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Introduction 

The quality of health care represents one of the 
most important characteristics of a health care sys-
tem [1]. Аs a product of work of health care system 
and healthcare professionals, the quality of health 
care services is connected with motivation and sat-
isfaction of the employees in health care [2].

Motivation, as the most comprehensive notion, is 
the process of initiation of activity of individual di-
rected to achiveing particular goals [3]. As a reliable 
indicator of motivation, it is considered to be job 
satisfaction expressed via attitudes toward job [3].

Job satisfaction is formally defined as cognitive, 
affective and evaluative reactions of an individual, 
actually employees to their job [4]. Job satisfaction 
of the empoyees in a healthcare institution represents 
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Sažetak
Uvod. Motivacija i zadovoljstvo zdravstvenih radnika poslom 
predstavljaju osnovu pružanja kvalitetne zdravstvene zaštite. Cilj 
rada je bio da se ispita da li postoji razlika u motivaciji i zado-
voljstvu poslom između zdravstvenih radnika zaposlenih u ur-
banim i ruralnim sredinama u Vojvodini, Srbija. Materijal i 
metode. Istraživanjem su obuhvaćena 574 zdravstvena radnika 
u urbanoj i 145 u ruralnoj sredini, zaposlena u tri doma zdravlja. 
Podaci su prikupljeni upitnikom koji su ispitanici samostalno 
popunjavali. Rezultati. Zdravstveni radnici u urbanoj sredini, u 
odnosu na zdravstvene radnike u ruralnoj sredini, bili su značajno 
više motivisani faktorom radne motivacije – postizanje ciljeva 
zdravstvene ustanove. U poređenju sa zdravstvenim radnicima 
u ruralnoj sredini, zdravstveni radnici u urbanoj sredini su bili 
značajno više zadovoljni ličnim kvalitetima neposrednog ruko-
vodioca, sigurnošću zaposlenja koju im garantuje ustanova u 
kojoj su zaposleni, neposrednom podrškom na poslu koju im 
pruža rukovodilac i stručnim nadzorom nad njihovim radom. 
Zaključak. Zdravstveni radnici zaposleni u urbanoj sredini su 
više motivisani za rad i zadovoljniji poslom u odnosu na 
zdravstvene radnike zaposlene u ruralnoj sredini. 
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Table 1. Work motivation factors: comparison of urban and rural healthcare professionals
Tabela 1. Faktori radne motivacije: poređenje zdravstvenih radnika zaposlenih u urbanoj i ruralnoj sredini

Work motivation factors
Faktori radne motivacije

I am motivated by
Motiviše me

Urban area 
Urbana sredina

Rural area 
Ruralna sredina

p

n % n %
Achieving the goals of the health 
center
Postizanje ciljeva zdravstvene ustanove

No/Ne 42 7.3 22 15.2
0.007I am not sure/Nisam siguran/a 91 15.9 26 17.9

Yes/Da 441 76.8 97 66.9

Professional recognition
Priznanje za dobro obavljen posao

No/Ne 77 13.4 23 15.9
0.353I am not sure/Nisam siguran/a 75 13.1 24 16.5

Yes/Da 422 73.5 98 67.6

Good work relationships
Dobri međuljudski odnosi

No/Ne 48 8.4 13 9.0
0.934I am not sure/Nisam siguran/a 81 14.1 19 13.1

Yes/Da 445 77.5 113 77.9
Opportunities for promotion and im-
provement/Mogućnost unapređenja i 
napredovanja

No/Ne 84 14.6 26 17.9
0.217I am not sure/Nisam siguran/a 109 19.0 34 23.4

Yes/Da 381 66.4 85 58.6
Personal qualities of immediate super-
visors/Lični kvaliteti neposrednih 
rukovodilaca

