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I. Introduction

Job satisfaction consists of feelings and attitudes one has about one’s job .Two approaches have been proposed to conceptualize it. The first is the global approach, which considers overall job satisfaction. The second is the facet approach which considers job satisfaction to be composed of feelings and attitudes about a number of different elements or facets of a job (satisfaction with salary, type of work itself, working conditions, type of support, policies & procedures, opportunity for promotion and advancement, etc.) and considers each separately. (Riggio, 1996).

 Employee satisfaction has probably been the most often-researched work attitude in the organizational behavior literature. Despite such extensive study, many causal relationships concerning antecedents to and consequences from job satisfaction are still open to question (Cranny, Smith, & Stone, 1992). Locke (1976) noted three "schools" of thought about causes of job satisfaction: physical-economic, social, and nature of work. The physical-economic approach emphasized adequate physical working conditions. The social approach focused on the importance of effective supervision and cohesive work groups. The nature of work perspective emphasized employees feeling satisfied due to mentally challenging tasks and work-related variables like job characteristics, task responsibilities, workload, perceived control over procedures, etc. Agho, Mueller & Price, (1993) also confirm that to better understand factors influencing job satisfaction; one has to study the combined effects of environment, job characteristics, and personality variables. In their study on the determinants of job satisfaction, they reported that employees are less satisfied with their jobs when they have alternate jobs, when they do not have information needed to perform tasks adequately, and when they receive incomplete requests from their supervisors. Satisfied employees work with friendly people, are fairly rewarded, have opportunities for mobility within organization, and work for supervisors who actively assist their subordinates to address job-related problems. Workplace satisfaction is not only a function of various work-related aspects, but it can also be influenced by a variety of demographic variables such as gender, age, and educational level of the employee. However, research has revealed that demographic variables are not highly related to job satisfaction (r=.10-.25, on the average), and their inclusion does not substantially increase the power of model (Agho et. Al., 1993). In this study, demographic variable correlations with overall satisfaction items ranged between .5-.25.

Of interest here is a survey on workplace satisfaction conducted on the private and public sectors in Canada (Goldfarb, 1999). The survey revealed that the top five most important factors that influence job satisfaction have more to do with interpersonal relationships (quality of decision makers, communication and relations between managers and employees), atmosphere at the workplace (work ethic, level of innovation and physical environment) and sense of personal achievement (personal growth opportunities and level and range of responsibility) than it  has to do with attributes that can be measured (amount of time off, benefits, work hours and salary). In fact, these more quantitative attributes seemed to be least important in determining an employee's level of satisfaction with their job. 

From the above, one can conclude that job satisfaction is a complex, dynamic, interactive process. To better understand the factors influencing it, the combined effects of environment, job characteristics, personality, and demographic variables should be studied. A higher percentage of the variance of job satisfaction (57%) can then be explained (Agho, et. Al., 1993). A model that includes one or two of the variables only will explain 20-25% of the variance. In this study, only demographic variables were investigated. Their overall correlation with job satisfaction amounted to 35% explaining around 13% of the variance only.   

II. Survey Findings

This section will report overall findings of the study. Subsequent sections will report and discuss findings by demographic variables studied, age, education, gender, years of working at AUB and grade level. The findings will be detailed by item, by subscale and by demographic variable. The results will be also be discussed in context of literature in of the field and in light of similar surveys to assess their similarity/dissimilarity with current findings in the field.  

Overall, AUB employees are more satisfied (54%) than dissatisfied (29%). A higher percentage (37%) is also more satisfied with general conditions and climate than dissatisfied (33%). However, they are most dissatisfied with communication and planning (52% vs. 22%), and then with benefits and rewards (49% vs. 28%). This finding is in congruence with research on large firms, where results revealed that least satisfying aspects of working at a large firm (like AUB) are relations and communications between management and employees. In addition, benefits and rewards seem to be of more significance in these kinds of organizations than in small firms (Goldfarb, 1999).

There were significant differences in job satisfaction between employees of both sexes and of varying ages, educational levels, grade levels and years of working at AUB. There were clear trends by age (positive linear relationship), years of working at AUB (curvilinear relationship) and by education and grade levels (negative relationship). Differences by gender were less conclusive, on many items there were no differences, on some females had higher satisfaction; while on others they were less satisfied. These findings are corroborated by research findings reported in the literature of job satisfaction. Although the literature reports cross cultural differences, they are more in the magnitude of job satisfaction, in expectations, and in freedom to express one’s opinion than in effect of various demographic variables on job satisfaction (Riggio, 1996).

A. Age

1. General Conditions and Climate 

Significance differences on items 1-3 & 5-9, highest on 1, 2, 5 and 8.

· # 1 (AUB provides an atmosphere that encourages me to do my best work), lower % of employees under 25 years of age (35%) agree than employees above 25 years of age  (25-64) ( 43-67% and the oldest employees (55-64) have the highest % of agreement (67%) on this issue.

· # 2 (I am proud to work at AUB), lower % of employees under 34 years of age (78%) agree than employees above 34 years of age (35-64) ( 87-93%, and the employees (45-54) have the highest % of agreement (93%) on this issue.

· # 3 (I often feel too much stress and pressure in my job), least stress is felt by employees of age (35-44)(28%, stress seems to increase with younger age group (68-73%)

· # 5 (satisfaction with physical work conditions), lower % of employees under 25 years of age (21%) agree than employees above 25 years of age (25-64) ( 29-59% and the oldest employees (55-64) have the highest % of agreement (59%) on this issue. As the age level of the employees increases, the degree of agreement increases 21-59%.

· # 6 (AUB is ethical in its dealings), lower % of employees under 25 years of age (41%) agree than employees above 25 years of age (25-64) ( 45-64% and the oldest employees (55-64) have the highest % of agreement (64%) on this issue.

· # 7 (in my area, quality is more important than productivity), lower % of employees under 25 years of age (46%) agree than employees above 25 years of age (25-64) ( 54-66% and employees of age (45-54) have the highest % of agreement (66%) on this issue.

· # 8 (I feel a great deal of loyalty towards AUB), lower % of employees under 25 years of age (72%) agree than employees above 25 years of age (25-64) ( 79-94% and employees of age (45-54) have the highest % of agreement (94%) on this issue.

· # 9 (I have the authority to use my judgment to solve problems related to my job), lower % of employees under 25 years of age (41%) agree than employees above 25 years of age  (25-64) ( 42-65% and the oldest employees (55-64) have the highest % of agreement (65%) on this issue. As the age level of the employees increases, the degree of agreement increases 41-65%.

2. Management 

Significance differences on item 15.

· # 15 (My supervisor provides me with on going guidance), lower % of employees under 25 years of age (48%) agree than employees above 25 years of age  (25-64) ( 47-56% and the oldest employees have the highest % of agreement (56%) on this issue.

3. Policies and Procedures 

Significance differences on items 18-23e, highest on 23 b, c & e.

· # 18 (Work procedures encourage co-operation and effectiveness across work groups), lower % of employees under 25 years of age (45%) agree than employees above 25 years of age  (34-64) ( 52-63% however employees of age 25-34 and the oldest employees have the highest % of agreement (63%) on this issue.

· # 19 (In my department, policies interfere with my ability to do my job well), except for the oldest age group ( ( 55)that had low % of agreement (28), nearly all age groups had quite similar and moderate (42-47%) agreement.

· # 20 (I am well-informed of policies and procedures related to my work), nearly all groups had high and positive agreement ( ( 60), the oldest group had highest.

· # 21 (I am satisfied with AUB’s Human Resources policies), nearly a third of the employees are dissatisfied with policies and procedures and they are mostly in younger age groups.

· # 22 (The communication of AUB’s policies is clear), lower % of employees 25-34 years of age agree (35%) than employees of age 34-44 & 55-64 years ( (53-58%). 

· # 23 (Overall, AUB’s policies and procedures are

· Clear, older employees, in general, have a higher % of agreement on this issue.

· Easy to use, higher percentage of younger employees ( ( 34) seem to disagree with this statement (41-45%).

· Flexible, nearly half the employees younger than 55 disagree with the statement.

· Up-to-date, the up-to-datedness of AUB’s policies & procedures is less of a problem. A significantly higher % of employees especially among older group agree with the statement.
· Helpful to me, younger employees ( ( 34) do not find policies & procedures helpful.

