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ABSTRACT 

Background and Objectives: Job satisfaction is considered one of the most significant 

determinants of the efficacy and efficiency of business organizations. It is one of the most 

challenging aspects of managing employees that managers face. Numerous studies have indicated 

that job satisfaction has an increasingly large effect on the motivation of employees, while the 

level of motivation has an effect on productivity and, hence, the performance of business 

organizations. Considering the multiple negative effects of job dissatisfaction, such as lack of 

loyalty, increased absenteeism, and an increase in the number of accidents, the importance of job 

satisfaction becomes more apparent. Further, effective organizations are those that perform 

periodic satisfaction and performance measurement assessments to monitor the degree of job 

satisfaction among their employees and to decide the required remedial actions. Accordingly, the 

objective of this study is to assess the level of job satisfaction among employees working at Sultan 

Bin Abdulaziz Humanitarian City (SBAHC) and to determine the sociodemographic factors 

influencing job satisfaction. 

Methods: A cross-sectional study was conducted between August 2022 and September 2022 to 

investigate the sociodemographic factors influencing job satisfaction among 300 randomly 

selected employees working at SBAHC. A validated, well-structured questionnaire was utilized to 

collect information on the participants' sociodemographic characteristics, while Spector's Job 

Satisfaction Survey (JSS) was used to obtain information about job satisfaction. A unique serial 

number was provided to each participant to ensure the confidentiality of the data and limit the 

probability of bias. The data was analyzed using version 23 of the SPSS software package. The T-

test was applied to continuous data while the chi-square test was utilized for categorical data. The 

Cronbach Alpha was calculated to determine the questionnaires' internal reliability. A P-value 

<0.05 was considered statistically significant. 

Results: Out of 296 participants, 61.82% were females, 38.18% were males, and the majority of 

the participants (n = 121, 40.88%) were between the ages of 31 and 40. More than half of the 

participants (55.41%) were non-Saudi; 53.04% were married; 37.84% had children; 34.46% were 

therapists; 77.36% had a bachelor’s degree; and 86.15% had more than three years of work 
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experience. Sociodemographic characteristics have an impact on a participant’s job satisfaction 

level. Age, nationality, place of residence, profession, and years of working at SBAHC were found 

to have a significant impact on job satisfaction (P 0.0001). Overall, most participants showed 

neutral satisfaction with their work (47.30%), 33.78% were satisfied with their job, and 18.24% 

had a low satisfaction level. 

Conclusion: Job satisfaction is crucial and regarded as an essential parameter that affects 

employee motivation, productivity, and performance. There are various factors related to job 

satisfaction, including sociodemographic characteristics (age, gender, length of employment, and 

the nature of the work itself). The findings of this study revealed a significant correlation between 

sociodemographic characteristics and job satisfaction. Recommendations include the need to 

involve key stakeholders effectively in the design, implementation, and evaluation of professional 

development programs for SBAHC members to strengthen and retain personnel and ensure that 

they have a high level of job satisfaction, which enhances their motivation, productivity, and 

performance. 

Keywords: Job Satisfaction, Performance, Sociodemographic Data 
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INTRODUCTION  

Many organizations struggle to achieve their goals and objectives while remaining strong 

competitors in today's increasingly competitive market. Consequently, every organization aims 

toward high levels of daily performance, productivity, and efficacy. To achieve these objectives 

efficiently, organizations constantly set several goals and objectives, identify the internal human 

factor as a primary source of progress, and attempt to recruit and retain a highly qualified and 

motivated workforce to ensure that no obstacles are placed in the way of employees willingly 

achieving stated and/or emerging organizational goals. Today, the workforce is the most essential 

organizational success factor. Therefore, organizations devote a great deal of time and effort to 

determining the level of employee satisfaction to increase their performance and achieve the 

organization's overall objectives. Successful organizations are those that conduct periodic 

satisfaction and performance measurement assessments to monitor the degree of job satisfaction 

among their employees and decide the required remedial actions.  

Background and Significance of the Study  

Job satisfaction is regarded as a key indicator of the efficacy and efficiency of business 

organizations. It is one of the most challenging aspects of managing employees that managers face. 

Organizations and management are concerned with the well-being of their employees and are 

focusing on gaining an awareness of their demands, needs, personal objectives, and desires. 

Numerous studies have indicated that job satisfaction has an increasingly large effect on the 

motivation of employees, while the level of motivation influences productivity and, hence, the 

performance of business organizations. Unfortunately, in our region, neither academics nor 

managers of various business organizations have paid sufficient attention to job satisfaction. 

