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Abstract: It is important to understand the Job Involvement  of  faculty  employees as they play vital role to 
produce a greater number of employable graduates, develop innovative curriculum, carryout the valuable 
research and development activities and maintain higher level of academic standard of the institutes.  It is also 
important to understand the influence of personal and professional attributes on the level of JS as it will enable 
to understand how demographic attributes variant the level of JS among academic workforce.  The aim of this 
paper is to explore the influence of demographic attributes on the level of JS of academics.  Based on the 
primary data collection among 656 faculty members, the findings of the study indicate that demographic 
attributes of faculty members have significant influence on the level of their Job Satisfaction.  However, gender 
has no significant influence on their JS level and both male and female faculty members’ JS level is above the 
moderate level.  The results provide strong support to theoretical aspect particularly for Herzberg (1959) two 
factor theory i.e., hygiene factors such as Salary and Promotion, Interpersonal Relations and Physical Working 
Conditions and motivational factor of Job Content or work itself.  This study also provides strong empirical 
support for the proposed hypotheses of influence of demographic attributes on the level of JS except gender (as 
stated above) and findings of this study confirm and negated with the propositions existed in the past research 
studies.       
Key words: Demographic attributes, Personal variables, Professional variables Job Satisfaction, Government 
College, Private and Self-Financed College. 
 

Introduction 

In the present context of fast changing global and competitive business world Indian 

organizations find difficult to attract and retain talent.  This problem is more serious in 

service sector like banking, IT and IT enabled, health, hospitality, etc. and even if these 

industries attract the young talent they are not able to retain them due to better opportunities 

in other organizations or foreign assignments.  Higher educational sector is not an 

exceptional one to attract and retain the qualified faculty members.  The shortage of 

academic talent and inability to attract the right number of academic talents is critical 

phenomenon in the HEIs particularly in the Private and Self-Financed (PSF).  It seems that 

young Indian talents do prefer to join either non-academic industries or accept assignment in 

foreign industries or foreign universities.  One of the important reason behind this could be 

less satisfaction in their job due to lack of: research and consultant opportunities; freedom 

and autonomy in the profession, conducive work environment, uncompetitive pay structure 

particularly in the PSF institutions; industry-institute interaction; faculty empowerment, 

interpersonal relations; comfortable physical working conditions; etc.  The present young  
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talents expect more job autonomy, job challenges, competitive pay structure, fast growth 

opportunities, training and development for updated technology, recognize for extraordinary 

performance and more empowerment. These factors will significantly play and determine 

more satisfaction in their job.  Apart from these factors, personal and professional 

(demographic) attributes of employee such as age, gender, educational qualification, present 

job position, income, marital status, promotion, religion, race, length of service, nature of 

post, etc would also significantly determine job satisfaction of employee.  The aim of the 

present study is to investigate the influence of select personal and professional attributes on 

the Job Satisfaction (JS) of academics in liberal arts and science colleges of Tamil Nadu 

Province (India).  Satisfied academic staffs in any higher educational institution would 

contribute significantly for quality in teaching, research output, developing innovative 

curriculum, producing more employable graduates and ultimately to preserve for the high 

level of academic standard of the institute at international level. 

Theoretical Background 

Job Satisfaction, its determinants and its out comes 

Several authors and management philosophers defined the term job satisfaction and various 

factors to determine the level of job satisfaction.  Locke (1976) defined JS as “a pleasurable 

or positive emotional state resulting from the appraisal of one’s job experiences”.  Dawis 

and lofquist (1984) defined that job satisfaction is “the result of the employee’s appraisal of 

the degree to what extent the components of fulfills the individual’s needs.  Ejio (1980) and 

Hoy and Miskel (1987) described that job satisfaction is the totality  and combination of 

psychological, physiological well being such as pay, fringe benefits, promotion, 

interpersonal relations, job content, physical working conditions, encouragement for 

employee empowerment, challenges in job, freedom and autonomy, which cause to say “I 

am satisfied with my job”.  There are numerous factors determined the level of job 

involvement   of workers.  Herzberg (1959) coined the factors of job satisfaction and he 

categorized two factor theory of intrinsic (motivation) and extrinsic (hygiene) factors. He 

classified intrinsic factors are work itself, advancement, growth, recognition, achievement; 

and responsibility, working conditions, supervision, salary, company policies, job security, 

and status relationship with superiors, subordinates and peers, and factors in personal life are  

classified as extrinsic factors.   

Several research studies in the past analyzed and found that organizational factors were 

determined the level of job satisfaction of academics.  For example, Fessehatsion and Bahta 

(2016) investigated and found that research opportunities, interpersonal relations and training  
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and development have strong and positively influenced on the level of JS of the faculty in  

HEIs in Eritrea. Santhapparaj and Alam (2005) examined the relationship between monetary 

benefits, promotion, fringe benefit, working conditions, research support, training and 

development and overall JS and the result showed that salary, promotion, working 

conditions, research support have strong and positive correlation with JS. A study conducted 

by Bowen and Radhakrishna (1991) in the HEIs and their results showed that academics 

were more satisfied with their job content and interpersonal relations and least satisfied with 

career advancement.  Pay, allowances and other monetary benefits, job content, physical 

working conditions, interpersonal relationship, job support and promotional opportunities are 

the significant organizational factors to have greater contribution for the level JS of academic 

workforce in the HEIs (Sonmezer & Eryaman, 2008).  Academics working in PSF colleges 

were highly dissatisfied with salary offered their institution and intrinsic factors like growth 

opportunities, recognition, work load and extrinsic factors like low monetary benefits given 

by the Colleges played a very significant role of major dissatisfying factors of JS among 

these academic workforce.  Bowen and Radhakrishna (1991) conducted a study among 

academics and their results revealed that job content was most determinant factor of JS and 

opportunity for advancement was least one.  Similarly, a study of Muhammad Ehan et al. 

