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Development of a Reward Scale for Hospital Nurses
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Purpose: This study aimed to develop and test a reward scale for hospital nurses. Methods: The initial items were identified through a liter-
ature review and focus group interviews with ten hospital nurses. The content validity of the items was evaluated by ten experts. Fifty-one
items were derived from the pilot survey, Four hundred eighty-eight nurses participated in the study: 248 for exploratory factor analysis
(EFA) and 240 confirmatory factor analysis (CFA), Data were analyzed using item analysis, EFA, CFA, convergent validity, known-group va-
lidity, and internal consistency using IBM SPSS Statistics 29.0 and IBM SPSS AMOS 29.0. Results: The final scale consisted of 31 items and
eight factors (decent wage, opportunity to grow and develop, support for special situations, various benefits, flexibility of work, job-related
achievement, reflecting career and performance, and recognition), which explained 67.3% of the total variance, The eight-subscale model
was validated by CFA. Convergent validity was evaluated by analyzing correlation with intention to leave (r = = .63, p <.001) and job satis-
faction (r = 54, p < .001). The known-group validity was evaluated by comparing the reward scales according to age, clinical career, in-
come level and hospital type, The scale was found to be reliable with a Cronbach’s ¢ of .89. Conclusion: Both the validity and reliability of
the reward scale for hospital nurses are verified, which can enhance the understanding of the range of rewards and may assist nurse man-

agers in establishing an effective reward system.
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Table 1. Characteristics of Participants

EFA (n = 248) CFA (n = 240)

Variables Categories
n (%)
Sex Female 228(91.9) 212(88.3)
Male 20 (8.1) 28 (11.7)
Age (yr) <30 151 (60.9) 127 (52.9)
30~39 79 (31.9) 89 (37.1)
> 40 18 (7.2) 24 (10.0)
Marital status Married 197 (79.4) 176 (73.3)
Single 51 (20.6) 64 (26.7)
Religion Yes 164 (66.1) 146 (60.8)
No 84 (33.9) 94 (39.2)
Education level Diploma 40 (16.1) 37 (15.4)
Bachelor's degree 185(74.6) 181 (75.4)
> Master's degree 23 (9.3) 22(9.2)
Clinical career (yr) <5 137 (55.2) 111 (46.3)

5~< 10 68 (27.4) 73 (30.4)
> 10 43 (17.4) 56 (23.3)
Position Staff nurse 228(91.9) 212 (88.3)
Charge nurse 20 (8.1) 28 (11.7)
Income level < 4,000 113 (45.6) 118 (49.2)
(10,000 won/yr) 4,000~< 5,000 103 (41.5) 84 (35.0)
5,000~< 6,000 21 (8.5) 25 (104)
> 6,000 1 (4.4) 3(54)
Hospital type Tertiary 91 (36.7) 78 (32.5)
General 127 (51.2) 122 (50.8)
Hospital 30(12.1) 40 (16.7)
Hospital size (beds) < 300 46 (18.5) 56 (23.3)
300~< 500 98 (39.5) 85 (35.4)
500~< 1,000 61 (24.6) 69 (28.8)
> 1,000 43 (17.4) 30 (12.5)
Shift work Yes 224 (90.3) 208 (86.7)
No 24 (9.7) 32(13.3)
Working unit General wards 163 (65.7) 146 (60.8)
Others 85 (34.3) 94 (39.2)

