
1874-3501/21 Send Orders for Reprints to reprints@benthamscience.net

319

DOI: 10.2174/1874350102114010319, 2021, 14, 319-328

The Open Psychology Journal
Content list available at: https://openpsychologyjournal.com

RESEARCH ARTICLE

Dimensions  of  Work  Environment  that  Impact  Job  Satisfaction  in  Clinical
Practices of Medical Students During the SARS-CoV-2 Pandemic

Ricardo Prada1, Rodrigo Zarate-Torres2,* and Maria Prada3

1Department of School of Administration, Finances, and Economics, Universidad Ean, Colombia
2Department of Research, Colegio de Estudios Superiores de Administración, Colombia
3Department of Medical School, Universidad del Rosario, Colombia

Abstract:

Introduction:

This article deals with the relationship between the work environment and job satisfaction in clinical practices of medical students during the
SARS-CoV-2 pandemic. Data are presented that attest to the underlying factor structure, reliability, predictive validity, and factors replicability
between groups of the summary measure.

Methods:

An initial sample of 132 medical students from 3 different universities in Bogotá who carry out Clinical Practice activities in tertiary hospitals
provided data for the exploratory factor analysis of this measure and to apply confirmatory factor analysis techniques. The validated instrument
WCA is used for the work environment construct  and MSQ for the job satisfaction construct.  The potential  applications of this  measure are
described, and the implications of these findings for measuring work environment and satisfaction are discussed.

Results:

The results of the CFA suggest a good global fit to the data of the proposed measurement model, favorable values of significance (p = 0,014);
RMR; AGFI; TLI; CFI; GFI, and RMSEA.

Conclusion:

Solid psychometric properties are demonstrated, which prove that there are dimensions of organizational climate that have statistically significant
relationships with variables of job satisfaction.
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1. INTRODUCTION

Among  the  various  challenges  that  companies  currently
face, one of them is the work environment. This environment is
permanently  affected  by  the  complexity,  globalization,  and
untimely changes in business and society, which equally affect
all organizations. Despite this, in some companies, there is still
a lack of understanding and a lack of greater commitment to
the  importance  of  the  work  environment  and  its  impact  or
effects  on  the  employees’  job  satisfaction;  therefore,  the
achievement  of  the  objectives  is  increasingly  difficult.

* Address correspondence to this author at the Department of Research, Colegio
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To comply with organizational standards, the management
of companies must seek greater effectiveness and relevance in
their  response  to  quickly  understand  the  shortcomings  that
prevent  achieving  a  more  pleasant  environment  that  allows
employees  to  work  freely  and  without  major  inconveniences
[1].  An optimal  work environment  contains the methods and
ways of executing the work and encourages the permanence of
workers  in  the  organization  [2].  Companies  that  avoid
promoting an adequate work environment are internally weak
[3], causing a certain level of dissatisfaction at work that will
necessarily lead to irregular employee performance.

According  to  Burton,  Lauridsen  and  Obel  [4],  the  work
environment refers to the aggregate perception of people in the
organization, which can include the credibility of managers, the
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degree  of  trust,  the  level  of  recognition,  and  resistance  to
change.  All  of  these,  in  one  way  or  another,  affect  workers’
morale.  As  each  work  environment  of  the  company  is
influenced by the interrelation of external and internal factors,
such  as  the  structure,  the  physical  environment,  the  social
environment, and the characteristics of the people who make it
up [5], it requires differential particularities, since there is no
single way to characterize the work environment [6].

Another  fundamental  element  in  the  composition  of  the
work environment is satisfaction, which according to Wright
and  Bonett  [7],  is  related  to  the  expression  of  the  feeling
experienced by workers and officials in reference to their work,
and which also affects, in one way or another, the well-being at
work, job performance and the desire to stay in the company
[8].

Job satisfaction is vital in general for all companies [9] and
represents  well-being  and  motivates  employees  to  remain  in
their  positions  [10].  Satisfied  workers  in  their  work  denote
being optimistic, happy, and highly motivated in the fulfillment
of their duties. Maintaining this emotion in employees should
be  a  permanent  monitoring  task  of  the  management  of
organizations  [11].

By  the  time  the  study  was  done,  Colombia  was
experiencing the second peak of the pandemic. It was among
the  10  countries  with  the  most  infections  per  million
inhabitants,  and  the  government  was  waiting  for  the  first
shipment  of  doses  of  the  vaccine.  In  Bogotá  in  particular,
cemeteries had a waiting list  to bury the dead. Also, the city
experienced  many  restrictions  such  as  physical  distancing,
masks or face coverings (mandatory all the time), cleaning and
disinfecting  of  surfaces  and  objects,  wearing  of  personal
protective  equipment,  and  preventing  and  controlling
crowding.

