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Abstract

Background and Aims: Job satisfaction of healthcare workers from conventional and
university hospitals (or teaching hospitals) might be different due to several factors,
for example medical staff required to carry out multiple clinical and teaching tasks
simultaneously. Our study aimed to determine how the job satisfaction among
healthcare workers in university hospitals is different from those in conventional
hospitals.

Methods: A cross-sectional study was conducted by using the validated and
contextualized job satisfaction tool for the Vietnamese context to survey 216
healthcare workers at a university hospital in Vietnam from January to March 2020
with online Google forms.

Results: The results indicated low overall job satisfaction (43.1%) in our study
university hospital with the score cutoff of 80%. However, healthcare workers still
reported high job satisfaction rates in certain aspects, such as personal empathy
(70.8%), discipline, and reward (67.6%), co-worker collaboration (65.3%), training and
promotion (63%), workplace environment (57.4%), and salary and allowance (44.9%).
Subgroup analysis revealed statistically significant differences in job satisfaction
(b < 0.01) related to age (31 to 40-year-old), and job position with ORs 3.9, and 8.6
respectively.

Conclusion: University hospitals need to improve the healthcare workers' job
satisfaction. It is recommended that special human resource strategies should be
developed focusing on keeping satisfying older healthcare staff by recognizing their
contributions and providing appropriate benefits based on their positions in the

hospital.
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1 | INTRODUCTION

Achieving high efficiency and productivity in any industry necessi-
tates the job satisfaction of worker.! Numerous studies have
established a positive correlation between the job satisfaction of
healthcare workers and the level of satisfaction among patients with
healthcare services.? ® Hence, job satisfaction can be defined as the
level of contentment, fulfillment, and positive emotions that employ-
ees experience in their work environment. As numerous studies have
shown that it influences the quality of healthcare services and the
level of patient satisfaction. When healthcare workers are satisfied
with their job, it can lead to higher efficiency and productivity within
the industry.”

The issue of job performance in healthcare sector includes
several influencing job performance as follow!: Leadership and
Management: Effective leadership and management practices have
been found to contribute to better job performance among
healthcare professionals. Supportive leaders, clear communication
channels, and opportunities for professional development can
positively impact performance. Great nursing leaders were seen as
people who took calculated risks, had a clear philosophy in their
approach to daily tasks, and strongly advocated for nursing while

£.28 Workload and Work Environment:

providing support to their staf
Heavy workload, limited resources, and stressful work environments
can negatively affect job performance. Adequate staffing levels,
appropriate equipment, and supportive work environments are
critical for optimizing performance.®? Job Satisfaction: As mentioned
earlier, job satisfaction plays a crucial role in job performance in
healthcare industry. Satisfied healthcare workers are more likely to
be motivated, engaged, and committed, leading to better perform-
ance.*1° Skills and competencies: The skills and competencies of
healthcare professionals are vital for job performance. Continuous
professional development, training, and education opportunities are
essential to keep healthcare professionals up-to-date and capable of
delivering high-quality care.!? Previous studies did not analyze the
job motivation of healthcare workers based on the nature of hospitals
(conventional vs. teaching). Meanwhile, a university hospital is a
facility that melds the provision of hospital services with medical
education and research. Workers in these hospital settings perform
dual roles as both healthcare providers and medical educators. These
workers are subject to high levels of stress and demand, which are
amplified by the constant evolution of medical advancements,
changes in healthcare delivery systems, and the needs and expecta-
tions of patients.?>13 In addition to providing healthcare services,
these workers responsible for delivering diverse lectures and over-
seeing clinical sessions. They may also undertake responsibilities
related to course direction and curriculum planning.?* Given the
added responsibilities of healthcare providers in university hospitals
relative to their counterparts in conventional hospitals, their job
satisfaction may differ.

There is a dearth of studies on healthcare workers' job
satisfaction hospitals in Vietnam, mainly focused on conventional

hospitals or grassroots-level hospital, such as the job satisfaction

score of healthcare workers at grassroots-level hospitals was 3.14
points (out of 5), indicating that 62.8% of them were satisfied with
their jobs. Age, gender, and education level were among the factors
significantly associated with job satisfaction.!* Therefore, this study
sought to examine the job satisfaction of healthcare staff and
predicted factors in one university hospital in Vietnam. The findings
of this study could serve as empirical evidence to inform policy-
makers in enhancing the human resources of these specialized

hospitals.

