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ABSTRACT

The purpose of this study is to examine the effects of
organisational factors and job performance among
nurses in Public Hospitals of Kano State, Nigeria. An
analytical cross-sectional research design was
adopted. Primary data collection method was used in
which  self-administered  questionnaires  were
distributed to a total sample of 273 respondents
selected from the target population of 943 nurses.
Pearson correlation and multiple linear regression
model were used to determine the relationship
between organisational factors and job performance
among the respondents. The findings of the study
show majority of the nurses reported that their leaders
provided the support they needed to perform their
duties effectively, but majority of the nurses reported
that their supervisor did not give them regular
feedback on their performance. The study also found
out that majority of the nurses reported that their
workload was manageable and did not negatively
impact their job performance, but majority of the
nurses reported that the current staffing levels were
not adequate to meet patient needs effectively. In
addition, the study found that majority of the nurses
reported that they had access to the necessary
resources and equipment to perform their duties
efficiently, However, the study found that majority of
the nurses reported that the ongoing professional
development was not encouraged and supported by
their organization. Further analysis employing
correlation and linear regression showed that all the
organisational factors such as management support,
workload, resources and equipment, as well as
training and development were statistically
significant factors that influenced job performance

among nurses in this research. Finally, the study
recommended that nurses should be provided with
the regular feedback on their job performance so that
they will know where they performed well and where
they need improvement. Government should
endeavour to employ more nurses so that the current
staffing levels will be improved in order to improve
nurses’ job performance in the study areas.

Key words: Organisational Factors, Nurses’ Job
Performance, Management Support.

I.  Introduction

The healthcare sector relies heavily on the
dedication and competence of nursing professionals
whose job performance are critical determinants of
patient outcomes and organizational effectiveness.
Nursing is a vital component of the healthcare
system, significantly influencing patient outcomes
and overall health service delivery (Adebayo et al.,
2021). Performance means to carry out or accomplish
an action or task. In other word, performance is an
indication of what is done and how well it is done
(Nasurdin, Tan, and Khan, 2020). Therefore, job
performance is being defined as to how effectively an
employee or individual carries out his/her roles and
responsibilities related to his/her job (Alghnimi,
Habeeb, and Kadhim, 2020).

Nurses' job performance refers to the extent
to which nurses fulfil their professional roles
effectively, encompassing clinical competence which
means skills and knowledge necessary to deliver safe,
quality of care, adherence to protocols, and overall
contribution to patient outcomes. In other words, Job
performance among nurses encompasses their ability

DOI: 10.35629/6874-0604513527

| Impact Factor value 7.52 | ISO 9001: 2008 Certified Journal Page 513



www.ijhssm.org

¢

International Journal of Humanities Social Science and Management (IJHSSM)
Volume 6, Issue 4, Jul. — Aug., 2026, pp: 513-527

ISSN: 3048-6874

to deliver effective patient care, adhere to protocols,
and collaborate within multidisciplinary teams
(Alghnimi, Habeeb, and Kadhim, 2020, Asiamah,
Mensah, & Ocra, 2019).

In Nigeria, particularly in Kano State,
nurses play a critical role in addressing the health
needs of the population amidst diverse challenges.
Kano State, located in Northern Nigeria, is
characterized by its rapidly growing population and
unique socio-cultural dynamics, which affect
healthcare delivery. Despite the importance of
nursing personnel, studies indicate that job
dissatisfaction and burnout are prevalent issues
impacting on their performance (Osagie et al., 2022).

However, in spite of their critical role,
nurses in Kano State often face numerous challenges
that impact their job performance which in turn
affects the quality of care delivered to patients.
Understanding these factors is crucial for improving
healthcare delivery and supporting the nursing
workforce in the state. Therefore, it is against this
background that this study sought to examine the
organisational factors that influence job performance
among nurses working in Public Hospitals of Kano
State, Nigeria. as well as providing solution on how
to improve the nurses’ job performances.

II.  Literature Review
In this section of the study the conceptual literature,
empirical literature and theory that supported the
study were treated as follows;

Concepts of Organizational Factors
Organizational factors significantly influence nurses'
job performance and impacting on their ability to
provide high-quality care, manage stress, and
maintain job satisfaction. These factors encompass
various elements related to the leadership and
management support, staffing and workload,
professional training and development, as well as
work environment or resources and equipment.
Understanding how these organizational factors
impact nurses' performance is essential for
developing effective strategies to enhance job
satisfaction, improve care quality, and ensure optimal
functioning of healthcare systems.

Work Environment: This is related to physical work
environment. The physical work environment
consists of condition of facilities, availability of
medical equipment, and safety measures which
directly affects nurses' job performance. Poorly
maintained facilities and inadequate resources can
lead to increased stress, job dissatisfaction, and
decreased quality of patient care (Labrague,

McEnroe—Petitte, Leocadio, Van Bogaert, and
Cummings, 2017, Aiken et al., 2018).

Staffing and Workload: Adequate staffing levels
are critical for ensuring that nurses can manage their
workloads effectively and provide high-quality care.
Insufficient staffing can lead to increased workloads,
stress, and burnout, which negatively impact job
performance and patient outcomes (Johnson & Lee,
2022). Optimal nurse-to-patient ratios are associated
with better performance and lower rates of errors.
While, effective workload management and support
systems, such as the use of advanced scheduling
systems and delegation of non-clinical tasks, can help
alleviate the burden on nurses and enhance their job
performance. Strategies that allow for better
workload distribution and support can improve job
performance and reduce turnover rates (Chen et al.,
2022).

