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ABSTRACT

Introduction: This study focused on the comparative analysis of the work life of nurses in private and
public hospitals in Makurdi metropolis. The study's significance lies in the information generated
about the differences in work life and conditions of service for nurses between private and public
hospitals, with a particular reference to Makurdi, Nigeria. Methods: Data was collected using a cross-
sectional descriptive survey design and a simple random sampling approach from a total of 69 nurses.
The structured questionnaire was employed as a tool for data collection. Results: Participants were 3
(4.3%) males and 65 (94.2%) females. Their mean age was 41.09 years (std. deviation = 9.65). The
results showed that nurses' work experience in private and public hospitals in Makurdi municipality is
similar in terms of their work life and workload. Conclusion: The condition of services for nurses in
public hospitals, as represented by their remuneration, is superior to that of nurses in the private sector.
Public hospital nurses have better job motivation and job performance than their colleagues in private
hospitals, but not job satisfaction. One such factor that requires policy intervention is the disparity in
competence, workload, and working conditions between nurses in public hospitals and those in the
public. It was concluded that nurses in public hospitals differ from their counterparts in some salient
variables. Recommendation: The management of private hospitals should enhance the service
conditions for their nurses to match those of their public hospital counterparts.
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INTRODUCTION

Nursing services are essential for the effective delivery of national health care. Work tasks assigned to a
nurse should permit him or her to partake in other aspects of life (Ain, 2021). Balancing the workload and work
life for high efficiency is an issue in nursing management.

The quality of work life is a process by which the organization's employees and stakeholders get an insight
into how to work better together to improve both the staff's quality of life and organizational effectiveness
simultaneously (Noerjoedianto & Meisafitri, 2022). This concept basically describes the way by which an
organization can safeguard the holistic well-being of an employee rather than only concentrating on job-related
tasks.

Worklife is a multidimensional concept that describes an employee's emotions in relation to several
aspects of work. These include the job content, working situation, fair and adequate compensations, carrier
advancement chances, duty discretion, involvement in decision-making, occupational health and safety, work
stress, employment security, organizational and personal relations, and general work-life stability (Hubaybah ef
al.,2022). Typically, maintaining a quality work life is crucial for staffing and retaining the necessary number of
nurses in each health care facility.

To deal with the problem, the range of issues includes workload, professional leadership and critical
support, adequate continuous professional education, career mobility and career hierarchies, flexibility in
planning and placement, professional admiration, provision of safety for work-related diseases, and better
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salaries (Hubaybah et al.,2022).

Enhancing employee satisfaction with their work life can lead to improved performance. This can lead to a
reduction in workplace absences, a decrease in professional stress (brain drain), a decrease in work-related
injuries, and an overall increase in pleasure and satisfaction with various aspects of life, ultimately resulting in
high productivity. In 2017, Kelbiso, Belay, and Woldie published a volume on nursing research and practice,
focusing on the work life of nurses. The study showed that a significant number of nurses were dissatisfied with
their quality of work life, and both this study and others suggest that healthcare managers can improve nurses'
perceptions of their work life quality by addressing key related issues.

In any society, good health-care management is critical to overall development. Private or public hospitals
significantly contribute to the health care delivery system, valuing human resources above all other resources.
This is because the other resources, such as drugs and equipment in themselves, do not perform without human
manipulation. Nurses, doctors, pharmacists, laboratory scientists, and other paramedical and non-medical staff
constitute the human resources of the hospital. Different categories of these human resources perform different
functions, ranging from specialized tasks to general duties. Effective coordination and cooperation of human
resources through inter-disciplinary collaboration and synergy are crucial in achieving the goals and objectives
of health care delivery. This implies that each category's role is crucial to the success of the other categories'
work (Intan, 2021). Despite the necessity for the hospital staff to coordinate their efforts, it is crucial to clearly
define the duties of the specialist personnel, ensuring that each staff member performs their assigned tasks
properly and receives appropriate rewards. In addition, there is a need to maintain some ethical standards in
order to ensure that a specialist performs to his or her optimal ability. The specialist can carry out his or her
professional assignment very effectively and efficiently through the specification and maintenance of
standards. This way, he/she enjoys the benefits of job satisfaction (Intan, 2021; Wang et al., 2024).

Itis not just about the money or the fringe benefits; it's also about the sense of fulfillment, gratification, and
enjoyment that employees derive from the work itself that effect work life. The characteristics of the job
necessitate specific skills. Job satisfaction can vary based on the task's difficulty, ease, and the pride associated
with it, as well as the working conditions. It's challenging to articulate this attitude, but it is recognized as a key
factor influencing job satisfaction or dissatisfaction (Febrian, & Sani, 2023). Undoubtedly, turnover and
shortages pose a global threat to the effectiveness and efficiency of the nursing workforce (de Francisco
Shapovalova, Meguid, & Campbell, 2015). These scenarios invariably subject the remaining and actively
practicing nurses to numerous work-related stresses due to excessive workloads, ultimately leading to a severe
decline in job satisfaction within the nursing workforce (Alitonang, 2020; Indra, 2019). While the global
decline in job satisfaction among nurses and its associated consequences, such as poor patient outcomes, high
turnover, and attrition, is a widespread issue, it is particularly severe in low- and middle-income nations like
those in Sub-Saharan Africa, including Nigeria (Adejumo, Erhunwuse, & Oyetunde, 2014).

