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Abstract 
 

The study aimed to investigate the relationship between workplace bullying (WB) and job security (JS) in the 
school education sector from the teachers' perspectives in Jordan. The study sample consisted of (1044) male 
and female teachers who were selected using the convenience sampling method. Two scales were used, one for 
work bullying and the other for job security. The psychometric properties of the two scale were verified through 
applying them to a pilot sample.   Then they were applied to the main study sample. The results showed a low 
level of workplace bullying. In addition, the finding showed that the level of job security among the participants 
were moderate. The results also showed an inverse correlation between workplace bullying and job security. 
The study concluded with a set of recommendations, perhaps the most important of which are: carrying out 
further research to address other variables that may affect job security. In addition, focusing on the elements 
of job security for teachers to retain qualified staff . 
 

Keywords: Workplace Bullying, Job Security, Education Sector, Teachers, School 
 

1. Introduction 
 

(WB) is a serious problem that affects the mental and physical health of employees, and thus affects 
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their job performance and the productivity of the organization. Workers in the education sector suffer 
from the phenomenon of (WB) like other workers in other sectors, as it affects the performance of 
teachers and their provision of education, which affects the quality of education and student learning. 
The impact of (WB) is not limited to the performance of employees, but rather affects their sense of 
(JS), which leads to dissatisfaction with work and sometimes leaving it (Azmat et al., 2023). (WB) 
comprises harmful acts that take place in the course of a person’s employment. Studies have confirmed 
that the impact of (WB) may be damaging for individuals and organizations (Al Muala & Thirlwall, 
2021).(JS)is an element of the overall performance of the organization (Sverke et al., 2002). It is essential 
to ensure stability and psychological comfort in the work environment, as it indicates the level of trust. 
Providing (JS) is considered vital for organizations to maintain employee loyalty and increase their 
satisfaction, which is positively reflected in the employee's feelings about the continuity of his job and 
the opportunities it provides him to achieve progress and growth.( Alnasraween et al., 2024).  (WB) and 
(JS) are complex. A work environment that lacks security can create conditions conducive to bullying, 
increasing employee stress and negatively affecting job satisfaction. Al-Maala et al. (2022) indicate that 
(WB)is positively associated with intention to leave, with employees who were bullied showing that 
they were more likely to consider leaving their jobs. Conversely, a work environment that provides 
safety and psychological support helps reduce bullying and motivates employees to perform at their 
best. Human resources are a fundamental pillar of organizations, significantly affecting their success 
and achieving their goals. Al-A'wasa & Jawad (2018) indicate that achieving an organization's goals 
depends on its ability to efficiently carry out its tasks, in addition to management's ability to identify 
the factors affecting the productivity and efficiency of human resources. Identifying these factors 
contributes to improving the organization's overall performance. Employees face numerous 
psychological pressures that affect their performance, which may be personal or related to the work 
environment  )Al-Khafaji & Al-Ahmad, 2009).   

The education sector is one of the most important sectors that directly affects the development 
of societies and the future of future generations. This makes it imperative to pay attention to the work 
environment for its employees. However, some teachers in this sector face various challenges, 
including (WB), which negatively affects the work environment and limits teachers' productivity and 
job satisfaction(Al-Azibi, 2022) . The work environment in educational institutions is conducive to the 
spread of this phenomenon, especially when the behaviour occurs at the management level. Its impact 
can extend to the rest of the employees and their behaviours, as well as to students, because they follow 
the management's example. This affects the performance, achievements, and loyalty of employees to 
the institution. (WB) may even cause employees to leave their jobs. Therefore, attention must be paid 
to addressing (WB)to limit its negative effects and create a stable and secure work environment 
(Mohammad, 2024). (WB)is defined as harassing, abusing, socially excluding, or negatively affecting a 
person's work duties. This behaviour occurs repeatedly and regularly over a period of approximately 
six months, with the process escalating, such that the person confronting it ends up in a lower position 
and becomes the target of systematic negative social actions (Hollis, 2024; Bartlett ;2011; Hawari; 2024; 
Tuckey et al., 2022; Al-Azibi, 2022) . 
 
1.1 Forms of Work Bullying 
 
Al-Awas and Jawad (2018) pointed out the existence of forms of bullying in the workplace.  
 
