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ABSTRACT 

Several researches have explored the job satisfaction level of employees in business sector, little 

study is made on university faculty of developing country like Pakistan especially in the region of 

Sindh. There are 163 universities in Pakistan. Majority of universities are found in the province 

Sindh. Total forty seven universities are found in the region of Sindh containing a high ratio (7,510) 

of faculty from private universities.. The purpose of this research was to study the association 

between demographic features and job satisfaction of university faculty in private universities of 

Sindh. Questionnaire was used to survey with 297 university faculty from 30 private universities of 

Sindh, Pakistan. The data was analysed through Statistical Packages for Social Sciences (SPSS) by 

use of descriptive statistics, Pearson correlation and analysis of variances. The results showed a 

significance level of job satisfaction among the university faculty.  Positive significant relationship 

was found between job satisfaction and gender, education qualification and job status of university 

faculty. Females were more satisfied than male university faculty. The respondents of MPhil 

qualification had high job satisfaction level as compared to their counterpart. There is no significant 

difference found among contractual and permanent university faculty members. In addition, results 

found that age and job rank had negative relationship with job satisfaction. The present study is 

supportive for policy making by the administration of universities, Ministry of Education and Higher 

Education Commission of Pakistan. 

Keywords: Job Satisfaction, Demographic Features, University faculty, Private Universities in 

Sindh. 
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Introduction   

Job satisfaction is one of the main 

concerns of executives and managers 

in the business sector. However, it has 

a vital importance in the educational 

sector. In the academics, Job 

satisfaction plays an important role for 

various reasons. Firstly, different 

factors of job satisfaction are critical to 

enhance the workers happiness 

(Okpara et al., 2005). Secondly, 

satisfaction and dissatisfaction level of 

teachers towards their work can lead to 

developments, innovations and 

improvement in their teaching. 

Additionally, job satisfaction has 

various implications for different 

association among the management 

and teachers of their higher educational 

institutes (Eyupoglu & Saner, 2009). 

Thus, Syed et al. (2012) revealed that 

satisfaction of faculty members is the 

most important feature in upper 

education and is significant for the 

effectiveness, efficacy and 

improvement of the universities. 

Therefore, most of the school 

performance measures were 

significantly associated to the 

satisfaction of employee with schools 

and teachers with high satisfaction 

level were more effective as compared 

to less satisfied teachers (Osrtroff, 

1992).   

In 1911, discussion on job 

satisfaction was started when Taylor 

discussed about piece rate and 

connected prosperity of employees 

with prosperity of organization 

through productivity of employees. 

Furthermore, he proposed that high 

wages rate is linked with employers 

that lead to the satisfaction of 

employees. In 1924-30, engineers of 

Western electric company had 

conducted research at Hawthorn plant 

on experimental and control groups 

to employee productivity and resulted 

illumination has not direct connected 

with group productivity of workers, it 
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is called Hawthorn studies that has a 

great contribution in the practices of 

human resource. Since the late 1950s, 

scholars have theorized the job 

satisfaction nature and developed 

different models that explained 

modification of job satisfaction 

(Ssesanga & Garrett, 2005). In 1959, 

two factor theory was given by 

Herzberg, Mausner and Snyderman 

which included motivators 

(achievements, work itself etc.) and 

hygiene factors (salary, supervision, 

colleagues relationship) which 

become the reasons of job 

satisfaction and dissatisfaction. 

Additionally, Locke proposed job 

satisfaction theory in 1976 that 

described that there is a difference 

among job expectation and actual job 

which is considered as job 

satisfaction. He described that job 

satisfaction is a positive or 

pleasurable emotional state that 

results from the evaluation of 

individual’s job or work experiences 

and as facilitating or achieving the 

accomplishment of job values of 

individuals (Nguni, Sleegers, & 

Denessen, 2006).  

Job satisfaction has a relationship 

with different variables such as 

personality and demographic features 

(Miller et al., 2009; Telman & Unsal, 

2004), performance (Luthans, 1994), 

life satisfaction (Ho & Au, 2008), 

leadership, culture and climate of the 

high education system (Grunwald & 

Peterson, 2003; Hagedorn, 2000; 

Zhou & Volkwein, 2004) and 

organizational characteristics 

(Glisson & Durick, 1988). In several 

researches, job satisfaction of 

teachers is measured by various 

factors. Oshagbemi (1997) used eight 

scales that intended to evaluate job 

satisfaction of faculty members in the 

university of United Kingdom that 

were present pay, management and 

administration, teaching, research, 
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supervision/supervisor behaviour, 

promotions, colleagues behavior and 

physical /working conditions.  

