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Abstract
Aims: The nursing workforce in Nigeria faces a crisis of job dissatisfaction and turnover, underscoring the need to identify effective management strategies. Transformational leadership (TFL) is a key factor in enhancing nurse job satisfaction. This paper aims to investigate the correlation between transformational leadership and job satisfaction among nurses in teaching hospitals in Ogun State, Nigeria.
Methods: A quantitative cross-sectional design was employed, collecting data from 250 nurses via a structured questionnaire. The instrument included the Multifactor Leadership Questionnaire (MLQ) and a job satisfaction scale. Data were analysed using descriptive statistics, Pearson’s correlation, ANOVA, and multiple regression.
Results: Nurses perceived a moderately high level of transformational leadership and reported a moderate level of job satisfaction. A powerful, positive correlation was found between transformational leadership and job satisfaction. Intellectual stimulation was identified as the strongest unique predictor of job satisfaction. Nurses with two to five years of experience reported significantly lower satisfaction than their more experienced colleagues
Conclusion: Transformational leadership, particularly through intellectual stimulation and individualized support, is a critical determinant of nurse job satisfaction. Hospital management should invest in leadership development programs that focus on these dimensions to improve retention, particularly for early-career nurses.
Keywords: Nursing, Nurses, Transformational leadership, Job satisfaction, Intellectual stimulation.
Introduction 
The healthcare system is comprised of various workforces. Among those nurses are the largest health professionals’ group within the healthcare workforce, and the majority of patients ‘patient-related responsibilities lie under nurse professionals (Gebregziabher et al., 2020) . Nurses have a key role in health care systems, especially in primary health care services, where the nurse, as a member of a health care team, provides single-handed services as well as community-based integrated health care services in a safe, professional, and ethical manner (Gebregziabher et al., 2020). 
In the dynamic landscape of healthcare, nursing plays a pivotal role in shaping patient outcomes and overall health service effectiveness(Alruwaili, 2025; Wilandika et al., 2023; Ystaas et al., 2023; Zenani et al., 2023). As frontline caregivers, nurses work in demanding environments characterized by long hours, emotional exhaustion, and physical demands, making their well-being a paramount concern(Alruwaili, 2025). In this context, leadership, particularly transformational leadership, has emerged as a critical factor influencing nurses’ work experiences and well-being(Alruwaili, 2025; Zenani et al., 2023). 
Various nursing leadership styles have direct or indirect impacts on the nursing profession, nursing professionals, and patient outcomes. Each leadership style has its own unique approach and impact on the nursing field(Gebreheat et al., 2023). Transformational leadership is realized through negotiation and the exchange of ideas and goals between leaders and collaborators. It aims to achieve organizational objectives and foster a culture of growth and development. The motivation of organizational members is fuelled by the recognition of success, tangible rewards, or punishment in case of failure (Notarnicola et al., 2024).
Transformational nurse leaders are known for their ability to inspire, motivate, and cultivate a supportive work environment. They have the potential to significantly impact employee satisfaction, commitment, and productivity by emphasizing vision, communication, and professional capacity-building  (Alruwaili, 2025). In nursing, transformational leadership plays a vital role in shaping job satisfaction and fostering personal mastery among nursing professionals. A comprehensive job description aligned with transformational leadership principles can enhance job satisfaction by providing clarity, autonomy, and opportunities for professional growth (Notarnicola et al., 2024). 
Job satisfaction is considered a feeling that arises when the worker meets their expectations, needs, and challenges. It is conceptualized as an emotional state of pleasure resulting from the congruence of what is expected and what is perceived, which allows you to rate your work as positive, achieving a feeling of well-being. It is a fundamental element in the worker’s life, which largely determines the quality of the health care services. Job satisfaction is related to the worker’s internal and organizational elements, such as working conditions, participation in decisions, relationships with superiors, work, and recognition (Cayllahua Curiñaupa et al., 2025). However, in Nigeria, the nursing work force faces a crisis of job dissatisfaction and turnover, exacerbated by resource constraints, brain drain, etc, underscoring the urgent need to identify effective management strategies. Furthermore, the specific mechanisms through which transformational leadership influences job satisfaction remain underexplored(Alsadaan et al., 2023). Therefore, this study aims to show the relationship between transformational leadership and job satisfaction.