1.1.1 Work-Related Bullying 
 
This type of negative behaviour aims to negatively impact an employee's performance by accusing them 
of not putting in the required effort. This includes preventing the employee from accessing the 
information they need, hindering their performance, over-monitoring them, or assigning them tasks 
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beyond their physical and mental capabilities  
 
1.2 Personal Bullying 
 
This type of bullying targets the employee with the aim of insulting or mocking them and making them 
feel humiliated in the workplace. This includes spreading negative rumours about them, socially 
isolating them, assigning them meaningless tasks, repeatedly criticizing them, constantly reminding 
them of their mistakes, threatening them with dismissal, or depriving them of certain powers needed 
to perform their work . 
 
1.3 Verbal and Physical Bullying 
 
This type of bullying includes behaviours intended to harm the employee physically or verbally, such 
as verbal violence, harassment, or threats of assault. Physical. Azzam & Abdul-Jalil (2024) indicated 
that forms of bullying in the workplace include: Verbal bullying (Oral Intimidations): This includes the 
use of insults, sarcasm, threats, harsh criticism, and constant reprimanding. 
 

1.4 Causes of  Workplace Bullying 
 
Dan (2023) pointed out several reasons that lead to workplace bullying, including job stress, as 
employees experience high levels of stress at work and are therefore more likely to behave in a hostile 
and abusive manner. Job demands, time pressure, and noisy working conditions also lead to employee 
frustration and contribute to bullying. Furthermore, certain personality traits, such as introversion, 
laziness, and instability, may lead to workplace bullying . 
 
1.5 Characteristics of Workplace Bullying 
 
Workplace Bullying is a negative phenomenon that affects the workplace environment. It is 
characterized by several key characteristics: Repetition: Bullying occurs repeatedly, with employees 
being subjected to multiple negative behaviours over an extended period of time. Duration: Bullying 
extends over a long period of time, increasing its negative impact on the employee. Power imbalance: 
Bullying occurs between parties with unequal power, such as when an employee is bullied by their 
manager or more powerful colleagues. Intent: The bully has a clear intention to harm the targeted 
person, whether physically or psychologically (Abu Eyadah,2024; Ali & Mohammad, 2021; Al-Nashar & 
Al-Sawah, 2020; Mashsha et al., 2025) . 
 
1.6 Job Security 
 
Aishwarya (2021) defines it as an employee's stability in their job without the threat of losing it, a feeling 
that reduces stress and increases productivity . 
 
1.7 Theoretical Trends in Explaining Job Security 
 
Many theoretical approaches have emerged to explain job security. Maslow believes that (JS) falls under 
the safety need, which comes directly after physiological needs. Organizational Justice Theory views 
organizational justice as related to an employee's sense of (JS) through fairness in evaluations, the 
distribution of opportunities, and promotions. Psychological Contract Theory refers to the relationship 
between an employee and an organization as an unwritten contract, containing mutual expectations. 
When an employee feels that the organization will not meet their expectations (such as job continuity, 

http://www.richtmann.org/


E-ISSN 2240-0524 

ISSN 2239-978X 

      Journal of Educational and Social Research 

          www.richtmann.org  

                             Vol 15 No 6 

               November 2025 

 

 

 

235 

promotion, and job security), this may lead to decreased job satisfaction and increased anxiety about 
the future. Job Stress Theory believes that the lack of (JS) is one of the most important sources of job 
stress. (Mohammad et al., 2023). 
 
1.8 Factors Affecting Job Security 
 
Glambek et al. (2018) define job insecurity as the feeling of being unable to maintain one's job when 
faced with potential threats. This feeling arises from the interaction between perceived threats and the 
inability to cope with them. Although real threats play a fundamental role, the individual's subjective 
perspective is also important. Studies on job insecurity are numerous, but they focus primarily on its 
effects, while the causative factors have received insufficient attention. Muhammad (2018) indicated 
that the factors affecting (JS)are as follows : 
- Prevailing economic conditions. 
- The type of personal skills and experiences individuals require from employers . 
-  Non-discrimination in hiring, with the basis for hiring being based on competence and capabilities, 

not race, religion, or colour . 
 
