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Abstract

Background: According to (Kalinski, 2020) Job satisfaction is a complex combination of psychological,
emotional feeling and other environmental factors that can affect an employee positively and give them a
sense of achievement on the job. Further, He implys that job satisfaction can be linked to doing a job one
enjoys, being productive and getting positive intrinsic rewards like enthusiasm, and contentment. On March
14, 2024 the healthcare worker’s through their union representatves (KMPDU & KNUN) announced a
nationwide strike in Kenya. This strike lasted for 56 days and was called off on May 8" 2024 after
negotiations, the government officials agreed to some of the union demands. (MoH, 2024). It is evident that
Healthcare workers are dissatisfied and the link to the major causes is not clear.

Objective: This study sort to investigate the factors influencing job satisfaction among healthcare workers'
in public hospitals in Nairobi County, Kenya based on Herzberg’s Motivation Theory.

Methodology: This study employed a cross-sectional research design, targeting healthcare workers from
five select Hospitals in Nairobi County, Kenya. A sample of 400 participants was selected using stratifed
random sample based on proportioanl allocation. The data collection instrument was self-administered
questionnaires and analysis done using the SPSS software, version 26.0, with the level of significance set at
0.05. Analyzed data was presented using tables with both descriptive, and inferentiall statistics i.e.
Chisquare, Odds Ratios and Confidence Intervals.

Results: The study found that promotions ( p-value<0.001) with OR =1.790 and 95% CI = (1.090, 2.939),
Training and development (p-value<0.001) with OR =1.960 and 95% CI =(1.214, 3.165), Communication
(p-value=0.001) with OR = 1.189 and 95% CI = (0.687, 2.059), Supervision (P-Value <0.001) with OR =
1.380 and 95% CI=(0.805, 2.365), quality of buildings in terms of space (p-value<0.001) with OR =1.505
and 95% CI=(0.924, 2.453), Equipment adequacy (p-value<0.001) with OR =2.871 and 95% CI = (1.698,
4.854), Availability of PPEs’ (p-value=0.022) with OR = 2.394 and 95% CI = (1.316, 4.357), and
Availability of amenities such as toilets and water (p-value=0.04) with OR = 1.844 and 95% CI = (1.458,
2.556) had a statistically significant effect on satisfaction/dissatisfaction by Healthcare workers.
Conclusion: The study was able to established that there are factors determining job satisfaction among
healthcare workers in Public hospitals in Nairobi County, Kenya. They include salaries, fringe benefits,
training and development, recognition and reward, supervision and management, communication,
equipment and utilities, lighting and ventilation, and conducive work environment. Over (70%) of the
respondents were not satisfied with their work environment. This study recommends that employers should
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Introduction

According to (Kalinski, 2020) Job satisfaction is a
complex combination of psychological, emotional
feeling and other environmental factors that can
affect an employee positively and give them a sense
of achievement on the job. Further, He implys that
job satisfaction can be linked to doing a job one
enjoys, being productive and getting positive
intrinsic rewards like enthusiasm, and contentment.
Job satisfaction is a key ingridient that can lead to
work recognition, and promotion.

Healthcare delivery is complex and due to it’s nature
of dealing with human beings, it calls for a motivated
healthcare workforce who will work with close
coordination and coorperation. In Kenya, healthcare
services is delivered through a grid of about 4700
health facilities encompassing both the Public and
Private sector which includes private for-profit,
NGO, and FBO facilities. The public sector has the
larger share with about 51 % of the overall number of
facilities. (R Muga, 2023). The structure of the
healthcare system in the Public sector according to
the 2010 constitution through devolution was split
into the County hospitals and the National Teaching
and Referral hospitals which are the apex. The
County hospitals are overseen by the County
governments whereas the National Teaching and
Referral hospitals are governed by the National
government through the Ministry of Health (Ogosi,
2020).

The health care system in Kenya is faced with many
challenges, including shortages of drugs, inadequate
workforce, and insufficient funds. Between 2010 and
2020 there were eight countrywide strikes and a lot
more county strikes (IntraHealth, 2021). In 2017, a
100-day doctors’ strike dragged on for 150 days. The
strike was called off on 14th March 2017 when the
Government signed an agreement and a Retern To
Work Formula RTWF) with KMPDU and KNUN
officials. (AL JAZEERA, 2017). On 9th September
2020, Kenyatta National Teaching and Referral
Hospital issued a letter notice of a strike which was to
commence on 7th December 2020. On March 14,
2024 the healthcare worker’s through their union
representatves (KMPDU & KNUN) announced a
nationwide strike. This strike lasted for 56 days and
was called off on May 8th 2024 after negotiations, the

government officials agreed to some of the union
demands. (MoH, 2024).

