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ABSTRACT

 The study sought to assess the impact of work environment on employee job satisfaction in public institutions: A case of Bombo Regional Hospital. Positivistic philosophy and quantitative research approach were used to produce quantifiable and reliable data generalized to some large population. In addition, it was thought that a case study design would be advantageous given this study's circumstances of constrained time and resources. A sample size of 222 respondents out of 500 employees working at Bombo Regional Hospital was considered to be reasonable and affordable using simple random sampling. Descriptive statistics was used to analyze quantitative data concerning the impact of work environment towards employees’ job satisfaction at Bombo Regional Hospital. Multiple regression analysis was also carried out to determine the general relationship between the independent (supervision, reward and responsibility) and dependent variables (employees’ job satisfaction). Based on the study findings, all variables included in the model (supervision, reward and responsibility) predicted 51% of variations on employees’ job satisfaction (Nagelkerke R2 = 0.51). Therefore, all variables included in the model had significant effects or relationship on employees’ job satisfaction at the work place. Based on the study findings, the researcher recommends that the issue concerning to the impact of work environment on employee’s job satisfaction should be addressed by public institutions like the hospitals since it motivates employees to treat their work seriously and with joy and keeps them committed to their duties.

Keywords: work environment, job satisfaction, supervision, reward and responsibility
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CHAPTER ONE

INTRODUCTION

1.1 
Chapter Overview

This chapter gives an overview of the study on assessment of the impact of work environment on employee’s job satisfaction in public institution. It contains the background of the study, the statement of the research problem, the objectives of the study, as well as its significance. The last section in this chapter describes the organization of the proposal.

1.2 
Background of the Study

The employee is an essential element in the process of implementing the enterprise's mission and vision, especially in the production sphere. In order to guarantee both the quantity and quality of their work, employees must fulfill the performance standards established by the company. Employees must operate in an atmosphere free from obstacles that prevent them from realizing their full potential if they are to satisfy organizational standards (Raziq et al., 2015). They also require a suitable supervisor who will create this atmosphere for them, but more importantly, who will inspire them to work ethically and feel proud of the job they have done.

An employee's level of job happiness significantly affects his performance. The impression of job safety among employees is influenced by both factors. A contented worker puts his all into his task, follows instructions more accurately, and looks out for both himself and others. He feels secure working for the company (Szymon et al., 2020). A sense of accomplishment and success among employees is one way to characterize job happiness. Most people agree that there is a direct correlation between it and both personal and professional well-being and productivity. Work satisfaction is defined as performing well at work and receiving recognition for one's own efforts (Szymon et al., 2020).

Supervisor support plays a substantial role in increasing employee job satisfaction (Muhammad et al., 2017). Individuals may also approach certain aspects of their jobs differently, depending on the kind of work they are performing, their coworkers, superiors, or subordinates, as well as their pay. Every employee responds differently to varied leadership and motivational approaches, which can boost output and job happiness. Because of this, job satisfaction plays a crucial role in inspiring workers to perform better (Raziq et al., 2015).

Reward practice is essential, both for reinforcing behavior and as an incentive or motivator for achieving overall organizational performance (Mabaso (2017). According to Raziq et al. (2015), dissatisfied employees will not be encouraged and will be disturbed by their work routine. They will run away from responsibility and even avoid work (sick leave, days off, etc.) because happy and motivated employees typically produce amazing results for the organization.

One of the primary determinants of corporate organizations' efficacy and efficiency is thought to be job happiness. The relevance of job satisfaction in modern organizations can really be seen in the new managerial paradigm, which emphasizes that employees should be treated primarily as individuals with their own needs and desires. After doing a job satisfaction analysis, it can be said that happy employees make successful employees (Verafrida, 2020).

According to Verafrida (2020), every individual uses a different set of standards to gauge their level of job satisfaction. The management style is one of the factors that affects it, along with payments, perks, working hours, schedule, stress level, and flexibility. Employee private lives are affected by job satisfaction since it is linked to productivity, motivation, work performance, and life satisfaction. It is important to keep in mind that an employee's sense of security within the company is influenced by their job satisfaction. A contented worker performs better at work, feels better about the organization, and most importantly, feels secure about his job and future there. For this reason, a crucial component of workplace safety is job happiness (Verafrida, 2020).
1.3 
Statement of the Problem

To achieve satisfaction and retention of quality staff, sound human resource strategies and practices are required (Mabaso, 2017). Public institutions particularly public hospitals are vulnerable to losing their highly qualified employees to well-paid offers from the private sector and headhunting by other private institutions offering the same services. It is critical for the healthcare institutions to retain intellectual capital that makes it possible to achieve service quality delivery to all stakeholders including their customers.

According to Rida et al. (2021), job satisfaction plays a vital role for boosting motivation, which leads to increased production and employee retention while stressed-out employees are more likely to be unwell, unmotivated, and underproductive at work. The researcher concurs that those who experience stress do not function efficiently. The working environment has an impact on productivity, which is influenced by factors such as employee roles and responsibilities, early retirement, retention, adoption of new techniques and technology, and morale among coworkers.

Despite that the government of Tanzania has improved job satisfaction to employees on the continuous development of knowledge, skills, competencies of the employee (public servant), training and improvement of salary payment, however, the employees may still have dissatisfaction at work place; because it appears they still lack adequate organization policies and administration, lack of technically competent and sympathetic supervision, lack of promotion on time, un-conducive working conditions, lack of job training and the variety of tasks involved such as clarity of job description and job challenge. Thus, using Bombo Regional Hospital in Tanga as a case study, this study assessed the impact of work environment on employee's job satisfaction in public institutions.

1.4 
Research Objectives

1.4.1 
Main Objective of the Study

The main objective of the study was to assess the impact of work environment on employee’s job satisfaction in public institutions.

1.4.2 
Specific Objectives of the Study

This study specifically focused to:

(i) Identify the impact of supervision on employees’ job satisfaction
(ii) Examine the impact of rewards on employees’ job satisfaction
(iii) Determine the impact of responsibilities on employees’ job satisfaction
1.5 
Research Questions

The objectives of the study answered by the following research questions: 

(i) What are the impacts of supervision on employees’ job satisfaction?

(ii) What are the impacts of rewards on employees’ job satisfaction?

(iii) What are the impacts of responsibilities on employees’ job satisfaction?

1.6 
Significance of the Study 

Regarding aspects of the working environment and employee satisfaction, different businesses, individuals, and institutions can benefit greatly from the research findings and recommendations. The study's conclusions will make the organization aware of the value of a positive work environment and how it affects job satisfaction—two factors that are critical for any business looking to expand or improve its operations, offerings, and output. Additionally, it will add to the body of knowledge found in the literatures that serve as a resource for upcoming academics working in the same subject and shed light on the close relationship between a positive work environment and employee satisfaction.

1.7 
Scope of the Study

The scope of the study was to find out the impact of work environment on employee’s job satisfaction in public institutions particularly the effects of supervision, responsibility and rewards on employees’ job satisfaction using the idea of expectation theory developed by Vroom (1964). Moreover, to cover all the healthcare centers in the entire region was impossible because of the limited time and fund problem; for this reason, the research only covered Bombo Regional Hospital, which is found in Tanga City Council. 

1.8 
Organization of the Study

There are three chapters in this study. The first chapter provides an overview of the topic being studied. The problem statement, the research objectives, the research questions, and the study's importance are all presented in this chapter. The chapter concluded with a discussion of the study's importance to the main recipients.

Definitions of terms like work environment and employee job satisfaction are given in the second chapter's literature review. Additionally, the theoretical literature review, empirical literature, and, at the end, a research gap is discussed in this part. 

Chapter three outlines the technique used in this investigation. There have been presentations on topics like population, sample techniques, research design, research philosophy, research approach, data gathering, and data analysis. Furthermore, a chapter summary, ethical considerations, and validity and reliability have all been covered.

Chapter four deals with data analysis and presentation of findings while chapter five deals with conclusions and recommendations.

CHAPTER TWO

LITERATURE REVIEW

2.1
Chapter Overview

This chapter explains the study by consulting different various documents such as books and other written materials that aided the researcher to grab and expand knowledge and getting familiar with the key issues just related to the impact of work environment and employees’ job satisfaction. Relevant theoretical frameworks were provided to enhance the comprehension regarding the correlation between the dimensions of work condition and job satisfaction. Additionally, a conceptual framework was constructed as well.  

2.2
Definition of the Key Terms

2.2.1 
Work Environment

Workplace conditions and all other factors influencing labor, such as employment hours, physical features, and legal rights and obligations, are collectively referred to as the "work environment". A good work environment plays a very important role in enhancement of productivity and also increased staff job satisfaction (Muhammad et al., 2021). The current study took the definition by Ernest (2019) who defined work environment as the processes, systems, structure, tools or conditions in the work that impact positively or negatively on employee performance. 

2.2.2 
Job Satisfaction

Akram (2019) defines job satisfaction as the condition of establishing a healthy organizational environment in an organization. But this study applied a definition of job satisfaction as the way to offer leaders the ability to shape the work environment so that most valuable, loyal and experienced employees can be retained in an organization (Wnuk, 2017).

2.3
Theoretical Literature Review

2.3.1 
Expectancy Theory

Vroom developed the idea of expectation theory (1964). Initially, it was included in the VIE (valence, instrumentality, expectancy). The notion that one's efforts will result in success or accomplishment is known as expectation. The term "instrumentality" describes someone's belief that hard work will be rewarded. The term "valence" describes how much the recipient feels the prize is worth. 
According to Vroom theory (1964) the benefit of job satisfaction in an organization would increase production, profitability, encourage good working condition, high job security, improve quality of work life, training, promote growth, discourage laziness and encourage discipline. Traditional approach to organization effectiveness of employees was based on the combined use of managerial authority, reward, punishment and training.

According to Vroom (1964), an element that contributes to work fulfillment should be looked into: the fulfillment of an individual's desires. In specific situations, upper management may allow employees to create their own unique, reasonable assessment thresholds and may suggest methods for determining that investigation into the effort anticipated producing an ideal result. The board needs to provide employees with realistic opportunities to win enticing rewards from the company in order to encourage them to try.

One of expectancy theory's strengths is that it can raise employee expectations through incentives and rewards, which could set off a process of motivation that enhances output. Management can use expectation theory principles to build more productive work teams and achieve their objectives when they have a firm understanding of the theory. When expectancy theory is implemented well, one benefit is that workers cheerfully and voluntarily engage in projects since the management has scheduled their involvement based on the staff's motivation to perform and receive rewards, they find meaningful (Gaffney, 2018).

The hypothesis, however, is not without flaws. Gaffney (2018) asserts that managers' active participation is necessary for the theory to be implemented in practice. According to the hypothesis, every component is known beforehand. Actually, managers need to try to find out what kinds of rewards their staff members find valuable (valence). Employees will become less motivated to carry out their job duties if management doesn't select rewards that have a high enough perceived value because this is the primary tool, they have to influence the behavior of their team (Gaffney, 2018). This model failed because it assumed the employees work best under pressure from the top and that they work for money. But as a result, the employees were dissatisfied. The reason to that effect was because employees lost control over work, sense of identify and nonsense of achievement. Therefore, the employees’ performance becomes poor and they lose productivity (Mwakatobe, 2015). 

