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Abstract

Background Nurses constitute the majority of the healthcare workforce, and it is imperative to develop a
comprehensive understanding of the factors that influence their job satisfaction. While considerable knowledge exists
regarding the organizational factors that elicit job satisfaction, limited research has been conducted on personal
factors. This study aimed to determine and prioritize the impact of personal factors (motivation, professional identity,
and job engagement) on nurses' job satisfaction.

Design This study is a form of applied research conducted in a descriptive-correlational manner, with an emphasis
on structural equations.

Method The statistical population of the present study encompassed all nurses of the public hospitals of Tehran,
from which 398 were selected as a sample utilizing multi-stage stratified sampling. The data collection instruments
were validated Persian forms of Job Descriptive Index questionnaires, nurses' professional identity, work engagement,
and London job motivation. Cronbach's alpha was used to verify the reliability of the instruments, all of which were
above 0.7. Descriptive statistics, structural equation modeling, and prioritization and weighting were employed

to analyze the data using the Analytical Network Process (ANP) method, utilizing SPSS-23, AMOS-26, and Super
Decisions-3.0.

Results The findings confirmed the research model and the relationship between personal factors and nurses'

job satisfaction. Furthermore, the findings pertaining to the prioritization of personal factors affecting nurses' job
satisfaction revealed that professional identity, with a weight of 0.459, had the highest weight and occupied the first
position, followed by motivation with a weight of 0.392. Job engagement, with a weight of 0.147, was ranked third.

Conclusion These findings suggest that personal factors can influence job satisfaction, with professional identity
being of greater significance. Enhanced job satisfaction may be achieved through the creation of a respectful

and equitable work environment, the strengthening of professional identity development programs, and the
establishment of a favorable image of the profession.
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Introduction

Nurses provide at least half of all health services, and in
some nations, they deliver up to 80% of healthcare [1].
Maintaining a high level of job satisfaction among nurses
is crucial for achieving high-quality services [2], and
recent research indicates that job satisfaction is vital for
ensuring patient care quality and nurses’ willingness to
provide care [3]. Understanding job satisfaction levels is
significant for various reasons, and the outcomes of job
satisfaction studies impact both employees and organiza-
tions [4]. Low job satisfaction has been identified as the
primary cause of burnout among healthcare profession-
als [5], and negatively affects service quality delivery and
organizational commitment of healthcare workers [6].

The multitude of questions surrounding employee job
satisfaction underscores the importance of studying this
construct [7]. Thus, identifying factors that influence job
satisfaction can significantly impact organizational out-
comes, productivity, and individual lives [8].

Numerous studies have explored organizational ante-
cedents and job satisfaction correlates. However, a recent
systematic review of this literature revealed that personal
factors are significantly linked to nurses’ job satisfaction
in long-term care facilities, with no organizational factors
deemed important for job satisfaction [9]. Given that the
essence of nursing practice is the “person” [10], under-
standing the personal factors that impact job satisfaction
can be more critical [11].

Job engagement, representing individual aspects of
nurses’ work, has recently emerged as a crucial factor in
altering nursing service quality [12]. Employee engage-
ment refers to individuals’ participation or attachment to
an organization [13]. Increased job engagement among
nurses leads to fewer errors, better patient safety, and
greater patient satisfaction, leading to higher-quality
nursing services [14]. Employee job engagement has a
positive and significant relationship with key organi-
zational performance. Studies have indicated that job
engagement enhances nurses’ job satisfaction [15, 16].
Furthermore, research has shown that a positive pro-
fessional identity can lead to better work engagement,
thereby helping to improve job satisfaction among nurses
working in nursing homes [17].

Professional identity is the self-concept of a nursing
professional that reflects how nurses or nursing students
perceive the nursing profession [18]. The formation of
professional identity results from professional socializa-
tion, a process where individuals learn and internalize
knowledge, skills, norms, and values related to the pro-
fession [19]. The Covid- 19 pandemic has significantly
affected the professional identity of nurses [20]. This

pandemic has increased the professional identity among
nurses [17, 21]. Professional identity has been proposed
as a key factor in nurses’ ability to provide high-quality
care services to improve patients, and in a qualitative
study, it has been indicated that creating a positive pro-
fessional identity among nurses will lead to their job
satisfaction [1]. Research indicates that a positive profes-
sional identity, coupled with self-confidence, a sense of
professional belonging, and effective interpersonal com-
munication among nurses, constitutes not only the most
significant factor in generating job satisfaction [22, 23],
but also the primary reason nurses remain in their pro-
fession [24]. A qualitative study found that the develop-
ment of identity was associated with motivation and job
satisfaction [25].

