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ABSTRACT

The research focused on job satisfaction among faculty members at the University of Liberia, Monrovia, Liberia. The objectives
of the study included assessing the level of job satisfaction and dissatisfaction at the University of Liberia and identifying the
factors of job dissatisfaction of the lecturers. The investigation was carried out using the quantitative approach. The respondents
were given questionnaires as part of this. A wide range of diverse factors, such as impacts, attitudes, views, preferences, and
behaviors, may be learned about using surveys. Surveys often offer a quite simple and effective way to acquire a lot of data
(Graveter & Forzano, 2006). The major indicators used to do the assessment were based on the framework of the literature
which will include: (a) the level of job satisfaction and dissatisfaction among the faculty members; (b) the factors responsible
for the satisfaction and dissatisfaction. The researcher adopted a simple random sampling technique in selecting the required
respondents for this research. It was found that job satisfaction is very poor among the members of the faculty of the University
of Liberia and that the factors responsible for job dissatisfaction at the University of Liberia include low remuneration and
poor general conditions as compared to those in administration and others in other sectors. It was recommended that the
administration of the University of Liberia should increase the salaries of the faculty members in direct proportion to their

qualifications and that the administration should improve the general working conditions of the faculty.
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INTRODUCTION

Significantly, tracking job satisfaction is crucial to the global
educational systems’ continued expansion. A school’s success
or failure can be determined by the level of job satisfaction
amongst its employees due to the significant impact that this
satisfaction has on employees’ productivity, which will have a
good or negative impact on the caliber of institution services
(Al-Sheikh 1997). Lecturers are not paid to commensurate
their qualifications and years of experience. The majority
of them are hired on a contract basis and therefore, have no
welfare package upon reaching the age of retirement. In most
of the Universities in Liberia, it is not common to have a Ph.D.
holder among faculty members in Liberia. Yet there is a high
correlation between innovation, scientific production, and
Ph.D. qualification (Habbib, 2011). Faculty members are not
supported with the basic facilities that will enhance their work.
Asaresult, lecturers struggle a lot to get materials to teach their
courses, are not punctual in their classes, and not involved in
research, and are not satisfied with their working conditions.
This no doubt affects the quality of tertiary education in Liberia
(CHEA, 2009). This research, therefore, targets to assess the
level of job satisfaction among the faculty at the University of
Liberia in the midst of the prevailing conditions of service.
And the major indicators used to do the assessment were based
on the framework of the literature which will include: (a) the
level of job satisfaction and dissatisfaction among the faculty
members; (b) the factors responsible for the satisfaction and
dissatisfaction. This research isimportant in that it highlights

the need to give maximum support to the faculty in order to
have maximum output. If the recommendations that will be
made in this research are taken seriously, then, it will lead
to improved working conditions for University lecturers
in Liberia and in turn lead to better performance by them.
This research can also serve as resource material for future
researchers.

LiTERATURE REVIEW

Theoretical Framework - Job satisfaction has been the subject of
multiple studies. Various hypotheses about job happiness have
resulted from this. Various theories exist on job happiness. The
motivation-hygiene theory, Frederick Herzberg’s two-factor
explanation of job satisfaction, is identified in the majority of
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investigations. Other hypotheses about job happiness exist in
addition to these.

Herzberg Two Factor Theory

It’s crucial to start with the widely accepted theory, the Herzberg
two-factor hypothesis of job satisfaction. The Herzberg two-
factor theory is important in the field of employment (Malik,
2011; Ahmed et al, 2010). Frederick Herzberg looked into
the issue of why people stay in their employment, and his
research sought to determine what drove people to do so
(Heng, 2009). 5 Herzberg divided the work components
into main motivations and hygiene elements, which are:
business administration and strategy, control, relationships
with supervisors, job requirements, pay, interactions with
colleagues, individual growth, and interactions with followers,
position, and protection (Peterson, 2007). These are the 10
hygiene-related aspects that have an impact on employees’
workplace happiness (Peterson, 2007). But they are split up
as follows: Accomplishment, praise, the job itself, obligation,
progress, and improvement were all motivators and rewarding
variables that produced extraordinarily positive sentiments.
When asked about the particularly negative incidents, they
mentioned the following: management of the business and
its policies, managerial behavior, relationships with bosses,
the workplace culture, pay, and relationships with teammates
(Ahmed et al, 2010). The external variables associated with
work are connected to the hygienic aspects. The fundamental
elements of the work that make it worthwhile are motivators.
Every business can use this theory. The same principle may be
applied to academics in higher education who are happy with
their jobs. Higher education can benefit from the hygienic and
inspiring elements.

