THE IMPACT OF JOB SATISFACTION AND WORKERS PERFORMANCE IN THE HEALTH SECTOR

ABSTRACT

This study was carried out on the impact of job satisfaction and workers performance in the health sector using University of Benin Teaching Hospital (UBTH) Benin City as a case study. The survey design was adopted and the simple random sampling techniques were employed in this study. The population size comprised of healthcare workers University of Benin Teaching Hospital (UBTH) Benin City. In determining the sample size, the researcher conveniently selected 53 respondents and 50 were validated. Self-constructed and validated questionnaire was used for data collection. The collected and validated questionnaires were analyzed using frequency tables. While the hypotheses were tested using chi-square statistical tool. The result of the findings reveals that job satisfaction influences workers’ retention in the healthcare sector. The study also revealed that job satisfaction influences workers’ commitment in the healthcare sector. Therefore, it is recommended that the Management should provide satisfactory welfare package for the workers. Such welfare package should be communicated to the workers using the notice board or employee handbook. The incentive provided for the workers should be tailored to their needs and this make the incentive to be valuable. Promoting staff as at when due is also important since this will lead to increase in their remuneration. To mention but a few.
CHAPTER ONE

INTRODUCTION

1.1       Background to the Study

Nigeria is one of several nations that has been impacted by a "brain drain" of health workers in recent years. In quest of better health opportunities, thousands of highly qualified medical professionals have relocated to other regions of the world. The lack of financing for health services and the failing infrastructure of health services have contributed to the current health crisis that the African continent is experiencing. In Nigeria, the effectiveness of hospitals and the well-being of medical personnel are both put in peril due to a combination of these problems and the phenomenon known as "brain drain." The loss of health workers has substantial economic as well as replacement effects, such as the high cost and time required to educate trained and licensed staff. These costs are a direct result of the high turnover rate in the industry (Seo, 2004; Lyons, 2003; Chu 2003). There is a growing understanding that the grave health difficulties that Nigeria is currently confronting cannot be adequately addressed without first improving the health system and the professionals operating within that system (Locke, 1976). It has been noted that elements related to organizations, such as laws enacted by governments, the estrangement of workers from the decision-making process, and injustice resulting from corruption all have an effect on job satisfaction. In developing nations such as Nigeria, the requirement to maximize productivity is significant because maximization of productivity paves the way for the nation to realize its aspirations of becoming a more developed nation (Collin et al, 2002). The topic of job satisfaction is particularly important and interesting to public health practitioners since the performance of organizations and the wellness of their employees are strongly dependent on it. This reality makes the subject extremely relevant and interesting. This is due to the fact that workers in the healthcare delivery system are expected to offer high-quality care in the institutions in which they are employed. When employees are unhappy in their jobs, it can lead to increased turnover, absenteeism, tardiness, poor performance, and even grievances filed against the job. This problem of discontent is glaringly obvious in the vast majority of health facilities in Nigeria, regardless of whether or not they are private or public. This may have been the cause of the high number of incidents of work to rule, strike, and brain-drain in the health industry. Patients, in the end, are the ones who bear the brunt of the situation when health workers go on strike and they are unable to receive treatment. In most cases, hundreds to thousands of patients pass away, thousands of man hours are wasted, and productivity drops dramatically. It is crucial to put in place or check difficulties that might lead to industrial discontent because of the essential nature of health and the fundamental role it plays in the agenda for the growth of a nation. The current study represents a significant departure from the paradigm that was established by previous research on the subject of job satisfaction, which was conducted on a more holistic level. Only clinical workers were included in this study; more specifically, medical physicians and nurses/midwives were the focus of the investigation regarding the phenomena of job satisfaction. Because of this, the researcher was able to bring to light the characteristics that are associated with this category of workers in the health care system. Benin City's University of Benin Teaching Hospital serves as the site of the study being conducted there. The following research questions were asked in order to steer the direction of this study. These questions were formulated on the basis of the topic that this research set out to investigate. To what extent do workers in the healthcare job feel fulfilled by the responsibilities of their jobs? Is there a correlation between job satisfaction and employee retention in the healthcare industry? Is there a correlation between employees' level of job satisfaction and their level of dedication in the healthcare industry? Does being happy at job have a satisfaction on how productive workers are in the healthcare productivity?
1.2 Statement Of Problem

The idea of a health system as a whole includes public health as an essential part of that system. The term "occupational health and safety" refers to "what we as a society do collectively to guarantee that the conditions in which individuals work are healthy" (Hussami, 2008). The purpose of public health is to improve health outcomes for the population as a whole by achieving the objectives of preventing disease and the health consequences of environmental hazards and natural or man-made disasters, promoting behaviors that reduce the risk of communicable and non-communicable diseases and injuries, and ensuring public access to quality health services (Smith-Lovin, 1991). As a result, clinical workers in the public health sectors, including consultants, resident doctors, nurses, and others, are continually confronted with endemic problems, the majority of which are related to their level of job satisfaction (Oshagbemi, 2000). The level of satisfaction that employee feels in their job is influenced by a wide variety of variables, some of which include an increase in pay, a positive working environment, allowances, and training, as well as a comprehensive welfare package (Kniveton, 1991). In light of this, it is imperative that any organization prioritize the development of its human resources in order to increase their effectiveness and productivity, since people are the organization's most precious asset and the primary driver of its expansion. The perspectives that individuals have about their organizations are a significant factor in the level of satisfaction experienced in one's job (Anton, 2009). The elements that contribute to one's sense of satisfaction at one's place of employment have the potential to influence one's opinion of themselves inside an organization. When it comes to health care, ensuring that workers are happy and healthy is absolutely necessary in order to accomplish the goals that the system has set forth for itself. This is because ensuring the well-being of workers might have an effect on the level of job satisfaction they experience. According to Hassellorm and Tackenberg (2003), the term "job satisfaction" refers to an employee's affection for his or her job based on comparing actual outcomes with desired outcomes. Job satisfaction is a complex construct that includes employee feelings about a variety of both intrinsic and extrinsic job elements. When the accumulation of unmet expectations becomes sufficiently large, that is, when job satisfaction is low, there is a tendency of a higher probability of the occurrence of withdrawal behaviors. The range and importance of these values vary across individuals, but when job satisfaction is low, there is a tendency of a higher probability of the incidence of withdrawal behaviors. This is due to the fact that the extent to which a worker is satisfied with his job is dependent on a multitude of different variables, such as the work climate, autonomy, repetition of duties, the nature of the tasks performed on the job, job outcomes, welfare package, employees' participation in decisionmaking, and organization's policies. Workplace climate refers to the environment in which an employee works. Autonomy refers to the amount of control an employee has over his or her (Collins, et, al. 2000). According to the findings of a study conducted by Mackintosh (2003) in Malawi on the factors that are connected with the retention of midwives in that country, retention strategies need to be looked at differently in each health institution. This is due to the fact that the positive and/or negative views that individuals hold in regard to their professions may both contribute to job satisfaction. Not only does it describe the circumstances of an employee's health and longevity, but it also has an impact on how well an employee performs their performance. Managers and administrators have an obligation to the staff members under their supervision to convey to them that they are appreciated, and as a result, to respect them (Obisi, 2003). They also need to generate organizational commitments in their workers by including them in the decision-making processes, while at the same time offering and supporting possibilities for professional growth and development. A focus on professional support and growth, a balanced workload, appropriateness and quality of technical equipment, materials resources, the physical work environment, and worker participation in health systems are all important factors that should be considered in order to increase job satisfaction (Obisi, 2003). It is a well-established fact that workers will devote their whole attention to their work if their employers do not lower the bar set by their inherent values (Hussami, 2008). Therefore, whatever it is that rouses an individual or compels him to act towards a desired objective while working for an organization is related to that person's motivation. In order to fulfill a need, behavior must be directed and energized by motivation. It is critical to have a solid understanding of the factors that motivate individuals to take action and the factors that shape the actions they ultimately decide to do. Maslow (1954) proposes a theory that identifies five levels of human needs that employees need to fulfill at work. The satisfaction that workers obtain from their jobs may be affected by how well these needs are met at work. Every one of these requirements is organized into a hierarchy, and in order for a worker to be motivated by the possibility of having the next need up the hierarchy supplied, the worker's lower-level needs must first be completely satisfied. When the requirements of workers in an organization are met, it may have a positive satisfaction on workers' welfare inside the organization and motivate them to have a good disposition toward the organization. As a result, the purpose of this study was to explore the relationship between being happy in one's job and how well it may help one's career at the University of Benin Teaching Hospital (UBTH) in Benin City.
1.3 Objective Of The Study

