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Abstract 

 

Organizations expect involvement and commitment from their workforce to create esprit 

de corps for the realization of corporate as well as individual objectives. However, 

worker’s attitude (involvement and commitment) depends on his/her satisfaction from 

different aspects of the organization as related to the employees. Employee’s satisfaction 

or ‘Job Satisfaction’ therefore determines the degree to which a worker will be involved 

in and committed to any job/work. Several organizational dimensions have been 

identified as the predictors of job satisfaction but pay, work, supervision, promotion, 

work environment and co-workers are widely researched independent variables that have 

been studied over and over again (job-related factors). In the background of these instant 

variables, organizational structure, policies and broader social context play dominant role 

in the variation of job satisfaction (organization related variables). Finally, the personal 

characteristics of employees are also responsible to explain the job satisfaction of the 

workers in any organization (personal features). 

 

Job satisfaction is the degree of match and mismatch between whatever is expected by 

the employee from the organization and what he/she gets in reality. The worker 

expectations are the motivators which, if fulfilled, motivate the employee to get involved 

and show commitment. Thus, what motivates a worker is the predictor of his job 

satisfaction. According to the Maslow’s hierarchy of needs, job satisfaction of those 

employees who need to meet their primary needs depends on the fulfillment of primary 

motives. And those at the higher levels of motivation can be satisfied only when their 
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higher level motives like status, recognition, and self-actualization are addressed by the 

organization. For example, workers with high level motives cannot be motivated or 

satisfied with the fulfillment of low level needs. One who needs high profile status cannot 

feel happy (neither motivated nor satisfied) with an increase in pay only. 

 

Although job, organization and person related variables are universal in their existence as 

predictors of job satisfaction however, they all ‘read’ differently from person to person, 

job to job, organization to organization and location to location. The same factors operate 

in every study of job satisfaction but their impact on workers’ contentment and 

performance vary significantly in multiple manners. Given this, neither the same 

explanation/definition can portray all the situations nor the single solution model can be 

implemented everywhere. There is need to understand every individual organizational 

situation separately in terms of job, organization and person related factors. These factors 

hold unique attributes in every employee and work situation and must be tapped by the 

researchers so that a ‘local’ definition of ‘job satisfaction’ could be developed to figure 

out a ‘domesticated solution’ for addressing satisfaction problems.  

 

A huge research is going on to explore the issue of job satisfaction of top management or 

executives, managers, supervisors, and the staff in different countries, organizations and 

situations. The findings from developed and developing nations match in several aspects 

but they also differ in many dimensions. For example, in advanced countries, high level 

motivation factors are more responsible for job satisfaction than in the developing states 
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where job satisfaction still depends more heavily on the primary and middle level of 

factors of motivation.  

 

To cut short, the understanding of ‘job satisfaction’ as an issue for developing countries 

(in public or private sector organizations) is only possible if local research is conducted to 

record the nature, intensity and variety of job, organization and employee related 

characteristics. This local knowledge can give real touch of the ‘native problem’ thereby 

enabling the concerned researchers and authorities to sort out a real picture of the 

problem. Furthermore, the localized version of the problem is only logical option for 

devising a solution that is compatible with the local work attitudes and environment. 

 

The research shows that there is big variation between the job satisfaction of public and 

private sector employees with common belief that public sector employees are less 

satisfied than those working in private organizations. Similarly, job satisfaction varies 

within public organizations across different departments.  

Abdul Sattar Khan 

 PhD scholar in Management Studies 

Department of Public Administration, GU, DIK, KPK, Pakistan 
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Chapter 1 INTRODUCTION 

 

 

This chapter introduces the research-topic by explaining the problem identification, 

problem-statement, objectives and significance, research-hypothesis and organization of 

the thesis.  

 

Job satisfaction establishes the health of an organization because it will affect the quality 

of their service to the masses. Researchers defined job satisfaction is a positive emotional 

condition stemming from pleasure. Job satisfaction has been defined as a positive 

emotional state resulting from the pleasure derived from a job (Crossman & Abou-Zaki, 

2003). The HR role in people life, thus it should be attractive and contribute to job 

satisfaction which influences various aspects of work such as efficiency, productivity, 

absenteeism, turnovers rates, and intention to quit. Job satisfaction may be defined as the 

degree of an employee’s affection toward job, the professionals, managers and 

researchers assert that success of the organization depends on the satisfaction of their 

workforce (Saari & Judge, 2004). Work plays a central role in the organization (Tsigilis 

et al., 2006). Thus, job satisfaction is a critical attribute of the worker that is frequently 

measured by organizations (Wikipedia, 2009).  
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A worker with high level of satisfaction is more likely to continue employment. The level 

of need satisfaction in the work place and the equity of these rewards lead to a general 

attitude toward the job. This attitude defines the overall job satisfaction of the individual 

(Gray & Starke, 1984:93). Job satisfaction has received the most attention of all work 

related attitudes because it is concerned with the employee’s attitude and commitment 

toward the job (Locke & Latham, 2000:249-250). Furthermore, public sector is getting 

increasing importance in the economic development of the developing countries thus 

efforts are underway to improve job satisfaction of public sector employees (Sokoya, 

2000). Likewise, a new theory of result-oriented, downsized, networked and customer-

centered configurations (Perry et al., 2006).  

 

Job satisfaction is the level to which workers like their work and it is the difference 

between what employees expect and what they receive. It is a general attitude toward the 

job; the difference between the amount of rewards employees receive and the amount 

they believe they should receive (Rocca, & Kostanki 2001). Morale, motivation and 

satisfaction concepts are used interchangeably, anyhow, there is a slight difference; the 

word "Morale" is a composite attitude of various individuals employed forming the 

department/organization, is a collective construct however motivation and satisfaction are 

invididual-oriented (Pattanayak, 2002:194). Motivation is the drive and struggle for 

satisfying wants and goals. It is the “contentment” enjoyed by an employee when his/her 

goals are achieved. (Verma, 2004:191-192). Job satisfaction is an elusive, even mythical, 

concept that has been increasingly challenged and refined. Both managers and 

researchers are working on job satisfaction and a correct and valid measure of job 
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satisfaction is the best information about an employee. Thus, a huge community is 

concerned about the quality of job satisfaction including managers, employees and 

general public (Karimi, 2007). 

 

Job satisfaction is excessively researched topic in organizational and industrial 

psychology as well as sociology of work. (Mulinge, 2000). Given the challenges of 

global competitive environment, public sector is reconsidering her performance (Sokoya, 

2000). Furthermore, it is widely reported that public sector organizations reflect low pay 

and limited opportunities for development which prohibits the talent. (Barrows & 

Wesson, 2001). Organizations want their employees to be satisfied to become more 

productive and efficient therefore research is being conducted about different dimensions 

of job like, work, pay, supervision, promotion, coworkers and the demographic impacts 

on the overall satisfaction of the workforce (Shah & Jalees, 2004). 

 

The research on job satisfaction is going on both in the developed and developing 

countries. Both streams of research are exploring the factors of job satisfaction, 

demographic differences and the using factors as the predictors of 

satisfaction/dissatisfaction attitudes. For example, job-satisfaction in the developed world 

has been studied by Ellickson & Logdson (2001) [USA], Tsigilis et al (2006) [Greece], 

Hiroyuki et al (2007) [Japan] and so on. Likewise, in the developing countries, there are 

several studies such as, Saiyadain (1996) [Malaysia], Sokoya (2000) [Nigeria], Jiunn & 

Wu (2005) [Taiwan], Chughtai & Zafar (2009) [Pakistan]. Most of these and other 

similar studies have explored job satisfaction in the public sector organizations by 
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analyzing the existing research and then testing the hypotheses through empirical 

analysis. It is however, notable that in all this research three trends seem dominant. The 

research is focused on: 

 

a. Researchers are seeking for all the possible ‘factors of job satisfaction’ which 

collectively define the overall satisfaction or otherwise attitude of the employees in 

any organization. Some factors are reported as universal (work, pay, supervision, 

promotion, coworkers and environment) while many other factors have also been 

reported depending on the varying context (William & Sandler, 1995). For example, 

political instability is a dominant factor in the developing countries than in the 

developed world therefore employees in Pakistan have to be affected by the 

contextual political turmoil and this affects his/her job satisfaction (Shah & Jaleese, 

2004). Satisfaction from all the relevant factors of satisfaction is assembled together 

to represent the total or overall satisfaction of the employees. Mostly, the descriptive 

statistics like ‘Mean Scores’ are used to do the analysis and presented through tables, 

graphs and charts or plots. 

b. The other distinct trend in the job satisfaction studies is that researchers are 

measuring the ‘impacts’ of the personal characteristics or demographic attributes of 

employees as the major group of factors which change the job satisfaction behavior of 

the employees (see for example, Daniel et al., 1997; Koh & Chen, 1998; Sokoya, 

2000; Ellickson & Logdson, 2001; Shah & Jaleeze, 2004; Karimi, 2007; Tan et al., 

2007; Boo et al., 2009).  Several demographic attributes have been hypothesized for 

having effect on the job satisfaction however; gender, length of service, 
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qualification/education, organizational status etc have extensively been used as the 

prime personal attributes which change the job satisfaction levels of the officers. 

Demographic impacts have been measured by applying the ‘Tests of Significance’ 

like, chi-square, t-test, ANOVA etc. 

c. Third level of research is a bit sophisticated and advanced in the sense that different 

types of correlation and regression tools have been used to ‘Predict’ the job 

satisfaction on the basis of factors of production and demographics. Simple as well as 

multiple regression procedures are used to compute the regressions on employees’ 

attitude. For example, Clark-Payner & Harcourt (2000) in New Zealand, Santhapparaj 

& Alam (2005) in Malaysia, Asadi et al., (2008) in Iran, Lora & Chaparro (2008) in 

USA, and Bashir & Ramay (2008) in Pakistan – all have used regression tools to 

explain the satisfaction behavior of the officers and workers. 

 

After a thorough literature review, the researcher found that most of the studies are either 

exploring the factors of total job satisfaction (work, pay, promotion, supervision, 

environment and coworkers), demographic impacts on the relationship between factors of 

job satisfaction and overall employee attitude or using these factors of satisfaction as the 

predictors of employee attitude (satisfaction, involvement, commitment or absenteeism 

and turnover). 

 

The researcher has attempted to conduct all these analysis about the factors of job 

satisfaction, demographic implications and prediction of employees’ behavior so that a 

comprehensive view of the problem is explored. This three dimensional analysis will help 
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in identifying main aspects of the issues and thereby assist in developing a detailed and 

broader solution models, which embrace the delicacies of the problem according to the 

contextual requirements of our country’s work environment. 

 

Given that the current research project was the ever first attempt to record the attitudes of 

district officers in Khyber Pakhtunkhwa, Pakistan therefore, problems were expected 

particularly, in the collection of empirical data. Access to different departments and wide 

spread locations appeared as a big challenge. It was resolved by very long personal 

traveling around the province for the distribution and recollection of the questionnaire 

from across the whole province. 

 

The empirical analysis of the primary data has come up with surprising findings about 

different behaviors of the respondents (district officers). Work has been found as the most 

powerful variable in contributing to the total satisfaction (see Table 5.2 for details). It was 

hypothesized that Pay will get the highest score in all the factors of job satisfaction, 

however pay comes third in Mean scores after Work and Human factors thus, H1 has not 

been substantiated therefore H0 stands true. 

 

1.1 Problem Identification 

Human resource management is a live issue which demands continuous and consistent 

research on different dimensions of using the human resources properly. Both public and 

private sector organizations are always busy in exploring the organizational attitudes of 
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their workforce like job satisfaction, involvement and commitment, absenteeism and 

turnover and so on. These attitudes are dependent on a diversity of factors therefore 

multiple projects are required to keep abreast of the emerging issues and their trends in a 

particular organization. 

 

1.2 Statement of the problem 

Although, job satisfaction of the public sector officers (i.e. district officers) depends on 

the universal variables like, nature of work, pay, supervision, promotion, working 

environment, coworkers and other job-related factors as well as the personal attributes or 

demographic differences of the officers, however, all this differs from context to context 

and thus situation to situation therefore, all the story of satisfaction or dissatisfaction 

changes in a new environment. This study explores the issue in the context of a 

developing country like, Pakistan with focus on the district  officers in  Khyber 

Pakhtunkhwa, local government system.  

 

1.3 Objectives of the Research 

The main objective of the current research study is to qualify for the degree of PhD in 

management studies by submitting a thesis on the topic, however, several sub-objectives 

were planned as to achieve the main purpose: 
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1. To come-up with a customized and local-version of the issue. Job-satisfaction is a 

domestic issue in the sense that demographic characteristics of the officers 

consistently change the levels of satisfaction or otherwise. 

2. To contribute towards ‘local research campaign’ in the country. According to a report 

by Asian Development Bank (SAP-PAK 2005-2008) (2005), the country officers 

have good intentions but lack of local research is the major barrier in planning and 

implementation of the public sector development projects. 

3. To conduct the ever first empirial study on the topic. There has not been any 

empirical study of the problem in the public sector of  Khyber Pakhtunkhwa, 

Pakistan, particularly, aimed at the district officers in local government system of the 

province. 

4. To test that how far the factors of job satisfaction increase or decrease work 

commitment & involvement and absenteeism & turnover of the District  Officers.  

5. To test the significance of the mean differences between the groups developed on the 

basis of the demographic attributes of the respondents 

 

1.4 Significance of the Study 

The importance of this project is primarily confirmed by the ‘objectives of the study, 

cited above’ however, categorical significance of this research effort can be posted as 

under: 
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1. Current study is an example of ‘local research’ on the topic with real data from the 

situation thereby offering a ‘direct/domestic account’ of the factors of job-

satisfaction, demographic effects and prediction of the officers’ attitudes. 

2. The project is also unique in terms of population and location. There has not been any 

research of the kind about district officers in local government system of the 

province. 

3. The findings will unearth the relative importance of the job-contents and job-context 

thereby suggesting a customized solution-model of the issue. 

4. Since there has not been any such effort before therefore, this project will help 

forthcoming researchers to get guidelines for planning their research of the same type. 

 

1.5 Research Hypothesis 

After a thorough survey of the literature, following hypotheses were formulated to test 

through the statistical analysis of the primary (empirical) data collected from the district 

officers in the local government system of the province. 

1. The overall satisfaction of the officers is higher on the seven-point scale of 

measurement (Mean-score). 

2. Difference of department, changes the job satisfaction (ANOVA). 

3. Higher level officers are more satisfied than the lower level officers (t-Test). 

4. Higher the education (Qualification) lower is the job satisfaction (t-test). 

5. Male officers are more satisfied than female workers (t-test). 

6. Greater the experience on the job, higher is the job satisfaction (ANOVA). 
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7. Predictors are highly correlated with the Criterion variables (Correlation analysis). 

8. Job-satisfaction is determined collectively by all the job dimensions (Multiple 

regression). 

9. Pay is the primary determinant of job-satisfaction as compared to other predictors like 

work, promotion, supervision, co-workers and work-environment (Five separate 

applications of ‘simple regression’). 

 

1.6 Organization of the Thesis 

Thesis is the documentation of the research efforts and findings by the researcher 

however; this documentation follows certain criteria about the formatting and sequencing 

of the material. As per the requirements of department and higher education commission, 

the thesis has been organized into the following structure: 

 

1. Chapter 1 is entitled as ‘Introduction’ which gives problem identification, problem 

statement, objectives and significance as well as main hypotheses of the research. It is 

a ‘Birdseye’ view of the topic and research documented in this thesis. 

 

2. Chapter 2 takes on ‘Literature Review’ to describe the existing research on the topic. 

This chapter includes many sections on different dimensions of the topic including: 

theories, factors of job satisfaction, consequences and demographic impacts on the 

job satisfaction. A section on contextual factors has also been given explaining the 

human, organizational, and broader social contexts and their role in job satisfaction 
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attitudes. The chapter ends with a theoretical model and a list of the emerging 

hypotheses for this project. 

 

3. Research methods and techniques used in this project have been given in Chapter 3 

under the heading of ‘Research Methodology’. This chapter discussed the current 

research methods used by researchers on the same topic and then presents a detailed 

analysis of ‘Survey’ approach and instruments as the chosen methodology for the 

current research study. In this part of the thesis, population, sampling, data collection 

and analysis methods, operationalization of the concepts and finally validity of the 

data and instruments have been given. 

 

4. Fourth Chapter presents an analysis of ‘What is happening with regard to job 

satisfaction in advanced and developing countries?’ Different research studies 

conducted in developed and developing countries have been analyzed to get a view of 

the similarities and differences of issues in managing the job satisfaction of 

employees in both public and private sectors. The findings show that there are both 

common as well as unique problems of job satisfaction all over the world. 

 

5. After presenting others research, chapter five documents the findings of this study 

from the field surveys. This is the main chapter which shows the primary 

contributions of this study. All the empirical findings computed from the 

questionnaire data are given in the form of descriptive and inferential statistics to test 
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the research hypothesis. Major hypotheses were about the demographic impacts and 

the regression of independents on the dependent variables. 

 

6. Chapter six contains the discussions on the preceding materials presented in literature 

(chapter 2) and findings (chapter 5) of the study. This discussion focuses on the 

theoretical aspect of job satisfaction, differences between public and private sector 

employees’ job satisfaction, prediction of this attitude and impacts of demographics 

on employees’ attitudes. 

 

7. Conclusions are detailed in chapter seven. Keeping in view the existing research 

(chapter 2 and 4) as well as the findings of this study (chapter 5), several conclusions 

has been drawn about: research on the topic, contents of the topic and demographic 

diversities in job satisfaction problems. 

 

8. Final chapter of the thesis advocates the ‘Recommendations’ for improving the job 

satisfaction of employees in public sector particularly, in the local government 

bureaucracy.  
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Chapter 2 LITERATURE REVIEW  

 

 

Chapter 2 gives the results of literature-survey about the current research on job 

satisfaction in the organizations, particularly in the public sector of developing 

countries with a focus on the officers and employees of the local government 

systems. This chapter begins with a definition of job satisfaction and different 

theories suggested for the concept. Then factors of job satisfaction are discussed 

at length. Next comes, the evaluation of the contextual and demographic factors. 

After that consequences of job satisfaction/dissatisfaction are analyzed. Finally, 

the list of extracted variables and their framework is presented. 

 

2.1 Job Satisfaction: The Definition 

Job satisfaction is the degree of “favorableness or un-favorableness with which 

employees view their work (Werther & Davis, 1999:501).” It refers to a worker’s general 

attitude towards his/her job, for example, a person with high level of satisfaction has a 

positive attitude towards his job, while one who is dissatisfied with the job can hold a 

negative attitude (Robbins & Coulter, 2005:374). Some researchers argue that job 

satisfaction is the emotional state created by the balance between rewards and 

expectations of a worker from his/her job, for example, if employees feel that they are 

treated unfairly, receive less rewards, they are more likely to have a negative attitude 
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toward their work, boss or coworkers (Luthans, 2005:212). Thus, the job satisfaction 

refers to the gap between a worker’s expectations and the outcomes he/she receives in the 

organization (Khan, 2006). More precisely, it is it is a positive emotional condition which 

emerges from appraisal, of one’s job (Wikipedia, 2009). 

 

Job satisfaction is a critical issue for research both in human resource-management, and 

organization and management studies as it is assumed that productivity of a worker 

hinges on his/her level of job satisfaction. Organizations with more satisfied workforce 

are said to be more productive and higher performers. (Beach, 1975:341). Job satisfaction 

results in organizationally valued outcomes such as low turnover, productivity, and 

organizational effectiveness (Kim, 2004). Thus, job satisfaction is an important variable 

to an organization's success therefore for an organization to be productive the employees' 

concerns should be met (Singh & Pandey, 2004:98). For example, research shows that the 

compatibility of work environment with worker needs and culture contribute to the job 

satisfaction . It is “the degree to which a person likes his/ her job. It is “the fulfillment of 

gratification of certain needs that are associated with one’s work.” In studies, job 

satisfaction attitude is computed by summing up the satisfactions from work, pay, 

supervision, promotion and co-workers (Getahun et al., 2007).  

 

Furthermore, knowledge about dispositional influence on job satisfaction is required to 

understand the workforce. Emotionally critical events at the workplace also explain the 

levels of job satisfaction, personality traits, core self evaluation correlates with employee 

satisfaction, extroversion, conscientiousness, personality traits also affect on job 
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satisfaction. Organization selection, job matching and placement are also enhancing 

methods of job satisfaction (Saari & Judge, 2004). Job satisfaction can be defined as the 

degree of positive or negative feelings of workers about their jobs as well as the physical 

and social conditions of workplace. It is an attitude or emotional response to one’s tasks 

as well as to the physical and social conditions of the workplace (Tirmizi et al., 2008). 

Thus, job  satisfaction consists of multidimensional feelings about the external and 

internal aspects of the job (Kuchinke et al., 2009). 

 

2.2 The Theories/Models of Job Satisfaction 

Motivation is the effort to achieve a goal and job satisfaction is the goal to be achieved. 

Satisfaction refers to the contentment experienced when a want is satisfied. Motivation 

implies a drive toward an outcome, and satisfaction is the outcome already experienced 

(Weihrich & Koontz, 1999:465). Job satisfaction is a general attitude, which is the result 

of many specific attitude in three areas such as job factors, individual or personal 

characteristics and other social and groups’ relationship outside the job (Shajahan & 

Shajahan, 2004:116). When people join an organization, they bring with them certain 

drives and needs that affect them on the job performance. Sometimes these are 

immediately apparent, but often they not only are difficult to determine and satisfy but 

also vary greatly from one person to another. Understanding how needs create tensions 

which stimulate effort to perform and how effective performance brings the satisfaction 

of rewards is useful for managers (Newstrom, 2007:123). 
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To explain and understand the phenomena of ‘job-satisfaction’ several theories have been 

suggested (Maslow, Vroom, Adams etc.) and this effort continues forever because as 

things change, the old theory needs to be either modified, or replaced with a new model. 

Theories are the scientific tools, which are used to identify factors of job satisfaction and 

their mutual relationships during the motivation and job-satisfaction process (Griffin, 

1990:67). With the passage of time the number of these factors changes as well as the 

inter-relations therefore new theories emerge. Furthermore, interdisciplinary nature of 

organization behavior enables it to borrow models and knowledge from different 

disciplines for the managers of organizational behavior (Newstrom, 2007:6). 

 

Theory is a structure of fundamental concepts and principles around which knowledge in 

a field is organized. Principles are regarded as fundamental truths which can be used to 

describe and predict the results of certain variables in a given situation (Koontz & 

O'Donnell, 1972:92). Theory is a conceptual device for organizing knowledge and 

providing a framework for action. It is a roadmap to guide towards goals (Griffin, 

1990:37). “Theory is a systematic grouping of interdependent concepts and principles 

that gives a framework to or ties together a significant area of knowledge (Weihrich & 

Koontz, 1999:13)”. Theories explain human thinking and behaviors thereby identifying 

and linking several factors together for development and testing of hypotheses  

(Newstrom, 2007:6). 

 

The executive attempting to manage without a theory, and knowledge structured by it, 

must trust to luck, intuition, or what he did in the past; with organized knowledge he has 
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a far better opportunity to design a workable and sound solution to a managerial problem 

(Koontz & O'Donnell, 1972:7) because, theories are important as organizers of 

knowledge and as roadmaps to action (Griffin, 1990:67) and “there is nothing so practical 

as a good theory (Luthans, 1995:13).”  Theories are a classification, a set of pigeon holes, 

a filing cabinet in which facts can be accumulated to make sense and thereby take 

decisions (Weihrich & Koontz, 1999:13). 

 

Though most of the discussions about the theories of job-satisfaction start with Maslow’s 

theory of ‘Hierarchy of Needs’ (1943) however, the story actually begins from early 

decades of the 20th century with the theory of ‘Scientific Management’ commonly 

referred to as ‘Taylorism’ by Frederick W. Taylor (1911) wherein humans are treated as 

‘Economic-men’ therefore ‘Money’ is considered the biggest motivator for job-

satisfaction. This view was then split apart by Elton Mayo & Associates (1924-33) during 

‘Hawthorne Studies’ about the nature of human being. They found that multiple factors 

contribute to the motivation and satisfaction of workers including, personal morale, 

positive interrelationships, management founded on the understanding of individual and 

group behavior through interpersonal skills like “motivating, counseling, leading and 

communicating (Weihrich & Koontz, 1999:42).”  

 

2.2.1 Classification of Job-Satisfaction theories 

Across the literature, theories about the job-satisfaction have consistently been grouped 

either on the ‘nature of theories’ or ‘chronological appearance of these theories. For 

example,  Shajahan & Shajahan (2004:90-99) give nature-based grouping as Content-
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theories (Maslow’s Needs Hierarchy, Herzberg’s Two Factor theory, Theory X and 

Theory Y, Alderfer’s ERG theory, and McClelland’s theory of Needs) and Process-

theories (Behavior Modification, Cognitive evaluation, reinforcement, goal-setting, 

expectancy and equity theories). 

 

Luthans (2005: 240-256) have been using a mix of nature-based and historically founded 

classifications since his first writings on the topic (See for example, Luthans, 1995) 

organized the theories into Content (Needs Hierarchy, Two-Factors, and ERG theories); 

Process (Expectancy theory and Porter & Lawler model); and Contemporary (Equity, 

Control and Agency theories). However, Robbins (2005:48-61) applies single base of 

chronology and categorizes the job satisfaction theories into Early-theories (Hierarchy of 

needs, Theory X & Y, Two-Factor theory) and Contemporary theories (McClelland’s 

theory of needs, Goal Setting theory, Reinforcement theory, Job Design Theory (job-

characteristics model), Equity theory and Expectancy theory). At present the content and 

process theories have become established explanations for work motivation.  