Maslow’s Hierarchy of Needs

Another idea that explains job happiness is Maslow’s hierarchy
of requirements. According to Maslow, human motivation is
influenced by the hierarchy of needs. Maslow (2009) identified
five main levels of human wants, which are listed in the
following order: (1) Lower order needs, such as the wants and
needs for meals, water, sex; air, and sleep. (2) Safety needs,
such as the need for protection and security from threat; (3)
Social needs, such as the need to satisfy the need for pertaining,
affection, and love; (4) Higher order needs, such as the need
for esteem (self-esteem and esteem from others); and (5) Self-
actualization, which is the need for identity or consciousness.
These requirements are directly related to job happiness.
Employment satisfaction is stated to exist when a person’s
requirements are met by their job and the surroundings, per
Maslow’s (1954) theory of individual needs (As cited by Sergeant
and Brown, 2007). This has a number of effects on workers’ 6
job happiness. This view, as per Sergeant and Brown (2007),
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emphasizes the activity itself as the primary source of
occupational fulfillment. It is important to determine how
Maslow’s hierarchy of needs and job satisfaction are related.
According to a study by Sadri and Bowen (2011), Maslow’s
hierarchy of needs is crucial to job satisfaction. Maslow’s
hierarchy of needs is one of the core theories of job satisfaction,
according to Sadri and Bowen (2011). The study finds that the
Maslow hierarchy can aid organizations in creating programs
to inspire and retain workers, lower attrition, find quality hires,
and eventually boost productivity and net revenue, which
raises the level of job satisfaction (Sadri, 2011). The study uses
Maslow’s ideas to boost employee satisfaction in the workplace.
According to a different study by Pulasinghage (2010), applying
Maslow’s hierarchy of needs can boost employee satisfaction
in workplaces. The study recommends that managers adopt
a hierarchy of demands as a means to meet various types of
needs (Pulasinghage, 2010). It is important to relate Maslow’s
hierarchy of needs to professors in higher education since the
literature study addresses work satisfaction among faculty in
the higher education sector. Let’s look at what work happiness
means for professors in higher education. There are numerous
papers that support the link between job happiness and
Maslow’s hierarchy of requirements. Job satisfaction and the
Maslow hierarchy of requirements are related (Akhter, 2009).
This suggests that the requirements of professors change
depending on their position in Maslow’s hierarchy of needs.
Even lower-level professors still require the necessities in order
to be happy in their jobs. Professors with more experience need
to have higher levels of need satisfied.

Conceptual Framework -. The conceptual framework is
discussed here which makes up the second part of the
Literature Review, which also contains studies on faculty
member satisfaction and the type of employer, faculty
contentment and sex, and more. analysis of faculty members’
contentment and unhappiness; study on faculty contentment,
its relationship to age, its relationship to ethnicity, and its link
to gender; Study of variables associated with job satisfaction;
Study on the factors affecting work satisfaction; Study of factors
able to influence workplace morale; Study of factors influencing
job satisfaction; Study of factors affecting job satisfaction in the
workplace; Study of factors able to influence job satisfaction in
the workplace; Analysis of the factors affecting job satisfaction
in the workplace; Study of factors influencing work satisfaction;
Study of factors affecting job satisfaction in the workplace.

