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1. Introduction

In recent years, there has been intense research interest from health scientists
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regarding fatigue and the effects it may bring as it is not uncommon in the
healthy population (Fritschi & Quinn, 2010). Specifically, fatigue is a subjective
experience and therefore there is difficulty in identifying and detecting it accu-
rately. In fact, it is a complex of biological, psychological and social processes,
which is characterized by a decrease in the ability to work and efficiency of the
individual (Alikari et al., 2016). Usually, the different meanings of fatigue in-
corporate at least two fundamental factors: duration and severity, while its di-
mensions are often distinguished in physical fatigue and mental fatigue.

Physical fatigue is characterized by difficulties and reduced ability to perform
physical work due to previous physical exercise (Gawron, French & Funke, 2001).
As a result, physical fatigue can lead to reduced endurance, reduced movement
control and general discomfort. These effects in turn lead to reduced productiv-
ity, negatively affect the quality of work and reduce performance in the workplace
(Coté et al., 2005; Huysmans et al., 2010). Mental fatigue reflects reduced cogni-
tive abilities and less willingness to act according to the requirements of the project
due to previous physical or mental effort (Meijman, 1997). In other words, fati-
gue is generally associated with persistent and significant exhaustion, physical or
mental, or both.

On the other hand, organizational commitment and job satisfaction were two
of the recurring conceptual constructs in the scientific literature on job organi-
zation. Traditionally, they have been associated with the desired and undesirable
behavior of those who interact within an organizational system. Therefore, the
ongoing view is that both of these variables are correlated, as the most imme-
diate positive emotions, such as satisfaction, evoke a more and more collabora-
tive attitude, such as organizational commitment.

In a study of organizational commitment, Meyer et al. (1993) have defined
three types of it: affective, normative and continuance. Affective commitment is
the emotional attachment and identification of employees with their organiza-
tion. Normative commitment is the sense of obligation of employees to remain
in the organization, while continuance commitment implies the cost of leaving
the organization. Several studies have highlighted the relationship between em-
ployee fatigue, decreased satisfaction and reduced organizational commitment
(Maslach, Schaufeli & Leiter, 2001; Ariapooran, 2014; Fradelos et al., 2014) and
therefore a shift in academia has been observed to investigate and pinpoint the
factors that affect this relationship.

In particular, Marchese and Ryan (2001) found that full-time employees had a
higher level of efficiency, higher satisfaction and organizational commitment
than part-time employees. A series of similar studies (McGinnis & Morrow, 1990;
Thorsteinson, 2003; Clinebell & Clinebell, 2007; Al Omar et al., 2011) which in-
vestigate differences in job satisfaction between full-time and part-time workers
have shown that no significant differences are observed. However, there is a dif-
ference in job commitment and this may be due to the fact that part-time em-

ployment is often an additional job and source of income, while employees have
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other main professional obligations, to which they are more committed (Thor-
steinson, 2003).

In the research of Anis, Khan and Humayoun (2011) related to pharmaceuti-
cal companies in Pakistan, the relationship between employee retention, per-
ceived support by supervisors, compensation, job satisfaction and organizational
commitment was studied. Their results underlined the positive relationship be-
tween supervisory support, compensation and organizational commitment, but
also the positive relationship between organizational commitment, job satisfac-
tion and willingness to stay in the same workplace. Another study found that job
demands were associated with more emotional exhaustion, more depersonaliza-
tion and less personal achievement, while support from supervisors and growth
opportunities were associated with less emotional exhaustion and higher levels
of personal fulfillment (Woodhead, Northrop, & Edelstein 2016).

Additionally, through Harkin and Melby’s (2014) research into emergency
department nurses and clinical nurses, work-related factors, gender, age, marital
status, and the number of hours worked per week were significant in terms of
their association with occupational fatigue. On the other hand, a recent study on
fatigue in female nurses showed that they had high rates of fatigue, while it ap-
peared that work fatigue was affected by their employment status, age, husband
support and work experience, but not by their marital status, official position,
work shift, having a suckling or having a second job (Pourmovahed & Nasiriani,
2016).

