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ABSTRACT

The purpose of this research paper isto explore the type and level of motivation prevalent in Public and Private Hospitals.
HRM scholars and practitioners assume that the changes in international market and employee characteristics lead to a
transformation of the employer employee relationship from a lifelong steady relationship to life-time employability based
on diminished job security and enhanced employer and employee investments in training and development. The more
accurately manager can answer the question of what motivates their employees, the more effective they will be at

maximizing productivity, enhancing performance advancing the notion of organizational accountability.
KEYWORDS:Motivation, Health Sector
INTRODUCTION

HR managers play a critical role in ensuring higlaldy healthcare for patients. They work at melicatitutions
performing important tasks such as hiring and riéog) on boarding new hires, selecting benefitd @ompensation,
managing personnel and troubleshooting claims. mgunealth worker job satisfaction and motivatemre important if
health workers are to be retained and effectivelvdr health services, whether they work in theljguor private sector.
The purpose of this comparative study is to exptbeedifferent scenario in Public and Private Htadpi The aim is to
find out the existing motivation level of the emypdes, their expectations etc. and to identify intgouraspects of health

worker satisfaction and motivation while workingpablic and private sectors.
LITERATURE REVIEW
Maslow’s Hierarchy of Needs Theory

Maslow’s Needs Theory suggests each person haw thisr own needs and beliefs. It was mentionedbaple have a
pyramid hierarchy, which entails satisfaction ofeds from bottom to top. Maslow’s Needs theory ismied in a
hierarchical way; such that physiological needseappo be in the bottom of the pyramid while selfualization on top.
Abraham Maslow, was the first one to developedeatyn which starts from mere physiological subsisgeto needs for
belonging to a social circle, to pursuing one'smalthrough self-actualization. He divided eachspels needs into
physiological, safety, social, esteem, and selfi@ttation. The pyramid of needs can be categoriata physiological
and safety (deficiency needs) and belonging, s#fean and self-actualization (growth needs). Therdtichy of Needs
theory emphasizes that if the deficiency needs irennafulfilled, the individual will feel the defiti and it would stifle the

person from his development or from climbing orhte next step.
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Herzberg's Two-Factor Theory

In 1959 Frederick Herzberg developed the Two-Fatheory of motivation. Frederick Herzberg was agb®jogist

interested in the correlation between employetudti and workplace motivation. His research shothaticertain factors
were the true motivators or satisfiers. Hygienades; in comparison, created dissatisfaction ifytheere inadequate or
absent. The dissatisfaction could be diverted lyravements in hygiene factors, but these improvésnagione would not
provide motivation. The two-factor theory is basedthe assumption that there are two sets of faatdiich influence

motivation in the workplace, either by enhancingptayiee satisfaction or by hindering it.

Herzberg showed that to truly motivate an emplogdmisiness needs to create conditions that makehimer
feel fulfilled in the workplace. A manager must bare to provide sufficient hygiene factors whiletla¢ same time
building satisfiers or motivators into employee gobn principle, hygiene factors are necessary @kamsure that a
subordinate is not dissatisfied, and satisfiers regeded to motivate an employee to work towardsgheh level of

performance.
Theory X and Theory Y

Another theory about employee’s motivation was ttgyed by Douglas McGregor. This theory is calletiédry X and
Theory Y’. Theory X claims that all workers try évoid extra tasks, because they dislike workingaréfrom that, it says
that people are afraid to take responsibility angstnbe guided and controlled most of the time.rdiuas that setting a
precarious environment within the company is inectyrbecause there are only two proper ways ofuaiitig: rewarding
and encouraging self-perfection. According to thisory, however, employees have to behave and awrérding to the
rules set by their managers. Theory Y, on the dihed, leaves a place for self-analyses and cityaitivthe workplace. It
claims that an employee can motivate himself ineagant working environment. This theory assumasahworker will
not even be afraid to take responsibility and il to work more and harder. It emphasizes an itgnue of a pleasant

and satisfying environment within the company.
RESEARCH SAMPLE, DATA & METHODOLOGY
Sample Size

The research design for this study is exploratageld on surveys. Primary data has been collectedgh structured
guestionnaire from the respondents. The populatiothis study includes employees of private andlipubectors in
healthcare industry. The sample size for this me$eproject is around 61.Secondary data has bespased through

various literatures, theories on motivation ancdgthered from various online journals.
Data Processing

The survey technique was used to collect data fterespondents as well understand and predict sspects of the
motivation of the population of interest. Each digesaire had 2 larger division including demogriapdnd the other on
motivation. The first part includes generic infotioa of the participant like Name, Age, Sex Edumadil Qualification,
Marital Status, Nature of Job, Category, Desigmatidepartment and Monthly Income. The second pamsists of 20
qguestions based on 5 levels of motivation base#laslow’s Hierarchy of Needs Theory. There were @sguestions

allowing any suggestions or recommendations foividdal or organization.
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Methodology

The Comparative Study on Motivation in Public amivéte Healthcare Sector included Questionnairesisting of 20
items, and each item was measured on a five-padikeri scale, ranging from 1 (strongly disagreebt¢strongly agree).
The primary data was collected using questionnaitesre respondents were asked to rate their respors5-point scale.
To analyze the collected data and test the expewctaiand hypotheses, the Statistical Package faiaS&ciences
(SPSS/PASW Version 18) was used.