Methods
This study employed a quantitative cross-sectional research design. A quantitative approach is appropriate as it allows for the systematic collection and statistical analysis of numerical data to objectively measure the relationships between the variables (transformational leadership and job satisfaction). The cross-sectional aspect involves collecting data at a single point in time, providing a snapshot of the relationships under investigation.
Sample population
[bookmark: _Toc215042010]The target population comprises all nurses of different levels working in the different units of the selected teaching hospitals in Ogun state. The study included full-time nurses with at least one year of experience in their current hospital. This was done to ensure that they had sufficient exposure to the leadership practices of their current manager. Nursing assistants, student nurses, and nurses on temporary or locum contracts were excluded in the study.
Sampling Technique: 
A multi-stage sampling technique was used, which included purposive sampling to select the three teaching hospitals, and then stratified random sampling was used. The nursing population in each hospital was stratified based on their clinical wards/units (e.g., Medical, Surgical, ICU, Paediatrics, Emergency, Maternity) to ensure representation from all major departments, and then a proportional number of nurses was randomly selected from each stratum (ward) in each hospital. A list of nurses from each ward was obtained from the nursing services department to serve as the sampling frame.
[bookmark: _Toc215042011]Sample Size Determination
The sample size was determined using the Taro Yamane (1967) formula for a finite population. With an estimated total population (N) of 665 nurses across the selected teaching hospitals, with a 95% confidence interval and 5% a margin of error. After the calculation, a sample of 250 nurses was obtained to take part in the study.
Data collection
[bookmark: _Hlk215238556]An adopted and modified Multi-Factor Leadership Questionnaire (MLQ 5X short) and Mueller/McCloskey Satisfaction Scale for measuring job satisfaction were used; section A included demographic and professional data, section B: The Multifactor Leadership Questionnaire (MLQ 5X) short-form to measure transformational leadership. Section C:  Job Satisfaction questions adapted from Mueller/McCloskey Satisfaction Scale. All questions were scored on a five-point Likert scale. 
Ethical considerations
The Institutional Review Board granted Research Ethics Committee approval 1 month before the study. All participants consented before they participated in the study. 
Data analysis
[bookmark: _Hlk215160773]Data was coded, entered, and cleaned using the Statistical Package for the Social Sciences (SPSS) version 26. Descriptive statistics like frequencies, percentages, means, and Standard Deviations were used to analyse the demographic and professional characteristics of the respondents. Inferential statistics were analysed using Pearson Product-Moment Correlation, One-Way Analysis of Variance (Anova), and Multiple Linear Regression to make inferences about the relationships between variables and to test the study's hypotheses.
Results 
 A total of 250 participated in the study, and the sample was predominantly female (64.8%, n=162). The majority of respondents were in the younger to middle-age cohorts, with the largest group being 30-39 years old (44.0%, n=110), followed by those aged 20-29 years (34.0%, n=85). Nurses aged 40 years and above constituted 22.0% of the sample. In terms of professional qualifications, a Bachelor of Nursing Science (BNSc) was the most common credential (34.8%, n=87), followed by the basic Registered Nurse (RN) qualification (24.4%, n=61) and Registered Midwife (RM) (20.0%, n=50). A notable proportion of the sample held postgraduate qualifications, with 12.4% (n=31) holding a Postgraduate Diploma (PGD) and 8.4% (n=21) holding a Master's or PhD. The participants were drawn from a diverse range of hospital departments, ensuring a broad representation of clinical specialties. The highest representations were from Medical/Surgical (22.4%, n=56), Accident & Emergency (19.2%, n=48), and Maternity (14.8%, n=37) units.
Table 1: Sociodemographic and Professional Characteristics of Participants (N=250)
	Variable
	Category
	Frequency
	Percentage

