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Abstract

Background: In order to help employees in the workplace worliceitly and effectively within the team,
nurse managers should have leadership behaviatra/ihincrease the motivation of nurses.

Aim: The aim of this study was to investigate the effefckeadership behaviours of nurse managers on work
motivation of nurses.

Method: This descriptive study was conducted with 153 esiig total working in surgical (n=82) and internal
(n=71) units of a training and research hospitdstanbul between January and February 2019. Tteeaddhe
study was collected with Individual Information Faor Leadership Behaviour Scale and Nurses’ Work
Motivation Scale. For data analysis, descriptivatistics, Independent Sample T-test, One Way Aiwlgs
Variance, Mann Whitney U test, Kruskal Wallis tastl Spearman’s correlation test were used.

Results: The mean age of the nurses participating in thdystvas found as 26.68+4.54. It was determined that
53.6% of the nurses have voluntarily chosen theifgssion, 86.3% liked their job and 96.7% wereetiéd by

the leadership behaviours of the nurse managersthEoqualities a nurse manager should obtain, 88%e
nurses stated that they should value the thoudhteecemployees in the team and 96.7% of the nuwiséwed
that they should direct the team and should treatyene equally. It was found that the mean scafes
leadership behaviour (4.15+0.47) and work motivati66.06+6.14) perceived by the nurses particigaitinthe
study from the nurse managers were high. Therenmderate, significant and positive relationshipwaen
managers' leadership behaviour and nurses’ workvatmn (r=0,504, p<0,001).

Conclusion: According to the results of this study, leaderdhghaviours and work motivation levels of nurse
managers are quite high. A positive increasing @amagers’ leadership behaviours increases the wotiation

of the nurses.
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Introduction Cetinkaya & Sanioglu, 2016; Celik & Karaca,

In health institutions, health professionals argm?)'

needed to meet the demand for health servicEsr nurses providing quality and standardized
effectively and to reach the specified targets. Theare, nurse managers are needed. Nurse managers
effectiveness of patient-centred health carare expected to comply with legal requirements,
institutions depends on the health care teaprovide good nursing care, provide evidence-
providing the health care service. Healtlbased practices, supervise work activities of
professionals have a significant impact on themployees, support, advise and motivate
quality of health care. As a part of a team gbrofessional development (Ardahan & Konal,
health professionals, the nurse plays an importa2®17). In addition to having skills like being
role in nursing services aimed at providingreative, visionary, honest, learning and
guality health care (Hakmal et al., 2012managing, it is also important that the manager at
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the head of the team develops himself / herseéffdividual decisions when necessary, being
continuously (Serinkan & Ipekci, 2005; Yilmazconsidered by the manager, and the fairness of
& Kantek, 2016). the manager to everyone are the main factors

: : ecting the motivation of the nurse (Toode et
It is expected that nurses, who play an |mportaa . 2011: Hakmal et al., 2012: Bas et al., 2017).

role in every step of health care, will have™
leadership characteristics. Leadership is @he responsibilities of the nurse managers
multifaceted process that motivates and mobilizesclude ensuring the motivation of the
individuals to achieve specific goals (Lorber eemployees. It is stated that the nurses who are
al., 2016). The Leader, however, is the persanotivated with being valued by the manager and
who influences the group and makes the changaining respectability, being provided vocational
in the group's behaviours. To achieve the goal eflucation and training opportunities are more
planned nursing care on sick or healthguccessful in their profession (Ayyash & Aljesh,
individuals, leading nurses are needed®011; Akbolat & Isik, 2012; Bas et al., 2017).

