40 5 SV 403 graad) daalad)

dgaal) o ghal) 4,1

Laal) e N 513 siuale

Saudi Electronic University
Health Sciences Collage
Master of Healthcare Administration
HCM 600 Research Project

Job Satisfaction and Influencing Factors Among Employees Working at
Sultan Bin Abdulaziz Humanitarian City, Saudi Arabia: A Cross-
Sectional Study

A Research Project
Submitted in partial fulfiliment of the requirements for the degree of

MSc of Healthcare Management

Presented by:
Sarah Mustafa Al-Sayed Hussein

Supervisor:

Dr. Rowaedh Bawaked

October 2022



RESEARCH PROJECT DECLARATION FORM

| declare that the research project titled "Job Satisfaction and Influencing Factors
Among Employees Working at Sultan Bin Abdulaziz Humanitarian City, Saudi
Arabia: A Cross-Sectional Study" submitted to the Saudi Electronic University is
my own original work. | declare that the research project does not contain material
previously published or written by a third party, except where this is appropriately
cited through full and accurate referencing. | declare that the Saudi Electronic
University has the right to refuse the research project if it contains plagiarism and to
cancel the research project at any time, and that the student has full responsibility

regarding any further legal actions.

Student Name: Sarah Mustafa Al-Sayed Hussein
Student 1D: G200330202

Student signature: ngﬁJ ; ) Date: 21/09/2022

Supervisor Name: Dr. Rowaedh Bawaked

Supervisor signature: Date:



ACKNOWLEDGEMENT

| would like to thank my thesis advisor at Saudi Electronic University, Dr. Rowaedh
Bawaked. Dr. Bawaked's door was always open whenever | had a concern or a
question regarding my research or writing. She continuously let my paper be my

own but provided guidance where she believed it was necessary.

| would like to thank Prof. Khalid Al-Rubeaan, Chairman-IRB in Sultan Bin
Abdulaziz Humanitarian City, for his support and for allowing me to perform my
study with the assistance of the institution's Research Center. | also want to thank
Dr. Amira Youseff, Mrs. Iram Saba, and Ms. Ashwaqg Al Tayyar, who participated
in the validation survey for this research project. It would have been difficult to
conduct a successful validation survey without their enthusiastic participation and

assistance.

Finally, I must express my very profound gratitude to my mother and my colleagues
for providing me with unfailing support and constant encouragement during my
years of education and the process of researching and writing this thesis. Without

them, this achievement would not have been possible.



LIST OF ABBREVIATION

JSS Job Satisfaction Survey
SBAHC  Sultan Bin Abdulaziz Humanitarian City

SPSS Statistical Package for the Social Sciences



TABLE OF CONTENTS

RESEARCH PROJECT DECLARATION FORM .....ooiiiic e 2
ACKNOWLEDGEMENT ..ottt sttt e e be e enes 3
LIST OF ABBREVIATION .. .ottt e e e e e snteaeannea e 4
TABLE OF CONTENTS ...ttt sttt ettt e e bt bn e e nbeeennes 5
LIST OF TABLES ...ttt sttt e e e e et e e e ae e e e baeeantneeanseaeas 7
LIST OF FIGURES ...ttt ettt e b e e s sb e et e e nbeesbeeanbeenree s 8
ABSTRACT ittt et e et e e e e et et e et e b e e nhr e e e br e e abr e e e areeanreaes 9
CHAPTER 1: INTRODUCTION ...ttt sae et eaee e snne e annea e 11
Background and Significance of the STUAY ... 12
Statement Of the ProbIBM .. ......oo et re e reesre e 13
T Lo N @ U =T o] o O SRRT 13
CHAPTER 2: LITERATURE REVIEW. ...ttt 14
JODb SatisfaCtion IN LITEIatUre ........ooiiiieicie e et 15
The Importance of JOD SAtiSTACTION ...........ccviiiiiii e 15
Factors Influencing JOb SatisfaCtion..........ccccciiiiiiiiiiiiie e e 16
Effects 0f JOD SAtiSTACTION ..........i it enes 17
Measuring JOD SAISTACTION..........cuiiiiiiieie et 19
CHAPTER 3: RESEARCH OBJECTIVES. ...ttt 20
RESEARCH OBIECTIVES ... ..ottt ettt sttt e et e ta e e nba e e stae e anbeeeteesnreas 21
CHAPTER 4: MATERIALS AND METHODS ... 22
STUAY DIESION ...ttt b bbbt h b b e bbbt bbbt b bbbt e bt e b 23
Study Cohort (Size, TArget GrOUD)......cciioieieeii ettt ste et ste et sre e e stesbesraesresbestaesaesreanes 23
(=1 e W @ o] | [=Tod T o SRS 23
STALISTICAI DALA .....cveeveieie ettt ettt b et e bt b et st et e b e bbb ens 24
[ o o= IO o] g[Sy Lo (=] = A o] o LSS 24



CHAPTER 5: RESULTS ... 25

Sociodemographic Characteristics Of PartiCipants...........cccvviiiireiiinineseeese e 26
Level of Job Satisfaction AmMong PartiCipantS..........cccevviiiieiic i 28
Effect of Sociodemographic Characteristics on Job Satisfaction............ccccocevivviiiiviiiccne e 31
CHAPTER 6: DISCUSSION. ...ttt bae s s e e snneeesnnee e 37
DISCUSSION ..ottt sttt e be st et e st e Reebe s e et e s e e R e e seebena et e st eteesesbe s ensanesrenneneesean 38
CHAPTER 7: CONCLUSION AND RECOMMENDATION .....ooiiiiiiiiiieciee e 40
CONCLUSION ...ttt sttt e s e e b te s e e s e e se et e se et et eseeseetesse b e e eneesenteneeneens 41
RECOMMENDATION ... .ottt sttt bbbt e ettt esb et sb et e st ebesaenbe e 41
LIMITATIONS ..ottt ettt ettt et et eseebe s ee e e e e R e e seetese et e neeseesesbeneeneeneerenseneeean 41
REFERENGCES ... ettt b e et e e be e e anbeas 42
APPENDIXES ..ottt et e e e e aaeeanres 45
APPENDIXES A: IRB APPROVAL ...ttt sttt 45
APPENDIXES B: CONSENT FORM ...ttt st 47
APPENDIXES C: PERMISION FOR USING JSS ASSESSMENT ......oooiiiiiiiievee e, 49
APPENDIXES D: USED QUESTIONNARE .......cotiiiiiiieisisie e 50