In general, AUB’s policies & procedures are viewed less favorably at by younger age groups. They believe they interfere with their work, are not flexible or helpful. The policies and procedures are, however, clear to them. 

4. Communication and Planning 

Significance differences on items 24-26, 28-34 and 36-44, highest on 29, 40 and 42.

· # 24 (AUB leadership has a clear vision of the future), younger employees ( ( 44) seem to have low agreement with this statement (28-33%) vs. 42-54% for older ones.

· # 25 (AUB has gone through significant beneficial changes over the last few years), most of the employees (42-55%) of all age groups seem to agree.

· # 26 (AUB leadership helps employees adjust to change), 40-47% of employees ( ( 54) disagree with this statement. Even oldest age group, 39% only agree.

· # 28 (AUB leadership is responding to important internal issues), lower % of employees under 44 years of age (24-27%) agree than older employees 39-46%. 

· # 29 (I understand AUB’s mission), AUB’s mission is well understood by most of the group especially the older ones.

· # 30 (I am encouraged to come up with new ideas and better ways of doing things), in general, younger employees ( ( 34) agree less with this statement. About 50% of older employees agree.

· # 31 (Managers place a high level of trust in their subordinates), except for the oldest age group, less than a third of employees agree with this statement.

· # 32 (Managers at all levels work together to achieve organizational goals), less than a third of all employees agree. A slightly higher percentage (41%) among oldest age group.

· # 33 (I believe I am not at risk by challenging rules), higher percentage believe that they are at risk especially among younger age group.

· # 34 (Our organization structure helps us to operate efficiently), lower % of employees under 25 years of age (30%) agree than employees above 25 years of age (25-64) ( 37-62% and the oldest employees (55-64) have the highest % of agreement (62%) on this issue. As the age level of the employees increases, the degree of agreement increases 30-62%.

· # 36 (I receive the information needed to be effective in my job), most of employees 53-67% agree that they are receiving adequate information.

· # 37 (I have the authority I need to do my job well), most of employees agree 46-74%. The oldest age group has significant higher percentage.

· # 38 (Management seeks input from all levels of organization), on the average, only a third of employees agree with older ones showing a slightly higher percentage.

· # 39 (I have a clear understanding of my department’s goals and priorities), most of employees agree (63-79%) with older ones showing a higher percentage.

· # 40 (AUB management is genuinely concerned about its employees), except for the oldest age group, most of employees disagree with the statement (45-58%)

· # 41 (AUB management treats employees with respect), higher % of disagreement among younger groups ( ( 34). Even with oldest group, it does not exceed 57%.

· # 42 (AUB management respects individual differences), younger groups are equally divided on this issue. Percentage of agreement increases with age.

· # 43 (I have the resources (people, money, materials, equipment, etc..) necessary to do my work effectively), except for the oldest group, most of employees disagree (41-44%).

· # 44 (Manag. allocates resources I need in a timely manner), except for the oldest group, most of employees disagree (40-45%).

In general, younger employees ( ( 34) seem to be most dissatisfied with leadership, feel they are not given opportunity to come up with new ideas, and that they are not treated with enough respect.

All agree about significant changes AUB has gone through lately, and have a clear vision of AUB’s mission statement and their department’s goals. They concede that they have adequate information to be effective in job, and have authority. A high percentage believe that AUB  leadership doesn’t help in adjustment process, and does not place high level of trust in its employees and doesn’t work collaboratively or seek input to achieve organizational goals, and that AUB management is not genuinely concerned about its employees.

5. Training and Development 

Significance differences on item 46.

· # 46 (Employees are encouraged to continue their education and development), lower % of employees under 34 years of age (38-40%) agree than older employees 45-60% and the oldest employees (55-64) have the highest % of agreement (60%) on this issue. As the age level of the employees increases, the degree of agreement increases 38-60%.

6. Benefits and Rewards 

Significance differences on items 50-58, highest on 50-52 & 54.

· # 50 (Fairness of the pay you get for the work), high dissatisfaction with fairness of pay (54-84%) especially among younger employees (76-84%).

· # 51 (AUB’s total benefits package), moderate dissatisfaction with benefits package decreasing with age.

High dissatisfaction on items 52,53,54,56 & 58 decreasing with age.

7. Teamwork and Coordination 

Significance differences on items 60-61 & 63, highest on 63.

· # 60 (The team cooperation in your work environment), moderate satisfaction, ranging between 49-66% increasing with age.

· # 61 (The professionalism of the people with whom you work), moderate to high satisfaction 53-65% increasing with age.

· # 63 (The support from other AUB departments that you need to do a good job), relatively low satisfaction (25-31) for all employees of all ages except the oldest group (45%).

In general, satisfaction with team co-operation & professionalism of people is moderate except there is a lower satisfaction with support from other AUB departments. An increased satisfaction with age is observed on all items.

8. Overall Evaluations 

Significance differences on items 64-71, highest on 64-65 & 70.

· # 64 (How satisfied are you with AUB as an employee?), young employees ( ( 34) are moderately satisfied with AUB (41-43%) and this satisfaction sharply increases with age (39-73%)

· # 65 (How satisfied are you with General Conditions and Climate at AUB?), satisfaction with general conditions and climate is lower, ranging (30-50) and increasing with age

· # 66 (How satisfied are you with AUB Policies and Procedures?), satisfaction with policies and procedures is also low (27-36) increasing with oldest groups to 48%.

· # 67 (How satisfied are you with Training and Development at AUB), satisfaction with training and development is also low (28-37) increasing with oldest group to 48%.

· # 68 (How satisfied are you with management at AUB), satisfaction with management is low for all age groups (22-38%)

· # 69 (How satisfied are you with Communication and Planning at AUB), satisfaction with communication and planning is low for all age groups (19-37%)
· # 70 (How satisfied are you with AUB Benefits and Rewards), satisfaction with benefits and rewards is very low for all age groups (14-33%) with a moderate satisfaction for the oldest group (46%)

· # 71 (How satisfied are you with Teamwork and Coordination at AUB), satisfaction with teamwork and coordination is moderate (32-55%) increasing with age.
Overall, there is an increasing satisfaction on all items by age. AUB employees are moderately to highly satisfied with working at AUB, and with teamwork and coordination. They are highly dissatisfied with benefits and rewards, with communication and planning and with management. Their satisfaction with general conditions and climate, policies and procedures, training and development are relatively moderate (30-40%).

Age has shown to be consistently and positively related to job satisfaction. In a survey of 19 studies, Spector (1997) reports a mean correlation of .22 between age and job satisfaction. While Bowen & Keyser (1999) report a .26 correlation. In this study it ranged between .15-.22 on overall items. Older workers are more satisfied because they are more accepting of authority and expect less from their jobs. In addition, over time, people have sunk investments from their jobs (pension, rewards) and these increase satisfaction. Also, with time, people adapt to job by adjusting their expectations to be more realistic so they are happier with less as they get older.

Lee & Wilbur (1985) explain young workers lower levels of job satisfaction by the fact that the kind of tasks they perform lacking skill variety and task significance lead to reduced intrinsic job satisfaction. Young workers need independence, responsibility, variety, work challenge, creativity and ability utilization in order to experience job satisfaction, and these job characteristics are not usually available in young people’s jobs. Older employees are better able to adjust their expectation to returns work can provide. They gain esteem by virtue of time on the job and so higher job satisfaction.

B. Gender

1. General Conditions and Climate 

Significance differences on items 1-3 & 5-8, highest on 7 and 8

· # 1 (AUB provides an atmosphere that encourages me to do my best work), lower % of female 46% agree than male 54%

· # 2 (I am proud to work at AUB), slightly lower % of female 82% agree than male 86%

· # 3 less stress felt by male 63% while high % or (72) of females find job stressful

· # 5 (satisfaction with physical work conditions), higher % of male 56% disagree than female 51%

· # 6 (AUB is ethical in its dealings), lower % of female 46% agree than male 54% 

· # 7 (in my area, quality is more important than productivity), lower % of female 52% agree than male 65% 

· # 8 (I feel a great deal of loyalty towards AUB), lower % of female 82% agree than male 89% 

In general, slight differences between male and females with females experiencing lower satisfaction and higher stress on general conditions and climate.

