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Abstract

Background: Staff job satisfaction is an important determinant of institutional performance, staff retention, and the quality of
education in higher education institutions. In health science colleges, the satisfaction of academic and administrative personnel
may influence teaching effectiveness, institutional management, and the overall learning environment. However, evidence on
staff job satisfaction in regional Ethiopian health science colleges remains limited. Objective: To assess the level of job
satisfaction and identify arecas of satisfaction and dissatisfaction among academic and administrative staff at Dessie Higher
Education Health Science College in 2026. Methods: An institution-based cross-sectional study was conducted among 60 staff
members. Data were collected using a structured questionnaire administered through the Survey-Heart application. The
questionnaire assessed sociodemographic characteristics, leadership and supervision, compensation and benefits, career
development, training opportunities, the work environment, and administrative processes. Quantitative data were analyzed using
descriptive statistics, including frequencies and percentages, while open-ended responses were analyzed thematically. Results:
Of the 60 respondents, 80.0% were male, 95.0% worked in academic units, and 55.0% had more than seven years of work
experience. Overall, 32.0% of respondents were satisfied with their jobs, 28.0% reported neutral satisfaction, and 40.0% were
dissatisfied. Satisfaction was highest with coworker relationships (88.3%) and supervisor support (65.0%). In contrast,
dissatisfaction was substantial regarding training opportunities (81.7%), salary and benefits (65.0%), and career growth (60.0%).
Furthermore, 75.0% of respondents rated the courtesy of the Complaint Handling Department as low or moderate. Qualitative
responses identified campus greenery and academic freedom as institutional strengths, while inadequate salary and housing
allowances, unstable internet connectivity, and perceived unfairness in recruitment and selection were identified as areas
requiring improvement. Conclusion: Job dissatisfaction outweighed satisfaction among staff at Dessie Higher Education Health
Science College. Although respondents expressed positive views about coworker relationships, supervisory support, campus
greenery, and academic freedom, substantial concerns remained regarding training opportunities, compensation, career
development, and administrative fairness. Addressing these concerns through improved staff development, transparent
recruitment and promotion procedures, review of compensation and benefits, and stronger institutional support may help improve
staff satisfaction and organizational effectiveness.

Keywords

Job Satisfaction, Staff Satisfaction, Higher Education, Health Science College, Academic Staff, Administrative Staff, Ethiopia

‘Correspondence: Ismail Ebrie Ali (ismilabamu(@gmail.com)

Received: 2 October 2026; Accepted: 21 October 2026; Published: 9 November 2026

® Copyright: © The Author(s), 2026. Published by Science Publishing Group. This is an Open Access article, distributed
|@ | under the terms of the Creative Commons Attribution 4.0 License (http://creativecommons.org/licenses/by/4.0/), which

permits unrestricted use, distribution and reproduction in any medium, provided the original work is properly cited.



http://www.sciencepg.com/journal/mededu
http://www.sciencepg.com/journal/639/archive/6390204
http://www.sciencepg.com/
https://orcid.org/0000-0001-7591-0285
http://www.sciencepg.com

American Journal of Medical Education

http://www.sciencepg.com/journal/mededu

1. Introduction

1.1. Background

In the contemporary landscape of higher education, the suc-
cess of any academic institution is inextricably linked to the
satisfaction of its human capital. Staff job satisfaction is not
merely a reflection of organizational quality or standardized
output; rather, it represents the complex, multidimensional re-
lationship between the employee, the services provided by the
institution, the physical work environment, and the broader
provider-user dynamic [1].

Staff job satisfaction encompasses an employee's overall af-
fective reaction to their job, including feelings of fulfillment,
fairness, recognition, and professional growth. In health sci-
ence colleges specifically, staff, comprising both academic in-
structors and administrative personnel, serve as the primary
drivers of institutional excellence. Academic staff dedication
directly influences student learning outcomes, research
productivity, and community service quality. Simultaneously,
administrative personnel ensure the operational integrity of
the learning environment, including admissions, procurement,
finance, and student services [2].

When staff is satisfied, they demonstrate higher levels of
organizational commitment, lower turnover intentions,
greater discretionary effort, and more positive interactions
with students and colleagues. Conversely, dissatisfied staff
are more likely to experience burnout, absenteeism, and dis-
engagement, all of which compromise institutional effective-
ness [3]. As such, satisfaction functions as an internal ba-
rometer for institutional health, where high levels of morale
correlate with increased commitment and professional effi-
cacy [1, 2, 4-6].

1.2. The Higher Education Context in Ethiopia

Ethiopia has experienced rapid expansion of higher educa-
tion institutions over the past two decades, including both uni-
versities and health science colleges. This growth has been ac-
companied by increasing concerns about quality, relevance,
and the working conditions of academic and administrative
staff [7]. Many institutions struggle with limited resources,
high student-to-staff ratios, inadequate infrastructure, and bu-
reaucratic administrative processes [7-9].

In health science education, the stakes are particularly high.
Graduates from these institutions enter the healthcare work-
force directly, where their competence affects patient out-
comes and community health. Thus, the satisfaction and mo-
tivation of staff who train these future health professionals is
not merely an administrative concern but a public health im-
perative [1, 10].
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1.3. Statement of the Problem

Despite the recognized importance of staff satisfaction, sys-
tematic assessments remain limited in regional Ethiopian in-
stitutions, particularly in health science colleges outside major
urban centers. There is often a significant disconnect between
administrative perceptions of institutional performance and
the actual lived experiences of frontline staff. Without peri-
odic, methodologically sound assessment, identifying specific
areas of dissatisfaction remains speculative, and interventions
may be misdirected or ineffective [8, 9].