2.4 
Empirical Literature Review

2.4.1 
Impact of Supervision on Employees’ Job Satisfaction

Based on global perspective, studies such as Hampton (2019) asserted that supervisory behavior strongly affects the development of trust in relationships with employees, and in turns, has a significant impact on job satisfaction. The type of supervision provided and job satisfaction are positively correlated. One of the main causes of worker demonstrations in many scenarios is inadequate worker supervision. 
When there is inadequate supervision, employees are not happy with their workplace. Similarly, employees that require supervision from time to time are the ones primarily in charge of meeting the organization's goals since worker monitoring is critical to achieving its objectives. When it comes to work, supervisors are the individuals in the organization who are always more knowledgeable than other employees. One can become a supervisor for a variety of reasons, such as extensive job experience, increased knowledge, and skill sets (Rida et al., 2021).

Drawing on insights from Sub-Saharan Africa, study by Simon (2019) The role of the manager is perhaps the most important in creating a supportive work environment where people can function at their highest. Manager’s role helps impact recruitment, productivity, and retention and job satisfaction. Supporting staffs so they can develop and reach to their potential. Managers have the duty of supporting their staffs socially, financially, and psychologically that they may perform their duties well. Setting goals and challenge staff to reach beyond their current grasp. When employee knows the organization goals it’s likely that they will be satisfied with their job and work hard to attain them (Simon, 2019).

According to a Mmary (2019) study, employees who have not performed well at work may be placed under supervision for a set amount of time in order to teach them the proper techniques to perform well and stop them from becoming more disruptive to the workplace. This is because when a large number of workers are not performing well, it can lead to an unexpected underdevelopment of the organization. However, in certain instances, disgruntled employees may choose not to cooperate with their supervisor by withholding crucial information that could aid the company in improving certain aspects of their working environment, which will reduce the organization's performance (Mmary, 2019). 

Workers have basic wants, desires, ambitions, and perceptions that determine whether they are content, at ease, and productive for the company or unhappy, uneasy, and ineffective. Top management must make sure that employees' psychological health is in good condition and that their physical surroundings are comfortable and favorable to their productivity for the company in order to attain high levels of employee productivity. Tallam et al. (2020) asserts that job satisfaction is the set of emotions and beliefs that individuals have about their current job. Individual’s level of job satisfaction can range from extraordinary satisfaction to outrageous disappointment.

Employee retention increases with job satisfaction in an organization. Employees that are satisfied with their jobs tend to stay with a company for a long time. Employees that are happy with their jobs stay with the same companies. Organizational cultures that prioritize benefits, pay, and interpersonal relationships may be linked to higher levels of job satisfaction. While supervision is an important aspect of educational management as it can enhance the quality of educational organizations, development of staffs is the key to better supervision (Tallam et al., 2020).

2.4.2 
Impact of Rewards on Employees’ Job Satisfaction
Reward practice is essential, both for reinforcing behavior and as an incentive or motivator for achieving overall organizational performance. Murphy (2015) revealed that the real success of organizations originates from employees’ willingness to use their creativity, abilities and know-how in favor of the organization and it is the organization’s task to encourage and nourish these positive employee inputs by putting in place effective reward practices. (Murphy, 2015).
Rewards, at their best, can cost little or even nothing, but they can mean a great deal to the person being recognized. When deserved, rewards should be used frequently since they are easy to give and reinforce desired behaviors. Employee rewards can serve the purpose of attracting prospective job applicants, retaining valuable employees, motivating employees as well as achieving human resource objectives and obtaining a competitive advantage. Thus, retention of highly skilled employees is now the major concern for many South African Higher Education institutions (Siwale et al., 2020).

(Annual et al., 2023) asserts that job satisfaction is one of the most grounded indicators of esteemed organizational productivity and represents a combination of positive or negative feelings that workers have towards their work. Meanwhile, when a worker employed in a business organization, brings with it the needs, desires and experiences which determinates expectations that he has dismissed. Job satisfaction represents the extent to which expectations are and match the real awards.

Job satisfaction is a worker’s sense of achievement and success on the job. It is generally perceived to be directly linked to productivity as well as to personal well-being. Job satisfaction implies doing a job one enjoys, doing it well and being rewarded for one’s efforts. Job satisfaction further implies enthusiasm and happiness with one’s work. Job satisfaction is the key ingredient that leads to recognition, income, promotion, and the achievement of other goals that lead to a feeling of fulfillment (Kalangula, 2015).
Owing to the competition for scarce skills, the attraction and retention of quality employees has emerged as the biggest challenge in human capital management, which phenomenon has also arisen in Universities of Technology. Mabaso (2017) assert that it is essential to attract and retain high-performing employees is both a concern and a challenge for organizations in general. Given the effort and expense that go into recruitment and retention, does this not imply that affected organizations, and certainly health sector should be paying more attention to determine why their employees leave.
2.4.3 
Impact of Responsibilities on Employees’ Job Satisfaction

Based on global perspectives, Studies such as Cheah et al. (2024) responsibilities that promote autonomy and creativity are linked to higher job satisfaction, with employees feeling valued and trusted in their roles allocated. According when a business wants to accomplish a goal fast and effectively within the allocated time, it should know what most draws in its people. A company may choose to begin rewarding its staff by launching various challenges associated with the work the business performs (Mallikarjuna, 2012).

In many instances, the underwhelming performance of professional employees inside the company can be attributed to inadequate human resources management, when managers fail to think creatively about ways to inspire employees to work more productively for the company. Employees who have performed well within a given time frame should receive credit since, occasionally, it's not just the workplace that causes dissatisfaction; rather, positive things like acknowledgment help people feel better about themselves and their work (Sokro et al., 2021).

(Ochieng et al., 2023) came to the conclusion that a worker may get dissatisfied if the nature of the workplace does not allow them to carry out their duties and responsibilities in an efficient manner. An employee's sense of worth and appreciation for their work inside the company is heightened when upper management recognizes their contributions, which in turn boosts staff morale and improves overall well-being.

When a worker's mental health is stable most of the time, he or she can be productive to the company because when they are given a task to complete, their minds focus entirely on it, leading to positive outcomes because they are not thinking about anything else. However, when a worker is stressed, their concentration is poor because they are thinking about the problems that are on their minds most of the time. There is evidence that employee involvement increases work performance and overall productivity, creating a better and more productive work environment, reducing employee absence and work leaving (Szymon et al., 2020).

2.5
Conceptual Framework

Condensing all of the important information from the study's literature research, the conceptual framework is a figure that is usually displayed as a concept map (Kivunja, 2018). The conceptual framework with its independent and dependent variables serves as the direction for this investigation.

It is possible to conceptualize and diagrammatically depict how the components of the work environment—supervision, rewards, and responsibilities—affect employees' job satisfaction among those employed by Tanga's Bombo Regional Hospital after reviewing the empirical and theoretical literature reviews.

Independent Variables                                                              Dependent Variables


Figure 2.1: Conceptual Framework

Source: Author’s own construction (2024).

2.6 
Research Gap

Some researchers have studied the relationship between work environment and factors influencing employees' job satisfaction, including (Mabaso, 2017; Szyman et al., 2020; Tallan et al., 2020; Hampton, 2019; Gaffney, 2018; Mmary, 2019). In his study, Szyman et al. (2020) concluded that employee who are very committed to their organization ensure a high level of the services or products’ quality, maintenance, productivity and generate higher profits. 

Despite this, the research they conducted concentrated on how satisfied employees were with other aspects of the workplace than rewards, responsibility, and supervision. Therefore, it is anticipated that this study covered an empirical gap through evaluating how the work environment, in particular the aspects of responsibility, supervision, and rewards, affects workers' job satisfaction in public institutions. Moreover, expectancy theory was used in this study to cover theoretical gap as opposed to the two-factor theory, equity theory, and Maslow's theory of the hierarchy of needs used in the prior ones.

Furthermore, the current study combined descriptive statistics and content analysis at the same time, whereas previous studies chose to use either descriptive analysis or content analysis as their primary data analysis technique.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Chapter Overview

The research design, study area, data collection methods, sampling protocols, and sample size were all described in this chapter, which also offers the study's research methodology. Additional topics addressed include data presentation and analysis, data validity and dependability, and ethical considerations.

3.2 
Research Philosophy

Saunders et al. (2015) state that, research philosophy is related to methods regarding knowledge development; it focuses on the researcher’s views of the world. The three most common research philosophies are positivism, realism and interpretivism. In this study, a positivistic philosophy was adopted since it attempts to stay neutral and not affect, nor be affected by, the research subject or collected data. Positivism philosophy also allows data collection and analysis of quantitative data only (Saunders et al., 2015). 

3.3 
Research Approach

Research approach is the plan and the procedure for research that span the steps from broad assumptions to detailed methods of data collection, analysis and interpretation (Saunders et al., 2015). Quantitative research approach was used in this study. Quantitative research approach consists of those data that can be analyzed in terms of numbers, which can easily be quantified and cannot be collected and analyzed in a narrative manner. The strength of this methodology is that it produces quantifiable, reliable data generalized to some large population. 

3.4 
Research Design

A research design, according to Prabhat et al. (2015) is the setup of parameters for data collecting and analysis with the goal of balancing economy and relevance to the study goal. In order to determine how work conditions affect job satisfaction among healthcare workers at Tanga's Bombo Regional Hospital, the researcher applied case study research in this study.

3.5 
Area of the Study

In a broad sense, the study area refers to the area that is directly associated and relevant to the research. This is the domain in which the study objectives must be addressed (Mehiri, 2018). The study was carried out at Tanga's Bombo Regional Hospital. The area was chosen since the researcher lives and works in Tanga; as a result, the entire data gathering process was made to be simpler.

3.6 
Population of the Study

A research population is generally a large collection of individuals or objects that is the main focus of a scientific query (Prabhat et al., 2015). The population of this study was the total of 500 healthcare employees working at Bombo Regional Hospital in Tanga.

3.7 
Sampling Procedure and Sample Size

3.7.1 
Sampling Procedure

Sampling is defined as the process of obtaining information about the entire population by examining only a part of it where the results present or portray the characteristics of the entire population (Mehiri, 2018).  The study considered simple random sampling and purposive sampling to obtain the reliable data from the employees working at Bombo Regional Hospital.

3.7.2 
Sample Size

According to Mehiri (2018), sample is a number of a population that is used to represent the entire group as a whole. The sample size comprised a total number of 222 out of 500 healthcare employees working in different positions and departments at Bombo Regional Hospital.

The following formula was used to calculate sample size: 

n = N/1+N (e2)

n = 500 / 1+500 (0.052)

n = 500/1+500 (0.0025)

n = 222.222 ≈ 222
Where n = number of samples, N = total population (500); e = standard error of sampling (5%). For this study, the sample size of 222 respondents was considered to be reasonable and affordable.
Table 3.1: Composition of the Sample Population

	Healthcare workers
	Population
	Sample size

	Nurse officers
	127
	62

	Medical officers
	93
	45

	Dentists 
	19
	5

	HR
	31
	11

	Pharmacists
	25
	12

	Administrative officers
	35
	16

	Volunteers 
	48
	23

	Interns
	12
	5

	Drivers 
	27
	12

	Cheap labors 
	73
	31

	Total
	500
	222


Source: Bombo Referral Hospital (2024)

3.8 
Data Collection Methods
3.8.1 
Questionnaire

A questionnaire is a list of inquiries made to people in order to gather data on a subject that is statistically significant (Prabhat et al., 2015). The open-ended questionnaire was used by the researcher as a primary tool to gather information from 222 respondents who are Bombo Regional Hospital healthcare workers. This tool, which consists of two parts—the first focusing on demographic data and the second on study objectives—offers a good deal of scientific objectivity free from bias.

