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Background: Job satisfaction is one of the most critical and influential parameters to 
increase the productivity and efficiency of any organization. Crisis management during 
disasters is one of the most influential factors, and because disasters put pressure on health 
care systems, all medical staff, including those working in Rehabilitation, must have the 
necessary experience and skills to manage in an emergency. Therefore, this study aimed 
to investigate the relationship between job satisfaction and crisis-related factors in the staff 
of non-governmental rehabilitation centers under the supervision of the Tehran Welfare 
Organization with a preventive approach.

Materials and Methods: The present study is a descriptive-correlational study, in which 
1403 people from 28 rehabilitation centers in Tehran Province in 2018 were surveyed 
and selected by the census. We used the data recorded in the demographic section of the 
standard Employee Satisfaction Survey. This questionnaire consists of 39 items and 5 
subscales to measure job status (10 questions), supervisor (8 questions), coworkers (10 
questions), promotion (5 questions), and payment (6 questions). It included components 
of job activity, management, group activities, incentive system, and payment system. The 
study demographic characteristics were age, gender, level of education, work experience, 
and the number of working hours. Besides, a researcher-made questionnaire was used to 
assess the relationship between general safety status and firefighting as a criterion for crisis 
management and job satisfaction. In different cases, different tests were used. Finally, the 
data were analyzed using SPSS v. 20.

Results: In this study, 657 (46.8%) men and 746 (53.2%) women participated. Findings 
showed that the average job satisfaction of employees was 3.12, which was at a moderate 
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1. Introduction

uman resources are the fundamental as-
sets of organizations and the source of 
any change and innovation in organiza-
tions [1]. The success of organizations 
depends on various factors, and the job 
satisfaction of the employees is one 

of the most important factors [2]. When the human re-
sources of an organization work adequately to fulfill the 
assigned tasks, the desired goals can be achieved. Job 
satisfaction is one of the most challenging organizational 
concepts and the basis of many management policies to 
increase the productivity and efficiency of the organiza-
tion. Most people spend about half of their waking hours 
at work. Thus, job satisfaction is of great importance 
[1]. One of the efforts that organizations should make to 
maintain human resources is to create job satisfaction in 
employees. Human resources are one of the most critical 
resources of any organization. Therefore, organizations 
must use their human resources effectively to achieve 
their goals and overcome environmental challenges [2].

Job satisfaction is part of life satisfaction. At the organi-
zational level, neglecting job satisfaction for a long time 
disrupts the organizational system and causes rebellion, 
absenteeism, and a low sense of responsibility of em-
ployees [3]. Job satisfaction is the type of attitude and 
the positive tendencies or feelings people have towards 
their jobs and after doing the job. Job satisfaction is not 
a single aspect factor. It comprises a complex interaction 
between job tasks, responsibility, actions and reactions, 
motivations, and encouragement [4]. In general, differ-
ent definitions have been provided for job satisfaction. 
For example, according to Kaliski, job satisfaction is the 
feeling of success and achievement of an employee at 
work. It leads to the recognition, receiving income, pro-

motion, and achievement of other goals resulting in the 
sense of accomplishment [5].

The apparent effects of job satisfaction are increasing 
self-confidence and physical and mental health of peo-
ple, doing better work, and on the other hand, improv-
ing communication and creating a very favorable orga-
nizational atmosphere, and subsequently attracting and 
retaining employees [6]. Also, employees with low job 
satisfaction have less mental health, which negatively 
affects the individual’s private life and even society [7-
10]. Besides, other factors, such as anxiety, absence from 
work, delay in doing a task, leaving the work, and early 
retirement are other adverse effects of job dissatisfaction 
[6]. Some believe that job satisfaction is related to psy-
chological factors; in other words, these people justify 
job satisfaction primarily from psychological perspec-
tives and personal characteristics and consider it a kind 
of emotional adaptation to the job and employment con-
ditions. Therefore, job satisfaction is a multidimensional 
concept and is related to several factors. In other words, 
job satisfaction will be achieved by realizing a set of fac-
tors, such as the nature and conditions of work, salary, op-
portunities for career advancement and promotion, how 
to supervise, and relationships with colleagues [7]. Job 
stress is the opposite of job satisfaction. The higher the 
level of exposure to job stress in the workplace, the lower 
the performance and productivity of individuals [8, 9].

