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A B S T R A C T 

This study focused on the nexus between job satisfaction, motivation and 

turnover rate of nurses in Kogi State. The sample size of 304 was selected 

from the total population of 1460 staff. All data were analyzed using 

frequency distribution table, descriptive statistics, and correlation matrix. 

Finding shows that motivation correlates with job satisfaction positively; 

the turnover rate of nurses correlates with job satisfaction and motivation 

negatively. Finding further shows that the turnover rate of nurses will lead 

to a proportional decrease in their job satisfaction level and proportional 

reduction in motivation level. It was concluded that a dissatisfied 

employee is expected to leave his/her present job in search of a better and 

more challenging one. It was recommended that the job satisfaction of 

nurses should be pursued to enhance their motivation regarding the kind 

of jobs they do. 

 

Keywords: 

should include 4-6 key words that 

summarize the contents of the 

paper /Times New Roman, Italic, 

10/ 

1. INTRODUCTION 

Job satisfaction in the Kogi State appears to be a long-standing unaddressed problem among nurses. It 

is empirically observed that the turnover of nurses in hospitals is associated with little to no job 

satisfaction from staff (Lee and Liu, 2007; Malik, Danish and Munir, 2012). Furthermore, Odembo 

(2013) described the impact of turnover to also include the complete collapse of performance, 

understanding, expertise, connection, and the time and resources it took to train the nurses. Hospitals 

have been facing difficulties of goal achievement in the organizational process for some years now. It 

is assumed that nurses ' level of job satisfaction is closely linked to this background. There is no doubt 

that work discontent and nurses ' turnover can impact the accomplishment of superior results, 

especially that of the vital workforce. Alemshet, Leja, Alima, Challi and Morankar (2011) also stated 

that health workers' satisfaction was interwoven with their motivation. They also said that greater job 

satisfaction can ascertain superior nurse efficiency and higher patient satisfaction levels. This implies 

that there is a tendency that job satisfaction of nurses can correlate with their motivation and 

satisfaction of patients of hospitals in Kogi State. 

Several variables can increase the satisfaction of nurses with the job, according to Ayamolowo, 

Irinoye and Oladoyin (2013). This research defines insufficient and irregular salaries as part of nurses' 

job satisfaction in Kogi State. Ayamolowo et al. (2013) stated that 'the availability of superior and 

advanced facilities for work and the increase / prompt payment of wages are the most prominent 
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elements in the work setting perceived by nurses to be able to increase their job satisfaction’. Other 

variables include improving opportunities for more education/sponsored workshop/seminars, 

encouraging practice standards and secure workplaces and health workers ' safety (Ayamolowo et al., 

2013). These work factors in organizations are discovered to increase work satisfaction 

(O'Biren–Pallas, 2010; WHO, 2010; Jayasuriya, Whittaker, Halim and Matineau, 2012). Based on the 

literature reviewed, it appears that studies have not been conducted in Kogi State to provide a solution 

to the above-mentioned issues. This research bridged the gap in this context. Thus, the study's main 

objective is to explore the nexus between job satisfaction, motivation and turnover rate of nurses in 

the Healthcare Sector of Kogi State. 

2. CONCEPTUAL LITERATURE 

Based on the subject matter, three significant concepts (job satisfaction, motivation and turnover rate 

of nurses) drive this study. Meanwhile, several literature on job satisfaction and performance has been 

published (Okeke, 2010; Malik et al., 2012 ; Odembo, 2013 ; Khan and Aleem, 2014). Other studies 

also connect job satisfaction to staff turnover and achievement (Dole and Schroeder, 2001; Lee and 

Liu, 2007; Babatunde and Laoye, 2011; Khan and Aleem, 2014; Nyaga, 2015). Job satisfaction among 

nurses in the healthcare industry in Kogi State's Eastern Senatorial District is a modern phenomenon. 

However, social science researchers have concentrated on the process of job satisfaction development 

through conceptual framework design.  

