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Abstract 

Many researchers have put the work environment in the 

spotlight, anticipating that a positive environment would be 

valuable for enhancing employee satisfaction, which motivates 

them to be more efficient. The purpose of this research was to 

test the relationship between the perception of work 

environment and job satisfaction in high schools in the 

Municipality of Prishtina. The survey included 154 teachers in 

these schools. The results obtained in this study, for each 

dimension of the work environment, were analyzed according 

to the relevant theoretical framework. From the empirical 

results, it was found that there is a correlation between work 

environment and job satisfaction. These results indicate that 

there are positive correlations of sets of relationship 

dimensions, personal growth / goal orientation, and system 

change / maintenance with job satisfaction. 
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Introduction 

Although the role of teaching is crucial for the education of 

future generations and for the society in general, it is important 

to pay special attention to teachers. Also, job satisfaction is an 

important concept, not only for the individuals, but also for the 

well-being of society. Job satisfaction is one of the factors that 

ensure good performance in teaching and school productivity. 

However, what leads to job satisfaction? 

Many researchers have explored the perception of the 

work environment in correlation with the job satisfaction. 

However, it is important to further research this issue, with 

focus on the educational system of societies in transition. Such a 

context to explore this issue is offered in Kosovo. 

Job satisfaction indicates how an employee feels about his 

or her job (Wefald, Reichard, & Serrano, 2011). Locke (1976) 

described job satisfaction as a positive and pleasant emotional 

state that an individual has for his/her job. Kalleberg (1977) 

argued that job satisfaction is an employee's usual attitude 

about his/her job. The employee balances his/her satisfaction 

or dissatisfaction in different parts of the job and ultimately 

forms a general conclusion about the job: satisfied or not. The 

concept of work environment according to Mehboob and 

Bhutto (2012) includes physical, psychological, and social 

aspects. Moos and Billings (1991) defined working conditions as 

the socio-psychological characteristics of the work 

environment, respectively, employees’ attitude toward work 

tasks and interpersonal communication. 

In our country there is a vacuum in research on the 

relationship between perceptions of the work environment and 

the job satisfaction, especially in the field of education. 

Therefore, a substantial analysis of the work environment, 

including many of its dimensions, would provide us with a 

clear picture of the current situation and how it affects job 
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satisfaction among teachers. Thus, the conclusions and 

recommendations from this research will be of great relevance 

for managers of school institutions and organizations in 

general, as they will provide relevant information that is 

important for enhancing school performance. 

 

Job satisfaction 

There are different definitions for job satisfaction. Some 

definitions focus on job satisfaction as a central feeling, and do 

not share it with individual components, whereas others take 

into account each of the factors that influence overall job 

satisfaction. Thus, according to Locke (1976), job satisfaction is a 

satisfaction or a positive emotional state, which is related to the 

job that a person commits. According to Vroom (1964), job 

satisfaction is an orientation of the emotions that employees 

possess towards the role they perform in the workplace. 

Whereas, according to Leap and Crino (1993), job satisfaction is 

described as the employee's feelings toward his/her job, the 

rewards he/she receives, and the characteristics of the social, 

organizational, and physical environment in which he/she 

performs his/her work activities. Also, job satisfaction is a 

combination of psychological, physiological, and 

environmental circumstances, which give a person reason to 

truly understand that he is a satisfied employee (Hoppock, 

1935). 

Intrapersonal comparison theory determines the level of 

satisfaction between what a person wants and what he or she 

really gets from the job. The lower the difference, the higher the 

level of satisfaction will be (McCormick & Ilgen, 1980). 

The process of interpersonal comparison speaks about 

persons who are compared to others but who do similar work. 

From the observation of others, they come to a conclusion about 
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how truly satisfied they are. Further they compare themselves 

with others in order to draw a conclusion that is associated with 

the corresponding feelings of satisfaction or dissatisfaction 

(Salancik & Pfeffer, 1977). 

 

Working environment 

By the end of 1970, in the literature researchers had identified 

various dimensions of or indicators for the work environment 

to define or describe it. A meta-analytic review has found that 

different terminologies are used in the literature when referring 

to the work environment, e.g., psychological climate, 

organizational climate, working conditions, or organizational 

culture (Aneela, 2012). 

A good working environment is a prerequisite for 

individuals to be able to do their job in an ideal, safe, healthy 

and comfortable way (Sedarmayanti, 2003). Therefore, many 

studies classify work environment into toxic environment and 

favorable environment (Akinyele, 2010; Yusuf & Metiboba, 

2012; Assaf & Alswalha, 2013). The working environment 

includes working conditions such as temperature, humidity, 

ventilation, lighting, noise, workplace cleanliness as well as 

adequate tools and equipment.  

Mehboob and Bhutto (2012) presented a comprehensive 

concept of the working environment and included the physical, 

psychological, and social aspects that mark the working 

conditions. The work environment encompasses all aspects that 

act upon and respond to an employee's body and mind. 

According to Moos (1994), the work environment refers to 

the psychosocial characteristics of the work environment and is 

characterized by how individuals relate to each other (the 

relationship domain), personal growth goals, on which an 

environment is oriented (personal growth or goal orientation) 
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and the amount of structure and openness to the change that 

characterizes it (the domain of system maintenance and 

change). Namely, he suggested that the work environment 

should include factors such as: involvement, team cohesion, 

supervisor support, task orientation, work pressure, autonomy, 

clarity, innovation, physical comfort, and managerial control. 

Moos (1986) developed a theory and named it "the socio-

ecological model", which suggests that the way the 

environment is perceived tends to affect the way we behave in 

that environment. From the perspective of this model, the 

perception of the environment in which individuals live and 

work tends to have a significant impact on attitudes, behaviors, 

and physical and psychological health. To explain the 

development and outcomes of the work environment, the 

model explains the interaction between the five so-called 

systems: organizational system, personal system, work 

stressors, coping responses, and individual adaptation or 

outcomes. The organizational system consists of physical 

characteristics, organizational policies and structures, 

suprapersonal factors of duty and work, and the work climate. 