LIST OF TABLES

Table 1: Sociodemographic Characteristics of Participants
Table 2: Description of Components of the Job Satisfaction Survey (JSS)

Table 3: Comparison Regarding Satisfaction Level Among Participants



LIST OF FIGURES

Figure 1: Frequency of Satisfaction Level Among Different Departments
Figure 2: Satisfaction Level of Participants Regarding Age

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

Figure 5: Satisfaction Level of Participants Regarding Marital Status
Figure 6: Satisfaction Level of Participants Regarding Place of Residence
Figure 7: Satisfaction Level of Participants Regarding Educational Level
Figure 8: Satisfaction Level of Participants Regarding Profession

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



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



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

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

Humanitarian City?

e 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 | 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

16



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:

e The level of job satisfaction among employees working at SBAHC.
e 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).
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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)

Variables Frequency (Percentage)
21-30 105 (35.47)
Age 31-40 121 (40.88)
>40 70 (23.65)
N Saudi 132 (44.59)
Nationality Non-Saudi 164 (55.41)
Male 113 (38.18)
Gender Female 183 (61.82)
Single 130 (43.92)
. Married 157 (53.04)
Marital Status Divorced 7(2.36)
Widow 2 (0.68)
. Yes 112 (37.84)
Presence of Children No 184 (62.16)
Far from SBAHC 120 (40.54)
Place of Residence Near SBAHC 95 (32.10)
Inside SBAHC 81 (27.36)
PhD 2 (0.68)
Masters 39 (13.18)
Educational Level Bachelors 229 (77.36)
High School 23 (7.77)
Less than High School 3(1.01)
Physician 12 (4.06)
Technician 17 (5.74)
Profession Therapist 102 (34.46)
Nurse 82 (27.70)
Admin 37 (12.50)
Other 46 (15.54)
Upto 1 year 10 (3.38)
Years of Experience 1-3 years 31 (10.47)
>3 years 255 (86.15)
1-5 Years 138 (46.62)
Years of Working in the City 6-10 Years 92 (31.08)
>10 Years 66 (22.30)
Driving to the City 168 (56.76)
Transportation With Driver 93 (31.42)
With Family Member 35(11.82)
I am sending my kids to Outside day care | 20 (6.76)
Using the Day Care I am sending my kids to SBAHC day care | 14 (4.73)
Not applicable 262 (88.51)
Medical Profession 39 (13.18)
Spouse Profession Non-medical Profession 75 (25.34)
Not applicable 182 (61.49)
Satisfied 100 (33.78)
Satisfaction Level Ambivalent 140 (47.30)
Dissatisfied 54 (18.24)
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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.

Satisfaction Level Among Different Departments

80
70
60
50
[<5]
(=]
S
§ 40
)
[a
30
20
10
0 Administration
Rehabilitation Nursing MEd'.CaI and Related Other Research
Affairs Departments Center
Departments
. Frequency 76 75 60 59 21 5
Satisfied 8 30 23 27 3
=o=Ambivalent 45 35 24 27 7 2
—8— Dissatisfied 23 10 13 5 5 0

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%).

