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Introduction

Health workers’ performance is critically dependent on workers’
motivation, service quality, efficiency, and equity; all mediated
by workers’ willingness to apply themselves to their tasks,
the effectiveness and efficiency of the nursing workforce are
threatened globally due to turnover and shortage of nurses.
These scenarios are invariably subjecting the remaining and
actively practising nurses to untold work-related stresses due
to excessive workload culminating in a severe decline in job
satisfaction in the nursing workforce [1].

Job satisfaction is one of the major causes of shortage in the
nursing workforce globally. In the United States, Australia and
Canada, a shortage in the nursing workforce is anticipated

within the next decade and will continue to negatively impact
the quality of healthcare systems across the globe. Reasons
advanced for the anticipated shortage are that the profession
is currently dominated by baby boomers, amounting to 40% of
nurses nearing their retirement age, budgetary constraints and
excessive workload resulting in poor job satisfaction among
the actively practising nurses [2]. There is a projection of about
500,000 shortages of nurses by the year 2025 in the United State
of America while that of Canada is anticipated to rise to 60,000
by 2022 [3]. Similarly, nurses from Germany, France, Poland,
Italy, Netherlands, Belgium, Slovakia and China reported having
poor job satisfaction and frustration with the nursing profession
due to excessive workload coupled with poor recognition and
remuneration [4].
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The healthcare system in Nigeria is faced with many challenges
including unfair distribution of the nursing workforce, and an
increasing “brain drain” culminating in a shortage of skilled
and competent nursing workforce. Furthermore, poor human
resources planning, mismanagement practices and structures,
unsatisfactory working conditions, political crises, and terrorism
among others are also challenges affecting the Nigerian
healthcare system [5]. Ogbolu et al. [6], described the nursing
workforce as being deficient both in material and human
resources which contributes to the inability of the nurse leaders
to achieve a healthy, adequate and stable nursing workforce.

The current Nursing shortage and high turnover are of great
concern in many countries because of their impact on the
efficiency and effectiveness of any healthcare delivery system.
Recruitment and retention of nurses are persistent problems
associated with job satisfaction. Thus, job satisfaction is the
affective orientation that an employee has towards his or her
work [7]. It can be considered as a global feeling about the job
or as a related constellation of attitudes about various aspects or
facets of the job. The global approach is used when the overall
attitude is of interest while the facet approach is used to explore
which parts of the job produce satisfaction or dissatisfaction [8].

To address the current crises facing the Nursing workforce,
strategies must be delineated to reposition the Public Health
sector to work in close collaboration with the private sector,
develop a partnership with adequate stakeholders to mobilize
resources to develop and retain skilled, component and well-
motivated Nursing workforce to effectively harness the material
and human resources that will demystify this problem, however,
there must be adequate knowledge of various variables
discouraging job satisfaction among nurses.

Human Resources are key elements for improving the
performance of the health care system. Sufficient numbers
of competent and motivated health workers and adequate
resources and funding are important factors to achieving the
national and international health-related goals The Sustainable
Development Goals (SDGs) call for countries to increase the
aggregate density of physicians, nurses, and midwives to 4.45 per
1000 population to achieve health-related targets by 2030 [9].
Job satisfaction is indispensable in the daily life of the workforce,
and the mechanism that drives job satisfaction requires the
attention of the management of corporate organisations.

This study sought to establish the relationships that exist between
the different variables of job satisfaction among the clinical nurses
in Government Hospitals in Maiduguri, Borno State. The resilient
nurses practising in Nigeria regardless of unfavourable conditions
are exposed to work-related stresses. To our knowledge, no
study previously existed that specifically addresses the level
of job satisfaction among nurses in Government Hospitals in
Maiduguri, Borno State, the study area. Thus, this study aims
to investigate the influence of intrinsic factors (work itself,
achievement, recognition, possibility and advancement) on job
satisfaction among nurses in Borno State, Nigeria.
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Materials and Methods

This was a descriptive cross-sectional survey. In the context of
this research, this design is suitable in that it tries to examine
factors influencing job satisfaction among Nurses in Government
Hospitals in Borno State. A descriptive cross-sectional survey is a
method of collecting information by interviewing or administering
a questionnaire to a sample of individuals. In the context of this
current study: the Nurses in Government Hospitals in Borno
State.

