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Abstract
Job burnout and satisfaction became a problem for health workers because of the demands of their employment
amidst the Coronavirus disease (COVID-19) pandemic, specifically for the nurses. Even though they receive
compensation for their hard work, the love and concern they have for the patients are unparalleled and, much of the
time goes beyond and beyond any financial compensation. Thus, this study investigates the relationship between job
burnout and job satisfaction among the nurses during the COVID-19 pandemic in the Philippines. Based on the
statistical findings, there is no significant relationship between job burnout and job satisfaction (r=-.205) with an
associated probability value of 0.05 alpha level of significance.
Keywords: Job burnout, Job satisfaction, COVID-19 pandemic, Nurse

1. INTRODUCTION
Job burnout and satisfaction became a problem for health workers because of the demands of their
employment amidst the Coronavirus disease (COVID-19) pandemic, specifically for the nurses. Even though they
receive compensation for their hard work, the love and concern they have for the patients are unparalleled and, much
of the time goes beyond and beyond any financial compensation. There are times when nurses face high anxiety
levels, leading to adverse work conditions that sap nurses' spirit and excitement for their jobs. As a result, employees
may experience burnout and dissatisfactions towards their work, worst, in their profession. The global pandemic led
to nurses playing a notable central role in controlling the virus. Despite various population containment measures
ordered by health authorities worldwide, the number of infected cases increased dramatically and brought some
countries' health systems to disintegrate (World Health Organization, 2020). Talaee (2020) assessed the stress,
anxiety, and depression among the nurses engaged with the COVID-19 pandemic, implying that some nurses suffer
from those given factors.
Further, burnout leads to the appearance of adverse effects on the physical and mental health of employees.
Also, it leads to reducing efficiency, reducing the quality of nursing services, and increasing hospital costs (Du &
Qin, 2015). According to Dall'Ora (2020), low staffing levels, long shifts, and low hospital control affect nurses' job
burnout. Furthermore, they concluded that the potential consequences for staff and patients are causing anxiety and
concern. In addition, Dyrbye (2019) revealed that burnout is frequent among nurses and likely affects work
performance. Thus, it is suggested that a recognition system and opportunities for advancement are required to
increase nurses' job satisfaction and motivation (Ayalew, 2019).
Employees who are experiencing job satisfaction love their job, feel justice in their working environment,
and think that their job gives them positive traits (Bakotic, 2016); this implies that job satisfaction occurs in response
to a person's emotional exhaustion. Lee (2020) then demonstrated that reduced Job Satisfaction is associated with
higher emotional exhaustion. In addition, several intrinsic factors related to nurses' job satisfaction (Yasin, 2020),
including increased workload, low staffing levels, long shifts, and low control; Dall'Ora (2020) then added that these
factors are harmful. Furthermore, Hayter (2020) highlighted that transformational leadership in the workplace could
also reduce nurses' burnout, and a positive spiritual climate increases meaningfulness in their work.
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Tarcan, Hikmet, Schooley, Top, & Tarcan (2017) hypothesized a significant relationship between job
burnout and satisfaction; this implied that healthcare personnel with better experiences are most likely to have job
satisfaction, and those who have bad experiences have a possibility of job burnout. Contrarily, Xiao (2014) revealed
that burnout among ED Physicians is negatively associated with higher job satisfaction.
This study focuses on nurses who are said to be workers in different health facilities in the Philippines and
intends to evaluate the relationship between their job burnout and job satisfaction amidst the COVID-19 pandemic.
Thus, it would provide enough knowledge and understanding of how burnout becomes a part of the nurses' everyday
experiences and job contentment or satisfaction.
1.1 Research Questions
This study investigates the relationship between the nurses' burnout and job satisfaction during the COVID19 pandemic in the Philippines. This study sought to answer the following questions:
1. What is the level of the burnout of the nurses in terms of:
1.1 disengagement; and