Work-life balance is an important aspect of a healthy work environment. Maintaining a work-life balance
helps reduce stress and prevent burnout in the workplace. By creating a work environment that prioritizes work-
life balance, employers can save money and maintain a healthier, more productive workforce. Salary and
benefits are consistently identified as a significant and universal factor contributing to job satisfaction among
various groups of respondents (Olaniyan, Adetunji, & Adetunji, 2023). A healthy work environment and
factors like participation in hospital affairs, satisfaction with the institution and social facilities, career goals,
work unit, and perceived salary positively influence nurses' QWL. A study suggests that healthcare
administration and nurse managers can enhance nurses' QWL by developing strategies to create supportive and
healthy work environments (Torlak & Goktepe, 2023). A work-life balance refers to an employee's ability to
maintain a healthy balance between their work roles, their personal responsibilities, and family life. Balancing
workload and work life for high efficiency is an issue in nursing management. There is a discrepancy in the
workload and work life of nurses in public and private hospitals. The nature of this discrepancy and its impacts
on duty roles and job satisfaction of the nurses are not yet fully analyzed and grasped; hence, there is need to
intensify studies on the work lives of nurses in order to generate the requisite information for planning the health
sector (Al-Marashi & Al-Zghool, 2018). Furthermore, lower satisfaction levels may result in increased
turnover intentions, indicating poor organizational loyalty (Ibrahim Alzamel ef al., 2020). Moreover, the poor
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quality of work life, such as high stress levels, can adversely affect the nurses' job performance (Algahatani &
Zeilani, 2019). Recent research indicates that nurses in both public and private hospitals report moderate
quality of nursing work life (QNWL), with private hospital nurses having a higher QNWL despite concerns
about inadequate salaries and job security. Improving nurses' work-life quality is crucial for enhancing their
productivity (Akbaretal.,2023).

Motivation is crucial for nurses to maintain a positive attitude, which helps achieve the goals and
objectives of any organization (Villacarlos, & Dafio, 2020). The study revealed that work-home life balance
factors negatively affect the quality of nursing work life and motivation. Caring obligations were critically
important to the nurses but were hampered by night shifts, long working hours and reduced vacation
opportunities (Lavanya, & Durga, 2024).

The study aims to investigate the work life of qualified nurses in both public and private sector hospitals in
Makurdi metropolis. It also aims to assess any differences in workload between nurses in private and public
hospitals, determine any differences in service conditions (remuneration) between these hospitals, investigate
the differences in job motivation between these hospitals, and evaluate the impact of job satisfaction on job
performance in both private and public sector hospitals in Makurdi metropolis.

The study's significance lies in the information it generates about the differences in work life and
conditions of service for nurses between private and public hospitals, with particular reference to the Makurdi
locality in Nigeria. Such information will be useful in making decisions about what should be the standard work
obligations in public or private hospitals. The study's results will also benefit both private and public hospitals
by providing guidance on how to maintain equity and parity in the allocation of workload and service conditions
for nurses and other professional staff, thereby reducing precarious staff turnover. The study restricts its scope
to a sample of nurses selected from Federal Medical Center (FMC). However, in Madonna Hospital, where
there were only a few nurses, all of them were considered.

METHODOLOGY

The administration of the questionnaire solely involved selecting nurses from the hospitals as respondents.
The Federal Medical Centre and Madonna Hospital, both in Makurdi, hosted the study. The information
obtained from the study is expected to represent the true situation in the study area.

Design of the Study

The study employed a cross-sectional descriptive survey design. The term "cross-sectional" suggests that
the study can investigate any phenomenon within a brief period of time. Therefore, this study deems the design
appropriate for use based on the previously mentioned considerations.

The Study's Population and Sample

The study's population consisted of all nurses working at the Federal Medical Centre and Madonna
Hospital in Makurdi. A sample of 12 nurses was drawn from the population of nurses from Madonna Hospital
for the study, and 57 nurses were from the Federal Medical Centre, bringing to a total of 69 nurses drawn from
both the private and public hospitals.

Sampling Technique and Size

The study used simple random sampling to select its sample. A simple random sampling of a cross section
was used. Solvin's equation determined the sample size. The formula is as follows:

n (sample size) = N/ (1 + N e’) where n = sample size, N = population size, and e = Margin of error selected
by the user (0.1). For FMC,n=452/1+452x 0.12 =81. For Madonna Hospital, n (sample size) = 12/1 +0.12 =
10.7 (approx. 11).

For FMC, the sample size will be 81, while for Madonna, it will be 12 (all the qualified nurses).
Instrument of Study

The main instrument of the study is a questionnaire, which was designed to contain information on

THE MALAYSIAN JOURNAL OF NURSING | VOL. 16 (1) July 2024 | 191



MN Work-Life of Nurses in Private and Public Hospitals

respondents' socio-demographic information and the main study variables. These variables include work life,
workload, job motivation, job satisfaction, and nurses' job performance. The questionnaire comprises 34 items.
The overall reliability of the entire questionnaire was measured at 76 Cronbach's alpha. Participation in the
study was limited to those who voluntarily agreed, and the questionnaire was distributed to them for
completion. The completed questionnaires were collected, collated, cleaned, and subjected to data analysis.

Method of Data Analysis

The data was collected and analyzed using the Statistical Package for Social Sciences (SPSS) software
(version 21.0). Means, standard deviations, frequencies, and percentages were used to analyze the section on
participants' socio-demographic variables. Since the study is a comparative analysis, independent #-test statistic
was used to test all six hypotheses.

