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Abstract Locus of control is an important variable that affects every area of human endeavor as describing 
individual differences and predicting behavior in organizational settings. Also, it is viewed as an important element for 

work motivation which determines the level of organizational commitment. Organization commitment is a critical 

factor to organizational success, effectiveness and efficiency. A high level of motivated and committed nurses in an 

organization can have beneficial consequences, resulting in lower absenteeism, higher performance and lower nurses' 

turnover. Aim: The present study aimed to investigate the relationship among nurses' locus of control, wok motivation 

factors, and their organizational commitment. Research Design: A descriptive correlational design was utilized. Study 

Setting: the study was conducted in all in patient units at Benha Teaching Hospital. The study sample was: A 

convenience sample of staff nurses (129) who are working in the above mentioned study setting. Tools of data 

collection: Three tools were used: (1) the Rotter’s internal-external (I-E) locus of control scale,  
(2) Wok motivation factors questionnaire, and (3) staff nurses’ organizational commitment questionnaire. The 

result: The findings of this study showed that the highest percentage of studied staff nurses' (57.6%) had internal 

locus of control, while the lowest percentage of them (15%) had external locus of control. And, the majority of the 

staff nurses (79.9%) had high perception level regarding work motivation factors. Also, more than three fifth of 

staff nurses (63.3%) had moderate level of organizational commitment. Conclusion: The study concluded that 

there was a positive highly statistical significant correlation between overall score of locus of control, work 

motivation factors and organizational commitment for nurses. Also, there was a positive highly statistical 

significant correlation between staff nurses`locus of control, work motivation factors, and organizational 

commitment in relation to years of experience, and education qualification during study. Recommendation: it 

recommended that, hospital should carry out continuous in–service training program for enhancing nurses` locus 

of control, and the hospital administrators should pay more attention to create innovative methods and promotion 

to increase nurses' organizational commitment and maintain good work motivation. 
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1. Introduction 
 

In the globalizing, competition and the goal of 

achieving best in practice work environment require more 

effort from nurses. A factor that may have a role in how 

nurses adapt for changing work requirements is locus of 

control [1]. Locus of control (LOC) is one of the four 

dimensions of core self-evaluations, and it is the 

magnitude that an individual perceives reinforcement due 

to their own behavior or outside forces [2]. 

 

 
The locus of control concept was first proposed by Rotter 

(1966), an expert on social learning theory, and refers to 

the extent to which individuals believe that they can 

control events that affect them. Locus of control can be 

accepted as a personality trait that has a powerful 

cognitive focus. Besides, it is the result of anticipation 

about expected outcomes of events in a person's life [3,4]. 

Nurses can be differentiated on the basis of their 

generalized expectancy concerning internal and external 

control of life events and outcomes. The degree to which a 

nurse perceives events to be under her/his control is 
considered internal locus or under the control of external 

factors (external locus) [5,6]. 

 



American Journal of Nursing Research 168  
 
 

 

Furthermore, individuals with a high internal locus of 

control believe that outcomes such as success and failure are 

influenced by their own efforts, and that responsibility for 

whether or not they get reinforced ultimately lies with them 

[2,7]. On the contrary, individuals with an external locus of 

control believe that their own efforts have little impact on the 

amount of reinforcement they receive, and that outcomes 

such as success and failure in life are controlled by external 

factors such as luck, chance, fate, destiny, society or other 

forces beyond their control .Thus, locus of control is an 

important factor in influencing an individual’s developmental 

and professional outcomes [8,9].  
There are three dimensions for locus of control in the 

work setting including: locus of control and well-being, 

locus of control and behavioral orientation, and locus of 
control and motivation. The first dimension is locus of 

control and well-being; locus of control is a predictor of 

well-being and a key element of the concept of self-worth 

[10,11]. The belief that nurse has a degree of control of 
the environment is representative of a positive evaluation 

of self-worth. Alternatively, the belief that control of the 

environment is dependent upon external forces is 
representative of a negative evaluation of self-worth. In 

addition to being associated with subjective well-being 

and self-worth, more internal locus of control has been 

shown to be related to work-related affective reactions 
including global job satisfaction, organizational 

commitment, attendance, turnover intent and innovative 

behaviors [12,13].  
Moreover, the second dimension is the locus of control 

and behavioral orientation or intent; individuals with more 

internal locus of control not only tend to demonstrate 
better task performance outcomes and career success, they 

also demonstrate fewer negative work outcomes 

associated with burnout, role ambiguity and role conflict 

[14]. While the third dimension is locus of control and 

motivation; motivation develops and displays positive 

workplace behaviors and organizational continuance 

commitment [12]. Nurses with more internal locus of 

control exhibit more motivation to learn and become more 

competent and confident in their occupational abilities and 

provide healthy environments [15].  
Motivation originated from the word motive which 

suggested requirements, wishes, desires or drives within 

the persons [16]. Moreover, motivation refers to the 

process of developing intent, energy, determination and 

action to carry out certain behavior [17]. Also, it is a 

power that guides one toward fulfilling a purpose 
strengthens behavior and activates the tendency to 

continue working toward organizational goal achievement 

at the same time satisfying personal needs [18]. 