29



ion Questionnaire

f the Satisfact

Statistics o

, Descriptive

Imensions

ion D

Job Satisfact

Table 2

(66'€D 1L | (T68D)9S | (49T L9 | (#S°ST)9F (LL'L) €T (ST'1D) €€ -pauredxa A0y 10U 2T S)uSUWIUSISSE JIOM
(roDie | (O8¥D+r | (8TTD €9 | (s9edoL | (61F1) TH (bS°ST) 9% "uoneZIuesio Ay} YIim uo Suros ST IEYm MOWY JOU Op | Jey) [29] Yo |
Orve) Tol | #1970 L9 | (LsL1) TS | (Ly0D) I€ (st'8) ST (Tr'9) 61 "3U 0} 183[9 JOU dIe uolezIuedio siy) Jo sjeod Ay
(esvDer | (1092) 4L | (6€°6T) L8 | (91T 9g | (T8711) 8¢ (80'9) 81 “UONEZIUESIO SIY) UIIIM POOS WIOdS SUONEIUNTUIO))
9pL’0 = Byd|y S,4oRqUOI)) (UONEINUNWLIOD)
(r0'82) €8 | (LT 0209 | (ZL'8T)s8 | (SI'ID) €€ (80°9) 81 (rL'S) L1 *a[qeAofua st qof A
(c6pr)ecl | (961D s9 | (s661) 65 | (809) 81 (TLe) 11 (8¢°€) 01 *qol Awr urop ut apuad jo 2suods & [99) |
(2899 601 | (1092) 4L | (S600) 79 | (11'8) 4T (+'8) 91 (L8 oM e op | sBury ay) Sutop x| |
(8gov)1z1 | (8vDvr | (s} or | (0TSD) SP (9%'6) 8T (80'9) 81 “ssa[Surueaw st qof Aul [93) SaUIAWOS |
18L°0 = eyd[V S, YIEqUOI)) :HI0AN JO JANJEN
(sree)ee | (Lzor)o9 | (czinis | (98%1) v+ (1+'5) 91 (8L°8) 9T “om 1B Sunyfy pue FuLad0Lq gonu 00) ST AISY],
(60'ce)s6 | (L00E) 68 | (56'0T) T9 (LLL) €T (1%°5) 91 (TL'e) 11 '$19310M09 Awr £ofud |
(c661)6s | (88s1)iv | (eg1)9s | (16L1)es | (5591) 6F (18°01) T¢ ja0m | 2[doad jo soussedwoour oy Jo asnedaq qol Aw je 1opIey j1om 0) aAey ] puly [
(08¥€) €01 | (b s©) #01 | (6891)05 |  (2#'9) 61 (Tr'9) 61 Feo) 1 "y sj10m | apdoad sy a1y |
6+1L°0 = eydIy s.ydequos) is1ayiomo)
(so'v) T1 (Leeyee | (ozer)is | (8e8) 8 | (TT9l) 8p (Tevo) TL “jromioded yonwt 003 oaBY |
(b0'g) 6 (€L v | (rzi)og | (L6ze) 89 | (89°5T) 9L (Tr'1€) €6 “JI0M JE Op 0} JONUI 00} dABY |
(ov'6)8Z | (BUen)6e | (s600)29 | (96'12)59 | (€TLD 1S (€TL1) 1S "ade) par Aq payjoojq wopjas are qof pood e op 0} spogge AW
(S+'8)ST| 98+ b | (6891105 | (66€T) IL | (9T61)LS (SS°91) 6 [MoLJIp qol P0oF & FUIOp YEUW §aINPad0Id PUE §3[T INO Jo AUy
Z€Z°0 = eqd[y s .yaequol)) :suonipuo) dunesadg
(08'6) 6T (spa)sz | (v ey | (Ie€n) 69 | (bTBD ¥S (89°57) 9L "3q p[noys Aoty Aem oY) PapIemalr d1e sofFe A [99] 3,U0p |
WLy L1 | (oszirie | (ozst)sy | (S062)98 | (98°+1D) b (#9'22) L9 "2151] JIOM Ol M 9501} 10] SPIBMAI MOJ SIE BIS],
(Lstnes | wsspDor | (ssoDer | (e661)6s | (0TS1) Sp (0Ts1) st “pajeroaxdde st op [ oM 9y Jey) [99) JOu 0P |
(8repee | (Ss9one6r | (se9r) 8L | (+8Z1)8E | (BI'ED) 6F (16'L1) €5 "8AI80aI P[NOYS ] JBY) JI 10J UOIIF05a1 3Yf) 2A18021 | “qol pood e op | uap
cCL 0= nw_“—.m—J1 S . EqUOL]) :PIEMIY uﬁow-—_uﬂou
(ELp) ¥l (80981 | (b8z1)8e | (656185 | (16LD) €S | ($88E)SII "JABY P[NOYS 34 [IYM JAEY JOU OP 94 S}IJoUIQ 2IE IS,
(re)ez| (esvDev | 88D v8 | BT1D) €9 | (Z811)SE 98'¥D) v -3[qe)nba st aary am aFeyjord jjauaq Ay,
(st')sz | (s8cD) 1k | (s9¢doL | (6891)0s | (#S°ST) 9% (29°12) +9 "13]J0 suONRZINESI0 ITI0 ISOW SE POOT Se a2 JATAIAI oM SJIJaUAq YL
(61 ve | (pSsD)op | (ss9D)er | (eEvD)TL | (BSST)9F (ss91) 6% "DA10001 | S}1JOUA] A} YA PILFSHES 10U WE |
009°0 = eyd[y s, [aequol)) :s)paudg IJuLL]
(oL 1) ve | (99vT) L | (esvD) ev | (Sp8) ST (st'8) ST (91°21) 9¢ Jostazadns Awr ayif |
(8e'so)v8 | (czon sy | (sge)1v | (O8+vD+r | (T811) € 98¥1) ¥t 'SOJBUIPIOQNS JO SFUT[29] AU} UI 1SAID)UI I[N 00 SMOYS Josiazadns A
(ogLv)ovl | (ron) 1€ | (8T€1)6E |  (08'6) 6T (T1'6) LT (#1°01) 0€ "3Ul 0) JIBJUN ST 10STAI3dNS K]\
(1ree)8e | (@109 | (€TL1)1s | (8L'8)9T (LLe) €z (6t'11) ¥€ "qol 1oy sty Futop ul Jusjodwios 2nb st tosiaradns A
+98°0 = eydyy s,ydequos) :uorsiaRdng
P8z 8e | (w8TDSE | (190D 19 | (4SS 9v | (BI'ED) 6€ (ST) ¥L “uonowoxd 10§ sacuryo Awr yyim paysyes we |
(809)81 | (e¥'11)ve | (0LLD T8 | (0£Te)99 | (16'L1) €S (€5°¥1) eF "sooe[d Joypo ut op Aoy} se 210Y jsej se peaye 105 d1doag
(Prronog | (gss1)ss | (pesnyse | (6561)8S | (v1°01) 0€ (TT91) 8t ‘parowoid Fulaq Jo 0uBYD J1BJ B puBls qof Y} UO [9m Op OYM SOYJ,
(1goDce | ronige| @rDse | (89s0)9L | (#T8D) +§ (L6'TT) 89 ‘qof Awr uo uonowoid 10§ soueyo 311 00} AJ[EaI ST AISYL,
765’0 = eyd[y S,yoequol)) :uonowolg
(1eLDes | gen 1y | (eTiDi1s | (grenis | (811 8¢ (96'127) §9 "SOSE2IOUT ATEES 10] SIOURYD AW ()IM PALJSTIes [39] |
(ozsDsy | (s8cn) 1y | (6s61)85 | (LsL1)Ts | (88S1)Lb (16'L1) €5 Aed Aoy 1eym noge jury | uaym uoneziuesio oyl Aq pajeroaxddeun 297 |
(1t°6) 91 (809)81 | (s 1D €e | (ebze)96 | (0TSD) Sh (£L°67) 88 "USMIaq JEJ PUE M3J 00] 9IE SasTEy
(arvc| (902019 | (5600279 | (bssD9r | (eSvD eF (LT'0T) 09 "Op [ }I0M 21} J0§ Junowe e} e pred Suraq wre  [997 |
699°0 = eqdyy s,yaequos) :Aeg