Although healthcare worker strikes have turned into a
universal issue with escalating challenges in several
nations, the increased frequency affects health
professionals’ roles in the health sector leading to
poor service delivery, dissatisfaction among patients,
and low quality of services. It is evident that
Healthcare workers are dissatisfied and the link to the
major causes is not clear.

The objective of this study was to investigate the
factors influencing job satisfaction among healthcare
workers'in public hospitals in Nairobi County, Kenya
based on Herzberg’s Motivation Theory. Frederick
Herzberg’s Motivation Theory provides two
elements that affect motivation in the workplace.
Hygiene elements include Pay, Company Policies
and administrative policies, Fringe benefits, Physical
Working conditions, Status, interpersonal relations,
and Job Security. These elements cause an employee
to be less productive if they are not available while
Motivating elements include Recognition, Sense of
achievement, Growth and promotional opportunities,
Responsibility, and Meaningfulness of work. These
elements inspire an employee to work harder if
available. This means that a productive environment
can be generated by addressing the factors that
influence employee job satisfaction. The use of
Herzberg’s motivational theory helped to determine
the factors that influence satisfaction and
dissatisfaction among the Healthcare workers of the
five selected hospitals in the study.

MOTIVATORS

SATISFACTION NO SATISFACTION

HYGIENE FACTORS

NO DISSATISFACTION DISSATISFACTION

Source Management study guide:
https://managementstudyguide.com/herzbergs-theory-
motivation.htm

Figure 1: Hertzberg's Motivational Theory

In applying the use of Herzberg’s motivational
theory, a recent study was conducted by (Verma,
2019). The study reported that 75.3% of healthcare
workers were dissatisfied with their working
environment, salary, promotion, and benefits,
whereas the relationships with leaders and co-
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workers were satisfaction factors. In an earlier study
pay, promotion, training and development, relations
with supervisors, poor working conditions, and
organizational policies were the main factors for job
dissatisfaction among health workers in eastern
Ethiopia as per (Geleto, 2019) whereas, Lack of
professional development and training opportunities
reported by 90% of the medical professionals as the
most important factor affecting their job satisfaction.
On the other hand, the relationships with leaders and
peers contributed most to satisfaction, whereas the
salary was a dissatisfaction factor. Given this
scenario, the use of Herzberg’s motivational theory
was best to help determine the factors that demoralize
healthcare workers and in turn encourage strikes due
to dissatisfaction.

According to (Du Plessis and Van Niekerk, 2017),
motivating factors relate to issues such as training and
development, recognition and rewards, and
communication. Further, (Sukumaran, 2020)
contends that social support emanating from senior
management is a key motivating factor for employees
since it helps them relieve stress related to their work
and ensures that the efforts of employees are
recognized. Job enrichment as outlined in (Kassa,
2022) is also a key construct of motivation for
employees. Job enrichment is also a motivating
factor, it entails adding tasks to employees to give the
employee a feeling of empowerment in their
workplace (Novianty & Evita, 2018). Employees’
training and availing of opportunities for training
enable employees a feel of empowerment and thus
commitment to their work. (Kibwana, 2018)
undertook a study in Ethiopia to evaluate the causes
of strikes among anesthetists working in public
hospitals. Based on 252 respondents, supervision
influence was assessed and its influence on
engagement in strikes. Among the aspects of
supervision that were found to cause strikes included
supervision fairness in policy application and in
his/her practices especially when conducting
appraisals and the supervisor’s availability to
respond to issues related to the organization affecting
the employees.

In Iran, (Daneshkohan, 2020) evaluated aspects of
supervision that influenced nurses’ engagement in
strikes. Through a 250-sample size from 55
healthcare facilities, the findings revealed the
supervisory skills of those in senior management
positions to be insufficient thus leading to unrest. The

behaviors of supervisors were found to also lead to
conflicts which would trigger industrial unrest
among nurses. (Rahayu, 2019) found the
unwillingness of an organization to invest in the
development and training of employees to contribute
to cause strikes in the long run. Employees cited
failure by employers to impart them with the
capability and skills required for the evolving health
sector to be associated with their striking. Research
by (Rahayu, 2019) showed more likelihood for
employees to engage in strikes in organizations that
had no or fewer training programs as compared to
those with rampant training programs.