2. Management 

· Both males and females have similar views of management and there was a slight difference on item # 11 (My supervisor keeps me informed about what’s going on), where a slightly lower % of male 48% v.s. 50% agreed.

3. Policies and Procedures 

Significance differences on items 20 & 22-23 a & c, highest on 22 & 23 c.

· # 20 (I am well-informed of policies and procedures related to my work), lower % of male 62% agree than female 67%

· # 22 (The communication of AUB’s policies is clear), lower % of male 37% agree than female 45%

· # 23 (Overall, AUB’s policies and procedures are)

· Clear, lower % of male 49% agree than female 56%

· Flexible, lower % of female 23% agree than male 30%
In general, slight differences between male and female, and more females exhibit higher satisfaction/agreement than males.
4. Communication and Planning 

Significance differences on items 27,29-30,34-35,38,40-44, highest on 35 & 42.

· # 27 (AUB leadership is responding to important external issues), lower % of male 31% agree than female 33%

· # 29 (I understand AUB’s mission), lower % of female 58% agree than male 64%

· # 30 (I am encouraged to come up with new ideas and better ways of doing things), lower % of female 45% agree than male 50% 

· # 34 (Our organization structure helps us to operate efficiently), lower % of female 35% agree than male 45%

· # 35 (Management keeps me informed of its plans and goals), lower % of male 23% agree than female 25%

· # 38 (Management seeks input from all levels of organization), lower % of male 31% agree than female 33%

· # 40 (AUB management is genuinely concerned about its employees), lower % of female 25% agree than male 31%

· # 41 ( AUB management treats employees with respect), lower % of female 38% agree than male 47%

· # 42 (AUB management respects individual differences), lower % of female 38% agree than male 49%

· # 43 (I have the resources(people, money, materials, equipment, etc..), lower % of female 34% agree than male 40%

· # 44 (Manag. allocates resources I need in a timely manner), lower % of female 30% agree than male 37%

Significant differences with females feeling more that the organization structure doesn’t help them to operate efficiently or to come up with new ideas, that management is not genuinely concerned about employees or treats them with respect, and that they have less access to resources.

5. Training and Development 

· Significance differences on item 46.

· # 46 (Employees are encouraged to continue their education and development), lower % of male 42% agree than female 45%

Nearly similar views on this aspect by both males and females.

6. Benefits and Rewards 

· Significance differences on items 50, 52-55, and 58-59, highest on 52 & 54.

· # 50 (Fairness of the pay you get for the work), lower % of male 66% are satisfied than female 71%

· # 52 (Degree to which your pay is linked to your performance), lower % of male 59% are satisfied than female 69%

· # 53 (Amount and frequency of informal praise and appreciation you receive), lower % of male 49% are satisfied than female 55% 

· # 54 (Degree to which your pay matches your responsibilities), lower % of male 54% are satisfied than female 65%

· # 55 (The effectiveness of AUB’s performance appraisal process), lower % of male 51% are satisfied than female 56%

· # 58 (Availability of opportunities for advancement at AUB), lower % of male 51% are satisfied than female 59%

· # 59 (Adequacy of retirement benefits), lower % of male 34% are satisfied than female 35%

Significant differences on a number of items with females showing, in general, higher satisfaction with benefits and rewards than males.

7. Teamwork and Coordination 

· Significance differences on item 61.

· # 61 (The professionalism of the people with whom you work), lower % of male 26% agree than female 30%

Mostly non-significant gender differences.

8. Overall Evaluations 

· Significance differences on items 64, 69-71, highest on 64.

· # 64 (How satisfied are you with AUB as an employee?), lower % of male 25% agree than female 35%

· # 69 (How satisfied are you with Communication and Planning at AUB), lower % of female 49% agree than male 54%

· # 70 (How satisfied are you with AUB Benefits and Rewards), lower % of male 43% agree than female 58%
· # 71 (How satisfied are you with Teamwork and Coordination at AUB), lower % of male 40% agree than female 41%
Unclear differences, females are more satisfied with AUB and with benefits and rewards, but are less satisfied with communication and planning.

Investigation of gender differences did not reveal a clear trend. On many items non-significant differences were the trend and males and females held similar views. However, females seemed to be less satisfied with certain general conditions (job stress) and with communication and planning. They were happier with benefits and rewards and their overall rating of AUB was higher. These findings are congruent with research findings that confirm inconsistent results across studies. (Spector,1997). Nearly same level of satisfaction is found and sometimes females are higher although males and females do not occupy same level of jobs. This sort of equivalent job satisfaction despite nonequivalent job conditions can be attributed to the following:

· Different expectations, women expect less and they are satisfied with less.

· Different values, especially in reward distribution. They view rewards as more fair than men do. (Spector, 1997). Women also see their work as less central than men and their interpersonal work environments to be more important. (Rosener, 1990).

To summarize, gender differences in job satisfaction used to be more significant. They have largely disappeared since 1980s and demographic changes like type of positions now held by females may account for current similarities in job satisfaction. (Smiths, Smits & Hoy, 1998). This trend is also evident here as correlations between gender and overall ratings ranged only between 5-7%. So in general, job satisfaction is not highly linked to the sex of the employee. However, work attitudes should not be automatically pooled but should be thoroughly analyzed by sex before pooling them as valuable information may be lost, as in this present case. Some differences were revealed on important aspects of work environment.

C. Education

1. General Conditions and Climate 
Significance differences on items 1 – 9, highest on 5 & 6.

· # 1 (AUB provides an atmosphere that encourages me to do my best work), significant difference between those with secondary certificates and those who completed college & graduate work on this issue. Majority of first group agrees (57-63%) while only around 40% of second group favor atmosphere at AUB.

· #2 (I am proud to work at AUB), unanimous agreement on this item with slightly lower percentage (75%) for more educated employees.

· #3 (I often feel too much stress and pressure in my job), stress is felt by considerable percentage of employees of different educational levels (59-71%), and it is more so with employees of higher education.

· #4 (I am given challenging assignments), moderate agreement by all educational levels (30-50%), slightly rising with more educated employees.

· # 5 (I am satisfied with the physical work conditions), in general very low agreement with this item (25-44%) with employees of lower educational levels showing significantly lower dissatisfaction with physical work conditions.

· # 6 (AUB is ethical in its dealings), a good percentage (60-65%) of employees with lower education agree that AUB is ethical in its dealings, while the proportion significantly drops to 34-41% with more educated employees. 

· # 7 (In my area, quality is more important than productivity), higher and good percentages (67-72%) of employees with lower educational levels of agreement with this item with the percentage dropping to 47-52% with more educated employee.

· # 8 ( I feel a great deal of loyalty towards AUB), all agree on this item ranging from 94% of the some HS employees to 75% of the Graduate school employees.

· # 9 (I have the authority to use my judgment to solve problems related to my job), a higher percentage (54-61%) of the more educated employees feel they have authority to do job versus (46-47%) for lower educated employees.

In general, employees with lower educational levels are more satisfied with atmosphere AUB provides, feel less stress and believe AUB is ethical in its dealings. However, they’re less satisfied with physical work conditions, and lower percentages of them are given challenging assignments or have authority to use their judgment in solving problems.

2. Management

Significance differences on items 14, 15 and 17, highest on # 15 

· # 14 (My supervisor is competent managing people): 67% of the less educated versus 46% of the highly educated employees agree with this item.

· #15 (My supervisor provides me with ongoing guidance), similar agreement on this item by a good percentage (50-55%) of employees of different educational levels, except for those at extremes, i.e., less than high school (22%) and graduates (36%)

· # 17 (My supervisor is competent in performing required job functions): 69% of the lower educated employees versus 57% of the highly educated agree with this item.

Insignificant differences between employees of different educational levels on most of management items. Where differences exit, employees with lower educational levels exhibit higher agreement.

3. Policies and Procedures
Significance differences on items 18, 19,23c, d, & e, highest on 23a and c.

· # 18 (Work procedures encourage co-operation and effectiveness across work groups): mostly disagree at all levels from low educated to highly educated, 62% to 41% respectively.

