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ABSTRACT 

Job satisfaction is a growing topic in the field of educational settings. Universities are 

the backbone of any country in which the teachers are producing the leaders, 

engineers, doctors, politicians etc. for their careers and practical life. Satisfied 

teachers produce the adults in a positive way and dissatisfied teachers have negative 

effects on the adults.  The current study is about the job satisfaction of university 

faculty in Azad Jammu & Kashmir. The objective of the study was to explore the job 

satisfaction of the university faculty.  541 university faculty members were selected 

from the five public sector universities of Azad Jammu & Kashmir through stratified 

sampling technique. The study was quantitative in nature, survey method was used and 

a self-structured questionnaire on five point likert type scale was used to collect the 

relevant data. Analysis of data done through frequency, percentage and mean score. 

Results of the study showed that faculty members are satisfied with their job as it is 

permanent, satisfied with the study leave policy of the faculty,  enjoying good 

relationship with colleague, satisfied with university act and statutes, getting a 

handsome salary and MPhil & PhD allowance. However, they are dissatisfied with 

the physical environment of the university does not positively contribute towards their 
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health and physical facilities provided in the university are not enough for their 

teaching leaning process. 

 

KEYWORDS 
Faculty, job satisfaction, Job Security, Pay, motivation, Relationship with Colleagues, 

Working Environmental Conditions 

 

INTRODUCTION 

Job satisfaction in a work place is a feeling of contentment that an employee derive 

from his/her Role and responsibilities in the workplace. Job satisfaction could be 

defined in a sense as the level to which an individual is satisfied with the rewards 

he/she gets out of his or her job, mostly in terms of intrinsic motivation (Statt, 

2004). Armstrong (2006) was in the view that job satisfactions refers to the feelings 

and attitudes of people about their work. People with positive and favourable attitudes 

towards their job indicate job satisfaction.  People having negative and harsh attitudes 

towards their job show job dissatisfaction among them. 

 

Nobody can deny the importance of job satisfaction especially in the educational 

institutions. Educational institutes and specifically universities play important role in 

the building the characters of the students who live in the society. Satisfied faculty 

build up the characters of the students in a positive way and dissatisfied faculty perform 

badly. Job dissatisfaction leads many negative consequences such a lack of loyalty 

towards universities, absenteeism, increase number of accidents etc. Spector (1997) 

lists three important characteristics of job satisfaction. Firstly the organizations should 

always be guided by human values. Secondly, attitude of workers reliant on their level 

of job satisfaction would influence the activities and functioning of the organization’s 

business. Last, job satisfaction may be serving as determinants of organization’s 

activities. It can be said that satisfied university faculty perform better in the 

universities and increase the productivity and dissatisfied university faculty lead to 

decrease in their efficiency of work.  

 

Job satisfaction is an important factor in faculty appointment and flexible rules or 

principles are easy to follow and also increase the efficiency in educational institutions. 

It is clear that job performance of university faculty affected due to job dissatisfaction 

and it definitely affect their quality of life. Job performance is directly related to job 

satisfaction and job security. A satisfied university faculty member have feelings of 

dedication toward work, performs better, and have feelings of care for others and for 

himself. He feels himself safe in an organization (Dziuba Ingaldi, & Zhuravskaya. 

2020). Rötze emphasised that there are four factors influencing employee satisfaction. 

These are as: supervisor/leader, workplace environment, job design and performance 

pay. The following are the basic factors of job satisfaction. 

https://iedunote.com/job-satisfaction
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Job Security 

Each individual have their own set of criteria for determining job satisfaction. The 

main responsible factors are; the administration or leadership style, the duty hours, 

payments, stress level, working routine and flexibility, and other benefits. Satisfaction 

of job is directly linked with job performance, productivity, motivation and happiness 

in life (Abuhashesh et al., 2019). It is clear that personal lives matters are also 

associated with job satisfaction.  

 

Job security is directly associated with job satisfaction. A satisfied faculty feels safe 

and better in the university, and definitely show better performance in an organization. 

That is why job security is an important determinant of job satisfaction (Wolniak & 

Olkiewicz, 2019; Niciejewska, 2017). Generally job satisfaction is somewhat linked 

with the job security (Hong, Hamid, & Salleh, 2013). 