Target Population

The target population was the entire professional Nurses working
in Borno State spread across the three geopolitical zones,
either working in Government or Private Health care settings.
However, the accessible population will be the Nurses working
in State Specialist Hospital, Umaru Shehu Ultra-Modern Hospital,
General Hospital Molai and Maryam Abacha women and children
hospital, Maiduguri, Borno State. Nigeria. The participants were
enrolled from the various departments /wards of the Hospitals.

Inclusion Criteria

The inclusion criteria were all voluntarily consented nurses who
were trained and licensed by the nursing and midwifery Council
of Nigeria who is working study location and selected hospital in
Borno State

Exclusion Criteria

Professional Nurses who are not working in the selected hospitals
and those who do not consent to participate in the research.

Sample Size

Three hundred and ninety-nine (399) Nurses were selected for
the study to obtain precise and systematic information relevant
to the research purpose, objectives, and questions. The total
number of Nurses from the four hospitals will be stratified
according to their speciality and picked randomly for the study.
The convenience sampling technic will be utilized taking any
nurse that is available from the randomly selected wards of
each hospital. The number of Nurses working in State Specialist
Hospital is Four Hundred (400) (Source: Borno State Hospitals
Management Board, Unpublished data). Therefore, the sample
size of one hundred and ninety-six (196) professional Nurses was
recruited. the number of Nurses working in Umaru Shehu ultra-
modern Hospital is one hundred and eighty (180) therefore the
sample size of one hundred and twenty-three (123) Professional
nurses were recruited for the study. The number of Nurses
working in General Hospital Molai is thirty-five (35). Therefore
the sample size of thirty-two (32) was recruited also the number
of Nurses working in Maryam Abacha women and children
hospital is fifty-five (55) therefore the sample size of forty-eight
(48) nurses was recruited respectively, making the total sample
size for this study to be three hundred and ninety-nine (399)
Nurses.

This sample size estimation was based on Krejcie and Morgan
Table (http://www.kenpro.org/sample-size-determination-
using-krejcie-and-morgan-table/) that aptly summarized
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the results of their computations graphically for easy use by
researchers working on the population that is within 1 and
1,000,000 in size.

Sampling Technique

The stratified random sampling technique was employed to
recruit participants for the study to obtain precise and systematic
information relevant to the research purpose, objectives and
questions. The total number of nurses from the four hospitals
was stratified according to their speciality and picked randomly
for the study

Tool for Data Collection

Creswell et al. [10] define data collection as a means by which
information is obtained from the selected subjects (Nurses) of an
investigation. The primary research data tool used in this study
is an adapted questionnaire. The questionnaires were the most
common instrument used by researchers to collect research
data. Questionnaires can be used to obtain a wealth of data and
information from research participants, they can be inexpensive
for the researchers to manage, and it is relatively easy to compare
and analyse the responses to the questionnaire.

The adapted instrument is called Nursing Work Index (NWI-R)
qguestionnaire [11]. It consisted of original 65 items that were
designed to measure the organizational characteristics that aid
nurses' job satisfaction, their ability to provide quality care and
their perceived productivity in the hospital. This instrument
was improved to measure the organizational climate that best
contributed to nurses’ feelings of satisfaction in the hospital
setting. The revised instrument (the NWI-R) consists of 57 items.
This instrument is an international questionnaire used by many
researchers to study and identify nurses’ job satisfaction, hospital
environment, organizational climate, and burnout [12]. Thus, this
instrument for data collection is divided into sections. Section A
elicited the demographic profile of the nurses such as gender,
age and marital status. Section B was the motivation (intrinsic
factor) made of 24 items classified into five sub-components
namely: advancement (2 items), work itself (8 items), possibility
for growth (2 items), responsibility (6 items), recognition (4 items)
and achievement (2 items). The revised instrument (the NWI-R)
was structured on a four (4) point Likert scale rating format of
1=strongly agree, 2=agree, 3=disagree and 4=strongly disagree
but reversed in this study.