En(_:oura_gmg emp_loy(_ees, __Increasing JOIq’he individual success of nurses increases along
satisfaction and motivation, improving corporate i the  confidence gained by building

loyalty, creating an information Sharingcompetence and self-improvement (Ayyash &
environment and being open to communicatio'g\ljesh 2011)

are among the qualities leading nurses are
required to possess (Serinkan & Ipekci, 2003ylanagers are expected to have leadership
Yilmaz & Kantek, 2016; Dahshan et al., 2017). behaviours to inspire employees to work

Although the manager and the leader are alwafg'c'ggﬂé sngsheggfg;/ely within - the  team
considered as a whole, there are some differen gy Jesh, '
between management and leadership (Polat \&hen the studies are examined; although there
Arabaci, 2015). While the manager is taskare several studies examining the effect of
oriented, the leader encourages inspiring peopteanagers on the motivation of health
and institutions for innovation (Korkmaz, 2012). professionals in the study team (Karakaya & Ay,
The motivation of nurses who have the wide 007; Kidak & Aksarayli, 2009; Yildiz et al.
discipline in health care is very important for, 009; Infal & Bodur, 2011, Hakmal et al., 2012,
oroviding quality service and achieving th Kantek et al., 2012). 2013; Dagne et al., 2015;
intended organizational success (Dahshan et %ar}eshkohan et al., 2015, Kundak et al.', 2015;
elik & Karaca, 2017), no studies evaluating the

2017; Celik & Karaca, 2017). Motivation is a seteffect of managers' leadership behaviours on

of processes that stimulate the subject, initiat%mses, motivation were found. In line with these
induce, and influence the behaviour in order fo )

the individual to perform his or her task.rresults, in order to increase the motivation of

. ; TR . nurses it was aimed to shed light on the
Positively  motivated  individuals mcreasedevelopment of strategies to improve the
organizational efficiency and eﬁeCtiveneSSreadership behaviours of nurse managers
Employees’ both financial and moral motivation '
will enable them to achieve organizational goal&im of the Study
in a shorter period of time with higher quality andl-
less cost (Kundak et al., 2015; Cetinkaya . .

Sanioglu, 2016; Albagawi et al., 2017; Santas %{Jﬁ:ﬁ%ﬁ?fmbo?;/;ggrs of nurse managers on
al.,, 2018). As it determines nurses’ work '

behaviours and performances, work motivation i8esearch Questions

of great importance in providing quality nursing=q his purpose, the answers of the following
care (Toode, 2015). questions were sought:

Factors affecting the motivation of nurses arg How are leadership behaviours of nurse

considered in five categories. These ar%anagers perceived by other nurses?
workplace characteristics, working conditions; What are the work motivatioﬁ levels of
individual traits, individual priorities and nurses?

psychological factors (Toode et al., 2011, . . .
Baljoon et al., 2018). Participation of nurses in Is there a relationship between leadership

the decisions made within the organizatiorpiﬁﬁl\ggg;sof gLrsgg’?e managers and work
cooperation among team members, makin ’

his study was conducted to investigate the effect
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Methods scale is “1” Strongly disagree, "2" Disagree, “3”
Undecided, “4” Agree, “5” Strongly agree. There

study was carried out between January a e no negative items in the scale. The perception

February 2019 in the surgical and internal unit% leadership behaviour decreases as the scale

of a training and research hospital in Istanbul.c Score approaches 1, and it increases as it

Turkey. The population of the study Wasapproaches 5. Mean score method is used in the

. L . evaluation of the scale. The Cronbach Alpha
consisted of 224 nurses working in the surglca‘ﬁv
and internal units of a training and researc alue of the scale was 0.96. Cronbach Alpha

hospital in Istanbul between January an%alues of the sub-dimensions were 0.97 in

Design, Sample and Setting'This descriptive

: . mployee Oriented Leadership, 0.95 in Task
rFeea?cr#atrr):eZevﬁ%lemurt]ri]\?erzgd%:hg \;V:r?]p?émgs tt riented Leadership and 0.94 in Change Oriented
study included 153 nurses working in surgical ( eadership. .In this s'gudy, Cronbach alpha value
= 82) and internal (n = 71) units, acceptegf Leadership Behaviour Scale was found to be

I .97. Employee-Oriented Leadership sub-
participating in the study and completed the da . . ) )
collection form. The inclusion criteria Were;czﬁmensmn was determined as 0.93, while Task