Teacher or Faculty Satisfaction and their Gender

Researchers have conducted a substantial amount of studies
on the relationship between faculty members’ gender and their
degree of satisfaction. The Ohio State University is largely
controlled by men, according to research done on indicators
influencing work enjoyment among teachers conducted by
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Castillo & Cano, J. (2004) teachers at the Ohio State University,
Department of Environmental, and Agricultural and Food.
In addition to having more years of experience and currently
holding the top roles at the university, male academic staff
has more charity than 7 female academic staff. Most of the
time, the professors at the Department of Environmental,
and Agricultural, and food expressed happiness in various
positions. They reported higher levels of satisfaction among the
men teachers than the women teachers. This demonstrates that
the administration doesn’t consider the perceptions of female
faculty members. The results of this study should be used by
the administration to assess a proper mechanism to address
the issue of equality among men and women in the workplace.
The outcome reveals also each teacher was most satisfied with
each work substance but least satisfied with the environment
in which it was executed. According to the study, all of the
“Hygiene” and “Job Motivator” features in the institution were
somewhat or significantly linked to faculty personnel’s overall
job satisfaction. Okpara, J. O., etal. (2005) conducted research
at the University of Brain Track using American schools
and universities index directories, and they looked into the
existence of gender inequality in university faculty members’
job satisfaction levels. The study discovered that men staff
were discontented with the overall work contentment, while
their female counterparts were very much contented with the
overall job. The findings also showed that the interviewees’
gender disparity and job satisfaction were both attributed
in large part to rankings. The results of these studies also
offer reccommendations to college and university authorities,
managers of organizations, and HR specialists, assisting them
in hiring, promoting, keeping, and rewarding their female
faculty members. The results also point to the need for the
government to address problems with female faculty members’
academic careers. Research on work contentment: difference
of gender empirical evidence was conducted by Gargallo-
Castel A, et al. in 2005. For their investigation, they picked
a sample of 413 Spanish professors. They performed a factor
analysis on the elements that can impact an individual’s work
contentment. To gauge how satisfied the staft is with their jobs,
they use an eleven-item questionnaire. They contend that the
Spanish faculty members’ satisfaction with their jobs is a factor
amenable to organizational development. They also emphasize
that four factors—interpersonal ties, economic considerations,
personal fulfillment, and working conditions—are responsible
for the degree of job satisfaction. An analysis of the worker’s
gender, as a result, reveals that although we assumed that
women and men had the same study conditions, the effects
of each dimension varied for each subsample. The study’s
findings point to aspects that affect employee satisfaction
and benefits, as well as good management of factories. These
findings are likewise good 8 and equally better in grabbing hold
of a competing edge as well as encouraging and motivating
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devoted employees. In their investigation of work contentment
with Highly Educated: the male and female role, income
comparison, and Academic Tenure, Heywood & Bender, (2006)
conducted a study at the Wisconsin University, Graduate
School in Human Resources, and Labor Relations, and
Economics Department and discovered that low satisfaction
among academic staffin the science department then teachers
from other departments with satisfaction. Additionally, the
researchers discovered both gender contented. A group of
highly educated professors was studied and they discovered
both genders had similar expectations for their work. They
discovered that numerous conventional findings from
specific samples demonstrate that highly educated academic
staff are worried about the contribution that marital status,
contribution that wages make, contribution that lecturers’
health restrictions make, and many other fringe benefits.
Additionally, they discovered that their organizational gender
patterns are more complex. Additionally, they discovered that
scientists who are involved with business had confirmed the
long-standing trend of increased content women teachers,
whereas scientists involved with academia discovered contrary,
namely that women are less contented in academia. They
also discovered that the length of employment affects both
academicians and quasi’ increase in job satisfaction. They also
discovered that they earn more in organizations, with these
earnings differing depending on their various functions within
the firm and not just appearing in the employees’ department
but as well in other sections. The researchers discovered also
significant differences between the roles in every division and
industry. Across gender and subject, their study on professor
job satisfaction found According to research by Sabharwal, M.,
and Corley, E. A. (2009), male faculty members are happier
than female academic staff in all departments. However, the
relationship between them completely changes as we include
a few institutionalized career-oriented and demographic
components in the version. When they are overprotective of
these kinds of characteristics, they anticipate that men will
be happier than their female coworkers. It’s interesting to
note that none of the corrective categories showed any signs
of confirmation or prediction. It was discovered that women
were much less satisfied than men in the health and scientific
domains. While the contentment levels among the men and
women faculty members are nearly the same in the fields of
social science and engineering. 9 Female lecturers were often
discontented with the jobs while the men teachers male were
contented, according to a study by Sarwar, Mehboob, and
Bhutto, (2012). Every “Work Hygiene” and “Work Motivator”
quality was directly or obviously similar to work contentment.
In this study, the factor “work itself” was discovered to be the
most rewarding component of the job, whereas the variables
“the condition of working” and “working guidelines” were
really the less contending indicators. SALU administration
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needs to focus on closely the issues that lead to faculty
dissatisfaction, most notably the execution of intellectual
strategies. They should also set up specific training and
development program in order to not only improve faculty
members’ skills, abilities, and knowledge but also to bridge the
gap between their levels of contentment and discontentment.
The “Working Condition” of the company was one of several
other aspects that might lead to either contentment or
discontentment. By offering faculty members more research
and development services, the management should endeavor
to improve the working conditions in the organization. They
should also make the required adjustments to restore the
classroom environment.

Faculty Member Satisfaction and the Difference
between Public and Private sector Employers