· # 19 (In my department, policies interfere with my ability to do my job well) low and high educated agree equally (35% and 38% respectively), higher agreement among college and comp. college employees (63% and 49% respectively).

· # 23c (Overall, AUB’s policies and procedures are a: Flexible)

· 33% and 32% of the low educated versus 19% and 4% of the highly educated employees agree with this item. In general, low agreement among all decreasing with higher education.

· 23.d (Up-to-date), most of employees of differing educational levels exhibit low agreement on this item (26-33%) except for those who completed high school (49%)

· 23. e (Helpful to me), low agreement on this item by employees of differing educational levels (17-27) except for those who completed high school.

Significant differences between employees of differing educational levels on only few of policies and procedures items. Low agreement on effectiveness of work procedures & policies and on their flexibility, up-to-datedness and helpfulness to employees.

4. Communication and Planning
Significance differences on items 26, 28- 37, 39 – 44, highest on 34, 36 and 44.

· # 26 (AUB leadership helps employees adjust to change): 38% and 34% of the some HS and comp. HS agree with this item, whereas only 26% and 16% of the comp. College and Graduate school employees agree. Moderately low % agrees decreasing with higher education

· #28 (AUB leadership is responding to important internal issues): 36% of the some HS and 33% of the comp. HS agree with this item, whereas only 28% of the comp. College and 20% of graduate school employees agree. View of leadership response to internal issues is relatively low decreasing with higher education.

· # 29 (I understand AUB’s mission): Only 11% of the low educated employees agree, while all other groups have a fairly good idea (56-62%) of the mission
· # 30 (I am encouraged to come up with new ideas and better ways of doing things): Only 14% of the some HS and 13% of the comp. HS agree with this item while 42% of the comp. College and 41% of the graduate school employees agree.

· # 31 (Managers place a high level of trust in their subordinates), a third of employees from all educational levels agree while 20% of the graduate school employees agree with this item. A relatively low agreement rate.

· # 32 (Managers at all levels work together to achieve organizational goals): 34% of the low educated employees agree while only 11% of the highly educated agree with this item.
· # 33 (I believe I am not at risk by challenging rules):  32% of the low educated employees agree while only 24% of the highly educated employees agree with this item. A low agreement rate.
· # 34 (Our organization structure helps us to operate efficiently): 27% and 21% of the low and highly educated employees agree with this item, while 50% and 31% of the comp. HS and comp. college employees agree. In general, low agreement with this item.

· # 35 (Management keeps me informed of its plans and goals): 48% of the low educated employees agree while only 21% of the highly educated employees agree with this item.

· # 36 (I receive the information needed to be effective in my job): 23% of the low educated employees agree while 34% of the highly educated employees agree with this item.

· # 37(I have the authority I need to do my job well): only 24% of the low educated employees agree with this item while 51% of the highly educated agree.
· # 38 (Management seeks input from all levels of organization): 39% of the low educated employees agree while only 24% of the highly educated agree with this item.

· # 39 (I have a clear understanding of my department’s goals and priorities):  Only 16% of the low educated employees agree with this item while 66% of the highly educated employees agree.

· # 40 (AUB management is genuinely concerned about its employees): 45% of the low educated employees agree with this item while only 16% of the highly educated employees agree.

· # 41 (AUB management treats employees with respect): 33% of the low educated and 27% of the highly educated agree with this item.    

· # 42 (AUB management respects individual differences): Only 28% of both low and highly educated employees agree with this item, while 50%, 44% and 39% of the comp. HS, some college and comp. college agrees with this item.
· #43 (I have the resources necessary to do my work effectively): 36% of the low educated employees agree with this item, while only 18% of the highly educated agree.

· # 44 (Manag. allocates resources I need in a timely manner): 36% of the low educated employees agree with this item, while only 18% of the highly educated employees agree.

Significant differences on many of the items by educational level. Low agreement on many of the items decreasing with higher educational levels. Employees with lower educational levels, have a poor understanding of AUB’s mission and their department’s goals, do not receive information needed to be effective in their jobs, and are afraid to come up with new ideas and better ways of doing things and do not have the authority they need. Very low agreement for graduates (faculty) on most of items.

5. Training and Development
Significant differences on items # 47, and 48, highest on 47.

· # 47 (My supervisor helps me decide what training I need): Only 4% of the low educated employees agree with this item, while 38% of the highly educated agree.

· # 48 (Training courses that meet my needs are available on a timely basis): 44% and 43% of the low and highly educated employees agree respectively on this item, while only 31%, 23% and 21% of the comp. HS, some College and comp. college employees agree.
6. Benefits and Rewards
Significant differences on items # 52, 53, 54, 55, 57, 58 & 59, highest on # 54.

· # 52 (Degree to which your pay is linked to your performance), high degree of dissatisfaction among employees of all educational levels (53-73%), increases with education.

· # 53 (Amount and frequency of informal praise and appreciation you receive): 42% of the low educated are satisfied with this item versus 21% of the highly educated.

· # 54 (Degree to which your pay matches your responsibilities): 47% of the low educated employees are dissatisfied versus 68%-71% of the highly educated employees.

· # 55 (The effectiveness of AUB’s performance appraisal process): 46% of the low educated are dissatisfied versus 65% of the highly educated.
· # 57 (Degree of overall job security at AUB): 61% of the low educated are satisfied with this item versus 46% of the highly educated.

· # 58 (Availability of opportunities for advancement at AUB): good percentage of employees of different educational levels is dissatisfied 49-65%, with dissatisfaction increasing with higher education.

· # 59 (Adequacy of retirement benefits): 43% of the low educated employees are satisfied with this item, while percentage goes down to 23-25% with highly educated.

High degree of dissatisfaction on most of the items increasing with higher education.

7. Teamwork and Coordination
Significant differences on items 60 to 63, highest on 61.
· # 60 (The team cooperation in your work environment): All employees enjoy a relatively good degree of team cooperation ranging from 45-67% and decreasing with higher education especially graduates (45%)

· # 61 (The professionalism of the people with whom your work):a high degree of satisfaction (47-72%) decreasing with higher education.

· # 62 (The morale of the people with whom you work): moderate degree of satisfaction (33-56%) decreasing with higher education especially graduates (33%)

· # 63 (The support from other AUB departments that you need to do a good job): in general, low support felt by all employees (23-36%), decreasing with higher education.
Significant differences on all items by educational levels. Moderately high satisfaction on items 60-61 decreasing sharply with higher education, especially graduates (faculty). Low inter-departmental support felt by all and relatively low morale especially of faculty.

8. Overall Evaluations

Significant differences on # 64, 66, 67, 68, 70 & 71, highest on 64 and 70.

· # 64 (How satisfied are you with AUB as an employee?), reasonably good satisfaction with being an AUB employee (34-75%), decreasing sharply with more educated employees to reach 34% with graduates (faculty).

· # 66 (How satisfied are you with AUB Policies and Procedures), relatively low satisfaction with policies and procedures (24-41%), decreasing with more educated employees.

· # 67 (How satisfied are you with Training and Development at AUB), relatively low satisfaction with training and development (42-26%), decreasing with more educated employees.

· # 68 (How satisfied are you with management at AUB), low satisfaction with management (15-32%), decreasing sharply with graduates (faculty).
· # 70 (How satisfied are you with AUB Benefits and Rewards), relatively low satisfaction with benefits and rewards (16-43%), decreasing sharply with higher education.
· # 71 (How satisfied are you with Teamwork and Coordination at AUB), low to moderate satisfaction with teamwork and cooperation (24-49%), decreasing sharply with graduates (faculty).

Except for being satisfied as an AUB employee, AUB employees were little satisfied with policies & procedures, training & development, management, teamwork & coordination and benefits & rewards. This low satisfaction further decreased with higher education.

Significant differences in agreement/satisfaction were revealed by employees of different educational levels on most of the subscales except for management and policies & procedures. Employees with lower education had higher satisfaction that decreased with more educated employees especially graduates. The role of education as a determinant of job satisfaction was also confirmed by the significant but negative correlations obtained on this research between education and overall satisfaction rating -.27.

