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The article deals with the investigation of the predominant factors influencing teacher job satisfaction and
dissatisfaction in the university environment. Also, this article reveals the concept of job satisfaction, Mas-
low's concept of lower and high order of people’s needs. Furthermore, two main factors leading to job con-
tentment intrinsic (motivators) and extrinsic (hygiene) were also examined. Moreover, the impact of teachers’
job contentment on employees' productivity and their attitude to work were considered thoroughly. In addi-
tion, different theories of job satisfaction which were introduced by Herzberg, Adam (Theory of 'Equity’),
Locke (Range of Affect Theory), Hackman and Oldham (Job characteristics theory) were scrutinized in this
article. This paper also examined the recommendations of teachers regarding the factors, which contribute to
an increase in the general level of job satisfaction within the faculty staff in Higher Education context such as
improving the rewards system, growing prospects for self-improvement and providing a wide range of facili-
ties, satisfying expectations of working conditions.
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Introduction

Human resources are recognized as one of the pivotal elements of the university and the important fac-
tors for achieving institutional success and effectiveness.. Thus, it is essential if the university staff is to be
satisfied with their job and other factors, which can influence their degree of job contentment. Moreover, job
satisfaction has a considerable impact on employees™ productivity and their attitude to work. The factors in-
fluencing job satisfaction vary depending on the occupation, thus not all prevailing factors can be applicable
to university organization as teachers are the particular group of employees with certain features pertaining
to their job (Miller et al., 2009). According to Rose (2001).the concept of job satisfaction was introduced by
Herzberg in 1959, who described it as the outcomes of personal fulfillment in terms of achievement of all
benefits of a job and as a consequence enhancement of job performance, where certain factors can lead to job
satisfaction or conversely, job dissatisfaction [1].

Certain authors such as DeNobile and McCormick (2005), Comber and Nixon (2009) and Oshagbemi
(2003) claim that the issue of job satisfaction, as a general concept has been investigated for a long time;
however in Higher Education organizations it is relatively new, therefore there is limited investigation of
teacher job satisfaction-available in this context. Thus, this research was carried out with the aim to under-
stand and determine the predominant factors influencing teacher job satisfaction and dissatisfaction in the
institutional department.

Another reason for carrying out this research is the outcomes that can be beneficial for the university
administration and senior leadership team of the department as they demonstrate the picture of teachers’
overall satisfaction or dissatisfaction with particular factors that should be considered more seriously and
where improved sufficiently.

Literature Review

The issue of job satisfaction of academic staff in Higher Education is under-researched and there is a
limited literature related to it in the context of university (Rice et al., 1991; Oshagbemi, 2003). As a result,
the factors influencing the job satisfaction of academic staff in university have been investigated incomplete-
ly. Therefore, firstly, the basic theories of job satisfaction will be explored and then its concepts and investi-
gations specifically in Higher Education will be examined carefully. Although, the concept of job satisfac-
tion is deemed to have been researched a long time ago, there is still no precise and agreed definition of this
term (Nias, 1989; Evans, 1998; Wess, 2002). It is worth mentioning that it varies according to profession and
type of organization. Teachers in Higher Education are considered as a particular category of employees,
who experience definite responsibilities, workload, working conditions and whose profession requires resis-
tance to stress (De Nobile and McCormick, 2005; Klassen et al., 2010). As a result, such factors influencing

154 BecTHuk KaparaHgmHckoro yHusepcurteTa



Predominant factors influencing...

job satisfaction as job conditions, promotion chances, appraisal, salary, policy of organization, personal op-
portunities and work itself also differ (Spector, 1997). Thereby, research already carried out on job satisfa-
tion as regards other professions might be not useful in considering the factors influencing academics’ satis-
faction or otherwise in the university context [2].

As was mentioned earlier the notion of job satisfaction suffers from a lack of clarity. According to
Schaffer (1953) it is the meeting of personal needs, which varies depending on the extent to which these ne-
cessities are satisfied. Similarly, Sergiovanni (1968) states that job satisfaction implies that the individual
needs fulfillment, which correlates with job comfort. However, such authors as Lawler (1973) and McNa-
mara (1999) define job satisfaction as the difference between an employee's job expectations and what that
employee receives in reality from that job, thereby shifting the focal point on to expectations rather than
needs fulfillment. Another author Nias (1989) agrees with Lortie's (1975) explanation of job satisfaction as
all rewards and remunerations experienced at work. Despite all the abovementioned definitions of job satis-
faction, the most prevalent is Locke's (1969) interpretation, who characterizes it as a satisfying and positive
emotional condition caused by appraisal of one's work and which as a result influences one's job perfor-
mance, thus rejecting expectations and needs as job satisfaction determinants. Robbins«(2005); Akehurst et
al. (2009); Weiss (2002) support this statement claiming that it also implies that employees’ work attitude
strongly depends on their beliefs, emotions and feelings. However, this interpretation of job satisfaction is
also considered controversial [3].

