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OPERATIONAL DEFINITION OF TERMS  

Job Satisfaction:  This is defined as the degree of contentment employees feel 

towards all the significant elements of their job. 

Organizational Climate:    Refers to a way in which employees perceive their organization 

and its purpose.  It comprises social variables such as social 

interactions that constitute the working environment.    

Well-Being:  It pertains to the degree to which an individual can attain optimal 

mental, physical, and social well-being. 

Work Environment:  Comprises all factors that influence and interact with the body 

and mind of employees. These aspects include equipment and 

furniture, social interactions, channels of communication, etc. 
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ABSTRACT  

The work environment plays a crucial role in shaping job satisfaction, particularly in 

healthcare, where demanding conditions and workplace dynamics directly impact employee 

retention and performance. Amid growing concerns about nurse retention in Kenya, it is 

essential to examine how private hospitals provide conducive environments compared to their 

public counterparts. In addition, previous studies have shown an increased exodus of nurses 

from public to private hospitals, with physical, social, and psychological factors being major 

causes of discontent in public healthcare facilities in Kenya. Therefore, the study sought to 

explore the effects of the work environment on job satisfaction among nurses in private 

hospitals in Nairobi, focusing on personal and organizational goals, and physical and 

psychosocial work environments. A mixed-method research design was used, incorporating 

qualitative and quantitative strategies. Nurses at three private hospitals in Nairobi were given 

a structured questionnaire and interview guide. Descriptive quantitative and qualitative 

thematic analyses were performed using Advanced Excel and SPSS version 23. The study 

found strong agreement among frontline nurses and nurse managers in private hospitals in 

Nairobi City County, regarding the effect of physical work environment (adequate facilities 

and resources), psychosocial work environment (supportive relationships and teamwork), and 

personal and organizational goals (career advancement opportunities) on job satisfaction in 

private hospitals. However, the physical work environment and psychosocial work 

environment variables showed a weak positive but insignificant correlation (coefficient of 

0.155, p-value of 0.173), and a similar weak and insignificant correlation was observed 

between the physical work environment and personal-organizational goals. The qualitative 

analysis revealed that respondents perceived the physical work environment, psychosocial 

work environment, and personal and organizational goals as crucial drivers of job satisfaction. 

The study concluded that the observed association between these factors was weak and did not 

reach statistical significance, suggesting they do not significantly influence each other. 

Recommendations included prioritizing ergonomic workspaces, ensuring appropriate staffing 

levels, fostering open communication channels, and consistently recognizing nurses' 

contributions to enhance job satisfaction in private hospitals. Further research was suggested 

to focus on health worker safety in resource-constrained environments, providing insights and 

recommendations for adequate safety measures
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction  

This chapter is made up of the following sections: Section 1.1 presents the background of the 

study, offering insight into how the work environment influences nurses' job satisfaction; 

Section 1.2 presents the problem statement, identifying the research gap which this study 

sought to fill; Section 1.3 presents the study’s objectives, which focus on assessing the effect 

of the physical work environment, psychosocial factors, and the relationship between 

organizational and personal goals on the job satisfaction of nurses in private hospitals in 

Nairobi; Section 1.4 illustrates the research questions guiding the study through exploring how 

these factors affect nurses' job satisfaction; Section 1.5 discusses the rationale for the study, 

emphasizing its significance in enhancing the understanding and potentially improving nurses' 

job satisfaction. Lastly, Section 1.6 details scope of the study, specifying its geographical and 

contextual boundaries. 

 

1.1. Background Information  

According to World Health Organisation figures, nurses and midwives account for over half of 

the global healthcare workforce, or approximately 20.7 million of the 43.5 million healthcare 

professionals globally (WHO, 2020). According to the Global Health Observatory (2017), over 

half of WHO member nations have less than three nurses and midwives per 1,000 inhabitants, 

with Africa and Asia experiencing particularly severe shortages. Kenya faces a significant 

shortage of healthcare professionals, especially nurses, with public sector densities ranging 

from 1.2 to 0.008 per 1,000 residents across its 47 counties, well below the World Health 

Organization's recommended minimum of 2.5 healthcare workers per 1,000 people (Wakaba, 
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2014). In 2015, the Kenya Ministry of Health (MOH) disclosed that the nurse-to-population 

ratio stood at 51.5 nurses per 100,000 individuals, a figure far beneath the WHO's standard of 

250 nurses per 100,000 population. 

 

The same MOH (2015) report also highlighted that faith-based facilities employed a higher 

percentage of younger nurses (ages 21-30) at 26%, compared to 6% in public facilities. 

Conversely, public facilities had a higher proportion of older nurses (ages 51-60) at 28%. The 

number of trained and licensed nurses has been steadily increasing, with the ministry paying 

close attention to addressing the healthcare worker shortage. The WHO (2017) emphasizes that 

human resources in healthcare are the cornerstone of health systems, highlighting the need for 

a workforce that is both motivated and highly skilled to guarantee efficient service delivery 

and favorable patient outcomes. Employees are expected to meet organizational goals, but they 

are likely to leave if their own goals or expectations are not met (Bosire, 2018). Research has 

identified that understaffing, emotional exhaustion, non-nursing duties, poor work-life balance, 

job insecurity, and lack of professional recognition are common reasons as to why workers 

stop pursuing the profession (Finkman et al., 2020; Sasso et al., 2019). Heinen et al. (2013) 

echo these findings by emphasizing the importance of context in understanding and mitigating 

nurses' intentions to leave, as work environment factors influencing nurses' decisions to exit 

the profession vary by country. 

 

Many healthcare organisations nowadays prioritise building a supportive work environment 

that fosters employee job satisfaction and performance (Bosire, 2018). However, many 

organisations struggle to understand how various factors associated with work environment 

bring about employee discontent and choice to quit. According to the World Health 
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Organisation (2020), nurses' job satisfaction is an important sign of an effective work 

environment and human resource management.  

 

A study by Xuan Tran et al. (2013) found that human resource practices significantly influence 

work environment, incentives, and opportunities for professional development, all of which 

impact job satisfaction. The study also suggested that healthcare organisations create successful 

health policies that prioritise employee incentives, working environment, leadership, 

professional development, and management (Xuan Tran et al., 2013). 

 

Initial investigations by Maier and Brunstein (2015) permitted examination of relationship 

between job satisfaction and interaction between organizational and personal goals.  Employee 

or personal goals are defined as “what individuals want to achieve in their current life 

situation.” This definition is consistent with various descriptions of goals within the context of 

employment (Gopinath and Kalpana, 2020; Ali and Anwar, 2021; Pineau Stam et al., 2015). 

Several studies have shown that individual perception of goal attainment of significantly 

determining job satisfaction outside the work domain (Cleary et al., 2013; Sheldon and Elliot, 

1999). Within the work domain, however, Pineau Stam et al. (2015) observed a positive 

relationship between an individual’s perception of progress toward achieving personal goals 

and job satisfaction.   According to personal-goal theories, striving to achieve goals gives an 

individual’s day-to-day activities or work a formal framework and meaning.  These theories 

have also explained an individual’s goals and job or life satisfaction based on the different 

features related to the goals the individual seeks to achieve in their career or life (Maier and 

Brunstein, 2015).   
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Furthermore, Mousa and Othman (2020) highlight that managing human resources effectively 

can address issues such as heavy workloads, long working hours, and other challenges faced 

by nurses. Research consistently shows a strong connection between an employee's job 

satisfaction and their work environment, as Kim et al. (2018) found that a conducive working 

environment is closely linked to higher job satisfaction. Similarly, Jain & Kaur (2014) noted 

that work environment significantly affects social relationships within the workplace, shaping 

the context in which employees collaborate. Zhang et al. (2014) assessed how work 

environment impacted nurses' job satisfaction, establishing that staffing shortages, long 

working hours, and high work intensity were the leading causes of discomfort and discontent 

in Canada.  

 

In East African countries, these challenges are compounded by limited resources, high patient-

to-nurse ratios, and infrastructural deficiencies. Many nations in the region continue to struggle 

with nurse shortages that are far below the levels recommended by the WHO (Muturi, 2018; 

WHO, 2019). Such shortages not only affect service delivery but also place immense pressure 

on the existing workforce, thereby impacting the quality of care provided to communities. 

Chronic underfunding means that facilities often operate with outdated equipment, inadequate 

supplies, and insufficient space to accommodate patient needs, all of which undermine quality 

care (Kamau & Odhiambo, 2019). For example, Kenya continues to experience alarmingly low 

nurse-to-population ratios (Wakaba, 2014), while Uganda and Tanzania face critical shortages 

that force nurses to manage overwhelming workloads, particularly in rural and under-resourced 

urban areas (Uganda Ministry of Health, 2018; Tanzania Ministry of Health, 2020). These 

conditions frequently lead to increased stress, burnout, and diminished job satisfaction among 

nurses, as they are compelled to work beyond their capacity, thereby compromising patient 



5 

 

care (Sasso et al., 2019), and creating a cycle of suboptimal health outcomes that challenges 

the broader goals of Universal Health Coverage (Heinen et al., 2018). 

 

In Kenya, both public and private healthcare institutions face distinct challenges related to the 

work environment that impact the performance of their health workforce. In the public sector, 

these challenges include outdated infrastructure, staff shortages, inadequate remuneration for 

health workers, and mismanagement ((Tengah and Otieno, 2019). Wambui (2019) observed 

that at Pumwani Maternity Hospital in Nairobi, an intellectually stimulating and autonomous 

environment enabled nurses to make decisions and fully utilize their nursing skills, leading to 

increased job satisfaction and performance.  

 

Although the private sector is generally perceived to offer a more favorable work environment 

(World Health Organization [WHO], 2017), the specifics of these environments remain 

underexplored (Muturi, 2018). Several WHO reports (WHO, 2018; WHO, 2021) have 

highlighted the critical role of the work environment in determining the availability and 

performance of health workers. Consequently, this study investigates the effects of the work 

environment on nurses' job satisfaction in Nairobi's private hospitals, aiming to address the 

research gap on work environments within the private healthcare sector (Kamau & Odhiambo, 

2019). By examining these effects, the study contributes valuable insights to the limited body 

of knowledge on this subject (Ndung'u, 2018). 

 

Nairobi City County (2017) 50 private hospitals in Nairobi County, the study will focus on 

three hospitals, namely, Metropolitan Hospital, The Nairobi Women’s Hospital, and Gertrude 

Children’s Hospital noted that 52% of Nairobi’s health facilities were privately owned, while 

the government-owned 22%. Since there are over 50 private hospitals in Nairobi County, this 
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study focused on three hospitals, including; Metropolitan Hospital, Nairobi Women’s Hospital, 

and Gertrude Children’s Hospital, to achieve diversity.    

 

1.2 Problem Statement 

The achievement of Universal Health Coverage (UHC) and global health goals relies on the 

efficient functioning of health systems, where all building blocks work in synergy. Among 

these, the health workforce is pivotal in translating inputs into quality care outputs, and within 

this cadre, nurses form the largest and most critical segment (WHO, 2017). Despite their 

essential role in delivering healthcare services, concerns have been raised regarding how the 

work environment affects nurses' job satisfaction, a key determinant of workforce stability and 

overall health system performance. 