Previous studies conducted in Ethiopian health science and
higher education settings have identified several recurring
themes: inadequate compensation, limited career develop-
ment opportunities, poor communication between manage-
ment and staff, lack of resources (including internet, comput-
ers, and laboratory equipment), and perceptions of unfairness
in hiring, promotion, and performance evaluation [1, 11, 12].
However, these studies are often dated, conducted in different
institutional contexts, or focused exclusively on either aca-
demic or administrative staff rather than the entire workforce
[8,9, 11-13].

In regional centers such as Dessie, changing academic de-
mands, evolving professional standards, and recent institu-
tional upgrades (including the transition to degree-granting
status) necessitate a fresh, comprehensive evaluation of staff
morale and satisfaction in 2026. Without current data, institu-
tional leaders cannot prioritize interventions or allocate scarce
resources effectively.

1.4. Significance of the Study

This study is significant for several reasons. First, it pro-
vides empirical, institution-specific data that can guide evi-
dence-based decision-making by college leadership. Second,
it identifies both strengths (what is working well and should
be preserved) and weaknesses (what requires urgent attention).
Third, by including open-ended qualitative questions, the
study captures the voice of staff in their own words, revealing
nuances that quantitative scales alone cannot detect. Fourth,
the findings may be generalizable to other similar health sci-
ence colleges in the Amhara region and beyond, contributing
to the broader literature on staff job satisfaction in Ethiopian
higher education.

While the global and national literature provides broad con-
ceptual insights into workplace satisfaction, a distinct empiri-
cal gap exists regarding localized, dual-population (academic
and administrative) assessments in regional health science
colleges within Ethiopia. Most historical studies either evalu-
ate large, urban public universities or focus exclusively on
hospital-based healthcare workers rather than the specialized
educational staff training them [8, 9, 11, 14].

As regional centers like Dessie undergo transitions to de-
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gree-granting status and adapt to evolving clinical competen-
cies in 2026, their staff face unique structural and administra-
tive pressures. This study addresses this gap by utilizing a
mixed-method approach to empirically evaluate the systemic
predictors of satisfaction and dissatisfaction specifically
within the distinct ecosystem of Dessie Higher Education
Health Science College.

1.5. Literature Review

1.5.1. Theoretical Foundations of Workplace
Satisfaction

Understanding staff job satisfaction in academic environ-
ments requires an evaluation of traditional behavioral theories
adapted to institutional settings. The conceptual underpinning
of this study, Herzberg’s Motivation-Hygiene Theory, posits
that job satisfaction and job dissatisfaction are governed by
independent sets of factors [15]. Intrinsic factors (“motiva-
tors™), such as academic autonomy, professional recognition,
and the civic impact of training medical personnel, promote
active engagement and institutional commitment [15]. Con-
versely, extrinsic factors (“hygiene factors”), including ad-
ministrative policies, physical workspaces, and economic
compensation, serve as the operational floor; their absence
guarantees profound organizational dissatisfaction [14, 16].

In contemporary developing higher education frameworks,
the rigid boundary between these factors often blurs. Empiri-
cal evidence indicates that in resource-constrained environ-
ments, what Herzberg traditionally classified as a "hygiene
factor", such as basic infrastructural adequacy or timely pay-
ment of clinical allowances, frequently operates as a primary
driver of intrinsic motivation itself [12]. Therefore, evaluating
satisfaction requires a holistic model that treats these compo-
nents not as isolated variables, but as interacting pillars of an
employee's professional experience [12, 13].

1.5.2. Institutional Leadership, Governance, and
Trust

The nature of institutional governance is a primary determi-
nant of organizational health in modern academic environ-
ments. In Ethiopian public higher education, leadership meth-
odologies significantly impact both institutional commitment
and frontline faculty morale [15]. Transformational and sup-
portive leadership models, characterized by transparent com-
munication, decentralized decision-making, and individual-
ized consideration, highly correlate with elevated staff job sat-
isfaction and lowered turnover intentions [6, 14-18].

Conversely, autocratic or highly bureaucratic management
frameworks breed systemic alienation among frontline staff.
In public health science colleges, this alienation is frequently
exacerbated by a perceived disconnect between senior admin-
istrative leadership and technical department heads. When
faculty and administrative personnel perceive promotions,
performance evaluations, and resource distribution as non-
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transparent or politically motivated, institutional trust erodes
[15]. Furthermore, administrative inertia in addressing work-
place grievances or implementing clear institutional career
pathways limits professional growth and actively undermines
institutional efficacy [6, 14, 19, 20].

1.5.3. The Physical Environment, Digital
Infrastructure, and Technical Facilities

For medical and health science educators, the physical work
environment functions as a critical prerequisite for profes-
sional efficacy rather than a minor convenience. The core ac-
ademic mandates of health science colleges, such as teaching
clinical skills, conducting laboratory diagnostics, and main-
taining community health extensions, rely heavily on tech-
nical infrastructure [1, 12, 13].

Recent assessments within the Amhara region and wider
Ethiopian higher education sectors reveal that infrastructural
deficiencies remain chronic barriers to faculty readiness and
operational morale [21]. Academic technical staff and clinical
instructors frequently report profound frustration regarding:
[12, 13, 21]

1) Inadequate laboratory facilities, outdated diagnostic
equipment, and irregular supplies of essential reagents
[12].