YN A[9)1eIdpoIy Apysns Apnysns A[91eI3pOJAl | yIng K13 A

K13 A 3313y 3213y 3213y 2aa3esiI(q JaaBesi(q JaaBesi(

(a8ryuadaag) Aduanbaiyg

uorsuI W

30



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
21-30 105 | 39(37.14) | 49(46.67) | 17 (16.19)
Age 31-40 121 13 (10.74) 62 (51.24) 46 (38.02) <0.0001
>40 70 4 (5.71) 29 (41.43) 37 (52.86)
. . Saudi 132 42 (31.82) 60 (45.45) 30(22.73)
Nationality -
Non-Saudi 164 14 (8.54) 80 (48.78) 70 (42.68) <0.0001
Gender Male 113 22 (19.47) 51 (45.13) 40 (35.40)
Female 183 34 (18.58) 89 (48.63) 60 (32.79)
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Single 130 [ 32(24.62) | 63(48.46) | 35(26.92)
Marital Status Married 157 | 23(14.65) | 72(45.86) | 62 (39.49) 0.24
Divorced 7 1(14.29) 4 (57.14) 2 (28.57)
Widow 2 0(0) 1 (50) 1 (50)
. Yes 112 | 11(9.82) 52 (46.43) | 49 (43.75)
Presence of Children =55 184 | 45(24.46) | 88(47.83) | 51(27.72) 0.001
Far from SBAHC 120 | 37(30.83) |57 (47.50) | 26 (21.67)
Place of Residence | Near SBAHC 95 [11(1158) |44(46.32) | 40 (42.11) <0.0001
Inside SBAHC 81 | 8(9.88) 39 (44.44) | 34 (41.98)
PhD 2 0 (0) 2 (100) 0 (0)
Masters 39 |10(25.64) | 8(20.51) 21 (53.85) 0.004
Educational Level 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)
Physician 12 1(8.33) 5(41.67) 6 (50)
Technician 17 2 (11.76) 12 (70.59) 3 (17.65) <0.0001
Brofession 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)
Up to 1 year 10 | 2(20) 6 (60) 2 (20)
Years of Experience | 1-3 years 31 9 (29.03) 16 (51.61) 6 (19.35) 0.26
>3 years 255 | 45(17.65) 118 (46.27) | 92 (36.08)
| 1-5Years 138 | 40(28.99) | 61(44.20) | 37 (26.81)
Years of Working in - =575 Vears 92 | 11(11.96) |5L(55.43) |30 (3261 0.0001
the City >10 Years 66 |5 (7.58) 28 (42.42) | 33 (50)
Driving to the City 168 | 39(23.21) | 76 (45.24) | 53 (31.55)
Transportation With Driver 93 14 (15.05) 46 (49.46) 33 (35.48) 0.24
With Family Member 35 3(8.57) 18 (51.43) 14 (40)
I am sending my kids to Outside day care | 20 6 (30) 6 (30) 8 (40)
Using the Day Care | I am sending my kids to SBAHC day care | 14 1(7.14) 10 (71.43) 3(21.43) 0.19
Not applicable 262 | 49(18.70) 124 (47.33) | 89(33.97)
Medical Profession 39 7 (17.95) 18 (46.15) 14 (35.90)
Spouse Profession Non-medical Profession 75 10 (13.33) | 35(46.67) | 30 (40) 0.51
Not applicable 182 | 39 (21.43) 87 (47.80) 56 (30.77)

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).
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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.

Nationality and Satisfaction Level
50%
40%
30%

20%

0,
| Satisfaction 10%
0%

m Dissatisfaction

10%
20%
30%
40%

Saudi Non-Saudi

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

Marital Status and Satisfaction Level
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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
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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
other professions reported high levels of satisfaction (50%, 17.65%, 41.46%, 51.35%, and 36.96%,

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).

Years of Experience at SBAHC and Satisfaction Level
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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).

39



CHAPTER 7
CONCLUSION AND RECOMMENDATION
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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, | 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.

41



REFERENCES

Abdullah, & Parasuraman. (2009). Job satisfaction among secondary school teachers. Jurnal

Kemanusiaan, 13.

Aljuhani, & Kishk. (2006). Job satisfaction among primary health care physicians and nurses in
Al-madinah Al-munawwara. The Journal Of The Egyptian Public Health Association, 81(3-
4), 165-180.

Almuallem, & Al-Surimi. (2019). Job satisfaction, work commitment and intention to leave

among pharmacists: A cross-sectional study. BMJ Open, 9(9).

Alotabi, Shah, Chowdhury, & Al-Enezi. (2004). Determinants of job satisfaction among nurses
in Kuwait. The Australian Journal Of Advanced Nursing, 21(4), 10-16.

Alromaihi, M., Alshomaly, Z., & Shaju, G. (2017). Job satisfaction and employee performance:
A theoretical review of the relationship between the two variables. International Journal of

Advanced Research in Management and Social Sciences, 6(1).

Armstrong, & Taylor. (2014). Armstrong’s handbook of human resource management

practice (13th ed.). Michael Armstrong.
Aziri. (2011). Job satisfaction: A literature review. Management Research and Practice, 3(4).

Bahnassy, Alkaabba, & Al Ohaidib. (2014). Job satisfaction of nurses in a tertiary medical care

center: A cross sectional study, Riyadh, Saudi Arabia. Life Science Journal, 11(1).
Bass. (1965). Organizational Psychology (pp. 36-38). Allyn & Bacon, Inc.