(2012) found that pay and promotion were the significant and positive influence of JS among 

academic workforce in Pakistan.  Mulindwa (1998) revealed in his study that pay was 

greater contribution of JS among academics and administrative staff of Polytechnic Colleges.  

Thus, faculty members are more satisfied when they perceive that they are paid satisfactorily 

(Bozeman and Gaughan (2011) and they are also satisfied more when they are recognized for 

their effort in the work (Ali and Ahmed, 2009).  

Clovin (2001) analyzed the organizational factors of interpersonal relations, work 

atmosphere, professional autonomy, administrative support and leadership style with JS and 

the findings shown that these factors have positively associated with the JS.  In the research 

of Fajana (2002) found that leadership and job design were determined as important factor 

for the level of JS and these two components were positively affected the JS.Spector (1997) 

conducted and identified nine organizational dimensions which were strongly influenced the 

level of JS and these were: pay, promotion, supervision, fringe benefits, contingent rewards, 

operating procedures (required rules and procedures), coworkers, nature of work, and 

communication. Okpara (2004) examined and identified five dimensions of job satisfaction: 

pay, promotion, supervision, job content and co-workers and his study was based on 

dimensions of Spector’s (1997) of job satisfaction because his study was broader and several  
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researchers were most and widely used.  

Job satisfaction has been found to be led or influenced with several organizational outcomes.  

For example, employees who were more satisfied with pay, career advancement, physical 

working conditions, job content, interpersonal relations have greatly led to Company  

performance in the form of quality in output, financial performance and customer 

satisfaction.  Research studies in the past have also been found that JS have led to several 

work-related outcomes and work behaviors of employees such as outperformed by individual 

employees (Ezeanyim, Ezinwa, Ufoaroh, Theresas & Ajakpo, 2019; Verma and Jain , 2014; 

Shah et al, 2012; Wolomasiet al., 2019; Ravichandran and Bhardwaj, 2021; and Ravichandran 

and Venkat Raman, 2015), more retention or less intention to quit behavior. 

Demographic attributes and its influence on JS 

Demographic attributes are the individual characteristics and it is classifiable of a given 

population and it is most commonly used by both Government and business sector.  For 

example, government often used the demographic characteristics for the purpose of obtaining 

data about public health, human development index, income distribution, etc.  Similarly, 

business sector also uses the demographic characteristics of the population: to segment the 

market for their products; to decide advertisement campaign; appropriate composition of 

employees; etc. The various components of demographic attributes of the given population 

can be age, gender, race, religion, marital status, income, occupation, educational 

qualification, type of family and its size, language, work experience, designation, promotion 

etc. and based on these characters both government and business sector conducts survey and 

collect the data for their own purposes.  Further the data analysis from these demographic 

characters of the population will significantly influence the government and business sector 

to take appropriate decision or to make appropriate policy framework. 

Employee job satisfaction in any organization play a very significant role as it leads several 

outcomes as stated in the earlier paragraph. Existing research studies found that several 

demographic factors of employee have also affected the level of JS (Mehboob and Bhutto, 

2012; Paul and Phua, 2011; Amarasena et al. 2015; Milledzi, Amponsah, and Asamani, 

2018; and Shrestha, 2019).  Mixed results were found from the existing research literature 

i.e. some studies shown demographic variables were significantly and positively influenced 

on the level of JS and some were either no influence or negatively influenced.    For 

example, a study conducted by DeVaney and Chen (2003) and their results shown that age of 

the academic employees have strong influence on the level of their job satisfaction i.e., 

senior academic staffs were more satisfied than their counter part of juniors.  A study of  
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Milledzi, Amponsah, and Asamani (2018) also found that age has strong influence on the 

level JS among academic staff of the university.  Similarly, studies of Mello (2006); Paul 

and Phua (2011); and Amarasena, Ajward, and Haque (2015) examined and found that the 

level JS was increased in the same direction with increasing the age of employees.  In a 

study of Saner and Eyupoglu (2012) among academic staffs in North Cyprus, the findings of 

the study indicated that age has significantly influenced overall JS and extrinsic factors and 

not with intrinsic factors of Herzberg theory.  Contrast to the above research findings, 

research studies of (Sakiru, Ismail, Samah, and Busaya, 2017; Shrestha, 2019; Akpofure, 

Ikhifa, Imide, and Okokoyo, 2006) have shown that age has not significantly or negatively 

influenced the level of job satisfaction.  

Similar to influence of age on the level of JS gender will also influence the level of JS.  It is 

well aware that there is increasing trend of female workforce all over the world and they are 

employed in almost all field of economy including pilot, defense and educational sector. 

Male and female employee may expect differently from their job components and these may 

or may not fulfill their expectation which will lead to either higher or less JS level or even 

dissatisfaction.  There were mixed findings from the existing research studies which related 

gender and the level of JS.  The findings from the research studies of (Olorunsola, 2012; 

Clark, 1997; Booth, Burton and Mumford, 2000; Mehboob, Sarwar, and Bhutto, 2012; 

Castillo and Cano, 2004; Syed et al, 2012; and Spector, 2008) have shown that male 

employee were more satisfied than female employees and thus gender has significant 

influence on the level of JS.  However, some research studies have found that there was no 

significant difference between male and female on the level of JS and thus gender has not 

significantly influenced on the level of JS (Mcneely, 1984; Cano & Miller, 1992; Castillo & 

Cano, 1999; Sakiru, Ismail, Samah, and Busaya, 2017; Oshagbemi and Gill, 2004; Paul and  

Phua, 2011; and Shrestha, 2019). 