Personal factors include characteristics, including employee's 

job position and level of experience, social and demographic 

background, and personal resources, such as self-esteem, 

expectations, job preferences, and so on (Moos, 1986). 

One of the advantages of using the Moos’s model 

emphasizes its usefulness in identifying environmental strength 

(Flarey, 1991). The socio-ecological approach of Moos occupies 

a prominent place because this model was expanded to 

operationalize the construction of the work environment and 

has provided a measurement for many aspects that have so far 

been widely used in literature (Belicki & Woolcott, 1996; 

Straker, 1989). 
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Moos՚s approach carries a much broader view of 

constructs that explain the work environment (Moos, 1990), 

offering a wide range of psychosocial factors of the work 

environment. The Moos՚s model has prompted massive 

research, and most studies that have investigated the impact of 

work environment outcomes have used its model (Chan & 

Huak, 2004; Goddard et al., 2006; Hemingway & Smith, 1999; 

Karsh, Booske, & Sainfort, 2005; Long, 1993; Salyers & Bond, 

2001; Westerman & Cyr, 2004; Westerman & Yamamura, 2007; 

Wilber & Specht, 1994; Wu, 1998). 

Based on the concept of Moos (1986) theory about 

working environment conditions, we will explain according to 

the classification how this study addresses this variable, namely 

relationship domain, personal growth domain or goal 

orientation, as well as domain of system maintenance and 

changes. 

 

The relationship domain 

The relationship domain values how committed employees are 

to their work, how friendly and supportive they are to each 

other, and how supportive the managers are to employees. It 

includes three factors: involvement, cohesion among co-

workers, and support from supervisors. 

Involvement  

The degree of involvement measures the extent to which 

employees are concerned and committed to their work. For 

example, how challenging the work is, how proud people are of 

the organization and their efforts in what they do. 
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Coworker cohesion  

The Coworker Cohesion scale taps the extent to which 

employees are friendly and supportive of one another. For 

example: people's efforts to help a new employee feel 

comfortable, their interest in each other, and how honest they 

are about their feelings. 

Supervisor support 

Supervisor support values the extent to which management is 

supportive of employees and encourages them to be supportive 

of one another. For example: how often supervisors compliment 

an employee who does something well, how often they give full 

credit to the ideas contributed by employees, and whether 

employees feel free to ask for a raise. 

 

Domain of personal growth or goal orientation 

The domain of personal growth or goal orientation focuses on 

the emphasis on independence, job performance, and job 

requirements. It includes factors such as autonomy, task 

orientation, and work pressure. All three factors contribute to a 

description of the goal orientation of the work environment. 

Autonomy and task orientation also touch on the domain of 

personal growth. 

Autonomy 

The autonomy scale measures the extent to which employees 

are encouraged to be self-sufficient and to make their own 

decisions. For example: how much freedom employees have to 

do as they like, how much they are encouraged to make their 

own decisions, and whether people can use their own initiative 

to do things. 
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Task orientation 

Task orientation taps the degree of emphasis on good planning, 

efficiency, and getting the job done. For example: how much 

attention people pay to getting work done, how often things get 

"put off until tomorrow", and how efficient and task-oriented 

the workplace is. 

Work pressure 

Work pressure assesses the extent to which the work pressure 

and time urgency dominate the work environment. For 

example: how much time pressure needed to keep working, 

how often it seems to be an urgency about everything, and 

whether people can be affording to relax. 

 

System maintenance and change domain 

The domain of maintenance and system changes assess the 

work settings emphasis on rules and policies, on variety, and 

innovation; they also tap the pleasantness of the physical 

setting. Factors or dimensions in this area are clarity, control, 

innovation, and physical comfort. 

Clarity  

Clarity in tasks indicates to what extent employees know what 

to expect in their daily routine and how explicitly rules and 

policies are communicated. For example: How well the 

activities are planned, how clearly the responsibilities of the 

supervisors are defined, and how well the details of the 

assigned jobs are explained to employees. 

Managerial control  

The managerial control scale assesses the extent to which 

management uses rules and pressures to keep employees under 
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control. For example: how much emphasis is placed on the 

following policies and regulations, whether people are expected 

to follow the rules in doing their work, and how closely 

supervisors watch employees. 

Innovations  

The innovation scale measures the degree of emphasis on 

variety, changes, and new approaches. For example: whether 

doing things in a different way is valued, whether new and 

different ideas are tried out, and whether the workplace is one 

of the first to try out a new idea. 

Physical comfort 

Physical comfort assesses to what extent the physical 

surroundings contribute to a pleasant work environment. For 

example: How good the lighting is, how stylish and modern the 

workplace appears, and whether the colors and decoration 

make the workplace warm and cheerful to work in. 

 

Environment and job satisfaction 

 Organizations with supportive cultures (O'Reilly et al., 1991; 

Peters & Waterman, 1982; Schein, 1990), ethical climate (Ulrich 

et al., 2007; Victor & Cullen, 1988), and innovative work 

environments (Amabile et al., 1996) promote employees’ ethical 

behavior, creativity and performance. A favorable work 

environment enhances satisfaction, commitment, and 

performance (Kristof-Brown et al., 2005; Vancouver & Schmitt, 

1991). A favorable work environment enhances the role of 

clarity and organizational commitment (Hunt et al., 1989), and 

reduces the role of conflict and the role of ambiguity (See & 

Chen, 2006), and at the same time promotes employee morale 

that leads to higher job satisfaction (Stansfeld & Candy, 2006). 
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On the contrary, in an unfavorable environment, hard-working 

workers leave and find another job while mediocre employees 

stay (Opkara, 2002). 

