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Abstract 

Good human resource management drives employee’s satisfaction in the organization. The satisfaction 

as well as commitment among employees brings good health care, which deliver better results and 

higher level of satisfaction in their patients. Job satisfaction is one of the main components for better 

development of any organization or management as well as for over all welfare of an employee. The 

job related dissatisfaction among the medical and paramedical staff may have serious consequences for 

the both the staff and the patients. 

 Objective: to study the socio –economic and demographic profile of staff nurses, medical 

and para-medical staff, to study the intrinsic and extrinsic correlates of job satisfaction among staff 

nurses, medical and para-medical staff and to compare the level of satisfaction and dissatisfaction 

among staff nurses, medical and paramedical staff.  

 Material and Method: The study is based on NHM employees working in public health 

institutions in Haryana. This study was conducted in 2015 on a sample of 160 NHM employees from 8 

districts of Haryana. The job satisfaction scale devised by Amar Singh and T.R Sharma (1986) has 

been used in the present study.   

 Findings: It was found that no single employee was extremely satisfied. Level of satisfaction 

varied. It was observed that intrinsic factors play important role towards satisfaction among employees 

whereas extrinsic factors contribute slightly towards satisfaction. The results showed that under extrinsic 

factors psycho-social factor contribute the most for satisfaction among employees. Overall, job intrinsic 

factors i.e. job concrete and job abstract equally contribute towards satisfaction of employees.  

 Key Words: Job Satisfaction, Intrinsic factors, Extrinsic Factors, Demographic Variable, NHM 

employees  

Introduction 

Job satisfaction is an individual attribute and it is the outcome of the fulfillment of the 

individual needs which vary greatly from one person to another. The level of job satisfaction 

varies as the job itself varies. Job satisfaction is a necessary condition for a healthy growth of a 

person’s personality and is the way an employee feels about his or her job. Feldman & Arnold, 
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(1983) defines job satisfaction as the amount of overall positive effect or feelings that 

individuals have towards their job. Thus, when the individual feels fair and is given equal 

treatment in the organization he feels satisfied with his job and he may work with his full 

potential for the benefit of organization.  

The two-factor theory (also known as Herzberg's motivation-hygiene theory and dual-factor 

theory) states that there are certain factors in the workplace that cause job satisfaction, while a 

separate set of factors cause dissatisfaction. It was developed by a psychologist Frederick 

Herzberg, who theorized that job satisfaction and job dissatisfaction act independently of each 

other. His findings have had a considerable theoretical, as well as a practical, influence on 

attitudes toward administration (Herzberg et al., 1959). According to Herzberg, individuals are 

not content with the satisfaction of lower-order needs at work; for example, those needs 

associated with minimum salary levels or safe and pleasant working conditions, rather, 

individuals look for the gratification of higher-level psychological needs having to do with 

achievement, recognition, responsibility, advancement, and the nature of the work itself 

(Herzberg et al., 1966). Attitudes and their connection with industrial mental health are related 

to Abraham Maslow's theory of motivation (1970). Thus both theorists did parallel work on 

intrinsic factors. However, Herzberg added a new dimension to this theory by proposing a two-

factor model of motivation, based on the notion that the presence of one set of job 

characteristics or incentives leads to workers satisfaction at work, while another and separate 

set of job characteristics leads to dissatisfaction at work. 

The study of job satisfaction is more important and necessary, for the development of the 

organization because job satisfaction resulting by cognitive evaluation which includes objects 

like feelings, beliefs and behavior towards one’s job. According to Dawis (1992) overall job 

satisfaction is actually a combination of Intrinsic and Extrinsic job satisfaction. Intrinsic job 

satisfaction is when workers consider only the kind of work they do, the tasks that make up the 

job. Extrinsic job satisfaction is when workers consider the conditions of work, such as their 

pay, co-workers and supervisors (WHO, 2004). In India there is a considerable shortage of 

medical and para-medical staff. Most of the locally trained physicians are tempted to go abroad 

or work in private sector on account of better fortunes. Moreover, healthcare workers who do 

remain in India prefer the cities where job prospects and wages are better, resources are greater 

and the quality of life is far better. In recent past, very few studies have been conducted on the 

Job satisfaction and work motivation among the NHM staff in India and even in Haryana, so 

the present study has been planned and undertaken with following objectives: 
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Objectives 

a) To study the socio-economic and demographic profile of the staff nurses, medical and 

paramedical staff.  

b) To analyze the intrinsic and extrinsic correlates of job satisfaction among staff nurses, 

medical and para-medical staff. 

c) To compare the level of satisfaction among staff nurses, medical and paramedical staff. 