On the other hand, the crisis is an integral part of any 
organization, and the inherent feature of any organi-
zation is dynamism when faced with a crisis. In other 
words, one of the conditions for the success of any or-
ganization is to provide an appropriate response when a 
crisis occurs [10]. When the organizational environment 
manages crises well, employees feel complete mental 
health and are satisfied with their work, and as a result, 

H

to high level (maximum score in each department was 5). There was no significant 
relationship between demographic information (such as age, work experience, level of 
education, and the number of working hours) and job satisfaction. However, there was 
a significant relationship between gender and job satisfaction, so that men had higher job 
satisfaction than women. Also, there was a significant relationship between public safety 
and firefighting and job satisfaction, so that an increase in the score of general safety 
and firefighting as an indicator of crisis management led to a significant increase in job 
satisfaction.

Conclusion: According to the results of the researcher-made and validated questionnaires, 
the level of job satisfaction of employees in the studied centers is in a relatively good 
condition. Although the level of job satisfaction of the studied employees was moderately 
high, it needs to be improved. Job satisfaction in crisis management in emergencies can be 
very effective and improve the performance of the organization. Thus, it is recommended to 
implement programs for job satisfaction and crisis management in the centers.
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their efficiency increases [11]. Thus, an organization can 
have the best safety and crisis management performance 
in preventing possible injuries caused by accidents and 
occupational diseases of employees when the necessary 
agreement and understanding has been reached among 
the employees to implement the work instructions. Pay-
ing attention to creating a safe environment and improv-
ing the health status of the workplace will create a suit-
able atmosphere in the workplace. It ultimately increases 
job satisfaction, which has a direct and definite effect on 
crisis prevention, and also, in case of unforeseen events, 
crisis management will be done in a more organized 
manner [12]. Because disasters have always put pressure 
on health care systems, all caregivers, including those in 
the rehabilitation department, must have the experience 
and skills needed to manage emergencies. 

A well-codified training program in health systems can 
significantly control crises and reduce the risks involved. 
Therefore, the best practice in crisis management is to 
prevent possible injuries caused by accidents. Following 
the reduction of damages caused in the workplace, the 
level of immunity increases and the job satisfaction of 
employees increases, and the role of crisis management 
becomes more prominent [13]. Today, attention to job 
satisfaction in the health care sector has become more 
important, and rehabilitation staff, as one of the impor-
tant health care staff, play an important role in promot-
ing community health. No effective measures have been 
taken to investigate the job satisfaction of rehabilitation 
center staff and its relationship with crisis management 
in Tehran Province, Iran. Therefore, this study aimed to 
investigate the relationship between characteristics of 
individuals and job satisfaction with the crisis manage-
ment approach. We try to draw the attention of senior 
staff and provincial managers of this organization to this 
critical and necessary issue and provide solutions to in-
crease awareness in the field of crisis management and 
control of risk factors.

2. Materials and Methods

This study was a descriptive correlational study con-
ducted in 2018. The study population consists of all non-
governmental rehabilitation centers under the supervi-
sion of the Tehran Welfare Organization and their staff 
(28 centers with 1403 employees). Sampling was done 
by the census method. This research is part of Poursade-
ghian et al. study, which has been published in the Jour-
nal of Rehabilitation [14]. The inclusion criteria included 
the willingness to participate in the study, work experi-
ence in at least one rehabilitation center for 2 years, full-

time working in a rehabilitation center, and the exclusion 
criterion was the unwillingness to cooperate in the study. 