Agho et. al. (1993) reported a -.11 correlation. The reason for the negative correlation is that employees with greater amounts of formal education maybe dissatisfied with working on routine tasks. The more time and effort invested in preparation for work, the higher the expectations and a greater potential dissatisfaction if expectations are not met (Lee et. al., 1985). Therefore, it is important to provide all employees, especially those with higher education, with job characteristics necessary for feelings of intrinsic satisfaction like ability utilization, work challenge, creativity, independence, responsibility and variety.

D. Years Working at AUB 

1. General Conditions and Climate

By Significance differences on items 1 – 9, highest on 2 & 5.

· # 1 (AUB provides an atmosphere that encourages me to do my best work): 55% of the ( 1 year agree, 56% of the 10 to ( 20  & 66% of the ( 20 years also agree ,  while only 36% and 44% of the 1 to ( 5 years and 5 to ( 10 years agree respectively.  A reasonably good agreement (36 – 66%) for all employees revealing a U-shaped distribution.  Decreasing for first few years and then increasing. 

· #2 (I am proud to work at AUB): All employees regardless of the years working at AUB strongly agree on this item.  (73 – 93%) 

· #3 (I often feel too much stress and pressure in my job): Employees who have been working for less than one year at AUB are less stressed (52%) than the rest of the others: 73%, 64%, 70% & 65% respectively.  A relatively high degree of stress felt by nearly all employees.  (64 – 73%)   
· #4 (I am given challenging assignments):   An average agreement (47– 50%) for new and old employees decreasing to (36 – 42%) for those who have been working for 1 – 10 years.
· # 5 (I am satisfied with the physical work conditions):  After first year (33%) a decrease in agreement to (26 – 29%) and then a rise to (37 – 50%).  Physical work conditions are dissatisfying to workers 1 – 10 years (26 – 29%) 

· # 6 (AUB is ethical in its dealings): All agree almost equally on this item: 54%, 47%, 53% & 59% respectively except for the 1 to less than 5 years (38%).  The U-shaped trend is also present.

· # 7 (In my area, quality is more important than productivity):  A reasonably good agreement on this item (56 – 68%), increasing with years of service.  

· # 8 ( I feel a great deal of loyalty towards AUB):  A high level of loyalty (73  - 95%) expressed by all showing some U-shaped trend, ( 1 year 85%, 1 – 10 years (73 - 76%), (10 (90 – 95%).

· # 9 (I have the authority to use my judgment to solve problems related to my job):  A moderate degree of authority (43 – 59%) is exercised by AUB employees decreasing with employees in 1 – 10 years bracket. 

A high percentage of AUB employees with differing years of working at AUB, were proud to work at AUB, felt stress and pressure in their jobs and felt loyalty towards AUB.  A moderately percent of them liked atmosphere, thought AUB is ethical, felt that they have authority they need and thought they were given challenging assignments.  On most of the items, employees had high agreement on first year of work that decreased progressively until around the 10th year when it starts to rise again.

2. Management
Significance differences on items 10 - 17.

· # 10 (My supervisor treats me fairly):  New comers (1 year agree most 72%, then a decrease in agreement to 56 – 37% for employees 1 – 10 years followed by an increase to 64% with older employees. 

· # 11 (My supervisor keeps me informed about what’s going on):  Except for the first year employees where a high percentage agrees (70%), other employees agree to a lower extent (45 – 50%). 

· # 12(My supervisor values my views and participation): 65% of the less than one year agree on this item, while the rest agree almost equally: 49%, 52%, 54% & 57%.
· # 13(My supervisor involves me in decisions affecting my work): 58%, 46% 52% 47% and 53% of the different levels agree respectively (from less than one year to 20 year and more) on this item.  Moderate agreement by all employees.
· # 14(My supervisor is competent managing people):  67% of the less than 1 year agree with this item, 47% of the 1 to less than 5 years, 56% of the 5 to less than 10 years, 62% of the 10 to less than 20 years, and 58% of the 20 years and more.  First year employees agree to a large extent (67%) and then image of supervisor starts to fall (47%) to rise again with years working at AUB (62%).  

· #15 (My supervisor provides me with ongoing guidance):  67% of the less than 1 year agree on this item while only 51% of the 20years and more do.  

· # 16 (My supervisor is friendly and helpful):  All agree almost equally on this item but the less than 1 year agrees with it the most.

· # 17 (My supervisor is competent in performing required job functions): 73% of the less than 1 year agree with this item, the rest agree almost equally: 57%, 65%, 66% and 65%, but with a slight drop to the 1 – 5 year group.  A reasonably good percent believe in supervisors.
Mostly moderate agreement on most of the items on management scale.  Around half believe in the competency of their supervisors in that they’re being fairly treated and adequately informed, etc.  First year employees have high agreement that sharply drops with more years at AUB and then start to rise.

3. Policies and Procedures
Significance differences on items 18 – 23-e, highest on 23-e

· # 18 ( Work procedures encourage co-operation and effectiveness across work groups):  All agree almost equally on this item (47%, 41%, 42%, 47%), except for the 20 years and above who agree the most (57%). 

· # 19 (In my department, policies interfere with my ability to do my job well) all agree almost equally on this item:(43%, 44%, 43%, 42%) except the 20 years and above that least agrees with this item (37%)

· # 20 (I am well-informed of policies and procedures related to my work): 57% of the less than one year agree with the level of agreement increases as the # of years increases ending with 68% at the 20 years and above.

· # 21(I am satisfied with AUB’s Human Resources Policies)36% and 32% of the less than one-year and 20 years and above agree with this item, while for the rest the level of agreement is much less (23%, 26%, 26%).  A low level of satisfaction with Human Resources policies, U- shaped distribution too.
· # 22(The communication of AUB’s policies is clear):  A moderate percentage agrees with this item (34 – 57%), with (1 year agreeing most 57%, and 1 – 10 least (34 – 37%).

· # 23a (Overall, AUB’s policies and procedures are a: Clear): The less than 1year and 20 years and above agree the most with this item (63%, 58%), the rest agree to a lesser degree (46%, 46%, 54%).  Moderate to high agreement on clarity of Policies and Procedures.

· 23.b. (Easy to use):  The 20 years and above agree the most on this item (47%) and the 5 to less than 10 years agree the least (29%).  Moderate satisfaction of Policies and Procedures.

· 23. c. (Flexible): The 20 years and above agree the most on this item (38%), while the 1 to less than 5 years agree the least (17%).  Low satisfaction with flexibility of AUB Policies and Procedures.
· 23. d. (Up-to-date): The 20 years and above agree the most on this item (48%),  while the 1 to less than 5 years agree the least (34%).  Moderate agreement on up-to –datedness.

· 23. e. (Helpful to me): The 20 years and above agree the most on this item (46%),  while the 1 to less than 5 years agree the least (22%).  Moderate agreement on helpfulness.

Mostly moderate agreement on most of the items on management scale.  Around half believe in the competency of their supervisors in that they’re being fairly treated and adequately informed, etc.  First year employees have high agreement that sharply drops with more years at AUB and then starts to rise.

4. Communication and Planning
Significance differences on items 24, 26, 28-44, highest on 40 & 42.

· # 24 (AUB leadership has a clear vision of the future): The less than one year employees and the 20 years and above agree the most and equally on this item (42%, 43%), while the 1 to less than 5 years agree the least (28%).Moderate to low agreement on this item.

· # 26 (AUB leadership helps employees adjust to change):  29% of the less than on year agree with this item, while the 20 years and above agree the most (39%), the 1 to less than 5 years agree the least (23%).  Quite low agreement on this item with U-shaped distribution evident.  
· #28 (AUB leadership is responding to important internal issues): The less than one year employees and the 20 years and above agree the most and equally on this item (35%), the 1 to less than 5 years agree the least (24%).Equally low performance on this item (24 – 35%).

· # 29 (I understand AUB’s mission):  A reasonably good percentage of AUB employees (50-72%) of different experiences understand AUB’s mission.   

· # 30 (I am encouraged to come up with new ideas and better ways of doing things):  Higher agreement with employees who have been more than 10 years (53%), decreasing to (42%) with younger group. 

· # 31 (Managers place a high level of trust in their subordinates): The less than one year employees and the 20 years and above agree the most and almost equally on this item (37%, 39%), the 1 to less than 5 years agree the least (21%).  Relatively moderate agreement with U-shaped distribution evident again.
· # 32 (Managers at all levels work together to achieve organizational goals): The less than one year employees and the 20 years and above agree the most and almost equally on this item (37%, 32%), the others agree also equally but to a lesser degree (25%- 26%).

