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It has empirically been proved that teacher job satisfaction is an
important measure of school efficacy which enhances student
achievement. The objective of this study is to identify and compare
different factors that confribute to the levels of job satisfaction
among the private and public sector university employees. A sample
size of 158, conveniently selected, included teachers of private sector
universities and public sector universities, located in Islamabad and
Rawalpindi. Descriptive statistics, t-test, and One Way Variance
Analysis (ANOVA) were used to analyze the data. It is concluded that
public sector university feachers are more satisfied with the factors of
autonomy, social status, recognition, social service, ability utilization,
achievement, job security and relationship with their colleagues
where as private sector university teachers are more satisfied with
aspects of variety, responsibility, creativity, advancement, university
policies, working conditions and compensation policies of their job.
Significant mean difference was found between the overall job
satisfaction of public and private sector university teachers; however
private sector teachers are more satisfied with the overall job
satisfaction. The mean difference among all the factors affecting job
satisfaction of public and private sector university teachers is
significant except those of the variety and achievement factors and
factor concerning the relationship with their supervisor. Job security is
the most important factor contributing to job satisfaction for public-
sector teachers, whereas compensation is the most important factor
for university teachers in the private sector. This suggests that, despite
higher pay, private sector teachers lack the job security that public
sector teachers have because of their permanent positions. To
improve job satisfaction, private universities should consider
implementing policies that provide permanent employment for their
faculty. On the other hand, public universities should increase their
compensation packages.

Keywords: Job satisfaction, University tfeachers, Working Environmental Conditions, Social Status.
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INTRODUCTION

Job satisfaction is among the most crucial attitudes in any organization. It lowers
absenteeism, work-related stress, employee turnover, and productivity while also
boosting employee morale—a crucial component of an organization's efficiency. Job
satisfaction in businesses has drawn more attention recently (Chaudary and Banerjee,
2004). Job performance and job satisfaction appear to be positively connected,
according to behavioural and social science research (Bowran and Todd, 1999).
While highlighting the significance of studying teacher job satisfaction, T shannen-
Moran et al. (1998) point out that job dissatisfaction is linked to lower productivity and
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a high teacher turnover rate. Troman and Woods (2000) found that job dissatisfaction
among teachers lowers student satisfaction. Heller et al. (1992) found that satisfied
teachers were more productive at work and effectively motivated their students, both
of which contributed to higher student achievement. Mertler (1992) discovered that
higher levels of motivation result in greater job satisfaction among teachers. He went
on to say that satisfied teachers are more productive, which leads to motivated
students who achieve better results. Gautam et al. (2006) discovered that higher levels
of motivation lead to increased job satisfaction among teachers, which is directly
related to student achievement.

Policymakers must acknowledge that the quality of education in any country is
significantly influenced by the job satisfaction of teachers; regrettably, job satisfaction
is a factor that is largely disregarded in Pakistani education policy-making. "Happy
teachers are better teachers," as the saying goes (Hean and Garrett, 2001). Any
nation's future is determined by the effectiveness of its students. Understanding the
elements that influence teachers' satisfaction—or lack thereof—is crucial to
enhancing the data base required to underpin an effective educational system.
Faculty members represent both the largest expense and the largest human capital
resource of any university. The purpose of this study is to compare and identify the
differences in job satisfaction levels between public and private sector university
teachers in Pakistan. The Ministry of Education in any country should aim to maximize
teacher satisfaction while minimizing dissatisfaction, not only for the benefit of
teachers but also for the benefit of students.

LITERATURE REVIEW

Definition of Job satisfaction

Job satisfaction is defined as "an internal indicator of alignment; it reflects an
individual worker's assessment of how well the work environment meets their needs"
(Dawis & Lofquist, 1984, p. 55). It represents a general attitude toward one's job and is
characterized by the difference between the rewards employees receive and what
they believe they should receive (Rocca & Kostanski, 2001). As Solly and Hohenshil
(1986) describe, "job satisfaction is an aftitude individuals have toward their work,
encompassing both a general or overall sense of satisfaction and various specific
factors related to work reinforcement." According to Sonmezer et al. (2008), the
concept of job satisfaction involves evaluating an individual from their own
perspective, taking into account their feelings and emotions regarding their work, as
well as whether or not their expectations and realization of those expectations are
met. Generally speaking, job satisfaction gauges how much an employee enjoys their
work and how much their expectations have been met in terms of their work. Mora et
al. (2007) defines job satisfaction as the way individuals perceive the monetary and
non-monetary rewards linked to their jobs.

