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ABSTRACT

Introduction: Job satisfaction is one of the most widely discussed issues in the organisational behaviour, personnel and human
resource management. This study was conducted to determine the level of job satisfaction among medical teaching faculty of
a teaching institution. An attempt was made to determine the factors that influence the job satisfaction of the faculty members.

Materials and Methods: 64 faculty members agreed to be a part of the study. It was conducted as an opinion survey based
on a pre-structured questionnaire divided into two sections: section 1- socio-demographic features of the subjects and section
2 — divided into 6 sub sections with total 19 statements (S1to S19) exploring different factors. The mean score was calculated
for each of the statements.

Results: 68.75% of the faculty were young (<40 years of age), majority were females (56.25%) and were at the rank of assistant
professors (68. 75%).Based on the responses to the questionnaire around 61% of the faculty members were satisfied with their
current job. The range of the mean score of the faculty members was from 2.16 to 4.05. The average mean score for all the
statements was 3.47.

Conclusion: Based on the results of the survey it can be concluded that the faculty seems to be most satisfied with the team-
work and interpersonal relationships within the organisation (S5). The faculty rated their performance to be high as per their job
expectations (S-9) and they considered themselves to be well equipped in terms of knowledge and skills as per their job expec-
tations (S-10). They seemed to be most dissatisfied with the performance based incentives given at the college (S-17) and loan
facilities offered (S-13) by the organisation.

Key Words: Faculty members, Teaching institution, Job satisfaction

INTRODUCTION force to pursue and satisfy needs. However, job satisfaction
' o ) . and motivation work together to increase job performance
Job satisfaction is a complex and multifaceted concept which 414 healthcare organizations can do many things to increase

can mean differeitnt ‘Fhings to different peoplf?.llt is gsual!y job satisfaction, primarily by focusing on the motivating in-
linked with motivation, but the nature of this relationship  terests of existing and future staff.’

is not clear.It is considered more of an attitude, an internal

state which could be associated with a personal feeling of Job satisfaction is one of the most widely discussed issues
achievement either qualitative or quantitative.? of today in terms of organisational behaviour, personnel and

human resource management as well as organisational man-

The terms job satisfaction and motivation are often but agement.* Simply stated it is the extent to which one feels
wrongly used interchangeably in verbal (and often in written) good about one’s job.*

communication, however there is a clear distinction between

the two. Job satisfaction is a person’s emotional response to  Lhere are three important features of job satisfaction.

his or her job conditions, whereas motivation is the driving TSt orgagiza?ions S.hOUId bF guided by huma'n values.
Such organizations will be oriented towards treating work-
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ers fairly and with respect.In such cases the assessment of
job satisfaction may serve as a good indicator of employee
effectiveness.’High levels of job satisfaction may be a sign
of good emotional and mental state of employees. Second,
the behaviour of workers depending on their level of job sat-
isfaction will affect the functioning and activities of the or-
ganization’s business. From this it can be concluded that job
satisfaction will result in positive behaviour and vice versa,
dissatisfaction from the work will result in negative behav-
iour of employees.’Third, job satisfaction may serve as an
indicator of organizational activities.

In the health care field, attaining health objectives in a popu-
lation depends to a large extent on the provision of effective,
efficient, accessible, viable and high-quality services. The
health workforce, present in sufficient numbers and appro-
priately allocated across different occupations and geograph-
ical regions is arguably the most important input in a unique
production process that has a strong impact on overall health
system performance.”The lack of explicit policies for human
resource management has produced, in most countries, im-
balances that threaten the capacity of health care systems to
attain their objectives.®

The workforce in the health sector has specific features that
cannot be ignored and motivation can play an integral role
in many of the compelling challenges facing health care
today.’In this area, the task of motivation is exacerbated by:

1. The nature of the economic relationship between those
using the system and the system itself (physicians, pa-
tients and hospitals).

2. The heterogeneity of the workforce to be managed.

In a teaching hospital, where doctors are playing dual role
of teaching and patient care, this may have wider ramifica-
tions. The discontent of faculties may get translated into their
academic output and may influence the morale and attitudes
of medical students to the profession At the same time, poor
job satisfaction of these physicians will adversely affect pa-
tient care.'