 

Extensive research has explored how the physical, social, and psychological aspects of the 

workplace influence nurses' overall satisfaction. Key factors identified include workplace 

hygiene, safety standards, comfort levels, institutional policies, working hours, benefits, and 

job security (Wambui, 2019). Al-Hamdan et al. (2017) noted that focusing on creating a 

positive nursing work environment can enhance job satisfaction and retention rates. However, 

much of this evidence has emerged from studies focused on Kenyan public hospitals, leaving 

a notable gap in understanding the work environment and job satisfaction dynamics within 

private healthcare settings. 

 

Compounding these challenges, Kenya has witnessed a marked outflow of nurses and 

paramedical staff to the Middle East and Western countries in pursuit of better salaries, 

professional growth opportunities, and improved working conditions (Ong’ayo, 2008). 

Additionally, a shift from public to private healthcare institutions is evident, driven by 
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relatively better work experiences and higher job satisfaction in the private sector. Public 

healthcare institutions in Kenya are often plagued by dilapidated infrastructure, inadequate 

equipment, suboptimal remuneration, and mismanagement (Ministry of Health, 2017), factors 

that further incentivize migration to the private sector. 

 

Despite the growing global interest in health worker well-being, there remains a significant gap 

in our understanding of the effects of psychosocial features of nurses’ work environments on 

their job satisfaction. This study attempted to fill the gap by examining how psychological and 

psychosocial work environments influence nurses' job satisfaction, specifically focusing on the 

unique context of Kenya’s private hospitals.   

1.3 The objectives of the study  

To examine the effects of work environment on nurses’ job satisfaction in Private Hospitals in 

Nairobi County.   

The specific objectives include:  

i. To determine the effect of physical work environment on nurses’ job satisfaction in 

private hospitals in Nairobi County.  

ii. To examine how psychosocial work factors affect nurses’ job satisfaction in private 

hospitals in Nairobi County.   

iii. To explore how the interaction between organizational and personal goals influences 

nurses’ job satisfaction in private hospitals in Nairobi County.   

1.4 Research Questions  

These are the research questions which guided this study;  

i. What are the effects of the physical work environment on nurses’ job satisfaction in 

private hospitals in Nairobi? 
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ii. How do psychosocial work factors influence nurses’ job satisfaction in private hospitals 

in Nairobi?   

iii. How does the interaction between organizational and personal goals influence nurses’ 

job satisfaction in private hospitals in Nairobi?   

1.5 Justification of the study  

Grasping the nexus between work environment characteristics and job satisfaction is essential 

for organizations that strive to create safe, appealing, and suitable working conditions for their 

employees. This study sought to examine various factors of the workplace and how they 

affected job satisfaction among nurses in private hospitals in Nairobi County. Given the 

essential role that nurses play in the efficiency, efficacy and sustainability of healthcare system, 

it is vital to understand their source of motivation and how they perceive their satisfaction in 

relation to organizational and contextual factors. Tzeng (2021) pointed out that job satisfaction 

is key to maintaining quality care, highlighting a positive correlation between professional 

satisfaction and patient satisfaction, that healthcare professionals who were content with their 

work were more likely to provide superior care. The study also established that dissatisfied 

nurses were more likely to deliver lower-quality and less efficient services.   

 

The existing literature on the effect of work environment on job satisfaction among nurses may 

vary by country, influenced by differences in healthcare policies and other factors. Many 

studies have primarily concentrated on public hospitals (Wambui, 2019; Mercy, 2020), often 

presuming that private healthcare facilities offer ideal work environments. This study, 

however, seeks to explore the characteristics of work environments specifically within private 

healthcare institutions and their influence, whether beneficial or detrimental, on nurses' job 

satisfaction. The research will focus on three private hospitals: Metropolitan Hospital, The 

Nairobi Women’s Hospital, and Gertrude Children’s Hospital. Understanding factors that 
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affect nurses' job satisfaction in Nairobi's private hospitals can have direct implications for 

policy and practice. Insights gained from this study can assist healthcare organizations in 

optimizing work environments, which may lead to higher nurse retention and productivity. 

Policymakers can utilize these findings to establish standards that ensure conducive workplace 

conditions, ultimately enhancing the quality of patient care. Additionally, this study serves as 

a valuable reference for global comparisons and best practices in nursing management and 

healthcare delivery. 

1.6 Study Scope 

This study is situated in Nairobi and focuses on nurses from three selected private hospitals in 

Nairobi County: Metropolitan Hospital, Gertrude Children's Hospital, and The Nairobi 

Women’s Hospital. The selection of these facilities was based on their service demographics. 

For instance, Metropolitan Hospital provides healthcare services to a diverse range of 

demographics, while The Nairobi Women’s Hospital primarily serves women, and Gertrude 

Children’s Hospital caters to children and adolescents. 

 

Metropolitan Hospital is a facility offering both tertiary and secondary healthcare services. It 

was chosen for this study due to its capability to handle emergencies and its modern 

infrastructure, including state-of-the-art wards and theatres that ensure comprehensive patient 

care. The critical care unit at Metropolitan Hospital is equipped to provide essential life support 

services, making it a vital healthcare provider in the region (Metropolitan Hospital, 2021). The 

hospital employs approximately 300 nurses, contributing to its diverse healthcare services 

(Adhiambo, 2018). 

 

Gertrude Children’s Hospital focuses on delivering a diverse array of healthcare services 

specifically tailored for children and adolescents aged 21 and under. With a staff of 750, 
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including 250 nurses and 90 specialist doctors, the hospital collaborates with over 200 

independent consultants. It serves around 300,000 outpatients and 9,000 inpatients annually, 

which underscores its significance in pediatric care (Gertrude's Children's Hospital, 2021). The 

hospital's selection is further justified by its full accreditation from the Joint Commission 

International (JCI) and its dedicated focus on children's health. 

 

In contrast, The Nairobi Women’s Hospital offers comprehensive healthcare services for 

women and their families. With a capacity of 479 beds, it serves approximately 300,000 

outpatients and 120,000 inpatients each year. The institution boasts over 1,300 qualified 

personnel, including more than 300 nurses. It was chosen for the study due to its accreditation 

by the Ethics Review Board and its commitment to women's health services. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1. Introduction  

This chapter examines the literature related to nurses' job satisfaction and the various work 

environment characteristics, including physical conditions, organizational culture, and social 

interactions. It explores the effect of job satisfaction on staff performance, retention, and the 

quality of patient care, drawing on key theories such as Herzberg's Two-Factor Theory, 

Maslow's Hierarchy of Needs, and the Job Characteristics Model. Additionally, the review 

emphasizes how nurses' perceptions of their professional practice environment shaped by 

factors like leadership, teamwork, and available resources, affecting their job satisfaction. The 

aim is to identify insights and gaps that can inform strategies for enhancing the work 

environment for nurses. 

2.2. Theoretical Review  

Several fundamental theories of job satisfaction are necessary to understand human motivation. 

This research focusses on three main theories: Maslow's Hierarchy of Needs, Job 

Characteristics Model (JCM), and Motivator-Hygiene Theory. These theories were chosen 

because they provide extensive frameworks for understanding human motivation in 

organisational settings. Maslow's hierarchy of needs theory argues that satisfaction with work 

stems from the fulfilment of these requirements. The JCM investigates how specific job 

qualities influence satisfaction and motivation, whereas the Motivator-Hygiene Theory 

differentiates between elements that increase satisfaction (motivators) and those that prevent 

unhappiness (hygiene factors). 
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2.2.2. Job Characteristics Model  

Hackman and Oldham developed the Job Characteristics Model (JCM) to explain how job 

satisfaction can be achieved through a work environment that maximizes efficiency, leverages 

individual talents, and fosters motivation. According to Hackman and Oldham (1974), five 

essential job characteristics autonomy, feedback, task significance, skill variety, and task 

identity play a critical role in influencing both individual and organizational outcomes. These 

characteristics contribute to a more fulfilling work experience, ultimately enhancing job 

satisfaction and performance. Task identity is when the employees can identify with the work 

at hand and develop more confidence and pride in the task’s results.  To improve task identity 

among employees, employers need to design tasks that encourage workers to experience 

achievement based on tangible results. These may include developing results-oriented goals or 

plans for every task. Skill Variety exists when employees are required to use various skills or 

talents in their daily tasks. Employees may feel overwhelmed if their jobs demand many skills 

or bored with jobs that demand few skills or talent.  

Additionally, task identity refers to recognizing the significance of a given task to society, 

oneself, or groups, which motivates individuals to engage more fully in those tasks. The JCM 

theory suggests that employees are more motivated when they find purpose in their work. Also, 

employees enjoy autonomy when they have the discretion and freedom to choose and decide 

how they will accomplish their tasks. For example, autonomy allows employees to explore new 

ideas, learn from past mistakes, and expand their skills (Taylor, 2015). Feedback, on the other 

hand, refers to the extent to which employees require clear responses about the effectiveness 

of their work or rather performance.  Managers should provide feedback to their workers on 

their performance, strengths, and weaknesses that need to be improved.  By so doing, 

employees gain a better understanding of the nature of their work (Taylor,2015). 
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Hackman and Oldham (1975) introduced the Job Characteristics Model, which outlines five 

key job characteristics that affect an individual's psychological state and, consequently, various 

work outcomes. These characteristics include skill variety, task identity, task significance, 

autonomy, and feedback. Skill variety, task identity, and task significance work together to 

enhance the "meaningfulness of work," while autonomy promotes a sense of "responsibility 

for outcomes," and feedback offers crucial "knowledge of results." By enhancing these 

dimensions within the work environment, organizations can improve job satisfaction and 

overall effectiveness (Taylor, 2015). 

 

Figure 2. 1: The Job Characteristics Model 

 

Proponents of the Job Characteristics Model (JCM) utilize it to explain how specific job 

characteristics influence employee job satisfaction. Research by Schjoedt (2016) highlighted 

notable differences in job satisfaction levels between employees and their managers, 

identifying skill variety, autonomy, and feedback as having the most significant impact on 

overall satisfaction. Hackman and Oldham (1975) established a strong positive relationship 

between skill variety and internal work motivation, defining task identity as the extent to which 

an employee can complete a whole or identifiable piece of work, which allows them to envision 
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the final outcome. The successful completion of a task relies on having the requisite skills, and 

a diverse skill set fosters a sense of achievement and pride in one’s work. Moreover, studies 

have shown a robust positive correlation between task identity and job satisfaction. For 

example, Schjoedt (2016) found that task identity helps employees achieve task significance, 

particularly when they meet their goals. An employee motivated by a desire to serve within the 

organization finds that task identity, through task significance, enhances their motivation. 

Additionally, Burch, Batchelor, and Humphrey (2013) noted that fewer restrictions on 

employee behavior allow for greater flexibility in exploring various work strategies, leading to 

improved outcomes. Consequently, there exists a significant relationship between task identity, 

task significance, autonomy, feedback, and overall job satisfaction and motivation. Unlike 

Maslow's and Herzberg's theories, the Job Characteristics Model (JCM) has received 

considerable empirical backing; however, it has also encountered criticism, particularly from 

studies assessing its impact on individual work outcomes without considering its effects on 

psychological states. For example, Behson (2010) challenged the direct correlation between 

the job dimensions and the three psychological states outlined in the model. This critique has 

prompted researchers such as Fried and Ferris (2012) and Loher et al. (2013) to highlight the 

crucial role of job dimensions in shaping employees’ psychological states, which significantly 

influence motivation and job satisfaction. Thus, the choice of the JCM for this study is 

warranted due to its relevance in examining the relationship between psychosocial work factors 

and job satisfaction. The Job Characteristics Model (JCM) is applied by operationalizing its 

five dimensions; skill variety, task identity, task significance, autonomy, and feedback, as 

measurable constructs within the work environment. 
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2.2.3. Motivator Hygiene Theory (MHT) 

The motivator-hygiene factor, often known as the two-factor or satisfaction-dissatisfaction 

theory, focusing on motivation and hygiene.  Frederick Herzberg, a behavioural scientist, 

established the theory, arguing that job satisfaction and discontent exist separately, rather than 

as two different objectives.  It suggests that unconnected traits and concepts have an influence 

on the two aspects.  According to Herzberg, the opposite of "satisfaction" is "no satisfaction," 

and the opposite of "dissatisfaction" is "no dissatisfaction" (Alshmemri et al., 2017).  

