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ABSTRACT

Background: Job satisfaction is essential to the success of any business. A high rate of employee contentedness is
directly related to a lower turnover rate. Lower job satisfaction leads to lower morale and mental stress. This adversely
affects employee’s personal health, adversely affect productivity. This discourages employee from doing their job well
and may cause them to change jobs causing Institution loss of trained and valuable personnel.

Study Goals And Objectives: To assess the job satisfaction of all staff members teaching and supporting staff working
in Khyber Girls Medical College Peshawar.

Materials and Methods: It was a cross sectional survey carried on all personal including doctors and support staff
working in Khyber Girls Medical College Peshawar. Correspondence was sent to the Dean/ Principal Khyber Girls
Medical College Peshawar and all Heads of departments working in HMC, seeking their cooperation. Job satisfaction
survey (JSS) was used to measure job satisfaction. Informed consent form was attached with each JSS form.

Data collected by author and clinical Psychologists working in department of Psychiatry HMC, and analyzed by using
SPSS 19.

Results: Job satisfaction survey (JSS) contains 36-items relating to different domains of job and organizational rules.
For presenting the results of these 36- items we divided them, into 5- sets of questions grouped together representing
each domain. These five groups were 1- Pay and benefits 2- Nature of the job, 3-work environment, 4-superiors com-
petence and 5-comminication between employees.

Discussion: It was found that the amplification of pleasant emotions increases job satisfaction. Mood and emotions at
work are related to job satisfaction.

Recommendations/Implications:. Gather employee feedback using a range of informal and formal mechanisms to
understand where gaps exist, including annual and pulse surveys. Reinforce your commitment to change and use

this knowledge to inform changes to approach, policy, and organizational design
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INTRODUCTION

Job satisfaction is essential to the success of any
business. “’Job satisfaction’” or “’employee satisfac-
tion”” has been defined in many different ways. Some
believe it is simply how contented an individual is with
his or her job. Locke (1976)' defines job satisfaction
as “a pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experiences”.
Judge and Hulin (2003)2have noted that job satisfaction
includes multidimensional responses to an individual’s
job, and that these personal responses have cognitive
(evaluative), affective (or emotional), and behavioral
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components. Job satisfaction can be defined as positive
affect towards employment® and it is arguably a fairly
stable evaluation of how the job meets the employee’s
needs, wants, or expectations*. Job satisfaction can
also be seen within the broader context of the range of
issues which affect an individual’s experience of work,
or their quality of working life. Job satisfaction can be
understood in terms of its relationships with other key
factors, such as general well-being, stress at work,
control at work, home-work interface, and working
conditions. In research, job satisfaction has been as-
sessed using global aspects as well as multiple facets
like salary, career progression, supervisor, etc®

The notion that satisfied employees will perform
their work more effectively is the basis of many theories
of performance, reward, job design and leadership®
Managers and lay people are thought to believe in
what has been called the ‘happy-productive worker
hypothesis’. A high rate of employee contentedness
is directly related to a lower turnover rate. Lower job
satisfaction leads to lower morale and mental stress.
This adversely affects employee’s personal health, ad-
versely affect productivity. This discourages employee
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from doing their job well and may cause them to change
jobs causing Institution loss of trained and valuable
personnel. Job satisfaction is an attitude that relates to
overall attitudes towards life, or life satisfaction®as well
as to service quality’.

For research on job satisfaction to be useful, it
is imperative that job satisfaction scales are precise
in measuring what they are designed to assess®®and
the understanding of the nature and specificities of
contextual job satisfaction is an important first step in
defining adapted and efficient managerial policies™.

The present study was carried out to assess the
job satisfaction of all staff members teaching and sup-
porting staff working in Khyber Girls Medical College
Peshawar.

MATERIALS AND METHODS

It was a cross sectional survey carried on all
personal including doctors and support staff working
in Khyber Girls Medical College Peshawar. Correspon-
dence was sent to dean/principal Khyber Girls Medical
College Peshawar and all Heads of departments work-
ing in HMC, seeking their cooperation. Approval was
granted by the college ethical committee to carry out
the present study. Job satisfaction survey (JSS) was
used to measure job satisfaction. Informed consent
form was attached with each JSS form. Data collected
by author and clinical Psychologists working in depart-
ment of Psychiatry and behavioral Sciences HMC, they
were trained in the use of this instrument to facilitate the
research process. Data was analyzed, using SPSS 21",

RESULTS

Job satisfaction survey (JSS) contains 36-items
relating to different domains of job and organizational
rules. For presenting the results of these 36- items we
divided them, into 5- sets of questions grouped together
representing each domain. These five groups were
1- Pay and benefits 2- Nature of the job, 3-work envi-

ronment, 4-superiors competence and 5-comminication
between employees. The results are as follows.

The table-1 related to pay and benefits shows that
the question “I feel | am being paid a fair amount for the
work | do” and the question “The benefits we receive
are as good as most other organizations offer” were
statistically significant with a p- value less than 0.05 (i.e.
0.0010 & 0.007 respectively). All the other items were
statistically not significant.

