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Abstract

Background: Faculty members are the most important part of the educational system, and identifying the factors affecting their job
satisfaction is essential and can be useful for promoting the goals of the university. Therefore, this study was conducted to determine
the effective factors on job satisfaction in faculty members of Neyshabur University of Medical Sciences.

Methods: This cross-sectional study was conducted in 2018 on the faculty members of Neyshabur University of Medical Sciences by the
census sampling method. The sample size was 66 faculty members. Data were collected by Herzberg's questionnaire. The results were
analyzed using descriptive and analytical tests (Kruskal Wallis & Mann Whitney) using SPSS-22 software.

Results: The results showed that from the perspective of faculty members of Neyshabur University of Medical Sciences, internal factors
on job motivation were more important than external factors. The most important factors of job satisfaction in the domain of internal
factors (motivation) were nature of the work (90.9%), job responsibilities (%71.2), job position (65.2%), recognition and appreciation
(53%), and job development (53%). In the domain of external factors, the most important factors of job satisfaction were relationship
(89.4%), supervision (66.7%), salary (57.6%), environmental policies (57.6%), working conditions (53%), and job security (47%).

Conclusions: Attention and planning of university administrators to create a non-stress environment, making appropriate relationship
between colleagues and officials, increasing faculty participation in decision-making, facilitating faculty promotion, and improving the
salary situation can increase faculty members’ performance and help universities achieve their goals.
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Introduction:

In the current world, Human Resource Management (HRM) is a critical factor in the success of any organization
[1]. HRM means the strategic management and management of the most valuable assets of the organization,
that is, the employees who work and help the organization to achieve its goals [2]. In the competitive
environment in which organizations are constantly expanding, and in a context where continuous change and
continuous innovation are the main features, only organizations that have succeeded in acquiring excellence
that emphasize the importance of a human resource strategy Understand [3]. In each organization, one of the
important activities and tasks of HRM is to motivate management and provide job satisfaction for employees.
Job satisfaction is a set of positive tendencies or positive emotions that people have toward their jobs [4].
Employee satisfaction increases their creativity and productivity, also reduces the absence of work and leaving
the organization and as a result, improves organizational performance and organizational life. [5]. Conversely,
employees who do not have sufficient job satisfaction do not have an adequate commitment and performance
and leave the organization in some cases. This will lead to the loss of efforts and costs associated with the
recruitment, training and equipping of manpower and, through loss of social capital and human resources will
affect the productivity of the organization [6].

In the higher education organization, faculty members are one of the main assets [7]. Progress, growth, and
development of higher education institutions were due to the efficiency and effectiveness of faculty members.
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And undesirable performance will lead to a crisis in the evolution and development of institutions and eventually
remove them from the field of academic competition [8]. On the other hand, in universities of medical sciences
that are responsible for ensuring the health of the community. The faculty members are expected to prepare
graduates for the next generation, in accordance with professional standards, to enter the health system through
training to promote the development of the country by promoting community health and well-being. Research
indicates that faculty satisfaction increases organizational commitment and quality of service [9]. In addition to
issues such as absence from work and leaving the organization in such educational structures, the proportion of
other structures can be the most damaging to the organization's life and performance. Also, job dissatisfaction
among faculty members in addition to reducing educational efficiency can lead to a reduction in the productivity
of research and the quality of their clinical services, which will have a negative impact on community health.
Therefore, considering the important role that faculty members of medical universities have, the importance of
addressing their job satisfaction and related factors is important.

There are various theories about the factors affecting job satisfaction and motivation, but the most practical of
them is Herzberg's theory. According to Herzberg, motivation and job satisfaction are influenced by motivational
factors [internal or subjective factors of the individual] and health workers [external factors]. Motivational
factors such as success, progress, appreciation, and the nature of work come from doing work and are subject
to individual satisfaction and as internal or subjective rewards. Health factors or external factors, such as working
environment policies, working environment conditions, and occupational safety and security, are primarily
related to the environment and workplace [10,11].