Considering the multiple negative impacts of job dissatisfaction, such as loss of loyalty, increased 

absenteeism, and an increase in the number of accidents, the importance of job satisfaction 

becomes particularly apparent. This study contributes to the field by assessing the level of job 

satisfaction as well as determining the sociodemographic factors influencing job satisfaction using 

a representative sample of employees working at SBAHC, Riyadh, Saudi Arabia. To get a 

comprehensive understanding of the study and to evaluate the work of past scholars in the same 

field, several secondary data collection sources were investigated. 
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Statement of the Problem  

Job satisfaction has been a prominent research topic for all organizations and businesses in recent 

years. According to previous studies, there is an association between job satisfaction and employee 

performance, absenteeism, and turnover. Employees who are satisfied tend to work harder than 

those who are not. Moreover, job satisfaction provides an organization with insight into how its 

employees view their work. When the degree of employee job satisfaction is low, it can lead to 

significant absenteeism, as dissatisfied employees will seek out excuses not to work or, in the worst 

case, look for other employment. The purpose of this study was to assess the level of job 

satisfaction among SBAHC employees and the sociodemographic factors that influence job 

satisfaction. Therefore, offering chances and feedback that stimulate the growth and development 

of individuals' talents is crucial for employee engagement and satisfaction.  

Research Questions 

• What is the level of job satisfaction among employees working at Sultan Bin Abdulaziz 

Humanitarian City? 

• What are the sociodemographic factors influencing job satisfaction among employees 

working at Sultan Bin Abdulaziz Humanitarian City? 
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LITERATURE REVIEW 

Job Satisfaction in Literature  

Job satisfaction has been the focus of management research since it has a major impact on 

employee job performance and other performance measures for managers, including customer 

satisfaction, customer loyalty, and perceived service quality. According to Alromaihi et al. (2017), 

understanding job satisfaction is critical for management to improve organizational performance. 

At a period when job satisfaction research was in its early stages, Robert Hoppock made a 

significant contribution to the definition of job satisfaction and provided crucial professional 

advice. Hoppock (as cited in Alromaihi et al., 2017), was one of the first to bring the concept of 

job satisfaction to light. He defined job satisfaction as "any combination of psychological, 

physiological, and environmental circumstances that causes a person to truthfully say I am satisfied 

with my job." 

Looking back at the literature, Borman et al. (1976) defined job satisfaction as a pleasant or 

positive emotional state arising from the evaluation of one's job and job experiences. While 

Saiyadain (2009) described job satisfaction as the "end state of feeling," feelings may be positive 

or negative, depending on whether or not needs are met. Robbins and Judge (2013) defined job 

satisfaction as a pleasant feeling about a job that results from assessing and evaluating its 

characteristics. The author noted that those people with positive feelings about their job have a 

high level of job satisfaction, whilst those with negative feelings hold a low level of job satisfaction 

(Robbins & Judge, 2013). Armstrong and Taylor (2014) defined job satisfaction as the attitudes 

and emotions that individuals have toward their job. The authors said that a person's attitude toward 

his job determines whether he is satisfied or unsatisfied; if he feels and thinks positively about his 

job, he is satisfied, and vice versa. 

The Importance of Job Satisfaction  

Job satisfaction is crucially significant since it has several great organizational consequences as 

well as important positive outcomes for individual employees. According to Obiekwe and 

Obibhunun (2019), job satisfaction generates strong morale, increases an employee's commitment 

to an organization, and increases the intensity of an employee's motivation as well as the quality 
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of their work and their level of productivity. A satisfied employee will want to remain in his 

position and offer his employer his best effort, but a dissatisfied employee will always be on the 

lookout for another job, will leave the organization at the earliest possible moment, and will spread 

his dissatisfaction directly or indirectly to the rest of the employees. This can result in a significant 

drop in morale and productivity throughout the entire staff. Hence, a dissatisfied and unmotivated 

employee poses a significant threat to the health of any organization. 

According to Obiekwe and Obibhunun (2019), satisfied employees are more enthusiastic and 

willing to apply new knowledge and innovation to their job performance, which aids organizations 

in gaining competitive advantages in the marketplace. Job satisfaction is also an effective method 

for recruiting exceptional employees. This is because employees who are satisfied with all aspects 

of their jobs will strive to attract people they know who possess the essential skills and abilities to 

benefit the organization. Furthermore, when current employees speak favorably and positively 

about their organization, potential employees view the organization as a desirable destination. This 

facilitates the recruitment of skilled and experienced employees. 

Additionally, job satisfaction fosters positive employee attitudes that are related to lower rates of 

employee turnover and absenteeism. Thus, according to Bass (1965), job satisfaction could have 

a major impact on an organization's profits. This is because lower employee turnover reduces 

recruitment and training expenses. More importantly, according to Randeree and Chaudhry (2012), 

job satisfaction generates loyalty, self-confidence, and high dedication to the organization, as well 

as increases in productivity, the elimination of organizational deviant behaviors, and reductions in 

absenteeism and turnover intention. Thus, job satisfaction enhances employee motivation and 

commitment to the organization. 

Factors Influencing Job Satisfaction 

Job satisfaction is influenced by several factors. According to Kuzey (2018), job satisfaction is 

associated with both individual and organizational characteristics. Kavanaugh et al. (2006) 

investigated the relationship between job satisfaction and demographic factors, such as previous 

work experience. It has been established that professional experience has a major impact on job 

satisfaction. The same study revealed that age, education, and race had little effect on job 
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satisfaction. In addition, gender, functional grouping, and hospital tenure did not significantly 

influence job satisfaction. 