1.9 Domain of Job Security 
 
Marouf et al. (2018) believe that (JS) is manifested in the following dimensions: 
The social dimension: refers to the extent of the employee's integration into the work environment and 
their sense of belonging within the organization . 
The human dimension: relates to how the organization treats employees in terms of respecting their 
rights and providing comfortable working conditions . 
The political dimension: relates to organizational decisions and policies within the organization, and 
the extent of its transparency and fairness in dealing with employees . 
The ethical dimension: relates to the values and principles that govern the work environment, such as 
honesty, integrity, and the organization's social responsibility toward its employees . 
 
1.10Previous Studies 
 
Hassan (2024) conducted a study to determine the relationship between (WB)among school employees 
and their sense of job satisfaction in Assiut City. The study followed a descriptive analytical approach, 
and was conducted on a sample of (271) school employees. The results of the study revealed a 
statistically significant negative relationship between (WB)among school employees and their sense of 
job satisfaction . 

Battah (2023) conducted a study to determine the effect of (WB)on the intention to leave work 
among female private school teachers in Zarqa Governorate. The sample consisted of (153) female 
teachers. The results showed that work-related bullying ranked first, with an arithmetic mean of (2.79). 
The results did not reveal statistically significant differences in the sample members' ratings 
attributable to qualifications and years of experience. Mohammad study (2024) aimed to identify the 
manifestations of (WB)behaviours in the workplace and their most prevalent forms among employees 
in the Western Education Directorate in the city of Sulaymaniyah. To achieve the study's objective, a 
descriptive and analytical approach was used. The study concluded that bullying is widespread in the 
workplace of this institution in its various forms, physical, verbal, and functional. It also identified 
several reasons and factors that drive bullies to engage in bullying and violent behaviour against their 
colleagues at work. 

 In the study of Azzam & Abdul Jalil (2024), which aimed to shed light on (WB)and its relationship 
with some social processes in the work environment (the field of education as a model), and to identify 
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the relationship between (WB)and competition as a process of divisive social processes within the work 
environment, the study was conducted on a sample of (300) people and the results showed multiple 
points of view on defining the nature of bullying within the work environment in the College of 
Electronic Engineering and the College of Humanities, and the first place came to directing criticism 
in an unjustified and continuous manner at a rate of 64.02%. The results also showed the diversity of 
bullying behaviours in the work environment, which falls at an average level from the point of view of 
the study sample. The results showed that there is a relationship between (WB) and social adjustment 
to a large degree 

In a study conducted by Ariza-Montes et al. (2016) in the United States, the aim was to determine 
the level of (WB) among teachers using the Job Demands and Resources (JD-R) questionnaire. Data 
was collected using a 30-item questionnaire from a sample of 1,500 male and female teachers from 
different educational settings, who were randomly selected. The results showed that (WB) was 
significantly present among teachers, especially in high-stress and resource-limited environments. The 
study confirmed that providing adequate support from colleagues and management can reduce the 
impact of workplace bullying. 

 In light of these findings, Jabeen et al. (2023) conducted a study aimed at determining the 
relationship between workplace bullying, job satisfaction, and job performance among teachers. A 
sample of 400 teachers from public and private schools in Lahore, Pakistan, was selected. The results 
showed that (WB) is already present in the community and negatively impacts teachers' satisfaction 
and job performance. Teachers who experience low levels of bullying have been shown to perform 
better at work than those who experience high levels . 
 
1.11 Study Problem 
 
The education sector in some countries suffers from a decline in the level of its outputs, prompting 
educational experts to review their countries' educational systems and study all elements of the 
educational process. Since experienced teachers play an important and effective role in the teaching-
learning process, educational institutions must create a stimulating environment for their continued 
employment. The departure of a number of experienced teachers from the education sector to work in 
other sectors has a negative impact. The reluctance of experienced teachers to continue working is 
attributed to several reasons, including low wages and an un-motivating work environment. This study 
aims to examine the impact of (WB)in the education sector on the (JS)of its employees, whether (WB)is 
practiced against both male and female employees, and whether there is a relationship between 
(WB)and the prevalence of bullying among students in schools . 
 
