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ABSTRACT 

In light of a massive shortage of registered nurses globally as well as in developing 
countries such as Pakistan, nurses overwhelmingly face challenges with regard to job 
satisfaction. This is a looming problem in the public hospitals of Pakistan. Therefore, 
this study analyzed the impact of four antecedents of nurses' job satisfaction. These 
antecedents included esprit-de-corps, supervisor support, job clarity, and work 
autonomy. Using a self-administered survey questionnaire, a sample of 280 
responses was drawn from 43 public hospitals in four major cities of the Sindh 
province of Pakistan by using the multi-stage cluster sampling method. The 
variance-based structural equation modeling (VB-SEM) method was used in 
SmartPLS 3.0 to develop a measurement model for testing the hypotheses. The 
measurement model confirmed high construct reliability and convergent validity. 
Besides, discriminant validity was assessed using the Fomell-Larcker Criterion and 
the Heterotrait-Monotrait Ratio (HTMT) matrix. The results showed that job clarity 
and supervisor support do not predict nurses' job satisfaction except work autonomy. 
Interestingly, it was also found that perception of fairness does not play a moderating 
role with any of the four antecedents; rather, it serves as another very strong 
predictor of nurses' job satisfaction. Therefore, the management of public hospitals 
in Sindh should institutionalize such organizational practices which could not only 
increase the perception of fairness among nurses but also enhance their job 
satisfaction. The research findings contribute to the job satisfaction literature that the 
perception of fairness is a very strong predictor of job satisfaction. Hence, it should 
be used in future studies with other mediating or moderating variables under 
disparate untapped social settings. 

Keywords: job satisfaction, esprit-de-corps, supervisor support, job clarity, work 
autonomy, public hospitals, VB-SEM. 
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ABSTRAK 

Melihat kepada masalah kekurangan jururawat berdaftar secara ketara yang berlaku 
pada peringkat global, termasuk di negara-negara membangun seperti Pakistan, 
jururawat didapati menghadapi cabaran dengan kepuasan bekerja. Masalah ini sangat 
kritikal di hospital-hospital awam di Pakistan. Oleh yang demikian, kajian ini 
menganalis kesan empat anteseden kepuasan kerja jururawat. Anteseden tersebut 
termasuklah semangat setia kawan, sokongan penyelia, kejelasan kerja, dan 
autonomi kerja. Dengan menggunakan borang soal selidik tadbir kendiri, sampel 
yang terdiri daripada 280 respon telah dikumpulkan daripada 43 buah hospital 
swasta di empat negeri utama di wilayah Sindh, Pakistan dengan kaedah 
pensarnpelan kluster pelbagai peringkat. Kaedah variance-based structural equation 
modeling (VB-SEM) telah digunakan dalam SmartPLS 3.0 untuk membangunkan 
model pengukuran bagi mengukur bipotesis. Model pengukuran tersebut 
mengesahkan kebolehpercayaan yang tinggi dan kesahan kovergen. Selain itu, 
kesahan diskriminasi dinilai menggunakan Kriteria Fornell-Larcker dan matriks 
Heterotrait-Monotrait Ratio (HTMT). Hasil kajian menunjukkan kejelasan kerja dan 
sokongan penyelia tidak meramalkan kepuasan kerja jururawat kecuali autonomi 
kerja. Yang menariknya, persepsi terhadap keadilan didapai tidak memainkan 
peranan penyederhana dengan keempat-empat anteseden; sebaliknya, ia berfungsi 
sebagai peramal yang kuat kepada kepuasan kerja jururawat. Oleh yang demikian, 
pengurusan hospital-hopsital kerajaan di Sindh perlu menginstitusikan amalan 
organisasi sedemikian yang bukan hanya dapat meningkatkan persepsi keadilan 
antara jururawat malah meningkatkan kepuasan kerja mereka. Hasil kajian ini 
menyumbang kepada literatur kepuasan kerja memandangkan persepsi terhadap 
keadilan merupakan peramal yang kuat kepada kepuasan kerja. Oleh yang demikian, 
ia perlu digunakan untuk kajian akan datang dengan pemboleh ubah perantara atau 
penyederhana yang lain terhadap latar sosial yang belum diterokai. 

Kata kunci: kepuasan pekerjaan, esprit-de-corps, sokongan penyelia, kejelasan 
kerja, autonomi kerja, hospital kerajaan, VB-SEM. 
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Background of the Study 

CHAPTER ONE 

INTRODUCTION 

Healthcare system plays a critical role in the development and strengthening of 

nation's well-being across the globe (Swayne, Duncan, & Ginter, 2012). The 

healthcare sector not only serves the basic need but also provides economic 

expansion opportunities (Malunud & Parkhurst, 2007). According to the Deloitte 

recent annual report, the global healthcare sector is becoming increasingly 

competitive where there is a growing need for the committed workforce (Deloitte, 

2015). 

Organizations today need a workforce that can deliver best services despite intense 

work pressure and competitiveness. The report has outlined that nations aiming for 

stable growth and stability in the long run, actually need to strengthen its healthcare 

sector. The report has also outlined that nurses have an important role ( after doctors) 

in providing better healthcare setvices particularly when it comes to patient care. 

Similar to developed economies like Western European countries, Canada and Great 

Britain (Shi & Singh, 2015), the healthcare sector is also gaining importance in the 

developing economies like Malaysia, India, Pakistan and other middle and low

income countries (Mills, 2014; Ndubisi, 2012). In the current era, economies have 

realized that the importance of healthcare sector and its expansion lies in the hands 

of people associated with this sector (Settle, 2010). This asserts that the extent to 

which they are responsively handled, developed and maintained will outline better 



service and productivity of the healthcare sector. According to Ramsaran~F owdar 

(2008) services providing in the healthcare are important to be emphasized due to the 

nature of its sector. Moreover, it is important to understand these aspects as essential 

because they facilitate the healthcare businesses. The authors have further stated that 

for this case, employees (nurses, in particular) who are responsible for handling 

customers and patients need to be well developed and nurtured in every service 

aspect so that they could facilitate the management in achieving the organizational 

goals. Sadly, despite the significance, empirical studies, as well as notable healthcare 

reports, have underlined grieving issues (such as the death of a patient during 

treatment etc) in the sector at the global level (Deloitte, 2015). Particularly in the 

developing economies such as Nepal, Rawanda, Ghana, India etc.; the situation is 

even worse (Mills, 2014). 

Furthermore, Lu, While, and Barriball (2005) in their review have outlined that the 

deficiency of nurses at the global level has made their jobs tougher and complicated 

thus, resulting in job dissatisfaction. Individuals working in the healthcare sector 

have to encounter extreme cases on a daily basis including deaths, severe injuries, 

and mourning families. Such criticalities result in their jobs becoming more complex 

and sensitive (Ulrich et al., 2007). This complexity, increasing work stress and 

pressure is causing various problems including dissatisfaction with the jobs (Bird, 

2015; McHugh, Kutney-Lee, Cimiotti, Sloane, & Aiken, 2011); which creates a lot 

of problems particularly, when it comes to patient care. AMN Healthcare (2015) 

outlined that that job satisfaction is one of the major issues amongst nurses. 

2 



Considering the complexity and nature of their job, there are mixed feelings reported 

by nurses pertaining to their satisfaction with the jobs (AMN Healthcare, 2015). 

Some of the nurses are satisfied with their job whereas, some of the nurses are not 

satisfied with their current job. This outlines severe issue pertaining to nurses' job 

satisfaction, demanding responsive attention. In the current era of globalization, the 

importance of job satisfaction is getting more crucial in order to remain motivated 

towards their profession. According to Shipley (2015) that nurse job satisfaction is a 

problem at the global level which even developed economies like the USA is 

struggling. According to Arnold and Feldman (1986), job satisfaction is the extent 

and level of an individual's overall positive affect towards his/her job. 

This, in other words, is also termed as the measure and level to which the job 

addresses the core motivating premises of the nurses. Empirical studies have resulted 

that employees satisfied employees are better in work performance (Judge, 

Thoresen, Bono, & Patton, 2001), customer satisfaction (Ugboro & Obeng, 2000), 

low in turnover (Lambert, Hogan, & Barton, 2001; Porter, Steers, Mowday, & 

Boulian, 1974). These findings highlight the significance and multiple benefits of 

employee job satisfaction which not only can help businesses to achieve 

performance and productivity targets but can also help them retain employees for 

more. 

Similar to other professions like banking and telecommunication, studies have 

charted that job satisfaction amongst employees is important in order to provide 

3 



quality services (Sowmya & Panchanatham, 2011; Crossman & Abou-Zalci, 2003). 

Similar to the · healthcare sector for providing patient care (Tzeng, Ketefian, & 

Redman, 2002), retain them for a long time (Blaauw et al., 2013; Lu, While, & 

Barriball, 2005) and improve job performance (Fu & Deshpande, 2014). According 

to Breda (2012) through viewing the international and global health from a holistic 

perspective, nurses have an important role to play. The profession of nursing is 

important in an engaging aspect where they facilitate the medical experts to provide 

expert healthcare services to the global community. Thus, individuals holding such 

an important profession should be well managed and satisfied so that they could 

serve to the best possible level. This can also be understood through the explanations 

of De Milt, Fitzpatrick, and McNulty (2011) where the authors have stated that 

nurses have a direct role in providing patient care and therefore, the extent to which 

they are satisfied with their job and happy at work becomes critical. 

A report by National nursing research unit of King' s College London (KCL) has 

outlined that poor work output of nurses is primarily due to lack of satisfaction with 

their jobs (KCL, 2010). The report has further outlined that the issue of nurse job 

satisfaction is primarily the cause of several job factors (such as lack of job security, 

low pay and poor worlcing environment) and similar features on a collective basis. 

The report has also outlined that it is important to resolve in order to provide quality 

patient care. According to Mudor and Tooksoon (201 I), job satisfaction helps 

employees to work as per expected which as per Coomber and Barriball (2007) is a 

requirement for responsive working in the 21 st century. Similar to other occupations, 
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the satisfaction of patients is only possible through satisfied nurses (Kutney-Lee et 

. al., 2009). 

Only in the US, as per KPMG survey report (Kerfoot, 2015), that employees lack 

satisfaction with a job in the healthcare sector costs a typical 300-bed hospital nearly 

$4.4 million on annual basis (Kerfoot, 2015). Hence, it could be viewed that the 

thriving issues pertaining to nurses particular attitudes of supervisors and peers, the 

absence of job clarity and absence in decision making enhances job dis-satisfaction 

and results in terrible outcomes for the employing organization. Addressing this 

issue is not just but important but urgent as well due to the fact that only satisfied 

workforce would strive to satisfy clients, patients, and customers. 

1.1.1. Nurse's Job Satisfaction in the context of Pakistan 

Pakistan ranks 6th in the world in terms of population (WO, 2016) and is listed 

amongst the developing economies (World Bank, 2016). With more than 191 million 

in terms of population, the nation is striving yet struggling in providing basic 

services and facilities to its people including healthcare, education, food, and 

security. Especially when it comes to health services, the majority of the population 

has no access to basic health facilities (Bhatti, Islam, Mirza, & Hadi, 2015). The 

healthcare sector comprises of both public and private sector hospitals whereby, 

there are around 1,142 hospitals, 5,499 dispensaries, 5,483 basic health units as per 

government report (Pakistan Economic Survey, 2014-15). In the similar context, the 

inferior state of the nursing profession also has no exception. The health care 
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industry of the country is extremely affected by the shortage of nurses. The country 

with a population of 212 million produces only 13,132 nurses per year from all fours 

provinces of Pakistan (Meghani, & Sajwani, 2013). There is one nurse for every 

3,175 people. This ratio signifies that nursing has remained a neglected area in 

Pakistan and healthcare system desperately requires nurses greater than ever before 

(Seir, 2006; Bhatti et al., 2015). 

According to Ariff et al. (2010), the health sector of Pakistan is not well equipped, 

resourced and established particularly, the local dispensaries and basic health units. 

Because of this, the patients are mainly referred to district general hospitals or 

tertiary hospitals (such as Basic health unit BHU, Rural health center RHC and 

Tehsil/Taluka District Hospital) which are located in remote areas such as dherki, 

goth.ki, jhang etc., to provide immediate basic medical services. 

Compare to the private sector, the healthcare public sector faces extreme work 

conditions involves activities under public health programs such as Polio abolition 

program, Maternal Neonatal Child Health, Dengue fever control etc. (Hamid et al 

2016). Furthermore, the lack of trained doctors along with poor hospital management 

also deteriorate the environment of public sector hospitals (Ariff et al, 2010) and 

could easily foster job dissatisfaction amongst employees at work. The authors have 

also underlined the lack of staff; their competency and support from the government. 

Sadly, the global healthcare outlook survey report for the current year has not 
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outlined Pakistan due to its Hmited focus and spending in - the healthcare sector 

(Thomas & Wise, 2016). 

The healthcare sector is still in shambles due to poor infrastructure, lack of planning, 

focus, and facilitation (Akram & Khan, 2007; Shaikh & Hatcher, 2005). The 

government only spends 0.42 percent of its GDP on this sector (Pakistan Economic 

Survey, 2014-15) which is even lower than what government had spent on other 

sectors (such as education, military, social welfare). These statistics outline the lack 

of seriousness, focus, and importance of the sector amongst the government 

authorities. There are numerous challenges, requiring prompt attention in the 

healthcare sector of Pakistan. The World Health Organization (WHO) country-wise 

report suggests that Pakistan's focus on the healthcare is not improving from the last 

5 years (WHO, 2013), and the national planning is also not responsive enough on 

this matter. 

The shortage of staff including nurses in the healthcare sector is an outcome of 

severe negative exertion and attitudinal consequences related to the profession 

including lack of job satisfaction (WHO, 2013). This clearly explains that there are 

issues in the healthcare sector especially in a nursing profession where the job 

satisfaction of nurses is critical to attaining the required patient care along with the 

growth of nurses in Pakistan as supported by Hamid et al. (2016). Many studies have 

attempted to investigate the issues regarding health care inefficiency and provide 

recommendations to improve the healthcare sector of Pakistan but unsuccessful to 
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reach a consensus to resolve ·the matter. (Sultana, Riaz, Mehmood, & Khurshid, 

2011; Ansari, Yasin, Zehra, & Faisal, 2015; Bhatti et al., 2015; Bahalkani et al., 

2011; Coomber & Barriball, 2007). In a similar context, the role of supervisor 

support is imperative to be highlighted. Supervisor support tends to affect job 

satisfaction and subjects to enhance the level of job satisfaction (Griffin et al., 2001 ). 

Although, more recently, a few studies challenge the traditional link between the job 

satisfaction and supervisor support by means of concluding none and inverse 

association (Shah et al., 2018; Brohi et al., 2018). Therefore, it will not be wrong to 

conclude that the literature failed to establish any consensus in this regard. The 

emphasis of present study relies on the public sector of Pakistan as being the least 

privilege and highly burdened in terms of greater health responsibilities (Hamid et 

al., 2016). Furthermore, the current study aims to outline the factors that are crucial 

for the Job satisfaction among the nurses in the government hospitals of Pakistan. 

Statement of the Problem 

Pakistan is one of the developing countries that are extremely affected by the 

shortage of nurses. In Pakistan, 13132 nurses per year from all fours provinces are 

produced. There is one nurse for every 3,175 people. This ratio signifies that nursing 

has remained a neglected area in Pakistan and healthcare system desperately requires 

nurses greater than ever before (Seir, 2006; Bhatti et al., 2015). According to the 

recent report, there are 90,276 registered nurses (Pakistan Economic Survey 2014-

15). A study by Khaliq, Rehman, and Rashid (2011) argued that nearly 42 percent of 

the nurses out of 110 were not satisfied with their jobs in Pakistan. The rising issue 
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of job dissatisfaction among nurses is also recently highlighted by Hamid, Kanwal, 

Bajwa, Khalid, & Mubarak (2016) in their qualitative study of the nursing profession 

in Pakistan. The study highlighted the lack of consideration of issues confronted by 

the nurses in the country and suggested that in order to get the satisfied patient care, 

the clarity of the job along with the cooperative peer attitude are vital to existing. 

Furthermore, Meghani, & Sajwani, (2013) suggested that lack of involvement of 

nurses in decision making (work autonomy) also deter the satisfaction level among 

nurses in Pakistan and enhanced the shortage of nurses in the country. In addition, 

biased nursing management, lack of appreciation and monitory incentives and rigid 

attitude of supervisor also result in enhanced dis-satisfaction among the nurses in 

Pakistan (Khowaja, Merchant, & Hirani, 2005). Even though the government of 

Pakistan assures to improve the status of the nursing profession of the country (PID, 

2009), the current situation of nursing still strives for numerous betterments 

(Meghani, & Sajwani, 2013). The issue is more severe in public sector hospitals 

(Kumar, Ahmed, Shaikh, Hafeez, & Hafeez, 2013; Bushra, Usman, & Naveed, 

2011 ), due to lack of resources, focus, and prominence by the government and 

assigned authorities. 

Fairness perception refer to fairness in job effort-reward (Mowday, 1991). The 

concept refers that employees' assessment of the reward they are receiving as 

compare to the efforts they are putting in their job. Job efforts in this regard include 

all sorts of investments including time, energy, skills, experience, and intelligence 

needed for the responsive job task accomplishment. Job rewards, on the other hand, 

9 



denote outcomes an employee receives from the organization including money, 

esteem, position, authority, social image and other related perks (Adams, 1965). The 

components of nurses' efforts and rewards are interlinked with the elements of work 

clarity (intelligence, skills, and experience), work autonomy (position and authority), 

esprit de corps (time, social image) and supervisor support (esteem, time, skills). 

Thus, fairness perception can be used as an intervening (moderator) variable to 

augment the effects of the studied predictors of nurses' job satisfaction. The rationale 

is also evident in the study of Janssen (200 I) and stressed that the perceived inequity 

among job effort and reward can end up employee feeling unwilling and dissatisfied 

(Janssen, 2001 ), and put employees into unpleasant emotional condition. 

Moreover, Bahalkani et al., (2011) examined nurse job satisfaction in Pakistan 

reported 86 percent of the nurses dissatisfied with their jobs. The authors have 

outlined the need for an investigation into the matter to resolve the issue. 

Additionally, Sultana et al. (2011) conducted an empirical study on the nurses and 

the found majority (61 %) of the nurses dissatisfied with their jobs. Thus, these 

studies have underlined the existing level of dissatisfaction in the nursing profession 

and required critical investigation on empirical grounds. 

More recently, Jalaludin, Rehan, Farid, and Jalaludin (2015) and Hamid, Malik, 

Kamran, and Ramzan (2014) have also outlined the severity of the issue of nurses' 

job satisfaction in the healthcare sector of Pakistan. The authors have outlined that 

there are numerous factors (such as over-burdened tasks, low pay scales, cultural 



image etc.) that contribute towards nurturing nurses' to remain satisfied with their 

jobs and provide better patient care which, unfortunately, is lacking. In the more 

recent study by Ansari et al. (2015) bas outlined triggering lack of job satisfaction 

amongst nurses in Pakistan. The study has outlined several jobs and organizational 

factors (occupational stress, working hours, hospital status and work responsibility) 

which require improvement in order to facilitate nurses in their jobs and enhance 

their satisfaction levels. Studies have outlined the need and significance of job 

satisfaction to ensure responsive working (Ansari et al., 2015; Coomber & Barriball, 

2007). The overall job satisfaction is critical for employees as it outlines reasons 

why one should work responsively and stay with the organization for long. 

Job dissatisfaction results in a lot of deleterious prospects for the individual as well 

as an organization at large. Studies have outlined that employees who are not 

satisfied with their jobs result in negative prospects like turnover (Mobley, 1977; 

Pathrnan et al., 2002); absenteeism (Baker, 2011). In particular, these factors have 

empirically appeared to affect nurses' profession as well (Irvine & Evans, 1995; 

Takase, Maude, & Manias, 2005). There is a lot of signs of having job satisfied 

employees as they are on an average, 12 to 30 percent more productive compared to 

the rest (Revesencio, 2016; Access, 2016) and 10 percent lower in tu.mover and 25% 

lower in unscheduled absences (Access, 2016). A similar issue has been raised in the 

study of Meghani, & Sajwani, (2013) highlighting the critical issue of nurses 

shortage and turnover. Thus, keeping these evidence beforehand, there is an 

empirical consideration needed from organizational scholars to address this issue for 
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practitioners to attain maximum benefits from employees' job satisfaction, especially 

in connection to nursing job satisfaction. 

Supervisor support denotes to perception about the supervisor being caring and 

recognizing (Rhoades & Eisenberger, 2002). Support from immediate supervisor 

offers great strategic benefits to employees particularly in the achievement of work 

goals and organizational objectives. It helps not only employees to perform the 

immediate task but builds the overall professional knowledge of the employee. 

Prominently, there is a strong significance of supervisor support on employee 

outcomes (Cakmak-Otluoglu, 2012; Wang, Walumbwa, Wang, & Aryee, 2013). 

Studies have outlined that positive perception of employees concerning to the 

support from a supervisor can facilitate in responsively working and boosting 

employee outcomes. In the similar regard, supervisor support has also termed to be 

significant for nurses (Hunt, 2014; Fila, Paik, Griffeth, & Allen, 2014; Burke, 

Moodie, Dolan, & Fiksenbaum, 2012; Adams & Bond, 2000). 

Studies have underlined that supervisor support is important for nurses due to the 

fact that it helps them to work effectively thus enhancing job satisfaction. However, 

there are studies that have highlighted the insignificant relationship between 

supervisor support and job satisfaction (Abiodun, Oyeniyi, & Osibanjo, 2013; 

Rhoades & Eisenberger, 2002) in general and with regards to nurse job satisfaction 

in particular (Sangakala, Ahmed, & Pahi, 2016). Moreover, a study by Atefi, 
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Abdullah, Wong, and Mazlom (2014) has outlined that supervisor support and its 

significance varies from one nurse to another. Similarly, a meta-analysis (Blegen, 

1993) outlined lower correlation between supervisor support and job satisfaction. 

Thus, there are mixed results pertaining to the role and influence of supervisor 

support on nurse job satisfaction, requiring further empirical investigation. 

Along with this, a more recently, a few studies chal lenge the traditional link between 

the job satisfaction and supervisor support by means of concluding none and inverse 

association (Shah et al., 2018; Brohi et al., 2018). The study concluded that 

supervisor support has insignificant impact on job satisfaction in nursing especially 

in the south Asian perspective. 

The recent literature has outlined the growing significance of team working 

environment which in essence is called Esprit de Corps (Reisel, Chia, & Maloles Ill, 

2005), particularly with regards to job satisfaction. According to James and Jones 

(1980), group esprit de Corps refers to the extent to which employees as individuals 

feel of acting as a team in the workplace. It also incorporates the communication and 

interpersonal relations that push individuals to work as a combined force with higher 

levels of job satisfaction. 

According to Boyt, Lusch, and Mejza (2005) is an intense feeling which an 

individual has towards working in a team environment. Studies have outlined results 

pertaining to the prominence of Esprit de corps such as Reise) et al., (2005) has 
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highlighted that esprit de corps brings in an altitude through which employees work 

towards . a common goal in the organization. Although very limited studies 

investigating job satisfaction have outlined the significance of esprit de corps such as 

Elci and Alpkan (2009) and Boyt, Lusch, and Naylor, (2001) that outlined positive 

correlation between the two. 

However, Hwang and Chang (2009) revealed that esprit de corps marks no 

noteworthy impact on job satisfaction. According to Tirmizi et al., (2009) the team 

spirit and team working culture are not very popular in the Pakistani workplace of 

law and administration since mostly people therein prefer to work alone. However, 

in the nursing profession, they are required to work together as a team in order to 

facilitate patient care, particularly when handling intensive care needed patients 

(Atwal & Cadwell, 2006; Berg & Hallberg, 2000). 

Therefore, the investigation of how Esprit de Corps is perceived and its influences 

(positive or negative) on nurses' job satisfaction would be interesting to explore in 

an emerging economy like Pakistan. Moreover, the impurity of research also 

underlines the need for further investigation. Additionally, it would also be useful to 

outline how nurse job satisfaction could be promoted through esprit de corps 

particularly amongst public sector nurses of Sindh, Pakistan. 

Empirical studies have also highlighted the significance of job clarity on employee 

outcomes and attitudes, particularly in the service occupations (Davies, Chapman, & 
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Boyd, 2015; Bostrom, Rudman, Ehrenberg, Gustavsson, & Wallin, 2013; Mukherjee 

& Malhotra, 2006; Vaananen, Kalima, Toppinen-Tanner, Mutanen, Peir6, J(jvimaki, . 

& Vahtera, 2004). According to Zeffane and Al-Zarooni (2008) job clarity is how 

individuals can clearly outline their job roles, expectations and responsibilities in the 

organization. 

Job clarity denotes to how employees have been communicated and guided towards 

the assigned responsibilities and what is expected out from them in return (Jansen, 

Kerkstra, Abu-Saad, & Van Der Zee, 1996). In connection to nurse job satisfaction, 

Adams and Bond (2000) found a significant impact of job clarity on nurse job 

satisfaction. In contrast, Kroposki, Murdaugh, Tavakoli, and Parsons (1999) found 

that lack of job clarity was not affecting employee job satisfaction whereas, Smerek 

and Peterson (2007) found no correlation between job clarity and job satisfaction. 

Along with this, a more recently, a few studies challenge the traditional link between 

the job satisfaction and job clarity by means of concluding none association (Shah et 

al., 2018; Brohi et al., 2018). The study concluded that job clarity has insignificant 

impact on job satisfaction in nursing especially in the south Asian perspective. 

Accordingly, scholars in the area have also recommended for further investigation in 

order to forward generalizable results that could be of practical importance for the 

business world as well. Principally, there have been no studies on the healthcare 

sector of Pakistan focusing on nurses working ·in the public sector in terms of how 
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job clarity could enhance their satisfaction with jobs. Alongside this, work autonomy 

has also found to be strong when it comes to employee outcomes. According to 

Turner and Lawrence (I 965), work autonomy is the ' degree to which individuals feel 

personal authority and responsibility in their work.' It also asserts as to what extent 

and level, employees have their say in their work aspects such as scheduling shift 

allocation, resources and equipment selection and so on. 

So work autonomy provides authority to an employee to decide upon his/her work 

schedule, plan the resources and express work willingness. Studies have outlined that 

work autonomy is important for enhancing job satisfaction such as Pearson and 

Moomaw (2005) who found a positive relationship between work autonomy and job 

satisfaction. In the similar fashion, Iliopoulou and While (20 I 0) found work 

autonomy significantly related to oursingjob satisfaction. Review by Lu et al. (2005) 

outlined that work autonomy is one of the important predictors of job satisfaction 

amongst nurses. 

Thus all these evidence collectively suggest that when employees including nurses 

perceive autonomy in their work they tend to reflect a higher level of job satisfaction 

and responsibilities. However, there are studies that found an insignificant 

relationship between work autonomy and job satisfaction such as Fung-Kam (1998) 

who found no significant relationship between the two amongst nurses in Hong 

Kong. 
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Additionally, Tumulty, Jernigan, & Kohut (1994) empirically found that the 

significance of work autonomy with nurse job satisfaction varies due to different 

factors and therefore there is no definite assertion in this regard. Thus, such mixed 

results outline the need for further study whereby, there is a severe lack of studies on 

nurses in the healthcare sector globally as well as in Pakistan as well (Kumar et al., 

2013). 

Hence, based on inconsistent findings, recommendations for further research and the 

paucity of empirical investigation on Nurses in developing economies, particularly in 

Pakistan; the current study aims to investigate how supervisor support, esprit de 

corps, job clarity and work autonomy can enhance nurse job satisfaction in the 

public sector hospitals of Pakistan which is in line with what elaborated previously 

regarding the worst condition of nurses' job satisfaction in the public sector hospitals 

of Sindh, Pakistan. 

