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SUMMARY 

Motivation is one of the most important duties assigned to managers, as they have to find the 

best ways to make their inferiors get performance at work. An important thing in the organizational 

environment – many times not enough underlined – is the one that the employee is capable to 

motivate himself because the motivational processes are triggered and coordinated from the 

human’s inner parts. The manager’s role is to identify and mention the extent to which reaching 

the company’s objectives also ensure the satisfaction of the employees’ personal needs. 

Furthermore, it is important to mention the fact that within an organization, in motivating the 

personnel, one must take into account a multitude of internal and external possibilities of the 

organization as well as those connected to the intrinsic part of the individual personality and others 

relating to the extrinsic side, sensitive to the characteristics of the organizational environment. The 

study of motivation in a company started from the need to understand and use subjective factors 

that explain the fluctuations in efficiency.    

A manager cannot ask to his employees to be motivated, but he may create in the company an 

environment that motivates them. Although the organizational environment is difficult to measure, 

the notice of its symptoms (personnel fluctuation, presence at work, work relations) indicates the 

advent of certain problems, which stand for the signals of a reduced motivation on behalf of the 

personnel.  The manager must make sure that each employee is motivated, and thus, he will know 

if the related employee is productive as well.   

The motivation of the theme came after the Arabs spring and its negative effect in Jordan 

economy and Jordanian different sectors in general and in special the health sector. 

The huge number of refugees, and the high life expectancy, increase the number of population 

noticeably, which leads to elevate the pressure on the employee, with the same level of work 

conditions. And that for sure affect negatively the motivation of the employee and so the 

effectiveness of the organization and the country sectors. 

This study aims to elevate the morale of the employee, so they can feel more comfort and 

motivated in delivering their best, in order to accomplish the goals of the organization and so to 

raise the productivity. 

The general objective of the thesis is to analyse and to evaluate the employee motivation 

system in Jordanian organizations and to propose alternatives of improvement taking into account 

best practices emerged in some developed countries. In order to do that, the thesis will analyse 

the employee motivation system in the Jordanian healthcare organizations (hospitals). 

Hospital performance is deeply influenced by the quality of human resources, if we start from 

the idea that a hospital can be regarded as an organization for which the people represents a source 

of competitive advantage. This kind of practices improve the performance of a company by 



ameliorating the qualifications of the employees and also by increasing the overall level of 

motivation.  

The lack of motivation is considered to be very often a big issue in assuring the performance of 

health system particularly in developing countries, in which working conditions were getting 

worse due to economic restructuration. A reduced level of motivation will hit the overall 

performance and indirectly this will affect also the whole health system (Mathauer and Imhoff, 

2006:2). 

According to Franco, Bennett and Kanfer (2002:1), health worker motivation can be defined 

“as the willingness to exert and maintain an effort toward organizational goals”, while Mathauer 

and Imhoff (2006:2) pointed out that “a low level of motivation will negatively influence the 

overall performance of health workers and indirectly the entire health system”. 

Therefore, it is important to know more in depth this phenomenon of motivation in a country 

like Jordan and this was also the main reason for which the empirical research within the doctoral 

thesis aims to analyse and evaluate the phenomenon of employee motivation in the Jordanian 

hospitals. 

A brief overview of the most important theoretical and empirical studies in the literature on the 

topic of employee motivation in general and also in a country like Jordan, with its specificities 

revealed that even of health employees declared to be more or less satisfied with their financial 

rewards, it is important to mention also the power of non-financial instruments in this context of 

improving the level of motivation and retention of the Jordanian employees and to not forget that 

also at the workplace the money is not everything! 

The relevance of the study is to analyse and to study the factors that affect the employee 

motivation, whether its intrinsic factors or extrinsic factors, to help the managers and the officials 

to provide the best environment for their employee so they can achieve and accomplish the goal 

of the organization, in order to flourish the sectors and respectively the country. 

This study dedicated and directed to the officials, managers, administrators, to any person in 

charge of directing and managing an institute and to the employee in general regardless to their 

type of work, in my opinion the family is an organization and the organization personnel are a 

family, if all feel comfortable and motivated, each will perform its work effectively. 

It’s a message to any who want to reflect a positive morale and motivated atmosphere to achieve 

what the sector, the organization or the institution aims to, in order to raise the country economy 

and services. 

Among the main elements of originality of the thesis, it can be mentioned the following: the 

evaluation and analysis of the employee motivation overall level and its determinants using 

different scales of measurement consecrated in the literature (MSQ, MMSS or Warr-Cook-Wall) 



targeting different types of motivation; the analysis and testing of the main differences between 

the employee motivational factors and the demographic variables; to identification of the main 

determinants of the intention of retention in Jordanian hospitals, etc. 

Finally yet importantly, the research aims to empirically test the validity of two of the most 

important motivational theories from the literature, Herzberg and Vroom theory highlighting the 

main factors of motivation and de-motivation for the Jordanian employees and furthermore to 

propose ways of improvement for the employee motivation using best practices from some 

developed countries. 