1.2 exhaustion?
2. What is the level of the job satisfaction of the nurses in terms of:
2.1. intrinsic; and
2.2. extrinsic?
3. Is there a significant relationship between job burnout and the job satisfaction among nurses?
2. REVIEW OF RELATED LITERATURE
2.1 Job Burnout
For the first time, 'Burnout' was defined by Freudenberg in 1974 when he observed the symptoms of
tiredness in his employees. Freudenberg then determined this phenomenon to be the physical and mental exhaustion
of one's energy. Therefore, people who are affected by stress and tiredness are experiencing burned out. For this
reason, burnout causes disability, drowsiness, and exhaustion because of inappropriate or excessive use of one's
energy.
In the study made by Ling et al. (2020), nurses have less sense of personal achievement under high pressure
and burnout level. Nurses in government-affiliated institutional groups are relatively lower Emotional Exhaustion
and Depersonalization while higher Personal Achievement. Additionally, we assumed that nurses in teaching
hospitals might have more burnout and less Personal Achievement. In most teaching hospitals, nurse teachers may
not get a pension. However, the final result revealed that there is no difference between the teaching hospital and
non-teaching hospital.
Based on Kowalczuk's (2020) findings, excessive workload increases burnout symptoms, encouraging
nurses to leave more frequently. Overburden with work can increase the odds of burnout, which encourages nurses
to take sick leave more frequently. Hospital managers confirmed that nurses tend to overburden themselves with
work.
According to Shah (2021), burnout is a significant problem because healthcare workers are heavily busy
with patients. Healthcare workers working more than 20 hours per week were associated with burnout. Burnout in a
stressful environment is a reason nurses leave their job. The findings suggested that burnout is a significant problem
among US nurses who leave their job or consider leaving their job. In support, Average numbers of hours worked
per day were also a positive factor for burnout among nurses (Jialin & Okoli, 2020).
Obstacles such as emotional exhaustion and low personal accomplishment are widespread among primary
care nurses, while depersonalization is less prevalent (Monsalve-Reyes, San Luis-Costas, & Gomez-Urquiza, 2018).
High workloads and long workweeks increase the odds of burnout among mid-level academic nurse leaders (Flynn
& Ironside, 2018). Liu et al. (2018) showed that some nurses have a terrible work environment that causes job
burnout.
Aquino's (2018) findings revealed that degree type (Ph.D. Versus DNP), age, emotional exhaustion, and
depersonalization in burnout were significant predictors of intent to leave nursing academia. Zhang (2017) showed
burnout predictors; resilience, demographic characteristics, and job characteristics. The results revealed a negative
relationship between burnout symptoms and resilience, which emphasized the role of resilience in influencing
burnout.
According to Ramirez-Baena (2018), being male, single or divorced, and being childless seems related to
higher levels of burnout in nursing professionals. In addition, nurses without children had higher scores for
emotional exhaustion and depersonalization; this implied a significant correlation between both dimensions.
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There is a risk of burnout among oncology nurses with emotional exhaustion and low levels of personal
accomplishment (Cañadas‐De la Fuente & Gómez‐Urquiza, 2018). Registered nurses' burnout in hospitals
negatively impacts the quality of care, patient safety, and the functioning of staff workers in the healthcare industry
(Paul, 2018). Liu et al. (2021) hypothesized that psychological capital, job stress, and perceived social support
significantly influenced occupational burnout.
In the COVID-19 pandemic setting, Hu et al. (2020) hypothesized that frontline nurses had a moderate
level of burnout and a high level of fear. The findings showed that about half of the nurses reported moderate and
high work burnout, as shown in emotional exhaustion, depersonalization, and personal accomplishment. Manzo
Garcia & Ayala Calvo (2020) revealed that work overload, material and human resources, and social support at
work were significant in explaining burnout; the findings suggested that the perceived threat of COVID‐19 helped
define the level of burnout. Additionally, several sociodemographic, social, and occupational factors affected nurses
experiencing high levels of burnout (Galanis, Vraka, Fragkou, Bilali, & Kaitelidou, 2020).
Proactive burnout prevention and burnout do not affect each other (Otto, Ruysseveldt, Hoefsmit, & Van
