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Abstract--Work engagement and job satisfaction are among the
aspects of psychological well-being. This study is an empirical
investigation regarding the levels of work engagement and job
satisfaction among doctors who work in Greek public hospitals.
Moreover, the purpose of the paper is to examine the relationship
between these two concepts. Results revealed that the concepts of
work engagement and job satisfaction are strongly positively
correlated, while work engagement appears to be a very important
predictor of intrinsic satisfaction but it can also predict extrinsic
satisfaction to some extent.
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Introduction and aims of the study

Psychological well-being is significant for job performance in the healthcare sector
[10] while the promotion of psychological health and job satisfaction is extremely
important for the improvement of service quality [1]. Work engagement and job
satisfaction are among the aspects of psychological well-being that have adverse
effects on organisations. In general, the services sector includes challenges that
make work engagement harder to achieve [10], [18]. However, there are relatively
few studies that address questions about healthcare professionals’ engagement,
even though there are findings that link physicians’ engagement with the quality
of healthcare services [14]. Furthermore, job satisfaction in the healthcare sector
is also linked to the quality of patient care [10], [13] and other positive outcomes.
With regard to the relationship between work engagement and job satisfaction,
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research suggests this relationship is positive [2], [30] but there are controversial
findings about the direction of this relationship [6], [24]. Based on the previously-
mentioned research, this study aims to determine whether doctors working in
public sector hospitals in Greece are engaged in their jobs and satisfied with
them. Moreover, this study investigates the relationship between work
engagement and job satisfaction and aims to determine the direction of their
relationship.

Literature Review

Based on the literature, engaged employees tend to be more energetic and
enthusiastic [10], [17] while there is a significant relationship between
engagement, work performance [4], [10] and the financial well-being of the
organization [28]. Research regarding work engagement has been conducted in
various sectors and the healthcare sector is not an exception. Indeed, there has
been a growing awareness of work engagement in the healthcare sector recently
[16]. Research on job satisfaction converged on a number of factors (under two
main categories: intrinsic and extrinsic factors) that contribute to job satisfaction.
In the medical sector, research suggests that both individual and organizational
factors are associated with job satisfaction. Job satisfaction is related to the levels
of job stress and work engagement [7] while job satisfaction in the medical sector
is a result of autonomy levels, cooperation between doctors and nurses, and
stress levels [29]. Nowadays, doctors are confronted with various challenges and
changes while their dissatisfaction with their job is linked to burnout, stress,
mistakes during work and a reduction in the quality of healthcare services ([10].

Both work engagement and job satisfaction are positive aspects of working life
that have attracted the interest of researchers [26] as they are both associated
with positive outcomes for employees and organizations. Researchers concur that
there is no clear direction regarding the relationship between these two [6], [24]
since the association between work engagement and job satisfaction has not been
investigated extensively [16]. Some research [3], [11], [15], [20] presents job
satisfaction as an outcome of work engagement. This is reinforced by other
research [12] that suggests engagement is an important determinant of job
satisfaction. In contrast, other findings [21], [25] present job satisfaction as a
predictor of work engagement. According to the relevant research, a positive
relationship between the two concepts has been confirmed but there is significant
room for explaining how they interact. That said, it is clear that engaged
employees tend to have higher levels of job satisfaction [19].

Methodology

This quantitative research employed primary source data by administrating
anonymous questionnaires to doctors in Greek public hospitals. The
questionnaires were sent to 7 healthcare regions of the country. In order to
measure job satisfaction, a version of the Minnesota Satisfaction Questionnaire
(MSQ) developed by [27] was employed while the Greek version of the Utrecht
Work Engagement Scale [22], [23] was adopted for measuring work engagement.
Pearson correlations and hierarchical regression analyses were performed in order
to investigate the relationship between the dimensions of work engagement and
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job satisfaction. The questionnaire was sent to 45 Greek public hospitals where
5% of the doctors’ population was randomly selected. There were 458 returned
questionnaires that were completed sufficiently for analysis (from 21 public
hospitals) out of 1,388, which corresponds to a 33% response rate. The study’s
confidentiality and anonymity were clearly stated. The questionnaire consisted of
three parts. The first part concerned the personal and professional characteristics
of the participants such as age, work experience, etc. The second part related to
the measurement of job satisfaction and included 20 items which were rated on a
scale ranging from 1 (very dissatisfied) to S (very satisfied). The third part was
related to the measurement of work engagement and assessed the three core
dimensions of engagement: vigor, absorption and dedication. The research
hypotheses, based on the relevant literature, were the following:

e Hypothesis 1: Doctors in the Greek public sector are engaged in their jobs.