As well, motivation is a set of forces that can come 

from the person, so-called "push" of internal forces, or 

they can come from the environment that surrounds the 

person, so-called "pull" of external forces [19,20]. In 

addition, motivation is giving a reason, incentive, 

enthusiasm, or interest that causes a specific action or 

certain behavior to overcome obstacles to make a 

difference. Thus, it has become more important for nurses 

who confront various demands derived from their patients 

[21,22]. 

 

Motivation is a critical part of leadership because 

people need to understand one another in order to lead 

effectively [23]. Leaders define motivation as a driver of 

stable mind, aspiration, force or interest within the 

individual that is translated into action, and represents the 

synergistic effect of the number of stimuli on the behavior 
of employees in performing their job duties [24,25]. 

Motivation is both situational and relational; how one 

reacts to conditions always depends upon the situation and 

relationship to others [26,27]. Motivation increases 

effectiveness beyond the organization by improving the 

willingness of the employees to work [28]. 

Work motivation is the psychological processes that 
determine the direction, intensity, and persistence of 

action within the continuing stream of experiences and 

determine a person’s intentions to allocate personal 

resources across a range of possible actions that 
characterize the person in relation to his or her work [29]. 

Besides, it is a set of energetic forces that originate both 

within as beyond an individual’s being, to initiate work-
related behavior and to determine its form, direction, 

intensity, and duration [30].  
In order to achieve the specified objectives, one needs 

to identify the motivating factors in human beings [31]. 

Due to individual differences, people have different 

motives with different prioritization for what they do. The 

work motivation of people in the same organization may 

not be the same. Therefore, in order to identify one’s 
motivating factors, it is necessary to identify his or her 

personality trait first [32]. The most important motivating 

work factors based on Herzberg’s theory of motivation 

were the nature of job, supervision and monitoring 

method, job progress and development, appreciation and 

acknowledgment, workplace conditions, job security, 

salary and wages, communication and policy in the 

workplace, and job responsibilities [33,34,35].  
Motivation on the part of employees is the key to 

success in any organization. That’s why dealing with 

unmotivated and irresponsible personnel has been 

managers’ biggest challenge [36,37]. No organization can 

perform effectively unless each employee is committed to 

the organization's objectives [38,39]. 
Organizational commitment is the strong desire of a 

member to remain in the organization, a great deal of 

effort for the organization, and a firm belief in accepting 
the values and goals of organization. Also, it is considered 

to be one of the important outcomes of the human 

resource strategies. It is seen as the essential factor in 
achieving competence level of performance of employees 

inside their institution [40,41].  
Allen and Meyer have stated various dimensions for 

organizational commitment. They distinguished between 

three types of commitment which include the following; 

affective, Continuance and normative commitment [42]. 

Affective commitment is a feeling of emotional 

attachment and desire of the individual to the organization 

identification with the organization and willingness to 

participate actively in it. Continuance commitment; shows 

an awareness of various cost associated with leaving the 

organization, which is presented in two forms of the 

absence of suitable job opportunities and loss of 
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experience. While, normative commitment; has been 

described as a sense of loyalty to the values and goals of 

the organization and obligation to continue employment 
[43,44].  

Organizational commitment has become an essential 

element in the understanding of staff nurses' organizational 

behavior in the workplace [44]. It reflects the extent to which 

nurses is committed to organization’s objectives and the 

work itself [45] . Thus, committed nurses are more loyal in 

their behavior [46]. Organizational commitment can bring 

about a sense of satisfaction, belonging, affiliation and 

attachment of employees to the organization, more favorable 

job performance, and job motivation [47]. 

 

1.1. Significance of the Study 
 

Locus of control is an important variable for the 

explanation of human behavior in organizations. 

Individuals who are identified with an internal locus of 
control tend to take more responsibility for their actions, 

good and bad. This type of individuals is often more 

punctual, self-motivated, likely to be ambitious and 

successful. An individual with an external locus of control 
is often seen as humble and agreeable [14,48]. Plus, the 

perception of being in control of one’s outcomes is one 

factor that affects the work motivation and nurses 
organizational commitment [49].  

Determining the scores of internal-external locus of 

control of the nurses will help to have a better 

understanding of the motivating work factors that 

considers extremely important for nurses organizational 

commitment to improve patient care. Organizational 

commitment is an important variable in understanding 

nurses` behavior that has potentially serious effects on the 

performance of the organization, and ignoring it has been 

harmful for the organization [50,51]. Motivated and 

committed nurses can improve growth and excellence in 

the organization. So, this study was carried out to 

investigate the relationship among nurses' locus of 

control, work motivation and their organizational 

commitment at Benha Teaching Hospital. 