 

2.2.2 Content Theories 

The content theories base on what motivates people at work that is, identifying the needs, 

drives and incentives/goals and their prioritization by the individual to get satisfaction 

and thus perform effectively (Luthans, 2005:240). Researchers have prepared different 

lists of biological, psychological, social and higher order needs or requirements of human 

beings. Almost all the researchers have categorized these needs into primary, secondary 

and high level requirements of employees, which need to be fulfilled whenever the 
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worker required to be motivated and satisfied. There are several content theories, which 

guide the managers in understanding ‘what motivates the workforce?’ 

 

Maslow’s Theory of Motivation/Satisfaction (1943) 

Maslow’s hierarchy of needs is “the most widely mentioned theory of motivation and 

satisfaction (Weihrich & Koontz, 1999:468).” Capitalizing mainly on humanistic 

psychology and the clinical experiences, Maslow’s postulated that an individual’s 

motivational needs could be arranged in a hierarchy. Once a given level of needs is 

satisfied, it no longer helps to motivate. Thus, next higher level of need has to be 

activated in order to motivate and thereby satisfy the individual (Luthans, 2005:240). 

Maslow (1943) identified five levels in his need hierarchy: 

1. Physical needs: (food, clothing, shelter, sex), 

2. Safety needs: (physical protection), 

3. Social: (opportunities to develop close associations with other persons), 

4. Esteem/Achievement needs: (prestige received from others), and 

5. Self-Actualization: (opportunities for self-fulfillment and accomplishment through 

personal growth) (Maslow, 1943). 

 

Furthermore, individual need satisfaction is influenced both by the importance attached to 

various needs and the degree to which each individual perceive that different aspects of 

his or her life should, and actually do, fulfill these needs (Karimi, 2007). ). He applied 

critical incident method to collect data about two questions about the identification of 

incidents which made the employee good or bad. (Wikipedia, 2009). 
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Herzberg’s Two-Factor Theory (1959) 

Herzberg developed a specific work motivation theory. He did a motivational study on 

about 200 accountants and engineers employed by firms in Pittsburgh, Pennsylvania. He 

used the critical incident method of data collection with two questions: a. when did you 

feel particularly good about your job – what turned you on? And b. when did you feel 

exceptionally bad about your job – what turned you off? (Luthans, 2005:243). 

 

Tabulating these reported good and bad feelings, , Herzberg concludes that motivators 

(satisfiers) come from job contents while hygiene factors (dissatisfiers) emerge from the 

job context. The motivators consist of work, responsibility, achievement and recognition 

while hygiene factors or context includes company policies, supervision, interpersonal 

relations and work environment. (Herzberg et al., 1959). 

 

The theory has been admired as the most useful model to study job satisfaction (Kim, 

2004), for example, the theory has been found supportive in educational settings (Karimi, 

2007) and it has been used as a theoretical framework for scientifically assessing police 

officers’ job satisfaction (Getahun et al., 2007) however, a review of literature revealed 

criticisms of the motivator-hygiene theory (Karimi, 2007). For example, researchers have 

not been able to empirically prove the model. Likewise, the theory ignores the individual 

differences and assumes that all employees react in a similar manner to the changes in 

motivators and hygiene factors. The model is also criticized for suggesting no specific 

method to measure the factors of job satisfaction and dissatisfaction (Wikipedia, 2009). 
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Theory X & Y (Douglas McGregor) (1960) 

After analyzing the behavior of managers with their employees, McGregor tried to 

portray their views or assumptions into two groups of X and Y (Robbins, 1998:170). 

 

Theory X Assumptions 

 Since humans dislike work and try to avoid it therefore they need to be controlled and 

directed through coercion and threatening. Average humans beings want security and 

have little and primary ambition (Weihrich & Koontz, 1999:466). 

 

Theory Y Assumptions 

 It is suggested in theory y that physical and mental work is natural therefore no 

external control is required to create efforts for organizational objectives. People can 

perform self-directed efforts if they are committed and commitment is determined by 

the compatibility of rewards with the volume of efforts by an employee. Thus, 

humans can work effectively under proper working conditions.  (Weihrich & Koontz, 

1999:467). 

 

Theory of Needs - Achievement Theory ( David McCelelland,  1961) 

McCelelland and Associates argued that some people die for success and thus work for 

satisfying this desire and not the rewards because they try to do something different and 

special. They have desire to do something better or more efficiently than it has been done 

before so they prefer challenging work - they are the high achievers (Shajahan & 

Shajahan, 2004:95). This Theory emphasizes on the achievement motives thus, also 
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known as ‘achievement theory’ however model includes three interrelated needs or 

motives: 

1. Achievement refers to the desire for reputation, performing beyond the standards and 

making efforts for successful results. 2. While power is the ability to make others 

perform in a manner of one’s choice Shajahan & Shajahan, 2004: 95 & Robbins, 

2005:53).  

2. Affiliation: The desire for friendly and close interpersonal relationships (Shajahan & 

Shajahan, 2004:95). People with high affiliation prefer cooperative situations rather 

than competitive ones (Robbins, 2005:53). 

 

ERG Theory (Alderfer, Clayton P.) (1969) 

Clayton Alderfer (1969) has redefined Maslow’s theory by making it more compatible 

with the empirical findings through the reclassification of needs into existence needs, 

relatedness needs and growth (ERG) requirements of the human beings (Shajahan & 

Shajahan, 2004:94). Alderfer is suggesting more of a continuum of needs than 

hierarchical levels or two factors of prepotency needs. Unlike Maslow and Herzberg, he 

does not content that a lower-level need must be fulfilled before a higher-level need 

becomes motivating or that deprivation is the only way to activate a need (Luthans, 

2005:244). 
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2.2.3 Process Theories 

Unlike content theories, process theories are more concerned with ‘how the motivation 

takes place?’ The concept of ‘expectancy’ from ‘cognitive theory’ plays dominant role in 

the process theories of job-satisfaction (Luthans, 2005:246). Thus, process theories try to 

explain how the needs and goals are fulfilled and accepted cognitively (Perry et al., 

2006). A number of process-oriented theories have been suggested. Some of these 

theories have caught the attention of researchers who tested these hypotheses in different 

environments and found them thought-provoking. The leading theoretical formats in 

process domain are the following: 

 

Equity Theory (J. Stacy Adams) (1963) 

This theory is based on the assumption that employees are satisfied when they find that 

they are rewarded for their inputs exactly like their fellow workers (Robbins, 2005:58). 

The old concepts of ‘fairness’ and ‘distributive-justice’ are now studies under the title of 

equity-theory (Yusof & Shamsuri, 2006). The old concepts of ‘fairness’ and ‘distributive-

justice’ are now studies under the title of equity-theory (Perry et al., 2006). 

 

Vroom’s Expectancy Theory (1964) 

Victor H. Vroom holds that employees can be motivated to perform in a wanted manner 

if they really believe that objectives are important and their efforts can lead to the 

achievement of these goals (Weihrich & Koontz, 1999:470). Vroom’s theory is 

characterized with three major variables: valance, expectancy and instrumentality. 

Valance is the strength of an individual’s preference (or value, incentive, attitude, and 
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expected utility) for a particular output. Expectancy refers to the probability of a specific 

effort leading to the achievement of first level outputs. While instrumentality is the 

degree to which first level outcome can guarantee the realization of second-level 

outcome. For example, a person would be motivated (motivational force or effort) toward 

superior performance (first-level output) to realize promotion (second-level output) 

(Luthans, 2005:247). 

 

Vroom recognizes the importance of various individual needs and motivations (Weihrich 

& Koontz, 1999:471). For example, expectancy theory suggests that rewards used to 

influence employee behavior must be valued by individuals (Perry et al., 2006). Thus, 

this theory is considered as the “most comprehensive theory of motivation and job 

satisfaction (Robbins, 2005:60).” This theory argues that motivation is based on three 

foundation factors. The first is valance which refers to the amount of reward expected. 

The second is expectancy that efforts will lead to the desired performance. And third is 

the instrumentality of performance in achieving the objectives or rewards (Newstrom, 

2007:115). 

 

Porter/Lawler Expectancy Model (1968) 

Porter and Lawler point out that ‘effort’ (force or strength of motivation) does not lead 

directly to ‘performance.’ It is moderated by ‘abilities and traits’ and by ‘role 

perceptions.’ Similarly, the ‘satisfaction’ does not depend on performance rather it is 

determined by the ‘probability of receiving fair rewards’ (Weihrich & Koontz, 

1999:473). The Porter-Lawler motivation model suggests that motivation depends on 
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several interrelated cognitive factors, for example, effort stems from the ‘perceived 

effort-reward probability’ before it is initiated. However, before this effort is converted 

into performance, the ‘abilities and traits’ plus ‘role-perceptions’ cast moderating effect 

on the real efforts invested for performance. Finally, it is the ‘perceived equitable 

rewards’, which determines ‘job-satisfaction’ (Luthans, 2005:249). 

 

Goal-Setting Theory (Locke, 1968) 

 In 1968, Edwin Lock proposed that intentions can be the best source of work motivation 

if they are expressed as goals (Shajahan & Shajahan, 2004:95). Some specific goals lead 

to increased performance. For example, difficult goals, when accepted, result in higher 

performance than easy goals and that feedback leads to higher performance than no 

feedback. Similarly, hard goals give higher performance if accepted as compared to the 

easy goals and existence of feedback increases performance, which is better than no 

feedback at all. Similarly, ‘specific’ goals are more productive and effective than 

‘generalized’ goals.  Furthermore, if employees get timely feedback on their performance 

to make corrections, they are more satisfied. Several studies confirm the relationship 

between satisfaction from challenging goals and feedback.(Robbins, 2005:54).  

 

Goal-setting theory is the widely researched and accepted theory of human motivation in 

the organizations. The researchers have applied this model to explore the motivation 

contents of a variety of work settings (Perry et al., 2006). Goal-setting theory accentuates 

that hard goals demand focus, a sense of importance and force the worker to work harder 

in achieving the goals. Goal theory can be combined with cognitive theories to better 
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understand the phenomena, for example, cognitive tool of self-efficacy is the perception 

of the difficulty of a goal and ability to achieve the goal. Greater self-efficacy is 

positively related to employees’ perception that they are successfully contributing to 

meaningful work and therefore foster enhanced work motivation (Moynihan & Pandey, 

2007). 

 

Job Characteristics Theory (Hachman & Oldham) (1980) 

Job characteristics theory (Hackman & Oldham, 1980) suggests that the impacts of job 

redesign are influenced by the personal and psychological factors of the employee (Perry 

et al., 2006). Job characteristics are those aspects of the job which help employees to 

define their role in the organization. Therefore, if all the characteristics of a workers’ job 

are clear and obvious, it increases his/her job satisfaction, involvement and commitment. 

 

The research reveals that jobs that are rich in their characteristics like task significance 

create psychological conditions like feeling the importance of the work which in turn 

enhances involvement in the work thereby leading to higher performance (Perry et al., 

2006 & Moynhan & Pandey, 2007).  More precisely, the theory proposes five core job 

characteristics including skill variety, task identify, task significance, autonomy and 

feedback, which create three psychological conditions such as experienced 

meaningfulness, responsibility for outcomes and knowledge of actual results. This 

ultimately influences work outcomes like job satisfaction, absenteeism and work 

motivation. (Wikipedia, 2009). 
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2.2.4 Synthesizing the Diversity of Theories 

The researchers comment that one of the errors in using theoretical frameworks is the 

tendency to overlook the need for ‘compromising, or blending’ while there is a little 

doubt about the fact that the “ability to compromise with the least of undesired 

consequences is the essence of art (Koontz & O'Donnell, 1972:7).” Role of theory is to 

provide a means of classifying significant and pertinent knowledge (Weihrich & Koontz, 

1999:13). Several motivational models are available. All these models have strengths and 

weaknesses as well as advocates and critics. Though, no model is perfect, but each of 

them adds something to understanding the motivational and satisfaction process. While 

new models are emerging, there are also efforts to integrate the existing approaches 

(Newstrom, 2007:122; Moynihan & Pandey, 2007). 

 

As said earlier, each theory aims at explaining the motivation and job satisfaction 

attitudes of the employees so that managers can understand and thereby control the 

organizational behavior in the favor of organization. The major difference between each 

theory is the prioritization of the factors/variables involved in the process and their 

mutual relationships. For example, ‘content theories’ explain in terms of ‘what motivates 

the employee?’ while ‘process models’ prioritize ‘how motivation/satisfaction takes place 

both intellectually and physically.’ 

 

Given these differences in approach, the researchers have positioned each theory across 

the motivation/satisfaction process (needs – drive – incentive - satisfaction) on the basis 

of ‘which aspect is emphasized and explained more by a particular theory. For example, 
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Maslow’s theory is more about the needs (therefore comes in the 1st column for needs) 

while ‘Equity theory’ of Adams gives priority to the ‘equality of rewards’ as the starting 

point for the discussion on motivation and satisfaction (therefore placed in 3rd column of 

rewards/incentives). The positioning of leading theories is an effort to argue that each 

theory better explains a particular part of the whole process therefore using theories in 

this manner will help researchers in benefiting from each theory thereby developing a 

comprehensive story of motivation and job satisfaction process. 

 

2.2.5 Discussion 

Theories are neither right nor wrong rather different views of reality (Checkland, 

1981:44). These are different perceptions (views) wherein every researcher visualizes the 

same attributes of the situation but gives them meaning from his/her own perspective 

thereby creating a difference of perception, which is again a psychological truth in the 

sense that psychologists even suggest that human cannot see the reality they simply 

develop a unique perception of it (Luthans, 1995:86). Furthermore, “at present there is a 

lack of integration or synthesis of the various theories (Luthans, 2005:240).’ 

 

However, mere knowledge of theory cannot guarantee the successful practice unless one 

is clear about how to use it therefore any system of principles and theory demand clear 

concepts, which provide “mental images of a thing formed by generalization from 

particulars (Koontz & O'Donnell, 1972:11).” Thus, good theories need to be practical, by 

addressing the behavioral issues through increasing to our understanding of workers, 

work environment and organizational objectives (Newstrom, 2007:6). 
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Both content and process theories aim at generating the understanding of the work 

situations by postulating the ‘human behavior.’ Though most of the theories try to 

become global views of reality (employee and work environment characteristics) 

however, research has revealed that these theories are culture-specific. Since most of the 

job satisfaction theories have generated in USA therefore match more closely with the 

American culture (Rugman & Hodgetts, 2002; Luthans, 2005; Robbins, 2005). However, 

since cultures are different therefore the same ‘Needs’ have different meanings and 

prioritization with the change in the culture. 

 

Furthermore, these theories need to be restructured according to the new areas of research 

in human psychology, for example, ‘positive psychology’ movement is now earning 

footings among the researchers on human motivation and job satisfaction (Seligman, 

1998). This thinking emerged from the argument that so far psychology has been 

exclusively preoccupied with controlling negative, pathological aspects of human 

behavior. Thus, positive psychology emerged as a scientific method to discover and 

promote the factors that allow individuals, groups, organizations and communities to 

thrive and prosper. These factors are optimism, hope, happiness, resiliency, confidence 

and self efficacy (Luthans, 2005:271). Thus, theories of job satisfaction have to be tested 

against these emerging factors of positive psychology and their impact on human 

behavior at individual, group and organizational levels. 
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2.3 Factors of Job Satisfaction 

Through years, five factors of job satisfactions have been identified to represent the most 

important characteristics of a job about which employees have affective responses: work, 

pay, promotion, supervision and co-workers (Luthans, 2005:212). Job satisfaction is 

concerned with several attitudes including attitudes about the job characteristics, 

compensation and benefits, status, social security, advancement opportunities, 

technological challenges and respect (Tella et al., 2007). 

 

An extensive review of the literature indicates that the factors conducive to job 

satisfaction are: pay, work, environment, co-workers (Robbins, 1998:152). Similarly, 

“having adequate work equipment, resources, and training opportunities and an equitable 

workload distribution – also significantly and positively affect employee job satisfaction 

(Ellickson & Logsdon, 2001).” Other researchers measure job-satisfaction on the basis of 

“attitude to the job, relations with fellow workers, supervision, company policy and 

support, pay, promotion and advancement, and customers’ satisfaction (DeVaney & 

Chen, 2003).” Luthans (2005:212) suggests work, pay, promotion, supervision and 

coworkers are the main determinants of job-satisfaction. 

 

The job-dimensions like, work, pay, supervision, promotion coworkers and the 

demographic features of the employees and organization determine the job satisfaction 

(Saiyadain, 1996; Sokoya, 2000; Ellickson & Logsdon, 2001; DeVaney & Chen, 2003; 

Shah & Jalees, 2004, sattar, etal., 2009, 2010, 2011). Thus, factors of job satisfaction are 
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the main determinants of job satisfaction attitude in every organization, irrespective of 

any other factors that are specific to a particular context (Tella et al., 2007; Tirmizi et al., 

2008). 

 

2.3.1 Work (Job Contents & Processes) 

Research shows that employees like those jobs which allow them to use their skills and 

abilities, freedom and feedback. Similarly, jobs which are too challenging result into 

frustration while less challenging tasks create boredom (Bajpai & Srivastava, 2002). 

Work plays a central role in people life, according to employees’ context it should be 

attractive and contribute to job satisfaction of employees (Tsigilis et al., 2006). It is 

argued that if employees are provided with interesting, challenging and high achievement 

jobs, there will be less changes of employees to quit the organization. (Chughtai & Zafar, 

2009).  

 

Work serves many purposes. The economic function of work for producing goods and 

services is its most obvious value. In return for production the worker is paid wages that 

enable the purchase of food, clothing, shelter, plus other luxuries of life. Second purpose 

is; work is the name of social status or fulfilling the social needs of people (Beach, 

1998:320). In other words, those jobs which demand skill variety, autonomy, self-

expression and feedback create satisfaction among the workers (Sokoya, 2000). It has 

been found that employees prefer those jobs which enable them to use their skills and 
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abilities, contain task variety, offer freedom and feedback on the performance (Bajpai & 

Srivastava, 2002). 

 

Work is more knowledge based and interdependent. therefore, job redesign affects the 

outcomes. It reduces absenteeism and turnover and enhances commitment, increases 

productivity and quality and above all shoots up the job satisfaction. (Perry et al., 2006). 

Routinization of the tasks was traditionally taken as a source of productivity on the 

assumption that human like it but experience showed that monotony is against the nature 

of human being and task variety actually creates interest and thus enhanced job 

satisfaction (Moynihan & Pandey, 2007). 

 

Job meaningfulness refers to the actual job performed mostly the research questions 

include the statements like “my job makes good use of my skills and abilities,” “the job 

can sometimes be challenging,” and “the job gives me a sense of personal 

accomplishment (Getahun et al., 2007). The meaning of working is related to work role 

identification. Work, whether performed for primarily intrinsic or instrumental reasons, 

plays a major part in individuals' sense of self. In North America, for example, what one 

does for a living is often the first question being asked when being introduced to a 

stranger. While the identification with work roles and relative emphasis of one's 

occupation in social encounters differs, perhaps varying with the cultural syndrome of 

status based on ascription or achievement, there appears to be agreement of the important 

role of work in identity; and this is the case for work across the spectrum of occupational 

activities (Kuchinke et al., 2009). 
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2.3.2 Pay (Monetary Rewards)  

The improvement in job satisfaction is based on the best fit between the rewards on one 

hand and the needs, expectations and desires of the employees on the other. If good 

performance results into higher rewards and those rewards are fairly and equitably 

distributed, there are better chances of higher performance and best results. Alternatively, 

if rewards mismatch performance, the dissatisfaction is natural however, in either state of 

affairs, satisfaction or dissatisfaction becomes the feedback for generating self-image and 

role in the organization. (Werther & Davis, 1999:501). Pay is the first and very primary 

factor of satisfaction for almost every type of employee in public, private, small, medium 

and large organization. The pay refers to “the amount of financial remuneration that is 

received and the degree to which this is viewed as equitable vis-à-vis that of others in the 

organization (Luthans, 2005:212).”  

 

Fair pay system is linked with job satisfaction (Bajpai & Srivastava, 2002). Employee 

compensation refers to all forms of pay or rewards going to employees and arising from 

the employment (Dessler, 2005:410). Most of the financial incentives for the workforce 

are based on the ‘reinforcement theory’ which suggests that they if certain performances 

are reinforced by financial incentives, they will be repeated. The concept of 

organizational behavior modification proposes to identify, measure, and analyze 

performance in terms of functional consequences and then develop behavioral policies 

accordingly (Perry et al., 2006). Reward systems have impacts on the job satisfaction in 

both the public and private sector employees (Getahun et al., 2007). 
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Research reveals that  if incentive schemes are properly designed and implemented they 

can become powerful vehicles to increase job satisfaction even when their impact is 

limited. (Koh & Neo, 2000). Research shows that employees do not measure their 

financial satisfaction from their own income only rather compare it with some reference 

level or income of other relevant groups. It matches with the ideas of equity theory. 

Researchers are using multiple measures to record ‘relative’ or ‘reference’ income 

(Nguyen, et al., 2003).  

 

Traditionally, researchers measured job satisfaction by recording the need fulfillment of 

employees however, currently, focus is more on the cognitive requirements of the 

workers instead of meeting physical needs (Lacity & Iyer, 2007).  If employees find that 

organization is fair in compensating competitive employees in serving the customers, 

they naturally develop positive feelings for the organization and the same emotions can 

lead them to greater involvement and commitment to the organizational objectives (Yew, 

2008). 

 

Pay refers not only to the amount of money but also includes fairness or equity of salary 

(Murray, 1999). Similarly, payment of salary on time shows strongly significant positive 

links with job satisfaction (Sargent & Hannum, 2003). Furthermore, researchers are 

reported that the workers like to downplay their satisfaction from pay with the 

apprehension that it will reduce the chances of increase in financial rewards thus, 

showing that satisfaction from pay is different from other factors of job satisfaction 

(Dang & Rogers, 2007). Some researchers note that members participate in the 
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organization as long as inducements, such as pay, match or exceed the employees’ inputs 

(Harman et al., 2009). 

 

2.3.3 Supervision (Supervisory Arrangements) 

Supervision is the authoritative direction of the work of one’s subordinates. Main duties 

of a supervisor include to: understand his own function; plan the execution of work, 

division, direct and assist subordinates; improve work methods and knowledge; train 

personnel, performance evaluation, to correct mistakes, solve employee problem, develop 

discipline, policy and procedures allocation in the organization; cooperate with 

colleagues and assist them; and deal with employee suggestions and complaints (Sheikh, 

1987:345-346).  

 

Supervision is the process of directing, coordinating and leading subordinates in the favor 

of organizational objectives. A supervisor guides their subordinates so that they produce 

the desired quantity and quality of work within the desired time. Thus, a supervisor wants 

a group to accomplish the required work and likewise seeks to promote need satisfaction 

and high morale among the employees (Beach, 1998:341). The group having democratic 

style is more satisfied than group of autocratic leadership (Bajpai & Srivastava, 2002). 

 

Likewise, supervision is a function of directing, monitoring and influencing the work of 

their subordinates to attain the specified objectives. Therefore, a supervisor guides the 

workforce to help them in producing the wanted quantity and quality of work within the 

required time. To achieve this purpose, he must see that worker needs are satisfied and 



49/193 

that group achieves its objectives within a minimum friction and a maximum harmony 

(Beach, 1998:341). There has been a considerable debate on the impact of supervisory 

behavior on the performance and satisfaction of employees. From the organizational 

background, supervision is the key in all performance and behavior management systems 

where effective supervisory behavior is necessary to ensure employee performance and 

satisfaction (Koh & Neo (2000). Furthermore, the supervision is also believed to affect 

job satisfaction (Getahun et al., 2007). 

 

The results of the relationship between organizational factors and job satisfaction are, that 

the greater the perception at people's orientation in supervisory style the greater the job 

satisfaction (Saiyadain, 1996). From organizational point of view supervision plays key 

role in all behavior management systems, supervisors are vital components of reward 

systems and positive supervisor behavior ensures higher job satisfaction leading to 

enhanced performance (Koh & Neo, 2000). Employees’ job satisfaction is related to 

supervisor characteristics (Sokoya, 2000). Public sector (white collar) workers have also 

been found to be less likely to consider their superiors as helpful (Mulinge, 2000). The 

research shows that supervisor’s behavior plays decisive role in promoting employee’s 

morale and thus productivity, for example, if supervisors accept and appreciate 

employee’s suggestions, it casts deep impacts on the employees’ attitude towards their 

job (Hiroyuki et al., 2007). 
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2.3.4 Promotion in Career 

The research in public and private sectors shows that “job satisfaction of municipal 

government employees is significantly influenced” by their perceptions of the 

promotional opportunities, which is the second most powerful determinant of employee 

job satisfaction (Ellickson & Logsdon, 2001; Shah & Jalees, 2004; Robbins & Coulter, 

2005; Tsigilis et al., 2006). Research tells that limited opportunities for promotion are 

common in public sector organization thereby preventing the qualified employees to 

remaining in the job (Barrows & Wesson, 2001). Fair promotion is the recognition of 

employee, which increases satisfaction and enhances organizational commitment (Bajpai 

& Srivastava, 2002). The availability of opportunities is a powerful motivator in every 

organization including public sector. There is research which reports that the 

opportunities for promotion and growth are strongly associated with employees’ 

satisfaction (Moynihan & Pandey, 2007).  

 

Herzberg (1966) proposes that the individuals who like advancement, responsibility and 

challenging work prefer ‘pay for performance’(Koh & Neo, 2000). It is reported that if 

promotion policies are fair they offer chances of personal growth and social status for the 

employees. Similarly, if workers believe that they are recognized by the management it 

increases their job satisfaction, which in turn enhances their organizational commitment 

and quality of work (Bajpai & Srivastava, 2002). The employees with a desire for 

advancement show involvement thus lack of opportunities demoralizes this interest. 

