (Finn 2001).Recent studies show that nurses often 
experience psychological-emotional and physical stress at work (Piko, 2006) and, for this 
reason, they are highly dissatisfied with their jobs, which in turn results in lower morale and 
seriously affects the quality of healthcare services. Researchers attribute this phenomenon to 
differences in values, goals, priorities, work ethics, and expectations among generations of 
nurses in hospitals (Duchscher & Cowin 2004; Jie Hu, 2004). Nurse job satisfaction can be 
influenced by tenure due to the different experience, ability and need (Tzeng et.al.2002).As 
far as nurses are concerned, obviously, the relationship between doctors, supervisors, and 
peers tremendously affects nurse job satisfaction (Adams & Bond, 2000). 
 
Need for the study 
The present study was actually conducted to find out that whether there is a difference 
between the level of job satisfaction, motivation (intrinsic and extrinsic) and organizational 
commitment of nurses working in public and private hospitals. 
 
Objectives 

1. To study the level of motivation (intrinsic and extrinsic), job satisfaction and 
organizational commitment of public and private hospital nurses’. 
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2. To study if there is any statistically significant difference between the public sector and 
private sector nurses’ with respect to level of motivation (intrinsic and extrinsic), job 
satisfaction and organizational commitment. 

3. To study the level of correlation between Intrinsic motivation with job satisfaction and 
organizational commitment of private and public hospital nurses. 

4. To study the level of correlation between Extrinsic motivation with job satisfaction and 
organizational commitment of private and public hospital nurses. 

 
METHODOLOGY 
Sample 
For the present investigation a sample group of 200 nurses (100 each from private hospital 
and government hospital) were selected according to the requirement of the study and 
convenience of data collection by the researcher. 
 
Inclusion Criteria of the Sample Group: 
Age: 25-45 Years. 
Gender: Only Female nurses were taken into consideration for this study. 
Educational Qualification: B.Sc/ M.Sc in Nursing. 
Marital Status: Married/Unmarried. (Both the category of data was taken under 
consideration). 
Area: Howrah, Hooghly and Kolkata. 
Years of Experience: Data of only those nurses were taken, who are working/ engaged in the 
same organization for minimum 3 years. 
 
Tools Used 
In conducting the present study 4 questionnaire were administered. They were: 

1. Background information schedule. 
2. Job satisfaction questionnaire. 
3. Organizational Commitment Questionnaire. 
4. Motivational Scale questionnaire. 

 
Description of the Tools 

1. Background information schedule was developed to cover the aspects like age, gender, 
educational qualification, marital status, designation, professional experience, 
residential locality and overall socio-economic status. 

2. The “Job Satisfaction Scale” questionnaire was administered. It was developed by Warr 
et.al (1979). This scale is widely used to measure job satisfaction in Industrial 
Organisational Psychology’s research and practise. This scale measure has two 
subscales assessing satisfaction with extrinsic and intrinsic aspects of a job. It measures 
the degree of a person’s self-reported satisfaction with the intrinsic and extrinsic 
features. It consisted 15 items to describe overall job satisfaction. For each item there 
were 6 response categories namely: Extremely Satisfied- (6), Moderately Satisfied- (5), 
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Mildly Satisfied- (4), Mildly Dissatisfied- (3), Moderately Dissatisfied- (2), Extremely 
Dissatisfied- (1). 
Scoring: The total score indicated the Job Satisfaction of the respondent. The score 
range is 1-90. The ratings of each statement are to be added in order to get the total 
score. 
The Chronbach’s Alpha method of Reliability was used in order to determine the extent 
to which each of the categories is reliable. After administering it was found out that for 
the category of nurses working in public hospitals, it was 0.779, and for those working 
in private hospitals, it was 0.894.  

3. After this, the “Organizational Commitment Questionnaire” (OCQ) was administered. It 
was developed by Mowdy et.al (1979). The questionnaire measured the degree of an 
individual’s organizational commitment. It consisted of 15 questions in order to 
measure the overall organizational commitment of an employee. For each item there 
were 7 response categories namely: Strongly Disagree- (1), Moderately Disagree- (2), 
Slightly Disagree- (3), Neither Disagree nor Agree- (4), Slightly Agree- (5), Moderately 
Agree- (6), Strongly Agree- (7). “R” denotes negatively phrased and reversed scored 
items. 
Scoring: For Direct Items: 1,2,3,4,5,6,7 (The scoring was in this order). 
For Indirect Items: 7,6,5,4,3,2,1 (the scoring was in this order).  
Again, the Chronbach’s Alpha method of Reliability was used in order to determine the 
extent to which each of the categories is reliable. After administering it was found out 
that for the category of nurses working in public hospitals, it was 0.848, and for those 
working in private hospitals, it was 0.979. 