According to (Kabir & Parvin, 2021), Environmental
factors relate to working conditions such as the
physical environment comprising of attractive
features, for example, buildings, ventilation, lighting,
privacy, furniture, comfort, and quality of sound.
Further, environmental factors denote working
conditions represented by an atmosphere that is
pollution-free and contains the necessary equipment
for HCWs to discharge their services (Wilton, 2019).
If the environment in the workplace is good,
employees become stress-free and are therefore
satisfied making it less likely for them to take part in
strikes. On the other hand, an organization that is
poorly equipped leads to increased unrest by the
workers.

A study by (Prasad, 2019) conducted a study on
workplace conditions in the West Bengal public
sector. The focus was on nurses working in public
hospitals. The study noted that the work environment
should be safe and healthy to set employees free from
hazards such as health hazards. It should also enhance
good mental health, well-being, and personal safety.
A poorly planned workplace has a significant effect
on the morale of Healthcare workers. It can also lead
to poor motivation and reduced satisfaction which are
triggers for strikes (Liao & Chuang, 2019).

Methodology

The study utilized a cross-sectional research design,
targeting Nurses, Doctors, Clinical Officers, Other
Medics, and the Support staff in Nairobi County,
Kenya, specifically those working at Pumwani
Maternity Hospital, Mama Lucy Kibaki Hospital,
Ngara Health Center, Kenyatta National Teaching
and Referral Hospital, and Mbagathi Hospital. A
sample of 400 participants was selected using a
stratifed random sample based on proportioanl

Ibom Med. J. Vol.18 No.1. Jan.-April, 2025

www.ibommedicaljournal.org

116}



Cyrus ML et al

Assessment of factors influencing job satisfaction...

allocation. The data was collected using self-
administered questionnaires and analysis was done
using the SPSS software, version 26.0, with the level
of significance set at 0.05. Analyzed data was
presented using tables with both descriptive, and
inferentiall statistics i.e. Chisquare, Odds Ratios and
Confidence Intervals.

Inclusion Criteria

The respondents that were eligible for the study were;
Permanent Nurses, Doctors, Clinical Officers, Other
Medics, and the Support staff.

Healthcare workers who had been working in the
facilities for one year and above.

Exclusion Criteria

The respondents that were excluded from the study
were;

Healthcare workers who did not sign the informed
consent to participate in the study.

Results

Response rate

400 healthcare workers were approached to
participate in the study. However, only 346 (86.5%)
participants concented and completely filled the
questionnaires.

Socio-Demographic Characteristics of the
Respondents

The majority of the respondents were females 55.2%
(191) while males were 44.8% (155). This shows that
both genders were significantly represented in the
study with an almost equal rate of representation. In
terms of the age of the respondents in years, more
than half of the respondents as shown by 55.8% (193)
were aged 31-40 years. The majority of the HCWs as
indicated by 63.9% (221) were married while another
majority as shown by 68.8% (238) had a college level
of education. According to the responses, a total of
62.4% (355) had worked in the respective facility for
duration of a 6 or more years. About half of the
participants, with a percentage of 49.1% (170)
disclosed that they earned a salary ranging between
KES 50,000 to KES 100, 000 (see Table 1).

From Table 2, 37.6% (130) of the respondents think
that involvement in decision-making is poor. On
promotions, 43.1% (149) indicated that it is poor.
Recognition as disclosed by 48.0% (166) is poor.
According to 32.9% (114) of the respondents,

Table 1: Distribution of the Respondents by Different
Socio-Demographic Characteristics
Frequency Percent (%)

Gender of the Male 155 44.8%
Respondents Femalce 191 55.2%
Age of the 21-30 years 69 19.9%
Respondents 31-40 years 193 55.8%
(ycars) 41-50 years 69 19.9%
51-60 years 15 4.3%
Marital Status of ~ Married 221 63.9%
the Respondents Single 105 30.3%
Divorced 11 3.2%
Widow/Widower 9 2.6%
Level of Liducation College 238 68.8%
University 108 31.2%
Number of years  1-5 years 130 37.6%
worked in the 6-10 years 103 29.8%
facility 11-15 years 68 19.7%
16-20 years 26 7.5%
21-25 years 15 4.3%
26-30 years 4 1.2%
Gross salary range >50, 000-100, 000 170 49.1%
>100, 000-150, 000 69 19.9%
>150, 000-200, 000 61 17.6%
>200, 000-300, 000 46 13.3%
Above 300, 000 0 0.0%
Employment Nurses 93 26.9%
Cadres of Doctors 48 13.9%
participants Clinical Officers 61 17.6%
Other Medics 102 29.5%
Support Staff 42 l12.1%