According to Baron and Kenny (1986), a moderating variable could be principally 

introduced in a statistical relationship that has inconsistent relationships. Hence, 

keeping the inconsistent results regarding supervisor support, Esprit de corps, job 

clarity and work autonomy with job satisfaction; the current study proposes to 

investigate the moderating role of fairness perception on the relationship between 

proposed variables and nurse job satisfaction. 
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According to Mowday ( 1991 ), fairness perception 1s the expression whereby 

individuals feel that they are treated fairly and displays positive outcomes and 

behaviors. When employees perceive fairness in terms of the effort that they put in 

the job and the rewards they get in return, it enhances their job satisfaction (Janssen, 

2001; Champoux, 1992). According to Janssen (2001 ), fairness perception can 

moderate the effect of different job characteristics and organizational factors upon 

job satisfaction. 

Taken together, to bridge the aforementioned theoretical and practical gaps, a 

quantitative study is needed to analyze the impact of esprit-de-corps, supervisor 

support, job clarity, and work autonomy on the nurses ' job satisfaction in the public 

hospitals of Pakistan. In doing so, the present study based the theoretical support on 

the Frederick Herzberg two factor theory (1959) and uses the unique combination of 

the hygiene and motivational factors of esprit-de-corps, supervisor support, job 

clarity, and work autonomy on the nurses' job satisfaction. The current study has 

provided a pioneer attempt to study the combined effects of the above-mentioned 

variables in the nursing profession of Pakistan. To the best of our knowledge, the 

existing public sector studies on nursing lacks the theoretical support in explaining 

issues of nurses in Pakistan (Khaliq et al., 2011; Ansari et al. 2015). The present 

study fills this gap by providing a theory-driven analysis of the factors that drives 

nurses' job satisfaction among the public hospitals of Pakistan. As mentioned earlier, 

the difference in working conditions, working hours and health care activities made 

the public sector more severely affected by the shortage of nurses which also 
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provides support to the · lack of satisfaction among the nurses of government 

hospitals of the country (Hamid et al., 2016). The uniqueness of the present study 

also lies in studying the role of fairness perception to moderates the relationship 

between esprit-de-corps, supervisor support, job clarity, and work autonomy and 

nurses' job satisfaction. 

Research Questions 

The current study aimed to address the following research questions: 

1. Is there any relationship between supervisor support and job satisfaction? 

2. Is there any relationship between job clarity and job satisfaction? 

3. Is there any relationship between Esprit de Corps and job satisfaction? 

4. Is there any relationship between work autonomy and job satisfaction? 

5. Does fairness perception moderate the relationship between supervisor support, 

esprit de corps, job clarity, and work autonomy and nurse job satisfaction? 

Research Objectives 

1. To examine the relationship between supervisor support and job satisfaction 

2. To identify the relationship between Esprit de Corps and job satisfaction 

3. To study the relationship between job clarity and job satisfaction 

4. To investigate the role of work autonomy and job satisfaction 

5. To examine the moderating influence of fairness perception on the relationship 

between supervisor support, esprit-de-corps, job clarity, and work autonomy on 

job satisfaction. 
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Scope of Research 

The current study aimed to investigate the issue of Nurses· job satisfaction in the 

public hospitals of Sindh, Pakistan. The reason behind selecting public hospitals is 

due to the severity of the working conditions and consequent issues are highlighted 

by numerous studies (Kumar et al., 2013; Bushra et al., 2011; Irfan & Ijaz, 2011) 

however, the lack of underpinning theory to justify the link between the variables is 

motivating enough to investigate the situation further. In addition to this, it has 

become a global issue at present (AMN Healthcare, 2015; Mills, 2014; Lee, 2008). 

According to the Global reports, nurses have been facing a serious lack of job 

satisfaction at the global level which is primarily a cause of several factors at work. 

Similar to which, the healthcare sector of Pakistan is also in shambles and the 

situation is even worse in the public sector hospitals. The study was conducted 

amongst the nurses working in the public hospitals of Sindh, Pakistan. This study, 

therefore, aims to investigate how nurse job satisfaction could be enhanced in the 

public sector hospitals in order to enhance their outputs whilst resolving the 

inconsistent relationships. Therein, the study examined how crucial work factors like 

supervisor support, Esprit de corps, job clarity, and work autonomy influences 

nurses' job satisfaction and address the increasing dissatisfaction issue. Hence, nurse 

job satisfaction in the healthcare sector, particularly in the public sector, marked for 

urgent empirical investigation for prompt resolution 
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The significance of the Study 

Theoretical Significance 

Very limited studies have empirica11y studied nurses particularly when it comes to 

how they perceive work environment and job factors (Choi, Cheung, & Pang, 2013). 

The current study has extended the existing body of knowledge on job satisfaction. 

Therein, studies and global workforce reports have outlined severe global issue of 

nurses' job satisfaction (AMN Healthcare, 2015; Mills, 2014; Lee, 2008), needing 

urgent empirical attention. Keeping this in view, the current study addresses the 

practical gaps through forwarding robust statistically supported solutions pertaining 

to some of the important components that could enhance nurse job satisfaction. The 

benefits of the present study lie in responding to the absence of theoretical support to 

cater nurses' issues in public and provided a theory-driven analysis of the factors that 

drives nurses' job satisfaction among the public hospitals of Pakistan. The 

uniqueness of the presented conceptual model also lies in studying the role of 

fairness perception to moderates the relationship between esprit-de-corps, supervisor 

support, job clarity, and work autonomy and nurses' job satisfaction. 

Practical Significance 

Talking about practical significance, the study results are also of value towards 

resolving practical issues regarding how nurse job satisfaction, particularly for an 

emerging economy like Pakistan as evidence had to pertain to public sector hospitals 
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had outlined severe issue of nurse job satisfaction (Jalaludin et al., 2015; Kumar et 

al., 2013; lrfan & Ijaz, 2011; Bushra et al., 2011; Bahalkani et al., 2011). 

The study results can also be employed for fostering job satisfaction prospects across 

other job ranks, particularly in the healthcare sector. The findings have outlined that 

healthcare sector as a whole is a complex and highly sensitive work sector. Therein, 

the role and job of a nurse are even more critical and delicate, expecting high 

accuracy, promptness, and proactive functioning. In such a case factor Jike 

supervisor help, guidance, support, and appreciation matters a lot and thus, can 

effectively boost their job satisfaction. 

The findings, therefore, highlight practitioners to ensure people in supervisory 

positions understand their role and its significance for subordinates. Training and 

consultation can be used for supervisors in this regard to make them skillful to 

support their subordinate and help them develop such positive behaviors which could 

effectively help in this regard (Kawakami, Kobayashi, Takao, & Tsutsumi, 2005). 

Supervisor support boosts employees to give their best and showcase higher 

satisfaction prospects (Griffin, Patterson, & West, 2001), which simply cannot be 

ignored by organizations at this point in time. 
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Definition by items 

Job Satisfaction 

Denotes to the extent and level of an individual's overall positive affect and 

satisfaction towards his/her job (Warr, Cook, & Wall, 1979). The current study 

operationalized job satisfaction as the perceived satisfaction of the individual with its 

job. 

Supervisor Support 

Denotes to the perception about the supervisor being canng and recognizing 

(Rhoades & Eisenberger, 2002). The current study operationalized supervisor 

support as the perception about the supervisor being caring about employee well

being and appreciating. 

Esprit de Corps 

Refers to the extent to which employees as individuals acquire feel of acting as a 

team in the workplace (Jones & James, 1979). The proposed study examined Esprit 

de Corps as the perceived feeling of employees' towards working as a team in the 

organization. 
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Job Clarity 

Job clarity denotes to the extent to which employees reqmre information for 

effective job performance (Teas et al., 1979). The current study operationalizes job 

clarity as the perception of the extent of information provided by the organization for 

effective job performance. 

Work Autonomy 

Refers to the extent to which job provides freedom, independence and discretion 

core job aspects, and performance of tasks (Morgeson & Humphrey, 2006). The 

current operationalized work autonomy as the perception of employees towards 

freedom, independence, and discretion provided to them in performing key job tasks. 

Fairness Perception 

Refers to perceptions regarding job effort-reward fairness (Mowday, 1991). The 

current study operationalizes as perception regarding the effort and rewards fairness 

in the organization. 

Organization of the Thesis 

This thesis is divided into five chapters followed by a list of references and 

appendices. Details are as under: 
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Chapter one discusses the background of the study, problem, and issues pertaining to 

nurses' job satisfaction. It then provides research questions, objective and scope of 

the study. It follows theoretical and managerial implications of the study. 

Chapter two starts with the broader conceptualization and significance of job 

satisfaction. It then discusses three level of predictors of job satisfaction: 

organizational-level, individual-level, and job-related factors. It then provides 

reviews of the related empirical studies of all of the variables used in this study. 

Later, this chapter describes the underpinning and supporting theories of this study. 

After that, hypotheses are developed. Chapter three first illuminates' research 

philosophy and research design including a unit of analysis. Then it provides an 

overview of population, sample, and sampling technique. Later, the operational 

definition and measurement of each of the constructs are discussed. It then follows 

the discussion of instrument pretesting, data collection procedure, validity, 

reliability, data analysis technique, and ethical considerations. In the end, this 

chapter depicts the research design of the study. 

Chapter four presents data analysis results. In broad, the chapter underlines data 

screening results which include missing value assessment, non-response bias 

evaluation, normality and outliers' assessment. Alongside, the chapter also discusses 

results of common method variance after which, it presents results of the path 

modeling for hypotheses testing. Towards the end, the chapter discusses moderation 

effects and its strength. 
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Chapter five sheds light on the findings through critically discussing each of the 

results. Therein, the chapter also underlines the findings of the chapter with the prior 

studies and empirical evidence available in the domain of job satisfaction. Following 

to this, the chapter mentions managerial implications of the present study followed 

by the scope for further studies to encourage future scholars. The chapter also 

discusses limitations of the study and closes with the conclusion of the present study. 

Chapter Summary 

The chapter has explained the issue of job satisfaction particularly in connection 

with nurses in detail. Alongside, the chapter has critically detailed the proposed 

variables for the study, their significance and need for further investigation. The 

chapter also details about the proposed moderator with evidence supporting its 

buffering role on the relationship of supervisor support, esprit de corps, job clarity, 

work autonomy with nurses' job satisfaction. 
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Introduction 

CHAPTER TWO 

LITERATURE REVIEW 

The core objective of this chapter was to critically review the past literature and 

theories pertaining to the variables of the present study, social exchange theory. 

Particularly, this chapter reviewed the concepts of job satisfaction, supervisor 

support, work autonomy, Esprit de corps, and job clarity and moderation fairness 

perception. Subsequently, the studies that evaluated the relationships pertaining to 

criterion, moderating and predictor constructs were reviewed for developing the 

research model. 

Underpinning Theory 

The literature on the topic of job satisfaction bas foIWarded several explanations of 

the construct based on various theoretical explanations. These theoretical 

underpinnings are used based on the nature and type of factors undertaken to study 

job satisfaction. Over the years, the number of theories used to explain the job 

satisfaction phenomenon has increased. Moreover, due to multifold of research and 

scholarly work in the area, studies can be found referring to several different 

theoretical viewpoints. Therein, some of the prominent ones that explain the 

phenomenon of job satisfaction are Herzberg two factor theory (Herzberg, 1959); 

Maslow's Hierarchy of Needs (Maslow, 1943); Hackman and Oldham job 

characteristics theory (Hackman & Oldham, 1975); Adam's equity theory (Adams, 

1963), and expectancy theory of Motivation (Vroom, 1964). Consequently, keeping 
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in view the conceptual framework and undertaken variables of the study, the present 

study has driven the explanations of Herzberg two factor and Adams equity theory. 

Detailed explanation and justification for the two are presented: 

Frederick Herzberg Two-Factor Theory 

This theoretical explanation caters to highlighting factors that can help to enhance 

employees' motivation to boost job satisfaction. Originally forwarded by Herzberg, 

the behavioral scientist from the USA who has asserted that there are two major 

types of factors i.e. hygiene factors and motivating factors. According to his 

explanations, hygiene factors are the ones that do not principally work to satisfy 

people, however, when handled carefully, they help employees not to get 

dissatisfied. For example, there are factors such as compensation, job security, 

supervisor support can help employees not to feel dissatisfied so they are categorized 

as hygiene factors. On the other hand, motivating factors are the one that are solely 

related to an individual's specific work and thus have the tendency to influence an 

individual's job satisfaction. For example, job clarity, work autonomy can actively 

help employees to create a positive gesture about the actual work and enhance 

satisfaction (Halepota, 2011). According to Herzberg theory (1959), individuals are 

at times not dissatisfied but they do not showcase satisfaction as well. Hence, in such 

a situation according to the theory, motivation factors such as recognition, support, 

and team climate can help them to boost their satisfaction. Therefore, the primary 

premise of the theory is that is an individual require both hygienes as well as 
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motivational factors in order to keep its satisfaction intact. According to the views of 

Herzberg (1968), for all prospects pertaining to satisfaction with job and work 

responsibilities, hygiene and motivation factors work as two sides of the same coin 

and hence, go hand in hand. According to the author, motivation factors are the 

intrinsic boosters that help facilitate the process whereby, hygiene factors cater to job 

context which takes people to enhance their work wellbeing thus, predict job 

satisfaction. Keeping this explanation and theoretical underpinning in view, the 

present study attempted to examine the relationship of hygiene and motivational 

factors that have been reported critical to foster job satisfaction of employees in 

general and nurses in particular including supervisor support, esprit de corps, job 

clarity and work autonomy. 

The distinct point of Herzberg Two Factor Theory is that it stated that job 

satisfaction and job dissatisfaction are not contradictory to each other but two 

different aspects of employee motivation. Herzberg argued that reverse of job 

satisfaction is not job dissatisfaction however, it is no job satisfaction. In the same 

line of action, the opposite job dissatisfaction cannot consider as job satisfaction 

rather be considered an absence of job dissatisfaction. Herzberg theory suggests that 

human being mainly requires two types of need. One, is to keep self-protected and 

avoid, and second, is to advance psychologically (Lundberg, Gudmundson, & 

Andersson, 2009). In fact, these two factors are based on the Herzberg theory of 

motivation (House & Wigdor, 1967). 
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These are separate sets of human needs and have an impact on employee level of 

motivation. One set of needs consists of basic needs of human survival are called 

hygiene factors. These needs have not direct linkage to the job but related to the 

working conditions, organizational policies and relationship in the organization 

among employees. Herzberg argued that this factor if not fulfilled may cause job 

dissatisfaction, however, fulfillment and satisfaction with these may necessarily 

cause satisfaction but can only avoid dissatisfaction. On other hand second set of 

needs consists of growth needs such as recognition, achievement, and advancement 

alike. Herzberg suggested that absence of growth factors do not result in any 

dissatisfaction, however, employees express the absence of job satisfaction 

(Lundberg et al, 2009; Tietjen & Myers, 1988). 

In the line of above discussion, the focus of the present study is to apply the basics of 

Herzberg Hygiene-Motivation theory in order to determine the factors that influence 

the job satisfaction of nurses in public sector of Pakistan. The study utilized two core 

factors of hygiene including supervisor support and esprit de corps as they tend to 

prevent discontent with the job and results in the absence of dissatisfaction. On the 

other hand, the motivator factors of Job clarity and work autonomy tend to enhance 

the need for personal growth and long-run affiliation in doing so augments the level 

of job satisfaction among the employees. Therefore, in order to reduce the adverse 

nursing environment, the two-factor theory of Herzberg is proved to be an efficient 

tool. In the similar context, Wallace (I 987) also stress that the more a work is 
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designed to increase the hygiene and motivational dimensions, the more satisfied 

will the workers be. Furthermore, Cubbon (2000) also suggest that if the 

organizations successfully meet the staff's intrinsic needs, they can enhance their job 

satisfaction. Along with this, Gary (2013) stress on the need of applying Herzberg 

two factor theory in the field of nursing suggesting that it can lead to providing 

greater insights into the intrinsic and extrinsic needs of the nurses and entails the 

tendency to support both the employees and the organizational goals of long-term 

professional growth (Bennet, 2003). 

Adam's Theory of Equity 

Theory of equity is named for John Stacey Adams a workplace and behavioral 

psychologist. He developed the equity theory of job motivation in 1963 (Adams, 

1963). Equity theory suggests that employees in any organization not only 

stimulated for effectiveness when their need is recognized but they also desire for a 

fair reward system in employment (Buchanan & Huczynski, 2004). 

Equity theory assumes that important cognitive process involves people looking 

around and observing what effort other people are putting into their work and what 

rewards follow for them, and comparing this ratio with their own. Individuals can 

also compare their effort-reward ratio to one which they experienced at another point 

in time. Equity theorists assume that social comparison process is driven by our 
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concern with fairness or equity. We perceived effort and reward not in absolute but 

in relative terms. 

When people perceived others are enjoying the similar ratio of inputs (effort, 

qualification, skill level, and seniority) to outcomes (pay, advancement, fringe 

benefits) and to themselves, they experience equity. When people observe a ratio of 

inputs to outcomes that either favors other people or themselves they experience 

inequity, which is assumed to be enough unpleasant experience to motivate changes 

in either behavior or perception, or both (Buchanan & Huczynski, 2004). 

The fairness perception which primarily denotes the effort-reward perceptions in 

which Adams (1963) forwarded equity theory which asserts that perceptions 

concerning fairness in job matters can foster motivational ground for higher outputs 

and performance. Janssen (2001) has proposed that fairness perception could 

potentially moderate the impact of job and work features upon employee outcomes 

and behaviors. Adams (1963) equity theory is therefore underpinned in investigating 

the moderation role of fairness perception on the relationship between supervisor 

support, Esprit de Corps, job clarity, and work autonomy and nurses' job 

satisfaction. 

Fairness perception explains the degree of fairness in job effort-reward (Mowday, 

1991). This indicates employees' valuation on the reward they are getting parallel to 

the efforts they are placing in their job. Job efforts in this regard include all sorts of 
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investments including time, energy, skills, experience, and intelligence needed for 

the responsive job task accomplishment. Job rewards, on the other hand, denote 

outcomes an employee receives from the organization including money, esteem, 

position, authority, social image and other related perks (Adams, 1965). The 

components of nurses' efforts and rewards are interlinked with the elements of work 

clarity (intelligence, skills, and experience), work autonomy (position and authority), 

esprit de corps (time, social image) and supervisor support (esteem, time, skills). In a 

similar context, Janssen (2001) using fairness perception as a moderator stressed that 

the perceived inequity among job effort and reward can end up employee feeling 

unwilling and dissatisfied (Janssen, 2001), and put employees into unpleasant 

emotional condition. 

Job Satisfaction 

Locke ( 1969) postulated that concept of job satisfaction coined during the 1930s and 

after that it has grabbed the attention of various researchers with thousands of studies 

have been conducted so far (Cook, Heptworth, Wall, & Warr, 1981). The given topic 

carries various complexities which is not easily defined by researchers. Set of 

psychological, circumstances of physiological and environment of workplace 

enables employees to get specific satisfaction level in association with job tasks they 

perform (Hoppock, 1935). Positive feelings of an individual on the job while 

performing tasks in specific environment describes the concept of job satisfaction 

(Robbins, 2011 ). 
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Job satisfaction is also defined by Chen, Sparrow, & Cooper (2016) as an expression 

of individual's thoughts, the attitude of an individual at the workplace, feelings of an 

employee during performing the allocated task. Also influenced by the experience of 

the worker, nature of the task, communication from organizational hierarchal levels 

and expectations of individuals about the job. Spector (1997) also defined job 

satisfaction as evaluation of job tasks, their nature of the job and related factors from 

the perspective of an individual's feelings. 

Overall satisfaction or satisfaction associated with job task can be assessed by an 

individual which clearly defines the satisfaction level (Gupta et al., 2014). 

Researchers have discovered the degree to determine the overall satisfaction 

approach related to the group of workers are satisfied, but with the limitation of a 

specific point of likeness and dis-likeness is missing. More comprehensive picture of 

satisfaction can be assessed to determine the satisfaction level as compared to a 

global approach. Influential factors such as pay, supervision, rewards, benefits, 

nature of the job, relationship with co-workers and supervisors need to consider 

determining the satisfaction level of an individual. Researchers such as Chen et al. 

(2016) argued that satisfaction of worker depends upon different factors, and it may 

cause to satisfy from the one part of the job and dissatisfy with the second part of the 

job. 

With the above clarification, it is straightforward that occupation fulfillment is the 

sum of the assessments related to the work that is executed. On the off chance that a 
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man desires that their characters are acknowledged inside of the line, they receive an 

inspirational state of judgment towards the work and obtain work fulfillment. 

Clinicians and administration researchers have created different speculations of job 

satisfaction (Millan, Hessels, Thurik, & Aguado, 2013). 

Response to emotional feelings can be satisfied (positive) or not satisfied (negative). 

Where emotionally satisfying means to achieve job satisfaction and vice versa if it is 

not satisfied. Chen et al. (2016) state that job satisfaction is an attitude of employees 

against work related to the employment situation, cooperation among employees, 

remuneration in employment, and the case which addresses the physical and 

psychological factors. This is the attitude towards work result of a number of 

specific individual attitudes and social relationships of individuals outside create 

jobs so that the general attitude of individuals towards work it faces (Card, Mas, 

Moretti, & Saez, 2012). 

Job satisfaction is defined as an attitude that individuals have about their work. It 

contains the extent to which people feel positive or negative about the intrinsic 

aspects and/or extrinsic aspects of their job. King and Williamson (2005) stated that 

job satisfaction is the difference between expectations implied from the job by 

putting the required contributions compare to what they expect. Furthermore, it can 

be concluded that job satisfaction is a response of what to expect with what to attain. 

If there is a small difference between what is expected to what we get then that 

person will feel satisfied (Millan et al., 2013). Scholars have portrayed job 
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satisfaction as a compelling representatives of work environment. Job satisfaction is 

characterized as a degree to which representative likes their life history. Filiz (2014) 

contends that Job satisfaction is an attitudinal variable which uncovers how 

individuals sense about their life in work. 

It highlights the particular occupation environment where a representative performs 

his obligations and mirrors the most substantial parts of the work. Mowday, Porter, 

and Steers (1982) state Job satisfaction is primarily an effective (Falling) response of 

individuals toward their workplace. Job attitude is as well set as the position of 

workers toward the organization, the job, their fellow workers, and other 

psychological objects in the workplace environment. A confident position toward 

these aspects shows attitude and vice versa, (Beer, 1964). Lu, Barriball, Zhang, and 

While (2012) in the field of empirical testing of job attributes from the private and 

public sector managers suggest that job satisfaction is a mishmash of psychological, 

physiological, environmental circumstances which realizes the soul to express the 

individual to express the satisfaction with the job. 

Job satisfaction theory tries to express what makes some people are more satisfied 

with their jobs than others. The theory the foundation also find the feelings of job 

satisfaction. In this study, the theory used is the by Herzberg. Furnham et al. (2009) 

suggest that satisfaction and dissatisfaction is part of a group of different variables, 

namely motivators and hygiene factors. In general, people expect that certain factors 

provide satisfaction when available and irked when do not have. In this theory, 
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dissatisfaction linked to conditions around work rather than the work itself. Due to 

these factors prevent a negative reaction, named as hygiene or maintenance factors. 

The significance of Job Satisfaction 

The significance of the job satisfaction relies on the tardiness, turnover over, 

employees retention and absenteeism these factors related to employees job 

satisfaction and employees performance (Hiilsheger, Alberts, Feinholdt, & Lang, 

2013). Hence it job satisfaction has a relationship to employees performance. 

Secondly, job satisfaction provides the mediator and moderator effects on the 

employee's performance increase and decrease job-related tension and job (stress). 

Previous literature confirms that satisfied employees more effective and efficient and 

committed to performing better in the organization (Lu et al., 2012). 

Better job satisfaction level additionally diminishes the truancy affinity among 

workers. The impacts of fulfillment on truancy appear to be much more grounded. 

At the point when job satisfaction level falls it is likely, that absenteeism is to rise. 

Absenteeism is another option to turning over in conditions where one has not very 

many choices of a reasonable satisfaction somewhere else (Safi & Kolahi, 2016). 

Subsequently, we can accept that job satisfaction affects absenteeism as it has on 

representative turnover. It has been scholastically discussed over a period among 

researchers whether satisfaction prompts high performance. Writing uncovers 

contentment and performance has an unauthentic relation. 
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Predictors of Job Satisfaction 

Organizational Factors 

The job satisfaction requirement for productive and element workforce and 

successful administration for end clients is exceptionally perceived over the period. 

In a most recent couple of decades, extensive examination work has been conveyed 

in the space of representative job satisfaction (Gardulf et al., 2008; Aasland et al., 

201 0; Castle, Degenhltz, & Rosen, 2006). 

Different features of representative job satisfaction have been enlisted into thought 

and investigated with the help of various examination, illustrations and observational 

yields by the scholars. Previous researchers findings, recommended with empirical 

finding recommend that organizational work attributes such as work autonomy, job 

clarity, sprite de crops, and supervisor support possess a considerable role towards 

fostering job satisfaction amongst the workforce (Cropanzano, James, & Konovsky, 

1993; Wright & Davis 2003; Chen, Gully, Eden, 2001; Boyt et al, 2001; Chu, Hsu, 

Price & Lee, 2003; Chang Li, Wu, Wang, 2010). 

Therefore, prominent researchers in the area have been critically appraised in the 

present study that has reported supervisor support, Esprit de corps, job clarity, and 

work autonomy as essential prospects to boost job satisfaction. In the domain of job 

satisfaction, organizational factors possess significant value and importance which is 

why, the majority of the studies have attempted to underline how factors in this 

category can be of prominence for businesses across different occupational settings 
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(Boyt et al, 200 I). In accordance to this, the literature review has also underlined that 

major organizational components have been found significant for a different type of 

work roles as well as they have a generic potential to enhance and facilitate 

employees to give their best through boosting their job satisfaction (Safi & Kolahi, 

2016). 

In the views of Judge et al. (2008), when employees are not content with the 

assigned roles and responsibilities yet still they showcase of express job satisfaction 

then in such situations, personality characteristics tend to play a key role. 

Accordingly, studies have recommended that when individuals at work are focused 

on maximizing the prospects of their job roles, they tend to enhance their job 

satisfaction. As a result of these elements, prominent scholars have also forwarded 

their own frameworks for enhancing job satisfaction based on their work 

perceptions, experiences and job components (Judge et al, 1998; Joyce & Bono, 

2003) to help organizational scholars understand the different approaches and 

premises that can help enhance job satisfaction. 

Therefore, studies have also underlined the critical significance of personality factors 

that can potentially help nurture the impact of the individual personal factors towards 

job satisfaction. These explanations indicate towards the idea that job satisfaction 

can vary and hence come up from a variety of different prospects which at times 

could be from organizational category and sometimes of the personal category. 

Collectively, in the pursuit of achieving employees' job satisfaction, organizations 
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tend to closely look into elements that they believe are or can be important for their 

respective work environment to focus. 

In the views of Wong and Laschinger (2013), the organizational work attributes are 

of the strongest impact when it comes to job satisfaction. Therein, work prospects 

from the organizational domain like team climate have been reported of critical 

significance for predicting job satisfaction (Ellickson & Logsdon, 200 I). Moreover, 

a study conducted by Abu-Bader (2000) outlined that working conditions play a 

prominent role in enhancing job satisfaction. The author has further elaborated that 

there is a significant relationship between how an individual perceives the work and 

what different attributes that it is provided with which could ensure that they are 

healthy and content with the work. 

Personal Factors 

Relationships between age and job satisfaction have been explored in many studies. 

A number of studies (Saner and Eyiipoglu 2012; Chandraiah, Agrawal, Marimuthu, 

& Manoharan, 2003; Clark, Oswald and Warr 1996), identified differences in job 

satisfaction between age groups and the patterns of the differences varied across 

studies. Saner and Eyiipoglu (2012) found that overall job satisfaction was lowest in 

the age group of 21-30 and was at the maximwn in the age group of 51-60. A similar 

trend of overall job satisfaction between age groups was found in other studies 

(Chandraiah, Agrawal, Marimuthu, & Manoharan, 2003). However, a study by 

Clark, Oswald and Warr (1996) indicated that job satisfaction was moderated by age 
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in a "U-shape" manner. In that study, overall job satisfaction varied across six age 

groups. In the 16-19 year age group, 59.6% of people were highly satisfied with the 

job. 