Researchers have conducted some fascinating studies on the
degree to which university lecturers in the private and public
sectors are satisfied with their jobs. According to Tsigilis, N.,
Zachopoulou, & Grammatikopoulos’s (2006)’s research among
early Greek educators, on work contentment and stress: among
workers in the public and private sector, employees are least
satisfied with their pay and are most dissatisfied with the
condition of their job and their managers. And was discovered
that teachers in the public sector were less satisfied with their
pay and direct supervisors than their peers in the private sector.
At the very least, job satisfaction and the nature of the work
assist forecast the emotional exhaustion of public sector early
educators and presume their emotional depletion. In their
study, Parveen & Rahman (2008) discovered that the main
features of the work contentment and outlines of discontented
teachers were discovered; which included the motivation
factors that teachers were concerned about:” salaries,
Performance feedback, recognition, and promotion.
Addressing these issues it is believed, that both the scope and
the intensity of the discontent felt by unhappy teachers could
be diminished. A definite distinction between the salary
structures at 10 public and private universities in Bangladesh
is there. In fact among private higher institutions, there are
significant differences. Teachers at private universities were
less unsatisfied with pay equity than those at public universities.
They advise public universities to concentrate on changing the
teacher compensation system in this regard. It can take a while
toalter this structure because the Government Pay Commission
created it from the center. The situation is different in private
universities, though. They can quickly make changes to the
pay system to lessen teacher pay disparities. Teachers should
be considered in the salary overhaul. Most importantly,
administrators at private universities should give granting
higher pay for their test administration—including salary for
invigilation in examination centers, pay for verifying scripts
of the test, as well as money for taking viva voce— serious
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consideration. Staff at both types of higher institutions
expressed similar unhappiness in their responses to
opportunities for research and equitable promotion processes.
This may be partially due to improper promotion practices as
well as human psychological aspects that frequently have
negative effects. It is true that all public universities have the
same guidelines and procedures for promotions. However, it
has been noted that promotions in public colleges often
resulted in heated debates. Politico-biasedness and irregularities
are present in this controversy. Private universities, on the
other hand, have a somewhat different issue because most of
them lack defined guidelines and regulations for promotions
and because their methods of doing so vary greatly and are
often biased. They advise both types of colleges that the best
way to boost faculty members” happiness in this area is through
fair promotion decisions. Additionally, each private university
should create a uniform promotion policy and effectively
explain it to its faculty members. Researchers in Jammu
conducted research on teachers in private and public
institutions to determine the relationship between job
happiness and life contentment. Researchers Sharma, Bakhshi,
Kumar, and Sharma (2008) conducted research at the
University of Jammu and discovered a substantial difference
between the job satisfaction of the government and private
college staff. Professors at private colleges are less satisfied with
their jobs than professors at public colleges. They discovered
that there is no appreciable difference between the life
satisfaction ratings of professors in government and private
colleges. They discovered a significant positive association
between life contentment and work satisfaction in the
research’s entire population. Work contentment between
Private and government institutions Teachers in the City of
Dhaka: A Analytical Comparative. According to Rahman,
M.L. (2008), instructors have a lot of valuable expertise in
compensation. Although there is a notable difference in the
pay scales for public and private colleges in Bangladesh, the
authorities should change the pay scales for both public and
private colleges. Teachers should be considered in wage
reforms. Teachers are also unhappy with the availability of
research opportunities as well as clear elevation processes in
private and government schools. The truth about all of the
promotion guidelines and regulations are identical to public
colleges. Private colleges, however, have a slightly different
issue because few of them have established regulations as well
as guidelines for elevation. A clear choice for promotion can
boost faculty members’ contentment in this area. In addition,
analysis reveals that faculty members at private colleges benefit
more from current technology and classroom amenities than
those at public colleges, and this has been identified as a key
contributor to their total job satisfaction. Findings from the
study show that the majority of respondents believe that the
authorities aren’t too knowledgeable regarding the issues and
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advantages of teachers. Government institutions frequently
experience procedures, which cause the response of authorities
to faculty members’ needs and requests to be delayed.
Authorities should schedule frequent meetings with faculty
members so they can share their ideas and be heard. Faculty
at private colleges display reduced work satisfaction with
reference to the campus amenities. Only if private universities
make an effort to expand their campus amenities can this issue
be resolved. The monotony of the profession due to the lack of
opportunities to teach other courses is another source of
unhappiness. This unhappiness can be decreased by organizing
the organization’s course, syllabus, and extracurricular
activities. Again, the group expressed broad displeasure over
not receiving performance feedback from the company.
Authorities should make an effort to give faculty members
accurate performance feedback in this area. They can create a
system for performance evaluation that includes both
monetary and non-monetary awards. Finally, the respondents
have begun to emphasize the association with age group as a
significant component. The teachers at private colleges,
however, are more supportive in this regard than those at
public colleges. Despite a variety of other sources of varying
degrees of discontent, respondents’ attitudes about a sense of
professional pride were overwhelmingly favorable. It accurately
reflects the conviction of the professors who 12 still believe
that this is a respectable line of work. Despite their modest
pay, college professors are proud of the fundamental
educational principles they uphold. Therefore, the
administration of any college should think about increasing
faculty members” happiness in order to encourage their future
positive attitudes. In their research on academic staff job
satisfaction: an analytical comparative among Punjab,
Pakistan, private and government higher institutions,
According to Irshad, Khalid, & Mahmoud (2012), in Pakistan,
there is a pay gap between academic institutions; as well as
discovered that faculty members in government institutions
were less satisfied with their (1) job security and (2) coworkers’
behavior, whereas faculty members in private institutions were
more satisfied with their (1) supervision. Even though the
private and government higher institutions teachers exhibit
significant differences in their entire work contentment which
came from different factors including coworkers relationships,
pay, behavior, an opportunity for elevation, work guarantees,
and managerial, they both earn (2) more money and (3) have
more opportunities for advancement than educators at public
universities.