Similarly, Okonkwo and Obineli (2011) describe that good 

working conditions provide greater physical comfort for 

teachers and boost their morale. On the other hand, very bad 

conditions create frustration and regret, as well as a high sense 

of discontent. In support of this, many public-school teachers 

lack motivation and job satisfaction due to low salaries and 

poor working environment, so in an inspiring workplace we 

also find inspired workers (Obineli, 2013). 

Whereas, a recent study which included 2,000 educators 

from California, found that 28 % of teachers who left before 

retiring would return to work, if the working conditions would 

have been improved. Money stimulation has been found to be 

less effective in enticing them to return to work (Futernick, 

2007). 

Among other things, job satisfaction becomes an 

important issue because of its relationship to employee 

productivity (Janz, 2003) and performance Leblebici (2012). So, 

to improve employee productivity and performance, companies 

need to pay attention to employee satisfaction, because higher 

levels of job satisfaction lead to higher employee productivity 

and performance. 

Other researchers also found an association of the work 

environment and the job satisfaction. Roelofsen (2002) 

described that a comfortable work environment reduces 

complaints and the level of absenteeism among employees who 

are satisfied with their work, so organizations should be able to 

create a favorable work environment. Heartfield (2012) in his 

research found that the work environment influences job 

satisfaction, and it is not based solely on material benefits, so an 

organization with a positive communication climate and 
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positive social interaction also increases job satisfaction. 

Furthermore, Muhammad et al. (2015) in their study examined 

the relationship between work environment and teacher 

satisfaction in a private university, and concluded that there is a 

positive and strong relationship between those two. It has been 

proven that the employer-employee relationship has a greater 

impact on teachers’ job satisfaction. Management policies and 

teachers’ freedom also have a significant impact on teachers’ job 

satisfaction, while teachers’ involvement and relationship with 

co-workers have a lower impact on job satisfaction. 

 

Research hypotheses 

H1: Work environment perception is positively correlated with 

the job satisfaction. 

H2: There are relationships between the set of relationship 

dimensions and the job satisfaction. 

H3: There is a correlation between the set of dimensions of 

personal development and goal orientation with the job 

satisfaction. 

H: 4 There is a correlation between the set of dimensions of 

change and system maintenance with the job satisfaction. 

 

Representative group 

This research included teachers from all high schools of the 

municipality of Prishtina. The representative group was 

composed of 154 high school teacher-participants in Prishtina. 

53 or 34.4% were males, 99 or 64.3% were females and 2 or 1.3% 

teachers did not place their gender in the questionnaire. From 

these teachers, 50 or 32.5% had completed basic studies, 102 or 

66.2% had completed postgraduate studies, and 2 or 1.3% did 
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not indicate the level of their education. 127 or 82.5% of the 

teachers were married, 26 or 16.9% were not married and 0.6% 

or 1 teacher did not indicate the marital status. Regarding the 

place of residence, 18 or 11.7% of the participating teachers 

lived in rural areas, 135 or 87.7% of teachers lived in urban 

areas and 0.6% or 1 teacher did not indicate the residence. In 

terms of age, the youngest teacher participating in the research 

was 24 years old, while the oldest teacher was 64 years old, and 

the mean value of teacher’s age was 41.53, with a standard 

deviation of 10.40. Regarding the age group, 26 participants 

were aged up to 30 years, 49 participants were aged 31-40, 41 

participants were aged 41-50, 34 participants were aged 51-60 

and 4 of them were aged over 60. In terms of teaching 

experience, 37 participants had a teaching experience of up to 5 

years, 71 participants an experience of 6-15 years, 30 

participants an experience of 16-25 years, 13 participants an 

experience of 26-35 years and 3 teachers had an experience of 

over 35 years. 

 

Data collection procedure 

Prior to applying the questionnaires, permission was obtained 

from the Department of Education of the Municipality of 

Prishtina, as well as from school principals, in which the 

teachers who were included in the study sample were selected. 

The application of the questionnaires was made during the 

2018-2019 school year. The structured questionnaires were 

distributed to the teachers and, before starting the 

questionnaires, the teachers were informed and provided with 

the necessary instructions on how to complete the 

questionnaire. In order not to impede the teaching process, in 

cooperation with school principals and research participants, 

the research was organized after the end of teaching classes, in 



Relation of the Perception of Work Environment with Job Satisfaction: The 

Case of Teachers in High Schools in the Municipality of Prishtina 

Thesis, Vol. 9, No. 1, 2020    15 

a suitable physical environment to complete the questionnaires. 

It took approximately 25 minutes to complete these 

instruments. A total of 154 questionnaires were completed. 

Implementation of questionnaires also has its limitations, 

as in many cases participants do not want to cooperate, are not 

honest in their answers, partially fill out questionnaires just 

enough to complete them, etc. To overcome these problems, 

most of the questionnaires were filled out in the presence of the 

researchers in order to guide participants on how to complete 

them. 

 

Research instruments 

Two standardized research instruments were used for this 

research. One instrument was used for measuring teachers' 

perceptions of the work environment (WES/R-Work 

environment scale-real form (Moos, 1994), while the second 

instrument, the Brayfild-Roth scale, was used for measuring 

teachers job satisfaction (Brayfield & Roth, 1951). 

The WES-Work environment scale consists of 10 

dimensions, each of which has 9 questions, with a total of 90 

questions. For each question/variable, two scales are given: 

true and false. Cronbach's alpha for this measuring instrument 

is 0.87. The second instrument, the Braffild-Roth scale, consists 

of 18 questions, with 5 Likert scales: I strongly disagree, I 

disagree, I hesitate, I agree, and I completely agree. Cronbach's 

alpha for this measuring instrument is 0.80. 