Job Satisfaction: A key to happiness and productivity of an employee

Performance and general well-being of an individual are highly dependent on their
level of job satisfaction. It indicates of the positive emotional condition brought about
by one's work experiences (Locke, 1976). Numerous advantages of job satisfaction
have been repeatedly demonstrated by research, including: Enhanced productivity:
According to Judge et al. (2001), contented workers are more effective and
productive. Better mental health: Stress, anxiety, and depression are all correlated
with job satisfaction (Faragher et al., 2005). Enhanced loyalty: Happy workers are
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inclined to stick with their company longer, which lowers turnover rates (Hom et al.,
2017). Increased creativity: According to Amabile (1988), job satisfaction encourages
creativity, innovation, and problem-solving abilities. All things considered, job
satisfaction is critical for people, businesses, and society at large. Prioritising job
satisfaction allows us to increase productivity and happiness. Eker et al. (2007) found
that employees within an organization hold varied attitudes toward different aspects
of organizational life, including salary, job level, supervision, promotion opportunities,
senior management, the nature of their work, recognition, compensation systems,
and relationships with colleagues. Many theories have been put forth regarding job
satisfaction. One of the most well-known theories was presented by Maslow and is
called the job motivation theory. This theory explained the five-stage hierarchy of
human needs and is currently referred to as the deprivation/gratification proposition.
Its premise is that when a person's needs are not met, they will act in a way that makes
them unhappy (Castillo et al. 1999).

Theories of Job Satisfaction

Herzberg's motivation-hygiene theory is a prominent framework for understanding job
satisfaction and dissatisfaction. According to Herzberg, the factors leading to job
satisfaction are distinct from those causing job dissatisfaction. Factors such as
achievement, recognition, the nature of the work, responsibilities, and opportunities
for advancement contribute to job satisfaction and act as motivators. Hygiene factors
(job dissatisfaction) are typically associated with the workplace and interpersonal
relationships. According to him, the presence of motivators and the absence of
hygiene factors resulted in job satisfaction. Motivating and hygiene factors can be
addressed in the workplace as employees become aware of them (Moyle et al. 2003).

The theories in the literature provide an understanding of the infricate variables
affecting job satisfaction. Major theories of job satisfaction include the following:
According to Maslow's Hierarchy of Needs (Maslow, 1943), self-actualization, safety,
social, and esteem needs come after basic needs in terms of job satisfaction.
According to Herzberg's 1959 Two-Factor Theory, hygiene factors (salary, work
environment) and motivators (recognition, achievement, growth) have an impact on
job satisfaction. Five fundamental job dimensions—skill variety, task identity, task
significance, autonomy, and feedback—that affect job satisfaction are identified by
the Job Characteristics Model (Hackman & Oldham, 1976).

According to Social Exchange Theory (Blau, 1964), employees' desire for fair treatment
results in an exchange relationship between them and their employers, which in furn
leads to job satisfaction. According to Equity Theory (Adams, 1963), which compares
inputs (effort) to outcomes (rewards), job satisfaction is contingent upon the
perception of fairness in the employee-employer exchange. Individual personality
traits and tendencies may have an impact on job satisfaction, according to
Dispositional Theory (Staw & Ross, 1985). According to the Self-Determination Theory
(Deci & Ryan, 2000), employees who feel competent, related, and autonomous at
work will be more satisfied with their jobs. Lastly, job satisfaction is seen by the Job
Demands-Resources Model (Demerouti & Bakker, 2018) as the outcome of the
harmony between job demands and resources. Devaney and Chen (2003) used
Ordinary Least Squares (OLS) as an analytical tool to poll 211 US financial services
graduates about their job satisfaction. Job satisfaction was measured using metrics
such as attitude towards work, relationships with coworkers, pay, and gender, all of
which were found to be significant predictors. Four factors—work security, promotion
potential, graduate age, and stress—were not substantially correlated with job
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satisfaction in the regression analysis. They discovered that one of the key factors that
has a major impact on job satisfaction is pay or income. Using a job satisfaction index,
Tutuncu and Kozak (2007) assessed employee satisfaction in the Turkish hotel sector.
Turkish hotel workers' overall job satisfaction was found to be influenced by factors like
promotion, supervision, and the nature of the work itself. It has also been
demonstrated that when a person uses their skills to a greater extent, they feel as
though their need for self-actualization is met, which promotes job satisfaction.
According to Chaudary and Banerjee's (2004) study, opportunities for self-
improvement, job security, organizational prestige, the nature of the work, and
opportunities for promotion were the factors that contributed to job satisfaction, while
poor utilization of skills, poor prospects for advancement, and an inadequate
response to employees' complaints against management, organizational policies,
and inadequate pay and allowances were the factors that contributed to job
dissatisfaction.