1.12 Study Questions  
 
Question 1: What is the level of workplace bulling among employees in educational institutions in Jordan ? 
Question 2: What is the level of job security among employees in educational institutions in Jordan ? 
Question 3: Is there a statistically significant correlation at the level of (α = 0.05) between workplace 
bulling and job security among employees in educational institutions in Jordan? 
 
1.13  The significant of the Study 
 
The importance of the study stems from the efforts made by countries to improve the educational 
process and its outcomes. Jordan has paid great attention to the education sector, especially in light of 
the decline in student performance in recent years on international tests. A comprehensive review of 
the inputs and processes of the educational system was necessary to enable those in charge to enhance 
its strengths and address any emerging imbalances. Since human resources are among the most 
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prominent inputs of the educational system, with teachers constituting 85% of the human resources, 
it is necessary to assess their reality and identify the problems and challenges they face in order to 
retain their most qualified staff. Recently, it has been noted that many teachers have repeatedly 
requested to transfer to other ministries, far removed from the educational process. Furthermore, the 
phenomenon of bullying has recently emerged in educational institutions, leaving negative 
repercussions on the educational process and society as a whole. Therefore, understanding the reality 
of (WB) in educational institutions and understanding its causes is of utmost importance. It is also 
important to understand the extent of its impact on the sector's retention of competent and 
experienced human resources. Furthermore, the theoretical importance of this study lies in enriching 
the theoretical literature on the subject of bullying. Functional and job security; due to the scarcity of 
research that addressed it . 
 
2. Study Methods 

 
Study Population and Sample: The study population consisted of all teachers in the public and private 
school sectors in Jordan, totalling (147,132). The study sample consisted of (1,044) male and female 
teachers, selected using a computer-based method. 
Study Methodology: The study used the descriptive correlational approach, as it is appropriate for the 
purposes of the current study . 
 
2.1 Study Tools 
 
Relying on theoretical literature and previous studies, the researchers developed two scales: the first: 
the (WB)scale, which was developed based on the study of Hassan (2024), Azzam & Abdul-Jubail 
(2024), and Battah (2023). It was initially composed of (32) items. The second scale, for (JS), was 
developed based on the previous studies, which was initially composed of (27) items. The content 
validity of the two scales was verified by presenting them to a group of (10) experts in the field. In light 
of their suggestions, the (WB) scale was finalized to consist of (29) items, and the (JS) scale was 
finalized to consist of (25) items. Construct validity: Construct validity was verified by applying the two 
scales to a pilot sample of 50 male and female teachers from within the study population and from 
outside the sample. The Pearson correlation coefficient between the item and the domain for the 
occupational bullying scale was calculated as (0.47-0.74), and between the item and the total score as 
(0.42-0.68). The Pearson correlation coefficient between the item and the total score was calculated as 
(0.52-0.81). Reliability: The reliability of the two scales was determined using Cronbach's alpha method 
by applying them to a pilot sample of 50 male and female teachers. The occupational bullying scale was 
(0.84) and the (JS) scale was  (0.88.)  

 
2.2 Study Findings 
 
Question 1: What is the level of (WB)among teachers in Jordan? This question was answered by 
calculating the arithmetic means and standard deviations of teachers' ratings. Table (1) shows these 
results. 
Table 1: Means and standard deviations of workplace bullying. 
 

Domain Mean SD Rank Level 

Discrimination and Favouritism 1.99 0.97 1 low 

Psychological and Professional Pressures 1.87 0.94 2 low 

Marginalization and Exclusion 1.73 0.90 3 low 
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Verbal and Professional Abuse 1.64 0.78 4 low 

Total 1.81 0.86  low 

 
Table (1) shows that the level of (WB) among teachers was low, with an mean of 1.81 and SD of 0.86. 
The means for the dimensions of (WB) were low, with the area of discrimination and favouritism 
ranking first with an mean of 1.99 and a SD of 1.10. The area of "verbal and professional abuse" ranked 
last with an mean of 1.64 and a SD of 0.78, a low score. 
 The arithmetic means and standard deviations for the items in domain were extracted, and Tables (2, 
3, 4) show these results.  
Table (2) means and standard deviations for the items of  “verbal and professional abuse” 
 