The issue of job satisfaction and the factors affecting it have always been considered by researchers, and
different results have been reported in this regard. The results of research by Lambert et al. at American
universities show that satisfaction with salaries and benefits is the most important factor in increasing job
satisfaction [10]. The results of the research by Castillo et al. at Ohio University show that supervision and
relationship factors play a more effective role in job satisfaction [12].

The research findings of Bakhshi Aliabad et al. at Rafsanjan University of Medical Sciences indicate that for faculty
members of this university, external factors are more important than internal factors in creating job motivation
and satisfaction, and the most important factor in creating job satisfaction is salary and job security [13]. While
the findings of the study of Taherpour et al. in Qazvin University of Medical Sciences show that internal factors
are more important and the nature of work is the most important factor affecting job motivation and satisfaction
[14]. Despite studies in this field, considering the importance of the issue mentioned above and considering the
different results of the researches due to the differences in the socio-cultural characteristics of the universities
[15], the researchers decided to conduct a study aimed at assessing job satisfaction and its related factors among
faculty members of Neyshabur University of Medical Sciences. So that they can use their results in planning and
improving the satisfaction of faculty members and improve their performance.

Methods

This research is a cross-sectional descriptive-analytic study. The statistical population consisted of all faculty
members working in Neyshabur University of Medical Sciences in 2018 who were entered into the study by
census method. The criteria for entering the research were the experience of at least one semester at Neyshabur
University of Medical Sciences. The sample size was 66 faculty members. Data were collected by two
demographic and Herzberg questionnaires. Demographic questionnaire including general information of faculty
members (Educational department, rank, grade, work experience, gender, age and type of employment).
Herzberg Questionnaire includes 40 questions about the factors affecting job satisfaction in 11 areas: pay and

12986



Nat. Volatiles & Essent. Oils, 2021; 8(5): 12985-12994

salary (3 items), environment policy (3 questions), relationship (5 questions), job security (4 questions), working
conditions (3), supervision (5 questions), recognition and appreciation (5 items), progress and job development
(4 items), nature of work (3 questions), occupational responsibility (3 questions), and occupational status (2
guestions) and adjusted based on a 5-degree Likert scale (very little, little, medium, very, and a lot), which were
assigned points 1 to 5, respectively. Validity and reliability of this questionnaire have been confirmed in the study
of Bakhshi Ali Abad et al. [16]. We re-examined the reliability of the questionnaire and distributed the
guestionnaire among 20 faculty members in a pilot study. The reliability of the questionnaire was calculated and
confirmed by Cronbach's alpha test of 0.93.

The questionnaire was delivered and collected in the offices of the participants by the researchers. First, the
purpose of the research was explained to participants by the researchers. Then participants were asked to read
the questionnaire carefully according to the instructions and then respond. Ethical issues were also considered
in this research and the right to confidentiality of information and the right to withdraw from research for faculty
members were explained. All 66 distributed questionnaires were completed and collected. After data collection,
SPSS (Version22) software was used to analyze the data. The results were evaluated using descriptive and
analytical tests (Kruskal Wallis & Mann Whitney).

Results
Table 1 shows the results of the demographic variables of the studied samples.

Table 1: Demographic variables in the studied samples

Sex Male 21(31.8)
Number(percent) Female 45(68.2)
Age (year) <30 21(31.8)
Number(percent) 30-40 35(53.0)
>40 10(15.2)
Educational department Health 18(27.3)
Number(percent) Nursing 17(26.5)
Anesthesia 4(6.1)
Operating room 6(9.1)
Medical urgency 1(1.5)
Food industry 3(4.5)
Basic Sciences 8(12.1)
Clinical Sciences 4(6.1)
Health Information Technology 2(3.00)
Midwifery 3(4.5)
Rank Instructor 46(69.7)
Number(percent) Assistant Professor 20(30.3)
Degree MSc 46(69.7)
Number(percent) PhD 18(27.3)
Post. Doc 2(3.00)
work experience (year) <10 54(81.8)
Number(percent) 10-20 6(9.1)
>20 6(9.1)
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Table 2 shows the mean and standard deviation of each area of the questionnaire and also the total score of job

satisfaction.