Public sector has a clear cut path of development for every officer which is a positive 

sign (Moynihan & Pandey, 2007). 
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The desire for advancement has got more importance today particularly for the new 

entrants who can show more involvement and commitment if they are sure of the 

advancement in their career path (Bhatt, 1997). Promotional opportunities in public 

sector organization are based on seniority instead of performance and ability (Shah & 

Jalees, 2004). Although, the current performance of an employee is and has to be the 

most important factor in considering the promotion of any worker (Khan, 2006). In 

Pakistan mostly the promotion, benefits, rewards and higher income is directly linked 

with seniority and this phenomenon can be translated into job satisfaction by tapping this 

behavior in the practical field (Tirmizi et al., 2008). 

 

2.3.5 Attitude of the Co-Workers 

Organization’s social environment can affect employee job satisfaction, especially 

coworker interaction (Ellickson & Logsdon, 2001). It is said that satisfaction from the co-

workers behavior is the degree to which fellow workers are technically proficient and 

socially supportive (Bas & Ardic, 2002). Some say that task independence, increase in 

feeling of belongingness and coordination among employees increases the degree of job 

satisfaction. Open communication can also increase job satisfaction (Bajpai & Srivastava, 

2002). Workers’ satisfactions are more closely related to the content of their job and the 

relationship with coworkers and supervisors (Hiroyuki et al., 2007). However, it should 

be noted that a strong group culture can create problems of group thinking which is a 

kind of negative performance. It can lead to ignoring bad behaviors like corruption and 

incompetence by the group leaders and the same is reported over and over in most of the 

failure stories in public sector projects (Moynihan & Pandey, 2007). 
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The researchers have documented demographic impacts on the satisfaction of workers 

with their co workers, for example, female respondents were found less satisfied with 

their co-workers in the public sector organizations in Canada (Barrows & Wesson, 2001; 

Gliem & Gliem, 2001). Similarly, research also reveals that social networks, group 

norms, interpersonal relations and sense of esprit de corps or department pride are the 

powerful predictors of job satisfaction (Moynihan & Pandey, 2007). 

Humans want to live with their friends, that is why, research widely reports that 

employees’ association with co-workers is the most significant factor in determining their 

job satisfaction (Bhatt, 1997). The Hawthorne studies taught us how workers' attitudes 

and social behavior might affect their performance and productivity (Fung, 2006). 

Employee behaviors such as helping co-workers or leaders, willingness to tolerate 

inconvenience at workplace, complying with organization rules and procedures, and 

active involvement in organizational development are considered critical to the success of 

an organization beyond role-prescribed performance (Ali & Khalid (2006). 

 

A new concept of ‘organizational-citizenship-behavior OCB’ has become popular 

research topic in recent years which suggests that employees must show helping behavior 

to their coworkers. (Murray, 1999). Researchers report that job satisfaction of individual 

employee is made of his/her personal as well collective job satisfaction with co-workers. 

The social relations create social climate with fellow employees and supervisor are 

critical determinants of an individual’s job  (Bull, 2005). 
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2.3.6 Satisfaction from the Work Environment 

An employees’ relations with coworkers are important because they create the ‘social 

climate’ which provides importance and meaning to the workplace. The degree of 

cooperation and mutual understanding of workers determines the job satisfaction of 

employees in every organization (Beach, 1998). Researchers found that job satisfaction 

of municipal employees depends more on environmental factors rather than personal 

attributes thereby requiring “a good employee-environment fit (Ellickson & Logsdon, 

2001). Research shows that poor working conditions effect job satisfaction negatively 

(Tsigilis et al., 2006). Precisely, job satisfaction is often determined by how well outcome 

meet or exceed expectations (Tella et al., 2007). 

 

Researchers studied job satisfaction from different angles, including organizational 

involvement and commitment, locus of control and age diversities, procedural justice, 

stress management and race and education (Weidmer, 1998). For example, human beings 

like to work independently (Locus of control) and in workplaces with high pay and good 

chances of advancement, they also like to work in healthy environment rather than 

unhealthy conditions. Job security is an important determinant of job satisfaction 

(Barrows & Wesson, 1999). From another perspective, researchers have investigated the 

relationship between job satisfaction and work environment characteristics (e.g., 

leadership, supervision, policies) (Kim, 2004). For example, the policies, rules and 

regulations and methods heavily influence the employees motivation and job satisfaction. 

The safety and health programs are widely reported as the big motivators as they 

guarantee a sense of security from accidents and health problems (Werther & Davis, 
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1998:500). Thus, work environment has been measured as one of the most influential job 

satisfaction factors. It is also broader in its meaning and implications because it is made 

of both visible and invisible (psychological) variables (DeVaney & Chen, 2003; Getahun 

et al., (2007). 

 

2.4 Contextual Impacts on Job Satisfaction 

A worker’s work environment is a part of broader contextual environment. The context is 

made of human, organizational broader social context of the organization within a 

society. For a worker, other individuals constitute the human context; organizational 

policies, structure, and organizational culture make up the organizational environment 

while broader social context consists of the value-system, political conditions, and 

educational and technological levels in the society. All of these contextual factors affect 

the job satisfaction in different ways. Broadly, supportive contexts increase satisfaction 

while disliked contexts add to the dissatisfaction (Lee & Jamil, 2003, sattar, etal., 2009, 

2010, 2011). 

 

2.4.1 Human Context 

Human context is the environment created by the existence and interaction of different 

individuals and groups within which every employee works. He or she himself/herself is 

also an integral part of the same human context. Humans bring several personality 

attributes as hereditary (Drucker, 1974:402) while they learn organization related 

personality characteristics after joining a particular organization. For example, every 
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worker comes from a certain cultural background however, as and when he/she steps into 

the organizational environment, it is incumbent to learn and adopt organizational culture 

as well. Since management is concerned with the ‘organizational behavior’ therefore, 

human demographics and personality features are significant in determining several 

organizational attitudes including job satisfaction (Weidmer, 1998; Robbins, 2005:235; 

Luthans, 2005:101). 

 

Knowledge about dispositional influence on job satisfaction is required to understand the 

workforce. Psychological processes underlie dispositional causes, experience of 

emotionally significant events at work, which in turn influences job satisfaction 

personality traits, core self evaluation correlates with employee satisfaction, extroversion, 

conscientiousness, personality traits also affect on job satisfaction (Saari & Judge, 2004). 

It is also evident from previous researches that situational as well as personality variables 

change the nature of relationship between the age, tenure and job satisfaction (Tirmizi et 

al., 2008). With regard to job performance, employee personality may be more important 

than job satisfaction. The relationship between job performance and job satisfaction is 

lower than the relationship of human performance with both performance and 

satisfaction.  (Wikipedia, 2009). 

 

Huge research is going on for understanding the human context in the organizational 

configuration. It is documented that about 18,000 words/concepts have been explored 

which represent ‘human-personality’ which were then reduced into 171 groups (Robbins, 

1998:54) but latter on researchers condensed them into five group personality traits with 
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28 attributes (Robbins, 2005:35; Luthans, 2005:202). These five dimensions of a human 

personality have been researched over and over and now recognized as the ‘Big-Five’ of 

personality in any organizational environment (Ongori, 2007; Wikipedia, 2009).  

 

The research on human context in the organization has inspired an array of researchers 

who have worked hard to develop different models of personality which guide the 

managers in identifying, understanding and thus controlling the human context through 

commanding different personalities working in the organization. For example, MBTI 

(Myers-Briggs Type Indicator by mother-daughter couple Katharine Briggs and Isabel 

Briggs-Myers) is the most widely used framework to explore human personalities for 

controlling their behavior in the favor of the organization (Weidmer, 1998; Shajahan & 

Shahahan, 2005:80-81; Robbins, 2005:35; Luthans, 2005:204). 

 

Researchers have generated several theories (i.e. type, trait, self, historical, learning and 

biological theories), which suggests that personality is a complex phenomenon requiring 

deeper understanding of particularly those personality dimensions which related to the 

organizational behavior, for example, locus of control and type A and B personalities 

(Daniel et al., 1997; Weidmer, 1998; Barrows & Wesson, 1999; Bajpai & Srivastava, 

2002; Shajahan & Shahahan, 2005:78-83). 

 

2.4.2 Organizational Context/Culture 

Organizational climate is a powerful determinant of both productivity and employee 

satisfaction. Its influence is so strong that it can outweigh the impact of the quality of 
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frontline leadership (Beach, 1998:341). As an outgrowth of globalization, the 

demographics, work, world views of governance, institutional rules and thus 

organizational cultures are changing (Perry et al., 2006). Organizational culture is 

complicated terminology, for example, group cultures of an organization focus more on 

groups than organization. Organizational culture aims at creating internal integration by 

creating a closely-knit team of workers with a view to creating mutual expectations and 

commitment (Moynihan & Pandey, 2007). 

 

Values and norms are the ingredients of culture which are closely associated with human 

behavior. Values start developing from family and continue growing throughout lifespan 

thus, cast impacts on the attitudes of individual holding certain values about the work and 

its dimensions (Williams & Sandler, 1995). Thus, organizational factors refer to having 

adequate work equipment, resources, training opportunities and an equitable workload 

distribution as well as removing organizational obstacles to reinforce employee beliefs 

that management is willing to improve the work environment (Ellickson & Logsdon, 

2001). 

 

Organizational policies affect job satisfaction, particularly those relating to the job 

evaluation, standards of performance, good communication systems, follow-up research. 

Thus, the employees trust in the management policies is an important determinant of 

employee attitudes of job satisfaction (Koh & Neo, 2000). Organizational factors include 

the experience of a worker with the organization, salary and the number of co-workers. 

While attitudinal factors include the job satisfaction, stress management and the degree of 
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organizational commitment (Tan et al., 2007). The organizational context also pertains to 

the characteristics of organizational setting (i.e. organization’s reward systems, goals, or 

degree of formalization) in which the employee must perform work as well as the 

exerting an influence on employee attitudes indirectly via job characteristics (Moynihan 

& Pandey, 2007). Research on organizational-support suggests that its existence ensures 

the employees that organization cares about their well-being. It shows that the 

commitment of the organization to the employee can be beneficial. High levels of 

perceived organizational support have been shown to lead to increased job satisfaction 

and lowered turnover (Saiyadain, 1996; Robbins & Coulter, 2005:376; Perry et al., 2006). 

For example, Research shows that employees’ participation in decision making is a 

booster for their job satisfaction. If they are heard in policy formulation, it creates 

invovlment and commitment (Getahun et al., 2007). 

 

2.4.3 Broader Social Context  

Though work is defined in the context of a particular society and its conditions, however, 

work is recognized as other name of life, status in the society and identify and footing of 

an individual within the community, inside and outside of an organization (Nerison, 

1999; Lee & Jamil, 2003). Thus, the knowledge about the norms, values and culture of a 

country or region wherein an organization works is essential to provide better satisfaction 

programs to the workforce because cultural influences are important predictor of job 

satisfaction (Saari & Judge, 2004). There is a strong association between job satisfaction 

and the overall quality of life in society (Alzaidi, 2008). 
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The researchers have identified particular cultural dimensions which are of special 

importance to the organizational behavior and attitudes including job satisfaction. 

Depending on the type of cultural dimension like power distance, uncertainty avoidance, 

individuality and masculinity, different workers are satisfied according to their position 

on all of these scales. A position on the continuum of each attribute (e.g., High power 

distance on one end and Low power distance on the other) also determines the nature of 

job satisfaction attitude expressed by the individual (Rugman & Hodgetts, 2002:133; 

Luthans, 2005:257). Since both Pakistan and China are high on collectivism and power 

distance therefore it can be argued that both the countries are culturally close to each 

other on some dimensions of political and social life (Chughtai, & Zafar, 2009). 

 

The well known research by a Dutch researcher Geert Hofstede identifies four cultural 

dimensions to help explain how and why people from various cultures behave as they do. 

The researcher filled 116,000 questionnaires from the IBM employees from 70 countries 

(Hofstede, 1980). He found that cultures are different on the following four dimensions:  

 

 Power distance: People in societies where authority is obeyed without question live 

in a high power distance culture. In cultures with high power distance, managers can 

make autocratic decisions and the subordinates follow unquestionably. Many Latin 

and Asian countries like Malaysia, Philippines, Panama, Guatemala, Venezuela, and 

Mexico demonstrate high power distance but America, Canada and several countries 

such as Denmark, UK, and Australia  are moderate or low on power distance 

(Rugman & Hodgetts, 2002:133).  
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 Uncertainty avoidance: It refers to understanding the tendency of people to face or 

avoid uncertainty - are the risk-takers or risk-avoiders. Research reveals that people in 

Latin countries (in Europe and South America) do not like uncertainty. However, 

people in Denmark, Sweden, UK, Ireland, Canada and USA like uncertainty or 

ambiguity. While Asian countries like Japan and Korea fall in the middle of these 

extremes (Luthans, 2005:257). 

 Individualism is the tendency of people to look after themselves and their immediate 

family only. On the contrary is the collectivism, the tendency of people to belong to 

groups that look after each other in exchange for loyalty. For example, US, UK, 

Netherlands, and Canada have high individualism but Ecuador, Guatemala, Pakistan 

and Indonesia have low individualism (Rugman & Hodgetts, 2002:134). 

 Masculinity: If the dominant values of a society are ‘success, money and things’ in 

contrast to femininity (caring for others and the quality of life), the society is known 

as ‘Masculine’. Research tells that Japan, Austria, Venezuela, and Mexico are high on 

masculinity values than Norway, Sweden, Denmark, and Netherlands while America 

is moderate on these two extremes (Rugman & Hodgetts, 2002:134). 

 

2.5 Demographic Impacts on Job-Satisfaction 

Job satisfaction primarily depends on the factors of job satisfaction (See Section 2.3) 

however, researcher have frequently reported that environmental/contextual (See Section 

2.4) and personal/demographic factors, like gender, designation, change the job 

satisfaction as moderating variables. For example, research shows that personal 
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characteristics of the employees like their age, gender, education etc are strongly related 

with their organizational behaviors including job satisfaction (Sokoya, 2000; Qammar et 

al., 2006; Khan, 2006; Asadi et al., 2008, sattar, etal., 2009,2010, 2011). 

 

Several demographics have been researched and documented (Williams & Sandler, 1995; 

Saiyadain, 1996; Sokoya, 2000; Crossman & Abou-Zaki, 2003; Kim, 2004; Getahun et 

al., 2007; Tan et al., 2007). Some of the demographic features are universally recognized, 

such as, gender, designation, experience, qualification however, some variables differ 

from situation to situation (Getahun et al., 2007; Tirmizi et al., 2008; Moynihan & 

Pandey, 2007; Kuchinke et al., 2009), for example, weight of an employee is an 

important personal attribute for policeman with mobile job but not so critical for a bank 

manager with office work in the chair. For the purpose of this study, following 

demographic features of the District Officers in Local Government of Khyber 

Pakhtunkhwa (KPK), Pakistan were recorded and used to test the hypotheses of their 

possible impacts on the job satisfaction of the officers with differing departments, 

designations, gender, qualification, and length of service or experience etc. 

  

2.5.1 Department  

Although working in public sector, each department has different objectives to achieve, 

differing functions to perform, varying problems to face and thus a diversity of human 

and non-human resources (Grebner et al., 2003) while performing their duties. Similarly, 

every department/organization has its own culture, which substantially differs from other 

organizations within the same country (Luthans, 2005:103). The differences between the 
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departmental attributes/cultures change terribly in the developing countries like Pakistan 

(Qammar et al., 2006; Tirmizi et al., 2008). For instance, all the high profile government 

jobs (Central Superior Services – CSS and Provincial Civil Services - PCS) are lucrative 

with high pay, allowances, and facilities as compared to the rest of the jobs.  

 

The researchers have explored the departmental effects through the construct of ‘esprit de 

corps’ or ‘departmental pride’, which has been constantly recorded as the most influential 

predictor of job satisfaction in public servants, for example, the employees who 

experience a strong group culture will have higher levels of work motivation (Ellickson 

& Logsdon, 2001; Moynihan & Pandey, 2007). Given the differences in goals, work 

procedures and environments, pay and facilities – the employees from different 

departments show varying levels of satisfaction on different factors of job satisfaction, 

for example, in this study, the departmental differences have been identified (and tested – 

see Chapter 5 for empirical analysis) on eight (8) from twelve (12) variables of the study 

(See Table 5.23 for details). 

 

2.5.2 Designation  

Designation is also a major determinant of an employee’s job satisfaction in the sense 

that higher designation means higher status, big pay, special work facilities and most 

importantly more control over the organizational human and non human resources. 

Almost all the research on job satisfaction of private or government employees measures 

the differences of job satisfaction with reference to the designation of officers (Nerison, 
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1999; Linz, 2003; Eliason, 2006). For example, a research in Pakistan found that 

designation is highly correlated with the employee motivation (Qammar et al., 2006). 

 

The designation or employment status has been found the strongest predictors of higher 

satisfaction (Rocca, & Kostanski, 2001; Nguyen et al., 2003; Dang & Rogers, 2007). 

However, results are mixed, for example, in organization if employees feel that they are 

treated in inferior manner due to their employment status, for example, working for 

additional hours beyond the legal requirements, they will definitely feel power 

differentials thereby staying low on the scale of job satisfaction (Nelson et al., 2006). 

 

In this study however, designation has no impacts on the levels of job satisfaction as well 

as the opinion of the respondents about the contextual factors and the outputs of job 

satisfaction (See Table 5.4 for details). It shows that all the District Officers in Khyber 

Pakhtunkhawa (KPK) are enjoying almost the same working conditions and facilities 

therefore facing the same levels of problems, if any. 

 

2.5.3 Qualification:  

The research tells that there is negative relationship between education and the job 

satisfaction in the sense that those with higher education are less satisfied than those with 

lower qualification or education (Sokoya, 2000). If employee feels that his job and role in 

the organization matches with his qualification or education, he/she is naturally satisfied 

thus, organizations must invest in the employees qualifications as well as provide them 
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matching jobs and responsibilities (Bajpai & Srivastava, 2002). However, research is 

coming up with mixed results in different work environments. 

 

For example, in a study the hypotheses was that a more educated person would be less 

satisfied with a job at Wal-Mart however, results indicated that education level has 

nothing to do with overall satisfaction (Weidmer, 1998). The negative relationship 

between education and job satisfaction suggests that in public sector routine tasks 

discourage highly educated. The bureaucratic structure of developing countries like 

Nigeria needs reformation to create effects of education on job satisfaction (Sokoya, 

2000). 

 

2.5.4 Gender  

Gender is the most frequently and widely researched demographic variable in all the 

research projects on job satisfaction. There is global movement against the gender 

discrimination in all the developed, developing and poor countries (Ellickson & Logsdon, 

2001; DeVaney & Chen, 2003; Shah & Jalees, 2004). Gender discrimination has been 

quite evident in the organizational environments throughout the world. Studies in both 

the advanced and developing states have identified mixed results about the gender 

implications for job satisfaction, organizational commitment and turnover (Chughtai & 

Zafar, 2009; Moynihan & Pandey, 2007). Some says that gender have impact on job 

satisfaction while others have found no relationship between the gender and their job 

satisfaction attitudes however some researches do suggest that males and females have 
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varying attitudes of satisfaction and dissatisfaction (Sokoya, 2000; Barrows & Wesson, 

2001; Bodla & Naeem, 2004). For example,  gender-based diversity in Pakistani 

organizations is increasing as more females are joining professional and managerial 

positions however, male domination is still there (Bashir & Ramay, 2008). 

 

2.5.5 Length of Service (Experience)  

It is commonly believed that older employees are more satisfied than the younger ones 

due to the reason that older workers get mature in terms of adjusting their expectations 

with the work and work environments (Sokoya, 2000). The debate over job satisfaction 

by considering the relationship of age and tenure had and has been in constant discussion 

in different cultures around the world. Researchers of social sciences have elaborated 

these associated terminologies with job satisfaction in detail and concluded their findings 

and remarks according to their judgments based on empirical evidences extracted from 

the target samples (Tirmizi et al., 2008). Furthermore, some researchers have recorded no 

relation between tenure and job satisfaction. For example,  research reports that there is 

no significant relationship between the experience or tenure of employees with their job 

satisfaction and commitment (Williams & Sandler, 1995). Another study reports that very 

nominal link between job satisfaction the tenure of employees however, researcher 

reports that employees with lower tenure (10-20 years) have little satisfaction but it 

increases with the increase in tenure beyond this  (Crossman & Abou-Zaki, 2003). 

Similarly, there were no significant differences between different categories of job tenure 

on the level of job satisfaction (Asadi et al., 2008). 
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The research tells that tenure, not age, is the more important factor to consider in terms of 

organizational commitment, job satisfaction and intention to leave because of the several 

reasons. First those who were dissatisfied quit. Second, job satisfaction and organization 

commitment relates to an identity Third, those who reject the organization feel 

dissatisfaction will either change their attitude or become more favorable toward the 

organization or will quit the mission (Trimbles, 2006). Furthermore, it is evident that 

experience as an outcome of tenure and age is considered for the promotion as well as 

benefits and rewards in the organization. In Pakistan mostly the promotion, benefits, 

rewards and higher income is directly linked with seniority and this phenomenon can be 

translated into job satisfaction by tapping this behavior in the practical field. This study 

will certainly add value to the existing knowledge base and simultaneously give us 

courage to indulge in further advanced researches in the field of management sciences 

(Tirmizi et al., (2008). 

 

2.6 Consequences of Job Satisfaction/Dissatisfaction 

All the research and discussions about the factors of job satisfaction and its creation 

actually aim at controlling the consequences of satisfaction or dissatisfaction (Luthans, 

2005:211). If there is satisfaction, the employee is happy therefore expected to be 

involved in his/her job, committed to the organization and thus productive for the 

organization. But if otherwise a dissatisfied worker has negative emotional experiences 

(unhappy) therefore more expected to practice absenteeism and  intention to leave or 

turnover (Robbins, 2005: 51, 280; Newstrom, 2007:204, sattar, etal., 2009,2010, 2011).  
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Though there is relationship between job satisfaction and performance (Gliem & Gliem, 

2001) but it would be unwise to assume that high job satisfaction leads to high 

performance, or that high performers are satisfied with their jobs because a number of 

studies indicate a weak link while others suggest a potential relationship between 

satisfaction and performance (Crossman & Abou-Zaki, 2003). If we look at the 

organization level, there’s more evidence about the relationship between productivity and 

collective job satisfaction meaning that instead of individual’s job satisfaction, the 

organizational job satisfaction is more explanatory of organizational productivity 

(Robbins & Coulter, 2005:375). 

 

2.6.1 Commitment & Involvement 

A. ORGANIZATIONAL COMMITMENT 

The organizational commitment is the extent to which an employee prefers to identify 

himself/herself with the organization. This attitude is the measure of an employee’s 

willingness to continue working with the current employer. It also shows the belief of a 

worker in the mission and goals of the organization for which he/she makes efforts to 

accomplish (Singh & Pandey, 2004:98). A diversity of definitions and measures of 

commitment are available. It is taken as the desire to stick with an organization, readiness 

to invest all efforts in the favour of organization, and belief in the values, mission and 

culture of the employing entity (Tella et al., 2007). It is the psychological state that binds 

the individual to the organization. Antecedents of organizational commitment are quite 

diverse in nature and origin (Bashir & Ramay, 2008). 
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The organizational commitment attitude is determined by a number of personal and 

organizational variables including age, tenure in the organization and disposition such as 

positive and negative, affectivity or internal and external control attribution, job design, 

values and the leadership style of one’s supervisor.  It is an attitude, including affect, 

belief and behavioral intentions to his /her jobs (Singh & Pandey, 2004:98). The 

relationship between organizational commitment and outcomes changes with the chance 

in career stage. Beside commitment, procedural justice, information sharing and work 

policies have to be used for reducing turnover. For example, it has been found that if 

work is challenging, the employees to prefer to stay (Bashir & Ramay, 2008). 

The main attributes of commitment are emotional attachment and loyalty to the 

organization. This can be increased by enriching the jobs, empowering and compensating 

employees adequately (Ongori, 2007). The model indicates that people who are more 

committed, and in particular, less stressed are more likely to stay with the organization 

(Tan et al., 2007). 

 

Thus, an employees’ commitment is the emotional condition wherein he/she defines 

himself/herself with the organization and its goals and desires to stay with the 

organization as a worker (Robbins, 1998:142).These concepts often interact with each 

other where employee motivation influences job satisfaction or work force commitment 

while job satisfaction may influence motivation or workforce commitment (Gliem & 

Gliem, 2001). It is the degree to which a workers commitment refers to a kind of 

‘psychological-ownership’ in the work environment. Both satisfaction and commitment 
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are interrelated and affect each other. Increase in commitment increases satisfaction and 

the same happens otherwise (Robbins & Coulter, 2005:375). The organizational 

commitment is partially demographically dependent and partly it depends on the 

employee’s perceptions about the organization and their work-role (Moynihan & Pandey, 

2007). 

There is diversity of aspects from which organizational commitment can be analyzed 

however, three dimensions are widely identified and researched:  

1. Normative Commitment: Normative commitment refers to the commitment generated 

due to the fact that an employee psychologically feels that it is his obligation to 

continue his/her job (Singh & Pandey, 2004:98). The identification dimension 

involves adoption of goals and values (Moynihan & Pandey, 2007). Normative 

commitment “a feeling of obligation to continue employment (Bashir & Ramay, 

2008)”. 

