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Abstract: Job satisfaction has a huge impact on overall life quality involving social relationships, family
connection and perceived health status, affecting job performances, work absenteeism and job turnover.
Over the past decades, the attention towards it has grown constantly. The aim of this study is to analyze
simultaneously knowledge, attitudes, and practices toward job satisfaction in a general population in a
large metropolitan area. The data acquired from 1043 questionnaires—administered to subjects with an
average age of 35.24 years—revealed that only 30% is satisfied by his job. Moreover, among all the
tested sample, 12% receive, or often receive intimidation by their superior, and 23% wake up unhappy
to go to work. Marital status and having children seem to be an important factor that negatively
influences job satisfaction through worst behaviours. The multiple linear regression analysis shows
how knowledge is negatively correlated to practices; although this correlation is not present in a
simple linear regression showing a mediation role of attitudes in forming practices. On the contrary,
attitudes, correlated both to knowledge and practices, greatly affect perceived satisfaction, leading us
to target our proposed intervention toward mindfulness and to improve welfare regulation towards
couples with children.

Keywords: job satisfaction; knowledge; attitude; practice; cross-sectional survey

1. Introduction

Job satisfaction has been defined as a “pleasurable or positive emotional state, result-
ing from the appraisal of one’s job experiences” [1]. Job satisfaction reflects on overall
life quality involving social relationships, family connection and perceived health status,
affecting job performances, work absenteeism and job turnover, leading, in some cases, to
serious psychological condition such as burnout [2–6].

The recent Gallup statistics on job satisfaction indicated that a very large portion of the
world’s 1 billion full-time workers is disengaged, more precisely, only 15% of workers are
happy and production in the workplace, the remaining 47% of workers are “not engaged,”
psychologically unattached to their work and company [7]. In the EU, approximately one
in five residents (16.9%) currently in employment expressed low levels of satisfaction with
their job, on the other hand approximately one in four (24.6%) expressed high levels of
satisfaction, the remaining residents (58.5%) declared medium levels of satisfaction with
their job [8]. Characteristics such as age, sex, education, occupation, commuting time
and difficulty as inadequate income, seems to be related to job satisfaction as they tent to
influence expectation and preferences of individuals’ reflection on their perceived work-
ing condition [9,10]; however, as assessed in Eurofound, European Working Conditions
Surveys [11] the relation between age and job satisfaction is very weak, although a slight
increase in low satisfaction prevalence was found in elder population, it does not increase
significantly with age even though expectations change during lifetime; educational attain-
ment and income seem to play a significant role in job satisfaction as they grow in parallel,
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leading to better positions and a higher wages, along with power and more decisional
autonomy. Sex is a factor as women seems to be overall more satisfied by their job in despite
of the worst general conditions [11–14]. Job satisfaction also relates to marital status as
single subjects’ results as the most satisfied by their work in some European Countries [15].
In Italy, the overall perceived job satisfaction seems to be similar to other regions in EU,
and social relations as well as family composition appear to play a relevant role [16].

Job satisfaction has been studied mostly over a specific category of workers [17,18],
as some types of works seems to be more related to pathological conditions such as
burnout [19,20] and job-related stress [21–23]; however, as reported by those authors, this
kind of selection method could lead to selection biases. According to van Saane [24],
although many studies were carried as since Job Satisfaction broke out in the last 70’s
as a central topic of interest, nor a mathematical instrument as reliable as desired nor a
comparative method were found, usually those studies were based on single components
of job satisfaction, taken out from extra working environment, and without analysing the
consequences on behaviours in day life [25–27]. The literature research demonstrated that
practices are the results of knowledge, attitudes, or their interaction. The KAP Survey
Questionnaire [28] can be applied to highlight the main features of knowledge, attitude,
and practice of a person, and to assess that person’s views on the matter. The purpose,
when using the KAP Survey Model, is to measure a phenomenon through the quantitative
collection method of a large amount of data through the administration of questionnaires
and then statistically process the information obtained. Through a questionnaire, however,
seems to be easier to quantify job satisfaction. In addition to that, studying broader
populations’ consent to explore different components, both personal and environmental,
which concur to influence it [29,30].

In the recent literature, a KAP model was used only once to analyse behaviours toward
job satisfaction. In his work, Alavi [31] conducted a survey based cross-sectional study
on 530 Iranian radiation workers; although it comprehends simultaneously knowledge,
attitude, and practices, it was conducted on a specific category of workers and on a narrower
population. Therefore, since to the best of our knowledge none of the studies presented
in the literature are carried out on a broader population relating both knowledge and
attitudes to behaviours on job satisfaction, the aim of this study is to analyse simultaneously
knowledge, attitudes, and behaviours toward job satisfaction in a large metropolitan area.
It is important to investigate this phenomenon to evaluate the condition and develop health
education programs and community-based intervention to increase job satisfaction and
knowledge and positively orienting attitudes.

