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ABSTRACT

Theincreasing rate of turnover of health professionals especially nursesin Ghana
isa cause for concern and worry in the country. The high turnover rate of nurses
has negative bearing on health care delivery in the country. Against this
backdrop, one wonders whether the high rate of turnover of nursesis dueto low
job satisfaction resulting fromtheir work environment or not. This survey therefore
focused on unravelling the effects of work environment on job satisfaction among
nur ses within the Cape Coast University Hospital, Ghana. To this end, opinions
were elicited from 73 nurses of the said hospital. The census method was used to
include all the nursesin the study’sinstitution. Cross tabulation, Pearson product
moment correlation and multiple regression analysis were used to analyse the
data. Results of the study show among others that there is a strong positive
relationship between nurses’ perception of their work environment and their job
satisfaction. That nurses in the hospital were not satisfied with their job and
their work environment, that nurses’ involvement in decision making,
transparency and team work in their human relations, infrastructural
development, and opportunities for professional development were key factors
that enhance the working conditions of nurses in the study area. Therefore,
management should put in place both intrinsic and extrinsic motivational
packages for nurses to enhance nurses job satisfaction.

Keywords: Technical Environment, Human Environment, Organisational
Environment, Nurses, Job Satisfaction, Work Environment

INTRODUCTION

Job satisfactioniswidely researched and researchersvary intheir definitionsof the concept.
According to Lockeascited in Saani (2012) job satisfaction isapleasurableor positive
emotional stateresulting fromtheappraisal of one'sjob or job experiences. Vroomonthe
other hand defined job satisfaction as an affective orientation on the part of individuals
toward work roleswhich they are presently occupying (Saani, 2012). According toAiken
et al (2002), job satisfaction refersto an employee’ sgeneral attitude towardsthejob or
somedimensionsof it. Job satisfaction thusinvolves how individua sfedl about their job.

Inthe nursing profession, job satisfaction has been found to be positively associated with
anumber of factorssuch asone' sgood fedling about successin handling apatient, positive
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working conditions, timely management feedback and apositivework environment (Smith,
1996). Saani (2012) claims that job satisfaction is achieved when an organisation’s
employeesbecome one with the organi sation and show commitment and determinationin
performing their task to the best of their ability. Saani (2012) believesthat job satisfaction
and performance corre atesand that both are positively influenced by reward. Furthermore,
Saani, Opareand Yarquah (2013) a so describe other factorspertaining towork environment
that have been identified toinfluencejob satisfaction. Theseincludeamanagement regime
that encouragesemployee’ sinvolvement and a so manages stressinthework place. Such
an environment leadsto reducti onsin absenteei sm and health issuesamong employees.

Itisthereforeimportant for management to createawork environment wherethey
can devel op and communi cate performance standardsto their empl oyees. Theemployees
must be rewarded in an unbiased manner according to their achievement, based onvalid
and accurate data. Rewarding fairly thus createsjob sati sfaction through reward equity.
Job sati sfaction basically depends upon two most important factors. Firstly, salary and
then theworking environment, whichincludework culture, nature of work, colleaguesand
so on (Saani, Opareand Yarquah, 2013).

Working inagood environment isa soimportant for ahealthy mind. Anemployee
withavery good pay may not be satisfied with hisor her jobif he or she doesnot find the
working environment to be suitable. Infact, there are peoplewho spend their lifetime
working with the same organi sation because of the satisfaction they derive from the
organisation. On the other hand, some people switch over to other organi sationsin search
of job satisfaction. In such casesthe organi sation al so playsan important role (Flinkman,
Leino-Kilpi and Salanterg, 2010). Job sati sfaction and work environment arevery critical
asfar asthe University of Cape Coast Hospital (UCCH) isconcerned (Opare and Saani,
2014). Thisisbecausethere are seriousissues of lack of satisfaction among the nurses
because of the generd negative perception hedth workerswithintheuniversity havetoward
thework environment and supervisioninthe UCCH.

