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ABSTRACT:  

Job satisfaction has an impact on the practicing of health care workers in a way that influences efficiency, 

productivity and quality of delivered care. Therefore, this research study explored the job satisfaction levels of 

employees working at Sardam private hospital in Erbil in order to identify the factors that positively influence 

levels of job satisfaction among employees. Determinants selected for the study were socio-demographic 

characteristics such as sex, age, marital status, profession, number of children, contract flexibility, flexibility 

work types, working days, working hours, work longer hours and employment flexibility reasons. A sample of 

93 employees was conveniently drawn from a population of the hospital. Data was collected through a 

structured questionnaire.  

The results reveal that nearly all of the employees at Sardam Hospital are satisfied with their job, and that the 

job satisfaction level. Younger as well as married employees are on average more satisfied with their job than 

older and single employees. Also employees with no children were more likely to be satisfied than they have 

four children or more. 

The employees with part-time, flexible time who didn't feel of working longer hours  are on average more 

satisfied with their job than employees with full-time, compressed hours  and feel of working longer hours.  

Also employees who had Family Commitment were more likely to be satisfied than who had Study 

Commitment or other work commitments. 

 

INTRODUCTION: 

Healthcare professionals are a very important part of the healthcare system, and its shortage creates lots of 

problems. The shortages may even cause patients to receive sub-standard care or to even be placed in danger. 

These shortages also create an environment that is not conducive to retaining the most qualified and 

experienced healthcare professionals. 

In view of advancements in medical technology and the demand for more sophisticated patient care, more 

skilled workforce is currently needed, and hence job satisfaction among healthcare professionals is increasingly 

being recognized as a measure that should be included in quality improvement programs (European 

Commission, 2002). Low job satisfaction can result in increased staff turnover and absenteeism, which affects 

the efficiency of health services. Job satisfaction influences the quality of health care services. 

It is thus unlikely that optimal medical care can be delivered by unhappy and maladapted health care providers 

(European Commission, 2002). Nurses and doctors comprise the major component of all health care employees, 

being on the front line and having the most frequent direct contact with patients. Their job performances, 
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affected by job satisfaction, have a great impact on the organizational success. Thus, it is important that 

organizations understand whether its workforce is satisfied with their jobs or not. This is because, knowing this 

in advance and above all understanding factors determining the level of satisfaction in advance, gives 

management a rare opportunity to address those concerns and rectify any potential dissatisfaction. 

Likewise, a study on motivation among healthcare workers done by Leshabari et al., (2008) in Muhimbili 

National Hospital (MNH) of Tanzania revealed that among the contributing factors to reduced motivation were 

low salary levels, the frequent unavailability of necessary equipment and consumables to ensure proper patient 

care, inadequate performance evaluation and feedback, poor communication channels in the different 

organizational units and between workers and management, lack of participation in decision-making processes, 

and a general lack of concern for workers’ welfare by the hospital management.  

RESEARCH METHODOLOGY 

STATEMENT OF THE PROBLEM 

            To determine factors associated with job satisfaction since this will ensure the provision of quality of 

care, as well as organizational efficiency, and effectiveness. Additionally, job satisfaction ensures the 

sustainability of health care professionals in the health care systems. 

Dissatisfied heath care providers are more likely to be inefficient and to provide poor quality care, and will lead 

to unnecessary costs.  

 

RESEARCH OBJECTIVES 

The general objective of the research is to:- 

1- What are the different types of employment flexibility in Sardam hospital? 

2- What is the role played by employment flexibility on employee’ job satisfaction? 

3- How employment flexibility can affecting on job satisfaction vary between genders, age, family status and 

various positions such as doctors, nurses, and administration. 

Research model: 

Independents Variables           Dependents Variables    

 

 

 

 

 

 

 

RESEARCH HYPOTHESES 

Hypothesis 1a:- Having access to a flexible work arrangement (flexible-time, telehomework, or part-time work) 

will be positively associated with satisfaction with working-time fit and overall job satisfaction.  

Hypothesis 1b:- The size of the association will be strongest for access the flexi-time and weakest for access to 

part-time work, with telehomework in between. 

