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ABSTRACT

Background: Job satisfaction is a multifaceted construct that involves the intricate interplay of an employee's
emotional, cognitive, and behavioral characteristics with their job.

Obijectives: To explore the difference in job satisfaction among alumni and student medical representatives (MRS),
as well as to identify the factors that influence the job satisfaction of MRs.

Methods: A cross-sectional face-to-face survey was conducted with medical school students and alumni working
as MRs in various Iragi universities.

Results: A total of 449 MRs participated in this study. A statistically significant difference was found in job
satisfaction items, namely recognition, responsibility, salary, and working conditions between alumni and student
MRs, with higher values observed in the alumni MRs group (p-values of 0.008, 0.003, 0.029, and 0.025,
respectively). More than half of the participants had low levels of job satisfaction.

Conclusions: Alumni and student MRs have similar levels of job satisfaction. The factors that significantly
contribute to job satisfaction among alumni MRs include recognition of good performance, increased autonomy
and responsibilities, competitive salaries, and improved working conditions within the company. The satisfaction

of MRs is significantly influenced by the quality of products and the reputation of the company.

Keywords: Satisfaction, Alumni, Student.

Introduction

The pharmaceutical market in Iraq exhibits distinct
characteristics that set it apart from other nations. Despite
a substantial gross domestic product that surpassed $110
billion in 2019, only $5 billion were designated for the
national health sector, with only a quarter of this budget
being utilized for the reimbursement of medicines [1]. The
shortage of supplied medicines in public healthcare
institutions has created an opportunity for the private
sector to step in and address the gap through international
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companies and their local distributors [2]. The most recent
records from the Iragi Ministry of Health indicate that the
pharmaceutical market in Iraq is highly competitive, with
over 8,600 registered trade drugs and 28 national
pharmaceutical companies [3]. To expand their market
share or penetrate new markets, pharmaceutical companies
often employ medical representatives (MRs) as a strategic
approach [4].

The role of a medical representative (MR) involves
representing a pharmaceutical manufacturer or distributor
by providing information and persuading healthcare
professionals about the quality, effectiveness, and safety of
medicinal drugs. The MR's objective is to encourage the
prescribing, purchase, and/or use of these drugs [5, 6]. The
profession of a medical representative was initially
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documented in the early 1900s in Europe [6]. This
profession has implemented various strategies to enhance
outcomes by targeting prescribers through calls, visits,
conferences, and symposia, as well as customers or end-
users through advertising using brochures and media.
Additionally, the MRs profession recruit researchers to
further improve their techniques [7]. According to
Buckley's (2004) study, the majority of MRs and
marketing campaigns are targeted toward physicians. This
is achieved through various means, such as in-person visits
accompanied by the distribution of free medical samples,
brochures, and the provision of current research that
supports the efficacy of their products [8, 9].

Job satisfaction is a multifaceted construct that involves
the intricate interplay of an employee's emotional, cognitive,
and behavioral characteristics with their job [10, 11]. It
describes the extent of comfort and contentment of an
employee during work [12]. Recently, organizations and
pharmaceutical companies have directed their efforts
toward exploring and enhancing employees' job
satisfaction, with the ultimate goal of improving
organizational productivity [10]. Studies by Bruke (2005)
and Ahmed and Rafiq (2013) revealed that pharmaceutical
companies with high levels of employee satisfaction are
more competitive and profitable than their counterparts [13,
14]. The company's strategy of incentivizing, rewarding,
and providing professional leadership to its employees is
aimed at ensuring that individuals meet management's
expectations and deliver good results [14]. Despite the
significance of job satisfaction among medical
representatives (MRs), a review of the literature has
revealed a paucity of research investigating this topic. This
study aims to explore the difference in job satisfaction
among alumni and student MRs, as well as to identify the
factors that influence the job satisfaction of MRs.

METHODS
A cross-sectional face-to-face survey was conducted
between October 1st and November 15th, 2022. The study
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received ethical approval from the research committee at
the College of Pharmacy, Mosul University. The
participants were current students of all academic levels or
graduates from Iragi medical schools with different
specialties, including Pharmacy, Medicine, Dentistry,
Nursing, and Veterinary medicine, who are currently full-
time or part-time working or have previously worked as
medical representatives in pharmaceutical companies for
marketing medicines. The data collection process was
conducted at wvarious locations, including private
community pharmacies, drug stores, and academic
institutions such as colleges of pharmacy, medicine, and
dentistry at the universities of Mosul, Baghdad, Duhok,
Hawler, Kirkuk, Najaf, and Basrah. The interviews were
conducted by 1AJ, TAT, FFA, ZSS, and TMJ in a location
convenient for the participants. The interviews took an
average of 10 minutes to complete. Before conducting the
interviews, the interviewers described the aims of the study
and ensured that the interviews would be solely intended
for scientific research. The researchers provided
reassurance to the participants that the survey
questionnaire would not gather any personally identifying
information. Additionally, they emphasized that each
interviewee's response would be anonymized, thereby
ensuring that the respondent's identity remains confidential
and cannot be tracked. Before commencing the interview,
the interviewee provided informed consent to participate
in the study, and they were also informed of their right to
withdraw from the study at any time. After conducting the
analysis, the gathered data were securely stored in a locked
cabinet located within the chief investigator’s office at the
College of Pharmacy.