e Hypothesis 2: Doctors in the Greek public sector are satisfied with their
jobs.

e Hypothesis 3: There is a strong positive relationship between job satisfaction
and work engagement

e Hypothesis 4: Work engagement is an important predictor of job satisfaction

Results

Based on the aims of the study, the levels of work engagement among doctors
were estimated. Overall, doctors appeared to be engaged in their jobs and the
mean of their responses was 3.47 (SD=.33). Respectively, doctors noticed
relatively high scores on each sub-scale of work engagement as the mean of vigor
was 3.36 (SD=34), the mean of dedication was 3.78 (SD=.40) and the mean of
absorption was 3.26 (SD=.36). Based on these results, the first hypothesis of this
study was confirmed. The current study examined the levels of doctors’ job
satisfaction. Based on the results, doctors working in the public hospitals of
Greece seem satisfied with their jobs as the mean of their responses was 3.30
(SD=.55). However, while they were satisfied with the aspect of intrinsic
satisfaction (M= 3.62, SD= .33), they were dissatisfied with the sub-scale of
extrinsic satisfaction (M=2.80, SD= .30). Therefore, the hypothesis that doctors
are satisfied with their jobs was confirmed with regard to general and intrinsic
satisfaction. The Pearson -correlation analysis revealed positive correlations
between all sub-scales of job satisfaction and work engagement, so the third
hypothesis of the study was also confirmed (see table 1).

Table 1
Correlations between work engagement and job satisfaction

Variable Vigor Dedication | Absorption | Work Intrinsic Extrinsic | General
engagem. | satisf. satisf. satisf.

Vigor 1

Dedication | .73*** 1

Absorption | .75*** o7 1

Work KB Rk .90*** .89** 1

engagem.
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Intrinsic L55%** .61 Fx* .50%** .6 1*** 1
satisf.
Extrinsic .36*F* .38 .36%** 40*** .53*x* 1
satisf.
General .54 .58 4O .58%*** .Q3*** 79*** 1
satisf.
***p<0.001

Three hierarchical regression models were executed so as to examine a) the
potential relationship between job satisfaction and work engagement b) the effect
of work engagement on general job satisfaction and c¢) the effect of work
engagement on intrinsic job satisfaction. In the three regression models the
independent variables were the same, namely, the three dimensions of work
engagement, while the regression models employed a different dependent variable.
In the first regression model, the dependent variable was general job satisfaction.
The effect of the independent variables on the dependent variable of job
satisfaction showed that there is a statistically significant correlation between
work engagement and job satisfaction. In particular, the dimensions of work
engagement accounted for 35% of job satisfaction variance (R2=.35,
F(3.40)=71.67, p<.001). Multiple regression revealed that vigor significantly
predicted job satisfaction (f=0.19, p<.01), as well as dedication ($=0.23, p<.001)

Table 2
Regression analysis of work engagement on general job satisfaction

Adjusted R Square | F test statistics

(R?) F p
Vigor
Dedication 0347+ 118.97 -000
Absorption

t test statistics

B t b
Vigor 0.19** 3.34 .001
Dedication 0.23*** 5.79 .000
Absorption 0.05 0.05 281

*#*p<0.01,**p<0.001

The dependent variable of the second regression model was intrinsic job
satisfaction. The effect of the independent variables on the dependent variable of
intrinsic job satisfaction showed that there is a statistically significant correlation
between work engagement and intrinsic job satisfaction. In particular, the
dimensions of work engagement accounted for 38% of intrinsic job satisfaction
(R2=.38, F(3.40)=83.70, p<.001). Multiple regression showed that both vigor
(B=0.18, p<.01) and dedication (f=0.33, p<.001) significantly predicted intrinsic
job satisfaction.
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Table 3
Regression analysis of work engagement on intrinsic job satisfaction

Adjusted R Square | F test statistics

(R?) F P
Vigor
Dedication 0.381% 176.04 -000
Absorption

t test statistics

B t o
Vigor 0.18** 2.81 .005
Dedication 0.33*** 7.01 .000
Absorption 0.07 1.25 214

*#*p<0.01,**p<0.001

Finally, in the third model, the dependent variable was extrinsic job satisfaction.
The effect of the independent variables on the dependent variable of extrinsic job
satisfaction showed that there is a statistically significant correlation between
work engagement and extrinsic job satisfaction. In particular, the dimensions of
work engagement accounted for 16% of extrinsic job satisfaction (R2=.16,
F(3.41)=26.46, p<.001). However only dedication (f=0.12, p<.05) significantly
predicted extrinsic job satisfaction. All things considered, work engagement was
shown to be an important predictor of general and intrinsic satisfaction while it
could also explain, to a certain extent, extrinsic satisfaction. Hence, the last
hypothesis of the study was also confirmed.