Ethical Consideration

The study received ethical approval from the Ethical Committee of the Federal Medical Centre, Nigeria
and the Board on Scientific Research with human subjects with reference number FMH/FMC/MED/
108/VOL.I/X. on 8" August, 2022.

RESULTS
Table 1: Demographic Characteristics of Respondents

Type of Hospital Frequency Percent
Private 12 17.4
Public/Government 55 79.7
No response 2 2.9
Total 69 100.0
Gender

Male 3 4.3
Female 65 94.2
No response 1 14
Total 69 100.0
Marital Status

Married 60 87.0
Widowed 1 1.4
Single 6 8.7
No response 2 2.9
Total 69 100
Highest Educational/Professional Qualification

Nursing certificate 4 5.8
Tertiary certificate 4 5.8
Registered Nurse/Midwife 43 62.3
HND 3 43
BNSC 12 174
No response 3 4.3
Years of Experience

1-10 43 62.3
11-20 11 15.9
21-30 12 174
31 and above 2 2.9
No response 1 1.5
Total 69 100.0

Table 1 presents the socio-demographic characteristics of the participants. Age, type of hospital employed,
gender, marital status, and educational/professional qualification were included. Other details included the
number of years of experience gained on the job and the current monthly salary or remuneration in Nigerian Naira.

The mean age of participants was 41.09 years, with a standard deviation of 9.65. These ages were
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demarcated into 8 brackets. The majority of the participants fall within the age bracket of 3640 years, with a
total of 16 participants, representing 23.2%. The next two age brackets with more participants were age 31-35
years with 11 participants, equivalent to 15.9%, and age 51-55 years with 9 participants representing 13.0%.
The age bracket 20-25 years had the fewest number of participants, amounting to 4 and representing 5.8%.
One (1) participant, equivalent to 1.5%, did not respond to this question.

With regard to the type of hospital in which participants were employed, the result from Table 1 indicates
that 12 participants, representing 17.4%, came from a private hospital and fifty-five (55) participants,
amounting to 79.7%, were from a public or government-owned hospital. These latter were in the majority;
however, 2 participants, representing 2.9%, did not indicate the type of hospital they came from. In terms of
gender spread of participants, 3, representing 4.3%, were male, while 65, equivalent to 94.2%, were female.
Most of the participants were of the female gender. With respect to the marital status of participants, the result
revealed that 60, representing 87.0% of the participants, were married, while 6 of them, representing 8.7%,
were single. The majority of the participants were married.

Regarding the highest educational or professional qualification of participants, the result from the table
shows that the majority of the participants, amounting to 43 and representing 62.3%, hold the registered
nurse/midwife professional qualification. It was seen 3 individuals had Higher National Diploma (HND) that
is 4.3%. Similarly, 12 participants, equivalent to 17.4%, hold the Bachelor of Nursing Science (BNSC)
qualification. The rest of their qualifications are listed in Table 1.

In terms of participants' years of experience on the job, Table 1 shows that those with experience ranging
from 1-10 years were 43, which represents 62.3%. They form the majority. Next in line were those with 21-30
years of experience, totaling 12 participants, or 17.4%. Those with work experience ranging from 11 to 20
years were 11, and this represents 15.9% of the total participants.

Participants Current Monthly Salary/remuneration in Naira

Table 2: Participants Current Monthly Salary/Remuneration in Naira

Salary/Remuneration (M) Frequency Percentage Mean Std. Deviation
12,000-50,000 10 14.5
51,000-100,000 6 8.7
101,000-150,000 30 43.5
151,000-200,000 7 10.2
201,000-250,000 3 44
251,000-300,000 11 15.9
301,000 and above 1 1.5
No response 1 1.5
Total 69 100.0 144,059.1 83,625.5

Finally, Table 2 revealed the mean monthly salary/remuneration of participants in Naira, which is ¥
144,059.1, with a standard deviation of ¥ 83,625.5. In terms of salary grouping, the results indicate that the
majority of the participants (30 in total, or 43.5%), had monthly salaries or remunerations between ¥ 101,000 and
¥150,000. Next to this group were 11 participants, representing 15.9%, who had a salary range of & 251,000-
300,000 per month. Ten (10) participants, representing 14.5%, were in the salary range of ¥ 12,000 to ¥ 50,000
per month. Only one participant, representing 1.5%, was in the highest salary grouping of 301,000 or higher.

Table 3: Independent T-Test Result Showing the Difference in Work Life of Nurses in the Private and Public
Sector Hospitals.

Hospital type N Mean Std. deviation t | df | Significance
Private 12 17.08 291
Public 55 18.20 2.13 -1.54 63 0.13
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The results of the independent #-test analysis of the work-life scores of nurses from private and public
hospitals in Makurdi metropolis are presented in Table 3. The test statistic showed that there is no significant
difference in work life between nurses from private hospitals and their counterparts in public hospitals (¢ = -
1.54,df=65,p>0.05).

Observation of the mean scores and accompanying standard deviations shows that the mean scores on
work life by nurses in the private hospital (mean = 17.08; standard deviation =2.91) are lower than the mean
score on work life by nurses from the public hospital (mean = 18.20; standard deviation =2.13). However, this
difference is not statistically significant at the significance level of < 0.05. This result did not confirm the
research hypothesis. Hence, in Makurdi metropolis, nurses from private and public hospitals do not differ
significantly in their work lives.