2) Unreliable digital infrastructure, including intermittent
power supplies, lack of institutional computer terminals,
and absent or severely limited campus internet connec-
tivity [13, 21].

3) Substandard, overcrowded office spaces that lack the
layout necessary for student advising, lecture prepara-
tion, or collaborative research [17].

In the digital era, these technological bottlenecks prevent
faculty from integrating modern pedagogical techniques or ac-
cessing open-access biomedical journals, accelerating profes-
sional burnout and decreasing satisfaction scores [13, 21, 22].

1.5.4. Administrative Efficiency, Procurement, and
Financial Management

The operational backbone of any higher education institu-
tion is its administrative support system. In health science in-
stitutions, the provider-user dynamic is deeply impacted by
the efficiency of procurement, finance, and human resource
protocols [1]. Bureaucratic delays in purchasing specialized
lab equipment, protracted financial reimbursement cycles, and
rigid, inefficient administrative processes cause substantial
friction between academic faculty and administrative divi-
sions [9, 19].

Furthermore, structural inequities regarding compensation
and benefits remain a dominant predictor of workforce dissat-
isfaction in public institutions [12]. In the shifting economic
climate of 2026, fixed public salaries often fail to keep pace
with living expenses. This financial stress is compounded
when institutions lack transparent frameworks for distributing
extra-contractual benefits, such as research grants, continuing
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professional development (CPD) sponsorships, or clinical
practice allowances [12, 15]. When administrative processes
are viewed as slow or inequitable, it reduces the morale of ad-
ministrative staff who manage these systems, while causing
severe operational frustration for the academic instructors
who rely on them [5, 9, 11, 12].

1.5.5. Socio-Demographic and Professional
Predictors of Dissatisfaction

The distribution of job satisfaction across an institution's
workforce is rarely uniform; rather, it is highly stratified by
socio-demographic and professional characteristics.

1) Gender: Female academic and administrative staff in
higher education often experience lower satisfaction
rates than male counterparts, driven by unequal repre-
sentations in senior leadership, disparities in career men-
toring, and structural challenges balancing domestic re-
sponsibilities with rigid institutional workloads [8, 9].

2) Professional Category: Significant divergence is consist-
ently documented between academic instructors and ad-
ministrative support staff. Instructors tend to experience
dissatisfaction rooted in limited research support, high
student-to-instructor ratios, and deficient laboratory en-
vironments [12]. In contrast, administrative personnel
report dissatisfaction linked to lower institutional status,
lower pay scales, and poorer physical workspaces [8, 9,
12,13, 19].

3) Tenure and Education Level: Early-career staff and
younger professionals often report high initial motiva-
tion but rapidly experience dissatisfaction due to low
compensation and limited initial career pathways [12].
Conversely, long-serving, highly qualified faculty mem-
bers (e.g., those with MSc or PhD credentials) demon-
strate lower satisfaction levels when they experience a
lack of institutional autonomy, poor administrative effi-
ciency, or limited opportunities to participate in broader
scientific and international collaborations [5, 6, 9, 12,
15].

1.5.6. Identification of the Literature Gap

While the global and national literature provides broad con-
ceptual insights into workplace satisfaction, a distinct empiri-
cal gap exists regarding localized, dual-population (academic
and administrative) assessments in regional health science
colleges within Ethiopia. Most historical studies either evalu-
ate large, urban public universities or focus exclusively on
hospital-based healthcare workers rather than the specialized
educational staff training them [8, 9, 11, 15].

As regional centers like Dessie undergo transitions to de-
gree-granting status and adapt to evolving clinical competen-
cies in 2026, their staff face unique structural and administra-
tive pressures. This study addresses this gap by utilizing a
mixed-method approach to empirically evaluate the systemic
predictors of satisfaction and dissatisfaction specifically
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within the distinct ecosystem of Dessie Higher Education
Health Science College.

2. Objectives

2.1. General Objective

To evaluate the level of staff job satisfaction among aca-
demic and administrative personnel at Dessie Higher Educa-
tion Health Science College in 2026.

2.2. Specific Objectives

1) To quantify the proportion of staff satisfied with institu-
tional leadership, management practices, and decision-
making transparency.

2) To measure mean satisfaction scores regarding the ade-
quacy of the physical work environment, digital infra-
structure, and laboratory facilities.

3) To determine percentage distributions of staff satisfac-
tion regarding human resource workflows, compensa-
tion packages, and performance evaluation systems.

3. Materials and Methods

3.1. Study Design and Setting

An institutional-based cross-sectional study was conducted
at Dessie Higher Education Health Science College during the
2026 academic year.

3.2. Population and Eligibility

The source population included all employees of the college.
The study population consisted of randomly selected aca-
demic instructors and administrative staff with a minimum
tenure of six months. Senior management was excluded to
minimize response bias.

3.3. Sample Size and Sampling Technique

A total of 60 respondents participated, representing a cen-
sus of available staff who met inclusion criteria. Participants
were selected using a systematic random sampling technique
based on the institutional human resource registry.

