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Background: Pharmacists’ job satisfaction has been of interest for many years and is of great importance in several respects, such as 
productivity and ultimately organizational performance.
Objective: This study aimed to investigate the perceived motivational factors and levels of job satisfaction of female pharmacists 
working in private pharmaceutical sectors.
Methods: This was a cross-sectional study using a web-based survey of randomly selected female pharmacists working in different 
private settings including community pharmacies, pharmaceutical companies, private hospitals, and other private sectors using a pre- 
validated satisfaction scale (Warr–Cook–Wall scale).
Results: A total of 232 female pharmacists participated in the study with a mean age of 26.1±2.4 years. Of the total respondents, more 
than half (58%) worked for pharmaceutical companies, 25% worked in community pharmacies, and 16.8% were from hospital 
pharmacies. The most attractive motivating factors that encourage female pharmacists toward better performance were having the 
opportunity to learn new skills, being in contact with people both locally and internationally, gaining a sense of achievement, and being 
recognized, appreciated, and rewarded. The participants of this study were shown to have a moderate job satisfaction level.
Conclusion: This study revealed that the non-Saudi, part-time pharmacists who never expected a promotion were less satisfied than 
the Saudi, full-time employees who expected a promotion within a year.
Keywords: motivation, satisfaction, female, job, pharmacists, Saudi Arabia

Introduction
Job motivation and satisfaction are complex phenomena that have been of concern to behavioral scientists for many 
years. Job satisfaction is an individual’s emotional response to his or her current job condition, while motivation is the 
driving force to pursue and satisfy one’s needs. The two concepts are symbiotic in that the more an employee is invested 
in doing their job well, the happier they tend to be, and vice versa. The level of motivation that employees receive from 
their employers could correlate with their job satisfaction and turnover intention. High job satisfaction is directly tied to 
high motivation and vice versa.1,2 Increased job satisfaction, therefore, leads to a heightened sense of both personal and 
professional motivation, and likewise, strong motivation results in more satisfaction in a particular job. Unhappy 
employees have diminutive reason to help an organization to succeed and therefore display low motivation or interest 
in organizational goals.1,2 Behavioral theorists have linked job satisfaction to motivation and, consequently to 
productivity.3 It is desirable for managers to understand this construct4,5 as several studies have shown the vital 
relationship that links job satisfaction with motivation, which in turn has a major positive impact on productivity, 
innovation, and overall organizational performance.6–8 As would be expected, the reverse is true, too: having employees 
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who are dissatisfied at work has negative consequences, such as increased rates of absenteeism, work fatigue, and 
burnout, decreased work quality and loyalty to the organization, and counterproductive work behavior, all of which leads 
to decreased turnover and additional cost.

Job satisfaction, which is expressed through positive behavior—it is called job dissatisfaction when expressed through 
negative behavior9—can be defined in different ways. According to Vroom, job satisfaction is “the positive orientation of 
an individual towards all aspect of the work”.10 Similarly, McCormick and Tiffin define it as “the total of [an employee’s] 
sentiments related [to] the job conducted”.11 If workers perceive that their values are realized, they adopt a positive 
attitude toward their job and become more satisfied. These different definitions of job satisfaction add to the complexity 
of examining it in the workplace.12

In their study, Seashore and Taber were able to divide the factors affecting job satisfaction as falling into two main 
categories: individual factors such as age, background, abilities and learning styles, mental stability including any 
transient personality traits, situational personality, perceptions, and expectations—and environmental factors such as 
political, economic, organizational, and job environments.13 Locke took a different approach, dividing influences on job 
satisfaction into events/conditions and agents.4 Other factors that have since been found to have a bearing on employees 
job satisfaction are the role itself, as well as the hours and workload involved; whether they have a good relationship with 
their manager; whether they are able to make decisions and work independently; whether they work in a pleasant setting 
or, where relevant, a safe one; how much they are paid and what benefits they get, including the amount of holiday they 
are entitled to each year; whether they have any chance of promotion; and whether their job is secure. Laurence Siegel 
suggested that a few more personal characteristics should be added, such as gender, level of intelligence, and ability to 
adapt.14 There are certainly factors here that organizations can improve; doing so will likely increase their employees’ 
morale and, consequently, their performance.

