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Job satisfaction is an important factor that is correlated positively to enhanced job performance, high
motivation, and positive factors and is correlated negatively to burn out and job attrition. This study aimed at studying
demographics of Jordanian speech language pathologists and audiologists and measure their level of job satisfaction.
34 respondents participated in the study. Results show that Jordanian speech language pathologists and audiologists’
satisfaction was insignificantly below average (p=.843). Factors that significantly affected job satisfaction were: therapy
outcomes (p=0.001), income (p=0.012), time management (p=0.028), work pressure (p=0.003), vacations (p=0.001),
and job security (p=0.021). Demographics of Jordanian audiologists and speech language pathologists were also
discussed in the study.
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Introduction
Job satisfaction is defined as an attitudinal variable
measuring the degree to which employees like their
jobs and the various aspects of their jobs (Spector,
1997; Stamps, 1997). It is one of the most researched
topics in the areas of organizational behavior and
education (Blood et al., 2002, Kalkhoff & Collins 2012,
& Spector, 1997).

satisfaction may provide administrators with necessary knowledge they could use to recruit or retain
workers (e.g. Speech Language Pathologists (SLPs).

SLPs are highly involved in the field of education as
they deal with school children with communication
disorders. Blood et al. (2002) detected some factors
that lead to job satisfaction including, teacher attrition (Bobbitt, Leich, Whitener, & Lynch, 1994; Boe &
Guilford, 1992; Ingersoll & Alsalam, 1996; Lee, DeJob satisfaction is correlated positively to enhanced drick, & Smith, 1991; Russ, Chiang, Rylance, & Bongers,
job performance, positive work values, high motiva- 2001), demographic variables (i.e. age, education, and
tion levels, and enhanced mental and physical health. gender) (Castillo, Conklin, & Cano, 1999; Eichinger,
On the other hand, it is negatively correlated to ab- 2000; Ganser & Wham, 1998; Peterson & Custer, 1994),
senteeism, turnover, and burnout. (Begley & Czajka, practice-related variables (i.e. salaries, credentialing,
1993; Blood, 1969, 1973; Bluedorn, 1982; Bluen, Bar- opportunities for promotion, supervision, recognition,
ling, & Burns,
student behavior, working conditions, and sense of
1990; Chiu, 2000; Cordes & Dougherty, 1993; Petty, autonomy) (Archbald & Porter, 1994; Dinham & Scott,
McGee, & Cavender, 1984; Tharenou, 1993). Because 1998; Evans, 1997a, b, 1998; Pennington, 1991; Prelip,
it is directly correlated to workers’ performance and 2001; Reyes & Shin, 1995; Taylor & Tashakkori, 1995),
levels of retention, interest in studying job satisfac- and geographic location in rural, suburban, and urban
tion and factors that affect satisfaction has increased. areas (Bornfield, Hall, Hall, & Hoover, 1997; Burstein &
(Blood et al. 2002, Kalkhoff & Collins, 2012). Job sat- Sears, 1998; Derlin & Schneider, 1994; Pearson, 1998).
isfaction was one of the best predictors of persons Job satisfaction in school personnel is also related
choosing to leave their job (Griffeth, Hom and Gaert- to overall job productivity, motivation, and student
ner 2000, & Mclaughlen, 2008). Information about job learning outcomes (Ashton & Webb, 1986; Choy, et
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al., 1993).
Blood et al. (2002) studied two thousand SLPs working in public schools in United States and found that
majority of them were satisfied or highly satisfied.
Factors that increased job satisfaction were greater
number of years at work, and decreased case load.
Factors such as geographic area of work did not make
a difference in job satisfaction.
Lambert, Hogan and Barton (2001) studied 1095
workers from a range of industries across the USA.
They found a significant relationship between job satisfaction and factors affecting the work environment
(i.e. role conflict, task variety, financial rewards, relations with co-workers, and autonomy/participation).

These factors were career structure, workload, quality
of management and management structures, rural
versus metropolitan location, and professional development opportunities.
Pezzei and Oratio (1991) reported on the job satisfaction of 281 SLPs working in the public schools. A
factor analysis of the data revealed that supervision,
workload, co-workers’ support, SLPs’ backgrounds,
and specific job settings were the most predictive of
job satisfaction.