Apart from Age and Gender several other demographic variables such as monthly income, 

job position or designation, work experience, marital status, promotion, etc. have also 

affected the level of JS.  A study conducted by Shrestha (2019) among university faculty to 

analyze the relationship between demographic variables and the level of JS.  The findings 

of this study shown that monthly income, academic rank, work experience, nature of post, 

type of college and educational qualification were significantly related with the level of JS 

and age and gender were not significantly influenced. Monthly salary and promotion 

(Hagedorn, 1994; and Muhammad Ehsan et al., 2012), academic Rank (Paul and Phua, 2011; 

and Toker, 2011; and Ghafoor, 2014; Sabharwal and Corley,2009; and Malik, 2011), work  
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experience and publication (Zarafshani and Alibaygi, 2008), social recognition (Amarasena, 

Ajward and Haque, 2015), teaching experience, educational qualification, marital status and 

number of children (Amarasena et al., 2015; Malik, 2011); marital status (Milledzi, 

Amponsah and Asamani, 2018; and Hagedorn, 2000) have significantly and positively  

affected the JS level of academic employees.  But work experience (Olorunsola, 2012; Paul 

and Phua, 2011; Long, 2007; Mohammed, et al., 2017; and Oshagbemi, 2003), job position 

and monthly salary (Amarasena, Ajward and Haque, 2015; and Mohammed, et al., 2017), 

educational qualification (Sakiru, Ismail, Samah and Busaya, 2017; Shafie abadi and 

Khalajasadi, 2010; Mohammed, et al., 2017), marital status (Shafie abadi and Khalajasadi, 

2010; and Mohammed, et al., 2017) have not been significantly varied with the level of JS. 

There is strong research support that indicates the demographic variables significantly 

influenced the level of JS.  In the Indian context, there are several research studies that 

related job satisfaction and its  exposure  of both at individual and Company  level.  

However, it seems that there is inadequate  of research work which relate demographic 

variables and job satisfaction in general and particularly in the Indian general HEIs.  Thus, 

it is believed that there is paucity on research investigating the influence of demographic 

variables on the JS level among academic employees in the Indian HEIs.  Based on this 

theoretical consideration and empirical research support in the existing studies, the present 

research study has undertaken to address this research gap. 

Significance of the Study 

It is important to understand the Job Involvement of faculty  as they play vital role to produce 

more number of employable graduates, develop innovative curriculum, carryout the valuable  

research and development activities and maintain higher level of academic standard of the 

institute.  It is also important to understand the influence of personal and professional attributes 

on the level of JS as it will enable to understand how demographic attributes variant the level of 

JS among academic workforce.  Thus, the findings of the present study will provide a 

comprehensive understanding about the factors of JS which are required to strengthen to obtain 

more JS level for attracting and retaining more qualified faculty members which is the central 

issue in the Indian HEIs. 
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Objectives of the Study 

Based on the conceptual consideration, the following important objectives are framed: 

1. To examine and understand the level Job Satisfaction of academic employees; 

2. To study and understand the demographic composition of academic employees in the 

study institutes;  

3. To investigate and report the influence of demographic attributes on the level of job 

satisfaction; and 

4. To identify and report both theoretical and practical implication of the study.  

Methodology 

Hypotheses 

H1: There will be significant differences between Age and the level of Job Satisfaction. 

H2:  Gender is likely to be significantly influenced on the level of Job Satisfaction. 

H3:  There is likely to be significant variation between Educational Qualification and the 

level of Job Satisfaction 

H4: Monthly Salary will likely to significant influence on the level of Job Satisfaction. 

H5: Academic Rank will likely to be significantly influenced on the level of Job Satisfaction. 

H6: There is significant variation between nature of post and the level of Job Satisfaction. 

H7:  There is likely to be significant variation between number of promotions obtained and 

the level of Job Satisfaction. 

H8:  There will be significant difference between Teaching Experience and the level of Job 

Satisfaction. 

Variables and Its measurement 

The study is focused on two sets of facets i.e. personal and professional (Demographic) 

variables and job satisfaction.  The following demographic variables have been considered 

to be more appropriate for the present study and they are: Age, Gender, Educational 

Qualification, Academic Rank, MGS, Teaching Experience &  Number of Promotion 

obtained in the present institute.  The other important aspect is Job Satisfaction and it is the 

“feel of academic employees about the satisfied/dissatisfied level in their job related factors.  

