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Abstract: Motivate an employee to fulfill his task with satisfaction isn't something simple that an 
organization can do without fear of making mistakes. Organizational motivation is far from being mere 
theoretical element being important tool in day to day organizations. What must be understood is what 
truly leads a person to be motivated to work and, more than that, which brings the worker to work in 
the chosen organization. Organizational motivation is something that has been increasingly studied 
over time, seeking to understand what really causes a worker feel motivated to work. Several variables 
can influence the sense of the individual in search of organizational satisfaction, both internal factors 
relating to the personal satisfaction as external factors relating to their working conditions. To 
understand what really motivates the healthcare worker, was selected a midsize philanthropic hospital 
and asked officials, through research survey, what really motivates you to work in enterprises in 
General and what motivates you to work in your current job. The survey used a form delivered to 76 
employees of the institution randomly, without distinction of rank, sex, age, work shift or leadership 
position. Was analysed the relevant bibliography to define aspects motivators and understand what 
means organizational motivation. The analysis of the questionnaires showed that internal motivation 
aspects, like what is done, we have seen the external aspects, followed by fair remuneration on the 
activities performed. Is explicit that if the worker's motivators aspects (for companies in General) were 
the same as those aspects of their current company, drivers in case the charity Hospital, a worker 
would be exercising their activities in "perfect". In another perspective, if the organization maintains in 
its professional workers who really love frames than they do, this will be reason for reducing 
operational costs, as this will keep the professionals in the company not generating costs with its 
output and not depriving the company of your experience and knowledge. 
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INTRODUCTION 

 
 Motivate an employee to fulfill his task with satisfaction isn't something simple that an organization can do 
without fear of making mistakes. Organizational motivation is far from being mere theoretical element being 
important tool in day to day organizations. What must be understood is what truly leads a person to be 
motivated to work and, more than that, which brings the worker to work in the chosen organization. 
 Many things lead humans to pre-trial than it really is important for the worker. These aspects are often not 
take effects, because organizations through their human resources departments just assume they're doing the 
right thing. The real motivation must be investigated through case studies, because in spite of the theory point 
out some generic aspects, described in theoretical, each organization and each employee profile or a different 
element to instigate their motivation. 
 In organizations, by consequence, the provision on improving the motivational level of officials passing 
through the identification of personal motivation factors of a team, a group and organizational team as a whole, 
it is not possible to meet motivacionalmente a great spectrum of different people with the same reasons and 
stimuli (BROXADO, 2008, p. 7). 
 This work seeks to understand what motivates workers who work in the area of health, be they 
administrative, operational, or welfare, whether they are bosses or common workers. 
  More specifically, the goal is to understand the real motivations of employees of a philanthropic hospital, 
which itself already has very peculiar characteristics: the fact be hospital, where the percentage of women is 
immensely superior to men (only 16.6 hospital workers analyzed are men) and for being a philanthropic 
hospital. 
 According to Drucker (2006, p. 3) the mission statement of the emergency room of a hospital must be "our 
mission is to transmit confidence to afflicted", vision quite different from a for-profit company and not in the 
area of health, where the goal is to motivate customers to consume their products. 
 In a hospital, the product is life and it is unquestionable that this product (service) is perfectly constructed. 
These aspects can lead, by hypothesis, the motivational elements define which workers, since the vision of the 
product itself (case service) in the area of health is different, making the differentiated dynamic. 
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 The border between motivation and demotivation is tenuous, simply that the discomfort with some 
situation take a more perfect employee motivation until the total dissatisfaction with his work. This study began 
to be formulated from the perception that the motivational factors of a worker would be linked to salary, wages 
or benefits. However, the survey results suggest that these factors are not paramount to the motivation of 
employees. Widespread motivation techniques have led to try to understand what really satisfies the condition 
motivating within an organization. 
 The search took care to separate the research in two moments, asking workers what motivates you to work 
and, after, asking what motivates you to work at that institution analyzed. The search result might surprise some 
people that indicate, a priori, the salary as a motivating factor. 
 With certainty the remuneration aspect appears in quotes, but is not the determining factor in the choice of 
where to work. But before you understand the desmotivações and the discomforts, the emphasis of the research 
was to understand the motivating factors and these have been analysed and described, being that the studies on 
the desmotivações will be a point for future studies, in such a way as to complement the analysis of force field 
of organizational motivation, where positive currents (promoters) and negative ('s repressive) should be 
attackedeach at his time and in intensity and proper order, allowing for the success of the process of change. 
 And in that aspect enters the role of leadership. According to Kotter (1997, p. 26), the leadership differs 
from management. To reach the main vision, there must be a burst of energy. For Kotter (2001, p. 9), 
motivation and inspiration spinning people, not just pushing for the right way, as occurs in the mechanisms of 
control, but satisfying the needs of humans of achievement, the feeling of belonging to the group, 
reconnaissance, self-esteem, sense of control over your life and the ability to live their own ideals, these 
feelings that touch deeply an individual and extract powerful responses. 
 Search issues, therefore, are defined as: what is the motivation of an individual to work and what is the 
motivation of an individual to work in your current company? 
   