The work environment is another factor that significantly influences job satisfaction. 

Organizational culture has a positive impact on job satisfaction, and the relationship between 

organizational culture and the work environment is significant. Gifford et al. (2002) demonstrated 

that organizational culture is a significant factor that influences the work environment. A 

constructive organizational culture may contribute to the development of job satisfaction and the 

establishment of a positive working environment in an organization where employees interact 

positively and achieve both personal and organizational goals. 

Interpersonal relationships between employees were considered by several researchers. Kuzey 

(2018) found that human interactions are the best determinants of job satisfaction and that 

professional relationships in the workplace strongly predict job satisfaction. Similarly, Dunn et al. 

(2005) determined that relationships between healthcare staff members are the primary factor in 

fostering job satisfaction, hence contributing to the delivery of high-quality patient care. As a 

consequence of this study, Kuzey (2018) concluded that a positive rapport and collaboration 

between healthcare teams are vital for job satisfaction. 

According to several studies, a helpful learning and working environment is the most important 

aspect of job satisfaction, particularly in the profession of nursing. A growing number of patients 

with chronic conditions and an aging population are among the variables negatively impacting 

work environments and resulting in dissatisfied employees. Richer et al. (2009) offered 

"appreciative inquiry" as a means of bringing about radical changes to enhance the working 

environment and prevent recurrent employee dissatisfaction. According to Kuzey (2018), a helpful 

learning environment is a crucial element of human resource development, and the necessity for 

the development of individual workers through educational enhancements is recognized. 

Effects of Job Satisfaction 

Job satisfaction influences several aspects of organizational operations, including employee 

performance, loyalty, and absenteeism, in numerous ways. Various studies have examined the 

relationship between job satisfaction and employee performance. According to Aziri (2011), the 
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majority of respondents indicated that job satisfaction has an impact on employee performance 

since job satisfaction has a significant impact on employee motivation, and the level of motivation 

has an impact on productivity and therefore performance. Furthermore, Kappagoda (2012) agreed 

that both psychological and physical rewards have a substantial impact on job satisfaction. The 

author believed that employees should be rewarded and incentivized to achieve job satisfaction, 

which would ultimately have a significant positive effect on the employees' efficiency and 

effectiveness, resulting in improved overall performance. 

Employee loyalty is one of the most significant factors that human resource managers, in 

particular, must have in mind. According to Aziri (2011), employee loyalty is typically measured 

using the loyalty questionnaire, and a low degree of employee loyalty might have serious negative 

implications. Typically, there are three types of employee loyalty: affective loyalty, normative 

loyalty, and continuity loyalty. Affective loyalty relates to situations in which an employee feels 

an emotional connection to the company, whereas normative loyalty is a type of loyalty that occurs 

when the employee feels he owes something to the company, and continuity loyalty results from 

the employee's inability to find employment elsewhere. Vandenberg and Lance (1992), who 

surveyed 100 information services professionals over five months, discovered a high correlation 

between job satisfaction and employee loyalty. Their research demonstrated that employee loyalty 

is proportional to the degree of job satisfaction. 

Employee absenteeism incurs significant additional costs for companies, so managers are 

constantly looking for ways to reduce it to a bare minimum. Probably, the most effective approach 

to reducing employee absenteeism would be to enhance the level of employee job satisfaction. 

According to Aziri (2011), the key assumption underlying this strategy is that employee 

absenteeism will decrease as job satisfaction increases. Even though the impacts are minimal, the 

fact that job satisfaction reduces employee absenteeism remains unaffected. When satisfaction is 

high, absenteeism is typically low, and when it is low, absenteeism is typically high. Nonetheless, 

as with the other associations with satisfaction, there are moderating variables, such as the degree 

to which individuals perceive the significance of their occupations. In addition, it is essential to 

keep in mind that while high job satisfaction does not inevitably result in a low absence rate, low 

job satisfaction is likely to result in high absenteeism. Therefore, it is important to pay attention to 
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satisfaction, especially since it is possibly controllable, unlike some of the other causes of 

absenteeism (e.g., illness, accidents). 

Measuring Job Satisfaction  

It is crucial to understand and recognize the human element in any organization. According to 

Alromaihi et al. (2017), a successful organization perceives an average employee as the source of 

quality and productivity improvements. Such organizations do not view capital expenditures as the 

primary source of development but rather as their workforce. Consequently, assessing and 

monitoring the level of job satisfaction among employees is deemed crucial. Typically, job 

satisfaction is measured using standard scientific research methodologies, such as the 

questionnaire. The Minnesota satisfaction questionnaire and the job description index are two of 

the most prevalent tools for measuring job satisfaction. Such questionnaires are designed to assist 

managers in assessing an employee's job satisfaction level and in implementing ways to fix or 

eliminate a low level of job satisfaction, hence enhancing the employee's job performance 

(Obiekwe & Obibhunun, 2019). This study assessed and measured job satisfaction using the Job 

Satisfaction Survey (JSS) created by Spector in 1985. 