· # 33 (I believe I am not at risk by challenging rules): The less than one year employees and the 20 years and above agree the most and almost equally on this item (42%, 45%), the 1 to less than 5 years agree the least (25%).

· # 34 (Our organization structure helps us to operate efficiently):  the 20 years and above agree the most with this item (51%), and the 1 to less than 5 years agree the least (30%).

· # 35 (Management keeps me informed of its plans and goals):  The less than one year agree the most on this item (34%), the rest agree almost equally but less (22% - 27%).
· # 36 (I receive the information needed to be effective in my job): The less than one year employees and the 20 years and above agree the most and almost equally on this item (62%, 58%), the 1 to less than 5 years agree the least (47%).  A moderate percent of agreement, a good number of employees feel they are receiving information needed to be effective

· # 37(I have the authority I need to do my job well): The less than one year employees and the 20 years and above agree the most and almost equally on this item (58%, 63%), the 1 to less than 5 years agree the least (46%).  A good number believe they have needed authority.
· # 38 (Management seeks input from all levels of organization): The less than one year employees and the 20 years and above agree the most and almost equally on this item (36%, 39%), the 1 to less than 5 years agree the least (25%).  Lower percentage agrees on this item.
· # 39 (I have a clear understanding of my department’s goals and priorities):  the less than one year, 10 to less than 20, 20  years and above agree equally on this item (74%, 74%,76%). and the 1 to less than 5 years and the 5 to less than 10 years agree the least (60%, 63%).  A good understanding of departmental goals by nearly all (60 – 75%) exhibiting the U-shaped distribution.

· # 40 (AUB management is genuinely concerned about its employees): The less than one year employees and the 20 years and above agree the most and almost equally on this item (33%, 38%), the 1 to less than 5 years agree the least (19%).  A relatively low percentage (19 – 38%) believes in management’s concern.

· # 41 (AUB management treats employees with respect): The less than one year employees and the 20 years and above agree the most and almost equally on this item (53%, 50%), the 1 to less than 5 years agree the least (32%).  Moderate agreement on this issue.
· # 42 (AUB management respects individual differences):  the 20 years and above agree the most on this item (55%), while the 1 to less than 5 years agree the least (31%).  Moderate agreement with U-shaped phenomena.

· #43 (I have the resources necessary to do my work effectively): The less than one year employees and the 20 years and above agree the most and almost equally on this item (47%, 43%), the 1 to less than 5 years agree the least (27%), and the 5 to less than 10 and 10 to less than 20 years agree equally (37%).  Relatively moderate agreement with 5 – 10 year group exhibiting lowest.

· # 44 (Manag. allocates resources I need in a timely manner): Nearly equal agreement between employees (1 year and those who spent more than 10 years  (38 – 43%) with a lower agreement (24 – 27%) for those in 1 – 10 year groups.
Relatively good percentages understand AUB’s mission and departmental goals.  Moderate agreement on most of the items.  Significant differences on most of the items by years of working at AUB.  The U-shaped pattern is evident on nearly all items with employees with higher number of years showing greater agreement.   

5. Training and Development

Significant differences on items # 46, and 47, highest on 46.

· # 46 (Employees are encouraged to continue their education and development): The less than one year and 20 years and above agree the most on this item (48%,49%), while the 1 to less than 5 years agree the least (36%). Moderate agreement by employees of all levels.
· # 47 (My supervisor helps me decide what training I need): The less than one year and 20 years and above agree the most on this item (37%,38%), while the 1 to less than 5 years agree the least (26%).

Significant differences on only two of the items revealing moderate agreement and higher one with employees who spent more than 20 years at AUB or less than 1 year.

6. Benefits and Rewards
Significant differences on items # 50 - 57, 59, highest on # 51 & 56.

· # 50 (Fairness of the pay you get for the work you do): A high level of dissatisfaction at all levels is clearly shown on this item (61, 79, 75, 66, 57%), lowest with first year employees (61%) and those who have been more than 20 years (57%). 

· #51 (AUB’s total benefits package):  A moderate level of dissatisfaction is clearly shown at all levels (38, 50, 48, 42,34%). 

· # 52 (Degree to which your pay is linked to your performance):  A high level of dissatisfaction is shown on all levels (56, 75, 70, 61, 53%).

· # 53 (Amount and frequency of informal praise and appreciation you receive): Employees at all levels are quite dissatisfied on this item: (44, 59, 56, 49, 46%).
· # 54 (Degree to which your pay matches your responsibilities):  Dissatisfaction is quite obvious at all levels (53, 68, 60, 60, 53%).  

· # 55 (The effectiveness of AUB’s performance appraisal process): Employees that have been at AUB for less than one year are moderately dissatisfied (38%), whereas all the others show a high level of dissatisfaction (62, 59, 56, 54%).

· # 56 (Fairness and objectivity of job promotions): Employees that have been at AUB for less than one year are moderately dissatisfied (42%), whereas all the others show a high level of dissatisfaction (74, 73, 74, 62%).

· # 57 (Degree of overall job security at AUB):  A moderate level of satisfaction is shown by employees ( 20 years (41 – 53%), and a high one (68%) by those ( 20 years.

· # 59 (Adequacy of retirement benefits):  Nearly equal percentages of employees of all levels show satisfaction / dissatisfaction (30%).

In general, high dissatisfaction on most of the items of the scale with the exception of the overall job security and benefits package.  On all items, dissatisfaction is lowest with  ( 1 year and ( 20 years employees.

7. Teamwork and Coordination 

Significant differences on items 60 to 63, highest on 63.

· # 60 (The team cooperation in your work environment):  A high level of satisfaction at all levels is clearly shown (64, 50, 55, 57, 61%).

· # 61 (The professionalism of the people with whom your work):  A high level of satisfaction at all levels is clearly shown (66, 53, 52, 57, 64%).

· # 62 (The morale of the people with whom you work): A high to moderate satisfaction level at all levels is clearly shown (53, 45, 39, 47, 49%).

· # 63 (The support from other AUB departments that you need to do a good job):  The less than one year and more than 20 year employees have a moderate  level of satisfaction (42, 38%), whereas the rest have a low satisfaction level (22, 26, 28%).
Significant differences on most of the items.  Moderate to high satisfaction is revealed by employees differing years of working at AUB.  As in other scales, it reveals a definite U-shaped distribution starting high, decreasing (1 – 10 years) then starting to increase with years working at AUB(( 10 years).

8. Overall Evaluations 

Significant differences on # 64 - 71, highest on 64 and 65.

· # 64 (How satisfied are you with AUB as an employee?):  Employees that have been working for 10 to 20 and more than 20 years show a very high level of satisfaction (60, 70%), the rest show moderate satisfaction (54, 38, 44%).

· # 65 (How satisfied are you with General Conditions and Climate at AUB?):   Moderate to low satisfaction levels (41, 29, 31, 39, 45%).  Relatively low with 1 to 10 years (29 – 31%).

· # 66 (How satisfied are you with AUB Policies and Procedures?):  Low satisfaction at  all levels (36, 28, 28, 33) except for the above 20-year employees where it becomes moderate satisfaction (40%).  

· # 67 (How satisfied are you with Training and Development at AUB): Low satisfaction at levels ( 1 ( 20 ( 26, 28, 33),  for the above 20 year employees it becomes moderate satisfaction (40%).  
· #  68 (How satisfied are you with  management at AUB): Employees that have been working for 10 to 20 and more than 20 years show a moderate level of satisfaction (37, 33%), the rest show low satisfaction level (19, 22, 25%).

· # 69 (How satisfied are you with Communication and Planning at AUB?): Employees that have been working for 10 to 20 and more than 20 years show moderate level of satisfaction (32, 30%), the rest show low satisfaction levels (13, 19, 23%).

· # 70 (How satisfied are you with AUB Benefits and Rewards?): Employees that have been working for 10 to 20 and more than 20 years show moderate level of satisfaction (33, 34%), the rest show low satisfaction levels (20, 27, 28%).
· # 71 (How satisfied are you with Teamwork and Coordination at AUB?):  Moderate level of satisfaction at all levels (46, 32, 31, 39, 46%).    