The Workload of Nurses in the Private Hospitals will Differ Significantly from that of their Counterparts in
the Public Hospitals in Makurdi Metropolis

The test of this objective was carried out using the independent 7-test statistic and the result is presented in
table 4.

Table 4: Independent T-Test Result Showing the Difference in Workload between Nurses in Private and Public
Hospitals in Makurdi Metropolis

Hospital type N Mean Std. deviation t df Significance
Private 12 54.67 3.53 -0.07 65 0.94
Public 55 54.78 5.25

Table 4 shows the result of the independent t-test analysis for the difference in nurses' workload between
private and public hospitals in Makurdi metropolis. The result indicates that nurses in the private hospitals do
not differ significantly from their counterparts in the public sector hospitals in Makurdi metropolis(z = -0.07,
df=65,p>0.05).

Observation of the mean scores of the two groups of nurses reveals that nurses in the public hospital have
greater workload (mean = 54.74, standard deviation = 5.25) than their counterparts from the private hospital
(mean = 54.67; standard deviation = 3.53). However, this difference was not statistically significant at the 0.05
level of significance. This result did not confirm the second hypothesis. As a result, there is no significant
difference in the workload of nurses in private hospitals and their counterparts in public hospitals in Makurdi
metropolis.

The remuneration/condition of service of nurses in the private hospitals will differ significantly from
that of nurses in public hospitals in Makurdi metropolis.

For this objective, the independent 7-test was employed. The result is presented in Table 5.

Table 5: Independent T-Test Result Showing the Difference in Remuneration Between Nurses in Private
and Public Hospitals in Makurdi Metropolis

Hospital type N Mean Std. deviation t df Significance
Private 12 63,833.33 73,048.97 418 64 0.001
Public 54 161,587.06 73,338.35

Table 5 presents the results of the independent z-test analysis, which shows the difference in the
remuneration of nurses from private hospitals and their counterparts in public hospitals in Makurdi metropolis.
The result indicates that there is a significant difference in remuneration between the two groups of nurses, such
that nurses in public hospitals have significantly higher remuneration than their private-hospital counterparts (¢
=-4.18,df=64,p<0.001).

The mean remuneration observation reveals that nurses in public hospitals earn more (m =N 161,587.06;
standard deviation = N73,338.35) than those in private hospitals (mean = N 63,833.33; standard deviation =
N73,048.97). This result confirmed hypothesis three. As a result, nurses' remuneration in private hospitals in
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Makurdi metropolis differs significantly from that of their counterparts in public hospitals.

Nurses in the private hospitals in Makurdi metropolis will differ significantly from their counterparts in
the public hospitals on job motivation

In order to treat this objective, the independent t-test statistic was employed. The result is presented in
Table 6.

Table 6: Independent T-Test Result Showing the Difference in Job Motivation Between Nurses in Private
and Public Hospitals in Makurdi Metropolis

Hospital Type N Mean Std. deviation t df Significance
Private 12 19.03 3.00 -2.82 65 0.006
Public 55 21.20 2.21

Table 6 summarizes the results of the independent t-test analysis. The result shows that there is a
significant difference in job motivation between nurses in the private hospitals and their counterparts in the
public hospitals (z=-2.82, df=65, p <0.01). Nurses in public hospitals exhibit higher job motivation (mean =
21.20; standard deviation = 2.2) compared to their counterparts in the private sector (mean = 19.08; standard
deviation =300).

This finding confirmed the fourth research hypothesis. As a result, the nurses in private hospitals in
Makurdi metropolis differ significantly from their counterparts in public hospitals.

Nurses in the private hospitals will differ significantly from their counterparts in the public hospitals on
job performance in Makurdi metropolis.

The test of this hypothesis was undertaken using independent #-test. The result is presented in Table 7.

Table 7: Independent T-Test Result Showing the Difference in Job Performance of Nurses from the Private
and Public Hospitals in Makurdi Metropolis

Hospital type N Mean Std. deviation t df Significance
Private 12 10.25 2.99 -3.69 65 0.001
Public 55 13.13 2.33

Table 7 presents the results of an independent #-test analysis showing the difference in performance between
nurses in private and public hospitals in Makurdi metropolis. The result shows that nurses from the private
hospitals differ significantly from their counterparts in the public hospitals on job performance ( =-3.69, df =65,
p <0.001). Nurses in the public hospitals exhibit significantly higher job performance (mean = 13.13, standard
deviation =2.33) than their counterparts in the private hospital (mean = 10.25; standard deviation =2.99).

This result confirmed the fifth research hypothesis. As a result, the job performance of nurses in private
hospitals differs significantly from that of public hospitals in Makurdi metropolis.

Nurses in private hospitals will differ significantly on job satisfaction from their counterparts in the
public hospitals in Makurdi metropolis.

This objective was tested using independent #-test. The result is presented in Table 8.

Table 8: Result of the Independent T-Test Showing the Difference in Job Satisfaction between Nurses in
Private and Public Hospitals in Makurdi Metropolis

Hospital type N Mean Std. deviation t df Significance
Private 12 11.75 1.49 1.05 65 0.30
Public 55 11.20 1.68
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The result of the 7-test analysis in Table 8 shows that there is no significant difference in job satisfaction
between the nurses from private hospitals and their counterparts in the public hospitals (+ =1.05, df=65, P>
0.05). Observation of mean scores reveals that the nurses from private hospitals exhibit slightly higher job
satisfaction (mean = 11.75; standard deviation = 1.49) than those from the public hospitals (mean = 11.20;
standard deviation = 1.68). However, this difference is not statistically significant. This result did not confirm
the research hypothesis. As a result, nurses in private hospitals did not differ significantly in job satisfaction
from their counterparts in public hospitals in Makurdi metropolis.

