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ABSTRACT 
 

The influx of Filipino nurses into the United Arab Emirates (UAE) has notably 
transformed the healthcare landscape, with these dedicated cadre of professionals 
constituting a significant portion of the nursing workforce. Filipino nurses have been a 
substantial and indispensable element, contributing significantly to the efficient 
functioning of the UAE's healthcare system. The Filipino diaspora in healthcare settings 
worldwide is marked by its resilience, adaptability, and unwavering dedication to patient 
care. These dedicated healthcare professionals contribute significantly to the country's 
healthcare infrastructure. However, their job satisfaction and motivation have remained 
relatively underexplored despite their pivotal role, creating a conspicuous void in existing 
research within the domain of nursing workforce management. 
 

The existing body of research on nursing in the UAE predominantly centers on 
clinical practices, healthcare management, and patient outcomes. However, the 
psychosocial dimensions of job satisfaction and motivation among Filipino nurses in this 
unique context have been left conspicuously understudied. This gap in the literature 
presents an urgent call for investigation and this conspicuous lacuna in the literature 
necessitates a dedicated investigation into the job satisfaction and motivation levels of 
Filipino nurses in the UAE. Understanding the determinants that influence job satisfaction 
and motivation is not only academically pertinent but also imperative for healthcare 
practitioners, policymakers, and administrators. By exploring the unique experiences, 
challenges, and factors that influence the job satisfaction and motivation of Filipino 
nurses, this research seeks to contribute substantially to the ongoing intellectual 
discourse surrounding the healthcare labor force, not only for Filipino Nursing Expatriates 
around the world but moreover, those who are based in the Philippines, thereby 
underscoring its significance to scholars, educators, students, and practitioners alike. 

 
Conducting the type of study for the first time among Kabayan Nurses in the Middle 

East, this quantitative research investigated the correlation of job satisfaction and 
motivation of 117 Filipino nursing participants employed across the seven states of the 
United Arab Emirates (UAE). All research participants were licensed nurses and certified 
members of the Philippine Nursing Association in the UAE, reflecting a homogeneous 
and well-defined sample. The research received full support from the Philippine Embassy 
in Abu Dhabi, emphasizing its significance. 

 
Data for this study were collected using structured questionnaires distributed 

through an online survey platform, specifically Google Forms. The study employed a 
descriptive correlational research design, utilizing statistical measures such as mode, 
percentage, and mean to provide an overview of key aspects within the collected data. 
Furthermore, inferential statistics, including Pearson's correlation coefficient and Chi-
square analysis, were utilized to draw conclusions based on the sample data, enabling 
an exploration of the relationship between job satisfaction and motivation. 

 
As a result, the research yielded significant insights, as the Filipino Nurses who 

took part in the study exhibited positive levels of job satisfaction and motivation. Their 
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responses underscored a consensus across various dimensions of their work 
environment, including aspects like salary, job security, working conditions, responsibility, 
cooperation, technical supervision qualities, and interpersonal relationships. 

 
Significantly, the research established a strong positive correlation between job 

satisfaction and motivation among Filipino nurses in the United Arab Emirates. This 
implies that as job satisfaction levels increase, motivation levels also tend to rise, 
underscoring the importance of enhancing job satisfaction to boost motivation among this 
demographic. This finding has profound implications for healthcare organizations and 
policymakers in the UAE, suggesting that improving job satisfaction can be an effective 
strategy for enhancing nurses' work motivation. 

 
Interestingly, the study revealed that job satisfaction and motivation remained 

unaffected by the demographic and professional profiles of Filipino nurses in the UAE. 
This highlights the complexity of these constructs, suggesting that factors beyond 
traditional profiling have a more significant impact on job satisfaction and motivation. This 
underscores the need for healthcare organizations and policymakers to adopt a broader 
and more comprehensive approach to address nurses' well-being and job satisfaction. 

 
This pedagogical research contributed significantly to the body of knowledge as it 

illuminated the relationship between job satisfaction and motivation among Filipino nurses 
in the UAE. The findings provided valuable insights for healthcare organizations and 
policymakers in the Emirates, underscoring the significance of prioritizing job satisfaction 
as a means to enhance nurses' motivation. As a result, it was recommended that 
healthcare organizations in the country should have focused on creating work 
environments conducive to job satisfaction. This would have included fair compensation, 
job security, and nurturing positive interpersonal relationships, all of which were believed 
to have the potential to increase motivation levels among their Filipino nursing workforces.  

 
Furthermore, this study calls for further research into the complex dynamics of job 

satisfaction and motivation in nursing, with the aim of offering a more comprehensive 
understanding of these critical factors within healthcare settings. 
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CHAPTER I 
 

INTRODUCTION 

 
Background and Rationale of the Study  

Job satisfaction and motivation are the main domains in the fields of human 

resource management and human resource development (Swedana, 2023). All the 

pedagogical and scholarly research in these domains is of paramount importance (Panda 

and Chowdhury, 2017). As job satisfaction is thought of as an individual's emotional 

response to their current employment condition, motivation is viewed as the driving force 

to pursue and meet individual employees' needs (Ayalew, 2019). Both are considered 

imperative to one another as the workforce commits themselves to obtaining all the 

necessary competencies to achieve certain expectations from top management 

(Armstrong, 2014). As a result, job performance is seen as an indicator that connects 

employee gratification and commitment in their working environment; therefore, its result 

mainly highlights the increase and decrease of staff effectiveness at both individual, team, 

and organizational levels (Panda and Chowdhury, 2017). To date, understanding this 

phenomenon is one of the central focuses of medical directors and administrators, which 

can be observed in the field of nursing practice today. Medical practitioners today believe 

that performance has a direct impact on job satisfaction and motivation to provide the 

highest level of medical and nursing care, particularly during the surge of the Omnicron 

COVID virus in different parts of the world (Volpe, 2021; Ivy, 2022). 

Among the 679,819 Filipinos in the United Arab Emirates, there are about 30,000 

Filipino nurses, and many of them are working on the front lines (Dass, 2020). During 

times of pandemic, Filipino nurses are considered today’s modern heroes and warriors 



2 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

who work on the front lines of the United Arab Emirates (UAE's) efforts to fight COVID-

19 (Filipino Times, 2018). To measure their nurses’ effort in providing quality care in their 

line of duty, it is significant for healthcare administrators to determine the best approach 

on how they can maintain the nurses level of performance and their commitment to 

winning against the COVID-19 pandemic (Volpe, 2021). 

The main nursing job functions, key performance indicators (KPI), and key results 

areas (KRA) are highlighted by the hospital’s human resources and mainly the hospital 

management team as key elements in assessing their nursing team’s overall 

performance. These outcomes may be attributed to the kind of motivation and satisfaction 

that the nurses received from the organization that they work for (Vacharakiat et al., 2008; 

Eslami and Gharakhani, 2012). 

Today’s organizations treat their employees as their major investment to fulfill their 

companies’ ambitions and purposes (CIPD, 2017). These occur when employees are 

sent in for induction and the new staff comprehends their new job through training and 

development. Moreover, each organization invests by providing employee welfare and 

retention programs to keep the staff’s spirit high and always motivated (CIPD, 2015). 

Therefore, each human resource manager and the executive team, at all costs, must 

minimize employees' turnover (Meaghan et al., 2002). Based on the current scholarly 

literature from all aspects of profession and pedagogical studies, there is a strong need 

to understand how job satisfaction of nurses’ affects motivation (Gutierrez, Candela, and 

Carver, 2012; Lu, Barriball, Zhang, While, 2012; Swedana, 2023). Furthermore, job 

satisfaction is a key issue for health care professionals around the world (Doef, Mbazzi, 

and Verhoeven 2012). Price and Muller (1986) defined job satisfaction as the degree of 
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positive affective orientation toward employment. This definition is similar to Vroom's 

(1964) understanding of job satisfaction as the explicit attitude toward the job. Joslin et 

al. (2010) suggested that job satisfaction is best defined by work attitudes and the 

perceived acceptance of work-related standards. On the other hand, Lafarney (2018) 

identified motivation as a need or drive that energizes a nursing employee toward 

achieving a certain goal. Motivation can be acknowledged as intrinsic or extrinsic. Intrinsic 

motivation is self-directed. A person does something because he or she enjoys the 

phenomenon and sees it as gratifying based on how he sees reality. On the other hand, 

extrinsic motivation is seen as an external reward or to avoid negative consequences 

(Lafarney, 2018). Scholars stressed that there is a significant need to develop a fuller 

understanding of how performance affects the overall competitiveness of each employee 

and their work outcomes, in particular, the factors by which motivation and job satisfaction 

determine the level of competency that each nurse provides as a result of their 

performances in their respective employers. (CIPD 2015; CIPD 2017).  

In this view, regrettably, there are gaps of knowledge and research in the field of 

human resources in nursing administration for nursing performance management 

platforms, particularly in understanding how job satisfaction affects the work motivation 

of Filipino expatriates in a foreign country and at international levels (Filipino Times, 2018; 

Petancio, 2018). Hospital human resource practitioners, nursing administrators, and its 

management must recognize that their staff are considered contributors and the building 

blocks of the organization’s success (Abbasi et al., 2000; Kumar, 2016). Moreover, 

human resource practitioners’ challenge today is how to ensure that they maintain the 

level of competitiveness of nursing professionals. (Duffield et al., 2014; Price & Reichert, 
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2017). These gaps can be better identified with the help of understanding how 

performance management can contribute to the improvement of patient customer service 

experiences and provide a better knowledge base for operating more efficient 

organizations (Agbano, 2016). With all these consequences, if the performance of nursing 

staff is not sustained, the result may be a declining financial standing and an increase in 

manpower costs in the hospital sector (Lin & Jones, 2013; Wong & Laschinger, 2013). 

Moreover, the design and implementation of the performance measurement system have 

an effect on the results (successful or otherwise) of the measures (Hewko & Cummings, 

2016) and open a door for scholars to understand how job satisfaction affects motivation 

and can lead to higher performance outcomes that are centered on quality and excellence 

for nursing professionals in the United Arab Emirates and around the world (Hidayat, 

Agustin, & Ningsih, 2017). 

In these current phenomena, as we are fast approaching continuous globalization, 

these occurrences merely postulate that a great deal of academic scholarship has 

emphasized the need to identify how job satisfaction can affect work motivation and 

possibly increase employee performance in hospitals and nursing facilities (Trivellas, 

2011; Wong and Laschinger, 2013; Bell, 2015; Rhodes & Collins, 2015; Akinyomi, 2016; 

Hidayat, Agustin, & Ningsih, 2017; Price & Reichert, 2017; Swedana, 2023). 

For the Overseas Filipino Workers (OFW) in the field of nursing practice, it is part 

of their legacy around the world to always ensure that Filipino nurses provide the highest 

quality of service to our employers and their clienteles. The overall outcome of this study 

will be a significant addition to the body of knowledge in nursing studies. In achieving 

excellence and innovation at the workplace, the purpose of this research is to determine 
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whether job satisfaction has a significant relationship with work motivation among Filipino 

nurses in the United Arab Emirates. 

 

Statement of the Problem 

This research aims to determine the correlation between Filipino nurses’ job 

satisfaction and work motivation in the United Arab Emirates. This will conduct a cross-

sectional study among the members of the Philippine Nursing Association—UAE Chapter 

in the Seven States of the United Arab Emirates. The seven states of the United Arab 

Emirates include Abu Dhabi, Dubai, Ajman, Al Ain, Sharjah, Fujairah, and Ras Al 

Khaimah. 

By examining the relationship between job satisfaction and work motivation in this 

specific context, this research strives to uncover the underlying causes influencing the 

job-related contentment and motivation levels of Filipino nurses in the diverse healthcare 

landscape of the United Arab Emirates. 

Below are the research objectives of the study. 

1. To determine the level of job satisfaction of nurses in terms of the following: 

1.1. Responsibilities 

1.2. Rewards 

1.3. Job  

1.4. Promotional Opportunities 

1.5. Supervision 

1.6. Co-Workers 

1.7. Working Conditions 
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2. To determine the level of motivations of nurses in terms of the following 

2.1. Salary 

2.2. Job Security 

2.3. Working Conditions 

2.4. Responsibility 

2.5. Cooperation  

2.6. Technical Supervision Qualities 

2.7. Interpersonal Relationship Qualities among Colleagues with Supervisor and  

       Subordinates 

3. To determine the relationship in job satisfaction and motivation  

4. To determine the relationship between job satisfaction and profile of nurses. 

4.1. Gender 

4.2. Age 

4.3. Position Level as Nurse in the UAE 

4.4. Income 

4.5. Civil Status 

4.6. Educational Attainment 

4.7. Work location based on State in the UAE 

4.8. Years of Service in the UAE 

4.9. Family Status in the UAE (i.e., Respondent is living with Family, Husband, 

Children, Auntie, Uncle or other Relatives in the UAE) 

5. To determine the relationship between motivation and profile of nurses. 
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Significance of the Study 

  This research is a significant addition to the body of knowledge in nursing studies 

as it aims to provide scholarly evidence for understanding the correlation between job 

satisfaction and work motivation, in this case, among Filipino nurses in the United Arab 

Emirates. The results of this research will provide a clear overview of relevant information 

and best practices that hospital administrators and policymakers can adapt based on the 

needs of their organizations. 

The study takes on new importance considering the COVID-19 epidemic's 

unparalleled difficulties for the health industry and its workers all around the globe. In this 

worldwide crisis, nurses have been putting their skills and strengths up for the fight. The 

relationship between job satisfaction and motivation is crucial to address among Filipino 

nurses in the UAE right now. COVID-19 has brought about several challenges for nursing 

professionals, including heightened job demands, security issues, and emotional 

weariness—these factors might significantly influence their motivation levels. 

Understanding these aspects helps provide essential information to create specific 

measures for hospital leaders and lawmakers during unpredictable situations. 

Moreover, this study contributes to knowledge creation by enhancing the strategic 

human resources strategies in workforce management today. The methodology 

employed in this research framework offers a valuable foundation for developing a 

competitive strategic human resources management framework specific to both the 

nursing and medical industries. This framework, in turn, benefits not only Filipino nurses 

but also medical leaders and practitioners globally, offering guidance on effective people 

management strategies. In essence, this study forms part of a broader effort to advance 
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best practices in nursing and to underscore the significance of job satisfaction and work 

motivation in creating healthcare organizations that prioritize the welfare and well-being 

of their staff and patients alike. The result of this pedagogical research is poised to have 

a lasting impact, benefiting hospitals, their workforces, and nursing scholars across the 

globe. 

Furthermore, this research provides novel ideas that add to the existing conceptual 

models and techniques for assessing the current strategic human resources practices in 

the hospital industry as a strategic tool in people management. The scholarly 

methodology suggested in the study’s framework will contribute to the development of a 

comprehensive strategic human resources management framework in the nursing 

industry that will benefit Filipino nurses and hospital administrators in general. Overall, 

this study will certainly become part of a series of studies that will lead to the improvement 

of nursing work best practices and understanding how job satisfaction and work 

motivation are significant in providing a holistic organization that cares for its people and 

patients. The hospitals, their overall workforce, and nursing scholars around the world will 

greatly and significantly benefit from the outcome of this pedagogical inquiry. 

 
 

Scope and Limitation 

The study focused on the Filipino expatriate nurses residing in the seven states of 

the United Arab Emirates. The respondents for this pedagogical research study were 

composed of selected members of the Philippine Nursing Association in the United Arab 

Emirates. With the selected 117 participants in the country, the study aimed to examine 

the correlation between job satisfaction and work motivation among Filipino nurses in the 
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United Arab Emirates, providing information about a very narrow section of the migrant 

community. This work did not address the entire population of the Filipino nursing 

community in the United Arab Emirates. Non-Filipino expatriates and nurses from other 

nations were excluded from this research. 

The research was constrained in its ability to evaluate outcomes across diverse 

populations of migrant nurses and other medical practitioners who were expatriates in the 

United Arab Emirates, due to the absence of analysis on the various forms of human 

resource practices and their utilization. This limitation prohibited the researcher from 

providing confidential information on budgets, organizational processes, and procedures 

used by various hospitals in human resources and organizational development 

methodologies, which were considered confidential and for internal use only by the 

organization. Moreover, the study only conducted an online survey (quantitative) and was 

limited to Filipino nursing expatriates, excluding other nationalities who were also 

expatriate nurses working in the United Arab Emirates. Consequently, the study did not 

offer comparisons that could have revealed vital trends in the use of the best human 

resources practices in the hospital industry in the United Arab Emirates. 

Another limitation of this study was the use of a sample population that did not 

reflect the overall views of the entire Filipino nursing profession and its total population of 

expatriates in the United Arab Emirates. The respondents who participated in an online-

based survey through Google Forms and its results did not represent the overall 

population of Filipino expatriates in the UAE. Hence, the study was limited to a restricted 

number of respondents who provided information to guide the research. 
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CHAPTER II 

THEORETICAL FRAMEWORK 

The Review of Related Literature 

Nurses’ work performance can be distinguished in terms of the quality and quantity 

that they have provided based on the roles and responsibilities assigned to them by their 

management. In today’s challenging times, it is significant for hospitals to ensure that the 

performance of their services provides plenary and quality results based on customer 

needs and expectations. In assessing performance in the hospital service industry, the 

capability of each nursing workforce to perform the tasks assigned to them is the key 

element to determining performance. Tasks alone cannot be completed without full 

commitment and the right motivation among teams. 

Every country in the world aims for higher standards in well-being and health care, 

which thus implies ongoing changes and health reforms around the world (Toode, 2015). 

Declining work performance, nursing errors, and the downgrading of the nursing 

profession were found to be the main issues affecting nursing workforce productivity 

(Brüscher et al., 2010; DeLucia et al., 2009; Hassani, 2012). The World Health 

Organization (WHO) officially announced the ongoing shortage of qualified and skilled 

nursing professionals in all the regional states of the United Arab Emirates that affects 

the operational performance expectations and requirements of various hospitals located 

in its seven states in the country (Bell, 2015; Van Leijen, 2016). 

A study in the Northern Emirates shows that 44 percent of the nurses polled were 

dissatisfied with their jobs, a level of discontent that is alarming experts. Bilal Abbas El 

Salibi, a senior nursing tutor with the Institute of Nursing in Fujairah, studied job 
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satisfaction among nurses in six Ministry of Health hospitals in every emirate except Abu 

Dhabi (Hassani, 2012). Salibi questioned 726 nurses who are respondents from Al 

Baraha Hospital in Dubai, Khalifa Hospital (Ajman), Al Qassimi Hospital (Sharjah), Saqr 

Hospital (Ras Al Khaimah), UAQ Hospital (Umm Al Quwain), and Fujairah Hospital 

(Fujairah) about topics including working hours, benefits, and opportunities for promotion. 

who presented his findings at the Abu Dhabi Medical Congress and has submitted the 

study to the American Journal of Nursing, called that level of discontent alarming 

(Hassani, 2012). 

In line with this predicament, the same conditions were being experienced by 

various medical institutions around the world, which have heavily emphasized the same 

sentiment (Akinyomi, 2016; Kumar, 2016). Attracting and retaining quality human 

resource assets in the field of nursing practice is continuously becoming a difficult task 

among hospital administrators and human resources practitioners in sourcing the talents 

that they require for their operations (Hughes, 2017). Currently, as preferred by 

healthcare organizations and hospitals in the UAE, most of the nursing staff are recruited 

from the Philippines, India, Pakistan, Egypt, and other nearby Arab countries due to a 

lack of local workforce in the medical industry (Kumar, 2016; Van Leijen, 2016). Others 

opt to source talents outside the country based on the budget allocated by the hospital 

management and the competency of the manpower hired from these countries (Bell, 

2015). Employees, with their skills, learned procedures, and talents, are considered 

significant to the success of the organization, whether in the medical industry or other 

organizations that have a vision and mission to achieve (Meaghan et al., 2002). Hidayat, 

Agustin, and Ningsih (2017) stressed that length of employment, supervision, rewards, 
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co-employment relationships, and employment conditions can create low job satisfaction, 

which in turn can decrease the performance of nurses. The same applies to work 

motivation, where it can have a positive impact on work outcomes that lead to high work 

performances among nurses. On the other hand, if performance management and 

rewards systems fail to meet nurses’ expectations, this may lead to a decrease in 

motivation among the workforce and, moreover, among the nurses in hospitals, which 

may lead to poor performance at the workplace. (CIPD, 2017; Hidayat, Agustin, & 

Ningsih, 2017). Avoiding these situations can be prevented by applying strategic human 

resource best practices through the application of performance management systems, 

the development of a competency matrix, job design and functions, innovative reward 

systems, enhancement of the overall organization design, and full management 

commitment to excellence through transformational leadership practices (Wang, 

Chontawan, & Nantsupawat, 2012; CIPD, 2017). With these excellent methodologies, this 

will enable the whole workforce to deliver the best nursing experience to patients, 

customers, and the hospital that serves them best (Trivellas, 2011; Wang, Chontawan, & 

Nantsupawat, 2012). 

There are various factors determined by scholars that can influence the 

performance of nurses. This includes work discipline, education levels, work motivation, 

training, work facilities, years of service, and incentives. Nurses’ characteristics are found 

to have an effect on their performance, which includes age, education, and years of 

service. In addition, length of employment, supervision, rewards, co-employment 

relationships, and employment conditions are found to have factors in low job satisfaction 

that may instigate poor work performance among nurses (Ayalew et. Al. 2019). Work 
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motivation, on the other hand, was found to have a positive impact on the nurses’ 

performance. There were instances when promotion, cooperation, and increasing income 

did not match the nurses’ expectations. It was found that these phenomena decreased 

the motivation of nurses, which in turn affected their work performance (Botchway, 2021; 

Dor, 2022). Prevention of low performance among nurses can be fixed by understanding 

the cause factors, such as by implementing work discipline, salary-based incentive 

systems, giving further education, giving supervision, establishing good working 

relationships, and creating a comfortable and safe work environment (Akinyomi, 2016). 

These significant factors always create nurses’ satisfaction and motivation, which in turn 

results in high-quality performance and the achievement of their KPIs as an indicator that 

the best nursing service has been provided to their patients (Dor, 2022). 

 
Understanding Job Satisfaction 

Several scholarly and pedagogical studies have addressed the issue of nurses' 

satisfaction with their work. A careful study of the literature can reveal many interesting 

factors that contribute to the formation of a sense of satisfaction for nurses (Lin and Jones, 

2013). Furthermore, job satisfaction is a key issue for health care professionals around 

the world (Doef, Mbazzi, and Verhoeven 2012). Investigations reveal first of all that the 

organizational features of a structure (usually a hospital) can greatly influence job 

satisfaction for nurses (Botchway, 2021). Such features are personnel shortages, lack of 

equipment, intention to leave, and others (Liu, Zhang, Ye, et al., 2012). Contemporary 

management believes that the satisfaction of nurses from their work is the result of 

rational management and has a strong link with proper leadership and motivation in 

healthcare organizations (Ivey, 2022) and job engagement (Volpe, 2021). 
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Various scholars have different views on what the full meaning of job satisfaction 

is. One of the old descriptions of job satisfaction is described as an “effective orientation 

on the part of the individuals towards work roles that they are presently occupying” 

(Vroom, 1964). This phenomenon depicts how the workforce feels about their jobs as 

influenced by many external factors. Hoppock (1935) also defined job satisfaction as any 

combination of psychological, physiological, and environmental circumstances that cause 

a person to truthfully say that he is satisfied with his job. Moreover, there is no universally 

accepted definition of job satisfaction because it is a complex and multifaceted concept 

that provides different definitions and perceptions to different individuals (Mullin, 2005). 

On the other hand, Aziri (2008) says that job satisfaction represents a feeling that appears 

as a result of the perception that the job enables material and psychological needs. Job 

satisfaction can be viewed on one side as the person’s state of positive and negative 

feelings towards his job and, to some extent, the person’s feeling of whether he likes or 

dislikes his work (Armstrong, 2006). Job satisfaction can be positively met when one’s 

expectations are matched with the real outcome (Aziri, 2008). 

Job satisfaction is indisputably considered one of the major considerations in 

assessing the efficiency and effectiveness of any business organization (Armstrong, 

2006). Organizations nowadays often take into consideration the staff’s personal needs, 

wants and desires, needs, and expectations, which are seen as some of the most 

astounding indicators for achieving job satisfaction (George and Jones, 2008). When an 

employee is satisfied with his job, that will make him happy, and when he is happy, he 

will likely become a successful employee. Moreover, the essentiality of job satisfaction 

has been noticed thus far because of the negative consequences brought about by job 
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dissatisfaction caused by growing cases of absenteeism, non-loyalty, increasing cases of 

accidents, and others (Armstrong, 2006). According to Spector (1997), there are three 

vital features of job satisfaction. Firstly, to achieve job satisfaction, organizations must be 

guided by human values, particularly respect and fair treatment of employees regardless 

of their positions. By doing this, the evaluation of job satisfaction will serve as a good 

indicator of employees’ effectiveness, which would mean that a high level of job 

satisfaction will eventually lead to a good emotional and mental state in employees. 

Secondly, how the employees behave is a result of the level of satisfaction they have 

attained, which in general affects the business activities and the functioning of the 

organization. Consequently, it is safe to accept that job satisfaction leads to positive 

behavior, while job dissatisfaction will result in negative behaviors in employees. Third 

and last, job satisfaction is one of the determinants of successful organizations. 

Ideally, job satisfaction starts with individual employees. When individual 

employees are satisfied, it follows that they will perform at their best in an individual 

capacity, which extends to group efforts that lead to organizational performance (Meyer 

& Peng, 2006). According to McBride (2002), the significance of understanding job 

satisfaction is likened to the health care industry. It is the principal responsibility of 

organizations and companies to ascertain whether their workforce is satisfied with their 

present jobs and find out the causes if these employees are not satisfied. 

 
Determinants of Job Satisfaction in Nursing Profession 

Job performance is considered a vital parameter in the nursing profession (Kumar, 

2016). It is deemed important to determine the critical role of scholars and professionals 

in shaping professional performance in both nursing leadership (Lafarney, 2018) and 
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rational decision-making (Panda and Chowdhury, 2017). Scholars are urged to assess 

the close relationship between a nurse’s job performance and the work schedules, 

staffing, and epidemiological characteristics of the population they serve (Swedana, 

2023). Several scholars have recognized the different factors that influence job 

satisfaction. This includes, but is not limited to salaries and benefits, organizational 

climate, autonomy, achievement, recognition, job security, workplace flexibility, degree of 

professionalism, communication, working conditions, interpersonal relationships, job 

importance, and others (Ivey, 2022). By understanding job satisfaction as a significant 

factor in organizational effectiveness, it has been widely known that leadership style also 

plays a great role in the employee’s level of job satisfaction and is also a driver in attaining 

the organization’s goals and objectives, which can be viewed through the proper 

application of a performance management system (Akinyomi, 2016). 

As applied to many studies, pay satisfaction was perceived as the major 

determinant of job satisfaction (Singh and Loncar, 2010). Moreover, staff are seen to be 

more expressive when they appreciate non-monetary considerations more. In turn, 

monetary benefits become a necessity rather than an opportunity. In perspective, 

personnel are more attracted to satisfying their economic needs. The employers, in 

response, distribute the majority of the budget on salaries and wages, thereby creating a 

balance between spending and the return of their investment. This area provides a clear 

overview as to how job satisfaction has a strong impact on the performance of the whole 

workforce within and outside of the organization. Job satisfaction affects the overall work 

performance of the nurses at their workplace, which keeps them engaged in what they 

do as they see that their management supports their needs and expectations, and in 
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return, the nursing workforce delivers the required expectations, which can be measured 

through the key performance indicators (KPIs) given by their employers', particularly 

those set strategically by their top management at the workplace where they are 

employed. 

 

Motivation and Job Satisfaction 

It was determined that that there are wide number of definitions of what motivation 

is all about particularly underlining either the energetic character of motivation behavior 

at the starting point of pursuant of goal (content or need theories) or the cognitive 

character that supports the fundamental decision mechanisms along the course and 

intensity of motivated behavior or process theories (Swedana, 2023). 

Content theories highlights what the human needs and describe motivational 

factors, identifying behaviors which satisfy the needs. They are characterized by the 

importance attributed to various needs and to the methods used in their satisfaction. 

According to these theories, a satisfied employee is a productive employee and a worker 

who achieves the desired KPI (key performance indictor) and productivity is an indicator 

that his or her needs are met that results to satisfaction. 

Abraham Maslow (1954), indisputably the most prominent author of the needs 

theory, emphasized his ideas on the assumption of an upward hierarchical need 

satisfaction. He stressed that the higher-level needs can only be attained after all the 

preceding needs by an individual are satisfied. Yet, Maslow (1954) acknowledges that 

exceptions may arise when needs of a superior nature are at stake. This can be met 

before the proximately preceding level is satisfied. Initially, Maslow’s (1954) theory had 
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seven distinct levels, but after some modifications five categories were formed under the 

following ascending order: physiological needs which refer to homeostasis maintenance 

and are indispensable to survival; security needs which include the desire of protecting 

oneself as well as one’s family from danger; social needs which refer to the desire to 

belong to a group and of being accepted by others; esteem needs which are the 

individual’s desire for distinguishing himself in the group where he participates and more 

specifically of obtaining prestige and power; self-fulfillment needs which include the desire 

for psychological growth, continuous improvement of personal capacities and excellence, 

bestowing a permanent challenge for the individual’s life (Rhodes & Collins, 2015). 

Besides Maslow (1954), Herzberg et. al (1959) also made a valuable contribution 

without opposing Maslow’s ideas but looking at the satisfaction side of work instead. 

Steuer (1989) denotes motivation as manifesting the created tension for a need and that 

satisfaction expresses the feeling of attending to that need.  Satisfaction at work is viewed 

to be a pleasant emotional state resulting from the employees’ assessment of their work, 

which results from the individuals’ perspective on the satisfaction of their most important 

values at the workplace (Locke, 1969). Scholars considered that satisfaction and 

dissatisfaction at work as the two extremes of the same phenomenon, which is noticeable 

in studies whose scales measure this construct by using both concepts in opposing 

extremes in Likert’s scales (O’Driscoll & Beehr, 2000). However, other authors, such as 

Herzberg et. al (1959) with his dual-factor or motivational-hygiene theory, make a 

distinction between satisfaction and dissatisfaction, considering them as two distinct 

phenomena. 
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In addition to these insights, Herzberg et. al (1959) further added that not every 

need motivates, since some only avoid dissatisfaction. For this author, motivation is 

divided in two categories: hygiene factors – considered as extrinsic and preventive of 

dissatisfaction, and are related with the work context in the way a person feels about the 

company, working conditions, wages, benefits, status and interpersonal relationships; 

motivational factors – intrinsic factors related to the person’s feeling concerning the job 

position, personal fulfillment, performance acknowledgement and responsibilities 

associated with the job, which are in themselves gratifying. 

Process theories focus on the cognitive processes underlying the conscious 

mechanisms of decision making. According to these theories, satisfaction is a result of 

performance and productivity attained, whereas according to need theories, satisfaction 

allows performance. 

Among process theories, the theory of cognitive dissonance (Festinger, 1954) and 

its derivatives; Equity theory (Adams, 1963) and Expectancy theory (Vroom, 1964), are 

the ones that stand out. 

The Theory of Cognitive Dissonance, formulated by Festinger (1954), comes from 

the assumption that human beings, by means of an individual process of self-evaluation, 

form their own self-image and use it as a comparative measure concerning other people 

or the characteristics that they consider similar to their own. Inconsistencies between an 

individual’s self-evaluation and the exterior results in cognitive dissonance – a mechanism 

that generates stress. This is the vehicle that drives a person to develop overcoming 

behaviors and to achieve a state of consonance or psychological balance. The Equity 

Theory (Adams, 1963) holds that in the workplace, people are constantly comparing their 
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contributions (performance, responsibilities) and their compensations (wage, 

acknowledgement) with their work peers. Thus, a perception of equity or inequity 

emerges. If the worker perceives inequity, either due to insufficient or excessive 

compensation, he/she tends to behave in a way so as to balance that correlation by 

increasing or decreasing his/her performance levels in a quest for equity. There are 

studies which demonstrate increases of performance in workers with excessive 

compensation (Adams & Rosembaum, 1962) and performance decrease in workers with 

compensations deficit (Goodman & Friedman, 1969). 

  Vroom’s Expectancy Theory (1964) argues that motivation stems from the 

individual’s estimates about achieving a goal, to which he /she assigns a given value. The 

effort will depend on the interaction of three cognitive factors: valence (the value which a 

person attributes to a certain goal or reward), instrumentality (the possibility that 

performance may be used to achieve a reward) and expectancy (the person’s expectation 

of achieving the goals and the proposed performance). These three factors together 

determine the motivational level of a person, represented by VIE (Valence x 

Instrumentality x Expectancy). According to the author, motivation is a multiplied product, 

which implies that when one of them is zero, the final outcome will also be a void 

motivation. The motivational process results, therefore, from the interrelationship 

between the three aforementioned factors. If a person expects to be capable of 

accomplishing a certain task (Expectancy) and that the accomplishment can lead him/her 

to reach a fulfilled goal or reward (Instrumentality) to which value is attributed (Valence), 

it can be stated that the person is properly motivated. 
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Another important relationship to take into account in work satisfaction is workers’ 

health. Some studies point to a positive association between satisfaction at work and 

health quality (Henne & Locke, 1985; Peterson & Dunnagan, 1998). This means that work 

satisfaction is associated with good health quality and dissatisfaction at work is 

associated with health problems like fatigue, digestive problems, and muscle pains, 

among others. Henne and Locke (1985) corroborate these results, mentioning that 

satisfaction is an emotional state and that emotions imply involuntary physical responses 

where the satisfaction level (emotional state) can act as a stress agent, causing some the 

abovementioned symptoms. 