 

People Management / Faculty Management 
People/faculty management is a vital aspect of an institutional process. A well-

administered organization generally appoints the best manpower for the achievements 

of the organizational objectives. Similarly universities administration recruits and 

appoints those faculties who are motivated to work, energetic, and have command over 

their subject etc. For the achievement of the goals and objectives, the institutions 

provides conducive environment for work and assure its faculty through procedures 

that facilitate their job satisfaction. Motivated faculty then promote trustworthiness 

and obligation to the institute which results in greater productivity and lower turnover 

rate (Parvin, & Kabir, 2011). 

 

Compensation / Pay  
Compensation can be considered as the financial benefit provided to the workers by 

the organization as a result of the amenities that the faculty render for the organization. 

Financial payment and benefits are important considerations for an individual work for 

maintaining quality life in a society. In the same way, university faculty work with 

devotion and commitment. But, if they are not paid according to their due efficiency 

then it leads to job dissatisfaction. When workers experience promotions and 

increment in payment, then they feel happy and satisfied with their jobs. Compensation 

package occupies the primary and most important factor in the determination of the 

job satisfaction (Neog, & Barua, 2014). 

 

Working Environmental Conditions  
The working environment settings effect job satisfaction, as the staffs could expect 

their working environmental settings in the workplace should be comfortable and 

conducive for learning. Working environments related to the office furniture, tools, 

chairs and machines, etc. The staffs feel satisfied with the job and their efficiency of 
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work increases because of the good working environmental conditions in an 

organization. In the same way, when the staffs do not find the working environment 

settings in a workplace comfortable and relaxed, they don’t develop the feelings of job 

satisfaction (Kumari, Joshi, & Pandey, 2014). 

 

Relationship with the Colleagues  
It is very important for the workers/employees to develop appropriate conditions and 

terms with the colleagues in an organizational setup. It is also important to develop an 

atmosphere in the working place, where colleagues are able to communicate each other 

in a pleasurable and comfortable way. Friendly relationships with the colleagues the 

individual boost to show good performance of their jobs, different assignments and 

work responsibilities in a satisfactory way. Therefore, amicable terms and 

relationships with the colleagues permit workers to increase efficiency and output, and 

improve feelings of job satisfaction. (Parvin, & Kabir, 2011). 

 

Motivation 
Motivation have been well-defined by academics in a number of ways such as it is a 

psychological process, it is goal-directed behaviour and it also determines an 

individual’s key factor in relation to individual’s devotion towards work. The 

researchers emphasized that, the job satisfaction definitely linked with the chances of 

improvement. Ellickson and Logsdon (2001) study also supports the belief that the 

encouraging relationship found between job satisfaction of the individuals and 

opportunities for advancement. He further identifies that chances for development are 

the symbol of a motivator factors. 

 

RESEARCH OBJECTIVES 

1. To analyze the academic and social factors affecting learning of English as a second 

language in Ex-FATA, Pakistan. 

2. To identify academic factors that affect learning of English language at secondary 

level in Ex-FATA. 

3. To identify social factors that affect learning of English language at secondary level 

in Ex-FATA. 

4. To compare the academic and social factors affecting learning of English language 

of Public and Private sector students. 

5. To determine relationship of these factors with students achievement in English. 

 

RESEARCH HYPOTHESES 

1. There is no Significant Difference of Academic Factors Affecting Learning  

of English Language for Public and Private Secondary School Students. 

2. There is no Significant Difference of Social Factors Affecting Learning of  

English Language for Public and Private Secondary Schools. 
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RESEARCH METHODOLOGY 
This study was quantitative in nature and survey method was utilized for data 

collection from the respondents. Quantitative research methods are defined as the 

collection of data in numerical form and investigation using mathematical approaches 

in specialised statistics to explain a phenomena or an issue (Aliaga & Gunderson, 

2002). 

 

All the faculty members of social sciences of five public sector universities ;University 

of Poonch Rawalakot, Women University Bagh, Mirpur University of Science & 

Technology, University of Kotli and University of Azad Jammu & Kashmir, 

Muzaffarabad was the population. There were 1080 faculty members serving in 

different department of social sciences and 541 (50%) were selected as sample size 

using the stratified sampling technique.   

 

Survey method was used to collect the relevant data about the study. Self-structured 

questionnaire was prepared with the help of educational expert in the relevant field to 

collect the relevant data. Five point Likert scale with options: Strongly agree, agree, 

neutral, disagree and strongly disagree was used. First part of the questionnaire was 

based upon the demographic information about the qualification, length of service, 

designation, gender, marital status and job status. Second part of the questionnaire was 

related to the job security (3 items), pay and allowances (4 items), colleague 

relationship (2 items), university policies (3 items), working environment (3 items) 

and physical environment (2 items) of the university.  