Table 2 Status of motivational Factors affecting
Healthcare workers satisfaction/dissatisfaction in
Public Hospitals in Nairobi County, Kenya

Poor Good
Involvement in decision making 231 (66.8%) 115 (33.2%)
Promotions 224 (64.8%) 122 (35.2%)
Recognition 272 (78.6%) 74 (21.2%)

Flexibility in work schedules
Training and development

226 (65.3%)
289 (83.5%)

120 (34.7%)
57 (16.5%)

Rewards 234 (67.6%) 112 (32.4%)
Communication 197 (56.9%) 149 (43.1%)
Social support from 217 (62.8%) 129 (37.2%)
management

Supervision 150 (43.4%) 196 (56.6%)

Table 3 Likert Scale Responses on Influence of
Motivational Factors on satisfaction/dissatisfaction by
HCWs in Public Hospitals in Nairobi County, Kenya

Disagrece Neutral Agree

Unfair supervision of HCWs lead to strikes 80 84 182
(23.1%) (24.3%) (52.6%)
Supervisors’ poor communication on issues 91 66 189

related to hospitals affecting HCWs trigger (26.3%)
strikes in the public health sector

Unwillingness by the government to invest 87 76 183

in training and development of employees (25.1%) (22.0%) (52.9%)
contribute to striking by HCWs

Unfair promotion and appraisal practices 68 38 240
lead to strikes by HCWs in this region (19.2%) (11.0%) (69.4%)
Failure to include HCWs in decision 107 53 186
making has been a trigger of strikes by (30.9%) (15.3%) (53.8%)
HCWs

(19.1%) (54.6%)
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flexibility in work schedules in the
workplace is poor. Respondents

Table 4: Chi-Square Results on motivational Factors contributing to
satisfaction/dissatisfaction among Healthcare Workers

exceeding half, 57.8% (200) indicated

Frequency of strikes

that the status of training and Rarely  Frequently ,
d 1 t i A di ¢ occur oceur p-value (Chi-Square)
cvelopment 18 poor. AcCording 10 Tyelvementin - Poor 59 172 X2 (3.N=346)=1.470,
54.4% (188), rewards in pubhc decision-making Good 35 80 p-value=0.689.
H : : H : Promotions Poor 41 183 X? (3,N=346)=26.636,
hospltals' n Na}rob1 County0 are fair. Gond = s o value<0.001:
Also evident is that 29.2% (101) OR = 1.790: CI = (1.090, 2.939)
indicated that communication is poor, Recognition Poor 74 198 X? (3,N=346)=1.875,
. . . Good 20 54 p-value=0.599
0
and 27-_7 A’ (96) indicated fair Flexibility in work Poor 59 167 XZ (3.N=346)—4.391,
communication status. In terms of the _schedules Good 35 85 P-Value=0.222
: Training and Poor 60 229 X2 (3,N=346)=37.885,
status of social iupport ij‘OII'l the development Good 34 23 p-value<0.001;
management, 38.2% (132) indicated OR = 1.960: CI = (1.214, 3.165)
fair status, and 24.6% (85) indicated Rewards PGOOTd 2; 17793 xz (3>N1:3460):612-1727’
0 0O D2 p-value=u.6°
poor status. Based on 30.9% (107) of = rrmicaion  Poor 39 158 X2 (3,N=346)-17.872,
the respondents, supervision is good; Good 45 94 p-value=0.001;

0 C o OR = 1.189: CI = (0.687, 2.059)
29.8 /f) . (103) indicated poor Social support from Poor 50 167 X? (3,N=346)=6.521,
supervision status. management Good 44 85 P-Value=0.089
Respondents were also presented with ~ Supervision Poor 40 110 X? (3,N=346)=21.646,

Good 54 142 p-value<0.001;