Ethical Considerations

Ethical approval was obtained from the Maryam Abacha American
University of Niger. Secondly, institutional approval was equally
obtained from the Health Research committee State Specialist
Hospital, Umaru Shehu Ultra-Modern Hospital, General Hospital
Molai, Maryam Abacha women and children hospital and the
Ministry of Health of Borno state, Nigeria. Participants were
duly informed not to write their names on the questionnaire.
In addition, a designated point was unanimously chosen for the
submission of the filled questionnaire to ensure the enforcement
of anonymity. The data collected were void of the possibility of
tracing the participants’ identities through personal responses.

© Under License of Creative Commons Attribution 3.0 License
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Method of Data Analysis

This study collected and analysed primary data from the copies
of the questionnaire distributed. The process involved the
identification and correction of errors in the data (data cleaning)
and performing some preliminary analysis. In other words, the
data gathered was properly cleaned and examined for errors to
enhance data entry, and missing values and ensure no violation of
statistical assumptions such as normality, linearity etc. This was
facilitated with the help of computer software called Statistical
Packages for Social Sciences (IBM SPSS, version 23). Descriptive
statistics consisting of frequency, percentage, mean and standard
deviations were used to analyse both the demographic data and
research variables by exploring the current job satisfaction levels
of Nurses in Borno state.

Results

Gender of the Respondents
(Figure 1)

Out of the total 399 respondents sampled in this study, 94
(23.6%) were males while 306 (76.7%) were females

Distribution of respondents based on their age
(Figure 2)

Data contained in Figure 2 shows the age distribution of the
nurses. It reveals that 83 (20.8%) of the nurses were between 16-
20 years old, 191 (47.9%) were between 21-25 years, 69 (17.3%)
were between 26-30 years, 27 (6.7%) were between 31-35 years
and 29 (7.3%) were between 36 years and above.

Marital status distributions
(Figure 3)

The marital status distribution of the respondents indicated that
265 (66.4%) of the nurse are single, 130 (32.6%) are married and
4 (1.0%) are separated. The majority of the nurses are single.

Responses reflecting Level of Job Satisfaction

To facilitate the interpretation, easy understanding, and
comparisons of the nurse’s responses to the different
questionnaire items reflecting their level of job satisfaction based
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Figure 1| Gender distribution of the respondents.
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on the two variables, motivation, and hygiene factors, scoring
that ranged between 4 and 1 was applied. A score of 4 indicated
“strongly agreed” and a score of 1 indicated strongly disagreed”.
Thus, for each item, a decision rule had to be determined by this
process = 4+3+2+1/4 = 10/4 = 2.50. Thus, any item that scores
from 2.50 and above is regarded as “agreed”, while any item that
scores less than 2.50 is regarded as “disagreed”.

The first part of the survey research related to the motivating
factors and consisted of 24 questionnaire items concerning
nurses’ level of job satisfaction in Borno State. These items
classified into six sub-scales reflected the level of satisfaction
with advancement in position (items No’s 1&2), the nature of
work itself (items 3,4,5,6,7,8,9.10), the possibility for growth
and development in the nursing career (items No's, 11 & 12),
level of responsibility (items No’s 13, 14, 15, 16, 17, 18), level
of recognition by the hospitals, (items No’s, 19,20, 21, 22), and
feelings of personal achievement (items No’s 23 &24) (Table 1).

Table 1 above describes the distribution of the NWI-R items as
they relate to Herzberg’s motivation-hygiene theory.

Nurses’ responses to the Factors reflecting
Motivation

Table 2 provides a summary of the descriptive statistics for
motivating factors which include achievement at work, the work
itself, the possibility of growth, responsibility, recognition and
personal achievement (Table 2).
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Table 1. Distribution of the NWI-R items.

Sub-scales | Number of Items | NWI-R Q Nos

Table 2. Summary of Motivating Factors.
Motivating factors

Table 3. Responses reflecting Nurses' Opinions on Advancement.

Frequency

SD=strongly disagree; D=disagree; A=agree; SA=strongly agree; TA=total
agreement; M=mean; SD=standard deviation.