2. Affective commitment: Affective organizational commitment means that the 

employee believes in and likes to be identified with the employer organization 

(Moynihan & Pandey, 2007). Affective commitment is the employee’s emotional 

attachment to, identification with, and involvement in the organization (Bashir & 

Ramay, 2008). 

3. Continuance commitment: The continuance type of commitment refers to that 

dimension of the organizational commitment wherein the employee continues his/her 

job because he/she feels that life is expensive and one needs a job to economically 

finance the life (Singh & Pandey, 2004:98). Continuance commitment is “an 
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awareness of the costs associated with leaving the organization (Bashir & Ramay, 

2008)”. 

 

B. JOB INVOLVEMENT 

Job involvement is that organizational attitude which tells that how far an employee 

psychologically identifies with the employer organization and how far one believes that 

his/her work is important and increases his self respect. (Robbins, 1998:142; Weidmer, 

1998). Job involvement is the degree to which an employee identifies with his or her job, 

actively participates in it, and considers his or her job performance to be important to his 

or her self forth. The attitude of job involvement is one step beyond participation. It is the 

psychological level of interest in work, which makes the employee to actively participate 

in the work environment (Robbins & Coulter, 2005:375 & Ongori, 2007). 

 

Research shows that high levels of involvement reduce absenteeism and rates of turnover. 

It has been found that job characteristics are the major determinant of organizational 

involvement. Researchers report that job characters like job variety is the major 

determinant of employees’ involvement in their jobs. 

Job involvement represents the extent to which employees are absorbed in or preoccupied 

with their jobs and the extent to which an individual identifies with his/her job (Ongori, 

2007). Involvement and commitment are interrelated or parts of each other. For example, 

organizational commitment is defined as “the relative strength of an individual’s 

identification with and involvement in an organization (Williams & Sandler, 1995).” The 

attitude is also defined as the degree to which a job is perceived to be the critical factor in 
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fulfilling one or another need of an employee. Involvement also shows that significance 

of work is the self image of a worker. Thus involvement is basically influenced by the 

perception of an employee about his/her personal image of life. And then by the 

organizational attributes and job characteristics (Moynihan & Pandey, 2007 & Ongori, 

2007). 

 

2.6.2 Absenteeism & Turnover 

A. ABSENTEEISM IN THE ORGANIZATIONS 

Absenteeism is a serious problem in the organization; it can affect badly the productivity 

of the firm and the morale of employees. The management must realize the problem by 

finding out the extent of absenteeism. Absences are are grouped as being absent without 

leave or due to sickness, injury, social reasons, actions by unions or public holidays 

(Nuener, 1972:423). Absenteeism negatively affects organizational efficiency and 

effectiveness as well as increases costs on human resources ( Rocca & Kostanski, 2001). 

Researchers have found that higher the rate of absenteeism, the lower is the job 

satisfaction (Verma, 2004:194). Absenteeism is much more than a mere inconvenience 

for an employer. While many employees have legitimate illness or emergencies, a lot of 

employees call in sick to tend to personal business and appointments, or because they are 

depressed, have substance abuse problems, or otherwise just don't enjoy their jobs 

anymore (Nance-Nash, 2007). 

 

The problem of absenteeism creates several complications for the organization. some 

employees may have genuine reason for absence but several can just make up a 



72/193 

justification for their staying off their duties because of many reasons like their 

depressions, disliking of the job or any other organizational issues (Nuener, 1972:423). 

Research shows that satisfied employees have lower level of absenteeism than do 

dissatisfied employees, the correlation isn’t strong. While it certainly makes sense that 

dissatisfied employees are more likely to miss work, others factors have an impact on the 

relationship. For instance, organizations that provide liberal sick leave benefits are 

encouraging all their employees- including those who are highly satisfied- to take ‘sick’ 

days (Robbins & Coulter, 2005:375). 

 

Absenteeism and turnover are a type of organizational withdrawal, which means that 

workers avoid work while still remaining on the roll of organization. Withdrawal include 

absenteeism, tardiness, missing meeting, long breaks, poor work and thinking about 

leaving the organization (Rocca, & Kostanski, 2001). High labor costs due to 

absenteeism are well reported around the world showing that the issue is critical and 

needs focused research with a view to identifying its reasons and possible solutions 

according to the organizational context. 

Job satisfaction has been motivated by utilitarian reason ( such as increase in 

productivity, decrease in absenteeism and turnover rate, and management of human 

interests (Ellickson & Logsdon, 2001). However, job satisfaction is much more than that 

and besides utilitarian aspects; the psychological needs of employees like motivation also 

need consideration. Thus, critical predictor of turnover and absenteeism is a quite 

different from just getting ready to make efforts rather includes willingly coming to the 
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workplace and getting acclimated with the organizational environment (Moynihan & 

Pandey, 2007). 

 

B. TURNOVER 

Employee turnover is a personnel problem that  those workers who satisfied from their 

job are reportedly less inclined to quit the organization while dissatisfied employees are 

repeatedly found intending to leave for another job.  Sometimes it occurs to insufficient 

pay, unattractive work, issues of promotion, interpersonal relations, working conditions 

and bad supervisory style. Since departures (turnover) are largely unpredictable, the 

management must prepare to succeed quitting workforce (Neuner, 1972:427). Research 

reveals that satisfied employees have lower levels of turnover while dissatisfied 

employees have higher levels of turnover (Robbins & Coulter, 2005:374). Strategies on 

how to minimize employee turnover, the management has several policy options, for 

example, changing or improving existing the policies about recruitment, selection, 

induction, training, job design and salary administration (Ongori, 2007). 

 

 There are different methods that can be adopted to address the issue of turnover. Mostly 

either job characteristics are changed to match the employee requirements or employees 

are changed from one job to another. However, these two measures are not always 

workable. Another approach is preventive in the sense that at the time of hiring workers, 

recruitment managers can scan the potential leavers by analyzing their stability of 

standing with the job (Neuner, 1972:427). Employee turnover can involve substantial 

costs, most obviously, the organization probably has major recruitment, selection, and 
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training costs associated with hiring replacement employees (Clark-Rayner & Harcourt, 

2000). Employee turnover is expensive from the view of the organization. This is the 

reason that so much attention has been paid to the issue of turnover is because turnover 

has some significant effects on organizations. Many researchers argue that high turnover 

rates might have negative effects on the profitability of organizations if not managed 

properly (Ongori, 2007). 

 

Those employees who feel dissatisfied tend to stay away from the job, take decreasing 

interest in their work and ultimately plan to leave the job for another option. There is 

need to conduct research for unfolding reasons behind dissatisfaction and thereby coming 

up with addressing strategies that are specific to a particular situations ( Rocca, & 

Kostanski, 2001). Turnover is costly for every organization therefore all do their level 

best to retain their workforce. Though there is no standard framework to measure the 

problem of turnover however every management must focus on the sources, effects and 

strategies for minimizing turnover (Ongori, 2007). 

 

2.7 Extracted Concepts - Working Definitions 

Table 2.1 Demographic Variables 

 Variable Definition Code 
1 Department Agriculture, Education, PESCO, Health, Civil 

Administration, Finance and Planning 
DPT 

2 Designation Top Management (BPS19-20), Middle 
Management (BPS16-18) 

DSG 

3 Qualification Post-Graduation, Graduation QUA 
4 Gender Male, Female GND 
5 Length of Service 1-5, 6-10, 11-15. LOS 
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Table 2.2 List of the Research Variables 

 Variables Working Definitions Code 
1 Human Context This context is made of the personal attributes and 

behavior of the employee and the same of co-workers. 
HMN 

2 Organizational 
Context 

Organizational structure, goals and policies and HRM 
strategies make up the organizational dimension of the 
total context. 

ORG 

3 Broader Social 
Context 

Broader social context refers to the external social, 
political, technological and cultural forces within 
which a worker works in the organization. 

CXT 

4 Work It refers to the contents and processes of the job itself 
including job description and job design. 

WRK 

5 Pay Monetary benefits received by an employee. PAY 
6 Supervision  The behavior and supervisory attitudes or styles of the 

supervisor. 
SUP 

7 Promotion Career development according to the qualifications and 
experience through a fair promotion policy and 
procedures. 

PRO 

8 Co Workers The behavior and attitude of the co-workers including 
bosses, colleagues and subordinates. 

CW 

9 Work 
Environment 

The physical and psychological environment where 
employees actually spend their working hours. 

WE 

10 Involvement 
and 
Commitment 

How far an employee is emotionally involved in his/her 
job and organization and the degree of willingness to 
use his/her energies for the organizational objectives – 
thereby showing job satisfaction. 

IC 

11 Absenteeism 
and Turnover 

The degree of absenteeism and turnover (intention to 
leave - ITL) as a result of dissatisfaction from the 
context and factors of job satisfaction. 

AT 
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2.8 Theoretical Framework  

 

The literature review not only assists a researcher to extract relevant variables and their 

attributes, but also gives a good basic framework to proceed further with the inquiry. An 

effective literature review lays the foundation to develop a comprehensive ‘theoretical 

framework’ from which hypotheses are generated that are tested in the forthcoming 

research (Sekaran, 1999:62). Following is the schematic diagram of the emerging 

theoretical framework for the current research project. 

 

Figure 2.1 Schematic Diagram of the Theoretical Framework 

 

 

Figure 2.1 is the graphical presentation of the theoretical model onto which this research 

project is developed. The model provides a view of the variables included in the project, 

their mutual relationships and the overall complexity of interconnections between both 

research and demographic variables. Following are the components of the model: 



77/193 

 

1. First box contains ‘human, organizational and broader social context’ of the work 

environment. These three variables operate as the independent variables which 

determine the value of the variables in the second box containing ‘factors of job 

satisfaction’. Third box shows the consequences of either job satisfaction or 

dissatisfaction. 

 

2. The box below shows ‘demographic variables’ which affect all the above variables. 

 

3. Each of the arrows in the model represents different research hypotheses about the 

relationships between the variables included in research. 
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Chapter 3 RESEARCH METHODOLOGY 

 

This thesis is based on a well-defined and structured ‘research-design’ or 

methodology. The same has been given in the following sections of this chapter. 

The discussion includes the approach, population and sample, data collection and 

analysis methods and procedures and finally the validity data of the instruments. 

 

3.1 Survey Approach 

Survey is the most commonly used strategy for accessing problem situations when the 

purpose is to measure ‘the attitudes’ of the respondents (i.e., employees) about one or 

another aspect of their organizational behavior. Job satisfaction is one of the top 

employees’ attitude which is frequently measured through sample surveys (See for 

example, Weidmer, 1998; Koh & Ten, 1998; Sokoya, 2000; Ellickson & Logsdon, 2001; 

Shah & Jalees, 2004; Jiunn  Wu, 2005; Beyth-Marom et al., 2006; Trimbles, 2006; Eker 

et al., 2007; Getahun et al., 2007). 

 

3.2 Justification of the Research Methodology 

 

Several studies on job satisfaction have been conducted using the same research 

methodology. Although, there have been qualitative studies of job satisfaction (See for 

example, McCormick, 2000; DeBruyne, 2001, Linz, 2003) however, surveys are widely 

used strategy particularly in recording the job satisfaction attitudes. For instance, there 
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are several surveys in public (Sokoya, 2000; Ellickson & Logsdon, 2001; Getahun et al., 

(2007), business (Weidmer, 1998; Koh & Ten, 1998; Juinn & Wu, 2005), religious and 

social (Trimbles, 2006) organizations about the employees’ satisfaction, commitment and 

involvement as well as absenteeism and turnover. Likewise, survey approach have been 

used to compare the job satisfaction of public and private sector organizations like 

education sector, business enterprises and employees of a state from both the private and 

public sectors of economy (Daniel et al., 1997; Barrows &Wesson, 2001; Bajpai & 

Srivastava, 2002; Tella et al., 2007). 

 

Furthermore, an analysis of the social research methodologies also suggests that survey is 

the handy tool in the hands of managers to collect primary data through questionnaire and 

interviews from the individuals about their perceptions and attitudes. For example, survey 

approach to data collection is the “most frequently used mode of observation in the social 

sciences (Babbie, 1993:256-257). The potential of survey research is that it enables the 

researcher to collect every kind of data to answer every question about the topic (Yin, 

1994:6). Given the human and social nature of the topic, the researcher has used survey 

approach assuming that surveys are reportedly the excellent vehicles for measuring 

attitudes in large populations (Sekaran, 1999:257). Both literature and field surveys have 

been used to collect data for this research project keeping in view the triangulation of 

data sources (using every possible source of data, which can provide relevant data). 
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3.3 Population and Sampling Procedure 

 

Given that this study is an empirical (quantitative) type of research therefore population 

of the study and a representative sample had to be defined to collect data for analysis. 

 

3.3.1 Population 

 

A population is a collection of all the elements we are studying and about which we are 

trying to draw conclusions (Levin, 1978:9). The population of this research consists of all 

the district officers (DO’S) working in the local government system of  Khyber 

Pakhtunkhawa (679), Pakistan. These officers are dispersed over a number of 

departments established in all the 24 districts of the province. 

 

3.3.2 Sampling Procedure  

 

In a sample survey, a sample is selected of respondents and administers a standardized 

questionnaire to them (Babbie, 1993:256). Sampling is a research tool wherein a portion 

of the total population is selected for study and analysis with the assumption that 

characteristics of the whole population are represented by the selected sample therefore 

the findings from the sample are also generalizeable over all the members of the 

population (Sekaran, 1999:268). The sample of 205 officers was taken from Agriculture, 

Education, PESCO, Health, Civil Administration, and Finance & Planning. 
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There are twenty-four districts in Khyber Pakhtunkhawa, Pakistan. Total District Officers 

in twenty-four districts are 679 (www.nwfp.gov.pk). For the pilot study, 35 officers were 

contacted to fill a questionnaire. Pilot study provided the following ‘statistics.’ 

 

1. Standard Deviation = 0.72 

2. Standard Error = 0.08 

3. 95% significance level is allowed in social sciences thus, 

4. z-value at 95% confidence level = 1.96  

5. Total population of this project is; N = 679  

Using the formula for selecting a sample from a ‘Finite Population’ following was the 

outcome: 

Sample-size = ((SD2/((E2/Z2)+(SD2/N))) 

= ((0.72*0.72)/(((1.96*1.96)/(0.08*0.08))+((0.72*0.72)/(679))) 

= 213 – 205  

So 213 questionnaires were distributed personally and recollected personally as well. The 

response rate was very good as expected because of the efforts made for the purpose. 205 

filled questionnaires were received thereby giving 96% return-rate. The researcher used 

different personal contacts to ensure the distribution and recollection of survey 

instruments. 
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3.4 Scales used to Measure Job Satisfaction  

The most commonly used tool for the measurement of job satisfaction attitude is the 

rating scales where employees report their reactions to their jobs (Wikipedia, 2009). 

Different scales have been used to compute the levels or degrees of job satisfaction 

among the employees in different organizations. Similarly, in the public sector surveys, a 

variety of scales have been applied ranging from 4 to 7 anchors or grouping of attitudes. 

Following table gives a picture of the diversities of scales used in job satisfaction surveys 

around the world. 

 Scale Used Surveys by Researchers 

1 4-Point  Bender & Heywood, (2004), Ololube, (2006) 

2 5-Point  Zin, (1996) Sergent & Hannum, (2003) Sivanand, (2004) Lovett et 

al., (2004) Yousaf, & Shamsuri, (2006) Chowdhury, (2007) 

Alzaidi, (2008) Harman et al., (2009) 

3 6-Point  Hann & Sulaiman, (1996), Murray, (1999) 

4 7-Point Lee & Jamil, (2003) Wharton & Parry, (2004), Fung, (2006) 

Chughatia, (2008), Dickson & Lorez, (2009) 

 

In attitudinal surveys, larger scales are preferred because they offer more variety of 

behaviors than the small scales. Large scales accommodate all the respondents with 

greater precisions of classification therefore, the researcher have used 7-point scale to 

record the job satisfaction of the district executive officers in the local government 

system of Khyber Pakhtunkhwa (KPK), Pakistan. The anchors of this scale were: 1 = 

Strongly Disagree, 2 = Disagree, 3 = Mildly Disagree, 4 = Neutral, 5 = Mildly Agree, 6 = 

Agree, 7 = Strongly Agree.  
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3.5 Data Collection Methods 

In social research data has to be collected from all the possible sources so that all types of 

relevant facts and figures could be brought together and thereby explain the topic in full 

detail and high confidence. Contacting all the available sources for gathering topic-

related data is called ‘triangulation’ (Yin, 1994:57). In this study, the researchers have 

used both literature (secondary data) as well as field survey (primary data). Literature 

review was undertaken to extract the concepts (variables and attributes) as suggested by 

the experts and researchers on job satisfaction. Then these concepts were used to develop 

theoretical framework for the generation of hypothesis and their empirical testing. 

 

3.5.1 Literature Survey 

All research inevitably involves the use of the books, pamphlets, periodicals, and 

documentary materials in libraries. Obviously, no research project can be undertaken 

without this preliminary orientation. Nor should one be undertaken without knowledge of 

the research that has already been done in the field (Goode & Hatt, 1952:103). Literature 

review is conducted for different purposes of an academic research process including the 

identification of the relevant research, extraction of the research variables or working 

concepts, development of a theoretical framework and generation of hypotheses (Kothari, 

1986:21-22). It is a clear and logical presentation of the relevant research work done thus 

far in the area of investigation (Sekaran, 1999:64). 
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A huge body of research has already been conducted on job satisfaction and several 

research projects are underway and even job satisfaction surveys are continuously 

conducted periodically to measure organizational attitudes of the public and private 

employees. Most of the literature in this study comes from the research papers published 

in research journals across the world. Most of this field research is available online and 

free of cost. The researcher has excessively used internet for the purpose as well as 

physical libraries to look for particularly basic books on the topic. 

 

3.5.2 Field Survey 

In a typical survey, the researcher selects a sample of respondents and administers a 

standardized questionnaire to them (Babbie, 1993:256). To determine the sample size for 

the research project, a ‘pilot-study’ was conducted. The researcher used 35 officers for 

the pilot study and then on the basis of this data, sample size formula was applied (See 

Section 3.2.2), which gave a sample size of 213. The same number of questionnaires was 

distributed across the province. It was both difficult and time consuming to distribute and 

recollect the questionnaire however, the response rate was very promising. The filled 

questionnaires received were 205 giving a response-rate of 96% however; it was due to 

the repeated personal visits of different departments. 



85/193 

3.6 Data Analysis Tools 

 

3.6.1 Descriptive Analysis 

According to Goode & Hatt (1952:343) data analysis relates to the techniques of 

representing the data and the methods of logically ordering them so that questions can be 

raised and answered. The simplest form of representing is the Frequency Distribution or 

Tabulation. Other general type of summary of a frequency distribution includes measures 

of dispersion such as the standard deviation and the coefficient of variation. The 

researcher has used multiple tables to present the descriptive findings of this research 

project. 
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3.6.2 Hypotheses Testing 

It is noted that “without hypothesis, research is unfocused a random empirical wandering, 

hypothesis can and must be broken into sub-hypothesis (Goode & Hatt, 1952:57-58).” 

Hypothesis are generated (and tested) from the theoretical framework developed with the 

help of concepts extracted from the literature survey (Sekaran, 1999:28). The hypotheses 

were about the relationships between research variables (predictors and criterion) and 

between research variables and the demographic attributes of the respondents.  

 

Table 3.1 gives a detailed view of all the hypotheses tested and documented in the 

forthcoming chapters. 

 

Table 3.1 Classification of Hypotheses 

 Predictors 

(independent 

variables) 

Criterion 

(dependent 

variables) 

Hypotheses 

Tests of 

Significance 

Demographic 

factors (5) 

1. Organizational 

context (3) 

2. Job-related 

factors (6) 

3. Consequences 

(2) 

1. Demographics affect the 

organizational factors (H1-12).  

2. Demographics affect the job related 

factors (H13-H36). 

3. Demographics affect the 

Consequences (H37-H44) 

Correlation 

Analysis 

Organizational 

Context 

1. Job-related 

factors 

2. Consequences 

All variables are highly correlated (H45) 

Multiple 

Regression 

Analysis 

Organizational 

Context 

1. Job-related 

factors 

2. Consequences 

6. Organizational Context determines 

job-related factors (H46)? 

7. Organizational Context determines 

Consequences (H47)? 

Job-related 

factors 

1. Consequences 1. Job-related factors determine the 

consequences (H48)? 
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3.7 Operationalization of the Concepts 

Concepts are the basic elements which make up a theory. They are abstract entities which 

are used to classify and organize knowledge relating to a particular subject or area of 

study (Babbie, 1993:49). While operationalization is the process of reducing abstract 

concepts so that they can be measured in a tangible way is called operationalizing the 

concepts (Sekaran, 1999:178). Following tables give a detailed view of all the 

demographic and research variables along with their respective attributes which have 

been measured using a separate question for each. 

 

Table 3.2 List of the Operationalized Demographic Variables 

 

 DEMOGRAPHICS  

 Variables Attributes Code 

1 Departments Agriculture, Education, PESCO, Health, Civil 

Administration, Finance & Planning 

DPT 

2 Designation 1. (Officers BPS 16-18); 2. (Officers BPS 19-20) DSG 

3 Qualification 1. Graduates; 2. Post-Graduates QUA 

4 Gender 1. Male; 2. Female  GND 

5 Length of Service 

(Yrs.) 

 1-5, 6-10, 11-15. LOS 
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Table 3.3 List of the Operationalized Research Variables 

P
re

di
ct

or
 V

ar
ia

bl
es

 

 Variables Attributes Code

1 Human Discrimination, Mistreatment, Conflict HMN

2 Organization  Management-style, Policies, Rules & 

Regulations and Methods & Procedures 

ORG 

3 Context Social, Political, Economic and Technological CXT 

4 Work Control, interest, authority, satisfaction, 

impacts of work 

WRK

5 Pay Equitable, pay-structure, increase, incentives, 

impacts of pay 

PAY 

6 Promotion Merit, political interference, opportunities, 

impacts of promotion 

PRO 

7 Work 

Environment 

Facilities, culture, cooperation, impacts of 

work-environment 

WE 

8 Supervision  Impartial-treatment, work-recognition, 

attitude of supervisors, social-support, 

impacts of supervision 

SUP 

9 Co Workers Friendly & cooperative, informal-relations, no 

leg-pulling, teamwork in crisis, impacts of co-

workers 

CW 

 

C
ri

te
ri

an
 V

ar
ia

bl
es

 10 Involvement & 

Commitment 

Impacts of involvement & commitment on 

satisfaction from work, pay, promotion, work 

environment, supervision and co-workers 

IC 

11 Absenteeism & 

Turnover 

Impacts of absenteeism & turnover on 

satisfaction from work, pay, promotion, work 

environment, supervision and co-workers 

AT 
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3.8 Instrument Validity 

The alpha value measures how reliably or consistently a scale or index predicts the item 

being studied. Experts suggest that the alpha should be 0.70 or greater (DeVaney & 

Chen, 2003). Depending on the nature of research and the area where research was 

conducted, different alpha values have been used to validate the research instruments by 

the researchers working on different aspects of job satisfaction. 

 

For example, the researchers on job satisfaction have worked with different alpha values, 

for example, 0.81 (Ellickson & Logsdon, 2001); 0.90, 0.76, 0.88, 0.74 and 0.72 (Rocca, 

& Kostanski, 2001); .93 and .94 (Gliem & Gliem, 2001); 0.75, 0.85, 0.71, 0.69, and 0.83 

(Furnham et al., 2002); and 0.82, 0.83 and 0.80 (Kim, 2004).  

 

The alpha computations of the 45-item questionnaire that was used in this study, are 

given in the following table. 

 

Cronbach's Alpha No. of Items 

0.935 45 
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Chapter 4 JOB SATISFACTION IN PUBLIC ORGANIZATIONS 

 

Job satisfaction is a global issue and therefore continuously explored in both the 

developed and developing countries. The researchers are using similar as well as 

different research tools and techniques depending on the nature of organization 

and the demographics of location. There are several common as well as different 

issues of job satisfaction in advanced and developing states. This chapter gives a 

description of job satisfaction in developed states, developing countries and 

finally in Pakistan. The chapter ends with a discussion of the similarity and 

differences between the research issues of rich and poor states. 

 

4.1 Background 

Unprecedented changes are occurring around the globe, which forces the public 

management to revise their theory and practice of managing human performance in the 

public setup. The attention given to the new public service and new governance, demands 

fundamental transformations in those factors, which are influencing human performance. 

These changes are so broad that it is impossible to summarize all of them, but several 

needs merit attention (Gliem & Gliem, 2001; Linz, 2003; Perry et al., 2006; Moynihan & 

Pandey, 2007). However, the practice of public management is characterized by its 

formal constraints as well as informal opportunities. Managers have limited tools to 

motivate and retain their employees, because civil service rules limit the ability to 
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recognize and reward individuals through pay, promotion, or bonuses. To the extent that 

individual attributes affect work motivation, organizations can mould these qualities most 

effectively through recruiting, hiring, and promoting the required people (Moynihan & 

Pandey, 2007). Culture is widely accepted as a critical factor affecting organizational 

involvement, turnover, job satisfaction and commitment. A huge body of research has 

been conducted and other volumes of research are under process in both public and 

business organizations (Wai, 2006). It is commonly known that job satisfaction is 

researched everywhere because it is different from not only one country to another but 

also from one organization to another due to the cultural variations in every setting 

(Moynihan & Pandey, 2007; Asadi et al., 2008). However, there is a renewed interest in 

individual level research given the recognition that work as an institution and working as 

process are, individually and socially constructed. Individuals should be viewed as 

actively involved in crafting their jobs; that is: individuals engage in modifying, 

emphasizing, or reducing attention and effort to specific features and aspects of their 

jobs. Individuals' values, norms, and expectations shape how work is performed 

(Kuchinke et al., 2009). Thus, context and individual attributes are the critical points of 

research to diagnose job satisfaction. This is evident from the forthcoming analysis. 
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4.2 Job Satisfaction in the Developed World 

An array of research projects has been conducted as well as underway to explore and 

understand the job satisfaction problems in the developed world. For example, Ellickson 

& Logsdon, (2001) have explored the determinants of job satisfaction among the 

municipal government employees in USA. Rocca & Kostanski (2001) studied the 

relationship between burnout and job satisfaction while Nelson et al., (2006) studied the 

links between psychological contract and job satisfaction in Australia.  