Methodology  

The study is based on NHM employee working in public health institutions in Haryana and  

this study  was conducted in 8 districts of Haryana- i) Panchkula, ii) Ambala, iii) Kaithal, iv) 

Sonipat, v) Faridabad, vi) Fatehabad, vii) Gurgaon and viii) Kurukshetra. The study is based on 

the primary data and data was collected using a well-designed pretested questionnaire. From 

each district, DH, one CHC and one PHC were selected. The CHCs and PHCs were selected 

through simple random technique and a total of 160 respondents were interviewed. Three 

categories of respondents were selected- staff nurses, medical officers and other para-medical 

staff like lab technician and pharmacists. Thus, 100 staff nurses, 40 medical officers 

(Allopathic and AYUSH) and 20 other paramedical staff were selected through purposive 

sampling. The number of staff nurses interviewed was higher, the reason being the 

proportionate strength of staff nurses was more as compared to other staff  working under 

NHM.  

The questionnaire was divided into three parts; i) background characteristics of health-care 

provider; ii) Intrinsic Job satisfaction statements; and 3) Extrinsic job satisfaction motivation 

statements The various dimensions taken for the study were salary satisfaction, working 

conditions, social security schemes and welfare measures. A set of  30 statements were used to 

assess the job satisfaction which can be broadly classified into 2 categories viz. job intrinsic 

statements (factors inherent in the job) and job extrinsic statements (factors residing outside the 

job). Job intrinsic statements assesses the job satisfaction of the individual with respect to 

excursions, place of posting, work conditions, co-operation, democratic functioning etc. and 

job extrinsic statements relating to psycho-social aspects like intelligence, social circle, 

economics aspects like salary, allowances, community and national growth aspects such as a 

quality of life, national economy, etc. The scale was found to be reliable and after testing and 

re-test reliability of this scale comes out to be 0.978. The job satisfaction scale devised by 

Amar Singh & T.R Sharma (1986) has been used in the present study. The level of job 

satisfaction was measured at two levels -intrinsic and extrinsic using five point Likert scale and 
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score of the level of satisfaction as well dissatisfaction has been assessed and t-test has been 

used to assess the significance level of internal and external factors effecting the job 

satisfaction among the NHM employees. The analysis was done for each category separately 

and bivariate tables have been also generated by using SPSS. 

Results and Discussion 

An attempt has been made to analyze the socio-economic and demographic characteristics of 

the respondents. Under the socio-economic and demographic characteristics the variables 

included were age, gender, religion, marital status, main source of family income, place of 

residence, type of family and ownership of house. 

Table 1: Socio Economic and Demographic Characteristics of the Respondents 

Variables  Staff nurses      

 N-100 

Medical officer 

 N-40 

Paramedical  staff                  

N-20 

Age Group 23-29 52 (52) 13 (32.5) 10 (50) 

30-36 42 (42) 15 (37.5) 8 (40) 

37-43 4 (4) 7 (17.5) 2 (10) 

44-50 5 (5) 1(2.5) - 

51+ - 4 (10) - 

Gender Males 00 20 50) 7 (35) 

Females 100 20 (50) 13 (65) 

Social Group General 58 (58) 33 (82.5) 14 (70) 

OBC 30 (30) 3 (7.5) 4 (20) 

Schedule Caste 12 (12) 4 (10) 2 (10) 

Religion Hindu 83 (83) 36 (90) 20 (100) 

Sikh 10 (10) 2 (5) - 

Muslim 7 (7) 2 (5) - 

Marital 

Status 

Married 77 (77) 32 (80) 18 (90) 