Summarizing the literature, it has been shown that some of the factors that
determine the relationship between fatigue, organizational commitment and job
satisfaction are work schedules and shifts (Han, Trinkoff, & Geiger-Brown, 2014),
mentally and/or physically challenging tasks (Barker & Nussbaum, 2011; Pour-
movahed & Nasiriani, 2016), work-family conflicts (Bakker, Demerouti, & Dol-
lard, 2008; Ilies et al., 2015), stress (Stokes & Kite, 2017), low salary (Tang et al,,
2019), social support (Ariapooran, 2014), equipment, quality condition of build-
ings, staffing with human resources and logistics infrastructure of workplaces
(Fagermoen, 1997; Forrest, 1989; Tang et al., 2019). The association of sociode-
mographic as well as organizational factors with job satisfaction has been also
indicated in other studies (Buker & Dolu, 2010; Sarminah, 2006).

Research associated with fatigue, organizational commitment, job satisfac-
tion has been carried out on various workgroups (Cordes & Dougherty, 1993;
Maslach et al., 2001; Oh, Sung, & Kim, 2011; Ali & Kakakhel, 2013). Neverthe-
less, the number of surveys conducted in Greece and those particularly that
concern employees’ demographics are insufficient. Therefore, the purpose of
the current study was to investigate the effect of socio-demographic and work
factors on levels of fatigue, organizational commitment and job satisfaction
among employees in pharmaceutical companies. The main research hypothesis
was that there will be a statistically significant effect of socio-demographic and

occupational factors on the levels of the above variables in the population un-

DOI: 10.4236/js5.2021.94014

175 Open Journal of Social Sciences


https://doi.org/10.4236/jss.2021.94014

P. Theofilou et al.

der study.

2. Method

Research Design and Sample

The variables examined in this quantitative cross-sectional study were the rates
of fatigue, organizational commitment and job satisfaction of employees in phar-
maceutical companies. The present research involved personnel of different spe-
cialties (e.g. medical visitors, administrative staff, laboratory staff, managers etc.)
working in Athens. For the selection of the sample were set as admission criteria
people to be over 18 years old, to work at least one year in this field and to know
the Greek language fluently. The presence of any psychiatric disorder was the
only exclusion criterion.

Questionnaires

Initially, participants filled out a form with their demographic and profession-
al details. Participants then completed the “The Fatigue Assessment Scale (FAS)”,
which is a tool for assessing perceived fatigue and consists of 10 questions on a
five-point Likert scale (1 = never to 5 = always), with a score of ranges between
10 - 50. Five questions are about physical and five questions are about mental fa-
tigue. This scale is considered a reliable tool for measuring fatigue for both
healthy people and people with diseases (Michielsen et al., 2003; Michielsen et
al., 2004; Zyga et al., 2015).

Respondents also completed the Organizational Commitment Questionnaire,
which includes 18 statements based on the three-dimensional model of organi-
zational commitment, according to Meyer, Allen and Smith (1993). This tool
evaluates both organizational commitment and its three dimensions (affective,
continuance, normative). For each dimension the tool includes 6 statements.
The employee responds using the Likert 5-point scale (Allen & Meyer, 1990).

The Employee Satisfaction Inventory—ESI (Koustelios & Bagiatis, 1997) was
used to measure job satisfaction. This questionnaire was chosen because it ex-
plores all the dimensions that compose the concept of staff satisfaction, but also
because its validity and reliability have been examined in similar surveys in Greece
(Koustelios & Bagiatis, 1997; Koustelios & Kousteliou, 1998). The recording
scale consists of a total of 24 items and has the following six subscales: Work-
ing Conditions, Salary, Nature of Work, Direct Supervisor, Organization as a
whole and Promotion. To answer whether respondents considered each ability
important, they used a five-point scale (1 = strongly disagree to 5 = strongly
agree).

Procedure

The researchers turned to various pharmaceutical companies to participate in
the research. Questionnaires were distributed to all those who showed interest
and wanted to participate. All participants in the survey were informed in detail
about the purpose of the survey through the consent form they were asked to

sign. In this form there was also a clear description of their right to withdraw
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data. The anonymity of the participants was ensured, as well as the confidential-
ity of the data. Completion of the questionnaires took approximately 10 - 15
minutes.

Statistical analysis

The socio-demographic profile of the sample was presented and in particular
the quantitative variables were described with mean and standard deviation (M
+ SD) and the categorical variables with frequencies and percentages. Spearman
correlation, Krustal-Wallis test and Mann-Whitney analysis were performed to
investigate the relationship among fatigue, organizational commitment, job sa-
tisfaction and socio-demographic and occupational factors. All questionnaires
demonstrated very good reliability (Cronbach a), that is 0.896 for the fatigue
questionnaire, 0.814 for the organizational commitment questionnaire and 0.781
for the job satisfaction questionnaire. The value p < 0.05 was considered to indi-

cate statistical significance.

