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1. Background 

The concept of job satisfaction and the assessment of job 

satisfaction started in 1911 with the research work of Frank 

Taylor [1]. However, job satisfaction research among health 

workers started on laboratory personnel in United States of 

America in 1971 [2].  Since then multiple researches on 

different categories of health worker like physicians [3], 

dentists [4, 5], nurses [6], physiotherapists [2, 7] and primary 

health care workers [8] in different parts of the world have 

been carried out. The implication of job satisfaction of health 

worker on patient care, patient satisfaction, improved patient 

outcome and overall health care delivery quality may have 

been the driving force [9]. 

Job satisfaction has been defined in several different ways 

and a definitive designation for the term is unlikely to 

materialize. A simple or general way to define it therefore is 

as an attitudinal variable [10].  He defined Job satisfaction as 

simply how people feel about their jobs and different aspects 

of their jobs. It is the extent to which people like 

(satisfaction) or dislike (dissatisfaction) their jobs.  

According to Sousa-Poza and Sousa-Poza, if work-role 

outputs (‘pleasures’) increase relative to work-role inputs 

(‘pains’), then job satisfaction will increase [11].  

Job satisfaction is also defined as being a function of the 

perceived relationship between what one wants from one’s 

job and what one perceives it is offering, influenced by the 

person’s unique circumstances such as needs, values and 

expectations [12]. Locke defined job satisfaction as the 

pleasurable or positive emotional state that results from the 

appraisal of one’s job or job experience [13]. 

Job satisfaction is a complex function of a number of 

variables. A person may be satisfied with one or more 

aspects of his/her job but at the same time, may be unhappy 

with other aspects related to the job [14]. There are different 

aspects to job satisfaction: job satisfaction is an emotional 

response to a job situation; job satisfaction is determined by 

how well outcomes meet or exceed expectations; and it 

represents several related attitudes such as those prompted 

by the work itself, pay, promotion opportunities, supervision 

and co-worker integration [15]. Essential to the concept of 

job satisfaction are the attitudes, emotions and feelings about 

a job and how these attitudes, emotions and feelings affect 

the job and the individual’s life [16].  Willem et al. [17] 

defined job satisfaction in two categories; from a global 

approach and from a factors approach. Global job 

satisfaction is defined as the feeling and emotions generated 

by employees according to their work experiences or job 

environment [18].  

Other theorists have viewed job satisfaction as a bi-

dimensional concept comprising intrinsic and extrinsic 

satisfaction dimensions [19]. Intrinsic sources of satisfaction 

depend on the individual characteristics of the person, like 

the ability to use initiative, relations with supervisors, or the 

work that the person actually performs; these are symbolic 

or qualitative facets of the job. Extrinsic sources of 

satisfaction are situational and depend on the environment, 

like pay, promotion, or job security; these are financial and 

other material rewards or advantages of a job. Both extrinsic 

and intrinsic job facets should be represented, as equally as 

possible, in a composite measure of overall job satisfaction. 

This distinction, as described by Rose, relates to the double 
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meaning of the word ‘job’: the work tasks performed and the 

post occupied by the person performing those tasks. The 

meaning of ‘job’ as a post or appointment is of primary 

importance. Every job is an instance of the employment 

relationship, embodying a contract (substantive or implied) 

to exchange an ability to work (labor, provide service, 

exercise ingenuity, direct efforts of others, etc.) for rewards 

(both material and symbolic).  Of course, performing work 

tasks provides a stream of experiences, technical and social, 

that can energize psychosocial responses; any resulting data 

summarizing these reactions are indispensable. 

Nevertheless, such data must not be weighted higher than 

those concerning experience of the overt (or ostensible) 

contractual terms – above all, those concerning pay and job 

security [19]. 

2. Objective 

There is a renewed interest in job satisfaction among 

healthcare workers including nurses in the West African sub-

region due to the perception that broad even global shifts in 

the internal structures and employment practices are 

inducing changes in the ties that bind employees to their job. 

While the concern for employee satisfaction in Africa may 

be high, empirical research on its correlates is insignificant. 

Most knowledge emanates from individual experiences and 

expert opinions. The few studies carried out are limited in 

the sense that they relate to studies in individual 

organizations, are carried out at regional level and utilized 

small samples. Therefore, there is need to examine various 

studies in order to establish an empirical base and utility for 

the theory of knowledge. This paper reviewed some of the 

available literatures on factors affecting job satisfaction 

among nurses around the world with special focus on the 

African continent. 