Likert scale items where they were

OR =1.380: CI = (0.805, 2.365)

required to indicate how much they
agreed/disagreed on the influence of
motivational factors on strikes by
findings are tabulated in Table 3.
According to 52.6% (182) of the respondents who
agreed, unfair supervision of HCWs leads to strikes.
Further, 54.6% (189) of the respondents were in
agreement that supervisors’ poor communication on
issues related to hospitals affecting HCWs triggers
strikes in the public health sector. In total, 52.9%
(183) of the respondents were in agreement that the
unwillingness of the government to invest in the
training and development of employees contributed
to striking by HCWs. From a response of 69.4% (240)
of the respondents who agreed and strongly agreed, it
is evident that unfair promotion and appraisal
practices lead to strikes by HCWs in this region.
Lastly, failure to include HCWs in decision-making
has been a trigger of strikes by HCWs as shown by
53.8% (186) of the respondents in agreement.

HCWs. The

Inferential Statistics on motivational Factors
contributing to satisfaction/dissatisfaction among
Healthcare Workers in Public Hospitals in
Nairobi County, Kenya.

Chi-square results in Table 4 demonstrate that
promotions ( X2 (3,N=346)=26.636,p-
value<0.001) with OR =1.790 (poor status category
as the baseline) and CI = (1.090, 2.939) had a
statistically significant effect on strikes by HCWs.

Note: Bold values represent significant non-monetary factors

Hygiene Factors affecting Healthcare workers'
satisfaction/dissatisfaction in Public Hospitals in
Nairobi County, Kenya

Table 5 Status of Hygiene Factors affecting Healthcare
workers satisfaction/dissatisfaction in Public Hospitals
in Nairobi County, Kenya

Good
95 (27.4%)

Poor
251 (72.6%)

Quality of buildings in
terms of space
Ventilation & Lighting
Equipment adequacy
PPEs’ availability
Security

Availability of amenities
such as toilets and water

87 (25.1%)
223 (64.5%)
228 (65.9%)
177 (51.1%)
217 (62.7%)

259 (74.9%)
123 (35.5%)
118 (34.1%)
169 (48.9%)
129 (37.3%)

Therefore, HCWs who perceived promotions to be
poor were 1.790 times more likely to engage in
strikes. Training and development (X2
(3,N=346)=37.885, p-value<0.001) with OR = 1.960
with CI=(1.214, 3.165) for poor status as the baseline
had a significant effect on strikes by HCWs. fHCWs
perceived training and development to be poor, then
they were 1.960 times more likely to engage in
strikes. Communication (X2 (3,N=346)=17.872,p-
value=0.001) with OR = 1.189 and CI = (0.687,
2.059) with poor communication as the baseline had a
significant effect on strikes. This shows that if
communication was poor then it was 1.189 times
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Table 6 Likert Scale Responses on Influence of
Hygiene Factors on HCWs satisfaction/dissatisfaction
in Public Hospitals in Nairobi County, Kenya

Disagree Neutral Agree
Unsafe and unhealthy work environment 92 31 223
exposing HCWs to hazards trigger strikes (26.8%)  (9.0%)  (64.4%)
in public hospitals
When HCWs are assured of their security, 85 44 217
they reduce engagement in strikes (24.6%) (12.7%) (62.8%)
Hospitals with unsafe environment 71 43 232
comprising of poorly designed buildings, (20.5%) (12.4%) (67.0%)
buildings lacking proper lighting and
ventilation cause strikes by HCWs
Lack of amenities such as toilets and 73 49 224
water influence strikes by HCWs (21.1%)  (14.2%) (64.7%)

Table 7 Chi-Square Results of Hygiene Factors Contributing to
satisfaction/dissatisfaction among Healthcare Workers

Hospitals in Nairobi County, Kenya

public hospitals in Nairobi County is fair and good
respectively. It is also evident that based on 45.4%
(157) of the respondents the status of amenities
available such as toilets and water in public hospitals
located in Nairobi County is fair. More than half of
the respondents with a total of 67.1% (232) thought
that the status of their salaries was either poor or fair.
Respondents were presented with Likert scale items
on the influence of Hygiene factors on strikes among
Healthcare workers in public hospitals in Nairobi
County. The findings are shown in Table 6.