3. Results

Sample characteristics

In the present study the total sample consisted of 102 people, of whom 52.9%
were men and 47.1% women. The majority was university graduates (58.8%),
married or with a cohabitation agreement (58.8%), medical visitors (35.3%) and
having a position of responsibility (61.8%) (Table 1).

The mean age of the study participants was 43.3 years (£7.66). The average
total working hours was 13 + 7.8, the average working hours in the department
was 8.17 £ 6.54 and the average weekly working hours was 38.5 + 14.3.

Also, 52.9% of the sample did not have fatigue, while 47.1% did. The mean of
physical fatigue was 11.6 * 3.3, of mental fatigue was 8.97 + 2.65 and the mean of
total fatigue was 20.6 £ 5.4. The mean of affective commitment was 20.7 + 4.8,
continuance commitment was 18.9 * 4.6, normative commitment was 17.7 + 4.7
and total commitment was 57.3 = 10.9. The average satisfaction with the work-
ing conditions was 18.9 + 3.9, the satisfaction with the salary 12.4 * 3.3, the sa-
tisfaction with the promotion 9.3 + 2.3, the satisfaction with the nature of the
work 15.7 + 3, by the immediate supervisor 15.1 + 4.1 and the satisfaction from
the organization 13.1 + 3.7.

Main results

According to Table 2, there were statistically significant differences between
the two genders with women showing higher levels of satisfaction compared to
men in terms of working conditions (M = 58.06, p = 0.033) and promotion (M =
60.31, p=0.004).

Moreover, statistically significant differences were observed (Table 3) between
individuals with or without a position of responsibility, with those who did not
have a position of responsibility exhibiting higher levels of physical (M = 52.91,
p = 0.003) and total fatigue (M = 60.62, p = 0.014). In addition, those in posi-
tions of responsibility showed higher rates of affective (M = 59.43, p = 0.001)
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Table 1. Demographics and other characteristics of the participants.

N %
gender
men 54 52.9
women 48 47.1
education
lyceum 9 8.8
University 60 58.8
postgraduate/doctoral 33 32.4
marital status
unmarried 33 32.4
married-cohabitation agreement 60 58.8
divorced 6 5.9
widowed 3 2.9
specialty
research/laboratory staff 15 14.7
medical visitors 36 35.3
administrative staff 18 17.6
senior executives (managers) 33 32.4
position of responsibility
yes 63 61.8
no 39 38.2

Table 2. Gender differences in fatigue, organizational commitment and job satisfaction

Male Female

M P
Physical Fatigue 50.25 5291 0.649
Mental Fatigue 50.25 5291 0.645
Total Fatigue 50.42 52.72 0.694
Affective Commitment 49.17 54.13 0.396
Continuance Commitment 56.75 45.59 0.056
Normative Commitment 52.00 50.94 0.856
Total Commitment 50.42 52.72 0.694
Working Conditions Satisfaction 45.67 58.06 0.033
Salary Satisfaction 50.50 52.63 0.715
Promotion Satisfaction 43.67 60.31 0.004
Nature of Work Satisfaction 50.50 52.63 0.715
Direct Supervision Satisfaction 51.25 51.78 0.927
Organization Satisfaction 49.25 54.03 0.412
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Table 3. Differences between having or not a position of responsibility in terms of fati-
gue, organizational commitment and job satisfaction

Position of Responsibility

Yes No p
M

Physical Fatigue 44.71 62.46 0.003
Mental Fatigue 48.43 56.46 0.175
Total Fatigue 45.86 60.62 0.014
Affective Commitment 59.43 38.69 0.001
Continuance Commitment 48.36 56.58 0.171
Normative Commitment 54.29 47.00 0.225
Total Commitment 57.14 42.38 0.014
Working Conditions Satisfaction 54.36 46.88 0.212
Salary Satisfaction 49.07 55.42 0.288
Promotion Satisfaction 60.21 37.42 0.000
Nature of Work Satisfaction 53.14 48.85 0.472
Direct Supervision Satisfaction 56.36 43.65 0.033
Organization Satisfaction 53.71 47.92 0.334

and total commitment (M = 57.14, p = 0.014) as well as satisfaction with promo-
tion (M= 60.21, p < 0.001) and their immediate superior (M = 56.36, p= 0.033).