Motivation has been identified as a crucial predictor of
job satisfaction, with numerous studies demonstrating a
significant correlation between the two [26—28]. One study
revealed that motivational incentives have a substantial pos-
itive impact on nurses’ job satisfaction [29]. Research exam-
ining the relationship between nurses’ motivation and job
satisfaction has consistently shown motivation to be a key
predictor of their job satisfaction [30].

The conservation of resources theory suggests that pro-
fessional employees can recognize their value within an
organization. They tend to seek out, acquire, maintain,
and protect what they deem valuable, ultimately leading
to increased job satisfaction and engagement. Further-
more, professional identity enables employees to effec-
tively obtain desired work resources and shape their work
environment, facilitating their tasks and enhancing job
satisfaction. This implies that developing a professional
identity at work may enhance employees’ motivation and
organizational involvement, ultimately resulting in job
satisfaction [31]. However, the combined effects of these
variables on nurses’ job satisfaction remain unclear.

In conclusion, the literature review elucidates numer-
ous personal factors influencing nurses’ job satisfaction,
with the majority of studies examining only one or two
personal factors related to job satisfaction. No compre-
hensive study has investigated these factors collectively,
nor has it been determined which of them exerts the
greatest impact on job satisfaction. However, it is impor-
tant to note that many of these factors possess subtle
complexities that may be associated with different set-
tings, geographical regions, and cultural values [32].
Furthermore, studies have indicated a decline in nurses’
job satisfaction during the Covid- 19 pandemic [33].
If managers are to implement measures to improve job
satisfaction, it is prudent to first address priorities, given
the constraints of financial resources, nursing staff, and
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limited time. Managers should recognize that strategies
to enhance job satisfaction should be specific to culture
and context. It is imperative to focus on human resource
management factors, and the optimal source for deter-
mining priorities is the staff. Therefore, in this study,
the impact of some of the most significant individual
factors on job satisfaction will first be examined; subse-
quently, based on the nurses’ own perspectives, the pri-
ority of these factors will also be determined to ensure
that managerial efforts are directed towards reducing
nurse turnover and creating an empowering environ-
ment that fosters job satisfaction within the contempo-
rary healthcare conditions characterized by a shortage
of human and financial resources. Consequently, this
study aimed to elucidate the impact of personal factors
(e.g., job engagement, professional identity, and motiva-
tion) on nurses’ job satisfaction and prioritize the role of
these variables using an analytic network process (ANP).
ANP is a multi-criteria decision-making approach that
is widely employed to address various real-world issues
because it considers complex and interrelated relation-
ships between variables [34]. Thus, this study can provide
recommendations for the development of strategies that
nursing managers and policymakers should comprehend
and implement regarding factors that may influence job
satisfaction and ultimately promote nursing care quality
and nurse retention.

To achieve the aforementioned goals, this study seeks
to address the following research questions:

1. Do nurses’ personal factors influence job
satisfaction?

2. What are the priorities of existing and effective
factors affecting nurses’ job satisfaction?

Methods

Design

This study employed applied research with a descrip-
tive-correlational approach, emphasizing structural
equations. Utilizing a formula that accounted for an
anticipated attrition rate of 10%, 422 participants were
selected from public hospitals in Tehran. A stratified
random sampling method was employed to determine
the proportion of nurses in each hospital. A stratified
random sampling method was employed to determine
the proportion of nurses in each hospital. Using this
sampling method, the proportion of each hospital was
determined based on the calculated sample size. The
share of each clinical ward in each hospital was deter-
mined. In each ward, a random selection was conducted
from the list of nurses, and self-administered instruments
were distributed to the selected nurses. Data collection
occurred between October and December 2023.
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Correlation coefficient of 0.2, error factor of 0.05, beta
coefficient of 0.1

Inclusion criteria stipulated a minimum of six months
of work experience and full-time hospital employ-
ment. Participants with incomplete questionnaires were
excluded from the study. The first and second authors
distributed printed research instruments to participants
at the commencement of each shift (morning, evening,
and night) and collected them at the end of the shift. To
mitigate potential bias, head nurses were absent during
data collection, and responses were gathered in a single
envelope to ensure confidentiality. Nurses were informed
of anonymity, data confidentiality, questionnaire com-
pletion instructions, and the option to receive research
results. An incentive package was offered to encourage
participation.