When it comes to pharmacy, both the scope of pharmacy as a profession and the primary role of the pharmacist have 
evolved a great deal. Part of this is pharmacy being actively promoted as a female-friendly, well-paid, higher-status 
career profession that is more compatible with family responsibilities than many other professions.15,16 In recent years, 
a growing number of female pharmacists have joined the wide-ranging private pharmacy profession, which is both 
rewarding and challenging.16 In Saudi Arabia, according to the 2020 healthcare professional taskforce census, there are 
27,529 pharmacists, of whom 35.2% are Saudi. Among those are 4977 female pharmacists, 77.4% of whom are Saudi, 
with almost 52% of the total number of female pharmacists working in governmental healthcare sectors.17 In 2016, 
a directive was issued permitting private pharmacies in Saudi Arabia to employ Saudi female pharmacists.

Pharmacists’ job satisfaction has been of interest for many years and is of great importance in several respects. An 
examination of job satisfaction among female pharmacists is likely to take into account humanitarian factors such as 
whether they are treated fairly, honorably, and respectfully. High levels of job satisfaction could also be a sign of 
pharmacists’ mental and emotional wellness in addition to being able to boost organizational turnover and decrease 
absenteeism.9,18

Pharmacists cannot meet their jobs’ needs if their own needs are not met. This challenge puts pressure on 
organizations’ managers and leaders to take responsibility for employees’ satisfaction; managerial attitudes, especially 
those of upper managers, significantly affect employee satisfaction. Job satisfaction can be enhanced by attending to 
motivational factors such as making the work environment more attractive, requiring more initiative, and fostering 
creativity, innovation, and planning.9 Paying attention to job satisfaction is especially relevant when budget constraints 
limit increases to pay and benefits. Employees who feel valued are more likely to work harder toward furthering the 
organization’s aims;18 thus, understanding what motivates their employees will help organizations keep their staff loyal, 
committed, and high-performing.19 Equally true is that employees who do not feel satisfied or supported at work often 
lose faith in the organization and are more likely to argue with colleagues.20

Given that much of the limited published evidence about job satisfaction among female pharmacists in Saudi Arabia 
is out of date following recent policy and practice changes, it was considered time to revisit the subject to determine 
current levels of job satisfaction among female pharmacists. These women have not only experienced much upheaval of 
late but are also finding that their work has intensified. The present study has a threefold objective: to explore factors 
motivating the work patterns of females in private workplaces; to determine the level of job satisfaction among female 
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pharmacists working in private pharmaceutical sectors; and to examine what relationship links female pharmacists’ 
socio-demographics with their workplace characteristics and job satisfaction.

Methods
Study Design
This cross-sectional study involved a self-administered online questionnaire, via Google Forms, that was made available 
to female pharmacists working in Saudi Arabia in various private workplaces including community pharmacies, 
pharmaceutical companies, private hospitals, and pharmaceutical industry. The study used convenience sampling to 
select participants based on availability and accessibility. Before the start of the study, each participant was informed 
about the purpose of the questionnaire and asked to complete and return it within 14 days. All participants were requested 
to sign and submit electronic informed consent prior to study commencement.

