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ABSTRACT 

Human being is a social animal. So human beings wants many thing like food, a place to sleep, money and the 

felling that we belong as a member of a group. Such terms as “wants", desire" and “needs" describe the motivations that 

distinguish between the positive forces which impel us to work toward certain ends. Such terms as" fears" and " aversions" 

refer to negative forces which repel " person away from certain objects or conditions yet the two types of forces are similar 

in one respect they both initiate and sustain behavior and this we call motivation " wishing" and " wanting" describe the 

positive driving forces in us which direct our behavior toward" approach object": such an object would be the food sought 

by a hungry person.  

People have a variety of physical, social and physiological needs and satisfying these needs become their personal 

goal. Organization has a variety of incentives to use to induce people to work. These incentives include money, job 

security, status, and recognition and challenging jobs. Employees will be motivated to work if they find these incentives 

attractive. If these rewards are satisfactory, the worker will repeat his productive behavior. If they are not satisfying the 

worker will be discouraged.  

KEYWORDS: Food, A Place to Sleep, Money, Social Animal, Motivation " Wishing" and " Wanting" 

INTRODUCTION 

The most important thing in understanding human behavior at work is to know the way motivation interacts with 

level of skill to affect performance / involvement. Human activities depend largely upon retained habits and skills, which 

have been acquired through the process of learning. Furthermore, as the number of occasions or the time devoted to 

learning increases, the level of skill which is stored in memory also increases, up to some ceiling imposed by the capacities 

of the nervous system. The performance of human activities is affected by the amount of motivation. This could be 

explained by the following relation: 

Performance = Skill x Motivation  

Objectives of the Study 

The employee's job involvement is influenced by the job environment as well as personality variables. The study 

entitled “An analysis of relationship between motivation and job involvement of Nursing personnel”  has the following 

objectives:  

• To determine the impact of motivation in different areas on the job involvement in nursing personnel. 

• To determine the impact of motivation in overall groups on the job involvement in nursing personnel. 
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Hypothesis 

• There is significant difference between the mean job involvement scores of high and low motivation in 7 

different dimensions of motivation. 

• There is significant difference between the mean job involvement scores of high and low motivation in 

overall groups. 

Literature Review 

The conception of the effect of motivation is quite consistent with our everyday experience, which tells us that 

complete lack of motivation (a zero motivation) means no performance at all. In addition we know that a person of 

mediocre skill can sometimes beat an ' expert', if he is inspired with high motivation.  

The powerful effects of added motivation are used extensively in industrial situation. Changing motivation can 

make a remarkable effect on production or motivation can make a tremendous difference in performance, not because it 

adds to skill, but because it multiplies with it. We can express this effect as a formula:  

Performance = Skill level x motivation  

This multiplying effect of motivation may be observed in the performance of tasks presenting all types of human 

functioning. Industrial psychologists have historically been interested in specific aspects of task- oriented behaviour such 

as these in the hope that a better understanding would result in a more "satisfied" worker and or in increased work 

productivity.  

Hawthorne studies (Rothlisberger and Dickson, 1939) gave important inputs to the study of motivational influence 

in performance and gave emphasis on supportive organizations relationship and climate as means to boost employee 

performance. Later, the behavioural theories of management pioneered by Argyris (1957), MCGregor (1960) and Likert 

(1961) focused on motivational implications of job performance. Maslow (1943), Vroom (1964) and Herzberg et al (1959) 

focused on different aspects of work motivation and job performance. The role of motivational processes in determining 

worker's job performance is widely recognized by other industrial psychologists as well.  

Bose (1958) concluded that the productivity is definitely influenced by some psychological factors like, attitudes 

and job satisfaction.  

Feather (1961), and Forehand and Gilmer (1964) discussed the interaction between personalities and job qualities 

loading to high efficiency of workers. Ganguly (1961) emphasized that employee productivity is a function of the number 

and strength of needs that must be satisfied through higher production, the degree of probability that high productivity will 

satisfy these needs and the amount of increase in productivity that will be required to satisfy these needs. Thus he stressed 

upon need fulfillment and expectancy as related to employee productivity.  

