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ABSTRACT 

Job satisfaction is the most important factor of organizational success. It has received 

immense importance in the corporate sector and academia. The faculty job satisfaction has 

been an important factor to enhance education quality. The highly satisfied faculty delivers at 

optimum level and the learning quality of the students get improved. Several studies suggest 

faculty members in Pakistani universities are not happy with their jobs due to certain reasons. 

It has caused high turnover in the universities and faculty switches from one to other 

universities and it badly affects students’ performance as well as their future. The main 

objective of this research is to measure job satisfaction levels among faculty of members of 

public sector universities of Sindh Province and its impact on individual performance. It is 

survey-based study and utilizes deductive approach to draw the conclusions. The primary 

data collection has been made through structured questionnaires. The empirical analysis has 

been done through both descriptive and inferential statistics. The demographic analysis has 

been shown through crosstabs and histograms and hypotheses testing have been done through 

regression. The structured questionnaire was distributed among a targeted sample of 500 

teachers using simple random sampling. Out of 500 respondents 456 questionnaires were 

received back and 19 questionnaires were rejected due to incomplete data or response bias, 

finally 437 questionnaires have been selected. It is found that compensation, promotional 

opportunities, work environment, relationship with supervisor, workgroup, and nature of 

work are found conducive in ameliorating job performance. Conversely, training 

opportunities, and performance appraisal were found insignificant in explaining job 

performance. On the other hand, compensation, promotional opportunities, work 

environment, training opportunities, relationship with supervisor, nature of work, and 

performance appraisal are found conducive in ameliorating individual performance but work 
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group has no impact in ameliorating individual performance. Similarly, job satisfaction has a 

significant positive impact on individual performance. It shows that job satisfaction is the 

prominent factor of enhancing individual performance. It is found hygiene factors suggested 

by Herzberg’s two factor theory are found consistent in the environment of public sectors 

universities of Sindh. It means they are prominent factors to enhance the level of job 

satisfaction of the teachers therefore these factors should be properly reviewed and 

implemented in order to enhance job satisfaction which ultimately increase individual 

performance and finally the goal of quality education would be achieved. It is recommended 

that universities should pay attention to the job satisfaction of teachers. The management 

should devise such policies to keep their teachers’ satisfaction. The hygiene factors identified 

by Herzberg’s two factor theory should carefully be reviewed and implemented in public 

sector universities to ameliorate the job satisfaction level of teachers and the government 

should ensure that universities are taking corrective actions to achieve the job satisfaction 

level of teachers. 

 

INTRODUCTION 

Education plays an important role in any society; over centuries it has 

remained a well-known fact and many nations rapidly progressed by 

implementing a proper education system. Education imparts information, 

proper knowledge and work ethics. It is mandatory to align the current 

education system with contemporary challenges in order to prepare a new 

generation with upcoming changes. Therefore, teaching methods should be 

incorporated with social practices as well as psychological guidance. It can 

only be achieved through implementing a proper system at educational 

institutes which can strengthen faculty morale to achieve this target. It is 

imperative job satisfaction can be conducive to enhance their performance 

level to meet new changes (Sanford, 2017). There are four levels of education 

which normally prevail in the world primary, secondary, higher secondary and 

higher education. The most important level is the higher education which leads 

the nation. It is found that a higher percentage of higher education literacy rate 

increases overall growth indicators of a particular country especially it boosts 

the country’s economy (Lester, 2005). 

 

The Higher Education Commission (HEC) of Pakistan is the regulatory body 

to govern public and private sectors universities of Pakistan. It provides a 

detailed guideline to recruit faculty at university level. It has developed 

different selection criteria for faculty promotion. Most of the policies have 

been developed according to the guidelines of HEC in Pakistani universities 

but organizational internal structure varies from university to university 

(Halai, 2013). It is imperative for any nation to equip itself with higher 

education HEC strives to devise such policies to align Pakistani higher 

education with international practices. It is well known fact higher education 

has significant importance and faculty members have a crucial role to sustain 

the quality of higher education. Therefore, job satisfaction is one of the 

prominent issues which must be addressed in accordance with desired 

expectation of the faculty of higher education. HEC should concentrate the 

barriers which create hinders for faculty members to show their optimal 

performance. It is not only conducive for faculty members but also be useful 

for the development of country (Salman, 2015) 
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Employees’ attitude towards work reflects the level of satisfaction. A highly 

