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ABSTRACT 

 

Thesis Title: A Study of Job Satisfaction of Academic and Administrative Staff working 

in Elementary Education System of the Punjab 

 

Job satisfaction of academic and administrative staff of elementary education is very vital 

because teaching and administration at elementary level is venerated and sensitive job. Job 

satisfaction has been a question mark and in debate by the researchers since long. It gained 

much importance due to its significance for the achievement of objectives of any 

organization. The purpose of this study was to explore job satisfaction of academic and 

administrative staff working in the Elementary Education System of Punjab. The respondents 

for this study were academic and administrative staff taken of two Districts of Punjab i.e. 

Sahiwal and Rawalpindi. The overall response rate was 88%. Fifty seven Assistant Education 

Officers, 261 Headmasters, and 522 Teachers responded the questionnaire. Majority of the 

respondents n=702, 83.6% were from the rural area while n=138, 16.4% from urban area. 

Overall response rate of females was more than the male staff. 63% of the whole sample was 

of more than 40 years of age. Majority of respondents were having master degree. The 

Minnesota Satisfaction Questionnaire (MSQ) was used to collect data from the respondents. 

Stratified random sampling technique was used to take the sample from population. After 

seeking permission for survey from Executive District Officer (Education) Sahiwal and 

Rawalpindi; the researcher send questionnaire through mail to the respondents. Descriptive 

and inferential statistics was used to analyze the data. Frequencies and percentages along with 

mean value of responses were tabulated and calculated. The t-test was applied to know the 

difference of means and Pearson r value was also calculated. The findings of study show that 

as whole respondents were satisfied with their job. However they were not satisfied with 

three dimensions (out of twenty) of the job i.e., „advancement‟, „Education Policies‟ and 

„compensation‟. No significant differences between job satisfaction of academic and 

administrative staff was found as a whole. However, by parts a significant difference of job 

satisfaction was found between academic and administrative staff from District Sahiwal. 

Similarly a significant difference of job satisfaction observed between male and female 

teachers from District Sahiwal.  
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CHAPTER 1 

 

 

INTRODUCTION 

 

 

The level of job satisfaction among the teachers and administrators of schools is very 

vital to be aware of their performance and further development. This critical issue has gained 

ardent attention of scholars and researchers all around the world. This matter of job 

satisfaction came in fore-front with the spread of industrialization in the world, but now it is 

being applied to each and every organization. The education system has also been changed 

into an organization. In the field of education measuring the job satisfaction of teachers and 

administrators has become a prime focus of attention for researchers to make it a dynamic 

and efficient one.  

The study of job satisfaction is focused to ensure efficiency, expertise, and quality 

performance of teachers. According to Latham (1998), “teachers are important in their role in 

shaping students‟ intellectual, emotional, and social development”. A better performance 

from a teacher can not expected until or unless they are satisfied with their jobs. The 

continuous deterioration in the quality of education is due to dissatisfaction and lack of 

maturation among teachers and administrators. Job satisfaction is only possible if the job 

fulfills the basic need of teachers and administrators in term of salary and better status as 

explained by Khan (1999), “salary or emoluments caters the material needs of the employees 

in allowing a sense of status and importance, however it is important to take care of their 

psychological needs”. 

According to Newstrom (2007), “job satisfaction is a set of favorable or unfavorable 

feelings and emotions with which employees‟ view their work and the supervisors need to be 

alert about employees‟ job satisfaction level”. Job satisfaction refers to the feeling and 

emotions of employees‟ in an organization. It includes the behavior pattern of people that can 

be favorable or unfavorable. The progress of work is directly related to job satisfaction. If 

employees are not satisfied with their jobs the overall progress of system is affected. The 

administrators should periodically study the job satisfaction of the employees and try to 

improve it by promoting human values and dignity. The importance of job satisfaction in an 
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education system is very vital than in any other organization. Education is not merely the 

transfer of information but overall development of human personality. This can only be 

possible if teachers and administrators of elementary education system are satisfied with their 

jobs. Quality education and human development is only possible if the people involved in the 

system are satisfied with their work.  

According to Green (2000) job satisfaction is a micro concept of life. The macro 

concept is to be satisfied in the whole life. This versatile concept is directly related to the job 

but it also consists of several other aspects of life also. In general the people take job as a 

particular duty, function or role in an organization. Similarly the satisfaction is considered to 

be the contented state where the employees‟ needs and desires are met properly. Job 

satisfaction is also a state of mind in which the workers feel comfortable at their work place 

without any internal or external disturbance. 

In literature there are several definitions of job satisfaction.  According to Locke 

(1969), “job satisfaction is a state of pleasure gained from applying one‟s values to a job”. 

Job satisfaction is actually an enjoyable and satisfying state of mind of the employees at their 

work place.  It predicts the performance of the employees and progress of the work. It also 

determines the workers behavior and feeling towards their job.  

According to Spector (1997) job satisfaction is "the extent to which people like 

(satisfaction) or dislike (dissatisfaction) of their jobs.” Job satisfaction is an attitude of 

employees towards their job. It is the summation of likes and dislikes of employees in the 

performance of job at workplace. It is observed that some time the people are forced to do a 

job against their aptitudes and attitudes which causes dissatisfaction among them. 

Stemple (2004) describes the concept of job satisfaction in relation to the attitudes and 

feelings of employees. These are developed in reaction to the job they are to perform. These 

attitudes and feelings go ahead to satisfaction with the job. The environment or work place 

also affects the feeling and attitude of the workers. The congenial and favourable 

environment has positive effect on the attitude and feeling of workers and they feel satisfied. 

The unhealthy and hostile environment leads to dissatisfaction among the employees. People 

perform their duty unwillingly which causes not only dissatisfaction among themselves but 

also hinders the development of the organization.  
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Worrell (2004) defines, “the job satisfaction is work related positive affective 

reaction”. If employees are not satisfied with the job, their response toward the work is 

negative. They do not enjoy their work but just do it as compulsion. No doubt the work is 

done but at the cost of dissatisfaction in workers. When the workers show a positive reaction 

to the work it means that they are satisfied with their job.  

Yunus (2008) describes, “the job satisfaction is all a workers‟ emotional responses 

towards his organization and his job, when his expectations and realizations of these 

expectations are considered”. The people carry out any job to fulfill their needs. The aim 

behind the job is to live a prosperous life in a respectable way. If the expectations and desires 

of workers are fulfilled by the organization then they have an emotional attachment to their 

job and vice versa.  

Worrell (2004) says that many theories have been developed to explain the concept of 

job satisfaction. For almost hundred years the job satisfaction of employees has been 

researched by the researchers. Research on job satisfaction started with the industrial 

revolution in United States. However these initial studies mainly focused on maximizing the 

production of employees, but according to Motowidlo (1996) recent theories are more 

focused on cognitive functioning and exploring its impacts on working life.  

Robbins (2009) quoted Maslow Hierarchy of needs, the famous theory of motivation. 

This theory presents five basic levels of needs start with psychological needs and move till 

self actualization. With reference to workers‟ life, this is a fair explanation of step by step 

fulfillment of needs and promotion of performance and thinking. If the workers‟ basic needs 

such as food, shelter, protection, which is directly related with their financial aspects or 

earning packages are fulfilled, they become satisfied, more concerned with their jobs and 

their performance improve.  

Another important theory is Herzberg (1959) theory of „motivators‟ and „hygienes‟. 

Motivators are the determinant of satisfaction and „hygienes‟ is the determinant of 

dissatisfaction. These two dimensions are also known as intrinsic and extrinsic factors. 

Intrinsic factors are motivators or satisfiers whereas extrinsic factors hygiene‟s or 

dissatisfiers. Intrinsic factors are related with work attributes and consist of achievements, 

success, rewards, and recognitions. The hygiene is related with environmental factors such as 

administrative sketch, policy, rules, regulations, and work conditions. 
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Adam (1963) Equity Theory was another attempt to explain the concept of job 

satisfaction. This theory introduces the comparison of one worker‟s outcome/input ratio to 

the outcome/input ratio of another worker of the same category in the same organization. 

Unequal ratio promotes job dissatisfaction and motivates workers to restore equity, while 

equal ratio promotes job satisfaction and motivates worker to maintain current position or to 

improve it. 

Vroom (1964) gave the expectancy theory of job satisfaction. It is based on the idea 

that basically two factors collectively produce job satisfaction: situational and personality 

factors. This theory also explains three factors in the decision making process: i.e. 1) 

Expectancy that indicates the confidence level of the workers about their abilities regarding 

work performance. 2) Instrumentality is a type of confidence that is related with outcomes. A 

successful task will be rewarded. 3) Valence is the value that a person places on expected 

rewards. 

Weiss, et al. (1967) explained the Work Adjustment Theory which depends on how 

well an individual‟s abilities correspond to the ability requirements in work, and how well his 

needs correspond to the reinforcers available in the work environment. If perception is 

positive it leads towards satisfaction and if it is negative it evolves dissatisfaction or 

discomfort.  

The Situational Theory of job satisfaction has been given by (Quarstein, McAfee, & 

Glassman, 1992). According to this theory two factors situational characteristics and 

situational occurrences determine the level of job satisfaction. Situational characteristics are 

external attributes of job that are determined and evaluated by the workers before starting 

their jobs, whereas situational occurrences are the factors which come during the 

performance of workers within the organization. These may be positive such as rewards and 

negative such as strictness, dictation and inconvenience.   

Motowidlo (1996) introduced the theory of individual differences in job satisfaction 

based on cognitive approach. Individuals perceive their job positively and negatively and 

retrieve all past memories from their cognition accordingly.  

Much research work about job satisfaction has been done in the last century focusing 

industrial life. The job satisfaction is more important in the field of services like education 

which has also changed into an industry, now. The satisfied teachers may perform better in 
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teaching learning process than the unsatisfied ones. In the field of education the basic and 

crucial stage is elementary education.  Elementary education is the founding stone of the 

pyramid of the education system. It is the foundation on which all subsequent stages of 

education are built.  

According to the Constitution of Pakistan (1973) elementary education is the 

fundamental right of all people, men and women of all types of areas and places, irrespective 

of gender, sect, religion or any other domination. 

In the education system of Pakistan the elementary education is from grade 1 to 8. 

The official age for this stage is 6 to 13 years. In the White Paper (2007), “elementary 

education, consisting of primary and middle schooling is at the centre and heart of a State‟s 

obligations to its citizens in the field of education”.  This is the stage when a child is prepared 

for life and in him/her are developed attitudes and approaches that determine the future 

realization of their potentials and contributions to their life and individual‟s role in social and 

nation building. Its importance and centrality to any initiatives in education cannot be over-

emphasized.  

Pakistan National Education Policy (1998) recognizes that the teacher is considered 

the most crucial factor in implementing all educational reforms at the grass-root level. For the 

effective functioning of education system especially at elementary level, teachers are the key 

elements. The importance of teacher as key figure in the education process has always been 

recognized. Billingsley (2002) says compensation plays a major role in retaining teachers in 

the institutions. School leaders should develop teacher compensation packages that 

demonstrate they are valued. Leaders can use salaries and bonuses as incentives to retain 

teachers and according to Morice and Murray (2003) they can also put together a team of 

teachers and administrators to develop an incentive pay program for teachers. According to 

Nickson et al. (2006) for retaining the qualified, diverse and stable teaching force in the 

department, the administrators play an important role. In the National Education Policy of 

Pakistan (2009) it is stated that good administrators use the resources and strategies for the 

retention of teachers ensuring the high quality of education and support the system of 

education The decision taken by the administrators have a direct impact on the working 

conditions of the job or the environment of the organization leading to the high level of job 

satisfaction of the teachers and administrators.  
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1.2 Rationale of the Study  

Keeping in view the previous researches and the above introduction, it is now clear 

that to know the job satisfaction level of the academic and administrative staff in the 

elementary education system of the Punjab, province is needed. Elementary teachers and 

administrators are performing a sensitive job at basic level which lays down the foundation 

for further education. Owing to this sensitivity, it may be beneficial for teachers and 

administrators to identify their job satisfaction towards the job.  

In Pakistan no serious effort was carried out to study job satisfaction at the elementary 

level particularly in the Punjab province. Only one study at elementary headmasters of 

District Toba Tek Singh in the Punjab is available. A very few studies at secondary and 

college level are available in the literature, for taken into consideration. No study of job 

satisfaction is available in the literature for the elementary teachers of the Punjab province; to 

fill this gap in the literature at elementary level, this study is serious attempt.  

The findings of the study will lead to the better understanding of job satisfaction 

factors. The results will aware the educational managers to support elementary teachers and 

administrators at their job. This study focuses job satisfaction/dissatisfaction of the teachers 

and administrators at the elementary education in the Punjab province, Pakistan.  

1.3 Statement of the Problem 

Literature survey reflects that job satisfaction has always been a big question mark 

and in debate by the researchers since long. It is very important for the success or failure of 

any organization, including education. In developed countries the job satisfaction of teachers 

and administrators is given due importance but the condition in developing countries, like 

Pakistan is vice versa and also very few researches have been conducted in this regard, 

particularly at elementary level. The elementary level is the most crucial stage of education 

system as it lays down the foundation for further education. This study is to know the job 

satisfaction of academic and administrative staff working at elementary level in the education 

system of the Punjab, Pakistan.  
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1.4 Objectives 

This study intends to achieve the following objectives: 

1. to explore the job satisfaction of academic staff of elementary education from District 

Sahiwal and Rawalpindi. 

2. to explore the job satisfaction of administrative staff of elementary education from District 

Sahiwal and Rawalpindi. 

3. to find out the differences of job satisfaction between academic and administrative staff of 

District Sahiwal and Rawalpindi.  

4. to analyze the correlation between academic and administrative staff of elementary 

education of District Sahiwal and Rawalpindi for job satisfaction.  

1.5 Research Questions 

This study seeks answers to the following questions.  

1. What is the job satisfaction of overall academic and administrative staff of elementary 

education?  

2. What is the job satisfaction of overall academic and administrative staff of elementary 

education District Rawalpindi? 

3. What is the job satisfaction of overall academic and administrative staff of elementary 

education District Sahiwal? 

4. Is there a significant difference of job satisfaction of academic and administrative 

staff of elementary education District Sahiwal and Rawalpindi?  

5. Is there a significant correlation of job satisfaction between academic and 

administrative staff of elementary District Sahiwal and Rawalpindi?   

1.6 Hypotheses 

Following null hypotheses are to be tested during this study.   

H0-1: There is no significant difference between the job satisfaction of male-female 

academic and administrative staff of elementary education. 

H0-2: There is no significant difference between the job satisfaction of urban-rural academic 

and administrative staff of elementary education. 

H0-3: There is no significant difference between the job satisfaction of male-female 

academic and administrative staff of elementary education District Rawalpindi. 
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H0-4: There is no significant difference between the job satisfaction of urban-rural academic 

and administrative staff of elementary education District Rawalpindi. 

H0-5: There is no significant difference between the job satisfaction of male-female 

academic and administrative staff of elementary education District Sahiwal. 

H0-6: There is no significant difference between the job satisfaction of urban-rural academic 

and administrative staff of elementary education District Sahiwal  

H0-7:  There is no correlation on job satisfaction between male-female academic and 

administrative staff of elementary education. 

H0-8: There is no correlation on job satisfaction between urban-rural academic and 

administrative staff of elementary education.  

H0-9: There is no correlation on job satisfaction between male-female academic and 

administrative staff of elementary education District Rawalpindi.  

H0-10: There is no correlation on job satisfaction between urban-rural academic and 

administrative staff of elementary education District Rawalpindi  

H0-11: There is no correlation on job satisfaction between male-female academic staff and 

administrative staff of elementary education District Sahiwal  

H0-12: There is no correlation on job satisfaction between urban-rural academic staff and 

administrative staff of elementary education District Sahiwal. 

1.7 Significance of the Study 

According to Spector (1997) job satisfaction is the extent to which people like or dislike 

their jobs. Some people enjoy their work and take it as a duty, while there are some employees 

who extremely dislike work simply because they do not like it. Job satisfaction is very important 

for those who are in any organization and also for the organization itself. Job satisfaction is also 

important, because it is linked with the out come variables, such as absenteeism, inefficiency, 

counterproductive behavior, and lack of leadership. 

It is important to know the factors affecting job satisfaction because challenging 

work, equal rewards, favourable working condition, helpful co-workers and status of teacher 

in the society have negative effect on job satisfaction. Low salaries of teachers pay less 

attention towards teaching. Bright students do not adopt teaching profession due to low status 

and career development play a vital role towards job satisfaction. 
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The research of job satisfaction of teachers and administrators is very important 

because it tell about the factors leading to satisfaction and dissatisfaction. It answers the 

question of what variables contributed to the overall job satisfaction/dissatisfaction of teacher 

and administrators at elementary education Punjab, Pakistan. This study is also helpful to 

know the factors affecting job satisfaction of academic staff and administrative staff in the 

Punjab. Till now no study has been conducted on elementary teachers in the Punjab, province 

of Pakistan. Thus, it fills the gap between the satisfaction and dissatisfaction of administrative 

and academic staff at elementary level. It also fills the gap in literature about the job 

satisfaction of elementary teachers. It helps teachers, administrators, and policy makers in 

taking decisions regarding appropriate job related problems and working conditions to 

improve their performance. 

1.8 Delimitations of the Study 

Keeping in view the given instructions by our institutions, financial constraints, 

allowed time, and setout objectives of the study, this study is delimited to:  

1. The survey of administrators (Assistant Education Officers and Headmasters) and 

Elementary School Teachers (ESTs) working in the male-female and urban-rural 

Government Elementary Schools. 

2. The study is delimited to the survey within two Districts i.e. Sahiwal and Rawalpindi 

of the Punjab.  

3. The study also delimited to the analysis of responses on twenty given dimensions of 

the job satisfaction as measured by the Minnesota Satisfaction Questionnaire. 

1.9 Definitions of Key Terms 

1. Headmaster: Long (1989) said, “The individual identified as the chief building level 

administrator” is called Headmaster. 

2. Assistant Education Officer (AEO): Ghazi (2004) stated that Assistant Education 

Officer is directly responsible to all matters of Government Elementary Schools at 

Markaz (area) level and work under Deputy District Education Officer. 

3. Elementary Education:  According to Collin‟s English Dictionary (1992, p.505), 

“the Elementary education is the education of children up to the age of twelve years. 

It includes the early eight years of schooling”. 
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4. Elementary School: According to Long (1989), “A school that builds upon the 

elementary school program for younger children from grade 4 to grade 8.” 

5. Job: According to Lexicon Webster Dictionary (1987) job can be defined as “an 

individual piece of work, an occupation, an object worked on or a result produced 

from working is called a job”. 

6. Satisfaction: According to Lofquist & Dawis, (1991), “An individual‟s positive 

affective evaluation of the target environment; result of an individual‟s requirements 

being fulfilled by the target environment; a pleasant affective state; the individual‟s 

appraisal of the extent to which his or her requirements are fulfilled by the 

environment”. 

7. Satisfactoriness: According to Dawiss (2000) satisfactoriness is actually a 

satisfaction variable- Environment‟s satisfaction with Person as worker and employee, 

and with Person‟s performance in carrying out work duties and Person‟s behavior as a 

member of work organization. 

8. Job Satisfaction: Locke (1969) suggested that “job satisfaction is a positive or 

pleasurable reaction resulting from the appraisal of one‟s job, job achievement, or job 

experiences. Job satisfaction inspires an employee to do his duty or task willingly”. 

9. Job Dissatisfaction: According to Oxford dictionary (2005) job dissatisfaction refers 

to as negative or bad feeling of individuals towards their job. It is the term which 

refers to a feeling that you are not pleased or satisfied. Spector (1997) also defined the 

dissatisfaction in the same way, the degree to which an employee dislike (dissatisfied) 

their job.      

10. t-Test: According to Gay (2009), “t-test is used to determine whether two groups of 

score are significantly different at a selected probability level”. 

11. Correlation: According to Gay (2009), Correlation is the study of similarity or 

agreement between two things, marks, or groups, the extent to which they are similar 

or agree 

 



 

 

 

CHAPTER 2 

 

 

REVIEW OF RELATED LITERATURE 

 

 

In this chapter review of related literature is presented. This study focuses on job 

satisfaction of academic and administrative staff of elementary schools in the districts of 

Rawalpindi and Sahiwal. The aim of the study is to find out the level of satisfaction 

among them.  This chapter covers the work done so far about elementary education and 

job satisfaction. 

Part-1 

2.1 Elementary Education 

There are different stages of education like early childhood, elementary, 

secondary, higher secondary and higher education. The elementary education is the base 

for subsequent stages of education. It can be defined in terms of age and grades of the 

students. In terms of age elementary education is defined in the Collin‟s English 

Dictionary (1992) as “the elementary education is the education of children up to the age 

of twelve years. It includes the early eight years of schooling”. In terms of grades or 

classes the elementary education is defined in Webster‟s Comprehensive Dictionary 

(2001) as “public school and private education beyond kindergarten and preceding 

secondary school from six to eight years in length, dealing with fundamentals of 

education”. 

Elementary education is very vital in the education system of Pakistan. According 

to Bhatti (1986), “economic development of a community depends on mass education 

achievement whereof, is a goal of elementary education”. Quddus (1990) described that 

elementary education is the base of all subsequent stages of education system. Six to 

fourteen years of age is the period of elementary education. At this stage of age there 

should be a strong integration between the school and the home or the community 

because the first five or eight years are the most important phase of a child‟s life. In this 

connection Khalid (1992) says, “Elementary Education is the most important sub-sector 
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of the entire education system. It is the foundation stone upon which the large building of 

social, cultural and economic development of a nation is to be built”. At another place, 

commenting on elementary education Rehman (1999) states that the elementary education 

in Pakistan consists of class 1 to 8. It includes two stages i.e. primary from class 1 to 5 

and middle from 6 to 8.  According to Education policy Pakistan (1998-2010) elementary 

education is the foundation stone of the entire education system as it leads to higher levels 

of education. 

In reviewing above definitions it can be concluded that the elementary education 

is the foundation of all the remaining stages of education. This crucial stage consists of 

classes from 1-8. The age of children/students for elementary level is six to fourteen years 

of age.  

2.2 Elementary School 

An elementary school established for the provision of elementary education to the 

children of six to fourteen years of age. In these schools basic skills are taught to the 

children with less focus on information and contents. These schools can be defined 

keeping in view: basic skills, grades, years spend in elementary schools, and age of the 

students at elementary level. According to the Webster‟s Dictionary (1993), “A school in 

which elementary subjects (reading, writing, spelling and arithmetic) are taught to 

children from about six to about twelve years of age covering six or eight grades is called 

the elementary school.”  

According to New Webster Encyclopedia (1993), “A school covering the first 6 to 

8 years of instructions in fundamentals, as reading, to children 6 to 12 or 14 years old is 

an elementary school.” The elementary school covers the educational needs of children 

up to fourteen years of age.  

Elementary school, as mentioned in the World Book Dictionary (2001), “a school 

of six grades for the pupils from about six to about twelve years of age, followed by 

junior high school. A school of 8 grades for pupils age from six to fourteen, followed by a 

four years high school”.   
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In reviewing above definitions these schools meet the educational need of pupils 

from grade 1 to 8. In Pakistan both public and private sector are imparting elementary 

education to the students. The specified age of pupils at these schools is 6 to 14 years. 

2.3 Elementary Teachers   

 According to Kaff (2004) for significant improvement in the quality of education 

good teachers are important significantly. Teachers are not only important for education 

system but also important pillars of society. They help the students to grow and prepare 

them to take the future responsibilities of nation. They carry the same responsibility 

towards the nation building as judges towards justice in the country. 

Education is a provincial matter in Pakistan, in the province of Punjab elementary 

school teachers with qualification FA/CT were recruited to teach at elementary level. 

Now the government of Punjab has raised the qualification of elementary teachers as 

Bachelor degree with certificate in teaching. Government of Punjab has appointed the 

elementary school teachers with new designation of senior elementary school educators 

(SESE).  

The appointing authority of elementary teachers is District Education Officers 

(M&F- EE male and female elementary education) of the concerned district. Fifty percent 

appointment is made directly by initial recruitment and 50% are through award of in-

service grade from among the primary teachers having prescribed qualification 

(Recruitment Rules 1987).        

2.4 Administrators at Elementary level 

According to Encyclopedia of Americana (1982), “administration is the 

management of executive affairs. The term also denotes the group of managers and the 

period of their management”. It is synonymous with management.  Administration 

conveys the idea of group cooperation under executive direction. The purpose of 

administration is to seek the goals of organization through planning. It is an art and the 

developing science, and its knowledge is required in most occupations. Developing nation 

often suffer more from a lack of management skills than from a paucity of raw material.   
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In Pakistan Punjab province administrative staff of elementary education consists 

of Headmasters of elementary schools and Assistant Education Officers of the concerned 

Markaz (area). The qualification of Headmasters and Assistant Education Officers is 

B.A/B.Sc with B.Ed. These officials are from within the secondary school teachers 

(SSTs) of the district. The appointing authority of headmaster and Assistant Education 

Officer is Executive District Officer (Education) of the concerned district (Recruitment 

Rules 1987). 

2.4.1 Duties of Headmasters:  

1. According to Punjab Education Code Rule-10, chapter-2 (1984) the head of an 

institution shall be responsible for its proper administration and management of 

institution and boarding house/hostel attached to it. He shall also maintain 

discipline among the staff and students, organize and supervise the instruction, 

regularly participate in the teaching work, arrange for the games and other co-

curricular activities, ensure that all registers are regularly and accurately 

maintained, keep a proper account of all the moneys entrusted to him, and see that 

the same are utilized in accordance with the prescribed rules, and generally 

promote the physical, intellectual, religious, social, and moral welfare of the 

students under his charge. The head of an institution shall take at least six periods 

in a week. 

2. Rule-11: Class promotion shall be made by the head of institution at the close of 

the academic year. 

3. Rule-12: All approved funds, notified by the department from time to time, other 

than fees shall be managed by the head of the institution that will be personally 

responsible to expend the same in strict conformity with the rules and regulations 

and to maintain proper record of all transaction of the fund. 

4. Rule-13: The head of institution may impose fine in each case of breach of 

discipline according to the following rates, i) Elementary class not exceeding Rs 

10. However the head is empowered to remit or reduce the fine in special case.   

5. Rule-15: The attendance register of teachers shall be record regularly and 

punctually in a register kept for the purpose. Teachers may not leave the 

institution during working hours without the permission of the head of institution.  

6. Rule-23: Leave of absence from school of students may be granted only by 

headmaster on a written application signed by the parent. 



 

 

15 

  

2.4.2 Duties of Assistant Education Officers:  

Assistant Education officers are appointed from the secondary school teachers or 

headmasters of the elementary schools. The main duties of Assistant Education Officers 

are as under: 

1. Inspection of all the primary and elementary school present in the markaz (Area). 

2. Supervision of primary and elementary school teachers and heads at the markaz 

level.  

3. Teacher‟s guidance. 

4. Assistant Education Officers have to assist the seniors. 

5. Coordination between teachers and senior officials. 

6. Inspection of private schools in the Markaz (area). 

7. Assistant Education Officer is the first reporting officer of the concerned Markaz 

(area).  

8. Assistant Education Officer is countersigning authority of school leaving 

certificates issued by the headmasters of primary and elementary schools.  

9. Assistant Education Officer is responsible for forwarding of all the cases of the 

teachers and headmasters of the Markaz to higher office. 

2.5 Importance of Elementary Education 

Elementary Education is very crucial stage in the life of students. This stage 

provides the basis for secondary education. If a student completes this stage successfully, 

he/she can demonstrate basic skills like reading, writing, spelling, and arithmetic. In 

developing countries like Pakistan most of the students leave school before completion of 

elementary level, due to their social and economic problems. It is pertinent to retain the 

students at this level by providing every possible facility. 

The importance of elementary education has been recognized throughout the 

world. Pakistan is also committed with the international community like World 

declaration on Education for All (EFA) 1990, Delhi Summit Declaration 1993, and 

subsequent E-9 Ministerial Review meeting and UN Convention on the Rights of Child 

1989 for universal education. The World Declaration of Education for All (EFA), Article-

5 (1990) states that primary education is must for all without any discrimination. It must 
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fulfill the basic learning needs of all children. At this stage the cultural needs and 

opportunities of the community should be kept in mind.  It is the foundation of the entire 

education system. It has the highest rate of return as compared to other sectors and levels 

of education. It is fact that the investment in education at primary level makes a vital 

contribution to the economic development of a country like Pakistan 

According to Wiles & Bondi (1993) at the elementary stage of education the 

children learn religious and political doctrines for the maintenance and betterment of 

society. In the Muslim society the importance of elementary education has been 

established since the 14
th

 century back as Khan (1995) states that the art of reading and 

writing in Arabic was much focused after the advent of Islam.   

Elementary education is very important contributing factor in elimination of 

poverty in all regions of the world as described in the World Bank Report (1995) the 

poverty in developing countries may be reduced by providing the elementary education to 

the children. The people having elementary education can play their role in development 

of the country. The poverty rate among the poor masses will be reduced by educating 

them. Educated people are well aware of their resources according to needs of their 

families. They can avail and demand better health facilities. The people with elementary 

education can learn skills very easily. They can be able to use this skill for the betterment 

of their lives and ultimately the community progresses. 

Elementary education is the beginning stage of child education. At this vital stage 

a child can be refined or ruined easily, as Rehman (1999) says that the elementary 

education is the right time to mould the pupils in the right direction. Elementary 

education is important for the development of child‟s personality. The skills and attitudes 

can be developed refined through elementary education. Universal literacy can also be 

achieved through this stage. Prosperous and tolerant societies can be evolved when a 

literate people produced in a large number.  

The importance of elementary education was described in the White Paper (2007) 

this is the stage when a child is prepared for life and in him/her are developed attitudes 

and approaches that determine the future realization of his/her potentials and his/her 

contributions to his own life and the individual‟s role in social and nation building. 
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 In the Education Policy (2009) the importance of elementary education was 

elaborated by broadening the base of education and achieving the access to all children 

with the quality education. The base will be broadening by introducing Early Childhood 

Education (ECE). It was present as „Kachi‟ (nursery) class but only as familiarization 

stage towards formal schooling.  

2.6 Structure of Elementary Education in Pakistan  

After the Devolution of Powers Ordinance (2001) the Elementary Education is 

given to District Government, but the system and structure of elementary education is 

same throughout the country. In Pakistan the system of education is centralized and all 

the public schools have to follow the same structure and curriculum throughout the 

country. Elementary education, in Pakistan normally begins at the age of six and 

continues to fourteen years from class I to VIII. There are two main types of elementary 

schools, public and private schools. Provincial governments run public schools and the 

private schools are run by either persons, societies, non governmental organizations, local 

bodies or missionaries. In rural areas the majority of schools run by provincial 

government. In the urban areas now the majority of schools belong to private sector at 

elementary level. There are separate schools for male and females in the public sector. 

There is one or two teacher in the primary schools located in rural areas. 

According to Shami (2006) elementary education in Pakistan comprises two 

distinct stages- Primary and Middle. The first stage consist classes 1 to 5 and second stage 

6 to 8. The detail of these two stages is as under:  

a) Primary Stage. The primary stage (Grades I-V) extends over five years (age 5+ to 10+). 

The medium of instruction in most of the schools is Urdu- the national language. There 

are English-medium schools as well. However, the curriculum for primary classes is 

almost the same throughout the country. The major focus of this stage is on basic 

mathematical and literacy skills, appreciation of traditions and values, and socialization. 

Promotion to next class depends on the result of the school examination. Schooling is 

being made compulsory through appropriate legislation. Now government proposed 

teaching of science and mathematic in English at this stage. 

b) Middle Stage. The Middle stage (Grades VI-VIII) is of three years duration with age of 

10 years and is offered in schools either having primary or secondary classes. The 

curriculum is common for males and females as well as for urban and rural residents. The 
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focus of this stage is to strengthen foundations of first and second languages, mathematics 

and science and developing understanding of family, community, environment, health 

and nutrition. Provincial Education Departments/Punjab examination commission as well 

as schools conducts terminal examination at this stage.  

In the White Paper (2007) the elementary education in Pakistan is described as, 

elementary education, consisting of primary and middle schooling i.e. Grade-I to VIII is 

at the centre and heart of a State‟s obligations to its citizens in the field of education. 

2.7 National Educational Policies of Pakistan and Elementary Education   

Elementary education is very important stage in the education system for the 

development and progress of a country. It provides foundation for further education. In 

every education policy of Pakistan, it was given a due place. In the early education 

policies of Pakistan it was named primary education however at latter stages elementary 

education (1-8) was introduced. Since the first Educational Conference 1947, to National 

Education Policy 2009, the state of elementary education in Pakistan is described as 

under:  

2.7.1 Pakistan Educational Conference Karachi 1947 

Pakistan came into existence in 1947, and faced many problems from its 

beginning. The biggest problem of these was the education, as there were a limited 

number of educational institutions with a few well qualified teachers. Government of 

Pakistan felt the need of education for the newly born country and arranged an 

educational conference in 1947. Although it was a conference but it provided basis for 

future education policies. The Committee on primary education considered it essential for 

national system of education that was not based on the strong foundations of free and 

compulsory primary education. The Committee felt that keeping in view the requirements 

of an enlightened and democratic State, the period of free and compulsory education 

should be extended to eight years which later called elementary education. Due to the 

financial constraints it was, realized that the cost of providing this would be much too 

heavy for any governments to bear, and therefore, suggested that this period should be 

fixed at five years and it should be gradually raised to eight years as the economic 

resources of Government develops (Education Conference, 1947).  
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2.7.2 Pakistan National Education Commission 1959 

Objectives of Primary Education as mentioned in the commission were the following:    

1. To provide such education as will develop all aspects of a child's personality-

moral, physical, and mental.  

2. To equip a child according to his abilities and aptitudes with the basic knowledge 

and skills he will require as an individual and as a citizen and which permit him 

to pursue further education with profit. 

3. To awaken in a child sense of citizenship and civic responsibilities as well as a 

feelings of love for his country and willingness to contribute to its development;  

4. To lay the foundation of desirable attitudes in the child, including habits of 

industry, personal integrity and curiosity. 

5. To awaken in the child a liking for physical activity and an awareness of the role 

of sports and games in physical wellbeing. 

Commission recommended eight year schooling at elementary level. Commission 

also recommended compulsion on parents to send their children to schools. It provided 

guideline to look alternatives means to achieve the goals from financial point of view, the 

land for school, building, furniture, teaching materials, and residential accommodation for 

teachers should be provided by the community (Educational Commission, 1959).   

2.7.3 Pakistan Education policy 1970 

According to Education Policy (1970) the need of elementary education was felt. 

High priority was given to universal compulsory elementary education. Elementary 

education was first time introduced, with eight year education till grade VIII. The 

following objectives were formulated for the elementary education:  

1. The atmosphere in school was designed to make it attractive to young children. 

2. The compulsory education at the elementary level, and school attendance up to 10 

years of age was proposed. 

3. The basic level was extended up to Class VIII by including the middle stage. This 

extension was quit in keeping with the practices prevailing in other countries with 

a universal programme of elementary education. It was, of course, necessary to 

adopt a phased programme for introducing universal elementary education up to 

class VIII.  
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4. A high priority should be accorded to universal elementary education up to Class 

VIII. The aim should be universal enrolment up to Class V by 1980. 

5. Education should be free up to Class V and the Provincial Governments should 

urgently consider adoption of measures for compulsory attendance up to Class V 

for those enrolled in school according to a phased plan beginning with those 

enrolled in Class I. 

6. Enrolment of girls should be encouraged by establishing girls' schools wherever 

possible and by recruiting a larger number of female teaches at primary level. 

7. The system of elementary education should be so redesigned as to ensure a 

purposeful selection of the knowledge and skills imparted attitudes, implanted and 

the learning methods employed so that those not proceeding to secondary 

education can be usefully employed in the economy of the local community. 

2.7.4 The National Education Policy 1972-80 

Government of Pakistan declared that from 1
st
 October 1972, education in Classes 

I-VIII would be free in all schools both in government and privately-managed, throughout 

the country. Targets and objectives of elementary education were the following: 

1. It was anticipated that primary education will become universal for boys by 1979 

and for girls by 1984. It increases the enrolment in primary classes of 

approximately 50 lakh children by 1980, raising the total enrolment from the 

present 46 lakhs to an estimated 96 lakhs. 

2. To accommodate the increased enrolment 38,000 additional classrooms for 

primary classes will be constructed to provide schools within easy walking 

distance from the children's homes. In addition approximately 23,000 additional 

classrooms will be constructed for pupils in classes VI to VIII. The primary 

schools which have potential for growth will be developed into elementary 

schools. 

3. In providing school facilities, priority will be given to rural and backward areas 

and to the education of girls at elementary level. 

4. The universalization of elementary education will require about 2.25 lac 

additional teachers. The existing teacher training institutions will turn out about 

75,000 teachers during the eight year period ending 1980: An additional 75,000 

teachers will become available from the general stream of education where a new 
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optional subject of teacher education is being introduced at the high stage and the 

college level. The remaining 75,000 teachers will he provided by the 

establishment of a National Literacy Corps drawn from: 

(a) Locally available unemployed persons, retired civil servants, ex-servicemen, 

etc. 

(b) University and college students through the proposed National Service corps. 

5. The proportion of women teachers in primary schools will be progressively 

increased even if this involves lowering the minimum academic qualifications in 

certain areas. This will enable boys and girls to study together in a single school 

staffed exclusively by women teachers (Education Policy, 1972-80). 

2.7.5 Pakistan National Education Policy 1979 

The word elementary education was replaced by Primary education in the 

education policy 1979. In this education policy following suggestions were adopted for 

improvement in elementary education. 

1. It was proposed in the policy that development expenditure increases from 13.2 

per cent to 32 per cent annually during the next five years. 

2. Facilities were provided to attain universal enrolment for boys of 5-9 year age 

groups by 1986-87and for girls by 1992. 

3. The school conditions at elementary level is extremely poor buildings, lack of 

equipment, no teaching aids, shortage of staff, no proper supervision by higher 

authority, and low morale among teacher of primary school, are main causes to 

the present state of primary education in Pakistan.  

4. Wastage was eliminated to achieve 60 per cent retention rate by 1982-83 and 100 

percent thereafter. 

5. About 17,000 existing primary schools were reconstructed /improved. 

6. Nearly 13,000 new primary schools will be opened mainly in rural areas. 

7. 5,000 mosque schools will be established for boys. This is aimed at utilizing the 

potential already existing in the communities. In the initial stages this arrangement 

is regarded as a temporarily expedient alternative. If it proves successful, primary 

education may be developed around the indigenous structures. 

8. Equipment will be provided to improve existing 12,000 schools. 
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9. Textbooks will be supplied to all students at the primary level, About 100 

supplementary readers will be provided to each new primary school and two 

supplementary readers per student to existing schools. 

10. Each existing and new primary school will have at least one teaching kit. 

11. A comprehensive project will be launched to experiment with different mixes of 

in-puts to determine direction for large scale investment in primary education. The 

effect of improved physical facilities, supply of instructional materials, various 

modes  of teacher recruitment and their on the job training different modalities of 

teacher supervision and management and a career structure for  primary school 

teachers  will be carefully field-tested.  

12. A nation wide school mapping exercise will be carried out to evolve a process of 

school location planning. The aim of the exercise is to gather information for 

creating national basis to the distribution, size, spacing of schools and kinds of 

educational facilities to be provided. This will hopefully generate local initiative 

and participation. 

13.  Nation-wide survey will be undertaken, to determine the repair needs of existing 

primary schools, and a programme of repairs will be launched. 

The funds budgeted for primary education will have to be made nontransferable so 

that they are not used for any other purpose. The Provincial Governments must make 

provisions of recurring expenditure commensurate with the development programme. The 

savings from the funds allocated for the universities as a result of proposed Federal 

funding of university education should be used for primary education. 

Even with the fullest Government commitment and allocation of required 

financial resources. The objective of universal primary education can not be achieved in 

the stipulated time without effective mobilization of community resources and 

participation. The implementation of National Education Policy will therefore, be 

implemented to the extent it can harness community cooperation. This would necessitate 

the creation of strong management capability at the local level. 

2.7.6 National Education Policy 1992-2002 

In the Education Policy (1992) primary education was recognized as the 

fundamental right of every Pakistani child. The minimum norms for primary education 
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were two rooms primary school with five teachers. The state and objectives of primary 

education in this policy were illustrated as under: 

1. Primary education was made compulsory and free so as to achieve universal 

enrolment by the end of the decade.  

2. The medium of instruction as may be determined by the Provinces, shall be either 

the approved provincial language, the national language, or English.  

3. The minimum requirements of primary school were two rooms with five teachers. 

4. Development of primary education in the private sector was encouraged to 

enhance primary education.  

5. It was observed that with the passage of time primary education would be 

transformed into basic education (elementary education extending to class 

VIII). 

6. About 265,000 new primary school teachers will be trained and recruited, 

approximately 107, 000 new Primary and Mosque Schools will be opened, one 

room each will be added to 20,000 one-room schools, and 24,750 shelters less 

primary schools will be provided with two rooms each. 

7. As far as possible, female teachers will be recruited for primary schools. 

8. The upper age limit for appointment as primary teacher will be relaxed. 

9. All types of human resources including retired and unemployed educated persons 

will be utilized for teaching at primary level. 

10. The salary structure and service conditions of primary teachers (PTC) will be 

improved. 

11. There will be no difference in the allowance of teachers serving in rural or urban 

areas. 

12. The salary of primary teacher will be linked with his qualifications. 

13. The primary teachers will receive periodical training for updating their knowledge 

and teaching methods. 

14. The Non-Governmental Organizations (NGOs) will be encouraged to set up 

resource centers for the in-service training of teachers. 

15. Primary education authorities (Directorates of Primary Education) may be created 

at Federal and Provincial levels. 

16. The training of teachers will include a comprehensive understanding of the new 

concepts introduced in the curriculum. 
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17. The number of teachers in each primary school will be gradually raised to five 

over a period of ten years, and, as far as possible, will be recruited locally. 

18. The funds allocated to primary education will be non-transferable and non-

lapsable; this will be guaranteed through legislation (Education policy 1992-

2002). 

2.7.7: National Education Policy 1998-2010 

Education Policy (1998-2010) states that Education is a process through which a 

nation develops its self-consciousness by sensitizing individuals who compose it. It is not 

only a mere public instruction but it is a social institution which provides mental, 

physical, ideological and moral training to the individuals of the nation. The suggestions, 

strategic action and objectives of elementary education have been set in view of national 

needs and requirements as well as international commitment such as, World declaration 

on Education for All 1990, Delhi Summit Declaration 1993, E-9 Ministerial Review 

meeting, and UN convention on the rights of child (1989). These are as follows: 

1. Elementary Education is the fundamental right of all people, men and women, 

without any discrimination of areas, places, gender, sect, and religion. 

2.  Everyone would be follow the Universal Declaration of Human Rights (1948) 

and the Rights of the Child (1989) stressing that the child has a right to education 

and the State‟s duty is to ensure that primary education is free and compulsory. 

3. Elementary education is the foundation stone of the entire education system as it 

leads to higher levels of education. 

4. Expansion of the base for middle level education. 

5. Emphasis on basic learning achievement at elementary level. 

6. Emphasis on character building at elementary level. 

7. Improvement of teachers' competencies and enhancement of the relevance of their 

training programmes for teachers. 

8. A monitoring system will be developed to obtain timely and reliable information 

about enrolment, retention, completion, and achievement. In addition, the 

qualitative monitoring of achievement will also be introduced. 

9. Improving management and supervision through greater decentralization and 

accountability in service delivery. 
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10. Revise regulation and create stronger and more transparent personnel management 

mechanism to promote merit base hiring. 

11. Assign teachers to school on the basis of empirical need and reduce transfer rate 

by recruiting local teachers for local schools. 

12. Revamp in-service training for existing teachers and over a period of five years. 

All primary school teachers shall be provided with in-service training 

opportunities. The institutionalized in-service training will be on a 3 years cycle. 

13. Reform and strengthen in-service teacher training evaluate and replicate existing 

best practices; cluster delivery mechanism such as mobile teacher training 

experience. 

14. Raise the entry qualification for Primary Teacher Certificate from Secondary 

school certificate to higher secondary school certificate gradually. 

15. Institute a clear career structure for teachers at the primary and middle levels that 

include promotion possibilities revise and enforce the standards of professional 

behavior. 

16. Ensure a better distribution and optimum utilization of teachers. 

17. Revise Annual confidential Reports (ACRs) to record performance and link 

performance to promotion possibilities. 

18. Institutionalize the incentives and accountability system for teacher to improve 

performance. 

19. Relaxation of qualification where no female teacher is available. 

20. Assessing training needs systematically through consultation with teachers and 

designing the programmes according to their priority needs. 

21. Reintroduction of takhti and slate at primary level. 

22. The span of primary education will be six years including kachi class. 

23. Enactment and enforcement of free and compulsory primary education act in a 

phased manner shall be introduced. 