According to Souza and Poza (2000), work-related variables like management
relationships, job interest, higher pay, job security, and independence in the
workplace all play a significant role in determining job satisfaction. Eker et al. (2007)
investigated the relationship between job satisfaction and factors influencing job
satisfaction by measuring job satisfaction among academicians in Turkey. Their
findings demonstrate that academic workload and work environment have a major
impact on job satisfaction. They also discovered that the aspects of their jobs that
they enjoyed the most were variety, autonomy, and recognition, while the aspects
that they disliked the most were pay and opportunities for advancement. Based on
the job motivator and hygiene factors identified by Herzberg's motivation-hygiene
theory, Castillo and Cano (2004) described the range of overall job satisfaction
among faculty members. Teachers were found to be most motivated by the "work
itself" element and least motivated by the "working conditions." A study by Chimanikire
et al. (2007) sought to identify the variables influencing academic professionals' job
satisfaction in Zimbabwe's postsecondary institutions. Their findings indicated that a
higher percentage of the workforce was not happy in their positions, and that low
pay, a heavy workload, and a lack of loan options were the main causes of this
discontent.

According to research by Boamah et al. (2018), employees who are happy in their
jobs perform exceptionally well at work and show greater loyalty and commitment to
the company. Positive work behaviours, like enthusiasm, a focus on results, and a
strong work ethic, are frequently displayed by satisfied employees, who also take
pride in their roles (De Simone et al., 2018; Chadi & Hetschko, 2018). Furthermore,
workers who are extremely happy in their positions are more likely to stick with the
company, while unhappy workers are more likely to quit (Chiaburu et al., 2022). Asnoni
et al. (2021) claim that a fixed salary can increase employee satisfaction and
decrease attrition intentions.

Research on Job Satisfaction Among University Teachers

Numerous studies have investigated job satisfaction among university teachers in both
public and private sectors, revealing key findings. In the public sector, teachers tend
to report lower job satisfaction due to bureaucratic constraints, limited resources, and
heavier workloads (Ehrenberg et al., 2001). Although they value autonomy and
academic freedom, public university teachers often face restrictions due to
government regulations (Baldwin & Chronister, 2001). Their job satisfaction is also
influenced by compensation, benefits, and job security, which are often lower
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compared to private sector institutions (Katz, 1973). Conversely, private university
teachers generally report higher job satisfaction owing to greater autonomy, better
resources, and more flexible work environments (Kinman & Garbutt, 2017). They often
have lighter teaching loads and more opportunities for student interactions, further
contributing to higher job satisfaction (Umbach, 2007). Additionally, private university
teachers perceive greater institutional support and access to resources, enhancing
their job satisfaction (Sorcinelli, 1994). Comparative studies consistently show that
private university teachers report higher job satisfaction than their public sector
counterparts (Ehrenberg et al., 2001; Kinman & Garbutt, 2017). Nonetheless, common
predictors of job satisfaction for both sectors include factors like autonomy, workload,
and institutional support (Hackman & Oldham, 1976).

According to a study by Cockburn (2000), having good relationships with coworkers
is crucial for teachers' mental health because they are viewed as sources of friendship
and social and emotional support; on the other hand, when these relationships are
absent, teachers experience intense feelings of dissatisfaction. Zhongshan (2007)
demonstrated that the majority of Shanghai's elementary school teachers are content
with their positions. The teachers stated that while they were unhappy with their pay
and opportunities for advancement, they were generally content with their jobs,
collegial relationships, and school principals. Sonmezer et al. (2008) discovered a
difference in the job satisfaction levels of teachers employed in public schools versus
those of teachers who left the public sector to work in private schools as a result of
retirement or resignation. They came to the conclusion that, in general, teachers in
the private sector are happier than those in the public sector. The primary reasons for
these differences were the salary, social standing, reputation, and advancement, as
well as the ability to use skills, manage employee affairs, and creativity. It can be
challenging to identify a single factor as the only indicator of job satfisfaction or
dissatisfaction because job satisfaction is a multifaceted phenomenon.

The above-mentioned literature on job satisfaction shows the factors which
significantly contribute towards job satisfaction or dissatisfaction among the
employees of any organization. These factors are work environment, workload,
freedom and autonomy or independence to perform the job, compensation/salary,
sense of achievement and accomplishment, job content (i.e., the work itself), job
context (i.e., the working conditions in which the job is being performed), chances of
advancement or promotional policies, organization structure, rewards, flexible
working hours, relationship with management, interpersonal relationships, provision of
loans, housing facilities, ability utilization, management response toward employees'
complaints, prestige of organization, nature of work, job security, supervision, work
stress, feedback on the work performance, employee competence to do the job,
and administrative control.