Ghanalikemany other devel oping countrieslacksadequate resourcesto motivate
and retainitshealthworkers (Aiken et al., 2002). Thedemand for nursesto meet health
carerequirementsisrising in both devel oped and devel oping countries and the Central
Region of Ghanain particular dueto migration of these profess onal sto advanced countries
for greener pastures. According to Aiken et al. (2002), between 1996 and 2002, the
number of nursesin thedevel oping world decreased by 24 per cent asaresult of migration.
Such ahighturnover rate has negative bearing on hedlth careddivery intheregion. Parry
(2008) believesthat the shortage of nursesand itsattendant increasein the workl oads of
theremaining nursing staff negatively impactson the delivery of patient care and decrease
inthelevel of job satisfaction. Thisisaconcernfor health service managers, and callsfor
pragmeétic policiesto reversethetrend. The choice of policy to addressthe problem of
low job satisfaction will critically depend on determining how nurses’ work environment
affectstheir job satisfaction. Although thereisalot of literature on the effect of work
environment onthejob satisfaction of nurses, little hasbeenwritten on thisissuewithinthe
cultural context of Ghana, not to mention UCCH which isone of the hospitalsin the
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Centrd Region of Ghana How thework environment of nurses' affectstheir job satisfaction
remainsaquestionto beexplored. Thischallenge hasnot beenidentified empiricaly inthe
UCCH yet (Opareand Saani, 2014). Thisstudy istherefore undertaken to find answers
totheabovequestion. Theresultsof thisstudy may beused toinform hospital administrators
of thework environmental factorsthat may predict nurse’sjob satisfaction. The study will
aso help hospital officiasin making policiesand decisionsthat will enhancenurses’ job
satisfaction and ultimately increaseretention and their output. Thiswill havethe effect of
reducing nurse shortageinthe UCCH andinthenation at large. The purpose of thisstudy
thereforeisto exploretherelationship between work environment as perceived by nurses
and job satisfaction among nursesin the UCCH. Based onthis, thefollowing questions
wereraised.
1. Towhat extent arenursesin the University of Cape Coast Hospital satisfied with
their jobs?
2. Towhat extent do nursesat the University of Cape Coast Hospital perceivethat
they work inacongenia environment?

3. To what extent do nurses perceive that their work environment and their job
satisfaction arerelated?

4, What isthe effect of thework environment as perceived by nurseson nurses' job
satigfaction?

Job Satisfaction

Eventhough auniversal definition of job satisfaction could not befoundintheliterature, a
commondlity among thedefinitionsseemsto bethat job satisfactionisan emotiona response
towork. Job satisfaction reflects positivework-related emotions, whilejob dissatisfaction
reflects negative emotions. Job satisfaction isimportant to individuas, organisationsand
society sincehighjob satisfactionlevel scan beviewed ashedthindicators. Job satisfaction
isoneof themicro aspectsof the macro concept of satisfactionwith life. Job satisfaction,
viewed as one of the outcomes of organisational operations, can be areflection of
effectivenessand efficiency (Barlin and Frone, 2002). Organisationsinfluenceindividuas

life satisfaction viajob satisfaction, whichinturn contributesto thewell-being of society.
Thestudy of job satisfaction isanchored on three basi c theoretical frameworksknown as
content theories, processtheories, and Stuation modes. Content theoristssuch asmotivator-
hygienetheoriesbdlievethat need fulfillment leadsto job sati sfaction while processtheorigts
find explanationsfor job satisfaction throughinvestigating theinteraction of expectancies,
valuesand needs (Gruneberg ascited in Saani, 2012). Saani (2012) further commends
that Stuationa theoristsal o agreethat job satisfaction isinfluenced through theinteraction
of individual, job and organisationd variables. Thenursing professiona work environment
isamultidimensional phenomenon, which includesmany el ementsthat enablenursesto
practicewith asenseof contribution and professiond satisfaction. According to Estabrooks
etal. (2002), the professiona practice environment of nursesmust possesscharacteristics
that allow themto providethe quality of careaspired by the profession. In2002, Aiken et
al. found arel ationship between nurse staffing and patient death and nurses' burnout and
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job dissatisfaction. Whileit may not be surprising that the nurses’ work environment is
related to patient safety (Aiken et al. 2002), the study al so emphasi seson the opportunity
to haveapositiveimpact on patient safety whileimproving working conditionsfor nurses.
Hedthy work environmentsareempirically linked to patient satisfaction, employeeretention,
reduced turnover, increased attraction, job satisfaction and lower degree of job stressand
burnout among nurses (O’ Brien-Pallas, Duffield and Hayes, 2006). Moreand morenurses
report that their ability to deliver quality careiseither hindered or supported by their
working conditions. Hegyevary and Hausman (2000) have also find that the work
environment affects nurses sati sfaction and turnover. Job satisfaction of nursesaccording
to Hegyevary and Hausman (2000), depends upon providing an environment that
encourages adequate use of their abilities. Theavailability of protective materialsand
functional equipment to safeguard nursesfrom unnecessary accidents, aswell asthe
implementation of structuresand processesto help nursesimprovetheir personal safety
skillsand provide support for victimsof workplace violence will help contributeto asafer
environment for nursesin the public health care setting. Similarly researchidentifiesnew
variablesthat influence nursesjob satisfaction such asenvironment and job settings.