Leadership and Management Support: leadership
styles within healthcare organizations significantly
influence nurses' job performance. Transformational
leadership, which emphasizes vision, inspiration, and
support, has been linked to higher job satisfaction and
improved performance among nurses (Al-Hamdan et
al., 2021). Leaders who provide mentorship,
recognize achievements, and support professional
development contribute to a more engaged and
effective nursing workforce. On the other hand,
effective management practices, including fair
performance evaluations, recognition of
achievements, and transparent decision-making
processes, impact nurses' job performance and
satisfaction. Management practices that foster
fairness, respect, and support are associated with
increased performance (Labrague et al., 2017).
Professional Training and Development:
Opportunities for continuing education and
professional development are crucial for enhancing
nurses' skills and knowledge. Access to training and
development programs enables nurses to stay current
with medical advancements and best practices,
leading to improved job performance and quality of
care (Zhang & Chen, 2022, Green, Lippman, and
Zhang, 2015). While, clear pathways for career
advancement and professional growth contribute to
performance. Organizations that provide
opportunities for career progression and recognize
nurses' contributions are likely to experience higher
levels of motivation and performance among their
staff (Chen, Li, and Zeng, 2020).

Empirical Literature Review on Organizational
Factors and Nurses' Job Performance

This empirical literature reviews examine studies that
have explored the relationship between various
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organizational factors such as management support,
workloads, resources and equipment, and training
and development that influenced nurses' job
performance.
Management and Nurses' Job
Performance

Several scholars studied the relationship
between management support and nurses' job
performance. Scholars such as Khan et al., (2022),
Zhao et al. (2021), Ogunlade & Oluwafemi (2021),
Cummings and Tate (2020), Smith & Lee (2020), and
Boamah, Laschinger, Wong, and Clarke (2018),
studied the relationship between transformational
leaders, management support, and nurses' job
performance. Zhao et al. (2021), Cummings and Tate
(2020) reported that transformational leaders fostered
an environment that encouraged professional
development and open communication, which
enhanced nurses' engagement, satisfaction and job
performance.

Khan et al, (2022) examined the
relationship between leadership styles and nurse
performance in Pakistan using role of motivation as
mediating factor. The study reported that
management support positively correlated with
nurses’ task performance, emphasizing leadership
style and staff recognition. On the other hand, the
study also reported that autocratic leadership was
found to be negatively impacted nurses' job
performance, leading to increased job dissatisfaction,
high turnover intentions, and lower productivity. This
means that healthcare administrators should focus on
leadership development programs to cultivate
transformational leadership qualities among nurse
managers, and also hospitals should discourage
autocratic leadership practices and promote more
participative and supportive leadership styles to
enhance nurses’ performance.

Ogunlade & Oluwafemi (2021) investigated
the effect of management support on nurses’
performance in Nigerian hospitals. The study found
out that management support significantly predicted
nurses’ performance, mediated by organizational
commitment. Supportive supervision and resource
availability were key factors. The also reported that
Supportive ~ management  improves  nurses’
motivation and efficiency, job performance outcomes
as well as satisfaction.

Smith & Lee (2020) studied effect of
transformational leadership on nurses’ clinical
performance in the United States hospitals. The study
found out that better work environments,
characterized by supportive management, adequate
staffing, and access to resources, were strongly

Support

associated with higher job performance and lower
levels of burnout among nurses. This implies that
improving the work environment in hospitals can
lead to better patient outcomes and increased nurse
retention as well as job performance.

Boamah, Laschinger, Wong, and Clarke
(2018) studied the effect of transformational
leadership, management support on nurses’ job
performance in Canada, using cross-sectional survey
of 378 nurses in acute care hospitals. The study found
out that transformational leadership was positively
associated ~ with  nurses’ job  satisfaction,
organizational commitment, and job performance.
They also reported that leaders who inspired and
motivated nurses provided intellectual stimulation
and offered individualized consideration which
significantly enhanced nurses’ job performance. This
implies that transformational leadership practices
should be encouraged in healthcare settings to
improve nurses' job performance and overall
organizational outcomes.

Karanja & Muya, (2022) investigated the
relationship between Management support and
nurses’ job performance in Kenyan public hospitals.
They reported that management support did not
significantly correlate with nurses' job performance.
They suggested that organizational culture and staff
empowerment played more pivotal roles,
overshadowing direct management interventions.

Ojo & Oladimeji, (2021) examined the
effect of management support on nurses' job
performance in Nigerian tertiary hospitals. They
found out that despite high levels of perceived
management support, there was no significant
relationship between management support and
nurses' job performance in the study area. The
researchers attributed this to systemic challenges
such as resource shortages and workload stress,
which management support alone could not mitigate.

Workload, and Nurses’ Job Performance

Scholars such as Havin et al. (2023), Aitken,
et al. (2022), Johnson et al. (2022), Smith et al.
(2021), Adeyemi et al. (2020), and Twigg et al.
(2015), studied the effects of workload, staff levels
on nurses’ job performance. The studies have
established a negative correlation between workload
and nurses’ job performance. High workload levels
often lead to fatigue, errors, and reduced efficiency.
Havin et al. (2023) and Aitken, et al. (2022), reported
that higher nurse-to-patient ratios often led to burnout
and decreased job performance. Conversely,
adequate staffing levels allowed nurses to provide
higher quality care, improving their performance
metrics.
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Johnson et al. (2022) assessed the effect of
workload on job performance among nurses during
the COVID-19 pandemic in Australia. The study
found out that there was negative relationship
between workload and job performance among
nurses in the study area. The study also indicated that
increased workload due to pandemic-related
demands resulted in decreased performance scores
and higher rates of burnout. This means that hospitals
should invest in creating supportive work
environments and provide adequate workload to
nurses in order to enhance nurse productivity and job
satisfaction.