Significant differences on all of items, ranging from low satisfaction for the ( 1 (10 years of employees.  An exception is overall satisfaction with AUB as an employee where it ranges from moderate to high.

Significant differences on most of the scales by years working at AUB revealing a definite U-shaped distribution.  First year employees start with high agreement / satisfaction, that decreases with employees working 1 – 10 years and then start to rise to reach relatively high levels with employees ( 20 years at AUB.  Zetz (1990) have also noted this curvilinear relationship between job satisfaction and # of years working.  He noted a decrease that levels off by middle age and then a rebound after 45 years of age.  Agho et.al. (1993) attribute this increase in job satisfaction for employees who have stayed longer on a job to the fact that these employees are more likely to have control over their jobs, to perform less routine tasks and to have more friends in their immediate work environment.  Lee et. al. (1985) also noted that age and job longevity exhibited strong curvilinear effect on job satisfaction.  Job satisfaction initially increases with job involvement and then decreases as individual begins to recognize limits to promotion and personal growth.  Bowen et. al. (1994) noted an r = .24 between years working and job satisfaction.  In this research it was a significant .14.  Attention should be paid to the work experience of employees in their early years so as to avoid this drop in job satisfaction as it will definitely affect their productivity in years when they can produce the most.       

E. Grade
1. General Conditions and Climate 

Significance differences on items 3-9, highest on 4,5, and 9

· # 3 (I often feel too much stress and pressure in my job), less stress felt by lower levels (<4) & academic, although high % (62-73) find job stressful

· # 4 (given challenging assignments) lower % of academic agree than management (49 vs. 65), however higher than lower nonacademic. A decrease with lower grades.

· # 5 (satisfaction with physical work conditions), lower % agree for academic (37) than upper management, resembling middle ranks (7-9), lower nonacademic highly dissatisfied with physical work conditions (73%) 

· # 6 (AUB is ethical in its dealings) academic agree (37%) less than nonacademic (47-62), and lower grades have higher % agreement (62%) on this issue than upper management (47-53). In general, moderate agreement.

· # 7 (in my area, quality is more important than productivity), academics agree (44%) less than nonacademic (53-69), and lower grades have higher % of agreement (65-69) than upper management.  

· # 8 (I feel a great deal of loyalty towards AUB), high % of academics agree (82%) resembling middle ranks (7-9), however the upper management and the lowest one have higher % of agreement (84-96).

· # 9 (I have the authority to use my judgment to solve problems related to my job), lower % of academics agree (61%) than upper management of non academics ( 67-70%), and lower non academics are highly dissatisfied (32-40%) with the authority they are given to use their judgment to solve problems related to their jobs.

Significant differences between management and lower academic and between academic and nonacademic on general conditions and climate. Lower percentages of academic believe that AUB is ethical or that they are given challenging assignments. Lower non-academic complain of lack of challenging assignments, of poor physical conditions or that they have authority to do job well. High percentage of employees of all levels feels job stress but have a good deal of loyalty. 

2. Management 

Significance differences on items 10,17 & 12-15, highest on 12,13 & 15.

· # 10 (My supervisor treats me fairly) lower % of academics agrees than upper management (58 vs. 63-64%) and lowest nonacademic (58 vs. 61), however higher than middle ranks (55-57%). Although lower nonacademic are highly dissatisfied with the treatment of their supervisors.

· # 12 (My supervisor values my views and participation), academics agree (57%) less than upper management (63-66%) however higher than lower nonacademic (48-53%).

· # 13 (My supervisor involves me in decisions affecting my work), lower % of academic agree than upper management (53 vs. 57-63%) however, higher than lower nonacademic (44-50%). Lower nonacademic are highly dissatisfied with their supervisors’ involvement in decisions affecting their work.

· # 14 (My supervisor is competent managing people) academic agree (51%) less than nonacademic (52-66%) and the lowest grade have the highest % of agreement (66%) on this issue than upper management (51-59%).

· # 15 (My supervisor provides me with on going guidance),academic agree (38%) less than nonacademic (40-68%) and lower grades have higher % of agreement (56-68%) than upper management. Academic are highly dissatisfied with this issue (32%).

· # 17 ( My supervisor is competent in performing required job functions), academics agree (57%) less than nonacademic (60-71).

Academics have lower degrees of agreement than upper management on most of items. Lower percentages of them agree that they have competent supervisors who provide them with on going guidance. The lower nonacademic employees believe they have competent supervisors who provide them with such guidance, however they believe they are unfairly treated and are not being involved in decisions affecting their work. Upper management has highest agreement.

3. Policies and Procedures 

Significance differences on items 18, 20 & 23, highest on 18.

· # 18 (Work procedures encourage co-operation and effectiveness across work groups), academics agree (28%) less than nonacademic (39-54%) and lower grades have higher % of agreement (51-54%) on this issue than upper management.

· # 20 (I am well-informed of policies and procedures related to my work), lower % of academics agree (57%) than nonacademic (62-70%) resembling upper management. The middle ranks have the highest % of agreement (70%) on this issue. A moderate to a high percentage agree.

· # 23 (Overall, AUB’s policies and procedures are

· Clear, lower % of academics agree (48%) than nonacademic (51-60%), however higher than upper management (42%) and lowest grade level of nonacademic (47%). Moderate percentage agrees that policies and procedures are clear.

· Easy to use, lower % of academics agree (26%) than nonacademic (33-43%), and the lowest grade level of nonacademic have the highest % of agreement (43%) on this issue. Low to moderate agreement on this issue.

· Flexible, lower % of academics agree (17%) than nonacademic (23-40%), however higher than upper management (13%) and the lowest grade level has the highest % of agreement (40%) on this issue. Low agreement

· Up-to-date, lower % of academics agree (29%) than nonacademic (33-53%), however higher than upper management (23%) and the lowest grade level has the highest % of agreement (53%) on this issue. Low to moderate agreement

· Helpful to me, academics agree (16%) less than nonacademic (27-44%) and lower grades have higher % of agreement (39-44%) than upper management.
On all items, academics agree less, and lower nonacademic has higher percentage of agreement on policies and procedures. A good percentage of employees are well informed of policies and procedures and believe that they are clear. They are less easy to use and are not that flexible, up-to-date or helpful.
4. Communication and Planning 

Significance differences on items 24 & 26-44, highest on 24,29,31-34,36,38 & 44.

· # 24 (AUB leadership has a clear vision of the future), academics agree (24%) less than nonacademic (33-41). 

· # 26 (AUB leadership helps employees adjust to change), higher % of academics agree than management (18 vs. 12), however lower than nonacademic (28-41%). An increase with lower grade levels.

· # 27 (AUB leadership is responding to important external issues), lower % of academics agree (29%) than upper management (36%), resembling the lowest grade of nonacademic. Academics are highly dissatisfied with AUB leadership response to important external issues (35%).

·  # 28 (AUB leadership is responding to important internal issues), academics agree (25%) less than nonacademic (29-33%). Middle ranks (7-9) have same degree of agreement as upper management (29%) resembling lower grade levels (4-7).

· # 29 (I understand AUB’s mission), academics agree (54%) less than nonacademic (58-70%). An equal % of management agree (69%) and disagree (10%) with the lowest rank of nonacademic.

· # 30 (I am encouraged to come up with new ideas and better ways of doing things), lower % of academics agree (44%) than nonacademic (47-53%), resembling middle ranks (7-9). Percentage agreement of the lowest grade level of nonacademic is equal to that of upper management (53%). Moderate agreement

· # 31 (Managers place a high level of trust in their subordinates), academics agree (19%) less than nonacademic (28-41%) and lowest grade level has the highest % of agreement (41%) on this issue than upper management (28-36%).

· # 32 (Managers at all levels work together to achieve organizational goals), academics agree (14%) less than nonacademic (26-36%), resembling upper management. Among non-academic the % agree increases as the grade level decreases (14( 36%).

· # 33 (I believe I am not at risk by challenging rules), lower % of academics agree (24%) than nonacademic (34-54%), however higher than upper management (21%). An increase in agreement with lower grade levels.