Demographic information was collected using the Job 
Descriptive Index (JDI). JDI was standardized by Vys-
vky and Chrome in 1991 and contains 39 questions or 
items that include 5 indicators (job activity, management, 
group activities, reward system, and payment system). 
We used only the questions of the demographic section. 
JDI is scored based on semantic differentiation. The re-
spondent is asked to mark a concept on a 5-point scale. 
The numbers on a continuum (from 1 to 5) indicate the 
score assigned to the concept. To measure job satisfac-
tion, first, the scores of each dimension should be sepa-
rately calculated, and then, the scores of all dimensions 
are summed and divided by five. The scoring system is as 
follows: score 1 indicates that the person has no satisfac-
tion; score 2 indicates low satisfaction; score 3 indicates 
average satisfaction; score 4 indicates high satisfaction, 
and score 5 represents a very high level of satisfaction.

A researcher-made questionnaire was used to examine 
the relationship between public safety and firefighting as 
a criterion for crisis management and job satisfaction. 
Accordingly, by reviewing the sources and tools used in 
similar studies, a draft of the researcher-made question-
naire was prepared and designed. To check the validity 
and reliability of the questionnaire, we asked 5-10 per-
sonnel working in rehabilitation centers to provide their 
opinion regarding its content, clarification, and simplic-
ity. The reliability of the tool was also evaluated using 
the Cronbach α coefficient. Finally, after ensuring the va-
lidity and reliability of the instrument, it was used to col-
lect research data. To calculate the score of this question-
naire, we asked the experts’ opinions about the content 
of the scale. They were asked to classify each question 
based on the 5-point Likert scale. The scoring system 
[1-5] was as follows: 1=poor management, 2=low man-
agement, 3=medium level of management, 4=medium 
to a high level of management, and 5=very high manage-
ment level [15]. Finally, the data were analyzed using 
SPSS software v. 20, and the significance level was set 
at P=0.05.

3. Results

Examination of the findings based on demograph-
ic variables

In this section, the differences of the respondents’ 
views based on their demographic characteristics are ex-
amined. Demographic characteristics in this study were 
age, gender, level of education, work experience, and 

Nasrollah Nejhad Tasouj S, et al. Job Satisfaction and Crisis Related Factors. HDQ. 2021; 6(2):89-98.

January 2021, Volume 6, Number 2



92

the number of working hours. Mann-Whitney U test or 
Kruskal-Wallis test were used where appropriate. 

Differences in job satisfaction of respondents 
based on age

The subjects in the present study were divided into four 
groups in terms of age (less than 25 years, 26 to 35 years, 
36 to 45 years, and more than 45 years). Therefore, the 
Kruskal-Wallis test was used to compare the differences 
in people’s views based on their age. Using this test, we 
determined whether the job satisfaction of employees in 
different age groups is the same or not.

According to Table 1, the difference in the individuals’ 
ages regarding the research variables was investigated 
at 95% confidence. Regarding job satisfaction and all 
components of job satisfaction except the supervisor, the 
level of significance was higher than the level of error. 
Therefore, there was no reason to reject the null hypoth-
esis. Therefore, the age status of people does not affect 

their views. However, regarding the supervisors, it can 
be said that with the age of the employees, their satisfac-
tion with them decreases.

Differences in job satisfaction of the subjects 
based on working hours

The present study subjects were also divided into 4 cat-
egories in terms of working hours (less than 20 h, 20 
to 40 h, 40 to 60 h, and more than 60 h). Therefore, the 
Kruskal-Wallis test was used to compare the differences 
in their views based on work experience.

According to Table 2, the difference in job satisfaction 
in subjects with different working hours was investi-
gated at a 95% confidence level. Regarding job satisfac-
tion and all components of job satisfaction except the 
supervisor, the level of significance was higher than the 
level of error. Therefore, there was no reason to reject the 
null hypothesis. And the difference in people’s working 
hours does not affect their views. However, concerning 

Table 1. Comparison of the average job satisfaction between age groups

P
Age Group (y)

Variables More than 45 
(336)36-45 (370)26-35(360)<25 (337)

0.363.093.113.113.15Satisfaction

0.983.393.413.403.41Job 

0.0023.253.253.273.33Supervisor

0.1153.613.593.623.60Coworker

0.4783.003.053.023.09Promotion 

0.7522.232.232.242.30Payment 

Table 2. Comparison of average job satisfaction in terms of working hours

P
Working Hours

Variables
More than 40 (522)21-40 (719)Less than 20 (162)

0.1063.123.113.14Satisfaction

0.9193.403.403.41Job

0.0213.263.283.33Supervisor

0.2583.613.603.61Coworker

0.3503.063.023.09Promotion 

0.6452.262.232.29Payment 
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supervisor, it can be said that with the higher age of em-
ployees, their satisfaction with supervisors decreases.

