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ORIGINAL ARTICLE

ASSESSMENT OF THE WORK ENVIRONMENT OF FACULTY OF A
MEDICAL COLLEGE IN PAKISTAN
Abid Saeed, Zahid Ahmad Butt*
Field Epidemiology and Laboratory Training Program, National Institute of Health, Islamabad, *Department of Public
Health, Al-Shifa Trust Eye Hospital, Rawalpindi, Pakistan

Background: Extensive research is done on nursing work environments but less is known
about the job conditions and environments of other health professionals. This study was aimed
to fill this information gap by highlighting the factors affecting the work environment and
stressors causing turnover of staff. Methods: A cross sectional study was conducted in Bolan
Medical College Quetta for the assessment of working environment of the faculty from 22nd
April to 22nd July 2012. All permanent teaching staff was included. A structured questionnaire was
adopted from health sciences association of Alberta (HSSA), 2006 work Environment Survey. An
observational check list for assessment of the physical environment /infrastructure and other
general physical stuff was used. Results: The faculty members were not satisfied with the security
and safety of their work place but were satisfied with salaries, employer, and management. Work
teams and relationship between employees and employers were respectful with good
communication. Majority found their work times stressful and opportunities for on job trainings
and professional development, adequate tools, equipment and conditions were mostly lacking.
Conclusions: The overall working environment is not that good and few areas need serious
attention like: professional development, trainings, adequate equipment, and security.
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INTRODUCTION
A work environment is the setting that supports
excellence and decent work. Such environments
“attempt to guarantee the health, safety and personal
well-being of staff, support quality performance; and
improve the motivation, performance and productivity
of individuals and organizations”.1 A good or a
positive work environment motivates the workers to
work hard with devotion, honesty, motivation,
without harm, and contributes to the organization in
which they are working. An ideal working
environment has work-related wellbeing, security, and
wellness policies that deal with dangers at workplace,
favoritism, physical and mental torture and risks
related to individual security and occupational
pressure. It also provides equal opportunities to grow
professionally, job safety and security, attractive pays
and open communication and transparency.2
WHO has acknowledged a positive work
environment as, “one major factor among the four
responsible for strengthening the management and
leadership of health systems delivery".3 A positive
work environment puts an advantageous effect on an
organization and its workers. It always causes an
enormous rate of retention among workers.4 In the
United Kingdom, the distinctiveness of “high
performing organizations” were to “give more
importance to quality rather quantity, and focusing on
the long-standing outcome; set up an atmosphere of
strong inter employee understanding, cooperation,
mutual understanding, respect and strong
interpersonal relations.5 If the employees are provided
with certain liberty of work, they think that they are
considerate and respected members of their
organization.6 Physicians acquire great satisfaction

with their work if they have a good working
environment.7 Likewise an efficient teamwork is
compulsory for work in every organization for
improving the standards and quality of work and the
mechanisms of service delivery as well.8
Unwholesome
environments
influence
the
professionals’ physical and mental health by
imparting stress through heavy workloads, long
working hours, complicated relationships at
workplace, and workplace dangers. A study
conducted at Finnish hospitals reported, that the
harassment of employees at workplace is associated
with absenteeism and turnover.9 It was highlighted
that poor teamwork is also a major prerequisite of this
absenteeism.10
A research on pharmacists in South Africa
identified some major factors which were giving them
work related stress, including unavailability of drugs,
interruptions in performing their tasks, elevated
workload, and unsatisfactory salary.11 Another
extensive study was conducted on job satisfaction
among nurses in the United States, Germany,
Scotland, Canada and England which showed that
there is a strong relationship among workplace
pressure and self-esteem of nurses, job satisfaction,
obligation to the organization and intent to give up the
job.12 A survey on physiotherapy internees’ in Nigeria
reported that rates of dissatisfaction were 91% for
salary, 79% for availability of apparatus and 58% for
workplace environment.13 Another study reported
high turnover as an indicator of poor work
environment.14
This cross sectional study was conducted at
Bolan Medical College (BMC) Quetta in the province
of Balochistan Pakistan to assess working
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environment of the faculty. It is the first ever study of
its type conducted in the country. This study would
serve to identify the stressors amongst the faculty
members which are resulting in increased turnover of
the staff. This would also help the policy makers to
plan and implement interventions to improve the
workplace environment and job satisfaction among
faculty members in medical colleges.