These job-related factors have been measured by four dimensions such as  Promotion & 

Salary (P&S) Job Specification  (JS) Interpersonal Relationship (IPR), and Physical Work 

Environment (PWE).  “Salary and Promotion” means satisfaction level of academic 

employees about their basic pay, allowances and promotional opportunities in the current 

institute and it is noted in 3 statements in the questionnaire.  “Job Content” is academic 

employees’ satisfaction level with regards to teaching workload, sense of accomplishment in  
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the job, professional guidance from senior faculty members, research and consulting 

opportunities and opportunity for guiding research scholars and it is measured 5 statements 

in the questionnaire.  “Interpersonal Relationship” is a feeling of academic employees 

towards maintaining relationship with colleagues, non-teaching staffs and head of 

department/institute and 3 statements were included in the questionnaire. “Physical Work 

Environment” is defined as the satisfaction of academic employees towards physical 

infrastructure and service facilities such as (LCD projector, laptop, whiteboard, supportive 

staff in the lab/workshop, telephonic facilities, canteen and catering services, e-journals, etc.) 

provided in the workplace and this has been measured by 7 statements in the 

questionnaire.While the demographic factors were measured by categorical/nominal data, the 

JS factors were measured by five point Likert-scale ranging from 5=highly satisfied to 1= 

highly dissatisfied.  A pilot study was conducted with 40 academic employees to obtain 

internal consistency for the level of JS by using Cronbach Alpha test and it was obtained as 

.652, .685, .690 and .725 respectively for S & P, JC, IPR and PWE.  Coefficient Alpha of 

value .70 to be considered as good and a value exceeding .60 to be acceptable level of 

internal consistency of the factors (Nunally and Bernstein, 1994).   

Sampling and Data Collection    

The present study is based on quantitative research technique using a structured 

questionnaire to quantify the demographic and JS factors.  The survey was conducted 

among academic employees in Liberal Arts and Science Colleges from the Tamil Nadu 

Province (India) comprising Government owned, Government Aided and Private and 

Self-financed institutes.  This Province has geographically divided into four regions i.e. 

East, West, North and South and these four regions have adequate number of colleges. The 

researcher applied two important criteria to select the sample institute to ensure adequate 

representation from all the regions and maintain uniformity.  They are: The institutes which 

are complied “mandatory disclosure” in its website address with full details of faculty 

members including their contact details; and those institutes which have completed 20 years 

and above from the date of its establishment assuming that these institutes follow a well 

established HR practices.  Based on the above stratified sampling technique, the researcher 

has selected randomly 9 institutes from each region (3 each from Government, Government 

Aided, and PSF) comprising total of 36 institutes.  The questionnaire was prepared both in 

print and online mode (Google form) for the convenient of the respondent academic 

employees.  The researcher mailed 25 questionnaires to each select sample institute and 

total of 900 (9X4X25=900) with prior consent of the respondent academic employees. The  
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researcher has taken care to obtain a fair representation among all the demographic factors.  

A total of 702 respondent academic employees were filled and returned and the response rate 

was 78%.   Out of these 702 responses, 46 were found incomplete and remaining 656 

responses were considered and taken for data analysis purpose. 
Organization of Data Analysis and Statistical Tools    

The information  collected related to demographic and JS variables were first coded in a 

master table using IBM SPSS software 20 version.  Descriptive statistics of cross tabulation 

with percentage analysis was applied to obtain number of observation and percentage among 

each demographic factor from each type of institute.  Further independent ‘t” test was 

applied to find out the differences, if any, between gender and Nature of Post and the level of  

JS.  One way ANOVA test was applied to analyze the significant differences, if any, 

between remaining demographic factors and the level of JS.  The mean score of five point 

Likert-Scales for JS level was slightly modified into three stages to have more meaningful 

interpretation and thus it is modified as: 1-2.49 to be interpreted as “less satisfied”, 2.5 to 

3.49 to be “moderate level” and 3.5-5 to be as highly satisfied (Kassaw & Golga, 2019).  

Data Analysis and Interpretation 

Frequency Distribution 

Frequency distribution analysis (table 1) reports that only very meager representation (8.2%) 

of young academic employees (less than 30 years of age) from all the three types of the 

institute.  There is fair representation of middle aged (more than 50% from GA and PSF 

and around 50% from GOVT institute) academic employees from all the institute and only 

moderate representation of older age group from GOVT and GA institute.  There is only 

minimum representation (13.5%) of older age academic employees from the PSF institute.  

It is possible to understand that either all the categories of the institute are not able to attract 

the young talent or young talent could join the teaching profession after 30 years of age due 

to completing research degree qualification such as M.Phil and or PhD.  It is also possible 

to understand that PSF colleges are not able retain the old age academic employees and this 

could be due to lack of providing better promotional opportunities.  Concerning to gender it 

is clearly reports that there is well representation of male (59.8%) and fair representation of 

female (40.2%) academic employees from all the categories of the institute and it could say 

that female is equally employing with male in the teaching profession.  It seems that highly 

qualified (PhD, 72.1%) academic employees are well represented in all the three categories 

of the institute.  In regards to monthly gross salary there is minimum representation of 

respondents whose monthly gross salary of both less than Rs. 30,000 and Rs. 30,000 to  
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60,000 from GOVT (6.5% & 2.5%) and GA (5.5% & 5.5%) institute and well representation 

of 60,000 to 1,50,000 and moderate representation from above Rs. 1,50,000.  Contrast to 

this there is higher representation (80%) of respondents whose monthly gross salary Rs. Less 

than 30,000 and only very minimum people were responded from remaining categories of 

gross salary income in PSF institutions.  It could say that both GOVT and GA institutes are 

offering attractive compensation but academic employees in PSF institutes are poorly paid. 
Table 1: Frequency Distribution 

Personal and Professional Variables 

Ownership of the Institute         Total 
N = 656 

GOVT  
N = 201 

GA 
N = 200 

PSF 
N = 255 N % 

N % N % N % N % 

Age 
Less than 30 2 1% 4 2% 48 18.8% 54 8.2% 

31-45 100 49.8% 109 54.5% 173 67.8% 382 58.2% 
Above 45 99 49.2% 87 43.5% 34 13.5% 220 33.5% 