24. Deploy larger number of LCs and Supervisory Staffs. 

25. Train DEOs, ADEOs and LCs in management to improve the quality of 

administration of teaching in the schools. 

26. Bring about a coherent system of elementary education (Grades 1-8) by putting 

together government primary and middle schools. 
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2.7.8 National Education Policy 2009 

This is the recent National Education Policy of Pakistan, the following actions 

were proposed in this policy for the elementary education.  

1. All children shall be brought inside schools by the year 2015. 

2. The age for primary education shall be 6-10 years, the age for next level of 

education changes accordingly. 

3. Government shall provide necessary financial resources to achieve the EFA goals. 

4. Wherever possible, primary schools shall be upgraded to middle schools. 

5. School facilities shall be expanding by inviting International Development 

Partners. 

6. Schools shall be made attractive for retaining the children by providing attractive 

learning environment, basic missing facilities and other measures. 

7. Government shall establish at least two “Apna Ghar” residential schools in each 

province to provide free high quality education to poor students. 

8. Every child on admission in grade-1 shall be allotted a unique ID that will 

continue to remain with child throughout his or her academic career.  

After the discussion of the objectives and status of elementary education in the 

education policies of Pakistan, let us have an overview on the elementary education in the 

five year plans of Pakistan. 

2.8 Five Year Plans and Elementary Education in Pakistan   

The five year plans were presented after every five year in parallel with the 

education policies for providing development funds for the education sector.      

2.8.1   First Five Year Plan 1955-60 

In the first plan the following strategies were proposed for primary/elementary 

education:  

1. The amount allocated for primary education was Rs.50 million. 

2. Universal free primary education with four year primary school programme 

recommended instead of lower primary schools (three years) and upper primary 

school (two years).  

3. Girls should have the equal opportunities to primary education.  
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4. Constitution of district advisory board and local school management committee 

for the selection of teachers with the consultation of area education officer.  

5. Increase the number of trained teachers at primary level. 

2.8.2 Second Five Year Plan 1960-65 (for primary/elementary education) 

According to Bengali (1999), in the second plan no increase was registered in the 

number of trained teachers at primary level. In the second plan the amount allocated was 

Rs 65.40 million for the primary education out of the total allocation of Rs.395.5 million 

for the whole sector of education. During the period of five years only 27% amount was 

used for primary education. The target for achieving the goal of compulsory education for 

children of the 6-7 years of age group within 10 years time was fixed. It was planned to 

bring 56% of the primary school age children on rolls of schools during the plan period.  

2.8.3 Third Five Years Plan 1965-70  

In the third plan Rs. 68.5 million were provided for the universalisation of free 

and compulsory education by 1980. Emphasis was given on teacher training of teachers. 

 This Plan also envisions increasing the number of teachers and providing better facilities. 

2.8.4 Fourth Five Year Plan 1970-78 

It was called no plan period but comprehensive strategies under were adopted for 

universal primary education. Primary education was available for about half of nation‟s 

children. A number of illiterates were adding about one million a year. Free primary 

education was considered as the fundamental right of children. Rs. 444 million were spent 

through ADPs during 8 years. The objectives of this period were the following: 

1. To create a literate population and an educated electorate by mobilizing the nation 

and its resources. 

2.  To make the educational system more functional in terms of its contributions to 

productivity and economic growth. 

3. To remove the existing disparity in education services among the rural and urban 

population. 

4. To recognize the paramount importance of quality in education and the crucial 

role of teachers in raising standards of instruction. 
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5. To make optimum use of the available resources including physical facilities, at 

all levels. 

6. To strengthen and consolidate the programme of educational research and 

development planning. 

2.8.5 Fifth Five Year Plan 1978-83 

The purpose of this plan was universal free primary education. All boys of class-1 

were enrolled by 1982-83 and universal enrolment for the entire age group five to nine 

was attained by 1986-87. It was anticipated that the drop out rate decreased by 1%. The 

enrolment of girls would be increased from 33% to 45%. Teaching kits would be supplied 

to all the schools during this plan period. New schools were opened in the far off areas 

where no school was present for easy access to kids. Village and mohallah mosque would 

be used as schools. New building would be provided to newly opened schools. Rs 1413 

million would be spent on primary education but universalisation of free primary 

education was not achieved. Target were to provide physical facilities and reduce the drop 

out rate , improvement in quality education , teaching kit to be provided ,to establish 

private and community school . 

2.8.6 Sixth Five Year Plan 1983-88 

In this plan total allocation for primary education was Rs 7000 million and only 

Rs3533 million were used at the end of the period. The participation rate was targeted 

from 48% to 75% in primary schools. Participation rate was reached to 63.5%.    

2.8.7 Seventh Five Year Plan 1988-93 

It was anticipated that in 1992-93 almost all the boys and girls of the relevant age 

group would have access to at primary schools. Private sector would also be encouraged 

and involved in this campaign.  

2.8.8 Eighth Five Year Plan 1993-98 

By the end of plan period, all boys and girls of 5-9 years age would be enrolled in 

the primary schools. The reason of low participation was high drop out. The facilities 

would be improved by providing adequate shelter, furniture, and teaching aids. Campaign 

would be launched to persuade parents to send their children to schools.  
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2.8.9 Tenth Five Year Plan 2010-15: 

An attempt will be made in the Tenth Plan (2010-15) that under 25 years age 

group has an average of 10 years of education while tertiary enrolment also grows 

accordingly. Additional personnel, equipment, physical infrastructure and other financial 

flows will need to be arranged, with higher management and delivery capacity to achieve 

these goals. Further, greater access to quality education in both rural and urban areas will 

be a major aim of the Plan. 

1. Teacher to be the centre of educational reforms, removing teacher shortages; 

enhancing their salaries, status, along with pedagogical skills. 

2. Universal enrolment at primary level and completion of education for a minimum 

of ten years with gender and regional parity; and raising enrolment at tertiary level 

of education. 

3. Increase public expenditure on education to 4 per cent of GDP by 2015; with 

simultaneous enhancement in planning, management and delivery capacity of the 

education administrators. 

4. Ensuring relevance of curricula and educational practices to meet the needs of the 

society and the market  
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Part Two 

 

 

JOB SATISFACTION 

 

 

2.9 Concept of Job Satisfaction:  

In reviewing the literature the concept of job satisfaction can be clarified and 

defined in many ways. First of all it is imperative to define job, satisfaction, and then job 

satisfaction. 

2.9.1  Job  

According to Lexicon Webster Dictionary (1987, p. 525) job can be defined as, 

“A piece of work, especially, an individual piece of work done, responsibility; post of 

employment; or state of affair; a piece of public or official business carried through with a 

view to improper private gain; the object worked on; a task which demands uncustomary 

exertion; the process involved in accomplishing a task”. In the Collin‟s Dictionary (1992, 

pp. 832) job can be defined as, “an individual piece of work, an occupation, an object 

worked on or a result produced from working”. 

Dawis et al. (1982) says that a job is a set of different responsibilities that can be 

performed by a single person to contribute to the production of some product or service 

provided by the organization. Each job has certain ability requirements as well as certain 

rewards associated with it. 

Michael (1998) has mentioned the job as: 

“Job embodies an effort or bargain manifested in the contract of 

employment. It means a particular instance of the paid employment 

relationship. A job is an instrumental arrangement with non-

instrumental aspects. Involvement of employees in a work organization 

is always conditional upon a job‟s economic meaning. It is incumbent 

upon anyone who fears the dominance of this economic dimension to 

prove otherwise”. 
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In viewing the above definitions it can be concluded that job is a process involved 

in completing a task. Job may be taken as the end product or result of different efforts by 

individual or group of employees which are engaged for the economic purpose and 

resultantly people contribute to the organization.  

2.9.2 Satisfaction 

Job and satisfaction has very close relation to each other for better perfection in 

job satisfaction is important factor satisfaction can be defined as follows: According to 

new Lexicon Webster English Dictionary (1987, p. 888), “satisfaction is cause of 

pleasure, satisfying, or being satisfied; fulfillment or gratification, an opportunity to 

vindicate one‟s honor by fighting a duel”. In the Collin‟s dictionary (1992, p.1376) 

satisfaction is defined as:  

1. “The act of satisfying or state of being satisfied”.  

2. “Fulfillment of a desire”.  

3. “The pleasure obtained from such fulfillment”.  

In viewing these definitions satisfaction is a pleasure obtained from the job, it is 

state or condition, it is internal phenomenon which is pleasant feeling one gets from the 

job and can be measured.  

2.9.3 Job Satisfaction: 

After discussing the concept of job and satisfaction, the next stage is to define job 

satisfaction. It is the contentment of employees in respect to their job. Job and satisfaction 

are interrelated terms. There is no hard and fast rule that all persons are satisfied with 

their jobs. However if employees are satisfied with their jobs they can perform better both 

for themselves and organization. Different definitions of job satisfaction are given below:  

Smith et al. (1969) defined job satisfaction as the feeling an individual has about 

his or her job. A satisfied employee expresses his emotions with others in positive way. 

Locke (1969, p.316) gives a comprehensive definition of job satisfaction as “a 

pleasurable or positive emotional state resulting from the reaction and appraisal of one‟s 

job, job achievement, or job experiences”. Job satisfaction inspires an employee to do his 

duty or task willingly. Job satisfaction is an attitude the employees have towards their job. 

It is the total summation of all likes and dislikes of employees in the performance of job.  
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Vroom (1982) defined job satisfaction as workers‟ emotional orientation toward 

their current job roles. Some people take job satisfaction as psychological factor. Schultz 

(1982, p.287) defined job satisfaction as “the psychological disposition of people toward 

their work and this involves a collection of numerous attitudes or feelings”. 

Robbins (1991, p.39) define the job satisfaction as “A general attitude toward 

one‟s job; the difference between the amount of rewards workers receive and the amount 

they believe they should receive”. 

Davis (1991 p. 27) defined job satisfaction as “an individual‟s positive affective 

reaction of the target environment as a result of the individual‟s appraisal of the extent to 

which his or her needs are fulfilled by the environment”. 

According to Collin‟s Dictionary (1992, p. 832) job satisfaction is “the extent to 

which a person‟s hope, desires, and expectations about the employment he is engaged in 

are fulfilled”. 

Spector, (1997, p. 2) defined job satisfaction as “the extent to which people like 

(satisfaction) or dislike (dissatisfaction) their jobs”. This definition suggests job 

satisfaction is a general or global emotional response that individuals hold about their job. 

It describes how contented a person is with his or her job. Job design aims to enhance job 

satisfaction and performance; methods include job rotation, job enlargement and job 

enrichment. Other influences on satisfaction include the management style and culture, 

employee involvement, empowerment and autonomous work groups. Job satisfaction is a 

very important attribute, which is frequently measured by organizations. The most 

common way of measurement is the use of rating scales where employees report their 

reactions to their jobs. 

Shann (1998) described that the teacher job satisfaction is a predictor of teacher 

retention in the department, a determinant of teacher commitment, and in turn a 

contributor to school effectiveness.   

Job satisfaction is an indication of emotional wellbeing or psychological health 

(Begley, and Czajka (1999); Fox, Dwyer, and Ganster, (1999). 
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Griffin (2000) is of the view about the job satisfaction or dissatisfaction, an 

attitude that reflects the extent to which an individual is gratified by or fulfilled in his or 

her work. Extensive research conducted on job satisfaction has indicated that personal 

factors such as an individual needs determine this attitude, along with group and 

organizational factors such as relationship with coworkers and supervisors and working 

conditions, work policies, and compensation. A satisfied employee tends to be absent less 

often, to make positive contribution, and to stay within the organization. In contrast, 

dissatisfied employees may be absent more, may experience stress that disrupts 

coworkers, and may be continually looking for another job. 

Brokke (2002) reported that the job satisfaction affects the whole personality of 

individual. Job satisfaction includes several aspects of the life such as psychological, 

physiological and environmental.  

Fincham and Rhodes (2003) describe the job satisfaction as, if people claim to be 

satisfied with their jobs, what do they mean? They are usually articulating something 

more like a feeling about their job rather than their thoughts about it. Seeing job 

satisfaction as essentially an effective rather than cognitive response means the concept 

can be placed more squarely in a broader mental health context. Given the effect of lack 

of job satisfaction on mental health this enables useful links to be made with other areas 

such as stress research. Another benefit of placing job satisfaction in this broader context 

is the availability of measures used to explore an individual‟s well being. These can be 

usefully applied to assess an individual‟s affective response to his or her job. 

According to Newstrom (2007) the Job satisfaction is related to the feelings and 

emotions of employees at their work place. It is a set of favorable or unfavorable behavior 

patterns of people working in an organization. Job satisfaction has great impact on the 

progress of work. It directly relates to the out put of employees and overall system. In an 

education system, which deals with the development of human personality, the job 

satisfaction of teachers and administrators is of great importance. Job satisfaction is an 

affective attitude, a feeling of relative like or dislike toward something.  

Pettinger (2007) defines the job satisfaction as “intrinsic rewards attained by 

individuals in terms of the quality of their work, the range and depth of expertise used and 

the results achieved”. It also reflects the behavior of employees towards their job. 
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Yunus (2008) defines the job satisfaction as; “job satisfaction is all a workers 

emotional responses towards his organization and his job, when his expectations and 

realizations of these expectation are considered.” 

Robbins, Judge, & Sanghi (2009, p. 83) defines the job satisfaction as, “a positive 

feeling about one‟s job resulting from an evaluation of its characteristics”. A person with 

a high level of job satisfaction holds positive feeling about his job, while a person who is 

dissatisfied holds negative feelings about the job.  

2.10 Theories of Job Satisfaction 

There are several theories on job satisfaction in the literature, but Worrell (2004) 

classified theories in to three conceptual frameworks. The first is content theories, 

which suggests that job satisfaction occurs when one‟s need for growth and self-

actualization are met by the individual‟s job. These theories are concerned with the 

inner self of individuals. The second conceptual framework is often referred to as 

process theories. These theories attempts to explain job satisfaction by looking at how 

well the job meets one‟s expectations and values. These are also known as expectancy 

theories.  The third conceptual framework includes situational theories, which proposes 

that job satisfaction is a product of how well an individual‟s personal characteristics 

interact or fit together with the organizational characteristics. The details of these 

theories are as under:  

2.11 Content Theories 

The famous work in this framework is Maslow (1954) hierarchy of needs, growth, 

and self-actualization. Quoting Maslows‟ Pettinger (2007, pp. 557-559) said, 

“Traditionalist” views of job satisfaction were based on his five-tier model of human 

needs. 

1. Physiological needs: At the lowest tier, basic life sustaining needs such as water, 

food, and shelter were identified as physiological needs.  

2. Safety and security needs: The next level consisted of physical and financial 

security. Every person needs security for survival. 

3. Social needs: The third tier included social acceptance, belongingness, and love 

needs. Socially accepted persons feels fit in the society.  
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4. Esteem needs: The fourth tier incorporated self-esteem needs and recognition by 

one‟s peers.  

5. Self actualization needs: The top of the pyramid was reserved for self-

actualization needs such as personal autonomy and self-direction. 

This theory presents five basic levels of needs starts with psychological needs and 

moves till self actualization. With reference to person‟s life, this is a fair explanation of 

step by step, fulfillment of needs and promotion of performance and thinking. If the 

worker gets satisfaction from basic needs such as food, shelter, protection, which is 

directly related with their financial aspects or earning packages, they become more 

concerned with their jobs and their performance improves. In case of rewards, 

appreciation, acknowledgment, and recognition they develop more enthusiastic 

attachment and own their profession and try to maintain their identity. Their self esteem 

promotes and they move further and want to work for social welfare that is the entrance in 

self actualization phase of Maslow Hierarchy. These needs of an individual exist in a 

logical order and that the basic lower level needs must be satisfied before those at higher 

levels. Then, once the basic needs are fulfilled, they no longer serve as motivators for the 

individual. The more a job allows for growth and acquisition of higher level needs, the 

more likely the individual is to report satisfaction with his or her job. Furthermore, the 

success of motivating people depends on recognizing the needs that are unsatisfied and 

helping the individual to meet those needs.  

There are some researches on the theory of Maslow in the field of education: 

Porter (1962) developed a need satisfaction questionnaire on the basis of Maslow 

hierarchy of needs for the measurement of need satisfaction. He was of the view that the 

discrepancy between actual and desired need accomplishment is the index of job 

satisfaction.   

Sergiovanni (1967) used the modified form of need satisfaction questionnaire on 

educators. The research shows that the main need deficiency for all educators (teachers 

and administrators) were in esteem, autonomy and self actualization. When compare 

teacher with administrators, it was found that teachers show deficiency in esteem needs 

and administrators were reported more deficient in self actualization.  
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Kries and Milstein (1985) studied high school teachers and found that there was a 

significant relationship between the job satisfaction and need fulfillment.    

Quoting Frederick Herzberg, Pettinger (2007, pp. 557-559) says that the work 

itself could serve as a principal source of job satisfaction. His approach led to the 

aforementioned two-continuum model of job satisfaction where job satisfaction was 

placed on one continuum and job dissatisfaction was placed on a second. Herzberg‟s 

theory recognized that work characteristics generated by dissatisfaction were quite 

different from those created by satisfaction. He identified the factors that contribute to 

each dimension as „motivators‟ and „hygienes‟. The motivators are intrinsic factors that 

influence satisfaction based on fulfillment of higher level needs such as achievement, 

recognition, and opportunity for growth. The hygiene factors are extrinsic variables that 

such as work conditions, pay, and interpersonal relationships that must be met to prevent 

dissatisfaction. When hygiene factors are poor, work will be dissatisfying. However, 

simply removing the poor hygiene‟s does not connect to satisfaction. Similarly, when 

people are satisfied with their job, motivators are present, but removing the motivators 

does not automatically lead to dissatisfaction. Both motivators and hygiene‟s 

characteristics of the job are to be considered for the job satisfaction and dissatisfaction.  

Essentially, job satisfaction depends on the extrinsic characteristics of the job, in relation 

to the job‟s ability to fulfill ones higher level needs of self-actualization. Herzberg's 

Motivator or satisfiers and Hygiene dissatisfiers are presented as follows:   

 A: Hygiene Factors   B: Motivator Factors 

Policy and Administrators 

Supervision technical 

Salary 

Interpersonal Relation  

Working Conditions 

Advancement 

Achievement  

Recognition  

Work itself  

Responsibility  

Herzberg conducted his study on about two hundred accountants and engineers. 

The professional subjects in the study were asked two questions: 

1. When did you feel particularly good about your job- what turned you on? 

2. When did you exceptionally bad about your job-what turned you on?  
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Tabulating this good or bad feeling Herzberg concluded that job satisfiers are 

related to job content and job dissatisfiers are job context.  

Herzberg theory was also tested in the educational setting, Sergiovanni (1967) 

replicated Herzberg study with teachers and found motivators and hygiene factors were 

mutually exclusive. Achievement, recognition and responsibility were factors which 

mostly leading to job satisfaction. Interpersonal relations, policies and administrations 

were the factors leading to dissatisfaction.  

Holdaway (1978) studied job satisfaction of teachers and found that they were 

satisfied with recognition, responsibility, achievement, advancement, and job security. 

Working conditions, administration, policy and supervision were sources of 

dissatisfaction of teachers. However relationship of teachers with salary was sources of 

satisfaction and dissatisfaction.  

Herzberg theory was supported by Rolph (1976) who studied teachers at Georgia 

and same result was found by Rodney with Canadian teachers. Schmidt (1976) studied 

high school principals in Chicago and found two factor theory was strongly supported. 

The school administrators were very satisfied with recognition, achievement, and 

advancement.   

2.12 Process Theories 

According to Gruenberg (1979) process theories explain the job satisfaction as 

expectancies and values. It suggests that employees choose their behavior for the 

fulfillment of needs. In this regard Adams (1963) and Vroom (1982) become very 

important theorists. Adams‟ was of the view that people perceive their jobs a process 

model of inputs and outcomes. In the process model inputs are the factors like experience 

in the field, ability, and the effort applied for the work to be done. The outcomes are the 

thing like salary, recognition, and opportunities for advancement. It was based on the fact 

that job satisfaction is a result of employees perception that how they are treated fairly as 

compared to others. The fair treatment of employees is the “equity theory”. People bring 

certain inputs in to a job; expect certain outcome and wants fair return for their inputs. 

People want equity between inputs and outcomes. Equity theory proposes that people 

want social equity in the compensations of the work done. It means they feel satisfied 
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when input or contribution to the job and outcomes are adequate to that of their 

colleagues.  

According to Milkovich and Newman (1990) social equity is not a limited to other 

coworkers at the workplace. Its comparison often reaches into other organizations, which 

are considered as similar places of employment.  

According to Vroom (1964) job satisfaction is the interaction between personals 

and workplace variables. He included the element of workers expectations in his theory. 

The main points of his theory are: if employees put more effort and perform work well, 

they must pay well accordingly. If there appears any discrepancy between workers 

expectations and actual outcome than it results dissatisfaction. If workers received less 

than expected or they feel unfair treatment, it lead to dissatisfaction. If workers are over 

compensated, they feel guilty and this lead to dissatisfaction. Salary plays an important 

role in the job satisfaction. It is also an indication of personal achievement, organizational 

status, and recognition. Vroom places another factor of decision making of workers in the 

workplace. Vroom explained that employees have the choice to do or not to do job tasks 

based on their perceived ability to perform task and receive a fair compensation. Vroom 

theory consists of three variables: expectancy, instrumentality, and valence to explain 

scientifically the idea of job satisfaction. This is called the Vroom‟s formula of job 

satisfaction of employees in an organization.  

 Expectancy: It is the degree of confidence of a worker has the ability to do a task 

successfully in any organization. It also means an individuals‟ perception how he 

or she can complete a given task.  

 Instrumentality: It is the confidence of worker how he or she is compensated 

fairly for performing a task. Or it is degree of confidence of worker to get fair 

compensation upon successfully completed task. 

 Valence: It is third variable which shows that a person place a value on expected 

rewards.  

In the Vroom formula, every variable have a probability value, this model is 

multiplicative, and all three variables should have high positive values for job 

satisfaction. When all factors are high then worker feels satisfaction, and if any of these 

variable is missing a low performance expected and their motivation decreases.  
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There are however, a number of studies which underscored the importance of 

expectations in understanding job satisfaction. Scott and Wanous have indicated that 

giving individuals a more realistic job preview or realistic expectations of the 

organization they join and the role they will be playing has a positive effect on job 

satisfaction.    

2.13 Situational Theories 

According to Hoy and Miskel (2008) the situational theorist thinks that the job 

satisfaction of employees is influences by the interaction of task characteristics, 

characteristics of organizations and individual characteristics. Quarstein, McAfee, and 

Glassman (1992) gave the situational occurrence theory of job satisfaction. Job 

satisfaction consists of two factors: situational characteristic and situational occurrences. 

Situational characteristics factors are the things which considered by employees generally 

before accepting the job. These factors are pay, supervision, working conditions, 

advancement, and company policies which are present in the rules and regulation of the 

organizations. Situational occurrences are the factors which appear after joining the 

organization. These factors may be positive or negative or may be real or elusive. Positive 

occurrences might be extra vacations for doing exceptional work and negative occurrence 

might involve tools not working properly, or stressed colleagues, confusing email 

messages, and discourteous remarks from coworkers. Within this theoretical framework 

job satisfaction is the result of both the factors i.e. situational characteristics and 

situational occurrences.       

2.14 Theory of Work Adjustment   

The theoretical framework of the present study is based on the theory of work 

adjustment. According to Dawis (2000) this theory of work adjustment belongs to 

theories about person in an environment which are known as P-E theories. It shows a 

strong interrelation between Person and Environment. There are variety of „Es‟ like 

physical, school, work, family, home, social, or even one other person. The proposition 

behind these theories is the combination of P-E and has no relation with P or E variables. 

„Fit‟ and „interaction‟ are two constructions of these theories. Fit shows how much P 

characteristic are relate to E. it also refers that some persons have job required skills while 

some persons do not have these skills. The interaction means mutual give and take in a 
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work environment and good relation between worker and management. The combination 

of fit theory and interaction theory is called theory of work adjustment. Further Dawis 

(1992) states hat the psychology of person i.e. individual differences also affects the work 

adjustment theory. Those differences are known as traits. These traits are measure 

through correlation methods (Tinsley & Brown, 2000). The most important requirement 

of person is needs. For the fulfillment of these needs the P&E have parallel as E‟s 

requirements are met by P and P‟s are met by E, then comes the stage of satisfaction of P 

and E.  

Satisfaction is defined as a positive affective response between person (P) and 

environment (E) is called satisfaction while a negative affective response between person 

and environment is called dissatisfaction. 

Satisfactoriness is actually a satisfaction variable- E‟s satisfaction with P as 

worker and employee, and with P‟s performance in carrying out work duties and P‟s 

behavior as a member of work organization. 

The satisfaction further based on, job satisfaction, occupational satisfaction, and 

career satisfaction.  

The present study mostly deals with job satisfaction; this satisfaction is measured 

through questionnaire. The job satisfaction measures are of two types: global and facet. 

Global satisfaction is overall satisfaction or general satisfaction and facet satisfaction is 

for the work aspects or dimensions such as pay, working conditions, and ability 

utilization.  

Work adjustment project team Weiss et al developed MSQ with scale yielding 

scores for 20 facets, two factors intrinsic and extrinsic, and a general satisfaction but the 

researcher used only 20 facets and general satisfaction. The 20 facet are the following: 

Ability utilization, Achievement, Activity, Advancement, Authority, Education System 

Policies, Compensation, Co-worker, Creativity, Independence, Moral Values, 

Recognition, Responsibility, Security, Social service, Social Status, Supervision Human 

Relation, Supervision Technical, Variety, Working Condition. 

The theory of work adjustment is used to organize facts, aid conceptualizations, 

and suggest approaches to intervention. With the help of theory of work adjustment as a 

basic conceptual tool, one can tackle a variety of problems.  
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The theory of work adjustment can be useful in three steps: 

 Career development 

 Career choice 

 Career counseling 

Career development: Education literally means “bringing out.” What is to be “brought 

out?” From the earliest times, schools have focused on bringing out capabilities, on 

developing skills and abilities. Theory of work adjustment maintains that a focus on 

requirements as just as important as that on capabilities. TWA proposes that needs and 

values have to be acquired in the same way that skills and abilities are acquired.  

In addition to having appropriate skills, teachers and administrators should be 

aware their own needs and values, that is, their own reinforcement requirements. They 

should know how to assess their correspondence with various E‟s which in the schools 

setting include each of their pupils and their parents. Such knowledge might help them 

understand their differential effectiveness with different children.  

According to TWA human development is the unfolding of requirements (needs 

and values), capabilities (skills, abilities), and style. This unfolding depends on the degree 

of P-E correspondence experienced with E and P encounters. This relationship depends 

on the extent on opportunities. The opportunity means the access to Es that promote 

development. More development opens more doors to Es. Lack of opportunities retards 

the development. 

Career choice: It is the first step towards adjustment in the work.  Theory of work 

adjustment helps the individual to choose the career such that one can be satisfied or 

satisfactory. It also helps the individuals to choose what is beneficial to them.  Theory of 

work adjustment predictors, reinforcers-value and ability requirement correspondence can 

be used to narrow the list to choose the occupations. Through this theory individuals can 

gain awareness about the work to be done. The knowledge of individual needs, values, 

skills, abilities, and style characteristics can help in doing wise decisions. 

There are three steps in the career implementation: 

 Preparing for the career 

 Finding a starting position 

 Working up the career ladder 
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Usually in the career preparation attention is focused on the skills acquisition and 

skills required. This is very important part of career preparation, but theory of work 

adjustment divert the attention to the reinforcers the employee is to be faced in the 

occupation. 

This theory does say any thing about job finding, but it does apply when a person 

faces a decision about accepting a job offer or choosing from job offers. At this stage 

TWA provide a list of things to consider on reaching a decision.  

It is common practice in almost all organizations the person are promoted to the 

next higher position without required skills, TWA guides us to considered the skill 

requirements, ability requirements, and style characteristics to prepare the employees for 

higher levels. For example in the education department the professional teacher moves to 

the administrative positions without training. TWA suggests a list of things to attend to as 

the person climbs the career ladder.  

Career Counseling: The conception of satisfaction as mentioned in TWA makes it clear 

that perception plays a role in satisfaction/ dissatisfaction. It is important for dissatisfied 

workers to test reality in many ways. One of the better ways is to seek career counseling 

by competent counselor. 

1. TWA does provide a way to see things rationally, to get a comprehensive grasp of 

the situation and to generate possible approaches to problem. 

2. TWA tells the dissatisfied workers to examine to both antecedents and 

consequences, specifically the antecedents of P-E correspondence and 

consequences of P and E behavior. 

3. It also point to the basic approaches to adjustment open to P: activeness, by 

getting E‟s reinforcement and / or skill requirement and reactiveness, by changing 

P‟s need hierarchy and / or skill repertoire (Theory of Work Adjustment).   

2.15 Measuring Job Satisfaction 

 Spector (1997) explained that the job satisfaction is internal phenomenon. It 

cannot be measured directly. Indirect measurement methods are observation, interview, 

and completion of survey instrument. According to Pedhazur & Schmelkin (1991), 

questionnaires are preferred due to easy administration, without bias, confidential, and 
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less time. Stanton (2002) described that job satisfaction can be measured in a variety of 

ways. It can be measured with single item scale, general, multi item scale, or multifaceted 

scale. 

 Single-Item Job Satisfaction Measure  

Robbins (2009, p. 89) explained that the single global rating method is response to 

one item. The measurement of job satisfaction is carried out with a single item by asking, 

“All things considered, How satisfied are you with your job?” Responses can be from 

“very satisfied” to “very dissatisfied” with numbers from 1 to 5. The single item measure 

is not very time consuming, managers address problems easily. Wanous, Reichers, and 

Hudy (1997) supports the use of well-constructed single item scale. 

 General Satisfaction  

General satisfaction scale is used to measure the overall satisfaction level. General 

satisfaction can be used by summing up of facets or multiple items (Spector, 1997). The 

Scale available in the literature to determine the overall job satisfaction is Job in General 

Scale (JIG) (Gibson and Paul 1989). It is made up of descriptive phrases like “better than 

most” or adjective like “rotten”. In this scale respondents were asked to mark “Y” for 

Yes, “N” for No, and “?” for no decision or uncertain.  

 Facet- Specific Job Satisfaction Measurement 

 It is better to assess facet specific job satisfaction to identify and improve in the 

level of dissatisfaction. This can be made with the help of facet specific job satisfaction 

scales. There are many scales available in the literature, which are standardized and 

reliable. The details of some of theses are as under:  

1. Job Satisfaction Scale (JSS): According to Spector (1997) facet specific scale 

consists of the following nine specific aspects: pay, promotion, supervision, fringe 

benefits, contingent rewards, communication, coworkers, nature of work, and 

operating conditions. Each facet consist of four items in it 36 item scales.   

2. Job Descriptive Index (JDI): Smith, Kendall, and Hulin (1969) measure the job 

satisfaction with JDI. It consists of 90-item scale of five important facets of job, 

which are present job, pay, advancement, supervision, and coworkers. The 

respondents were asked to indicate +1 for “yes” -1 for “No” and 0 for “?” 



 

 

44 

  

3. Minnesota Satisfaction Questionnaire (MSQ): The team of Work Adjustment 

Project Industrial relation centre University of Minnesota (1967) developed the 

MSQ. The studies of job satisfaction began in 1957 and George England, Rene 

Dawis, and Lofquist published theory in 1964. It was revised in 1969 and 1977. It 

was based on the theory of work adjustment. In the MSQ manual the description 

of was given and the details are following: the MSQ was widely used to measure 

job satisfaction of employees. It is worldwide well-recognized and researched 

instrument (Green 2000). It is not gender biased instrument and can be 

administered to either groups or individuals. MSQ long form consists of 100 items 

of twenty dimension of the job. MSQ is widely used instrument carried out 

different approach, in this scale respondents rate the extent to which they are 

satisfied or not satisfied with different aspect of job, and higher scores reflected 

higher degree of satisfaction. There are twenty dimensions of job with hundred 

items of five point likert type format in it. It is self-administering instrument with 

instruction on the first page. There is no time limit for the completion but 

respondents can complete it within 15-20 minutes. Response choices for each item 

appear in front of each item with numbers 1, 2, 3, 4, and 5 in the boxes ranges 

from not satisfied to extremely satisfied options. The MSQ have twenty 

dimensions of the job, which are illustrated below with definitions. 

1. Ability Utilization: The chance to do something that makes use of abilities. 

2. Achievement: The feeling of accomplishment one gets from the job. 

3. Activity: Being able to keep busy all the time. 

4. Advancement: The chances for advancement on this job. 

5. Authority: The chance to tell other people what to do. 

6. Education Policies: The way, school system policies are implemented. 

7. Compensation: Feelings about pay in contrast to the amount of work completed. 

8. Coworkers: How one gets along with coworkers. 

9. Creativity: The opportunity to try one‟s own methods. 

10. Independence: The opportunity to work alone. 

11. Moral Values: The opportunity to do things that do not run counter to one‟s own 

conscience. 

12. Recognition: Being recognized for a job well done. 

13. Responsibility: The freedom to implement one‟s judgment. 

14. Security: The way a job provides for steady employment. 
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15. Social Service: Being able to do things in service to others. 

16. Social Status: Having respect for the community. 

17. Supervision Human Relations: The better relationship between supervisors and 

employees. 

18. Supervision Technical: The technical quality of supervision. Technical Know 

how of the supervisor. 

19. Variety: The opportunity to do different things on the job. 

20. Working Conditions: Physical aspects of one‟s work (light, heat, air, 

surrounding). 

2.16 Factors Affecting the Job Satisfaction 

Literature survey reflects that satisfaction or dissatisfaction among employees at 

their job is the main cause behind success or failure of any system or organization. It is 

happening and has happened as stated by Quarstein, McAfee, and Glassman (1992) that 

two job satisfaction factors which occurs after taking job which may be tangible or 

intangible: Situational Characteristics and Situational Occurrences. Pay, supervision, 

working conditions, promotional opportunities, and company policies come under the 

situational characteristics may cause dissatisfaction of employees at all level. Situational 

occurrences may be positive or negative. The positive situational occurrences may be 

extra vacation time, rewards and negative one may be faulty equipment or stressed 

coworker. Similarly, Vroom (1982) explained that employees would choose to do or not 

to do job tasks based on their perceived ability to carry out the task and earn fair 

compensation.  

The job satisfaction is affected by many factors. These factors have been 

mentioned in different studies by different researchers. According to Rocca and Kostanski 

(2001) challenging work, equal rewards, favourable working condition, and helpful 

coworkers play a vital role towards job satisfaction. Bavendam (2000) has identified the 

following six factors essential for job satisfaction: 

1. Challenging opportunities at work place 

2. Positive stress 

3. Good leadership 

4. Quality of work 

5. Fair rewards 
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6. Adequate freedom and authority 

The factors that influence job satisfaction are divided in to two main categories 

i.e., Intrinsic and Extrinsic factors. The intrinsic factors are those factors, which affects 

job satisfaction during performing of job. In the MSQ Manual, these factors are, Ability 

Utilization, Activity, Education Policy, Co-worker, Creativity, Independence, Moral 

Values, Security, Social Service, Social Status, Supervision-Human Relation, and 

Supervision-Technical. According to Ganzach (2002), the intrinsic satisfaction is more 

important than the salary satisfaction and the people give more preference to intrinsic 

satisfaction all over the world. 

Stewarts (2000) proposed that if the workers feel independent at their job place 

their performance and satisfaction outcomes increases with positive effects. Kirkman and 

Rosen (1999) suggested that the worker‟s autonomy has positive effect on satisfaction 

and performance. According to Cappelli (2000) the intrinsic rewards are interest in work, 

open communication, and promotions are important things the worker desire in their jobs.  

The extrinsic factors relate to the after work situation or away from work time. 

They have no direct influence on job satisfaction at work place. According to Weiss, et al. 

(1967) these factors are Achievements, Advancement, Authority, Compensation, 

Recognition, Responsibility, Variety, and Working Conditions.  

According to Choy, et al. (1993) the opinion of general public, researcher, and 

educators discourage the performance of teachers in education system.  

Tye & O‟Brien (2002) reported that the status of teacher in the society have 

negative effect on job satisfaction. Low salaries pay less attention towards teaching. 

Bright students do not adopt teaching profession due to low status career.    

Ponec and Broak (2000) described that Job satisfaction is influenced by a variety 

of factors such as, role demands, conflicting expectation, strict policies and administrative 

line of action. Several intrinsic and extrinsic factors affect job satisfaction. The intrinsic 

features of work are very contributing in producing job satisfaction (O‟Driscoll, and 

Randell, 1999). Some studies have focused on external factors or attributes that are 

external to job greatly influence job satisfaction (Ducharme and Martin 2000).  
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Miner (2004) observed that Herzberg five motivators (achievement, recognition, 

work itself, responsibility, and advancement) are conceptually and empirically related. 

When these elements are present in work, employees feel satisfied; their feeling become 

positive and performance increases.      

2.17 Benefits/Importance of Job Satisfaction Studies 

Job satisfaction studies are very important for the management because the 

managers need information about the employees‟ job satisfaction to make the right type 

of decisions such that they can prevent and solve problems of the organization. If job 

satisfaction studies are properly planned and administered, they will usually produce a 

number of important benefits, both general and specific. Job is the primary source of 

income and security. It indicates the status of employees within the organization and 

society. Some studies are presented to explain the importance of job satisfaction. 

According to Newstrom (2007) attitude studies provide opportunity to 

management an indication of general levels of satisfaction of employees in the 

organization. It indicates the specific areas of satisfaction and dissatisfaction of 

employees. It also provides information about a particular group of employee who are 

satisfied or not satisfied. It indicates the particular department for which employee feels 

satisfaction or dissatisfaction. Management knows affected areas. It shows the feeling of 

particular person about particular job. Flow of communication in all directions is 

improved by the satisfaction survey. It acts as safety valve for people to get things off 

their chests and later feel better about them. One of the main benefits is to explore the 

training needs for employees of the organization, what type of training required for the 

employees. It provide the feed back of the quality of supervision the way of delegating 

work and giving adequate instructions to the employees. It helps the managers to plan and 

monitors the programs. Satisfaction surveys provide the opportunity to all employees to 

express their viewpoint to the management for change.  

Santhapparaj (2005) described that the job satisfaction studies are very important 

because of their relevance to the mental and physical well being of workers. Work is 

important aspect of employees‟ life; people spend most of their time at workplace and it 

becomes the part of life. It is vital to know the job satisfaction factors to improve the life 
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of workers. Moreover, job satisfaction is also important to know the job related behaviors 

such as productivity, absenteeism, and turnover.  

Ghazi (2004) said that the importance of job satisfaction is crucial for managers and 

planners of any organization for at least four reasons: (1) there is clear evidence that 

dissatisfied employees skip work more often and are more likely to quit. (2) Dissatisfied 

employees are more likely to engage in negative behavior. (3) It has been established that 

satisfied employees have better health live longer and (4) satisfaction on the job carries over 

to the employee‟s life out side the job.      

According to Dormann and Zaqf (2001) there are two reasons to study job 

satisfaction in organizations. The job satisfaction is essential to know the factors leading to 

satisfaction, such as responsibilities, variety, communication requirements, and general 

working conditions. Job satisfaction is also important, because it is linked with the out come 

variables, such as absenteeism, inefficiency, counterproductive behavior, and lack of 

leadership. 

It is important to know the factors affecting job satisfaction and dissatisfaction. 

According to Rocca and Kostanski (2001) challenging work, equal rewards, favourable 

working condition, and helpful co-workers play a vital role towards job satisfaction. Tye 

& O‟Brien (2002) reported that the status of teacher in the society have negative effect on 

job satisfaction. Low salaries of teachers pay less attention towards teaching. Bright 

students do not adopt teaching profession due to low status and career development.   

Bavendam (2000) reported that job satisfaction is very important because their 

attitude towards job affected learning of the students. If teachers are satisfied then they 

perform well in the classrooms, their quality of work improved. They become more 

productive and show greater commitment to the school and job. The retention rate of 

teachers becomes higher.  

Spector (1997) explained three reasons for the importance of job satisfaction. The 

first reason is humanitarian values. On this ground, the employees‟ are treated with 

honour and self-respect. Assessment of job satisfaction tells the extent to which 

employees are treated well. High level of job satisfaction is the indicator of fair treatment. 

Second reason is based on the utilitarian viewpoint; the employee behavior is anticipated 

to affect the organizational operation according to employees‟ job satisfaction 
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dissatisfaction. Positive behavior shows satisfaction and negative behavior shows 

dissatisfaction. Job satisfaction can be the indicator of organizational operation is the 

third reason. Assessment of job satisfaction may recognize different levels of satisfaction 

among departments of organization and find the areas where improvement needed.  

2.18 Demographic Variables and Job Satisfaction 

Demographical variables have been studied in past to determine their effects on 

job satisfaction. Demographical variables describe the differences between individuals 

and characteristics of organization. These variables are examined in different studies to be 

aware of their effects on job satisfaction. There are several demographic variables such 

as, age, gender, location of school, qualification or degree status of respondents, 

experience in the service, and size of the school. In this study only two variables are taken 

into consideration i.e. Gender (male and female) and Location of school (urban vs. rural).     

2.18.1 Gender differences and job satisfaction 

There are three possibilities of job satisfaction while conducting research on this 

topic. These are first; females are more satisfied than males (Hoppock, 1935).  Males are 

more satisfied than females (Fitzpatrick, & White 1983). There is no difference exists in 

the job satisfaction of male and female (Iiacqua, 1995). 

Talib & Salaria (2009) investigated the job satisfaction of university faculty in 

Islamabad Pakistan, using woods faculty satisfaction dissatisfaction scale. They 

determined the relationship between overall job satisfaction and job motivator and 

hygiene factors. Both male and female faculty members in the universities were generally 

satisfied with job. No significant difference was observed between male and female. 

Work itself and relationships were the most motivating aspects for both gender but the 

aspect „salary‟ was least motivating. 

Jaieoba (2008) explored job satisfaction of secondary school administrators in 

Nigeria and found no significant difference between the job satisfaction of male and 

female administrators. However the mean score of female administrators were slightly 

higher than the male administrators show female were more satisfied than male.  
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Zhongshan (2007) explored the job satisfaction of elementary teachers in 

shanghai, china and found male elementary school teachers were more satisfied with 

compensation given than their female colleagues.  

Crossman and Harris (2006) conducted a research study on job satisfaction of 

teachers in the United Kingdom and revealed no significant difference among the male 

and female secondary school teachers. 

Ghazi (2004) explored the job satisfaction of elementary head teachers in district 

Toba Tek Singh Punjab and found female head teachers scored more than the male heads. 

Female principals were significantly more satisfied than their male counterpart was.  

Mahmood (2004) conducted research on secondary school teachers and found 

female teachers were significantly more satisfied than male secondary school teachers 

were with their jobs. 

According to Worrell (2004) there was no statistically significant difference 

between the job satisfaction of male and female school psychologists. The frequency of 

male to female is of consideration. Females in this profession are 76%. The number of 

females was less in the previous studies i.e. female to male ratio 60: 40. There is a gender 

shift in this profession. 

Stemple (2004) conducted research study on high school principals and found that 

male and female principals were satisfied with their jobs. There was no significant 

difference in job satisfaction; the mean score for male principals was higher than females. 

Brogan (2003) reported a significance difference between the job satisfaction of 

male and female principals. Male principals enjoyed a higher level of satisfaction than 

females.  

Ma & Macmillan (2001) studied the job satisfaction of Canadian school teachers 

and revealed a significant difference among the level of job satisfaction of male and 

female. The female teachers showed higher level of satisfaction with job.    

Green (2000) investigated the job satisfaction of community college chairpersons 

in the United States using MSQ and found that there was no significant difference 

between male and females.  
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MacMillan (1999) reported that gender differences were statically significant in 

favour of female teachers. Female teachers were more satisfied than their male 

counterparts. Job satisfaction of male teachers was influenced by organizational culture of 

school than a professional satisfaction of female teachers.      

Newby (1999) explored the job satisfaction of middle school principals in 

Virginia and found both male and female principals were satisfied with their jobs, 

however female principals were more satisfied than the male. 

According to Bishay (1996) there was a significant difference of job satisfaction 

among the male and female teachers in the United States. The female teachers were more 

satisfied than male. 

Regarding gender Konicek (1992) found female faculty members were more 

satisfied than male faculty during a community college faculty research. 

2.18.2 Location of School  

Location means the urban/rural setting of the respondents. There is less facilities 

in the rural areas of Pakistan, while in urban areas employees have better job 

opportunities, high standard educational institutions, better health facilities, transport, and 

better salary. Some studied in this regard are given in the following lines:  

Jaieoba (2008) explored job satisfaction of secondary school administrators in 

Nigeria and found no significant difference between the job satisfaction of urban and 

rural administrators. However, the mean score of urban administrators were slightly 

higher than rural.  