Study instrument

The study questionnaire comprised three sections. The
first section aimed to explore demographic characteristics,
including gender, age, marital status, province of
employment, educational background, employment status,
type of company, years of work experience, job position,
work zone, and salary. The second section of the study
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comprised a validated job satisfaction scale. The scale
consisted of questions pertaining to various aspects such
as achievement, recognition, responsibility, opportunity
for advancement, company policy and administration,
supervision, salary, interpersonal relations, and working
conditions. This scale was obtained from Roopai's (2012)
study, which utilized content and criterion validity
measures to validate the scale [15]. The job satisfaction
scale for each item ranged from 1 to 5, with 1 indicating a
high level of dissatisfaction (very unsatisfied) and 5
indicating a high level of satisfaction (very satisfied). The
overall score exhibited a range of 5 to 45. The assessment
of job satisfaction factors was conducted using a five-point
Likert scale, ranging from -2 to 2, where -2 indicated a
factor of very low importance, -1 indicated a factor of low
importance, 0 indicated a neutral factor, 1 indicated an
important factor, and 2 indicated a very important factor.
The final section of the study aimed to explore the
factors that influenced the satisfaction of the participants.
These factors include training programs, the attitudes of
the physician, pharmacist, supervisor, and physician
gatekeeper, sales target, location of work, working hours,
quality of the products, and the reputation of the company.
This section was based on a separate study [16]. The
questionnaire's validity was assessed through face and
content validity, whereby it underwent review by a panel
of 11 clinical pharmacy experts from the University of
Mosul and Nineveh University, who were selected based
on their academic credentials. The panel did not make any
modifications to the questionnaire. Subsequently, the
questionnaire underwent a pilot study with a cohort of 20
participants. The reliability of the questionnaire was
confirmed, with the Cronbach’s a coefficient being 0.733.
The participants in this pilot study were pharmaceutical
medical  representatives  employed by
pharmaceutical companies operating within Nineveh

various

province. The participants in the pilot study were excluded
from the main study.

Statistical analysis

Descriptive and inferential statistical analyses were
conducted using the Statistical Package for Social Science
(SPSS) version 25. The determination of the cut-off point
for the satisfaction level was achieved through the
utilization of the median split method [17]. The
Kolmogorov-Smirnov test results indicated that the data
were non-normally distributed. Nonparametric statistical
tests, including Spearman correlation, Mann-Whitney U
test, and Kruskal-Wallis test, were utilized to assess the
correlation between individual satisfaction items and the
overall level of job satisfaction, as well as to identify any
differences in mean scores. The study findings are reported
using numerical values and percentages for categorical
data, while normally distributed quantitative data are
presented as means with standard deviation (SD), and non-
normally distributed quantitative data are presented as
median with interquartile range (IQR). The determination
of the key factors that impact the level of satisfaction
within each group was achieved through the computation
of the total points assigned to each factor based on the
responses received.

RESULTS

The study involved the participation of 449 individuals
identified as MRs, including both alumni MRs (256) and
student MRs (193). The majority of the participants were
male, single, and residing in the mid-north region of Iraq.
Over fifty percent of the participants in the study had either
graduated or were currently studying at the College of
Pharmacy. Additionally, they were employed as Medical
Representatives (MRs) in generic companies, with a work
location limited to the city center, and earning a monthly
salary exceeding $600 (Table 1).
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Table 1: Demographic characteristics of participating MRs

Mohammed Aladul et al.