The theory of job satisfaction was introduced by Herzberg (1959), who explained it as the result of ful-
fillment of necessities and achievement of values, where individuals ‘are motivated by certain stimuli and
setting goals at work, which in turn leads to improvement in terns of their job performance. Motivation and
job satisfaction are closely connected, as people are motivated by the opportunity to achieve job satisfaction
that is why this theory was considered (Murage-Mwaka, 2013). Herzberg (1959) expanded further on Mas-
low's theory of job satisfaction (1954) and defined two main factors intrinsic and extrinsic, which lead to job
satisfaction. Intrinsic factors (motivators) imply attainments, recognition, the job itself, promotion, responsi-
bility and self improvement, whereas extrinsic factors (hygiene) involve the policy of the organization, con-
ditions in the place of work, wage, relationships with colleagues, guidance, position, safety, private life and
the impact of job on it (Morison et al., 2005). Furthermore, motivators imply the higher order in terms of
people’s necessities of Maslow's concept, whereas hygiene match the lower order of people’s needs (McCaf-
fery, 2004). However, Herzberg's theory (1959) unlike Maslow's (1954) has more empirical exploration and
has been widely used for practical purposes by organizations for job improvement (Briggs et al., 2011). Ac-
cording to Herzberg (1959) motivators imply work satisfiers, while hygiene means job non satisfiers, be-
cause the purpose of the later is to prevent people's job frustration and does not provide the opportunity for
self improvement. De Nobile and McCormick (2005) and Klassen et al. (2010) support this theory and add
that teacher's motivation can be‘induced by job advancement. Herzberg’s Two-Factor (motivator-hygiene)
Theory (1959) was criticized-by such authors as Weiss (2002) and Robbins (2005), who claimed that this
theory has a limited scope and.can not be applied in all cases. Furthermore, it pays insufficient attention to
wage and working conditions [4].

Adam (1965) conducted the research on job satisfaction and proposed the theory of "Equity’, where he
claimed that employees are motivated and satisfied with their job only if there is social equity in receiving
proper remuneration for the work done. ‘Inputs’ imply a worker's contributions to his job such as efforts,
professional skills and abilities, obligations, time, whereas ‘outputs’ means positive and negative outcomes,
which the‘person can perceive in comparison with others, such as wage, job security, promotion, rewards,
responsibilities (Murage-Mwaka, 2013).

Similarly; Griffin (2001) pinpoints that the sense of equity appears when proportion of personal at-
tempts and remunerations or so-called ‘inputs’ and ‘outputs’ in terms of social relationships are equal. Fal-
kenburg and Schyns (2007) affirm that an employee perceives unfairness and dissatisfaction when the ‘in-
puts’and ‘outputs’ are not equal. The main issue in this theory is the salary, because employees want to be
appreciated by their employers and thus the reason for worry about the equity or inequity mainly depends on
the organization, in the event of employees not being appreciated sufficiently, their job satisfaction as well as
motivation decrease (McIntyre et al., 2002). This theory was criticized by De Nobile and McCormick (2005),
Klassen et al. (2010) and by Rifai (2005), who argued that not all employees may feel equity and inequity
through ‘inputs’ and ‘outputs’ in comparison with other employees, but rather that there are several people
who perceive these in a broader context.

Another significant research into job satisfaction was conducted by Locke (1976). He asserts that it is
defined by disparity between the expectations of an employee regarding his job and what he in fact, obtains
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from it. Namely, lesser disparity between these lead to greater chances of job satisfaction. Furthermore, the
theory confirms that if an employee prioritizes a certain aspect of his job (for instance, autonomy) it increas-
es the level of job satisfaction when expectations are realized and conversely, the absence of this preferred
aspect causes to job dissatisfaction (Butler and Rose, 2011). This theory was supported by Spector (1997),
who added that too much evaluation of specific aspects of a job can lead to deep dissatisfaction. Locke’s
(1976) Range of Affect Theory was criticized by Rice, Gentile, and McFarlin (1991), because the aspect of
importance did not abate connection between the aspect of satisfaction and general job satisfaction. Further-
more, without close examination of personal preferences in terms of values (aspects) this theory becomes
unconvincing [5].