Job satisfaction of teachers in the 

university of Turkey was explored by 

Kusku (2003). He took seven 

elements that were job satisfaction, 

general satisfaction, satisfaction of 

colleagues and also for additional 

group of employees, management 

satisfaction, salary and job 

environment satisfaction. The level of 

job satisfaction of academics from 

higher education in Uganda was 

viewed by Ssesanga and Garrett 

(2005). They used nine determinants 

of their job containing teaching, 

remuneration, governance, 

supervision, research, co-worker’s 

behavior, general job, opportunities 

for promotion and working 

environment. In China, the job 

satisfaction level of teachers in a 

private university was measured by 

Chen et al. (2006). He included six 

job satisfaction elements such as 

organization vision, respect, system 

of management, motivation and 

feedback /result, pay and benefits and 

work environment. 

Moreover, different dissertations and 

articles are based  on the variable ‘job 

satisfaction’ but it is ongoing 

research topic. Most of the studies, 

are  conducted on the topic of job 

satisfaction that based on setting of 

business, industries and organizations 

(Platsidou & Diamantopoulou, 2009). 

Recently, different scholars are   

strongly focused  on the teacher’s job 

satisfaction. However, job 

satisfaction of faculty in universities 

of different developing countries is 

still lacking and there is a need to 

fulfil that gap (Eyupoglu & Saner, 

2009; Ssesanga & Garrett, 2005; 

Hean & Garrett, 2001; Garrett, 1999). 

Additionally, the studies which have 

been conducted in Pakistan context 
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have a limited scope and to the best 

of researcher knowledge, this 

research is among one of the rare 

attempts to be conducted in the 

region of Sindh where the majority of 

universities are found. In the private 

universities of Sindh, the faculty are 

in high ratio as compare to public 

universities of Sindh. Also, studies in 

the context of Pakistan are 

investigating the job satisfaction level 

of teachers of schools and colleges. 

However, very little studies were 

known on the job satisfaction of 

teachers from universities especially 

from Sindh universities. Universities 

are included in higher education 

sector which is facing number of 

problems and challenges while 

satisfying the teachers with their job.         

Thus, this research is investigating 

the job satisfaction level of teachers 

from the private universities of Sindh.  

This research analysed how gender, 

age, educational qualification, job 

status and job rank have significant 

differences on job satisfaction of 

faculty in the private universities of 

Sindh, Pakistan. The current research 

was based on following research 

questions:  

1) What is the job satisfaction level 

of faculty members in private 

universities of Sindh? 

 2) Do any significant differences 

found in the level of job satisfaction 

with respect to their demographic 

features? 

Literature Review  

Most of the researches are studied the 

job satisfaction of faculty in context 

of the universities. Research on the 

twenty-three universities of United 

Kingdom by Oshagbemi (2003) 

examined that education activities 

regarding research and some 

miscellaneous job dimensions have 

significant impact on both job 

satisfaction and dissatisfaction of 
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teachers in universities. A study of 

Saygi, Tolon, and Tekogul (2011) 

was found in the context of Turkey 

on job satisfaction of staff members 

from thirteen universities. They 

explored that promotions and co-

workers had more consideration as 

compared to pay. Co-worker were the 

most significant factor in job 

satisfaction. Springfield-Scott (2000) 

examined the job satisfaction of 

teachers from North Carolina 

University in Piedmont and found 

that rank and sex had impact on the 

job satisfaction of teachers. However, 

tenure, race and age did not show any 

impact on the job satisfaction of 

teachers.  

In another study, Eyupoglu and Saner 

(2009) examined that compensation, 

facets of job advancement, variety 

and colleagues were statistically 

significant relation with job 

satisfaction in North Cyprus. Results 

of this study also explained a 

moderate job satisfaction level. Ali 

and Akhter (2009) studied staff 

members from ten private universities 

in Bangladesh and explored that 

teachers were overall satisfied with 

their current job except from physical 

and training facilities. Furthermore, it 

had investigated that there is no 

significant difference among the job 

satisfaction level of male and female 

teachers. Paul and Phua (2011) 

studied the relationship among job 

satisfaction and demographic features 

of teachers in public universities of 

Singapore and showed that job 

satisfaction over impersonal 

associations with co-workers and 

students, flexibility and autonomy 

that the work give. Instead, they 

stated dissatisfaction over the number 

of administrative/non-administrative 

job they had to accept heavy 

assignment, wage, existence of ‘red 

tape’ and other business activities and 

relation with troublesome students. 
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Job position and age had impact on 

the job satisfaction of the 

participants. Though, some variables 

like gender, marital status, education 

qualification and employment length 

presented no significant difference.  

