
Research Article
Job Satisfaction, Intention to Leave, and Related Factors among
Foreign-Educated Nurses in Japan: A Cross-Sectional Study

Jing Hua ,1 Akiko Kondo ,1 Congcong Wang ,1 and Sambuu Ganchuluun 1,2

1International Nursing Development, Graduate School of Health Care Sciences, Tokyo Medical and Dental University,
1-5-45 Yushima, Bunkyo-ku, Tokyo 113-8519, Japan
2Mongolia-Japan Hospital University of Medical Sciences, Ulaanbaatar, Mongolia

Correspondence should be addressed to Jing Hua; ns190003@tmd.ac.jp

Received 4 April 2023; Revised 11 August 2023; Accepted 20 October 2023; Published 31 October 2023

Academic Editor: Majd T. Mrayyan

Copyright © 2023 Jing Hua et al. Tis is an open access article distributed under the Creative Commons Attribution License,
which permits unrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.

Aims. To examine the association between job satisfaction and the intention to leave and explore the factors associated with job
satisfaction or the intention to leave among foreign-educated nurses in Japan. Design. A cross-sectional design was used, and data
were collected through an online survey of nurses who were born and received their basic nursing education outside of Japan but
are currently working as registered nurses in Japan. Data were analyzed across two phases: the frst explored the related factors
with intention to leave and job satisfaction using bivariate analysis and regression through IBM SPSS; the second examined the
theoretical framework model using a structural equation model through IBM Amos. Results. Data from 180 participants (efective
response rate: 87.4%) were analyzed. Overall, foreign-educated nurses reported moderate job satisfaction level in Japan. Te fnal
model showed good ft indices, indicating that higher workplace discrimination, lower Japanese language satisfaction, and not
receiving orientation were predictors of foreign-educated nurses’ lower job satisfaction. Lower job satisfaction, fewer years of
nursing practice in Japan, single status, and higher language satisfaction predicted a higher intention to leave. Conclusion. Tis
study provides incremental evidence of a negative relationship between job satisfaction and intention to leave among foreign-
educated nurses in Japan.Workplace discrimination was the main predictor of nurses’ job dissatisfaction and indirectly correlated
with their intention to leave, as mediated by job satisfaction. Implications. Our study suggests that managers should provide
a supportive and equal work environment, including implementing policies to reduce workplace discrimination and providing
adequate support programs to enhance foreign-educated nurses’ job satisfaction and reduce their turnover intention.

1. Introduction

With the global nursing shortage set to increase to over 36
million by 2030 [1], recruiting foreign-educated nurses has
become a worldwide phenomenon. Foreign-educated nurses
are those who were born and received nursing education in
their countries of origin and are now working overseas [2].
More than 30% of nurses in Switzerland, Australia, and
Israel are foreign-educated [3]. Japan has a small number of
foreign-educated nurses because of public perception that
the acceptance of migrants may threaten Japan’s hermetic
culture [4]. However, a national Japanese study by Hirano
et al. [5] indicated that >80% of hospital managers were

interested in recruiting foreign-educated nurses. Global
trends also indicate an increasing number of foreign-
educated nurses in these receiving countries [3].

Foreign-educated nurses who want to work in Japan as
registered nurses are required to undertake Japan’s national
nursing examination to obtain a nursing license [6]. In
Japan, there are two main methods of recruiting foreign-
educated nurses. First, the Japanese government began to
attract healthcare workers, including nurses, nurse assis-
tants, and others from Indonesia (2008), the Philippines
(2009), and Vietnam (2014) under the Economic Partner-
ship Agreement (EPA).Te EPA program requires nurses to
attend language and practical training programs in Japan.
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During practical training, they can work as nurse assistants
(candidates) to understand the daily nursing process, laws,
and Japanese medical system. Additionally, Japan has
a history of recruiting foreign-educated nurses from other
countries such as China, Korea, and Mongolia. Unlike
recruiting under the EPA program, training is not required
for these nurses [6].

Studies have shown that migrants face many challenges in
integrating and adapting to the working environments of
receiving countries because of communication barriers, skill
underutilization, and discrimination, all of which can afect
their integration process [7–9]. Among these challenges,
workplace discrimination from colleagues, managers, and
patients has been frequently reported among foreign-educated
nurses [10]. Workplace discrimination refers to unfair terms
and preferences regarding personal characteristics such as
race, sex, religion, and social status that impair the ability of
individuals [11]; it has a serious efect on foreign-educated
nurses’ physical and mental health, making them feel un-
accepted and devalued in the organization and team,
impacting patient safety and reducing their job satisfaction [9].