 

Furthermore, Clark-Rayner & Harcourt (2000) studied the determinants of turnover 

among the workers in New Zealand. Furnham et al., (2002) have explored the personal 

characteristics of workers in UK on their organizational attitudes. Grebner et al., (2003) 

collected data on the working conditions and attitudes of the workforce in Switzerland. In 

Japan, Hiroyuki et al., (2007) have worked on the interrelationships between the morale 

and work satisfaction among the Japanese workers. 

 

4.2.1 Introduction 

There are many variables, which affect job satisfaction of employees, some are discussed 

here.  Some see the job satisfaction of employees from one angle and some from others, 

for example, organizational involvement and commitment, locus of control and 

personality types, stress management as well as from the demographic points of view 

based on employees age, race, nationality, gender and education (Weidmer, 1998). 

Dissatisfied workers show an increased propensity for counter productive behaviors, 
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including withdrawal, burnout and workplace aggression (Ellickson & Logsdon, 2001; 

Eliason, 2006; Moynihan & Pandey, 2007). 

 

Job satisfaction is defined and measured with various factors of the job. As the extent to 

which employees like their work. An attitude based on employee perceptions (negative or 

positive) of their job or work environment (Weidmer, 1998). Job satisfaction has been 

dominated by the person environment. Regardless of the theoretical approach used to 

study job satisfaction, most studies have identified at least two general categories of 

antecedent variables. Environmental factors – personal characteristics both focuses on job 

satisfaction and individual attributes and characteristics (Ellickson & Logsdon, 2001;  

Rocca, & Kostanski, 2001). The Public sector relies on the expertise of such professional; 

they effectively implement government policies effectively.  Research reports that pay 

issues, formalism and rigidity, and limited promotion opportunities are the leading 

characteristics of the public sector organizations, which keep the highly qualified and 

professional workforce away from serving in the public institutions (Barrows & Wesson, 

2001; Linz, 2003). The job satisfaction is an employee’s reaction (affective) based on the 

comparison of expected and real outcomes while working on a job. Similarly, the attitude 

of job satisfaction also includes the thinking and feeling of worker about the intrinsic and 

extrinsic features or the job. Although different approaches are used to measure job 

satisfaction in different organizations however, all of these strategies explicitly or 

implicitly use two categories of variables as the criterion or determinant factors of job 

satisfaction including employees’ personal attributes and the environmental 

characteristics or the organization (Moynihan & Pandey, 2007; Kuchinke et al., 2009). 
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Similarly, there are differences between different developed countries as well (Rocca,  & 

Kostanski, 2001; Eliason, 2006). For example, in a comparative study of the 

professionals in Russia, Germany, and Poland revealed that employees differed in work 

centrality, preferred or desired work outcomes, work role identification and levels of job 

and career satisfaction. Respondents from the three countries differed on all relevant 

demographic characteristics, including age, gender, education level, industry 

representation and job classification. In general, the sample was in their mid-career stage, 

predominantly male, had professional education and training and worked as managers 

and technical professionals in manufacturing and service industries (Kuchinke et al., 

2009). 

 

The research reveals that personality type is more related with the stress management of 

males than females. Furthermore, female workers are less satisfied with their work their 

male counterparts as well as core lower on the questions about physical and mental health 

of the employees (Weidmer, 1998). Organizational factors—that is, having adequate 

work equipment, resources, and training opportunities and an equitable workload 

distribution—also significantly and positively affect employee job satisfaction (Rocca, & 

Kostanski, 2001). Organizational variables relating to the facilities for work, required 

resources, well-distributed workload, proper training opportunities etc, determine the 

organizational attitudes of job satisfaction the findings of a study show that the job 

satisfaction of public sector employees (like municipal employees) is found more 

dependent on the environmental factors and not on their personal characteristics. So the 

most powerful and decisive factor in the job satisfaction of civil servants is the creation 
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of best employee-environment fit (Ellickson & Logsdon, 2001). However, other 

researchers suggest that demographic factors, in particular age, gender, and education 

should be investigated further (Kuchinke et al., 2009). 

 

The job satisfaction topic has studied by different researchers in different environment. In 

this study the author claims that work related factors, demographics have significant 

effect on the satisfaction level of the employees (Weidmer, 1998; DeVaney & Chen, 

2003; Linz, 2003). Another finding that cuts across all three countries was low 

importance of company/organization where respondents work. This finding could be 

suggesting the presence in these three European countries of decreased number of years 

of tenure with the same employer, the disillusionment with prospects of staying with the 

same employer for long time, and predominant orientation towards one's career and life 

interests as opposed to company/organization orientation. In Germany, this phenomenon 

is often labeled as “American conditions”, meaning a loosening of protective as well as 

restrictive labor laws, higher incidences of industry-wide job shifts and displacements, 

lessening of life-time employment arrangements, higher levels of flexible work 

arrangements, decrease in the role of labor unions, and, in general, a weakening of the 

psychological contract that once clarified and codified mutual obligations and rights 

between employees and employers (Kuchinke et al., 2009). 

 

It is reported somewhere that fulfilling the expectations, relations with fellow workers, 

pay and gender differences are the top predictors of job satisfaction. Furthermore, 
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security of the job, promotion opportunities and age also influence the employees 

satisfaction in an organization (DeVaney & Chen, 2003). 

 

4.2.2 Leading Issues 

However, determining job satisfaction requires fairness in work, procedural justice, 

organizational procedures, and policies used to make important work decision. If decision 

makers are courteous, give feedback and opportunities for self-expression, and discuss 

decision-making procedures with subordinates.  The dissatisfaction results in the form of 

exhausting exchanges, and emotional exhaustion are a primary indicator of burnout 

(Weidmer, 1998). There are very limited studies about the job satisfaction of employees 

in different public sector organizations in both the developed and developing states. Most 

of the research is about the private sector employees however, now the scenario is 

changing and governments and academicians are turning to the role of public sector in 

development therefore public servants’ job satisfaction is becoming a top line issue for 

researchers (Ellickson & Logsdon, 2001; Rocca, & Kostanski, 2001). The results of 

studies on public sector organizations in USA indicate several problems of job 

satisfaction. For example, a study of municipal public servants suggests that governments 

have to restructure and reengineer the procedures for performance evaluation in the 

public sector organizations. There is need to so design the work environment that it 

generates trust among the workers with each other and with the organization. There is 

acute requirement of empowering the employees by delegating powers to make them feel 

the owners of their job and organization (Ellickson and Logsdon, 2001). Thus, although 

several independent studies conducted among US workers over the past thirty years, 
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generally indicate that workers are satisfied with their jobs (Kim, 2004; Robbins & 

Coulter, 2005:374) there are multiple issues which need to be addressed by the nations in 

the advanced world. The literature on human resource management, motivation and 

commitment of employees and job satisfaction strongly support the hypotheses that 

personal attributes and context of the work both collectively determine all the 

organizational attitudes of the workforce (Moynihan & Pandey, 2007). In a study of three 

European countries (Germany, Poland and Russia) the researchers found many striking 

results, for example, all the respondents showed low importance of employer-

organization. This finding suggests the presence of decreased number of years of tenure 

with the same employer, and predominant orientation towards one's career and life 

interests as opposed to company/organization orientation. In Germany, this phenomenon 

is often labeled as “American conditions”, meaning a loosening of protective as well as 

restrictive labor laws, higher incidences of industry-wide job shifts and displacements, 

lessening of life-time employment arrangements, higher levels of flexible work 

arrangements, decrease in the role of labor unions, and, in general, a weakening of the 

psychological contract that once clarified and codified mutual obligations and rights 

between employees and employers (Kuchinke et al., 2009).  

 

4.3 Job Satisfaction in the Developing Countries 

Like developed countries, the developing world is also well aware of the importance 

attached with job satisfaction. Such studies are being managed in every developing state 

to manage the attitudes of their workforce in public as well as private sector 
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organizations. Most of the studies aim at unearthing the nature, process and consequences 

of job satisfaction and dissatisfaction. For example, in Nigeria research have been 

reported on ‘burnout, job satisfaction and work situations’ (Agunga et al., 1997); person-

related variables of job satisfaction in public sector organizations and their impacts on the 

theory and practice of management in the developing countries (Tella et al., 2007).  

 

Likewise, Mulinge, (2000) explored job satisfaction and organizational commitment in 

Kenya and Euan, (2007) in Tanzania. Similarly, in Malaysia Saiyadain (1996) have 

worked on the correlates of job satisfaction in Malaysian managers; Yusof & Shamsuri 

(2006) have documented their findings on organizational justice as the determinant of job 

satisfaction and organizational commitment; Wai, (2006) performed a quantitative 

analysis of the link between organizational culture and job satisfaction in Malaysian 

health care; while Rahman et al., (2006) have recorded their results about the relationship 

between Islamic work ethics and organizational commitment. Other research findings are 

available about Singapore (Koh & Ten, 1998; Tan et al., 2007); Taiwan (Lee & Lin, 

1999; Jiunn & Wu, 2005); as well as India (Bhatt, 1997; Lacity & Iyer, 2007). For 

research on job satisfaction in Pakistan see Section 4.4. 

The researchers in the developing countries are exploring different aspects of job 

satisfaction in both public and private sector employees. For example, in Nigeria, Agunga 

et al., (1997) explored burnout, job satisfaction and work situations as perceived by 

District Extension Officers while, Sokoya, (2000) unearthed personal predictors of job 

satisfaction for the public sector managers and their implications for management 

practice and development in a developing economy. In Kenya, Mulinge, (2000) worked 
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on the ‘Explanation of Cross-Sector Differences in Job satisfaction and Organizational 

Attachment among Agricultural Technicians.’ Similarly, Tirmizi, et al., (2008) measured 

the job satisfaction of white collar employees. 

 

4.3.1 Introduction 

Due to the increasing role of public sector in the development of a developing country, 

efforts are underway to explore new models of professionalism by focusing on human 

resource development (Sokoya, 2000). However, public sector workers are usually shown 

to be lower in job satisfaction and organizational commitment relative to their 

counterparts in the private sector. Virtually all cross-sector comparative studies, however, 

have focused on work settings in relatively industrialized nations such as the United 

States and the developing nations remain understudied (Mulinge, 2000). For example, 

although Iranian government has made efforts to support formers and Agricultural 

Extension Officer, the evidence shows that they have not been enough. There is reporting 

of frustration, delays, lack of funding and differences of administrative and philosophical 

values (Asadi et al., 2008). 

 

Research shows that public sector managers had a lower level of job satisfaction with 

those of private sector employees (Sokoya, 2000). Based on the findings of a study, 

private sector employees are higher in mean job satisfaction, organizational commitment, 

and intention to stay relative to their counterparts in public sector. This finding supports 

the study's first hypothesis that agricultural technicians working in the public and semi-

public sectors are low in job satisfaction and organizational attachment relative to their 
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counterparts in the private sector. Generally speaking, it is also consistent with the 

existing literature (Mulinge, 2000).  

 

There is growing evidence to suggest that employees are working harder, their 

workmanship has improved and that they take much pride in their work. Yet they seem to 

be less enthusiastic and less motivated. This study is an attempt to sensitize organizations 

to the factors that influence job satisfaction and help them to weave these factors into the 

blueprints prepared to enhance job satisfaction (Saiyadain, 1996). Due to global 

pressures, the public sector in developing countries is focusing on the investigation to 

strengthen the relationships between productivity and job satisfaction because success of 

any organization has been found dependent on the powerful linkages between 

productivity and job satisfaction of the workforce (Sokoya, 2000). The research tells that 

contextual factors and permanent/regular nature of the job are very significant 

determinants of job satisfaction and can produce higher levels of satisfaction among the 

human resource. Likewise, age of the employee and relations with supervisors and fellow 

workers also appear as the major catalysts in changing the satisfaction behavior of the 

employees (Koh & Ten, 1998).  

 

People who are more internally oriented see themselves as being responsible for events 

that occur. Those who are more externally oriented attribute the cause of events to luck, 

chance, fate, or powerful others. In other words, people with an internal locus of control 

generally think that things happen because of their own choices and actions. Externals, on 

the other hand, generally perceive that factors outside of themselves are the reason that 
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events happen in their lives. Internals are more likely to be more satisfied than externals 

for four reasons. First, internals are more likely to leave a dissatisfying job to seek 

positions that they find satisfying. Second, internals perform better and are therefore 

more likely to receive more satisfying outcomes. Third, internals are likely to be 

promoted and receive raises more quickly, again leading to the likelihood that they will 

receive more satisfying outcomes. Finally, internals are likely to stay in positions and 

organizations that gives them control which, in turn, allows them to experience a 

satisfaction of cognitive consistency between their psychological preferences and job 

experiences (Daniel et al., 1997). 

 

As far as the impacts of demographics on job satisfaction, is concerned, the researchers 

have come up with differing results. Like the dispositional variables, these control 

variables were not supported as independently causing the observed differences in 

satisfaction and attachment among agricultural technicians working in the public and 

private sectors. When these were analyzed alone, the private sector technicians still 

emerged to be higher in satisfaction, commitment, and intention to stay than their 

counterparts in both the public sector (Mulinge, 2000). While a research from Iran reports 

that low pay and unfair promotion policy are the major negative contributors to job 

satisfaction. The researchers did not find any relationship between job satisfaction and 

age and experience. Besides this, personal features (or demographics) of employees 

partially explains the variation in job satisfaction, meaning that rest of the change is due 

to other factors (Asadi et al., 2008). 
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Researchers tell that commonly female are more satisfied than their male counterparts 

however, some studies also report otherwise.    Few studies  found a positive relationship 

between age and job satisfaction .An increase in education has generally been found to be 

inversely related to job satisfaction. Few studies were conducted to see the relationship 

between experiences of the employees, somewhere there is linear relationship was found 

(Saiyadain, 1996 & Asadi et al., 2008). 

 

4.3.2 Leading Concerns 

In the developing states the public sector plays a forefront role in economic development; 

the employment rate has been growing ghastly as compare to developed countries. It is 

the result of the strategic importance to the public sector in the economic development of 

many countries, there is a concerted effort to make public sector management respond to 

the changing needs of developing nations (Sokoya, 2000). 

 

The concepts of job satisfaction and organizational attachment are some of the most 

studied in industrial and organizational psychology and in the sociology of work and 

occupations (Mulinge, 2000). Current focus in public sector organizations of developing 

countries is on the relationship between the personal and job characteristics, and 

contextual factors of the workplace (Sokoya, 2000). 

 

Although the job satisfaction is a universal problem and both developed and developing 

countries are struggling to understand the issue and devise most effective measures to 

handles different issues of their employees’ involvement, commitment, absenteeism, and 
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turnover through creating and maintaining job satisfaction. However, due to 

environmental differences developing countries are having different concerns than the 

advanced world. Following are the leading issues of developing states with reference to 

job satisfaction of their employees: 

 

1. Shortage of Economic Resources: As the title shows that developing countries are 

not yet developed. So they have shortage of economic resources to meet their 

requirements. For example, their salary systems and structures are neither according 

to international standards nor based on the principles of equality. The employees 

work in the bad working environments with very poor facilities even to perform their 

jobs. The salaries are very low, work conditions are poor, merits are not observed in 

appointments and promotions and people are mentally disturbed due to multiple 

problems. 

 

2. Corruption: Developing countries have higher levels of public corruption. For 

example, there have been recent surveys by ‘Transparency International’ 

(Transparency International, 2010) about the levels and degrees of corruption in 

Pakistan. The government of Khyber Pakhtunkhawa (KPK) has been found the most 

corrupt government among all provinces of the country. This corruption has become 

the main source of job dissatisfaction particularly among the public servants of the 

province. Corruption happens in different styles, for example, at the time of 

appointment bribes are given to get ‘highly paid’ jobs. These highly paid jobs are 
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actually the factories of corruption. So one who is appointed with corruption will 

definitely do corruption as a ritual. 

 

3. Political Interference and Instability: Another feature of the developing countries is 

the political interference in public administration and political instability resulting 

into the frequent change of governments from democratic to dictatorial and then 

otherwise. Under democratic governments, public servants are treated as the servants 

of politicians while dictators use them as their spearheads to rule the country. In 

Pakistan, for example, under democracy political appointments, transfers and 

promotions become commonplace. When there is martial law then all bureaucracy 

becomes servant of a single person. 

 

4. Dysfunctions of Bureaucracy: Most of the developing countries have remained the 

colonies of previous western powers (for example, British in Asia and France in 

Africa). Most of them still using the colonial models of bureaucracy with very 

nominal changes. Obviously, those bureaucratic models best suited the objectives of 

foreign powers but they can never be helpful to the local governors unless they think 

themselves as ‘Desi-Goras’. This perception has created a so called ‘Bureaucratic-

Elites’ who perceive themselves in the shows of their colonial lords. In Pakistan, for 

example, the so called elites try their level best to recruit (or promote or transfer) their 

own kids, relatives, friends and supporters on the important posts in any department 

or on any post with the chances of benefits other than legal ones. 
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4.4 Job Satisfaction in Pakistan 

In Pakistan, a diversity of research projects has been conducted and the same continues to 

measure and analyze the job satisfaction of employees in both public and private sectors 

of Pakistan. Most of them used survey methods (with questionnaire and interview as data 

collection tools) to record the attitudes of job satisfaction and organizational commitment 

(Bodla & Naeem, 2004); levels of job satisfaction (Shah & Jalees, 2004); demographic 

impacts on organizational support and motivation (Qammar et al., 2006); organizational 

commitment (Chughtai & Zafar, 2006); the relationship of performance appraisal with 

productivity and job satisfaction (Khan, 2006); determinants of organizational 

commitment among IT-Professionals (Bashir & Ramay, 2008); and impacts of age, 

tenure on the job satisfaction of white collar employees in Pakistan (Tirmizi et al., 2008).  

 

4.4.1 Introduction 

Thousands of the published research articles and dissertations report that job satisfaction 

is related to performance, productivity, organizational commitment, retention and 

turnover of the employees (Bodla & Naeem, 2004). Job satisfaction has been the focus of 

many researchers measuring employee commitment level, organizational turnover and 

absenteeism. Organizations want their employees to be satisfied to become more 

productive and efficient (Shah & Jalees, 2004). Tirmizi et al., (2008) tried to find out the 

relationship between the criteria of job satisfaction and age and tenure of white collar 

employees working in organizations operating in the area of Rawalpindi and Islamabad. 



106/193 

It was found there exits a negative relationship between age, tenure and job satisfaction 

of white collar workers. 

 

Bashir & Ramay (2008) explored the factors of organizational commitment among IT-

Professionals in Pakistan. research revealed that procedural justice, information sharing 

and work policies are the critical to lower turnover rates of the professionals. They prefer 

challenging work, advancement in their career. While, Bodla & Naeem (2004) explored 

the ‘Motivator and Hygiene Factors Explaining Overall Job Satisfaction among 

Pharmaceutical Sales Representatives’ and found female sales representatives are 

somewhat more satisfied with overall job than male counterparts. Master degree holders 

are more satisfied with job than graduate degree holders. Married individuals are 

somewhat more satisfied with job than unmarried individuals. Those employees with 

more than five years are more satisfied with job than those with less than five years 

experience. Older sales representatives are more satisfied with job than younger 

counterparts. Junior employees are more satisfied with job than senior counterparts.  

 

Chughtai & Zafar (2006) conducted a study for determining whether personal attributes 

of the employee, factors of job satisfaction and organizational justice determine the 

change in the teachers’ commitment working in Islamabad, Rawalpindi, Peshawar and 

Lahore. They found that the demographic attributes like education, age, marital status, 

tenure and belief in organization are criterion variables to define job satisfaction and 

commitment. 
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4.4.2 Major Problems of Job Satisfaction in the Country 

Job satisfaction is a measure of the balance between expectations and outcomes because 

organization is a social system where every participant benefits including employees and 

customers (Khan, 2006). Job satisfaction represents attitude rather than a behavior. Job 

satisfaction is taken as dependent variable because of two reasons. First, is its 

demonstrated relationship to performance factors and, second is the value preferences 

held by organizational behavior researchers (Tirmizi et al., 2008). Researchers have 

confirmed the relationship between job satisfaction and personal characteristics of the 

employees like university teachers (Chughtai & Zafar, 2009). The empirical data about 

the human resources in Pakistan gives the impression that as more resources are 

becoming available, the income is climbing up, the country is passing through a second 

phase of demographic change (Economic Survey, 2006-07). This evidence shows that the 

overall economy of Pakistan is on the rise which will certainly create more jobs in the 

country. This will invite more researchers to evaluate and analyze the phenomenon of job 

satisfaction in the country (Tirmizi et al., 2008). There are reports that the number of 

female workers is increasing in Pakistani organizations in both public and private sector 

however, it is still a bare fact that males are obviously larger in number therefore they 

dominate (Bashir & Ramay, 2008). 

 

4.4.3 The Problems of Job Satisfaction in Local Government 

1. Political Disturbance in the Country: Pakistan has been passing through different 

types of political systems of dictatorship (Martial law) and Democracy. Most of the 
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period characterized by dictatorial rules. Even the democracies have been nominal in 

the sense that democratic rulers wanted to stay in power for the prescribed period 

without giving any performance and services to their voters. Most of the democratic 

governments were dismissed by dictators on the charges of ‘Corruption’ and 

‘Maladministration.’ These crises have seriously affected the public servants 

including those working at the local government levels.  

 

2. Frequent Changes in the Local Government Systems: Another problem is special 

to the District Officers in Pakistan is the continuous changes in the local government 

structures and operations over history of the country. Three local government systems 

have been introduced in the country during her lifetime of over sixty years. 

Unfortunately, all of these systems were introduced by dictators or Martial law 

administrators therefore none of the political parties like them however, this is not the 

reason for the failure of any systems. There are several other problems which are 

making local government systems a constant failure in the country, for example: 

 

a. The political heads of the local government system are considered as a 

threat to the provincial political powers because distribution of powers 

between provincial and districts governments are not clear in the legislation of 

the system. 

b. There is a struggle for power between local bureaucrats and the 

political executives of the district. There are reports that political and 
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bureaucratic disputes are rampant in all the district governments of not  

Khyber Pakhtunkhawa rather whole country.  

c. The political heads of the district are not clear about their duties and 

functions. This makes the situation very disturbing for the government 

officers like District officers (DO’s) and other provincial bureaucracy. Corrupt 

officers ‘fish in the troubled water’ and use things in their own favor but good 

officers become confused and don’t understand whether to listen to their 

organizational heads or political governors.  

 

3. Lack of Coordination between Political and Government Officers: Linked with 

the preceding point, there is no coordination system to bring the political and 

government workforces together into a single structure of local government for the 

area. This situation has created misunderstanding and confusions between district 

government and the bureaucrats. These disputes mostly convert into conflicts 

between different authorities which ultimately distort the work environment of local 

officers from both political and government domains. 

 

4. Problems of General Public: If the political and bureaucratic officers are confused 

about the system then what can be expected from the general public. Every local 

government system in the country has tried to bring citizens involved in the affairs of 

local government so that they could be made accountable. The systems suggested 

several structures (like citizen community boards - CCBs) wherein citizens are 

supposed to become member and thereby practically perform functions of local 
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government. There is very little trend to participate in these committees or boards. 

Even those who register, they don’t understand what to do and face multiple issues in 

playing their roles. District executive officers have to work in such environments, 

which is obviously very challenging. 

 

5. Terrorism: For the last more than two decades (since the beginning of Afghan war), 

the whole region is in the fire of terrorism. People are using religion, language, 

culture, ethnicity and many other social attributes as the basis of achieving their 

ulterior objectives. Pakistan is playing a frontline role in the so called ‘war against 

terror’ but this is appearing very expensive particularly for the common people. 

Today insecurity has gone to the peaks. Every citizen is vulnerable to the terrorist 

attacks anywhere including roads, streets, markets, parks and even ‘mosques.’ 

Terrorism is damaging every citizen, private and public employees and even the 

rulers of the country. 
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4.5 Discussion on Global Job Satisfaction 

Job satisfaction can be defined as the degree of feeling about the job and a kind of 

affective/emotional reaction to the working conditions/context of the job. Individuals at 

their early stages of employment usually experience low job satisfaction due to 

unfulfilled expectations. The employees when advanced in their careers gain maturity and 

work experience, which lead them to a more realistic level of expectations from their job 

(Tirmizi et al., 2008). 

 

4.5.1 Common Issues 

The concept of globalization in itself hints about the existence of common issues of the 

world states. The world community is increasingly becoming a global village with 

common interests, objectives, resources and thus common issues and problems. The 

citizens of a country are also the world-citizens as a member of world community. Thus, 

both the developed and developing countries have common problems as well as unique 

issues to handle. Similarly, job satisfaction of the workforce is a universal issue which is 

affected by both the national/local and international factors (Perry et al., 2006). 

