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Abstract

Introduction: The effectiveness of primary healthcare largely depends on the job satisfaction and stability of health workers.
Studies have shown that job satisfaction among primary healthcare workers is crucial for maintaining a high -quality healthcare
system. This systematic review aimed to synthesize current research findings to identify key factors influencing job satisfaction
and turnover among health workers in primary healthcare settings.

Methods: The systematic review targeted interventional studies that enhance job satisfaction and reduce turnover among health
workers in primary healthcare settings, employing a detailed search strategy across databases like PubMed, Scopus, and others
using specific terms and Boolean operators. It involved stringent inclusion and exclusion criteria, with an initial screening and
full-text review conducted by independent reviewers, focusing on studies published from January 2000 to August 2023, and
included both quantitative and qualitative evaluations of the interventions.

Results: The systematic review identified nine studies with diverse approaches and sample sizes ranging from 385 to 2,170
participants, reflecting varied intervention settings and scopes within primary healthcare. The interventions included
organizational changes, training and development programs, workload adjustments, incentive-based strategies, and wellness
programs, all aimed at enhancing job satisfaction and reducing turnover among health workers. These interventions exhibited
varying effectiveness, with turnover reduction ranging from 4% to 21% and increases in job satisfaction from 9% to 32%,
demonstrating the potential impact of tailored strategies in primary healthcare settings.
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Conclusions:

The systematic review of nine studies on primary healthcare settings revealed that interventions like

organizational changes, training and development programs, and wellness initiatives significantly enhance job satisfaction and
reduce turnover among health workers, with effects ranging from improved communication and increased career satisfaction to
effective stress and burnout management, highlighting the complexity of these issues and providing valuable insights for
policymakers and healthcare administrators in developing strategies for a more stable and efficient workforce.

Keywords: Primary Healthcare, Job Satisfaction, Employee Turnover, Intervention Strategies, Health Worker Retention.

Introduction

Primary healthcare is the cornerstone of the health
system in many countries, offering accessible, cost-
effective, and comprehensive care [1]. However, the
effectiveness of primary healthcare largely depends on
the job satisfaction of health workers. Studies have
shown that job satisfaction among primary healthcare
workers is crucial for maintaining a high-quality
healthcare system [2, 3]. For instance, a recent survey
indicated thatonly 62% of primary healthcare workers
report satisfaction with their job roles, highlighting a
significant area of concern [4]. Job satisfaction in
healthcare impacts not only the morale and retention
of healthcare workers but also the quality of patient
care. High levels of job satisfaction are linked to
improved patient outcomes, with satisfied healthcare
workers being 31% more likely to deliver quality
patient care compared to their dissatisfied counterparts
[5, 6]. Conversely, low job satisfaction can lead to
increased errors, lower patient satisfaction, and poorer
health outcomes [7]. Turnover among health workers,
especially in primary healthcare settings, is a
significantchallenge. High turnover rates, which have
been reported to be as high as 24% in some regions,
not only disrupt the continuity of care but also incur
substantial costs for healthcare systems [8]. The
recruitment, training, and loss of experienced staff
represent a considerable financial burden and affect
the overall efficiency of healthcare services.
Numerous factors contribute to job satisfaction and
turnover among health workers. These include
workload,  work environment, recognition,
remuneration, and opportunities for professional
development. For example, a study found that 42% of
healthcare workers considering leaving their job cited
insufficient remuneration and lack of professional
growth opportunitiesas primaryreasons. These factors
are essential to develop effective strategies to enhance
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job satisfaction and reduce turnover [9, 10]. Given the
critical importance of job satisfaction and its direct
impact on turnover rates among health workers in
primary healthcare settings, thereis apressingneed for
a comprehensive review of the existingliterature. This
systematic review aimed to synthesize current
research findings to identify key factors influencing
job satisfaction and turnover among health workers in
primary healthcare settings.

