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The case study presents Susan as a highly experiences staff nurse who works hard in a non-profit hospital with 400 beds. Her personal life includes a husband and two children. However, Susan has had three months of low performance, while complaining about salary with no one following up her complaints. A once highly productive and motivated nurse is now a stressed director of nursing. There are numeral factors that are stressors for Susan inclusive of; lack of support, low salary, and intensive workload. It is crucial to motivate Susan so that she can regain her performance. The paper will analyze the case study with implications on motivation plans from Alderfer, Herzberg, and Maslow.
The motivational plans describe self-realizing strategies that are influential in guiding the personnel towards realizing the values of their roles which fulfill both personal and professional accomplishments. Sequences of motives, inclusive of incentives, workplace conditions, and performance reviews may improve the performance of each nurse.
Maslow’s Theory Implications 
Maslow’s theory is highly influential in the definition of human needs and motivation (Saeednia & Nor, 2013). The theory takes into account facts taken from observation and experiments. Maslow places significance on five needs, which he arranged in hierarchy such that each satisfied need prompts the person to meet the next one. The sets include physiological, safety, love/belonging, self-esteem and self-actualization, in that precise order. The first one takes account of the basic living needs such as housing, water, and food. Safety pertains to upper level needs such as job, money and security. The next needs on hierarchy take account of the relationships such as family and friends. Self-esteem places significance on achievements and accomplishments, while self-actualization is the highest level need that assesses morality and creativity. 
The behavior of the character is detailed to fit into every level of Maslow’s theory. She has the capability to meet the physiological needs. The safety and belonging needs for Susan are met by her occupation and family respectively. The next higher level needs show a history of motivation, assertiveness, and productiveness prior to her stressful situation. Stress indicators observed from Susan include tense tendencies. The lack of support and low wages add up to her stress level which shows that her self-esteem needs are not met. She, therefore, cannot meet her self-actualization need prior to resolving her self-esteem needs. The situation with Susan indicates a difficulty in accepting herself and in facing her current situation. 
The motivation plan for Susan requires her to comprehend that her work has value, with consideration for the experiences of the patients and the overall perception of the healthcare setting and the nursing unit where she works. Susan can also take into account the core values tied to the nursing profession. It is possible to reach an amenable point where her goals coincide with the mission and vision directives of the organization. 
The lack of support could be negated by recognition and feedback from the leaders of nursing and the director of the department (Taha, Mansour, Sobhy & Youness, 2011). The structure of the feedback should be continuous from all parties. Susan could also benefit from additional education and training to improve her skills, preferably in communication and ethics. The director of nursing could also structure for a performance evaluation for Susan which will influence the plan for future objectives, while also assessing ethical competencies. Self-evaluation could also prove vital for Susan, which has an additional advantage as a coping mechanism against burnout and excessive workload (Poikkeus, Leino‐Kilpi & Katajisto, 2014). 
Herzberg’s Theory Implications
Herzberg takes a two-dimensional model which accounts for hygiene and motivational factors. The former includes; policies, security, work conditions, relationships, supervision, and pay. Lack of the factors increases dissatisfaction, but their presence has no impact on motivation. The factors for motivation include recognition and achievement. Applying the theory to the case study shows that Susan needs to address factors in both dimensions. 
Assessment of hygiene factors will evaluate payment and working conditions. The former has stipulations in the working contract that stipulates the amount and the job description. The organization also has the best salary range in the region which is five percent higher. According to the contract, Susan’s pay is fair. However, the nurses have several opportunities where a performance evaluation can prompt an increase in salary. With the commotion of overcrowding and imminent visit of the Joint Commission, the evaluations have delayed. The director of nursing does recognize a need for increased pay due to the workload, which is the primary logic Susan demands increased pay. The working conditions are tied to the surplus of clients and the imminent visit by the Joint Commission, which is a situation most organizations would struggle with. The conditions increase the stressors for all nurses, particularly Susan. 

The director of nursing could addressing the hygiene factors by updating and informing the nurses of the stringent conditions, while also stipulating the decision and strategies to overcome the situation, and rules decreed. Clarity in communication helps avoid future misunderstandings about leadership decisions. The leaders of nursing could also rotate the shifts while integrating flexibility to reduce the stressors and increase satisfaction (House and Donna, 2015). Susan also exhibits lacks of motivation through lack of support, appreciation, and recognition. The managers and leaders of the department could amend the enhanced recognition, possible certificates of appreciations, and awards applicable to outstanding performance. The motivational and hygiene strategies are significant in influencing Susan to improve on productivity and quality of services. 
Alderfer’s theory implications
The theory has basis from Maslow’s theory but takes three principle categories; existence, relatedness, and growth needs. The first takes account of the basic physiological needs and includes food, water, shelter and safety. Relatedness takes account of bonds of friendship and family. In this theory, growth needs are the highest level needs taking account of achievements, creativity, and productivity. According to Alderfer’s theory, the existence needs for Susan are met. The relatedness also includes needs that are satisfied with her husband and two children. 

Growth needs inclusive of self-esteem and self-actualization are low. Susan has a history of high productivity, activeness and motivation, prior to the last three months of regress. She feels isolated without recognition of her efforts and appreciation of her opinions. The organization lacks a proper structure of rewards for staff nurses, which may prove influential in this case helping Susan regain her prominence in her duties. The lack of communication from nursing managers and leaders affects the organizational objectives since the former to not guide and direct the latter towards the mission and vision (Mangi, Kanasro & Burdi, 2015). Motivation has a link with the participation and enthusiasm that the nurses approach their job requirements. Coordination and communication with the director of nursing would help Susan link her personal goals with her professional roles which will also aid her in meeting her motivational needs. 
Recommendation
It is paramount that health organizations create and are clear about their rewards policies which will satisfy the motivational needs of the nurses. The strategies could also include assessment of the requirements and basic needs of the staff. The managers and leaders of the nursing department also need more involved roles in directing the staff nurses towards the mission and vision directives of the organization. Continued growth and development also sets the need for the organization to strategize for additional education and professional exposure out of the health institution which improves on the knowledge of the nurses regarding ethical standards and competencies. The final recommendation is the need for planned performance evaluations of the nursing staff for promotions and salary increments to enhance motivation. 
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