DISCUSSION

This section presents and discusses the major findings of the study, based on the hypothesis tests derived
from the research questions. The first objective was to investigate the work life of qualified nurses in the public
and private sector hospitals in Makurdi metropolis. The findings from the analysis revealed that the work lives
of nurses in the private hospitals did not differ in any significant manner from their counterparts in the public
hospitals. Work life encompasses job content, working environment, fair and adequate compensations,
opportunities for career advancement, participation in decision-making, occupational health and safety, and
job security, among others. Good quality of work life leads to improved performance, reduced absenteeism,
and increased job satisfaction, among other benefits (Kelbiso, Belay, & Woldie, 2017).

This finding suggests several important aspects about the work life of nurses both in private and public
sector hospitals. One important finding is that both private and public sector hospitals appear to provide nurses
with an ethically controlled work environment, which supports and ensures an environment that enhances their
quality of life. This would ensure industrial harmony and high productivity in both private and public hospitals
in the area investigated by the present study. Secondly, the finding tends to suggest that nurses from these
private hospitals in Makurdi metropolis experience a similar quality of work life with their counterparts from
the public/government hospitals.

The proposal by Kelbiso, Belay, and Woldie (2017), which advocates for similar working conditions,
aligns with this suggestion. This similarity in the work life of the nurses from the two types of hospitals does not
specify the quality of their work life, as the analogy could suggest that both types of hospitals engender a good
or bad quality work life, which the two groups of nurses' experience at their respective workplaces.

The study's second objective posited that the workload of nurses in private sector hospitals in Makurdi
metropolis would differ from that of their counterparts in public or government hospitals. This hypothesis was
based on the assumption that private hospitals, owned by single individuals or organizations, function as
businesses, striving to earn profit on their investment and potentially maximize it. Therefore, they may hire the
minimum number of nurses necessary to optimize their profit margin. As a result, they may assign their nurses a
heavier workload compared to their counterparts in public hospitals, who have a larger workforce and therefore
handle a lighter workload.

However, testing this hypothesis at the 0.05 level of significance revealed no significant difference in the
workload of nurses from both sector hospitals. The surprising finding defied expectations, as we expected the
private hospital nurses, who are generally fewer in number than those in the public hospital, to bear a
significantly heavier workload.

One explanation for this unexpected finding could be that the private hospital investigated is operated by a
specialist (a paediatrician) and may not engage in many other medical services; in which case, the nurses
working there may not have an overbearing workload. Another possibility is that the hospital refers cases it
cannot handle to the three public hospitals in the metropolis, thereby relieving the private hospital's nurses of an
overburdening workload.

In comparison, this finding suggests that neither nurses from private hospitals nor those from public
facilities experience disproportionate workloads that affect their comparative job performance, satisfaction,
motivation, as well as emotional and physical wellbeing (Auerbach, Buerhaus, & Staiger, 2015). In regard to
nurses, the finding suggests that nurses from the private hospitals in the study area may not embark on this
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action solely on the basis of workload in the direction of the public hospitals (Kaddourah ez al., 2018).

The third objective of the study was to determine the differences in service conditions (remuneration)
between nurses in private and public sector hospitals. This hypothesis operates under the assumption that
public hospitals, owned by the government, possess a unified, negotiated salary structure, a stronger
economic foundation, and, consequently, are in a better position to provide their nurses with higher
remuneration than their private counterparts. The result shows that nurses from the public hospitals have
significantly higher remuneration than their counterparts from the private hospitals. This suggests that the
remuneration of nurses in public hospitals significantly differs, serving as a proxy for the condition of service.
y for condition of service. This finding is in the expected direction and has a number of implications for the
nurses' job satisfaction and motivation (Mbaskool, 2019), respectively. Comparatively, the findings suggest
that nurses from public hospitals tend to enjoy a better condition of service in terms of remuneration, and
hence would tend to be more motivated and satisfied with their job.

Objective 4 was to investigate the differences in job motivation between nurses in the private and public
sector hospitals in Makurdi Metropolis. The hypothesis was that because of the perceived better quality of
service available to public hospital nurses, they would be more motivated on their job than their counterparts
in private hospitals. The result was that nurses in the public hospitals exhibited significantly higher job
motivation compared to their counterparts in the private hospitals. This result was in the expected direction.
The implication of this finding is that because of the higher job motivation they have, nurses from public
hospitals would be more satisfied with their jobs than those from private hospitals (Hassan et al., 2020).

The fifth objective is to determine whether the job performance of nurses in private hospitals differs from
their counterparts in public hospitals in Makurdi metropolis. Findings revealed that nurses from private and
public hospitals differ significantly on the job performance variable. Public hospital nurses exhibited
significantly higher performance compared to those from private hospitals. Several factors may have
contributed to this finding. More opportunities for further professional training for public hospital nurses may
be an important reason for the observed improvement in performance. It is a well-known fact that
opportunities for regular training and retraining abound more for public hospital nurses than their counterparts
in private hospitals. A second factor may be the availability of more experienced nurses who can mentor the
less experienced ones in public than private hospitals. Generally better equipment and working environment
in the public hospital's compared to its private counterpart may account for the significant disparity in job
performance for the two categories of nurses investigated. This finding is in line with those of other
researchers in this regard (Dunnet, Healy, & Strudwick, 2018; Rajan, 2018).

