CHAPTER 2

LITERATURE REVIEW

Quality of w very new concept in
evaluating both the

it’s relation with™me 77 ot 21ﬁ33 -ductivity.
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people.[11] The basj op work environment

that are excellent f as for the economic

health of the organj efforts focus on job
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skill development, Epe reduction of occupational stress, and

the devem;ﬁru Hq ﬁrﬂﬂﬁ%’aﬂ@or management

relations.[3]9
ARIRNTN AT ARG
basic asQumption of humanized work is that work is most
advantageous when it provides a “best fit" among workers,
jobs, technology, and the environment. Accordingly, the best
design will be different to fit different current situations.
It is not a one-time thing to be established and retained

indefinitely. Rather, there needs to be a regular readjustment
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indefinitely. Rather, there needs to be a regular readjustment
among the factors just mentioned in order to maintain the best
Tk,

The modern interest in guality of work 1ife developed

. Job enrichment brings
ole enrichment that
encourages growth anc The job is built in
such a way of intga ouraged. Because
motivation is incy® s ld improve, thus
providing both a | N productive job.
Negative effects alg such as turnover,
a{bsence, grievance, is manner both the
worker and society bej performs better, has

more job satisfaction, and S

= ol f-actualized, thus being
fy:,ﬁw.

able to particif¥te _.; e effectively.

Society benefits &P =" y ctioning person

1]

Wb pertormance. 1

as well as better A

In tryin tﬁﬁuﬂd mot ivV@f ional factors, management
ieo arves «ELHE TULNINEAN T, iremmce <
keep maintanarﬂ;a factors cdhstant oahigh. If @faintenance
ractors 1IN 6 WAL QVIEL) Nean, cnen
emp'loyeesqmay be less responsive to that program because they
are distracted by inadequate maintenance. The need for a
systems approach to job enrichment is attained by gainsharing,
in which employees receive a substantial portion of the cost

saving produced when their job are improved.
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Since job enrichment must occur from each employee’s
personal viewpoint not all employees will choose enriched jobs
if they have an option. A contingency relationship exists in

terms of different job needs, and some employees may prefer to

simplicity and security ‘4ne jobs.

Hackman and identified five core

dimensions that speci e chment for job. It is

desirable for job to Beadimensions. If one

is perceived to b, psychologically

deprived and motiy ieduced. The core

dimensions tend to M\ satisfaction, and

quality of work and tg absenteeism. Their

effect on the quality ffrfi' Lo stl dependable. Many of

material and white- ca]lar 211 as blue-collar jobs,

often are deficiem _.dm‘ittad'ly there

are large individid M) ces reacting to
-

core dimensions, bl the YRToE employel finds them true

basic for 1nteFTa1 mﬁtﬂrat{an

UEANENINYNS

TASK VARIETY One core diffension iem variety @ the job.
varsory VA TANTI U4 Y AUARL o
often quu1rE different skills illustrated. Jobs that are
high in variety are seen by employees as more challenging
because of the range of skills involved. These jobs also
relieve monotony that develops from any repetitive activity.

If the work is physical, different muscles are used, so that
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one muscular area is not so overworked and tired at the end of
the day. Variety give employee a greater sense of competence,
because they can perform different kinds of work in different

ways.

TASK IDENTITY A secgu® Saion is task identity,

which allows emplovee=y iolete piece of the
work. Many job enrgs gn focused on this
dimension. Because ic management led
to overspecialized, employees worked
on such a small part unable to identify
any product with thei I: \ ¥ not feel any sense

of completion or respg whole product. When

tasks are broadened to_=——c== g whole product or an
identifiable paf® ‘th j£fytity has been
established. v

TASK SIGHIFIﬁANCE ‘m third @fore dimension is task

UEINEVLAWNE LA <o corcorves

by the worker. that the wofk has onéthe other @fop

maact. N NFN 3 B AL NéaL.., ..

worker parfarms a key step in the work process, or it may be

significance

on those outside the firm, as when the workers believe they

are doing something important in their organization.
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AUTONOMY A fourth core dimension is autonomy. It is the job
characteristic that gives employees some discretion and
control over job-related decisions and it appears to be

fundamental in building a sense of responsibility in workers.