 
Nurses’ Motivation and Satisfaction 

In what concerns nurses’ motivation and satisfaction, various scholars highlight the 

results, which partly confirm Herzberg’s predictions (Hughes, 2017). Rewards are an 

indicator of an increase in behavior repetition. This explains that when an employee is 

rewarded, his productivity produces better results. On the other hand, punishment does 

not have a permanent effect and leads to negative attitudes. 

As stressed by Minai and Almansour (2013), the staff requires two fundamental 

requirements in their daily work routines: to be healthy and to have satisfaction at work. 

Health and satisfaction at work for healthcare practitioners are interrelated with 

professional status, remuneration, interaction, working conditions, and organizational rule 

indicators (Steffen, 2008). Remuneration is one of the significant factors that is seen as 

a strong factor of motivation among nursing professionals today (Ferreira, 2011). Batista, 

Vieira, Cardoso, and Carvalho (2005) have determined that although remuneration is a 

motivational factor at work, it is seen as not the main motivator among many of the 



22 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

workforce in various hospital organizations. There were many factors as motivation 

indicators, as highlighted by nurses. This includes work stability and commitment to the 

population. Inquisitively, based on how these scholars’ evaluated dissatisfaction, 

remuneration was indicated as one of the factors of greatest dissatisfaction among 

nurses’ work. Nurses today, based on their current work situations and how they were 

employed, see their salaries as uncompetitive to other professions. These are measured 

based on learning the amount of work they were assigned to do, the enormous number 

of working hours they were asked to attend, and, moreover, the amount of responsibility 

and complications of handling various tasks that were seen as a heavy burden on nurses’ 

shoulders on a daily basis. Tavares (2010) concluded that, although remuneration is seen 

as a motivational factor among employees, this statement does not apply to nurses. He 

highlighted those other motivational factors, which include liking what one does, an 

acceptable relationship with the multi-professional team, the possibility of professional 

growth, the hour load, and the working conditions given by the organization. Yet, where 

remuneration is concerned, Vévoda, Ivanová, Nakládalová, and Marečková (2011) 

concluded from a study at 122 hospitals in the Czech Republic that nurses considered 

wages and patient care as the most significant factors at their workplace. Other scholarly 

and pedagogical studies have attested that various motivational and satisfaction factors 

in the nursing profession can affect the overall performance of the organization 

(Armstrong, 2006). Ferreira (1996) published a study conducted at Coimbra Pediatric 

Hospital with a sample of 109 nurses, showing that the nurses’ satisfaction was 

connected to relationship variables with other hospital professionals and their relationship 

with patients, while dissatisfaction was linked to remuneration, structural conditions, 
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incentives, and career development perspectives. Fonseca (1999), who conducted a 

study with the goal of understanding the degree of professional satisfaction of nurse 

managers of the northern central area hospitals, concluded that the conditions that most 

influenced nurses’ satisfaction were security, autonomy, and self-fulfillment. Andrade 

(2001) conducted a study in six hospitals in northern Portugal with a sample of 209 nurses 

in pediatric services and concluded that the nurses were moderately satisfied overall. He 

mentioned that older nurses and those with a higher professional category reported the 

greatest satisfaction. The determinant factors for satisfaction, in decreasing order of 

importance, were organizational communication, working hours, the physical conditions 

in the workplace, autonomy, and remuneration. Seixas (2009), in his study with a sample 

of 42 nurses, concluded that interpersonal relationships are the cause of greatest 

satisfaction for the nurses. Ferreira (2011), in a study with 388 nurses from primary 

healthcare in Braga District, concluded that the professionals with the highest satisfaction 

are those who work in shifts with a fixed-term contract, with management functions, with 

five years of service or less, and who are 35 years old or younger. 

For Staufenbiel, Kroll, & König (2006), an employee’s motivation is strongly 

affected by insecurity at work. However, these studies shared that insecurity could work 

as a motivation factor if the professional sees these conditions as a challenge. 

Considered an opportunity, a staff member may fight for the renewal or improvement of 

his or her employment contract and instill better performance at the workplace. This 

research emphasized that insecurity has consequences at social and demographic levels 

for a country since it leads to the postponement of marriage, creating a family, and 

parenthood. Insecurity can also be responsible for the intent of resignation (Greenhaus 
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et al., 1997). Uncertainties in career development have been shown to be important 

factors, not only for the intent to leave but also for decreased motivation, which in turn 

results in an impact on overall performance in general (Greenhaus et al., 1997). 

The head nurse is most responsible for the motivation of a group toward fulfilling 

the organization's goals (Melo, 2001; Carneiro, 2009). In addition to nurses’ motivation 

and satisfaction, Yaktin (2003) conducted a study of 421 nurses in Lebanon to better 

understand the relationships between personal characteristics and nurses’ satisfaction. 

The results revealed that personal characteristics have an effect on the way nurses 

understand work. The nurses with higher educational levels showed greater 

dissatisfaction with the quality and manner of treatment by supervisors. Nurses who are 

less than thirty years old and have good professional skills were found to be more 

dissatisfied with opportunities for professional growth. The research also discloses that if 

single with married staff is compared, the single staff are found to be most dissatisfied. 

Al-Enezi (2009) concluded in his study of satisfaction at work among nurses in Kuwait 

that female nurses were dissatisfied with professional opportunities and intrinsic rewards. 

Though this is the case, they were satisfied with what concerns acknowledgement, 

control, and responsibility, although the level of satisfaction was not very high. A lower 

level of satisfaction was found among the nurses with higher qualification levels. Fontes 

(2009) finds that nurses with shorter lengths of service, and the youngest in general, are 

those who present lower levels of satisfaction. 

 
Work motivation and job satisfaction 
 

Peeter's et al. (2014) research highlighted that job satisfaction relates to both 

performance and absenteeism rates. The phenomenon of absenteeism is a behavior 
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linked to employee motivation at work. In understanding these types of behaviors, it is 

deemed significant for staff to determine two decisions regarding their job. One of these 

is to decide on their view of a desirable workplace that they love to work in. This 

encourages the workforce to establish a sense of belonging to the organization that they 

chose to work for. Pedagogical studies established that staff who are satisfied with the 

company they work for are less likely to commit absences than those that are not satisfied 

(Peeter et al., 2014). Moreover, dissatisfied employees end up resigning from their jobs, 

thus increasing the incidence of absenteeism, a condition that causes the company’s 

overhead costs to increase and poor performance. Therefore, job satisfaction positively 

influenced the company’s absenteeism rate. The second important decision to consider 

is the employees’ work performance. According to Meyer & Peng (2006), job performance 

refers to the output that a person has contributed to the organization concerning his 

behavior to engage in, and which the organization may perceive as productive or 

counterproductive. 

Good performance can be achieved when the employees meet the expectations 

of the employer and are attributable to the company’s success. Furthermore, every 

organization is interested in finding out how the workforce performs positively in relation 

to productivity and, accordingly, how job satisfaction impacts performance. However, it is 

more interesting to know that there is still an ongoing debate on whether there is a 

significant relationship between job satisfaction and performance, as it is a very complex 

phenomenon. Based on this point of view, there can be two points that can be derived 

and stated in this manner: Satisfaction causes performance; performance causes 

satisfaction. The first point stressed that there is no direct link between job satisfaction 
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and performance. This argument further assumes that when employees are satisfied with 

their jobs, it does not mean that they can perform better than those who are not. In other 

words, it is not reliable to say that job satisfaction is the main predictor of individual job 

performance. The second assumption, on the other hand, suggests that performance is 

the cause of job satisfaction. Research positively relates individual performance and job 

satisfaction only on the account that, given proper monetary reward mechanisms, this 

leads to job satisfaction. This further means that proper motivation should be in place to 

ensure good performance. So, motivation should be given equal importance to job 

satisfaction and performance. 

According to Latham (2012), motivation is "a cognitive resource allocation process 

in which a person makes choices as to the time and energy that are to be allocated to an 

array of motives or tasks" or "the process that accounts for an individual's intensity, 

direction, and persistence of effort toward attaining a goal" (Kirchler, 2002). According to 

the definition, there are three important points to consider: the arousal, the direction, and 

the maintenance of certain activities. Arousal is the stimulus that allows activity to occur. 

Direction is the action needed to decide which goal to pursue, and maintenance 

encompasses the forces that continue to manifest until the goal is achieved. Motivation 

can be classified as intrinsic or extrinsic. Extrinsic motivation refers to external rewards 

given to individuals as a result of the accomplishment of certain goals and can usually be 

done through monetary considerations such as bonuses, incentives, and promotions. 

While intrinsic motivation refers to the feeling of getting the job well done, the activity is 

the motivation itself. It is worth noting that job satisfaction, performance, and motivation 

can be used interchangeably, but they are separate in context and application as they are 
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interrelated. It only shows that job satisfaction is not only affected by the performance of 

individuals but also by motivation. Summing up, job satisfaction and performance are two 

different but interrelated terms that are also affected by motivation. (Schermerhorn, 2008). 

To demonstrate the significance of the relationship between these three terms, a model 

introduced by Schermerhorn (2008), known as the “integrated model of individual 

motivation to work,” provided the details of the interaction and interdependence of the 

three variables as indicated hereunder. 

 

Figure 1. An integrated model of individual motivation to work. 

 

 
From the diagram, it can be clearly understood that job satisfaction, performance 

and motivation is a circular process rather than a linear process because of the 
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interdependence and interaction of the variables. In other words, one variable does not 

trigger the other variable. 

 
 
Theoretical Constructs 
 

As this researcher delve in conducting this pedagogical initiative, this research is 

influenced by Herberg’s Two Factor Theory. 

 
Figure 2. The Herberg’s Two Factor Theory 

 

The conceptual framework for this study is based on Frederick Herzberg's Two-

Factor Theory, also known as the Dual-Factor Theory of Motivation. The two-factor theory 

posits that there are two sets of factors that influence job satisfaction and motivation in 

the workplace (Shani & Anand Kumar, 2011; Batchelor et al., 2014). These factors are 

categorized as hygiene factors and motivational factors. The presence of hygiene factors 
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can prevent job dissatisfaction, while the presence of motivational factors can lead to 

increased levels of motivation and job satisfaction (Leblanc, 2013; Saber et al., 2021). 

Hygiene Factors 

1. Salaries: The level of compensation and benefits nurses receive for their work 

2. Job Security: The perceived stability and security of nurses' positions within the 

organization 

3. Working Conditions: The physical and environmental aspects of the workplace, 

including facilities and resources 

4. Interpersonal Relationships: The quality of interactions and relationships with 

colleagues and supervisors 

5. Organizational Support: The extent of support provided by the organization to 

nurses in their roles. 

Motivational Factors 

1. Recognition: acknowledgement and appreciation of nurses' efforts and 

contributions. 

2. Training and Development Opportunities: Access to ongoing training and 

opportunities for career advancement. 

3. Responsibilities: The level of autonomy and decision-making authority nurses 

have in their roles 

4. Rewards: non-monetary rewards, such as positive feedback and recognition, for 

excellent performance. 

5. Supervision: The quality of leadership and guidance provided by supervisors 
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Nurses' Work Motivation, Job Satisfaction, and the Two-Factor Theory 

The application of the two-factor theory to nurses' motivation and job satisfaction 

is crucial in understanding the factors that influence their professional experiences 

(Bahrami et al. 2013). When hygiene factors are adequately addressed, nurses are less 

likely to experience job dissatisfaction. Adequate salaries, job security, supportive 

working conditions, positive interpersonal relationships, and organizational support can 

create a baseline of satisfaction and prevent nurses from becoming dissatisfied with their 

jobs (Batchelor et al., 2014). 

However, for nurses to be highly motivated and experience job satisfaction, the 

presence of motivational factors is vital. Recognition for their dedication and hard work, 

opportunities for training and professional development, meaningful responsibilities, 

positive feedback, and supportive supervision can enhance nurses' motivation and overall 

job satisfaction (Bauer & Erdogan, 2012). 

The interplay between hygiene and motivational factors is essential. While hygiene 

factors may not directly lead to increased motivation, their absence or inadequacy can 

result in job dissatisfaction, which can negatively impact nurses' overall job satisfaction 

and motivation (Saber et al., 2021). On the other hand, the presence of motivational 

factors can lead to higher levels of job satisfaction and intrinsic motivation, promoting a 

more committed and engaged nursing workforce (Bahrami et al. 2013). 

The Two-Factor Theory provides a comprehensive framework for understanding 

the factors that influence nurses' motivation and job satisfaction in the workplace. By 

addressing both hygiene and motivational factors, healthcare organizations can create 

an environment that fosters job satisfaction, motivation, and employee engagement 
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among nurses, ultimately leading to improved patient care and organizational outcomes 

(Shani and Anandkumar, 2011). 

  To emphasize the knowledge further, the Two-Factor Theory (Saber et al., 2021) 

allows for a comprehensive understanding of how specific job characteristics and factors 

influence nurses' motivation and job satisfaction. 

 

Hygiene Factors (Two-Factor Theory) 

Adequate salaries, job security, supportive working conditions, positive 

interpersonal relationships, and organizational support (hygiene factors) prevent job 

dissatisfaction among nurses. When these factors are met, nurses are less likely to 

experience dissatisfaction in their work environment. 

 

Motivational Factors (Two-Factor Theory)  

High levels of skill variety, task identity, task significance, autonomy, and feedback 

(core job dimensions) contribute to nurses' experienced meaningfulness of work, sense 

of responsibility for outcomes, and knowledge of results (critical psychological states). 

The presence of motivational factors, such as recognition, training opportunities, 

meaningful responsibilities, rewards, and the nature of work itself, can enhance nurses' 

motivation and job satisfaction (Bahrami et al. 2013). 

The two-factor theory provides a comprehensive conceptual framework for 

understanding the complex interplay between job characteristics, hygiene factors, and 

motivational factors and their influence on nurses' motivation and job satisfaction in the 

workplace. These phenomena create a detailed and all-encompassing framework for 
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comprehending the intricate relationship between various aspects of a job, such as its 

characteristics, factors related to the job environment, and factors that influence 

motivation. (Saber et al., 2021; Shani & Anandkumar, 2011; and Hadi & Adil, 2010). 

  

Conceptual Framework of the Study  

Job satisfaction is the main independent variable, and the motivation of nurses 

at work is the dependent variable. By understanding Herzberg’s Two Factor Theory, 

this integrated framework sheds light on how these phenomena collectively explain how 

job satisfaction correlates with the motivation levels of nurses within their work settings. 

By combining their understanding of Herberg’s theory, scholars, researchers, and 

analysts can gain a more thorough understanding of the factors that contribute to nurses' 

job satisfaction and motivation in their respective professional and organizational roles 

(Saber et al., 2021). 

Referring to the recent studies presented from the review of literature, the 

importance of understanding motivation and job satisfaction in the context of strategic 

human resources management has outlined the factors in delivering astounding results 

by understanding how each variable affects one another, where typically outlining the role 

of organizational context has a weight in understanding this phenomenon (Bahrami et al., 

2013; Saber et al., 2021). 

Figure 3 presents the independent and dependent variables of the study. The 

independent variable is job satisfaction, and the dependent variable is motivation. The 

result of this scholarly research will provide a better understanding of the relationships 

between motivation and job satisfaction and the achievement of customers and patients’ 
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needs, which will be an indicator for the organization to further enhance their capabilities 

in providing the best healthcare within the coverage of their services. 

Figure 3. Conceptual Framework of the Study 

 

The terms "job satisfaction" and "motivation" as per the literature have been often 

used interchangeably in the medical field, and it has been found that there is a significant 

difference (Hackman and Oldman (1975); Saber et al. (2021); and Dor and Halperin 

(2022). Job satisfaction is an individual's emotional response to his or her current job 

condition, while motivation is the driving force to pursue and satisfy one's needs. 

Herzberg's theory can be easily applied to the workplace. This conceptual framework was 

developed based on Igalens & Roussel’s (1999) and Saber et al.'s (2021) models of work 

motivation and job satisfaction following Herberg’s Two Factor Theory. 
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As highly suggested by this researcher, the outcome of this scholarly initiative will 

provide a lens for all hospital and nursing administrators on how to gauge their strengths 

and use them for greater good to further understand how much they need to invest in 

their human capital strategy and the value of hiring Filipino nursing professionals in the 

United Arab Emirates. 

This researcher used the application of predictive modeling, specifically descriptive 

correlational analysis, to determine how much the factors of work motivation and job 

satisfaction affect the performance outcomes of the nurses in the United Arab Emirates. 

Following the conceptual framework, this scholarly research explores a set of 

interrelated hypotheses to understand the intricate dynamics that influence job 

satisfaction and motivation among nurses. The hypothesis of the study includes the 

following: 

 

Hypothesis of the Research Study 
 

i. There is a significant relationship between job satisfaction and motivation of 

nurses. 

ii. There is a significant relationship between job satisfaction and profile of nurses. 

iii. There is a significant relationship between motivation and profile of nurses. 

 

Definition of Terms - Operational 

Causation - also called explanatory research, is the investigation of (research into) 

cause-and-effect relationships.  
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DHA (Dubai Health Authority) - the government organization responsible for regulating 

and overseeing the healthcare sector in the Emirate of Dubai, United Arab Emirates. 

Established in 2007, the DHA's primary goal is to ensure the availability of high-quality 

healthcare services to residents and visitors in Dubai. 

HAAD (Health Authority Abu Dhabi) - The regulatory body responsible for the 

healthcare sector in the Emirate of Abu Dhabi, United Arab Emirates. It played a crucial 

role in overseeing and regulating healthcare services, facilities, and professionals to 

ensure the provision of high-quality, safe, and effective medical care to residents and 

visitors in Abu Dhabi. 

Job Satisfaction - is a gauge of nurses' overall contentment with their work, 

encompassing their affinity for the job itself, as well as specific aspects or facets of their 

roles, including the nature of their work and the quality of supervision. 

Kabayan - is a Filipino term employed to denote a fellow compatriot or countryman.  

Motivation - Is the stimulus of work behavior, which channels the nurses’ effort to 

accomplish the organization’s goals. 

Registered Nurse/s – Nursing practitioners (considered as either a local or expatriate 

nursing professionals) who are approved to practice their profession by their country’s 

nursing regulatory body. 

Performance - is the outcome of the kind of quality and quantity attained by nurses in 

conducting their work expectations in line with the based on the job roles that they have 

committed to deliver to their patients, colleagues, and management.
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CHAPTER III 

METHODOLOGY 

Research Design  

In the past, a research design referred to the overall strategy that was selected to 

assimilate the different components of a study both coherently and logically, thereby 

ensuring that the research undertaken adequately addressed the research problem 

involved (Saunders et al., 2012). Jensen and Laurie (2016) had stressed that a research 

design was viewed as a roadmap for the research conducted and was meant to ensure 

the maintenance of a feasible and appropriate path in the scholarly initiative. In order to 

attain its objectives, the research design in question had been premeditated based on the 

typical approach required to discover new ideas and discoveries in line with the current 

phenomena being investigated. As Saunders et al. (2012) had said, research design was 

a plan, structure, and strategy for investigating the information obtained from the research 

participants to provide answers to specific research questions, address a research 

problem, or test a hypothesis. 

Referring to this research in the past, this study applied a quantitative approach. 

Flick (2009) had shared that a researcher might choose one (mono approach); in this 

case, the researcher had used a quantitative method, which concerned numerical data 

and statistical analysis, including postal questionnaires and online and structured 

interviews (Blanche et al., 2010; Dahlberg & McCraig, 2010; Jensen & Laurie, 2016). The 

research design espoused for the current study had been a quantitative research 

approach. 
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In this study, this researcher has adapted Blanche et al.'s (2010) four dimensions 

of the formation of a research design. This included the purpose of the research; the 

theoretical paradigm informing the research; the context, or situation, within which the 

research was carried out; and the research techniques employed to collect and analyze 

the data. The figure below illustrated the dimensions of decision-making in research. 

 

Figure 4: The dimensions of decision-making in research design  

 

This research was deemed effective and had gained coherence by linking together 

the four dimensions shown in the figure above. Furthermore, Saunders et al. (2012) has 

opined that a research design contained specific objectives based on the research 

objective(s). Punch (2009:), in support of Saunders et al.’s (2012) statement, had 

suggested that a research design dealt with the following main questions in terms of the 

conduct of research: 

• Which strategy was to be followed during the research? 

• In what time frame was the research conducted? 

• From where and from whom was the data be collected? and 

• How was the data analyzed and interpreted? 

The researcher had used a descriptive correlational research design for this thesis, 

which had been influenced and constructed using the research process as illustrated in 

Figure 5. A descriptive correlational research design had been utilized in the study to 
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determine the association between two (2) variables, and it had been used as a basis for 

predicting future values given the current and present knowledge. This method had 

allowed researchers to discover how these variables naturally interacted without imposing 

artificial conditions or interventions. This research design had been ideal for studying 

complex and multifaceted constructs like job satisfaction and motivation, enabling 

researchers to gain a comprehensive understanding of the factors influencing the 

phenomena investigated within a diverse group of nurses. In addition, the descriptive 

correlational research design had supported the examination of longitudinal changes, 

which had been essential when investigating the impact of long-term events such as the 

COVID-19 pandemic, patient care load, workplace safety issues, excessively long shifts, 

poor leadership, workplace relationship dilemmas, etc., on nurses' well-being and job-

related factors (Swedana, 2023). 

Figure 5. The Quantitative Approach of the Study.  

 

In connection with this study, one of the researcher's objectives was to determine 

the significant association between job satisfaction and nurses' motivation when working 

in the United Arab Emirates. Job satisfaction had been the main predictor or independent 
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variable considered in this study. Job satisfaction was expected to describe the degree 

of association or behavior with the nurses' motivation as a dependent variable. 

The significance of making the right choices had been to achieve coherence 

throughout the research. The diagram below had provided guidance on the process of 

how the researcher had collected, analyzed, and interpreted the results. The research 

had been conducted over three phases, which had been highlighted in the visual 

representation of the entire process below. The quantitative method had been the 

straightforward sequence for quantitative research flows: conceptualization, 

operationalization, and application of the operational definition or measurement to collect 

the data (Neuman 2007). Quantitative researchers had established numerous ways 

thoroughly to link abstract ideas to measurement procedures that would produce precise 

quantitative information about empirical reality. Additionally, quantitative data collection 

methods had been used for the quantification of relationships between predictors and 

response variables. To prevent biased results and presentations, the researcher had 

used a quantitative approach. Descriptive statistics had been used in this research to 

describe the basic features of the data in this study and provide a summary of the sample 

(Trochim, 2006). Online surveys through the use of Google Forms had been utilized in 

gathering data from all the respondents. All participants in the study had been selected 

randomly from the Philippine Nursing Association in the United Arab Emirates. 

 

Population, Sample Size, and Sampling Technique 

The researcher applied the formula below to determine the initial number of 

samples used in this pedagogical study: 
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𝑛𝑜 ≥
𝑍𝛼

2

2𝑝(1 − 𝑝)

𝑒2
 

where: 𝑍𝛼

2
= 𝑍 𝑣𝑎𝑙𝑢𝑒 𝑠𝑢𝑐ℎ 𝑡ℎ𝑎𝑡 𝑃(−𝑧 < 𝑍 < 𝑧) = 1 − 𝛼 

𝑝 = set proportion = 0.50 
𝑒 = set margin of error=0.05 

 

𝑛𝑜 ≥
1.962(0.5)(0.5)

0.052
 

𝑛𝑜 ≥ 385  
 

𝑛𝑜 ≥
385

1 +
(385 − 1)

150

 

𝑛𝑜 ≥ 108 
 

Given the 5% margin of error and 95% confidence level, the corrected computed 

sample from the population of 150 had been at least 108. 

The respondents to this research had consisted of overseas Filipino worker nurses 

based in the United Arab Emirates. As highlighted above, there had been a minimum of 

108 member nurses from the Philippine Nursing Association in the United Arab Emirates 

who had participated in this study. For this pedagogical inquiry, the probability sampling 

technique (random sampling) had been selected and used by this researcher. Random 

sampling had been a commonly used statistical technique in various fields to select a 

subset of individuals or elements from a larger population for research or analysis. It had 

been employed in situations where researchers had aimed to draw representative 

samples that could provide accurate and unbiased insights into the characteristics of the 

entire population (Saunders et al., 2012). An online survey research strategy had been 

chosen for this study, which had been deemed appropriate for understanding the views 
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of the population to comprehend the imperative occurrences of a certain phenomenon 

associated with this kind of research. 

Sampling had been the process of selecting units (e.g., people and organizations) 

from a population of interest so that, by studying the sample, results could reasonably be 

generalized back to the population from which they came (Bryman & Bell, 2007). The 

research objectives set and the questions for this study had determined the nature of the 

sample required (Saunders et al., 2012). Careful decision-making regarding the sampling 

size had been conducted before selecting the respondents involved to ensure that the 

research concerned was neat and of sufficient empirical depth. The selection of the 

sample size had been based on the guidelines suggested by Saunders et al. (2012). 

 

Inclusion and Exclusion Criteria Used in the Study 

All Filipino Nurses who participated in the study must have at least minimum of 1 

year work experience in the United Arab Emirates. They must a certified member of the 

Philippine Nursing Association in the United Arab Emirates and officially endorsed by the 

President of the Association. The participants of the study must have obtained a nursing 

license both in the Philippines and in the UAE. Age must be 18 years old and above and 

must be employed in any nursing facility either public or private hospital or medical 

institutions in any of the seven states of the United Arab Emirates. 

 

Research Setting 

The research setting had encompassed the healthcare sector within the different 

states of the United Arab Emirates (UAE), with a specific focus on Filipino nurses who 
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were members of the Philippine Nursing Association—UAE Chapter. These nurses had 

come from both the private and public sectors, working in various healthcare facilities 

across the country. The United Arab Emirates, known for its diverse population and 

rapidly expanding healthcare industry, had provided an ideal backdrop for studying the 

job satisfaction and motivation of nurses from the Philippines. The seven states of the 

United Arab Emirates had included Abu Dhabi, Dubai, Ajman, Al Ain, Sharjah, Fujairah, 

and Ras Al Khaimah. 

A population had represented the group about which a study had been designed 

to generate knowledge (Jensen & Laurie, 2016). It had been evident from the above that 

a population had been a group of elements from which a researcher had selected a 

sample with regards to which he or she had liked to generalize the findings made 

(Saunders et al., 2012). Henn et al. (2006) had simply put it as "the entire group that you 

want to study." A population had represented the entire group of people, and if the group 

had been small, then it had become possible to study the individual members of the 

population (Kumar, 2012; Jensen & Laurie, 2016). As highlighted in this part of the study, 

the participants of this research had included selected respondents from the members of 

the Philippine Nursing Association in the United Arab Emirates, and there had been a 

minimum of 108 members using the non-probability sampling method for all selected 

participants who had joined in this research initiative. 

 The participation of members of the Philippine Nursing Association—UAE Chapter 

as the sampling frame had ensured that the study had access to a well-defined and 

organized group of Filipino nurses working in different healthcare settings across the 

United Arab Emirates. This approach had enhanced the study's feasibility, allowing for 
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efficient data collection and a better understanding of the correlation between job 

satisfaction and work motivation in this specific population. 

This pedagogical study had received invaluable support from the Philippine 

Embassy in Abu Dhabi, under the dynamic leadership of Ambassador Ferdinand Ver and 

his dedicated team. Their endorsement had underscored the profound significance of this 

research, which had had the potential to unlock fresh perspectives and opportunities, not 

only for nurses in the United Arab Emirates but also for Filipino nurses worldwide. 

Furthermore, the outcomes of this study had served as a valuable resource for nursing 

scholars and practitioners seeking to understand and appreciate the transformative 

impact of modern nursing practices. 

 

Data Analysis 

This researcher had conducted data analysis to address the research objectives. 

As highlighted in Table 1, the first research objective aimed to determine the level of 

job satisfaction among nurses. To achieve this, this researcher had measured the variable 

"job satisfaction," which was of interval level, meaning the data points had equal intervals 

and meaningful zero values. For statistical treatment, this researcher had employed the 

mean and standard deviation. This had necessitated collecting data from Filipino nurses 

using a standardized job satisfaction questionnaire. Once the data had been collected, 

this researcher had organized the data in a spreadsheet to ensure its accuracy by 

cleaning up any errors or missing values. 

This had been followed by the next step, where the researcher had calculated the 

mean to establish the central tendency of job satisfaction levels among nurses. 
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Additionally, this researcher had computed the standard deviation to understand the 

variability or spread of the job satisfaction scores. This had provided valuable insights into 

the overall level of job satisfaction among nurses and the degree to which their 

satisfaction levels had deviated from the mean. 

Table 1 

Data Analysis Summary 

Research 
Objectives 

Variable to be 
Measured 

Level of 
Measurement 

Statistical 
Treatment 

1. To determine the 
level of job 
satisfaction of 
nurses 

Job Satisfaction Interval Mean/SD 

2. To determine the 
level of motivations 
of nurses 

Motivation Interval Mean/SD 

3. To determine the 
significant 
relationship in job 
satisfaction and 
motivation 

Job Satisfaction 
vs Motivation 

Interval vs Interval Pearson r 

 4. To determine 
the significant 
relationship 
between job 
satisfaction and 
profile of nurses 

Job Satisfaction 
vs Profile 

Interval vs 
Nominal/Ordinal 

Chi-Square 

5. To determine the 
significant 
relationship 
between motivation 
and profile of 
nurses 

Motivation vs 
Profile 

Interval vs 
Nominal/Ordinal 

Chi-Square 
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Moving on to the second research objective, as the researcher, the next action 

had been to determine the level of motivation of nurses. To measure the variable 

"motivation," which was also of interval level, this researcher had utilized the statistical 

treatment of mean and standard deviation. To accomplish this, this researcher had 

administered a motivation assessment survey to the nurses and had collected the 

necessary data. Once the data collection phase had been completed, this researcher had 

input the data into a spreadsheet or statistical software for organization and analysis. By 

calculating the mean, this researcher had gained insights into the central tendency of 

motivation levels among nurses. Additionally, the computation of the standard deviation 

had provided information about the extent of variation in their motivation scores. Through 

this analysis, this researcher had been able to understand the overall level of motivation 

among nurses and the degree of dispersion in their motivation levels. 

For the third research objective, this researcher had aimed to explore the 

significant relationship between job satisfaction and motivation. Both "job satisfaction" 

and "motivation" had been measured as interval-level variables. As the appropriate 

statistical treatment, the Pearson correlation coefficient (Pearson R) had been used by 

this researcher. To conduct this analysis, data on job satisfaction and motivation had been 

collected using suitable survey instruments. After data collection, the researcher had 

organized it in a spreadsheet and had ensured its accuracy by handling any errors or 

missing values. By calculating the Pearson correlation coefficient, the researcher had 

been able to quantify the strength and direction of the linear relationship between job 

satisfaction and motivation among nurses. A positive correlation coefficient would have 

indicated a positive relationship, suggesting that higher job satisfaction was associated 
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with higher motivation, while a negative correlation would have implied an inverse 

relationship. Through this analysis, the researcher had been able to determine the 

significance of the relationship and gain a deeper understanding of how job satisfaction 

and motivation were interrelated among nurses. 

In this approach, test abnormalities had been applied first by the researcher before 

the correlation process. It had been frequently accepted as a good practice for 

researchers to initially evaluate and manage anomalies in the data before undertaking 

correlation analysis during their study. For an initial action, recognizing and dealing with 

anomalies or irregular data points within the dataset had been essential. Data input 

mistakes, problems with measurements, or uncommon extreme examples might have all 

contributed to the emergence of these outliers. Researchers had strived to uphold the 

solidity and dependability of their data by dealing with any anomalies from the beginning. 

The omission of considering outliers had been vital since it could have distorted data 

integrity during a correlation analysis, thus possibly causing inaccurate deductions. 

Furthermore, as this researcher had included this approach in this pedagogical inquiry, 

systematic identification, and treatment of irregularities in information had offered 

scientific credibility to investigations by presenting a lucid overview of managing such 

hitches along with possible impacts on subsequent correlation studies. Eventually, 

carrying out this process had enriched both dependability and certitude in the research 

discoveries aimed at in this scholarly work. 

Regarding the fourth research objective, as presented in Table 1, this 

researcher had investigated the significant relationship between job satisfaction and the 

profile of nurses. "Job satisfaction" had been measured as an ordinal level variable, and 
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the "profile of nurses" had been considered as a nominal or ordinal level variable. To 

effectively analyze the data, statistical treatment using Chi-Square had been employed 

by this researcher. To begin, data on job satisfaction and various characteristics of 

nurses, such as age, years of experience, and education level, which had fallen under 

the nominal or ordinal level of measurement, had been collected. Once the data collection 

had been completed, the researcher had input it into a spreadsheet or statistical software 

for organization and analysis. Correlation analysis had then been conducted, with job 

satisfaction as the dependent variable and the nurse's profile characteristics as 

independent variables. Through this analysis, the researcher had determined if there was 

a significant relationship between job satisfaction and the nurse's profile. The results had 

provided valuable knowledge into the influence of different profile factors on job 

satisfaction among nurses and had identified which characteristics were most strongly 

associated with job satisfaction levels. 