The overall aim of this study is to critically examine the impact of job satisfaction and workers performance in the health sector. Hence, the study will be channeled to the following specific objectives;

Determine the extent to which healthcare workers are satisfied with their job role.

Find out if job satisfaction influences workers retention in the healthcare sector.

Ascertain whether job satisfaction influences workers commitment in the healthcare sector.

Ascertain whether job satisfaction influences workers productivity in the healthcare sector. 

1.4 RESEARCH QUESTION

The study will be guided by the following questions;

What is the extent to which healthcare workers are satisfied with their job role?

Does job satisfaction influence workers’ retention in the healthcare sector?

Does job satisfaction influence workers’ commitment in the healthcare sector?

Does job satisfaction influence workers productivity in the healthcare sector?

1.5 RESEARCH HYPOTHESIS

H0: Job satisfaction does not influence workers performance in the health sector.

Ha: Job satisfaction influences workers performance in the health sector.

1.6 SIGNIFICANCE OF THE STUDY
The findings from the study serve as a reference for future researchers who may while wish to explore the subject. This will enable them to get feedback regarding the effectiveness of the subsequent policy formulation and planning.

The employee themselves will find this study very useful it will the need arise.  The motivational tendency of workers to feel that their effort and welfare have been recognized in an organization.

It will also give the workers the idea of what to expect the management to do for them and also serve as a guide enabling them set limit to their unnecessary demands.

The employee will serve the effort of any of the management and restores sanity to organization productivity.  The workers used for the study should not only be useful at a practical level but all in the theory where it would assist in propagating knowledge in workers job satisfaction.  It would also constitute a useful and interesting text in library.  The study would also provide a data base for future research work.

1.7 THE SCOPE OF THE STUDY
This study was limited to the impact of job satisfaction and workers’ performance in the health sector using Federal Medical Center, Asaba as a case study for the research study.

1.8 LIMITATION OF THE STUDY
There is no gain saying that there are no limitations in research work generally. Any shortcoming that arises in this study is as a result of factors which are beyond the researcher’s control.

Therefore, it will be of more importance to highlight certain militating factors that tend to narrow or limit my scope of study. This project research would have been easier if not for these limitating factors:

1.      Time factor: time was not on the researchers to consult various sectors of the economy to review workers or given out questionnaire to various institutions on the effect of government revenue policies.

As we all know, time is never our friend. The time scheduled for the completion of this research thesis was too short. As a result, generating information/data was strenuous as it coincides with final year examination period, which needed attention.

2.      Finance: this is another barrier that limited the researcher’s work.

3.      Available resources: was unavailable for the research work.

1.9  THE DEFINITION OF TERMS

1.      Drive - The motivational to act or carry out an action.

2.      Emotion - The inward feelings for outward observation.

3.      Job satisfaction - The total body of felling that an individual has about his j

4.      Ethic - The professional rules or code of doing job.

5.      Corporate objective - the company set goal.

6.     Bifurcation of objective - When the corporate objective conflict with the workers objectives.

7.      Conceptualized - this means the imagination and visualized the presence of something in presence.

     Interesting - The job or satisfaction and desire from doing something he likes.

1.10 Organization Of The Study

This research work is organized in five chapters, for easy understanding, as follows. Chapter one is concern with the introduction, which consist of the (overview, of the study), historical background, statement of problem, objectives of the study, research hypotheses, significance of the study, scope and limitation of the study, definition of terms and historical background of the study. Chapter two highlights the theoretical framework on which the study is based, thus the review of related literature. Chapter three deals on the research design and methodology adopted in the study. Chapter four concentrate on the data collection and analysis and presentation of finding.  Chapter five gives summary, conclusion, and recommendations made of the study.

CHAPTER TWO
LITERATURE REVIEW
INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and, furthermore, recognize the efforts of scholars who have previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps. Precisely, the chapter will be considered in three sub-headings:

Conceptual Framework

Theoretical Framework

Empirical Review

2.1 Conceptual Framework
Job Satisfaction
Job satisfaction or employee satisfaction has been defined in many ways by different scholars. For example, Spector (1997) defined job satisfaction simply as how contented an individual is with his or her job. Locke (1976) defined job satisfaction as “a pleasurable or positive emotional state resulting from the appraisal of one’s job experiences”. He further listed 14 common facets of job satisfaction as follows: Appreciation, communication, Co-workers, fringe benefits, job conditions, nature of the work, organisation, personal growth, policies and procedures, promotion opportunities, recognition, security and supervision. On their part, Hulin and Judge (2007) believed that job satisfaction included multidimensional psychological responses to an individual’s job, and that these personal responses have cognitive and affective components. From the analysis of above contributors, it can be concluded that job satisfaction within the broader context of the range of issues affecting an individual’s experience at work, or the quality of work life, deals with the emotional state or feeling of an individual about his or her job. Frederick Herzberg’s two-factor theory (also known as motivator-hygiene theory) attempted to explain satisfaction and motivation in the workplace. This theory states that satisfaction and dissatisfaction are driven by different factors– motivators and hygiene factors, respectively. An employee’s motivation to work is continually related to job satisfaction. However, Hertzberg (1968) maintains that satisfaction is not the opposite of dissatisfaction. Smith (1969) looks at job satisfaction as the extent to which an employee expressed a positive orientation towards a job. Job satisfaction has also been defined as a pleasurable emotional state resulting from the appraisal of one’s job an affective reaction to one’s job, and an attitude towards one’s job (Brief, 1998), Brief’s definition of job satisfaction was a re-enactment of Locke (1976) definition of job satisfaction. Weiss (2002) argued that it is an attitude between the objects of cognitive evaluation which affect (emotion) beliefs and behaviours. This implies that job satisfaction included factors such as workload, physical conditions, career aspirations of individuals, the quality of life at work as experienced by the employee, and the conditions that could be promoted by social responsibility programmes executed by the employee. Farnham (1992) categorized factors that can have influence on job satisfaction into three categories namely organizational policies and procedures remuneration packages, supervision and decision-making practices. Secondly, the perception of the quality of supervision aspects of the total workload, the variety of skills applied, autonomy, feedback and the physical nature of working environment; and thirdly Personal aspects of the job, which include self-image, ability to deal with stress and general satisfaction with life. Job satisfaction has also been correlated with factors related to the work itself or to job outcomes (such as the rewards for excellence and performance) directly derived from it. This also included the nature of employee’s jobs, achievement of work, promotional opportunities and chances for personal growth and recognition (Greenberg, 2000). Situating the views of the various contributors above, described job satisfaction as a multi-prolonged concept affected by inter-play of factors emanating from the business environment, government policies and personality factors. It is in view of this, that Organ (1980) contended that job satisfaction depends on the following variables namely: performance, autonomy, supervisor support, equitable wages, social stimulation, working environments and personality variables Job satisfaction is also defined as contentment (or lack of it) arising from the interplay of employee's positive and negative feelings toward his or her work (Business Dictionary, 2012). According to Greenberg & Baron (2000), job satisfaction is determined by the total amount of positive and negative perceptions of employees with regard to their working environment. Quality of work environment on the other hand have been linked with job satisfaction, organizational commitment and subsequent intention to remain employed (Ingersol, 2002; Ezeja, 2010; O’Biren – Pallas, 2010 &Jayasuriya, 2012). The provision of a conducive and quality work environment has been cited as the most important influence of job satisfaction (Almalki, FitzGerald & Clark, 2012; Jayasuriya, 2012).
Measures of Job Satisfaction