Job satisfaction is an indicator of hospital performance in
managing multicultural nursing workplaces [12] and is
defned as the degree to which a nurse’s job fulflls their
perceived needs [13]. Numerous factors contribute to
nurses’ job satisfaction, including age, sex, supervisor [14],
job position, and hospital retirement plan [15].Te intention
to leave is linked to nurses’ turnover behavior, which harms
hospital management by infuencing the quality of care [14].
Foreign-educated nurses’ intentions to leave include not
only leaving the organization or profession but also
returning to their countries of origin. Te turnover of
foreign-educated nurses has a negative impact on employers,
especially short-term turnover, which can increase the cost
of human resources in hospitals [16].

Research focused on factors related to foreign-educated
nurses’ job satisfaction or intention to leave has been
conducted worldwide [17–20]. A nationwide study of
1951 foreign-educated nurses in Canada found that the ones
who were young and had fewer years of residence and
nursing practice had higher job satisfaction than their
counterparts [19]. Kim et al. [18] investigated 165 Korean
nurses in the United States (US) and reported that the more
the nurses were satisfed with their organizational com-
mitment and culture, the more satisfed they were with their
job. Alreshidi et al. [17] found that foreign-educated nurses
in Saudi Arabia who were male, with higher education, and
with fewer years of nursing experience (1–4 years) had
higher turnover intentions than their counterparts. Per-
ceived quality of orientation predicted organizational- and
unit-level turnover intentions among 201 Asian nurses
working in the US [20]. However, no studies have in-
vestigated job satisfaction or intention to leave among
foreign-educated nurses in Japan.

Although the relationship between native nurses’ job
satisfaction and the intention to leave has been widely in-
vestigated, to the best of our knowledge, only one study has
investigated the association between foreign-educated
nurses’ job satisfaction and intention to leave [21]. Goh

and Lopez [21] reported that foreign-educated nurses in
Singapore who wanted to leave their jobs had signifcantly
lower job satisfaction than those who did not. Furthermore,
no study has explored the role of job satisfaction as a me-
diator in the associations between factors such as workplace
discrimination, language ability, demographic characteris-
tics, and intention to leave among foreign-educated nurses.

Tere has been no research conducted in Japan to ex-
plore the correlation between job satisfaction and intention
to leave among foreign-educated nurses, nor to identify the
factors directly and indirectly linked to job satisfaction or
intention to leave. By flling these gaps, this study could
provide insights needed to develop a program or strategy for
the adaptation and integration of foreign-educated nurses
into the workplace environment.

2. Framework and Purpose

2.1. Teoretical Framework. Figure 1 shows this study’s
theoretical framework. Te association between the infu-
encing factors and the outcome variable (job satisfaction) was
established based on Herzberg’s two-factor theory [22].
Herzberg’s two-factor theory, developed from Maslow’s fve-
level hierarchy of needs theory, indicates that motivators and
hygiene factors are two groups of elements that infuence job
satisfaction and dissatisfaction. Te motivator directly cor-
responds to Maslow’s highest level of need by asking “What
do foreign-educated nurses want from their job?” Tis in-
cludes achievement, recognition, and advancement. Hygiene
factors relate to Maslow’s lowest needs level surrounding the
job, including salary, physical working conditions, organi-
zational policy and administration, and job security. Work-
place discrimination was chosen as a hygiene factor because it
is an important factor in protecting employees’ job security
[23]. Although the theory was constructed in 1959, it is still
useful in many nursing studies today [24, 25].

Te participant factors revealed foreign-educated nurses’
characteristics based on previous studies, including socio-
demographic characteristics and self-evaluated language
ability. Self-evaluated language ability was chosen because
previous research revealed that the language barrier was the
most difcult for foreign-educated nurses to overcome in
their new working environment [8]. Previous studies have
empirically supported the association between job satis-
faction and the intention to leave [14, 26]. Since the infu-
encing or participant factors that afect foreign-educated
nurses’ job satisfaction and intention to leave may difer, the
path relationship in Figure 1 is shown as a dotted line to
demonstrate the exploratory nature of this study.

2.2. Purposes and Research Questions. Tis study aims to
examine the relationship between job satisfaction and the
intention to leave as well as identify the factors related to job
satisfaction and the intention to leave among foreign-
educated nurses in Japan.

We addressed the following research questions:

(1) What is the level of job satisfaction and intention to
leave among foreign-educated nurses in Japan?
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(2) What factors are related to their job satisfaction and
intention to leave?

(3) Is there a relationship between job satisfaction and
intention to leave?

3. Materials and Methods

3.1. Study Design. A cross-sectional study was conducted in
Japan between June and August 2022. It followed the
Strengthening the Reporting of Observational Studies in
Epidemiology (STROBE) guidelines for reporting observa-
tional studies.