This number declined to 53.88% in people aged 20-29, and then gradually increased 

to 75.52% amongst the workers 60 years old or more. Another study by Paul and 

Phua (2011) among tertiary institution lectures in Singapore also found that overall 

job satisfaction was highest in the age group of 25-34 years. It was lowest in the age 

groups of 35-44 and 45-54 years and then increased in the age group of 55-64 years. 

Some studies found that age was not significantly associated with overall job 

satisfaction. For example, a study by Sarker, Crossman, and Chinmeteepituck (2003) 

among hotel employees in Thailand indicated no significant relations between age 

and overall job satisfaction. 

Many studies have examined the relationship between gender and job satisfaction. In 

a meta-analysis, Sousa-Poza and Sousa-Poza (2000) found that differences in overall 

job satisfaction between males and females were not consistent across 21 countries, 

including 18 European countries, Japan, Israel, and New Zealand. For example, in 

Great Britain and the United States, females were more satisfied with their work than 

their male co-workers. However, an inverse relationship was found in job 

satisfaction between males and females in Spain and Denmark. 
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A study by Titus (2000) on the job satisfaction of university teachers showed no 

effect of gender on job satisfaction. In a study among Kuwait government staff, Al

Ajmi (2006) found that there was no significant difference in job satisfaction 

between males and females. Additionally, no significant difference in overall job 

satisfaction was found in a study by Paul and Phua (2011) among institution 

lecturers. Some studies showed that although gender had no effect on overall job 

satisfaction, it was correlated with several facets of job satisfaction such as pay, 

benefits, and physical environrnent{Bilgi9, 1998; Tran, Hoang, & Nguyen, 2013). 

The relationship direction varies across education. Clark (1996) analyzed data on the 

job satisfaction of 5000 British multi-background workers and found that workers 

with lower levels of education were more satisfied with their jobs than those who 

had higher levels of education. A meta-analysis on job satisfaction of nurses by 

Blegen (1993) found a negative relationship between education level and job 

satisfaction. 

Job-related Factors 

Researchers (Specter 1985; Rich et al., 2010; Judge et al., 2010 etc.) have identified 

remuneration is an important factor in determining the satisfaction level of an 

individual. It is considered as a most important predictor of employee's job 

satisfaction. On the other hand, it is evident from various studies that relationship 

between salary and job satisfaction is not such significant. Level of pay is strongly 

correlated with pay satisfaction as compared to overall job satisfaction. Researchers 
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such as Judge, Piccolo, Podsakoff, Shaw, and Rich (2010) found that between 

remuneration and job satisfaction. In their findings, they postulated that correlation 

between pay and job satisfaction only correlated as 0.15 with job satisfaction with 93 

independent samples among 115 in total correlations. While correlated 0.23 with pay 

satisfaction. Remuneration level correlated 0.17 with overall job satisfaction as 

found by another study conducted by Spector (1985). 

Herzberg (1964) emphasized the opportunity for promotion which leads to job 

satisfaction and considered it as a strong motivator for satisfaction. Chaudhury and_ 

Banerjee (2004) found that absence of promotion structure in medical and health 

sector is one of the major causes of job dissatisfaction. Another study by Brown & 

Saunders (1990) has found that satisfaction with promotion opportunities of 0.33 

correlation was found significant with overall job satisfaction. 

Researchers have focused on the health-related issues of workers associated with the 

job satisfaction. Psychological health such as burnout, self-esteem, negative effects, 

anxiety and depression has taken the attention of researchers to assess the health 

issues due to the dissatisfaction of the employees. Researchers have conducted more 

than 500 studies on the said issue (Faragher, Cass, & Cooper, 2005). Less employee 

job satisfaction was associated with psychological health problems as found in a 

meta-analysis conducted by (Faragher et al., 2005). The relationship between job 

satisfaction and physical health problems was stated significantly lower than the 

inverse association between job satisfaction and psychological problems. Subjective 
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health status and job satisfaction were stated as positive correlation as a study 

conducted by Fischer and Sousa-poza (2009). 

The negative outcome has been identified by researchers as burnout is recognized to 

decrease the magnitude of job satisfaction. Furthermore, three dimensions such as 

emotional exhaustion, depersonalization, and reduced personal completion have 

been identified by researcher such as Maslach, Jackson, & Leiter, 1996. He 

suggested that the level of burnout strongly depends on the level of job satisfaction, 

if job satisfaction is lower than it is evident than the burnout level will be higher. 

Similar results are found in the study of Bacharach, Bamberger, and Conley ( 1991 ). 

The study is conducted on engineers and nurses in public sector. It was found that in 

these sectors employees with low job satisfaction reported a high level of burnout. 

A study conducted by Tsigilis, Koustelios, and Togia (2004) on academic librarians 

also reported that job satisfaction and burnout are negatively correlated with the beta 

coefficients of -0.75. Above mentioned dimensions may have strong relationships 

with job satisfaction. A study conducted on mental health nurses by Hamaideh 

(2011) found that stronger negative correlation with depersonalization has been 

found with the value of (r = 0.349) then with emotional exhaustion where the value 

ofr = -0.313 and personal accomplishment the value of r = 0.187. In the result, it is 

clear that value of personal accomplishment is reflected a high level of burnout. 

44 



Synthesis Matrix of Recent Literatures on Job Satisfaction 

Author's Year Variables Industry Results 

Gillet et al. 2018 perceived supervisor support, Nursing Results revealed that autonomy 

autonomy, job satisfaction mediated the effects of perceived 

supervisor support on job 

satisfaction. 

Huyghebaert et al. 2018 Autonomy and job Healthcare (Managers in Results revealed that surface acting 

satisfaction healthcare sector) ( autonomy is one of the part of) 

negatively predicted managers' job 

satisfaction 

Zito et al. 2018 Job clarity, supervisor Telecom (Call Center Emotional dissonance Gob clarity 

support, job autonomy and agents) and supervisor support) reveals a 

job satisfaction positive relation with job satisfaction 
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Landry et al. 2018 Autonomy, task clarity and Non-managerial office Study delivered empirical evidence 

satisfaction working employees viewing that employees' cognitive 

appraisals of work characteristics 

such as job autonomy, task clarity, 

and performance expectations were 

positively associated with the 

satisfaction. 

Pfeiffer et al. 2018 Supervisor support, Individuals with autism There were significant positive 

autonomy, clarity, Esprit de spectrum disorders associations between job satisfaction 

Corps and job satisfaction (ASD) and the Esprit de Corps, supervisor 

support, autonomy, clarity, 

Emanuel et al. 2018 Supervisors support, job Public Administration Job satisfaction showed a positive 

autonomy, fairness, team Institutions, Italy relationship with all job resources 

work and job satisfaction (all variables) considered. 
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Shah et al. 

Brohi et al. 

2018 Supervisors support, job 

autonomy, job clarity, team 

work and job satisfaction 

2018 Quality perception, 

Supervisors support, job 

autonomy, job clarity, team 

work, fairness perception and 

job satisfaction 
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Nursing, Public 

Hospitals 

Nursing Industry 

Job satisfaction showed a positive 

relationship with job autonomy 

whereas insignificant negative 

relationship 

with supervisor support and job 

clarity. 

Quality perception and compensation 

South Asian Perspective have a positive and significant 

impact on job satisfaction whereas, 

supervisor support and job clarity 

has insignificant impact on job 

satisfaction. 



Nalla et al. 

Slimane 

Y anchus et al. 

Rathakrishnan et al. 

2017 Autonomy, supervisor Security guards' job 

support and job satisfaction satisfaction in Singapore 

2017 Autonomy, task clarity and Pharmacists in the 

job satisfaction healthcare sector (Saudi 

Arabia) 

2017 Supervisory support and job United States of 

satisfaction 

2016 Supervisory support, 

autonomy and job 

satisfaction 
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America Veterans 

Health Administration 

Lecturers, Private 

University Malaysia 

The findings suggest that job 

autonomy and perceived supervisor 

support are strong predictors of 

participants' job satisfaction. 

A statistically significant relationship 

is found between job satisfaction, 

task clarity and autonomy. 

Results Job satisfaction was 

predicted by supervisory support. 

All the variables have a significant 

relationship with each other. 



Pignata et al. 

Tsounis & Sarafis 

De-Carlo et al. 

2016 Autonomy and job 

satisfaction 

2016 Autonomy, supervisor 

support and job satisfaction 

2016 Job autonomy, perceived 

supervisor support, work 

engagement and job 

satisfaction. 

Employees in a 

University 

Healthcare sector 

Greece 

Results indicates that Job satisfaction 

among university employees was 

predicted by autonomy. 

The most significant predictors of a 

high level of job satisfaction were 

job autonomy and support from 

supervisors. 

Italian public healthcare Results explain that job autonomy 

organization 
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and perceived supervisor support 

were positively associated with work 

engagement, which, in turn, was 

positively associated with 

satisfaction. 



Han et al. 

Lin et al. 

Sharma & Bajpai 

2015 Supervisorsupport, 

autonomy and job 

satisfaction 

2015 Autonomy, supervisor 

support and satisfaction 

2014 Team work andjob 

satisfaction 

50 

Nurses in Illinois and 

North Carolina US 

States 

Results indicate that autonomy, lack 

of support from peers and 

supervisors was also related to 

significantly lower odds of job 

satisfaction. 

Hospitality and tourism Results show that autonomy and 

industry 

Public sector and 

private sector 

organizations 

support from supervisors and co

workers are related to satisfaction. 

The results showed that employees 

in public sector organizations have a 

greater degree of teamwork in 

comparison to private sector 

employees. In addition job 

satisfaction increases or decreases 



Ho & Nesbit 

Ghislieri et al. 

Willemse et al. 

2014 Job clarity, autonomy and 

job satisfaction 

Chinese Organizations 

with the increase or decrease in 

teamwork. 

Job autonomy moderated the 

relationships between work clarity 

and job satisfaction. 

2014 Autonomy, supervisors' Professor & Researchers Job autonomy and supervisor support 

support, co-workers' support in Italian University 

and job satisfaction 

2014 Decision authority, coworker Dutch Nursing Home 

and supervisor support care 
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is the main determinant of job 

satisfaction. 

Results indicates that no relationship 

was found with decision authority 

coworker and supervisor social 

support. 



Gillet et al. 2013 Supervisor support and job Healthcare sector Supervisor autonomy support 

satisfaction (France) significantly and positively 

influenced need satisfaction, which 

in tum positively predicted work 

satisfaction. 

Lukersmith et al. 2013 Esprit de corps, autonomy Healthcare professionals Team work, autonomy and support 

and satisfaction of coaching supervisor were 

perceived as the most important 

factors for stimulating satisfaction. 

Carless et al. 2012 Job autonomy and Undergraduate Nurses The findings showed that job 

satisfaction and Postgraduate autonomy and supervisor 

psychologists relationship explained unique 

variance in satisfaction. 
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Shacklock et al. 

Santana & Cerderia 

Nie & Chen 

2012 Supervisor support, role 

clarity, autonomy and job 

satisfaction 

2011 Job satisfaction. Supervisor 

support, task clarity and 

autonomy 

2011 Job autonomy, supervisor 

support and job satisfaction 
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Public and private 

sector nurses 

(Netherland) 

Primary care 

professionals are in the 

first line of the Servi<;o 

Nacionalde Saude 

(SNS) 

College counselors at 

Hangzhou Xiasha 

Higher Education 

District 

The findings suggest supervisor

subordinate relationships, role clarity 

and autonomy significantly predict 

job satisfaction. 

Several factors seem to have impact 

in the satisfaction of these 

professionals, such as supervisor 

support, task clarity and autonomy. 

Job autonomy and supervisor support 

have significantly positive 

correlation to their job satisfaction. 



Dickin et al. 2011 Job autonomy, supervisor Paraprofessional Both the variables have a significant 

support and job satisfaction community nutrition impact on job satisfaction. 

educators 

Rooney et al. 2011 Job autonomy and job Managers in human Job autonomy explained the 

satisfaction services organization relationship between managerial 

behaviors and job satisfaction 

Said &Munap 2010 Job clarity, job autonomy Middle level managers The findings showed there is a 

and job satisfaction in a Manufacturing relationship of job clarity, job 

industry autonomy to job satisfaction of the 

middle level managers. 

Rooney et al. 2009 Job autonomy, supervisor Manager in a FMCG's Structural equation modeling 

support and job satisfaction revealed that perceived job 

autonomy and perceived manager 

support explained the relationship of 
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job satisfaction. 

Skaalvik & Skaalvik 2009 Job autonomy, supervisor Norwegian Teachers in Results explain that all the variables 

support and job satisfaction elementary school have a positive and significant 

impact on teachers job satisfaction 

Ning et al. 2009 Job autonomy and job Full time nurses in A significant and positive correlation 

satisfaction Chinese Hospital is found between autonomy and 

nurses job satisfaction 

Wang & Lee 2009 Psychological autonomy and MBA Student in the Results conclude that psychological 

job satisfaction state University US autonomy has a positive impact on 

job satisfaction 

Gelsema et al. 2006 Supervisor support, control Public Hospital Nurses The strongest predictors of job 

and job satisfaction satisfaction were support from 

supervisor and control over work. 
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Kovner et al. 2006 Esprit de Corps, job Nurses of Metropolitan More than 40% of the variance in 

satisfaction, autonomy and Statistical Areas satisfaction was explained by the 

supervisor support various work attitudes: supervisor 

support, work-group cohesion and 

autonomy 

Campbell et al. 2004 Esprit de Corps, job clarity Public Healthcare Task clarity and peers support are 

and job satisfaction nursing USA positively related to job satisfaction. 

Van-den-Berg & Feji 2003 Autonomy, job clarity, Medium-sized, private Autonomy, role clarity and 

supervisor support and job consulting company supervisor support were related to 

satisfaction job satisfaction. 
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Health Sector and Job Satisfaction 

The health sector has grabbed the attention of researchers to assess the satisfaction 

level of employees. Nurses at hospitals has been the centre of attention in many 

studies particularly focusing the factors influencing job satisfaction (Utriainen & 

Kyngas, 2009; Laubach & Fischbeck, 2007; Yildiz, Ayhan, & Erdogmus, 2009). 

Studies conducted outside hospitals or communities are less in number related to job 

satisfaction in health sector workers (Delobelle et al., 2011; Tran et al., 2013). 

Job Satisfaction 

Development and validation of scales for assessment of fob satisfaction for nurses 

has complied in several studies (Misener & Cox, 2001; Mueller & Mccloskey, 

1990). Quantitative and qualitative methods of research have been utilized by 

previous researchers to assess the job satisfaction level of employees. Personal and 

work-related factors have been included in job satisfaction of nurses in the health 

sector (Lu et al., 2012). Positive relations among job satisfaction and relation to 

other staff members have been also examined as positive claimed by Adams and 

Bond (2000), workload perception and an assessment on the relevance of the nursing 

system in which they were operating. 

Nine variables related to job satisfaction have been already identified by Penz, 

Stewart, D'Arcy, and Morgan (2008), four among these variables included the 

availability of up-to-date equipment and supplier, satisfaction with scheduling and 

shifts, lower psychological job demands, and satisfaction with the community. These 

factors had shown a strong correlation with job satisfaction. Turkish study conducted 
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by Giileryiiz, Giiney, Aydm, and A~an (2008) showed organizational commitment 

and job satisfaction have a strong correlation as the value of r-= 0.667, p <0.01; and 

emotional intelligence had a weaker correlation as the value ofr = 0.229, p < 0.001. 

Accordingly, few qualitative studies have also been conducted on the job satisfaction 

in health sector. In one of such study, Tourangeau, Cummings, Cranley, Ferron, and 

Harvey (2010) took 13 focus group discussions with a sample of 78 nurses in 

Canada and reported eight factors affecting their intention to stay in employment. 

These factors included Relationship with co-workers, working conditions, a 

supportive relationship with managers, reward system, practices and support of 

organizations, physical and psychological responses to work, relationship with 

patient and external factors such incentives. 

Development of models of determinants of job satisfaction of physicians has been 

focused by various researchers in their studies (McMurray et al., 1997). Different 

studies have involved and developed scales to assess specific groups of doctors, such 

as Tran et al. (2013) assessment tool for job satisfaction has developed and validated 

for physicians in emergency care with good reliability and validity. 

Newly developed and validated tool by Faye et al. (2013) for health professionals in 

healthcare facilities in Sub-saharan Africa has been established with eight 

dimensions with good validity and reliability. Association between individual and 

job-related factors of doctor's job satisfaction in a different context has been 
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investigated in the majority of research. Roelen, Koopmans, and Groothoff (2008) 

found satisfaction level in private health sector among medical doctors in South 

Africa. 

Various predictors of job satisfaction such as clinical freedom, positive perception of 

care strategies, remuneration, and workgroups. On the other hand, lower job 

satisfaction can be increased due to the large group's involvement, long service 

history, highly insured patients, and incentivized to conserve resources by Braun, 

Peus, Weisweiler, and Frey (2013). In earlier mentioned study, it is concluded that 

the difference in the levels of job satisfaction is also influenced on the basis of 

respondents such as the difference in gender. Linzer et al. (2000) reported that higher 

job satisfaction is evident by working in small groups and academic settings. 

Another study conducted in North Carolina indicated that pay/benefits proved to be 

important predictors of job satisfaction Zontek, Du Vernois, and Ogle (2009). On the 

other hand, age, gender, the experience of practice do not seem to be significantly 

correlated with job satisfaction. Test of job satisfaction, development of a model for 

satisfaction have been developed and tested by previous researchers. Researchers 

such as Pickett and Sevastos (2003) developed job satisfaction model of 

environmental health officers in Australia and New Zealand. Six domain such as 

status, workload, worth, harmony, professional growth, and contribution has been 

included. Various job characteristics such autonomy, feedback, job variety, task 

identification, task identity, and task significant, it also includes the demographic 
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factors such as tenure, age, a salary are the cause of the poor relationship between 

domain and job satisfaction. Organizational attributes based predictors of Employee 

Job satisfaction. 

Productive workforce and successful administration of end users enhance the job 

satisfaction requirements. Recent decades, extensive examination work has been 

conveyed in the space for representative job satisfaction (Gardulf et al., 2008; 

Aasland et al., 201 O; Castle et al., 2006). 

Representative's job satisfaction have been enlisted and investigated with different 

examinations, illustration yields by the scholars have thought. Previous studies 

recommended that attitude of organization, and attributes of work such as autonomy, 

job clarity, sprite de crops, supervisor's support have substantial role to predict 

satisfaction of employees (Cropanzano et al., 1993; Wright & Davis, 2003; Chen et 

al., 2001; Boyt et al., 2001; Chu et al., 2003; Chang et al., 2010). 

Various scholars have explored the interrelated with work attributes as predictors in 

the current section. Support of supervisor, job clarity, sprite de corps (teamwork) and 

autonomy are important points of concerns. Extensive consultation has been taken in 

characterizing the employees' job satisfaction to investigate the specific viewpoint. 

Employee job attitude and motivation considered too important and fundamental and 

work attributes need to be considered in employee job satisfaction (Safi & Kolahi, 

2016). 
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Employee personality is also having a crucial and interesting factor in job 

satisfaction, as an employee is not happy with the job but predicts satisfied it shows 

the specific personality of an individual contains some good character as explained 

by Judge, Heller, and Klinger (2008). It is recommended by various researchers that 

own framework for job satisfaction and attributes, values may moderate the behavior 

which engaging themselves in the same company (Judge, Erez, & Bono, 1998; 

Judge, Locke, Durham, & Kluger, 1998; Joyce & Bono, 2003). Hence, personality 

viewpoint needed to be considered while undertaking job attributes for the job 

satisfaction. 

Feeling glad and happy working with the specific company, sufficient resources with 

the workload, organization work attitude perspectives are described by Wong and 

Laschinger (2013). However, teamwork found to be the strongest factor of job 

satisfaction Ellickson and Logsdon (2001). A study conducted by Abu-Bader (2000) 

in Israel with 400 respondents distinguished working conditions, for example, level 

of comfort with colleagues will have the impact on the job satisfaction. 

Job satisfaction is high with the autonomy given to the employees. Researchers such 

as Skaalvik and Skaalvik, (2014) found that autonomy was the most significant 

factor for job satisfaction among nurses as compare to other five factors. Another 

research conducted by Benz and Frey (2008) among self-employed and salaried 

employees across 23 countries related to job satisfaction. The study found that self-
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employed were having high-level satisfaction due to greater autonomy as compared 

to salaried employees. A study conducted by Cross and Wyman (2006) found that 

job satisfaction among the staff of mental health project is influenced by the 

autonomy. The same pattern was also supported by (Bouwkamp-Memmer, Whiston, 

& Hartung, 2013; Tumulty, Jernigan, & Kohut, 1994). 

Supervisor Support 

Organizational theory defined the supervisor support change the employee's level of 

the satisfaction in the organization (Eisenberger, Huntington, Hutchison, Sowa, 

1986), supervisor support increase the employee's satisfaction (Griffin et al., 2001). 

Supervisor support is described as employees' views concerning their supervisor 's 

value, care about their well-being (Eisenberger et al., 1986). The supervisor is 

responsible for leading and motivates the employees to perform better in the 

organization create the environment that brings the positive attitude. The supervisor 

positive feedback force employees to job satisfaction (Levinson, 1965). 

Supervisor support helps employees to increase the commitment and loyalty of 

employees through job satisfaction (Hossain & Aktar, 2012). Supervisor support was 

defined as the extent to which employees believe their supervisors value their 

contributions, offer assistance, and care about their well- being (Kossek, Pichler, 

Bodner, & Hammer, 2011; Kottke & Sharafinski, 1988). As supervisors are agents 

of the organization, measuring supervisor support a11ows employers to take 
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corrective action to ensure that employees view supervisors favorably and create 

stronger organizational connections (Eisenberger et al., 2002). 

Spector (1985) indicated that supervision has a strong relationship with employee 

job satisfaction and that measuring supervision is through demonstrable actions 

related to rewards and employee's perceptions of competence, fairness, and support. 

Smith and Shields (2013) supported Spector that perceived supervisor support is a 

measurement of both observable traits and perceived supportive behaviors under the 

collective umbrella of supervisor experiences. Smith and Shields (2013) have 

asserted that perceptions and direct observations are collective experiences that 

potentially promote job satisfaction. 

Employee's positive insights of supervisor support increase levels of employee job 

satisfaction. Smith and Shields (2013) confirmed Herzberg et al. 's (1959) theory of 

motivation that perceived experiences between employees and supervisors are 

statistically significant predictors of employee job satisfaction. Smith and Shields 

presented that despite supervision being an extrinsic factor, perceived supervisor 

support plays a role in increasing levels of employee job satisfaction. Vlachos, 

Panagopoulos, and Rapp (2013) extended Smith and Shields finding that significant 

positive correlations exist between levels of perceived supervisor support and 

employee job satisfaction. 
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Vlachos et al. (2013) indicated that employee job satisfaction is both a direct and 

indirect result of supervisors demonstrating charismatic leader characteristics, which 

strengthen levels of employee job satisfaction through the promotion of corporate 

social responsibility (CSR) among employee groups. Both Smith and Shields (2013) 

and Vlachos et al. (2013) confirmed Herzberg et al. that supervisory interactions 

have a moderating effect on other areas related to employee job satisfaction; 

however, contrary to Herzberg et al. that perceptions of supervision can only 

increase or decrease levels of employee job dissatisfaction, Smith and Shields and 

Vlachos (2013) have asserted that perceived supervisor support is separate and apart 

from a factor of hygiene. 

Employee job satisfaction is a factor of both employee perceptions of supervision 

and the work environment. Singh (2013), examining perceived leader competencies, 

concluded that a positive relationship exists between employee job satisfaction and 

leaders who are self-confident, adaptable and maintain control. On the contrary, 

Metcalf and Benn (2013) found that employee job satisfaction positively correlated 

with organizational climate instead of perceived leader competencies. 

Supportive supervisory actions lead to improvements in organizational perf onnance. 

When an organization creates an atmosphere of supervisor support that 

organizational performance improves because of improved levels of employee job 

satisfaction. This hence suggests that when supervisors display assertive styles 
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employees perceive positive levels of supervisor support, which reduce employee 

absenteeism and improve employee job satisfaction. 

The relationship between supervisor support and employee job satisfaction mitigates 

voluntary employee turnover. Gillet, et al., (2013) have reinforced that supervisor 

support promotes employee job satisfaction and personal responsibility as a method 

to lower voluntary employee turnover. Mintz-Binder (2014) concluded that the 

intention to quit was a supervisor led activity through the development of engaged 

and satisfied employees. Gillet et al. (2013) and Mintz-Binder align with Herzberg 

(1968) suggests that the intention to leaven organization decline as supervisors move 

employees' attitudes along the continuum from employee job dissatisfaction to 

employee job satisfaction. 

DeTienne, Agle, Phillips, and Ingerson (2012) found that abusive supervision and 

dead-end jobs increase (a) levels of moral stress, (b) levels of employee job 

dissatisfaction. The authors have also determined that increasing the development of 

supportive exchange relationships between employees and supervisors increased 

employee job satisfaction. 

Leary et al. (2013) have supported Shoss, Eisenberger, Restubog, and Zagenczyk 

(2013) in a study of dysfunctional supervisor characteristics and behaviors, and 

concluded that abusive supervisor behaviors and characteristics jeopardize 

organizational success because of decreased employee job satisfaction and because 
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employees disengage from their work roles. Boyas, Wind, and Ruiz (2013) found 

that a decreased level of supervisory support was significantly associated with 

increased levels of employee emotional exhaustion that led to employee job stress. 

Burke, Borucki, and Hurley (1992) have defined supervisor support as the perception 

of employees regarding the guidance, support, concern, and encouragement from 

their immediate supervisors. The level and extent of the support from supervisors 

can dominantly enhance influence individual performance. 

Supervisors can responsively help employees in the workplace through expert 

instructions, feedback, and information which in turn results in positive employee 

behaviors and outcomes (Durham, Knight, & Locke, 1997). According to Paterson, 

Luthans, and J eung (2014) that supervisor support helps to foster responsive work 

environment whereby, Griffin et al. (2001) have highlighted it as an important 

component for enhancing job satisfaction. Locke (1976) stated that employees job 

satisfaction based on the supervision role. A study conducted by the school teachers 

by Sharma and Jyoti (2006). He confirmed the relationship between supervisor 

support and employee job satisfaction has a positive relationship which increases the 

performance of the employee and reduces the turnover in the organization. Besides, 

Sharma and Jyoti (2009) conducted another study on the universities teachers to 

confirm results with same variables supervisor support and employees job 

satisfaction. Results of the study confinned that supervisor support has a positive 

relationship with employees' job satisfaction among the university teachers. 
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According to Delobelle et al., (2011 ), supervisor action bring the positive influence 

on the employees' job satisfaction. 

Similar results were also empirically reported by Baruch-Feldman, Brondolo, Ben

Dayan, & Schwartz (2002). Notably, empirical studies have also outlined views 

pertaining to the potential biases of supervisors which may result in different results 

pertaining to employee outcomes (Rhoades & Eisenberger, 2002). Particularly, it has 

been also outlined that at times in certain professions, the supervisor support is not 

welcomed and thus may result in affecting individual's personal capabilities (Beehr, 

Bennett, & Bowling, 20 I 0). Nursing is a critical profession whereby, they have to 

work in tough emergent situations and hence, it would be credible to outline how 

supervisor support influences their job satisfaction. 

Work Autonomy 

The limit of freedom a person is allowed in completing his duties is referred to Work 

Autonomy (Breaugh, 1999). This freedom is brought by the design of job proposed 

by the managers. Just like locus of control, work autonomy also acts as a significant 

moderator for POS and different levels of organizational commitment. According to 

Semmer (2000), the lesser autonomy of employee in work leads to high dependence 

on the employer. As a result, low autonomy by employers might bring the perception 

of being neglected and abandoned among employees. 
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Hackman and Oldham (I 975, p. 162) characterized work autonomy as the level to 

which the job gives significant opportunity, freedom and carefulness to the 

individual in planning work and indicating the methods to be utilized in doing it. 

According to a few scholars (e.g. Kiggundu, I 983) have contended that the work of 

autonomy has been obstructed by the way in which the build has been 

conceptualized and operationalized, to the level that disputes such as job discretion 

have been founded with other aspects such as autonomous employed. Gillet et al. 