Smith et al. (2021) examined the
relationship between workload and job performance
among nurses in United States involving 300 nurses
in hospital settings. The study found out that there
was a negative relationship between workload and
job performance among nurses in the study area. The
study also revealed that higher workload was
negatively  correlated with nurses' clinical
performance, including accuracy in patient care and
adherence to protocols. The study emphasized that
excessive workload leads to fatigue and errors,
thereby compromising patient safety. This implies
that policymakers and hospital administrators should
ensure adequate staffing levels or workloads to
maintain high standards of care and nurses’ job
performance.

Adeyemi et al. (2020) evaluated the impact
of workload on nurses’ job performance in Nigerian
tertiary hospitals. The study found out that there was
a negative relationship between workload and job
performance among nurses in the study area. The
study also revealed that increased patient-to-nurse
ratios negatively impacted nurses' ability to deliver
quality care and meet performance standards. They
concluded that workload directly affects task
completion and professional competence and
emphasized the importance of manageable patient-
to-nurse ratios for maintaining high-quality care.

Twigg et al. (2015) examined the impact of
nurse staffing, workload on nurses' job performance
using systematic review of 27 studies. The review
concluded that increased nurse staffing levels
(reduction in workloads) were consistently
associated with improved job performance, reduced
incidence of patient complications, and lower
mortality rates. This shows that investing in sufficient
nurse staffing is critical for enhancing job
performance and patient safety.

Training and Development and Nurses’ Job
Performance.

Scholars such as Merriman and Williams,
(2023), Brown and Lee (2022), Smith et al. (2021),
and Ahmed et al. (2020) studied the impact of
training and development on nurses’ job
performance. Numerous studies affirm that
structured training and development programs
positively influence nurses' job performance. For
instance, Merriman and Williams, (2023) The study
found out that there was a positive correlation
between training and development programs and job
performance among nurses in the study area. The
study also established that access to ongoing training
and development opportunities helped nurses to keep
their skills current and felt valued which increased
their job performance. Brown and Lee (2022)
explored the effect of training and development
programs on nurses’ job performance in Australian
hospitals. The study found out that there was a
positive  correlation  between training and
development programs and job performance among
nurses in the study area. The study also showed that
tailored training initiatives aligned with nurses' needs
led to higher performance metrics. This implies that
hospitals should prioritize providing comprehensive
support systems to their nursing staff in order to
enhance their job performances.

Similarly, Smith et al. (2021) study the
impact of continuing professional development on
nurses’ clinical performance in the United States. The
study found out that there was a positive correlation
between training and development programs and job
performance among nurses in the study area. The
study also revealed that continuous professional
development programs significantly improved
clinical competencies and patient care quality.
Ahmed et al. (2020) studied skill enhancement
workshops and clinical efficiency among nurses in
Pakistan. The study found out that there was a
positive  correlation  between  training and
development programs and job performance among
nurses in the study area. The study also revealed that
nurses who participated in skill-enhancement
workshops demonstrated improved clinical skills,
efficiency and performed better than those who did
not participated. This shows that healthcare
organizations should implement policies that provide
strong organizational support and professional
development to improve nurse performance and
reduce turnover.

Ahmed, & Khan, (2021) investigated the
effect of training and development on nurses’ job
performance in Pakistan. The study reported that
there was no significant immediate impact of training
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and development interventions on performance
metrics among nurses in the study area. However,
longitudinal data suggested that performance
improvements only became evident after extended
periods, indicating a delayed effect.

Kibet, & Kipruto, (2020) examined the
impact of training and development on nurses’ job
performance in Kenyan Public Hospitals. The study
found out that despite investments in training and
development programs, there was no significant
improvement in nurses' performance. The authors
attributed this to poor transfer of training, inadequate
follow-up, and contextual barriers such as workload
and resource constraints. This Implies that training
alone may not translate into improved performance
without addressing organizational and environmental
factors.

Nguyen, & Nguyen, (2019) explored
relationship between effectiveness of continuing
education on nurses’ job performance in Vietnam.
The research reported that there was no significant
correlation between participation in continuing
education and nurses’ clinical performance. The
authors argued that the trainings were often outdated
or irrelevant to daily clinical practice, limiting their
effectiveness. This Implies that the relevance and
quality of training content are critical for meaningful
performance outcomes.

Resources and Equipment and Nurses’ Job
Performance

Scholars such as Santos et al., (2023), and
Adu, et al. (2021) studied the effect of resources and
equipment on nurses’ job performance. Studies
indicate that sufficient resources are positively
correlated with nurses' performance metrics. For
instance, Santos et al., (2023) studied the effect of
resource and equipment on job performance among
nurses and they found out that there was a positive
correlation between resource availability and job
performance among nurses in the study area. The
study also reported that access to modern technology
and sufficient resources plays a critical role in
enhancing nurses' job performance. Similarly, Adu,
et al. (2021) examined the relationship between
resource availability and nurses' performance among
nurses in Ghana. The study found out that there was
a positive correlation between resource availability
and job performance among nurses in the study area.
The study also revealed that inadequate supplies of
resource and equipment were associated with
decreased performance and increased errors. This
implies that ensuring the availability of adequate
resources and up-to-date equipment is essential for

maintaining high standards of nursing care and job
performance.