MATERIAL AND METHODS
This study was conducted over a period of three
months (April to July 2012) at BMC Quetta, which is
the only medical college in Balochistan. All
permanent teaching staff were included in this study
except those on contract basis, on leave, and visiting
faculty. A structured questionnaire with close ended
questions (mostly Likert’s Scale) was used. This
questionnaire was adopted from the Health Sciences
Association of Alberta (HSSA) 2006 Work
Environment Survey. Additionally an observational
check list was used for assessment of the physical
environment and infrastructure. Ethical approval was
obtained from the Ethical committee of Health
Services Academy Islamabad. Permission from
Principal BMC and written informed consents were
taken from the respondents before each interview.
Data analysis was done using SPSS-16. Mean and
standard deviation was calculated for continuous
variables and percentages were calculated for
categorical variables. Chi-square test was used to
determine association between factors at p≤0.05.

RESULTS
A total of 196 faculty members were interviewed out
of 250 with a response rate of 78.4%. There were 135
(69%) male and 61 (31%) were females. The age of
the participants was normally distributed, with a mean
age of 42.31 years (range=27–75). Respondents were
asked about how easy or difficult it was for them to
take off from their jobs. Data is given in table-1. Data
regarding job resources and satisfaction is given in
table-2. Table-3 shows data regarding training and
professional development, work, teams, relationships
and processes. Regarding relations with supervisor
and management data is depicted in table-4. Figures
regarding work stress, job satisfaction, motivation etc.
is shown in table-5.
A significant association was found between
gender and job resources and conditions (p=0.01),
gender and chances of getting trainings (p=0.01),
gender and trust on employer (p=0.03) and between
gender and overall satisfaction (p=0.04). This
indicates that gender plays an important role in job
satisfaction and working environment, as shown in
table-6.
The physical environment was assessed
using an observational checklist .It was good overall
with some drawbacks like there was no separate
canteen for the faculty members and no separate
offices for the faculty members. This is shown in the
figure-1.

Refrigerator in departments
Watercooler in office
Enough furniture for students and staff
Is the temperature comfprtable
Are they well ventilated and airy
Do they have proper lighting system
Are the classrooms having enough space?
Is the keyboard, monitor and worker front on
Are the shoulders relaxed and forearms…
is document holder provided
is the monitor adjusted to correct height
Is the computer provided
Is the chair fully adjustable(seat & back)
Is there adequate furniture in the office
Is the office set up correctly
Separate canteen for faculty 0
Cleaning of area is adequate
Lockers are available for staff
Water available in washroom all the time
Washroom are provided with towel & tissue…
Washroom facilities are adequate & hyegenic
Ventilation is adequate
Noise level is acceptable
Area is free from odour
The lighting system is proper
Is the temperature comfortable
Enough space in the room
Floor coverings in good condition
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Figure-1: Checklist Results (%) of the Physical Environment Assessment
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Table-1: Work Environment Factors Assessed
During the Study
Variable
Frequency
How difficult or easy was it for you to
get time off when you needed:
Somewhat easy
76
Very easy
27
Neither easy nor difficult
39
Somewhat difficult
39
Very difficult
15
In past 12 months did you
Get All the Statutory Vacations during
68
Last 12 Months
Get the preferred vacations as scheduled
57
Took all the vacations
71

%

39
14
20
20
7
36
29
36

Table-2: Job Resources and Conditions
Variable
Frequency (%)
Job Resources and Conditions
Lacked tools, equipments, resources needed to
34
66.3
do the job
Had difficulty keeping up with the workload
67
34
Lacked Introduction of new technologies and
108
55
methods
Their job provides them opportunities for
110
56.1
career developments
Their job develop their skills and abilities
99
50
Their allow working freely and gives them a
94
48
feeling of accomplishment
Find their job hectic
64
33