No/Ne 62 10.8 9 6.2
0.194I am not sure/Nisam siguran/a 81 14.1 25 17.2

Yes/Da 431 75.1 111 76.6

Monthly income
Novčani iznos mesečne zarade

No/Ne 154 26.8 48 33.1
0.291I am not sure/Nisam siguran/a 87 15.2 18 12.4

Yes/Da 333 58.0 79 54.5

Working conditions
Uslovi na radu

No/Ne 84 14.6 18 12.4
0.776I am not sure/Nisam siguran/a 108 18.8 29 20.0

Yes/Da 382 66.6 98 67.6

Positive working atmosphere
Kooperativna radna atmosfera

No/Ne 51 8.9 10 6.9
0.711I am not sure/Nisam siguran/a 95 16.5 23 15.9

Yes/Da 428 74.6 112 77.2

Training opportunities
Mogućnost usavršavanja

No/Ne 81 14.1 24 16.5
0.101I am not sure/Nisam siguran/a 90 15.7 32 22.1

Yes/Da 403 70.2 89 61.4

Secure job/Siguran posao
No/Ne 35 6.1 7 4.8

0.432I am not sure/Nisam siguran/a 66 11.5 22 15.2
Yes/Da 473 82.4 116 80.0

Support by supervisors
Podrška rukovodilaca

No/Ne 53 9.2 10 6.9
0.269I am not sure/Nisam siguran/a 69 12.0 24 16.6

Yes/Da 452 78.7 111 76.5

Indepedance at work
Autonomija prilikom obavljanja posla

No/Ne 44 7.7 11 7.6
0.657I am not sure/Nisam siguran/a 78 13.6 24 16.5

Yes/Da 452 78.7 110 75.9

Current equipment  
Posedovanje savremene opreme za rad

No/Ne 68 11.8 20 13.8
0.776I am not sure/Nisam siguran/a 87 15.2 23 15.9

Yes/Da 419 73.0 102 70.3
Bonuses for exceptional work
Nagrada za posebno dobro urađen 
posao

No/Ne 106 18.5 27 18.6
0.782I am not sure/Nisam siguran/a 71 12.4 21 14.5

Yes/Da 397 69.2 97 66.9

Professional supervision 
Stručan nadzor nad radom

No/Ne 83 14.5 23 15.9
0.442I am not sure/Nisam siguran/a 115 20.0 35 24.1

Yes/Da 376 65.5 87 60.0
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one of the parameters of quality of health care which 
influences the productivity of the employees, qual-
ity of the provided health service, satisfaction of the 
users, as well as the costs allocated for health care 
[1, 5–7]. Numerous studies of job satisfaction of 
healthcare professionals were conducted [8–15]. The 
factors defined as important for the feeling of job 
satisfaction and/or dissatisfaction of the healthcare 
professionals are the following: financial incentives, 
secure employment, social interaction, superiors, 
equipment, possibility for education, etc. [8–15]. 
Place of work can also represent a significant predic-
tor of job satisfaction of healthcare professionals [16].

Managers of healthcare institutions should direct 
their attention to motivate their employees in the 
right way, so that the employees invest their efforts 
and skills in such a way to do their job the best and 
achieve the aims of the institution [17, 18]. Manag-
ers should also modify and improve managerial 
performances in order to increase the motivation of 
the employees, their level of job satisfaction and, 
finally, achieve better quality and outcome of work 
of a healthcare institution [17, 18].

So far, there have not been studies dealing with 
motivation and job satisfaction of healthcare profes-
sionals in urban and rural areas in the Autonomous 
Province of Vojvodina, Republic of Serbia.

The aim of this study was to establish whether 
there is a difference in motivation and job satisfac-
tion in a sample of healthcare professionals in urban 
and rural areas in the Autonomous Province of Vo-
jvodina, Republic of Serbia.

Material and Methods 

A cross-sectional study was conducted among 
healthcare professionals in one Health Center of 
each of the three districts of Vojvodina: “Dr. Milo-
rad – Mika Pavlović” in Inđija (Srem), “Dr. Boško 
Vrebalov” in Zrenjanin (Banat) and Health Center 
in Apatin (Bačka), in the period from March to June 
2011. All of the Health Centers include objects on 
the territory of the very city and surrounding village 
settlements belonging to their municipalities. A 
convenience sampling of health facilities was used.