Table 2: Factors Affecting Job Satisfaction

ltem Meant SD Meant SD

salary 2.87+1.08
1 Fit the salary to life needs 3.01+.98
2 Fit the salary with the amount and type of 3.03£1.21

work
3 Fit the benefits received (deprivation from the 2.57+1.33

doctor's office) with the amount of activity
Environment Policy 3.14+1.14
4 Clear rules and regulations 3.19£1.20
5 Fit the expectations of the authorities from 3.34+1.11

you
6 Proportionate and clear status of 2.87+1.33

encouragement and punishment
relationship 3.55+.71
7 The relationship of the authorities with you 3.51+1.04
8 Your relationship with other faculty members 3.66+.81
9 The relationship of the group manager with 3.6611.02

you
10 | Your relationship with the staff 3.51+.84
11 | Your colleagues' relationship with each other 3.39£.83
Job security 3.01+1.14
12 | Justice and non-discrimination between 3.194£1.30

faculty members by the authorities
13 | Facilities for  preventing  occupational 2.9241.15

accidents
14 | Proper insurance, retirement benefits 3.12+1.25
15 | Occupational sustainability (occupational 2.76+1.43

safety)
Work environment 2.97+1.12
16 | Physical conditions at work (light, sound, 3.1041.15

pollution, etc.)
17 | Equipped equipment and tools 3.04+1.18
18 | Welfare facilities 2.77+1.31
supervision 3.22+.79
19 | Easy access to authorities when needed 3.37+.94
20 | Direct oversight of the authorities at work 3.16+.81
21 | Indirect oversight of the authorities at work 3.27+1.06
22 | Evaluation by the authorities of your work 3.18+.97
23 | Supervision and guidance of authorities 3.12+1.11
Appreciation 3.07£1.13
24 | Appreciate your valuable contributions by 3.04+1.22

colleagues
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25 | Appreciate your valuable educations by 3.04+1.05
students
26 | Appreciate your valuable work by authorities 2.86%1.25
27 | The sense of responsibility of university 3.214+1.33
officials in relation to professional problems
28 | The adequate support of the principals and 3.15+1.44
heads of the school and the hospital from you
in the legal authorities
Job development 3.09+1.22
29 | Possibility of promotion of career progression 3.104£1.40
30 | The possibility of continuing education 3.12+1.39
31 | Possibilities for participation in seminars and 3.16%1.18
conferences
32 | The availability of appropriate research 3.004£1.32
facilities
Nature of work 3.89+.79
33 | Ability to serve the community through the 3.75+.97
profession (teaching)
34 | The value of the profession (teaching) from 3.81+.92
the perspective of society
35 Interest in teaching and job satisfaction 4.12+.98
3.30£.95
36 | Existence of freedom of expression and 3.1941.15
responsibility
37 | Accept your suggestions and comments in 3.231£1.05
making decisions
38 | Independence in providing educational and 3.45+.99
research services
Job responsibilities 3.204+1.19
39 | Possibility to upgrade to higher academic 3.25+1.46
rankings
40 | Direct involvement in the process of training, 3.16%1.19
treatment and care of patients

In addition, the results showed that internal factors in creating job motivation are more important than external
factors, according to the view point of faculty members. In the domain of internal factors, the most important
factors of job satisfaction included 90.9% the nature of work, 71.2% job responsibility, 65.2% job position, 57%
cognition and appreciation, and 57% job development. In the domain of external factors, the most important
factors were 89.4% relationship, 66.7% supervision, 57.6% salary, 57.6% environmental policies, 53% working
conditions, and 47% job security. Diagram 1 shows the most important factors of job satisfaction in faculty
members.