Karanja, Otieno, & Mwangi, (2023)
investigated the effect of resource allocation on
nurses’ job performance in Kenyan hospitals. The
study found out that there was no significant
relationship between resource allocation and job
performance among nurses in the study area. They
observed that factors such as organizational culture
and staff motivation might overshadow resource
factors in affecting performance outcomes.

Smith, Brown, & Lee, (2021) examined the
relationship between resource adequacy and nurses’
job performance in urban hospitals in United States.
The study found out that there was no significant
relationship between adequacy of medical equipment
and nurses' perceived job performance. They also
attributed this to other mediating factors such as staff
workload and organizational support. Garcia, Pérez,
& Martinez, (2020) studied the relationship between
resource availability, stress, and job performance
among nurses in Spanish hospitals. They found out
that resource adequacy was not significantly
associated with job performance metrics but was
linked to reduced stress levels. The implication was
that other factors, such as leadership and team
dynamics, played more critical roles.

Theories Related to Organizational Factors and
job performance

The theoretical framework for
understanding how organizational factors influenced
nurses' job performance involves a theory that
explains the dynamics within  healthcare
organizations. This theory helps to contextualize how
aspects such as management support, organizational
culture, resources, training, and work environment
affect the effectiveness, satisfaction and job
performance of nurses. This review explores key
areas related to organizational factors and their
influence on nurses' job performance.

Herzberg’s Motivation-Hygiene Theory

The second theory is Herzberg’s
Motivation-Hygiene Theory. The theory is also
known as the Two-Factor Theory which
distinguishes between factors that lead to job
satisfaction (motivators) and those that prevent
dissatisfaction (hygiene factors). The motivator
factors (Satisfiers) consist of achievements,
recognition, work itself, responsibility, advancement,
and personal growth. While, the hygiene factors
(Dissatisfaction  Preventers) are salary, work
conditions, company  policies,  supervision,
interpersonal relationships. In nursing, applying this
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theory can enhance job satisfaction, increase job
performance, improve retention, and promote better
patient care (Kumar, & Singh, 2022, Zhang, et al.,
2022, Agarwal, & Goyal, 2021).

Application of Herzberg’s Motivation-
Hygiene Theory to this Study

The theory emphases that healthcare
institutions should provide opportunities for
professional development and career advancement,
recognize and reward nurses' achievements, enrich
the work experience with meaningful patient
interactions, ensure fair remuneration and benefits,
improve working conditions and staffing levels,
promote positive relationships among staff and
supervisors,  clarify  policies and  reduce
administrative burdens. Applying Herzberg’s theory
in nursing involves not only addressing hygiene
factors to prevent dissatisfaction but also actively
promoting motivators to enhance engagement and
satisfaction. This approach can enhance nurse
satisfaction, higher job performance, reduce
turnover, and improve patient care quality.

III. Research Methodology
Research Design

This study adopted an analytical cross-
sectional research design because the study aimed at
examining the relationship between organisational
factors and job performance among nurses and
necessary information on this relationship was
gathered through the use of self-administered
questionnaire at a go. This choice of the research
design is supported by the statement of Smith, & Lee,
(2022), Wang, & Hsiao, (2021) that when a
researcher is faced with a situation where he/she will
identify or examine potential associations or
relationships between different variables within the
population and gather data just once from a cross-
section of different respondents for the purpose of
answering research questions the appropriate
research design for his/her study is analytical cross-
sectional research design. The cross-sectional
research design required one to use a number of data
collection methods and collect information from a
cross-section of respondents (Wang, & Hsiao,
(2021). Therefore, this study also employed
quantitative approach.

The quantitative method aspect of the study
involved the use of random sampling technique, self-
administered questionnaire for data collection, as
well as the use of statistical tools for presentation and
analysis of data from various respondents (nurses) in
order to draw inference about the organisational

factors that influence nurses’ job performance in
public hospitals of Kano, Nigeria, Guetterman, &
Fetters, (2020).

Study Population

The target population of this study consists
of all 943 nurses (Kano State Hospital Management
Board, 2024) working in nine (9) public hospitals
selected from three (3) Kano Senatorial
Zones/Districts (i.e. Kano Central, Kano South and
Kano North). The hospitals selected from Kano
Central include Murtala Mohammed Specialist
Hospital Kano, Mohammed Abdullahi Wase
Teaching Hospital Kano, and Imam Wali General
Hospital. While, the hospitals selected from Kano
South consist of Gaya General Hospital, Rano
General Hospital, and Takai General Hospital.
Finally, the hospitals selected from Kano North
comprise of Danbatta General Hospital, Gwarzo
General Hospital, and Bichi General Hospital.

Sample Size Determination

The sample size for this study was
determined by using Krecie and Morgan (1967)’s
formula. A total sample of 273 respondents were
selected from the target population of 943 nurses
working in nine (9) public hospitals selected from
three (3) Kano Senatorial Zones/Districts (i.e. Kano
Central, Kano South and Kano North), as can be seen
below;

— x* Np (1-p)
ST WN-1+22p (1-p)

Where s = required sample size
x?= the table value of chi-square for degree of
freedom at the desired confidence level (3.841)
N = the population or target population = 943
P = the population proportion (assumed to be 50% or
0.50 since this would provide the maximum
sample size)
d? = the degree of accuracy expressed as a proportion
(5% Or 0.05)

= 3.841 X 943 X 0.50 (1-0.50)