According to Hoffman-Miller (2013), job satisfaction is how pleased you are with your work, hence 

the desire of a nurse to perform at the best rate. An individual may be satisfied with one or more parts 

of his/her work but maybe dissatisfied with other work-related stuff at the same moment. This might 

have resulted to Locke's (1976) concept that job satisfaction is a pleasant or positive psychological 

state arising from the assessment of one's work experience. It has usually been acknowledged by 

Robbins and Judge (2007) as a multifaceted structure that incorporates staff emotions about a 

multitude of both inherent and external work components. George et al. (2008) pointed out that it is 

the compilation of people's feelings and opinions about their present work. Robbins (2004) noted that 

people with elevated job satisfaction have favorable attitudes to their jobs, while people who are 

unhappy have adverse attitudes to their jobs. Based on different opinions and attempts to offer usually 

suitable definitions, Aziri (2011) says that there is no consensus on what job satisfaction is or what it 

reflects; but the scope and significance of the job need to be considered. Ramadhani (2014) said that 

favorable attitudes towards the workplace imply job satisfaction. According to Armstrong (2006), 

adverse and unfavorable reactions towards the job also show work discontent. With his/her work, an 

unhappy nurse is likely to participate in a turnover.  

Nurses' turnover includes the amount or proportion of nurses who leave their jobs and are being 

substituted by fresh staff. Measuring the turnover of nurses can be useful for employers who want to 

explore turnover motives or approximate the cost-to-hire for budget considerations. Abassi et al. (2000) 

added that turnover is the rotation of health care nurses; between clinics, jobs and jobs ; and between 

employment and unemployment states. Ongori (2007) also pointed out that managers refer to turnover 

as the entire process connected with filling a vacancy: a fresh nurse must be employed and educated 

each time a job is relinquished, either willingly or unwillingly. As Lambert et al. (2001) noted, 

academics theorize that turnover can be projected using extensive job satisfaction criteria; otherwise, 

low turnover is connected with elevated job satisfaction. Mosadeghrad, Ferlie and Rosenberg (2008) 

also discovered a powerful causal relationship of turnover with job satisfaction. Research also 

demonstrates that intentions moderate the direct link between job satisfaction and genuine nurse 
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turnover. Schwepker (2001) observed that in dozens of research investigating departure intentions and 

real departure behavior, beneficial and statistically significant relationships were reported. A study by 

MacIntosh and Doherty (2010) revealed that intention to leave a hospital was heavily affected by job 

satisfaction. The intention to leave a job is, in certain expressions, an instant catalyst to genuinely 

leave. For this reason, many researchers regarded turnover intention. Turnover intention is described 

as the intention of a nurse to find a fresh job in the healthcare industry with another hospital. It is 

widely recognized that job satisfaction and the intention of employee turnover is inverted.  

2.1 Job Satisfaction, Motivation, Nurse’s Turnover and performance: The Nexus 

Job satisfaction is found to be inversely proportional to nurses' turnover intention, and low hospital 

turnover has also been shown to boost overall public sector efficiency in past research. Job satisfaction 

is one of the variables contributing to the intention of people to leave their jobs (Moore, 2002); and as 

such, understanding the factors that mediate the connection between job stress and turnover intention is 

essential for the view of both managers and individuals. In other words, some of the variables affecting 

job satisfaction can also lead to a turnover of employees. These realistic variables were noted to induce 

the drive to comprehend and explain job satisfaction, as they could implicitly impact turnover. 

According to Redmond (2016), there is a lengthy and contentious history in the connection between 

work satisfaction and work performance. Job satisfaction itself is considered controversial as nurses ' 

emotions are usually uncertain with distinct reward. Loscocco (1989) said that each worker has that 

same order of precedence as to what he or she is looking for from the job. The importance of the 

individual's financial motivation (extrinsic), as well as inherent work reward, is usually thought. Some 

nurses may accentuate both kinds of benefits, some may attach little importance to either, and others 

may accentuate one sort and stress. Intrinsic satisfaction can refer to work duties and job content such as 

variation, independence, use of skills, self-fulfillment, and actualization-growth. Simultaneously, 

Buitendach and Witte (2005) assert that extrinsic motivation relates to several other variables such as 

pay, co-workers and working circumstances.  

Redmond (2016), however, claimed that there is a nexus between job satisfaction and job performance; 

and that it is not as powerful as one would like to think. Factors such as work structure or financial 

circumstances can be ascribed to the weak nexus. Jones ' (2006) research stated a favorable but very 

weak nexus between job satisfaction and job performance. The research undertaken by Abdullah, Bilau, 

Enegbuma, Ajagbe and Ali (2011) also discovered that the general job satisfaction and job performance 

have a favorable nexus. Similarly, positive link between job satisfaction and performance was 

discovered by some researchers (Chan, Gee and Steiner, 2000; Ellinger, Ellinger, Yang and Howton, 

2002; Latif et al., 2015; Mafini and Pooe, 2013). There was no statistically significant correlation 

between these two variables found by some other researchers (Daily and Near, 2000; Mohr and Puck, 

2007). Bakotić (2016)'s latest research discovered that job satisfaction ascertains the performance of the 

employees. 

