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Abstract: The nursing workforce plays a critical role in healthcare delivery; however, job dissatisfaction and migration intentions 

among nurses pose significant challenges, particularly in low- and middle-income countries like Pakistan. Factors such as low 
wages, poor working conditions, and lack of professional development contribute to dissatisfaction and workforce shortages. 
Objective: To explore factors influencing job satisfaction and migration intentions among nurses at Multan Institute of Cardiology 
(MIC) and Nishtar Hospital, Multan. Methods: A descriptive cross-sectional survey was conducted at MIC and Nishtar Hospital, 
involving 250 nurses using stratified random sampling. Data were collected using a validated structured questionnaire addressing 

demographic characteristics, job satisfaction, and migration intentions. Responses were analyzed using SPSS version 26, with 
descriptive and inferential statistics. A p-value ≤0.05 was considered statistically significant. Results: The study revealed that 50% 
of nurses reported dissatisfaction with their jobs, primarily due to low wages (60%), poor working conditions (65%), and excessive 

workloads (70%). Migration intentions were significantly driven by higher salaries (75%) and better working conditions (70%) in 
destination countries. Professional development opportunities were identified as a major pull factor by 65% of nurses. Adverse 
events such as burnout and dissatisfaction were more prevalent among nurses with high workloads and inadequate workplace 

support. The results align with global studies emphasizing economic and professional growth as key motivators for migration. 
Conclusion: Low wages, poor working conditions, and lack of professional development are critical factors contributing to job 
dissatisfaction and migration intentions among nurses in Pakistan. Addressing these challenges through improved salaries, better 
working conditions, and enhanced professional development opportunities could improve nurse retention and reduce migration. 

Keywords: Job Satisfaction, Nurse Migration, Workforce Retention, Nursing Challenges, Pakistan, Multan Institute of Cardiology, 
Nishtar Hospital 

Introduction  

 

The nursing workforce plays a pivotal role in delivering 

quality healthcare services globally. Nurses are essential for 
patient care, and their job satisfaction and retention are 

critical for ensuring optimal health outcomes. However, in 
Pakistan, the nursing profession faces significant 

challenges, including low salaries, poor working conditions, 

excessive workloads, and limited opportunities for 

professional development, contributing to job 
dissatisfaction and migration intentions (1, 2). These issues 

exacerbate the existing shortage of nurses in the country, 
where the nurse-to-patient ratio is already critically low 

compared to global standards (3). 
Job satisfaction is a key determinant of retention in the 

nursing profession. Dissatisfied nurses are more likely to 

experience burnout, reduced productivity, and increased 

absenteeism, ultimately affecting patient care quality (4). In 
Pakistan, factors such as inadequate pay, lack of 

recognition, and high patient-to-nurse ratios are frequently 
cited as contributors to dissatisfaction (5). This 

dissatisfaction often drives nurses to seek employment 

opportunities abroad, where better salaries, working 

conditions, and professional growth are available (6). 
Migration of nurses from low- and middle-income countries 

(LMICs) like Pakistan to high-income countries has been a 

longstanding global issue. While migration can provide 

economic benefits to nurses and their families, it creates 

significant challenges for healthcare systems in LMICs by 

exacerbating workforce shortages and limiting access to 
quality care for the population (7, 8). The migration of 

skilled nurses is particularly concerning in Pakistan, where 
healthcare delivery already struggles to meet the demands 

of an increasing population (9). 

The Multan Institute of Cardiology (MIC) and Nishtar 

Hospital, Multan, are among the largest healthcare 
institutions in South Punjab, catering to a significant portion 

of the region's population. Despite their critical role in the 
healthcare system, both institutions face high turnover rates 

among nurses, which compromise service delivery. 
Identifying and addressing the factors influencing job 

satisfaction and migration intentions among nurses in these 

institutions is essential to improve retention and ensure 

quality healthcare services (10). 
This study aims to explore the factors influencing job 

satisfaction and migration intentions among nurses at MIC 
and Nishtar Hospital, Multan. By providing evidence-based 

insights into the challenges faced by nurses in these 

institutions, this research seeks to inform policy changes 

and interventions that could improve nurse retention and job 
satisfaction. Addressing these issues is critical for 

strengthening the healthcare workforce and improving 

patient care outcomes in Pakistan.  
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Methodology  

The study was conducted as a descriptive cross-sectional 
survey at Multan Institute of Cardiology (MIC) and Nishtar 

Hospital, Multan. The research aimed to explore factors 

influencing migration and job satisfaction among nurses. 

