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Background: The global shortage of nurses and the rapid turnover of nurses 
remain crucial issues and areas of concern that call for immediate attention. Job 
satisfaction is a recognized determinant of nurses’ decision to stay in their current 
workplace. However, while nurses’ job satisfaction has received considerable 
attention among scholars, the results of studies are still mixed. 
Purpose: The purpose of this study was to revisit and assess the job satisfaction 
and intention to stay of nurses in two selected hospitals in the Philippines. 
Methods: A cross-sectional research design was used in this study. A sample of 120 
nurses in a public and private hospital in the Philippines responded to the Job 
Satisfaction Survey and Intent to Stay Scale questionnaires. Descriptive statistics, t-
test, one-way ANOVA, and Pearson’s r were employed for data analysis. 
Results: Results show that the majority (58.3%) of the nurses were neither satisfied 
nor dissatisfied with their job. Also, nurses intended to neither stay nor quit in their 
current workplace with only a few (9.2%) had high intention to stay. Nurses were 
most satisfied in terms of the nature of their job (18.95+2.50) but were dissatisfied 
with the fringe benefits (12.69+4.11) and operating conditions (12.18+2.58) at work. 
Nurses in the public hospital (p=0.040) and those with higher salaries (p=0.015) 
had significantly higher intentions to stay. Job satisfaction and intention to stay 
were significantly related (p=0.002). 
Conclusion: Nurses’ job satisfaction is positively linked with their intention to stay 
in their current workplace. This study highlights that efforts should be made to 
improve nurses’ job satisfaction to encourage nurses to remain in their current 
workplace. Also, increasing nurses’ salary particularly those nurses in the private 
sector is a focal point of consideration to ensure that there is enough supply of 
nurses in the country. 
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1. Introduction 

The effectiveness and efficiency of the healthcare delivery system are affected by the high 
turnover and shortage of nurses. The nursing workforce is an indispensable part of healthcare 
making up 59% of the healthcare workforce (Haddad et al., 2020; World Health Organization 
[WHO], 2020a). However, the nursing profession continues to face shortages both globally and 
locally due to several factors including high turnover (Haddad et al., 2020). According to the 
WHO (2020a), there is a global shortfall of 5.9 million nurses, and those countries that suffer the 
most acute nurse shortages are low and lower-middle-income or developing countries. 

Nursing turnover is a critical area of concern because nursing shortages lead to poor patient 
outcomes and higher rates of errors, morbidity, and mortality (Asegid et al., 2014; Haddad et al., 
2020). The Philippines is a major exporter of nurses worldwide (Lorenzo et al., 2007; Ubas-
Sumagasyay & Oducado, 2020). However, even the world’s supplier of nurses like the Philippines 
also struggles with the nursing shortage problem. A study has shown those nurses’ reports of low 
nurse and large patient ratio resulting in longer working hours suggests the existence of a nursing 
shortage in the country (Legaspi, 2019). Staffing and resource adequacy was also reported as the 
lowest aspect of the practice environment of Filipino nurses in another study conducted in 
Zamboanga, Philippines (Barandino & Soriano, 2019). Unless greater investment is done to retain 
nurses in the Philippines, the anticipated shortage of nurses in the country is expected to be 
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249,843 up to 290,000 by 2030 (WHO, 2020b; Philippine Overseas Employment 
Administration, 2020). The annual migration of at least 13,000 health workers contributes to this 
deficit (Philippine Overseas Employment Administration, 2020). The migration of nurses abroad 
leaves hospitals in the country the demands of efficient use of resources (Ubas-Sumagasyay & 
Oducado, 2020) and greater investment and efforts should be made to retain nurses in the 
country.  

