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Abstract

Job satisfaction is crucial for the retention of nursing instructors. Studies indicated that perceived
organizational support influences job satisfaction. This descriptive correlational study aimed to
describe perceived organizational support and job satisfaction, and to examine the relationship
between perceived organizational support and job satisfaction among nursing instructors. The
sample consisted of 186 nursing instructors working in 43 nursing educational institutes in the
People’s Republic of Bangladesh. The research instruments used were the Demographic Data Form,
the Survey of Perceived Organizational Support (SPOS), and the abridged Job Descriptive Index
(aJDI). The reliabilities of the SPOS; and the aJDI were 0.90 and 0.82, respectively. Data were analyzed
using descriptive statistics and Spearman’s rank-order correlation coefficient.

The results of this study indicated as follows:

1. Perceived organizational support among nursing instructors was at a moderate level.

2. Job satisfaction among nursing instructors was at a moderate level.

3. There was a statistically significant moderate positive relationship between perceived

organizational support and job satisfaction.

The findings of this study could be used by the administrators of nursing educational institutes

in developing strategies to improve perceived organizational support; thereby, job satisfaction of

nursing instructors would be increased.

Keywords: job satisfaction, perceived organizational support

Background and Significance

According to the World Health Organization
(WHO), there have been shortages of nursing
instructors in both developed and developing
countries; critical shortages have been reported
in at least 57 developed and developing countries
(Christmas & Hart, 2007). The difficulties in retaining
qualified and experienced nursing faculty are
due to an increase in retirement and faculty
leaving for higher paying positions in the private
sector (The National League for Nursing Board
of Governors position statement, 2006). Other
main factors limiting the ability to recruit new
faculty include the following: a shortage of

adequately prepared nurses, non-competitive
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salaries, and lack of funds to create permanent
positions (CAN & CASN, 2012). Nursing instructors
have an important responsibility to prepare
future nurses. (Gormley, 2003). As a result,
insufficient numbers of nursing faculties limit
the ability to admit and educate nurses (CNA &
CASN, 2012). Studies have shown that employee
retention is related to job satisfaction (Hinshaw
& Atwood, 1983; Christian, 1986). Further, low
job satisfaction has been linked to the leaving
of nursing instructors from the profession (Tang
& Ghani, 2012). Job satisfaction is defined as
persistent feelings toward discriminable aspects
of the job situation (Stanton, Balzer, Smith,

Parra, & Ironson, 2001). Herzberg’s two-factor
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theory proposed that there are many factors
that are related to job satisfaction (Herzberg’s
et al,, 1959). Those factors are divided into two
categories: 1) hygiene factors (salary, supervision,
interpersonal relations, working conditions,
organization policy, and administration), and 2)
motivating factors (achievement, work itself,
responsibility, recognition, and advancement or
opportunity for growth). Job satisfaction is very
important for retaining nurses. The nursing
faculty vacancy rate has increased at the national
and international levels in many countries
across the world. The unfilled faculty positions
directly affect the supply and demand of the
nursing workforce (Derby-Davis, 2013). This
phenomenon creates greater and greater
pressure on nursing faculty according to increased
workload as they are burdened with the respon-
sibility of preparing future nurses (Barrett &
Goldenberg as cited in Barrett, Goldenberg, &
Faux, 1992). Job satisfaction is important as satisfied
employees tend to have higher productivity.
According to the study of Embuldeniya (2017),
findings revealed that employee job satisfaction
is significantly related to productivity. On the
other hand, job dissatisfaction or low job
satisfaction can affect work outcomes. For example,
low job satisfaction among nurses can have an
impact on patient outcomes including quality
of care (Kwak et al,, 2010) and patient satisfaction
(Szecsenyi et al,, 2011). Job dissatisfaction is
related with dysfunctional outcomes, including
increased turnover, absenteeism, and reduced
job performance (lvancevich, Konopaske, &
Matteson, 2008).