Job satisfaction can be described asamatch between what individua sperceived
they needed and what rewardsthey perceived they recelved from their jobs. Job satisfaction
has been found to berelated to performance within thework setting (L anderwead and
Boumans, 1988). Using syntheses of research results, Kangas (1999) examinesvariables
affecting nurses’ job satisfaction from 38 previous studies. Theresultsindicated that job
satisfaction of nurses correl ated with prestige or job status, independencein decision-
making, control over practice, and perceived socia support. Additionally, thefactors of
sdary andinterpersond relationshipshad substantialy increased, whilejob stresscontinued
to correlate negatively with nurses’ job satisfaction. Numerousfactorsinfluencejob
satisfaction, including: clinica duty and typeof work, nursing caredelivery model, degree
of professionalism, organisational climate, supervision and interpersonal relationships,
autonomy, repetition of duties, the nature of tasksto be performed and job outcomes.
Also in an environment where nurses are understaffed they are not ableto give each
patient thetime and attention that they deserve. Studies have shown that under-staffing has
led to negative outcomesfor patients (Berens, 2000). Research hasa so found that patients
aremorelikely to have positive outcomesinfacilitieswith higher ratiosof nurseswho have
baccalaureate or higher degrees (Aiken et al., 2002). These positiveoutcomesarelikely
tolead to higher patient sati sfaction and therefore higher nurse satisfaction.

Satisfied nursesaremorelikely to stay not only inthefield of nursing, but inthe
organisationinwhichthey aresatisfied. A rangeof findingshasbeenreportedintheliterature
on health care and nursing. Cavangh (1992) reportsthat arange of factorsincluding
participationin decison making, education and opportunity for advancement contributeto
nurses’ job satisfaction. Salary wasnot found to be statistically significant. Kuokkanen,
Leino-Kilpi and Katgjisto (2003) note that an organisational climate which fosters
responsi bility, warmth and support contribute to high level of job satisfaction among
employees. Although international researchersvary intheir specific findings, thegenera
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conclusion seem to support asentiment of growing dissati sfaction experienced by nurses
around the world. Key dissatisfiers were found to include non-supportive work
environments and increased workloads while important predictors of nurses work
satisfactionincluded autonomy, work content, professional devel opment and recognition
and rel ationshipswith co-workersand peers (Saani, 2012). Thesefindings suggest that
managers need to be aware of the different facets of job satisfaction so that effective
policiesand strategies may be put in place to address problem areas. The conceptual
framework for thisstudy took into consideration al possiblefactorsfromtheliteratureand
from observationsto derive the dependent and independent variablesfor analysis. The
dependent variableisnurses' job satisfaction whilework environment which comprises
technical, human and organisational environments constitute theindependent variables.
The conceptual framework isillustrated inthe Figure 1. Work environment in general
comprisesthetechnical, human and organisationa environments. The study also agrees
that thework environments of nursesin the university influencetheir job satisfaction
sgnificantly. Thegenerd argumentisthat if thework environmentssuch astechnical, human
and organisational environments of the university are perceived positively asexpected,
nurseswithinthe UCCH will besignificantly satisfied with their job.

Technical Environment >
-
-
© ) Nurses Job
€ | Human Environment > I
= > Satisfaction
= -
5 | Organisational
<< | Environment >
o
=

Figure1: Conceptua framework for examining the effects of work environment on job satisfaction
among nurses in the University of Cape Coast Hospital, Ghana.