Bennell & Akyeampong (2007) indicated that the teachers working in the rural 

areas were less satisfied with their jobs than the teachers in the urban areas. 

Ghazi (2004) explored that urban head teachers were more satisfied than rural 

head teachers in the District Toba Tek Singh. 

Mahmood (2004) studied the job satisfaction of secondary school teachers and 

found there was no significant difference between the job satisfaction of urban and rural 

teachers.      
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Arnold, Seekins, & Nelson‟s (1997) findings show that urban educational 

professionals reported higher satisfaction than in the rural settings.  

Finley (1991) reported a significant difference between job satisfaction of urban 

and rural high school principals in Tennessee. The principals from the urban areas scored 

significantly higher than of rural areas. 

2.19 Sources of Job Satisfaction  

According to Robbins (1991) the sources of job satisfaction as dependant 

variables or factors conducive to employees are:   

1. Mentally challenging work. Employees tends to prefer jobs that gives them 

opportunities to use their skills and abilities and offer a variety of tasks., freedom 

and feedback on how well they are doing . These characteristics make a job 

challenging. Job with moderate challenge creates satisfaction among the 

employees.  

2. Equitable Rewards: Employees want pay system and promotion policies that 

they perceive as being just, unambiguous, and in line with their expectations. If 

employees are provided with good salary, they become satisfied but it is not a 

standard some people prefer job at less salary to work on the preferred working 

conditions or less demanding job. Similarly, employees feel proud on promotion 

to the next level, in this way personal growth occurs and their social status 

increases. If they feel fairness in promotion policy and practices, they become 

satisfied. 

3. Supportive Working Conditions. Employees are more concerned with their 

working environment for their personal comfort. Studies show that the employees 

prefer their working conditions, which are supportive and harmless.  Light 

temperature noise and other environmental factors should not be at extreme. 

Employees prefer better physical conditions. Most of the employees prefer to 

work near their homes, in clean area, and with modern facilities. The equipment 

and tools pay much to the job satisfaction.  

4. Supportive Colleagues. Employees are more conscious about their colleagues.   

Friendly and supportive colleagues or coworkers lead to increase the job 
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satisfaction. The behavior of manager is also affects the satisfaction level. Job 

satisfaction increases when the employees were treated fairly. A Job satisfaction 

increases, when the supervisors praise the workers. 

2.20 Causes of Job Dissatisfaction  

According to Robbins (2009) some of the main causes of dissatisfaction are the 

following: 

1. Exit: Dissatisfaction expressed through behavior directed towards leaving the 

organization.  It includes the search for new positions and resigning from the 

present job or position. 

2. Voice: It is the expression of dissatisfaction through active and constructive 

attempts to improve the conditions of organization. It also includes the 

suggestions for improvement, discussions on problems, and some form of union 

activity.  

3. Loyalty: It is passive waiting for conditions to improve. It includes the speaking 

up for the organization in the face of external criticism and trusting the 

organization and its management to “do the right things.” 

4. Neglect: Passively allowing conditions to go downhill. It includes chronic 

absenteeism or lateness, reduced efforts, and increased error rate.  

There are so many and varied causes of job dissatisfaction ranging from employee 

to employee. Noe (2004) describe the job dissatisfaction as the bad feeling of individuals 

about the job. It is important to know the personality differences; personal qualities are 

associated with the dissatisfaction. The aspects leading to dissatisfaction are the 

following:  

1. Personal disposition. Personal characteristics are the causes of dissatisfaction, 

there are two reasons for the personal disposition. A) Negative affectivity: low 

level of satisfaction of life aspects compared with people feeling and B) core 

Self-evaluation: it is the bottom line opinion of individuals about themselves.  

2. Tasks and Roles. Complex degree of physical strains : 

I. Role Ambiguity 

II. Role conflict 
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III. Role overload. 

3. Supervisors and Co-workers: supervisors produced dissatisfaction; they did not 

value the personals and did not pay any attention to the opinion of employees. 

There are some studies which show the causes of dissatisfaction of employees 

about their job. Albanese (2008) indicated that job dissatisfaction is associated with 

compensation (monthly salary), incompetent administrators, and lack of friendly 

relationship with co-workers. Salary and technically incompetent administrators are the 

major factors causing dissatisfaction among the employees. This implies that the 

dissatisfaction is associated with managerial incompetence. Similarly, Robbins (2003) 

said that the „hygiene‟ factors of Hertzberg two factor theory leading to dissatisfaction, 

which include pay, working conditions, security, company policies, quality of supervision 

and relationship with co-workers. 

Ghazi (2004) conducted a research study on elementary Headmasters in District 

Toba Tek Singh the Punjab, Pakistan and raises concerns about the job satisfaction of 

elementary headmasters who shoed low level of satisfaction with four aspects of job i.e. 

working conditions, compensation, social status, and education policies. 

Shann (2001) reported that teachers were dissatisfied with their level of 

participation in decision making.  They are not provided opportunities in decision making 

which make them dissatisfied with the job.  

2.21 Research Studies on Job Satisfaction 

2.21.1 Research Studies in Malaysia 

Jusoff and Fauziah (2009) explored the job satisfaction of academic staff in the 

Malaysian public Universities by using 7-item general satisfaction scale during a survey 

to determine level of job satisfaction. The academic staff of public universities showed a 

moderate level of job satisfaction. Moreover current status, marital status, age, and pay 

have significant effect on the level of job satisfaction of respondents. 

Abdullah, et.al. (2009) explored the job satisfaction of secondary school teachers 

in Tawau region of Sabah, Malaysia. A sample of 200 hundred SST participated and the 

study revealed that the secondary school teachers were generally satisfied with their. 

There was a significant relationship between the job satisfaction and gender. It was also 
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found that male teachers were more satisfied than females. Graduate and senior teachers 

were more satisfied. The respondents were not satisfied with two dimensions i.e., pay and 

working conditions.      

Santhapparaj and Alam (2005) explored the job satisfaction among academic staff 

in private universities in Malaysia. The results of this study shows that the was a 

significant positive association of job satisfaction with pay, promotion, working 

condition, and support of research, while fringe benefits and support of teaching have 

negative effect on job satisfaction. It was also indicated that female staff was more 

satisfied than male staff.     

2.21.2 Research studies in Africa 

Jaiyeoba and Jibril (2008) conducted a study of job satisfaction of secondary 

school administrators in Kano State, Nigeria. Findings of the study shows that there was 

no significant difference of job satisfaction level of male and female administrators, urban 

and rural, public and private administrators. The significant difference of job satisfaction 

level was found in the years of experience, age, marital status, school size, and 

qualification of administrators.  

Mhozya (2007) explored the extent to which incentives influences primary school 

teachers‟ job satisfaction in Botswana. Findings show that a significant number of 

teachers were not satisfied with the salary as compared with the workload. They showed 

displeasure with the ways of promotions. It largely depends on the recommendations of 

headteachers, which were confidential and corrupt. Teachers did not link incentives with 

gender matters. 

2.21.3 Research studies in China  

Jiang (2005) conducted a research study titled “the influencing and affective 

model of early childhood teachers‟ job satisfaction in China.” The results show that 

organizational commitment and teachers‟ involvement in curriculum reforms are the 

factors, which affect the teacher‟s job satisfaction. It is important intermediate variable to 

influence on teachers professional commitment.  
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Chen, et.al. (2006) studied the job satisfaction of higher education teachers in the 

Chin-Min University at Taiwan, China. They found that majority of teachers show serious 

concerns with the financial satisfaction and fair promotion system. 

2.21.4 Research studies in Bangladesh  

Alam et al. (2005) explored the job satisfaction of university woman teacher in 

Bangladesh and the results indicated that female faculty was more satisfied than their 

counterparts. Females were found more satisfied with the job aspects: promotion, fringe 

benefits and support of teaching. They were less satisfied with interpersonal relations 

with colleagues. The results also revealed that job satisfaction is not independent in all 

aspects and satisfaction with one aspect might lead to another aspect.  

Tasnim (2006) conducted a research to analyze the job satisfaction among female 

teachers in a Government run primary schools in Bangladesh. She found that some factors 

affect the job satisfaction of both male and female teachers. The factors which affect were 

salary, career prospects, academic qualification, management, supervision, working 

environment and culture. It was found that both male and female teachers were 

dissatisfied but females were more dissatisfied than their male counterparts.  

Akhtaruzzaman, Clement, & Hasan (2011) identify the level of job satisfaction 

among teachers of technical training centers in Bangladesh. The study revealed that some 

factors like salary, promotion to higher level, facilities, teaching workload and provision 

for higher education and training caused dissatisfaction among technical teachers. Other 

factors like administrative support, working condition, social status, residence facilities in 

the campus and transfer policy did not cause much in this regard.  

Mamun, Hossain, & Islam (2005) explored and compared the job satisfaction of 

senior level executives in Dhaka city, Bangladesh. It was found that the work itself was 

the factor to satisfy the executives, both male and female showed no significant difference 

of job satisfaction. Male executives were less satisfied with pay benefits than female. 

However, a significant difference of job satisfaction found with red-tapism among male 

and female executives.   
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2.21.5 Research studies in America  

Horn-Turpin (2009) explored the job satisfaction of special education teachers in 

the region seven of commonwealth of Virginia. Finding shows that administrative support 

was significantly related to job satisfaction. Teachers efficacy was also correlated to the 

job satisfaction, higher the sense of teacher efficacy show higher level of job satisfaction. 

The highest correlation was found between the job satisfaction and organizational 

commitment.    

Boeve (2007) conducted a national study on job satisfaction among faculty 

physician assistant education in Michigan University. Overall physician faculty was 

satisfied with their jobs. They were least satisfied with their salaries. Experience as 

faculty physician was significant predictor for overall job satisfaction. 

Cobb (2004) studied job satisfaction and emotional intelligence in public school 

teachers in Kentucky and found that the emotional intelligence play a role in the teachers‟ 

perception of job satisfaction. Finding shows that there was a correlation between job 

satisfaction and emotional intelligence and years of service.  

Castillo and Cano (2004) explored the factors explaining the job satisfaction 

among faculty at the College of Food, agriculture, and Environmental Sciences at The 

Ohio State University. Faculty was overall satisfied with their job. Female faculty embers 

were less satisfied than male faculty members. The aspect “the work itself” was the most 

motivating factor and “working condition” was the least motivating factor. Aspects 

“recognition,” “supervision,” and “relationships” explained variability among faculty 

members.  

Stemple (2004) explored the job satisfaction of high school principals in Virginia. 

The finding shows that the principals were generally satisfied with their jobs. They were 

least satisfied with the aspect of job compensation while high satisfaction level was 

observed with the aspect the social service. The principals were significantly more 

satisfied with the jobs that have three assistant principals than the others.   

Job satisfaction of school psychologists of Virginia State USA was studied by 

Worrell (2004) and found that 90% of school psychologists were satisfied or very 
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satisfied with their jobs. Respondent were more satisfied with security, independence, and 

creativity. They were not satisfied with policies, and way of promotion on job. 

Lanzo (2003) studied job satisfaction level of middle school teachers in New 

Jersey, the results shows that teachers were dissatisfied with the aspect of salary and 

advancement but they were satisfied in general. It was mentioned that the role of building 

level administrator influenced a lot in creating high level of job satisfaction among the 

teachers. The teachers who have the ability to express their views to the administrator 

were more satisfied with teaching profession and have stronger commitment to school 

mission. 

DeMato (2001) studied job satisfaction of elementary school counselors in 

Virginia, she found that overall counselors were satisfied with their jobs they felt most 

satisfaction with six dimensions i.e. social service, moral values, creativity, activity, 

variety, and ability utilization while they were least satisfied with three dimensions i.e. 

compensation, company policies, and advancement, job security was the fourth least 

satisfier. 

McCann (2001) studied job satisfaction among, Directors of classified personnel‟s 

in merit system in California Public School District. It was found that Directors were 

generally, intrinsically, and extrinsically satisfied with their jobs. There was no significant 

relationship found between job satisfaction and age, degree attainment, experience, size 

of district, responsibility, and salary level.  

Green (2000) conducted a research study on job satisfaction of the chairpersons 

working in community college in the United States. The findings of research show that 

community college chairpersons were satisfied with their jobs. Social service, 

achievement, and creativity were the areas of highest satisfaction level, while company 

policy, compensation, and advancement show least satisfaction with the job. Satisfaction 

increases with the number of staff. 

Sweeny (2000) conducted research study on employees‟ assistance program 

professionals in United States using MSQ. The findings show that EAP professionals 

were a moderately satisfied with their jobs. The demographic variables like age, gender 

location, and race had no statistically significant impact on job satisfaction.    
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Newby (1999) explore the job satisfaction of middle school principals in Virginia 

and found satisfied in general with their positions. She studied the demographic variable 

with the job facets and found principal from small schools show low satisfaction with 

advancement, compensation, and independence. Men and woman, urban rural, and age 

contributed a low satisfaction with compensation. 

Waskiewicz (1999) conducted a research study on the job satisfaction of 

secondary school assistant principals in Virginia State and the results show that assistant 

principal were slightly satisfied with their jobs. They were not as interested in the job as 

mentioned in previous studies. They were not satisfied with the duty they perform. Their 

intrinsic or general job satisfaction was not affected by the factors like age, salary, and 

advancement. Supervisor relations affected assistant principals‟ satisfactions with these 

three factors. Except supervisor relation, no other factors affect the job satisfaction 

significantly.  

Sutter (1996) determines the job satisfaction of secondary school assistant 

principals in Ohio State using MSQ. The findings show that assistant principals were 

more satisfied with dimensions of job recognition, advancement, and ability utilization.       

Torres (1992) explored work value and job satisfaction of minority professionals 

in community colleges and technical institutions in Texas. MSQ was employed to explore 

the job satisfaction and found the population was satisfied with activity and social service. 

Adcock (1991) studied the job satisfaction of education superintendents in 

Arkansas and found them satisfied with their jobs. Overall mean of job satisfaction was 

83.2% as measured by MSQ.  

Kirk (1990) explores the job satisfaction of elementary school counselors in 

Virginia using MSQ. The results of the study indicated most of the school counselors 

were satisfied with their positions. Only six percent population was dissatisfied. Kirk also 

found that the school counselors were satisfied with twenty dimension of job as 

mentioned in the MSQ. Creativity and social service was the dimension, which shows 

highest mean value and policy, compensation and advancement were at the bottom in the 

hierarchy of dimensions. 
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2.21.6 Job Satisfaction Studies in Pakistan  

Ghazi et al. (2010) conducted a research study on the job satisfaction of university 

teachers in North West Frontier Province of Pakistan and found university teachers were 

generally satisfied with their jobs. However, teachers show neutral response with job 

dimensions: working conditions, supervision technical, policies, recognition, and 

advancement. They were satisfied with job dimensions: variety, colleagues, morale 

values, activity, ability utilization, social status, security and achievement.  

Ahmad & Islam (2011) studied the relationship of motivation and job satisfaction 

of academic and administrative staff working in the universities situated in the Lahore 

city, Pakistan. Three facets of job satisfaction i.e. working conditions, recognition and 

compensation were studied and found a positive and significant relationship with 

motivation. It was also found that motivated workers were more satisfied with their jobs.   

Din, Zaman, & Nawaz (2010) conducted a research study on the impacts of 

demographic variables on job satisfaction of academicians in universities of NWFP, 

Pakistan. The finding of the study show that three demographic variables: designation, 

university sector, and gender have been recorded significant in their impact on the 

respondents‟ attitude towards factors of job satisfaction.   

Malik (2010) indicated that faculty members of university of Balochistan were 

generally satisfied with their jobs. Female faculty was more satisfied than their male 

counterpart. The whole faculty was more satisfied with “work itself” and least satisfied 

with the “working condition”. 

Ghazi (2004) conducted a research study on elementary Headmasters/Principals in 

District Toba Tek Singh the Punjab, Pakistan. MSQ long form was used to measure the 

satisfaction level. He found that elementary headmasters were generally satisfied with 

their jobs. They were slightly satisfied with four dimensions i.e. working conditions, 

compensation, social status, and education policies. The headmasters were very satisfied 

with dimensions, moral values and activity. Younger and old female headmasters were 

significantly more satisfied than male headmasters were with all the dimensions of job. 

Mahmood (2004) explored the job satisfaction of secondary school teachers in the 

District Sargodha Punjab, Pakistan. He used MSQ for the study. The results showed that 
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secondary school teacher were less satisfied with compensation, advancement, working 

condition, supervision human relation and education policies. He also found that female 

teachers were more satisfied with their job than male. 

Siddique, et al. (2002) determines the job satisfaction level of lecturers of public 

colleges in the Faisalabad city, Pakistan. The results show that they were not fully 

satisfied with the aspects of job the existing pay scales, security of service, advancement, 

fringe benefits, and social status. 

Khan (1999) explored the job satisfaction of teachers of private and government 

secondary schools in Karachi city Pakistan. The findings show that teachers were 

generally satisfied with their jobs. However, private school teachers were more satisfied 

relating to overall satisfaction than government teachers. Government teachers felt greater 

satisfaction with the aspect „pay‟ and „security‟ than the private teachers did. Female 

teachers of both the sector were more satisfied than male with pay.      

A research on job satisfaction in other than education is presented. Rahman, et al. 

(2008) explored the turn over intention of the IT professionals in Islamabad and 

Rawalpindi city Pakistan. They found the causes of turn over were job satisfaction and 

organizational commitment. 

 



 

 

 

CHAPTER 3 

 

 

RESEARCH METHODOLOGY 

 

 

Satisfaction/dissatisfaction of employees in the jobs causes success or failure of 

any system/organization. Vroom (1982) explained that employees would choose to do or 

not to do job tasks based on their perceived ability to carry out the task and earn fair 

compensation. Job satisfaction has been a big question mark since long in Pakistan. Job 

satisfaction has not given a due importance all over the world, particularly in developing 

countries like Pakistan. This study focuses to explore the job satisfaction of academic and 

administrative staff working in the Elementary Education Punjab, Pakistan. This chapter 

consists of design methodology of this research study. The description of population, 

sample, details of questionnaire used, reliability of questionnaire, the details of method 

which was used to collect the data and method of analysis of data is presented in this 

chapter. The research questions for this study were following: 

1. What is the job satisfaction of overall academic and administrative staff of 

elementary education?  

2. What is the job satisfaction of overall academic and administrative staff of 

elementary education District Rawalpindi? 

3. What is the job satisfaction of overall academic and administrative staff of 

elementary education District Sahiwal? 

4. Is there a significant difference of job satisfaction of academic and administrative 

staff of elementary education District Sahiwal and Rawalpindi?  

5. Is there a significant correlation of job satisfaction between academic and 

administrative staff of elementary District Sahiwal and Rawalpindi?   

3.1 Research Design  

The study is descriptive (comparative) in nature utilizing survey method to collect 

data from the respondents. Descriptive researches involve data collection in order to test 

hypotheses or answer the research questions. The survey is used in most of the studies in 
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social sciences for the collection of data. The job satisfaction studies are usually done 

with the help of questionnaires; therefore survey was conducted to collect the data from 

the sample for the present study. The respondents were academic and administrative staff 

of elementary education of the Punjab province (Rawalpindi and Sahiwal Districts).  

Borg and Gall (1989) describe that the descriptive research studies have 

contributed a lot to the understanding of the current status. What is currently happening in 

the schools?  

Koul (2007) explains that the descriptive method tells about what exists at present 

by determining the nature and degree of existing conditions. Descriptive research studies 

are designed to obtain relevant and specific information regarding the current status of 

happenings and, whenever possible, to draw valid general conclusion from the facts 

discovered. The descriptive investigations are of immense value in solving problems 

about children, school organization, supervision and administration. 

Hence, this survey study was designed to explore the job satisfaction of academic 

and administrative staff working in the elementary education system in the two districts 

of Punjab province, i.e. Sahiwal and Rawalpindi. The variables like gender, age, 

qualification, and years of experience, school location, and job title were also considered.  

Correlation of male and female academic and administrative staff of Sahiwal and the 

male and female academic and administrative staff of Rawalpindi was explored.  

Significant differences between job satisfaction of academic and administrative staff were 

also explored.  

3.2 Population 

According to Government of Pakistan Ordinance (2001) the Devolution of 

Powers, the school education has gone under the District Government. Considering this 

devolution plan researcher intends to study at district level. Although one district is 

sufficient for the research study but researcher chooses two districts from different 

geographical regions, Punjab province is geographically divided in to upper (northern) 

Punjab and lower (southern) Punjab. On the basis of different geographical distribution 

one district from each region was taken to make the study comprehensive such that the 

study can be generalized at the whole Pakistan. In Pakistan elementary education in the 
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public sector have the same structure and curriculum throughout the country, because the 

policies and curriculum are formed at the national level.  

Table No: 3.1 Overall Picture of Population  

Title 
DISTRICT RAWALPINDI DISTRICT SAHIWAL 

Male Female Total Male Female Total 

Assistant Education Officers 20 18 38 13 13 26 

Headmaster (SST/SSE) 91 121 220 87 164 251 

Teachers (ESTs) 282 232 514 190 215 405 

Source: District Education Officers Sahiwal and Rawalpindi (2009) 

There were 258 administrators including (38 Assistant Education Officers, 220 

head teachers) and 514 Elementary School Teachers working in the District Rawalpindi. 

Similarly 277 administrators including (26 Assistant Education Officers, 251 head 

teachers) and 405 Elementary School Teachers were working in the District Sahiwal All 

the male and female, urban and rural academic and administrative staff of elementary 

schools District Rawalpindi and Sahiwal included in the population.  

3.3 Sampling 

According to Gay (2009, pp.125), “stratified random sampling is a way to 

guarantee desired representation of the relevant subgroups within the sample, means the 

population can be divided in to subgroups or strata”. According to Gay 10% of population 

is sufficient for study to generalize on the whole population, but the researcher took more 

than 50% of it. To pick a representative sample for the study simple stratified random 

sampling technique is adopted because, the Punjab province consists of two geographical 

regions.  

The process of sampling carried out for this study is as under:  

1. Punjab province is divided in to two regions i.e. northern Punjab and southern 

Punjab. Each region of Punjab province is taken as one stratum. 

2. From each stratum one district was taken randomly on convenient basis. 

3. From each district i.e. Rawalpindi and Sahiwal the elementary schools were taken 

as sub stratum on rural urban basis. 
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4. The rural and urban schools were again divided in to sub groups on the basis of 

gender i.e., male and female stratum.  

5. From each rural-urban, male-female, strata of elementary schools, 140 elementary 

schools from district Sahiwal and 160 elementary schools from District 

Rawalpindi were taken randomly.  

6. From these Elementary schools, 160 headmasters/headmistresses, 320 teachers 

and 38 Assistant Education Officers from District Rawalpindi were taken 

randomly as sample.  

7. 140 headmasters/headmistresses, 280 teachers and 26 Assistant Education 

Officers from District Sahiwal were randomly taken. 

The details of sample are given below in the flow diagram and table.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

From the Elementary schools of district Rawalpindi and district Sahiwal working 

under the District Education Officers male and female elementary education, one hundred  

Figure 3.1 Sample of the study 

  

    Punjab Province  

Zone - I 

Northern Districts 

Zone - II 

Southern Districts 

Rawalpindi District 

(160) Schools 

Sahiwal District 

(140) Schools 

40Urban 

Schools 

120Rural 

Schools 

10 Urban 

Schools 

130 Rural 

Schools 

16 

Male 

Schools 

24 

Female 

Schools 

60 

Male 

Schools 

 

60 

Female 

Schools 

 

04 

Male 

Schools 

 

06 

Female 

Schools 

 

60 

Male 

Schools 

 

70 

Female 

School

s 

 



 

 

66 

  

Table No: 3.2 Overall Picture of Sample  

Title 

DISTRICT RAWALPINDI DISTRICT SAHIWAL 

Male Female Total Male Female Total 

AEO,s* 20 18 38 13 13 26 

Headmaster 80 80 160 60 80 140 

Teachers 160 160 320 120 160 280 

AEO,s*: Assistant Education Officers 

 From the Elementary Schools of District Rawalpindi and Sahiwal working under 

the District Education Officers male and female elementary education, 160 male and 

female headmasters/headmistresses, 320 elementary school teachers and all 38 Assistant 

Education Officers from District Rawalpindi and 140 male and female 

headmasters/headmistresses, 280 elementary school teachers and 26 Assistant Education 

Officers from district Sahiwal were randomly taken on urban-rural basis.  

In District Rawalpindi and Sahiwal male and female administrative offices are 

separate under the District Education Officer (Elementary M&F). There is a Deputy 

District Education Officer (EE-M&F) in each Tehsil and Assistant Education Officers at 

Markaz (area) level, who is responsible for inspection and supervision of the elementary 

schools. The flow diagram of administrative hierarchy is given below: 

    

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3.2.  Administrative Flow Chart at District Level  
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The sample selection was to ensure that all the staff (academic and administrative) 

has at least some experience in the elementary education and they were able to asses their 

job satisfaction. 

3.4 Instrument of the Study  

This survey type study is aimed to explore the job satisfaction of elementary 

school administrators and teachers. For this purpose globally many questionnaires have 

been developed in the past such as JDI (Job Description Index), MSS (Minnesota 

Satisfactoriness Scale), MJDQ (Minnesota Job Description Questionnaire) and MSQ 

(Minnesota Satisfaction Questionnaire). The MSQ (1967) was considered as most 

suitable to use in Pakistani culture. Its‟ suitability is evident as it was already used by 

Ghazi (2004) for his study on job satisfaction of headmasters of elementary schools at 

district Toba Tek Singh Punjab Pakistan, and Mahmood (2004) on secondary school 

teachers in the district Sargodha Punjab. The MSQ (Minnesota satisfaction questionnaire) 

long form along with the data sheet was used for this study. Questionnaire has advantages 

over other descriptive methods like interview and observations. A wide range of problems 

could easily be encounter with the help of questionnaires in the job satisfaction studies. 

Questionnaires are carefully constructed to obtain reliable data. According to Gay (2009) 

a questionnaire as compared to interview is much more efficient for data collection, it 

requires less time, is less expensive, and permits collection of data from a much lager 

sample. Wilson & McLean (1994) said that the questionnaire is a widely used and useful 

instrument for collecting survey information, providing structured, often numerical data, 

being able to be administered without the presence of researcher, and often comparatively 

easy to analyze.  

Questionnaire used for this study consists of two parts i.e. individual data sheet 

and hundred items of Minnesota Satisfaction Questionnaire (Appendix E). Each part is 

described below:  

Part-1: Individual Data Sheet  

Individual data sheet was the part of original MSQ. It was used to collect the 

demographic information of the respondents who took part in the study. These variables 

are cited below with their definitions. 
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Gender: It refers to the sex of the respondents of study. This was measured by asking 

Check one: 1. Male 2. Female 

Age: It is the total length of life of respondents. This variable was measured by asking, 

when were you born? 

Qualification: It refers to the academic qualification of respondents. The respondents 

were given choices that circle the number of years of schooling you completed.  

Job title: It is the designation of the employees, like Assistant Education Officers, 

Headmasters/Headmistresses, or Teachers.  

Experience: Number of years completed or length of service in the education department 

by respondent as teacher or administrator. 

Location of school: It refers to the locality of school whether urban or rural. Researcher 

collected and arranged the questionnaires according to the locality without mentioning in 

the questionnaire.  

The second part of MSQ (Minnesota Satisfaction Questionnaire) long form 

consists of hundred items of twenty dimensions of job. 

Part-2: The Minnesota Satisfaction Questionnaire (MSQ) 

 The MSQ was developed by the team of Work Adjustment Project Industrial 

relation centre University of Minnesota (1967). The studies of job satisfaction began in 

1957 and theory of work adjustment was published in 1964 by George England, Rene 

Dawis, and Lofquist. It was revised in 1969 and 1977. Minnesota Satisfaction 

Questionnaire was developed on the basis of   theory of work adjustment. Dawis and 

Lofquist (1984, pp. 54-55) defined work adjustment as “the continuous and dynamic 

process by which the individuals seek to achieve and maintain correspondence with work 

environment”. They also defined correspondence as “a relationship in which the 

individual and the environment are corresponsive or mutually responsive”. These work 

adjustments lead to satisfaction, satisfactoriness, and tenure. 
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The MSQ is widely used to measure job satisfaction of employees as Green 

(2000) said MSQ is world wide well recognized and researched instrument. It is not 

gender biased instrument and can be administered to either groups or individuals. 

MSQ long form having 100 items of twenty dimension of the job carried out 

different approach as the respondents‟ rate the extent to which they are satisfied or not 

satisfied with different aspect of job. Higher scores reflected higher degree of satisfaction. 

There are twenty dimensions of job with hundred items of five point likert type format in 

it. It is self administering instrument with instruction on the first page. There is no time 

limit for the completion but respondents can complete it within 15-20 minutes. Response 

choices for each item appear in-front of each item with numbers 1, 2, 3, 4, and 5 in the 

boxes ranges from not satisfied to extremely satisfied options. MSQ was copy righted 

questionnaire, researcher sought one hard copy of questionnaire and a permission letter to 

use and translate in to Urdu from the Vocational Psychology Research Department 

University of Minnesota by surface mail (Appendix-A & E). Researcher discussed 

questionnaire with supervisor and made changes at few places. Company policy was 

changed in to Education policy. Hence, the questionnaire was found fit to use in Pakistani 

context.  

The MSQ have twenty dimensions/aspects of the job, which are given below: 

1 Ability utilization The chance to do something that makes use of abilities. 

2 Achievement The feeling of accomplishment one gets from the job. 

3 Activity Being able to keep busy all the time. 

4 Advancement The chances for advancement on this job. 

5 Authority The chance to tell other people what to do. 

6 Education Policies The way school system policies are implemented. 

7 Compensation Feelings about pay in contrast to the amount of work 

completed. 

8 Coworkers How one gets along with coworkers. 

9 Creativity The opportunity to try one‟s own methods. 

10 Independence The opportunity to work alone. 

11 Moral values The opportunity to do things that do not run counter to 

one‟s own conscience. 

12 Recognition Being recognized for a job well done. 
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13 Responsibility The freedom to implement one‟s judgment 

14 Security The way a job provides for steady employment. 

15 Social service Being able to do things in service to others. 

16 Social status Having respect for the community. 

17 Supervision-human 

relations 

The relationship between supervisors and employees 

18 Supervision technical The technical quality of supervision. 

19 Variety The opportunity to do different things 

2o Working conditions Physical aspects of one‟s work. 

3.5 Reliability of MSQ  

According to Weiss et al. (1967) the Minnesota Satisfaction Questionnaire is 

extensively used for research and found highly reliable measure of general satisfaction. 

Reliability is the measure to determine that if MSQ is applied to the same respondent in 

the same manner, it should yield the same value from time to time. According to MSQ 

manual the reliability was measured by applying Hoyt‟s method of analysis of variance. 

The reliability coefficient was more than .80 of 83% and less than .70 was only 2.5%. 

This data suggested that the Minnesota Satisfaction Questionnaire have internal 

consistency reliability.  

MSQ was already used in Pakistani context at elementary and secondary level by 

two researchers i.e. Ghazi (2004) who used it for elementary head teachers and Mahmood 

(2004) administered at secondary school teachers. They checked the reliability of the 

instrument and found most suitable for Pakistani environment, the reliability indicated by 

those researchers were .96 and .91 respectively.  

For the present study responded questionnaires were analyzed with the help of 

SPSS-12 and Cronbach's Alpha reliability coefficient of hundred items of the 

questionnaire was found .98 shows highly reliable instrument. The comparison of 

reliability of questionnaire used in this study with the standard reliability of twenty 

dimensions as mentioned in the MSQ manual is shown in the following table:  
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Table 3.3: Comparison of reliability of questionnaire used with the standard 

reliability mentioned by the authors of the questionnaire 

S No Dimensions of Job 
Highest Standard 

Reliability 

Reliability of 

Questionnaire used 

1 Ability Utilization .97 .91 

2 Achievement .91 .90 

3 Activity .92 .90 

4 Advancement .96 .93 

5 Authority .92 .89 

6 Education System Policy .93 .94 

7 Compensation .95 .87 

8 Co-workers .93 .91 

9 Creativity .92 .91 

10 Independence .91 .89 

11 Moral Values .93 .86 

12 Recognition .96 .93 

13 Responsibility .89 .89 

14 Security .87 .90 

15 Social Service .95 .94 

16 Social Status .92 .94 

17 Supervision – *HR .95 .91 

18 Supervision – technical .94 .93 

19 Variety .93 .91 

20 Working Conditions .97 .92 

 *HR= Human Relation 

 

Table-3.2 shows the result of test of Cronbach‟s Alpha for internal consistency of 

the twenty dimensions of job. The value of Alpha for each dimension was: Ability 

utilization, .91; Achievement, .90; Activity, .90; Advancement, .93; Authority, .89; 

Education System Policies, .94; Compensation, .87; Co-worker, .91; Creativity, .91; 

Independence, .89; Moral Values, .86; Recognition, .93; Responsibility, .89; Security, 

.90; Social service, .94; Social Status, .94; Supervision Human Relation, .91; Supervision 

Technical, .93; Variety, .91; Working Condition, .92. 60 percent of the dimensions 

showed .90 and above reliability coefficient and 40 percent were .87 and above. The 
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reliability of security, education system policy, and social status were higher than 

standard reliability.  

3.6 Validity of MSQ 

 Evidence for the validity of MSQ was derived from its performance according to 

expectations or its construct validity. Gall and Borg (2003) said the construct validity is 

the extent to which an instrument can be shown to measure the construct being studied. 

According to Weiss et al. (1967) the evidences for concurrent validity was derived from 

the study of group differences in satisfaction of 25 occupational groups (n=2955) 

including 191 elementary teachers. The results of analysis of different occupational 

groups were statistically significant at 0.01 levels of significance, for means and variances 

on all the 20 dimensions of MSQ. 

The original questionnaire was in English, due to lack of full understanding of 

foreign language of the sample, the translation was made by Dr Abid Sial of department 

of Urdu, National University of Modern Languages Islamabad who is expert in the field. 

Certificate of the authenticity of the translation is given in the (Appendix-F). However 

Urdu translation of questionnaire was again checked on administering the questionnaire 

on the experts of the elementary education department officers and senior headmaster of 

District Sahiwal. Translation of all items were checked and found that the translation of 

item number 55 was unsatisfactory and its construction was revised by the experts. 

Questionnaire was improved in the light of observations, and suggestions made by the 

experts. These observation and suggestions were minor; hence no major change was 

made in the actual Minnesota satisfaction questionnaire. The list of expert is present in 

the (Appendix-G).  

3.7 Data Collection Procedure  

 After receiving the permission letter from the developers of MSQ, Vocational 

Psychology Research, University of Minnesota (Appendix-A), to use and translate, the 

questionnaires in Urdu version were prepared for administration. The Executive District 

Officer (Education) Sahiwal and Rawalpindi were requested to allow the researcher to 

conduct survey in the elementary schools for the data collection. As per rules written 

permission was sought prior to conduct the survey in the elementary schools from 
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Executive District Officers of District Sahiwal and Rawalpindi (Appendix-C & D). Lists 

of elementary schools male and female were obtained from District Education Officers 

(Elementary male & female) of district Sahiwal and Rawalpindi.  

There were two sanctioned posts of elementary school teachers and one post of 

headmaster in every elementary school, hence the person working against these posts 

were considered as elementary school teachers and headmasters respectively.  

Questionnaires were assigned code numbers to identify the non respondents. Then 

all the questionnaires were mailed to the respondents in their respective schools taken as 

sample along with covering letter and self addressed stamped envelop. The respondents 

were assured that the information provided by them will be used only for research 

purpose and not exposed to anywhere. Respondents were also requested to read the 

instructions carefully and then answer the questions. After three weeks, from 17 schools, 

a very few filled questionnaires were received back through mail. Then researcher 

identified non respondents and approached personally. The researcher personally visited 

and again disseminated questionnaires in the urban and rural schools of both the districts. 

Researcher made frequent visits to the schools of rural areas of both the districts. 

Assistant Education Officers (AEOs) of district Sahiwal and Rawalpindi were also 

requested to help for data collection from remote locale schools. Personal visits help the 

researcher to explain purpose of research directly to the respondents. It made possible to 

gain reasonable data for the study. From the 130 schools the researcher personally 

collected the questionnaire and from the 114 schools questionnaires were collected with 

the help of AEOs of the concerned Markaz (area). The filled questionnaires were 840 

from 261 schools and 57 Assistant Education Officers which made overall response rate 

of 88%. 

3.8 Data Analysis  

Data was entered in the computer and analyzed through software „Statistical 

Package for Social Sciences‟ (SPSS) version-12 (Evaluation Version). The sample was 

divided in to three groups according to experiences in the education department as teacher 

or administrator. The sample was also divided in to two groups according to the age of 

employees. 
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Response choices for each item were in-front of each item with numbers 1, 2, 3, 4, 

and 5 in the boxes ranges from not satisfied to extremely satisfied options. The higher 

score shows the higher job satisfaction. There were twenty dimensions of job with five 

items in each subscale. Percentages and frequencies of each item were calculated along 

with means in the subscales of five items in each dimension. Average of the sum of the 

percentages of five items was calculated, similarly average mean of the sum of means of 

five items were calculated. Higher percentage shows the satisfaction or dissatisfaction 

about the particular dimension. Item No-7 (What would you call your occupation, your 

usual line of work?) was analyzed manually. The result of the item no 7, the suggestions 

about the names of their occupation e.g. Nation Builder, Teaching, Prophet‟s job, 

Character Builders, and Education and frequencies, percentages of demographic variables 

and dimensions of job were calculated and presented in tables of chapter four. 

T–test was used to test the hypotheses and answer the questions for comparison of 

mean scores of academic staff and administrative staff of district Sahiwal and Rawalpindi 

to find out the differences between different groups. According to Gay (2009), “t-test is 

used to determine whether two groups of score are significantly different at a selected 

probability level. Independent sample t-test is a parametric test of significance used to 

determine whether at a selected probability level, a significant difference exists between 

the means of two independent samples”. Random and independent samples were taken 

without any type of matching and no systematic way was used. Same dependent variable 

was used for the two groups. If their means were close, the null hypotheses were accepted 

and if means were not close then null hypothesis were rejected. The data was of interval 

scale and the sample was independent that‟s why t-test independent sample was used. The 

formula of t-test is given below: 

t = X1-X2/ [(SS1+SS2/n1+n2) (1/n1+1/n2)]
 1/2 

Correlation coefficient „r‟ was also calculated to find out the relationship between 

different groups or the extent to which the groups are similar. Coefficient of correlation 

which ranges from +1 to -1, the +1 extreme represents perfect positive relationship and -1 

extreme shows perfect negative relationship.  

Gay (2009) explains the way to interpret correlation coefficient, which is shown in 

the following table:  
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Table 3.4 

Interpretation of correlation coefficient 

Coefficient (r) value Relation Between variables 

Between  +.35 and -.35 Weak or none 

Between +.35 and +.65 or 

Between -.35 and -.65 

Moderate 

Between +.65 and 1.00 or 

Between -.65 and -1.00 

Strong 

 

These figures are approximations and should not be used blindly; often the 

usefulness of a correlation coefficient depends on its purpose. In a study designed to 

explore or test hypothesized relations, a correlation coefficient is interpreted in terms of 

statistical significance. 

 Mean scores of the responses were calculated to find out the central value or the 

average value. According to Gay (2009) it is the most appropriate to measure the central 

tendency as mean enable the researcher to compare the performance of an individual on 

one variable with their performance on another variable.  It is used when  

1. The most stable measure of central tendency is desired. 

2. It is important when all the values in the data are used. 

3. The mean is valid only for the interval or ratio data. 

Koul (2007) also mentioned the terms and conditions to use the mean scores. 

1. The scores are distributed symmetrically about the centre of distribution. 

2. Additional statistics are to be computed later. 
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3. When the centre of gravity is desired. 

The mean values on five point likert rating scale were interpreted according to the 

criterion given in table 3.4 which was used by Ghazi (2004) in finding job satisfaction of 

Heads of Middle Schools in District Toba Tek Singh, Punjab, Pakistan: 

Table 3.5     

Level of Satisfaction with Respect to Mean Scores 

S. No Level of satisfaction Mean Score on Likert Scale 

1 Not Satisfied 1.00 – 1.50 

2 Slightly Satisfied 1.51 – 2.50 

3 Satisfied 2.51 – 3.50 

4 Very Satisfied 3.51 – 4.50 

5 Extremely Satisfied 4.51 – 5.00 

  

 

 



 

 

 

CHAPTER 4 

 

 

ANALYSIS AND INTERPRETATION OF DATA 

 

 

The present research study was planned to explore and compare the job 

satisfaction of the academic and administrative staff in the Elementary Education System 

of the Punjab. The study was delimited to two districts of the Punjab named Rawalpindi 

and Sahiwal. The purpose of this chapter was to analyze the data collected from the 

respondents that is administrative staff (Assistant Education Officers, and Headmasters) 

and academic staff (Elementary School Teachers) of the Elementary schools located in 

the District Sahiwal and District Rawalpindi. The data was collected through the 

Minnesota Satisfaction Questionnaire (MSQ) which consists of demographic variables 

and 100 items of twenty different dimensions of job and it was translated in to Urdu 

(Appendix-E). Section-I of this chapter deals with the analysis of job satisfaction of all 

respondents (academic and administrative staff). Frequencies and percentages were 

calculated item wise on the twenty dimensions of job as mentioned in the MSQ. Section-

II of this chapter presents the analysis of job satisfaction of all respondents (Academic 

and administrative staff) of Districts Rawalpindi. In Section-III of this chapter the 

analysis of job satisfaction of the overall sample of the academic and administrative staff 

of District Sahiwal is presented. Section-IV consists of the analysis according to 

statistical calculations (t-test and correlations) at the level of significance. Help was 

sought from the computer SPSS package. Analysis and interpretation of the data is 

presented as per achievement of the objectives and hypotheses of the study.  

The minor modification (word „company policy and practices' reworded as 

„Education Policy and practices‟ was made in the questionnaire (MSQ).  

Minnesota satisfaction questionnaire (MSQ Manual, pp.2-3) is widely used to 

measure job satisfaction of employees. It is world wide well recognized and researched 

instrument (Green, 2000). It is not gender biased instrument and can be administered to 

either groups or individuals.  There are twenty dimensions of job with hundred items of 

five point likert type format in it. It is self administering instrument with instruction on 
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the first page. There is no time limit for the completion but respondents can complete it 

within 15-20 minutes. Response choices for each item appear in front of each item with 

numbers 1, 2, 3, 4, and 5 in the boxes ranges from „not satisfied‟ to „extremely satisfied‟ 

options.  

 

Section -1 

 

Whole Sample 

 

This section deals with the whole sample of the study as shown in the table 4.1. 