Pervin (1968) treated performance as a function of the interaction between the characteristics of the individual and 

those of the environment. Pestonjee and Akhtar (1969) studied the relative significance of ten intrinsic factors in 

motivating workers. Advancement participation and Recognition were rated more important than pay in their study.  

Allen (1973) has proposed a theory 'M' for management. On the basis of a survey of the opinions of 289 

managers, he concluded that behaviour is influenced by complex psychological, biological, social and economic factors. 
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Most people tend to be concerned with their own needs and objectives.  

Sinha and Gupta (1974) indicated that higher the need satisfaction the more regular was the worker at the job. 

England, Dhinga and Agrawal (1974) studied the relationship between job success and job value. They have reported a 

correlation of .35 between these two variables. Kun, Parsons and Ruble (1974), Anderson and Butzin, and 0' Reny and 

Roberts (1975) suggested that a person will be motivated to perform well when he perceives his job as requiring to use 

abilities that he values.  

Bose (1978) studied the relationship between organizational stress and managerial performance. The sample 

consisted of 59 managers at three levels in a large business organization, The study reveals that the performance score of 

upper level managers correlated significantly with organizational stress scores. Mathur and Sharma (1978) reported that the 

job performance of skilled workers in industries seems to be related to the attitudes towards working climate, particularly 

those giving satisfaction to higher order needs in Maslow's need hierarchy theory.  

Singh, Gupta and Data (1979) pointed out from their studies that prediction of performance from motivation and 

ability information obeys an averaging rule in India, and that the difference between Indians and Americans in this 

attribution task reflects true cultural differences. 

This study on 62 employees from a printing press revealed that there was significant positive correlation between 

performance and attitude towards supervisor and pay.  

Sharma and Mathur (1981) investigated the relationship between employee's values and their job performance. 

The analysis revealed that some values are positively related to job performance of lndustrlal workers.  

Gupta, Pestonjee and Singh (1982) reported participation and job anxiety play an important role in determining 

the level of performance of blue-collar workers, this study was conducted in a textile firm, with a sample of 150 workers, 

in India. Sharma and Mathur (1982) reported that the correlates of job satisfaction are not the same. Therefore, a simplistic 

assumption that a satisfied employee is the better performer will not be very appropriate.  

Lai (1984) in a study of library personnel reported that certain psychological variables like fulfillment of security, 

social and esteem needs, internally in loss of control, job satisfaction and job- involvement are significant contributors of 

job performance.  

Chatterjee (1984) reported that Incentive Schemes i.e financial incentive schemes are under Indian conditions, a 

great motivation. Sharma's (1986) study indicated that internal factors, within the worker and within the job opportunity 

influence the job performance.  

Singh (1988) found in his study, that motivation had a positive correlation with productivity. It is the human being 

who is responsible for the = productivity in organizations. If he has the necessary knowledge, motivation, skills an d the 

right kind of attitude, he can improve the productivity in his area.  

Lahiri and Srivastava (1967) contrast two job factors to illustrate that -individuals attributed dissatisfaction to 

environmental factors rather than to self.  

Rao (1972), and Rao and Rao (1973) reported studies in which two factors theory could not receive unequivocal 

support. It was observed that motivators contributed to both, Satisfied and dissatisfied feelings. Motivators and hygiene 

factors were found not to be mutually exclusive in the factor analytic sense.  
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Dayal and Saiyadin (1970) reported that their findings are highly supportive of Herzberg's motivation hygiene 

theory. They concluded that the findings are all the more meaningful in view of the cross cultural differences pointing 

towards university of human motivation.  

Vroom (1964) looks at effective motivation not in terms of either a fixed set of human needs or as a uniform 

configuration of external motivations. He defines motivation as a process governing the choices, made by the persons 

among alternative forms of voluntary activity. Thus, motivation is a result of goals that a person wants to achieve. These 

goals may be different for different persons. These might be higher salary, promotion and job security for some and more 

interesting work for others.  

RESEARCH METHODOLOGY 

The Factorial design has been used to measure the impact of motivation on the job involvement of nursing 

personnel. The job involvement has been treated as dependent variable, while motivation has been treated as independent 

variables.  