Literature reviews have shown that job

satisfaction is influenced by perceived organi-
zational support (Rhoades & Eisenberger, 2002),
and several studies found the relationships
between the two variables (Eisenberger, et al.,
1997; Burke, 2003; Gutierrez, Candela, & Carver,
2012; Aung, 2014; Miao, 2011). Perceived
organizational support refers to employees’
perceptions concerning the degree to which the
organization cares about their well-being and
values their contribution (Eisenberger et al,,
1986). Organizational support theory has three
forms of favorable treatment: fairess, supervisor
support, and as well as organizational rewards
and job conditions (Rhoades & Eisenberger,
2002). Eisenberger et al. applied the social
exchange theory developed by Blau (1964, as
cited in Tanksky & Cohen, 2001) to explain
employee-organization relationships. Social
exchanges involve reciprocity (Tanksky & Cohen,
2001), whereby each party has perceptions and
expectations regarding the behavior of the
other party. Perceived organizational support
was developed for satisfying employees’ socio-
emotional needs and showing readiness to give
help and reward their extra efforts (Eisenberger
et.al, 1986). Lack of organizational support can
cause dissatisfaction and burnout among nursing
instructors. (Patrick & Laschinger, 2006).
Bangladesh is facing a severe shortage of
nursing instructors due to rapid increases in class
size and the rising number of nursing educational
institutions, without corresponding increases in
number of nursing instructors (Lund, Huda, &
Berland, 2013). The ratio of nursing instructors
to students is 1:27 whereas the international
standard ratio is 1:8 (HRD, 2011). Nursing
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instructors are important people who are in
close contact with nursing students. They assume
their responsibilities in an unfavorable
environment with a discrepancy between the
supply and demand resources (Lund et al., 2013;
WHO, 2003). Most of the nursing educational
institutions are operated by the senior staff
nurses who lack teaching experience. Large
student groups and a variety of administrative
duties have been found to be a cause of
dissatisfaction among nursing instructors.
Insufficient and out-of-date protocols/guidelines;
an increase of class size; time pressure; work
overload and tension; and insufficient support
also cause nursing instructors not to feel satisfied
with their job (Lund et al., 2013). Furthermore,
low income and insufficient support for residential
facilities are also causes of dissatisfaction among
nurse instructors. Nursing instructors’ job
dissatisfaction has appeared as a red-hot issue
for the nursing education sector (Issah, 2013).
Literature review shows that only one
study researching about POS has been found
among nursing instructors (Gutierrez, Candela,
& Carver, 2012). Likewise, although investigation
of job satisfaction in the nursing profession has
been extensive, it has been primarily concerned
with the satisfaction of nurses working in the
clinical setting; few research studies have
focused on nursing instructors. Also, inconsistent
findings have been found among those studies.
Several studies explored the relationship
between POS and JS among the nursing
population; however, only one study was found
among nursing instructors (Gutierrez, Candela,

& Carver, 2012). Studies related to perceived
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organizational support and job satisfaction of
nursing instructors have not been found in the
People’s Republic of Bangladesh. This study
aims to examine the POS, JS, and the relationship
between both variables among nursing instructors

in Bangladesh.

Objectives

1. To describe perceived organizational
support among nursing instructors in nursing
educational institutes, People’s Republic of
Bangladesh

2. To describe job satisfaction among
nursing instructors in nursing educational institutes,
People’s Republic of Bangladesh

3. To examine the relationship between
perceived organizational support and job
satisfaction among nursing instructors in nursing
educational institutes, People’s Republic of

Bangladesh

Conceptual Framework

The concept of perceived organizational
support was based on Eisenberger et al. (1986).
According to literature review, when employees
have access to support from the organization,
their job satisfaction would likely to be increased.
The concept of job satisfaction was based on
Stanton et al. (2001) which comprises 5 facets:
(1) work on present job, (2) present pay, (3)
opportunities for promotion, (4) supervision, and
(5) people at work. The relationship between
perceived organizational support and job

satisfaction was examined in this study.
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Methodology

This is a descriptive correlational study
conducted among nursing instructors in 43
nursing educational institutes in seven divisions
of Bangladesh. Proportionate stratified random
sampling method was used to select the sample
from each nursing educational institute. In this
study, a total of 188 questionnaires were
distributed to the sample of the nursing instructors.
The response rate was 186 (98.93%) questionnaires

that were complete and used for data analysis.

Research instruments

The research instruments consisted of
three parts: 1) Demographic data form, 2) the
17-item Survey of Perceived Organizational
Support (SPOS), developed by Eisenberger et
al. (1986), which rates on a 7-point Likert scale
(0 = strongly disagree to 6 = strongly agree). This
questionnaire consists of both positive and
negative items; thus, all negative items include
2,3,5, 6,10, 13, and 14 were reversed. 3) The
Abridge Job Descriptive Index (aJDI); 25 items
developed by Stanton et al. (2001). This tool
consists of five facets of job satisfaction: work
on present job, present pay, opportunities for
promotion, supervision, and people at work.
Each facet contains 5 items that require
responses of “yes”, “
(“Yes” for “3” if it describes; “No” for “0” if it

question mark”, and “No”

does not describe, and “?” for “1” if it cannot
describe). Each facet includes 3 positive and 2
negative items. All negative items (dull,
uninteresting, underpaid, insecure, dead-end
job, unfair promotion policy, annoying, bad,

boring, and lazy) were reversed. According to

Best and Kahn (2003), the interpretations of the
scores of both instruments were identified as
high, moderate or low levels.