Variables N Alumni MRs | Student MRs
(N=256) (N=193)
Age# 449 | 27 (25-30) 23 (22-24)
Gender Male 347 | 216 (84.4%) | 131 (67.9%)
Female 102 | 40 (15.6%) 62 (32.1%)
Marital state* Single 302 | 129 (50.4%) | 173 (89.6%)
Married 143 | 125 (48.8%) | 18 (9.3%)
Divorced 2 1 (0.4%) 1 (0.5%)
Widow 2 1 (0.4%) 1 0.5%)
Provinces* Kurdistan 30 | 21(8.2%) 9 (4.7%)
Mid-north 352 | 200 (78.1%) | 152 (78.8%)
South 67 | 35(13.7%) 32 (16.6%)
College of study or graduation* | Pharmacy 246 | 130 (50.8%) | 116 (60.1%)
Medicine 59 | 31(12.1) 28 (14.5%)
Dentistry 41 | 19 (7.4) 22 (11.4%)
Others 103 | 76 (29.7%) 27 (14%)
Working as a med rep* ex-rep 175 | 97 (37.9%) 78 (40.4%)
med rep 274 | 159 (62.1%) | 115 (59.6%)
Company type* Brand 109 | 74 (28.9%) 35 (18.1%)
Generic 256 | 154 (60.2%) | 102 (52.8%)
I do not know 84 | 28 (10.9%) 56 (29.0%)
Years of workingt 449 | 3 (1-4) 1(1-2)
Position inside the company* Owner 6 3 (1.2%) 5 (2.6%)
Team leader 47 | 30 (11.7%) 17 (8.8%)
Marketing manger 7 6 (2.3%) 0 (0 %)
Executive manager 3 2 (0.8%) 0 (0 %)
Supervisor 37 | 35(13.7%) 2 (1.0%)
Medical representative 261 | 133 (52%) 128 (66.4%)
Sale man 88 | 47 (18.4%) 41 (21.2%)
Work zone* The city center only 282 | 161 (62.9%) | 121 (62.7%)
The city borders only 30 | 10 (3.9%) 20 (10.4%)
The city center and borders | 51 | 30 (11.7%) 21 (10.9%)
The whole province 86 | 55 (21.5%) 31 (16.1%)
Salary* Less than 200$ 28 | 10 (3.9%) 18 (9.3%)
Between 200 and 400 67 | 29 (11.3%) 38 (19.7%)
Between 400 and 600 91 | 46 (18.0%) 45 (23.3%)
More than 600 263 | 171 (66.8%) | 92 (47.7%)

t presented as median + interquartile range; * presented as frequency and percentage
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Job satisfaction items

With respect to the items contributing to job
satisfaction among alumni and student MRs, the results
show that interpersonal relations were ranked as the most
highly scored item by the alumni MRs. The Mann-

Whitney U test results indicate a statistically significant
difference in recognition, responsibility, salary, and
working conditions between alumni and student MRs, with
higher values observed in the alumni MRs group (p-values
of 0.008, 0.003, 0.029, and 0.025, respectively) (Table 2).

Table 2 Alumni and student MRs job satisfaction items

Job satisfaction itemns Alumni MRs (N=256) Student MRs (N=193) z- p-

Median (IQR) Median (IQR) value | value
Achievement 3 (3-5) 3 (3-5) -1.754 | 0.079
Recognition 3(3-5) 3(1-3) -2.632 | 0.008*
Responsibility 3 (3-5) 3(1-3) -2.986 | 0.003*
Opportunity for advancement 3(1-4) 3(1-3) -1.551 | 0.121
Company policy & administration 3(3-5) 3(3-4) -0.920 | 0.357
Supervision 3 (3-5) 3 (3-5) -1.025 | 0.305
Salary 3 (3-5) 3 (1-5) -2.185 | 0.029*
Interpersonal relations 5(3-5) 5(3-5) -1.838 | 0.066
Working conditions 3(1-4) 3(1-3) -2.238 | 0.025*

Satisfaction level
The findings illustrated in Table 3 indicate that the job
satisfaction levels between the two groups are comparable,

with a majority of participants - encompassing both alumni
and student Medical Representatives (MRs) - reporting
low levels of job satisfaction.

Table 3 Satisfaction levels of alumni and student MRs

Level of satisfaction

Alumni MRs

Student MRs

Low satisfaction

136 (53.1%) 99 (51.3%)

High satisfaction

120 (46.9%) 94 (48.7%)

The correlation between the overall satisfaction
scores and demographic characteristics of alumni and
student MRs

The Spearman correlation analysis results show

positive correlations between the overall satisfaction score
and the duration of work experience in both alumni and
student MRs. The p-values for these correlations were
0.007 and 0.025, respectively (Table 4).

Table 4 correlation between overall satisfaction level and demographic characteristics of alumni and student MRs

Variables Alumni MRs (N=256) | Student MRs (N=193)
Rho p-value rho p-value
Age 0.078 0.211 0.002 0.974
Number of years of work | 0.168 0.007 0.14 0.025

rho: Spearman’s correlation
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The difference between the overall satisfaction scores
and demographic characteristics of alumni and student MRs

Regarding alumni MRs, the Kruskal-Wallis test results
reveal statistically significant differences in the overall
satisfaction level among groups with different
employment statuses, specifically between those currently
working as MRs and those who have resigned.

Mohammed Aladul et al.

Additionally, the results show significant disparities in
satisfaction levels among MRs employed by different
types of companies. Conversely, in the case of student
MRs, the Kruskal-Wallis test results indicate statistical
differences in satisfaction levels among groups holding
diverse positions within the company and earning varying
salaries (Table 5).