Unmarried 23 (23) 8 (20) 2 (10) 

Type of 

Family 

Joint 50 (50.0) 26 (60.0) 13 (65.0) 

Nuclear 50 (50.o) 14 (40.0) 7 (35.0) 

Place of 

Residence 

Urban 57(57) 30(75) 19 (95) 

Rural 43(43) 10(25.0) 1 (5) 

 House 

Ownership 

Own 70 (70.0) 30(75.0) 12(60) 

Rented 30 (30.0) 10(25.0) 8(40) 

(Note: Figures in parentheses are row percentage)  

      

The  results showed that higher proportion of  staff nurses fall in the age group of 23-29 and 

30-36 years, while  greater proportion of medical officers were in  age group 30-36 years and 

majority of other para medical staff  were relatively younger than staff nurses and medical 
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officers. Gender wise break up reveals that there were equal numbers of male and female 

medical officers while all the staff nurses are females and there are 65 per cent of females 

among the paramedical staff. Caste wise analysis reveals that 58 per cent of staff nurses 

belonged to General caste whereas the remaining 42 per cent belonged either OBC or SC. 

Similarly, higher proportion of medical officers belonged to General caste and the same is 

true for paramedical staff. Religion wise distribution indicates that there was preponderance 

of Hindus in our sample. A large majority of our respondents were married (77 per cent of 

staff nurses, 80 per cent of medical officers and 90 per cent of paramedical staff). Salary was 

the main source of income for all the respondents. Regarding the family composition, one 

half of the staff nurses were having nuclear family and the other half was having joint family, 

whereas in case of medical officers and other para medical staff greater proportion of them 

were having nuclear family.  Regarding the place of residence, large majority of medical 

officers and other para medical staff reside in urban area, whereas 57 percent of staff nurses 

reside in urban area. Further analysis reveals that 70 per cent of the staff nurses resided at 

their own house whereas 30 per cent are residing in rented accommodation. In case of 

medical officers three fourths of them are residing in their own house. Interestingly it is noted 

that no government accommodation has been provided to a single staff under NHM. 

Job Profile of NHM staff 

 Job Profile of Staff Nurses 

Job profile of the three categories of respondents has been discussed. The educational 

qualification of the staff nurses shows that most of the staff nurses have done two years 

course of General Nursing and Midwifery (GNM) and 12 percent of SNs have done three 

years degree course in B.Sc nursing. Fifty seven percent of staff nurses have 1-4 years of 

experience and the remaining have more than 5 years of experience. Average monthly salary 

of the SNs was Rs 12300/.  

Job Profile of Medical Officers 

 Regarding the job profile of MOs, the findings reveal that 47.5 percent of MO’s were 

MBBS, 37.5 percent had done BAMS, 10 percent were homeopathic graduates and only 5 

percent of doctors had done MD.  More than half of the doctors were MO’s, 37.5 percent 

were working as AMO’s and 10 percent were employed as HMO. More than half of  the 

MO’s were having 1-4 years of experience,  40 percent had experience of 5-9 years and only 
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5 percent MOs had experience of more than 10 years. Average monthly salary of medical 

officers was Rs 36000/. More than half of the MOs were working either at SNCU or were on 

emergency duty whereas 47.5 percent medical officers were providing OPD services. 

 Job Profile of Para medical staff 

The job profile of other paramedical staff shows that more than one- third have done 

Bachelor of Pharmacy, another 20 percent have done M.Sc (microbiology), one fourth have  

done Diploma in Lab technicians and remaining (2) have done Diploma in Panchkarma. 

Forty percent of other para medical staff are working as counselor, yoga therapist or 

panchkarma specialist, 35 percent are working as Pharmacist’s and another 25 percent as Lab 

Technician’s. Large majority of the para medical staff have work experience between 1-4 

years and 30 percent have experience of five years or more.   The paramedical staff are 

posted either at  Pharmacy (35 %), laboratory (30%) and in DEIC or AYUSH.          