(2013) recommended that the absolute most usually utilized instruments for 

measuring job autonomy, for example, the instrument of Hackman and Oldham's job 

Diagnostic Survey (JDS) depended on a translation of autonomy as including choice 

and free working and in this way conflated these two distinct ideas (Hackman & 

Oldham, 1975). 

According to Turner and Lawrence (1965), work autonomy is a sublevel of work 

control and it is defined as the level of freedom an employee is allowed to exercise 

in his work. Hackman and Oldham (1975) proposed that work autonomy is a 

sub level of work characteristics and defined it as the level of freedom a job allows an 

employee to exercise in his work in terms of scheduling the job according to 

duration and frequency and choosing the methods to achieve his target outcome. 

However, the definition of work autonomy and work independence were 

conceptualized to be similar at the time. Therefore, Breaugh (1999) suggested a most 

effective definition for work autonomy, "The rate of freedom or control that an 
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employee is allowed to exercise within the ethical grounds of work criteria, its 

schedule and as well as its procedure". 

The possibility of "freedom" in this setting rises to the measure of social connection 

required in discretion independent of the circumspection that employees may work 

out (i.e., their autonomy). Kiggundu (1983) contended compellingly that in spite of 

the fact that autonomy and task freedom might be associated, they are in themselves 

different from each other, and focused on the significance of separating autonomy of 

independence. 

This contention gives included weight by the declaration that the autonomy and 

independence may have to some degree distinctive motivation for organization 

employee's commitment, inspiration, and employee intrinsic requirement and job 

satisfaction. Gillet et al. (2013). For instance, autonomy might be methods through 

which employees' needs, for example, those for the test and individual 

accomplishment could be met, though independence may well have unfriendly 

impacts for the satisfaction of the social, connection and affiliation needs of any 

workers. According to Breaugh (1985), that autonomy in a worldwide sense ought to 

not generally be the point of convergence of consideration and evoked that it might 

be more useful to recognize separate aspects of autonomy. 

Two most effective impacts of installing work autonomy among employees are the 

significant creativity that is witnessed in their work and the increased pace on which 
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the work is done. According to Loher, Noe, Moeller, and Fitzgerald (1985) and 

Finch and Mortimer (1985) job description is the direct result of work autonomy. 

The idea was empirically tested by Dutta and Punnose (20 I 0) and the research was 

done with graduates of Indian Management and results suggested that the employees 

(young graduates) preferred the long-term growth chances with the employers 

instead of short-term benefits while the choice of the first job is being made. In the 

research, the factor of long-term growth was conceptualized on the levels of work 

condition, level of challenge and job autonomy. 

Work autonomy was the significant factor that helps an employee to utilize their 

creativity in work and help explore great ideas freely. Chung (1977) explained the 

work autonomy as a person's capability to design their method of work, schedule of 

work and the targets to achieve. Job autonomy is also known as a significant job 

resource which determines the extent to which a person can take decisions about his 

work and plan the targets to accomplish (Hackman & Oldham, 1975; Parker, Axtell, 

& Turner 2001; Stamps & Piedmonte, 1986). Moreover, autonomy is· assigned a 

crucial role in the path of professional growth (Gray & Pratt, 1989; Hart & Rotem, 

1995) and retains an effective level of job satisfaction (Blegen, 1993; Weisman, 

Alexander, Chase, 1980). 

Skaalvik and Skaalvik (2014) conducted a study on nursing in public hospitals. 

Results confirm that autonomy was an important predictor of nursing satisfaction. 

Furthermore, indicated that autonomy is an influence on nursing job satisfaction. 
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Benz and Frey (2008) conducted study cross 23 countries among the employees and 

found autonomy and employee's job satisfaction have the positive link. Furthermore, 

indicated that self-employment increases the higher level of employee's job 

satisfaction due to freedom of talcing any decision during working. A study 

conducted in the mental health-care by Cross and Wyman (2006). The result of the 

study indicated that work autonomy brings the high-level job satisfaction among 

health employees. Also, previous hterature supported same notion autonomy and job 

satisfaction in the health sector (Bouwkamp-Memmer, et al., 2013; Tumulty et al., 

1994). 

Some commonly known factors that are connected to work autonomy are known as 

increased work efficiency and responsibility in the job. The employee is supposed to 

deal more effectively with the work-related challenges with the help of increased 

efficiency and responsibility in work that is brought by the sense of work autonomy 

(Karasek, 1998). The sense of work autonomy brings a sense of competition among 

employees and this positive belief in themselves makes them achieve new heights in 

their work performance (Saragih, 2015). Additionally, job satisfaction is connected 

to the positive belief in one's performance that is brought by work autonomy (Judge 

et al., 2001; Spector, 1997; Thompson & Prottas, 2006). 

Job autonomy is defined freedom of employees to take a decision during the job 

hours and to decide where, when and how to perform the job (Clark, 2001). 

Furthermore, previous literature indicated that job autonomy of employees at a job is 
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positively associated with job satisfaction in the organization. Thompson and 

Prottas (2006) highlighted that higher level of job satisfaction base on the higher 

level of job autonomy. Additional, Parker et al. (2001) defined that autonomy plays a 

significant role in encouraging employee's job satisfaction. Judge, Heller, and Mount 

(2002) conducted a study on autonomy and job satisfaction in the organization. 

Results of the study highlighted that autonomy and job satisfaction has moderated 

relationship. 

Weaver (1978) stated that autonomy brings the employees confidence to take 

decision and employees feel free to take any decision during the job operating which 

ultimate influence on the job satisfaction of employees. Pearson and Moomaw 

(2005) conducted studies on the teacher autonomy, stress work, work satisfaction. 

Results of the study found that employees have less stress and high satisfaction with 

employee's autonomy. According to Chung-Yan, (2010) that work autonomy has a 

positive relationship with job satisfaction. 

With the level of complexity in a job the structure is disorganized and require from 

employees to use the best of their potential and take worthy decisions and actions by 

using their innovative sense and freedom or autonomy (Chung-Yan, 2010). 

Consequently, individuals with a satisfactory level of autonomy provide 

comparatively good decision-making ability as they possess the provided liberty to 

take those decision freely (Naqvi, lshtiaq, Kanwal, & Ali, 2013; Frese & Zapf, 

1994). According to Mehmood, hum, Ahmed, and Sultana (2012), autonomy brings 
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a sense of job-related worth in employees. An inadequate amount research has been 

done on the relation of job-related satisfaction and job autonomy. 

Hackman and Oldham (1976) defined five main characteristics among which job 

autonomy was the crucial one. The importance of work autonomy can also be 

reflected from the supporting abundant literature. Some of the researchers who 

supported the positive relationship between job satisfaction and autonomy are 

Hackman and Oldham (I 980), Fried and Ferris (1987), and Pousette and Hanse 

(2002). Thus, it is appropriate to state that a person with good sense of job autonomy 

will possess high job satisfaction and eventually be good in decision making. Some 

researchers had had also investigated the association using qualitative method. These 

studies include Anderson et al. 1992, Birdseys & Hill 1995, Landeweerd & 

Boumans 1994 and Scbieman 2002. 

Ample research has ignored the question about the amount of autonomy that is 

required to bring job satisfaction. Furthermore, researchers that assessed the 

autonomy's impact on job satisfaction failed to include other important determining 

agents for job satisfaction like personal characteristics. The literature on job 

satisfaction be)onging to the field of economics, also ignored the multi-dimensional 

aspect of job satisfaction while considering the overall satisfaction in a job. 

Work autonomy and job satisfaction have found positive in the literature. Past 

researchers have clarified job satisfaction as reliant on a number of factors such as 
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gender, income own wage, relative wages (Hamennesh, 1977; Clark 1997; Galdeano 

2001; Clark and Oswald 1996) and mismatches between education and skill (Allen 

& Van der Velden, 2001 ). Besides those others factors also important to influence 

the job satisfaction is job autonomy. 

High job autonomy related to with greater job satisfaction due to employees have the 

freedom to put their full efforts and organized himself and reach the common 

objective of the organization. Past research has been confined to the disciplines of 

psychology and sociology, and has been either qualitative in nature or relies on 

small, umepresentative, samples of respondents (Anderson et al. 1992; Birdseys & 

Hill, 1995; Landeweerd & Boumans, 1994; Schieman, 2002). 

Most of the previous studies avoid raising the issue of how much job autonomy 

increase employee's job satisfaction. Just found lack of the studies examines the 

influence of job autonomy on job satisfaction fail to control for other detenninants of 

job satisfaction, such as personal characteristics. Job autonomy is related to freedom, 

initiative, and independence, either allowable or mandatory in daily work (Stamps & 

Piedmonte, 1986). Autonomy positively related to employees job satisfaction 

(Hackman & Oldham, 1980; Parker & Wall, 1998; Neuman, Edwards, & Raju, 

1989). 

Previous scholars found that autonomy is a most important component for 

professional development and influence on the job satisfaction. (Gray & Pratt, 1989), 
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positive influence on the employee's job satisfaction (Blegen, 1993). Given the 

unstructured nature of complex jobs, which require workers to exercise judgment, 

decision-making, creativity, and other discretionary behaviors (Chung-Yan, 2010). 

According to Frese and Zapf (1994) that those with discretion and control can more 

effectively resolve problems because they have the freedom to choose strategies to 

deal with the situation. Researchers have recognized, in general, two types of job 

autonomy that can positively influence job satisfaction: control of task and control of 

time. Control of task can be further divided into the method of the task being used 

and organizing the contents of work on a daily basis. 

Although, autonomy regarding work method, which refers to the degree of freedom 

that workers have in going about their work, such as the kind of spreadsheet software 

an employee prefers to use, has been exarruned as a positive factor (Hackman & 

Oldham, 1976; Sims, Szilagyi, & Keller, 1976), time management has received 

significantly less attention and has received mixed findings at best. Autonomy 

regarding work scheduling refers to the level of control employees have in 

scheduling, sequencing, or timing their work activities, such as a choice of working 

from home versus workplace attendance. 

An opportunity arose to test the effects of increased autonomy on nurses' job 

satisfaction during physicians' strike in Israel. Nurses were forced into a full 

autonomous practice to provide primary care. Thirty-one percent of the nurses 
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reported a significant increase in job satisfaction due to the increased autonomy 

(Carmel, Yakubovich, Zwanger, & Zaltcman, 1988). 

Athlin, Furaker, Jansson, and Norberg (1993) showed in their phenomenological 

study that increased autonomy enriched job satisfaction. Primary nursing within a 

team setting was introduced to care for dying cancer patients. It was found that this 

nursing model fostered autonomy and creativity. Blegen (1993) used the work of 48 

other researchers and found that increased autonomy definitely contributed to job 

satisfaction. The major finding in the study by Weisman et al. (1980) was that 

autonomy was the strongest predictor of job satisfaction for registered nurses (RNs). 

Job satisfaction and autonomy were found to be positively correlated with 

professional development (Hart & Rotem, 1995). More perceived autonomy was 

evident in nurses with higher levels of education. Public health nurses had a 

significantly higher autonomy score than hospital-based nurses (Schutzenhofer & 

Musser, 1994). Studies by Carr and Kazanowski (1994) and Mueller and McCloskey 

(1990) have shown that a lack of autonomy is a major cause of job dissatisfaction. 

Lack of autonomy that inhibits job satisfaction contributes to nursing wastage. 

This depletion of nurses' job dis-satisfaction also come in the form of absenteeism 

(McNeese-Smith, 1995; Peter, 1994), and increased staff turnover (McNeese-Smith, 

1995; Peter, 1994; Wilkinson, I 992). Nursing absenteeism affects the smooth 

running of the clinical settings in hospitals and is extremely expensive to health 

organizations (Tumulty et al., 1994). Lastly, dissatisfaction at work is problematic to 
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high-quality patient care (Brooks, Wilkinson, & Popkess-Vawter, 1994; Tumulty et 

al., 1994). Autonomy, delivered quality, cost-effective patient care also provided the 

optimum support to new graduate nurses by utilizing the expertise of more 

experienced staffs. 

Esprit De Corps 

Esprit de corps reflects the team participation and works on the strength of 

interpersonal relationship in the team force (Moradzadeh, Parmuzeh, Asoudeh, and 

Kord 2015). In addition, Esprit de corps is a group phenomenon which is based upon 

spirits and beliefs that the organization employee holds about the group. As 

suggested by Jaworski & Kohli (1993), team spirit is a well-known phenomenon that 

helps employees to have a strong relationship by sharing activities and issues in the 

organization for the better performance. 

According to Boyt et al. (2005) that esprit the team is related to a group of the 

organization people who work to gather and base on each other work as teamwork to 

achieve the organization objective. Furthermore, this phenomenon as group (unity) 

cohesiveness, organizational (recognition) identification and esprit de corps. Team 

spirit is based on the beliefs, share feelings, and values about the group (Boyt et al., 

2001). 

Esprit de corps indicated the high desire to get organization goals and increase the 

performance with teamwork and supporting to each other. Reise} et al. (2005) stated 
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that esprit de corps as the level to which representative obliged to a common goal 

and base on each other in the organization. Additionally, esprit de corps is esteemed 

resource among company individuals who don't have formal power over each other 

(Homburg et al., 2002). 

In the previous literature, the term has been broadly connected to know the worker 

satisfaction and discovered inconsistence outcomes. According to Elci and Alpkan 

(2009) that study test of a representative from telecom Communication Company in 

Turkey has distinguished the positive effect of cooperation on their profession 

satisfaction level. Boyt et al. (2001) additionally affirmed the positive relationship 

between esprit de corps and employee job satisfaction. Both authors confirmed that 

esprit the crops increase the job satisfaction of employees in the organization. 

A study conducted by Hwang and Chang (2009) in the Korean hospitals indicate the 

esprit de corps feelings of workgroup employees (physicians) found a negative 

impact on the teamwork. Another study conducted in Pakistan in the 

telecommunication professionals by (Tirmizi & Shah, 2009) results in most of the 

employees peruse individual work in the organization may be esprit de corps is new 

concept introduced in Pakistan. 

Elci and Alpkan (2009) have conducted a study in the telecommunication sector in 

Turkey. Results indicated that team spirit has a positive influence on job satisfaction. 

Similarly, Boyt et al. (2001) reported a positive relationship between Esprit de corps 
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and job satisfaction. Esprit de corps and job satisfaction share a significant positive 

link and often result in increasing team performance to build up an image of 

organization (Nafei, 2015). 

On the contrary, there are studies that ended up concluding different results with 

regards to Esprit de corps and job satisfaction. According to Hwang and Chang 

(2009) study in public sector in Korea. Results of the study indicated that Esprit de 

corps has a negative influence on the job attitude of the hospital staffs including 

nurses of the country. A study conducted in Pakistan reported that Esprit de corps 

has no influence on job satisfaction and employees of organization preferred to do 

the job alone (Tirmizi, 2009). According to Pahi, Shah, Ahmed, and Umrani (2016) 

stated that Esprit de corps has an insignificant association with the job satisfaction of 

nurses in public sector of Pakistan. 

Literature provided the mixed results for esprit de corps especially has a negative 

impact in Pakistan. It can be reasoned that this notion is new in Pakistan and have 

varying outcomes. The problem is severe in the nursing profession as the level of 

workload affects the interpersonal relations, the time required to complete the tasks 

and enhances communication gaps. Furthermore, authors recommended this 

phenomenon as gathering cohesiveness organizational identification and esprit de 

corps team spirit (Moradzadeh et al., 2015). Previous literature indicated the 

employee's satisfaction with the team is mixed results. 
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Esprit de corps has a positive relationship with employee satisfaction (Hackman and 

Oldham, 1976). Furthermore, Esprit de corps (teamwork) feelings of employees 

work to gather which positively influence the job satisfaction and its feeling of a 

group of member employee's work together in company positive attitude to increase 

job satisfaction. Esprit de corps encourage and motivate the employees working in 

the group and employees feel better in the group Jones and James (1979), employees 

feel comfortable in any situation easy to communicate to each other to solve issues. 

These relationships of employees each other help in encourage and increase the level 

of job satisfaction. According to Boyt et al., (2001) and Boyt et al., (2005) 

employees feeling good in the group and bring a positive attitude towards job 

satisfaction. 

Esprit de corps is important for members working atmosphere where employee trust 

on each other and share issues and find the solution to gather as a team member 

(Jaworski & Kohli, 1993), in order to serve the wider company goals (Reise! et al., 

2005); Positive connection among employees is very effective. Previous Literature 

has drawn that team spirit and fosters employee's job satisfaction, but the results are 

inconsistent. According to Elci and Alpkan (2009) stated that team spirit has a 

significant relationship with job satisfaction in the Turkish telecommunication 

company. Boyt et al. (2001) also found a positive relationship between the Esprit de 

corps and job satisfaction. Esprit de corps and job satisfaction has a positive 

relationship and increases team performance to build up an image of organization 

(Nafei, 2015). 
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On the other hand, previous literature indicated a negative relationship between 

Esprit de corps and job satisfaction. According to Hwang and Chang (2009) 

conducted a study in the Korea public sector and found the Esprit de corps has a 

negative relationship with job satisfaction. Another study conducted in Pakistan 

telecommunication and results is contradictory Esprit de corps has a negative 

relationship with job satisfaction and employees preferred to do the job alone 

(Tirmizi, 2009). Pabi et al. (2016) have found a negative relationship between Esprit 

de corps and job satisfaction. Henceforth, results have mixed in literature but 

especially but we found more positive results. Ahmad (2014) found a positive 

relationship between Esprit de corps and job satisfaction. Halepota (2011) found that 

Esprit de corps has a positive relationship with job satisfaction 

Job Clarity 

Job clarity represents the degree to which required details about job how 

employee/worker perform his/her job and its clear way to complete without wasting 

time (Teas, Wacker, & Hughes, 1979). In the same context, Kelly and Hise (1980) 

described job clarity was that individual employee receives details and 

understanding about job what they do and what they do not do. According to Kirn 

(2009) stated that job clarity tasks and expectations of the job are made clear to the 

employee. 
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Job clarity was described as an understanding of the following role components: (a) 

goals of role efficiency, (b) attitude and behavior necessary for goal 

accomplishment, (c) role limitations, and (d) behavior predicted by those in roles 

counters (Meleis, 1975; Meleis & Swendsen, 1978). Job clarity was defined 

understanding of job requirements and come up with performance fulfill job 

requirements as individually (Van Sell, Brief & Schuler 1981 ). Previous literature 

indicated that high level of job clarity of increase the job satisfaction and employees 

always trustworthy with the organization (Zeffane and Al Zarooni, 2008). Role 

clarity is an important factor to enhance the employee's job performance (Locke & 

Latham, 2002). Role clarity reduces unambiguity of employees and also decreases 

the risk of mistake during the working (Ting, 1997). Furthermore, job clarity helps 

the employee to understand the job role. 

On the other hand, lack of role clarity increases the job dissatisfaction and decreases 

the performance (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964); Kelly & Hise, 

1980). Due to lack of clarifications, negative impact on job ultimately impacts on 

employee job satisfaction. In the service sector, job clarity provides a chance for 

service providers to deliver services in a quick and better to their customers (Suan, & 

Nasurdin, 2013). Terje, Goran, and Sander (2011) also defined when a service 

employee having a lack of role clarity its negative impact on the outputs are likely to 

happen such as involved employees may offer incorrect information, which 

inadequate service for the customers. 
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Particularly, job clarity is important for employees who are performance and 

satisfaction focused. According to Terje et al., (2011) job clarity also significant in 

the service sector. Furthermore, indicated that high level of role clarity brings the 

confidence in the employees to perfume better and meet the requirement of 

customers. Therefore, when a gets employee role cleared on what they are expected 

to do in their job, they are more hkely to look at a positive mindset towards their 

work and show greater handling, challenging and provide service to the customer 

(Suan, & Nasurdin, 2013). An employee who has high-level role clarity that 

employee delivered high-quality service to customers. 

According to Troyer, Mueller, and Osinsky (2000) a higher level of job clarity, 

reduced the level of issues at job time. Bray and Brawley, (2002) outlined that clear 

role of employee motivated them to work beyond the expectation of organization. In 

United Empire hospital nursing staff, Blumenthal, Lavender, & Hewson (1998) 

found that reduced job clarity results in unwanted effects for both company members 

and for organizational efficiency. 

Though more common in a literary employee, there are limited positive effects of 

job clarity on efficiency (Singh, 1993). In fact, some studies have even shown a 

negative relationship between job clarity and purpose and subjective measure of 

service quality (Wetzels, De Ruyter, & Bloemer, 2000), showing that a limited 

amount of role ambiguity always given the result as increase better performance 

(Lyons, 1971 ). Above researcher clearly defined that less role clarity effective for 
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service employees and organization and ultimate its negative impact on the 

customer. 

Locke and Latham (2002) have underlined that job clarity provides clear outlines as 

to what is expected thus, resulting in employees· satisfaction with the job. Notably, 

Zeffane and AI-Zarooni (2008) have related it with organizational structuring 

whereby employee functions and expectations are rooted and mapped. Accordingly, 

Adams and Bond (2000) studied nurses and their job clarity and found that clarity 

concerns are critical for them to perform in a better manner and job satisfaction. 

Further exploration of the literature on job clarity has underlined inconsistent 

findings for the construct. According to Kroposki et al., ( 1999), the job clarity is 

correlated with employee job satisfaction, however, Smerek and Peterson (2007) 

discovered that job clarity is not correlated with job satisfaction. 

According to Kroposki et al. (1999) role ambiguity and lack of information about the 

job has negative influences the job satisfaction. A study conducted by Srnerek and 

Peterson (2007) that staff found insignificance relationship between job clarity and 

employees job satisfaction. Thus, the previous literature has varying outcomes about 

the relationship between job clarity and employee job satisfaction. 
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Fairness Perception 

Fairness perception refer to fairness in job effort-reward (Mowday, 1991 ). The 

concept refers that employees' assessment of the reward they are receiving as 

compare to the efforts they are putting in their job. Job efforts in this regard include 

all sorts of investments including time, energy, skills, experience, and intelligence 

needed for the responsive job task accomplishment. Job rewards, on the other hand, 

denote outcomes an employee receives from the organization including money, 

esteem, position, authority, social image and other related perks (Adams, 1965). 

Henceforth, a nurse judging the amount of effort he/she puts into the work against 

the rewards received are justifiable then it will surely enhance their job satisfaction. 

Aryani (2009) empirically investigated and found fairness perception plays a critical 

role in enhancing employee behaviors and outcomes. The author found that when 

employees perceive that there is a fair balance between the efforts input and rewards 

output, it pushes them to perform with higher enthusiasm and generate better results. 

Important to note that as Janssen (2001) has outlined that it is not possible to attain a 

perfect equation or match between the amount of input (efforts) with the amount of 

output (rewards) but, a fair and acceptable ratio is achievable. 

On the similar note, Schminke, Crapanzano, and Rupp (2002) also underlined the 

importance of reward-effort fairness perception for the development and sustenance 

of responsive organizational structure and strengthening employee outcomes. The 

authors have outlined that there is a strong connection between what employees 
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perceive m terms of the fair treatment and at the end shapes their overall 

performance at work. 

Accordingly, Moorman (1991) research also outlined that reward fairness against the 

amount of efforts employees have put in is critical to shaping their attitudes and 

behaviors. Prior to this Janssen (2000) empirically tested how effort-reward fairness 

perception could moderate the interaction between work demands and innovative 

work behavior. 

The results were encouraging whereby, the statistical results found a strong 

moderating influence of effort-reward fairness perception. The study outlined 

towards the significance of the component and also suggested further empirical 

attention to enhancing employee outcomes. The study also outlined that positive 

work behaviors foster job satisfaction which supports the ground aim of the current 

study as well. 

Mahony, Fitzgerald, Crawford, and Hnat (2015) in their recent study found a strong 

link between fairness perception and job satisfaction. The authors concluded that for 

employers to enhance employee outcomes particularly when it comes to fostering 

job satisfaction, the component of fairness is important and an organization can 

simply not move forward without it in the long run. Studies have outlined that 

people work in an exchange process whereby, what they see and how they perceive 

their work, actually refines what they exhibit. 
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Taking an example, it could be said that in the aspect of exchange process at work, 

when nurses will perceive fairness in terms of the efforts that they are required to put 

compared to all sorts of rewards that they receive, they will be higher in job 

satisfaction. 

This literature is also in line with the explanation of how the job could be made 

meaningful and significant to an employee who perceives high for fairness in job 

effort and reward. This particularly goes more important where employees have to 

work in teams (Costa, Possos, & Bakker, 2014) as when they see that the work is 

divided with equity and the rewards in return are also distributed on fairgrounds, 

they tend to express enhanced behaviors and outcomes. 

Moorman, Niehoff, and Organ (1993) analyzed the impact of fairness perception 

(procedural justice) on affective commitment, continuance commitment, and job 

satisfaction and in tum, on organizational citizenship behavior. In-role behavior was 

used as a control variable. The findings show that employees feel job satisfaction 

when they perceive that the procedures are fair in their organization as well as these 

procedures are implemented fairly too. The same findings may be evidenced in 

previous studies e.g. Brockner, Tyler, and Cooper-Schneider (1992); Folger and 

Konovsky (1989), Moorman (1991) etc. 
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Conceptual Framework 

Esprit-de~Corps 

Supervisor Support 

Job Clarity 

Work Autonomy 

Figure 2.1 Research Framework 

Development of Hypothesis 

Esprit De Corps and Job Satisfaction 

~ 
Perception 

Job 
Satisfaction 

Esprit de corps has a positive relationship with employee satisfaction (Hackman and 

Oldham, I 976). Furthermore, Esprit de corps (teamwork) feelings of employees 

work to gather which positively influence the job satisfaction and its feeling of a 

group of member employee's work together in company positive attitude to increase 

job satisfaction. Esprit de corps encourage and motivate the employees working in 

the group and employees feel better in the group Jones and James (1979), employees 

feel comfortable in any situation easy to communicate to each other to solve issues. 

These relationships of employees each other help in encourage and increase the level 

of job satisfaction. According to Boyt et al., (2001) and Boyt et al., (2005) 
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employees feeling good m the group and bring a positive attitude towards job 

satisfaction. 

Esprit de corps is important for members working atmosphere where employee trust 

on each other and share issues and find the solution to gather as a team member 

(Jaworski & Kohli 1993), in order to serve the wider company goals (Reisel et al., 

2005); Positive connection among employees is very effective. Previous Literature 

has drawn that team spirit and fosters employee's job satisfaction, but the results are 

inconsistent. According to Elci and Alpkan (2009) stated that team spirit has a 

significant relationship with job satisfaction in the Turkey telecommunication 

company. Boyt et al. (2001) also found a positive relationship between the Esprit de 

corps and job satisfaction. Esprit de corps and job satisfaction has a positive 

relationship and increases team performance to build up an image of organization 

Nafei, (2015). 

On the other hand, previous literature indicated a negative relationship between 

Esprit de corps and job satisfaction. According to Hwang and Chang (2009) 

conducted a study in the Korea public sector and found the Esprit de corps has a 

negative relationship with job satisfaction. Another study conducted in Pakistan 

telecommunication and results is contradictory Esprit de corps has a negative 

relationship with job satisfaction and employees preferred to do the job alone 

(Tirmizi, 2009). Pahi et al. (2016) have found a negative relationship between Esprit 

de corps and job satisfaction. Henceforth, results have mixed in literature but 
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especially but we found more positive results. Ahmad (2014) found a positive 

relationship between Esprit de corps and job satisfaction. Halepota (2011) found that 

Esprit de corps has a positive relationship with job satisfaction. Therefore, the 

following hypothesis was tested: 

H 1: Esprit de corps (team spirit) is positively related to nurses Job satisfaction. 

Supervisor Support and Job Satisfaction 

Burke et al., (1992) have defined supervisor support as the perception of employees 

regarding the guidance, support, concern, and encouragement from their immediate 

supervisors. The level and extent of the support from supervisors can dominantly 

enhance influence individual performance. 

Supervisors can responsively help employees in the workplace through expert 

instructions, feedback, and information which in tum results in positive employee 

behaviors and outcomes (Durham et al., 1997). According to Paterson et al. (2014) 

that supervisor support helps to foster responsive work environment whereby, 

Griffin et al. (2001) have highlighted it as an important component for enhancing job 

satisfaction. 