Methods

The systematic review was conducted by searching
key electronic databases including PubMed, Scopus,
Web of Science, and PsycINFO, with the aim of
identifying interventional studies focused on
increasing job satisfaction and reducing turnover
among healthworkersin primary healthcare settings.
The search strategy employed specific combinations
of search terms such as “interventions,” "job
satisfaction,” "employee turnover," "health workers,"
"primary healthcare," "staff retention," and "turnover
reduction.” Boolean operators (AND, OR) were
utilized to refine the search. An example of a search
string in PubMed was: ("interventions"™ OR
"strategies) AND ("job satisfaction" OR "employee
morale™) AND ("turnover reduction” OR "retention
strategies™) AND "primary healthcare". The search
was delimited to studies published from January 2000
to August 2023, ensuring both relevance and recency.
The inclusion criteria were narrowed to interventional
studies that explicitly aimed at enhancing job
satisfaction or reducing turnover among health
workers in  primary healthcare settings. This
encompassed both quantitative and qualitative studies
thatimplemented and evaluated specific interventions.
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The review excluded non-interventional studies,
studies focusing on non-healthcare settings or
healthcare settings other than primary care, and
articlesnot providing specific outcomes related to job
satisfaction or turnover. Additionally, editorials,
opinion pieces, and reviews were not considered. The
study selection process commenced with an initial
screening of titles and abstracts by two independent
reviewers, focusing on the relevance to the review
topic. Discrepancies between reviewers were resolved
through discussion or consultation with a third
reviewer. The second stage involved a full-text review
of articlesthat met the inclusion criteriain the initial
screening,again conducted independently by the same
two reviewers. Data extraction from eligible studies
was performed using a standardized form, capturing
details such as the nature of the intervention, study
setting, population, design, outcomes related to job
satisfaction and turnover, and the effectiveness of the
intervention.

To ensure quality and validity, each included study
underwent a rigorous methodological quality
assessment using an appropriate tool. Studies failing
to meet a minimum quality threshold, as per the
assessment tool, were excluded. The systematic
process of study selection, including numbers of
studies screened, assessed for eligibility, included in
the review, and reasons for exclusions at each stage,
was meticulously documented and represented in a
PRISMA flow diagram.

Results and discussion

The systematic review successfully identified nine
studies that met the inclusion criteria, each varying
significantly in their approach and focus [3, 11-18].
These studies encompassed a broad spectrum of
research contexts within primary healthcare, evident
from the wide range of sample sizes. The smallest
study involved 385 participants, whereas the largest
included over 2,170. This diversity in sample size
reflects the varied settings and scopes of the
interventionsexamined [12,13]. Interms of the nature
of interventions, the studies showcased a rich array of
strategies aimed at enhancing job satisfaction and
reducing turnover among health workers.
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Organizational changes were explored in three of the
studies, focusing on aspects like restructuring teams
and improving communication channels [11, 14, 17].
Training and development programs, aiming to
enhance skills and career satisfaction, were the focus
in two studies [7, 16]. One study delved into workload
adjustments, addressing issues such as shift patterns
and job sharing [12]. Additionally, two studies
evaluated incentive-based interventions, including
performance bonuses and recognition programs, while
another investigated the impact of wellness and
support programs on staff well-being [15, 16]. The
effectiveness of these interventions in reducing
turnover showed considerable variation. The risk
differences reported in the studies ranged from a
modest 4% to a more substantial 21% reduction in
turnover rates [12, 14]. For example, the study that
implemented a comprehensive wellness program
reported anoteworthy 15%  reduction in turnover, with
a confidence interval ranging from 11%to 23% [13].
On the otherhand, a study that focused on adjustments
in workload reported a smaller, yet significant, 7%
reductionin turnover, withaconfidenceinterval of 3%
to 11% [17].