Job Satisfaction                    

There are intrinsic and extrinsic factors that contribute towards job satisfaction as well as job 

dissatisfaction among employees. Job Intrinsic and job extrinsic are essential for the health of 

the employees but the presence of intrinsic factors such as recognition, responsibility and 

extrinsic factors such as job security, salary, working conditions have positive and negative 

effects on the job satisfaction as well as job dissatisfaction level. The same trend is observed 

for medical officers, other para medical staff and to large extent for staff nurses too.  

Table 2: Level of job satisfaction on Intrinsic and Extrinsic Factors among 

Satisfied group 

Groups Staff Nurses 

(N-45) 

Medical Officer  

(N-22) 

Paramedical 

(N-10) 

Intrinsic 

Factor 

Extrinsic 

Factor 

Intrinsic 

Factor 

Extrinsic 

Factor 

Intrinsic 

Factor 

Extrinsic 

Factor 

Satisfied 32(71.2) 22(48.9) 17(77.3) 14(63.6) 6(60.0) 4(40.0) 

Dissatisfied 13(28.8) 23(51.1) 5(22.7) 8(36.46) 4(40.0) 6(60.0) 

Total 45 45 22 22 10 10 

    Note: Figures in parentheses are row percentage      

 

The findings show that among the satisfied group, intrinsic factors play an important 

role in contributing to job satisfaction than extrinsic factors.  Among the satisfied group result 
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reveals that 71.2 percent of staff nurses were satisfied on job intrinsic factors, 77.3 percent 

medical officers were satisfied and 60 percent of paramedical were satisfied. On the other 

hand among dissatisfied group the extrinsic factors contribute towards the job dissatisfaction.   

More than half of the staff nurses shows dissatisfaction on extrinsic factors, 60 percent 

paramedical show dissatisfaction but interestingly lesser proportion (36.5 percent) of  medical 

officers show dissatisfaction on extrinsic factors. In other words the reason behind the higher 

satisfaction among medical officers on both factors i.e. intrinsic and extrinsic as compared to 

staff nurses and paramedical is their job profile. The medical officers are highly qualified and 

taking average monthly salary of Rs. 36000/- , while staff nurses qualified with 10+2(GNM) 

and getting salary of Rs. 12300/. So, the medical officers have a higher status and their 

motivation level is also higher with satisfaction on both intrinsic and extrinsic factors 

(Maslow, 1970). Such intrinsic outcome involve feeling of responsibility, challenge and 

recognition; the outcomes results from such job characteristics as variety, qualification, 

autonomy, identity are supporting the results of this study. Similarly, extrinsic outcomes 

salary, working conditions, interaction and communication with co-workers and even 

supervision are objects in the work place which has potential job-outcomes, dealing with 

others are sources of dissatisfaction which also support the results of present study.  Thus it  

can be stated that Maslow Need hierarchy theory supports our results, which explain that 

when the basic needs and self esteem needs  are  met then the individual satisfaction level 

increases, the workers motivation with the presence of  need for self esteem, esteem for 

others and self actualization increase. (Maslow, 1970;  Frolick, 2008).  

The Herzberg’s two factor theory supports the result of this study, which states that intrinsic 

factors such as achievement, recognition, responsibility etc, contribute to satisfaction, the 

presence of these factors causes satisfaction. On the other hand, extrinsic factors such as 

supervision, salary, working conditions etc are contributing to dissatisfaction, the absence of 

which causes dissatisfaction. Herzberg emphasized that opportunity from growth and 

advancement are strong motivators that lead to job satisfaction. Studies done by Bhuian et al., 

(1996) & Landerweerd & Boumans (1994) indicated a positive association between the 

autonomy, job satisfaction and work motivation which may comes from intrinsic and 

extrinsic factors. 

