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Keywords Abstract
Nurses often experience a lack of recognition for their work, which diminishes
their selfesteem and job happiness. The perception of nursing as a low-status

vl Bheiars profession by the general population exacerbates feelings of dissatisfaction and
Received on 13 February 2025 disempowerment. Underappreciation, unfavourable working conditions, and a
Accepted on 13 March 2025 lack of opportunity for professional development are the main connected issues

Pulslired om 20 Wil 2025 that demotivate nurses in Pakistan to pursue their professional development.

Copyright @Author These factors foster an atmosphere in which nurses feel overworked and

Corresponding Author: * underappreciated, which can result in burnout and a desire to quit the field. The
study aims to assess the Lack of motivation among staff nurses towards their
personal and professional growth. A convenient sampling was employed. A semi-
structured interview was conducted to collect rich data. The researcher performed
interviews in compliance with the 2018 Ethical Guidelines of the British
Educational Research Association (BERA) to uphold the ethical consideration of
my research. Prior to performing the interview, informed consent was sought from
the participant. Data is analysed through thematic analysis. the study came to
five key conclusions that contribute to nurses demotivation which are inefficient
workload distribution, salary concerns, Lack of emotional quotient of the leaders
under whose supervision nurses work, moreover they are given minimal
opportunities for their professional growth.

INTRODUCTION

A nurse is an individual who plays a vital role in of nurses in providing healthcare facilities is pivotal,
providing quality care to members of society, whether and they are the building blocks of healthcare systems,
they are healthy or sick (Jannah et al., 2024). The role whether patientrelated or system-wide, The role of
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nurses is widely recognized across all categories of
healt professions, especially in OECD countries,
whether they work in hospitals or communities
(Akbari, 2024). Low pay and unfavorable working
conditions are frequently cited by nurses as the main
causes of their discontent and plans to leave the
country in search of better chances (Naz et al., 2024).
Only 32 percent of nurses report having access to
programs for continuous education and job growth
(Waris et al., 2024). Nursing workers experience
irritation and a sense of stagnation when there are no
formalized avenues for professional progress (Rahman
et al., 2024). On the other hand, even while these
elements lead to demotivation, some nurses express
satisfaction with their work schedules and safety,
suggesting that enhancements in particular areas
could boost motivation and job satisfaction generally
(Waris et al., 2024). It is necessary to introduce awards
and achievements among staff nurses to help them
perform their activities efficiently. The distribution of
professional shields, certificates, acceptance of their
progress, and motivation from higher authorities are
factors that can increase staff nurses’ efficiency in their
work environment (Morrow, 2025). Studies have
revealed that a comfortable working environment
plays a significant role in the psychological and mental
well-being of nurses (El-Gazar, 2025). Work pressure
and family responsibilities are the biggest hindrances
to nurses’ professional growth (Wu, 2025). Nurses
should be encouraged to participate in professional
development opportunities, as these activities enable
them to gain up-to-date knowledge and skills, which
are essential for quality care (Fredericks, 2025).
Seniors Nurses show more dissatisfaction towards
their jobs and work environment then newly

Qualified nurses (Nagel, 2025).

Role of Nurses in Hospital

To improve healthcare results, nurses in Pakistani
hospitals play a variety of roles, including patient
education, direct care, and effective communication.
Nurses play a crucial role in the healthcare system,
especially in high-stress situations like burn units and
childbirth, when their abilities have a big influence on
patient satisfaction and the standard of care.
Informing patients about their medical issues and
available treatments is a critical role of nurses.
Although 64% of nurses need to improve their ability

to assess patients' educational requirements, 75% of
nurses acknowledge the value of patient education,
according to a survey conducted at PKLI Hospital
(Mazzocca, 2025).

Better health outcomes and more patient satisfaction
can result from effective patient education,
underscoring the need for continual training in this
field. Nurses working in burn units encounter
particular difficulties, such as heavy workloads and
psychological strain. Their experiences highlight the
necessity of improved training and support networks
to improve the quality of care (Limungi, 2025).Higher
patient satisfaction is associated with nurses who have
strong communication abilities. According to a study,
the perceived quality of care and nurses' interpersonal
communication skills are significantly correlated
(Alshalawi, 2025).Effectively meeting patient needs
requires ongoing professional development in
communication.