	Gender
	Male
	88
	35.2

	
	Female
	162
	64.8

	Age
	(20-29) years
	85
	34

	
	(30-39) years
	110
	44

	
	(40-49) years
	43
	17.2

	
	50 years and above
	12
	4.8

	Nursing department
	Medical/Surgical
	56
	22.4

	
	Paediatrics
	27
	10.8

	
	Maternity
	37
	14.8

	
	A&E
	48
	19.2

	
	ICU
	24
	9.6

	
	OPD
	25
	10.0

	
	Theatre
	22
	8.8

	
	Others
	11
	4.4

	Nursing Qualifications
	RN
	61
	24.4

	
	RM
	50
	20

	
	BNSc
	87
	34.8

	
	PGD
	31
	12.4

	
	MSc/PhD
	21
	8.4



Regarding professional experience, the largest group of nurses had 6-10 years of overall nursing experience (34.0%, n=85). However, when considering tenure at their current hospital, the largest cohort had spent over 10 years there (36.0%, n=90), indicating a significant level of institutional experience and stability within the sample. A notable finding was that nurses with 2-5 years of overall experience formed the second-largest group (28.0%, n=70), highlighting a substantial mid-career. Conversely, only 10% (n=25) of the sample had been at their current hospital for less than two years.
Table 2 Professional Experience and Tenure of Participants (N=250)
	Nurses work experience
N=250	
	Nurses’ years At the hospital
N=250

	Years 
	Frequency 
	Percentage 
	Years 
	Frequency 
	Percentage 

	<2 years
	33
	13.2
	< 2years
	25
	10

	2-5 years
	70
	28.0
	2-5 years 
	73
	29.2

	6-10 years
	85
	34.0
	6-10 years 
	62
	24.8

	(11-15) years
	49
	19.6
	>10 years
	90
	36.0

	>15 years
	13
	5.2
	
	
	






Overall transformation leadership score.
Overall, nurses perceived their managers to exhibit a moderately high level of transformational leadership, with a total mean score of 3.42 (SD = 1.01) on a scale of 1 to 5. Inspirational Motivation was the highest-rated dimension (Mean = 3.48, SD = 1.06). This was closely followed by Intellectual Stimulation (Mean = 3.42, SD = 1.05) and Individualized Consideration (Mean = 3.41, SD = 1.09). Idealized Influence received the lowest mean score among the dimensions, though it was still moderately high (Mean = 3.39, SD = 0.95). Interpretation of Variability: The standard deviations for all scores are relatively high (all above 0.94). This indicates that there is considerable variation in the nurses' perceptions. In other words, not all nurses view their managers' leadership style the same way; some nurses reported very high levels of transformational leadership, while others reported much lower levels.
Table 3 Descriptive Statistics for Transformational Leadership Dimensions and Specific Behaviours
	Leadership Dimension & Total Score

	
	Mean
	Std. Error
	Std. Deviation

	Total Transformational Leadership Score
	3.4234
	.06401
	1.01215

	Idealised Influence 
	3.3890
	.05988
	.94684

	My manager demonstrates a commitment to high ethical standards.
	3.25
	.075
	1.187

	My manager leads by example.
	3.75
	.075
	1.191

	I trust and respect my manager.
	3.20
	.081
	1.276

	My manager considers my personal needs before their own.
	3.36
	.073
	1.161

	Inspirational Motivation
	3.4790
	.06714
	1.06152

	My manager talks optimistically about the future of our unit.
	3.40
	.072
	1.134

	The manager sets a clear and compelling vision for our team.
	3.33
	.074
	1.168

	The manager expresses confidence that we can achieve our goal.
	3.83
	.074
	1.168

	Team meetings are motivating and boost our enthusiasm.
	3.36
	.071
	1.125

	Intellectual Stimulation
	3.4177
	.06671
	1.05482

	The manager encourages critical thinking and questions existing assumptions.
	3.46
	.069
	1.094

	The manager seeks out my ideas for new and better ways of doing things.
	3.33
	.073
	1.161

	My manager challenges me to be innovative in my patient care approach.
	3.40
	.072
	1.133

	I feel safe suggesting new ideas without fear of criticism.
	3.46
	.070
	1.102

	Individualised Consideration
	3.4070
	.06911
	1.09265

	My manager acts as a mentor or coach to me.
	3.37
	.073
	1.148

	My manager treats me as an individual with unique needs and abilities.
	3.44
	.071
	1.129

