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British Journal of Economics, Finance and Management Sciences 44 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X   Introduction Job satisfaction represents the physical and mental wellbeing of the employees. Hence, an understanding of the factors relating to job satisfaction is an important task for organizations. It reflected in the form of absenteeism ratio, employee turnover over all performance of employees. Job satisfaction of academic staff in Higher Education Institute is important because it influences their motivation and performance to establish and maintain an environment conducive to learning. Therefore, teacher requirements must be fulfilled to improve the working environment and enable teachers to achieve outstanding research and teaching performance. Job satisfaction has been defined as the "positive emotional state resulting from the appraisal of one's job"( Locke 1976). Job satisfaction has many dimensions such as: organization system, work itself, wages, and recognition, rapport with supervisors and coworkers, and chance for advancement. Each dimension contributes to an individual’s overall feeling of satisfaction with the job itself, but different people define the “job” differently. Feldman and Arnold (1983) defined Job satisfaction as the amount of overall positive affect (or feelings) that individuals have towards their jobs. Robert and Angelo  (1995) described, Job satisfaction is an affective or emotional response toward various facets of one’s job. This definition means job satisfaction is not a unitary concept.  Keith and Newstrom (1989) explained Job satisfaction is a set of favorable or unfavorable feelings with which employees view their work.”Andrew (1988) stated that job satisfaction is the amount of pleasure or contentment associated with a job. Improving educational performance ranks high on the national agenda, with educators and policymakers focusing on testing, accountability, curriculum reform, teacher quality, school choice, and related concerns. A high quality teaching staff is the cornerstone of a successful system. Researchers, policymakers, and education leaders agree that teacher satisfaction is a vital factor that affects student achievement. Teachers' job satisfaction is one of the key factors in institutional dynamics and is generally considered to be primary dependent variable in terms of which effectiveness of an organization's human resource is evaluated (Jyoti & Sharma, 2009). Satisfied and motivated teachers are important for any educational system. The success or failure of the education system depends mainly on satisfied teachers, but also on satisfied school managers and administrators.  Review of Literature:   The dimensions of the determinants for employee satisfaction surveys vary among different businesses or organizations, but the differences are not obvious; moreover, the structure of employee satisfaction models for higher education is also identical. The following documents were referred to in discussing the determinants of employee satisfaction in the field of higher education.  Noorshella et. al. (2017) revealed that teaching and learning, benefits and governance has significant effect on the job satisfaction of academicians in public universities of Malaysia. Particularly benefits and 



British Journal of Economics, Finance and Management Sciences 45 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X   governance have been found to have a highly significant effect on the job satisfaction level of academics. In order to enhance job satisfaction among the academics, the packages and policies of universities should therefore focus on improving benefits for the academicians.  Lien (2017) conducted a research to reveal the factors affecting lecturer job satisfaction in universities of Vietnam. It was observed that, three out of six variables (including Salary and Fringe benefits, Recognition, and Communication) have influential relationship with lecturer job satisfaction.  Gichinga (2016) revealed in her study conducted in universities in Mogadishu Somalia that, work environment and leadership style have significant and positive effects on employee job satisfaction, while organizational culture have insignificant effects on employee job satisfaction.  Pan et. al. (2015) found in their study that Chinese university teachers had a moderate level of job satisfaction. Demographic, working characteristics and Perceived organizational support were associated with factors for job satisfaction and shown a strongest association with job satisfaction.  Hinai and Bajracharya (2014) revealed six factors that affect job satisfaction of academic staff in higher education institution , remuneration and development, management support, students, colleagues, workload, and status of job. Bolin (2007), in a study on teacher job satisfaction and factors that influence it, examined five dimensions that could possibly lead to job satisfaction, namely self fulfilment, workload, salary, leadership and collegial relationships. The researcher’s finding showed that teacher satisfaction was low with regard to the income dimension. In other words, teachers were not satisfied with their income. Weiqi (2007) examined 10 factors of job satisfaction and its influence on teacher attrition and work enthusiasm. The factors were leadership and administration, work achievements, student quality, the educational and social environment, social status, income and welfare, collegial relationships, social acknowledgment, workload and stress, and working conditions.  Chem et. al. (2006) identified six different factors for measuring employee satisfaction in higher education, obtained from understanding the functions of higher education and discussing with experts obtained. These factors were organization vision (seven items); respect (four items); result feedback and motivation (five items); management system (eight items); pay and benefits (six items); and work environment (nine items). According to Kim (2005), the job aspects such as salary, job security, worth of providing a public service, the work itself, and promotion prospects that are important and valued by female employees are different from those that are important to male employees, because what women look for in a job is different to what men look for.  Comm and Mathaisel (2000) used SERVQUAL to conduct questionnaire surveys on 606 employees of a private higher education organizations to identify the determinants of satisfaction within educational organizations. The findings were as follows: workload; work atmosphere; decision-making; 