There have been several criteria proposed for evaluating work satisfaction. These criteria are intended to assist managers/management in determining an employee's degree of job happiness, as well as initiating methods to address or eliminate the problem of poor or low employee satisfaction, therefore boosting the employee's job productivity. The two techniques for measuring job satisfaction, according to Robbins (2001:67), are a single global rate and a summation of job sides. One worldwide rating approach might be an answer to a single question, such as “All things considered, how pleased are you with your job?” Respondents circle a number between one and five that corresponds to replies ranging from "very happy" to "extremely dissatisfied." It takes a lot of subtlety to take the other approach - a summary of job sides. According to Spector (1997), this method identifies essential elements of a career and asks the worker's feelings about each of them. The typical parts here include the thinking of the work, oversight, gift pay, promotion opportunities, and relationships with coworkers. Respondents assess them on an institutionalized scale, which analysts combine to provide a general job performance score.

One of the most important questions is whether one of these techniques is preferable than the other. Intuitively, combining responses to a variety of employment characteristics appears to result in a more accurate assessment of job satisfaction. Wanous, Reichers, and Hardy (1997), however, point out that evidence does not support the instinct. This is one of those rare instances in which simplicity appears to work just as well as complexity, and examinations of the two techniques reveal that they are both equally valid. The best explanation for this finding is that the concept of job satisfaction is inherently so broad that the single question captures its true meaning. Another argument is that certain important factors are overlooked in the summary of occupation characteristics. Both approaches are beneficial. For example, the single global grading method isn't too time-consuming, allowing administrators to focus on other issues and concerns in the workplace. Furthermore, the summarization of job characteristics aids managers in focusing in on areas where challenges exist, making it easier to manage disgruntled employees and resolve issues faster and more accurately.

Job Description Index (JDI)

Smith, et al., (1969) developed the job description index (JDI), which defined and measured five important components of work satisfaction. Work on the current job, current salary, and possibilities for promotion, supervision, and coworkers are all examples. According to the study, job satisfaction should be seen as a feeling, and job fulfillment should be regarded as an inclination that has formed in the worker as a reaction to the overall workplace situation. It goes without saying that the options offered to an employee have an influence on job satisfaction. According to Nwachukwu (2006), a worker with few job openings will definitely overlook this and be satisfied with what he has. Whereas an employee with more chances would surely grumble and constantly consider his opportunity cost, affecting his overall job happiness. Patricia Smith's JDI is particularly useful because the scale she uses has been proven to be accurate.

Work on the Present Job:  It is widely acknowledged that one of the most important factors influencing job satisfaction is one's current job. The JDI looks to determine if the work one is performing at his current employment is enjoyable or tedious and unsatisfactory. Regardless of whether a representative tries hard or not, the way he views his job has an influence on how satisfied he is with it.

Present Pay: According to Hezberg, money is not a satisfier, no matter how nostalgic one's relationship with it may be. Money can be seen as a symbol of achievement, success, prestige, reputation, or power. Most significantly, a few people are required to work in order to support a large family or to handle medical concerns. Having a lot of money gives you the impression that you have control over your surroundings. The JDI scale attempts to determine whether an employee's pay is adequate, whether he is overpaid or underpaid. According to Baridan and Nwibere (2008:44), there is no single clear proof for ostensibly gaining some distance from material rewards. According to Drucker, no amount of human connection can compensate for the lack of monetary rewards. Great human relations will give additional rewards to a group if the rewards are correct, rousing them to give their best efforts. According to Porter and Lawler (1976), employee satisfaction motivates them to work harder and helps to raise performance expectations, which leads to rewards.

Promotional Opportunity: The average employee looks forward to the day when he will be promoted. Promotion is a reward for past performance, an encouragement to help him to continue to excel. It is a vote of confidence and a blessing. Promotionis a motivator of behavior. According to Nwachukwu (2006:211), an employee who has been denied promotion for a long time becomes frustrated and dissatisfied with his or her job. Employees who are frustrated and dissatisfied will never give their all to ensure the organization's productivity and improve performance. When an employee feels unjustly treated because of unfair promotion policies or practices, he becomes disengaged and dissatisfied with his work, as well as withdrawing some commitment to the organization. As a result, how an employee views his or her opportunity for advancement has an impact on his or her level of job satisfaction.

People on the Present Job: The people with whom an employee interacts at work have an impact on his overall job satisfaction. JDI asks employees if their coworkers are stimulating, boring, slow, and so on.

On-the-Job Supervision: The supervisor can make or break an employee because he or she is closest to the operative employee and performs the linking–pin function. Thus, the employee's view of the supervisor as excellent or poor, helpful and encouraging or discouraging has a significant impact on their job happiness.

Benefits of Job Satisfaction

Job satisfaction is extremely important since it has several beneficial organizational effects as well as important positive outcomes for individual employees. Job satisfaction boosts employee morale, according to Cranny et al (1992). When an employee is unhappy, he or she spreads his or her unhappiness to the rest of the team, either directly or indirectly. This might result in a significant drop in employee morale and productivity. A disgruntled and uninspired employee, in fact, poses a major danger to any company's success. Employee loyalty to a company is increased when they are happy in their jobs. A pleased employee would want to stay in the work so that he may offer his best to his employer, but an unsatisfied employee will be on the lookout for a new job and will quit the company at the first chance. Job happiness also promotes employee motivation, job quality, and productivity (Ahmad et al., 2012; Seema & Maryam, 2013; Aaron et al., 2015).

According to Noe et al. (2003), pleased workers are more ready and willing to apply new information and innovation to their job performance, which helps businesses build competitive advantages. Job happiness is also a good way to attract top talent. This is because satisfied workers would try to attract people they know who have the skills and competences needed to assist the firm. Furthermore, when current workers talk positively and favorably about their company, potential employees perceive the company as a desirable destination. This makes it easier for them to hire talented and experienced people.

