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Abstract

Introduction: The aging demographic of Polish nursing personnel, coupled with a widening generation gap, constitutes
a pressing concern for the healthcare system. This is further exacerbated by existing limitations in staff availability and pro-
jections of a significant workforce deficit within the 20-40 age group.

Aim of the research: This study aims to investigate the levels of job satisfaction and the associated influencing factors among
nurses aged 18 to 44. Furthermore, it seeks to identify specific occupational stressors that play a significant role in contribut-
ing to nurses’ decisions to exit the profession.

Material and methods: This study employed an auditory questionnaire to gather data from 404 nurses (male and female)
working in the Mazowieckie and Swietokrzyskie Voivodeships. The classification of occupational stressors was based on
the theoretical framework developed by Levi and Frankenhaeuser.

Results: The statistical analysis revealed significant differences between nurses’ age and their perceptions of social relations
in the workplace, as well as their reported stress levels related to physical working conditions, time pressure, and coping with
new technologies. A significant relationship was observed between nurses’ age and their inclination to undertake profes-
sional retraining. Finally, a specific set of stressors was identified as a determinant in nurses’ decisions to leave the profession.
Conclusions: Nurses aged 18 to 34 demonstrate increased vulnerability to occupational stress and a higher likelihood of con-
sidering career changes, especially among those for whom nursing constitutes their first professional role. Ensuring appro-
priate working conditions, effective supervisory support, and access to emotional regulation resources are essential compo-

nents in promoting retention within the nursing workforce.

Introduction

Nursing is a profession of public trust, subject to
specific regulations, significant responsibility, and
stringent requirements regarding professional and
ethical qualifications. The consistently high pub-
lic trust afforded to nurses in Poland was evident in
their fourth-place ranking (75.2% of evaluations/an-
swers/responses) among professions of public trust
in 2024 [1]. The demands inherent in nursing work
create significant occupational stressors, potentially
resulting in chronic workplace stress as a response to
a perceived lack of balance between job demands and
the individual’s available resources and coping abili-
ties [2, 3]. Notwithstanding the high social regard/
respect/esteem for the nursing profession, the inher-
ent demands of this occupation frequently result in
substantial stress, potentially leading to the severe
manifestation of burnout syndrome. Maslach defined
the professional burnout as a “syndrome of emotion-
al exhaustion, depersonalisation and reduced sense
of personal achievement, which may occur in indi-

Medical Studies

viduals working with other people in a specific man-
ner” [4]. Burnout syndrome disproportionately affects
professionals in human service occupations, particu-
larly those who exhibit high levels of involvement in
assisting others and experience a sense of inefficacy in
their professional interactions [5], and lack of supervi-
sory support [6].

According to the 2024 “Health at a Glance” [7] re-
port published jointly by the European Commission
and the OECD, Poland’s nursing density in 2022 was
5.7 nurses per 1000 population/inhabitants/people,
contrasting with the European Union average of
8.4 nurses per 1000 population/inhabitants/people.
Data from the National Chamber of Nurses and Mid-
wives (Naczelna Izba Pielegniarek i Potoznych, NIPiP) in
Poland [8] indicate a significant demographic shift
within the nursing workforce. Over the preceding
fifteen years, the average age of nursing personnel
has increased by nearly 10 years, reaching 54.87 years
as of 31 December 2024. Data from late 2023 reveal
a pronounced aging trend within the nursing popula-
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tion, with the 51-60 and 61-70 age brackets represent-
ing the largest proportions of the workforce (31.5%
and 25.3%, respectively). Notably, the cohort of nurs-
es under 40 years of age comprised a considerably
smaller fraction, at merely 16.5% [8]. Data and projec-
tions from the National Trade Union of Nurses and
Midwives (Ogdlnopolski Zwigzek Zawodowy Pielegniarek
i Potoznych, OZZPiP) [9] indicated a deficit of 156,000
nurses in 2023, with approximately 72% of hospitals
reporting staffing shortages. Furthermore, this deficit
is projected to escalate to 262,000 by the year 2039.
Projections indicate a decrease in the number of nurs-
es directly involved in patient care from 216,000 in
2023 to 199,000 by the year 2039 [9]. Such signifi-
cant workforce shortages in the nursing sector result
in considerable financial implications for the public
budget, including, among other things, the financial
obligations of increasing nurses’ remuneration, and
indirect costs related to the availability and quality
of healthcare services.