Wisniewski and Gargiulo (1997) reviewed and critiqued the literature on occupational stress, attrition,
job satisfaction, and burnout in special educators,
including SLPs. They reported some general reasons
that may contribute to job burnout and dissatisfacAmong speech language pathologists, the number of tion including increased workplace demands that
job satisfaction studies is limited (blood et al., 2002). resulted from technological advances in the field,
Similar to other professions, these studies focused administrative responsibilities, increased paperwork,
on factors leading to job satisfaction. Many authors and interdisciplinary meetings. In particular to SLP.
assented that lower incomes, longer hours, larger Factors like larger and oversized caseloads, greater
caseloads, scheduling complexities, and professional time demands, and additional responsibilities inisolation contribute to low levels of job satisfaction in creased burnout and dissatisfaction. Other factors
rural settings (Condon, Simmons, & Simmons, 1986; related to job dissatisfaction were role ambiguity
Farmer, 1994; Foster & Harvey, 1996; Helge, 1992; and conflict, inconsistent support from other school
Neely, Diebold, & Dickinson, 1994). Other factors af- personnel, demands for excessive accountability and
fecting job satisfaction included the geographic loca- paperwork.
tion where SLPs provide services (Blood et al., 2002).
The Speech-Language Pathology Healthcare SurMclaughlen (2008) interviewed eighteen speech lan- vey in 2002 surveyed job satisfaction. Results show
guage pathologists from Australia over the phone that factors predicted job satisfaction were volume
asking them about their perceptions of factors that of paper work, salary or benefits, caseload, and setincrease and decrease their experience of job stress, ting of working. However, Randolf (2005) had differtheir satisfaction with their jobs, and their opinions ent results. She studied the most predictive extrinsic
on why they leave their jobs. She found that SLPs see and extrinsic areas in job satisfaction among rehapositive aspects in their jobs (e.g. variety and inter- bilitation professionals including speech language
esting nature of the work, flexibility, team work, and pathologists using a survey for 328 participants and
making a difference in patients’ lives) and negative found that factors such as professional growth, recaspects (e.g. large case and workloads, limited effi- ognition of accomplishments, and work environment
cacy, lack of respect, lack of autonomy, and increased agree with personal values predicted job satisfaction
paper work).
among these professionals more than factors such as
Similarly, Saggers et al. (2001) interviewed and sur- payment and continuing education.
veyed 544 allied health professionals including audiologists and SLPs. They found five main factors in- In Jordan, speech-language pathology and audiology
fluencing recruitment and retention in their sample. are considered as new professions. People’s aware-
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ness of the importance of speech language pathology
and audiology in addition to role of speech language
pathologist in re/habilitation of people with communication disorders is still limited. Speech language
pathologists are solely working in private or public
clinics. Schools and hospitals are still behind in the
field. Demographic information about workers in the
field and their professional situations are vague. As
a developing profession, it is needed to investigate
demographic data, workers’ job satisfaction, and the
factors that lead to job satisfaction or dissatisfaction.
Such knowledge will help employers, educators in
the field, and decision makers to improve the professional aspects and to spread the profession in the
country. In addition to demonstrating demographic
characteristics of Jordanian audiologists and speech
language pathologists and their corporate practices
(e.g. professional training and experience, and types
of services provided), the present study answers the
following two questions: 1. What are the respondents’
levels of career satisfaction in their current practice?
2. What are the factors affecting respondents’ level of
satisfaction?

various disorders they deal with using a 5 level scale
starting from (1= No experience at all) for disorders
they feel they lack the experience in and end with (5=
very experienced) for disorders they think they are
the most experienced in. The fourth part is intended
to obtain data about the respondents’ perception
of their job satisfaction using a 7 point scale starting from (1= totally unsatisfied) and ending with (7=
totally satisfied). Appendix 1 shows the survey used
in the current study and table 1 shows participants
demographics.
Value of 5 (i.e. somehow satisfied level) was determined as the cut off level of satisfaction. Respondents’ overall satisfaction and the surveyed factors
were statistically analyzed and compared to the value
of 5 through one sample T test, using alpha level of
0.05.