. : [ d Leadership sub-dimension was 0.93 and
being 18 years of age or older, agreein tgrlente . : . :
partigipate yin the stl?dy and complgclating gth hange-Oriented Leadership sub-dimension was

guestionnaire. A total of 71 people who refuse 92,
to participate in the study, did not complete th8lurses’ Work Motivation Scale (NWMS):
guestionnaire, and who were on leave (annualDeveloped by Engin and Cam (2009), the
maternity / casual, etc.) at the time of the studyalidity and reliability study of “Work
were excluded. Motivation Assessment Scale of Nurses Working
in Psychiatry Clinic” was conducted by the same
(asearchers as “Nurses’ Work Motivation Scale”
or the general nurse population. According to
e nurses' responses to the scale items, ‘I
sagree” gets 1 point, “l partially agree” gets 2
oints, and “lI agree” gets 3 points. The scale
pnsists of 25 items and its total score ranges
etween 25 and 75. High scores obtained from
the scale indicate that the motivation is high. The
Individual Information Form: The Individual Cronbach alpha coefficient of the Nurses’ Work
Information Form created by the researchers Motivation Scale is 0.85. In this study, it was
consisted of 15 questions including the socideund as 0.80.

demographic characteristics of the participan . .- .
(age, gender, marital status, educational statejat'sncal Analysis: The data obtained from the

Data Collection: After informing the participants
about the aim of the study, the data were obtain
through face to face interview method. Interview
took about 15-20 min. The data of the study wa
collected by the researcher with a questionnai
consisting of three parts: Individual Information”
Form, Leadership Behaviour Scale and Nurse
Work Motivation Scale.

etc.) and their descriptive characteristics relat Sggga v(\e/efr(;ar gggla){lsggieﬁcs:gg) ZSSPOS Sro(sr;ar::St'll?r?é
to the profession (work motivation, voluntarily g - program.

. . o .~ suitability of the data for normal distribution was
g?é);)smg the profession and liking the IOrOfessIoi’valuated by Kolmogorov-Smirnov test. Number,

percentage, mean, standard deviation, median,
Leadership Behaviour Scale (LBS):The scale minimum and maximum values were used for
developed by Ekvall and Arvonen (1991) wastatistical evaluation of descriptive data.
adapted to Turkish by Tengilimoglu (2005) andndependent sample t test was used to compare
validity and reliability studies were conductedthe difference between two groups matching the
The expressions in the scale were prepared ormal distribution, while one-way analysis of
determine leadership behaviour characteristicgariance was used for three and more groups.
The 5-point Likert scale includes three subMann Whitney U test was used to compare the
dimensions and 36 items. Sub-dimensions areifference between two groups that did not fit the
Employee Oriented Leadership (Questions 1, &prmal distribution, while the difference between
4,7, 10, 13, 16, 19, 22, 25, 28, 31, 32 and 34fhree and more groups was compared with the
Task-Oriented Leadership (Questions 3, 6, 9, 1Rruskal Wallis test. The direction and strength of
15, 18, 21, 24, 27, 30, 33 and 36) and Changiee relationship between two variables were
Oriented Leadership (Questions 5, 8, 11, 14, 1@nalysed by Spearman’s correlation test.
20, 23, 26, 29 and 35). The item score of th8ignificance level was accepted as p <0.05.
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Ethical Considerations: In order to conduct the 88.2% were working in shifts, 56.9% spent 1 to 5
study, approval was obtained from Hamidiygrears in the same unit and 59.5% had 1-5 years of
Non-Invasive Investigation Ethics Committee okxperience in nursing profession. It was
University of Health Science (Meeting Datedetermined that 53.6% of the participants in the
30.11.2018, Decision No: 18/74) and relevargtudy chose their profession willingly, 67.7% of
institution. Participation of the nurses was basetiem voluntarily chose the unit they work for,
on volunteering and written and verbal conserd0.4% did not want to change their position,
was obtained. 86.3% liked their job and 96.7% was affected by

the leadership behaviours of the nurse managers.
Results

0 -
The mean age of the nurses participating in tHE was found that 45.8% of the participants

study was found as 26.68 + 4.54. The distributioﬁ\é?rllléitrzgicg:e Ff??ﬁéSthali('?iLsa ;Onpurrsnearr]r?gr?; 2?
of the individual characteristics of the : 4 9

articipants is presented in Table 1. It was statg{l: .
Itohat 8p6.3% of the participants were wome Should value the thoughts of the employees in the