The two-factor name comes from the fact that the theory focuses on “motivation” factors and 

“hygiene” factors.  Motivation factors are intrinsic. These factors, such as recognition, 

appreciation, and growth opportunities should be met to enhance employee satisfaction.  

Hygiene factors are extrinsic in nature. They include organisational benefits, working 

conditions, organizational climate, form policies and structures, and social interactions and are 

closely associated with job satisfaction (Sanjeev and Surya, 2016). See Figure 2.3 below: 

  

 

Figure 2. 2: Motivator-Hygiene Theory 
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Additionally, dissatisfaction is associated with low hygiene factors, while there is no 

dissatisfaction when these factors are high.  It implies that employees are not dissatisfied and 

not necessarily satisfied.  Employee satisfaction or no satisfaction is thus dependent on the 

motivating factors.  Additionally, the theory postulates that employees are satisfied when the 

motivational factors are met.  According to Sanjeev and Surya (2016), employees who get 

promotions and receive recognition for notable achievements are more energised to do more 

for the company.  According to the theory, such motivators enhance job satisfaction, and 

employers should provide a physical and psychological environment where growth is possible. 

The theory is significant in this study because it reveals the connection between social, 

physical, and psychological environment attributes and job satisfaction.   

Despite its significance, the theory does not explain the differences between physical and 

psychological aspects.  Moreover, it fails to illustrate how motivators and hygiene factors differ 

and measure satisfaction or dissatisfaction (Alshmemri et al., 2017). Another criticism against 

it is that it assumes a correlation between employee job satisfaction and productivity and 

overlooks some situational variables.  Finally, the theory is only applicable to white-collar jobs.   

The Motivator Hygiene Theory is employed as a framework to examine the distinct impacts of 

intrinsic motivators and extrinsic hygiene factors on job satisfaction. In this study, these factors 

are operationalized through measurable indicators that capture both the presence of motivators 

and the adequacy of hygiene conditions. This dual approach facilitates an empirical evaluation 

of how each dimension contributes to overall job satisfaction, while also addressing the theory's 

limitations in distinguishing between physical and psychological aspects of the work 

environment. 

 



17 

 

2.2.1. Maslow’s Hierarchy of Needs  

Maslow's Hierarchy of Needs theory categorizes human needs into five fundamental levels, 

arranged in order of importance. This theory is crucial for understanding the core factors that 

influence job satisfaction. Maslow identifies these needs as physiological, safety, 

love/belonging, esteem, and self-actualization (Hopper, 2019). According to the theory, 

individuals must first satisfy basic needs like physiological and safety requirements before they 

can focus on higher-level needs such as esteem and belonging (Fallatah and Syed, 2018). See 

figure 2.1 below. 

 

Figure 2. 3:. Maslow’s Hierarchy of Needs 

 

Maslow's Hierarchy of Needs theory is significant to the research as it clarifies the connection 

between work environment attributes, human needs, and job satisfaction. For instance, 

compensation, benefits, and promotions are critical for meeting employees' basic physiological 

needs (Fallatah and Syed, 2018). Furthermore, a safe physical workplace environment can 

fulfill employees' safety needs. According to Hopper (2019), employees feel secure when 
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organizational policies and structures ensure job security. Once physiological and safety needs 

are met, employees can cultivate a sense of belonging in the workplace, fostered by meaningful 

relationships with coworkers and managers. 

Hopper (2019) also notes that satisfied employees seek appreciation from their employers and 

recognition from colleagues. Empirical studies demonstrate that highly satisfied employees 

tend to exert extra effort, positively influencing organizational effectiveness and efficiency. 

For example, Sharma (2017) found that cultural values within an organization, such as growth 

and fairness, enhance job satisfaction, while negative attributes like aggression can diminish it. 

The final stage of Maslow's hierarchy pertains to self-actualization, where employees aspire to 

achieve a level of accomplishment, create a meaningful impact, or leave a legacy. To reach this 

stage, employees aim for professional development to fulfill their career aspirations. However, 

these ambitions are driven by motivation, which is shaped by organizational culture and other 

workplace factors (Lu et al., 2012). Importantly, some employees thrive on continuous 

progression through these stages, contributing to their self-actualization. 

Despite its relevance, Maslow’s Hierarchy of Needs is becoming less favored in contemporary 

examinations of job satisfaction due to its limited explicit focus on employees' cognitive 

processes and the scarcity of empirical evidence linking the theory to psychological behavior 

(Lu et al., 2012). However, this framework may still offer valuable qualitative insights into 

nurse satisfaction, particularly when considering age and experience. For instance, as nurses 

age and gain more experience within the healthcare system, it is plausible that their basic needs 

become consistently satisfied. This stabilization can allow a shift in focus towards higher-level 

needs such as esteem and self-actualization. Consequently, older nurses might prioritize factors 

like professional recognition, personal growth, and a sense of legacy, whereas younger nurses 

might concentrate more on fulfilling their fundamental physiological and safety needs. 
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Exploring these differential priorities could provide a nuanced understanding of nurse 

satisfaction and inform targeted strategies for career development and workplace improvement. 

 

2.3. Work Environment  

The work environment is a crucial determinant of employee job satisfaction because it 

comprises physical, psychological, and social work environments. The work environment 

includes all factors that affect employees' physical and mental well-being. In organizational 

psychology, this concept covers the physical, psychological, and social conditions within the 

workplace where employees interact (Jain and Kaur, 2014). Organizations strive to create 

environments that minimize stress while boosting employee morale and productivity. As Jain 

and Kaur (2014) note, the work environment is complex and includes economic, mechanical, 

and psychological elements. A positive work environment should also foster supportive 

relationships among employees and offer a comfortable physical setting that promotes overall 

well-being. 

Malloy and Penprase (2010) assessed the essential relationship between leadership style and 

registered nurses' psychosocial work environments, indicating that transformational and 

contingent incentive leadership styles can improve these aspects of nursing work settings. 

Additionally, the workplace environment is a significant factor in keeping workers content, 

while other crucial factors include reward and compensation (Jain and Kaur, 2014).  Other 

aspects, such as recreational programs, may help increase psychological health, increasing self-

esteem, confidence, and peace of mind.  According to Sargent et al. (2018), recreational 

activities at the workplace positively impact employee job satisfaction, hence their 

performance.   
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2.3.1. Physical Work Environment 

The physical environment comprises all physical or tangible aspects of the workplace. 

According to Chowdhury (2019), the physical work environment includes equipment, 

machinery, office layout, lighting, space, and noise.  Studies show that temperature, noise, 

lighting, and other unfavourable unfavourable conditions, directly and indirectly, impact 

employee job satisfaction. For example, and noisy environments negatively affect employees' 

cognitive performance. Additionally, the physical work environment on impacts the nature of 

social interactions between employees employee social interactions (Agbozo et al., 2017).  

Applebaum et al. (2017) investigated the impact of environmental factors such as noise, light, 

odor, and color on perceived stress, job satisfaction, and turnover intention. Their research 

revealed a significant correlation between noise levels and both perceived stress and job 

satisfaction. Additionally, the study revealed that odors can impact employees' moods and 

emotional states, further affecting their overall work experience. 

Additionally, several empirical studies have concluded that there is a significant relationship 

between lighting conditions and work performance. For example, healthcare workers indicated 

that constant exposure to artificial light was draining.  A study conducted among 141 nurses in 

Turkey found less stress and more satisfaction among nurses exposed to natural light (Alimoglu 

and Donmez, 2005). The researchers further noted that natural light improved health outcomes 

such as agitation, and sleep among nurses.  Moreover, colour is another significant factor that 

is closely associated with physiological and psychological issues. According to Church (2010), 

colors such as red, yellow, and orange have longer wavelengths compared to blue, green, and 

purple. The Agency for Healthcare Research and Quality (AHRQ) notes that warm colors, 

particularly when combined with high illumination levels, tend to promote more passive 

behavior. For instance, green is particularly significant in adult workplaces, as it fosters 

balanced emotions and encourages growth. 
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2.3.2. Social Work Environment 

Social environment refers to relationships between employees at workplaces.  The relationship 

between management and employees and relationships between employees are significant 

aspects influencing perceived job satisfaction (Agbozo et al., 2017). Additionally, personal 

respect and other workplace values enhance relationships between employees.  Age, gender, 

racial discrimination, sexual harassment, and personal politics affect workplace values hence 

the social work environment (Chowdhury, 2019). Many empirical studies show that 

communication styles are crucial factors in determining an excellent and attractive work 

environment. For example, Kaddourah et al. (2013) established that 50 percent of 140 nurses 

studied were unsatisfied because of inadequate communication with their superiors. Notable, 

management is responsible for providing effective leadership and understanding social 

challenges that affect nurses to enhance morale and satisfaction with the social work 

environment.  A positive social work environment can be reflected not only in clinical nursing 

practice but also in the patient’s health status.  The social work environment is thus significant 

in enhancing perceived job satisfaction and nurse’s clinical practice.    

 

2.3.3. Psychological Work Environment   

The psychological work environment comprises workplace elements that are significant to 

employee attitude, mood, psychological symptoms, perception, and behaviour. For example, 

one may exhibit psychological phenomena related to mood or behavioural changes that directly 

influence cognitive performance at work (Agbozo et al., 2017). It implies that every attribute 

of the workplace that affects how employees feel forms the psychological work environment.  

The most significant aspects of the nursing work environment are stress and well-being. The 
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physical and social work environment attributes have an indirect and direct impact on nurses' 

perceived stress and well-being.  For example, workers who think they are not paid enough 

wages and do not have career development opportunities may exhibit psychological episodes.  

According to Kaddourah et al. (2013), there is a significant increase in employee productivity 

and satisfaction because of promotions, compensations, and benefits.   

2.4. Empirical Review  

The empirical literature review critically examines existing research and studies that have 

investigated the factors influencing nurses' job satisfaction in private hospitals in Nairobi. This 

section aims to provide a comprehensive synthesis of empirical findings, offering insights into 

the various aspects of the work environment, organizational factors, and personal motivations 

that impact nurses' satisfaction. By reviewing and analyzing relevant empirical studies, this 

section seeks to build upon theoretical foundations and identify gaps in current knowledge, 

thereby laying the groundwork for the present study's contribution to understanding and 

improving job satisfaction among nurses in private healthcare settings. It contains the following 

sub-sections: section 2.4.1. which covers the Job Satisfaction and Work Environment; 2.4.2. 

Psychosocial Factors and Nurse's Job Satisfaction; and 2.4.3. Personal-Organisational Goals 

and Job Satisfaction. 