Table 3: Job Profile and Job satisfaction among Staff Nurses and MOs 
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Variables Characteristics Satisfied Group      

(N-45) 

Dissatisfied    

(N-55) 

Staff Nurses  (N-100)    

  Place of duty SNCU/NICU 16(35.5) 34(61.8) 

 Duty in wards 29 (64.5) 21(38.2) 

Years of Experience 1-4 16(35.6) 41(74.5) 

 5-9 29(64.4) 14(25.5) 

Medical Officers (N-40)    

Place of duty SNCU/Emergency 9 (40.9) 12 (66.6) 

 General OPD 13 (59.1) 6 (33.3) 

Years of Experience 1-4  10 (45.5) 16 (88.9) 

 5-9  12(54.5) 3(11.1) 

      Note: Figures in parentheses are row percentage  

It is important to note that staff nurses on duty at SNCU, greater proportion of staff nurses 

posted at SNCU were dissatisfied with their job as compared to staff nurses who are on duty 

at general wards. The reason may be due to nature of job where one has to be very careful as 

well as responsible in handling young infants and constant monitoring and supervision of the 

infants. Respondents working in different departments differ in the feeling of satisfaction 

under the different working environment (Tzeng, 2002). Staff nurses having experience more 

than four years are more satisfied as compared to those who had less than four years of 

experience. Job satisfaction can be influenced by tenure due to different experience, ability 

and need (Tzeng, 2002). 

Medical officers who were on duty in SNCU or emergency, greater proportion of them were 

dissatisfied with their job whereas relatively greater proportions of medical officers providing 

OPD services were satisfied with their job. Medical officer having more (5-9 years) 

experience was satisfied with the job as compared to those having less work experience. 

People with different experiences show different tendency towards their job (Cranley et. al, 

2006). In order to have a comparison of job satisfaction and dissatisfaction group among 

NHM staff, we have analyzed the internal and external variables which shows that the 

effectiveness in their job satisfaction. Under intrinsic factors we have studied two categories 

one is job concrete and other is job abstract. 

Table 4: Comparative mean (t-ratio) of Satisfaction and Dissatisfaction among 

staff nurses 

 

Factors Sub-Factors Satisfied 

N=45 

Dissatisfied 

N=55 

t-ratio 

Job Job Concrete 12.13  (2.17) 9.9  (2.23) 5.012* 

Pramana Research Journal

Volume 8, Issue 7, 2018

ISSN NO: 2249-2976

https://pramanaresearch.org/252



 

 

Intrinsic Job Abstract 12.37  (2.10) 9.12 (2.29) 7.317* 

Job 

Extrinsic 

Psycho-Social 17.04  (2.96) 13.18 (2.87) 6.595* 

Economic 9.91   (2.89) 6.05 (2.26) 4.958* 

Community 

Growth 

10.55  (2.30) 7.74(2.38) 3.596* 

*Significant at .001 level   S.D.  Value given in parenthesis 

        

While comparing both satisfied and dissatisfied group on job concrete, we have found that 

there is a significant difference with t-value (5.012) at .001 level. It indicates that place of 

posting, working conditions effects the satisfaction as well as dissatisfaction level of any 

employee. Under Job Abstract, democratic functioning and cooperation of staff play 

important role in the satisfaction and dissatisfaction level. Results show that there is 

significant difference with t value (7.317) at .001 level. It indicates that job abstract factors 

play important role in job satisfaction. On other side job extrinsic factors include psycho-

social, economic and community growth. The t- value with (6.595) at .001 per cent of 

significant level shows that social circle of individual, ego reality and strength of any 

individual plays integral role in the job environment. 

Economic factors include salary, allowances and other benefits from job. Results concluded 

that both satisfied and dissatisfied groups score low on economic factors (t value among both 

group is 4.958) which means that the NHM employees are not getting equal salary for equal 

work and even are deprived from other benefits. Salary was also seen as an indicator of status 

within the organization as well as in the society at large. Thus, for some people, salary is a 

reflection of self-worth, so pay satisfaction takes on critical significance when it comes to 

retention. 

Lastly, under extrinsic factors, community growth and national economy has been included 

which means the quality of life among employees. The results reveal that the quality of life 

also affects on the performance of the individual. The results show that there is difference in 

t- value of both groups (i.e. 3.596) at .001 level  of significance. It indicates that the standard 

of living and quality of life also affects the individual growth as well as the national 

economy. While concluding it is noted that among satisfied group higher mean value 

indicates that psychosocial factors which include status, social circle, personal skills, 

experience of individual, opportunity for job etc.) are the predictors of job satisfaction. 