Table 5 The difference between overall satisfaction level and demographic characteristics of alumni and student MRs

Alumni MRs Student MRs
Demographics variable Mean (SD) | p-value | Mean (SD) | p-value
Gender* Male 28.42 (8.84) | 0.623 27.48 (8.84) 0.813
Female 27.9 (7.89) 27.29 (7.40)
Marital status** Single 27.66 (8.39) | 0.150 | 27.37(8.28) | 0.862
married 29.20 (8.84) 27.61 (9.93)
divorced 27 (0) 30 (0)
Widow 9 (0) 30 (0)
Province** Kurdistan 29 (6.87) 0.45 23.77 (8.21) | 0.189
mid-north 28.69 (8.92) 27.92 (8.35)
South 25.94 (8.09) 26.06 (8.42)
pharmacist 28.28(9.18) | 0.424 | 27.38(8.22) | 0.545
physician 27.61 (8.7) 27.67 (7.01)
Dentist 25.73 (8.98) 25 (8.47)
Profession ** Others 29.38 (7.66) 29.29 (10.12)
Have you worked as a med rep* | Ex-rep 26.69 (8.72) | 0.024 26.05 (8.57) 0.064
med rep 29.34 (8.54) 28.35 (8.15)
Company type** Brand 32.29 (7.65) | 0.001 | 27.88(8.96) | 0.322
generic 26.98 (8.57) 28.09 (8.28)
I do not know 25.32 (8.67) 25.91 (8.15)
Working zone ** city center only 27.70 (8.55) | 0.338 27.04 (8.38) 0.418
whole province 29.47 (9.0) 26.74 (9.05)
whole city 29.63 (9.98) 28.85 (8.03)
city borders 28.5(3.1) 29.25 (7.84)
Position inside the company** | Owner 35.33(9.6) | 0.184 22.2(7.79) 0.002
team leader 30.63 (9.31) 32.76 (7.15)
marketing manager | 31.5 (5.75) 11(1.14)
executive manager 32 (1.41) 12 (1.4)
supervisor 30.42 (8.52) 23 (2.82)
med rep 27.12 (8.46) 26.15 (7.8)
sale man 27.74 (8.96) 30.02 (9.44)
Salary ** less than 200$ 24 (9.67) 0.13 24.66 (9.97) 0.013
200$- 4003 28.03 (8.01) 28.33 (7.87)
400$ - 6003 25.93 (9.44) 25.06 (7.83)
more than 600$ 29.29 (8.39) 29.31 (8.81)

* Mann Whitney; ** Kruskal-Wallis test

-790 -




Jordan Journal of Pharmaceutical Sciences, Volume 16, No. 4, 2023

Factors affecting alumni and student MRs job
satisfaction

Alumni Medical Representatives (MRSs) ranked factors
that positively influence or predict job satisfaction in the
following descending order: quality of products, company
reputation, attitude of the pharmacist, working hours, sales
target, work location, training programs, attitude of other
MRs, and physician's attitude. The participants highlighted

Training programs

Pharmacist's attitude

the negative impact of the gatekeeping attitude of physicians
on their job satisfaction. Conversely, student MRs rated the
factors that positively influence or predict job satisfaction
slightly differently from the alumni MRs. In order of
importance, as determined by the ratings, they were: quality
of products, working hours, pharmacist's attitude, company
reputation, work location, supervisor's attitude, sales target,
training programs, and physician's attitude (Figure 1).

Supervisor's attitude [ —

Scretary's attitud o

Physician's attitude | ————

sales target

Location of work | ——

working hours
Quality of products

Company reputation

-20 0

B Students

20 40 60 80 100

B Graduates

Figure 1 Factors affecting alumni and student MRs job satisfaction

MRs plans to change job

The participating MRs were asked about their
preferences to either remain with their current company,
transition to a different organization, or leave the MR
profession entirely. The results of the survey indicate that
a majority of alumni MRs, specifically 57%, expressed

their intention to remain employed with their current
company. On the other hand, over one-third of the
respondents expressed their desire to permanently leave
the MR profession. In contrast, a smaller proportion of
student MRs reported their intention to remain employed
with their current company (Table 6).

Table 6 the plans of alumni and students MRs to change job

Plans to change job

Alumni MRs|

Student MRs|

Leave MR job forever

98 (38.3%)

66 (34.2%)

Stay with the same company|

146 (57%)

81 (42.0%)

Move to another company

12 (4.7%)

46 (23.8%)
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DISCUSSION

The present study investigates the difference in job
satisfaction between alumni and student MRs, as well as
the various factors that contribute to job satisfaction. This
study intended to enhance the job satisfaction of medical
representatives and address the knowledge gap in this area.
Previous research in this field has primarily focused on
alumni, thus highlighting the need for further investigation
of the experiences of current medical representatives. In
order to comprehend the results of the comparison between
alumni and student MRs, it is crucial to consider that
working students may differ significantly from working
alumni in various aspects. For instance, their financial
motivation and propensity to leave a job may be
unpredictable [18].