2.4.1. Job Satisfaction and Work Environment  

Empirical research consistently demonstrates a strong link between nurses' job satisfaction and 

the quality of their working environment. For instance, Salehi et al. (2020) conducted a cross-

sectional study involving 270 nurses from ICUs affiliated with Tehran University of Medical 

Sciences. Their findings indicated a positive relationship between a healthy work environment 

and job satisfaction, suggesting that a supportive workplace significantly decreases nurses' 

intentions to leave the profession. The study concluded that enhancing the work environment 
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results in greater job satisfaction and reduced turnover among nurses. Similarly, Lutzen et al. 

(2010) examined nurses in psychiatric wards and found that approximately 71% of them 

considered leaving the nursing profession on a daily basis. Additionally, Hesam et al. (2012) 

indicated that 21.4% of nurses from Gorgon's educational and therapeutic centers expressed 

intentions to exit nursing, linking these intentions to their overall quality of work life. 

 

Further, Hamid et al. (2014) established a strong relationship between job satisfaction and work 

environment quality in a study comparing nurses in both public and private sectors. They 

emphasised the significance of factors such as workforce health, working circumstances 

(including compensation and workplace safety), and skill levels in determining nurses' 

satisfaction in both sectors. The study underscored challenges faced by nurses working in 

public hospitals, including resource constraints and issues of respect from doctors and patients, 

which contributed to lower job satisfaction. In contrast, nurses in private sectors generally 

experienced better working conditions, including more manageable patient-to-nurse ratios. 

 

In a bid to investigate work satisfaction among nurses in a private hospital in Malaysia, Yew 

et al. (2018) stated that low pay, task requirements, and organisational policies influenced 

satisfaction.  The study comprised 209 nurses from a Malaysian private hospital; Yew and 

fellow researchers discovered that low job satisfaction among nurses was significantly 

associated with low remuneration and benefits.  Yew et al. (2018) further revealed that nurses 

are more concerned with aspects directly affecting their well-being. The study recommended 

an excellent need for hospital management to consider more attractive remuneration packages, 

among other incentives to improve Job satisfaction. Various studies showed that factors 

affecting job satisfaction among nurses in private hospitals are similar across countries based 

on socioeconomic status.  Some of the common factors include remuneration, social 
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interactions with co-workers, patients and management, workload, organisational policies, and 

other working conditions (Yew et al. (2018); Agbozo et al. (2017); Hamid et al. (2014) and 

Chowdhury (2019)).  

 

According to a study by Yew et al. (2018) and Hamid et al. (2014), nurses who are dissatisfied 

with their poor salary or are unable to make a fair living have chosen to pursue other vocations 

or companies.  These studies also shown that organisational culture and policies have a 

substantial impact on nurses' professional growth and development.  In a local study conducted 

by Wambui (2019), the work environment had a significant influence on job satisfaction among 

nurses.  A cross-sectional survey of 114 nurses at Pumwani Maternity Hospital found that 67% 

were dissatisfied with their employment. Wambui (2019) stated that an independent work 

environment in which nurses are empowered to make decisions and experience a sense of 

belonging considerably increases job satisfaction. The study further underscored the positive 

influence of perceptions of nurses in their work environment on their overall job satisfaction. 

It recommended that hospitals foster environments that promote intellectual growth and enable 

nurses to utilize their full range of skills in nursing practice. 

 

Studies by Chowdhury (2019) on impacts of work environment on nurses’ job satisfaction 

revealed a healthy physical work environment, recreational facilities, grievance handling 

procedures, fun at the workplace, health and safety significantly increase job satisfaction. The 

study recommended that management's need to enhance a favourable organisational climate 

where nurses feel they belong, are appreciated, and have equal opportunities for career growth 

(Chowdhury, 2019). Other empirical studies have also shown that workplace safety 

significantly determines nurses' job satisfaction. According to a World Health Organization 

(WHO) report, working in healthcare can be very hazardous due to potential exposure to 
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biological risks such as infection, chemical risks, physical risks such as ionizing radiation, and 

psychological risks such as stress etc. According to the European Agency on Safety and Health 

at Work (OSHA), there is a higher exposure to biological risks in healthcare sectors, especially 

among frontline workers such as nurses.  Additionally, nurses’ exposure to psychological risks 

such as stress was closely linked to working conditions and the biological and physical risks 

associated with the work environment.   

2.4.2. Psychosocial Factors and Nurse's Job Satisfaction  

According to the World Health Organization and various international agencies, psychosocial 

factors play a significant role in contributing to stress and psychological illnesses among 

healthcare workers. The European Agency for Safety and Health at Work emphasizes the 

importance of examining and managing psychosocial factors, including workload, working 

hours, organizational culture, job content, work pace, physical environment, equipment, 

interpersonal relationships, career development opportunities, and the organization's role 

(Pousa & Lucca, 2021).  

 

Pousa and Lucca (2021) identified several crucial psychosocial factors affecting job 

satisfaction among nurses and other healthcare workers. These factors include labor 

requirements, social relationships, leadership, workplace values, work-home balance, health, 

and overall well-being. The nursing profession is characterized by high cognitive and 

emotional demands, often requiring nurses to hide their emotions and adapt to a specific work 

pace.  

 

Freimann and Merisalu (2015) discovered that psychosocial factors such as workload, 

emotional demands, work pace, and social conflicts all had a substantial impact on mental 

health among Estonian healthcare workers. In their study of 404 nurses, they found that positive 
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psychosocial characteristics such as perceived importance of work, role clarity, social ties, and 

mutual respect had the highest mean ratings. Conversely, negative elements such as emotional 

strain, the need to conceal feelings, job pace, and cognitive demands received the highest marks 

among the nurses polled. These negative psychosocial characteristics were strongly linked to 

higher levels of burnout and stress, both of which were associated with mental health issues. 

 

Palenzuela et al. (2019) noted that healthcare workers are among the most affected groups by 

the psychosocial work environment. Their study, which included 222 participants, identified a 

significant relationship between contextual performance and burnout. Nursing is consistently 

ranked as a stressful occupation due to the high emotional and cognitive demands of daily 

routines, long working hours, direct exposure to illnesses, life-threatening situations, and 

experiences with death. The study also highlighted that nurses often experience limited 

autonomy and decision-making freedom (Palenzuela et al., 2019). 

 

Additionally, various organizational features and social interactions affect employee attitude, 

mood, perception, and job satisfaction (Berberoglu, 2018). Organizational climate is a term 

that often comes up when referring to conditions that influence employee attitudes and 

perceptions. Organizational climate refers to how employees perceive their organization and 

its purpose.  It comprises social variables such as social interactions that constitute the working 

environment. According to Griffin and Moorhead (2012), organizational climate refers to 

employee perceptions, recurring patterns of behaviour, attitudes, and feelings, usually 

influenced by working conditions and other organizational factors.  

 

Empirical and systematic literature reviews consistently demonstrate that a positive 

organizational climate significantly enhances employee commitment, performance, and job 
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satisfaction. Berberoglu (2018) highlighted the critical influence of organizational climate on 

employee well-being, emphasizing its direct impact on work quality and job satisfaction. 

Similarly, Ella and Asuquo (2010) conducted a study involving 450 nurses in Nigerian health 

institutions, finding that 54% of nurses reported dissatisfaction with their jobs, while 22.4% 

expressed a need for a more conducive organizational climate. Regression analysis confirmed 

a significant relationship between organizational climate and job satisfaction, particularly 

noting that nurses in federal institutions perceived their organizational climate as highly 

favorable. 

 

Lützen et al. (2010) offered valuable insights into the interplay between work-related stress, 

moral climate, and moral sensitivity among nurses in mental health settings. Their research, 

which included a sample of 49 nurses, demonstrated that the moral climate significantly affects 

nurses' experiences of moral stress and sensitivity. Notably, an increase in moral support was 

linked to a decrease in moral stress. This study highlights the necessity for healthcare managers 

to implement policies and social practices that cultivate a positive organizational climate, 

emphasizing the practical implications of these findings.  Similarly, research conducted by 

Mohamed and Gaballah (2018) identified a significant positive correlation between nurses' 

perceptions of organizational climate and their job performance, further underscoring the 

practical relevance of these insights. 

 

2.4.3. Personal-Organisational Goals and Job Satisfaction 

Employee’s contribution to achieving an organization’s goals is a significant aspect of job 

satisfaction.  Because employees want to feel that their time and efforts are contributing to their 

personal growth and that of the firm. Organizational management often assumes that 

employees know and appreciate their value to the firm, but that is not the case.  In as much as 
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organizational goals are essential, employees will be more motivated if those goals match their 

personal goals (Lee et al., 2016). Personal goals are defined as “what an individual intends to 

achieve out of work in general and also of what components of the job are significant in his/her 

work.” According to Panahi et al. (2016), personal goals and values are more influential in 

satisfaction than work goals.  Further, they are a significant indicator of a person’s work 

preferences and perspective towards life, hence their motivation and job satisfaction.   

 

Organizational goals are defined as characteristics that delineate an organization's culture or its 

intended achievements and values. Both Lee et al. (2016) and Panahi et al. (2016) suggest that 

organizational goals guide and influence employees' behaviors, preferences, and choices. 

According to Thomas (2013), the alignment between personal goals and organizational goals 

is often used as a standard measure of "fit" between an individual's aspirations and the 

organization's objectives. In contrast, a clash between personal and organizational goals 

because of dissimilarities leads to conflicts that affect both parties (Thomas, 2013). Thus, the 

personal-organizational fit (POF) model indicates an association between personal and 

organizational characteristics such as values, goals, culture, personality, attitudes, etc.  An 

employee has certain demands that the organization is obligated to supply and vice versa.  Thus, 

exploring the impact of POF on job satisfaction relating to goals is essential.   

 

De Clercq (2007) discovered a positive association between personal-organizational objectives 

fit and job satisfaction in a correlational study of 591 employees, showing that individuals 

whose goals coincided with those of the organisation reported better levels of job satisfaction. 

This finding is reinforced by Lewin's (1951) theory of interaction, which emphasises the 

significance of the interaction between personal and organisational aims and values. According 
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to Huhtala et al. (2013), goals and values serve as the foundation for an individual's attitude 

and behaviour towards work, as well as the organization's culture. 

 

Further research by Huhtala et al. (2013) examined the influence of an organization's ethical 

culture, revealing that a robust ethical culture significantly enhances ethics-related behaviors 

and attitudes among employees. The study indicated that when employees perceive their 

organization's actions as aligned with their personal goals, it not only promotes ethical behavior 

but also elevates employee morale and overall job satisfaction. 

 

Zhang et al. (2017) investigated the influence of person-organization fit (POF) on community 

healthcare workers in China, discovering a direct association between POF and job satisfaction, 

as well as an inverse relationship with employees' intentions to quit. Similarly, Ingersoll et al. 

(2012) discovered that personal and organisational variables predicted different degrees of job 

satisfaction among nurses in New York's Finger Lakes Region. Additionally, Chaturvedi and 

Dubey (2016) found a link between nurses' job happiness and the alignment of their own goals 

with those of the organization. 

 

Despite these findings, a gap persists in understanding how the interaction between individual 

and organizational goals specifically impacts job satisfaction. Further research is needed to 

explore this relationship more comprehensively, which could inform strategies for enhancing 

job satisfaction through better alignment of personal and organizational objectives. 

 

2.5. Conceptual Framework  

Mugenda and Mugenda (2013) outlined the construction of a conceptual framework as the 

process of conceptualizing and visually presenting the relationships between variables utilized 
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in research. In their work, Figure 2.3 exemplifies a conceptual framework that maps the 

connections between independent and dependent variables relevant to this study. In this 

context, job satisfaction serves as the dependent variable, influenced by the interaction of the 

social, physical, and psychological environments in which nurses operate. 