2 | MATERIALS AND METHODS

2.1 | Study design and study site

A cross-sectional study was undertaken between January and March
at a single Medical University Hospital located in Vietnam. This
hospital comprises a total of 419 beds and employs over 1000 staff
members, including professors, associate professors, PhDs, MSc
holders, and others. The workforce consists of more than 600 full-
time staff, 100 part-time staff, and 300 staff from the Medical
University serving as medical experts. The hospital receives
approximately 500,000 patient visits annually.

2.2 | Participants and sample size

Healthcare workers working at the university hospital voluntarily
agreed to participate in the survey and provided signed electronic
consent forms. A total of 216 healthcare workers members were
calculated, basing on descriptive sample calculation with confidence
level of 95% and specifically targeting those with the lowest job
satisfaction rates (15.5%) as reported in prior research studies
conducted in Vietnam.'®> The sample size accounted for approxi-
mately two-thirds of the total healthcare workers population (300
staff are working as lecturers and healthcare workers), and a
convenient sampling method (sending emails to potential partici-
pants) was utilized to recruit participants until the necessary number

of participants (n = 216) was obtained.

2.3 | Variables and measurement tool

In this study, the job satisfaction survey (JSS) tool which had been
validated for use in Vietnamese health settings, as demonstrated in a
previous study was used. This tool obtained a high Cronbach's o
value of 0.96 and set a cut-off of 80% (164 points out of a total of
205 points).1® The JSS is a validated tool consisting of 41 items that
measure seven domains of job satisfaction, namely: (1) workplace
environment; (2) co-workers; (3) personal empathy; (4) supervision;
(5) salary and allowance; (6) training and promotion; and (7) discipline
and reward. Each item is rated on a 5-point Likert-type scale, with
responses ranging from 1 (disagree very much) to 5 (agree very
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much).Y” The use of different JJS tools is acceptable in varying
conditions/contexts, including cultures, countries, regions, hospitals,
and perceptions.

There was a significant decrease in the US governmental
public health workforce over a 5-year period. The study revealed
that approximately 46% of employees working in state and local
public health agencies chose to leave their positions during this
period. Notably, a high proportion of younger staff members,
specifically around 75% of employees who were 35-year-old or
younger or had shorter tenures, decided to resign.'® Hence, we
used the 5 years of working as cutoff for the working experience
variable.

24 | Data collection

Participants were instructed to complete a self-administered online
Google form questionnaire, consisting of two primary sections. The
first section encompassed the healthcare workers' characteristics,
including age, sex, marital status, education level, specialty, occupa-
tion type, working experience, and income. The second section
comprised the JSS, which aimed to evaluate the levels of job
satisfaction experienced by the participants.

2.5 | Data analysis

Descriptive statistics were employed in this study, including the
calculation of means and standard deviations for quantitative data,
and frequencies and percentages for qualitative data. To ease data
analysis and interpretation regarding the prevalence of job satisfac-
tion, the scores of the JSS and all seven subscales were dichotomized,
utilizing a recommended cut-off point whereby a score ranging from
164 to 205 points was classified as “Satisfied.”*’

The software SPSS Version 20 was utilized for statistical analysis.
The bivariate and multiple logistic regression was applied to identify
the associated factors with job satisfaction. x> and OR with 95%
confident interval were used to evaluated the strength of association.
A p<0.05 was considered statistically significant. In comparison to
job satisfaction rates among healthcare workers in conventional
hospitals, we conducted t tests (mean comparison tests using the
hypothesized mean from a previous study).

2.6 | Ethical approval

This study was granted approval by the Ethics Committee for
Biomedical Research at Hanoi University of Public Health (approval
number: 213/2020/YTCC-HD3). Written informed consent was
obtained from all participants. The previous study examining job
satisfaction rates among healthcare workers in conventional hospitals
was conducted by Quyen and colleagues, who are colleagues at the
University of Public Health.