4. Lastly, but not the least, the Motivational Scale (Extrinsic and Intrinsic motivational 
factors) was administered. The scale was constructed by Uday Pareek (1996). This scale 
measures the intrinsic and extrinsic motivation or what Herzberg called ‘motivators’ 
and ‘hygiene factors’. The instrument contains 14 items, 7 related to intrinsic and 7 
related to extrinsic motivation respectively. The respondents were asked to rank 14 
items depending on their importance to them from 1 (highest rank) to 4 (lowest rank). 
The ranks given were added for the category of intrinsic motivation and also for the 
category of extrinsic motivation respectively.  
Scoring:  
For intrinsic motivation: 4, 6, 8, 9, 10, 12 and 14. 
From extrinsic motivation: 1, 2, 3, 5, 7, 11, and 13. 
The Chronbach’s Alpha method of Reliability was used in order to determine the extent 
to which each of the categories is reliable. After administering it was found out that for 
the category of nurses working in public hospitals, it was 0.880, and for those working 
in private hospitals, it was 0.723. 
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RESULTS AND DISCUSSION 
Brief Summary of the Mean and S.D of the Variables under Study 
Variables Public Private 

Mean S.D Mean S.D 
Job Satisfaction 75.54 9.41 65.34 14.90 
Organizational Commitment 52.71 9.38 64.74 9.05 
Intrinsic Motivation 62.80 5.36 49.66 9.15 
Extrinsic Motivation 62.89 7.75 61.74 6.27 

 
From the above table, it can be seen that, under the domain of Job Satisfaction the mean 
value of the nurses working in the public hospital, has been found out to be 75.54, compared 
to the mean value of the nurses working in the private hospital which is 65.34. The mean 
score value indicates for the nurses’ working in public hospital, has a high value while the 
mean score value of the nurses’ working in private hospital, has a moderate value.  Under the 
domain of Organizational Commitment, the mean value of the nurses working in the private 
hospital has been found out to be 64.74 compared to the mean value of the nurses working in 
the public hospital which is 52.71.The mean score value indicates for the nurses’ working in 
public hospital, has a moderate range value while for the nurses’ working in private hospital, 
also has a moderate value. Again, under the domain of Intrinsic Motivation, the mean value 
of the nurses working in the public hospital has been found out to be 62.80 compared to the 
mean value of the nurses working in the private hospital which is 49.66.The mean score value 
of the nurses’ working in public hospital, has a high value while for the nurses’ working in 
private hospital, has a low value. Finally, under the domain of Extrinsic Motivation the mean 
value of the nurses working in the public hospital, has been found to be 62.89, compared to 
the mean value of the nurses working in the private hospital which is 61.74.The mean score 
value of the nurses’ working in public hospital, has a moderate value while for the nurses’ 
working in private hospital, also has a moderate range value. 
 
Thus, Objective 1 was determined. 

 
A Schematic Presentation Of The Mean Scores Of Nurses Working In Public And Private 
Hospital Respectively. 
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A Schematic Presentation Of The S.D Scores Of Nurses Working In Public And Private 
Hospital Respectively. 
 
Independent Sample Test 
 T Df Sig. (2-Tailed) 

Job Satisfaction 5.78 198 0.00 
Organizational Commitment -9.22 198 0.00 
Intrinsic Motivation 12.37 198 0.00 
Extrinsic Motivation 1.15 198 0.25 
 
For the domain of Job Satisfaction, the t score value has been found out to be 5.78 which are 
significant at 0.00 levels. For the domain of Organizational Commitment, the t score value 
has been found out to be -9.22 which is significant at 0.00 levels. For the domain of Intrinsic 
Motivation, again, the t score value has been found out to be 12.37 which are significant at 
0.00 levels. Lastly, for the domain of Extrinsic Motivation, the t score value has been found 
out to be 1.15, which is insignificant at 0.25 levels. 
 
There was found out to be a statistically significant difference between the public sector and 
private sector nurses’ with respect to the level of intrinsic motivation, job satisfaction and 
organizational commitment. No such difference was found with respect to extrinsic 
motivation, job satisfaction and organizational commitment. Thus, Objective 2 was partially 
supportive. 
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Correlation (Nurses Working In Public Hospital) 
 Organizational 

Commitment 
Intrinsic 
Motivation 

Job Satisfaction Pearson Correlation 0.224* 0.014 
Sig. (2-Tailed) 0.025 0.889 

Organizational 
Commitment 

Pearson Correlation 1 -0.047 
Sig. (2-Tailed)  0.646 

 
The Pearson’s Product Moment Correlation was applied in order to find out the correlation 
amongst the variables. It was found that there was a significant correlation between Job 
Satisfaction and Organizational Commitment. But there was no significant correlation 
between Organizational Commitment and Intrinsic Motivation. 
 
Correlation (Nurses Working In Private Hospital) 
 
 

Organizational 
Commitment 

Intrinsic 
Motivation 

Job Satisfaction 
 

Pearson Correlation 0.349* 0.002 
Sig. (2-tailed) 0.000 0.982 

Organizational 
Commitment 

Pearson Correlation 1 0.018 
Sig. (2-tailed)  0.857 

 
The Pearson’s Product Moment Correlation was, again, applied in order to find out the 
correlation amongst the variables. It was found that there was a significant correlation 
between Job Satisfaction and Organizational Commitment. But there was no significant 
correlation between Organizational Commitment and Intrinsic Motivation. 
 