satisfied employee performs better than a non-satisfied employee.  At the 

university level it is observed employees who are happy with their job show 

their extreme performance in academic activities, teaching responsibilities and 

other extracurricular activities.  Their performance is further reflected through 

their participation in such activities which are carried for the betterment of the 

institute (Bruning& Campion, 2019). The job satisfaction is also measured 

how satisfied they are in their personal life, their own basic necessities and 

lead quality life can also ameliorate their performance (Hameed, Ahmed-Baig, 

&Cacheiro-González, 2018). The inappropriate evaluation system, nepotism 

and internal politics are major barriers which affect satisfaction level and 

performance at the workplace (Sharaf, et al., 2019). Several studies suggest 

that employees’ performance is ameliorated through job satisfaction, higher 

level of satisfaction enhances job performance (Aule, Solomon, &Bulus, 

2018). Emerging HR practices suggest employees expect flexible job timings, 

job security, proper appreciation system and effective evaluation and these all 

factors motivate them to perform at their optimum level. The recent studies 

reveal new trends have highly been welcomed by employees in all over the 

world and have enhanced their satisfaction level (Davidescu, Apostu, Paul, 

&Casuneanu, Work Flexibility, Job Satisfaction, and Job Performance among 

Romanian Employees Implications for Sustainable Human Resource 

Management, 2020).  

 

There are several parameters which have been highlighted in different studies 

that explain the satisfaction level of employees. The most important factor is 

the compensation system. They desire to meet their basic needs as well as 

maintain their social status; their compensation must be in accordance with 

their desired expectations. The job satisfaction of the employees depends upon 

their needs and salaries (Keynes, 2018; Aziz, M and Nasar 2012). Apart from 

their basic needs, employees' work environment, behaviors of colleagues, pay 

and promotion policies are also key indicators in evaluating satisfaction level 

(Belias&Koustelios, 2014). The appropriate salary package, friendly 

environment and competitive promotion criteria ameliorate employee 

performance because these all factors help to achieve job satisfaction 

(Sönmezer&Eryaman, 2008). The employees who own more than what they 

desire is also one of the indications of their satisfaction level (Landy& Conte, 

2016). 

 

Finally, the most important concern that has to be focused in this study is that 

the dissatisfied faculty members cannot play their role properly and it can 

adversely affect the education quality of the nation. There would be a huge 

loss of students because they would be directly affected. It would ultimately 

put negative effects on the society and there would be disaster. It is already 

discussed how well education contributes to the development of a good 

society because it enlightens the minds of human beings and they can 

differentiate what is the good and what is bad. A good society depends upon 

their proper education system (Noordin&Jusoff, 2009; Aziz, Memon and Ali). 

The desired targets of a good education system can only be achieved when its 

academics staff is satisfied with their jobs, especially faculty members. A 

successful institute possesses qualities in terms of satisfied and committed 
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employees as well as it retains its faculty for life time period. It is obvious 

universities would prosper and contribute positively in society’s development 

when their faculties are highly satisfied with their jobs. They would perform at 

their optimum level and productivity of the university would increase due to 

their high performance. It ultimately puts positive effects on the students and 

their performance would also get improved.  Therefore, it is utmost 

responsibility of administration to ensure such an environment in the premises 

of the university which can be conducive for the faculty members 

(Santhapparaj&Alam, 2005; Holmberg &Hallonsten, 2015). 

 

Research Objectives 

 

The aim of this study is to measure job satisfaction levels among faculty 

members of public sector universities of Sindh Province and its impact on 

individual performance, which defines the domain for setting the following 

objectives attempting to investigate the;    

 Impact of compensation on job satisfaction and individual performance.  

 Impact of promotional opportunities on job satisfaction and individual 

performance. 

 Impact of work environment on job satisfaction and individual 

performance. 

 Impact of training opportunities on job satisfaction and individual 

performance. 