Dam, 2021). The findings showed that initial higher burnout complaints would impede employees who engage in
proactive burnout prevention to prevent burnout. Nguyen, Kitaoka, Sukigara, & Thai (2018) found that nurses in
three Vietnamese hospitals experience burnout and exhaustion. The best predictor of burnout was the working
schedule, that clinical nurses have to work for 24 hours.
According to Alessandri, Perinelli, De Longis, Schaufeli, Theodorou, Borgogni, Caprara, & Cinque (2018),
emotional self-efficacy beliefs manage negative emotions at work to mediate the negative relationship between job
burnout and emotional stability. Moreover, even after controlling for the effect of the other Big Five traits,
education, previous experience in military contexts, gender, and age, self-efficacy beliefs in managing negative
emotions at work significantly mediated the longitudinal relation between emotional stability and job burnout. In
conclusion, the findings demonstrate that self-efficacy in managing negative emotions at work represents an
important mechanism linking emotional stability to burnout symptoms.
Alrawashdeh et al. (2021) proposed that several factors were positively related to job burnout, including
female gender, working at loaded hospitals for long hours even at night, lack of sufficient access to personal
protective equipment, and being a COVID-19 positive. In addition, Stewart's (2021) study indicated that age and
emotional intelligence influenced employee engagement and burnout within the law enforcement profession.
2.2 Job Satisfaction
Locke (1976) proposed the theory of job satisfaction that pointed out job satisfaction as a positive
emotional state from the ratings of one's job experience. In the COVID-19 pandemic setting, Yu (2020) revealed
that years of work experience, education, daily sleep duration, anti-epidemic work duration, and the form of
participation affect job satisfaction. In addition, findings showed that frontline nurses receive low job satisfaction
from not meeting their reasonable demands.
Peltokorpi and Ramaswami (2019) tested a moderated mediation model of work and health-related
outcomes of abusive supervision; they concluded that subordinates' job satisfaction has a negative mediating effect
on abusive supervision, subordinates' physical health, and mental health problems.
External locus of control negatively affected the job demand and job satisfaction relationship, whereas
internal locus of control positively moderated this correlation; this implied that work locus of control significantly
affected the relationship between job satisfaction and job demand. (Ali Bani-Hani & Hamdan-Mansour, 2020).
Akinwale (2020) proposed that nurses' job satisfaction predictors were administrative and managerial
support, socio-political climate, salary, autonomy and responsibility, supervision and working condition, recognition
and achievement, advancement and promotion, collectively exert positive relationship. The salary was the most
fundamental predictor that drives nurses' job satisfaction, followed by advancement and promotion.
In line with Mikkonen's (2020) study, the research's interventions were primarily educational and consisted
of workshops, educational sessions, lessons, and training sessions. Findings showed that the Spiritual Intelligence
Training Protocol (SITP) and Professional Identity Development Program (PIDP) effectively improved nurse
manager's job satisfaction.
Al Qahtani (2020) presented Five themes that reflected the outcomes of nurses' job satisfaction; workplace
commitment, workplace environment, emotional status, career ladder, and accountability. The report showed that
those Five themes contribute to nurses' job satisfaction.
Other jobs shared the same experience; private school teachers' job satisfaction stems partially from
differences in environmental factors such as motivation by the school principal and work conditions (Anastasiou &
Garametsi, 2020). Toropova et al. (2020) assumed that teachers with more exposure to professional development
and more productive teachers tended to have higher job satisfaction. They have added that school working
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conditions, teacher workload, teacher cooperation, and student discipline were most important for teacher job
satisfaction.
According to Lu, Zhao, and While (2019), work environment, organizational commitment, structural
empowerment, professional commitment, job stress, patient satisfaction, social capital, patient-nurse ratios,
evidence-based practice, and ethnic background are possible factors for job satisfaction. The findings signaled that