Job satisfaction is a factor associated with the problems encountered in the recruitment and 
retention of nurses (Asegid et al., 2014). Nurses must operate in a safe and satisfying work 
environment for them to realize their potential in leading the way to improving health (Woolforde, 
2019). However, nurses often work in problematic work environments that can deter nurses’ full 
capacity to provide safe and quality nursing care (Barandino & Soriano, 2019). Besides, when 
studying the work environment, attention should be given to two specific nurse outcomes: job 
satisfaction and intent to stay (Al-Hamdan et al., 2017). According to the Theory of Planned 
Behavior, attitude, in this study nurses’ job satisfaction or their attitude towards their job, is 
considered a significant determinant of behavioral intention (Ajzen, 1991). The nursing shortage 
is seen as the consequence of having unmet these specific outcomes. Employers and 
administrators must be able to provide a satisfying workplace that is conducive to the growth and 
optimal functioning of nurses. After all, nurses are at the frontlines of the health system and 
excellence in nursing care produces excellent patient outcomes (Al-Hamdan, 2017); Kieft et al., 
2014).  

Meanwhile, while nurses’ job satisfaction has received considerable attention among 
scholars, the results of studies are still mixed. A study on the work environment of nurses in the 
Philippines by Dones et al, (2016) has provided interesting yet conflicting insights on the current 
situation of nurses in the Philippines. The study disclosed that while physiologic and safety needs 
of the nurses are the areas that require great improvement, nurses are currently highly satisfied 
with their job and that they intend to remain in their present work environment (Dones et al., 
2016). Another study among hospital staff nurses of Zambales, Philippines showed satisfactory 
results in terms of human relationships, job environment, workload, and benefits and promotions 
(Devera & Maniago, 2017). Filipino nurses also rated their job satisfaction on a moderate to a high 
level in the study of Lapeña et al. (2017). However, there are also reports that nurses in the country 
are overworked and underpaid nurses (Crisostomo, 2020; Ubas-Sumagasyay & Oducado, 2020). 
A study among the government hospital nurses of Samar, Philippines revealed nurses slightly 
unsatisfied with their job (Rosales et al., 2013). Despite some studies supporting the claim that 
nurses in the Philippines are satisfied with their job, migration and turnover rates of nurses are 
still high. Filipino nurses continuously migrating to other countries have endangered the 
Philippines quality of patient care services (Labrague et al., 2018a). Among the several reasons of 
nurses for leaving the country include poor compliance of nursing laws, high patient-nurses 
ratios, lack of professional growth and opportunities, poor benefits, and low income (Castro-
Palaganas et. al, 2017; Labrague et. al, 2018a; Labrague et. al, 2017; Lorenzo et al., 2007). A review 
study identified three main contributing factors of nurses’ intent to stay: nurses’ individual 
characteristics, professional characteristics, and organizational factors (Xue et al., 2020). At this 
backdrop, steps must be made in preventing high turnover rates of nurses and maintaining a 
committed nursing workforce (Labrague et. al., 2018b).  

Job satisfaction is a recognized factor that influences the decision of nurses to stay in their 
current workplace (Al Hamdan et al., 2017; Caricati et al., 2014; Mrayyan, 2007). However, is this 
generalization applicable to Filipino nurses who were reportedly satisfied with their job but still 
sought opportunities elsewhere and especially abroad? It has also been suggested to look into and 
compare the job satisfaction and turnover intention of public and private hospitals (Legaspi, 
2019). Consequently, the researchers felt the need to revisit and perform an empirical 
investigation of the current state of nurses’ job satisfaction and intention to stay in their current 
work environment, address the contradicting findings of prior studies, and determine if job 
satisfaction can influence nurses’ intention to stay. This study was conducted to assess nurses’ job 
satisfaction and intention to stay in two selected hospitals in the Philippines. It also aimed to 
determine whether there are significant differences in nurses’ intention to stay based on certain 
socio-demographic and work-related characteristics and if job satisfaction influences nurses’ 
intention to stay in their current workplace. 
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2. Methods  
2.1 Research design  

A cross-sectional survey design was employed in this investigation. The researchers collected 
the data needed for the study at one point in time to give a snapshot picture (Connelly, 2016) of 
the job satisfaction and intention to stay of Filipino hospital nurses. 