 Impact of relationship with supervisor on job satisfaction and individual 

performance. 

 Impact of work group on job satisfaction and individual performance. 

 Impact of nature of work on job satisfaction and individual performance. 

 Impact of performance appraisal on job satisfaction and individual 

performance. 

 Impact of job satisfaction on the individual performance. 

 

Research Hypotheses 

 

H1: Compensation is conducive in ameliorating job satisfaction and individual 

performance.            

H2: Promotional opportunities are conducive in ameliorating job satisfaction 

and individual    performance.           

H3: Work environment is conducive in ameliorating job satisfaction and 

individual performance.  

H4: Training opportunities are conducive in ameliorating job satisfaction and 

individual performance.  

H5: Relationship with supervisor is conducive in ameliorating job satisfaction 

and individual performance.  

H6: Work group is conducive in ameliorating job satisfaction and individual 

performance.  

H7: Nature of work is conducive in ameliorating job satisfaction and 

individual performance.  

H8: Performance appraisal is conducive in ameliorating job satisfaction and 

individual performance.  

H9: Job satisfaction is conducive in ameliorating individual performance. 
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LITERATURE REVIEW 

 

Herzberg’s Two Factor Motivation-Hygiene Theory 

 

Fredrick Herzberg developed the theory of motivation-hygiene which is also 

called two-factor theory. This theory was developed in 1950 and discussed the 

most important factors of job satisfaction. Herzberg attempted to provide 

details of all factors which cause an employee to get satisfied or dissatisfied.  

This theory provides a picture of the motivational factors and how these 

factors will increase or decrease the performance of the employees (Ajang, 

2007). When Herzberg’s book about two-factory was published there arose 

several controversies. It attempted to review the different aspects of the theory 

in a realistic way (Behling, Labovitz, &Kosmo, 1968). Though there was 

severe criticism faced by Herzberg’s theory, he already discussed the 

boundaries of theory. This theory not only highlighted job satisfaction factors 

but also identified job dissatisfaction factors (Tan &Waheed, 2011). There 

were 200 respondents who were interviewed by Herzberg when theory was in 

the development process. The respondents who participated in this survey 

were working in the manufacturing industry and most of them were 

accountants and engineers. They were interviewed regarding their job 

satisfaction and asked to respond about the reasons of satisfaction even though 

they were also asked about the reasons of dissatisfaction (Sergiovanni, 1967). 

 

Herzberg investigated twelve times in similar sort of organizations and divided 

factors in two parts. It was found there were motivators and hygiene factors at 

the workplace which were identified by Herzberg. During the course of 

interviews, it was noticed that achievement, responsibility, career 

advancement, growth opportunities, recognition and nature of work were the 

key motivators’ factors among the employees. Furthermore, employees uttered 

some other factors which were related to their moments which they considered 

unpleasant for them. These were relationships with supervisor, compensation, 

work environment, work groups, company policy, work life balance, status, 

administration, appraisal system, training, nature of work, security and 

relationship with subordinates (Herzberg, Work and the Nature of Man, 1966). 

Herzberg called them hygiene factors and they caused dissatisfaction for the 

employees. Actually, they were root causes of dissatisfaction. These hygiene 

factors were basically associated with external work and directly affect the 

performance of the employees. Organizations strive to address the motivators’ 

factors which are normally associated with internal feelings of the employees 

but they forget to address the issues which create disruptions among 

employees due external working conditions (Herzberg, One More Time: How 

Do You Motivate Employees, 1968). That’s why Herzberg theory is known as 

two-factor theory because it covers both motivators and hygiene factors. 