	My manager spends time discussing my career goals and development.
	3.37
	.071
	1.123

	My manager listens attentively to my concerns.
	3.45
	.071
	1.116



Results in Table 3 further showed that the manager expresses confidence in the workers (mean = 3.83) and that they lead by example (mean = 3.75). They were then followed by “manager encourages critical thinking” (mean = 3.46), “treats me as an individual with unique needs” (Mean = 3.44), and “listens attentively to my concern” (mean = 3.45). The lowest-rated items were “I trust and respect the manager” (Mean = 3.20), “Leaders showing high ethical standards” (Mean = 3.25), and “The manager sets a clear and compelling goal” (Mean = 3.33).
Level of job satisfaction among nurses in teaching hospitals, Ogun state
In a sample of 250 nurses who participated in the survey results revealed that nurses reported a moderate level of overall job satisfaction, with a mean score of 3.49 (SD = 1.04) on the 5-point scale. Satisfaction with coworkers was the highest-rated aspect, with a mean score of 3.54 (SD = 1.05) whereas satisfaction with communication was slightly lower, but still moderate, level of satisfaction with communication (Mean = 3.45, SD = 1.05). Further analysis revealed that much satisfaction was with nurses being clinically competent and skilled (mean = 3.57), followed by being respected by fellow nurses (mean = 3.56), then relying on coworkers for support (mean = 3.52). Satisfaction had the lowest score, especially with effective communication with other health care teams and with communicating updates and changes to units timely both had a mean of 3.42 
Table 4: Nurses' Overall Satisfaction, Satisfaction with Communication, and Satisfaction with Coworkers in Teaching Hospitals, Ogun State (N=250)
	Variable
	
	Mean
	Std. Error
	Std. Deviation

	Overall Satisfaction
	3.4907
	.06555
	1.03642

	Satisfaction with Communication
	3.4528
	.06628
	1.04797

	Communication between management and staff is good.
	3.48
	.068
	1.080

	Communication between nurses of different shifts is clear and effective.
	3.51
	.067
	1.054

	There are effective channels of communication with physicians and other healthcare team members.
	3.42
	.069
	1.085

	My supervisor communicates their expectations clearly to the team.
	3.43
	.070
	1.103

	Important policy changes and updates are communicated to our units timely and in clear manner.
	3.42
	.070
	1.103

	Satisfaction with Coworkers
	3.5380
	.06662
	1.05333

	There is a strong sense of teamwork and collaboration among nursing staff.
	3.50
	.069
	1.099

	 I feel respected by fellow nurses on my unit.
	3.56
	.066
	1.041

	The nurses I work with are clinically competent and skilled in their duties
	3.57
	.068
	1.082

	  I can rely on coworkers for support during busy or difficult shifts.
	3.52
	.069
	1.095







Relationship between transformational leadership and nurses' job satisfaction.
 The analysis yielded a Pearson correlation coefficient of r = .937, and the significance (P=.001), meaning there is a positive, strong, and significant relationship between transformational leadership and nurses' job satisfaction. Therefore, as the transformational leadership improves, job satisfaction also improves and vice versa.
Table 5 Pearson Correlation between Transformational Leadership and Job Satisfaction
	Variable
	Correlations
	

	Overall transformational leadership
	Pearson Correlation 
Coefficient r
	1
	.937**

	
	Sig. (2-tailed)
(P-value)
	
	.001

	
	N
	250
	250

	Overall job satisfaction
	Pearson Correlation coefficient r
	.937**
	1

	
	Sig. (2-tailed)
(P-value)
	.001
	

	
	N
	250
	250



Relationship of demographic variables (nurses' years of experience) on nurses' job satisfaction.
[bookmark: _Hlk214542538][bookmark: _Hlk214541945]Nurses with 2-5 years of experience reported significantly lower job satisfaction than the three other more experienced groups: 6-10 years (mean difference = -0.52577, P=.01), 11-15 years (mean difference = -0.59932, P= .012), >15 years (mean difference = -1.31954, P=.001). The results reported the highest level of job satisfaction among nurses >15 years. Their satisfaction was significantly higher than the (2–5) year group, as noted above. Nurses with <2 years of experience did not have satisfaction levels significantly different from any other group; P-values were >0.05 with all other groups, i.e., (2-5) years, P= .186, (6-10) years, P=.998, (11-15) years, P=.972, and >15 years, P=.066. The (6-10) year and (11–15) year groups were not significantly different from each other both with a P=.994. The >15 years group was not significantly different from the (6-10) year and (11-15) year groups, though the difference with the (6-10) year group approached significance (P= .060) 