(Kovner et al (1994). Community Growth placed on second position with mean value of 
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10.55, shows  that the factor  that contribute to community growth are quality of life, 

professional benefits to nations, job freedom and decision making. Job concrete and job 

abstract are placed in third position which play equal role in job satisfaction. Hence these 

both factors contribute to intrinsic variables of job satisfaction. Locke, (1976) finds that 

working conditions which are compatible with the individual’s physical needs and work goals 

are positively associated with job satisfaction. 

Lastly the economic factors are placed lower among all factors having a mean value of 9.91. 

These factors include benefits of retirement, salary, and facility of house, medical allowances 

& other economic benefits provided for the employees. These economic factors are lowest 

among satisfied as well as on dissatisfied group. Smith et al. (1969), Liou et al. (1997) and 

Tseng et al. (2002) identify that salary is an important factor contribute towards job 

satisfaction. 

Table 5: Comparative mean (t-ratio) of Satisfaction and Dissatisfaction  

Among Medical Officers 

 

Factors Sub-Factors Satisfied N=22 Dissatisfied 

N=18 

t-ratio 

Job 

Intrinsic 

Job Concrete    13.59(1.79)      9.16(1.94) 7.474* 

Job Abstract 13.09(2.61) 9.44(1.19) 5.452* 

Job 

Extrinsic 

Psycho-Social 16.13(2.23) 13.05(2.43) 4.168* 

Economic 12.45(2.59) 7.44(3.72) 4.999* 

Community 10.45(2.17) 7.44(2.43) 4.129* 

         *Significant at .001 level; S.D. value given in parenthesis 

 

The above table shows the t-value difference between the satisfied and dissatisfied group of 

medical officers. The results show that t-value are significant in each of the five sub- factors 

of both intrinsic and extrinsic factors. The result shows that under intrinsic factors job 

concrete i.e. place of posting, picnic entertainment of facility, working condition of the 

employee and availability of the time for family all these factor lead to inherent job 

satisfaction .Thus there is a significant differences in t- value among medical officers with 

mean value 13.59 at .001 level.  

The second sub factor of Intrinsic factor is job abstract i.e. cooperation with boss and 

colleagues, democratic functioning and over time in job at the hospital which plays an 

important role in job satisfaction. Hence, the second factor on dimension of job satisfaction 
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scale is reflected by‘t’-value (5.452) which is significant. Hence the medical officers were 

found satisfied on the variable of ‘job concrete.’ Besides the intrinsic factors, the other factors 

which effect job satisfaction are extrinsic factors. Under extrinsic factor, the first sub factor 

i.e. Psycho social factors show that there is significant mean difference between satisfied and 

dissatisfied group (t-value (4.168). Thus psycho social factors contribute to job satisfaction.   

A perusal of above table shows that the mean value (12.45) is greater for the satisfied group 

under ‘Economic factors’ than dissatisfied group. The t-value (4.999) was also found to be 

significant. Lastly extrinsic factor deals with community growth and national economy which 

support to improve the quality of life of the employee as well as national community growth. 

The results show that there is significant difference in mean value (10.45) and t-value (4.129) 

among both groups.  In other words it shows that this factor has least effect on job 

satisfaction. Hence, the result concluded that standard of living and quality of life affects the 

job satisfaction as well as individual growth and nation economy. Among medical officers it 

is noted that in satisfied group, job concrete and job abstract which are part of intrinsic 

variables are playing equal role in job satisfaction. Similarly, in extrinsic variables, 

psychosocial factors which include status, social circle, personal skills, experience of 

individual, opportunity for job etc. is higher among all the factors. Economic factors and 

community growth are contributing to the satisfied group. 