As it can be seen from Table 4, there were statistically significant differences
between individuals with different educational level. In particular, high school
graduates showed higher scores in terms of physical (M = 88.00, p < 0.001),
mental (M = 73.50, p = 0.042) and total fatigue (M = 84.50, p < 0.001). Also, they
presented greater continuance commitment (A = 70.00, p = 0.007), while ba-
chelor holders scored higher in terms of satisfaction from the immediate super-
visor (M = 54.05, p = 0.036). It should also be noted that there was a tendency
for a statistically significant difference between people with different educational
levels in terms of affective commitment (A = 56.55, p = 0.050) and salary satis-
faction (M= 57.09, p = 0.049) with holders of postgraduate or doctoral degree to
show a higher score compared to the other groups.

Statistically significant differences occurred between individuals with different
marital status (Table 5). Specifically, the divorced displayed higher rates of physi-
cal fatigue (M = 62.00, p = 0.019), while the single ones showed higher rates of
total fatigue (M = 61.86, p = 0.020). Regarding the commitment, the married or
with civil partnership indicated a higher continuance commitment (M = 58.63, p
= 0.015), and the divorced showed a higher normative (M = 86.75, p = 0.012)
and total commitment (M = 75.50, p = 0.007).

On the other hand, in terms of satisfaction (Table 5), widowed were more sa-
tisfied with working conditions (M = 68.00, p = 0.006), salary (M = 83.00, p =
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Table 4. Differences between educational levels in terms of fatigue, organizational com-
mitment and job satisfaction.

Education

High School Bachelor Master/PhD

(N=9) (N = 60) (N =33) P
M

Physical Fatigue 88.00 48.88 46.32 0.000
Mental Fatigue 73.50 47.53 52.73 0.042
Total Fatigue 84.50 47.83 49.18 0.002
Affective Commitment 29.50 52.03 56.55 0.050
Continuance Commitment 70.00 55.25 39.64 0.007
Normative Commitment 44.00 53.00 50.82 0.685
Total Commitment 40.00 54.35 49.45 0.353
Working Conditions Satisfaction 38.00 53.45 51.64 0.339
Salary Satisfaction 30.00 51.65 57.09 0.049
Promotion Satisfaction 48.50 46.93 60.64 0.092
Nature of Work Satisfaction 32.00 55.85 48.91 0.062
Direct Supervision Satisfaction 27.50 54.05 53.41 0.036
Organization Satisfaction 42.50 53.15 50.95 0.593

Table 5. Differences in marital status in terms of fatigue, organizational commitment and
job satisfaction.

Marital Status

Married/Civil

(;ing;) Partnership W'(i;dm;v)e d D(;Iorcse)d V4
N (N = 60) N N
M
Physical Fatigue 61.45 46.63 18.50 62.00 0.019
Mental Fatigue 59.55 49.33 21.50 44.00 0.092
Total Fatigue 61.86 47.30 15.50 54.50 0.020
Affective Commitment 41.55 56.00 68.00 53.00 0.106
Continuance Commitment 38.68 58.63 39.50 56.75 0.015
Normative Commitment 45.23 52.18 36.50 86.75 0.012
Total Commitment 38.95 56.53 41.00 75.50 0.007
Working Conditions Satisfaction 37.05 58.40 68.00 53.75 0.006
Salary Satisfaction 42.50 56.53 83.00 35.00 0.017
Promotion Satisfaction 51.23 53.83 42.50 34.25 0.432
Nature of Work Satisfaction 32.41 62.83 50.00 44.00 0.000
Direct Supervision Satisfaction 34.59 58.63 38.00 80.00 0.000
Organization Satisfaction 37.18 57.73 80.00 53.75 0.004
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0.017) and with the organization (A = 80.00, p = 0.004). Married or with civil
partnership exhibited greater satisfaction from the nature of work (M = 62.83, p
< 0.001), while divorced showed a higher score of satisfaction from the imme-
diate superior (A = 80.00, p < 0.001).

