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ABSTRACT 

Today’s job complexities and abundant supply of teachers has made the teaching 

environment competitive. The lack of growth opportunities, lack of recognition, too much 

work load and organizational politics has led to job dissatisfaction among the faculty 

members of higher educational institutions in Punjab. The aim of this study is to examine the 

variables which contribute towards satisfaction and dis-satisfaction (aversion) among faculty 

members. The study is confined to Six universities of Punjab State (Three Government and 

Three Private Universities). The faculty members teaching in these universities were the 

sampling units for present study. The findings of the study reveal that the faculty members 

teaching in Government universities are more attracted towards promotion and leave plans 

as compared to private university teachers. The private universities follow very strict rules 

regarding leaves and only those teachers get promoted who prove their worth to their 

employer. The work load in private universities is higher as compared to public universities 

but at the same time private university teachers get rewards and recognition accordingly. 
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1. Introduction   

The Employment or a full time Job is an integral part of a man’s life. Job brings 

creativity, grants certain status, power, dignity and feeling of achievement. It is a source 

to fulfill one’ physical, security, social, ego needs etc. Maslow’s hierarchy of needs 

theory laid the foundation for job satisfaction. This theory explains that there are five 

basic needs in life-physiological needs, safety needs, social needs, self-esteem needs and 

self-actualization needs. The Hierarchy of need theory developed by Maslow (1954) was 

one of the most popular widely used theories of human motivation. Porter (1967) defines 

satisfaction as the gap between what the employee experiences in actual conditions and 

what he thinks should be there. More the gap, more is the level of dissatisfaction and 

lesser the gap or no gap leads to satisfaction. 

In teaching sector, emotional fatigue, depression and less individual achievement are due to 

long term occupational stress and affects the academic growth of the students (Jennett, Harris 

and Mesibov 2003).The most contented teachers are the ones who feel their jobs are secure 

and they are treated as experts by the community. This is one of the key factors as this 

ensures that they are capable of delivering the student requirement and they are capable of 

utilizing their overall skills (Walton et al., 2003). Teachers whose jobs are secure are more 

likely to have prospects for professional development, interact cohesively with peers and 

greater parental involvement in their schools and to their students (Gupta & Sharma, 

2010).Rewards and Benefits serves as a motivating factor for teachers to perform well in the 

colleges. This also creates a healthy competition between teachers in using their overall skills 

in their performance and strives to increase the overall standard of the college (Kaur, 

2012).Compensation plays a pivotal role in effectiveness of the university. Lesser 

compensation would not attract skilled and experienced people with great performance and 

would not help in achieving the quality in imparting education, while higher compensation 
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might be an overhead with costs running more than the desired (Malarvizhi, 2012; Islam, 

2012). 

2. Literature Review and Research Gap 

The empirical literature available on the impact of various factors on employee’s job 

satisfaction level is very vast. The Impact of determinants which affect faculty’s level of 

satisfaction have been studied by many researchers (Anitha and Rao 1998; Cummings and 

Worley, 2009; Sirgy, 2001; Cascio and Nambudiri, 2010; Sheel, 2012). Zakari, Khamis & 

Hamadi, (2010) also suggested that University should strive to provide opportunity for every 

team member to showcase their talent, proficiency, skills, capacity and abilities. Utilizing 

teacher’s capacities in areas other than their present position will help them to understand that 

management appreciates and identifies that what the staff could provide to the university. 

This can also provide work variety and helps to break up the everyday grind of work and also 

helps to get free from the stress of the routine work (Gupta & Sharma, 2011). Faculties feel 

that university has made commitment with them offering good pay and welfare package and 

assisting in compensating for teacher’s higher training fee, following a systematic schedule 

and keeping the tutors updated with current trend of teaching methodology and developing 

their knowledge with the latest technologies. When the universities are keeping their promise 

with faculties, the faculties in turn fixed to their commitment. Commitment shown by 

university is returned in the form of commitment from faculties like putting their full 

capabilities in their work for the development of the university (Al-Ahmadi, 2009; Schalk et 

al. eds. 2010). Teacher self-efficiency can be abstracted as belief of each one in their own 

ability to design, shape and carry those action that are needed to reach goal of education. He 

describes collective teacher’s efficiency as achieving the goal of institution by working in 

team. The quality of work life in education sector can be defined as the bond between the 

teachers and working environment of the universities. Organization must satisfy the 

requirement of the employees to help them progress and involve them in decision making. 