Although nurses play a vital role, issues like
understaffing and training continue to exist, which
may make it more difficult for them to provide the
best care possible. Pakistani healthcare services

Sustaining Quality Care in Pakistan Nursing Sector:
Understanding the motivational factors that affect
nurses' performance and job satisfaction is essential to
maintaining high-quality treatment in Pakistan's
nursing industry. According to research, nurses are
motivated by both internal and external influences,
which is important for improving the standard of
patient care. According to Waris et al. (2024), a sizable
majority of nurses (68.9%) said they felt appreciated
for their efforts, which raises motivation and morale.
Professional development opportunities are essential;
according to Waris et al. (2024), 72.5% of nurses say
that career advancement is important for their
motivation. High levels of satisfaction with workplace
safety (81.9%) and work hours (93.3%) were observed,
suggesting that a supportive atmosphere boosts
motivation (Waris et al., 2024).

Despite favourable responses regarding recognition,
only 32% of nurses had access to continuing
education, and 21.7% of nurses were unhappy with
their pay, indicating areas that require improvement
(Waris et al., 2024). According to Li, B. (2025), there
is a need for focused measures to increase interest in
community health nursing because the poor adoption
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of this area indicates a lack of desire among recent
graduates. Although both internal and external
factors have a big impact on motivation, it's important
to take into account the larger picture of Pakistan's
healthcare issues. To encourage a more motivated
nursing workforce, systemic problems including low
pay and few educational options may need to be

addressed.

Problem Statement

According to Hameed (2024), nurses frequently feel
that their contributions are not acknowledged, which
lowers their sense of self and professional satisfaction.
Feelings of discontent and disempowerment are made
worse by the public's view of nursing as a low-status
occupation (Hameed, 2024). With 70% of nurses
reporting excessive workloads, job dissatisfaction is
largely caused by high workloads and insufficient
support (Naz et al., 2024). There is a dire need to find
out the reasons of nurses demotivation .Hospital
development is currently focused on patient safety. A
patient safety culture is formed in large part by nurses,
who make up the largest portion of hospital human
resources and are frequently the ones that deal with
patients.Poor quality and limited accessibility in
health care have been linked to human resource crises
in developing nations. Employee motivation is a
significant aspect of this problem. Particularly, as
nurses serve as a vital conduit between patients and
health systems, their motivation should be taken into
account.

Research Objective

To assess the factors of lack of motivation among staff
nurses towards their personal and professional
growth.

Research Question
What factors lead to lack of motivation among staff
nurses !

Theoretical Background

This study is supported by theory Maslow’s Hierarchy
of needs as the research topic is assesing the need of
motivation among staff nurses towards personal and
professional growth. Masslows’s Hierarchy of needs is
a theory of motivation given by Abraham Maslow in
1943. This theory states that human beings have
different level of needs that must be filled one after
the other according to the hierarchy. Maslow’s
hierarchy of needs proposes that lover-level needs
must be fulfilled before higher-level needs can be
addressed.

According to the Maslow’s hiererchy of needs,
physiological needs include needs that are essential for
human survival such as food, water, shelter, and sleep
(Maslow, 1943). According to the theory safety needs
include needs related to security , stabality and
protection, such as employment, financial security
and healthcare (Maslow, 1943).Needs related to the
social relationships, such as friendship, intimacy, and
family (Maslow, 1943). Needs related to the self-
esteem, recognition, and respect such as
achievements, status, and prestige (Maslow,
1943)Needs related to personal growth, creativity and
fulfillment, such as realizing one’s potential and
persuring personal goals (Maslow, 1943).
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Self-Actualization
personal growth, fulfillment

