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Abstract 

The study aimed to assess Job Satisfaction (JS) among teaching staff in private vocational and technical 

education institutions in Mount Lebanon, Lebanon. The study is descriptive and analytic, using a sample 

of 200 teachers from 13 schools and institutes chosen according to the coordinated random method. A 

questionnaire created and validated by Warr, Cook, and Wall is adopted to measure job satisfaction. 

This questionnaire includes personal information like job status, educational level, number of years of 

work, monthly income, age, gender, and social status. Using a seven-level Likert scale, it also contains 

15 items to measure various dimensions of job satisfaction (internal and external factors). Results show a 

low overall mean of 4.69 out of 7 with a standard deviation of 1.15 for job satisfaction, based on data 

analysis using the SPSS program. Also, the majority of respondents are not satisfied with the wage 

received (the overall mean of job satisfaction=3.83, with a standard deviation of 2.00); there is a low 

level of JS among teachers concerning the degree of job security (mean=4.13 with a standard deviation 

of 1.91); there are no statistically significant differences in JS among teachers due to demographics. 

Capitalizing on the results, recommendations are made.  
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1. Introduction 

The topic of “job satisfaction” has become one of the topics of interest to behavioral scientists and 

management by examining the various aspects of employee satisfaction sources and measuring the 

degree of individuals’ satisfaction with their jobs, as well as examining the causes and sources of 

dissatisfaction (Antoncic, J. A. & Antoncic, B., 2011; Melián-González, Bulchand-Gidumal & 

López-Valcárcel, 2015). Different factors that affect employee satisfaction were monitored and assessed. 

Their loss leads to employee dissatisfaction affecting negatively their work performance (Warr‚ Cook & 

Wall‚ 1979; Warr, 1999; Al-Zoubi, 2011). Performance varies from one person to another and depends 

on the effort exerted conviction in the organization’s objectives, loyalty to it, and deep commitment to 

the required duties. Performance is related to how much an institution can satisfy individuals’ needs to 

continuously maximize their performance (Zoughaib, El Achi, El Dirani & Hejase, 2021), and such 

satisfaction is needed in the field of education (Kusku, 2003; Toker, 2011).  

Loyalty is an important indicator of organizational success. In the education field, enthusiasm and 

dedication to work are the qualities of committed and dedicated faculty members (Todea, Davidescu, 

Pop & Stamule, 2022). Many teachers are proud of their belonging to their institution and profession, 

work hard, and actively strive to achieve the goals set. Others do not hesitate to absent themselves or be 

late and are satisfied with the minimum required performance if they do not leave the institution and 

seize any other job opportunity offered to them, a situation negatively affecting the institution’s 

performance (Yassin, 2003, p. 71). 

Employee job satisfaction helps maintain a high level of performance. Researchers indicate that low 

levels of job satisfaction may lead to a decrease in faculty members’ productivity. Dissatisfaction is 

caused by apathy, loss of interest, and a low level of loyalty. Therefore, many contemporary researchers 

and educators have studied job satisfaction among teachers because of its impact and relationship with 

the quality of education and the level of student achievement (Al-Wahidi, 2000; Kusku, 2003; Toker, 

2011). 

Education undoubtedly plays a vital role in the lives of individuals and societies as it is the decisive factor 

on which the backwardness or progress of society depends. Teachers act as catalysts for the advancement 

or progress of society using science and knowledge. They are one of the main pillars in the educational 

process because they are owners of a sacred and honorable mission throughout the ages and generations. 

Hopenhayn (2006) posits that “Teachers’ role must include being open to students who, technologically 

speaking, are playing the roles of receptors and innovators... Based on such openness, they need to 

discover how to provide learning agendas and contexts” (p. 18).  

Studies in education have paid attention to the faculty member and the factors that affect their 

performance as they represent the core of the educational process, and neither the state of education nor 

the education output is suitable unless the faculty member’s condition is correct (Alawneh, 2006; Hejase 

& Chehimi, 2021). 

The vocational and technical education sector is an essential pillar of the national educational body, 

which is directly concerned with securing a segment of vocational and technical specialists for the labor 

market with expertise, skills, and high competencies at the national level (ILO, 2018). Many pieces of 

research (UNEVOC, 2005; Pavlova, 2014; Bagale, 2015) results assert that vocational and technical 

education has a key role in the growth and progress of nations and the enrichment of their civilization. 

The importance of the previous-mentioned role is highlighted as the basis of all learning, progress, and 

development of the human element (Fatima & Saleem, 2016) and leading to the construction and 
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advancement of society. Levinmichael and Pela (2021) contend that “Technical and Vocational 

Education and Training (TVET) has the potential to improve employability, productivity, and 

livelihoods of young workers in developing countries” (para 2). 

1.1 Vocational and Technical Education in Lebanon 

Vocational and Technical Education (VTE) constitutes the cornerstone of secondary education that 

follows the stage of basic education and has been at the forefront of the pre-university education system 

in developed countries for decades, and the specializations of this education varied at all levels and fields 

(SENAI, 2015; MEHE, 2022; Scholaro, 2022).  

According to the employment and labor market analysis Lebanon (ELMA Lebanon) (GIZ, 2019), “VTE 

and training system is the responsibility of the Ministry of Education and Higher Education (MEHE) and 

is managed by the Directorate General of Vocational and Technical Education” (DGVT). According to 

the Director General of Vocational and Technical Education, Hanadi Berri (2022), “there are 170 

specialties distributed at different levels of education, LT-TS-BT, i.e., secondary vocational education, 

technical supervisor of the Lebanese vocational, and technical education” (para 51). These are “taught by 

159 public institutions” (para 61). Also, Karam (2006) posits that “vocational training focuses on the jobs 

and occupations which do not require extensive theoretical knowledge. It addresses practical and manual 

competencies and skills” (p. 262).  

Worth to mention that a foreign missionary founded the first vocational school in Lebanon in 1863 

(Nasser, 2019). While, the first official vocational school, “the School of Crafts and Arts” was founded in 

early 1905 and remained the only one even before the independence of Lebanon in 1943 (ibid). However, 

“after independence, VTE surged increasing to 435 institutions and schools (64 public and 371 private), 

comprising 86,000 students in various stages and specializations in 2002-2003” (Karam, 2006, p. 262). 

By 2021, there were 106,000 vocational and technical students, with 66,000 students distributed among 

the 159 public schools and institutions and 40,000 distributed in 259 private schools and institutes 

(Hanadi Berri, 2022, para 63).  

It is agreed upon that vocational and technical education is of great importance. It aims to prepare and 

graduate working human cadres (Peters, n.d.; MacMillan Education, 2022). 

1.2 Mount Lebanon’s TVET  

According to the Lebanese educational center for research and development (CRDP, 2021), the number 

of public vocational and technical schools and institutions for the academic year 2019-2020 reached 158 

distributed (see Table 1). The total number of students attending public schools and institutions reached 

60,698 (44.41% females and 55.59% males). Governorates of Mount Lebanon and Beirut, including 

Baabda District, have 24.60% of the schools and institutions, with 21.60% of the students. Moreover, 

Mount Lebanon includes 37.90% (256) private schools and institutions (Table 2), with 40.0% of the 

students (out of 35,181 students) whereby 58.67% are males and 41.33% females. 

 

 

 

 

 

 

 

 



www.scholink.org/ojs/index.php/jbtp               Journal of Business Theory and Practice                 Vol. 10, No. 4, 2022 

19 
Published by SCHOLINK INC. 

 

Table 1. Distribution of Public Vocational and Technical Schools and Institutions as well as 

Students in Lebanon (2019-2020) 

Governorate Schools, Percent, % Students, Percent, % 

Mount Lebanon 24.60 (includes Beirut) 21.60 

North Lebanon 19.00 21.50 

North Lebanon-Akar 14.60 16.60 

South Lebanon 07.00 07.60 

East Lebanon - Beqaa 12.00 10.70 

East Lebanon-Baalbek & Hermel 11.40 11.80 

Nabatieh - South 11.40 10.20 

Beirut - - 

 100.00 100.00 

Source: CRDP, 2021, pp. 58-59. 