The JSS is a 36-item, nine-facet scale to assess employee attitudes about the job and aspects of the 

job. Each facet is evaluated with four items, and a total score is derived using the results of all 

questions. There are six choices per item, ranging from "strongly disagree" to "strongly agree" on 

a summed rating scale. Since items are written in both directions, about 50 % must be reverse-

scored. Pay, Promotion, Supervision, Fringe Benefits, Contingent Rewards (performance-based 

rewards), Operating Procedures (required rules and procedures), Co-workers, Nature of Work, and 

Communication are the nine components. Although the JSS was originally designed for use in 

organizations that provide human services, it applies to all organizations (Spector, 1997). 
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RESEARCH OBJECTIVES 

Several studies have been conducted to investigate the associations between job satisfaction and a 

wide range of organizational and work-related aspects. These factors include job performance, 

commitment, employee relations, intention to leave, productivity, absenteeism, and so on. On the 

other hand, there is limited research that examines the association between sociodemographic data 

and the level of job satisfaction experienced by employees, notably in the field of healthcare. This 

study's primary focus is on answering the question, "How satisfied are employees of SBAHC with 

their jobs, and what sociodemographic characteristics have an impact on employee job satisfaction 

at SBAHC?" As a result, the following questions will be investigated in this study: 

• The level of job satisfaction among employees working at SBAHC. 

• The sociodemographic factors influencing job satisfaction among employees working at 

SBAHC. 
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MATERIALS AND METHODS 

Study Design 

A cross-sectional study was conducted between August 2022 and September 2022 to investigate 

the sociodemographic factors influencing job satisfaction among 300 randomly selected 

employees working at SBAHC. A validated, well-structured questionnaire referring to 

sociodemographic variables and employee satisfaction was used to collect data for the study. 

Respondents were asked to indicate their level of agreement based on six-point Likert scales 

ranging from 1 (“Strongly disagree”) to 6 (“Strongly agree”) based on Spector’s measure of job 

satisfaction. Additionally, demographic information, including age, gender, and experience, was 

obtained. 

Study Cohort (Size, Target Group) 

The questionnaire was distributed to all SBAHC employees, including physicians, therapists, 

nurses, technicians, and administrators, among others. At random, 300 participants who matched 

the inclusion criteria were selected for the study; out of which 296 agreed to participate and rate 

their perception of satisfaction with their job. 

Inclusion and Exclusion Criteria 

The study comprised randomly selected full-time employees who have worked at SBAHC for 

more than six months and are willing to complete the survey questionnaire, excluding recently 

recruited employees who have worked at SBAHC for less than six months during the data 

collection period. Those without full-time employment were also excluded from the study. 

Data Collection 

A validated, well-structured questionnaire was used to collect information on the 

sociodemographic characteristics of the participants, including the following: age, nationality, 

gender, marital status, the presence of children, place of residence, educational level, profession, 

department, years of experience, years spent working in SBAHC, transportation, daycare 

utilization, and spouse's profession. The Job Satisfaction Survey (JSS) by Spector was used to 
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collect data on job satisfaction. The 36-item questionnaire evaluates nine facets of employment: 

pay, promotion, supervision, benefits, rewards, operational procedures, coworkers, the work itself, 

and communications (each aspect has four items). The questionnaire was initially developed in 

English before being translated into several languages, including Arabic. The English and Arabic 

versions of the questionnaire were distributed via Google Forms to SBAHC staff according to their 

native language. 

Statistical Data 

The data was analyzed using version 23 of the SPSS software package. The T-test was applied to 

continuous data while the chi-square test was utilized for categorical data. The Cronbach Alpha 

was calculated to determine the questionnaires' internal reliability. If Cronbach Alpha's internal 

consistency is between 0.5 and 1, it means that the scale is highly reliable. A p-value <0.05 was 

considered statistically significant. Given that the JSS uses 6-point agree-disagree response 

options, it can be assumed that agreement with positively worded items and disagreement with 

negatively worded items indicate satisfaction, whereas disagreement with positively worded items 

and agreement with negatively worded items indicates dissatisfaction. For the 36-item total, where 

possible scores range from 36 to 216, the ranges for dissatisfaction are 36 to 108, satisfaction is 

144 to 216, and ambivalence is between 108 and 144. 

Ethical Considerations  

The study activities adhered to the ethical standards of research. Ethical approval was obtained 

from the Institutional Review Board at Sultan Bin Abdulaziz Humanitarian City (Appendix A). 

After obtaining IRB approval, data collection followed the approved protocols. A consent form 

was obtained from all participants (Appendix B). Their participation was made known to be fully 

voluntary. Additionally, no name of theirs was recorded on the questionnaires, and all the personal 

information of the participants and the results were confidentially preserved, secured, and kept 

safe by restricting unauthorized access. Regarding the JSS form, no authorization is required to 

use the questionnaire for non-commercial purposes, such as student theses and dissertations, as the 

questionnaire is publicly accessible for such usage (Appendix C). 