The thesis is structured in four main chapters. The first chapter presents a brief overview of 

Jordan economic and political history, explaining more in depth the context of empirical research. 

The second chapter entitled “Employee Motivation. General considerations” is dedicated to the 

presentation of the main theoretical aspects related to the concept of employee motivation, 

revealing the main definitions offered in the literature, the roles of motivation and also the main 

types of motivation. An important section of the chapter is dedicated to the main motivational 

theories classified in content, process and consolidation theories, enumerating here the theories of 

Maslow’s hierarchy of needs, McGregor, Herzberg, Alderfer, McClelland, Vroom, Adams or the 

theory of scope fixing, the consolidation theory or the theory of cooperating conditioning. The last 

sections of the chapter point out the results of the main studies in the field of employee motivation 

in general and also of the studies regarding health employee motivation in Jordan in particular. 

The third chapter entitled “Statistical methods used in the analysis of employee motivation” 

aims to present the main theoretical concepts regarding the empirical research that will be 

incorporated in the thesis pointing out the studied population, the sample and the mechanism used 

for the selection of the respondents, the methods used in data collection and also some aspects 

related to the questionnaire design. The chapter ends with an overview of the main statistical 

methods used in the literature in the analysis of employee motivation. 

The last chapter entitled “Evaluating the employees’ motivation within Jordanian healthcare 

organisations” was dedicated to the presentation of the empirical researches targeting the 

evaluation and improvement of employees’ motivation using best practices from some developed 

countries. Researches were focused on hospital employees, as they are one of the most important 

stakeholders in hospitals to probe the factors influencing their job satisfaction. 

The study aimed to identify the importance of financial or non-financial incentives to assess 

the most motivating factors using different scales of measurement consecrated in the literature 

(MSQ, MMSS or Warr-Cook-Wall) targeting different types of motivation, to analyse and test the 

main differences between the employee motivational factors and the demographic variables and 

also to identify of the main determinants of the intention of retention in Jordanian hospitals. 



It also investigated the extent to which employees are satisfied with the current job and the 

work they carry out, the revenues and the rewards received. 

Finally yet importantly, the research aims to empirically test the validity of two of the most 

important motivational theories from the literature, Herzberg and Vroom theory highlighting the 

main factors of motivation and de-motivation for the Jordanian employees and furthermore to 

propose ways of improvement for the employee motivation using best practices from some 

developed countries. 

The study starts with the Jordanian context, presenting the main objectives of the research, the 

relevance of the research, methodology and data and also the main empirical results obtained.  

The section of empirical results is structured on five sub-sections together with the sample profile 

of the respondents. The first three sub-sections were dedicated to the analysis of job satisfaction 

based on different measurement instruments consecrated in the literature (Minnesota Satisfaction 

Questionnaire(MSQ), McCloskey/Mueller Satisfaction Scale (MMSS), Warr-Cook-Wall scale), 

highlighting the main determinants of job satisfaction, analyzing the differences among 

demopraphic variables and measuring the impact of motivational factors and socio-demographic 

variables on the overall level of satisfaction. The last two sub-sections are dedicated to the 

empirical testing of two of the most important motivational theories-Herzberg and Vroom theories, 

revealing the main determinants of work motivation in Jordanian hospitals and analysing the 

differences of work motivation by personal and employment characteristics.  

In the process of highlighting the main factors of job motivation, McCloskey/Mueller 

Satisfaction Scale (MMSS), Minnesota Questionnaire Scale (MSQ) and Warr-Cook-Wall scales 

were used. In order to achieve all these objectives, the empirical research was based on a survey 

who used a sample of 325 employees from six hospitals at the level of the year 2015. 

Analysing the responses of employees based on different scales, the overall conclusion was 

that the majority of employees in Jordanian hospitals was somewhat satisfied or satisfied with 

their jobs. 

Taking into account the opinions of respondents based on items of MQS scale,  the highest 

intrinsic motivation factors are social services, while the lowest motivation factors was 

achievement. From extrinsic motivation factors, the highest motivation factor was relationship 

with co-workers and the lowest factor was compensation. 

The results of PCA based on MQS scale revealed as main determinants of employee motivation 

one extrinsic factor(recognition) and four intrinsic factors(authority, variety and responsibility, 

independence and moral values). 



According to MMISS scale, the main determinants of job satisfaction were proved to be 

interaction opportunities, and recognition and career advancement, while the most demotivating 

factor was identified to be the extrinsic rewards (salary, vacation and benefits package). 

The empirical results of PCA based on MMSS scale revealed four key components for job 

satisfaction-“satisfaction with praise/recognition”, satisfaction with extrinsic rewards and 

satisfaction with the balance of family”, satisfaction with interaction opportunities and 

“satisfaction with professional opportunities” as main motivation factors among Jordanian hospital 

employees. 

The results of regression analysis highlighted that from the satisfaction factors, the biggest 

impact on job satisfaction had professional opportunities and recognition, followed by extrinsic 

rewards and family balance, then interaction opportunities and professional opportunities. It is 

important to mention that demographic variables and employment related variables do not exhibits 

any impact on job satisfaction. 