The purpose of this study is to examine and compare the different factors that affect
university feachers job satisfaction in the public and private sectors in Pakistan. It also
aims to ascertain whether Pakistani university teachers at public and private
institutions have varying degrees of overall job satisfaction. The study will try to
determine the underlying causes if such differences are discovered. In addition, the
study will identify the causes of low levels of job satisfaction among university
instructors in the public and private sectors.

Significance of the Study

It is possible to identify disparities in institutional features, management styles, and work
environments by analyzing the job satfisfaction differences between university
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instructors in the public and private sectors (Ehrenberg et al., 2001). Investigating how
university instructors in both sectors view academic freedom and autonomy, and how
this affects their methods of instruction and job satisfaction (Baldwin & Chronister,
2001). Comparing job satisfaction can help identify differences in workload, stress, and
burnout between university teachers in the public and private sectors, informing
workload management and wellness initiatives (Kinman & Garbutt, 2017). Research
findings may help to influence decisions on funding, resource allocation, and
regulatory environments made by public and private universities, which may, in turn,
affect student outcomes and teacher job satisfaction (Zumeta, 2011).

Following are the research questions addressed in this study

o What is the satisfaction level of teachers of public and private sector university
teachers for different dimensions of the job?

o To assess the difference between the overall job satisfaction level of public and
private sector university teachers in Islamabad and Rawalpindi.

o What is the difference in the critical factors influencing job satisfaction and
dissatisfaction among the university teachers of public and private sector?

RESEARCH METHODOLOGY

Conceptual Framework

The research framework utilized in this study is based on the approach of Sonmezer
and Erayaman (2008), who employed the Minnesota Satisfaction Questionnaire
(MSQ) developed by Weiss et al. (1967), to determine whether the differences exist
between job satisfaction levels of public-school teachers and of teachers who
transferred to private education institutions from public schools due to retirement or
resignation, and find out the causes of these differences. Their study aimed to
examine differences in job satisfaction levels between public school teachers and
those who fransitioned to private educational institutions due to retirement or
resignation, as well as to investigate the reasons behind these differences. The MSQ is
a comprehensive instrument consisting of one hundred questions that assess both
internal and external job safisfaction, covering 20 factors related to work and
environmental conditions. This scale allows for the identification of both job
satisfaction and dissatisfaction, as well as the underlying causes of dissatisfaction. The
20 dimensions represented by the MSQ scales are detailed as follows: (Weiss et al,
1967).

Table 1.

Attribute
Ability Utilization

Definition
The opportunity to utilize my skills

Achievement
Activity
Advancement
Authority
Company policies and Practices
Compensation
Co-workers
Creativity
Independence
Moral Values
Recognition
Responsibility
Security

Social Service

The sense of achievement | derive from the work

Staying engaged and productive at all fimes

The opportunities for career progression in this role

The opportunity to provide direction to others.

The execution of company policies

The compensation | receive for my work

The relationships and interactions among my coworkers

The chance to use my own methods for performing the job
The opportunity to work independently on the job

Being able to perform tasks that align with my values and beliefs
The recognition | receive for a job well done

The autonomy to make decisions based on my own judgment
The stability of employment that my job offers

The chance to help and contribute to others
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The opportunity to establish a presence and make a difference

Social Status in the community.

Supervision- Human Relations The way my boss manages his team

Supervision- Technical The effectiveness of my supervisor in decision-making
Variety The opportunity to engage in a variety of tasks occasionally.
Working Conditions The work environment

Sampling & Data Collection

The study has been carried out in cities of Islamabad and Rawalpindi of Pakistan.
These two cities have been selected considering the capital city and then adjacent
city upon convenience. Convenience sampling, a non-probability sampling
technique where samples are selected based on their ease of access and availability,
Convenience sampling is offen employed in exploratory research due to its simplicity,
speed, and cost-effectiveness”" (Etikan, Musa, & Alkassim, 2016). The data were
gathered from male and female lecturers of public and private universities, the
universities included in the survey are Quaid-e Azam University, International Islamic
University Islamabad, Arid Agriculture University, Fatima Jinnah Women University, Igra
University, Muhammad Ali Jinnah University, Air University, Haomdard University and
Bahria University. 225 questionnaires have been distributed, 25 questionnaires to each
of the nine universities. A total of 158 completed questionnaires were received back
giving a response rate of 70.2%.

Table 2.