The questionnaire consisted of three main sections. The first section asked participants to answer items related to their 
sociodemographic, workplace, and job characteristics. Workplace and job characteristics are on the top list of the most 
crucial elements which can impact the level of satisfaction as well as motivation of organization employees including 
salary, working hours, workload, promotion, organizational structure and organization nature.21 The second section 
provided participants with a list of factors related to job motivation. The list was developed based on a literature 
review22–25 and sorted into five major groups: (1) workplace characteristics; (2) work conditions; (3) personal character-
istics; (4) individual priorities; and (5) internal psychological states. The first two sections were multi-choice, with 
participants given a number of responses or ranges to choose from. The third section included items related to participants’ 
job satisfaction. It measured them using a pre-validated 16-item instrument, the Warr–Cook–Wall (W–C–W) scale, where 
each item is rated on a 7-point Likert scale, with a high score indicating a high level of item satisfaction.26 The W–C–W 
scale measures overall job satisfaction as well as satisfaction with certain aspects of work, including chances of promotion, 
amount of variety in the job, opportunity to use abilities, attention paid to the employee’s suggestions, freedom to choose 
work methods, relationship generally between managers and employees, and with immediate manager or director, 
colleagues, and fellow employees, amount of responsibility, workplace management style, physical work conditions, 
hours of work, remuneration, job security, recognition for work, and overall feeling about the job. In this section, 
participants were requested to choose their answers from options extremely satisfied, very satisfied, moderately satisfied, 
not sue, moderately dissatisfied, very dissatisfied, and extremely dissatisfied to reflect on their level of satistificantion on 
each statement of W–C–W scale.

Ethical Consideration
This study was approved by College of Pharmacy, Almaarefa University, Riyadh, Saudi Arabia – college research 
committee with approval number MCST (AU)-COP 1902/RC.

Statistical Analysis
Descriptive statistics including frequency, percentage, inter-quartile range, mean, and standard deviation (SD) were calculated 
for the demographics, workplace characteristics, and job motivation factors, as well as for the W-C-W scale score. 
Associations between the demographic and workplace and job characteristics of the survey respondents and the 
W-C-W scale were examined in two stages. The first stage examined the separate association between each factor of 
participants, workplace and job characteristics and the summary score obtained from the W-C-W scale in a series of 
univariable analyses. The W-C-W score was found to be normally distributed. As a result, the unpaired t-test was used to 
compare between characteristics with only two categories. Analysis of variance (ANOVA) was used for characteristics with 
three or more categories. The results from the first stage were presented in a table format as mean ±SD of W-C-W score in each 
category, with p-values, indicating the significance of the difference in scores between categories. The second stage of the 
analysis examined the joint association of the participants, workplace and job characteristics in a multivariable analysis. This 
has the advantage that the association between each factor and the outcome is adjusted for the other included factors. This 
stage of the analysis was performed using multiple linear regression. Only factors showing some association with the outcome 
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from the initial analyses (p < 0.2) were included in this stage of the analysis. A backwards selection was performed to retain 
only the significant factors associated with the outcome in the final model. This involved omitting non-significant factors, one 
at a time, until all remaining factors were significant. The results from the second stage are presented in a table format as 
regression coefficients, along with corresponding confidence intervals. These represent the mean difference in W-C-W score 
between each category and a baseline category, with p-values, indicating the significance of the results.

In all analyses, response categories with small numbers were combined together with a similar category, where appropriate, in 
order to boost the numbers in each category and increase the statistical power of the analyses. Statistical significance was set at 
p < 0.05. The analysis was performed using IBM® SPSS® software Version 24.0 (Armonk, NY: IBM Corporation, 2016).

Results
A total of 232 female pharmacists participated in the study with a mean age of 26.1±2.4 years. Table 1 shows the socio-
demographic, workplace and job characteristics of the participants. The data suggested that the majority of the respondents were 
Saudi (90.1%). More than three-quarters (80%) were single, and a higher percentage (88%) had no children. Fewer than 10% had 
a graduate degree. Of the total respondents, more than half (58%) worked for pharmaceutical companies, 25% worked in 

Table 1 Sociodemographic Characteristics of Study Participants

Participants Characteristics Results

Mean age ± (SD) 26.1 ± 2.4

Age (years):

≤ 25 113 (48.7%)

26+ 119 (51.3%)

Nationality:

Saudi 209 (90.1%)

Non-Saudi 23 (9.9%)

Marital status:

Single 185 (79.7%)

Married 45 (19.4%)

Separated 2 (0.9%)

Number of children:

None 204 (87.9%)

1 13 (5.6%)

2 13 (5.6%)

3 0 (0.0%)

4 2 (0.9%)

Parental caring responsibilities:

No 123 (53.0%)

Yes 109 (47.0%)

Educational level:

Undergraduate degree (Bachelor of Science/Doctor of Pharmacy) 214 (92.2%)

Graduate degree 18 (7.8%)

Workplace setting:

Pharmaceutical company 134 (57.8%)

Community pharmacy 58 (25.0%)

Hospital pharmacy 39 (16.8%)

Other 1 (0.4%)

Organization nationality:

Local 134 (87.9%)

International 13 (5.6%)

(Continued)
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Table 1 (Continued). 