Open Access

3 | RESULTS

3.1 | Participants' characteristics

Among 216 healthcare workers who participated in our JSS, several
key characteristics were observed as follows: The majority of
participants were female, accounting for two-thirds (66.2%) of the
sample. A higher proportion of the sample was comprised of young
staff, with 53.7% being under 30-year-old. A significant percentage
of staff were married, namely 79.2%. Healthcare workers who are a
main living earner accounted for twice as much as those who are not,
69.4 and 30.6 respectively. The respondents whose monthly income
was under $400 accounted for highest proportion, 42.1%. A similar
rate of monthly income of $400-650 and over $650 was found. A
higher proportion of heath staff having working experience under 5
years than those who had working experience over 5 years, 59.3%
and 40.7% respectively. Detailed information regarding the partici-

pants' characteristics is presented in Table 1.

3.2 | Healthcare workers' job satisfaction

The job satisfaction of healthcare workers was evaluated for each of the
seven domains using the score cut-off of 164 points. The domains were
then ranked in order from the lowest to the highest proportion, as

presented in Figure 1. The domain with the lowest proportion was “Salary

TABLE 1 Healthcare workers' characteristics (n =216).
Characteristics N Percentage (%)
Sex Male 73 33.8

Female 143 66.2
Age group <30 116 53.7
230 100 46.3
Marital status Single 45 20.8
Married 171 79.2
Department Surgery 23 10.6
Internal medicine 139 64.4
Other specialties 54 25.0
Main earner No 66 30.6
Yes 150 69.4
Monthly income ($) <400 91 421
400 to <650 59 27.3
>650 66 30.6
Working experience <5 years 128 59.3
>5 years 88 40.7
Profession type Doctor 26 12.0
Nurse 144 66.7
Technician 46 213
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Healthcare workers’ job satisfaction at a Vietnamese University Hospital
by 7 domains in percentage (n=216)

Salary & Allowance

44.9%

Training & Promotion

Discipline & Reward

FIGURE 1 Healthcare worker's job satisfaction by seven domains at a Vietnamese University Hospital (n =216).

and Allowance” (44.9%), while the highest proportion was observed in the
“Personal empathy” domain (70.8%). The overall job satisfaction rate was
low with 43.1% (93 satisfied/216 participants).

3.3 | Predicted factors on healthcare workers' job
satisfaction

The application of the cut-off point (164 points out of a total of 205
points, or 80%) enabled us to divide the participants into two groups
for x> and OR calculations, as presented in Table 2. In the binary
analysis, there was only association between departments where
healthcare workers are working and job satisfaction. However, in the
multiple logistic regression analysis, it was found that two factors are
significantly associated with job satisfaction such as age group, and
department. Specifically, employees with the age group of over
30 years were found to be more likely to report job satisfaction
(OR=3.9, 95% Cl: 1.68-9.10). Medical technicians working in
nonclinical treatment departments, such as image diagnosis and
laboratory were eight, six times more likely satisfied than those who
work in the clinical departments such as surgery (OR=8.6, 95%
Cl:2.01-35.81).

3.4 | Seven domains of healthcare workers' job
satisfaction comparison between university hospital
and conventional hospitals

Our study showed that healthcare workers' job satisfaction in all
domains was higher compared to conventional hospitals, as depicted
in Figure 2. The t test mean comparisons demonstrated that our

study scores were significantly higher (p < 0.001) than those reported
for conventional hospitals in all domains, including: (1) workplace
environment (3.8 vs. 3.3); (2) co-workers (4.0 vs. 3.3); (3) personal
empathy (3.9 vs. 3.3); (4) supervision (3.9 vs. 3.0); (5) salary and
allowance (3.7 vs. 2.8); (6) training and promotion (3.9 vs. 3.2); and (7)
discipline and reward (3.8 vs. 2.7). The overall average score of our
cohort result was 3.86 higher than conventional hospitals (3.14).

4 | DISCUSSION

The findings from our study conducted at a university hospital
indicate that job satisfaction among healthcare workers is generally
low, with only 43.1% of participants achieving a score above the
cutoff of 80%. However, it is important to note that despite this
overall low satisfaction level, specific aspects of the job still yielded
high satisfaction rates. Further analysis of subgroups within the study
revealed statistically significant differences in job satisfaction related
to age (specifically, the age range of 31 to 40-year-old) and job
position. The odds ratios for these differences were calculated as 3.9
and 8.6, respectively, indicating a significant impact of age and job
position on job satisfaction.