Measures 

To study the variable in the study the variable in the present study the following two psychometric devices were 

utilized. The description of these tools is given below and the scales, items and instructions finally used are: 

Employees Motivation Schedule (EMS): Developed and standardized by Sirivastava (1984) consists of 70 

statements with four alternative responses, namely, always, mostly, seldom, and never, was used to assess nurses 

motivation in relation to seven dimensions. 

The individual operating in context of industries and other employment's are motivated by a number of needs, 

individually or in different combinations. The present employees motivation schedule focuses following needs (being 

manifest at work [job]) which generate work motivations Job involvement Scale: -In the present investigation the Hindi 

adaption (Kapoor and Singh, 1978) of Lodahl and Kenjner’s. Job involvement scale consists of 20 statements with four 

alternative response. 

Sample 

The primary data collected from 200 nursing personnel who are selected from SGPGI, Lucknow. The nurses were 

selected from different departments of the institute. The age of respondents ranged between 35-50 years average of 40 

years. The educational attainment of the respondent ranged from intermediate to B.Sc. the range of job experience was 

from 8 to 15 years with average experience for 12 years. The monthly income of respondent range from Rs. 10,000 -15,000 

per month with average monthly income of Rs. 12,000/-.Prior to the administration of the test, nurses were told about 

utility of the study.  

Research Instrument 

Well-designed pretested questionnaire were used to collect the primary data for fulfilling the objectives of the 

study. 
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RESULTS 

Table 1: Significance of Difference (C-R) between Mean Job Involvement Scores of Nurses in High and Low 
Motivation (Overall and Area-Wise) Groups 

Groups 
HM: Need for personal growth 
LM: Need for personal growth 

N 
114 86 

 

Mean 
55.69 
54.21 

S.D. 
7.35 
7.07 

C-R 
 

0.50 

P 
 

NS 

HM: Need for achievement 
LM: Need for achievement 

109 91 
55.33 
54.33 

7.39 
7.34 

 
0.73 

NS 

HM: Need for self control 
LM: Need for self-control 

105 95 
55.76 54 

76 
7.30 
7.11 

 
1.45 

NS 

HM: Need for Monetary gains 
LM: Need for monetary gains 

114 86 
55.21 
54.68 

7.36 
7.07 

 
0.52 

NS 

HM: need for non- financial 
LM: Need for non- financial 

104 
88.98 

55.60 
54.32 

7.32 
7.09 

 
1.26 

NS 

HM: Need for social affiliation & conformity LM: 
Need for social affiliation & conformity 

112 88 
55.60 
55.47 

7.84 
6.70 

 
-084 

NS 

LM: Need for autonomy & self actualization 112 55.43 7.25  
99 

NS 
LM: Need for autonomy & self actualization 88 54.42 7.19  
HM: Motivation (Overall)  102 55.30 7.41  

.63 
NS 

LM: Motivation (Overall)  98 54.66 7.06  
HM: High Motivation       LM: Low Motivation 

Further we have tried to find out the significance of difference between the mean job involvement scores of nurses 

for the High and Low Motivation (overall and area wise) groups by computing mean, Standard Deviation and C-R 

(Critical-Ratio) which is recorded in Table-1 

DISCUSSIONS 

Table-1 indicates that mean job involvement score is higher in high motivation pertaining to need for personal 

growth group than the low motivation pertaining to need for personal growth group. To list whether any significant 

difference exists or not between the mean job involvement of both the groups the critical-ratio was computed and it was 

not found to be significant. 

It means both the group enjoy same level of job involvement and they do not differ significantly with regard to 

their job involvement. 

The concept of growth need strength is crucial, to the theory of work motivation underlying the job characteristics 

model Growth needs are defined as strong needs for personal challenge and accomplishment, for learning and for 

professional development. The job characteristics model (Hackman and Lawler, 1971; Hackman and Oldham 1976) 

assumes that not all employees appreciate job high in motivation potential. They employees having strong internal 

motivation when working on complex, challenging jobs. Others, with we strong need for growth, will be less likely to take 

advantage of opportunities for professional development provided by a job high in motivating potential. 

It is also apparent from Table-1 that mean of job involvement is higher in high motivation pertaining to need for 

achievement group than low motivation pertaining to need for achievement group. 