Previously it was thought that employees get motivated when they receive an 

increase in compensation, company policy or supervision but Herzberg 

highlighted one more direction.  Herzberg put focus on hygiene factors and 

emphasized organizations cannot ameliorate job satisfaction by considering 

only traditional motivators without incorporating hygiene factors (Herzberg, 

Mausner, & Snyderman, The Motivation to Work 2nd Edition, 1959).  
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Several other studies were conducted that not only endorsed Herzberg's theory 

but also highlighted some critical factors of the theory. It was proved that 

hygiene factors were conducive in ameliorating job satisfaction and it had 

direct association with individual performance as well as productivity 

(Umstot, Bell, & Mitchell, 1976). It was not mandatory that employees get 

dissatisfied when they find organizations are lacking in motivators 

determinants. It was noticed in different findings that employees sometimes 

had not got dissatisfied when they did not receive recognition but it could be a 

source of motivation. Actually, Herzberg theory was working in two 

directions: therewas a combined effect of both motivators and hygiene factors 

but hygiene factors had more importance. This was the point that Herzberg 

attempted to highlight that most organizations were just looking at motivators 

rather than hygiene factors (Behling, Labovitz, &Kosmo, 1968). Herzberg 

suggested an external working environment had more impact on job 

satisfaction than internal feelings about organization (Dartey-Baah&Amoako, 

2011). But there was significant importance of both factors (Herzberg, One 

More Time: How Do You Motivate Employees? 1987). The higher the 

motivation the higher the performance it is verified that employees’ 

performance ameliorated due to job satisfaction (Ramlall, 2004). Conversely, 

dissatisfaction of employees can be raised if hygiene factors are not properly 

addressed and it would ultimately cause reduction in organizational 

productivity (Moyle, Skinner, Rowe, &Gork, 2003; Bhatti, Jhatial, & 

Mahessor, 2020). The organizations achieve their goals when employees 

perform well. The performance of employees gets improved when they are 

satisfied with their job. Herzberg theory gave the road map to organizations to 

decide about the critical success factors (Sandhya & Kumar, 2011; Wright, 

2007).  

 

There was a study that compared conventional and Islamic Takaful. This study 

basically analyzed two-factor Herzberg’s theory. The findings of the study 

suggested there were significant impacts of hygiene factors on job satisfaction. 

The study revealed its findings in both conventional and Islamic Takaful. It 

was found that conventional insurance employees were highly satisfied when 

their companies implemented hygiene factors properly. Similar results were 

observed in Islamic Takaful. The level of satisfaction is enhanced when 

compensation, training, career advancement, working environment and nature 

of work are considered. This study was held in Pakistan and proved the 

practical application of Herzberg theory in Pakistani environment. On the 

basis of findings, it can be concluded that Herzberg theory is applicable in 

both developed and developing countries because the nature of humans is 

almost the same in all over the world. It is basically associated with human 

psychology which is more relevant with behaviors of the people. The reaction 

of people is not bound due to borders. The satisfied employees perform at their 

optimal level whether they are working anywhere in the world. The study put 

light on the human behavior of Pakistani employees but findings confirmed 

employees’ performance is ameliorated when employees are satisfied 

(Rehman, Akhter, & Khan, 2017). 

 

Herzberg's book that was published in 1966 was criticized by several scholars 

and raised the point that Herzberg pointed out only limited factors of job 
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satisfaction there were several others which required to be addressed (Ewen, 

1964). It was argued that Herzberg tried to convince certain factors are good 

and ameliorate job performance but failed to provide appropriate arguments 

(Vroom, 1964). Since the start of the 20th century it was the most critical topic 

for the researchers to address the issue of job satisfaction. They have been 

attempting to provide conclusive reasoning to prove job satisfaction has the 

key importance for organizational success. The productivity of an organization 

is directly associated with job satisfaction. A satisfied employee works hard to 

prove its commitment with the organization. Hence individual performance is 

directly associated with the satisfaction level of employees (Peter &Maklin, 

1988). It was further verified that job satisfaction has multiple directions 

which affect organizations in different ways (Saner, 2009). There was a 

significant impact of both motivators and hygiene factors (Tietjen& Myers, 

1998; Lam, Zhang, & Baum, 2001).  

 

Conceptual Framework 
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RESEARCH METHOD  

It is survey-based study and utilizes deductive approach to draw the 

conclusion. The primary data collection has been made through structured 

questionnaires. The empirical analysis has been done through both descriptive 

and inferential statistics. This study is the mix of qualitative and quantitative 

research but the major part is based on quantitative analysis. The structured 

questionnaire (developed by using Herzberg’s theory) is designed with five-

point Likert-scale. The structured questionnaire was distributed among a 

targeted sample of 500 teachers. Out of 500 respondents 456 questionnaires 

were received back and 19 questionnaires were rejected due to incomplete 

data or response bias, consequently, 437 questionnaires have been selected.  