The medical faculty is critical to the infrastructure of any
teaching institution. Attention to job satisfaction of medical
faculty has gained national attention in part due to the current
economic climate in which recruitment of faculty to replace
those who leave is costly. Recent national survey data from
the American Association of Medical Colleges (AAMC) re-
ported a staggering 38—40% attrition rate of academic medi-
cal faculty over a ten-year period. Since faculty retention and
job satisfaction are intimately linked, understanding what
drives and satisfies academic medical faculty is invaluable
for providing continuous and quality patient care, teaching
the next generation of physicians, and minimizing the high
cost of recruiting new faculty."

Based on the proposed report of MCI undergraduate edu-
cation working group 2010, the most significant challenge

for regulatory bodies has been to balance the need for more

medical colleges with the maintenance of quality standards
12

In this regard, the job satisfaction of medical teachers is per-
haps not getting its due attention. It is a very important but
very less studied issue. More work needs to be done to link
the perception of individual faculty with the organizational
context in which they work and with the wider political,
economic, and social context of medical education reforms.
This study was undertaken to construct the ‘job satisfaction
profile’ of teaching faculty of a multispecialty teaching in-
stitution in India to evaluate their level of satisfaction and to
describe variables related to their job satisfaction.

The aims and objectives of the study were:

* To ascertain the level of job satisfaction among fac-
ulty members of a tertiary care teaching institution of
India.

e To determine the factors that influence ‘job satisfac-
tion’ of faculty members.

*  To determine factors leading to dissatisfaction among
faculty members.

MATERIALS AND METHODS

This study was conducted at a medical teaching institution
amongst its faculty members over a period of two months.

Study population

The study comprised of all the 64 faculty members of this
college. The purpose of the study was explained to all the
participants and written informed consent was taken from
them before beginning of the project (copy of consent form
enclosed). They subjects were informed that their participa-
tion is voluntary and they could withdraw from the study
anytime they wished to do so.

Institutional Ethics Committee (IEC) approval was taken
prior to the start of the study. The convenient sampling tech-
nique was used.

Data collection tool - questionnaire design

The study was conducted as an opinion survey among the
faculty members based on a pre-structured questionnaire
which was divided into two sections.

The questionnaire was designed to be simple, comprehen-
sive and easily understandable by the faculty members.

The details of the questionnaire used were as follows:

Section 1 — socio-demographic features: age, sex, job title,
duration of service with this organisation and type of em-
ployment.
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Section 2 — factors influencing job satisfaction: this section
had six sets of questions exploring the various factors influ-
encing an employees’ satisfaction and his motivation level.
There were total 19 statements numbered as S1 to S19

Factor 1 — professional practice environment (S1-S6)
Factor 2 — organisational factors of social support (S7-S8)
Factor 3- job competency (S9-S10)

Factor 4 — welfare measures offered by the organisation
(S11-S14)

Factor 5 —job reward (S15-S17)
Factor 6 — motivation and work experience (S18-S19)

In addition, each faculty member was asked to give mini-
mum two suggestions for improvement in their job satisfac-
tion and motivation.

Data collection method

Initially the questionnaire was mailed at the official e-mail
addresses of all the faculty members. They were informed
verbally as well as through text messages that they had been
mailed a questionnaire for this study. They were expected to
download the questionnaire, give their responses and mail it
back within a week’s time, which would aid in maintaining
the confidentiality and anonymity of the responses given by
the subjects. However, after several reminders only 22 fac-
ulty members responded via mail which could be due to lack
of internet facility in the college. A printout of the question-
naire was eventually given to the remaining faculty members
who did not respond via E- mail.

Technique used

In terms of scaling, a five-point Likert scale was used (5-
highly satisfied, 4-satisfied, 3- neither satisfied nor dissatis-
fied, 2- dissatisfied and 1- highly dissatisfied).

An excel sheet was prepared to enter the data collected from
the subjects. The mean score was calculated for each of the
19 statements along with the average mean score for all the
statements combined. Based on the responses and sugges-
tions given by the faculty members major satisfiers and dis-
satisfiers were identified.

RESULTS

The study was conducted on 64 faculty members of a medi-
cal teaching institution of different designations (Professor,

Associate professor and Assistant professor). The socio-de-
mographic features of the study population can be seen in
Table 1. Most of the subjects comprised of females (56.25%)
and Assistant Professors (53.12%). Around 50% of the sub-
jects had been working in the organisation for 2-3 years and
2/3" had been recruited on a regular basis.