3.2. Participants. Tis study recruited participants who met
the following eligibility criteria: those who (1) were born and
received basic nursing education outside of Japan; (2) had
a Japanese registered nursing license; (3) were working as
a nurse in Japan at the time of investigation; and (4) vol-
unteered to participate in the study. Te questionnaire was
distributed to the participants by (1) e-mail including
a survey link, through two organizations (one of the or-
ganizations actively trains foreign-educated nurses and re-
cruits them; another is an organization for Chinese nurses in
Japan), and (2) SNS messages (WeChat and Facebook) with
a survey link that were sent through snowball sampling.

3.3. Sample Size and Power. Tis study’s sample size was
calculated using G∗ Power. In total, 160 participants were
needed for the correlation study with a power level of 0.90,
a signifcance level of 5%, and an efect size (r) of 0.25. Te
selection of the efect size was based on a prior study which
explored the association between foreign-educated nurses’
job satisfaction and the intention to leave in Singapore [21].

3.4. Data Collection. Data were collected through a self-
reported online Google Forms questionnaire. Te ques-
tionnaire was available in both English and Japanese. To

ensure accuracy, logical fow, readability, and ease of use, the
questionnaire was piloted by members of our research team
(including one nursing research expert and two fully ex-
perienced foreign-educated nurses). It took approximately
10–20minutes to complete the questionnaire.

3.5. Variables and Measurement. Te questionnaire com-
prised 8 sections with a total of 67 items. Items regarding
infuencing factors (hygiene factors and motivators) were
chosen from a previous study that identifed the factors
related to nurses’ job satisfaction according to Herzberg’s
two-factor theory [27] and studies that revealed the factors
related to nurses’ job satisfaction [15, 28]. Participant factors
including sociodemographic characteristics and self-
evaluated language ability were adapted from previous
studies on foreign-educated nurses [18, 29].

3.5.1. Hygiene Factors and Motivators. Hygiene factors in-
cluded orientation for foreign-educated nurses (received or
not), working shift (i.e., day shift, night shift, both, or others),
yearly gross salary, employment contract (i.e., no fxed
contract period, <3 years, ≥3 years but <5 years, ≥5 years, and
do not know the period), and workplace discrimination.
Workplace discrimination was measured using a one-item
question asking participants whether they perceived them-
selves as having experienced discrimination in the workplace
[10]. A 5-point scale was used to rate the discrimination level
(1� rarely or never to 5� very often or continuously), with
higher scores indicating higher discrimination.

Motivators included current position (i.e., staf nurse,
head nurse, deputy director, and others), nursing specialist
course (yes vs. no), and setting (i.e., hospital, institute, clinic,
and others).

3.5.2. Participant Factors. Sociodemographic characteristics
included age, sex, marital status, education level, country of
origin, country of obtaining basic (frst-time) nursing

Job satisfaction Intention to leave

Participant factors:
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Self-evaluated language ability 
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• Achievement
• Recognition 
• Advancement

Herzberg’s two-factor theory
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Figure 1: Teoretical framework.
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education, years of residence and nursing practice in Japan,
Japanese permanent residence (yes vs. no), living situation
(living with someone or not), area of work (in Japan), and
working experience in their country of origin (yes, >2 years;
yes, <2 years; and no).

Self-evaluated language ability included language con-
fdence and language satisfaction. Regarding language
confdence, participants rated their perceptions of how
confdent they were in their current profciency in Japanese
language on a 4-point scale (4� confdent, 3� somewhat
confdent, 2� not very confdent, and 1� unconfdent) [30],
and regarding language satisfaction, the participants
assessed their satisfaction with their current profciency in
Japanese language on a 5-point Likert scale (5� very satisfed
to 1� very dissatisfed) [31].

3.5.3. Job Satisfaction. Te Japanese version of the Muel-
ler–McCloskey Satisfaction Scale (MMSS) was used to mea-
sure job satisfaction [32].TeMMSS consists of 31 items from
8 dimensions: extrinsic rewards, scheduling, family/work
balance, coworkers, interaction, professional opportunities,
praise/recognition, and control/responsibility. Each item was
measured on a 5-point Likert scale, and the total score ranged
from 31 to 155 (a high score indicated a high job satisfaction
level). Te scale has been translated into Japanese, and its
reliability and validity have been examined in Japan [33].
Cronbach’s alpha of the MMSS scale is 0.89 in the original
version and 0.90 in the Japanese version. Te researchers
obtained permission to use this scale from the creator and the
Japanese translator. Cronbach’s alpha for the scale in this study
was 0.94, which also showed good reliability.

3.5.4. Intention to Leave. Based on a previous study, the
intention to leave was measured through three dimensions:
current organization, nursing profession, and Japan [34].
Participants were asked to rate their intention to leave
through the following questions: “Are you considering
leaving (1) your current organization, (2) nursing profession,
or (3) Japan in the coming year?” Te responses were scored
as 1� very unlikely or rare, 2� unlikely, 3� highly likely, or
4� very likely. Te possible score ranged from 3 to 12, with
lower scores representing a lower intention to leave.
Cronbach’s alpha for the scale in the current study was 0.74.