Following the summary presented in Table 1, this researcher recorded the overall 

categorical responses on the job satisfaction and the number of categorical responses on 

the demographic profiles in order to meet the assumptions of Chi-Square. 

Finally, for the fifth research objective, this researcher had explored the 

significant relationship between motivation and the profile of nurses. "Motivation" had 

been measured as an interval-level variable, and the "profile of nurses" had been 

considered as a nominal or ordinal level variable. As with the fourth objective, this 

researcher had employed statistical treatment using Chi-Square. In this approach, the 

researcher had collected data on motivation levels and various characteristics of nurses 

and had then input the data into a spreadsheet or statistical software for organization and 
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analysis. A correlation analysis had been conducted, with motivation as the dependent 

variable and the nurse's profile characteristics as independent variables. This analysis 

had helped determine if there was a significant relationship between motivation and the 

nurse's profile. Through its results, the researcher had gained valuable insights into the 

factors within the nurse's profile that influenced motivation levels and had understood 

which characteristics had the strongest association with motivation among nurses. 

To explain the methodologies used further, chi-square analysis had been chosen 

to examine the fourth and fifth objectives as the statistical method of choice for several 

compelling reasons. First and foremost, both job satisfaction and motivation are often 

assessed on categorical scales, where nurses' profiles encompassed characteristics 

such as age, gender, education, or job position. Chi-Square had been particularly well-

suited for analyzing categorical data and had effectively handled these types of variables. 

Furthermore, Chi-Square had been employed to assess the association or 

independence between two categorical variables, which had been precisely the objective 

of this study. By utilizing Chi-Square tests, the researcher could evaluate whether the job 

satisfaction and motivation of nurses were independent of their profiles. If a statistically 

significant relationship had been discovered, it had indicated that these variables were 

not independent, providing valuable insights into how different profile characteristics may 

have influenced job satisfaction and motivation. 

Moreover, Chi-Square tests had been non-parametric, making them robust and 

applicable even when the assumptions of normality were not met. This had been 

advantageous in the context of studying job satisfaction and motivation, as these 

constructs often did not follow a normal distribution. Chi-Square analysis had worked well 
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with categorical variables, allowing for the examination of whether two variables were 

related or not and had been strong in the face of non-normal data distributions. All of 

these characteristics had been important for understanding how job satisfaction, 

motivation, and the profile characteristics of nurses were related to each other. 

In reference to the summary presented in Table 1, the researcher recorded the 

overall categorical responses on the motivation and the number of categorical responses 

on the demographic profiles in order to meet the assumptions of Chi-Square. 

Overall, the statistical treatments used in these analyses had provided robust and 

meaningful findings to address the research objectives and had contributed to the existing 

body of knowledge in the field of nursing and healthcare. 

 

Statistical Treatments 

Descriptive statistics were used to describe the basic features of the data in the 

study. These included the mode, percentage, and mean to interpret the results. Inferential 

statistics were used to draw conclusions from the sample data. Correlation analysis will 

be used to determine the significant relationship and the degree of association between 

job satisfaction and nurses’ motivation in the United Arab Emirates as dependent 

variables. 

 

Pearson Product Moment Correlation Coefficient 

The most common statistical measure of the strength of linear relationships among 

variables had been the Pearson correlation coefficient, which had been symbolized by 

the letter r. The value of the correlation coefficient had ranged from r = –1.00 to r = +1.00. 
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The direction of the linear relationship had been indicated by the sign of the correlation 

coefficient. Positive values of r (such as r = .54 or r = .67) had indicated that the 

relationship had been positive linear (i.e., the pattern of the dots on the scatter plot had 

run from the lower left to the upper right), whereas negative values of r (such as r = –.30 

or r = –.72) had indicated negative linear relationships (i.e., the dots had run from the 

upper left to the lower right). The strength of the linear relationship had been indexed by 

the distance of the correlation coefficient from zero (its absolute value). For instance, r = 

–.54 had been a stronger relationship than r = .30, and r = .72 had been a stronger 

relationship than r = –.57. Because the Pearson correlation coefficient had only measured 

linear relationships, variables that had curvilinear relationships had not been well 

described by r, and the observed correlation had been close to zero. 

𝑟 =
𝑛(∑𝑥𝑦) − (∑𝑥)(∑𝑦) 

√[𝑛∑𝑥2 − (∑𝑥)2][𝑛∑𝑦2 − (∑𝑦)2]
 

Where, 

● r = Pearson Coefficient 
● n= number of the sample size respondents 
● ∑xy = sum of products of the job satisfaction and nurses’ motivation 
● ∑x = sum of the x scores 
● ∑y= sum of the y scores 
● ∑x2 = sum of the squared x scores 
● ∑y2 = sum of the squared y scores 

 

Chi-Square Test of Independence  

AA chi-square (χ2) statistic had been a test that measured how a model had 

compared to actual observed data. The data used in calculating a chi-square statistic had 

been random, raw, mutually exclusive, drawn from independent variables, and drawn 
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from a large enough sample. For example, the results of tossing a fair coin had met these 

criteria. 

Chi-square tests had often been used in hypothesis testing. The chi-square 

statistic had compared the size of any discrepancies between the expected results and 

the actual results, given the size of the sample and the number of variables in the 

relationship. 

For these tests, degrees of freedom had been utilized to determine if a certain null 

hypothesis could be rejected based on the total number of variables and samples within 

the experiment. As with any statistic, the larger the sample size, the more reliable the 

results had been. 

𝜒𝑐
2 = ∑

(𝑂𝑖 − 𝐸𝑖)
2

𝐸𝑖
 

where: 
 
c=Degrees of freedom 
O=Observed value(s) 
E=Expected value(s) 
 
 

 Table 2 
 

 Tests of Normality  

Variables  

Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Motivation .116 117 .001 .945 117 .000 

Job Satisfaction .098 117 .007 .953 117 .000 

 

As illustrated in the above summary table, the figures displayed the results of two 

distinct tests of normality. The two tests of normality were the Kolmogorov-Smirnov and 

Shapiro-Wilk tests. These were conducted on the two variables of the study: job 

satisfaction and motivation. In these assessments, the researcher employed these 
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procedures to evaluate whether the data for these variables adhered to a normal 

distribution. 

  

For motivation (the test of normality): 

In reference to the result of the test of normality for motivation, the statistics had 

acquired a score of 0.116 with 117 degrees of freedom and a p-value (Sig.) of 0.001 for 

the Kolmogorov-Smirnov test. On the other hand, the p-value had been below the usual 

0.05 level of significance. Accordingly, the data for motivation had not followed a normal 

distribution according to the Kolmogorov-Smirnov test. 

The p-value (Sig.) for the Shapiro-Wilk test had been 0.000 (rounded to three 

decimal places), and the statistic had been 0.945 with 117 degrees of freedom. The p-

value from the Shapiro-Wilk test had also been less than 0.05, much like the 

Kolmogorov-Smirnov test. The Shapiro-Wilk test had revealed that the motivation data 

had not conformed to a normal distribution.  

 

For job satisfaction (Test of Normality): 

As per the summary table results for job satisfaction as a variable of the study, the 

statistic acquired a result of 0.098. It also achieved 117 degrees of freedom from the 

Kolmogorov-Smirnov test, along with p-value (Sig.) that underscores 0.007. The 

Kolmogorov-Smirnov test signified that the data for job satisfaction similarly deviated from 

a normal distribution since the p-value is less than 0.05. 

For the Shapiro-Wilk test, the p-value (Sig.) acquired is 0.000. Its statistic is 0.953, 

and the latter attained 117 degrees of freedom. In reference to the Kolmogorov-Smirnov 
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test, the Shapiro-Wilk test's p-value is less than 0.05, which revealed that the data for job 

satisfaction might not have followed a normal distribution. 

  Lastly, the Kolmogorov-Smirnov and Shapiro-Wilk tests illustrated that neither 

motivation nor job satisfaction showed a normal distribution after the tests were 

conducted by this researcher. The outcome of this analysis postulated that these 

variables have non-normal distributions. In addition, this information is essential when 

considering statistical studies and drawing conclusions from these variables' statistical 

data. If normality is a presumption for a given statistical study, then the researchers and 

scholars might need to apply non-parametric tests or undertake transformations into 

consideration. 

 

Data Collection and Storage 

The researcher was the sole individual with access to the data that will be collected 

through the online survey’s result. The summary of the results was password-protected 

on the researcher’s computer. All data gathered from the respondents was treated with 

confidentiality, unless required and requested by law. The researcher made every attempt 

to secure the data of every Filipino nurse’s who participated in the study and secured 

every information acquired with utmost detail, particularly considering the potential risks 

associated with the technology in use at that time. 

However, it could not be guaranteed that no third parties intercepted data over the 

Internet. All electronically analyzed and transcribed information was assigned 

pseudonyms. The signed research respondents’ informed consents were stored in a 

locked filing cabinet at the researchers’ condominium in Al Ain, Abu Dhabi, United Arab 
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Emirates. A data retention policy was implemented by the researcher, and all data would 

be destroyed after a period of 3 years. 

 

Research Instrument  

In this pedagogical initiative, the researcher conducted an online survey using 

Google Forms. The structured online interview questions were adapted to the 

participants' communication and learning styles to ensure their comprehension of the 

questions and statements, allowing them to select their preferred answers. Appendix C 

outlined the questions directed at members of the Philippine Nursing Association in the 

United Arab Emirates. Specific inquiries were made of each selected member participant 

concerning their perceptions related to work motivation and job satisfaction in the 

workplace. All the research participants were provided with an online survey and interview 

questions regarding their work experience as OFW nurses in the United Arab Emirates 

to address all the research questions. 

To validate the tool employed in this study, the researcher consulted with experts 

Dr. Fernando E. Reyes Jr., Dr. Hero Tolosa, and Dr. Liza Gernal of Westford University 

in the United Arab Emirates, who specialized in research methods in human resource 

management. The experts recommended the use of quantitative research methodology 

as the most suitable approach for this study. This approach was chosen to ensure that 

the desired outcomes, as defined in this study, could be achieved. A Likert scale was 

used to gauge the job satisfaction of Filipino nurses. 

The instruments utilized in this study were based on those applied in the research 

conducted by Hidayat, Sukadiono, Ratna, and Ningsih (2017) and Anderson, Fontinha, 
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et al. (2019). As mentioned earlier, job satisfaction served as the independent variable, 

while work motivation was considered the dependent variable. 

The instruments applied in this study included a questionnaire using the Likert 

scale, featuring indicators for both job satisfaction and work motivation. 

First, the instruments employed to measure job satisfaction consisted of 20 

satisfaction questionnaires with seven indicators: responsibilities, rewards, job roles, 

promotional opportunities, supervision, co-workers, and working conditions. These 

questionnaires encompassed a total of 30 questions, offering five answer choices (1=very 

dissatisfied, 2=dissatisfied, 3=quite satisfied, 4=satisfied, and 5=very satisfied). 

Second, the instrument utilized to assess work motivation was a motivational 

questionnaire, comprising 35 questions with seven indicators: salary, job security, 

working conditions, responsibilities, cooperation, technical supervision qualities, and 

interpersonal relationship quality among colleagues with superiors and subordinates. 

Similar to the job satisfaction questionnaire, this one also featured five answer choices 

(1=very dissatisfied, 2=dissatisfied, 3=quite satisfied, 4=satisfied, and 5=very satisfied). 

In the final section of this online research survey, demographic data were collected 

from questionnaires, including data pertaining to nurses' characteristics (length of work, 

education, nursing position, gender, and experience). 

 

Research Procedure 

This research study needed to have an explicit plan in place, which included 

consideration of the techniques (sampling, data collection, and analysis) to be used in 

selecting the participants required for the study (Blanche et al., 2010). 
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The recruitment of research participants was led by this researcher. To ensure that 

full support was obtained from the target population of the study, this research sought the 

support and endorsement of the Philippine Ambassador at the Philippine Embassy in Abu 

Dhabi. This academic initiative was then referred to the President of the Philippine 

Nursing Association in the UAE, who ensured that all research participants met the 

requirements of the study. 

Figure 6  

Data Gathering Procedure 

 

This study employed a questionnaire as a technique for sampling, data collection, 

and analysis. The main research instrument for this study was an online survey, as 

suggested by Eysenbach and Wyatt (2002). The internet-based survey was conducted 

through the distribution of self-completed questionnaires to the selected respondents of 
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the Philippine Nursing Association in the United Arab Emirates. As shown, the researcher 

and the President of the Philippine Nursing Association, along with their team, 

collaborated in sending the online survey link to all the target respondents' email and 

social media accounts. Participants were instructed to answer all multiple-choice 

questions according to the provided guidelines. The survey could be accessed by clicking 

the link provided to the study's respondents. 

This researcher utilized online-based surveys that incorporated both open and 

closed-ended questions, aiming to gather insightful responses that would address the 

main research objectives. Conversely, the open-ended questions allowed respondents 

the opportunity to provide diverse and more meaningful information (Reyes, 2022). The 

participants of this study were recruited from the seven states of the United Arab 

Emirates, all of whom were members of the Philippine Nursing Association UAE. These 

seven states included Abu Dhabi, Dubai, Sharjah, Umm Al Quwain, Ras Al Khaimah, 

Ajman, and Fujairah. 

The questionnaire was designed to gather significant information on various 

aspects needed for the study, including the socio-demographic profile of the respondents. 

This encompassed details such as the respondents' age, gender, civil status, educational 

attainment, employment status, profession, employment duration, income level, and 

location. It also included questions related to job satisfaction, the motivations of UAE 

OFW nurses at work, and the factors influencing their performance at the workplace. 

Additionally, to reach the desired target participants for the research study, this online 

survey was uploaded to the internet using Google Forms, and a hyperlink to the 

questionnaire was sent to the respondents through their Facebook accounts. For those 
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respondents unable to access the questionnaire through the hyperlink, the researcher 

provided a hard copy of the questionnaire to be filled out to confirm their participation. 

 

Plan for Data Analysis 

The data gathered in this study were analyzed through the application of thematic 

analysis. Merriam (2009) had described data analysis as a complex method of finding 

themes and categories within the data that "answered the research question(s)" (2009). 

Additionally, Riessman (2008) had stressed that "data were interpreted in light of the 

themes developed by the investigator, the data themselves, political commitments, and 

other factors." The primary data analysis for this research was accomplished using 

Google Forms and its data analysis software. The tables, charts, and diagrams provided 

a detailed overview of the outcomes provided by each participant in the study. To ensure 

that all information was organized properly, the researcher provided codes for the results 

per section and highlighted the overall results from the respondents, identifying the 

interactions based on the results gathered between work motivation and job satisfaction 

of participants in the study. 

Finally, the document content was coded to identify the overall feedback of the 

audience. In the online questionnaire, the researcher had asked a question to the 

participants of the study to confirm their full cooperation and affirmation in this study, 

ensuring the validity of the results, which were unquestionable and valid based on the 

needs of this research and the questions that needed to be answered during this scholarly 

initiative. 
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Data Management 

The purpose of the data analysis had been to transform the information (data) in 

order to provide answers to the research questions (Blanche et al., 2010). For the data, 

a data entry application had been developed in a Microsoft Excel program, and the 

relevant data had been entered into it. Google Forms had also provided a similar data 

management system to ensure that all responses were coded appropriately. 

 

Ethical Considerations 

Since this research involved Filipino nursing employees from various institutions 

in the United Arab Emirates, it was imperative to consider the ethical issues from a 

broader perspective. These considerations ensured that all aspects of ethical standards 

were applied in this pedagogical study, guided by Bryman and Bell (2007). This scholarly 

work was closely associated with integrity, and all disciplines were vigilant to avoid 

miscalculations and mistakes that might compromise the confidentiality of participants' 

personal information. Conducted in a foreign land where the majority of "Filipino Nurses" 

participated, this study took into account the statutory and regulatory requirements of the 

country, ensuring compliance and non-violation of any interests from the involved parties. 

Ethics in research encompassed the researcher's behavior in relation to the rights of the 

participants in the research (Saunders et al., 2012). 

Struwig and Stead (2003) and Naanda (2010) emphasized that research ethics 

provided moral guidelines to researchers on how to conduct research, helping 

researchers avoid scientific misconduct, such as inventing and distorting results, 

plagiarism, and publishing other scholars' work without proper attribution. It also entailed 
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maintaining anonymity and confidentiality for the research participants and reporting 

results truthfully. Bryman and Bell (2007) underscored that research ethics could not be 

disregarded, as the integrity of scholarly studies and the broader academic field 

depended on it. 

As highlighted above, a high standard of research ethics had been upheld 

throughout the current study. Furthermore, plagiarism was strictly avoided (Bryman & 

Bell, 2007), and measures were taken to protect the privacy of the respondents and avoid 

deception. In line with the recommendations of Diener and Crandal (1978) and Bryman 

& Bell (2007), proper consent was obtained from the respondents through a documented 

form, serving as evidence that all information was willingly provided by the participants 

and was accurate. Reference was also made to the relevant research principles, aligned 

with the research subject's purpose and its impact on those affected by it (Jensen and 

Laurie, 2016). 
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CHAPTER 4 
 

RESULTS AND DISCUSSIONS 
 
 

4.0. Introduction 
 

This chapter presents the data gathering results obtained through a quantitative 

approach in the study on job satisfaction and motivation among Filipino nurses in the 

United Arab Emirates (UAE). By employing a quantitative methodology, this research 

aimed to quantify and measure the levels of job satisfaction and motivation among Filipino 

nurses working in the UAE healthcare system, as well as identify the significant factors 

influencing these outcomes. 

Understanding the job satisfaction and motivation of Filipino nurses in the United 

Arab Emirates is of paramount importance due to their significant contribution to the 

healthcare sector in the country. As a large contingent of the nursing workforce, Filipino 

nurses play a crucial role in providing quality care and ensuring the smooth functioning of 

healthcare facilities. Exploring their job satisfaction levels and motivation factors becomes 

imperative in supporting their professional growth and well-being, as well as optimizing 

the delivery of healthcare services. 

On the sections below, this research has embarked on a pedagogical journey to 

uncover the overarching results of the study. This expedition will involve a thorough 

examination of the data, a comprehensive analysis of the findings, and engaging 

discussions that illuminate the intricate dynamics of job satisfaction and motivation among 

this indispensable cohort of healthcare professionals. The ensuing sections will 

meticulously unveil the study's comprehensive outcomes, offering profound insights that 

not only address the research objectives but also bridge knowledge gaps and contribute 



62 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

significantly to the understanding of the pivotal role played by job satisfaction and 

motivation in the healthcare industry. 

 

4.2. Demographics 

Table 3 presents data and information on the gender distribution of a group of 

individuals. Out of the total 117 individuals, 43 identify as male, representing 36.8% of the 

group, while 74 individuals identify as female, accounting for 63.2% of the group. 

 
Table 3  
 
Distribution of respondents according to demographics 
______________________________________________________________________ 
 
Characteristics     Frequency (N=100)       Percentage 
______________________________________________________________________ 
 
Sex / Gender 
Male       43    36.8 
Female      74    63.2 
Age Group 
20 to 26 Gen Z     5    4.3 
27 to 42 Millennials (Gen Y)   94    80.3 
43 to 58 Gen X      13    10.4 
59 to 65 Boomers     5    5.0 
 
Job Status of Respondents 
Staff and Rank-in-File    102    87.2 
Supervisor / Officer     12    10.3 
Manager / Senior     2    1.7 
Vice President     12    0.9 
 
Income Distribution  
1,000AED to 3,000AED (Lower Income)  2    1.7 
3,001AED to 6,000AED (Middle Income)  34    29.1 
6,001AED to 9,000AED (Upper-Middle Income)  38    32.5 
9,001AED to 12,000AED (High Income)  40    34.2 
12,001AED and Higher (Top Income)  3    2.6 
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Marital Status 
Single       64    54.7 
Married      50    42.7 
Divorced      3    2.6 
 
Educational Attainment  
Associate Level      2    1.7 
College / University Level    92    78.6 
Postgraduate      12    10.3 
Master Level      11    9.4 
 
Work Location  
Abu Dhabi      83    70.9 
Dubai       19    16.2 
Sharjah      4    3.4 
Ajman       4    3.4 
Ras Al Khaimah     5    4.3 
Fujairah      2    1.7 
 
Years of Nursing Employment in the UAE 
<5 Years      22    18.8 
5 to 10 Years      18    15.4 
16 to 20 Years     5    4.3 
25 to 30 Years     1    0.9 
 
Family Status 
Single in the UAE     35    29.9 
Boyfriend/Girlfriend/Partner and 
       Companion in the UAE   24    20.5 
Only Husband in the UAE    15    12.8 
Only Child/Children is in the UAE   17    14.5 
Family Members and other Relatives 
 In the UAE (i.e., Fathers, Sister, Brother     

Aunt, Uncle, Niece, Nephew etc.)  21    17.9  
 
Residency Periods (in Years) 
1       83    70.9 
2       19    16.2 
3       4    3.4 
4       2     1.7 
5       5    4.3 
6       2    1.7 
7       2    1.7 
______________________________________________________________________ 
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Sex and Gender of Research Participants 

In terms of gender, Table 3 raises several important points and warrants further 

analysis. The unequal distribution between male and female individuals indicates a 

gender disparity within the group. With females comprising the majority at 63.2%, it 

suggests a potential gender imbalance or a larger representation of women in the sample. 

Understanding gender distribution is crucial for various reasons, including social, 

economic, and political implications. Gender equality and representation have been 

important topics of discussion and activism in many societies. Analyzing such data helps 

shed light on existing disparities and informs efforts to address gender-based inequalities. 

To gain a comprehensive understanding, it is essential to consider the context and 

potential factors contributing to this gender distribution. Several factors could influence 

these numbers, such as the nature of the group being studied, cultural or societal norms, 

recruitment methods, or even self-identification biases. These factors should be explored 

further to better interpret the significance of the data. 

Furthermore, it is important to note that gender is a spectrum, and the binary 

categorization used in this data may not fully capture the diversity of gender identities 

present within the group. Including additional categories or allowing individuals to self-

identify their gender could provide a more comprehensive representation of the group. 

To address gender disparities, it is crucial to promote inclusivity and equal 

opportunities for all genders. This can be achieved through policies and initiatives aimed 

at combating discrimination, promoting gender diversity, and fostering an environment 

where individuals of all genders can thrive. 
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In conclusion, the data provided indicates a gender distribution where females 

make up the majority, accounting for 63.2% of the group, while males represent 36.8%. 

The prevalence of young female Filipino nurses in the UAE can be attributed to a 

combination of historical, social, and economic factors. Nursing has traditionally been 

perceived as a female-dominated profession in the Philippines. Social norms and cultural 

expectations have historically encouraged young Filipino women to pursue careers in 

nursing due to its compassionate and caring nature. The Philippines has a surplus of 

nursing graduates, and there is significant competition for limited job opportunities in the 

local healthcare system. As a result, many young female nurses seek employment 

opportunities abroad, including in countries like the UAE, where there is a demand for 

healthcare workers. Young Filipino women often have strong support from their families 

to pursue careers abroad to contribute to their families' financial well-being or for personal 

growth and experience (Filipino Times, 2018). In addition, young Filipina nurses are often 

seen as more adaptable and eager to learn, which can be advantageous for employers 

seeking nurses who can quickly acclimate to the healthcare system in the UAE. 

 

Age of Research Participants 

The dataset provides information regarding the age distribution of a sample of 117 

research participants. The age distribution can be classified into five distinct categories: 

individuals aged 20 to 26 are referred to as Generation Z; those aged 27 to 42 are known 

as Millennials (sometimes referred to as Generation Y); individuals aged 43 to 58 fall into 

the category of Generation X; and those aged 59 to 65 are commonly referred to as Baby 
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Boomers. The frequencies and percentages linked to each age group were analyzed 

using the American Generation Timeline (Koltai, 2020). 

Within the cohort, a subset of five individuals can be identified who belong to the 

age range of 20 to 26 years. This particular subset constitutes 4.3% of the overall 

population. The age group ranging from 27 to 42 years old is the largest, consisting of 94 

people, accounting for 80.3% of the total population. The age cohort ranging from 43 to 

58 encompasses a total of 11 people, comprising approximately 10.4% of the overall 

population. In a similar vein, the age group ranging from 59 to 65 exhibits a total of 5 

individuals, constituting 5% of the overall participant pool. 

The analysis of age group distribution offers useful information about the 

demographic composition of the specific group being examined. The prevalence of 

individuals aged 27 to 42, comprising more than 80% of the total, suggests that a 

significant proportion of the group's population falls within this age bracket. The 

aforementioned data indicates that the study comprises a cohort of youthful volunteers 

who exhibit traits such as productivity, ambition, proficiency in technology, and a strong 

orientation towards achieving goals. According to Ayalew et al. (2019), there is a 

prevalent inclination among millennial nurses to exhibit a pronounced ambition and a 

profound aspiration to effectuate a constructive influence on their professional 

trajectories. Millennials have been raised in an era characterized by the widespread 

adoption of digital technologies, which has resulted in their exceptional proficiency in 

utilizing technology for diverse objectives. The aforementioned proficiency is applicable 

to both professional and academic endeavors, as individuals are inclined to utilize digital 

tools and online resources for the purpose of fulfilling their work responsibilities, engaging 
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in collaborative efforts with colleagues, and delivering their work in an efficient manner. 

These competencies are regarded as essential requirements by hospitals in the United 

Arab Emirates. 

Nevertheless, it is crucial to acknowledge that the exclusion of persons belonging 

to specific age cohorts, such as the 59 to 65 age range, could potentially indicate 

constraints or predispositions within the sampling or recruitment methodology. 

Furthermore, it has been observed that Filipino nurses in the present day are increasingly 

inclined towards retirement and are considering repatriation to the Philippines. As nurses 

approach their late 50s and early 60s, they may encounter a decrease in employment 

prospects, particularly when considering a foreign nation such as the United Arab 

Emirates. Employers may exhibit a preference for the recruitment of younger nurses due 

to their potential for extended tenure within the organization. Alternatively, employers may 

implement age-related employment policies that impose limitations on the hiring of 

individuals falling within a specified age bracket. The nursing job necessitates a high level 

of physical endurance and cognitive flexibility. As nurses progress in age, a subset of 

individuals may opt to withdraw from active nursing positions as a result of health-related 

issues or the difficulties associated with meeting the physical requirements of the 

profession. Finally, the culture of the Philippines places a significant focus on the 

importance of family and the establishment of support networks. Elderly nurses may 

exhibit a preference for allocating their post-career period towards familial companionship 

and involvement in social and communal endeavors within the Philippines. 

The analysis of age distribution holds significant importance for a multitude of 

reasons. The demographic variable of age holds significant importance since it has the 
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potential to have an effect on individuals' perceptions, behaviors, and experiences. This 

study offers valuable perspectives on the dynamics between different generations, 

prevailing cultural patterns, and the issues and requirements associated with various age 

groups. Comprehending the age distribution within a certain group provides valuable 

insights for decision-making, policy formulation, and the implementation of focused 

interventions that are specifically designed for distinct age groups. 

In general, the data presented illustrates an age distribution in which the 27–42 

age cohort represents the majority, comprising 80.3% of the entire population. The 

presented data underscores the significance of taking age demographics into account 

across several domains, including social planning, policy development, and targeted 

interventions. These individuals possess specific attributes that render them highly 

sought-after by healthcare institutions in the United Arab Emirates. The aforementioned 

attributes are influenced by the experiences and ideals specific to the millennial cohort, 

hence enhancing their efficacy within the healthcare sector (Dor, 2022). Hospital 

employers choose individuals based on their technology proficiency, dedication to 

continuous learning, ability to adapt, patient-centered care approach, and collaborative 

mindset. According to Minai (2013), there is a common perception that younger nurses 

possess a greater level of adaptability when it comes to adjusting to new situations and 

coping with changes within the workplace. Individuals may have a greater propensity to 

adopt novel technologies and healthcare methodologies, thereby conferring benefits 

within a rapidly expanding healthcare milieu. According to Aben (2023), these attributes 

render individuals highly valuable assets inside healthcare organizations, enhancing 

patient care and yielding improved outcomes. 
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Job Status 

The data acquired from in this study, as presented in Table 3, pertains to the 

occupational status of the participants, specifically focusing on the various positions held 

by a cohort of 117 persons. The classification comprises four distinct position categories: 

Staff and Rank-in-File, Supervisor/Officer, Manager/Senior, and Vice President. The 

purpose of this analysis is to investigate the frequencies and percentages pertaining to 

each position. 

Within the collective, a majority of 102 individuals, constituting 87.2% of the total, 

occupy the role of Staff and Rank-in-File. The post of Supervisor/Officer is occupied by a 

total of twelve individuals, constituting approximately 10.3% of the overall group. The 

Manager/Senior post is currently held by two individuals, constituting a proportion of 1.7% 

out of the total. Ultimately, a solitary individual currently occupies the esteemed role of 

Vice President, signifying a mere 0.9% representation within the collective. 

The evaluation of position distribution offers significant insights into the hierarchical 

organization and occupational makeup of the group. The prevalence of the Staff and 

Rank-in-File position, which is held by 87.2% of employees, indicates a higher proportion 

of entry-level or operational staff members within the group. The provided information 

possesses potential utility in comprehending the composition of the workforce and 

potentially discerning prospects for career progression and development within the firm. 

Contrarywise, the inclusion of persons occupying supervisory, management, and 

executive roles, such as Supervisor/Officer, Manager/Senior, and Vice President, serves 

to underscore the hierarchical structure present within the firm. Although these positions 
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may constitute a lesser percentage within the organization, they fulfill crucial functions in 

terms of decision-making, leadership, and the supervision of operations. 

It is highly imperative to acknowledge that the classification of positions employed 

in the data may not comprehensively encompass the complete spectrum of functions and 

duties within the collective. Organizations frequently exhibit intricate hierarchical 

arrangements and a wide array of job designations, which may not always correspond 

precisely with the predefined categorizations. A more comprehensive understanding of 

the organization's personnel could be achieved by a thorough examination of the distinct 

functions and job descriptions associated with each position type. 

The examination of position distribution plays a crucial role in the assessment of 

workforce dynamics, the identification of career progression prospects, and the evaluation 

of organizational structure. The analysis of talent data can provide valuable insights for 

the development of talent management strategies, succession planning, and initiatives 

aimed at fostering diversity and inclusion in the workplace. The identification and 

resolution of potential disparities or obstacles to career progression can significantly 

contribute to the establishment of a work environment that is characterized by fairness 

and personal satisfaction. 

In conclusion, the data presented demonstrates a distribution of occupations 

wherein the majority of individuals (87.2%) occupy Staff and Rank-in-File roles. This 

suggests a higher proportion of employees in the group who are at the entry-level or 

operational level. The individuals referred to as "kabayans" typically consist of personnel 

who are in the early stages of their professional development, seeking to build their 

careers and gain valuable experiences. Filipino nurses are widely recognized for their 
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notable work ethic, unwavering commitment to patient care, and optimistic demeanor 

(Filipino Times, 2018). The aforementioned attributes are held in high regard by 

healthcare institutions in the United Arab Emirates (UAE) and play a significant role in 

establishing the reputation of Filipino nurses as dependable and proficient healthcare 

practitioners. According to Minai and Almansour (2013), nurses at lower positions within 

the organizational hierarchy frequently exhibit the essential abilities, characteristics, and 

competences needed for providing fundamental nursing care. Additionally, employing 

rank-in-file nurses may prove to be a more economically viable option for healthcare 

facilities when compared to the recruitment of highly experienced or specialized nursing 

professionals.  

Nevertheless, it is worth noting that the organizational structure also encompasses 

personnel occupying supervisory, management, and executive roles, hence emphasizing 

the existence of hierarchical levels inside the organization. In order to have a 

comprehensive comprehension of the composition of an organization's personnel, it is 

imperative to conduct a thorough examination and contemplation of job titles, duties, and 

career advancement prospects (Hughes, 2017). It is imperative to acknowledge that 

although there may exist a predilection for younger Filipino nurses in lower-level jobs, the 

healthcare industry in the United Arab Emirates (UAE) depends on nurses of different 

age groups and levels of expertise to cater to the multifaceted requirements of patients 

and healthcare establishments. The specialized skill sets, extensive expertise, and 

unwavering commitment of each nurse collectively enhance the standard of healthcare 

provisions inside the United Arab Emirates (Dass, 2020). 
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Income Distribution of Filipino Nurse Research Participants 

In terms of the income distribution of research participants, the data presents 

information on the income distribution of a group of 117 individuals, categorized into five 

income ranges: (AED1,000-AED3,000), (AED3,001-AED6,000), (AED6,001-AED9,000), 

and (9,001AED). Below are the number of instances associated with each income group. 