job satisfaction has to do something to mediate the nursing shortage and increase the quality of patient care.
Ekici, Cerit, and Mert (2017) hypothesized that managerial support and workload explained forty-eight
percent of work-family conflict. Work structure explained forty-four percent of job satisfaction. Job satisfaction and
work-family conflict explained seventeen percent of the variance in intention to leave. The findings concluded that
nurses who have difficulty balancing their family roles and responsibilities because of intense work pressure tend to
leave their current jobs to work in organizations that offer better working conditions, lower workloads, and more
managerial support.
Self-growth and responsibility were the main reason for satisfaction (Andrioti, Skitsou, Eklund Karlsson,
Pandouris, Krassias, & Charalambous, 2017). The result implied that it is indispensable that the nursing services
apply the necessary interventions.
Labrague, Nwafor, and Tsaras (2020) hypothesized that Transformational leadership could predict nurses'
job satisfaction and intent to leave the profession. Toxic leadership could predict nurses' job satisfaction,
absenteeism, psychological distress, and turnover intention. Findings suggested that nurses working with a
transformational leader report higher job satisfaction and lower intent to leave their organization. Nurses who
experience toxic leadership behaviors demonstrated lower job satisfaction, frequent absenteeism, higher stress
levels, and higher intent to leave.
Thus, Lee, MacPhee, and Dahinten's (2020) study included job satisfaction and intention to leave as the
outcome variables, and three aspects of work environment, workload, and emotional exhaustion as the predictor
variables. After controlling for work status and other predictors, the nurse-physician relationship significantly relates
to nurses' job satisfaction. In addition, the findings demonstrated that higher emotional exhaustion is associated with
decreased job satisfaction and increased intention to leave among perioperative nurses.
According to Supriadi, Minarti, Paminto, Hidayati, and Palutturi (2020), nurses' job satisfaction and
performance are affected by job characteristics towards organizational commitment, performance, nurses' job
satisfaction, and altruism; transformational leadership towards organizational commitment, performance, nurses' job
satisfaction, and altruism; organizational commitment towards nurse satisfaction, and performance; altruism towards
nurses' satisfaction and performance, and satisfaction towards the performance.
Also, Pérez-Fuentes, Gázquez, del Mar Molero, and Oropesa (2020) showed that violence and bullying; by
other people accompanying the patient, including coworkers, users, and family members, had a direct negative effect
on internal and external job satisfaction. Social support mediated this effect.
Li, Zhang, Yan, Wen, and Zhang (2020) hypothesized that job control perceived organizational support and
job satisfaction significantly and directly affected nurses' intention to stay. Further, job control and perceived
organizational support showed indirect effects on nurses' intention to stay, and job satisfaction mediated it. Thus,
perceived organizational support could positively influence job control to impact further job satisfaction and nurses'
intention to stay.
Based on Poursadeghiyan, Abbasi, Mehri, Hami, Raei, and Ebrahimi's (2016) study, 35.6% of nurses have
stated their satisfaction with their job as very low 7.2% of them have been completely satisfied with their job. In
addition, 18.8% of nurses were reasonably depressed, and 31.2% stated that medium to severe anxiety. The findings
indicated that work-related stress was negatively associated with depression, job satisfaction, and anxiety.
Khosrozadeh, Hosseini, Kashaninia, Sedghi Goyaghaj, and Amini (2016) determined the correlation
between nurses' organizational justice and job satisfaction at educational hospitals in Shiraz between 2014 and 2015.
There is a positive correlation between nurses' organizational justice and job satisfaction.
Moreover, Alotaibi, Paliadelis, and Valenzuela (2016) presented four themes; lack of educational
opportunities and support to the poor image of the nursing profession, perceptions of favoritism, high workloads and
stressful work environment, and the effect of religion on job satisfaction. The results showed that nurses are more
likely to be experiencing job satisfaction if they had greater access to educational opportunities and a reduction in
workload and the perceived favoritism in the workplace. In addition, religion played a significant role in supporting
job satisfaction.