3.9 
Data Analysis

Data analysis is the process of looking over and transforming data in order to understand its meaning and provide recommendations (Mehiri, 2018). The information gathered in the field was analyzed and interpreted by the researcher using quantitative methods. Quantitative method was utilized to present and analyze primary and secondary data. Descriptive statistics was used to analyze respondent’s demographic information and the study specific objectives. 

The general association between the independent and dependent variables was ascertained using the multiple regression analysis. The researcher developed a model to express the relationship between dependent variables representing employees' job satisfaction and the independent variables representing the elements of work environment (including supervision, rewards and responsibilities) in order to ascertain the general relationship between independent and dependent variables. The research model looks like this:

EJS(Y) = α + [image: image2.png]
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 + Ɛ

Where;

EJS
=
Employees’ Job Satisfaction

α
 = 
Intercept
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)  =
Responsibilities

Ɛ = Error term

Regression Assumptions:
(i) Linearity: This assumption was tested using scatter plots.

(ii)  Homoscedasticity: This assumption was tested using histogram to check the normality of residuals.

(iii)  Normality: This assumption was tested using QQ-plots

(iv)  No Multicollinearity: This assumption was tested by plotting the correlation matrix of all the independent variables. The independent variables are not allowed to be highly correlated. If they are highly correlated, it means they strongly related.

3.10 
Validity and reliability

3.10.1 
Validity

Validity, according to Surucu et al. (2023), is a measure of how well a measuring instrument fulfills its intended role and pertains to whether or not it measures the behavior or quality that it is supposed to measure. An unofficial pre-test of the survey was conducted for this study, and the data collection instrument was designed based on the pilot study's responses. 

Table 3.2: Indicators used to Measure the Variables on Regression

	Variables
	Indicator of measurement 

	Supervision
	(i) Constant feedback

(ii) Style of supervision

(iii) Qualified supervisors

(iv) Safety insurance



	Rewards
	(i) Wages on time

(ii) Provision of overtime

(iii) Provision of allowances

(iv) Rewards satisfaction



	Responsibilities
	(i) Job structure

(ii) Job design

(iii) Goal setting

(iv) Job autonomy



	Job satisfaction
	(i) Absenteeism

(ii) Job turnover

(iii) Engagement

(iv) Co-workers’ relationship


Source: Field Data, (2024)
3.10.2 Reliability

The degree to which a research instrument produces consistent results after multiple trials is a measure of its dependability (Surucu et al., 2023). The present investigation aimed to tackle the topic of reliability by verifying the suitability of the research methodology, which includes transparent and rigorous data gathering and interpretation procedures. 

3.11 
Ethical Consideration 

Ethics refers to norms for conduct that distinguish between acceptable and unacceptable behaviour. It is important that a researcher respects the rights, privacy, dignity, and sensitivities of their research populations and also the integrity of the institutions within which the research occurs (Mehiri, 2018). After receiving department head approval for research, the researcher began data collecting in order to comply with Open University of Tanzania (OUT) norms. Additionally, the permission to conduct the research was asked from the management at Bombo Regional Hospital. 
Moreover, the respondents were informed about the exercise, including its goal, duration, and possible relevance, before any data collecting begins.  Lastly, the respondents had the liberty and self-governance to take part in the research.

CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 
Chapter Overview

This study is about determining the impact of work environment on employee’s job satisfaction, using Bombo Referral Hospital as a case study. The sample size for this study involved 222 employees working under different departments at Bombo Referral Hospital. The data was analyzed using computer-based software SPSS 20.0 and the results have been presented in tables and figures. The findings are provided in the context of descriptive and findings as per study objectives.

4.2 
Response Rate

Table 4.1: Response Rate

	Sample size
	Respondents
	Response Rate (%)

	222
	222
	100


Source: Field Data (2024)
A total of 222 individuals from Bambo General Hospital were sampled, and all 222 participated, resulting a response rate of 100%. This complete response minimizes potential non-response bias and strengthens the reliability of the study outcomes.

4.3 
Respondents’ Demographic Characteristics

Seven demographic variables were involved, namely gender, age, job position, income level, job turnover experience, education level and experience at the work place (Table 4.1).  Male constituted the majority of all respondents (51%). They are nearly more than a half leaving women trailing behind almost 49%.  Respondent’s 30 – 39 age groups were the majority by comprising more than 51% of all participants. These were followed by 20 – 29 age group who constituted 25% of all participants. The lowest score age group was elders with the age of 50 and above who clocked 5% of all participants followed by the youths with the age group of 40-49 who constituted equal score of nearly 19%. Most of the respondents the income level of 300,000-500,000/= (42%) followed by those with the income level of more than 1,000,000/= which constituted more than (26%) of all respondents. Respondents with more than 5 years of experience outnumbered the rest respondents with 5 years and less than 5 years of work experience by 49 percent. Most of the respondents (53%) experienced job turn over compared to the rest 47 percent of the respondents who did not experience job turn over.

Table 4.2: Respondents’ Demographic Characteristics

	S/N
	Variables
	Frequency
	%

	1
	Gender 
	
	

	
	Male
	101
	45

	
	Female
	121
	55

	
	
	
	

	2
	Age
	
	

	
	20 – 29
	82
	39

	
	30 – 39
	98
	43

	
	40- 49
	24
	10

	
	50- Above
	18
	8

	
	
	
	

	3
	Income level (Tshs)
	
	

	
	350,000-500,000
	86
	39

	
	500,000-700,000
	37
	17

	
	700,000-1,000,000
	44
	20

	
	1,000,000 and above
	55
	24

	
	
	
	

	4
	Education Level
	
	

	
	Certificate
	75
	34

	
	Diploma
	59
	26

	
	Bachelor 
	48
	22

	
	Masters
	40
	18

	
	
	
	

	5
	Work experience 
	
	

	
	< 5 years
	92
	41

	
	5 years
	43
	20

	
	> 5 years
	87
	39

	
	
	
	

	6
	Job positions
	
	

	
	Nurse officer
	84
	39

	
	Medical officer
	56
	24

	
	HR officer
	5
	2

	
	Accountant
	7
	3

	
	Pharmacist
	48
	22

	
	Administrative officer
	22
	10

	
	
	
	

	7
	Job turnover
	
	

	
	Yes
	122
	55

	
	No
	100
	45

	
	
	
	


Source: Field Data (2024)

The study findings show that most of the employees working at Bombo Referral Hospital, in Tanga district are female corresponding to 55 percent of the total employees. Gender could be considered as an important independent variable and man and woman could be affected differently in terms of job satisfaction.

For instance, the findings of a study by Harputlu (2014) in a prestigious Turkish research institution show that men are generally more satisfied with certain aspects. However, other earlier research frequently suggests that women are more satisfied with their jobs than men are. According to Kim's (2005) research, there are three key reasons why women are happier than men. Women's lower expectations than men's are the first factor. In other words, because women expect less from their employment, they are content with less. The second explanation is that women might not communicate their dissatisfaction as often as males do, making them appear happier.

The last argument is that there can be a variation in the degrees of job satisfaction between men and women because they might value different qualities in a job. In light of this data, our study's findings may be attributed to the fact that male and female employees in our subject group had comparable expectations for and values in their work at this organization.

Young employees between the ages of 20-29 and 30-39 are made up 39 and 43 employees respectively of the workforce at Bombo Referral Hospital. They both represented 82 percent of the total workforce. The respondent's age is somewhat correlated with how long they have been employed at the company. Another significant independent variable that might alter employees' perceptions of job satisfaction is the length of time spent with the company. Employees who have less years of experience are happier in their positions. It might be as a result of the younger employees' more vitality and excitement for their work than the more experienced ones. The research of Green (2000), who found a negative relationship between seniority and job satisfaction, is another source of support for our findings. However, some other researches have linked demographic characteristics with job satisfaction. For instance, Shaha, et al. (2001) link youth to lower levels of satisfaction.

According to the survey, there were differences in how the personnel at Bombo Referral Hospital saw their jobs. This variety may result from various employment positions and roles being played. The sort of responsibilities given to employers working at Bombo Referral Hospital has an impact on how happy employees are with their jobs and how well they perform. That instance, whereas Vroom (1964) focused on the employee's function in the workplace in his definition of job satisfaction, job satisfaction presents a range of factors that contribute to a sense of fulfillment. So, according to his definition, job satisfaction refers to people's affective orientations toward the jobs they are currently holding. Additionally, according to certain studies (Shaha et al., 2001; Oshagbemi, 2003), job happiness is highly connected with the amount of professional experience a person has.

Another major factor in determining job satisfaction is an employee's educational background, such as whether or not they have a master's degree. Job satisfaction might vary depending on educational background. According to the survey, the majority of workers had a sufficient and satisfied level of education, which could have helped them become aware of and have a sufficient awareness of issues relating to their job happiness. The study of De Santis and Durst, which claims that seniority and job satisfaction are adversely correlated, supports our findings as well (Green, 2000). 
The results of our study show that greater educational levels are associated with higher expectations for job satisfaction at Bombo Referral Hospital. Therefore, it may be claimed that people's perceptions of their employment change greatly depending on their educational background. Age, educational background, years of service, and income were shown to be strongly associated with job satisfaction among doctors, according to a study conducted by Msanya (2015).

The findings also show that the majority of the employees at Bombo Referral Hospital earned a monthly salary between 350,000 and 500,000, which is the lowest of all the pay scales. This has a significant impact on how content employees are with their jobs and workplaces. Compared to individuals with greater salaries, employees with lesser salaries might not be as satisfied with their jobs.

Additionally, the results show that a majority of the respondents (55 percent) had at least one job change during their career, in contrast to the remaining 45 percent who were either new to their current position or had held it for a long time without a change in employment. Employees today seek stable employment and long-term careers. According to Ishaq et al. (2023), employment reflects more than just hiring. In order to enhance the industries, academics should focus more on how to keep employees rather than why they leave; it is more crucial to study the factors that influence employees' decisions to stay.

4.4 
Descriptive Statistics Results 

Three independent variables were analyzed. The descriptive including frequency and percentage were analyzed. The independent variables analyzed were; supervision, provision of rewards as well as work responsibilities and the dependent variable was employees’ job satisfaction.

4.4.1 
Descriptive Statistics Results for the Impact of Supervision on Employees’ Job Satisfaction

Descriptive statistics (frequencies and percentage scores) were computed for the impact of supervision on employees’ job satisfaction (Table 4.3). Respondents were subjected to a number of statements regarding the impact of supervision on employees’ job satisfaction where they were required to indicate their extent of agreement on them using a five-point scale where 1 was Strongly Disagree (SD), 2 was Disagree (D), 3 was Neutral (N), 4 was Agree (A) and 5 was Strongly Agree (SA). Respondents were asked their extent of agreement on whether the supervision provides them with constant feedback about their activities. 
Out of 222 respondents, none of them strongly disagreed nor disagreed, 88(40%) were neutral about it, 34(15%) agreed while 100 (45%) strongly agreed. They were also to agree whether they are satisfied with the style of supervision used in their organization. 18(8%) strongly disagreed, 22(10%) disagreed, 0(0%) were neutral, 82(37%) agreed while 100(45%) strongly agreed. 
They were also asked to indicate their extent of agreement on whether top management play their role in ensuring safe and health working environment. None of the respondents either disagreed with the statement nor were neutral while 120 (54%) agreed and 102 (46%) strongly agreed. They were finally asked to agree on whether good qualities of a supervisor satisfy their working morale. 28(13%) strongly disagreed, 15(7%) disagreed, 34(15%) were neutral, 82 (37%) agreed while 63(28%) strongly agreed with this statement. 
Table 4.3: Gives a Distribution of the Respondents’ Views on the Subject.