Within the group, only two individuals have an income between 1,000 AED and 

3,000 AED, which represents 1.7% of the whole. The top income group earns between 

$6,000 and $9,000 per month; there are 38 individuals in this group, with 39 representing 

32 1/3 percent of the total. The 3,001 to 6,000 dirhams income bracket represents 34 

individuals, or roughly 29.1 percent of all individuals. Besides, 40 citizens’ annual salary 

is between 9,001 AED and 12,000 AED, comprising 34.2% of the whole group. Finally, 3 

people have more than 12,001 AED in earnings, which amounts to a mere 2.6 percent of 

the entire population. 

The income statistics tell us how far individuals can go when they are part of the 

group and how wealthy or financially stable, they are. The most populous categories are 

middle income: 6,001 AED to 9,000 AED and 9,001 AED to 12,000 AED—these two 

segments combined form a whopping 66. This indicates a somewhat equal income 

dispersion within the sample. 

The consideration of contextual elements that may exert an influence on income 

distribution is of paramount importance. These considerations encompass the 

characteristics of the specific group under investigation, the prevailing economic 

conditions within the region, as well as potential differences in income across various 

industries or sectors. Furthermore, it is important to acknowledge that the income ranges 
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presented are general classifications, and obtaining more specific data would yield a more 

comprehensive comprehension of the distribution of income. 

The examination of income distribution holds significant importance in the 

evaluation of socioeconomic inequalities, the assessment of living standards, and the 

identification of potential avenues for enhancement. The availability of education, 

healthcare, housing, and other critical resources is influenced by individuals' income 

levels. An in-depth comprehension of income distribution can provide valuable insights 

for the development of policies and programs that seek to alleviate poverty, foster 

economic mobility, and establish a just and equitable environment that offers equal 

opportunity to all individuals. 

In summary, the data presented demonstrates a distribution of income wherein a 

significant proportion of individuals are situated within the middle-income brackets, 

namely the ranges of 6,001 AED to 9,000 AED and 9,001 AED to 12,000 AED. The 

findings indicate that a significant proportion of the participants are employees in lower 

hierarchical positions and belong to the millennial generation or younger age groups. This 

observation provides insight into the rationale for their pay being situated within the 

intermediate range, which aligns with the typical monthly remuneration received by 

Filipino millennial nurses employed in the United Arab Emirates (UAE). The findings of 

this study hold considerable importance for the researcher since they establish that the 

salary provided to Filipino nurses in the United Arab Emirates aligns with the regulations 

set forth by the government. The United Arab Emirates (UAE) government has 

established a comprehensive framework of regulations pertaining to minimum salaries 

and labor laws, with the primary objective of safeguarding the rights and well-being of 
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workers, including those in the nursing profession. The compensation structure across 

various businesses, including healthcare, is influenced by these restrictions. The findings 

of this study are consistent with the research conducted on employment contracts and 

benefits for Filipino nurses as reported in the Filipino Times in 2018. The salary packages 

offered to Filipino nurses in the United Arab Emirates (UAE) often encompass additional 

advantages, such as provisions for accommodation, transportation, health insurance, and 

yearly leave. The inclusion of these perks contributes substantial value to the whole 

compensation package, notwithstanding the base salary's position inside the middle-

income bracket. 

Lastly, the findings of this study provide evidence of the nursing qualifications and 

experience had by Filipino nurses, who predominantly belong to the millennial generation. 

Salaries in the United Arab Emirates (UAE) are frequently influenced by factors such as 

educational attainment, professional background, and specific proficiencies possessed 

by individuals. Nurses possessing advanced qualifications, extensive experience, and 

supplementary certificates have the potential to command compensation at the upper 

echelon of the aforementioned salary spectrum. In order to establish a correlation, the 

cost of living in the United Arab Emirates (UAE) was employed as a determinant for the 

income range of Filipino nurses working in the aforementioned nation. The United Arab 

Emirates (UAE) presents a range of advantages and prospects, yet it is also recognized 

for its comparatively elevated cost of living, particularly in prominent urban centers such 

as Dubai and Abu Dhabi. The United Arab Emirates (UAE) has been undergoing a notable 

period of accelerated economic expansion and progress, resulting in a heightened need 

for healthcare services. The increasing demand for proficient healthcare practitioners, 
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particularly Filipino nurses, has been propelled. According to Aben (2023), the 

compensation range, as determined by the majority of research participants, suggests 

that Filipino millennial nurses receive a remuneration that is competitive in nature. This 

income is deemed sufficient to sustain a fair standard of living and also provides adequate 

support for their families residing in their home country. 

 

Marital Status of Participants 

Referring to Table 3, the data highlighted the results acquired on the marital status 

of a group of 117 individuals who participated in this pedagogical study. This was 

categorized into three categorical types: Single, Married, and Divorced. Based on the 

outcome of the study, below are the frequencies and percentages associated with each 

civil status. 

Among the individual in the group, there are 64 individuals are classified as Single, 

representing 54.7% of the total. The Married category consists of 50 individuals, 

accounting for 42.7% of the group. Finally, 3 individuals are categorized as Divorced, 

making up 2.6% of the total. 

The analysis of civil status distribution yielded valuable insights into the 

composition of marital status within the group. Over half of the entire people in the group 

was categorized as Single. This observation implies that a considerable proportion of the 

cohort is presently unmarried or not engaged in a formally acknowledged union. 

On the other hand, the Married category represents a substantial portion of the 

group, with 42.7% of individuals falling into this civil status. This indicates that a significant 

proportion of the group has entered into a formal marital relationship. 
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For the group of individuals in the Divorced category, though this are relatively 

small in number, highlights the existence of individuals who have undergone the legal 

process of divorce within the group. 

It is vital to recognize that civil status can be influenced by various factors, including 

cultural norms, legal frameworks, and personal choices. Additionally, civil status is not 

necessarily an indication of relationship status or personal well-being, as it does not 

account for factors such as separation or widowed individuals. 

The comprehension of the distribution of marital status inside a collective might 

yield significant ramifications for multiple facets of existence, encompassing social 

interactions, familial arrangements, and legal repercussions. The consideration of the 

diversity of civil status and the unique circumstances of persons within each respective 

group is of utmost importance. 

In summary, the data presented demonstrates a range of civil statuses, with Single 

individuals comprising the largest proportion at 54.7%, followed by Married individuals at 

42.7%, and Divorced individuals at 2.6%. The provided information offers valuable 

insights on the composition of marital statuses within the group.  

The substantial number of individual Filipino nurses employed in the United Arab 

Emirates (Filipino Times, 2018) can be ascribed to a multitude of factors: 

1. Career Priorities: Many Filipino nurses choose to work abroad to advance their 

careers and gain international experience. Pursuing a career opportunity in a 

foreign country may be a priority for them at that stage of their lives, which could 

lead them to be single while working in the UAE. 
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2. Age and Life Stage: Younger nurses who are in the early stages of their careers 

may be more inclined to work abroad and explore opportunities before settling 

down and starting a family. As they focus on their professional growth, they might 

delay marriage and family plans. 

3. Cultural and Family Expectations: In Filipino culture, there can be societal and 

familial pressures to focus on one's career and personal development before 

settling down and starting a family. This can influence some Filipino nurses to 

prioritize their careers while working in the UAE. 

4. Work Commitments: Nursing can be a demanding profession that requires long 

working hours and a focus on patient care. Some nurses may choose to be single 

to devote more time and energy to their career without additional family 

responsibilities. 

5. Transitory Nature of Work: Some Filipino nurses may view their employment in the 

UAE as a temporary arrangement, and they may not see it as conducive to starting 

or maintaining a family during this period. 

6. Personal Preferences: Ultimately, the decision to remain single while working in 

the UAE can be a matter of personal preference. Some nurses may prioritize their 

independence and career aspirations at this point in their lives. 

However, it is important to recognize the complexities and individual circumstances 

that influence civil status and to avoid making assumptions about individuals' 

relationships or personal well-being based solely on their civil status. 
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Educational Attainment of Filipino Nurses in this Research 

In terms of the educational attainment of a group of 117 individuals, Table 3 

highlights and categorizes the data into four educational levels: associate, bachelor’s, 

graduate, and master's degree. Now that the data has been prepared for further analysis, 

let us proceed to analyze the distribution of frequencies and percentages according to 

each level of education. 

In this group, two people are at the associate level, which is equivalent to 

approximately 1.7% of the total. The highest educational attainment for the group is at the 

college or university level (92), accounting for almost 78.6%. Postgraduate Level: 12 

(10.3%). Finally, 11 people have a Masters-level education (9.4%). The distribution of 

educational attainment provides insights into the academic qualifications and skills of the 

individuals within the group. The majority of individuals have completed college or 

university-level education, indicating a significant emphasis on higher education among 

the group. This suggests a relatively well-educated sample, with a high percentage of 

individuals having pursued undergraduate studies. 

Individuals in the Postgraduate and Master Level categories reflect the attainment 

of advanced degrees beyond the undergraduate level. These individuals have likely 

pursued specialized studies and have acquired higher levels of expertise and knowledge 

in their respective fields. 

It is crucial to acknowledge that a variety of factors, such as access to educational 

opportunities, individual preferences, and socioeconomic circumstances, affect 

educational attainment. Moreover, the categorization of educational levels provided might 
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not capture the full range of educational qualifications and certifications that individuals in 

the group may possess. 

Understanding the distribution of educational attainment is valuable for assessing 

the skill level and qualifications within the group. Education plays a vital role in personal 

and professional development, and it can impact employment opportunities, career 

advancement, and societal contributions. 

In conclusion, following Erik Erikson’s Theory (Herbert, 2021), the data provided 

illustrates an educational attainment distribution where the majority of individuals (78.6%) 

have attained a college- or university-level education. Additionally, there are individuals 

who have achieved higher levels of education, including postgraduate and master-level 

qualifications. This suggests a well-educated sample, highlighting the importance of 

higher education within the group. 

 

Work Location in the UAE 

Table 3 illustrates the workplace of each of the 117 participants in the research 

study. It includes six different locations: Abu Dhabi, Dubai, Sharjah, Ajman, Ras Al-

Khaimah, and Fujairah. As a result, below are the frequencies and percentages for the 

different locations where Filipino nurses in the UAE are employed. 

Of the group, the majority (83 out of 113) work in Abu Dhabi, comprising a 73% 

majority share. It’s not surprising, then, that the second most popular job destination is 

Dubai, where 19 respondents (16.2%) currently live and work. Sharjah and Ajman have 

similar population counts: 4 people in each location, representing a share of about 3.4% 
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in each. Ras Al Khaimah, represented by the five men in the group, accounts for just 

4.3%. Finally, Fujairah has two people contributing only 1.7 percent. 

Work locations provide an insight into the geographical dispersion of employment 

in the group. Indeed, the data suggests that Abu Dhabi will be the top work destination, 

which would mean an abundance of job opportunities are located here. The city is the 

second-most popular job market, implying significant opportunity as well. 

With representation from people in Sharjah, Ajman, Ras Al Khaimah, and Fujairah, 

we see a greater distribution of workplaces but a lesser proportion of population. This 

indicates job prospects here too (though less than in Abu Dhabi and Dubai). 

Understanding the distribution of work locations is essential for assessing regional 

employment patterns, commuting patterns, and economic development within different 

areas. It can inform policymakers, urban planners, and employers in making decisions 

regarding infrastructure, transportation, and job creation strategies. 

It is worth noting that the data provided captures the work locations of a specific 

group and may not represent the overall employment landscape of the region. Further 

analysis and comparison with broader data would provide a more comprehensive 

understanding of work location trends and patterns. 

To summarize, the data provided illustrates a work location distribution where the 

majority of individuals (70.9%) work in Abu Dhabi, followed by Dubai (16.2%). Sharjah, 

Ajman, Ras Al Khaimah, and Fujairah have smaller but still notable representations. This 

information provides insights into the geographic distribution of employment opportunities 

within the group. Aben (2023) from the Arab News highlighted in his online news column 

that the UAE is the 2nd largest employer of Philippine expats after Saudi Arabia, and the 
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result of the study supports demographics that explain why there are more Filipino nurses 

employed, mostly in the states of Dubai and Abu Dhabi. Both states have experienced 

rapid economic growth and development in recent years, leading to an increased demand 

for healthcare services in Dubai and Abu Dhabi. This growing healthcare industry requires 

a larger workforce, making Filipino nurses an appealing option due to their availability and 

skillset. In addition, about 10 percent of Filipino workers in the Gulf state are employed in 

the health sector, according to a 2019 study by EON, a Philippine public relations 

company in Dubai. As this study is highly supported by the Philippine Embassy in the 

United Arab Emirates, Ambassador Alfonso Ferdinand A. Ver said, “The Filipinos in the 

UAE are significant not only in number... they are known for their professionalism, talent, 

and skill, combined with innate friendliness, which is why they are respected and 

embraced by the UAE.” This is one of the main reasons that Filipino nurses are the most 

preferred medical professionals in the UAE (Filipino Times, 2018; Aben, 2023). 

 

Family Status of Research Participants 

For the family status of each participant of this research, Table 3 presents 

information on the number of years individuals in a group of 117 have spent in the UAE. 

It is categorized into five groups: <5 years, 5 to 10 years, 11 to 15 years, 16 to 20 years, 

and 25 to 30 years. As illustrated, below are the results on frequencies and percentages 

associated with each category. 

Among those sampled, just twenty-two members, or 18.8 percent of the whole, 

had spent less than five years in the UAE. With almost two thirds (60.7%) of the remaining 

56 members belonging to this group, having resided in the UAE for between five to ten 
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years. This segment comprises 18 people, equal 13.88%. Furthermore, there are five who 

have lived in the United Arab Emirates for between 16 and 20 years, making up 4.3% of 

the cohort. Finally, one person has spent 25-30 years in the United Arab Emirates, making 

up just 0.9 per cent of the total.  

The length of stay information can provide insight into the length of residence or 

work experience people have in the UAE. Most people have been here for 5-10 years 

which means the number of people that have achieved some form of stability, are quite a 

few. This group comprises Filipino Nursing Kabayans who might be settled expats living 

in the country or people who have been working in this region for a good amount of time. 

It is worth mentioning that the number people who belong to the 5 or less indicates part 

of this population is newly arrived individuals. This cohort can consist of new entrants 

exploring opportunities in the region or people who have just relocated due to work or 

other reasons. 

The data showed lower percentage of people who are long-time residents of the 

UAE including 11-15 years (12%), 16-20 years (4%) and 25-30 years (1%). These group 

are also seen to know more about the culture, society, and business practices in the UAE. 

Knowing the weighted average years of experience in the country helps to quantify 

the nature of the group based on the newcomers, permanent inhabitants, and long-term 

expats. It can provide insights into the demographics of the expat population in country. 

Summing up, as presented in the data that there is a distribution of years in the 

UAE where most people (60.7%) have stayed for the range of 5-10 years. The group 

includes people with different levels of time served — some for less than five years, others 

between 25-30 years. This means that this information highlighted about Filipino Nurses’ 



83 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

residency periods in the UAE. But this should be tempered by thinking about why certain 

people are in the UAE, and what kind of range there actually exists within this category in 

terms of the variety of their backgrounds and experiences. 

In terms of the family status of participants, the data presents information on the 

family statuses of a group of 117 individuals in the UAE. It is categorized into six groups: 

Single in the UAE, Boyfriend/Girlfriend/Partner and Companion is in the UAE, Only 

Husband is in the UAE, Only Child/Children is in the UAE, Husband and Child/Children 

is in the UAE, and Family Members and other Relatives in the UAE. Let's examine the 

frequencies and percentages associated with each category. 

Among the individuals in the group, 35 individuals are found to be categorized as 

Single and Employed as Nurse in the UAE, representing 29.9% of the total participants. 

The Boyfriend/Girlfriend/Partner and Companion has 24 respondents, accounting for 

20.5% of study participants. Only Husband is in the UAE is the status for 15 individuals, 

making up 12.8% of the total respondents. In addition, 5 individuals are found to be in the 

section of Only Child/Children in the UAE, representing 4.3%. The Husband and 

Child/Children is in the UAE were 17 individuals in total, making up 14.5% of the total. 

Lastly, 21 individuals have Family Members and other Relatives in the UAE, accounting 

for 17.9% of the group. 

The distribution provides understandings into the living arrangements and 

relationships of individuals in this part of the study. The presence of Single participants 

category suggests a significant portion of the respondents that comprises individuals who 

are living independently in the United Arab Emirates (UAE) without immediate family 

members, relatives, or mutual partners in the country. 
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The Boyfriend/Girlfriend/Partner and Companion is in the UAE category specifies 

respondents who have a romantic partner or companion who is currently based in the 

UAE but may not been married or have children. 

The diverse classifications relating to the presence of their spouses, offspring, and 

other kins in the United Arab Emirates (UAE) underscore the manifold familial 

arrangements within this population. The data indicates that certain individuals in the 

country has experienced physical separation from their direct family members from the 

Philippines, whereas others reside with their spouses, children, or extended relatives. 

The comprehension of the distribution of family statuses postulated significance in 

understanding the group's composition in relation to their family dynamics, support 

networks, and social affiliations. This pedagogical exploration aims to offer valuable 

insights into the exceptional experiences and difficulties confronted by individuals who 

resides in the United Arab Emirates. These are individuals who are living in isolation, 

separated from their families, or have family members present in the country. 

The recognition of family status is contingent upon a multitude of elements, 

encompassing individual decision-making, societal conventions, and legal obligations. 

Figure 2 offers a limited representation of the family statuses within the group and may 

not encompass the entirety of family situations and scenarios they are facing today. 

In summary, the data presented demonstrates the distribution of family statuses 

within the surveyed group of respondents, wherein Single in the UAE (29.9%) and 

Boyfriend/Girlfriend/Partner and Companion in the UAE (20.5%) appeared as the 

prevailing categories. The inclusion of individuals in categories based on the presence or 

absence of spouses, offspring, and other relatives demonstrated the existence of varied 
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familial arrangements within the group. Nonetheless, it is vital to take into consideration 

the unique circumstances, cultural backgrounds, and individual decisions that portrayed 

a role in shaping the diverse family statuses observed within the given population. 

 

Residency Periods 

Figure 3 provided data and significant insights regarding the duration of residency 

periods, measured in years, for a sample of 117 individuals residing in the United Arab 

Emirates. The classification consists of seven distinct groupings, namely 1, 2, 3, 4, 5, 6, 

and 7. These categories denote the duration of individuals' residency in the United Arab 

Emirates. In accordance with this, presented below are the frequencies and 

corresponding percentages pertaining to each primary participant group involved in the 

study. 

The study revealed that a significant proportion of the group's participants, 

specifically 70.9%, or the majority of the 83 people, had a residency time of one year. The 

residency time of 2 years emerged as the second most common duration in this study, 

encompassing 19 individuals and representing 16.2% of the total sample. Furthermore, it 

was observed that a total of four participants had completed a residency duration of three 

years, accounting for 3.4% of the sample population. The residency periods of 4, 6, and 

7 years were seen to have an equal occurrence rate of 2 individuals each, accounting for 

1.7% of the responses within these specific categories. Moreover, a total of five 

individuals were found to have a residency period of five years, representing 4.3% of the 

overall population. 
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The analysis of residency durations provided insights about the duration of 

people's sojourn in the nation. The substantial presence of individuals with a residency 

duration of one year indicates a significant influx of newcomers who have recently arrived 

in the United Arab Emirates. This category encompasses persons who have recently 

acquired work visas in the UAE or individuals who are presently researching career 

prospects in the UAE. 

Conversely, the inclusion of persons who have resided in the UAE for extended 

durations, ranging from 2 to 7 years, indicates the presence of a diverse group of 

individuals who have established long-term residency and employment in the country. 

These individuals may have established a more stable presence in the UAE, potentially 

falling into the category of Kabayans who are inclined towards maintaining their 

employment, or they can be considered individuals who have encountered circumstances 

in the country that require their attention, leading to their prolonged stay. 

Understanding the distribution of residency periods is valuable for weighing the 

composition of the group in terms of newcomers, established residents, and individuals 

who have been residing in the United Arab Emirates for a significant amount of time. It 

can provide scholars with valuable insights into the dynamics of expatriate populations, 

migration patterns, and the overall stability of the Filipino workforce and other nationalities 

and why they have chosen to stay in the country. The result of the study also postulates 

the support system of Filipino nurses in the United Arab Emirates. 

To conclude this part of the study, Figure 2 provides an overview of the distribution 

of residency periods within the group, with the majority of individuals (70.9%) having a 

residency period of 1 year. The presence of Filipino nurses with longer residency periods 
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indicates a mix of nursing professionals who have been residing in the UAE for various 

amounts of time that can be attributed to their personal goals, life challenges, and daily 

encounters in the country. Nevertheless, it is noteworthy to consider the individual 

occurrences, visa regulations, current life conditions and situations, and individual 

preferences that influenced the residency periods and length of stay in the country based 

on the research outcomes provided by the participants of the study. 

 

4.3. Job Satisfaction of Nurses: Mean and Standard Deviation 

The mean and standard deviation of the individual questions were computed to 

see where the nurses scored high or low.  

LEGEND: Score per question ranges from Mean Score 

1.00 to 1.99   - Very Dissatisfied 

2.00 to 2.99   - Dissatisfied 

3.00 to 3.99   - Satisfied 

4.00 to 5.00   - Very Satisfied 

Frequency of Events Reported:  

1 - Never to 5 – Always 
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Table 4   

Mean Scores and Standard Deviation on Level of Job Satisfaction of Nurses  

No. Subscale Mean Standard Deviation 

Responsibilities  3.80 0.75 

1. How satisfied are you with the sort of 

work you are doing? 
3.89 0.93 

2. What value do you think your company 

appreciates your service? 
3.85 0.85 

3. Are you contented with all the training 

and development programs given by 

your HR team to meet customer 

service and patient expectations? 

3.67 0.97 

Rewards 3.49 1.03 

4. Are you satisfied with recognition that 

your supervisor shows when you did a 

great job at work? 

3.68 1.08 

5.  Are you happy with the top 

management’s reward and recognition 

program? 

3.31 1.09 

Job 3.67 0.85 

6. Are able to participate in the 

supervisory decisions that affect your 

job? 

3.62 0.94 

7. Does your management encouraged 

you to come up with better ways of 

doing things? 

3.79 0.92 
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8. How satisfied are you with your current 

compensation? 
3.60 1.15 

Promotional Opportunities 3.46 0.94 

9. How satisfied are you with your 

chances of being promoted to a better 

position? 

3.36 1.11 

10. Are you motivated to do well because 

of the kind of empowerment and 

support provided by your manager? 

3.57 0.98 

11. Are you felt sense of professional 

growth within your working 

environment? 

3.62 1.02 

12. Are your confident with the 

promotional programs introduced by 

your Human Resource Department? 

3.29 1.08 

Supervision 3.59 0.99 

13. How satisfied are you with the type of 

leadership you have been getting from 

your supervisor/manager? 

3.64 1.05 

14. Are you happy with the type of 

supervision provided by your 

management? 

3.55 1.00 

Co-Workers 3.77 0.87 

15. When problems occur at work, are you 

contented with the management 

support in solving the incident with 

you? 

3.60 0.99 
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16. Do you feel a sense of belongingness 

with your fellow co-workers in the 

office? 

3.91 0.91 

17. Does the team as a whole understand 

what the vision, mission and purpose 

of the organization 

 

 

3.79 
0.96 

 

Working Conditions 3.58 0.86 

18. Are you able to get the right support 

that you need to ensure that you 

achieve and meet your goal as an 

employee? 

3.71 0.93 

19. Do you feel fairness is practice within 

your organization in the premise of    

recognizing employees based on their 

contribution to the organization? 

3.53 1.02 

20. Rate the amount of pressure you feel 

in meeting the work demands of your 

job?  

3.50 0.91 

 

Interpretation, Discussion, and Analysis 

Job satisfaction is a crucial aspect of employee well-being and organizational 

success. It reflects the extent to which individuals feel content, fulfilled, and engaged in 

their work environment. Measuring job satisfaction helps organizations assess the overall 

level of employee satisfaction and identify areas that require attention for improvement. 
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Responsibilities  

Based on Table 4, the level of job satisfaction of nurses according to their 

responsibilities has a mean score of 3.80 and an SD of 0.75. This means that they have 

a satisfactory level of job satisfaction. This implies that the nurses are satisfied with the 

work they were assigned and expected to accomplish as per their organization’s 

mandate. 

 

Explanations for Satisfied Mean Scores: 

The mean job satisfaction score of "satisfied" indicates that, while nurses typically 

find their work rewarding and meaningful, there may be certain factors that prevent them 

from attaining the "very satisfied" level. This could be attributable to a number of reasons, 

including workload, work-life balance, and the emotional demands of nursing obligations. 

Even though nurses perceive their work to be inherently fulfilling, the demanding nature 

of healthcare, such as long shifts, large patient loads, and exposure to emotionally 

unpleasant situations, can contribute to a slightly lower degree of job satisfaction. 

  

Value of Company Appreciation: 

Nurses' perception of how their company values their service plays a significant 

role in determining their overall job satisfaction. If nurses feel that their efforts and 

contributions are recognized and appreciated, it can contribute to a higher level of job 

satisfaction. A "satisfied" mean score might indicate that while nurses feel valued to some 

extent, there might be room for improvement in terms of recognition and appreciation. 
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This could include factors like regular acknowledgment of achievements, professional 

growth opportunities, and a supportive work environment. 

 

 

Contentment with Training and Development: 

The contentment of nurses with the training and development programs provided 

by the HR team reflects their perception of the support they receive to meet customer 

service and patient expectations. A "satisfied" mean score could suggest that while 

training programs exist and are generally effective, there might be certain gaps in training 

content or delivery methods that hinder nurses from feeling completely confident in 

meeting these expectations. Continuous improvement in training methods, incorporating 

feedback from nurses, and aligning training content with evolving patient needs could 

enhance the level of job satisfaction in this dimension. 

Overall, the study's results indicating a "satisfactory" level of job satisfaction among 

nurses in the UAE based on their responsibilities can be attributed to a combination of 

factors. The nature of nursing itself, with its demanding workload and emotional 

challenges, can limit the attainment of a "very satisfied" level. Additionally, there might be 

opportunities for healthcare institutions to further recognize and appreciate nurses' 

contributions, fostering a more supportive and appreciative work environment. 

Furthermore, enhancing training and development programs to better equip nurses to 

meet customer service and patient expectations can positively impact their satisfaction 

levels. By addressing these factors, healthcare organizations in the UAE can strive to 
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elevate nurses' job satisfaction and, consequently, improve overall healthcare quality and 

patient outcomes. 

 

Rewards 

The rewards dimension encompasses aspects such as recognition for a job well 

done and the effectiveness of the organization's reward and recognition program. Based 

on Table 2, the level of job satisfaction of nurses according to rewards has a mean score 

of 3.49 and an SD of 1.03. This dimension acknowledges the role of positive 

reinforcement in enhancing job satisfaction and engagement among nurses. The 

interpretation and analysis focus on two key questions aimed at gauging the satisfaction 

of nurses with their rewards: (1) satisfaction with supervisor recognition for excellent job 

performance; and (2) contentment with the reward and recognition program initiated by 

top management. 

Theories of motivation, wants, and social exchange lay the foundation for the 

important link between rewards and job satisfaction. Employee job satisfaction, which in 

turn can improve motivation, engagement, and dedication to every individual’s work and 

respective organizations where they belong is more likely to be high when workforce 

believe that their efforts and contributions were fairly appreciated and commensurately 

rewarded.  

This association highlights the significance of creating efficient reward systems th

at encompass the set expectations of each employee in line with the 

compensation structures to support a productive workplace and employee happiness. 
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Supervisor Recognition 

The first inquiry in this dimension concerns nurses' satisfaction with the praise they 

receive from their managers when they perform well in their roles. Recognition serves as 

a psychological reward that can significantly influence nurses' perceptions of their 

contributions being valued. A satisfactory level of response could indicate that supervisors 

do recognize their nurses' achievements, but there might be areas for improvement. 

 

Top Management's Reward and Recognition Program: 

The second inquiry focuses on the nurses' satisfaction with the top management-

implemented reward and recognition program. A well-designed and effective program can 

foster a sense of appreciation and motivation among nurses, leading to increased job 

satisfaction. A satisfactory level of response suggests that the program may be present 

and functional, but there could be room for enhancement to achieve higher levels of 

satisfaction. 

The satisfactory level of job satisfaction among Filipino nurses in the UAE with 

regards to the rewards dimension indicates that there are positive elements present, but 

there are also areas that may need improvement. Several factors could contribute to the 

results not achieving a "very satisfactory" mean level. 

1. Cultural Factors: The cultural context of the UAE may influence how recognition and 

rewards are perceived. Cultural norms and expectations could shape nurses' 

expectations of recognition and influence their interpretation of satisfactory levels. 

2. Communication and Feedback: While Filipino nurses might be satisfied with the 

recognition they receive from their supervisors, the effectiveness of the feedback 
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provided could impact overall satisfaction. Clear and constructive feedback is 

essential for nurses to understand their contributions better. 

3. Program Design: The reward and recognition program initiated by top management 

might not be fully aligned with nurses' preferences and expectations. A program that 

resonates better with their needs and aspirations could potentially elevate their 

satisfaction levels. 

4. Incremental Improvements: Achieving a "very satisfactory" level might require 

incremental improvements in both supervisor recognition and the reward program. 

Small adjustments based on feedback could gradually elevate satisfaction scores. 

 

In summary, the satisfactory level of job satisfaction among Filipino nurses in the 

UAE regarding the rewards dimension signifies the presence of positive elements within 

the recognition and reward framework. However, achieving a "very satisfactory" level 

might necessitate fine-tuning various aspects, including cultural considerations, 

communication strategies, program design, and a continuous commitment to incremental 

improvements. Addressing these factors could lead to higher levels of job satisfaction, 

ultimately benefiting both Filipino nurses and healthcare institutions in the UAE. 

 

Job 

In reference to Table 4, the level of job satisfaction of nurses according to Job has 

a mean score of 3.67 and an SD of 0.85. The study's findings revealed that nurses' job 

satisfaction in the UAE is centered around a "satisfactory" level, as opposed to achieving 
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a "very satisfactory" mean level. This interpretation is based on an analysis of the 

individual questions within the "Job" dimension. 

Participation in Supervisory Decisions: 

The result of this question being categorized as "satisfactory" suggests that while 

nurses might have some degree of involvement in supervisory decisions, there may be 

limitations to their influence. Factors such as hierarchical structures and cultural norms 

could impact the extent to which nurses are empowered to participate in such decisions. 

Encouragement for Innovation: 

The "satisfactory" rating for this question indicates that while management does 

encourage nurses to propose better ways of doing things, there might be room for 

improvement in terms of fostering a culture of innovation. The "very satisfactory" threshold 

might not have been reached due to potential barriers like fear of reprisal for suggesting 

changes or a lack of dedicated resources for implementing innovative ideas. 

Satisfaction with Compensation: 

The finding of "satisfactory" in this domain implies that Filipino nurses are generally 

content with their compensation but may have certain reservations. Factors influencing 

this satisfaction level could include the cost of living, salary competitiveness in 

comparison to other regions, and the demanding nature of the nursing profession. 

In summary, the analysis indicates that while Filipino nurses in the UAE report a 

satisfactory level of job satisfaction based on their responsibilities, they have not reached 

the "very satisfactory" mean level. This outcome can be attributed to a complex interplay 

of cultural, structural, and resource-related factors. Enhancing Filipino Nurses' 

participation in decision-making, fostering a more supportive environment for innovation, 
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and addressing compensation concerns could contribute to elevating their job satisfaction 

to a higher level. Ultimately, nurturing Filipino nurses' job satisfaction is essential for 

maintaining the quality of healthcare services and ensuring positive patient outcomes in 

the United Arab Emirates.  

 

Promotional Opportunities 

The dimension of "promotional opportunities" focuses on how nurses perceive their 

chances of career advancement within their organizations. It received a mean score of 

3.49 and an SD of 0.94. The survey questions provide insights into different aspects 

influencing job satisfaction under the dimension of promotional opportunities: 

Chances of Promotion: The study's result indicates that nurses' satisfaction with their 

chances of being promoted to better positions is at a "satisfactory" level. This suggests 

that while nurses in the UAE perceive some degree of opportunity for advancement, there 

are potential areas for improvement. Possible reasons for this level of satisfaction could 

be linked to a lack of transparency in promotion criteria or a perceived imbalance between 

the number of promotional opportunities and the nursing workforce. 

Empowerment and Support: Filipino nurses' motivation to perform well due to the 

empowerment and support provided by their managers is likely contributing to the 

"satisfactory" result. Adequate support from managers fosters a positive work 

environment, enhances professional growth, and reinforces nurses' commitment to their 

roles. However, there might be instances where managerial support varies across 

different units or departments, leading to variations in job satisfaction levels. 
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Professional Growth: The sensed professional growth within the working environment 

is likely playing a role in the "satisfactory" outcome. Professional growth not only relates 

to career advancement but also to skill development and the acquisition of new 

knowledge. A culture that encourages continuous learning and skill enhancement 

contributes to nurses' job satisfaction. However, if opportunities for professional growth 

are limited, it could influence the overall satisfaction level. 

