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Abstract

Job satisfaction affects various patient and health care outcomes. It is argued that for
professional workers, like health care providers, job satisfaction and performance
may be positively related. Hence, assessment of job satisfaction among employees in
health organization is important for policy and administrative purposes.

The overall aim of this study was to assess job satisfaction among Health Care
Providers in AL-Nasser children’s Hospital that could help in improving the current
situation for the benefit of the staff and the organization. Descriptive cross sectional
design was used. Subjects of this study were 234 subjects who were the total study
population (all formally employed staff in AL-Nasser children’s Hospital). A self-
administered questionnaire was translated into Arabic language. The response rate
was 87.6%.

Data were analyzed using SPSS. The content validity was validated by experts. The
reliability using Cronbachs’ alpha coefficient was 0.8889. The study explored six
dimensions of satisfaction with a variance of 38.164. The level of overall job
satisfaction among the subjects was 58.9%. The study reveals different level of
satisfaction toward the study dimensions as the highest level of satisfaction was with
professionality and attitudes dimension (74.5%), followed by capacity and promotion
(68.6%), quality of working life (60.5%), hospital culture (54%), work conditions and
benefits package (50%) and workload (49.9%).

Its concluded that age group, profession, monthly income, position, stay period in
current work, working in place of preference, chance to choose the work place,
seeking other work, congruency between personal values and work policies, fairness
or equity and grade showed statistical significance relationships with staff overall Jjob
satisfaction.

Variables such as gender, residency, marital status, previous work, attending
continuous education program, type of employment, family size, years of experience,
total years of education and last certificate, department type and assignment type.
Showed no statistical significant relationship with staff overall job satisfaction.

The results showed that the staff in the managerial positions were more concerned to
people than with work.

The findings of this study provide recommendations and suggestions for the decision-
makers that could improve the level of job satisfaction among staff.
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Chapter (1)
Introduction

Job satisfaction is a pivotal construct in organizational behavior and it is associated
with important outcomes including: job performance (Judge et al, 2001),
organizational citizenship behavior (Lepine et al., 2002). The relationship between job
and life satisfaction has been argued to be reciprocal, and indeed empirical evidence
appears to support this perspective (Judge and Watanabe, 1993).

Job satisfaction remains an important consideration for both employer and employee
and despite numerous investigations, many questions about it remains unanswered
(Cavanagh, 1992).

Every career has the potential for producing satisfaction and dissatisfaction even at
the personal level and much of that assessment is dependent on individual values in
the life (Bebeau et al., 1993). Some employees may be satisfied with certain aspects
of their work and dissatisfied with other aspects (Handy, 1993).

There are several factors in a hospital setting that promote job satisfaction as
recognition of achievement, adequate staffing, appreciation, autonomy, considerate
scheduling, professional growth and supervisory support while there are several
factors that contribute to job dissatisfaction in a hospital setting as excessive
responsibilities, inadequate staffing, poor communication, poor supervision,
inadequate salary, feeling of being treated unfairly, not treated with respect by
supervisors or by workers and finding a situation unpleasant or painful (Butler and
Parsons, 1989).

One of the most popular leadership styles stresses on the concern of management
about work on one hand and about people on the other hand. Firstly, the manager is

concerned with task performance (Concern for work); quality and quantity of work



produced or services performed. Secondly, the manager is concerned with human
resource maintenance (Concern for people); with manager’s focus on individual job
satisfaction, job involvement, commitment, absenteeism and turnover (Schermerhorn,
1991). McNees-Smith (1995b) reported that there was strong statisti‘cally significant
correlation between leadership behavior and staffs’ job perception, productivity and
organizational commitment.

The majority of studies in job satisfaction had been conducted in the developed
countries and had focused on the health professionals. The studies in the developing
countries identified the satisfiers to be associated with safety and social rewards
(Terry et al., 1996). Studies of satisfaction have recently developed in Palestine and
aimed to assess job satisfaction among a particular group as nurses and dentists.
Therefore, this study is considered the first one in Gaza Strip which investigate job
satisfaction among staff who were composed of different health professions and work
together in one health organization. Also, employees’ complains, stress and routine
work activate the researcher to conduct this study which aims to asses job satisfaction
among staff, explore determinants of job satisfaction and identify main features of
management style in AL-Nasser children’s hospital. Furthermore, the study is
concerned with suggesting some recommendations that could help the managers in
order to improve employees’ satisfaction.

Justification of the study

Given the importance of job satisfaction among employees of health care professions
and its impact on health care delivery and quality, the problems associated with low
job satisfaction should be addressed. In Gaza, there exists a paucity of studies that
address job satisfaction among health workers. Such studies are needed for managers,

policy and decision-makers in the Ministry of Health (MOH) to better identify factors



of job satisfaction and dissatisfaction in order to improve and maintain the
productivity, efficiency and quality of the health care system in Gaza and this value is
extremely important because of many issues like, scarcity of resources, high cost of
health services and improper allocation of resources.

The researcher claims that, this study is of the few comparative studies in GS that
mvestigates job satisfaction among different categories of health workers who were
working together in one organization and experiencing the same work conditions and
organizational culture.