Participants Characteristics Results

Province where you raised:

Central province 137 (59.1%)

Western province 60 (25.9%)

Eastern province 14 (6.0%)

Northern province 3 (1.3%)

Southern province 8 (3.5%)

Abroad 10 (4.3%)

Province where you studied:

Central province 136 (58.6%)

Western province 62 (26.7%)

Eastern province 10 (4.3%)

Northern province 3 (1.3%)

Southern province 8 (3.5%)

Abroad 13 (5.6%)

Province where you work:

Central province 153 (66.0%)

Western province 55 (23.7%)

Eastern province 14 (6.0%)

Northern province 4 (1.7%)

Southern province 6 (2.6%)

Average months with current employer [inter-quartile range]: 12 [4–24]

Time current employer:

< 1 year 114 (49.4%)

1–2 years 55 (23.8%)

2+ years 62 (26.8%)

Average months in current position [inter-quartile range]: 10 [3–21]

Time in current position:

< 1 year 125 (54.1%)

1–2 years 52 (22.5%)

2+ years 54 (23.4%)

Salary (Saudi Riyal per month):

5000–10,000 78 (34.1%)

10,000–15,000 106 (46.3%)

15,000–20,000 37 (16.2%)

20,000–25,000 6 (2.6%)

25,000–30,000 1 (0.4%)

30,000–35,000 0 (0.0%)

> 35,000 1 (0.4%)

Employment status:

Full-time 220 (94.8%)

Part-time 12 (5.2%)

Next promotion expected:

Within 1 year 97 (41.8%)

1–5 years 115 (49.6%)

> 1 year 5 (2.2%)

Never 15 (6.5%)
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community pharmacies, and 16.8% were from hospital pharmacies. The median time with the current employer was 12 months 
overall, with a median of 10 months in their current position. Around 80% of respondents earned 15,000 Saudi Riyals per month 
or lower. The majority of staff (95%) held full-time positions.

Factors Affecting Work Motivation
The factors affecting female pharmacists’ work motivation were divided into five categories: (1) workplace character-
istics; (2) working conditions; (3) personal characteristics; (4) individual priorities; and (5) internal psychological state 
(Table 2). Questionnaire responses related to factors influencing female pharmacists’ job motivation are presented in 
“Supplementary Table 1”.

Considering workplace and job characteristics, female pharmacists were motivated by recognition, appreciation, and 
reward (88.8%), job accessibility (87.1%), work location (83.6%), and opportunity for continuous training (83.2%). In term of 
working condition, female pharmacists’ work motivation was affected by contact with people locally and internationally 
(90.5%), job opportunity (88.8%), independence/flexibility in the job (85.8%), and career advancement and promotion 
opportunities (84.9%). In view of personal characteristics, it was noticed that the desires for gainful employment (88.8%), 
respect (88.8%), and skills, competencies, and abilities (88.4%) were related to the work motivation of female pharmacists’ 
employed in the private sector. As individual priority, female pharmacists appeared to be motivated if their work met certain 
individual needs and values that were important to them, including the opportunity to learn new skills (93.5%), enhanced 
social status (88.8%), the opportunity to test ideas in work (82.8%), and the ability to generate income to secure their future 
financially (82.8%). By way of internal psychological state, gaining a sense of achievement (89.2%), and furthering their 
career (88.8%) all affected their work motivation (Table 2).