Table 6: Comparative mean (t-ratio) of Satisfaction and Dissatisfaction  

Among other Para medical staff 

 

Factors Sub-Factors Satisfied N=10 Dissatisfied N=10 t-ratio 

Job 

Intrinsic 

Job Concrete 12.90(1.79) 9.30(1.33) 5.091* 

Job Abstract 11.90(1.96) 9.70(1.56) 2.764* 

Job 

Extrinsic 

Psycho-Social 16.00(2.62) 14.30(1.82) 1.681* 

Economic 8.20(2.09) 3.50(.52) 6.872* 

Community 12.30(2.75) 9.90(2.42) 2.070* 

   *Significant at .001 level; S.D. value given in parenthesis 

 

The result of the third category, i.e. Para-medical staff was analyzed. However the sample 

size was small as compared to other category of staff.  It is interesting to note that an equal 

number of para-medical staff were satisfied and dissatisfied. On the intrinsic’ job concrete 

factor the t-value (5.091) was found to be significant among satisfied group than dissatisfied 
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group. The mean score of satisfied group is four points greater than dissatisfied group. The 

result shows that one half was satisfied and the other half was dissatisfied on this same 

variable. The results about the role of Job abstract show that the mean value (12.90) of 

satisfied group was higher than the mean value of (9.30) among dissatisfied group. The t- 

values 5.091 were significant which indicates that there were significant differences between 

satisfied and dissatisfied group. The t value of job concrete factor of satisfied group were 

relatively higher than job abstract.  The third factor of the study evaluate the Psycho-social 

factors, which deal with subjective factors of the employee like social status , intelligence, 

training, confidence, opportunity for promotion, participation in decision making and 

satisfaction of individual level of the employee. This is very important factor which lead to 

the personal skills of the employee and work as motivator among external factors. Thus the 

result show t- value is significant among satisfied group. The role of psycho social factors has 

less influence on job satisfaction. On fourth position, an economic factor is a part of extrinsic 

variable. The result shows that there is significant difference among the both groups i.e. 

satisfied and dissatisfied group. The t value (6.872) is significant. Lastly, the extrinsic factor 

which deal with community growth and national economy. The table shows that the t value is 

significant among satisfied groups thereby indicating that the satisfied group is contributing 

to national and community growth of the country. Conclusively the results among 

paramedical staff revealed that, in satisfied group, job concrete and job abstract of intrinsic 

variables are playing equal role in job satisfaction with the satisfied group.  Among the 

extrinsic variables, psychosocial factors are important among all the factors followed by 

community growth which also contribute to the satisfied group. The economic factor is lower 

among all the factors, which shows that economic factors are playing crucial role to 

determine the dissatisfaction among both satisfied as well as dissatisfied group. 

Conclusion 

In this study it was observed that overall level of satisfaction among 160 NHM employees 

was 48.12 per cent, out of this 22.5 per cent were very satisfied and 25.6 per cent were 

moderately satisfied. On other hand, the dissatisfaction level among employees was 51.88 per 

cent. Out of this 28.1 per cent were dissatisfied and 23.8 were extremely dissatisfied. 

However it was found that no single employee was extremely satisfied.  Level of satisfaction 

varied among the three categories of staff. Among the staff nurses 45 per cent were satisfied, 

among medical officers satisfaction level was 55 per cent and 50 per cent paramedical staff 

Pramana Research Journal

Volume 8, Issue 7, 2018

ISSN NO: 2249-2976

https://pramanaresearch.org/256



 

 

was satisfied. Further it was observed that intrinsic factors play important role towards 

satisfaction among employees whereas extrinsic factors contribute slightly towards 

satisfaction. The results showed that under extrinsic factors, psycho-social factor contribute 

the most for satisfaction among employees. Overall, job intrinsic factors i.e. job concrete and 

job abstract equally contribute towards satisfaction of employees. While concluding it can be 

said that intrinsic factors are contributing more towards job satisfaction and among extrinsic 

variables psycho social factor were more supporting to job satisfaction because this factor 

indicated the  social interaction at work place, individual skills, trainings, confidence, 

decision making and intelligence which was positively correlated by respondents with their 

job. Therefore, appropriate changes are required in the predictors of intrinsic and extrinsic job 

satisfaction among heath workers which may help the policy makers to develop a new model 

for the Indian health system. 
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