 
2.2 Setting and samples  

A total of 120 randomly selected registered nurses participated in this study. This study was 
conducted in two hospitals with 150-200 bed capacity in the Western Visayas region of the 
Philippines. The two hospitals were selected since they were comparable in terms of the maximum 
number of patients that can be treated by the institution and the Nursing Directors showed 
interest in the study and granted approval to collect data in their institution. The sample size for 
this study was initially computed using Slovin’s formula n = N ÷ (1+Ne2). Inclusion criteria were 
a registered nurse in the Philippines, currently employed in the hospital, and granted consent to 
participate in the study. Volunteer nurses or trainees were excluded from the study. With a total 
population of 212 nurses from both hospitals, the desired sample size for the study was 139. 
However, only the responses from the 60 nurses from each hospital were included in the study. 
Some questionnaires that were retrieved had no signed consent forms, others had no answers 
while the rest had incomplete data or were not fully accomplished. The researchers had the plan 
to return to the hospitals to gather additional data and complete the missing and lacking 
questionnaires or replace the samples but this was not done because of the nationwide lockdown 
as a response to the COVID-19 outbreak. Nonetheless, the 120 participants comprise 86.3% of the 
total needed sample or 56.6% of the total population of nurses included in the study. 

 
2.3 Measurement and data collection 

The Job Satisfaction Survey (JSS) and Intent to Stay Scale (ITSS) were used to gather data 
for this study. The instruments were administered in the English language. The JSS by Spector 
(1985) is a 36-item scale with nine subscales or facets measuring nurses’ job satisfaction or 
attitude towards their job. The nine components of the JSS were nature of work, supervision, 
coworkers, communication, pay, promotion, contingent rewards (performance based rewards), 
fringe benefits, and operating procedures (required rules and procedures). A summated rating 
scale format was used and the participants responded from the six options per item ranging from 
“1-strongly disagree” to “6-strongly agree”. Generally, higher scores indicate higher satisfaction. 
Translated into the summed scores, for the 4-item subscale, 4 to 12 scores are dissatisfied, 16 to 
24 are satisfied, and between 12 and 16 are ambivalent. For the total satisfaction, 36 to 108 are 
dissatisfied, 144 to 216 are satisfied, and between 108 and 144 are ambivalent. The reported 
internal consistency reliability (coefficient alpha) of the total scale was 0.91 and test-retest 
reliability of 0.71. The Cronbach’s alpha of the entire JSS for this study was 0.88.  

The ITSS by Price and Mueller (1986) was also utilized in this study to assess hospital nurses’ 
intention to stay in their current workplace. The ITSS in this study consisted of four (4) items and 
was presented in a 5-point Likert scale with responses ranging from “1-strongly disagree” to “5-
strongly agree”. To fit the ITSS for nurses, the term “institution or hospital” was used in the items 
presented. The ITSS was found to have a high Cronbach’s alpha of 0.89 (Markowitz, 2012). Higher 
scores indicated a higher level of intention to stay. To interpret the findings, the following scale of 
means was used in this study: 1.00 to 2.33 are intended to quit or low intention to stay, 2.34 to 
3.66 are ambivalent or moderate intention to stay, and 3.67 to 5.00 are intended to stay or high 
intention to stay. A socio-demographic (age, sex, number of dependents, civil status, highest 
educational attainment) and work-related (monthly salary, type of hospital of present 
employment, nursing function, employment status, length of service, area of assignment) profile 
sheet was also utilized to collected nurses’ characteristics.  

The data for this study were gathered between January to February of 2020. Permission was 
asked first to responsible authorities (Hospital Administrator and Chief of Nursing Service Office) 
of each institution before the conduct of the study. Compliance with institutional requirements 
including ethics approval was taken into account and followed. Once approvals were granted, the 
researchers then proceeded with the recruitment process and personally distributed the self-
administered questionnaires to the participants enclosed in an envelope. Assistance was sought 
from the Nursing Service Office to ascertain the participants identified in the random selection of 
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nurses using the lottery technique. Upon distribution of the questionnaires, informed consents 
were obtained and the participants were reminded that they could contact the researcher for any 
pertinent information concerning the study. Nurses were given the option to bring home the 
questionnaires as they requested to do but were informed to return the questionnaires after seven 
days from the time of the receipt of the research instrument. However, there were some instances 
when the participants requested an extension of the retrieval of the questionnaire. The contact 
details were indicated in the questionnaires for the participants to contact the researchers once 
the questionnaire had been accomplished and ready for retrieval. A maximum of one month was 
allotted for each institution for data gathering.  