The age structure of the nursing workforce reflects
a significant challenge faced by healthcare facilities,
where newly employed younger nurses frequently
consider giving up the profession and pursuing alter-
native career paths. A potential motivating factor for
entering the nursing profession in Poland is the re-
muneration, which reaches approximately 160%
of the national average wage [7]. This places nursing
among the highest compensated in Europe, on a par
with Belgium. In contrast, the European Union av-
erage for this indicator stands at 120% [7]. However,
the substantial demands inherent in the nursing pro-
fession, including significant responsibility, commit-
ment, and dedication, often serve as potent workplace
stressors that are not adequately counterbalanced by
extrinsic motivators, such as remuneration or social
prestige [10]. Given the observed age distribution and
the documented workforce deficit, the attractiveness
of nursing as a profession in Poland appears question-
able. Therefore, this survey study specifically targeted
the viewpoints of younger nurses.

Aim of the research

The aim of the research was to examine the job
satisfaction levels and associated influencing factors
as perceived by nursing personnel in the 18-44 age
bracket. A further aim was to identify a specific set
of stressors that contribute to nurses’ decisions to
leave the profession.

Material and methods

The study population comprised nurses employed
in both public and private healthcare facilities in
the Mazowieckie and Swietokrzyskie Voivodeships.
Data were collected using a diagnostic survey meth-
od, employing author-designed auditory question-

naire distributed in an online format. The study was
conducted in accordance with the highest ethical
standards set out in the Declaration of Helsinki, and
approval was granted by the relevant Ethics Com-
mittee. All participants gave their informed consent
to take part in the study after being informed of its
voluntary and anonymous nature and of their right to
withdraw at any stage of the process.

A total of 511 questionnaires were collected. Eight
were excluded from further analysis due to incorrect
completion of the open-ended questions. Subsequent-
ly, of the 503 correctly completed questionnaires,
only those completed by nurses within the age range
specified by the study objective were selected. The fi-
nal sample comprised 404 fully completed question-
naires from nurses aged 18—44 years, with a regional
distribution of 263 participants from the Mazowieck-
ie Voivodeship and 141 from the Swietokrzyskie
Voivodeship. The characteristics of the nurses sur-
veyed are shown in Table 1. The questionnaire in-
corporated five key dimensions: demographic data
(9 items), professional satisfaction (5 items), workplace
conditions (9 items), colleague support and interper-
sonal relations (6 items), and sources of occupational
stress (22 items). Participants rated their satisfaction
and stress levels using 40 closed-ended, single-choice
questions utilising a 5-point Likert scale. The ques-
tionnaire incorporated two open-ended items aimed
at eliciting respondents’ motivations for choosing
nursing as a profession, as well as reasons for them to
potentially leave the occupation.

The study sample was segmented into three age
brackets: 18-25, 26-34, and 35-44 years. This age-
based division allowed for the examination of factors
mediating differences in the evaluation of job satisfac-
tion and the perception of occupational stress across
different career stages in nursing. To identify stress-
ors predictive of intent to leave the profession, par-
ticipants were stratified into two groups according to
their self-reported willingness to pursue retraining.
Workplace stress factors were distinguished based on
the five-category framework developed by Levi and
Frankenhaeuser (1982, as cited in Terelak, 2007, pp.
281-287) [11, 12] and include the following categories:
e Intrinsic to the job itself — physical working environ-

ment, poor physical working conditions, shortage of es-
sential resources, shortages of staff, time pressure, physi-
cally demanding workload, coping with new situations,
exposure to life-and-death situations, providing support
in mourning, difficult patients, exposure to infectious
diseases, coping with new technologies;

e Social relations — relations with colleagues, relations
with direct supervisors, consideration of employee sug-
gestions by management, relations between management
and staff, management style in the facility;