Zingheim and Schuster (2001); Brewer, (2005); Charu, 2012; Jungblut, (2010);  suggested 

that while rewards and benefits help the university in motivating the teachers to perform 

better, compensation pays a vital role in attracting more talent into the university and 

retaining them. Occupational mental-health programmes dealing with stress is a new concept 

and an important function of quality of work life and these programmes are conducted in the 

way to reduce the stress faced by a person in her / his occupation (Oxford research, 

2011).This is significant as an individual with high occupational stress will not be able to 

concentrate his personal life which would eventually hit his performance at work and also his 

physical and mental health. This stress can be caused due to too much of work at home or at 

college and too much pressure to complete the work and unable to manage time effectively 

thereby missing deadlines. Shalla S.A. and Iqbal (2014) investigated in his study that 

sustainability of organizational success is primarily based upon the satisfaction level and 

quality of life of an organization. The study concluded that there is strong association 

between quality of life and job satisfaction level. There is also strong association in the 

perception of employees towards quality of work life and job satisfaction across the gender 

and nature of job. There is difference in the perception of males and females with regard to 

different dimensions like working conditions, work life balance, opportunities of growth and 

social relevance of job. Productivity decreases when the workers are not satisfied by the 

organization. The workers should be sufficiently paid and appreciated for what they work. 

The quality of work improves when employees are stress free and are able to balance their 

official and personal work. The expectation from employees is that the employers would help 

them in achieving their work life balance, to be able to do their job efficiently. 

3. Objectives and Research Methodology of the Study 
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In the light of above discussion, the specific objective of the paper are:1) to examine the 

perception of faculty members towards different determinants which affect their level of 

satisfaction and 2) to compare various determinants which create job satisfaction and/or 

create aversion among Government and Private University faculty members. 

The purpose of this research is to analyze and describe various determinants which affect the 

performance of university’s faculty members (both Public and Private Universities) with 

regard to the overall work environment and also to make comparison of both types of 

universities. The present study is an empirical one primarily based on primary survey. The 

primary data was collected with the help of structured questionnaire. The population of the 

study is all the faculty members teaching in Universities in the Punjab state. Out of these, Six 

universities were selected - 3 Public and 3 Private Universities. Further, a sample of 500 

faculty members (250 each) has been interviewed.  

4. Results and Analysis  

There are different methods to assess how different variables bring job satis faction and 

also positively contribute towards work environment. Respondents were asked to rank the 

statements on the basis of their own perception. Ranks were allotted from 1to 10; Rank 1 

was allotted to highly satisfactory variable and so on. Mann Whitney statistic was applied 

to compare the ranks. List of variables which motivate the teachers as well as create job 

satisfaction among them is given below. 

Table 1 

List of Variables that creates Job Satisfaction among Teachers 

Variable Labels    Variables 

C1 Salary and Benefits 

C2 Promotion  

C3 Leave Plans 

C4 Rewards and recognitions 

C5 Acknowledgement 

C6 Scope for career growth 

C7 Job Security 

C8 Friendly superiors 

C9 Interactive and well-behaved students 

C10 Reasonable working hours 

Table 2 

Mann-Whitney Test of Comparison of Means and Mean Rank among University Teachers working in 

Public and Private Sector universities 

Ranks 

Variables Sector Type N Mean Rank Sum of Ranks 

C1 Public 250 270.19 67547.5 

Private 250 230.81 57702.5 

Total 500   

C2 Public 250 262.3 65575 

Private 250 238.7 59675 

Total 500   

C3 Public 250 251.76 62941 

Private 250 249.24 62309 

Total 500   

C4 Public 250 249.34 62334.5 

Private 250 251.66 62915.5 

Total 500   

C5 Public 250 249.13 62281.5 

Private 250 251.87 62968.5 

Total 500   
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C6 Public 250 243.67 60917.5 