Measures
This research employed 72-item Smith’s Job Descriptive
Index (JDI) to evaluate job satisfaction across five dimen-
sions: supervision (18 items), pay (nine items), promo-
tional opportunities (nine items), coworkers (18 items),
and work itself (18 items). Each dimension includes a
checklist of adjectives or adjective phrases, and respon-
dents are asked to fill the blank beside each item as fol-
lows: “Y” (agreement), “N” (disagreement), and “?”
(cannot decide). The scoring system was as follows: posi-
tive items received a score of 3, negative items received
a score of 0, and the? response was given a score of 1.
Higher scores indicate greater job satisfaction [35].

For example, the “Pay” dimension in the index looks
like this:

Think of the pay you get now. How well does each of
the following words or phrases describe your present

pay?

--- Income adequate for normal expenses
--- Fair

--- Barely live on income

--- Bad

--- Comfortable

--- Less than I deserve

--- Well paid

--- Enough to live on

--- Underpaid.

Career motivation was assessed using the London
Career Motivation Questionnaire, which consists of 21
items rated on a similar 5-point Likert scale [36]. Three
examples of items in this questionnaire are: “I have real-

istic career goals,” “I spend my free time on activities
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that enhance my job performance;” and “I can resolve my
work-related problems”

To measure professional identity, this study utilized a
questionnaire developed by Hao et al., which comprised
17 items across five aspects: social modeling, indepen-
dence of career choice, social comparison and self-
reflection, benefits of retention and risk of turnover, and
self-image on a similar 5-point Likert scale. Scores range
from 17 to 85, with higher scores indicating stronger pro-
fessional identity [37]. Three examples of the items in
this questionnaire are: “I have a strong desire to pursue a
nursing career,’ “I frequently plan my future professional
development based on my interests, personality, abilities,
and values,” and “I have selected my preferred occupation
regardless of external opinions”

The Utrecht Work Engagement Scale (UWES) was used
to gauge job engagement, featuring 17 items across three
subscales: vigor, dedication, and absorption. Scores range
from 17 to 85, with higher scores indicating increased
work engagement [38]. Three examples of the items in
this questionnaire are: “At my job, I feel strong and vigor-
ous’; “I find the work that I do full of meaning and pur-
pose’; and “When I am working, I forget everything else
around me.”

The Persian version of the JDI was validated by Bastani
et al., who confirmed its content and structural validity.
Reliability was assessed using Cronbach’s alpha, which
ranged from 0.75 to 0.89 for various subscales [39].
Foroutani et al. translated the London Career Motiva-
tion Questionnaire into Persian and verified its construct
validity using responses from 949 nurses, reporting a
Cronbach’s alpha of 0.76 [40]. Ehsani-Farid et al. trans-
lated and evaluated the psychometric properties of the
nurses’ professional identity questionnaire and confirmed
its construct validity through confirmatory factor analy-
sis among 310 nursing students. The questionnaire dem-
onstrated acceptable reliability with a Cronbach’s alpha
of 0.81 and a composite reliability exceeding 0.85 [41].
Torabinia et al. translated the UWES- 9 S and validated
it among 282 nurses using a confirmatory factor analy-
sis. The internal consistency reliability for the total scale
and subscales ranged from 0.76 to 0.89. The test-retest
reliability was high (r= 0.89), and the intraclass correla-
tion coefficient was 0.91. Engagement is negatively cor-
related with burnout [42]. In the present study, reliability
was confirmed using Cronbach’s alpha, yielding coeffi-
cients of 0.84 for job satisfaction, 0.87 for job motivation,
0.78 for job engagement, and 0.83 for nurses’ professional
identity.

