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Abstract - Research suggests a noticeable worldwide shortage in the nursing sector due to decreased job satisfaction. This 
study investigates the overall job satisfaction of nurses working in private and public hospitals, in a rural area of Lebanon. 
Demographics and satisfaction were assessed using the self-administered Minnesota Satisfaction Questionnaire. Six 
hospitals both from the public and private sectors were included in this study and resulted in the participation of a total of 
108 nurses (61% response rate). Results revealed that 64% of nurses showed ‘average satisfaction’ and 36% ‘high 
satisfaction’ with their jobs. The mean total satisfaction of nurses was 68.32 over 100 of total satisfaction as per the 
Minnesota Satisfaction Manual. Demographic variables such as age, gender, and experience showed no significant 
differences with their relation to job satisfaction, while levels of education did. More educated nurses were less satisfied with 
their jobs. In contrast to what was assumed, there was no difference in the satisfaction of nurses working in the private sector 
in comparison to those working in the public sector. This study reveals that further improvements is needed to improve 
nurses’ conditions and the enhancement of their job satisfaction. 
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I. INTRODUCTION 
 
Employees are the most valuable assets of any 
organization. They are thought of internal customers 
to the organization they work for, thus their 
satisfaction is considered as highly important.  
 
A.  Job Satisfaction 
Many scholars studied satisfaction related to 
employment. Job satisfaction is defined as the extent 
to which employees are fond of their job (Ellickson 
and Logsdon 2002). According to Armstrong [1] and 
Yamoah [2], job satisfaction is the combination of 
characteristics and feelings people have about their 
work. Employees’ attitude toward his job may be an 
indication of their job satisfaction or dissatisfaction. 
Positive attitudes are linked to satisfaction; inversely 
negative ones are linked to dissatisfaction. A 
meaningful job can lead to the satisfaction of 
employees. Abraham [3] stated that satisfied 
employees create satisfied customers, which 
emphasizes the importance of employees having a 
positive emotional state towards their job. 
Nurses are the key contributors in the healthcare 
community, providing their services to patients who 
anticipate the highest levels of quality care. However, 
at the onset of the 21st century, health care 
organizations are confronted with the problem of 
nursing shortage. This is gradually aggravated by the 
retirement of the active nurses and the decrease of 
students’ enrollment in nursing around the world. In 
response to the elevated concerns, many have written 
about job satisfaction among nurses and the aspects 
of work that affect it. Moreover, some literature 
revealed a relationship between job satisfaction and 
employees’ attrition; satisfied employees are less 

likely to quit their jobs than the ones who are 
dissatisfied [4], [5]. 
 
The overall organizational functions and productivity 
depend on the behavior of employees; which is a 
direct effect of their emotional health and whether 
they are satisfied in their employment [6]. Job 
satisfaction can be considered as a crucial 
organizational element [7].  Thus, it is highly 
important that the management identifies the factors 
resulting in employees’ job satisfaction. 
 