77.1% were single, 69.9% were Bachelor eam (Table 1).
Degree, 32.0% were working in surgical services,

ould obtain, 98% of the nurses stated that they

Table 1. Distribution of Individual Characteristics of Participants (n=153)

Characteristics n %
Age (year)

Mean+SD (26,68+4,54)

Gender

Female 132 86.3
Male 21 13.7
Marital Status

Married 35 22.9
Single 118 77.1
Educational Status

High school 17 11.1
Undergraduate 107 69.9
Graduate 29 19.0
Clinic

Internal 46 30.1
Surgical 49 32.0
Intensive Care 25 16.3
Operating Room 19 12.4
Emergency 14 9.2
Working Style

Always Daytime 16 10.5
Always at Night 2 1.3
In Shift 135 88.2
Working Period (Current Unit)

Less than 1 year 55 35.9
1-5 years 87 56.9
6-10 years 8 5.2
11-15 years 1 0.7
More than 15 years 2 1.3
Working Period in Nursing Profession

Less than 1 year 29 19.0
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1-5 years 91 59.5
6-10 years 21 13.7
11-15 years 4 2.6
More than 15 years 8 5.2
Leadership Characteristics of a Top Manager

Autocratic 5 3.3
Benevolent 33 21.6
Participative 45 29.4
Democratic 70 45.8
Qualities Necessary in an Nurse managers

Should guide the team 148 96.7
Must fulfil every request of the employees in tharh 11 7.2
Should be equal to everyone in the team 148 96.7
Should value the thoughts of employees in the team 150 98.0
Should appreciate employees in the team for thewdg 133 86.9
work

Must be perfectionist 39 25.5
Should accept existing problems 100 65.4
Should deal with existing problems 144 94.1

*Standart Deviation, ** Multiple options selected.

Table 2. Distribution of the Mean Scores of Leadetsp Behaviour Scale and its Sub-Dimensions
(n=153)

Leadership Behaviour Scale and its Sub-Dimensions d4n SD
Leadership Behaviour Scale 4.15 0.47
Employee Oriented Leadership Sub-Dimension 4.22 00.5
Task Oriented Leadership Sub-Dimension 412 0.50
Change Oriented Leadership Sub-Dimension 4.08 0.52

"Standard Deviation

Table 3. Comparison of Individual Characteristics & Participants and Leadership Behaviour
Scale and its Sub-Dimensions (n=153)

Leadership Employee Oriented | Task Oriented | Change Oriented
Behaviour Leadership Sub- Leadership Sub- | Leadership Sub-
Scale Total Dimension Score | Dimension Score| Dimension Score
Score
Characteristics Mean+SD Mean+SD Mean+SD MeanxSD
Marital Status
Married 4.3040.50 4.3240.55 4.30+£0.51 4.27+0.51
Single 4.11+0.46 4.19+0.49 4.07+0.49 4.03+0.51
Statistics 2194 1.356 2.347 2.453
P value 0.035 0.177 0.020 0.015
Working Style
Always Daytime 4.42+0.44 4.51+0.42 4.36+0.46 4.3540
Always at Night 3.97+0.39 4.00+0.81 4.04+0.18 3687
In shift 4.12+0.47 4.19+0.50 4.1040.50 4.05+0.52
Statistics 3.107 3.205 2.110° 2.925
P value 0.048 0.043 0.125 0.057
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Voluntarily

Choosing the

Profession

Yes 4.25+0.50 4.30+0.53 4.23+0.52 4.20+0.55
No 4.04+0.42 4.13+0.46 4.00+0.45 3.95+0.45
Statistics 2.805 2.151 2.870 3.039

P value 0.006 0.033 0.005 0.003
Request to Change

the Place of Duty

Yes 3.75+0.52 3.81+0.57 3.73+0.56 3.71+0.56
No 4.25+0.41 4.33+0.43 4.22+0.44 4.17+0.47
Statistics -5.542 -5.533 -5.101 -4.686