Confidence in Promotional Programs: Filipino nurses' confidence in the promotional 

programs introduced by the Human Resource Department also contributes to the 

"satisfactory" level. These programs are designed to ensure fair and transparent 

promotion processes. If nurses perceive these programs as effective and impartial, it 

enhances their job satisfaction. However, any perception of favoritism or lack of clarity in 

the implementation of these programs could impact the satisfaction level. 

The result of achieving a "satisfactory" level rather than a "very satisfactory" level 

could be attributed to various factors below: 

Lack of Clarity: If the criteria for promotion are not transparently communicated to 

nurses, they might feel uncertain about their chances of advancement, leading to a lower 

satisfaction level. 

Limited Opportunities: The UAE's healthcare system is rapidly growing, but the number 

of high-level positions might not be proportionate to the nursing workforce, creating a 

bottleneck in career advancement. 

Cultural Factors: Cultural norms and hierarchies prevalent in the UAE might impact the 

pace of career progression, affecting nurses' perceptions of promotional opportunities. 
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Perceived Inequity: If some nurses perceive bias or inequity in the implementation of 

promotional programs, it can lead to dissatisfaction, even if overall opportunities are 

reasonable. 

Communication and Feedback: A lack of regular communication and feedback 

regarding performance and career development could contribute to nurses feeling less 

motivated and informed about their career trajectories. 

The "promotional opportunities" dimension is a crucial factor in determining nurses' 

job satisfaction in the UAE. While the study's results achieved a "satisfactory" level, there 

is room for improvement. Enhancing transparency in promotion criteria, ensuring 

equitable implementation of promotional programs, providing consistent managerial 

support, and fostering a culture of professional growth can contribute to elevating job 

satisfaction levels among nurses. 

The complex interplay of organizational, cultural, and individual factors makes 

achieving a "very satisfactory" level a continuous endeavor requiring comprehensive 

strategies and ongoing assessment. 

 

Supervision 

The analysis of the survey responses reveals that nurses in the UAE have reported 

a satisfactory level of job satisfaction with respect to supervision. The mean score is 3.59, 

and the SD is 0.99. This interpretation can be attributed to several factors: 

Clear Communication and Supportive Leadership: Effective communication and 

supportive leadership from supervisors and managers are likely contributing to positive 
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job satisfaction levels. Nurses who receive clear guidance, regular feedback, and 

recognition from their supervisors tend to feel valued and motivated in their roles. 

Empowerment and Autonomy: A satisfactory level of job satisfaction could suggest that 

nurses are given a certain level of autonomy in decision-making and patient care, which 

can enhance their sense of responsibility and professional fulfillment. 

Professional Growth Opportunities: If nurses perceive that their supervisors provide 

opportunities for professional growth, skill development, and career advancement, they 

are more likely to feel satisfied in their roles. Adequate mentoring and guidance from 

supervisors can create a sense of purpose and progression. 

Positive Work Environment: The satisfactory level of supervision-related job 

satisfaction could indicate that the work environment is conducive to open 

communication, mutual respect, and collaborative teamwork. A positive work 

environment contributes significantly to nurses' job satisfaction and overall well-being. 

The very satisfactory mean level of job satisfaction achieved in relation to 

supervision can be attributed to the synergy of the aforementioned factors. When Filipino 

nurses perceive that their supervisors provide effective leadership, support, 

empowerment, and opportunities for growth, they are more likely to feel fulfilled and 

content in their roles. Moreover, the positive organizational culture fostered by these 

factors reinforces the notion that the healthcare institution in the UAE values its nursing 

staff and acknowledges their contributions. 

Overall, the study's results indicate that nurses in the UAE report a satisfactory 

level of job satisfaction in terms of supervision. This can be attributed to factors such as 

clear communication, supportive leadership, empowerment, professional growth 
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opportunities, and a positive work environment. The very satisfactory mean level of job 

satisfaction achieved underscores the importance of effective supervision in healthcare 

organizations and its profound impact on nurses' well-being, performance, and overall 

quality of patient care. Recognizing the significance of supervision in nurses' job 

satisfaction can guide healthcare institutions in implementing strategies to further 

enhance their work environment and ensure the continued well-being of their nursing 

staff. 

 

Co-Workers 

The analysis of the survey responses reveals that nurses in the UAE report a 

satisfactory level of job satisfaction in relation to their co-workers. The mean score is 3.77 

and the SD is 0.87. In reference to these results, below are several factors that contribute 

to this interpretation: 

Effective Problem Solving and Management Support: The satisfactory level of job 

satisfaction suggests that nurses perceive management support and problem-solving 

mechanisms as adequate. When issues arise, the fact that nurses are content with the 

support they receive implies that management is responsive and values their input in 

addressing challenges. 

Sense of Belonging and Team Cohesion: The study results indicate that nurses feel a 

sense of belongingness with their co-workers. This sense of belonging is crucial to 

fostering a positive work environment where collaboration and mutual support thrive. A 

cohesive team dynamic enhances job satisfaction by reducing feelings of isolation and 

promoting camaraderie. 
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Alignment with Organizational Mission: The finding that the team as a whole 

understands the organization's vision, mission, and purpose demonstrates a level of 

clarity and alignment within the team. When nurses are aware of their organization's goals 

and purpose, they are more likely to feel connected to the larger mission, which can 

contribute to a sense of fulfillment. 

The very satisfactory mean level of job satisfaction in the dimension of co-workers 

can be attributed to the positive interactions and relationships among nurses and their 

colleagues. The support from management during challenges, the sense of 

belongingness, and the team's alignment with the organization's mission collectively 

contribute to an environment where nurses feel valued, engaged, and motivated. 

In conclusion, the study's results highlight that nurses in the UAE report a very 

satisfactory level of job satisfaction in relation to their co-workers. This positive outcome 

can be attributed to factors such as effective problem-solving support, a strong sense of 

belongingness, and alignment with the organization's mission. Fostering positive 

relationships and a supportive team environment has significant implications for Filipino 

nurses' overall job satisfaction, retention, and quality of patient care. 

In addition, healthcare institutions should recognize the importance of promoting 

teamwork, communication, and mutual respect among nurses and their co-workers as a 

means to enhance job satisfaction and overall organizational success. 

 

Working Conditions 

In this section, the analysis focuses on responses that were rated as "satisfactorily" 

with a mean score of 3.58 and SD of.086. 
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The aforementioned questions and their overall outcomes are as follows: 

 

Support for Goal Achievement: 

A satisfactory rating indicates that a significant proportion of nurses perceive that 

they are adequately supported in their professional pursuits. This outcome suggests that 

healthcare organizations in the UAE are likely investing in mentorship, training, and 

resources to empower nurses to excel in their roles. This positive perception of support 

can enhance nurses' job satisfaction, as it reduces feelings of isolation and increases 

their confidence in addressing challenges. 

 

Fairness in recognition: 

The satisfactory rating for this question indicates that Filipino nurses in this study 

generally believe that their contributions are recognized and rewarded fairly. This finding 

implies that healthcare institutions in the UAE are likely fostering an environment where 

hard work and dedication are valued and acknowledged. This perception of fairness can 

contribute to nurses' overall job satisfaction, as it instills a sense of worth and motivation 

to continue excelling. 

 

Work pressure perception: 

The satisfactory rating regarding work pressure suggests that while nurses 

acknowledge the demands of their job, they do not perceive an overwhelming or 

unsustainable level of pressure. This result could reflect effective workload management, 

support mechanisms, and a balanced distribution of responsibilities within healthcare 
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organizations. However, further exploration is needed to understand the specific 

strategies employed to maintain this balance. 

The satisfactory ratings in the co-worker dimension of job satisfaction among 

nurses in the UAE indicate positive trends in terms of support, fairness, and work pressure 

perception. The outcomes suggest that the healthcare sector in the UAE has made 

substantial efforts to create a supportive and equitable environment for nurses, thereby 

contributing to their overall job satisfaction. The satisfactory outcomes in the co-worker 

dimension of job satisfaction among nurses in the UAE stem from a combination of 

supportive factors such as mentorship, collaborative culture, transparent recognition, and 

effective stress management. These elements, working in harmony, contribute to the 

achievement of a very satisfactory mean level of job satisfaction, ensuring nurses are 

motivated, engaged, and fulfilled in their roles. However, continuous monitoring and 

adaptation of strategies are essential to sustain or even elevate this level of satisfaction 

and ensure that nurses remain motivated, engaged, and fulfilled in their vital roles within 

the healthcare system. 

 

Relationship between Job Satisfaction and Motivation 

Based on the overall outcome in answering this research objective, the results of 

the study revealed that statistically, there is a significant positive correlation between job 

satisfaction and motivation among Filipino nurses in the UAE. This finding indicates that 

as job satisfaction levels increase, so does motivation within the nursing workforce. 

The rankings for the level of support received, fairness in recognizing contributions, 

pressure in achieving job demands, and overall working conditions ranged from 3.50 to 



105 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

3.71. The aforementioned scores suggest that nurses had a generally positive perception 

of their work environment, perceiving sufficient support, fairness, and reasonable levels 

of pressure. 

In general, the research indicates that nurses in the United Arab Emirates (UAE) 

express contentment with many facets of their occupation, encompassing the 

characteristics of their tasks, acknowledgment, prospects for training and growth, duties, 

incentives, supervision, and working environment (Bell, 2015). The presence of good 

attitudes toward job satisfaction has the potential to enhance motivation, engagement, 

and retention rates within the nursing profession (Van Leijen, 2016).  The results 

supported the studies highlighted by Botchway (2021) and Dor & Halperin (2022) that 

these factors signified that there was a strong correlation between Job Satisfaction and 

Motivation. 

This outcome unveiled a significant and positive correlation between job 

satisfaction and motivation within this specific group of healthcare professionals. This 

finding underscored the importance of job satisfaction as a catalyst for increased 

motivation among Filipino nurses in the UAE. Several key factors explained this outcome 

as highlighted by Minai and Almansour (2013). First, a supportive work environment, 

characterized by appreciation, recognition, and respect, was found to have boosted job 

satisfaction, subsequently enhancing motivation. Additionally, this result can be explained 

in line with Shani & Kumar (2011) and Batchelor et. al. (2014) studies that the availability 

of professional growth opportunities, fair compensation, and recognition of their 

contributions were crucial elements that contributed to the strong connection between job 

satisfaction and motivation. These results not only held practical implications for 
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healthcare management but also highlighted the need for further research to explore 

specific strategies that could be implemented to maximize the positive relationship 

observed in this study. 

To further understand this, the Job Characteristics Model is a theoretical 

framework that can be applied to understand the factors contributing to the job satisfaction 

of nurses in the United Arab Emirates (UAE). This model encompasses various aspects 

of their job, such as the nature of their work, recognition, training and development 

opportunities, responsibilities, rewards, supervision, and working conditions. By 

examining these dimensions, the Job Characteristics Model provides insights into the 

factors that contribute to the overall job satisfaction experienced by nurses in the UAE. 

 The Job Characteristics Model (JCM) is a motivational theory that was formulated 

by Hackman and Oldham during the 1970s. The primary emphasis of this study is on the 

correlation between distinct job features and the augmentation of job satisfaction and 

motivation. According to Hackman and Oldham (1975), the idea posits that specific job 

qualities play a role in shaping the psychological states of employees, subsequently 

impacting their attitudes and behaviors inside the workplace. 

In the context of Filipino nurses in the UAE, the Job Characteristics Model 

suggests that if their jobs provide high skill variety, task identity, task significance, 

autonomy, and feedback, they are more likely to experience meaningfulness in their work, 

feel responsible for their patients' outcomes, and have a clear understanding of their 

performance. As a result, they would report higher levels of job satisfaction and 

motivation. Factors such as recognition, training and development opportunities, 

responsibilities, rewards, supervision, and working conditions may all contribute to the job 
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characteristics and play a role in influencing nurses' job satisfaction and motivation levels 

(Botchway, 2021). 

The Job Characteristics Model (JCM) is the best theory to explain job satisfaction 

among Filipino nurses in the UAE due to its comprehensive framework that aligns with 

the unique characteristics of their work environment. The model's emphasis on task 

variety, skill identity, autonomy, feedback, task significance, and consideration of 

moderators provides a holistic understanding of the factors influencing job satisfaction for 

Filipino nurses in the dynamic healthcare landscape of the UAE (Michailidis & Dracou, 

2011; Leblanc, 2013; Saber et al., 2021). 

It is important to note that job satisfaction is influenced by various factors, including 

individual preferences, organizational culture, management practices, and external 

factors (Saber et al., 2021). Therefore, these results provide an overview but do not 

capture the full complexity of job satisfaction among Filipino nurses in the UAE. 

Further research and analysis may be necessary to gain deeper insights into the 

underlying reasons for job satisfaction and identify specific areas that require 

improvement. Organizations can utilize these findings to design interventions and 

strategies that enhance job satisfaction, promote employee well-being, and ultimately 

improve the overall quality of care provided by nurses in the UAE. 

 

4.4. Motivation of Nurses: Mean and Standard Deviation 

Table 5  

Mean Scores and Standard Deviation on the Level of Motivation of Filipino Nurses in the 

United Arab Emirates  
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The mean and standard deviation of the individual questions were computed to 

see where the nurses scored high or low in (Score per question ranges from 1 and 2 – 

Not Motivated, 3 – Motivated, and 4 – Highly Motivated; For Frequency of Events 

Reported: 1 – Never to 5 - Always) 

 

LEGEND: Score per question ranges  

Mean Score 

1.00 to 2.99 – Not Motivated 

3.00 to 3.99 - Motivated 

4.00 to 5.00 – Highly Motivated 

Frequency of Events Reported:  

1 – Never to 5 – Always 

 

Item 

No. 

 

Motivation of Nurses  

in the UAE 
Mean 

Standard 

Deviation 

Salary 3.95 0.92 

1. Are you able to get your salaries on time 4.30 0.98 

2. Is the salary provided to you by your company 

are according to the industry standards in the 

United Arab Emirates 

3.95 0.97 

3. Does the amount of work that you provide 

compensates you accordingly based on your 
3.79 1.08 
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approved job description by your line manager 

and the HR Department 

4. Is your salary structure based the UAE Labor 

Law guidelines 
3.93 0.96 

5. My salary expectations are in line with my 

experience and qualifications 
3.76 1.11 

Job Security 3.55 0.94 

6. Do you feel secure at your current job role 3.52 1.11 

7. Are you confident that your management 

supports your ideas and contribution 
3.56 1.00 

8. Do you see a good career for you in your 

organization 
3.56 1.04 

9. Do you feel that you have a clearly established 

career path in this organization 
3.49 1.02 

10. Do you have opportunities to learn and grow in 

the company 
3.64 1.01 

11. Are you contented with the health and safety 

conditions at my workplace 
3.91 0.90 

12. Does your management team support and listen 

to your ideas to improve your working 

environment 

3.67 0.96 

13. Does your line manager lead you towards 

excellence through application of work best 

practices in anything that you do? 

 

3.77 0.92 

14 Do you have all the necessary tools and 

instruments that you need to excel 
3.72 0.87 
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15. Does your current work condition is aligned with 

your management goals and objectives 
3.77 0.83 

Responsibilities 3.55 0.90 

16. Are your ideas and opinions being heard and 

recognized by the top   management 
3.43 0.99 

17. Do you feel a sense of personal satisfaction 

when you do your well at work 
3.88 0.91 

18. Are there a rewards program at your workplace 3.26 1.12 

19. Is working in your current workplace increases 

your sense of professional growth 
3.58 1.03 

20. Are you happy with how management treats you 

as a member of the organization 
3.62 1.07 

 

Cooperation 

 

3.77 

 

0.94 

21. Is there a communication strategy available for 

employees to work tactically and achieve their 

objectives at work 

3.62 0.96 

22. Does your team cooperate to one another when 

a task is assigned to your group 
3.80 0.89 

23. Do you feel motivated working in a team 3.91 0.87 

24. Is “leadership by example” being applied to your 

organization 
3.62 1.07 

25, Are you happy with the current department 

where you are assigned right now 
3.89 0.94 

 

Technical Supervision Qualities 

 

3.74 0.82 
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26. Is training and development a priority within my 

department 
3.67 0.97 

27. Is your knowledge, skills, and abilities (KSAs) 

are supervised accordingly to meet my top 

management expectations 

3.73 0.94 

28. Is critical thinking introduced and being applied 

in your current role 
3.84 0.86 

29. Has diversity and generational differences in the 

workplace being supervised fairly within the 

organization 

3.66 0.90 

30. Does your line manager or supervisor introduce 

you to various developmental programs such as 

(shadowing, train the trainer, cross training etc.) 

that provide you an opportunity for growth, 

promotion and to excel at work 

3.80 0.89 

Interpersonal Relationship Quality among colleagues  

with Supervisor and Subordinates 
3.59 0.89 

31. Do you have a strong relationship with your 

supervisor and subordinates 
3.83 0.87 

32. Is there an annual employee engagement and 

welfare program led by your HR department and 

your department managers 

3.30 1.15 

33. Are there available counselling services within 

your organization 
3.39 1.11 

34. Do employees in my organization have access 

to all the necessary resources to provide 

culturally competent care 

3.64 1.00 
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35. Do you observe that the staff members respect 

the diversity and differences of the 

organization’s health care unit team 

3.79 0.89 

 

Motivation plays a significant role in driving employee performance, engagement, 

and satisfaction. Understanding the factors that motivate nurses is crucial for 

organizations to create a supportive work environment and ensure high-quality patient 

care. 

Based on the data, nurses in the UAE generally expressed agreement with several 

motivational factors. The mean scores for each question range from 3.26 to 4.30 on a 

scale of 1 to 5, indicating positive perceptions of motivation among nurses. The standard 

deviations range from 0.81 to 1.15, suggesting some variability in individual responses 

for different motivational aspects. 

 

Interpretation, Discussion, and Analysis of Motivational Data Results 

Salary  

The analysis of responses revealed a motivation level categorized as 

"satisfactorily," implying that while nurses perceive a certain level of satisfaction with their 

salaries, there are factors preventing them from reaching a "highly motivated" mean level. 

As presented, below are the interpretation of key findings: 

Timely Salary Payment: The timely payment of salaries is critical for job satisfaction and 

motivation. The positive responses indicate that nurses generally receive their salaries 

on time, contributing to their motivation. 
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Alignment with Industry Standards: Nurses' perception that their salary aligns with 

industry standards suggests that their compensation is relatively competitive. However, 

this might not be consistently true for all nurses. 

Compensation for Workload: The correlation between workload and compensation is 

important for motivation. Mixed responses might suggest varying perceptions of workload 

and its corresponding compensation. 

Adherence to UAE Labor Law Guidelines: If nurses perceive their salary structure as 

adhering to labor law guidelines, it indicates the organization's commitment to fair 

practices. Inconsistencies might impact motivation. 

Alignment with Experience and Qualifications: Nurses' salary expectations aligning 

with their experience and qualifications indicate that they have a realistic view of their 

worth. Discrepancies might impact overall motivation. 

Discussion and Analysis: 

The "Satisfactorily" motivation level could result from a combination of factors. 

While nurses generally perceive some alignment between their salary and industry 

standards, as well as satisfactory timeliness of payment, disparities in workload 

compensation, adherence to labor law, and alignment with experience and qualifications 

might contribute to the moderation of motivation. Salaries and financial considerations 

are important factors that motivate employees. Nurses in the UAE strongly agreed (mean 

score of 4.30) that they receive their salaries on time, which contributes to their motivation 

and financial security. They also agreed (mean score of 3.95) that their salaries align with 

industry standards in the UAE and are based on their job descriptions and the UAE Labor 

Law guidelines.  
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Overall, the analysis of nurses' motivation levels in relation to their job 

responsibilities and salary in the UAE healthcare sector highlights a balanced but not 

highly elevated state of motivation. Addressing the identified discrepancies in workload 

compensation, adherence to labor law, and alignment with experience and qualifications 

could potentially elevate nurses' motivation to a higher level.  

These results provided valuable insights for healthcare organizations in the UAE 

to formulate targeted strategies aimed at enhancing nurses' motivation, leading to 

improved patient care and overall organizational success. By prioritizing fair 

compensation practices and fostering an environment where nurses feel valued, 

organizations can ultimately achieve a more motivated nursing workforce.  

 

Job Security 

The analysis of responses revealed a motivation level categorized as 

"Satisfactorily," indicating that while nurses generally feel secure in their job roles and 

have a certain level of confidence in management support, there are aspects that prevent 

them from reaching a "highly motivated" mean level. The mean score acquired is 3.95 

and SD is 0-.94.  

The interpretation of key findings is presented below: 

Job Security: Nurses generally reported feeling secure in their job roles. This suggests 

that the UAE healthcare sector may provide stable employment, contributing to their 

motivation. 
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Management Support: While nurses expressed a degree of confidence in management 

support, it might not be consistently strong across all areas. This could be due to 

variations in individual experiences with different managers or teams. 

Career Growth Prospects: Nurses' confidence in a good career within their organization 

indicates a positive perception of growth opportunities. However, these prospects might 

not be clearly communicated or attainable for all nurses. 

Established Career Path: A lack of a clearly established career path might contribute to 

the motivation level not reaching a "highly motivated" state. Nurses need a clear trajectory 

for advancement to remain motivated. 

Learning and Growth Opportunities: While the availability of learning opportunities was 

perceived positively, the extent and relevance of these opportunities could vary, affecting 

overall motivation. 

Health and Safety Conditions: Satisfaction with health and safety conditions is crucial 

for job satisfaction and motivation. Any discrepancies in this area might hinder the 

attainment of a higher motivation level. 

Management's Engagement: Nurses' perceptions of management's engagement in 

improving the working environment directly impact motivation. Mixed responses may be 

indicative of inconsistent efforts from management. 

Work Best Practices: Nurses' alignment with work best practices and their line 

manager's guidance can affect motivation. If best practices are not consistently applied 

or communicated, it might impact overall motivation. 

Resource Availability: The provision of necessary tools and instruments is vital for 

nurses to excel in their roles. Any shortcomings in this area might dampen motivation. 
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Alignment with Organizational Goals: When nurses feel that their work conditions align 

with management goals, it enhances motivation. Any misalignment might hinder reaching 

a "highly motivated" level. 

Discussion and Analysis: 

The "Satisfactorily" motivation level is likely a result of a combination of factors. 

Job security, as per the result in this study was viewed as another important motivator. 

Nurses agreed (mean score of 3.55) that they feel secure in their current job role, which 

contributes to their overall motivation and well-being. 

While certain aspects of job security, management support, and growth 

opportunities are positive, variations and inconsistencies across different elements of the 

job experience contribute to a moderated motivation level. The lack of a well-defined 

career path, inconsistencies in management engagement and best practices, and 

variations in the availability of resources and growth opportunities could collectively 

prevent nurses from reaching a "highly motivated" state. Career-related factors also 

contribute to nurse motivation. Nurses generally agreed (mean scores ranging from 3.49 

to 3.64) that they see a good career path in their organization, have opportunities to learn 

and grow, and have a clearly established career path. These factors indicate that nurses 

perceive potential for professional development and advancement, which positively 

impacts their motivation. 

Nurses' motivation levels in the UAE healthcare sector, particularly in the context 

of job security, demonstrate a balanced but not highly elevated state of motivation. 

Addressing the identified inconsistencies and enhancing aspects related to career 

advancement, management engagement, resource provision, and alignment with 
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organizational goals could potentially elevate nurses' motivation to a higher level. This 

analysis provides valuable insights for healthcare organizations in the UAE to create 

targeted strategies that improve nurses' motivation, ultimately leading to enhanced 

patient care and overall organizational success. 

 

Responsibilities 

This scholarly interpretation seeks to delve into the level of motivation exhibited by 

nurses in the United Arab Emirates (UAE) based on their responsibilities. This resulted to 

obtaining a Mean score of 3.55 and SD of 0.90. The primary focus will be on the 

dimension of responsibilities, analyzing the responses that were marked as 

"Satisfactorily" on a range of questions related to nurses' feelings of recognition, personal 

satisfaction, rewards programs, professional growth, and their perception of management 

treatment. 

 

Interpretation and Discussion: 

Recognition and Management Engagement: The first question pertains to the extent 

to which nurses' ideas and opinions are acknowledged by top management. A 

"Satisfactorily" response may suggest that while some recognition exists, there might be 

room for improvement in terms of active engagement and incorporation of nurses' insights 

into decision-making processes. This could stem from a hierarchical organizational 

structure that may limit direct communication channels between frontline nurses and top 

management. 
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Personal Satisfaction and Job Performance: Nurses experiencing a sense of personal 

satisfaction when performing well at work is indicative of intrinsic motivation. The 

"Satisfactorily" response could reflect a moderate level of internal satisfaction, but the 

lack of a "Highly Motivated" response might be attributed to various factors such as 

workload pressures, administrative challenges, and external stressors that can impact 

their emotional well-being. 

Rewards Program: The presence of a rewards program signifies an organization's 

recognition of nurses' contributions and aims to enhance extrinsic motivation. A 

"Satisfactorily" rating implies the existence of some form of rewards; however, the 

absence of a "Highly Motivated" score might point towards discrepancies between the 

perceived fairness of the rewards and the effort nurses invest in their roles. This 

misalignment could stem from inadequate reward structures or unequal distribution of 

incentives. 

Professional Growth and Development: A "Satisfactorily" response regarding 

professional growth highlights that nurses recognize some opportunities for career 

advancement and skill enhancement. Nonetheless, the absence of a "Highly Motivated" 

rating could suggest limitations in terms of career progression pathways, lack of skill 

development initiatives, or inadequate support for continuing education and training. 

Management Treatment: Nurses' perception of how they are treated by management is 

crucial for their overall motivation. A "Satisfactorily" response might indicate a mixed 

perception, where some positive interactions coexist with areas that require improvement. 

The absence of a "Highly Motivated" result could be due to a perception of hierarchical 

rigidity or communication gaps that hinder a strong sense of belonging and inclusion. 
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Discussion and Analysis: 

The study's results indicating a "Satisfactorily" level of motivation among nurses 

can be attributed to a combination of factors. It's possible that while certain positive 

aspects of motivation are present, there might be challenges within the organizational 

environment that hinder the attainment of a "Highly Motivated" mean level. 

Complex Work Environment: The healthcare sector, particularly nursing, can be 

demanding and complex. High patient-to-nurse ratios, long shifts, and emotional stress 

can impact nurses' motivation despite positive efforts by the organization. 

Cultural and Social Factors: The UAE's cultural context might influence how nurses 

perceive recognition, rewards, and management treatment. Cultural norms and 

expectations can interact with organizational practices, influencing motivation levels. 

Organizational Policies: Inadequate rewards structures limited professional 

development opportunities, and hierarchical communication patterns might be present 

within certain healthcare institutions. These factors can dampen motivation even if 

positive elements exist. 

Leadership Styles: The leadership approach adopted by management can significantly 

affect nurses' motivation. Autocratic leadership styles might limit nurses' sense of 

autonomy and engagement, contributing to the observed "Satisfactorily" level. 

In conclusion, this scholarly interpretation of nurse motivation levels in the UAE 

based on their responsibility’s sheds light on the intricate interplay of factors that influence 

their overall motivation. While the responses indicate a "Satisfactorily" level, the absence 

of a "Highly Motivated" mean level can be attributed to the complex nature of the nursing 

profession, the organizational context, cultural influences, and leadership practices. 
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Addressing these factors comprehensively, including improving recognition, rewards 

programs, professional development opportunities, and management styles, can 

contribute to elevating nurses' motivation levels to a higher state of engagement and 

satisfaction. 

 

Cooperation: 

In this part, it has been learned that the mean score is 3.77 and the SD is 0.90. 

This scholarly interpretation determined the level of motivation among nurses in the UAE 

concerning the dimension of cooperation. The analysis will focus on responses 

categorized as "satisfactorily" from questions related to communication strategy, 

teamwork, motivation within teams, leadership style, and departmental satisfaction. 

 

Interpretation and Discussion: 

Communication Strategy: The presence of a communication strategy indicates the 

organization's commitment to facilitating effective information flow. A "satisfactory" 

response suggests that while some communication strategy exists, it may not be fully 

optimized. The absence of a "highly motivated" rating may indicate potential gaps in the 

strategy's implementation or its alignment with nurses' needs for streamlined 

communication. 

Team Cooperation: The willingness of teams to collaborate and support each other is 

essential for a harmonious work environment. A "satisfactorily" rating implies moderate 

teamwork but could also suggest occasional inconsistencies or challenges in team 
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cooperation. The absence of a "Highly Motivated" score might point towards instances of 

communication breakdowns or limited resources that hinder effective teamwork. 

Motivation in Teams: Feeling motivated while working in a team contributes to job 

satisfaction and performance. A "satisfactory" response might indicate that while there is 

some level of motivation, it might not be consistently high. The absence of a "highly 

motivated" outcome could be attributed to factors like individual differences in team 

dynamics, the influence of external stressors, or a lack of clear team goals. 

Leadership by Example: "Leadership by example" reflects the behavior of leaders that 

inspires employees to emulate positive work habits. A "satisfactorily" rating might suggest 

that some instances of leadership by example are observed, but not to an extent that 

leads to a highly motivated atmosphere. The absence of a "highly motivated" result could 

stem from inconsistencies in leadership behaviors or limited visibility of leaders' 

exemplary actions. 

Departmental Satisfaction: Contentment with one's assigned department is crucial for 

overall motivation. A "satisfactory" response suggests a moderate level of departmental 

satisfaction. The absence of a "Highly Motivated" score could be attributed to certain 

aspects of the department that may not fully align with nurses' preferences or could be 

improved to enhance job satisfaction. 

Analysis: 

The results of the study, centered on "satisfactorily" high levels of motivation 

among nurses in the UAE based on cooperation, can be attributed to various factors that 

influence teamwork, leadership, communication, and departmental satisfaction. 
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Organizational Culture: A culture that promotes open communication, collaboration, 

and positive leadership can significantly impact nurses' motivation. The presence of a 

"satisfactorily" rating might indicate that while certain elements of this culture exist, they 

might not be consistently fostered throughout the organization. 

Leadership Style: The application of "leadership by example" can be a powerful 

motivator. However, achieving a consistently high level of motivation might be hindered 

by variations in leadership behaviors across different departments or teams. 

Team Dynamics: Despite the presence of team cooperation and motivation, the absence 

of a "Highly Motivated" score could be due to interpersonal dynamics, differing workloads, 

or occasional conflicts that affect the overall motivation level within teams. Interpersonal 

relationships and teamwork are significant motivators in the workplace. Nurses agreed 

(mean scores ranging from 3.59 to 3.83) that they have strong relationships with their 

supervisors and subordinates, observe respect for diversity and differences among team 

members, and feel motivated working in a team. 

Communication Strategy Implementation: A successful communication strategy 

requires consistent implementation. The "satisfactorily" rating could be linked to 

challenges in effectively executing the strategy or aligning it with the specific needs of 

nurses. 

In conclusion, the analysis of Filipino nurse motivation levels in the UAE based on 

cooperation highlights the multifaceted nature of factors contributing to nurses' 

motivation. While the results reflect a "satisfactory" level, the absence of a "highly 

motivated" mean level can be attributed to the intricate interplay of organizational culture, 

leadership practices, team dynamics, and communication strategies. To achieve a higher 
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level of motivation, it is crucial for healthcare institutions to foster a culture of collaboration, 

promote consistent leadership by example, address challenges within teams, and refine 

communication strategies to better meet the needs of nurses. 

 

Technical Supervision Qualities 

The study's focus on the level of motivation among nurses in the UAE, specifically 

centered on the dimension of "technical supervision qualities," seeks to explore how 

various factors related to training, supervision, skill development, critical thinking, diversity 

management, and career growth influence nurse motivation. 

The analysis primarily emphasizes the response category of "satisfactorily," 

indicating a moderate level of motivation. With this occurrence, below is the interpretation 

of the results and a discussion of the potential reasons behind the outcome. The result of 

this part of the study will be beneficial in line with the subject being addressed by this 

researcher in this scholastic journey.  

Training and Development Priority: 

The fact that respondents indicated a "satisfactory" level for the priority of training 

and development within their department suggests that while there might be initiatives in 

place, there's room for improvement. The moderate response could stem from a 

perceived gap between the actual opportunities provided and nurses' expectations. To 

achieve a higher motivation level, organizations could invest more in continuous learning, 

tailored skill development programs, and clear communication about growth prospects. 
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Supervision of KSAs: 

The response indicating "satisfactorily" for the supervision of knowledge, skills, and 

abilities (KSAs) to meet top management expectations could suggest that the supervision 

process might not be consistently aligned with higher-level goals. Nurses might feel that 

their capabilities are acknowledged, but there might be opportunities for improving the 

alignment between their performance and organizational goals. Increased clarity, 

feedback, and a stronger connection between individual efforts and broader objectives 

could enhance motivation. 

Critical Thinking Application: 

The "satisfactorily" response regarding the introduction and application of critical 

thinking in the nurses' roles could imply that while critical thinking might be acknowledged 

as important, its practical implementation might not be consistently encouraged or 

rewarded. Encouraging critical thinking can significantly empower nurses to take 

ownership of their tasks and decisions, leading to higher motivation. The result suggests 

that there's potential for promoting a culture that values and supports critical thinking 

skills. 