Secondary data was collected for review of varidasature and previous work related to employedivation to
support this particular research work. Four theoviere taken into consideration to give an explanab the question
raised in the problem formulation. These theorredude: Maslow’s Hierarchy of Needs, Herzberg Tvaxter theory,

John Adair Fifty-Fifty Theory and Vroom’s Expectantheory.
FINDINGS

The Findings were that the motivation level in Rul& Private hospitals differ in case of certainrigbles. Under the
Work Safety &Peer support, we found that varialdésnotivation like adequate leaves & rest brealksdyworking
conditions, job security and job status are sigaiitly different in case of Public and in Privatespitals. It also
highlighted that Organizational Policy on leavesl aest breaks and employee engagement are signifiea employee
motivation. There was no dedicated HR team in Rutispitals. In that case HODs handled HR issubghvmay not be
the best option always. Catering to basic needsadmdncement opportunities in form of employee’sivation we found
that leaves, job satisfaction and scope of advaanemary between Public and Private hospitals. Waibn for Job
quality and engagement inclusive of variables sagldob Status, Job satisfaction and Employee engageactivity in

Public and Private Hospitals are significantly eiiéint in case of Public & Private hospitals.
CONCLUSIONS

Any organization should recognize that motivatisrpersonal to an individual. If the employees teelk they are being
treated fairly, they will be more than likely tovgitheir best efforts for the organization. Motisatcomes from within an
individual. The Hospital administration, for bothlulitic and Private sectors will therefore benefithéy try to find out
about the personal goals and aspirations of thepl@yees. What motivates one employee will not ssagly motivate

another.

In addition to ensuring job status, good workingditions, job security and adequate leaves, asthewe up in
this research, it is also essential for the orgatitm to meet the higher order needs of individeraployees. These include

the need for recognition, proper engagement aldtigthe sense of fulfilment and achievement at work
REFERENCES

1. Shore. T. H., Bommer. W. H., and Shore.L. M., (2008), An Integrative Model of Managerial Perceptions of
Employee Commitment: Antecedents and Influences on Employee Treatment, Journal of Organizational Behavior,
Voal. 29, No. 5 pp. 635-655

2. Heinsman. H., De HooghA. H.B., Koopman.P. L., and Van Muijen. J. J., (2006), Competency Management:
Balancing Between Commitment and Control, Management Revue, Vol. 17, No. 3, pp. 292-306

Impact Factor(JCC): 6.0897 — This article can be dowatied fromwww.impactjournals.us




[ 36 Aparupa Bhattacharya Basl
3. Torka. N., Looise. J. K., and Van Riemsdijk. M., (2005) Commitment and the New Employment Relationship.
Exploring a Forgotten Perspective: Employers Commitment, Management Revue, Vol. 16, No. 4, pp. 525-539
4. MitchdIT. R, (1973), Motivation and Participation: An Integration, The Academy of Management Journal, Vol.
16, No. 4, pp. 670-679

5. Jurkiewicz.C. L., Massey Jr.T. K., and Brown.R. G., (1998), Motivation in Public and Private Organizations. A
Comparative Sudy, Public Productivity & Management Review, Vol. 21, No. 3, pp. 230-250

6. Zhang. X., and Bartol. K. M., (2010), Linking Empowering Leadershipand Employee Creativity: The Influenceof
Psychological Empowerment, Intrinsic Motivation, and Creative Process Engagement, The Academy of
Management Journal, Vol. 53, No. 1, pp. 107-128

7. Chung. K. H., (1968), Developing a Comprehensive Model of Motivation and Performance, The Academy of
Management Journal, Vol. 11, No. 1, pp. 63-73

8. http://Ammw.your coach.be/en/empl oyee-motivati on-theoriesher zber g-motivator s-hygiene-factor s-theory.php

9. https://mercureaace?013.files.wordpress.com/2013/06/41.jpg

10. https://blogaded.files.wordpress.com/2014/03/theory-x-y1.jpg

11. https.//mww.managementstudyguide.com/expectancy-theory-motivation.htm

12. http://knowl edgegrab.com/wp-content/uploads/2013/01/Vr ooms-expectancy-theory-e1427295339321.jpg

NAAS Rating: 3.10 — Articles can be sentdditor@impactjournals.us