Researcher took two districts Rawalpindi and Sahiwal for this study. It consists of the 

data analysis of demographic variables like location, gender, age, qualification, job titles, 

and the total experiences of graphs. It also consists of the analysis of twenty dimensions 

of the job as described in the MSQ. The respondents‟ Demographic variables are also 

illustrated with the help of bar graphs. 
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4.1 Descriptive Analysis: 

4.1.1 Questionnaire Response Analysis 

Table 4.1 

Overall Picture of Whole Sample 

Title 

DISTRICT RAWALPINDI DISTRICT SAHIWAL 

Male Female Total Male Female Total 

Sampled to AEO,s*  20 18 38 13 13 26 

Received from AEO,s  17 14 31 13 13 26 

Response Rate 85% 78% 82% 100% 100% 100% 

Sampled to Headmaster  80 80 160 60 80 140 

Received from Headmaster  72 69 141 54 66 120 

Response Rate 90% 86% 88% 90% 82% 86% 

Sampled to Teachers  160 160 320 120 160 280 

Received from Teachers  144 138 282 108 132 240 

Response rate 90% 86% 88% 90% 82% 86% 

No of Schools Sampled 80 80 160 60 80 140 

Received from schools 72=90% 69=86% 141=88% 54=90% 66=82% 120=86% 

Total 31+141+282=454 26+120+240=386 

 

Overall Response Rate 

(454 out of 518)=86% (386 out of 446)=91% 

(840 out of 964)=88% 

AEO* =Assistant Education Officers 

Table 4.1 illustrates the responses of the whole sample. Respondents were the 

Assistant Education Officer, Headmasters of elementary schools and elementary 

Teachers. The response rate of AEOs was 82% (31out of 38) from Rawalpindi and 100% 

(26out of 26) from Sahiwal district. The response rate of headmasters and teachers were 

of 88% (141 out of 160) from Rawalpindi and 86% (120 out of 140) from Sahiwal. The 

response rate of schools were (n=141, 88%) schools from Rawalpindi and (n=115, 86%) 

schools from Sahiwal. The response rate of sample was 86% from Rawalpindi and 91% 

from the Sahiwal district. The overall response rate was 88% of the total sample. 57 

Assistant Education Officers, 261 Headmasters, and 522 Teachers of District Rawalpindi 

and District Sahiwal responded to the questionnaire. The male sample in the district 
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Rawalpindi was more than the female sample while female sample in the district Sahiwal 

was more than male respondents. The frequency of the sample of both the Districts, male 

and female staff is illustrated in the bar graph, male staff is on the left side and female 

staff is in the right side of the bar. 
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4.2.2 Picture of Demographic Variables of the whole Sample 

Table 4.2 

Districts of the whole sample  

District Frequency Percent Mean 
Standard 

Deviation 

1. Rawalpindi 454 54.0 2.65 .59 

2. Sahiwal 386 46.0 2.61 .49 

Total 840 100.0 5.26 1.08 

 

Table 4.2 shows the analysis of the sample, district wise. Two districts were 

selected i.e. Rawalpindi and Sahiwal for this study. The number of respondents were 

(n=454, 54% of the whole sample) in the district Rawalpindi while the respondents 

(n=386, 46% of the whole sample) belong to the district Sahiwal. The mean value of job 

satisfaction of respondents from Rawalpindi is 2.65 with standard deviation .59 and mean 

value of Sahiwal is 2.61 with SD .49.The bar graph clearly depicts the frequency of the 

sample District wise. 
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Table 4.3 

Location of the whole Sample:  

Location Frequency Percent Mean 
Standard 

Deviation 

1. Urban 138 16.4 2.61 .59 

2. Rural 702 83.6 2.64 .54 

Total 840 100.0 5.25 1.13 

 

 

Table 4.3 indicates the location of the whole sample .The number of respondents 

(n=138, 16.4% of the whole sample) belong to the Urban area with mean value 2.61and 

SD .59, while (n=702, 83.6%of the whole sample) were from the Rural area with mean 

score 2.64 and standard deviation .54. There is a clear difference between the frequency 

of respondents from urban and rural sample as illustrated in the bar graph. 
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Table 4.4 

Gender of the whole Sample  

Gender Frequency Percent Mean 
Standard 

Deviation 

1. Male 408 48.6 2.65 .55 

2. Female 432 51.4 2.62 .54 

Total 840 100.0 5.27 1.09 

 

The table 4.4 explains the Gender of the Sample. Females sample (n=432, 51.4%) 

with mean score 2.62 and standard deviation .54 responded the survey and the number of 

males were (n=408, 48.6%) with mean value 2.65 and standard deviation .55. The bar 

graph also shows the frequency of the gender of whole sample. Overall female 

respondents were more than the male respondents. 
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Table 4.5 

Ages of respondents of whole sample  

Age Groups Frequency Percent Mean 
Standard 

Deviation 

1. 20-39 years 308 36.7 2.62 .51 

2. 40-59 years 532 63.3 2.64 .57 

Total 840 100.0 5.26 1.08 

 

 

Table 4.5 shows the age groups of the sample, there are two age groups for this 

study. Group 1 (20-39 years) consist of (n=308, 36.7%with mean score 2.62) respondents 

while Group 2 (40-59 years) consists of (n=532, 63.3% with mean score 2.64). The 

number of employees in the group-2 is more than group-1. Bar graph clearly illustrates 

the frequency difference between two groups.  
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Table 4.6 

Academic Qualification of the whole sample 

Academic 

Qualification 
Frequency Percent Mean 

Standard 

Deviation 

1. Matric 50 6.0 2.68 .44 

2. HSSC 59 7.0 2.71 .58 

3. B.A/B.Sc 334 39.8 2.64 .54 

4. M.A/M.Sc 395 47.0 2.61 .56 

5. M.Phil 2 .2 2.62 .06 

Total 840 100.0 13.26 2.18 

 

Table 4.6 depicts the qualification of the employees, the number of respondents 

(n=50, 6.0% of the sample) have only Matric certificate, (n=59, 7.0%) FA/FSc, (n=334, 

39.8%) are BA/BSc degree holders and (n=395, 47%) of the sample are MA/MSc, while 

(n=2, .2%) are MPhil. Bar graph shows the highest percentage of Master degree holders.  
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       Table 4.7 

        Job Title of the Whole Sample 

Job Title Frequency Percent Mean 
Standard 

Deviation 

1. Teachers 522 62.1 2.61 .54 

2. Headmasters/Headmistresses 261 31.1 2.73 .56 

3. Assistant Education Officers 57 6.8 2.44 .54 

Total 840 100.0 7.78 1.64 

 

Table 4.7 shows the frequency of the respondents title wise, academic staff 

(teachers) are (n=522, 62.1%), and administrative staff Headmasters/Headmistresses 

(n=261, 31.1%) of the whole sample, while (n=57, 6.8%) are Assistant Education 

Officers. The numbers of academic staff is more than the administrative staff. The bar 

graph shows the frequency of each category of the sample.  
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Table 4.8 

Total Experience of the Employees of the whole sample 

Total Experience Frequency Percent Mean 
Standard 

Deviation 

1. 0-10 years 175 20.8 2.58 .46 

2. 11-20 years 295 35.1 2.68 .59 

3. 21and above 370 44.0 2.62 .55 

Total 840 100.0 7.88 1.6 

 

In the table 4.8 there are three groups of the experience of the employees. Group 1 

has (n=175, 20.8%), group 2 has (n=235, 35.1%), and group 3 has (n=370, 44%) from the 

above years of academic and administrative experience. The bar graph shows that the 

number of employees in group 3 is more than other groups.  
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Now the analysis of the MSQ administered on the „whole sample’ is presented 

item wise and in its parts (20-parts). Each part has five items in it, the analysis started 

with part-1 of MSQ with five items from1 to 5. 

Part-1 of MSQ: Ability Utilization: The chance to do something that makes use of 

abilities. 

Table 4.9 

Opinion of the whole sample about Ability Utilization (n=840) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

1 156 18.6 267 31.8 348 41.4 39 4.6 30 3.6 2.43 

2 138 16.4 258 30.9 335 39.9 76 9 33 3.9 2.53 

3 127 15.1 293 34.9 316 37.6 66 7.9 38 4.5 2.52 

4 139 16.5 287 34.2 307 36.5 86 10.2 21 2.5 2.48 

5 121 14.4 302 36 306 36.4 86 10.2 25 3 2.51 

Total 681 81 1407 167.8 1612 191.8 353 41.9 147 17.5 12.47 

Average  16.2 33.56 38.36 8.38 3.5 2.49 

%age 16.2% 33.56% 50.24%  

 

 

Table 4.9 shows that 50.24% respondents (including 38.36% satisfied, 8.38% very 

satisfied and 3.5% extremely satisfied) were satisfied with this dimension of the job, 

while 33.56% respondents were slightly satisfied and 16.2% reflects not satisfied for the 

use of abilities on the job. The mean value for this dimension is 2.49 which is supporting 

mean score. It is equivalent to mid value (2.50). Respondents show low satisfaction level 

with dimension „ability utilization‟. It is an overall perception of the respondents from 

Rawalpindi and Sahiwal district about this dimension. Table 4.9 gives the answer to 

research question 1, 2 and 3 for this study.     
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Part-2 of MSQ: Achievement: the feeling of accomplishment one gets from the job .It is 

the second part of the MSQ administered for this study, what the samples perceives/feels 

about this dimension is given below. 

 

Table 4.10 

Opinion of the whole sample about Achievement (n=840) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age F %age f %age f %age 

6 95 11.3 264 31.4 357 42.5 92 11 32 3.80 2.65 

7 119 14.2 285 33.9 295 35.1 98 11.7 43 5.1 2.60 

8 92 11 266 31.7 328 39 120 14.3 34 4 2.69 

9 88 10.5 299 35.6 317 37.7 97 11.5 39 4.6 2.64 

10 75 8.9 268 31.9 338 40.2 111 13.2 48 5.7 2.75 

Total 469 55.9 1382 164.5 1635 194.5 518 61.7 196 23.2 13.33 

Average  11.18 32.9  38.9  12.34  4.64 2.67 

%age 11.18% 32.9% 55.58%  

 

 

Table 4.10 indicates that the highest percentage (55.58%) of respondents 

(including 38.9% satisfied, 12.34% very satisfied and 4.64% extremely satisfied) are 

satisfied with the dimension „achievement‟. 32.9% respondents reflects slightly satisfied 

and only 11.18% respondents are not satisfied. The mean value for this aspect of the job 

is 2.67 showed that the respondents were satisfied with dimension of job „achievement‟. 

It was an overall perception of the sample falls in the Rawalpindi and Sahiwal districts. 

Research question 1, 2 and 3 for this study are answered in the above table. 

. 
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Part-3 of MSQ:  Activity: Being able to keep busy all the time. Activity is the third part 

of the MSQ administered for this study, overall sample regarding this aspect is analyzed 

in table 4.11 with the heading of activity.   

 

Table 4.11 

Opinion of the whole sample about Activity (n=840) 

Item  

No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

11 80 9.5 201 23.9 355 42.3 138 16.4 66 7.9 2.89 

12 62 7.4 220 26.2 368 43.8 138 16.4 52 6.2 2.88 

13 58 6.9 185 22 376 44.8 166 19.8 55 6.5 2.97 

14 67 8.0 229 27.3 353 42.0 142 16.9 49 5.8 2.85 

15 75 8.9 225 26.8 334 39.8 142 16.9 64 7.6 2.88 

Total 342 40.7 1060 126.2 1786 212.7 726 84.4 286 34 14.47 

Average  8.14  25.3  42.54  17.28  6.8 2.89 

%age  18.14%  25.3% 66.69%  

 

 

Table 4.11 explained that the highest percentage (66.69%) of respondents 

(including 42.54% satisfied, 17.28% very satisfied and 6.87% extremely satisfied) reflects 

satisfaction with the dimension „activity‟ of the job. 25.3% respondents reveals slightly 

satisfied and 8.14% respondents are not satisfied. The mean score 2.89 showed that the 

academic and administrative staff is satisfied with this aspect of the job.  It was an overall 

perception of the sample falls in the Rawalpindi and Sahiwal district. The table gives 

answer to the research question No 1, 2 and 3 for this study. 
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Part-4 of MSQ; Advancement: The chances for promotion in the job. This part deals 

with the analysis of whole sample of the study about advancement of the employees i.e. 

departmental promotion policies.  

 

Table 4.12 

Opinion of the whole sample about Advancement (n=840) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

16 324 38.6 247 29.4 174 20.1 59 7.0 36 4.3 2.09 

17 310 36.9 280 33.3 154 18.3 70 8.3 26 3.1 2.07 

18 378 45.0 270 32.1 145 17.3 38 4.5 9 1.1 1.85 

19 319 38.0 299 35.6 161 19.2 47 5.6 14 1.7 1.97 

20 311 37.0 298 35.5 178 21.2 45 5.4 8 1.0 1.98 

Total 1642 195.5 1394 165.9 812 96.1 259 30.8 93 11.2 9.96 

Average  39.1  33.18  19.34  6.16  2.2 1.99 

%age  39.1%  33.18% 27.7%  

 

 

Table 4.12 showed that the highest percentages (39.1%) of the employees are not 

satisfied with the dimension „advancement‟ of the job, 33.18% was slightly satisfied and 

27.7% were satisfied including (19.34% satisfied, 6.16% very satisfied and 2.2% 

extremely satisfied). The mean value for this aspect is 1.99 which is less than mid value 

shows that the academic and administrative staff was not satisfied with this aspect of the 

job. It was an overall perception of the sample falls in the Rawalpindi and Sahiwal 

district. The table gave answer to the research question No 1, 2 and 5 for this study. 
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Part-5 of MSQ; Authority: The chance to tell other people what to do. Fifth part of 

MSQ is about the authority of the employees (teachers and administrators).  

 

Table 4.13 

Opinion of the whole sample about Authority (n=840) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

21 93 11.1 257 30.6 361 43.0 93 11.1 36 4.3 2.67 

22 71 8.5 248 29.5 384 45.7 98 11.7 39 4.6 2.75 

23 85 10.1 254 30.2 365 43.5 103 12.3 33 3.9 2.7 

24 79 9.4 260 31.0 356 42.4 104 12.4 41 4.9 2.72 

25 84 10 253 30.1 357 42.5 114 13.6 32 3.8 2.71 

Total 412 49.1 1272 151.4 1823 217.1 512 37.7 181 21.5 13.55 

Average 9.82 30.28  43.41  7.54  4.3 2.71 

%age 9.82% 30.28% 55.25%  

 

 

Table 4.13 reflects that the highest percentage (55.25%) of respondents are 

satisfied (including 43.41% satisfied, 7.54% very satisfied and 4.3% extremely satisfied), 

while 30.28% respondents are slightly satisfied and 9.82% depicts not satisfied with the 

dimension „authority‟. The mean value 2.71 also showed that academic and 

administrative staff was satisfied with this aspect of the job. It was an overall perception 

of the whole sample. The table gives answer to the research question No 1, 2 and 3 for 

this study. 
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Part-6 of MSQ; Education System Policy: The way education system policies are 

implemented. It is the sixth part of MSQ for this study, what the sample feels about this 

aspect is given below. 

 

Table 4.14 

Opinion of the whole sample on Education Policy (n=840) 

Item  

No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

26 357 42.5 257 30.6 155 18.5 55 6.5 16 1.9 1.95 

27 406 48.3 250 29.8 117 13.9 52 6.2 15 1.8 1.83 

28 386 46.0 261 31.1 137 16.3 37 4.4 19 2.3 1.86 

29 396 47.1 265 31.5 131 15.6 34 4.0 14 1.7 1.82 

30 359 42.7 256 30.5 162 19.3 44 5.2 19 2.3 1.94 

Total 1904 226.6 1289 163.5 702 83.6 222 26.3 83 10 9.40 

Average 45.32 32.7  16.72  5.26  2 1.88 

%age 45.32% 32.7% 23.98%  

 

 

Table 4.14 shows that the highest percentage 45.32% of respondents is not 

satisfied with this dimension of the job. The second value (32.7%) perceives slightly 

satisfied and 23.98% are satisfied (including 16.72% satisfied, 5.26% very satisfied and 

2% extremely satisfied) with education policies and practices. The mean value 1.88 

showed that the respondents were not satisfied with this aspect of the job. The employees 

felt that the policies should be made favorable. It was an overall perception of the sample 

falls in the Rawalpindi and Sahiwal district. The table gives answer to the research 

question No 1, 2 and 3 for this study. 
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Part-7 of MSQ; Compensation: Feelings about pay in contrast to the amount of work 

done/completed by the employees. In this part of MSQ analysis of compensation (pay and 

fringe benefits) is presented. 

 

Table 4.15 

Opinion of the whole sample regarding Compensation (n=840)  

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

31 282 33.6 261 31.1 228 27.1 50 6.0 19 2.3 2.12 

32 320 38.1 290 34.5 174 20.7 35 4.2 21 2.5 1.98 

33 359 42.7 243 28.9 186 22.1 36 4.3 16 1.9 1.94 

34 299 35.6 279 33.2 218 26 30 3.6 14 1.7 2.03 

35 250 29.8 328 39 224 26.7 28 3.3 10 1.2 2.07 

Total 1510 179.8 1401 166.7 1030 122.6 179 21.4 80 9.6 10.14 

Average  35.96  33.34  24.5  4.28  1.92 2.03 

%age  35.96%  33.34% 30.7%  

 

 

Table 4.15 reflects the highest percentage (35.96%) of respondents is not satisfied 

with the dimension „compensation‟. The second percentage (33.34%) indicates slightly 

satisfied, while 30.7% respondents are satisfied including (24.5% satisfied, 4.28% very 

satisfied and 1.92% extremely satisfied). The mean value 2.03 shows that the respondents 

were not satisfied with compensation (salary package). It was an overall perception of the 

sample falls in the Rawalpindi and Sahiwal district. The table gives answer to the 

research question No 1, 2 and 3 for this study 

.
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Part-8 of MSQ; Co-workers: How one gets along with coworkers. This dimension of 

MSQ deals with the analysis of the feeling of employees about their co-workers.   

 

Table 4.16 

Opinion of the respondents about the dimension Co-Workers (n=840) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f  %age f %age f %age 

36 80 9.5 172 20.5 401 47.7 134 16.0 53 6.3 2.89 

37 48 5.7 169 20.1 406 48.3 154 18.3 63 7.5 3.02 

38 46 5.5 144 17.1 417 49.6 160 19 73 8.7 3.08 

39 41 4.9 176 21 428 51 146 17.4 49 5.8 2.98 

40 52 6.2 180 21.4 419 49.9 140 16.7 49 5.8 2.95 

Total 267 22.3 841 100.1 2071 246.5 734 87.4 242 34.1 14.92 

Average  4.46  20.03  49.3  17.48  6.82 2.98 

%age  4.46%  20.03% 73.6%  

 

 

The table 4.16 depicts highest percentage (73.6%) of respondents (including 

49.3% satisfied, 17.48% very satisfied, 6.82% extremely satisfied) are satisfied or very 

satisfied with the dimension co-worker. The second percentage value (20.03%) indicates 

slightly satisfied and only 4.46% are not satisfied. Table show that majority of respondent 

were satisfied with this aspect of the job. The mean value 2.98 also indicated high level of 

satisfaction with this aspect. It was an overall perception of the whole sample about their 

co-workers. The table gives answer to the research question No 1, 2 and 3 for this study. 
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Part-9 of MSQ; Creativity: The opportunity to try one‟s own methods. The analysis of 

dimension of MSQ is presented in this part 

 

Table 4.17 

Opinion of the whole sample about Creativity (n=840) 

Item 

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

41 87 10.4 303 36.1 322 38.3 99 11.8 29 3.5 2.62 

42 137 16.3 288 34.3 287 34.2 95 11.3 33 3.9 2.52 

43 154 18.3 311 37 259 30.8 88 10.5 28 3.3 2.43 

44 136 16.2 308 36.7 269 32 98 11.7 29 3.5 2.50 

45 110 13.1 326 38.8 288 34.3 86 10.2 30 3.6 2.52 

Total 624 74.3 1536 182.9 1425 169.6 466 55.5 149 17.8 12.59 

Average 14.86 36.58  33.92  11.1  3.56 2.52 

%age 14.86% 36.58% 48.58%  

 

 

The table 4.17 depicts that the highest percentage (48.58%) of respondents 

(including 33.92% satisfied, 11.1% very satisfied, 3.56% extremely satisfied) are satisfied 

with dimension of job „creativity‟. The second higher percentage (36.58%) of respondents 

is slightly satisfied and 14.86% are not satisfied with this aspect of job. The table showed 

that the majority of respondents were satisfied .The mean value 2.52 showed that 

employees were satisfied with this aspect of the job. It was an overall perception of the 

sample falls in the Rawalpindi and Sahiwal district. The table gives answer to the 

research question No 1, 2 and 3 for this study. 
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Part-10 of MSQ; Independence: The opportunity to work alone. Independence is the 

tenth dimension of MSQ used for this study. Overall sample feeling regarding this aspect 

is analyzed below. 

 

Table 4.18  

Opinion of the whole sample about Independence (n=840) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

46 150 17.9 272 32.4 272 32.4 112 13.3 34 4.0 2.53 

47 138 16.4 273 32.5 297 35.4 102 12.1 30 3.6 2.54 

48 114 13.6 279 33.2 307 36.5 105 12.5 35 4.2 2.60 

49 104 12.4 271 32.3 299 35.6 123 14.6 43 5.1 2.68 

50 114 13.6 284 33.8 310 36.9 97 11.5 35 4.2 2.59 

Total 620 73.9 1379 164.2 1485 176.8 539 64 177 21.1 12.94 

Average  14.78  32.84  35.36  12.8  4.4 2.59 

%age  14.78%  32.84% 52.36%  

 

 

Table-4.18 describes that the highest percentage (52.36%) of respondents 

including (35.36% satisfied, 12.8% very satisfied and 4.2% extremely satisfied) depicts 

satisfied with the dimension „independence‟. 33.84% reflects slightly satisfied, 14.76% 

are not satisfied with this aspect. The result showed that academic and administrative staff 

was satisfied with this aspect of the job. The mean value 2.59 which is higher than mid 

value also showed that the employees were satisfied. It was an overall perception of the 

sample falls in the Rawalpindi and Sahiwal district. The table gives answer to the 

research question No 1, 2 and 3 for this study. 
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Part-11 of MSQ; Moral Values: The opportunity to do things that do not run counter to 

one‟s own conscience. Feeling of whole sample regarding the moral values of the 

employees about their job is analyzed in this part.  

 

Table 4.19 

Opinion of the whole sample regarding Moral Values (n=840) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

51 92 11 209 24.9 391 46.5 100 11.9 48 5.7 2.77 

52 52 6.2 137 16.3 391 46.5 162 19.3 98 11.7 3.14 

53 55 6.5 160 19.0 388 46.2 147 17.5 90 10.7 3.07 

54 46 5.5 146 17.4 405 48.2 125 14.9 118 14.0 3.15 

55 58 6.9 142 16.9 387 46.1 140 16.7 113 13.5 3.13 

Total 303 36.1 794 94.5 1962 233.5 674 79.4 377 55.6 15.25 

Average  7.22  18.9  46.7  15.88  11.12 3.05 

%age  7.22%  18.9% 73.7%  

 

 

Table 4.19 illustrates that the respondents 73.7% (including 46.7% satisfied, 

15.88% very satisfied and 11.12% extremely satisfied) are satisfied with the dimension 

moral values.  The percentage value (18.9%) reflects slightly satisfied and 7.22% depicts 

not satisfied. The result shows that the majority of the respondents were the satisfied with 

this aspect of the job. The mean value 3.05 also showed that the employees were satisfied.  

It is second highest contributor to job satisfaction. It was an overall perception of the 

sample falls in the Rawalpindi and Sahiwal district. The table gives answer to the 

research question No 1, 2 and 3 for this study. 
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Part-12 of MSQ; Recognition: Being recognized for a job well done. This dimension 

deals with the recognition of employees, how are they recognized for a job well done? 

The analysis of the whole sample about this aspect is given in this part. 

 

Table 4.20 

Opinion of the whole sample about Recognition (n=840) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

56 81 9.6 225 26.8 333 39.6 129 15.4 72 8.6 2.86 

57 129 15.4 274 32.6 291 34.6 105 12.5 41 4.9 2.59 

58 98 11.7 261 31.1 291 34.6 117 13.9 73 8.7 2.77 

59 100 11.9 306 36.4 303 36.1 93 11.1 38 4.5 2.60 

60 123 14.6 279 33.2 314 37.4 88 10.5 36 4.3 2.57 

Total 531 63.2 1345 160.1 1532 182.3 532 63.4 260 31 13.39 

Average 12.64 32.02  36.46  12.68  6.2 2.68 

%age 12.64% 32.02% 55.34%  

 

 

Table 4.20 show that the highest percentage (55.34%) of respondents including 

(36.44% satisfied, 12.68% very satisfied, and 6.2% extremely satisfied) are satisfied with 

the dimension „recognition‟  of job recognition, while 32.02% respondents are slightly 

satisfied and 12.64% sample is not satisfied. The result showed that the majority of the 

respondents were satisfied. The mean value 2.68 also showed that employees were 

satisfied.  It was an overall perception of the sample falls in the Rawalpindi and Sahiwal 

district. The table gives answer to the research question No 1, 2 and 3 for this study. 
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Part-13 of MSQ; Responsibility: The freedom to implement one‟s judgment. The part 

of MSQ deal with the responsibility of the employees, five items of questionnaire is 

analyzed in this section. 

 

Table 4.21 

Opinion of the whole sample about Responsibility (n=840) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

61 72 8.6 229 27.3 376 44.8 124 14.8 39 4.6 2.80 

62 85 10.1 252 30.0 363 43.2 107 12.7 33 3.9 2.70 

63 89 10.6 253 30.1 341 40.6 125 14.9 32 3.8 2.71 

64 102 12.1 247 29.4 327 38.9 127 15.1 37 4.4 2.70 

65 62 7.4 195 23.2 385 45.8 149 17.7 49 5.8 2.91 

Total 410 48.8 1176 140 1792 212.4 632 75.2 190 22.5 13.82 

Average 9.76 28  42.48  15.04  4.5 2.76 

%age 9.76% 28% 62%  

 

 

Table 4.21 show that the highest percentage 62% respondents including (42.48% 

satisfied, 15.04% very satisfied and 4.5% extremely satisfied) are satisfied with 

responsibility. The second percentage value of respondents (28%) is slightly satisfied and 

9.76% reflects not satisfied. The table showed that the majority of the employees were 

satisfied with this aspect of the job. The mean value 2.76 also showed that the employees 

were satisfied. It was an overall perception of the sample falls in the Rawalpindi and 

Sahiwal district. The table gives answer to the research question No 1, 2 and 3 for this 

study. 
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Part -14 of MSQ; Security: The way a job provides for steady employment and a secure 

future. Five items (66-70) under the heading of security is analyzed in this part. 

 

Table 4.22 

Opinion of the whole sample about Security (n=840)  

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

66 89 10.6 189 22.5 385 45.8 122 15.5 55 6.5 2.84 

67 99 11.8 204 24.3 373 44.4 118 14.0 46 5.5 2.77 

68 110 13.1 174 20.7 414 49.3 85 10.1 57 6.8 2.77 

69 69 8.2 178 21.2 411 48.9 122 14.5 60 7.1 2.91 

70 145 17.3 261 31.1 331 39.4 83 9.9 20 2.4 2.49 

Total 512 61 1006 119.8 1914 227.8 530 64 238 28.3 13.78 

Average 12.2 23.96  45.56  12.8  5.66 2.76 

%age 12.2% 23.96% 64.4%  

 

 

The table 4.22 reflects the highest percentage (64.4%) of respondents (including 

45.56% satisfied, 12.8% very satisfied and 5.66% extremely satisfied) are satisfied with 

the dimension „security‟ of the job, the second percentage (23.96%) are slightly satisfied 

and 12.2% were not satisfied. The results showed that the majority of the respondents 

were satisfied with this aspect of the job. The mean value 2.76 also showed that the 

respondents were satisfied with security. It was an overall perception of the whole 

sample. The table gives answer to the research question No 1, 2 and 3 for this study. 
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Part -15 of MSQ; Social Service: Being able to do things in service to others. The 

„social service‟ is the fifteenth part of MSQ, it consists of five items (71-75) which are 

analyzed as under.  

 

Table 4.23 

Opinion of the whole sample about Social Service (n=840) 

Item 

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

71 38 4.5 190 22.6 388 46.2 155 18.5 69 8.2 3.03 

72 38 4.5 182 21.7 368 43.8 173 20.6 79 9.4 3.09 

73 34 4.0 179 21.3 376 44.8 171 20.4 80 9.5 3.10 

74 26 3.1 186 22.1 378 45.0 171 20.4 79 9.4 3.11 

75 31 3.7 181 21.5 389 46.3 171 20.4 68 8.1 3.08 

Total 167 19.8 918 89.2 1899 226.1 841 100.3 375 44.6 15.41 

Average  3.96 17.84  45.22  20  8.92 3.08 

%age 3.96% 17.84% 74.14%  

 

 

The table 4.23 depicts that the highest percentage 74.14% of respondents 

(including 45.22% satisfied, 20% very satisfied and 8.92% extremely satisfied) are 

satisfied, the next value (17.84%) are slightly satisfied and 3.96% reflects not satisfied. 

The table showed that the majority of academic and administrative staff was satisfied 

with the aspect „social service‟. The mean value 3.08 showed that the respondents were 

highly satisfied. This dimension was the highest contributor to job satisfaction level of 

staff. It was an overall perception of the sample falls in the Rawalpindi and Sahiwal 

district. The table gives answer to the research question No 1, 2 and 3 for this study. 



 

 

103 

  

Part- 16 of MSQ; Social Status: Having respect for the community. The analysis of the 

dimension of job social status is presented in this part. 

 

Table 4.24 

Opinion of the whole sample about Social Status (n=840) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

76 73 8.7 199 23.7 346 41.2 146 17.4 76 9.0 2.94 

77 62 7.4 223 26.5 316 37.6 173 20.6 66 7.9 2.95 

78 81 9.6 253 30.1 310 36.9 154 18.3 42 5.0 2.79 

79 81 9.6 257 30.6 319 38.0 135 16.1 48 5.7 2.78 

80 86 10.2 249 29.6 304 36.2 151 18.0 50 6.0 2.80 

Total 383 45.5 1181 140.5 1595 189.9 759 90.4 282 32.7 14.26 

Average  9.1 28.1  37.98  18.08  6.54 2.85 

%age 9.1% 28.1% 62.6%  

 

 

The table 4.24 indicates that the highest percentage 62.6% of respondents 

including (37.98% satisfied,  18.08% very satisfied and 6.54% extremely satisfied) are 

satisfied with the dimension „social status‟. The second percentage (28.1%) of 

respondents depicts slightly satisfied and only 9.1% reflects not satisfied. The table 

showed that the majority of the respondents were satisfied with the aspect „social status‟. 

The mean value 2.85 showed that the employees were satisfied. It was an overall 

perception of the sample falls in the Rawalpindi and Sahiwal district. The table gives 

answer to the research question No 1, 2 and 3 for this study. 
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Part-17 of MSQ; Supervision – Human Relations: It is the relationship between 

supervisors and employees. How they deal with each other is analyzed in this part of 

MSQ.  

 

Table 4.25 

 Opinion of the whole sample about Supervision – human relations (n=840) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

81 69 8.2 212 25.2 383 45.6 110 13.1 66 7.9 2.87 

82 85 10.1 213 25.4 348 41.4 129 15.4 65 7.7 2.85 

83 92 11.0 204 24.3 365 43.5 112 13.3 67 8.0 2.83 

84 101 12.0 222 26.4 354 42.1 109 13.0 54 6.4 2.75 

85 83 9.9 203 24.2 372 44.3 120 14.3 62 7.4 2.85 

Total 430 51.2 1054 125.5 1822 216.9 580 69.1 314 37.4 14.15 

Average 10.24 25.1  43.38  13.82  7.48 2.83 

%age 10.24% 25.1% 64.68%  

 

 

The table 4.25 reflects that the highest percentages (64.68%) of respondents 

including (43.38% satisfied, 13.82% very satisfied and 7.48% extremely satisfied) are 

satisfied with the dimension „supervision human relation‟. The second percentage value 

(25.1%) depicts slightly satisfied and 10.24% show not satisfied. The table showed that 

the majority of the employees were satisfied. The mean value 2.83 showed that the 

employees were satisfied with this aspect of the job. It was an overall perception of the 

sample falls in the Rawalpindi and Sahiwal district. The table gives answer to the 

research question No1, 2 and 3 for this study. 
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Part-18 of MSQ; Supervision – Technical: - The technical quality of supervision. The 

way he deals with the employees. The analysis of this dimension is presented in this 

section. 

 

Table 4.26 

Opinion of the whole sample about Supervision – technical (n=840) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

86 87 10.4 212 25.2 337 40.1 138 16.4 66 7.9 2.86 

87 89 10.6 211 25.1 326 38.8 152 18.1 62 7.4 2.87 

88 91 10.8 219 26.1 346 41.2 122 14.5 62 7.4 2.82 

89 92 11.0 200 23.8 355 42.3 138 16.4 55 6.5 2.84 

90 105 12.5 205 24.4 345 41.1 129 15.4 56 6.7 2.79 

Total 464 23.5 1047 124.6 1709 203.5 679 80.8 195 35.9 14.18 

Average 4.7 24.92  40.7  16.16  7.18 2.84 

%age 4.7% 24.92% 64.04%  

 

 

The table 4.26 shows that the highest percentage 64.04% respondents including 

(40.7% satisfied, 16.16% very satisfied and 7.18% extremely satisfied) are satisfied with 

the quality of „supervision technical‟, the second percentage value (24.92%)  of sample 

feel slightly satisfied and 4.7% reflects not satisfied. The results showed that majority of 

respondents were satisfied with this aspect of the job. The mean value 2.84 showed that 

the employees were satisfied with this aspect of the job. It was an overall perception of 

the sample falls in the Rawalpindi and Sahiwal district. The table gives answer to the 

research question No 1,2and 3 for this study. 
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Part-19 of MSQ; Variety: The opportunity to do different things. The feeling of sample 

regarding the variety in job is analyzed in this part. 

 

Table 4.27 

Opinion of the whole sample about Variety (n=840)  

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

91 84 10.0 271 32.3 350 41.7 99 11.8 36 4.3 2.68 

92 82 9.8 282 33.6 332 39.5 116 13.8 28 3.3 2.67 

93 76 9.0 278 33.1 370 44.0 90 10.7 26 3.1 2.66 

94 100 11.9 311 37.0 302 36.0 92 11.0 35 4.2 2.58 

95 98 11.7 283 33.7 335 39.9 94 11.2 30 3.6 2.61 

Total 440 52.4 1425 139.7 1689 200.6 491 58.5 155 18.5 13.2 

Average 10.48 27.94  40.12  11.7  3.7 2.64 

%age 10.48% 27.94% 55.52%  

 

 

The table 4.27 illustrates that majority of respondents (55.52%) including (40.12% 

satisfied, 11.7% very satisfied and 3.7% extremely satisfied) are satisfied with the 

dimension „variety‟. The second value (27.94%) depicts slightly satisfied and 10.48% 

reflects not satisfied. The table showed that the majority of the employees were satisfied 

with this aspect of the job. The mean value 2.64 showed that the employees were 

satisfied. It was an overall perception of the sample falls in the Rawalpindi and Sahiwal 

district. The table gives answer to the research question No 1, 2 and 3 for this study. 
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Part-20 of MSQ; Working Conditions: Physical aspects of one‟s work where 

employees work together is called working condition. In this part of MSQ the analysis of 

whole sample is presented about the working conditions of the job.  

 

Table 4.28 

Opinion of the whole sample on the dimension Working Conditions (n=840) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

96 142 16.9 259 30.8 284 33.8 106 12.6 49 5.8 2.60 

97 182 21.7 289 34.4 239 28.5 84 10.0 46 5.5 2.43 

98 170 20.2 286 34.0 263 31.3 81 9.6 40 4.8 2.45 

99 179 21.3 308 36.7 260 31.0 73 8.7 20 2.4 2.34 

100 140 16.7 257 30.6 308 36.7 86 10.2 49 5.8 2.58 

Total 813 96.8 1399 166.5 1354 161.3 430 51.1 204 24.3 12.4 

Average  19.36 33.3  32.26  10.22  4.86 2.48 

%age 19.36% 33.3% 47.34%  

 

 

The table 4.28 depicts that the highest percentage 47.34% respondents including 

(32.26% satisfied, 10.22% very satisfied and 4.86% extremely satisfied) are satisfied with 

the dimension of the job „working condition‟. The next value (33.3%) of employees is 

slightly satisfied and 19.36% reflects not satisfied. The results of table showed that the 

majority of the employees were satisfied with this aspect of the job. The mean value 2.48 

is equivalent to mid value show that the employees were satisfied with this aspect of the 

job but the level of satisfaction is very low. It was an overall perception of the sample 

falls in the Rawalpindi and Sahiwal district. The table gives answer to the research 

question No 1, 2 and 3 for this study. 
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Summary of Overall Sample 

Table 4.29 

Rank order/Hierarchy of Job Satisfaction Mean Score (n=840) 

S 

# 
Dimensions 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

1 Social service 33 3.96 184 17.8 380 45.2 168 20 75 8.92 3.08 

2 Moral Values 61 7.22 159 18.9 391 46.7 134 15.8 75 11.1 3.05 

3 Co-workers 54 4.46 168 20.0 414 49.3 146 17.5 48 6.82 2.98 

4 Activity 69 8.14 212 25.3 357 42.5 145 17.3 57 6.8 2.89 

5 Social Status 77 9.1 236 28.1 319 37.9 152 18.1 56 6.54 2.85 

6 Supervision–*HR 86 10.2 211 25.1 364 43.4 116 13.8 63 7.48 2.83 

7 Supervision – 

technical 
93 4.7 209 24.9 343 40.7 136 16.2 39 7.18 2.84 

8 Responsibility 82 9.76 235 28 358 42.5 126 15.1 38 4.5 2.76 

9 Security 102 12.2 201 23.9 383 45.5 106 12.8 48 5.66 2.76 

16 Authority 82 9.82 255 30.3 365 43.4 102 7.54 36 4.3 2.71 

17 Recognition 106 12.6 269 32.0 307 36.4 106 12.7 52 6.2 2.68 

10 Achievement 94 11.2 276 32.9 327 38.9 104 12.3 39 4.64 2.67 

11 Variety 88 10.5 285 27.9 338 40.1 98 11.7 31 3.7 2.64 

12 Independence 124 14.8 276 32.8 297 35.4 108 12.8 35 4.2 2.58 

13 Creativity 155 14.9 307 36.6 285 33.9 93 11.1 30 3.56 2.50 

14 Ability Utilization 136 16.2 281 33.6 323 38.5 71 8.38 29 3.5 2.49 

15 Working 

Conditions 
162 19.4 280 33.3 271 32.3 86 10.2 41 4.86 2.48 

18 Advancement 328 39.1 279 33.2 162 19.3 52 6.16 19 2.2 1.99 

19 Compensation 302 35.9 280 33.3 206 24.5 36 4.28 16 1.92 1.92 

20 Education Policy 381 45.3 258 32.7 140 16.7 44 5.26 17 2 1.88 

 Total 2615 299.48 4861 570.8 6330 753.2 2129 249. 844 106.1 52.58 

 Average 14.9 28.5  37.6  12.5  5.31 2.63 

 Percentage 14.9% 28.5% 55.4% 2.63 

*HR. =human relation 

 



 

 

109 

  

Table 4.29 reveals that all the respondents are satisfied with their job. The 

dimension „social service‟ is at the highest level and an „education policy‟ is at the 20
th

 

number in the rank order of level of satisfaction with job. The „education system 

policies‟, „advancement‟, „compensation‟ and „working conditions‟ are the dimensions 

with which respondents show very lower satisfaction level. The respondents show low 

level of satisfaction with „working condition‟, „ability utilization‟ and „creativity‟. The 

high level of job satisfaction was shown with the dimension „social service‟, „moral 

values', „co-workers‟, „activity‟ and „social status‟. This table fulfills the objective 1 and 2 

set for this study and also provided answer to the research question 1, 2 and 3 for this 

study  
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SECTION II 
 

 

RAWALPINDI DISTRICT 
 

 

Now the data is analyzed in its parts, first of all analyses is shown district wise, 

researcher took two districts for this survey. The researcher now intends to focus on the 

respondents from District Rawalpindi. This section deals with whole sample of the 

district Rawalpindi. It consists of the data analysis of demographic variables like location, 

gender, age, qualification, job titles, and the total experiences of the employees. 

Demographic variable are also illustrated with the help of bar graphs. It also consists of 

the analysis of twenty dimensions of the job as described in the MSQ.  

Table 4.30 

Overall Picture of Sample of District Rawalpindi 

DISTRICT RAWALPINDI 

Title MALE FEMALE TOTAL 

Questionnaire Sampled *AEO  20 18 38 

Received from AEO  17 14 31 

Response Rate 85% 78% 82% 

Questionnaire Sampled to Headmasters  80 80 160 

Received from Headmaster  72 69 141 

Response Rate 90% 86% 88% 

Questionnaire Sampled to Teachers    160 160 320 

Received from Teachers  144 138 282 

Response Rate 90% 86% 88% 

No of Schools Sampled 80 80 160 

Received  72  =   90% 69  = 86% 141  =  88% 

Total  31+141+282=454 out of 518 

Overall Response Rate 88% 

 *AEO= Assistant Education Officers 
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Table 4.30 showed the responses of the sample. Respondents were Administrative 

staff (Assistant Education Officer and Headmasters) and Academic staff (Teachers) of the 

District Rawalpindi. The response rate of AEOs was 82%, and the response rate of 

Headmasters and Teachers were 88% from Rawalpindi District. (n=141, 88%) schools 

from Rawalpindi responded the survey. The overall sample response rate was 86% from 

Rawalpindi district.  31 Assistant Education Officers, 141 Head teachers, and 282 

Teachers of district Rawalpindi responded the questionnaires. The frequency of sample is 

also illustrated in bar graphs below. Male and female staff is presented in the bars, the left 

part represent males and on the right are females. 
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*AEO=Assistant Education Officer  
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 Picture of Demographic Variables of Sample from District Rawalpindi  

   

   Table 4.31 

    Location of Sample in the District Rawalpindi 

District Location Frequency Percent Mean 
Standard 

Deviation 

Rawalpindi 1. Urban 107 23.6 2.47 .57 

 2. Rural 347 76.4 2.68 .60 

 Total 454 100.0 5.16 1.17 

 

 

Table 4.31 indicated the location of the sample falls in the District Rawalpindi. The 

number of respondents (n=107, 23.6% of the sample with mean score 2.47) belong to the 

Urban area while the respondents (n=347. 76.4%of the sample with mean value 2.68) 

were from the Rural area. There is a clear difference between urban and rural sample as 

depicted in the bar graph. 
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Table 4.32 

Gender of respondents in the District Rawalpindi  

District Gender Frequency Percent Mean 
Standard 

Deviation 

Rawalpindi 1. Male 233 51.3 2.62 .59 

 2. Female 221 48.7 2.69 .60 

 Total 454 100.0 5.31 1.19 

 

 

The table 4.32 showed the Gender of the sample. The number of males (n=233, 

51.3% with mean score 2.62) responded the survey and the number of females were 

(n=221, 48.7% with mean value 2.69). The bar graph also showed the frequency of the 

gender of sample. 

 

Male Female

Gender

0

50

100

150

200

250

F
r
e
q

u
e
n

c
y

District: Rawalpindi

Gender

 

Graph 11 



 

 

114 

  

Table 4.33 

Ages of Employees of the Sample in the District Rawalpindi 

District Age Groups Frequency Percent Mean 
Standard 

Deviation 

Rawalpindi 1. 20-39 years 147 32.4 2.65 .55 

 2. 40-59 years 307 67.6 2.66 .61 

 Total 454 100.0 5.31 1.16 

 

 

Table 4.33 showed the age groups of the sample, there were two age groups for 

this study. Group 1(20-39 years) consist of (n=147 32.4% of the sample with mean 2.65) 

while Group2 (40-59 years) consists of (n=307, 67.6% of the sample with mean value 

2.66). The numbers of employees in the group 2 were more than group 1. Bar graph 

clearly depicted the difference between two groups.  
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Table 4.34 

Academic Qualification of Sample falls in district Rawalpindi 

District Qualification Frequency Percent Mean 
Standard 

Deviation 

Rawalpindi 1. Matric 21 4.6 2.71 .44 

 2. HSSC 41 9.0 2.75 .64 

 3. BA/BSc 182 40.1 2.71 .56 

 4. MA/MSc 209 46.0 2.58 .62 

 5. MPhil 1 .2 2.67 - 

 Total 454 100.0 13.42 2.26 

 

 

Table 4.34 depicted the qualification of the employees, the number of respondents 

(n=21, 4.6% of the sample) having only Matric certificate, (n=41, 9.0%) FA/FSc, (182, 

40.1%) were BA/BSc degree holders and (n=209, 46%) of the sample were MA/MSc, 

while (n=2, .2%) were MPhil. Bar graph showed the highest percentage of Master degree 

holders.  
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Table 4.35 

Job Title of Sample in the district Rawalpindi   

District Job Title Frequency Percent Mean 
Standard 

Deviation 

Rawalpindi 

 
1.  Teachers 282 62.1 2.65 .57 

 2. Headmaster 141 31.1 2.72 .63 

 3. AEO 31 6.8 2.36 .57 

 Total 454 100.0 7.73 1.77 

 

Table 4.35 showed the frequency of the respondents title wise, academic staff 

(teachers) were (n=282, 62.1%), and administrative staff (Headmasters/Headmistresses) 

were (n=141, 31.1%) of the sample, while (n=31, 6.8%) were Assistant Education 

Officers. The numbers of teacher were more than the administrative staff. The difference 

of the frequency is clearly depicted in the bar graph. 
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Table 4.36 

Experience of the Employees of district Rawalpindi 

District Experience Frequency Percent Mean 
Standard 

Deviation 

Rawalpindi 

 

 

 

1. 0-10 years 69 15.2 2.56 .44 

2. 11-20 years 172 37.9 2.74 .66 

3. 21and above 213 46.9 2.61 .58 

Total 454 100.0 7.91 1.68 

 

 

In the table 4.36 there were three groups of the employees with reference to the 

length of experience, group 1 (n=175, 20.8%, M=2.56) while group 2 (n=172, 

37.9%,M=2.74) and the most number (n=213, 46.9%,M=2.61) were of group 3 (21and 

above years) of academic and administrative experience. 
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Now the analysis of the MSQ administered on the sample is presented item wise 

and in its parts (20-parts/dimensions). Each part has five items in it, the analysis started 

with the table 4.36 with five items under the heading of Ability Utilization. 

Part-1 of MSQ; Ability Utilization: The chance to do something that makes use of one‟s 

abilities and skills in the institutions. 