METHOD
Theresearch design employed inthisstudy wassurvey. Thedesignwas appropriate because
thisstudy elicited opinionsof nurseson their work environment and their job satisfaction.
The study also sought to expl ore the rel ationshi p between work environment and job
satisfaction. The accessible population for thisstudy wasall the 78 nurses at the UCCH.
Dueto the small number of nursesinthe UCCH, the census method was seen asthe most
appropriate and feasible method to use. The censusagain was necessary since nurses of
the UCCH werequitedifferent from each other because some of them aregeneral nurses;
othersaremidwives, nurs ng officersand so on. According to Cohen, Manionand Morrison
(2007), itisalways appropriate to use the census method in such studiessincewhen the
populationissmall and variable, any sample drawn would not be representative of the
population fromwhich it isdrawn. At the end of data collection procedure, 73 nurses
made up of 27 males (37.0%) and 46 femal es (63.0%) were captured for the study. Self
design questionnairewas used to collect datafor thisstudy. Thequestionnairewasdivided
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into three sections, A, B and C. Section A dealt with the background information of the
respondents. The background information covered included gender, marital status, age,
educationa qualification and work experience. Section B measured the satisfaction of
nurseswith their work environment with 16 itemson afive-point Likert scale. Section C
messured thelevel of job satisfaction with statementswhich needed to berated from one
tofive, where onerepresentstheleast agreement to theissueswhilefive representsthe
strongest agreement to theissues. The questionnairewas pilot-tested in March, 2014, on
asampleof 18 nursesfrom the Regional Hospital, Cape Coast. Thequestionnaireresults
weretested for their internal consstency using Cronbach’sdphawithardiability coefficient
of 0.86. Thisaccording to Ma hotraand Birks (2007) ishigh and satisfactory.

The datacollection wasdone by theresearchers. Thisenabled theresearchersto
clarify questionswhich the respondents were not clear with. Before approaching the
respondents, permission was sought from the administrator of the UCCH tofacilitate data
collection at the hospitals. A period of onemonth wasused to collect thedata. Not al the
targeted popul ation was met on the day of visit and that demanded aconsiderablelength
of timeto reach the sti pul ated number of respondents. Thedatacollected werefirst grouped
for editing. After theediting, they were coded using numerical valuesfor thevarigbleview
of the Statistical Product and Service SolutionsVersion 19.0. After this, the datawere
inputted into the dataview to complete the keying process. After these were donewith,
they weretransformed into tables and extracted for the presentation and discussioninthe
subsequent section of thisstudy. Basically, Satigtica toolssuch ascrosstabulation, frequency,
percentage, Pearson product moment correlation and multiple regression analysiswere
used to analysethe data.

RESULTSAND DISCUSSION

Job Satisfaction of Nursesin the University of Cape Coast Hospital: Asshown on
table 1, mgjority of the nursesweredissatisfied with their job inthe hospital. Thenurses
werefurther asked to indicate someof thethingsabout their job that they werenot satisfied
with. Most of them indicated in order of importancethat they are not satisfied with their
work schedule, amount offered on vacation time/sick leave, salary, recognition for work
accomplished, rel ationshipswith supervisors, variety of job responsibilities, and degree of
independence associated with oneswork roles. Thefindingsare cons stent with the comment
of Saani (2012) who positsthat genera conclusionsfrom many researchers seem to support
asentiment of growing dissati sfaction such as non-supportive work environments and
increased workloads experienced by nursesaround theworld. The second objective of
thestudy sought toinvestigatethenurses' perceptionsabout thefacility they found themsdves
in. A closed-ended item was used to dlicit the dataon theissue. Work environment was
categorised into “conducive” and “not conducive’. Astable 2 depicts majority of the
nursesindicated that their work environment wasnot conducive. They further asserted
that noise, temperature, work space, fatigue, and theuse of cell phoneby clientsare some
of the factors that distract them in their work. This negative perception of the work
environment can negatively affect nurses’ satisfaction and turnover (Hegyevary and
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Hausman, 2000). With regard to the mechanismsthat can be put in placetoimprovethe
working conditions of the nurses, three of the senior staff nursesfurther asserted that
management of the hospital could improvethework environment and thefacilitiesin order
toimprovetheretention and job satisfaction of nursesinthefacilitiesby providing adequate
facilities, recruiting adequate staff, involving of staff in decision making and ensuring
teamwork and transparency. Theseinterventionsindicated by thenursesarelikely tolead
to higher patient satisfaction and therefore higher nurse satisfaction (Aiken et al., 2002).

TheRelationship between Work Environment and Job Satisfaction among Nurses:
Hereacorrelation was establi shed between perception of thework environment and the
job satisfaction asexpected by the nurses. Thework environment asavariablewasmade
up of 20itemswhilethat of job satisfaction wasmade up of 16 items. Theseitemswere
pooled together to form the job satisfaction and perceived work environment variables
and acorrel ation between the two were computed. Theresultson table 3 show that there
isastrong and positive rel ationship between nurses perception of thework environment
and their job satisfactioninthe UCCH (r = 0.615 (**), **p < 0.01). However, themean
valueswhich arethe average score of the responses show that nursesare not happy with
their work environment (Mean = 2.82, Std. Dev. = 0.56) and are not satisfied with their
job(Mean=2.74, Std. Dev. = 0.44). These mean that themore positively nursesperceive
their work environment, the more sati sfied they becomewith their work in the hospital and
theuniversity a large. Thefindingsarein linewith theassertion of Saani (2012) who posits
that supportivework environments and appropriate workloads of employeeswill lead to
acorresponding increaseintheir job satisfaction.