2. Material and Methods
2.1. Participants and Procedure

This cross-sectional study was conducted from November 2021 to February 2022 in the
large metropolitan area of Naples, southern Italy, among working places, universities, and
community centres. No specific category of participants was selected. In the questionnaire,
respondents indicated their occupation by choosing from the following options: lawyer,
architect, engineer, doctor, accountant, entrepreneur, teacher, law enforcement, trader,
student, employee, worker, unemployed, other. Table 1 shows the categories indicated
by the participants. The criteria for inclusion in the study required that respondents of a
general population were over 18 years old, belonging to one of the categories of employment
listed in Table 1, and resided in the metropolitan area of Naples. Every participant directly
received a questionnaire (available upon request from the corresponding author) and at
the time of filling out the questionnaire, the aim of the study and the anonymity and
privacy of the data collecting method being used was explained, both in written form, as
an introduction part of the questionnaire, and verbally to each of the participants. The
questionnaire consisted of basic information about participants (age, gender, children, civil
state, education level, profession, smoke habits) and three pools of questions divided in
knowledge, attitudes and behaviours concerning their job satisfaction for a total number
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of 37 questions. The construction of the questionnaire was carried out as recommended
by the KAP Model [28], briefly was divided into four phases: (1) Constructing the survey
protocol; (2) Preparing the survey; (3) Course of the KAP survey in field; (4) Data analysis
and presentation of the survey report. To develop the questionnaire, research questions
based on the “Objectives of the study” were first carried out to develop the research
questions, according to KAP Survey Model [28], the knowledge was considered as a set of
understandings, knowledge, and “science” while Attitude as a way of being, a position.
After, the research questions were reduced in number by removing those questions that
require unnecessary information. When the above step is also done, the difficult questions
have been changed/removed (closed questions have been used because one of the most
important things that will increase the relevance of the questions is that the questions must
be closed questions). Knowledge and attitudes were assessed on a three-point Likert scale
with options for “agree”, “uncertain”, and “disagree”, while inquiries regarding behaviours
were in a four-answer format of “never”, “sometimes”, “often”, and “yes/always”. A pilot
study was also carried out to test the questionnaire and to verify the reliability of questions.
Finally, all the collected questionnaires were digitalized submitting the codified answers in
an Excel worksheet (MS Office).

Table 1. Study population characteristics.

Study Population N Percentage

Sex 1043

Male 427 40.9
Female 616 59.1

Age

18–30 467 44.6
31–35 255 24.3
36–40 82 7.8
41–45 64 6.3
46–50 65 6.6
51–70 110 10.4

Civil state

Single 298 28.6
Married 293 28.1

In a relationship 428 41.0
Divorced/Separated 15 1.4

Widowed 9 0.9

Education

Middle school 38 3.6
Degree 681 65.3

Primary school 21 2.0
High school 303 29.1

Profession

Architect 29 2.8
Business owner 29 2.8

Employee 158 15.1
Teacher 44 4.2
Dealer 19 1.8

Student 146 14.0
Others 189 35.6
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Table 1. Cont.

Study Population N Percentage

Lawyer 76 7.3
Unemployed 10 1.0

Business Consultant 17 1.6
Physician 232 22.2

Children

Yes 276 26.5
No 767 73.5

2.2. Statistical Analysis

Data reported by the study were analysed using IBM SPSS (vers. 27) statistical software
program. The analysis was carried out in two stages. In the first stage, a descriptive statistic
was used to summarize the basic information of the statistical units. In the second stage, a
Multiple Linear Regression Analysis (MLRA) was used to model the linear relationship
between the independent variables and dependent variable.

The dependent variables (Knowledge, Attitudes and Behaviours) had been obtained
by adding the scores obtained in the corresponding questions (questions with inverse
answers have been coded inversely). The independent variables were included in all
models: sex (1 = male, 2 = female); age, in years; education level (1 = primary school,
2 = middle school, 3 = high school, 4 = university degree); civil state (1 = Single; 2 = In a
relationship; 3 = Married; 4 = Separated/Divorced; 5 = Widowed).

The main results from a MLRA contains the statistical significance of the regression
model as well as the estimation and the statistical significance of the beta coefficients
(p-value < 0.05) and the coefficient of determination (R-squared and adjusted R-squared),
used to measure how much of the variation in outcome can be explained by the variation
in the independent variables. Three MLRA were developed:

(1) Knowledge about job satisfaction (Model 1);
(2) Attitudes toward resilience and mindfulness (Model 2);
(3) Actual behaviours regarding Job and Job-related life (Model 3).