 

Hypothesis 1c:- The association will be stronger for satisfaction with working-time fit than for overall job 

satisfaction. 

 

Job satisfaction  

Types of Employment Flexibility  

- Flexible working 

condition 

- Flexible working 

arrangements  

- Work life balance 

- Flexible working hours 
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Hypothesis 2:- Having access to combinations of flexible work arrangements increases the probability of 

reporting higher levels of satisfaction with working-time fit as well as overall job satisfaction more than having 

access to than separately. 

 

Hypothesis 3:- Access to FWA increases the probability of reporting higher levels of satisfaction with working-

time fit and with overall job satisfaction more for employees with family responsibilities than for those without. 

 

HOSPITAL BACKGROUND 

The study population involved all employees at Sardam private hospital in Erbil. This Hospital was established 

in 2009 under the supervision of specialized doctors with a highly qualified medical staff and with sophisticated 

equipment.  

It consists of five floors and is built on an area of 4,000 square meters. It includes emergency departments, 

patients' reception, three operating theaters, radiation department, laboratory, and blood bank, eight large 

operation rooms, cardiopulmonary resuscitation, Administration, cafeteria and many other departments). The 

hospital is staffed by more than 60 specialists. 

SIGNIFICANCE OF THE STUDY 

The findings of this study provide insights on the level and determinants of job satisfaction among employees at 

Sardam Hospital. Healthcare practitioners are expected to benefit from the findings by understanding of 

determinants of job satisfaction among health care workers in the hospital.  

LITERATURE REVIEW  

This chapter presents a review of related literature. It is organized into sections dealing with conceptual 

definitions, review of theoretical literature and review of empirical literature. 

CONCEPTUAL DEFINITIONS 

JOB SATISFACTION 

Job satisfaction is the extent to which people like (satisfaction) or dislike (dissatisfaction) their jobs. From 

literature discussed below it can be appreciated that job satisfaction has various sources. These include 

individual’s characteristics, intrinsic characteristics and extrinsic characteristics. Individual social-demographic 

characteristics include age, gender, level of education marital status and professional working experience. 

Intrinsic characteristics include those factors related to the job such as authority, policy, procedures, security, 

recognition, responsibility, supervision and variety. Extrinsic characteristics are those provided by external 

forces. These include the following; ability of utilization, achievement, compensation, coworker’s relation, 

independence, activity, moral value, social status, working condition, advancement and social service. 

 

INDIVIDUAL’S CHARACTERISTICS 

a) Age 

The relationship between age and job satisfaction is variably reported. Some studies show that older people are 

more satisfied than the younger ones (Mottaz, 1998; Bohloko, 1999; Neezam, 2005; Al-Juhani, 2006) while 

other studies report the opposite (Shaha, 2001). Studies conducted in South Africa and Kuwait among health 

professionals revealed that nurses above age forty were significantly more satisfied on their job than their 

younger colleagues (Neezam, 2005; Shaha, et al, 2001).  

b) Gender 

Generally females have been found to be more satisfied compared to males in their jobs, (Hodson, 1989; 

Chambers, 1989). However, others have shown that gender has no impact (Dervaney and Chen, 2003). 

c) Work experience 

Working experience has been found to be significantly correlated with job satisfaction in some studies 

(Oshagbemi, 2003; Al-Ahmad, 2002). However Green found no such correlation (Green, 2000). Additionally 
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Al-Ahmad also reported no significant association between job satisfaction and gender, age, income, marital 

status and the level of education. Kreitner et al. (1999), Shaha (2001), and Oshagbemi, (2003) have found that 

job satisfaction was significantly correlated with increased professional working experience. 

d) Marital Status and Job Satisfaction 

Kuo et.al, and Jamal et.al, reported that married employees experienced higher levels of job satisfaction in 

comparison to that of single employees (Kuo, 2004; Jamal and Baba, 1992). However Neezam Luddy has found 

that there was no significant relationship between marital status and job satisfaction amongst employees 

working at a Public health institution in the Western Cape Town (Neezam 2005). 