Table 6: Post Hoc Comparisons of Job Satisfaction by Years of Nursing Experience (Tukey HSD)	
	(I) Nurses’ years of experience
	(J) years of experience

	Mean Difference (I-J)
	Std. Error
	Sig.
	95% Confidence Interval

	
	
	
	
	
	Lower Bound
	Upper Bound

	<2yrs
	2-5 yrs
		.46017
	.20988
	.186
	-.1166
	1.0370

	
	6-10 yrs
	-.06560
	.20386
	.998
	-.6258
	.4946

	
	11-15 yrs
	-.13915
	.22382
	.972
	-.7543
	.4760

	
	>15 yrs
	-.85936
	.32546
	.066
	-1.7538
	.0351

	2-5 yrs
	<2yrs
	-.46017
	.20988
	.186
	-1.0370
	.1166

	
	6-10 yrs
	-.52577*
	.16042
	.010
	-.9666
	-.0849

	
	11-15 yrs
	-.59932*
	.18513
	.012
	-1.1081
	-.0905

	
	>15 yrs
	-1.31954*
	.30017
	.000
	-2.1445
	-.4946

	6-10 yrs
	<2yrs
	.06560
	.20386
	.998
	-.4946
	.6258

	
	2-5 yrs
	.52577*
	.16042
	.010
	.0849
	.9666

	
	11-15 yrs
	-.07355
	.17828
	.994
	-.5635
	.4164

	
	>15 yrs
	-.79377
	.29599
	.060
	-1.6072
	.0197

	11-15 yrs
	<2yrs
	.13915
	.22382
	.972
	-.4760
	.7543

	
	2-5 yrs
	.59932*
	.18513
	.012
	.0905
	1.1081

	
	6-10 yrs
	.07355
	.17828
	.994
	-.4164
	.5635

	
	>15 yrs
	-.72022
	.31008
	.141
	-1.5724
	.1319

	>15 yrs
	<2yrs
	.85936
	.32546
	.066
	-.0351
	1.7538

	
	2-5 yrs
	1.31954*
	.30017
	.001
	.4946
	2.1445

	
	6-10 yrs
	.79377
	.29599
	.060
	-.0197
	1.6072

	
	11-15 yrs
	.72022
	.31008
	.141
	-.1319
	1.5724

	*. The mean difference is significant at the 0.05 level.




Predictors of job satisfaction among the four dimensions of transformational leadership.
A multiple linear regression was conducted to determine the unique predictive power of each leadership dimension (idealised influence, inspiration motivation, intellectual stimulation, individualised consideration) on job satisfaction. Results showed Intellectual Stimulation to be the strongest predictor of job satisfaction with a standardized Beta (β) = .378 and significance P = .001, followed by Individualised Consideration with a standardized Beta (β) of 0.271 and significance P = .02. Third position was Inspirational Motivation with a standardized Beta (β) = .208, significance P =.029. Idealised Influence was not a significant predictor with the least standardized Beta (β) of 0.101 and P=.079 (P=.05).
Table 7: Multiple Regression of Leadership Dimensions Predicting Job Satisfaction
	Leadership transformation dimensions
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	Beta
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	
	Idealised influence
	.111
	.063
	.101
	1.762
	.079
	-.013
	.234