Furthermore, work satisfaction fosters positive employee attitudes, which are linked to decreased turnover and absence rates. According to Bass (1965), job satisfaction can have a significant impact on a company's profit. Because lower turnover means lower recruitment and training costs, this is a good thing. Job satisfaction, according to Kasim and Ghaffar (2012), generates loyalty, self-confidence, and high commitment to the organization, as well as increased productivity and the elimination of organizational deviant behaviors, such as absenteeism and turnover (Linda & Michael, 2014). As a result, job satisfaction aids in motivating employees and increasing their commitment to the company.

Productivity
Sy, Tram and O’ttara (2006) state that workers productivity depends on the amount of time an individual is physical ly present at a job and also the degree to which he or she is “MENTALLY PRESENT” or efficiently functioning while present at a job. Hence, companies must address both of these issues in order to maintain high worker productivity.

This may occur through a variety of strategies that focus on employee satisfaction, health, and morale. However, some research indicates that employee satisfaction does not necessarily contribute directly to productivity.

Satisfaction may be viewed as a passive attribute, while more proactive measures such as motivation as more closely linked t behavioural change, performance and ultimately, to bottom line performance Clark, (2003). Employee retention involves taking measures to encourage employees to remain in the Nel et al, (2008). Robbins and Judge (2009), employee loyalty is characterized by employees being committed to the success of the organization and believing that working for this organization is their best option. Not only do, they plan to remain with the organization: but they do not actively search for alternative employment and are not responsive to offers. Schermerhorn et al; (2004) stated that organizations face a lot of problems in employee retention these day, hence hiring knowledgeable people for the job is essential for an employer, but retention is even more important than hiring.

Worker’s Responsibilities

Employee responsibility is defined in general to : obey a lawful, reasonable order within the terms of the contract of employment, serve faithfully ; cooperate with the employer; perform duties with proper care and diligence; account for all money or property received ; indemnify the employer in appropriate cases ; and not to misuse the confidential information acquired while in service. It can also be defined as defined as a set of generally accepted relationship, obligations, duties that relate to an institutions impact on the welfare of society. Milter,(2003).

Harmon (1995) identified three dimensions of responsibility raised in western cultures-agency, accountability and obligation. Agency refers to individuals being answerable of their actions to other members of the community. Implying liability, accountability refers to individuals being subject to sanction when acting incongruently with formal guidelines, rules or laws. Obligation refers to duty of carrying out a moral requirement. Harmon suggested that obligation may represent the theme most commonly associated with the concept of responsibility, citing as an example the writings on responsibility by such philosophers as John Locke and Ben Johnson, who referred to positive and proactive behaviour towards others. Pava (1996) associated proactively with responsibility when he suggested the relevance of the ancient Jewish legal doctrine of ‘Lifrvim mishurat hadin’ (translated as beyond the letter of the law above and beyond the call of duty) to contemporary business ethics. With an understanding of the tension between the minimum that the law can require.

Employee Performance And Satisfaction 

The essence of all motivational efforts is to increase employee performance/productivity. Motivated workers out-produce unmotivated employees. The factors that influence employee productivity are different from the factors that influence satisfaction. Factors that influence productivity of an employee include: 

1. Ability 

2. Possession or lack of technological know-how or skill 

3. Possession or lack of physiological drive 

4. Managerial ability and 5. Attitude, and technology employed (Nwachukwu 1988)

Ability 

Different people are endowed with different abilities from birth. Those who are strong, talented and specially gifted excel in one field of endeavour or the other. We have people who have a fair for figures and others who resent it. People who are physically weal are out-produced by those who are physically strong and better built.

Skill
Skill is required through training. Lack of skill could be due to the lack of opportunity to acquire training during childhood, due to family circumstances, lack of interest or any other reason.

Lack of Physiological Drive 

Some people make a minimal demand on themselves. Their expectations are low and they lack the drive. These people appear content with what they have however small or big. Employees who lack the competitive spirit lag behind those who are selfmotivated in maintenance factors and shy away from responsibility or challenges.

Management Ability 

One of the sky functions of management is to utilize people in the accomplishment of organizational objectives. To accomplish these objectives, management must not only create a favourable environment in which the employees must work but also motivate employees to greater performance. When management fails to motivate an employee the employee, becomes a liability to the organization rotates. They set the pace, influence efficiency by the choice of technology to be employed and determine the organizational climate that prevails. Thus, an organizations ability to be productive or not depends on how labour is utilized.

Attitude

An employee with poor attitude to work and the organization is a low producer. Attitude is observable and could be infectious. Employees who have a bad attitude to work tend to fit into McGregor’s Theory X. they work because of the compulsion of their economic circumstances. Poor attitude could be due to lack of motivation poor work design that robs the employee of his intrinsic reward, or factors unconnected with work environment and beyond the control of management.

Technology 

The type of technology in use in an organization influences employee productivity. Obsolete equipment reduces output, increase stoppages, and bad products. Where management employs good techniques and innovative approaches, productivity is bound to increase. Productivity is very important in management for it is a reflection of managements effectiveness and efficiency. According to Lawler and Porter an individual’s efforts, abilities and traits and task perception determine his performance. The role of environmental factors in performance is three directional. They influence effort (energy expanded) and task directions which are the behaviours the employee believes, are required for the accomplishment of his task. Environmental factors include education, supervision, organizational design, company policies, social expectations, training, values and situational factors in the organization. It is not sufficient to make the effort, the employee must have the abilities, understand his role in the organization and have a good perception of the best way to channel his energies in the attainment of desired results. Management should encourage productivity by making the employees aware of the reasons behind the functions they are performing and providing the support required to obtain sustained effort. The employees in any organization differ in attitude, knowledge, skills health and physical vigour. In the same way, their productivity differs. It is the functions of management to device ways of encouraging higher productivity. This is accomplished through training and development, motivation and judicious use of organizational favour.
Strategies for Promoting Job Satisfaction;
According to Woods (2004), job satisfaction can be achieved when an employee becomes one with the organization, that is, employees interest aligns with that of the organization, performs to the best of his/her ability and shows commitment towards the actualization of the organizational goals. Many factors or variables can affect satisfaction which the workers get in the workplace and some of these factors are discussed below highlighted hereunder.

Promotion as Cause of Job Satisfaction 

To facilitate achievement of organizational goals, promotion of is important in the work environment. Provision of opportunities for promotion makes employees experience satisfaction because they feel a sense of achievement if they move from one level of experience to another and because it shows professional growth. The job is experienced as interesting if employees are given power to exercise autonomy, allowed to participate in decision-making and is also allowed to be creative in their respective jobs (Low, 2007). 

Achievement 

According to Robbins (1988), achievement is a drive to excel, to achieve in relation to a set of standards and strive to succeed. On the other hand, Newstrom and Davis (1997) see achievement as a drive to overcome challenges and obstacles in the pursuit of goals. Achievement is present when employees have feelings of personal accomplishment. For achievement to be present as a motivation factor, the job must be challenging and interesting. For the individual to experience achievements, he or she must be able to succeed, have abilities to solve job-related problems and performs effectively. The manager can increase opportunity for on-job achievement by authority and responsibility, workers’ involvement in planning and goal-setting, availability of information concerning performance and individual control of the quality of job performance. Achievement-oriented employees enjoy getting things done and moving to the next objective. They place greater value on the level of their own capabilities. They seek job mastery, take pride in developing and using their problemsolving skills and strive to be creative. When confronted with obstacles in their work, these employees perform their jobs outstandingly because of the inner satisfaction they feel for a job well done. Delegation of duties helps employees to utilize their talents and also contributes to personal growth and development (Marriner – Tomey, 2000). Based on this information about achievement, managers that implement the above points in their organizations facilitate job satisfaction and those managers that do not take into consideration the points mentioned above, demotivate employees and this could lead to failure in achieving organization’s goals. In such situations, employees experience lack of satisfaction and may absent themselves from the workplace.