In  the  medical  sector,  more  than  100  doctors  and  nurses
died. The sector experienced 3 deaths per week and by the time
the study was done, the sector had more than 20.000 infected
with the virus.

The Clinical Practice is the period between the 7th and 12th

academic semester in which the student and future doctor will
spend the most  time in the clinics and hospitals  assigned for
their  rotation  by  the  different  medical  services  (gynecology,
cardiology,  general  surgery,  internal  medicine,  neurology,
traumatology,  emergency,  among others).  These students  are
faced  with  continuous  shifts  lasting  24  to  48  hours.  It  is
understood that they spend most of their week in the hospital,
being  the  11th  and 12th  semester  students  known as  interns.
They are the ones who practically coexist inside the hospitals.

The  sessions  are  exhausting  not  only  because  of  their
duration  but  also  because  of  the  academic  pressure  coupled
with the suffering observed in the patients. This leads to states
of anxiety, tiredness, irritability, drowsiness, and fatigue, which
can end with poor performance and sometimes lead to lack of
motivation followed by dropouts and significant loss of desire
to  continue.  However,  in  the  current  scenario,  health
organizations  are  struggling  to  satisfy  future  doctors  and
increase  their  quality  of  work  life.

The objective of this study is to analyze the impact of the

work environment on the job satisfaction of medical students in
clinical  practices.  To  this  end,  it  investigates  the  working
conditions in the clinics where the work of the medical students
in the last semesters is carried out, considering the variables of
the  work  environment  in  relation  to  some specific  factors  of
satisfaction.

2. LITERATURE REVIEW

2.1. The Concept of Working Conditions

The  work  environment  is  related  to  the  motivation  to
perform well  in  their  work,  job security,  harmony,  and good
relationships  with  co-workers.  To  reach  a  high  level  in  the
sense of belonging and commitment, management must strive
to make employees feel like a fundamental part of the gear and,
therefore, important decision-makers within the organization.

According to Spector [12], most managers ignore the work
environment  within  their  company,  which  contributes  to  the
disenchantment and poor performance of their employees. The
work has to do not only with the characteristics of each task but
also  with  the  forms  and  ways  of  doing  it,  for  which  it  is
required to have standards and controls of the activities of the
work and their expected results.

However,  not  all  the  conditions  in  which  the  work  is
carried out are similar, comfortable, or simple. In fact, in times
of  pandemic,  such  as  the  current  one,  there  are  jobs  with
difficult and risky characteristics for officials, in what has to do
with the danger to life and health when carrying them out. Such
is the case of medical students in the last semesters, who, like
the rest of the personnel responsible for the care and health of
patients,  face  difficult  conditions  of  radiation,  temperature,
humidity,  fatigue,  duration  of  rotation  shifts,  schedules  of
work,  time off  work,  the  rhythm of  work,  excessive  tension,
high  responsibility,  among  others  that  affect  the  correct
performance  of  the  work.

2.2. Work Environment

Appraisals of the work environment, generally referred to
as  “organizational  environment  or  climate”,  are  substantial
organizational  behaviors  [13].  A  contribution  of  additional
effort offered by the employee when exceeding the work goals
established  by  the  managers  confirms  the  motivation  of  the
workers and is  the result  of an effective and pragmatic work
environment  by  the  organizations  [14].  An  effective  and
pleasant  work  environment  greatly  favors  the  generation  of
confidence and self-determination of medical students in their
clinical  practices,  ensuring  that  they  will  successfully  lead
them to be better  doctors  in  the immediate  future;  all  of  this
will result in high-quality patient care [15].

2.3. Existing Work Environment Measures

A  disagreement  has  proliferated  over  the  years  when
deciding the number of dimensions identified as objectives for
evaluating the work environment. Such is the case with surveys
like the PAHO Organizational Climate Instrument [14], which
has  80  items  and  is  too  extensive,  and  the  Gallup  Q12  [16],
which  instead  of  measuring  group  perceptions  of  the
environment,  measures  individual  employee  satisfaction.
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Therefore,  they  are  not  adjusted  to  the  needs  of  small
workgroups  [17].