 25 

 
 

 

 

 

 

 

 

 

 

 

CHAPTER 5                                                                   

RESULTS 

 

 

  



 26 

RESULTS 

The cross-sectional online questionnaire was posted to all employees working in SBAHC, out of 

which 300 questionnaires were selected randomly. Four of these returned questionnaires were 

eliminated based on the exclusion criteria. Participants were surveyed using 54 items (Appendix 

D) to assess sociodemographic characteristics and job satisfaction. 

Sociodemographic Characteristics of Participants  

Table 1 shows that the majority of the participants (n = 121, 40.88%) were aged between 31 and 

40 years old, followed by 105 participants (35.47%) aged between 21 and 30 years old, and only 

70 participants (23.65%) aged above 40 years old. Out of 296 participants, 55.41% were non-

Saudi, while 44.59% were Saudi. Among participants, 61.82% were females, whereas 38.18% 

were males. In terms of marital status, nearly half of the participants (53.04%) were married, 

43.92% were single, 2.36% were divorced, and only two participants (0.68%) were widows. 

Regarding the presence of children, the majority of participants (62.16%) do not have any, while 

37.84% do. In addition, the data reveals that 120 participants (40.54%) live far from SBAHC, 

32.10% live near SBAHC, and 27.36% live inside SBAHC.  

Based on the educational level of the participants, 77.36% had a bachelor's degree, 13.18% held a 

master's degree, and only 9.46% held either a PhD, a high school degree, or less than a high school 

degree. In terms of profession, the majority of the participants (34.46%) were therapists, followed 

by nurses (27.70%), administrators (12.50%), technicians (5.70%), physicians (4.06%), and 

15.54% worked in other professions. Regarding the length of work experience, most of the 

participants (86.15%) had more than 3 years of experience, followed by 10.47% with 1 to 3 years 

of experience, and 3.38% with less than one year. In consideration of their experience of working 

in SBAHC, the largest proportion of SBAHC members (46.62%) intended to continue their 

employment for up to 5 years, 31.08% intended to continue for 6 to 10 years, and 22.30% intended 

to continue for more than 10 years. 

In terms of transportation, out of 296 participants, 56.76% drive to work, 31.42% have a driver, 

and 11.82% come to work with a family member. Among participants, twenty people with children 

(6.76%) reported sending their children to outside daycare, whereas only fourteen participants 
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(4.73%) sent their children to SBAHC daycare. Additionally, 75 participants (25.34%) have a 

spouse who works in a non-medical sector, while 39 participants (13.18%) have a spouse who 

works in the medical field. 

Table 1. Sociodemographic characteristics of participants (n = 296) 
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Level of Job Satisfaction Among Participants 

Based on the components of the satisfaction questionnaire, 140 participants out of 296 showed 

neutral satisfaction with their work (47.30%), 100 participants (33.78%) were satisfied with their 

job, and 54 participants (18.24%) had a low satisfaction level, as shown in table 1. The breakdown 

of the participants into their respective departments is presented in (Figure 1). 76 participants out 

of 296 worked in the department of rehabilitation; 75 in the department of nursing; 60 in the 

department of medical affairs; 59 in administration and related departments; 21 in other 

departments; and only 5 in the research center. The majority of participants in the rehabilitation, 

nursing, and medical affairs departments reported ambivalent levels of job satisfaction, while most 

administration and related department participants were ambivalent or satisfied, and most of the 

participants at the research center and other departments were satisfied. 

Figure 1: Frequency and Satisfaction of Participants Among Different Departments 
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Table 2 shows the descriptions of the satisfaction questionnaire's components using the Six-Likert 

scale (disagree very much, disagree moderately, disagree slightly, agree slightly, agree moderately, 

agree very much). The majority of the participants strongly disagreed with feeling satisfied with 

their chances for salary increases (21.96%), feeling satisfied with their chances for promotion 

(25%), feeling their efforts are not rewarded the way they should be (25.68%), and having too 

much to do at work (31.42%). While participants slightly disagreed that raises are too few and far 

between (32.43%), there is really too little chance for promotion (25.68%), feeling the work they 

do is not appreciated (19.93%), there are few rewards for those who work in the organization 

(29.05%), many of the rules and procedures make doing a good job difficult (23.99%), their efforts 

to do a good job are seldom blocked by red tape (21.96%), they have too much paperwork 

(28.38%), and they often feel they do not know what is going on with the organization (23.65%). 

Additionally, participants agreed slightly with feeling they are being paid a fair amount for the 

work they do (20.95%), feeling unappreciated by the organization thinking about what they pay 

(19.59%), those who do well on the job stand a fair chance of being promoted (25.34%), people 

get ahead as fast as they do in other places (27.70%), not being satisfied with the benefits they 

receive (16.55), the benefits they receive are as good as most other organizations offer (23.65%), 

the benefit package they have is equitable (28.38%), when they do a good job, they receive 

recognition for it (26.35%), they find their job is enjoyable (28.72%), and the communications 

seem good within this organization. (29.39%). Among all participants, 35.14% moderately agreed 

that they like the people they work with. 