In addition to these two measuring instruments, the 

questionnaire also included various demographic questions 

such as: age, gender, marital status, education level, urban or 

rural residence, and work experience. 
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Results 

The results are presented for each dimension, and the 

comparison of the results for the dimensions to each other. 

Results related to teacher job satisfaction are also presented, as 

well as the link between the work environment and job 

satisfaction. Also, through various statistical tests, teachers' 

differences based on personal data and perceptions of work 

environment and job satisfaction are presented. 

The descriptive statistics are presented in Table 1. The 

minimum possible value was 9 and maximum 27, and the 

predicted mean value was 18. Based on the results of the mean 

value for each dimension, it can be observed that the highest 

mean value is in the task clarity dimension, M = 23.77, followed 

by dimension inclusion with M = 22.5, task orientation, M = 

22.14, autonomy dimension, M = 21.25, cohesion dimension, M 

= 20.9, physical comfort dimension, M = 20.45, supervisor 

support dimension, M = 20.25, innovation, M = 19.9, control, M 

= 19, and work pressure, M = 17.  

It is noted that generally teachers have no objection to the 

work environment, since the lower average is about 17, which 

means that they have a moderate positive perception of the 

work environment.  

 

Table 1. Descriptive statistics 

 

  Mean The 

standard 

deviation 

Minimum Maximum 

1. Work 

environment 

perception 

(dimensions) 

    

1.1. Involvement 22.50 3.13 9.00 27.00 
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1.2. Cohesion 20.89 3.56 9.00 27.00 

1.3. Supervisor 

Support - 

support 

20.25 3.24 11.00 25.00 

1.4. Autonomy 21.25 3.31 13.00 27.00 

 

1.5. Task 

Orientation 

22.15 3.04 11.00 27.00 

1.6. Work 

Pressure 

16.97 2.79 11.00 23.00 

1.7. Clarity  23.77 3.61 9.00 27.00 

1.8. Control 19.01 2.72 10.00 24.00 

1.9. Innovation 19.88 3.81 9.00 27.00 

1.10. Comfort 20.45 4.11 9.00 27.00 

2. Job 

satisfaction 

4.18 0.43 2.89 5.00 

 

Mann-Whitney nonparametric test was used to test the 

differences between male and female teachers regarding the 

dimensions of the working environment. Based on the findings 

of this research, it can be concluded that there are no differences 

in perceptions of work environment and job satisfaction 

between female teachers and male teachers (Table 2.). 

 

Table 2. Differences in perception of the working 

environment based on gender 

 

  Gender M Z p 

1. Involvement 

 

M 70.70 
-1.22 0.22 

F 79.61 

2. Cohesion 

 

M 77.73 
-0.26 0.80 

F 75.84 

3. Supervisor Support  

 

M 82.59 
-1.28 0.20 

F 73.24 

4. Autonomy M 83.64 -1.49 0.14 
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 F 72.68 

5. Task Orientation 

 

M 72.67 
-0.81 0.42 

F 78.55 

6. Work Pressure 

 

M 84.02 
-1.57 0.12 

F 72.47 

7. Clarity  

 

M 75.43 
-0.22 0.82 

F 77.07 

8.  Control 

 

M 79.01 
-0.53 0.60 

F 75.16 

9. Innovations  

 

M 81.12 
-0.96 0.33 

F 74.03 

10. Comfort M 68.13 
-1.74 0.08 

F 80.98 

 

Kruskal-Wallis Test was used for testing differences in 

perceptions of the work environment by age groups. Such 

differences are found in the dimension of involvement, support 

from supervisors, and innovations. 

Concerning teachers' perceptions of involvement there 

were differences between the mean values for teachers of 

different ages, presented in Table 3. The highest mean value, M 

= 93.44, was from the age group 31-40, followed by the mean 

value of age group 41-50, M = 75.76, the age group under 30, M 

= 72.33, of the age group 51-60, M = 63.25 and the lowest mean 

value was for teachers over 60 years of age (χ2 = 11.74, p <.05). 

Based on the results, there are age-related differences in 

teachers' perceptions of supervisor support. The highest mean 

value for this dimension is the average of teachers aged up to 30 

years, M = 91.27, then the mean value of the age group 41-50 

years, M = 85.06, the mean value of teachers aged 31-40 years, 

M = 84.7, the mean value of the teachers aged over 60 years and 

the lowest mean value related to this dimension was reached by 

teachers aged 51-60 years, M = 49.50 (χ2 = 19.81, p <.05). This 
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indicates that there are differences in perception of this 

dimension by age groups.   

Regarding innovations, the highest score for this 

dimension is the mean value of teachers up to 30 years old, M = 

86.79, followed by the mean value from teachers' age group 41-

50, M = 83.73, the mean value of the age group 31-40, M = 83.86, 

the mean value from the teachers over 60 years old, M = 60.38, 

and the lowest mean related to this dimension were achieved 

by teachers aged 51-60 years, M = 56.46, (χ2 = 11.19, p <.05). 

This indicates that there are differences in perception of this 

dimension by age groups.  

 

Table 3. Differences in perception of work environment by 

age group 

 

  Age group N Mean χ2 p 

1. Involvement 

 

Up to 30 

old 

26 72.33 

11.74 0.02 

31-40 old 49 93.44 

41-50 old 41 75.76 

51-60 old 34 63.25 

Over 60 

old  

4 54.88 

2. Cohesion 

 

Up to 30 

old 

26 71.87 

7.11 0.13 

31-40 old 49 80.51 

41-50 old 41 89.15 

51-60 old 34 66.49 

Over 60 

old 

4 51.50 

3. Supervisor 

Support 

 

Up to 30 

old 

26 91.27 

19.81 0.00 
31-40 old 49 84.70 

41-50 old 41 85.06 

51-60 old 34 49.50 

Over 60 4 60.25 
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old 

 

 

4. 