	S/N
	Variable
	1
	2
	3
	4
	5

	1.
	Supervision provides me with constant feedback about my activities
	0(0%)
	0(0%)
	88(40%)
	34(15%)
	100(45%)

	2.
	I’m satisfied with the style of supervision used in my organization
	18(8%)
	22(10%)
	0(0%)
	82(37%)
	100(45%)

	3.
	Top management play their role in ensuring safe and healthy working environment
	0(0%)
	0(0%)
	0(0%)
	120(54%)
	102(46%)

	4.
	Good qualities of a supervisor satisfy my working morale
	28(13%)
	15(7%)
	34(15%)
	82(37%)
	63(28%)


Source: Data Analysis (2024)
The study findings indicate that supervision as one of the elements of work environment has a strong correlation with employee’s job satisfaction at the workplace. As from the above results, most of the employees (60 percent) agreed that in their work places, supervision provided them with constant feedback about their daily tasks. Despite that most employees (82 percent) agreed that they were satisfied with style of supervision used at their workplace. Further, all employees agreed that top management play their roles in ensuring safe and healthy work environment. Moreover, most of the employees (65 percent) working at the Bombo hospital agreed that good qualities of supervision satisfy their working morale. 

The findings above tally with other study findings including a study by Glickman et al. (2015) that explained the direct impact of supervision on instructional leadership in terms of five tasks: direct assistance, group development, staff development, and curriculum development and action research. Glickman and his colleagues believe that the integration of these tasks unite teachers’ needs with the school’s goals. Also, Nespoli (2017) conducted a study to find the impact of supervisor support on employe job satisfaction among fundraising staff within higher education. Employees view supervisors as having positive or negative influences on the stress employees’ face. As a result, employees who lack support from their supervisors feel more stressed and less satisfied (Nespoli, 2017). 

According to Siwale et al. (2020), rewards are one of the most important elements to motivate employees for contributing their best effort to generate innovative ideas that lead to better business functionality and further improve company performance in both financial and non-financial terms. Rewards refer to all form of financial returns and tangible services and benefits an employee receives as part of an employment relationship. Rewards are all benefits that arise from performing a task, rendering a service or discharging a responsibility. Long-term incentive plans, team-based rewards, and security benefits are also empirically shown to have a positive effect on employee job satisfaction (Siwale et al., 2020). 

4.4.2 
Descriptive Statistics on the Impact of Reward on Employee’s Job Satisfaction

Descriptive statistics (frequencies and percentage scores) were computed for the impact of rewards on employees’ job satisfaction (Table 4.4). Respondents were subjected to a number of statements regarding the impact of rewards on employee’s job satisfaction where they were required to indicate their extent of agreement on them using a five-point scale where 1 was Strongly Disagree (SD), 2 was Disagree (D), 3 was Neutral (N), 4 was Agree (A) and 5 was Strongly Agree (SA). 
Respondents were asked their extent of agreement on whether they feel comfortable with rewards they get for doing a good job. Out of 222 respondents, 91(41%) strongly disagreed, 43(19%) disagreed, 55(25%) were neutral about it, 11(5%) agreed while 22 (10%) strongly agreed. They were also to agree whether in their organizations, provision of wages on time satisfy their working morale. 13(6%) strongly disagreed, 17(8%) disagreed, 75(34%) were neutral, 92(41%) agreed while 25(11%) strongly agreed. They were also asked to indicate their extent of agreement on whether the current level of allowances is satisfying. 7(3%) strongly disagreed, 12(5%) disagreed, 51(23%) were neutral, 94 (42%) agreed while 58 (27%) strongly agreed. They were finally asked to mention whether overtime offered is satisfying. 7 (3%) strongly disagree, 16 (7%) disagreed, 81 (36%) were neutral while 75(34%) agreed while 43 (19%) strongly agreed. 
Table 4.4: Gives a Distribution of the Respondents’ Views on the Subject
	S/N
	Variable
	1
	2
	3
	4
	5

	1.
	I feel comfortable with rewards I get for doing a good job
	91(41%)
	43(19%)
	55(25%)
	11(5%)
	22(10%)

	2.
	Provision of wages on time satisfy my working morale
	13(6%)
	17(8%)
	75(34%)
	92(41%)
	25(11%)

	3.
	Current level of allowances is satisfying
	7(3%)
	12(5%)
	51(23%)
	94(42%)
	58(27%)

	4.
	Overtime offered is satisfying
	7(3%)
	16(7%)
	81(36%)
	75(34%)
	43(19%)


Source: Data Analysis (2023)
The study ought to find the relationship between reward system and employees’ satisfaction. The results show that most of the respondents (60 percent) were not comfortable with the reward system used when they perform a good work. Also, more than 52 percent of the respondents were satisfied with the provision of wages on time and this contributed to their working morale. Further, most of the respondents (69 percent) were satisfied with the level of allowances provided at their work place. Moreover, majority of the respondents (53 percent) were satisfied with overtime offered at their work place.  

Different scholars have written in wide concerns on effects of rewards towards employee job satisfaction. For instance, (Sitorus et al., 2023) described rewards (extrinsic and intrinsic) as a strategic tool for employees to maximize their working performance, the employees receive remuneration or other benefits such as monetary, bonuses, merit pay, contingent pay, job rotations, recognition, attending conferences, field trips and study opportunities (Sitorus et al., 2023). 

4.4.3 
Descriptive Statistics on the Impact of Responsibilities on Employee’s Job Satisfaction

Descriptive statistics (frequencies and percentage scores) were computed for the impact of responsibilities on employees’ job satisfaction (Table 4.5). Respondents were subjected to a number of statements regarding the impact of responsibilities on employee’s job satisfaction where they were required to indicate their extent of agreement on them using a five-point scale where 1 was Strongly Disagree (SD), 2 was Disagree (D), 3 was Neutral (N), 4 was Agree (A) and 5 was Strongly Agree (SA). Respondents were asked their extent of agreement on whether in their organizations, the structure of their job allows them to feel a sense of responsibility for the outcomes. 
Out of 222 respondents, 93(42%) strongly disagreed, 57(26%) disagreed, 11(5%) were neutral about it, 39(18%) agreed while 22 (10%) strongly agreed. They were also asked to indicate their extent of agreement on whether the design of their job allows them to carry out several tasks that eventually fit together to make a complete job. 53(24%) strongly disagreed, 71(32%) disagreed, 27(12%) were neutral, 50 (23%) agreed while 21 (9%) strongly agreed. 
They were also asked to agree on whether they are involved in setting goals/objectives of their institution. 53(24%) strongly disagreed, 80(36%) disagreed, 22(10%) were neutral, 32 (14%) agreed while 45(20%) strongly agreed with this statement. They were finally asked to indicate whether they are satisfied with autonomy they have in making decisions about their daily tasks. 55(25%) strongly disagreed, 70(32%) disagreed, 0(0%) were neutral while 52(23%) agreed and 45(20%) strongly agreed. 
To determine the relationship existing between responsibility and employees’ job satisfaction, the respondents were asked to indicate their level of agreement if they feel a sense of responsibility at their work place. The results show that most of the respondents (68 percent) did not feel a sense of responsibility for the outcomes from their job structure.
Table 4.5: Gives a Distribution of the Respondents’ Views on the Subject

	S/N
	Variable
	1
	2
	3
	4
	5

	1.
	The structure of my job allows me to feel a sense of responsibility for the outcomes
	93(42%)
	57(26%)
	11(5%)
	39(18%)
	22(10%)

	2.
	The design of my job allows me to carry out several tasks that eventually fit together to make a complete job 
	53(24%)
	71(32%)
	27(12%)
	50(23%)
	21(9%)

	3.
	I’m involved in setting goals/objectives of my institution 
	53(24%)
	80(36%)
	22(10%)
	32(14%)
	45(20%)

	4.
	I’m satisfied with autonomy I have in making decisions about my daily tasks
	55(25%)
	70(32%)
	0(0%)
	52(23%)
	45(20%)


Source: Data Analysis (2023)
Also, 56 percent agreed that the design of their job allowed them to carry out several tasks that eventually fit together to make a complete job. Other than a sense of responsibility, majority of the respondents (60 percent) agreed that they were involved in setting goals and objectives of their organization. Moreover, more than 57 percent of the respondents were satisfied with the autonomy they have in making decisions about their daily tasks. 

If some responsibility is entrusted to an employee in preference to some other employee, he feels pleased because he believes he is worthy of the same. Some surveys have disclosed that there is higher satisfaction in their work among those employees who are given some unique accountability. The study finding go in line with those of Rida et al. (2021) who concluded that a worker may get dissatisfied if the nature of the workplace does not allow them to carry out their duties and responsibilities in an efficient manner. An employee's sense of worth and appreciation for their work inside the company is heightened when upper management recognizes their contributions, which in turn boosts staff morale and improves overall well-being (Annual et al., 2023).

4.5 
Multiple Regression Analysis

The multiple regression analysis was carried out to estimate the impact of supervision, rewards and responsibilities (independent variables) on employees’ job satisfaction (dependent variable). To determine the general relationship between independent and dependent variables, the researcher ran a regression analysis to determine the relationship between dependent variables representing employees’ job satisfaction and the independent variables representing supervision, provision of rewards and responsibilities. 

Based on the findings in the table 4.6, all variables included in the model (supervision, rewards and responsibilities) predicted 51% of variations on employees’ job satisfaction (Nagelkerke R2 = 0.51). Therefore, all variables included in the model had significant effects or relationship on employees’ job satisfaction at the work place. Table 4.6 indicates the findings.

Table 4.6: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.654a
	.543
	.51
	.503


(a) Predictors: (Constant), Supervision, Rewards, Responsibilities
(b) Dependent Variable: Employees’ Job Satisfaction
Table 4.7 presents the analysis of variance (ANOVA) results. It is also known as model fit results.  Of interest in this table are the F-statistics and its associated sig. value. The results show that the F-statistics is F= 41.156, p < 0.001). The results indicate that there is a positive significant relationship between work environment and employees’ job satisfaction.  The results therefore suggest that the model has a power to predict that employees’ job satisfaction is significantly related to work environments (supervision, rewards and responsibilities). 

Table 4.7: Anova Results
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	36.072
	4
	17.042
	41.156
	.001b

	
	Residual
	17.743
	30
	.586
	
	

	
	Total
	53.815
	54
	
	
	

	a. Dependent Variable: Employees’ Job Satisfaction

	b. Predictors: (Constant), Supervision, Rewards, Responsibilities


Table 4.8 presents the results on the coefficients of the regression model. The coefficients results show that work environment positively predict employees’ job satisfaction. Employees’ job satisfaction was positively, statistically and significantly related to supervision (b = .324, p < .05). Employees’ job satisfaction was positively, statistically and significantly related to rewards (b = .365, p < .05) and lastly Employees’ job satisfaction was positively, statistically and significantly related to task responsibilities (b = .476, P < .05).