3. Methods 

A narrative literature review was carried out following 

electronic search of Medline, PubMed, and Health 

Internetwork Access to Research Initiative (HINARI), and 

Google Scholar databases up to 2014. Studies which 

analyzed the factors affecting job satisfaction of nurses 

around the world, Africa and West Africa were identified.  

Search was carried out by one author in keywords like job 

satisfaction, factors, correlates, healthcare, nurses, 

leadership and dissatisfaction. A function extracting related 

articles as well as reference lists from research, reviews and 

editorials was utilized during the search process. The full 

version of the English-language analyzed articles and 

abstracts of most papers found were available during the 

selection process.  

Literature involving observational studies, descriptive 

studies and prospective randomized controlled trials (RCTs) 

evaluating factors affecting job satisfaction or 

dissatisfaction, published in English language, were 

included. 

4. Results 

Table 1 has shown that nurses in Nigeria reported higher 

levels of job satisfaction when compared to their colleagues 

in other Africa countries. Table 2 shows various correlates 

of job satisfaction including leadership style, promotion and 

remuneration. 

 

Table 1. Job satisfaction rates across countries by authors 

Author Study Type Country Job Satisfaction Rate 

Ugwa[20] Cross-

sectional 
Nigeria 

87.5% (Junior nurses) 

92.3% (Senior nurses) 

Pietersen[21] Cross-
sectional 

Nepal 54.29% 

Blaauw et al[22] Cross-

sectional 
Tanzania 82.6% 

Blaauw et al[22] Cross-

Sectional 
Malawi 71% 

Tshitangano[23] 

Blaauw et al[22] 

Cross-
sectional 

South 
Africa 

44 to 52.1% 

Ugwa et al[24] Cross-

sectional 
Nigeria 92% 

Table 2. Factors affecting job satisfaction 

Author Study Type Country 
Job Satisfaction 

Factor 

Ugwa and 

Ugwa[25] 
Cross-sectional Nigeria Promotion 

Ugwa[20] Cross-sectional Nigeria Leadership style 

van der 

Doef[26] Cross-sectional East Africa Promotion 

Kekana[27] Cross-sectional 
South 

Africa 
Remuneration 

Erasmus[28] Cross-sectional Rwanda Remuneration 

5. Discussion 

5.1. Levels of Job Satisfaction among Nurses in Some 

Countries 

The levels of job satisfaction among nurses vary around the 

world. Ugwa in a study carried out among nurses working in 

a teaching hospital in north-west Nigeria reported that most 

of the nurses were satisfied with their jobs (87.5 and 92.3% 

for junior and senior nurses, respectively). Nurses with low 

job satisfaction levels find it difficult to provide quality 

patient care [20]. In Nepal, job satisfaction was found in 

54.29% of respondents [21]. The researchers suggested that 

dissatisfaction among healthcare professionals is a cause for 

concern, given that job satisfaction has implications for the 

efficiency, effectiveness and sustainability of the 

organization.  

Studies in South Africa reported that 44 to 52.1% of nurses 

were satisfied with their jobs [20, 21, 23]. Some of the 

authors stated that respondents were dissatisfied with 

staffing, availability of workplace resources, salaries, safety 

of workplace, career development opportunities, and 

working hours. It was therefore concluded that nurses’ 

turnover may be attributed to their dissatisfaction with the 

quality of care rendered in an institution; autonomy; type of 

supervision; professional interpersonal relationships; salary; 

safety of workplace; staffing; career development 

opportunities; working hours/shift work; mission and 

purposes of the institution; availability of workplace 

resources and location of the facility (rural or urban).  

Levels of Job satisfaction among nurses in Tanzania and 

Malawi has been reported as 82.6 and 71% [22]. South 

African nurses seem to have the lowest levels of satisfaction 

in most studies reviewed but Chirwa et al. [29] found that 

nurses from South African and Tanzania had higher mean 

job satisfaction scores than those from Malawi, Swaziland, 

and Lesotho. The low levels of job satisfaction among public 

sector nurses in South Africa has been confirmed in a number 

of studies [30-32]  and a survey of primary health care nurses 

in rural South Africa also found high turnover intentions as 

51.1% planned to leave their current job within 2 years [33]. 

A cross sectional survey of nurses from Tanzania, Kenya, 

and Uganda found lower levels of job satisfaction when  
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compared with a European reference group and also that 

satisfaction was lower among public hospital nurses than 

those working in the private sector [26].  

