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ABSTRACT 
 

Background: Nurses are leaving the nursing profession in large numbers. It is a matter of priority for 
health systems to identify possible solutions to the issues of recruitment and retention if the current nursing 
shortages are to be resolved. There is considerable evidence to show the success of magnet hospitals in 
attracting and retaining nursing staff. In particular magnet hospitals have also been shown to have consistently 
produced better outcomes for staff and patients, as demonstrated in job satisfaction and quality patient care. 
Aims: The aim of the present study is to identify the barriers and enhancement factors of hospital magnetism to 
nurses as perceived by themselves and to develop a guideline to enhance hospital magnetic features to nurses. 
Research design: A cross-sectional analytic design was used in carrying out this study. Methods: The study 
was conducted at Pediatric Hospital - Mansoura University. The study subjects includes 147 staff nurses and all 
head nurses (n=27) works in all inpatient and outpatient units. The data will be collected by using two structured 
tools; the first tool named hospital magnetic barriers questionnaire. It includes two parts, The first part includes 
demographic characteristics of the study subjects as unit, age, years of experience and educational qualification.  
The second part includes 25 items cover seven  magnetic barriers clusters. The second tool titled hospital 
magnetic enhancement questionnaire. This tool included 84 items cover nine magnetic enhancement cluster. 
Results: it showed that there was a statistically significant difference between staff nurses and nurse managers 
perception regarding barriers of hospital magnetism, while there was no statistically significant difference about 
their perception of factors enhancing hospital magnetism. Recommendations: it is recommended that 
publication of a developed guideline as a culture at pediatric hospital for encouraging hospital to go forward. 
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hospital magnetic barriers. 
 

Introduction 
 

In the interest of providing the highest quality of care while keeping healthcare costs reasonable, 
administrators need to consider what measures can be taken to improve nursing workforce characteristics. 
Studies by Aiken et al. (1999 and 2000) have shown that nursing workforce attributes are higher in Magnet 
hospitals. In physics, the characteristics of a magnet are forces that draw an attractive object to it and forces that 
hold this worthy object to it  and then more and more are drawn to it and powerful forces hold these objects 
directly on the magnet or to the objects that are on the magnet. Now, transfer this concept to a hospital or to a 
force of nurses who have the ability to draw and to retain attractive nurses (Matthews and Magnet, 2008). This 
is the sense of Magnet – the ability of an organization or force of nurses working together to attract nurses and 
to retain them because these magnet nurses foster positive energies that empower the work environment, the 
practice settings, and the professional milieu that produce positive patient outcomes and nurse satisfaction 
(Wagner, 2004 and Bolton & Goodenough, 2003). 

Magnet hospital certification has the reputation of being one solution to nurse recruitment and retention. 
(Aiken, 2002 and ANCC, 2002), and has been viewed as the “gold standard” for nursing (McClure, 2005). 
Nurses employed at magnet hospitals report lower burnout rates, lower level of nurse turnover and higher levels 
of job satisfaction; these hospitals also consistently possess nursing care of higher quality than do non magnet 
hospitals. Perhaps hospital restructuring and re-engineering efforts might be more effective in producing a 
quality, satisfying, yet cost-effective patient outcome if those efforts were focused on attainment of magnet 
hospital status (Wagner, 2004). In addition, magnetic hospital transforms nurse work environment, improves 
status of nurses, improves professional relations with physicians and other colleagues and helps develop 
institutional loyalty, overall, very positive force in a very challenging time for nurses everywhere (Joyce and 
Crookes, 2007; Aiken et al., 2000; Torrance and Wilson, 2000; and  Joyce and Crookes, 2007). 



4479 
J. Appl. Sci. Res., 8(8): 4478-4485, 2012 
 

 

It has been widely advocated by the nursing profession, adopted by leading health care institutions, and 
demonstrated impressive results supporting its effectiveness. Beyond workforce advantages, a number of 
additional benefits have been identified as flowing from the magnet concept (McClure and Hinshaw, 2002). In a 
review of magnet hospital research, Scott et al. (1999) found consistent support for the positive effects of 
magnet hospital characteristics on inpatient mortality and patient satisfaction. Lake (2002) identified 5 aspects 
of the nurses work environment, which define magnet hospital nursing settings: nurse participation in hospital 
affairs; nursing foundations for quality of care; nurse manager ability, leadership, and support of nurses; staffing 
and resource adequacy; and collegial nurse-physician relations. Researcher found that these characteristics were 
significantly related to staff nurse burnout and patient safety outcomes. It seems logical to expect that these 
characteristics would be stronger in empowered work environments (Armstrong and Laschinger, 2006). 