3.6. Data Analysis. Statistics like mean, median, and stan-
dard deviation were used to describe the study variables. Te
normality of the dependent variable (job satisfaction and
intention to leave) was examined using the Shapiro–Wilk
test and skewness and kurtosis distribution (±2). Job sat-
isfaction and intention to leave were not normally distrib-
uted (p< 0.05) in the Shapiro–Wilk test, but the skewness
and kurtosis values of job satisfaction (total and sub) were
within 2 (the normal Q-Q plot was checked). Hence, job
satisfaction was treated as an interval variable. Statistical
analysis comprised two phases: the frst phase was to identify
the factors associated with job satisfaction or the intention to
leave using SPSS, version 27 (IBM Corp.), and the second

phase was to test the theoretical framework model using
structural equation modeling (SEM) through IBM Amos
version 28. Te level of statistical signifcance was set at
p< 0.05.

Bivariate and multiple regression analyses were con-
ducted in the frst phase. An independent t-test or analysis of
variance was conducted to compare job satisfaction difer-
ence among nominal variables (e.g., sex, marital status, and
nationality), whereas the Mann–Whitney U test or Krus-
kal–Wallis test was used to compare the diferences in in-
tention to leave among nominal variables. Furthermore, the
Pearson correlation test was used to examine the association
among job satisfaction, age, years of residence and practice
in Japan, education level, nursing experience in the country
of origin, turnover experience, workplace discrimination,
language confdence, and language satisfaction, whereas
Spearman’s correlation coefcients were used to analyze the
association between ordinal variables of intention to leave
and the same variables. Depending on the number of an-
alyses, Bonferroni correction was used for multiple com-
parisons (e.g., 0.05/3� 0.017).

Variables with a p value <0.25 in the bivariate analysis
were selected as candidates for forward multivariate re-
gression to reduce potential bias and fulfll the regression
model [35]. Linear regression was used to determine factors
related to job satisfaction. Regarding the intention to leave,
the 4-point Likert scale was collapsed into binary categories
of intention to remain (very unlikely or rare and unlikely)
and intention to leave (highly likely and very likely) to
examine the factors related to the intention to leave through
binary logistic regression. Moreover, the three domains were
analyzed separately to better understand foreign-educated
nurses’ intentions to leave. Associations among the added
variables were checked using bivariate analysis to adjust the
model and avoid multicollinearity, as well as the variance
infation factor (VIF) (VIF< 5) in linear regression. In the
bivariate and multivariate analyses, missing values were
deleted for each pair.

Variables that were signifcant (p< 0.05) in the regression
analysis (phrase one) were selected for phase two to verify the
path and synthetic relationship among the theoretical
frameworkmodels through SEM. According to Kline [36], the
SEM case ratio should be>10 :1. After removingmissing data,
167 cases were available to assess the model with 10 pa-
rameters and an acceptable ratio of 17 :1. Te maximum
likelihoodmethodwas used to estimate the covariancematrix,
and the 2000 times bootstrap test was used to test the indirect
efects. Te ft indices used to evaluate the SEM model were
chi-square (χ2, p> 0.05), root mean square error of ap-
proximation (RMSEA< 0.05), standardized root mean
squared residual (SRMR< 0.10), and comparative ft index
(CFI> 0.90) [36]. In the discussion, an online t-test calculator
[37] was used to compare job satisfaction level and intention
to leave with previous studies.

3.7. Ethical Consideration. Te study was approved by the
Institutional Review Board (IRB) of the Institute of Edu-
cation of Tokyo Medical and Dental University (IRB
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number: C2021-013). Te purpose of the study was
explained to the participants at the beginning of the online
questionnaire, and clicking the “Agree, approval to partic-
ipate” button indicated that the participants understood the
aim and consented to participate. Participants were in-
formed that their participation was voluntary and that their
responses would be kept anonymous.

To compensate the participants for their time and efort,
an Amazon gift card (worth $4) was sent to those who
provided their e-mail address after completing the ques-
tionnaire. E-mail addresses for sending the gift card were
collected using a separate Google Form, and participants
were informed about their right to provide their e-mail
address or not.

4. Results

4.1. Participant Characteristics. In total, 206 foreign-
educated nurses responded to the questionnaire. Data from
180 participants (efective response rate: 87.4%) were used for
the analysis because 26 participants did notmeet the inclusion
criteria. Table 1 shows the participants’ demographic char-
acteristics. Participants were Chinese (n� 178), Taiwanese
(n� 1), and Indonesian (n� 1). Most participants were
women (91%) and worked as staf nurses (98%) in Japan. Te
mean age of all participants was 29.6± 3.6 years, and themean
years of residence and nursing practice in Japan were 6.4± 3.3
and 4.5± 2.4 years, respectively. Te average score of job
satisfaction was 94.1± 17.6 (item mean: 3.0), with a wide
range of 31.0 to 145.0, indicating a moderate satisfaction level.
In terms of the intention to leave, the median of intention to
leave the current organization, the nursing profession, and
Japan was 2.0.

