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Abstract: The present research is initiated starting from the uncertainties arising in the internal and external environment of 
the Egyptian organizations, the fact that there is lack of data concerning the whole employment environment in the 
developing countries in general, and especially Egypt, calls for an urgent exploration. In this study, the effect of the personnel 
aspects in terms of professionalism, psychosocial status, gender, and employees’ occupational level on perceived job 
satisfaction is investigated. The ANOVA showed a significant relationship between the employees’ psychosocial status and 
their perceived job satisfactionሺ݌ ൏ 0.05ሻ. This research is an initiative endeavor digging into the black-boxed Egyptian 
enterprises’ world, trying to reveal facts about the ruling factors in the organization and their impact on the Egyptian 
employees’ perceived satisfaction and hence the organizations’ performance. 
 
Keywords: Professionalism, Psychosocial aspect, Job Satisfaction 
 
 

1. Introduction 
 

Employees are considered one of organizations’ greatest assets. Reaching the ultimate employees’ efficiency is 
believed to be through the adoption of organizations core values of fairness, freedom, commitment and consultation and 
offering suitable working environment. Individuals’ performance in an organization is the unit cell which builds the success 
of this organization, thus an inefficient poor performance workforce directly affects the whole organizational performance, 
competitiveness and even survival. Researchers widely used job satisfaction as an indicative measure when implementing 
organizations’ performance evaluation methods, hence it is necessary to draw the attention of managers to improve and revise 
employees’ conditions (Khuzaeni, I., Djumahir, S., 2013). Job satisfaction can be defined as pleasantness or unpleasantness 
of employees while working (Davis, 1981), and the pleasurable or positive emotional state resulting from the appraisal of 
one’s job or job experience (Luthans, 1985). Satisfied workers are the greatest assets of any organization and dissatisfied 
workers are the biggest liability (Srivastava, 2002). Therefore, organizations tend to have satisfied workers by creating the 
best working environment, and giving rewards. Some authors suggest that the type of reward system under which workers 
perform; strongly influences the satisfaction-performance relationship (David, F., Joseph, William, K., 1970). Therefore 
considering the job related behavior will enhance the organizational ability to detect flaws and weaknesses more effectively 
and accurately hence job performance is not a consequence of behavior, it is a behavior itself (Nusair, 2013). Regarding the 
massive impact of employees satisfaction on their performance and thus the organization’s performance; most of the 
organization seek the most adaptable, reliable and convenient combination of different working conditions and affecting 
parameters in order to achieve the best outcome. Low job satisfaction is associated with higher rates of quitting (Freedman, 
R., B., 1978) (Gordon, M., E., Denisi, A., S., 1995) (Clark, A., E., Georgellis, Y., Sanfey, P., 1998), and higher rates of 
absenteeism (Clegg, 1983) (Drago, R., Mark, W.,, 1992); while high job satisfaction correlates with improved job 
performance (Judge, T., A., CArl, J., T., Joyce, E., B., Gregory, K., P., 2001b) and organizational citizenship behavior 
(Organ, D., W., Ryan, K., 1995), on the other hand dissatisfaction therefore may result in higher labor costs and lower 
productivity (Mohr, R., D., Zoghi, C., 2008). Some researchers believe that job satisfaction is a result of both employees’ 
expectations and aspirations and their attitudes towards their jobs and working places (Hamermesh, 2000) (Clark, A., E., 
Oswald, A., J., 1996). Others pinpointed job satisfaction as a compound of evaluation of one‘s own expectations on the ideal 
job ending with the general well-being of the employee including both physical and psychological factors (Depedri, S., 
Tortia, E., Carpita, M., 2010). Performance of labor is one element in the organization affects and is affected by many others 
in the working system such as environment, technology and organizational structure, the best field of study that addresses 