P value <0.001 <0.001 <0.001 <0.001
Liking the

Profession

Yes 4.21+0.46 4.30+0.45 4.18+0.50 4.14+0.51
No 3.75+0.42 3.77+0.56 3.77+0.39 3.70+0.43
Statistics 4.366 4.775 3.549 3.764

P value <0.001 <0.001 0.001 0.001

" Independent Sample T testOne Way Analysis of Variance (ANOVA)

Table 4. Comparison of Individual Characteristics @ the Participants and Nurses’ Work
Motivation Scale (n=153)

Characteristics Med Min-Max | Test Statistics p
Marital Status

Married 70.00 50-75

Single 66.00 44-75 2673 0.008
Educational Status

High school 59.00 52-68

Undergraduate 68.00 44-75 23.038 <0.001
Graduate 69.00 50-75

Years of Experience in Nursing Profession

Less than 1 year 62.00 44-75

1-5 years 68.00 47-75

6-10 years 70.00 63-74 19.749 0.001
11-15 years 70.00 59-73

More than 15 years 70.00 50-75

Voluntarily Choosing the Profession

Yes 69.00 44-75

No 65.00 47-75 2.880 0.004
Clinic

Internal 66.00 44-75

Surgical 67.00 50-75 .

Intensive Care 68.00 54-74 22.884 <0.001
Operating Room 71.00 69-74

Emergency 60.50 47-72

Voluntarily Choosing the Work Unit
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Yes 68.00 47-75 2308 0.021
No 65.00 44-74 - '
Request to Change the Place of Duty

Yes 65.00 44-73

No 68.00 47-75 2646 0.008
Liking the Profession

Yes 68.00 47-75

No 63.00 44-75 3186 0.001

“Mann-Whitney U Test.” Kruskall Wallis Test

Table 5. Study of the Relationship between Leadergh Behaviour Scale and Sub-Dimension
Scores and Nurses’ Work Motivation Scale (n=153)

Nurses’ Work Motivation Scale
LBS Total Score r 504
p <0.001
Employee Oriented Leadership Sub- r ¢
. . 483
Dimension
p <0.001
Task Oriented Leadership Sub- r ¢
; . 438
Dimension
p <0.001
Change Oriented Leadership Sub- r 493
Dimension
p <0.001

" Spearman correlation coefficient

When the distribution of the leadership behaviounarried nurses (p<.05). A statistically significant
levels of nurse managers perceived by the nursdifference was found in the working style of the
participating in the study was examined in Tablaurses patrticipating in the study and in LBS and
2, the mean score of Leadership Behaviour Scalanployee Oriented Leadership sub-dimension
was found as 4.15 = 0.47, while the sul§p<.05). It was established that the perception of
dimension mean scores of Employee Orientddadership behaviour was significantly higher in
Leadership, Task Oriented Leadership andurses working daytime than the nurses working
Change Oriented Leadership were 4,22+0,50 shifts (p<.05). A statistically significant
4,12+0,50 and 4,08+0,52 respectively. difference was found between the participants'
oluntarily choosing their profession, the desire
0 change their place of duty, and the liking of
oing their job, and LBS and its sub-dimensions
<.05). It was determined that LBS and its sub
imension scores were significantly higher

statistically significant difference was foundam?ng. nursehs \c/jv_go voluntarily ct?ose t?]e'.r
between age and the Change Oriented LeadersR[g? ession, who did not want to change their
sub-dimension (p<.05). A statistically significantIO sition, and who loved doing their job (p<.05).
difference was found between the marital statuswas stated that the participants scored 66.06 *
of the participants and the Leadership Behavious,14 from Nurses’ Work Motivation Scale. A
Task-Oriented Leadership sub-dimension anstatistically significant difference was found
Change-Oriented Leadership  sub-dimensiobetween the marital status of the nurses and the
(p<.05). It was determined that the perception WMS score (p<.05) (Table 4). It was clear that
leadership behaviour was significantly higher imarried nurses had significantly higher work