Self-Esteem Needs
achievement, respect from community, reputation

Social Needs
belonging, love, family, work groups

Safety Needs

protection, security, law, job, health-care

Physical Nee&‘s

air, water, food, shelter, égmfort, temperature

Fig:1 Maslow’s Hierachary of Needs

Nurses Needs in Alignment with the Theory:
Physiological needs for staff nurses in context of
Maslow Hierarchary of needs include needs for Basics
working condition, the environment in which staff
nurses are working should be comfortable enough for
staff nures to perform their tasks with efficiency, also
include working hours, breaks during the working
hours, and access to meal dursing shift. Salary needs
must be fullfilled, to meet personal and family needs.
Somehow physical environment factors, such as work
load and staff shortage is chalenging for staff nurses to
perform their tasks working in long shifts is also a
cause of mental stress. Studies have revealed that a
comfortable working environment plays a significant
role in the psychological and mental well-being of
nurses (Almeida, 2024) . In the context of malow
theory safety needs include Job security, workplace
environment, e.g. workplace violence. And policies to
protoect the emotional and mental wellbeing of staff
nurses. Work pressure and family responsibilities are
the biggest hindrances to nurses’ professional growth
(Abbas, 2022).

Social needs in the context of maslow theory include
opportunities for the staff nurses to be in touch with
the peers that builds a sence of comminucation at
workplace, support from higher management and
leaders (Patrician, 2022). Esteem needs include
appriciation, recognization for their works, there

should be opportunities for nurses to lead show their
expertise, carrer advancement goals, workplace
support. It is necessary to introduce awards and
achievements among staff nurses to help them
perform their activities efficiently. The distribution of
professional shields, certificates, acceptance of their
progress, and motivation from higher authorities are
factors that can increase staff nurses’ efficiency in their
work environment (Sultana, 2024). Opportunities for
staff nurses to show their skills and potentials |,
opportunities to get higher education, and trainig,
and motivation towards towards personal and
professional growth.

Nurses should be encouraged to participate in
professional development opportunities, as these
activities enable them to gain up-to-date knowledge
and skills, which are essential for quality care

(Mlambo, 2021).

Methodology:

Research Design:

A Qualitative ,case study design is used. Case study
design is used to understand a single case very closely,
to know issues of the large community with the same

problems. In the definite period of the time (Hancock,
2021)
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Population:

In the study ,a Convenient sampling method was
used. This sampling method is used to ease of
accesibility and availibality of the researcher and
participant (Golzar, 2022). In this a participant
participated in semi structured interview.

Data collection:

To collect the data participant is choosen, which is
available in the working environment of the
researcher with the ease. The participant is given a
information and consent letter and also acknwlodged
about the confidentially. The interview was conducted
in the comfortable environemnt. In this study semi-
structured  interiew was conductucted. The
participant was asked about working environment,
opportunities fot the staff nurses to study, basic
fullfillment of their physiological, social and esteem
needs. Semi structured interview gave flexibality in
answers.

Ethical consideration:

To maintain the ethical consideration of my research,
the researcher conducted interviews on accordance
with British Educational Reserach Association’s

(BERA) 2018 Ethical Guidelines.An Infromed

consents was obtained form the participant before

conducting interview. And assured that the
confidentaility of the data will be mainted and will be
accesible to authorized individuals. Participant is
given any right to discontinue reserach at any phase
with facing consiquence.

Data Analysis:

Thematic Analyis : Thematic analysis is a qualitative
research method used to examine and explain themes
in qualitative data.

The data was read and read to become familiar with
its content, the data was closely monitored to identify
the themes. Inductive theme analysis method is used.
After the close observation,five major finding of the
study. All the themes are further divided into the
section. The first theme is Physiological needs that is
further divided into salary issues and Ineffective
workload distribution. The second theme is Safety
needs that is further divided into workplace violence.
The third is social needs thst is further divided into
team work and behavior of supervisors. The fouth one
is Esteem needs that is further divided into
Acknowledgements and leadership opportunities and
the fifth is Self Actualization that is further divided
into the opportunities for growth and relevant carrer
development programs.

Motivational Factors for Healthcare

o ——

1.Salary Issue
2.Workload concerns

Social Needs

£
)

1. Teamwork
2.Low EQ of Leaders

o5

1.Career Advancement
2.Relevant Career
Development Programs

/— &%ﬂ Safety Needs

Ensuring a secure work
environment

— 8

1.Acknowledgement
2. Leadership
Opportunities.