When a magnet environment is fully expressed, nurses function at their peak individually, collectively, with 
patients, and in collaboration with other organizational personnel, professionals, and administrators. Magnet is a 
program for nursing excellence that involves and influences all levels and aspects of the organization which 
include; clinical, administrative, technical, and philosophical aspects. The program criteria specified the magnet 
recognition program subsumed under dimensions known as forces of magnetism (Lundmark and Hickey, 2006). 
The original magnet hospital study, established that hospitals successful in recruiting and retaining nursing staff 
possessed core characteristics. Health care leaders are interested in which organizational characteristics 
contribute to improvement in nursing and patient outcomes (Solomita, 2009). 

The magnet status important in the Pediatric Hospital help patients and their families.  Hospitals with 
Magnet status have lower mortality and morbidity rates, better patient outcomes, and a shorter length of stay. 
Evidence based practice produces better patient care models. These patient care models help Pediatric Hospital 
foster a superior patient care environment. Magnet status attracts higher quality professionals, ensuring the 
Pediatric Hospital staff are among the best. The Children’s Hospital of Philadelphia was ranked No. 1 in more 
specialties than any other pediatric hospital in the nation, earning it top honors in U.S. News & World Report’s 
2012-13 survey of Best Children's Hospitals (U.S. News and World Report’s, 2012-13). 

The researchers on the task force were working from the knowledge that despite a nursing shortage for a 
large number of hospitals, a certain number “had succeeded in creating nursing practice organizations that serve 
as ‘magnets’ for professional nurses. They are able to attract and retain a staff of well-qualified nurses and are 
therefore consistently able to provide quality care”. Therefore, the aim of the present study is to identify the 
barriers and enhancement factors of hospital magnetism to nurses as perceived by themselves and to develop a 
guideline to enhance hospital magnetic features to nurses. 
 
Subjects And Methods: 

 
Research design:  
 

A cross-sectional analytic design was used in carrying out this study. 
 
Setting: 

 
The study was conducted at Pediatric Hospital - Mansoura University, 230 beds teaching hospital. It is 

staffed with 242 nurses and provides total care for all children patients in Delta Region. The study was carried 
out in all inpatient and outpatient units (n=27). These units are 2 premature units, 2 urology units, renal dialysis 
unit, 3 medical units, 2 surgical units, 2 Diabetic units, 3 intensive care units, neurology unit, ophthalmology 
unit, orthopedic unit, 2 Cardiology units, 2 operations units, emergency unit, endoscopy unit, blood bank unit, 
day-surgery unit and out-patient unit. 
 
Subjects: 

 
The subjects of this study were all head nurses worked in the inpatient and outpatients units (n = 27) and all 

staff nurses worked in the same units (n = 147). This sample after excluded those with long leaves, worked less 
than one year in her position, or those who refused to participate in the study. 
 
Tools of the study: 

 
Two tools are used in this study. These tools developed by the researchers based on review of literatures 

and previous studies (Buchan, 1999; Urden & Monarch, 2002; Windsor and DiLeonardi, 2007; Matthews, 2008 
and Sanders, 2009). 
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Hospital Magnetic Barriers Questionnaire: 
 
This tool purposed to explore the barriers of hospital magnetism to nurses as perceived by themselves. It is 

divided into two parts; the first part was demographic data such as age, experience years and qualification. The 
second part contains 25 items divided into seven  magnetic barriers clusters labeled; 1) Lack of professional 
development (5 items), 2) Neglect quality of care (5 items), 3) Poor quality of nursing leadership (2 items), 4) 
Lack of clarity of Personal policies and programs ( 5 items), 5) Weak interdisciplinary relationships (one item), 
6) Inappropriate organizational structure ( 3 items) and 7) Lack of research utilization (4 items).  
 
Hospital magnetic enhancement questionnaire: 

 
This tool purposed to define the perception of  nurses regarding the factors enhancing hospital magnetic 

features. It included 84 items divided into nine clusters named: 1) Quality of nursing leadership (11 items), 2) 
Organizational structure (8 items), 3) Management style (9 items), 4) personnel policies (6 items), 5) Care  
quality improvement (14 items), 6) Autonomy ( 8 items), 7) Participation in hospital health education  program 
(11 items), 8) Image of nursing (5 items), and 9) professional development and scientific research (12 items). 