 

Table 4.37 

Opinion of the sample of District Rawalpindi about Ability Utilization (n=454) 

Item 

 No. 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

1 74 16.3 160 35.2 185 40.7 18 4.0 17 3.7 2.44 

2 79 17.4 136 30.0 177 39.0 42 9.3 20 4.4 2.53 

3 74 16.3 168 37.0 162 35.7 28 6.2 22 4.8 2.46 

4 78 17.2 175 38.5 141 31.1 46 10.1 14 3.1 2.43 

5 68 15.0 173 38.1 164 36.1 35 7.7 14 3.1 2.46 

Total 373 82.2 813 178.8 829 182.6 169 37.3 87 19.1 12.32 

Average  16.4  35.76  36.52  7.46  3.82 2.46 

%age  16.4%  35.76% 47.80%  

*f =frequency  

 

The table 4.37 shows that the highest percentage (47.80%) respondents including 

(36.52% satisfied, 7.46% very satisfied and 3.82% extremely satisfied) are satisfied with 

the dimension „ability utilization‟. 35.76% reflects slightly satisfied and 16.4% depicts 

not satisfied. The table showed that the majority of the employees‟ were satisfied with 

this dimension of the job. The mean value 2.46 is supporting and show low satisfaction 

level of respondents. It was an overall perception of the respondents‟ falls in the 

Rawalpindi district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 2.  
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Part-2 of MSQ; Achievement: The feeling of accomplishment one gets from the job. 

Achievement   is the second part of the MSQ used for this survey, what the sample 

perceives/feels about this dimension is presented in this part. 

 

Table 4.38 

Opinion of the sample of District Rawalpindi about Achievement (n=454) 

Item  

No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

6 52 11.5 146 32.2 195 43.0 44 9.7 17 3.7 2.62 

7 79 17.4 167 36.8 140 30.8 48 10.6 20 4.4 2.48 

8 55 12.1 154 33.9 172 37.9 59 13.0 14 3.1 2.61 

9 55 12.1 163 35.9 177 39.0 41 9.0 18 4.0 2.57 

10 40 8.8 142 31.3 186 41.0 58 12.8 28 6.2 2.76 

Total 281 61.9 772 169.2 870 191.7 250 55.1 97 21.4 13.04 

Average  12.38  33.84  38.34  11.02  4.28 2.61 

%age  12.38%  33.84% 53.64%  

 

 

The table 4.38 reflects that the highest percentages (53.64%) of respondents 

including (38.34% satisfied, 11.02% very satisfied and 4.28% extremely satisfied) are 

satisfied. The second value (33.84%) respondents are slightly satisfied and 12.38% 

reflects not satisfied with the achievement. The table showed that the majority of the 

employees‟ were satisfied with this aspect of the job. The mean value 2.61 which is 

greater than mid value showed that the employees were satisfied with this aspect of the 

job. It was an overall perception of the sample falls in the Rawalpindi district. This table 

fulfills the objective No 1 and 2 set for this study and also provided answer to the 

research question No 2.  
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Part-3 of MSQ; Activity: Being able to keep busy all the time. Activity is the third part 

of the MSQ used for this study, analysis of overall sample of district Rawalpindi 

regarding this aspect is given in table 4.39   

 

Table 4.39 

 Opinion of the sample of District Rawalpindi about Activity (n=454) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age F %age f %age f %age 

11 44 9.7 112 24.7 193 42.5 71 15.6 34 7.5 2.87 

12 29 6.4 112 24.7 204 44.9 80 17.6 29 6.4 2.93 

13 30 6.6 82 18.1 207 45.6 101 22.2 34 7.5 3.06 

14 33 7.3 110 24.2 193 42.5 91 20.0 27 5.9 2.93 

15 44 9.7 109 24.0 168 37.0 91 20.0 42 9.3 2.95 

Total 180 39.7 525 115.7 965 212.5 434 95.4 166 36.6 14.74 

Average  7.94  23.1  42.5  19.08  7.32 2.95 

%age  7.94%  23.1% 68.45%  

 

 

The table 4.39 depicts that the highest percentage 68.45% respondents including 

(42.5% satisfied, 19.08% very satisfied and 7.32% extremely satisfied) are satisfied with 

this dimension of the job, while 23.1% respondents reflects slightly satisfied and 7.94% 

sample is not satisfied. The table showed that the majority of the employees‟ were 

satisfied with this aspect of the job. The mean value 2.95 also showed that the employees 

were highly satisfied. It was an overall perception of the sample falls in the Rawalpindi 

district. This table fulfills the objective No 1 and 2 set for this study and also provided 

answer to the research question No 2.  
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Part-4 of MSQ; Advancement: The chances for advancement on this job. This part 

deals with the analysis of whole sample falls in the district Rawalpindi about the 

promotion policies of employees. The feeling of employees about advancement is 

analyzed in table 4.40 

 

Table 4.40 

 Opinion of respondents from District Rawalpindi about Advancement (n=454) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

16 211 46.5 115 25.3 88 19.4 25 5.5 15 3.3 1.94 

17 195 43.0 139 30.6 77 17.0 31 6.8 12 2.6 1.96 

18 253 55.7 118 26.0 63 13.9 17 3.7 3 .7 1.68 

19 202 44.5 146 32.2 79 17.4 21 4.6 6 1.3 1.86 

20 190 41.9 151 33.3 81 17.8 27 5.9 5 1.1 1.91 

Total 1051 231.6 669 147.4 388 85.5 121 26.5 41 9 9.35 

Average  46.32  29.48  17.1  5.3  1.8 1.87 

%age  46.32%  29.48% 24.2%  

 

 

 The table 4.40 shows that the highest percentage (46.32%) of respondents is not 

satisfied with this dimension of the job. The second value (29.48%) is slightly satisfied, 

and 24.2% are satisfied including (17.1% satisfied, 5.3% very satisfied and 1.8% 

extremely satisfied). The table showed that the majority of the employees were not 

satisfied with this aspect of the job. The mean value is 1.87 which is less than mid value 

show dissatisfaction with this aspect.  It seems that employees were not satisfied with this 

dimension. It was an overall perception of the sample falls in the Rawalpindi district. This 

table fulfills the objective No 1 and 2 set for this study and also provided answer to the 

research question No 2.  
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Part-5 of MSQ; Authority: The chance to tell other people what to do. Fifth part of 

MSQ is the authority of the employees. It means to tell others what to do. Analysis of this 

part is presented in this part. 

 

Table 4.41 

 Opinion of the sample of District Rawalpindi about Authority (n=454) 

Item 

 No 

Not Satisfied 
Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age F %age f %age f %age 

21 46 10.1 141 31.1 196 43.2 51 11.2 20 4.4 2.69 

22 33 7.3 122 26.9 222 48.9 56 12.3 21 4.6 2.80 

23 47 10.4 139 30.6 189 41.6 57 12.6 22 4.8 2.71 

24 42 9.3 138 30.4 186 41.0 62 13.7 26 5.7 2.76 

25 46 10.1 130 28.6 189 41.6 66 14.5 23 5.1 2.76 

Total 214 47.2 670 147.6 982 216.3 292 64.3 112 24.6 13.72 

Average   9.44  29.5  43.3  12.86  4.92 2.74 

%age  9.44%  29.5% 61.08%  

 

 

The table 4.41 shows that the highest percentage (61.08%) respondents are 

satisfied (including 43.3% satisfied, 12.86% very satisfied and 4.92% extremely satisfied) 

with this dimension of the job. The second value (29.5%) reflects slightly satisfied and 

9.44% is not satisfied. The table showed that the majority of the respondents were 

satisfied with this dimension. The mean value 2.74 also showed that the employees were 

satisfied. It was an overall perception of the sample falls in the Rawalpindi district. This 

table fulfills the objective No 1 and 2 set for this study and also provided answer to the 

research question No 2.  
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Part-6 of MSQ; Education Policy: The way education system policies are implemented. 

Education System Policy is the sixth part of MSQ for this study, what the sample feels 

about this aspect is analyzed in table 4.42 

 

Table 4.42 

Opinion of the sample of District Rawalpindi about Education Policy (n=454) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

26 216 47.6 136 30.0 71 15.6 22 4.8 9 2.0 1.84 

27 246 54.2 121 26.7 55 12.1 23 5.1 9 2.0 1.74 

28 238 52.4 122 26.9 66 14.5 18 4.0 10 2.2 1.77 

29 235 51.8 132 29.1 63 13.9 16 3.5 8 1.8 1.74 

30 206 45.4 130 28.6 82 18.1 26 5.7 10 2.2 1.91 

Total 1141 251.4 641 141.3 337 74.2 105 23.1 46 10.2 9.0 

Average   50.28  28.26  14.84  4.62  2.04 1.8 

%age  50.28%  28.26% 21.50%  

 

 

The table 4.42 show the highest percentage (50.28%) of respondents are not 

satisfied with Education Policies, (28.26%) of sample are slightly satisfied and 21.50% 

reflects satisfied including (14.84% satisfied, 4.63% very satisfied and 2.04% extremely 

satisfied) with the education system policies and practices. The table showed that the 

majority of the employees were not satisfied with this aspect of the job. The mean value 

1.8 also showed dissatisfaction of employees. The employees felt that the policies should 

be made favorable to them. It was an overall feeling/perception of the sample falls in the 

Rawalpindi district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 2.  
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Part-7 of MSQ; Compensation: Feelings about pay in contrast to the amount of work 

completed. In this part of MSQ analysis regarding the compensation is presented. 

 

Table 4.43 

 Opinion of respondents from District Rawalpindi about Compensation (n=454) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

31 149 32.8 155 34.1 110 24.2 26 5.7 14 3.1 2.12 

32 189 41.6 146 32.2 90 19.8 18 4.0 11 2.4 1.93 

33 210 46.3 128 28.2 90 19.8 14 3.1 12 2.6 1.88 

34 157 34.6 142 31.3 128 28.2 16 3.5 11 2.4 2.08 

35 151 33.3 164 36.1 118 26.0 13 2.9 8 1.8 2.04 

Total 856 188.6 735 161.9 536 118 87 19.2 56 12.3 10.05 

Average   37.72  32.38  23.6  3.84  2.46 2.01 

%age  37.72%  32.38% 29.90%  

 

 

Table 4.43 explicates that the highest percentage (37.72%) of respondents from 

Rawalpindi District  are not satisfied with this dimension of the job, (32.38%) of sample 

is slightly satisfied and 29.90% including (23.6% satisfied, 3.84% very satisfied and 

2.46% extremely satisfied). The table showed that the majority of the teachers and 

administrators were not satisfied with this aspect of the job. The mean value for this 

dimension is 2.01 which also clarifies that the respondents were not satisfied. The 

employees felt that their compensation should be increased. It was an overall perception 

of the sample falls in the Rawalpindi district. This table fulfills the objective No 1 and 2 

set for this study and also provided answer to the research question No 2.  
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Part-8 of MSQ; Co-workers: How one gets along with coworkers. The dimension of 

MSQ Co-workers is analyzed in this section.   

 

Table 4.44 

Opinion of the sample of District Rawalpindi about Co-workers (n=454) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

36 34 7.5 85 18.7 225 49.6 76 16.7 34 7.5 2.98 

37 16 3.5 82 18.1 226 49.8 91 20.0 39 8.6 3.12 

38 17 3.7 68 15.0 237 52.2 91 20.0 41 9.0 3.16 

39 15 3.3 84 18.5 247 54.4 81 17.8 27 5.9 3.05 

40 20 4.4 81 17.8 250 55.1 69 15.2 34 7.5 3.08 

Total 102 22.4 400 88.1 1185 261.1 408 89.7 175 38.5 15.39 

Average   4.48  17.62  52.22  17.94  7.7 3.08 

%age  4.48%  17.62% 76.86%  

 

 

A table 4.44 reflects that the highest percentage (76.86%) of respondents 

including (52.22% satisfied, 17.94 % very satisfied, and 7.7% extremely satisfied) is 

satisfied with this dimension of the job. The second percentage value (17.62%) says 

slightly satisfied while 4.48% reflects not satisfied. The table showed that the majority of 

the respondents were satisfied with this aspect of the job. The mean value 3.08 clearly 

showed that the employees were satisfied with this aspect of the job. It was perception of 

overall sample falls in the Rawalpindi district. The table provided answer to the research 

question No 1, 2 and 5 for this study. 
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Part-9 of MSQ; Creativity: The opportunity to try one‟s own methods. The analysis of 

dimension of MSQ is presented in this part 

 

Table 4.45 

Opinion of the sample of District Rawalpindi about Creativity (n=454) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

41 46 10.1 171 37.7 176 38.8 45 9.9 16 3.5 2.59 

42 80 17.6 163 35.9 140 30.8 52 11.5 19 4.2 2.49 

43 94 20.7 172 37.9 132 29.1 43 9.5 13 2.9 2.36 

44 94 20.7 159 35.0 145 31.9 41 9.0 15 3.3 2.39 

45 70 15.4 170 37.4 155 34.1 42 9.3 17 3.7 2.48 

Total 384 84.5 835 183.9 748 164.7 223 49.2 80 17.6 12.31 

Average   16.9  36.78  32.94  9.84  3.52 2.46 

%age  16.9%  36.78% 46.3%  

 

 

The table 4.45 shows that the highest percentage (46.3%) of respondents including 

(32.94% satisfied, 9.84% very satisfied and 3.52% extremely satisfied) are satisfied with 

the dimension „creativity‟. 36.78% of the employees are slightly satisfied with this 

dimension of the job and 16.9% sample says not satisfied. The table showed that the 

majority of the employees were satisfied with this aspect of the job. The mean value 2.46 

showed that the employees were satisfied. It was an overall perception of the sample falls 

in the Rawalpindi district. This table fulfills the objective No 1 and 2 set for this study 

and also provided answer to the research question No 2.  
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Part-10 of MSQ; Independence: The opportunity to work alone. Independence is the tenth 

dimension of MSQ used for this study. Overall sample feeling regarding this aspect is 

analyzed in this part. 

 

Table 4.46 

Opinion of Sample from District Rawalpindi about Independence (n=454) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

46 81 17.8 140 30.8 157 34.6 59 13.0 17 3.7 2.54 

47 70 15.4 135 29.7 173 38.1 56 12.3 20 4.4 2.61 

48 56 12.3 138 30.4 184 40.5 55 12.1 21 4.6 2.66 

49 51 11.2 128 28.2 181 39.9 68 15.0 26 5.7 2.76 

50 60 13.2 147 32.4 178 39.2 50 11.0 19 4.2 2.61 

Total 318 69.9 688 151.5 873 192.3 288 63.4 103 22.6 13.18 

Average   13.98  30.3  38.46  12.68  4.52 2.64 

%age  13.98%  30.3% 55.66%  

 

 

The table 4.46 illustrates that majority of respondents (55.66%) are satisfied 

(including 38.46% satisfied, 12.68% very satisfied and 4.52% extremely satisfied) with 

this dimension of the job, while (30.3%) respondents feels slightly satisfied and only 

13.98% sample is not satisfied. The table showed that the majority of the employees were 

satisfied with this aspect of the job. The mean value 2.64 also showed that the employees 

were satisfied. It was an overall perception of the whole sample falls in the Rawalpindi 

district. This table fulfills the objective No 1 and 2 set for this study and also provided 

answer to the research question No 2.  
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Part-11 of MSQ; Moral Values: The opportunity to do things that do not run counter to 

one‟s own conscience. Feeling of whole sample regarding the moral values of the 

employees about their job is analyzed in this part. 

 

Table 4.47 

Opinion of the sample of District Rawalpindi about Moral Values (n=454) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

51 45 9.9 109 24.0 219 48.2 51 11.2 30 6.6 2.81 

52 17 3.7 59 13.0 214 47.1 93 20.5 71 15.6 3.31 

53 18 4.0 67 14.8 209 46.0 93 20.5 67 14.8 3.27 

54 15 3.3 47 10.4 225 49.6 76 16.7 91 20.0 3.40 

55 23 5.1 53 11.7 211 46.5 82 18.1 85 18.7 3.34 

Total 118 26 335 73.9 1078 237.4 395 87 344 75.7 16.13 

Average   5.2  14.78  47.48  17.4  15.14 3.23 

%age  5.2%  14.78% 80.02%  

 

 

The table 4.47 shows that the highest percentage ( 80.02%) of respondents 

(including 47.48% satisfied, 17.4% very satisfied and 15.14% extremely satisfied) are 

satisfied with this dimension of the job while 14.78% employees are slightly satisfied 

and 5.2% reflects not satisfied. The table showed that the majority of the employees 

were satisfied with this aspect of the job. The mean value 3.23 showed that the 

employees were satisfied. It was an overall perception of the sample falls in the 

Rawalpindi district. This table fulfills the objective No 1 and 2 set for this study and 

also provided answer to the research question No 2.  
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Part-12 of MSQ; Recognition: Being recognized for a job well done. This dimension 

deals with the recognition of employees, how are they recognized for a job well done? 

The analysis of the whole sample falls in district Rawalpindi about this aspect is given 

below. 

 

Table 4.48 

Opinion of the sample of District Rawalpindi about Recognition (n=454) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

56 43 9.5 113 24.9 186 41.0 65 14.3 47 10.4 2.91 

57 80 17.6 130 28.6 175 38.5 44 9.7 25 5.5 2.57 

58 49 10.8 130 28.6 164 36.1 64 14.1 47 10.4 2.85 

59 51 11.2 150 33.0 181 39.9 55 12.1 17 3.7 2.64 

60 69 15.2 140 30.8 182 40.1 43 9.5 20 4.4 2.57 

Total 292 64.3 663 145.9 888 195.6 271 59.7 156 34.4 13.54 

Average   12.87  29.18  39.12  11.94  6.88 2.71 

%age  12.87%  29.18% 56.94%  

 

 

The table 4.48 illustrated that the highest percentage (56.94%) are satisfied  

including  (39.12% satisfied, 11.94% very satisfied and 6.88% extremely satisfied) with 

this dimension of the job, while 29.18% sample is slightly satisfied and 12.87% feels not 

satisfied. The table showed that the majority of the employees were satisfied with this 

aspect of the job. The mean value 2.71 higher than mid value also showed that the 

employees were satisfied. It was an overall perception of the sample falls in the 

Rawalpindi district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 2.  
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Part-13 of MSQ; Responsibility: The freedom to implement one‟s judgment. The part 

of MSQ deal with the responsibility of the employees, five items of questionnaire is 

analyzed in this section. 

 

Table 4.49 

Opinion of the sample of District Rawalpindi regarding Responsibility (n=454) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

61 34 7.5 109 24.0 217 47.8 71 15.6 23 5.1 2.87 

62 44 9.7 130 28.6 199 43.8 59 13.0 22 4.8 2.75 

63 44 9.7 122 26.9 193 42.5 74 16.3 21 4.6 2.79 

64 53 11.7 130 28.6 174 38.3 79 17.4 18 4.0 2.73 

65 24 5.3 100 22.0 218 48.0 86 18.9 26 5.7 2.98 

Total 199 43.9 591 130.1 1001 220.4 369 81.2 110 24.2 14.12 

Average   8.78  26.02  44.08  16.24  4.84 2.82 

%age  8.78%  26.02% 65.16%  

 

 

The table 4.49 explains that most of the respondents (65.16%) including (44.08% 

satisfied, 16.24% very satisfied and 4.84% extremely satisfied) are satisfied with this 

dimension of the job, while 26.02% is slightly satisfied and 8.78% sample is not satisfied. 

The table showed that the majority of the employees were satisfied with this aspect of the 

job. The mean value 2.82 showed that the employees were slightly satisfied. It was an 

overall perception of the sample falls in the Rawalpindi district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 2.  
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Part-14 of MSQ; Security: The way a job provides for steady employment. Five items 

under the heading of security of employment is analyzed below. 

 

Table 4.50 

Opinion of the sample of District Rawalpindi about Security (n=454) 

Item 

 No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

66 39 8.6 105 23.1 204 44.9 70 15.4 36 7.9 2.91 

67 58 12.8 105 23.1 201 44.3 61 13.4 29 6.4 2.78 

68 45 9.9 90 19.8 236 52.0 50 11.0 33 7.3 2.86 

69 25 5.5 85 18.7 239 52.6 64 14.1 41 9.0 3.02 

70 82 18.1 136 30.0 177 39.0 44 9.7 15 3.3 2.50 

Total 249 54.9 521 114.7 1057 232.8 289 63.6 154 33.9 14.07 

Average   10.98  22.94  46.56  12.72  6.78 2.81 

%age  10.98%  22.94% 66.06%  

 

 

The table 4.50 illustrates that the highest percentage (66.06%) respondents 

including (46.56% satisfied, 12.78% very satisfied and 6.78% extremely satisfied) are 

satisfied with this dimension of the job. The second percentage (22.94%) sample is 

slightly satisfied while 10.98% are not satisfied. The table showed that the majority of the 

employees were satisfied with this aspect of the job. The mean value 2.81 showed that the 

employees were satisfied. It was an overall perception of the sample falls in the 

Rawalpindi district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 2.  
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Part-15 of MSQ; Social Service: Being able to do things in service to others. The Social 

Service is the fifteenth part of MSQ, it consist of five items (71-75) which are analyzed 

below in table 4.51 

 

Table 4.51 

Opinion of the sample of District Rawalpindi about Social Service (n=454) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

71 8 1.8 105 23.1 205 45.2 90 19.8 46 10.1 3.13 

72 11 2.4 97 21.4 196 43.2 102 22.5 48 10.6 3.17 

73 13 2.9 89 19.6 194 42.7 107 23.6 51 11.2 3.21 

74 10 2.2 93 20.5 200 44.1 101 22.2 50 11.0 3.19 

75 11 2.4 82 18.1 217 47.8 101 22.2 43 9.5 3.18 

Total 53 11.7 466 102.7 1012 223 501 110.3 238 52.4 15.88 

Average   2.34  20.54  44.6  22.06  10.48 3.18 

%age   2.34%  20.54% 77.14%  

 

 

 The table 4.51 elucidated that the highest percentage (77.14%) of respondents 

including (46.6% satisfied, 22.06% very satisfied and 10.48% extremely satisfied) are 

satisfied with this dimension of the job, the second percentage (20.54%) employees 

depicts  slightly satisfied and 2.34% reflects not satisfied. The table showed that the 

majority of the employees were satisfied with this aspect of the job. The mean value 3.18 

also showed that the employees were satisfied with this aspect of the job. Academic and 

administrative staff District Rawalpindi felt satisfied for social service. It was an overall 

perception of the sample falls in the Rawalpindi district. This table fulfills the objective 

No 1 and 2 set for this study and also provided answer to the research question No 2.  



 

 

133 

  

Part-16 of MSQ; Social Status: Having respect for the community. The analysis of the 

dimension of job under the heading of social status (Item No76-80) is presented in this 

part. 

 

Table 4.52 

Opinion of the sample of District Rawalpindi about Social Status (n=454) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

76 51 11.2 95 20.9 185 40.7 81 17.8 42 9.3 2.93 

77 40 8.8 107 23.6 170 37.4 100 22.0 37 8.1 2.97 

78 52 11.5 129 28.4 164 36.1 88 19.4 21 4.6 2.77 

79 46 10.1 143 31.5 169 37.2 70 15.4 26 5.7 2.75 

80 52 11.5 122 26.9 174 38.3 83 18.3 23 5.1 2.79 

Total 241 53.1 596 131.3 862 189.7 422 92.9 149 32.8 14.21 

Average   10.62  26.26  37.94  18.58  6.56 2.84 

%age  10.62%  26.26% 63.08%  

 

 

The table 4.52 shows that the highest percentage (63.08%) respondents including 

(37.94% satisfied, 18.58% very satisfied and 6.56% extremely satisfied) are satisfied with 

this dimension of the job, the second value (26.26%) were slightly satisfied while 10.62% 

sample reflects not satisfied. The table showed that the majority of the employees were 

satisfied. The mean value 2.84 also showed that the employees were satisfied with social 

status. It was an overall perception of the sample falls in the Rawalpindi district. This 

table fulfills the objective No 1 and 2 set for this study and also provided answer to the 

research question No 2.  
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Part-17 of MSQ; Supervision–human relations: The relationship between supervisors 

and employees. How they deal with each other is analyzed in this part of MSQ?  

 

Table 4.53 

Opinion of sample about Supervision–human relations District Rawalpindi (n=454) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

81 34 7.5 103 22.7 222 48.9 60 13.2 35 7.7 2.91 

82 48 10.6 103 22.7 195 43.0 76 16.7 32 7.0 2.87 

83 46 10.1 102 22.5 210 46.3 64 14.1 32 7.0 2.85 

84 54 11.9 102 22.5 207 45.6 64 14.1 27 5.9 2.80 

85 34 7.5 108 23.8 211 46.5 67 14.8 34 7.5 2.91 

Total 216 47.6 518 114.2 1045 230.3 331 72.9 160 35.1 14.34 

Average   9.52  22.84  46.06  14.6  7.02 2.87 

%age  9.52%  22.84% 67.68%  

 

 

The table 4.53 explains that majority of respondents (67.68%) including (46.06% 

satisfied, 14.6% very satisfied and 7.02% extremely satisfied) are satisfied with 

Supervision – human relations, the second percentage (22.84%) of employees are slightly 

satisfied and 9.52% reflects not satisfied. The table showed that the majority of the 

employees were satisfied with this dimension of the job. The mean value 2.87 showed 

that the employees were satisfied. It was an overall perception of the sample falls in the 

Rawalpindi district about supervision-human relation. This table fulfills the objective No 

1 and 2 set for this study and also provided answer to the research question No 2.  
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Part-18 of MSQ; Supervision–technical: - The technical quality of supervision. The 

analysis of Supervision – technical is presented in this section. 

 

Table 4.54 

Opinion of the sample of District Rawalpindi about Supervision-technical (n=454) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

86 44 9.7 103 22.7 187 41.2 79 17.4 41 9.0 2.93 

87 41 9.0 106 23.3 183 40.3 91 20.0 33 7.3 2.93 

88 43 9.5 107 23.6 195 43.0 73 16.1 36 7.9 2.89 

89 45 9.9 45 9.9 192 42.3 83 18.3 34 7.5 2.91 

90 60 13.2 96 21.1 192 42.3 73 16.1 33 7.3 2.83 

Total 233 51.3 457 100.6 949 209.1 399 87.9 177 39 14.49 

Average   10.26  20.12  41.82  17.58  7.8 2.90 

%age  10.26%  20.12% 67.2%  

 

 

The table 4.54 reflects that the highest percentages( 67.2%) of respondents 

including (41.82% satisfied, 17.58% very satisfied and 7.8% extremely satisfied) are 

satisfied with this dimension of the job, the second percentage (20.12%) sample selects 

slightly satisfied while 10.26% reflects not satisfied. The table showed that the majority 

of the employees were satisfied. The mean value 2.90 showed that the employees were 

satisfied with this aspect of the job. It was an overall perception of the sample falls in the 

Rawalpindi district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 2.  
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Part-19 of MSQ; Variety: The opportunity to do different things. The feeling of sample 

regarding the variety in job is analyzed in this part. 

 

Table 4.55 

Opinion of the sample of District Rawalpindi about Variety (n=454) 

Item  

No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

91 49 10.8 141 31.1 194 42.7 53 11.7 17 3.7 2.67 

92 38 8.4 152 33.5 192 42.3 60 13.2 12 2.6 2.68 

93 40 8.8 140 30.8 215 47.4 47 10.4 12 2.6 2.67 

94 54 11.9 164 36.1 166 36.6 53 11.7 17 3.7 2.59 

95 53 11.7 140 30.8 190 41.9 54 11.9 17 3.7 2.65 

Total 234 51.6 737 162.3 957 210.9 267 58.9 75 16.3 13.26 

Average   10.32  32.64  42.18  11.78  3.26 2.65 

%age  10.32%  32.64% 57.22%  

 

 

The table 4.55 illustrates that the majority of respondents (57.22%) including 

(42.18% satisfied, 11.78% very satisfied and 3.26% extremely satisfied) are satisfied with 

this dimension of the job, the second percentage (32.64%) of the sample feels slightly 

satisfied and 10.32% sample was not satisfied. The table showed that the majority of the 

employees were satisfied with this aspect of the job. The mean value for this dimension is 

2.65. It was an overall perception of the sample falls in the Rawalpindi district. This table 

fulfills the objective No 1 and 2 set for this study and also provided answer to the 

research question No 2.  
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Part-20 of MSQ; Working Conditions: Physical aspects of one‟s work, this is the last 

part of MSQ the analysis of sample under the heading of working conditions of the job is 

presented in the part. 

 

Table 4.56 

Opinion of the sample about Working Conditions District Rawalpindi (n=454) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

96 83 18.3 119 26.2 154 33.9 64 14.1 34 7.5 2.66 

97 111 24.4 137 30.2 137 30.2 41 9.0 28 6.2 2.42 

98 103 22.7 137 30.2 145 31.9 47 10.4 22 4.8 2.44 

99 115 25.3 153 33.7 135 29.7 40 8.8 11 2.4 2.29 

100 86 18.9 139 30.6 159 35.0 44 9.7 26 5.7 2.53 

Total 498 109.6 685 150.9 730 160.7 236 52 121 26.6 12.34 

Average   21.92  30.18  32.14  10.4  5.32 2.47 

%age  21.92%  30.18% 47.86%  

 

 

The table 4.56 reveals that about less than half of respondents (47.86%) are 

satisfied with working condition of the job, (30.18%) are slightly satisfied and 21.92% 

sample feels not satisfied with this aspect of job. The table showed that the less than half 

of the employees were satisfied with this aspect of the job. The mean value for this 

dimension is 2.47 which is less than middle value show low satisfaction level about this 

dimension.  It was an overall perception of the sample falls in the Rawalpindi district. 

This table fulfills the objective No 1 and 2 set for this study and also provided answer to 

the research question No 2.  

. 
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Summary 

Table 4.57 

Job satisfaction mean of twenty dimensions of job district Rawalpindi (n=454) 

S 

# 
Dimension 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

1 Moral Values 23 5.2 67 14.8 216 47.5 79 17.4 69 15.1 3.23 

2 Social Service 11 2.3 93 20.5 202 44.6 100 22.1 48 10.5 3.18 

3 Co-workers 20 4.5 80 17.6 237 52.2 82 17.9 35 7.7 3.08 

4 Activity 36 7.9 105 23.1 193 42.5 87 19.1 33 7.3 2.95 

5 Supervision – 

technical 
47 10.3 92 20.1 190 41.8 80 17.6 35 7.8 2.90 

6 Supervision–

human relation 
43 9.5 104 22.8 209 46.1 66 14.6 32 7.0 2.87 

7 Social Status 48 10.6 119 26.3 172 37.9 85 18.6 30 6.6 2.84 

8 Responsibility 40 8.7 118 26.2 200 44.1 74 16.2 22 4.8 2.82 

9 Security 50 10.9 104 22.9 211 46.6 58 12.7 31 6.8 2.81 

10 Authority 43 9.4 134 29.5 196 43.3 58 12.8 23 4.9 2.74 

11 Recognition 58 12.8 133 29.8 178 39.1 54 11.9 31 6.9 2.70 

12 Achievement 56 12.4 134 33.8 174 38.3 50 11.0 20 4.3 2.61 

13 Independence 63 13.9 138 30.3 175 38.5 58 12.7 20 4.5 2.60 

14 Variety 47 10.3 147 32.6 192 42.2 53 11.8 15 3.3 2.65 

15 Working 

Conditions 
100 21.9 137 30.2 146 32.1 47 10.4 24 5.3 2.47 

16 Ability Utilization 74 16.4 162 35.8 166 36.5 34 7.5 18 3.8 2.46 

17 Creativity 77 16.9 168 36.8 150 32.9 44 9.8 16 3.5 2.46 

18 Compensation 171 37.7 147 32.4 107 23.6 18 3.8 11 2.5 2.01 

19 Advancement 210 46.3 134 29.5 78 17.1 24 5.3 8 1.8 1.87 

20 Education Policy 228 50.3 128 28.3 68 14.8 21 4.6 9 2.0 1.8 

 Total 1445 318.2 2444 543.3 3460 761.7 1172 257.8 530 116.4 52.87 

 Average  15.9  27.2  38.1  12.9  5.9 2.64 

 Overall %age  15.9%  27.2%  56.9%  
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Table 4.57 shows that overall employees of district Rawalpindi are not satisfied 

with three dimensions of the job i.e. advancement education system policies, and 

compensation. Employees are more satisfied with two dimensions moral values and social 

service. They are satisfied with the dimensions of job: co-worker, activity, supervision-

technical, supervision human relation, social status responsibility, security and authority. 

The respondents are slightly satisfied with dimensions: variety, working conditions, 

ability utilization and creativity. The overall percentage shows that majority of the 

employees are satisfied. The mean value 2.64 also shows that they are satisfied. 

This table fulfills the objective No 1 and 2 set for this study and also provided 

answer to the research question No 2.  
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SECTION III 
 

 

DISTRICT SAHIWAL  

 

 

This section deals with whole sample of the district Sahiwal as depicted in the 

table 4.58. It consists of the data analysis of demographic variables like location, gender, 

age, qualification, job titles, and the total experiences of the employees. Demographic 

variable are also illustrated with the help of bar graphs. It also consists of the analysis of 

twenty dimension of the job as described in the MSQ.  

 

Table 4.58 

Overall Picture of Sample District Sahiwal 

District Sahiwal 

Title Male Female Total 

Questionnaire Sampled to *AEO,S  13 13 26 

Questionnaire Received from AEO,S  13 13 26 

Response Rate 100% 100% 100% 

Questionnaire Sampled to Headmaster  60 80 140 

Questionnaire Received from Headmaster  54 66 120 

Response Rate 90% 82% 86% 

Questionnaire Sampled to Teachers    120 160 280 

Questionnaire Received from Teachers  108 132 240 

Response Rate 90% 82% 86% 

No of Schools Sampled 60 80 140 

Questionnaire Received 54 =90% 61 =82% 115 =86% 

Total 26+120+240=386 

Overall Response Rate 91% 

*AEO=Assistant Education Officer 

 

Table 4.58 shows the responses of the sample. The sample of the study was 

academic and administrative staff of the district Sahiwal. Respondents of the study were 
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the Assistant Education Officer, Headmasters and Teachers. The response rate of AEO, s 

was 100% from Sahiwal district. The response rate of headmasters and teachers were 

86% from Sahiwal. The response rate of schools were (n=115. 86%) from Sahiwal. The 

overall sample response rate was 91% from the Sahiwal district. 26 Assistant Education 

Officers, 120 Head teachers, and 240 Teachers of district Sahiwal took part in the study.  

The frequency of sample is also illustrated in bar graphs below. Male and female staff is 

presented in the bar the left part represent males and right one is female. 
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Figure 16 

*AEO=Assistant Education Officers 
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Picture of Demographic Variables of District Sahiwal whole Sample 

 

Table 4.59 

Location of Sample in the District Sahiwal (n=386) 

District Location Frequency Percent Mean 
Standard 

Deviation 

Sahiwal 1. Urban 31 8.0 2.72 .67 

2. Rural 355 92.0 2.60 .47 

Total 386 100.0 5.32 1.14 

 

 

Table 4.59 indicated the location of the sample falls in the District Sahiwal. The 

number of respondents (n=31, 8.0% of the sample with M=2.72, SD=.67) belong to the 

Urban area while the respondents (n=355, 92%of the sample with M=2.60, SD=.47) were 

from the Rural area. There is a clear difference between urban and rural sample as 

depicted in the bar graph. 
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Table 4.60 

   Gender of the sample District Sahiwal (n=386)  

District Gender Frequency Percent Mean 
Standard 

Deviation 

Sahiwal 1. Male 175 45.3 2.68 .50 

2. Female 211 54.7 2.55 .47 

Total 386 100.0 5.23 0.97 

 

 

 

The table 4.60 showed the Gender of the sample. The number of males (n=175, 

45.3%, M=2.68, SD=.50) responded the survey and the number of females were (n=221, 

54.7%, M=2.55, SD=.47). The bar graph also showed the frequency of the gender of 

sample in District Sahiwal.  

Male Female

Gender

0

50

100

150

200

250

F
re

q
u

e
n

c
y

District: Sahiwal

Gender

 

Graph 18 
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Table 4.61 

Ages of Employees of the Sample in the District Sahiwal (n=386)  

District Age Groups Frequency Percent Mean 
Standard 

Deviation 

Sahiwal 1. 20-39 years 161 41.7 2.59 .48 

2. 40-59 years 225 58.3 2.63 .50 

Total 386 100.0 5.22 0.98 

 

 

 

Table 4.61 showed the age groups of the sample, there were two age groups for 

this study. Group 1(20-39 years) consist of (n=161, 47.1%of the sample with M=2.59, 

SD=.48) while Group2 (40-59 years) consists of (n=225, 58.3% of the sample with 

M=2.63, SD=.50). The number of employees in the group 2 was more than group 1. Bar 

graph clearly depicted the difference between two groups.  
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Table 4.62 

Academic Qualification of Sample in the District Sahiwal (n=386)  

District Qualification  Frequency Percent Mean 
Standard 

Deviation 

Sahiwal 1. Matric 29 7.5 2.67 .45 

2. HSSC 18 4.7 2.61 .42 

3. B.A/BSc 152 39.4 2.56 .51 

4. M.A/M.Sc 186 48.2 2.65 .49 

5. MPhil 1 .3 2.58 - 

Total 386 100.0 13.07 1.87 

 

 

Table 4.62 depicted the qualification of the employees, the number of respondents 

(n=29, 7.5% of the sample, M=2.67) having only Matric certificate, (n=18, 4.7%) 

FA/FSc, (n=152, 39.4%) are BA/BSc degree holders and (n=186, 48.2%, M=2.65) of the 

sample were MA/MSc, while (n=1, 0.3%) is MPhil. Bar graph showed the highest 

percentage of Master degree .holders 
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Table 4.63 

Job Title of Sample in the District Sahiwal (n=386)  

District Title of Job Frequency Percent Mean 
Standard 

Deviation 

Sahiwal 

  

1. Teachers 240 62.2 2.56 .49 

2. Headmaster 120 31.1 2.75 .47 

3. AEO,s 26 6.7 2.53 .49 

Total 386 100.0   

 

 

Table 4.63 showed the frequency of the respondents title wise, academic staff 

(teachers) were (n=240, 62.2%), and administrative staff Headmasters/Headmistresses 

(n=120, 31.1%) of the sample while (n=26, 6.7%) were Assistant Education Officers. The 

numbers of teacher were more than the administrative staff. The difference of the 

frequency is clearly depicted in the bar graph. 
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Table 4.64 

Total Experience of the Sample in the District Sahiwal (n=386) 

District Experience Frequency Percent Mean 
Standard 

Deviation 

Sahiwal 1. 0-10 years 106 27.5 2.59 .48 

 2. 11-20 years 123 31.9 2.60 .47 

 3. 21and above 157 40.7 2.64 .51 

 Total 386 100.0   

 

 

In the table 4.64 there are three groups of the experience of the employees, group 

1 (n=106, 27.5%, M=2.59) while group 2 (n=123, 31.9%, m=2.60) and the most number 

(n=157, 40.7%, M=2.64) are of group 3 (21and above years) of academic and 

administrative experience. 
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Now the analysis of the MSQ administered on the sample from District Sahiwal 

is presented item wise and in its parts (20-parts/dimensions). Each part has five items in 

it, the analysis started with the table 4.36 with five items under the heading of Ability 

Utilization. 

Part-1 of MSQ; Ability Utilization: The chance to do something that makes use of 

abilities 

 

Table 4.65 

Opinion of respondents of District Sahiwal about Ability Utilization (n=386) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 

Satisfied 

 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

1 82 21.2 107 27.7 163 42.2 21 5.4 13 3.4 2.42 

2 59 15.3 122 31.6 158 40.9 34 8.8 13 3.4 2.53 

3 53 13.7 125 32.4 154 39.9 38 9.8 16 4.1 2.58 

4 61 15.8 112 29.0 166 43.0 40 10.4 7 1.8 2.53 

5 53 13.7 129 33.4 142 36.8 51 13.2 11 2.8 2.58 

Total 308 79.7 595 154.1 783 202.8 184 47.6 60 15.5 12.64 

Average  15.94  30.82  40.56  9.52  3.1 2.53 

%age  15.94%  30.82% 53.18%  

*f =frequency  

 

The table 4.65 shows that majority of respondents (53.18%) are satisfied including 

(40.56% satisfied, 9.52% very satisfied and 3.1% extremely satisfied). The second 

percentage (30.82%) of respondents is slightly satisfied and 15.94% reflects not satisfied. 

The table showed that the majority of the employees were satisfied with the aspect 

„ability utilization‟. The mean value 2.53 is greater than mid value also showed that the 

employees were satisfied with this dimension.  It was the perception of respondents from 

the Sahiwal district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 3.  
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Part-2 of MSQ; Achievement: The feeling of accomplishment one gets from the job. 

Achievement   is the second part of the MSQ used for this survey, what the sample 

perceives/feels about this dimension is presented in this part. 

 

Table 4.66 

Opinion of the sample of District Sahiwal about Achievement (n=386) 

Item 

 No 

Not Satisfied 
Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

6 43 11.1 118 30.6 162 42.0 48 12.4 15 3.9 2.67 

7 40 10.4 118 30.6 155 40.2 50 13.0 23 6.0 2.74 

8 37 9.6 112 29.0 156 40.4 61 15.8 20 5.2 2.78 

9 33 8.5 136 35.2 140 36.3 56 14.5 21 5.4 2.73 

10 35 9.1 126 32.6 152 39.4 53 13.7 20 5.2 2.73 

Total 188 48.7 610 158 765 198.3 268 69.4 99 25.7 13.65 

Average  9.74  31.6  39.66  13.88  5.14 2.73 

%age  9.74%  31.6% 58.68%  

*f=frequency 

 

 

The table 4.66 explains that the majority of respondents (58.68%) are satisfied 

with this aspect including (39.66% satisfied, 13.88% very satisfied and 5.14% extremely 

satisfied). The second percentage (31.6%) employees are slightly satisfied with the 

achievement, while 9.74% sample is not satisfied. The table showed that the majority of 

the employees were satisfied. The mean value 2.73 also showed that the employees were 

satisfied with this aspect of the job. It was an overall perception of the sample falls in the 

Sahiwal district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 3.  
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Part-3 of MSQ; Activity: Being able to keep busy all the time on the job. Activity is the 

third part of the MSQ used for this study, analysis of sample regarding this aspect is given 

in table 4.67 below. 

 

Table 4.67 

Opinion of the sample of District Sahiwal about Activity (n=386) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

11 36 9.3 89 23.1 162 42.0 67 17.4 32 8.3 2.92 

12 33 8.5 108 28.0 164 42.5 58 15.0 23 6.0 2.82 

13 28 7.3 103 26.7 169 43.8 65 16.8 21 5.4 2.87 

14 34 8.8 119 30.8 160 41.5 51 13.2 22 5.7 2.76 

15 31 8.0 116 30.1 166 43.0 51 13.2 22 5.7 2.78 

Total 162 41.9 535 138.7 821 212.8 292 75.6 120 31.1 14.15 

Average  8.38  27.74  42.56  15.18  6.22 2.83 

%age  8.38%  27.74% 63.96%  

*f=frequency 

 

 

The table 4.67 elucidates that the highest percentage (63.96%) respondents are 

satisfied with this dimension of job including (42.56% satisfied, 15.18% very satisfied 

and 6.22% extremely satisfied. The next value (27.74%) respondents are slightly 

satisfied, while 8.34% not satisfied. The table showed that the majority of the employees 

were satisfied. The mean value 2.83 illustrated that the employees were satisfied with this 

aspect of the job. It was an overall perception of the sample falls in the Sahiwal district. 

This table fulfills the objective No 1 and 2 set for this study and also provided answer to 

the research question No 3.  
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Part-4 of MSQ; Advancement: The chances for promotion to higher rank 

(advancement) on this job. This part deals with the analysis of whole sample falls in the 

district Sahiwal about the promotion policies of employees. The perception of employees 

about advancement is analyzed below. 

 

Table 4.68 

Opinion of the sample of District Sahiwal about Advancement (n=386) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

16 113 29.3 132 34.2 86 22.3 34 8.8 21 5.4 2.27 

17 115 29.8 141 36.5 77 19.9 39 10.1 14 3.6 2.21 

18 125 32.4 152 39.4 82 21.2 21 5.4 6 1.6 2.04 

19 117 30.3 153 39.6 82 21.2 26 6.7 8 2.1 2.11 

20 121 31.3 147 38.1 97 25.1 18 4.7 3 .8 2.05 

Total 591 153.1 725 187.8 424 109.7 138 35.7 52 13.5 10.68 

Average   30.62  37.56  21.4  7.14  2.7 2.14 

%age  30.62%  37.56% 31.24%  

*f=frequency 

 

The table 4.68 illustrates that the highest percentage (37.56%) of the employees 

are slightly satisfied with this dimension of the job, the second percentage (31.24%) are 

satisfied including (21.4% satisfied, 7.14% very satisfied and 2.7% extremely satisfied). 

the next percentage (30.62%) employees reflects not satisfied. The table showed that 

about half of respondents were not satisfied. The mean value for this dimension was 2.14 

also shows slight satisfaction level. The employees felt that they should have the chances 

for their advancement. It was an overall perception of the sample falls in the Sahiwal 

district. This table fulfills the objective No 1 and 2 set for this study and also provided 

answer to the research question No 3.  
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Part-5 of MSQ; Authority: The chance to tell other people what to do. Fifth part of 

MSQ is the authority of the employees. Analysis of this part is given below. 