3.4. Data Collection and Instruments (Survey-
Heart App)

Data were gathered using a survey too of the Survey-Heart
application | designed and distributed the link via the email
and telegram. The electronic format allowed for efficient data
capture, automated skip logic, and real-time response tracking.
The questionnaire employed a five-point Likert scale (1 =
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Very Dissatisfied to 5 = Very Satisfied). Key domains in-
cluded:
1) Demographics (gender, work unit, experience, education)
2) Leadership and management fairness (Dean, Academic
VP, Admin VP)
3) Institutional facilities and work environment
4) Compensation, career growth, and recognition
5) Administrative processes (performance evaluation, re-
spect for ideas)
6) Open-ended qualitative questions (strengths, needed im-
provements, advice to management)

3.5. Data Processing and Analysis

Data were processed and analyzed using Survey-Heart. De-
scriptive statistics, including frequencies and percentages,
were used to summarize overall staff satisfaction. Qualitative
responses to open-ended questions were analyzed themati-
cally to identify recurring themes and key issues.

3.6. Ethical Considerations

Ethical approval for this study was obtained from the Re-
search Ethics Committee) of Dessie Higher Education Health
Science College (DHEHSC). Institutional support and permis-
sion to conduct the survey were secured from the college ad-
ministration prior to data collection.

Participation in the study was entirely voluntary. All aca-
demic and administrative respondents were fully informed of
the study's purpose, scope, and procedures before accessing
the online Survey Heart questionnaire, and all participants
provided informed consent. Respondents were explicitly as-
sured of their right to withdraw from the study at any time
without any administrative or professional consequence.

To ensure complete anonymity, no personal identifiers
(such as names or department-specific titles that could reveal
identity) were collected, and IP address tracking was disabled
on the survey platform. All collected data were stored on a
password-protected computer accessible exclusively to the
principal investigator. The data were analyzed and reported in
aggregate form only, ensuring that individual responses could
not be traced back to any staff member. Confidentiality was
strictly maintained throughout all phases of the research pro-
cess.

4. Results

Overall Satisfaction Analysis

The findings revealed that 32.0% of staff reported high or
very high job satisfaction, indicating that approximately one-
third of employees had a positive perception of their work and
were generally satisfied with their jobs. In contrast, 28.0% of
respondents reported a medium or neutral level of satisfaction,
suggesting that these employees both expressed no strong sat-
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isfaction or dissatisfaction and may be influenced by improve-
ments in workplace conditions. However, the largest propor-
tion of participants (40.0%) reported low or very low job sat-
isfaction, demonstrating that a substantial segment of the
workforce was dissatisfied with their jobs. Overall, these re-
sults indicate that job dissatisfaction outweighed job satisfac-
tion among the study participants.

4.1. Demographic Profile of Respondents

A total of 60 institutional staff members participated in the
study. The vast majority of the respondents were male (80.0%,
n = 48) (Figure 1) and primarily assigned to the academic
work unit (95.0%, n = 57), while administrative and other
technical staff accounted for 1.7% (n = 1) and 3.3% (n = 2),
respectively (Figure 2). In terms of professional tenure, more
than half of the workforce possessed over 7 years of institu-
tional work experience (55.0%, n = 33), whereas early-career
professionals with less than a year of experience constituted
the smallest subgroup (3.3%, n = 2) (Tablel). Regarding edu-
cational attainment, more than half of the participants held a
Bachelor's degree (56.7%, n = 34), followed closely by Mas-
ter's degree holders at 33.3% (n = 20), with the remaining staff
holding diplomas or other designations (Tablel).

Gender

Figure 1. Gender distribution of survey respondents at Dessie
Higher Education Health Science College, 2026 (N = 60).

work unit distribution

3% 2%

® 2 Work Unit Academic
W 2 Work Unit Other

2 Work Unit
Administrative

Figure 2. Work unit distribution of survey respondents at Dessie
Higher Education Health Science College, 2026 (N = 60).


http://www.sciencepg.com/journal/mededu

American Journal of Medical Education

http://www.sciencepg.com/journal/mededu

Table 1. Socio-demographic and professional characteristics of re-
spondents at Dessie Higher Education Health Science College, 2026

(N = 60).

Category N (%)

Male 48 (80.0)
Gender

Female 12 (20.0)

Academic 57 (95.0)
Work Unit Administrative 1(1.7)

Other 2(3.3)

> 7 years 33 (55.0)

4-6 years 13 (21.7)
Work Experience

1-3 years 12 (20.0)

<1 year 2(3.3)

Bachelor Degree 34 (56.7)

Masters 20 (33.3)
Education Level

Diploma 4(6.7)

Other 2(3.3)

4.2. Leadership and Administrative Services

4.2.1. Evaluation of Dean Service Fairness

The largest proportion of respondents rated dean service
fairness as high 31 out of 60, or 52%. This was followed by
medium 12 respondents, or 20%, very high 9 respondents, or
15%, and low 8 respondents, or 13%. Overall, the dis-
tribut3ion suggests that most respondents viewed dean service
fairness positively, since 67% selected high or very high (Fig-
ure 2 and Table 2).

This indicates that over half of the services are perceived as
high in fairness, with a notable portion achieving very high
fairness ratings. However, a small percentage of services are

still rated as low, highlighting areas for potential improvement.