 

Table 2. Distribution of Private Vocational and Technical Schools and Institutions as well as 

Students in Lebanon (2019-2020) 

Governorate Schools, Percent, % Students, Percent, % 

Mount Lebanon 37.90 40.00 

North Lebanon 17.20 16.50 

North Lebanon-Akar 06.60 05.00 

South Lebanon 10.90 11.90 

East Lebanon - Beqaa 05.90 03.90 

East Lebanon-Baalbek & Hermel 05.10 07.40 

Nabatieh - South 09.40 11.00 

Beirut 07.00 04.30 

 100.00 100.00 

Source: CRDP, 2019, pp. 61-62 
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1.3 District of Baabda (This Study’s Geographical Zone) 

UNHCR (2021) reports that the “Governorates of Beirut and Mount Lebanon are considered the heart of 

Lebanon’s social, economic, political, and cultural activities. Administratively, Mount Lebanon 

constitutes six districts, namely Jbeil, Keserwan, Metn, Aley, Baabda, and Chouf” (para 1). Figure 1 

illustrates a representative map of the governorates. Also, the web page City facts (2020) offers the 

following information: The area of the District of Baabda is 994.9 km²; its population reaches about 1.2 

million, with 51% males (588,584 individuals) and 49% females (565, 155 individuals). Their overall 

median age is 28.2 years old (the male median age  6. 29.6 years, and the female median age is 26.8 years). 

 

 

Figure 1. The Governorate of Mount Lebanon Shows the District of Baabda 

Source: World Atlas, 2022; UNHCR, 2021. 

 

According to a study by UNICEF (2020), introducing an educational map of the public technical 

institutes and schools for the academic year 2019-2020, the number of students enrolled in 157 

institutes was 60,151 in all academic specialties, with 55.3% males and 44.7% females. Also, 19.5% 

(11,748 students) are in Mount Lebanon Governorate whereby more specifically, the Baabda district 

has 9.9% (5,959 persons) of the student population, with 43.3% (2,582 persons) females and 56.7% 

(3,377 persons) males. The private sector in Mount Lebanon has around 252 private schools, with 

about 30,000 students in all academic specialties, with 56% males and 44% females. In addition, the 

Baabda district has about 11% of the student population or 3,300 students. In total, there are about 

5,900 students in public and private vocational and technical schools. Furthermore, the Kompass 

website (2022) shows that there are about 68 education and training institutions, including professional 

training ones. For more accuracy, information from the website Edu-Leb.net (2021) reports the names 

of 13 public vocational and technical institutions constituting about 30% of Mount Lebanon’s total 

number of schools (about 39 public institutions), knowing that there are around 97 private institutions 

in Mount Lebanon, and considering an approximate ratio, then it results in 32 private institutions in 

Baabda making the total 45 public and private vocational and technical schools (this is a more realistic 

number for the district in the absence of concrete data). Furthermore, Sarah (2021) reports that the total 

teaching staff of the “Directorate of Vocational and Technical Education is about 1,200 instructors 
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(16.67%) who are full-time in that body, and also about 6,000 instructors (83.33%) who are contracted 

only with the sector” (para 8). That is 7200 teaching staff for a total of about 400 vocational and 

technical schools or a ratio of 1 instructor to 18 students. Based on such information, the Baabda 

district requires 328 instructors divided into 55 full-time faculty versus 273 part-time faculty. 

1.4 Study Significance 

The importance of this study can be summarized as follows: 

* Uncovering the extent of job satisfaction among teachers in VTE and its reflection on the educational 

process. 

* The study will close the gap in the Lebanese research work related to job satisfaction among teaching 

staff in private VTE in the Baabda district part of Mount Lebanon in Lebanon. Since this sector 

includes double the number of institutions and about 35% of the students enrolled in VTE in Lebanon. 

* The outcomes shall benefit policymakers in the MEHE, the Directorate of Vocational and Technical 

Education, vocational and technical schools’ principles and instructors, experts in the subject, and 

interested NGOs. 

1.5 Objectives of the Study 

The main objective is to identify what affects the job satisfaction of male and female teachers in private 

VTE institutions in the Baabda district, Mount Lebanon, Lebanon. 

The study also will address several sub-objectives: 

• Identifying the level of job satisfaction among selected teachers in VTE institutions  

• Identifying the relationship between the organizational environment and the level of job satisfaction 

among teachers in VTE institutions 

• Determine the relationship between the teacher’s job satisfaction and demographic variables (gender, 

age, educational level, social status, years of experience, and average income...). 

1.6 Problem Definition 

There is scant research in Lebanon characterizing Job satisfaction in institutions of vocational and 

technical education (VTE) (Nasser, 2019). More is reported about policies, the current status, and 

challenges for the VTE institutions (Kanso, 1999, 2006; Karam, 2006; Ghneim, 2018; ILO, 2018; GIZ, 

2019; UNICEF, 2020; CRDP, 2021; UNHCR, 2021). The above shows that a gap exists in the study of 

organizational behavior in the literature on TVET in Lebanon. Studies show that satisfying the needs of 

individuals in the organization leads to achieving a high level of job satisfaction for them which, in turn, 

affects productivity, absenteeism, and the individual’s overall behavior toward their work and the 

organization (Al-Wahidi, 2000; Kusku, 2003; Yassin, 2003; Toker, 2011). The organizational 

commitment subject is one of the topics that secondary data have dealt with from multiple aspects and in 

different ways. Also, these studies have shown that the economic growth achieved by developed 

countries is due to a committed workforce. Hence, belongingness and loyalty to the organization, 

keenness to make efforts for its continuity, and realizing its desired goals are highly sought by 

organizations because, in turn, these factors lead to achieving quality and raising productivity rates 

(Symonds, 2022). 

The study problem leads to the following main questions applied to the district of Baabda: 

1) How can the teachers’ level of job satisfaction in private institutes be raised, and  

2) What effects does teachers’ job satisfaction cause on the quality of educational services in these 

institutes? 
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1.7 Study Sub-Questions (SQs) 

SQ1. What is the extent of job satisfaction among teachers in private VTE institutions? 

SQ2. What is the extent of satisfaction of faculty members in private VTE institutions concerning 

financial offerings? 

SQ3. What is the extent of satisfaction of faculty members in private VTE institutions concerning job 

stability? 

SQ4. What type of relationship exists between job satisfaction and the organizational environment of 

teachers in private VTE institutions in Lebanon in the Baabda District? 

SQ5. Is there a statistically significant relationship between teachers’ job satisfaction and demographic 

variables (like gender, age, educational level, social status, years of experience, income rate, and 

social benefits)? 

1.8 Research Hypothesis 

Null Hypothesis 1-H05: There are no statistically significant differences in job satisfaction among 

faculty members due to gender, educational level, social status, years of 

experience, and average income. 

1.9 Terminology of the Study 

1.9.1 Job Satisfaction (JS) 

There are three different factors of job satisfaction (Ginzberg, Ginsburg, Axelrad & Herma, 1951). 

Al-Dubai, Gopalan, Alaghbari & Hamood (2019) contend that these factors include “internal 

satisfaction and its source of job happiness, the individual’s sense and feeling about the social levels of 

success achieves, and the individual’s abilities in the success achieved. In addition, external satisfaction 

factors like rewards, wages, relationships, and how much these are to the individual’s expectations as a 

function of values and objectives?” (p. 3). 

Locke (1976) defined it as “... a pleasurable or positive emotional state resulting from the appraisal of 

one’s job or job experiences” (p. 1304). Saari and Judge (2004) contend that “Implicit in Locke’s 

definition is the importance of both effects or feeling, and cognition, or thinking” (p. 396). Cranny, Smith, 

and Stone (1992), cited in Booysen (2008), “contend that overall JS describes a person’s affective 

reaction to work-related factors. They also cited key examples of JS facets such as “satisfaction with pay, 

promotion, immediate manager, and co-workers” (p. 3). Also, Friday and Friday (2003) contend that “JS 

is a complex job-related variable related to employees’ attitudes”. Weiss (2002) defines job satisfaction 

as “a positive (or negative) evaluative judgment one makes about one’s job or situation” (p. 175). And 

Green and Heywood (2008) define JS “as a person’s feeling toward the job which incites motivation… It 

reflects the simple feeling-state accompanying the attainment of goals or objectives” (pp. 710-728). 

Based on the previously-mentioned review, there are multiple definitions of JS whereby some defined it 

as the fulfillment of the individual’s expected needs from the job, others as the emotional response of the 

worker toward work and defined it as the worker’s attitude towards work. In conclusion, JS is an 

individual’s emotional reaction (response) to the extent that his/her physical and social status are 

satisfied with belongingness to the organization according to expectations and the nature of his/her 

personality. 
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1.9.2 Vocational and Technical Education (VTE) 

Vocational education cannot be separated at all from the educational system in its large form. According 

to Al-Khatib (1995), “Vocational education in its broadest form is that type of education that makes an 

individual capable of working in a group of professions a fact that is better than general education in its 

ability to work in another group. It is equally important even though it does not consider individuals 

qualified to work” (p. 51). 