Other investigations and proposals for measuring such as
the  Organizational  Climate  Questionnaire  (OCQ)  by  Litwin
and Stringer [18], which is one of the most used, consists of 50
items  that  evaluate  nine  dimensions  of  the  environment.  A
study by Rogers, Miles and Biggs [19] concludes that the OCQ
was not a consistent measurement instrument because it lacked
validity.  Koys  and  DeCotiis  [20]  identified  eight  key
dimensions  (autonomy,  cohesion,  trust,  pressure,  support,
recognition,  fairness,  and  innovation).  However,  Sims  and
LaFollette [21], as well as Muchinsky [22], suggest that a six-
piece  structure  factor  is  more  appropriate  and  that  the  nine
existing scales showed weak reliability. James and James [23],
James and McIntyre [24],  and James and Sells  [25],  propose
four  dimensions  in  several  different  work  contexts:  (1)  role
stress  and  disharmony;  (2)  job  challenge  and  autonomy;  (3)
leadership  facilitation  and  support;  and  (4)  cooperation,
kindness,  and  warmth  of  the  working  group.

The scale developed by López-Fernández et al. [26] is one
of the instruments used in the field of health. Even though it
was  designed  to  assess  primary  health  care  teams,  later,
according  to  Delgado et  al.  [27],  it  was  used  in  other  health
care  settings.  It  consists  of  40  items  and  evaluates  four
dimensions, cooperation, cohesion, teamwork, social life, and
autonomy.

2.4. Job Satisfaction

The standard mental state of a person towards his work is
the  accomplishment  of  the  work  [28].  It  is  the  measure  of
satisfaction  that  is  associated  with  a  job.  In  that  sense,  job
satisfaction is strongly related to job performance. Satisfaction
is one of the most important elements of the work environment,
playing an important role in the performance and achievement
of results of the organization [29 - 32]. Some of the definitions
of job satisfaction are provided in Table 1.

The  level  of  the  complacency  of  an  employee  about  his
work is rigorously defined and linked to the well-being of the
members  of  the  company  [33  -  38].  A  highly  satisfied
workforce is  an absolute necessity to achieve a high level of
advancement in the performance of an organization [33 - 40].

A higher  level  of  job satisfaction in  an organization will
increase  the  permanence  of  the  company,  reducing  the
percentage of employee turnover, and contribute to making the
company more efficient and profitable [35.

2.5. Existing Measures of Job Satisfaction

There  are  several  factors  that  have  been  studied  as
measurement variables of job satisfaction, such as the degree of
accomplishment  at  work,  the  quality  of  relationships  with
superiors and colleagues, and prospects for promotion, among
others [41, 42].

The  internal  aspect  of  job  satisfaction  has  been  studied
separately in previous research, as well as the external aspect
or context of job satisfaction, that is, that which is related to the
social  and  physical  conditions  of  work  [43  -  45].  As  an
example, Huang et al. [46] consider that general satisfaction is

related  to  the  work  environment  and  the  relationship  with
colleagues.

Table 1. Some definitions of job satisfaction.

Dessler [30] Degree of Satisfaction of Needs Derived or
Experienced at Work

Spetor and Jex
[31]

Degree of satisfaction of a person with the job,
which is correlated with the salary, the way of

increasing the salary, the working hours, the work
environment, the possibilities of being promoted,

the interpersonal relationships, and the
management style.

Rudolph et al. [32]
Individual attitude towards the current position,

affective response and general feeling of the work
process.

Krishnan and Nor
[33] General individual attitudes towards work.

Crum et al. [34]

Linked to stress mindset theory. Personal
subjective judgment of work, work process, work

outcome, work experience, and work role, as a
reaction of affect, emotion, or evaluation.

Boamah, Read and
Laschinger [35]

A kind of compromised factor that is related to
business effectiveness

Zacher et al. [36] Degree of like or dislike of an employee for the
job

Niemiec and
Spence [37]

Degree to which employees are measured to
resemble their work and they certainly are not.

Brown, Wey and
Foland [38]

Perception based on desire, needs, motivation and
the work environment.

Source: Own elaboration.

Huang et al. [46] propose 2 dimensions for job satisfaction,
one  external  and  one  internal.  In  internal  satisfaction,  they
study  the  variables  of  ability,  achievement,  authority,
independence, morality, responsibility, guarantee, creativeness,
social  service,  social  status,  and diversity;  while  in  the other
variable,  external  satisfaction,  they  propose  to  work  on
promotion, company policy, salary, identity, relationship with
the supervisor, and technology.

For  this  study,  satisfaction  will  be  evaluated  using  the
MSQ  questionnaire  method  (University  of  Minnesota
Satisfaction Questionnaire),  taking advantage of the working
document by Weiss et al. [47], who propose a short form of the
MSQ with 20 questions.

2.6. Relationships between the Work Environment and Job
Satisfaction

According to Lane et al. [48], different factors within the
work  environment  can  affect  job  satisfaction,  like  wages,
working  hours,  autonomy granted  to  employees,  and  organi-
zational structure, among others.