Results:

Respondents varied in their age, experience, and their
academic backgrounds. Figure 1 shows a representaMethodology:
tion of respondents’ demographic data. Results show
that speech language pathologists’ case load was
A list of Jordanian speech language pathologists variable with more emphasis on language disorders
and audiologists obtained from Jordanian Ministry and phonological disorders while group therapy and
of Health 60 copies of the survey were sent by email resonance disorders were the least case load types.
or handed personally to possible participants. 34 of On the other hand, audiologists solely dealt with oral
them have completed the survey and sent it back. rehabilitation in their direct contact with patients. FigThe survey included different parts. The first part is ure 2 represents the distribution of various communiintended to obtain demographic data of the respond- cation disorders in speech language pathologists’ and
ents (i.e. age, gender, number of work years, setting of audiologists’ case load.
work), in addition to other information such as their
case load and amount of paper work they have to do.
The second part is intended to obtain information
about different cases which the respondents deal
with using a five-point scale starting from (1= never)
for disorders that they never deal with and ending
with (5= always) for disorders they deal with on daily
basis. The third part is intended to obtain data about
the respondents’ perception of their experience in
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Figure 1: Demographic data

Figure 2: Participants' caseloads

Speech language pathologists and audiologists rated
their experience as “good experience” in the fields
they dealt with. Figure 3 gives a representation on respondents’ rating of their experience in various communication disorders.
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Figure 3: Rates of satisfaction

Results showed that respondents’ overall satisfaction
was insignificantly below average (p= .843). Factor
analysis shows that respondents’ satisfaction in therapy outcome was significantly higher than the average
(p= 0.001). On the contrary, respondents were significantly unsatisfied with income (p=0.012), time management (p=0.028), work pressure (p=0.003), travel
and vacations (p=0.001), and job security (0.021).
Other factors showed trends of dissatisfaction (i.e.
paper work (p=0.081) and creativity (p=.056)). On
the other hand, factors such as work load (p=0.107),
independency (p=0.530), and management flexibility
(p= 0.723) were not factors that affected satisfaction.
Table 2 summarizes the statistical analysis for overall
satisfaction and the studied factors that lead to satisfaction / dissatisfaction.

Discussion:
This investigation shows that in Jordan speech language pathologists and audiologists are mainly working in schools and private clinics. It appears that the
profession is still unrecognized in the health sector.
Although its importance in rehabilitation, neonatal

hearing screening, assessment of cognitive and communicative abilities for neurological insult patients, as
well as swallowing disorders are still behind in Jordan.
It is important to raise the awareness of decision makers to the importance of this profession in secondary
and tertiary health sectors (i.e. hospitals and rehabilitation centres). Also, the current investigation shows
that number of audiologists and speech language pathologists (tens of audiologists and speech language
pathologists are registered and able to work) is not
adequate for the population of Jordan (7million).
There are three undergraduate programs and one
graduate program in Jordan in the field. It could be
beneficial to expand these academic programs and
improve training facilities to their graduates.
Generally, speech language pathologists and audiologists investigated in the current study were satisfied
with their jobs, which agrees with Blood et al (2002),
Mclaughlen (2008), Saggers et al. (2001), Pezzei and
Oratio (1991), Kalkhoff & Collins, (2012). Predictors of
job satisfaction among Jordanian speech-language
pathologists and audiologists varied. One of the
most important factors that lead to job satisfaction
was therapy outcome, which was similar to results
from Mclaughlen (2008). On the other hand, major
factors that lead to dissatisfaction were low income,
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work pressure, and time management. These results
are consistent with Blood et al (2002) Mclaughlen
(2008) Saggers et al. (2001) Pezzei and Oratio (1991)
Wisniewski and Gargiulo (1997). However, the results
of the present study do not agree with the previously
mentioned studies in factors like independency, work
load, and management flexibility. In the present study
these factors did not predict job satisfaction among
Jordanian speech language pathologists and audiologists.
As mentioned earlier, the profession is still developing in Jordan and there are fewer number of workers in the field than needed. Thus, availability of jobs
in a suffering economy may be one positive aspect
of the profession in Jordan. Besides, workers in the
field usually have the possibility to choose among
variety of job placements, which may explain why
factors such as independency and management flexibility were not predicting factors for job satisfaction
among Jordanian speech language pathologists and
audiologists.
Although case load is usually an important predictor
in other countries, it was not a factor that predicts job
satisfaction / dissatisfaction among Jordanian speech
language pathologists and audiologists. One reason
for that could be the small number of cases assigned
for professionals due to lack of awareness of the importance of this field. With increasing awareness of
detecting children and adults with special needs in
Jordan and caring of them, it is expected that in the
coming years speech language pathologists and audiologists will have much bigger case load. At that
time, this factor may become a major predictor for
job satisfaction.