 

Table 4.69 

Opinion of the sample of District Sahiwal about Authority (n=386) 

Item  

No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

21 47 12.2 116 30.1 165 42.7 42 10.9 16 4.1 2.65 

22 38 9.8 126 32.6 162 42.0 42 10.9 18 4.7 2.68 

23 38 9.8 115 29.8 176 45.6 46 11.9 11 2.8 2.68 

24 37 9.6 122 31.6 170 44.0 42 10.9 15 3.9 2.68 

25 38 9.8 123 31.9 168 43.5 48 12.4 9 2.3 2.66 

Total 198 51.2 602 156 841 217.8 220 57 69 17.8 13.35 

Average   10.24  31.2  43.56  11.4  3.56 2.67 

%age  10.24%  31.2% 58.52%  

*f=frequency 

 

The table 4.69 depicts that the majority of respondents (58.52%) including 

(43.56% satisfied, 11.4% very satisfied and 3.56% extremely satisfied) with this 

dimension of the job, while 31.2% sample reflects slightly satisfied and 10.24% are not 

satisfied. The table showed that the majority of the employees were satisfied. The mean 

value 2.67 also showed that the employees were satisfied with this aspect of the job. It 

was an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-6 of MSQ; Education Policies: The way education system policies are 

implemented. Education System Policy is the sixth part of MSQ administered for this 

study, what the sample feels about this aspect is analyzed in this part. 

 

Table4.70  

Opinion of the sample of District Sahiwal about Education Policies (n=386) 

Item  

No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

26 141 36.5 121 31.3 84 21.8 33 8.5 7 1.8 2.08 

27 160 41.5 129 33.4 62 16.1 29 7.5 6 1.6 1.94 

28 148 38.3 139 36.0 71 18.4 19 4.9 9 2.3 1.97 

29 161 41.7 133 34.5 68 17.6 18 4.7 6 1.6 1.90 

30 153 39.6 126 32.6 80 20.7 18 4.7 9 2.3 1.97 

Total 763 197.6 648 167.8 365 94.6 117 30.3 37 9.6 9.86 

Average   39.52  33.56  18.92  6.06  1.92 1.97 

%age  39.52%  33.56% 26.90%  

*f=frequency 

 

The table 4.70 shows that the highest percentage (39.52%) of the employees are 

not satisfied with this dimension of the job,  33.56% slightly satisfied and 26.90% 

including (18.92% satisfied, 6.06% very satisfied and 1.92% extremely satisfied). The 

table showed that the majority of the employees were not satisfied with this aspect of the 

job. The mean value 1.97 showed that the employees were not satisfied.  The employees 

felt that the policies be made favorable to them. It was an overall perception of the sample 

falls in the Sahiwal district. This table fulfills the objective No 1 and 2 set for this study 

and also provided answer to the research question No 3.  
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Part-7 of MSQ Compensation: Feelings about pay in contrast to the amount of work 

completed. In this part of MSQ analysis regarding the compensation is presented. 

 

Table 4.71 

Opinion of the sample of District Sahiwal about Compensation (n=386) 

Item 

 No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

31 133 34.5 106 27.5 118 30.6 24 6.2 5 1.3 2.12 

32 131 33.9 144 37.3 84 21.8 17 4.4 10 2.6 2.04 

33 149 38.6 115 29.8 96 24.9 22 5.7 4 1.0 2.01 

34 142 36.8 137 35.5 90 23.3 14 3.6 3 .8 1.96 

35 99 25.6 164 42.5 106 27.5 15 3.9 2 .5 2.11 

Total 654 169.4 666 172.6 494 128.1 92 23.8 24 6.2 10.24 

Average   33.88  34.52  25.62  4.76  1.24 2.05 

%age  33.88%  34.52% 31.62%  

*f=frequency 

 

The table 4.71 depicts that the highest percentage (34.52%) of respondents are 

slightly satisfied with compensation, the second percentage (33.88%) respondents are not 

satisfied and  31.52% respondents including (25.62% satisfied, 4.76% very satisfied and  

1.24% extremely satisfied. The table showed that the majority of the employees were not 

satisfied or slightly satisfied with this aspect of the job. The mean value 2.05 showed that 

the employees were not satisfied with the compensation. The employees felt that their pay 

should be increased. It was an overall perception of the sample falls in the Sahiwal 

district. This table fulfills the objective No 1 and 2 set for this study and also provided 

answer to the research question No 3.  
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Part-8 of MSQ; Co-workers: How one gets along with coworkers. This dimension of 

MSQ Co-workers, is analyzed in this section 

 

Table 4.72 

Opinion of the sample of District Sahiwal about Co-workers (n=386) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

36 46 11.9 87 22.5 176 45.6 58 15.0 19 4.9 2.78 

37 32 8.3 87 22.5 180 46.6 63 16.3 24 6.2 2.90 

38 29 7.5 76 19.7 180 46.6 69 17.9 32 8.3 3.00 

39 26 6.7 92 23.8 181 46.9 65 16.8 22 5.7 2.91 

40 32 8.3 99 25.6 169 43.8 71 18.4 15 3.9 2.84 

Total 165 42.7 441 114.1 886 229.5 326 84.4 112 29 14.43 

Average   8.54  22.82  45.9  16.8  5.8 2.89 

%age  8.54%  22.82% 68.5%  

*f=frequency 

 

 

The table 4.72 depicts that the majority of respondents (68.5%) including (45.9% 

satisfied, 16.8% very satisfied and 5.8% extremely satisfied) are satisfied with this 

dimension of the job, the second percentage (22.82%) reflects slightly satisfied and 

8.54% are not satisfied. The table showed that the majority of the employees were 

satisfied with this aspect of the job. The mean value 2.89 showed that the employees were 

satisfied with this aspect of the job. It was an overall perception of the sample falls in the 

Sahiwal District. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 3.  
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Part-9 of MSQ; Creativity: The opportunity to try one‟s own methods in institutions. 

The analysis of this dimension of MSQ is presented in this part 

 

Table 4.73 

Opinion of the sample of District Sahiwal about Creativity (n=386) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

41 41 10.6 132 34.2 146 37.8 54 14.0 13 3.4 2.65 

42 57 14.8 125 32.4 147 38.1 43 11.1 14 3.6 2.56 

43 60 15.5 139 36.0 127 32.9 45 11.7 15 3.9 2.52 

44 42 10.9 149 38.6 124 32.1 57 14.8 14 3.6 2.62 

45 40 10.4 156 40.4 133 34.5 44 11.4 13 3.4 2.57 

Total 240 62.2 701 181.6 677 175.4 243 63 69 17.9 12.92 

Average   12.4  36.3  35.1  12.6  3.58 2.58 

%age  12.4%  36.3% 51.8%  

*f=frequency 

 

 

The table 4.73 shows that the highest percentage (51.8%) respondents including 

(35.1% satisfied, 12.6% very satisfied and 3.58% extremely satisfied) are satisfied with 

dimension of job while 36.3% of the employees are slightly satisfied and 12.4% not 

satisfied. The table showed that the majority of the employees were satisfied with this 

aspect of the job. The mean value 2.58 showed that the employees were satisfied. It was 

an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-10 of MSQ; Independence: The opportunity to work alone.  Independence is the 

tenth dimension of MSQ administered for this study. Overall feeling regarding this aspect 

is analyzed below. 

 

Table 4.74 

Opinion of the sample of District Sahiwal about Independence (n=386)  

Item 

 No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

46 69 17.9 132 34.2 115 29.8 53 13.7 17 4.4 2.53 

47 68 17.6 138 35.8 124 32.1 46 11.9 10 2.6 2.46 

48 58 15.0 141 36.5 123 31.9 50 13.0 14 3.6 2.54 

49 53 13.7 143 37.0 118 30.6 55 14.2 17 4.4 2.59 

50 54 14.0 137 35.5 132 34.2 47 12.2 16 4.1 2.57 

Total 302 78.2 691 179 612 158.6 251 65 74 19.1 12.69 

Average   15.64  35.8  31.72  13  3.82 2.54 

%age  15.64%  35.8% 48.54%  

*f =frequency 

 

 

The table 4.74 illustrated that the highest percentage (48,54%) respondents 

including (31.72% satisfied, 13% very satisfied and 3.82% extremely satisfied) are 

satisfied with this dimension of job, 35.8% of the employees are slightly satisfied with 

this dimension of the job while only 15.64% employees reflects not satisfied. The table 

showed that the majority of the respondents were satisfied. The mean value 2.54 showed 

that the employees were satisfied with this aspect of the job but low satisfaction level. It 

was an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-11 of MSQ; Moral Values: The opportunity to do things that do not run counter to 

one‟s own conscience. Feeling of sample regarding the moral values of the employees 

about their job is analyzed in this part. 

 

Table 4.75 

Opinion of the sample of District Sahiwal about Moral Values (n=386) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

51 47 12.2 100 25.9 172 44.6 49 12.7 18 4.7 2.72 

52 35 9.1 78 20.2 177 45.9 69 17.9 27 7.0 2.94 

53 37 9.6 93 24.1 179 46.4 54 14.0 23 6.0 2.83 

54 31 8.0 99 25.6 180 46.6 49 12.7 27 7.0 2.85 

55 35 9.1 89 23.1 176 45.6 58 15.0 28 7.3 2.88 

Total 185 48 459 118.9 884 229.1 279 72.3 123 32 14.22 

Average   9.6  23.78  45.82  14.46  6.4 2.84 

%age  9.6%  23.78% 66.68%  

*f=frequency 

 

 

The table 4.75 depicts that the highest percentage (66.68%) of respondents 

including (45.82% satisfied, 14.46% very satisfied and 6.4% extremely satisfied) are 

satisfied with this dimension the job, while 23.78% reveals slightly satisfied and 9.6% not 

satisfied. The table showed that the majority of the employees were the satisfied with this 

aspect of the job. The mean value 2.84 showed that the employees were satisfied. It was 

an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-12 of MSQ; Recognition: Being recognized for a job well done. The analysis of the 

whole sample falls in District Sahiwal about this aspect is given in this segment. 

 

Table 4.76 

Opinion of the sample of District Sahiwal about Recognition (n=386) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

56 38 9.8 112 29.0 147 38.1 64 16.6 25 6.5 2.81 

57 49 12.7 144 37.3 116 30.1 61 15.8 16 4.1 2.61 

58 49 12.7 131 33.9 127 32.9 53 13.7 26 6.7 2.68 

59 49 12.7 156 40.4 122 31.6 38 9.8 21 5.4 2.55 

60 54 14.0 139 36.0 132 34.2 45 11.7 16 4.1 2.56 

Total 239 61.9 682 176.6 644 166.9 261 67.6 104 26.8 13.21 

Average   12.38  35.32  33.38  13.52  5.36 2.64 

%age  12.38%  35.32% 52.26%  

*f=frequency 

 

 

The table 4.76 shows that the highest percentage (52.26%) respondents including 

(33.38% satisfied, 13.52% very satisfied and 5.36% extremely satisfied) are satisfied with 

this dimension of job, 35.32% of the employees are slightly satisfied while 12.38% are 

not satisfied. The table showed that the majority of the employees were satisfied with the 

way of recognition by the department. The mean value 2.64 showed that the employees 

were satisfied with this aspect of the job. It was an overall perception of the sample falls 

in the Sahiwal district. This table fulfills the objective No 1 and 2 set for this study and 

also provided answer to the research question No 3.  
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Part-13 of MSQ; Responsibility: The freedom to implement one‟s judgment. The 

dimension of MSQ deal with the responsibility of the employees in the schools, five items 

from (Item No 61-65) of questionnaire are analyzed in this section under the heading of 

responsibility. 

 

Table 4.77 

Opinion of the sample of District Sahiwal about Responsibility (n=386) 

Item  

No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

61 38 9.8 120 31.1 159 41.2 53 13.7 16 4.1 2.71 

62 41 10.6 122 31.6 164 42.5 48 12.4 11 2.8 2.65 

63 45 11.7 131 33.9 148 38.3 51 13.2 11 2.8 2.62 

64 49 12.7 117 30.3 153 39.6 48 12.4 19 4.9 2.67 

65 38 9.8 95 24.6 167 43.3 63 16.3 23 6.0 2.84 

Total 211 54.6 585 151.5 791 204.9 263 68 80 20.6 13.49 

Average   10.92  30.3  40.98  13.6  4.12 2.70 

%age  10.92%  30.3% 58.70%  

*f=frequency 

 

 

The table 4.77 explains that the highest percentage (58.70%) of respondents 

including (40.98% satisfied, 13.6% very satisfied and 4.12% extremely satisfied) are 

satisfied with this dimension of the job, 30.3% reflects slightly satisfied and 10.92% are 

not satisfied. The table showed that the majority of the employees were satisfied. The 

mean value 2.70 showed that the employees were satisfied with this aspect of the job. It 

was an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-14 of MSQ; Security: The way my job provides for a secure future, or the way a 

job provides for steady employment.  

 

Table 4.78 

Opinion of the sample of District Sahiwal about Security (n=386) 

Item 

 No 

Not 

 Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

66 50 13.0 84 21.8 181 46.9 52 13.5 19 4.9 2.76 

67 41 10.6 99 25.6 172 44.6 57 14.8 17 4.4 2.77 

68 65 16.8 84 21.8 178 46.1 35 9.1 24 6.2 2.66 

69 44 11.4 93 24.1 172 44.6 58 15.0 19 4.9 2.78 

70 63 16.3 125 32.4 154 39.9 39 10.1 5 1.3 2.48 

Total 263 68.1 485 125.7 857 222.1 241 62.5 84 21.7 13.45 

Average   13.62  25.14  44.42  12.5  4.34 2.69 

%age  13.62%  25.14% 61.16%  

*f=frequency 

 

 

The table 4.78 showed that the highest percentage (61.16) of respondents are 

satisfied with this dimension of the job including (44.42% satisfied, 12.5% very satisfied 

and 4.34% extremely satisfied) while 25.14% are slightly satisfied and 13.62% reflects 

not satisfied. The table showed that the majority of the employees were satisfied with this 

aspect of the job. The mean value 2.69 showed that the employees were satisfied. It was 

an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-15 of MSQ; Social Service: Being able to do things in service to others. The Social 

Service is the fifteenth part of MSQ, it consist of five items which are analyzed below. 

 

Table 4.79 

Opinion of the sample of District Sahiwal about Social Service (n=386) 

Item 

 No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

71 30 7.8 85 22.0 183 47.4 65 16.8 23 6.0 2.91 

72 27 7.0 85 22.0 172 44.6 71 18.4 31 8.0 2.98 

73 21 5.4 90 23.3 182 47.2 64 16.6 29 7.5 2.97 

74 16 4.1 93 24.1 178 46.1 70 18.1 29 7.5 3.01 

75 20 5.2 99 25.6 172 44.6 70 18.1 25 6.5 2.95 

Total 114 29.5 452 117 887 229.9 340 88 137 35.5 14.82 

Average   5.9  23.4  45.98  17.6  7.1 2.96 

%age  5.9%  23.4% 70.68%  

*f=frequency 

 

 

The table 4.79 illustrates that the highest percentage (70.68%) of respondents are 

satisfied with this dimension including (45.98% satisfied, 17.6% very satisfied and 7.1% 

extremely satisfied), while 23.4% reflects slightly satisfied and 5.9% are not satisfied. 

The table showed that the majority of the employees were satisfied. The mean value 2.96 

showed that the employees were satisfied with this aspect of the job. It was an overall 

perception of the sample falls in the Sahiwal district. This table fulfills the objective No 1 

and 2 set for this study and also provided answer to the research question No 3.  
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Part-16 of MSQ; Social Status: The social position in the community that goes with the 

job. Having respect for the community. The analysis of the dimension of job under the 

heading of social status (Item No76-80) is presented in table 4.80 

 

Table 4.80 

Opinion of the sample of District Sahiwal about Social Status (n=386) 

Item 

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

76 22 5.7 104 26.9 161 41.7 65 16.8 34 8.8 2.96 

77 22 5.7 116 30.1 146 37.8 73 18.9 29 7.5 2.92 

78 29 7.5 124 32.1 146 37.8 66 17.1 21 5.4 2.81 

79 35 9.1 114 29.5 150 38.9 65 16.8 22 5.7 2.81 

80 34 8.8 127 32.9 130 33.7 68 17.6 27 7.0 2.81 

Total 142 36.8 585 151.5 733 189.9 337 87.2 133 34.4 14.31 

Average  7.36  30.3  37.98  17.44  6.88 2.86 

%age  7.36%  30.3% 62%  

*f=frequency 

 

The table 4.80 elucidates that the highest percentage (62%) of respondents are 

satisfied with this aspect of job including (37.98% satisfied, 17.44% very satisfied and 

6.88% extremely satisfied), 30.3% employees are slightly satisfied and 7.36% are not 

satisfied. The table showed that the majority of the employees were satisfied with this 

aspect of the job. The mean value 2.86 showed that the employees were satisfied. It was 

an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-17 of MSQ; Supervision – human relations: - The relationship between 

supervisors and employees. How they deal with each other is analyzed in this part of 

MSQ?  

 

Table 4.81 

Opinion of sample about Supervision–human relations District Sahiwal (n=386) 

Item  

No 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

81 35 9.1 109 28.2 161 41.7 50 13.0 31 8.0 2.83 

82 37 9.6 110 28.5 153 39.6 53 13.7 33 8.5 2.83 

83 46 11.9 102 26.4 155 40.2 48 12.4 35 9.1 2.80 

84 47 12.2 120 31.1 147 38.1 45 11.7 27 7.0 2.70 

85 49 12.7 95 24.6 161 41.7 53 13.7 28 7.3 2.78 

Total 214 55.5 536 138.8 777 201.3 249 64.5 154 39.9 13.94 

Average   11.1  27.76  40.26  12.9  7.98 2.79 

%age  11.1%  27.76% 61%  

*f=frequency 

 

 

The table 4.81 reflects that the highest percentage (61%) of respondents are 

satisfied with this aspect of job including (40.26% satisfied, 12.9% very satisfied and 

7.98% extremely satisfied), 27.76% reveals slightly satisfied while 11.1% reflects not 

satisfied. The table showed that the majority of the academic and administrative staff 

from district Sahiwal was satisfied with this aspect of the job. The mean value 2.79 

showed that the employees are satisfied. It was an overall perception of the sample falls in 

the Sahiwal district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 3.  
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Part-18 of MSQ; Supervision – technical: - The technical quality of supervision. The 

analysis of Supervision – technical (the technical quality of supervision) is presented in 

this section. 

 

Table 4.82 

Opinion of the sample of District Sahiwal about Supervision – technical (n=386) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

86 43 11.1 109 28.2 150 38.9 59 15.3 25 6.5 2.78 

87 48 12.4 105 27.2 143 37.0 61 15.8 29 7.5 2.79 

88 48 12.4 112 29.0 151 39.1 49 12.7 26 6.7 2.72 

89 47 12.2 100 25.9 163 42.2 55 14.2 21 5.4 2.75 

90 45 11.7 109 28.2 153 39.6 56 14.5 23 6.0 2.75 

Total 231 59.8 535 138.5 760 196.8 280 72.5 124 32.1 13.79 

Average   11.96  27.7  39.36  14.5  6.42 2.76 

%age  11.96%  27.7% 60.28%  

*f=frequency 

 

 

The table 4.82 reveals that the highest percentages (60.28%) of respondents are 

satisfied with this aspect supervision technical including (39.36% satisfied, 14.5% very 

satisfied and 6.42% extremely satisfied).  The next percentage value (27.7%) sample is 

slightly satisfied while 11.96% reflects not satisfied. The table showed that the majority 

of the employees were satisfied with this aspect of job. The mean value 2.76 also showed 

that the employees were satisfied. It was an overall perception of the sample falls in the 

Sahiwal district. This table fulfills the objective No 1 and 2 set for this study and also 

provided answer to the research question No 3.  
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Part-19 of MSQ; Variety: The opportunity to do different things. The feeling of sample 

regarding the variety in job is analyzed in this part. 

 

Table 4.83 

Opinion of the sample of District Sahiwal about Variety (n=386) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

91 35 9.1 130 33.7 156 40.4 46 11.9 19 4.9 2.70 

92 44 11.4 130 33.7 140 36.3 56 14.5 16 4.1 2.66 

93 36 9.3 138 35.8 155 40.2 43 11.1 14 3.6 2.64 

94 46 11.9 147 38.1 136 35.2 39 10.1 18 4.7 2.58 

95 45 11.7 143 37.0 145 37.6 40 10.4 13 3.4 2.57 

Total 206 53.4 688 178.3 732 189.7 224 58 80 20.7 13.15 

Average   10.68  35.66  37.94  11.6  4.14 2.63 

%age  10.68%  35.66% 53.68%  

*f=frequency 

 

 

The table 4.83 explains that the highest percentage (53.68%) of respondents are 

satisfied with this aspect of job including (37.94% satisfied, 11.6% very satisfied and 

4.14% extremely satisfied), while 35.66% are slightly satisfied and 10.68% agree on not 

satisfied. The table showed that the majority of the employees were satisfied with this 

aspect of the job. The mean value 2.63 showed that the employees were satisfied. It was 

an overall perception of the sample falls in the Sahiwal district. This table fulfills the 

objective No 1 and 2 set for this study and also provided answer to the research question 

No 3.  
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Part-20 of MSQ; Working Conditions: Physical aspects of one‟s work. This is the last 

part of MSQ the analysis of sample under the heading of working conditions of the job is 

presented in the part. 

 

Table 4.84 

Opinion of the sample of District Sahiwal about Working Conditions (n=386) 

Item 

 No 

Not  

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

*f %age f %age f %age f %age f %age 

96 59 15.3 140 36.3 130 33.7 42 10.9 15 3.9 2.52 

97 71 18.4 152 39.4 102 26.4 43 11.1 18 4.7 2.44 

98 67 17.4 149 38.6 118 30.6 34 8.8 18 4.7 2.45 

99 64 16.6 155 40.2 125 32.4 33 8.5 9 2.3 2.40 

100 54 14.0 118 30.6 149 38.6 42 10.9 23 6.0 2.64 

Total 315 81.7 714 185.1 624 161.7 194 50.2 83 21.6 12.45 

Average   16.34  37.02  32.34  10.04  4.32 2.49 

%age  16.34%  37.02% 46.7%  

*f =frequency 

 

The table 4.84 shows that the highest percentage 46.75) of respondents are 

satisfied with this aspect of job including (32.34% satisfied, 10.04% very satisfied and 

4.32% extremely satisfied), and 37.02% of the employees are slightly satisfied while 

16.34% says not satisfied. The table showed that the majority of the employees were 

satisfied with this aspect of the job. The mean value 2.49 showed that the employees were 

slightly satisfied or low satisfaction level. It was an overall perception of the sample falls 

in the Sahiwal district. This table fulfills the objective No 1 and 2 set for this study and 

also provided answer to the research question No 3.  
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SUMMARY 

Table 4.85 

Mean score of twenty dimensions of sample from District Sahiwal (n=386) 

S 

# 
Dimension 

Not 

Satisfied 

Slightly 

Satisfied 
Satisfied 

Very 

Satisfied 

Extremely 

Satisfied Mean 

f %age f %age f %age f %age f %age 

1 Social Service 23 5.9 91 23.4 177 45.9 68 17.6 27 7.1 2.96 

2 Co-workers 33 8.54 88 22.8 177 45.9 66 16.8 22 5.8 2.89 

3 Social Status 28 7.36 117 30.3 147 37.9 67 17.4 27 6.88 2.86 

4 Moral Values 37 9.6 92 23.8 177 45.8 56 14.5 24 6.4 2.84 

5 Activity 33 8.38 107 27.7 164 42.6 58 15.2 24 6.22 2.83 

6 Supervision – 

*HR 
43 11.1 107 27.7 155 40.2 50 12.9 31 7.98 2.79 

7 Supervision – 

technical 
46 11.9 107 27.7 152 39.4 56 14.5 25 6.42 2.76 

8 Achievement 38 9.74 122 31.6 153 39.6 53 13.8 20 5.14 2.73 

9 Responsibility 42 10.9 117 30.3 148 40.9 53 13.6 16 4.12 2.70 

10 Security 53 13.6 97 25.1 171 44.4 48 12.5 17 4.34 2.69 

11 Authority 40 10.2 120 31.2 168 43.6 44 11.4 14 3.56 2.67 

12 Recognition 48 12.4 136 35.3 139 33.4 52 13.5 21 5.36 2.64 

13 Variety 41 10.7 138 35.6 146 37.9 45 11.6 16 4.14 2.63 

14 Creativity 48 12.4 140 36.3 135 35.1 49 12.6 14 3.58 2.58 

15 Independence 60 15.6 138 35.8 123 31.7 50 13.0 15 3.82 2.54 

16 Ability 

Utilization 
61 15.94 119 30.8 157 40.6 37 9.52 12 3.1 2.53 

17 Working 

Conditions 
63 16.3 143 37.0 125 32.3 39 10.0 16 4.32 2.49 

18 Advancement 118 30.6 145 37.6 85 21.4 28 7.14 10 2.7 2.14 

19 Compensation 131 33.9 133 34.5 99 25.6 18 4.76 5 1.24 2.05 

20 Education Policy 153 39.5 130 33.6 73 18.9 23 6.06 7 1.92 1.97 

 Total 1139 294.5 2387 618.2 2871 743.1 960 248.4 363 94.1 52.29 

 Average  14.7  30.9  37.2  12.4  4.71 2.61 

 Percentage  14.7%  31%  54.3%  

*HR=human relation  
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Table 4.85 shows that overall respondents from district Sahiwal are slightly 

satisfied with three dimensions of the job i.e. advancement, education policies, and 

compensation. Respondents showed high satisfaction level with two dimensions „social 

service‟ and „co-workers‟. They indicated low satisfaction level with two dimensions i.e. 

ability utilization and working condition. Academic and administrative staffs from district 

Sahiwal are satisfied with achievement, activities, authority, creativity, independence, 

moral values, recognition, responsibility, security, social status, supervision human 

relations, supervision technical, and variety. The overall percentage shows that majority 

of respondents were satisfied with their job. The overall mean value 2.61 is greater than 

mid value shows that they were satisfied.  

This table fulfills the objective No 1 and 2 set for this study and also provided 

answer to the research question No 3.  
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SECTION IV 
 

 

STATISTICAL ANALYSIS & HYPOTHESIS TESTING 
 

 

This section deals with the analysis of data on the basis of the hypotheses of the 

study. There were 6 null hypotheses. All hypotheses were tested and interpreted in this 

section. T –test was employed to compare the means of academic staff and administrative 

staff of district Sahiwal and Rawalpindi to know the differences between different groups. 

According to Gay (2009, pp.335) t-test is used to determine whether two groups of score 

are significantly different at a selected probability level. Independent sample t-test is a 

parametric test of significance used to determine whether at a selected probability level, a 

significant difference exists between the means of two independent samples. Independent 

samples are selected without any type of matching not related in a systematic way other 

than a same population, same dependent variable required for two groups, if their means 

are close then the null hypothesis accepted and if means are not close then null hypothesis 

rejected. Data is of interval or ratio type and sample is independent that‟s why t-test 

independent sample was selected. T-test was employed on 3 hypotheses and the results 

were interpreted. 

According to Gay (2009 pp.338), “the t-value if negative has no effect; it is how 

we interpret the level of significance because SPSS subtract the second number from the 

first number”. 

t= X1-X2/ [(SS1+SS2/n1+n2) (1/n1+1/n2)]
 1/2 

Correlation coefficient was also calculated to know the similarities or agreements 

between different groups. Correlation is the study of similarity or agreement between two 

things, marks, or groups, the extent to which they are similar or agree. Precise extent of 

agreement is measured by means of coefficient of correlation which ranges from +1 to -1. 

The +1 extreme represents perfect agreements and -1 is opposite or perfect disagreement. 

Three hypotheses were tested with the correlation. 
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 Gay (2009, pp.198) explains the way to interpret correlation coefficient is shown 

in the following chart.  

Coefficient (r) value Relation Between variables 

Between  +.35 and -.35 Weak or none 

Between +.35 and +.65 or 

Between -.35 and -.65 

Moderate 

Between +.65 and 1.00 or 

Between -.65 and -1.00 

Strong 

 

These figures are approximations and should not be used blindly; often the 

usefulness of a correlation coefficient depends on its purpose. In a study designed to 

explore or test hypothesized relations, a correlation coefficient is interpreted in terms of 

statistical significance. 

First of all overall sample was taken, than district Rawalpindi and in the last part 

district Sahiwal was analyzed.    

The Items in MSQ regarding the general job satisfaction are 4,10,15,19, 24, 29, 

34, 40,45,47,53,60,64,68.74,77,82,87,92,and 100 (Appendix E). These Items of MSQ are 

directly relevant to our hypotheses, t-test was employed to test the hypothesis and the 

results are given on the following pages. 
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H0-1: There is no significant difference between the job satisfaction of male-female 

academic and administrative staff of elementary education. 

 

Table 4.86 

Job Satisfaction of Academic and Administrative Staff (n=840) 

t-Test Independent Sample 

Title N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Academic staff 

(whole sample) 
522 52.23 10.955 

1.467 1.826 1.96 838 .068 
Administrative staff 

(whole sample) 
318 53.69 11.828 

t (cal) = t calculated 

t (tab) = t table value 

p >.05 

Table 4.86 confirmed that t (cal) value is less than t (tab) value (1.826 < 1.96) at 

α=.05 level of significance, if the value of t (cal) is less than t (tab) than one can accept 

the null hypothesis. The mean difference of academic and administrative staff of overall 

sample is 1.467. The t-calculated value is less than t-critical value, and difference of mean 

is very small. It indicated that there is no a significant difference on job satisfaction of 

academic staff and administrative staff of the whole sample. 

Analysis of the overall sample by its parts with reference to gender is given in the 

following tables:  

 

Table 4.87 

Job Satisfaction of Male and Female (n=840) 

Title/Gender N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Male 408 53.08 11.26 
.583 .75 1.96 838 .455 

Female 432 52.50 11.35 

P>.05 

Table 4.87 reflects that t (cal) value is less than t (tab) value (.75 < 1.96) at α=.05 level 

of significance, if the value of t (cal) is less than t (tab) than one can accept the null 

hypothesis. The mean difference of male and female staff of overall sample is .583. The t-
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calculated value is less than t-critical value, and difference of mean is very small. It 

indicated that there is no a significant difference on job satisfaction of male and female of 

the whole sample. 

 

Table 4.88 

Job Satisfaction of Male and Female Academic Staff (n=522) 

Title/Gender N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Academic 

staff (Male) 
252 52.85 10.959 

1.209 1.260 1.96 520 .208 
Academic 

staff (Female) 
270 51.64 10.939 

t (cal) = t calculated 

t (tab) = t table value 

p >.05 

Table 4.88 showed that t (cal) value is less than t (tab) value (1.260 < 1.96) at α = .05 

levels of significance. The mean difference of academic staff male and female is 1.209. It 

is accomplished that there is no a significant difference on job satisfaction of male 

academic staff and female academic staff of the whole sample. The opinion of both male 

and female academic staff about their job satisfaction is the same. 

 

Table 4.89 

Job Satisfaction of Male and Female Administrative Staff (n=318) 

Title/Gender N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Administrative 

Staff (Male) 
156 53.46 11.760 

1.554 1.091 1.96 316 .276 
Administrative 

Staff (Female) 
162 51.90 13.546 

 

Table 4.89 showed that t (cal) value is less than t (tab) value (1.091<1.96) at α=.05 

level of significance. The mean difference between male and female administrative staff 

is 1.554. It is means that there is no a significant difference on job satisfaction among 

male and female administrative staff of the whole sample. 
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It is confirmed from the table number 4.86 to 4.89 that there was no significant difference 

of job satisfaction among the academic and administrative staff of elementary education. 

Hence, the null hypothesis, “There may be no significant difference on job satisfaction 

between the male and female academic and administrative staff of elementary education.” 

is accepted. It is confirmed that overall staff of elementary education is satisfied with 

their jobs. It may be due to the fact that all respondents of the present study are working 

in the same administrative service structure throughout the Punjab. This hypothesis 

fulfills the objective No 3 set for this study and also provided answer to the research 

question No 4.  

 

H0-2: There is no significant difference between the job satisfaction of urban-

rural academic and administrative staff of elementary education. 

 

Table 4.90 

Job Satisfaction of Urban and Rural Respondents (n=840) 

Location of 

School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Urban  138 52.73 12.00 

.061 .058 1.96 838 .953 
Rural 702 52.79 11.18 

 

Table 4.90 showed that t (cal) value is less than t (tab) value (.058< 1.96) at α =.05 

level of significance. The mean difference value between urban-rural is .061. It is 

indicated that there is no a significant difference on job satisfaction of all respondents of 

urban and rural staff.  

Analysis of the overall sample by its parts with reference to urban and rural 

respondents is given in the following tables: 

Table 4.91 

Job Satisfaction of Male urban-rural Academic staff (n=252) 

Location of 

School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Urban (male) 36 50.64 9.103 
2.583 1.311 1.96 250 .191 

Rural(male) 216 53.22 11.214 
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Table 4.91 showed that t (cal) value is less than t (tab) value (1.311< 1.96) at α =.05 

level of significance. The mean difference value between male academic staff urban-rural 

is 2.583. It is indicated that there is no a significant difference on job satisfaction of male 

urban and male rural academic staff of the whole sample. The opinion of both male urban 

and rural academic staff feels is the same about job satisfaction. 

Table 4.92 

Job Satisfaction of Female urban- rural Academic staff (n=270) 

Location of 

School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Urban(female) 46 52.83 11.659 
1.424 .804 1.96 268 .422 

Rural(female) 224 51.40 10.797 

 

Table 4.92 showed that t (cal) value is less than t (tab) value (.804< 1.96) at α =.05 

level of significance. The mean difference value is 1.424. It reflects that there is no a 

significant difference on job satisfaction of female urban- rural academic staff of the 

whole sample. The opinion of female urban and rural academic staff on job satisfaction is 

same. 

Table 4.93 

Job Satisfaction of Male urban- rural administrative staff (n=156) 

Location N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Urban (Male) 23 49.26 9.206 
4.920 1.867 1.96 154 .064 

Rural  (Male) 133 54.18 12.028 

t (cal) = t calculated 

t (tab) = t table value 

p >.05 

 

Table 4.93 showed that t (cal) value is less than t (tab) value (1.867 < 1.96) at α = .05 

level of significance. The mean difference is 4.920. It is indicated that there is no a 

significant difference on job satisfaction of male urban and male rural administrative staff 

of the overall (whole) sample. 
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Table 4.94 

Job Satisfaction of Female urban-rural Administrative Staff (n=162) 

Location N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Urban  (female) 

Administrators 
33 57.30 15.543 

4.241 1.480 2.02 40.103 .147 
Rural  (female) 

Administrators 
129 53.06 10.713 

t (cal) = t calculated 

t (tab) = t table value 

p >.05 

Table 4.94 showed that t (cal) value is less than t (tab) value (1.480 < 2.02) at α = .05 

level of significance. The mean difference of two groups is 4.241. It reflects that there is 

no a significant difference on job satisfaction of female urban-rural administrative staff of 

the overall (whole) sample. 

It is confirmed from the table number 4.90 to 4.94 that there was no significant 

difference of job satisfaction between the academic and administrative staff of elementary 

education with reference to location. Hence, the null hypothesis, “There is no significant 

difference on job satisfaction between the urban-rural academic and administrative staff 

of elementary education.” is accepted. It is confirmed that overall staff of elementary 

education was satisfied with their jobs. It may be due to the fact that all respondents of the 

present study are working in the same administrative service structure throughout the 

Punjab. This hypothesis fulfills the objective No 3 set for this study and also provided 

answer to the research question No 4.  
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H0 -3: There is no significant difference between the job satisfaction of male-female 

academic and administrative staff of elementary education of District Rawalpindi. 

 

Table 4.95 

Job Satisfaction of Academic and Administrative Staff Rawalpindi (n=454) 

t-Test Independent Sample 

Job Title N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Academic Staff 

(Rawalpindi) 
282 53.35 11.654 

.049 .041 1.96 452 .967 
Administrative 

staff (Rawalpindi) 
172 53.30 13.171 

t (cal) = t calculated 

t (tab) = t table value 

 

Table 4.95 illustrates that t(cal) value is less than t(tab) value (.041<1.96) at α=.05 

level of significance, if the value of t(cal) is less than t(tab) value, than one can accept the 

null hypothesis. It is indicated that there is no significant difference on job satisfaction of 

academic and administrative staff of Rawalpindi district. The opinion of both academic 

and administrative staff of Rawalpindi District regarding their job satisfaction is the same, 

they are overall satisfied.  

By parts analysis of the data of respondents from district Rawalpindi with 

reference to male-female is given in the following tables: 

 

Table 4.96 

Job Satisfaction of Male and Female Staff Rawalpindi (n=454) 

Gender N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Male 233 52.73 12.06 
1.21 1.071 1.96 452 .285 

Female 221 53.96 12.42 

 t (cal) = t calculated 

 t (tab) = t table value 

 p>.05 

Table 4.96 shows that t (cal) value is less than t (tab) value (1.071< 1.96) at α = .05 

level of significance. The mean difference 1.21 is also very small. It is reflected that there 
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is no significant difference on job satisfaction of male and female staff of District 

Rawalpindi. 

Table 4.97 

Job Satisfaction of Male and Female Academic Staff Rawalpindi (n=282) 

Title /Gender N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Academic 

staff (Male) 
144 53.09 11.642 

0.533 .383 1.96 280 .702 
Academic 

staff (Female) 
138 53.62 11.703 

 t (cal) = t calculated 

 t (tab) = t table value 

p>.05 

Table 4.97 shows that t (cal) value is less than t (tab) value (.383< 1.96) at α = .05 

level of significance. The mean difference 0.533 is very small. It is reflected that there is 

no significant difference on job satisfaction of male academic staff and female academic 

staff of Rawalpindi district. 

Table 4.98 

Job Satisfaction of Male and Female Administrative Staff Rawalpindi (n=172) 

Title/Gender N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Administrative 

staff  (Male) 
89 52.16 12.751 

2.373 1.182 1.96 170 .239 
Administrative 

staff (Female) 
83 54.53 13.577 

t (cal) = t calculated 

t (tab) = t table value 

p>.05 

 

Table 4.98 showed that t(cal) value is less than t(tab) value(1.182<1.96) at α = .05 

level of significance. The mean difference is 1.82. It is indicated that there is no 

significant difference on job satisfaction of female administrative staff and male 

administrative staff of Rawalpindi district.  
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It is confirmed from the table number 4.95 to 4.98 that there is no significant 

difference of job satisfaction among the academic and administrative staff of elementary 

education from the district Rawalpindi. Hence, the null hypothesis, “There is no 

significant difference between the job satisfaction of male-female academic and 

administrative staff of elementary education of District Rawalpindi.” is accepted. It is 

confirmed that overall staff of elementary education from District Rawalpindi was 

satisfied with their job. This hypothesis fulfills the objective No 3 set for this study and 

also provided answer to the research question No 4.  

 

H0-4: There is no significant difference between the job satisfaction of urban-rural 

academic and administrative staff of elementary education of District Rawalpindi. 

 

Table 4.99 

Job Satisfaction of urban-rural Staff Rawalpindi (n=454) 

Location of 

School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

P 

Urban 107 52.25 11.78 
1.41 1.045 1.96 452 .297 

 Rural 347 53.66 12.37 

t (cal) = t calculated 

t (tab) = t table value 

p>.05 

Table 4.99 showed that t(cal) value is less than t(tab) value (1.045<1.96) at α=.05 

level of significance. It is reflected that there is no significant difference between the job 

satisfaction of urban and rural staff of District Rawalpindi.  

Table 4.100 

Job Satisfaction of Male urban-rural Academic Staff Rawalpindi (n=244) 

Location of School N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

P 

Teachers Urban(male) 28 48.93 8.078 
5.166 2.721 1.96 142 .009 

Teachers Rural(male) 116 54.09 12.165 

 

Table 4.100 showed that t(cal) value is greater than t(tab) value (2.721>1.96) at α=.05 

level of significance. It is reflected that there is a significant difference on job satisfaction 

of male urban and rural academic staff of Rawalpindi district. The opinion of male 
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academic staff regarding job satisfaction is different in the Rawalpindi district. The mean 

value of rural staff is (54.09) more than the mean value of urban staff (48.93). It shows 

that the rural academic male staff of Rawalpindi is more satisfied than the urban academic 

male staff.  

Table 4.101 

Job Satisfaction of Female urban-rural Academic Staff Rawalpindi (n=138) 

Location of 

School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

P 

Urban(female) 36 53.58 10.851 
0.054 .024 1.96 136 .981 

Rural(female) 102 53.64 12.040 

 

Table 4.101 showed that t(cal) value is less than t(tab) value (.024<1.96) at α = .05  

level of significance.  It is pointed out that there is no significant difference on job 

satisfaction of female urban and rural academic staff of Rawalpindi district. The opinion 

of both urban and rural academic staff of Rawalpindi district about their job satisfaction is 

the same.  

Table 4.102 

Job Satisfaction of Male urban-rural Administrative Staff Rawalpindi (n=89) 

Location N M SD 
Mean 

Difference 
t  (cal) t (tab) df 

Sig 

P 

Urban(male) 18 48.39 9.306 

4.724 1.412 1.97 87 .162 
Rural(male) 71 53.11 13.371 

t (cal) = t calculated 

t (tab) = t table value 

p>.05 

Table 4.102 showed that t(cal) value is less than t(tab) value (1.412<1.97) at α = .05 

level of significance. The mean difference is 4.724. It is signified that there is no 

significant difference on job satisfaction of male, urban and rural administrative staff of 

Rawalpindi district. The opinion of both urban and rural academic staff of Rawalpindi 

district regarding their job satisfaction is the same.  
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Table 4.103 

Job Satisfaction of Female urban-rural Administrative Staff Rawalpindi (n=83) 

Location  N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Urban(female) 25 56.84 16.067 

3.306 1.018 1.96 81 .312 
Rural(female) 58 53.53 12.375 

 

Table 4.103 showed that t(cal) value is less than t(tab) value (1.018<1.96) at α = .05 

level of significance. It is indicated that there is no significant difference on job 

satisfaction of female urban and rural administrative staff of Rawalpindi district. The 

opinion of both urban and rural administrative staff of Rawalpindi district regarding their 

job satisfaction is the same. They are generally satisfied with their jobs. 

It is confirmed from the table number 4.99 to 4.103 that there is no significant 

difference of job satisfaction among the academic and administrative staff of elementary 

education with reference to urban-rural from the District Rawalpindi. Hence, the null 

hypothesis, “There is no significant difference of job satisfaction between the urban-rural 

academic and administrative staff of elementary education of District Rawalpindi.” is 

accepted. It is confirmed that overall staff of elementary education from Rawalpindi 

District was satisfied with their job. However, by parts a significant difference was 

observed between the job satisfactions of male urban-rural teachers of Rawalpindi 

District. Male rural teachers were more satisfied than the male urban teachers. This 

hypothesis fulfills the objective No 3 set for this study and also provided answer to the 

research question No 4.  
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H0-5: There is no significant difference between the job satisfaction of male-female 

academic and administrative staff of elementary education of District Sahiwal. 

 

Table 4.104 

 Job Satisfaction of Academic and Administrative Staff Sahiwal District (n=386) 

t-Test Independent Sample 

Job Title N M SD 
Mean 

Difference 
t(cal) t(tab) Df 

Sig. 

p 

Academic Staff 

(Sahiwal) 
240 50.91 9.935 

3.249 3.103 1.96 358 .002 
Administrative 

Staff (Sahiwal) 
146 54.16 10.044 

t (cal) = t calculated 

t (tab) = t table value 

*p<.05 

 

Table-4.104 reflects that t(cal) value is greater than t(tab) value (3.103>1.96) at α=.05 

level of significance, if the value of t(cal) is greater than t(tab) value, than one can reject 

the null hypothesis. The mean value of administrative staff is (54.16) greater than mean 

value of academic staff (50.91).  It is indicated that there is a significant difference on job 

satisfaction among academic and administrative staff of Sahiwal district. It is evident that 

administrative staff is more satisfied than the academic staff. The opinion of both overall 

academic and administrative staff of Sahiwal district regarding their job satisfaction is 

different.  

 

Table 4.105 

Job Satisfaction of Male and Female Respondents Sahiwal District (n=386) 

Gender N M SD 
Mean 

Difference 
t (cal) t(tab) df 

Sig. 