Fig 2: Graphical Representation of Themes
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Physiological Needs:

Maslow's  hierarchy of requirements places
physiological demands at the bottom. People require
these things to physically survive (Buheji, 2023). Air,
food, drink, clothing, warmth, sleep, shelter, and
health are a few examples. Your body cannot operate
correctly if you don't take care of these necessities.
Existence, relatedness, and growth (ERG) are the
three categories into which Clayton Alderfer divided
Maslow's hierarchy of requirements (Arogundade,
2023). Psychological and safety needs are associated
with existence, social and self-esteem requirements
with relatedness, and self-actualization needs with
growth. The ERG theory encourages pursuing
multiple levels at once and does not impose a
hierarchy on the sequence of needs fulfillment (Hsiao,
2022). Some employees are regressing, which
manifests as their continued pursuit of lower-level
requirements rather than higher-level ones. According
to the thesis, managers must assist regressing workers
in seeing the value of pursuing greater demands for
their own development.

Salary Issues

Nurse undervaluation and pay are global issues rather
than being restricted to any one nation or area
(Thompson, 2022). In an effort to address the
problems of underpayment and undervaluation,
groups such as the ICN are aggressively promoting
improved compensation and working conditions for
nurses (Brubakk, 2024). improved nurse outcomes—
less burnout, job discontent, and desire to leave the
job—have been found in hospitals with improved
nurse staffing and work environments. However, wage
impacts have not been taken into consideration in
many studies, which could skew results (Manning,
2021).

pl: Salary an benefits are not enough to meet personal and
family needs. Due to this majority of nurses apply for abroad
nursing jobs.

This has been found that staff nures are dissatisfied
from their salary issues. This creates a sence of
demotivation among nurses because despite of
working in long shifts they dont get deserious amount.
So, they decide to leave country for abroad nursing.
So, salary is the causes of demotivation among staff
nurses.

Ineffective Workload:

One of the biggest issues facing the healthcare system
is the excessive workload of hospital nurses (Ali,
2025).There are four primary reasons why nurses are
dealing with more work than ever before: a decrease
in patient length of stay, a shortage of nurses, a
reduction in staffing and overtime, and an increase in
demand for nurses (Akkus, 2022).Hospitals are
essential for delivering high-quality treatment, and the
caliber of patient care is significantly impacted by the
work of nurses. Among the difficulties faced by nurses
are heavy workloads, abrupt changes in circumstances,
and stress on an emotional level. There are not
enough nurses to fulfill the demand as it stands, and
as demand rises in the future and nursing schools are
unable to meet the rising demand for education, the
shortage is expected to worsen (Haroon, 2022). Those
that stay on the job have more work to do when there
is a scarcity of nurses.

P1: Sometimes not every time in cae of public holidays, there
is too much work load the main cause of work load is low
staff ratio. Somehow work load and other factors leads to
demotivation for higher studies.

It has been found that workload especially dursing
public  holodays and shortage of staff cause
demotivation among staff nurses to pursure their
dreams and recieve higher education. Here are a few
significant effects of a heavy nursing workload.
According to research, patient safety is negatively
impacted by a high nurse workload. Additionally, it
has a detrimental impact on nurse job satisfaction,
which in turn leads to high turnover and a nursing
shortage.Nurses are  expected to  perform
nonprofessional tasks like delivering and retrieving
food trays, housekeeping, transporting patients, and
ordering, coordinating, or performing ancillary
services. These factors and expectations, in addition
to the higher patient acuity, also contribute to the
workload of nurses.

Safety needs

Ensuring a Secure Workplace Environmnet:

The workplace environment has an impact on
employees' levels of creativityy, motivation,
engagement with coworkers, and loyalty to their jobs
(Aldabbas, 2025). Some researchers claim that this
aspect of relatedness to the employment environment
has both positive and negative effects. Most working
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conditions in emerging nations fall short of
expectations. Regretfully, the majority of businesses
do not make significant investments to maintain a
suitable working environment since they view it as an
unnecessary expense (Phuong Hong, 2024).

The tenets of human resource management (HRM)
state that the organization's personnel are responsible
for achieving better performance. As a result, workers
are seen as an important resource for any company
looking to boost performance (1). Prior to the last
decades of the 20th century, performance was seen to
be the outcome of a combination of talent and drive
when given sufficient resources; as a result, inspiring
others became a crucial component of most
management. When human resources (HR) are
utilized to their fullest potential, a company can
achieve unbounded performance, efficiency, and
production. Because each person has a unique
working style, they might not all work in the same
manner.