Table -2 shows that the items, “when | do a good
job, I receive the recognition for it that | should receive , |
do not feel that the work | do is appreciated and there are
few rewards for those who work here, were statistically
significant. All the remaining questions responses were
statistically not significant.

Table-3, which was related to work environment,
shows that four items were statistically significant. These
items were” There is really too little chance for promotion
on my job, Many of our rules and procedures make doing
a good job difficult, Those who do well on the job stand
a fair chance of being promoted and People get ahead
as fast here as they do in other places.

Only two items” My supervisor is unfair to me and
my supervisor shows too little interest in the feelings
of subordinates” with a P- value of 0.0001 and 0,012
respectively were statistically significant.

The question” | feel unappreciated by the orga-
nization when | think about what they pay me” with a
P-value of 0.0001 and the question “I enjoy my cowork-
ers” with a P-value of).0001, were statistically significant.

DISCUSSION

It was found that suppression of unpleasant emo-
tions decreases job satisfaction and the amplification
of pleasant emotions increases job satisfaction.'?Mood
and emotions at work are related to job satisfaction.
Moods tend to be longer lasting but often weaker states
of uncertain origin, while emotions are often more

Table 1: Pay and Benefits

Question Means Std. error DF t p
difference difference
| feel | am being paid a fair amount for the work | do. 1.23 0.162 392 7.619 0.0001
| am not satisfied with the benefits | receive. -0.3 0.192 392 -1.68 0.09
Raises are too few and far between. -0.29 0.187 392 -1.6 0.11
The benefits we receive are as good as most other 0.502 0.186 392 2.705 0.007
organizations offer.
The benefit package we have is equitable. 0.514 0.259 392 1.986 0.48
| feel satisfied with my chances for salary increases. 0.287 0.194 392 1.484 0.139
| don't feel my efforts are rewarded the way they -0.120 0.188 392 -0.639 0.523
should be.
| am satisfied with my chances for promotion. 0.166 0.183 392 0.633 0.527
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Table 2: Nature of the job

Question Means Std. error DF t P
difference difference
When | do a good job, | receive the recognition for it 0.6280 0.194 392 3.233 0.001
that | should receive.
| sometimes feel my job is meaningless. -0.187 0.190 392 -0.984 0.326
| do not feel that the work | do is appreciated. -0.471 0.173 392 -2.717 0.007
| like doing the things | do at work. 0.068 0.182 392 0.347 0.709
There are few rewards for those who work here. 1.334 0.183 392 7.283 0.0001
| have too much to do at work. -0.291 0.180 392 -1.620 0.106
| have too much paperwork. -0.236 0.176 392 -1.343 0.180
Table 3: Work Environment
Question Means differ- Std. error DF t p
ence difference
There is really too little chance for promotion on my -.0.865 0.186 392 | -4.658 | 0.0001
job.
Many of our rules and procedures make doing a -0.392 0.177 392 | -2.215 | 0.027
good job difficult.
Those who do well on the job stand a fair chance of 0.507 0.191 392 | 2.648 0.008
being promoted.
My efforts to do a good job are seldom blocked by -0.425 0.173 392 | -1.533 | 0.126
red tape.
People get ahead as fast here as they do in other 1.298 0.153 392 | 8.456 | 0.0001
places.
| often feel that | do not know what is going on with 0.066 0.175 392 | 0.377 | 0.708
the organization.
There are benefits we do not have which we should 0.055 0.187 392 | 0.294 | 0.769
have.
Table 4: Superiors Competence
Question Means differ- Std. error DF t p
ence difference
My supervisor is quite competent in doing his/her 0.021 0.177 392 | -0.188 | 0.906
job.
My supervisor is unfair to me. -0.745 -0.382 392 | -4.031 | 0.0001
| find | have to work harder at my job because of -0.270 0.176 392 | -1.533 | 0.126
the incompetence of people | work with.
My supervisor shows too little interest in the feel- -0.456 0.180 392 | -2.536 | 0.012
ings of subordinates.
| like my supervisor. -0.064 0.182 392 | -0.348 | 0.728
There is too much bickering and fighting at work. 0.301 0.178 392 | 1.688 0.092
Work assignments are not fully explained. 0.178 0.181 392 | 0.986 | 0.325
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Table 5: Communication between employees.