# Item Mean SD Rank Level 

3 My efforts or professional accomplishments are frequently 
belittled. 

1.82 0.74 1 low 

5 I am blamed without clear justification. 1.78 0.89 2 low 

7 I am forced to perform work that is not in line with my 
expertise in order to pressure me. 

1.73 0.91 3 low 

6 I am prevented from expressing my opinions in the 
workplace. 

1.72 0.74 4 low 

1 I am harshly criticized in front of colleagues or students. 1.63 0.92 5 low 

8 I have experienced aggressive or inappropriate behaviour 
from colleagues or management. 

1.61 0.94 6 low 

4 I am subjected to negative comments that diminish my self-
confidence as a teacher. 

1.53 0.89 7 low 

2 I am ridiculed or mocked by supervisors or colleagues. 1.30 0.71 8 low 

 Overall 1.64 0.78 9 low 

 
Table (2) shows that the level of (WB)in the domain of verbal and professional abuse was low, with 
mean of (1.64) and SD of (0.78). Item (3), which stated, "My efforts or professional achievements are 
frequently belittled," ranked first, with mean of (1.82) and a SD of (0.74). Item (2), which stated, "I am 
subjected to ridicule or mockery by supervisors or colleagues," ranked last, with an arithmetic mean of 
(1.30) and SD of (0.71), representing a low level. 
Table (3) means and standard deviations for the items in domain of “marginalization and exclusion” 
 

# Item Mean SD Rank Level 

13 I find it difficult to get administrative support when needed. 1.81 0.84 1 low 

10 I am not included in decisions regarding my work area. 1.79 0.92 2 low 

11 I notice that my colleagues are given preference over me in 
assigning tasks. 

1.75 0.77 3 low 

15 My suggestions are ignored or downplayed. 1.72 0.68 4 low 

9 I feel excluded from important school activities. 1.69 0.78 5 low 

14 I am prevented from taking advantage of training or 
professional development opportunities. 

1.69 0.98 6 low 

12 I am ignored in meetings or work discussions. 1.60 0.96 7 low 

 Overall 1.73 0.90  low 

 
Table (3) shows that the level of (WB)in the verbal and professional abuse domain was low, with a 
mean of (1.73) and SD of (0.90). Item (13), which stated, "I find it difficult to obtain administrative 
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support when needed," ranked first with an arithmetic mean of (1.81) and SD of (0.84). Item (12), which 
stated, "My participation in meetings or work discussions is ignored. " ranked last with an arithmetic 
mean of (1.60) and SD of (0.96), indicating a low level . 
Table (4) means and standard deviations for items of the psychological and professional stress domain 
 

# Item Mean SD Rank Level 

18 I feel job insecurity due to negative workplace practices. 2.36 0.87 1 low 

20 I face veiled threats regarding my professional future. 2.08 0.92 2 low 

16 I have difficulty concentrating due to the psychological 
pressures caused by bullying. 

2.02 0.76 3 low 

19 I consider leaving my job due to the psychological pressures. 1.85 0.98 4 low 

21 I feel emotionally exhausted due to negative interactions with 
management or colleagues. 

1.69 0.87 6 low 

15 I feel constantly stressed due to dealing with the work 
environment. 

1.67 0.79 7 low 

17 I find myself forced to work outside of regular working hours 
without justification. 

1.52 0.94 8 low 

 Overall 1.87 0.94  low 

 
Table (4) shows that the level of (WB)in the psychological and professional stress domain was low, 
with mean of (1.87) and SD of (0.94). Item (18), which stated, "I feel job insecurity due to negative 
practices at work," ranked first, with an arithmetic mean of (2.36) and SD of (0.87). Item (17), which 
stated, "I find myself forced to work outside of official working hours without justification," ranked last, 
with mean of (1.52) and SD of (0.94), representing a low level . 
Table (5) means and standard deviations for the items in the domain: Discrimination and favouritism 
 