 

Model Development 

 

                                                      

 

 

DATA ANALYSIS, RESULTS AND DISCUSSION 

 

KMO and Bartlett’s Test 

 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy 

 

Bartlett's Test of Sphericity Approx. Chi-Square 

 

df 

 

Sig. 

.653 

 

170.3 

 

412 

 

.000 

 

Table 4.7 summarizes the results of Kaiser-Meyer-Olkin (KMO) test that 

suggests whether factor analysis is appropriate or not. According to guidelines 

if KMO is greater than 0.50 it means factor analysis is adequate or otherwise 

not. Therefore, it is desirable that KMO results should be greater than 0.5, this 

test is mandatory to check before proceeding towards further results of factor 

analysis.  

 

Reliability Test 

 

Construct Reliability 

 

Items 

Reliability Statistics 

Cronbach’s Alpha Percentages N of Items 

Compensation 0.848 84.76% 3 

Promotional 

Opportunities 0.684 68.42% 2 

Work Environment 0.894 89.43% 3 

 

Training 

Opportunities 

 

0.890 

 

89.02% 

 

3 
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Relationship with 

Supervisor 0.917 91.66% 4 

Work Group 0.719 71.85% 2 

Nature of Work 0.858 85.78% 3 

Performance 

Appraisal 0.867 86.68% 4 

Job Satisfaction 0.878 87.81% 3 

Individual 

Performance 0.814 81.37% 3 

 

The above table summarizes the construct wise results. All constructs value 

greater than 0.7 or 70% confirms that these constructs are reliable and 

questions that have been asked to address particular constructs are absolutely 

valid. The questionnaire (instrument) which has been designed to check the 

satisfaction level of teachers and its impact on individual performance is 

designed appropriately to provide the desired results. Each construct is valid 

and serves the purpose for which it has been designed. 

 

Hypotheses Testing with Job Satisfaction  

 

Table 4.11 Hypotheses Testing with Job Satisfaction (Dependent Variable) 

 

 

Unstand.Coeff. 

 

Std. Coeff. t Sig. 

Constructs B Std. Error Beta 

  (Constant)  -0.241 0.199  -1.211 0.227 

Compensation  0.250 0.033 0.283 5.576 0.000 

Promotional Opportunities  0.108 0.037 0.121 2.919 0.004 

Work Environment  0.086 0.040 0.093 2.152 0.032 

Training Opportunities  0.049 0.038 0.053 1.291 0.197 

Relationship with 

Supervisor  

0.075 0.037 0.071 2.027 0.045 

Workgroup  0.355 0.051 0.323 6.968 0.000 

Nature of Work  0.221 0.051 0.173 4.333 0.000 

Performance Appraisal  0.060 0.037 0.059 1.621 0.104 

a. Dependent Variable: Job Satisfaction  

 

There are three models in this study. Table 4.11 summarizes the result of 

model one where job satisfaction is the response variable and compensation, 

Promotional Opportunities Work Environment, Training Opportunities, 

Relationship with Supervisor, Workgroup, Nature of Work and Performance 

Appraisal are explanatory variables. The findings suggest where particular 

construct (variable) has impact on response variable or not. According to 

guidelines by (Gujrati, 2003; Tsay, 2010)if the degrees of freedom (n-1) is ≥ 

20 and significance level α = 0.05 null hypothesis is rejected when t-value 

≥│2│or p-value < 0.05. so in our case H1: Compensation is conducive in 

ameliorating job satisfaction stands proven. 
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The t-value of second construct promotional opportunites is 2.919 and 

associated p or sig value is 0.004 confirms the rejection of null hypothesis it 

means promotional opportunites are found conducive in ameliorating job 

satisfaction. The impact of promotional opportunites is significant on job 

satisfaction. The job satisfaction is influenced by promotional opportunites. 