According to Table 6, there were statistically significant differences between
individuals with different specialties. The laboratory/research staff displayed
higher percentages of physical (M = 70.10, p < 0.001), mental (M = 66.80, p =
0.046) and total fatigue (M = 69.80, p = 0.001). The senior executives showed the
highest affective (M = 68.00, p < 0.001) and total commitment (M = 62.55, p =
0.007). In relation to the level of satisfaction, the senior executives disclosed the
highest satisfaction from the working conditions (M = 64.59, p < 0.001), the fac-
tor of promotion (M = 68.82, p = 0.001), the nature of the work (M= 74.27, p <
0.001), the immediate supervisor (M = 62.68, p = 0.034) and the organization in
general (M= 58.86, p < 0.001).

Based on the correlation analysis, there was a positive correlation of age with
continuance commitment (r = 0.239, p = 0.015), with satisfaction from the na-
ture of the work (r= 0.273, p = 0.005) and from the immediate supervisor (r =
0.197, p = 0.047). There was also a negative correlation of working hours per
week with physical fatigue (r=-0.197, p = 0.047), continuance commitment (r =
—0.327, p < 0.001) and satisfaction from the organization (r= —-0.196, p = 0.049).

Table 6. Differences in sectors in terms of fatigue, organizational commitment and job

satisfaction.
Sector
Research Administrativ
irsry et ST e
saff (N= (TE staff 5 33) £
15) (N=18)
M
Physical Fatigue 70.10 60.13 53.50 32.55 0.000
Mental Fatigue 66.80 53.13 53.25 41.82 0.046
Total Fatigue 69.80 57.38 52.25 36.36 0.001
Affective Commitment 33.20 50.00 39.50 68.00 0.000
Continuance Commitment 43.70 54.38 53.00 51.09 0.694
Normative Commitment 39.50 51.38 50.50 57.64 0.268
Total Commitment 30.80 50.38 50.75 62.55 0.007
Working Conditions Satisfaction 21.20 50.25 55.25 64.59 0.000
Salary Satisfaction 43.70 58.50 43.50 51.77 0.217
Promotion Satisfaction 39.80 44.13 44.25 68.82 0.001
Nature of Work Satisfaction 8.30 55.63 37.50 74.27 0.000
Direct Supervision Satisfaction 38.00 47.63 50.00 62.68 0.034
Organization Satisfaction 20.60 56.88 53.00 58.86 0.000
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Regarding the years of work in the department where the participants are cur-
rently working, the results showed the positive correlation with the normative
commitment (r=0.242, p = 0.014), satisfaction from salary (r=0.281, p < 0.001)
and from organization in general (r = 0.197, p = 0.047), whereas there was a
negative correlation with the satisfaction from the immediate superior (r =
—0.198, p = 0.046).

Regarding the total years of work, the results showed the negative correlation
with physical fatigue (r = —0.351, p < 0.001), mental fatigue (r = —0.238, p =
0.016) and total fatigue (r= —0.320, p < 0.001), positive correlation with affective
commitment (r = 0.244, p = 0.014), continuance (r = 0.265, p = 0.007), norma-
tive commitment (r = 0.316, p < 0.001) and overall commitment (r = 0.344, p <
0.001) as well as the positive correlation with job satisfaction (r = 0.278, p <
0.001) , working conditions (r= 0.262, p = 0.008) and satisfaction from the im-
mediate supervisor (r=0.229, p=0.021).

The results showed that factors such as age, holding or not a position of re-
sponsibility, education, marital status, staff specialization, working hours per
week, the total working experience as well as the years of work in the department
in which the employees are now occupied, have a statistically significant effect

on fatigue, organizational commitment and job satisfaction.

4. Discussion

The purpose of this study was to investigate the effect of socio-demographic and
occupational factors on the levels of fatigue, organizational commitment and job
satisfaction in employees of pharmaceutical companies in the area of Athens. At
first, it seems that a large number of employees in pharmaceutical companies
exhibit fatigue. This finding is in full agreement with similar studies. In particu-
lar, in the study of Rahme et al. (2020), high scores of emotional, mental and
physical fatigue in the workplace in a group of pharmacists were reported. Simi-
larly, the study of Lan et al. (2020) demonstrated the high score of pharmacists’
fatigue, stress and burnout.

In regard to the effect of socio-demographic factors on job satisfaction levels,
the results of this study show that women have higher rates compared to men.
This finding is consistent with the study of Carvajal and Popovici (2018), where
women pharmacists showed a higher level of job satisfaction. One explanation
for this result may be that women who are dissatisfied with their jobs may find it
easier than men to change employers, work fewer hours, or leave the workforce
to spend more time with their families. Another explanation may be that women
sometimes have lower expectations than men for work and thus their goals are
achieved more easily (Clark, 1997).