Job satisfaction is a multidimensional concept.
Previous research has indicated that these dimensions are
influenced by a combination of demographic and work-
related factors [19-21]. Herzberg's Theory posits that job
satisfaction is influenced by both intrinsic factors, such as
achievement, recognition, responsibility, and
opportunities for advancement, as well as extrinsic factors,
including company policy and administration, supervision,
salary, interpersonal relationships, and working conditions
[22, 23]. The findings of the present study suggest that
alumni MRs consider interpersonal relations to be a crucial
and foundational aspect of their job satisfaction. The
quality of social life and productivity of the MR can be
influenced by the interpersonal relationships they establish
with their manager, peers, colleagues, and external
contacts within and outside the company. According to a
study by Kreitner et al. (2002), positive interpersonal
relationships can serve as a motivator and enhance job
satisfaction [24]. The alumni MRs' ratings of interpersonal
relations were higher than those of the student MRs, as the
former recognized the importance of building relationships
over time and through effective communication skills.
Moreover, a considerable number of medical institutions
incorporate communication skills training into their

-792 -

Mohammed Aladul et al.

academic program [25, 26].

The findings of the present study indicate that the
recognition item holds greater significance for alumni
MRs compared to student MRs. Recognition refers to
acknowledging or commending a task that has been
accomplished, and to differentiate between scenarios
where tangible incentives are provided in conjunction with
acknowledgments of achievement and those where such
incentives are absent. The studies conducted by Bodla and
Naeem (2004) and Malik and Naeem (2009) have
demonstrated that recognition plays a crucial role as a
motivational factor for MRs [27, 28]. This finding is
consistent with the research conducted by Roopai (2012)
[15].

The item of responsibility held greater significance for
alumni  MRs in comparison to student MRs.
Responsibility, in this context, refers to the act of being
entrusted with tangible duties and possessing the necessary
authority to execute them proficiently. According to a
study conducted by Graham and Messner (1998), there is
a positive correlation between job responsibilities and job
satisfaction among employers [29]. The greater emphasis
on responsibility exhibited by alumni may also be
attributed to their proclivity for working independently to
enhance their sales targets and profits, as well as their
potential for career advancement.

The salary was identified as a significant item in job
satisfaction among alumni MRs, as opposed to students'
MRs. As alumni rely on their salary as their primary source
of income, while students typically work to supplement
their finances and gain practical experience. According to
a study conducted by Kabir and Parvin (2011), salary was
identified as the most significant motivational factor for
job satisfaction among employees working in
pharmaceutical companies [30].

The alumni MRs rated the quality of working
conditions as one of the most significant items influencing
job satisfaction, as opposed to the student MRs. Robbins
(2001) study suggested that the level of job satisfaction
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experienced by employees can be influenced by their
working conditions, as employees prioritize a comfortable
physical work environment. This, in turn, can lead to a
higher level of job satisfaction. Employees may perceive
that unfavorable working conditions can result in poor
performance, given the mental and physical demands of
their jobs [31]. Student MRs might be less affected by the
working conditions since they are working in part-time
jobs and/or due to the fewer chances that are available for
students. Pharmaceutical firms prefer to hire alumni rather
than students. The impact of working conditions on
students’ MRs' job satisfaction may be explained by their
part-time employment status and limited job opportunities.
Pharmaceutical companies exhibit a preference for
recruiting alumni over current students.

The results of the present study indicated that the
majority of Iragi MRs exhibit a low level of job
satisfaction. The findings indicate that alumni and student
MRs exhibit comparable levels of job satisfaction. The
present study findings are consistent with those of Saleh
(2018), who reported that 73% of Ethiopian medical
representatives exhibited low levels of job satisfaction
[32]. However, the findings of this study were inconsistent
with those of Roopai's (2012) study, which reported that
62% of South African medical representatives had high
levels of job satisfaction [15].

The results of the present study indicated that there was
a positive correlation between the number of years of work
and the overall level of satisfaction in both groups. The
level of satisfaction among MRs increases with their
accumulated experience. According to Jaffar et al (2017)
research, there is a positive correlation between the length
of service of MRs within a company and their job
satisfaction [33]. In contrast, a study conducted in India
discovered that the job satisfaction of MRs was not
significantly associated with their length of service within
a company. This finding can be attributed to the tendency
of MRs to leave their jobs after a few years in India [15].

The present study found that job satisfaction varied

between current and former MRs, with higher levels of
satisfaction reported among those who are currently
employed in the field. This phenomenon is not unexpected,
as the persistence of their employment suggests a level of
contentment with their work.