In Model 2, we added Knowledge to the independent variables, and in Model 3, we
added Knowledge and Attitudes to the independent variables. In the analysis, we considered
Attitudes and Knowledge as indexes rather than a scale, which means that each observed
variable (A1, . . . , A13 and K1, . . . , K12) is assumed to cause the latent variables associated
(Attitude and Knowledge). In other terms, the relationship between observed variables and
latent variables is formative. Therefore, inter-observed variables correlations are not required.
On the contrary, the relationship between the observed variables (B1, . . . , B14) and latent
variable Behaviour could be considered reflective (Cronbach’s alpha = 0.825). All statistical
tests were two-tailed, and the results were statistically significant if the p-values were less
than or equal to 0.05.

3. Results and Discussion

Out of the 1057 participants, 1043 anonymous self-report surveys were returned, re-
sulting in a response rate of 98.7%. Table 1 shows the characteristics of the study population:
the mean age of the study population is 35.24 years; in 18–70 age range, the main group
of distribution was 18–30 representing 44.6% of the sample; sex distribution shows that:
427 are men, 616 are woman. A large majority (73.5%) does not have children, while 26.5%
of the sample has them. Most of the participants have a post graduate degree, while 29.1%
are high school graduates. Among them, 22.2% are physicians, 15.1% teachers and 14.0%
students (Table 1).

Respondent’s knowledge about job satisfaction is presented in Table 2. While a
large majority of the sample population (91.7%) has a well-defined knowledge about job
satisfaction main characteristics such as mains definitions, both of work-related stress and
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mobbing, most of them does not know or are not aware which risks are specifically related
as only 31.4% knows that job related stress and mobbing are a threat to their cardiovascular
health. Only 28.7% of the population knows that “Only 15% of worker, globally, are satisfied
by their work” demonstrating that while knowledge regarding job related stress is well
spread, the sample does not know how diffused it is and what kind of risks it involves, and
that state provide a compensation for job related stress.

Table 2. Knowledge of respondents toward job satisfaction.

N. Statement (Variables) Agree (%) Uncertain (%) Disagree (%)

K1
Work related stress is more

frequent in some
professional categories.

86.5 6.7 6.8

K2 Men are more affected by work
related stress than women. 6.5 21.4 72.1

K3

Work related stress is a
condition that can be

accompanied by physical,
psychic, and social disturbs.

91.7 7.2 1.2

K4 Only 15% of worker, globally,
are satisfied by their work. 28.7 61.6 9.7

K5
Worker from Northern Italy

are more stressed than worker
from Southern Italy.

16.1 34.0 49.9

K6
Mobbing is a form of physical
and verbal abuse toward one

or more people.
88.1 10.8 1.1

K7
Mobbing and work-related

stress increase cardiovascular
disease risk.

31.4 61.5 0.1

K8 Mobbing refers only to
physical violence. 82.1 16.7 1.2

K9 Burnout is a syndrome linked
to work related stress. 69.1 28.8 2.1

K10 INAIL * pays compensation
from work related stress. 21.0 61.2 17.8

* INAIL: Istituto Nazionale Assicurazione Infortuni sul Lavoro (National Institute for Occupational Acci-
dent Insurance).

In Table 3 are described attitudes toward job satisfaction. Most of the participants think
that working out is relaxing and spending time is regenerating, showing a good attitude to
copy with work related stress. According to 93.4% of the sample, workload plays a key role
in job satisfaction, as well as adequate wages and a clear task schedule. Several studies have
enlightened that when workers lack a clear definition of the tasks which are necessary to
fulfil a specific role, their levels of job satisfaction are likely to be negatively affected [32–34].
Interestingly, most of the population sees challenges as a motivation to do better (80.2%)
and are motivated by career opportunities (90.7%); however, 50.5% of the population
has a negative attitude about changes. In confirmation of that, when asked if “Changes
lead to stress”, only a small fraction of the sample (14.6%) disagreed. This allowed us to
assume that, although most of the population sees problems as an opportunity to learn,
improve and progress in their work, they are aware of the difficulties connected to changing
scenarios. About 27.2% of the sample does not have a positive attitude toward sharing
their feeling about problems at work talking out loud. Bad interpersonal relationships with
co-workers are another reason for job dissatisfaction. Poor or unsupportive relationships
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and conflicts with colleagues and/or supervisors lead to negative psychological intensions,
resulting in job dissatisfaction [35,36].

Table 3. Attitude of respondents toward job satisfaction.