Some previous works found a link between the conditions
of the work environment and the degree of job satisfaction [49
-  55].  In  this  sense,  Hashim,  Ahmad  and  Jamaludin  [56]
propose  that  the  work  environment  can  be  a  trigger  for  the
work pressure of workers.

There is a relationship between the work environment and
some variables related to behavior and attitude [57]. After the
study made by Fleishman [57], some authors have done similar
studies  and  have  found  that  this  construct  can  be  linked  to
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different  factors  such  as  psychological  well-being  [58],
satisfaction [59], commitment [60], and psychosocial risks [61,
62].  In  this  sense,  the  impact  on  behavior,  physiology,  and
health is highlighted, among other afflictions that necessarily
lead to absenteeism, increased turnover, low work morale, and
poor  interpersonal  relationships  [63  -  65].  Therefore,  the
following  hypothesis  is  suggested:

2.6.1. H1

The work environment in hospitals is directly related to the
level  of  job  satisfaction  of  Medicine  students  in  clinical
practices  during  the  SARS-CoV-2  Pandemic.

3. METHODS

Methodologically,  the  research  consists  of  descriptive
work with a quantitative approach to obtain information or data
through studies carried out with the respondents. Through the
use  of  quantitative  data,  this  work  seeks  to  find  and  acquire
exact data on the work environment in clinics and hospitals and
its relationship with the job satisfaction of medical students in
the last semesters (Fig. 1).

Fig.  (1).  A  conceptual  model  of  working  environment  and  job
satisfaction.

3.1. Population and Sample Size

This research selected students of medicine from advanced
semesters (7th to 12th) and who are currently engaged in rotating
services, in clinical practices for assigned hospitals and clinics.
Students  from  3  high-quality  universities  and/or  medical
schools  in  Bogotá  were  selected.  The  questionnaires  were
distributed to medical students from various universities using
the stratified random sampling method. The participants were
51% women and 49% men with a mean age of 24 years.

3.2. Measurements and Tools

The  variables  work  environment  and  job  satisfaction  are
used in this study. For the evaluation of the work environment,
the  Work  Group  Environment  Assessment  Tool  (WCA)  was
used, that is, a self-assessment form that contains 14 items: the
first 12 items correspond to three sub-dimensions of the work
environment - clarity, support, and challenge - and the other 2

items  that  measure  perceptions  of  productivity  and  quality.
These subdimensions and individual elements are based on the
work of George Litwin and Robert Stringer [66]. The WCA is
designed  to  measure  the  work  environment  among  working
groups in the health sector of developing countries.

For  the  satisfaction  evaluation,  the  MSQ  questionnaire
method  (Satisfaction  Questionnaire  of  the  University  of
Minnesota)  was  used  in  its  short  form  of  20  questions.  Job
satisfaction, in this case, is distributed in 2 dimensions (internal
satisfaction and external satisfaction). These two categories are
distributed in the instrument as follows:

Internal satisfaction (questions: 1, 2, 3, 4, 7, 8, 9, 10,
11, 15, 16, and 20)
External  satisfaction (questions:  5,  6,  12,  13,  14,  17,
18, and 19)

This study adopted the Likert scale, which was divided into
5 levels, that is, “Totally disagree”, “Disagree”, “Neither agree
nor disagree”, “Agree” and “Totally agree”. These levels were
assigned from 1 to 5 points, respectively.

3.3. Collection and Processing of the Data

One  hundred  fifty  anonymous  questionnaires  were
distributed, and 137 responses were collected, discarding 5 of
them because they were incomplete. Data collection took place
between  August  and  November  2020.  The  sample  includes
students from the 7th semester and up to the 12th semester who
worked in the health units of clinics and hospitals in Bogotá.
The students were informed of the purpose of the questionnaire
and that their participation was voluntary. The students were
also  acknowledged  that  their  responses  are  confidential  and
that they are going to be used only for research purposes.

3.3.1. Reliability

In  order  to  verify  the  consistency  of  the  Satisfaction
construct questions, the internal reliability analysis of the pre-
survey data was performed by calculating the Cronbach Alpha
coefficient  [67]  through  SPSS  24  statistical  software.  The
results of the pre-survey show that Cronbach's coefficients of
the work environment scale and job satisfaction were 0.816 and
0.926, respectively, both results greater than 0.8, which results
in high-reliability values.

For  the  final  application  of  the  questionnaires,  the
reliability analysis is carried out in total for all categories and
not for each. Data processing and results show that Cronbach’s
Alpha coefficient is 0.931, which means that the instrument is
viable because the result is greater than 0.8. The reliability of
the queries used is confirmed. Consequently, the results of the
statistical analysis below are considered safe.