 

REVIEW OF EMPIRICAL LITERATURE 

Work Flexibility 

The term work flexibility can mean different things to different people. Hence, there are so many aspects of 

what work flexibility is in the literature. In general, work flexibility can be described as allowing employees 

with some degree of freedom to choose their working conditions in terms of time, location, nature of work and 

terms of contractual agreement by making entering the labour market easier (Greenhaus, Collins and Shaw, 

2003; Doherty and Manfredi, 2006 and Fursman and Zodgekar, 2009). Given this definition, work flexibility 

has been looked at in all these areas. For example, Crompton and Lyonettee (2011) considered the increasing 

involvement of females and mothers in the job market as the motivating factor in accommodating their work-

family balance. 

The following studies demonstrated the importance of work flexibility (Meussen et al., 2011; Butler et al., 2009, 

Grawitch & Barber, 2010). According to Meeusen et al. (2011) flexible work schedules lead to enhanced 

productivity, decreased absenteeism, improved commitment, and better recruiting. Similarly, Butler et al. 

(2009) found a positive relationship between flexible work schedules and job satisfaction.  

The outcome of the literature review demonstrated that there is a relationship between work-life programs and 

higher job satisfaction, performance, well-being, and commitment, as well as decreased turnover rates and 

distress. Nonwork supports revealed a relationship between increased career satisfactions, views of fairness, 

commitment, work-life balance, and decreased rates of turnover, alcohol use, and distress. The research 

validated that work flexibility provides employees with autonomy. A limitation to the study was the design of 

the study was not intended to be comprehensive regarding work life literature. Future research using meta-

analysis to focus on specific outcomes of work life initiatives, processes, and employee outcomes was 

recommended. 

Butler et al. (2009) presented a study that demonstrated how workplace flexibility affects health. They surveyed 

United States (U.S.) employees of a pharmaceutical company who qualified for health insurance. The study 

showed that increased flexibility is associated with better self-reported health but not with decreased healthcare 

utilization. 

In actuality, those with more flexibility had more healthcare visits. The findings of the study were similar to 

those that demonstrated that lack of control over work schedules leads to poorer health and they also suggest 

that more job flexibility decreases long term health utilization and health care costs. One important limitation 

was that the study findings are not generalizable to organizational settings where flexibility is less valued. 

Further research is needed to substantiate evidence of a relationship between flexibility and health. 

 

Work-Life Balance 

Tanaka, Maruyama, Ooshima, and Ito (2010) conducted a study to examine worklife balance among nurses at a 

hospital in Japan. They administered a questionnaire to 1236 nurses regarding: demographic characteristics, 

living background, work environment, work motivation, and health conditions. The demographic characteristics 

used were age, gender, unit in which one worked, years of nursing practice, and marital status. Living 

background was defined as personal priorities, leisure time, and satisfaction with life and working environment 
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was described by working styles, ability to take child-care leave, welfare programs, and reasons for working. 

Work-life balance was defined as coordination among job, family, self-development, and community. The 

results of the study showed nurses who were not satisfied with their living background and reported poor health 

had low levels of work-life balance, but nurses who were satisfied with their job and were highly motivated 

exhibited higher work-life balance. 

As suggested by Frame and Hartog, (2003) work-life balance is defined to be when employees not only focus 

on their work but they create an equilibrium between their work and other activities such as arts, hobbies, 

travelling, family activities amongst others by making use of flexible working conditions. In accordance with 

Rhoades, Eisenberger and Armeli, (2001) if employees perceive their management to be concerned in their 

wellbeing then they will express an increased level of job satisfaction and a stronger commitment towards the 

organization. Hence providing for employees by making available the facilities that assist a good work-life 

balance can help to satisfy a larger number of employees within an organization. 

 

JOB SATISFACTION 

Burtson and Stichler (2010) conducted a study that demonstrated the relationship among nurse caring and 

compassion satisfaction, compassion fatigue, nurse job satisfaction, stress, and burnout. The researchers relied 

on Maslow’s theory of hierarchy and Watson’s theory of human caring to serve as their theoretical framework. 