British Journal of Economics, Finance and Management Sciences 46 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X   ethics/fairness; customer focus; supervision; goals and objectives; training and development; pay; and benefits.  Mengistu (2012), identify job satisfaction factors in secondary school teachers in Ethiopia as: working conditions, interpersonal relationships, variables related to the intrinsic characteristics of the job, and demographic variables.  Metle (2003) conducted employment satisfaction surveys on female employees in the Kuwaiti public government sector (KGS), and identified the following employment satisfaction factors: overall job satisfaction; pay and security; co-workers; supervision; promotion; and content of work.  Ku¨sku¨ (2001) proposed applying employee satisfaction surveys to the employees of a Turkish college, and applied the following dimensions for measuring their satisfaction: general satisfaction; management satisfaction; colleagues; other working group satisfaction; job satisfaction; work environment; and salary satisfaction. Oshagbemi (1997) measured job satisfaction for 566 college teachers, as shown below: teaching; research; administration and management; present pay; promotions; supervision/supervisor behaviour; behaviour of co-workers; and physical conditions/working facilities.  The objective of the study is as follows:  1. To identify the factors which influence the job satisfaction of faculty members. 2. To identify the factor which improves the satisfaction level of faculty members.  3. To suggests the remedies for improving job satisfaction level of faculty members.   Research Methodology:  The study is diagnostic in nature as it tries to find satisfaction level and identify the factors which influence the job satisfaction of faculty member in higher educational institutions.  Sample Size &Design:  Faculty members working in higher and technical universities of Punjab region in India has been selected as respondents for the sample.  246 faculty members were approached for collection of data out of which 6 did not return the questionnaire but remaining 240 responded properly and, were used as sample. They were also ensured about the confidentiality of the data and use of data strictly for academic purpose. Tool used: The most common way of measurement is the use of rating scales where employees report their reactions to their jobs. Questions are related to pay, work responsibilities, variety of tasks, promotional opportunities the work itself and co-workers.  Chem et. al. (2006) scale for measuring employee satisfaction in higher education, were used for data collection. Importance-satisfaction model (I-S model) and employee satisfaction model were used in the study. The results of  importance-satisfaction model for each quality attribute are placed in the model and then improvement strategies are considered based on 



British Journal of Economics, Finance and Management Sciences 47 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X   the position of each item. There were six factors in the employee satisfaction model i.e. organization vision (seven items); respect (four items); result feedback and motivation (five items); management system (eight items); pay and benefits (six items); and work environment (nine items).   This questionnaire was divided into two parts as: (1) Importance Survey. The importance survey scale ranged from 1 to 5 (with 1 representing extremely low importance and 5 representing extremely high importance). (2)  Satisfaction Survey. The satisfaction survey scale ranged from 1 to 5 (with 1 representing extremely dissatisfied and 5 representing extremely satisfied).  Reliability of Test  Reliability level for each variable was determined using Cronbach’s Alpha. The alpha value for each variable exceeded 0.7 and this is considered acceptable for further analysis.  Table I: Value of Cronbach’s Alpha for each variable  Variables    No. of items Cronbach’s Alpha Organization vision 7 0.79 Respect 4 0.81 Result feedback and motivation 5 0.82 Management systems 8 0.76 Pay and benefits 6 0.85 Work environment 9 0.84   