 

 

Autonomy 

 

 

 

Up to 30 

old 

 

 

26 

 

 

83.83 

 

 

1.76 

 

 

0.78 

31-40 old 49 79.79 

41-50 old 41 77.05 

51-60 old 34 69.74 

Over 60 

old 

4 79.00 

5. Task orientation 

 

Up to30 

old 

26 63.50 

6.20 0.18 

31-40 old 49 88.51 

41-50 old 41 75.62 

51-60 old 34 74.87 

Over 60 

old 

4 75.25 

6. Work Pressure 

 

Up to 30 

old 

26 84.44 

0.93 0.92 

31-40 old 49 75.79 

41-50 old 41 77.88 

51-60 old 34 74.94 

Over 60 

old 

4 71.25 

7. Clarity 

 

Up to 30 

old 

26 74.56 

6.95 0.14 

31-40 old 49 88.73 

41-50 old 41 77.62 

51-60 old 34 66.15 

Over 60 

old 

4 54.25 

8. Control 

 

Up to 30 

old 

26 80.62 

2.40 0.66 

31-40 old 49 81.67 

41-50 old 41 78.95 

51-60 old 34 67.53 

Over 60 

old 

4 76.00 

9. Innovations  Up to 30 26 86.79 11.19 0.02 
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 old 

31-40 old 49 83.36 

41-50 old 41 83.73 

51-60 old 34 56.46 

Over 60 

old 

4 60.38 

10. Comfort Up to 30 

old 

26 75.04 

3.34 0.50 

31-40 old 49 83.53 

41-50 old 41 81.21 

51-60 old 34 67.93 

Over 60 

old 

4 63.00 

 

The nonparametric Kruskal-Wallis test, was used to test the 

differences between teachers’ experiences and work 

environment perception. The results are presented in Table 4. 

The mean values obtained regarding differences based on 

teaching experience and perception of supervisor support, such 

as for teachers with up to 5 years’ experience, M = 85.96, 

teachers with 6-15 years’ experience, M = 86.79, for teachers 

who have 16-25 years’ experience, M = 63, for teachers having 

26-35 years’ experience, M = 39.12, and for teachers having 

experience over 35 years, M = 64.5, χ2 = 18.26, p <. 05, showed 

that there are differences in the perception of support provided 

by the supervisor based on the experience of the teachers. 

Regarding differences based on teaching experience and 

perception of task orientation, these mean values were 

obtained: for teachers with experience up to 5 years, M = 70.16, 

for teachers with 6-15 years’ experience, M = 80.91, for teachers 

with 16-25 years’ experience, M = 89.85, for teachers with 26-35 

years’ experience, M = 49.23 and mean value for teachers 

having experience over 35 years, M = 86.33, χ2 = 9.76, p = 0.045 

<0.05. The results showed that there are differences in teachers' 

perceptions based on teaching experience and task orientation. 
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Concerning differences between experience and the 

perception of innovation in teaching, these mean values were 

obtained: for teachers with experience of teaching up to 5 years, 

M = 87.45, for teachers with 6-15 years’ experience, M = 82, for 

teachers with 16-25 years’ experience, M = 67.3, for teachers 

with 26-35 years’ experience, M = 47.54 and for teachers having 

over 35 years of teaching experience, M = 78, χ2 = 10.26, p < .05. 

The results showed that there are differences in the perception 

of workplace innovations between teachers with different 

teaching experience. 

 

Table 4. Differences in perception of the work environment 

based on work experience 

 

  Experience N Mean χ2 p 

1. Involvement 

 

Up to 5 years 37 77.64 

4.53 0.34 

6-15 years 71 82.92 

16-25 years 30 75.08 

26-35 years 13 57.38 

Over 35 

years 

3 58.83 

2. Cohesion 

 

Up to 5 years 37 73.68 

7.87 0.10 

6-15 years 71 84.07 

16-25 years 30 80.68 

26-35 years 13 52.65 

Over 35 

years 

3 45.00 

3. Supervisor 

Support 

 

Up to 5 years 37 85.96 

18.26 0.00 

6-15 years 71 86.79 

16-25 years 30 63.02 

26-35 years 13 39.12 

Over 35 

years 

3 64.50 

4. Autonomy 

 

Up to 5 years 37 80.42 

6.76 0.15 
6-15 years 71 78.80 

16-25 years 30 81.28 

26-35 years 13 48.65 
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Over 35 

years 

3 98.00 

5. Task 

Orientation 

 

Up to 5 years 37 70.16 

9.76 0.04 

6-15 years 71 80.91 

16-25 years 30 89.85 

26-35 years 13 49.23 

Over 35 

years 

3 86.33 

6. Work Pressure 

 

Up to 5 years 37 74.03 

1.10 0.89 

6-15 years 71 80.46 

16-25 years 30 76.27 

26-35 years 13 71.15 

Over 35 

years 

3 90.00 

7. Clarity 

 

Up to5 years 37 74.55 

6.81 0.15 

6-15 years 71 82.64 

16-25 years 30 82.18 

26-35 years 13 52.35 

Over 35 

years 

3 54.33 

8. Control 

 

Up to 5 years 37 82.34 

5.22 0.27 

6-15 years 71 80.82 

16-25 years 30 75.13 

26-35 years 13 52.77 

Over 35 

years 

3 70.00 

9. Innovations  

 

Up to5 years 37 87.45 

10.26 0.04 

6-15 years 71 82.09 

16-25 years 30 67.30 

26-35 years 13 47.54 

Over 35 

years 

3 78.00 

10. Comfort Up to 5 years 37 78.35 

6.91 0.14 

6-15 years 71 80.42 

16-25 years 30 82.63 

26-35 years 13 47.19 

Over 35 

years 

3 77.83 

 



Ilirijana Mehmeti, Mimoza Telaku 

24    Thesis, Vol. 9, No. 1, 2020 

Concerning differences in perceptions of work environment 

based on the education level, the findings of this research 

indicate that there are no significant differences. 