2. Theoretical Support: 
 According to Herzberg (1959, p. 113-119) the human motivation organizational part of two basic 
assumptions: (a) Hygienic Factors, thus understood as factors that surround people in your workplace, 
environmental conditions and physical conditions, wages and benefits, organizational climate, etc. and (b) 
Motivational Factors, understood as those that refer to the group, the duties and tasks that have a lasting effect 
of satisfaction and increased productivity. 
 In addition to that described by Maslow, Herzberg (1970, p. 35-51), formulated the theory of hierarchy of 
needs, where every human being is driven to a level of need following from previous requirement satisfaction, 
rising a notch this hierarchy, which is composed of the following five phases: physiological needs, safety 
needs, social needs, needs for esteem and need for self-realization. The theory puts a need fulfilled ceases to 
motivate, is no need to search the level just above. 
 Bergamini (1997, p. 31) describes that the term "motivation" derives originally from the Latin word 
movere which means "move", leads to the dynamics of the term. This author states that "the human psyche's 
motivational character therefore covers the different aspects that are inherent in the process, through which the 
people's behavior can be activated. 
 For Broxado (2008, p. 3) "motivation is an impulse that comes from within, that is, which has its sources of 
energy within each person. And environmental external impulses are only "restrictions. 
 Motivation is a strategic issue and is undoubtedly a factor to retain people in the organization. Bergamini 
(1997, p. 35) cites that in many organizations people do not nourish motivation for what they do, and 
employment, in this case, a way to obtain resources to be able to feel happy outside of it. At this point, the 
worker no longer perform (function self-esteem and appreciation) personally and is suffering by failing to carry 
out your wishes interiors (BERGAMINI, 1997, p. 35). 
 In addition, Moscovici (1999, p. 12) States that all stress factors suggest that the quality of life in 
organizations did not follow the technology, making it increasingly difficult to live with equipment that 
distance themselves from human, missing space in organizations: the human space. 
 Moscovici (1999, p. 3) also points out that the individual upon entering an organization enters full of hopes 
and interest in his work, making plans and idealizing an enviable career. But this haste decreases, gradually, to 
discover the reality that causes barriers, others create difficulties and line managers are so interested and 
supportive constituency for his work. Creates the doubt: stay or leave the Organization, puts Moscovici (1999, 
p. 4). 
 And this leaves your organization is very detrimental to the Organization, because in addition to the legal 
costs of a resignation and rehiring of another individual, there is also the cost that the employee had to acquire 
their tacit knowledge, thus considered that knowledge acquired in the course of his career within the company. 
Now it will be another cost to form a new individual, and this tacit knowledge is taken to another organization. 
According to Stewart (1998, p. 13), the intellectual capital is the sum of all knowledge in a company, giving it a 
competitive advantage, being an intangible capital constituted by knowledge of the workforce. 
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 You can then place that the motivation of the employee on the current employment is operating cost 
reduction factor. Nonaka (2000, p. 33) points out that tacit knowledge has an important cognitive dimension, 
which consists of mental models, beliefs and perspectives so deeply embedded that are automatically taken as 
true and, therefore, difficult to be articulated. 
 The motivation of employees is critical to increasing the result in an organization because, if satisfied the 
motivating factors, it remains more mental space for a worker, increase your productivity, both in operational 
and administrative activities, as is suggested in the stream below. 
 

 
Fig. 1: Motivation to profit. 
 
 The motivation can be understood as a set of wide-ranging variables, because several factors contribute to 
the same Interior appears, be they (versus individual) or outside (in the environment). 
 The motivation to work is a complex set of phenomena, which depend on a lot of the fact that each 
individual. According to Lévy-Leboyer (1994, p. 39) "three different groups of people: those who give much 
importance to salary, those who favour the interest in the work and those who want to work at the same time in 
a good environment and have time to spare". 
 This same author puts that society dictates industrial, in its attempt to raise the maintenance of employees ' 
motivation, used separately or jointly, all sources of appreciation of the work, having divided these motivations 
in three categories: (1) economic motivations, where work is exchanged for a remuneration which may acquire 
objects valued for yourself; (2) social motivations, where work offers opportunities for social contacts and to 
belong to a group; and (3) motivations for action and self-realization, where the fact of work, to produce, or 
contribute to the progress of making a useful work represents an assertion of one's own freedom and identity 
(LÉVY-LEBOYER, 1994, p. 54). 
 Organizational motivation is therefore a tool that companies must have well defined. It is the understanding 
of what really motivates workers and what is being done by the organization in that regard. 
 