Also, most of the participants strongly agreed that their supervisor is quite competent in doing 

his/her job (33.11%), their supervisor is unfair (47.30%), their supervisor shows too little interest 

in the feelings of subordinates (28.38%), they like their supervisor (31.76%), they have to work 

harder because of the incompetence of people they work with (19.93%), they enjoy their coworkers 

(32.09%), there is too much bickering and fighting at work (33.45%), they sometimes feel their 

job is meaningless (40.88%), they like doing the things they do at work (36.82%), they feel a sense 

of pride in doing their job (44.93%), the goals of the organization are not clear to them (34.46%), 

and the work assignments are not fully explained (23.99%). 

 

 



 30 

Table 2: Job Satisfaction Dimensions, Descriptive Statistics of the Satisfaction Questionnaire  
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After extracting the underlying factors, reliability analysis was used to measure the consistency of 

the questionnaire used in this study. As Cronbach's alpha is the most frequently utilized measure 

of scale reliability, it was employed. In this study, multiple factors are extracted from the given 

data set. Therefore, according to Cronbach (1951), alpha should be applied separately to each 

subscale when multiple factors are present. The estimations of internal consistency reliability 

(Cronbach's alpha) for each dimension are shown in Table 2. The Cronbach’s alpha value for each 

dimension ranged from 0.532 to 0.864, which demonstrated a satisfactory level of construct 

reliability. 

Effect of Sociodemographic Characteristics on Job Satisfaction 

Table 3 shows a comparison regarding the satisfaction level among participants. Concerning the 

sociodemographic factors that influenced the participant’s satisfaction with their job, age, 

nationality, place of residence, profession, and the number of years working at SBAHC were the 

most significant sociodemographic characteristics influencing participant job satisfaction (p-value 

0.0001). Participants older than 40 years old (52.86%), non-Saudi participants (42.68%), 

participants living near SBAHC (42.11%), administrators (51.35%), and participants with more 

than 10 years of experience at SBAHC (50%) reported higher levels of satisfaction. On the other 

hand, participants between the ages of 21 and 30 (37.14%), Saudi participants (31.82%), 

participants living far from SBAHC (30.83%), therapists (34.31%), and participants with less than 

five years of experience at SBAHC (28.99%) reported lower levels of satisfaction. 

Table 3: Comparison Regarding Satisfaction Level Among Participants 

 

 

Variables 

 

Total 

 

Dissatisfied 

 

Ambivalent 

 

Satisfied 

 

P-value 

 

Age                                                                           

21-30  105 39 (37.14) 49 (46.67) 17 (16.19)  

<0.0001 31-40  121 13 (10.74) 62 (51.24) 46 (38.02) 

>40  70 4 (5.71) 29 (41.43) 37 (52.86) 
 

Nationality 
Saudi  132 42 (31.82) 60 (45.45) 30(22.73)  

<0.0001 Non-Saudi  164 14 (8.54) 80 (48.78) 70 (42.68) 
 

Gender 
Male  113 22 (19.47) 51 (45.13) 40 (35.40)  

0.84 Female  183 34 (18.58) 89 (48.63) 60 (32.79) 
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In terms of age, there was a highly significant difference between participants with a low level of 

satisfaction and those with a high level of satisfaction (P-value <0.0001) as seen in table 3, in 

which 37.1% of 105 individuals aged 21 to 30 reported dissatisfactions, while 16.19% reported 

higher levels of satisfaction. 38.02% of those aged 31 to 40 reported a high level of satisfaction, 

while 10.7% reported a low level. 52.86% of individuals over the age of 40 reported higher levels 

of satisfaction, while 5.7% of participants reported dissatisfaction (Figure 2). 

 

 
Marital Status 

Single  130 32 (24.62) 63 (48.46) 35 (26.92)  

0.24 Married  157 23 (14.65) 72 (45.86)  62 (39.49) 

Divorced  7 1 (14.29) 4 (57.14) 2 (28.57) 

Widow  2 0 (0) 1 (50) 1 (50) 
 

Presence of Children 
Yes  112 11 (9.82) 52 (46.43) 49 (43.75)  

0.001 No  184 45 (24.46) 88 (47.83) 51 (27.72) 

 

Place of Residence 

 

Far from SBAHC  120 37 (30.83) 57 (47.50) 26 (21.67)  

<0.0001 Near SBAHC  95 11 (11.58) 44 (46.32) 40 (42.11) 

Inside SBAHC  81 8 (9.88) 39 (44.44) 34 (41.98) 

 

 

Educational Level 

PhD  2 0 (0) 2 (100) 0 (0)  

0.004 Masters  39 10 (25.64) 8 (20.51)  21 (53.85) 

Bachelors  229 45 (19.65) 112 (48.91) 72 (31.44) 

High School  23 0 (0) 16 (69.57) 7 (30.43) 

Less than High School  3 1 (33.33) 2 (66.67) 0 (0) 

 

 
Profession 

Physician  12 1 (8.33) 5 (41.67) 6 (50)  