Those who were high school graduates had a higher score in terms of physical,
mental and overall fatigue and show greater continuance commitment. Holders
of a postgraduate or doctoral degree presented a higher score in terms of satis-

faction with their salary, while bachelor graduates had higher satisfaction from
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the immediate supervisor. In contrast, there was no correlation between educa-
tional level and job satisfaction. In this respect, it could be said that employees
with a lower level of education are more affected by the lack of job opportunities
and are more likely to express higher levels of gratitude for the work they were
able to secure and maintain. Knowledge of this relationship can be useful in de-
signing more successful human resource strategies, such as hiring staff, job pro-
files, and training programs.

In addition, in the context of the assessment of marital status, divorced people
exhibit greater physical fatigue, higher normative and total commitment, and a
higher score of satisfaction from the immediate superior. Married or those with
civil partnership showed a higher continuance commitment and greater satisfac-
tion from the nature of work. Singles showed higher rates of total fatigue, while
widowed indicated greater satisfaction with working conditions, salary and the
organization. These findings reinforce the literature that highlights the impact of
marital status and family support on employee fatigue (Fradelos et al., 2014;
Pourmovahed & Nasiriani, 2016).

Also, laboratory/research staff displayed higher rates of physical, mental and
total fatigue. Senior executives showed the highest affective and overall com-
mitment and highest satisfaction with working conditions, their promotion, the
nature of work, the immediate supervisor and the organization in general. In
addition, those who did not have a position of responsibility, showed higher le-
vels of physical and overall fatigue, but also higher rates of affective and overall
commitment, as well as satisfaction from both promotion and their immediate
superior.

Based on the correlation analysis, the older the employees, the greater their
continuance commitment and their satisfaction from the nature of the work and
the immediate supervisor. Agreeing with the study of Carvajal and Popovici
(2018) in which it was noted that older people were more satisfied with their
work. This can be explained by the fact that older people have a growing aware-
ness of the areas they practice their profession, from which they derive more sa-
tisfaction in the context of the working conditions of the organizations where
they have worked for several years or enjoy privileges, such as more power, au-
tonomy and professional prestige (Schroder, 2008). The results also showed that
the longer the working hours per week, the lower the continuance commitment,
as well as the satisfaction from the organization, thus harmonizing with the re-
search of Estryn-Béhar and Van der Heijden (2012), which showed the negative
effect of long working hours on the level of employee satisfaction.

The years of experience in the current department where the research partici-
pants now work had a positive relationship with the normative commitment and
with satisfaction from the salary and the organization. However, the relationship
with their supervisor was negatively associated. On the other hand, the total
years of work had a positive relationship with continuance, normative and total

commitment as well as with satisfaction from working conditions and from im-

DOI: 10.4236/js5.2021.94014

183 Open Journal of Social Sciences


https://doi.org/10.4236/jss.2021.94014

P. Theofilou et al.

mediate supervisor. These findings can be explained by the fact that more expe-
rience contributes decisively to employees to appear more and more focused on
their job tasks while increasing the level of satisfaction.

The preventive measures of the fatigue of the employees in the pharmaceutical
companies must be carried out at organizational level, individual level and at the
combination of these two. At the organizational level, new employees should be
recruited taking into account the socio-demographic conditions for the execu-
tion of the specific tasks, new skills should be taught to the existing employees
and the working conditions should always be into consideration for any im-
provements. At the individual level, employees need to learn relaxation skills in
situations of increased stress in order to recognize and manage their mental state
and to deal with unpleasant experiences. At the individual-organizational level,
it is essential to seek the promotion of support from superiors and colleagues,
the clarification of roles and the opportunities for development and promotion.

Last but not least, this study had some limitations due to its small sample. It is
noted that the results can be further investigated in larger samples from other
pharmaceuticals allowing future comparisons. In future research there may be
the possibility of investigating other factors that are related to or affect the levels

of fatigue, organizational commitment and job satisfaction.

5. Conclusion

The results indicated that factors such as age, holding or not a position of re-
sponsibility, education, marital status, staff specialization, working hours per
week, the total working experience as well as the years of work in the department
in which the employees are now occupied, have an impact on fatigue, organiza-
tional commitment and job satisfaction. In conclusion, it seems that there is an
effect of various socio-demographic and work factors on the variables under in-

vestigation.
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