No. Name of University Sector No of Respondents
1 Arid University Public 22
2 Fatimah Jinnah Public 17
3 Islamic University Public 17
4 QAU Public 23
5 Bahria University Private 22
6 lgra University Private 17
7 Hamdard University Private 13
8 MAJU Private 11
9 Air University Private 16
Private Sector 79

Public Sector 79

Total 158

Research Instrument

The 100 questions from Minnesota Satisfaction Questionnaire have been modified
according to the context of teacher’s job satisfaction, so that it would be convenient
for the respondent (teachers) to fill the questionnaire. Some questions related to
demographic variables have also been added to the original questionnaire. The
instructions for the MSQ, state the purpose of the survey being to find out how the
parficipant feels about their current job, with the hope of understanding the specific
aspects employees like and dislike about their occupations. (Weiss et al., 1967). The
original MSQ's factor structure was modified to better fit the university teaching
context, and some items were reworded to better suit the university teaching context,
such as changing "work" to "teaching" or "research" (Kinman & Garbutt, 2017).
Modifications are made to ensure the MSQ is relevant. The Minnesota Satisfaction
Questionnaire (MSQ) is a popular tool for measuring job satisfaction because it
assesses a person's contentment with a variety of work-related factors (Weiss et al.,
1967). The MSQ has 20 items in total, divided into two subscales: Extrinsic Satisfaction,
which has 8 items measuring satisfaction with external factors such as salary, benefits,
and work environment, and Intfrinsic Satisfaction, which has 12 items measuring
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satisfaction with the work itself, such as autonomy, challenge, and independence.
Because the MSQ has been shown to be highly reliable and valid in numerous studies,
it is especially useful in the study of job satisfaction. Additionally, the MSQ facilitates
comparisons across different groups, such as public and private sector employees
(Ehrenberg et al., 2001). Researchers have utilized the MSQ to examine job satisfaction
predictors, identifying factors like autonomy, feedback, and work-life balance
(Hackman & Oldham, 1976), compare job satisfaction across groups, and investigate
differences between public and private sector employees or different occupations
(Ehrenberg et al., 2001). The frequency scale ranges from 1 (very dissatisfied) to 5 (very
safisfied), and a high score reflects high satisfaction. The questionnaire used is
attached in the appendix.

RESULTS AND ANALYSIS

Data analysis was conducted using version 13.0 of the Statistical Package for the
Social Sciences (SPSS). Descriptive statistics, independent sample t-tests, and one-way
analysis of variance (ANOVA) were employed, with a significance level (a) set at 0.05.
The independent sample t-test was used to determine whether there are significant
differences in overall job satisfaction and related factors between public and private
sector universities.

Descriptive statistics

Descriptive statistics of the comparative analysis of job satisfaction of public and
private sector university teachers is given in table 3. Descriptive statistics indicate that
the average level of overall job satisfaction among public sector university teachers
is 3.843, which is lower than the 4.041 reported by private sector university teachers.
This suggests that public sector university teachers are generally less satisfied with their
jobs compared to their counterparts in the private sector. In terms of specific factors,
public sector university teachers report higher average job satisfaction with the
independence factor (4.076) compared to private sector university teachers (3.832).
Conversely, satisfaction with the variety factor is lower in the public sector (3.730) than
in the private sector (3.857). Public sector university teachers also report greater
satisfaction with the social status factor (4.122) compared to private sector university
teachers (3.747). Similarly, the recognition factor shows higher satisfaction levels in the
public sector (4.262) than in the private sector (3.759).

Satisfaction with the social service factor is also higher among public sector teachers
(4.122) compared to private sector teachers (3.819). However, public sector university
teachers report lower satisfaction with the ability utilization factor (3.622) compared
to private sector teachers (4.232). Satisfaction with the responsibilities factor is also
lower in the public sector (3.321) compared to the private sector (3.958). Furthermore,
public sector teachers report significantly lower satisfaction with the creativity factor
(2.823) compared to private sector teachers (4.063). On a more positive note, public
sector university teachers have higher average satisfaction with the achievement
factor (3.854) compared to private sector teachers (3.759). In conftrast, the
advancement factor shows lower satisfaction levels in the public sector (2.557)
compared to the private sector (3.038). Satisfaction with university policies is also lower
among public sector teachers (2.785) compared to private sector teachers (3.241).
Regarding relationships with colleagues, public sector university teachers report
higher satisfaction (4.245) compared to their private sector counterparts (3.882).
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Table 3.