 

The framework illustrates that various factors within these environments collectively impact 

job satisfaction. For example, elements such as equipment and machinery, lighting, and 

workspace (under the physical work environment) interact with aspects like sexual harassment, 

personal politics, and communication (under the social work environment). Additionally, 

psychological factors, including employee attitudes, perceptions, behaviors, and psychological 

symptoms, further shape this relationship. 

 

Ultimately, these independent variables, physical work environment, social work environment, 

and psychological work environment, determine how nurses' intentions to leave, morale, 

motivation, work engagement, and opportunities for professional advancement are affected, 

serving as indicators of job satisfaction. This conceptual framework provides a structured 

approach to understanding the multifaceted influences on job satisfaction among nurses, 

facilitating targeted interventions to enhance their work experience. 
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Figure 2. 4: Conceptual Framework 

Source: Researcher (2024) 

2.6.  Summary of the Literature Review  

Literature reviewed highlights four critical aspects influencing nurses' job satisfaction: the 

work environment, psychosocial factors, the interaction between organizational and personal 

goals, and foundational theories of motivation. 

 

Firstly, research consistently demonstrates a significant correlation between job satisfaction 

and both the physical and psychosocial work environments. Studies by Freimann and Merisalu 

(2015), and Palenzuela et al. (2019), indicate that favorable conditions in these environments 
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enhance nurses' job satisfaction. Factors such as adequate equipment, safe working conditions, 

and positive interpersonal relationships are essential in creating a supportive atmosphere for 

nurses. 

 

Second, the effect of psychological factors on job satisfaction is well recognised. Workload, 

emotional demands, and social support are some of the aspects that can have a substantial 

impact on healthcare workers' mental health and job satisfaction. Addressing these 

psychological factors is critical, as research shows that doing so can increase job satisfaction 

and reduce turnover rates. 

 

The third factor is the interplay between personal and organisational goals, which is critical in 

shaping job happiness. Huhtala et al. (2013), Zhang et al. (2017), Ingersoll et al. (2012), and 

Chaturvedi and Dubey (2016) found that when employees view their own goals to be matched 

with those of the organisation, their job satisfaction increases. This relationship emphasises the 

value of cultivating an ethical organizational culture that supports individual values and 

aspirations.  

 

Finally, the literature integrates well-known motivational theories, like Maslow's Hierarchy of 

Needs and Herzberg's Motivator-Hygiene Theory. According to Maslow's hierarchy of needs, 

individuals must first address basic needs such as physiological and safety demands before 

progressing to higher-level desires such as esteem and self-actualization, which are essential 

for overall job satisfaction. In contrast, Herzberg's theory distinguishes between motivators that 

improve job happiness and hygienic features that, if insufficient, might lead to discontent. Both 

theories provide a solid understanding of the numerous aspects influencing job satisfaction. 
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While the literature offers valuable insights into the factors influencing job satisfaction, 

conflicting findings necessitate further investigation, particularly within the context of private 

hospitals in Nairobi. Understanding how these relationships manifest in specific settings will 

be crucial in determining effective strategies to enhance nurses' job satisfaction in these 

environments. This study aims to explore these dynamics further, providing a clearer picture 

of how work environments and goal alignments impact job satisfaction among nurses in 

Nairobi's private healthcare sector. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



34 

 

CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1. Introduction  

This chapter presents all procedures employed for collecting, analysing, presenting and 

discussing the study findings. The chapter is divided into several sections: research design, 

study variables, target population, sampling technique, sample size determination, research 

instruments, data collection procedures, reliability and validity of research instruments, data 

analysis and presentation methods, and ethical considerations. 

3.2. Research Design  

Creswell (2017) describes research design as methods applied in data collection, measurement, 

recording, and analysis. A mixed methods research approach was adopted in this study, 

incorporating both qualitative and quantitative components, which was chosen to the best way 

to properly investigate the multiple aspects influencing nurses' job satisfaction at private 

hospitals in Nairobi. By combining qualitative and quantitative methodologies, this design 

allows for a more in-depth examination of both subjective experiences and objective factors 

that lead to job satisfaction (Roller, 2015). Using interviews as the qualitative methods give 

detailed, contextual insights on nurses' attitudes and experiences in their workplaces.  

 

In contrast, quantitative methods, such as surveys, generate numerical data that might be 

statistically analysed to uncover patterns and connections between variables such as the 

physical work environment, psychosocial factors, and organisational goals. The qualitative 

approach seeks to elucidate the significance underlying certain facts or experiences, so 

encouraging a deeper understanding of the selected field of study. The combination of these 

methodologies provides a more comprehensive perspective which promote the validity and 

trustworthiness of the study results.  Thus, data was collected using both an interview guide 
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and a questionnaire. An interview guide was developed to probe into nurses' perspectives on 

job satisfaction elements in private hospitals in Nairobi, whereas the structured questionnaires 

focused on assessing job satisfaction factors such as the physical work environment, 

psychosocial aspects such as teamwork and leadership support, and the alignment of 

organisational and personal goals. This enabled the researcher to observe job satisfaction 

patterns as a function of changes in various workplace variables.   

Table 3. 1: Study variables and  data collection methods 

 

Source: Researcher (2024) 

 

3.3. Study Variables  

Study variables are essential components of any statistical analysis, as they uniquely 

characterize specific aspects of the research. Kaliyadan and Kulkarni (2019) explain that 

variables that change in quantity are termed quantitative variables, whereas those that change 

in quality are classified as qualitative variables. Job satisfaction serves as the dependent 

variable, while work environment is the independent variable. Job satisfaction was evaluated 
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based on factors such as intention to leave, morale and motivation, work engagement, and 

opportunities for professional advancement. Conversely, work environment (independent 

variable) was assessed through physical work environment, social work environment, and 

psychological work environment. 

 

3.4. Population of the Study 

Mugenda and Mugenda (2013) described target population as the entire set of items, objects, 

or individuals that share specific observable characteristics. In contrast, the study population 

encompasses the total collection of items, objects, or individuals that are being examined. This 

study specifically focused on frontline nurses and Nurse Managers at Metropolitan Hospital 

Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s Hospital.  

 

According to the 2021 report from Metropolitan Hospital Nairobi, there were 300 nurses, while 

Gertrude Children’s Hospital had 250 nurses (Gertrude's Children's Hospital, 2021), and 

Nairobi Women’s Hospital also employed 300 nurses (Nairobi Women’s Hospital, 2021). 

These hospitals were selected due to their service to patients from diverse demographics and 

their affiliation with nursing schools, which facilitates an understanding of the socialization 

process within the nursing profession. 

 

Table 3. 2: Target Population 

Hospital Number of nurses 

Metropolitan Nairobi 300 

Gertrude's Children's Hospital 250 

Nairobi Women’s Hospital 300 

Total 850 

Source: Researcher (2024) 
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3.5. Sampling Technique and Sample Size  

Sampling involves the selection of a certain number of individuals or items from a larger 

population to create a smaller group intended to mirror the characteristics of the overall 

population, thereby ensuring that the selected individuals effectively represent the entirety of 

the population (Bloomfield & Fisher, 2019). Saha, Khoo, Lee, and Haq (2019) recommend that 

sample sizes range from 10% to 40% of the accessible population. For practical reasons, this 

study chose a sample size of 10% of the total number of nurses from each hospital, as outlined 

in Table 3.3 below. 

 

Table 3. 3: Sample Size 

Hospital Number of nurses Percentage  Sample size 

Metropolitan Nairobi 300 10% 30 

Gertrude's Children's 

Hospital 

250 10% 25 

Nairobi Women’s 

Hospital 

300 10% 30 

Total 850 10% 85 

Source: Researcher (2024) 

A simple random sampling technique was applied to select nurses who participated. This 

method is favored because it targets every member of the population, allowing for the random 

selection of participants. Such techniques are straightforward and help conserve time and other 

resources (Etikan, Musa, & Alkassim, 2016). Additionally, all nurses present on the day of the 

study were randomly chosen from various departments to take part in the research. 
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For the qualitative aspect, purposive sampling methods were used to select nurse managers 

from three private hospitals in Nairobi: Metropolitan Hospital Nairobi, Nairobi Women’s 

Hospital, and Gertrude Children’s Hospital. The sampling criteria were designed to ensure 

representation across various clinical departments, different levels of experience (from junior 

to senior), both genders, and various roles, including frontline nurses and nurse managers. The 

aim was to interview five nurse managers from each hospital, focusing on key departments to 

capture a diverse range of experiences and insights. In total, five nurse managers from each 

hospital were interviewed, covering five key departments: the Emergency Department, 

Surgical Department, Pediatric Department, Maternity Department, and Intensive Care Unit 

(ICU). This approach ensured comprehensive representation of different clinical areas within 

each hospital.  

 

Using purposive sampling, one nurse manager was selected from each department, resulting in 

a total of 15 nurse managers across the three hospitals. All selected nurse managers willingly 

participated and provided valuable insights, which promoted understanding of work 

environment and its effect on job satisfaction. Data collection continued until saturation is 

reached, which meant that no new pertinent data arose from subsequent interviews, allowing 

for a full examination of research questions. 

 

3.6. Research Instruments 

Data collection involves gathering information to support or challenge specific facts (Creswell 

& Creswell, 2017). This study utilized a mixed research method, generating both qualitative 

and quantitative data. An interview guide and a structured questionnaire were employed to 

collect relevant information about how various attributes of work environment affect job 

satisfaction. Questionnaires are advantageous in research as they maintain participant 
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anonymity, encouraging honest responses without fear of repercussions (Orodho, 2005; 

Mugenda & Mugenda, 2013).  

 

The questionnaire was organised into four parts: Part A gathered demographic information 

from respondents, Part B focused on the physical work environment, Section C contained 

questions about psychosocial work factors, and Section D addressed the interaction between 

organizational and personal goals. The questionnaire primarily consisted of closed-ended 

questions to facilitate structured responses for analysis. It was administered using both drop-

off/pick-up and online methods. 

 

Open-ended interview guides were administered with key informants to collect qualitative data, 

specifically the nurse managers from the selected hospitals. The interview guide was designed 

to explore various aspects of how the work environment affects nurses' job satisfaction. 

Participants were asked to describe the physical work environment at their hospital and identify 

elements that significantly contribute to job satisfaction. They were also encouraged to discuss 

any recent changes or improvements in the physical environment and their effects on nurses' 

satisfaction. Additionally, participants were invited to provide specific examples that illustrate 

how physical environment affected nurses' morale in their work.  

 

Beyond the physical environment, the interview questions addressed psychosocial work 

factors, including relationships with colleagues and supervisors, hospital culture, and the 

alignment of organizational and personal goals. Participants were asked to indicate the 

psychosocial factors that most significantly impact job satisfaction and to share examples 

demonstrating their influence. Finally, the interviews invited discussions on strategies 

employed by the hospitals to assist nurses in achieving their personal and professional goals, 
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as well as suggestions for improving alignment between organizational and personal objectives 

to enhance job satisfaction. These questions aimed to gather rich, detailed information into the 

complex relationship between twork environment and nurses' job satisfaction in private 

hospitals in Nairobi. 