Teachers’ contentment, and their contentment
and unhappiness Researchers have conducted a
substantial amount of research on contentment and
staff unhappiness. The researchers investigated staffs’
happiness as well as a desire for academic success:
an evaluation According to Ololube, N. P. (2006),
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the study’s results were minimized to focus on how it affects
workers” work performance and the use of self-report
instruments to measure participates’ work satisfaction and
work dissatisfaction level. They evaluated the propositions for
the research outcome based on their study’s design’s strengths
and weaknesses. Even if the author believed that assessment
and discernment were significant in the work satisfaction
study, the method of self-report is right and useful as a way
to get data. The high response rate of this research study is
a stronger force. The results of the study could potentially
be impacted by potential discrepancies in respondents’
observations, preventing them from being generalized.
However, the findings of this study can be applied generally,
particularly to teaching and all enterprises in the public sector.
Even though, before the author used the word contentment
and discontent variables, a study of this kind had never been
approved at this level in Rivers State. Future research will
be guided by the findings of this 13 study. This research will
be disseminated on a more general basis. It also includes
a number of alliance states as a direct result of the faculty
member’s negative attitude toward their jobs and works
dissatisfaction. The unique nature of the criteria employed in
this research calls for consideration of a different viewpoint
about job contentment and discontent and their motivating
factors, but their environmental and cultural origins are
strongly recommended. In Lahore, Pakistan, Manzoor, M.
U, etal. (2011) studied using the following variables on work
out-burn and work contentment among higher institution
teachers: satisfaction with the institution’s administration,
professionalism, respectable nature of the job, satisfaction
with institutions/profits, administration relationships with
staff, a workforce that are greater at mentally and physically,
workforce evaluation performance by the administration,
work distribution, colleagues compensation force. A few
severely nervous employees were also at work. On the other
hand, the majority of employees were generally content
based on each survey criterion used to assess the degree
of workplace stress and job satisfaction. Additionally, they
discovered a connection between employment stress and job
satisfaction. According to their research, conducted by Foor,
R. M., and Cano, J. (2011), faculty members who specialize
in agricultural studies in the areas of leadership, teachers’
education, communication, and as well as other education
were typically quite satisfied with their jobs. The highest
degree of overall job satisfaction was indicated by faculty
members with expertise in agricultural communications.
Only to a limited extent were faculty members happy with
the parameters of policy, administration, and financial
prosperity. He also suggested that to provide more important
and expressive conclusions to the area of focus, future teachers
are recognized, succeeding studies of work contentment that
employ the three-parameter work contentment instrument
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to discover strategies to get information on staff professional
career. Future research on faculty work contentment should
quantify the connection between levels of job satisfaction
and particular facets of learning and teaching, including
teaching style, levels of cognitive self-efficacy attained, and
other attentional specializations that are supported by the
literature review. Phenomenology research, for example,
can provide a fuller, more in-depth knowledge of faculty
members’ work contentment. Deshwal, P. (2011) conducted
a survey to learn how contented engineering teachers were
with their jobs at the school of engineering of technological
institutions, Uttar Pradesh. He discovered all academic
teachers were to be independent, unbiased, and open to
promotions. It is important to ensure faculty members’
involvement in the formulation of managerial policies.
They ought to have more independence at work and better
promotion prospects. Most teachers are discovered to be
happier on their jobs’ creativity, differences, pay, support
from coworkers, accountability, and social standing, as well
as their interactions with students and their job security.
As a result, faculty members need to respond continuously
to requests for these metrics. The working environment
should be improved, and their involvement in administrative
decisions, curriculum modification, and should ensure
additional academic issues Confidence should be built in
the staff members by the management. According to Saba, I.
(2011)’s investigation into the degree of job satisfaction among
the academic staff at Bahawalpur colleges, the majority of
respondents are happy with their income, the job itself, job
safety, working circumstances, and coworkers’ support.
Individuals with broad knowledge and subject specialty
appreciate independence in their coaching style, which
makes them feel satisfied with their work. When compared
to their qualifications, young faculty members view the
compensation level in public universities to be quite striking
and reasonable. A large number of the sample is made up of
faculty members who have more experience and a significant
amount of work, and they also tend to have more time on their
hands. Faculty members at public institutions are also given
enough freedom to conduct their lectures however they see
fit, despite the current financial situation not offering hopeful
packages to college students. They are more knowledgeable
in this area and are not in danger of losing their jobs due to
college administration. Because they collaborate with them
and enable them to acquire enough help whenever they need
it, faculty members are happy with their coworkers. However,
the majority of faculty members are unhappy with how
promotions are given at work. Because the majority of hiring
in public sector educational institutions is done on a contract
basis, one key reason why recently appointed faculty members
often voice dissatisfaction with promotion procedures is the
existing recruitment approach in those institutions.
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Faculty members’ levels of satisfaction and how that
relates to their ages