Fair Diversity Management: 

The moderate response in terms of supervising diversity and generational 

differences might indicate that the organization acknowledges these aspects but still has 

some way to go in ensuring that they are managed fairly. A highly motivated workplace 

often thrives on diverse perspectives and an inclusive environment. Organizations can 

work on fostering an atmosphere where diversity is celebrated, and efforts are made to 

bridge generational gaps through effective communication and understanding. 
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Developmental Programs: 

The "satisfactorily" response regarding the introduction of developmental 

programs like shadowing, cross-training, etc. suggests that while these programs exist, 

they might not be fully meeting nurses' expectations for growth and promotion. There 

could be scope for offering more comprehensive and tailored developmental opportunities 

to cater to individual aspirations and talents. Enhancing the accessibility and visibility of 

these programs could elevate motivation levels. 

Explanations for Not Achieving a "Highly Motivated" Mean Level: 

The study's results not achieving a "highly motivated" mean level could be 

attributed to a combination of factors. Firstly, the "satisfactorily" response category 

indicates that while efforts are being made in various aspects of technical supervision, 

there's room for improvement in most areas. This moderation in responses suggests that 

the nurses perceive these factors as moderately motivating, but they might still feel that 

their needs and expectations aren't fully met. 

Secondly, achieving a "highly motivated" mean level requires not only addressing 

the technical aspects of supervision but also considering the emotional and psychological 

aspects of motivation. Factors like leadership style, work-life balance, recognition, and 

empowerment play crucial roles in nurturing high motivation levels. If these dimensions 

were not fully addressed in the study, they could contribute to the overall outcome. 

In conclusion, the "satisfactorily" response indicates that nurses' motivation levels 

in the UAE are influenced by various aspects of technical supervision qualities, but there's 

room for enhancement. To achieve higher motivation levels, organizations should focus 

on aligning training and development with nurses' expectations, strengthening the link 
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between KSAs and top management expectations, promoting critical thinking, fostering 

diversity and inclusion, and offering more comprehensive developmental programs. 

Additionally, a holistic approach that encompasses emotional and psychological factors 

is essential for achieving a "highly motivated" workforce. 

 

Interpersonal Relationships 

The dimension of "interpersonal relationships" explores how factors such as 

relationships with supervisors and colleagues, employee engagement programs, access 

to counseling services, cultural competence, and diversity appreciation influence nurse 

motivation. The analysis emphasizes the "satisfactorily" response category, indicating a 

moderate level of motivation. Let's interpret the results and discuss the potential reasons 

behind this outcome. 

Strong Relationships with Supervisors and Subordinates: The "satisfactorily" 

response regarding strong relationships with supervisors and subordinates suggests that 

while there might be a degree of rapport, it might not be consistently strong. The moderate 

response might stem from varying interpersonal dynamics within the workplace. To 

achieve a higher motivation level, fostering open communication, mutual respect, and 

supportive relationships is crucial. Nurses are likely to be more motivated when they feel 

valued and understood by their colleagues and supervisors. 

Employee Engagement and Welfare Programs: The moderate response to the 

availability of annual employee engagement and welfare programs could suggest that 

while such programs exist, they might not fully align with nurses' expectations or address 

their specific needs. A "satisfactory" response indicates room for improvement in terms 
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of the scope, relevance, and impact of these programs. To enhance motivation, 

organizations should tailor engagement initiatives to nurses' preferences, allowing them 

to feel a stronger sense of involvement and support. 

Access to Counseling Services: The "satisfactorily" response concerning the 

availability of counseling services implies that while counseling services might be 

accessible, there could be room for improvement in terms of their utilization and 

effectiveness. The moderate response might be due to a lack of awareness about these 

services or a perceived stigma around seeking support. Organizations can work on 

destigmatizing mental health services and promoting awareness to improve nurse well-

being and motivation. 

Culturally Competent Care Resources: The response indicating "satisfactory" 

availability of necessary resources for culturally competent care suggests that while 

resources might exist, they might not be fully comprehensive or effectively communicated 

to nurses. Achieving a higher motivation level could involve providing nurses with 

comprehensive training, tools, and information to deliver culturally sensitive care. When 

nurses feel confident and well-equipped to address diverse patient needs, their motivation 

tends to increase. 

Respect for Diversity and Differences: The moderate response to staff members 

respecting diversity within the healthcare unit team might indicate that while there's a 

degree of respect, it might not be consistently practiced by all staff members. A 

"satisfactory" response implies the need for ongoing efforts to promote inclusivity and 

diversity appreciation. To enhance motivation, organizations should foster a culture of 
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respect where differences are valued and celebrated, creating a harmonious and 

motivating work environment. 

Explanations for Not Achieving a "Highly Motivated" Mean Level: 

The results not reaching a "highly motivated" mean level can be attributed to 

several factors. Firstly, the "satisfactorily" response category indicates that while there 

are positive aspects within the dimension of interpersonal relationships, there's room for 

improvement in most areas. This moderation suggests that nurses perceive these factors 

as moderately motivating, but there's still potential for growth. 

Secondly, achieving a "highly motivated" mean level requires not only addressing 

interpersonal factors but also considering other aspects like workload, work-life balance, 

recognition, and career advancement opportunities. If these dimensions were not fully 

explored in the study, they could contribute to the overall outcome. 

Working conditions and support from management are additional factors 

influencing nurse motivation. Nurses generally agreed (mean scores ranging from 3.67 

to 3.91) that they feel satisfied with health and safety conditions at their workplace, receive 

support from management, have necessary tools and instruments to excel, and 

experience alignment between their work conditions and management goals. 

Organizational support and developmental programs also contribute to nurse 

motivation. Nurses agreed (mean scores ranging from 3.30 to 3.80) that there are 

employee engagement and welfare programs, training and development priorities, the 

introduction of various developmental programs, and the availability of necessary 

resources for culturally competent care. 
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However, there were a few aspects that received hesitating or lower agreement 

scores, such as the availability of counseling services (mean score of 3.39) and an annual 

employee engagement and welfare program (mean score of 3.30). These areas may 

require further attention and improvement to enhance nurse motivation and well-being. 

In conclusion, the "satisfactorily" response indicates that nurse motivation in the 

UAE, within the context of interpersonal relationships, is influenced by various factors. To 

achieve higher motivation levels, organizations should focus on fostering strong 

relationships, tailoring employee engagement programs, enhancing awareness and 

utilization of counseling services, providing culturally competent care resources, and 

promoting respect for diversity. A comprehensive approach that considers various 

motivational drivers and ensures their alignment with nurses' needs is vital for achieving 

a "highly motivated" workforce. 

 

Herberg’s Two Factor Theory and the Level of Motivation 

With the culmination of the figures acquired from this pedagogical inquiry, all the 

data suggests that nurses in the UAE are motivated by factors such as timely salaries, 

career prospects, job security, supportive working conditions, interpersonal relationships, 

and organizational support. Organizations can utilize these findings to design strategies 

and initiatives that further enhance nurse motivation, job satisfaction, and the overall 

quality of care. The motivation theory that explains how salaries, career prospects, job 

security, supportive working conditions, interpersonal relationships, and organizational 

support impact motivation at work for nurses is known as the "Two-Factor Theory" or 

"Dual-Factor Theory" of motivation. 
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The two-factor theory was developed by Frederick Herzberg, a psychologist, in the 

late 1950s. Bahrami et al. (2013) and Dor & Halperin (2022) stated that this theory has 

two sets of factors that influence job satisfaction and motivation at work, and they are 

distinct from each other: 

Hygiene Factors: These are the extrinsic factors that relate to the work environment and 

include elements such as salaries, job security, career prospects, working conditions, 

organizational policies, interpersonal relationships, and supervisory practices. When 

these factors are inadequate or dissatisfying, they can lead to job dissatisfaction. 

However, even if they are excellent, they do not necessarily lead to high levels of 

motivation; they simply prevent job dissatisfaction (Bahrami et al., 2013). 

 

Motivational Factors: These are the intrinsic factors that relate to the content of the job 

itself and include elements such as recognition, responsibility, opportunities for growth, 

achievement, and personal development. When these factors are present and fulfilling, 

they can lead to increased job satisfaction and motivation (Dor and Halperin, 2022). 

In the context of nurses, the Two-Factor Theory suggests that a supportive work 

environment, competitive salaries, job security, opportunities for career advancement, 

positive interpersonal relationships with colleagues and supervisors, and organizational 

support will prevent dissatisfaction among nurses (hygiene factors). However, to truly 

motivate nurses to excel and be more committed to their work, the presence of 

motivational factors, such as recognition for their contributions, chances for professional 

growth, and meaningful tasks, is essential. 
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In summary, the Two-Factor Theory highlights the importance of addressing both 

hygiene and motivational factors in the workplace to ensure nurses are not only satisfied 

but also motivated to perform at their best (Minai and Almansour, 2013). 

It is important to note that motivation is a complex construct influenced by 

individual differences, organizational culture, and external factors. Therefore, these 

results provide a snapshot but may not capture the full spectrum of motivational factors 

among Filipino nurses in the UAE. 

Further research and analysis, including qualitative approaches and in-depth 

interviews, may be necessary to gain deeper insights into the specific factors driving 

motivation and to address any areas of concern. 

 

3. Significant relationship between job satisfaction and motivation 

In the realm of workplace dynamics, the intricate interplay between job satisfaction 

and motivation has long captured the attention of researchers and organizations alike. 

The question of whether a substantial connection exists between these two vital factors 

holds implications not only for individual employee well-being but also for overall 

productivity and organizational success.  

Delving into this intriguing intersection, we explore existing studies and insights to 

unveil the nuanced relationship between job satisfaction and motivation, shedding light 

on the extent to which they intertwine and influence one another.  

Below are the findings acquired by this researcher using Pearson r. 
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Table 6  

Responsibilities and their corresponding computed Pearson correlation coefficients and 

p-values 

Responsibilities vs 

Computed 

Pearson 

Computed  

p-value 

Salary 0.5210 0.0000 

Job Security 0.6860 0.0000 

Working Conditions 0.7460 0.0000 

Responsibility 0.7100 0.0000 

Cooperation’s 0.7390 0.0000 

Technical Supervision 0.7340 0.0000 

Interpersonal 

Relationship 0.7000 0.0000 

 

In Table 6, the above illustration posits the list of responsibilities and their 

corresponding computed Pearson correlation coefficients and p-values. The Pearson 

correlation coefficient determines the strength and direction of the linear relationship 

between two variables. The p-value determines the statistical significance of the 

correlation and its outcome. 
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Referring to the computed Pearson correlation coefficients, as per Table 5, the 

values are positive, ranging from 0.5210 to 0.7460. These numbers highlight a positive 

correlation between the responsibilities and the variables that they are associated with. 

The p-values for all the correlations are 0.0000, which means the correlations are 

statistically significant. A p-value of 0.0000 suggests that the probability of observing such 

strong correlations due to random chance alone is extremely low. 

Based on these outcomes, this heads to a decision to reject the null hypothesis 

(Ho) for all the responsibilities. The null hypothesis assumes that there is no correlation 

between the responsibilities and the variables. By rejecting the null hypothesis, this 

researcher can assume that there is a significant correlation between the responsibilities 

and the above variables. 

It is deemed important to emphasize that correlation does not imply causation. 

These consequences do not establish a cause-and-effect relationship between 

responsibilities and variables. In addition, the other factors could be influencing these 

relationships, and it is suggested that additional research could be needed to determine 

any causal links that may be found that are intertwined in this study. 

Moreover, having more context about the study, dataset, and the specific 

responsibilities and variables being considered would offer a more comprehensive 

interpretation of these findings. These results indicate that there is a positive relationship 

between the responsibilities and the variables listed, including salary, job security, 

working conditions, responsibility itself, cooperation, technical supervision, and 

interpersonal relationships. It suggests that as the level of responsibility increases, these 

variables also tend to increase. 
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As well, it would be helpful to have more context about the specific study or dataset 

from which these correlations were computed. Understanding the nature of the data and 

the population being studied would provide a clearer interpretation of these findings. 

 

Table 7  

Rewards and the corresponding computed Pearson correlation coefficients and p-values 

Rewards vs 

Computed 

Pearson 

Computed  

p-value 

Salary 0.6410 0.0000 

Job Security 0.7860 0.0000 

Working Conditions 0.8180 0.0000 

Responsibility 0.8450 0.0000 

Cooperation’s 0.7800 0.0000 

Technical Supervision 0.7990 0.0000 

Interpersonal 

Relationship 0.8010 0.0000 

 

In Table 7, it can view that we have a list of rewards (such as salary, job security, 

working conditions, responsibility, cooperation, technical supervision, and interpersonal 

relationships) and their corresponding computed Pearson correlation coefficients and p-

values. Once again, the Pearson correlation coefficient measures the strength and 
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direction of the linear relationship between two variables, while the p-value helps 

determine the statistical significance of the correlation. 

The computed Pearson correlation coefficients for the rewards range from 0.6410 

to 0.8450, indicating positive correlations between the rewards and the variables they are 

associated with. The coefficients suggest moderate to strong positive relationships. 

Similarly, to the previous table, the p-values for all the correlations are 0.0000, 

suggesting that the correlations are statistically significant and unlikely to occur by chance 

alone. 

The decision to reject the null hypothesis (Ho) indicates that there is a significant 

correlation between the rewards and the variables listed. This means that as the rewards 

increase, the associated variables (salary, job security, working conditions, responsibility, 

cooperation, technical supervision, and interpersonal relationships) also tend to increase. 

However, as mentioned earlier, it's important to note that correlation does not imply 

causation. These results do not indicate that the rewards directly cause changes in the 

variables or vice versa. Other factors may influence these relationships, and further 

analysis is necessary to establish any causal links. 

Again, the term "not significant" does not imply that the correlations are weak or 

unimportant. It simply means that the correlations are statistically significant and unlikely 

to occur due to chance alone. 

To fully interpret these findings, additional context about the study or dataset would 

be helpful. Understanding the specific population and data collection methods would 

provide a clearer understanding of the relationships between rewards and the associated 

variables. 



136 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

Overall, the results suggest that there are positive relationships between rewards 

(such as salary, job security, working conditions, responsibility, cooperation, technical 

supervision, and interpersonal relationships) and the variables listed. The strength of 

these relationships is indicated by the magnitude of the correlation coefficients, which 

range from 0.6410 to 0.8450. 

 

Table 8  

Job and the corresponding computed Pearson correlation coefficients and p-values 

Job vs 

Computed 

Pearson 

Computed  

p-value 

Salary 0.7570 0.0000 

Job Security 0.7620 0.0000 

Working Conditions 0.8260 0.0000 

Responsibility 0.8400 0.0000 

Cooperation 0.8280 0.0000 

Technical Supervision 0.8190 0.0000 

Interpersonal 

Relationship 0.8050 0.0000 

 

Table 8 illustrates a set of job-related factors (salary, job security, working 

conditions, responsibility, cooperation, technical supervision, and interpersonal 
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relationships) and their computed Pearson correlation coefficients and p-values. The 

decision and remarks state that the correlations between these job factors and the 

variables are not considered significant. 

The computed Pearson correlation coefficients in this table range from 0.7570 to 

0.8400, all of which are positive. These coefficients indicate moderate to strong positive 

relationships between the job factors and the variables. 

The p-values for all the correlations are reported as 0.0000, implying that the 

correlations are statistically significant. By rejecting the null hypothesis (Ho), the table 

suggests that there is a significant correlation between the job factors and the variables. 

However, the remarks state that the correlations are "Not Significant," which 

contradicts the statistical inference made based on the computed p-values. It is possible 

that there is a typographical error or misinterpretation of the results in the table. The term 

"Not Significant" typically refers to correlations that are statistically weak or unreliable. 

However, with p-values of 0.0000, the correlations should be considered statistically 

significant. 

To provide a more accurate interpretation, it is crucial to have additional context 

about the study or dataset from which these correlations were computed. Understanding 

the specifics of the data collection, the nature of the variables, and the population being 

studied would help clarify the reasons behind the contradictory remarks. 

Furthermore, it is important to remember that correlation does not imply causation. 

These results do not establish a cause-and-effect relationship between the job factors 

and the variables. There could be other factors influencing these relationships, and further 

research would be needed to explore any causal links. 
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In summary, the table presents correlations between job factors and variables, with 

positive coefficients suggesting moderate to strong relationships. However, the 

contradictory remarks regarding the significance of these correlations and the reported p-

values of 0.0000 raise questions about the accuracy of the information presented. 

Additional context and clarification are necessary to provide a more meaningful and 

reliable interpretation of the results. 

Table 9 

Promotional Opportunities and the corresponding computed Pearson correlation 

coefficients and p-values 

Promotional 

Opportunities vs 

Computed 

Pearson 

Computed  

p-value 

Salary 0.6530 0.0000 

Job Security 0.8530 0.0000 

Working Conditions 0.8510 0.0000 

Responsibility 0.8880 0.0000 

Cooperation 0.8160 0.0000 

Technical Supervision 0.8320 0.0000 

Interpersonal 

Relationship 0.8160 0.0000 
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In Table 9, this table have a set of factors related to promotional opportunities 

(salary, job security, working conditions, responsibility, cooperation, technical 

supervision, and interpersonal relationships) and their computed Pearson correlation 

coefficients and p-values. The decision and remarks indicate that the correlations 

between promotional opportunities and the variables are considered significant. 

The computed Pearson correlation coefficients for promotional opportunities and 

the variables range from 0.6530 to 0.8880, all of which are positive. These coefficients 

suggest moderate to strong positive relationships between promotional opportunities and 

the variables. 

The p-values for all the correlations are reported as 0.0000, indicating that the 

correlations are statistically significant. By rejecting the null hypothesis (Ho), we conclude 

that there is a significant correlation between promotional opportunities and the variables. 

These significant correlations imply that as promotional opportunities increase, the 

associated variables (salary, job security, working conditions, responsibility, cooperation, 

technical supervision, and interpersonal relationships) also tend to increase. The strong 

positive relationships suggest that employees who have more promotional opportunities 

may also experience higher salaries, job security, better working conditions, and 

improved interpersonal relationships. 

It is important to note that correlation does not imply causation. These results do 

not establish a cause-and-effect relationship between promotional opportunities and the 

variables. Other factors, such as individual performance, company policies, or 

organizational culture, could also contribute to these relationships. 
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Based on the findings, it is recommended that organizations consider providing 

ample promotional opportunities for their employees. By doing so, they may positively 

impact various aspects such as salary, job security, working conditions, responsibility, 

cooperation, technical supervision, and interpersonal relationships. Offering clear career 

growth paths and opportunities for advancement can lead to greater job satisfaction, 

increased motivation, and enhanced overall performance. 

However, it is crucial to approach these recommendations with caution. While the 

correlations suggest a positive relationship, organizations should also consider other 

factors, such as employee skills, qualifications, and performance, when making decisions 

about promotions. A comprehensive approach that takes into account various aspects of 

employee development and engagement would be beneficial for creating a positive and 

motivating work environment. 

In summary, the table presents significant correlations between promotional 

opportunities and various job-related factors. The positive relationships suggest that 

promotional opportunities can influence salary, job security, working conditions, 

responsibility, cooperation, technical supervision, and interpersonal relationships. 

However, organizations should consider a holistic approach and take into account 

individual performance and qualifications when making promotion decisions. 
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Table 10  

Supervision and corresponding computed Pearson correlation coefficients and p-values 

Supervision VS 

Computed 

Pearson 

Computed  

p-value 

Salary 0.5960 0.0000 

Job Security 0.7490 0.0000 

Working Condition 0.8310 0.0000 

Responsibility 0.8110 0.0000 

Cooperation 0.8010 0.0000 

Technical Supervision 0.8320 0.0000 

Interpersonal 

Relationship 0.7940 0.0000 

 

Table 10, in this presentation, showed a set of factors related to supervision 

(salary, job security, working conditions, responsibility, cooperation, technical 

supervision, and interpersonal relationships) and their computed Pearson correlation 

coefficients and p-values. The decision and remarks indicate that the correlations 

between supervision and the variables are considered significant. 

The computed Pearson correlation coefficients for supervision and the variables 

range from 0.5960 to 0.8320, all of which are positive. These coefficients suggest 

moderate to strong positive relationships between supervision and the variables. 
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The p-values for all the correlations are reported as 0.0000, indicating that the 

correlations are statistically significant. By rejecting the null hypothesis (Ho), we conclude 

that there is a significant correlation between supervision and the variables. 

These significant correlations suggest that as supervision increases, the 

associated variables (salary, job security, working conditions, responsibility, cooperation, 

technical supervision, and interpersonal relationships) also tend to increase. It indicates 

that effective and supportive supervision can have a positive impact on various aspects 

of employees' experiences and outcomes. 

It's important to note that correlation does not imply causation. These results do 

not establish a cause-and-effect relationship between supervision and the variables. 

Other factors, such as the quality of supervision, communication, and leadership 

practices, could also influence these relationships. 

Based on the findings, it is recommended that organizations prioritize and invest 

in effective supervision practices. This may include providing training and development 

opportunities for supervisors, fostering open communication channels, and creating a 

supportive and empowering work environment. By doing so, organizations can potentially 

enhance employee satisfaction, performance, and overall well-being. 

Additionally, it is crucial to recognize the interplay between supervision and other 

factors such as job design, organizational culture, and employee autonomy. A 

comprehensive approach that considers these interconnected factors can help create a 

positive work environment that fosters strong supervision and supports employee 

success. 
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In summary, the table presents significant correlations between supervision and 

various job-related factors. The positive relationships suggest that effective supervision 

can have a positive impact on salary, job security, working conditions, responsibility, 

cooperation, technical supervision, and interpersonal relationships. Organizations should 

prioritize developing and supporting effective supervision practices to promote positive 

employee experiences and outcomes. 

 

Table 11  

Co-Workers and the corresponding computed Pearson correlation coefficients & p-values 

Co-Workers vs 

Computed 

Pearson 

Computed    

p-value 

Salary 0.6530 0.0000 

Job Security 0.7700 0.0000 

Working Conditions 0.8360 0.0000 

Responsibility 0.8050 0.0000 

Cooperation 0.8580 0.0000 

Technical Supervision 0.8440 0.0000 

Interpersonal 

Relationship 0.7840 0.0000 
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In this presentation, in Table 11, this part of the scholarly work highlighted a set of 

factors related to co-workers (salary, job security, working conditions, responsibility, 

cooperation, technical supervision, and interpersonal relationships) and their computed 

Pearson correlation coefficients and p-values. The decision and remarks indicate that the 

correlations between co-workers and the variables are considered significant. 

The computed Pearson correlation coefficients for co-workers and the variables 

range from 0.6530 to 0.8580, all of which are positive. These coefficients suggest 

moderate to strong positive relationships between co-workers and the variables. 

The p-values for all the correlations are reported as 0.0000, indicating that the 

correlations are statistically significant. By rejecting the null hypothesis (Ho), we conclude 

that there is a significant correlation between co-workers and the variables. 

These significant correlations suggest that positive relationships with co-workers 

are associated with higher levels of salary, job security, working conditions, responsibility, 

cooperation, technical supervision, and interpersonal relationships. These results 

revealed that having good rapport, cooperation, and positive interactions with co-workers 

can contribute to a more favorable work environment and overall job satisfaction. 

As part of this pedagogical inquiry, it is important to remember that correlation does 

not imply causation. These findings do not establish a cause-and-effect relationship 

between co-workers and the variables. Other elements, such as teamwork, 

communication, and organizational culture, could or may also influence these 

relationships. 

In reference to the research findings, it is recommended that nursing and medical 

organizations promote a positive and collaborative work environment. For the kabayan 
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nurses in this pedagogical inquiry, it is highly suggested by this researcher that 

encouraging teamwork, providing opportunities for team-building activities, and fostering 

effective communication can contribute to stronger relationships among co-workers. This, 

in turn, may lead towards increased in workforce job satisfaction, higher levels of 

performance, and improved overall organizational outcomes. 

Additionally, organizations can consider implementing strategies to enhance 

interpersonal relationships, such as mentorship programs, social events, and cross-

functional projects. These initiatives can facilitate positive interactions among co-workers 

and foster a sense of community and support within the workplace. 

In summary, Table 11 postulated valuable discovery that there is a significant 

correlation between co-workers and various job-related factors. The positive relationships 

proposed that positive interactions and cooperation among co-workers are associated 

with higher levels of salary, job security, working conditions, responsibility, cooperation, 

technical supervision, and interpersonal relationships. Medical institutions, healthcare 

organizations and other similar established are advised to prioritize in fostering a positive 

work environment where it prioritizes promoting effective collaboration among co-workers 

to enhance employee satisfaction and overall organizational performance. 
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Table 12  

Working Conditions and the corresponding computed Pearson correlation coefficients 

and p-values. 

 

Working Conditions vs 

Computed 

Pearson 

Computed  

p-value 

Salary 0.7050 0.0000 

Job Security 0.8180 0.0000 

Working Conditions 0.8910 0.0000 

Responsibility 0.8810 0.0000 

Cooperation 0.8400 0.0000 

Technical Supervision 0.8550 0.0000 

Interpersonal 

Relationship 0.7880 0.0000 

 

In reference to Table 11, where the set of factors related to working conditions 

(salary, job security, working conditions, responsibility, cooperation, technical 

supervision, and interpersonal relationships) and their computed Pearson correlation 

coefficients and p-values. The decision and remarks indicate that the correlations 

between working conditions and the variables are considered significant. 
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The computed Pearson correlation coefficients for working conditions and the 

variables range from 0.7050 to 0.8910, all of which are positive. These coefficients 

suggest moderate to strong positive relationships between working conditions and the 

variables. 

The p-values for all the correlations are reported as 0.0000, indicating that the 

correlations are statistically significant. By rejecting the null hypothesis (Ho), we conclude 

that there is a significant correlation between working conditions and the variables. 

These significant correlations suggest that better working conditions are 

associated with higher levels of salary, job security, responsibility, cooperation, technical 

supervision, and interpersonal relationships. It indicates that providing a favorable and 

supportive work environment, such as comfortable physical surroundings, adequate 

resources, and appropriate work-life balance, can positively impact various aspects of 

employees' experiences and outcomes. 

It's important to note that correlation does not imply causation. These results do 

not establish a cause-and-effect relationship between working conditions and the 

variables. Other factors, such as job design, leadership practices, and organizational 

policies, could also influence these relationships. 

Based on the findings, it is recommended that organizations prioritize and invest 

in improving working conditions for their employees. This may involve assessing and 

addressing factors such as physical workspace, safety measures, workload 

management, and flexibility options. By creating a positive and conducive work 

environment, organizations can enhance employee satisfaction, well-being, and overall 

performance. 
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Additionally, organizations should foster open communication channels to solicit 

feedback from employees regarding their working conditions. Regular surveys or focus 

groups can provide valuable insights and help identify areas for improvement. Taking 

proactive steps to address employees' concerns and suggestions can contribute to a 

positive work culture and strengthen the employer-employee relationship. 

In summary, the table presents significant correlations between working conditions 

and various job-related factors. The positive relationships suggest that better working 

conditions are associated with higher levels of salary, job security, responsibility, 

cooperation, technical supervision, and interpersonal relationships. Organizations should 

prioritize creating a supportive and favorable work environment to enhance employee 

satisfaction, well-being, and overall organizational success. 

 

Research Objective No. 3:  

Positive Significant Correlation on Job Satisfaction and Motivation  

Overall, this part of the research study yielded a compelling result, pointing to a 

robust and positive correlation between job satisfaction and motivation within this specific 

group. This discovery underscored a fundamental relationship between these two key 

elements of a nurse's professional life. In reference to the study conducted by Dor and 

Halperin (2022), the outcome of this pedagogical inquiry postulated that as job 

satisfaction levels increased, motivation levels also exhibited a concurrent rise. In 

practical terms as articulated by Swedena (2023), the result meant that when these 

nurses found themselves more content with their work environment, compensation, and 

personal fulfillment, they were more likely to be intrinsically motivated to perform at their 
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best. This interdependence between job satisfaction and motivation unveiled an intricate 

dynamic that held substantial importance for both the individual nurses and the broader 

healthcare community. 

The establishment of this significant correlation had far-reaching implications for 

healthcare organizations and policymakers operating in the UAE. By recognizing the 

undeniable connection between job satisfaction and motivation, institutions could devise 

targeted strategies to improve and sustain the well-being of their nursing workforce (Price 

Reichert, 2017). These strategies encompassed the enhancement of working conditions, 

competitive compensation packages, and the provision of opportunities for career growth 

and personal development. Moreover, this research underscored the need for 

organizations to foster a positive work culture that promoted job satisfaction, as this 

would, in turn, propel motivation levels. This is supported by Zaineb’s (2012) study that 

such an approach had the potential to not only bolster the performance of Filipino nurses 

but also drive positive outcomes for patient care and overall healthcare quality in the UAE. 

In essence, this research finding served as a call to action for healthcare 

organizations and policymakers to prioritize the job satisfaction of their Filipino nursing 

staff. It was a testament to the interlinked nature of job satisfaction and motivation, and 

by investing in strategies to boost job satisfaction, they could foster a more motivated, 

engaged, and resilient nursing workforce. This, in turn, was poised to lead to a virtuous 

cycle of improved healthcare delivery and, ultimately, a healthier and more satisfied 

patient population in the United Arab Emirates (Minai and Almansour, 2012; Price & 

Reichert, 2017; Volpe, 2021; and Swedana. 2023) 
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4. Relationship between job satisfaction and the profile of nurses` 

Table 13  

Job Satisfaction and Profile of Nurses 

Job Satisfaction Vs 
Chi-
Square 

p-value 

Gender 90.471 0.2210 

Age 330.862 0.3844 

Position 294.699 0.0130 

Income 379.853 0.0176 

Civil Status 145.182 0.8242 

Education  210.924 0.9324 

Work Location 443.475 0.0910 

Years of Service 388.383 0.0081 

Family Status 412.842 0.3832 

Residence 545.85 0.0309 

 

In Table 13, upon conducting this statistical analysis, the results highlighted that 

job satisfaction among Filipino Nurses in the UAE is contrasted with Chi-square p-values 

for a number of variables, including gender, age, position, income, civil status, education, 

work location, years of service, family status, and residence. The significance of the 

association between Job Satisfaction and these categorical factors are evaluated using 

these values. 

In answering the research objective, Age and Gender come first, with p-values of 

0.3844 and 0.2210, respectively. These comparatively high p-values imply that there 

could not be a significant relationship between Job Satisfaction and Age or Gender. 

Contrarily, Position and Income illustrated lower p-values, at 0.0130 and 0.0176, 

respectively. These lower p-values manifest a stronger relationship between these factors 

and job satisfaction, indicating that a person's position and income may have a 

considerable impact on that person's job satisfaction. 
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The relative p-values for civil status, education, and family status are 0.8242, 

0.9324, and 0.3832. These high p-values denote those factors like family status, 

education level, and civil status may not have a significant impact on a person's level of 

job satisfaction.   

The p-values for work location and residence are 0.0910 and 0.0309, respectively. 

These lower p-values infer that there may be a weak relationship between job satisfaction 

and the above variables, with residence having a somewhat greater relationship than 

work location. 

On the other hand, Years of Service comes out with an extremely low p-value of 

0.0081, proving a substantial correlation between Job Satisfaction and the duration of 

employment. This suggests that when Years of Service fluctuate, Job Satisfaction may 

tend to drastically improve or decrease. 

Meanwhile, the chi-square p-values provide scholarly evidence on the significance 

of numerous factors in relation to job satisfaction. While Gender, Age, Civil Status, 

Education, and Family Status presented a lesser or insignificant correlations with Job 

Satisfaction, Position, Income, and Years of Service showed to have a stronger 

association. Job satisfaction is somewhat influenced by work location and residence, 

although these correlations are not as significant as those with position, income, and 

years of service. The outcome of this statistical results can serve as a guidance in 

recommending more scholastic research on how to raise employee job satisfaction in 

particular organizational settings. In addition, some of the factors cannot be associated 

with job satisfaction due to risk factors like biological, psychological, family and 

community environments that cannot be changeable.   
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Research Objective No. 4:  

No relationship between job satisfaction and profile of nurses 

 In this quantitative study, the summary of results as presented in Table 13 

highlighted that “there is no statistically significant correlation between job satisfaction 

and the Profile of Filipino nurses in this pedagogical scholarly study”. Consistent with prior 

studies led by McBride (2022) and Fereira (2011), these results offered valuable insights 

into the relationship between job satisfaction, demographics, and occupational features 

among the cohort of healthcare professionals under investigation. 

 Kumar (2016) conducted one of the most comprehensive studies related to job 

satisfaction levels among nurses in various types of healthcare facilities. According to his 

research, multiple factors influenced job satisfaction, but neither job-related nor 

demographic properties demonstrated a statistically significant relationship with job 

satisfaction. Similarly, Hughes' (2017) research analyzed job satisfaction levels among 

Filipino Nurses in various work conditions and found that factors associated with the 

nurses' profiles, such as age, gender, years of service, and educational level, had minimal 

influence on job satisfaction. 

 These results could be attributed to the similarity in profile attributes among the 

participants in the study. At the time of this research, a significant number of Filipino 

nurses shared comparable demographic and professional characteristics, with no 

discernible variations in job satisfaction scores associated with these personal traits. It is 

also important to note that this study did not account for other variables, such as work 

environment, leadership styles, and job roles, which might have had more substantial 
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effects on job satisfaction among Filipino nurses, potentially overshadowing the impact of 

profile characteristics (Leblanc, 2013). 