Dean Service Fairness

M Dean Service Fairness High

H Dean Service Fairness
Medium

M Dean Service Fairness Very
High

Dean Service Fairness Low

Figure 3. Dean Service Fairness among survey respondents at Des-
sie Higher Education Health Science College, 2026 (N = 60).
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4.2.2. Analysis of Academic VP Service Fairness

As shown in the Figure 4, the perceived fairness levels of
the Academic VP Service varied across respondents. The
highest proportion rated fairness as High (25 respondents,
42%), followed by Medium (17 respondents, 28%), Low (10
respondents, 17%), and Very High (8 respondents, 13%).
These results indicate that while a substantial plurality of par-
ticipants perceived high fairness in the Academic VP Service,
a combined 45% rated fairness as medium or low, suggesting
notable room for improvement in academic administrative eq-
uity at the college.

Academic VP Service Fairness

W 6 Academic VP Service
Fairness High

25, 2% ® 6 Acade mic VP Service

Fairness Medium

® 6 Academic VP Service
Fairness Very High

17, 28%

6 Academic VP Service
Fairness Low

Figure 4. Academic VP Service Fairness distribution among survey
respondents at Dessie Higher Education Health Science College,
2026 (N = 60).

4.2.3. Evaluation of Admin VP Service Fairness

As illustrated in the Figure 5, the perceived fairness levels
of the Admin VP Service varied among respondents. The larg-
est proportion rated fairness as High (26 respondents, 43%),
followed by Medium (43% as well, based on the visual share),
Very High (4 respondents, 7%), and Low (remaining percent-
age). These findings suggest that while the majority of partic-
ipants viewed administrative fairness positively, a considera-
ble minority perceived only medium or low fairness levels,
indicating room for improvement in service equity at the col-
lege.

Admin VP Service fairness

B Admin VP Service Faimess
High

B Admin VP Service Faimess
Medium

® Admin VP Service Faimess
Very High

Admin VP Service Faimess
Low

Figure 5. Admin VP Service Fairness distribution among survey re-
spondents at Dessie Higher Education Health Science College, 2026

(N = 60).
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4.2.4. Staff Motivation and Commitment, Property
Department Courtesy and Complaint
Handling Courtesy

The study assessed staff motivation and commitment, prop-
erty department courtesy, and complaint handling courtesy
among respondents.

Regarding staff motivation and commitment, the majority
of respondents rated it as medium and high. Specifically, 23
(38.3%) respondents rated staff motivation and commitment
as medium, while 21 (35%) rated it as high. In addition, 9
(15%) respondents perceived it as low, and 7 (11.7%) rated it
as very high (Table 2). This indicates that most respondents
perceived staff motivation and commitment at a moderate to
high level.

Concerning property department courtesy, 27 (45%) re-
spondents rated the service as high, followed by 19 (31.7%)
who rated it as medium. Furthermore, 10 (16.7%) respondents
rated it as very high, whereas only 4 (6.7%) respondents rated
itas low (Table 2). The findings suggest that the courtesy level
of the property department was generally perceived positively
by most respondents.

With respect to complaint handling courtesy, the largest
proportion of respondents, 26 (43.3%), rated it as low. Addi-
tionally, 19 (31.7%) respondents rated it as medium, while 12
(20%) rated it as high. Only 3 (5%) respondents rated com-
plaint handling courtesy as very high (Table 2). These findings
indicate that complaint handling courtesy was perceived less
favorably compared to the other service dimensions assessed.

Table 2. Institutional leadership fairness, administrative courtesy,
and staff motivation perceptions among respondents at Dessie
Higher Education Health Science College, 2026 (N = 60).

Variable Category N (%)
High 31 517
Medium 12 20
Dean Service Fairness
Very High 9 15
Low 8 13.3
High 25  41.7
Medium 17 283
Academic VP Service Fairness
Very High 10 16.7
Low 8 13.3
High 26 433
Medium 23 383
Admin VP Service Fairness
Very High 7 11.7
Low 4 6.7
Medium 23 383
Staff Motivation/Commitment
High 21 35
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Variable Category N (%)
Low 9 15
Very High 7 11.7
High 27 45
Medium 19 317
Property Dept Courtesy
Very High 10 16.7
Low 4 6.7
Low 26 433
Medium 19 317
Complaint Handling Courtesy
High 1220

Very High 3 5

4.3. Compensation, Professional Growth, and
Recognition

Table 3 presents the detailed distribution of satisfaction
scores across financial and professional development indica-
tors, revealing a marked concentration of negative attitudes.
Economic compensation emerged as a primary concern: a
combined 65.0% (n = 39) of staff reported dissatisfaction with
their Salary and Benefits (45.0% very dissatisfied; 20.0% dis-
satisfied), while only 5.0% (n = 3) expressed positive satisfac-
tion. Structural stagnation was further emphasized by scores
for Training Opportunities, where an overwhelming 81.7% (n
= 49) of respondents provided negative feedback (51.7% very
dissatisfied; 30.0% dissatisfied), compared to a negligible
1.7% (n = 1) who felt satisfied.

A parallel negative trend was observed for Career Growth
Opportunities, with 60.0% (n = 36) of the institutional work-
force reporting dissatisfaction or very dissatisfaction with
their upward professional pathways. In contrast to these struc-
tural bottlenecks, the interpersonal climate surrounding
Recognition presented a notable institutional strength. Com-
bined positive satisfaction regarding workplace recognition
reached 41.7% (n = 25), alongside a neutral sentiment of
33.3% (n = 20), leaving a smaller baseline of dissatisfaction
at 25.0% (n = 15). This contrast confirms that while social
capital and peer appreciation thrive within the college, re-
source-dependent growth factors face significant systemic
challenges.