 

1.2. Aim of the Study 
 

The present study aimed at investigating the relationship 

among nurses' locus of control, work motivation and their 

organizational commitment at Benha Teaching Hospital. 

 

1.3. Research Questions 
 

1. What is the staff nurses' level of locus of control? 

2. What are the motivating work factors as perceived 

by staff nurses? 
3. To what extent nurses have organizational commitment?  
4. Is there a relationship among staff nurses' locus of 

control, work motivation factors and their 

organizational commitment? 

2. Subjects and Methods 
2.1. Research Design 
 

A descriptive Correlational design was used to achieve 

the aim of the present study. 

 
 

2.2. Setting 
 

The current study was conducted in all inpatient units at 

Benha Teaching Hospital. 

 

2.3. Subjects 
 
2.3.1. Subject Size 
 

A convenient sample of staff nurses(129) working in all 

in patient units and agree to participate after clarification 

purpose of the study and distributed as following; (12) of 

them working at orthopedic, (16) at pediatric, (9) at 

operating room, (11) at urology, (19) at burning, (17) at 

dialysis, (10) at medical, (14) at obstetrics and 

gynecological unit, and (21) staff nurses working at 

intensive care units.  

 

2.4. Tools of Data Collection 
 

Three tools were used to collect the data of this study:- 
 
2.4.1. Rotter’s Internal-external (I-E) 

Locus of Control Scale  
It was developed by Rotter [52] and modified by 

Pettijohn, Pettijohn and Sacco [53] and adopted by the 

researchers to assess staff nurses' level of locus of control 

at work. It consisted of two parts, part one; include 

personal characteristics of nurses as age, marital status, 
level of educational qualification, and experience years. 

Part two: Rotter’s internal-external (I-E) locus of control 

scale. It consisted of (20) items, that were classified into 
two dimensions; internal (9 items), and external (11 items).  
Scoring System:  

Using a five point Likert - scale as follow: strongly 

agree (5 point), agree (4 point), uncertain (3point), 

disagree (2 point), and strongly disagree (1 point), and 

total score (100). The score of each dimension summed up 

and converted to percent score. 

The participant who had a percent ≥80% (score≥ 80) this 

indicate strongly internal locus of control, and from 60%- 

<80% (score 60 - < 80) indicate internal locus of control 

also, the percent from 35%- <60% (score 35 - < 60) 

indicate both internal-external locus of control. While the 

percent from 15%-<35 % (score 15 - < 35) indicate 

external locus of control, and participant who had a percent 

from 0%- <15 % (score 0 - < 15) indicate strongly external 

locus of control. 
 
2.4.2. Work Motivation Factors Questionnaire 
 

A structured questionnaire developed by the researchers 

through reviewing the related literature as VAN WYK; 

Ahmad et al.; Daneshkohan et al.; Kheirkhah [9,15,33,54]. 

It included different items to identify motivating work 

factors as perceived by staff nurses. It consisted of (46) 

items that were categorized under 10 dimensions, namely; 

Salary and wages (3 items), Policy in the workplace (9 

items), Communication (5 items), Job security (6 items), 

Workplace condition (5items), Supervision and monitoring 

methods (5 items), Appreciation and acknowledgment 

(3items), Job promotion and development (3items), Nature 

of the job (3 items), and Job responsibility (4 items). 
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Scoring system: each statement response is measured 

on a five-point Likert scale that ranged from: (1) doesn't 

apply, (2) not important at all, (3) not important, 

(4) important, and (5) very important. Total score (230), 

and the score of each dimension summed up and 

converted to percent score.  
Level of work motivation factors is considered high 

perception if the percent ≥ 75% (score ≥ 173), moderate if 

the percent 60 % - < 75% (score 138- < 173) and low if 

the percent < 60% (score < 138). 
 
2.4.3. Staff Nurses’ Organization 

Commitment Questionnaire  
It was developed by Abdelwahab, Ahmed and Elguindy 

[55]. based on Allen and Meyer [56]. It included different 

items to assess staff nurses' level of organizational 

commitment. It consisted of (20) items divided into three 

main categories; Affective commitment "7" items, 
Continuance commitment "7" items, and Normative 

commitment "6" items.  
Scoring System: Using a five point Likert - scale as 

follow: strongly disagree (1 point), disagree (2 point), 

neutral (3 point), agree (4 point), and strongly agree (5 

point). The score of each dimension summed up and 

converted to percent score. Level of commitment is 

considered high if the percent ≥ 75% (score ≥ 75), 

moderate from (60%- 74%) (Score 74 - 60) and low: < 

60% (score < 60). 
 

2.5. Data Collection Methods 
 

1. A review of recent national and international related 

literature using journals, periodicals, textbooks, 

internet, and theoretical knowledge of the various 

aspects concerning the topic of the study. 