Descriptive Statistics related to job satisfaction and factors affecting Job

Satisfaction among university teachers

Sector Mean Std. Deviation Std. Error Mean
Overall. Job satisfaction Public 3.843 0.426 0.048
Private 4.041 0.458 0.052
Independence Public 4.076 0.450 0.051
Private 3.832 0.508 0.057
Variety Public 3.730 0.620 0.070
Private 3.857 0.691 0.078
Social status Public 4122 0.478 0.054
Private 3.747 0.678 0.076
Recognition Public 4.262 2.067 0.233
Private 3.759 0.753 0.085
Social service Public 4122 0.648 0.073
Private 3.819 0.828 0.093
Ability utilization Public 3.622 0.551 0.062
Private 4,232 0.347 0.039
Responsibilities Public 3.321 0.695 0.078
Private 3.958 0.496 0.056
Creativity Public 2.823 0.862 0.097
Private 4.063 0.400 0.045
Achievement Public 3.854 0.526 0.059
Private 3.759 0.650 0.073
Advancement Public 2.557 0.483 0.054
Private 3.038 0.601 0.068
University policies Public 2.785 0.792 0.089
Private 3.241 0.773 0.087
Colleagues Public 4,245 0.388 0.044
Private 3.882 0.495 0.056
Working conditions Public 3.325 0.660 0.074
Private 3.954 0.419 0.047
Security Public 4.059 0.452 0.051
Private 3.270 0.755 0.085
Compensation Public 2.350 0.608 0.068
Private 3.135 0.657 0.074
Relationship with Head Public 3.705 0.712 0.080
Private 3.595 0.701 0.079

However, satisfaction with working conditions is lower in the public sector (3.325)
compared to the private sector (3.954). Job security appears to be higherin the public
sector, with an average satisfaction level of 4.059 compared to 3.270 in the private
sector. Conversely, satisfaction with compensation is lower among public sector
teachers (2.350) compared to private sector teachers (3.135). Finally, public sector
university teachers report higher satisfaction with their relationship with the head of
the department (3.705) compared to private sector teachers (3.595).

Independent Sample t.-test

In order to check whether this difference in means is significant independent sample
t-test is applied. Results are shown in table 4. The negative mean difference of -0.197
indicates that public sector university teachers are less satisfied overall than private
sector university teachers. therefore, we will reject the null hypothesis and accept the
alternative hypothesis, and conclude that there is a significant difference in the
overall job satisfaction level of public and private sector university teachers. Under the
"t-test for equality of means," a significant difference was found in the job satisfaction
levels concerning the independence factor, with public sector university teachers
showing greater satisfaction (mean difference = 0.244). Therefore, we will reject the
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null hypothesis and accept the alternative hypothesis and conclude that there is a
difference in the job satisfaction level of public and private sector university teachers
with the independence factor in their job. Positive mean difference (0.244) shows that
public sector university teachers are more satisfied than private sector university
teachers. However, there was no significant difference in job satisfaction levels
regarding job variety between public and private sector university teachers.
Therefore, we will accept the null hypothesis and reject the alternative hypothesis and
conclude that there is no significant difference in the job satisfaction level of public
and private sector university teachers with the variety in their job.

A significant difference was observed in job satisfaction related to social status, where
public sector university teachers were more satisfied (mean difference = 0.376).
Similarly, for the recognition factor, public sector university teachers reported higher
satisfaction (mean difference = 0.502). Under the “1- test for equality of means”, “Equal
variances not assumed” that the P-value (sig. 2- tailed: 0.011) is less than a (0.05),
therefore we will reject the null hypothesis and accept the alternative hypothesis and
conclude that there is a significant difference in the job satisfaction level of public
and private sector university teachers with the social service they provide with their
job. Significant differences were also found in job satisfaction concerning social
service, with public sector university teachers again being more satisfied (mean
difference = 0.304). Conversely, public sector university teachers were less satisfied
with their ability utilization (mean difference =-0.610).

The data indicates a significant difference in job satisfaction related to job
responsibilities, with public sector university teachers being less satisfied (mean
difference = -0.637). A similar trend was seen for the creativity factor, where public
sector university teachers reported lower satisfaction (mean difference = -1.241).No
significant difference was found in job satisfaction concerning achievement between
the two sectors. However, a significant difference was identified for advancement
opportunities, with public sector university teachers being less satisfied (mean
difference = -0.481). There was also a significant difference in satisfaction with
university policies, where public sector university teachers were less satisfied (mean
difference = -0.481).In terms of relationships with colleagues, public sector university
teachers reported higher satisfaction (mean difference = 0.363).

Working conditions also showed a significant difference, with public sector university
teachers being less satisfied (mean difference =-0.629). Regarding job security, public
sector university teachers were more satisfied (mean difference = 0.789). However,
they were less satisfied with compensation (mean difference = -0.785).