The factors that significantly influence the decision to stay in the hospitals are related with 

satisfaction with praise/recognition, extrinsic rewards, and balance of family and with professional 

opportunities, type of hospital, age, graduation degree and time experience in hospitals. 

According to the job satisfaction measurement based on Warr-Cook-Wall scale, the factors 

highest level of satisfaction are the relation with the manager, the fellow workers responsibility 

and job security, while the attention paid to employee suggestions, physical conditions of working 

and the working time are perceived to be the most dissatisfaction factors. 

The empirical results of multivariate regression analysis revealed that the overall score of job 

satisfaction are influenced by intrinsic job satisfaction, working conditions satisfaction, employee 

relations satisfactions, wage satisfaction, marital status, and area of work, management position 

and experience in the same position. 

The results of Herzberg two factor theory revealed that Jordanian employees are most likely 

moderately motivated considering responsibility and knowledge/training important factors that 

could improve their level of motivation, while they mentioned the financial component (wage and 

rewards) as the main demotivating determinant. 

The findings support the Two-Factor Theory of work motivation, revealing that both hygiene 

and growth motivation factors manifest a positive impact on the overall degree of motivation, 

attesting the superiority of hygiene factors over growth ones for motivating health workers.  

The empirical results of the study emphasized the importance of financial incentives (wage) 

and rewards, as the main drivers of any system geared towards motivating employees in hospitals. 

The research also stated that women granted a higher level of importance to previous motivational 

factors than men; the doctors considered the rewards a very important motivational factor.   



Also, there is empirical evidence for perception differences for employee position; while the 

administrative staff exhibited the highest level of motivation on recognition; the support staff 

registered the highest level of motivation on knowledge and information. The study reported also 

that while employees from the managerial area had the highest level of motivation on recognition, 

employees from the diagnostic area have the highest level of motivation on knowledge and 

information. 

It was shown that hygiene factors more precisely rewards and wage were very important for the 

general satisfaction of the workers and hospital managers need to focus on that in order to increase 

the retention level. But the focus should be also on non-financial incentives like knowledge and 

information in order to improve motivation of employees.  

The empirical results of Vroom’s theory supported the validity of the modified expectancy 

theory model with five dimensions- expectancy, extrinsic and intrinsic instrumentality, extrinsic 

and intrinsic valence of employee motivation in health system in Jordan, pointing out the statistical 

significance of three of five components of Vroom theory-expectancy, extrinsic instrumentality 

and intrinsic valence and also hospital type, graduation degree, experience in the same position, 

area of work. 

For Jordanian hospital employees, the intrinsic valence is the most appreciated followed by 

expectancy. Expectancy increases employee motivation by creating a sense of accomplishment, 

while intrinsic valence offers an incentive to employees for assuming a higher level of 

responsibility, making full use of their abilities and accomplishments. Thus, the main conclusion 

concerns the fact that at least for Jordanian employees, the most important factors that could 

crucially influence the level of motivation are expectancy and intrinsic valence. Extrinsic 

instrumentality showed no positive effect on work motivation, revealing that the lack of these 

elements good pay, monetary bonuses, pay increases or promotions are more likely to produce a 

decrease in the level of employee motivation. The main empirical results are that employees 

understand if they work hard, their performance and productivity will significantly improve, will 

be accomplished and can be viewed as an effective employee. 

Since having a fully use their skills and knowledge in the workplace and a sense of 

accomplishment and a personal growth and development, taking responsibility, and having 

challenging work are good motivators for employees, managers should recognize employees who 

do well.  

It is important to mention that statistically significant differences were proved to be concerning 

job satisfaction by graduation degree, working experience, experience in the same position, 

position, organization structure and area of work 



As final conclusion, both Herzberg and Vroom theories have been empirically tested among 

health employees in Jordanian hospitals and the empirical results supported the validity of both 

theories. 

As main conclusion, for Jordanian employees the non-financial incentives like the freedom to 

choose your own working methods, the recognition you get for good work, the responsibility, the 

chance for promotion, the opportunity to use their own abilities, the attention paid to their own 

suggestions and the level of variety in their job are much more important than the financial ones 

and managers need to focus more on that, in order to improve the overall degree of retention. 

The empirical results revealed that the main determinants of job satisfaction among Jordanian 

employees are related to the intrinsic job satisfaction and employee relations satisfaction and the 

wage have a relatively small impact on this.  

The findings revealed that the financial incentives have their significance but they are not 

fundamental, the non-financial incentives being really important in enhancing motivation among 

health employees. So, in order to improve the overall degree of retention, the managers need to 

reinforce the importance of non-financial factors like the freedom to choose the working methods, 

the recognition for a good work, the responsibility, the chance for promotion, the opportunity to 

use the abilities, the attention paid to the suggestions and the level of variety in the job. 

The human potential deserves a permanent attention and is inevitable the creation of conditions 

for its maintenance and continuous improvement. Human resources can be a competitive 

advantage for a country and it can contribute to the creation of other advantages. For this reason, 

the creation, development and proper management of human resources is so important for a 

developing economy in order to increase its global competitiveness. 
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