Table 4
Regression analysis of work engagement on extrinsic job satisfaction
Adjusted R Square | F test statistics
(R?) F p
Vigor
Dedication 0.156%* 151.52 :000
Absorption
t test statistics
B t b
Vigor 0.13 1.85 .066
Dedication 0.12* 2.46 .014
Absorption 0.11 1.89 .059
*p<0.05

Discussion and Conclusion

The empirical results of this research revealed that doctors working in Greek
public hospitals tend to be engaged in their jobs. Hence, the first hypothesis of
the study was confirmed. These results related to all dimensions of work
engagement while the highest scores were noticed in the dimension of dedication.
There are many studies that confirm the positive outcomes of employees engaged
in their work at their organization such as [10]. Work engagement is linked with
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performance-based outcomes [4] and client satisfaction [21]. In general, higher
engagement of healthcare professionals is linked with safer patient outcomes [14].
According to the results, doctors working in Greek public hospitals tend to be
satisfied with their jobs, to a degree. In particular, doctors tend to be slightly
intrinsically satisfied but dissatisfied with extrinsic aspects of their job. Intrinsic
satisfaction involves ability utilization, advancement, creativity, independence and
recognition while typical elements of extrinsic motivation are working conditions,
organization policies, compensation and security.

Literature confirms that intrinsic factors are important for the development of job
satisfaction. For example, autonomy is one of the most important factors
regarding job satisfaction [9]. Respectively, recognition is another extremely
important factor for job satisfaction [10]. Therefore, the nature of doctors’ work
itself may explain the levels of their satisfaction. On the other hand, the finding
that doctors’ extrinsic satisfaction was low in comparison with intrinsic and
general satisfaction might be predictable, given the era in which this study was
conducted. Due to the financial crisis, the government in Greece has reduced
doctors’ salaries while the whole healthcare system has been reconstructed. The
relevant literature, however, revealed that doctors appeared to have small
differences in job satisfaction levels in comparison with the period before the
financial recession, mainly in terms of compensation and the sense of safety.
Based on the empirical results, a positive significant relationship was identified
between job satisfaction and work engagement. Hence, the hypothesis regarding
the positive relationship between job satisfaction and work engagement was
confirmed. This result is consistent with other researchers’ findings [2], [30].
Moreover, the analysis indicated that engagement is an important predictor of
both intrinsic and extrinsic job satisfaction. Many relevant studies have
concurred that engagement may be a predictor of job satisfaction [2], [8], [20],
[24], [25].

Furthermore, work engagement was examined as a predictor of job satisfaction,
not only in terms of general satisfaction but also in terms of intrinsic and
extrinsic satisfaction. Work engagement appeared to be a very important predictor
of intrinsic satisfaction but could also predict extrinsic satisfaction to some
extent. We expected intrinsic satisfaction to be predicted by work engagement.
Intrinsic satisfaction, based on the Minnesota Satisfaction Questionnaire, covers
the aspects of ability utilization, achievement, activity, advancement etc.
Undoubtedly, work engagement is a motivational concept that can be predicted
from job resources and personal resources [5]. Therefore, the aspects covered
within intrinsic satisfaction are linked to work engagement.On the other hand,
extrinsic satisfaction derives from aspects that do not relate to the employee, for
example the policies governing human resources and the working conditions.
While no study could be found that directly assesses work engagement as a
predictor of extrinsic satisfaction, previous research does indeed indicate a
positive relationship between work engagement and extrinsic motivation. In
particular, intrinsically-motivated employees have higher levels of engagement
through the involvement of extrinsic factors. Literature presents controversial
results with regard to the aspect of pay (which is important for the job
satisfaction) and its link to work engagement; however, there is research
suggesting that financial rewards are positively linked to work engagement. More
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research regarding work engagement and extrinsic facets of job satisfaction is
considered essential for a deeper understanding of this relationship.
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