 

3.7 Data Collection Procedures 

A research permit was acquired from National Commission for Science, Technology and 

Innovation (NACOSTI) before the start of field work. This step followed prior approval from 

Strathmore University to carry out the study in Nairobi County. The research permit was 

essential to comply with regulatory requirements and ethical standards governing research in 

the region. Meetings were scheduled with participants at the selected hospitals to ensure 

convenience for all involved parties. Prior to the study, the researcher discussed and reached 

an agreement with participants, including nurses and nurse managers, regarding the data 

collection methods, ensuring they were feasible, acceptable, and aligned with participants' 

needs. 

A thorough process was implemented to secure informed consent from all participants. Before 

data collection began, each participant received extensive information on the study's objective, 

procedures, potential hazards, and benefits. They were clearly informed that their participation 

was optional and that they were free to withdraw from the study at any moment with no 

repercussions. Written consent forms documented participants’ agreements, outlining their 

rights and specifying how their confidential data would be managed. Participants were 

encouraged to ask questions for clarification before signing the consent forms. 
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Digital questionnaires and interview schedules were administered in person as two research 

assistants were contracted to help in carrying out the field work. Digital questionnaires were 

selected for their efficiency in data collection and organization, minimizing errors associated 

with manual entry while offering participants flexibility in completing surveys. Participants 

received links to the questionnaires via email, along with informed consent forms, and 

submitted their responses electronically, ensuring anonymity and confidentiality. The research 

assistants underwent training on the questionnaire to ensure understanding prior to conducting 

questionnaire-guided interviews. To optimize time management, a specific deadline was 

established for data collection. 

Qualitative data was collected through in-person interviews at locations chosen by participants 

within the hospitals, each lasting approximately 45-60 minutes and audio-recorded after 

consenting with the participants. A total of 15 interviews were successfully completed and 

prepared for analysis. This was achieved by carefully scheduling sessions to accommodate 

participants' availability and preferences for interview locations. Each interview took place in 

a private setting to maintain confidentiality and encourage open communication. The audio 

recordings were transcribed verbatim, and the transcriptions were reviewed for accuracy, 

ensuring that the qualitative data was thorough and ready for in-depth analysis. 

Quantitative data collection involved structured questionnaires, completed either in person or 

electronically according to participant preferences, taking about 20-30 minutes each. 79 

questionnaires were successfully filled and returned to the researcher. This was facilitated by 

providing participants with clear instructions and multiple submission options, either in person 

or electronically, to accommodate their preferences. Follow-up reminders were sent to 

encourage completion. Upon receipt, each questionnaire was logged and verified for 
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completeness. The data was then systematically organized using a standardized coding scheme 

and entered into a database, ensuring it was properly prepared for subsequent analysis. 

3.8. Data reliability and validity 

To ensure reliability, we employed Cronbach's alpha, a statistical measure that correlates 

performance of each item with the overall score of the questionnaire. Upon distribution, the 

questionnaires were numbered and divided into two groups, facilitating the evaluation of 

internal consistency between these groups. While time constraints limited the ability to repeat 

the entire questionnaire for assessing repeatability, we included some questions with slight 

wording variations to gauge the study's repeatability. This rigorous approach to reliability 

assessment enhances confidence in the robustness of our findings. 

 

The researcher prioritized content validity to evaluate the extent to which the instrument 

comprehensively measures the construct of interest. This involved a thorough review of all 

questionnaire items and interview guide questions for clarity and relevance, ensuring that the 

final instrument accurately captured the intended aspects of job satisfaction of nurses in private 

hospitals. Through consensus-building discussions with supervisors, the researcher identified 

which items to include in the questionnaire, thus enhancing its content validity. This 

collaborative procedure ensured that the instrument was properly connected with the study 

objectives and accurately reflected the constructs under examination. 

 

3.9. Data Analysis and Presentation  

The data was carefully processed to provide an organised analysis. Open-ended and closed-

ended interview and questionnaire responses were transcribed and organised in SPSS version 

23 in preparation for qualitative analysis. Quantitative analysis entailed calculating descriptive 
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statistics such as means, frequencies, and standard deviations, in order to summarise various 

features of the data. Additionally, correlation analysis was performed using Microsoft Excel 

and SPSS to establish the relationship between work environment and job satisfaction. 

Thematic analysis was utilised in qualitative analysis to investigate answers to open-ended 

questions and interviewees. This approach comprised five main components: becoming 

acquainted with the data, creating preliminary codes, recognising themes, assessing themes, 

and characterizing/designating themes. To maintain secrecy, data were safely kept in password-

protected electronic files. Cleaning techniques were used to find and correct flaws or 

inconsistencies in data, assuring its accuracy and completeness. Following cleaning, data were 

formatted for analysis with the relevant software. 

 

Measures were put in place to assure data quality and trustworthiness, which improved 

dependability and validity. Cronbach's alpha measured the reliability and consistency of the 

acquired data. This rigorous data collecting, management, and analysis approaches were 

designed to boost the study's credibility and deliver strong findings to answer the research 

objectives. 

 

3.10. Ethical Consideration 

The study followed stringent ethical criteria, assuring fairness and respect for all participants 

while minimising any dangers. Ethical considerations included gaining informed consent, 

maintaining anonymity and confidentiality, protecting privacy, ensuring justice, fostering 

beneficence, and upholding human dignity (Brink & Wood, 1998). 

This study followed Strathmore University's research and ethics department protocols, which 

included obtaining a research permit from the National Commission for Science, Technology, 
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and Innovation (NACOSTI) and ethical approval from the Strathmore University Institutional 

Research Ethics Review Committees (SU-IERC). 

Throughout the data collection process, strict ethical standards were followed. Participants' 

rights, such as privacy, secrecy and protection from any form of discomfort were strictly 

enforced. All the collected data were anonymised to ensure that no personally identifiable 

information was associated with the responses. Each participant signed a written informed 

consent form after being fully informed about their voluntary to participate in the study and 

free to leave in case they would wish to discontinue their involvement in the study. There were 

no incentives offered for participation. Participants were informed that the study aimed to 

contribute to understanding the factors affecting nurse retention in tertiary hospitals. 
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CHAPTER FOUR 

RESEARCH FINDINGS AND DISCUSSIONS 

4.1 Introduction 

This chapter outlines the study findings on how the work environment effects job satisfaction 

among nurses in private hospitals in Nairobi, Kenya. The chapter begins with an introduction 

followed by the presentation of relevant descriptive statistics for each objective, along with 

specific inferential statistics. Data is depicted using frequency distribution tables, and 

correlation analysis was employed for statistical testing. It is structured to include sections on 

introduction, demographic information, findings related to the stated objectives, 

interpretations, and a comprehensive discussion of the findings. 

 

4.2 Response Rate 

A total of 85 questionnaires were administered to frontline nurses and nurse managers at 

Metropolitan Hospital Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s Hospital. 

Out of these, 79 questionnaires were fully filled in and returned, yielding a response rate of 

approximately 93%. Additionally, nurse managers were interviewed as part of the research 

process. 

Table 4. 1: Response Rate 

 

Source: Researcher (2024) 
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Table 4.1 established that the frontline nurses and Nurse Managers working at Metropolitan 

Hospital Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s Hospital registered a 

response rate of 92.9%. This study's response rate, which exceeded 75.0%, supports Creswell's 

(2014) assertion that such rates are adequate for generalizing findings to the target population. 

 

4.3 Demographic Information 

Respondents' personal information was systematically categorized to evaluate their profiles. 

The researcher analyzed various demographic factors, including gender, age, marital status, 

level of education, years of service in the facilities, income level, and current department. This 

demographic analysis provides valuable context for interpreting the findings and understanding 

how different personal characteristics may influence perceptions of the work environment and 

job satisfaction among nurses in private hospitals. The results regarding the demographic 

information of the respondents are presented on Table 4.2 below: 

Table 4. 2: Demographic Characteristics of Respondents 

Demographic Variable Category details Frequency Percentage 

Gender Female 22 72.20%  
Male 57 27.80% 

Total  79 100% 

Age  20 years or lower 10 12%  
20–29 years 32 40%  
30–39 years 25 31%  
40–49 years 9 11%  
50–59 years 2 2%  
60 years or over 1 1% 

Total  79 100% 

Marital Status Single 47 59%  
Married 27 34%  
Divorced 3 3%  
Engaged 2 2% 

Total  79 100% 

Level of Education Diploma in Nursing & Midwifery 40 50%  
BSc in Nursing & Midwifery  12 16% 
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Postgraduate Diploma in 

Advanced Midwifery 

Postgraduate  

4 15% 

 
Postgraduate Diploma in Nursing 

Administration Postgraduate  

1 6% 

 
Diploma in Critical Care 13 5%  
Diploma in Community Health  5 2%  
Postgraduate Diploma in Mental 

Health 

1 1% 

 
Bachelor’s Degree (e.g., BACur) 2 1%  
Master’s Degree (e.g., MA, MSc) 1 1% 

Total  79 100% 

Years Served Less than 2 years 32 41%  
2–5 years 25 31%  
More than 5 years 22 27% 

Total  79 100% 

Income Level (Ksh) 30,000 – 39,000 21 26.50%  
40,000 – 49,000 15 18.90%  
50,000 – 59,000 25 32.60%  
60,000 and above 18 22.70% 

Total  79 100% 

Source: Researcher (2024) 

The consolidated demographic table 4.2 indicates that the majority of respondents are female 

(72.2%) and predominantly fall within the 20–29 years’ age group (40%), with a substantial 

number being single (59%). Most respondents hold a diploma in nursing and midwifery (50%), 

with additional qualifications distributed across postgraduate and bachelor’s levels. In terms of 

experience, 41% have served less than 2 years, while 27% have more than 5 years of service, 

suggesting a mix of early career and experienced professionals.  

 

Regarding income, the most common bracket is between Ksh 50,000 and 59,000 (32.6%), 

followed by those earning Ksh 60,000 and above (22.7%). These insights provide a 

comprehensive overview of the workforce profile at Metropolitan Hospital Nairobi, Nairobi 

Women’s Hospital, and Gertrude Children’s Hospital, establishing an important context for 
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understanding how demographic factors may influence perceptions of the work environment 

and job satisfaction. 

 

4.4 Descriptive for Physical Work Environment and Job Satisfaction 

The study identified the level of agreement with the statements relating to the physical work 

environment on nurse’s job satisfaction in private hospitals in Nairobi. An average score of 

4.24 shows that the frontline nurses and Nurse Managers working at Metropolitan Hospital 

Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s Hospital agreed to a great extent 

with statements relating to the physical work environment on nurse’s job satisfaction in private 

hospitals in Nairobi County.  



49 

 

Table 4. 3: Physical Work Environment 

 

Source: Researcher (2024) 

As per Table 4.3, nurses in Metropolitan Hospital Nairobi, Nairobi Women’s Hospital, and 

Gertrude Children’s Hospital expressed strong agreement on various aspects of their work 

environment. They reported that infection control strategy guidelines were readily available 

(mean score of 4.86) and found equipment and machinery to be user-friendly (mean score of 

4.84). Natural light was perceived to notably improve health outcomes like agitation and sleep 

(mean score of 4.61), and electricity was consistently available (mean score of 4.51). Offices 

were well-lit (mean score of 4.46) and equipped with safety precautions (mean score of 4.35), 
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and regular servicing of equipment was noted (mean score of 4.32). Nurses felt their workspace 

was safe and hazard-free (mean score of 4.22) and appreciated the spacious and uncluttered 

environment (mean score of 4.11). They also valued the proximity of their offices to patient 

beds (mean score of 4.11) and the presence of natural lighting (mean score of 4.10). Equipment 

and machinery were generally in good condition (mean score of 4.03), and the overall 

workplace layout was considered favorable (mean score of 3.90). Facilities like dining, 

dressing, and changing rooms were adequately provided (mean score of 3.80). However, 

satisfaction with the number of staff was moderate (mean score of 3.41).  