Gender 
Male 141 70.1% 118 59% 133 52.2% 392 59.8% 

Female 60 29.9% 82 41% 122 47.8% 264 40.2% 

Education 
PG 1 .5% 3 1.5% 19 7.5% 23 3.5% 

M.Phil., 27 13.4% 30 15% 103 40.4% 160 24.4% 
Ph.D 173 86.1% 167 83.5% 133 52.2% 473 72.1% 

Gross Salary 
(P.M) 

Less than 30,000 13 6.5% 11 5.5% 204 80% 228 34.8% 
30,000-60,000 5 2.5% 11 5.5% 47 18.4% 63 9.6% 

60,001-1,50,000 146 72.6% 129 64.5% 4 1.6% 279 42.5% 
Above !, 50,000 37 18.4% 49 24.5% 0 0% 86 13.1% 

Academic 
Rank 

Lecturer 9 4.5% 3 1.5% 21 8.2% 33 5% 
Assistant Professor 152 75.6% 140 70% 188 73.7% 480 73.2% 
Associate Professor 40 19.9% 57 28.5% 46 18% 143 21.8% 

Present 
Teaching Exp. 

Less than 10 years 85 42.3% 46 23% 158 62% 289 44.1% 
10-20 years 74 36.8% 88 44% 85 33.3% 247 37.7% 

Above 20 years 42 20.9% 66 33% 12 4.7% 120 18.3% 

No. of 
Promotion 

Nil 111 55.2% 81 40.5% 184 72.2% 376 57.3% 
One 42 20.9% 53 26.5% 51 20% 146 22.3% 
Two 34 16.9% 36 18% 17 6.7% 87 13.3% 

More than two 14 7% 30 15% 3 1.2% 47 7.2% 

Nature of Post Permanent/regular 185 92% 188 94% 109 42.7% 482 73.5% 
Temporary/Contract 16 8% 12 6% 146 57.3% 174 26.5% 

GOVT=Government Institute; GA=Government Aided Institute; PSF=Private and Self-Financed Institute; N= Number of 

observation 

In the professional variables academic rank representation from the Lecturer (5%) is very 

meager and moderate level of response from Associate Professors (21.8%) and there is well 

representation from the Assistant Professors in all the three categories of the institute (73.2%). It 

could say that only few institutes are still practicing the entry level job position of Lecturer and 

majority of the institutes have replaced it by Assistant Professor and more over promoting from 
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 Assistant Professor to Associate Professor is not taking in timely manner. Concerning to 

Teaching Experience there is fair and moderate response of less than 10 years and 10-20 years 

and only minimum level of representation from above 20 years of teaching experience in both 

GOVT and GA institutions.  However, it seems that there is higher representation (62%) of less 

than 10 years and very meager representation of above 20 years of experience in PSF 

institutions.  It could argue that PSF institutes are not able to attract and retain the well 

experienced academic employees and this could be due to unattractive compensation and other  

benefits.  In all the three categories of the institute, invariably there is fair representation from 

those academic employees who have not been obtained even a single promotion, moderate 

representation of obtaining one promotion, minimum level in two promotions and only a very 

meager level in more than two promotions obtained.  It is possible to say that HEIs in this 

Province are not showing much interest to promote the academic employees to various higher 

levels and the reasons behind this may be beauacratic delay, financial implications, etc.  With 

regards to Nature of Post, there is excellent representation of permanent/regular post academic 

employees from both GOVT (92%) and GA (94%) and only meager responses from 

temporary/contract respondent.  Contrast to this, there is more or less equal responses of both 

permanent/regular (42.7%) and temporary/contract (57.3%) from PSF institutes and it could say 

that these institutes are employing more temporary academic workforce than regular/permanent  

employees.   

Influence of Personal Variables on Job Satisfaction 

The analysis of one-way ANOVA (table 2) clearly indicates that there is significant variation 
between Age group and all the JS attributes except IPR where there is no significant 
difference.  Further there is no significant difference between young (Less than 30 years) 
and middle aged (30 to 45 years) with overall JS as p>.05.  Further Older (above 45 years) 
academic employees have greater JS level in all attributes followed by middle aged and 
young except PWE where young aged have higher JS level followed by middle aged and 
older.  From the data analysis it could say that while age increased JS level also increased 
i.e., both age and JS level moves on the same direction and thus H1 is accepted as age has 
significant influence on the level of JS.  This result is inconsonance with that of (DeVaney 
and Chen, 2003; Milledzi, Amponsah, and Asamani, 2018; of Mello, 2006; Paul and Phua, 
2011; Amarasena, Ajward, and Haque, 2015) and contradiction with (Sakiru, Ismail, Samah, 
and Busaya, 2017; Shrestha, 2019; Akpofure, Ikhifa, Imide, and Okokoyo, 2006).    The 
level of JS of both male and female are above the moderate level in all the attributes of JS. 
However, there is no significant difference between gender and all the JS attributes including 
overall JS at 5% level (p>.05) and therefore H2 is rejected. It could say that both male and 
female faculties are expected and fulfilled their needs at the same level from their jobs.   
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Table 2: One Way ANOVA/’t’ Test: Personal Variables with Job Satisfaction 

Personal 
Variables 

Category of 
variables 

Job Satisfaction Variables 

Salary & Promotion Job Content Interpersonal Relations 
Physical Work 
Environment 

 

Overall Job Satisfaction 

Mean F/t* Sig. Mean F/t* Sig. Mean F/t* Sig. Mean F/t* Sig. Mean F/t* Sig. 