British Journal of Economics, Finance and Management Sciences 48 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X   Data Analysis and Results: Table II Analysis of importance and satisfaction quality attributes Job Satisfaction Factors Code Dimensions Importance Ranking Satisfaction Ranking Organization vision A1 Institution's entire development plan 2.56 37 3.45 22   A2 Institution's reputation and image 2.67 36 3.55 21   A3 Institution's participation in local culture or public welfare activities 3.12 34 3.11 29   A4  Institution's principal’s perspective 3.14 33 3.67 14   A5  Institution principal’s and directors’ ambition 4.12 11 3.85 10   A6  Help teachers develop self-visions 3.66 23 2.87 34   A7  Participation in Institution's major policy decisions 3.45 28 3.12 28 Respect B1  Professional knowledge is respected 4.44 5 4.23 5   B2  Mutual respect among teachers 4.34 6 3.56 19   B3  Respect for their teachers by students 4.11 12 4.12 8   B4  Students’ outstanding performances 3.78 20 3.67 15 Result feedback  and motivation C1  Achievements of teaching and research 3.89 16 3.29 24   C2  Rewards and glorification for outstanding performances 3.65 24 3.78 11   C3  Provision of achievements rewards 4.18 9 4.67 1   C4  Support for the results of teaching and research 4.22 8 3.56 20   C5  Allow teachers to know Institution's operating conditions 3.98 14 3.66 16 Management systems D1 Provision of fair promotion systems 4.18 10 4.23 6   D2  Provision of good management systems 3.78 21 4.61 2   D3  Clear system of rewards and penalties 3.97 15 3.93 9   D4  Directors with leadership and managerial capacity 3.43 29 4.21 7   D5  Open system of directors’ assignation 3.99 13 3.41 23   D6  Provision of smooth communication channels 4.56 3 2.87 35   D7  Introduction of innovation management systems 3.21 31 2.19 39   D8  Provision of high-quality service processes 3.55 26 3.24 25               



British Journal of Economics, Finance and Management Sciences 49 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X    Analysis of Importance Quality Attributes Table 2 shown the ranking of job satisfaction attributes on the bases of Importance and Satisfaction quality attributes. In case of Importance quality attributes faculty members has ranked the following attributes as follows: Provision of working security systems (4.78)1, Provision of good salaries systems (4.76)2, Provision of smooth communication channels (4.56)3, Provision of complete teaching instruments (4.51)4 and Professional knowledge is respected (4.44)5. Whereas attributes which were on the bottom as follows: Provision of lodging, travel related welfare allowances (2.85)35, Institution's reputation and image (2.67)36, Institution's entire development plan (2.56)37, Provision of advanced information (2.34)38 and Provision of educative and training environments (2.11)39. Analysis of Satisfaction Quality Attributes: In case of Satisfaction quality attributes faculty members has ranked the following attributes as follows: Provision of achievements rewards (4.67)1, Provision of good management systems (4.67)2 , Provision of good salaries systems (4.47)3, Provision of complete teaching instruments (4.51)4, and Professional knowledge is respected (4.23). Whereas attributes which were on the bottom as follows: Provision of smooth communication channels (2.87)35, Provision of abundant research resources (2.79)36, Provision of affiliated kindergartens (2.77)37, Provision of hygienic dining environments (2.30)38 and Introduction of innovation management systems (2.19)39.   Pay and benefits   E1   Provision of good salaries systems   4.76   2   4.47   3   E2  Provision of working security systems 4.78 1 3.59 17   E3  Provision of affiliated kindergartens 3.21 32 2.77 37   E4  Provision of good retirement systems 3.55 27 3.59 18   E5  Provision of lodging, travel related welfare allowances 2.85 35 2.97 31   E6 Provision of subsidies for further education 3.87 17 3.1 30 Work environment F1 Provision of abundant library facilities 4.33 7 2.89 33   F2  Provision of complete teaching instruments 4.51 4 4.33 4   F3  Provision of convenient parking 3.22 30 3.16 26   F4  Provision of dining diversity 3.79 19 3.76 12   F5  Independent and spacious research space 3.69 22 3.68 13   F6 Provision of hygienic dining environments 3.57 25 2.3 38   F7  Provision of educative and training environments 2.11 39 2.92 32   F8  Provision of abundant research resources 3.81 18 2.79 36   F9  Provision of advanced information 2.34 38 3.14 27 



British Journal of Economics, Finance and Management Sciences 50 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X   Importance-Satisfaction Model (I-S Model) Applications: The purpose of employee satisfaction surveys is to determine the improvement quality attributes from the results of the analyses, in situations where the low quality attributes are usually those that must be improved. However, whether this objective is correct remains uncertain.    Area I : Excellent Area  A5  Institution principal’s and directors’ ambition B1  Professional knowledge is respected B2  Mutual respect among teachers B3  Respect for their teachers by students B4  Students’ outstanding performances C3  Provision of achievements rewards C4  Support for the results of teaching and research C5  Allow teachers to know Institution's operating conditions D1 Provision of fair promotion systems D2  Provision of good management systems D3  Clear system of rewards and penalties E1  Provision of good salaries systems E2  Provision of working security systems F2  Provision of complete teaching instruments F4  Provision of dining diversity 