The theory was that when an environment attends to the unmet needs of the nurse, self- actualization occurs 

which positively affects nurse caring. The researchers developed several hypotheses: nurse caring is positively 

correlated to compassion and nurse caring is negatively correlated to stress, compassion fatigue, and burnout. A 

correlational study was conducted using a convenience sample of 450 nurses working in medical surgical, 

critical care, and emergency room units. Data was collected over a two week period in 2008. Demographic data 

was collected and the variables were measured using four research instruments: the Mueller McCloskey 

Satisfaction Scale (MMSS), the Professional Quality of Life Scale (ProQOL), the Stress in General Scale (SIG), 

and the 

Some other studies have shown that both hygiene and motivation factors have a likewise effect on job 

satisfaction (Trevor, et al. 2001), while some have shown that it is only hygiene that is significantly related to 

job satisfaction, while motivation is not (Rubin, 2009). Moreover, studies done among nurses have shown that 

best patient care is provided by nurses who are satisfied with their job, and those not satisfied tend to have 

performances that lead to a decrease in productivity, efficiency and quality of care, and hence raise unwanted 

costs (Lichtenstein, 2008; Simoens, et al. 2007) Yet some other studies have associated job satisfaction with 

demographic factors. For example, Shaha, et al. (2001) associates young age with less satisfaction whereas 

some other studies like Mottaz (1998) and Bohloko (1999) report the opposite. Also, while job satisfaction has 

been reported to be significantly correlated with increased professional working experience in some studies 

(Benton, 1991; Oshagbemi, 2003; Shaha, 2001; Green, 2000), it has been shown to have no correlation with 

working experience in some others.  

RESEARCH METHODOLOGY 

This section covers details on sampling design, which comprise sampling frame, sample unit and sample size. It 

also comprises primary and secondary data collection. Data collection instruments are annexed at the end, while 

data analysis methods are in the last subsection of this chapter. 

This was a cross-sectional, descriptive, quantitative survey that utilized a self-administered questionnaire. 

Sample Size For analyzing the Impact of Employment flexibility on job satisfaction, samples of 93 employees 

were taken from different departments in Sardam Hospital.  

 

DATA COLLECTION 

In collecting the required information two types of data were collected, that is primary and secondary data. 
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Primary Data 

Primary data was directly obtained from the field. It was collected from the sample through questionnaires. This 

information was obtained from the employees of Sardam hospital. 

Secondary Data 

Secondary data for this study was collected from books, journals and reports both published and unpublished, as 

well as from online sources. 

Validity and Reliability 

The two most important and fundamental characteristics of any measurement procedure are reliability and 

validity. Patton (2002) argue that validity and reliability are two factors which any qualitative researcher should 

be concerned about while designing a study, analyzing results and judging the quality of the study. 

Data Analysis Methods  

Data entry, data refining, coding and analysis were performed using Statistical Package for Social Sciences 

(SPSS). Independent variables were summarized using descriptive statistics like frequency, mean and standard 

deviation.  

RESULTS AND DISCUSSION 

Socio-Demographic Characteristics 

Tables 1-11 below show the demography of the participants in terms of their Gender, Age, Marital status, 

Profession, Number of children, Contract flexibility, Types of work flexibility, Days of work a week, Hours of 

work per day, work longer hours, Employment Flexibility Reasons. 

 

Table 1 of the 93 respondents who answered this question, 47.31% (n=44) were males and 52.69% 

(n=49) were females. The majority of respondents were therefore males. Table 2 illustrates the ages of the RNs 

ranged from 20 to over 65 years. All respondents (n=93) answered this question. Of the 93 RNs, the biggest age 

group fell  within  the  age  group  of  20to 29  years  and has 52.69% (n=49). Respondents aged between 30 and 

39 years had the 41.94% (n=39), while    3.23% (n=3) fill within the age group 40-49 years. The age group from 

40 to 49 years has 1.08% (n=1) while the age group of 65 years or older has no respondents. Table 3 indicates 

the respondents ' Material Status ranged from Single to Separated. Of the 93 RNs, 56.22 % (n=56) were 

reportedly married and 36.56%   (n=34) were   never   married and 2.15% (n=2) were separated.  None of the 

RNs was divorced or widow. Table 4 presents categories of profession of the respondents. Of the 93 RNs who 

responded to this question, 34.41% (n=32) were doctors, 41.94% (n=39) were nurses while 22.58% (n=21) of 

the respondents were administrative employees. Table 5 illustrates the years of experience of the respondents.  