Borman, W., llgen, D., & Klimoski, R. (1976). The handbook of Industrial and Organisational
Psychology. Wiley.

Cronbach, L. (1951). Coefficient alpha and the internal structure of tests. Psychometrika, 16(3),
297-334.

42



Dunn, S., Wilson, B., & Esterman, A. (2005). Perceptions of working as a nurse in an acute care
setting. Journal of Nursing Management, 13(1), 22-31. https://doi.org/10.1111/].1365-
2834.2004.00452.x

Gedif, G., Sisay, Y., Alebel, A., & Belay, Y. (2018). Level of job satisfaction and associated
factors among health care professionals working at University of Gondar Referral Hospital,
Northwest Ethiopia: a cross-sectional study. BMC Research Notes, 11(1).
https://doi.org/10.1186/s13104-018-3918-0

Gifford, Zammuto, Goodman, & Hill. (2002). The relationship between hospital unit culture and
nurses' quality of work life/practitioner application. Journal of Healthcare
Management, 47(1), 12.

Halawani, L., Halawani, M., & Beyari, G. (2021). Job satisfaction among Saudi healthcare
workers and its impact on the quality of health services. Journal Of Family Medicine And
Primary Care, 10(5), 1873. https://doi.org/10.4103/jfmpc.jfmpc_2236 20

Kavanaugh, J., Duffy, J., & Lilly, J. (2006). The relationship between job satisfaction and
demographic variables for healthcare professionals. Management Research News, 29(6),
304-325. https://doi.org/10.1108/01409170610683842

Kuburovic, N., Dedic, V., Djuricic, S., & Kuburovic, V. (2016). Determinants of job satisfaction
of healthcare professionals in public hospitals in Belgrade, Serbia - cross-sectional
analysis. National Library of Serbia, 144(3-4), 165-173.
https://doi.org/10.2298/sarh1604165k

Kuzey. (2018). Impact of health care employees’ job satisfaction on organizational performance
support vector machine approach. Journal of Economics and Financial Analysis, 2(1), 45-
68.

Near, Rice, & Hunt. (2015). Work and extra-work correlates of life and job
satisfaction. Academy Of Management Journal, 21(2), 248-264.

Obiekwe, & Obibhunun. (2019). Impact of employee job satisfaction on organizational

performance. Academic Journal of Current Research, 6(12), 6-12.

43



Randeree, & Chaudhry. (2012). Leadership—style, satisfaction and commitment: An exploration
in the United Arab Emirates' construction sector. Engineering, Construction and

Architectural Management, 19(1).

Richer, M., Ritchie, J., & Marchionni, C. (2009). Using appreciative inquiry to promote
innovative ideas for better health care work environments. Journal of Nursing
Management, 17(8), 947-955. https://doi.org/10.1111/j.1365-2834.2009.01022.x

Robbins, & Judge. (2013). Organizational behavior (15th ed.).
Saiyadain, M. (2009). Human Resource Management (4th ed.).
Spector. (1997). Job Satisfaction: Application, Assessment, Causes and Consequences.

Vandenberg, R., & Lance, C. (1992). Examining the Causal Order of Job Satisfaction and
Organizational Commitment. Journal of Management, 18(1), 153-167.
https://doi.org/10.1177/014920639201800110

44



APPENDIXES

APPENDIXES A: IRB APPROVAL

SuLTAN BIN ABDULAZIZ HUMANITARIAN CiTY
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Date: 04/08/2022
IRB No.: 79-2022-IRB

To:  Ms. Sarah Mustafa Al-Sayed Hussein
PI: "Job Satisfaction and Influencing Factors Among Employees Working at Sultan
Bin Abdulaziz Humanitarian City, Saudi Arabia: A Cross-Sectional Study"
Saudi Electronic University
E-mail: Shussein@sbahc.org.sa

Subject: Approval for Research No. 75/SBAHC/MSc/RH/2022

Study Title: “Job Satisfaction and Influencing Factors Among Employees Working
at Sultan Bin Abdulaziz Humanitarian City, Saudi Arabia: A Cross-
Sectional Study"

Study Code: 75/SBAHC/MSc/RH/2022

Date of Approval: ~ 04/08/2022

Date of Expiry: 08/10/2023

Board approval: All members except the absentees

Dear Ms. Sarah Mustafa Al-Sayed Hussein,

Your Project has been approved and you have the permission to conduct this study following
your submitted documents as follow:

1. Curriculum Vitae for the PI researcher
Letter from researcher’s affiliating Organization/College
Letter from the researcher requesting SBAHC participation in the clinical study
Letter from the researcher’s supervisor requesting supervision in the clinical study
Research proposal according to SBAHC IRB Guidelines
SBAHC Informed Consent Template
Research Obligatory Agreement. Available upon the completion of the other
requirements

SOV B 84D

You are required to obey by the rules and regulations of the Government of Saudi Arabia, the
SBAHC IRB Policies and procedures and the ICH-GCP guidelines. You have to note that this
approval mandate responding to IRB’s periodic request and surveillance result. Drawing your
attention to the following:
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e Amendment of the project with the required modification to providing Periodical report
for this project specially when study extension is required or expiry before study
completion

e All unforeseen events that might affect continued ethical acceptability of the project
should be reported to the IRB as soon as possible

e Personal identifying data should only be collected when necessary for research.

e Secondary disclosure of personal identifiable data is not allowed.

e Monitoring: projects may be subject to an audit by the IRB at any time.

e The PI is responsible for the storage and retention of original data pertaining to the
project for a minimum period of five (5) years.

e Data should be stored securely so that a few authorized users are permitted access to
the database.

The IRB registered with the IRB KACST Registration No. H-01-R-090. It is authorized to
conduct the ethical review of clinic studies and operates in accordance with ICH-GCP
Guidelines and all applicable national/local and institutional regulations and guidelines which
govern Good Clinical Practices.