The results of the present study also indicated that the
level of job satisfaction varied between MRs employed in
brand pharmaceutical companies and those employed in
generic companies, and those who were uncertain about
their company's drug production status. A greater level of
satisfaction was observed among alumni MRs who were
employed in brand companies. The present study findings
are consistent with those of Arafat et al. (2015), who
reported that job satisfaction among Bangladeshi MRs was
higher among those employed in brand companies [34].
Similarly, the job satisfaction level was higher among
student MRs who worked as team leaders within the
company. According to Bakhuys Roozeboom et al. (2020)
study, individuals occupying higher positions within their
organizations experienced lower levels of work stress and
organizational stress, leading to higher levels of job
satisfaction [35]. The level of job satisfaction experienced
by MRs was found to be positively correlated with their
salary, with those earning a higher salary reporting greater
job satisfaction than those with a lower salary. The study
conducted by Jaffar et al. (2017) demonstrated a positive
correlation between the job satisfaction of MRs and their
promotion and salary levels [33]. Previous research has
indicated a positive correlation between job satisfaction
and both higher salaries and improved job positions within
the workplace [15, 36].

The present study examined the factors that impact the
job satisfaction of MRs. This study found that the quality
of the products promoted by MRs and their ability to
persuade healthcare professionals to prescribe or sell these
products were identified as the most significant positive
factors by both groups. The alumni MRs have conveyed
that the reputation of the drug manufacturing company is
the second most significant factor that contributes to their
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satisfaction, whereas this factor holds less importance for
the student MRs. This finding is consistent with the
research conducted by Musleh and Al-Dmour (2011) [37].
This could be attributed to the eagerness of student MRs to
secure employment at any company, coupled with the
limited job offers available to them. In contrast, alumni
MRs have access to a wider range of job opportunities,
which allows them to be more selective and opt for
companies with a better reputation.

The pharmacist's attitude was identified as the most
significant factor that positively influenced the satisfaction of
both groups. This could be ascribed to the greater proportion
of pharmacists and/or pharmacy students who took part in the
study. Furthermore, the potential good relationship between
pharmacists and MRs, as pharmacies serve as the ultimate
destination for medical promotion efforts. The attitude of
supervisors was found to be more significant for students than
for alumni MRs, given the greater need for training among
students to achieve professional readiness.

Conversely, the attitude of physicians' gatekeepers
towards medical representatives has been identified as a
detrimental factor that impacts the job satisfaction of alumni
MRs. As physicians' gatekeepers, these individuals have the
authority to regulate the access of MRs to healthcare
professionals, which may impede the representatives' ability
to conduct medical representation calls. The student MR's
level of enthusiasm and persistence may potentially mitigate
the impact of this factor.

Despite the comparatively lower levels of job
satisfaction reported by both alumni and student MRs, a
greater proportion of alumni MRs indicated a desire to
remain with their current company. A smaller proportion
(42%) of student MRs indicated their intention to remain
employed with their current company. This finding may be
attributed to the older employees' preference for job stability
compared to younger ones. Additionally, this could be
attributed to the comparatively lower salaries provided to
MRs who are still students, in contrast to those who have
graduated, as well as the necessity for them to discontinue
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their work at some point to fulfill their education.

The present study bears a number of strengths and
limitations. This research is pioneering in its exploration,
comparison, and contrast of job satisfaction levels among
alumni and student Medical Representatives (MRS) in Iraq
and the Middle East region. It is particularly significant due
to its focus on the distinctive opportunity offered by Iraqi
pharmaceutical companies, which employ students as MRs.
However, the study also carries certain limitations that may
impact its findings' generalizability. Nevertheless,
eliminating these limitations posed a significant challenge.
(1) The subjective nature of job satisfaction, which is
influenced by psychographic factors, can result in varying
levels of satisfaction among MRs from the same company
who are working under similar conditions. (2) The Iraqi
market is characterized by a large number of pharmaceutical
companies that are dispersed across various locations and
are subject to different regulatory frameworks. (3) The
dynamic nature of the profession of MRs poses a challenge
due to the limited availability of interview opportunities. (4)
The study was designed to incorporate interviews with MRs
from various provinces in Irag. The combination of the
aforementioned reasons, coupled with the limitations of
time, led to the selection of convenient sampling as the most
appropriate method for this study. Furthermore, we did not
conduct regression analysis to build a model with the
variables which are significantly and independently
associated with the study outcome. Given the
aforementioned limitations, it is recommended that a more
extensive survey be conducted to encompass all
pharmaceutical companies operating in Irag. This will
provide a more comprehensive understanding of the
satisfaction levels among this population.

CONCLUSIONS

The current study reveals a similarity in job satisfaction
levels between alumni and Medical
Representatives (MRs). Significant contributing factors to
job satisfaction among the alumni MRs included

student
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recognition of good performance, increased autonomy and
responsibilities, competitive salaries, and enhanced
working conditions within the company. Alumni MRs
working in brand companies displayed higher satisfaction.
Meanwhile, holding higher positions within the company
and earning higher salaries were associated with greater
satisfaction among student MRs. Both groups were
significantly influenced by the quality of products and the
company's reputation, highlighting these factors as being
of paramount importance. Policymakers and managers of

REFERENCES

1. Annual statistics report 2019. Baghdad: Directorate of
Planning and Resources Development, Ministry of
Health; 2020
(https://moh.gov.ig/upload/upfile/ar/1349.pdf,accessed
17 April 2021).