The Training Industry website (2022) defines vocational training as “education and skills-based training 

programs that prepare people for a specific job, trade, or craft that are manual in nature and are 

considered non-academic. Vocational training focuses on procedural knowledge as opposed to 

theoretical or declarative knowledge” (Training Industry, 2022, para 1). 

Vocational and Technical education are formal education that provide educational preparation and 

behavioral guidance. The first prepares students with professional skills and abilities from formal 

institutions at the secondary school level covering various professional fields and specializations. 

Vocational Education (VE) “enables students to carry out their tasks by contributing to individual and 

collective production. Such students link between technical skilled (graduates of technical education 

institutes) and unskilled workers. Preparation for VE takes 2 to 3 years, after the basic education stage, 

and age groups of 15 years or more” (Fallata, 1994, p. 23).  

Technical Education (TE): In addition to acquiring manual skills and technical ability from formal 

educational institutions for a period of no less than two years after high school and below the level of 

university, students get prepared as a specialized workforce responsible for employment. TE is “a link 

between planners and specialists from university graduates on the one hand and skilled workers on the 

other hand, and it can direct production plans and work to implement them with the skilled workforce” 

(ibid, p. 24). 

 

2. Review of Relevant Empirical Studies 

Numerous studies on the subject of Job Satisfaction (JS) exist, and this topic has been and still is of great 

importance, especially because of its impact on increasing productivity and raising the level of 

performance. These studies include: 

Fuwawi’s (2007) aimed to identify JS and its relationship to Organizational Commitment (OC) among 

educational supervisors in the Department of Education in the City of Makkah Al-Mukarramah. Findings 

showed that education supervisors enjoy a high level of JS and OC. Findings also show a moderate 

positive correlation (R=0.571) between JS with its dimensions and OC. In addition, there exist 

statistically significant differences in the degrees of JS according to specialization in favor of scientific 

disciplines as well as according to sex in favor of males. Moreover, there were statistically significant 

differences in the degrees of OC according to specialization in favor of scientific disciplines, and 

according to sex favoring males, and scientific qualification in favor of Ph.D. holders. 

Al-Ghaniam (2007) assessed the relationship between Organizational Loyalty (OL) and JS among the 

staff at An Najah National University. It investigated as well the effect of demographic variables on the 

relationship between OL and JS. A three-part questionnaire was administered to a sample of 144 staff. 

The first part included demographic questions, the second consisted of statements to measure OL and the 

third measured JS. The results showed that OL and JS are high among employees; there are some 

statistically significant differences in the level of OL attributed to sex and academic rank; there is no 
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statistically significant difference in JS attributed to sex; and there are no statistically significant 

differences between the level of OL and JS attributed to the experience, age, and income. 

Usop, Askandar, Langguyuan-Kadtong & Usop (2013) attempted to define the relationship between 

work performance and JS among teachers of the Division of Cotabato City in the Philippines. The 

study used the descriptive correlation design. 200 full-time elementary teachers from 12 selected public 

schools in the selected area responded to a formal questionnaire. Results showed that most teachers are 

in the 31-40 years of age bracket, most are females, married, and earned a college degree. 64% percent 

had 11 to 15 years of service. Moreover, researchers concluded that the teachers displayed a high level 

of performance. “Teachers were pleased with their JS facets such as school policies, supervision, pay, 

interpersonal relations, opportunities for promotion and growth, working conditions, work itself, 

achievement, recognition, and responsibility” (ibid). Furthermore, the teachers’ satisfaction with their 

jobs insinuated they were also productive and maintained a high level of performance.  

Namaziandost, Inayat & Jahanzeb Khan (2021) studied the effect of JS on the performance of 

employees working in private sector organizations in Peshawar, Pakistan. They used a quantitative 

approach based on formal surveys including a Minnesota Satisfaction Questionnaire (MSQ-short form) 

developed by Weiss et al. and a self-constructed Performance Evaluation Form (PRF). 180 employees 

were selected using random sampling from private organizations, i.e., hospitals, banks, and universities 

in Peshawar. The findings of the study show that on one side the type of occupation and JS have shown 

a significant correlation and on another side JS with the performance of employees. The study 

concluded that satisfied employees have better performance than dissatisfied ones, thus having a 

significant role in betterment of their organizations.  

Al-Reeh (2018) identified the level of JS and professional performance of Basic-level teachers in 

Aljawda Private Schools. The research was descriptive and used a questionnaire distributed to 30 

Basic-level teachers. Results were generated using the SPSS software. Findings included: there is a 

higher level of JS for teachers in the selected schools; teachers have a higher level of professional 

performance; there is a positive correlation between the level of JS and professional performance 

among teachers. Moreover, there are no differences with statistical significance between the JS scale 

and level of professional performance according to sex, academic qualification, and years of experience, 

while there was a significant difference between the JS scale and level of professional performance 

according to training. 

Bakotić (2016) explored the link between JS and Organizational Performance (OP), as well as assessed 

the empirical relationship, the direction, and the intensity between these two variables. The study 

constituted 40 large- and medium-sized Croatian companies, with 5806 employees surveyed. Results 

showed there is a link between employees’ JS and OP in both directions, but with weak intensity. 

Furthermore, the connection between JS and OP is stronger than that between OP and JS.  

Budhathoki’s (2021) main objective was to explore teachers’ satisfaction and the implications on their 

job performance. The study used a qualitative phenomenological research design focusing on teachers’ 

job satisfaction perspectives. Secondary data were analyzed qualitatively with critical review. Results 

showed that “a lack of resources, dynamic leadership, learners’ discipline, recognition for good work 

done, job security, professional opportunities, in addition to work overload, low salary, administrative 

issues, overcrowded classes were serious sources of dissatisfaction among teachers” (Budhathoki, 2021, 

p. 79).  
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Commenting on the previous studies, among many others, it is clear that they varied according to the 

various goals sought to be achieved, the different topics researched, and the variety of environments in 

which they took place. Studies indicated that the level of loyalty and JS is high, and others indicated it is 

moderate. There is also a discrepancy in the results of previous studies regarding sex. Some studies have 

concluded there are no sex differences in loyalty and JS, while others have indicated gender differences 

existed in JS in favor of males. More differences in the results of previous studies existed concerning 

variables such as specialization, academic rank, and the relationship of these variables to loyalty and 

organizational satisfaction. 

 

3. Research Methodology 

This study is quantitative using a purposive and convenient sample. Participants sought were teachers 

who show a willingness to participate. The selected teachers belonged to 13 high schools covering 30 

TVET professions in the Baabda district of Mount Lebanon, Lebanon. Each profession constitutes about 

15% of the sample, so the final total size of the sample was 200 teachers. The purpose of this tool is to 

collect all the data to assess the reality of job satisfaction among instructors in the selected institutions. 

Two hundred fifty questionnaires were distributed, with 200 valid questionnaires returned (the response 

rate was 80%). This rate is the result of some schools’ strict policies against the staff’s participation in 

filling out external surveys related to the school’s teaching policies. However, to ascertain the reliability 

of the sample size, the researchers followed Hashem et al.’s (2022) and Younis et al.’s (2022) approach 

by reviewing Hardwick Research’s (2022) resources. Therefore, having a population size of about 500 

with a standard error of [α=5%] and seeking acceptable reliability within 5%, a sample size of 200 would 

be selected. Based on Table 1, statistical reliability of about ± 5.4% is achieved, i.e., from every 94.6 

repetitions of the survey out of 100, an error of ± 5.4% results. The resultant reliability is acceptable in 

exploratory research. 

 

 

Figure 2. Statistical Reliability versus Sample Size 

Source: Hardwick Research, 2022. 
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In preparing this study and verifying the hypotheses, the researchers will rely on two basic approaches: 

1) An analytical and descriptive approach related to the literature review to determine the scientific 

standards on which the concepts of the organizational environment and job satisfaction were based. 

2) The field analytical approach is based on a representative sample for the study and running a survey to 

collect primary data.  

This methodology is based on a questionnaire tool. 

The questionnaire will be distributed to teachers in 13 out of 30 professions, especially in the Baabda 

district. Each profession constitutes about 15% of the sample so the final total of the sample is 200 

faculty members. 