It was found that the overall mean satisfaction for the motivating
factors was M=74.66, SD=10.53, with the highest mean score
reported for work itself (M=25.34, SD=3.75) and the lowest score
was for the possibility of growth (M=5.94, SD=1.49).

Advancement Subscale

Two questionnaire items reflected advancement, with 365
nurses agreeing that they have the opportunities to serve fully
in the hospital and nursing committees and 350 of them also
indicated that there are opportunities for advancement in the
nursing profession. This is contained in Table 4.4 (Table 3).

The Work Subscale of Nurses
(Table 4)

Eight items measured the effect of work itself on the nurses’ level
of satisfaction. All the items' means are above the cut-off point
of 2.50, indicating that the nurses are satisfied with what each
item is measuring. However, 378 nurses expressed satisfaction
in working with experienced nurses capable of improving work
output. In addition, 359 nurses agreed that total patient care
is nurses’ responsibility, likewise, they are satisfied that team
nursing helps the nursing delivery system. Three-hundred and
forty-three nurses (343) agreed and expressed their satisfaction
to working with clinically competent nurses. Similarly, 275 nurses
agreed that there are enough registered nurses on duty.

Possibility of Growth Subscale

Two questionnaire items reflected the possibility of growth and
development in nurses’ careers, with 302 nurses indicating being
satisfied with career development/clinical ladder opportunities.

This article is available in: https://www.itmedicalteam.pl/health-science.html
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Table 4. Responses reflecting Nurses' Opinions on Work.

Frequency

1. Work itself Items

Table 5. Responses reflecting Nurses' Opinions on Possibility of Growth.

Frequency

Possibility of growth items

SD=strongly disagree; D=disagree; A=agree; SA=strongly agree; TA=total agreement; M=mean; SD =standard deviation.

Table 6. Responses of the Nurses to items on Responsibilities.

Frequency

Responsibilities Items

SD

SD=strongly disagree; D=disagree; A=agree; SA=strongly agree; TA=total agreement; M=mean; SD=standard deviation

In addition, 316 nurses affirmed their level of satisfaction as it
relates to active in-service continuing education programmes for
nurses in General Hospitals in Borno State (Table 5).

Responsibilities Subscale

Six questionnaire items measured nurses’ responsibilities; and
about 327 nurses are satisfied with their working conditions,
salary, supervision, interpersonal al relations, policy and
administration, 333 respondents agreed and were satisfied on
issues of freedom to make decisions in the hospitals, as well
as 268 nurses indicated that physicians give high-quality care
than nurses. In addition, 333 nurses agreed to enjoy freedom
in making decisions, while 297 affirmed that a nurse manager
is a good manager and leader. Furthermore, 297 nurses agreed
that their nursing manager is a good manager and leader in the
hospitals they work (Table 6).

Recognition Subscale

Four items evaluated the recognition subscale. It was evident
that 343 nurses agreed with the contribution that nurses make
to patient care which is publicly acknowledged. In addition, 332
respondents agreed that nursing staff are supported in pursuing

© Under License of Creative Commons Attribution 3.0 License

further studies, which tend to influence interest in the nursing
job. It could further be deduced that 333 nurses are satisfied
with praises and recognition for a job well done by them and this
indeed influences interest in the nursing job (Table 7).

Achievement Subscale

Two questionnaire items reflected the achievement subscale,
with 321 nurses indicating that they have enough time and
opportunity to discuss patient care problems with other nurses.
Similarly, 346 nurses believe that a relationship exists between
job satisfaction and patient care in their respective hospitals in
Borno State. (See Table 4.9) (Table 8).

Motivating Factors

As shown in Table 9, statistical significance was obtained between
sex and motivation factors, indicating that the mean motivation
index for males was significantly higher (M=76.50, SD=8.05)
compared to the female nurses in terms of job satisfaction
(M=74.09, SD=11.14), t(397), p = 0.023)

Furthermore, the results related to age groups of the nurses
did not produce any significance F (4,394) = 1.28, p =0.28, (eta
squared was very small=0.012), due to slight differences in the
means. Similarly, marital status did not produce any statistical
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Table 7. Responses of the Nurses to items on Recognition.
Frequency
Recognition Items

SD=strongly disagree; D=disagree; A=agree; SA=strongly agree; TA=total agreement; M=mean; SD=standard deviation.