 

This questionnaire was presented in front of the educational experts to check its 

validity. Observations were incorporated in the questionnaire and further it was pilot 

tested upon 65 faculty members excluded from the sample size of the study. Reliability 

was checked through SPSS Version 17 and the calculated value of alpha was .653 for 

the indicator of job security, .591 for pay and allowances, .702 for colleague 

relationship, .641 for university policies, .610 for working environment of the 

university and .703 for physical environment in the university. 

 

Overall the questionnaire was suitable for the research study. The researcher at first 

stage collect the data through personal visits in the universities. But due to Covid-19, 

it was very difficult to collect the relevant data personally. Later on about 40% data 

was collected through emails, telephonic calls, google forms and WhatsApp. 

 

RESULTS  
After collecting data the researcher analysed the questionnaire by finding the 

frequency, percentage and mean score against the responses of the target sample. 

Analysis of data done through SPSS. 



 
  
 
 
 
 
PJER, Vol 4, Issue 4 (2021)                         Factors affecting learning… 

469 
 

Table No 1: Job security in University 

Statement SDA 

% 

DA 

% 

N 

% 

A 

% 

SA 

% 

Mean 

 

I am satisfied with 

my job as it is   

permanent. 

85 

15.7% 

 

117 

21.6% 

47 

8.7% 

186 

34.4% 

106 

19.6% 

3.21 

I am satisfied with 

the university 

leave policy for 

the faculty. 

27 

5% 

 

99 

18.3% 

71 

13.1% 

231 

42.7% 

113 

20.9% 

3.56 

I feel confident 

that I have the 

potential to 

execute my job 

responsibilities in 

the university 

85 

15.5% 

117 

21.6% 

47 

8.7% 

186 

34.4% 

106 

19.6% 

3.90 

 

Table No: 1 indicates respondent’s perceptions about the level of satisfaction of their 

job security. Table shows that of 54%% (SA=19.6%, A=34.4%) university faculty 

agreed with the statement that they are satisfied with their job as it is permanent. The 

mean scores of faculty (3.2) also supported their views which falls under the moderate 

level of satisfaction. Similarly the participants agreed about the leave policy for 

faculty. Table indicates that majority of faculty 63.6 %( SA= 20.9, A=42.7) agreed 

with the leave policy for the faculty. The mean scores of faculty (3.5) also supported 

their views which falls under the high level of satisfaction. Likewise university faculty 

have potential to execute their job. This table also indicates the majority of the 

university faculty 54% (SA=19.6%, A=34.4%) agreed with the statement that they feel 

that they have potential to execute their job responsibilities in the university. The mean 

score of faculty (3.9) also supported their views which fall under the high level of 

satisfaction. 

 

Table No 2: Pay and Allowances 

Statement SDA 

% 

DA 

% 

N 

% 

A 

% 

SA 

% 

Mean 

 

I am happy with 

the existing 

salary structure 

of the university. 

70 

12.9% 

108 

20% 

54 

10% 

228 

42.1% 

81 

15% 

3.2 

I always receive 

appropriate 

honorarium for 

51 

9.4% 

121 

22.4% 

48 

8.9% 

272 

50.3% 

49 

9.1% 

3.2 
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my extra 

workload 

assigned by the 

University 

I am satisfied 

with the M.Phil. 

or Ph.D. 

allowances I am 

getting from the 

university 

53 

9.8% 

48 

8.8% 

110 

20.3

% 

259 

47.9% 

71 

13.1% 

3.4 

I am satisfied 

with the 

university policy 

of compensation 

regarding 

employee’s 

death or  

grievance.  

 

57 

10.5% 

72 

13.3% 

206 

38.1

% 

169 

31.2% 

37 

6.8% 

3.1 

 

Table No: 2 indicates respondent’s perceptions about pay and allowances. Table shows 

that 57.1% (SA=15%, A=42.1%) of university faculty agreed with the statement that 

they are happy with the existing salary structure of the university. The mean scores of 

faculty (3.2) also supported their views which falls under the moderate level of 

satisfaction. Likewise the able shows that 59.4% (SA=9.1%, A=50.3%) of university 

faculty agreed that they always receive appropriate honorarium for their extra 

workload assigned by the University. Mean score (3.27) also falls in the high level of 

satisfaction. Similarly, table also shows that 61% (SA=13.1%, A=47.9%) of university 

faculty agreed with the statement that they are satisfied with the M.Phil. or Ph.D. 

allowances getting from the university. The mean scores of faculty (3.4) also supported 

their views which falls in the moderate level of satisfaction. Similarly, table also shows 

that 38.3% of university faculty was neutral with the statement that they are satisfied 

with the university policy of compensation regarding employee’s death or any 

grievance. The mean scores of faculty (3.1) also supported their views which falls 

under the moderate level of satisfaction. 