Finally, there was no significant difference in job satisfaction related to the relationship
with supervisors between public and private sector university teachers. As the levene'’s
test for equality of variances shows that F (0.059) is not significant as Sig. (0.809) is
greater than a (0.05), therefore the “Equal variances assumed” row will be used for
the t-test. Under the “t- test for equality of means”, “Equal variances assumed” shows
that the P-value (sig. 2- tailed: 0.331) is greater than a (0.05), therefore we will accept
the null hypothesis and reject the alternative hypothesis and conclude that there is no
significant difference in the job satisfaction level of the public and private sector
university teachers with relationship with their supervisors.
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Table 4.
Independent Sample t-test

Levene's Test for Equality of Variances t -test for Equality of Means
F Sig. t df Sig. (2 Mean
tailed) Diff
Overall, Job Satisfaction
Equal _
variances 2808 156 0.006 -0.197 0.070
Equal 1.098 0.296
variances N N
vl 2808 155.17 0.006 -0.197
Independence
Equal
variances 3.193 156 0.002 0.244 0.076
assimed 0.213 0.645
Equal
variances 3.193 153.796 0.002 0.244
nAt
Variety
Equal _
i 156 0.228 -0.127 0.104
vanances 2.485 0.117 1211
assumed
Equol - 154211 0.228 -0.127
Social Status
Equal
variances 4.025 156 0.000 0.376 0.093
Ncctiman
Equal 3.403 0.067
variances 4.025 140.1993 0.000 0.376
not
Recognition
Equal
variances 2.029 156 0.044  0.502 0.248
nesiimen 0.077 0.781
Equal
Vorionces 2029 98336] 0045 0502
nnt
Social Service
Equal
variances 2.568 156 0.011 0.304 0.118
assumed 7.404 0.007
Equal
variances 2.568 147.4162 0.011  0.304
nnt
Ability Utilization
Equal -
varionces 8.324 156 0.000 -0.610 0.073
Acciman 8.207 0.005
Equal -
variances 8.304 131.5946 0.000 -0.610
Responsibilities
Equal )
variances 6.633 156 0.000 -0.637 0.096
assumed 15.206 0.000 ’
Equal _
variances 6.633 141.1169 0.000 -0.637
Creativity
Equal -
varionces 11.60 156 0.000 -1.241 0.107
~ccl |mn|r~| 44683 OOOO ’
Equa _
variances 11.60 110.0562 0.000 -1.241
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Achievement
Equal 1009 156 0314 0095  0.094
vl 1.714 0.192
variances 1.009 149.51 0.314  0.095
Advancement
Equal -
varances 5544 156 0.000 -0.481 0.087
Equal 3.668 0.057 )
varances 5544 148.9916 0.000 -0.481
University Policies
Equal _
variances 3459 156 0.000 -0.456 0.125
e .MAIA 0.009 0.926 ’
qua -
varances 3459 155.914  0.000 -0.456
Colleagues
Equal 5130 156 0000 0363 0071
variances
Equal 1.591 0.209
variances 5130 147.4894 0.000 0.363
not
Working Conditions
Equal - 156 0000 -0.629  0.088
variances 7.145
Equal 18.963 0.000 )
variances 7145 132.1382 0.000 -0.629
Nnnt
Security
Equal 7969 156 0.000  0.789 0.099
variances
Equal 19.246 0.000
variances 7.969 127.5741 0.000 0.789
NnAt
Compensation
Equal _
\;c::gjrr:;is 7790 156 0.000 -0.785 0.101
Equof 1.598 0.208 )
variances 7790 155.0846 0.000 -0.785
not
Relationship with H.O. D
Equal
variances 0.976 156 0.331 0.110 0.112
Equal
variances 0.976  155.96 0.331 0.110
~At 0.059 0.809
Equal
variances
not
assumed

One Way - ANOVA

One way- ANOVA is a statistical technique used for testing mean differences between
two or more independent groups on a single dependent variable. One way- ANOVA
has been applied here to find whether data from public and private sector university
teachers have a common mean. This is to determine that whether the groups are
actually different in the measured characteristics. The t- test is a special case of the
one way - ANOVA. One way ANOVA examines means differences’ using the F-
statistic, whereas t-test reports the t- statistic. Therefore, the 1- test and One- Way
ANOVA produces the same results but present in a different way.
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If we examine the One- Way Variance Analysis table above, its findings is analogous
to the 1- stafistic result. Above table showed that there is a significant difference(P
value: 0.000 < a: 0.05) between the group averages of overall job satisfaction and the
factors affecting job satisfaction among the public and private sector university
teachers, however no significant difference is found between the group averages in
the case of satisfaction associated with the factor of variety (P value:0.228 > a: 0.05),
achievement (P value:0.314 > a: 0.05) and relationship with H.O.D (P value: 0.331 > a:
0.05) among the public and private sector university teachers, which is similar to the

result of independent sample - test.