" (0.05)2 (943—1)+ 3.841 x 0.50 (1-0.50)
_905.516

3.315
s=273

Sample Size Distribution

for proper distribution of these 273 sample
size the proportional stratified random sampling
technique was used under which the sizes of the
samples from the different strata or hospitals were
kept proportional to the sizes of the hospitals or strata
(Tourangeau, et al., 2020, Kothari and Garg, 2014).
This can be shown in table 1 below;
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Table 1: Allocation of 273 Sample Size to Nine Different Hospitals/Strata
NA HOSPITALS POPULATION SAMPLE SIZE

1 Murtala Mohammed Specialist Hospital Kano 480 139
2 Mohammed Abdullahi Wase Teaching Hospital 249 72
Kano
3 Imam Wali General Hospital 30 9
4 Gaya General Hospital 28 8
5 Rano General Hospital 26 8
6 Takai General Hospital 29 8
7 Danbatta General Hospital 31 9
8 Gwarzo General Hospital 32 9

O

Data Collection Method

This study used primary data collection method
which involved survey/questionnaire and the data
collection instrument used in this study was self-
administered questionnaires distributed to the
respondents.

Validity of the Research Instruments

It is observed that validity of the research
instrument is concerned with the idea that research
design fully addressed the research objectives. The
validity of a research instrument is the degree to
which the instrument actually measures or collects
data on what it is really intended to measure (Sharma,
& Sahoo, 2021). In this current study, the validity of
the research instrument was established through face
validity, content validity and construct validity as
follows;

—_—
—_—

Bichi General Hospital 38
TOTAL 943 273

Sources: Kano State Hospital Management Board, 2024

(questionnaire) to check for its validity. Face validity
is important because it provides an idea about the
validity of the instruments used (questionnaire).
Therefore, the supervisors were provided with the
draft of the questionnaire for their inputs. Hence their
inputs were used to improve the instrument.

Content Validity

To ascertain the content validity, content
validity index (CVI) was computed from the
responses of 5 specialists or experts in the field of
study in which they assessed the questionnaire items’
suitability and relevance vis-a-vis to the objectives of
the study. Therefore, these assessors or experts were
asked to rate the validity of all the items on the
questionnaire using the scale of: not relevant (NR) =
1; somewhat relevant (SR) = 2; quite relevant (QR) =
3; relevant (R) = 4; and very relevant (VR) = 5. The
relevant and very relevant were summed up and

Face Validity divided by the sum of all items as can be seen using
This is where the supervisors were provided content validity index formula as shown below;
with the draft of the research instrument
CVI = Number of questions ticked relevant (R & VR)
Total number of questions
Table 2: Questionnaire Content Validity Index (CVI) Results
VARIABLES EXPERTS AVERAGE
1 2 3 4 5
(CVI) (CVI) (CVI) (CVI) (CVI)
Management Support 1 1 0.88 0.93 0.85 0.93
Workload 0.85 0.82 1 0.93 0.86 0.89
Resources and Equipment 0.87 0.83 0.80 0.93 0.82 0.85
Training and Development 0.94 0.85 0.91 0.84 0.88 0.88
Organisational Factors 0.89
Quality of Care 0.78 0.80 0.94 0.91 0.86 0.86
Professionalism 1 0.92 0.80 0.79 0.93 0.89
Job Performance 088
AVERAGE 0.88

Sources: primary field data, 2025
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The results of the content validity index tests
of the questionnaire items from the table 2 show that
organisational factors had 0.89 and job performance
had 088. The final overall average for the whole
questionnaire had 0.88. Therefore, comparing these
results with the conventional research wisdom which
required that a credible research instrument should
have validity score from 0.7 and above shows that the
questionnaire items and the whole questionnaire is
credible and valid for use in this research (Cohen, &
Swerdlik, 2018; Bryman, 2016). Hence, any
instrument or item on the questionnaire that scored
less than 0.7 was refined or discarded completely and
any other instruments or items that scored 0.7 or more
were considered valid in which they were used for
data collection in this study.

Construct Validity

The questionnaire was also subjected to the
factor analysis (Exploratory Factor Analysis, EFA) to
determine its validity using construct validity
(convergent) test. According to the accepted rule of
thumb for measuring construct validity using KMO
values as suggested by Tabachnick, & Fidell,
(2019); Haynes, (2018); Field, (2013) value of 0.900
and above is superb, 0.800 — 0.899 is great, 0.700 —
0.799 is good, 0.600 — 0.699 is mediocre, 0.500 —
0.599 is acceptable. The rule of thumb states that
KMO should be greater or equal to 0.5 to show
sample adequacy, while Bartlett’s test of sphericity
Sig. value should be less than 0.05 (Tabachnick, &
Fidell, 2019; Haynes, 2018). The convergent validity
test was shown in table 3.

Table 3: Convergent Validity Results of the Questionnaire Items

Variable KMO Bartlett’s test Determinant
Chi-squire df Sig.
Organisational Management Support 0.761 381.630 6 0.000 0.001
Factors Workload 0.748 727.936 3 0.000 0.006
Resources and Equipment 0.725 481.057 3 0.000 0.006
Training and Development 0.708 352.821 3 0.000 0.006
Job Performance  Quality of Care 0.858 1.266E3 6 0.000 0.001
Professionalism 0.778 365.704 6 0.000 0.001

Sources: primary field data, 2025

The table 3 shows Exploratory Factor
Analysis (EFA) results of the study variables. The
KMO values show that all the variables were
acceptable as they all have values greater than 0.5,
the Bartlett’s test of sphericity Sig. values were all
0.000. The rule of thumb states that KMO should be
greater or equal to 0.5 to show sample adequacy,
while Bartlett’s test of sphericity Sig. value should be
less than 0.05 (Tabachnick, & Fidell, 2019; Haynes,
2018). Based on this assumption it implies that the
study sample was adequate enough to continue with
factor analysis.