EFA = Exploratory factor analysis; CFA = Confirmatory factor analysis.
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Table 2. Factor Loadings and Item Communalities by Exploratory Factor Analysis (V= 248)
Factors Commo-
Items i
1 2 3 4 5 6 7 g  hality
1. | am satisfied with my salary. 90 -.01 06 .09 09 .03 .07 .01 .84
2.1 am satisfied with extra pay (overtime, night duty, etc.). 89 04 09 09 09 02 .03 -.04 .83
5. | am satisfied with my salary compared to that of other hospitals. .87 .05 .08 A3 .04 .03 .10 .08 .81
4. | am satisfied with the recent pay increase. .86 .07 .03 .10 .08 .05 06 .04 77
7.1 am satisfied with my salary compared to that of other occupations. .82 .02 .09 N A3 .07 .06 .02 72
3. | can confidently claim overtime pay. .53 .08 .01 .05 -.01 01 -.04 .08 .30
34. Our hospital provides various training programs. .08 .80 .05 .04 .04 .09 13 .07 .68
32. Our hospital supports staff who want to go to graduate school. -.02 .79 13 .07 04 03 01 -.03 .65
35. Our hospital supports staff who want outside training programs. .06 .79 .10 .07 .06 .08 .08 .06 .66

30. Our hospital supports staff who want to become advanced practice .01 .78 12 .07 .05 06 .06 .10 .64
nurses or nurse specialists.

31. In my ward, it is possible to change the work schedule to participate - .01 .52 .09 .04 21 .06 .02 15 .35
in training programs.

36. Our hospital has enough training for new nurses. .16 .52 04 -.01 .05 .05 14 04 32

49. Our hospital provides leave to staff who do additional work due to .06 1 .87 .01 N .02 .04 .03 .79
the accreditation program for hospitals.

51. Our hospital provides leave to staff who do additional work due to 05 .17 .83 12 .09 04 .10 .07 .76
disaster situations (fire, earthquake, infectious disease outbreak,
etc).

50. Our hospital provides additional allowances to staff who do .09 12 .82 12 06 .06 .09 .05 74
additional work due to disaster situations (fire, earthquake,
infectious disease outbreak, etc.).

48. Our hospital provides additional allowances to staff who do 14 .15 .81 .06 .08 .05 .09 .05 73
additional work due to the accreditation program for hospitals.

11. Our hospital has sufficient commuting support services (commuting .09 .07 .03 .87 03 -01 -.04 04 78
bus, communication allowances, etc.).

9. | am satisfied with our hospital's housing support system (dormitory, 13 .06 .08 .86 .01 .03 .04 .02 77

housing allowance, etc.).

10. | am satisfied with the medical benefits provided by our hospital. 14 05 .08 .83 .02 13 10 -.01 .75

13. | can apply for legal leave without hesitation (maternity leave, sick .18 .07 .09 .76 1M -.01 .02 .08 .64
leave, etc.).

21. The work schedule of my ward is based on nurses' opinions. 1 .07 .06 .02 .83 .03 .08 .16 .75

18. Our hospital changes the way long-term employees work (no shifts, .04 13 .06 .04 .82 .07 .06 .07 71
reduced night work, etc.).

20. The nurse manager in my ward prepares a work schedule in 12 12 .16 .01 .82 .04 .04 .07 .73
consideration of work-life balance.

17. In our ward, the work schedule can be changed to reflect personal 13 Nl .06 11 77 N .01 15 .68
circumstances.

39. | feel proud when | safely finish the task given to me. .02 N .08 .04 N .81 .05 .04 7

40. | feel proud when patients express their appreciation for the nursing .02 12 .01 .05 04 .80 .02 .09 .68
services | provide.

42. | feel a sense of accomplishment through nursing work. .03 .09 04 .03 -.01 77 J6 .1 .64
38. | have the autonomy to judge and make decisions about my work. 12 .03 .02 .01 .09 .73 .04 .09 .56
45. | have good chances and prospects for promotion in the future. .04 A3 .04 .01 .03 15 .82 .07 73
47. Our hospital provides incentives for acquiring job-related certificates. .03 12 a7 .02 .08 .01 .81 .02 72
44. Our hospital's promotion system is fair. 15 18 .09 .08 .06 12 .81 N .75
27. Nurse managers provide me with emotional support. .07 .08 12 .02 a1 -.07 .15 79 .69