Table 2 Factors Influencing Job Motivation of Female Pharmacists

Factors Results N (%)

Work-place characteristics:
Work location (city, district) 194 (83.6%)

Job description and policies clarity 191 (82.3%)
Opportunity for continuous training 193 (83.2%)

Recognition, appreciation and rewarding 206 (88.8%)

Job accessibility 202 (87.1%)

Working conditions:
Career advancement and promotion opportunities 197 (84.9%)
Contact with people locally and internationally 210 (90.5%)

Independence/flexibility in the job 199 (85.8%)

Job opportunity 206 (88.8%)

Personal characteristics:
Believing in my role in victory and defeat 199 (85.8%)
Respect for myself 206 (88.8%)

Fit with my personal characteristics (skills, competencies and abilities) 205 (88.4%)

The desire for gainful employment 206 (88.8%)

Individual priorities:
Opportunity to learn new skills 217 (93.5%)
Enhance your social status 206 (88.8%)

Opportunity to test my own ideas in work 192 (82.8%)

Ability to generate income and to secure my future financially 192 (82.8%)
Wish to add something to my career 205 (88.4%)

Fulfilling a sense of achievement 207 (89.2%)

Enjoying interacting with others 208 (89.7%)
Professional autonomy and independence 202 (87.1%)

The tendency toward optimism about myself 202 (87.1%)

https://doi.org/10.2147/RMHP.S369084                                                                                                                                                                                                                                

DovePress                                                                                                                                      

Risk Management and Healthcare Policy 2022:15 1388

Al-Omar et al                                                                                                                                                        Dovepress

Powered by TCPDF (www.tcpdf.org)

https://www.dovepress.com/get_supplementary_file.php?f=369084.docx
https://www.dovepress.com
https://www.dovepress.com


Job Satisfaction
The W-C-W scale results suggest that female pharmacists in general had moderate levels of job satisfaction. Overall, the 
mean total score was 74 [SD: ± 27.7; range = 16-112]. Female pharmacists derive the highest satisfaction from their 
colleagues, from having attention paid to their suggestions, from having opportunities to use their abilities, from 
enjoying good relationships with their managers and co-workers, and from being given a good amount of responsibility 
(Table 3).

Associations Between Respondent, Workplace, and Job Characteristics and 
W-C-W scores—univariable Analyses
Table 4 summarizes the results of the univariable analyses. The results suggest that the majority of respondent 
characteristics were not significantly associated with the W-C-W scores. However, some significant associations were 
observed. Significant results were found for nationality (p = 0.03), employment status (p = 0.002), and when the next 

Table 3 Responses of Female Pharmacists on Warr–Cook–Wall Satisfaction Scale

Statement Extremely 
Satisfied 

N (%)

Very 
Satisfied 

N (%)

Moderately 
Satisfied 

N (%)

Not 
Sure 
N (%)

Moderately 
Dissatisfied 

N (%)

Very 
Dissatisfied 

N (%)

Extremely 
Dissatisfied 

N (%)

The physical work conditions 36 (15.5) 59 (25.4) 47 (20.3) 14 (6.0) 25 (10.8) 25 (10.8) 26 (11.2)

The freedom to choose your own 

method of working

41 (17.7) 54 (23.3) 50 (21.6) 12 (5.2) 23 (9.9) 22 (9.5) 30 (12.9)

Your colleagues and fellow workers 53 (22.8) 64 (27.6) 39 (16.8) 11 (4.7) 19 (8.2) 21 (9.1) 25 (10.8)

The recognition you get for good 

work

59 (25.4) 52 (22.4) 37 (15.9) 17 (7.3) 18 (7.8) 24 (10.3) 25 (10.8)

Your immediate director/manager 59 (25.4) 51 (22.0) 40 (17.2) 13 (5.6) 13 (5.6) 21 (9.1) 35 (15.1)

The amount of responsibility you 
are given

41 (17.7) 64 (27.6) 45 (19.4) 11 (4.7) 24 (10.3) 26 (11.2) 21 (9.1)

Your rate of pay (Remuneration) 33 (14.2) 55 (23.7) 48 (20.7) 23 (9.9) 22 (9.5) 21 (9.1) 30 (12.9)