Table 1: Socio-demographic characteristics of the re-
spondents

Age 20-30 2 3
(years) 30-35 30 46.8
36-40 12 18.75
41-50 16 25
>50 4 6.3
Sex Male 28 43.75
Female 36 56.25
Job title Professor/ 8 1.25
Head
Associate 22 34.37
professor
Assistant 34 53.12
professor
Duration of <1 10 15.62
service 1 -0 31.25
(years)
2-3 34 53.12
Type of Regular 48 75
employ-
ment
Contractual 16 25

The overall satisfaction level of the faculty members was
analysed based on statement No 18 of the questionnaire (S-
18). As can be seen in Table 2, 61% of the faculty members
seemed to be either highly satisfied or satisfied with their job
currently, 84.5% were less than 40 years of age and around
three quarters of them were females (71.79%).72% of the
satisfied group comprised of Assistant Professor while re-
maining were of the rank of Associate professor and above.
Those who had served the organisation for a shorter period
(<2 years) seemed to be more satisfied than those who had
worked longer than 2 years in the organisation. Around 90%
of the satisfied groups was formed by regular staff while
only 10% of the contractual staff seemed to be satisfied with
their current position.
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Table 2: Socio-demographic characteristics of re-
spondents satisfied with their job

Age 20-30 13 333
(years) 3135 3 333
36-40 7 17.94
41-50 4 10.2
>50 2 5.12
Sex Male 1 28.20
Female 28 71.79
Job title Professor/ 2 5.12
Head
Associate 9 23.07
professor
Assistant 28 71.79
professor
Duration of <1 6 15.38
service 1 58 779
(years)
2-3 5 12.82
Type of employ- Regular 35 89.74
ment Contractual 4 10.25

Table 3 lists the statements (S-1 to S-19) and the average
scores received for each statement by all the faculty mem-

bers (Figure 1). The range of average score for the faculty-
was 2.16 (S-17) to 4.05(S-5).

The teaching faculty seemed most satisfied with the team-
work and interpersonal relationships in the organisation
(4.05), social schemes offered by the organisation (3.81)
and considered themselves to be well equipped in terms of
knowledge and skills as per their job expectations (3.90).
They rated their performance to be high as per their job ex-
pectations (3.90).

All the subjects seemed to be dissatisfied with the loan facili-
ties offered by the organisation (mean average score of 2.94)
as well as with performance based incentives (mean average
score of 2.16). They seemed dissatisfied with the promotion
policy of the organisation (3.06).

Table 3: Mean scores of the faculty members for the
various statements related to job satisfaction

Professional practice environment
S-1 Adequate utilisa- 3.35
tion of skills

S-2 Volume, variety 3.75
and quality of work
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S-3

S-4

S-5

S-6

Organisational factors of social support

S-7

Job competency
S-9

S-10

Welfare measures

S-11

S-12

S-13

S-14

Job reward

S-15

S-16

S-17

Quality of supervi-
sion and feedback
by superiors
Opportunity for
personal growth,
development and
creativity

Interpersonal
relationship and
teamwork
Freedom for deci-
sion making

Organisational
culture fosters
recognition in the
workplace
Organisational
culture fosters
recognition in the
society

How do I rate my
performance as per
job expectations
How well equipped
[ am in terms of
knowledge and
skills as per job
expectations

How do I rate my
work environment
Health facilities
offered by my
organisation

Loan facilities
offered by my
organisation
Social security
schemes offered by
my organisation

Promotion policy
of my organisation
Pay and allowances
offered by my
organisation
Performance based
incentives

Motivation and work experience

S-18

S-19

Average

Overall satisfaction
level with the job
Visualising promis-
ing future for self
and the organisa-
tion

3.77

3.22

4.05

3.22

3.66

3.69

3.90

39

3.46

3.68

2.94

3.81

3.06

3.75

2.16

3.40

318

3-47
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Figure 1: Mean score of faculty members for various
statements from S1 to S19

Table 4 lists the comparative ranking of the various state-
ments in the questionnaire, based on average scores of the
responses. This can also be seen in Figure 2

Table 4: Comparative ranking of statements

1 S-5
2nd S-9, S-10
rd S-14

4" 53
5th S-2, S-16
6t S-8
7t S-12
8t S-7
oth S-u
10t S-18
uth S-1
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13th S-19
14t S-15
15t S-13
16th S-17
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Figure 2: Comparative ranking of various statements from S1
to S19.