Noordin and Jusoff (2009) studied 

teachers from public university in 

Malaysia and explored a moderate 

job satisfaction level of academic 

members. Additionally, salary, age, 

marital and current status had 

significant influence on the job 

satisfaction level of staff. 

Santhapparaj and Alam (2005) 

studied one hundred and seventy-

three staff members from private 

universities in Malaysia and explored 

that promotion, pay, research support 

and working condition had positive 

significant impact on job satisfaction. 

However, support and benefits of 

teaching showed a negative impact. 

Also, female teachers were more 

satisfied as compare to male. In the 

study of two hundred and nineteen 

teaching staff from Hue University in 

Vietnam, Nguyen et al. (2013) 

explored that rewards and 

recognition, supervision satisfaction 

and personal motivation had positive 

relationship with job satisfaction. 

Gautam, Mandal and Dalal (2006) 

researched on faculty members of 

Sher-e-Kashmir University in India 

and found that job satisfaction is a 

process with multidimension with 

various aspects working at the same 

time. Overall job satisfaction level of 

teachers was moderate and fair. 

Faculty members who are young 

were more satisfied than high 

experienced ones. Moreover, Sharma 

and Jyoti’s (2006) studied teachers of 

Jammu University in India and found 

that lecturers were less satisfied as 

compared to professors and 

demographic, intrinsic and extrinsic 

factors were affecting on job 

satisfaction of teachers. 
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According to Pakistan Education 

Statistics 2015-2016 report, there are 

total 163 universities are in Pakistan 

and majority 47 universities are in 

Sindh area where in private 

universities (30) the faculty are high 

in ratio (7,510). Few researches have 

been found in the Sindh area of 

Pakistan. Thus, present study will fill 

the literature gap in the developing 

country like Pakistan.  

Hypothesis 

H10: There is no positive association 

between gender and job satisfaction 

of faculty members. 

H1A: There is positive association 

between gender and job satisfaction 

of faculty members. 

H20: Male and female faculty 

members do not act differently with 

job satisfaction.  

H2A: Male and female faculty 

members act differently with job 

satisfaction.  

H30: Age of faculty members is not 

positively associated with job 

satisfaction.  

H3A: Age of faculty members is 

positively associated with job 

satisfaction.  

H40: Education qualification of faculty 

members is not positively associated 

with job satisfaction.  

H4A: Education qualification of 

faculty members is positively 

associated with job satisfaction. 

H50: Faculty members with master, 

MPhil and PhD qualification do not act 

differently with job satisfaction.  

H5A: Faculty members with master, 

MPhil and PhD qualification act 

differently with job satisfaction. 

H60:  Job status of faculty members is 

not positively associated with job 

satisfaction.  

H6A: Job status of faculty members is 

positively associated with job 

satisfaction.  
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H70: Contractual and permanent 

faculty members do not act differently 

with job satisfaction.  

H7A: Contractual and permanent 

faculty members act differently with 

job satisfaction. 

H80: Job rank of faculty members is 

not positively associated with job 

satisfaction.  

H8A: Job rank of faculty members is 

positively associated with job 

satisfaction. 

Research Methodology  

Quantitative research methodology 

was used to examine the job 

satisfaction level of faculty members 

based on demographic features such 

as age, gender, educational 

qualification, job rank and job status. 

Job satisfaction was considered as a 

dependent variable and demographic 

features are independent variable. 

This research explored job 

satisfaction of faculty members from 

private universities in Sindh, 

Pakistan. According to Pakistan 

Education Statistics 2015-2016 

report, majority of universities are 

found in Sindh and high ratio of 

faculty members are found in private 

universities. Total 7,510 faculty 

members are working in private 

universities of Sindh which was 

considered as a population for this 

research. Following the Krejcie and 

Morgan model and sample size table, 

the appropriate sample size for this 

population (7,510) is 366. Thus, the 

sample size (366) for this research is 

calculated from the sample size table 

proposed by Krejcie and Morgan 

(1970).  Stratified random sampling 

and questionnaire method is used in 

this research. Total 366 

questionnaires were distributed 

electronically and manually to the 

faculty members in private 

universities of Sindh. 300 

questionnaires were returned and 297 
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were considered for data analysis. 

The response rate was 81.14 %. 

Dillman (2000) and Malaney (2002) 

stated that 30% to 60% response rate 

should be acceptable for the data 

analysis.  