Based on a total of 64.4% (223) of the respondents
who agreed, unsafe and unhealthy
: -~ work environments exposing HCWs to
in Public 1 ,7ards trigger strikes in public
hospitals. According to a total of

Frequency of strikes
Rarely  Irequently
occur  oceur

P-Value (Chi-Square

62.8% (217) who agreed, when HCWs
are assured of their security, they

reduce engagement in strikes. In total,
67.0% (232) of the respondents were

in agreement that hospitals with
unsafe environments comprising

poorly designed buildings, buildings
lacking and proper lighting and

ventilation cause strikes by HCWs.
64.7% (224) of the respondents were
in agreement that lack of amenities

such as toilets and water influence

Quality of buildings Poor 50 201 X2 (3,N=346)=25.688,
in terms of space Good 44 51 p-value<0.001;
OR = 1.505: CI = (0.924, 2.453)
Ventilation & Poor 26 61 X? (3,N=346)=3.624,
Lighting Good 68 191 p-value=0.305
Equipment adequacy Poor 35 188 X? (3,N=346)=41.902,
Good 59 64 p-value<0.001;
OR =2.871: CI = (1.698, 4.854)
PPEs’ availability Poor 58 170 X2 (3,N=346)=9.606,
Good 36 82 p-value=0.022;
OR =2.394: CI = (1.316, 4.357)
Security Poor 46 131 X2 (3,N=346)=1.737,
Good 48 121 p-valuc 0.629
Availability of Poor 63 154 X? (3,N=346)=8.129,
amenities such as Good 31 98 p-value=0.043;

toilets and water

OR =1.844: CI = 1.458, 2.556)

strikes by HCWs. Lastly, 70.5% (244)
of the respondents agreed and strongly
agreed that low salary payment has a

Note: Values in bold represent significant environmental factors

more likely for HCWs to engage in strikes.
Supervision (X*2 (3,N=346)=21.646,P-Value <
0.001) with OR = 1.380 and CI = (0.805, 2.365) with
poor supervision as the baseline had a statistically
significant effect on strikes by HCWs. It was 1.380
times more likely for HCWs to engage in strikes if
supervision was perceived to be poor.

According to 43.4% (150) of the respondents, the
quality of buildings in terms of space was poor. Based
on 52.6% (182) of the respondents, ventilation and
lighting in public hospitals of Nairobi County are
good. According to 43.1% (149) of the respondents,
equipment adequacy in the hospitals was poor. In
terms of PPEs’ availability, 37.3% (129) indicated
that they are fairly available; 28.6% (99) indicated the
poor status of PPEs’ availability. Based on 32.9%
(114) and 27.7% (96) of the respondents, security in

significant effect on strikes by HCWs.

Inferential Statistics on Hygiene Contributing to
satisfaction/dissatisfaction among Healthcare
Workers in Public Hospitals in Nairobi County

Chi-square results for the association between
environmental factors and strikes by HCWs in Table
7 demonstrate that the quality of buildings in terms of
space (X2 (3,N=346)=25.688, p-value<0.001) with
OR =1.505 and CI=(0.924, 2.453) with the baseline
being “poor status” had a significant effect on strikes
by HCWs in Nairobi County. It is 1.505 times more
likely for HCWs to engage in strikes if they perceive
that the status of quality of buildings in terms of space
is poor. Equipment adequacy (X"2
(3,N=346)=41.902, p-value<0.001) with OR =2.871
and CI = (1.698, 4.854) with “poor status” as the
baseline had a significant effect on strikes by HCWs.
It was therefore 2.871 times more likely for HCWs to
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take part in strikes if they perceived the status of
equipment adequacy to be poor. Availability of PPEs’
(X"2 (3,N=346)=9.606, p-value=0.022) with OR =
2.394 and CI = (1.316, 4.357) with “poor status” as
the baseline had a statistically significant effect on
strikes by HCWs. It was 2.394 times more likely for
HCWs to engage in strikes if they perceived the status
of PPEs’ availability to be poor. Availability of
amenities such as toilets and water (X2
(3,N=346)=8.129, p-value=0.04) with OR = 1.844
and CI = (1.458, 2.556) with “poor status” as the
baseline had a significant effect on strikes by HCWs.
It was therefore 1.844 times more likely for HCWs to
engage in strikes if they perceived the availability of
amenities such as toilets and water to be poor. Salary
status (X2 (3,N=346)=39.248, p-value<0.001) had a
statistically significant effect on engagement in
strikes. The odds ratio (OR) = 3.610 with confidence
interval (CI) = 2.072, 6.289) for those whose salary
status is poor. Therefore, those with poor salary status
are 3.610 times more likely to engage in strikes as
compared to other better salary statuses.