N. Statement (Variables) Agree (%) Uncertain (%) Disagree (%)

A1 Workout is relaxing. 82.4 10.4 7.3

A2 Facing a problem there are
multiple solutions. 77.6 19.4 3.1

A3 Facing an obstacle
is demotivating. 18.9 31.6 49.5

A4 Challenges are a motivation
to do better. 80.2 18.1 1.6

A5 Doing a work that satisfy us
makes it easier. 88.3 6.7 5.0

A6 An inadequate wage makes
work harder. 2.7 8.8 88.5

A7 Career opportunities push us
to do better. 90.7 8.6 0.7

A8 Spending time outdoor is
regenerating. 94.2 5.0 0.8

A9
Speaking openly of our work

problem helps get
through them.

72.9 21.5 5.7

A10 Changes lead to stress. 50.8 34.6 14.6

A11 Job related stress is
underrated. 83.7 12.2 4.1

A12 An excessive workload can
lead to job related stress. 93.4 5.9 0.7

A13 Unclear work tasks can
cause stress. 86.1 12.3 1.6

Behaviours of respondents are listed in Table 4: A consistent part of the sample re-
sponded positively to the group of question toward behaviours regarding their coping level
of stressful situation (B2, B4, B8, B9, B10) showing a reported good resilience. Commuting
seems to be a problem for at least a third of the sample, also in a metropolitan area served
by 2 subways, full bus service, car sharing services and a speedway. Job satisfaction is
associated negatively with constraints such as commuting time. This dead time, mostly
unpaid, is mandatory for workers to reach workplace. Although this is not considered as
working time, and only a specific class is refunded, from the employers’ perspective, it is
time dedicated to work and a strong determinant for low satisfaction levels. EU workers
were much more likely to be highly (37.9%) or moderately satisfied (41.7%) with their com-
muting time compared to their job satisfaction. Most of the sample responded to not having
experienced mobbing; although even a “low” result, such as a cumulative, summing both
“yes/always” and “often”, of 11.8% is alarming and pushes us to study more about this
phenomenon. Interestingly, 30.9% of respondents are satisfied about their work, reaching a
total of 59.5%. In addition, with a “often” response showing a large appreciation of their
jobs, 22.9% of the respondents “wake up unhappy to go to work”, and feel “stuck in a job
with no career opportunities” (27.7%). The sample has no problems managing their work
and social life (48.3%); however, only a complex of 35% of the sample usually spend their
time with colleagues outside the office.
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Table 4. Behaviour of respondents toward job satisfaction.

N. Questions Yes (%) Often (%) Sometimes (%) Never (%)

B1 Are you satisfied about your
working life? 30.9 28.6 31.4 6.4

B2 Have you got troubles
performing your daily duties? 6.0 10.7 61.8 21.4

B3 Do you manage to have a
social life? 31.4 16.9 44.2 7.5

B4 Have you got trouble
sleeping? 10.9 14.7 51.0 23.4

B5
Have you got trouble, with

transportation, reaching your
workplace?

20.5 11.2 34.3 33.9

B6 Do you drink alcohol
after work? 4.4 6.0 37.5 52.1

B7 Do you receive pressions or
intimidation from a superior? 5.9 5.9 33.6 54.6

B8 Do you think your workload
is overwhelming? 12.8 17.5 50.3 19.4

B9 Have you got trouble
focusing? 6.3 14.7 61.1 17.9

B10 Do you lose your temper if an
unexpected event happens? 12.9 13.6 55.8 17.6

B11 Do you wake up unhappy to
go to work? 11.4 11.5 55.8 21.3

B12
Have you got the feeling to be
stuck in a job with no career

opportunities?
17.6 10.1 37.4 34.9

B13 Do you skip work for
health problems? 7.3 1.2 42.5 49.1

B14 Do you hang out with your
colleagues outside the office? 18.0 17.0 47.5 17.5

Table 5 illustrates results of linear multiple regression in three models: in Model I
Knowledge, as dependent variable, correlate, with a p-value < 0.001; with “sex”, inter-
estingly, woman seem to have a higher overall score of knowledge in disagreement with
Gulavani [37] whose study was conducted among a sample of nurses and found no signifi-
cant relation between sex and knowledge on job satisfaction. Al-Haroon [38] evidenced that
among health workers, men had a better overall level of knowledge. These results, however,
were collected over specific categories of employees, in a narrower sample; whereas our
study was represented by a general population of a metropolitan area. No statistically
significant correlation between knowledge and age, civil status, children, and education
levels was encountered.

Previous research asses that attitude plays a key a role in job satisfaction, as some
attitudinal characteristics of the subject influence perspective, coping skills and stressful
situation management [39–41]. In Model II (Table 5) we correlated, through MLRA, atti-
tudes with age, sex, civil state, having children, education, and overall knowledge score.
With a p-value < 0.001, two correlations were found with education and overall knowledge
score, both positively. Those results reflect, in accordance with Alavi [31], who found that
higher level of education was among 3 factors that predicted job satisfaction and attaining
a higher university degree compared to lower degrees contributes to a feeling of coherence,
success at work, personal growth and self-respect, self-realization and intrinsic motivation,
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that education level and therefore a higher level of knowledge contributes to generating a
sense of job satisfaction. In the questionnaire we tried to collect all those propension and as
a result: in agreement with Hermanwan [42], Andrews [43] and Choi [44], subjects with
better knowledge and high levels of education tent to have better attitudes.