P1: Yes there are policies and resourses present in
organization to protect physical and emotional wellbeing. No
violence form the team or superviosor but the attendants of
patient are cause of wviolence in hospitals as adherence to
guidelines is minimal.

It has been found there are enough policies to protect
the phyical and mental weebeing.but the attendants
of the patients create violence in hospital settings. So
there is need to improve this practise and create a safe
working environment to promote motivation among
staff nurses towards personal and professional growth.
A healthy work environment has two components:
behavioral and physical. The aforementioned pertains
to the elements that are connected to workers'
capacity to maintain a physical connection to their
places of employment. The workplace environment
has a significant impact on how employees behave on
an individual basis, even though office bearers'
manners are impacted by the behavioral features of
the environment. Therefore, the influence of
workplace quality shapes employees' performance,
efficiency, and incentive to work hard.

Social needs
Team work
In nursing, collaboration is crucial for more than just
patient care (Olorunyomi, 2024). It significantly
affects the culture of the workplace as well. A well-

functioning nursing team fosters an atmosphere
where everyone is respected and heard. Better job
satisfaction, less stress, and lower turnover rates are all
facilitated by this. Good cooperation is acknowledged
as one of the pillars of a healthy nursing workplace
and is highlighted as a critical component of patient
safety (Bukhari, 2024). Although the significance of
job happiness in nursing has been established time
and time again, the relationship between job
satisfaction and nursing teamwork has only lately
been discovered (Wiedermann, 2024).

P1: No opportunities to connect with the staff nurse. There
are no activities that engage staff nurses with one another.
They hospital management dont organize games or fun
dctivities for nurses.

To ensure patient safety, nursing staff must
collaborate because the current health care delivery
system is intricate and evolving quickly.lt has been
found that no teamwork among staff nurses. No
specific channels have been introduced for nurses to
stay connected with one an other. Apart from the
work there should be fun activities for nurses to make
them engaged in their working environment also the
nurses stay motivated towards their growth

Low EQ of Leaders:

Nursing leaders with low emotional intelligence (EQ)
may have a detrimental effect on nurse motivation,
which may result in lower job satisfaction, higher
burnout, and possibly worse patient outcomes
(Amarneh, 2024).Low EQ leaders may find it difficult
to comprehend and control both their own and their
team members' emotions, which can cause strained
relationships and poor communication (Bukhari S.
U., 2024). This can result in a poisonous workplace
where nurses feel ignored, underappreciated, and
unsupported, which lowers morale and reduces job
satisfaction. Increased stress and burnout among
nurses can also result from leaders' lack of emotional
intelligence and empathy (Juste, 2024).

P1: The behavior of management and supervisors is very
good they facilitate staff nurses if you want any leave or want
to change shifts.

Effective leaders in the healthcare industry must
possess emotional intelligence in order to inspire their
teams, forge close bonds with others, and handle
challenging circumstances with compassion and
understanding.

https:thermsr.com

| Vighio et al., 2025 |

Page 781



The Research of Medical Science Review

ISSN: 3007-1208 & 3007-1216

Volume 3, Issue 3, 2025

Better patient outcomes and a happier workplace are
likely to result from nurses feeling encouraged,
supported, and involved in their work under
emotionally savvy leaders. It has been found that
behaviors or supervisors towards nurses is quite good
that is a positive point fo the nurses to stay motivated

Esteemed needs

Acknowledgement and Recognition:

Lack of appreciation for nurses' efforts might
demotivate them, which will impair their morale and
job satisfaction (Morvati, 2024). It may also increase
turnover and burnout, which will ultimately affect
patient care. Nurses' morale and job satisfaction can
be severely damaged when they believe their efforts are
not recognized or valued (Mohamed, 2024). Their
general well-being and level of involvement at work
may suffer as a result of feeling underappreciated and
undervalued.

Yes I get appriciations from hospitals. Not everytime but |
have recieved recognization and shields 2- 3 times in my six
years or clinical experience.