The purpose of this tool is to collect all the data to assess the reality of job satisfaction among instructors 

in the selected institutions. 

3.1 Research Scope 

Objective: Assessment of job satisfaction among academic staff in the private VTE institutions in the 

Baabda’s District Institutions. 

Location: Private vocational and technical education institutions located in Baabda District. 

Time limits: The 2013-2014 academic year (before the serious socio-political events resulting in freezing 

many of the schooling activities. As well as before the Pandemic years). 

Human Borders: Teachers in private VTE institutions in the Baabda District Institutions in Lebanon. 

3.2 The Study Population and Its Sample 

3.2.1 Study Community 

The study population consists of all faculty members in private VTE institutions in the Baabda District in 

Lebanon. Private institutes are of two types, individual private institutes and other social institutes 

affiliated with civil or religious institutions. 

Worth mentioning that the researchers considered private education institutions that follow formal 

education, i.e., teaching according to the stages of education that lead to official certificates. Thus, 

excluding the private vocational training centers, which rely upon their programs to conduct special 

training courses that do not lead to official certifications because these institutions are training centers, 

and their specifications are far from those related to the technical school or institute. 

The number of private schools has reached 45 schools and institutes and includes 328 male and female 

teachers (discussed earlier in this paper). 

3.2.2 The Study Sample 

The study sample selected the non-probabilistic convenient sampling based on the teacher's free will to 

participate. Respondents were promised confidentiality in that no personal identification is involved and 

those research outcomes will be used solely for academic research. 

3.3 Questionnaire Design  

The questionnaire starts with an opening statement followed by another dealing with confidentiality. The 

questionnaire consists of 23 questions divided into two sections:  

1) Section one: Assesses the respondents’ intrinsic or internal job satisfaction factors based on fifteen 

statements depicted in Table 2 (note: This study relied on the questionnaire proposed by Peter Warr 

and colleagues John Cook‚ & Toby Wall in 1979 to measure job satisfaction). 

Questions one through fifteen assess how the respondents feel about the internal and external job 

satisfaction elements. The original questionnaire used codes varying from 5.1 to 5.15 as shown in 

Table 2.  
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2) Section two: Assesses the respondents’ demographic variables (i.e., sex, marital status, job status, 

experience, education, and salary). Finally, one close-ended question is added to encourage 

respondents to express themselves regarding how they feel about the job as a whole.  

 

Table 3. Internal and External Job Satisfaction Elements 

No.  Statement Code in Source Classification 

1 The physical work conditions 5.1 External 

2 The freedom to choose the method of working 5.2 Internal 

3 One’s fellow workers 5,3 External 

4 The recognition received for good work 5.4 Internal 

5 One’s immediate boss 5.5 External 

6 The amount of responsibility given to one 5.6 Internal 

7 One’s rate of pay 5.7 External 

8 One’s opportunity to use abilities 5.8 Internal 

9 Industrial relations between management and workers in 

one’s firm 

5.9 External 

10 One’s chance of promotion 5.10 Internal 

11 The way one’s firm is managed 5.11 External 

12 The attention paid to suggestions one makes 5.12 Internal 

13 One’s hours of work 5.13 External 

14 The amount of variety in one’s job 5.14 Internal 

15 One’s job security 5.15 External 

16 Now, considering everything, how do you feel about your 

job as a whole? 

  

Source: Warr‚ Cook & Wall‚ 1979, pp. 145-146. 

 

Questions used dyadic, multiple choice, and 7-level Likert scale styles. The Likert scale used seven 

levels following the original work of Warr et al. (1979) as follows: “1) I am very dissatisfied; 2) I am 

moderately dissatisfied; 3) I am somewhat dissatisfied; 4) I am not sure; 5) I am somewhat satisfied; 6) I 

am moderately satisfied, and 7) I am very satisfied”. 
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3.4 Importance of the Questionnaire 

This study relied on the questionnaire proposed by Peter Warr and colleagues John Cook & Toby Wall in 

1979 to measure job satisfaction. Also, in 1999, Sheffield University in Britain issued a job satisfaction 

measure with a user guide that contains analytical statistics of job satisfaction rates for a wide range of 

industries and different jobs. This guide has information about job satisfaction rates for diverse sectors of 

business and professions and has collected more than 40,000 users of this metric. A second edition of the 

guide was released in 2007 due to its wide use. It contained descriptive rates and ratios (Benchmarks) 

collected from more than 57,000 users of this scale (Al-Zoubi, 2011, p. 27).  

3.5 Data Analysis  

IBM’s “Statistical Product and Service Solutions” (Hejase & Hejase, 2013), SPSS version 23.0 program, 

was used to treat all responses. Descriptive statistics are used including data tables, with frequency and 

percentage distributions. Moreover, Cross-tabulations and Regression analyses were run to study the 

variables’ relationships. 

 

4. Results and Discussion 

Respondents are 58.5% females and 41.5% males, 42% of them are single, and 58% are married. Also, 

46% are under 30 years of age, 42.5% are in the range 30 to 40 years, and 11.5% are more than 40 years 

old. More results show that 47.5% of respondents work full-time and 52.5% are part-time employees. As 

for the respondents education, 32% hold a Master’s degree in Business Administration, 45% hold a 

Bachelor’s degree, 11% earned a teaching diploma, 8.5% hold a vocational certificate, and 3.5% are 

Ph.D. holders. Moreover, 50% of respondents have less than five (5) years of experience, 25% have 

between 5 to 10 years of experience, and another 25% have more than 10 years of experience. Finally, 48% 

earn less than 500 USD monthly, 37.5% earn between 500 and 1000 USD per month, and the remaining 

14.5% earn more than 1000 USD monthly. 

After collecting the results from the sample, the data were statistically analyzed via the SPSS program, 

and the results were as follows: 

4.1 General Results of Field Research 

4.1.1 Analysis per Item 

This analysis groups the 7-level Likert scale as follows: Dissatisfaction includes items 1 to 3 “very 

dissatisfied; moderately dissatisfied; somewhat dissatisfied”, respectively; neutral includes item 4: I am 

not sure; and Satisfaction includes items 5 to 7 “somewhat satisfied; moderately satisfied, and very 

satisfied”, respectively. Therefore, three levels are reported besides the mean and standard deviation per 

statement. Table 3 depicts the results. 

 

 

 

 

 

 

 

 

 

 



www.scholink.org/ojs/index.php/jbtp               Journal of Business Theory and Practice                 Vol. 10, No. 4, 2022 

29 
Published by SCHOLINK INC. 

 

Table 4. Internal and External Job Satisfaction Elements 

No.  Statement Satisfaction Neutral Dissatisfaction Mean Standard 

Deviation 

Type 

1 The physical work 

conditions 

58.85% 3.13% 38.02% 4.34 1.94 External 

2 The freedom to choose 

your method of working 

76.14% 4.57% 19.29% 5.15 1.53 Internal 

3 Your fellow workers 90.72% 0.52% 8.76% 5.86 1.40 External 

4 The recognition you get 

for good work 

70.68% 6.81% 22.51% 4.87 1.83 Internal 

5 Your immediate boss 78.01% 9.42% 12.57% 5.38 1.54 External 

6 The amount of 

responsibility you are 

given 

67.50% 8.00% 24.50% 4.90 1.68 Internal 

7 Your rate of pay 45.69% 4.50% 49.75% 3.83 2.00 External 

8 Opportunity to use your 

abilities 

61.22% 5.10% 33.67% 4.53 1.82 Internal 

9 Industrial relations 

between management and 

workers in your firm 

69.15% 10.11% 20.74% 5.04 1.76 External 

10 Your chance of 

promotion 

46.24% 23.12% 30.65% 4.23 1.75 Internal 

11 The way your firm is 

managed 

62.37% 10.22% 27.42% 4.62 1.77 External 

12 The attention paid to 

suggestions you make 

56.02% 14.66% 29.32% 4.52 1.76 Internal 

13 Your hours of work 60.31% 8.76% 30.93% 4.60 1.93 External 

14 The amount of variety in 

your job 

57.51% 13.47% 29.02% 4.51 1.65 Internal 

15 Your job security 47.72% 20.81% 31.47% 4.13 1.91 External 
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Results shown in Table 4 show there are six (6) items only out of fifteen which respondents were 

somewhat satisfied. Three items represented external factors and three internal factors. The relationships 

with colleagues scored the highest (item 3/external). 90.72% of the respondents are satisfied with the 

level of their relationship with colleagues at work (mean=5.86 and standard deviation of 1.40). The 

second place went to item 5 (external), 78.01% of the respondents were satisfied with the performance of 

their immediate superior (mean=5.38 with a standard deviation of 1.54). While the third place was item 2 

(internal), 76.14% of the respondents were satisfied with the level of freedom in choosing the way to 

complete the work (mean=5.15 with a standard deviation of 1.53). The fourth place was item 9 (external), 

69.15% of the respondents were satisfied with the professional relationship between management and 

employees (mean=5.04 with a standard deviation of 1.76). Following the top four items, two internal 

items were marginally somewhat satisfied. In item 6 (internal), 67.50% of the respondents were satisfied 

with the limitation of liability given to them (mean=4.90 with a standard deviation of 1.68), and in Item 4 

(internal), 70.68% of the respondents were satisfied with the level of appreciation they get after 

completing the work well (mean=4.87 with a standard deviation of 1.83).  