2. Al-Jumaili, A. A., Younus, M. M., Kannan, Y. J,
Nooruldeen, Z. E., & Al-Nuseirat, A. (2021).
Pharmaceutical regulations in Iragq: from medicine
approval to post-marketing. Eastern Mediterranean
Health Journal, 27(10).

3. Shull. Irag Pharmaceutical Market. 2022. Online:
https://shullsolutions.com/irag-pharmaceutical-market/
(Accessed Oct 29, 2022).

4. Khazzaka, M. (2019). Pharmaceutical marketing
strategies’ influence on physicians' prescribing pattern in
Lebanon: ethics, gifts, and samples. BMC health services
research, 19(1), 1-11.

5. Zhang, H. (2019, August). Research on the Medical
Representative Against the Context of China’s New
Medical Reform. In 1st International Symposium on
Innovation and Education, Law and Social Sciences
(IELSS 2019) (pp. 442-449). Atlantis Press.

6. Mikhael, E. M. (2014). Evaluating the effect of medical
representative on physician prescribing pattern in
Irag. Asian J Pharm Clin Res, 7(1), 222-223.

7. Chiu, H. (2005). Selling drugs: marketing strategies in
the pharmaceutical industry and their effect on healthcare
and research. Explorations.

pharmaceutical companies should give greater
consideration to these determinants in order to improve
employee satisfaction.

ACKNOWLEDGMENT

The authors would like to acknowledge the participants
for the time they spent during the survey.

FUNDING

This work has not been funded by any funding bodies
or organizations.

8. Buckley, J. (2004). Pharmaceutical marketing-time for
change. EJBO-Electronic Journal of Business Ethics and
Organization Studies.

9. Marco, C. A, Moskop, J. C., Solomon, R. C,
Geiderman, J. M., & Larkin, G. L. (2006). Gifts to
physicians from the pharmaceutical industry: an ethical
analysis. Annals of emergency medicine, 48(5), 513-521.

10. Singhai, M., Dani, S., Hyde, A., & Patel, R. (2016). Job
satisfaction: a review. Res. J. Manag. Sci, 5, 66-68.

11. Amara, N., Naser, A. Y., & Esra’O, T. (2023). Patient
Satisfaction with Pharmaceutical Services in Jordan: A
Cross-Sectional Study. Jordan Journal of Pharmaceutical
Sciences, 16(1), 1-10.

12. Brayfield, A. H., & Rothe, H. F. (1951). An index of job
satisfaction. Journal of applied psychology, 35(5), 307.

13. Burke, R. J., Graham, J., & Smith, F. J. (2005). Putting
the customer second. the TQM Magazine.

14. Ahmed, P. K., & Rafig, M. (2013). Internal marketing.
Routledge.

15. Roopai, D. (2012). Job satisfaction among
pharmaceutical sales represantatives in the context of
Herzberg's  motivation-hygiene theory  (Doctoral
dissertation).

16. Alam, S. M. T. (2012). Factors affecting job satisfaction,
motivation and turnover rate of medical promotion
officer (MPO) in pharmaceutical industry: A study based
in Khulna city. Asian Business Review, 1(2), 126-131.

17. DecCoster, J., Gallucci, M., & Iselin, A. M. R. (2011).
Best practices for using median splits, artificial
categorization, and their continuous alternatives. Journal
of experimental psychopathology, 2(2), 197-209.

-795 -


https://moh.gov.iq/upload/upfile/ar/1349.pdf
https://shullsolutions.com/iraq-pharmaceutical-market/

Comparison of Job Satisfaction ...

18.

19.

20.

21.

22.

23.

24.

25.

26.

217.

28.

Joo, S. H., Durband, D. B., & Grable, J. (2008). The
academic impact of financial stress on college students.
Journal of College Student Retention: Research, Theory
& Practice, 10(3), 287-305.

Ravari, A., Mirzaei, T., Kazemi, M., & Jamalizadeh, A.
(2012). Job satisfaction as a multidimensional concept:
A systematic review study. Journal of Occupational
Health and Epidemiology, 1(2), 95-102.

Islam, F. M., & Akter, T. A. N. I. A. (2019). Impact of
Demographic Factors on the Job Satisfaction: A Study of
Private  University ~ Teachers in  Bangladesh.
SAMSMRITI-SAMS J, 12, 62-80.

Neelamegam, M. (2010). Job satisfaction and
demographic variables-is there any link?. Perspectives of
Innovations, Economics and Business, PIEB, 6(3), 108-
111

Herzberg, F., 1966. Work and the nature of man.
Cleveland: World Publishers.

House, R.J. and Widgor, L. 1967. Herzberg's dual factor
theory of job satisfaction and motivation. A review of
evidence and a criticism Personnel Psychology, vol. 20,
pp. 369-389.