P 

 Male 175 53.55 10.12 
2.58 2.52 1.96 384 .012 

 Female 211 50.97 9.93 

t (cal) = t calculated 

t (tab) = t table value 

*p<.05 
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Table 4.105 shows that t (cal) value is greater than t (tab) value (2.52>1.96) at α=.05 

level of significance. The mean value of male is (54.55 > 50.97) greater than female 

shows that the male staff is more satisfied. It is reflected that there is significant 

difference on job satisfaction of male and female of Sahiwal District. Male academic staff 

is more satisfied than female. 

By parts analysis of data of respondents from District Sahiwal with reference to 

male-female is given in the following tables:  

Table 4.106 

Job Satisfaction of Male and Female Academic Staff Sahiwal District (n=240) 

Title/Gender N M SD 
Mean 

Difference 
t (cal) t(tab) df 

Sig. 

P 

Academic staff 

(Male) 
108 52.54 10.021 

2.961 2.32 1.96 238 .021 
Academic staff 

(Female) 
132 49.58 9.699 

t (cal) = t calculated 

t (tab) = t table value 

*p<.05 

Table 4.106 shows that t (cal) value is greater than t (tab) value (2.32>1.96) at α=.05 

level of significance. The mean value of male academic staff is (52.54 > 49.58) greater 

than female academic staff shows that the male staff is more satisfied. It is reflected that 

there is significant difference on job satisfaction of male academic staff and female 

academic staff of Sahiwal district. Male academic staff is more satisfied than female. 

Table 4.107  

Job Satisfaction of Male and female Administrative Staff Sahiwal (n=146) 

Title /Gender N M SD 
Mean 

Difference 

t
(cal) t(tab) df 

Sig. 

p 

Administrative 

staff  (male) 
67 55.18 10.135 

1.88 1.133 1.96 144 .259 
Administrative 

staff (female) 
79 53.29 9.947 



 

 

184 

  

Table 4.107 shows that t(cal) value is less than t(tab) value (1.133<1.96) at α = .05 

level of significance. It means that there is no significant difference on job satisfaction of 

female administrative staff and male administrative staff of Sahiwal district.  

There is a significant difference between the job satisfaction of male-female 

academic and administrative staff of district Sahiwal. The null hypothesis, “There is no 

significant difference of job satisfaction between the male-female academic and 

administrative staff of elementary education of District Sahiwal.” is rejected, therefore 

alternate hypothesis accepted. Table No: 4.106 also show that a significant difference of 

job satisfaction occurs between academic staff male and female. However, by part 

analysis show different results; table number 4.107 shows that there is no significant 

difference of job satisfaction male-female administrative staff only. The administrative 

staff is more satisfied with job than the academic staff. Similarly male academic staff is 

more satisfied than female academic staff. The significant difference among 

administrative and academic staff is due to the authority of administrators over the 

academic staff. This hypothesis fulfills the objective No 3 set for this study and also 

provided answer to the research question No 4.  

 

 

H0-6: There is no significant difference between the job satisfaction of urban-rural 

academic and administrative staff of elementary education of District Sahiwal  

 

Table 4.108 

Job Satisfaction of overall urban-rural Respondents Sahiwal District 

Location 

of School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

P 

Urban 31 54.38 12.79 
2.44 1.038 1.96 384 .196 

Rural 355 51.94 9.81 

t (cal) = t calculated 

t (tab) = t table value 

p >.05 

Table 4.108 shows that t (cal) value is less than t (tab) value (1.038<1.96) at α=.05 

level of significance. It is signified that there is no a significant difference on job 

satisfaction of urban and rural respondents of Sahiwal District. The opinion of sample 

about job satisfaction is same. 
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Table 4.109 

Job Satisfaction of Male urban-rural Academic Staff Sahiwal District 

Location of 

School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

P 

Urban(male) 8 56.63 10.487 
4.415 1.202 1.98 106 .232 

Rural(male) 100 52.21 9.965 

t (cal) = t calculated 

t (tab) = t table value 

p >.05 

 

Table 4.109 shows that t (cal) value is less than t (tab) value (1.202<1.980) at α=.05 

level of significance. It is signified that there is no a significant difference on job 

satisfaction of male, urban and rural academic staff of Sahiwal district. The opinion of 

sample about job satisfaction is same. 

Table 4.110 

 Job Satisfaction of Female urban-rural Academic Staff Sahiwal District 

Location of 

School 
N M SD 

Mean 

Difference 
t(cal) t(tab) df 

Sig. 

P 

Urban(female) 10 52.10 14.693 
.584 .123 1.96 130 .904 

Rural(female) 122 51.52 9.640 

t (cal) = t calculated 

t (tab) = t table value 

p>.05 

 

Table 4.110 shows that t (cal) value is less than t (tab) value (.123< 1.96) at α=.05 

level of significance. The mean difference .584 is very small. It is indicated that there is 

no significant difference on job satisfaction of female, urban and rural academic staff of 

Sahiwal district, the female academic staff of District Sahiwal feels in the same way 

about the job satisfaction. 



 

 

186 

  

Table 4.111 

Job Satisfaction of Male urban-rural Administrative Staff Sahiwal  

Location N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

p 

Urban(male) 5 52.40 9.072 
3.003 .634 1.99 65 .528 

Rural(male) 62 55.40 10.250 

t (cal) = t calculated 

t (tab) = t table value 

p>.05 

 

Table 4.111 shows that the t(cal) value is less than t(tab) value (.634<1.99) which is 

not significant at α=.05 level of significance. It is reflected that there is no significant 

difference on job satisfaction of male, urban and rural administrative staff of Sahiwal 

district.  

Table 4.112 

Job Satisfaction of Female urban-rural Administrative Staff Sahiwal  

Location N M SD 
Mean 

Difference 
t(cal) t(tab) df 

Sig. 

P 

Urban(female) 8 58.88 14.904 
6.199 1.152 1.96 77 .284 

Rural(female) 71 52.68 9.211 

t (cal) = t calculated 

t (tab) = t table value 

p>.05 

 

Table 4.112 shows that the t(cal) value is less than t(tab) value (1.152<1.96) which is 

not significant at .05 level of significance. It is indicated that there is no significant 

difference on job satisfaction of female, urban and rural administrative staff of Sahiwal 

district. 

There is no significant difference of job satisfaction with reference to urban-rural 

academic and administrative staff in District Sahiwal. Hence, the null hypothesis “There 

is no significant difference of job satisfaction between the urban-rural academic and 

administrative staff of elementary education of District Sahiwal” is accepted. Table 

number 4.108-4.112 shows that there is no significant difference of job satisfaction 
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between urban-rural academic and administrative staff from District Sahiwal. This 

hypothesis fulfills the objective No 3 set for this study and also provided answer to the 

research question No 4.  

 

H0-7:  There may be no correlation on job satisfaction between male-female academic 

staff and administrative staff of elementary education. 

. 

Table 4.113 

Job Satisfaction of Academic and Administrative Staff (n=840) 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

Ρ 

Academic staff 

 (overall) 
522 52.23 10.955 

.059 .295 
Administrative staff 

(overall) 
318 53.69 11.828 

  

Table 4.113 shows that the „r‟ value .059 is not significant at α = .05 level of 

significance. It is indicated that there is no relationship (r=.059) on job satisfaction of 

academic staff and administrative staff of whole sample.  

However the part wise analysis of the whole sample male-female is given in the 

following tables:   

Table 4.114 

Job Satisfaction of Male and Female overall Respondents  

Correlation 

Title/ Gender N M SD 

Pearson 

Correlation 

r 

Sig 

ρ 

Male 408 53.08 11.26 

.031 .534 
Female 432 52.50 11.35 
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 Table 4.114 shows that the „r‟ value .031 is not significant at α = .05 level of 

significance. It is reflected that there is no correlation on job satisfaction of male and 

female respondents of Sahiwal and Rawalpindi Districts. 

Table 4.115 

Job Satisfaction of Male and Female Academic Staff overall sample 

Correlation 

Title/ Gender N M SD 

Pearson 

Correlation 

r 

Sig 

ρ 

Academic staff (Male) 252 52.85 10.959 

-.008 .902 
Academic staff (Female) 270 51.64 10.939 

  

Table 4.115 shows that the „r‟ value -.008 is not significant at α = .05 level of 

significance. It is reflected that there is no correlation on job satisfaction of male and 

female, academic staff of Sahiwal and Rawalpindi districts. 

Table 4.116 

Job Satisfaction of Male and Female Administrative Staff overall Sample 

Correlation 

Title/ Gender N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Administrative staff (Male) 156 53.46 11.760 

.019 .813 
Administrative staff (Female) 162 51.90 13.546 

  

Table 4.116 explains that the „r’ value .019 is not significant at α = .05 level of 

significance. It is indicated that there is no correlation on job satisfaction of male and 

female administrative staff of overall sample.  

As a whole analysis revealed that there is no relationship on job satisfaction of 

male-female academic and administrative staff of elementary education. Therefore null 



 

 

189 

  

hypothesis, “There may be no correlation on job satisfaction between male-female 

academic staff and administrative staff of elementary education.” is accepted and 

confirmed that there is no relationship among the academic and administrative staff of 

elementary education. It is due to same structure in the public sector. This hypothesis 

fulfills the objective No 4 set for this study and also provided answer to the research 

question No 5. 

  

H0-8: There may be no correlation on job satisfaction between urban-rural academic staff 

and administrative staff of elementary education.  

Table 4.117 

 Job Satisfaction of Urban and Rural all Respondents  

        Correlation 

 

*p<0.05 

Table 4.117 reveals that the „r’ value .167 is significant at (α=.05) level of 

significance. It shows that there is a positive relationship as r = .167 at α=.05 between job 

satisfaction of urban and rural overall sample.  

Table 4.118 

 Job Satisfaction of Urban and Rural Male Academic Staff of overall sample 

                  Correlation 

 

Location N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Urban 138 52.73 12.00 

.167(*) .050 
Rural 702 52.79 11.17 

Location N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Urban(male) 36 50.64 9.103 

.012 .944 
Rural(male) 216 53.22 11.214 
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Table 4.118 reveals that the „r’ value .012 is not significant at (α=.05) level of 

significance. It shows that there is no relationship as r = .012 at α=.05 between job 

satisfaction of urban and rural academic staff of overall sample.  

Table 4.119 

Job Satisfaction of Urban and Rural Female Academic Staff of overall sample 

            Correlation 

 

p>0.05 

 

Table 4.119 reveals that the „r’ value -.175 is not significant at α=0.05) level of 

significance. It is reflected that there is weak negative relationship but not significant as 

r=-.175 at α=.05 between job satisfaction of urban and rural academic staff of overall 

sample. 

 

Table 4.120 

 Job Satisfaction of Urban and Rural Male Administrative Staff of overall 

sample 

                  Correlation 

 

 

Table 4.120 reveals that the „r’ value -.156 is not significant at (p=.477>0.05) 

level of significance. It is indicated that there is weak negative relationship as r = -.156 at 

α=.05 between job satisfaction of urban and rural academic staff of overall sample. The 

Location N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Urban(female) 46 52.83 11.659 

-.175 .245 
Rural(female) 224 51.40 10.797 

Location N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Urban(male) 23 49.26 9.206 

-.156 .477 
Rural(male) 133 54.18 12.028 
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weak negative relationship shows that if one variable increases the other variable 

decreases. 

 

Table 4.121 

 Job Satisfaction of Urban and Rural Female Administrative Staff  

                  Correlation 

 

* Correlation is significant at the 0.05 level (2-tailed). 

*p<.05 

 

Table 4.121 reveals that the „r’ value .383 is significant at (p=.028<0.05) level of 

significance. It is reflected that there is a positive moderate relationship as r = .383 at 

α=.05 between job satisfaction of female urban and rural administrative staff of overall 

sample. It shows that if one variable increases the other variable also increases.  

As a whole analysis revealed that there is a positive significant correlation on job 

satisfaction of urban and rural academic and administrative staff of elementary education. 

Therefore null hypothesis, “There may be no correlation on job satisfaction between 

urban-rural academic staff and administrative staff of elementary education.” is rejected 

and alternate hypothesis accepted. By parts, a significant moderate positive relationship is 

also present among the female urban-rural administrative staff of elementary education. It 

is due to same structure in the public sector. 

This hypothesis fulfills the objective No 4 set for this study and also provided 

answer to the research question No 5.  

Location N M SD 

Pearson 

Correlation 

r 

Sig 

P 

Urban(female) 33 57.30 15.543 

.383(*) .028 
Rural(female) 129 53.06 10.713 
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H0-9: There may be no correlation on job satisfaction between male-female academic 

and administrative staff of elementary education of District Rawalpindi.  

  

Table 4.122  

Job Satisfaction of Academic and Administrative Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

P 

Academic staff  282 53.35 11.654 

.059 .440 
Administrative staff 172 53.30 13.171 

  

Table 4.122 shows that the „r‟ value .059 is not significant correlation at .05 level 

of significance. It is indicated that there is no relationship on job satisfaction of academic 

and administrative staff of Rawalpindi district. 

 

Table 4.123 

Job Satisfaction of male and female Respondents Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

„r‟ 

Sig 

p 

Male 233 52.73 12.05 

-.023 .731 
Female 221 53.96 12.41 

  

Table 4.123 shows that the „r‟ value -.023 is not significant at α= .05 level of 

significance. The value of r=-.023 is near the zero and not significant at α=.05. It is 

indicated that there is no relationship on job satisfaction of male and female staff of 

Rawalpindi District. 

By part analysis with respect to male and female is given in the following tables:   

 



 

 

193 

  

Table 4.124 

Job Satisfaction of Academic male and female Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

„r‟ 

Sig 

p 

Academic staff (male) 144 53.09 11.642 

.028 .740 
Academic staff (female) 138 53.62 11.703 

  

Table 4.124 shows that the „r‟ value .028 is not significant at α= .05 level of 

significance. The value of r=.028 is near the zero and not significant at α=.05. It is 

indicated that there is no relationship on job satisfaction of male and female academic 

staff of Rawalpindi District. 

 

Table 4.125 

Job Satisfaction of Administrative male and female Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Administrative  staff (male) 89 52.16 12.751 

.146 .188 
Administrative  staff (female) 83 54.53 13.577 

 Table 4.125 shows that the „r‟ value.146 is not significant at α=.05 level of 

significance. It is reflected that there is weak positive relationship as r=.146, at α=.05 on 

job satisfaction between male and female administrative staff of Rawalpindi district. 

 It is confirmed from the whole and part wise analysis that there is no correlation 

on job satisfaction male and female academic and administrative staff of Rawalpindi 

District. Therefore null hypothesis, “There may be no correlation on job satisfaction 

between male-female academic and administrative staff of elementary education of 

District Rawalpindi.” is accepted. This hypothesis fulfills the objective No 4 set for this 

study and also provided answer to the research question No 5.  
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H0-10: There may be no correlation on job satisfaction between urban-rural academic and 

administrative staff of elementary education of District Rawalpindi  

 

Table 4.126 

 Job Satisfaction of Academic male urban and rural Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

P 

Urban  107 52.25 11.78 
-.009 .924 

Rural  347 53.66 12.37 

  

  Table 4.126 shows that the „r‟ value -.009 is not significant at α = .05 level 

of significance. It is indicated that there is no relationship on job satisfaction between 

urban and rural staff of Rawalpindi district 

 

Table 4.127 

 Job Satisfaction of Academic male urban and rural Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

P 

Academic urban(male) 28 48.93 8.078 

.000 .998 
Academic rural(male) 116 54.09 12.165 

  

Table 4.127 shows that the „r‟ value .000 is not significant at α = .05 level of 

significance. It is indicated that there is no relationship on job satisfaction between 

academic male urban and rural staff of Rawalpindi district. 
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Table 4.128 

Job Satisfaction of Female urban and rural Academic Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

P 

Academic urban(female) 36 53.58 10.851 

.119 .489 
Academic rural(female) 102 53.64 12.040 

   

Table 4.128 shows that the „r‟ value .119 is not significant at α = .05 level of 

significance. It is reflected that there is weak positive relationship on job satisfaction 

between female urban and rural academic staff of Rawalpindi district. 

 

Table 4.129 

 Job Satisfaction of Male Urban and Rural Administrative Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

P 

Administrative  urban (male) 18 48.39 9.306 

.278 .263 
Administrative  rural(male) 71 53.11 13.371 

 

Table 4.129 shows that the „r‟ value .278 is not significant at α=.05 level of 

significance. It is pointed out that there is weak positive relationship as r = .278 at α=.05 

between job satisfaction of male urban and rural academic staff of district Rawalpindi.  
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Table 4.130 

Job Satisfaction of Female urban and rural Administrative Staff Rawalpindi 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Administrative  urban (female) 25 56.84 16.067 

-.095 .653 
Administrative  rural(female) 58 53.53 12.375 

  

Table 4.130 shows that the „r‟ value-.095 is not significant at α=.05 level of 

significance. It is specified that there no relationship as r=-.095 at α=.05 between job 

satisfaction of female urban and rural administrative staff of district Rawalpindi.  

It is confirmed from the whole and part wise analysis that there is no relationship 

on job satisfaction among the urban-rural academic and administrative staff of 

Rawalpindi District. Therefore null hypothesis, “There may be no correlation on job 

satisfaction between urban-rural academic and administrative staff of elementary 

education of District Rawalpindi” is accepted.  

This hypothesis fulfills the objective No 4 set for this study and also provided 

answer to the research question No 5.  
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H0-11: There may be no correlation on job satisfaction between male-female academic 

staff and administrative staff of elementary education of District Sahiwal. 

 Table 4.131 

Job Satisfaction of Academic and Administrative Staff Sahiwal 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Administrative staff 146 54.16 10.044 

-.112 .180 
Academic staff 240 50.91 9.935 

  

Table 4.131 shows that the „r‟ value -.112 is not significant at α=.05 level of 

significance. It is indicated that there is no relationship as    r = -.112 at α=.05 between 

job satisfaction of academic and administrative staff of whole sample district Sahiwal.  

Table 4.132 

 Job Satisfaction of Male and Female Staff Sahiwal 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Male  175 53.54 10.11 

-.135 .076 
Female  211 50.96 9.93 

  

Table 4.132 shows that the „r‟ value -.135 is not significant at α= .05 level of 

significance. It is reflected that there is weak negative relationship as r =-.135 at α=.05 

between job satisfaction of male and female staff of district Sahiwal.  

By part analysis is given in the following tables:  
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Table 4.133 

 Job Satisfaction of Academic Male and Female Staff Sahiwal 

Correlation 

Title N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Academic staff  

(male) 
108 52.54 10.021 

-.126 .193 
Academic staff 

(female) 
132 49.58 9.699 

  

Table 4.133 shows that the „r‟ value -.126 is not significant at α= .05 level of 

significance. It is reflected that there is weak negative relationship as r =-.126 at α=.05 

between job satisfaction of male and female academic staff of district Sahiwal.  

 

Table 4.134 

 Job Satisfaction of Administrative Male and Female Staff Sahiwal 

Title N M SD 

Pearson 

Correlation 

R 

Sig 

P 

Administrative  staff 

(male) 
67 55.18 10.135 

-.240 .050 
Administrative  staff 

(female) 
79 53.29 9.947 

  

Table 4.134 shows that the „r‟ value -.240 is not significant at α= .05 level of 

significance. It is indicated that there is weak negative relationship as r=-.240 at α=.05 

between job satisfaction of administrative staff male and female of district Sahiwal.  

It is confirmed from the whole and part wise analysis that there is no relationship 

on job satisfaction among the academic and administrative staff of Sahiwal District. 

Therefore null hypothesis, “There may be no correlation on job satisfaction between 

male-female academic staff and administrative staff of elementary education of District 
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Sahiwal.” is accepted and it is confirmed that there is no correlation of job satisfaction 

between the academic and administrative staff of elementary education from district 

Sahiwal. The negative values of „r‟ between academic and administrative staff show that 

if job satisfaction of administrative staff increases than the job satisfaction of academic 

staff decreases. The negative values of „r‟ between male and female academic and 

administrative staff also show that if job satisfaction of male increases than job 

satisfaction of female decreases. Although there is no significant correlation between the 

jobs satisfaction of academic and administrative staff from district Sahiwal, but the 

negative values between different groups is might be due to the more chances of 

administrative staff to meet with the important people in the society. This hypothesis 

fulfills the objective No 4 set for this study and also provided answer to the research 

question No 5.  

H0-12: There may be no correlation on job satisfaction between urban-rural academic 

staff and administrative staff of elementary education of District Sahiwal. 

Table 4.135 

 Job Satisfaction of urban-rural Staff of Sahiwal                   

 

*p<0.05 

Table 4.135 reveals that the „r’ value .443 is significant at α=.05 level of 

significance. It is confirmed that there is strong positive relationship as r = .443 at α=.05 

between job satisfaction of urban and rural staff of district Sahiwal. 

Table 4.136 

 Job Satisfaction of urban-rural Male Academic Staff of Sahiwal                   

 

Location N M SD 

Pearson 

Correlation 

R 

Sig 

p 

Urban 31 54.38 12.79 
.443(*) .013 

Rural 355 51.94 9.81 

Location N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Urban(male) 8 56.63 10.487 
-.237 .571 

Rural(male) 100 52.21 9.965 
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Table 4.136 reveals that the „r’ value -.237 is not significant at α=.05 level of 

significance. It is confirmed that there is weak negative relationship as r = -.237 at α=.05 

between job satisfaction of male urban and rural academic staff of district Sahiwal. 

 Table 4.137 

 Job Satisfaction of Female Academic Staff Sahiwal District 

Correlation 

Location N M SD 

Pearson 

Correlation 

R 

Sig 

p 

Urban(female) 10 50.10 14.533 

.074 .839 
Rural(female) 122 49.53 9.280 

          p>0.05  

 

Table 4.137 shows that the ‘r’ value .074 is not significant at.05 level of 

significance. It reflects that there is no relationship on job satisfaction of female, urban 

and rural academic staff of Sahiwal district. 

Table 4.138 

 Job Satisfaction of Male Administrative Staff Sahiwal  

Location N M SD 

Pearson 

Correlation 

r 

Sig 

p 

Urban(male) 5 52.40 9.072 

.200 .747 
Rural(male) 62 55.40 10.250 

      p>.05 

Table 4.138 shows that the ‘r‟ value .200 is not significant at α = .05 level of 

significance. It shows that there is weak positive (r=.200) relationship on job satisfaction 

between male, urban and rural academic staff of Sahiwal district.  
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Table 4.139 

Job Satisfaction of Female Administrative Staff Sahiwal  

Correlation 

Location N M SD 

Pearson 

Correlation 

R 

Sig 

p 

Urban(female) 8 58.75 14.704 

-.210 .619 
Rural(female) 71 52.68 9.211 

  p>.05 

 

Table 4.139 shows that the „r’ value -.210 is not significant at α=.05 level of 

significance. It means that there is weak negative correlation (r=-.210) on job satisfaction 

of female, urban and rural academic staff of Sahiwal district.  Negative sign shows that 

when one variable increases the other decreases.   

It is confirmed from the whole analysis that there is a positive significant 

relationship on job satisfaction among the urban-rural academic and administrative staff 

of Sahiwal District. Therefore null hypothesis, “There may be no correlation on job 

satisfaction between urban-rural academic staff and administrative staff of elementary 

education of District Sahiwal.” is rejected and alternate hypothesis accepted. However, 

part wise it is confirmed that there is no correlation of job satisfaction between the 

academic and administrative staff of elementary education from district Sahiwal. The 

negative values of „r‟ between academic urban-rural male and female urban-rural 

administrative staff show that if job satisfaction of administrative staff increases than the 

job satisfaction of academic staff decreases. Although there is no significant correlation 

between the job satisfaction of academic and administrative staff from district Sahiwal, 

but the negative values between different groups is might be due to the more chances of 

administrative staff to meet with the important people in the society. This hypothesis 

fulfills the objective No 4 set for this study and also provided answer to the research 

question No 5.  
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    Table No 4.140 

Comparison of Significant Difference and Correlation  

S 

 # 

Groups 

Rawalpindi Sahiwal 

α - value r-value α - value r-value 

1. Academic and  administrative 

staff 
.967 .059 .002* -.112 

2. Male and female teachers  .702 .028 .021* -.126 

3. Male and female 

administrators 
.239 .146 .259 -.240 

4. Male urban and rural teachers   .009* .000 .232 -.237 

5. Female urban and rural 

teachers 
.981 .119 .904 .074 

6. Male urban and rural 

administrators  
.162 .278 .528 .200 

7. Female urban and rural 

administrators  
.312 -.095 .284 -.210 

* = significant at α= .05 

Table-4.140 reflects that no significant difference was found between the job 

satisfaction of academic and administrative staff of District Rawalpindi, however a 

significant difference was found among the academic and administrative staff from 

District Sahiwal. Similarly a significant difference found among male and female teachers 

from District Sahiwal while no difference between male and female teachers from District 

Rawalpindi.  There is a significant difference between job satisfaction of male urban and 

rural teachers of district Rawalpindi. No significant relationship is present between 

academic and administrative staff of district Sahiwal and Rawalpindi, however weak 

negative correlation is present among staff from Sahiwal and weak positive correlation is 

present among staff from Rawalpindi. 
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Item No 7 in the data sheet of MSQ was open ended, “What would you call your 

occupation, your usual line of work?” it was hand scored and the results (different names 

proposed by sample) are given below in the table No 4.128. 

 

Table No 4.141 

Results of the names of occupation as proposed by the sample  

S 

#  

Name proposed  Frequency  Percentage  

1 Prophet‟s Profession 109 13% 

2 Teaching Profession 303 36% 

3 Social Service  49 6% 

4 Nation Building 39 5% 

5 Preaching  13 2% 

6 Elementary Education 08 1% 

7 Sacred/Decent Profession 67 7.9% 

8 Educational Administration 38 4.5% 

9 Character Building 05 .6% 

10 Not Responded 209 24% 

11 Total  840  

 

Table 4.141 summarizes the proposed names of the occupation. The majority 

(36%) of the sample proposed teaching profession as the name of occupation. The next 

percentage 13% proposed prophet‟s job, while 7.9% proposed sacred profession. Other 

names were character building to social service from .6% to 6%. The overwhelming 

majority 24% did not respond to this question.  
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4.2 Discussion  

A very few studies have been conducted in Pakistan to know about the level of job 

satisfaction among teachers. The teachers teaching, especially, at elementary level are 

mostly neglected ones in this respect. Although they are serving at the most important 

stage of education system, yet they are not given due place in the researches. The whole 

edifice of education system depends upon the quality of elementary education. Teachers‟ 

job satisfaction enhances the quality of education. Ultimately, higher education also based 

on the job satisfaction of elementary teachers. In this study a standardized and 

comprehensive research instrument was used to explore into this neglected area. Results 

of this study will indicate the status of elementary teachers‟ job satisfaction covering 

many aspects i.e. ability utilization, achievement, activity, advancement, compensation, 

creativity, independence etc. 

The purpose of study was to explore the job satisfaction of academic and 

administrative staff of elementary education Punjab. The present study is unique in a 

sense that no empirical research about elementary school teachers is available in the 

province of Punjab Pakistan.  

4.2.1 Twenty Dimensions of Job Satisfaction (MSQ)   

There are three areas for which respondents show very low level of satisfaction 

i.e. education policies, compensation and advancement. Majority of the respondents of 

the present study were least satisfied with education polices. This dimension is at the 

bottom in the hierarchy of dimensions according to mean score. Similar findings were 

reported by Green (2000) the chairpersons experienced the least satisfaction with policies 

and practices. It also supports the study of (Ghazi, 2004; Mahmood, 2004; & Worrell, 

2004) the education policies are least contributors to satisfaction level. Many previous 

studies have repeatedly shown that administrative policies influence satisfaction with 

work (Bacharach, Bamberger, & Mitchell, 1990; Kendrick, Chandler, & Hatcher, 1994; 

Ponec & Brock, 2000). The dissatisfaction about the policies linked to the fact that 

policies are often decided at higher level without taking input from the local level 

teachers and administrators. There is no consistency in the policies, every political party 

when comes in power formed the new education policy. Other possible reasons might be 

privatization of institutions, contract employment, political involvement in appointment 
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of administrators, abrupt changes in curriculum, old evaluation system, monitoring by 

non-professionals, and inadequate in-service training opportunities.    

The second area of discussion in this regard is compensation (salary package and 

other benefits), the finding of the current study shows that respondents are not satisfied 

with compensation. Similar conclusions were drawn by Newby (1999) the middle school 

principals were not satisfied with the compensation. According to Stemple (2004) it is 

ranked at the bottom of the list of 20 dimensions indicating least satisfied with amount of 

pay they received for the work they do. According to (Ghazi, 2004; Green, 2000, & 

Mahmood, 2004) compensation is the least contributor to satisfaction level with job. The 

reason of dissatisfaction was not explored in the present study but it is felt that the rate of 

increase in salary is very low. Stoppage of advanced increments on higher qualification, 

no traveling allowance in the rural areas, no special pay at elementary level and freezing 

of many allowances may cause dissatisfaction.  

Third area of discussion is advancement (promotion to higher level) with very low 

level of satisfaction. Findings of the present study show that overall respondents were 

dissatisfied with the aspect of job advancement (chance of promotion to higher rank 

within the department). It supports the finding of Richly (2000) who suggested that lack 

of promotional opportunities or career advancement is the primary source of 

dissatisfaction among school psychologists. According to Worrell (2004) career 

advancement is secondary to policy and practices contributing to dissatisfaction. It is at 

ranked 19
th

 out of list of 20 scales. It also supports Green (2000) who found that chair 

person experienced least satisfaction regarding „chances of advancement on this job‟. 

According to Newby (1999) oldest Middle school principal and the principal from small 

schools felt lower level of satisfaction with the aspect advancement. However, it 

contradicts with the study of Stemple (2004) who found satisfactory result about this 

aspect of job. Reason for this is not explored but it might be due to the direct induction of 

subject specialist in the education department Punjab, and eventually posted against the 

posts of administrators, inhibited the promotional chances of elementary level teachers 

and administrators and they felt dissatisfaction towards advancement. 

Overall respondents of present study were slightly satisfied with aspect working 

conditions and ability utilization; it is supported by the study of (Ghazi, 2004; and 

Worrell, 2004). Reason for this slight satisfaction was not explored in the study, but it 
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may be that government has not provided physical facilities in the schools, water 

facilities, furniture for the teachers and offices and electricity which contribute to slight 

satisfaction with working conditions. 

The academic and administrative staff of the present study show low level of 

satisfaction with two dimensions i.e. creativity and independence. The study conducted 

by Ghazi (2004) found elementary headmasters were satisfied with these dimensions, and 

Mahmood (2004) explored the job satisfaction of secondary school teachers and found 

satisfied with creativity and independence. It contradicts the study of Green (2000) 

chairperson were neither satisfied nor dissatisfied with creativity. It supports the study of 

(Newby, 1999; Worrell, 2004, Ghazi, 2004; Mahmood, 2004) middle school principal, 

school psychologist, headmasters, and secondary school teachers were more satisfied with 

their opportunities to be creative on the job. It shows the similar conclusions as the study 

of (Stemple, 2004; Worrell, 2004; Brown, 1992; Anderson, 1982), while it contradicts 

with Newby (1999) independence being at the 19
th

 number in the 20 dimensions of job. 

The reason of low satisfaction might be the monitoring process by non professionals 

which produces unnecessary disturbance among the teachers. The teachers and 

administrators are not provided opportunities to work independently in the institutions. 

They have to follow the instructions given by department officials. They cannot do 

anything with their own will. 

Results show that elementary teachers and administrators were satisfied with 

following eight dimensions of job i.e. variety, achievement, recognition, authority, 

security, responsibility, supervision human relation and supervision technical.  The 

chance to do different things from time to time is called variety; respondents were 

satisfied with this aspect.  Similar results were drawn by (Ghazi, 2004; Green, 2000; 

Newby, 1999). Teachers have to do a variety of work in the schools like teaching, 

counseling, guidance, and mentoring. Similarly administrators have to do different work 

like clerical job as there are no clerk in the office of headmaster and assistant education 

officers.   

The respondents of present study were satisfied with the dimension 

„achievement‟.  This result supports the study conducted by Ghazi (2004) who explore the 

job satisfaction of elementary headmasters and found satisfied with this aspect of job. 

Mahmood (2004) explored the job satisfaction of secondary school teachers and found 
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satisfied with the achievement. It also support the study conducted by Green (2000) and 

found the college chair persons were at the highest level of job satisfaction with 

achievement.  

Results of study show that most of the respondents were satisfied with aspect of 

job „recognition‟. Similar results were reported by Worrell, 2004; Ghazi, 2004; Stemple, 

2004; Richly, 2000; Green, 2000; and Newby, 1999.   

Majority of respondents of present study were satisfied with the use of authority 

on the job. It supports the study of Stemple (2004) who found that high school principal 

were satisfied with the use of authority in the institutions. The reason was not explored 

but it is experienced that the public school teachers and administrators have full authority 

within the institutions. 

Results of present study show that respondents were satisfied with security and 

responsibility of job. It supports the previous studies of (Worrell, 2004; Ghazi, 2004; 

Stemple, 2004; Richly, 2000; Green, 2000; Newby, 1999). In the public school all 

academic and administrative staff is permanent and have a secure future. All the 

contractual teachers were notified as permanent by the government before the researcher 

conducted the study.  

Most of the respondents of the present study were satisfied with two dimensions 

supervision human relations and supervision technical. It supports the study of (Ghazi, 

2004; Mahmood, 2004; Stemple, 2004; Newby, 1999), while it contradicts with Worrell 

2004 who said the supervision human relation is the area of low satisfaction about the job. 

The reason was not explored but one can cogitate that supervisors provide positive 

feedback to the teachers and administrators of elementary education during the monthly 

meetings and time and again during inspections.  

The academic and administrative staff was satisfied with the dimension social 

status in the present study. It supports the study of (Newby, Worrell, Green and 

Mahmood), however it contradict with Ghazi (2004) that the head teachers of district 

Toba Tek Singh showed low satisfaction with social status.  

The last area of discussion is the highest contributors to the satisfaction level of 

respondents which are activity, co-workers, moral values and social service. The 
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elementary school teacher and administrators were highly satisfied with „activity’. It 

supports the study of Ghazi (2004) that activity is the highest contributor of high job 

satisfaction and Stemple (2004) the high school principals were more satisfied with aspect 

keeping busy (activity). Teachers and administrators do different jobs in the schools and 

remain active all the time. 

The respondents in the current study were highly satisfied with the way their co-

workers get along with each other (co-worker). It is supported by (Newby, 1991; Brown, 

1992; Anderson, 1982; Worrell, 2004) the higher contributors of job satisfaction. 

Employees have better relationship with each other and they cooperate with each other.  

Results show that respondents of present study were highly satisfied with the 

aspect of job moral values and it is the second highest contributor to the job satisfaction 

of academic and administrative staff of elementary education of Punjab. Similar 

conclusions were drawn from the studies of (Ghazi, 2004; Stemple, 2004; Worrell, 2004; 

Newby, 1999; Brown, 1992; Anderson, 1982).  

The chances to do things for other people (social service) indicated the highest 

level of job satisfaction among elementary school teachers and administrators of both 

districts. It supports the study of (Worrell, 2004; Stemple, 2004; & Ghazi, 2004). One can 

speculate the reason for high level of satisfaction with this aspect that the school is a 

social system comprising of head teacher, teachers, support staff and students. It is 

obvious that staff feel more satisfied with social service because they deliver services to 

other people that create opportunities for others to obtain satisfaction. 

 The current findings show that the majority of the overall employees were 

satisfied with their positions. Similar conclusions were drawn by the (Ghazi, 2004; 

Worrell, 2004; Green, 2000; Newby, 1999). 

4.2.2 Discussion on Statistical Treatment  

It was noted that there is no significant difference in the opinion of academic and 

administrative staff on job satisfaction as a whole. However, the administrative staff from 

the District Sahiwal was more satisfied than academic staff. The possible reasons may be 

the social and political affiliation/links of administrative staff due to their administrative 

duties at large. Secondly, the administrative staff is appointed on political basis and they 



 

 

209 

  

enjoy authority over the academic staff. The administrative staff also avails the fringe 

benefits like T.A., D.A. etc. They also oblige the academic staff and public in their own 

capacity. 

There was no significance different between the overall male and female 

academic staff, but the sample from district Sahiwal have a different view there was a 

significant difference between male and female academic staff and, it was found that male 

academic staff was more satisfied than females. The study contradicts with Gujjar (2007) 

female secondary school teachers of district Gujarat were more satisfied than male.  

Ghazi (2004) found that female head teacher of district Toba Tak Singh were 

more satisfied than male head teachers and the study of Newby (1999) shows consistent 

result with Ghazi (2004). The present study concludes no significant difference between 

male and female administrators, which supports Green (2000) who found that gender is 

not a significant predictor of job satisfaction among college chair persons. 

Mahmood (2004) and Gujjar (2007) studied secondary school teachers and found 

that there was no significance difference of job satisfaction between rural and urban 

teachers. Similar conclusion were drawn for the present study and found that the location 

was not considerable interpreter of job satisfaction of academic staff of elementary 

education of Punjab. 

The results of present study show that there was no significance difference of job 

satisfaction between urban and rural administrative staff of elementary education system 

contradicts with Ghazi (2004) who found the urban elementary headmasters were more 

satisfied than rural. 

The present study shows that there was no relationship on job satisfaction between 

the overall male and female academic staff which supports Mahmood (2004). There was 

no significant relationship found between the male and female administrative staff of 

elementary education Punjab. A weak negative correlation was found between academic 

and administrative staff of Sahiwal.  A weak positive relationship was present between 

the male and female administrators from Rawalpindi, and weak negative relationship was 

found in the male and female administrators of Sahiwal. There was no relationship found 

on job satisfaction according to the location (urban, rural) of overall academic and 

administrative staff, however a weak negative relationship was present between male 
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urban, rural academic staff of Sahiwal. Weak correlation was found between male urban 

rural overall administrators, but weak positive relationship was existed between 

administrators of Rawalpindi and Sahiwal. A significant positive relationship was found 

between the female urban and rural administrative staff of overall sample.        

 



 

 

 

CHAPTER 5 

 

 

SUMMARY, FINDINGS, CONCLUSIONS AND 

 RECOMMENDATIONS 
 

 

5.1 Summary 

Purpose of this study was to explore job satisfaction of academic and 

administrative staff of Elementary Education System of Punjab. Respondents were 

administrative staff (Assistant Education Officer and Headmasters) and academic staff 

(Elementary School Teachers) taken from two Districts of Punjab i.e. Sahiwal and 

Rawalpindi. The response rate of AEOs was 82% from Rawalpindi and 100% from 

Sahiwal district. The response rate of headmasters and teachers were 88% from 

Rawalpindi and 86% from Sahiwal. Response rate of respondents from Rawalpindi was 

86% and 91% from the Sahiwal district. The overall response rate of the total sample was 

88%. Fifty seven Assistant Education Officers, 261 Headmasters, and 522 Teachers of 

District Rawalpindi and District Sahiwal responded the questionnaire. Majority of the 

respondents (n=702, 83.6%) were from the rural area and n=138, 16.4% from urban area. 

Overall response rate of females were more than the male staff. 63% of the whole 

respondents were of more than 40 years of age. Majority of respondent were with master 

degree. 

It is a descriptive study, employing survey to collect data from respondents. All 

the academic and administrative staff male and female of elementary education system in 

the district Rawalpindi and district Sahiwal was the population of the study. Stratified 

random sampling technique was used to take the sample from the population.  

The Minnesota satisfaction questionnaire (MSQ) along with the data sheet was 

used to collect data from respondents. MSQ contains 100 items of twenty dimensions 

regarding the job. It is self administering instrument with instruction on the first page. 

There is no time limit for the completion but respondents can complete it within 15-20 

minutes. Response preferences for all items appear in front of each item with numbers 1, 
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2, 3, 4, and 5 in the boxes ranges from „not satisfied‟ to „extremely satisfied‟ options. The 

cronbach‟s alpha reliability coefficient of Minnesota satisfaction questionnaire is .98.  

Executive District Officer (Education) Sahiwal and Rawalpindi were requested to 

help the researcher for data collection. As per established rules written permission was 

sought for survey in the elementary schools from the EDO and the permission letter is 

given in (Appendix C & D). The researcher personally visited, distributed, and collected 

questionnaires from the urban and rural schools of both the districts. For distribution and 

collection of questionnaire from inaccessible areas special help was also taken from the 

AEO (Assistant Education Officers) of the concerned Markaz (area).  

Frequencies and percentages of the responses were calculated and tabulated. The 

higher score shows the higher job satisfaction. Higher percentage shows the satisfaction 

or dissatisfaction about the particular dimension. t-test was employed to compare the 

means of academic and administrative staff of both districts to know the differences 

between opinions of different groups. The analysis of the study shows that the academic 

and administrative staff of elementary education showed low satisfaction level with three 

dimensions of the job, i.e. advancement (way of promotion to higher level), education 

policies for employees and compensation (salary package), but no significant differences 

was found between job satisfaction level of overall respondents. By parts a significant 

positive relationship was found between the female urban-rural administrative staff of 

elementary education. When the data was analyzed district wise, the sample from district 

Rawalpindi shows that the majority of sample show low satisfaction level with three 

dimensions i.e. advancement, compensation, and education policies. The statistical 

finding also shows that there was no significant difference between the job satisfaction of 

academic and administrative staff of Rawalpindi District. The respondents from Sahiwal 

shows different results, half of respondents showed low satisfaction level with two 

dimensions advancement and compensation, while majority of respondents feels slight 

satisfaction with education policies. By parts, a significant difference was found in job 

satisfaction of male and female academic staff of District Sahiwal. Male teachers from 

District Sahiwal were more satisfied than female teachers.   
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5.2 Finding 

 Finding drawn on the basis of data analysis is presented in parts with respect to 

overall respondents and District wise as follows:  

Part-1: Findings drawn from the data analysis of whole sample (n=840) 

The findings drawn from data analysis of demographic variables, twenty 

dimensions of job as described in the MSQ and statistical findings of the whole sample 

presented in this part.  

1. Total participants of the study were 840. Out of which 522 (62%) were Teachers, 

261 (31%) were Headmasters from 261 elementary schools, while 57 (7%) were 

Assistant Education Officers. It was further indicated that 408 (51.4%) were male 

respondents and 432 (48.6%) were females. It was also found that 702 (83.6%) 

respondents were from rural areas and 138 (16.4%) respondents belong to urban 

area.  (Table 4.3, 4.4, 4.7)   

2. It was found that 308 (36.7%) respondents were of 20-39 years age while 532 

(63.3%) belong to 40 and above years of age. Majority of respondents 370 (44%) 

were of 21 and above years of teaching/administrative experience, 295 (35%) 

were with 11-20 years experience, while 175 (20%) were of below 10 years of 

experience in the education department. It was further showed that majority of 

respondents 395 (47%) were with Master Degree, while 334 (39.8%) having 

bachelor degree.  

(Table 4.5, 4.6, 4.8)      

3. Majority of the respondents (50.24%) from academic and administrative staff of 

Districts Sahiwal and Rawalpindi were satisfied about one of the dimensions of 

job i.e. „ability utilization‟ with supporting mean score 2.49 which is equivalent to 

mid value (2.50). It shows low satisfaction level of respondents. It also shows the 

respondents‟ inclination towards the satisfaction level. 33.56% respondents were 

slightly satisfied and only 16.2% were not satisfied. (Table 4.9)  

4. Most of the academic and administrative staff (55.88%) were satisfied regarding 

„achievement‟ with the mean score 2.67 which is more than mid value show 

satisfaction with this aspect, while 32.9% were slightly satisfied, and only 11.18% 

sample was not satisfied.    (Table 4.10).  
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5. Most of the respondents (66.69%) were satisfied about the aspect of job „activity‟ 

with the mean value 2.89, while 25.3% were slightly satisfied, and only 8.14% of 

sample was not satisfied. (Table 4.11) 

6. Majority of the academic and administrative staff from Rawalpindi and Sahiwal 

districts (39.1%) were not satisfied with the opportunities for „advancement‟ 

(promotion to higher level) with the present job with mean score 1.99 which is 

less than mid value shows dissatisfaction trend, while 33.18% were slightly 

satisfied, and 27.7% were satisfied. (Table 4.12) 

7. Most of the employees (55.25%) were satisfied with the aspect „authority‟ with 

mean score 2.71 which is higher than mid value, while 30.28% were slightly 

satisfied, and only 9.82% were not satisfied. (Table 4.13) 

8. It was found that majority of academic and administrative staff of district Sahiwal 

and Rawalpindi (45.32%) were not satisfied regarding „Education System Policies 

and Practices‟ with mean score1.88. It shows dissatisfaction of respondents with 

this aspect. 32.7% perceived slightly satisfied and 23.98% were satisfied with this 

dimension.   (Table 4.14) 

9. 35.96% academic and administrative staff of whole sample was not satisfied about 

the dimension „Compensation‟ (salary package) with mean score 2.03, while 

33.34% employees indicated slightly satisfied and 30.7% were satisfied.       