https://jkan.or.kr https://doi.org/10.4040/jkan.23057
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Table 2. Continued
Factors Commo-
Items i
1 2 3 4 5 6 7 g  hality
28. Doctors recognize the nursing work | have done. .02 .03 .06 .01 .01 .08 .01 .78 .62
23. The nurses in my ward understand my situation. .04 .08 -.02 .01 21 .18 .07 .73 .63
26. Nurse managers praise me when | do a good job. .06 14 .03 .07 .10 15 -.01 46 .28
Eigen value 431 333 303 294 291 265 219 219 -
Explained variance (%) 12.3 9.5 8.6 8.4 8.3 7.6 6.3 6.3 -
Cumulative (%) 123 218 304 388 471 547 610 673 -
Table 3. Confirmatory Factor Analysis for the Final Items (N =240)
Factors
Factors ltems B SE  p-value AVE CR
1 2 3 4 5 6 7 8
Decent wage 1 93 1 75 94
2 91 .04 <.001
5 .85 .05 <.001
4 86 .04 <.001
7 .82 .05 <.001
Opportunity to grow and develop 34 .78 15 1 .66 .89
32 75 .09 <.001
35 .83 09 <.001
30 .78 09 <.001
Support for special situations 49 .80 15 .30 1 67 .89
51 86 .07 <.001
50 .84 .07 <.001
48 .76 .07 <.001
Various benefits " .85 35 20 .31 1 .65 .88
9 85 .06 <.001
10 .84 .06 <.001
13 74 .06 <.001
Flexibility of work 21 .81 27 23 33 A7 1 .65 .88
18 75 .09  <.001
20 .80 .09 <.001
17 .69 08  <.001
Job-related achievement 39 .78 a5 23 24 19 27 1 67 .89
40 .78 09 <.001
42 74 .08 <.001
38 .67 .07 <.001
Reflecting career and performance 45 79 23 24 22 23 15 34 1 71 .88
47 .81 N <.001
44 .82 .09 <.001
Recognition 27 71 1 21 .29 12 5 31 A5 1 .70 .88
28 73 A3 <.001
23 .65 12 <.001

Model fitness: y2(p) = 532.86 (< .001), y?/df = 1.31, RMR = .04, RMSEA = .04, TLI = .96, CFl = .97

SE = Standard error; AVE = Average variance extracted; CR = Construct reliability; RMR = Root mean-square residual; RMSEA = Root mean square
error of approximation; TLI = Turker-Lewis index; CFl = Comparative fit index.
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Table 4. Known-Groups Validity of the Reward Scale (N =240)
Variables Categories Rewarding (M + SD) F p-value Scheffe
Age (yr) < 307 89.21 £ 12.80 14.31 <.001 c>ab
30~39° 92.07 £ 12.62
> 40° 104.46 £ 13.66
Clinical career (yr) <5 90.51 + 14.32 4,65 .010 c>ab
5~< 100 90.11 + 11.80
> 10° 96.54 + 13.10
Income level (10,000 won/yr) < 4,000 89.80 £ 12.70 3.88 .010 d>a
4,000~< 5,000° 92.01 £ 12.89
5,000~< 6,000¢ 95.40 + 15.17
> 6,0007 101.62 + 16.87
Hospital type Tertiary? 96.23 + 13.28 8.38 <.001 a>c
General® 90.77 + 12.81
Hospital® 86.28 + 13.73

M = Mean; SD = Standard deviation.
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Table 5. Reliability Coefficients of the Reward Scale (W =240)
Subscales Chronbach's M + SD
alpha

Decent wage .94 2.56 + 0.94
Opportunity to grow and develop .87 2.87 £0.78
Support for special situations .89 2.59 £ 0.86
Various benefits .89 2.62 £0.92
Flexibility of work .85 3.19+£0.72
Job-related achievement .83 3.62 £ 0.65
Reflecting career and performance .84 291+0.75
Recognition 74 3.54 £ 0.52
Total .89 2.96 £ 0.42

M = Mean; SD = Standard deviation.
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