Most research studies have primarily focused on examining job
satisfaction rates among healthcare workers working in general or
conventional hospitals, with fewer studies conducted on university
hospitals that combine medical education and treatment. Our study
showed an overall job satisfaction rate of 43.1% among healthcare
workers working in university hospitals, utilizing a high cut-off point
of 80%. This may be due to the fact that staff members in university
hospitals have additional duties compared to those working in

conventional hospitals, leading to different and higher perceptions of



SAET AL Health Science Reports ope,.Amss_Wl LEY 50of8
TABLE 2 Exploring healthcare workers' factors related to their job satisfaction (n =216).
Dis-satisfied (n = 123) Satisfied (n = 93)
Predicted factors n % n % OR (95% CI)/x? (p Value) AOR (95% CI)
Sex
Male 39 53.4 34 46.6 0.81 (0.46-1.42) 1
Female 84 58.7 59 413 0.68 (0.35-1.32)
Age group
<30 73 62.9 43 37.1 1.70 (0.99-2.92) 1
>30 50 50.0 50 50.0 3.9 (1.68-9.10)*
Marital status
Single 23 511 22 48.9 0.74 (0.38-1.44) 1
Married 100 58.5 71 415 0.52 (0.22-1.21)
Department
Surgery 17 73.9 6 26.1 x?>=10.9; p=0.04 1
Internal medicine 85 61.2 54 38.8 1.97 (0.67-5.81)
Other specialty 21 38.9 33 61.1 8.6 (2.04-35.81)*
Main earners
No 36 54.5 30 45.5 0.87 (0.49-1.56) 1
Yes 87 58.0 63 42.0 1.13 (0.54-2.37)
Monthly income ($)
<400 49 53.8 42 46.2 x*=0.73; p=0.70 1
400-650 34 57.6 25 42.4 1.30 (0.54-2.37)
>650 40 60.6 26 39.4 1.02 (0.44-2.35)
Working experience
<5 years 71 55.5 57 44.5 0.86 (0.50-1.49) 1
>5 years 52 59.1 36 40.9 0.47 (0.20-1.08)
Professional type
Doctor 10 38.5 16 61.5 x>=4.13; p=0.13 1
Nurse 86 59.7 58 40.3 0.46 (0.18-1.17)
Technician 27 58.7 19 41.3 0.74 (0.22-2.57)
*p<0.01.

job satisfaction, with prioritized domains being personal empathy
(70.8%), discipline and reward (67.6%), co-workers collaboration
(65.3%), training and promotion (63%), workplace environment
(57.4%), and salary and allowance (44.9%). Our analysis identified
three main factors related to job satisfaction rates among healthcare
workers working in university hospitals, including young age, job
positions, and departments, with job positions typically being linked
to specific departments. These findings were statistically signifi-
cant (p <0.01).

When applying the cut-off point of 80%, the overall job
satisfaction rate among healthcare workers in university hospitals

was found to be 43.1%, which is lower than the job satisfaction

rate reported in conventional hospitals in Vietnam (62.8%),**

However, our findings indicate that the overall job satisfaction rate
among healthcare workers in university hospitals (43.1%) is
comparable to that reported in other studies, such as the
University of Gondar Referral Hospital in Ethiopia (54%)%'? and
one university hospital in Thailand.?° Our survey results also
identified certain domains with lower levels of job satisfaction,
such as workplace environment (57.4%) and payment (44.9%).
These findings are consistent with previous studies on general
hospitals conducted in Vietnam,® and Thailand, where reported job
satisfaction rates for these domains were 66%, 56%, 61.3%, and
43.6%, respectively.?°
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Comparison of healthcare workers’ job satisfaction scores by 7 domains
between a University Hospital and Conventional Hospitals

Working environment

Discipline & Reward
38

Training & Promotion 3.9

Salary & Allowance

Supervision

Co-workers

4.0

33 personal empathy

«~=o= University Hospital

=== Conventional Hospitals

FIGURE 2 Comparison of healthcare workers' job satisfaction scores by seven domains between University Hospital (our study) and conventional

hospitals. !