DISCUSSION

The present study was conducted at a medical teaching insti-
tution of India over a period of two months. It was done on
all faculty members with the help of a pre-structured ques-
tionnaire. Most of the participants were young (<40 years)
and majority of the staff members were females (62.5%).

Various studies have established that dissatisfaction with
one’s job may result in higher employee turnover, absentee-
ism, tardiness and grievances. Improved job satisfaction,
on the other hand, results in increased productivity and ef-
ficiency. 2

Since job satisfaction has a strong correlation with job
performance, it is imperative to reinforce relevant human
resources policies, improving working conditions and com-
pensation. It recommends that priority should be given to
improving working relationship between management and
staff and increasing decision making attitude among staff
members. A similar study was conducted on same number
of subjects as ours recently among doctors in a tertiary care
hospital in Chhattisgarh. The study population was divided
into three categories: clinical, para-clinical and non-clinical.
Like our results many respondents had a short duration of
service of less than 2 years (42. 2%). More than 50% of the
subjects felt that they enjoyed their work and were satisfied
with their work profile.64% of the subjects agreed that there
were sufficient opportunities for self-development, while
most agreed that they received sufficient recognition at their
workplace. Like our study, a good majority shared a good
working relationship with their colleagues.'

A study was done in USA to assess the work environment
to identify characteristics that could increase faculty reten-
tion valuable to the health of the educational institutions. It
involved 38 institutions and 451 full time faculty members.
Positive satisfaction aspects of work environment listed by
the respondents included supportive administration, working
relationship with colleagues and interaction with students.
Negative satisfaction aspects of the work environment in-
cluded low salary, long working hours and a heavy workload.
Both positive and negative aspects related to job-satisfaction
need to be analysed within framework of each institute to en-
act change for career enrichment leading to increased career
recruitment and retention.'*

Age has a positive and significant relationship with job sat-
isfaction, commitment and job involvement in our findings.
In the context of other research, the results do suggest the
influence of age in public sector, with older employees more
likely to be satisfied with and involved in their work. This
finding is consistent with the growing human capital crisis
resulting from the “greying” of government."” Younger em-
ployees seem less interested in or satisfied with government
work. One possibility is that older workers’ sense of job sat-
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isfaction is formed by a longer time-span that covers eras in
which public service was held in high esteem.

The findings on negative effect of length of time in the same
position, along with the findings on the importance of pro-
motional opportunities suggest the critical importance of
promotions to reduce the stultifying effect of being in the
same position. Even in our study it has been seen that lack
of promotions was a major dissatisfier. Assistant professors
that were recruited in 2011 are yet to be promoted even af-
ter 5 years of regular service, whereas they were promised
promotion after 2 years of regular service to the higher post
of Associate Professor at the time of recruitment. There is
no clarity regarding the promotion policy of the organisation
which was a major point of dissatisfaction among the faculty
members.

The opinion of the respondents about their professional prac-
tice environment has been tabulated in Table 3. Many of the
subjects thought that their job utilises their skills adequate-
ly and seemed to be satisfied with the volume, variety and
quality of work that their job had to offer (3.75). The faculty
seemed to be satisfied with the quality of supervision and
feedback given by their superiors and were happy with the
inter-personal relationships and teamwork within the organi-
sation (4.05).

A study was undertaken on the job satisfaction profile among
Serbian healthcare workers who worked with disabled pa-
tients. The result found very low levels of job satisfaction
among healthcare workers. The study concluded that job
satisfaction was associated with good hospital politics, good
interpersonal relationships and a feeling of being enabling to
provide good quality care.'®Other studies suggest that there
is a strong association between low levels of job satisfac-
tion and organizational factors. Furthermore, various studies
conducted among healthcare workers show the importance
of interpersonal relationships in job satisfaction as has been
seen in our study also.!’

Buciuniene et al'® conducted a study on the job satisfaction
of physicians and general practitioners at primary health care
institutions during the period of health care reforms in Lith-
uania. Doctors who had a longer service were found to be
more satisfied with their jobs. The survey also showed that
the participants were most satisfied with the level of autono-
my, relationship with colleagues and management quality as
has been seen in our study also, while compensation, social
status and workload caused the highest level of dissatisfac-
tion among respondents.