Another theory of job satisfaction was offered by Hackman and Oldham (1980), which was called Job
characteristics theory and implies how specific job peculiarities influence job contentment and jobrresults.
Within these characteristics are diversity skills, task importance, job autonomy, job feedback and task identi-
ty (Murage-Mwaka, 2013). She also asserts that this theory is aimed at the job diagnosis as regards the‘me-
thods of enhancing these characteristics with the purpose of further job improvement and as a result increas-
ing employees” productivity and job satisfaction. Fuller (2006) claimed that these characteristics exert more
influence over those employees who attempt to perform well in order to be rewarded and those who want to
improve their professional skills and knowledge for further individual growth and.career progression. Unlike,
Herzberg's theory this concept has received more endorsement. However, Job' Characteristics Theory was
also criticized by Platsidou (2008) and Petersen et al. (2008) as it is not appropriate to'all employees for in-
stance; for those who were recently hired autonomy had a negative impact on job satisfaction.

The level of job satisfaction directly depends on and is influenced by certain factors such as teachers’
demographic variables, which imply age, gender, academic degree and job experience Badri et al. (2013).
Additionally, several researches such as those of Luthans (2006), Rosser (2005), Oshagbemi (2003) suggest
that there are six main factors influencing teacher job satisfaction, which are the job itself (opportunity to
apply their professional skills), promotion opportunities (career progress), salary, working conditions (uni-
versity environment), communication with colleagues (friendly relationships), job security (confidence about
not being fired) [6].

However, there are several factors that lead tojob dissatisfaction among teaching staff in Higher Educa-
tion such as stress, workload, problematic students, conflicts with co-workers, low wages, limited promotion
chances, ambiguous university perspectives (Comber and Nixon, 2009, Watts and Robertson, 2011). Similar-
ly, Oshagbemi (2003) asserts that insufficient recognition of teaching abilities, conflicts with students, poor
conditions for carrying out investigations also cause teacher dissatisfaction. Dinham and Scott (2000) also
highlights the following dissatisfaction factors: limited time for conducting research, compulsion to be pub-
lished, inefficient university management, weak leadership and the lack of teacher autonomy.

Thus, in Higher Education according to Comm and Mathaisel (2003), teacher job satisfaction decreases
frustration, enhances job performance and influences student results. Moreover, a positive atmosphere in the
university improves teaching job satisfaction as well as the learning process and students’ performance. In
contrast, factors contributing to job dissatisfaction, conversely can lead to a number of problems so clearly,
certain activities should be undertaken in order to exclude the existence of dissatisfaction factors.

Research Methodology

The purpose of this paper is to explore the predominant factors that influence teacher job satisfaction
and dissatisfaction respectively in Higher Education. The literature review undertaken identifies a variety of
factors (intrinsic and extrinsic) connected with existing theories of job satisfaction that could be investigated
thoroughly among academic staff as well as making specific recommendations for job satisfaction improve-
ment in the university department. In order to conduct this research different methods and strategies were
examined. According to Briggs et al. (2012) the notion of methodology is broader than other notions such as
methods or techniques, as methodological issues are involved in each step of any research. Moreover, it
plays a pivotal role in underlying causes for the application of certain methods in carrying out the research.
A quantitative approach was determined as suitable for investigation of the research questions by virtue of
the use of the questionnaire method to acquire the data. This approach in comparison with qualitative is con-
sidered as an appropriate for testing concepts and theories as these are not key issues in the qualitative re-
search, therefore it was applied in this paper. Bryman (2004) asserts that the quantitative approach implies
the process where the reality may differ and contradict the theory. In this case factors influencing job satis-
faction in Higher Education may vary from those that pertain in general theory on job satisfaction. Further-
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more, this type of approach focuses on the generalization that allows conducting the survey within a wide
group of people with the opportunity to compare their responses.

Another important aspect in conducting any research is the paradigm, which provides the important in-
formation on how to work with data obtained and how to carry out research properly [7]. In this paper a posi-
tivist paradigm was applied, as it implies the collection and evaluation of evidences for proving or refuting a
hypothesis or concept (Scottet, 2006). A questionnaire studies strategy was used by means of the application
of the online questionnaire method with close-ended and open-ended questions aimed at data collection.
Open-ended questions in this survey provide the opportunity for respondents to insert their own variants, that
in their opinion are valuable and does compel them to choose from any list of offered answer options.