4. RESULTS

Table  2  presents  the  distribution  of  the  respondents  by
gender,  age,  and level  of  study.  Of the 132 respondents who
were included in this study, 49% are men, and 51% are women.
Most of the respondents are between 23 and 24 years old, that
is, 65,9% of all, and 28% of them, are 25 years old. Regarding
the  level  of  study,  in  Table  1,  it  can  be  seen  that  the  largest

Source: OOwn elaboraation 
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number of respondents is in the last semester of medicine, that
is, 53.8% of all. 44.7% are made up of students in semesters 10
and 11. With these data, it is guaranteed that the survey reflects
the  feelings  of  the  most  mature  and  experienced  group  in
clinical  practice  activities.

Table  3  shows the descriptive indicators  of  the  variables
provided.  It  is  observed  from  the  responses  that  the
Productivity item (M = 3.99) and the Quality item (M = 3.61)
are  the  highest  rated  values,  which  would  indicate  that  the
students are satisfied with the productivity and quality results
offered  in  their  daily  activities  in  hospitals.  However,  the
students score lower Challenge variables (M = 3.33) and the

Clarity  of  instructions  received  in  the  clinical  practice  tasks,
which  denotes  that  they  have  to  face  activities  with  a  lot  of
pressure and perhaps with not very clear instructions.

Table  4  shows  the  correlations  between  the  observed
variables. It can be extracted from there as a predominant result
of  the  verification  of  hypothesis  1.  Internal  satisfaction  is
closely related to external satisfaction at a value of 0.84, which
is very good. Likewise, it is related equally with the variables
“Clarity”  (0.764),  with  the  variable  “Support”  at  a  value  of
0.795 and, with the variables “Productivity” and “Quality” at
values  of  0.578  and  0.69,  respectively.  There  is  no  positive
correlation with the variable “Challenge”.

Table 2. Distribution of respondents by age, gender, and level of study.

Frequency Percent Valid Percent Cumulative Percent

Age

21-22 years 8 6.1 6.1 6.1
23-24 years 87 65.9 65.9 72.0

25 years 37 28.0 28.0 100.0
Total 132 100.0 100.0

Gender
Male 65 49.2 49.2 49.2

Female 67 50.8 50.8 100.0
Total 132 100.0 100.0

Level of study

7th semester 1 0.8 0.8 0.8

8th-9th semester 1 0.8 0.8 1.5

10th-11th semester 59 44.7 44.7 46.2

12th semester 71 53.8 53.8 100.0
Total 132 100.0 100.0

Table 3. Descriptive statistics.

- Clarity Support Challenge Productivity Quality Internalsat Externalsat
N Valid 132 132 132 132 132 132 132

Missing 0 0 0 0 0 0 0
Mean 3.33 3.56 3.33 3.99 3.35 3.61 3.63

Std. Deviation 0.838 0.908 0.936 1.008 1.302 0.707 0.794
Skewness 0.440 -0.392 -0.069 -1.076 -.273 -0.327 -0.357
Kurtosis -0.402 -0.431 -0.521 0.905 -1.126 -0.123 0.007

Table 4. Correlations.

- Internalsat Externalsat
Internalsat Pearson Correlation 1 0.840**

Sig. (2-tailed) 0.000
Externalsat Pearson Correlation 0.840** 1

Sig. (2-tailed) 0.000
Clarity Pearson Correlation 0.764** 0.645**

Sig. (2-tailed) 0.000 0.000
Support Pearson Correlation 0.795** 0.723**

Sig. (2-tailed) 0.000 0.000
Challenge Pearson Correlation -0.046 -0.015

Sig. (2-tailed) 0.600 0.868
Productivity Pearson Correlation 0.578** 0.741**

Sig. (2-tailed) 0.000 0.000
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- Internalsat Externalsat
Quality Pearson Correlation 0.690** 0.804**

Sig. (2-tailed) 0.000 0.000
On the other hand, external satisfaction is well related to the variables “Clarity” (0,645), “Support” (0,723), “Productivity” (0,741) and “Quality” (0,804). There is no
positive correlation with the variable “Challenge”.

Table 5. KMO and sphericity Bartlett's test for the work environment construct.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .834
Bartlett's Test of Sphericity Approx. Chi-Square 641.313

Df 66
Sig. 0.000

Table 6. Total variance explained.

Component
Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %
1 4.260 60.855 60.855 4.260 60.855 60.855 4.258 60.823 60.823
2 1.021 14.590 75.445 1.021 14.590 75.445 1.024 14.622 75.445

Extraction Method: Principal Component Analysis.