Differences in job satisfaction of the subjects 
based on education

The subjects in the present study were also divided into 
five categories in terms of educational level (diploma 
and below, Associate degree, Bachelor’s degree, Mas-
ter’s degree, and higher). Therefore, the Kruskal-Wallis 
test was used to compare the differences in job satisfac-
tion based on their educational level.

According to Table 3, the difference in job satisfaction 
in subjects with different educational levels was investi-
gated at a 95% confidence level. Regarding job satisfac-
tion, as well as supervisor and promotion, the signifi-
cance level was less than the level of error. Therefore, it 
can be argued that job satisfaction, satisfaction with the 
supervisor, and satisfaction with promotion had a signifi-

cant difference between educational levels. In general, 
with increasing the level of education, people’s satisfac-
tion also decreases.

Differences of subjects’ views based on work ex-
perience

The subjects in the present study were divided into 
three categories in terms of work experience. Therefore, 
the Kruskal-Wallis test was used to compare the differ-
ences of views based on work experience.

According to Table 4, the difference in job satisfaction in 
subjects with different work experiences was investigated 
at a 95% confidence level. Regarding job satisfaction and 
all of its components except the supervisor, the level of 
significance was higher than the level of error. Therefore, 
there was no reason to reject the null hypothesis. There-
fore, the difference in people’s working hours does not 
affect their views. However, concerning supervisor, it can 

Table 3. Comparison of average job satisfaction between educational levels

P
Educational Levels

Variables Master’s degree 
and above (122)

Bachelor’s degree 
(504)

Associate degree 
(338)

Diploma and 
below (439)

0.0043.063.133.153.09Job satisfaction

0.1013.373.423.413.39Job 

0.0163.223.313.303.24Supervisor

0.1313.613.623.593.61Coworker

0.0412.293.043.123.01Promotion 

0.0922.162.272.312.21Payment 

Table 4. Comparing the average job satisfaction between cases with different work experiences

P
Work Experience (y)

Variables
over 10 (356)6-10 (527)Less than 5 (520)

0.0873.093.123.13Satisfaction

0.9973.393.413.41Job 

0.0113.243.273.31Supervisor

0.8033.613.613.60Coworker

0.1772.983.063.07Promotion 

0.6902.212.262.27Payment 
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be said that with the increase of employees’ work experi-
ence, their satisfaction with their supervisors decreases.

The mean difference of the respondents based on 
gender

The Mann-Whitney U test was used to compare differ-
ences of views based on gender. According to Table 5, 
the differences between the views of men and women 
in terms of each research variable were investigated at 
a 95% confidence level. Accordingly, men and women 
had different views regarding all variables, except for the 

supervisor, so that the mean value obtained from men 
was higher than that of women.

General safety

To evaluate the general safety level, we used the 1-sam-
ple Wilcoxon test due to the lack of normal distribution 
of the data. The result of the Wilcoxon test showed that 
at the error level of 5%, the mean of the general safety 
score of employees was significantly different from the 
hypothetical mean value. As a result, the general safety 
score of the employees was about 0.57 more than the 
hypothetical value. It can also be seen in the chart below 

Table 5. Comparison of average job satisfaction between women and men

P
Mean No.Gender Variables 

Pt

<0.001-4.76
3.09746Female 

Satisfaction
3.15657Male 

<0.001-3.73
3.38746Female 

Job 
3.43657Male 

0.014-1.63
3.26746Female 

Supervisor 
3.29657Male 

0.014-2.46
3.59746Female 

Coworker
3.62657Male 

0.010-2.57
3.00746Female 

Promotion 
3.09657Male 

<0.001-4.48
2.19746Female 

Payment 
2.32657Male 

Table 6. The mean values for the public safety 

PMax. Min. Value CriterionObserved MedianObserved MeanHypothetical 
Mean (median) Variable

<0.00151.5728.633.573.543General safety

Table 7. The mean values for the fire extinguishing 

PMax.Min.Value CriterionObserved MedianObserved MeanHypothetical 
Mean (median) Variable

<0.0014.752.5431.893.63.633Fire extinguishing
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Figure 1 shows a comparison of the hypothetical scores 
and observed scores for the general safety of the employees.