The online web questionnaire was carried out by virtue of the online program Survey Monkey and in-
volved 15 respondents from the same department of one university. The population consists of the teaching
staff holding different positions such as associate professors, teaching fellows, course leaders, directors of
different programmes, professors, senior teaching fellows. The participants were a purposive sample; be-
cause it was important to include respondents with different demographic data. The permission to conduct
the questionnaire within teaching staff was received from the head of the department. Then, the online ques-
tionnaire was sent to respondents by e-mail. The schedule of the questionnaire contains several open-ended
and close-ended questions involving multiple choices, ranking order, choice of .one option‘from a list and
rating scale questions, where the total number of questions is 10. A 4-point'Likert-type scale from ‘Very im-
portant’ to ‘Not important at all’ was applied in order to determine predominant factors influencing teacher
job satisfaction and dissatisfaction. Also, the questionnaire comprises questions-on demographic data, intrin-
sic and extrinsic factors in terms of teaching, university service, research facilities, management, rewards,
and relationships with colleagues and job security. The piloting was made through sending the drafts to
6 teachers and then it was amended in order to distribute a final version.

Brundrett and Rhodes (2014) claim that a questionnaire is more effective method of obtaining informa-
tion as it offers a quick, efficient and convenient method of data collection from a considerable number of
people. Particularly online questionnaires are easy to analyze and interpret as a result of producing numerical
data and processing this data as statistics are automatically dealt with the help of online programs (Briggs et
al., 2012). Furthermore, according to Cohen et al.«(2000) questionnaires are not time-consuming as they do
not require face to face contact with respondents,.instead of this all questions can be mailed. Moreover, they
are economically low cost in comparison with such methods as observation, for instance.

Another advantage of questionnaires‘is anonymity, which allows respondents to answer the questions
honestly, whereas other methods such_ as interviews can not necessarily afford this. Also, questionnaires do
not put pressure on participants, as they can complete them in any setting (Briggs et al., 2012). Cohen et al.
(2000) add that the sameness of questions provides standardization, which makes the process of analysis of
obtained data in a considerable amount easier and faster.

However, questionnaires have also several disadvantages such as descriptive interpretation of data in-
stead of in-depth analysis, shallow information provided by respondents as a result of the absence of face to
face communication (Brundrett and Rhodes, 2014). Bryman (2004) highlights the risk of biased responses as
a result of the respondents” attempts to provide expected answers. Cohen et al. (2000) also pinpoints the dif-
ficulties in designing, analyzing, piloting and revising a questionnaire.

Turning now to the ethical issues, which imply the reliability, validity and ethics of the questionnaire
which have'been carried out. The authenticity of any investigation will clearly only be achieved through the
presence of these components. Wragg (2002) claim that ensuring anonymity of respondents and preserving
confidentiality of obtained data for instance, are the main elements of ethics. Whereas, reliability can be in-
creased by piloting and then testing the same group of respondents again in order to acquire the same results
or to use mainly simple, closed-ended questions (Brundrett and Rhodes, 2014).

However, reliability may be reduced in the case of questions consisting of scales that may be sensitive
to participants’ mood (Brundrett and Rhodes, 2014). Furthermore, there is a risk of low validity as a result of
obtaining biased, dishonest responses, the application of inaccurate questions or statistical tests (Tho-
mas, 2007).

Regarding the ethical rules from BERA [8], informed consent was received from the head of the de-
partment to distribute the questionnaire among teaching staff. Additionally, all respondents were provided
with the information about the details of the research and their rights to anonymity and confidentiality.
Moreover, as a result of several piloting procedures the questions were revised and thus the bias was
avoided, which made the questionnaire more reliable and valid. Triangulation, which is aimed at minimizing
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the invalidity of the research through the application of more than one method, was not used in this small-
scale investigation, as a result of the lack of time and resources. Moreover, this research includes piloting,
which as Brundrett and Rhodes (2014) states targets increasing the validity of the research and its results.
Thus, it was considered that the application of only one method was sufficient in this research.