* Pertaining to professional career — disappointment
in/with work outcomes/ profession, lack of specialised
training, job security, insufficient reward;
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Table 1. Characteristics of the study group of nurses

Variable N (%) Variable N (%)
Sex Education
Female 364 (90.1) University — Master’s degree 102 (25.2)
Male 40 (9.9) University — Bachelor’s degree 299 (74.0)
Age Secondary education 3(0.7)
18-25 years 131 (32.4) Place of work
26-34 years 113 (28.0) Hospital 293 (72.5)
35-44 years 160 (39.6) Clinic 52 (12.9)
Place of work Care and treatment centre, social home 24 (5.9)
Public 366 (90.6) Hospice 8 (2.0)
Private 38 (9.4) Other 27 (6.7)
Place of residence Time worked in nursing
Village 184 (45.5) < 1year 91 (22.5)
City, incl. (inhabitants): 220 (54.5) 1-3 years 153 (37.9)
< 50 000 62 (28.2) 3-5 years 64 (15.8)
50 000-150 000 42 (19.1) 5-10 years 53 (13.1)
150 000-500 000 83 (37.7) 10-15 years 29 (7.2)
> 500 000 33 (15.0) > 15 years 14 (3.5)

* Organisational structure and emotional climate —
responsibilities adequate/inadequate to skills and experi-
ence, uneven workload, lack of support from higher-level
personnel, uncertainty regarding the scope of responsibil-
ity, emotional exhaustion;

e Position in the organisation — tasks exceeding compe-
tencies, unrealistic expectations from others, no partici-
pation in decision-making.

Statistical analysis

Statistical analysis of the collected data was per-
formed using the Statistica 13.0 software package.
The y? test of independence was employed to examine
relationships between variables, and odds ratios were
calculated to determine the probability of nursing
staff leaving the profession. In addition, the Mann-
Whitney U test was employed to compare two inde-
pendent groups of respondents, and the Kruskal-Wal-
lis ANOVA on ranks was used to assess differences
among several groups of respondents regarding out-
comes specified in ordinal scales.

Results

As regards the work stressors intrinsic to the job
itself, the study has found statistically significant dif-
ferences in terms of stress intensity across the three
examined age groups for the variables of: poor physical
working conditions — a significant difference between
18-25 years and 35-44 years age groups (post hoc
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p = 0.0329), with the youngest demographic group re-
porting the most severe experience of this particular
stressor; time pressure — a significant difference between
the 18-25 years and 35-44 years age groups (post hoc
p = 0.0293), with the former group experiencing this
stressor most severely; coping with new technologies —
a significant difference in replies between 26-34 years
and 35-44 years age groups (post hoc p = 0.0439), with
the oldest group reporting the most severe impact
of this stressor (Table 2). No statistically significant
differences were observed across the studied age co-
horts for the remaining stressors within this category.
For the stress factors in the group of social relations in
the workplace, statistically significant differences have
been found across the three age groups for the follow-
ing variables: relations between management and staff —
a significant difference in replies between 18-25 years
age group and the 26-34 and 35-44 years age groups
(post hoc p = 0.0386, p = 0.0279), with the youngest
group being the most positive about the relations; man-
agement style in the facility — a significant difference in
replies between the 26-34 years and 35-44 years age
groups (post hoc p = 0.0461), with the former being
the most critical of the facility management style (Ta-
ble 3). No statistical differences were observed across
the studied age groups in their responses regarding
other factors linked to social relations at the workplace,
nor for the remaining three groups of stressors: organ-
isational structure and emotional climate, position in
the organisation, and professional career.
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Table 2. Significant determinants of nurses’ intention to leave the profession