2.3 Burnout and Job Satisfaction
Dwinijanti (2020) aimed to describe the nurse job satisfaction and turnover intention at public hospitals
from workloads and burnout perspective. Findings showed that workload and burnout affected job satisfaction, and
job satisfaction had a mediating role in workload and burnout on turnover intention.
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Al Sabei et al. (2019) assessed predictors of turnover intention, burnout, and perceived quality of care
among nurses. In addition, they examined the potential moderating role of job satisfaction on the relationship
between work environment and nurse turnover intention. The mediator role of job satisfaction is significant in
workload and burnout on turnover intention among nurses.
In agreement with the finding of Mahoney (2020) that job satisfaction increases considerably if the working
conditions provide greater autonomy, higher levels of burnout are associated with higher turnover intentions, lower
turnover intentions and are associated with higher job satisfaction.
Zhang et al. (2021) hypothesized that job burnout was negatively associated with perceived social support
and job satisfaction but positively associated with job stress. In addition, perceived social support and job
satisfaction sequentially mediated the association between job stress and job burnout.
Haven, Gittell, and Vasey (2018) explored how relational coordination, known to enhance service quality,
impacts nurses' burnout, job satisfaction, and work engagement. The results revealed that relational coordination
was significantly related to increased job satisfaction, increased work engagement, and reduced burnout.
Torlak, Kuzey, Sait Dinc, and Budur (2021) concluded that nurses showed that their attitude towards their
behavior positively affected their burnout and overall job satisfaction, while their subjective norm and perceived
behavioral control positively influenced burnout. In addition, the burnout experienced by the nurses negatively
impacted their citizenship behavior, while overall, their job satisfaction greatly positively affected their citizenship
behavior.
Alzailai's (2021) review aimed to assess the degree of the well-being of nurses by evaluating their levels of
burnout and job satisfaction and the factors that contribute to them. Intrapersonal, interpersonal, and extra-personal
factors were associated with burnout and nursing job satisfaction.
Terry & Woo (2020) examined the prevalence of perceived stress and burnout among nurses, associations
with job satisfaction, work-family conflict, and work completed during personal time. Findings showed that workfamily conflict and work during a personal time were negatively correlated with job satisfaction and positively
associated with perceived stress and burnout. Regarding job satisfaction, the results revealed that age was positively
associated with higher levels of job satisfaction. On the contrary, suffering from burnout, low salaries, working at
highly loaded hospitals, and being a general practitioner or a specialist predicted lower job satisfaction.
Liu, Zheng, Liu, Liu, Wu, Wang, and You (2019) revealed that workplace violence among nurses is
associated directly with higher odds of burnout, less job satisfaction, lower patient safety, and more unfavorable
events. Higher job satisfaction is associated directly with higher patient safety. Burnout and job satisfaction played
mediating roles in workplace violence and patient safety.
Connors, Dukhanin, and March (2020) report that nurses who used resilience in stressful events had more
burnout than those who had not and similar job satisfaction. Nurses indicated favorable appreciation of using
resilience in unfavorable events, and its utilization was associated with greater resilience but higher burnout.
Danaci and Koc (2020) hypothesized that nurses with lower burnout and higher job satisfaction are more
likely to have higher individualized care perceptions and support patients' individuality in care applications. The
findings implied that burnout and job satisfaction affect nurses' individualized care perceptions.
3. METHODOLOGY
3.1 Research Design
The researchers use a research design to develop the analysis, collection, and interpretation of data. The study
used a quantitative approach, precisely, the descriptive correlational approach. This study aims to assess the
correlation between burnout and job satisfaction of nurses. The approach used helped formulate the accurate
interpretation of findings.
According to Quaranta and Spencer (2015), descriptive correlational studies describe the variables and the
relationships that occur naturally between and among them. Researchers utilized a descriptive correlation method