# Item Mean SD Rank Level 

24 Incentives and rewards are distributed unfairly. 2.20 0.87 1 Low 

29 I have difficulty obtaining the resources I need for my work 
compared to my colleagues. 

2.12 0.69 2 Low 

26 I am treated unequally compared to my colleagues in the 
same position. 

2.05 0.71 3 Low 

25 I notice that some colleagues receive privileges that I do not 
receive for no apparent reason. 

2.04 0.82 4 Low 

27 I feel that opportunities for advancement are denied to me 
due to unfair treatment. 

1.85 0.96 5 Low 

28 Other teachers are favoured based on personal connections 
rather than competence. 

1.84 0.83 6 Low 

23 I feel that professional evaluations are conducted unfairly. 1.80 0.95 7 Low 

 Overall 1.99 0.97  Low 

 
Table (5) shows that the level of (WB)in the area of discrimination and favouritism was low, with mean 
of (1.99) and SD of (0.97). Item (24), which stated, "Incentives and rewards are distributed unfairly" 
ranked first, with mean of (2.20) and a SD of (1.34). Item (23), which stated, "I feel that professional 
evaluations are conducted unfairly," ranked last, with mean of (1.80) and SD of (1.14), a low level. 
The second question: What is the level of (JS) among teachers in Jordan? This question was answered 
by calculating the arithmetic means and standard deviations of teachers' ratings. Table (6) shows these 
results . 
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Table (6): means and standard deviations of teachers' ratings of (JS) 
 

# Item Mean SD Rank Level 

4 The school administration is committed to ensuring employment 
continuity for all teachers. 

3.74 0.89 1 High 

7 The school administration provides a stable and safe work 
environment. 

3.71 0.79 2 High 

14 The administration prioritizes providing a supportive and safe work 
environment. 

3.67 0.82 3 Moderate 

12 I feel part of a team that cares about job stability for all its members. 3.63 0.96 4 Moderate 

10 Job security issues are taken seriously by the administration. 3.60 0.98 5 Moderate 

11 I believe that the school's policies support the stability of educational 
staff. 

3.59 0.76 6 Moderate 

1 I feel secure in my current job. 3.58 0.87 7 Moderate 

15 I believe there are fair and transparent procedures for dealing with 
issues related to job security. 

3.55 0.71 8 Moderate 

2 I have a strong sense of stability in my job. 3.53 0.63 9 Moderate 

6 I am not concerned about losing my job in the near future. 3.52 0.91 10 Moderate 

13 I do not face concerns related to losing my job in the future. 3.52 0.71 11 Moderate 

16 I feel comfortable and confident about my employment situation. 3.52 0.78 12 Moderate 

5 I believe there are sufficient opportunities for professional 
development in my field. 

3.50 0.83 13 Moderate 

9 I know I have opportunities for future advancement and promotion. 3.49 0.93 14 Moderate 

23 I believe I am in a work environment that encourages job stability. 3.48 0.87 15 Moderate 

22 There is a clear commitment by the school to support its teachers in 
facing career challenges. 

3.47 0.83 16 Moderate 

25 The school administration provides training and resources that 
enhance our job stability. 

3.45 0.93 17 Moderate 

20 I feel comfortable expressing my professional needs related to job 
security. 

3.44 0.78 18 Moderate 

17 Opportunities are provided to develop skills that contribute to job 
stability. 

3.43 0.92 19 Moderate 

19 The administration ensures financial stability at the school. 3.43 0.87 20 Moderate 

24 I feel the school provides guarantees that protect our employment 
rights. 

3.42 0.93 21 Moderate 

3 I believe my job is stable in the long term. 3.40 0.87 22 Moderate 

18 There are clear strategies for dealing with work stress that may affect 
job security. 

3.35 0.72 23 Moderate 

21 I believe teachers have clear job rights that guarantee their stability. 3.35 0.79 24 Moderate 

8 I am confident that there are clear procedures in place to support 
teachers in the event of job crises. 

3.28 0.87 25 Moderate 

Total 3.51 0.50  Moderate 

 
Table (6) shows that teachers' job security was average, with mean of 3.51 and SD of 0.50. Item (4), 
which stated, "The school administration is keen to ensure work continuity for all teachers," ranked 
first, with mean of 3.74 and SD of 1.07. Item (8), which stated, "I am confident that there are clear 
procedures to support teachers in the event of job crises," ranked last, with mean of 3.28 and SD of 1.23, 
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at an average level. 
Question 3: Is there a statistically significant correlation at the level (α = 0.05) between job bullying 
and job security among teachers in Jordan? 
To answer this question, a Pearson correlation coefficient was extracted between the level of job 
bullying and job security among teachers in Jordan, as shown in Table (7). 
 