The comparison of the individual characteristic
of the participants with the LBS and its sub-
dimensions is given in Table 3. When LBS an
sub dimension scores of the participants we
examined according to the age variable,
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motivation (p<.05). A statistically significant (Serinkan & Ipekci, 2005). In the study
difference was found between NWMS score ancbnducted by Vesterinen et al. (2013), however,
the educational status of the participants and thitewas found that nurse managers had mostly a
work unit (p<.05). It was found that the workvisionary leadership style (Vesterinen et al.,
motivation of the participants with an2013). Accordingly it is clear that, nurses can
undergraduate and graduate degree wakow various leadership characteristics as well as
significantly higher than those with a high schoollemocratic leadership style.

diploma (p<.05). It was clear that nurses Workithe role of management is important to achieve

in the operating room had S|gn|f|c_antly hlgherorganizational goals. Managers should motivate
work motivation than nurses working in other

. ; employees, resolve conflicts, provide resources,
\l/JvT)I:EirEpﬁr?St)ﬁelt ;’Vrs;d:;ecrm:jneeda::]g;r:?ehggrfﬁbsuiId information network within the team, and
9 gency dep isseminate information (Huder, 2013). In this

lowest NWMS score while the nurses working i L
the operating room had the highest (p<_05%:ludy, the majority of nurses stated that nurse

Significant differences were found betwee hanagers should have the characteristics of
9 , . . ) . mvaluing the thoughts of the employees in their
nurses’ voluntarily choosing their profession

: \ . L team, directing their team and behaving equally”.
working year in the profession, willingly In the study of Duygulu and Kublay (2008),

gﬂgﬁs':?hg]re Il;r;'et} ;??(thg% ];lcl)<r|n thtﬁe(ijrgzll;ea; urses working in services stated that good
g P y 9 J ommunication, knowledge and vision skills are

NWMS scores (p<.05). It was determined tha ecessary in a good manager (Duygulu &

nurses with 6-10 years of experience in nursinlgublay’ 2008). As an important member of the

profession. had significantly  higher JObhealth team, nurse managers must have positive

;nXOt;?é'r?ge th(an< gg)rsei W\/I\}Zsﬂv;ai/sc?rsthgt I(?[rsfeadership qualities such as being equal and fair,
P P<.D9). aving effective communication, sufficient

motivati_on of the nurses who chose their(nowledge and skills to fulfil their

profession and the unit they work voluntarlly,r sponsibilities

who did not want to change their position and>>P '

who liked their job, had a higher motivationLeader is the person who is responsible for

(p<.05). supporting the work performance of one or more

eople in the organization (Lorber et al., 2016).
adership styles guide the way how nurses

S

X ould be leaded (Huber, 2013). Therefore, the
NWMS are pre_;ented n Tablg .5' Therg Was Sehaviours of the leader is of great importance
moderate, significant and positive relatlonshlr;i

Findings for examining the relationship betweeﬁ
LBS and sub dimension scores of the nurses anﬁ

between LBS and sub dimension scores a Polat & Arabaci, 2015). In this study, employee

= _ - iented leadership behaviour is higher than
NWMS scores (r = 0.504, r = 0.483, r = 0.438, bthers. Employee oriented leadership focuses on

= 0.493, p <0.001, respectively). work and its accomplishment (Yilmaz & Kantek,
Discussion 2016). This leadership style is shown by leaders
é/gho inspire others, have a vision to raise

representing the widest discipline play a mployee beliefs, attitudes and motivation, and

important role in health services (Oliver, 2006)Create a high-performance workforce (Lewis &

. . unningham, 2016). In a study, it was
There are many leadership styles perceived téétermined that the majority of the 25-34 age

managers’ employees (Huber, 2013). In thi roup nurses had people oriented leadership
study, nurses stated that their top managers h Shaviour while the majority of the 35-44 age

democratic leadership style most. Nurses with : . i
democratic Ieadersphipy style  trust theidouP had task-oriented leadership behaviour.