Over the past years, researchers have been studying 
outcomes related to employees’ work such as job 
satisfaction, motivation, organizational commitment, 
performance, productivity and others, to identify 
relationships between them. For decades, job 
satisfaction has been one attractive subject for 
researchers around the world to study because of its 
sought effect on other aspects of the job. Most 
scholars have used Lock’s definition of job 
satisfaction; it is the employees’ positive evaluation 
of the job resulting from a pleasant emotional state 
produced by that job [8]. A traditional approach of 
job satisfaction is the combination of emotions of 
employees towards their job; thus expectations of the 
job itself should be taken into consideration when 
assessing job satisfaction or dissatisfaction [9]. In 
other words, job satisfaction is the difference between 
what people anticipate and what they actually face 
while performing the job [10]. A more recent 
explanation is that satisfaction is multifaceted, where 
an employee can be content with some facets and 
discontent with others [11]. Job satisfaction has two 
perspectives, the global approach is concerned with 
the overall job satisfaction, while the facet approach 
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suggests that employees’ satisfaction is a result of the 
assessment of various aspects of their job such as 
appreciation, communication, co-workers, job 
conditions, company policies, pay, promotion 
opportunities, recognition, security, supervision and 
others, each acting as a personal satisfier or 
dissatisfier [9]. “Job satisfaction is a complex 
phenomenon, which does not happen in isolation” 
[12]. Further, job satisfaction can be categorized 
accordingly: Environmental factors including 
supervision and communication; Employee 
recognition factors concerning workplace 
environment and financial matters like compensation 
and rewards; Individual factors related to a person’s 
changing moods and ability to work and interact with 
others; Psychological factors such as family, personal 
relationships and work [13]. Motivation is one of 
those aspects that are presumed by many to have a 
positive relationship with employee satisfaction, with 
an argument that increased motivation due to 
compensation, promotion and recognition will result 
in the commitment of employees to their organization 
and eventually increased satisfaction and productivity 
[7], [14], [15]. Many agree that motivation is the 
positive force that orients the voluntary behavior of 
employees towards the attainment of organizational 
goals [14], [15]. In addition to motivation and 
productivity, satisfaction of workers is positively 
related to performance and quality of the services 
they provide, in the sense that the higher the 
satisfaction of employees, the more satisfied are the 
customers [7], [16], [17]. Performance has been 
defined as the reflection of the efforts of employees 
to accomplish the tasks assigned to them. Many 
researchers proved that the success of an organization 
is a function of good performance and quality of 
work which are achieved by satisfied employees [17], 
[18]. Thus, managers have the urge to fulfill the 
needs of their employees. Many believe that satisfied 
employees are productive employees who have less 
intention to quit their job than those who are not 
satisfied [18], [19]. This can be translated into 
organizational commitment; the voluntary association 
and loyalty of a worker to an organization [5]. The 
Hudson Institute of Indianapolis considered employee 
satisfaction as one of several factors highly affecting 
employee commitment. Organizations that are 
concerned with increasing their employees’ 
satisfaction will have lower rates of turnover and 
absenteeism [15], [20], [21].  
 
B.  Job Satisfaction in the Nursing Sector 
In the healthcare industry, research show that 
throughout the years there has been an increasing 
level of dissatisfaction and shortage in the nursing 
sector in many countries around the world, 
particularly in developing countries like Lebanon 
which struggle with lack of qualified nurses [17], 
[22], [23]. Rural areas have a distinct issue with 
nursing shortage since there is a difficulty in 

attracting employees in these underserved areas [24]. 
The shortage of nurses in Lebanon has been an 
increasing concern for Lebanese hospitals in the past 
few years. A six-year research program consisting of 
several studies revealed that two-third of the nurses in 
Lebanon are willing to quit [23]. This highlights the 
low levels of satisfaction among professionals in the 
country. A similar study on satisfaction of nursing 
personnel working in underserved rural areas in 
Lebanon (North, Bekaa and South) revealed that only 
30.8 percent of the total 857 registered nurses are 
content with their profession, and that a high 
percentage of nurses intend to leave their jobs [24]. 
Lebanon is ranked as the 8th lowest country in nursing 
workforce, in addition to high levels of 
dissatisfaction, migration and turnover among nurses, 
which creates a challenge to the hospitals to attract 
and retain eligible nurses [23], [25], [26].   
Ensuring the satisfaction of the nursing staff has its 
significance in the quality of care provided to 
patients, and reflects the image of the healthcare 
organizations in the eyes of the customers [12], [21].  
 
C.  Factors Influencing Job Satisfaction 
Throughout various researches, job satisfaction has 
been discussed as the multifaceted outcome of the job 
with various factors influencing it. It remains crucial 
to identify the factors of job satisfaction in order to 
enable the management to develop means to help 
them recruit and retain valuable employees [9].  
According to many scholars, satisfaction is related to 
a number of aspects of the job. The most common 
facets of job satisfaction are considered to be pay, 
promotion, coworkers, supervision, the job, 
organization’s management, benefits, working 
conditions and job recognition [27]. Further, the 
facets of job satisfaction are categorized as 
demographic and work related facets; demographic 
factors include age, education, gender and personality 
traits, while work factors include management 
organization, pay, work safety and communication 
[10]. Moreover, researchers established a relation 
between psychological facets of satisfaction and an 
individual’s life, family and community [28]. Lai [10] 
suggests that when organizations offer their 
employees a good salary, work environment and 
promotion opportunities, they are bound to be 
satisfied. Linking motivation to compensation and 
salary, some considered money as the most powerful 
means to motivate employees, increase their 
productivity and decrease turnover, which can be 
translated to a positive relationship with employee 
satisfaction [7], [15].  
 