Findings and Discussion

The information was obtained by means of the web based questionnaire, which was sent by email as a
letter with the attached link. In order to increase response rate and still ensure anonymity the reminder mes-
sage was sent again to the same respondents with words of gratitude to those who completed questionnaire
and reminding those who did not. The response rate was 53,3 % equating to 8 respondents out of 15, whereas
6 people participated in piloting before. Dillman (2000) and Malaney (2002) state that permissiblerespond
rate for making statistical analysis is from 30% up to 60 %. Thus, the response rate in this.research is suffi-
cient. The questionnaire considered following aspects of job satisfaction as teaching, promotions, university
facilities, relationships with colleagues and students, salary, job security, university policy and departmental
management, research opportunities, working conditions, recognition. Demographic data was included and
consisted of the information on current position, gender, years of experience in educational sphere and par-
ticularly in this university and in a current post, previous position held. Factors influencing teacher job satis-
faction and dissatisfaction in this department were determined. They were in certain cases affected by the
peculiarities of demographic data. Furthermore, the findings of conducted questionnaire provided the an-
swers on three research questions. A summary of acquired findings is illustrated. by means of pie-charts and
tables.

Thus, it was found that the percentage of male participated in the questionnaire was 50%, which is
4 people and female have the same number respectively. Work positions also varied as well as the years of
experience, for instance within 5 options of job tenure in this university 75 % of respondents fallen under the
group of more than 7 years job tenure and approximately 12,5 % of respondents were fallen under the cate-
gory of 1-2 years interval and 12,5 % under the job tenure of 6-7 years respectively. However, the job tenure
of respondents in educational sphere in general was more than 7 years, which turned into the percentage of
100%. Whereas, the job tenure of participants in current post varied, as 25 % answered that they work in a
current post from 3 to 5 years, others chose 1-2 years interval category, which is 37,5 % and another 37,5 %
of respondents indicated the option of more than 7 years. Thus, it can be seen that prevailing number of res-
pondents are people with long experience‘and as a result with relatively high positions. Also from the out-
comes of findings it was noticed professional growth of the majority of respondents.

Regarding the factors influencing job satisfaction and dissatisfaction of teacher staff in this department
it was found that the highest level of satisfaction was related to relationships with students, indicated by
75%, wage is 87,5 %, workload, indicated by 87,5 %, application of professional skills, which is 85,71 %,
conditions for conducting research and writing publications, which is 75% and policy of the university is
75% respectively. Surprisingly, these findings create controversy with Hertzberg's Two-Factor Theory
(1959) as they contradict to the‘main statements of this hypothesis, where extrinsic (hygiene) factors are con-
sidered as dissatisfiers, which can lead to negative feelings or result in job dissatisfaction. These factors are
policy of the university, wage and workload (McCaffery, 2004). However, these findings conversely support
Hackman's and Oldham Equity Theory (1980), which implies that particular job characteristics may impact
on job satisfaction and job outcomes (Murage-Mwaka, 2013). In case of teaching profession these factors are
the relationships ‘with students and conditions for conducting research and writing publications and applica-
tion of professional skills, which according to current findings have the highest rate as a factors influencing
teacher job satisfaction.

The highest rate of teacher job dissatisfaction was related to following factors such as job security
(12,5 %) and leadership on the university level (50 %) respectively. Particularly, these factors are in line with
that offered by Hertzberg (1959) unlike the above mentioned factors. Therefore, as these factors are extrin-
sic, they can cause teacher job dissatisfaction (McCaffery, 2004). Besides aforesaid factors, there were found
several, which created confusion. As the questionnaire includes 4-point Likert-type scale questions from
“Not satisfied at all” to “Extremely satisfied”, there are certain factors that were marked as “Not satisfied”
and “Satisfied”, which indicate feelings but not very strong towards job satisfaction factors. One of these
factors is sufficient conditions for conducting research and writing publications, which previously was men-
tioned as the highest rated factor of job dissatisfaction, at the same time it was marked as satisfied factor with
the highest rate of 75%. Similarly, job security that was chosen by respondents as the most dissatisfied fac-
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tors before, also was rated as satisfied factor (87,5 %). Thus, these findings in its turn are strongly correlated
with Locke's Range of Affect Theory (1976), where employees put priority on one or more aspects of their
job and this preference is different and personal, as other employees may have another aspects of prioritiza-
tion [9].

Findings also revealed that predominant factors effecting on teacher job dissatisfaction in this particular
department are insufficient conditions for conducting research (62,5 %), limited promotion chances and de-
cline in job security with 50 % each respectively, conflict with colleagues (one third of the sample popula-
tion). This results again proves and support Hertzberg's Two-Factor Theory (1959), as above-mentioned fac-
tors are considered as extrinsic (hygiene) factors causing job dissatisfaction.