Numerous studies conducted among healthcare professionals
point to the importance of interpersonal relationships in job
satisfaction, and that good interpersonal relationships lead to
increased patient safety, improved quality of care and greater
patient satisfaction. The human relations school questioned

this view, and evidence has accumulated that a monotonous
and dull task environment alienates employees. Employees
who experience greater variety in their day-to-day work have
been shown to be less likely to lose interest in their job and
become bored and are likely to be more satisfied."”

The mean average score of faculty members regarding or-
ganisational culture fostering recognition in the workplace
and society was 3.67. Employee commitment indicates the
sense of loyalty and obligation the employee holds toward
the organization.?

Recent work from Harrison, Newman and Rothsupports this
perspective, arguing that variables such as job satisfaction
and organizational culture overlap a good deal and could be
collectively considered when examining employee attitudes
and behaviour.?!

Most of the faculty seemed to be satisfied with their work
environment as well as with the health facilities and social
security scheme offered by the organisation (Table 3). They
were not happy about the loan facilities offered by the or-
ganisation.

Employee participation can afford individuals an opportu-
nity to make key managerial decision that have an impact on
other employees, thus increasing job satisfaction and perfor-
mance.

We found that rating of environment was very important,
which is evident from the thinking of employees who wanted
to have a good relationship with their co-workers, to be able
to talk about something else other than the work sometimes,
to have fun together and not just to work. In addition, it was
argued that the employees depend mostly on their co-work-
ers and spend more time with them at work than with their
families, sometimes more than 48 hours a week. Therefore,
it is important to feel comfortable with work colleagues, no
matter the type of work.?

A very high percentage of employees seemed satisfied with
the pay and allowances (mean scoring 3.75) that their job
had to offer compared to few being happy with the perfor-
mance-based incentives (mean average score-2.16).

Managers in the government sector have limited tools by
which they may motivate and retain their employees, since
strict service rules and standard pay grades limit the ability
to recognize and reward individuals through pay, promotion,
or bonuses in the government sector.

Achievement as an intrinsic factor, has found to be the main
motivator in both the doctor and nurse subgroups. Thus, del-
egation of authority, recognition of personnel efforts, oppor-
tunities for promotion and the job enrichment must be a part
of the hospital human resource strategy.?* Similar ideas were
given by our subjects also.
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A study was conducted to determine job satisfaction of dental
faculty with their role of teaching and research in academic
institutions of India. It involved 341 faculty members from
139 dental institutes. Most of the respondents were satis-
fied with their teaching and service items. Neutral responses
were made for institutional teaching rewards, institutional
financial support for research, release time offered by the
institution, support for sabbatical leaves, technical assis-
tance in analysing data, secretarial and technical assistance,
institutional research rewards, in-service training opportuni-
ties, and institutional service rewards. Dissatisfied responses
were made regarding financial and academic support for
making scientific presentations and attending conferences
and seminars as was seen in our study also.?*

As can be seen in Table 3 many of the faculty members
were satisfied with their job for the time being (mean aver-
age score — 3.40) and visualised a promising future for the
organisation and for themselves (mean average score -3.18).

Limitations of the study

*  Only faculty members were a part of this study while
other types of staff working in the college (technical,
clerical, nursing, cleaning etc) have been excluded.

*  Although the faculty was assured of complete confi-
dentiality and anonymity about their responses, it is
still likely that they have under or over reported their
satisfaction level for fear of information reaching the
Head of the Department/institution

e Some of the participants did not see any value in being
part of the study. They might view the results as being
too sensitive and may be suspicious of the underlying
motive of the research

*  The findings of the study may not be generalised to
other medical/dental colleges due to difference in en-
vironment and circumstances prevailing in other col-
leges which have an impact on job satisfaction

CONCLUSION

Around 61% of the subjects seemed to be satisfied or highly
satisfied with their current job. Majority of them were fe-
males, less than 40 years of age and had been recruited on a
regular basis. People who had worked in the organisation for
less than 2 years were generally more satisfied. The major
factors contributing to job satisfaction and employee mo-
tivation included: nature of interpersonal relationship and
teamwork among co-workers and social security schemes of-
fered by the organisation. They rated their performance high
as per their job expectations and considered themselves to
be well equipped in terms of knowledge and skills as per
their job expectations. The satisfied group felt that the or-
ganisational culture fosters recognition in the workplace and
society. The major causes of dissatisfaction included: lack

of performance based incentives, loan facilities offered by
the organisation and the promotion policy of the organisation
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