 
2.4 Data analysis 

Data were analyzed using the IBM Statistical Package for the Social Sciences (SPSS) version 
23. Categorical data were analyzed using frequency and percentage. Mean (M) and Standard 
Deviation (SD) were also used to describe the data. The median scores were also reported. Given 
that the sample was drawn randomly and the Kolmogorov-Smirnov test of normality suggested 
that the data do not deviate significantly from normal distribution, the t-test for independent 
samples and one-way ANOVA was used to test for differences while Pearson’s r was employed to 
test for correlation between variables. 

 

2.5 Ethical considerations  
This study was approved by the Unified Research Ethics Review Committee of the West 

Visayas State University (2019.GS-I_008). Written informed consent forms were signed by the 
participants. 

 
3. Results 
3.1 Socio-demographic and work-related profile of nurses 

Table 1 shows the socio-demographic and work-related profile of the hospital nurses. The 
nurses had an average age of 30.52 years (SD=5.73), with 1.24 (SD=1.35) number of dependents, 
monthly income of 17,532 pesos or 350.64 USD (1 USD = 50 PHP), and a length of service or had 
been working in their current hospital workplace for an average of 46 months. The majority were 
females (67.5%), single (66.7%), with Bachelor of Science in Nursing degree (95.8%), staff nurse 
function (89.2%), and regular or permanent employees (67.55). There were an equal number of 
nurses that responded in both public and private hospitals. 49.2% were from Specialty Units, 
42.5% were wards and private rooms, and Nursing Service Office (8.3%). 

 
Table 1. Socio-demographic and work-related profile of nurses 

 
Profile M SD Median f  % 

Age (years) 30.52 5.73 30   
   Younger (30 years old and below)    68 56.7 
   Older (31 years old above)    52 43.3 
Sex      
   Female    81 67.5 
   Male    39 32.5 
Number of Dependents  1.24 1.35 1   
   None    52 43.2 
   1-2    47 49.2 
   3 or more    21 17.5 
Civil Status      
   Single    80 66.7 
   Married    40 33.3 
Highest Educational Attainment      
   Bachelor degree    115 95.8 
   Master degree    5 4.2 
Monthly Salary (Pesos) 17,532 7280.0 18,000   
   Lower (PHP 17,531 and below)    58 48.3 
   Higher (PHP 17,532 and above)    62 51.7 
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Table 1. Continued  
 

Profile M SD Median f  % 
Type of Hospital      
   Private    60 50.0 
   Public    60 50.0 
Nursing Function      
   Staff    107 89.2 
   Administrative/Supervisory    13 10.8 
Employment Status      
   Contractual    39 32.5 
   Regular/Permanent    81 67.5 
Length of service (months) 46 35.22 36   
   Less than 24 months    38 31.7 
   24 to 48 months    35 29.2 
   48 to 72 months    30 25.0 
   More than 72 months    17 14.2 
Area of assignment or Unit category      
   Nursing Service Office    10 8.3 
   Ward/Private Rooms    51 42.5 
   Specialty Units    59 49.2 

 
3.2 The Proportion of level of job satisfaction and intention to stay 

Table 2 reveals that more than half (58.3%) of the nurses were ambivalent or neither satisfied 
nor dissatisfied with their job. Moreover, Table 2 illustrates that a big majority (80.8%) of the 
nurses were ambivalent or neither had the intent to stay nor to quit their current workplace, and 
only very few (9.2%) had high intention to stay in their current institution. 

 
Table 2. Proportion of level of job satisfaction and intention to stay 

 
Levels of job satisfaction and intention to stay f  % 

Job satisfaction   
   Satisfied  42 35 
   Ambivalent  70 58.3 
   Dissatisfied   8 6.7 
Intention to stay   
   Intend to stay  11 9.2 
   Ambivalent  97 80.8 
   Intend to quit  12 10 

 
3.3 Components of job satisfaction of nurses 

The overall general satisfaction score of nurses was 138.29 (SD=18.34). The satisfaction of 
hospital nurses on the nine components of the JSS can also be gleaned in Table 3. Nurses were 
satisfied with the nature of work (M=18.95, SD=2.50), supervision (M=17.78, SD=3.66), and co-
workers (M=17.78, SD=2.88) which were ranked first to third respectively. On the other hand, 
nurses were dissatisfied in terms of the fringe benefits (M=12.69, SD=4.11) and operating 
conditions (M=12.18, SD=2.58).  