Fire extinguishing

To evaluate the status of the fire extinguishing, we used 
the 1-sample Wilcoxon test due to the lack of normal 
distribution of the data. The result of the Wilcoxon test 
showed that at the error level of 5%, the average score 
of fire extinguishing was significantly different from the 
hypothetical average score so that the fire extinguishing 
score of employees was about 0.60 more than the hypo-
thetical value (Figure 2).

4. Discussion

This study aimed to investigate job satisfaction among 
employees of rehabilitation centers in Tehran Province. 
They consist of 746 women and 657 men. The age 
group of 36 to 45 years had the highest frequency, and 
the lowest frequency was related to the age group above 
45 years, followed by the age group less than 25 years. 
Regarding education, those with a Master’s degree and 
above showed the lowest frequency, and those with a 
Bachelor’s degree showed the highest frequency. The re-
sults also showed that the range of work experience was 
between 1 to 15 years. The average job satisfaction of 
the employees was 3.12, which was at a moderate level 
and was in line with the study by Afshar et al. [16] and 

Figure 1. Comparison of the hypothetical scores and observed scores of fire extinguishing

Figure 2. Comparison of the accessible score and the observed score of the firefighters
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Mastane et al. [17]. The results of the study showed that 
among the job satisfaction variables, a coworker (average 
3.61) has the highest, and the payment (average 2.25) has 
the lowest average. In Afshari et al. study, there was no 
significant relationship between demographic variables 
and motivational potential and job satisfaction [16].

In Mastane et al. study, there was no significant rela-
tionship between job satisfaction and demographic fac-
tors, including age, work experience, gender, marital 
status, and work shift [17]. Also, in Fooladvandi et al. 
study, there was no relationship between demographic 
variables (age, education, experience, organization, and 
gender) with job satisfaction and its dimensions [18].

There are controversial results regarding gender and 
level of job satisfaction. For example, in Mousavi Tabar 
study [19], a significant relationship was reported be-
tween job satisfaction and gender, so that women’s job 
satisfaction was higher than men’s. In Musazadeh et al. 
study on the ICU staff, the results showed that job satis-
faction in women was higher than in men [20]. However, 
in the present study, the results showed that men’s job 
satisfaction is higher than women’s, which can be due to 
the studied population and cultural differences in differ-
ent cities. According to Tables 6, 7, and 8 general safety 
and fire extinguishing, which were selected as two indi-
cators of crisis management in this study, had an average 
higher than the middle of the Likert scale. The higher 
the average, the more appropriate these variables are. In 
other words, the higher the average, the better the crisis 
management situation, which was in line with the results 
of the study of Goodarzi et al. [21]. Jafari et al. examined 
the relationship between safety status and job satisfac-
tion of nurses. They indicated that the higher the crisis 
management conditions at the hospital level, such as fire 
safety and emergency safety in the workplace, the more 
satisfied nurses would be in their work environment, in-
dicating the importance of crisis management [22].

The present study examined the level of job satisfaction 
of rehabilitation staff. The results showed no significant 
relationship between the demographic information of 
individuals and their level of job satisfaction. Therefore, 
to increase job satisfaction, it is recommended to apply 

effective management measures to optimize the assess-
ment of safety and health performance regarding crisis 
management and reduce risk in rehabilitation centers and 
other similar organizations. Also, to improve safety and 
health conditions, it is recommended to establish safety 
and health management systems in rehabilitation centers 
and provide the necessary training to the staff in this field 
by holding crisis management training workshops.
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Table 8. Relationship between crisis management variables and job satisfaction

Relationship Between Variables Correlation

Public safety with job satisfaction 0.227

Firefighting with job satisfaction 0.215
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