Recognition

According to Gerber (1998), recognition refers to the respect an employee enjoys among colleagues in the organization, which is the result of the status value of the job. It also refers to the recognition an organization can afford on employee for good performance. Recognition can come from the organization, managers, fellow employees or the public (Costley and Todd, 1987). Recognition may be provided in many forms such as verbal or written, praise, pay, increases and bonuses. When managers use recognition and rewards to encourage desired behaviours in their organization, they keep good employees in their organization. Management can use certain strategies to promote recognition in the workplace. They include giving positive feedback, increase in salary, autonomy, opportunity to participate in goal-setting and decision making as well as peer recognition by announcing achievements at staff meetings and using the organization’s newsletter to recognize achievements. The management can also give employees challenging assignments and seek interesting opportunities for them either within the unit or somewhere else within the organization. Recognition promotes selfconfidence and raises the self-esteem of employees whereby productivity is increased (Tappen, 1995). Organizations that do not give back positive feedback and do not involve employees in decision regarding their jobs creating apathy and meaninglessness in the workforce. Employees may feel that they are not seen as active members of the organization but passive participants in contracts to employees who function better when they receive constructive feedback about their performance (Tappen, 1995).

Responsibility

This refers to what must be done to complete a task and the obligation created by the assignment (Marriner – Tomey, 2000). Responsibilities are normally determined by the employer to enhance productivity.Generally, managers encourage subordinates to accept responsibility by making sure that they are aware of the capabilities and characteristics of their subordinates. If subordinates physical abilities are ignored during delegation of responsibilities in the unit, demovating consequences may occur (Muller, 2001). When managers consider subordinate’s knowledge and skills, they promote feelings of pride in the subordinates and in turn facilitate independent functioning. If subordinates’ capabilities, knowledge and skills are considered, employees enjoy their work and thus productivity will be raised to higher levels among employees (Muller, 2001).

Work Itself 

The importance of work as a source of satisfaction, was first emphasized by Herzberg (1968) in his two-factor theory of motivation. According to Morrison (1993), work itself should be a challenging experience that encourages creativity and self-expression. Luthans (1998) advocated that work itself could be a source of satisfaction. If this is true, it is imperative that management creates organizational climates that facilitate satisfaction in the execution of jobs. Gibson (1997) indicated that employees should be given opportunities to advance in their field of work so that they could accept responsibilities entrusted to them. Study leave can be provided for those employees with the desired skills and willingness to perform the job, who want to improve their skills and knowledge. This is very important in the satisfaction of Clinical Health Workers because the nature of the job they do, emphasize regular updating of their skills. Management should make sure that employees are given adequate feedback on performed tasks to motivate them to work harder and better as well as to point out areas that needed attention and provide assistance when needed. Management should also give employees bigger responsibilities, allow them to exercise autonomy and offer them challenging tasks as means of enhancing the quality of work life. The organizational climate should provide promotional opportunities to motivate the employees to work harder and strive for excellence in his or job. Thus, rewards attached to the job make the job more enjoyable and improve performance. A job should always be interesting and challenging – never boring. Apart from that, a job or the work itself should also provide a sense of status and achievement.

Growth and Development

This means the need to know more than yesterday, to put new knowledge into context and to maintain one’s individuality even when under pressure (Morrison, 1993). Personal development refers to the personal and professional development by means of formal and informal training in line with his or her job requirements (Muller, 2001). Growth and development of employees are of importance to the organization in order to ensure achievement of organizational goals. Marriner-Tomey (2000) saw staff development as continuing liberal education of the whole person to develop his or her potential fully. Managers of institutions are there to identify staff development needs in relation to organizational needs. Staff development increases employee’s ability to perform in their current job as well as in their future jobs. Managers have the responsibility to ensure that the employees are trained to promote the quality of their lives, work prospects and labour mobility, improve productivity in the workplace and to provide employees opportunities to acquire new skills (Skills Development Act, 1998). To emphasize the latter, an employee that has the requisite knowledge and skills feels comfortable because he is armed with the knowledge and skills and can take good decisions when faced with job-related problems. Organizational climate must also be characterized by good interpersonal relationships among employees in order to facilitate growth and development. Clear work procedures and work policies direct employee’s actions and contribute to satisfaction because he knows what is expected of him. Promotional opportunities also play a major role in an employee’s development because an employee develops personally and professionally as he climbs the ladder of success.

Organizational Policy and Administration
Organizational policy is the guide that clearly spells out responsibilities and prescribes action to be taken under a given set of circumstances (DiVincenti, 1986). Policies can be implied or expressed. It can also be written or in oral form; whatever it is, managers are to make sure that policies are consistently applied because inconsistency leads to uncertainty, feelings of bias and preferential treatment and unfairness. Again, Marriner-Tomey (2000) advised that managers are to see that policies are reviewed periodically to ensure that they apply to current situations within the organization. However, Marriner-Tomey (2000) suggested that policies could be developed at unit level to help direct the functioning of employees in the unit. They can as well be developed at the organizational level. The important thing to note is that whenever these policies are formulated, subordinates are given the chance to make their inputs so that they can feel that they were part of the development of those policies thereby becoming easier for them to follows such policies. It is imperative, therefore, that management must make sure that every employee is aware of any change in policies that taking place within the organization. Communication of policies can be done orally but should be followed up by written copies of these policies, which are sent to employees to keep for further referrals. MarrinerTomey (2000) postulated that communication of policies to staff members in written format eliminates breakdowns that occurs when policy action are passed by ordinary words of mouth. Moreover, poor communication and inadequate explanations of decisions affecting jobs will lead to dissatisfaction; hence, employees should participate in decision-making. When employees are allowed to make inputs, they will feel free to participate in decision-making and will see themselves as part of the organization. When decision making is concentrated in the hands of a few people, employees feel that they are relatively powerless and consequently feel frustrated (Greenberg & Baron, 2000). To ensure that all employees are well informed of policies and procedures within their organizations and to allow dissemination of policies and any changes that are taking place (Booyens, 1998). If policies are not communicated, employees find themselves in a difficult situation as they are expected to accomplish the organization’s goals. Employees may feel frustrated because they do not have guidelines that spell out their responsibilities or form of action and they might experience job dissatisfaction. Communication of policies can be done at unit and organizational level. Some organizations do not involve their employees in policy formulation, which makes it difficult for employees to implement such policies because they were not involved in decision-making and do not always understand the reason behind set policies. Involvement of employees in policy formulation promotes understanding and motivation and leads to job satisfaction.