The Minnesota Job Satisfaction 

questionnaire (Weiss et al., 1967) 

was refined with the different 

suggestion of expert from the field of 

human resource management. The 

adopted questionnaire contains 32 

items of 7 aspects. These aspects 

were involvement in academic 

process, work load, workplace 

environment and values, pay and 

benefit, support and recognition, 

teaching and learning and last was 

infrastructure and facilities. 

Demographic features include age, 

gender, educational qualification, job 

status and job rank.  Moreover, a 

five-point Likert scale was taken in 

the questionnaire that was fixed as 1 

= “strongly disagree” and 5 = 

“strongly agree”. Scales of five points 

are distinctive in literature and 

practice (Ali et al., 2009; Zaman, 

Jahan, & Mahmud, 2014). In this 

research, Cronbach’s alpha 

coefficient were directed for 

reliability and validity. The accepted 

value of Cronbach’s alpha is 0.6 and 

0.7 or more (Nunnally, 1978). The 

score for Cronbach alpha showed 

acceptable level of 0.730 for this 

research.  Statistical Package for 

Social Sciences (SPSS) was used for 

data analysis. The statistical methods 

used for data analysis included 

descriptive analysis, analysis of 

variance, Pearson correlation and 

regression analysis.  

Results   

Descriptive analysis determined the 

general job satisfaction level of 

faculty as shown in table 1. Of the 

297 respondents, 47.1% were female 

and 52.2% of male faculty members. 
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In terms of age, 29% had below 30 

years, 35% had 30 to 35 years, 29% 

had 35 to 40 years and 7% had 40 

years old. Regarding educational 

qualification, 29.3% were master, 

52.2% were MPhil and 16.8% were 

PhD qualified. There were 28.3% 

permanent and 56.2% were doing job 

as contractual. Respondents consisted 

of 62% lecturers, 11.1% assistant 

professors and 24.9% associated 

professors. The results indicated a 

significant  job satisfaction level of 

faculty members (M = 2.83, SD = 

0.74) that is mirroring the findings of 

Eyupoglu and Sanner (2009), Ghazi 

et al. (2010) and Malik (2011). 

Table 2 indicated the results that were 

computed by Pearson correlation and 

ANOVA. It showed that gender (M = 

1.48, SD = .513) had positive impact 

on the job satisfaction of faculty 

members (R =.244, P = .000). This 

proved H1A hypothesis that there is 

positive association between gender 

and job satisfaction of faculty 

members. The ANOVA results (F = 

9.38, P =.000) showed a significant 

difference between the job 

satisfaction of males and females that 

proved the H2A. This mirroring the 

findings of researches by Ghafoor 

(2012), Malik (2011) and Schulze 

(2006). Additionally, female (M = 

96.0, SD = 14.5) were more satisfied 

than male (M = 89.3, SD = 12.12) 

faculty members. This is not 

supported the findings of Bas and 

Ardic (2002) and Olorunsola (2010).  

The results showed that age (M = 2.14, 

SD = .919) was a negative association 

with job satisfaction of faculty 

members (R = -.103, P = .038). This 

proved the H30 that age of faculty 

members is not positively associated 

with job satisfaction. A significant 

difference among age and job 

satisfaction was found (F = 14.2, P 

=.000). However, positive correlation 

among age and job satisfaction was 
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found in Bas and Ardic (2002) study. 

From table 2, educational qualification 

(M = 2.86, SD = .796) of faculty 

members was positively associated 

with job satisfaction (R = .078, P = 

.090) that proved the H4A. There is a 

significant difference found among the 

educational qualification and job 

satisfaction of faculty members (F = 

3.20, P =.013). This finding is not 

supporting the researches of Malik 

(2011), Paul and Phua (2011) and 

Wong and Hung (2009). In this 

research, job satisfaction level of 

faculty members holding MPhil (M = 

95.0, SD = 12.5) were more than 

master (M = 89.3, SD = 16.9) and PhD 

degree (M = 91.5, SD = 10.58) ones. 

However, Eyupoglu and Saner (2009), 

and Schroder (2008) described that 

faculty members with doctorates 

showed significantly higher job 

satisfaction levels than their 

counterparts. 

In this research, job status (M = 1.89, 

SD = .713) of faculty members was 

positively associated with job 

satisfaction (R = .136, P = .010) that 

proved the H6A. There is no significant 

difference found among contractual 

and permanent university faculty 

members (F = 2.16, P =.092). Thus, 

H70 is proved that contractual and 

permanent faculty members do not act 

differently with job satisfaction. 