Lack of appreciation can make nurses feel disengaged
and demotivated, which may raise turnover rates as
they look for more rewarding and encouraging work
settings. Burnout, a condition of emotional, physical,
and mental tiredness, can also result from this, which
can have a detrimental effect on the nurse's health as
well as their capacity to deliver high-quality patient
care.A supportive and upbeat work atmosphere
depends on nurses' efforts being recognized and
appreciated. A culture of gratitude, increased team
morale, and increased job satisfaction can all be
achieved via the implementation of meaningful
recognition programs, which will eventually improve
patient care and results.

Leadership opportunities

It's vital to recognize that career growth and
promotion can occasionally be difficult. Workload, a
lack of leadership opportunities, and the requirement
for ongoing education are some of the issues that may
have an impact on career progression (Bradford,
2024). Although some nurses want to be leaders, not
all nurses will have easy access to management or
administrative positions due to the competitive nature

of the path (Kotp, 2025).

Pl:yes there are leadership opportunities but No equal
opportunity for staff nurses from the management in
leadership roles. And newly oppointed nurses have to suffer
a lot.

Nurses frequently need to obtain additional
education, certificates, and specialized training in
order to progress in their careers, which can be
expensive and time-consuming.It has been found that
leadership show disrimination among staff nurses that
can be a big trauma for nurses to grow in that
environment a mentioned by the participant for new
nurses there are few opprtunities to lead and grow.

Self Actualization

Opportunities for growth

Professional development opportunities including
leadership positions, mentoring, and continuing
education greatly increase nurses' motivation and
engagement, which improves patient care and
retention (Kakyo, 2025). When they perceive a clear
path for growth, nurses are more likely to be driven
and dedicated to their job. Giving nurses access to
professional development programs and continuing
education courses enables them to grow professionally
and acquire new skills.

P1: yes there are opportunities for growth if any staff takes
initiative by itself to get higher education then facilated by
the organization in shifts (for six month) but we dont get
motivation form the orginization or authorirites to get higher
education.

Relevant career development programs

In addition to helping healthcare professionals plan
tailored care for clients based on their developmental
stage, growth and development theories offer a
framework for understanding this vast array of
changes and offer parents and caregivers proactive
advice.

P1: Seminars were organized especially in covid at Agha
Khan Hospital and still seminars are organised on different
disseases but there is no sence of higher educations dont get
any motivation from higher authorities and the management
to pursure further education no professional growth seminars
for MSN or other opportunities

It has been found that there are opportunities for the
staff nurses to grow as seminars are organized thta
keep staff nurses up to date towards latest knowledge
and information about new emerging diseases. But
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there is lack of motivation from the management to
motivate staff nurses to get higher education that can
be a leading cause towards lack of motivation towards
professional growth

Conclusion

It has been discovered that staff nurses are not happy
with their pay. Because they don't receive a significant
amount of compensation despite working lengthy
shifts, this makes nurses feel demotivated. They
therefore make the decision to go abroad to nurse.
Therefore, one of the reasons why staff nurses get
demotivated is their pay. Workload, particularly
during public holidays, and staffing shortages have
been proven to demotivate staff nurses from pursuing
their goals and pursuing higher education. It has been
discovered that there are sufficient regulations to
safeguard patients' physical and emotional health, but
hospital staff members incite violence. Therefore, it is
necessary to enhance this procedure and establish a
secure workplace to encourage staff nurses to.Staff
nurses have been found to lack collaboration. There
are currently no established avenues for nurses to
communicate with one another. In addition to their
employment, nurses should have enjoyable activities
to keep them interested in their workplace and
inspired to continue growing. It has been discovered
that supervisors' treatment of nurses is often positive,
which helps the nurses maintain their motivation. It
has been discovered that leadership displays
discrimination among staff nurses, which can be a
significant trauma for nurses to develop in that
setting. The participant also noted that there aren't
many opportunities for new nurses to lead and
develop in that setting. It has been discovered that
staff nurses have the opportunity to develop because
seminars are held to keep them informed about the
most recent developments in emerging diseases.
However, the management's lack of enthusiasm to
encourage staff nurses to pursue further education
may be a major contributing factor to their lack of
drive for career advancement.

Recommendation:

Nurses salaries need revision to escalate their
motivation towards their professional growth.
Cheaper career opportunities should be provided to
nurses.

Workload should be minimized to improve patient
safety and care.
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