Age 

Young 3.07 

3.54 

4.20 

3.72 

62.48 .000 

3.60 

3.85 

4.08 

3.90 

20.71 .000 

4.06 

4.11 

4.17 

4.13 

1.15 .316 

4.13 

3.87 

3.61 

3.80 

19.00 .000 

3.71 

3.84 

4.01 

3.89 

18.26 .000 
Middle aged 

Older 

Total 

Gender 

Male 3.77 

3.63 

3.70 

1.95 .051 

3.92 

3.88 

3.90 

1.01 .312 

4.14 

4.17 

4.16 

.765 .445 

3.74 

3.88 

3.81 

-2.68 .008 

3.89 

3.87 

3.88 

 

.613 

 

.540 
Female 

Total 

Educational 
Qualification 

PG 3.19 

3.27 

3.89 

3.72 

36.50 .000 

3.64 

3.73 

3.98 

3.90 

14.02 .000 

4.00 

4.08 

4.15 

4.13 

1.45 .236 

4.08 

3.99 

3.72 

3.80 

13.81 .000 

3.73 

3.77 

3.93 

3.89 

11.54 .000 
M.Phil., 

PhD 

Total 

Monthly 
Gross Salary 

<30,000 2.87 

299.08 .000 

3.52 

94.64 .003 

4.09 

.56 .639 

4.12 

45.65 .000 

3.65 
 

 

 

59.68 

 

 

 

.000 

30000-60,000 3.39 3.73 4.17 4.02 3.83 

60000-150000 4.22 4.15 4.14 3.53 4.01 

>1,50,000 4.57 4.26 4.16 3.65 4.16 

Total 3.72 3.90 4.13 3.80 3.89 
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This result is inconsonance with that of (Mcneely, 1984; Cano & Miller, 1992; Castillo & 

Cano, 1999; Sakiru, Ismail, Samah, and Busaya, 2017; Oshagbemi and Gill, 2004; Paul and 

Phua, 2011; and Shrestha, 2019) and contradiction with that of (Olorunsola, 2012; Clark, 

1997; Booth, Burton and Mumford, 2000; Mehboob, Sarwar, and Bhutto, 2012; Castillo and 

Cano, 2004; Syed et al, 2012; and Spector, 2008).  

Table 3: Post Hoc Test: - Comparison between Personal and Job Satisfaction Variables 

Personal variables Job Satisfaction variables 
  

Variables 
(I) 

Category 
(J)  

Group Comp. 

S & P JC IPR PWE Overall JS 
M.D 
(I-J) 

Sig. M.D 
(I-J) Sig. M.D 

(I-J) Sig. M.D 
(I-J) Sig. M.D 

(I-J) Sig. 

 
 
 

Age 
 
 
 

Young 
Middle -.468* .000 -.245* .006 -.06 .765 .27* .011 -.12 .077 
Older -1.12* .000 -.48* .000 -.11 .385 .52* .000 -.29* .000 

Middle Aged 
Young .47* .000 .25* .006 .06 .765 -.27* .011 .13 .077 
Older -.65* .000 -.23* .000 -.06 .472 .25* .000 -.17* .000 

Older 
Young 1.12* .000 .48* .000 .11 .385 -.52* .000 .29* .000 

Middle .65* .000 .29* .000 .06 .472 -.25* .000 .17* .000 

 
 
 

E.QLN. 

P.G 
M.Phil -.082 .902 -.092 .739 -.081 .793 .082 .837 -.044 .879 
PhD -.705* .000 -.336* .014 -.148 .434 .364* .022 -.206* .045 

M.Phil 
P.G. .082 .902 .092 .739 .081 .793 -.081 .837 .044 .879 
PhD -.622* .000 -.243* .000 -.067 .396 .282* .000 -.163* .000 

PhD 
P.G. .705* .000 .336* .014 .148 .434 -.364* .022 .206* .045 

M.Phil .622* .000 .244* .000 .067 .396 -.282* .000 .163* .000 

 
 
 
 

M.G.S. 

Less than 30,000 
30,000-60,000 -.525* .000 -.213* .010 -.083 .721 .106 .595 -.179* .003 

60,000-1,50,000 -1.35* .000 -.640* .000 -.046 .801 .593* .000 -.361* .000 
Above 1,50,000 -1.707* .000 -.741* .000 -.064 .802 .468* .000 -.511* .000 

 
30,000-60,000 

 
 
 

Less than 
30,000 .525* .000 .213* .010 .084 .721 -.106 .595 .179* .003 

60,000-1,50,000 -.830* .000 -.427* .000 .038 .961 .487* .000 -.183* .002 

Above 1,50,000 -1.182* .000 -.528* .000 .0196 .997 .361* .002 -.332* .000 

60,0000-1,50,000 

Less than 
30,000 1.354* .000 .640* .000 .046 .801 -.593* .000 .361* .000 

30,000-60,000 .830* .000 .427* .000 -.038 .961 -.487* .000 .183* .002 
Above 1,50,000 -.353* .000 -.101 .314 -.019 .993 -.126 .323 -.150* .005 

Above 1,50,000 

Less than 
30,000 1.707* .000 .741* .000 .064 .802 -.468* .000 .511* .000 

30,000-60,000 1.182* .000 .528* .000 -.020 .997 -.361* .002 .332* .000 
60,000-1,50,000 .353* .000 .101 .314 .019 .993 .126 .323 .150* .005 