Ethical approval was obtained from the relevant 

Institutional Review Board (IRB), and informed consent 

was taken from all participants before data collection. 
The study population comprised registered nurses currently 

employed at MIC and Nishtar Hospital. Inclusion criteria 
included nurses with at least one year of work experience 

and direct involvement in patient care. Nurses on 
administrative roles or extended leave during the data 

collection period were excluded to ensure data relevance. 
The sample size was calculated using the Cochran formula, 

with a confidence level of 95% and a margin of error of 5%, 
resulting in a sample size of 250 participants. Proportional 

stratified random sampling was employed to ensure 
representation from both institutions, with 100 participants 

from MIC and 150 from Nishtar Hospital. 
Data were collected using a structured questionnaire 

developed based on existing literature and validated through 
a pilot study involving 20 nurses. The questionnaire was 

divided into three sections: demographic data, factors 

influencing job satisfaction, and factors affecting migration 

intentions. Responses were recorded on a Likert scale 
ranging from "Strongly Agree" to "Strongly Disagree." 

The data collection process spanned three months, during 
which trained research assistants distributed and collected 

questionnaires from the participants. Confidentiality and 

anonymity of responses were maintained throughout the 
study. Completed questionnaires were checked for 

completeness and accuracy before data entry. 

Data were analyzed using SPSS version 26. Descriptive 
statistics, including means, frequencies, and percentages, 

were calculated for demographic variables and individual 

items in the questionnaire. Inferential statistics, such as Chi-
square tests, were used to explore associations between job 

satisfaction and migration intentions with demographic 
variables and institutional factors. A p-value of ≤0.05 was 

considered statistically significant. 

Results 

This study investigates factors influencing migration and 

job satisfaction among nurses at Multan Institute of 
Cardiology (MIC) and Nishtar Hospital, Multan. The study 

included 250 nurses from MIC (n=100) and Nishtar 
Hospital (n=150). The majority of participants were female, 

aged 25 to 40 years, with a median work experience of 8 

years. Most nurses had a bachelor's degree in nursing and 

reported dissatisfaction with their job due to various push 

factors. 
Table 1 highlights the demographic distribution of nurses at 

MIC and Nishtar Hospital. 
Key push factors affecting job satisfaction included low 

wages, poor working conditions, lack of professional 
development, and excessive workloads. These factors 

significantly influenced the intent to migrate. 
Table 2 shows the prevalence of push factors contributing 

to job dissatisfaction. 
Pull factors, such as higher salaries, better benefits, and 

improved working conditions in destination countries, were 
significant drivers for migration. 

Table 3 identifies the primary pull factors influencing 

migration decisions. 
Overall job satisfaction levels were low, with only 30% of 

nurses reporting satisfaction with their current roles. 

Table 4 highlights the distribution of job satisfaction among 
nurses. 

The results of this study reveal significant push and pull 

factors influencing migration and job satisfaction among 
nurses in Pakistan. Low wages, poor working conditions, 

and lack of professional development are major push 
factors, while higher salaries, better working conditions, 

and opportunities abroad are key pull factors. Addressing 

these issues through policy interventions could improve 

retention rates and enhance job satisfaction among nurses in 
Pakistan. 