<0.0001 Technician  17 2 (11.76) 12 (70.59) 3 (17.65) 

Therapist  102 35 (34.31) 46 (45.10) 21 (20.59) 

Nurse  82 11 (13.41) 37 (45.12) 34 (41.46) 

Admin  37 1 (2.70) 17 (45.95) 19 (51.35) 

Other  46 6 (13.04) 23 (50) 17 (36.96) 

 

Years of Experience 

Up to 1 year  10 2 (20) 6 (60) 2 (20)  

0.26 1-3 years  31 9 (29.03) 16 (51.61) 6 (19.35) 

>3 years  255 45 (17.65) 118 (46.27) 92 (36.08) 
 

Years of Working in 

the City 

1-5 Years  138 40 (28.99) 61 (44.20) 37 (26.81)  

0.0001 6-10 Years  92 11 (11.96) 51 (55.43) 30 (32.61) 

>10 Years  66 5 (7.58) 28 (42.42) 33 (50) 

 

Transportation 

Driving to the City  168 39 (23.21) 76 (45.24) 53 (31.55)  

0.24 With Driver  93 14 (15.05) 46 (49.46) 33 (35.48) 

With Family Member  35 3 (8.57) 18 (51.43) 14 (40) 

 

Using the Day Care 

I am sending my kids to Outside day care  20 6 (30) 6 (30) 8 (40)  

0.19 I am sending my kids to SBAHC day care  14 1 (7.14) 10 (71.43) 3 (21.43) 

Not applicable  262 49 (18.70) 124 (47.33) 89 (33.97) 

 

Spouse Profession 

Medical Profession  39 7 (17.95) 18 (46.15) 14 (35.90)  

0.51 Non-medical Profession  75 10 (13.33) 35 (46.67) 30 (40) 

Not applicable 182 39 (21.43) 87 (47.80) 56 (30.77) 
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Figure 2: Satisfaction Level of Participants Regarding Age  

Regarding nationality, 31.8% of Saudi participants were dissatisfied, whereas 22.73 % were highly 

satisfied. While most non-Saudi participants (42.68%) reported high satisfaction, only 8.5% 

reported low satisfaction (Figure 3), with a highly significant difference (P-value <0.0001). In 

terms of gender, 35.40% of male participants expressed a high level of satisfaction, while 19.5% 

expressed a low level. While 32.79 % of female participants demonstrated a high level of 

satisfaction, 18.6 % demonstrated a low level (Figure 4). Most of the single participants (26.92%), 

married participants (39.49%), and divorced participants (28.55%) reported high levels of 

satisfaction (Figure 5). There was not any significant difference concerning gender and marital 

status. 

 

 

 

 

 

Figure 3: Satisfaction Level of Participants Regarding Nationality  
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Figure 4: Satisfaction Level of Participants Regarding Gender  

 

 

 

 

 
Figure 5: Satisfaction Level of Participants Regarding Marital Status  

Regarding the place of residence, there was a significant difference between participants with a 

low level of satisfaction and those with a high level of satisfaction (P-value <0.0001). A higher 

percentage of the participants who live far from SBAHC had a low level of satisfaction (30.8%), 

while a higher percentage of participants who live near or inside SBAHC had a high level of 

satisfaction (42.11% and 41.98%, respectively) (Figure 6). Concerning the educational level, there 

was no significant difference between those who had a low or high level of satisfaction. A higher 

percentage of participants holding master's, bachelor's, and high school degrees had a high level 

of satisfaction (53.85%, 31.44%, and 30.43%, respectively) (Figure 7). 
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Figure 6: Satisfaction Level of Participants Regarding Place of Residence 

 

 

 

 

 

 

 

 

 

Figure 7: Satisfaction Level of Participants Regarding Educational Level  

In terms of participants’ professions, there was a significant difference between participants with 

a low level of satisfaction and those with a high level of satisfaction (P-value <0.0001). Higher 

percentages of participants who worked as physicians, technicians, nurses, administrators, and 
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respectively), whereas therapists reported low levels of satisfaction (24.3%) (Figure 8). 
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Figure 8: Satisfaction Level of Participants Regarding Profession  

There was a significant difference (p-value = 0.0001) between participants with a low level of job 

satisfaction and those with a high level of job satisfaction for the length of time they intended to 

continue working at SBAHC. 29% of participants who planned to continue for 1 to 5 years reported 

low levels of satisfaction, while 26.81% reported a high level of satisfaction. 32.61% of 

participants who intended to continue for 6 to 10 years reported a high level of satisfaction, 

whereas 12% reported a low level of satisfaction. While 50% of participants who planned to 

continue for more than 10 years reported high levels of satisfaction, only 7.6% reported low levels 

(Figure 9). 

 

 

 

 

 

 

 

Figure 9: Satisfaction Level of Participants Regarding Years of Experience at SBAHC 
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DISCUSSION 

Job satisfaction is crucial and regarded as an essential parameter that affects employee motivation, 

productivity, and performance. This study was conducted among SBAHC employees to investigate 

the level of job satisfaction and the sociodemographic characteristics that influence job 

satisfaction. According to the findings of this study, most of the participants were neutrally 

satisfied with their jobs (47.30%), while 33.78 % were satisfied and 18.24% were dissatisfied. 