In the context of increasing job satisfaction, the
interventions demonstrated varying degrees of
success. Increases in job satisfaction reported in the
studies ranged from 9% to 32%. Notably, a study that
introduced a training and development program
recorded asubstantial 24%increase in job satisfaction,
with a confidence interval between 19% and 33% [11,
16, 17]. In contrast, an intervention involving
organizational change reported an 18% improvement
in job satisfaction, with a confidence interval of 13%
to 23% [13, 14]. Each study, in its unique way,
contributed to a broader understanding of the factors
influencing job satisfaction and turnover in primary
healthcare settings. The findings indicate that well-
designed and contextually appropriate interventions
can significantly impact these crucial workforce
metrics. However, the variation in the effectiveness of
different interventions underscores the complexity of
the issuesathand andthe need for tailored approaches.
The cumulative evidence from these studies suggests
a promising direction for healthcare administrators
and policymakers. By implementing targeted
interventions, it is possible to make meaningful
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improvements in both job satisfaction and turnover
rates among health workers. This is particularly
relevantin the context of the ongoing challenges faced
in the primary healthcare sector, where workforce
stability is crucial for delivering consistentand high-
quality care [7]. This systematic review sheds lighton
the potential of various interventions to enhance the
professional lives of health workers in primary
healthcare settings. While the effectiveness of these
interventions varies, the overall trend indicates
positive outcomes in terms of reduced turnover and
increased job satisfaction. These findings provide a
valuable foundation for further research and
implementation of strategies to strengthen the primary
healthcare workforce [19]. The systematic review’s
findings highlight the varied effectiveness of
interventionsaimed at increasing job satisfaction and
reducing turnover among health workers in primary
healthcare settings. This variationis not only evident
within the reviewed studies but also when compared
to similar interventions reported in the broader
medical literature [20].

Organizational changes, such as restructuring teams
and improving communication channels, showed an
18% improvement in job satisfaction in our review
[21]. This is consistent with the broader literature,
which often cites organizational culture and structure
as pivotal to employee satisfaction and retention. For
instance, studies outside our review have reported
improvementsin job satisfaction ranging from 10% to
20% following organizational restructuring, aligning
closely with our findings [22]. The training and
development programs in the reviewed studies
resulted in a significant 24% increase in job
satisfaction and also demonstrated a notable effect on
turnover rates. This aligns with previous research
which has consistently shown that investment in
employee development correlates strongly with job
satisfaction. However, the impact on turnover varies
more widely in the literature, suggesting that factors
beyond skill enhancement, such as career progression
opportunities and workplace environment, play a
substantial role [23]. Workload adjustments and
incentive-based interventions, while effective in our
review (7% reduction in turnover for workload
adjustments and a variable impact for incentive-based
interventions), show a broader range of effectiveness
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in the literature [14]. Studies outside our review have
reported risk differences ranging from a modest 5% to
ashighas 30%forsimilar interventions. This indicates
a complex interplay of factors, including the nature of
the workload adjustment or incentives, and the
specific context in which they are implemented.
Wellness and support programs showed a noteworthy
15% reductionin turnoverin our review [16]. This is
slightly higher than the average impact reported in the
broader literature, where such interventions typically
yield a 10-12% reduction in turnover. This could
suggest that in the context of primary healthcare,
where stress and burnout rates are high, wellness
programs might be particularly effective [24]. The
variation in the effectiveness of different interventions
underscores the complexity of issues surrounding job
satisfaction and turnover in primary healthcare. It
suggests that while there are common strategies that
can be broadly effective, the specific context and
implementation of these interventions are critical.
Tailored approaches that consider the unique
challenges and needs of specific healthcare settings
and populations are likely to be more effective.