(Table 4.15) 

10. Most of the respondents (73.6%) were satisfied with their „Co-workers‟. The 

mean value for this dimension is 2.98 shows high satisfaction level, while 20.03% 

were slightly satisfied and only 4.46% were not satisfied which is negligible.  

(Table 4.16) 

11. It was found that majority of the sample (47.58%) was satisfied with „Creativity‟ 

the mean value for this dimension was 2.52, while 36.58% of the employees were 

slightly satisfied and 14.86% were not satisfied. (Table 4.17) 

12. Majority of the whole sample (52.36%) was satisfied about the dimension of MSQ 

„Independence‟ with mean value 2.59, while 33.84% were slightly satisfied and 

14.76% were not satisfied. (Table 4.18) 

13. Whole academic and administrative staff (73.7%) were satisfied about the 

dimension of job „Moral Values‟ with the mean score 3.05 which shows high 

satisfaction level, while 18.9% were slightly satisfied and 7.22% were not 

satisfied.   (Table 4.19) 
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14. Most of the respondents (55.34%) were satisfied about the aspect of job 

„Recognition‟ with mean value 2.68 which show satisfaction with this aspect, 

while 32.02% were slightly satisfied and 12.64% were not satisfied. (Table 4.20) 

15. Most of the academic and administrative staff (62%) were satisfied about the 

dimension „Responsibility‟ with mean score 2.76 which is more than mid value, 

while 28% were slightly satisfied and only 9.76% were not satisfied. (Table 4.21) 

16. It was found that most of the respondents (64.4%) were satisfied about the aspect 

„Security‟ of the job with mean score 2.76, while 23.96% sample was slightly 

satisfied and 12.2% were not satisfied.  (Table 4.22) 

17. Most of the respondents (74.14%) were satisfied about the aspect of job „Social 

Service‟ with mean score 3.08 shows high satisfaction level of respondents, while 

17.84% were slightly satisfied and only 3.96% were not satisfied.  (Table 4.23) 

18. 62.6% respondents were satisfied about the dimension of job „Social Status‟ with 

mean score 2.85 show high satisfaction level, while 28.1% were slightly satisfied 

and 9.1% were not satisfied.  (Table 4.24) 

19. Most of the respondents (64.68%) were satisfied about the dimension 

„Supervision – Human Relations‟ with mean value 2.83 which is higher than 

middle value shows high satisfaction level, while (25.1%) were slightly satisfied 

and, 10.24% were not satisfied. (Table 4.25) 

20. Most of the respondents (64.04%) were satisfied about the quality of 

„Supervision–Technical‟ with mean value 2.84, while 24.92% sample was slightly 

satisfied, and only 4.7% were not satisfied.  (Table 4.26) 

21. Most of the respondents (55.52%) were satisfied about the aspect of job „variety‟ 

with mean value 2.64, while 27.94% were slightly satisfied and 10.48% sample 

was not satisfied.  (Table 4.27) 

22. 47% respondents were satisfied about the dimension of job „Working Conditions‟ 

with mean value 2.48 which is less than mid value shows low satisfaction level 

among academic administrative staff, while 33.3% of respondents were slightly 

satisfied and 19.36% were not satisfied.   (Table 4.28) 

23. Overall, majority of the academic and administrative staff (54.4%) was satisfied 

with their job with mean score 2.57 which is higher than mid value and show 

satisfaction of respondents with job, while 28.5% were slightly satisfied, and only 

14.9% were not satisfied with their jobs.  (Table 4.29). 
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24. Hypothesis (H0 -1 &2) was about “no significance difference between the job 

satisfaction of academic and administrative staff”. It was accepted as the t 

calculated value (1.826) is less than t critical value (1.96) at α = .05 level of 

significance. By part analysis of whole sample show that no significance 

difference was found in the job satisfaction of male and female academic staff as 

the t (cal) value (1.260) is less than t (tab) value (1.96) at α=.05 level of significance, 

the t (cal) value (1.091) is less than t (tab) value (1.96) at α=.05 level of significance 

of the administrative staff male and female, the t (cal) value (1.31) of academic staff 

male urban and rural is less than t (tab) value (1.96) at α =.05 level of significance, 

the t (cal) value(.804) of academic staff female urban and rural is less than t (tab) 

value (1.96) at α =.05 level of significance, Administrative staff male urban-rural 

showed that t (cal) value (1.867) is less than t (tab) value (1.96) at α = .05 level of 

significance and Administrative staff female urban-rural showed that t (cal) value 

(1.480) is less than t (tab) value (2.02) at α = .05 level of significance. It means that 

that the whole sample is satisfied with their jobs as overall, because no 

significance difference was found in their statistical analysis. 

(Table 4.86 to Table 4.94) 

25. Hypothesis (H0-7 &8) was about “no significant relationship between academic 

and administrative staff of elementary education”. It was accepted because „r‟ 

value .059 is not significant at α = .05 level of significance.  By part analysis of 

academic and administrative staff of elementary education reflects that there was 

no relationship on job satisfaction between the male and female academic staff as 

the „r‟ value -.008 at α=.05 levels of significance, no correlation was found on job 

satisfaction among male and female administrative staff as the „r’ value .019 is not 

significant at α = .05 level of significance, there was a correlation on job 

satisfaction between the urban rural staff as the „r’ value .167 is significant at 

α=.05 level of significance, hypothesis 8 rejected and alternate hypothesis 

accepted, there was no correlation on job satisfaction between the male urban 

rural academic staff as the „r’ value .012 is not significant at α=.05 level of 

significance, there was no correlation on job satisfaction between the female urban 

and rural academic staff as divulged that the „r’ value -.175 is not significant at 

α=0.05 level of significance and there was no correlation on job satisfaction 

between male urban and rural administrative staff as the „r’ value -.156 is not 

significant at α=.05 level of significance. However only a moderate positive 
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correlation on job satisfaction between the female urban and rural administrative 

staff was found as the „r’ value .383 is significant at (p=.028<0.05) level of 

significance.   (Table 4. 113 to Table 4.121)  

Part-2:  Findings drawn from data analysis of District Rawalpindi (n=454)  

The findings drawn from data analysis of twenty dimensions of job as described in 

the MSQ and statistical findings of the academic and administrative staff from District 

Rawalpindi are given below.  

1. Total participants from District Rawalpindi were 454. Out of which 282 (62.1%) 

were Teachers, 141 (31%) were Headmasters from 141 elementary schools, while 

31 (7%) were Assistant Education Officers. It was further indicated that 233 

(51.3%) were male respondents and 221 (48.7%) were females. It was also found 

that 347 (76.4%) respondents were from rural areas and 107 (23.6%) respondents 

belong to urban area. (Table 4.31, 4.32, 4.35)  

2. It was found that 147 (32.4%) respondents were of 20-39 years age while 307 

(67.6%) belong to 40 and above years of age. Majority of respondents 213 

(46.9%) were of 21 and above years of teaching/administrative experience, 172 

(37.9%) were with 11-20 years experience, while 69 (15.2%) were of below 10 

years of experience in the education department. It was further showed that the 

qualification of majority of respondents 209 (46%) were Master Degree, while 

182 (40%) having bachelor degree.  

       (Table 4.33, 4.34, 4.36)  

3. 47.80% respondents from district Rawalpindi were satisfied about „ability 

utilization‟ with supporting mean score 2.46 which is less than mid value. It 

shows low satisfaction level of respondents with this dimension. 35.76% 

respondents were slightly satisfied and 16.4% were not satisfied. (Table 4.37) 

4. Majority of the respondents (53.64%) were satisfied regarding „achievement‟ on 

the job with the mean score 2.61 which shows satisfaction of staff with this 

dimension, while 33.84% were slightly satisfied and only 12.38% sample was not 

satisfied.  (Table 4.38)  

5. Most of the respondents (68.45%) were satisfied about the dimension „activity‟ 

with the mean score 2.95 which shows high satisfaction level, while 23.1% were 

slightly satisfied and only 7.94% whole sample was not satisfied. (Table 4.39) 
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6. Majority of the respondents (46.32%) were not satisfied with the opportunities for 

„advancement‟ in this job with mean score 1.87 which is less than mid value, 

while 29.48% were slightly satisfied and 24.2%were satisfied. (Table 4.40) 

7. Most of the academic and administrative staff of district Rawalpindi (61.08%) was 

satisfied with the dimension „authority‟ and mean score for this dimension was 

2.74 shows satisfaction with job, while 29.5% were slightly satisfied and 9.44% 

were not satisfied. (Table 4.41) 

8. Majority of the respondents (50.28%) were not satisfied regarding „Education 

System Policies and Practices‟ with mean score1.8 which is less than mid value 

and show dissatisfaction about this dimension, while 28.26% were slightly 

satisfied and 21.50% were satisfied. (Table 4.42) 

9. It was found that 37.72% respondents were not satisfied about „Compensation‟ 

with mean score 2.01 which show dissatisfaction trend, while 32.72% employees 

were slightly satisfied and 29.90% were satisfied. (Table 4.43) 

10. Most of the respondents (76.86%) were satisfied with their „Co-workers‟ the mean 

value for this dimension is 3.08 which shows high satisfaction level about this 

dimension, while 17.62% were slightly satisfied and only 4.48% were not 

satisfied.  (Table 4.44) 

11. 46.3% respondents were satisfied with „Creativity‟ with the mean score 2.46, 

which is less than mid value and show low satisfaction of respondents with this 

dimension, while 36.78% of the employees were slightly satisfied and 16.9% were 

not satisfied. (Table 4.45) 

12. Majority of the respondents from Rawalpindi (55.66%) was satisfied about 

„Independence‟ with mean value 2.64 which shows satisfaction of sample, while 

30.33% were slightly satisfied and 13.98% were not satisfied. (Table 4.46) 

13. Most of the respondents (80.02%) were satisfied about the dimension „Moral 

Values‟ with the mean score 3.23 which show high satisfaction level of sample 

with this aspect. 14.78% respondents were slightly satisfied and only 5.2% were 

not satisfied which is not worth mentioning.   (Table 4.47) 

14. Majority of the respondents (56.94%) were satisfied about the way of 

„Recognition‟ with mean score 2.71. It shows satisfaction with this dimension, 

while 29.18% were slightly satisfied and 12.87% were not satisfied. (Table 4.48) 

15. Most of the respondents (65.16%) were satisfied about the dimension 

„Responsibility‟ with mean score 2.82 which shows high satisfaction level among 
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academic administrative staff of district Rawalpindi, while 26% were slightly 

satisfied and only 8.78% were not satisfied. (Table 4.49) 

16. Most of the respondents (66%) were satisfied about the „Security‟ of the job with 

mean score 2.81, while 22.94% sample was slightly satisfied and 10.98% were not 

satisfied.  (Table 4.50) 

17. Most of the respondents (77.14%) were satisfied about „Social Service‟ with mean 

score 3.18 shows high satisfaction level, while 20.54% were slightly satisfied and 

only 2.34% were not satisfied.  (Table 4.51) 

18. Most of the respondents (63%) were satisfied about the dimension „Social Status‟ 

with mean score 2.84, while 26.26% were slightly satisfied and 10.62% were not 

satisfied.  (Table 4.52) 

19. Most of the respondents (67.68%) were satisfied about the dimension 

„Supervision – Human Relations‟ with mean score 2.87, while 22.84% were 

slightly satisfied and 9.52% were not satisfied. (Table 4.53) 

20. Most of the employees (67.2%) were satisfied about the quality of „Supervision – 

Technical‟ with mean value 2.90 which shows high satisfaction level, while 

20.12% were slightly satisfied and only 10.26% were not satisfied.  (Table 4.54) 

21. 57.22% respondents were satisfied about the dimension of the job „Variety‟ with 

supporting mean score 2.47 which is less than mid value shows low satisfaction 

level, while 32.64% were slightly satisfied and 10.32% respondents were not 

satisfied.            (Table 4.55) 

22. 47.86% respondents were satisfied about „Working Conditions‟ of the job with 

mean score 2.47 shows low satisfaction level, while 30.18% of were slightly 

satisfied and 21.92% were not satisfied.   (Table 4.56) 

23. Most of the academic and administrative staff (56.9%) of district Rawalpindi was 

satisfied with their job. The mean score for the whole sample from Rawalpindi is 

2.64 which show satisfaction. (Table  4.57) 

24. Hypothesis (H0 -3&4) was about “no significance difference of job satisfaction 

among academic and administrative staff of elementary education from District 

Rawalpindi”. It was accepted as the t(cal) value (.041) is less than t(tab) value (1.96) 

at α=.05 level of significance. By part analysis show that there was no significant 

difference found between the job satisfaction of male and female academic staff as 

the t (cal) value (.383) is less than t (tab) value (1.96) at α = .05 level of significance, 

the t(cal) value (1.18) is less than t(tab) value (1.96) at α=.05 level of significance of 
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male and female administrative staff, the t (cal) value (2.72) is greater than t (tab) 

value (1.96) at α=.05 level of significance show a significant difference between 

the job satisfaction of male urban and rural academic staff, no significant 

difference was found among the job satisfaction of female urban and rural 

academic staff as the t(cal) value (.024) is less than t(tab) value (1.96) at α = .05  level 

of significance, there was no significant difference between the job satisfaction of 

male urban and rural administrative staff as the t (cal) value (1.412) is less than t (tab) 

value (1.97) at α=.05 level of significance and there was no significant difference 

between the job satisfaction of female urban and rural administrative staff as the t 

(cal) value (1.018) is less than t (tab) value (1.96) at α=.05 level of significance.   

(Table 4.95 to Table 4.103) 

25. Hypothesis (H0-9&10) was about “no correlation on job satisfaction between the 

academic and administrative staff of District Rawalpindi”. It was accepted as the 

„r‟ value (.059) is not significant at α=.05 level of significance. By  part analysis 

show that  no correlation on job satisfaction was found between male and female 

academic staff as „r‟ = .028 is not significant at α=.05 level of significance,, no 

correlation was found on job satisfaction between the male and female 

administrative staff as the „r‟ value (.146) is not significant, there was no 

correlation on job satisfaction between the male urban and rural academic staff as 

divulged that the „r‟ = .000 , there was no correlation on job satisfaction between 

female urban and rural academic staff as the „r‟ value (.119) is not significant at 

α=.05 level of significance, there was no correlation on job satisfaction between 

the male urban and rural administrative staff as the „r‟ value (.278) is not 

significant at .05 levels of significance and there was no correlation on job 

satisfaction between the female urban and rural administrative as the „r‟ value (-

.095) is not significant at .05 levels of significance. (Table 4.122 to Table 4.130) 

Part-3: Finding from data analysis of respondents of District Sahiwal (n=386)  

The findings drawn from data analysis of twenty dimensions of job as described in 

the MSQ and statistical analysis of responses of the academic and administrative staff 

from District Sahiwal are given below: 

1. The total participants from District Sahiwal were 386. Out of which 240 (62.2%) 

were Teachers, 120 (31.9%) were Headmasters from 120 elementary schools, 
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while 26 (6.7%) were Assistant Education Officers. It was further indicated that 

175 (45.3%) were male respondents and 211 (54.7%) were females. It was also 

found that 355 (92%) respondents were from rural areas and 31 (8%) respondents 

belong to urban area.  

(Table 4.59, 4.60, 4.63) 

2. It was found that 161 (41.7%) respondents were of 20-39 years age, while 225 

(58.3%) belong to 40 and above years of age. Majority of respondents 157 

(40.7%) were of 21 and above years of teaching/administrative experience, 123 

(31.1%) were with 11-20 years experience, while 106 (27.5%) were of below 10 

years of experience in the education department. It was further showed that the 

qualification of majority of respondents 186 (48.2%) were Master Degree, while 

152 (39.4%) having bachelor degree. (Table 4.61, 4.62, 4.64)  

3.  Majority of the respondents (53.18%) from District Sahiwal were satisfied about 

the dimension of job „ability utilization‟ with mean score 2.53 which is greater 

than mid value show satisfaction with this aspect but the level of satisfaction is not 

high. 30.82% respondents were slightly satisfied and only 15.94% were not 

satisfied. (Table 4.65)  

4. Most of the respondents (58.68%) were satisfied regarding the dimension of job  

„achievement‟ with the mean score 2.73 shows satisfaction of respondents with 

this aspect, while 31.6% were slightly satisfied and only 9.74% sample was not 

satisfied.    (Table 4.66). 

5. Most of the respondents (63.96%) were satisfied about the dimension „activity‟ 

with the mean score 2.83 which shows high satisfaction level, while 27.74% were 

slightly satisfied and only 8.38%were not satisfied. (Table 4.67) 

6. 31.24% respondents from district Sahiwal were satisfied with the dimension of job 

„advancement‟ (promotion to higher level) with mean score 2.14 which is less 

than mid value shows the dissatisfaction trend of respondents, while 37.56% were 

slightly satisfied and 30.62% were not satisfied. (Table 4.68) 

7. Most of the respondents (58.52%) were satisfied with the dimension „authority‟. 

The mean score for this dimension was 2.67 which show satisfaction of sample, 

while 31.2% were slightly satisfied and 10.24% were not satisfied. (Table 4.69) 

8. It was found that 39.52% respondents were not satisfied regarding „Education 

System Policies and Practices‟ with mean score1.97 which is less than shows 
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dissatisfaction with this aspect, while 33.56% were slightly satisfied and 26.90% 

were satisfied. (Table 4.70) 

9. It was found that 33.88% respondents were not satisfied about the dimension of 

job „Compensation‟ (salary package) with mean score 2.05 which is less than 

central value show dissatisfaction with this aspect, while 34.52% respondents 

were slightly satisfied and 31.62% were satisfied. (Table 4.71) 

10. Most of the respondents (68.5%) were satisfied with their „Co-workers‟ with mean 

score  2.89 show high satisfaction level of respondents, while 22.82% were 

slightly satisfied and only 8.54% were not satisfied.  (Table 4.72) 

11. Majority of the respondents (51.8%) were satisfied with „Creativity‟ the mean 

value for this dimension is 2.58 which is greater than middle value show 

satisfaction with this aspect, while 36.3% of the employees were slightly satisfied 

and 12.4% were not satisfied.  (Table 4.73) 

12. Majority of the respondents from district Sahiwal (48.54%) were satisfied about 

the dimension „Independence‟ with mean value 2.54 show satisfaction, while 

35.8% were slightly satisfied and 15.64% were not satisfied. (Table 4.74) 

13. Most of the respondents (66.68%) were satisfied about the „Moral Values‟ with 

the mean score 2.84. It shows high satisfaction level of respondents with this 

aspect. 23.78% respondents were slightly satisfied and only 9.6% were not 

satisfied.        (Table 4.75) 

14. It was found that majority of the respondents fro district Sahiwal (52.26%) were 

satisfied about the dimension „Recognition‟ with mean score 2.64 which is greater 

than central value show satisfaction with this aspect, while 35.32% were slightly 

satisfied and 12.38% were not satisfied.  (Table 4.76) 

15. 58.70% respondents were satisfied about the dimension „Responsibility‟ with 

mean score 2.70 show high satisfaction level of respondents, while 30.3% were 

slightly satisfied and only 10.92% were not satisfied.  (Table 4.77) 

16. Most of the respondents (61%) were satisfied about the dimension of job 

„Security‟ with mean score 2.69, while 25.14% sample was slightly satisfied and 

13.62% were not satisfied.  (Table 4.78) 

17. Most of the respondents (70.68%) were satisfied about „social service‟ with mean 

score 2.96 which show high satisfaction level of respondents with this aspect of 

job, while 23.4% were slightly satisfied and only 5.9% were not satisfied.(Table 

4.79) 
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18. 62% respondents were satisfied about the dimension „Social Status‟ with mean 

score 2.86. It shows high satisfaction with this aspect. 30.3% respondents were 

slightly satisfied and 7.36% were not satisfied.  (Table 4.80) 

19. Most of the respondents (61 %) were satisfied about the dimension „Supervision – 

Human Relations‟ with mean score 2.79 show satisfaction with this dimension, 

while 27.76% were slightly satisfied and 11.1% were not satisfied. (Table 4.81) 

20. Most of the respondents (60.28%) were satisfied about the dimension 

„Supervision–Technical‟ with mean score 2.76 which is greater than middle value 

show satisfaction of respondents with this aspect, while 27.7% were slightly 

satisfied and only 11.96% respondents were not satisfied.  (Table 4.82) 

21. Majority of the respondents (53.68%) were satisfied about the dimension 

„Variety‟ with mean score 2.63 show satisfaction with this aspect, while 35.66% 

were slightly satisfied and 10.68% sample was not satisfied. (Table 4.83) 

22.  (46.7%) respondents were satisfied about the dimension of job „Working 

Conditions‟ with supporting mean score 2.49 which is less than middle value and 

show low satisfaction level, while 37.02% of employees were slightly satisfied, 

and 16.34% were not satisfied.   (Table 4.84) 

23. Majority of the overall respondents (54.3%) from District Sahiwal were satisfied 

with mean score 2.61 which is greater than central value show satisfaction with 

the present job, while 31% were slightly satisfied and 14.7% were not satisfied 

with their jobs. (Table 4.85) 

24. Hypothesis (H0-5&6) was about “no significance difference between the job 

satisfaction of academic and administrative staff District Sahiwal”. It was rejected 

as the „t‟ calculated value (3.103) is greater than „t‟ critical value (1.96) at α=.05 

level of significance. The mean value (54.16) of administrative staff is greater 

than mean value (50.91) of academic staff. By part analysis shows the following 

results: there was a significance difference of job satisfaction among male and 

female staff as the t (cal) value (2.52) is greater than t (tab) value (1.96) at α=.05 level 

of significance, there was a significance difference of job satisfaction among male 

and female academic staff as the t (cal) value (2.32) is greater than t (tab) value (1.96) 

at α=.05 level of significance, no significance difference was found on job 

satisfaction of male and female administrative staff as the t (cal) value (1.13) is less 

than t (tab) value (1.96) at α = .05, there was no significance difference between the 

job satisfaction of male urban and rural academic staff as the t (cal) value (1.202) is 
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less than t (tab) value (1.98) at α=.05, no significance difference was found between 

the job satisfaction of female urban and rural academic staff as the t (cal) value 

(.123) is less than t (tab) value (1.96) at α=.05, no significance difference on job 

satisfaction among male urban and rural administrative staff as the t (cal) value 

(.634) is less than t (tab) value (1.99) at α= .05 and no significance difference was 

found on job satisfaction among female urban and rural administrative staff as the 

t (cal) value (1.15) is less than t (tab) value (1.96) at α=.05 level of significance. 

(Table 4.104 to Table 4.112) 

25. Hypothesis (H0-11&12) was about “no relationship on job satisfaction between 

academic and administrative staff District Sahiwal”. It was accepted as the „r‟ 

value (-.112) is not significant at .05 level of significance. By part analysis show 

that there was no relationship on job satisfaction between the academic male and 

female staff as the „r‟ value (-.126) is not significant, no relationship on job 

satisfaction between the male and female administrative staff was found as the „r‟ 

value (-.240) is not significant at .05 level of significance, there is no relationship 

on job satisfaction between the male urban and rural academic staff as the „r’ 

value (-.237) is not significant, no relationship was found between the female 

urban and rural academic staff as the ‘r’ value (.074) is not significant at α= .05, 

no relationship on job satisfaction was found between the male urban and rural 

administrative staff as the ‘r‟ value (.200) is not significant at α = .05 and no 

relationship on job satisfaction between the female urban and rural administrative 

staff was found as the „r’ value (-.210) is not significant at α = .05 level of 

significance.  (Table 4.131 to Table 4.139) 

5.4 Conclusion 

The conclusion is drawn from the result analysis, findings about twenty 

dimensions of job and hypotheses tested for the study are as follows:  

1. Elementary school teachers and administrators of District Sahiwal and Rawalpindi 

were highly satisfied with four dimensions of job i.e. social service, moral values, 

co-workers, and activity. 

2. Academic and administrative staff of elementary education District Sahiwal and 

Rawalpindi was satisfied with dimensions of job social status, supervision human-

relation and supervision-technical.  
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3. The whole academic and administrative staff of elementary education shows 

satisfaction with the dimensions responsibility, security, authority, recognition, 

achievement and variety.  

4. On the whole academic and administrative staff show low satisfaction level with 

three dimensions of job i.e. independence, creativity and ability utilization. 

5. Academic and administrative staff of District Sahiwal and Rawalpindi was 

slightly satisfied with the dimension working condition.  

6. Whole academic and administrative staff of elementary education was not 

satisfied with three dimensions of job i.e. advancement (promotion to higher 

level), Education Policies and compensation (salary package and other financial 

benefits). 

7. Overall academic and administrative staff of elementary education system of both 

districts was satisfied with the job.  

8. On the whole no significant difference of job satisfaction was found between 

academic and administrative staff. They were generally satisfied with the job. 

9. As a whole no significant difference was found on job satisfaction of male and 

female teachers.  

10. Statistically significant difference was found on job satisfaction between the 

academic and administrative staff of District Sahiwal. Administrative staff of 

Sahiwal was more satisfied than academic staff. 

11. A significant difference was found on job satisfaction of male and female staff of 

elementary education from District Sahiwal. Male staff of District Sahiwal was 

more satisfied than female staff. 

12. A significant difference was found on job satisfaction of male and female teachers 

of elementary education from District Sahiwal. Male teachers of District Sahiwal 

were more satisfied than female teachers. 

13. It was concluded that no significant difference of job satisfaction among academic 

and administrative staff of District Rawalpindi. 

14. Statistically significant difference was found on job satisfaction of male rural and 

male urban teachers from District Rawalpindi. Rural male teachers were more 

satisfied than male urban teachers. 

15. There was no significant relationship on job satisfaction between academic and 

administrative staff of elementary education overall.  
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16. Overall, there was significant positive relationship existed on job satisfaction 

between urban and rural staff. 

17. Overall, there was significant moderate positive relationship existed on job 

satisfaction between female urban and rural administrative staff.  

18. There was no significant relationship on job satisfaction between academic and 

administrative staff of elementary education from District Sahiwal.   

19. Weak negative correlation was found between male and female administrators of 

District Sahiwal. 

20. Weak negative relationship was found between male urban and rural academic 

staff from District Sahiwal.  

21. It was concluded that a weak positive relationship found on job satisfaction 

between male urban and rural academic staff of Sahiwal District.  

22. It was concluded that there was no correlation on job satisfaction of academic and 

administrative staff of District Rawalpindi.  

23. It was concluded that a weak positive relationship found between job satisfaction 

of male urban and rural academic staff of Rawalpindi District. 

24.  It was concluded that there was a weak positive relationship on job satisfaction 

between female urban and rural academic staff of Rawalpindi District.  

25. It was concluded that a weak positive relationship found on job satisfaction 

between male and female administrative staff of Rawalpindi District. 

5.5 Recommendations 

Recommendations based on the conclusions are as follows: 

5.5.1 Recommendations for Education Department Government of the Punjab  

There are following recommendations for the education department Government 

of Punjab to enhance the level of job satisfaction of academic and administrative staff of 

elementary level. 

1. The results of responses to the MSQ show that the overall academic and 

administrative staffs of elementary education Districts Rawalpindi and Sahiwal 

are satisfied with their jobs. However education department Government of 

Punjab should take steps to maintain and enhancing the level of satisfaction of all 

the employees. 
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2. The results of the study show that majority of the elementary teachers are not 

satisfied with the dimension of job „advancement‟ (promotions to higher level). 

The District Education Officer (Elementary Education) should take steps to 

provide the opportunities for speedy promotion of the elementary teachers to 

higher grades. Director Public Instruction should take steps to provide 

opportunities for promotion of elementary level administrators. 

3. The majority of the respondents of the study are not satisfied with the „Education 

Policies and practices‟. Government of Pakistan Ministry of Education should 

make policies favorable to the employees of education department. It should take 

all stake holders in to confidence, particularly teachers and administrators at all 

level during the process of policy formulation. 

4. Majority of the teachers and administrators are not satisfied with the dimension 

„compensation‟ (salary and other financial benefits). Government of Punjab 

should take steps to provide fair salaries and other allowances like house rent, 

advance increments on higher qualification, conveyance allowance for the 

teachers and administrators at elementary level must be same for small and big 

cities. Awards and merit certificates to teachers and administrators on doing good 

job may be given. Comprehensive scheme of incentives should be introduced for 

urban and rural areas, so that all academic and administrative staff can live 

respectable life in the society.  

5. Secretary of Education Department Government of Punjab and school 

administrators must take such steps to ensure conducive working conditions, 

technical supervisory support and security of elementary level teachers to enhance 

their satisfaction level.  

6. Overall respondents of study show low satisfaction level with the dimensions i.e. 

creativity and ability utilization. Executive District Officer (Education) Sahiwal 

and Rawalpindi should take steps to increase the level of satisfaction by giving 

opportunities for the use of abilities of teachers and administrators for creative 

work on the workplace.     

7. Findings show a significant difference of job satisfaction between the academic 

and administrative staff of District Sahiwal. Administrative staff is more satisfied 

than academic staff. Executive District Officer (Education) Sahiwal should take 

steps to bridge the gap between academic and administrative staff, and must take 
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steps to enhance the level of satisfaction of academic staff of elementary 

education. 

8. Education department Government of Punjab should look into the possibilities to 

conduct job satisfaction survey regularly to evaluate the level of satisfaction or 

dissatisfaction of academic and administrative staff of elementary education with 

their job. 

5.5.2 Recommendations for Academic and Administrative Staff of the Study 

1. Though teachers and administrators are satisfied with respect to their creativity, 

ability utilization and independence but the level of satisfaction is low. Teachers 

must show their commitment and devotion in the teaching learning process with 

respect to these aspects keeping in view the national cause of future generation, 

moral obligations and social responsibility.  

2. Teachers are satisfied with dimensions coworkers, moral values, and social 

service but for further higher level of satisfaction they must cooperate with 

supervisors and keep their good relationship with colleagues. They must prepare 

themselves for social services. They should try to enhance the level of satisfaction 

with other dimension also. 

5.5.3 Recommendations for Future Research  

1. This study was completed in the Elementary schools of the districts Sahiwal and 

Rawalpindi only; it is recommended that teachers‟ job satisfaction study in the 

primary and secondary schools of these districts may be conducted. 

2. This research study was conducted in the district Sahiwal and Rawalpindi of 

Punjab Province only. It is suggested that explore the level of job satisfaction of 

elementary teachers in the whole Punjab and find out whether results of all the 

districts similar or different, if different in which aspect and why? 

3. The study was completed in public schools only; it is suggested that the study on 

job satisfaction of private school teachers may also be conducted in future. 

4. The study was delimited to the academic and administrative staff only; it is 

suggested that similar study must be conducted on clerical, supporting staff and 

official administrators.  

5. Similar study should be conducted to explore satisfaction level of the Assistant 

Education Officers of the whole province.  
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6. The study should be conducted in district Sahiwal to investigate the reason for 

high satisfaction level of satisfaction of male staff than the female academic and 

administrative staff.  

7. Mixed method should be used in descriptive research study to be conducted in 

future by interviewing some sample along with questionnaire. 
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Appendix B 
 

To  

1. Executive District Officer (Education) 

Sahiwal. 

 

2. Executive District Officer (Education) 

Rawalpindi 

 

Subject:          Facilitation of Research Work  

 

1. The field research work in education is being done by the PhD scholar 

of NUML towards a partial fulfillment of the requirement for the PhD 

in education  

2. The respondent of the questionnaire are the  elementary school 

teachers, headmasters/headmistresses , and AEO,s working under you  

3. You are requested to instruct the respondent of the questionnaire 

prepared by Mr. Muhammad Asghar Ali PhD scholar of the 

department of education, to provide candid information ,the 

respondents shall not give any indication about who they are and the 

entire data shall remain a purely private confidential affair  

4.   Your cooperation will be appreciated  

 

Thanks 

   

Dr. Tanveer-uz-Zaman 

 

  Advisor/Supervisor  
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Appendix H 

AEO, s/ Headmasters/ Headmistresses/Teachers  

__________________________ 

___________________________ 

 Assalamo- Alaikum 

Dear Sir/Madam  

I am PhD scholar and conducting research study on the topic: “Job satisfaction of 

Academic and Administrative Staff Working in the Elementary Education System of 

Punjab”. My present endeavor is to obtain true picture of the opinion of academic and 

administrative staff of elementary education towards their jobs. Your effective 

participation will help me in obtaining a realistic finding about your job. You are 

requested to give your opinion about your present job. Your views will be of immense 

help in carrying out my research. It is guaranteed that the secrecy about your personal 

information is my first priority; and it will be used only for research purpose. Please 

contact if any query on the mobile # or E-Mail. I am enclosing questionnaire for eliciting 

your candid opinion, Please return the questionnaire by mail in the self addressed 

envelope provided or through your Assistant Education officer.  

You are requested to kindly spare few minutes to read the content of the questionnaire 

attached herewith and provide your valuable responses thereon.  

 

Thanking you in anticipation and with best wishes  

Yours sincerely  

 Muhammad Asghar Ali (Researcher) 

NUML Islamabad  

 

Assistant Education Officer  

Markaz Ghaziabad Chichawatni  

          Sahiwal 

Mobile # 0334-7484414  

E –Mail:  masghar_ali2006@yahoo.com 



 

 

254 

  

 Appendix J 
 

LIST OF SCHOOLS MALE (URBAN) DISTRICT RAWALPINDI 

  

S # NAME OF SCHOOL 

1 GBES New Islamia Model School Carriage Factory RWP  

2 GBES Khayaban-e- Sir Syed  Sector III  RWP 

3 GBES Khayaban-e- Sir Syed  Sector IV-B RWP 

4 GBES  Muslim Gulshan Abad  Akal Ghar RWP 

5 GBES Zara-e - Farm Dhoke Kashmirian RWP 

6 GBES P.D Bhandara Murree Brewery RWP 

7 GBES Chungi # 22 RWP 

8 GBES Anwarul Islam Kamala bad RWP 

9 GBES Dhoke Chiraghdin RWP 

10 GBES Shimla Islamia Liaquat Bagh RWP 

11 GBES Loser Sherfoo Taxila  

12 GBES University Campus Taxila  

13 GBES Kashmiri Bazaar Murree 

14 GBES Anjumen Islam Taxila 

 

 

LIST OF SCHOOLS MALE (RURAL) DISTRICT RAWALPINDI 

 

S# NAME OF SCHOOLS 

1 GBES Anwerabad Ahata Taxila 

2 GBES Bangoo Bahadur Taxila 

3 GBES Dhoke  Girja  

4 GBES Mara Kalan  

5 GBES Rajar  

6 GBES Ranial  

7 GBES Dadocha 

8 GBES Dodhar Najjar 

9 GBES Adiala 

10 GBES Jabber Miana 

11 GBES Trahia 

12 GBES ManKiala 

13 GBES Takhat Pari 

14 GBES Jawa 

15 GBES Harraka 

16 GBES Mujahid Ganghal 

17 GBES Alamabad Gujjar Khan 

18 GBES Patriata Murree 

19 GBES Manglora Kalar Syedan 

20 GBES Dharkali Shershahi Kalar Syedan 

21 GBES Pind Bhansoo Kalar Syedan 

22 GBES Dhekali Kahuta 

23 GBES  Dhalitar Kahuta 

24 GBES Sangral 
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25 GBES Godhoo Taxila 

26 GBES Naban Janjua Gujar Khan 

27 GBES Jhand Mehloo Gujar Khan 

28 GBES Ghungrila Gujar Khan 

29 GBES Mankiala Muslim  Gujar Khan 

30 GBES Sai Kahuta 

31 GBES Chanam Kalar Syedan  

32 GBES  Khad Kalar Syedan 

33 GBES  Budhoo Taxila 

34 GBES Chookar Taxila 

35 GBES Pallay Kotli Sattian 

36 GBES Bajrana Kanial Gujar khan 

37 GBES Changa Banghial Gujar khan 

38 GBES Tanween Gujar khan 

39 GBES Lower Topa Murree 

40 GBES Musyyari Murree 

41 GBES Dewal Murree 

42 GBES Massot Murree 

43 GBES Ghakhar Admal Kahuta 

44 GBES Numble Kalar Syedan 

45 GBES  Deghal Kotli Sattian 

46 GBES  Dernoian Kotli Satian 

47 GBES Ghel Murree 

48 GBES Thatha Khalil Taxila 

49 GBES Dharjawa Murree 

50 GBES Tikkal Kahuta 

51 GBES Lab Thathoo Taxila 

52 GBES Bhallar Top Taxila 

53 GBES Hamad Jhanghi Gujar khan 

54 GBES Kahuti Kotli Satian 

55 GBES Pothi Gujar khan 

56 GBES Bhangali Gujjar Gujar khan 

57 GBES Mohree Gujar khan 

58 GBES Miana Dhari Gujar khan 

  

LIST OF SCHOOLS FEMALE (RURAL) DISTRICT RAWALPINDI 

 

S# NAME OF SCHOOLS  

1 GGES  ManKiala Gujar Khan 

2 GGES Dadocha  

3 GGES Marakalan  

4 GGES Dhakala 

5 GGES Takhat Pari 

6 GGES Chak Khas 

7 GGES Mujahid Ghanghal 

8 GGES Ranial 

9 GGES Kotla 

10 GGES Treel Kallar Syedan 
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11 GGES Dhalla 

12 GGES Champa Kerpal  

13 GGES Knoha No.1 

14 GGES Knoha No.2 

15 GGES Saroha Kallar Syedan 

16 GGES Jhatla 

17 GGES Usman Khattar Taxila 

18 GGES Chahan  

19 GGES Godho Taxila 

20 GGES Thatha Khalil Taxila 

21 GGES Nothia Girls Kallar Syedan 

22 GGES Nalla Shumali Kallar Syedan 

23 GGES Mohra Banni 

24 GGES Chanam Kallar Syedan 

25 GGES Bhudu Taxila 

26 GGES Chooker Taxila 

27 GGES Arazi Sohal  

28 GGES Ghungrila 

29 GGES Hamid Jhaghi Gujar Khan 

30 GGES  Gorakh Pur 

31 GGES  Rajjar 

32 GGES  Jhand Mehlu Gujjar Khan 

33 GGES Mal Awan Gujjar Khan 

34 GGES Bhangali Gujjar Gujjar Khan 

35 GGES Sahang Gujjar Khan 

36 GGES Tanween Gujjar Khan 

37 GGES Kaliam Awan Gujjar Khan 

38 GGES Changa Bhangial Gujjar Khan 

39 GGES Dhoke Awan Gujjar Khan 

40 GGES Bhatta Gujjar Khan 

41 GGES Kuri Dulal Mandra Gujjar Khan 

42 GGES Arazi Hasnal Mandra Gujjar Khan 

43 GGES Chahari Kalial Mandra Gujjar Khan 

44 GGES Chiari Bhengial Mandra Gujjar Khan 

45 GGES Lalyani Gujjar Khan 

46 GGES Chak Beghwal Doultala Gujjar Khan 

47 GGES Devi Doultala Gujjar Khan 

48 GGES Ahdi Doultala Gujjar Khan 

49 GGES Mamyam Kallar Syedan 

50 GGES Numble Kallar Syedan 

51 GGES Waliyatabad Kallar Syedan 

 

 

LIST OF SCHOOLS FEMALE (URBAN) DISTRICT RAWALPINDI 

 

S# Name of schools 

1 GGES Khyaban-e-Sir Syed Sector1 Rwp 

2 GGES Gulshanabad Akal Garh Ghangmandi Rwp 
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3 GGES New Town Katarian Rwp 

4 GGES Zia Peshawar Road Rwp  

5 GGES Pak Islamia Sadar Rwp 

6 GGES Shaheen Girls Jhanda Chichi Rwp 

7 GGES Burki Bhudal Gujjar Khan 

8 GGES  Wah Village Taxila  

9 GGES H-9 Islamabad 

10 GGES Akhtar Islamia Rwp 

11 GGES Anwar-Ul-Islam Kamalabad Rwp 

12 GGES Morgah Rwp  

13 GGES Kahuta 

14 GGES Murree Road Dhoke Ilahi Bux  Rwp  

15 GGES Dar-Ul-Islam Pir Wadahai Rwp  

16 GGES Al-Midrasa-Tul-Binat Sadiqabad Rwp 

17 GGES Model Middle Hussainabad Rwp 

18 GGES  Wahdat Colony Taxila 

 

 

LIST OF SCHOOLS MALE (URBAN) DISTRICT SAHIWAL 

S# NAME OF SCHOOL  

1 GBES Jamia Rashidia Swl 

2 GBES  M/ C Jahaz ground  Swl 

3 GBES M/C Chichawatni 

4 GBES Harrapa city  

 

LIST OF SCHOOLS MALE (RURAL) DISTRICT SAHIWAL 

 

S# NAME OF SCHOOLS  

1 GBES 26/14-L 

2 GBES 65/12-L 

3 GBES 116/12-L 

4 GBES 115/12-L 

5 GBES 101/12-L 

6 GBES 103/12-L 

7 GBES 6/14-L 

8 GBES 16/14-L  

9 GBES 115/7-CR 

10 GBES 39/12-L 

11 GBES 63-64/12-L 

12 GBES 11/11-L 

13 GBES 182/9-L  

14 GBES 111/7-R 

15 GBES 184/9-L 

16 GBES 112/12-L 

17 GBES 54/12-L 

18 GBES 111/12-L 

19 GBES 174-75/9-L 

20 GBES 110/12-L 
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21 GBES 165/9-L 

22 GBES 110/7-R 

23 GBES 21/11-L 

24 GBES KOTLA JINDA RAM  

25 GBES 164-A/9-L 

26 GBES 18-B/7-R 

27 GBES 47/12-L 

28 GBES 56-A/12-L 

29 GBES 160/9-L 

30 GBES 86-A/12-L 

31 GBES 57/12-L 

32 GBES 7/11-L 

33 GBES  41/12-L 

34 GBES  108/12-L 

35 GBES 44/12-L 

36 GBES 23/11-L 

37 GBES  14/11-L 

38 GBES  105/12-L 

39 GBES 34/12-L 

40 GBES 149/9-L 

41 GBES 127/9-L 

42 GBES 120/9-L 

43 GBES  47/5-L 

44 GBES 141/9-L 

45 GBES 95/6-R 

46 GBES 96/6-R 

47 GBES 61/5-L 

48 GBES 185/9-L 

49 GBES 3/10-L 

50 GBES 65-GD YARE WALA 

 

LIST OF SCHOOLS FEMALE (URBAN) DISTRICT SAHIWAL 

 

S# NAME OF SCHOOL  

1 GGES  Bilal colony SWL  

2 GGES  shamas pura Chichawatni  

3 GGES Tariq Bin Ziad colony SWL  

4 GGES  Bhutto Nagar SWL  

5 GGES  Harrapa city  

 

  

LIST OF SCHOOLS FEMALE (RURAL) SCHOOLS SAHIWAL 

 

S# NAME OF SCHOOL  

1 GGES 59/12-L 

2 GGES 25/14-L 

3 GGES 81/12-L 

4 GGES 77/12-L 
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5 GGES 88/12-L 

6 GGES 85/12-L 

7 GGES 52/12-L 

8 GGES 95/12-L 

9 GGES 91/12-L 

10 GGES 90/12-L 

11 GGES 65/12-L 

12 GGES 78/12-L 

13 GGES 82/12-L 

14 GGES 60/12-L 

15 GGES 101/12-L 

16 GGES 103/12-L 

17 GGES 49/12-L 

18 GGES 51/12-L 

19 GGES 16/11-L 

20 GGES 47/12-L 

21 GGES 56/12-L 

22 GGES 13/14-L 

23 GGES 6/14-L 

24 GGES 178/9-L 

25 GGES 26/11-L 

26 GGES 30/11-L 

27 GGES 21/11-L 

28 GGES 47/12-L 

29 GGES 166/12-L 

30 GGES 32/12-L 

31 GGES 48/12-L 

32 GGES 112/12-L 

33 GGES 24/11-L 

34 GGES 107/12-L 

35 GGES 50/12-L 

36 GGES 15/11-L 

37 GGES 44/12-L 

38 GGES 33/12-L 

39 GGES 169/9-L 

40 GGES 86-A/12-L 

41 GGES 108/7-R 

42 GGES 110/7-R 

43 GGES OLD CHICHAWATNI  

44 GGES 6/11-L 

45 GGES 13/11-L 

46 GGES 36/12-L 

47 GGES 38/12-L 

48 GGES 105/7-R 

  49 GGES 16/14-L 

50 GGES 95/6-R 

51 GGES 96/6-R 

52 GGES 149/9-L 
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53 GGES 150/9-L 

54 GGES 86/9-L 

55 GGES 56/5-L 

56 GGES 65/5-L 

57 GGES 82/5-L 

58 GGES 60/5-L 

59 GGES 45/5-L 

60 GGES 47/5-L 

61 GGES 73-A/5-L 

 