Regarding the job satisfaction questionnaire, 154 teachers 

responded. The rating on this questionnaire was from 1 to 5, 

but the minimum score for teachers was 2.89, while the 

maximum score was 5. The mean value was 4.18, with DS = 

0.43. The mean value was relatively high, while the standard 

deviation was indicative for a very good grouping of responses 

around the mean. 

With the exception of marital status, no significant 

differences in job satisfaction by gender, age group, work 

experience, and education level were found. 

Mann-Whitney U test was used to compare differences in 

job satisfaction among teachers based on marital status. Mean 

values are as follows: for married teachers, M = 80.50, and for 

unmarried teachers, M = 59.92 (z = - 2.16; p <.05). The results 

showed that there were differences in job satisfaction between 

married and unmarried teachers. According to these findings, 

married teachers are more satisfied with their work. 

 

Hypothesis testing 

The empirical results of this study show that there is a 

correlation between work environment and job satisfaction, r = 

0.40, p <.05. This finding suggests that there is a correlation 

between work environment and job satisfaction. This confirms 

the first hypothesis of this research. 

The relationship between the set of dimensions of 

relationship with job satisfaction was examined. The findings 

confirm the second hypothesis of this study that such a 

correlation exists (r = .30, p <.05). 
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A relationship was found between the dimensions of 

personal development and goal orientation and job satisfaction 

(r = 0.24, p <.05). This significant finding confirms the third 

hypothesis of the present study. 

The results show that there is a correlation between the 

set of system change/maintenance dimensions and job 

satisfaction (r = 0.44, p <.05). This finding indicates that there is 

a relationship between clarity, supervisor control, innovations 

at school, and physical comfort with job satisfaction. This 

confirms the fourth hypothesis of this research. 

 

Discussion 

The findings of this research show that there is a positive 

relationship between perception of work environment and job 

satisfaction. Many empirical studies have found that the work 

environment, or perception of the work environment, has a 

positive relationship with job satisfaction. Heartfield (2012), in 

his research, found that the work environment affects job 

satisfaction and is not based solely on material benefits. An 

organization with a positive communication climate and a 

positive social interaction also enhances job satisfaction 

(Heartfield, 2012). Similarly, in their research, Muhammad and 

his colleagues examined the relationship between work 

environment and teacher satisfaction at a private university and 

concluded that there is a positive and strong relationship 

between those two (Muhammad et al., 2015). One study 

emphasizes that a favorable work environment enhances 

satisfaction, commitment, and performance (Kristof-Brown et 

al., 2005; Vancouver & Schmitt, 1991). The results showed that 

there were significant differences in job satisfaction by marital 

status. Similarly, Fresco, Kfir and Nasser (1997) state that 

married female teachers tend to be more satisfied than both 
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unmarried partners, their counterparts, and male teachers. 

Possible reasons for these differences are that women generally 

occupy lower status positions, have lower expectations, and are 

more satisfied with work, while men (more than women) see 

teaching as a low position for career (Crossman & Harris, 2006). 

Whereas, in a study conducted by Ngimbudzi no significant 

differences were found in the relationship between job 

satisfaction and marital status (Ngimbudzi, 2009). 

The findings of this research show that teachers generally 

have no objection to the work environment and have a 

relatively positive perception of the work environment. The 

problem of perceptions of the work environment, including 

many dimensions in itself, has attracted the attention of many 

researchers, so Wu (1998) found that high school teachers in 

England and Wales reported above average score on 

dimensions of the work environment, including: involvement, 

coworker cohesion, task orientation, and clarity of tasks, but 

above average also results for work pressure and manager 

control. The findings of the study further showed that teachers 

reported below average scores on support from supervisor, 

autonomy, and physical comfort. Similarly, Margall and 

Duquette (2000) in their study found that nursing students had 

high levels of involvement and cohesion with coworkers and 

moderate levels of supervision and autonomy. They also 

emphasized the importance of task orientation and clarity in the 

work environment. 

 

Conclusions 

The findings of this study show that teachers perceive the work 

environment at above average or moderate level, so there is no 

negative perception of the work environment. The findings of 

this study show that there is a positive correlation between 
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perception of work environment and job satisfaction among 

high school teachers in Prishtina Municipality. Specifically, 

correlations were found between each set of dimensions of 

work environment perception (dimension sets for: 1. 

relationships, 2. personal development and goal orientation, 

and 3. system changes and maintenance) and job satisfaction. 

These findings confirm the hypotheses of this study. Also, this 

empirical study found differences in different sets of 

perceptions of the work environment as well as job satisfaction 

based on age group, work experience, and marital status. 

 

References 

Akinyele S. T. (2010). The influence of work environment on 

workers’ productivity: A case study of selected oil and 

gas industry in Lagos, Nigeria. African Journal on Business 

Management, 4(3), 299–307. 

Amabile, T.M., Conti, R., Coon, H., Lazenby, J., & Herron, M. 

(1996). Assessing the work environment inventory for 

creativity. Academy of Management Journal, 39, 1154–1184.  

Aneela, M. (2012). Work environment, burnout, organizational 

commitment, and role of personal variables as moderators 

(Doctoral dissertation, Quaid-i-Azam University, 

Islamabad, Pakistan). Retrieved from http://www.nip. 

edu.pk/library/index.php?p=show_detail&id=1030. 

Assaf, A. M. & Alswalha, A. (2013). Environmental impacts of 

working conditions in paint factories workers in the 

Hashemite Kingdom of Jordan. European Scientific Journal, 

9(8), 193-205. ISSN: 1857 – 7881 (Print) e - ISSN 1857- 7431. 