The researchers used likert scale as a scoring system for the two tools mentioned previously. It was graded 
as strongly agree (5 score) to strongly disagree (one score). 
 
Methods of data collection: 
 

1. Approval was obtained from the director of pediatric hospital as well as the director of nursing service 
administration. Researchers met every nurses in pediatric hospital included in the sample to explain the purpose 
of the study, and ask for verbal consent to participate.  

2. Data collection forms were developed based on literature review (Buchan, 1999; Urden and Monarch, 
2002; Windsor and DiLeonardi, 2007; Matthews, 2008 and Sanders, 2009). The developed tools for measuring 
the barriers and enhancing hospital magnetism to nurses were tested for its content validity and relevance by 3 
faculty members in nursing administration department and 5 nurse managers in the hospital. 

3. Internal consistency reliability of the 25 items of magnetic barriers and the 84 items for hospital 
magnetic enhancement were assessed using coefficient alpha. It was 0.91 and 0.93 respectively.  

4. A pilot study was conducted on ten staff nurses working at Mansoura University Hospital, in order to 
ascertain its clarity and feasibility.  

5. The hospital magnetic barriers questionnaire and hospital magnetic enhancement questionnaire were 
handled to study nurses by the researchers, it took about 15-20 minutes for fill the first tool and 30-35 minutes to 
complete the second one. Total time taken for data collection was three months, starting February 2012. 

6. A guideline to enhance hospital magnetic features for nurses was developed based on the analysis of 
the nurses' responding related to identifying the barriers and enhancing hospital magnetism as perceived by 
themselves. 

7. A guideline to enhance hospital magnetic features for nurses was reviewed by 11 experts related to 
nursing field at Mansoura university, they are included; four academic staff from nursing administration 
department-Nursing Faculty, hospital managers and staff nurses from pediatric hospital for content validity.  
 
Table 1: Demographic characteristics of study subjects by number and    percentage. 

Demographic Characteristics Staff Nurses (n=147) Head Nurses (n=27) 
No. % No. % 

Age: 
20- 
30- 
40- 
50+ 

 
27 
52 
41 
27 

 
18.36 
35.37 
27.89 
18.36 

 
6 
16 
2 
3 

 
22.22 
59.25 
7.41 
11.11 

Qualification: 
- Diploma  
- Diploma + Specialty 
- Bachelor  Degree 
- Master Degree 
- Doctorate Degree 

 
97 
12 
38 
---- 
---- 

 
65.99 
8.16 
25.85  

 

 
3 
2 
22 
---- 
---- 

 
11.11 
7.41 
81.48 

Experience Years: 
1- 
10- 
20- 
30+ 

 
16 
58 
46 
27 

 
10.88 
39.45 
31.29 
18.36 

 
7 
15 
2 
3 

 
25.93 
55.55 
7.41 
11.11 
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Statistical Analysis: 
 
Data analyzed and summarized using percentages for categorical variables and mean and standard deviation 

for numerical variables. Data were presented using descriptive statistics in the form of frequencies and 
percentages for qualitative variables and mean and standard deviation for quantitative variables. Comparison of 
means was done using t-test for independent samples. For comparative purpose, scores are presented as absolute 
values and as percentages from the maximum mean of each topic. This maximum mean depends on the number 
of items multiply the highest score of scale to each topic. The threshold of statistical significance was p-value 
<0.05. 
 
Table 2: Perception of study subjects regarding the most important factors hindering hospital magnetism. 

factors Maximum 
mean 

Staff Nurses (n=147) Head Nurses (n=27) Test significant  
Mean  SD % Mean  SD % t 

 Lack of professional 
development 

25 19.532.59 78.12 20.851.85 83.4 0 .003 

 Neglect quality of care 25 18.852.70 75.4 18.032.29 72.12 0.108 
Poor quality of nursing 
leadership 

10 6.181.98 61.8 5.851.61 58.5 0.349 

Lack of clarity of 
personnel policies  

25 19.422.64 77.68 20.372.45 81.48 0.085 

Weak interdisciplinary 
relationships 

5 2.71.972 54.2 2.960.979 59.2 0.224 

Inappropriate 
organizational structure 

15 9.612.40 64.06 10.481.98 69.86 0.081 

Lack of research 
utilization  

20 8.133.15 40.65 9.442.72 47.2 0.045 

Total  125 84.456.02 67.56 88.034.59 70.42 0.004 
 
Table 3: Perception of study subjects regarding the most important factors that enhances hospital magnetism. 