Your opportunity to use your 

abilities

44 (19.0) 59 (25.4) 49 (21.1) 17 (7.3) 17 (7.3) 24 (10.3) 22 (9.5)

The relations between management 

and workers in your firm

51 (22.0) 59 (25.4) 41 (17.7) 16 (6.9) 12 (5.2) 26 (11.2) 27 (11.6)

Your chance of promotion 33 (14.2) 52 (22.4) 45 (19.4) 32 (13.8) 19 (8.2) 24 (10.3) 27 (11.6)

The way your firm is managed 38 (16.4) 55 (23.7) 48 (20.7) 26 (11.2) 13 (5.6) 27 (11.6) 25 (10.8)

The attention paid to suggestions 
you make

39 (16.8) 59 (25.4) 55 (23.7) 24 (10.3) 10 (4.3) 20 (8.6) 25 (10.8)

Your hours of work 39 (16.8) 56 (24.1) 49 (21.1) 14 (6.0) 16 (6.9) 32 (13.8) 26 (11.2)

The amount of variety in your job 38 (16.4) 61 (26.3) 46 (19.8) 21 (9.1) 16 (6.9) 25 (10.8) 25 (10.8)

Your job security 34 (14.7) 68 (29.3) 37 (15.9) 27 (11.6) 16 (6.9) 27 (11.6) 23 (9.9)

Now, taking everything into 
consideration, how do you feel 

about your job as a whole?

44 (19.0) 68 (29.3) 40 (17.2) 14 (6.0) 13 (5.6) 28 (12.1) 25 (10.8)

Notes: Satisfaction was assessed by giving 1 to extremely dissatisfied, 7 to extremely satisfied (Scale range: 16–112). High score, indicating high satisfaction. Mean ± SD 
W-C-W score was 74.0 ± 27.7.
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Table 4 Associations Between Respondent, Workplace, and Job Characteristics and 
Warr-Cook-Wall Score (Univariable Analyses)