4.2. Factors Associated with Job Satisfaction. Table 1 shows
that married nurses reported higher job satisfaction than
single nurses did (t� −2.22, p � 0.028). Foreign-educated
nurses who had received orientation from their current
organization showed higher job satisfaction than those who
had not (t� 2.10, p � 0.037). Night-shift nurses had the
lowest job satisfaction scores (f� 6.45, p< 0.001). Table 2
presents the results of the correlation analyses. Years of
nursing practice in Japan (r� 0.21, p � 0.006), nursing ex-
perience in the country of origin (r� 0.17, p � 0.037), lan-
guage confdence (r� 0.18, p � 0.015), and language
satisfaction (r� 0.24, p � 0.027) were positively correlated
with job satisfaction. Workplace discrimination was nega-
tively correlated with job satisfaction (r� −0.44, p< 0.001).

Language confdence is strongly correlated with lan-
guage satisfaction (r� 0.62, p< 0.001). Terefore, only lan-
guage satisfaction was included in the fnal regression model
because language confdence was not signifcant after con-
trolling for other variables. Te predictors of job satisfaction
in the linear regression analysis (R2 � 0.373) are presented in
Table 3. Workplace discrimination (β� −0.32, p< 0.001) was
a negative predictor of job satisfaction, whereas satisfaction
with Japanese (β� 0.17, p � 0.024) and receiving orientation
(β� 0.16, p � 0.010) were positive predictors of job

satisfaction. Compared to nurses who worked two shifts,
only night-shift nurses had lower job satisfaction (β� −0.22,
p � 0.001), but nurses who worked more fexible hours like
short-time or part-time had higher job satisfaction (β� 0.15,
p � 0.027).

4.3. Factors Associated with the Intention to Leave. Single
nurses had a higher intention to leave compared to married
nurses across three domains (current organization: z� −3.50,
p< 0.001; nursing profession: z� −3.14, p � 0.002; Japan:
z� −3.82, p< 0.001). Nurses with permanent residence in
Japan were less likely to leave their current organization
(z� −2.62, p � 0.009) or Japan (z� −2.73, p � 0.006) than
those without it. Nurses who lived with their families were less
likely to leave the nursing profession (h� 10.93, p � 0.012) or
Japan (h� 13.46, p � 0.004) than those who lived alone or
with friends. Nurses who received the specialist course in
Japan reported a lower intention to leave their current or-
ganization (z� −2.08, p � 0.037) (Table 1). Younger age, fewer
years of nursing practice and residence in Japan, and lower
job satisfaction were related to a higher intention to leave
across all three domains. Furthermore, workplace discrimi-
nation was positively associated with the intention to leave the
current organization (ρ� 0.21, p< 0.01) (Table 4).

According to the Spearman correlation coefcients, age,
years of residence, and nursing practice in Japan were highly
correlated with each other (ρ> 0.70, p< 0.001). Te fnal
model only included years of nursing practice in Japan
because it contributed to a higher variance in the model than
the other two variables. Living with someone was excluded
from the fnal model because it correlated with marital status
(VIF> 5). Table 5 shows the results of the binary logistic
regression analysis. Fewer years of practice in Japan (odds
ratio (OR) [95% confdence interval (CI)]� 0.45 [0.25–0.79],
p � 0.006) and lower job satisfaction (OR [95% CI]� 0.96
[0.94–0.99], p � 0.006) predicted a higher intention to leave
the current organization. Higher satisfaction with Japanese
language (OR [95% CI]� 1.78 [1.18–2.68], p � 0.006) and
single nurses (OR [95% CI]� 0.27 [0.09–0.81], p � 0.020)
showed a higher intention to leave the nursing profession.
Moreover, single nurses were more likely than married
nurses to plan to leave Japan (OR [95% CI]� 0.11
[0.02–0.66], p � 0.016).

4.4. Final Model and Path Relationship among Variables.
Regarding the latent factor of the intention to leave, the
standardized factor loadings were statistically signifcant,
with magnitudes ranging from 0.78 (current organization)
to 0.43 (Japan) (Figure 2). Te fnal SEM model indicated
a satisfactory model ft: chi-square (χ2)� 17.462, degree of
freedom (DF)� 14, p � 0.232; RMSEA� 0.037;
SRMR� 0.0313; and CFI� 0.984. Received orientation
(β� 0.19, p � 0.005), less workplace discrimination
(β� −0.34, p< 0.001), and higher language satisfaction
(β� 0.18, p � 0.009) were directly related to higher job
satisfaction. Fewer years of nursing practice in Japan
(β� −0.25, p � 0.006), single status (β� −0.20, p � 0.027),
and higher satisfaction with Japanese language (β� 0.19,
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p � 0.029) were directly related to a higher intention to leave.
Te model estimated 27.2% and 24.3% variances in job
satisfaction and intention to leave, respectively.