Items with high-end neutral (not sure) included five items (three are internal and two external). The 

highest scores were for two external factors, items 11 and 13. In item 11, 62.37% of the respondents were 

satisfied with the way the institution is run (mean=4.62 with a standard deviation of 1.77), and in item 13, 

60.31% of the respondents were satisfied with their working hours (mean=4.60 with a standard deviation 

of 1.93). Followed by three internal items, namely item 8, 61.22% of the respondents being satisfied with 

the opportunity to use their abilities at work (mean=4.53 with a standard deviation of 1.82); item 12, 

56.02% of the respondents are satisfied with the level of interest in their suggestions (mean=4.52 with a 

standard deviation of 1.76) and item 14, 57.51% of the sample are satisfied with the degree of diversity in 

the tasks they perform (mean=4.51 with a standard deviation of 1.65). 

Four items were marginally neutral (with three external and one internal). Item 1 (external), 58.85% of 

the respondents being satisfied with the level of physical working conditions (workplace, work tools, etc.) 

(mean=4.34 with a standard deviation of 1.94) and item 10 (internal), 46.24% of the respondents were 

satisfied with the opportunity to be promoted in the job (mean=4.23 with a standard deviation of 1.75). 

Then, in item 15 (external), 47.72% of the respondents were satisfied with the degree of job security 

(guaranteeing work continuity) (mean=4.13 with a standard deviation of 1.91) and in item 7 (external), 

45.69% of the respondents being satisfied with the percentage of wages paid to them (mean=3.83 

standard deviation of 2.00). 
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Table 5. Summary of Respondents’ Classification of Job Satisfaction (JS) Factors  

No.  Statement Type Somewhat 

Satisfied 

high-end 

neutral 

marginally 

neutral 

1 The physical work conditions External   x 

2 The freedom to choose your method of 

working 

Internal x   

3 Your fellow workers External x   

4 The recognition you get for good work Internal x   

5 Your immediate boss External x   

6 The amount of responsibility you are given Internal x   

7 Your rate of pay External   x 

8 Your opportunity to use your abilities Internal  x  

9 Industrial relations between management 

and workers in one’s firm 

External x   

10 One’s chance of promotion Internal   x 

11 The way one’s firm is managed External  x  

12 The attention paid to suggestions you make Internal  x  

13 Your hours of work External  x  

14 The amount of variety in your job Internal  x  

15 Your job security External   x 

 

4.1.2 Analysis per Grouping of Factors 

Table 5 depicts the following results, 

Job satisfaction rate in the surveyed institutions as a whole: 4.63 out of 7 points, with a standard deviation 

of 1.77 

The rate of job satisfaction with the physical (external) dimensions at work (satisfaction with the work 

environment, the relationship with colleagues, the performance of the direct manager, ...) is 4.71 out of 7 

points, with a standard deviation of 1.79. 

The rate of job satisfaction with the moral (internal) dimensions at work (feeling of importance and 

appreciation, opportunities for development, sense of responsibility, ...) is 4.57 out of 7 points, with a 

standard deviation of 1.72. 
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Table 6. Results by Grouping Factors 

No.  Statement Mean Std. Dev. 

 Somewhat Satisfied   

2 

4 

6 

The freedom to choose your method of working [Int] 

The recognition you get for good work [Int] 

The amount of responsibility you are given [Int] 

5.95 

4.87 

4.90 

1.53 

1.83 

1.68 

 Internal Factors 4.97 1.68 

3 

5 

9 

Your fellow workers [Ext] 

Your immediate boss [Ext] 

Industrial relation between management and workers in your firm [Ext] 

5.86 

5.38 

5.04 

1.40 

1.54 

1.76 

 External Factors 5.43 1.57 

 Overall [6 items] 5.200 1.623 

 High-End Neutral   

8 

12 

14 

Your opportunity to use your abilities [Int] 

The attention paid to suggestions you make [Int] 

The amount of variety in your job [Int] 

4.54 

4.52 

4.51 

1.82 

1.76 

1.65 

 Internal Factors 4.52 1.74 

11 

13 

The way your firm is managed [Ext] 

Your hours of work [Ext] 

4.62 

4.60 

1.77 

1.93 

 External Factors 4.61 1.85 

 Overall [5 items] 4.556 1.786 

 Marginally Neutral   

10 Your chance of promotion [Int] 4.23 1.75 

1 

7 

15 

The physical work conditions [Ext] 

Your rate of pay [Ext] 

Your job security [Ext] 

4.34 

3.83 

4.13 

1.94 

2.00 

1.91 

 External 4.10 1.95 

 Overall [4 items] 4.133 1.900 

 Overall [15 items] 4.63 1.77 

 Internal Factors 4.57 1.72 

 External Factors 4.71 1.79 
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4.1.3 Rates of Job Satisfaction According to Demographic Variables 

Next are some tables that show job satisfaction rates broken down by job status, educational level, years 

of work, average monthly income, age, gender, and social status: 

A. Job satisfaction by job status 

Results show that the relationship between job status (full-time and contracted), and three dimensions 

general, external, and internal job satisfaction, is as follows: General job satisfaction versus full-time 

status (mean=4.66, s.dev.=1.26), part-time status (mean=4.73, s.dev.=1.05); internal job satisfaction 

versus full-time status (mean=4.71, s.dev.=1.28), part-time status (mean=4.65, s.dev.=1.07); and external 

job satisfaction versus full-time (mean=4.61, s.dev.=1.32) and part-time status (mean=4.79, s.dev.=1.16). 

Therefore, there were small differences in the satisfaction of both the full-time and the part-time 

instructors. The level of JS falls as before at the high end of the neutral scale. Therefore, both full-timers 

and part-timers are not impressed by either the external factors or the internal factors. 

B. Job satisfaction by education level 

 

Table 7. JS versus the Participants’ Education Level 

Educ. Freq. General Job Satisf. External Job Satisf. Internal Job Satisf. 

  Mean S.Dev. Mean S.Dev. Mean S.Dev. 

Ph.D. 7 5.04 0.55 5.08 0.53 4.98 0.67 

MS/MA 64 4.72 0.99 4.76 1.07 4.68 1.03 

Certif. 22 4.36 1.26 4.33 1.40 4.40 1.18 

BS/BA 90 4.77 1.28 4.76 1.34 4.78 1.30 

Tech.Spec. 17 4.49 1.06 4.55 1.19 4.42 1.05 

 

Table 7 shows the largest number of the sample are university degree holders, while we find that the 

number of teachers who hold doctorate degrees is very few. In addition, while the doctorate holders 

recorded the highest mean of satisfaction in general, external, and internal, bachelor’s degree holders 

come second and holders of a Master’s degree come in third place. The holders of vocational and 

technical specialization come in fourth. 

C. Job satisfaction by years of work and by monthly salary 
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Table 8. JS versus the Participants’ Work Experience & Monthly Salary 

Years of Exp. Freq. General Job Satisf. External Job Satisf. Internal Job Satisf. 

  Mean S.Dev. Mean S.Dev. Mean S.Dev. 

<5 years 100 4.76 0.99 4.79 1.07 4.71 1.03 

5-10 years 50 4.74 1.20 4.83 1.31 4.62 1.19 

˃10 years 50 4.52 1.39 4.39 1.43 4.68 1.41 

Monthly 

Salary, USD 

       

  Mean S.Dev. Mean S.Dev. Mean S.Dev. 