A financial pullback is an evident factor influencing turnover, for which unsatisfied nurses might not 

have other job opportunities. On the other side, for individual reasons such as disease or resettlement, 

a satisfied nurse may be compelled to leave his or her position. In addition, if an individual has poor 

satisfaction, he or she is more probable to actively look for another job; whereas an individual who is 

happy with his or her job is less probable to be searching for work. Meanwhile, the assumption that 

job satisfaction influences organizational efficiency has been endorsed by literature and empirical 

research. It seems that nurse turnover that is critical to hospitals' achievement may force its efficiency 

(quality service delivery) to drop. Nevertheless, Lee’s (2017) research discovered that 'involuntary 



 Alabi., et al. (2019) 
 

 

turnover' has a linear and positive nexus with the performance of the employee. Unintentional 

turnover is noted in Nigeria during the period 2016 to 2017, when businesses experienced an 

economic recession. 

3. MATERIALS AND METHODS 

The study embraced the technique of research survey. The population of study was based on nurses in 

the Kogi State Health Sector. Though, it is noted that currently there is lack of accurate record on the 

population or the staff strength of nurse in the Kogi State Health Sector. The table I below shows the 

government owned hospitals across all Local Government Area of Kogi State.  

Table 1: Health Facilities in Kogi State 

S/N LGA FEDERAL STATE LGA TOTAL 

Tertiary Secondary PHC 

1 Adavi  2 16 18 

2 Ajaokuta  1 26 27 

3 Ankpa  1 62 63 

4 Bassa  2 95 97 

5 Dekina  7 100 107 

6 Ibaji  3 63 66 

7 Idah  1 33 34 

8 Igalamela Odolu  2 54 56 

9 Ijumu  5 29 34 

10 Kabba/Bunu  2 35 37 

11 Kogi  1 31 32 

12 Lokoja 1 7 26 34 

13 Mopamuro  1 17 18 

14 Ofu  4 52 56 

15 Ogorimagongo  1 10 11 

16 Okehi  1 19 20 

17 Okene  2 19 21 

18 Olamaboro  2 64 66 

19 Omala  1 35 36 

20 Yagba East  2 31 33 

21 Yagba West  2 16 18 

 Total 1 50 833 884 

Source: Kogi State Strategic Health Development Plan (2010-2015)This study considered the staff 

strength (1460) as stated by the Kogi State Ministry of Health (2015). 

The researchers adopted multi-sampling technique to choose the samples in stages. In a comparable 

research, Asikhia and Awolusi (2015) effectively embraced this. The researchers stratified the Kogi 

State Healthcare Organizations into two in the first phase, namely: urban and rural. Job satisfaction is 

a severe problem that has been raised in Kogi State based on interaction or debate. Pproportional 

stratified sampling method was employed to allocate sub-samples to Hospitals. Based on common 

features, the participants were chosen. The sample size is essential for a clear comprehension of the 

population concerned. Therefore, given the total population to be 1460 staff, the researcher adopted 

Sallant and Dillman’s (1997) method for the finite population. The formula is stated below: 
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Where: 

Ns= completed sample size required 

Np= Sample population 

P= proportion expected to answer in a certain way (50% or 0.5 is most conservative) 

B= acceptable level of sampling error (0.05 = +5%; 0.03 = + 3%) 

C= Z statistic associated with the confidence interval (1.960=95% confidence level) 

Therefore; 

 
Where: 

Ns= 304.3000066 (Approx. 304) 

Np= 1460 

P= 50% or 0.5  

B= 0.05 or +5% 

C= 1.960   

The researcher used the Cronbach alpha coefficient to establish the reliability of the instrument. The 

degree of relatedness of the individual items in scale (Rosnow and Rosenthal, 1996) is the internal 

consistency of an evaluation instrument, which is reflected as a Cronbach alpha coefficient. For this 

research, the alpha coefficients of Cronbach were run using SPSS version 20. 