3. Object of Study: 
 The charity Hospital is a non-profit hospital organization, philanthropic organizations, whose name was 
changed in this article to maintain the confidentiality of information, founded in 1913, with 302 beds between 
those intended for surgical patients, psychiatric clinicians, or UTI. Is a hospital multiespecialista, featuring 
complete diagnostic and therapy area, emergency room, technical school of nursing and medical residency. 
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 Situated in a city in the State of Rio Grande do Sul, becoming one of the main urban areas of the State, 
which influences a population estimated at more than one million inhabitants, making 60 of his services to the 
Sistema Único de Saúde – SUS. 
 The charity Hospital has 1080 active employees, of which 180 are men (16.66) and 900 are women 
(83.34). 
 
4. Method: 
 To respond to proposed research issues, were chosen philanthropic hospital workers described earlier, 
being applied a survey survey. The survey used a form delivered to 76 employees of the institution randomly, 
without distinction of rank, sex, age, work shift or leadership position. The form contained two questions to be 
answered: 
1. what really motivates an employee working? 
2. what really motivates an employee working at your current job? 
 To this end, a series of 72 factors understood by motivantes factors as researcher, duly numbered, leaving 
space for the respondent could append some factor that was not on the list. This relationship is in the Appendix 
of this article. 
 It was explained to respondents that, to answer the first question, should be considered the aspect of work 
in any company, which means the reason if it works. To answer the second question, it was noted that the 
response should be directed to your work within the hospital. Respondents were asked which enumerassem 
according to the order of importance, the motivantes factors in more than 20 choices for each question. 46 were 
returned questionnaires, which were tabulated in a spreadsheet, and if used, in this case, MSExcel worksheet. 
The results were obtained through two techniques: (a) weighted score, where for the items that appeared as the 
most important of each questionnaire has been assigned a score of 5 points, for the second most important a 
score of 4 four points and so on until the fifth most important that received only a point being summed up these 
points in order to ascertain what the item actually more important; (b) simple score, where only accounted in 
the top five instances items regarded as most important. 
 
5. Result and Analysis: 
 The application of the test did not intend to establish hypotheses of what were the motivations that would 
prevail and not try to prove the theories set out in theoretical referential. But, intrinsically, the researcher tended 
to believe that external factors were those that would appear in the responses. The results can be seen in the 
following tables: 
 
Table 1: Occurrences of motivating factors of employees at companies in General – Weighted Score. 

Companies in General Weighted 
Score 

Occurrences as most important factor 
Factor More 

important 
2º most 

important 
3º most 

important 
4º most 

important 
5º most 

important 
1º 3 Like what does 158 26 4 3 1 1 
2º 5 Fair wage 98 6 11 6 3 0 
3º 6 Salary on the day 58 2 4 8 3 2 
4º 2 Plan of jobs and salaries 33 4 1 2 1 1 
5º 46 Opportunity for growth 31 2 2 1 4 2 
6º 30 Professional recognition 29 1 2 3 2 3
7º 10 Clear goals and 

objectives (set) 
20 1 1 2 1 3 

8º 15 Appropriate working 
tools 

20 0 3 0 3 2 

9º 25 Health plan 18 0 2 1 2 3 
10º 8 Proud to work in the 

company 
17 0 2 0 4 1 

 
Table 2: Occurrences of motivating factors of employees at companies in General – Simple Score. 

Companies in General Simple 
Score 

Occurrences as most important factor 
Factor More 

important 
2º most 

important 
3º most 

important 
4º most 

important 
5º most 

important 
1º 3 Like what does 35 26 4 3 1 1 
2º 5 Fair wage 26 6 11 6 3 0 
3º 6 Salary on the day 19 2 4 8 3 2 
4º 2 Be heard about complaints 9 4 1 2 1 1 
5º 46 Opportunity for growth 11 2 2 1 4 2 
6º 30 Professional recognition 11 1 2 3 2 3 
7º 57 Pleasant environment 7 1 3 0 1 2 
8º 10 Clear goals and objectives 

(set) 
8 1 1 2 1 3 

9º 15 Appropriate working tools 8 0 3 0 3 2 
10º 25 Health plan 8 0 2 1 2 3 
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Table 3: Occurrences of motivating factors of employees at charity Hospital-Weighted Score. 