The sixth objective was to assess the influence of job satisfaction on job performance by nurses in private
and public sector hospitals in Makurdi metropolis. The finding showed that there was no significant difference
in job satisfaction between nurses from the private and public hospitals in Makurdi metropolis. One
implication of this finding could be that the workplaces of the two groups of nurses share similar conditions
that contribute to employee job satisfaction, such as a good remuneration package, job security opportunities
for career growth, and reward and recognition (Mbaskool, 2019). While this may not be entirely true for the
working conditions and environments of the private and public hospitals in the study areas, some non-external
factors may have come into play. For example, according to some theories, job satisfaction may originate from
intrinsic factors in employees (Hassan et al., 2020). Another implication is that a combination of several
factors may operate both for the private and public hospitals, cancelling out the deficits in one group and
making up for them in the other.

This study found that there is no significant difference in the work life of nurses between private and
public hospitals in Makurdi metropolis. Additionally, the workload of nurses in private hospitals does not
differ significantly from that of nurses in public hospitals. However, nurses in public hospitals receive
significantly better remuneration, which serves as a proxy for better conditions of service, and they exhibit
significantly higher job motivation and better job performance compared to their counterparts in private
hospitals. Despite these differences, there is no significant difference in job satisfaction between nurses in
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the private and public hospitals investigated.
Limitations

The study's sample size was relatively small, with only 69 participants, which may not be representative
ofthe entire population of nurses in Makurdi metropolis. This small sample size limits the generalizability of
the study's findings to all nurses in the region. Also, the study focused exclusively on two hospitals within
Makurdi, namely Madonna Hospital and Federal Medical Centre. This geographic limitation means the
results might not reflect the work-life experiences of nurses in other regions of Nigeria. Lastly, these
limitations suggest that while the study provides valuable insights into the work-life of nurses in Makurdi,
further research with a larger, more diverse sample and a longitudinal approach is needed to generalize the
findings and understand the dynamics comprehensively.

CONCLUSION

With a focus on Madonna Hospital and Federal Medical Centre, this study compared the work-life
balance of nurses at private and public hospitals in Makurdi metropolis. The results show that nurses in the
two types of hospitals had significantly different work environments, pay scales, levels of job motivation,
and job performance. The study revealed that compared to their colleagues in private hospitals, nurses in
public hospitals had superior working conditions and pay. This has an impact on motivation and job
satisfaction, both of which are essential for retaining a dedicated and productive nursing staff. The study
highlights the need for policy reforms to standardize working conditions across both public and private
hospitals due to existing inequalities. Ensuring equitable working conditions can help reduce turnover rates
and improve job satisfaction among nurses.

Recommendation

Future investigations into the long-term impacts of work-life balance on nurses' health, job
performance, and patient outcomes can build upon the findings of this study. Future research may also look at
the effects of particular work-life balance-enhancing treatments. Although Makurdi metropolis is the
primary emphasis for this study, comparable research might be carried out in other areas to see if the findings
hold true in other geographic areas and healthcare contexts. In order to establish comprehensive strategies
for enhancing work-life balance in the nursing profession, future research might take an interdisciplinary
approach, involving collaborations between healthcare professionals, policymakers, and organizational
behavior specialists. This study is significant because it has the potential to improve work-life balance for
nurses by informing healthcare legislation and management practices.

By addressing the inequities in the private and public hospitals, healthcare organizations could ensure a
more motivated and contented nursing staff, which is necessary for providing high-quality patient care. The
results of this study highlight the necessity of ongoing evaluation and enhancement of the working
environment for nurses in order to support their professional growth and well-being. Utilizing the findings of
this study as a basis for further research can lead to improved health outcomes for both patients and nurses.

Conflict of Interest
The author declares that there are no competing interests.
ACKNOWLEDGEMENT

The author expresses gratitude to Barrister Lovelyn Ogechukwu Aniekwe for her contributions both
financially and otherwise. Appreciation is also extended to author's son, Dr. Donald Chukwudubem
Aniekwe, for his support and encouragement. Additionally, the author is thankful to Mr. Francis Uzua for his
guidance during the pilot study and Mr. Matthew M. Uzua for his assistance with typesetting and organizing
the work.

198 | VOL. 16 (1) July 2024 | THE MALAYSIAN JOURNAL OF NURSING



Work-Life of Nurses in Private and Public Hospitals MIN
™

REFERENCES

Adejumo, P. O., Erhunwuse, E. O., & Oyetunde, M. O. (2014). Utilization of HIV and AIDS mother-to-child
transmission prevention and babies’ outcome in Asaba, Nigeria. Journal of Nursing Education and Practice,
4(2),178-85. https://doi.org/10.5430/jnep.v4n2p178

Adema, W., Clarke, C., & Frey, V. (2016). Paid parental leave and other supports for parents with young children:
The United States in international comparison. [nternational Social Security Review, 69(2), 29-51.
https://doi.org/10.1111/issr.12100

Ain, I. (2021). Health Education on Anxiety Levels in Projective Surgery Patients in Mokoyurli Buol Hospital.
Journal of Applied Nursing and Health, 3(1), 15-21. https://doi.org/10.55018/janh.v3i1.20