Table 2:  Test of Reliability 

Constructs Mean Cronbach's Alpha No of Items 

Job Satisfaction 2.842 .708 6 

Nurse Turnover 3.037 .780 4 

Motivation 2.836 .741 3 

Performance 3.122 .758 6 

Source: Field Survey (2019) 

The Cronbach alpha coefficient has a range of 0-1, where 0 indicates no internal consistency and 1 

indicates the maximum internal consistency (Terre, Blanche and Durrheim, 1999). Table 2 shows the 

Cronbach alpha coefficient for job satisfaction (0.708); turnover (0.780); motivation (0.741); and 

performance (0.758). The reliability of all the tests is found satisfactory. The critical point upon which 

decision of reliability is based is 0.75 or 75%. Terre et al. (1999) noted that the acceptable level for 

the Cronbach alpha depends on what is being measured, with the general rule of thumb being 0.75. 

Data were analyzed using frequency distribution table and correlation matrix. 

4. RESULTS 

Table 3: Questionnaire Administration 

Questionnaire Frequency Percentage 

Returned 275 90.46 

Unreturned 29 9.54 

Total Administered 304 100 

Source: Field Survey, 2019 
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Table 3 shows the questionnaires administered in the study area. It is observed that the total of 304 

questionnaires (100%) were administered. 275 questionnaires (90.46%) were returned while 29 

questionnaires (9.54%) were not returned. On this note, the study based analysis on the returned 

questionnaires.  

Table 4: Age range of respondents 

Responses Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Less than 20 years 39 14.2 14.2 14.2 

20-29 years 67 24.4 24.4 38.5 

30-39 years 82 29.8 29.8 68.4 

40-49 years 51 18.5 18.5 86.9 

50 years and above 36 13.1 13.1 100.0 

Total 275 100.0 100.0  

Source: Field Survey, 2019 

Table 4 shows the age range of respondents. It is observed from the table that 39 respondents (14.2%) 

were below 20 years; 67 respondents (24.4%) were within the age range of 20 to 29 years; 82 

respondents (29.8%) were within the age range of 30 to 39 years; 51 respondents (18.5%) were within 

the age range of 40 to 49 years; and 36 respondents (13.1%) were above 50 years. The implication of 

this is that majority of the nurses in the study area at the present time of the survey were 30 to 39 

years. 

Table 5: Marital status of respondents 

Responses Frequency Percent Valid Percent Cumulative 

Percent 

Valid Married 75 27.3 27.3 27.3 

Single 84 30.5 30.5 57.8 

Widow 64 23.3 23.3 81.1 

Divorce 52 18.9 18.9 100.0 

Total 275 100.0 100.0  

Source: Field Survey, 2019 

Table 5 shows the marital status of respondents. It is observed from the table that 75 respondents 

(27.3%) were married; 84 respondents (30.5%) were single; 64 respondents (23.3%) were widow; and 

52 respondents (18.9%) were divorcee. The implication of this is that most nurses at the present time 

of the survey were single. 

Table 6 shows the educational qualification of respondents. It is observed that 29 respondents (10.5%) 

were holders of primary school leaving certificate; 77 respondents (28.0%) were holders of secondary 

school certificate; 76 respondents (27.6%) were holders of diploma certificate or its equivalence; 31 

respondents (11.3%) were holders of Bachelor of Science or Higher National Diploma certificate; 34 

respondents (12.4%) were holders of master degree certificate or its equivalence; and 28 respondents 

(10.2%) were holders of Doctor of Philosophy certificate. This shows that the majority of nurses in 

the study area were secondary school certificate holder. 
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Table 6: Educational qualification of respondents 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid PSLC 29 10.5 10.5 10.5 

SSCE 77 28.0 28.0 38.5 

Diploma/Equivalence 76 27.6 27.6 66.2 

B.Sc/HND 31 11.3 11.3 77.5 

Master/Equivalence 34 12.4 12.4 89.8 

Phd/Equivalence 28 10.2 10.2 100.0 

Total 275 100.0 100.0  

Source: Field Survey, 2019 

Table 7a: Descriptive Statistics on job satisfaction, motivation and turnover rate 

Variables Mean Std. Deviation N 

Nurse Turnover 3.1527 1.31746 275 

Job Satisfaction 2.8945 1.23504 275 

Motivation 2.7418 1.24201 275 

Source: Field Survey (2019) 

Table 7a shows that nurse turnover, job satisfaction and motivation are critical concepts in the 

healthcare sector in the Eastern Senatorial District of Kogi State. Turnover is observed the most 

eminent among others. The turnover has the highest mean score of  3.1527 with the standard 

deviation of 1.31746; indicating that the data is not as closely spread around the mean as job 

satisfaction (mean=  2.8945; standard deviation= 1.23504) and motivation (mean=  2.7418; 

standard deviation= 1.24201). 