Table 1: Demographic Characteristics of Participants 

Variable Frequency (n) Percentage (%) 

Gender 

- Male 40 16% 

- Female 210 84% 

Age Group 

(years) 

  

- 25–30 90 36% 

- 31–35 120 48% 

- 36–40 40 16% 

Education Level 

- Diploma 50 20% 

- Bachelor’s 180 72% 

- Master’s 20 8% 

Years of Experience 

- <5 100 40% 

- 5–10 110 44% 

- >10 40 16% 

Table 2: Push Factors Affecting Job Satisfaction 

Push Factor Strongly 

Agree (%) 

Agree 

(%) 

Neutral 

(%) 

Disagree 

(%) 

Strongly 

Disagree (%) 

Low wages 60 30 5 3 2 

Lack of professional development 50 40 5 4 1 

Poor working conditions 65 25 5 3 2 

High patient-to-nurse ratio 70 20 5 3 2 

Excessive workload 55 30 8 5 2 
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Table 3: Pull Factors Influencing Nurse Migration 

Pull Factor Strongly 

Agree (%) 

Agree 

(%) 

Neutral 

(%) 

Disagree 

(%) 

Strongly 

Disagree (%) 

Higher salaries 75 20 3 1 1 

Better working conditions 70 25 3 1 1 

Access to advanced medical technologies 60 30 5 3 2 

Professional development opportunities 65 25 5 3 2 

Quality of life for family 50 35 8 5 2 

Table 4: Job Satisfaction among Nurses 

Satisfaction Level Frequency (n) Percentage (%) 

Satisfied 75 30% 

Neutral 50 20% 

Dissatisfied 125 50% 

 

Discussion 

 

This study explored the factors influencing job satisfaction 

and migration intentions among nurses working at Multan 
Institute of Cardiology (MIC) and Nishtar Hospital, Multan. 

The results revealed a significant association between job 

dissatisfaction and migration intentions, with low wages, 

poor working conditions, and lack of professional 
development being the most commonly reported push 

factors. These findings align with global and regional 
studies on nurse retention and migration. 

In this study, 50% of nurses reported dissatisfaction with 

their current jobs, consistent with findings from a similar 

study in Pakistan by Afzal et al., which reported a 48% 
dissatisfaction rate among nurses in tertiary care hospitals 

(11). This dissatisfaction was strongly linked to inadequate 
wages, with 60% of participants in our study identifying low 

salaries as a major push factor. This finding is comparable 

to research by Rizvi et al., who found that 58% of nurses in 

Pakistan were dissatisfied with their salaries (12). 
Poor working conditions and high patient-to-nurse ratios 

were reported as significant stressors, with 65% and 70% of 
nurses, respectively, agreeing these factors contributed to 

their dissatisfaction. These results are supported by Aiken 

et al., who demonstrated that high workloads and inadequate 
staffing significantly increase burnout and job 

dissatisfaction among nurses, with dissatisfaction rates 

exceeding 60% in understaffed units (13). 
Migration intentions were primarily driven by better salaries 

(75%) and improved working conditions (70%) in 

destination countries. These findings mirror those of OECD 
(2020), which highlighted that 72% of migrating nurses 

from low- and middle-income countries cited economic 
reasons as the primary driver (14). Similarly, Buchan et al. 

reported that 68% of migrating nurses were motivated by 
better professional opportunities and living conditions 

abroad (15). 
In terms of professional development, 50% of nurses in our 

study identified the lack of training and career advancement 
opportunities as a key reason for their dissatisfaction. This 

aligns with findings by Bhandari et al., who reported that 
48% of nurses in South Asia cited limited professional 

growth as a significant push factor (16). 
Adverse working conditions, including insufficient 

resources and lack of support, were reported by 65% of 

participants as barriers to job satisfaction. Saeed et al. found 

similar results in South Punjab, where 63% of nurses 

reported dissatisfaction due to poor workplace 

environments (17). The high workload and emotional stress 
associated with nursing roles further exacerbate 

dissatisfaction, leading to high turnover rates and migration 
intentions. 

The findings of this study underscore the urgent need for 

policy interventions aimed at improving wages, reducing 

workloads, and providing professional development 
opportunities to enhance job satisfaction and retention 

among nurses in Pakistan. Addressing these issues can help 
mitigate the challenges of migration and workforce 

shortages in the healthcare sector.  

Conclusion 

The study highlights significant push and pull factors 

influencing job satisfaction and migration intentions 
among nurses in Multan. Low wages, poor working 

conditions, and lack of professional development 
emerged as critical areas requiring attention. These 

findings align with regional and global studies and 
emphasize the need for targeted interventions to improve 

retention and reduce migration among the nursing 
workforce. 
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