* The mean difference is significant at the 0.05 level. 
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Influence of Professional Variables on Job Satisfaction 

The One Way ANOVA/’t’ and Post Hoc test (Table 4&5) reports that there is significant 
variation between the academic rank categories of the faculty members and the level of JS 
attributes in S&P, JC and overall JS but no significant variation in IPR and PWE.  Both 
Assistant and Associate Professors have higher level of JS than the Lecturer level except in 
PWE where Lecturers have more JS level than the other two categories.  It is to be 
understood that higher the level of academic rank will be the higher the JS and vice-versa 
and this data analysis is in consonance with the findings of Shrestha (2019; Paul and Phua, 
2011; and Toker, 2011; and Ghafoor, 2014; Sabharwal and Corley,2009; and Malik, 2011) 
and contradiction with the findings of (Amarasena, Ajward and Haque, 2015; and 
Mohammed, et al., 2017).   The data analysis partially supports the H5 and therefore this 
hypothesis could be partially accepted.  Concerning to nature of post there is significant 
variation between permanent/regular and contractual/temporary employees in all the JS 
attributes (p<.05) except IPR where there is no significant variation as p>.05).  Moreover, 
permanent faculty members have greater JS level in all the aspects than the 
temporary/contractual faculty members.  This may be the reason due to higher salaries and 
benefits, privileges, recognition, comfortable working conditions to the permanent teachers 
which may not be provided to the temporary/contractual staff. The H6 is accepted as nature 
of post has significantly influenced on the level of JS and this finding is confirmed with that 
of Shrestha (2019).  Regards to Promotion, it depicts that there is significant variation 
between the group and within the group in S&P, JC and overall JS aspects and no significant 
variation in IPR and PWE. The findings from this analysis confirms with that of (Hagedorn, 
1994; and Muhammad Ehsan et al., 2012).  Further the Post Hoc analysis indicates that 
there is no relationship  difference in overall JS between faculty members who obtained 
promotion NIL and obtained ONE as p>05.  The data analysis partially supports H7 as there 
is no significant difference in IPR and PWE and therefore this hypothesis is partially 
accepted.  Length of teaching experience and the level of JS attributes also similar to Age 
and Promotion i.e., there are significant differences between length of teaching experience 
(both between the group and within the group) and JS level in S&P, JC and overall JS 
(p<.05) and no statistical differences in IPR and PWE (p>.05). Moreover, higher the length 
of experience is higher the level of JS and vice-versa.  It is to be understood that both age 
and length of teaching experience could move on the same direction i.e., when age of the 
faculty members increases the length of teaching experience will also increase and because 
of this the JS level in both age and length of teaching experience have similar results.      
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Table 4: One Way ANOVA/’t’ Test: Professional Variables with Job Satisfaction  

Professional 
Variables 

Category of 
variables 

Job Satisfaction Variables 

Salary & Promotion Job Content Interpersonal 
Relations 

Physical Work 
Environment 

 
Overall Job 
Satisfaction 

Mean F/t* Sig. Mean F/t* Sig. Mean F/t* Sig. Mean F/t* Sig. Mean F/t* Sig. 

Academic 
Rank 

Lecturer 2.64 
3.67 
4.12 
3.72 

43.69 .000 

3.62 
3.88 
4.05 
3.90 

9.20 .000 

4.02 
4.11 
4.20 
4.13 

1.99 .136 

3.94 
3.78 
3.85 
3.80 

1.36 .258 

3.55 
3.86 
4.06 
3.89 

25.45 .000 
Asst. Prof. 

Associate Prof. 
Total 

Nature of 
Post 

Permanent/regular 4.03 
2.86 
3.45 

17.935 .000 
4.03 
3.54 
3.79 

10.502 .000 
4.14 
4.08 
8.22 

1.314 .189 
3.69 
4.09 
3.89 

-7.14 .000 
3.97 
3.64 
3,81 

9.729 .000 Temporary/Contract 
Total 

Promotion 

Nil 3.51 
3.73 
4.11 
4.55 
3.72 

29.03 .000 

3.81 
3.92 
4.09 
4.26 
3.90 

13.97 .000 

4.12 
4.09 
4.20 
4.14 
4.13 

.667 .573 

3.80 
3.85 
3.70 
3.84 
3.80 

.916 .433 

3.81 
3.90 
4.03 
4.20 
3.87 

18.21 .000 
One 
Two 

More than two 
Total 

Teaching 
Experience 

Less than 10 years 3.44 

44.76 .000 

3.75 

26.83 .000 

4.11 

.380 .684 

3.83 

2.07 .128 

3.78 
3.92 
4.08 
3.87 

24.36 .000 
10-20 years 3.75 3.96 4.14 3.81 

More than 20 years 4.31 4.17 4.14 3.69 

Total 3.72 3.90 4.13 3.80 
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Table 5: Comparison between Professional and Job Satisfaction Variables 

Professional variables Job Satisfaction variables 

Variables 
(I) 

Category 
(J)  

Group Comp. 
S & P JC IPR PWE Overall JS 

M.D (I-J) Sig. M.D (I-J) Sig. M.D (I-J) Sig. M.D (I-J) Sig. M.D (I-J) Sig. 