to characterize correlations between variables without attempting to establish a cause-and-effect link; this was
also created to assist researchers in discovering links between factors without impacting individuals in any way and
predicting future events using the data.
3.2 Participants
The participants of this study were nurses of various hospitals in the Philippines. The purposive sampling
method was utilized as the sampling technique of this study. The total number of respondents was 189 nurses.
3.3 Instruments
The instrument utilized in this study was the shorter version of the Minnesota Satisfaction Questionnaire
(MSQ) designed by Weiss, Dawis, England, and Lofquist (1967). A 5-point Likert-type scale with 20 items. Its
work aims at improving our understanding of the nature and assessment of Job Satisfaction in nurses amidst the
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COVID19 context, providing a more stable ground for future research in this area. The intrinsic and extrinsic
subscales had reliability scores of 0.76 and 0.82, respectively, while general satisfaction had a value of 0.86. (Bello,
Adewole, & Afolabi, 2020).
Another instrument used in this study is the Oldenburg Burnout Inventory (OLBI). OLBI is a 16-object
survey that is applicable for workers outside the human services occupation. It helped to evaluate burnout with the
statements categorized as exhaustion and disengagement. The exhaustion subscale has a Cronbach's alpha score
ranging from 0.74 to 0.84, whereas the disengagement subscale has a Cronbach's alpha score ranging from.73 to.85
(Reis, Xanthopoulou, & Tsaousis, 2015).
3.4 Procedures
In determining the outcome of this study's investigation of the relationship between job burnout and job
satisfaction among nurses in the Philippines, some measures were taken. Before using the data collected from the
respondents, the initial task was to develop concepts and ideas. The study's primary purpose was to determine
burnout and job satisfaction among nurses from the Philippines, which needed a well-organized instrument. The
Oldenburg Burnout Inventory and Minnesota Satisfaction Questionnaire were used to gather credible data and draw
conclusions. The respondents were given enough chance to answer the questions. Their participation in the study is
entirely voluntary, and their responses will be kept strictly private. The information was arranged by grouping and
computing sums and averages; this was accomplished using Microsoft Excel. The information acquired was utilized
to construct interpretations and analyses and create a presentation of the results.
3.5 Ethical Considerations
Researchers conducted a study while facing a pandemic worldwide; everyone had to intervene to abide by
the rules that are forbidden to maintain each other's safety. The system was challenging to confound this study but
still found a way to study and follow the protocols. However, the researchers used google forms, which is a way for
respondents to answer even if they cannot talk face to face. It is easy to access and answers google Forms by
clicking the link without any destructive threat. In respondent's consent, researchers do the honor to ask if it is okay
to answer the researcher's google form to avoid misunderstanding. Every respondent gives the researcher consent to
prove that they are willing to be part of the study. All nurses have the right to answers the researchers google form.
All pieces of information obtained by the researchers from the respondents will remain private and secured.
4. RESULTS
The findings are presented and interpreted in this section of the study, based on the research questions utilized
in the data collection process. First, the Pearson correlation coefficient was calculated using SPSS 26 to compare the
mean and determine the relevance of the variables.
4.1 Respondents' Job Burnout
The tables in this area of the study represent two types of burnout, disengagement and exhaustion. The
respondents' distinct profiles about job burnout were described using two tables; this was done to show the
respondents' burnout levels.
Table 1
Respondents' profile in terms of Job Burnout-Disengagement
Indicators
I always find new and interesting aspects in my work
1.
It happens more and more often that I talk about my work in a
2.
negative way
Lately, I tend to think less at work and do my job almost
3.
mechanically
I find my work to be a positive challenge
4.
Over time, one can become disconnected from this type of
5.
work
Sometimes I feel sickened by my work tasks
6.
This is the only type of work that I can imagine myself doing
7.
I feel more and more engaged in my work
8.