In the three health centers there was a total of 879 
(100%) of healthcare professionals. Data collection was 
performed by a self-administered questionnaire which 
was anonymous. The questionnaire was designed by 
the author. The distribution and collection of the ques-
tionnaire was in charge of the author. Aiming at pro-
viding anonymity and confidentiality, the author per-
sonally offered questionnaire in the envelope to all 
healthcare professionals present at work on the day of 
the survey, 809 (92.0%). The self-administered ques-
tionnaire was on a voluntary basis. The questionnaire 
was refused to be filled by 52 (5.9%) healthcare profes-
sionals. A total of 757 (86.1%) health professionals 
completed the questionnaires. Only the data from 
completely filled in questionnaires were included in 
the further analysis. There were 719 (81.8%) com-
pletely filled in questionnaires, out of which 574 

(79.8%) were completed by the healthcare profession-
als from urban setting (176 physicians and 398 nurses), 
and 145 (20.2%) healthcare professionals from rural 
area (54 physicians and 91 nurses). After completion, 
the respondents returned a blank envelope containing 
a questionnaire to the researcher. 

The questionnaire consisted of three parts (about 
demographic characteristics of the respondents, 
work motivation factors and job satisfaction).

In order to evaluate motivation of healthcare 
professionals we used fifteen questions about the 
importance of certain factors of work motivation. 
Respondents answered each of the questions by 
choosing one of the five offered answers - five-point 
Likert scale ranging from 1 (It does not motivate 
me at all), 2 (It motivates me a little), 3 (I am not 
sure), 4 (It motivates me a lot), to 5 (It motivates me 
the most). For each of the respondents, the total 
number of points, i.e. average score, was calculated 
according to the given answers. The respondents 
whose total number of points was over 45, i.e. aver-
age score over 3.00, were characterized as moti-
vated, while the others were characterized as un-
motivated. In that way, a new variable (dichotomous 
variable), called “Motivation category” (0 = unmo-
tivated, 1 = motivated) was created.

For the evaluation of job satisfaction we used 
fifteen questions about the attitudes of healthcare 
professionals towards satisfaction/fulfillment of 
certain factors of work motivation. Five possible 
answers were offered - five-point Likert scale rang-
ing from 1 (I strongly disagree), 2 (I partially disa-
gree), 3 (I neither agree nor disagree), 4 (I partially 
agree), to 5 (I strongly agree).

Statistical analysis was performed using Student 
t-test, χ2 test, Spearman’s rank correlation coefficient, 
Receiver Operating Charasteristic Curve (ROC) anal-
ysis and binary logistic regression analysis (p value of 
< 0.05 was considered statistically significant).

Statistical analysis was done using the SPSS ver-
sion 17.

Receiver Operating Charasteristic Curve analysis 
(motivation in relation to age and years of service) 
was used to calculate the optimal values for catego-
risation/grouping the respondents on the basis of age 
(40 years) and years of service (15 years). The bi-
nary logistic regression analysis (method Enter)was 
used to analyze the impact of the respondents’ de-
mographic characteristics (gender, age), profession, 
years of service, and place of employment (urban 
area or rural area) on the motivation of the respond-
ents. The independent variables, in the binary logis-
tic regression analysis, were coded as follows: gen-
der (0 = male, 1 = female), age (0 = older than 40 
years, 1 = younger than 40 years), profession (0 = 
nurse, 1 = physician), years of service (0 = over 15 
years of service, 1 = up to 15 years of service), and 
place of employment (0 = rural area, 1 = urban area). 
As dependent variable (dichotomous variable), in 
models of binary logistic regression, there was used 
the value “Motivation category”.
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Table 2. Job satisfaction: comparison of urban and rural healthcare professionals
Tabela 2. Zadovoljstvo poslom: poređenje zdravstvenih radnika zaposlenih u urbanoj i ruralnoj sredini

Attitudes related to job satisfaction
Stavovi u vezi sa zadovoljstvom poslom

I agree
Slažem se

Urban area 
Urbana sredina

Rural area 
Ruralna sredina

p

n % n %
The manager supports me to achieve my  
professional goals/Rukovodilac mi pomaže 
da dostignem svoje radne ciljeve

No/Ne 89 15.5 23 15.9
0.397I am not sure/Nisam siguran/a 107 18.6 34 23.4

Yes/Da 378 65.9 88 60.7
The manager gives me praises when it is 
necessary, appropriate/Rukovodilac me, 
kada je to potrebno/prikladno, pohvali

No/Ne 127 22.1 29 20.0
0.481I am not sure/Nisam siguran/a 113 19.7 35 24.1

Yes/Da 334 58.2 81 55.9
Work relationships are good in my 
institution/U ustanovi u kojoj radim vla-
daju dobri međuljudski odnosi