Researchers have done a substantial amount of research on the
aspect of age. Gautam, M., Mandal, K., & Dalal, R. S. (2006)
carried out an analysis to look at the variance in the work
satisfaction level among the faculty members of veterinary
sciences and animal husbandry at Sher-e-Kashmir University
of Agricultural Sciences & Technology in Jammu. It was found
that, on the whole, work satisfaction can be described as a
multidimensional phenomenon with a number of parameters
acting simultaneously. Overall, the SKUAST-] faculty members
who teach veterinary science and animal husbandry are happy
with their jobs. Although the relationship is not linear, younger
faculty members report higher levels of satisfaction compared
to those with longer employment histories. The difference
between individuals who have earned a master’s degree and
those who have a Ph.D. is negligible. The power of a degree
serves as a powerful motivation, and burnout is not completely
eliminated. On the other hand, the researcher suggested more
research to understand the dynamics of job happiness.

Faculty members’ happiness and how it relates to
their race

Researchers have conducted some fascinating studies on
the relationship between ethnicity and job satisfaction. S.M,
Madhavan (2001) observed that Chinese-born and “Indian-
born” teachers have few notable difficulties at work in their
investigation of the work contentment levels of engineering
teachers who are of Chinese and Indian descent at a research
university. These challenges include gender-related concerns,
perceived favoritism that can cause misunderstandings
between superiors, peers, and subordinates, as well as variety
in cross-cultural communication. These issues can lead to
instability and a lack of “fit,” which can make these instructors
feel uncomfortable, frustrated, and even furious. If they are
unhappy in their current positions, they may decide to go back
home, work for corporations or consulting firms, or enroll in
different academic institutions. The academic administration
must therefore be aware of other national birth and how
professors perceive their working place, work contentment
level, and professional level as well as personal integration. gn
order to support and retain professors who are foreign-born,
you need to use such knowledge to create an initiative that
facilitates the transition and addresses any issues or needs that
may arise among them.

Faculty members’ or teachers’ contentment with their
superiors

The dimensions of faculties and superiors have been
studied. Research on teachers’ contentment and the impact
was conducted in 1968 by Bachman, J. G. Institutions of

Pegem Journal of Education and Instruction, ISSN 2146-0655



An Assessment of Job Satisfaction Among Faculty Members of the Universities

twelve liberal arts organizational study was carryout. He used
atotal of 685 teachers from twelve Liberal Arts Universities as
a sample size in his study. He has implemented metrics such
as measuring administrative influence based on how much it
affects the dean, faculty, and faculty satisfaction. He discovered
that universities with the biggest overall convincing at the
hierarchy of all academic levels have the most satisfied faculty
personnel. Administrators with compiling high pursuance of
university activities and as well impacting are on university
honor rather than on lawful power and force have also had
the highest levels of support from the comparison research
on job satisfaction among academics and their managers
were conducted by Oshagbemi, T. (1999). This study sought to
determine if academics who play administrative roles rather
are more satisfied with the work than teachers who don’t have
the same institutional posts by examining the job satisfaction
of academics and their managers. University faculty members
are generally happy with their careers, according to the survey,
despite the fact that there are some areas of their work that
they dislike. Using the different statistical tests, it has been
discovered that the levels of contentment that university
employees and their executives experience with the majority
of the tasks they perform differ significantly. It is generally
believed that administrative positions are measured by
seniority in rank, age, and length of service causes of these
discrepancies have been identified, and have a positive effect
on university faculty members’ degree of job satisfaction.

Faculty or instructor happiness, as well as their driving
forces and hygienic considerations

On the motivational and hygienic factors component,
researchers have done a significant amount of study. In
their case study of factors influencing job satisfaction in
two Malaysian universities, Wong, E. S. K., & Heng, T. N.
(2009) found that while some hygiene variables do, in fact,
contribute to job contentment, all incentive components
are connected with job unhappiness. Recognition, growth,
accomplishment, accountability, and the task itself, according
to Herzberg, were of low value to Malaysian faculty members,
suggesting a propensity toward job unhappiness. Herzberg’s
model placed low values for administration and policy and
compensation—two “hygiene” criteria—but Malaysian faculty
members saw these values as high, suggesting a propensity for
work satisfaction. Another sign that cultural background may
affecthow employees respond to job happiness is the pattern of
job attitudes among Malaysian faculty members, which differs
from the Herzberg job satisfaction model. In conclusion, this
study provided researchers with a technique to pinpoint the
elements that Malaysian university professors consider when
evaluating their work happiness. It is recommended that each
chosen school make use of the findings from this study to
improve faculty members’ job satisfaction in line with each

Pegem Journal of Education and Instruction, ISSN 2146-0655

stated preference. In order to maintain a comprehensive and
long-term growth strategy, it is also important to evaluate the
elements that are disclosed and influence faculty members’
job satisfaction.