Multicollinearity statistics Table 4.8 show tolerance figures ranging from .786 to .945 while Variance Inflation factors (VIFs) ranged from 1.043 to 1.057. These figures suggest that multicollinearity was not suspected amongst the independent variables (supervision, rewards and responsibilities). Field (2005) suggests that multicollinearity would be suspected if tolerance figures are below 0.10 or if VIF statistics are 10.0 or higher.

Table 4.8: Regression Model Results
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	Collinearity Statistics
	T
	Sig.

	
	B
	Std. Error
	Beta
	Tolerance
	VIF
	
	

	1
	(Constant)
	.511
	.732
	
	
	
	.764
	.643

	
	Supervision
	.324
	.078
	.340
	.786
	1.043
	3.345
	.016

	
	Rewards
	.365
	.178
	.483
	.854
	1.165
	4.146
	.000

	
	Responsibilities
	.476
	.143
	.365
	.945
	1.057
	3.565
	.001

	a. Dependent Variable: Employee Job Satisfaction




4.5.1 
The Impact of Supervision on Employees’ Job Satisfaction

With the coefficient of (B) 0.324 and p value of 0.016, implies that supervision has a statistically significant and positive effect on job satisfaction. A unit increase in positive supervisory practices is associated with a 0.324 increase in job satisfaction, assuming other variables remain constant. This suggests that supportive and effective supervision contributes meaningfully to enhancing job satisfaction.

In relation to the above findings, Frances et al. (2022) studied the impact of supervisor support on job satisfaction among immigrant and minority long-term care worker. The results indicated that supervision can contribute to job satisfaction by improving treatments fidelity and increasing job satisfaction among employees. Effective supervision strategies can lead to consistent and effective implementation of services, resulting in higher job satisfaction for employees (Frances et al., 2022). 

Reed (2015) asserts that supervisor support makes employees feel valued and supported, leading to higher job performance and employee satisfaction. By providing clear expectations, guidance and feedback, supervisors can help employees stay focused and motivated. Supervisors are also crucial in managing workloads and assigning resources to ensure that work is done effectively and on time. Moreover, supervision plays a crucial role in ensuring workplace safety. Supervisors are responsible for overseeing employees’ work and identifying potential hazards, helping to prevent accidents and injuries. Supervisors must also ensure that employees understand and adhere to company safety policies and procedures, contributing to a safe and compliant work environment (Reed, 2015). 

4.5.2 
The Impact of Rewards on Employees’ Job Satisfaction

This positive coefficient for rewards B=0.365 and p value of 0.000) has a statistically significant implies that fair and timely rewards, such as compensation and benefits, are critical drivers of job satisfaction. These findings go in line with Tumati et al. (2023) asserts that employee’s intrinsic and extrinsic benefits from their employment are regarded as job rewards.

Rewards including both financial and non-financial incentives are central to motivating employees. Competitive salaries, bonuses and recognition programs are essential as they cater to individual career goals and incentivize performances (Glickman et al., 2015). According to Edubirdie (2022), rewards may be in the form of monetary, non-monetary benefits or recognition. Monetary benefits include; bonuses incentives, escalation in pay structure, allowances, retirement plans, and etc. non-monetary benefits include free refreshment, free company trip or picnic, and also include health protection benefits and insurance.
4.5.3 
The Impact of Responsibilities on Employees’ Job Satisfaction

With the coefficient of B=0.476, and p-value of 0.01, Responsibilities have the strongest coefficient among the predictors, with a unit increase in job responsibilities corresponding to a 0.476 increase in job satisfaction. This positive significant relationship suggests that employees with autonomy and meaningful responsibilities contributes most strongly to their satisfaction.

Annual et al. (2023) asserts that when employees are given the freedom associated with autonomy, job satisfaction rises which in turns increases the level of satisfaction in employees as it stems from a feeling of greater responsibility for the quality of their work. 

By giving employees more control over their work, organizations can create a more engaged and motivated workforce, which can lead to higher levels of job satisfaction, better performance and ultimately, a more successful organization (Mallikarjuna, 2012). 

In a study published in the Journal of Business and Management, researchers found out that employees who had more autonomy over their experienced lower levels of burnout and higher levels of job satisfaction, which in turn led to better performance (Mallikarjuna, 2012).

Giving employees more autonomy can also have a positive impact on organizational performance (Nallalingham, 2023). Research has consistently shown that employees who have more control over their work experience higher levels of job satisfaction and psychological well-being. In conclusion, increasing autonomy in the workplace can have significant benefits for both employees and organizations (Petit, 2023).
Tumati et al. (2023) asserts that employee’s intrinsic and extrinsic benefits from their employment are regarded as job rewards. However, rewards influence job satisfaction, but the financial portion of job rewards is more significantly linked to employee satisfaction than job values, which are connected to the intrinsic portion of job rewards. Hence, knowing employee satisfaction and the aspects that contribute to it is critical for an organization’s performance (Tumati et al., 2023). 

In today’s world, organization realize that is it important to keep their worker satisfied as human resource is the important assets for the organization to keep their business running. The satisfied workers usually deliver better quality services to the customers (Reed, 2015). Customer satisfaction is important as it is essential in building long-term, profitable relationships ultimately leading to customer loyalty and repeat business. As for the workers, job satisfaction is important for the employees’ mental health. Supervision, on the other hand, is an important aspect of educational management as it can enhance the quality of educational organizations. It can also draw together discrete elements of instruction into whole school actions, reducing the risk of burn-out, enhancing work performance and increasing job satisfaction (Glickman et al., 2015).

According to the study conducted by Ajmal et al. (2023), the organizational policies of development and growth should relate to the human capital performance capacity to win competitive advantages, whereby in order the workforce to perform above the targets high qualified employees within the organization should be maintained and attracting the external employees through motivation to increase productivity and good service provides to the customers.


CHAPTER FIVE

CONCLUSION AND RECOMMENDATIONS

5.1 
Overview of the Chapter

This chapter discusses about the conclusion and recommendations of the study. It presents the major findings and also the limitation of the study, suggestions for further studies and implications. The Chapter marks the final conclusion and recommendations so as future scholars will expand this knowledge area on the impact of work environment on employee’s job satisfaction in public institutions.

5.2 
Summary of the Findings

This study examined the impact of work environment on employee’s job satisfaction in public institutions. The study advanced three specific research objectives, which were. 

(i) To Identify the impact of supervision on employees’ job satisfaction
(ii) To Examine the impact of rewards on employees’ job satisfaction
(iii) To Determine the impact of responsibilities on employees’ job satisfaction
5.2.1 
The Impact of Supervision on Employees’ Job Satisfaction

The study revealed that supervision significantly impacts employee’s job satisfaction at Bombo Regional Hospital. More respondents felt that supervision provided them with regular feedback and that they were generally satisfied with the supervisory style. Additionally, all employees agreed that management plays an active role in ensuring a safe and healthy work environment. However, some employees highlighted limited involvement in decision-making and a lack of encouragement for creativity.

5.2.2 
The Impact of Rewards on Employee’s Job Satisfaction

The findings indicated that rewards positively influenced job satisfaction. A majority of respondents appreciated timely wage payments and were satisfied with the level of allowances provided. However, a substantial portion expressed discomfort with the current reward system for good performance, which highlights an area for improvement in employee recognition.

5.2.3 
The Impact of Responsibilities on Employee’s Job Satisfaction

While responsibilities as were positively related to job satisfaction, they did not have as significant an effect as supervision and rewards. Many respondents felt a sense of responsibility in their roles but reported that job design often restricted them from performing interconnected tasks. Furthermore, most employees were satisfied with the autonomy in decision-making regarding daily tasks, though some sought more involvement in setting organizational goals. 

5.3 
Conclusion

Work environment factors such as supervision, rewards and responsibilities significantly influence job satisfaction among employees at Bombo Regional Hospital. However, while supervision and rewards have a marked impact, responsibilities alone do not significantly enhance job satisfaction. Therefore, these findings underscore the importance of balanced approach to improving employee’s satisfaction and retention in healthcare.

5.4 
Recommendation

The following recommendations are made in light of this study:

(i) The issue concerning to the impact of work environment on employee’s job satisfaction should be addressed by public institutions like the hospitals since it motivates employees to treat their work seriously and with joy and keeps them committed to their duties.

(ii)  Because work environment is a key component of both employee and government organization success, including in public service domains like public hospitals, it is essential for a service-oriented organization like the government to be aware of and understand the environmental and motivational needs of its employees.

(iii) Organizations that want to grow must be able to increase the productivity and efficiency of all of their resources in order to compete with other like-minded businesses. How to obtain a workforce (human resources) that is trustworthy and adaptable in order to serve and satisfy all customers is one example of how to compete.
(iv) The government under the ministry of health and social welfare need to design novel remuneration packages to attract and retain the best candidates and satisfy their employee’s expectations, in that they are fair, equitable and free of bias. A remuneration package is one of the most important factors that influence people to take up employment and stay with organizations. Additionally, in order to attract and retain talent, it should be prepared to pay salaries that are equivalent or better than others in the labor market.

(v) Moreover, Compensation is the crux at which employee retention is based. A reasonably high level of total compensation is needed to attract the best employee. This is true for senior positions where the spread of performance is so large that it pays to attract a good performer.

5.5 
Implication of the Study

The study’s findings emphasize the critical role of a positive work environment in enhancing job satisfaction and organizational commitment. Public institutions can leverage these insights to create conducive work environments that support employee engagement, productivity and long-term retention, ultimately benefiting patient care quality and operational efficiency.

5.6 
Limitations of the Study

The primary limitation of this study is its focus on Bombo Regional Hospital, limiting the generalizability of findings to other healthcare institutions. Additionally, the study did not consider other potentially influential factors such as career development and work-life balance.

5.7 
Areas for Further Study

Future research could expand on this study by exploring job satisfaction factors in various healthcare institutions across different regions and settings. Further research could also examine the roles of work-life balance, career advancement in organizational decision-making to provide a broader understanding of job satisfaction in public institutions.
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APPENDICES

Appendix 1: Time Frame 2023-2024

	TIME:         

ACTIVITY:                                   
	November
	December
	January
	February
	March
	April
	May
	June

	Drafting of concept note
	
	
	
	
	
	
	
	

	Literature review
	
	
	
	
	
	
	
	

	Proposal writing
	
	
	
	
	
	
	
	

	Data collection
	
	
	
	
	
	
	
	

	Data entry and analysis
	
	
	
	
	
	
	
	

	Dissertation write up
	
	
	
	
	
	
	
	

	Submission of dissertation
	
	
	
	
	
	
	
	


Appendix 2: Budgeting

	S/N
	ITEM
	QUANTITY
	UNIT PRICE
	NUMBER OF DAYS
	TOTAL COST (Tsh)

	Stationary and Secretarial services

	01
	A4 Print papers
	6 reams
	12,000
	
	72,000

	02
	Files/Folders
	10
	1,000
	
	10,000

	03
	External hard drive
	01
	100,000
	
	100,000

	04
	Perforator
	01
	15,000
	
	15,000

	05
	Stapler
	01
	10,000
	
	10,000

	06
	Staples
	01
	5,000
	
	5,000

	07
	Typing, Formatting, Printing and Binding
	
	
	
	300,000

	
	Subtotal
	
	
	
	512,000

	Data handling and statistical analysis

	08
	Cleaning and data entry
	
	
	
	200,000

	09
	Statistical data analysis
	
	
	
	400,000

	
	Subtotal
	
	
	
	600,000

	Research Personnel Allowance

	10
	Research Assistant for Data Collection
	
	80,000
	10
	800,000

	
	Subtotal
	
	
	
	800,000

	11
	Miscellaneous/Emergency
	
	
	
	200,000

	
	Grand Total
	
	
	
	2,112,000


Appendix 3: Questionnaire Guide for the Employees Working at Bombo Regional Hospital

Dear respondent, 
My name is Athumani Hamisi Saidi, a student of The Open University of Tanzania. This Questionnaire is administered as part of my research study, which is focusing on “assessing the impact of work environment on employee’s job satisfaction in Bombo Regional Hospital”. You are kindly asked to spear some few minutes and take part in this study. The participation in this study is voluntary. Therefore, feel free to withdraw if you are uncomfortable. The information collected will solely be used for academic purpose.