No/Ne 86 15.0 30 20.7
0.247I am not sure/Nisam siguran/a 185 32.2 43 29.6

Yes/Da 303 52.8 72 49.7
The manager supports me to get a better 
position or a promotion/Rukovodilac mi 
pomaže da radim na svojoj promociji

No/Ne 137 23.9 36 24.8
0.316I am not sure/Nisam siguran/a 143 24.9 44 30.3

Yes/Da 294 51.2 65 44.8
My direct supervisor has good personal 
qualities/Neposredni rukovodilac 
poseduje dobre lične kvalitete

No/Ne 70 12.2 14 9.6
0.004I am not sure/Nisam siguran/a 96 16.7 42 29.0

Yes/Da 408 71.1 89 61.4
I am satisfied with my income
Zadovoljan/a sam visinom 
novčanog iznosa mesečne zarade

No/Ne 329 57.3 87 60.0
0.838I am not sure/Nisam siguran/a 116 20.2 27 18.6

Yes/Da 129 22.5 31 21.4
My institution ensures good working 
conditions/Ustanova u kojoj radim 
obezbeđuje dobre radne uslove

No/Ne 136 23.7 34 23.4
0.670I am not sure/Nisam siguran/a 127 22.1 37 25.5

Yes/Da 311 54.2 74 51.0
There is a positive working atmosphere in 
my institution/U ustanovi u kojoj radim 
vlada kooperativna radna atmosfera

No/Ne 81 14.1 21 14.5
0.920I am not sure/Nisam siguran/a 154 26.8 41 28.3

Yes/Da 339 59.1 83 57.2
My institution offeres me opportunities 
for continous training/Ustanova u kojoj 
radim mi pruža mogućnost stalnog 
usavršavanja

No/Ne 85 14.8 32 22.1
0.106I am not sure/Nisam siguran/a 109 19.0 25 17.2

Yes/Da 380 66.2 88 60.7

My institution guarantees secure employ-
ment/Ustanova u kojoj radim garantuje
zaposlenima sigurnost zaposlenja

No/Ne 74 12.9 17 11.7
0.028I am not sure/Nisam siguran/a 122 21.2 46 31.7

Yes/Da 378 65.9 82 56.6
The manager provides me immediate sup-
port at work/Rukovodilac mi obezbeđuje 
neposrednu podršku na poslu

No/Ne 88 15.3 14 9.6
0.045I am not sure/Nisam siguran/a 116 20.2 41 28.3

Yes/Da 370 64.5 90 62.1
The suvervisor allows me independence 
at routine tasks/Rukovodilac mi 
omogućava da upotrebim samostalnost 
kod rutinskih zadataka

No/Ne 56 9.8 14 9.7
0.904I am not sure/Nisam siguran/a 94 16.4 26 17.9

Yes/Da 424 73.9 105 72.4
My institution provides current equip-
ment/Ustanova u kojoj radim mi 
obezbeđuje savremenu opremu za 
obavljanje posla

No/Ne 124 21.6 37 25.5
0.152I am not sure/Nisam siguran/a 141 24.6 43 29.7

Yes/Da 309 53.8 65 44.8
My institution pays bonuses for excep-
tional work/Ustanova u kojoj radim 
obezbeđuje zaposlenima nagradu za 
posebno dobro urađen posao

No/Ne 251 43.7 68 46.9
0.055I am not sure/Nisam siguran/a 149 26.0 47 32.4

Yes/Da 174 30.3 30 20.7
The supervisor is qualified to supervise 
my work/Rukovodilac je stručan za obav-
ljanje nadzora nad mojim radom

No/Ne 70 12.2 11 7.6
0.002I am not sure/Nisam siguran/a 77 13.4 36 24.8

Yes/Da 427 74.4 98 67.6



Med Pregl 2018; LXXI (1-2): 33-41. Novi Sad: januar-februar. 37

The Management Boards of health centers gave 
permission for the study to be conducted. The Eth-
ics Committee of the author’s institutions gave 
ethical approval for the study.

Results

There were significantly more male respondents 
among urban healthcare professionals than among 
the healthcare professionals in rural area (19.3% vs. 
7.6%). Between the examined groups no statistically 
significant difference was obtained in relation to age.

Urban healthcare professionals, compared to ru-
ral healthcare workers, were significantly more moti-
vated by the factor of work motivation – achieving the 
goals of the health center (health promotion, preven-
tion of diseases, early diagnosis and therapy of the 
diseased) (Table 1). For all the other factors no statis-
tically significant difference was obtained between 
the examined groups of healthcare professionals. 