	
	Inspiration motivation
	.203
	.092
	.208
	2.199
	.029
	.021
	.385

	
	Intellectual stimulation
	.371
	.090
	.378
	4.105
	.001
	.193
	.549

	
	Individualized consideration
	.257
	.083
	.271
	3.094
	.002
	.093
	.421

	a. Dependent Variable: total satisfaction



[bookmark: _Toc215042022] DISCUSSION OF FINDINGS
Perceived leadership styles of nurse managers.
The findings indicate that nurses, on average, perceive their managers to exhibit a high level of transformational leadership (Overall Mean = 3.42/4.00). These results are in agreement with a study done by Nurmeksela et al. (2025), who assessed the impact of nurse managers’ transformational leadership on nurses' work engagement. His results revealed that their managers’ transformational leadership was high, with a mean score of 3.15 (SD 0.99). Furthermore, Jankelová & Joniaková (2021a) also had similar findings in their study, where transformational leadership received the highest rating with a mean of 3.95 and SD of 0.54.
Transformational leaders promote work engagement by creating a supportive working environment, facilitating staff communications, providing professional development opportunities, and ensuring the availability of sufficient resources. These mechanisms explain how transformational leadership influences motivation and engagement, emphasizing the role of leader behaviours in shaping workplace dynamics and employee experiences (Abu-Qutaish et al., 2025). 
Abu-Qutaish et al. (2025) explain further that adopting transformational leadership strategies cultivates a supportive and productive working atmosphere, which fosters optimal staff performance and a positive work attitude, leading to higher motivation levels. Additionally, this strategy provides individualized consideration and intellectual stimulation, which enhance employee comfort, sense of excitement, and cognitive investment when performing tasks, leading to higher levels of engagement. 
The transformational leader can understand the current needs of the followers and create motivation within them. Leaders who demonstrate transformational leadership in the workplace have greater potential for creating environments that support professional nursing practice that promote high-quality patient care (Othman & Khrais, 2022)
However, findings from Albagawi (2019) in his study, Leadership Styles of Nurse Managers and Job Satisfaction of Staff Nurses, he revealed that nurse managers, as perceived by the staff nurses, were often displaying transformational leadership (M = 2.88).
Among the dimensions, Inspirational Motivation (M=3.48) was rated highest, suggesting that nurse managers are relatively effective at articulating a positive vision and expressing confidence in their teams. This is a positive finding, as a compelling vision can help foster resilience in challenging work environments (Cummings et al., 2021). These findings are slightly different from the study conducted by Al-Thawabiya et al. (2023) where Intellectual stimulation was the most prevalent of the transformational leadership style skills (Mean of 4.26) among nurse leaders, followed by Individual consideration with a mean of 3.91, and then 3.87 inspirational motivation. The only similarity in both studies is with idealized influence, with a mean of 3.75 was the least prevalent of the four leadership style skills among the population of the study.
A detailed analysis reveals critical areas for improvement. The lowest-rated items were "I trust and respect my manager" (M=3.20. When the employees of a system trust their managers, they listen to their orders more willingly and pay more attention to the implementation of their activities to achieve the goals of the organization (Hadi-Moghaddam et al., 2021). Managers and leaders can develop an atmosphere of trust in the organization by showing honesty and truthfulness and encouraging employees to do so, as well as the competencies and capabilities of leaders and managers, and their belief in the importance of competence in doing things to increase and improve the level of trust in staff and organization(Hadi-Moghaddam et al., 2021). Adherence and fulfillment of managers and leaders to their commitments and promises will enable them to enjoy the necessary credibility in the organization and gain the trust of employees. In addition, transparency in the daily affairs of the organization, the behaviour of managers, as well as the expression of goals and programs of the organization to employees, strengthens the atmosphere of trust in the organization (Hadi-Moghaddam et al., 2021). C Efobi (2022) encourages leaders to utilize morals, values, and respect while leading because leadership can only be built on virtue and ethics. C Efobi (2022) insists that “values-dependent leadership” can influence workers’ attitudes and behaviours.  The nursing leaders can foster an environment where the staff’s dispositional humility grows, and their own character flourishes. This implies that the nurses are willing to learn from others, do not flaunt their status or accomplishments excessively, express gratitude to others, and can apologise for missteps (Flores et al., 2023).
The second lowest under idealised influence was "My manager demonstrates a commitment to high ethical standards" (M=3.25). this could be the reason why the level of trust and respect is scored lowest. Huang et al. (2021) says ethical leaders are considered trustworthy. They create a trusting and healthy environment wherein nurses trust others and feel psychologically healthy.  