Private 250 257.33 64332.5 

Total 500   

C7 Public 250 272.48 68121 

Private 250 228.52 57129 

Total 500   

C8 Public 250 231.29 57823.5 

Private 250 269.71 67426.5 

Total 500   

C9 Public 250 239.16 59789 

Private 250 261.84 65461 

Total 500   

C10 Public 250 232.91 58228 

Private 250 268.09 67022 

Total 500   

In the Mann Whitney U test, the two samples are combined and the cases are ranked in order 

of increasing size. The test statistic, U is computed as the number of times a score from 

sample 1or group 1 precedes a score from group 2. Ranks are assigned from smallest 

observation to the largest. Table 2 describes higher mean rank in case of variable 1 (C1) 

shows that public sector employees are more satisfied with salary and benefits provided to 

them followed by 2
nd

 variable (Promotion) & 3
rd

 variable (Leave Plans) both scored greater 

by public sector university teachers. They are more attracted towards promotion and leave 

plans as compared to private university teachers. Being an employee of private university 

there are strict rules regarding leave and those employees are promoted who prove their 

caliber to the University. There is no such rule that each & every employee will be promoted 

on the basis of experience. As we move to 4
th

 variable and 5
th

 variable labeled as “Rewards 

and Recognition” and “Acknowledgment”; Private university teachers are more satisfied with 

these variables. No doubt work load in private universities is higher as compared to public 

universities. However, private university teachers are provided rewards and recognition 

accordingly and their work is also acknowledged by the management. The 6
th

 variable 

“Scope for career growth” scored higher mean value in Private Universities followed by 7
th

 

variable “Job Security” which scored higher value in Public Sector Universities. As mean 

values of 8
th

, 9
th

and 10
th

 variable are higher in case of private university teachers, this 

indicates that Friendly superiors; Interactive Students and Reasonable working hours are 

given the lowest ranks by university teachers. 

Table 3 

Mann-Whitney U-Wilcoxon Rank Sum W Test 

Test Statistics 

 C1 C2 C3 C4 C5 C6 C7 C8 C9 C10 

Mann-

Whitne

y U 

26330.

00 

28300.

00 

30930.

00 

30960.

00 

30910.

00 

29540.

00 

25750.

00 

26450.

00 

28410.

00 

26850.

00 

Wilcox

on W 

57700.

00 

59680.

00 

62310.

00 

62330.

00 

62280.

00 

60920.

00 

57130.

00 

57820.

00 

59790.

00 

58230.

00 

Z -3.10 -1.84 -0.20 -0.18 -0.21 -1.06 -3.42 -2.99 -1.77 -2.74 

Asymp. 

Sig. (2-

tailed) 

0.00 0.07 0.84 0.86 0.83 0.29 0.00 0.00 0.08 0.01 

Grouping Variable: Sector 

Type         

Table 3 showing a test of significant difference in proportions obtained from two independent 

samples. The obtained p value indicates that there are few variables which score p value less than 
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0.05. As the obtained value of C1=0.00 was found to be significant at 0.05 level of confidence, it 

could be attributed to the fact that salary & benefits being more dominant factor for teachers of 

both the sectors. Teachers of both universities differ in their opinion regarding the (C1) variable 

“Salary & Benefits”. Handsome salary for their services towards their respective university 

followed by higher job satisfaction level and better standard of living. As per mean scores 

teachers of public sector being satisfied  more from  job security as compared to private 

university teachers. The obtained p value of C7 (Job Security) =0.000 which is found to be 

significant as less than 0.05 level of significance followed by two more factors C8 (Friendly 

Superiors)=0.000 and C10 (Reasonable Working Hours)=0.001 also found to be significant. The 

extent of preference differ among both university teachers but  for other variables which score 

value greater than 0.05 are considered as there is no significant difference in opinion of teachers 

among both the sectors. 

Job stress has become inevitable these days. Due to increase in job complexities and more 

supply of teachers has made the environment competitive. Generally due to lack of 

administrative understanding, role ambiguity and role conflicts, job stress arises. There are 

various factors which create aversion among university teachers; these are listed in the 

following table.   