For Future Correspondence, please quote the project number and project title above and you
are requested to keep IRB informed about your study progress and submit project progress
report every six (6) months. A final report should be provided upon completion of the study.

Wish you a success in your research project.

Yours sincerely,

ﬁ LY Sl 53t A oy Olalo Lyds
SuLTAX Bin ABDULAZIZ HUMANITARIAN CiTY

Prof. Khalid Al-Rubeaan dall S it sl asd
Chairman-IRB Institutional Review Board (IRB)

Sultan Bin Abdulaziz Humanitarian City

Page 2 of 2

46



APPENDIXES B: CONSENT FORM

LY Sladod) a0l ds o Ollals Ly
Sutran Bin AsduLaziz HumaniTarian City
RESEARCH & SCIENTIFIC CENTER

INFORMED CONSENT FOR RESEARCH WITH NO
DIRECT BENEFITS TO PARTICIPANT

RICRR Rt

Title of Proposal: Job Satisfaction and Influencing Factors
Among Employees Working at Sultan Bin Abdulaziz
Humanitarian City, Saudi Arabia: A Cross-Sectional Study.

Clelall il sall (s N Sl g 5 i o L 1 1ial o 5
el el Ayl clanall Ggell se o gl Aiae 4
Fygadaia L 53 R geudd

Part | — Research Participant Information Sheet:

smiall 8 & diall e plaa — Y1 6 50l

You are invited to participate in a scientific research project Al Sy A IS Ll B e ni
A. Purpose of the Research is to increase general 5 A jmall 5305 oh Giagd) (e 2 Al A

knowledge about

1. The level of job satisfaction among employees. Oalall o il gl L (5 giaee )
2. The sociodemographic factors influencing job bl Ll e 333 3 A e ganlly Lelia¥l el gl Y

satisfaction among employees. Oalelall gl
B. Description of the Research: sl Cuay .~

A cross-sectional study will be conducted among 300
randomly selected employees working at Sultan Bin
Abdulaziz Humanitarian City between August and September
2022. 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 Sultan Bin

Abdulaziz Humanitarian City, Riyadh, Saudi Arabia.

o e p LR s il Ve o Tl A 3 el o
YOTY adiay galaastl O ALY G dall s 0 Gl Aina
gl L (5 e paill IS Ge Olasall (Al 5ol 028 pals

Lol e A5 A e sanll s Lolia¥) Jal gall aasJlliS
3 O Oabis e A Galalal) (50 LLEG Do plaaiidy e gl
s gl Ay el AL (el byl Sl

C. Potential Risks and Discomforts:

rAldaal clale 35 JbA o

Not Applicable

el Y

D. Potential Benefits:

sAdadaal) i gill A

Providing opportunities and feedback that encourage the
growth and development of talents is essential to engaging
employees. Employee engagement boosts morale, which
improves motivation, loyalty, retention, attendance,
performance, and productivity. Survey results can also
benefit management by providing a snapshot of employee
attitudes at a certain moment, allowing employers to
measure objectively how well their efforts to improve
employee morale are working. A formal survey is not the
only way to establish a benchmark, but the information
obtained can be used to highlight areas needing
improvement, such as turnover, grievance volume, and
employee complaints.

Lenally ol pall sad o aa i 3N Gl g g 3l 5855 2
32585 o il pal S e JaxS (il pall Sl 5V Gy g i 134l
Ol gal cal Laluyl g elaYl g oY ol (ueny Lae iy ginall CJJ‘“
Oe Ao 853 A [ Wil 5 1Y) U il a3 o (S
oA Jandl sl granss Laa dlime i 8 (il gl il ga
Y o sa s JS (il sl s gina (uaad pad g plad gaa
plasiad oS Sy ¢ jlume olIY S ) A plall s N sl 2ay
VL e g sl bl e Jseandl 2 Gigan A il gledl
9SGl gl J3Ty 7 g 5 Jame J3a il (M) plias S

L0l gl

E. Alternative to Participation (where applicable): (D325 Of) 4S8l oo Jilad) i
Not Applicable i Y
For Official Use Only LRI FP PEU PRV L]
INFORMED CONSENT FOR RESEARCH WITH NO DIRECT BENEFITS TO S ulall s y3e 530 gy

PARTICIPANT
(Cross out the non-applicable) *

From:

To

RACH

SBaCIss-RSCOS(uANME
Informed Consent for

with no Direct Benefits to Participant
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LY Sladod) it ds oy Ol e
SuLran Bin ABDuULAZIZ HumANITARIAN CiTY
RESEARCH & SCIENTIFIC CENTER

INFORMED CONSENT FOR RESEARCH WITH NO
DIRECT BENEFITS TO PARTICIPANT

F. Cost/s Reimbursements:

ARl iy gadll / S

Not Applicable

Gihb Y

G. Termination of Participation (where applicable):

(S o) Al el 5

Participants will be notified that their completion of the
questionnaire constitutes informed consent.

e A e S5 D p ) Gy G L jUd) o
Ll 538 L

H. Comp ion / Tr

In the event of injury resulting from participation in the
research study, hospitalization and professional attention,
if these are required, will be provided at (name the

il / Glday gl
s3a AAS LD o) ja a0V pua gl Sigaa e
gl Ao N iy (Al S3) i JiSS Al ol
o Ll i 0 Sy 6yl o 3131 a5l A 30

Participation in this study is voluntary. You will suffer no
penalty nor loss of any benefits to which you are
otherwise entitled should you decide not to participate.
Withdrawal from this research study will not affect your
ability to receive alternative methods of medical care
available at SBAHC.