Reliability of the Research Instruments

The importance of research reliability calls
for concern to ensure that the data collection
instrument should be able to yield the same results
when repeated tests are conducted on the same
respondents under the same conditions (Sharma, &

Sahoo, 2021). The reliability of the research
instrument was obtained by carrying out a pilot study
(pre-test) on the study population Therefore, the data
obtained from the pilot study was subjected to
reliability test through the use of the Cronbach’s
(1964) alpha (o) test so as to ascertain the internal
consistency of the study variables or questionnaire
items. Any instrument or item after the reliability test
that was found to be less than 0.7 was studied for
readjustment or discarded completely, and any
instrument or item that scored 0.7 or more was
considered reliable for the purpose of this study.
Finally, the average score (i.e. 0.7 or more) of the all
items was taken for the whole questionnaire to be fit
and reliable for use in this study. Therefore,
reliability tests using Cronbach alpha are shown in
the table 4:

Table 4: Reliability Tests Results

Variables Cronbach Alpha Number of items
Organisational Management Support 0.812 4
Factors Workload 0.934 3
Resources and Equipment 0.890 3
Training and Development 0.845 3
Job Performance Qualitz of Care 0.960 4
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Professionalism

0.817 4

9

0.873

Sources: primary field data, 2025

Classification on quality of Cronbach’s
Alpha value by Sharma, & Sahoo, (2021), state that
value of 0.9 to 1 is excellent, between 0.8 and 0.899
is good, 0.7 to 0.799 is acceptable, 0.6 to 0.699 is
questionable and 0.5 to 0.599 is poor, and below 0.5
as unacceptable. The results obtained from this
analysis as depicted from table 4 shows that
Cronbach’s Alpha values were all well high,
indicating a high reliability of the research
instrument. Therefore, this implies that the
questionnaire items and the whole questionnaire are
reliable, credible and consistent for use in this
research (Sharma, & Sahoo, 2021).

IV.  FINDINGS PRESENTATION,

INTERPRETATION AND
DISCUSSION
In this section, the analysis and

interpretation of relationship between organisational
factors such as management support, workload,
resources and equipment, as well as training and
development and job performance were presented.
First, descriptive statistics of the independent
variable were presented and thereafter, the Pearson
correlation and regression analysis of the
independent variable and dependent variable were
undertaken in order to establish how this independent
variable affected job performance among the
respondents.

Table 5: Descriptive Statistics of Management Support among Nurses

Statements SD D N A SA Total Mean S.D Decision
My leaders provide the support 15 48 8 166 33 270 3.57 1.097 Low
i need to perform my duties (5.60%) (17.80%) (3.00%) (61.48%) (12.20%) (100%) perception
effectively.
My supervisor gives me 21 43 17 149 40 270 3.53 1.156 Low
regular feedback on my (7.80%) (15.90%) (6.30%) (55.20%) (14.80%) (100%) perception
performance.
The leadership style of my 17 36 12 178 27 270 3.60 1.043 High
supervisor positively impacts  (6.30%)  (13.30%) (4.40%) (65.90%) (10.00%) (100%) perception
my job performance.
Leaders in my organization are 18 39 2 186 25 270 3.60  1.058 High
approachable and open to (6.70%) (14.40%) (0.70%) (68.90%) (9.30%)  (100%) perception
suggestions.

Sources: field research, 2025. Weighted average = 3.57

Table 5 shows that majority of the nurses reported that their leaders provided the support they needed to
perform their duties effectively (mean = 3.57), the leadership style of their supervisor positively impacted on their
job performance (mean = 3.60), and leaders in their organizations were approachable and open to suggestions
(mean = 3.60). On the other hand, majority of the nurses reported that their supervisor did not give them regular

feedback on their performance (mean = 3.53).

Table 6: Descriptive Statistics of Workloads among Nurses

Statements SD D N A SA Total Mean S.D Decision
The current staffing levels are 34 159 7 50 20 270 2.49 1.150 Low
adequate to meet patient needs  (12.60%) (58.90%) (2.60%) (18.50%) (7.40%) (100%) perception
effectively
My workload is manageable 34 157 5 55 19 270 2.51 1.156 High
and does not negatively impact  (12.60%) (58.10%) (1.90%) (20.40%) (7.00%) (100%) perception
my job performance
I have sufficient time to 42 146 7 57 18 270 2.49 1.178 Low
complete all of my tasks (15.60%) (54.10%) (2.60%) (21.10%) (6.70%) (100%) perception
effectively

Sources: field research, 2025. Weighted average = 2.50

Table 6 shows that majority of the nurses reported that their workload was manageable and did not negatively
impact on their job performance (mean =2.51). On the other hand, majority of the nurses reported that the current
staffing levels were not adequate to meet patient needs effectively (mean = 2.49), and they did not have sufficient
time to complete all of their tasks effectively (mean = 2.49).
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Table 7: Descriptive Statistics of Resources and Equipment among Nurses

Statements SD D N A SA Total Mean S.D Decision
I have access to the necessary 25 70 6 137 31 270 3.29 1.239 High
resources and equipment to  (9.600%) (25.90%) (2.20%) (50.70%) (11.50%) (100%) perception
perform my duties efficiently.
Lack of resources or 23 71 12 135 29 270 3.28 1.282 High
equipment negatively affects  (8.50%)  (26.30%) (4.40%) (50.00%) (10.70%) (100%) perception
my ability to provide quality
care.
Instruments are  working 24 75 8 130 33 270 3.27 1.239 Low
properly. (8.90%)  (27.80%) (3.00%) (48.10%) (12.20%) (100%) perception

Sources: field research, 2025. Weighted average = 3.28

Table 7 shows that majority of the nurses reported that they had access to the necessary resources and
equipment to perform their duties efficiently (mean = 3.29), and they also believed that lack of resources or
equipment negatively affected their ability to provide quality care (mean = 3.28). On the other hand, majority of
the nurses reported that instruments were not working properly in their hospitals (mean = 3.27).