Table 4 

List of Variables which Create Aversion among Teachers 

Variables Labels Variables 

D1 Too much of work load 

D2 Very long travelling time  

D3 Increased stress 

D4 No time to meet personal commitments 

D5 Very bad superiors and top management 

D6 Attitude of students 

D7 Lack of growth opportunities 

D8 Partiality in promotions 

D9 Institutional politics 

D10 No proper recognition 

Table 5 

Mann-Whitney Test of Comparison of Means and Mean Rank among University Teachers working in 

Public and Private Sector Universities 

Ranks 

 Variables Sector Type N Mean Rank Sum of Ranks 

D1 

Public 250 272.8 68199 

Private 250 228.2 57051 

Total 500   

D2 

Public 250 246.39 61598 

Private 250 254.61 63652 

Total 500   

D3 

Public 250 255.87 63967.5 

Private 250 245.13 61282.5 

Total 500   

D4 

Public 250 248.52 62130.5 

Private 250 252.48 63119.5 

Total 500   

D5 

Public 250 240.23 60058 

Private 250 260.77 65192 

Total 500   

D6 

Public 250 240.85 60212 

Private 250 260.15 65038 

Total 500   
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D7 

Public 250 251.31 62827 

Private 250 249.69 62423 

Total 500   

D8 

Public 250 246.41 61601.5 

Private 250 254.59 63648.5 

Total 500   

D9 

Public 250 260.3 65075.5 

Private 250 240.7 60174.5 

Total 500   

D10 

Public 250 243.78 60945.5 

Private 250 257.22 64304.5 

Total 500   

In the Mann Whitney U test, the two samples are combined and the cases are ranked in order 

of increasing size. The test statistic, U is computed as the number of times a score from 

sample 1or group 1 precedes a score from group 2. Ranks are assigned from smallest 

observation to the largest. The Table 5 reveals that higher mean rank in case of variable 1
st
 

(D1) shows that public sector employees do not like if more work load is assigned to them. 

2
nd

 variable’s mean rank does not show any significant difference among the opinion of both 

sector’s faculty members. Both are equally stressed with long travelling hours. In Public 

sector, 3rd variable is labeled as increased stress; it might be due to politics in university, 

non-cooperation among peer group, role ambiguity whereas mean score is comparatively low 

from public sector faculty members. In case of 4
th

, 5
th

& 6
th

 variables labeled as “No time to 

meet personal commitments”, “Bad Superiors & top management” and “Attitude of students” 

respectively; private sector teachers have more job stress regarding these variables than 

teachers in public sector. There are less chances of growth in case of public sector 

universities whereas private university teachers are comparatively less stressed by this 

variable (7
th

 Variable -Lack of growth opportunities). In private sector university teachers are 

more stressed by (D8) “Partiality in promotions” and (D10) “No proper Recognition” whereas 

public sector teachers are more stressed by (D9) “Institutional politics.” 

Table 6 

Mann-Whitney U-Wilcoxon Rank Sum W Test 

Test Statistics 

  D1 D2 D3 D4 D5 D6 D7 D8 D9 D10 

Mann-

Whitne

y U 

25680.

00 

30220.

00 

29910.

00 

30760.

00 

28680.

00 

28840.

00 

31050.

00 

30230.

00 

28800.

00 

29570.

00 

Wilcox

on W 

57050.

00 

61600.

00 

61280.

00 

62130.

00 

60060.

00 

60210.

00 

62420.

00 

61600.

00 

60170.

00 

60950.

00 

Z -3.53 -0.64 -0.84 -0.31 -1.60 -1.50 -0.13 -0.64 -1.53 -1.05 

Asymp. 

Sig. (2-

tailed) 

0.00 0.52 0.40 0.76 0.11 0.13 0.90 0.52 0.13 0.29 

 Grouping Variable: Sector 

Type 

  

  

 

The results presented in table 6 reveals overall variables which create stress among university 

teachers. The results showing a test of significant difference in proportions obtained from two 

independent samples. The obtained p value indicates that there are few variables which score 

p value less than 0.05.As the obtained value of D1=0.00 was found to be significant at 0.05 

level of significance. It could be attributed that there is significant difference in the opinion of 
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both the sectors in case of D1. The p values obtained by other 9 variables reveals that there is 

no significant difference between their stress levels.  

5. Conclusion  

The present study concludes that salary and benefits are more dominating factors for 

university teachers. The extent of preference differs among Public and Private University 

teachers with regard to reasonable working hours and friendly superiors. Private university 

faculty is ready to work for longer hours provided they are compensated equally with rewards 

and recognition.  Job security is also a major factor which affects their level of satisfaction. 

Findings reveal that this study has theoretical and practical implications for the academicians 

and top management of educational institutions. In order to utilize employees’ skills and 

abilities properly, the management must provide satisfactory compensation, job security and 

pleasant working environment.  
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