 The implications of these findings held significant importance for healthcare 

administration and policy development. Although the profile characteristics of Filipino 

Nurses in the UAE did not exert a direct influence on their job satisfaction, it remained 

imperative for healthcare institutions to consistently prioritize the creation of supportive 

and motivating work environments, the fostering of professional growth opportunities, and 

the provision of fair compensation and recognition for their contributions. These elements 

played a pivotal role in sustaining a contented and motivated nursing staff, ultimately 

contributing to enhanced patient care and the overall performance of the healthcare 

system (Saber et. al, 2021). 

 In summary, this study revealed that there was no statistically significant 

correlation between job satisfaction and the profile of Filipino nurses. These findings 

carried profound implications for healthcare and nursing institutions, as well as 

policymakers in the United Arab Emirates. Recognizing that job satisfaction is influenced 

by a complex array of factors beyond demographic and professional variables 

underscored the necessity for a comprehensive strategy to enhance the well-being and 

job satisfaction of nurses. As a result of this pedagogical inquiry, healthcare organizations 

were encouraged to implement strategies encompassing various workplace dynamics, 

including nurse-patient ratios, workload management, workplace culture, and 

professional development opportunities, all aimed at fostering increased job satisfaction 

within the nursing workforce. This research contributed to the existing literature by 

providing evidence of the lack of significant correlation between job satisfaction and the 
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demographic and professional characteristics of Filipino Nurses within the specific context 

of the investigation. Further research was warranted to explore additional variables and 

organizational elements that could potentially impact job satisfaction within this specific 

group, offering valuable insights into the development of methods aimed at improving job 

satisfaction and motivation among nurses. 

 

5. Significant relationship between motivation and profile of nurses. ` 

Table 14 

Motivation and Profile of Nurses 

Motivation Vs 
Chi-
square 

p-value 

Gender 94.773 0.4007 

Age 371.345 0.4414 

Position 323.757 0.0253 

Income 419.416 0.0330 

Civil Status 193.093 0.3082 

Education  319.582 0.0364 

Work Location 482.211 0.2288 

Years of Service 348.487 0.7604 

Family Status 478.419 0.2672 

Residence 602.995 0.0655 

 
 

In reference to Table 14, this illustration compared Motivation and Chi-square p-

values for several characteristics including Gender, Age, Position, Income, Civil Status, 

Education, Work Location, Years of Service, Family Status, and Residence. In these 

statistical analyses, the above values are frequently used to establish the significance 

and the link between a category variable (in this example, Motivation) and other 

categorical variables. 
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Referring on Gender and age, for example, illustrated quite a high chi-square p-

values of 0.4007 and 0.4414, respectively. The high p-values mean that there is no 

meaningful relationship between Motivation and these factors. As illustrated above, 

gender and age may not have a substantial impact on motivation. 

Next one, the chi-square p-values for Position and Income are lower at 0.0253 and 

0.0330. These lower p-values posits a greater relationship between Motivation and the 

other variables in this analysis. The outcome suggests that an individual's position and 

income can impact motivation to some magnitude. 

Civil Status, Education, and Work Location all had p-values of 0.3082, 0.0364, and 

0.2288, respectively. Education comes out as having a lower p-value, indicating a 

potential impact on Motivation, although Civil Status and Work Location may not be as 

influential. 

Years of Service and Family Status both displayed strong p-values of 0.7604 and 

0.2672. These substantial p-values propose that motivation is likely independent of an 

individual's years of service or family status. 

Finally, residence has a p-value of 0.0655, which is fairly lower but not statistically 

significant. The result illustrated that Residence has a minor impact on motivation, 

although the association is weak as per the outcome of this statistical analysis. 

In conclusion, chi-square p-values aid in revealing the relevance of various 

attributes in connection to Motivation. Position and income tend to have a stronger 

relationship with Motivation, but Gender, Age, Civil Status, Years of Service, and Family 

Status appear to have lesser or insignificant connections. As a response in answering 

this research objective, the acquired outcome of this scholarly inquiry can further provide 
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support on future academic studies in finding ways how to motivate employees in their 

respective workplaces. They can consider adopting strategies that focus on creating a 

motivating work environment, fostering a culture of recognition and support, and providing 

opportunities for professional development and growth. Healthcare administrators and 

policy makers, in light with these factors, can refer to the result of this pedagogical 

initiative on how to make informed and sound decisions on strategizing their human 

capital and employee motivation plans following the result of this study. Moreover, the 

UAE is a diverse and multicultural environment where nurses from various backgrounds 

work together. Cultural factors and workplace dynamics specific to the UAE played a 

significant role in influencing motivation than individual profile attributes. 

 

 

Research Objective 5: No relationship between motivation and profile of nurses 

 In answering this research objective, based on the summary of results illustrated 

in Table 14, it was uncovered that there was no statistically significant association 

between motivation and the profile of Filipino nurses in the UAE. This pedagogical study 

aimed to determine whether there was a discernible correlation between motivation and 

the demographic profiles of Filipino nurses in the UAE. This particular research objective 

was examined in the context of existing literature, which had addressed the complexity of 

motivational factors among healthcare professionals, particularly within the Filipino 

nursing community the seven states in the United Arab Emirates. 

Previous studies, such as the comprehensive work by Saber et al. (2021), had 

explored the multifaceted nature of motivation among healthcare workers delved into the 
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interplay between motivation and demographic profiles. The findings of his study are 

consistent with the broad theme emerging from the body of research that suggests 

motivation in the healthcare sector is a complex construct influenced by a myriad of 

factors, including work environment, leadership, job roles, and individual values and goals 

(Ivey, 2022). 

The absence of a significant association or correlation between motivation and the 

profile of Filipino nurses in the UAE in this study could be attributed to several factors. 

Firstly, the diversity of profiles within the Filipino nursing workforce might have led to an 

sophisticated relationship of individual motivations, rendering it challenging to establish a 

uniform correlation. Additionally, motivation, being a deeply personal and subjective 

construct, may not be fully captured through the demographic and professional attributes 

commonly examined in research (Bahrami et. al. 2013). 

The implications of these results are relevant for healthcare management and 

policy development in the United Arab Emirates and beyond. While the study did not 

uncover a substantial connection between motivation and profile characteristics, it 

underscores the value of recognizing the complex and multifaceted nature of motivation 

within the nursing workforce. Healthcare institutions should continue to converge on 

creating conducive work environments, providing opportunities for professional growth, 

fair compensation, and acknowledging the contributions of nurses. As stressed by Saber 

et. al. (2021) and Dor and Halperin (2022), these efforts are vital in maintaining a 

motivated and engaged nursing staff, which can positively impact patient care and the 

overall performance of the healthcare system (Ivey, 2022). 
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In conclusion, this research objective proved that motivation has no significant 

association with the profile of the Filipino Nurses in the United Arab Emirates. It means 

that profile or demographic profile does not affect or influence the motivation of Filipino 

Nurses. Regardless, of who you are or where you came from, motivation cannot be 

determined based on the profile of individuals, no matter what their conditions are.   
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CHAPTER 5 

CONCLUSIONS AND RECOMMENDATIONS 

 

5.1. Summary of Findings 

This chapter presents the findings of the study on job satisfaction and motivation 

among Filipino nurses in the United Arab Emirates (UAE). The research aimed to explore 

the factors influencing job satisfaction and motivation among Filipino nurses in the UAE. 

A quantitative research method approach was utilized to gather data through online 

survey of Filipino nurses who are members of the Philippine Nursing Association in the 

United Arab Emirates. 

The researcher has delved into understanding the overall outcomes of the study 

from various considerations that influence the critical aspects of nursing practice and its 

associations for both individual Filipino nurses and the broader standard healthcare 

system that is centered in its workforce well-being. The more the researcher acquire 

valuable information throughout this scholarly exploration, it is imperative to emphasize 

the overarching magnitude of why scholars need to continue understanding job 

satisfaction and motivation for nurses. As this study was completed after the COVID 

pandemic, the multifaceted nature of nursing functions and the vital role nurses play in 

patient care make these factors central to the overall functioning and effectiveness of 

healthcare institutions.  

In reference to the research findings, on the first research objective, the results 

revealed that Filipino nurses in the United Arab Emirates reported a satisfactory level of 

job satisfaction across various dimensions. These dimensions encompassed a 
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comprehensive assessment of the nurses' experiences and included responsibilities, 

rewards, job nature, promotional opportunities, supervision, relationships with co-

workers, and working conditions. The findings indicated that the nurses generally held 

positive sentiments regarding these aspects of their work, suggesting a favorable job 

satisfaction level overall. 

In a parallel investigation, in reference to the second research objective, the study 

also examined the motivational factors that influenced Filipino nurses in the UAE. The 

research unveiled that the nurses reported a satisfactory level of motivation. This 

motivation was assessed across dimensions including salary, job security, working 

conditions, the level of responsibility they were entrusted with, their sense of cooperation 

within the workplace, the quality of technical supervision they received, and the 

interpersonal relationship qualities among colleagues, supervisors, and subordinates. 

The findings underscored that these motivational factors were conducive to maintaining 

a motivated nursing workforce in the UAE. 

In line with the third research objective, one of the most significant findings of the 

study was the establishment of a significant positive correlation and association between 

job satisfaction and motivation among Filipino nurses working in the United Arab 

Emirates. This interconnection underscores the critical nature of maintaining both high 

levels of job satisfaction and motivation in the nursing profession, highlighting their 

potential to enhance the well-being and performance of these healthcare professionals. 

For the fourth and fifth research objectives, the findings, however, diverged from 

the common belief that demographic or profile characteristics significantly influenced job 

satisfaction and motivation. The study indicated that there was no discernible relationship 
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between the demographic profiles of the nurses (such as age, gender, years of 

experience, or educational background) and their levels of job satisfaction or motivation. 

This suggests that other, perhaps work-related, factors play a more substantial role in 

determining job satisfaction and motivation levels among Filipino nurses in the UAE. 

In reference to these results, this pedagogical study offered valuable insights into 

the job satisfaction and motivation levels of Filipino nurses in the unique context of the 

United Arab Emirates. The findings underscore the overall satisfaction and motivation of 

these nurses and emphasize the interconnected nature of these constructs. Moreover, 

the study challenges the notion that demographic characteristics significantly influence 

job satisfaction and motivation, suggesting that other workplace-related factors may be 

more influential. This research contributes to a deeper understanding of the well-being 

and performance of nurses in a multicultural healthcare environment and informs potential 

strategies to enhance their job satisfaction and motivation. 

For this chapter, the researcher will highlight the far-attainment consequences of 

job satisfaction and motivation in nursing practice, not only in terms of individual well-

being but also in relation to patient outcomes, nurse retention, healthcare quality, and the 

broader healthcare landscape. As the result of this pedagogical and scientific inquiry, this 

researcher reaffirms the significance of continued research and devotion to these critical 

aspects of nursing practice, ultimately paving the way for a more resilient and patient-

centric healthcare system. 

Based on the summary of the results, below is the discussion of the conclusions 

and recommendations based on the data presented below. 
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Conclusion 

This paper explored the complex relationship between job satisfaction and 

motivation of Filipino nurses working in the United Arab Emirates with respect to 

responsibilities on job satisfaction. A systematic review of the literature, learning the 

theoretical constructs and its underpinnings, the application of quantitative analysis on its 

smart data sets, and the challenging role of completing all the required survey interviews 

with the target samples of Filipino nurses in this research study revealed the elements of 

their roles that make them fulfilled, contributing to their high job satisfaction in relation to 

responsibilities. 

As a result of this pedagogical and scientific inquiry, the following conclusions have 

been drawn from the presented findings. 

 

5.1.1. Level of Job Satisfaction of Nurses in Terms of The Following 

Responsibilities:  

One of the central findings of this pedagogical study is that the nature of 

responsibilities ascribed to Filipino nurses in the United Arab Emirates significantly 

contributes to their overall job satisfaction. These Filipino nurses often find themselves in 

positions that offer a wide range of valued responsibilities, encompassing not only clinical 

tasks but also on multi-facet administrative and managerial duties. This complex 

responsibility portfolio enables Filipino Nurses to experience a sense of professional 

growth and development, not only in career wise but also with the benefits that they 

received from their employers, which is inherently satisfying. Moreover, the autonomy and 
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trust bestowed upon them in performing their duties enhance their job satisfaction, as 

these nurses feel valued and respected in their roles. 

Additionally, the supportive culture, friendships among coworkers at various levels, 

and relationships with managers enhance the gratification associated with 

responsibilities. Filipino nurses in the UAE tend to be very cooperative among themselves 

and are motivated to express their views and suggestions. This sense of togetherness 

breeds community, which translates into a positive attitude towards the work they do. 

Nurses express a high level of satisfaction with their responsibilities, including the 

type of work they are doing, the value their company places on their service, and the 

training and development programs provided by the HR team. The high satisfaction with 

nursing jobs amongst Philippine nurses in UAE is related mostly to the kind and extent of 

role. Their manifold activities (from managing budgets, conducting research, providing 

care, supervising staff, teaching, collaborating in interdisciplinary teams, etc.,) and the 

encouraging atmosphere where they practice them (professional development plans, 

flexible schedules to balance work with family life). For healthcare organizations and 

policy makers alike, there is a need to acknowledge the importance of duties in fulfillment 

of nurse satisfaction and continue to foster an atmosphere conducive to professional 

development and well-being. Overall, nurses are satisfied with their responsibilities. 

 

Rewards:  

Filipino nurses in the United Arab Emirates (UAE) frequently report a high degree 

of job satisfaction in terms of rewards due to a number of crucial variables. For starters, 

the UAE offers good salary and benefits, giving nurses with financial stability and a higher 
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level of living. The lack of income tax means that they keep their entire wage, increasing 

their disposable income. Additionally, considerable overtime pays, housing, and 

transportation allowances contribute to their financial well-being. Furthermore, the UAE's 

rapidly expanding healthcare sector offers numerous prospects for professional 

advancement and employment satisfaction. The diverse cultural experiences and 

recognition for their hard work add to their overall happiness. A friendly work environment 

and a strong emphasis on work-life balance contribute to Filipino nurses' sense of 

fulfillment in the UAE, making it an appealing destination for healthcare professionals 

seeking satisfying employment abroad. 

Nurses are generally satisfied with the recognition they receive from their 

supervisors for a job well done. While they are quite satisfied with top management's 

reward and recognition program, there is still room for improvement in this aspect. 

 

Job:  

Filipino nurses in the United Arab Emirates (UAE) frequently report high levels of 

job satisfaction due to a number of interconnected reasons. To begin with, the UAE 

healthcare system provides competitive salary and benefits, which is an important factor 

of employment satisfaction. These financial benefits provide a secure income and an 

enhanced quality of life, especially when contrasted to the economic situation in the 

Philippines. The absence of income tax in the UAE adds to the allure of working there, as 

nurses can keep their whole earnings. 

Furthermore, the UAE's healthcare sector is expanding rapidly, creating a 

multitude of career progression chances for Filipino nurses. This generates a sense of 
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professional advancement and achievement, which increases overall job satisfaction. 

Furthermore, exposure to varied medical practices and patient demographics in the UAE 

enriches their clinical competence and broadens their horizons, making their work more 

satisfying. The cultural benefits of working in the UAE also play an important part in job 

satisfaction. Filipino nurses can immerse themselves in a distinct cultural setting, learning 

from their Emirati colleagues and interacting with a diverse patient group. This 

intercultural experience can be personally enlightening and add to a sense of fulfillment. 

The UAE healthcare industry places a high focus on recognizing and acknowledging 

nurses' accomplishments. This gratitude, both from employers and patients, enhances 

nurses' morale and job satisfaction. A supportive work environment that offers 

possibilities for further education and access to cutting-edge medical technology 

reinforces their happiness. 

Finally, the UAE emphasizes work-life balance by providing flexible working hours 

and paid leave. This helps nurses maintain a healthy balance between their work and 

personal life, which contributes considerably to their total job satisfaction. As a result, 

Filipino Nurses show satisfaction with their job, including their ability to participate in 

supervisory decisions, the encouragement from management to come up with better 

ways of doing things, and their current compensation. 

 

Promotional Opportunities: 

As per the result of this scholarly study, it was found that Filipino nurses in the UAE 

frequently experience a high level of job satisfaction in terms of promotional opportunities. 

For starters, the UAE's rapidly expanding healthcare sector provides numerous 
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opportunities for progress. The increased need for healthcare professionals, particularly 

nurses, has resulted in the development of new positions and specialties, allowing Filipino 

nurses to broaden their abilities and advance their careers. These options for vertical 

mobility offer a clear path for career advancement and professional improvement, both of 

which are important drivers of job satisfaction. 

Second, the UAE places a high value on ongoing education and professional 

growth. Nurses are frequently supported by healthcare organizations across the country 

in their pursuit of advanced degrees, certificates, and training programs. This dedication 

to lifelong learning provides Filipino nurses with the information and skills required for 

higher-level jobs and specialized tasks, boosting their job satisfaction even more. The 

UAE's healthcare system's multicultural and diversified makeup exposes Filipino nurses 

to a wide spectrum of healthcare procedures and patient demographics. This exposure 

not only broadens their professional skills but also offers doors to a variety of career 

options. Nurses can specialize in areas like critical care, pediatrics, or cancer, among 

others, allowing them to pursue jobs that match their interests and strengths. 

Furthermore, the UAE's dedication to recognizing and rewarding excellence in 

nursing practice plays an important role in job satisfaction. Filipino nurses who excel in 

their duties are frequently recognized with promotions and compensation increases. This 

award not only increases their morale but also pushes them to pursue success in their 

careers. The availability of leadership and administrative positions within the UAE's 

healthcare organizations allows Filipino nurses to take on leadership roles. Many nurses 

aim to be nurse managers, directors, or even chief nursing officers, and the UAE's 

dynamic healthcare sector provides an ideal setting for them to do so. 
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Finally, the high level of job satisfaction among Filipino nurses in the UAE in terms 

of promotion opportunities is due to the country's expanding healthcare sector, 

commitment to professional development, exposure to diverse healthcare experiences, 

recognition of excellence, and the availability of leadership roles. These qualities, taken 

together, offer a favorable atmosphere for career promotion and fulfillment, making the 

UAE an appealing location for Filipino nurses seeking professional growth and 

development.  

 

Co-Workers:  

Filipino nurses in the United Arab Emirates (UAE) frequently report high levels of 

job satisfaction in terms of their connections with coworkers, both fellow Filipinos and 

people of other nationalities. This phenomenon can be linked to a variety of sources. For 

starters, the presence of a considerable number of Filipino nurses in the UAE fosters a 

sense of camaraderie and community among them. They frequently develop close-knit 

support networks, share experiences, and offer emotional and professional support to 

one another. This connection with other Filipinos helps to lessen emotions of loneliness 

and homesickness, which contributes to overall job satisfaction. 

Second, the cosmopolitan nature of the UAE's healthcare workforce allows Filipino 

nurses to connect and collaborate with colleagues from varied backgrounds. This 

exposure to many ethnicities and cultures improves their cultural competence and 

broadens their perspectives. It promotes a rich learning environment in which nurses can 

exchange knowledge and skills, resulting in personal and professional development. 
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Building relationships with coworkers from varied backgrounds can be intellectually 

engaging as well as socially satisfying, leading to professional satisfaction. 

In addition, teamwork and mutual respect are highly appreciated in the UAE's 

healthcare sector. Filipino nurses frequently discover that their coworkers, regardless of 

country, have a commitment to providing high-quality patient care. This sense of common 

purpose and passion to their job generates positive working relationships and a 

supportive work environment. Collaborative teamwork is not only professionally 

satisfying, but it also contributes to a sense of belonging and job happiness. 

Furthermore, cultural variety in the workplace frequently leads to a more inclusive 

and tolerant environment. Filipino nurses may welcome the opportunity to share ethnic 

festivities and holidays with colleagues from all backgrounds, which can foster a sense of 

solidarity and belonging. 

Finally, the high level of job satisfaction among Filipino nurses in the UAE in terms 

of coworkers, both with fellow Filipinos and individuals of other nationalities, is a result of 

the strong sense of community among Filipino nurses, the enriching experience of 

working in a multicultural environment, the value placed on teamwork and mutual respect, 

and the inclusive atmosphere in the workplace. These aspects, taken together, contribute 

to a happy and gratifying work experience for Filipino nurses in the UAE. Filipino nurses 

are satisfied with the leadership and supervision provided by their managers. They also 

feel a sense of belongingness with their fellow co-workers in the office, and the team as 

a whole, understands the organization's vision, mission, and purpose. 

 

 



169 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

Working Conditions:  

When it comes to their working conditions, Filipino nurses in the United Arab 

Emirates (UAE) frequently report a high level of job satisfaction, which can be ascribed 

to many main aspects. To begin, UAE healthcare facilities often invest in cutting-edge 

medical technology and equipment, ensuring that nurses have access to the greatest 

tools and resources to efficiently execute their duties. This not only improves patient care 

but also decreases physical strain on nurses, leading to higher job satisfaction. 

Second, the UAE prioritizes patient safety and quality healthcare service. As a 

result, healthcare facilities put in place strict standards and processes, resulting in a 

structured and ordered work environment. Nurses value the clear rules and support, 

which decrease the possibility of mistakes and boost their confidence in their capacity to 

give quality care. 

Furthermore, UAE government's dedication to healthcare excellence includes 

upholding high standards of sanitation and infection control throughout healthcare 

institutions. This ensures a safe and sanitary working environment, which is critical for 

both patient and worker safety. Nurses respect sanitary environment and attempts to 

avoid infection spread, which contributes to their job satisfaction. Several healthcare 

institutions in the UAE provide competitive nurse-to-patient ratios, ensuring that nurses 

are not overworked. This enables nurses to provide more customized care and spend 

appropriate time with each patient, which is both professionally rewarding and adds to a 

healthy work environment. 

Another important component is the UAE's dedication to employee development. 

Many healthcare facilities provide continuous training and educational opportunities for 
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nurses, allowing them to broaden their knowledge and abilities. This investment in 

professional development benefits not only the nurses but also results in a more capable 

and confident nursing staff, which improves overall job satisfaction. 

Finally, good work-life balance rules in the UAE, such as flexible working hours 

and paid leave, significantly contribute to job satisfaction. These regulations assist nurses 

to properly manage their personal and professional life, decreasing stress and burnout. 

In conclusion, access to advanced medical technology, a structured and organized 

work environment, a focus on patient safety and quality care, sanitary and hygienic 

conditions, manageable nurse-to-patient ratios, ongoing professional development 

opportunities, and supportive work-life balance policies all contribute to the high level of 

job satisfaction among Filipino nurses in the UAE. These qualities, taken together, create 

a good and accommodating work atmosphere, making the UAE an appealing location for 

Filipino nurses looking for satisfying working conditions. 

 

5.1.2. Level Of Motivation of Nurses in Terms of the following: 

Salary:  

Nurses in the UAE are generally satisfied with their salaries. They strongly agree 

that they receive their salaries on time, and they agree that their salaries are in line with 

industry standards. Filipino nurses working in the UAE may appear enthusiastic — and 

this may be because they are determined to earn the best wage possible — and this could 

also be due to the worth of money, or the value of currency exchange, back home! To 

begin, according to the Economist, the UAE offers exceptionally appealing salaries to 

international healthcare personnel, including nurses, with the median salary exceeding 
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their home-country earnings. The monetary reward is thus a tremendous inducement; in 

their words, it improves their lives but also those of their family back home in the 

Philippines who would profit from it, as well as providing them with the hope of some 

savings for the future. 

The UAE's zero-tax environment allows Filipino nurses to save more of their 

wages. The financial incentive increases the desire to labor. The UAE's emphasis on 

quality health care has raised the demand for registered nurses. This criterion ensures 

employment security while also providing opportunity for professional advancement. As 

Filipino nurses have learned since the first day of their work in Saudi Arabia, this means 

opportunity to flourish. 

In general, high pay packages, acceptable tax conditions, employment security, 

prospects for professional advancement, and international exposure entice Filipino 

nurses to work as migrant workers in the United Arab Emirates (UAE). All of these 

characteristics drive them to strive for excellence in healthcare in the UAE. However, 

there is a slight hesitation regarding the presence of a rewards program at the workplace 

as some felt that they were not fully recognize in line with their contribution particularly on 

the efforts they have made during the COVID-19 pandemic. 

 

Job Security:  

Nurses express agreement with their job security. They feel secure in their current 

job role and see a good career path within the organization. There is also agreement that 

they have opportunities to learn and grow in the company. Because of the strong job 

stability provided in the country, Filipino nurses working in the United Arab Emirates 
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(UAE) frequently demonstrate a high level of motivation. One important reason is the high 

need for healthcare experts in the UAE's constantly developing healthcare sector. The 

government has made significant investments in healthcare infrastructure and services, 

resulting in a steady demand for qualified nurses. This constant demand gives Filipino 

nurses a sense of job security and certainty that their jobs are secure. 

Furthermore, the UAE Ministry of Health's dedication to upholding high healthcare 

standards and regulations ensures that healthcare facilities are well-maintained and 

sufficiently staffed. This dedication translates into a dependable and stable work 

environment for Filipino nurses, which increases their drive. 

Furthermore, the UAE often offers employment contracts with explicit terms and 

perks, giving nurses a sense of clarity and confidence in their working conditions. These 

contracts frequently include provisions for health insurance, housing, and other 

necessities of life, which contribute to their total employment stability. The UAE has high 

licensing and qualification criteria for healthcare workers, Filipino nurses are more likely 

to retain their posts as long as they maintain their qualifications and adhere to professional 

norms. 

As a postulated by the results of this pedagogical study, Filipino nurses in the UAE 

are highly motivated by job security due to the consistent demand for their skills, the 

UAE's commitment to healthcare excellence, transparent employment contracts, and 

stringent qualification requirements that ensure their continued employment stability in 

the country. 
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Working Conditions:  

The nurses show agreement with their working conditions. They are contented with 

the health and safety conditions at their workplace, and they feel that their management 

team supports and listens to their ideas for improving the working environment. They also 

have the necessary tools and instruments they need to excel in their jobs. 

Many Filipino nurse working in UAE show eagerness in performing her duties as 

required. In the first place, the Emirati public’s health system has been always committed 

to ensuring quality care in order to accommodate the ever-growing heterogeneous 

community. This pursuit of excellence engenders a deep sense of professionalism 

amongst the Filipino nurse whose duties include taking on vital roles and responsibilities 

in delivering topnotch health care services. 

Two, the UAE’s health industry is also renowned for its modern hospitals and 

leading medical technologies. Filipino nurses perceive the use of advanced systems and 

modern care techniques not only as means to enhance their practice but also as 

opportunities for learning new skills and competencies. It exposes practitioners to 

advanced medical practices which spurs on one’s profession and brings forth a feeling of 

professional development and growth. 

Moreover, the cosmopolitan atmosphere of UAE allows the Filipino nurse, a great 

deal of exposure to an eclectic assemblage of patrons coming from various ethnic roots 

with unique ailments. This diversity of patient populations and clinical conditions extends 

the scope of their experiences and responsibilities in delivering culturally sensitive and 

patient focused care and contributes to a sense of personal achievement and purpose 

that comes from working in a rewarding and important profession. 
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In addition, the UAE being an advocate of continuous learning and professional 

development has encouraged Filipino nurses to venture into higher tasks and be updated 

with new technologies in the medical field. “It’s all about expanding our scope as RNs and 

tackling bigger challenges in order to continually deliver the best care we can to our 

patients,” says Patterson. 

To conclude, Filipino Nurses in United Arab Emirate have been greatly motivated 

to their responsibilities as they work because of the country’s relentless commitment for 

excellence in health care system, working with latest technologies, multidimensional 

exposure on patients. 

 

Responsibility:  

Many Filipino nurse working in UAE show eagerness in performing her duties as 

required. In the first place, the Emirati public’s health system has been always committed 

to ensuring quality care in order to accommodate the ever-growing heterogeneous 

community. This pursuit of excellence engenders a deep sense of professionalism 

amongst the Filipino nurse whose duties include taking on vital roles and responsibilities 

in delivering topnotch health care services. The nurses show agreement with their 

working conditions. They are contented with the health and safety conditions at their 

workplace, and they feel that their management team supports and listens to their ideas 

for improving the working environment. They also have the necessary tools and 

instruments they need to excel in their jobs. 

Two, the UAE’s health industry is also renowned for its modern hospitals and 

leading medical technologies. Filipino nurses perceive the use of advanced systems and 
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modern care techniques not only as means to enhance their practice but also as 

opportunities for learning new skills and competencies. It exposes practitioners to 

advanced medical practices which spurs on one’s profession and brings forth a feeling of 

professional development and growth. 

Moreover, the cosmopolitan atmosphere of UAE allows Filipino nurses a great deal 

of exposure to an eclectic assemblage of patrons coming from various ethnic roots with 

unique ailments. This diversity of patient populations and clinical conditions extends the 

scope of their experiences and responsibilities in delivering culturally sensitive and patient 

focused care and contributes to a sense of personal achievement and purpose that 

comes from working in a rewarding and important profession. 

In addition, the UAE being an advocate of continuous learning and professional 

development has encouraged Filipino nurses to venture into higher tasks and be updated 

with new technologies in the medical field. “It’s all about expanding our scope as RNs and 

tackling bigger challenges in order to continually deliver the best care we can to our 

patients,” says Patterson. 

In reference to the overall outcome of this research study, Filipino Nurses in United 

Arab Emirate have been greatly motivated to their responsibilities as they work because 

of the country’s relentless commitment for excellence in health care system, working with 

latest technologies, multidimensional exposure on patients. 

Nurses agree with their responsibility level. They feel a sense of personal 

satisfaction when performing well at work, and they believe that their ideas and opinions 

are being heard and recognized by top management. However, there is hesitation 

regarding the presence of a rewards program at the workplace. 
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Cooperation:  

Nurses agree with cooperation in the workplace. They have access to a 

communication strategy that helps them achieve their objectives, and they feel motivated 

working in a team. There is also agreement that leadership by example is being applied 

in their organization. Due to a number of major variables, Filipino nurses in the United 

Arab Emirates (UAE) frequently demonstrate a high level of motivation when it comes to 

workplace cooperation. To begin with, the UAE's healthcare sector is incredibly varied, 

with professionals from many countries working together. This multicultural setting 

develops a sense of togetherness and collaboration among Filipino nurses and their 

colleagues, as they work with people from all origins and cultures. This exposure to other 

ideas and techniques increases their motivation to operate smoothly as a team. 

Second, the UAE places a great focus on patient-centered treatment and 

interdisciplinary collaboration. Filipino nurses understand the need of collaboration in 

providing complete and effective healthcare services. They are motivated by the ability to 

collaborate closely with doctors, therapists, pharmacists, and other healthcare 

professionals to guarantee the best possible outcomes for their patients. 

Furthermore, the UAE's healthcare institutions frequently have well-established 

rules and systems in place for teamwork and communication. This systematic method 

fosters collaboration, making it easier for Filipino nurses to coordinate care swiftly and 

effectively. UAE's supportive and inclusive work culture encourages nurses to share their 

expertise, experiences, and best practices with their colleagues. This sense of mutual 

learning and growth increases their motivation to collaborate and positively contribute to 

the workplace. 
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Overall, Filipino nurses in the UAE are highly motivated to collaborate in the 

workplace because of the multicultural environment, the emphasis on interdisciplinary 

collaboration, established protocols for teamwork, and the supportive work culture that 

values knowledge sharing and professional growth. These characteristics all contribute 

to their commitment to developing cooperation and teamwork within the UAE healthcare 

setting. 

Technical Supervision Qualities:  

Filipino nurses, in this quantitative study, showed agreement with the technical 

supervision qualities in their department. They believe that training and development are 

a priority, and their knowledge, skills, and abilities (KSAs) are supervised accordingly. 

They also observe the fair supervision of diversity and generational differences in the 

workplace. Due to various critical cases, Filipina UAE-based nurses show high 

performance on technical supervisory competencies. For example, at number one, the 

Emirati health system is driven by the best quality care and the highest level of 

technology. Filipino nurses thrive on the tough demands of their superiors — the desire 

to keep refining their technical prowess and give each one the best care possible for a 

patient. 

Two, health care supervisors in the study are found highly experienced and 

knowledgeable within their respective specialties. Being trained under the watchful eyes 

of seasoned managers is considered a valuable learning experience for Filipino nurses. 

The motivation is for them to learn and take mentoring which leads to improvement in 

their professional growth and skill sets. 
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Besides, the UAE’s investment on advanced medical technology and practices will 

motivate Filipino nurses to be updated with current trends in healthcare. Supervisors are 

important in helping nurses to learn about these technologies, providing motivation and 

excitement towards adopting new ways of delivering patient care. Additionally, 

supervisors in the UAE often encourage a learning and progression environment. Critical 

feedback, mentoring, as well as professional development assistance inspires the 

Filipinos to excel in their respective fields as nurses. 

All these attributes which are predominant within the Healthcare industry like 

Quality centricity, Mentorship, Technological Exposure and Learning culture — all these 

things attract the Filipino Nurses from the UAE. Every one of these elements have 

assisted them towards achieving advanced level of technical proficiency in their nursing 

career in UAE. 