· # 34 (Our organization structure helps us to operate efficiently), academics agree (19%) less than nonacademic (31-58%), and lower grades have higher % of agreement (44-58%) than upper management.

· # 35 (Management keeps me informed of its plans and goals), lower % of academics agree (18%) than nonacademic (20-28%), however equal % of disagreement with the lowest grade level of nonacademic (50%).

· # 36 (I receive the information needed to be effective in my job), % of academics agrees equals to % academics disagree (34%), however, lower than % of nonacademic agree (40-69%). An increase in agreement with lower grade levels (69%).

· # 37 (I have the authority I need to do my job well), Lower % of academic agree than management (53 vs. 60), however higher than lower non-academic. The lowest grade level has the highest % of agreement (61%) on this issue.

· # 38 (Management seeks input from all levels of organization), academics agree (24%) less than nonacademic (29-38%), lowest grade level has lower % of agreement (29%) than upper management.

· # 39 (I have a clear understanding of my department’s goals and priorities), lower % of academics agree (64%) than nonacademic (68-74%), resembling upper management however, higher than lower ranks of nonacademic (4-7) 63%.

· # 40 (AUB management is genuinely concerned about its employees), academics agree (17%) less than nonacademic (22-39%), and lower grade levels have higher % of agreement (32-39%) than upper management.

· # 41 (AUB management treats employees with respect), academics agree (28%) less than nonacademic (41-52%), and the lowest grade level has the highest % of agreement (52%) on this issue.

· # 42 (AUB management respects individual differences), academics agree (32%) less than nonacademic (41-54%), and the lowest grade level has the highest % of agreement (54%) on this issue.

· # 43 (I have the resources (people, money, materials, equipment, etc..) necessary to do my work effectively), academics agree (26%) less than nonacademic (34-44%), and the lowest grade level has the highest % of agreement (44%) on this issue.

· # 44 (Manag. allocates resources I need in a timely manner), academics agree (20%) less than nonacademic (26-44%), and lower grades have higher % of agreement (37-50%) than upper management.

Significant differences on most of items on communication and planning by grade. Academics, in general, have lower percentage of agreement, and lower nonacademic has higher agreement.

5. Training and Development 

Significance differences on items 47-49, highest on 47& 48.

· # 47 (My supervisor helps me decide what training I need), academics agree (18%) less than nonacademic (27-34) and lower grades have higher % of agreement (33-34%) than upper management (27%). In general, low agreement by all.

· # 48 (Training courses that meet my needs are available on a timely basis), academics agree (15%) less than nonacademic (24-40%), however higher than upper management (13%) and the lowest grade level has the highest % of agreement (40%) on this issue. Low to moderate agreement.

· # 49 (I am given the time to take training courses), in general, low agreement by employees of all ranks (21-30%) except for lowest grades (43%).

Employees of lower grades are more satisfied with this dimension than upper management and than academics, although to a moderate degree (33-43%).

6. Benefits and Rewards 

Significance differences on items 50-55 and 57-59, highest on 51,54 & 57.

· # 50 (Fairness of the pay you get for the work), academics (25%) are more satisfied than nonacademic (18-24%) however, equal to upper management.

· # 51 (AUB’s total benefits package), academics agree (39%) greater than nonacademic (23-32%) however, less than upper management (66%).

· # 52 (Degree to which your pay is linked to your performance), academics agree (16%) less than nonacademic (18-28%) and lower grade levels of nonacademic have higher % of agreement (25-28%) on this issue than upper management (18-21%).

· # 53 (Amount and frequency of informal praise and appreciation you receive), academics agree (41%) greater than nonacademic (26-40%) and the lowest grade level of nonacademic has the highest % of agreement (40%) on this issue than upper management (26-34%). 

· # 54 (Degree to which your pay matches your responsibilities), academics agree (18%) less than nonacademic (19-39%) and lower grade levels of nonacademic have higher % of agreement (27-39%) on this issue than upper management (19-20%).

· # 55 (The effectiveness of AUB’s performance appraisal process), academics agree (10%) less than nonacademic (11-34%) and lower grade levels of nonacademic have higher % of agreement (28-34%) on this issue than upper management (11-24%).

· # 57 (Degree of overall job security at AUB), academics agree (21%) less than nonacademic (52-64%) and upper management have higher % of agreement (61-64%) on this issue than lower grade levels of nonacademic (52-59%).

· # 58 (Availability of opportunities for advancement at AUB), academics agree (24%) less than the lower grade levels of nonacademic (29-35%) and level 10-12( 27%, however greater than upper management ( 23% and middle ranks of nonacademic 7-9( 22%.

· # 59 (Adequacy of retirement benefits), academics agree (26%) less than nonacademic (28-39%) and lowest grade level of nonacademic has the highest % of agreement (39%) on this issue. 

Lower satisfaction by academics on most of items especially on job security and effectiveness of job appraisal. Lower nonacademic, in general, showing higher satisfaction especially on adequacy of retirement benefits and adequacy of informal praise received.

7. Teamwork and Coordination 

Significance differences on items 60-62, highest on 62.

· # 60 (The team cooperation in your work environment), academics agree (47%) less than nonacademic (53-64%) and lowest grade level of nonacademic has the highest % of agreement (64%) on this issue. 

· # 61 (The professionalism of the people with whom you work), academics agree (50%) less than nonacademic (56-68%) however higher than upper management 49% and the lowest grade level of nonacademic have the highest % of agreement (68%) on this issue. 

· # 62 (The morale of the people with whom you work), academics agree (34%) less than nonacademic (41-54%) however higher than upper management 29% and the lowest grade level of nonacademic have the highest % of agreement (54%) on this issue. 

Consistent trend of academics showing lower satisfaction (34-50%) and lower nonacademic higher satisfaction (54-68%)

8. Overall Evaluations 

Significance differences on items 64-70, highest on 64,68 & 70.

· # 64 (How satisfied are you with AUB as an employee?), academics satisfied (40%) less than nonacademic (46-70%) and the lowest grade level of nonacademic has the highest % of satisfaction (70%) on this issue. 

· # 65 (How satisfied are you with General Conditions and Climate at AUB?), academics satisfied (40%) less than upper management (42-53%) however less than the lower grade levels of nonacademic (32-33%). The upper management has the highest level of satisfaction (53%).

· # 66 (How satisfied are you with AUB Policies and Procedures?), academics satisfied (22%) less than nonacademic (27-42%) and lowest grade level of nonacademic has highest % of satisfaction (42%) on this issue than upper management.

· # 67 (How satisfied are you with Training and Development at AUB), equal % of satisfaction for academics and upper management (31%), however less than grade levels (10-12 and <4)((34% and 37%) and greater than grade levels (7-9 and 4-7)((27% and 30%). The lowest grade level of nonacademic has highest % of satisfaction (37%) on this issue than upper management.

· # 68 (How satisfied are you with management at AUB), lower % of academics satisfied (16%) than nonacademic (21-32%) and the upper management has the highest % of satisfaction (32%) on this issue.

· # 69 (How satisfied are you with Communication and Planning at AUB), lower % of academics satisfied (18%) than nonacademic (19-33%) and the grade level (4-7) of the nonacademic have the highest % of satisfaction (33%) on this issue.

· # 70 (How satisfied are you with AUB Benefits and Rewards), lower % of academics satisfied (26%) than upper management (29%) and lower grade levels of nonacademic (28-41%), however greater than middle ranks of nonacademic (21%).

Upper management is more satisfied with general conditions & climate and management than other ranks. Academics, in general, have lowest satisfaction especially on management, communication & planning and policies & procedures (16-22%). Lower nonacademic has higher satisfaction.

Significant differences by grade level were noted on most of the scales. Academics, showing consistently lower agreement / satisfaction, and lower nonacademic higher ones. The interaction between education and grade could partially account for these findings. Education has proven to negatively correlate with job satisfaction (-.25). Academicians have higher educational levels and lower nonacademic; in general, have lower education, so the resulting lower job satisfaction for the former and the higher one for the later. Expectations could also help explain results. Employees from lower grades usually have lower expectations and accordingly higher job satisfaction. Academicians have invested more time and effort in preparation for work, therefore have higher expectations, and when these expectations are not met because they begin to recognize limits to promotion and personal growth, they experience greater dissatisfaction.  
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