Although they are willing ghin the broad constraints

« degree of freedom.

it ional step on the

of an organization,
Autonomy was mentionec
need scale since i people.
FEEDBACK A fifth cg . Feedback refers

thy

to information well they are

performing. It comes anagement, and other

employees., The idea of ple one, but it is of

much significance to aér::-— . Further, they need to
RN

know rather ofte o ¢ 12 performance does

vary, and the on ﬁﬂ; "i-ents is to know

how they are perfofffiing now.
€ oWl act@dl] : originated in big

corsoraions BV NRTANRIAZ T, o

that part of 11fa which is ‘hgaged wikh the eveflyfday norma
ronct o Pen) OhSb 3 Wil 1Y LER 1B oo o
QwL of warker, the productivity and profitability of the
industry can be increased.

On this theoretical background the QWL of professional
nurses may be composed of two components. One is the job

satisfaction and other is professional nurses needs [5,6,7].
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A schematic presentation of the foncapts behind the
- QWL was given in figure 1. The interrelationship between
factors affact%ng it and the major components as well as the

consequences of their affection were shown in it. Hopefully

this would provide a quiciuWli#fganding of the concepts of
this study. At the sarih ossary of operational

definition was givess paper instead of

measurement portion : el i e Study period and
development of this igfcd®fiff WE WS advised that some of
the terms could be i

early reference cdl
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2.3. OPERATIONAL DEFINITIONS
1. Professional nurse is defined as the person who
graduated from the nursing school/ nursing college with at

least bachelor degree and received license for work as a

professional in nursing,J

2. Quality o
to what extent the aﬁ:ﬂ’;f1
their work 1ife and .

3. Job sy

ofessional nurse was
: are satisfied with
eds are served[7].
a pleasurable or
positive emotional g4 es resulting from
the appraisal of jolj
4. Professi Nis needs that are
indicators of growth ass and autonomy or
individuality in the wor| ofessional nurses.
5. Big QWi i ) off)jas the hospital

size which has 5’ BRJt 500 beds and

echnoillay and treatment

sufficiently advan‘-d in

ﬂ‘LlFJ’JVIFJVI‘a'W &N

After reviewing theﬁmahﬁﬂtara ure, was found

nat P WoAGN Tl SN AUARY

prcfess1ona1 nurses. A large number of paper studied about job

methods.

satisfaction of professional nurses 1in United States of
America which did not involve professional nurses needs
properly and tend to be inconsistent and confusing. Although

the majority of studies on job satisfaction have been
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conducted in business and industry, some works have also been
done in the field of nursing does contain satisfaction
research. Most of their studies done on the nursing profession

have attempted to identif: the correlated of work

satisfaction. McCloskey[ i &ﬁfﬁ e, found that intrinsic
a‘*

rewards, such as achisWag it strongly related to

work satisfaction thac o }_ {c Semse- such as pay. Everly
and Falcione[14] fcu® ' By iy Waelations followed
by intrinsic rewardgest £4F 5 E’ RN of satisfaction.
A study by Godfrey | of appreciation,
poor communication, iors all contribute
to dissatisfaction. other hand, found
supervisory support, i d promotion strongly
related to work satisf&q,;,- ,#; et et. al[17] argued that
the quality of -3:- -_9 importance and

challenge of worldh Bds were the most

WU satiWaction. Finally,

nts o1

important determigk
Neumann[18] iportdﬁiithat soci®@ service(patient care),

WELAVIENAWELINAe che e

predictors of sat1sfact1nn £s a is not@fPossible to

anﬂdmmmmum ANEIAT .

these can be imply that QWL of professional nurses may be

intrinsic

appropriate for them and resulting in dissatisfaction.
The major weakness of these studies can be summarized

as follows:
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1. Models used in these studies were more or less

incomplete and different; a key research variable in one study
may be not even be considered in another study[15,16].

bivariate analysis to present

2. Most studies usec
their result, so in almo es confounders were not
controlled [16,17,18,

3. Another — i ,-_*=¥;,«r number of studies
was the absence of

-
occupation, which

group from other
ry tentative and
questionable.

In short QwL "uzz-ut important aspect
ge of time and advent

of professional nurses

of modern era it necessary= =
- f’:f-';.{!_

ake such a study, so that
it will create M\eg '1ﬂﬂ,Cﬂ for future

researcher and ma F__ e tetermine policy

and programs not Zhly to

| t”ﬁ"ﬁﬁﬁ%’“ WFJ’mi”
ARANNIAIM NS

of professional
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