British Journal of Economics, Finance and Management Sciences 51 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X     The “excellent area”, faculty members are completely satisfied includes 15 quality attributes. Faculty members shown satisfaction with all the dimensions of respect, i.e“ Professionalknowledge is respected”, “ Mutual respect among teachers”, “ “Respect for their teachers by students “, and “ Students’ outstanding performances”. Faculty members has also shown satisfaction with “provision of good salary system” and “provision of working security system”.  Three attributes, D1, D2and D3 of management system are the key factors for faculty satisfaction.  Three attributes of “Result feedback and motivation” also played an important role to provide overall satisfaction to the faculty members. Institution’s working environment attributes ,F2 and F4 were also considered as important factor for satisfaction of the faculty member.   Area II: To be Improved Area C1  Achievements of teaching and research D5  Open system of directors’ assignation D6  Provision of smooth communication channels E6 Provision of subsidies for further education F1 Provision of abundant library facilities F8  Provision of abundant research resources    Second area of the model was to be improved area, which shown that the teachers are dissatisfied with the quality attributes. As shown in the table there was total 6 attribute contributing towards their dissatisfaction. Institution need to think to overcome the situation and help to make their employee satisfied.   “Provision of abundant library facilities” and  “Provision of abundant research resources”, the two attribute which are most important  for the quality education  shown a dissatisfaction among the faculty members. “Achievements of teaching and research”, “Provision of smooth communication channels” and “  Provision  of subsidies for further education” were another important factor responsible for the total dissatisfaction.  Area III: Surplus Area A1 Institution's entire development plan A2 Institution's reputation and image A4  Institution's principal’s perspective C2  Rewards and glorification for outstanding performances D4  Directors with leadership and managerial capacity E4  Provision of good retirement systems F5  Independent and spacious research space    Third part of the model shown the “surplus area”, indicating that the institutions have acceptable performances in these attributes. Total seven attributes contributed the area, which shown the performance of the institutions. Three attribute of organization vision,  



British Journal of Economics, Finance and Management Sciences 52 July 2017, Vol. 14 (1)   © 2017 British Journals ISSN 2048-125X                 The last area of the model was “careless area” which contains 11 attributes; if the institution’s resources are limited, these quality attributes have a low priority.  Conclusions: Employee job satisfaction can improve service quality and increase employee satisfaction. In this circumstance, policy makers and managers have turned their attention to provide different kinds of facilities to their employees in order to satisfy their employees. This study tested factors affecting job satisfaction for higher educational institutions. The results suggest that the factors had satisfactorily explained job satisfaction and that the policy makers should focus on the factors that affect employee job satisfaction, if they want to enhance organization performances. Based on the results it has been observed that organization vision (1), respect(4), result feedback and motivation(3), management system(3), pay and benefits(2), and work environment(2), all six major factors were contributed towards the faculty satisfaction. Based on the results of the I-S model institutions improved some dissatisfied quality attributes. The study proposed the improvement priority based on the perspectives of importance and satisfaction. Results have shown a bases for institution to determine improvement strategies and priorities to satisfy actual employee requirements. Institutions need to put more efforts to enhance overall working environment of the institutions. Organization vision also need to redefine for employee satisfaction.  “Institution's entire development plan”,  “Institution's reputation and image”, and  “Institution's principal’s perspective”, are three important attribute  responsible for the good performance of institutions. Institutions are also taking care of employees in form of  “ Rewards and glorification for outstanding performances”.  Three attributes in form of “ Directors with leadership and managerial capacity”, “ Provision of good retirement systems”, and “  Independent and spacious research space, were also played an important role to overall performance of the institutions.   Area IV: Careless Area  A3 Institution's participation in local culture or public welfare activities A6  Help teachers develop self-visions A7  Participation in Institution's major policy decisions D7  Introduction of innovation management systems D8  Provision of high-quality service processes E3  Provision of affiliated kindergartens E5  Provision of lodging, travel related welfare allowances F3  Provision of convenient parking F6 Provision of hygienic dining environments F7  Provision of educative and training environments F9  Provision of advanced information 
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