Mean
1.66
2.59

Verbal Interpretation
Average
High

2.24

Average

1.55
2.07

Average
Average

2.31
Average
2.10
Average
1.83
Average
2.04
Average
Table 1 shows that the respondents received an overall average mean score of 2.043, ranging from 1.552 to
2.586. Given that the range 1.5-2.49 is considered average, nurses have an average level of disengagement. It
indicates that nurses are not generally disengaged from their jobs but are also not feeling an exceptional level of
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engagement. The results showed that the respondents are often talking about their work negatively; this was based
on the data gathered from indicator two that have reached a high level of interpretation.
Based on the results shown in Table 2, the participants got a total mean score of 1.901, which has a range
of 1.31-2.483. Therefore, it means that an average level of exhaustion aspect was observed and manifested in the
study.
Table 2
Respondents' profile in terms of Job Burnout - Exhaustion
Indicators
There are days when I feel tired before I arrive at work
1.
After work, I tend to need more time than in the past in order to
2.
relax and feel better
I can tolerate the pressure of my work very well
3.
During my work, I often feel emotionally drained
4.
After working, I have enough energy for my leisure activities
5.
After my work, I usually feel worn out and weary
6.
Usually, I can manage the amount of my work well
7.
When I work, I usually feel energized
8.

Mean
1.97
1.86

Verbal Interpretation
Average
Average

1.49
2.48
2.31
2.07
1.76
1.31
1.90

Low
Average
Average
Average
Average
Low
Average

An adequate degree of being exhausted was observed based on the findings showed in Table 2. Moreover,
the average amount of exhaustion presented in this part means that the tiredness and pressure experienced by the
nurses are only falling on the average level of scaling. When working, the nurses are not feeling energized. Because
of the findings, the answers of nurses in this indicator are at a low level only. Also, based on the results, participants
cannot deal with the pressure brought by their job.
4.2 Respondents' Job Satisfaction
This section of the study consists of various tables for two types of job satisfaction; intrinsic and extrinsic.
It is divided into two tables, one for each type of job satisfaction; this was created to demonstrate the respondents'
level of job satisfaction.
Table 3
Respondents' profile in terms of Job Satisfaction - Intrinsic
Indicators
Mean
Verbal Interpretation
4.03
Above Average
1. Being able to keep busy all the time.
3.16
Average
2. The chance to work alone on the job.
4.03
Above Average
3. The chance to do different things from time to time.
3.31
Average
4. The chance to be "somebody" in the community.
4.10
Above Average
5. Being able to do things that don't go against my conscience.
4.35
Above Average
6. The way my job provides for steady employment.
4.45
Above Average
7. The chance to do things for other people.
4.10
Above Average
8. The chance to tell people what to do.
4.31
Above Average
9. The chance to do something that makes use of my abilities.
3.97
Above Average
10. The freedom to use my own judgment.
3.83
Above Average
11. The chance to try my own methods of doing the job.
4.38
Above Average
12. The feeling of accomplishment I get from the job.
4.00
Above Average
Table 3 revealed that the respondents obtain a total mean score ranging from 3.157 to 4.448, which applies
to average up to the above-average level of intrinsic job satisfaction; this indicates that nurses are frequently
satisfied with their job. Nurses have used their capabilities and initiative to generate remarkable contact with their
patients, as evidenced by their above-average level of intrinsic job satisfaction. They are experiencing a degree of
satisfaction and have the opportunity to conduct their work in the ways that they like. It is also noted that indicators
2 and 4 have an average level of interpretation, which revealed that nurses often have the chance to work alone and
be "somebody" in a community.
Table 4
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Respondents' profile in terms of Job Satisfaction - Extrinsic
Indicators
1. The way my boss handles his/her workers.
2. The competence of my supervisor in making decisions.
3. The way company policies are put into practice.
4. My pay and the amount of work I do.
5. The chances for advancement on this job.
6. The working conditions
7. The way my co-workers get along with each other.
8. The praise I get for doing a good job.