Future research should focus on longitudinal studies to
understand the long-term impact of these
interventions, as well as explore the interplay of
multiple interventions. Qualitative research could
provide deeper insights into the reasons behind the
effectiveness (or lack thereof) of certain interventions.
Additionally, given the importance of context,
comparative studies across different healthcare
settings could help identify universal versus context-
specific strategies [23]. The review sheds light on the
potential and limitations of various interventions to
enhance job satisfaction and reduce turnover among
health workers in primary healthcare settings. While
certain strategies show promise, the need for context-
sensitive, multifaceted approaches is evident
Policymakers and healthcare administrators should
consider these findings when designing and
implementing interventions aimed at improving the
work environment in primary healthcare settings [25].
The systematic reviewon interventions to improve job
satisfactionandreduce turnover amonghealthworkers
in primary healthcare settings demonstrates several
strengths. Firstly, the review's comprehensive nature,
encompassing a diverse range of intervention types
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from organizational changes to wellness programs
provides a broad perspective on the issue. This
diversity allows for a more nuanced understanding of
which strategies are most effective in different
healthcare contexts. Additionally, the inclusion of
studies with varying sample sizes and from different
types of health facilities enhances the generalizability
of the findings. However, the review also faces certain
limitations. One major limitation is the potential
variability in the quality of the included studies.
Despite efforts to assess and include only high-quality
studies, inherent differences in study designs,
measurement tools, and intervention implementations
could affect the consistency and comparability of the
results. Another limitation is the review's focus on
primary healthcare settings, which may limit the
applicability of its findings to other healthcare
environments such as secondary or tertiary care
settings. Additionally, the review does not extensively
explore the long-term sustainability of the
interventions' impacts, which is crucial for
understanding their lasting effectivenessin real-world
settings. Lastly, the lack of qualitative data in the
review means that the subjective experiences and
perceptions of health workers regarding these
interventions remain underexplored, which could
provide deeper insightsinto the factors influencing job
satisfaction and turnover.

Conclusions

The systematic review focusing on interventions to
enhance job satisfaction and reduce turnover among
health workersin primary healthcare settings revealed
notable findings. The analysis of nine diverse studies
highlighted that organizational changes, training and
development programs, and wellness initiatives are
particularly effective. Organizational restructuringand
improved communication channelsshowedan average
improvement in job satisfaction, while training
programs led to substantial gains in skills and career
satisfaction, with some studies reporting a substantial
increase. Wellness programs, addressing staff well-
being, were effective in reducing turnover
emphasizing the importance of managing stress and
burnout in the healthcare environment. The review
underscores the complexity and variability in
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addressing job satisfaction and turnover. Interventions
such as workload adjustments and incentive-based
strategies also showed positive impacts, though their
effectiveness varied more widely. For policymakers
and healthcare administrators, these insights provide a
valuable guide to developing and implementing
interventionsthatnot only enhance jobsatisfaction but
also contribute to reducing turnover, ultimately
leading to a more stable, efficient, and effective
healthcare workforce.
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Table (1): Interventions Aimed at Enhancing Job Satisfaction and Reducing Turnover Among Health Workers in

Primary Healthcare Settings

Study Sample Health Facility Intervention Effectiveness in Improvement Study Conclusion
ID Size Type Type Reducing Turnover in Satisfaction y
o 20% (15-25%) L .
Study 385 Urban Hospitals Organizational 18% (13-23%) Positive _|mpa(;t on job
1 Change satisfaction
- 28% (23-35%) | Significant improvement
S“;dy 350 Rural Hospitals gra'”'”g 24% (19-33%) in skills and career
rogram ; )
satisfaction
Study 220 Community Health Wellness ) i Notable reduction in
3 Centers Program turnover
13% (8-18%) .
Study - : 0 0 Moderate success in
4 486 Suburban Clinics | Incentive-Based 10% (5-15%) employee engagement
11% (6-16%) A .
Study : Workload o (2.110 Effective in reducing staff
5 376 Urban Hospitals Adjustment 7% (3-11%) burnout
Study 488 Community Health Training 20% (15-25%) _ ng_hly _effectl_ve in
6 Centres Program increasing job satisfaction
o 19% (14-24%) .
Study . . Organizational Improved team dynamics
7 300 Teaching Hospital Change 16% (12-22%) and communication
15% (10-20%) .
Study 2.170 Urban Health Incentive-Based ) Moderate impact on
8 Centers retention rates
0, -2130,
Study 295 Rural Community Wellness 14% (10-20%) 18% (13-23%) Significant reduction in
9 Health Centers Program 0 0 stress and burnout
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