Additionally, it was found that half of respondents marked growing prospects to improve and use pro-
fessional skills and abilities, career progression, professional autonomy, wide range of facilities, satisfied
expectations of working conditions, university policy and strategy and rewards as the most important factors
that should be taken into consideration in case if the level of job satisfaction in the university is planned to be
increased. In addition, final question disclosed pivotal aspects or factors, which have a significant impact on
the general teacher job satisfaction in the investigated department such as policy of the university that was
put on the first place in the ranking scale, then wage, relationships with colleagues followed by leadership on
the university level. These factors were also confirmed by Judge and Church (2000) as the main factors in-
fluencing teacher job satisfaction. Thus, particularly this findings prove to some extent one aspect of Adam's
Equity Theory (1965), which claims that employees who feel themselves rewarded sufficiently with their
salary are supposed to experience job satisfaction (Griffin et al., 2001). However, according to findings low
wage was not perceived by teachers as the crucial factor, which causes job. satisfaction. However, certain
factors are in line with those which were pinpointed by Comber and Nixon (2009), Watts and Robertson
(2011) and Oshagbemi (2013) such as conflicts with co-workers, limited promotion chances and insufficient
conditions for conducting research.

Thus, according to findings of the research it has been noticed the correlation between demographic va-
riables and influential factors of job satisfaction, where adult academics with long experience in terms of ex-
trinsic (hygiene) factors were most satisfied by policy-of the University, wage and less satisfied with job se-
curity, leadership on the departmental level. Whereas in terms of intrinsic (motivators) they were more satis-
fied by promotion and application of professional skills and were less satisfied by rewards. However, there
were a considerable number of exceptions, where certain extrinsic factors conversely causes job satisfaction
instead of dissatisfaction, which creates contradiction with existing hypothesis on teacher job satisfaction
theory. Gender has not significant impact on the choice of factors.

To sum up, a variety of factors; which have an impact on teacher job satisfaction and dissatisfaction in
the university department were determined. Predominantly, extrinsic (hygiene) factors lead to the job satis-
faction and dissatisfaction equally. Current research was correlated with all theories of job satisfaction except
Hertzberg's Two Factor (1959) in terms of certain factors. Furthermore, this study is limited in scope as a
result of the application of only one research instrument. Therefore, in the next time the semi-structured in-
terview method will be applied; as it allows more deep exploration of factors influencing teacher job satisfac-
tion and dissatisfaction as well as more proper understanding of people’s perceptions about these factors.
Another instrument, which'can be also applied in further investigation is Job Descriptive Index (JDI), which
was created by Smith (1969) and then improved by Kihm et al. (1997). It provides the opportunity to eva-
luate and measure more deeply the factors that impact job satisfaction and dissatisfaction such as promotion,
colleagues’ behavior, salary, work itself, supervision, working conditions [10].

Conclusions

This study attempted to explore and identify predominant factors affecting teacher job satisfaction and
dissatisfaction in an institutional department. Besides this, the recommendations of respondents regarding the
factors, which contribute to an increase in the general level of job satisfaction within the faculty staff, were
examined thoroughly. The outcomes of the research were obtained by means of conducting an online web
questionnaire, which was distributed by email to the academic staff of the department. According to the find-
ings explained and analyzed in this small-scale research, the teaching staff of the department was satisfied
more with extrinsic factors (hygiene), despite the fact that these are supposed to result in job dissatisfaction
according to Herzberg's Two-factor Theory (1959). Therefore, the research created disagreement and con-
tradiction with certain aspects of this hypothesis (McCaffery, 2004). This was because such factors as policy
of the university, salary, relationships with co-workers, for instance, were rated as the most satisfying factors
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in the academic environment of the university. These factors are considered by Judge and Church (2000) as
the dominant factors affecting teacher job satisfaction. However, in their turn job promotion and recognition
and leadership at the university level were marked as the main factors posing the risk of teacher job dissatis-
faction. Furthermore, current analysis revealed the dependence of job satisfaction on academics’ demograph-
ic variables, with the exception of gender aspect.

The findings of the research also disclosed information about teachers™ advices concerning the factors
that needs to be enhanced by the governance in the university and department, such as improving the rewards
system, growing prospects for self-improvement and the application of professional skills and abilities, pro-
viding a wide range of facilities, satisfying expectations of working conditions and developing university
policy and strategy. Thereby, as findings demonstrate that intrinsic (motivator) factors are correlated to job
dissatisfaction; coordinated efforts should clearly be expended to enhance job satisfaction in.terms of each
intrinsic factor.