Table 3.
One- Way Anova

Sum of Squares df Mean Square F Sig.
Between
Overall.jobsat Groups 1.540 1 1.540 7.882 0.006
Within
Groups 30.484 156 0.195
Total 32.024 157
Between
Independence Groups 2.345 1 2.345 10.196 0.002
Within
Groups 35.884 156 0.230
Total 38.230 157
Between
Variety Groups 0.633 1 0.633 1.468 0.228
Within
Groups 67.280 156 0.431
Total 67.913 157
Between
Socialstatus Groups 5.570 1 5.570 16.199 0.000
Within
Groups 53.643 156 0.344
Total 59.213 157
Between
Recognition Groups 9.959 1 9.959 4.116 0.044
Within
Groups 377.468 156 2.420
Total 387.427 157
Between
Social service Groups 3.646 1 3.646 6.596 0.011
Within
Groups 86.217 156 0.553
Total 89.862 157
Between
Ability Utilization Groups 14.684 1 14.684  69.283 0.000
Within
Groups 33.063 156 0.212
Total 47.746 157
Between
Responsibilities Groups 16.034 1 16.034  44.002 0.000
Within
Groups 56.847 156 0.364
Total 72.881 157
Between
Creativity Groups 60.785 1 60.785 134.646 0.000
Within
Groups 70.425 156 0.451
Total 131.210 157
Between
Acheivement Groups 0.356 1 0.356 1.019 0.314
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Within
Groups 54.506 156 0.349
Total 54.862 157
Between
Advancement Groups 9.139 1 9.139  30.740 0.000
Within
Groups 46.380 156 0.297
Total 55.519 157
Between
University Policies Groups 8.203 1 8.203 13.392 0.000
Within
Groups 95.550 156 0.612
Total 103.752 157
Between
Colleagues Groups 5.201 1 5.201 26.315 0.000
Within
Groups 30.833 156 0.198
Total 36.034 157
Between
Workingconditions Groups 15.613 1 15.613  51.046 0.000
Within
Groups 47.713 156 0.306
Total 63.326 157
Between
Security Groups 24.591 1 24.591 63.506 0.000
Within
Groups 60.408 156 0.387
Total 84.999 157
Between
Compensation Groups 24.329 1 24.329  60.689 0.000
Within
Groups 62.537 156 0.401
Total 86.866 157
Relationship with Between
H.O.D Groups 0.475 1 0.475 0.952 0.331
Within
Groups 77.924 156 0.500
Total 78.399 157

The results of independent sample t-test re consistent with the results of one way-
ANOVA.

CONCLUSION

The quality and consistency of teaching have a direct impact on student learning, so
it is imperative that teachers are satisfied in their careers. Compared to teachers who
are unhappy with different aspects of their work, those who are extremely satisfied
with their careers are less likely to move to another school or quit the profession
altogether (Choy et al., 1993). Such staff turnover disturbs the learning environment
and takes funds away from instruction in favour of expensive staff replacement
initiatives. The study found a statistically significant difference in overall job satisfaction
between public and private university teachers. Teachers in private universities are
more satisfied with their jobs than those in public universities. This finding is consistent
with Bas and Ardic's (2002) study, which found that private university academics are
more satisfied with their jobs than those at public universities. The study also found that
public and private sector teachers have different levels of satisfaction with various job
factors. There were significant differences in satisfaction levels with respect to
independence, social status, recognition, social service, ability utilisation,
responsibilities, advancement, university policies, relationships with colleagues,
working conditions, job security, compensation, and relationships with the
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department head. There were no significant differences in levels of satisfaction with
job variety, achievement, or supervisory relationships. Sonmezer et al. (2008)
discovered that salary, social ranking, reputation, ability to apply skills, administrator-
employee relations, and creativity were all important factors in determining job
satisfaction differences between public and private school teachers. University
teachers in the public sector are more satisfied with their independence, social status,
recognition, social service, ability utilisation, and job security. In contrast, private-
sector university teachers report higher levels of satisfaction with their responsibilities,
creativity, advancement opportunities, working conditions, and pay.

RECOMMENDATIONS

Job security is the most important factor contributing to job satisfaction for public-
sector teachers, whereas compensation is the most important factor for university
teachers in the private sector. This suggests that, despite higher pay, private sector
teachers lack the job security that public sector teachers have because of their
permanent positions. To improve job satisfaction, private universities should consider
implementing policies that provide permanent employment for their faculty. On the
other hand, public universities should increase their compensation packages.
Furthermore, creativity and improved working conditions significantly increase job
satisfaction among private-sector university teachers. As a result, public university
teachers should be given more opportunities to try out new teaching methods and
have access to better facilities like labs, computers, and instructional materials.
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