Data analysis

To analyze the data in this research, descriptive statistics
including mean and standard deviation, and inferential
statistics, including structural equation modeling (SEM),
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prioritization, and weighting, were used with the Analyti-
cal Network Process (ANP) method.

The data were screened for respondent misconduct
(e.g., multiple or extreme responses). These issues were
not observed, and all responses were included in the
analysis. Initially, the data were controlled for participant
demographics (such as age and sex) and occupational
characteristics (such as ward and years of experience) due
to their potential relationship with dependent variables.
The analysis revealed a nonsignificant association; thus,
the model was estimated using the main study variables.

Structural Equation Modeling (SEM) is a widely rec-
ognized research technique that integrates Confirma-
tory Factor Analysis and Linear Regression to establish
the relationship between the measurement and the
structural model based on assumptions of a theoretical
framework. The initial step involves assessing normal-
ity, with the measurement model’s “Skewness and Kur-
tosis” values required to fall within the range of - 2 to
+2. Subsequently, it is essential to examine missing data,
measurement and sampling errors, and model fit mea-
sures [43-45].

Analytic Network Process (ANP) is a decision-making
approach for multiple criteria that utilizes pairwise com-
parisons to establish criteria weights and identify the
optimal option. This technique also considers the inter-
nal relationships among decision-making components.
The ANP method employs a supermatrix to illustrate the
interactions and dependencies between decision-making
levels, ascertain the relative importance of criteria, and
rank options for the decision problem. A supermatrix
is a partitioned matrix, where each element represents
the relationship between two decision level elements in
the overall decision issue. An unbalanced supermatrix
depicts pairwise comparisons of criteria with potentially
nonprobabilistic columns. The unbalanced supermatrix
blocks are multiplied by the associated cluster priority
to create a stochastic matrix (balanced matrix), with col-
umn sums equal to unity. This supermatrix is then raised
to a power until there is no difference between the k and
k+ 1 exponent supermatrices [34]. To determine the final
priorities, all the elements in each block of the resulting
matrix were normalized, and the highest priorities were
selected. SPSS- 23, AMOS- 26, and Super Decisions- 3.0,
were used for data analysis.

Results

A total of 398 valid questionnaires were used in the
final analysis. According to the descriptive indicators
(Table 1), most of the participants were female, mar-
ried, had 11 to 20 years of work experience, a bachelor’s
degree, and were permanent employees.
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Table 1 Demographic and work characteristics of the study
participants

Variable Category n (%)

Age 20-30 179(44.97)
31-40 194(48.75)
> 40 25(6.28)

Gender Male 171(43.00)
Female 227(57.00)

Years of work experience 1-10 132(33.17)
11-20 173(43.47)
21-30 93 (23.36)

Type of employment Formal 245(62.00)
Contract basis 153(58.00)

Education B.SC. 247(62.10)
MSc 140(35.20)
Ph.D. 11(2.70)

Table 2 Variables characteristics of the study participants
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In addition, to check the descriptive information of the
variables, the means and standard deviations of the stud-
ied variables were used, which are listed in Table 2.

The concept of model fit refers to the degree to which a
model aligns with and adequately represents the relevant
data. In this section, the suitability of the assumed model
is evaluated to ensure its congruence with the research
data. Subsequently, conclusions addressing the research
question were derived. The assessment of the concep-
tual model’s fit was conducted in two stages. The initial
stage involved evaluating the fit of the measurement
component of the model, followed by an assessment of
the structural component’s fit, which is elaborated upon
below.

Figures 1 and 2 illustrate the non-standard and stan-
dard regression coefficient models of the research model,
respectively. The standardized model is independent of
the measurement scale, allowing for variable comparison;
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Fig. 1 Non-standard coefficients of job satisfaction, motivation, personal identity, and job engagement
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Fig. 2 Standard coefficients of job satisfaction, motivation, personal identity, and job engagement

this Figure shows a strong correlation (over 0.77)
between motivation, job engagement, and professional
identity with job satisfaction. To verify the model’s valid-
ity, the indicators presented were examined.