 
3.4 Nurses’ intention to stay and influencing factors 

Table 4 shows that the general intention to stay of nurses had a mean score of 2.97 (SD=0.58). 
It is also shown in Table 4 that there was a significant difference in the intent to stay of hospital 
nurses when grouped according to monthly salary (t=2.078, p=0.040). Nurses with a higher 
salary of PHP 17,532 and above (M=3.08, SD=0.63) intend to stay than those with lower salaries 
(M=2.86, SD=0.51). There was also a significant difference in the intent to stay of hospital nurses 
when grouped according to the type of hospital (t=2.472, p=0.015). Nurses from the public 
hospital (M=3.10, SD=0.62) had a higher intention to stay than those from the private hospital 
(M=2.84, SD=0.52). Table 5 also shows that there was a significant positive (r=0.285, p=0.002) 
correlation between nurses’ job satisfaction and nurses’ intention to stay.  
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Table 3. Components of nurses’ job satisfaction 
 

Satisfaction  M SD Interpretation  Rank 
Nature of work 18.95 2.50 Satisfied 1 
Supervision 17.78 3.66 Satisfied 2 
Co-workers 17.78 2.88 Satisfied 3 
Communication 15.54 3.63 Ambivalent 4 
Pay 15.06 2.98 Ambivalent 5 
Promotion 14.37 2.85 Ambivalent 6 
Contingent rewards 13.94 3.54 Ambivalent 7 
Fringe benefits 12.69 4.11 Dissatisfied 8 
Operating conditions 12.18 2.58 Dissatisfied 9 
Total satisfaction 138.29 18.34 Ambivalent  

 
Table 4. Differences and correlation of independent variables to nurses’ intent to stay 

 
Variables M SD T statistics p-value 

Intention to stay 2.97 0.58   
Age†   0.073 0.942 
   Younger  2.97 0.57   
   Older  2.97 0.61   
Sex†   0.711 0.478 
   Female 2.94 0.50   
   Male 3.03 0.73   
Number of Dependents‡   1.831 0.165 
   None 3.09 0.46   
   1-2 2.89 0.64   
   3 or more 2.87 0.71   
Civil Status†   0.440 0.661 
   Single 2.99 0.50   
   Married 2.94 0.72   
Highest Educational Attainment†   1.893 0.061 
   Bachelor degree 2.95 0.57   
   Master degree 3.45 0.76   
Monthly Salary†   2.078* 0.040 
   Lower 2.86 0.51   
   Higher  3.08 0.63   
Type of Hospital†   2.472* 0.015 
   Private 2.84 0.52   
   Public 3.10 0.62   
Nursing Function†   1.454 0.149 
   Staff 2.94 0.56   
   Administrative/Supervisory 3.19 0.72   
Employment Status†   1.901 0.060 
   Contractual 3.12 0.52   
   Regular 2.90 0.61   
Length of Service‡   1.213 0.308 
   Less than 24 months 2.87 0.50   
   24 to 48 months 2.99 0.51   
   48 to 72 months 2.96 0.77   
   More than 72 months 3.19 0.50   
Area of Assignment‡   2.155 0.120 
   Nursing Service Office 3.25 0.58   
   Ward/Private Rooms 3.02 0.47   
   Specialty Units 2.88 0.66   
Satisfaction§   0.285* 0.002 
   Satisfied 3.11 0.58   
   Ambivalent 2.97 0.48   
   Dissatisfied 2.28 0.94   
†t-test, ‡ANOVA, §Pearson’s r, *p<0.05 
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4. Discussion  
This study assessed hospital nurses’ job satisfaction and intention to stay in their current 