2. Preparation of data collection tools and translated 

into Arabic was carried out over a period of two 
months (from the beginning of August to the end of 

September 2018).  
3. Once tools became ready, they tested for content 

validity by jury of 5 academic staff in nursing 

administration from different faculties of nursing. 
The validity of the tools aimed to judge its clarity, 

comprehensiveness, relevance, and accuracy. All of 

their comments were taken into consideration; some 

items were re-phrased.  
4. Also the reliability of the tools was conducted to 

determine the internal consistency and homogeneity 

of the used tools by Cronbach’s Alpha test and 
results were r= (0.84, 96 &92) for Rotter’s internal-

external (I-E) locus of control scale, wok 

motivation questionnaire, and staff nurses’ 
organizational commitment questionnaire 

respectively.  
5. A permission to conduct the study was obtained 

from the director of Benha Teaching Hospital after 
explaining the aim of the study.  

6. Pilot study was carried out on October 2018 and 

conducted on about 10% of total sample (13 nurses). 

The aim of pilot study was to examine the sequence 

of items, feasibility, practicability and applicability 

of the tools, clarity of the language and for 

 

estimating the time needed to fill it. The tools were 

finalized based on the result of the pilot study. The 

pilot study was included in the main sample.  
7. Ethical considerations; all participants were 

interviewed for explaining the purposes and 

procedures of the study, and they have the right to 

withdrawal from the study any time during the 

study. In addition, confidentiality and anonymity of 

the subjects were assured through coding of all data. 

Oral consent to participate was assumed by 

attendance of filling questionnaire sheet. 
8. Data collection took about one month (from the 

beginning to the end of November 2018).The 

researcher distributed the data collection forms with 

instructions about how to fill them.  
9. The time required to fill the questionnaires sheet 

was range from 20 to 25 minutes for Rotter’s 

internal-external (I-E) locus of control, from 50-55 

minutes for wok motivation questionnaire and from 

20-25 minutes for staff nurses’ organizational 

commitment questionnaire. The filled forms were 

collected in time and revised to check their 

completeness to avoid any missing data. The 

average number of gathering questionnaires was 

between 5-6 nurses per day and for 3 days/week for 

each researcher. 

 

2.6. Statistical Analysis 
 

Data were verified prior to computerized entry. The 

Statistical Package for Social Sciences (SPSS version 

20.0) was used for that purpose, followed by data analysis 

and tabulation. Data were presented using descriptive 

statistics as number, frequency mean, and standard 

deviation, and Pearson correlation coefficients (r). A 
significance level value was considered when p-value  
≤ 0.05, while p- value > 0.05 indicates non- significance 

results. 

 

3. Results 
 

Table 1: Showed that the personal characteristics of the 

studied nurses, where more than two fifth of them (47.3%) 

were aged from 30 to less than40 years with mean age of 

35.79±8.32, the most of them (71.3 %) were married,  
65.1 % of them had nursing diploma and 39.5 % of them 

had from 15 to less than 25 years of experience with a 
mean of 17.85±7.98.  

Table 2: Clearly revealed that highest percentage of 

studied staff nurses' (73.7%, 66.7%, and 58.9%) was agree 

that persistence and hard work usually lead to success, 

nurse leaders are successful when they work hard, and 

nurses can anticipate difficulties and take action to avoid 

them respectively.  
Table 3: Demonstrated staff nurses agreements (67.4%) 

were related to need to be kept informed about new events 
in nursing.  

Figure 1: Revealed that highest percentage of studied 

staff nurses' (57.6%) had internal locus of control. 

Table 4: Presented the majority of the staff nurses 

(89.1%, 88.4 %, and 86.0%) reported the essential work 
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motivation factors had related to salary and wages, job 
promotion and development, and job security respectively. 

While, the lowest percentage of them was related to job 

responsibility.  
Figure 2: Illustrated that 79.9% of studied nurses had 

high perception regarding work motivation factors.  
Table 5: Demonstrated that the highest mean score for 

nurses` organizational commitment related to affective 

commitment (25.31 ± 1.96), while the lowest mean score 

of them had related to normative commitment (19.41 ± 

3.69). 

Figure 3: Portrayed that more than three fifth of staff 
nurses (63.3%) had moderate level of organizational 

commitment.  
Table 6: Showed that there was a positive highly 

statistical significant correlation between overall score of 

locus of control, work motivation factors and 

organizational commitment for nurses.  
Table 7: Clarified that there was a positive highly 

statistical significant correlation between staff nurses` 

locus of control, work motivation factors and, 

organizational commitment regarding years of experience, 

and education qualification of them during study. 