Table 5. Results of the linear multiple regression.

Coefficients Not Standardized Coefficients Standardized

T Standard Error Beta t p-Value

Model I—Dependent variable: Knowledge

Age 0.003 0.006 0.015 0.453 0.651
Sex 0.723 0.106 0.188 6.834 <0.001

Civil State −0.011 0.058 −0.005 −0.181 0.857
Children −0.043 0.138 −0.010 −0.313 0.754

Education 0.168 0.090 0.059 1.865 0.062

Model II—Dependent variable: Attitudes

Age −0.021 0.009 −0.070 −2.348 0.19
Sex 0.238 0.167 0.037 1.429 0.153

Civil State 0.076 0.090 0.021 0.842 0.400
Children 0.084 0.213 0.012 0.393 0.694

Education 1.433 0.132 0.300 10.831 <0.001
Knowledge 0.591 0.044 0.354 13.348 <0.001

Model III—Dependent variable:
Behaviour

Age 0.010 0.021 0.017 0.486 0.627
Sex −0.771 0.398 −0.059 −1.940 0.053

Civil State −0.742 0.213 −0.102 −3.475 <0.001
Children −2.600 0.503 −0.177 −5.168 <0.001

Education 0.509 0.333 −0.052 1.530 0.126
Knowledge −0.432 0.114 −0.126 −3.797 <0.001
Attitudes 0.537 0.072 0.262 7.427 <0.001

In Model III, behaviours taken as a dependent variable are correlated to age, sex,
civil state, children, education, knowledge, and attitudes. The results of linear multiple
regression in this model assess that behaviours are negatively correlated to civil state,
sons, and knowledge, and positively correlated to attitudes. Our findings show that there
is a positive correlation between behaviours and attitudes, in agreement with previous
literature [45–47], demonstrating that people with better attitudes tent to have a better
overall behaviour. Surprisingly, in Model III, knowledge also has a statistically significant
correlation to behaviours but in a negative way. This correlation, however, is not present
when we correlate those variables alone in a Pearson’s correlation between knowledge,
attitudes, and behaviours (Table 6). This evidence, therefore, suggests that attitude mediates
the effect of knowledge on behaviours, assessing an important relation between those two
determinants. People with a better overall score in behaviours tend to have a higher score
in knowledge and attitude. In this sample, those who have a lower score in knowledge also
has a higher behaviour score in accordance with a part of the previous literature [48,49].
This enlightens the importance of high levels of knowledge in order to form better attitudes
in the pursuit of job satisfaction. Civil state and having children seem to play a key role in
performing a better behaviour about job satisfaction; which is also evident in one specific
question about behaviour: Question “B14” enlightens the social practices of subjects with
colleagues outside the work environment, and the statistical analysis on this topic shows
that subject with a more stable sentimental situation or with child tend to hang out with their
colleagues less, likely worsening their relationships at work and getting a worse overall
behaviour score and worse attitude toward the topic in agreement with Sousa-Poza [50] and
Armstrong [51]. Job satisfaction has a strong correlation to family characteristics: Subjectst
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who have families with children have less positive behaviours towards their job satisfaction,
directly affecting their overall behaviour score; this evidence is in contrast with Alavi [31],
who states that job satisfaction is positively affected by family, assessing that “married
employees have opportunities to receive support or advice from their family to mediate
job conflicts,” Although he admits that in the literature, this result is controversial as some
authors, such as Clark [52], found that “married employees experienced a higher level of
job satisfaction than their unmarried co-workers”, and Booth and Van Ours’ [53], study
did not find a statistically relevant correlation with the presence of children. Those results,
therefore, suggest creating targeted educational programs, community-based intervention,
and legal regulation, to improve self-awareness and resilience among workers, and a more
practical intervention could be directed to families with child.

Table 6. Pearson’s correlation between knowledge, attitudes, and behaviours.