Thus, Objective 3 has been supportive and Objective 4 has not been found to be supportive. 
A study was conducted by Olfat A. Salem, Fatma M. Baddar, Hind M. AL-Mugatti (2016) on 
591 nurses to assess the relationship between nurse's job satisfaction and organizational 
commitment. The findings revealed that majority of nurses have fair satisfaction to their job 
and most nurses had a good commitment to their organization. There was no statistically 
significant association between total intrinsic and extrinsic scores of satisfaction and total 
commitment individual domains score. In conclusion satisfied nurses tend to be more loyal to 
their organization. In this study, also, it was seen that the nurses’ working in the both public 
sector and private sector respectively, there was a significant correlation between Job 
Satisfaction and Organizational Commitment. Another study was conducted by Mahmoud 
AL-Hussami (2008) whose purpose was to investigate the relationship of nurses' job 
satisfaction to organizational commitment, perceived organizational support, transactional 
leadership, transformational leadership, and level of education. Pearson product-moment 
correlation coefficient revealed that positive correlation existed between the dependent 
variable and the following independent variables. In this study, there was a significant 
correlation between job satisfaction and organizational commitment. Again a study was 
conducted by Ali Muhammad Mosadehgrad & Masoud Ferdosi (2013), on the job 
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satisfaction and organizational commitment which depended upon the leadership style of 
managers (healthcare professionals). The results stated that hospital employees were 
moderately satisfied with their jobs and committed to their organization. Salaries, benefits, 
promotion, contingent rewards, interpersonal relationships and working conditions were the 
best predictors of job satisfaction among hospitals employees. Leadership, job satisfaction 
and commitment were closely interrelated. Another study was conducted by Ahmed S. Al-
Aameri (2000), which also intended to find out the extent to which nurses in public hospitals 
are satisfied with their jobs and committed to their hospitals. The means and standard 
deviations show that nurses are satisfied with their jobs to some extent, and they are slightly 
committed to their hospitals. Batista, Vieira, Cardoso and Carvalho (2005), found in their 
studies that older nurses having children possess a more stable employment contract which 
allows them to have career development, then, in these cases it is an indicator of motivation 
and satisfaction on the part of professionals. In this study, it was found that there was no 
significant correlation between Organizational Commitment and Intrinsic Motivation for the 
nurses’ working in both public sector, and private sector respectively. Studies also reported 
that insecurity at work weakens motivation Herzberg etal. (1959) and Staufenbiel, et al. 
(2006).Another study was conducted by Kristi Toode (2015) on Nurses’ Work Motivation 
(the study focused mainly intrinsic motivation) where the results indicated that the majority 
of hospital nurses had a strong intrinsic work motivation, and/or a moderate identified 
regulation to work because they enjoyed the work and/or it was in accordance to their needs, 
values and goals. Fátima Gomes and Teresa Proença (2015) also conducted a study on 
Nurses' Motivation and Satisfaction at Work (the study focused mainly on extrinsic 
motivation) where the results indicated that that the relationship with the patients was the 
most important factor for nurses’ satisfaction, followed by satisfaction with the job content. 
Remuneration was the factor in which nurses showed the least satisfaction. Wu, I.J. Norman 
(2005) also conducted a study on the relationships between job satisfaction and 
organizational commitment, role conflict and ambiguity, and demographic variables 
associated with retention of nurses within the Chinese healthcare workforce. Descriptive and 
inferential statistical analysis of the data revealed a positive relationship between job 
satisfaction and organizational commitment, and a negative relationship between job 
satisfaction and role conflict and ambiguity.  
 
Implications 
In nursing practice, it is essential for each nurse to personally understand that their own work 
motivation depends on their individual thoughts and cognitions about themselves, in the 
context of different working situations and environments. Nursing profession is considered to 
be one the most novel profession in the world, on whom, depends life/death/care of the 
humanity. So, if they are not satisfied and they are not committed with their job, then, it will 
lead to fatal risks of the patients. Therefore, it is necessary to gain an insight into the job 
satisfaction and commitment of the nurses, and also to find the role of intrinsic and extrinsic 
motivation for the same. Lastly but not the least, Motivation as a component of an 
organizational environment is a fundamental factor for the success of an organization, from 
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which workers cannot be detached. Knowing the factors that influence the motivation of 
professionals is complex, since every individual is unique. To successfully motivate people is 
without a doubt one of the most challenging of tasks, but it is the thing which gives the most 
satisfaction and commitment to those who can, mainly in times of crisis. Thus, it is equally 
important to have an in-depth idea about the motivators that will increase the satisfaction and 
commitment of the nurses is relevant for increasing the overall quality of service in the 
healthcare sector. 
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