SECTION A: RESPONDENTS DEMOGRAPHIC INFORMATION

1. Gender 

a) Male ( )  (b) Female ( )  

2. Age 

a) 20 – 29 ( ) b) 30 – 39 ( ) c) 40 – 49 ( ) d) 50 and above ( ) 

3. Job position

a) Nurse Officer

b) Medical Officer

c) HR officer

d) Pharmacist

e) Administrative Officer

4. Educational background 

a) Certificate level ( ) b) Diploma level ( ) 

c) Bachelor Degree ( ) d) Master’s Degree ( ) 
5. Work experience

a) Less than 5 years

b) 5 years

c) More than 5 years

6. Income level

a) 350,000 – 500,000/=

b) 500,000 – 700,000/=

c) 700,000 – 1,000,000/=

d) More than 1,000,000/=

7. Experienced any job turnover before?

a) Yes

b) No

SECTION B: IMPACT OF SUPERVISION ON EMPLOYEES JOB SATISFACTION

The following statements relate to the impact of supervision towards employees’ job satisfaction. Please rate each of the sentences in a 5-point Likert scale ranging from 1(strongly disagree) to 5(strongly agree) indicating your agreement/disagreement on the factors presented. Please tick (once) in each of the sentence.

	N
	Variable
	1
	2
	3
	4
	5

	8
	Supervisor provides me with constant feedback about my activity.
	
	
	
	
	

	9
	I’m satisfied with the style of supervision used in my organization.
	
	
	
	
	

	10
	Top management play their role in ensuring safe and health working environment
	
	
	
	
	

	11
	Good qualities of a supervisor satisfy my working morale 
	
	
	
	
	


Key: 1(strongly disagree), 2(disagree), 3(neutral), 4(agree), 5(strongly agree)
SECTION C: IMPACT OF REWARDS ON EMPLOYEES JOB SATISFACTION

The following statements relate to the impact of rewards towards employees’ job satisfaction. Please rate each of the sentences in a 5-point Likert scale ranging from 1(strongly disagree) to 5(strongly agree) indicating your agreement/disagreement on the factors presented. Please tick (once) in each of the sentence.

	N
	Variable
	1
	2
	3
	4
	5

	13
	I feel comfortable with rewards I get for doing a good job
	
	
	
	
	

	14
	Provision of wages on time satisfy my working desire
	
	
	
	
	

	15
	Current level of allowances is satisfying
	
	
	
	
	

	16
	Overtime offered is satisfying
	
	
	
	
	


Key: 1(strongly disagree), 2(disagree), 3(neutral), 4(agree), 5(strongly agree)

SECTION D: IMPACT OF RESPONSIBILITIES ON EMPLOYEES JOB SATISFACTION

The following statements relate to the impact of responsibilities towards employees’ job satisfaction. Please rate each of the sentences in a 5 points Likert scale ranging from 1(strongly disagree) to 5(strongly agree) indicating your agreement/disagreement on the factors presented. Please tick (once) in each of the sentence.

	N
	Variable
	1
	2
	3
	4
	5

	18
	The structure of my job allows me to feel a sense of responsibility for the outcomes
	
	
	
	
	

	19
	The design of my job allows me to carry out several tasks that eventually fit together to make a complete job 
	
	
	
	
	

	20
	I’m involved in setting goals/objectives of my institution
	
	
	
	
	

	22
	I’m satisfied with autonomy I have in making decisions about my daily tasks
	
	
	
	
	


Key: 1(strongly disagree), 2(disagree), 3(neutral), 4(agree), 5(strongly agree)
Thanks for your time and attention!
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PG202286246
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IMPACT OF WORK ENVIRONMENT ON EMPLOYEES’ JOB SATISFACTION IN PUBLIC INSTITUTIONS: A CASE OF BOMBO REGIONAL HOSPITAL IN TANGA

                Athumani Hamisi Saidi1
OUT (MHRM) Graduate

Dr. Saganga Kapaya2
The Open University of Tanzania

Dr. Janeth Isanzu3
The Open University of Tanzania

Abstract 

The study assesses the impact of work environment on employee job satisfaction in public institutions: A case of Bombo Regional Hospital. Positivistic philosophy and quantitative research approach were used to produce quantifiable and reliable data generalized to some large population. In addition, it was thought that a case study design would be advantageous given this study's circumstances of constrained time and resources. A sample size of 222 respondents out of 500 employees working at Bombo Regional Hospital was considered to be reasonable and affordable using simple random sampling. Descriptive statistics was used to analyze quantitative data concerning the impact of work environment towards employees’ job satisfaction at Bombo Regional Hospital. Multiple regression analysis was also carried out to determine the general relationship between the independent (supervision, reward and responsibility) and dependent variables (employees’ job satisfaction). Therefore, all variables included in the model had significant effects or relationship on employees’ job satisfaction at the work place. Based on the study findings, the researcher recommends that the issue concerning to the impact of work environment on employee’s job satisfaction should be addressed by public institutions.

Key words: work environment, job satisfaction, supervision, reward, responsibility

1.0 Introduction 

The employee is a crucial factor within the process of achieving the organizational mission and vision especially in the manufacture sector. As a result of contract, the duties require specified quality and quantity; performance standards need to be met by employees. Employees must work in an environment devoid of barriers that hinder their performance if they are to meet organizational expectations (Raziq et al., 2019). They also need a right manager to put them in such an environment but more so to encourage them to do business ethically and equal feel proud of their work.

Another feature of this concept is the hypothesis that an employee’s level of job happiness influences his performance profoundly. For that reason, those two factors affect the impression of job safety among employees. Satisfied employee works diligently and strives to meet deadlines, obeys orders and notices not only himself but also other people. This man is comfortable being employed by the firm (Szymon et al., 2020). Employees’ job happiness as a construct can be described in term of a perceived sense of accomplishment/ success. 
Everyone in general has this feeling that it has a positive connection with individual and occupational health and efficiency. Organizational work satisfaction is understood as benchmarks of work accomplishment, appreciation of efforts at the workplace (Szymon et al., 2020). People may also come to particular tasks with different expectations due to the type and the nature of work they are undertaking, their colleagues, bosses, or subordinate officers or the amount of money they are paid. All individuals act differently towards different styles of leadership and motivation for increased work productivity and satisfaction. For this reason, job satisfaction inserts significant impact motivating the workers to enhance their performance (Raziq et al., 2015).

Similar to Raziq et al. (2015) reasoning, dissatisfied employees will not be motivated and will be interfered with their working pattern. They will escape all responsibilities and won’t go to work (sick days, vacations, etc.) because first and foremost happy employees usually are also productive ones for the organization. There is every likelihood that job happiness is believed to be at the heart of the success and effectiveness of corporate organizations. The significance of job satisfaction in present-day organizations can be best understood in light of the new managerial school of thought that holds that employees are primarily people with distinct wants and needs. After conducting an analysis of job satisfaction it could be concluded that happy employees are successful employees (Verafrida, 2020).

From the perspective of Verafrida, (2020), it is seen that every person employs his or her norms to measure job satisfaction. Among these, the management style influences it; others are payments, bonuses, working hours, working schedule, stress level and flexibility. Private lives of the employees are influenced by job satisfaction as job satisfaction is correlated with productivity, motivation, work performance and life satisfaction. Here, one must remember that satisfaction on the job is a major determinant of the level of employee security in the company. Happy worker is more productive at work is satisfied with the organization and above all is assured of his job and future with the organization. For this reason, one of the most important and significant facets of workplace safety therefore is job happiness (Verafrida, 2020).

2.0 Literature Review

2.1 Work environment

General characteristics of work place and all other aspects relating to labor include working hours, physical features in relation to work and legal status. A proper workplace environment is found contributing significantly to improvement in efficiency and staff satisfaction (Muhammad et al., 2021). Thus, the current study operationalized the definition by Ernest (2019) where Work environment refers to the processes, systems, structure, tools or conditions in the work that influence positively or negatively the performance of an employee. 

2.2 Job satisfaction

According to Akram (2019), job satisfaction refers to the state of creating a healthy organizational climate within an organization. However, this study employed a definition of job satisfaction to afford leaders the opportunity to influence the working environment that would enable elite, valuable, loyal, and experienced human capital be retained in an organization (Wnuk, 2017).

2.3 Expectancy theory

Vroom originated the notion of expectation theory in 1964. At first, it was a part of VIE (valence, instrumentality, expectancy). Expectation is the belief that one’s actions are going to produce effect or gain some achievement. Instrumentality is a person’s perception that in order to achieve, he or she must work hard. The term “valence” refers to how much the recipient thinks are contained within the prize. Following Vroom theory (1964), it was postulated that jobs satisfaction within an organization will enhance production, profitability, working condition, job security, quality of work, training, growth, reduce work climate and encourage discipline.

The authors of recent works empirically stress the significance of the organizational environment as the determinant of EE and JS in different types of industries and occupations. To support this concept, in the study conducted in 2021, Ahakwa and others draw on the relation between a supportive work environment and public sector organizations’ workers’ job satisfaction and commitment by considering the former as a reason for the latter. They employed PLS path modeling to show that while physical and social factors at workplace per Direct physical and social factors enhance employee motivation, which in turn results in improved job performance, he proved it by using the PLS path modeling. Based on their studies, they underlined that establishing effective climate that is defined by communication openness, cooperation, and appreciation, may improve engagement and satisfaction among the public workers than may subsequently positively impact on organization’s performance.

Likewise, Pedro A. Díaz-Fúnez et al. (2019) with the help of Job Demands-Resources (JD-R) model explored the linkage between the organizational climate, role stress, and job satisfaction with 442 public sector employees. They also noted that positive Organizational climate that hailed good managerial practices alleviates role stress and provided a way through which burn out was averted thus increasing job satisfaction. It was their idea that positive leadership behaviors and sufficient resources for work reduce job stress, thereby maintaining employees’ health, which reaffirms the role of work environment in public organizations.