Knowledge Attitudes Behaviours

Knowledge

Pearson’s correlation 1 0.440 0.000
p-value 0.000 0.992

Attitudes

Pearson’s correlation 0.440 1 0.248
p-value 0.000 0.000

Behaviours

Pearson’s correlation 0.000 0.248 1
p-value 0.992 0.000

4. Conclusions

This study shows that the metropolitan population has general good knowledge
about job satisfaction as well as a positive attitude. Job satisfaction, however, is reflected
accordingly only with attitudes. While it has a negative relation to civil state and having
children, this means that the experimental results of this study may be used to create
targeted educational programs, community-based intervention, and legal regulation, to
improve self-awareness and resilience among workers. A more direct intervention could
be directed to families with children. Social networking with colleagues has an important
impact on job satisfaction, as the part of the sample who responded positively to the specific
question, had an overall better behaviour. Although, in this case, having children seems
to be, as they negative correlate, a huge limitation to this practice. Considering that, as
previously stated, the impact of job satisfaction on the population has a strong impact
in terms of life balance, health, and economics, and it is well known that only a small
fraction of workers are fully satisfied. It might be important to promote welfare regulation
to allow a larger part of the population to conciliate work and family. Results of this paper
could be an indicator of how to establish an educational program more efficiently. It is
mandatory to strengthen specific knowledge about job satisfaction through the general
population toward the importance of job satisfaction and the benefits related to a correct
approach to work-life. The impact of a public health intervention could be even more
effective by integrating another program to orient and define attitudes, which in turn
will influence people to practice a mindfulness mental setting toward job satisfaction. In
conclusion, a training program based on fundamental practices of job satisfaction should
be improved in the young population, in early stage of family life, or before they have
children, in order to achieve a double objective: “training family and spreading the practice
to a future generation”.
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14. Perugini, C.; Vladisavljević, M. Gender inequality and the gender-job satisfaction paradox in Europe. Labour Econ. 2019, 60,

129–147. [CrossRef]
15. EFILWC. Measuring Job Satisfaction in Surveys–Comparative Analytical Report. 2007. Available online: https://archives.eui.eu/

en/isaar/645 (accessed on 14 May 2022).
16. Fiorillo, D.; Nappo, N. Job satisfaction in Italy: Individual characteristics and social relations. Int. J. Soc. Econ. 2014, 41, 683–704.

[CrossRef]
17. Platis, C.; Reklitis, P.; Zimeras, S. Relation between job satisfaction and job performance in healthcare services. Procedia-Soc. Behav.

Sci. 2015, 175, 480–487. [CrossRef]
18. Zhang, M.; Yang, R.; Wang, W.; Gillespie, J.; Clarke, S.; Yan, F. Job satisfaction of urban community health workers after the 2009

healthcare reform in China: A systematic review. Int. J. Qual. Health Care 2016, 28, 14–21. [CrossRef] [PubMed]
19. Lacy, B.E.; Chan, J.L. Physician burnout: The hidden health care crisis. Clin. Gastroenterol. Hepatol. 2018, 16, 311–317. [CrossRef]

[PubMed]
20. Wu, F.; Ren, Z.; Wang, Q.; He, M.; Xiong, W.; Ma, G.; Zhang, X. The relationship between job stress and job burnout: The

mediating effects of perceived social support and job satisfaction. Psychol. Health Med. 2021, 26, 204–211. [CrossRef]

http://doi.org/10.1007/BF00869249
http://doi.org/10.1108/02683940410559365
http://doi.org/10.1002/job.1830
http://doi.org/10.1016/j.procs.2017.11.328
http://doi.org/10.1177/0020852316670489
https://www.gallup.com/workplace/316064/employee-engagement-hits-new-high-historic-drop.aspx
https://www.gallup.com/workplace/316064/employee-engagement-hits-new-high-historic-drop.aspx
https://ec.europa.eu/eurostat/databrowser/view/ILC_PW05__custom_1172964/bookmark/table?lang=en&bookmarkId=6df73e07-c51b-40a2-9543-454eddc53166
https://ec.europa.eu/eurostat/databrowser/view/ILC_PW05__custom_1172964/bookmark/table?lang=en&bookmarkId=6df73e07-c51b-40a2-9543-454eddc53166
https://ec.europa.eu/eurostat/databrowser/view/ILC_PW05__custom_1172964/bookmark/table?lang=en&bookmarkId=6df73e07-c51b-40a2-9543-454eddc53166
http://doi.org/10.1007/s10902-014-9548-x
https://www.eurofound.europa.eu/surveys/european-working-conditions-surveys-ewcs
https://www.eurofound.europa.eu/surveys/european-working-conditions-surveys-ewcs
http://doi.org/10.1111/irel.12126
http://doi.org/10.1111/irel.12171
http://doi.org/10.1016/j.labeco.2019.06.006
https://archives.eui.eu/en/isaar/645
https://archives.eui.eu/en/isaar/645
http://doi.org/10.1108/IJSE-10-2012-0195
http://doi.org/10.1016/j.sbspro.2015.01.1226
http://doi.org/10.1093/intqhc/mzv111
http://www.ncbi.nlm.nih.gov/pubmed/26678804
http://doi.org/10.1016/j.cgh.2017.06.043
http://www.ncbi.nlm.nih.gov/pubmed/28669661
http://doi.org/10.1080/13548506.2020.1778750