The outcomes of study could be useful for university managers and senior administration, as was men-
tioned previously by means of taking into consideration the factors that cause staff job dissatisfaction in the
department and trying to eliminate them. As Comm and Mathaisel (2003) state teacher job satisfaction has
very positive consequences and causes teachers™ high job performance, greater productivity and professional
enhancement and issues of this job satisfaction should be investigated. Moreover, the results of this study
may to some extent be helpful for the university and departmental management team in terms of improving
work climate and enhancing teachers" attitudes towards their jobs.

Regarding the limitations of this work, it was mentioned before that the research is carried out on a
small-scale base, because only one research method was applied, which is the questionnaire. Thus, the semi-
structured interview should be used in further research on this topic with the aim of carrying out triangulation
in order to increase the validity of the research and more thoroughly investigate this issue. In addition, the
study was conducted within respondents of only one department; therefore the scope of the research should
be expanded which is why the next time it will be carried out within different departments or even within
different universities. Besides this, the Job Descriptive Index (JDI) could be applied for more comprehensive
evaluation of the factors affecting academic staff job satisfaction and dissatisfaction.

References

1 Judge, T., Church A.H. Job satisfaction: research and practice. In C.L. Cooper and E.A. Locke (Eds.), Industrial and organi-
zational psychology: Linking theory with practice. — Oxford, UK: Backwell, 2014. — P. 166—-198.

2 Badri M, Mohaidat J, Ferrandino V, Mourad T. The social cognitive model of job satisfaction among teachers: Testing and
validation // International Journal of Educational Research. 2013. 57: — P. 12-24.

3 Briggs A., Coleman M. and Morrison M. Research methods in educational leadership and management. — London [etc.]:
Sage Publications. — 2012. — 352 p.

4 Brundrett M. and Rhodes C. Researching educational leadership and management. — London: Sage, 2014. — 429 p.

5 Butler M. and Rose E. Introduction to Organizational Behaviour, Edited London: Chartered Institute of Personnel and Devel-
opment, 2011. — 112p.

6 Cohen L., Manion L. and Morrison K. Research methods in education. — London: Routledge Falmer, 2000. — 278 p.

7 Bryman A. Qualitative Research on Leadership: A Critical But Appreciative Review'. — Leadership Quarterly 2004. 15: —
P. 729-769.

8 Bera B:Ethical Guidelines for Educational Research. Association, BER. — London, 2011. —P. 1-11.
9 Bush T, Middlewood D. Leading and Managing People in Education. — London: Sage, 2006. — 112 p.

10 Comm C. and Mathaisel D. A case study of the implications of faculty workload and compensation for improving academic
quality // The international Journal of Educational Management. — 2003. — Vol. 17. — No. 4/5. — P. 200-210.

160 BecTHuk KaparaHguHckoro yHusepcuTeTa



Predominant factors influencing...

K.K. Kpekemena, XK. A. Karaz6aes

YHuBepcuTeT asichblH/a OKBITYIIBIHBIH 63 KbI3MeTiMeH KAaHAFATTAHYBbIHA HeMece
KaHaFaTTaHOaybIHA dcep eTeTiH Heri3ri pakTopJap

Makanaga yHHMBEPCHUTETTIK OpTaJa OKBITYIIBUIAPABIH 63 JKYMBICBIMEH KaHAFaTTaHYLIBUIBIK JKOHE
KaHaraTTaHOAyLIBUIBIK [JCHIeiliHe ocep eTeTiH Herisri ¢akropiaap Kapactbipsuiabl. COHBIMEH KaTap
Macnoyapin «/rigikrep »oHe op Typii AEHreWaeri KaKeTTIKTep» aTThl TY)KbIPbIMJAMachlHa COHKec
KbI3METKEPJIEPIiH JKYMBICBIMCH KaHaFaTTaHybIHa dCcep eTETiH €Ki Heri3ri (akTop Tinre THIK eTinmi, omap:
imKki (MOTHBaTOpiap) JOHE CHIPTKBI (IemoTuBaropiap) akropnap. ABTopmap [epubepr sxoHe Anmam
(eminertimix Teopwscer), JIokk (addekT xoHEe ce3iM Teopwschl), XdKMeH koHe OmnxdoM (KYMBICTApHBI
CHIIATTay TEOPHUSCHI) YCHIHFAaH KBISMETKEpIIep/AiH MOTHBAIMs JKyHeciH#e o3 eHOEriMeH KaHaraTTaHy
JKaFaliblHa OalyIaHBICTBI Op TYpi Teopusapisl Tammansl. CoHpgal-ak jkorapsl OuriM Oepy asiCEIHAA
npodeccop-OKBITYIIBUIAD KYPAaMbBIHBIH OKalIbl KAaHAaFraTTaHYIIBUIBIK JeHIeHiH KeTepy MaKCaThbIMEeH
KOJIIaHBIIATHIH, €HOEK jKarfaifblHa YMITIIEH KapayFa MYMKIHIIK OepeTiH KeH KeJieMae KbI3METTep YCHIHY,
OUTIKTLTIKTI KeTepy OoJaliarbl, MaTepHagbl JKOHE MOPAIBAIK KOTepMeney >KYWeciH KeTLNIipy. CHSIKTBI
(axroprapra GailIaHBICTBI YCBIHBICTAP J1a KENTipTreH.