The “Root Mean Square Error of Approximation”
(RMSEA) represents the average of the residuals between
the observed correlation/covariance of the sample and
the expected model estimated from the population.
According to Loehlin’s recommendation, a value below
0.08 indicates a good fit. The “Comparative Fit Index”
(CFI) and “Normed Fit Index” (NFI) are measures that
assess the fit of the proposed model relative to the inde-
pendent model (which assumes no relationship between
the data). The “Goodness of Fit Index” (GFI) evaluates the
relative amount of variances and covariances explained
by the model. A notable characteristic of the GFI index
is its independence from sample size. The range of these
indices spans from zero to one, with values equal to or
greater than 0.90 signifying a good fit. These indicators in
the present model were as follows:

2 =71.60, RMSEA = 0.03, CFI = 0.98,
NFI = 0.97, and GFI = 0.92

Based on the values provided above, the model demon-
strates validity, as all indicators fall within the desired
range. Consequently, the presented model depicting the
relationship between personal factors (motivation, pro-
fessional identity, and job involvement) and nurses’ job
satisfaction exhibits the requisite validity.

The ANP method was implemented using Super Deci-
sions software to weight and prioritize each factor. The
general weight of each factor is expressed as follows. Fig-
ure 3 illustrates the general model of the ANP method
for weighting factors, where B_1 to B_3 represent
motivation, professional identity, and job engagement,
respectively.

Results were generated for each cluster and the entire
model. Due to the extensive nature of the operational
results, only the final output of the model is presented.
The final weights for the three factors are displayed in
both normalized and graphical formats in Fig. 4.

As observed, B_2 (professional identity with a weight
of 0.459) exhibits the highest weight and occupies the
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Fig. 3 ANP Method model for factors affecting job satisfaction of nurs-
es: B_1 motivation, B_2 professional identity, and B_3 job involvement,
respectively

primary position, followed by B_1 (motivation with a
weight of 0.392) in the second position, and B_3 (occu-
pational conflict with a weight of 0.147) in the third
position.

Discussion

This research was conducted with the aims of determin-
ing and prioritizing the impact of personal factors (moti-
vation, professional identity and job engagement) on the
job satisfaction of nurses.

Professional identity has emerged as the predomi-
nant factor in job satisfaction. The study’s model con-
firmed professional identity as a significant contributor
to nurses’ job satisfaction, aligning with findings from
Mousazadeh et al. [1], Mainous et al. [46], and McCrae
et al. [22], which demonstrated a substantial correla-
tion between nursing professional identity and job
satisfaction.

The formation of professional identity occurs when
the values, beliefs, and convictions of a profession are
internalized and assimilated by its members [47]. Nurses
who recognize the significance of their profession, inte-
grate their work identity into their personal and social
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identities. They strive for excellence in their duties [48].
This may elucidate why nurses prioritize professional
identity over other personal factors influencing job satis-
faction. Previous research has also indicated that nurses’
professional identity is the most crucial element in their
performance [41, 49].

Khantimirov and Karande observed disparities in pro-
fessional identity between developing and developed
nations. In developed countries, employees typically
benefit from superior compensation, higher social status,
and better client relationships, fostering a stronger pro-
fessional identity. Conversely, developing countries often
offer low-skilled, poorly compensated positions with
limited social status and career advancement opportu-
nities [50]. The emphasis on professional identity in this
study aligns with these observations. However, as this is
the first study to examine priorities in nurses’ job satis-
faction, further research comparing nurses’ professional
identity and its importance in job satisfaction between
developed and developing countries is warranted.

In ranking personal factors affecting nurses’ job satis-
faction, motivation secured the second position, with
nurses perceiving it as more crucial than job engagement
for enhancing their job satisfaction. The structural model
also revealed a significant relationship between nurses’
job motivation and satisfaction, consistent with findings
from Schiiler et al. [51].