Table 8: Descriptive Statistics of Training and Development among Nurses

Statements SD D N A SA Total Mean _ S.D Decision
I receive adequate training and 15 57 163 34 270 3.52 1.117 High
development opportunities to  (5.600%) (21.10%)  (1.10%) (60.40%) (11.90%) (100%) perception
enhance my skills.
Ongoing professional 22 75 7 141 25 270 3.27 1.196 Low
development is encouraged (8.10%) (27.80%) (2.60%) (52.20%) (9.30%) (100%) perception

and supported by my

organization.

Incompetent  nurses  are 20 60 7 148 35 270 3.44 1.183 High
identified and provided with  (7.40%)  (22.20%) (2.60%) (54.80%) (13.00%) (100%) perception
the necessary support.

Sources: field research, 2025. Weighted average = 3.41

Table 8 shows that majority of the nurses In this section, the analysis of relationship
reported that they received adequate training and between organisational factors such as management
development opportunities to enhance their skills support, workload, resources and equipment, as well
(mean = 3.52), and they also believed that as training and development and job performance
incompetent nurses were identified and provided was undertaken in order to establish how
with the necessary support (mean = 3.44). On the management support, workload, resources and
other hand, majority of the nurses reported that the equipment, as well as training affected job
ongoing professional development was not performance among the respondents. Pearson
encouraged and supported by their organization correlation was first executed to determine their
(mean = 3.27). relationship and thereafter, the multiple linear

regression was also performed to find out by what
Correlation Analysis of Organisational Factors percentage these factors contributed to the job
and Job Performance performance among the nurses in the study areas.

Table 9: Correlation between Management Support, Workload, Resources and Equipment, Training and
Development and Job Performance

Job Management Resources and  Trainingand  Workloads
Performance Support Equipment Development
Job Performance 1
Management Support 0.779* 1
Resources and Equipment 0.840™ 0.660™ 1
Training and Development 0.745™ 0.606™ 0.669* 1
Workloads -0.348" -0.241" -0.285™ -0.231° 1

Sources: field research, 2025. **, Correlation is significant at the 0.01 level (2-tailed).
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The results from table 9 show that there was
a positive significant relationship [r (270) = 0.779,
p<0.01] between management support and job
performance. This implies that the more management
support is provided to the nurses the more their
performance increase. The results also show that
there was a positive significant relationship [r (270)
= 0.840, p<0.01] between resources and equipment
and job performance. This signifies that the more
resources and equipment are provided and available
to the nurses the more effective they will perform on
their duties. However, results indicate that there was
a positive significant relationship [r (270) = 0.745,
p<0.01] between training and development and job
performance. This means that the more nurses
received training and development the better and
effective they will deliver their services to the
patients. Finally, results show that there was a
negative significant relationship [r (270) = -0.348,
p<0.01] between workloads and job performance.
This means that the more workloads is reduced to the

nurses the better and effective they will perform on
their duties.

it is easy to understand that management support,
resources and equipment, training and development,
and workload are all significant factors that influence
job performance in this study. Firstly, the relationship
being positive implies that the more management
support, resources and equipment, training and
development are provided to the nurses the more and
better they will perform on their duties. Secondly, the
relationship being negative implies that the more
workloads is reduced to the nurses the better and
effective they will perform on their duties.

Regression Analysis of Organisational Factors
and Job Performance

Furthermore, to get more details or general picture on
the overall influence of management support,
resources and equipment, training and development
as well as workload on job performance among the
nurses in this study the multiple linear regression was
performed.

Table 10: Model Summary

Model R R Adjusted  Std. Error Change Statistics
Square R Square of the R Square F Change  dfl df2 Sig. F
Estimate Change Change
1 910° .829 .826 38325 .829  321.168 4 265 .000

Sources: field research, 2025, a. Predictors: (Constant), Workloads, Training and Development, Management

Support, Resources and Equipment

Table 10 shows that this study employed the
multiple linear regression analysis at 95% confidence
interval. The analysis showed a good model fit: F (4,
265) =321.168, p<0.01, R>= 0.829. This means that
management support, resources and equipment,
training and development, and workloads in this
analysis contributed to 82.90% variations or changes

in the nurses’ job performance. In other words, this
implies that one (1) unit variation or change in
management support, resources and equipment,
training and development, and workloads will lead to
82.90% of variations or changes in the job
performance among the nurses in this study.