Supervision

According to McFarland and Morris (1984), supervision is a dynamic process in which employees are encouraged to participate regarding activities designed to meet organizational goals and aid in the development of an employee. These skills can be learned through training and education. Employees should possess these skills to ensure the achievement of organizational goals and to prevent hazards and/or accidents that might arise due to lack of knowledge. Employees can be given opportunities to update their knowledge through training, induction, orientation programmes as well as providing inservice education and on-the-job training (Gillies, 1982). Managers and supervisors of units should identify areas of weaknesses and create opportunities where employees can be trained to improve their skills. If they lack the skills of doing the job properly, they feel frustrated and dissatisfied. A supervisor perceived to have poor supervisory skills and is believed to be incompetent, selfish and uncaring will promote dissatisfaction in his or her unit. Seeing supervisor’s needs possessing good supervisory qualities, becomes important for them to attend workshops and in-service education in order to promote subordinate-supervisor relationships (Greenberg & Baron, 2000). According to Carrell, Elbert and Hatfield (1998) satisfaction is promoted where there is good supervision and the employee perceives the supervisor as helpful, competent and effective. Poor supervision may arise within the work environment when the supervisor is insensitive, incompetent and uncaring, leading to a negative effect on employees’ job satisfaction. Poor supervision includes unfair treatment by the supervisor and failure to respond to employees’ problems, which in turn leads to job dissatisfaction (Chung, 1997). An effective supervisor recognizes his employees’ needs for responsibility, recognition and growth. A good supervisor supplies information and advice to employees when necessary and also emphasizes personal responsibility and accountability while providing a climate of freedom for work accomplishment. McFarland (1984) defined supervision as the process in which the subordinate is encouraged to participate in activities designed to meet organizational goals and to develop as an employee and as a person. If the work climate is such that employees do not get the support they need from their supervisors or they feel they are being treated unfairly, they tend not to trust their supervisors and fail to deliver as expected, thereby ending up experiencing job dissatisfaction. In cases where employees receive support from their supervisors, they feel less dissatisfied and want to achieve more. The importance of supervision in the satisfaction of workers in the workplace, was well noted by House (1973) in his path-goal theory of Leadership. House (1973) in his theory contended that the leader or supervisor is to clarify the path for subordinate to take in order to satisfy or meet their needs in the organization. Thus, when the subordinate sees the supervisor as being instrumental to the attainment of his needs in the organization, his level of satisfaction will be enhanced.

Working Conditions

According to Gerber (1998), working conditions are created by the interaction of employees with their organizational climate. Working conditions include, psychological work conditions and the physical layout of the job. The physical working conditions include availability of facilities like protective clothing, equipment and appliances. Failure to provide these facilities makes it impossible for employees to carry out their jobs and thus promote job dissatisfaction because employees cannot perform their jobs in an easy non-obstructive way. However, the psychological contract includes the psychological expectations of both employees and their employers (Schein, 1980). Employees will perform better when they know what the employer expects from them and vice versa. They will be productive because they know the benefits they will get from their employer if their performance is satisfactory; but if they are not aware of what the employer expects from them, they will be unsure and less productive and feel dissatisfied. Physical layout of the job refers to the neatness, organization, convenience and attractiveness of the work environment. Luthans (1998) believed that if working conditions are good, for instance – clean, and attractive surroundings, employees will find it easier to carry out their jobs. On the other hand, if the working conditions are poor like hot and noisy surroundings, employees will find it difficult to get their work done and thereby experience dissatisfaction.

2.2 THEORETICAL FRAMEWORK
Several theories have been advanced to explain the issue of job satisfaction. These theories were previewed in the last but one section of this chapter. The theoretical orientation adopted in this research is the social exchange theory. This theory was amplified in the works of Homans (1950) and Blau (1964) to mention only two. In essence, the theory believed that one’s commitment to the workplace is dependent on the level of equitable exchange which he/she feels is getting from the organization by means of incentives, salaries and general level of satisfaction. This theory was also very relevant in the present work Exchange theory looks at social exchange as a regulated form of behaviour in the context of the societal rules and norms. In other words, social exchange theory pre-supposes a process of reciprocity. That is to say, exchange is a matter of give and take. The basic assumption of exchange theory is that men seek many rewards which can be obtained only in interaction with other people. They enter new social relationships because they find it rewarding and continues to participate because they found its satisfying (Mannell, 1976; 63) As pointed out above, the individual enters an organization with the aim of meeting a set of basic needs. As Uche (1984) has aptly asserted, the main purpose for seeking a job in Nigeria is to earn money to be able to take care of one’s physiological and other needs. On the other hand, the employer has the survival of the organization uppermost in his mind. Thus, in order to meet this, employees are then provided with different forms of incentives geared towards enhancing their satisfaction in the work place. This pattern of relationship has been referred to by Schein (1980) as psychological contract. Sims (1994) defined the psychological contract as a set of expectations held by the employee that specify what the individual and the organization expect to give and to receive from each other in the course of their relationship. A more specific definition of psychological contract is provided by Spindler (1994) as follows: The bundle of unexpressed expectation that exists and the interface between humans which are greatly influenced by the personal history and individual self image of the parties to the relationship that creates emotions and attitudes which control behaviour Essential elements of the psychological contract between employees and employers are the factors which enhance the satisfaction which workers get from their job for the purpose of putting up optimal performance. It is because of this exchange relationship which exists between the employers and the employees that exchange theory is seen to provide a sound theoretical base for this study.

Systems Theory

This study is also complemented with the systems theory. The systems theory is rooted in the functional interrelatedness of parts in a whole as espoused by Etzioni (1961:31), Peter (1956:24), Parson (1960:53), and Easton (1965:50). The systems theory, views human performance as a function of many interacting system-wide factors.Applying this theory to the problem being explained in this research, the workers and organization are interdependent and interrelated. This implies that once the workers are dissatisfied, their performance will affect the outcome and eventual productivity of the organization. Also when the management of the organization are at loggerheads with the workers, it could also affect the desired results of the hospitals. This is why in some cases we have strikes, counter strikes, workto-rule, brain drain or exodus of workers.

Frederick Herzberg's Two Factor Theory:
Herzberg et al., (1959) were fascinated by the topic of what individuals desired from their work more than four decades ago. They used the critical event approach and polled 200 Pittsburg accountants and engineers. They were asked to explain the incidents that made them happy or unhappy at work. The following is a list of the replies. Two Factor Theory is the name given to their method.

There are two types of variables, according to Herzberg: motivators and hygiene factors. Job happiness is solely determined by motivating factors. Job satisfaction may be generated by the task/job itself as well as the job's results, such as acknowledgment, reward, responsibility, advancement, and progress.

He said clearly that the second group of elements, known as "hygiene factors," should be present in the company in order to minimize work unhappiness. Employees might be disturbed by a variety of factors, such as power outages, poor connections with bosses and coworkers, low pay, restrictive regulations, a lack of job security, and so on. However, they are unable to empower their staff.

Locke’s Value Theory:
E.A. Locke was the one who came up with this hypothesis. According to this idea, job satisfaction arises when an employee's employment outcomes meet his expectations. As a result, the more the employee obtains desired outcomes, the more content they are; the less they receive desired outcomes, the less satisfied they are.

In other words, work dissatisfaction is caused by the disparity between the current elements of the job and the aspects wanted by the employee. The bigger the disparity, the more discontent with one's employment, and vice versa. This approach draws management's attention to the parts of the job that create discontent and then transforms them so that the employee is satisfied.