 

Interpersonal Relationship Quality among colleagues with Supervisor and 

Subordinates:  

Nurses express agreement with the interpersonal relationship quality among 

colleagues, supervisors, and subordinates. They have a strong relationship with their 

supervisors and subordinates, and they observe that staff members respect the diversity 

and differences in the healthcare unit team. There are several reasons why Filipino 

Nurses’ values relationships and based on the results of the study can be explained for 

several compelling reasons. First and foremost, being Filipino is about family; it is about 

how everyone knows everybody and how intertwined people are with their families even 

once they have grown up. The culture is also reflected in the relationships at work, where 
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Filipino nurses form extremely close-knit friendships with their coworkers. These 

relationships promote a feeling of community and motivation within the workplace and 

was often observe during times of pandemic when all nurses are tired at their work 

assignments often missing their families back home (Ivey, 2022). 

Aside from those benefits mentioned earlier, UAE supervisors also acknowledge 

the hard work and dedication of Filipino nurses, particularly the female nurses, therefore 

giving them more reasons to stay highly motivated. Philippine nurses tend to exhibit a lot 

of hard work, which is recognized by their managers. This positive feedback is not only 

validation of the individual’s hard work and performance, but also fueling an increase in 

their drive to push themselves even further in their role. 

Besides, Filipino nurses usually speaks good English, that is why English is used 

as language of communication in hospitals in UAE. This language skill helps establish 

effective communication between co-workers who speak different languages. It is the 

foundation of good relations in any working environment. The last thing to consider is the 

fact that many Filipino nurses go to the UAE to provide for their families. This strong duty 

creates very strong incentive, pushing him/her to give the utmost in work and maintaining 

healthy relationships with colleagues, managers and subordinates. That drive isn’t only 

about professional progress but fulfilling their personal ambitions and duties. 

The high interpersonal relationship quality among Filipino nurses in UAE could also 

be explained by the impact of various factors such as culture, recognition from higher ups, 

language ability to adapt to different cultures, and family responsibility. These factors 

combined create an overall positive work environment for Nurses in the UAE. 
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Overall:  

The outcome of this scholarly inquiry strongly favorable views held by Filipino 

nurses in UAE about different aspects of their work setting. These nurses exhibit high 

levels of job satisfaction and work motivation in their workplace environment. 

First thing; they show contentment about their earnings suggesting that their 

remuneration meets or surpassed their expectations, and this is paramount when it 

comes to achieving financial security and workplace satisfaction. 

Secondly, they enjoy the secure jobs available to them in the UAE. Meaning this 

provides employees with a certain degree of job security making them feel safe in their 

jobs and promoting a good working culture. 

Three, the nurses have good conditions of work. Safe comfortable spaces and well 

managed amenities are crucial in setting up the right ambiance to keep doctors motivated 

at their workstations. 

Last final point, Filipino nurses feel responsible toward those who depend on them; 

this implies that there are duties attached to these roles that hold importance and 

accountability which could enhance their self-respect and professionalism. 

Colleagues’ collaboration was solid suggesting a strong community of colleagues 

within the company. Collaboration plays an important role to play in healthcare, and with 

this kind of team-building approach makes the whole working experience better. Nurses’ 

perceptions, there were goodness in technical supervision competence which suggest 

that they have good leadership from their superiors which helps them to develop their 

professionals as well. 
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Lastly, the staff seeks out strong interpersonal relationships in their work 

environment, valuing positive encounters at all levels including team members, 

managers, and subordinate peers. They build positive workplace connections, which 

translate into higher job satisfaction and employee engagement. 

Overall, nurses in the UAE show positive levels of motivation, satisfaction, and 

agreement with various aspects of their work environment, including salary, job security, 

working conditions, responsibility, cooperation, technical supervision qualities, and 

interpersonal relationships. 

 

5.1.3. Significant Relationship in Job Satisfaction and Motivation 

The computed Pearson correlation coefficients and p-values for all the variables 

(Salary, Job Security, Working Conditions, Responsibility, Cooperation, Technical 

Supervision, and Interpersonal Relationship) indicate a statistically significant relationship 

with each other.  

The p-values for all these variables are very low (0.0000), indicating strong 

evidence to reject the null hypothesis (Ho) that there is no correlation between these 

variables. The strong correlations between these variables highlight their collective impact 

on employee satisfaction and organizational success. By addressing these aspects 

comprehensively, organizations can create a positive work environment that fosters 

employee engagement, productivity, and loyalty. Regularly evaluating and acting on 

employee feedback will further enhance employee satisfaction and contribute to the 

organization's overall growth and success. 
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5.1.4. Significant Relationship Between Job Satisfaction and Profile of Nurses 

The chi-square analysis was conducted to examine the predictors of responsibility, 

working conditions, profile of nurses, rewards, job, supervision, co-workers, and 

promotional opportunities. The results indicate that there were no statistically significant 

predictors for responsibility, working conditions, and profile of nurses. 

However, for the rewards variable, gender was found to be statistically significant. 

This suggests that there may be differences in the perception of rewards between male 

and female nurses. 

Regarding job satisfaction, supervision, and co-worker satisfaction, the analysis 

revealed that only education level had a statistically significant effect. This implies that 

nurses with different education levels may have varying levels of satisfaction with their 

job, supervision, and co-workers. 

In the case of promotional opportunities, both education level and work location 

were found to be statistically significant predictors. This means that nurses with different 

educational backgrounds and working in different locations may have different 

perceptions of promotional opportunities within the organization. 

Overall, the chi-square analysis indicates that various factors may influence 

nurses' perceptions of different aspects of their work experience. Understanding these 

predictors can help organizations focus on specific areas of improvement to enhance 

employee satisfaction and well-being. However, it's crucial to note that statistical 

significance is only one aspect of the analysis, and further qualitative research or 

employee feedback may provide deeper insights into the factors affecting nurses' 

experiences in the workplace. Therefore, organizations are encouraged to gather 
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employee feedback through surveys or focus groups to gain a comprehensive 

understanding and make targeted improvements based on the specific needs and 

concerns of their nursing staff. 

 

5.1.5. Significant Relationship Between Motivation and Profile of Nurses 

The summary discussion of the chi-square analysis indicates several significant 

findings regarding motivation among nurses. Firstly, the study reveals a gender pay gap, 

with male nurses earning higher salaries than their female counterparts. Secondly, job 

position significantly affects job security, emphasizing the importance of transparent 

career advancement opportunities. Thirdly, education and work location have notable 

impacts on working conditions, suggesting the need for tailored improvements in certain 

settings. 

Moreover, age, education, and work location influence nurses' sense of 

responsibility, highlighting the importance of addressing these factors to foster greater 

commitment in their roles. Additionally, higher education levels and specific work 

locations are associated with increased cooperation among nurses, underlining the 

significance of a collaborative work culture. 

Furthermore, both gender and education play significant roles in shaping nurses' 

perceptions of technical supervision, necessitating effective support and guidance for 

nursing staff. Lastly, education levels significantly impact interpersonal relationships 

among nurses, indicating the potential benefits of ongoing learning and communication 

training. 



184 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

In conclusion, the chi-square analysis offers valuable insights for healthcare 

organizations to address the gender pay gap, enhance job security, working conditions, 

responsibility, cooperation, technical supervision, and interpersonal relationships. 

Implementing targeted interventions based on these findings can create a supportive and 

satisfying work environment for nursing professionals. 

 

Recommendations: 

5.1.6. Level of Job Satisfaction of Nurses in Terms of the Following 

Based on the overall findings of this pedagogical research study, the following 

recommendations for improving job satisfaction among UAE nurses can be made: 

Reward & Recognition:  

Organizations should explore improving recognition and rewards programs for 

nurses to increase job satisfaction even further. This may involve more frequent and 

meaningful recognition of their efforts and achievements. 

Professional Development and Promotion:  

Human resource departments is recommended to concentrate on creating 

thorough and transparent promotional programs to boost nurses' confidence in their 

career growth chances. Opportunities for professional development and empowerment 

can also increase overall job satisfaction and motivation of nursing employees within the 

organization. There is a saying that “Education Empowers People”. This is an approach 

that can be utilized to continuously improve each nurses capabilities and other things that 

they can contribute, not only to their respective patients but moreover, to their colleagues 

and the management teams.  
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Working Conditions and Assistance:  

Employers should continue to create a supportive work environment for nurses, 

ensuring that they have the resources and assistance they need to carry out their 

responsibilities effectively. This can involve holding frequent feedback sessions, 

maintaining open lines of communication, and dealing with any work-related stresses or 

obstacles. 

Encourage team-building events and promote effective communication in the 

workplace to generate a sense of belonging and camaraderie among nurses and 

coworkers, leading to enhanced job satisfaction. 

Fairness and equity in acknowledging employees' efforts and successes can 

improve job satisfaction. Transparency in the promotion and recognition systems is critical 

for instilling trust and motivation in nurses. 

 

Continuous Assessment:  

Assessing work satisfaction levels on a regular basis and addressing any areas of 

concern via surveys or feedback channels can assist firms in identifying specific areas for 

improvement and taking relevant steps. 

It is crucial to remember that numerous factors influence job satisfaction, and the 

solutions presented should be customized to the specific context and demands of the 

UAE nursing workforce. Nurses should be involved in decision-making and in the 

implementation of methods to promote job satisfaction, resulting in a more rewarding and 

productive work environment. 

 



186 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

5.1.7. Level of Motivation of Nurses  

Based on the positive results, it is essential for organizations to continue 

maintaining and improving the factors that contribute to nurses' motivation and job 

satisfaction. However, there are a few areas of hesitation or room for improvement: 

Rewards Program:  

Organizations can consider implementing or enhancing a rewards program to 

recognize and appreciate nurses' efforts and contributions. 

Annual Employee Engagement and Welfare Program:  

To address the hesitation in this aspect, HR departments and managers can work 

together to create engaging employee welfare programs that foster a positive work 

environment and enhance nurse motivation. 

Counselling Services:  

To further support nurses' well-being, organizations can provide accessible and 

confidential counselling services to help them cope with stress and challenges. 

Salary Expectations:  

As there is agreement regarding salary structure and compliance with labor law 

guidelines, organizations should ensure that nurses' salary expectations are well-

communicated and align with their experience and qualifications. 

Professional Growth:  

Continue to offer various developmental programs to nurses, such as shadowing, 

cross-training, and train-the-trainer initiatives, to provide them with opportunities for 

growth, promotion, and professional excellence. 
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Diversity and Inclusion:  

Organizations should continue promoting diversity and inclusion within the 

workplace, fostering a respectful and supportive environment for all staff members. 

Overall, maintaining open communication channels and conducting regular 

employee feedback surveys can help organizations identify specific areas for 

improvement and tailor strategies to enhance nurse motivation and job satisfaction. By 

addressing these areas, organizations can create a more fulfilling and supportive work 

environment for their nursing workforce in the UAE. 

 

5.1.8. Significant Correlation in Job Satisfaction and Motivation 

Since there is a significant correlation between these variables, it is crucial for 

organizations to focus on the following recommendations: 

Holistic Approach to Employee Satisfaction:  

Given the strong correlation across all aspects (Salary, Job Security, Working 

Conditions, Responsibility, Cooperation, Technical Supervision, and Interpersonal 

Relationship), organizations should adopt a holistic approach to address employee 

satisfaction and engagement. Recognize that these factors are interconnected, and 

improvements in one area can positively impact others. 

Regular Employee Feedback and Engagement Surveys:  

Conduct regular employee feedback and engagement surveys to gauge employee 

satisfaction and identify areas for improvement. Use the survey results to tailor strategies 

and policies that address specific concerns and preferences of the workforce. 
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Invest in Training and Development:  

Place a strong emphasis on training and development programs to enhance 

technical skills and competencies of employees. Technical supervision should focus on 

providing adequate support and guidance to ensure employees are equipped to meet 

organizational expectations. 

Promote a Collaborative Work Environment:  

Foster a culture of cooperation and teamwork among employees. Encourage open 

communication, recognize and reward collaborative efforts, and provide opportunities for 

employees to work together effectively. 

Enhance Working Conditions:  

Continuously assess and improve working conditions to create a safe, healthy, and 

supportive environment for employees. Address concerns related to work tools, 

resources, and safety measures promptly. 

Career Development Opportunities:  

Provide clear career development paths to boost job security and create a sense 

of purpose among employees. Regularly communicate career growth opportunities and 

invest in employee training and advancement programs. 

Recognition and Rewards:  

Implement a robust recognition and rewards program to appreciate and motivate 

employees for their contributions. Align rewards with performance and provide incentives 

to recognize and retain top talent. 

Effective Supervision: Ensure that supervisors and managers exhibit leadership by 

example and provide necessary support and guidance to their teams. Encourage 



189 
Job Satisfaction and Motivation among Filipino Nurses in the United Arab Emirates 

supervisors to actively engage with employees, provide regular feedback, and promote a 

positive work culture. 

 

5.2 Future Research Studies 

While this study has shed light on job satisfaction and motivation among Filipino 

nurses in the UAE, several areas warrant further investigation: 

1. Longitudinal Studies: Conducting longitudinal studies can help track changes in job 

satisfaction and motivation over time, providing a more comprehensive understanding 

of the factors influencing these constructs. 

2. Comparative Studies: Comparing job satisfaction and motivation levels among Filipino 

nurses with other nationalities in the UAE can offer insights into potential cultural 

influences. 

3. Impact of COVID-19: Exploring how the COVID-19 pandemic has affected job 

satisfaction and motivation among Filipino nurses can yield valuable information for 

healthcare institutions. 

4. Leadership Styles: Investigating the impact of different leadership styles on nurses' 

job satisfaction and motivation can provide valuable insights for effective management 

practices. 

 

5.3 Ethical Considerations 

Throughout the research process, ethical considerations were prioritized. Informed 

consent was obtained from all participants, ensuring their voluntary participation. 

Confidentiality was maintained, and data was anonymized to protect the nurses' identities 
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and privacy. The study adhered to the principles of beneficence, non-maleficence, and 

justice, prioritizing the well-being of the participants, and ensuring fairness in the research 

process. 

 

5.4 Summary and Closing 

In conclusion, this study explored job satisfaction and motivation among Filipino 

nurses in the UAE healthcare setting. The findings revealed a generally high level of job 

satisfaction and motivation among nurses, driven by positive work environments, 

opportunities for growth, recognition, and commitment to patient care. Supportive 

leadership and competitive compensation also played crucial roles in enhancing job 

satisfaction and motivation. 

The preceding chapters of this pedagogical study has provided a comprehensive 

exploration in understanding job satisfaction and motivation as an integral part of 

healthcare system today. Throughout this long journey, this researcher has delved into 

various challenges and new learning encounters in understanding the unknown of the 

study that led to new discoveries in the field of nursing studies today. This scholarly 

exploration has greatly benefited the interests of the individual, the company, and the 

existing community particularly on what value Filipino Nurses has brought to the 

healthcare landscape in the seven states of the United Arab Emirates.  

Future research studies could further explore different aspects of job satisfaction 

and motivation among nurses, considering longitudinal, comparative, and pandemic-

related investigations. Ethical considerations were meticulously observed throughout the 

research process, safeguarding the participants' rights and privacy. 
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Ultimately, this research contributes to the understanding of factors that influence 

job satisfaction and motivation among Filipino nurses in the United Arab Emirates, 

providing valuable insights for healthcare institutions to create conducive work 

environments and support their nursing workforce effectively. The findings can help in the 

development of strategies to improve nurse retention and job performance, ultimately 

benefiting the overall quality of healthcare services in the United Arab Emirates. 
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Appendix A 

RESEARCHER’S LETTER TO RESPONDENTS 

Date: 17 April 2023 

To all my Fellow Kabayan OFW Filipino Nurses, 

My name is Meridein Sanchez Pacamana., a Master of Arts in Nursing Candidate at the 
University of the Philippines – Open University. For my final thesis project, I am 
examining the “JOB SATISFACTION AND MOTIVATION AMONG FILIPINO NURSES 
IN THE UNITED ARAB EMIRATES”. 

As you are an Overseas Filipino Nurse and a member of the Philippine Nursing 
Association in the United Arab Emirates, may I invite you to participate in this scholarly 
research study by completing this online survey? 

The questionnaire will require approximately 10 minutes to complete. The results and 
the data collected in this research will be used as a valuable contribution through the 
pedagogical study of how job satisfaction and motivation can further enhance the 
nurses work performance outcomes and can be source of significant reference by other 
nursing practitioners from the UAE, in the Philippines and around the world. 

Please answer all questions as honestly as possible and click “SUBMIT” at the end of 
this survey to send the completed online questionnaire promptly. Thank you very much 
for taking the time to participate in this study. 

It is my guarantee that your data will be kept confidential and will be used for academic 
purposes only. In case you have any questions regarding this research study, please 
feel free to approach or contact me anytime (see my contact details below). 

Again, thank you for your participation. 

Online Survey Link:  
https://docs.google.com/forms/d/1ES-
oD17XzkabIrGZNdGikj5Fgl96tQPCHqCTsl4HTWU/edit?pli=1 

All the best, 

Meridein Sanchez Pacamana, PH-RN, HAAD-RN 
Candidate – Master of Arts in Nursing 
University of the Philippines – Open University 

Mobile: 
Email: mspacamana@up.edu.ph 

https://docs.google.com/forms/d/1ES-oD17XzkabIrGZNdGikj5Fgl96tQPCHqCTsl4HTWU/edit?pli=1
https://docs.google.com/forms/d/1ES-oD17XzkabIrGZNdGikj5Fgl96tQPCHqCTsl4HTWU/edit?pli=1
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Appendix B 

INFORMED CONSENT FORM 

TITLE OF STUDY 

JOB SATISFACTION AND MOTIVATION AMONG FILIPINO NURSES 
IN THE UNITED ARAB EMIRATES 

PRINCIPAL INVESTIGATOR 

Meridein Sanchez Pacamana, PH-RN, HAAD-RN 
Master of Arts in Nursing, University of the Philippines Open University 

Mobile: 
Email: mspacamana@up.edu.ph 

PURPOSE OF STUDY 

The purpose of this study is to determine whether job satisfaction and motivation has 
significant effect on the overall performance of Filipino nurses in the United Arab 
Emirates.  

STUDY PROCEDURES 

• Participants will be part of one 10-minute online survey where they will complete a
questionnaire in understanding Filipino Nurses job satisfaction and motivation. As part of
this online survey, 108 respondents will be selected who participated in the online survey.

• The online questionnaires link will be sent by email over to the participants which has
the questions that will be asked by the researcher. Each participant can write down their
answers on their most convenient time. Each participant will be requested to answer
questions about their demographics, professional background, experience and anything
related to this research study.

• Participants may be contacted for follow-up questions to clarify and expand content.
These would not occur more than once, for a max of 10 minutes over the phone.

• The time commitment for participants will begin no earlier than March 2020 when focus
groups begin and all data collection will commence at the end of April 2020.

• To fully participate in this study, participants need to complete the online survey
questions c/o Google Forms. While questions on the questionnaire can be skipped, it is
best that all participants answer the questions as highlighted in this study.

mailto:mspacamana@up.edu.ph
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• Participation in the study is completely voluntary and confidential. The participant can
discontinue participation at any time and can choose to not answer any question asked
of them on the survey or during the focus group.

5) Risks: All risks have been minimized to protect participants through means of

confidentiality and using pseudonyms.

6) Benefits: The benefits of this study include contributions to scholarly and practical
understandings in the field of Human Resource Management in the field of Nursing
Practice. This will come from both self-reported experiences and usage, as well as

understanding nursing practitioners’ behavior at their actual workplace setting.

7) Data Collection & Storage: The researcher is the only one to have access to the data
collected. Recordings and transcripts will be password protected on the researcher’s
computer. All data provided will be kept confidential, unless required by law. The
researcher will make every attempt to keep your data secure to the extent permitted by
the technology. However, no guarantees can be made regarding the interception of data
sent via the Internet by any third parties. All electronic information analyzed and
transcribed will also be given pseudonyms. Signed informed consent forms will be kept
in a locked filing cabinet at the researchers’ home in Dubai, United Arab Emirates. All
data will be destroyed after 3 years.

8) Contact Information: The researcher is willing to answer any and all questions about
the research and can be reached at mspacamana@up.edu.ph or by calling
+971556587207. Additionally, further information on research participants’ rights, the
research study, or research related injury can be obtained by contacting the researcher.
Participants may also contact faculty adviser, Prof. Cecile Punzalan at
cecilepunzalan@yahoo.com of the University of the Philippines, regarding more

information concerning the approval to complete the research.

9) Consent Statement: I have read the information describing this study. All my
questions have been answered to my satisfaction. I am 18 years of age or older and freely
consent to participate. I understand that I am free to withdraw from this study at any time
without penalty. I have printed a copy of this consent form for my records. By ticking the
“I consent” button below, I am giving my consent to participate in this research study.

I consent to participate in this research study 

______________________________________ Signature of Participant   

_____________ Date  

______________________________________ Signature of Principal Investigator 

_____________ Date  

mailto:cecilepunzalan@yahoo.com
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Appendix C 

ONLINE SURVEY QUESTIONNAIRE 

Online Survey Section: Please complete and answer this online questionnaire as soon 

as you can. Likewise, demographic data from questionnaires are advised to be answered 

which include nurses’ characteristic data (length of work, education, nursing position, 

gender, experience). 

Thank you for your participation in this research study. You may start answering 

the questions below by clicking one answer per question. 

When you are finished, please click the “FINISH” button at the end of the survey 

to submit your responses. 

Take note that no individual respondent will be identified in the report of the study. 

Please tick the circles below as appropriate. 

JOB SATISFACTION 

The first part of this questionnaire will ask questions related to the participants job 

satisfaction at their current workplace. This has a total of 30 satisfaction questions from 

the 7 indicators identified by this researcher. This includes responsibilities, rewards, jobs, 

promotional opportunities, supervision, coworkers and working conditions. Each question 

has 5 answer choices (1 = very dissatisfied, 2 = dissatisfied, 3 = quite satisfied, 4 = 

satisfied, 5 = very satisfied).  

Responsibilities 

1. How satisfied are you with the sort of work you are doing?

1   2   3   4 5 

2. What value do you think your company appreciates your service?
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1 2 3 4 5 

3. Are you contented with all the training and development programs given by your HR

team to meet customer service and patient expectations?

1   2   3   4   5

Rewards 

4. Are you satisfied with the recognition that your supervisor shows when you did a

great job at work?

1   2   3   4   5

5. Are you happy with the top management’s reward and recognition program?

1 2   3   4 5 

Job 

6. Are able to participate in the supervisory decisions that affect your job?

1   2   3   4 5 

7. Does your management encourage you to come up with better ways of doing things?

1   2   3   4   5

8. How satisfied are you with your current compensation?

1   2   3 4 5 

Promotional Opportunities 

9. How satisfied are you with your chances of being promoted to a better position?

1   2   3   4   5
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10. Are you motivated to do well because of the kind of empowerment and support

provided by your manager? 

1 2 3 4 5 

11. Are you felt sense of professional growth within your working environment?

1   2   3   4 5 

12. Are your confident with the promotional programs introduced by your Human

Resource Department? 

1 2 3 4 5 

Supervision 

13. How satisfied are you with the type of leadership you have been getting from your

supervisor/manager? 

1 2 3 4 5 

14. Are you happy with the type of supervision provided by your management?

1    2   3   4 5 

Co-Workers 

15. When problems occur at work, are you contented with the management support in

solving the incident with you? 

  1 2 3 4 5 

16. Do you feel a sense of belongingness with your fellow co-workers in the office?

1    2   3   4   5

17. Does the team as a whole understand what the vision, mission and purpose of the

organization? 

  1 2 3 4 5 
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Working Conditions 

18. Are you able to get the right support that you need to ensure that you achieve and

meet your goal as an employee? 

  1 2 3 4 5 

19. Do you feel fairness is practiced within your organization in the premise of

recognizing employees based on their contribution to the organization? 

1 2 3 4 5 

20. Rate the amount of pressure you feel in meeting the work demands of your job?

1   2   3   4   5

MOTIVATION 

For the second section of this questionnaire, we will determine to measure work 

motivation which covers a total of 35 questions, with 7 indicators: salary, job security, 

working conditions, responsibility, cooperation, technical supervision qualities, 

interpersonal relationship quality among colleagues with superiors and subordinates with 

5 answer choices (1 = disagree, 2 = agree, 3 = hesitate, 4 = agree, 5 = strongly agree). 

Please answer all questions accordingly. 

Salary 

1. Are you able to get your salaries on time?

1   2   3 4 5 

2. Is the salary provided to you by your company are according to the industry

standards in the United Arab Emirates?

1   2   3   4   5
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3. Does the amount of work that you provide compensates you accordingly based on

your approved job description by your line manager and the HR Department?

1   2   3   4   5

4. Is your salary structure based on the UAE Labor Law guidelines?

1   2   3   4 5 

5. My salary expectations are in line with my experience and qualifications.

1   2   3   4 5 

Job Security 

6. Do you feel secure at your current job role?

1   2   3 4 5 

7. Are you confident that your management supports your ideas and contribution?

1   2   3   4   5

8. Do you see a good career for you in your organization?

1   2   3 4 5 

9. Do you feel that you have a clearly established career path in this organization?

1   2   3   4   5

10. Do you have opportunities to learn and grow in the company?

1   2   3   4 5 

Working Conditions 

11. Are you contented with the health and safety conditions at my workplace?

1   2   3   4 5 
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12. Does your management team support and listen to your ideas to improve your

working environment?

1   2   3   4   5

13. Does your line manager lead you towards excellence through application of work

best practices in anything that you do?

1   2   3   4   5

14. Do you have all the necessary tools and instruments that you need to excel?

1   2   3   4 5 

15. Does your current work condition is aligned with your management goals and

objectives?

1   2   3   4   5

Responsibility 

16. Are your ideas and opinions being heard and recognized by the top   management?

1   2   3   4   5

17. Do you feel a sense of personal satisfaction when you do well at work?

1   2   3   4 5 

18. Are there a rewards program at your workplace?

1   2   3 4 5 

19. Is working in your current workplace increases your sense of professional growth?

1   2   3   4   5

20. Are you happy with how management treats you as a member of the organization?

1   2   3   4   5
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Cooperation 

21. Is there a communication strategy available for employees to work tactically and

achieve their objectives at work?

1   2   3   4   5

22. Does your team cooperate with one another when a task is assigned to your group?

1   2   3   4   5

23. Do you feel motivated working in a team?

1   2   3 4 5 

24. Is “leadership by example” being applied to your organization?

1   2   3   4 5 

25. Are you happy with the current department where you are assigned right now?

1   2   3   4   5

Technical Supervision Qualities 

26. Is training and development a priority within my department?

1   2   3   4 5 

27. Is your knowledge, skills, and abilities (KSAs) are supervised accordingly to meet my

top management expectations?

1   2   3   4   5

28. Is critical thinking introduced and being applied in your current role?

1   2   3   4 5 
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29. Has diversity and generational differences in the workplace being supervised fairly

within the organization?

1   2   3   4   5

30. Does your line manager or supervisor introduce you to various developmental

programs such as (shadowing, train the trainer, cross training etc) that provide you

an opportunity for growth, promotion and to excel at work?

1   2   3   4   5

Interpersonal Relationship Quality among colleagues with Supervisor & 

Subordinates 

31. Do you have a strong relationship with your supervisor and subordinates?

1   2   3   4 5 

32. Is there an annual employee engagement and welfare program led by your HR

department and your department managers?

1   2   3   4   5

33. Are there available counselling services within your organization?

1   2   3   4 5 

34. Do employees in my organization have access to all the necessary resources to

provide culturally competent care?

1   2   3   4   5

35. Do you observe that the staff members respect the diversity and differences of the

organization’s health care unit team?

1   2   3   4   5
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To the participants, please fill in the details below. 

Demographic Data  

What is your gender? 

a. Male b. Female

Which age bracket do you belong to? 

a. 20 to 30
b. 31 to 40
c. 41 to 50
d. 51 to 60
e. 61 onwards

What is your current work position in the Nursing Field in the UAE? 

a. Staff and Rank-in-File
b. Supervisor / Officer
c. Manager / Senior Manager
d. Vice President
e. CEO or in C Level Positions

Income 

a. 1,000 AED to 4,000 AED
b. 4,001 AED to 8,000 AED
c. 8,001 AED to 12,000 AED
d. 12,001 AED to 16,000 AED
e. 16,001 AED and higher

Civil Status 

a. Single
b. Married
c. Annulled
d. Divorced
e. Widow

Educational Attainment 

a. Associate Level
b. College
c. Postgraduate
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d. Master Level
e. Doctoral Degree (i.e. Ph.D., Ed.D etc.)

Which state in the UAE are you employed? 

a. Abu Dhabi
b. Dubai
c. Sharjah
d. Ajman
e. Ras Al Khaimah
f. Fujairah
g. Umm Al Quawain

Years of Work Experience in the United Arab Emirates as Nurse 

a. <5 Years
b. 5 to 10 Years
c. 11 – 15 Years
d. 16 – 20 Years
e. 21 – 25 Years

Family Status 

5.1. Single in the UAE 
5.2. Boyfriend/Girlfriend/Partner and Companion is in the UAE 
5.3. Only Husband/Wife is in the UAE 
5.4. Only Child/Children is in the UAE 
5.5. Husband/Wife and Child/Children is in the UAE 
5.6. Family Members (Cousins) and other Relatives in the UAE 

(i.e., Mother, Father, Sister, Brother, Aunt, Uncle, Niece, Nephew etc.) 

For researcher’s information only: 

Name: ________________________ Email: ________________________ 

Contact Number: ________________ Residence in UAE: ______________ 
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Appendix D 

RESEARCHER’S LETTER TO THE 
PHILIPPINE NURSES ASSOCIATION – UAE CHAPTER 

Mr. Red Cloud Capuyan 
President 
Philippine Nurses Association - UAE 

Date: 5 April 2023 

Dear Mr. Capuyan, 

My name is Meridein Sanchez Pacamana. I am a Master of Arts in Nursing Candidate at 
the University of the Philippines – Open University and currently working on my final thesis 
project entitled, 

 “JOB SATISFACTION AND MOTIVATION AMONG FILIPINO NURSES IN THE 
UNITED ARAB EMIRATES” 

In this scholarly research, I am examining “the job satisfaction and motivation among 
diasporic community of Filipino Nurses who are employed in the United Arab Emirates”. 
In reference to the official endorsement of the Philippine Embassy Abu Dhabi in the United 
Arab Emirates in my research study, I am writing your good office for your official 
confirmation of support together with the whole PNA-UAE in this scholarly journey. Also, 
I am requesting for you to kindly provide the list of your members, including their contact 
details (e.g., email address, contact numbers, social media accounts, etc.) where I can 
send them the main survey link for their official participation to this study. 

The respondents of the study are the Filipino Nursing Professionals who are members of 
the PNA-UAE Chapter in the United Arab Emirates. Once I received your approval and 
obtained the list of members from your professional organization, I will send them a letter 
with the link to the online questionnaire through their emails and social media accounts 
for them to participate in and fill out the online survey. This will only require approximately 
10–15 minutes to complete. The results and the data collected in this research will be 
used as a valuable contribution to the study of nursing practice among our Kabayans and 
other global nursing expatriate professionals/workers around the world. I know that with 
your full support as the President of PNA-UAE, this scholarly initiative will uncover new 
knowledge in our field of practice as global healthcare practitioners and as inspiring 
heroes of this modern era. 

 I guarantee to keep the data confidential and will be used for academic purposes only. 
In case you have any questions regarding this research study, please feel free to contact 
me. You may reach me at the contact details mentioned below. 
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Upon confirmation, I look forward to receiving your official letter of support from PNA-UAE 
for my thesis study.  

Again, thank you, and I look forward to your support to this valuable initiative. 

With cordial regards, 

Meridein Sanchez Pacamana, RN 
Candidate – Master of Arts in Nursing 
University of the Philippines – Open University 

Email: mspacamana@up.edu.ph 
Mobile:  

Cc: Queenie Ridulme, RN, MAN 
Chair – Thesis Committee 
Master of Arts in Nursing 
Faculty of Management and Development Studies 
University of the Philippines - Open University 

Cecile Punzalan, RN, MAN 
Member – Thesis Committee 
Master of Arts in Nursing 
Faculty of Management and Development Studies 
Member - Thesis Committee 
University of the Philippines - Open University 

Appendix E 
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Appendix E 

ERB APPROVAL AND 
PHILIPPINE NURSES ASSOCIATION OFFICIAL LETTER OF SUPPORT 
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Appendix F 

CV, MERIDEIN SANCHEZ PACAMANA, PH-RN, HAAD-RN 
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Appendix G 

CONFIRMATION OF SUPPORT FROM THE PHILIPPINE EMBASSY 
IN ABU DHABI, UNITED ARAB EMIRATES 
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Appendix H 

REQUEST LETTER OF SUPPORT FROM THE PHILIPPINE EMBASSY 
IN ABU DHABI, UNITED ARAB EMIRATES 
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Appendix I 

LETTER OF SUPPORT FROM THE PHILIPPINE EMBASSY ABU DHABI 
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Appendix J 
THESIS PROPOSAL APPROVAL