Locke (1976) stated that employees' job satisfaction based on the supervision role. A 

study conducted in the schools' teachers by Sharma and Jyoti (2006). He confirmed 

the relationship between supervisor support and employee's job satisfaction has a 
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positive relationship which increases the performance of the employee and reduces 

the turnover in the organization. Besides that, Sharma and Jyoti (2009) conducted 

another study on the universities teachers to confirm results with same variables 

supervisor support and employees job satisfaction. Results of the study confirmed 

that supervisor support has a positive relationship with employee job satisfaction 

among the university teachers. 

Similar results were also empirically reported by Baruch-Feldman et al. (2002). 

Notably, empirical studies have also outlined views pertaining to the potential 

biasness of supervisors which may result in different results pertaining to employee 

outcomes (Rhoades & Eisenberger, 2002). Particularly, it has been also outlined that 

at times in certain professions, the supervisor support is not welcomed and thus may 

result in affecting individual's personal capabilities (Beehr et al., 2010). 

Nursing is a critical profession whereby, they have to work in tough emergent 

situations and hence, it would be credible to outline how supervisor support 

influences their job satisfaction. Thus, the following hypothesis was tested: 

H2: Supervisor Support is positively related to nurses' Job Satisfaction 

Job Clarity and Job Satisfaction 

According to Kim (2009) job clarity is the extent to which employees understand the 

responsibilities, role, and expectations of a given job. Job clarity is crucial for 
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responsive performance and can considerably help organizations to maximize their 

outcomes and productivity. 

Locke and Latham (2002) have underlined that job clarity provides clear outlines as 

to what is expected thus, resulting in employees' satisfaction with the job. Notably, 

Zeffane and Al-Zarooni (2008) have related it with organizational structuring 

whereby employee functions and expectations are rooted and mapped. Accordingly, 

Adams and Bond (2000) studied nurses' job clarity and found that clarity are critical 

for them to perform in a better manner and job satisfaction. 

Further exploration of the literature on job clarity has underlined inconsistent 

findings for the construct. According to Kroposki et al., (1999), job clarity is 

correlated with employee job satisfaction hence, Smerek and Peterson (2007) 

outlined that job clarity is not correlated with job satisfaction. The authors have 

recommended for further empirical investigation and therefore, following hypothesis 

was tested: 

H3: Job Clarity is positively related to nurses ' Job Satisfaction 

Work Autonomy and Job Satisfaction 

Work autonomy and job satisfaction have found positive in the literature. Past 

researchers have clarified job satisfaction as reliant on a number of factors such as 
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gender, income own wage, relative wages (Hamermesh, 1977 & 2001; Clark 1997; 

Galdeano, 2001; Clark and Oswald 1996) and mismatches between education and 

skill (Allen & Van der Velden 2001). Besides those others factors also important to 

influence the job satisfaction is job autonomy. 

High job autonomy related to greater job satisfaction due to employees have the 

freedom to put their full efforts and organized himself and reach the common 

objective of the organization. Past research has been confined to the disciplines of 

psychology and sociology, and has been either qualitative in nature or relies on 

small, unrepresentative, samples of respondents (Anderson et al. 1992; Birdseys & 

Hill, 1995; Landeweerd & Boumans, 1994; Schieman, 2002). 

Most of the previous studies avoid raising the issue of how much job autonomy 

increase employee's job satisfaction. There is a dire dearth of studies examining the 

influence of job autonomy on job satisfaction and have failed to control for other 

determinants of job satisfaction, such as personal characteristics. Job autonomy is 

related to freedom, initiative, and independence, either allowable or mandatory in 

daily work (Stamps & Piedmonte, 1986). Autonomy positively related to employees' 

job satisfaction (Hackman & Oldham, 1980; Parker & Wall, 1998; Neuman et al., 

1989). 

Previous studies indicated that autonomy is a most important component for 

professional development by (Hart & Rotem, 1995), and positive predictor for 

employee's job satisfaction (Weisman, Alexander, & Chase, 1980; Blegen, 1993). 
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Giving the understanding of the autonomy of employees which require to workers to 

exercise and decision-making (Chung-Yan, 2010; Frese & Zapf, 1994) described 

that autonomy chooses approach to deal with the different situation and solve 

problems effecbvely. 

Previous researchers identify two kinds of employee autonomy control of task and 

control ohime which both positive influence on job satisfaction. Control task can be 

further divided into a method of the task being used and organizing the contents of 

work on a daily basis . However, autonomy related to work method, which related to 

freedom of employees to take a decision in their work, such as the kind of 

spreadsheet software an employee prefers to use, has been examined as a positive 

factor (Hackman & Oldham, 1976). Autonomy regarding work scheduling refers to 

the level of control employees have in scheduling, sequencing, or timing their work 

activities, such as a choice of working from home versus workplace attendance. 

An open door emerged to test the impacts of expanded autonomy on medical 

attendants' occupation fulfillment amid doctors' strike in Israel. Nurses had been 

compelled right into a full autonomous exercise to offer number one care. Thirty-one 

percentages of the nurses mentioned a large growth in activity pleasure because of 

the improved autonomy (Carmel et al., 1988). According to Athlin et al. (1993) 

increased in the employees' autonomy has enriched employees job satisfaction. 
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Blegen (1993) investigated 48 researchers' studies on the autonomy and found that 

work autonomy of employees increases the employee job satisfaction. Furthermore, 

autonomy base on the employees' satisfaction on the work. Another study Weisman 

et a1. (1980) stated that autonomy was the best predictor of employee's job 

satisfaction for public hospitals nursing. In previous literature Autonomy and job 

satisfaction was found a positive relationship (Hart & Rotem, 1995). Moreover, 

autonomy was obvious in a nurse with a higher level of education. Schutzenhofer 

and Musser, (1994) stated that public hospitals nurses have found high-level 

autonomy which influences their job satisfaction. Mueller & McCloskey, 1990 and 

Carr and Kazanowski (1994) found that lack of autonomy increases the employee 

job dissatisfaction and decrease the employees ' performance during the work hours. 

In addition, lack of autonomy increases the job dissatisfaction and wastage of 

nursing time. This wastage comes in the form of absenteeism (Peter, 1994), and 

increased staff turnover (Wilkinson, 1992). Nursing wastage affects the smooth 

running of the clinical settings in hospitals and is extremely expensive to health 

organizations (Tumulty et al., 1994). Lastly, dissatisfaction at work is problematic to 

high-quality patient care (Brooks et al., 1994; Tumulty et al., 1994). Autonomy, 

delivered quality cost-effective patient care, provided optimum support to new 

graduate nurses and utilized the expertise of more experienced. Therefore, the 

following hypothesis was developed: 

H4: Work autonomy is positively related to nurses' Job satisfaction 
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Moderation of Fairness Perception 

Jans sen (2001) investigated and outlined the robust potential of fairness perception 

between the different job features, characteristics upon job satisfaction. The author 

underlined the severe shortage of research on fairness perception and how it could 

buffer the influence of different work features. According to Aryee, Budhwar, and 

Chen (2002) that different perception employee perception based components could 

intervene between different job characteristics and work outcomes. This is in line 

with the recommendation and empirical suggestions by Konovsky and Cropanzo 

(1991) who also outlines the robust intervening strength of fairness perception on 

employee outcomes. 

Mohan and Arumugam (2016) in their recent study found a strong link between 

fairness perception and job satisfaction. The authors concluded that if the employers 

aim to enhance employee outcomes particularly when it comes to fostering job 

satisfaction, the component of fairness is important and an organization can simply 

not move forward without satisfying its employee's fairness perception to get the 

success in long run. Aryani (2009) also empirically investigated the link between the 

two variables and found fairness perception plays a critical role in safeguarding the 

role for employee behaviors and outcomes. 

In the perspective of the underpinning theory, the concept also suggests that 

components like fairness perception could enhance the influence of other work 

factors to enhance employee outcomes. The components of nurses' efforts and 
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rewards are interlinked with the elements of work clarity (intelligence, skills, and 

experience), work autonomy (position and authority), esprit de corps (time, social 

image) and supervisor support (esteem, time, skills). Thus, fairness perception can be 

used as an intervening (moderator) variable to augment the effects of the studied 

predictors of nurses' job satisfaction. The rationale is also evident in the study of 

Janssen (2001) and stressed that the perceived inequity among job effort and reward 

can end up employee feeling unwilling and dissatisfied (Janssen, 2001), and put 

employees into unpleasant emotional condition. 

This can be empirically understood from the findings of Moorman (1991) who 

concluded that under the umbrella of social exchange, fairness perception could 

further enhance the impact of other available job factors upon employee outcomes. 

Similarly, Cropanzano, Prehar, and Chen (2002) have also fairness and work justice 

prospects in complete alliance with the concept of social exchange theory at work. 

Furthermore, studies by Janssen (2000; 200 I) have outlined the critical significance 

of effort-reward fairness perception as a moderator. According to these studies, 

employees perceiving fairness in reward and effort, they tend to capitalize upon the 

positive job factors to enhance their end outcomes and performance prospects. 

Accordingly, a moderating variable can be potentially introduced in the framework 

when there is a weak inconsistent relationship between the predictors and outcome 

variables in a framework (Baron & Kenny, 1986). 
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Since the study has reported that there are mixed results pertaining to supervisor 

support with job satisfaction (Sangakala et al., 20 I 6; Blegen, 1993; Sultana et al., 

2011; Ansari et al., 2015; Bhatti et al., 2015; Bahalkani et al., 2011; Coomber & 

Barriball, 2007; Hunt, 2014; Fila et al., 2014; Burke et al., 2012; Adams & Bond, 

2000; Abiodun et al., 2013; Rhoades & Eisenberger, 2002); Esprit de Corps and job 

satisfaction (Elci & Alpkan, 2009; Boyt et al., 2001; Tirmizi, 2009; Atwal & 

Cadwell, 2006; Berg & Hallberg, 2000); job clarity with job satisfaction (Adams & 

Bond, 2000; Kroposki et al., 1999; Smerek and Peterson, 2007; work autonomy and 

job satisfaction (Pearson & Moomaw, 2005; Iliopoulou & While, 2010; Lu et al., 

2005; Tumulty, et al., 1994). The current study proposes that the relationship 

between supervisor support, Esprit de Corps, job clarity, and work autonomy will be 

moderated the effects of fairness perception as it influence the effects of studied 

predictors with nurses' job satisfaction. 

HS: Fairness perception moderates the relationship between Esprit de Corps and 

Job satisfaction 

H6: Fairness perception moderates the relationship between Supervisor Support 

and Job satisfaction 

H7: Fairness perception moderates the relationship between Job clarity and Job 

satisfaction 

H8: Fairness perception moderates the relationship between Work autonomy and 

Job satisfaction 
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Figure 2.2 Hypothesized Model 

Chapter Summary 

Job Satisfaction 

The chapter has provided detailed elaboration on the review of literature. It has 

presented the core concepts and basics of the underpinning theories along with the 

general review of job satisfaction literature. Furthermore, the variables of the study 

are drawn by the synthesis matrix and reviewed in the considering its association 

with health sector. The chapter also provided information pertaining to conceptual 

framework and the hypothesis aimed to be tested by the empirical investigation. 

In detail, the critical appraisal of the literature discussed in the current chapter has 

outlined that in connection to harnessing the growth and managing the internal and 

external competitive forces, it has become important for businesses to make a careful 

selection of strategies and action plans that could help them to bring about positive 

job satisfaction . Therein, managing and handling employee behaviors and attitudes 
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have become even more critical since it has a direct link with the overall 

performance of the hospitals. In order to attain longterm success, the hospitals are 

required to motivate and satisfied their staffs to ensure that they keep performing 

well. Though this may not be easy for enterprises in some cases yet, they can work 

to bring such prospects for their long-term survival. 

The literature on the topic has discussed in the aforementioned sections has outlined 

that employees positive work behaviors like job satisfaction is a major issue for 

organizations these days whereby, several studies have highlighted how some of the 

notable factors can proactively enhance it. The literature on the topic has outlined 

that aspects such as supervisor support, work autonomy, job clarity and Esprit de 

corps can be of prominence for enhancing job satisfaction. Thus, the present study 

attempted to examine how they could be of value for furthering the nurses' job 

satisfaction. 

The hypotheses formulated and tested in the present study were based on the 

literature that concluded that job satisfaction can be responsively addressed through 

organizational attributes like supervisor support, team climate, clarity, and 

autonomy. Though employees come from diverse backgrounds, yet still, based on 

the work characteristics and general job features, these variables were found to be 

most important in predicting satisfaction for major professions including nursing. 
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Accordingly, the literature guided that jobs places whereby, employees perceive 

being fairly treated and rewarded tend to be more satisfied. In simple, the literature 

underlined critical role of fairness perception whereby, employees viewing that they 

are being treated with justice when it comes to the amount of effort that they are 

made to put in against the reward and compensation that they receive. In accordance 

to this, the literature also outlined that such perceptions can also help enrich and 

strengthen the available job prospects to further boost employees' behaviors and 

outcomes like job satisfaction. Notably, parallel to other professions, the literature 

underlined that these perceptions can be of equal importance for nurses as well in 

order to help them capitalize upon elements like supervisor support, Esprit de corps, 

work autonomy and job clarity factors to enhance their job satisfaction. 

Hence, based on these empirical evidence and theoretical explanations, the current 

study aims to test the moderating effects of fairness perception to influence the role 

of the selected predictors on nurses' job satisfaction. Overall, the study has 

attempted to address major theoretical and practical prospects that can make a 

considerable development in building a conceptual framework that can provide 

enhanced insights into the literature of job satisfaction among the nurses of public 

sector hospitals. 
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Introduction 

CHAPTER THREE 

METHODOLOGY 

The current chapter explains the research approach and methodology used in the 

current study to investigate the relationship between supervisor support, Esprit de 

corps, job clarity, and work autonomy and job satisfaction. Moreover, the chapter 

also discusses research design, population assessment, sampling and procedures 

pertaining to data analysis. 

Research Paradigm 

Guba and Lincon (1994) have defined research philosophy as "the fundamental and 

core belief system that advocates and guides the investigation." (p. 105). Holden and 

Lynch (2004) have suggested that understanding the philosophical solution to why 

the research is conducted is important prior to decide upon how to research and what 

to research. The authors have further argued that research should be taken fotward 

methodologically whilst deciding upon the philosophy at the first step. According to 

Hussey and Hussey (I 997), research philosophy can be categorized into two, namely 

positivistic and interpretivist paradigm. 
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They are also called objectivist and subjectivist research paradigms. French 

philosopher Auguste Comte has made a notable contribution towards positivist 

paradigm (Moore, 2010; Mack, 2010). Auguste is considered as the founder of 

sociology and therefore, his doctrine is widely quoted in social sciences. Positivists 

research philosophy views and believe that reality can be studied in the social 

aspects of life independently from the researcher and assume that social incidents 

and life experiences can be outlined and denoted quantitatively via examining the 

correlation and experimentation effect to understand the influence or cause and 

effect relationship between the variables (Neuman, 2002). 

Importantly, positivists' research philosophy adopts a deductive probing approach 

whereby hypothesis gets tested to outline and reflect the casual relationships between 

theoretically driven and empirically proven variables (Creswell, 2009; Bell & 

Bryman, 2007). Moreover, the key role of the deductive research is to forward 

conclusions that are generalizable and also offer a revision of the research model of 

the theoretical concept. The positivist research paradigm is more objective in nature, 

seeks quantitative measures, tests casual theoretical concepts and frameworks with 

statistical data and encourages the replication of the studies. 

On the contrary, interpretive category which is a philosophical expression forwarded 

by German mathematician and philosopher Edmund Husserl. This philosophical 

paradigm is also known as anti-positivist, assumes that human being exists in a 

critical social arena which can be investigated and explored by qualitative means 
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through observations ( direct/indirect), case studies, and interviews with others. 

Importantly, the interpretivist paradigm is subjective and constructed socially by the 

researcher(s) and target participants to develop comprehension regarding a certain 

phenomenon/happening (Creswell, 2009; Guba & Lincoln, 1994). 

Since core aim of this study was to test the extended Herzberg Two Factor Theory 

by integrating the moderation of fairness perception in job hygiene factors including 

supervisor support and coworker support along with the motivating factors of job 

clarity and autonomy. The study focus Sindh hospitals for the investigation as 

nursing staff especially in public tertiary hospitals are reported to have high stress, 

work overload, and less job clarity which collectively result in their job 

dissatisfaction (Tasneem, et al. 2018). Furthermore, Pahi et al. (2016) also stress on 

the severity of the health sector condition and low job satisfaction among the nursing 

staff of Sindh. In the light of above evidences, a total of 5 objectives have been 

proposed with 8 hypotheses for further test and verification. 

In addition, the research framework proposed to test the extended theory and verify 

rather than developing and/or establishing a new theoretical ideology, hence, 

applying deductive approach. Therefore it can be asserted that the study draws upon 

philosophical assumptions. Considering our ontological position and that we view 

data as objective and external to hwnan thoughts, we find that acceptable knowledge 

has to be supported by empirical findings backed by large samples of data in a Jaw

like way, generalizing the findings. These characteristics suggest that our 
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epistemological position is the one of positivism (Bryman & Bell, 2007; Remenyi, 

1998). 

Research Design 

As outlined, the current study aims to empirically examine the relationship between 

supervisor support, Esprit de Corps, job clarity, work autonomy and job satisfaction; 

the unit of analysis of individuals working in the capacity of nurses in the public 

sector hospitals of Pakistan. Responsive conduct and effective execution of the 

research is only possible when the research design is carefully formulated (Bordens 

& Abbot, 2011). According to Davis (1996), there are no defined grounds for 

research design. The selection of the appropriate research design is important to 

establish the effective findings and recommendations (Bordens & Abbot, 2011 ). 

According to Zikmund (2003), research in social sciences is mainly based on 

experiments, surveys, and observational attempts. Out of these, the most common 

and widely applied business approach is survey design which, according to Davis 

(1996) is one of the most responsive approaches. According to the author, it is also 

one of the high cost-effective approaches which are why the majority of academic 

research studies with quantitative perspectives apt for this approach. 

In fact they could be centrally adopted by a notable majority of the research studies 

due to its versatile nature. According to Sonquist (1977), the majority of the survey 

based studies aim at investigating the relationship between the variables and have 
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been vital in the testing hypothesis, population explaining and developing 

measurable scales, developing frameworks to understand human behavior (Davis, 

1996). 

Hence, quantitative survey methodology could be used for the responsive conduct of 

the current study. Similarly, survey methodology is very convenient in when it 

comes to targeting large samples in a cost-effective manner. Views of Leedy and 

Ormrod (2005) suggest that survey designs are highly effective in large samples and 

require lesser time compared to other interviews and other qualitative approaches. 

Moreover, the respondents' confidentiality remains more intact in survey studies 

which are why Alreck and Settle (2004) believes that survey studies are more 

effective and reliable. 

According to Babbie (2005), survey method is more feasible and provides more 

reliable. Additionally, people can be asked more questions in survey studies 

compared to other and assure more reliable results. Public sector hospitals have been 

selected for the present study due to the grieving issue related to their employed 

nurses' job satisfaction. The survey methodology will also be responsive in 

collecting primary data from them in this regard. 

Unit of Analysis 

The population sampling is a process whereby a group of representative individuals 

are selected from the population for the purpose of study for statistical analysis 
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(Creswell, 2009). The sample was collected from a targeted population of public 

hospital nurses to get the representation of the whole target population. Research 

sample is apparently a fraction of the clear subject whole targeted population of 

researcher interest area. The sampling offers deep information, that information 

comprised small units of numbers (Sekaran & Bougie, 2010). Accordingly, the 

research must be focused on a single set of respondents rather than multiple 

respondents. This is due to the reason that a single set of the respondent is able to 

provide more accurate and needed information and considered more responsive 

compared to multiple respondents. Since the object of the study was nurses, 

therefore, the unit of analysis considered for the study was public sector nurses of all 

management level. 

Population of Study 

The population of the study and its identification is critical for the research. 

Depending on the nature of the research, the accessible population is the one that 

could be approached through different approaches (Castillo, 2009). In the current 

study, the target population was nurses working in the public sector hospitals of 

Sindh, Pakistan (PNC, 2016). 

According to Pakistan Nursing Council, there are 12,999 registered nurses working 

in the 43 public sector hospitals of Sindh province (PNC, 2016). These public sector 

hospitals were selected due to the fact that they have been underlined to have severe 

issues regarding nursing and their job satisfaction (Pahi et al., 2016). These issues 
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included extreme work conditions involves activities under public health programs 

such as Polio abolition program, Maternal Neonatal Child Health, Dengue fever 

control etc. (Hamid et al 2016). Furthermore, low pay scales, cultural image and lack 

of training programs also resulted in the adversative environment to work. Sindh 

province is one of the biggest provinces of the country and has reported having 

several issues regarding healthcare and services (Ahmed & Samreen, 2011 ; Nisar & 

Amjad, 2007). 

Sampling size 

Sampling table forwarded by Krejcie and Morgan (1970) was used to calculate and 

propose the sample for the final data collection of the study. According to the table, 

the sample for the population of 12,999 is 375. Hence a minimum of 375 

questionnaires are required for the study. 

Keeping the aspect of responsive data collection earlier, a total of 50% of the 

original sample was added as per the suggestions of Hair, Black, Babin, and 

Anderson (2010) and Barlett, Kotrlik, & Higgins (200 I). Therefore, 188 respondents 

added of which a total of 563 questionnaires were distributed among the nurses in 

Sindh, Pakistan. 
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Sampling Technique 

Cluster sampling technique was used m the current study where, the target 

population was segregated into groups based on geographic areas and clusters 

(Kothari, 2004). These areas can vary depending on the target population. The aim 

of this is to draw a simple random sample from the groups selected to respond. 

Cluster sampling is used to provide the solution to the common problem of random 

sampling where the sample of a population is disbursed across a wide geographic 

region and making clusters will help to cover a lot of ground geographically in order 

to get to each of the units sampled. This is due to the fact that, the researcher tried to 

acquire the data regarding the number of nurses working in the public sector hospital 

by selecting the province Sindh and using the sample from the four major 

geographies of the province i.e. Karachi, Hyderabad, Larkana, Sukkur. 

The current study covered all the public hospitals, located in Sindb Pakistan. 

Researcher requested the complete lists of nurses serving in the 43 public hospitals 

for conducting surveys. The details of the sampled public hospitals are provided in 

Table 3.1. Notably, Sindh Health Department and Health Ministry of Pakistan are 

the only government regulatory authorities for hospitals in the country but failed to 

give the complete details in this regard. In fact, the list was not available for two 

reasons. Firstly, the document was not updated, thus it could have provided 

inappropriate infonnation about the number of doctors in each hospital of Sindh. 

This was also because the hospitals do not frequently notify these departments with 
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any updates concerning to the list of serving nurses and details. Therefore, the 

employment of simple random sampling may not be possible for this study, because 

every element of the population may not get an equal chance of being included in the 

sample. 

Cluster sampling includes grouping the population and then selecting cluster or 

grouping rather than individuals in the sample (Kothari, 2004). Cluster sampling 

frame is a list of clusters (Saunders, Lewis, & Thornhill, 2009). Furthermore, some 

researchers use more than one sampling technique at the same time (Zappala, 

Bendjoya, Cellino, Farinella, & Froeschle, 1995). According to the Zikmund (2003), 

the major objective of using cluster sampling is to have an economic sample and the 

retention of the characteristics of probability sample where the clusters are randomly 

selected. Thus, even though the present study has chosen the cluster sampling, the 

randomness of the sample exists, which, according to Anderson (2004) is more 

appropriate for quantitative data. Further development of cluster sampling in Multi

stage or rriulti-stage cluster sampling, Therefore, for this study multi-stages cluster 

sampling, is selected. Under multi-stage sampling at beginning stage select large 

sampling divided into areas into states, districts, or towns than applied another 

sampling technique to select sample (Kothari, 2004; Allen et al., 2002). 

In the process of multi-stage cluster sampling, the cluster of entire Pakistan is sub 

divided into the groups of sub-clusters on the basis of four provinces of Pakistan i.e. 

Punjab, Sindh, Khyber Pakhtoonkwah and Baluchistan. Later on, the province of 
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Sindh was selected for the purpose of prime investigation which is further divided 

into four parts resulting in the focused cities of Karachi, Hyderabad, Larkana and 

Sukkur for analyzing the job satisfaction of nurses employing in the public hospitals. 

Thus in the present study, a multi-stage cluster sampling method was used to collect 

the required number for data analysis. The probability sampling method is selected 

to use in order to perform a selection with probability proportional (PPS) (Allen, et 

al., 2002). The study focus Sindh hospitals for the investigation as nursing staff 

especially in public tertiary hospitals are reported to have high stress, work overload, 

and less job clarity which collectively result in their job dissatisfaction (Tasneem, et 

al. 2018). Furthermore, Pahi et al. (2016) also stress on the severity of the health 

sector condition and low job satisfaction among the nursing staff of Sindh. Further 

explanations could be retrieved from Table 3 .1 and Figure 3 .1 

Table 3.1 

Sample Size and No of Respondents from each cluster 

Number of Public 
Percentage out of 

Number of 
Clusters Hospitals per Nurses from 

Cluster 
Total 

each cluster 

Karachi 26 60% 338 

Hyderabad 8 19% 106 

Larkana 6 14% 79 

Sukkur 3 7% 40 

Total 43 100% 563 
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The table outlines that based on the total number of hospitals in the Sindh province 

and in each cluster, a percentage of the amount was divided based on to which, 

number of questionnaires from each cluster have been finalized to reach the required 

sample. 

KARACHI 

Figure 3.1 

PUNJAB SINDH 

PAKISTAN 

(Country) 

HYDERABAD I I LARKANA 

Multi- Stages Cluster Sampling 

KPK BALOCHISTAN 

SUKKUR 

The figure 3.1 shows how the present research has utilized the multi-stage cluster 

sampling from the country. In multi-stage cluster sampling, the researcher first 

selected the entire Pakistan and later sub divided the prime cluster into the groups of 

sub-clusters based on the provinces of the country including Punjab, Sindh, Khyber 

Pakhtoonkwah and Baluchistan. Lastly, from the four provinces, the province of 

Sindh was selected which further divided into four parts. This results in providing 

the final four clusters to be investigated in the present study. These clusters include 
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the cities of Karachi, Hyderabad, Larkana and Sukkur for analyzing the job 

satisfaction of nurses employing in the public hospitals. 

Operationalization and Measurement of Constructs 

The core aim of the proposed study is to examine the relationship between 

supervisor support, Esprit de corps, job clarity and work autonomy upon job 

satisfaction amongst nurses in the public sector hospitals of Pakistan with the 

moderating effect of fairness perception. For the current study, the terms have been 

operationalized as follows: 

Job Satisfaction 

Job satisfaction reflects the extent and level of an individual's overall positive affect 

and satisfaction towards his/her job (Warr, Cook, & Wall, 1979). The current study 

operationalized job satisfaction as the perceived satisfaction of the individual 

resulted from working in the current job. For measuring job satisfaction, a 15-items 

scale of Warr et al. (1979) was adapted. The scale comprises of questions which 

require respondents to rate their overall .satisfaction with the job aspects. The scale 

has been used by numerous studies for reflecting job satisfaction (Hombrados

Mendieta & Cosano-Rivas, 2013; Warr & lnceoglu 2012) and indicated higher 

Cronbach alpha of 0.94. On an important note, the scale has been effectively used in 

studies investiga~ing job satisfaction of medical professionals such as Tait, Padgett & 

Baldwin, 1989; Cooper, Rout & Faragher, 1989). 
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Table 3.2 
Measures of Job Satisfaction 

Scale Items 

I am satisfied with the physical work conditions 

I have the freedom to choose my own method of working 

I am satisfied with my fellow workers 

I am satisfied with recognition for good work 

I am satisfied with my immediate boss 

I am satisfied with the amount of responsibility I am given 

I am satisfied with my pay rate 

I am given the opportunity to use my abilities 

I am satisfied with the relationship between management and workers in the hospital 

I am satisfied with the available chances of promotion 

I am satisfied with the way hospital is managed 

I am satisfied with the attention is paid to suggestions given by me 

I am satisfied with my work hours 

I am satisfied with the amount of variety in my job 

I am satisfied with my job security 

Source: Warr, Cook, and Wall (1979) 

Scale: 1 = "Strongly Disagree" to 5 = "Strongly Agree" 
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Supervisor Support 

Supervisor Support reflects the perception about the supervisor being caring and 

recognizing (Rhoades & Eisenberger, 2002). The current study operationalized 

supervisor support as the perception about the supervisor being caring for the well

being of the employee and his level of appreciation. The present study adapted the 8-

items scale by Rhoades, Eisenberger, and Armeli (200 I) to investigate supervisor 

support and how it influences job satisfaction amongst all nurses in public hospital. 