 
 

Table 1. Distribution of the studied staff nurses according to their 

personal characteristics (n =129)   
Personal Characteristics No % 

Age (years)   

<30 8 6.2 

30 <40 61 47.3 

40<50 23 17.8 

≥ 50 37 28.7 

X
-
±SD  35.79±8.32 

Marital status    

Married 92  71.3 

Single 24  18.6 

Others 13  10.1 

Level of Educational Qualification    

Nursing diploma 84  65.1 

Technical institute 25  19.4 

B.Sc. Nursing 20  15.5 

Years of experience    

< 5 3  2.3 

5 < 15 45  34.9 

15< 25 51  39.5 

≥ 25 30  23.3 

X
-
±SD  17.85±7.98  

Table 2. Agreement distribution of the nurses regarding internal locus of control (no=129) 
 

Items for internal locus of control 
Strongly agree Agree Uncertain Disagree Strongly disagree 

          

No. % No. % No. % No. % No. %   
            

1. I can anticipate difficulties and take action to avoid them 40 31.0 76 58.9 10 7.8 2 1.6 1 0.7 
            

2. I usually get what I want in life 41 31.8 60 46.5 18 13.9 5 3.9 5 3.9 
            

3. I usually convince others to do things my Way 30 23.3 20 15.5 36 27.9 31 24.0 12 9.3 
            

4. When I make plans , I am almost certain that I can make 
15 11.6 65 50.4 43 33.3 6 4.7 0 0.0 

them work           

5. My mistakes and problems are my 

31 24.0 67 51.9 21 16.3 7 5.5 3 2.3 
responsibility to deal with           

6. Nurse leaders are successful when they work hard 31 24.0 86 66.7 5 3.9 3 2.3 4 3.1 
            

7. Persistence and hard work usually lead to Success 27 20.9 95 73.7 4 3.1 2 1.6 1 0.7 
            

8. I believe a person can really be the master of his fate 21 16.3 34 26.4 70 54.3 4 3.1 0 0.0 
            

9. I am confident of being able to deal 

31 24.0 40 31.0 54 41.9 4 3.1 0 0.0 
successfully with future problems           

 
Table 3. Agreement distribution of the nurses regarding external locus of control (no=129) 

 
  

Strongly agree Agree Uncertain Disagree 

Strongly 

Items for External locus of control disagree         

  No. % No. % No. % No. % No. % 
            

1. A great deal of what happens to me is 

24 18.6 31 24.0 30 23.3 40 31.0 4 3.1 
probably just a matter of chance           

2. Everyone knows that luck or chance 

20 15.5 32 24.8 24 18.6 37 28.7 16 12.4 
determines one`s future           

3. I need to be kept informed about new events in nursing 87 67.4 14 10.9 23 17.8 3 2.3 2 1.6 
            

4. If I do not succeed on a task, I tend to give up 15 11.6 20 15.5 27 20.9 39 30.2 28 21.8 
            

5. I can control my problem(s) only if I have outside support 41 31.7 38 29.5 27 20.9 14 10.9 9 7.0 
            

6. My work problem(s ) will dominate me all my life 44 34.1 18 14.0 21 16.3 31 24.0 15 11.6 
            

7. I never try anything that I am not sure of 33 25.6 47 36.4 20 15.5 25 19.4 4 3.1 
            

8. To continually manage my problems I need professional help 26 20.2 39 30.2 31 24.0 33 25.6 0 0.0 
            

9. Other people usually control my life 20 15.5 17 13.2 37 28.7 11 8.5 44 34.1 
           

10. I understand why my problem(s) varies so much from one 
36 28.0 50 38.6 38 2.3 3 2.3 2 1.6 

occasion to the next           

11. In my case maintaining control over my 

20 15.5 15 11.6 35 27.1 26 20.2 33 25.6 
problem(s) is due mostly to luck           
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Figure 1. Distribution of the staff nurses regarding total locus of control level (n=129) 

 
Table 4. Distribution of the staff nurses' perception regarding work motivation factors (n=129) 

 

Dimensions of work motivation factors 
 High  Moderate  Low 
         

No. 
 

% No. 
 

% No. 
 

%     
          

Salary and wages 115  89.1 14  10.9 0  0.0 
          

Policy in the workplace 100  77.5 21  16.3 8  6.2 
          

Communication 104  80.6 20  15.5 5  3.9 
          

Job security 111  86.0 10  7.8 8  6.2 
          

Workplace condition 108  83.7 14  10.9 7  5.4 
          

Supervision and monitoring methods 85  65.9 25  19.4 19  14.7 
          

Appreciation and acknowledgment 105  81.4 24  18.6 0  0.0 
          

Job promotion and development 114  88.4 11  8.5 4  3.1 
          

Nature of the job 103  79.8 24  18.6 2  1.6 
          

Job responsibility 86  66.7 24  18.6 19  14.7 
           
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 2. Total nurses' perception toward work motivation factors (n=129) 

 
Table 5 Mean scores for nurses` organizational commitment (n=129) 

 

Variables Max score Mean ± SD Total Percent 
    

Affective commitment 35 25.31 ± 1.96 72.3 
    

Continuance commitment 35 24.43 ± 1.85 69.8 
    

Normative commitment 30 19.41 ± 0.84 64.7 
    

Total 100 69.16 ± 3.69  
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Figure 3. Total level of the studied nurses' organizational commitment (n=129) 