In healthcare in particular, the work environment has been found to contribute to job satisfaction in equal measure. A cross-sectional survey by BMC Health Services Research in 2019 assessed the employee experience cutting across the hierarchical level health care organizations on issues to do with workplace safety, work that is not overly demanding, and communication. The study also revealed that positive changes in these areas increases job satisfaction, this means that healthcare institution should pay and address these factors in order to increase the morale of health care employees and hence increase service delivery to the patients. 
Sexual further, a cross-sectional study by BMC Psychology in April 2020 aimed at Health care workers to provide the dimensionality of job satisfaction such as equipment adequacy, workplace safety, and supervisor feedback and employed a factor analysis. The conclusion made from the study was that the improvement of these elements results into highly satisfying and productive employees especially in this particular field of health care.

Leadership styles also have their part here, as pointed out by Torlak and kuzey (2019) in their research on the Pakistani Public Sector Education. In this case, they determined that transformational leadership, which encourages ideas, support and recognition results in higher job satisfaction. According to them, such leadership styles make it easier for public institutions to encourage its employees and in the process improve on their job satisfaction levels.

Last but not the least, another study on healthcare employee management published in BioMed Central (2019) discussed how by conducting the organizational climate surveys that cover communication and workplace safety , great opportunities can be identified to enhance the job satisfaction of the workers. The study also underlined that only an appropriate work environment that is characterized by cooperation and a clear structure impacts the employees’ attitude and leads to higher satisfaction and retention indices across public HC operations. Altogether, these papers indicate the powerful role that work environment influence job satisfaction in public institutions and the necessity for specific change in organizational practices for the promotion of workers’ quality of life.

3.0 Methodology

Research methodology as according to Saunders et al. (2015), research philosophy relates to matters towards method concerning knowledge; it entails the perception that the researcher holds over the world. Three basic research phloeophagies are positivism, realism and interpretivism. In this particular research, the positivistic epistemology was followed since this paradigm does not influence the research topic and the data that are obtained. Research approach is defined as the strategy and the process of research that cover the range from assumptions and purposes of research to data collection, data analysis and data interpretation methods (Saunders et al., 2015). In this study, the research paradigm that has been adopted is quantitative research. Quantitative research approach comprises data which can be measured in terms of quantity and thus can easily be quantified and cannot is not easy to be collected and analyzed in form of stories. This methodology has the strength of coming up with quantities, reliable data which has been generalized to some large population.

The definition of Research Philosophy. The authors Saunders et al. (2015) define research philosophy in relation to the methods of knowledge production; it concerns the researcher’s perception of the world. Among the three prevailing philosophies of research, positivism, realism, and interpretivism are three widespread research philosophies. In this study, positivism research philosophy was adopted because it does not influence the investigated research subject and vice-versa or the collected data. Research strategy on the other hand is the approach to research that encompasses the general assumptions to a system of fine details regarding the collection, analysis and even interpretation of research findings (Saunders et al., 2015). This research adopted a quantitative research approach. Quantitative research approach therefore includes data that can be measured in terms of number, which can easily be quantified and cannot be presented in narrative form. The strength of this methodology is that it produces numerical, valid data averaged to some large population. 

Research design, as noted by Prabhat et al. (2015) is the plan regarding which the various aspects of data collection and analysis are decided with the intent of obtaining a maximum relevance to the study objective while being cost effective. Therefore, to establish the relationship between work conditions and job satisfaction among the healthcare workers in Tanga’s Bombo Regional Hospital, the researcher used case study research in this study. Therefore, in the broadest concept of the study area it means that it’s the area, which has linkage and is related to the study. This is the area within which the study objectives have to be met (Mehiri, 2018). This study was conducted at Tanga ‘s Bombo Regional Hospital. The area was chosen because the researcher is located in Tanga; therefore, the whole process of data collection was made to be easier.

Basically, the research population is defined as the large researchmeyen comprising individuals or objects that are under study, or the target of the research question (Prabhat et al., 2015 p 2). The target population of this study was all the 500 employees of qualified healthcare employees in Bombo Regional Hospital in Tanga. Mehiri in a writing conducted in 2018 observes and defines sample as a number of a population that is chosen in order to represent the total population. All the participants were 222 out of 500 healthcare employees working in different positions and departments at Bombo Regional Hospital.

n = N/1+N (e2)

n = 500 / 1+500 (0.052)

n = 500/1+500 (0.0025)

n = 222.222 ≈ 222

Where n = number of samples, N = total population (500); e = standard error of sampling (5%). For this study, the sample size of 222 respondents was considered to be reasonable and affordable. 

3.2 Sampling procedure
Sampling is defined as the process of obtaining information about the entire population by examining only a part of it where the results present or portray the characteristics of the entire population (Mehiri, 2018).  The study considered simple random sampling and purposive sampling to obtain the reliable data from the employees working at Bombo Regional Hospital.A questionnaire is a list of inquiries made to people in order to gather data on a subject that is statistically significant (Prabhat et al., 2015). The questionnaire was used by the researcher as a primary tool to gather information from 200 respondents who are Bombo Regional Hospital healthcare workers. 
This tool, which consists of two parts the first focusing on demographic data and the second on study objectives offers a good deal of scientific objectivity free from bias. Data analysis is the process of looking over and transforming data in order to understand its meaning and provide recommendations (Mehiri, 2018). The information gathered in the field was analyzed and interpreted by the researcher using quantitative methods. Quantitative method was utilized to present and analyze primary and secondary data. Descriptive statistics was used to analyze respondent’s demographic information and the study specific objectives. 

The general association between the independent and dependent variables was ascertained using the multiple regression analysis. The researcher developed a model to express the relationship between dependent variables representing employees' job satisfaction and the independent variables representing the elements of work environment (including supervision, rewards and responsibilities) in order to ascertain the general relationship between independent and dependent variables. 
The research model looks like this:

EJS(Y) = α + [image: image19.png]
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Where;

EJS
=
Employees’ Job Satisfaction

α
 = 
Intercept
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)  =
Responsibilities

Ɛ = error term

Table 1: Indicators used to Measure the Variables on Regression

	Variables
	Indicator of measurement 

	Supervision
	(v) Constant feedback

(vi) Style of supervision

(vii) Qualified supervisors

(viii) Safety insurance



	Rewards
	(v) Wages on time

(vi) Provision of overtime

(vii) Provision of allowances

(viii) Rewards satisfaction



	Responsibilities
	(v) Job structure

(vi) Job design

(vii) Goal setting

(viii) Job autonomy



	Job satisfaction
	(v) Absenteeism

(vi) Job turnover

(vii) Engagement

(viii) Co-workers’ relationship


Source: Field Data, (2024)

3.3 Validity

Validity, as stated by Surucu et al., (2023) involves a measure of the extent to which a measuring instrument performs the intended function; it examines whether or not a given measuring instrument measures up to the intended behavior or quality. For this study, an informal pilot test of the survey was administered and the data collection tool was developed from the responses that were generated by the participants in the pilot study.

3.4 Reliability

The degree to which a research instrument produces consistent results after multiple trials is a measure of its dependability (Surucu et al., 2023). The present investigation aimed to tackle the topic of reliability by verifying the suitability of the research methodology, which includes transparent and rigorous data gathering and interpretation procedures. 

4.0 Findings 

4.1 Respondents’ demographic characteristics

The study collected demographic data across seven variables: ; sex, age, position, income, number of years on the job, education, and work experience (Table 4.1). Therefore there was a slight disparity in that 51% of the respondents were males whereas 49% were females. The majority, 100 (51.1%) participants, were aged between 30 and 39 years, and 50 (25%) participants were aged between 20 and 29 years. The least represented age groups were 50 and above, 5 percent, while the 40-49 years age group was 19 percent.

Self-generated research findings provide evidence to the fact that majority of the employees at Bombo Referral Hospital are female employees at 55%. Gender as one of the independent variables which can influence the level of job satisfaction; there is a difference in results of the interpretations of job satisfaction by men and women. For example, Alhassan & Boateng (2022) pointed out that, depending on expectations and communication patterns at the workplace, gender can affect satisfaction. Female workers have been found to report higher job satisfaction because of difference in expectation and perception of work and its values; in a study by Munjuri et al (2021), it was observed that women would prefer job security and organizational loyalty that would typically affect their happiness in their jobs.
This aspect reveals that there is a young population of employees within the company since 82% are the young employees in the age group of 20-29 and 30-39 years. However, apart from the length of the employment period, which tends to increase with age, the research identified several related factors which influenced the level of job satisfaction. As for the last hypothesis one has to admit that young employees usually could have more enthusiasm and energy thus making positive contribution to the process of job satisfaction. This is in concordance with Park et al. (2023) who stated that analysis revealed all these points indicated that young employees were more satisfied due to having new perspectives. However, tenure on the job can indirectly decrease job satisfaction due perhaps to loss of enthusiasm or interest over time and as indicated in the study by Cohen et al. ,2021.

Another demographic factor that stood out was education level; respondents had different education levels. Higher education levels may determine the expectations of a job and more often results to higher job satisfaction. Javed & Imran (2022) also reported that, higher educated employees are more conscious and have better appreciation of factors that comprise job satisfaction hence positivity. The study is in tandem with these findings because the workers at Bombo Referral Hospital with higher educational levels held higher expectations on job satisfaction as other opinion that holds level of education determines the perception of job value.

Table 1:Respondents’ Demographic Characteristics 
	S/N
	Variables
	Frequency
	%

	1
	Gender 
	
	

	
	Male
	101
	45

	
	Female
	121
	55

	2
	Age
	
	

	
	20 – 29
	82
	39

	
	30 – 39
	98
	43

	
	40- 49
	24
	10

	
	50- Above
	18
	8

	3
	Education Level
	
	

	
	Certificate
	75
	34

	
	Diploma
	59
	26

	
	Bachelor 
	48
	22

	
	Masters
	40
	18

	4
	Work experience 
	
	

	
	< 5 years
	92
	41

	
	5 years
	43
	20

	
	> 5 years
	87
	39

	5
	Job positions
	
	

	
	Nurse officer
	84
	39

	
	Medical officer
	56
	24

	
	HR officer
	5
	2

	
	Accountant
	7
	3

	
	Pharmacist
	48
	22

	
	Administrative officer
	22
	10


Source: Field Data (2024)

Two more phenomenal variables that also impacted satisfaction include income; many of the workers in the hospital are paid between 350,000 and 500,000 TZS monthly, which is relatively low pay. They perceived job quality lower when they have received lower earnings because generally, people feel short of money or not financially well-off if they have lower earnings. This we get from Farahani and Salimi (2023), which shows that income levels affect job satisfaction as higher income can improve workplace satisfaction and productivity. 
Finally, job turnover experience makes it easier to understand stability and satisfaction. While 55% of the respondents in this study reported job change, that is, changing the type of job one is doing or engaged in, 45% reported having a stable job tenure that is, having a fixed type of job. Many current workers expect promotions for their jobs, but stability of such positions is still valued. 
Current research by Lopez et al. (2023) underscore nearly all the best practices recommend for retention to have significant impact on job satisfaction; thus, it is about time the literature shifted from turnover antecedents to turnover consequents. Interventions such as organizational support, supervision and training improve employee commitment and satisfaction with the work they do.