Factors Maximum 
Mean 

Staff Nurses (n=147) Head Nurses (n=27) Test significant  
Mean  SD % Mean  SD % t 

 1: Quality of Nursing 
Leadership 

55 45.34.57 82.3 47.925.19 87.12 0.0698 

 2: Organizational Structure 40 31.842.78 79.6 33.252.76 83.12 0.016 
3: Management Style 45 37.713.12 83.8 35.143.98 78.08 0.003 
4:Personnel Policies 30 24.192.72 80.6 23.182.66 77.26 0.079 
5:Care Quality 
Improvement 

70 59.926.06 85.6 58.143.95 83.05 0.057 

6: Autonomy 40 33.333.50 83.3 31.402.53 78.5 0.001 
7: participation in hospital 
health education program  

55 42.314.43    76.9 42.034.18 76.4 0.765 

8 : Image of Nursing 25 20.082.47 80.3 20.112.22 80.44 0.954 
9: Professional 
Development 

60 49.204.98 82.01 47.374.35 78.95 0.023 

Total 420 339.7212.74       80.8 335.5915.86 79.90 0.139 
 
Table 4: Correlation matrix of the most important factors enhancing hospital magnetism to study subjects and their demographic  
              characteristics. 

Enhancing factors of hospital magnetism as 
perceived by head  nurses  

 Enhancing factors of hospital 
magnetism as perceived by staff nurses 

Demographic characteristics 

p-value r p-value r 
-0.100 0.514 0.051 0.873 Age 
0.800 -151 -0.087 -231 Qualification: 
0.002 0.640 0.247 -729 Experience Years 

 
Results: 

 
Table (I) shows the demographic characteristics of study subjects. As regard to age, the majority of staff 

nurses and nurse managers were in the age group ranged from 30 to less than 40 years old with percent 35.37% 
and 59.25% respectively. And, the minority of staff nurses (18.36%) was equally explored in age group ranged 
from 20 to less than 30 and 50 years and over while the minority of head nurses was in the age group ranged 
from 40 to less than 50 years old. Regarding qualifications, nearly two third of staff nurses in the present study 
(65.99%) held a nursing diploma and 8.16% of them has diploma degree with specialty. While, the majority of 
head nurses (81.48%) has bachelor degree and the minority of them 7.41% held diploma degree with specialty. 
As for years of experience in nursing profession, 39.45% and 55.55% of staff nurses and nurse managers 
respectively in the study units had 10 to less than 20 years of experience, and only 10.18% of staff nurses  had  
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from 1 and less than 10 experience years. While, about 7.41% of the head nurses had from 20 to less than 30 
years of experience.  

Table (2) demonstrates the perception of study subjects regarding the most important factors hindering 
hospital magnetism. It was observed that a statistically significant difference p=004 between staff nurses and 
head nurses perception regarding magnetic barriers in the hospital with  total mean percentage 67.56%, 70.42%  
respectively. The table also shows that lack of professional development was the highest magnetic barrier as 
perceived by staff nurses and nurse managers with percentage 78.12% and 83.4% respectively. On the other 
hand, the lowest percentage of staff nurses and nurse managers perception regarding magnetic barriers in the 
hospital were 40.65% and 47.2% respectively went to lack of research utilization.  

Table (3) shows the perception of study subjects regarding the most important factors that enhances hospital 
magnetism. It was observed that the total mean of staff nurses and nurse managers perception regarding factors 
that enhances magnetism in the hospital were nearly equally with percentage 80.8% and 79.9% respectively. As 
regard to factors enhancing magnetism in the hospital as perceived by staff nurses, the highest percentage 85.6% 
went to care quality improvement. While, the highest percentage 87.12% of head nurses reported that the quality 
of nursing leadership was the most important factor that enhances hospital magnetism. In addition, participation 
in hospital health education program obtained the lowest percentage 76.9% and 76.4% as perceived by staff 
nurses and nurse managers respectively. 