 

There are common as well as unique factors of job satisfaction. Work, pay, supervision, 

promotion, environment and co-workers are the universally tested variables as the 

determinants of job satisfaction of any type of employees in any organization working 

anywhere in the world. There are differences about the number of these factors of job 

satisfaction (DeVaney & Chen, 2003). In the developed world several other factors are 
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also included in the questionnaires about the job satisfaction while in the developing 

states six basic factors are mostly used to measure the attitude. Following are the leading 

common issues for the developed and developing states with regard to the job satisfaction 

of their workforce: 

 

1. Job satisfaction is a globally common issue therefore all the countries have to give 

equal attention to the problem. Every organization working in any country has to 

constantly measure the levels of job satisfaction in their workforce because 

research have confirmed that high performance, productivity, involvement and 

commitment all depends on the degree of job satisfaction.    

 

2. All the basic factors of job satisfaction (work, pay, supervision, promotion, 

environment and co-workers) are commonly used as the primary measures of job 

satisfaction throughout the world (Ellickson & Logsdon, 2001). 

 

3. All the theories of motivation and job satisfaction are common to all the 

organizations in understanding, measuring and analyzing the degree and levels of 

job satisfaction among their employees. Content theories are used to understand 

and control the job satisfaction problems of physical workers while to manage job 

satisfaction of officers and knowledge workers, process models are most 

popularly applied in both advanced and developing countries. 

4. Personality characteristics are constantly reported as the dominant factor in 

determining the job satisfaction of employees. Thus, the role of personality 
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dimensions is common in all studies conducted either in developed or developing 

world (Sokoya, 2000). 

 

5. It is also common to both the advanced and developing states that physical and 

knowledge workers have different trends of job satisfaction. The job satisfaction 

of physical workers (or blue collar employees) is mostly concerned with visible 

factors while knowledge workers (or white collar employees) are found insisting 

for recognition, self empowerment and career development. 

 

6. There are demographic impacts on all the organizational attitudes of employees 

including the job satisfaction. A huge body of research around the world 

repeatedly reports that the demographic diversities based on age, experience, 

gender, education, race etc play dominant role in determining the organizational 

attitudes of any type of employees.  

 

7. The factors of job satisfaction and demographic attributes of the employees are 

used as the predictors of the employees’ attitudes towards the organization. This 

practice is very common to all the organizations around the world (William & 

Sandler, 1995; Saiyadain, 1996; Sokoya, 2000; Ellickson & Logsdon, 2001; Shah 

& Jaleese, 2004; Jiunn & Wu, 2005; Beyth-Marom et al., 2006; Hiroyuki et al, 

2007). Researchers have used personal attributes of the employees, their 

demographic diversities as well as the factors of job satisfaction as independents 
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to predict positive (involvement and commitment) and negative (absenteeism and 

turnover) consequences of job satisfaction and dissatisfaction.  

 

4.5.2 Unique Concerns of the Developing Countries 

Besides the common concerns of job satisfaction, the developing states have to handle 

multiple issues which are unique to their own environment. For example, there is big gap 

of resources between the poor and advanced countries so it is not possible for the 

developing countries to provide same type of facilities to their employees as they get in 

the rich world. Developing states exist on the other side of ‘Divide’. Whether it is 

‘economic-divide’, political-isolation or digital-divide - the developing states are 

struggling to abridge this distance within their limited resources. Following is a list of the 

unique problems faced by the developing states in handling the job satisfaction of their 

employees: 

 

1. There is lack of economic resources in the developing world. They are not free in 

providing sufficient resources to even simply manage their organizations at the basic 

level of operations. They give limited pay, below standard work facilities and 

environment and employees are constantly in a diversity of problems with reference 

to their job, pay, supervision, promotion, environment and co-workers. Thus, lack of 

resources is a big issue for the developing states which hinders in human resource 

management and development. 
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2. The problems of over population, low levels of literacy, political instability, and 

no or very slow growth rates are the unique problems for the developing nations 

which further aggravate the problems of job satisfaction in both the private and 

public sector organizations.  

 

3. Western countries characterize individualism and autonomy while in the Asian 

context; collectivism and harmony are more prevalent (Williams & Sandler, 

1995). Every employee is not supposed to take care of himself rather a big family 

of dependents, which definitely changes the satisfaction levels and degrees of 

every employee working either in public or private sector. For example, Chughtai 

(2008) notes that Pakistan can be considered as similar to China in terms their 

score on collectivism as well as power distance. 

 

4. Qualification or education of employees plays dominant role in the developing 

world. People with higher education and particularly those with foreign 

qualification have differences with their counterparts. For example, foreign-

returns and highly qualified workers are less satisfied than the others (Sokoya, 

2000). The problem is that these ‘foreign-returns’ start expecting the behavior of 

advanced countries in their own state forgetting that developing countries have 

their own resources and systems therefore have unique problems. The job 

satisfaction in the developing country must be analyzed in the perspective of 

native threats and opportunities. 
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5. Though demographic impacts are common to all countries however, the degree 

and intensity of their impact varies from advanced to less advanced states. In the 

developing nations, illiteracy changes the whole demographics of the 

communities. Thus, the advanced countries have less demographic differences 

than the poor world (Moynihan & Pandey, 2007). Due to lack of education, 

people are classified according to more demographic attributes than in the 

educated societies. In the developing countries, societies are strictly divided into 

groups based on language, color, race, economic status, religious sects and many 

other criteria. 

 

6. Although six basic factors of satisfaction are similar to all the organizations and 

countries however, advanced states have moved up in the hierarchy of needs 

while poor nations are still struggling to handle traditional factors of job 

satisfaction. For example, pay is still a big issue in the developing world while 

rich states are working beyond pay at the social and psychological requirements 

of their employees (Crossman & Abou-Zaki, 2003). Since developing states are 

economically weak therefore they cannot raise their pay levels at par with the 

advanced countries. Every year government declares an increase in pay which is 

always less than the price index therefore the impacts are either nominal or 

marginalized by the increasing prices in comparison to additions in pay. 

 

7. In the countries like Pakistan, the organizational rules and regulations and their 

implementation is yet not that much mature as it exits in the developed countries. 
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Merit is not so much appreciated therefore promotions are still affected by 

corruption, nepotism and favoritism. Such practices make the personnel 

management a unique problem thereby requiring different treatment than the rich 

countries. The books and news papers have long been discussing bureaucratic 

problems of red-tapism, formalism, secretive-administration, and politicization of 

bureaucracy. 

 

8. The reward systems in the developing courtiers are not compatible with the 

environment. There are several structures for this purpose. Government says 

something while practically something else happens. For example, recently 

government has fixed the minimum salary of a laborer equal to six thousand. But 

this is not being implemented practically by many of the private and public 

organizations. The private organizations save their expenses while public officers 

take their share in the pay of laborers. 
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Chapter 5 FINDINGS OF THE EMPIRICAL STUDY 

 

This chapter is the main part of the thesis. It presents the ‘empirical-findings’ of 

the research project. Both descriptive and inferential analyses have been presented 

to test the hypotheses generated in the literature review. This chapter includes 

sections on descriptive data on respondents and research variables, application of 

tests of significance, correlation Analysis, regression analysis or measure cause 

and effect relationships, and finally a summary of the results have been presented.  

 

5.1 Introduction 

The public sector in the developing countries plays a forefront role in the economic 

development therefore there are consistent plans and programs for making public sector 

organizations powerfully responsive to the shifting paradigms of development in the 

developing world (Sokoya, 2000). Furthermore, very few studies have worked on the job 

satisfaction among government employees (Ellickson and Logsdon, 2001). However, 

thousands of the published research articles as well as dissertations suggest that job 

satisfaction/dissatisfaction results into performance, productivity, organizational 

commitment, retention and turnover of the workforce (Bodla & Naeem, 2004).  

 

Research shows that pay, work, supervision, promotion, work environment, and 

coworkers are the main predictors of job satisfaction (see for example, Ellickson & 
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Logsdon, 2001; Griffin, 2002:456; DeVaney & Chen, 2003; Saari & Judge, 2004). 

Likewise, personal and organizational factors, job characteristics, market factors 

(Saiyadain, 1996; Sokoya, 2000; Rocca & Kostanski, 2001), challenging work, 

supportive working conditions and colleagues (Bajpai & Srivastava, 2002), and  

demographic attributes have also been used to forecast the job satisfaction (Shah & 

Jalees, 2004; Tsigilis et al., 2006). 

 

This project is based on an empirical study conducted for writing PhD dissertation on 

“The job satisfaction of District Officers in Khyber Pakhunkhawa, Pakistan.” the 

regression of the factors of job satisfaction (pay, work, supervision, promotion, 

environment and coworkers) on involvement and commitment (positive consequences) as 

well as on absenteeism and turnover (negative consequences) were computed. However, 

surprisingly, positive consequences are predicted by four factors excluding ‘work’ and 

‘promotion’ while negative attitude is predicted by all the six predictors with very 

significant p-values. 

 

5.2 Descriptive Results 

Some statistical techniques are applied to virtually every branch of public and private 

enterprises. These are categorized into descriptive and inferential statistics. Graphs, 

tables, and charts that display data so that they are easier to understand all examples of 

descriptive statistics (Levin, 1978:4). (See section 5.3 for inferential applications). This 
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section uses simple and cross tables to present descriptive data about the respondents 

(Table 5.1) and the research variables (Table 5.2). 

 

5.2.1 Respondents’ Profile 

 

Table 5.1 The Cross-tabulation of Length of Service, Designation, & Gender 

Gender  Length of Service Designation Total 
  BPS16-18 BPS19-20  
Male 1-5 15 24 39 
  6-10 44 32 76 
  11-15 35 11 46 
  Total 94 67 161 
Female 1-5 3 6 9 
  6-10 11 12 23 
  11-15 7 5 12 
  Total 21 23 44 
 Grand Total 115 90 205 
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5.2.2 Descriptive Statistics on Research Variables 

 

Table 5.2 The Descriptive Statistics of Research Variables (n=205) 

  Minimum Maximum Mean Std. 
Deviation 

Human  1.00 7.00 5.0553 1.22171 

Organization 1.00 7.00 4.9598 1.04754 

Context 1.00 6.75 4.6659 1.06409 

Pay 2.00 6.50 5.0378 .96576 

Work 1.00 7.00 5.2049 1.37715 

Supervision 1.25 6.50 4.7939 .92117 

Promotion 1.00 6.67 5.0033 1.23184 

Environment 1.33 6.67 4.1951 1.01400 

Coworker 1.00 6.75 4.8073 1.25027 

Total Satisfaction 1.35 6.41 4.8581 .93481 

Involvement and 

Commitment 

1.67 6.00 4.2203 .78597 

Absenteeism and 

Turnover 

2.50 6.17 4.8724 .66224 
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5.3 Testing of Hypotheses 

The literature review generates a theory from which deductions about the relationships of 

variables can be hypothesized and tested through empirical data (Goode & Hatt, 

1952:56). After extensive literature survey, the researcher can state the working 

hypothesis (Kothari, 1986:21-22). A good literature review thus provides the foundation 

for developing a comprehensive theoretical framework from which hypotheses can be 

developed for testing (Sekaran, 1999:62). A hypothesis is a guess (based on facts) about 

the relationship between two or more variables, for example, Ellickson & Logsdon 

(2001) found that gender has no effect on the job-satisfaction of municipal employees (a 

fact for them) but the same is included in this research as hypotheses because our 

empirical data and tests will either accept it as fact or reject it as assumption in the case of 

this study. 

 

Several statistical tools have been used to test the hypotheses about a variety of 

relationships between the variables. For example, correlation analysis tells about the 

‘direction and the strength’ of ‘association’ between the research variables therefore 

hypotheses about the association are computed through correlation formulas. Similarly, 

‘cause and effect’ relationships between the independent and dependent variables are 

tested through ‘tests of significance’ (See Section 5.3.2) and ‘regression analysis’ (See 

Section 5.3.3) to substantiate hypotheses about the impacts of demographic attributes on 

the responses and prediction of variations in the criterion variables due to the predictor 

variables. 
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5.3.1 Correlation Analysis 

(H1): All the Variables are Significantly Correlated  

Table 5.3 Showing Correlations between the Research Variables 

    HU
M 

ORG CXT PAY WRK SUP PRO ENV COW IC 

HUM r 1          

  p .          

ORG r .824
** 

1         

  p .000 .         

CXT r .769
** 

.746** 1        

  p .000 .000 .        

PAY r .747
** 

.680** .602** 1       

  p .000 .000 .000 .       

WRK r .755
** 

.614** .649** .564** 1      

  p .000 .000 .000 .000 .      

SUP r .795
** 

.647** .658** .650** .641** 1     

  p .000 .000 .000 .000 .000 .     

PRO r .776
** 

.724** .632** .952** .609** .677** 1    

  p .000 .000 .000 .000 .000 .000 .    

ENV r .395
** 

.477** .469** .363** .333** .399** .426** 1   

  p .000 .000 .000 .000 .000 .000 .000 .   

COW r .794
** 

.789** .675** .838** .596** .661** .899** .578** 1  

  p .000 .000 .000 .000 .000 .000 .000 .000 .  

IC r .375
** 

.274** .408** .355** .291** .581** .337** .603** .348** 1 

  p .000 .000 .000 .000 .000 .000 .000 .000 .000 . 

AT r .396
** 

.376** .365** .529** .262** .536** .434** .459** .399** .572** 

  p .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 

** Correlation is significant at the 0.01 level (2-tailed). 

Table 5.3 is a correlation table, which shows multiplicity of relations between different 

research variables. The main points are: 

1. Contextual variables are highly correlated with factors of job satisfaction. 

Their correlation with consequences is also significant but less significant. 

2. Similarly, factors of job satisfaction have lower levels of correlation values 

with the consequences. 
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3. It is however, surprising that involvement and commitment is highly 

correlated with absenteeism and turnover with r = 0.572. 

5.3.2 Demographic Impacts 

The demographic impacts on the responses of the employees have been computed, 

documented and debated in almost all the research on job satisfaction. Researchers have 

been reporting multiplicity of demographic-implications for job-related attitudes 

including satisfaction, involvement, commitment as well as absenteeism and turnover 

(See Table 5.4 for details). Table shows that length of services or experience (16-hits), 

gender (19-hits), qualification/education (13-hits), and marital status (8-hits) have been 

widely explored by the researchers.  
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Table 5.4 Demographic Testing of Hypotheses in the Existing Research 

 Length of 
Service 

Gender Qualific
-ation 

Marital 
Status 

Designation 

Zin, RM. (1996) √ √    
Lunjew et al., (1996) √  √   
Alao, A.I( 1997) √ √  √  
Bhat, RJ.(1997) √ √ √   
McCormick,CA. (2000) √ √ √ √  
Sergent & Hannum, (2003)  √    
Wharton et al., (2004)  √    
Keong & Sheehen, (2004)  √    
Sivanand, (2004)  √ √   
Lovett et al., (2004)  √ √ √  
Bender & Heywood, (2004) √ √ √ √  
Wheeler, PL.(2005) √ √ √   
Bull, IHF. (2005)  √ √   √ 
Yousaf & Shamsuri, (2006) √ √ √ √  
Qammaar et al., (2006)  √    
Ololube, N.(2006) √  √   
Dawal & Taha, (2006) √   √  
Pitts et al., (2006)  √  √   
Lacity & Iyer, (2007) √ √    
Yew, Lt. (2008) √ √ √ √  
Alzaidi, AM.(2008)   √   
Chughatia, AA. (2008)  √    
Harman et al., (2009) √ √  √  
Dickson & Lorez, (2009) √ √ √   

Frequency 16 19 13 8  
 

The results of demographic hypotheses testing are diverse across the literature. Some 

researchers have identified limited impacts (Williams & Sandler, 1995; Kim, (2004) 

while others have recorded significant implications of demographic attributes (Bodla & 

Naeem, 2004; Moynihan & Pandey, 2007). Similarly, varying results have been reported 

on the same demographic characteristics (See for example, Ellickson & Logsdon, 2001; 

Shah & Jalees, 2004;). For example, researchers have found that not the age rather 
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experience has more powerful impacts on job-satisfaction, intention to leave, 

organizational commitment etc (Moynihan & Pandey, 2007). 

 

The satisfaction level of male members was higher than the female members. 95% female 

were more satisfied than male as contrary to the hypothesis developed (Shah & Jalees, 

2004). Similarly, other researchers report that females are somewhat more satisfied with 

overall job than male counterparts. Master degree holders are more satisfied with job than 

graduate degree holders. Married individuals are somewhat more satisfied with job than 

unmarried individuals. Older sales representatives are more satisfied with job than 

younger counterparts. Junior frontline employees are somewhat more satisfied with job 

than senior counterparts (Bodla & Naeem, 2004). Furthermore, research reveals that the 

culture of the work environment also determines job satisfaction (Getahun et al., 2007). 

 

a. Difference of Opinion on the Basic of Different Departments 

Departmental differences have been identified by several researchers (Ellickson & 

Logsdon, 2001; Shah & Jalees, 2004; Getahun et al., 2007). For example, Ellickson & 

Logsdon, (2001) found that employee feelings of departmental esprit de corps were 

significantly (and positively) related to overall job satisfaction. Shah & Jalees, (2004) 

however unearthed no significant difference between satisfaction levels of the faculty 

members of different departments. (Shah & Jalees, 2004) thus, the hypothesis is: 
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 (H2): Job-Satisfaction is different from Department to Department  

Table 5.5 Departmental Impacts on Job Satisfaction (ANOVA) 

df = 5/199, Table-Value = 2.21, @ p=.05 

   F Sig. 
1 Human Factors 3.783 .003
2 Organizational Factors 1.715 .133
3 Contextual Factors 2.590 .027
4 Pay  2.487 .033
5 Work 6.520 .000
6 Supervision 9.142 .000
7 Promotion 1.732 .129
8 Work-Environment .331 .894
9 Co-Workers 1.349 .245
10 Total Satisfaction 3.105 .010
11 Involvement & Commitment 6.127 .000
12 Absenteeism & Turnover 5.575 .000
   8/12
 

In this test ANOVA was used to compute the significance of impacts (if any) of the 

departmental variations among the attitude of officers towards different dimensions of 

their job satisfaction. Eight out of twelve tests are significant showing the impacts of 

departmental differences between the respondents. The officers in six departments have 

difference of opinion about the roles of ‘human & contextual factors, pay, work, 

supervision, and total satisfaction’ as well as ‘involvement/commitment and 

absenteeism/turnover’. The impact is therefore 8/12 or 0.67%. The hypothesis is thus 

accepted. 

b. The Impacts of Designation on Job Satisfaction 

The designation has been studied by several researchers with reference to measuring its 

impact on the job satisfaction of employees in both public and private organizations (see 

for example, Rocca & Kostanski, 2001; Furnham et al., 2002; Nguyen et al., 2003; 

Nelson et al., 2006). 
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 (H3): Higher-Grade Officers are Less Satisfied than the Lower-Grade Officers 

 

Table 5.6 The Relationship between Job Satisfaction and Designation (t-test) 

df = 203, Table-Value = 1.96, @ p=.05 

   t  Sig. (2-tailed) 
1 Human Factors .687 .493
2 Organizational Factors .319 .750
3 Contextual Factors -.836 .404
4 Pay  -.451 .653
5 Work .045 .964
6 Supervision .909 .365
7 Promotion -.423 .673
8 Work-Environment .032 .975
9 Co-Workers -.432 .667
10 Total Satisfaction -.033 .973
11 Involvement & Commitment -.985 .326
12 Absenteeism & Turnover .073 .942

 

The officers were grouped into two upper and lower BPS: 16-18 and 19-20. t-Test was 

applied for calculating the significance of the impact. But surprisingly, no impact was 

recorded any of the twelve tests because p-value of all applications is far above the 

required significance levels of 0.05. The p-values range from 0.3 to 0.9 proportionally 

greater than the expected values. Thus, there are no impacts whatsoever of the 

differences of designation thereby showing that all the officers are facing same problems 

and similar levels of satisfaction from designation point of view.Thus our hypothesis that  

higher-Grade Officers are Less Satisfied than the Lower-Grade was rejected. 

 

c. Impacts of Qualification 

While there is a linear relationship between education and job satisfaction, one could  

perhaps speculate that worker’s qualification is said to be in tune with his/her job or work 

because if there is mismatch, which is felt by the employee, it can naturally lead to 
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employee’s dissatisfaction (Saiyadain, 1996). Those managers who have got foreign 

education is expected to be less satisfied however, this was not true in Nigeria showing 

that studying abroad don’t have negative impacts on the job satisfaction of public sector 

employees in Nigeria (Sokoya, 2000). (Bajpai & Srivastava, 2002). The hypothesis to be 

tested is: 
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(H4): Highly Educated Officers are more satisfied than the Less Qualified 

 

Table 5.7 The Impacts of Qualification (t-test) 

df = 203, Table-Value = 1.96, @ p=.05 

   t Sig. (2-tailed) 
1 Human Factors 2.951 .004
2 Organizational Factors 2.503 .013
3 Contextual Factors 1.677 .095
4 Pay  2.890 .004
5 Work 4.069 .000
6 Supervision 3.608 .000
7 Promotion 2.861 .005
8 Work-Environment 1.708 .089
9 Co-Workers 2.550 .011
10 Total Satisfaction 3.364 .001
11 Involvement & Commitment 3.356 .001
12 Absenteeism & Turnover 1.426 .155

 

Using qualification of the respondents two groups were formed with the differences of  

Graduates and Masters education. The results are very significant in the sense that nine 

out of twelve applications have rejected null-hypotheses. Only three applications indicate 

similar attitudes of both the education groups. Alternative hypotheses have been accepted 

on human and organizational factors, pay, work, supervision, promotion, co-workers, 

total satisfaction and involvement & commitment. The respondents have similar attitudes 

about contextual and environmental factors and absenteeism & turnover. So the impact is 

9/12 or 0.75%. 
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d. Impacts of Gender 

Mixed results have been reported about the gender differences between the employees. In 

some research projects males are more satisfied than females while others have reported 

differently. Women workers are reported to be less satisfied from their jobs as well as 

show weaker intellectual and physical powers as compared to male workers (Wiedmer, 

1998). On the other hand some researchers report that the satisfaction level of male 

members was less satisfied than the female members. 95% female were more satisfied 

than male as contrary to the hypothesis developed (Shah & Jalees, 2004).  

 

However, other researchers report that females are somewhat more satisfied with overall 

job than male counterparts (Bodla & Naeem, 2004). Similarly, another researcher found 

that male faculty members were less satisfied than female faculty members in the current 

study. The findings imply those faculties were most satisfied with the content of their job 

and least satisfied with the context in which their job was performed (Karimi, (2007). On 

the basis of our findings, the hypothesis is: 
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(H5): Males are Less Satisfied than Female Officers  

 

Table 5.8 The Impacts of Gender (t-test) 

df = 203, Table-Value = 1.96, @ p=.05 

   t Sig. (2-tailed) 
1 Human Factors -2.769 .006
2 Organizational Factors -1.675 .095
3 Contextual Factors -1.678 .095
4 Pay  -3.355 .001
5 Work -3.353 .001
6 Supervision -6.250 .000
7 Promotion -2.690 .008
8 Work-Environment -1.133 .259
9 Co-Workers -1.914 .057
10 Total Satisfaction -3.234 .001
11 Involvement & Commitment -7.012 .000
12 Absenteeism & Turnover -4.809 .000
   8/12

 

Hypothesis 5 is accepted because the results are 8/12 (67%). Therefore in this research 

project the results are significantly showing the gender impacts with males less satisfied 

and females more satisfied from different factors of their job satisfaction. 
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e. Length of Service 

The experience, length of service, or tenure has widely been explored by almost all the 

researchers working on the measurement of job satisfaction and its consequences (Clark-

Rayner & Harcourt, 2000; Kim, 2004; Bodla & Naeem, 2004; Beyth-Marom et al., 2006; 

Tella et al., 2007). 

 

(H6): Greater the experience, lower will be the job satisfaction.  

 

Table 5.9 The Impacts of Length of Service (ANOVA) 

df = 2/202, Table-Value = 3.0, @ p=.05 

   F Sig. 
1 Human Factors .406 .667
2 Organizational Factors .002 .998
3 Contextual Factors 1.459 .235
4 Pay  .323 .725
5 Work 4.517 .012
6 Supervision 1.266 .284
7 Promotion .733 .482
8 Work-Environment .690 .503
9 Co-Workers .722 .487
10 Total Satisfaction .823 .441
11 Involvement & Commitment 2.675 .071
12 Absenteeism & Turnover .162 .851
   1/12

 

Table 5.9 reports the findings of t-Tests about the impacts of experience on job 

satisfaction. However, as the results show the impacts are 1/12 (.08%), which is 

insignificant therefore hypothesis 6 is rejected declaring no effects of experience. 
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5.3.3 Prediction of Criterion Variables 

The public sector in the developing countries plays a forefront role in the economic 

development therefore there are reconsideration of plans and policies in the public sector 

organizations so that their management could be convinced to handle changes around 

their institutions in the developing states effectively (Sokoya, 2000). Furthermore, very 

few studies have worked on the job satisfaction among government employees (Ellickson 

and Logsdon, 2001). However, thousands of the published research articles as well as 

dissertations suggest that job satisfaction/dissatisfaction results into performance, 

productivity, organizational commitment, retention and turnover of the workforce (Bodla 

& Naeem, 2004; Karimi, 2007; Moynihan & Pandey, 2007). 

 

Given the established worth of job-satisfaction as the predictor of organizational 

efficiency and effectiveness, managements around the world apply all possible methods 

to predict the job-satisfaction itself. Furthermore, job-satisfaction is widely accepted as 

the function of different factors including work itself, pay, supervision, promotion, 

coworkers and work environment. Thus, the same factors can be used to foretell the 

future behavior of the workers and officers with reference to their job-satisfaction 

attitudes (Ellickson & Logsdon, 2001; Luthans, 2005:211; Robbins, 2005:24; Getahun et 

al., 2007). 