Table 7b: Correlations of the measures 

 Variables 1 2 3 

1 Job Satisfaction 1   

2 Motivation .418
**

 .1  

3 Nurse Turnover Rate -.107* -.074* 1 

Source: Field Survey (2019) Note: **Significant at 0.001; * Significant at 0.005 

Table 7b shows the correlation among job satisfaction, motivation and turnover rate. Motivation 

correlates with job satisfaction positively (given R = 0.418). This is observed to be meaningful 

because it indirectly shows the likelihood of contribution to performance of nurse in the Healthcare 

Sector of Kogi State. The simple meaning of the result is that 41.8% change in motivation will bring 

about proportional change in job satisfaction of nurses in the Healthcare Sector in Kogi State. 

Turnover rate of nurses correlates with job satisfaction (given R = -0.107) and motivation (given R = 

-0. 074) negatively. For instance, 10.7% increase in turnover rate of nurses will lead to proportional 

decrease in their job satisfaction level. Also, 7.4% increase in turnover rate of nurses will lead to 

proportional decrease in their motivation level. Importantly, the correlation among motivation, job 

satisfaction and turnover rate of nurses is significant and plausible. The correlation matrix shows that 

the data has no missing value.  
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5. DISCUSSIONS 

The respondents with age 30 to 39 form the majority. Majority of respondents were single, and this 

aligns with the finding of Asuquo et al. (2016) as well. It becomes evident, by implication, that 

majority of nurses in the Healthcare Sector of Kogi State are single. The descriptive statistics result 

shows that many of the nurses are secondary school certificate holders. These demographic factors are 

believed to have implications on the job satisfaction of nurses in the Healthcare Sector in Kogi State. 

For instance, nurses with active or youthful age are likely to be dissatisfied with their jobs having 

observed the disappearance of some motivators in the workplace. In another way, nurses with a lower 

level of education are probably the majority in the junior cadre. They are likely to increase mobility or 

engage in turnover in search of jobs that can give them better satisfaction. 

The finding shows that a significant relationship exists between job satisfaction, motivation and 

turnover rate. Motivation correlates with job satisfaction positively. This may mean that a highly 

motivated employee is a highly satisfied employee. The empirical result shows that nurses who are 

41.8 per cent motivated are as well 41.8 per cent satisfied with their jobs. Empirical verification 

shows that the turnover rate of nurses correlates with job satisfaction and motivation negatively. This 

finding supports the position of Moore (2002) that job satisfaction is one of the factors that contribute to 

people’s intention to quit their jobs. This is an indication that turnover rate of nurses victimizes the 

healthcare sector in Kogi State. No wonder Nyaga (2015) asserted that nurse turnover victimizes 

organizations.   

6. CONCLUSIONS AND RECOMMENDATIONS 

A dissatisfied employee is expected to leave his/her present job in search of a better and more 

challenging one. The job satisfaction of nurses in the Healthcare Sector of Kogi State was empirically 

proven to correlate with motivation and nurse turnover rate. This study proves that the nurse turnover 

rate negatively relates to job satisfaction and motivation. Job satisfaction and motivation are 

empirically verified as a close associate. The empirical investigation provides evidence that job 

satisfaction relates to the motivation of nurses in the Healthcare Sector of Kogi State. An employee 

who is satisfied with his or her job is believed to be highly motivated.  

However, the implication of the empirical finding of this study has shown that nurse turnover has an 

indirect link with the job of nurses. Those employees who are still on the job maintain contact with 

those who have got better jobs. The performance of nurses who have not found job elsewhere may 

dwindle whenever they are informed that their colleagues who left for jobs elsewhere witness 

abundance of the favorable factors.  

Based on the findings of the study, it is recommended that the satisfaction of nurses should be pursued 

to enhance their motivation regarding the kind of jobs they do. Management can address this by 

investigating what can actually turn their employees on. Preferably, factors that are negative should be 

minimized and factors that are positive should be maximized to strike a desirable link between job 

satisfaction and motivation of nurses in the Healthcare Sector of Kogi State. Meanwhile, turnover rate 

of nurses should be addressed to job satisfaction and motivation of nurses in the Healthcare Sector of 

Kogi State.   
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