In comparison with rural healthcare professionals, 
urban healthcare workers were significantly more 
satisfied with personal qualities of their immediate 
supervisors, job security guaranteed by their institu-
tion, immediate support at work they received from 

Table 3. Correlation between the importance of work motivation factors among urban healthcare professionals 
(n=574) and the level of their fulfillment/satisfaction provided by their healthcare institutions
Tabela 3. Korelacija između značaja faktora radne motivacije zdravstvenih radnika u urbanoj sredini (n=574) i 
stepena njihovog ispunjenja/zadovoljstva od zdravstvene ustanove u kojoj su zaposleni

Work motivation factors
(urban healthcare professionals)
Faktori radne motivacije (zdravstveni 
radnici zaposleni u urbanoj sredini)

Mean score related to 
the level of importance 

of factors
Prosečna ocena za

nivo značaja faktora
(   ± SD)

Mean score related to 
the level of fulfillment 

of factors 
Prosečna ocena za ste-
pen ispunjenja faktora

 (   ± SD)

t-test
 (p)*

Spearman’s ρ
Spirman ρ (p)†

Achieving the goals of the health center
Postizanje ciljeva zdravstvene ustanove 4.0 ± 1.0 3.7 ± 1.2 4.970

(< 0.001)
0.299

(< 0.001)
Professional recognition
Priznanje za dobro obavljen posao 3.9 ± 1.2 3.5 ± 1.4 6.174

(< 0.001)
0.318

(< 0.001)
Good work relationships  
Dobri međuljudski odnosi 4.1 ± 1.1 3.5 ± 1.1 11.839

(< 0.001)
0.436

(< 0.001)
Opportunities for promotion and  
improvement
Mogućnost unapređenja i napredovanja

3.8 ± 1.2 3.3 ± 1.3 7.184
(< 0.001)

0.367
(< 0.001)

Personal qualities of immediate  
supervisors/Lični kvaliteti neposrednih 
rukovodilaca

4.0 ± 1.1 3.9 ± 1.2 1.391
(0.165)

0.459
(< 0.001)

Monthly income
Novčani iznos mesečne zarade 3.5 ± 1.5 2.3 ± 1.3 16.475 

(< 0.001)
0.242

(< 0.001)
Working conditions
Uslovi na radu 3.8 ± 1.1 3.4 ± 1.2 6.669

(< 0.001)
0.350

(< 0.001)
Positive working atmosphere
Kooperativna radna atmosfera 4.0 ± 1.0 3.6 ± 1.1 8.125

(< 0.001)
0.466

(< 0.001)
Training opportunities
Mogućnost usavršavanja 3.8 ± 1.2 3.8 ± 1.2 0.468

(0.640)
0.376

(< 0.001)
Secure job
Siguran posao 4.3 ± 1.0 3.8 ± 1.1 10.595

(< 0.001)
0.415

(< 0.001)
Support by supevisors
Podrška rukovodilaca 4.1 ± 1.0 3.7 ± 1.2 7.300

(< 0.001)
0.474

(< 0.001)
Independence at work
Autonomija prilikom obavljanja posla 4.1 ± 1.0 4.0 ± 1.1 1.087

(0.227)
0.507

(< 0.001)
Current equipment
Posedovanje savremene opreme za rad 3.9 ± 1.2 3.4 ±1.3 9.502

(< 0.001)
0.420

(< 0.001)
Bonuses for exceptional work
Nagrada za posebno dobro urađen posao 3.8 ± 1.3 2.7 ± 1.4 16.239

(< 0.001)
0.317

(< 0.001)
Professional supervision
Stručan nadzor nad radom 3.7 ± 1.2 4.0 ± 1.1 4.876

(< 0.001)
0.394

(< 0.001)
* Level of significance p - Student t-test for associated samples/Nivo značajnosti p - Studentov t-test za vezane uzorke
† Level of significance p - Spearman’s rank correlation coefficient/Nivo značajnosti p - Spirmanov koeficijent korelacije ranga
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managers, and professional supervision of their work 
(Table 2). For all the other factors no statistically 
significant difference was obtained between the ex-
amined groups of healthcare professionals.