Significant new findings that may come up during the
course of the research study which might be reasonably
expected to affect your willingness to continue to
participate in the research study you will be informed up.

hospital) at no cost to you. Financial compensation from Al iy gl
SBAHC is not available.
I. Voluntary Participation: de ghill dS Liall b

O i AU aze i 13y A et A all o3a b AS LB
O LS dadadd 8 g gyl dlia il ) clilias Y e an
Ladlall clasall B o iy o A3 Ga el A8
Al A58 g A,

A5l aall el A gl Baga Al ot 51y Sy s
oia IS LB e ) o L sies L ey By
Al

J. Confidentiality:

Your identity and medical record, as a participant in this
research study, will remain confidential with respect to
any publications of the results of this study. Your medical
record in connection with this study will be kept
confidential to the extent permitted by the law.
Furthermore, your medical record may be reviewed only
by the SBAHC-Institutional Review Board or the agency
sponsoring this research in accordance with applicable
laws and regulations.

It is your right to keep a signed copy of the consent form.

ol g
M&J&,&,muﬁah\)ﬂbhéd)u

mu,s),.&‘uu)mcuum._.bﬂ.nw
*-zhtﬁ-*l‘useh-se\”%wﬂwﬂwhxw“'
Lol M A J ndl 3G sl LB Galdas U e i
s geadll Vg Tadaad o 5l 5 Aalail) 3 gaa 3 A pall

LO3YI s e Adge By BUSYI S e

For Official Use Only

INFORMED CONSENT FOR RESEARCH WITH NO DIRECT BENEFITS TO
PARTICIPANT

(Cross out the non-applicable) *

From:

To

RAC#

e A Dl S Y
Ol S 5l s 5
* (Sl ¥ e ulal)

1ot doe - Olals Agde

-S-l.;;(lr”‘-RSCCS 1121 me i o
Informed Consent for Research with no Direct Benefits to Participant
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APPENDIXES C: PERMISION FOR USING JSS
ASSESSMENT

PAUL SPECTOR

INDUSTRIAL AND ORGANIZATIONAL PSYCHOLOGY

= MENU

Home ' Assessments ' Paul's No Cost Assessments ' Conditions for Using These Assessments

Conditions for Using These Assessments

All of the assessments in the Paul's No Cost Assessments section of paulspector.com are copyrighted. They were developed

by me and my colleagues.

‘You have my permission for free noncommercial research/teaching use of any of the assessments that are in the Paul's No
Cost Assessments section. This includes student theses and dissertations, as well as other student research projects. Copies
of the scale can be reproduced in a thesis or dissertation as long as the copyright notice is included, as shown in the

downloadable copy of each scale.

For commercial uses there is a fee for using these scales. A commercial use means you are charging someone a fee to provide
aservice that includes use of one or more of these scales. Contact me at paul@paulspector.com to discuss fees for

commercial use.

Translations

You are welcome to translate any of these scales into another language if you agree to send me a copy of the translation.
Word (.doc or .docx] is best, but .pdf is also acceptable. Be sure to include the copyright statement on the translated version,

as well as credit the person who did the translation and the year.

Sharing Results

A condition for free use of these assessments is that you share results. The results | need include:

1. Means per subscale and total score

2.Sample size

3. Brief description of sample, e.g., 220 hospital nurses. | don't need to know the organization name if it is sensitive.

4. Name of country where collected, and if outside of the U.S., the language used. | am especially interested in nonAmerican
samples.

5.5tandard deviations per subscale and total score {(optional)

6. Coefficient alpha per subscale and total score (optional)
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APPENDIXES D: USED QUESTIONNARE

Job Satisfaction & Influencing Factors Among
Employees Working at SBAHC 3

Dear Participants,

We would like to invite you to participate in the Job Satisfaction & Influencing Factors Among Employees Working at
SBAHC survey, which aims to increase general knowledge about:

1.The level of job satisfaction among employees
2.The sociodemographic factors influencing job satisfaction among employees

To be eligible to fill out this survey, you must have been working as a full-time employee in SBAHC for more than 6
months. Your cooperation and participation in completing this survey is highly appreciated.

Your partic is Y IS, y and will in confidential.

* Required

* This form will record your name, please fill your name.

Eligibility Criteria & Consent Form

1, Are you working as full-time employee at Sultan Bin Abdulaziz Humanitarian City? *
Fauluo¥l cloasl) jialliue oo Olalw Gvas 3 JolS plon wbge <l o

O Yes / pai
O Noyy

2. Are you working at Sultan Bin Abdulaziz Humanitarian City for more than 6 months? *
$yaadl 1 oo 135V Auluo¥l Sloasl) jsalle o Olhl &yso 9 ibgo il Ja

O Yes | p2)
O Noyy

3. Click the Link: Informed Consent

https://sbahcorgsa-
my,sharepoint.com/:b:/r/personal/mquisteriano_sbahc_org_sa/Documents/Informed%20Con
sent_Job%20Satisfaction Sarah.pdf?csf=1&web=1&e=cmXuhj *

If you agree to participate, please proceed. ;| aiwVl el>y)l Ol JlaSiwl (38lgs cus 3]

O r1agree/ dlsa

(O 1disagree / 3lse et

LSyt Sl il s o Ol Ly
S'ul.ln Bin ASDULAZIZ Nunuu.u!uu Coy
el iyl Sl
Institutional Review Board (IRB)
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Sociodemographic Data

4. Age? *
0l

5. Nationality? *
Azl

O Saudi / S>geuw

O Non-Saudi / il

6. Gender? *
Uu.‘.z]l
O Male/ 55

QO Female/ il

7. Marital Status? *
auclaasVl alll
QO single/ wsel
O Married / g9s0
O Widowed / o
(O Divorced / slkao

8. Presence of Children? *
Sdlabl by Ja

O Yes/pn

O Noyy . @

Gl Dbl it as oy Ollele iyl
SULTAN Bin ABDuULAZIZ HuMANITARIAK CiTY
PN ORI [ T PO 3
9. Place or Residence? * Institutional Review Board (IRB)

a8Vl LlSs

(O 1nside SBAHC / aulusVl Gloasll jusallae o ollalos 8o J51s
(O Near SBAHC / aulus¥l wloasl) psallae o vlals aiie o wsall