 

Research shows that pay, work, supervision, promotion, work environment, and 

coworkers are the main predictors of job satisfaction (see for example, Ellickson & 

Logsdon, 2001; Griffin, 2002:456; DeVaney & Chen, 2003; Saari & Judge, 2004). 
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Likewise, personal and organizational factors, job characteristics, market factors 

(Saiyadain, 1996; Sokoya, 2000; Rocca & Kostanski, 2001), challenging work, 

supportive working conditions and colleagues (Bajpai & Srivastava, 2002), and  

demographic attributes have also been used to forecast the job satisfaction (Shah & 

Jalees, 2004; Tsigilis et al., 2006; Karimi, 2007). Table 5.10 gives a Birdseye view of the 

regression analysis used for predicting job satisfaction by the contemporary researchers. 

Table 5.10 Regression Analysis used by other Researchers 

 Researchers  Variables  
1 Wai, WK. (2006) Supportive, Rewards, Innovation Performance, 

Stability, Community, Job Satisfaction. 
2 Ali, & Khalid, 

PSA.(2006) 
Organization Community Behavior Withdrawal 
Behavior , Turnover intention/Absenteeism 

3 Chowdhury, MS. 
(2007) 

Intrinsic & Extrinsic Motivation. 

4 Bender, & 
Heywood, (2004) 

Salary, Supervisory Tenure, Academics, 
Management sciences, Arts. 

5 Lee, & Jamil. M. 
(2003) 

Individual Level Organization Commitment & 
Group Level Organizational Commitment 

6 Lunjew et al., 
(1996) 

Participation & Job Satisfaction, Participation & 
Leadership. 

7 Chughatia, AA. 
(2008) 

Job Innovation, Organization Commitment, in role 
performance, Organizational Citizenship Behavior 

8 Dickson, & Lorez, 
(2009) 

Job Satisfaction, Psychology, Empowerment, 
Competence, Organization Tenure 

9 Yew, Lt. (2008) Position, Independent, Job, Promotion, Supervision 
Coworkers, Dependent, Organization commitment 

10 Dang & Rogers,  
(2007) 

Level of satisfaction, Predictor of Job Satisfaction, 
Effects, salary, Social status, Work Environment & 
Appreciation from parents 
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a. Prediction of Pay by the Contextual Factors 

The research reports over and over that individual factors and contextual variables 

determine all the organizational attitudes including job satisfaction in any organization 

(see for example, Sokoya, 2000; Kim, 2004; Moynihan & Pandey, 2007). 

 

Table 5.11 Prediction of Pay by Contextual Factors 

R R 
Square 

Adjusted R 
Square 

Std. Error of 
the Estimate 

F Sig. 

.756(a) .571 .565 .63715 89.230 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta  t  Sig. 
(Constant) 1.785 .223  7.992 .000
Human .454 .071 .574 6.428 .000
Organizational .180 .079 .196 2.278 .024
Contextual .013 .069 .015 .196 .845

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: PAY 

 

Table 5.11 gives the results of regression analysis wherein two (human and 

organizational) of the independent variables have significant role (0.000 and 0.024) in 

explaining the variation in ‘Pay’ while third contextual (broader social context) variable 

(0.845) has no significant role in the regression process. Table shows that R2 = .571 

indicating that 57% of the dependent variable is determined by the independent variables. 

Since two of the variables are significant in determining the variation therefore the 

hypothesis is accepted that contextual factors are affecting the satisfaction from pay. 
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 b. Prediction of Work by the Context 

 

Table 5.12 The Relationship between overall Context & Work 

R R 
Square

Adjusted R 
Square 

Std. Error of 
the Estimate

F Sig. 

.764(a) .583 .577 .89542 93.848 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta t Sig. 

(Constant) .751 .314  2.393 .018
Human .768 .099 .682 7.739 .000
Organizational -.120 .111 -.092 -1.082 .281
Contextual .250 .097 .193 2.580 .011

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: WORK 

  

In Table 5.12, Regression of contextual factors on ‘satisfaction from work’ also gives 

mixed results in the sense that two (human and contextual) of the variables have 

significant impact (0.000 and .011) on the dependent variable however one variable 

(organizational) is not playing significant role with p-value of 0.281. It is also given in 

the table that R2 = .583 meaning that 58% of variation is determined by context. Two of 

the variables are explaining the dependent variable with strength therefore null 

hypothesis is rejected and alternative is substantiated. 
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c. Prediction of Supervision by Context 

 

Table 5.13 The Impacts of Contextual Factors on Supervision 

R R 
Square 

Adjusted 
R Square

Std. Error of 
the Estimate

F Sig. 

.800(a) .639 .634 .55732 118.773 .000(a)
  Unstandardized 

Coefficients Standardized Coefficients 
  B Std. Error Beta t Sig. 

(Constant) 1.705 .195  8.728 .000
Human .569 .062 .754 9.200 .000
Organizational -.066 .069 -.075 -.947 .345
Contextual .116 .060 .134 1.918 .057

a  Predictors: Human, Organizational & Contextual Factors 

b  Dependent Variable: SUPERVISION 

 

The regression of contextual factors on ‘supervision’ is explained in Table 5.13 which 

tells that only one independent variable (human) has significant effect (p-value = 0.000) 

while rest of the two variables (organizational and broader social context) has no role in 

determining the variation in the dependent variable.  

 

Although only one variable is giving significant results but R2 = .639 which tells that 

64% of variation is determined by context where only one variable is playing significant 

role. Though only one variable is appearing significant but since 64% of variation is 

explained by context therefore null hypothesis is rejected. 
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d. Contextual Factors Determine the Satisfaction from Promotion 

 

Table 5.14 Determination of Promotion by Contextual Variables 

R R 
Square 

Adjusted 
R Square 

Std. Error of 
the Estimate

F Sig. 

.790(a) .625 .619 .76041 111.450 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta t Sig. 

(Constant) .606 .267  2.274 .024
Human .558 .084 .553 6.615 .000
Organizational .302 .094 .257 3.197 .002
Contextual .017 .082 .015 .210 .834

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: PROMOTION 

 

As Table 5.14 shows that human and organizational factors are significantly (p-values are 

0.000 and 0.002 respectively) explaining the variation in the dependent variable: 

Satisfaction from Promotion. R2 is .625 showing that 63% of change in the dependent 

variable is determined by two of the independents.  

 

The broader social context has no effect whatsoever on promotion. Given that there is 2/3 

impact on the dependent variable therefore alternative hypothesis is accepted recognizing 

the role of independent variables. 
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e. The Explanation of Work Environment by Contextual Factors 

 

Table 5.15 The Prediction of Work-Environment by Context 

R R 
Square 

Adjusted 
R Square

Std. Error of 
the Estimate

F Sig. 

.512(a) .262 .251 .87771 23.757 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta t Sig. 

(Constant) 1.675 .308  5.443 .000
Human -.116 .097 -.140 -1.191 .235
Organizational .355 .109 .367 3.258 .001
Contextual .288 .095 .303 3.036 .003

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: WORK-ENVIRONMENT 

 

Work environment has been significantly explained by organizational and contextual 

factors (with p-values of .001 and .003 respectively) of research. Human factors are 

playing no role in this process. R2 is .262 which means that about 26% of the variation in 

dependent variable is explained by two of the dependent variables. As the dependent 

variable has been determined by two out of three variables therefore null hypothesis is 

rejected and alternative is substantiated.  
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f. Satisfaction from Co-Workers depends on the Contextual Factors 

 

Table 5.16 Satisfaction from Co-Workers Determined by Contextual Forces 

R R 
Square 

Adjusted 
R Square

Std. Error of 
the Estimate

F Sig. 

.829(a) .688 .683 .70394 147.509 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta t Sig. 

(Constant) -.039 .247  -.160 .873
Human .434 .078 .424 5.564 .000
Organizational .482 .087 .404 5.518 .000
Contextual .056 .076 .047 .729 .467

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: COWORKERS 

 

Table 5.16 indicates that two of the independent variables (human and organizational) 

have significant impacts on the ‘satisfaction from co-workers’. Both have p-values of 

.000 showing high level significance. Broader social context has no role in this regression 

as it carries p-value of .467. As the table shows that R2 = .688 meaning that 69% of the 

dependent variable depends on the contextual factors. Given the value of R2 and role of 

independents in 2/3, we reject the null hypothesis.  
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g. Total Satisfaction is explained by Contextual Factors 

 

Table 5.17 Regression of Context on Total Satisfaction 

R R 
Square 

Adjusted 
R Square 

Std. Error of 
the Estimate

F Sig. 

.950(a) .903 .902 .29296 625.354 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta T Sig. 

(Constant) .720 .103  7.014 .000
Human .407 .032 .532 12.543 .000
Organizational .237 .036 .266 6.517 .000
Contextual .193 .032 .220 6.100 .000

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: Total Satisfaction 

 

Table 5.17 gives data about the regression of contextual factors on ‘total satisfaction’ is 

highly significant because all of the three independent variables have collectively 

explained the dependent variable. All variables have p-values of 0.000 showing that the 

total satisfaction is explained by the all the contextual factors. R2 of .903 means that 90% 

of the variation is explained by three of the dependent variables. Thus, alternative 

hypothesis is accepted as true. 
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h. Contextual Factors Determine the Involvement and Commitment 

 

Table 5.18 Prediction of Involvement and Commitment by Contextual Variables 

 R R 
Square 

Adjusted 
R Square

Std. Error of 
the Estimate

F Sig. 

.438(a) .192 .180 .71180 15.910 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta t   Sig. 

(Constant) 2.908 .250  11.656 .000
Human .190 .079 .296 2.412 .017
Organizational -.178 .088 -.237 -2.009 .046
Contextual .264 .077 .357 3.423 .001

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: Involvement and Commitment 

 

Prediction of ‘involvement and commitment’ (Table 5.18) is very powerfully explained 

by all the contextual variables with p-values of .017, .046, and .001 respectively. Given 

this the alternative hypothesis is accepted as standing true.  

 

It is however, surprising that R2 = .192 meaning that only 19% of the variation in 

dependent variable is explained by the contextual factors. However, keeping in view 3/3 

role of independent variables, we reject the null hypothesis. 
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i. Contextual Factors Determine the Absenteeism and Turnover 

Table 5.19 Regression of Context, Org and Human on Absenteeism and Turnover 

R R 
Square 

Adjusted R 
Square 

Std. Error 
of the 

Estimate 

F Sig. 

.412(a) .170 .157 .60796 13.683 .000(a) 
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta t Sig. 

(Constant) 3.595 .213  16.867 .000 
Human .116 .067 .213 1.716 .088 
Organizational .071 .075 .113 .946 .345 
Contextual .073 .066 .117 1.103 .271 

a. Predictors: Human, Organizational & Contextual Factors 

b. Dependent Variable: Absenteeism and Turnover 

 

Surprisingly, none of the contextual factors have any impact on the dependent variable as 

all the p-values are greater than the critical value of .05. However, R2 = .170 showing that 

context is explaining 17% of variation in the absenteeism and turnover. Both R2 and p-

values are insignificant therefore null hypothesis is accepted. 
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j. Factors of Job-Satisfaction Predict the Total Satisfaction  

Several researchers have explored the impacts of the ‘Factors of Job Satisfaction’ on job 

satisfaction. For example, a research reports that the results of the multivariate regression 

on job satisfaction shows that pay, promotion, fringe benefits and working conditions 

determine it (Santhapparaj & Alam, 2005).  

 

Table 5.20 Prediction of Total Satisfaction by Factors of Satisfaction 

R R 
Square

Adjusted 
R Square 

Std. Error of 
the Estimate 

F Sig. 

.986(a) .973 .972 .15660 1178.513 .000(a)
  Unstandardized 

Coefficients 
Standardized 
Coefficients 

  

  B Std. Error Beta T Sig. 

(Constant) .096 .083  1.153 .250
Pay .160 .038 .165 4.209 .000
Work .181 .011 .267 16.496 .000
Supervision .212 .018 .209 11.879 .000
Promotion .067 .037 .088 1.793 .075
Environment .116 .014 .126 8.371 .000
Co-Workers .245 .023 .327 10.560 .000

a  Predictors: Pay, Work, Supervision, Promotion, Work-Environment and 

Co-Workers 

b  Dependent Variable: Total Satisfaction 

 

Table 5.20 shows that all the ‘factors of job satisfaction’ have significantly explained the 

independent variable (total satisfaction) except one (promotion). Five out of six 

independent variables are giving p-values of .000 showing the full impact and dominant 

role. Similarly, R2 = .973 telling that 97% of change in the total satisfaction depends on 

the factors of job satisfaction. Given these results we accept the alternative hypothesis 

that total job satisfaction is determined by the factors of job satisfaction. 
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k. Involvement & Commitment is Explained by Factors of Job-Satisfaction 

 

Table 5.21 Regression of Factors of Satisfaction on Involvement and Commitment 

R R 
Square 

Adjusted R 
Square 

Std. Error of 
the Estimate 

F Sig. 

.778(a) .605 .593 .50145 50.529 .000(a)
  Unstandardized 

Coefficients 
Standardized Coefficients 

  B Std. Error Beta T Sig. 

(Constant) .415 .265  1.563 .120
Pay .418 .122 .513 3.437 .001
Work -.061 .035 -.107 -1.735 .084
Supervision .520 .057 .609 9.101 .000
Promotion -.207 .119 -.324 -1.733 .085
Environment .490 .044 .633 11.040 .000
Co-Workers -.311 .074 -.495 -4.191 .000

a. Predictors: Pay, Work, Supervision, Promotion, Work-Environment and 

Co-Workers 

b. Dependent Variable: Involvement and Commitment 

 

As indicated above (determination of total satisfaction by factors of job satisfaction in 

Table 5.20) the results of regression on ‘involvement and commitment’ (Table 5.21) are 

also very significant because four out of six independents are playing significant role in 

the determination of change in the dependent variable. Only work (p-value = .084) and 

promotion (p-value = .085) are insignificant in regression analysis. Furthermore, R2 = 

.605 which means that 61% of change in dependent variable depends on the factors of job 

satisfaction. Keeping in view these results we accept the alternative hypothesis. 
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l. Prediction of Absenteeism & Turnover by Factors of Job-Satisfaction 

 

Table 5.22 Regression of Factors of Satisfaction on Absenteeism and Turnover 

R R Square Adjusted R 
Square 

Std. Error of 
the Estimate 

F Sig. 

.754(a) .568 .555 .44188 43.365 .000(a) 
 Unstandardized 

Coefficients 
Standardized Coefficients 

 B Std. Error Beta T Sig. 
(Constant) 1.276 .234  5.458 .000 
Pay .909 .107 1.326 8.487 .000 
Work -.074 .031 -.155 -2.404 .017 
Supervision .318 .050 .442 6.316 .000 
Promotion -.483 .105 -.899 -4.591 .000 
Environment .290 .039 .444 7.404 .000 
Co-Workers -.191 .065 -.361 -2.921 .004 

a. Predictors: Pay, Work, Supervision, Promotion, Work-Environment and Co-

Workers 

b. Dependent Variable: Absenteeism and Turnover 

 

Table 5.22 gives results showing the regression of factors of job satisfaction on 

absenteeism and turnover. All the variables have p-values less than the critical value of 

.05 which shows that all are significantly affecting the dependent variable. Likewise, R2 = 

.568 meaning that factors of job satisfaction explain 57% of the variation in absenteeism 

and turnover. Keeping in view these results, we can reject the null hypothesis and claim 

that all independents are explaining the variation in the dependent variable. 
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5.4 Summary of the Empirical Findings 

 

Table 5.23 Summary of Demographic Impacts 

 Department Designation Qualification Gender Length of 
Service 

 F Sig. t Sig. t Sig. t Sig. F Sig. 
Human Factors 3.783 .003 .687 .493 2.951 .004 -2.769 .006 .406 .667 
Organizational 
Factors 

1.715 .133 .319 .750 2.503 .013 -1.675 .095 .002 .998 

Contextual 
Factors 

2.590 .027 -.836 .404 1.677 .095 -1.678 .095 1.459 .235 

Pay  2.487 .033 -.451 .653 2.890 .004 -3.355 .001 .323 .725 
Work 6.520 .000 .045 .964 4.069 .000 -3.353 .001 4.517 .012 
Supervision 9.142 .000 .909 .365 3.608 .000 -6.250 .000 1.266 .284 
Promotion 1.732 .129 -.423 .673 2.861 .005 -2.690 .008 .733 .482 
Work-
Environment 

.331 .894 .032 .975 1.708 .089 -1.133 .259 .690 .503 

Co-Workers 1.349 .245 -.432 .667 2.550 .011 -1.914 .057 .722 .487 
Total 
Satisfaction 

3.105 .010 -.033 .973 3.364 .001 -3.234 .001 .823 .441 

Involvement & 
Commitment 

6.127 .000 -.985 .326 3.356 .001 -7.012 .000 2.675 .071 

Absenteeism & 
Turnover 

5.575 .000 .073 .942 1.426 .155 -4.809 .000 .162 .851 

  8/12  0/12  9/12  8/12  1/12 
  67%  0%  75%  67%  .08

% 
 

Table 5.23 gives summarized results of the demographic impacts on factors of job 

satisfaction and the positive as well as negative consequences. The leading findings are: 

1. Qualification has affected the responses on 9 out of 12 variables with 75% of 

impact. 

2. Department and Gender both have similar and highly significant impacts with 

8/12 or 67% of weight. These two variables come second in impact. 

3. Length of service has the least impact on the responses (1/12 or 8%). 

4. However, surprisingly there is no difference of opinion with regard to different 

designations of the respondents.  
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5. Thus, qualification, department and gender has changed the attitude of 

respondents about different factors of job satisfaction as well as their 

consequences. But length of service has nominal role while designation has 

nothing to do with levels of satisfaction and its consequences. 

 

Table 5.24 Summary of Predictions (Factors & Consequences by Context) 

Independents  
Dependents  

Human Organizational Contextual R2 Impact 

Pay  .000 .024 .845 0.571 57% 
Work  .000 .281 .011 0.583 58% 
Supervision  .000 .345 .057 0.639 64% 
Promotion  .000 .002 .834 0.625 63% 
Work Environment .235 .001 .003 0.262 26% 
Co-Workers .000 .000 .467 0.688 69% 
Total Satisfaction .000 .000 .000 0.903 90% 
Involvement & 
Commitment 

.017 .046 .001 0.192 19% 

Absenteeism & 
Turnover 

.088 .345 .271 0.170 17% 

Role 7/9 6/9 4/9  
% 78 67 44 

 

Table 5.24 shows the effect of independent variables (Human, Organizational and 

Contextual) on dependent variables (Pay, Work, Supervision, Promotion, Work 

Environment, Co-workers, Total Satisfaction, Involvement & Commitment & 

Absenteeism & Turnover). As we can see that the human context has significant effect on 

7/9 (78%) dependent variables, organizational context 6/9 (67%) and broader social 

context  has on 4/9 (44%) of the dependent variables.  

 

Similarly, R2 = 0.571 means that pay has 57 % impact on human, organizational and 

broader social context, work has 58%, supervision 64%, promotion 63%, work 

environment 26%, coworkers 69%, total satisfaction 90%, involvement  and commitment 

19% and absenteeism and turnover 17% impact on Human, Organizational and Broader 

Social Context. 
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Table 5.25 Summary of Predictions (Consequences by Factors of Job Satisfaction) 

 

Dependents 
 
Independents  

Total 
Satisfaction

Involvement 
& 

Commitment 

Absenteeism 
& Turnover 

Role % 

Pay  .000 .001 .000 3/3 100
Work  .000 .084 .017 2/3 67 
Supervision  .000 .000 .000 3/3 100
Promotion  .075 .085 .000 1/3 33 
Work Environment .000 .000 .000 3/3 100
Co-Workers .000 .000 .004 3/3 100

R2 0.973 0.605 0.568   
Impact 97% 61% 57%   

 

Table 5.25 gives a brief of predictions about total satisfaction, involvement and 

commitment and absenteeism and turnover. Following are the outstanding findings: 

1. 97% of total satisfaction is explained by the factors of job satisfaction. 

2. Involvement & commitment is the second consequence showing dependence on 

the factors of job satisfaction. 61% of its variation is explained by the predictors. 

3. Similarly, 57% of negative consequences are determined by the predictors. 

4. Last column of the table shows that pay, supervision, work environment and co-

workers play 100 roles in predicting the criterion variables. Work and promotion 

have the impact but less than other variables. 
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Chapter 6 DISCUSSIONS 

 

After giving detailed explanations of the existing literature (chapter 2), conditions 

of job satisfaction in the world (chapter 4) and the statistical findings of this study 

(chapter 5), there are several points which need further discussion separately. This 

chapter discusses the theoretical basis of this research, job satisfaction in the 

public and private sector organizations, predictors of job satisfaction and 

demographic impacts on the organizational attitudes of the employees. 

 

6.1 Theoretical Underpinnings of Job Satisfaction 

Theories are neither right nor wrong rather different views of reality (Checkland, 

1981:44). These are different perceptions (views) wherein every researcher visualizes the 

same attributes of the situation but gives them meaning from his/her own perspective 

thereby creating a difference of perception, which is again a psychological truth in the 

sense that psychologists even suggest that human cannot see the reality they simply 

develop a unique perception of it (Luthans, 1995:86). Furthermore, “at present there is a 

lack of integration or synthesis of the various theories (Luthans, 2005:240).” 

 

Furthermore, these theories need to be restructured according to the new areas of research 

in human psychology, for example, ‘positive psychology’ movement is now earning 

footings among the researchers on human motivation and job satisfaction (Seligman, 
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1998). Positive psychology studies those factors which show the positive aspects of their 

psychological powers like hope, courage and emotional intelligence (Luthans, 2005:271). 

Thus, theories of job satisfaction have to be tested against these emerging factors of 

positive psychology and their impact on human behavior at individual, group and 

organizational levels. 

 

The researchers comment that one of the errors in using theoretical frameworks is the 

tendency to overlook the need for ‘compromising, or blending’ while there is a little 

doubt about the fact that the “ability to compromise with the least of undesired 

consequences is the essence of art (Koontz & O'Donnell, 1972:7).” Role of theory is to 

provide a means of classifying significant and pertinent knowledge (Weihrich & Koontz, 

1999:13). Several motivational models are available. All these models have strengths and 

weaknesses as well as advocates and critics. Though, no model is perfect, but each of 

them adds something to understanding the motivational and satisfaction process. While 

new models are emerging, there are also efforts to integrate the existing approaches 

(Newstrom, 2007:122; Moynihan & Pandey, 2007). 
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Table 6.1 Showing the Synthesis of Motivation/Satisfaction Theories 

Human 

Requirements 

Human Behavior to Meet Requirements  Rewards Fulfilled 

Requirement 

Needs Efforts/Performance Rewards Satisfaction 

 

Physical, Cognitive 

& Social Needs 

 

[Hierarchy of Needs 

Maslow 1943/54; 

Two-Factor Theory  

Herzberg - 1959;  

ERG Theory 

Alderfer 1969; 

Achievement 

Theory McClelland 

1961 

 Personal Characteristics [Theory X & Y 

McGregor 1960; Expectancy Theory 

Vroom 1963; Porter & Lawler Model 

1968; Attribution Theory; Control Theory 

Scott & Snell 1992] 

 Job Characteristics [Job-characteristics 

Theory Hachman & Oldham] 

 Environmental Characteristics [Hawthorne 

Studies Mayo] 

 Organizational/Management Characteristics 

[Reinforcement Theory Skinner 1953/69; 

Goal Setting Theory Locke 1968; Control 

Theory Scott & Snell 1992; Agency Theory 

Hill & Jones 1992] 

 

 

Intrinsic & Extrinsic 

Rewards 

 

[Scientific 

Management Taylor 

1911; Porter & 

Lawler Model 1968; 

Reinforcement 

Theory Skinner 

1953/69; Perceived 

Equity Theory 

Adams 1963] 

 

 

 

If satisfied, the 

worker is likely to 

repeat the same 

behavior. If 

dissatisfied, the 

worker is more 

likely to 

discontinue the 

same behavior. 

 

[16 Theories] 

 

As said earlier, each theory aims at explaining the motivation and job satisfaction 

attitudes of the employees so that managers can understand and thereby control the 

organizational behavior in the favor of organization. The major difference between each 

theory is the prioritization of the factors/variables involved in the process and their 

mutual relationships. For example, ‘content theories’ explain in terms of ‘what motivates 

the employee?’ while ‘process models’ prioritize ‘how motivation/satisfaction takes place 

both intellectually and physically.’ 

 

Given these differences in approach, the researchers have positioned each theory across 

the motivation/satisfaction process (needs – drive – incentive - satisfaction) on the basis 

of ‘which aspect is emphasized and explained more by a particular theory. For example, 
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Maslow’s theory is more about the needs (therefore comes in the 1st column for needs) 

while ‘Equity theory’ of Adams gives priority to the ‘equality of rewards’ as the starting 

point for the discussion on motivation and satisfaction (therefore placed in 3rd column of 

rewards/incentives). The positioning of leading theories is an effort to argue that each 

theory better explains a particular part of the whole process therefore using theories in 

this manner will help researchers in benefiting from each theory thereby developing a 

comprehensive story of motivation and job satisfaction process. 

 

Most of the motivation/satisfaction theories were developed in USA by natives for 

natives. So we need to be careful in assuming that these theoretical models are workable 

across the cultures in the same manner. For example, almost all the theories emphasize 

individualism and achievement, which are pro-American characteristic (Robbins, 

2005:61). Thus, the story of these theory changes from one culture to another due to 

several factors. For example, religion attaches varying values with diverse needs/motives 

thereby changing the importance of different needs in different religious beliefs (Luthans, 

2005:258), which definitely modifies the hypotheses of the original theories. 