Table 11: Multiple Linear Regression Results for Management Support, Workload, Resources and
Equipment, Training and Development and Job Performance

Model Unstandardized Standardiz Sig. 95% Collinearity Statistics
Coefficients ed Confidence
Coefficien Interval for B
ts
B Std. Beta Lower Upper Tolerance VIF
Error Bound Bound
1 (Constant) 107 138 439 -165 379
Management  .335 .037 322 9.095 .000 262 407 S14 1.947
Support
Resources 429 .037 448 11.708 .000  .357 .502 441 2.269
and
Equipment
Training and 250 .039 229 6.404 000 .173 327 .504 1.985

Develoement
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Workloads -.069 .021 -.089

-3.359  .001  -109  -.029 913 1.096

Sources: field research, 2025, a. Dependent Variable: Job Performance

The results of multiple linear regression on
table 11 further reveal that management support was
positively and statistically significant (beta = 0.322, t
= 9.095, p<0.01) in increasing job performance
among the nurses. The results also show that
increasing management support by one (1) unit, the
job performance among the nurses will increase by
32.20%. This finding is in agreement with the
scholars such as Khan et al., (2022), Zhao et al.
(2021), Ogunlade & Oluwafemi (2021), Cummings
& Tate (2020), Smith & Lee (2020), and Boamah,
Laschinger, Wong, & Clarke (2018), who found out
that there was a positive significant relationship
between management support and job performance
among the nurses in their study areas. However, this
study is found to be in disagreement with the findings
of Karanja & Muya, (2022) and Ojo & Oladimeji,
(2021), who found out that management support was
not a significant factor that determined job
performance among the nurses in their study areas.

The results from table 11 also indicate that
resources and equipment was positively and
statistically significant (beta = 0.448, t = 11.708,
p<0.01) in increasing job performance among the
nurses. The results also show that increasing
resources and equipment by one (1) unit, the job
performance among the nurses will increase by
44.80%. This finding is in agreement with the
scholars such as Santos et al., (2023), and Adu, et al.
(2021), who found out that there was a positive
significant relationship between resources and
equipment and job performance among the nurses in
their study areas. However, this study is found to be
in disagreement with the findings of Karanja, Otieno,
& Mwangi, (2023), Smith, Brown, & Lee, (2021) and
Garcia, Pérez, & Martinez, (2020), who found out
that resources and equipment was not a significant
factor that determined job performance among the
nurses in their study areas.

In addition, the results from table 11 show
that training and development was positively and
statistically significant (beta = 0.229, t = 6.404,
p<0.01) in increasing job performance among the
nurses. The results also show that increasing training
and development by one (1) unit, the job performance
among the nurses will increase by 22.90%. This
finding is in agreement with the scholars such as
Merriman & Williams, (2023), Brown & Lee (2022),
Smith et al. (2021), and Ahmed et al. (2020), who
found out that there was a positive significant
relationship between training and development and
job performance among the nurses in their study

areas. However, this study is found to be in
disagreement with the findings of Ahmed, & Khan,
(2021), Kibet, & Kipruto, (2020) and Nguyen, &
Nguyen, (2019), who found out that training and
development was not a significant factor that
determined job performance among the nurses in
their study areas.

Finally, the results from table 11 indicate
that workload was negatively and statistically
significant (beta = -0.089, t = -3.359, p<0.01) in
increasing job performance among the nurses. The
results also show that reducing workload by one (1)
unit, the job performance among the nurses will
increase by 8.90%. This finding is in agreement with
the scholars such as Havin et al. (2023), Aitken, et al.
(2022), Johnson et al. (2022), Smith et al. (2021),
Adeyemi, et al. (2020), and Twigg et al. (2015), who
found out that there was a negative significant
relationship between workload and job performance
among the nurses in their study areas.

V.  Conclusion

This study aimed at examining the
organisational factors that influence job performance
among nurses in public hospitals of Kano State,
Nigeria. The study found that majority of the nurses
reported that their leaders provided the support they
needed to perform their duties effectively, the
leadership style of their supervisor positively
impacted their job performance, and leaders in their
organizations were approachable and open to
suggestions, but majority of the nurses reported that
their supervisor did not give them regular feedback
on their performance. The study also found that
majority of the nurses reported that their workload
was manageable and did not negatively impact their
job performance, but majority of the nurses reported
that the current staffing levels were not adequate to
meet patient needs effectively, and they did not also
have sufficient time to complete all their tasks
effectively. In addition, the study found that majority
of the nurses reported that they had access to the
necessary resources and equipment to perform their
duties efficiently, and they also reported that lack of
resources or equipment negatively affected their
ability to provide quality care, but majority of the
nurses reported that instruments were not working
properly in their hospitals. However, the study found
that majority of the nurses reported that they received
adequate training and development opportunities to
enhance their skills, and they also reported that
incompetent nurses were identified and provided
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with the necessary support, but, majority of the
nurses reported that the ongoing professional
development was not encouraged and supported by
their organization. Further analysis employing
correlation and linear regression showed that all the
organisational factors such as management support,
workload, resources and equipment, as well as
training and development were statistically
significant factors that influenced job performance
among nurses in this research.

Recommendations

The study provided the

recommendations;

1. Nurses should be provided with the regular
feedback on their job performance so that they
will know where they performed well and where
they need improvement.

2. Government should endeavor to employ more
nurses so that the current staffing levels will be
improved in order to meet patient needs
effectively and also improve job performance
and satisfaction among nurses

3. More nurses should be sponsored for
professional development as this will boost their
morals and job performance.

followings  as
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      𝒙  𝟐   𝑵 𝒑   ( 𝟏 − 𝒑 )    𝒅  𝟐    ( 𝑵 − 𝟏 ) +     𝒙  𝟐   𝒑   ( 𝟏 − 𝒑 )


    𝒙  𝟐  


    𝒅  𝟐  


    3 . 841   ×   943   ×   0 . 50   ( 1 − 0 . 50 )     ( 0 . 05 )  2    ( 943 − 1 ) +   3 . 841   ×   0 . 50   ( 1 − 0 . 50 )


    905 . 516  3 . 315
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