Mean
Verbal Interpretation
4.62
High
3.74
Above Average
3.59
Above Average
3.90
Above Average
3.83
Above Average
3.76
Above Average
4.07
Above Average
4.10
Above Average
3.95
Above Average
Table 4 revealed that the respondents obtained a total average mean score of 3.948, ranging from 3.586 up
to 4.621, which indicates an above-average level of extrinsic job satisfaction among the nurses. This finding
indicated that the nurses' environment could highly influence them to do better with their work. Also, nurses can
work as part of a cohesive team and communicate effectively, as seen by their above-average degree of extrinsic job
satisfaction. Furthermore, the executive can handle their nurses very well as it reached a high level of verbal
interpretation.
4.3 Relationship between Job Burnout and Job Satisfaction
The fundamental goal of the research is to establish a relationship between job burnout and job satisfaction
among nurses in the Philippines. The statistical analysis of the data in Table 5 found that the variable is not
significant, with a 0.05 alpha level of significance associated with it. The hypothesis was tested using a two-tailed
test. As a result, the null hypothesis was accepted.
Aliyeva and Tunc (2015) investigated the role of organizational psychological capital, job satisfaction, and
burnout in their study. According to the data, burnout and job satisfaction and psychological capital and burnout
were found to have no significant relationship. However, they supported based on their findings from the hypothesis,
as mentioned above.
In addition, fatigue, work overload, and discontent with a job, according to Oliveira, Silva, Galvo, and
Lopez (2018), are observed factors that can lead to mental illness. Thus, the absence of well-being in an individual
worker's life is the primary source of many possibilities of disorders. As a result, burnout and job satisfaction are
neither directly nor significantly linked.
Table 5
Pearson Correlation of Job Burnout and Job Satisfaction
CORRELATIONS
Burnout

Job Satisfaction

1

-.205

Pearson Correlation
Burnout

Sig. (2-tailed)

.286

N

Job Satisfaction

189

189

Pearson Correlation

-.205

1

Sig. (2-tailed)

.286

N

189

189

5. DISCUSSIONS
Individuals who took part in this study were asked to assess their burnout and job satisfaction using the study's
specified measures. The researchers strongly noticed that the company managers and authorities of organizations
should work on how they can most probably assist in lowering the tendency of the employees' burnout. Being
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satisfied with one's work is a crucial part of being a worker. Furthermore, job satisfaction has a significant impact on
whether or not people want to leave their jobs.
Furthermore, the researchers recognize that nurses are at a higher risk as they are considered frontline
workers in today's pandemic. However, this study revealed that nurses have an above-average degree of job
satisfaction despite the situation; this suggests that they are pleased and content with their work. In maintaining the
current level of satisfaction reflected in the findings of this study, various areas of work should be filled with
motivation, inspiration, and a high level of sociability. Generally, preventing burnout and increasing job satisfaction
are essential goals for nurses to feel motivated and improve their work performance.
6. CONCLUSIONS
Nurses' job satisfaction is influenced by extrinsic factors such as the amount of time they give to their jobs.
Furthermore, the findings suggest that intrinsic and extrinsic job satisfaction indicators are above average. A
significant number of respondents stated that they could do a variety of things from time to time, and their work
gives them a sense of accomplishment. Thus, the findings revealed that respondents are often weary due to tiredness
and work pressure. The null hypothesis was accepted since there is no significant relationship between burnout and
job satisfaction among nurses.
Therefore, the researchers conclude that the participants should dedicate their time to improving their
working conditions by applying more effort to develop good relationships with their workmates. The researchers
suggest that nurses spend more time avoiding burnout by doing activities that focus away from the problems in the
fields and their working environment. Institutional supervisors should also help preserve the above-average levels of
satisfaction that favor many of their employees. Many ways are there for the workers to make themselves enjoy the
kind of work they got. It is sometimes based on the social categories but more often based on how they handle
themselves at work.
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