The original instruments of SPOS and aJDI
were translated from English to Bengali language
by the researcher. One nursing instructor who
had high English proficiency back-translated this
Bengali version into English. Another bilingual
professional translator checked to find any
discrepancies between the back-translated
English version and the original instrument.
There was no significant discrepancy between
the two versions. The researcher had sent this
version with original one to her advisors for
approval before collecting data. The construct
validity of SPOS was 0.90 (Shore & Tetrick, 1991)
while the aJDI was validated by the developer
of the instruments (Stanton et al., 2001). In this
study, the Cronbach’s alpha reliabilities of the
SPOS and the aJDI were .90 and .82, respectively.

Protection of Human subjects

Prior to data collection, the study protocol
was approved by the Research Ethical Committee
of the Faculty of Nursing, Chiang Mai University,
Thailand, and the Directorate of Nursing Service,
Bangladesh. All participants were informed
about the purpose and the methods of the
study. They were informed that their participation
in this study was voluntary. Hence, they could
refuse to participate or withdraw from the study
at any time without any negative consequences
or losing any benefits. They were also reassured
that their responses would be kept confidential
and that their identities would not be revealed

in research reports or publications of the study.
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The participants who agreed to participate in
the study were asked to sign a written consent,
and no gift that might be interpreted as coercive

was given.

Data analysis procedures

Data were analyzed using a computer
software package. Descriptive statistics were
employed to describe demographic data, POS,
and JS. Spearman’s rank-order correlation test
was used to explore the relationship between
POS and JS as the data were not normally

distributed after Kolmogorov-Smirnov test.

Results

1. The mean age of the subjects was 44
years with the age ranging from 29 to 59. Among
them, the majority were female (84.9%), married
(83.9%), and held master’s degrees (61.80%).

With regards to the years of working experience

as a nurse, the mean number was 15.54 and
the range was between 5 and 34. The average
years of working experience as a nursing instructor
was 6.38, with the highest percentage of them
(55.90%) working for 1-5 years. Most of the
nursing instructors earned 15,001-25,000
Bangladeshi Taka per month (60.70%).

2. The overall mean score of POS as perceived
by the subjects was at moderate level ()_(:3.29,
SD=0.80) (Tablel).

3. The overall job satisfaction as perceived
by the subjects was at moderate level (X=
31.14, SD = 17.12). Likewise, four dimensions of
job satisfaction (work on present job, present
pay, supervision, and people at work) were at
moderate ()_(:7.23, SD=2.52; )_(:5.64, SD=2.32;
X=7.01, SD=2.55; and X=7.41, SD=2.41,
respectively) while the dimension of job
opportunities for promotion was low (X=3.83,
SD=2.82). (Tablel).

Table 1 Mean, standard deviation, and levels of perceived organizational support and job satisfaction

among the subjects (n = 186)

Variables X SD Level
Overall perceived organizational support 3.29 .80 Moderate
Overall job satisfaction 31.14 7.12 Moderate
work on present job 7.23 2.52 Moderate
present pay 5.64 2.32 Moderate

opportunities for promotion 3.83 2.82 Low
supervision 7.01 2.55 Moderate
people at work 7.41 2.41 Moderate

4. There was a moderate positive relation-

ship between perceived organizational support
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and job satisfaction (r = .44, p < 0.0001)
(Table 2).
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Table 2 Spearman’s Rank-order correlation of coefficients between nursing instructors’ perceived

organizational support and job satisfaction as perceived by the subjects (n = 186)

Job Satisfaction

r P

Perceived Organizational Support

.44 < 0.0001

Discussion

1: Perceived organizational support

Nursing instructors in Bangladesh perceived
overall organizational support at a moderate
level (Table 1). This means that nursing instructors
who worked at nursing educational institutes
perceived that their organization cared about
their well-being nicely in some ways while
unpleasantly in some points.