From the findings, it could be concluded that most of the employees had no children. Table 6 illustrates the 

Contract Flexibility of the respondents.  From the findings, it could be concluded that most of the employees 

had full –Time Contract. Table 7 presents categories of work flexibility of the respondents. Of the 93 RNs who 

responded to this question, 73.49% (n=73) were Job Sharing, 11.83% (n=11) were Compressed Hours while 

6.45% (n=6) of the respondents were Flexible Time and none of the respondents working at home. Table 8 

illustrates the Days of work a week of the respondents.  From the findings, it could be concluded that most of 

the employees had 7 days of working. Table 9 illustrates the Hours of work per day of the respondents.  From 

the findings, it could be concluded that most of the employees working over 10 hours per day.  Table 10 

illustrates working longer hours of the respondents.  Of the 93 respondents who answered this question, 68.82% 

(n=64) were feeling they working longer hours than they would like and 31.18% (n=29) opposite. Table 11 

indicates the respondents ' Flexibility reasons ranged from Family to Recreation/Hobbies. Of the 93 RNs, 56.99 

% (n=53) were reportedly Study Commitment and 31.18% (n=29) were   have family reason and 10.75% 

(n=10) were have Recreation or Hobbies. While only one of the RNs had other work. 
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Table1: Details of the Participants’ gender   

   

Table 2 Details of the Participants’ age distribution  

Gander Frequency 

Percentage 

(%) 

 

Age Frequency 

Percentage 

(%) 

Males 44 
47.31% 

 

20-29 49 
52.69% 

Females 49 
52.69% 

 

30-39 39 
41.94% 

Total 93 100 

 

40-49 3 
3.23% 

    

50-59 1 
1.08% 

                                                                    

Table 3: Details of the Participants’ Material Status  

   

Over 65 0 

0.00% 

Material Status Frequency 

Percentage 

(%) 

 

Total 93 100 

Single  34 36.56% 

 

                                             

Table 4: Profession obtained by respondents  

  

Married 56 60.22% 

 

Profession Frequency 

Percentage 

(%) 

Widow 0 0.00% 

 

Doctors  32 34.41% 

Divorced 0 0.00% 

 

Nurses 39 41.94% 

Separated  2 2.15% 

 

Administrative staff  21 22.58% 

Total 93 100 

 

Total 93 100 

                                                                        

Table 5:  Number of children of the respondents   

   

                                                      

Table 6: Contract Flexibility of the respondents  

  

Experience years Frequency 

Percentage 

(%) 

 

Contract Flexibility Frequency 

Percentage 

(%) 

None 
58 

62.37% 

 

Full-Time 

57 

61.29% 

1 
16 

17.20% 

 

Part-Time 

35 

37.63% 

2 8 8.60% 

 

Total 93 100 

3 
3 

3.23% 

    

4 
5 

5.38% 

 

                                             

Table 7: Work Flexibility obtained by respondents 

  

5 
0 

0.00% 

 

Profession Frequency 

Percentage 

(%) 

Over 5 
8 

8.60% 

 

Job Sharing  

73 

78.49% 

Total 93 100 

 

Compressed Hours 
11 

11.83% 

    

Flexible time 
6 

6.45% 

    

Working at Home 

0 

0.00% 

    

Total 93 100 
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RESPONDENTS’ JOB SATISFACTION 

The MSQ-SF with 5 questions each rated on a five Likert’s scale was used in measuring the overall level of 

employments’ job satisfaction in Sardam Hospital. Table 4.10 shows the level of the job satisfaction among the 

employments with an overall mean of 4.48. Satisfaction with the structure of their work scored the highest mean 

at 4.91 followed by enjoyable of their work at 4.49. The satisfaction with way the interact with colleagues and 

managers had third rank with mean 4.44 followed by working at their full capacity in all duties 4.40 followed 

by accomplishment their task on time with mean 4.33, while the engagement with work during their free time 

came last with mean 4.25.           