Question Means differ- Std. error DF t p
ence difference
| like the people | work with. 0.106 0.176 392 | 0.603 0.547
Communications seem good within this organiza- 0.306 0.198 392 | 1.549 0.122
tion.
The goals of this organization are not clear to me. 0.141 0.181 392 | 0.776 | 0.438
| feel unappreciated by the organization when | -0.946 0.191 392 | -4.939 | 0.0001
think about what they pay me.
| enjoy my coworkers. 0.675 0.192 392 | 3.515 | 0.0001
| feel a sense of pride in doing my job. 0.271 0.192 392 | -1.412 | 0.159
My job is enjoyable. 0.195 0.172 392 | -1.133 | 0.258

intense, short-lived and have a clear object or cause.™
The table-1 related to pay and benefits show that the
question “l feel | am being paid a fair amount for the work
| do” and the question “The benefits we receive are as
good as most other organizations offer” were statistically
significant. A person identifies the amount of input
(things gained) from a relationship compared to the
output (things given) to produce an input/output ratio.
They then compare this ratio to the ratio of other peo-
ple in deciding whether or not they have an equitable
relationship.''S For example, consider two employees
who work the same job and receive the same pay and
benefits. If one individual gets a pay raise for doing
the same work as the other, then the less benefited
individual will become distressed in his workplace. If,
on the other hand, both individuals get pay raises and
new responsibilities, then the feeling of equity will be
maintained.'®

Table- 2- Nature of the job, Shows that the items,
“when | do a good job, | receive the recognition for it that
I should receive, | do not feel that the work | do is appreci-
ated and there are few rewards for those who work here,
were statistically significant. An employee’s motivation
to work is continually related to job satisfaction of a
subordinate. Motivation can be seen as an inner force
that drives individuals to attain personal and organi-
zational goals. Motivating factors are those aspects of
the job that make people want to perform, and provide
people with satisfaction, for example achievement in
work, recognition, promotion opportunities.'” These
motivating factors are considered to be intrinsic to the
job, or the work carried out.'®

Table-3, which was related to work environment,
shows that four items were statistically significant.
These items were” There is really too little chance for
promotion on my job, Many of our rules and proce-
dures make doing a good job difficult, Those who do
well on the job stand a fair chance of being promoted
and People get ahead as fast here as they do in other
places. A Watson Wyatt Worldwide study'® identified a
positive outcome between a collegial and flexible work

environment and an increase in shareholder value. Sug-
gesting, that employee satisfaction is directly related
to financial gain. It is possible that successful workers
enjoy working at successful companies, however, the
Watson Wyatt Worldwide Human Capital Index study
claims that effective human resources practices, such
as employee recognition programs, lead to positive
financial outcomes more often than positive financial
outcomes lead to good practices'®

Only two items” My supervisor is unfair to me and
my supervisor shows too little interest in the feelings
of subordinates” with a P-value of 0.0001 and 0,012
respectively were statistically significant as shown on
table — 4. The way in which subordinates perceive a
supervisor’s behavior can positively or negatively influ-
ence job satisfaction. Communication behavior such as
facial expression, eye contact, vocal expression, and
body movement is crucial to the superior-subordinate
relationship. Nonverbal messages play a central role
in interpersonal interactions with respect to impression
formation, deception, attraction, social influence, and
emotional.®® A supervisor who uses nonverbal imme-
diacy, friendliness, and open communication lines is
more likely to receive positive feedback and high job
satisfaction from a subordinate.

The table-5 is about the communication between
the employees. Only two items,” | feel unappreciated by
the organization when | think about what they pay me”
and the question “l enjoy my coworkers” were statistically
significant. One of the most important aspects of an
individual’s work in a modern organization concerns the
management of communication demands that he or she
encounters on the job?' Demands can be characterized
as a communication load, which refers to “the rate
and complexity of communication inputs an individual
must process in a particular time frame.” Individuals
in an organization can experience communication
over-load and communication under- load which can
affect their level of job satisfaction. According to the
ideas of communication over-load and under-load, if an
individual does not receive enough input on the job or is
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unsuccessful in processing these inputs, the individual
is more likely to become dissatisfied, aggravated, and
unhappy with their work which leads to a low level of
job satisfaction.?!

A majority of employees have been affected by
symptoms of poor mental health. 77% say they have
experienced symptoms of poor mental health at some
point in their lives and 29% have been diagnosed with
a mental health condition. 62% of employees attributed
their symptoms of poor mental health to work or said
that work was a contributing factor. The results from the
open survey are even starker, with 84% having experi-
enced physical, psychological or behavioral symptoms
of poor mental health where work was a contributing
factor?.,

RECOMMENDATIONS

1: A gap may exist in your own institution/ business
between leadership perception of support for em-
ployee mental health, and reality of employees’
experience. Take action to identify the gaps and
be clear that you are committed to resolving this.

2: Gather employee feedback using a range of
informal and formal mechanisms to understand
where gaps exist, including annual and pulse
surveys. Reinforce your commitment to change
and encourage participation in feedback.

3: Identify the issues in your workplace that may be
impacting on employee mental wellbeing and use
this knowledge to inform changes to approach,
policy, and organizational design.

4: Provide employees with a clear wellbeing offering,
starting at induction, and reinforced on a regular
basis, including resources to support employee
resilience and mental wellbeing.

5: Take a preventative approach to creating a work
environment that promotes mental wellbeing, by
adopting Business in the Community’s Workwell
model??and the NICE Workplace Health Manage-
ment Standards.?
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