Urban healthcare professionals were significantly 
more work motivated than job satisfied by the fulfill-
ment of factors of work motivation: achieving the goals 
of the health center, professional recognition, good 
work relationships, opportunities for promotion and 
improvement, monthly income, working conditions, 
positive working atmosphere, secure job, support by 
supervisors, current equipment, and bonuses for ex-
ceptional work (Table 3). Urban healthcare workers 
were significantly less work motivated by professional 
supervision of their work, compared to the degree of 

its satisfaction/fulfillment provided by their healthcare 
institutions. For all the other factors no statistically 
significant difference was obtained between the exam-
ined groups of healthcare professionals. According to 
Spearman’s rank correlation coefficient, work motiva-
tion level of urban healthcare workers was higher if the 
level of their job satisfaction was higher. Rural health-
care professionals were significantly more work moti-
vated than job satisfied by the fulfillment of factors of 
work motivation: achieving the goals of the health 
center, professional recognition, good work relation-
ships, opportunities for promotion and improvement, 
personal qualities of immediate supervisors, monthly 
income, working conditions, positive working atmos-
phere, secure job, support by supervisors, current equi-support by supervisors, current equi-

Table 4. Correlation between the importance of work motivation factors among rural healthcare professionals 
(n=145) and the level of their fulfillment/satisfaction provided by their healthcare institutions 
Tabela 4. Korelacija između značaja faktora radne motivacije zdravstvenih radnika u ruralnoj sredini (n=145) i 
stepena njihovog ispunjenja/zadovoljstva od zdravstvene ustanove u kojoj su zaposleni

Work motivation factors
(rural healthcare professionals)
Faktori radne motivacije (zdravstveni rad-
nici zaposleni u ruralnoj sredini)

Mean score related  
to the level of  

importance of factors
Prosečna ocena za

nivo značaja faktora
(   ± SD)

Mean score related  
to the level of  

fulfillment of factors  
Prosečna ocena za stepen 

ispunjenja faktora
 (   ± SD)

t-test
(p)*

Spearman’s ρ
Spirman ρ

 (p)†

Achieving the goals of the health center
Postizanje ciljeva zdravstvene ustanove 3.8 ± 1.1 3.6 ± 1.1 2.229

(0.027)
0.243

(0.003)
Professional recognition
Priznanje za dobro obavljen posao 3.7 ± 1.2 3.4 ± 1.2 2.695 

(0.008)
0.303

(< 0.001)
Good work relationships 
Dobri međuljudski odnosi 4.0 ± 1.1 3.3 ± 1.2 7.209

(< 0.001)
0.378 

(< 0.001)
Opportunities for promotion and improve-
ment/Mogućnost unapređenja i napredovanja 3.5 ± 1.3 3.2 ± 1.2 2.353 

(0.020)
0.324 

(< 0.001)
Personal qualities of immediate supervisors/
Lični kvaliteti neposrednih rukovodilaca 4.0 ± 1.0 3.8 ± 1.1 2.155

(0.033)
0.306

(< 0.001)
Monthly income
Novčani iznos mesečne zarade 3.3 ± 1.6 2.2 ± 1.3 8.145 

(< 0.001)
0.337 

(< 0.001)
Working conditions
Uslovi na radu 3.8 ± 1.1 3.3 ± 1.2 4.274 

(< 0.001)
0.383 

(< 0.001)
Positive working atmosphere
Kooperativna radna atmosfera 4.0 ± 1.0 3.4 ± 1.1 5.926 

(< 0.001)
0.431 

(< 0.001)
Training opportunities
Mogućnost usavršavanja 3.6 ± 1.2 3.5 ± 1.3 1.089 

(0.278)
0.332

(< 0.001)
Secure job
Siguran posao 4.2 ± 1.0 3.6 ± 1.1 5.668

(< 0.001)
0.345

(< 0.001)
Support by supevisors
Podrška rukovodilaca 4.0 ± 1.0 3.7 ± 1.1 2.773

(0.006)
0.242

(0.003)
Independence at work
Autonomija prilikom obavljanja posla 4.0 ± 1.0 3.9 ± 1.1 0.328 

(0.743)
0.227

(0.006)
Current equipment
Posedovanje savremene opreme za rad 3.8 ± 1.2 3.2 ± 1.2 5.561 