The possible reasons can be explained in
relation to organizational support theory. Firstly,
fairness concerns the ways used to determine
the distribution of resources, both material and
interpersonal, among employees (Rhode &
Eisenberger, 2002). Material supply facilities such
as overhead projectors, computers, multimedia
and stationery were not sufficiently available in
each nursing educational institute. For example,
at Patuakhali (Barisal province) nursing educational
institute, there were 9 nursing instructors and
240 students while only 10 desktop computers
and one LCD projector were provided. Likewise,
some of the nursing institutes had limited
internet access.

Secondly, supervisor support is the general
degree to which employees perceive their
well-being (Rhode & Eisenberger, 2002). The
possible reasons for perceiving somewhat

support could be due to the welfare received

from nursing institutes and the government.
According to the regulation regarding leave rules
in Bangladesh, the government provides all
public employees (including nursing instructors)
sick leave, maternity leave, and family and
medical leave support (Daily Star News, 2011).
However, there was insufficient accommodation
provided. Thus, most of the nursing instructors
lived outside the campus and had to spend
time travelling from home, which affects daily
work.

Thirdly, oreanizational rewards and favorable
job conditions includes things such as recognition,
pay, promotion, job security, autonomy, stressors
and training (Rhode & Eisenberger, 2002). The
Directorate of Nursing Services in Bangladesh
provided a variety of training programs for nursing
instructors, supported nursing instructors for
higher education both in the country and overseas,
and encouraged nursing research (Lund et al,,
2013). This could have led nursing instructors
to feel that working in nursing institutes is
challenging.

In Bangladesh, the reward system for the
nursing profession started in 1977, with five
committee members. Among nursing educational
institutes, local authorities selected the persons
with excellent performance each year to be

rewarded. Regarding nursing instructors, the best
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is nominated for a Florence Nightingale “Lady
of the Lamp” award. However, there has been
only one nursing instructor working at Midfort
Nursing Institute, Dhaka, who has earned this
award (DNS, 2010-2012).

Another possible reason for the moderate
level of POS in this study is the work experience
of the subjects. Rhoades, Eisenberger and Armeli
(2001) stated that work experience can have an
influence on POS. In the present study, 55.90%
and 29.00% of the subjects had worked as
nursing instructors for 1-5 years and 6-10 years,
respectively. The less experienced instructors
might perceive less favorable treatment from
their nursing institutes.

This result, the perceived moderate level
of POS, was similar to the findings of a study in
Egypt among nursing academic staff (Mohammed
& El-Shaer, 2013). The authors found that more
than half of the subjects were very satisfied with
POS whereas around 40% of them were
unsatisfied.

2: Job satisfaction

The results of this study showed that
nursing instructors’ perceived overall score of
JS atamoderate level (Table 1). Four dimensions
of job satisfaction including work on present
job, present pay, supervision, and people at
work were also at moderate levels; however,
the dimension of opportunity for promotion
was at a low level (Table 1). These findings
indicate that nursing instructors who worked at
the 43 nursing institutes did not appreciate their
job highly.

The results of this study are in line with a
study in Afghanistan (Gui, Barriball, & While,
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2009) while inconsistent with the study by Fain
(1987). The latter found a low level of job
satisfaction among nursing teachers in the
United States.

The findings of each dimension of job
satisfaction are discussed in detail as follows.

1. Work itself: Nursing instructors perceived
the facet of work on present job at a moderate
level (Table 1). This might be due to high workload.
In this study, the results showed that 47.80%
of nursing instructors reported that the average
number of students in the classroom was 40-50
(Table 2). Regarding the ratio of nursing instructor
to students in clinical practice, 68.80% of the
subjects reported that it was 1:21-30 even
though the Human Resource Development
under the Ministry of Health and Family Welfare
stated that the international standard is 1:8
(HRD, 2011). According to Lund, (2013) in
Bangladesh there was an insufficient number of
instructors for increasing class sizes and number
of institutions.

However, in recent years, a remarkable
development has taken place through several
initiatives with financial assistance from the
government, the WHO, and the Department for
International Development (BNC, 2013). Nursing
instructors had more opportunities to improve
their working conditions. For example, they were
provided with chances to improve their work
and career through continuing education or
training.

2. Pay: The results of this study indicate
that the perception of nursing instructors on
the dimension of pay was at a moderate level

(Table 1). This means that nursing instructors
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felt somewhat dissatisfied with the payment
they received. The findings of this study showed
that 34.40% and 26.30% of the subjects got
average salaries of 15,001 - 20,000 and 20,001
- 25,000 Taka, respectively. On the other hand,
in Bangladesh monthly average expenditure is
20,000 - 35,000 Taka (Cost living, 2014). This
amount of salary is not enough to live on. These
may influence nursing instructors’ to have
moderate satisfaction regarding pay.