Assessment of stress factors intrinsic to the job itself U V4 P-value*
Physical working environment 12328.00  3.4385 0.000585
Shortages of staff 13763.50 -2.0524 0.040135
Physically demanding workload 1344150 -2.3633 0.018114
Coping with new technologies 13195.50  2.6008 0.009301
Assessment of stress factors related to social relations
Relations with direct supervisors 1279450  2.9880 0.002808
Consideration of employee suggestions by management 1107150  4.6517 0.000003
Relations between management and staff 1245250  3.3183 0.000906
Management style in the facility 10883.50  4.8333 0.000001
Assessment of stress factors linked to organisational structure and emotional
climate
Responsibilities adequate/inadequate to skills and experience 12468.00  3.3033 0.000956
Emotional exhaustion 13777.00  —2.0393 0.041418
Assessment of stress factors in the professional career category
Disappointment in/with work outcomes/profession 13777.00  —2.0393 0.041418
*Mann-Whitney U-test.
Table 3. Significant occupational stress sources among nurses by research categories
Assessment of stress factors intrinsic to the job itself H P-value*
Poor physical working conditions 8.7319 0.0127
Time pressure 8.1508 0.0170
Coping with new technologies 7.8187 0.0201
Assessment of stress factors in the social relations category
Relations between management and personnel 6.2557 0.0435
Management style in the facility 7.6030 0.0223

*Kruskal-Wallis ANOVA.

The %2 test of independence revealed a statistically
significant association between nurses’ age and their
declared intention to retrain (x> = 16.4, p = 0.00028).
Across the entire sample, 107 (26.5%) respondents ex-
pressed a desire to leave the profession, with a dispro-
portionately higher fraction observed in the younger
age cohorts: 46 (43.0%) nurses in the 18-25 years age
group and 36 (33.6%) in the 26-34 years age group.

Application of the Mann-Whitney U test (Table 2)
demonstrated that the statistically significant deter-
minants of nurses’ decisions to leave the profession
include:

—in the category of stress factors intrinsic to the job
itself: physically inadequate working environment,
physically demanding workload, and (not) coping
with new technologies;

—in the category of stress factors related to social re-
lations: adverse/negative/poor relations with direct
supervisors, management not taking employee sug-
gestions into consideration, adverse/negative/poor

relations between management and personnel, and
negative perception of the management style of a fa-
cility;

—in the category of stress factors linked to organisa-
tional structure and emotional climate: responsibili-
ties inadequate to skills and experience, and emo-
tional exhaustion;

—in the category of professional career stress factors:
disappointment in/with work outcome/profession.

The calculated odds ratio (OR = 1. 213457) indi-
cates that individuals for whom nursing was their ini-
tial career choice exhibit a 21.3% higher risk of leav-
ing the profession.

Moreover, the analysis of the specific results strati-
fied by professional tenure indicated that nurses with
less than 15 years of experience reported elevated
stress levels across all five categories of stressors, as re-
flected in higher median response values (Me = 4 or 5)
compared to their counterparts with 15 or more years
of experience (Me = 2.5 or 3).
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Discussion

Occupational activity plays a pivotal role in
the development of adult individuals, impacting lev-
els of their life satisfaction, facilitating the use of ac-
quired skills and competencies, enabling the ful-
filment of needs and expectations [13], providing
economic means, and fostering a sense of personal
value and control.