Respondents’ perception on how the physical work environment and how it influenced their 

job satisfaction. The interview data supports insights from the survey data regarding 

respondents’ view of the physical work environment and how it influenced their job 

satisfaction, as described below. 

(Male Nurse manager from Hospital 1): “Working in organizations with a supportive 

work culture has a significant impact on one’s job satisfaction. For example, in this 

hospital   when my colleagues and management foster strong teamwork, mutual respect, 

and recognition, it boosts our sense of belonging and motivation. Also, the physical 

work environment plays a significant role in how we feel about our job. Personally, I 

have noticed that when we have well-lit, spacious work areas with ergonomic furniture, 

it makes a big difference. It reduces fatigue and enhances our efficiency, which directly 

impacts our job satisfaction." 

 

A similar result emerged when participants were asked about their interpersonal relationships 

with colleagues. 
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Table 4. 4: Respondents Interpersonal Relationship with Colleagues 

 

Source: Researcher (2024) 

As per Table 4.4, 91% of respondents indicated that they had good or excellent interpersonal 

relationships with their colleagues. In comparison, 8% said that they didn’t have good 

interpersonal relationships with their colleagues.  

 

Qualitative insights further underscored the significance of optimizing the physical work 

environment to promote nurses’ job satisfaction and their general well-being in private 

hospitals in Nairobi. 

(Female Nurse manager from Hospital 3): "We believe that professional growth 

opportunities are crucial. Hospitals that invest in our development and offer career 

advancement keep us dedicated and motivated. Continuous learning not only benefits 

us but also contributes to better patient care.  Also, adequate compensation, benefits, 

and recognition for hard work are essential for our job satisfaction. Feeling fairly 

rewarded boosts our morale and commitment to the organization." 

 

 (Male Nurse manager from Hospital 2):  "Proper equipment and supplies are essential 

for delivering quality care. I've faced challenges when essential tools or medications 

were not readily available. Access to modern equipment and adequate supplies ensures 

we can provide the best care possible, which boosts job satisfaction." 
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Furthermore, in order to assess how physical work environment affected nurses' job 

satisfaction, the study included questions regarding respondents' comfort with their assigned 

workloads. The results, presented in Table 4.10, provide insight into how physical work 

environment influenced nurses' perceptions of their job satisfaction and workload management. 

 

Table 4. 5: Respondents Workload 

 Frequency Percent 

 Yes 53 67.1 

No 21 26.5 

Not sure 5 6.3 

Total 79 100.0 

Source: Researcher (2024) 

 

In reference to Table 4.5 above, majority of the respondents (67%) were comfortable with the 

workload assigned to them, 26% were not comfortable with the workload assigned to them, 

whereas 6% were not sure.  These results were supported by an interview response by a nurse 

manager who argued that: 

(Female Nurse manager from Hospital 1): "Work-life balance is a priority for us. 

Flexible scheduling options help us manage our personal and professional lives 

effectively, reducing burnout and increasing overall satisfaction." 
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4.5 Descriptive for Psychosocial Work Environment and Job Satisfaction 

Table 4. 6: Psychosocial Work Environment 

 

Source: Researcher (2024) 

In light of Table 4.6, nurses at Metropolitan Hospital Nairobi, Nairobi Women’s Hospital, and 

Gertrude Children’s Hospital reported moderate agreement on various aspects of the 
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psychosocial work environment, with an average score of 3.22. They expressed that they highly 

trusted and respected their immediate supervisors (mean score of 4.03). Emotional demands 

were identified as significant contributors to nurses' mental distress, scoring 3.92 on average. 

Nurses valued receiving regular feedback from supervisors, which they felt improved their job 

satisfaction (mean score of 3.75). However, they noted that emotional demands were not 

adequately addressed in the hospital's psychosocial risk assessment tools, potentially 

overlooking key sources of work stress (mean score of 3.71). 

Moreover, nurses highlighted that emotional regulation in their professional duties had 

significant implications for various work-related issues, scoring 3.61 on average. They reported 

that conflicts with colleagues or complaints addressed to management were promptly handled 

(mean score of 3.52). The organizational climate, including resource adequacy, employee 

support, and management practices, was perceived to moderately affect nurse job satisfaction, 

burnout, and intentions to leave (mean score of 3.46). 

Supervisors were seen to inspire nurses to perform their best moderately (mean score of 3.25), 

and nurses were moderately take part in decision-making processes by management (mean 

score of 3.09). Nurses felt moderately free to express their feelings to supervisors (mean score 

of 3.01), but felt that management often proceeded with their plans without adequately 

considering nurses' concerns (mean score of 2.97). Discussions on nurses' strengths and 

weaknesses in planned meetings were seen to occur to a moderate extent (mean score of 2.80). 

Top managers organizing social events for staff received a moderate agreement (mean score of 

2.78), while nurses expressed moderate satisfaction with their prospects for salary increases 

(mean score of 2.72). Recognition and rewards based on skills and knowledge were perceived 
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to be moderate (mean score of 2.49), and nurses felt moderately appreciated by the organization 

in relation to their remuneration (mean score of 2.48).  

These results were supported by qualitative findings, which appeared to suggest that 

psychological and social factors largely influenced their job experience and satisfaction: 

 (Male Nurse manager from Hospital 2): "A culture of trust is essential. When I feel 

trusted to do my job without micromanagement, it fosters a sense of empowerment and 

satisfaction. Sometimes it's tough when there's a lack of recognition for our hard work. 

Feeling appreciated by supervisors goes a long way in keeping me motivated and 

satisfied with my job." 

(Female Nurse manager from Hospital 3): "Recognition and appreciation go a long 

way. Personally, I have felt more satisfied in my role when my contributions are 

acknowledged and appreciated. Recognition programs and positive feedback from 

supervisors and colleagues boost morale and job satisfaction." 

 

In assessing how psychosocial work environment affected nurses' job satisfaction, the study 

asked respondents about their interactions with patients. As illustrated in Table 4.7, a 

significant majority, 91%, reported that it was an enjoyable moment when interacting with 

patients daily, while 8% expressed that they did not enjoy these interactions. This finding 

highlights the positive effect of patient interactions on job satisfaction among nurses. 
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Table 4. 7: Respondents Interaction with Patients 

 

Source: Researcher (2024) 

 

Further, respondents highlighted the importance of open communication, supportive 

leadership, collaboration, autonomy, recognition, and investment in learning and development 

to enhance job satisfaction and well-being in their workplace. 

(Male Nurse manager from Hospital 1):  "A positive work culture is foundational for 

nurse job satisfaction. I have observed that a culture of respect, open communication, 

and support creates a healthy work environment. Nurses thrive when they feel respected 

and valued within the organization." 

 

(Female Nurse manager from Hospital 2):  "Effective leadership makes a significant 

difference. As a nurse manager, I have experienced the impact of supportive leadership 

firsthand. Leaders who show genuine care and provide mentorship contribute to a 

positive work environment and boost morale among the nursing staff." 

 

 

Results obtained from both qualitative and quantitative data pointed out how psychological and 

social factors played a significant role in enhancing job satisfaction and generally the well-

being of nurses in private hospitals in Nairobi. Key factors identified include stress 
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management, workload, autonomy, support, organizational culture, relationships, career 

development, recognition, and ethical challenges.  

These elements emphasize how important the psychosocial work environment is in shaping 

nurses' job satisfaction. Therefore, hospitals can enhance the quality of patient care and foster 

a positive, encouraging work environment for nurses once these factors are addressed. Creating 

an environment that prioritizes these aspects is essential for retaining skilled nursing staff and 

ensuring high standards of patient care. 

 

4.6 Descriptive for Personal-Organisational Goals and Job Satisfaction 

As per results in Table 4.8, the frontline nurses and Nurse Managers working at Metropolitan 

Hospital Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s Hospital agreed with 

statements relating to personal organizational goals to a great extent as shown by an average 

score of 3.44.  
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Table 4. 8: Personal-Organisational Goals and Job Satisfaction 

 

Source: Researcher (2024) 

Nurses in Metropolitan Hospital Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s 

Hospital reported high levels of awareness regarding changes occurring within their 

workplaces, with a mean score of 3.99. They also acknowledged that clashes between personal 

goals and organizational goals often lead to conflicts that significantly affect both parties, 

scoring 3.81 on average. The hospitals provided ample opportunities for nurses to attend 

regular trainings, seminars, workshops, and conferences outside their workplaces, which was 

highly valued (mean score of 3.77). 
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Respondents whose personal goals aligned with those of the organization were highly satisfied 

in their jobs, with a mean score of 3.65. The study highlighted that both personal and 

organizational characteristics played significant roles in determining nurses' job satisfaction, 

scoring 3.57 on average. Nurses felt that their individual goals and values exerted a greater 

influence on their satisfaction than their work-related goals (mean score of 3.42). 

 

The hospitals moderately offered opportunities for nurses to express their professional 

development needs (mean score of 3.33). Informal communication networks were frequently 

utilized within these hospitals, scoring 3.20 on average. However, the provision of transport 

services or including transport fees in nurses' salaries was perceived to a low extent (mean 

score of 2.24). These findings underscore the complex interplay between personal aspirations, 

organizational goals, and supportive workplace environments in shaping nurses' job 

satisfaction and professional fulfillment. 

 

During interviews, respondents shared their perspectives on conflicts that can arise between 

personal values and organizational objectives: 

(Male Nurse manager from Hospital 1): "I have personally felt conflicted when 

organizational policies didn't align with my ethical beliefs. It's challenging to navigate 

these situations while ensuring patient care remains a top priority. And aligning my 

personal goals with the hospital's mission gives me a sense of purpose in my work. 

Knowing that I am contributing to something meaningful enhances my job satisfaction." 

(Female Nurse manager from Hospital 2): "As a nurse manager, I understand the 

struggle of balancing work demands with personal life. It's tough when the job takes up 

so much time and energy, impacting job satisfaction and overall well-being. Also, I have 
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seen how resource shortages or inefficient allocation affect our ability to deliver quality 

care. It can be frustrating when we lack the tools we need to do our jobs effectively." 

These findings supported the responses provided by the respondents when asked if they had an 

opportunity to leave. Results revealed that 57% of the respondents admitted that if given a 

chance, they had the intention to leave, 21% did not have the intention to leave, and 20% were 

not sure.  

Table 4. 9: Respondents' Intention to Leave 

 

Source: Researcher (2024) 

The findings suggest that fostering a supportive and values-driven work culture, where personal 

and organizational goals are aligned, recognized, and communicated effectively, is paramount 

for enhancing nurses' job satisfaction in private hospitals in Nairobi. By prioritising nursing 

staff's well-being, growth, and involvement, hospitals can create environments where nurses 

feel valued, motivated, and fulfilled in their roles, ultimately contributing to better patient 

outcomes and organisational success. 

4.7 Correlation Analysis 

Correlation quantifies the relationship between changes in two variables, and the correlation 

coefficient ranges from -1 to +1. While a positive correlation, defined as numbers closer to +1, 

indicates that when one variable increases the other does that too, in contrast, a negative 
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correlation, with values closer to -1, shows that when one measure increases, the other 

decreases. A correlation value around zero indicates a weak or negligible linear link between 

the variables.  