3. Opportunity for promotion: The per-
ception of nursing instructors on the dimension
of opportunity for promotion was at a low
level (Table 1). The possible reason may be the
difficulty to reach the promotion criteria while
the better promotion opportunity helped enhance
the higher salary, benefits, and prestige (Rubel
& Kee, 2014). Further, the findings indicate that
more than half of the nursing instructors
(61.80%) had completed a master’s degree;
however, promotion was based primarily on
seniority not on education (DNS, 2013).

4. Supervision: The perception of nursing
instructors on the dimension of supervision was
at a moderate level (Table 1). In each nursing
educational institute, nursing instructor incharges
had their duties to teach in class, laboratory,
and clinical settings. Moreover, they acted as
the head and supervisor responsible for admin-
istrative duties. They usually also worked closely
with nursing instructors through assigning duties,
checking class attendance, and evaluating
teaching/learning. However, some nursing
instructors felt that they had less chance to
attend training programs and teaching assignments

were distributed unfairly. It was also found that

the mean score of the item ‘Up to date’ was
at low level (X=1.18, SD=1.44). Some of nursing
instructor incharges did not know how to operate
the computer; thus, they lacked skills to update
information through information technology.
Therefore, updated information was not regularly
conveyed to their subordinates (DNS, 2013).

5. People at work: The perception of
nursing instructors on the dimension of people
at work or co-workers was at a moderate level
(Table 1). The possible explanation could be
due to the organizational characteristics of a
female-dominated society. This stereotype
helped to make nursing instructors feel
comfortable to contact, relate, and help each
other in their institutes. This study also found
that co-workers were perceived as helpful
people. The mean score of the item ‘helpful’
was 2.64 (SD = 0.95). However, they might feel
unhappy with their co-workers in some situations
such as inadequate sharing about information
or knowledge according to their workload and
insufficient time.

3: Relationship between perceived
organizational support and job satisfaction

The findings presented that perceived
organizational support had a moderate positive
correlation with job satisfaction (r = .44, p <
0.0001) (Table 2). This finding indicates that if
POS increased, the JS increased. The nursing
instructors in the nursing educational institutes
might fairly believe that their organization valued
their contribution and cared about their well-
being, and this led them to feel satisfied in their
job to some extent as presented above. Perceived

organizational support affects the worker’s
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understanding of the way that the organization
motivates their personnel. This infers what the
workers would expect of the organization in a
wide variety of conditions. Perceived
organizational support raises their expectations
that the organization would provide more
rewards if they could achieve the organizational
goals. (Eisenberger et al., 1986). The results of
this study were similar to the finding of Aung
(2014) which revealed that there was a positive
moderate relationship between POS and JS
among Myanmar nurses. The findings were also
consistent with the study of Burke (2003) in
Canada, Ahmad, and Yekta (2010) in Iran, Kwak
et al. (2010) in Korea, and Miao (2011) in China.
The only study finding that there was no
relationship between POS and JS was conducted
in the USA (Gutierrez, Candela, & Carver, 2012).

Implications for Nursing Administration

The results could provide baseline data
for administrators of nursing educational institutes
regarding perceived organizational support and
job satisfaction that they can use for improving
their work or furthering research. Directors of
nursing and nursing instructors—in-charge, in
collaboration with the Department of Ministry
of Health and Family Welfare (MOH & FW) can
maintain Bangladesh nursing institutional
education policy that increases supervisor
support, organizational rewards, and job
conditions such as recognition and promotion
opportunities which lead to increased
organizational support. Nursing administrators,
in collaboration with the Director of General

Health (DGH), can develop and improve
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favorable treatment by providing technical
training, short course training, and workshops
for nursing instructors. Nursing instructors’
satisfaction with work should be enhanced by
providing an educational environment. As well,
nursing instructors-in-charge should establish
strategies to decrease workload, increase salary,
and provide accommodation support to reduce

job dissatisfaction.

Recommendations

Based on the results of the study, the
recommendations for future research are as
follows: 1) replicate this study in private nursing
educational institutes in Bangladesh or other
types of educational institutes; 2) conduct a
research study to compare POS and JS across
regions as well as between different levels of
educational institutes, healthcare setting and
other organizations; and 3) examine other
factors such as organizational commitment,
organizational climate, and organizational
benefit that are related to POS and JS among
nursing instructors in nursing educational

institutes, People’s Republic of Bangladesh.
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