Faculty members’ satisfaction, including state,
demographics, and satisfaction

A significant amount of study has been done on the state
dimension, demographic traits, and satisfaction. Are
demographics, academic status, and challenges or concerns in
higher education elements have an impact on the job happiness
of Greek university professors? Researchers Platsidou, M.,
and Diamantopoulos, G. (2009) discovered that faculty
members who were happier in their positions tended to gauge
challenges in higher education less accurately than those who
were less happy. The dependence of Greek universities on the
government and political parties is the only key problem that
regression research has at least shown to significantly predict
the overall work satisfaction of Greek academic members. They
also discovered that, despite their potential responsibility for
delaying the restructuring and addressing the weak points
in Greek institutions, these factors have little effect on how
each contented academic is with his/her work. Each Greek
academic appeared to be rather contented with his/her career;
no statistically important impact of demographic factors
including gender, age, marital status, and work experience
were seen. The majority of the issues under study are rated as
being pretty unpleasant to very harsh. In contrast to their less
contented colleagues, the more contented faculty members
were thought to have fewer major difficulties with higher
education.

Research on faculty members’ levels of satisfaction
and unhappiness

A significant amount of research has been done on the
happiness and unhappiness of faculty staff. According to
Ololube, N. P. (2006), the study’s results are limited to the use
of self-report instruments to gauge respondents’ levels of job
contentment and job discontent, and they also concentrate
on how it affects faculties in their study on teachers’ job
satisfaction and motivation for academic success. The self-
report method is accurate and effective as a way to acquire data,
even if the author thought that assessment and perceptions
were crucial in work satisfaction research studies. The high
response rate in this research study reflects a stronger force. The
results of the study could potentially be impacted by potential
discrepancies in respondents’ observations, preventing them
from being generalized. However, the findings of this study
can be applied generally, particularly to instructing and all
enterprises in the government sector. Even though a study
of this nature has never before been approved at this level in
Rivers State. The work happiness and discontent variables
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were employed by the author. Future research will be guided
by the findings of this study. Additionally, this work is to be
distributed on a more general basis. It also addresses a variety
of alliance states as a result, including the long-term impact of
a faculty member’s negative attitude toward employment and
job discontent. The unique nature of the criteria employed in
this research calls for consideration of a different viewpoint
about job contentment and discontent and their motivating
factors, but their environmental and cultural origins are
strongly recommended Researchers in Lahore, Pakistan looked
at work satisfaction and stress levels of university instructors.
Manzoor, M. U,, Usman, Naseem, and Shafiq (2011) utilized
the following variables: professionalism, contentment with the
organization’s administration, respectable character of the job,
satisfaction with facilities/profits, relationships with professors,
and physically and psychologically taxing job demands. This
conclusion was influenced by peer pressure to do well, job
assignments, performance assessments by employers, low
compensation, and reports indicating workers were generally
happy with their jobs. A few severely nervous employees were
also at work. On the other hand, the majority of employees
were generally content based on each survey criterion used
to assess the degree of workplace stress and job satisfaction.
Additionally, they discovered a connection between
employment stress and work contentment. According to Foor,
R. M., & 19 Cano, J. (2011)’s study on the factors predicting
job satisfaction among a select group of agriculture faculty
members, professors with expertise in agricultural faculty
member education, agricultural communication, agricultural
leadership, and additional room education were generally
satisfied with their careers. Faculty members with competence
in agricultural communications reported feeling the most
satisfied with their jobs overall. Only a small portion of faculty
members expressed satisfaction with policy, administration,
and budgetary conditions. The three-parameter work
contentment measure should be replaced, he adds, in future
studies on job happiness. Strategies to collect information
on the areas of expertise of faculty members in order to
provide more expressive results that are meaningful in light
of the specializations that faculty members are knowledgeable
about. Future research on faculty job satisfaction should
quantify the connection between levels of job satisfaction and
particular facets of learning and teaching, including teaching
style, achieved cognitive levels of self-efficacy, and other
parameters of attention that are supported by the literature
review. Phenomenology research, for example, can provide
a fuller, more in-depth knowledge of faculty members’ work
satisfaction. Deshwal, P. (2011) conducted a study to find
out how content engineering professors at Uttar Pradesh’s
technical institutes were with their work. He discovers that
faculty members are seen as being impartial in terms of
administrative procedures, career promotion opportunities,
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and independence. Making ensuring faculty members are
involved in the creation of management policies is crucial. At
work, they need to have greater autonomy and have a higher
chance of getting promoted. Most faculty members reported
being content with their employment’ creativity, diversity,
compensation, support from coworkers, accountability, and
social status, as well as their interactions with students and
job security. As a result, faculty members need to respond
continuously to requests for these metrics. The working
environment should be improved, and their involvement in
administrative decisions, curriculum modification, and to
ensure other academicissues. Saba, I. (2011) discovered that the
majority of respondents in their study to examine the level of
job satisfaction of the academic staff in Bahawalpur institutions
were satisfied with their pay, the job itself, job safety, working
circumstances, and coworkers’ support People with extensive
expertise and subject specialty appreciate independence in
their coaching style, which makes them happy with their
jobs. When compared to their qualifications, young faculty
members find the wage level in public universities to be quite
striking and incredibly reasonable. The faculty members
who make up the majority of the sample are those with more
experience and a significant amount of work, while the faculty
members of public institutions have enough freedom to
conduct their lectures in whatever manner they see fitand are
not constrained by the current financial climate, which does
not offer hopeful packages to college students. They are more
knowledgeable in this area and are not in danger of losing their
jobs due to college administration. Because they collaborate
with them and enable them to acquire enough help whenever
they need it, faculty members are happy with their coworkers.
However, the majority of faculty members are unhappy with
how promotions are given at work. Since the majority of hiring
in public sector educational institutions is done on a contract
basis, one key factor in the freshly appointed faculty members’
expressed dissatisfaction with promotion measures may be the