Kreitner, R., Kinicki, A. and Beulens, M. 2002.
Organizational Behaviour. 2nd ed. Berkshire: McGraw-
Hill.

Garland, M. E. (2006). Assessing the Impact of the
Interpersonal Communication Course.

Hjazeen, R. (2023). Community Pharmacists’
Perspectives  toward Continuing Professional
Development: A Qualitative Study. Jordan Journal of
Pharmaceutical Sciences, 16(2), 449-449.

Bodla, M. A., & Naeem, B. (2004). Motivator and
Hygiene Factors Explaining Overall Job Satisfaction
among Pharmaceutical Sales Representatives. Director
COMSATS University, Sahiwal Campus, Pakistan, MS
Scholar, Department of Management Sciences
COMSATS University, Lahore Campus, Pakistan.
Malik, M. E., and Naeem, B. (2009). Motivational
preferences of pharmaceutical salesforce: Empirical
evidence from Pakistan. Pakistan economic and social
review, 19-30.

- 796 -

29.

30.

31.

32.

33.

34.

35.

36.

37.

Mohammed Aladul et al.

Graham, M. W., & Messner, P. E. (1998). Principals and
job satisfaction. International journal of educational
management.

Kabir, M. N., & Parvin, M. M. (2011). Factors affecting
employee job satisfaction of pharmaceutical sector.
Australian journal of business and management research,
1(9), 113-123.

Robbins, S. P. (2001). Organisational behaviour: global
and Southern African perspectives. Pearson South
Africa, 6th Ed., Prentice-Hall of India.

Saleh, M. (2018). Factors affecting job satisfaction
among medical representatives working in multinational
pharmaceutical companies in Addis Ababa (Doctoral
dissertation, St. Mary's University).

Jaffar, F., Igbal, Q., & Randhawa, T. A. (2017).
Assessment of job satisfaction among medical sales
representatives working in karachi city, pakistan. Indo
American Journal of Pharmaceutical Sciences, 4(6),
1717-1722.

Arafat, S. Y., Rahman, F. H. S. A. |, & Al Asad, S. H.
(2015). Job  satisfaction among the medical
representatives in Bangladesh. Australian journal of
business and management research, 5(1), 22.

Bakhuys Roozeboom, M. C., Schelvis, R., Houtman, I.
L., Wiezer, N. M., & Bongers, P. M. (2020). Decreasing
employees’ work stress by a participatory, organizational
level work stress prevention approach: a multiple-case
study in primary education. BMC Public Health, 20(1),
1-16.

Ali, R., & Habib, O. (2019). A study on job satisfaction
of family physicians in Basrah. The Medical Journal of
Basrah University, 37(2), 51-58.

Musleh, Y. A., & Al-Dmour, H. (2011). Factors
affecting medical representatives’ performance in
generic and non generic pharmaceutical companies in
Jordan: a comparative study. Dirasat: Administrative
Sciences, 36(2), 477-497.



Jordan Journal of Pharmaceutical Sciences, Volume 16, No. 4, 2023

Gl b g Abpal) Galgally Gl copagtiall oSUally Cpimg A1) UB G (At Ll A5

A aid lae oaid I‘AAAJLAQMJJ/(*IJJM/JAMMJJ/MM
T ala sane Bl I sl pas cady A Gl e uld dabild

bl (it cJemsal) Jumsall dasls cdlapall 4K !

gadla

435.\2.} & qL,& ;\_\SJLA\} uﬂn, Aabalall UASLA';U 4;,‘&\ e d;u: ,; @L}S\ L.zvl\ -um\

uu-\-U\ }M sl L)l oh 5

Oo w8 Aubll degenall QLS agjds Db pe dnsl las pasmiie alie e sha) @ qullad)
) Claelal)

G ¢y lagl Longll pualic & Aloan) AV i3 (358 Aubll o34 b Lk Lgsia 449 oL squilal
iesana b Cliagd el af das ae ccSUally Al e Ol Gmssial) c Jeall Gyl bl Al gpesalls
lisine aged S Cams e ST (5 e 0.025 5 <0.029 <0.003 «p 0.008 a8) Gyl
bl Ll (e it

G S S Cale ) dalgad) colS it gl Loyl e ABles Slgie COUally cpmal ool s claliiay)
ety handlil) il lly il gendly ADEAY) 533 caml ¢lVL GlASY) o cumpdll G lagl) Lia
AN Hanes laiall Bagay € I Gl el Ly b AEN 8l Jaall Cagka

gt tars aib ) dana i dufpad] Cilpadl”
m.i.m.aladul@uomosul.edu.ig

2023/9/10 : uill 4lsd fuslis 2023/2/19 :undl Siad )l

-797 -


mailto:m.i.m.aladul@uomosul.edu.iq
mailto:m.i.m.aladul@uomosul.edu.iq