Table 4.10: Overall Job Satisfaction Scores 

 

 

     

 

 

 

 

 

 

 

 

 

                                                

 Table 8: Working days of the respondents  

   

 

 

 

 

                                                     

 

 

 

 

 

Table 9: Working hours per day of the respondents  

  

Days of working Frequency 

Percentage 

(%) 

 

Hours of working Frequency 

Percentage 

(%) 

1 0 0.00% 

 

(1-2) 2 2.15% 

2 0 0.00% 

 

(3-4) 4 4.30% 

3 2 2.15% 

 

(5-6) 7 7.53% 

4 0 0.00% 

 

(7-8) 27 29.03% 

5 9 9.68% 

 

(9-10) 21 22.58% 

6 32 34.41% 

 

Over 10 29 31.18% 

7 49 52.69% 

 

Total 93 100 

Total 93 100 

                                                                        

Table 10: Working longer hours of the 

respondents  

   

                                                               

Table 11: Details of the Participants’ Flexibility Reasons  

  work longer hours Frequency Percentage 

(%) 

 

Flexibility Reasons Frequency 

Percentage 

(%) 

Yes 64 68.82% 

 

Family Commitment 29 31.18% 

No 29 31.18% 

 

Study Commitment 53 56.99% 

Total 93 100 

 

Other work Commitment 1 1.08% 

    

Recreation/Hobbies 10 10.75% 

    

Total 93 100 
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CONCLUSION AND RECOMMENDATION 

Based on the results from the present study, the following conclusions were forwarded:  

a- About all of the employees at Sardam Hospital are satisfied with their job, and that the job satisfaction level.  

b- Younger as well as married employees are on average more satisfied with their job than older and single 

employees. Also employees with no children were more likely to be satisfied than they have four children or 

more. 

c- The employees with part-time, flexible time and didn't feel of working longer hours  are on average more 

satisfied with their job than employees with full-time, compressed hours  and feel of working longer hours.  

Also employees who had Family Commitment were more likely to be satisfied than who had Study 

Commitment or other work commitments 

Question  

Job Satisfaction 

Strongly 

agree 
Agree Neutral Disagree 

Strongly 

disagree 
Mean S.D 

1.  I am satisfied 

with the structure 

of my work 

F 85 8 0 0 0 

4.91 0.28 
% 91.4% 8.6% 0.0% 0.0% 0.0% 

2. I enjoy my 

work because it is 

the career path 

that I want to 

take 

F 50 41 0 2 0 

4.49 0.62 
% 53.8% 44.1% 0.0% 2.2% 0.0% 

3. I work at my 

full capacity in 

all my duties 

F 42 46 5 0 0 

4.40 0.59 
% 45.2% 49.5% 5.4% 0.0% 0.0% 

4. I always 

accomplish my 

task on time 

F 39 46 8 0 0 

4.33 0.63 
% 41.9% 49.5% 8.6% 0.0% 0.0% 

5. I still engage 

with my work 

during my free 

time 

F 35 49 6 3 0 

4.25 0.72 
% 37.6% 52.7% 6.5% 3.2% 0.0% 

6. I am satisfied 

with the way I 

interact with 

colleagues and 

managers 

F 41 52 0 0 0 

4.44 0.50 
% 

44.1% 55.9% 0.0% 0.0% 0.0% 
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RECOMMENDATIONS 
The recommendations basing on the findings are as follows:  

1. In order to increase employee's job satisfaction, managers can use motivation factors.  

2. Special attention should be given to employees who older, un-married, have 4 children or more, full-

time, compressed hours, feel of working longer hours and have Study Commitment since most of them 

fall in this group and they are a work force. The chance of losing them is very high if no efforts are 

done. The following could be helpful:  

- Conducting regular supervision and providing immediate sound feedback.  

-  Paying a special attention to job satisfaction predictors. 

- Paying a special attention to employees who had study commitment. 

- Creating conducive environment for employees to consider married life. 
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