Table 3. Detailed breakdown of compensation, professional growth,
and recognition satisfaction among staff at Dessie Higher Education
Health Science College, 2026 (N = 60).

Variable Satisfactionlevel N %
Salary and Benefits (\;e)ry Dissatisfied 27 45
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Variable Satisfactionlevel N %

Neutral (3) 18 30
Dissatisfied (2) 1220
Very Satisfied (5) 2 3.3

Satisfied (4) 1 1.7
Very Dissatisfied 23 383
()

Neutral (3) 19 31.7

Professional Growth Oppor-

tunity Dissatisfied (2) 13 21.7
Satisfied (4) 4 67
Very Satisfied (5) 1 1.7
Satisfied (4) 21 35
Neutral (3) 20 333

Recognition Ze)ry Dissatisfied 8 13.3

Dissatisfied (2) 7 11.7
Very Satisfied (5) 4 6.7

Very Dissatisfied 31 517
(€]

Training Opportunities Dissatisfied (2) 1830
Neutral (3) 10 16.7
Satisfied (4) 1 1.7

4.4. Work Environment and Interpersonal
Relationships

Table 4 presents the distribution of satisfaction scores
across five workplace indicators: Coworker Relationship, Su-
pervisor Support, Work Environment Comfort, Communica-
tion Flow, and Work Inputs Availability.

Coworker Relationship emerged as the strongest domain,
with a combined 88.3% (n = 53) of respondents reporting sat-
isfaction (45.0% very satisfied; 43.3% satisfied). Only 3.3%
(n = 2) expressed dissatisfaction, and 8.3% (n = 5) remained
neutral. This indicates exceptionally positive interpersonal dy-
namics among peers.

Supervisor Support also received favorable ratings, with a
combined 65.0% (n = 39) satisfied or very satisfied (48.3%
satisfied; 16.7% very satisfied). An additional 25.0% (n = 15)
were neutral, while 10.0% (n = 6) reported dissatisfaction.
These findings suggest generally adequate supervisory rela-
tionships, though with room for improvement.

Work Environment Comfort showed more moderate results.
The largest proportion was neutral (46.7%, n = 28), followed
by satisfied (23.3%, n = 14) and very satisfied (11.7%, n=7).
Combined dissatisfaction reached 18.3% (n = 11). This distri-
bution suggests that while the work environment is not widely
perceived as uncomfortable, it also fails to generate strong
positive sentiment among most staff.

Communication Flow received predominantly neutral rat-
ings (43.3%, n = 26), with 31.7% (n = 19) satisfied or very
satisfied and 25.0% (n = 15) dissatisfied or very dissatisfied.
The relatively high neutral and negative proportions indicate
that communication effectiveness is an area requiring atten-
tion.

Work Inputs Availability was the weakest domain. Only
21.7% (n = 13) reported satisfaction (20.0% satisfied; 1.7%
very satisfied), while 40.0% (n = 24) were neutral. Alarmingly,
38.4% (n = 23) expressed dissatisfaction (16.7% dissatisfied;
21.7% very dissatisfied). This represents the highest dissatis-
faction rate among all five variables, indicating critical short-
ages or inadequacies in work inputs and resources.

In summary, while interpersonal domains such as coworker
relationships and supervisor support demonstrate relative
strength, structural and logistical areas, particularly work in-
puts availability, emerge as significant institutional weak-
nesses requiring urgent intervention.

Table 4. Detailed breakdown of environmental, operational, and interpersonal support metrics among staff at Dessie Higher Education Health

Science College, 2026 (N = 60).

Variable Satisfaction Level N %
Very Satisfied (5) 27 45.0
Satisfied (4) 26 433

Coworker Relationship Neutral (3) 5 8.3
Dissatisfied (2) 0 0.0
Very Dissatisfied (1) 2 33
Very Satisfied (5) 10 16.7

Supervisor Support Satisfied (4) 29 48.3

Neutral (3) 15 25.0
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Variable Satisfaction Level N %
Dissatisfied (2) 4 6.7
Very Dissatisfied (1) 2 33
Very Satisfied (5) 7 11.7
Satisfied (4) 14 233
Work Environment Comfort Neutral (3) 28 46.7
Dissatisfied (2) 6 10.0
Very Dissatisfied (1) 5 83
Very Satisfied (5) 6 10.0
Satisfied (4) 13 21.7
Communication Flow Neutral (3) 26 433
Dissatisfied (2) 11 18.3
Very Dissatisfied (1) 4 6.7
Very Satisfied (5) 1 1.7
Satisfied (4) 12 20.0
Work Inputs Availability Neutral (3) 24 40.0
Dissatisfied (2) 10 16.7
Very Dissatisfied (1) 13 21.7

4.5. Organizational Culture, Workplace Safety,
and Institutional Resources

Table 5 shows, a detailed breakdown of staff perceptions
across six key organizational dimensions. The data reveal a
clear dichotomy between strong interpersonal relationships
and weak structural/infrastructural support.

Interpersonal Strength: The highest satisfaction levels are
observed in Relationship with Colleagues, where 88.3% of re-
spondents (n = 53) reported being satisfied or very satisfied.
This indicates robust peer-level social capital and a collegial
work environment. Workload Balance also performs moder-
ately well, with 46.7% (n = 28) expressing satisfaction and
43.3% (n = 26) remaining neutral, suggesting that workload is
generally perceived as manageable by the majority.