Table 8. Responses of the Nurses to items on Achievement.

Frequency
Achievement Items

SD=strongly disagree; D=disagree; A=agree; SA=strongly agree; TA=total agreement; M=mean; SD=standard deviation

Table 9. Job Satisfaction with Motivating factors according to the
demographic characteristics of the nurses. Characteristics

Characteristics

significance, due to the closeness in the means F (2,396) = 1.34,
p=0.26, (eta squared was very small =0.006). However, working
experiences produced significance among the nurses in terms
of satisfaction, F (3,395) =8.59, P <.001, (eta squared was very
large = .06). Follow-up tests using LSD posthoc analysis indicated
that nurses with greater experiences (231 years) in service are
more satisfied with motivating factors, followed by those with
10-19 years in service, then 1-9 years and those with least job
satisfaction were of the age 20-30 years.

Concerning the highest nursing qualifications, the results also
demonstrated statistical significance among the nurses in
terms of motivating job satisfaction, F (4,394)=6.54, p < .001,
(eta squared was very large =0.06). Proving further using LSD
posthoc analysis, based on the means reveals that nurses in
other groups are more satisfied with motivating factor, followed
by the principal nursing offer, then registered and senior
nursing officers and the least satisfied are chief nursing officers.
Concerning departments/unit wards that the nurses work in, the
ANOVA revealed a statistically significant difference among the
wards, F (5,393) = 4.68, (eta squared was large =.06). Finding out
the difference using pairwise comparisons of LSD test, reveals
that nurses working in orthopaedic wards are highly satisfied,
followed by those in nursing wards, then those in gynaecological,
surgical and paediatric wards and the less satisfied are those
working in the medical ward.

This article is available in: https://www.itmedicalteam.pl/health-science.html




Concerning the four hospitals used in this study, the ANOVA test
also revealed statistically significant differences in terms of job
satisfaction with motivating factors, F (3, 395) =6.89, p <.001, (eta
squared was very large =0.5). Proving further using LSD post=hoc
for pairwise comparisons indicated that, nursing working in
State Specialist Hospital are less satisfied, followed by those
in Umar Shehu Ultra-Modern hospital, then those in Maryam
Abacha Maternal and Child hospital and General Hospital are
better satisfied. Finally, in connection with the hours nurses
work per week, the ANOVA also revealed a significant overall
effect, F (2,396) = 8.82, p<0.001), (eta squared was very small
= 0.04) Follow-up tests using LSD posthoc procedure indicated
that nurses who put in 40 hours and above per week are more
satisfied with motivating factors, followed by those with 30-40
hrs. per week and the less satisfied are those with 10-29 hrs.
per week. This then implies that the more hours nurses put in
providing nursing services, the better satisfied they were with
their job related to their motivating factors (Table 9).

Discussions

The first finding of this study reveals that there is a high level
of job satisfaction among the nurses in the study area. This
finding is not surprising in that nurses are enjoying delivering
their services. This finding is in support of Ugwa et al. [13] who
argued that satisfying employees on the job are a determinant
of individual well-being, as it enables employees to make an
informed decision regarding leaving or glueing to a particular
firm. In the Nigerian healthcare industry, job satisfaction has
been a contentious issue among healthcare workers, especially
in government hospitals and clinics. In addition, the finding of
this study is in concordance with the reports of Coker et al [14]
who stated that the moment people like and enjoy their work,
they are observed to be fulfilled, and productive and, such
employees tend to have a high level of job satisfaction while
those employees who are dissatisfied with their work will have
low satisfaction with such job and may experience stress at work,
burnout as well as psychological health disorders.

Also, the study by Unutmaz [15] revealed that factors affecting
job satisfaction of employees in a public institution and that
an individual’s personality factors are closely related to job
satisfaction. And job satisfaction is dependent on the nature of
the job itself, which is integrated with job challenges, autonomy,
skill variety and job scope. Many public organizations have
become aware of the importance of job satisfaction but there
are still too few examples of addressing this issue systematically.
To increase job satisfaction in public institutions, goals should
be periodically measured and monitored [16]. Highly motivated
people experience much satisfaction [17].