Dispositional Theory:
The Dispositional Hypothesis is another well-known work satisfaction theory. It is a broad theory that suggests that people, regardless of their occupation, have innate dispositions that lead them to seek a certain level of fulfillment.

In light of evidence that job satisfaction tends to be stable over time and across careers and jobs, this approach has become a notable explanation of job satisfaction. Identical twins have similar levels of job satisfaction, according to research.

The Core Self-evaluation Model, proposed by Timothy A. Judge in 1998, was a significant model that narrowed the scope of the Dispositional Theory. Self-esteem, general self-efficacy, locus of control, and neuroticism, according to Judge, are the four core self-evaluations that determine one's disposition toward job satisfaction.

Higher levels of self-esteem (the value one places on oneself) and general self-efficacy (belief in one's own competence) lead to greater job satisfaction, according to this model. Higher job satisfaction is linked to having an internal locus of control (believing that one has control over one's own life rather than outside forces). Finally, lower neuroticism correlates with higher job satisfaction.

Two-Factor Theory (Motivator-Hygiene Theory)

The Two-Factor Theory (also known as the Motivator Hygiene Theory) attempts to explain workplace satisfaction and motivation. According to this idea, distinct variables — motivation and hygienic factors, respectively — drive contentment and discontent. A subordinate's job happiness is inextricably linked to an employee's drive to work.

Motivation may be defined as an inner force that propels people to achieve personal and organizational objectives. Motivating factors are those aspects of a job that motivate people to perform and provide them with satisfaction, such as work accomplishments, recognition, and advancement opportunities.

These motivational elements are said to be inherent in employment or the activity performed. Aspects of the working environment, such as salary, business regulations, supervision methods, and other working circumstances, are all hygiene considerations.

Despite the fact that Hertzberg's model has sparked a lot of study, academics have yet to be able to experimentally verify it, with Hackman and Oldham arguing that Hertzberg's initial formulation of the model may have been a methodological artefact.

Furthermore, the idea ignores individual variations, implying that all employees would react in the same way to changes in motivational or hygienic variables. Finally, the model has been chastised for not specifying how motivating/hygiene elements should be measured.
2.3 EMPIRICAL REVIEW
A study done by Mackintosh (2003) on the factors associated with the retention of midwives in Malawi cautioned that retention strategies need to be looked at differently in every health facility.Some studies suggest that a supportive learning and working environment is the most crucial factor for job satisfaction, especially in the field of nursing (Jang et al. 2005; Kangas, et al. 1999; Brooks-Carthon, et al. 2011). An ageing population with an increasing number of patients suffering from chronic diseases is included in the factors affecting work environments negatively, resulting in dissatisfied employees. Other studies have shown that low wages coupled with lack of pension programs and insurance are often connected to low levels of job satisfaction (Case et al. 2002; Harris-Kojetin et al. 2004). Kirpal (2004) points out the policy makers’ responsibility in terms of potential negative effects as well as work identity by looking at workers in the current system from a qualitative point of view. He places emphasis on the fact that work identity is changing and moving towards a more flexible, more highly skilled and mobile workforce. Job satisfaction and dissatisfaction are related to staff turnover and the mobility of the health care sector. It is therefore vital to be aware that increasing workloads and low payment are connected to the dissatisfaction of employees. 

Okeke (2010) did a report on the topic of this project report on the impact of job satisfaction on employee performance in Government Owned Enterprises (GOE’s). There was a time when it was considered a sound economic policy for the government to establish and invest in corporations and enterprises. It was then agreed that government-owned enterprises were better for stimulating and accelerating natural economic development than private initiative. The research therefore was aimed at investigating, identifying, analyzing, and presenting research findings on the impact of job satisfaction on employee performance. To achieve the above aims, research hypothesis were formulated to determine whether promotion has no impact on job satisfaction, whether there is no relationship between salary and job satisfaction, and whether the conducive environment does not contribute to job satisfaction in government-owned enterprises. The researchers made use of a research questionnaire, which was designed and distributed to staff of these government-owned enterprises. The method of analysis was the use of tables, percentages, and chi-square. The major finding of the research is that promotion has a significant relationship with job satisfaction, there is a relationship between salary and job satisfaction, and the conductive environment contributes to job satisfaction among employees in government-owned enterprises. In view of the above findings, the study recommended that: 1.Government owned enterprises should see increased/prompt payment as a motivation factor that can increase productivity in the organization. 2. The government should use employee inputs as a criteria for promotion of workers, because most of these workers in government are idle. 3. The government should make the working environment conducive, so that workers can see their working environment as their second home. 4. Government owned enterprises should adopt management by objective in which employees should be part of the decision making of the organization so that all hands will be on deck. 5. The structure of the organization should be restructured so that there will be a cordial relationship between the employees and their employers. Working conditions should be improved and sustainable to enhance performance. 7. Management should be sensitive to the differences in needs and values among employees. Every individual is unique and will respond differently to attempts to motivate him or her. 8. Management should be sensitive to employees' complaints about low pay and unchallenging work. Too often, management deludes them into thinking that employees' dissatisfaction can be lessened by painting the work area, piping in music, giving out a few more words of praise, or giving people longer work breaks.

In a paper by Omah et al, they theoretically examined the impact of job satisfaction on organizational performance. It notes that job satisfaction is vital for improved organizational performance. The paper posits that an employee with a high level of job satisfaction holds positive attitudes towards his job. On the contrary, an employee who is dissatisfied with his job holds negative attitudes about the job. It also noted that improved organizational performance results from committed workforces who are satisfied with their work facets in organizations. The paper concluded that job satisfaction has a negative relationship with an increase in absenteeism, turnover, and low work drive, but creates positive high staff morale among employees, increases employee commitment to an organization, and enhances their level of motivation, and directly impacts on the productivity level of employees. The paper recommends, among others, that management should be interested in their employees’ attitudes, as attitudes give warnings of potential problems and are capable of influencing employees’ behavior. Managers should also raise employee satisfaction by focusing on the intrinsic and extrinsic parts of the job to keep employees motivated and committed to driving the organizations' vision and goals domain, as well as strongly inducing positive subsequent employee outcomes. Managers must, however, realize that creating a satisfied workforce is neither a bag of solution to every organizational problem nor a guarantee of successful organizational performance. Therefore, efforts should be made to strategically position the organization to take advantage of opportunities that abound in the environment through effective environmental scanning, effective corporate management, and putting in place structures that enhance employees’ job satisfaction.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.

3.1 Research Design

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e. mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.2 Population of the Study

According to Udoyen (2019), a study population is a group of elements or individuals, as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitutes individuals or elements that are homogeneous in description. 

This study was carried out to examine the impact of job satisfaction and workers performance in the health sector using University of Benin Teaching Hospital (UBTH) Benin City. Hence, the population of this study consist of healthcare workers in University of Benin Teaching Hospital (UBTH) Benin City.
3.3 Sample Size Determination

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.4 Sample Size Selection Technique And Procedure

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.   
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of the entire healthcare workers in University of Benin Teaching Hospital (UBTH) Benin City, the researcher conveniently selected 53 participants as sampled size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.5 Research Instrument and Administration

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. 
Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.6 Method of Data Collection

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.7 Method of Data Analysis

The responses were analyzed using the frequency tables, which provided answers to the research questions. While the hypotheses will be tested using Chi-square statistical tool.
3.8 Validity of the Study

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.9 Reliability of the Study

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.10 Ethical Consideration

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

1 INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of fifty-three(53) questionnaires were administered to respondents of which fifty (50) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of  50 was validated for the analysis.