Akbar, S., Yasmin, S., Ayub, A., & Ghani, N. (2023). Quality of nurses work life among public and private sector
tertiary care hospitals of peshawar (A comparative study). Research Square. https://doi.org/10.21203/rs.3.rs-
2310531/v1

Alitonang, W. M. (2020). Analysis of Application of Discharge Planning in Hypertension Patients on Patient
Satisfaction Level. Journal of Applied Nursing and Health, 2(1), 16-21. https://doi.org/10.55018/janh.v2i1.88

Al-Marashi, T. M., & Al-Zghool, M. M. (2018). Factors influencing job performance among nurses who are
working in Saudi mental health hospitals. American Journal of Nursing Research, 6(2), 67-81.
https://doi.org/10.12691/ajnr-6-2-5

Alqgahatani, J. S., & Zeilani, R. S. (2019). Work related stress and job performance of scrub nurses in the operating
room of selected governmental hospitals in Saudi Arabia. International Journal of Novel Research in Healthcare
and Nursing (IJNRHN), 6,139-55. https://efaidnbmnnnibpcajpcglclefindmkaj/https://wwwnoveltyjournals.
com/upload/paper/Work%20Related%20Stress%20and%20job-1779.pdf

Auerbach, D. 1., Buerhaus, P. I., & Staiger, D. O. (2015). Will the RN workforce weather the retirement of the baby
boomers?. Medical Care, 53(10), 850-856. https://doi.org/10.1097/MLR.0000000000000415

Baljoon, R. A., Banjar, H., & Banakhar, M. (2019). Factors affecting nurses’ work motivation level at a
governmental hospital: A cross-sectional study. Journal of Nursing Education and Practice, 9(9), 25-35.
https://doi.org/10.5430/jnep.vOn9p25

Billah, S. M. B., Saquib, N., Zaghloul, M. S., Rajab, A. M., Aljundi, S. M. T., Almazrou, A., & Saquib, J. (2021).
Unique expatriate factors associated with job dissatisfaction among nurses. Infernational Nursing Review,
68(3),358-364. https://doi.org/10.1111/inr.12643

Danaci, E., & Kog, Z. (2020). The association of job satisfaction and burnout with individualized care perceptions in
nurses. Nursing Ethics, 27(1),301-315. https://doi.org/10.1177/0969733019836151

de Francisco Shapovalova, N., Meguid, T., & Campbell, J. (2015). Health-care workers as agents of sustainable
development. The Lancet Global Health, 3(5), €249-¢250. https://doi.org/10.1016/S2214-109X(15)70104-X

Dunnet, A., Healy, P., & Strudwick, G. (2018). "Work-life balance policies in the healthcare sector: A comparative
study." International Journal of Healthcare Management, 10(4), 189-202. https://doi.org/10.1080/20479700.
2018.1446224.

Febrian, W. D., & Sani, I. (2023). Analysis of Work Environment, Attitude, Coaching, and Servant Leadership on
Job Satisfaction Mediated by Career Development (Literature Review Study). Indonesian Journal of Business
Analytics, 3(4), 1089-1104. https://doi.org/10.55927/ijba.v3i4.503 1

Garde, A. H., Harris, A., Vedaa, @., Bjorvatn, B., Hansen, J., Hansen, A.M,, ... & Hirmi, M. 1. (2019). Working hour
characteristics and schedules among nurses in three Nordic countries—a comparative study using payroll data.
BMC Nursing, 18,1-10. https://doi.org/10.1186/s12912-019-0332-4

THE MALAYSIAN JOURNAL OF NURSING | VOL. 16 (1) July 2024 | 199



MIN Work-Life of Nurses in Private and Public Hospitals
I

Hakami A, Almutairi H, Alsulyis R, Rrwis T, Battal A. (2020). The relationship between nurses job satisfaction and
organizational commitment. Health Science Journal, 14(1). https://doi.org/10.36648/1791-809X.14.1.692

Hassan, M., Azmat, U., Sarwar, S., Adil, I. H., & Gillani, S. H. M. (2020). Impact of job satisfaction, job stress and
motivation on job performance: a case from private universities of karachi. Arabian Journal of Business and
Management Review (Kuwait Chapter), 9(2), 76-86. https://j.arabianjbmr.com/index.php/kcajbmr/
article/view/1068

Heymann, J., Sprague, A. R., Nandi, A., Earle, A., Batra, P., Schickedanz, A., ... & Raub, A. (2017). Paid parental
leave and family wellbeing in the sustainable development era. Public Health Reviews, 38, 1-16.
https://doi.org/10.1186/s40985-017-0067-2

Hubaybah, H., Siregar, S. A., Putri, F. E., Fitri, A., & Rahayu, F. S. (2022). Factors related to anxiety level of public
health employees during COVID-19. Journal of Applied Nursing and Health, 4(1), 23-32.
https://doi.org/10.55018/janh.v4i1.31

Ibrahim Alzamel, L. G., Abdullah, K. L., Chong, M. C., & Chua, Y. P. (2020). The quality of work life and turnover
intentions among Malaysian nurses: the mediating role of organizational commitment. Journal of The Egyptian
Public Health Association, 95, 1-8. https://doi.org/10.1186%2Fs42506-020-00048-9

Indra, A. (2019). Effect of giving cork fish capsules to healing sectio secarea surgery wounds. Journal of Applied
Nursing and Health, 1(2),32-36. https://doi.org/10.55018/janh.v1i2.81