Table 6 reveals the indirect relationship as follows:
through job satisfaction, received orientation (β� −0.05,
p � 0.018), years of practice in Japan (β� −0.05, p � 0.017),
and language satisfaction (β� −0.05, p � 0.031) had a small
negative indirect efect on the intention to leave. Workplace
discrimination had a positive indirect efect on intention to
leave (β� 0.09, p � 0.005).

5. Discussion

Using Herzberg’s two-factor theory as our guiding frame-
work, this is the frst study to use SEM, a more rigorous
analytic technique, to explore the relationship between
foreign-educated nurses’ job satisfaction and the intention to
leave, as well as to identify the factors associated with those
two variables. Te results confrmed that higher workplace
discrimination, lower Japanese language satisfaction, and
not receiving orientation were predictors of foreign-
educated nurses’ lower job satisfaction. Lower job satis-
faction, fewer years of nursing practice in Japan, single
status, and higher language satisfaction predicted higher
intention to leave. Moreover, workplace discrimination and
receiving orientation had signifcant indirect efects on the
intention to leave, with job satisfaction acting as a mediator.

Tis study revealed that foreign-educated nurses had
a moderate level of job satisfaction in Japan, which was
signifcantly higher than that reported in a previous study of
1241 Japanese hospital nurses (3.0 vs. 2.8, t� 3.3, p � 0.001)
[37, 38]. Tis may be explained by the fact that the availability
of stable jobs fulflls foreign-educated nurses’ migrant mo-
tivation, as they can have better economic benefts and social
status than those in their countries of origin [8]. Te job
satisfaction level in this study was lower than that in the study
on 602 foreign-educated nurses (3.0 vs. 3.3, t� 17.9, p< 0.001)
in Saudi Arabia [29, 37], but it was similar to that on
210 foreign-educated nurses (3.0 vs. 2.9, t� 1.3 p � 0.185) in
Ireland [37, 39]. Healthcare systems and workloads vary
across countries, which may cause foreign-educated nurses in
various countries to fulfll their jobs diferently. Tis also
highlights the necessity of investigating foreign-educated
nurses’ job satisfaction in diferent receiving countries.

Te present study’s results showed that foreign-educated
nurses had moderate to high intentions of leaving their
current organization (2.4 vs. 1.8, t� 8.2, p< 0.001) and
nursing profession (1.9 vs. 1.5, t� 6.9, p< 0.001), which was
higher than those shown in a national study of 1261 Japanese
nurses [37, 40].Tis is probably due to the high turnover rate
of foreign workers in Japan. Japanese national reports in-
dicated that foreign turnover rates are twice as high as those
of Japanese workers [41]. Te high intention to leave among
foreign-educated nurses was considered to be due to the
inability to form human relations and adapt to the corporate
culture in Japan [42].

In this study, workplace discrimination was the main
predictor of job dissatisfaction. Tis is consistent with the
results of a Canadian study of 1952 foreign-educated nurses
that found that those who experienced discrimination were
less satisfed with their jobs [19]. Discriminatory treatment
in the workplace is an additional stressor that reduces
foreign-educated nurses’ self-esteem, confdence, and well-
being and causes negative work attitudes [9]. Foreign-
educated nurses who received orientation from their cur-
rent organization showed higher job satisfaction than those
who did not. A similar fnding was reported by a US study,
which showed that Asian nurses who received orientation
with people of similar cultural backgrounds were more
satisfed with their practice environment and had more
organizational commitment than those who did not [43].

Te positive correlation between language satisfaction
and job satisfaction was supported by previous qualitative
studies that identifed language barriers as a crucial
problem infuencing foreign-educated nurses’ job satis-
faction [44]. Foreign-educated nurses reported that they
face challenges in communicating with patients during
nursing care and sought improvement in their language
abilities to provide appropriate care and responses to pa-
tients [44, 45]. However, nurses with higher language
satisfaction were found to have a greater intention to leave
their nursing role. Te lack of career development op-
portunities may explain this fnding. Foreign-educated
nurses have fewer opportunities to apply for manage-
ment positions or professional development than native
nurses [46]. Nurses with good language profciency likely
think there are no opportunities for career development in
nursing and plan to leave their nursing roles.

Table 2: Results of Pearson correlation test for factors associated with job satisfaction.