Table-3: Training and Professional
Development/ Work Teams and Relationships/
Relationships/ Processes
Variables
Training and Professional Development
Never get any trainings and workshops for
capacity building
Get chances to develop and grow
professionally
Feeling of contributing their skills knowledge
and abilities in their workplace
Work Teams and Relationships/
Relationships/ Processes
My co-workers are friendly and helpful
I have a good relationship with my supervisor
Communication is good among the people I
work with
My work environment is not safe
There is a high level of interdisciplinary
collaboration
There is adequate opportunity to discuss
professional practice issues
My supervisor treats me with respect
Other health care professionals in my
organization treat me with respect
Students and clients treat me with respect
My co-workers treat me with respect
Work is not assigned fairly and equitably
The hiring and competition process is not fair
Rules and policies make no sense
Rules and policies are not fairly applied
Rules and policies are not consistently applied

Frequency

%

62

31.6

60

30.6

83

42.3

105
105

53.6
54

104

53.1

58

29.6

74

37.8

87

44.4

118

60.2

100

51.2

121
133
87
78
62
63
70

61.7
68
44.6
39.8
31.7
32.1
35.7

Table-4: Supervisors and Management/
Workplace and Employee Health
Variables
Frequency (%)
Supervisors and Management
Sharing information & take you in decision
92
46.9
making
Creating a work environment free of harassment
91
46.4
and discrimination
Encouraging teamwork
85
43.4
Listening to and acting upon your suggestions
80
40.8
and ideas
Encouraging you to be innovative in how you do
101
51.5
your job
Supporting your career development
94
48
Helping you achieve work-life balance
97
49.5
Feedback on job performance
107
54.6
Workplace and Employee Health
My work environment is healthy
82
41.8
My work environment is not safe
58
30
I trust my employer
106
54.1
I am overall satisfied and committed to my
108
55.1
employer
My job a allows me to balance work and
88
44.9
family/personal life
There is a balance between my work and
92
46.9
family/personal life
In general my overall health is perfect
100

Table-5: Work Stress /Job Satisfaction/
Motivation , Commitment And Pride:
Variables
Frequency (%)
Work Stress:
In the past 12 months, would you say that
most days at work were?
Extremely Stressful
13
7
Quite A Bit Stressful
67
34
A Bit stressful
59
30
Not Very Stressful
45
23
Not At All Stressful
12
6
Job satisfaction
Overall satisfaction with job
106
54
Satisfaction with salary
90
45
Satisfaction with safety and security of Job
11
5.6
Motivation , Commitment and Pride, How
often do you look forward to going to work?
Often
25
13
Always
121
62
Never
2
1
Rarely
20
10
Sometimes
28
14

Table-6: Cross tabulation to show association
between different variables
Variables
Overall Satisfaction
Satisfaction
Not satisfied
Trust on Employer
Agreed
Disagreed
Get trainings and
workshops for capacity
building
Agreed
Disagreed
Lets me develop my skills
& abilities
Agreed
Disagreed
Provides opportunities for
Career advancement
Agreed
Disagreed
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Males (%) Females (%)