<500  96 4.55 0.94 4.60 1.07 4.49 0.94 

Between 500 

& 1000  

75 4.77 1.32 4.73 1.35 4.82 1.37 

˃1000  29 4.95 1.32 4.97 1.43 4.94 1.25 

 

Table 8 shows the relationship between years of work experience versus JS. Results show that one finds 

no significant differences in the means for new employees and those who have a great experience. The 

table also shows that when considering each category individually, teachers who have less than 5 years of 

experience show about the same JS in general as well as when considering external and internal factors. 

Those with a moderate number of years of experience (between 5 and 10 years) are affected more by 

external factors in comparison with internal or general factors. Finally, those teachers with more than 10 

years of experience show that their JS is more internally motivated when compared with external or 

general factors. 

Table 7 also shows that the participants whose salary is less than 500USD show higher job satisfaction 

with external factors in comparison to internal and general factors. Participants who have a salary 

between 500 and 1000 USD show higher job satisfaction with internal factors as compared with the other 

two, and participants who earn more than 1000 USD show very small differences due to internal, external, 

and general factors however, higher job satisfaction when compared with less salaried teachers.  

D. Job satisfaction by age, sex, and marital status 

 

 

 

 

 

 

 

 

 



www.scholink.org/ojs/index.php/jbtp               Journal of Business Theory and Practice                 Vol. 10, No. 4, 2022 

35 
Published by SCHOLINK INC. 

 

Table 9. JS versus the Participants’ Age Category, by Sex, and by Marital Status 

Age, years Freq. General Job Satisf. External Job Satisf. Internal Job Satisf. 

  Mean S.Dev. Mean S.Dev. Mean S.Dev. 

<30  92 4.60 0.97 4.65 1.07 4.54 1.00 

Between 30 & 40  85 4.70 1.25 4.69 1.35 4.72 1.21 

˃40  23 5.03 1.44 4.98 1.42 5.09 1.53 

Sex  Mean S.Dev. Mean S.Dev. Mean S.Dev. 

Male 83 4.57 1.15 4.58 1.28 4.54 1.10 

Female  117 4.78 1.16 4.79 1.20 4.78 1.21 

Marital Status        

Single 84 4.60 1.05 4.57 1.15 4.63 1.03 

Married 116 4.76 1.22 4.80 1.29 4.71 1.27 

 

Results in Table 9 show a direct and increasing relationship between the means of JS and age, i.e., job 

satisfaction increases with increasing age. In addition, teachers/instructors who are older than 40 years 

show the highest mean of JS along the three dimensions of satisfaction that is, the highest due to internal 

motivators followed by external motivators. Moreover, younger teachers are affected by external factors 

in their JS, while teachers older than 30 years are influenced by internal factors in their JS. 

More results from Table 8 show that males and females, on average, do not show differences in the 

impact of external and internal factors on their JS. However, females’ job satisfaction is more salient and 

higher in comparison to males on all three dimensions. 

Moreover, married participants show higher JS along the three dimensions in comparison to single 

participants. Another observation is that single teachers are motivated more by internal factors while 

married teachers are motivated by external factors. 

4.2 Analysis of Research Questions 

SQ1. What is the extent of job satisfaction among teachers in private VTE institutions? 

The overall JS mean that includes both the overall external items and the overall internal items falls in the 

category of high-end neutral (not sure), i.e., 4.63 out of 7 points, with a standard deviation of 1.77 (rather 

high). Such results did not match the findings of Usop et al. (2013) who noted high job satisfaction with 

a mixture of both internal and external factors. This research’s result reflects diverse opinions among the 

participants leading to a broad range of agreement about external and internal factors considered sources 

of motivation to raise job satisfaction. For example, the agreement that external factors act as motivators 

varies from a minimum of 45.69% (related to salary or pay) to a maximum of 90.72% (related to 

relationship with peers). Moreover, the agreement that internal factors act as motivators varies from a 

minimum of 46.24% (related to promotion) to a maximum of 76.14% (related to the choice of work 

methods). Such diversity shows the different teachers’ feelings about their jobs, although doing a similar 

job within the same work environment. Cranny, Smith, and Stone (1992), cited in Booysen (2008), posit 
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that different persons describe their satisfaction differently stating “the overall job satisfaction describes 

a person’s affective reaction to work-related factors. Also, they identified some key examples of job 

satisfaction facets found in the literature, such as satisfaction with pay, promotion, supervisor, and 

co-workers” (Cranny et al., 1992 cited in Booysen, 2008, p. 3). On the other hand, Friday and Friday 

(2003) contended that “JS is a complex job-related variable that has a relationship with the employees’ 

attitudes”. 

Therefore, this research concludes that the level of JS among teachers of the selected sample is low 

according to the teachers’ capabilities and specifications. 

SQ2. What is the extent of JS of faculty members in private VTE institutions concerning financial 

offerings? 

Results depicted in Table 3 show that a low 45.69% of the respondents are satisfied with the percentage 

of wages paid to them, 49.75% are dissatisfied, and 4.57% are unsure. In addition, the overall mean for JS 

concerning paid wages was 3.83 out of 7 points, with a standard deviation of 2.00. Such a level of job 

satisfaction is the lowest among all external factors. In light of the previous data, it is clear that the 

majority of the surveyed teachers are not satisfied with the wages received. Such a conclusion of 

low-level teachers’ JS in private VTE education institutions in Baabda concerning financial offerings is 

adequately assessed and proven. 

SQ3. What is the extent of job satisfaction of faculty members in private vocational and technical 

education institutions concerning job stability? 

Table 3 shows that 47.72% of the sample are satisfied with the degree of job security (guaranteeing work 

continuity), 31.47% are dissatisfied, and 20.81% are unsure. Also, the overall mean of satisfaction 

concerning job security was 4.13 out of 7 points, with a standard deviation of 1.91. Such a low level of JS 

is the second lowest among all external factors. In light of the data, the conclusion of a low level of JS 

among faculty members in private VTE institutions in the Baabda district is confirmed, concerning the 

degree of job security. This low satisfaction with job stability among Lebanese instructors is magnified 

further by the economic downturn that Lebanon is suffering from (Rkein et al., 2022). The worst of 

Lebanon’s crisis is because “Lebanese stakeholders including stockholders and investors got 

disappointed with their banks’ behavior during the crisis” (p. 56). A fact that created negative feelings as 

asserted by Yassin (2020), Saoud (2021), and Barbuscia (2021). Lebanese employees including faculty 

and teachers (full-time and part-time) are suffering because of the very low salaries received due to the 

crisis leading to dissatisfaction and feelings of depression. The aforementioned is magnified further by 

the work environment weaknesses in infrastructure, funds limitations to support blended education, loss 

of rewards for faculty members, and unavailable funds for training and development (UNEVOC, 2005; 

Karam, 2006). 

SQ4. What is the nature of the relationship between JS and the organizational environment of teachers in 

private VTE institutions in Lebanon in the Baabda District? 

The mean of job satisfaction considering the physical (external) dimensions at work (i.e., satisfaction 

with the work environment, the relationship with colleagues, the performance of the direct manager, etc.) 

is 4.71 out of 7 points, with a standard deviation of 1.79. Also, the overall job satisfaction average for the 

eight (8) external factors is 64.09%, while the minimum value is 45.69% and the maximum value is 

90.70%. Moreover, Table 9 shows the categorization of the extent of the instructors’ satisfaction 

considering individual external elements. Only three (3) items scored “somewhat satisfied” and the 

remaining five (5) items were about neutral. In light of the previous results, the conclusion of a low level 
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of JS among teachers in private VTE institutions in the Baabda district is confirmed concerning the 

organizational environment. 

 

Table 10. Respondents’ JS versus Organizational Environment (External Factors)  

No.  Statement Type Somewhat 

Satisfied 

high-end 

neutral 

marginally 

neutral 

1 The physical work conditions External   x 

3 One’s fellow workers External x   

5 One’s immediate boss External x   

7 One’s rate of pay External   x 

9 Industrial relations between management and 

workers in one’s firm 

External x   

11 The way one’s firm is managed External  x  

13 One’s hours of work External  x  

15 One’s job security External   x 

 

Furthermore, it is worth mentioning that the results also show that the overall mean for the external items 

is higher than the mean for the internal items. This behavior fits Bakotić’s (2016) results. Such results 

reflect that the work environment, the relationships with colleagues, and the performance of the direct 

managers among others, impact the participants’ job satisfaction more than the internal factors. The 

results obtained by Hashem, Sfeir, Hejase & Hejase (2022) confirm similar participants’ behavior 

recording a minimum satisfaction with pay, average satisfaction with the relationship between 

management and instructors in the school, and maximum satisfaction with fellow instructors. These 

items were classified as part of the affective feeling component of employee engagement which 

according to Towers Perrin (2015), “taps into whether employees have a sense of belonging and pride in 

the company” (p. 8). In conclusion for this question, results support that a positive marginal correlation 

exists between job satisfaction and the organizational environment for faculty members. 