workplace. This study found that more than half of the nurses were neither satisfied nor 
dissatisfied were their job. This finding is similar to the results among Jordanian nurses 
(Mrayyan, 2007) and Polish and Swedish nurses (Serafin et al., 2019). Nigerian nurses in public 
hospitals were also moderately satisfied with their work (Samson-Akpan et al., 2015). An average 
level of general job satisfaction was also found by Legaspi (2019) among Filipino nurses employed 
both locally and overseas. Our finding is however in contrast to the study of Dones et al. (2016), 
Devera and Maniago (2017), and Lapeña et al. (2017) among Filipino nurses and of Mohite et al. 
(2014) among Indian nurses where nurses were generally satisfied with their job and work 
environment. The variation in the results of studies may be due to the different measures used by 
the researchers to assess nurses’ job satisfaction at the same time the variable like job satisfaction 
can change over time therefore results can be limited or potentially biased due to the cross-
sectional design of studies conducted examining nurses’ job satisfaction.  

When studying nurses’ job satisfaction, it is vital to critically examine the different domains 
or facets of the job to have a better understanding of their attitude towards their work. It is 
noteworthy that among the nine domains of job satisfaction, nurses in this study reported the 
highest satisfaction in terms of the nature of the job. Prior studies using the JSS similarly noted 
the nature of the work was the highest scored subscale of the JSS among Filipino nurses (Rosales 
et al., 2013) and Saudi nurses (Baker & Alshehri, 2020). Legaspi (2019) also found that "the 
chance for the nurses to do things for other people" or social service was motivating and satisfying 
for nurses. The satisfaction of Filipino nurses appears to come mainly from the work itself of being 
a nurse or the job task themselves. This may explain that despite the not ideal working conditions 
and not competitive pay for nurses in the country, Filipino nurses still find nursing a fulfilling and 
satisfying profession. On the other hand, nurses reported the lowest satisfaction in terms of the 
fringe benefits (monetary and non-monetary) and operating conditions or operating policies and 
procedures at work. Nurses were also dissatisfied with the fringe benefits and received the lowest 
mean score on this domain in the studies of Rosales et al. (2013) and Baker and Alshehri (2020).  

It was also demonstrated in this study that a big majority of nurses were ambivalent about 
whether they will stay or not in their current workplace. It was also notable that only a few nurses 
intend to stay in their current job. A study conducted in Jordan found the nurses were also neutral 
in reporting their intention to stay at their current workplace (Mrayyan, 2005, 2007). Filipino 
nurses of a study conducted in the province of Samar were also undecided whether or not to leave 
their organization (Labrague et. al, 2018a). The result of this study is however in contrast to the 
findings of (Dones et al., 2016) that reported majority of Filipino nurses intend to remain in their 
present work environment. A significant proportion of the sample in the study of Dones et al. 
(2016) involved nurses from the academe while our sample included nurses working in the 
hospital setting. Also, the different research instruments used to assess the intention to stay in 
the present job could have influenced the results of the studies. For instance, the study of Dones 
et al. (2016) assessed intention to remain in their present job within the next six months while 
our study assessed nurses’ intention to stay in their work for a longer period (e.g., retirement).  

In this study, we also found that nurses in the public hospital and those nurses with higher 
salaries had higher intentions to stay. On the contrary, Jordanian nurses in the private hospital 
had a higher intention to retain their jobs compared to nurses in the public hospital (Mrayyan, 
2005).  It was also earlier found that nurses’ intention to stay rates varied between those working 
in non-teaching and teaching hospitals (Mrayyan, 2007). Nonetheless, the result of this study is 
not an unexpected finding given that the salaries of Filipino nurses in the private hospitals are 
typically lower and not at par with the salaries of nurses working in the public hospitals. We tried 
to check and compare the monthly salary of nurses between the two hospitals in this study. The 
average monthly salary of nurses in the private hospital was only PHP 11,700.00 or 234 USD while 
the average monthly salary of nurses in the public hospital was PHP 23,400.00 or 468 USD and 
this was statistically significant (t=-14.711 p=0.000). While salary is one of the factors why 
Filipino nurses aboard like their job, locally-employed nurses are dissatisfied with their salary 
(Legaspi, 2019). Similarly, compensation and benefits received the lowest positive response and 
low salary or monetary compensation was a common reason for intending to leave their job in a 
survey conducted by Dones et al., (2016) among Filipino nurses. A study related that salary was 
an essential predictor driving Nigerian nurses (Akinwale & George, 2020) and Jordanian nurses’ 
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(Al Momani, 2017) job satisfaction. While this finding in our study is not surprising anymore, our 
research provides empirical and up-to-date evidence regarding the disparity of salary between 
public and private hospitals in the country. To keep nurses in their position, the institution could 
intervene through satisfactory wages (McHugh & Ma, 2014). This study suggests that efforts 
should be made to gradually raise the salary of nurses, especially in the private sector to address 
the growing needs of nurses. 