D.  Objectives 
This study describes the current characteristics of 
nurses working in private and public hospitals, in a 
rural area of Lebanon. It also explores the job 
satisfaction of nurses in relation to their 
characteristics. Finally, it compares the satisfaction of 
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nurses working in the public and private sector.  
 
II. METHODOLOGY 
 
A.  Sample 
According to the statistics issued by the order of 
nurses in September 2015, there are 13070 registered, 
licensed nurses in Lebanon of which 9941 are 
currently working in the country [29]. According to 
the syndicate of hospitals in Lebanon, 870 of these 
nurses work in 24 hospitals in the Bekaa Valley; a 
rural area in Lebanon [30]. Three of these hospitals 
are governmental while the rest are private as stated 
by the Ministry of Public Health [31]. 
The participants in this study were selected according 
to employment status, facility, region and 
professional membership of nurses in the Bekaa 
Valley. With this perspective, the population included 
full-time nurses currently employed in three public 
and three private hospitals located in the Bekaa 
Valley and licensed through the nursing council in 
Lebanon. This study excluded any category including 
supervisory roles. 
 
B.  Measures 
The data were collected using the short form of the 
Minnesota Satisfaction Questionnaire developed 
(MSQ) by Weiss and his colleagues [32]. This tool is 
well known for its stability throughout global 
research, various sectors and differing analyses [33], 
[34]. According to a study by Martins [35], the MSQ-
short form was represented a very reliable and valid 
instrument for measuring job satisfaction of hospital 
employees. For this reason, this tool was considered 
to be appropriate to provide the necessary data for the 
analyses afterwards. The self-administered short form 
of the MSQ includes twenty questions which address 
several aspects of employees’ job such as: 
Achievement, activity, advancement, authority, 
company policies and practices, compensation, co-
workers, creativity, independence, moral values, 
recognition, responsibility, security, social service, 
supervision, variety and working conditions [34]. The 
sum of all item responses measures general job 
satisfaction, while the sum of items in subscales 
measure three factors of satisfaction according to a 
factor analysis done by Weiss [32]; intrinsic factors 
related to the work itself, extrinsic factors related to 
the external environment, and general satisfaction. 
The questions are rated on a five-point Likert scale; 
responses range from 1 (very satisfied) to 5 (very 
dissatisfied). In addition the MSQ includes a section 
inquiring on demographic characteristics (gender, 
age, experience, and education level). The instrument 
originally was translated to Arabic by a professional 
translator to reduce language barrier inaccuracies. 
Hospital directors were approached via a formal letter 
detailing the objectives of the study to obtain 
approval of participation. Information gathered from 
questionnaires was analyzed using the Statistical 

Package for Social Science (SPSS 20.0).  
 
III. FINDINGS 
 
A total of 180 surveys were distributed; 137 were 
collected and 27 were eliminated for inaccuracies in 
filling the questionnaire. One hundred and eight 
(n=108) were considered, yielding a 60% response 
rate. The MSQ scores were calculated for each 
respondent by the summation of items (answer of 
each work related variable), which produced a value 
between 1 and 100 indicating the level of total 
satisfaction of the respondent with higher scores 
referring to higher satisfaction. According to the 
Manual for the Minnesota Satisfaction Questionnaire, 
the total satisfaction score is obtained by the sum of 
the weights assigned to each response for each of the 
items in the questionnaire. With a total of 20 
questions, a score of 75 or higher represents high 
satisfaction; a score of 26 to 74 indicates average 
satisfaction; a score of 25 or lower represents low 
satisfaction. 
Overall, 64% of nurses showed an ‘average 
satisfaction’ (25<x<75) and 36% ‘high satisfaction’ 
(x˃75) with their jobs. There were no responses 
indicating a ‘low satisfaction’ (x≤25). The mean of 
the total satisfaction of nurses working in the Bekaa 
Valley hospitals is 68.32.  
 