4.2
DATA PRESENTATION

The table below shows the summary of the survey. A sample of 53 was calculated for this study. A total of 50 responses were received and validated. For this study a total of 50 was used for the analysis.

Table 4.1: Distribution of Questionnaire

	Questionnaire 
	Frequency
	Percentage 

	Sample size
	53
	100

	Received  
	50
	78.57

	Validated
	50
	71.43


Source: Field Survey, 2021

Table 4.2: Demographic data of respondents

	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	18
	36%

	Female
	32
	64%

	Age
	
	

	20-30
	24
	48%

	30-40
	18
	36%

	41-50
	08
	16%

	51+
	0
	0%

	Education
	
	

	HND/BSC
	30
	60%

	MASTERS
	12
	24%

	PHD
	08
	16%

	Marital Status
	
	

	Single
	21
	42%

	Married
	26
	52%

	Separated
	3
	6%

	Divorced
	0
	0%

	Widowed
	0
	0%

	Work Experience
	
	

	Less than 1year
	6
	12%

	2-5 years
	23
	46%

	Above 5years
	21
	42%


Source: Field Survey, 2022
4.2
ANSWERING RESEARCH QUESTIONS

Question 1: What is the extent to which healthcare workers are satisfied with their job role?
Table 4.3:  Respondent on question 1
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	High extent
	15
	30.0
	30.0
	30.0

	
	Low extent
	25
	50.0
	50.0
	80.0

	
	Undecided
	10
	20.0
	20.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: field survey, 2022.

From the responses obtained as expressed in the table above, 15 respondents constituting 30% said high extent, 25 respondents constituting 50% said low extent. while the remaining 10 respondents constituting 20% were undecided.

Question 2: Does job satisfaction influence workers’ retention in the healthcare sector?
Table 4.4:  Respondent on 2.
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	24
	48.0
	48.0
	48.0

	
	No
	16
	32.0
	32.0
	80.0

	
	Undecided
	10
	20.0
	20.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: field survey, 2022.

From the responses obtained as expressed in the table above, 24 respondents constituting 48% said yes, 16 respondents constituting 32% said no. while the remaining 10 respondents constituting 20% were undecided.

Question 3: Does job satisfaction influence workers’ commitment in the healthcare sector?
Table 4.5:  Respondent on question 3
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	21
	42.0
	42.0
	42.0

	
	No
	18
	36.0
	36.0
	78.0

	
	Undecided
	11
	22.0
	22.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: field survey, 2022.

From the responses obtained as expressed in the table above, 21 respondents constituting 42% said yes, 18 respondents constituting 36% said no. while the remaining 11 respondents constituting 22% were undecided.

Question 4: Does job satisfaction influence workers’ commitment in the healthcare sector?
Table 4.6:  Respondent on question 4
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	20
	40.0
	40.0
	40.0

	
	No
	15
	30.0
	30.0
	70.0

	
	Undecided
	15
	30.0
	30.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: field survey, 2022.

From the responses obtained as expressed in the table above, 20 respondents constituting 40% said yes, 15 respondents constituting 30% said no. while the remaining 15 respondents constituting 30% were undecided.

TEST OF HYPOTHESES

Table 4.7: Job satisfaction does not influence workers performance in the health sector..
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	25
	16.66
	8.34
	69.56
	4.18

	No
	10
	16.66
	-6.66
	44.36
	2.66

	Undecided
	15
	16.66
	-1.66
	2.76
	0.17

	Total
	50
	50
	
	
	7.01


Source: Extract from Contingency Table
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At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 7.01 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 7.01 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that Job satisfaction influences workers performance in the health sector is accepted.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:

5.1 Introduction

This chapter summarizes the findings on the impact of job satisfaction and workers performance in the health sector using University of Benin Teaching Hospital (UBTH) Benin City as a case study. The chapter consists of summary of the study, conclusions, and recommendations. 
5.2 Summary of the Study

In this study, our focus was on the impact of job satisfaction and workers performance in the health sector using University of Benin Teaching Hospital (UBTH) Benin City as a case study. The study is was specifically carried out to determine the extent to which healthcare workers are satisfied with their job role, find out if job satisfaction influences workers retention in the healthcare sector, ascertain whether job satisfaction influences workers commitment in the healthcare sector, and ascertain whether job satisfaction influences workers productivity in the healthcare sector.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 50 responses were validated from the enrolled participants where all respondent were healthcare workers University of Benin Teaching Hospital (UBTH) Benin City.
5.3 Conclusions

Based on the findings of this study, the researcher concluded that;

The extent to which healthcare workers are satisfied with their job role is low.

Job satisfaction influences workers’ retention in the healthcare sector.

Job satisfaction influences workers’ commitment in the healthcare sector.

Job satisfaction influences workers productivity in the healthcare sector.

5.4 Recommendation
Based on the responses obtained, the researcher proffers the following recommendations:
Enhancement of the fringe benefits given to staff since this has positive effect on their satisfaction. The management should ensure equitable distribution of rewards/benefits putting into consideration effort and outcome of workers performance. In a situation where inequity becomes necessary, the basis of such inequity should be properly explained to the workers, to prevent tension and bad feelings associated with perception of inequity; 

The Management should provide satisfactory welfare package for the workers. Such welfare package should be communicated to the workers using the notice board or employee handbook. The incentive provided for the workers should be tailored to their needs and this make the incentive to be valuable. Promoting staff as at when due is also important since this will lead to increase in their remuneration; 

Encourage a democratic relationship between superiors and subordinates; 

Management should always organize training for the workers. But such trainings must be aligned with the needs/function of the workers so that they can perceive it to be relevant. The contents of such training should include sensitivity training, groups dynamics, interaction skills, management style;

Make the job environment more interesting and conducive so as to improve the workers convenience in the execution of their tasks. This will make the job to be more interesting and captivating in other to enhance the workers satisfaction with the job. This can take the form of enriching the job or building into the job certainty psychological factors that will make the job interesting and enhance the intrinsic satisfying features of such job. 

Encourage workers to air their views to management and thereby stimulate their participation in the decision making process of the institution. 

Specification should be followed while employing staff. People of proven academic integrity should be employed rather than employing mediocres. it is only people of proven integrity in their field of study can be trained.
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]


Female [  ]

Age 

20-30
[  ]

31-40
[  ]

41-50   [  ]
51 and above [  ]

Educational level

WAEC

[  ]

BSC/HND
[  ]

MSC/PGDE
[  ]

PHD

[  ]

Others……………………………………………….. (please indicate)

Marital Status

Single

[  ]

Married 
[  ]

Separated 
[  ]

Work Experience

Less than 1year
[  ]
2-5 years

[  ]
Above 5years

[  ]
SECTION B
Please indicate the extent to which you are satisfied with the following items by ticking in any of the boxes represented below;

Question 1: What is the extent to which healthcare workers are satisfied with their job role?

	Options
	Please Tick

	High extent
	

	Low extent
	

	Undecided
	


Question 2: Does job satisfaction influence workers’ retention in the healthcare sector?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


Question 3: Does job satisfaction influence workers’ commitment in the healthcare sector?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


Question 4: Does job satisfaction influence workers’ commitment in the healthcare sector?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