 
 

Academic Rank 
 
 
 

Lecturer 
Asst. Prof. -1.0236* .000 -.2628* .026 -.0916 .636 .15574 .384 -.3055* .000 

Associate Prof. -1.4747* .000 -.4279* .000 -.1802 .220 .08458 .782 -.4995* .000 

Assistant 
Professor 

Lecturer 1.0236* .000 .26280* .026 .09160 .636 -.1557 .384 .30558* .000 

Associate Prof. -.4510* .000 -.1651* .006 -.0886 .222 -.0711 .490 -.1940* .000 

Associate 
Professor 

Lecturer 1.4747* .000 .42791* .000 .18026 .220 -.0845 .782 .49958* .000 

Asst. Prof. .4510* .000 .16511* .006 .08866 .222 .07115 .490 .19400* .000 

 
 
 
 

Promotion 
 
 
 
 
 

NIL 

One -.2186* .040 -.1122 .162 .03419 .925 -.0500 .863 -.0866 .112 

Two -.6007* .000 -.2900* .000 -.0721 .703 .09192 .641 -.2177* .000 

More than two -1.0390* .000 -.4559* .000 -.0186 .997 -.0425 .975 -.3890* .000 

One 

Nil .2186* .040 .11223 .162 -.0341 .925 .05003 .863 .08669 .112 

Two -.3820* .005 -.1777 .084 -.1063 .502 .14195 .381 -.1310 .069 

More than two -.8203* .000 -.3436* .001 -.0528 .944 .00747 1.000 -.3023* .000 

Two 

Nil .6007* .000 .29001* .000 .07218 .703 -.0919 .641 .21776* .000 

One .3820* .005 .17778 .084 .10636 .502 -.1419 .381 .13106 .069 

More than two -.4382* .022 -.1659 .349 .05356 .953 -.1344 .670 -.1712 .079 

More than two 

Nil 1.0390* .000 .45593* .000 .01862 .997 .04255 .975 .38903* .000 

One .8203* .000 .34369* .001 .05280 .944 -.0074 1.000 .30233* .000 

Two .4382* .022 .16592 .349 -.0535 .953 .13447 .670 .17127 .079 

 
 

Teaching 
Experience 

 
 

Less than 10 
years 

10-20 years -.3087* .000 -.2105* .000 -.0394 .698 .02750 .879 -.1328* .000 

Above 20 years -.8626* .000 -.4206* .000 -.0367 .820 .14323 .110 -.2941* .000 

10-20 years 
>10 years .3087* .000 .21054* .000 .03944 .698 -.0275 .879 .13282* .000 

<20 years -.5538* .000 -.2101* .002 .00273 .999 .11574 .251 -.1613* .001 

Above 20 years 
Less than 10 years .8626* .000 .42065* .000 .03671 .820 -.1432 .110 .29419* .000 

10-20 years .5538* .000 .21011* .002 -.0027 .999 -.1157 .251 .16138* .001 
*. The mean difference is significant at the 0.05 level 
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This data analysis confirms with that of (Zarafshani and Alibaygi, 2008; Amarasena et al., 

2015; Malik, 2011) and contradiction with that of findings (Olorunsola, 2012; Paul and 

Phua, 2011; Long, 2007; Mohammed, et al., 2017; and Oshagbemi, 2003).  The H8 is also 

partially accepted because there is no statistical difference in JS level in IPR & PWE.  

Overall, the data analysis confirms with existing research studies for some aspects in JS 

level and negated with other aspects therefore mixed findings have resulted in this study. 

Implications of the Study 

The findings of this study provide strong support to theoretical aspect particularly for 

Herzberg two factor theory i.e., hygiene factors such as Salary and Promotion, 

Interpersonal Relations and Physical working conditions from this study.  There is higher 

JS level (total mean score is more than 3.5) of faculty members in all the above three 

factors.   Similarly, the “Job Content” or “Work itself” of motivational factor from this 

study have also strongly and positively affected (total mean score is more than 3.5) the JS 

level.  Thus, this study is contributing to strengthen for well establishment of Herzberg 

two factor theory.  This study also provides strong empirical support for the proposed 

hypotheses of influence of demographic attributes on the level of JS except gender and 

where there is no significant influence.   Also, the findings of the study confirm or 

negated with the propositions existed in the past research studies.  Understanding the 

influence of demographic attributes of academic staff on the level of JS would enable the 

regulatory bodies for HEIs, policy makers and educational institutions to formulate the 

right composition of academic staff and imply in the HR planning strategy and also in 

other HR policies to attract and retain the highly competent, qualified and experienced 

faculty members. This is because the results of this study indicate that the highly qualified, 

seniors (older), professionally well experienced and higher number of promotions obtained 

academic staff have higher JS level than the younger, less qualified, less experienced and 

lower job positioned which would directly impact to be more committed academic staff 

towards their teaching and research activities, positive organizational citizenship behavior, 

higher performance in their teaching and less tendency to leave from the institution.  

Overall, this study supports both theoretically and also empirically for the proposed 

hypotheses to the influence of personal (except gender) and professional attributes to the 

level of job satisfaction.   
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Limitations of the Study 

This study is restricted to only four Herzberg two factor theory of JS i.e., Salary and 

Promotion, Inter Personal Relationship and Physical Work Environment in hygiene factors 

and “Job Content or Work itself” in motivational factor and not covered all the factors.  The 

present research study is also restricted to only one Province in India i.e., Tamil Nadu and 

also to liberal arts and science institutions and other HEIs such as engineering, medicine, 

law, etc. have not been included.  It is, therefore, generalization from these findings to the 

overall influence of demographic attributes to JS of the academic staff and also overall 

higher education sector at the level needs to be kept in perspective (Ravichandran and Dua, 

2022) 
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