(< 0.001)
0.421

(< 0.001)
Bonuses for exceptional work
Nagrada za posebno dobro urađen posao 3.7 ± 1.3 2.4 ± 1.3 9.988

(< 0.001)
0.362

(< 0.001)
Professional supervision
Stručan nadzor nad radom 3.6 ± 1.1 3.9 ± 1.1 3.074 

(0.003)
0.222

(0.007)
* Level of significance p - Student t-test for associated samples/Nivo značajnosti p - Studentov t-test za vezane uzorke
† Level of significance p - Spearman’s rank correlation coefficient/Nivo značajnosti p - Spirmanov koeficijent korelacije ranga
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pment, and bonuses for exceptional work (Table 4). 
Rural healthcare workers were significantly less work 
motivated by professional supervision of their work, 
compared to the degree of its satisfaction/fulfillment 
provided by their healthcare institutions. For all the 
other factors no statistically significant difference was 
obtained between the examined groups of healthcare 
professionals. According to Spearman’s rank correla-
tion coefficient, work motivation level of rural health-
care workers was higher if the level of their job satisfac-
tion was higher.

The binary logistic regression analysis showed no 
statistically significant impact of independent variables: 
gender, age, profession and years of service on the mo-
tivation of urban healthcare professionals (Table 5). It 
showed that only age had statistically significant effect 
on the motivation of rural healthcare workers (Table 
6). Among healthcare professionals from rural area 
younger than 40 years, the percentage of the motivated 
ones was 9.460 times higher (95% CI: 1.41–63.491; 
p=0.021) in relation to healthcare workers older than 
40 years. Gender, profession and years of service were 
not statistically significant predictors of work motiva-
tion among rural healthcare professionals.

Discussion 

Our study shows that urban healthcare profession-
als, compared to rural healthcare workers, were sig-
nificantly more motivated by the factor of work motiva-
tion – achieving the goals of the health center. The 
result of the study performed by Rakić [19] in health-
care institution in Banja Luka showed that variations 
in income influence the employees work motivation, 
but not so expressed that the financial reward would 
become the main determinant of the level of their work 
motivation. Similar to our results, the result of the study 
of work motivation conducted in healthcare institutions 
in central Serbia shows that healthcare professionals in 
urban area in relation to healthcare workers in rural 

area are significantly more motivated by achieving the 
goals of their institution [20].

In our study, healthcare workers in urban area in 
regard to healthcare workers in rural area were sig-
nificantly more satisfied with personal qualities of their 
immediate supervisors, job security, immediate sup-
port at work they received from managers, and profes-
sional supervision. Place of employment can be a sig-
nificant predictor of job satisfaction [16]. The study of 
Ulmer and Harris [16] conducted in Australia shows 
that work in urban area does not necessarily represent 
a predictor of high level of physicians’ job satisfaction. 
The same study shows that the most frequent predictors 
of job dissatisfaction among physicians are working 
full-time, bad mental health and work in urban area 
[16]. According to the study of Prosen and Piskar [8] 
conducted in Slovenia, job satisfaction of nurses is 
mostly influenced by social interaction. The research 
of Mrduljaš Đujić et al. [9], conducted in Split, shows 
that general practitioners are least satisfied with the 
superiors, i.e. their payers (Croatian Institute for Health 
Insurance). The result of the study performed by the 
Institute of Public Health of Serbia shows that the high-
est level of job satisfaction is present in healthcare in-
stitutions in Kosovo and Metohija, then on the terri-
tory of the central Serbia and Vojvodina, and the low-
est one in healthcare facilities in Belgrade [6]. In the 
study conducted in state hospitals in Belgrade, 
Kuburović et al. [10] show that the main determinants 
of employees’ dissatisfaction are their salaries, equip-
ment, possibilities of education and professional ad-
vancement. 