Table (4) shows correlation matrix of the most important factors enhancing hospital magnetism to study 
subjects and their demographic characteristics. Regarding the table, there was not a statistically significant 
difference between factors enhancing hospital magnetism as perceived by staff nurses and their demographic 
characteristics. Conversely, there was a statistically significant difference between years of experience of the 
head nurses and their perception regarding the most important factors that enhancing hospital magnetism. 
 
Discussion: 

 
Magnet is the leading source of successful nursing practices and strategies worldwide. The Magnet 

Recognition Program recognizes healthcare organizations for quality patient care, nursing excellence and 
innovations in professional nursing practice. In addition, consumers rely on Magnet designation as the ultimate 
credential for high quality nursing (American Nurses Credentialing Center (ANCC), 2012). Magnet hospitals 
must demonstrate fourteen clearly defined characteristics, according to the American Nurses Credentialing 
Center (ANCC) (2002). These characteristics foster the highest quality of care and attract the best and brightest 
nurses. They also make these “magnet” hospitals among the most desirable employers. To help achieve or 
maintain Magnet designation for hospitals or healthcare network, consider the forces of magnetism closely. The 
forces of magnetism are the standards that are deemed essential to excellent patient care. These standards 
include quality of leadership, quality improvement, interdisciplinary relationships, and quality of care (Mosby's 
Nursing Suite, 2011). 

In the present study, it was observed that a statistically significant difference between staff nurses and head 
nurses perception regarding magnetic barriers in the hospital. The lack of professional development was the 
highest magnetic barrier as perceived by staff nurses and nurse managers. This result may be due to there is no 
planned orientation of new staff, no emphasis on a service/continuing education, no competency based clinical 
ladders, no management development in this concern for professionals which is the meaningful accomplishment 
of work and means nurses' be able to practice according to professional standards. Nurses value work 
environments that provide opportunities to growth and development to give them the ability to make decisions 
based on their expertise and professional judgment, to be active involved in decisions that affect their working 
conditions, to ensure strong working relationships with physicians and other health team members which are 
also critical for nurses' success. It is reasonable to speculate that when nurses perceive their work environment 
to be empowering, they will feel more supported to practice in a professional manner and characterize their 
work environments in magnet-like terms. In this respect, Yakin et al. (2003) studied the relationship between 
personal characteristics and job satisfaction among nurses in Lebanon and found that nurses in Lebanon with 
higher qualification and position are well established in their professional career and have more self confidence 
in their nursing abilities. They get a strong feeling of personal satisfaction by supervising, evaluating, and giving 
professional support to staff nurses. 

Also, the present study found that there was no significant difference between staff nurses and nurse 
manager regarding lack of personnel policies as an important magnetic hospital barrier. The study subjects 
perceive  that they achieve very low salaries and haven't enough authority and inputs in their work decisions 
which increase the degree of nurses dependency on physicians and convert the relationship between  them from 
partnership to master's relationship. This result coincided by  Wang  et al. (2003) who found that staff  nurses 
indicating intent to leave their current positions, unless changes in their work environment would cause them to 
reconsider such as (in order) salary and benefits, more respect from front –line management and  administration, 
better staffing, and more opportunities for professional development. On the other hand, the lowest percentage 
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of staff nurses and nurse managers perception regarding magnetic barriers in the hospital were due to the lack of 
research utilization. This may be related to that many nurses have insufficient time to implement new ideas and 
have not time to read research. In addition, nurses have not enough authority to change patient care procedure in 
case of updating their knowledge and skills or studying the steps of scientific research. Little staff  who are 
searching for increasing their abilities and skills have not supportive and cooperation from physicians and other 
staff in research application which lead to reducing their willingness to search and change. And, nurses 
mentioned that the amount of research information is overwhelming and statistical analysis is not 
understandable. Nurses in this study emphasized on the important of removing these obstacles for enhancing 
their hospital magnetism. Atkinson and Turkel (2008) supported this view and found that barriers to a nurse’s 
use of research in everyday practice have been cited in numerous studies. The majority of the barriers are found 
within the organization itself which include difficulty in changing practice, lack of administrative support, lack 
of knowledgeable mentors, and insufficient time to conduct research. 