 

Table No 3: Colleague Relationship 

Statement SDA 

% 

DA 

% 

N 

% 

A 

% 

SA 

% 

Mean 

 

I feel 

comfortable 

52 

9.6% 

51 

9.4% 

42 

7.8% 

224 

41.4% 

172 

31.8% 

3.7 
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with the senior 

colleagues as 

they guide me 

on my 

academic 

problems. 

I always enjoy a 

respectable 

relationship 

with other 

faculty 

members 

33 

6.1% 

80 

14.8% 

34 

6.3% 

175 

32.3% 

219 

40.5% 

3.8 

 

Table No: 3 indicates that the respondent’s perceptions about colleague relationship. 

Table shows that majority of university faculty 73.2% (SA=31.8%, A=41.4%) agreed 

with the statement that they feel comfortable with the senior colleagues as they guide 

them on their academic problems. The mean scores of faculty (3.7) also supported their 

views which falls under the high level of satisfaction. Similarly the table also shows 

that majority of university faculty 72.8% (SA=40.5%, A= 32.3%) agreed with the 

statement that they always enjoy a respectable relationship with other faculty 

members. The mean scores of faculty (3.8) also supported their responses which fall 

under the high level of satisfaction. 

 

Table No 4: University Policies 

Statement SDA 

% 

DA 

% 

N 

% 

A 

% 

SA 

% 

Mean 

 

I am satisfied 

with the 

present 

recruitment 

policy of the 

university  

43 

7.9% 

105 

19.4% 

127 

23.5% 

187 

34.6% 

79 

14.6% 

3.2 

I am satisfied 

with the 

university Act 

and Statutes 

99 

18.3% 

59 

10.9% 

174 

32.2% 

170 

31.4% 

39 

7.2% 

2.9 

I am satisfied 

with the 

retirement 

policy of the 

university 

65 

12% 

48 

8.9% 

193 

35.7% 

201 

37.2% 

34 

6.3% 

3.1 
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Table No: 4 shows respondent’s perceptions about the university policies. Table shows 

that 49.2% (SA=14.6%, A=34.6%) of university faculty agreed with the statement that 

satisfied with the present recruitment policy of the university. The mean scores of 

faculty (3.2) also supported their views which falls under the moderate level of 

satisfaction. Likewise the table shows that majority of university faculty 38.6% 

(SA=31.4%, A=7.2%) agreed with the statement that they were satisfied with the 

university Act and Statutes. The mean scores of faculty (2.9) also supported their views 

that falls in the moderate level of satisfaction. Similarly table shows that 43.5% 

(SA=6.3%, A=37.2%) of university faculty agreed with the statement that satisfied 

with the retirement policy of the university. The mean scores of faculty (3.1) also 

supported their views which falls under the moderate level of satisfaction. 

 

Table No 5: Working Environment 

Statement SDA 

% 

DA 

% 

N 

% 

A 

% 

SA 

% 

Mean 

 

I am happy with the 

existing working 

environment in my 

institution 

85 

15.7% 

85 

15.7% 

43 

7.9% 

273 

50.5% 

55 

10.2% 

3.2 

I am content with 

the working hours of 

the university 

93 

17.2% 

121 

22.4% 

79 

14.6% 

109 

20.1% 

139 

25.7% 

3.1 

I am content with the 

availability of 

resources in my 

department for 

teaching. 