Job satisfaction among nurses.
The study revealed a moderate level of overall job satisfaction (M=3.49/5.00). This finding aligns with other studies in similar contexts, where systemic challenges like workload and resource constraints often cap satisfaction levels despite other positive factors (Oyetunde & Oluwafemi, 2020).
A key insight from this objective is that nurses reported the highest satisfaction with their coworkers (M=3.54), citing high levels of respect, clinical competence, and reliable support. This is also in agreement with a study done by Quesado et al. (2022) whose analysis showed the descriptive statistics of group satisfaction with the highest mean, 5.00 ± 1.13, was relationships between work team members. This strong peer support network is a crucial buffer against workplace stress.
Dijkshoorn-Albrecht et al. (2024) in his integrative review on the Impact of Coworker Support on Nurses' Job Motivation found that nurses feel more positive emotions and feel more competent to perform their job, and also social support from coworkers had a protective effect on psychological distress among nurses. This, in turn, had a positive impact on the nurses’ job satisfaction (Dijkshoorn-Albrecht et al., 2024).
In a study done by Hanafin, S., et-al. (2022) found out moderate-to-high levels of satisfaction with co-worker relationships. 74% would describe their coworkers as great people to work with, 75% said their co-workers make them come to work, and 82% were happy to work with their co-workers. Only one in ten nurses (11.1%) indicated that they would not describe their co-workers as great people to work with. This signifies that the biggest percentage of coworkers contribute to job satisfaction.
In contrast, satisfaction with communication (M=3.45) was lower, particularly regarding timely updates from management and communication with other healthcare teams. This is in agreement with Roos (2015), whose results indicated poor personal feedback between nurse managers (operational managers) and professional nurses, as well as dissatisfaction among nurse managers and professional nurses with regard to informal communication channels. In the study conducted by Jankelová & Joniaková (2021)The results showed that the job satisfaction of nurses is most significantly affected by the communication skills of their superiors. They add that communication is an essential element of care at every level of nursing practice, and its ineffectiveness between healthcare team staff can lead to damage of the quality of care.
It is, therefore, important that nurse managers create an environment that promotes good communication and helps nurses to develop their communication skills formally and informally. This will help to develop relationships between nurses, relationships within and between health professions, in order to secure and seamlessly exchange information, engage employees, and support teamwork (Jankelová & Joniaková, 2021b) .
Effective communication as a management tool is essential for sharing critical information and creating a work climate. This leads to more efficient care processes at the level of the health microsystem. This suggests that while the immediate peer environment is supportive, organizational communication systems are a source of frustration.
Relationship between transformational leadership and nurses' job satisfaction.
This objective was met with a highly significant finding: a very strong, positive correlation (r = .937, P= .001) was found between transformational leadership and job satisfaction. Gebreheat (2023) conducted an integrative study that is in agreement with the results of these findings, where 16 articles reported a positive influence of transformational leadership on the job satisfaction of hospital nurses. Furthermore, in three studies, nurses who were working under managers demonstrating transformational leadership showed more job satisfaction and intent to stay at work (Alshahrani & Baig, 2016; Boamah et al., 2018; Morsiani et al., 2017; Negussie & Demissie, 2013). 
Relatedly, it has also been reported that a transformational leadership style can enhance job satisfaction and overall organizational commitment of nurses (Othman & Khrais, 2022)s . Besides the positive impact that a transformational leadership style had on nurses’ job satisfaction, it also contributed to minimizing the adverse outcomes of patients (Asif et al., 2019).
The strength of this correlation is remarkable. It indicates that the leadership style of the immediate manager is overwhelmingly linked to how nurses feel about their jobs. This finding is consistent with global research, including a meta-analysis by Lorber et al. (2016), which confirmed that leadership is one of the most consistent predictors of nurse job satisfaction. It implies that investments in developing transformational nurse leaders are likely to yield substantial improvements in workforce morale.
The influence of demographic variables (years of experience) on nurses' job satisfaction.