Variables 1 2 3 4 5 6 7 8 9
(1) Job satisfaction
(2) Age 0.113
(3) Years of residence in Japan# 0.076 0.741∗∗∗
(4) Years of nursing practice in Japan# 0.207∗∗ 0.681∗∗∗ 0.766∗∗∗
(5) Education level 0.082 0.027 −0.001 −0.023
(6) Nursing experience in country of origin 0.165∗ 0.078 −0.045 −0.053 −0.007
(7) Turnover experience −0.021 0.325∗∗ 0.299∗∗ 0.335 −0.05 −0.077
(8) Workplace discrimination −0.440∗∗∗ −0.080 −0.075 −0.128 0.063 −0.094 0.121
(9) Language confdence 0.182∗ 0.111 0.239∗∗ 0.158∗ 0.119 0.041 0.127 −0.170∗
(10) Language satisfaction 0.235∗∗ 0.220∗∗ 0.309∗∗ 0.248∗∗∗ 0.069 0.024 0.188∗ 0.195∗ 0.624∗∗∗
#Missing data with 5 participants (<10% of the total sample), pairwise in the analysis. ∗p< 0.05; ∗∗p< 0.01; ∗∗∗p< 0.001.
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Trough SEM, it was found that years of nursing practice
have a positive correlation with job satisfaction and a neg-
ative correlation with the intention to leave. Time is reported
to be particularly important for foreign-educated nurses’
adaptation and integration processes [28]. During the early
stages of migration, foreign-educated nurses leave their
countries of origin and struggle to adapt to the new work
environment and culture, which might result in low resil-
ience and job dissatisfaction [45]. High intention to leave
during the initial years of nursing practice may also be
explained by the failure to adapt. Hence, specifc support for
foreign-educated nurses to successfully adapt to their new
work environment during their early immigrant years is
required to enhance their job satisfaction and retention.

In this study, married nurses showed a lower intention to
leave than single nurses, similar to a previous study on
Korean nurses in the US [18]. Compared to married nurses,
single nurses experience more life changes that require work
adjustment, such as moving to a place they are interested in,
getting married, and seeking jobs with work-life balance
[47]. Moreover, married nurses with children and fnancial
burdens (e.g., house loans) likely fnd it difcult to make
turnover decisions and want to remain stable [18]. Single
foreign-educated nurses may feel isolated and seek family
support, which prompts them to return to their countries of
origin.

Trough SEM, the intention to leave was regarded as
a latent variable consisting of three domains that each loaded
>0.40, which is acceptable [36]. Foreign-educated nurses
with lower job satisfaction showed a higher intention to
leave, and job satisfaction mediated the relationship between
receiving orientation, workplace discrimination, years of
nursing practice in Japan, language satisfaction, and in-
tention to leave. Tis result is consistent with a previous

study among nurses in general [14], indicating that job
satisfaction plays a key role in preventing nurses’ turnover
intentions. However, according to the results of a logistic
regression analysis, lower job satisfaction predicted only the
intention to leave the current organization and was not
statistically signifcant concerning the intention to leave the
nursing profession or Japan.Tis fnding indicates that other
factors specifcally related to foreign-educated nurses’ in-
tentions to leave the nursing profession or Japan have not
been measured. Further studies should fll this scholarly gap
and contribute to a deeper understanding of turnover
among foreign-educated nurses.

5.1. Implication for Nursing Management. Nurse managers
and policymakers should develop strategies to prevent
workplace discrimination and provide career advancement
opportunities to ensure a positive and equal work envi-
ronment for foreign-educated nurses. Counseling services
should be available for those who face challenges caused by
cultural diferences or workplace discrimination. Moreover,
educational programs such as short-term language training
to familiarize with Japanese nursing documents, long-term
language training to improve communication skills for
cross-cultural nurse-patient interaction, and continuing
education programs to learn about Japanese nursing culture
might help foreign-educated nurses better understand their
roles in the new country.

Since most of the study’s participants were from China,
there are cultural (e.g., Chinese people prefer warm water
while Japanese people prefer ice water to drink) and nursing
care diferences (e.g., bedside daily care in China is mainly
provided by patients’ families or care assistants while Jap-
anese nursing duties include whole patient daily care, such as

Table 3: Predictors of job satisfaction according to linear regression analysis.

Variables B β p R 2 VIF
Workplace discrimination −6.24 −0.32 <0.001 0.189 1.23
Received orientation (ref. did not receive) 6.53 0.17 0.010 0.024 1.13
Language satisfaction 2.54 0.16 0.024 0.034 1.24
Nursing experience in country of origin 2.48 0.09 0.181 0.010 1.17
Years of nursing practice in Japan 3.11 0.14 0.071 0.018 1.38
Having Japanese permanent residence (ref. not having) 1.22 0.02 0.803 0.006 1.57
Married (ref. single) 2.65 0.07 0.598 0.001 4.68
Living with somebody (ref. living alone) 0.014
Living with partner only −2.28 −0.05 0.597 2.32
Living with family (partner, child, and/or parents) −1.86 −0.05 0.748 4.87
Living with friends 10.19 0.11 0.085 1.07