Age, nationality, place of residence, profession, and the number of years working at SBAHC were 

the most significant sociodemographic characteristics influencing participant job satisfaction (p-

value 0.0001).  

Out of 296 participants, 40.88% were between the ages of 31 and 40, which considerably impacted 

their job satisfaction. Approximately 61.82 % of the participants were female, and 53.04 % were 

married, both of which had a substantial impact on their job satisfaction. As reported by Gedif et 

al. (2018), it is believed that married individuals seek to assist each other from an economic, social, 

or psychological standpoint, hence increasing their job satisfaction. These results agreed with Al-

Muallem and Al-Surimi (2019), who reported that more than half of the participants (63%) were 

females, and the majority of them (61.8%) were married. Accordingly, previous findings indicate 

that sociodemographic characteristics have a considerable effect on employee job satisfaction. 

Similar findings were published by Halawani et al. (2021), who reported that the 

sociodemographic characteristics of the Saudi healthcare industry had a substantial impact on job 

satisfaction. While Bahnassy et al. (2014) conducted a study among nurses in a tertiary medical 

care center in Riyadh, KSA, they found no correlation between the sociodemographic data of 

nurses and their job satisfaction. This could be attributed to the fact that nurses who work in Saudi 

Arabia come from various nationalities, cultures, and societies. This, however, impedes the current 

study as 55.41% of participants were non-Saudis, with a high satisfaction rate of 42.68%. 

Participants who lived near or inside SBAHC were significantly more satisfied with their jobs than 

those who lived far from SBAHC. In agreement with previous research on job satisfaction, these 

findings show that location and distance from work may have a direct effect on job satisfaction or 

may be a significant mediator of job satisfaction (Near et al., 2015). In terms of profession, the 

present study revealed that physicians and administrators were considerably more satisfied with 
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their jobs than therapists and technicians (p-value > 0.0001). According to Al-Modeer et al. (2016), 

this could be related to the fact that healthcare workers who occupy higher positions will receive 

more respect and a better reputation from society. Also, Abdullah and Parasuraman (2009) 

observed that physicians (in higher positions) were more likely to be satisfied with their jobs than 

other healthcare employees who hold lower positions.  

Regarding the period that participants planned to continue their employment at SBAHC, it had a 

significant impact on their job satisfaction for more than 10 years. The majority of our study 

participants (86.15%) had more than 3 years of work experience and were more satisfied with their 

job. Meanwhile, healthcare workers who had experience of 1 to 5 years were less satisfied. This 

might be attributed to healthcare workers with more years of experience being able to adjust their 

work environment because they had more work understanding (Al Juhani & Kishk, 2006). Besides, 

more experienced healthcare providers earn more acknowledgement from their managers, 

particularly in the Arab culture, so they tend to have more satisfaction (Al Otabi et al., 2004). It 

could be concluded that the longer one spends in the occupation, the better professional position 

one obtains, which leads to a higher level of satisfaction (Kuburovic et al., 2016). 
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CONCLUSION 

Job satisfaction is crucial and regarded as an essential parameter that affects employee motivation, 

productivity, and performance. There are various factors related to job satisfaction, including 

sociodemographic characteristics (age, gender, length of employment, and the nature of the work 

itself). The findings of this study revealed statistically significant differences in job satisfaction in 

relation to age, nationality, place of residence, profession, and number of years working at 

SBAHC. Non-Saudi participants, participants older than 40, participants living near SBAHC, 

administrators, and participants with more than 10 years of experience at SBAHC reported 

considerably higher levels of job satisfaction. Comparatively, Saudi participants, participants 

between the ages of 21 and 30, participants living far from SBAHC, therapists, and those with 

fewer than five years of experience at SBAHC reported lower levels of satisfaction. These findings 

should be used by management to identify priorities and develop strategies for enhancing job 

satisfaction. 

RECOMMENDATION 

According to the findings of the present study, there are a number of suggestions and 

recommendations for enhancing employee job satisfaction and performance. Recommendations 

include the need to effectively incorporate key stakeholders in the design, implementation, and 

evaluation of SBAHC member professional development programs. Concerned parties should 

analyze and establish initiatives and programs designed to improve the physical, mental, and 

professional wellbeing of their personnel in a work environment that fosters a positive, low-stress 

environment that enhances employee satisfaction, thereby ensuring the sustainability of increased 

productivity and organizational performance. 

LIMITATIONS 

Due to the small sample size of 296 participants, it should be emphasized that the samples used in 

this study are not necessarily representative of all SBAHC personnel. Due to the limited duration 

and timing of data collection, I was unable to collect additional responses. A larger sample size is 

required for the study to reach a general conclusion. Furthermore, because the findings were based 

on the participants' self-reported perceptions, they are susceptible to bias. Despite these limitations, 

this study has provided interesting baseline results that will assist in the conduct of future research.  
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