The most critical finding here pertains to nurses with 2-5 years of experience. This group was significantly less satisfied than those with 6-10 years, 11-15 years, and over 15 years of experience. This period appears to be a critical transition shock phase (Zhu et al., 2023), where nurses have moved beyond the initial novice stage but may feel overwhelmed by increasing responsibilities without yet having the advanced coping skills, autonomy, or career stability of their more senior colleagues. It is a disturbing or discordant experience at the initial stage of role adaptation caused by the significant difference between theoretical and practical expectations, and reality makes them a high-risk group for burnout and turnover, highlighting a crucial target for retention strategies, such as enhanced mentorship programs and career development support(Zhu et al., 2023). If not adequately supported, nurses may be trapped in constant self-doubt and fear at this stage. Studies have shown that transition shock exists not only in newly graduated nurses but also in junior nurses with ≤5 years of service (Z. Wenxia et. al, 2022). 
In contrast, nurses with 6+ years of experience have typically navigated this crisis. They have developed mastery, resilience, and effective coping mechanisms. They often have greater autonomy, more control over their schedules (e.g., through seniority), and find new satisfaction in mentoring others and contributing to their units in leadership or educational capacities (Kurnat-Thoma et al., 2017). Their professional identity is solidified, providing a buffer against the daily stressors.
Predictors of job satisfaction among the dimensions of transformational leadership.
Intellectual Stimulation (β = .378, P=.001) was the strongest predictor of job satisfaction. Nurses are most satisfied when their managers challenge them to think critically, innovate, and seek new solutions. This empowers them and acknowledges their professional expertise, fulfilling intrinsic motivational needs. Alzahrani & Hasan (2019) states that leaders who demonstrate this attribute of intellectual stimulation encourage creativity among their followers and involve them in critical decision-making and problem-solving processes.
Similarly, the satisfaction of staff nurses with their job could be attributed to the feeling of participation in making not only patient-related decisions but also contributing to the running of the organisation. Intellectual stimulation could also result in innovation through psychological empowerment, intrinsic motivation, and knowledge sharing (Alzahrani & Hasan, 2019).
Individualized Consideration (β = .271, P= .002) was the second strongest predictor. This underscores the importance of managers acting as mentors and coaches who show genuine care for their staff's personal and professional development. When nurses feel seen and heard as individuals, their emotional exhaustion decreases, and their sense of personal accomplishment increases, which are direct components of job satisfaction (Boamah et al., 2018). Labrague et al. (2020) found that transformational leadership practices, including individualised consideration, were negatively correlated with job stress and positively correlated with job satisfaction. The researchers noted that leaders who show empathy and concern for their staff's well-being create a "supportive work environment" that is critical for satisfaction.
Inspirational Motivation (β = .208, p = .029), a significant, but weaker, predictor. Leaders who demonstrate this characteristic develop vision and values team spirit as well as individual autonomy that promote job satisfaction. Nurses will, therefore, easily understand the goals of their organisations, making it easier for them to implement the required processes. Moreover, inspirational leaders encourage their followers to observe moral values in their work, which comes with increased responsibility and subsequent job satisfaction (Alzahrani & Hasan, 2019)
 Idealized Influence was not a significant predictor. This involves active behaviours of empowering and supporting staff that most directly drive job satisfaction. Alzahrani & Hasan (2019) found out similar findings in their systematic review study; there was an insignificant relationship between this attribute and job satisfaction. A probable explanation for this relationship is that a demonstration of too much charisma could derail rather than increase the confidence of the followers to make well-informed decisions and take action. Magasi (2021) says that leaders who are not good role models produce dissatisfied and uncommitted employees, who consequently perform poorly. Also, some respondents argued that people who have a low degree of proactive personality hardly achieve positive transformation and work outcomes since they lack forward-thinking, confidence, and motivating others. This finding is pivotal for leadership training. It suggests that to maximize job satisfaction, programs should move beyond generic leadership principles and focus intensely on developing specific skills in fostering innovation, critical thinking, and personalized mentorship.

CONCLUSION
This study establishes transformational leadership as a crucial determinant of nurse job satisfaction in Ogun State's teaching hospitals. Key findings demonstrate that nurse managers' leadership styles significantly impact satisfaction levels, with intellectual stimulation and individualized consideration being particularly influential. The research identifies early-career nurses (2-5 years of experience) as especially vulnerable to dissatisfaction, highlighting the need for targeted support interventions during this critical professional phase.
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