The results of our study which shows that health-
care professionals were significantly more work moti-
vated than satisfied with their monthly income and 
current equipment are expected and comprehensible, 
having in mind the fact that our country is facing a 
difficult economic situation [21–23]. In 2007, Minister 
of Health passed the “The Regulation on detailed con-
ditions for the implementation of continuing education 

Table 5. Independent variables and their impact on motivation of healthcare professionals in urban area
Tabela 5. Nezavisne promenljive i njihov uticaj na motivisanost zdravstvenih radnika zaposlenih u urbanoj sredini

Variables/Promenljive B S.E. p OR 95% CI for OR
Gender (female)/Pol (ženski pol) 0.166 0.327 0.612 1.180 0.622 – 2.241
Age (younger than 40 years)/Starost (mlađi od 40 godina) 0.423 0.464 0.362 1.527 0.614 – 3.795
Profession (physicians)/Zanimanje (lekar) 0.180 0.283 0.525 1.197 0.688 – 2.083
Years of service (up to 15 years)/Dužina radnog staža (do 15 godina) 0.860 0.464 0.064 2.364 0.951 – 5.873
Constant/Konstanta 1.245 0.333 0.000 3.477

Table 6. Independent variables and their impact on motivation of healthcare professionals in rural area
Tabela 6. Nezavisne promenljive i njihov uticaj na motivisanost zdravstvenih radnika zaposlenih u ruralnoj sredini

Variables/Promenljive B S.E. p OR 95% CI for OR
Gender (female)/Pol (ženski pol) 1.063 0.712 0.135 2.895 0.717 – 11.682
Age (younger than 40 years)/Starost (mlađi od 40 godina) 2.247 0.971 0.021 9.460 1.41 – 63.491
Profession (physicians)/Zanimanje (lekar) 0.962 0.521 0.065 2.617 0.943 – 7.263
Years of service (up to 15 years)/Dužina radnog staža (do 15 godina) 0.543 0.712 0.446 0.581 0.414 – 2.347
Constant/Konstanta 0.023 0.711 0.974 1.023



40

for healthcare workers and associate healthcare work-
ers” [24]. On the basis of the Regulation healthcare 
professionals have the right and duty to continually 
improve themselves [24], so it is very important as well 
as expected, that in our study no significant difference 
was obtained between the level of importance and job 
satisfaction regarding the possibility of improvement. 
The study of Ašćerić [25] conducted in the Tuzla 
Health Center shows that salary, secure job, profes-
sional advancement and autonomy at work are evalu-
ated as being the most important motivational factors 
the least satisfied by health institution. Level of job 
satisfaction in itself does not show whether a particu-
lar job characteristic is at the same time important to 
the employees [26]. Low satisfaction rating and high 
level of importance of particular job characteristic 
point to a significant potential for improvement by 
modification of particular job charasteristic [26]. 

Our study has several limitations. Since it was a 
cross-sectional study, comparisons were made at one 
point in time, and no conclusion about cause-effect 
relationships could be made [27]. Also, in the institu-
tions there is a high sensitivity of the employees, 
especially the managerial staff, to studies dealing 
with motivation and attitudes of the employees about 
specific aspects of work, management and the very 
institution, therefore the most common problem in 
such studies is the impossibility of researchers to 
determine the reliability of the respondents’ respons-
es [3]. The employees are suspicious and afraid of 
potential unwanted consequences and the possibility 
to place themselves in an undesired position in the 
institutions, thus their answers are often insincere 
[3]. For data collection we used a self-administered 

questionnaire, but although we emphasized the ano-
nymity of the questionnaire and that the results 
would be used only for the purpose of the research, 
we are sure that we did not obtain completely sincere 
answers. The reasons lie in the fact that even the 
global attitude to motivation and job satisfaction in 
the institution whose employees were examined rep-
resents to the employees some kind of danger regard-
ing their relationship with managers [3]. Finally, the 
fact that the study was conducted in the healthcare 
centers selected by the method of convenience sam-
pling, and not randomly represented a limitation of 
this study, so the obtained results cannot be general-
ized to all healthcare professionals in Vojvodina.

Conclusion 

Compared to rural healthcare professionals, urban 
healthcare workers are more motivated and job satis-
fied. Aiming at improving the quality of work in 
healthcare instititution and increasing patients’ sat-
isfaction, the management of healthcare institutions 
should recognize what motivates healthcare profes-
sionals and which aspects of work make them job 
satisfied. It is necessary that the management teams 
continually conduct studies of motivation and job 
satisfaction. The examination of motivation and job 
satisfaction is necessary on a representative sample 
of healthcare professionals, in rural as well in urban 
areas of the Republic of Serbia. In accordance with 
the results of the investigations, managers of health-
care institutions should define and undertake ade-
quate activities, and direct them to improvement of 
healthcare workers’ motivation and job satisfaction.
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