The viewpoints of female and male faculty on the most important internal and external factors of job satisfaction
were homogeneous and included the nature of work and relationship. The opinions of faculty members
according to the age group, academic level, and academic degree are also the same regarding the importance of
internal and external factors and include the two areas mentioned. But the opinions differed slightly from the
work experience. Those with work experience of over 20 years considered job responsibilities and the nature of
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work to be the most important internal factors and relationship as the most important factor for job satisfaction.
In addition, people with 10-20 years of work experience mentioned job responsibility and relationship as the
most important internal and external factors of job satisfaction, while people with less than 10 years of work
experience mentioned the nature of work and relationship.

Diagram 1: The most important factors of job satisfaction
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The most effective factors in job satisfaction

The results of the Kruskal-Wallis test showed there was no significant relationship between the mean of total
job satisfaction score and each of the eleven areas of the questionnaire with age, educational group, academic
degree, and work history (p> 0.05). Also, the results of the Mann-Whitney test showed that the mean total score
of job satisfaction and each of the 11 domains with the gender of the subjects did not show any significant
relationship (p> 0.05). But there was a significant statistical relationship between the scientific level and the field
of communication (p=0.02). However, the mean total score of job satisfaction and other areas did not show a
significant relationship with academic rank (p> 0.05).

Discussion

The results of our study showed that internal factors in creating job motivation are more important than external
factors, according to the view point of faculty members of Neyshabur University of Medical Sciences. Therefore,
the findings of this study are consistent with Herzberg's views, which emphasize the importance of internal
factors in creating motivation. The findings of the study by Taherpour et al. referred to as factors affecting job
motivation from the viewpoint of the faculty members of Qazvin University of Medical Sciences, show that in
95% of the cases, internal factors and 92% of the external factors affect the motivation of the job which is
consistent with the result of our research [14]. Obviously, the needs of faculty members do not follow the
hierarchy of Maslow's needs, and more often comes from the high and social goals of this class, which is also
relevant to the values of this class, therefore the internal motivational factors associated with the upper levels
of the Maslow pyramid for them, it is more important than external factors [13].

12990



Nat. Volatiles & Essent. Oils, 2021; 8(5): 12985-12994

Also, the results of this study showed that the two factors of the nature of work [90.9%] and the relationship
[89.4%)] are the most important in the job satisfaction of faculty members. These findings are consistent with
the results of some similar studies in other countries as well as in Iran is similar.

The study of Kaderli et al. in Switzerland is similar to the results of this study, and the importance of the nature
of work in the job motivation is more important [17].

The results of the research by Castillo et al. At Ohio University in assessing the job satisfaction of faculty members
based on Herzberg's theory show that the factor of relationship has the most important role in the job
satisfaction of faculty members [12].

Kane et al. study in Pennsylvania show that the existence of constructive connections is the most important
factor in the satisfaction of faculty members [18].

Findings of the study, Nasiripour et al., In Qazvin, state that among the internal factors, the nature of work, and
among external factors, the relationship with others is most important in the motivation and job satisfaction of
faculty members, which is quite similar to the results of this study. [19]

The results of research by Malekshabhi et al., as a survey of job satisfaction among faculty members of Lorestan
University of Medical Sciences, indicate that the nature of work is the most important factor in job satisfaction
of faculty members [20].

In two studies in Zanjan and Shiraz, the factor of satisfaction with the nature of work has had the highest impact
on the job satisfaction [21, 22].

The importance of the nature of work in the job motivation of faculty members in the present study confirms
that professors feel satisfied and motivated by their ability to serve society through a career and that the
teacher's profession is a valuable career and are interested in it. Studies also show that the nature of the
profession of faculty and other professions, such as physicians or nurses who contribute to the teaching of
students, affects their satisfaction and job motivation due to their relationship with students and the role they
play in teaching and learning [21, 22]. Therefore, the nature of work is important in job satisfaction [23].
Studies also show that people enjoy and pleasure with jobs that have diverse roles [24]. In faculty members of
medical universities, which have various roles and responsibilities, such as education, research, clinical and
health services, executive, managerial, and social services, roles play an important role in creating job satisfaction
and job motivation.