Int. J. Environ. Res. Public Health 2022, 19, 14214 11 of 12

21. Trivellas, P.; Reklitis, P.; Platis, C. The effect of jobrelated stress on employees’ satisfaction: A survey in health care. Procedia-Soc.
Behav. Sci. 2013, 73, 718–726. [CrossRef]

22. Yavuzer, Y.; Civilidag, A. Mediator role of depression on the relationship between mobbing and life satisfaction of health
professionals. Dusunen Adam J. Psychiatry Neurol. Sci. 2014, 27, 115. [CrossRef]

23. Yusop, Y.M.; Dempster, M.; Stevenson, C. Understanding inappropriate behaviour: Harassment, bullying and mobbing at work
in Malaysia. Procedia-Soc. Behav. Sci. 2014, 127, 179–183. [CrossRef]

24. Van Saane, N.; Sluiter, J.K.; Verbeek, J.H.A.M.; Frings-Dresen, M.H.W. Reliability and validity of instruments measuring job
satisfaction—A systematic review. Occup. Med. 2003, 53, 191–200. [CrossRef]

25. Jackson, S.E.; Maslach, C. After-effects of job-related stress: Families as victims. J. Organ. Behav. 1982, 3, 63–77. [CrossRef]
26. Bin, A.S. The relationship between job satisfaction, job performance and employee engagement: An explorative study. Issues Bus.

Manag. Econ. 2015, 4, 1–8.
27. Batura, N.; Skordis-Worrall, J.; Thapa, R.; Basnyat, R.; Morrison, J. Is the Job Satisfaction Survey a good tool to measure job

satisfaction amongst health workers in Nepal? Results of a validation analysis. BMC Health Serv. Res. 2016, 16, 1–13. [CrossRef]
[PubMed]

28. KAP Survey Model. Retrieved from The KAP Survey Model (Knowledge, Attitude & Practices); United States Agency for International
Development (USAID): Washington, DC, USA, 2011.

29. Spector, P.E. Job Satisfaction: Application, Assessment, Causes, and Consequences (Vol. 3); Sage: Newcastle upon Tyne, UK, 1997.
30. Li, L.; Hu, H.; Zhou, H.; He, C.; Fan, L.; Liu, X.; Sun, T. Work stress, work motivation and their effects on job satisfaction in

community health workers: A cross-sectional survey in China. BMJ Open. 2014, 4, e004897. [CrossRef] [PubMed]
31. Alavi, S.S.; Dabbagh, S.T.; Abbasi, M.; Mehrdad, R. Job satisfaction and its relationship to radiation protection knowledge, attitude

and practice [RP-KAP] of Iranian radiation workers. EMHJ-East. Mediterr. Health J. 2016, 22, 727–734. [CrossRef]
32. Lee, C.; Schuler, R.S. A constructive replication and extension of a role and expectancy perception model of participation in

decision making. J. Occup. Psychol. 1982, 55, 109–118. [CrossRef]
33. Wood, J.; Wallace, J.P.; Zeffane, R.; Schermerhorn, J.; Hunt, J.B.; Osborne, R.H. Organisational Behaviour: An Asian-Pacific Perspective;

John Wiley & Sons: Hoboken, NJ, USA, 1998.
34. English, F.W. (Ed.) Encyclopedia of Educational Leadership and Administration; Sage Publications: Newcastle upon Tyne, UK, 2006.
35. Amarantidou, S. Job Burnout and Job Satisfaction among Teachers: A Longitudinal Study. Ph.D. Thesis, University of Thessaly,

Volos, Greece, 2010. (In Greek)
36. Belias, D.; Koustelios, A. Leadership and job satisfaction—A review. Eur. Sci. J. 2014, 10. [CrossRef]
37. Gulavani, A.; Shinde, M. Occupational stress and job satisfaction among nurses. Int. J. Sci. Res. 2014, 3, 733–740.
38. Al-Haroon, H.I.; Al-Qahtani, M.F. The demographic predictors of job satisfaction among the nurses of a major public hospital in

KSA. J. Taibah Univ. Med. Sci. 2020, 15, 32. [CrossRef]
39. Judge, T.A.; Weiss, H.M.; Kammeyer-Mueller, J.D.; Hulin, C.L. Job attitudes, job satisfaction, and job affect: A century of continuity

and of change. J. Appl. Psychol. 2017, 102, 356. [CrossRef]
40. Shahab, M.A.; Nisa, I. The influence of leadership and work attitudes toward job satisfaction and performance of employee. Int. J.