(") Far from SBAHC / auluw¥l cloasl) ysallauc o wllalaw &ss o lusy

o1



10. Educational Level? *

11,

wsaaledll Ssiall

O Less than high school education / Ssili oo J8I
(O High School Graduate / gl

(O Bachelor's Degree / Jus ol

(O Master's Degree / juiw=>lo
O

PhD / al,g18s

Profession? *
I

Physician / ;g5
Therapist /  silas
Nurse [ 5,00
Technician / (sud

Administration / 5,151

O0000O0 §

Others / s,

Ly bl 0t A o Cllals Ay

SULTAN BiN ABpuLAZIZ HumaniTarian Ciry
FONN T ST I P
Institutional Review Board (IRR)

m——— o o
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8/3/22,2:01 PM

Job Satisfaction & Influencing Factors Among Employees Working at SBAHC

12. Department? *
Pl

13

14.

@)

Q00000000 0LVVLOLOOOALOOO

Chief Executive Office
Corporate Development
Education & Staff Development
Finance

Human Capital Management
Information & Communication Technology
Medical Affairs/SISC

Nursing Services

Patient Affairs

Patient Experience

Patient Treatment Fund
Projects & Facility Management
Prosthetics & Orthotics

Quality Management

Rehab Program & Services
Research & Scientific Center
Security

Safety & Emergency Planning
Supply Chain Management
Sultan City Medical Center
Home Health Care

People Experience

Other

Years of experience? »
8yul Wlgiaw 322

Years of Working in the City? *

bVl olossd) s3allae o Ol &ipte (08 Josll Clgiw 3ac
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8/3/22,2:01 PM Job Satisfaction & Influencing Factors Among Employees Working at SBAHC

15. Transportation? *
Jaidl 4zl

(O 1amdriving to the City / 3431 LI
(O with a family member / alilall >1,81 11 g

(O with a driver / siLul go

16. Using the Day Care? *
ailia=l plaziwl
(O 1am sending my kids to SBAHC day care / &isall Jsls @ila=ll (lab s,
(O 12m sending my kids to Outside day care / azsll .l ailan) alib i,

(O Not applicable /  sdais ¥

17. Spouse Profession? *
8zayll digo

O Medical Profession / (subll Jlsall
(O Non-medical Profession /  sulall Jlzall 2,15

(O Not applicable / sk ¥

18. Preferred Language *
Oluiwl) alassll aslll

O wue
(O English

oy sl 7 \uaa&hhn

:‘::?n BiN Alwl.f:: I'luuun‘ulon Gy
i syl ol st

Institutional Review Board (IRE)
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JOB SATISFACTION SURVEY
Paul E. Spector
Department of Psychology
University of South Florida

Copyright Paul E. Spector 1994, All rights reserved.

PLEASE CIRCLE THE ONE NUMBER FOR EACH QUESTION

= 2
THAT COMES CLOSEST TO REFLECTING YOUR OPINION é E E"‘ . _; J‘;:
ABOUTIT. !_E: qé = _'Tgn _3-;‘ ?E:
8 & A <« 2 <
1 I feel I am being paid a fair amount for the work I do. 123 45 6
2 There is really too little chance for promotion on my job. 123 4 5 6
3 My supervisor is quite competent in doing his/her job. 123 45 6
4 I am not satisfied with the benefits I receive. 1 23 456
5 When I do a good job, I receive the recognition for it that I should receive. 123 456
6 Many of our rules and procedures make doing a good job difficult. 123 456
7 I like the people I work with. 1 2 3 4 5 6
8 I sometimes feel my job is meaningless. 1 2 3 4 5 6
9 Communications seem good within this organization. 12 3 45 6
10 Raises are too few and far between. 1 2 3 4 5 6
11 Those who do well on the job stand a fair chance of being promoted. 1 23 45 6
12 My supervisor is unfair to me. 1 2 3 4 5 6
13 The benefits we receive are as good as most other organizations offer. 1 2 3 456
14 I do not feel that the work I do is appreciated. 1 2 3 4 5 6
15 My efforts to do a good job are seldom blocked by red tape. 1 2 3 4 5 6
16 I find I have to work harder at my job because of the incompetence of 123 456

people I work with.

17 I like doing the things I do at work. 1 2 3 4 5 6
18 The goals of this organization are not clear to me. 123 4 5 6
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= =

PLEASE CIRCLE THE ONE NUMBER FOR EACH QUESTION é E E —;‘ =
THAT COMES CLOSEST TO REFLECTING YOUR OPINION g 3 Eu ;3“ g g
ABOUTIT. s 5 3 2% 8%
Copyright Paul E. Spector 1994, All rights reserved. %ﬂ %ﬂ %ﬂ E.u ;ﬂ E.u
8 & &8 < =« <«
. . . 1 2 3 4 5 6

19 I feel unappreciated by the organization when I think about what they pay

me.
. 1 2 3 4 6
20 People get ahead as fast here as they do in other places.

21 My supervisor shows too little interest in the feelings of subordinates. 23 456
22 The benefit package we have is equitable. L2 4 6
23 There are few rewards for those who work here. b2 4 6
24 I have too much to do at work. 23456
25 I enjoy my coworkers. 23456
26 I often feel that I do not know what is going on with the organization. 23 456
27 I feel a sense of pride in doing my job. 123 456
28 I feel satisfied with my chances for salary increases. b2 4 6
29 There are benefits we do not have which we should have. b2 4 6
30 I like my supervisor. 23456
31 I have too much paperwork. 23456
32 I don't feel my efforts are rewarded the way they should be. 123456
33 I am satisfied with my chances for promotion. 23456
34 There is too much bickering and fighting at work. 23456
35 My job is enjoyable. 23 456
36 Work assignments are not fully explained. 123 456
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