 

Furthermore, the p-value is utilised to determine whether the correlation coefficient is 

statistically significant. If the p-value is less than preset significance level of 0.05, the 

correlation is considered statistically significant, indicating that the observed association is 

unlikely to arise by coincidence. This relevance increases the reliability of the correlation 

results.  

 

Table 4. 10: Correlation Analysis 

 

Source: Researcher (2024) 
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The study's findings revealed various correlations between aspects of work environment and 

personal goals among nurses in private hospitals in Nairobi. Firstly, the correlation between 

the physical work environment and the psychosocial work environment yielded a coefficient 

of 0.155, indicating a weak positive relationship. However, this correlation did not achieve 

statistical significance, as evidenced by a p-value of 0.173. This implied that the observed 

relationship may be due to chance rather than reflecting a true association. 

Similarly, the correlation between physical work environment and personal variables was 

measured at 0.78, also indicating a weak positive relationship. Nonetheless, the p-value of 

0.494 meant that the correlation was statistically insignificant. Thus, changes in the physical 

work environment did not significantly correlate with personal variables such as individual 

characteristics or goals. 

Lastly, the correlation between psychosocial work environment and personal goals revealed a 

coefficient of 0.175, signifying another weak positive relationship. However, with a p-value of 

0.123, this correlation also didn’t reach statistical significance at the 0.05 level. 

Overall, while this study highlighted a positive trend between these variables, the correlations 

observed were weak and statistically insignificant in influencing nurses' job satisfaction in 

Nairobi's private hospitals. This suggests that factors beyond the physical and psychosocial 

work environments and personal-organizational goals variables may play more significant 

roles in determining job satisfaction of nurses in private hospital settings in Nairobi. 

In reflection, these findings align with Herzberg's Two-Factor Theory (Herzberg et al., 1959), 

which distinguishes between hygiene factors (e.g., the physical work environment) and 

motivator factors (e.g., psychosocial aspects and personal achievements). According to the 

theory, hygiene factors may prevent dissatisfaction but do not necessarily enhance job 
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satisfaction, which is primarily driven by motivators. The weak correlations observed in this 

study suggest that the physical and psychosocial work environments, as well as personal 

variables, may operate largely independently in influencing job satisfaction. This supports the 

Two-Factor Theory's proposition that improvements in hygiene factors alone might not lead to 

significant increases in satisfaction unless accompanied by enhanced motivator factors. 

4.8 Chapter Summary 

The study sought to determine how Nairobi's private hospitals' work environments affected the 

job satisfaction of their nurses. A comprehensive overview of the results pertaining to the 

specific objectives was provided under this chapter.  
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CHAPTER FIVE 

SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction  

The chapter contains a comprehensive summary of key research findings, discussions, 

conclusions and recommendations regarding the effects of work environment on nurses' job 

satisfaction in private hospitals in Nairobi, Kenya. 

 

5.2 Summary of the Findings   

Under this section, the key research findings are summarised in alignment with the study 

objectives. Demographic data reveals that 72.2% of frontline nurses and Nurse Managers at 

Metropolitan Hospital Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s Hospital 

are female, while 27.8% are male. This predominance of female respondents reflects the global 

trend of nursing being a female-dominated profession, which is similarly observed in Kenya. 

Cultural expectations and social norms often direct women toward caregiving roles, including 

nursing, contributing to their higher representation in the field. In terms of age, 40% of 

respondents fall within the 20-29 age bracket, while only 1% are aged 60 or over. Marital status 

results indicate that 59% of the nurses and Nurse Managers are single, which may be related to 

career mobility and aspirations. 

 

Regarding educational qualifications, 50% of the respondents had attained a diploma in nursing 

and midwifery. Results also established the length of service among respondents, with 41% 

having worked at the facilities for less than two years, 31% between two to five years, and 27% 

for over five years. Income levels show that most respondents (32%) earn between 50,000 and 

59,000, while the lowest income bracket (18%) falls between 40,000 and 49,000. This suggests 

that all respondents have a certain level of income. 
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The first objective assessed the effect of physical work environment on nurses' job satisfaction. 

Findings indicated a strong agreement among respondents, with an average score of 4.24, 

suggesting that they perceive physical work environment as positively influencing their job 

satisfaction. Qualitative insights emphasized the need to optimize this environment, with 

factors like comfortable workspaces, adequate equipment, and safety measures highlighted as 

critical to their satisfaction. The study also found that 91% of respondents reported good 

relationships with their peers, while 67% expressed comfort with their workload. 

 

The second objective examined how psychosocial work factors affected job satisfaction. 

Nurses at the three hospitals reported a moderate agreement on statements related to the 

psychosocial work environment, with an average score of 3.22. The qualitative analysis 

revealed that psychological and social factors such as stress, autonomy, support, and career 

development significantly influenced their job satisfaction. Notably, 91% of respondents 

enjoyed interacting with patients daily. 

 

The final objective explored the interaction between organizational and personal goals and its 

influence on job satisfaction. Findings showed strong agreement with personal organizational 

goals, indicated by an average score of 3.44. However, respondents noted conflicts between 

individual values and organizational policies, which at times did not align with their ethical 

beliefs. This misalignment created challenges in prioritizing patient care. Furthermore, 57% of 

respondents indicated an intention to leave their positions, while 21% did not intend to leave, 

and 20% were unsure. 

 

The analysis revealed there was a weak positive correlation between physical work 

environment and psychosocial work environment, whereby the coefficient was 0.155 and a p-
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value of 0.173, showing a statistical insignificance. Similarly, weak positive but insignificant 

correlations were found between the physical work environment and personal-organizational 

goals, as well as between psychosocial work environment and personal-organizational goals. 

Results implied that there are complex dynamics between the work environment, personal 

values, and job satisfaction among nurses in private hospitals in Nairobi. 

 

5.3 Discussion of Findings 

The study conducted among frontline nurses and Nurse Managers in Metropolitan Hospital 

Nairobi, Nairobi Women’s Hospital, and Gertrude Children’s Hospital showed a strong 

relationship between physical work environment and nurses’ job satisfaction, which is 

consistent with findings by Chowdhury (2019) that highlighted the critical role of factors such 

as equipment quality, office layout, lighting, and noise levels in determining employee 

satisfaction. Physical work conditions have been shown to influence overall satisfaction and 

exert specific effects on cognitive performance and mood. For example, noise adversely affects 

cognitive performance during task execution (Agbozo et al., 2017), while exposure to natural 

light is associated with lower stress levels and enhanced job satisfaction (Öztürk, 2017). 

 

In addition to physical factors, the psychosocial work environment plays a pivotal role in 

shaping job satisfaction. Positive relationships between management and staff, strong 

workplace values, and effective communication have been identified as essential components 

of a supportive work climate. Kaddourah et al. (2013) argued that clear communication 

between superiors and subordinates facilitates a better understanding of expectations and 

responsibilities, thereby fostering a more positive work environment and enhancing job 

satisfaction. 
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Furthermore, the alignment of personal and organizational goals emerges as a significant factor 

in promoting both motivation and satisfaction. Lee et al. (2016) reported that when employees 

perceive their work as contributing to personal growth and organizational success, motivation 

increases. This perspective is further supported by Panahi et al. (2016), who emphasized the 

importance of individual goals and values in shaping work preferences and overall satisfaction. 

 

These findings can be interpreted through the lens of the theoretical frameworks presented in 

this study. Maslow’s Hierarchy of Needs (Hopper, 2019; Fallatah & Syed, 2018) suggests that 

the physical work environment addresses fundamental physiological and safety requirements, 

which must be met before higher-order needs such as esteem and self-actualization can be 

pursued. The Job Characteristics Model (Hackman & Oldham, 1974, 1975; Taylor, 2015) 

elucidates how dimensions such as task identity, autonomy, and feedback contribute to the 

meaningfulness of work, thereby enhancing job satisfaction. Notably, Herzberg’s Two-Factor 

(Motivator-Hygiene) Theory (Herzberg et al., 1959; Alshmemri et al., 2017; Sanjeev & Surya, 

2016) provides a nuanced explanation: physical work conditions serve as hygiene factors that 

prevent dissatisfaction but do not inherently drive satisfaction, which instead relies on intrinsic 

motivators like recognition, personal achievement, and the alignment of personal and 

organizational goals. Therefore, these findings underscore the importance of a holistic work 

environment that addresses both the fundamental needs identified by Maslow, the job design 

principles outlined by Hackman and Oldham, and the dual aspects of satisfaction and 

dissatisfaction described by Herzberg. This integrated perspective offers a richer framework 

for understanding and ultimately enhancing job satisfaction in healthcare settings, providing 

valuable implications for both theory and practice. 
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5.4 Conclusion 

The research on the effect of the work environment on job satisfaction of nurses working in 

private hospitals in Nairobi resulted in several conclusions based on the key findings about the 

effect of various factors on job satisfaction; 

Firstly, physical work environment, which includes facilities, equipment, safety measures, 

workload, and comfort, significantly influence nurses' satisfaction levels. The study concluded 

that these elements indeed played a crucial role in determining job satisfaction in private 

hospitals. 

 

Secondly, the study established that psychosocial work factors such as teamwork, 

communication, recognition, autonomy, and work-life balance strongly influenced job 

satisfaction. The study concluded that psychosocial work environment significantly affected 

nurses' satisfaction in these settings. 

 

Thirdly, the interaction between organizational and personal goals was also examined. 

Hospitals that provided clear career development paths, opportunities for advancement, and 

competitive incentives aligned with nurses' personal aspirations were more successful in 

retaining satisfied nursing staff. Consequently, the study concluded that both organizational 

and personal goals impact job satisfaction. 

 

However, correlation analysis revealed that the relationships between the physical work 

environment, psychosocial work environment variables, and personal-organizational goals 

were weak and statistically insignificant. This indicates that, while these factors individually 

affect job satisfaction, they do not strongly influence each other in a linear manner. 
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5.5 Recommendations 

Prioritising designing ergonomic workspaces to enhance nurses' job satisfaction in private 

hospitals. This involves providing comfortable, adjustable furniture and arranging workstations 

to minimise strain and fatigue during long shifts. Adequate lighting and noise control are 

essential for creating a conducive work environment. Well-lit areas reduce eye strain and 

promote alertness while controlling noise levels can reduce stress and enhance concentration. 

Hospitals should also prioritise safety by implementing proper lifting equipment, clear 

emergency exit routes, and workplace violence prevention to ensure nurses feel secure and 

content in their roles. 

 

Ensure appropriate staffing levels to manage nurses' workload effectively in private hospitals. 

Overburdened nurses are prone to stress, burnout, and decreased job satisfaction. Regularly 

assessing staffing needs, considering patient acuity and case complexity, is crucial. 

Fostering open and transparent communication channels between management, nurses, and 

other healthcare professionals is vital. Regularly obtaining feedback from nurses and 

incorporating their input into decision-making processes boosts job satisfaction and fosters a 

positive work environment. 

 

Lastly, Recognition and appreciation of nurses' hard work are essential. Regular expressions 

of gratitude boost morale and job satisfaction among nursing staff. Acknowledging their efforts 

boosts morale and reinforces the connection between personal achievements and organizational 

success. 
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5.6 Suggestions for Further Research 

While this research acknowledged complaints regarding the necessity of a safe and conducive 

work environment, it did not delve into specific details due to its scope. Therefore, it 

recommends further research focusing on health worker safety, especially in resource-

constrained environments. Such studies can provide valuable insights and recommendations to 

address safety concerns effectively. 
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