 
Table 6. Correlation between overall score of Locus of control, work motivation factors, and organizational commitment for nurses` (n=129) 

 

Variables 
Locus of Control Work Motivation factors Organizational Commitment 

      

r P- value r P- value r P- value  
       

Locus of Control - - 0.506 <0.001** 0.367 <0.001** 
       

Work Motivation factors 0.506 <0.001** - - 0.471 <0.001** 
       

Organizational Commitment 0.367 <0.001** 0.471 <0.001** - - 
       

 
**A high statistical significant difference (P ≤ 0.001). 

 
Table 7. Staff nurses` locus of Control, work motivation factors and, organizational commitment in relation to years of experience, and 

education qualification (n=129)  
    Personal characteristics  

Items 

      

  Years of Experience Education Qualification 
       

  r  P- value r P- value 
       

Locus of Control  0.466  <0.001** 0.418 <0.001** 
       

Work Motivation factors  0.550  <0.001** 0.604 <0.001** 
       

Organizational Commitment  0.581  <0.001** 0.364 <0.001** 
       

**A high statistical significant difference (P ≤ 0.001).      
 

4. Discussion 
 

The locus of control is one of the major personality 
attributes that influences organizational behavior as; 

organizational commitment and work motivation [57]. 

The organizational commitment is the important element 
that increases or promotes the ties or attachment of the 

individual to the organization [58]. Understanding the 

commitment is useful for the organizational. Because it 

creates the innovation of the staffs, more stay in the 
hospital and more competition power and the hospital will 

have more productivity of the organizations and better 

quality of the products [44,59].  
Motivation is an effective instrument in the hand of 

management in inspiring and increases the willingness of 

the workforce thus increasing efficiency and effectiveness 
of the organization [60]. In addition, work motivation is 

an important for nurses’ lives that can have an effect on 

patient satisfaction, quality of care, retention, turnover, 

and commitment to the organization [61].  
Concerning nurses' agreement regarding internal locus 

of control, the result of present study revealed that highest 

 
percentage of studied staff nurses' (73.7% and 66.7%)had 

agreed that persistence and hard work usually lead to 

success and nurse leaders are successful when they work 
hard. This might be attributed to the ability of the nurses 

with internal locus of control to overcome their work 

environment so, they have a better work performance and 

job success.  
This result was supported by Sahraian et al. [62], who 

conducted a study entitled; association of job stress with 

locus of control in nurses and mentioned that, internal 

locus of control is associated with positive work outcomes 

and as a result, promoting positive attitudes and behaviors 

is possible. In the same line, El-Sayed and Abdel-Aleem 

[63]. who found in their study; relationship between head 

nurses’ locus of control and staff nurses’ job 

empowerment that, those with an internal locus of control 

believe that work outcomes are based on their own effort. 

Regarding nurses' agreement toward external locus of 

control, the result of present study revealed that more than 

two thirds of them need to be kept informed about new 

events in nursing. This might be due to challenges in 

todays’ work environment require professional competent 
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nurses not only educated well but being creative, have a 

desire to achieve success, able to work under pressure, 
and accomplish the organizational and personal goals.  

As regard to distribution of the staff nurses regarding 
total locus of control level, the result of present study 

revealed that more than half of studied staff nurses' had 

internal locus of control. This might be due to most of the 

studied nurses do their responsibility for accomplishing a 

particular task or goal and responsible for is success, this 

gives a measure of control.  
This result was in accordance with El-Sayed and 

Abdel-Aleem [63] , who asserted that, about three fifth of 
head nurses have internal locus of control, while more 

than two fifth of them have external other locus of control.  
On the other hand, this result was in disagreement with 

Pourhoseinzadeh et al. [64], who revealed in their study 

about; the relationship between health locus of control and 

health behaviors in emergency medicine that, in relation 

to determining the type of health locus of control in 

emergency medical personnel show that most personnel 

had external locus of control. Similarly, Hashemian, 

Fallahi, and Akaberi [40], stated in their study; health 

locus of control associated with attitudes toward breast 

cancer in women with a positive family history of breast 

cancer in Sabzevar city that, the mean scores of the 

internal and external locus of control for participants in 

the study were roughly equal.  
The results of the current study highlighted that the most 

important work motivating factor as reported by staff nurses 

had related to salary and wages, job promotion and 

development, and job security respectively. While, the lowest 

percentage of them was related to job responsibility.  
These findings were supported by Kheirkhah et al. [35], 

in their study; the relationship between job motivation and 

its dimensions with organizational commitment in 

midwives of sanitary and therapeutic centers and 

confirmed that, the most important motivating factors 

were the salary and wages, nature of the job, supervision 
and monitoring method, job progress and development, 

appreciation and acknowledgment, workplace conditions, 

job security, communication and policy in the workplace, 

job position, and responsibilities, respectively. Also, 

Agwu [65], who done study about; impact of fair reward 

system on employees job performance in Nigerian Agip 

Oil Company and stated that, if organization provide good 

salary, able to promote employees for the hard work and 

effort contributed, it will motivate that employee to 

contribute outmost performance  
This finding is inconsistent with Daneshkohan et al. 