Finally, it was revealed in this study that nurses’ job satisfaction was significantly related to 
their intention to stay in their job. Job satisfaction significantly contributes to nurses’ intention 
to stay. The result is consistent with findings reported from studies conducted among nurses in 
Canada (Sourdif, 2004), China (Li et al., 2020; Wang et al., 2012), and South Ethiopia (Asegid et 
al.  2014). A review study also disclosed that job satisfaction was positively associated with the 
intention to stay in the organization (Al Zamel et al., 2020). Among Filipino nurses, it was likewise 
found that job satisfaction strongly predicted turnover intention (Labrague et al., 2018b). 
Moreover, the result of this study supports the Theory of Planned Behavior which states that 
attitude is considered a significant determinant of behavioral intention (Ajzen, 1991; Atencion et 
al., 2019; Ditching et al., 2020). In this study, nurses’ attitude towards their job or job satisfaction 
is positively linked with their intention to stay in their current workplace. It may be necessary for 
policy-makers and hospital administrators to work on improving nurses’ satisfaction to retain 
qualified and experienced nurses and put a stop to the brain drain of skilled professionals in the 
country. 

 
5. Implications and limitations 

Our result has important implications for policymakers and nursing administrators given the 
felt shortage of nurses in the country and across the globe. Efforts should be made to tip scale to 
the favorable side of job satisfaction. Increasing the job satisfaction of nurses can be a step aimed 
at improving the quality of services rendered to the patients. When nurses are satisfied with their 
job, they are better able to render quality nursing care. Also, steps must be made to prevent the 
high turnover rates of nurses and retain organizationally committed and experienced nurses. 
Policies and regulations of hospitals as well as the benefits of the nurses should be improved. 
These facets of the job of nurses along with those where nurses were ambivalent about such as 
contingent rewards, promotion, and pay should be given more attention.  

This study bears certain limitations and these are as follows. This study is limited among 
nurses in two middle-level hospitals in the Philippines and our study failed to reach the desired 
sample given the constraints of the pandemic. Caution is warranted when generalizing and using 
the findings of this study. Additionally, the cross-sectional research design of our study cannot 
infer cause and effect among the study variables likewise it cannot track temporal changes hence 
results can be limited or potentially biased. There may be changes in the nurses’ work satisfaction 
and turnover intentions during the current pandemic. Also, the use of self-administered 
questionnaires lends itself to self-reported bias and the possibility of social desirability. Despite 
the limitations, our study contributed to a better understanding of nurses’ job satisfaction and 
intention to stay in the local setting.  
 
6. Conclusion  

Nurses are generally neither satisfied nor dissatisfied with their job however, it is vital to look 
into the different domains or aspects of the work when studying job satisfaction to better 
understand the sources of nurses’ satisfaction, contentment, and fulfillment at work. Additionally, 
few nurses plan to stay in their current workplace. This study also affirms that the satisfaction of 
nurses about their job is positively linked with their intention to stay in their organization. The 
more the nurses are satisfied, the higher is their intention to stay. It is highlighted in this study 
that steps should be made in developing strategies to improve nurses’ job satisfaction and to 
encourage nurses to remain in their current workplace. Paying attention to issues pertaining to 
nurses’ job satisfaction, addressing nurses’ needs, and increasing their salary along with the other 
facets of job satisfaction are focal points of action to ensure the adequate supply of nurses. The 
result of this study also calls for more attention to be given to increasing the salary of nurses 
particularly in the private sector to help halt the loss of skilled professionals in the country. 
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