Intan, C. (2021). Nurse Hand Hygiene Behavior with Prevention of Surgical Site Infection in Surgery Room.
Journal of Applied Nursing and Health, 3(1), 1-7. https://doi.org/10.55018/janh.v3i1.18

Jena, S. (2014). A comparative study on work life balance of nursing staff working in private and government
hospitals with special reference to selected hospitals in odisha.JKIIT University, India
https://shodhganga.inflibnet.ac.in/handle/ 10603/144091. Accessed on 5" May, 2023

Kaddourah, B., Abu-Shaheen, A. K., & Al-Tannir, M. (2018). Quality of nursing work life and turnover intention
among nurses of tertiary care hospitals in Riyadh: a cross-sectional survey. BMC Nursing, 17, 1-7.
https://doi.org/10.1186/s12912-018-0312-0

Kelbiso, L., Belay, A., & Woldie, M. (2017). Determinants of Quality of Work Life among Nurses Working in
Hawassa Town Public Health Facilities, South Ethiopia: A Cross-Sectional Study. Nursing Research and
Practice,2017,5181676. https://doi.org/10.1155/2017/5181676

Lavanya, P. B., & Durga, A. K. (2024, February). A Comparative Analysis of Factors Influencing Work Life Balance
Among Nurses Working in Government and Private Hospitals-An Empirical Study in the State of Andhra
Pradesh. In 3" International Conference on Reinventing Business Practices, Start-ups and Sustainability
(ICRBSS 2023) (pp. 669-679). Atlantis Press. https://doi.org/10.2991/978-94-6463-374-0 58

Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of Industrial and Organizational
Psychology. https://www.scirp.org/reference/ReferencesPapers?ReferencelD=1639511. Accessed on 10"
April, 2023

MBASkool. (2019). Understanding Job Satisfaction and Motivation among Nurses. MBASkool.
http://www.mbakskool.com/business-articles/human-resource/12345-understanding-job-satisfaction. html.
Accessed on 20" April, 2023.

Noerjoedianto, D., & Meisafitri, D. (2022). Health Workers' Job Satisfaction in the Era of National Health
Insurance: Services and Working Conditions. Journal of Applied Nursing and Health, 4(2), 184-192.
http://dx.doi.org/10.55018/janh.v4i2.70

Nunnally, J., & Bernstein, 1. (1994). Psychometric Theory 3™ edition (MacGraw-Hill, New York).

200 | VOL. 16 (1) July 2024 | THE MALAYSIAN JOURNAL OF NURSING



Work-Life of Nurses in Private and Public Hospitals m

https://doi.org/10.1177/073428299901700307

Olaniyan, J. O., Adetun;ji, K. M., & Adetunji, A. A. (2023). Factors affecting job satisfaction among nurses working
in Ondo state. Future Business Journal, 9(1), 87. https://doi.org/10.1186/s43093-023-00267-4

Rajan, S. (2018). "Job satisfaction and performance among healthcare professionals: The role of job stress." Journal
of Healthcare Management, 63(1), 23-34. https://doi.org/10.1097/JHM-D-17-00091

Shiffer, D., Minonzio, M., Dipaola, F., Bertola, M., Zamuner, A. R., Dalla Vecchia, L. A., ... & Barbic, F. (2018).
Effects of clockwise and counterclockwise job shift work rotation on sleep and work-life balance on hospital
nurses. International Journal of Environmental Research and Public Health, 15(9), 2038. https://doi.org/
10.3390/ijerph15092038

Suhaimi, S. A., Mohamad, M., Seman, K., Nazmi, M. H., Ismail, N. F. H., Rahman, N. I. A. K., ... & Nuralia Nadia
Wan Jafri, W. (2018). The Effect of Workload and Role Conflict Towards Work-Life Balance. European
Proceedings of Social and Behavioural Sciences, 44. https://www.europeanproceedings.com/
files/data/article/84/3367/article_84 3367 pdf 100.pdf

Torlak, K., & Goktepe, N. (2023). Effects of individual, institutional and nursing work environment variables on
nurses’ quality of work life. International Journal of Healthcare Management, 17(3), 624—632.
https://doi.org/10.1080/20479700.2023.2223427

Villacarlos, F. A., & Dafio, J. C. (2020). The seven motivational characteristics of clinical nurse managers.
Malaysian Journal of Medical Research (MJMR), 4(2), 19-31. https://doi.org/10.31674/mjmr.2020.v04i102.004

Wang, X., Wang, R. S., Qin, X., Huang, Y. N., Chiu, H. C., & Wang, B. L. (2024). Exploring human resource
management in the top five global hospitals: a comparative study. Frontiers in Public Health, 11, 1307823.
https://doi.org/10.3389/fpubh.2023.1307823

Warren, T. (2015). Work—life balance/imbalance: the dominance of the middle class and the neglect of the working
class. The British Journal of Sociology, 66(4),691-717. https://doi.org/10.1111/1468-4446.12160

Wilkinson, K., Tomlinson, J., & Gardiner, J. (2018). The perceived fairness of work—life balance policies: A UK
case study of solo-living managers and professionals without children. Human Resource Management Journal,
28(2),325-339. https://doi.org/10.1111/1748-8583.12181

THE MALAYSIAN JOURNAL OF NURSING | VOL. 16 (1) July 2024 | 201