Kinm ce3dep: >XYMBICTIEH KaHaFaTTaHYIUBUIBIK, YHUBEPCUTETTIK OpPTA, *KYMBICIIEH KAHAFATTaHOAYIIBIIbIK,
JKYMBIC XYKTEMeci, )KYMBIC LIapTTaphl, Oaranay, MOTHUBALM, CHIPTKBI (hakTopiap, iki‘dakropiap, anamaap
MYKTaX[BIKTApEIHBIH TOMEHT1 )KOHE JKOFaphl AeHTeHepi.

K.K. Kpekemena, XK.A. Karaz0aes

Karwuessie pakTopsl, BIAUAKIINE HA YPOBEHb YI10BJICTBOPEHHOCTH U
HEY/I0BJIeTBOPEHHOCTH CBOeil padoToii mpenojaaBarelicii B yHUBEPCUTETCKOM cpeje

B craTpe BbIIENeHBI KIIOUEBBIE (DAKTOPHI, BIUSIONINE HAYPOBEHE YAOBIETBOPEHHOCTH M HEYIIOBJIECTBOPCH-
HOCTH CBOEH paboToi mpenomaBaTeNisiIMH B YHHBEPCHTCTCKOH cpene. Kpome Toro, Hapsay ¢ KOHIENIUEH
Macnoy «bnara n moTpeGHOCTH Pa3HBIX HOPSAKOBY, PACCMOTPEHHI JABAa OCHOBHEIX (haKTOpa, MPUBOJISIINX
K yJOBJIETBOPEHHOCTH paboOTOil COTpyIHUKAMU: BHYTpEHHHE (MOTHBATOPHI) M BHEIIHHE (IEMOTHBATOPHI).
Taxxxe nMpuBeieH aHANU3 PA3TMYHBIX TEOPUH yAOBICTBOPEHHOCTH TPYIOM B CHCTEME MOTUBALIMY TIEPCOHANA:
I'epubepra, Anama (Teopust crpaBemnBocTh), JIokka (Teopus addexroB u amonuit), Xaxmena u Onaxioma
(Teopust xapakTepuCcTHK paboThl). [IpeaoxKeHsl peKOMeHJaluH OTHOCUTENBHO (PAaKTOPOB, CIIOCOOCTBYIOMINX
HOBBILICHUIO OOIIEro YPOBHS yIOBJIETBOPEHHOCTH paboTOil MpodeccopcKo-IpenoiaBaTelibckKiM COCTaBOM
B CHCTEME BBICIIEr0 00pa30BaHUsL, TaKMX KaK COBEPIICHCTBOBAHHE CHCTEMBI ITOOIIPEHNUI, IEPCIIEKTHBEI 10~
BBIIIEHHS KBATH(UKALNH, TIPEJOCTaBICHUE HINPOKOTO CHEKTPa YCIYT, COOTBETCTBYIOIINX OKUJIAHUSIM yCIIO-
BUH Tpyza.

Kniouesvie cnosa: ynoBIeTBOPEHHOCTH pabOTOH, YHHBEPCHTETCKAsl Cpela, HEyIOBICTBOPEHHOCTh paboToMH,
00BEM paboThl, YCIOBUs paboThI, MOOLIPEHHE, MOTHBALMSI, BHEIIHNE (aKTOpbl, BHyTPEHHHE (HAKTOPHI, MO-
TpeGHOCTHU BBICLIETrO M HU3ILIETO HOPsIKa.
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