The researcher was previously one of the managers who were working in AL-Nasser
Children’s Hospital for long period of time and' he observed many indefinite
complains, criticism, routine work and signs of stress or frustration. This study will be
a chance for the employees to express their feeling and suggestion. These matters
argue the researcher to study this subject.

This study could explore the needs of the employees and the determinants of job
satisfaction among them. Therefore, the results and recommendations of the study
could be guidelines that direct the managers in order to improve the level of job
satisfaction among health care professionals as this will reflect positively on health
care Services.

The results of this study may activate others to conduct more specific and useful
studies that make managers as well as employees more understandable to job

satisfaction and become more familiar with studies.
Purpose of the study

The purpose of this study is to assess job satisfaction among health care providers
(HCPs) at AL-Nasser Children's Hospital. The study explores the main domains of

satisfaction among the participants. It also examines the effect of demographic,
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professional and organizational variables on employees' satisfaction. Also, the study
identifies the common features of management style currently utilized by the
managers in this health Organization. Furthermore, the study might help in identifying
potential barriers or weaknesses and areas in which employees’ neecis Or expectations

are not being met.

Objectives of the study

* To assess the level of overall job satisfaction among HCPs at Al-Nasser
Children's Hospital.

* To determine the relationship between socio-economic variables and level of
satisfaction.

* To determine the relationship between selected organizational characteristics
and level of satisfaction.

* To identify the prominent determinants that affect either positively or
negatively level of job satisfaction.

* To identify the common features of different leadership styles currently utilized
at Al-Nasser Children’s Hospital.

* To provide suggestions for the improvement of staff satisfaction and

management style.

Research questions

1- What is the level of satisfaction among HCPs at Al-Nasser Hospital?

2- What are the main domains of employees’ satisfaction?

3- Are there relationship between the personal variables such as “age, gender,
residency, marital status, family size, level of education and formal monthly

income” and job satisfaction?




4- Are there relationship between organizational variables such as “years of
experience, place of work, position, type of employment, type of profession,
previous work and joining continuous education program" and job satisfaction?

5- Is there a feeling of being treated unfairly "discrimi‘nation" between
professions?

6- Do managers pay adequate concern to work?

7- Do managers pay adequate concern to people?

Feasibility and cost

This study was conducted as a part of the researcher study at the School of Public
Health, AL-Quds University .Agreement and ethical approval were obtained from the
Ministry of Health "Director General, Director General of Hospitals Directorate and
director of AL-Nasser Children's Hospital and his subordinates " that made the
implementation of the study more feasible.

The study is self funded, coordinated and supervised by the School of Public Health.



Chapter (6)

Conclusions and Recommendations

oss sectional descriptive study was conducted to assess job satisfaction among
oyed staff in this governmental health organization and to identify factors
iated with it. Job satisfaction has been extensively studied in various health
ssions in Gaza. However, It is worth to mention that this study is the first one in
which investigate satisfaction among all staff categories who were working in an
1ization.

study findings could help in improving the level of job satisfaction among
oyees in Palestinian health organizations.

0-demographic and professional profile

number of staff who received the questionnaires was 234 participants with 87.6%
nse rate. The majority of respondents were males and married (76.6% & 91.2%
ctively). The mean age was 38.59 years and 38.5% of the participants more than
ars of age.

- of the participants were lived in Gaza province and they constituted 61.5%.
es represented the highest percent of the respondents, which was 43.9%,
icians 20%, paramedical 12.7%, and support services 23.4%. The employees who
Bachelor degree were constituted 40.5%, while who have Diploma 29.8% and
/o have post graduate degrees.

- than half of the respondents have 5-8 dependents for each. The majority gain
al monthly income 2000 NIS and less and they constituted 74.6% and 32.2%
less than 1400 NIS. Managers were constituted 18.5% of the total staff and

/o of them were formally assigned. Most of the participants were working with



ent employment who constituted 84.4%. The majority were working in place
sarence and they constituted 82.4% while, 58.5% were shared concerning the
of work and 53.2% willing to work in other department inside the hospital. The
yees who were working in previous health organizations \‘Nere constituted
29, and the majority of them were working in hospitals «57.3%”. The study reveals
19.5% of the participants were joining continuous education programs in the last
years and 77.1% willing to participate in continuous education programs.
-enteen percent “17%” of the staff has valuable grades (<2) and 41% has less
uable grades (>4). The majority of respondents were seeking other work and they
tituted 59.5%, worth noting that 76.2% of them were seeking other work to
rease their income. Those who didn’t like to leave AL-Nasser children’s Hospital
w0 another organization constituted 70.2% of the total respondents. The employees
who wanted to stay in the current work till to retirement constituted 43.9%, while
20% wanted to stay when its possible for early retirement. Nearly half of the
participants (49.8%) had experience in his profession for less than 10 years while
37.6% had experience in AL-Nasser children’s Hospital for more than 10 years. The
majority of the staff express that they were treated unfairly , recognition and response
between staff members and they constituted 76.1%. The staff who reported unfair
feelings in concern to food services, were constituted 42.4% and 47.8% in concern to
giving vacation and 36.6% in concern to cleansing materials.

Also, 70.2% of the staff reported that there was discriminations between
professionals/ categories in respect to dealing with or treating employees and in
application of rules and regulations.

Slightly more than half «5(.29%” of the staff reported that there was no variation

between their personal values and work policies.
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