Shift (ref. two shifts) 0.076
Tree shifts 3.38 0.04 0.506 1.10
Day shifts only 3.49 0.08 0.216 1.15
Night shifts only −36.76 −0.22 0.001 1.14
Other (i.e., part-time) 24.13 0.15 0.027 1.06

Employment contract (ref. no fxed contract) 0.002
<3 years −1.64 −0.04 0.628 1.30
≥3 years 0.20 0.00 0.952 1.19
Do not know if there is a fxed contract period −2.00 −0.03 0.622 1.15

Constant 79.28
Linear regression analysis (enter): R2 � 0.373; F� 5.499; Durbin–Watson value� 2.12; ref.: reference; VIF: variance infation factor.
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feeding and bathing) [48]. Adequate job orientation pro-
grams (e.g., how to provide patient daily care) from em-
ployers could assist Chinese-educated nurses in gaining
knowledge and skills to adapt to new work environments,
enhancing their job satisfaction and reduce turnover in
Japan. Providing information comparing Japanese-Chinese
nursing and culture to Japanese employers and nurse
managers would also help them better understand Chinese-
educated nurses, eliminate stereotype-based discrimination
(e.g., Chinese nurses cannot provide patients’ daily care),
and establish adequate support strategies.

Furthermore, managers should develop specifc strate-
gies to monitor and support nurses who are at a higher risk
of turnover and dissatisfaction, such as those who are single
or have less nursing experience. Te possible strategies
considered were (1) supporting experienced nurses with
career development or educational resources; (2) moni-
toring their job satisfaction and turnover intentions over
time; and (3) developing cultural or nursing condition ex-
change activities with native nurses to support their
adaptation.

5.2. Limitations and Further Research Implications. Tis
study has several limitations. Te frst is the use of a cross-
sectional design, which limits the ability to establish causal

relationships. Moreover, the mediation test implies that the
longitudinal model is more appropriate than cross-sectional
data [49]. Tus, further research using a longitudinal study
design is recommended to clarify the mediating role of job
satisfaction among foreign-educated nurses. Second, most
participants (99%) were Chinese; hence, this study’s results
cannot be generalized to nurses of other nationalities.
Further studies should collect data from foreign-educated
nurses of diverse nationalities to address this issue. Tird,
night-shift nurses showed the lowest job satisfaction;
however, data from only two nurses are not sufcient to
draw a clear relationship between shift and job satisfaction.
Further studies with larger sample sizes are warranted. Fi-
nally, nurses with low job satisfaction and high intentions to
leave may have already left and were not included in this
survey. It would be necessary to survey nurses who have
already left, especially those who have left the nursing
profession and Japan.

6. Conclusion

Tis study contributes to the understanding of foreign-
educated nurses’ job satisfaction and intention to leave.
Overall, foreign-educated nurses were moderately satisfed
with their jobs in Japan. Higher job satisfaction was shown
by foreign-educated nurses who perceived less workplace

Job satisfaction

Language satisfaction

Workplace discrimination

Years of practice in Japan

Current organization

Intention
to leave 

Received orientation

Nursing profession

Japan

e5

Shif

Married (ref. single)

Infuencing
Factors 

Participant
Factors 

e4 e1

e3

e2

0.07

0.04

0.02

0.19**

-0.34***

0.12

0.16*

0.02

0.18**

0.19*

-0.20*

-0.25**

-0.28**

0.78***

0.74***

0.43***

0.33***

0.23**

0.23**

-0.17*

0.11

0.01

-0.06
-0.07

-0.12

-0.05

-0.10

0.04

-0.17*

-0.14

0.27***

0.27 0.24

0.61

0.55

0.18

Figure 2: Final model and path relationship (n� 167).

Table 6: Indirect efects of the structural equation modeling result (n� 167).

Structural path β p

Received orientation⟶ job satisfaction⟶ intention to leave −0.053 0.018
Workplace discrimination⟶ job satisfaction⟶ intention to leave 0.093 0.005
Shift⟶ job satisfaction⟶ intention to leave −0.033 0.155
Years of nursing practice in Japan⟶ job satisfaction⟶ intention to leave −0.045 0.017
Married (ref. single)⟶ job satisfaction⟶ intention to leave −0.007 0.741
Language satisfaction⟶ job satisfaction⟶ intention to leave −0.050 0.031
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discrimination, received orientation, and perceived higher
satisfaction with Japanese language.Tey were more likely to
leave if they had lower job satisfaction, higher language
satisfaction, fewer years of nursing practice in Japan, and
were single. Providing a positive work environment by re-
ducing workplace discrimination and providing adequate
orientation as well as language support training and
counseling services might enhance foreign-educated nurses’
job satisfaction and retention.
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