[54], who conducted a study about; factors affecting job 

motivation among health workers: a Study from Iran and 

reported that, good management was the most important 
motivator for health workers followed by support from 

supervisors and managers when occurring problems, good 

working relations with colleagues and fair treatment from 

supervisors and managers, whereas resource availability, 
financial incentives, continuing education and non-

financial welfare benefits had the least effects on 

motivating the study population.  
Moreover, the current study revealed that nearly four 

fifth of studied nurses had high perception regarding work 

motivation factors. Thus, identifying the factors that 

influence the nurses' motivation is useful for creating 

 

motivating work environment. This may be related to the 

fact that it is important for the management to understand 
the definite causes based on operational needs in an 

analytical way.  
The finding of the present study is consistent with 

Alhakami and Baker [61], who conducted study about; 

exploring the factors influencing nurse’s work motivation, 

and revealed that the majority of study participants have a 

significantly higher positive perception as regards work 

motivation.  
In relation to nurses` organizational commitment the 

highest mean score for the present study related to 

affective commitment, while the lowest mean score was 

related to normative commitment. This result agreed with 

Miligi, Habib, and Al fozan [66], who presented in their 

study about; assessment of work environment and 

employee’s commitment in College of Nursing and 

concluded that, the highest mean score related to affective 
commitment, while the lowest mean score was related to 

normative commitment. 

On the other hand, this is in contrast with findings of 

Kheirkhah et al. [35], who revealed that the highest mean 

score was related to normative commitment, while the 

lowest mean score was related to affective commitment.  
Additionally, the present finding portrayed that more 

than three fifth of staff nurses had moderate level of 

organizational commitment. This indicated that nurses are 
not totally satisfied with their jobs, accordingly high 

commitment was not found, which gives sufficient belief 

to say that if they find a good offer elsewhere they will 
leave their hospital, it may be related to lack of support 

from their supervisors, incompatible salary and incentives 

with their efforts.  
This result agreed with that of Abdelwahab, Ahmed, 

and Elguindy [55], who found in their study about; the 

relationship between organizational commitment and 
anticipated turnover among staff nurses in university 

hospital that, the mean score of staff nurses’ 

organizational commitment was moderate, which was a 

good score as it indicated that nurses were committed to 
their hospital and the profession. Additionally, Lorber and 

Savič [67], who conducted the study about; factors 

affecting nurses’ organizational commitment in Slovenian 
hospitals found that the level of commitment among staff 

nurses was high to medium. Also Nasiripour et al. [68], 

who displayed in their study; the relationship between 

nurses’ organizational commitment and services quality 
and mentioned that, the nurses’ organizational 

commitment was moderate.  
Similar findings were also reported by El-Demerdash et al. 

[69], who found in their study about; the relationship between 

burnout and organizational commitment among nurses at 

Tanta University Hospital and showed that, three-fourths of 

staff nurses had a moderate level of total organizational 

commitment. And the study conducted by Dadgar et al. [59], 

titled; the relationship between organizational culture, job 

satisfaction, organizational commitment and intention to stay 

of health personnel’s Zahedan University of medical sciences 

and found that, the highest mean score among participants 

was in continuance commitment and the lowest was in 

affective commitment.  
This result is inconsistent with that of Dorgham [45], 

who found in his study; relationship between organization 
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work climate and staff nurses organizational commitment 

that the studied participants had low commitment toward 

their hospital, as they did not feel emotionally attached to 

their hospital or they felt that the hospital did not deserve 

their loyalty. Also, the present study was in contraction to 
what was reported by Miligi, Habib, and Al fozan [66], 

who displayed in his study that more than half of the 

subjects had high commitment score.  
Concerning correlation between variables, the result of 

present study clarified that there was a positive highly 

statistical significant correlation between overall score of 

locus of control, work motivation factors and 
organizational commitment for nurses. Locus of control is 

one factor that may affect the work motivation, and 

organization commitment [57].  
In relation to locus of control and work motivation 