SQ5. Is there a statistically significant relationship between job satisfaction and teachers’ demographic 

variables (like gender, age, educational level, social status, years of experience, income rate, social 

benefits, ...)? 

This question leads to the formulation of a null hypothesis to be tested.  

4.2.1 Hypothesis Testing 

The null hypothesis H0 represents a claim to be tested about certain concepts or selected features of 

society. Therefore, the main objective in hypothesis testing is to test the validity of the null hypothesis at 

a selected probability significance level, in this case, 95%, therefore, a standard error α.=5% is selected. 
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To test the hypothesis of this study, the (Spearman) test was employed to assess the extent of a 

statistically significant relationship between JS among teachers in selected private VTE institutions in the 

district of Baabda, and the teachers’ demographic variables. If the value of α>0.05, it indicates a strong 

correlation between the selected variables by rejecting the null hypotheses. 

Null Hypothesis-H0: There are no statistically significant differences in JS among faculty members due 

to demographic variables (i.e., sex (gender), educational level, social status, years of 

experience, and average income). 

 

Table 11. Testing the Relationships between JS and Gender; Marital Status 

Sex Frequency Mean Standard Deviation P-value 

Male 83 4.57 1.152 0.195 

Female 117 4.79 1.161 

Marital Status     

Single 84 4.61 1.057 0.347 

Married 116 4.76 1.228 

 

Table 11 shows that there is no statistically significant relationship between the general mean of JS and 

gender (P=0.195>α=0.05). Thus, the hypothesis that there are no statistically significant differences in JS 

among teachers attributable to gender is confirmed. Vrontis, El Chaarani, El Nemar & Yamak (2019) 

obtained a similar result. 

Also, Table 10 shows that there is no statistically significant relationship between the general rate of JS 

and social (marital) status (P=0.347>α=0.05). Thus, the hypothesis that there are no statistically 

significant differences in JS among teachers due to social status is confirmed. 

 

Table 12. Testing the Relationship between JS and Academic Level 

Educ. Frequency Mean Standard Deviation P-value 

Ph.D. 7 5..4 0.557  

 

0.505 

MS/MA 64 4.72 0.999 

Certif. 22 4.46 1.265 

BS/BA 90 4.77 1.282 

Tech. Spec. 17 4.5. 1.066 

 

Table 12 shows that the relationship between the general rate of JS and the education level has no 

statistical significance (P=0.505>α=0.05). Thus, the hypothesis that there are no statistically significant 

differences in JS among teachers attributable to education level is confirmed. 
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Table 13. Testing the Relationships between JS and Years of Experience, Salary 

Years of Exp. Frequency Mean Standard Deviation P-value 

<5 years 100 4.76 0.996  

0.489 5-10 years 50 4.74 1.209 

˃10 years 50 4.53 1.397 

Monthly Salary, USD     

 Frequency Mean Standard Deviation P-value 

<500  96 4.56 0.944  

0.207 Between 500 & 1000  75 4.77 1.321 

˃1000  29 4.96 1.327 

 

Table 13 shows the relationship between the general rate of JS and the years of experience has no 

statistical significance (P=0.489>α=0.05). Thus, the hypothesis that there are no statistically significant 

differences in JS among teachers due to years of experience is confirmed. This finding is conformant 

with the work by Castillo and Cano (2004). Similarly, Table 12 confirms there is no statistically 

significant relationship between the general rate of JS and the average monthly income 

(P=0.207>α=0.05). The hypothesis that there are no statistically significant differences in JS among 

teachers due to the average monthly income is confirmed. This result conforms to the results obtained by 

Vrontis et al. (2019). 

 

5. Conclusion and Recommendations 

This section deals with a presentation of the most prominent conclusions that have been reached, in 

addition to some recommendations and suggestions. 

First: the most important conclusions 

In the light of statistical analysis and hypothesis testing, the study reached the following results: 

• There is a low overall mean of JS for the sample surveyed, i.e., its value is 4.69 out of 7 points, with a 

standard deviation of 1.15. 

• The largest percentage of the surveyed sample is not satisfied with the wages they receive, as the 

general mean of satisfaction with wages paid was 3.83 out of 7 points, with a standard deviation of 

2.00. 

• There is a low level of JS among teachers in private VTE institutions in the Baabda district concerning 

the degree of job security, as it reached 4.13 out of 7 points, with a standard deviation of 1.91. 

• The study also showed that there are no statistically significant differences in JS among teachers due to 

demographics (gender, educational level, social (marital) status, years of experience, and income). 

5.1 Recommendations and Suggestions (with a Background to Increase Job Satisfaction) 

The teachers’ job satisfaction is one of the most important factors that affect their performance, and 

increasing job satisfaction to a higher level requires great effort and time (Al-Zoubi, 2011, p. 81). 
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Improvement requires benchmarking with best practices and following suit with known performers. This 

paper aimed to assess two main questions applied to the Baabda District: 

 How can the extent of teachers’ job satisfaction in private institutes be raised, and  

 What are the job satisfaction effects on the quality of educational services in these institutes? 

5.1.1 How Can the Extent of Teachers’ Job Satisfaction in Private Institutes be Raised? 

The best way to address the first question is to consider the external and internal factors that scored the 

lowest means and were classified as marginally neutral (see Table 4). These factors that cause 

dissatisfaction have to be prioritized to draw appropriate recommendations and at the same time consider 

the facts impacting the progress of vocational and technical schools in Lebanon. Exhibits 1 and 2 

illustrate the challenges that have been accumulating since 1999 till present. 

Exhibit 1: The main challenges facing the system (1999) 

A. Inadequate private provision of technical training.  

B. Absence of a regulatory mechanism that ensures the quality of the training offered by private 

institutions. 

C. The structure of the system of technical education and vocational training is fairly appropriate for 

long technical education, but poor for initial vocational training. 

D. The growing mismatch between the inflexible curricula currently being implemented and the 

quality needs of enterprises in all sectors.  

E. The methods and technologies used for education and training are outdated and rely on poorly 

trained teaching bodies. 

F. The refocusing of the VTE system on the production sector cannot take place without the 

involvement of social partners.  

G. Little development of continuing training. Although employers are demanding this kind of 

training, they are doing so in a fairly halfhearted way. 

H. Deficient system for monitoring certificate holders impedes the integration of certificate holders 

and blurs the match between education and employment. 

Source: European Training Foundation & Akl, J., 1999, p. 10.   

 

Exhibit 2: The main challenges facing the system (2018-2022) 

I. Access and service delivery 

    1. Students and families’ negative views toward enrollment in VTET. 

    2. Programs are not inclusive. 

    3. Continuous existence of a weak infrastructure. 

II. . Quality and relevance 

    1. The relevance of TVET to the labor market demand is weak. 

    2. Lack of more qualified trainers, staff, and supervisors. 

III. Governance and systems 

    1. No common priorities for TVET. 

    2. Centralized financing system is not planned according to actual cost-effective approaches. 

    3. Partnerships between TVET institutions with the private sector are not enough. 

Source: ILO, 2018, pp. 20-21. 
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The UNICEF–ILO, in 2017, signed a partnership with the Lebanese Government offering extensive 

consultations with various stakeholders to establish “a common roadmap for reforming the TVET system” 

(ILO, 2018, p. 20). Three main areas summarized the challenges affecting TVET’s progress observed in 

Exhibit 2. Also, one can assert that several items are still considered challenges since 1999, i.e., 

undeveloped curricula, infrastructure, poorly trained teaching staff, etc. 

Exhibits 1 and 2 demonstrate that the teaching staff is functioning under outdated systems, inadequate 

infrastructure, poor curricula, and deficient training for students due to traditional tools and technologies, 

besides the many demotivating internal and external factors that many were tested in this research. 

Consequently, the challenging intensity to increase the teaching staff’s job satisfaction is high. In 

addition, providing sound recommendations is commensurate with the private TVET institutions and the 

current leadership’s actions to implement change in the available external factors and the existing 

updated human resource departments’ readiness to boost opportunities to influence positively internal 

factors. 