Findings from the ADP “People at Work 2022:
A Global Workforce View” [14] study indicate that
one in five Polish workers reports experiencing daily
workplace stress. In the context of occupational over-
load within the nursing profession, these stressors
are often characterised by their prolonged nature,
thereby contributing to the development of chronic
stress. One potential resolution involves the individ-
ual’s detachment from the stress-inducing situation.
However, this may often initiate the spiral of loss [15],
encompassing consequences such as altered financial
circumstances, the necessity of adapting to the de-
mands of subsequent employment, job insecurity,
etc. Notwithstanding these potential consequences,
the consideration of occupational change remains
highly prevalent among nurses in the 18-25 years age
bracket. Twenge [16] suggests that younger genera-
tions demonstrate greater openness to career change.
The findings of the present study are consistent with
research conducted across 12 European countries and
the United States, which indicated that the propor-
tion of nurses intending to leave the profession ranges
from 49% (Finland and Greece) to 14% (USA) [17, 18].
Furthermore, a substantial percentage of nurses (11—
56%) reported being unsatisfied with their job. Job
satisfaction can be contingent upon factors such as
remuneration levels, the work environment and con-
ditions, interpersonal relationships with colleagues
and administrative staff, and the inherent nature
of the work itself [19]. Nurses who evaluate their work
environment as satisfactory are less inclined to con-
sider professional departure. Analysis of the open-
ended survey questions indicated that the principal
drivers for choosing a career in nursing are altruistic
motivations, specifically a desire to help others [20-
22] coupled with the rewarding experience of patient
gratitude, which contributes to a sense of meaning
and professional satisfaction. This reflects an intrinsic
need to apply skills and dedication to patient care [23].
The availability of flexible work hours, the option for
employment across multiple healthcare facilities, and
attractive earnings are significant factors conducive to
the retention of nurses within the profession. Appro-
priate working conditions and positive interpersonal
relationships within the team and with immediate/
direct supervisors are of paramount importance for
nurses’ job satisfaction [24] and managerial support,
including active listening, fosters their engagement
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in the workplace [25, 26]. Significant links of physical
work overload and staff shortage with the declared in-
tention to retrain suggest that the nurses experiencing
higher levels of workload may feel overwhelmed and
emotionally exhausted [17, 27]. As indicated by Hellin
et al., excessive workload critically determines profes-
sional satisfaction levels [28], while Maslach and Jack-
son [29] emphasise that staff shortages contribute to
occupational burnout and - in this context — provid-
ing support in managing emotions is paramount for
ensuring employee well-being.

The study sample comprised nursing personnel
from the Mazowieckie and Swietokrzyskie Voivode-
ships, which allowed for obtaining a certain level
of regional representation. However, this sample does
not constitute a fully comprehensive cross-section
of the national nursing population in Poland. Regional
disparities in employment frameworks and work en-
vironments could impact the results, but the distinct
characteristics of the two sampled voivodeships sug-
gest that the obtained data provide sufficiently gen-
eralised insights into the patterns prevailing across
the Polish nursing workforce. Therefore, the conclu-
sions drawn from this study may serve as a prelimi-
nary foundation for broader extrapolations. However,
further studies with more representative sampling
strategies across various geographical locations and
healthcare settings in Poland may be required to vali-
date the findings of the present research.

Conclusions

The results of the present investigation/research/
study reveal that nurses in the 18-34 years age group
are characterised by a different life orientation and
a greater likelihood of considering occupational
change compared to their counterparts aged 35 years
and above. The increased vulnerability to occupa-
tional stress exhibited by younger nurses highlights
the critical need for the adoption of strategies de-
signed to enhance working conditions and ensure
emotional support.

As the skill level of nurses continues to rise, they
become increasingly more capable of functioning
as innovators and collaborators in the development
of healthcare systems, across public and clinical do-
mains [30]. This evolving contribution further em-
phasises the necessity of formulating strategies de-
signed to reduce turnover within this professional
group. Given the prevailing demographic trends
of an aging society and the already observed issues
of nursing staff shortages leading to workforce deple-
tion, it is warranted to invest in support programmes
to equip nurses with effective coping mechanisms
for the demands of their profession, which, in turn,
will contribute to the stability and enhanced quality
of healthcare services.
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