The scale comprises of questions asking respondents to rate their supervisor (the 

immediate doctor in charge) in terms of the criteria reflecting his/her care for well

being, goals, values, support, problem-solving and negativity related to staff 

(nurses). The scale has been widely used to investigate supervisor support (Shanock 

& Eisenberger, 2006; Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & 

Rhoades, 2002). Eisenberger et al. (2001) reported Cronbach alpha of 0.88 for the 

scale. 

Table 3.3 

Measures of Supervisor Support 

Scale Items 

My supervisor cares about my well-being 

My supervisor strongly considers my goals and values 

My supervisor shows little concern for me (R) 

My supervisor cares about my opinion 

My supervisor is willing to help me ifI need a special favor 
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Help is available from my supervisor when I have a problem 

My supervisor would forgive an honest mistake on my part 

If given the opportunity, my supervisor would take advantage of me (R) 

Source: Rhoades, Eisenberger, and Armeli (2001) 

Scale: 1 = "Strongly Disagree" to 5 = "Strongly Agree" 

R denotes reverse-coded items. 

Esprit de Corps 

Refers to the extent to which employees as individuals acquire feel of acting as a 

team in the workplace (Jones & James, 1979). The current study operationalized 

Esprit de Corps as the perceived feeling of employees' towards working as a team in 

the organization. 

A four-item scale by Jaworski and Kohli (1993) was considered to investigate the 

nurses' perception regarding the social team working environment. The content was 

used by Homburg, Workman, and Jensen (2002) and reported 0.92 Cronbach ' s alpha 

for the scale. 

Table 3.4 

Measures of Esprit-de-Corps 

Scale Items 

People in the hospital I work with are genuinely concerned about the needs and problems of 

each other. 
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All staff members in my hospital unit are emotionally attached to each other 

Teamwork spirit prevail in all ranks of my hospital 

Working in my hospital is like part of big family. 

Source: Jaworski and Kohli (1993) 

Scale: I = "Strongly Disagree" to 5 = "Strongly Agree" 

Job Clarity 

Job clarity reflects the extent to which employees require information for effective 

job performance (Teas et al., 1979). The current study operationalizes job clarity as 

the perception of the extent of information provided by the organization for effective 

job performance by adapting the job clarity scale developed by Rainey (1983). Thus 

the present study utilized the 4-items scale to examine nurses' perception regarding 

job clarity and how it impacts their job satisfaction. The scale has shown the 

sufficient Cronbach alpha coefficient of 0.75 (Halepota, 201 I). 

Table 3.5 

Measures of Job Clarity 

Scale Items 

Goals are clearly defined to me at work 

It is easy for me to give a precise explanation of goals of my hospital 

My performance goals of the job are clear and specific 

Standards and goals set for my job are difficult and challenging 

Source: Jaworski and Kohli (1993) 

Scale: 1 = "Strongly Disagree" to 5 = "Strongly Agree" 
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Work Autonomy 

Work Autonomy refers to the extent to which job provides freedom, independence 

and discretion regarding the job aspects and performance of tasks (Morgeson & 

Humphrey, 2006). The current study operationalized work autonomy as the 

perception of employees towards the level of freedom, independence, and discretion 

provided to them in performing key job tasks. A 9-items scale by Morgeson and 

Humphrey (2006) is proposed for the current study. The items comprise of questions 

asking respondents to rate their perception regarding the autonomy in different work 

aspects including scheduling, decision making, methods and so on. The scale was 

used by Stegmann et al., (2010) where the authors reported.90 Cronbach alpha for 

the scale. 

Table 3.6 

Measures of Work Autonomy 

Scale Items 

My job allows me to make my own decisions about how to schedule my work. 

My job allows me to decide on the order in which things are done on the job. 

My job allows me to plan how I do my work 

My job gives me a chance to use my personal initiative or judgment in carrying out the 

work 

My job allows me to make a lot of decisions on my own 

My job provides me with significant autonomy in making decisions 

My job allows me to make decisions about what methods I use to complete my work 
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My job gives me the considerable opportunity for independence and freedom in how I do 

the work. 

My job allows me to decide on my own how to go about doing my work 

Source: Morgeson and Humphrey (2006) 

Scale: 1 = "Strongly Disagree" to 5 "Strongly Agree" 

Fairness Perception 

Fairness perception refers to the perceptions regarding job effort and reward fairness 

(Mowday, 1991). The current study operationalizes fairness perception as the nurses' 

assessment of the reward they are receiving as compare to the efforts they are putting 

in their job. The current study has utilized a 6-items scale adapted by Janssen (2001) 

to reflect fairness perception. The scale has shown the sufficient Cronbach alpha 

coefficient of 0.90 (Janssen 2001). 

Table 3. 7 

Measures of Fairness Perception 

Scale Items 

I work too hard considering my outcomes 

I give a great deal of time and attention to the work, but do not feel appreciated (R) 

I invest more in my job than I receive in return (R) 

The rewards I receive are not proportional to my investments (R) 

I put more energy into my job than it is worth (R) 
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I feel unfairly treated in my job (R) 

Source: Jaworski and Kohli (1993) 

Scale: 1 = "Strongly Disagree" to 5 = "Strongly Agree" 

R denotes reverse-coded items. 

Questionnaire 

As per the aim of the study, the questionnaire was distributed among the nurses 

working in the public sector hospitals of Sindh. The current study tested the 

variables through the instruments by distributing the questionnaires to a total of 563 

nurses working in the public hospitals of Karachi, Larkana, Hyderabad and Sukkur. 

The questionnaire was divided into two major sections. The first section comprised 

of basic demographic questions including gender, age, qualification and years of 

working experience. The second section comprised of questions enquiring the 

respondents about their job satisfaction, supervisor support, Esprit de Corps, job 

clarity, work autonomy and fairness perception. 

Instrument Development 

In the views of Bordens and Abbot (2011), an instrument's validity is based on the 

extent to which it assesses what it is expected to assess. It can also be understood as 

the extent to which the measure appropriately represents the idea of the study and is 

free from non-random or systematic errors. According to Hair, Black, Babin, and 

Anderson (2010), validity denotes that the test measures what the instrument intends 
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to measure. Validity is how well a concept is defined by the measures used in the 

study. 

The material on validity suggests that validity could be both, internal as well as 

external (Zikmund, Babin, Carr & Griffin, 2009). On grounds of this, when the 

independent variable is solely a source of change in the dependent variable, the 

internal validity is confirmed. Whereas, the extent to which the results are applicable 

in the real world then external validity is assured (Zikmund, 2003). Henceforth, the 

external validity of the measure confirms that the results could be generalized on a 

wider population as well and for this, content validity and construct validity 

techniques are widely used in empirical studies (Bordens & Abbot, 2011). 

In the perspective of content validity which is also called face validity, all items of 

the instrument should be corresponding to each other. Moreover, the instrument 

should be verified and double checked through opinions from experts and pretested 

from the target population (Hair et al., 2006; Robinson, Shaver, & Wrightsman, 

1991 ). Hence field specialists from the healthcare sector will be asked to provide 

expert opinion and feedback. 

Therefore, m this regards, the study undergoes the instrument development 

procedures on the initial draft of the questionnaire by asking the experts to go 

through and outline if there are any ambiguities present in the instrument. In doing 
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so, the study approached four professionals, including one staff member; a Professor; 

a nurse, and a manager of the public hospital of Jamshoro and Hyderabad of Sindh. 

Moreover, research experts from the University Utara Malaysia and Sukkur Institute 

of Business Administration, Pakistan were also approached to assess the quality of 

the survey instrument in the form of face validity (wording, format, clarity, 

simplicity, and ambiguity of the questionnaire) (Dillman, 1991; Yaghmale, 2009). 

The process resulted in the valuable corrections and improvements suggested by the 

experts and were later included in the survey instrument. Finally, the revised 

questionnaire is disseminated to the respondents for main data collection. 

Pilot Study 

A pilot study was also conducted to ascertain the reliability and validity of measures 

(Flynn, Sakakibara, Schroeder, Bates, & Flynn, 1990). This was considered 

necessary because the original scales that have been adopted in the present study 

were developed and tested mainly in the developed countries (Warr et al., 1979; 

Rhoades, Eisenberger, & Armeli, 2001; Jaworski, and Kohli, 1993; Rainey, 1983; 

Morgeson & Humphrey, 2006). Principally, the core objective of conducting the 

pilot study is to help refine questionnaire in order to ensure that the respondents are 

capable of filling them up on without any hassle or complication (Saunders, Philip, 

& Adrian, 2007). 
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Moreover, it is also important for the later stage which caters to collecting the actual 

primary data. in the views of Bell (2005), a pilot study is essential for a variety of 

different reasons and often major research projects have experienced failure in 

obtaining healthy results only because of not conducting a pilot study to ensure the 

research design and the questionnaire is well formulated and effectively designed to 

help achieve the final outcomes. 

Additionally, Bell (2005) suggested that pilot study help in ensuring that the 

questionnaire distributed to the respondents are clear and there are no ambiguous 

questions. Moreover, it also helps in finding out whether there exist questions which 

might cause the target audience to feel uncomfortable to response. In parallel, pilot 

study also assist in getting an idea pertaining to average time required by each 

respondent along with the suggestions that might lead to further improve the 

questionnaire. 

Ideally, how many respondents or sample would be appropriate for the pilot study is 

a big question as it varies on the research nature, length of the questionnaire and size 

of the research assignment (Saunders et al., 2007). Notably, the number of 

respondents targeted for the pilot study should be considerable enough to ensure it 

caters to the entire target market. This is essential for the purpose of getting 

appropriate feedback and review regarding the questionnaire and its predictive 

strength. According to Fink (2003) ten respondents are sufficient for conducting a 

pilot study in getting an idea of whether or not, the questionnaire is actually 
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measuring what it is designed to measure. ln the similar context, Dillman (1978) 

suggested that the number of respondents in pilot study depends on the nature of 

research project and the researcher's perception of having a sufficient feedback and 

suggestions about the questionnaire. 

The pilot study is carried out to make certain that questions really measure what they 

are supposed to measure and that the questions are understood by all respondents in 

a similar way. Piloting also helps to ascertain that the questionnaire creates a good 

impression that questions are answered correctly and respondents report a_ny bias 

(Dillman, 1978). 

Following the guidelines of Riefler, Diamantopoulos, and Siguaw (2012), a total of 

60 questionnaires were sent out for the pilot survey. Out of the total sixty 

questionnaires, 70 percent of the questionnaires were received back resulting in 

including 42 questionnaires reflecting the results of the present pilot study. 

Furthermore, PLS path modeling (Wold, 1974, 1985) using Smart PLS 2.0 M3 

software (Ringle, Wende, & Will, 2005) was employed to ascertain the internal 

consistency reliability and discriminant validity of the constructs used in the pilot 

study. 

In particular, PLS Algorithm (Geladi & Kowalski, 1986) was calculated to obtain the 

average variance extracted and the composite reliability coefficients. Bagozzi and Yi 

(1988), as well as Hair, Ringle, and Sarstedt (2011), suggested that the composite 
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reliability coefficient should be conducted as it helps in avoiding any ambiguities for 

respondents in filling up questionnaires. Hence the pilot tests were conducted before 

data collection whereby, the composite reliability values were at least 0.70 or more. 

Meanwhile, Fornell and Larcker (1981) suggested that the Average Variance 

Extracted (A VE) score should be 0.50 or above. They further stated that to achieve 

adequate discriminant validity, the square root of the A VE should be greater than the 

correlations among latent constructs. Table 3.8 presents the average variance 

extracted and composite reliability coefficients of the four latent constructs. 

Table 3.8 

Reliability and Validity of Constructs (n=42) 

Latent Noof 
AVE CR 

variables Indicators 

ED 4 0.639 0.776 

FP 6 0.528 0.790 

JC 4 0.761 0.881 

JS 15 0.712 0.852 

ss 8 0.592 0.848 

WA 9 0.511 0.719 

As indicated in Table 3.8, the composite reliability coefficient of each latent 

construct ranged from . 719 to .881 thus, exceeding the minimum acceptable level of 
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.70 and also suggests adequate internal consistency reliability of the measures used 

in the pilot study (Bagozzi & Yi, 1988; Hair et al. , 2011). 

Likewise, as indicated in Table 3.8, the values of the average variances extracted 

range between .58 and .80, suggesting acceptable values. Regarding the discriminant 

validity, Table 3.9 compares the correlations among the latent constructs with the 

square root of A VE. 

Table 3.9 

Latent Variable Con-elations 

Construct 1 2 3 4 5 6 

ED FP JC JS ss WA 

ED 0.7993 

FP 0.0428 0.7266 

JC 0.2715 0.0491 0.8722 

JS 0.5863 0.6092 0.5922 0.76927 

ss 0.3438 0.579 0.1835 0.6572 0.7692 

WA 0.5792 0.2814 0.6035 0.7053 0.6486 0.7150 

Note: Diagonals (bold-faced) represent the square root of the average variance 

extracted while the other entries represent the correlations. 
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Validity 

In the views of Bordens and Abbot (2011 ), an instrument's validity is based on the 

extent to which it assesses what it is expected to assess. It can also be understood as 

the extent to which the measure appropriately represents the idea of the study and is 

free from non-random or systematic errors. According to Hair et al. (2010), validity 

denotes that the test measures what the instrument intends to measure. Validity is 

how well a concept is defined by the measures used in the study. 

The material on validity suggests that validity could be both, internal as well as 

external (Zikmund, 2003). On grounds of this, when the independent variable is 

solely a source of change in the dependent variable, the internal validity is 

confirmed. Whereas, the extent to which the results are applicable in the real world 

then external validity is assured (Zikmund et al., 2009). Henceforth, the external 

validity of the measure confirms that the results could be generalized on a wider 

population as well and for this, content validity and construct validity techniques are 

widely used in empirical studies (Bo~dens & Abbot, 2011). 

In the perspective of content validity which is also called face validity, all the items 

of the instrument should be corresponding to each other. Moreover, the instrument 

should be verified and double checked through opinions from experts and pretested 

from the target population (Hair et al., 2006; Robinson et al., 1991). Hence field 

specialists from the healthcare sector were asked to provide expert opinion and 

feedback. 
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Another important validity is the construct validity which means to ensure that the 

construct measures exactly what it aims to measure and hence claims (Bordens & 

Abbot, 2011). For this, statistical and theoretical results are assessed (Raemah, 2010) 

through reviewing past studies empirically testing the same variables and constructs 

(Davis, 1996). 

Furthermore, convergent validity was also tested which according to Hair et al., 

(2010) is the extent to which the set of variables selected aim to move towards 

measuring the core concept of the construct. Reliability scores including composite 

reliability and A VE average variance extracted are used in this regard. As per the 

suggestions of Bagozzi and Yi (1988) and Hair et al., (2010) the composite 

reliability values must be minimum of 0.7 and A VE value to be 0.5 or above to 

ensure convergent validity. Discriminant Validity was also checked which concerns 

regarding the extent to which the items set in the construct differs from each other 

and to what amount their measure is higher than the variance shared among the 

distinct constructs (Compeau, Higgins, & Huff, 1999). Results in section 3 .10 can be 

referred in this regard. 

Reliability 

Measurement selected will be considered reliable when it is effective in generating 

similar results upon multiple assessments with conditions somehow similar (Bordens 
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& Abbot, 2011). According to Churchill (1979), the inter-correlation of the indicator 

in the scale should be higher for ensuring the reliability of the scale. 

The current research has used two of the most common approaches for reliability 

checking which includes an item to item correlation and intern item correlations. In 

the case of the item to item correlations, the value should be greater than 0.5. 

Similarly, the value should exceed 0.30 in inter-item correlation for an acceptable 

level of reliability (Robinson et al., 1991). 

In addition to this, the reliability coefficient will also be assessed in order to ensure 

the consistency of the entire scale. This is generally done through assessing the 

Cronbacb alpha values (Nunnally, 1978; Peterson & Kim, 2013). 

Major empirical scholars have recommended scores of 0.7 as a minimum for 

responsive Cronbach alpha values (Nunnally, 1978; Nunnally & Berstein, 1994; 

Sekaran, 2005). Henceforth, the same value will be adapted for the current study. 

Important to mention that Robinson et al., (1991) have also recommended Cronbach 

value of 0.60 as acceptable of internal consistency of the constructs. 

Data Collection Procedure 

In the present study, the actual data collection started right after the proposal defense 

and went on for nearly four months from the period of October, 2016 to January, 

2017. The data was collected through using self-administered questionnaire. An 
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official letter was collected from the School of Business Management (SBM), 

Universiti Utara Malaysia to facilitate the researcher in collecting the data. The letter 

explains the purpose of the study along with a brief introduction to the student and 

nature of the study. 

In the second stage of data collection, survey packages were mailed to the 

superintendent and management with stamped self-addressed envelopes for the 

convenient return of the questionnaires. A brief introduction clarifying the purpose 

of the study, telephone number and email of the researcher and supervisor was 

mentioned in the questionnaire. The participants of the study were assured of the 

complete anonymity of their responses. 

The survey package was in a full-sized envelope along with a cover letter, 

questionnaire, and a pen with UUM logo to motivate the nurse participants in the 

survey. To further increase the willingness of the participants to partake in the 

survey, their anonymity and confidentiality were confirmed in the cover letter (see 

Appendix A). 

For the purpose of final data analysis, several steps were taken before the final 

analysis. This included missing data identification and potential identification of 

outliers. This is necessary to make sure that the data does not generate ineffective 

and vague results (Hair et al, 20 I 0). 
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According to Hair et al. (2010), missing data comprises of those valid values that are 

not available for final analysis. Henceforth, any questionnaires in connection to the 

current received with missing data will be effectively discarded. The authors have 

also defined outliers which according to them are the responses holding a unique 

combination of characteristics which are distinctively different from other responses 

and observations. 

Moreover, Sekaran and Bougie (2010) have suggested that outliers can have a major 

impact on the results hence, their identification is critical. This is also critical so that 

multiple regression analysis of the data could be adequately performed. Mahalanobis 

distance approach is vigorous and was therefore deployed to detect and remove 

outliers if any. In essence, Mahalanobis distance values must be no greater than chi

squared with the degree of Freedom (DF) should be equal to a number of predictors 

and alpha= 0.001 otherwise, the extreme values will be imposed to the data. Details 

of all these tests can be tracked in chapter 4. 

Data Analysis 

The present study has utilized Partial Least Square -Structural Equation Modeling 

(PLS-SEM) as the statistical technique for hypothesis testing. Structural equation 

modeling has proved robust in the testing and development of theoretical concepts 

(Hair et al., 2012; Shook, Ketchen, Hult, & Kacmar, 2004; Steenkamp & 

Baumgartner, 2000). For structural model estimation, two different statistical 

methods may be used which includes Covariance-based SEM (Riefler et al., 2012) 
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and Variance based Partial Least Squares path modeling referred as PLS-SEM (Hair 

et al., 2013; Wold, 1985). 

According to Tabachnick and Fidell (2007), structural equation modeling is denoted 

as one of the most important modeling approaches in the arena of confirmatory 

analysis as suggested by Hair et al. (2014). Also that structural equation modeling 

(SEM) offers more accurate and exact path estimations due to its robust multiple 

regression techniques. The structural equation modeling approach at the core is 

based on two stages i.e. measurement model assessment and structural model 

assessment. In the measurement model assessment, the variables in the framework 

are examined pertaining to their model fit indices and overall model fitness criteria. 

Later in the second stage, the hypothesis testing is performed that results in 

mentioning the beta coefficients and significance of the studied hypothesis. Thus it 

measures the relationship of dependent and independent variables. For instance, in 

the case of our study, the independent variables are supervisor support, job clarity, 

esprit de corps, and work autonomy whereby, job satisfaction is the dependent 

variable. 

Structural equation modeling is rigorously deployed across major social and 

behavioral sciences areas that require extensive assessment of complex data sets 

through multiple regression prospects via using robust instruments (Hair et al., 

2006). In particular, the application and usage of structural equation modeling have 

also remained high across business and management related studies. Though, there 
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are a variety of different data analysis and assessment software yet the popularity 

and application of structural equation modeling practices are never extinct (Chin, 

1998). 

Keeping the above notable prospects in mind, the present study deployed structural 

equation modeling to test the proposed conceptual framework and hypotheses 

examination. Structural equation modeling has the advantage of assessing the 

predictive and mathematical models with complex inferences (Gefen, Straub & 

Boudreai, 2000). Furthermore, Structural equation modeling also uses confirmatory 

factor analysis which confirms the hypothesized relationships and the rela6onship 

between the predictor and outcomes variables in a study (Tabachnick & Fidel, 2000). 

Popular research scholars (e.g. Ringle Sarstedt, & Straub, 2012; Hair et al., 2012) 

have voted and recommended PLS-SEM to be served well in both the academics as 

well as the practitioner research. In the views of Chin and Newsted (1999), PLS is 

more vigorous in testing newly developed theories or the ones that have not been 

properly formed. The approach is also effective in testing complex variables with 

multiple structural paths. Authors such as Ringle Sarstedt, & Straub, 2012; Hair et 

al., 2012; have also recommended using PLS-SEM when the study aims to predict 

relationships. Hence, the present study employed PLS path modeling (Wold, 1974, 

1985) using SmartPLS 3 .0 software (Ringle et al., 2005) to test the theoretical model 

of the present study. 
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Ethical Considerations 

Ethical considerations, in general, have a notable role and hence should be 

categorically looked into. In parallel, ethical considerations are essentially important 

for research projects as well. In the views of Douglas (197 6), ethical prospects are 

important and characterized as very sensitive in nature. Ethical elements in any 

activity define the rights and truth pertaining to what is right, good and appropriate 

for the concerned individual(s) in any situation. 

Concerning to research, ethical considerations go across the entire research project. 

For this, effective measures are required to ensure that whole research project has 

been conducted with objectivity, concreteness and candidly whilst following the 

right research approaches and practices (Cohen, Manion, & Marrison, 2007). 

Accordingly, ethical consideration whilst conducting research caters to all the 

activities performed towards the achievement ofresearch objectives (Homan, 1991). 

This, in other words, means that right from the stage of topic selection till the end of 

research findings and data interpretation, the entire research process should be 

carried out in a manner that is in line with the research objectives practices. 

More importantly, research ethics become a major issue when it comes to collecting 

primary data, contacting respondents, questions asked of them, confidentiality of 

respondents' information and questions asked of them. It is important to note that 

there are many elements that come in when the respondents are contacted and how 

their personal information is dealt with. At the core, even the researchers require 

confidentiality in the research. In the views of Cohen et al. (2007), respondents 
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expect every research to be strictly following ethical considerations especially when 

it comes to maintaining the confidentiality of their information and anonymity of 

their responses. The present study also ensured that all the ethical clauses are 

effectively taken into consideration in order to maintain research objectivity, 

accuracy, and impartiality of results. 

Since the beginning of the research, the present study was strictly performed whilst 

keeping all ethical prospects beforehand, especially during the data collection 

process. Therein, all the responsible personnel in the public sector hospitals were 

duly contacted to ensure that the nurse's response with confidentiality and 

objectivity. 

Moreover, the questionnaire was ensured of not containing any question or statement 

that may have seemed awkward by the respondents. More specifically, the 

confidentiality was maintained to the highest level and was responsively 

communicated to the respondents in the research and questionnaire description. In 

this, the participants were also informed to respond with full trust and belief to help 

forward results for effective empirical evidence and practical implications. Hence, 

the ethical prospects were duly ensured across the entire research process. 

Research Design Summary 

The following diagrammatic flowchart aimed to provide the overall understanding 

and pictorial presentation of the research design process carried out in the present 

study. 
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Chapter Summary 

This chapter has described the methodology comprising the research framework, 

underpinning theory, hypotheses development, research design, and operational 

definitions of the latent constructs. Accordingly, the study also discussed population, 

sampling, data collection procedures and techniques of data analysis. The present 

study also adopts co-relational research design in which data collected were analyzed 

and interpreted statistically. The unit of analysis in this study was nurses working in 

the public hospitals of Sindh, Pakistan. A multi-cluster sampling technique was used 

in this study. Measurement scales from the previous studies were adapted to measure 

four constructs: Supervisor support, esprit de corps, job clarity, work autonomy to 

job satisfaction and fairness perception. In the next chapter, results of the analyses 

are presented. 
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4.1. Introduction 

CHAPTER FOUR 

RESULTS 

This chapter discusses the response rate and data screening procedure including 

missing value analysis, multivariate outliers, normality testing, non-response bias. 

Moreover, it then provides a detailed account of respondents' profile and common 

method variance (CMV) bias. After these preliminary phases, a measurement model 

was developed to ascertain the validity and reliability of the measuring constructs. 

Discriminant validity was assessed using Fomell-Larcker criterion and HTMT ratio 

methods. Then a structural model was constructed to test hypotheses using 2,000 

bootstrap samples. Finally, moderation analysis was performed to investigate the 

moderating influence of fairness perception on the relationship between the four 

exogenous constructs and nurses' job satisfaction. 

4.2. Response Rate 

In this study, a total of 563 questionnaires were distributed among 43 public 

hospitals of Sindh province of Pakistan however, only 320 filled responses were 

received. A total of 243 questionnaires was not returned. Out of 320, 40 unusable or 

incomplete questionnaires were excluded thus, a total of 280 responses is taken for 

data analysis (see Table 4.1). The response rate was 49.7 percent which may be 

considered as sufficient enough for a survey research (Bryman, 2008). 
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Table 4.1 

Description of Responses 

Description of Response 
No. of distributed questionnaire 
Questionnaires returned 
Questionnaires not returned 
Un-useable Questionnaire 
Useable Questionnaire 
Response Rate (%) 

Frequency 
563 
320 
243 

40 
280 

49.7 

4.3. Data Screening and Preliminary Analysis 

Data screening is a preliminary step before data analysis in which out-of-the-range 

values are detected in the dataset. In fact, it is the data entry mistake which may be 

corrected by referring back to the specific questionnaire hence, all of the useable 

questionnaires were allocated a unique sequential number for their identification 

purpose only. Four data entry mistakes were detected in the dataset e.g. 44 for 

'Agree' instead of 4. Such types of data entry mistakes were replaced with the actual 

correct values by referring back to its specific questionnaire. 

Besides, two items from supervisor support scale and four items from fairness 

perception scale were reverse-coded. In addition, three other preliminary tests are 

required to be assessed during data screening stage before data analysis including 

missing values analysis, multivariate outliers and normality testing, and non

response bias (Hair et al., 2010). Following sections provide the results of the 

analysis in detail. 
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4.4. Missing Value Analysis (MV A) 

Missing values take place because of unanswered values by the respondents in a 

dataset. In a survey research, it is often observed that respondents sometimes do not 

completely answer all of the scale items due to the various reasons e.g. length of the 

questionnaire, formatting and presentation issues, unclear words or even items, etc. 

(Bryman, 2008). There are generally two types of missing values pattern: missing 

completely at random (called MCAR) and not missing at random (called NMAR). 

Byrne (2010) argued that should be assessed to have a clear assessment of 

'missingness'. For this, the researcher used Little's MCAR test using Expectation 

Maximization (EM) procedure in SPSS. A statistically non-significant value shows 

MCAR type of missingness. All Likert-scale items were supplied in this test and 

there was a non-significant value (p > 0.05) of Little's MCAR test endorsing that 

there was no specific pattern of missingness hence, all missing values were missing 

completely at random, in short, MCAR (Byrne, 2010). Therefore, all missing values 

were replaced with a mean of three nearby points in SPSS. 