Based on the results of this research, prioritization of internal factors seeking their improvement goes as 

follows: 

9. Chance of promotion                                [Marginally Neutral]    (High Priority) 

8 Opportunity to use own abilities        [High-end Neutral]       (Moderate) 

92 The attention paid to suggestions made    [High-end Neutral]        (Moderate) 

94 Job variety                                              [High-end Neutral]        (Moderate) 

The Human Resources (HR) department in private vocational and training institutions needs to provide 

transparent, clear, and structured internal promotion schemes that lead to rewarding teachers with 

high-performance opportunities for tenure or full-time jobs. Especially that recorded data show a rate of 

1 to 5 full-time (16.67%) to part-time (83.33%) distribution of the faculty across Lebanon and across 

private and public institutions (Sarah, 2021). Moreover, the HR department needs to review the “Job 

Characteristic Model” components related to job variety, empowerment, and feedback so that the 

teaching faculty have opportunities to operationalize their skills, knowledge, and abilities. This way, 

the faculty will be able to engage further and feel more appreciated leading to higher JS and 

performance (Hejase, 2019). 

On the other hand, the results related to external factors of this research showed three different 

categories of job satisfaction. Herein, these factors are labeled according to their priority for 

improvement. 

9 Physical work conditions           [Marginally Neutral] (High Priority) 

7 Rate of pay                                 [Marginally Neutral] (High Priority) 

15 Job security                                [Marginally Neutral] (High Priority) 

99 The firm’s management style    [High-end Neutral] 

94 Number of hours of work          [High-end Neutral] 

4 Fellow workers                          [Somewhat satisfied] 

5 Immediate boss                          [Somewhat satisfied] 

9 Relationships between workers  

            & management in the firm         [Somewhat satisfied] 
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Results showed that the respondents’ work status is 47.5% full-time and 52.5% part-time employees. 

Items 1, 7, and 15 resulted from the full-timers and the part-timers’ opinions. As shown in Exhibits 1 and 

2, the teaching faculty’s weaknesses are salient, especially in their career development and their 

continuous training and development. Items 1, 11, 13, and 15 are related to the HR department policies 

and the leaders’ efforts to upgrade their schools’ premises and current operating systems. However, the 

continuous crises in Lebanon and the present downturn of the political, financial, economic, and social 

capabilities (Yassin, 2020; Saoud, 2021; Barbuscia, 2021) have prevented private vocational and 

technical institutions to act proactively. Such institutions, among others, lack the necessary financial 

support causing them to limit their efforts to maintain, upgrade, and expand their work physical 

conditions, salary schemes, training and development programs, and the potential to offer the faculty 

more secure jobs. 

Items 3, 5, and 9 were labeled somewhat satisfactory by the participants in this research. These items 

depend more on the teachers-employer, teacher-administrative staff, and teacher-teacher relationships 

that are positive and governed by common societal problems leading to creating a work culture 

characterized by empathy and understanding. Therefore, leads to more job satisfaction empowered by 

humane relationships and collegiality. 

Below the researchers provide some applied methods for increasing job satisfaction in all aspects 

(external or internal). Such methods are similar to the work of ready-made, tried-and-true recipes that 

have met with success in many organizations and led to a good increase in job satisfaction rates 

(Al-Zoubi, 2011, pp. 82-96). 

I-A Program to increase social relations between co-workers 

This program aims to improve social working relationships between colleagues so that they become 

based on professional working relationships. Here are some ideas that can be applied. 

• Training employees on protocols for dealing with colleagues. This is often performed using work 

induction sessions. 

• Organizing social and group activities (special dinners and celebrating high performers). 

• Increasing employee-employee knowledge sharing. 

• Encouraging colleagues to cover each other in case one of them needs a vacation or is leaving. 

• Forming a social committee whose task is to congratulate employees on their happy occasions or 

comfort them on their painful events. 

• Forming a social solidarity fund to which the institution should contribute. 

II-A Program to improve the quality of relations between teachers and administrators. This leads 

teachers to more enthusiasm and dedication to work considering the qualities of committed and 

dedicated faculty members (Todea et al., 2022). 

• Provide a transparent, just, and fair system. The worst thing that can cause a grudge is the lack of a sense 

of nonbias, justice, and fairness. 

• Creating an appreciative culture. 

• Paying attention to the employees’ needs and meeting them as much as possible. 

• Consultation with employees before starting implementation. 

• Not to resort to sanctions only after exhausting other options. 

• Good listening to their opinions and suggestions. 
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III-A program for improving physical working conditions 

Usop et al. (2013), Vrontis et al. (2019), and other researchers have indicated that individuals who work 

in a comfortable work environment have higher rates of job satisfaction. Some ideas for improving the 

physical work environment are: 

• Having enough space to perform the work. 

• Availability of good ventilation that allows normal breathing. 

• The presence of moderate temperature in the work environment. 

• Furniture and work tools should be compatible with human specifications and standards. 

• Provide appropriate lighting. 

IV-A program to increase the sense of justice for wages 

The salary increase does not achieve job satisfaction except on a temporary basis since the effect almost 

fades out within four years (Chamberlain, 2017; Diriwaechter & Shvartsman, 2018; The University of 

Basel, 2018). An employee quickly gets used to the new allowance and begins to complain about the lack 

of wages again. Organizations should seek to achieve a sense of wage fairness and not satisfaction with 

wages. 

Suggestions include 

• If the organization’s wages are higher than its counterparts, focus on this matter and highlight it to all 

employees in a clear and simplified manner. 

• If, on the other hand, the organization’s wages are slightly less than their counterparts, the focus must be 

placed on other aspects that may be beneficial to the employee or worker and are not available in other 

organizations. 

• If the wages are significantly lower in comparison to similar organizations, it is better to increase wages 

since it is difficult in such cases to build a positive comparisons. 

V-A Job Security Increase Program 

Employees who work in an environment where they feel they are subject to dismissal without warning or 

for trivial reasons are often frightened and dissatisfied employees. “It is the culture and values of the 

organization, followed closely by the quality of senior leadership and the career opportunities at the 

company” (Chamberlain, 2017, para 5). Research by Nemteanu, Dinu & Dabija (2021) indicates that 

unstable and fearful individuals have a poor commitment and low satisfaction even if their wages are 

high: 

Some ideas to be applied are the following: 

• The employee must be aware of a transparent, clear, and simple system for dismissal and termination of 

services. 

• The power of dismissal must not be linked to one person. It must take place in stages because this gives 

a feeling that there is an institutional presence at work and that the dismissal is not based on personal 

whims. 

VI-An increasing feedback program at work 

The concept of feedback refers to employees obtaining information about their performance and the 

opinion of others on how they performed the required tasks (Robinson, 2022). Suggested ideas are: 

• Emphasis should be placed on giving positive and negative feedback and not only the negative ones. 

• In the event of negative feedback, feedback on performance should be given in a friendly manner and 

appear in the form of advice or recommendation, especially the first time that a note of this kind is 

given on the employee’s performance. 
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• Make sure that the positive comments are public and the negative comments are private between you 

and the employee only because your goal is reform and not punishment. 

• Encourage colleagues to give feedback on their colleagues’ performance. 

5.1.2 What Are the Effects of the Teachers’ Job Satisfaction on the Quality of Educational Services in 

these Institutes? 

According to UNESCO (2014), “good quality education and training for all depend upon the provision of 

sufficient numbers of trained teachers, incentivizing them to make a long-term commitment, and 

deploying them to those areas and learners that need them most” (p. 22). Therefore, having motivated 

and incentivized teachers or faculty members will impact the quality of education. For example, Gkolia, 

Belias & Koustelios (2014) contend that teaching faculty who have job satisfaction, who are 

professionally capable, and who feel they possess enough management, organization, and good 

performance in their teaching endeavors, will perform better with students. In addition, Budhathoki 

(2021) asserts “teacher satisfaction is useful for the school effectiveness and development… When the 

teachers are satisfied with all the aspects within their workplace, only then they would be able to provide 

a significant contribution in efficiently performing their job duties” (p. 85). 

Moreover, increasing job satisfaction for vocational teachers with several activities for example, “job 

transfer to different convenient locations, peer assistance, continuous educational training, refreshing and 

elevating their knowledge, skills, ability, and experience” (Daryanto, 2016, p. 239) will increase their 

commitment to perform their existing professional jobs. Consequently, students will benefit from their 

teachers’ knowledge, experience, and positive attitude to share job networks and connections in the 

marketplace. As marked by Rivera (2021), “The efficiency of teachers contributes to the success of the 

school’s goals since the teachers will exert more effort in achieving their work responsibilities, which 

promotes quality education” (p. 159). 
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