Charity Hospital Weighted 
Score 

Occurrences as most important factor 
Factor More 

important 
2º most 

important 
3º most 

important 
4º most 

important 
5º most 

important 
1º 3 Like what does 168 27 5 3 1 2 
2º 6 Salary on the day 71 1 11 6 2 0 
3º 8 Proud to work in the 

company 
54 3 5 5 1 2 

4º 25 Health plan 53 4 2 5 4 2 
5º 4 Location of the job 52 2 6 4 2 2 
6º 57 Pleasant environment 30 1 2 2 4 3 
7º 38 Make sense of your 

work 
24 0 3 1 1 7 

8º 9 Trust the leader 17 1 0 3 1 1 
9º 20 Frank dialogue 13 0 1 1 3 0 
10º 21 Head with doors open 13 1 0 1 2 1 

 
Table 4: Occurrences of motivating factors of employees at Charity Hospital-Simple Score. 

Charity Hospital Simple 
Score 

Occurrences as most important factor 
Factor More 

important 
2º most 

important 
3º most 

important 
4º most 

important 
5º mosr 

important 
1º 3 Like what does 38 27 5 3 1 2 
2º 6 Salary on the day 20 1 11 6 2 0 
3º 25 Health plan 17 4 2 5 4 2 
4º 8 Proud to work in the 

company 
16 3 5 5 1 2 

5º 4 Location of the job 16 2 6 4 2 2 
6º 57 Pleasant environment 12 1 2 2 4 3 
7º 38 Make sense of your work 12 0 3 1 1 7 
8º 9 Trust the leader 6 1 0 3 1 1 
9º 20 Frank dialogue 5 0 1 1 3 0 

10º 21 Head with doors open 5 1 0 1 2 1 

 
 Respondents ' replies, it was noted that the aspect "like I do" stood out in the responses, both in 
examination to work in General and for the work in the institutions examined, both measured in weighted score 
as in simple score. 
 It was evident that the employees of the institution they work for have an attachment to his work, so I 
responded mainly a intrinsic factor. We can conclude a priori that the health worker has some internal 
motivating factor in enjoy working in this area. 
 The second major factor was the item mentioned by interviewees "salary", and for companies in general 
became understood "fair wage" factor and its activities at the Hospital of charity was highlighted "salary!" We 
note that the factor "wages" as proposed in the questionnaire of research was not cited as important as 
motivational aspect. 
 From the third item began to be a differentiation between the desired factors for organisations in General as 
factors motivating and pointed specifically to the Charity Hospital. For the first case appeared aspects such as 
"plan of jobs and salaries", "professional recognition" and "opportunity for growth" in the weighted scores and 
occurrences of "be heard about complaints", "opportunity for growth" and "professional recognition" to the 
simple score (simple numbers of occurrences). To the factors motivating inherent activities in charity Hospital, 
were evident as key to motivation "proud to work in business", have a "health plan" and the "location of place 
of work". 
 
6. Final Considerations: 
 A priori, I imagined that the aspects of the high salary, benefits, payment of undergraduate or graduate, 
etc., could appear as determinative for motivation as well as external factors, such as work environment, job 
status or comfort of the facilities could influence the motivation. However, these aspects have not been 
significant in search. The determining factor was pleased to work on what you love. The main motivation was 
presented like what if does and, in a second moment, the fair wage to perform the function. No exaggerations in 
salary: just do what you like and be justly compensated. 
 Analyzing the motivational factors described in theoretical reference, which include those relating to the 
group, tasks and duties, we can observe that the aspect "like you do" fits this variable and, more than that, 
causes a lasting effect and increased productivity (HERZBERG, 1959, p. 113-119). Allied to this, it is 
necessary to bring the search result's relationship with the hierarchy of needs, where "self-realization" is clear 
when it opts for motivating factor "like what is done", translating as other needs are already met, since the self-
esteem is at the top of the hierarchy (MASLOW, 1970, p. 35-51). 
 As highlighted in the introduction to this work, the purpose of the survey was to ascertain the aspects 
motivating, not being its scope analysis of desmotivadores aspects. These aspects were found motivators and 
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thus was mapped the significant aspects of motivation in organization analyzed. From this tab you can build 
tools to improve motivation. 
 Is explicit that if the worker's motivators aspects (for companies in General) were the same as those aspects 
of their current company, drivers in case the charity Hospital, a worker would be exercising their activities in 
"perfect". In another perspective, if the organization maintains in its professional workers who really love 
frames than they do, this will be reason for reducing operational costs, as this will keep the professionals in the 
company not generating costs with its output and not depriving the company of your experience and knowledge 
(MOSCOVICI, 1999; STEWART, 1998). 
 Is, then, as a suggestion of future work, investigate the desmotivadores aspects in this institution and, 
likewise, trying to understand their effects on productivity and on the results of the organization. 
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