Structural Vulnerabilities: In contrast, Employee Safety Fo-
cus reveals significant concern, as only 18.3% (n = 11) re-
ported satisfaction, while 36.7% (n = 22) expressed dissatis-
faction. Similarly, Availability of Resources shows a com-
bined dissatisfaction rate of 38.4% (n = 23), exceeding the sat-
isfaction rate of 21.7% (n = 13). These findings point to criti-
cal deficits in workplace safety protocols and material re-
source provisioning.

Governance and Equity Gaps: Both Performance Evalua-
tion Fairness and Respect for Employees' Ideas are character-
ized by high neutrality (55.0% and 56.7%, respectively), indi-
cating widespread uncertainty or ambivalence regarding insti-
tutional fairness and voice mechanisms. Notably, Respect for
Employees' Ideas recorded zero "Very Satisfied" responses,
and a combined 20.0% (n = 12) expressed dissatisfaction, sug-
gesting that staff feel their input is undervalued in decision-
making processes.

Table 5. Breakdown of organizational culture, resource dynamics, and institutional equity metrics among staff at Dessie Higher Education

Health Science College, 2026 (N = 60).

Variable Response Category Frequency (N) Percent (%)
Very Satisfied 27 45.0
Relationship with Colleagues
Satisfied 26 433
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Variable Response Category Frequency (N) Percent (%)
Medium/Neutral 5 83
Dissatisfied 0 0.0
Very Dissatisfied 2 33
Very Satisfied 6 10.0
Satisfied 22 36.7
Workload Balance Medium/Neutral 26 433
Dissatisfied 1 1.7
Very Dissatisfied 5 8.3
Very Satisfied 3 5.0
Satisfied 8 13.3
Employee Safety Focus Medium/Neutral 27 45.0
Dissatisfied 16 26.7
Very Dissatisfied 6 10.0
Very Satisfied 1 1.7
Satisfied 12 20.0
Availability of Resources Medium/Neutral 24 40.0
Dissatisfied 10 16.7
Very Dissatisfied 13 21.7
Very Satisfied 3 5.0
Satisfied 12 20.0
Performance Evaluation Fairness Medium/Neutral 33 55.0
Dissatisfied 6 10.0
Very Dissatisfied 6 10.0
Very Satisfied 0 0.0
Satisfied 14 233
Respect for Employees' Ideas Medium/Neutral 34 56.7
Dissatisfied 2 33
Very Dissatisfied 10 16.7

4.6. Qualitative Findings: Institutional Assets,
Structural Vulnerabilities, and Strategic
Directives

4.6.1. Institutional Strengths: What Staff Appreciate

The qualitative insights highlight several foundational
strengths that contribute to a positive workplace culture and
sustain institutional resilience. A prominent theme among re-
spondents is the physical environment of the college, with
more than fifteen participants explicitly praising the campus
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beauty and well-maintained greenery. This aesthetic appeal
creates a welcoming and supportive atmosphere for both
teaching and learning.

Professionally, employees value the high degree of aca-
demic freedom permitted within their roles, which fosters in-
structional autonomy and creative pedagogical execution.
This structural independence is strongly reinforced by an ex-
ceptionally supportive social environment characterized by
deep coworker respect and active teamwork. Faculty and staff
rely heavily on these robust peer networks to navigate daily
tasks.


http://www.sciencepg.com/journal/mededu

American Journal of Medical Education

http://www.sciencepg.com/journal/mededu

Furthermore, there is a widespread sense of shared institu-
tional growth and organizational pride. Respondents fre-
quently noted that watching the college expand its capacity
and profile gives them a strong sense of professional purpose
and alignment with the institution's long-term mission.

4.6.2. Institutional Weaknesses: Key Areas
Requiring Improvement

Conversely, the qualitative data reveals acute structural and
logistically centered frustrations that actively undermine em-
ployee satisfaction. Economic hygiene factors represent the
most frequent and severe complaints among the workforce.
Specifically, dissatisfaction with the current salary scale and
the lack of a sufficient house allowance were highlighted as
critical financial strains that fail to match the rising cost of liv-
ing.

This financial distress is compounded by severe limitations
in professional infrastructure, namely the absence of clear,
continuous training and long-term career development oppor-
tunities. Instructors feel professional growth has stalled due to
a lack of capacity-building initiatives.

On an operational level, staff faces daily friction from tech-
nical infrastructure deficits, including constant internet insta-
bility and a severe shortage of essential office hardware such
as functional computers and printers.

Finally, deep systemic concerns were raised regarding or-
ganizational governance. Respondents pointed to a perceived
lack of fairness and transparency in hiring and promotion pro-
tocols, alongside persistent administration delays regarding
overtime payment disbursements, both of which degrade in-
ternal trust.

4.6.3. Strategic Recommendations: Direct Feedback
for Management

The direct feedback from the workforce provides a clear,
actionable guide for leadership intervention, focusing on eg-
uity, systemic planning, and participatory governance. Staff
members explicitly call on management to practice universal
institutional fairness, summarized by the direct plea to "be fair
to all staff, not just your circle.” This requires a shift away
from insular decision-making toward objective, equitable
treatment across all departments.

To restore trust in administrative accountability, leadership
must strictly base recruitment, hiring, and promotions on ver-
ifiable professional competence rather than personal relation-
ships or informal networks.

Furthermore, management is urged to transition from a top-
down administrative stance to a more inclusive model by ac-
tively listening to and valuing staff ideas, thereby bridging the
current gap in employee agency.