Conclusion
Jordanian speech language pathologists and audiologists are somehow satisfied with their jobs. In order
to improve the level of their satisfaction, institutions
may work on time management, income, and job
security in sections where speech language pathologists and audiologists work. Developers of the field
need to increase Jordanians’ awareness of it. There is a

need to have more speech language pathologists and
audiologists in Jordan. In addition, there is a need to
work on continuous education and training for working SLPs and audiologists.
Appendix1: Job satisfaction survey
Job Satisfaction Survey
Welcome to the Job Satisfaction Survey! This survey
aims at gathering information on four main domains.
The first domain includes general demographic information, while the remaining three domains present
questions regarding your field of work and job satisfaction. Information gleaned from this survey will be
solely used for the purpose of research. Thank you in
advance.
Part 1: Demographic Variables
How to provide your response:
Please read the following information carefully and
place an (X) next to the item that most strongly represents the attribute you are looking for. Whenever
required, fill in written answers or numbers.
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Table 1
PT Lines by Means of Transport and Province
Age:
25-32 years
Gender:
Male

33-39 years

40-46 years

47-53 years

54-60 years

Over 60 years

Female

Academic Qualifications (in Speech & Language Pathology/Audiology):
Bachelor’s Degree
Master’s Degree
Doctoral Degree
Field of work:
Speech & Language Therapy
Employment hours:
Part-time
Job description:
Teaching
Work Sector:
Hospital

Audiology

Full-time

Training

School

Direct work with clients

Rehabilitation Center

Administrative

University

Other

Number of years since receiving most recent academic degree:
Number of years working in speech-language therapy (part-time/full-time):
Number of institutions you have worked in:
Number of sessions you complete per week:
Distance between your home and workplace (in kilometers):
Source of continuous information (professional):
Books
Scientific Articles
Work colleagues
Workshops

Internet
Periodicals
Continuing education
Other
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Length of time spent (daily):
Completing administrative work:
Marketing and for public relations:
Preparing for sessions:
In sessions:
For transportation:
Part 2: The following section contains a variety of disorders normally treated by Speech-Language Therapists.
Place an (X) in the box that accurately describes the frequency with which you treat each disorder. Try to be as
honest, precise, and objective as possible while completing this form.

Number
1
2
3
4
5
6
7
8
9
10

Disorder
Articulation & phonological disorders
Fluency disorders (Stuttering)
Aural rehabilitation
Group therapy
Language disorders
Voice & resonance disorders
Learning disabilities
Autism
Intellectual disabilities
Hearing impairment

Never Rarely Sometimes Usually Always

Part 3: The following section contains the different professional areas a Speech-Language Therapist works in.
Place an (X) in the box that accurately describes the level of professional experience you have with regards to
each area. Try to be as honest, precise, and objective as possible while completing this form.

No

Disorder

1
2
3
4

Articulation & phonological disorders
Fluency disorders (Stuttering)
Aural rehabilitation
Group therapy

Some
Rather Well
No expe- experiAverage experiexperirience
ence experience enced enced

98

5
6
7
8
9
10

Language disorders
Voice disorders
Learning disabilities
Autism
Intellectual disabilities
Hearing impairment

Part 4: The following section contains a number of factors that describe Speech-Language Therapists’ level of
satisfaction with their job. Place an (X) in the box that most accurately describes the level of satisfaction you
feel towards your job. Remember; try to be as honest, precise, and objective as possible while completing this
form.
No

Factor

1
2
3
4
5
6
7
8
9
10
11
12

Independency
Income
Time management
Paperwork
Caseload
Creativity
Work pressure
Managerial flexibility
Patient improvement
Travel & vacations
Professional security
Overall satisfaction

Completely
unsatisfied

Mostly
unsatisfied

Somewhat
Unsatisfied

Neutral

Somewhat
satisfied

Mostly
satisfied

Completely
satisfied
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