The Effect Work Environment has on Nurses' Job Satisfaction: Quite apart from
the datadicited on genera work environment using one categorical item, the study further
elicited data on the various dimensions of work environment (technical, human and
organisationa) using afive-point numerica scalewhereonerepresentstheleast agreement
totheissueswhilefiverepresentsthe strongest agreement to theissues. Multipleregression
procedureswere adopted to analysethedata. First, nurses’ satisfaction withtheir jobwas
used asthe dependent variable whilethethree dimens onsof work environment were used
asindependent variables. Asshown on table4, the dimensions of work environment that
predicted nursesjob satisfaction significantly in order of importance are organisational
environment (b=0.410, p<0.01) and human environment (b=0.399, p<0.01). However,
technical environment wasanons gnificant contributor to the variancein the dependent
variable. Thetota contribution of theindependent variablesto thevariancein thedependent
variableis0.401 with an adjusted R? of 0.392. Thismeansthat these variables predicted
or explained about 40 percent of thevarianceinthenurses satisfactionwiththeir jobinthe
UCCH. That is, thenurses work environmentinthe UCCH to someextent hasadatisticaly
sgnificant influence on their job satisfaction. Thefindings mean that job sati sfaction of
nurses depends upon providing an environment that encourages adequate use of their
abilities. For exampletheavailability of protective materialsand functional equipment to
safeguard nursesfrom unnecessary accidents, aswell astheimplementation of structures
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and processesto help nursesimprovetheir persona safety skillsand provide support for
victimsof workplaceviolence (Hegyevary and Hausman, 2000). Thiswill help contribute
to asafer environment for nursesin the public health care setting.

Table 1: Nursesjob satisfaction by rank

Categories/Rank of nurses Job satisfaction
Satisfied Not satisfied

Freq. % Freq. %
Senior staff 2 222 11 17.2
Junior staff 7 77.8 53 82.8
Total 9 100 64 100
% Sample Size 12.3% 87.7%
Source: Field survey, 2014. (N=73)
Table 2: Nurses perception of the work environment
Responses Frequency Percentage
Conducive 24 329
Not conducive 49 67.1
Total 73 100

Source: Field survey, 2014.

Table 3: Therelationship between nurseswork environment and their job satisfaction

Perceived nurse work environment

Variables Mean  Std. Dev. Correlation coefficient (r) Sig.
Perceived nurseswork environment  2.82 0.56 1

Nurses job satisfaction 2.74 0.44 0.615** 0.000
Source: Field survey, 2014. **p<0.01 Samplesize(N) =73

Table4: Multipleregression andysisresultsshowing theeffect of nurses perceived work
environment ontheir job satisfaction

Independent Variables Unstandardised Standardised T Sg.
coefficients coefficients
Beta Std. Error Beta (b)
Technical Environment -0.910 0.107 -0.519 -1.896 0.059
Human Environment 0.547  0.092 0.399** 5.045 0.000
Organisational Environment 0502 0.076 0.410** 3.720  0.000
Constant 3.643
R 0.633
R Square 0.401
Adjusted R Square 0.392

Source: Field survey, 2014. Dependent variable: Nursesjob satisfaction **p<0.01, N=73.

CONCLUSION

Based onthedatagathered and itsinterpretation, it can rightly be concluded that nurses
work environment inthe UCCH relate positively and strongly with their job satisfaction.
Thisimpliesthat whenthework environmentsof hedlth facilitiesare poor, nursesarea so
likely to be dissatisfied with their job. Many of the nursesat the UCCH werenot satisfied
withtheir job. Thisimpliesthat nursesin UCCH lack factorslikeautonomy, opportunity
for promotion, and support from supervisorsand so on which arethefactorsthat determine
job satisfaction. The nurses perceived that their work environment at the hospital lack
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factorslikework lifebalance, equa opportunity, safety policies, staffing level and soon.
Adeguate equipment canimprovetheir working condition. Thesolutionsto creating positive
work environmentsand job sati sfaction for nursesare multifaceted. Based ontheresults
of thisstudy, management should put in place both intrinsic and extrinsic motivational
packagesfor nursesto enhance nursesjob satisfaction. Congenial environment isneeded
at health centresto encourage nursesto work hard. Lastly, adequate equipment should be
provided toimprovework environment at hospital.
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