When rotating, a new component matrix is obtained, which can be seen in Table 7.

The  KMO  result  obtained  for  the  Work  Environment
construct is 0.834, which means that, according to Hutchenson
and Sofroniou [68], it is quite significant, as it is higher than
the 0.7 level. Bartlett's sphericity test with a prominence value
of  0  also  indicates  that  it  is  possible  to  continue  with  factor
analysis (p <0.05). The summary can be seen in Table 5.

The  KMO  result  obtained  for  the  Work  Environment
construct is 0.834, which means that, according to Hutchenson
and Sofroniou [68], it is quite significant, as it is higher than
the 0.7 level.

Table  6  shows  the  total  explained  variance  of  each
component  and  which  are  the  components  that  have  been
extracted (those whose eigenvalues exceed unity). The first two
factors  all  have  variances  (eigenvalues)  greater  than  1,  and
between  the  two,  they  collect  75.5%  of  the  variance  of  the
original variables.

Table 7. Rotated component matrixa

Component
1 2

Externalsat 0.947
Internalsat 0.930

Support 0.833
Quality 0.823
Clarity 0.781

Productivity 0.717
Challenge 0.967

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 3 iterations.

Once the requirements for the EFA with Varimax rotation
are tested, this model is verified using Pearson's Confirmatory
Factor  Analysis  (CFA).  A  confirmatory  factor  analysis  was

performed  using  the  maximum  likelihood  (ML)  estimation
method.

Using  the  IBM  AMOS  software,  the  measurement  and
relationship model between the two constructs was built with
the sample data. The final solution (standardized estimates) for
the analyzed model is represented graphically in Fig. (2). The
model obtained relates each of the observed variables or items
with  the  unobserved  variables  or  constructs  of  Work
Environment  (14  items)  and  Job  Satisfaction  (20  items).

Fig. (2). AFC model of two correlated factors (standardized solution).

The results of the CFA are seen in Tables 8  and 9.  They
suggest  a  good  global  fit  to  the  data  of  the  proposed

(Table 4) contd.....
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measurement model with a result of chi-square = 12.432; gl =
4; p = 0.014.

Table  8.  Characteristics  of  the  goodness  of  fit-scale  in
study.

Characteristic Estimating
Proportion to the degree of freedom chi-square (X2/df) 3.1

Square root of the variance estimation error of
approximation (RMSEA) 0.04

Fit index (GFI) 0.97
Adjusted index goodness of fit (AGFI) 0.904

Table 9. Significance level for covariance.

- - - Estimate S.E. C.R. P Label
Work envir <--> Satisfaction 0,413 0,058 7,168 *** -

Because the significance value (p = 0,014) is greater than
0,01, it is proven that the model has a good fit. Furthermore,
adequate values are obtained at RMR = 0.024; AGFI = 0.904;
TLI = 0.958; CFI = 0.983; GFI = 0.97; RMSEA = 0.04.

It  is  then verified that  the items adequately represent the
unobserved variables, that is, with these results that the factor
loadings  that  represent  the  correlations  between  items  and
constructs  are  significant.

4.1. Test of the Measurement Model

The goodness of fit scale for this study is shown in Table
8. This graph shows the data from this study and the factorial
structure  of  this  scale,  the  goodness  fit,  and  this  shows  the
alignment of these questions with the structures of a scale.

Table 9  means that the probability of obtaining a critical
ratio as large as 7,168 in absolute value is less than 0,001. In
other words,  the covariance between Work Environment and
Satisfaction  is  significantly  different  from  zero  at  the  0.001
level (two-tailed). These statements are approximately correct
for large samples under proper assumptions.

5. DISCUSSION

This  study  has  examined  the  working  environment  and
degree  of  job  satisfaction  by  taking  as  research  subjects  the
medical students of last semesters who were developing their
clinical  practices  in  third-level  hospitals  in  Bogota.  The  fact
that there is a correlation between two variables does not mean
that one causes the other, but that does not mean that if we find
a correlation between two variables, we can automatically rule
out that one is the cause of the other. In this case, as our data
have  been  obtained  through  a  solid  experimental  design,  a
positive  correlation  between  variables  would  be  significant
evidence of causality.

Given  the  complexity  of  these  pandemic  times,  which
greatly  affects  health  personnel,  among  others,  132  valid
questionnaires were collected using the tiered random sampling
method.  The  factorial  analysis  method  and  the  structural
equation model were used to conduct an empirical study of the
level of association between the working environment and the
job satisfaction of medical students in the last semesters.