 

The researchers pinpoint that there are more differences than similarities in the 

application of various job satisfaction theories (Luthans, 2005:258). For example, 

Maslow’s hierarchy of needs demonstrates more the American culture than the countries 

like Japan, Mexico or Greece, where the dimension of uncertainty avoidance is very 

strong therefore safety needs will be given top priority (Robbins, 2005:61-62). Despite 

these differences, all the theories of job-satisfaction share some similarities, for example, 
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they encourage managers not only to consider lower-level factors rather use higher-order, 

motivational, and intrinsic factors as well to motivate and thereby satisfy the workforce 

(Newstrom, 2007:123).  

 

6.2 Job Satisfaction in Public vs. Private Sector 

Public sector jobs are also characterized by a deficiency in goal clarity and poor quality 

social relations. Relative to those in private sector organizations, they have been 

associated with greater multiplicity, vagueness/ambiguity, and conflict of goals and 

performance criteria than do their counterparts in private sector organizations. Such 

characteristics may cause employee frustration and interfere with the individual's 

perception of his/her role. On the contrary, goals and policies in the private sector are 

usually internally determined and could be internally altered if considered to be 

inappropriate. Public sector workers have also been found to be less likely to consider 

their superiors as helpful, their co-workers as interested in them, and to see the results of 

their work. These factors have been found to negatively affect satisfaction and 

attachment. In the developing countries, the public and private sector work settings have 

demonstrated significant differences in terms of compensation, the working environment 

and career development schemes (Daniel et al., 1997; Mulinge, 2000; Ellickson & 

Logsdon, 2001; Bajpai & Srivastava, 2002; Tsigilis et al., 2006; Getahun et al., 2007). 

 

Following is a summary of differences about the job satisfaction between public and 

private sector employees (Barrows & Wesson, 2001): 
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1. Pay: Private sector professionals are compensated more than the public sector. 

2. Work: Private sector professionals are more satisfied than the workforce in public 

sector in terms of work which they perform. As for as commitment and loyalty of 

the managers in the public sector is concerned they are more satisfied with their 

counterparts in private sector. 

3. Coworkers: Both sector professionals are highly satisfied with coworkers. 

4. Supervision: Both sector professionals are agreed that supervisor role in decision 

making and dealing with the people is necessary. 

5. About leadership top management activity of providing leadership its relationship 

with organizational morale both agreed. 

6. As far as the communication is concerned both sectors professionals agreed that 

open communication system can increase the job satisfaction of managers. 

7. About Training the private sector professionals are more satisfied than public 

sector professionals.  

8. It is reported that given the nature of public sector enterprises, there is more need 

to creating a match between the employee requirements and the workplace 

environment (Ellickson and Logsdon, 2001).  

9. In public sector, older employees have been found more involved in work. This 

might be due to the fact that older employees have greater and broader experience 

about the job market and better understand the importance of having job in public 

sector as compared to the private jobs. Furthermore, senior worker hold values 
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and respect work ethics thereby become better workers (Moynihan & Pandey, 

2007).  

10.  Currently, the role of public sector is enhancing particularly in economic 

development of the poor and developing countries therefore some states are on 

their way to improve public management through more active human resource 

development (Barrows & Wesson, 2001). On the other hand, there is shortage of 

human capital in the public sector (Moynihan & Pandey, 2007).  

11. Global demands for inprovement are pressing developing countries to improve 

public sector for playing new role in the economic development of the country. 

They are recognizing the role of job satisfaction as the major determinant of 

productivity. 

12. The increasing pressure both from within and from without to increase the 

productivity of the public sector in developing economies makes it imperative to 

investigate reasons why there is a significant difference in the levels of 

productivity in the public and private sector. There is evidence from previous 

studies suggesting that public sector managers experience lower levels of job 

satisfaction. Implicit in many of these studies is the idea that satisfied workers in 

most organizations contribute significantly to the effectiveness and success of the 

organizations (Sokoya, 2000). 
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6.3 Prediction of Job Satisfaction 

Several researchers have used regression tools to predict job satisfaction with help of 

factors of job satisfaction, demographic attributes of the employees or both (see for 

example, Weidmer, 1998; Sokoya, 2000; Ellickson & Logsdon, 2001; DeVaney & Chen, 

2003; Moynihan & Pandey, 2007; Tirmizi et al., 2008). For example, a researcher used 

job characteristics to predict job satisfaction among public sector managers (Sokoya, 

2000). Likewise, in another research, the employee motivation, commitment, and job 

satisfaction were predicted by the personal attributes and work characteristics (Moynihan 

& Pandey, 2007). Tirmizi et al., (2008) used age and tenure to explain and predict job 

satisfaction of the public sector managers. Both factors and job satisfaction and 

demographics have impacts, which vary from situation to situation.  

 

More precisely, several factors or variables have been used as predictors to determine job 

satisfaction and its consequences, for example: 

 

1. Demographic attributes of the workforce: A long list of researchers have used 

demographics as the predictors of job satisfaction (see for example, Weidmer, 

1998; Nerison, 1999; Ellickson & Logsdon, 2001; Gliem & Gliem, 2001; 

DeVaney & Chen, 2003, Eliason, 2006; Moynihan & Pandey, 2007). 
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2. Personal attributes of the individual workers: (see for example, Daniel et al., 

(1997; Ellickson & Logsdon, 2001; Furnham et al., 2002; Moynihan & Pandey, 

2007; Hiroyuki et al., 2007). For example, in a study of public servants the 

researchers found all the variables of personal attributes had impacts on job 

satisfaction (Ellickson & Logsdon, 2001). 

 

3. Factors of the Job Satisfaction: Almost every research on job satisfaction begins 

with the study of ‘factors of job satisfaction’ because these are very ingredients of 

an employee’s job satisfaction. Total satisfaction of an employee is computed by 

summating the individual satisfactions from each of the factors of job satisfaction 

(see for example,  Rocca, & Kostanski, 2001; Shah & Jalees, 2004; Bodla & 

Naeem. 2004; Chughtai & Zafar, 2006; Tan et al., (2007). 

 

6.4 Demographic Diversities & Job Satisfaction 

Furthermore, the impacts of these core-factors change with the diversity in demographic 

characteristics of the employees. There are several demographic variations among the 

workforce, which influence the degrees of satisfaction from pay, work, supervision etc. 

For example, gender, age, education, designation, numbers of years in organization and 

marital status of the employees have widely been found critical in determining the 

satisfaction (Weidmer, 1998; Rocca, & Kostanski 2001; Shah & Jaleese., 2004; Eker et 

al., 2007). This study explores the problem of job satisfaction among the workforce in the 
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local government system of Khyber Pukhtunkhwa, Pakistan to empirically measure the 

degree of all the above cited critical factors in the context of their native environment.  

 

Almost all the researchers of job satisfaction have identified ‘demographics’ as the 

catalysts, which modify employee’s attitude towards his/her work, pay, supervision, 

promotion and work environment. Demographics also affect workers attitudes in terms of 

productivity, involvement and commitment on one hand and on the other hand the 

degrees of absenteeism and turnover or intention to leave. Researchers have suggested as 

list of demographic dimensions used for hypotheses development. For example, “six 

personal characteristics (gender, marital status, age, education, annual income and 

experience) and four organizational factors (supervisory style, organizational 

commitment, organizational politics and work stress) must be studied while determining 

the satisfaction of employees in an organizational environment (Saiyadain, 1996).”  

 

Similarly, “the qualification of an employee must match his job, if he feels that his 

qualification is not matched with his job, naturally he will be dissatisfied (Bajpai and 

Srivastava, 2002).” Thus, an array of researchers suggest that “demographics such as age, 

gender, experience, department exposure to different culture (foreign qualification) etc. 

always have varying impact on the overall satisfaction level of the employees (Shah & 

Jalees, 2004; DeVaney & Chen, 2003). Another group found that “age, gender, education 

level, compensation and benefits, work, advancement opportunities and technological 

challenges also affect job satisfaction (Tella et al., 2007). 
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Chapter 7 CONCLUSIONS 

 

Public sector workers are usually shown to be lower in job satisfaction and organizational 

commitment relative to their counterparts in the private sector. Virtually all cross-sector 

comparative studies, however, have focused on work settings in relatively industrialized 

nations and the developing nations remain understudied (Mulinge, 2000 & Sokoya, 

2000). Thus, job satisfaction is a multifaceted construct that includes employee feelings 

about a variety of intrinsic and extrinsic job elements and consists of global dimensions 

(Kuchinke et al., 2009). 

 

After skimming through the break-up of different theories of motivation, it comes clear 

that none of them are either good or bad rather explaination of one or another aspect of 

the reality. The nature and emphasis of content theories suggests that these theories are 

more practical in understanding the behavior of ‘physical-workers’. Similarly, process 

theories, which give priority to the cognitive dimensions of the brain power, therefore, on 

the face of it, these theories seem more suitable for comprehending and managing the 

motivation and satisfaction of the ‘knowledge-workers’. 

 

As the literature review reveals that pay, work, supervision, promotion, environment and 

coworkers are the leading predictors of job satisfaction or dissatisfaction. Our findings 

verify the impacts of these factors on both positive and negative consequences in the 
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attitude of employees. However, it is notable that when analyzed at the single factor 

level, the role of each factor is quite different from the other. For example, work and 

promotion are surprisingly silent in predicting the involvement and commitment whereas 

work and work characteristics have widely been found critical in explaining the 

satisfaction or dissatisfaction attitudes of the employees across public and private sectors 

around the world (Moynihan & Pandey, 2007). 

 

Furthermore, these theories have been developed by different scholars in different 

countries and multiple cultures. Therefore, the universality of these theories is limited. 

Theories are applicable around the world but if the contextual conditions are compatible 

with the contents and processes of the theory. Management should be careful in using any 

of the theories as a guide for understanding and managing the motivation and satisfaction 

of their employees. First there must be an analysis of the surrounding cultural context of a 

particular organization and then that theory should be selected which is most compatible 

or matching with the situation in hand. 

 

Some specific conclusions can be drawn from the preceding literature and empirical 

findings of the current research project. Since job satisfaction is a complicated 

organizational attitude therefore several dimensions have been analyzed during this 

research including theories, factors and demographics. Furthermore, an array of research 

documents has been analyzed to support the arguments across this document. In the midst 

of all this following conclusions can be presented for perusal: 
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1. Since job satisfaction is an attitude which is not easy to measure therefore there 

are several problems in conducting research on the job satisfaction and its 

consequences in the organizational set up particularly in public sector 

organizations. In public sector, due to corruption, the employees hesitate to 

uncover the realities of their organizations. In this research project, the researcher 

traveled a lot and made many efforts to convince the respondents to fill the 

questionnaires. 

2. Job satisfaction is a unique and complicated organizational attitude because it is 

squarely linked with all other attitudes such as involvement, commitment 

(positive) and absenteeism and turnover (negative). Therefore, any research on the 

topic has to analyze all the related variables of job satisfaction so that a broader 

picture of the problem could be developed which will help in solving satisfaction 

problems from every possible dimension.  

3. Attitudes are made of “emotional, informational and behavioral (Luthans, 

2005:206)” where only third component is visible or observable. Both emotional 

and informational dimensions of an attitude can neither be observed nor recorded. 

It makes the research on job satisfaction very challenging and difficult. The 

research questions should skillfully cover all three aspects of the attitude however, 

asking questions about the emotional aspects is not simple and straightforward 

rather requires a lot of knowledge about the human behavior and personality. 

4. Research on job satisfaction is difficult everywhere because of its personality 

related issues but the matter becomes more sensitive in the developing countries 

and particularly in the public sector. Due to the bureaucratic constraints, 
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employees have several reservations or secrecies which operate as a barrier in 

conducting attitudinal surveys. In developing countries the public servants are not 

the servants rather masters therefore they keep their things secret from any 

exposure for staying in the dark to cover up their dysfunctions. Thus, researcher 

has to face several hurdles in digging out facts and figures from public sector. 

5. There is lack of local research therefore the problems and degrees of job 

satisfaction among the native employees are not clear. There are rare job 

satisfaction surveys among the public sector organizations, which keeps the 

problem ambiguous. The main reason to this is that we have bigger issues to 

resolve therefore this type of research becomes luxury, which cannot be afforded. 

6. Public sector employment is politicized all over the world and it is more so in the 

developing countries (Ellickson &Logsdon, 2001). This political interference and 

pressures complicate the job satisfaction issues in a different direction. In the 

countries like Pakistan, employment is based more on political affiliations than on 

merit and qualification.  

7. The District Officers have to work in a politico-administrative environment. Local 

government system is still not well established in the country. One political 

government appreciates it and works for its strengthening while another 

government dislikes it and does everything to present this system as a failure. 

Thus, local government officers have to make both public and their officers happy 

with their performance, which is obviously a challenging and uphill task. 
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Chapter 8 RECOMMENDATIONS 

 

Given that job satisfaction is a universal and consistently occurring issue therefore all the 

public and private organizations have to create a permanent mechanism for handling 

different attitudes of their employees. There is need to transform not only the way job 

satisfaction is managed rather the way it is defined and understood. The management has 

to scan for more factors that determine different organizational attitudes and incorporate 

them into taking care of job satisfaction, commitment and involvement. Perry et al., 

(2006) note that in the current environment it is appropriate time to take stock of our 

thinking and practices thereby making our organizational attitude management more 

compatible with surrounding environment.  

 

Researchers have suggested a number of tips for improving our ability to comprehend 

and implement a renewed job-satisfaction-management paradigm. Following are the 

leading proposals, which need attention: 

 

1. All demographics are not equally changing the attitude of employees. Only 

qualification, department and gender are statistically significant. Thus, the 

management must consider the variations introduced by these factors while 

measuring the job satisfaction of District officer’s in Khyber Pakhtukhwa, 

Pakistan. 
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2. The job satisfaction of the District Officer’s should be handled categorically in the 

sense that the role of every single factor of job satisfaction should be analyzed 

separately as well as collectively. Decisions based on the average scores on 

different factors of job satisfaction can be misleading however, the regression of 

the each variable on the satisfaction and dissatisfaction will compute the degrees 

of impact by each variable and thus guide the managers more accurately. 

3. Every manager must have closer understanding of both content and process 

theories because contents and processes are not disconnected within human being. 

Both are affected by each other therefore the role of content-theories for 

‘physical-workers’ and process-theories for ‘knowledge-workers’ is not exclusive. 

It should rather be taken as a matter of degree, namely, the behavior of physical 

workers is more explained by content theories while the attitude of knowledge 

workers is more analyzable with process theory models of behavior 

 

4. Morale is the summation of feeling of employees towards various aspects of their 

job, the working condition, fellow workers, supervisors, managers, organization, 

etc. If the attitudes of the employees towards all these aspects are positive, the 

morale will be high. Morale is dependent on: 

a. Feelings of togetherness. 

b. A clear goal or objective to be achieved. 

c. Expectation of success towards the attainment of the goal. 
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d. Feeling of each member having a meaningful task to be performed for the 

goal-achievement.  

e. Supportive and cooperative leadership (Pattanayak, 2002:195). 

 

5. Pay for performance: In public sector pay and promotion is based on seniority and 

not performance, which is a demotivating factor for high performers. There is 

need to introduce pay and promotions on performance as it are already working in 

the private sector. For example, pay for performance has been found connected 

with production of the employees (Dessler, 2005:410). 

 

6. Job Rotation: It is process of keeping employees moving from one job to another 

for the sake of reducing boredom and increasing interest of the worker thereby 

achieving high levels of productivity. Job rotation can either be horizontal or 

vertical. Vertical rotation means promoting a worker into a new position. While 

horizontal rotation refers to the lateral transfer (Decenzo & Robbins, 1998:256). 

Job rotation is an effective tool to help managers in broadening their vision, 

absorb new information and evaluate himself/herself in a comprehensive and 

reliable manner (Furnham et al., 2002; Fung, 2006). 

 

7. Job Enrichment:  The enrichment of a job means that employee is delegated some 

powers to plan and self-control his/her work with less supervision thereby 

internally motivating the employees (Decenzo & Robbins, 1998:344). However, 

job enrichment is successful only when it increases responsibility, increases the 
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employee’s freedom and independence, organizes tasks so as to allow workers to 

do a complete activity, and provides feedback to allow individuals to correct their 

own performance. Job enrichment efforts will only be successful if the individuals 

in the enriched job find that their needs are met by the enrichment (Furnham et 

al., 2002; Scott et al., 2003; Dawal & Taha, 2006).  

 

8. Work helps workers to fulfill their social requirements of social grouping thus 

adding to their total job satisfaction. Thus, social treatment of employees requires 

respect and fair dealing, which has been widely reported as one of the critical 

determinants of job satisfaction both in public and private sectors (Weidmer, 

1998). If decision makers are courteous, give feedback and opportunities for self-

expression, and discuss decision-making procedures with subordinates.  If there 

are nothing these types of interpersonal treatment because of demographic 

differences, then results unfair treatment. And dissatisfaction results in the form 

of exhausting exchanges, and emotional exhaustion are a primary indicator of 

burnout (Rocca & Kostanski, 2001). 

 

9. Employee participation in decision making has positive but limited effects on 

employee performance. Very considerable research supports the view that, under 

proper conditions, employee participation in departmental decisions contributes to 

high unit performance as well as group satisfaction (Beach, 1998:341; Perry et al., 

2006).  
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10. The diversity of tasks to be performed by the same employee using a variety of 

methods, procedures and instruments in handling different aspects of the work. 

Researchers have well established the relationship between job satisfaction and 

variations in tasks related to a job (Mulinge, 2000; Kim, 2004; Ugboro, 2006). 

  

11.  Autonomy refers to the degree of an employee’s involvement in deciding about 

the time table of his/her work, selection of work-related equipments and 

procedures. It is the liberty and discretion in the hands of a worker to control and 

operate the work (Nguyen et al., 2003; Kim, 2004; Getahun et al., 2007).  

 

12. The existence of feedback also contributes an employee’s job satisfaction. It is the 

degree to which one receives information about how well he or she is performing 

on the job. The feedback inceases the job satisfaction. It is reported that if 

employees get timely, useful and consistent feeback, their effectiveness in 

performance is positively affected (Weidmer, 1998). Feedback is a source through 

which an employee receives information about how well he/she is meeting 

organizational expectations and requirements of work. Employees can have a 

general mind regarding the extent to which the organization is supportive of them 

(Ellickson & Logsdon, 2001). The perceived organizational supportive feedback 

could be related to increase employees’ satisfaction. Receiving adequate, 

consistent, and useful feedback about one’s job performance should affect 

ultimately the effectiveness of the organization and employee job performance 

(Kim, 2004). 
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13. Institutional Support: Supportive behavior is “behavior concerned with the 

welfare of the numbers and the creation of a pleasant work environment.” The 

institutional organizational structure may affect the degree of institutional support, 

and effective organizations may have strong administrative (institutional) support 

(Kim, 2004). Indeed, support is especially important within the athletic context. 

One of the primary reasons coaches leave their positions is a lack of athletic 

administrative support. They found that athletic administrators’ support has a 

significant function in coaches’ motivational process. Thus, institutional support, 

or the lack thereof, is seen as important to the overall satisfaction of employees 

(Moynihan & Pandey, 2007). 

 

14. Guidelines to enhance organizational commitment: 

a. Commit people first-values: People first-value emphasis on focusing on 

the needs of people. Such values must be documented and then right kind 

of managers should be hired so that these values are not compromised. 

The managers must not only speak about and write them rather put them 

in their practices as well. 

b. Clarify and communicate your mission: Clarify the mission and ideology, 

make it charismatic, use value based hiring. Practices, stress values based 

orientation and training, build the tradition. 

c. Guarantee organizational justice: Have a comprehensive grievance 

procedure and provide for existence two way communications. 
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d. Create a sense of community: Build value based homogeneity, share and 

share alike, emphasis cross utilization and team work, get together (Singh 

& Pandey, 2004:99). 

15. Reducing turnover Rate: To decrease dissatisfaction, management has to plan for 

reducing turnover rates by taking several measures as discussed in above given 

points (Neuner, 1972:427; Linz, 2003). Making sense of job satisfaction 

significant due to the fact that dissatisfaction with job can lead to negative 

consequences in the workplaces thereby resulting into low morale, decreased 

productivity and quitting the job (Eliason, 2006). The supervisors must be trained 

in using positive feedback as and when required so that every employee feels 

included (Lacity & Iyer, 2007; Harman et al., 2009). 

 

16. Final recommendation will be about the consistency of local government system 

in the country, in the sense that changing systems can never give better results in 

any country. As the experience shows that most of the systems are neither good 

nor bad by themselves. It rather depends on their execution and implementation of 

theories and practices. If the users of a system are well trained and ready to adopt 

a new structure or model of government, the system never fails. If local 

government system in Pakistan is given a chance to continue for some time, it will 

create a particular culture of local government with maximum participation of the 

general public and expertise of the local government political and governmental 

heads. 
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Appendix 1 Questionnaire 

 
Topic 

Job Satisfaction of the District Officers 

In Khyber Pakhtunkhawa, Pakistan 

 
Dear Respondent! 

This questionnaire is purely for academic purposes (PhD) therefore your cooperation will 
highly be appreciated in terms of helping the student to get fair data on the topic. 

Thanks a lot! 

Department: ______________________ 

1. Designation:  ____________________ 
2. Qualification:  ____________________ 
3. Gender:  ____________________ 
4. Length of Service: ____________________ 

 
 How far do U agree or disagree with the following statements on 7-point scale: 
 

Strongly Agree 7 6 5 4 3 2 1 Strongly Disagree 

 
V1. Human context  
5 There is no discrimination…………… 7 6 5 4 3 2 1
6 There is no mistreatment. 7 6 5 4 3 2 1
7 There are no conflicts between workers and 

management. 
7 6 5 4 3 2 1

 
V2. Organization Context 
8 Our organization is simple to manage……… 7 6 5 4 3 2 1 
9 Organizational policies are supportive to job 

satisfaction. 
7 6 5 4 3 2 1 

10 Rules and regulations are not too hard. 7 6 5 4 3 2 1 
11 Methods and procedures are easy to apply. 7 6 5 4 3 2 1 

 
V3.  Broader Context 
12 Social context is supportive. 7 6 5 4 3 2 1 
13 Economic context is good. 7 6 5 4 3 2 1 
14 Political context is supportive. 7 6 5 4 3 2 1 
15 Technological context is all right. 7 6 5 4 3 2 1 
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V1. Work  
16 I am the commander of my work …………… 7 6 5 4 3 2 1
17 My job is interesting and enjoyable … 7 6 5 4 3 2 1
18 I make my decisions myself …………………… 7 6 5 4 3 2 1
19 Sufficient authority is available to carry the job. 7 6 5 4 3 2 1
20 Work satisfaction increases involvement and 

commitment 
7 6 5 4 3 2 1

21 Work satisfaction decreases absenteeism and turnover 7 6 5 4 3 2 1
 
V3. Pay 
22 We have fair and equitable reward system …… 7 6 5 4 3 2 1
23 I am satisfied with our pay structure … 7 6 5 4 3 2 1
24 There is timely and appropriate increase in our pay. 7 6 5 4 3 2 1
25 We have several economic incentives … 7 6 5 4 3 2 1
26 Satisfaction from pay increases involvement and 

commitment. 
7 6 5 4 3 2 1

27 Pay satisfaction decreases absenteeism and turnover 7 6 5 4 3 2 1
 
V3. Promotion 
28 There is merit-based promotion in our department. 7 6 5 4 3 2 1
29 There is no political interference in our promotion 

policy 
7 6 5 4 3 2 1

30 There are ample opportunities of promotion … 7 6 5 4 3 2 1
31 Adequately promoted workers are more involved and 

committed 
7 6 5 4 3 2 1

32 Fair promotion decreases absenteeism and turnover 7 6 5 4 3 2 1
 
V1. Work Environment 
33 All facilities are available. 7 6 5 4 3 2 1
34 There is no fear-based culture … 7 6 5 4 3 2 1
35 Overall environment is cooperative ………… 7 6 5 4 3 2 1
36 Good work environment increases involvement and 

commitment 
7 6 5 4 3 2 1

37 Conducive work environment decreases absenteeism 
and turnover 

7 6 5 4 3 2 1

 
V1. Supervision 
38 Top management gives impartial treatment to all the 

work force 
7 6 5 4 3 2 1

39 Bosses always recognize good work 7 6 5 4 3 2 1
40 There is imposing attitude from the high-ups. 7 6 5 4 3 2 1
41 Management takes interest in sponsoring social events 

for workforce 
7 6 5 4 3 2 1
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42 Fair supervision increases involvement and 
commitment. 

7 6 5 4 3 2 1

43 Fair supervision decreases absenteeism and turnover. 7 6 5 4 3 2 1
 
V1. Co-Workers 
44 Co-workers are friendly and cooperative. 7 6 5 4 3 2 1
45 You’ve good informal relations with the co-workers 7 6 5 4 3 2 1
46 There is no leg-pulling. 7 6 5 4 3 2 1
47 We are all together in crisis 7 6 5 4 3 2 1
46 Co-workers’ attitude increases involvement and 

commitment 
7 6 5 4 3 2 1

49 Co-workers’ behavior helps decreasing absenteeism 
and turnover 

7 6 5 4 3 2 1

 
 
50. How will you prioritize the following dimensions in their order of importance 
beginning from 1 (most important) to 6 (least important)? 
 
6. Work    [   ] 
7. Pay    [   ] 
8. Promotion               [   ] 
9. Supervision   [   ] 
10. Co-Workers   [   ] 
11. Work Environment  [   ] 
 
 
  

  

 