 The t-value of third construct work environment is 2.152 and associated p or 

sig value is 0.032 confirms the rejection of null hypothesis it means work 

environment is found conducive in ameliorating job satisfaction. The impact 

of work environment is significant on job satisfaction. 

 

So university managent shoud pay attention to provide pleasant working 

environment for the teachers.  The findigns of this variable are found 

consistent with Herzberg’s theory and transformational leadership theory. 

 

The t-value of fourth construct training opportunities is 1.291 and associated p 

or sig value is 0.197 confirms that we fail to reject null hypothesis it means 

training opportunities are found insignificant in ameliorating job satisfaction. 

It should be taken into consideration by the top management of the university 

to pay attention on the issue of training opportunities because it is found 

insignificant. The findings of this variable are found inconsistent with 

Herzberg’s theory and transformational leadership theory.  

 

The t-value of fifth construct relationship with supervisor is 2.027 and 

associated p or sig value is 0.045 confirms the rejection of null hypothesis it 

means relationship with supervisor is found conducive in ameliorating job 

satisfaction The findigns of this variable are found consistent with Herzberg’s 

theory and transformational leadership theory.  

 

The t-value of sixth construct work group is 6.968 and associated p or sig 

value is 0.000 confirms the rejection of null hypothesis indicating that the 

impact of work group is significant on job satisfaction. The findigns of this 

variable are found consistent with Herzberg’s theory and transformational 

leadership theory. The findings are also found consistent with(Raza & Ahmed, 

2017).  

 

The t-value of sixth construct nature of work is 4.333 and associated p or sig 

value is 0.000 confirms the rejection of null hypothesis it means nature of 

work is found conducive in ameliorating job satisfaction. The impact of nature 

of work is significant on job satisfaction.  The findigns of this variable are 

found consistent with Herzberg’s theory and transformational leadership 

theory. The findings are also found consistent with(Peter J. M., 1988), (Malik 

M. E., 2010), (Aule, Solomon, & Bulus, 2018), (Raza & Ahmed, 2017). 

 

The t-value of eighth construct performance appraisal is 1.621 and associated 

p or sig value is 0.104 confirms that we fail to reject null hypothesis it means 

performance appraisal is found insignificant in ameliorating job satisfaction. 

The findigns of this variable  are found inconsistent with Herzberg’s theory 

and transformational leadership theory.  

 

Model Summary and Another characteristic of Model 
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ve table summarizes the results of model summary. The R Square is 0.598 

indicates these explanatory variables Performance Appraisal, Compensation, 

Training Opportunities, Nature of Work, Relationship with Supervisor, 

Promotional Opportunities, Work Environment, and Work Group explain job 

satisfaction by 59.8%. It means these factors contribute 60% to keep the 

teachers satisfied. There are several other factors in the system which is not 

the part of this study which explains 40% to job satisfaction. The adjusted R 

Square is 0.59 which is also near to R square which is good indication for the 

model. The Durbin Watson test suggests whether model is suffering from 

serial/ auto correlation or not. The results of the model suggest Durbin Watson 

is 1.835 which is near to 2 confirms there is no serial/ auto correlation between 

residuals. It is desirable that there should be serial correlation between 

residuals. The ANOVA table suggests whether model is useful for prediction 

or not. According to guidelines by (Gujrati, 2003; Tsay, 2010) if significance 

level α = 0.05 model is useful if the F-value ≥ 4 or p-value < 0.05 or otherwise 

model is not useful. The value of F-statistic is 79.616 which greater than 4 and 

Sig value is 0.000 confirm that model is useful for prediction. The resutls 

which have been interpreted in previous sections are found valid because the 

results of ANOVA table endorse the findings of the model. Therefore it is 

concluded that model is useful to forecast the job satifaction by using 

explanatory constructs (variablies) of the study.  

 

CONCLUSION 

The study was carried out on the topic of job satisfaction determinants and 

their impact on individual performance. The central idea of the research was 

derived from Herzberg’s theory. The demographic analysis indicated that there 

was a higher male ratio than female. The sample consisted of a majority of 

Model Summary   

Model  R R Square 

Adjusted 

R Square 

Std. Error of  

the Estimate 

Durbin 

Watson 

1  0.773
a
 0.598 0.590 0.64223 1.835 

a. Predictors: (Constant), Performance Appraisal, Compensation, Training 

Opportunities, Nature of Work, Relationship with Supervisor, Promotional 

Opportunities, Work Environment, Work Group  

 

  

ANOVA
a
 
    

  

Model     

Sum of 

Squares df Mean Square F Sig. 