Employee age has been identified as a factor that can impact job
satisfaction rates, and the direction of this impact may be positive or
negative, depending on the proportion of staff members who report
being satisfied or dissatisfied. In our study, employees within the
age group of 31-40 years reported a higher proportion of job
satisfaction (51.2% vs. 48.8%). This age-related factor has also been
reported in other studies, where it is believed that younger staff
members may have had less time to gain experience in their work
environments and job opportunities outside of work. As staff
members gain more seniority and job experience over time, they
may become less satisfied with their current positions and may
desire higher-level positions or better job opportunities.'? Similar to
our findings, other studies have reported that employees within the
age group of 41-50 years showed an increased dissatisfaction rate,
with a percentage increase from 48.8% to 62.5% and OR=3.9
(p<0.01).

In contrast to other studies, our findings suggest that education
and qualification levels are not associated with job satisfaction rates
among healthcare workers in university hospitals. This may be
attributed to the fact that a high percentage (87.9%) of our study
participants had graduated from college or held doctoral degrees,
which may be a typical characteristic of healthcare workers working
in university hospitals that offer high-quality services and new,
modern therapies. In contrast, in conventional hospitals, education
attainment has been positively associated with job satisfaction rates
among healthcare staff. This is likely due to the higher position and
income opportunities that come with higher education levels, leading

to increased job satisfaction among healthcare staff.11:2122

In hospitals, doctors and nurses are the primary staff members who
have daily contact with patients and often have more stressful work
compared to other staff members, such as medical technicians working
in subclinical departments like Image diagnosis and Laboratories. In our
study, we found that the factor of nonpatient contact is associated with
higher job satisfaction rates among employees. Specifically, medical
technicians working in nonclinical departments reported a job satisfac-
tion rate of 61.1%, with high job satisfaction rates also reported in
ilmage diagnosis (68.2%) and laboratories (65.2%) with OR=8.6
(p<0.01). Unlike other studies that primarily focus on the job
satisfaction of doctors and/or nurses, our study highlights the
importance of considering the job satisfaction rates of other healthcare
staff members as well. In the future, efforts should be made to balance
workload between clinical and teaching tasks or assign more normal
clinician staff (not in charge of teaching tasks) to increase job satisfaction
rates, particularly since the current job satisfaction rates among doctors
(26.1%) and nurses (38.8%) are very low.

To investigate the differences in job satisfaction rates between
healthcare workers working in university hospitals and those in general or
conventional hospitals, we compared the actual scores without using any
cut-off points. Our analysis revealed that employees in our study
reported higher scores in all domains compared to those in conventional
hospitals, with statistically significant differences (p < 0.001).}* Our study
identified a radar-shaped pattern in job satisfaction scores, which was
similar to previous studies but wider and more balanced across the seven
domains. This may be attributed to the fact that healthcare workers
working in university hospitals are highly equipped and supported across
all seven domains of job satisfaction, which is necessary to provide the
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highest quality services. This is especially important given that university
hospitals are considered to be first-level hospitals in Vietnam's healthcare
system. To maintain job motivation for healthcare workers as a lecturer
and healthcare professional at teaching hospitals can be achieved by
having a clear purpose and finding fulfilment in delivering excellent
education and patient care. To enhance their job satisfaction by having
opportunities for professional growth and development, receiving
recognition and rewards for exceptional performance, and working in a
supportive environment. Collaborating with colleagues and students
provides a sense of community and belonging, which further fuels the
motivation to succeed in the role of a lecturer.

This study has several notable strengths, including the assessment of
job satisfaction rates among healthcare workers in university hospitals,
which are a limited number of hospital models in Vietnam. Additionally,
the JJS tool applied in our study was validated and contextualized for use
in Vietnamese hospitals. However, this study also has several limitations.
First, the lack of similar studies conducted on university hospitals in
Vietnam limits the accuracy of our comparisons. Second, some in-depth
interviews should be done for further explanation the job satisfaction

factors that the tool may not convey all.

5 | CONCLUSION

University hospitals should prioritize enhancing the job satisfaction of
healthcare workers, and the recommended approach involves the
development of specific human resource strategies aimed at fostering
job satisfaction among senior healthcare staff. This could be achieved
through recognition of their valuable contributions and provision of
suitable benefits corresponding to their positions within the

university hospitals.
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