p

86
13

65
23

0.04

87
13

28
31

0.03

54
47

31
69

46
18

53
46

76
24

54
47

0.01

0.01

0.01
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DISCUSSION
Health work force is the back bone of any
organization, and for the motivation, retention and
sustainability of the health work force a healthy and
positive work environment is required. In our study,
majority of the respondents found it easy to get time
off needed for family or personal reasons and majority
of them got all the statutory vacations during last 12
months. This positive finding shows that the
employees easily get their holidays. It is evident that
the organizations which take care of their employees
by providing them with life balance facilities
generally have a greater numbers of satisfied
employees”.15
Majority of faculty members lacked tools,
equipment and resources needed to do their job; and
sometimes had difficulty keeping up with the
workload. They also agreed that their job provided
them opportunities for career development,
developing skills and abilities, allowed them to work
freely and gave them a feeling of accomplishment. A
recent study conducted in Tanzania also stated that
poor job resources and conditions resulted in
discouraging working environments and weak
communication in the staff.16 A survey done on Swiss
doctors’ shows that almost one third were suffering
from severe exhaustion which was related with jobrelated stressors.17 The majority of respondents
mentioned that they did not get any training or
workshops on regular basis for their capacity building.
This is a very important issue.
Regarding performance appraisals the
respondents found it very effective in accurately
assessing job performance. They also agreed that it
provided feedback on how to improve their job
performance. It also provided recognition for
employee’s contribution. “Human resources are main
assets of an organization. To attract, train, deploy and
retain the right person at the right place at right time is
important for the success of an organizations,
especially the service oriented ones”.18 Respondents
mainly agreed that their supervisors, coworkers, and
students treated them with respect and honor. This is a
very positive finding and is an essential component of
a positive working environment. However a big
proportion of respondents stated that the work was not
assigned fairly and equitably. They also strongly
disagreed on fair application, and constant application
of the rules and policies. These issues need serious
consideration as they could act as major demotivating factors for the faculty.
Respondents showed satisfaction with the
management and supervisors in terms of sharing
information about decision making, encouraging
teamwork, creating a work environment free of
harassment and discrimination, helping to achieve work
life balance, listening to and acting upon the
suggestions and feedback on performance. These
provide evidence of a good working environment.
Work life balance means that “when the employees feel
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that they are freely able to use flexible working hours
programs to balance their work and other commitments
like, family, hobbies, art, traveling, studies and so forth,
instead of only focusing on work”.19
On the question of management’s
consultation with employees regarding “work place
safety, ways to improve delivery services and ways to
improve the quality of work life” majority replied in
the negative. Studies in Sweden concluded that there
is a strong association between levels of performance
and organizational factors in public health
professionals.20 Management concern for employees
extensively increase employees’ job satisfaction and
affective organizational commitment and indirectly
reduces their turnover intentions.21 In this study,
majority of the employees were satisfied with their
health, they trusted their employer and thought that
there was balance between their work and family life.
In short, the satisfaction and productivity may be
subjective by a number of factors that’s why it is said
that a happy worker is more productive. The
personality of the head of the institution may have
some influence on the performance of subordinates.22
Regarding security, most individuals were
not satisfied with safety and security of that place.
They were, however, satisfied with their salary. “Job
satisfaction explains how much employees are happy
to come to work and how they get enforced to
perform their jobs. The things that make an employee
happy while doing work and not to leave the job are
the factors responsible for job satisfaction of
employees. Other researchers narrate job satisfaction
as being the outcome of the worker’s appraisal of
extent to which the work environment fulfills their
needs”.23 It is significant to note that job satisfaction
has a tenuous correlation to the performance of a
person.24 Furthermore, it evident that the satisfaction
and performance of an individual depends on the
nature of job, which is multifaceted. Job
dissatisfaction also has relationship with the desire to
quit from the workplace and is also an indicator of the
satisfaction of an individual from the job.25 Another
study proved that “the desire to leave the duty place
can be related to the performance”.26 Other
influencing factors on satisfaction are style, culture,
involvement and empowerment of employees and
autonomy in work. One of the researchers who
examined the impact of rewards and recognition on
job satisfaction and motivation in a sample of
Pakistani employees defines employee work
satisfaction (job satisfaction) as a pleasurable positive
emotional state as a result of work appraisal from
one’s job experiences.27
A positive environment also plays a major
role in motivating the employees to work with
devotion and give a great output. The majority of the
faculty members seem to be motivated to go to their
work in our study. A study suggested that the work
environment always motivates the employees to give
good performance and show commitment to their
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organization, enhancing work conditions to support
the organization’s mission and thus ultimately also
results in retention, sustainability and satisfaction with
job.28 Majority of faculty felt committed and proud to
be working for their employer and to the kind of work
they perform. Research shows that job can be an
important factor to how the employees think and react
to their jobs and thus it affects their performance and
job motivation.29 The extent of their job satisfaction
reflects the quality and quantity of their inputs.30
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