Table (7) Pearson's Correlation Coefficient between (WB) and (JS) 
 

 Discrimination and 
Favouritism 

Psychological and 
Professional Pressures 

Marginalization and 
Exclusion 

Verbal and 
Professional Abuse 

(WB) 

Job 
security 

-0.562** -0.562** -0.657** -0.675** -
0.670** 

 
**Statistically significant at the significance level(0.01) 

It is noted from the results of Table (7) that there is a statistically significant inverse correlation at the 
level (α=0.05) between both (JS) and (WB) 
 

3. Discussion and conclusion  
 
The study results showed that the level of (WB) among teachers in Jordan was low. This result is 
explained by the fact that the work environment in educational institutions in Jordan is a healthy one 
that encourages cooperation and understanding among employees. This indicates that the relationship 
between teachers, on the one hand, and teachers, educational supervision, and school administrations, 
on the other, is healthy and based on mutual respect. Furthermore, there is a code of professional 
conduct that frames relationships among employees in the education sector, and is referred to when 
necessary. Specialized training on job descriptions, laws, and regulations governing work in the 
education sector is provided before teachers begin work as part of a training and qualification program 
for new teachers. Furthermore, educational policies, laws, regulations, and the instructions and 
principles that regulating work relationships are characterized by relative stability and are enforced in 
both private and public workplaces. These policies aim to promote a safe environment for teachers and 
create channels for reporting cases of abuse or threats against teachers. This result is somewhat 
consistent with the Battah 2023 study, which showed that the practice of (WB)had an arithmetic mean 
of (2.79) in the private sector, while in this study, bullying had an arithmetic mean of (1.64). The 
decrease is attributed to the strict measures taken by the Ministry of Education to limit the growing 
phenomenon of violence in schools, as the Ministry of Education made the number of bullying cases 
one of the main indicators of the Ministry of Education’s strategic plan, and worked on this indicator 
through a special directorate for school guidance. The results also indicated that the level of job security 
among teachers in Jordan was average, and this result explains the teachers’ feeling of unfairness in 
promotion opportunities or obtaining incentives. Also, the implementation of Human Resources 
System No. (33) of 2024, which began in 2024, made the feature of continuity in work, which was 
previously in effect, linked to performance evaluation. Thus, appointment became based on annual 
contracts and not permanent contracts as was previously the case under Civil Service System No. (82) 
of 2013 and its subsequent amendments. In addition, High work pressures and complex administrative 
procedures lead to teachers feeling that their job security is threatened. The study results indicated 
that the relationship between administrative bullying and job security was inverse and statistically 
significant. This indicates that the more bullying occurs in the school, the less job security teachers 
feel. This can be explained by the fact that the phenomenon of bullying reduces teachers' self-
confidence and makes them feel unappreciated, targeted for exclusion, or threatened with dismissal, 
which creates a constant feeling of instability and a decline in their performance. This result is 
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consistent with Hassan's (2024) study . 
 
4. Recommendations 

 
 •Investigate the causes of bullying among students other than teacher behaviour . 
 •Conduct further research to address other variables that may impact job security . 
 •Focus on the elements of job security for teachers to retain qualified staff. 
 •Use study tools . 
 
5. Implication 
 
The low level of workplace bullying among teachers, as indicated by the study results, demonstrates 
the existence of a respectful and cooperative work environment in educational institutions in Jordan. 
The increase in bullying leads to a decline in teachers' sense of job security and stability. These findings 
underscore the importance of promoting policies that support a culture of mutual respect and 
establishing effective mechanisms to monitor and mitigate workplace bullying. This will contribute to 
enhancing job security and improving the school climate. Attention must be paid to raising school 
administrations' awareness of the dangers of workplace bullying and its negative effects on teachers' 
performance, job satisfaction, and sense of job security. Efforts must be made to adopt guidance and 
training programs that promote mental health and professional solidarity within the educational 
workplace. 
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