The  article  involves  two  variables,  namely  the  working
environment and job satisfaction. The results of the pre-survey
show  that  Cronbach's  coefficients  of  the  work  environment
scale and job satisfaction were 0.816 and 0.926, respectively,
greater than 0.8and fall within the scope of high reliability. The
results  of  exploratory  factor  analysis  show  that  the  work
environment and job satisfaction have a good structure validity,
which  may  reflect  the  actual  situation  of  and  the  job
satisfaction  of  medical  students  in  the  last  semesters.

The values and data obtained in the results make it possible
to conclude that in this particular case, there is a sufficient and
positive  relationship  between  the  variable  working
environment  and  job  satisfaction,  as  the  subject  of  study.
Together, the correlations between the two types of variables
confirm  the  validity  of  the  subscales  of  both  variables,
corroborating  the  hypothesis  proposed  at  the  beginning.

The  scales  used  for  the  measurement  of  the  Work
Environment  (WCA)  and  Job  Satisfaction  (MQS)  were
validated  by  this  sample.  Therefore  they  can  be  used  to
contribute to the improvement of the quality of service given
by  medical  students  to  their  first  patients.  It  can  also  help
improve the management of health service providers in a better
way.

5.1. On the Working Environment

The work environment proposed in this research work was
worked with the instrument developed and called Workgroup
Climate  Assessment  (WCA),  which  was  developed  by  the
Management Sciences for Health Department of the USA. The
WCA  is  a  simple,  reliable,  and  validated  tool  designed  to
measure  the  climate  in  working  groups;  it  is  very  useful  for
health organizations. It consists of 14 items for 5 dimensions:
Clarity,  Support,  Challenge,  Productivity,  and  Quality.  The
first 12 questions are distributed in an orderly fashion between
the Dimensions Clarity, Support and Challenge, in that order.
Items  13  and  14  correspond  to  Productivity  and  Quality,
respectively.

For  the  “Working  Environment”  variable,  the  results,  in
general,  are  acceptable.  Among  the  items  with  the  best
valuation are  2  of  the  items related to  “Support  at  work”.  In
particular,  item  6,  which  corresponds  to  the  statement  “We
strive  to  improve  our  performance”  shows  that  despite  the
difficult circumstances of pandemic work, medical students in
work practice denote the effort they put into their activities, as
expected.  However,  items  12  “We  adapt  quickly  to  the  new
circumstances” and 9 “We seek to understand the needs of our
customers”, are the points with the lowest rating. These results
explain the difficulty of working with the various protocols of
assistance  and biosecurity,  which,  coupled  with  controls  and
exposures  to  risk,  makes  the  work  of  medical  students  in
clinical  practice  more  complicated.  It  is  also  important  to
mention the degree of additional effort for these students when
facing a novel situation from the adverse for them, as is to be
able  to  understand  and  attend  the  different  situations  of  the
patients who enter hospitals with COVID-19 impacts.

5.2. On Job Satisfaction

The job satisfaction proposed in this study is based on the



326   The Open Psychology Journal, 2021, Volume 14 Prada et al.

Minnesota  Question  of  Satisfaction.  The  short  questionnaire
consisting of 20 items is worked on. It is based on generating
20 questions built on the central question “How satisfied am I
with  this  aspect  of  my  work?”  to  medical  students.  The
reported levels of overall job satisfaction in the results of these
future physicians were reasonably good. In particular, one of
the  individual  attributes  with  the  highest  score  on  the  Job
Satisfaction  Scale  was  item  4  “The  opportunity  to  be
“someone” in the community”, and that corresponds to the sub-
classification of Internal Satisfaction items, which is framed as
something  positive  and  flattering,  by  the  fact  that  medical
students despite the pandemic, somehow enjoy their work and
feel that they are contributing to the community.

As for external satisfaction, item 13 was the best rated and
corresponded  to  “The  amount  of  work  I  do”.  It  is  extracted
from the above, which for medical students is not relevant. On
the  response  obtained  in  item 13,  observation  is  key  since  it
does not coincide with some previous studies that evaluate this
characteristic poorly due to the fact that officials are displeased
with having been transferred to positions or occupations that
they do not enjoy. The causes of this type of difference may be
that  medical  students  of  last  semesters  and  who  begin  their
clinical practice focus more on their personal development but
less on salary and well-being.

The  current  study,  however,  suggests  that  it  should  be
improved in terms of the sense of achievement at work as well
as the possible absence of stimuli or manifestations of gratitude
received  for  doing  a  good  job,  as  can  be  collected  from  the
responses  to  items  19  and  20,  which  were  the  ones  that
qualified  with  lower  values  among  all  the  points  of  the
questionnaire.