Variable Category N Mean ± SD p-value

Nationality Saudi 209 75.3 ± 27.6 0.03

Non-Saudi 23 62.0 ± 26.2

Age ≤ 25 113 74.6 ± 28.5 0.75

26+ 119 73.4 ± 27.0

Marital status Single/separated 187 74.7 ± 27.6 0.42

Married 45 71.0 ± 28.0

Children No 204 74.6 ± 27.3 0.37

Yes 28 69.6 ± 30.5

Parental caring responsibilities No 123 74.2 ± 27.9 0.92

Yes 109 73.8 ± 27.5

Education level Undergraduate degree 214 73.7 ± 27.7 0.54

Graduate 18 77.8 ± 28.3

Workplace setting* Pharmaceutical company 134 77.7 ± 27.7 0.05

Community pharmacy 58 69.2 ± 27.7

Hospital pharmacy 39 68.2 ± 26.5

Organization nationality Local 117 71.3 ± 26.4 0.14

International 115 76.7 ± 28.8

Province raised Central province 137 73.2 ± 28.3 0.20

Western province 60 79.5 ± 24.5

Eastern province 14 70.6 ± 31.4

Northern province 3 44.7 ± 32.5

Southern province 8 63.3 ± 34.2

Abroad 10 74.4 ± 20.8

Province studied Central province 136 73.5 ± 28.0 0.22

Western province 62 78.6 ± 25.6

Eastern province 10 75.2 ± 31.0

Northern province 3 44.7 ± 32.5

Southern province 8 61.3 ± 33.2

Abroad 13 70.6 ± 24.0

Province work Central province 153 74.0 ± 27.6 0.10

Western province 55 79.5 ± 25.3

Eastern province 14 62.4 ± 32.1

Northern province 4 54.5 ± 33.0

Southern 6 62.7 ± 29.4

Time with current employer < 1 year 114 74.5 ± 27.7 0.87

1–2 years 55 74.8 ± 28.0

2+ years 62 72.4 ± 27.9

Time in current position < 1 year 125 74.2 ± 28.4 0.16

1–2 years 52 79.1 ± 25.0

2+ years 54 68.7 ± 28.2

Salary (Saudi Riyal per month) 5000–10,000 78 70.7 ± 27.8 0.25

10,000–15,000 106 77.1 ± 25.7

> 15,000 45 71.4 ± 32.1

Employment status Full-time 220 75.3 ± 27.0 0.002

Part-time 12 50.5 ± 31.3

Next promotion expected Within 1 year 97 76.6 ± 29.3 0.002

> 1 year 120 74.8 ± 25.3

Never 15 50.4 ± 25.2

Note: *Omitting one subject with “other” workplace setting.
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promotion was expected (p = 0.002). There was also some evidence of a difference in scores among different workplace 
settings, although this result was only of borderline statistical significance. There were only a relatively small number of 
non-Saudi in the sample; however, these had lower W-C-W scores than Saudi, on average. The mean score was 75 for 
Saudi, but only 62 for non-Saudi. Part-time workers were also small in number; however, these had substantially lower 
scores than their full-time equivalents. The mean value for part-time workers was 51, compared to 75 for full-time 
workers. There was little difference in scores between those who expected a promotion within a year and those who 
considered they would have to wait more than a year. However, the small group who did not expect any promotion at any 
time had much lower scores. The mean value of the W-C-W for this group was 50, compared to 77 and 75 for the other 
two groups.

Associations Between Respondent, Workplace, and Job Characteristics and 
W-C-W scores—multivariable Analysis
A multivariable analysis of the respondent, workplace, and job characteristics and the W-C-W scores is shown in Table 5. 
The results suggested some evidence that the province in which the participants worked, their employment status, and when 
they next expected a promotion were associated with the W-C-W score. The result for the province worked was only of 
borderline statistical significance, but it was chosen to retain this variable in the final model. After adjusting for these three 
variables, there was no significant additional effect of nationality, which was found to be significant in the initial analyses. As 
in the univariable analyses, part-time workers had significantly lower scores. After adjusting for the other factors, these were, 
on average, 22 units lower than scores for full-time workers. The results for the next promotion were also similar to those 
observed previously. Those who never expected a promotion also had the lowest scores. The scores for this group were, on 
average, 26 units lower than for respondents who expected a promotion within a year. Respondents in the Western and 
Central regions had the highest scores, with lower values in the Eastern, Northern, and Southern regions.

Discussion
Job motivation and satisfaction have been extensively studied in various contexts, but investigation into female employ-
ees has always been poor. As a step toward filling this void, this paper reports the results of a cross-sectional study that 
investigated the motivational factors and assessed the levels of job satisfaction of female pharmacists working in private 
pharmaceutical sectors. To the authors’ knowledge, this study is among the first to explore female pharmacists’ job 
motivation and satisfaction in the private sector in Saudi Arabia.

Any job—and the performance of it—can be optimized by reducing its negative aspects and boosting its positive 
ones, and understanding the impact of job motivation and satisfaction is a crucial part of achieving this. Supporting 
employees to feel driven and inspired in their jobs makes for a more productive and loyal workforce and higher turnover. 

Table 5 Associations Between Respondent, Workplace, and Job Characteristics and 
Warr-Cook-Wall Score (Multivariable Analyses)

Variable Category Coefficient (95% CI) p-value

Province work Central province 0 0.06
Western province 5.2 (−3.0, 13.5)
Eastern province −14.5 (−29.1, 0.1)

Northern province −13.3 (−40.9, 14.4)

Southern province −15.1 (−36.8, 6.6)

Employment status Full-time 0 0.007
Part-time −22.4 (−38.9, −6.3)

Next promotion expected Within 1 year 0 0.002
> 1 year −3.6 (−10.8, 3.6)

Never −26.3 (−40.9, −1.7)
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Furthermore, identifying the influencing factors and maintaining job satisfaction in the workplace can have a significant 
effect on staff retention and their ability and willingness to provide appropriate care. Likewise, as shown in a cross-sector 
study of pharmacists in Saudi Arabia, measuring, analyzing, and improving employees’ engagement at work can help 
organizations to foster motivation, productivity, and retention.27