4.2     Descriptive Statistics Results

4.2.1 Descriptive Statistics Results for the Impact of Supervision on Employees’ Job Satisfaction

To analyses the impact of supervision on the employees’ job satisfaction the frequency and percentage scores of the descriptive statistics were calculated in Table 3. Supervision and its effects on job satisfaction was measured through a number of statements where respondents gave their agreement on a five-point Likert scale where 1 represents strongly disagree and 5 representing strongly agree. The respondents were asked the extent of their agreement on whether the supervision offers consistent feedback on their activities. 
Respondents strongly disagree/disagree: 0%; Neutral /Neither Agree/Disagree: 40%; Respondents agree/strongly agree:15/45%. They were also to validate if the they are content with the style of supervision used in their organization Strongly disagree =18(8%) Disagree=22(10%) Neutral=0(2%) Agree=82(37%) Strongly agree =100(45%) They were also asked to express the degree of their agreement with the following statement among other that: Top management play their part in facilitating safe and healthy workplaces. 
Of the respondents none of them were either disagreeing with the same or had a neutral inclination while 120 respondents agreed this statement and 102 strongly agreed to it. They were lastly asked if they consider that some of positive characteristics of supervisor meet their working self-fulfilling prophecies On this, 28 (13%) strongly disagreed,15 (7%) disagreed, 34(15%) were neutral while 82 (37%) agreed, and 63(28%) strongly agreed. The evaluation of the research data confirms that among the elements of work environment, supervision has a high level of relationship with the job satisfaction of the employee at workplace.

Table 3: Descriptive Statistics Results for the Impact of Supervision on Employees’ Job Satisfaction

	S/N
	Variable
	1
	2
	3
	4
	5

	1.
	Supervision provides me with constant feedback about my activities
	0(0%)
	0(0%)
	88(40%)
	34(15%)
	100(45%)

	2.
	I’m satisfied with the style of supervision used in my organization
	18(8%)
	22(10%)
	0(0%)
	82(37%)
	100(45%)

	3.
	Top management play their role in ensuring safe and healthy working environment
	0(0%)
	0(0%)
	0(0%)
	120(54%)
	102(46%)

	4.
	Good qualities of a supervisor satisfy my working morale
	28(13%)
	15(7%)
	34(15%)
	82(37%)
	63(28%)


Source: Data Analysis (2024)

4.2.2 Descriptive Statistics on the Impact of Reward on Employee’s Job Satisfaction

Descriptive statistics (frequencies and percentage scores) were computed for the impact of rewards on employees’ job satisfaction (Table ). Respondents were subjected to a number of statements regarding the impact of rewards on employee’s job satisfaction where they were required to indicate their extent of agreement on them using a five-point scale where 1 was Strongly Disagree (SD), 2 was Disagree (D), 3 was Neutral (N), 4 was Agree (A) and 5 was Strongly Agree (SA). Respondents were asked their extent of agreement on whether they feel comfortable with rewards they get for doing a good job. Out of 222 respondents, 91(41%) strongly disagreed, 43(19%) disagreed, 55(25%) were neutral about it, 11(5%) agreed while 22 (10%) strongly agreed. They were also to agree whether in their organizations, provision of wages on time satisfy their working morale. 13(6%) strongly disagreed, 17(8%) disagreed, 75(34%) were neutral, 92(41%) agreed while 25(11%) strongly agreed. They were also asked to indicate their extent of agreement on whether the current level of allowances is satisfying. 7(3%) strongly disagreed, 12(5%) disagreed, 51(23%) were neutral, 94 (42%) agreed while 58 (27%) strongly agreed. They were finally asked to mention whether overtime offered is satisfying. 7 (3%) strongly disagree, 16 (7%) disagreed, 81 (36%) were neutral while 75(34%) agreed while 43 (19%) strongly agreed. Table 4.3.2 gives a distribution of the respondents’ views on the subject. The study ought to find the relationship between reward system and employees’ satisfaction.

Table 4: Descriptive Statistics on the Impact of Reward on Employee’s Job Satisfaction
	S/N
	Variable
	1
	2
	3
	4
	5

	1.
	I feel comfortable with rewards I get for doing a good job
	91(41%)
	43(19%)
	55(25%)
	11(5%)
	22(10%)

	2.
	Provision of wages on time satisfy my working morale
	13(6%)
	17(8%)
	75(34%)
	92(41%)
	25(11%)

	3.
	Current level of allowances is satisfying
	7(3%)
	12(5%)
	51(23%)
	94(42%)
	58(27%)

	4.
	Overtime offered is satisfying
	7(3%)
	16(7%)
	81(36%)
	75(34%)
	43(19%)


Source: Data Analysis (2023)
4.2.3 Descriptive Statistics on the Impact of Responsibilities on Employee’s Job Satisfaction

Frequency table test and percentage score were used to analyze the impact of responsibilities on employees’ job satisfaction (Table 5). Respondents completed a number of statements regarding the effect of responsibilities on employees’ job satisfaction with responses on a five-point scale: Strongly Disagree (SD) 2, Disagree (D) 3, Neutral (N) 4, Agree (A), and Strongly Agree (SA) 5. The respondents were presented with this statement to indicate the level of their perception on the extent that their job design lets them feel responsible for the outcomes in their organizations. 
Of all the respondents 222, 93 (42%) strongly disagreed, 57(26%) disagreed, 11(5%) of the respondents had a neutral attitude towards it, 39(18%) agreed, while 22 (10%) strongly agreed. They were also required to respond to how much they agreed on the statement On whether the design of the job enables several related tasks to be performed which ultimately form a complete job Respondents 53 (24 %) strongly disagreed 71(32%) disagreed 27(12%) has a neutral attitude 50(23 %) agreed while 21(9%) strongly agreed. They were also asked to concur whether or not they participate in setting goals/ objectives of their institution. 53 (24%) strongly disagreed while 80 (36%) disagreed, 22 (10%) were neutral while 32 (14%) agreed and 45 (20%) strongly agreed. 
They were lastly asked if they are content with the level of autonomy they have in decision-making regarding their tasks, 55(25%); strongly disagreed, 70(32%); disagreed, 0(0%); neutral, 52(23%); agreed, 45(20%); strongly agreed. Table 5 below shows a distribution of the respondents’ perception regarding the subject. To establish the relationship between the existing responsibility level and the employees ‘Level of job satisfaction, the respondents were asked to express the extent to which (using the (1-4) strongly disagree-disagree) they experience or assume responsibility for some tasks, areas or things in their work place.

Table 4: Gives a Distribution of the Respondents’ Views on the Subject

	S/N
	Variable
	1
	2
	3
	4
	5

	1.
	The structure of my job allows me to feel a sense of responsibility for the outcomes
	93(42%)
	57(26%)
	11(5%)
	39(18%)
	22(10%)

	2.
	The design of my job allows me to carry out several tasks that eventually fit together to make a complete job 
	53(24%)
	71(32%)
	27(12%)
	50(23%)
	21(9%)

	3.
	I’m involved in setting goals/objectives of my institution 
	53(24%)
	80(36%)
	22(10%)
	32(14%)
	45(20%)

	4.
	I’m satisfied with autonomy I have in making decisions about my daily tasks
	55(25%)
	70(32%)
	0(0%)
	52(23%)
	45(20%)


Source: Data Analysis (2023)
5.0 Discussion

This study has established that supervision plays an important role in improving the level of job satisfaction possessed by employees in the workplace. For instance, half of the respondents mentioned that they receive regular feedback on the performance of their tasks, which is part of management, and helps to guarantee employees’ continued interest in and understanding of their work. Also, an 82 percent supply foster positive work environment satisfaction index reported on the supervision style adopted showed satisfaction among respondents. Most importantly, all employees concurred that the organization’s top management ensures safe and healthy working environment. Likewise 65 percent of respondents from Bombo Hospital responded that effective supervision has a positive effect on their morale. These results support the recent literature, including Ahmed et al. (2021), who highlight the link between supervisor support and motivation and performance by setting expectations for learning and performance. Likewise, Aslam and Anwar (2023) stated that supportiveness of supervisors decreases the stress levels of employees, these stress levels with job satisfaction and general performance are positively correlated.

A related area researched in the study was the link between organizational reward systems and level of satisfaction among the workforce. The results present that 60 percent of the respondents are dissatisfied in the current rewards for excellent performance while 52 percent are satisfied with the timely wages that enhanced their motivation. Further, 69 percent of the respondents expressed satisfaction with allowances while 53 percent appreciated overtime allowance in their workplace. The subsequent literature supports these conclusions. For instance, Zhang and Lee (2022) pointed out that, rewards, self-intrinsic as well as extrinsic, are fundamental tools, which assist in fortifying employee performance, positing that employee bonuses, employee paid-vacations, and other non-cash incentive motivators are major determinant of positive job satisfaction. A study done by Singh and Sharma (2023) depicts that proper framework to reward system has a strong link with talent retention and high employee turnover hence increase in productivity of employees The reward system that involves both financial and non-financial rewards in an organization are most preferable.

In relation to the first research problem, which deals with the correlation between responsibility and job satisfaction, 68% responded that they do not feel responsibility in the structures that exist in their jobs and this can affect their job satisfaction. However, only 56 percent were OK with this saying that the design of their jobs enable them to do integrated tasks that doubles up as a completed task. Further, the respondent’s involvement in goal realization was additionally identified; 60 percent of respondents participated in the determination of organizational goals. Khan et al., highlighted that employees rated in responsibilities enjoy high perceived job consciousness especially when provided with decision-making power and course target setting power. This supports the notion that responsibility and accountabilities enhances morale as well as performance because constructive recognition increases organizational value and motivation among the human capital (Rahman & Loon, 2023).

6.0 Conclusion

From the above-mentioned study findings, it can be concluded that work environment attributes such as supervision and provision of rewards and responsibilities; and employee job satisfaction are somehow related. Again, the majority of the workers agreed that the nature and design of work enable them to have ownership of the outputs. This may be the case since job responsibilities may be used to enhance the employee satisfaction at Bombo Referral Hospital. More than half of them asserted that the design of their job precluded them from doing several tasks that integrated to complete a job. The findings showed that most of the polled employees had adequate education in order to understand the finer details of their tasks and the ways that aspect reduced job satisfaction. 
Furthermore, a majority of the respondents had their work experience at Bombo Referral Hospital more than five years. How experience and job satisfaction levels of participants influenced using the time duration of working on the company. Subordinate work output is positively associated with the managerial and supervisory behaviors. Their bosses motivate them to perform better through shedding light to them and giving directions more so the company has clear cut roles to be performed. However, most of human capital is passive and only a few of them are involved in decision making; they are not pressed to think by their managers. Also, top management contribute to the safe and healthy working environment in the following ways. 

The majority of workers know how their workplace functions and the rules that should be followed here. They share often with their superiors, and report that they have good relationships with the people with whom they work. However, most employees rarely engage in activities that are beneficial for the company or even engage in the process of solving problems within the company. The results revealed indicated that all the variables in the model did have an effect on the level of job satisfaction among employee at the workplace.

7.0 Recommendations

The following recommendations are made in light of this study: The following issue to do with the effect of work environment on the job satisfaction of the employee should be of utmost concern to public institutions such as the hospitals since it gets the employees accept their work and every aspect of it as something they should be happy and committed to. Since work environment is one of the critical antecedents to both employee and government organization performance, including in public service sectors such as public hospitals, it is important for a service-oriented organization like the government to know about and address the environmental and motivational requirements of its staff. Any organization that aims at achieving growth must be able to raise the productivity and utilization of every resource in order to better other organization with similar goals and objectives. An example of how to compete is how to acquire a workforce (human resources) which can be trusted as well as being flexible in attempt to satisfying all the customers.
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