The second findings reveal that there is no significant relationship
between motivation factors and job satisfaction among nurses in
the study area however this does not agree with the study of de
Francisco et al [9] who revealed that Health workers’ performance
is critically dependent on workers’ motivation, service quality,
efficiency, and equity; all mediated by workers’ willingness to
apply themselves to their tasks. Consequently, Nursing Practice
is more challenging in Nigeria, especially in the rural areas and
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the Northern part of Nigeria plagued with terrorism [18].

The findings of Adegoke et al [18] is also contrary to the finding of
this current study, as according to the former, nurses practising
in challenging areas are often by situation and empathy to go
beyond their professional jurisdiction in patient care, especially
in the outbreak of epidemics, such as Ebola, Lassa fever and
meningitis as well as bomb blast thereby exposing them to
uncountable occupational — related stresses ranging from
excessive workload, dealing with death and dying patients [19,
20]. Arguably, most studies carried out on job satisfaction among
Nigerian nurses reported a decline in their job satisfaction due
to poor salary, inadequate and sub-standard medical equipment
and drugs, lack of opportunity for advancement and low self-
esteem arising from being under-valued by their employers
[13, 21, 22]. Despite all these findings, anecdotal evidence
shows a decline in job satisfaction among Nigerian nurses. This
is more so when the frequent industrial strikes, emigration and
high nursing staff turnover are considered. Job satisfaction has
been a recurring problem amongst nurses in Nigeria. As such,
unfavourable working conditions are compounding problems of
shortage and anticipated turnover among the Nigerian nursing
workforce. Competent and skilled nurses are migrating in search
of better remunerations, better standards of living, gaining
experiences, and upgrading qualifications. The resilient nurses
practising in Nigeria regardless of unfavourable conditions are
exposed to work-related stresses.

Yalew et al [23] argued that job satisfaction is dependent on the
nature of the job itself, which is integrated with job challenges,
autonomy, skill variety and job scope. Thus, the nature of the
job itself is at the top place for researchers to understand what
makes people satisfied with their jobs [24]. Singh and Slack [25]
reports agree with the findings of this study that stated that Job
satisfaction is a big factor in employee engagement and the level
of discretionary effort team members are likely to make. Most
likely, people's work performance suffers when they don’t feel
satisfied with their job, not to mention their quality of life. Job
depends on several different factors such as satisfaction with
pay, promotion opportunities, fringe benefits, job security,
relationship with co-workers, supervision etc. work is an
important aspect of people’s lives and most people spend a large
part of their working lives at work and understanding the factors
involved in job satisfaction is crucial to improving employees
performance and productivity and de Francisco et al [9] opined
that Health workers’ performance is critically dependent on
workers’ motivation, service quality, efficiency, and equity; all
mediated by workers” willingness to apply themselves to their
tasks, the effectiveness and efficiency of the nursing workforce
is threatened globally due to turnover and shortage of nurses.
These scenarios are invariably subjecting the remaining and
actively practising nurses to untold work-related stresses due
to excessive workload culminating in a severe decline in job
satisfaction in the nursing workforce.

Job satisfaction is the product of an employee’s attitude to his/
her job and job processes. Employee job satisfaction entails the
achievement of one’s desired outcome resulting from the work.
It is “a pleasurable or positive emotional state resulting from the
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appraisal of one’s job or job experiences” [26]. It is a consequence
of people’s opinions and feeling about their job arising from
intricately interwoven factors regarding the work itself and the
work process. It is a function of the extent to which one values
certain facets of work, such as the degree of autonomy, company
policy, management style, promotions, pay, and recognition,
the relationship among co-workers, work itself and working
conditions. These were broadly grouped into extrinsic/hygiene
and intrinsic/motivation factors by Herzberg [27, 28, 29].

If the findings of this current are compared with other similar
studies in developed countries, there are clear indications that
Nigerian nurses relatively differ from their counterparts of the
world in terms of salary and reward system, which are considered
central to them than any other factors in the workplace. This
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