Kamdron [60], who displayed study; work motivation: 

relationships with job satisfaction, locus of control and 

motivation orientation, and found that locus of control is a 
particularly important phenomenon which impacts on both 

job satisfaction and work motivation. Also, this result in 

agreement with Özen-Kutanis, et al. [49], conducted their 
study about; the effects of locus of control on learning 

performance and reported that, individuals with internal 

locus of control have more active work motivation and 

portray more effective work performance.  
With respect to locus of control and organizational 

commitment, the finding was supported by Shannak and 

A-Taher [11], concluded in their study about; factors 

affecting work locus of control: an analytical and 

comparative study, and revealed that individuals with 

internal locus of control often show less absenteeism and 

high involvement and commitment as compare to people 

with external locus of control.  
Regarding work motivation and organizational 

commitment, results of a study by Gholamhossein [70], 

titled; the relationship between job motivation, job 

attachment, and organizational commitment in teachers 

with the managers’ efficiency in the Education 

Department of Zanjan Province, it was shown that there is 

a relationship between job motivations, and organizational 

commitment. A significant positive relationship was 

found between job motivation, and organizational 

commitment in teachers and efficiency. 
Also, this result agreed with Shirzad et al. [71], who 

asserted that organizational commitment results in 

increased effort, job motivation, job satisfaction, lower 
absenteeism from work and increased retention in the 

organization, in his study titled; comparative study of 

organizational commitment and its outcomes in private 
and State hospitals of Semnan provinces. Similarly, 

Hussain and Haider [58], in his study about; investigating 

the relationship among organizational commitment, job 

satisfaction and emotional intelligence -evidence from 
teachers at Secondary level in Pakistan, results revealed 

that teachers with higher level of motivation are loyal with 

their organizations and remains with organization for 
longer period of time. In the same way, Kheirkhah et al. 

[35], showed a significant relationship between job 

motivation and organizational commitment and its 

components.  
Finally, the result of present study revealed that there 

was a positive highly statistical significant correlation 

 
 
between staff nurses` locus of control, work motivation 

factors and, organizational commitment regarding years of 
experience, and education qualification of them during 

study. This may be due to their increased skills, 

capabilities and maturation of their cognitive abilities, also 
this result may be attributed to the fact that older nurses' 

feel stability, security due to prolonged years of 

experience in their job that make them able to cope with 

and manage emergency and difficult work situations.  
The result of the present study was in contraction to 

what was reported by Ahluwalia and Preet [72], who done 

study about; age-wise differences in relation to work 

motivation, organizational commitment and locus of 

control and showed that,the high internal locus of control 

amongst the age group 25-30 years and this level decrease 

as the teachers grow older and the low level of external 

locus of control is found amongst those teachers who are 
less experienced.  

This finding was supported by Morowatisharifabad et al. 
[73], showing a positive and significant relationship 

between health locus of control and age and showed a 

statistically significant positive correlation between 
internal locus of control and level of education. 

Additionally, internal locus of control is increased as 

education level increases, while external locus of control is 

decreased as education level increases. Which is not 
consistent with the findings of other studies 

Pourhoseinzadeh et al. [64]; Hashemian et al. [40], found 

that no positive and significant relationship between the 
locus of control (internal and external) and age and job 

experience.  
This finding was supported by Boumans et al. [74], 

investigated the influence of age on work motivation. 

They found stronger motivation for older than younger 

employees’ older employees are more intrinsically 

motivated.  
On the other hand, a study conducted by Abdelwahab, 

Ahmed, and Elguindy [55], disagrees with the present 

study results and noted that the correlation between 

organizational commitment and age and educational level. 

There was a significantly weak positive correlation 

between nurses’ organizational commitment and their age. 
There was no significant correlation between nurses’ 

organizational commitment and their educational level. 

Also Motazedi [75], study about organizational 

commitment of nurses in Iran indicated that there was no 

correlation between nurses' age and commitment.  
And Elhamirad et al. [76], who done study about; 

organizational commitment in the employees working in 

Hospitals affiliated to the Zabol University of Medical 

Sciences disagrees with the present study results and 

revealed that, there was no statistically significant 

relationship between age and work experience of people 

with organizational commitment and its various 

dimensions. 

 

5. Recommendation 
 

The findings of the study suggest that: 

1. Hospital should carry out continuous in–service 

training program for enhancing nurses` locus of 

control. 
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2. The hospital administrators should pay more 

attention to create innovative methods and 
promotion to increase nurses' organizational 

commitment and maintain good work motivation.  
3. The hospital administrators should take into 

consideration the locus of control of head nurses to 

formulate and implement good work motivation for 

staff nurses.  
4. The hospital administrators should plane for 

workshops about the strategies to motivate the staff 

nurses and how head nurses can use these strategies 
to motivate their staff.  

5. Further studies should be conducted for exploring: 

 The effect of environmental variables on locus 
of control and nurse-physician collaboration.

 Relationship between locus of control and 

nursing priorities.

 Implementing motivational strategies for 

nurses` and its effect on organization justice 

and their organizational commitment.



6. Conclusions 
 

The highest percentage of studied staff nurses' 

had internal locus of control and high perception level 

regarding work motivation factors, while more than three 

fifth of them had moderate level of organizational 

commitment. In addition, there was a positive highly 

statistical significant correlation between overall score of 

locus of control, work motivation factors and 

organizational commitment for nurses. 
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