Organizationally, the workforce recommends moving away
from reactive, emotion-driven management styles in favor of
a stable, plan-driven leadership framework that prioritizes in-
stitutional policies over subjective discretion.
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Lastly, establishing structured, transparent communication
channels between the central administration and the academic
staff is vital to clear up operational ambiguity, eliminate mu-
tual misunderstandings, and foster a unified institutional cul-
ture.

5. Discussion

This study evaluated staff job satisfaction at Dessie Higher
Education Health Science College in 2026. The empirical
findings reveal a moderately dissatisfied workforce navigating
an institutional environment defined by robust cultural
strengths alongside critical structural and logistical vulnera-
bilities.

5.1. Theoretical Implications and Hygiene
Factors

The results strongly validate Herzberg's Two-Factor The-
ory, demonstrating that extrinsic hygiene factors, specifically
economic compensation, benefits, and foundational working
conditions, are primary drivers of organizational dissatisfac-
tion. According to Herzberg's framework, when hygiene fac-
tors are inadequate, they actively generate dissatisfaction ra-
ther than merely failing to produce satisfaction. The finding
that 65.0% of staff is dissatisfied with their salary and benefits
aligns closely with previous Ethiopian higher education stud-
ies where fixed compensation under inflationary pressure pre-
dicts low morale and high turnover intentions [11, 12]. In re-
source-constrained public institutions, inadequate financial
remuneration fails to keep pace with the cost of living, creat-
ing chronic economic stress that spills over into professional
disengagement [5-9, 14].

Furthermore, the exceptionally low satisfaction regarding
training opportunities (81.7% negative feedback) highlights a
severe gap in professional advancement. Continuous profes-
sional development (CPD) is essential for maintaining faculty
competence and instructional readiness in health science edu-
cation [10]. Without structured CPD programs or advanced
degree sponsorships, academic staff cannot update their clini-
cal or pedagogical skills, directly compromising educational
quality [1]. This critical deficit mirrors broader regional find-
ings identifying an absence of structural capacity-building in-
itiatives as a major barrier to academic and clinical efficacy
[22, 23].

5.2. Administrative Fairness and Governance
Dynamics

The assessment of leadership fairness across the Dean, Ac-
ademic VP, and Admin VP tiers indicates that while majorities
perceive administrative fairness positively, notable minorities
experience procedural and distributive gaps. Service fairness
can be dissected into three primary dimensions: Interactional
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Fairness (treating individuals with respect and courtesy), Pro-
cedural Fairness (transparency and consistency in decision-
making), and Distributive Fairness (equitable distribution of
resources and outcomes) [24].

Maintaining high standards across all three dimensions is
vital. In academic settings, fair treatment by leadership fosters
a cooperative and productive environment, directly influenc-
ing faculty retention and institutional trust [24]. The qualita-
tive findings regarding perceived favoritism and lack of trans-
parency in promotions highlight that administrative gaps in
procedural fairness actively erode internal morale, reinforcing
the need for merit-based governance and inclusive communi-
cation channels [6, 14, 18, 20].

5.3. Infrastructure, Resources, and
Interpersonal Resilience

The marked dichotomy between high interpersonal satisfac-
tion (e.g., 88.3% for coworker relationships) and severe infra-
structural deficits (e.g., work inputs availability and employee
safety focus) underscores that social capital and peer support
cannot compensate for unaddressed material shortages. Tech-
nical infrastructure deficits, such as internet instability and
hardware shortages, create daily operational friction [12, 17].
Addressing these logistical bottlenecks is essential for trans-
lating institutional pride and collegial strength into sustainable
organizational performance [5, 13].

6. Recommendations

Based on the empirical findings and qualitative insights of
this study, the following actionable recommendations are pro-
posed for college leadership:

1) Enhance Economic Compensation and Benefits: Review
and revise remuneration structures, introduce viable
housing allowance frameworks, and streamline overtime
disbursement processes to alleviate the economic stress
experienced by the workforce.

2) Institutionalize Continuous Professional Development
(CPD): Establish clear, equitable, and structured training
and career advancement pathways, ensuring all staff
have regular access to capacity-building programs and
professional sponsorships.

3) Upgrade Technical Infrastructure and Work Inputs: Pri-
oritize the allocation of essential office hardware, relia-
ble internet connectivity, and safety resources to elimi-
nate daily operational friction and improve work envi-
ronment comfort.

4) Foster Transparent and Participatory Governance: Im-
plement objective, merit-based criteria for recruitment,
evaluations, and promotions while establishing open
communication channels that actively value and incor-
porate employee feedback across all departments.
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7. Conclusion

This study provides a comprehensive assessment of staff
job satisfaction at Dessie Higher Education Health Science
College. The findings reveal that while the college maintains
powerful cultural assets, including strong peer relationships,
campus aesthetic appeal, and academic freedom, overall job
satisfaction is undermined by severe structural deficiencies.
Extrinsic hygiene factors, particularly inadequate salary scales,
severe gaps in training opportunities, and critical shortages in
work inputs and administrative fairness, act as primary drivers
of workforce dissatisfaction.

By grounding future institutional strategies in Herzberg's
principles, leadership must transition from reactive manage-
ment to a transparent, plan-driven framework. Addressing
economic hygiene factors, reinforcing procedural equity, and
upgrading technical infrastructure will be essential steps to-
ward improving staff morale, institutional retention, and over-
all academic excellence.
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