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Abstract
This study aims to review the work of researchers who have contributed to the study of job satisfaction of faculty in higher
education. With job satisfaction, is associated, the intention to leave or stay with the university. Every researcher has a
different perspective on job satisfaction and its predictors which further varies from private and public universities. The
paper is based on the various studies already done in university faculty and their insight to various predictors of job
satisfaction such as facility at workplace, relations with co-workers and work environment, pay, promotion and equitable
workload. These factors have an influence on a faculty's intent to stay with or leave the university.
Keywords : Job Satisfaction, University teachers, Facility at workplace, Relations with co-workers and work environment,
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Introduction : Evans ,1997 defined job satisfaction of a
lecturer as a "state of mind determined by the extent to which
the individual perceives his/her job related needs being met".
Since independence, India has shown an exponential growth
in terms of the number of Universities. With the growing
number of Universities, the requirement of faculty has also
grown. Figure 1 and 2 shows the growth of Higher Educa-
tion in India. As per the UGC reports, the growth of higher
education in India is drastic. The enrollments show a tre-
mendous growth but with respect to this, the growth in num-
ber of teaching staff is extremely poor.
Altbach , 1977 surveyed the working conditions, attitudes
and organizational milieu of college faculty in India. Pau-
city of faculty in higher education, especially in technical
education is the biggest challenge, India is facing. Recruit-
ment in itself is very difficult because the number of appli-
cations is very high, but finding the apt person is difficult.
Moreover, recruitment costs for replacing the turnover is
very huge, in terms of time, resources and productivity.
Therefore, recruitment of new faculty is as intricate as re-
taining the existing faculty.

Figure 1
Source UGC Statistics

Figure 2
Job satisfaction contributes majorly to such a problem. The
faculty is recruited on a need base and on value base. Fac-
ulty recruited on need basis may sometimes not be well
qualified for the position, but the ominous need compels
the institutions to compromise on the quality. This leads to
deterioration in performance and dissatisfaction amongst the
faculty. The faculties recruited on value base have more like-
lihood to leave if dissatisfied and seek better opportunities
at other places. Talented faculty adds value to the university
and thereby retaining them is a challenge.
The question now arises is that what makes the retention of
existing faculty so difficult? Is it salary or job satisfaction
or lack of motivation ?
Literature Review
Research on Job Satisfaction : Job satisfaction is "Em-
ployee attitude ,including pay ,promotion, supervision,
fringe benefits, contingent rewards, operating procedures,
coworkers, nature of work, and communication" according
to Spector ,1985.Many researchers studied the methodolo-
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gies concerning job satisfaction. There are a huge amount
of similar articles and studies that have been conducted for
primary and secondary schools. However, empirical evi-
dence regarding job satisfaction of higher education teach-
ers is scare in the international literature (Oshagbemi,
2003).Some researchers like Klein, 2007 studied the rela-
tionship between the demographic factors and job satisfac-
tion. But he found no evidence that supported any existence
of such relationship.
Research on Faculty's Intention to Leave / Stay : In higher
education, the excellence of an institute depends on the qual-
ity of faculties it recruits and retains. With respect to the
present condition of higher education institutes in India, it
becomes all the more significant to understand the matrix
of factors affecting faculty retention and their intent to leave.
It is more critical when the demand for faculty surpasses
the availability of talented faculty (Matier, 1990).
Retaining talented faculty is very difficult because there is a
high demand for faculty and given a better choice for career
advancement, there is a high possibility that they leave.
Losing out good faculty not only costs an institute in terms
of money, but the time between finding new faculty causes
loss to the institute  in terms of time and resources that could
be used more productively elsewhere. The extent to which
faculty members actually act on their discontent and leave
their institutions is an empirical question, but institutions
would benefit from a clearer understanding of what con-
tributes to faculty decisions to leave (Johnsrud and Rosser,
2002).Matier 1990 studied the different dimentions of in-
fluence and motivation of faculty to leave or stay with the
university and studied the research conducted by several
other researchers (Steers, 1977).
There are intrinsic and extrinsic factors that contribute to
the turnover of faculty. Johnsurd and Rosser ,2002 note  that
"Institutions would benefit from a clearer understanding of
what contributes to faculty decisions to leave".
Variables that Determine the Decision of Faculty's In-
tention to Leave / Stay : There have been several studies to
determine the predictors for the faculties' intent to stay or
leave (Zhou and Volkwein, 2004). They also proposed a
theoretical model on the faculty turnover intentions. As per
the study conducted by Mcbride , Munday &  Tunnell,2006,
although the propensity to leave was not a widely held atti-
tude, it was influenced by some, but not all, job satisfaction
factors. As satisfaction with growth opportunities, salary,
the work itself, policy and administration, and supervision
decreased, propensity to leave increased.
The factors have been determined from the studies that have
been done by several researchers in private and public uni-
versities in several countries. The level of individual's job
satisfaction is affected by intrinsic and extrinsic motivating
factors, the quality of supervision, social relationships within
the working group and the degree to which individual suc-