4.5. Multivariate Outliers 

Multivariate outliers are the extreme value in a dataset which is required to be 

detected and removed from the dataset before performing a multivariate analysis 

(Tabachnick & Fidell, 2007). "Mahalanobis distance is the distance of a case from 

the centroid of the remaining cases where the centroid is the point created at the 

intersection of the means of all the variables" (Tabachnick & Fidell, 2007, p. 74). 

Notably, in SPSS, Mahalanobis value may only be saved by running a multiple 
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regression analysis, therefore, interpreting the results of multiple regression analysis 

was not required. Therefore, using a multiple regression analysis procedure, the 

researcher saved a Mahalanobis Distance (D2) value for each of the responses in the 

dataset. 

In this procedure, the responses ID column was supplied as the dependent variable, 

however, all of the Likert-scale items were sent in the independent variables section. 

By clicking Mahalanobis value, it was saved in the dataset. Since "Mahalanobis 

distance ... can be evaluated for each case using the X2 [Chi-square] distribution" 

(Tabachnick & Fidell, 2007, p. 74) therefore, 1-CDF.CHISQ (Mah' value, DF) 

function was used with two required parameters: Mahalanobis value and a total 

number of Likert-scale items as the degree of freedom respectively. This function 

returns the p-value which is the cumulative probability that a value from a Chi

square distribution with degree of freedom, will be less than the respective 

Mahalanobis value. Any p-value which is less than 0.001 will be considered as a 

multivariate outlier at 99.99 percent CI (P<.001). After removing 40 multivariate 

outliers (cases with an unusual combination of scores on different variables) a 

sample of 280 responses was used in further data analysis. 

4.6. Test of Normality of the Data 

Normality refers to the degree to which the distribution of sample data corresponds 

to a normal distribution. Normality is the basic assumption in the multivariate 

analysis which depicts the shape of data distribution from an individual metric 
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variable and its association to normal distribution. A data distribution with massive 

normality issues makes statistical tests invalid. Hence, normality is required to 

validate statistical significance of output generated. (Hair et al., 2006). Lack of 

normality in variable distributions can distort the results of multivariate analysis. 

This problem is much less severe with PLS-SEM, but researchers should still 

examine PLS-SEM results carefully when distributions deviate substantially from 

normal. Absolute skewness and/or kurtosis values of greater than I are indicative of 

highly non-normal data. (Hair, Hult, Ringle, & Sarstedt, 2014, p. 55) 

As argued by Field (2005) that it is more important to look at the shape of the 

graphical distribution rather than looking at the value of the kurtosis and skewness 

statistics when a sample is 200 and above. A larger sample decreases the standard 

errors which in tum, inflate the value of the kurtosis and skewness statistics. The test 

for normality for this study was, however, carried out using the histogram. The 

normal probability plots indicated that all the research variables are normally 

distributed as shown in figure 4.1. 
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4.7. Non-Response Bias 

Mean c -6.07E-16 
Std. Dev.= 0.991 
N= 280 

Nonresponse bias takes place when "the response rate is less than 100% and those 

who do not respond to a survey may have answered differently than those who do 

respond resulting in biased results that do not accurately reflect the population of 

interest" (Maitland et al. 2017, p. 545). In organizational surveying, nonresponse 

may be reasonably expected (Kulas, Robinson, Kellar, & Smith, 2017) however, 

response rates cannot reliably predict the potential presence ( or absence) of bias 

(Groves & Peytcbeva, 2008). 

Therefore, the researcher should need to pay a closed attention in understanding the 

magnitude and the direction of bias · which may be there due to nonresponse 
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(Rogelberg & Stanton, 2007). Although, nonresponse bias is an elementary concern 

in survey research (Amaya & Presser, 2017), it is critical to identify whether 

nonresponse is either systematic or random because the research community 

substantially lacks its clear understanding to date in probability sample surveys 

(Dutwin & Buskirk, 2017). 

Unlike socially-isolated people, individuals with higher social connections are more 

likely to respond to a survey request (Goyder, 1987; Groves & Couper, 1998). 

People participate in a survey research because of three possible reasons: a) when 

people perceive that the survey fits with their expectations or others from the same 

social group would also participate in the survey; b) people become respondents of a 

survey to avoid any potential social consequences such as guilt and to conform to 

social norms; and c) people with high social connectivity tend to perceive the 

potential benefits of a survey to a larger group of people in their society (Amaya & 

Presser, 2017). 

In essence, survey nonresponse not only reduces the quality of estimates but also 

significantly reduces the element of generalizability of the research findings on a 

larger population (Sakshaug & Eckman, 201 7). Since the rate of survey nonresponse 

is increasing globally (Curtin, Presser, & Singer, 2005; de Leeuw & de Heer, 2002), 

this is a serious concern to make sure that the findings of the survey can be 

considered as reliable by its stakeholders (Sakshaug & Eckman, 2017). They further 

clarified nonresponse bias in the following words: 
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"If increasing nonresponse rates coincide with increasing nonresponse bias 

for key survey estimates, then the above concerns have merit. On the other 

hand, if increasing nonresponse rates do not coincide with increasing 

nonresponse bias (or other sources of bias), then concerns over the future of 

survey research may be overstated. Unfortunately, the only way to address 

this issue and assess the extent of nonresponse bias for a given survey is to 

possess at least some information about the non-respondents." (Sakshaug & 

Eckman,2017,p.496) 

These responses were gathered in two attempts. In the very first attempt, a personal 

visit was made after two weeks of distributing questionnaires in which only 218 

questionnaires were collected. In the second attempt, only 62 responses were 

received. An independent sample t-test was applied in SPSS to investigate any kind 

of discrepancy exist between early and late responses. Table 4.2 shows the mean, 

standard deviation, and Levene's test for equality of variance for each of the 

constructs used in this study. A statistically non-significant value under Levene' s test 

shows that there is no sign of response bias in the responses reported (Armstrong & 

Overton, 1977; Kannan, Tan, Handfield, Ghosh, 1999; Pallant, 2011). 
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Table 4.2 

Results of independent sample t-test for non-Response bias 

Constructs Groups N Mean SD Le,·ene's Test for Egoality of Variances 

F Sig. 

FP Early Response 218 3.425 1.031 .139 .709 
Late Response 62 3.868 1.075 

JS Early Response 218 3.661 0.878 3.230 .073 
Late Response 62 4.127 1.063 

ss Early Response 218 3.364 0.922 .009 .923 
Late Response 62 3.758 0.973 

EDC Early Response 218 3.314 0.948 .146 .702 

Late Response 62 3.645 0.984 
JC Early Response 218 3.375 0.873 .322 .571 

Late Response 62 3.657 0.797 
WA Early Response 218 3.517 0.873 2.514 .114 

Late ResEonse 62 3.894 1.089 
Notes: FP;:: Fairness Perception; JC= Job Clarity; JS = Job Satisfaction; SS = Snpeivisor Support; 
WA = Work Autonomy 

4.8. Respondents' Profile 

For a coherent discussion and rational explanation of the results and findings, it is 

important to have a clear understanding of the respondent's profile which is 

presented in Table 4.3 in this study. This study collected responses from both male 

and female nurses working in the public hospital of Sindh. There were 146 (52.1 

percent) male respondents and 134 (47.9 percent) female respondents. In addition, 

90.7 percent respondents were less than 40 years of age and 63.6 percent had 

attended high school; only 20 respondents were having a nursing diploma, however, 

72 (25 percent) respondents were also holding a postgraduate qualification. 

Moreover, 86 respondents (30.7 percent) possessed less than or up to five years of 

work experience; 112 respondents (40 percent) between 6 and 10 years; however, the 
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sample included only 19 respondents (6.8 percent) held work experience between 16 

and 20 years. Table 4.3 provides a detailed account ofrespondents' profile. 

Table 4.3 

Respondents' Profile (n=280) 

Demography Indicator Frequenc~• Percent Cumulative Percent 

Gender Male 146 52.1 52.1 

Female 134 47.9 100.0 

Age Below 30 Years 175 62.5 62.5 

30-40 Years 79 28.2 90.7 

41-50 Years 22 7.9 98.6 

51-60 Years 4 1.4 100.0 

Qoalificatioo High School 178 63.6 63.6 

Nursing Diploma 20 7.1 70.7 

Undergraduate Degree 10 3.6 74.3 

Postgraduate Degree 72 25.7 100.0 

Experience 1-5 Years 86 30.7 30.7 

6-10 Years 112 40.0 70.7 

11-15 Years 63 22.5 93.2 

16-20 Years 19 6.8 100.0 

4.9. Test of Common Method Variance 

Since the data were collected by using one single method, therefore, there was the 

likelihood of common method variance (CMV) bias, therefore, it is imperative to test 

CMV bias before data analysis (MacKenzie & Podsakoff, 2012). The current study 

performed two tests to determine any potential occurrences of CMV: a) Harman's 

single factor test (Schriesheim, 1979) in SPSS; and b) common latent factor (CLF) 

Test in AMOS. 
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In Harman single-factor test, all 46 Likert-type scale items were converged onto a 

single factor without rotation and then the total variance shared by this one factor 

was assessed. It was noted that this single factor was sharing over 34.83 percent of 

the total variance which is less than 50 percent threshold value (Podsakoff & Organ, 

1986; Scott & Bruce, 1994). 

Thus, the CMV was not a problem in this study by using Harman's Single Factor 

Test. Various previous studies have used this method to assess CMV bias (e.g. 

Andersson & Bateman, 1997; Aulakh & Gencturk, 2000; Greene & Organ, 1973; 

Organ & Greene, 1981 ). 

Moreover, the researcher also used common latent factor (CLF) test in AMOS to 

determine the potential issue of CMV bias in the dataset. In this method, the 

standardized estimates (with the CLF) were compared with the standardized 

estimates (without using the CLF). 

The study found no major discrepancy between the two sets of estimates as all 

estimates were less than 0.20. It led the researcher to conclude that the CMV bias 

was not a problem in this study even with the CLF Test (Podsakoff, MacKenzie, 

Lee, & Podsakoff, 2003; Podsakoff, MacKenzie, & Podsakoff, 2012) therefore, the 

study continued with the following data analysis. 
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4.10. Assessment of Measurement Model 

A measurement model was developed to assess the validity and reliability of the six 

constructs used in this study. This phase is necessary before developing a structural 

model for hypothesis testing (Anderson & Gerbing, 1982; Fornell & Larcker, 1981; 

Hair et al., 2010) because a structural model which involves validity and reliability 

issues could not rightly predict the endogenous variable (Byrne, 2010). 

Table 4.4 shows the cross-loadings of the indicators after developing a measurement 

model. It may be noted that all indicators items were converged on to their respective 

construct with higher factor loadings (minimum = 0.721 (FP2) and maximum = 

0.997 (JC2 and JC4). 
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Table 4.4 
Cross Loadings 

FP JC JS ss WA 

FPl 0.983 0.565 0.646 0.568 0.802 
FP2 0.721 0.410 0.500 0.718 0.640 
FP3 0.949 0.545 0.646 0.5i2 0.800 
FPS 0.983 0.560 0.649 0.576 0.823 
FP6 0.955 0.535 0.650 0.537 0.787 
JC2 0.564 0.997 0.408 0.432 0.507 
JC4 0.571 0.997 0.406 0.435 0.508 
JSl 0.625 0.356 0.882 0.440 0.557 
JSlO 0.604 0.386 0.944 0.399 0.582 
JSll 0.597 0.386 0.931 0.384 0.581 
JS13 0.605 0.350 0.870 0.432 0.543 
JS14 0.613 0.388 0.934 0.372 0.565 
JS15 0.600 0.366 0.941 0.398 0.588 
JS2 0.594 0.342 0.941 0.409 0.594 
JS3 0.620 0.381 0.944 0.400 0.585 
JS4 0.675 0.436 0.915 0.408 0.599 
JS5 0 .610 0.382 0.929 0.395 0.562 
JS6 0.550 0.311 0.799 0.343 0.498 
JS8 0.646 0.390 0.943 0.445 0.588 
JS9 0.627 0.363 0.882 0.444 0.552 
SS3 0.481 0.386 0.344 0.917 0.506 
SS5 0.464 0.354 0.317 0.934 0.513 
SS6 0.692 0.390 0.492 0.732 0.621 
SS7 0.485 0.364 0.331 0.939 0.526 
WA2 0.551 0.257 0.397 0.423 0.762 
\VA3 0 .695 0.415 0.464 0.500 0.834 
WA4 0.770 0.549 0.645 0.584 0.853 
WA5 0.503 0.254 0.410 0.402 0.730 
WA6 0.574 0.338 0.387 0.425 0.778 
WA7 0.742 0.473 0.514 0.590 0.848 
WA8 0.809 0.513 0.631 0.647 0.828 
WA9 0.667 0.370 0.469 0.452 0.831 
Notes: FP = Fairness Pa-ception; JC= Job Clarity. JS= Job 
Satisfaction; SS = Supervisor Support; WA= Work Autonomy 

Besides all factor loadings are statistically significant because the t-statistic is greater 

than 1.96, the p-value is less than 0.05 (see Table 4.5). Moreover, the values oflower 

and upper bound of the confidence interval (bias corrected) for each indicator item 
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do no pass through zero, it also concludes that all factor loadings are statistically 

different from zero. 

Table 4.5 

Factor Loadings ' Significance 

Constructs Indicators Loadings Standard Error T-Valoe P Values Cl BC 5.0% CI BC 95.0% 

Fairness Perception FPl 0.983 0.003 358.59 0.000 0.98 0.99 

(FP) FP2 O.i21 0.041 17.76 0.000 0.65 0.78 

FP3 0.949 0.014 67.98 0.000 0.92 0.97 

FP5 0.983 0.003 372.28 0.000 0.98 0.99 

FP6 0.955 0.014 70.65 0.000 0.93 0.97 

Job Clarity JC2 0.997 0.002 434.12 0.000 0.99 1.00 

(JC) JC4 0.997 0.003 397.17 0 .000 0.99 1.00 

Job Satisfaction JSl 0.882 0.019 45.30 0.000 0.85 0 .91 

(JS) 1S10 0.944 0.012 78.29 0 .000 0.92 0 .96 

JSl I 0.931 0.012 75.16 0.000 0.91 0.95 

JS13 0.870 0.021 40.63 0.000 0.83 0 .90 

JS14 0.934 0.013 69.66 0.000 0.91 0.95 

JS15 0.941 0.013 72.79 0.000 0.92 0.96 

JS2 0.941 0.013 74.63 0.000 0.92 0.96 

JS3 0.944 0.012 80.78 0.000 0.92 0.96 

JS4 0.915 0.019 48.09 0.000 0.88 0.94 

1S5 0.929 0.013 70.60 0.000 0.91 0.95 

JS6 0.798 0.039 20.66 0.000 0.73 0.86 

JS8 0.943 0.011 82.86 0.000 0.92 0.96 

JS9 0.882 0.020 44.89 0.000 0.84 0.91 

Supervisor Support SS3 0.917 0.024 38.43 0.000 0.87 0.95 

(SS) SS5 0.934 0.019 49.04 0.000 0.90 0.96 

SS6 0.732 0.031 23.54 0.000 0.68 0.78 

SS7 0.939 0.018 51.48 0.000 0.90 0.96 

Work Autonomy WA2 0.762 0.038 20.31 0.000 0.69 0.82 

(WA) WA3 0.834 0.031 27.31 0.000 0.78 0.88 

WA4 0.853 0.023 37.09 0.000 0.81 0.88 

WA5 0.730 0.039 18.94 0.000 0.65 0.79 

WA6 0.778 0.041 19.07 0.000 0.71 0.84 

WA7 0.848 0.021 39.69 0.000 0.81 0.88 

WAS 0.828 0.024 33.80 0.000 0.78 0.86 

WA9 0.831 0.029 28.23 0.000 0.78 0.87 
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4.10.1. Validity and Reliability of the Measurement Model 

More specifically, the measurement model was developed to determine the 

convergent validity, discriminant validity and construct reliability of the six latent 

constructs i.e. fairness perception, job clarity, job satisfaction, supervisor support, 

work autonomy, and esprit-de-corps. The convergent validity and construct 

reliability were estimated by using average variance extracted (A VE) and composite 

reliability (CR). Whereas, the discriminant validity of the six latent variables was 

estimated by using two widely-used methods i.e. Fomell-Larcker and Heterotrait

Monotrait Ratio (HTMT) matrices. 

Table 4.6 
Measurement Model: Convergent Validity and Construct Reliability 

Construct Item Loading Alpha CR AVE lteDJs Excluded 
Fairness Perception FPl 0.983 0.954 0.966 0.853 FP4 

FP2 0.721 
FP3 0.949 

FPS 0.983 
FP6 0.955 

Job Clarify JC2 0.997 0.993 0 .997 0.993 JCl and JC3 
JC4 0.997 

Job Satisf"action JSl 0.882 0.983 0.985 0.833 JS7 and JS12 
JSIO 0.944 
JS 11 0.931 
JSJ3 0.870 
JS14 0.934 
JS15 0.941 
JS2 0.941 
JS3 0.944 
JS4 0.915 
JSS 0.929 
JS6 0.798 
JSS 0.943 
JS9 0.882 

Supervisor Support SS3 0.917 0.907 0 .935 0 . 783 SSl. SS2. SS4, 
SS5 0.934 andSSS 
SS6 0.732 
SS7 0.939 

"\\'ork -~utono1Dy WA2. 0.762 0.925 0.938 0.655 'W'AJ 
"Vl.7A3 0.834 
VVA4 0.853 
VvA5 0.730 
VVA6 0.778 
"Vl.'A 7 0.848 
"Vl.7A8 0.828 
WA9 0 .831 

Notes: CR= Ccnnposite Reliability; A VE = Av=age "\lariancc Ex~ .. cted 
FP = Fairness Perception; JC= Job Clarity; JS = Job Satisfa,ction; 
SS = Supervisor Support; "\,VA = Work Auton01ny 
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Table 4.6 shows that a reliable and valid measurement model was developed and 

tested after excluding 10 indicator items. These indicator items were FP4, JCI , JC3, 

JS7, JS12, SS1, SS2, SS4, SS8, and WAI. Moreover, it is important to note that 

esprit-de-corps was one of the four exogenous variables used in this study which had 

to be excluded from the measurement model due to its multicollinearity issue. 

Table 4 .6 also shows that the A VE of each of the five constructs is greater than 0.50 

showing a good convergent validity (Hair et al., 20 l 0). Furthermore, as shown in this 

table, the CR value is greater than 0.70 which shows good construct reliability (Hair 

et al. , 2011; Hair et al., 2012). 

Moreover, in Table 4. 7, the square root of A VE of each latent construct (shown 

bold-faced on diagonal) is also greater than its inter-construct correlations showing 

the evidence of discriminant validity by using Fomell-Larcker criterion (Fornell & 

Larcker, 1981; Molina et al. 2007). 

Table 4.7 
Discriminant Validity Analysis (Using Forne/1-Larcker Criterion) 

FP JC JS ss WA 

FP 0.924 

JC 0.569 0.997 

JS 0.672 0.409 0.913 

ss 0.634 0.435 0.445 0.885 
WA 0.838 0.509 0.624 0.636 0.809 

Notes: FP = Fairness Perception; JC = Job Clarity; JS = Job 
Satisfaction; SS = Supervisor Support; WA = Work Autonomy 

153 



To further confirm the discriminant validity, the study used another method i.e. 

Heterotrait-Monotrait Ratio (HTMT) matrix (see Table 4.8) in SmartPLS 3.0. 

Ramayah, Cheah, Chuah, Ting, & Memon (2017) stated "HTMT refers to the ratio 

of correlations within the constructs to correlations between the constructs ... an 

estimate of what the true correlation between two constructs would be if they are 

perfectly measured ... " (p. 62). By using a more stringent criterion i.e. HTMTo.85 

(Henseler, Ringle, & Sarstedt, 2015; KJine, 2011), Table 4.8 shows that all HTMT 

values are less than 0.85 except 0.874 (HTMT ratio between FP and WA) which also 

meets HTMT o.90 threshold value (Gold, Malhotra, & Segars, 2001; Henseler et al., 

2015). Thus, it leads the researcher to conclude that the discriminant validity was 

established between the five constructs of this study using both Fomell-Larcker 

criterion and HTMT ratio methods. 

Table 4.8 
Discriminant Validity Analysis Using HTMT Ratio 

FP JC JS ss WA 

FP 
JC 0.585 

JS 0.694 0.413 
ss 0.656 0.445 0.444 

WA 0.874 0.510 0.633 0.651 
Notes: FP = Fairness Perception~ JC = Job Clarity; JS = Job 

Satisfaction; SS = Supervisor Support~ WA = Work Autonomy 
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4.11. Structural Model 

PLS-SEM method was used in SmartPLS 3.0 to test hypothesis because, as recently 

endorsed by Hair, Hollingsworth, Randolph, and Chong (2017), the research 

objective is prediction i.e. how well we can predict nurses' job satisfaction from a 

combination of four exogenous variables. After constructing a measurement model 

with high reliability and validity (see Table 4.6 to 4.8), the researcher constructed a 

structural model and used PLS algorithm with 2,000 bootstrap samples, to estimate 

the direct impact and statistical significance of fairness perception, job clarity, work 

autonomy, and supervisor support on nurses' job satisfaction (see Figure 4.2). As 

mentioned earlier, esprit-de-corps had to be excluded from the measurement model 

due to its multicollinearity issue. 

-0.009 (0.209) 

0A92 i6.270) 

JC 

0.103 (2,148) 

WA 

Figure 4.2 Structural Model (Parameter Estimates) 
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Figure 4.2 shows the direct impact of supervisor support, job clarity, and work 

autonomy on job satisfaction (t-values in parenthesis). Besides, before assessing 

moderation analysis, it is necessary to check whether fairness perception (moderator) 

is statistically significant to job satisfaction. In addition, Table 4.9 provides a 

complete account of hypothesis testing. This table shows fairness perception and 

work autonomy have statistically significant and positive impact on job satisfaction 

(0.492; p = 0.000 and 0.203; p = 0.007 respectively). However, job clarity and 

supervisor support have been found statistically insignificant to predict job 

satisfaction (0.029; p == 0.249; -0.009; p = 0.417 respectively). In total, these four 

exogenous variables predict 46 percent of the total variance in job satisfaction (Ajd. 

R2 = 0.46) which may be considered as 'substantial' predictive accuracy of the 

structural model (Cohen, 1988). 

Table 4.9 
Hypothesis Testing Using VB-SEM in SmartPLS 3.0 

Predictors Estim~tes SE T-Valoe Sig CI BC 5.0% CI BC 95.0% Decision 
FP 0.492 0.078 6.270 0.000 0.378 0.633 Supported 
JC 0.029 0.043 0.678 0.249 -0.040 0.101 Not Supported 

SS -0.009 0.043 0.209 0.4 I 7 -0.083 0.058 Not Supported 

WA 0.203 0.083 2.448 0.007 0.053 0.332 Supported 

Notes: Endogenous Variable= Job Satisfaction 

0.47 0.46 0.117 0.368 

0.001 

0.000 

0.021 

FP = Faimess Perception; JC ~ Job Clarity; JS = Job Satisfaction; SS = Supenisor Support; WA = Work Autonomy 
SE = Standard Error 

Notably, Table 4.9 also shows the relative impact of each of the independent 

variables on job satisfaction using Cohen's (1988) :t2. It represents the relative effect 

size which denotes how much a specific exogenous construct contributes in 

explaining to the total variance in job satisfaction. It is calculated as the ratio 
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between (R2 included and R2 excluded) and l-R2· According to Cohen (1988), f'2 values of 

0.35, 0.15, and 0.02 are considered as large, moderate, and small effect size 

respectively. 

It may be noted that only fairness perception is showing approximately moderate 

effect size (f = 0.12; rounded to two decimal places) however, job clarity, 

supervisor support have shown almost no effect sizes (£2 = 0.001; f2 = 0.000) 

respectively. Besides, work autonomy reflected a small effect size (f = 0.021). It 

leads the researcher to conclude that fairness perception has been found to be the 

strongest predictor of nurses' job satisfaction in this study. 

Finally, the researcher estimated the predictive relevance (Stone-Geisser's Q2 value) 

(Geisser, 1974; Stone, 1974) of the structural model by using the blindfolding 

algorithm in SmartPLS 3.0. 1n fact, like bootstrapping, blindfolding is also a non

parametric evaluation criterion of a structural model (Hair et al., 2014). 

"Blindfolding is a sample reuse technique that omits every dth data point in the 

endogenous construct's indicators and estimates the parameters with the remaining 

data points" (Hair et al., 2014, p. 178). 

4.12. Moderation Effect of Fairness Perception 

Moderating effects of fairness perception on the relationship between job clarity, 

supervisor support, and work autonomy and job satisfaction are shown in Table 4. I 0. 

It has been shown earlier that fairness perception has been found statistically 
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significant to job satisfaction, therefore, its moderation effect may be tested. With 

2,000 bootstrap samples in SmartPLS 3.0, three interaction terms were created and 

used to run moderation analysis. Table 4.10 explains the moderation effect of 

fairness perception between job clarity and job satisfaction, supervisor support and 

job satisfaction and work autonomy and job satisfaction. This tables have the 

estimates column which explains the change in job satisfaction by the job clarity, 

supervisor support and work autonomy respectively in presence of fairness 

perception as a moderator for all. Next, the t-statistics value explains the impact of 

interaction of each independent variable with the moderator on job satisfaction. 

Significance value clarify the outcomes acquire from the t-statistics value. Also, 

CIBC (Confidence interval biasness corrected) help to strengthen the decision which 

will be taken on the basis of significance value. The study reject the null hypothesis 

if the value of lower CIBC (CIBC 5.0%) and upper CIBC (CIBC 95.0%) have the 

same sign similarly, the study failed to reject the null hypothesis if the value of 

lower CIBC and upper CIBC have the opposite sign. 

Based on the significance value, the study rejects H6 which means that 

fairness perception does not moderate the relationship between job clarity and job 

satisfaction. So, the H6 is not supported (Sig. = 0.214 which is greater than the 

recommended value Sig. < 0.010). Also, the study rejects H7 which means that 

fairness perception does not moderate the relationship between supervisor support 

and job satisfaction. Therefore, the H7 is also not supported (Sig. = 0.299 which is 

greater than the recommended value Sig. < 0.010). Moreover, the study rejects H8 

which explains that fairness perception does not moderate the relationship between 
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work autonomy and job satisfaction. Hence, the H8 is not supported (Sig. = 0.257 

which is greater than the recommended value Sig. < 0.010). The lower and upper 

CIBC values for job clarity, supervisor support and work autonomy are (-0.157 to 

0.131, -0.126 to 0.263 and -0.243 to 0.201 respectively). The values of lower and 

upper CIBC are also in the favor that fairness perception does not moderate the 

relationship job clarity and job satisfaction, supervisor support and job satisfaction 

and work autonomy and job satisfaction. 

Table 4.10 
Moderation Analysis 

Interactions Esfimate SE T-Valoe 

JCxFP -> JS -0.069 0.087 0.794 
SSxFP -> JS -0.064 0.122 0.528 
WAxFP-> JS 0.083 0.127 0.654 
Notes: Endogenous Variable= Job Satisfaction 

Sig 

0.214 
0.299 
0.257 

CI BC 5.0% Cl BC 95.0% Decision 

-0.157 0.131 Not Supported 

-0.126 
-0.243 

0.263 
0.201 

Not Supported 
Not Supported 

FP = Fairness Perception; JC= Job Clarity; JS= Job Satisfaction; SS = Supervisor Support; 
WA= Work Autonomy; SE= Standard Error 

Figure 4.3 display the graphical representation of the analysis. It explains the 

impact of all the independent variables on dependent variable. Also, the interaction 

effect of each independent variable with the moderator variable. The path with the 

blue circle is explaining the impact of independent variable on dependent variable 

whereas, the green circle is clarifying the interaction effect of independent variable 

and moderator variable with the dependent variable. In Figure 4.3, it is clearly 

displayed that fairness perception and work autonomy have a positive and significant 

impact on job satisfaction whereas, supervisor support and job clarity have an 

insignificant relationship with the job satisfaction. However, in moderation, the 
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outcomes explain that fairness perception does not moderate in all the three cases. 

ss 

.014 (0.27~FP F 

~064 (0 . .528) 2 (4.379) 

-0.069 (0.794) 
,~-,µ,,JC.iuxE:.i::.:.e.. 0 .087 (1.14 2) 

~---...1. 
l•l 

JC 

/ JS 
0.208 (2.229) 

~ 

WA 

Figure 4.3 Moderation Analysis [Interactions] 

While talking about its application, Hair et al. (2014) mentioned that "The 

blindfolding procedure is only applied to endogenous constructs that have a 

reflective measurement model specification as well as to endogenous single-item 

constructs" (p. 178). In order for the structural model to have predictive relevance, 

the Q2 value of each endogenous construct must be greater than zero (Fornell & Cha, 

1994). Table 4.9 shows that the Q2 value for job satisfaction, which was a reflective 

endogenous construct, was 0.368 thus, it may be concluded that the structural model 
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has its predictive relevance. The next chapter presents through discussion on 

research findings and implications. 