A.  Nurse Characteristics and their Job Satisfaction  
Furthermore, the qualitative data in the MSQ, more 
specifically the demographic variables; age, gender, 
educational level, years of experience and sector, 
were transformed into quantitative measures by 
setting several intervals and options for each variable. 
Descriptive statistics containing the number of 
responses of each variable and its percentage along 
with the mean of the total satisfaction of each item 
are presented in Table I. There were no noticeable 
differences between nurses from different age groups, 
gender,  nor different levels of experience.  Regarding 
education, it is worth noting that nurses practicing in 
Lebanon can acquire a baccalaureate technique (BT), 
technique superieur (TS), liscence technique (LT), 
Bachelor of Science in Nursing (BSN) or Master in 
Nursing (MSN). We can notice that as the education 
level increases the satisfaction decreases.    
 
DISCUSSION  
 
Unlike what the literature review suggests; nurses 
working in many emerging countries, including 
Lebanon, have low levels of satisfaction. A study by 
El-Jardali [24] stated that only 30.8% nurses in 
underserved rural areas were satisfied with their job, 
which is approximately the half of the percentage 
resulted by this study. This suggests the possibility of 
improvements of conditions in the health care sectors 
over the past three years. It could also be associated 
to the contextual aspect of this study which only 
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included establishments in rural areas and the 
assumption that all participants belong to that rural 
environment. Thus, this would be consistent with 
Locke’s Range of Affect theory that states that 
employees’ satisfaction is obtained by the difference 
between individuals’ work expectations and the 
reality of the job they do. In general, employees in the 
Bekaa Valley, in any sector, do not have high 
expectations of work opportunities and don’t strive 
for higher and better jobs, rather they settle down for 
what can provide them with a good income and good 
working conditions, thus they are easily satisfied with 
their work if they meet their average expectations. In 
this case, it is reasonable that nurses in the cities such 
as Beirut might have lower satisfaction rate and those 
in rural areas such as the Bekaa Valley have more of 
an average satisfaction. 
This study aimed at overcoming one the limitation 
faced by El-Jardali [24] previously in attempting to 
set the boundaries between rural and urban areas. 
This study aimed at concentrating further the area 
from which participants were recruited, however, had 
to face dealing with a small number of participants 
(61%). We surely would aim for a higher response in 
further investigations of the subject. Low response 
rate still relate to hospitals being understaffed and 
nurses overworked.  In this study, the questionnaires 
were directly submitted to the nursing directors who 
were neither very responsive nor interested in the 
final results of the study. The questionnaires were 
returned with a large number being incomplete. There 
were no follow up questionnaires returned after the 
second week, which indicates the lack of cooperation. 
 

 
Appearance (in Time New Roman or 

N % Mean of Total 
Satisfaction 

Age 
<21 

21-27 
28-34 
35-41 
42-48 

 
2 
33 
32 
27 
8 

 
1.9 
30.6 
29.6 
25.0 
7.4 

 

 
50 
71 
65 
70 
72 

Gender 
Male 

Female 

 
43 
59 

 
39.8 
54.6 

 
66 
69 

Education 
BT 

BSN/TS 
MS/LT 

 
26 
49 
10 

 
24.1 
45.4 
9.3 

 

 
70 
67 
64 

Experience 
<4 
4-9 

10-15 
>15 

 
10 
40 
34 
17 

 
9.3 
37.0 
31.5 
15.7 

 

 
66 
70 
66 
70 

 Sector 
Private 
Public 

 
40 
68 

 
37.0 
63.0 

 
66 
69 

TABLE I 
NURSES DEMOGRAPHICS AND JOB SATISFACTION 

 
Another setback was the lack of sources for 

information. The information about the Lebanese 
nurses and the hospitals were retrieved from websites 
that were not up to date. This may have affected the 
population number and sample size. And the shortfall 
of such national studies presented a challenge of 
comparing the results of this study to others and 
proposing further conclusions about the accuracy of 
the results. 
Again, in an emerging country like Lebanon, we 
would assume nurses in the private sector would be 
significantly more satisfied than ones working in the 
public sector. Healthcare managers will definitely 
rethink their internal policies and employee 
motivation if they aim to improve their customer 
satisfaction. It also worth taking advantage of the 
results to understand what could have possibly 
increased nurses’ satisfaction in the Bekaa Valley 
hospitals. Finally, the Lebanese order of nurses 
should encourage nurse participation in similar 
studies.  
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