Furthermore, job rank (M = 2.14, SD = 

1.69) had a negatively association with 

job satisfaction (R = -.29, P = .000) 

and proved H80 which stated that job 

rank is not positively related with job 

satisfaction. There is significant 

difference found among the job rank 

and job satisfaction of faculty members 

(F = 18.2, P =.000). These results 

supported the researches of Ghafoor 

(2012), Malik (2011), Wong and Heng 

(2009), Ssesanga and Garrett (2005), 

Oshagbemi (2003), Springfield-Scott 
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(2000). Table 3 describes the Finding 

of this study. 

Table 1: Descriptive analysis 

 

Table 2: Pearson correlation and 

ANOVA results of demographic 

characteristics on job satisfaction  

 

Table 3: Finding of the study 

(Refer Table 1,2 &3) 

Conclusion  

Understanding the job satisfaction of 

faculty with respect to their 

demographic features plays an 

important role in achieving high 

standard of teaching. This research 

explored the association among 

demographic features and job 

satisfaction of teachers from private 

universities of Sindh in Pakistan. 

Finding explained a significance job 

satisfaction level. In the perspective 

of gender, female university faculty 

were more satisfied than male. The 

current analysis also explored that 

MPhil qualified faculty members had 

high job satisfaction level as compare 

to their counterpart. Age and job rank 

showed a negative significant 

association with job satisfaction. 

Hence, universities management and 

policy makers need to determine their 

present organizational policies and 

put necessary alteration to improve 

job satisfaction of universities 

academics members. They should 

devote more budget, time, 

technologies, and facilities in 

improving job satisfaction of faculty 

in universities. 

Limitations  

The research is limited to the private 

universities of Sindh province, which 

excludes other public universities of 

Sindh and other provinces of 

Pakistan. The illustrative sample 

delimits the researcher for 

widespread views and just only to the 

teachers of universities. Budget and 

time were amongst the other 

limitation that restricted to the 

coverage of subject and scope for the 
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study. The universe of the study is 

still less documented that may 

diverge to some degree from the 

features of sampled participants. This 

also undermines literature 

contribution of this perspective. 
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Table 1 – Descriptive analysis  

 
Demographic factors Percentages  

Gender Male 52.2% 

Female 47.1% 

Age Below 30 years 29% 

30 to 35 years 35% 

35 to 40 years 29% 

Above 40 years 7% 

Educational 

qualification 

Master  29.3% 

MPhil 52.2% 

PhD 16.8% 

Job rank Permanent  28.3% 

Contractual  56.2% 

Job status Lecturers 62% 

Assistant   professors  11.1% 

Associated Professors 24.9% 

 

Table 2 –  Pearson correlation and ANOVA results of demographic characteristics 

on job satisfaction 

 

Demographic 

factors 

 

Mean Std. 

Deviation 

Pearson 

correlation 

Sig. F Sig. 

Gender 1.4848 .51393 .244 .000 9.38 .000 

Age 2.1414 .91913 -0.103 .038 14.2 .000 

Educational 

qualification 

2.8687 .79670 0.078 .090 3.20 .013 

Job rank 2.1481 1.69407 -0.298 .000 18.2 .000 

Job status 1.8923 .71318 0.136 .010 2.16 .092 

Note. The mean difference is significant at the p < .05 

 

Table 3 –  Finding of the study 

 
Hyp

o  

Statement  Decision  

H10 There is no positive association between gender and job 

satisfaction of faculty members. 

Not accepted  

H1A There is positive association between gender and job satisfaction 

of faculty members. 

Accepted 

H20 Male and female faculty members do not act differently with job 

satisfaction. 

Not accepted 
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H2A Male and female faculty members act differently with job 

satisfaction.  

Accepted 

H30 Age of faculty members is not positively associated with job 

satisfaction.  

Accepted 

H3A Age of faculty members is positively associated with job 

satisfaction.  

Not accepted 

H40 Education qualification of faculty members is not positively 

associated with job satisfaction.  

Not accepted 

H4A Education qualification of faculty members is positively 

associated with job satisfaction. 

Accepted 

H50 Faculty members with master, MPhil and PhD qualification do 

not act differently with job satisfaction.  

Not accepted 

H5A Faculty members with master, MPhil and PhD qualification act 

differently with job satisfaction. 

Accepted 

H60 Job status of faculty members is not positively associated with 

job satisfaction. 

Not accepted 

H6A Job status of faculty members is positively associated with job 

satisfaction. 

Accepted 

H70 Contractual and permanent faculty members do not act 

differently with job satisfaction. 

Accepted 

H7A Contractual and permanent faculty members act differently with 

job satisfaction. 

Not accepted 

H80 Job rank of faculty members is not positively associated with 

job satisfaction. 

Accepted 

H8A Job rank of faculty members is positively associated with job 

satisfaction. 

Not accepted 

 