94 

17.4% 

127 

23.5% 

99 

18.3% 

126 

23.3% 

95 

17.6% 

3.0 

 

Table No: 5 shows the respondent’s perceptions about the satisfaction with the working 

environment in the university. Table shows that 60.7% (SA=10.2%, A=50.5%) of 

university faculty agreed with the statement that they are happy with the existing 

working environment in my institution. The mean scores of faculty (3.2) also supported 

their responses which falls under moderate level of satisfaction. Similarly this table 

shows that 45.8% (SA=25.7%, A=20.1%) of university faculty agreed with the 

statement that they are content with the working hours of the university. The mean 

scores of faculty (3.1) also supported their views which falls under the moderate level 

of satisfaction. Likewise the table shows that 40.9% (SA=17.6%, A=23.3%) of 

university faculty agreed with the statement that they are content with the availability 

of resources in my department for teaching. The mean scores of faculty (3.0) also 

supported their responses which falls under the moderate level of satisfaction. 
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DISCUSSION 
This current study was about the satisfaction level of the university faculty in AJK 

Muzaffarabad.  Muzaffarabad is the capital of the State of Azad Jammu & Kashmir.  

Muzaffarabad campus is the oldest and earliest university and it also known as the 

mother university in Azad Jammu & Kashmir. Results of the study concluded that the 

faculty members are satisfied because their job is permanent, and they are satisfied 

with the existing salary structure, M.Phil.  Or Ph.D. allowances getting from the 

university. Continuously increment in income and financial means can lead to 

increased life and job satisfaction, because money is used to satisfy human needs. 

Results of the study of Howell et al. (2013) indicated that in older adults as economic 

standing increases, so a safety need of financial security and minimum risk taking rises, 

which in turn raises overall job satisfaction among workers. Increasing financial 

incomes may also support academic staff to satisfy their main academics related 

requirements. Study of Biswas-Diener & Diener in 2001 also concluded that financial 

security is a significant result of socio-economic status that effects well-being. 

Increased well-being and salary may be positively interrelated with social support. 

 

Findings of the study showed that the physical facilities of the university are not 

satisfactory and also they are dissatisfied with the working hours and existing working 

environment of the university. Same findings of Bakotic & Babic (2013) revealed that 

working conditions in an institute is an important element for job satisfaction and 

workers who work under challenging working conditions are mostly dissatisfied with 

their job. For the improvement of the satisfaction of staffs working under challenging 

working conditions, it is compulsory for the management authorities to improve the 

working conditions in an institute.  

 

The study of Tariq et al (2013) also emphasized that these are the different factors like 

salary, workload, stressful working conditions at the office and clashes with family 

due to job leads a worker towards displeasure and dissatisfaction that would results in 

turnover. According to Chandrasekar (2011), an institute should give special attention 

to creating a working atmosphere that encourages employees to be more creative in 

order to get the best possible results. In 2014, Raziq and Maulabakhsh published a 

study titled "Impact of Working Environment on Job Satisfaction," which found that 

employees in university, banking, and communications, believe that the work 

environment plays a significant influence in achieving job satisfaction. 

 

The study of Schneider, (2003) also revealed that proper working environment makes 

the job relaxed and comfortable. Poor working environments like maintenance and 

poor building design create conditions for teachers that badly affect not only academic 

activities and outcome but their health too. Dirty and in-operational windows, poor 

lighting, and dirty rest rooms are the cause of teacher dissatisfaction in the educational 
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institutes. Plananandanond, Laksana and Jose (2004) researched that overall working 

environments are able to predict the satisfaction level of the staff in the organizations. 

 

CONCLUSION 
On the basis of results, it can be concluded that the university faculty in the five public 

sector universities of Azad Jammu & Kashmir are satisfied with their job as it is 

permanent and they are getting handsome salaries, satisfied with the M.Phil. Or Ph.D. 

allowances. Senior faculty members help their juniors in academic problems, they have 

good relationships. However, university faculty is dissatisfied with the physical 

facilities provided in their department, working hours of university and working 

environment of the university. 

 

RECOMMENDATIONS 
1. The university faculty is not satisfied with the physical facilities in the AJK 

universities. Therefore it is recommended that physical facilities should be provided to 

the departments where necessary.  

2. The university faculty is not satisfied with the University Act and Statutes. Therefore 

it is recommended that Acts and Statutes of AJK Universities may be revised because 

it is very old and designed in 1981. 

3. The university faculty is not satisfied with the retirement policy of the university 

because it is very old and designed in 1981. Therefore it is recommended that 

University Act and statutes of AJK universities may also need to be changed or may 

be revised on urgent basis. 

4. The university faculty is not satisfied with the death compensation and grievance 

package of employees in the university. It is therefore recommended that the public 

sector universities in AJK may revise the compensation package and their faculty 

hence forth this package the case may be approved through the governing bodies. 
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