It is obvious in the present study that the total mean of staff nurses and nurse managers perception regarding 
factors that enhances magnetism in the hospital were nearly equal. As regard to factors enhancing magnetism in 
the hospital as perceived by staff nurses, the highest percentage went to care quality improvement, this result 
due to the nurses need professional practice models of delivery of care, autonomy and responsibility, availability 
of specialist advice. This finding agreed with Loveridge et al. (2001) who found that Magnet hospital 
characteristics were associated with higher perceptions of patient care quality. The combination of magnet 
hospital characteristics, trust, and burnout explained 40% of the variance in perceptions of patient care quality. 
They also found a significant relationship between nurses' perceptions of control over their practice environment 
and burnout in a survey of 1004 California staff  nurses.  Also,   the most compelling findings of the magnet 
research program pertain to the links between magnet hospital characteristics and negative patient outcomes. In 
another study, Aiken et al. (1994) compared Medicare mortality rates of 39 magnet hospitals to 195 matched 
control hospitals. After adjustment for differences in predicted mortality for Medicare patients, the magnet 
hospitals had a 4.6% lower mortality rate, which translates to 0.9 to 9.4 fewer deaths per 1000 discharges. 

As regard to factors enhancing magnetism in the hospital as perceived by staff nurses, the present study 
explored that staff nurses and head nurses perceived participation in hospital health education program as the 
lowest factor enhancing hospital magnetism in pediatric hospital. The present study revealed that the highest 
percentage of head nurses reported that the quality of nursing leadership was the most important factor that 
enhances hospital magnetism. This may be due to the need for participatory and supportive management style, 
decentralized organizational structure and deployment of clinical specialists. In addition, nurses working in 
pediatric hospital have a difficult to play significant roles in policy-making or communicate effectively with 
policy makers because they are under-represented in hospital hierarchies. In the same context, Laschinger 
(2012) found that magnet hospital characteristics were associated with higher levels of trust in management in a 
study of 3016 Canadian staff nurses. Also, it is corresponded with Laschinger (2008) who mentioned that when 
staff nurses perceive their workplace as empowering, they also felt that mangers were good leaders. Abo Habieb 
(2010) mentioned that the magnet hospitals experience referred to earlier has shown that leadership which 
supports and empowers nurses through their involvement in decisions, planning and policy making, improves 
their motivation, retains their loyalty and reduces staff turnover. 

As explored of the finding of the present study, the lowest percentage of staff nurses and head nurses 
perceptions were participation in hospital health education program as an enhancing factor of hospital 
magnetism. It may be related to pediatric hospital at Mansoura city has a department for continuous education 
but it is not activated and not any workshops or training programs where arranged. Despite the continuous 
education programs affects in resolving many problems related to nurses work such as; workload pressures, staff 
shortages and higher patient acuity level, the staff nurses and nurse managers show the continuous education is a 
much more costly option and do not give time, efforts and provide the necessary resources needed to education 
activity. It conflicted with Shirey and Fisher (2008) study on leadership agenda for change toward healthy work 
environments in acute and critical care. They found that the extent of educational opportunities available did 
vary according to clinical units evidence that progressive care units were less likely than ICUs to receive support 
for continuing education indicates lack of a uniform strategy for investing in nurses education. 

The result of the present study shows there was not a statistically significant difference between factors 
enhancing hospital magnetism as perceived by staff nurses and their demographic characteristics. Conversely, 
there was a statistically significant difference between years of experience of the head nurses and their 
perception regarding the most important factors that enhances hospital magnetism. In the same line, Abo Habieb 
(2010) stated that  nurses have over ten years experiences most probably they were the pioneer in their field and 
more capable to supervise other, and satisfied with magnetism dimension in that center. Also according to 
McClure (2005) who mentioned that the perception of nurses toward identifying factors that contribute to 
magnetism were undoubted influenced by position. 
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Recommendations: 
 

1- Publication of a developed guideline as a culture at pediatric hospital through undertaking an effort to 
publicize and promote the magnet hospitals program within the hospital. This could include publishing 
informational materials and articles, making magnet hospitals information available at conventions, conferences, 
and other professional gatherings. 

2- A survey of hospitals is conducted to determine hospitals’ interest level in pursuing magnet hospitals 
status, and what specific incentives would be most helpful in encouraging hospitals to go forward.  

3- Involving magnetism dimensions and hospital magnetic forces in nursing administration course for 
undergraduate education.  

4- Researchers needed to be conducted on related magnetism dimensions. 
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