Discussion

The Chi-square results demonstrated that
promotions, training and development,
communication, and supervision contributed
significantly to strikes by HCWs. The findings
concur with Kibwana et al., (2018) who conducted a
study in Ethiopia and found supervision aspects such
as fairness and availability of supervisors to respond
to issues related to employees affected by strikes by
HCWs in Ethiopia. Daneshkohan et al., (2020)
undertook a study in Iran and revealed supervision to
have a significant effect on strikes by HCWs. The
results of the study on training and development as a
significant factor leading to strikes agree with
Rahayu et al., (2019) who demonstrated that an
organization’s unwillingness to invest in training and
development of employees contributed to strikes in
the long run.

The findings of the study also agree with Du Plessis
and Van Niekerk (2017) who found that motivational
factors linked to unrest comprise roles in decision-
making, promotions, recognition, flexible working
conditions, training and development, and
communication. Further Kassa (2022) found that job
enrichment is a key motivational factor associated
with strikes. This is also the opinion of Ochola (2018)
who noted that employees’ training and availing

training opportunities enable employees to have a
feeling of being empowered and thus committed to
their work.

Chi-square results for the association between
Hygiene factors and strikes by HCWs demonstrated
that the quality of buildings in terms of space,
equipment adequacy, PPEs’ availability, availability
of amenities such as toilets and water, and salaries
significantly influence strikes by HCWs. These
findings are in agreement with Prasad (2019) who
conducted a study in West Bengal and noted that the
work environment should be safe and healthy to
protect employees from hazards and also enhance
good mental health and well-being in addition to
personal safety.

Sev and Aslan (2022) demonstrated that a work
environment that is not safe directly influences
workers taking part in strikes. Haj and Jubran (2021)
found that assurance of employees’ safety and health
reduces the likelthood of them taking part in
industrial unrest. A study by Ashkanasy et al., (2021)
noted that sectors whose environment is unsafe such
as containing poorly designed buildings, lack of
ventilation, poor lighting, and poor safety measures
are unhealthy for employees and lead to unrest. The
findings further support Akpan and Obisung’s (2022)
results that demonstrated that a lack of PPEs affects
employees’ safety resulting in industrial unrest.
When HCWSs lack PPE, they are exposed to
occupational and communicable diseases which can
trigger strikes (JH Verbeek, 2020). Further, Zamani
(2023) thought that physical environments such as
poorly designed consultation rooms, poorly
ventilated hospital halls, lack of sufficient space and
furniture, and lack of social amenities such as toilets
lead to strikes by HCWs. In a study by On’ngonge
(2022), security, cleanliness, and amenities
availability were the physical factors that influenced
employees’ engagement in unrest. In a Kenyan study
by Githatu (2022), working conditions that are unsafe
and unhealthy influence unrest in the workplace. In
Indonesia, Hamid and Wabisana (2022) found that
salary amounts and payment dates significantly
affected unrest in the health sector. The findings also
agree with Fernando (2020) who conducted a study in
Sri Lanka's airline sector and found that salary
amount, delays, and discrepancies influence
engagement in strikes.
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Conclusion

The objective of this study was to determine the
Motivational and Hygiene factors that influence
healthcare workers' satisfaction/Dissatisfaction
levels. It can be concluded that there are motivational
factors that have an influence on healthcare workers'
satisfaction/Dissatisfaction levels. Some of the
motivational factors affecting healthcare workers'
satisfaction/Dissatisfaction levels in public hospitals
include promotions, training and development,
communication, and supervision. Therefore, the
employer should come up with clear guidelines on
rewards based on non-monetary factors such as
merit-based promotions, training, and development
opportunities through programs such as in-service
training and compensation for extra training that
HCWs incur expenses for. Further, It can also be
concluded that there are Hygiene factors that have an
influence on healthcare workers'
satisfaction/Dissatisfaction levels in public hospitals.
Some of the significant Hygiene factors influencing
healthcare workers' satisfaction/Dissatisfaction
levels include quality of buildings in terms of space,
equipment adequacy, PPEs’ availability, availability
of amenities such as toilets and water, and salary
status. The study recommends that more resources
should be invested towards the construction of more
hospital spaces and improving the quality of the
available hospital spaces.
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