cess or failure in their work as studied by Daft (2005). Both
the factors have relevant importance in satisfaction, more
so in India since it is a developing country.
There are several views on job satisfaction. Some studies
suggest that teachers put more emphasis on intrinsic satisfiers
(Wu & Short,1996) ,other studies suggest a mix findings of
intrinsic and extrinsic satisfier are the best predictors of
teacher job satisfaction .
There are several researchers who studied different param-
eters of job satisfaction(Lee and Mowday,1987; Smart,1990;
Matier,1990; Barnes, Agago and Comb,1998; Ellickson &
Logsdon ,2001; Johnsurd And Rosser,2002 ;Kusku ,2003;
Sseganga & Garrett,2005; Luthans ,2005)
Some predictors that were studied are :
Facility at workplace, Relations with co-workers and work
environment, Pay, Promotion and Equitable workload
Facility at workplace - Ellickson & Logsdon (2001) studied
that availability of adequate resource had a positive effect
on job satisfaction. It is very important for faculty to have
proper instruments and resources to work. Oshagbemi,1997
also conducted a study on University teachers in UK that
studied the significant impact of facility and resource on
happy workers.
Relations with co-workers and work environment :
Sseganga & Garrett, 2005 measured the job satisfaction of
academicians among the universities of Uganda by using
nine general element of their work comprising relations with
co-workers, research, teaching, remuneration, governance,
opportunities for promotion. Viswesvaran, Deshpande and
Joseph,1998 also studied supervision, working environment
co-worker's behavior and the job in general. Luthans (2005),
suggested that pay, promotion, work, supervision and fel-
low workers are the main determinants of the job satisfac-
tion. People who were satisfied at work had support from
colleagues and seniors. As junior faculty, it is very impor-
tant to receive feedback and guidance from the experienced
faculty. Therefore, the happy workers had a good working
environment where they have a positive relation with fel-
low workers.
Pay- Literature revels that there is a significant relationship
between pay and job satisfaction. Specially in private uni-
versities (Khalid, Irshad,Mahmood,2012) salary has a very
important affect on faulty retention. Kusku,2003 measured
the job satisfaction of academics in a university in Turkey
by using the seven factors of which pay is one along with
general satisfaction. Chen et al., (2006) measured the job
satisfaction of the teachers in private university in China by
using six satisfaction determinants. Although most of the
studies show a correlation between salary and job satisfac-
tion, salary alone is not a predictor for job satisfaction. A
survey conducted by Young et al, 1998  in the public sector
failed to identify any significant relationship between pay
and satisfaction.
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Promotion - Literature shows that there is a considerable
relationship of career advancement opportunities and job
satisfaction (Peterson et al., 2003; Ellickson & Logsdon,
2001). Zhou and Volkwein, 2004 studied promotion as an
important factor in their conceptual framework.
Equitable Workload - Ellickson & Logsdon,2001 studied
the impact of work load on job satisfaction. Zhou and
Volkwein, 2004 mentioned workload equity as an external
predictor of job satisfaction. Metle , 2003 in his survey found
work content as an important factor in determining employee's
satisfaction. Meyer,1998 argues that faculty roles are being
shaped by disciplinary differences and educational institu-
tions' missions/visions. Work load now not only refers to the
hours put in teaching but also includes time taken for re-
search and other academic commitments. This aspect was
studied by  Porter and Umbach ,2000 who discussed that
faculty workload covers multi factors besides teaching credit
hours e.g. committee involvement, research time, commu-
nity service, office hours, student evaluation, course prepa-
ration etc. They grouped the faculty activities in domains of
instruction, scholarship, and service. (Shahzad et al,2010)
Several models have been developed to study job satisfac-
tion among employees of various types of organizations.
Chen et al.(2006) developed a model, referring to employee
satisfaction models, the needs theory of Maslow et al.(1998)
and the two-factors theory of Herzberg(1966), which in-
cluded different attributes related to faculty (Figure 3). The
six dimensions he studied are :
organization vision, respect, result feedback and motivation,
management system, pay and benefits and work environ-
ment.
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Figure 3
These attributes have been termed as "quality attributes".
The study was conducted in the form of a questionnaire with
39 items for 6 attributes in Taiwan. The results revealed that
the faculty was dissatisfied with the inadequate library fa-
cilities and teaching and research equipment. Also work
security was a concern.

Discussion : The paper discusses various parameters for job
satisfaction. The literature shows various views of research-
ers and different results that vary demographically and with
factors. The predictors for job satisfaction are many. But in
this paper, only a few have been discussed. Moreover studies
in India are few and do not cover this exhaustively.
Implication for Future Research : There are various fac-
tors that have an impact on job satisfaction of faculty in higher
education. The factors vary from private and public univer-
sities. Different researchers have conducted studies and have
come up with various parameters. These variables do not
differ much in different countries. This is a review paper that
is a part of a larger study. The next step would be to survey
the faculty in Indian universities and determine the variables
that have an impact on job satisfaction. This can further help
implement solution to retain talented faculty.
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