1  Regression  262.412 8 32.802 79.616 .000
b
 

   Residual  176.535 428 0.412   

   Total  438.947 436    

a. Dependent Variable: Job Satisfaction    

b. Predictors: (Constant), Performance Appraisal, Compensation, Training 

Opportunities, Nature of Work, Relationship with Supervisor, Promotional 

Opportunities Work Environment, Work Group  
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male it reflected the original picture of our society because in Pakistani culture 

male ratio is higher than females and simple random sampling techniques 

were used so the real picture of society was depicted in gender classification. 

The demographic analysis suggested the majority of the respondents were 

assistant professor and PhD. In Pakistan a trend of doing PhD had been 

observed in recent years and as per HEC guidelines all the promotions of the 

teachers are conditional with PhD. Once a faculty completed their PhD, he 

gets promoted to next higher teaching post. This situation was clearly noticed 

in this study. It was further explored that the majority of the teachers were 

from business administration departments. The concept of job satisfaction was 

general for all but business administration faculty could better understand this 

concept because they taught these concepts as a course to their students. The 

majority of respondents who included in the sample were around ten years of 

experience. In Pakistan a person normally started his/ her career at the age of 

thirty and lasted for rest thirty years until retirement. The majority of the 

respondents were ten years’ experience indicated that they had spent one third 

of their professional life they could have better understood their 

circumstances. The age of the majority respondents was also forty that verified 

that majority started their career at the age of thirty if they had experience of 

ten years, they must have been around forty years old.  

 

The findings of the model suggested there was a significant impact of all 

variables on job satisfaction except training opportunities and performance 

appraisal. It meant compensation, promotional opportunities, work 

environment, relationship with supervisor, work group, nature of work were 

conducive in ameliorating job satisfaction. They were very significant factors 

that meant they had highly significant importance in determining job 

satisfaction. It could be suggested management should have been focused on 

these factors because they played an important role in enhancing the 

satisfaction level of teachers. These findings were also found consistent with 

Herzberg’s theory and transformational leadership theory. The findings also 

suggested training opportunities and performance appraisal were insignificant 

in enhancing job satisfaction. There could be several reasons that these factors 

were found insignificant; it was because public sector universities work under 

traditional culture training might cause them to perform extraordinarily but 

culture did not support them and that might have caused dissatisfaction for 

teachers. Similarly, public sector universities did not follow certain 

performance appraisal systems they rather followed personal likeness or 

dislike it might have caused dissatisfaction for teachers.  

  

It is concluded on the basis of overall analysis that compensation, promotional 

opportunities, work environment, relationship with supervisor, workgroup, 

and nature of work are found conducive in ameliorating job performance. 

Conversely, training opportunities, and performance appraisal were found 

insignificant in explaining job performance.  

 

RECOMMENDATIONS 

On the basis of overall discussion, the following points are recommended. 

 Universities should pay attention to the job satisfaction of teachers. 
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 The management should devise such policies to keep their teachers’ 

satisfaction.  

 The hygiene factors identified by Herzberg’s two factor theory should 

carefully be reviewed and implemented in public sector universities to 

ameliorate the job satisfaction level of teachers especially compensation, 

promotional opportunities, work environment, relationship with 

supervisor, workgroup, and nature of work.  

 HEC should pay attention to increase the level of quality education at 

higher education levels by enhancing the job satisfaction level of teachers. 

Therefore, they should go through the factors highlighted in this study.  

 Government should ensure that universities are taking corrective actions 

to achieve the job satisfaction level of teachers. 

 Society should put their input and raise their voice to implement the above 

factors appropriately.  

 Teachers themselves should strive for their right through their 

associations. 

 Students should play their role to create awareness about the importance 

of job satisfaction of teachers and its impact of educational quality.  

  
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