Belicki, K., & Woolcott, R. (1996). Employee and patient 

designed study of burnout and job satisfaction in a 

chronic care hospital. Employee Assistance Quarterly, 12(1), 

37-45. 

http://www.nip/


Ilirijana Mehmeti, Mimoza Telaku 

28    Thesis, Vol. 9, No. 1, 2020 

Brayfield A. H., & Rothe H. F. (1951). An Index of Job 

Satisfaction. Journal of Applied Psychology, 35 (5), 307-3011. 

Chan, A.O.M., & Huak, C.Y. (2004). Influence of work 

environment on emotional health in a health care setting. 

Occupational Medicine, 54(3), 207-212. 

Crossman, A., & Harris, P. (2006). Job Satisfaction of Secondary 

School Teachers. Educational Management, Administration 

& Leadership, 34(1), 29-46. 

Flarey, D.L. (1991). The social climate scale: A tool for 

organizational change and development. Journal of 

Nursing Administration, 21(4), 37-44. 

Fresco, B., Kfir, D., & Nasser, F. (1997). Predicting teacher 

commitment. Teaching and Teacher Education, 13(4):429-

438. 

Futernick, K. (2007). A possible dream: Retaining California teachers 

so all students learn. Retrieved from California State 

University, Center for Teacher Quality website: 

https://www2.calstate.edu/impact-of-the-csu/teacher-

education/educator-quality-center/Documents/ 

Futernick%202007.pdf 

Goddard, R., O’Brien, P., & Goddard, M. (2006). Work 

environment predictors of beginning teacher burnout. 

British Educational Research Journal, 32(6), 857-874. 

Hearthfield, S. M. (2012). Keys to Employee Satisfaction: What You 

Can Do to Increase Employee Satisfaction. Retrieved April 20, 

2019, from http://humanresources.about.com/od/emplo 

yeesatisfaction/a/employee_satisfaction.htm 

Hemingway, M.A., & Smith, C.S. (1999). Organizational climate 

and occupational stressors as predictors of withdrawal 

behaviors and injuries in nurses. Journal of Occupational 

and Organizational Psychology, 72, 285-299. 

Hoppock, R. (1935). Job satisfaction. New York, NY: Harper and 

Brothers. 

https://www2.calstate.edu/impact-of-the-csu/teacher-education/educator-quality-center/Documents/%20Futernick
https://www2.calstate.edu/impact-of-the-csu/teacher-education/educator-quality-center/Documents/%20Futernick
https://www2.calstate.edu/impact-of-the-csu/teacher-education/educator-quality-center/Documents/%20Futernick
http://humanresources.about.com/od/emplo


Relation of the Perception of Work Environment with Job Satisfaction: The 

Case of Teachers in High Schools in the Municipality of Prishtina 

Thesis, Vol. 9, No. 1, 2020    29 

Hunt, S.D., Wood, V.R., & Chonko, L.B. (1989). Corporate 

ethical values and organizational commitment in 

marketing. Journal of Marketing, 53(7), 79–90. 

Janz, B.D., & Prasarnphanich, P. (2003). Understanding the 

antecedents of effective knowledge management: The 

importance of a knowledge-centered culture. Decision 

Sciences, 34(2), 351–384. 

Kalleberg, A.L. (1977). Work Values and Job Rewards: A Theory 

of Job Satisfaction. American Sociological Review, 42(1), 124-

143.  

Karsh, B., Booske, B.C., & Sainfort, F. (2005). Job and 

organizational determinants of nursing home employee 

commitment, job satisfaction, and intent to turnover. 

Ergonomics, 48(10), 1260-1281. 

Kristof-Brown, A.L., Zimmerman, R.D., & Johnson, E.C. (2005). 

Consequences of individuals’ fit at work: A meta-analysis 

of person–job, person–organization, person–group, and 

person– supervisor fit. Personnel Psychology, 58(2), 281–

342. 

Leap, T.L, & Crino, M.D. (1993). Personnel/Human Resource 

Management (2nd ed.). New York, NY: Macmillian 

Publishing Company. 

Leblebici, D. (2012). Impact of Workplace Quality on 

Employee’s Productivity: Case Study of a Bank in Turkey. 

Journal of Business, Economics and Finance, 1(1), 38-42. 

Locke, E.A. (1976). The Nature and Causes of Job Satisfaction. 

Handbook of Industrial and Organizational Psychology. 

Chicago, IL: Rand McNall.  

Long, B.C. (1993). Coping strategies of male managers: a 

prospective analysis of predictors of psychosomatic 

symptoms and job satisfaction. Journal of Vocational 

Behavior, 42, 184-199. 



Ilirijana Mehmeti, Mimoza Telaku 

30    Thesis, Vol. 9, No. 1, 2020 

Margall, M.A., & Duquette, A. (2000). Working environment in 

a university hospital: Nurses’ perceptions. Enferm 

Intensiva, 11(4), 161-169. Retrieved from  

http://www.seeiuc. com/revista/res1143.htm 

McCormick, E. J., & Ilgen, D. R. (1980). Industrial psychology (7th 

ed.). Englewood Cliffs, N.J: Prentice-Hall. 

Mehboob, F., & Bhutto, N. A. (2012). Job satisfaction as a 

Predictor of Organizational Citizenship Behavior: A 

Study of Faculty Members at Business Institutes. 

Interdisciplinary Journal of Contemporary Research in 

Business,3(9), 1447-1455. 

Moos, R.H. (1986). Work as a human context. In M. S. Pallack, & 

R. Perloff (Eds.), Psychology and work: Productivity, change, 

and employment: Vol 5. Master lecture series). Washington, 

DC: American Psychological Association.  

Moos, R.H. (1990). Conceptual and empirical approaches to 

developing family-based assessment procedures: 

Resolving the case of the Family Environment Scale. 

Family Process, 29, 199-208.  