Regarding the importance of the role of relationship in the motivation of faculty members, it should also be
acknowledged that good and logical relationships with colleagues and upstream officials are effective in job
satisfaction and the existence of appropriate and friendly encounters can help to create a work environment
that is out of tension and anxiety and plays a key role in job satisfaction and engagement [25]. Studies on job
satisfaction of members in Switzerland have also shown that good managers and co-workers have good
coherence and intimate relationships with them in creating job satisfaction [17]. In a faculty job that requires
some partnerships with other colleagues, such as multidisciplinary research, or the teaching of some courses in
partnership, it is important to establish appropriate relationships with colleagues [26].

In the present study, among the internal factors, two factors of occupational responsibility and job position after
the nature of work were the most important in job motivation from the viewpoint of faculty members. In this
regard, factors such as the freedom of expression and the granting of responsibility, the acceptance of the
opinions of the faculty members and their participation in decisions, the independence of the provision of
educational and research services, the possibility of promotion to higher ranks and direct involvement in the
process of education, treatment, and care patients can create an atmosphere that motivates the faculty
members to do their job duties well.
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Also, our findings showed that among the external factors, the two factors of supervision and salary after the
factor of relationship affect the motivation and job satisfaction of the faculty members.

The developments of the present age have led to a decline in the domination of a particular idea and the system
of governance and gradually provide a ground for a variety of individuals and groups in organizational decision
making [27]. Given the nature of the university system and the faculty's job; Independence, scientific freedom,
professionalism, accountability, and responsibility, the implementation of participatory management and the
greater participation of faculty members in decision making are inevitable. The participation of faculty members
in decision-making can be the developer of trust, security, and respect. As a result, it strengthens positive effects
in other areas as the problem is solved and changes, and as a result of its positive effects, develops throughout
the university. This work enhances the positive effects in other fields, as solving problems and changes, and as a
result of its positive effects, develops throughout the university. Other research findings also show that
environments that have a collaborative structure in power and decision-making prepare the best conditions for
professional activities and optimal returns [28].

Since the salary and benefits for having a decent life are the absolute right of all people, this factor is also
important for faculty members in job satisfaction and has ranked sixth among influential factors. The results of
some studies indicate that salaries and benefits are the most important factor in increasing job satisfaction [13,
15, 29], which is slightly different from the results of this research. However, today, despite the economic
problems and lack of funding, universities must find ways to pay for faculty members to help them maintain the
mission of the organization and motivate and satisfy them [30]. A salary plan is a strategic tool for aligning
employee behavior with the goals of the organization. Evidence suggests that financial incentives are one of the
factors influencing organizational and individual behavior in the health sector, and these motivations can affect
the quality and quantity of services as well as the health system costs [31].

Limitations of the Study

This study has limitations. Our research was cross-sectional and we used a quantitative method to collect data.
Obviously, using a qualitative method or mixed method in this field can help to understand the factors related
to job satisfaction.

Conclusion

According to the results of this research, the planners and managers of the university should endeavor to
provide the work environment and the workspace in which faculty members can perform their roles and duties
in the best way. It is important to create an environment that is distant from stress and anxiety that provides
appropriate relationship between colleagues and authorities. The attention of managers to the opinions and
suggestions of faculty members and their participation in decision- making can have a significant effect on the
motivation and satisfaction of the faculty. The possibility and facilitation of promotion of faculty members,
improvement of their financial conditions, and fair and just payment of salaries and receipts according to the
amount and type of tasks assigned to them, in line with the living conditions and economic bottlenecks of the
present age, should be considered by managers. We hope that according to the results of such studies, the
satisfaction of the faculty members and the achievement of the missions of the universities would be possible.
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