subordinates and enable their employees Q{ehoglu & Vatan, 2012). In the study of Gar

participate in decision-making. This Ieadershi@ﬂde?vaglg?; %%@nelé Wri(sj daelf:t:t?éiglthoaft tn;s,rlfe
style has an important role in providing P

information flow and motivation as well as poweronemed leadership behaviour (Gur & Baykal,

among indviduas (Ardshan & Konal 2017). 010 1 OTer studes, s foun et urse
Serinkan and Ipekci's (2005) study with nurs% 9 P

The leadership characteristics of the nurs

managers, it is established that they mainl ehaviour (Kleinman, 2004; Oztiurk et al., 2012;

demonstrated a democratic leadership sty egussie & Demissie, 2013). It is concluded.that
nurse managers often have transformational
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leadership behaviours and employee-orientaabjectives. When determining the motivation
perspective. tools, managers should pay attention to the

Motivation is a set of processes that affect annga“fmat'onS and needs of the employees and

guide behaviours and support internal satisfactio etermine the motivation tOOIS. qccordlnglyfal

to achieve specific goals (Moody & Pesut, 200 Bodur, 2011). In this study, it is concluded that

Negussie, 2012). High motivation of ’healthnurses’ work motivation levels increase along
g ’ - 19 with the leadership behaviours of nurse

professionals working in health institutions anagers. Similarly. in the studv conducted b
affects the improvement in their efficiency ancﬂ] gers. Y, y y

y : : ocak and Ozidogru (2012), a strong
productivity (Dunbar, 2003). In this study, it Wasrﬁlationship between leadership and motivation

determined that nurses had a high motivatio s found. When the motivation levels of the
level. In a study conducted with nurses, it wa ' ) . :
rses were examined through studies, it was

established ~that nurses —were = moderate und that the average motivation score of the
motivated (Mrayyan, 2005). Highly motivated 9 . . .
mployer-employee relationship was high

employees have a more professional performan arabulut & Cetinkaya, 2011: Tan et al., 2015).

(Kantek et al,, 2013). Lack of motivation can lea n the studies examining the situations that affect
to both poor service quality and low patien e motivation of nursegs it was clear that good
satisfaction as well as an increase in care co pﬁ . : . ' . 9

rélationships with managers and being considered
(Yildiz et al., 2009). o

and valued by the managers had a significant
Stress in working environment affects theffect on motivation levels (Karakaya & Ay,
professiona}l performance  of individuals2007;infal & Bodur, 2011; Hakmal et al., 2012).
negatively (star, 2012). In specialized units suchn this respect, it is concluded that the role of
as emergency, operating room and intensive cateadership behaviours of nurse managers in
stress and workload are higher compared to othemployee motivation is profound.

units (Yuksel Kacan et al., 2016). In this study, }imitations of the Study: As this study is
1

was determined that nurses working in th mited to the sample group in which the study is
operating room had the highest motivation lev Jonducted, the results of the study cannot be

while the nurses working in the emergenCégneralized t0 all nurses

department had the lowest. In a study conduct

with nurses working in surgical clinic, generalConclusions and RecommendationsAccording
motivation levels of nurses were found to be higto the results of this study, nurse managers rather
(Karabulut & Cetinkaya, 2011). Considering thénave the characteristics of employee oriented
working conditions of nurses in clinics, it isleadership behaviour and leadership behaviours
thought that the presence of stress and workloaffect nurses' work motivation. As the leadership
affect the motivation level. behaviours of nurse managers increase positively,
éhe motivation levels of nurses’ increase. As a
result, it is recommended that nurse managers
should develop themselves and actively
articipate in trainings aimed at developing

2011; Hakmal et al,, 2012). It was found that th eadership behaviours in order to positively affect
motivation level of the participants who liked 1P £ P vely
the motivation levels of the nurses with whom

their job was higher than those who did not like - .
According to the results of the study, it was clee%;rneehyav\i’gzrrl; together by exhibiting leadership
that liking the job had a significant effect on '
employee motivation (Hakmal ve ark., 2012). IrAcknowledgments: The authors wish to thank
a study conducted, it was found that healthll participants for engaging in this study. This
personnel liked their job and had intrinsicstudy did not receive any financial support.
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