Manag. Stud. Res. 2014, 2, 69–77.
41. Judge, T.A.; Zhang, S.C.; Glerum, D.R. Job satisfaction. In Essentials of Job Attitudes and Other Workplace Psychological Constructs;

Routledge: London, UK, 2020; pp. 207–241.
42. Hermawan, S.; Wati, L.R.; Hanif, A.; Rahayu, R.A.; Rahayu, D. Healthy Lifestyle, Role Ambiguity, Spiritual Quotient, and Job

Burnout on Job Satisfaction. Muhammadiyah Int. J. Econ. Bus. 2019, 2, 170–182.
43. Andrews, M.C.; Kacmar, K.M.; Kacmar, C. The mediational effect of regulatory focus on the relationships between mindfulness

and job satisfaction and turnover intentions. Career Dev. Int. 2014, 19, 494–507. [CrossRef]
44. Im Choi, J.; Koh, M.S. Relations of job stress, burnout, mindfulness and job satisfaction of clinical nurses. Int. J. Biosci. Biotechnol.

2015, 7, 121–128.
45. Van der Walt, F.; De Klerk, J.J. Workplace spirituality and job satisfaction. Int. Rev. Psychiatry 2014, 26, 379–389. [CrossRef]

[PubMed]
46. Tharikh, S.M.; Ying, C.Y.; Saad, Z.M. Managing job attitudes: The roles of job satisfaction and organizational commitment on

organizational citizenship behaviors. Procedia Econ. Financ. 2016, 35, 604–611. [CrossRef]
47. Srimarut, T.; Mekhum, W. The Influence of Workload and Co-Worker Attitude on Job Satisfaction among Employees of Pharma-

ceutical Industry in Bangkok, Thailand: The Mediating Role of Training. Syst. Rev. Pharm. 2020, 11, 603–611.
48. Trivellas, P.; Akrivouli, Z.; Tsifora, E.; Tsoutsa, P. The impact of knowledge sharing culture on job satisfaction in accounting firms.

The mediating effect of general competencies. Procedia Econ. Financ. 2015, 19, 238–247. [CrossRef]
49. Kianto, A.; Vanhala, M.; Heilmann, P. The impact of knowledge management on job satisfaction. J. Knowl. Manag. 2016, 20,

484–498. [CrossRef]
50. Sousa-Poza, A.; Sousa-Poza, A.A. Well-being at work: A cross-national analysis of the levels and determinants of job satisfaction.

J. Socio-Econ. 2000, 29, 517–538. [CrossRef]
51. Armstrong, G.S.; Atkin-Plunk, C.A.; Wells, J. The relationship between work–family conflict, correctional officer job stress, and

job satisfaction. Crim. Justice Behav. 2015, 42, 1066–1082. [CrossRef]

http://doi.org/10.1016/j.sbspro.2013.02.110
http://doi.org/10.5350/DAJPN2014270203
http://doi.org/10.1016/j.sbspro.2014.03.236
http://doi.org/10.1093/occmed/kqg038
http://doi.org/10.1002/job.4030030106
http://doi.org/10.1186/s12913-016-1558-4
http://www.ncbi.nlm.nih.gov/pubmed/27461030
http://doi.org/10.1136/bmjopen-2014-004897
http://www.ncbi.nlm.nih.gov/pubmed/24902730
http://doi.org/10.26719/2016.22.10.727
http://doi.org/10.1111/j.2044-8325.1982.tb00083.x
http://doi.org/10.19044/esj.2014.v10n8p%25p
http://doi.org/10.1016/j.jtumed.2019.11.003
http://doi.org/10.1037/apl0000181
http://doi.org/10.1108/CDI-02-2014-0018
http://doi.org/10.3109/09540261.2014.908826
http://www.ncbi.nlm.nih.gov/pubmed/24953156
http://doi.org/10.1016/S2212-5671(16)00074-5
http://doi.org/10.1016/S2212-5671(15)00025-8
http://doi.org/10.1108/JKM-10-2015-0398
http://doi.org/10.1016/S1053-5357(00)00085-8
http://doi.org/10.1177/0093854815582221


Int. J. Environ. Res. Public Health 2022, 19, 14214 12 of 12

52. Clark, A.E. Job satisfaction in Britain. Br. J. Ind. Relat. 1996, 34, 189–217. [CrossRef]
53. Booth, A.L.; Van Ours, J.C. Job satisfaction and family happiness: The part-time work puzzle. Econ. J. 2008, 118, F77–F99.

[CrossRef]

http://doi.org/10.1111/j.1467-8543.1996.tb00648.x
http://doi.org/10.1111/j.1468-0297.2007.02117.x

	Introduction 
	Material and Methods 
	Participants and Procedure 
	Statistical Analysis 

	Results and Discussion 
	Conclusions 
	References