Motivation is frequently considered the primary impe-
tus behind human behavior [52]. Both theoretical and
empirical research literature demonstrates a significant
relationship between job motivation and satisfaction [25,
51]. It is noteworthy that the relationship between moti-
vation and job satisfaction can be bidirectional, indicat-
ing that job satisfaction can increase motivation, and
vice versa [53]. Job satisfaction can be enhanced through
various motivational theories and techniques. Healthcare
system leaders can implement strategies such as organi-
zational support, assistance, and attentiveness to increase
job motivation [28, 54]. While organizations play a sig-
nificant role [55], for nurses, intrinsic affinity for their
profession is crucial. For this reason, they may have given
second priority to motivation. This internal drive pro-
pels nurses to perform efficiently, mitigating fatigue and

lcon Name

No lcon|B1

No lcon|B2

No lcon|B3

Fig. 4 The weight of each factor affecting nurses’job satisfaction

I
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increasing dedication to their work [56]. Such motivation
encourages nurses to strive for excellence, pursue educa-
tion, and engage in continuous self-improvement [4].

Among the personal factors influencing nurses’ job
satisfaction, job engagement was ranked third in impor-
tance. Structural model analysis revealed a correlation
between job engagement and nurses’ job satisfaction,
consistent with the findings of Orgambidez & Extremera
[57], De Los Santos; Labrague [15], and Lynn Barden [16].

Job engagement reflects an individual’s psychological
identification with their work and its significance in their
self-perception [58]. It can be considered as an integral
component of one’s identity [47]. High job engagement
implies that an individual associates themselves closely
with their role and views it as representative of their char-
acter [47]. Therefore, the engagement of nurses in their
jobs is important for job satisfaction, and nurses should
be periodically evaluated from this perspective [57].

In general, according to the findings, among the three
personal factors examined in this research, the profes-
sional identity of nurses was more important than the
other two factors for increasing nurses’ job satisfac-
tion, and this variable should be given more attention.
Therefore, it is suggested that they be strengthened and
improved by identifying factors that affect the nurses’
professional identities, preferably using structural equa-
tion modeling studies. To improve professional identity,
it is suggested that educational, occupational, personal
and counseling, and information courses should be con-
sidered as group or personal intervention to improve
the image of professional identity among nurses. Also,
creating an atmosphere full of respect in the work envi-
ronment by nursing managers and encouraging nurses to
join professional nursing organizations and associations
adds to the strengthening of nurses’ professional iden-
tity. In the next ranks, motivation-based interventions
or combined interventions aimed at promoting profes-
sional identity and job engagement or promoting profes-
sional identity along with motivation and job engagement
can include the following: Policymakers, managers, and
employees should work together to create a good profes-
sional image for employees. Also, in order to increase job
engagement and job satisfaction through professional
identity, it is suggested that managers implement soft
skills training such as interactive communication, role-
playing to manage emotional exchange, active listening,
and trust-building exercises to increase job engagement
and job satisfaction in the hospital. Also, by designing a
reward system for employee success, improve their job
satisfaction and engagement.

Limitation
Among the limitations of this study, we can refer to the
cross-sectional nature of the research, which restricts the
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generalizability of the findings. longitudinal and inter-
vention studies are needed to further validate the pro-
posed structural models. Moreover, sampling was done
on nurses working in hospitals in the capital, who may be
different from nurses working in other cities in terms of
job satisfaction. Conducting studies with larger sample
sizes at the national level and comparing the perspec-
tives of different nurses are strongly recommended. In
addition, self-reporting may be one of the limitations of
the research. Although the best method for measuring
individual factors is self-reporting, honest responses may
not have been provided despite the research units being
assured of confidentiality and presenting the results in
general. It is suggested that performance observation
or auditing be considered alongside self-reporting. It
should be noted that other confounding variables may
influence the variables discussed in this study; therefore,
conducting meta-analyses on all factors affecting job sat-
isfaction and examining the effects of these variables is
recommended.

Conclusion

The results of the research model showed that profes-
sional identity, motivation, and job engagement are sig-
nificantly related to nurses’ job satisfaction. Additionally,
the fact that nurses recognize themselves as nurses and
are proud of them can have a significant impact on their
job satisfaction, and ultimately, their performance. There-
fore, managers should consider designing, implementing,
and supporting interventions to promote professional
identity as a factor in increasing job satisfaction. This
study has several theoretical implications. For instance,
the present framework can be considered for developing
a middle-range theory of nurses’ job satisfaction. Addi-
tionally, nursing educators, based on the findings of this
study, can emphasize the priority of professional identity
in both the explicit and implicit curriculum of this field,
relying on empirical evidence.
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