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Job satisfaction of environmental health professionals is a scarcely studied construct but is becoming more critical as baby boomer retirements loom and professionals change jobs to more lucrative private practice (Piroanac, 1991). In the local health departments of North Carolina, an environmental health specialist (EHS) also known as a registered sanitarian is required to have a bachelor’s degree from a university or college with 30 credit hours of science. After being hired at a local health department, the EHS “intern” must complete a five-week hands-on course, Centralized Intern Training, followed by a period of supervised orientation in the local health department. In North Carolina and other states across the country, recruitment and retention of environmental health professionals are critical issues. In order to address these issues, we investigated factors such as salary, job satisfaction, and intention to stay in current position.

Summary and Implications  
Summary of Professional Journal

Job satisfaction can be defined as “the favorableness or unfavorableness with which employees view their work (Castle, 2006).” Lambeth (1987) was first to report on the job satisfaction of public health sanitarians. Lambeth studied sanitarians in six southern states, both in 1980 and 1985, using the Job Descriptive Index developed by Smith, Kendall, and Hulin (1969). In both of Lambeth’s survey administrations; respondents’ average job satisfaction level was approximately 70%, on a scale of 0%–100%. When satisfaction was evaluated by individual elements, 71% of respondents indicated they received low pay, 57% received inadequate pay, 73% saw limited opportunity for advancement, and 83% thought their opportunities were limited. Lambeth (1987) also indicated job satisfaction increased as sanitarians aged; however, no statistical test was identified to substantiate this. Job satisfaction has generally been found to correlate with age. Older workers may find more satisfaction in their jobs than younger workers as they have more experience and know better the type of work that is suitable for them.         The changing nature of work may contribute to inconsistent study findings, as well as a lack of unified instruments or constructs to understand job satisfaction within the discipline.   
               In a 1986 mail survey of county environmental health practitioners in Illinois, 64% indicated they were somewhat to very dissatisfied. The Occupational Needs Questionnaire (ON-Q) was used to determine level of dissatisfaction (Berger, 1983). Dissatisfaction with the opportunities for advancement and ability to earn a comfortable living were cited when subscale means were calculated. Respondents who were members of multiple professional associations outside of work were more satisfied than those who were not. In addition, those with supervisory roles were more satisfied. Although statistical significance was not demonstrated, Oleckno and Blacconiere (1987) indicated gender disparity in salary. No females earned an annual salary of greater than $26,000, while 29% of male respondents did. Further, 82.9% of females earned less than $18,000, while only 23.1% of men did. Job satisfaction was not found to increase with salary or age in this study. Oleckno and Blacconiere (1993) completed a similar study using the ON-Q with a different study population: a large, diversified county health department in the southwestern U.S. Thirty-five percent of respondents indicated they had mild to moderate job dissatisfaction. In this health department, the most dissatisfying aspects of the job were the inability to earn a comfortable living and a sense of organizational inefficiency. Job satisfaction was not correlated with salary or age in this study; however, a significant correlation was found for professionals with more years on the job being less satisfied. Further, backward multiple regression analysis indicated that area of job responsibility, level of educational attainment, and age were predictors of job satisfaction. Similar to previous studies (Lambeth, 1987; Oleckno & Blacconiere, 1987), financial compensation was an area of dissatisfaction. An additional follow-up study was completed using the ON-Q of environmental health professionals from a southern California health department and nine county health departments in northern Illinois (Oleckno, 1995). Thirty-five percent of the southern California cohort and 33.3% of the Illinois cohort indicated mild to moderate job dissatisfaction. For both cohorts, the inability to earn a comfortable living was cited as a reason for is satisfaction. For the Illinois cohort, having more years on the job was negatively correlated with satisfaction. This was not a statistically significant correlation for the California cohort. In order to document support for increased salaries of environmental health professionals, Lawson and Ferng (1997) conducted a study in an Indiana county to determine taxpayer support. Approximately 72% of the respondents supported salary levels above the current pay range, and females and those with higher educational levels were more likely to support a pay increase for EHS.

In summary, salary and limited opportunities for career advancement were identified as areas of dissatisfaction for environmental health professionals. 
Implications
Issues related to job satisfaction of environmental health professionals in North Carolina health departments were evaluated using an online survey instrument. Respondents (N = 433) indicated that the major issues regarding retention were inadequate or poor salary and limited opportunities for career advancement. Significant differences were found in satisfaction with salary and career advancement among regions, which may indicate the need for different intervention strategies. Salary inequities were identified for women with 6–10 and 11–15 years of experience. When overall satisfaction was correlated with salary, a positive significant association was found. Overall satisfaction was not significantly correlated with age, gender, or years of practice.
Conclusion
The results of survey administration are compiled in this section according to demographics, salary, retention, and satisfaction.

Demographics; In North Carolina, limited options are available for graduate study in environmental or public health and even fewer options are available in distance learning to allow professionals an opportunity to pursue a graduate degree while working full time.
Salary; The analyses of salary revealed two interesting findings: adequate pay and gender differences. Female environmental health professionals with 11–20 years of experience earned significantly less than men. Olencko and Blacconiere (1987) also found women earned less than men and attributed it to the fact that women were new to the field. It seems women in this cohort have not attained equitable compensation yet, although those newer to the field are paid more equitably.
Retention; In North Carolina health departments, 28% of supervisors and 38% of specialists do not intend to make environmental health their career. The most commonly cited reasons were lack of career advancement opportunities and poor or inadequate salary.         These factors are now common to environmental health professionals, yet their concerns with salary and career advancement are still unfulfilled. In North Carolina, few job titles  (promotions) can be attained by an environmental health professional, and once the RS designation is attained, no further professional recognition occurs.                                         
Satisfaction; the issues of inadequate pay and promotion were analyzed according to region. No region received a mean score indicating agreement that they were satisfied with pay or promotion opportunities. Regional scores were significantly different, indicating different strategies may need to be employed in rural versus metropolitan areas. It was also determined that those with higher salaries were more satisfied with their job overall. Although salary is a difficult issue in state- or county-funded health departments, it appears to be the most telling sign of job retention and satisfaction.
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