Although regional variations in levels of job satisfaction 

exist among nurses globally, there is more general trend of 

dissatisfaction and these are because of various factors 

related to the work environment [26, 34-37]. 

Nigerian nurses are generally more satisfied with their jobs 

when compared with their colleagues in other African 

countries. Ugwa et al. also observed that these nurses were 

also more satisfied with their jobs when compared with the 

doctors (92% vs. 79.4%) despite poorer conditions of service 

and stated that the reasons require more studies [24]. 

5.2. Theories of Factors Affecting Job Satisfaction 

A number of theories have been formulated for the study 

and explanation of job satisfaction. These theories were 

postulated by researchers and psychologists following their 

previous studies in related areas and these will help provide 

insight into those things that affect job satisfaction.  

The job characteristics theory of Hackman and Oldman 

proposed that job attitude and behaviors are affected by five 

core objective job characteristics, two of which include job 

frustration and anxiety at work [38].  

Motivation theory stated that people are motivated when 

they expect that effect will result in good performance. There 

have been variants of the motivation theory notable of which 

are those of Katzell [39] and Herzberg et al. [40].  

The expectancy theory is based on the fact that people will 

only be motivated to do things to achieve some goals to the 

extent that certain actions on their part will help them achieve 

the goals and thus are satisfied but if not are dissatisfied. In 

correlation with the above theory, Hackman and Lawler [41] 

found that only individuals who have high needs for 

fulfillment on the job are satisfied by having a job which 

provides the opportunities for such needs to be fulfilled. 

Moreover, there is the equity theory which views 

motivation as dependent on the need for fair treatment [42] 

and the goal or intention theory which postulates that 

performance is determined by the goal to which an employee 

is committed [43].  

5.3. Factors Affecting Job Satisfaction 

Considering the important role of nurses in determining the 

efficiency, effectiveness and sustainability of health care 

systems, it is necessary to understand what motivates them 

and the extent to which the organization and other variables 

affect their job satisfaction. In a study of 350 nurses working 

in Aminu Kano Teaching Hospital, Kano, Nigeria, Ugwa and 

Ugwa [25] determined association between job satisfaction 

and certain sociodemographic and work variables. The 

authors concluded that promotion revealed a better 

correlation with job satisfaction when compared with other 

variables such as age, number of dependents, number of 

working hours, etc. [25, 44]. They concluded that nurses’ job 

satisfaction may improve if they are promoted timely. 

Promotion has been previously identified as a specific 

intrinsic factor that may improve nurses’ job satisfaction [20, 

45]. 

In South Africa, nurses were found to be generally 

dissatisfied with their jobs and remuneration, poor working 

conditions and organizational climate were strong predictors 

[27, 28, 46]. A study from Rwanda revealed that factors such 

as remuneration, opportunities for growth, working 

conditions, recognition, rewards, appreciation, and benefits 

and allowances could contribute to nurses’ levels of 

motivation [47]. 

Some studies have revealed that although nurses 

satisfaction are usually affected by intrinsic factors such as 

promotion, the extrinsic factors which are aspect of job 

consisting of variables that relate to the workers’ 

environment can minimize dissatisfaction with work if 

properly handled [48, 49]. 

Ugwa reported that socio demographic and work 

information had very weak correlations with job satisfaction 

and performance [20]. The author further posited that 

democratic leadership styles demonstrated a strong 

relationship with job satisfaction, whereas autocratic 

leadership demonstrated a very strong relationship with 

performance [20]. This is in line with previous reports [50, 

51]. From the study in Ado Ekiti, Awosusi and Jegede [50] 

found no difference in employee satisfaction with leadership 

styles. Nurses who possess democratic, transformational, 

and transactional leadership features provide better 

conditions for their patients, and the satisfied patients bring 

satisfaction to the nurses [52]. 

Contemporary management believes that the satisfaction 

of nurses from their work is the result of rational 

management and has a strong link with proper leadership and 

motivation to healthcare organizations [53] leadership and 

job engagement [54]. Finally, job satisfaction for nurses has 

a high correlation with specific issues like occupational 

conditions or ethics [55, 56]. 

6. Conclusion 

Job satisfaction in Africa is affected by leadership styles, 

promotion and remuneration. In Nigeria, leadership style has 

a very strong correlation with job satisfaction. Strong 

leadership style is probably the reason why nurses in Nigeria 

are more satisfied with their jobs when compared with their 

colleagues in other countries even though they may work for 

longer hours or earn relatively less salaries. This culture of 

excellence is worthy of emulation. 
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