The results of the present study show that the motivational factors most likely to encourage female pharmacists to 
perform better were opportunity to learn new skills and being able to interact and communicate with experts both locally 
and internationally. Nowadays, there is much more of a culture of workforces regularly undertaking new training and 
learning.28 Being able to assimilate new skills has become essential for advancing in almost any career; the more 
competencies an employee has, the more likely they are to be promoted and to earn a higher salary. Someone who is 
highly motivated at work is always on the lookout for opportunities to develop their talents and become more valuable as 
an employee; from the opposite viewpoint, employers tend to give more in terms of promotion and other rewards to 
employees who demonstrate this kind of initiative and commitment to both the job and the organization.

Other important motivational factors for female pharmacists revealed by this study were gaining a sense of 
achievement, recognition, and fulfillment;29 being offered job opportunities; being recognized, appreciated, and 
rewarded; enjoying enhanced social status; being gainfully employed; being respected; and having opportunities to 
add something to their career.

Findings from this study indicated that responding pharmacists who worked in different settings had a moderate level 
of job satisfaction. These findings are consistent with those of previously published research.30–33 However, this finding 
could also be attributed to female employees’ lower job expectations. One study showed that women have lower 
expectations than men about employment outcomes, so their goals are fulfilled more easily.34

In the regression model, the significant determinants of job satisfaction were nationality, employment status, and timing of 
likely next promotion. The study revealed that Saudi female pharmacists were more satisfied than their non-Saudi counter-
parts. The differences denote the possible existence of wage disparity among Saudi and non-Saudi pharmacists as the salaries 
offered by firms to non-Saudi pharmacists are lower than those received by Saudi pharmacists.35

Job dissatisfaction impacts job performance, resulting in an increased number of work mistakes and stress.36 

Likewise, our findings show that part-time female pharmacists were less satisfied with their jobs than full-time workers, 
and this low satisfaction level was possibly because of low pay/compensation and/or fewer promotion opportunities. The 
results of this study are consistent with the findings of some previous studies.37,38

Promotions are an important aspect of a pharmacist’s career. This study found that participants who expected to be 
promoted within the upcoming year were much satisfied at work than those who felt certain that they would never be 
promoted; in fact, it was found to be one of the biggest influences on job satisfaction.39 Pharmacists who earned less and/ 
or felt that they were not promoted enough were not satisfied with their jobs and, consequently, demonstrated higher 
professional negligence. Another cross-sectional survey that was carried out among pharmacists to measure perceptions 
of job satisfaction reported fewer promotion opportunities (42%) as one of the main reasons for poor job satisfaction.40

As with all studies, this one had some limitations. First, the convenience sampling, selecting only participants who 
were available, restricted the generalizability of the results. Second, the participants were mostly young females working 
in the private pharmaceutical sector—this also limited the generalizability of the results by not including more senior- 
level female pharmacists and those working in other settings. Third, the lack of similar researches on this subject have 
limited comparison being made.

Conclusion
According to the study results, the main factors that motivate female pharmacists to perform better at work were being 
able to learn new skills; feeling that they were achieving something; getting promoted; and being recognized, appre-
ciated, and rewarded. Our findings indicate different levels of job satisfaction among female pharmacists of different 
nationality (Saudi vs non-Saudi), employment status (full-time vs part-time), and promotion expectation (next promotion 
expected). The participating female pharmacists were shown to have moderate job satisfaction. We found that non-Saudi 
female pharmacists, part-time employees, and those who never expected a promotion were less satisfied than those who 
were full-time, Saudi employees who expected a promotion within a year. These findings are important for 
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pharmaceutical firms’ leaders as they will enable them to focus on policies, management, and environmental issues, with 
the purpose of increasing the level of satisfaction among their employees. Future studies are needed to explore the 
motivation and satisfaction of female pharmacists with a wider range of participants and more indicators of motivation 
and job satisfaction, and to identify the underlying reasons for job dissatisfaction, so that appropriate strategies can be 
adopted to improve the situation.
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