4.13. Chapter Summary 

The chapter provide detailed statistical analysis of the data. The chapter started the 

discussion by mentioning the details of the instrument characteristics and data 

collection procedure. Jt included the process of data screening, respondent 

characteristics, and measurement model's assessment. The present study selected the 

PLS SEM analysis as being an effective approach of testing complex variables with 

multiple structural paths. Therefore, the data analysis comprised of the explorations 

presented by employing PLS path modeling (Wold, 1974, 1985) using SmartPLS 3.0 

software (Ringle et al., 2005) to test the theoretical model of the present study. 

The results of the study provided the two sets of analysis. The initial -part studied the 

investigations of job satisfaction without the role of moderator. The findings 

presented that fairness perception and work autonomy have statistically significant 

and positive impact on job satisfaction On the other hand, job clarity and supervisor 

support have been found statistically insignificant to predict job satisfaction. In total, 

these four exogenous variables predict 46 percent of the total variance in job 

satisfaction. 
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In the second stage of the analysis, moderating effects of fairness perception on the 

relationship between job clarity, supervisor support, and work autonomy and job 

satisfaction are provided. The findings reject the role of moderation in influencing 

the association of the predictor variables with the job satisfaction of nurses in public 

hospitals of Sindh. 

Therefore, the chapter elaborated that fairness perception does not moderate the 

relationship between job clarity and job satisfaction. Also, it failed to moderate the 

relationship between supervisor support and job satisfaction. Moreover, the 

association of work autonomy and the job satisfaction was also failed to be 

moderated by fairness perception. Therefore, the chapter concludes that does not 

moderate the relationship job clarity and job satisfaction, supervisor support and job 

satisfaction and work autonomy and job satisfaction. 
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5.1. Introduction 

CHAPTER FIVE 

DISCUSSION AND CONCLUSION 

This chapter expounds on the findings elaborated in the preceding chapter. The 

discussion is organized into four sections. The first section of the chapter offers 

recapitulation and summary of the findings. Section two presents a discussion in 

alignment with the research questions of the study. Following to this, section three 

explains theoretical and practical implications followed by limitations of the study 

and scope for further research. In the end, the chapter concludes with a summary of 

the entire study. 

5.2. Recapulation of the findings 

On a principal note, the present study attempted to examine nurses' job satisfaction. 

Therein, the study has responsively made two major contributions. Firstly, the 

present study attempted to examine prominent factors including supervisor support, 

esprit de corps, job clarity, and work autonomy as to how they can make a robust 

influence on nurses' job satisfaction. Based on this, the current study also strived to 

resolve the dilemma of inconsistent results pertaining to these job factors and job 

satisfaction amongst nurses in Sindh province. Secondly, the present study examined 

the moderating role of fairness perception on the relationship between these four 

predicting variables and nurses' job satisfaction. Broadly, the current study has 
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effectively advanced understanding and comprehension pertaining to the predictors 

of job satisfaction of nurses through responding to the following designed research 

questions: 

I. To what extent supervisor support influences job satisfaction? 

2. To what extent Esprit de Corps influences job satisfaction? 

3. To what extent job clarity influences job satisfaction? 

4. To what extent work autonomy influences job satisfaction? 

5. Does fairness perception moderate the relationship between supervisor support, 

esprit de corps, job clarity, and work autonomy and nurse job satisfaction? 

Overall, pertaining to direct relationships, the present study found a significant 

relationship between work autonomy and nurses' job satisfaction. On the contrary, 

the PLS path modeling found that perceptions about supervisor support, esprit de 

corps and job clarity were not related to nurses ' job satisfaction. Accordingly, the 

study tested the moderation of fairness perception on the direct relationships between 

exogenous and endogenous variables of the study. 

Therein, though the study found significant relationship between fairness perception 

and nurses' job satisfaction; the study found no interacting effect of fairness 

perception on the relationship of supervisor support, job clarity and work autonomy 

with nurses' job satisfaction. 
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5.3. Discussion and Managerial Implications 

Comprehensive elaboration on the research findings is devised for an explanation 

based on the research questions of the study. Based on this, the next section offers a 

detailed elaboration on each of the hypothesized tested relationships. 

The first objective of this study was to ascertain the impact of four independent 

variables (namely, supervisor support, job clarity, spirit-de-corps, and work 

autonomy) on nurses' job satisfaction in the public hospitals of Sindh province of 

Pakistan. Due to its multicollinearity issue, the construct of esprit-de-corps has to be 

removed from the measurement model. 

Henceforth, the remaining three exogenous variables (namely, supervisor support, 

job clarity, and work autonomy) presented a valid and reliable measurement model 

so that a structural model could be built upon it for testing research hypotheses. Out 

of these three independent variables, only work autonomy was found to be a 

significant predictor of nurses' job satisfaction. Moreover, fairness perception does 

not moderate rather, it is found to be a strong predictor of nurses' job satisfaction. 

The following section elucidates the results of each of the hypotheses in a greater 

detail in the context of public hospitals of Sindh province of Pakistan. 

In the light of the theoretical association of the studied variables with the Herzberg 

Hygiene-Motivation theory, the results indicated the importance of the motivational 
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factor of work autonomy to influence the job satisfaction of nurses in public sector 

of Pakistan. On contrary, the other motivational factor of Job clarity fails to ascertain 

its link with the nurses Job satisfaction in the case of Pakistan. This might be the 

results of lack of clarity related to the job tasks and consistent with the views of Kim 

(2009) emphasizing that without clear roles and responsibilities, an organization 

cannot simply expect its employees to showcase positive behaviors and satisfaction. 

Furthermore, the present study failed to associate the hygiene factors of supervisor 

support and esprit de corps with job satisfaction and reflects no direct relationship 

with job satisfaction. These findings, to some extent, are supporting the stance of 

Wallace (1987) that suggest that hygiene factors tend to prevent discontent with the 

job and results in the absence of dissatisfaction but do not enhance job sa6sfaction. 

As for the role of fairness perception, the absence of moderating effects is evident in 

the results. This might be attributed to the fact that fairness perception does not 

strengthen the relationships of predictor variables with the job satisfaction but, 

instead, it directly and merely predicts the nurses' job satisfaction. The results are 

consistent with the theory suggesting that the perceived inequity among job effort 

and reward can end up employee feeling unwilling and dissatisfied (Janssen, 2001), 

and has the tendency to positively influence Job satisfaction. 

5.4. Supervisor Support and Job Satisfaction 

In this study, supervisor support reflects the perception of the medical nurses in the 

public hospital of Sindh regarding the meaningful support from their immediate 
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supervisor at the workplace. In previous studies (e.g. Dysvik & Kuvaas, 2013), 

perceived supervisor support has moderated the relationship between perceived job 

autonomy and employee turnover intention. In addition, other studies ( e.g. Griffin et 

al., 200 I) have also shown a significant moderating impact of supervisor support on 

employee job satisfaction. In contrast, supervisor support has been found an 

insignificant predictor of nurses' job satisfaction in this study. 

This might be attributed to the fact that there are some professions whereby, 

employees have specialist skills and experience pertaining to some aspects of the 

work as explained by Wu, Chen, Huang, and Cheng (2013) in their study on tour 

guides found an insignificant relationship whereby, it reported that since tour guides 

are very independent in their work therefore, supervisor support was not of much 

importance and value for them. 

Based on this argument, it is very likely that since nurses have well-defined roles and 

responsibilities and are skilled enough to accomplish these assigned goals as per 

expectations. Henceforth, the importance and vitality of supervisor support may have 

become less worthy. Notably, based on the questionnaire, it also asserts that the 

element of help and assistance are merely not of much prominence when people are 

working independently, equipped with core skills to perform a particularized task 

like in the banking sector. On the contrary, it may also be due to lack of appreciation 

or possible conflicts with supervisors as suggested by Nadeem & Abbas (2009) due 

to which, the respondents may have felt less recognition towards supervisor support. 
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At times, immediate supervisor support makes empJoyees feel incompetent thus, 

negatively influencing their work well-being prospects like job satisfaction. Similar 

traces could be retrieved from the empirical explanations of Beehr et al. (20 I 0) and 

Deelstra et al. (2003); reporting imposed supervisory support affecting self

confidence and competence of employees which as per the current study can be seen 

as elucidating negative reactions from employees and decreasing their work 

engagement. The results are also consistent with the prior studies of Shah et al 

(20 I 8) and Brohi et al (2018) related to nurses' job satisfaction. 

5.5. Job Clarity and Job Satisfaction 

Enterprises whereby, people have lack of clarity about tasks, roles, and 

responsibilities, often end up affecting their outcomes. In other words, clarity in the 

assigned role is essential to ensure that the individual is capable of achieving what it 

he/she is destined for. In a similar manner, job clarity is also essential for employees 

to raise their work understanding and hence, enhance satisfaction with the job 

(Kroposki et al., 1991). In the views of Donnelly (1975), job clarity is important to 

help employees perform to the best of their capabilities. Without clear roles and 

responsibilities, an organization cannot simply expect its employees to showcase 

positive behaviors and outcomes (Kim, 2009). Based on the evidence from prior 

studies, suggesting that job clarity factor is significantly in correlation with 

employees job satisfaction (Kim, 2009; Reid et al., 2008), this assertion was taken 
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forward to examine how this association results amongst nurses in public sector 

hospitals in Sindh, Pakistan. Keeping these theoretical evidence beforehand, the 

present study attempted to test job clarity and job satisfaction. 

The PLS path modeling approach found job clarity as a statistically insignificant 

predictor of nurses' job satisfaction. This might be attributed to the fact that there is 

a shortage of nurses in the healthcare sector of Pakistan and people who choose 

nursing as their profession tend to understand that they need to work hard to stay on 

their nursing job. The concept is also noteworthy in the lower job satisfaction of 

those who had unfulfilled expectations regarding nursing task clarity suggests that 

some nurses retain an idealized view of nursing and the absence of expected work 

might result in nurses' turnover and shortage (Lu et al., 2005). 

Consequently, in light of the present scenario in Pakistan, male and female nurses 

are compelled to work as per the directions of hospital management. Besides, data 

were collected from the public hospitals where a large number of nurses' 

appointments are made based on political connections, or even a phone call from a 

senior government official, leader of a political party, or bureaucrat. It results in 

nurses are least bothered about the job clarity. They tend to find their job satisfaction 

in other extrinsic motivators. Sometimes, lack of clear information about job tasks 

results in role ambiguity that may have an undesirable impact on employee job 

satisfaction (Kroposki, et al., 1999). 
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5.6. Work Autonomy and Job Satisfaction 

In addition, work autonomy has been found statistically significant and positive 

impact on nurses' job satisfaction. Work autonomy and job satisfaction have been 

positively associated with the literature. Past researches have clarified job 

satisfaction is based on a number of factors such as gender, income, relative wages 

(Hamermesh 1977, Clark, 1996; de Galdeano, 2002; Clark & Oswald, 1996), and 

mismatches between education and skill (Allen & Van der Velden, 2001). Besides 

those others factors also important to influence the job satisfaction is job autonomy. 

The results are parallel to previous studies (such as Pearson & Moomaw, 2005; 

Iliopoulou & While, 2010; Lu et al., 2005) suggesting that employees appreciate the 

element of autonomy in their work as a result of which they express more 

satisfaction with their jobs. 

In broad, the finding suggests that allowing employees to make decisions about their 

work schedules; plan their work as per their convenience along with the opportunity 

to choose methods of performing the task on their own can be of high value towards 

enhancing job satisfaction. With regards to the study respondents, the finding 

suggests that the respondents (nurses) perceived autonomy in their work in relation 

to decisions, planning, and scheduling which led them to express satisfaction with 

their jobs. 
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Two prominent explanations can be forwarded to this positive relationship. 

Individuals with specialist skills and expertise appreciate autonomy in their work. 

Likewise, nurses through extensive specialist practice education and training are 

generally professional and come with a variety of paramedic skills (Norris & Melby, 

2006) and thus, come in the same category. Therefore, when they are provided with 

autonomy in their work and related decisions, they are confident and more energized 

to work with profound work behaviors. 

Second explanation pertaining to this finding relates to the nature of the work. Since 

the job of a nurse is highly tailored to specialist skills to provide highly sensitive care 

services to patients. Therein, different patients come with varied complications, 

requiring customized treatment. Hence, in such a work, the responsible individual 

(nurse) would require and appreciate having some kind and/or form of autonomy to 

make the best decisions based on individual patient needs and preferences to express 

satisfaction and serve the best way possible. Henceforth, the finding outlines 

prominence of autonomy for employees regardless of sector and nature of job role. 

5.7. Moderation of Fairness Perception 

Finally, this study found that fairness perception did not moderate the relationship 

between three exogenous constructs (supervisor support, job clarity, and work 

autonomy) and nurses' job satisfaction. This might be attributed to the fact that it 

does not either strengthen or dampen the s~id relationships rather, it directly and 
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merely predicts the nurses' job satisfaction. This is also found evident in this study 

that fairness perception has shown a direct and positive significant relationship with 

nurses' job satisfaction. In essence, this finding may be supported in the scenario 

where a large number of appointments of nurses are made on either political grounds 

or bureaucratic influence (Bahal.kani et al, 2011). 

The finding is first of its kind and thereby, has forwarded a notable idea pertaining to 

the critical importance of fairness perception towards fostering and strengthening 

employee outcomes and behaviors, especially job satisfaction in Pakistan. The 

empirical finding has educated that perceptions about the work, effort and how it is 

appreciated and rewarded play an important role in enabling people to make the most 

of job prospects for enriched careers . Hence, there is a great deal of satisfaction that 

can be derived from treating employees fairly. 

In particular, two plausible explanations can be forwarded regarding this finding, in 

connection with nurses. The first is that the finding suggests that nurses, who were 

the respondents of the study, experienced and viewed them to be treated and 

acknowledged fairly. Accordingly, this positive perception helped them to actively 

capitalize on the guidance, support, recognition, and facilitation received by 

supervisors to further increase their job satisfaction. 

Secondly, the finding also outlines that fairness perception were seen to be important 

by nurses to help them enhance their behaviors like job satisfaction. These positive 

172 



perceptions acted as an encouraging force and motivated them to make a better use 

of available resources to increase their job satisfaction. The finding has highlighted 

an important arena for researchers as well as practitioners to understand how such 

perceptions can noticeably help the overall organization in their efforts towards 

increasing and maintaining job satisfaction. In other words, this also asserts that 

when nurses experienced positive regarding fairness perception, they were in a better 

position to exercise and benefit from work autonomy to enhance their job 

satisfaction. 

5.8. Theoretical Implications 

Through undertaking critical appraisal of the existing literature, the present study 

attempted to formulate a considerable framework that could help forward valuable 

implications in the arena of job satisfaction. The study was conducted amongst the 

nurses working in public sector hospitals in Sindh, Pakistan. Therein, the present 

study has forwarded an important correlation regarding job attitudes and satisfaction 

that could help address nurses' job satisfaction issue through some notable factors. 

The present study forwards multifold theoretical implications. At first, the present 

study has made a notable stride and resolved the mystery of supervisor support being 

a hygiene factor of Herzberg's theory and suggest the negative insignificant 

association of the variable with nurses job satisfaction. This is due to the absence of 
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supportive supervision culture in the public hospitals of Pakistan. The findings are 

also consistent with the similar studies of Shah et al., (2018) and Brohi et al., (2018). 

Accordingly, the present study has also resolved inconsistent results related to work 

autonomy. The study had educated through extending our knowledge and 

understanding regarding work autonomy for job satisfaction prospects. The current 

study has underlined that people value when they are given liberty in work 

performance, scheduling and methods (in some cases) then it can enhance their 

positive expression for the work hence, resulting in job satisfaction. 

This is also essentially important to understand since some prior studies outlined 

little or no important of work autonomy for some professions. So in an overall 

manner, the present study has extended and further strengthened literature pertaining 

to job satisfaction through highlighting supervisor support, esprit de corps, job 

clarity, and work autonomy can make a difference in resulting in job satisfaction 

amongst nurses. The findings can also be taken further by scholars in the area to 

understand how potentially job satisfaction may be of value for fostering job 

satisfaction of employees in all professions. 

Notably, the present study has also outlined a significant direct role of fairness 

perception towards enhancing job satisfaction. The findings have educated 

organizational scholars pertaining the individual perceptions regarding fair treatment 

and rewarding and how individual perceptions can foster their satisfaction with 
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work. Likewise, the study has educated organizational scholars that despite the 

positive direct relationship, fairness perception may not be of value to further enrich 

the impact of different organizational factors with job satisfaction. 

5.9. Practical Implications 

Primarily, several practical implications can be forwarded from the present study. 

Centrally, the current study has expanded knowledge and understanding regarding 

the job satisfaction issue and the notable factors through which it can and/or cannot 

be harnessed for proactive employee behaviors. The present study has marked a 

significant value towards HRM and work practice policies especially in health 

sector. The studied framework attempted to outline mature statistical support to help 

the administration and top authorities in the public healthcare sector regarding 

handling nurses' positive work behaviors like job satisfaction. On a principal note, 

the study has attempted to highlight the robust features that can help hospitals in 

Pakistan to nurture nurses' satisfaction with their job roles. 

In relation to the healthcare sector, the present study forwards empirically tested 

framework to help hospitals examine and enhance nurses' job satisfaction. Following 

to this, the study results can also be employed for fostering job satisfaction prospects 

across other job ranks, particularly in the healthcare sector. The findings have 

outlined that healthcare sector as a whole is a complex and highly sensitive work 

sector. Therein, the role and job of a nurse are even more critical and delicate, 

expecting high accuracy, promptness, and proactive functioning. In such a case 
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factor like supervisor help, guidance, support and appreciation matters a lot and thus, 

can effectively boost their job satisfaction. 

The present study found reward-effort fairness to be significantly important for 

helping in boosting and further strengthening their behaviors like job satisfaction. 

The study has found that there is a greater need for organizations to understand how 

important and strategically significant it could be for them to treat employees' fairly 

both, in terms of job tasks division as well as in connection to reward and 

recognition. Such fair treatment in both elements can result in making them feel 

more belonged concerned and affectionate towards their job hence, resulting in job 

satisfaction. 

Therefore, the finding underlines the need for business enterprises to ensure that they 

allocate work evenly and so the reward across their workforce. Particularly for 

nurses, the present study has outlined that they valued fairness perception and 

through it, strengthened usage of supervisor support and work autonomy features to 

boost job satisfaction. HR policies and general policy makers in the organization 

have a greater role in this regards (Weaver & Trevina, 2001) to ensure that the work 

is divided into fair grounds and so the rewards. 
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The finding is a crucial learning for top management and people in key authorities at 

the health sector regarding how fairness perception can be strategically used as an 

important work factor to positively enhance employee behaviors and outcomes. 

There are far greater benefits of fairness perception that organizations need to unveil 

(Choi & Mattila, 2005) in order to ensure strategic achievement of both individual 

and orgaoizational objectives. 

Decisively, another notable contribution of the present study relates to the significant 

information and knowledge pertaining to Pakistan in the arena of nurses' job 

satisfaction. Apart from this, the present study bas addressed the paucity of empirical 

knowledge and understanding in the public-sector healthcare organizations, 

especially in an emerging economy like Pakistan. in the present study, the researcher 

has attempted to underline how crucially, the factors pertaining to job satisfaction 

can be of prominence for nurses. 

On the basis of these contributions of this thesis, it can be said that current study has 

made a notable contribution towards the medical practitioners in particular and in the 

arena of organizational well-being in general on the topic of nurses' job satisfaction. 
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5.10. Limitations of the study 

Despite several crucial empirical findings and implication, the present study has 

some important limitations. At first, the study adopted a cross-sectional design which 

restricts from drawing causal explanations. Notably, longitudinal study design 

provides times intervals across the hypothesized exogenous and endogenous 

variables hence, a longitudinal design may be considered for future measuring the 

constructs at different instances to further strengthening the findings of the present 

study. Moreover, self-reporting can also be termed as another limitation of the 

present study which may have inflated the relationships among the exogenous and 

endogenous variables. 

Although prominent studies on work engagement can be traced that have used a 

similar approach (Babin & Boles, 1996); yet, there is a possibility that respondents 

might have underreported their work engagement. Nonetheless as per Podsakoff et 

al. (2003), using self-reports can result in common method variance in behavioral 

research. Though, the current study attempted to minimalize these issues through 

ensuring respondents' anonymity and improvement of the selected scales 

(Podsakoff, Mackenzie, & Podsakoff, 2012; Podsakoff, Mackenzie, Lee, & 

Podsakoff, 2003). Thus, future researchers may possibly employ other strategies 

such as qualitative techniques or focus group approach in this regard. 
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In a similar manner, there are likely chances that employees working for healthcare 

sector may be competitively different in their job attitude and behavior especially in 

relation towards predicting job satisfaction. Since, the finding is limited to public 

sector hospitals in the province of Sindh, Pakistan; therefore, future studies may be 

conducted in other work professions and occupational arena particularly in the 

service sector for more generalizable results. Similarly, studies may also be 

conducted in the healthcare sector to unleash how and to what extent same factors 

like supervisor support, esprit de corps, job clarity, and work autonomy can be of 

importance for job satisfaction. 

5.11. Recommendations for Further Study 

The framework utilized in the present study might also be tested to examine how 

other employee groups can be responsively nourished to boost their job satisfaction 

across the public hospitals of Sindh, Pakistan. Similar to nurses, the present 

framework can potentially be of tremendous value for other job holders like doctors 

and administration as well. 

Accordingly, since fairness perception moderated two out of the four hypothesized 

relationships, future studies may consider examining other prospects that could 

possibly help buffer other variables for stronger job satisfaction. Alongside, future 

scholars may also focus on comparing the results through examining the studied 
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variables in other parts of the country and across the private sector hospitals to 

forward more mature implications for theory and practice. 

5.12. Conclusion 

Nurses' job satisfaction poses a great importance as well as a looming challenge for 

the public hospital management due to their shortage in Pakistan. The findings of 

this study revealed that among four independent variables (i.e. work autonomy, 

supervisor support, esprit de corps, job clarity) only work autonomy has been found 

statistically significant in predicting nurses' job satisfaction. Moreover, fairness 

perception has been found to have no moderating impact on nurses' job satisfaction. 

Rather it reflects the strongest predictor of nurses' job satisfaction. 
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NURSES' JOB SATISFACTION 

Dear Sir/Madam, 

My name is Muhammad Asif Qureshi, a PhD candidate of College of Business, 

University Utara Malaysia. My research interest is related to Nurses' Job 

Satisfaction in the Public Sector Hospitals of Sindh, Pakistan. This study is aimed at 

how Supervisor Support, Esprit de Corps, Job Clarity, Work Autonomy and Fairness 

Perception can influence nurses' Job Satisfaction. 

Specifically this study is interested to find out perceptions of nurses working in your 

hospital. It will take 10-15 minutes to complete this questionnaire. There are four 

sections (Section A, B) to be filled in. 

The information provided by you will only be used for Academic Purpose ONLY 

and will be kept completely confidential. I highly appreciate your participation in 

this research. 

Thank you 

Sincerely, 

Muhammad Asif Qureshi 

School of Business Management, 

College of Business, University Utara Malaysia 
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SECTION A: DEMOGRAPIIlC INFORMATION: 

These items ask for some personal and organizational information. Please be assured 
that your responses to these questions are confidential. Please fill in or put a tick (✓) 
in the appropriate box 

I. What is your Gender? 

D Male 

D Female 

II. To which of the following age groups do you belong? 

D below 30 years 

□ 30-40 

□ 41-50 

□ 51-60 

III. What is your highest educational qualification? 

□ High School 

D Nursing Diploma 

D Undergraduate Degree 

D Postgraduate Degree 

V. How many years of experience do you have? 

□ 0-5 years 

□ 6-10 years 

□ 11-15 years 

□ 16 and above 
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SECTION B: We are interested in knowing how you perceive about 

If you Strongly Agree (SA), encircle "5", Agree (A), encircle "4", Neutral (N), 
encircle "3", Disagree (D), encircle "2" and Strongly Disagree (SD), encircle "l" If 
you strongly disagree encircle "1." There is no right or wrong answers to these 
questions therefore we request your honest and thoughtful responses. 

All responses will be kept strictly confidential. Thank you for your cooperation! 

SNO Statement 

Factor 1: Job Satisfaction 

I. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

11. 

12. 

13. 

14. 

15. 

I am satisfied with the physical work conditions 

I have freedom to choose my own method of 

working 

I am satisfied with my fellow workers 

I am satisfied with recognition for good work 

I am satisfied with my immediate boss 

I am satisfied with the amount of responsibility I 

am given 

I am satisfied with my pay rate 

I am given opportunity to use my abilities 

I am satisfied with the good relationship between 

management and workers in the hospital 

I am satisfied with the available chances of 

promotion 

I am satisfied with the way hospital is managed 

I am satisfied with the attention is paid to 

suggestions given by me 

I am satisfied with my work hours 

I am satisfied with the amount of variety in my 

job 

I am satisfied with my job security 

Factor 2: Supervisor Support 

1. My supervisor cares about my well-being 
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SD D N A SA 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 



2. 

3. 

4. 

5. 

6. 

7. 

8. 

My supervisor strongly considers my goals and 

values 

My supervisor shows little concern for me (R) 

My supervisor cares about my opinion 

My supervisor is willing to help me if I need a 

special favor 

Help is available from my supervisor when I 

have a problem 

My supervisor would forgive an honest mistake 

on my part 

If given the opportunity, my supervisor would 

take advantage of me (R) 

Factor 3: Esprit De Corps 

I. 

2. 

3. 

People m the hospital I 

genuinely concerned about 

problems of each other. 

work with are 

the needs and 

All staff members in my hospital unit are 

emotionally attached with each other 

Team work spirit prevail in all ranks of my 

hospital 

4. Working in my hospital is like part of big family 

Factor 4: Job Clarity 

1. Goals are clearly defined to my at work 

2. 

3. 

4. 

It is easy for me to give precise explanation of 

goals of my hospital 

My performance goals of the job are 

clear and specific 

Standards and goals set for my job are 

difficult and challenging 

Factor 5: Work Autonomy 
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2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

3 

3 

3 
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3 

3 

3 

3 

3 

3 

3 

3 

3 

4 

4 

4 

4 

4 

4 

4 

4 
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4 

4 

4 

4 

4 

4 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 



l. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

My job allows me to make my own decisions 

about howto schedule my work. 

My job allows me to decide on the order m 

which things are done on the job. 

My job allows me to plan how I do my work 

My job gives me a chance to use my personal 

initiative or judgment in carrying out the work 

My job allows me to make a lot of decisions on 

my own 

My job provides me with significant autonomy 

in making decisions 

My job allows me to make decisions about what 

methods I use to complete my work 

My job gives me considerable opportunity for 

independence and freedom in how I do the work. 

My job allows me to decide on my own how to 

go about doing my work 

Factor 6: Fairness Perception 

1. I work too hard considering my outcomes (R) 

2. 

3. 

4. 

5. 

6. 

I give a great deal of time and attention to the 

work, but do not feel appreciated (R) 

I invest more m my job than I receive m 

return (R) 

The rewards I receive are not proportional to 

my investments 

I put more energy into my job than it 1s 

worth 

I feel unfairly treated in my job (R) 
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