To find out the significant difference between two groups the C-R is a applied. But the C-R value fount not to be 

significant. It means both the groups don't differ significantly with regard to their job involvement. But on the basis of 
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means we can suggest that the high group of nurses has uses job. Involved than the low group of nurses. 

Table-1 indicates that the mean job involvement is higher in high motivation pertaining to need for self-control 

group than low motivation pertaining to need for self control group. But the C-R value is not significant. 

It means both the groups do not differ significantly with regard to this job. Involvement but we can say that nurses 

having high need for self control have more job involvement than the low need of self control (motivation) group. 

Glass and singer (1972) demonstrate that a lack of self-control can have long term deleterious effect upon 

performance. 

Glass, singer and Freidman (1969) found that subject in their low self - control condition exhibited less 

persistence on tasks and made more errors that did subjects in the high self-control condition. 

The obtained finding bring out the idea that when the level of need for for self control will be higher, will give 

high job involvement in nurses. In other words we can say that those nurse who have high need for self control show high 

level of job involvement. 

It is obvious from Table-1 that the job involvement scores in terms of mean is comparatively higher in high need 

for monetary gains (motivation) group than the low need for monetarily gains group. While determining the significance of 

difference between mean job involvement of both the group the C-R value has been computed and the C-R value is not 

found to be significant. It means both the group are equally job involved either the belongs from high or low need for 

monetary gains. 

It is obvious from table-1 that the mean job involvement is higher in high need for non-financial gains them low 

need for non-financial grains, while determining the significance of difference between means job involvement scores of 

high and low motivation (need for non- financial gains) groups C-R and applied the obtained critical-ratio was not found 

significant. It mean that there no deference in job involvement between high and low motivated                                              

(need for non-financial gains) of nurses. 

It is obvious from Table-1 that the mean job involvement score is higher in high motivated (need for autonomy 

and self actualization) group than low motivated (need for autonomy and self actualization) group. While determining the 

significance of difference between mean job involvement scores of high and low motivated (need for autonomy and self 

actualization) groups. The C-R is computed but, the obtained critical-ratio is not found. To be significant. It mean both 

groups don't differ significantly with regard to job involvement. But on the basis of the means values, we can suggest that 

the nurses having high level of need for autonomy & self actualization shows high level of job involvement than the low 

group of nurses. 

From the results presented in Table-1 we observe that high motivation (overall) group has higher job involvement 

scores as compared to low motivation (overall) group. While determining the significance of difference between mean job 

involvement scores of high and low motivation (overall) group the obtained critical ratio is not found to be significant. 

It means nurses who are highly motivated show greater job involvement than those nurses who are low motivated. 

According to Gagne and Fleishman (1959) human performance of almost any sort can be improved by increase in 

motivation. They view that job performance is a result of interaction between workers skill level multiplied by motivation. 

Voorm (1964) also emphasized that job performance is a result interaction worker skill ability and motivation. 
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According to Sutermeister (1963) if a person had no motivation, he could be the most capable individual in the 

world, but there would be no relationship between his ability and job performance. Thus, both ability and motivation are 

essential aspects of good employee performance. 

Mehta (1978) discussed the problem of employee work motivation as an organization development strategy. 

According to his analysis there lies the clerical need for motivating and promoting greater human satisfaction in 

organization in order to achieve the desired organizational objectives and higher productivity. 

Sharma's study (1986) has also high lighted the concept of motivating people in organization, as an important 

management strategy. Inspite of many theories of work motivation available to us, this still remains a baffling issue and 

management should try to find out the best strategy for motivation people at work. 

Tarkenton (1986) investigated that the secret to "getting people to perform" is motivation and to secret motivation 

is understanding the difference between what terms people on and what turns them off 

CONCLUSIONS 

The study shows that job involvement scores in terms of mean is comparatively higher in high need for monetary 

gains (motivation) group than the low need for monetarily gains group. It means both the group are equally job involved 

either the belongs from high or low need for monetary gains. The mean job involvement is higher in high need for                

non-financial gains them low need for non-financial grains, while determining the significance of difference between 

means job involvement scores of high and low motivation (need for non- financial gains) groups. The study found that 

there is no difference in job involvement between high and low motivated (need for non-financial gains) of nurses. 
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