Moos, R.H. (1994). Work environment scale manual (3rd ed.). Palo 

Alto, CA: Consulting Psychologists Press, Inc.  

Moos, R. H, & Billings, A. (1991). Understanding and 

improving work climates. In J. W. Jones, B.D. Steffy, & 

D.W. Bray (Eds.), Applying psychology in business: The 

handbook for managers and human resource professionals. 

Lexington, MA: D.C. Health.  

Muhammad, G., Rehaman, Sh., & Ahmed, N. (2015). Impact of 

Work Environment on Teachers’ Job Satisfaction, A Case 

Study of Private Business Universities of Pakistan. 

European Journal of Business and Management, 7(13), 299-

305. 

Ngimbudzi, W. F. (2009). Job satisfaction among secondary school 

teachers in Tanzania (Master's thesis, University of 



Relation of the Perception of Work Environment with Job Satisfaction: The 

Case of Teachers in High Schools in the Municipality of Prishtina 

Thesis, Vol. 9, No. 1, 2020    31 

Jyvaskyla, Jyvaskyla, Finland). Retrieved from 

https://jyx.jyu.fi/dspace/.../urn:nbn:fi:jyu-

201010152985.pdf 

Obineli, S. A, (2013). Teachers’ perception of the factors 

affecting job satisfaction in Ekwusigo Local Government 

of Anambra State, Nigeria. African Research Review: An 

International Multidisciplinary Journal, Ethiopia, 7(4-31), 225-

237. Doi: http://dx.doi.org/10.4314/afrrev.7i4.13 

Okonkwo, M.C. & Obineli S.A. (2011). The Roles of counselling 

in promoting good leadership: Anambra state on the 

focus. Review of Behavioural Sciences (JRBS), 3(1), 144-153.  

Opkara, J. O. (2002). The impact of salary differential on 

managerial job satisfaction: a study of the gender gap and 

its implications for management education and practice in 

a developing economy. The Journal of Business in 

Developing Nations, 8, 65-92. 

O’Reilly, C.A., Chatman, J., & Caldwell, D.F. (1991). People and 

organizational culture: A profile comparison approach to 

assessing person–organization fit. Academy of Management 

Journal, 34(3), 487–516.  

Peters, T. J., & Waterman, R. H. (1982). In search of excellence: 

Lessons from America’s best-run companies. New York, NY: 

Harper & Row, Warner Books Edition.  

Roeloelofsen, P. (2002). The impact of office environments on 

employee Performance: The design of the workplace as a 

strategy for productivity enhancement. Journal of Facilities 

Management, 1 (3), 247-264. 

Salancik, G.R., & Pfeffer, J. (1997). An examination of need 

satisfaction models of job satisfaction. Administrative 

Science Quarterly, 22, 427-456.  

Salyers, M. P., & Bond, G. R. (2001). An exploratory analysis of 

racial factors in staff burnout among assertive community 



Ilirijana Mehmeti, Mimoza Telaku 

32    Thesis, Vol. 9, No. 1, 2020 

treatment workers. Community Mental Health Journal, 

37(5), 393-404.  

Schein, E.H. (1990). Organizational culture. American 

Psychologist, 45(2), 109–119.  

Sedarmayanti. (2003). Working Procedures and Work Productivity 

an Overview of Aspects of Ergonomics or the link between Man 

and Work Environment. Bandung: Mandar Maju.  

Shih, C. M., & Chen, C.Y. (2006). The effect of organizational 

ethical culture on marketing managers’ role stress and 

ethical behavioral intentions. Journal of American Academy 

of Business, 8(1), 89–95. 

Stansfeld, S., & Candy, B. (2006). Psychosocial work 

environment and mental health—a meta-analytic review. 

Scandinavian Journal of Work, Environment and Health, 32(6), 

443–462.  

Ulrich, C., O’Donnell, P., Taylor, C., Farrar, A., Danis, M., & 

Grady, C. (2007). Ethical climate, ethics stress, and the job 

satisfaction of nurses and social workers in the United 

States. Social Science and Medicine, 65(8), 1708–1719. 

Vancouver, J.B., & Schmitt, N.W. (1991). An exploratory 

examination of person–organization fit: Organizational 

goal congruence. Personnel Psychology, 44(2), 333–352.  

Victor, B., & Cullen, J. B. (1988). The organizational bases of 

ethical work climates. Administrative Science Quarterly, 

33(1), 101–125. 

Vroom, V. (1964). Work and Motivation. New York, NY: John 

Wiley & Sons.  

Wefald, A.J., Reichard, R.J., & Serrano, S.A. (2011). Fitting 

engagement into a nomological network: The relationship 

of engagement to leadership and personality. Journal of 

Leadership &Organizational Studies, 18(4), 522-537.  



Relation of the Perception of Work Environment with Job Satisfaction: The 

Case of Teachers in High Schools in the Municipality of Prishtina 

Thesis, Vol. 9, No. 1, 2020    33 

Westerman, J.W., & Yamamura, J.H. (2007). Generational 

preferences for work environment fit: Effects on employee 

outcomes. Career Development International, 12(2), 150-161. 

Westerman, J.W., & Cyr, L.A. (2004). An integrative analysis of 

person-organization fit theories. International Journal of 

Selection and Assessment, 12(3), 252-261.  

Wilber, K.H., & Specht, C.V. (1994). Prevalence and Predictors 

of Burnout among Adult Day Care Providers. The Journal 

of Applied Gerontology, 13(3), 282-298. 

Wu, J. (1998). School work environment and its impact on the 

professional competence of newly qualified teachers. 

Journal of In-service Education, 24(2), 213-225.  

Yusuf N., & Metiboba S. (2012). Work environment and job 

attitude among employees in a Nigerian work 

organization. Journal of Sustainable Society, 1(2), 36-43. 

 