The results of the confirmatory factor analysis show that
the seven-factor job satisfaction model has better goodness of
fit compared to the single-factor model and six-factor models
and can better reflect the composition of job satisfaction of the
early years of career faithfully employed.

In  the  current  study,  the  researchers  relied  on  a
questionnaire of 20 items, as already mentioned. In the future,
however,  further  factors  could  be  explored.  In  addition,  this
research studied the direct role of job satisfaction of medical
students in last semesters who are close to receiving the issues
of  clinical  practices  in  times  of  pandemic;  however,  the
researchers  did  not  consider  it  a  variable  of  intermediation
between the working environment and job satisfaction.

Through empirical results, the rationality of job satisfaction
is  confirmed  as  a  higher-order  factor  and  demonstrates  the
significant  negative  effect  of  the  work  environment  on  job
satisfaction.  Although  this  article  has  advanced  in  a  20-
dimensional  model,  it  has  not  considered  all  the  factors  that
influence it. Research data came from medical students in the
last semesters, who are influenced by the great motivation of
starting  their  clinical  life,  but  from  the  reality  of  persistent
pandemic complexity.

Medical students in the last semesters are in the learning
and  career  development  stage,  and  their  job  satisfaction  in
terms  of  job  competence  is  quite  low.  However,  starting  to
actually practice in their career predisposes them and motivates

them to improve their own ability to work through learning to
achieve work competence.

CONCLUSION

This  study  analyzed  the  level  of  satisfaction  of  medical
students  in  the  last  semesters  in  relation  to  their  work
environment, where they deal with complicated and complex
situations  in  hospitals  and  clinics  due  to  the  current  health
crisis of the pandemic.

In general,  it  can be concluded from the results  obtained
that  medical  students  in  the  last  semesters  are  very  satisfied
with the work they perform within hospitals, at a level that can
be classified from medium to high.

The answers obtained that the Productivity item (M = 3.99)
and  the  Quality  item  (M  =  3.61)  are  the  values  rated  as  the
highest,  which  would  indicate  that  the  students  are  satisfied
with  the  productivity  results  and  the  quality  offered  in  their
daily activities in hospitals. However, the students score lower
on  the  Challenge  variables  (M  =  3.33)  and  the  Clarity  of
instructions  received  in  the  clinical  practice  tasks,  which
denotes that they have to face activities with a lot of pressure
and perhaps with not very clear instructions.

Similarly,  it  can  be  concluded  that  the  satisfaction  of
internal  factors  (activity,  independence,  creativity,  security,
social  status,  among  others)  is  very  similar  to  the  results  of
external  satisfaction  (human  relations,  remuneration,
colleagues, working conditions, etc). The foregoing allows us
to  infer  that,  in  general,  students  are  highly  motivated  and
eager for great learning in their future roles as doctors.

The links find theoretical support since the characteristics
of  the  research  allow  to  verify  that  there  are  statistically
significant relationships between the job satisfaction constructs
and  the  work  environment  construct,  in  all  the  observed
variables:  Clarity,  Support,  Challenge,  Productivity,  and
Quality of work. Close relationships with internal and external
satisfaction are observed in the case of medical students in the
last  semesters  who  are  doing  their  clinical  practices,  as  a
previous  stage  to  become  doctors.

The  emphasis  in  this  work  on  the  measurement  of  the
constructs, as well as the use of exploratory and confirmatory
factor  analysis  with  the  variables,  allows  corroborating  the
influence  of  the  work  environment  on  job  satisfaction  in
medical  students  in  the  last  semesters.  These  results  will  be
decisive for the directorates and managers of human talent in
institutions that provide health services in Colombia to better
understand the importance of a good work environment with
health  personnel,  especially  in  those  who  are  just  beginning
their dedication in such hospitals and clinics. From there, other
future studies can be developed and will be a valuable support
for the findings.

LIMITATION OF THE STUDY

The  study  can  be  strengthened  by  increasing  the  sample
size since the results and findings of the data analysis can vary
substantially when the sample size increases or decreases. Due
to the fact that the population under study corresponds to only
three medical schools, it is possible that the results obtained do
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not represent all the medical universities in Bogotá; therefore,
greater  participation of  the  universities  would generate  more
precise results and findings. A more detailed empirical study
can  be  carried  out  with  larger  sample  size  between  the
independent  variables  and  the  variables  that  have  multiple
categories.

For future research projects, it is suggested to apply other
self-report instruments simultaneously to establish convergent
validity  with  the  behavior  subscale  since  the  self-report
measures do not correlate with the appropriate behavior means.
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