existing recruitment process in such institutions.
Factors influencing job satisfaction

On the motivational and hygienic factors component,
researchers have done a significant amount of study. In
their case study of factors influencing job satisfaction in
two Malaysian universities, Wong, E. S. K., & Heng, T. N.
(2009) found that while some hygiene variables do, in fact,
contribute to job contentment, all incentive components
are connected with job unhappiness. Recognition, growth,
accomplishment, accountability, and the task itself,
according to Herzberg, were of low value to Malaysian
faculty members, suggesting a propensity toward job
unhappiness. Herzberg’s model placed low values for
administration and policy and compensation—two
“hygiene” criteria—but Malaysian faculty members saw
these values as high, suggesting a propensity for work
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satisfaction. Another sign that cultural background may
affect how employees respond to job happiness is the
pattern of job attitudes among Malaysian faculty members,
which differs from the Herzberg job satisfaction mode. In
conclusion, this study gave researchers a way to identify the
variables that faculty members at Malaysian universities use
to gauge their satisfaction with their jobs. It is recommended
that each chosen school apply the findings from this
research to improve each faculty member’s job satisfaction
in accordance with his or her expressed wishes. In order to
maintain a comprehensive and long-term growth strategy; it
is also important to evaluate the elements that are disclosed
and influence faculty members’ job satisfaction. 21 The
Institution of South Africa’s Schulze, S. (2006) study on the
factors influencing academics’ work happiness in higher
education found that physical conditions and support,
research, salary, and other perks provided by the university
all had a substantial association with job satisfaction. The
components that now contribute to satisfaction must be
maintained by higher education institutions. These include
retaining lecturers’ academic independence, their capacity
to choose how to conduct their own research, and their
ability to continue learning, preserving the availability
of research leave, and encouraging flexible work hours.
Governmental interference in coaching, research-related
problems like a lack of research investigators, students’ poor
work quality, lack of research investigators, uncertainty
about how to conduct research and the quality of their
research efforts, promotion criteria and political beliefs
surrounding promotion, time spent on administrative
tasks, the amount of paperwork needed, and the level
of communication at meetings were among the factors
that contributed to dissension. In their analysis of work
happiness at the academic level—a Romanian case study,
the Academy of Economic Studies from Bucharest found
that there are three distinct organizational characteristics
that govern the job contentment levels in the specific
Romanian Higher Education Institutes (2009). The first
two of the three factors—promotional chances and pay for
all academic professions, with the exception of full-time
professors—are sources of unhappiness in education for the
majority of educational employees. The work environment,
job security, and the number of teaching hours are the
second and third most common contributors to contentment
among educational professionals. Third, teaching resources,
information accessibility, and working conditions are
both sources of contentment and sources of discontent.
Whether a person finds the aforementioned aspect to be
satisfying or unsatisfactory relies on how they feel about
other personal characteristics including age, academic
standing, and employment history. These elements concern
the organizational assistance provided to faculty members.
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Faculty members’ happiness and their performance
and commitment effect.

Teachers’ job satisfaction and dissatisfaction have
been a research topic significantly carried out by
researchers. In her 2012 study, Nagar, K., examined
how stress affected staff members’ loyalty to the or-
ganization and work satisfaction. Reduced personal
achievements, depersonalization, and emotional
exhaustion are three factors that were highlighted
in her study. Her study focused on the dedication
of one hundred and fifty-three university teachers
to their jobs and the effect that improved job ha-
ppiness had on teachers’ commitment to various
universities. The study evaluated faculty members’
work satisfaction using the Minnesota Satisfaction
Questionnaire (MSQ). She uses analytical techni-
ques including Chi-square/degree of freedom, fac-
tor analysis, GFI, RMSEA, NNFI, RMSR, CFI,
and AGFI. According to Nagar (2012), work satis-
faction is an important indicator of faculty perfor-
mance. It is discovered that high job contentment
among faculty members is more prepared to achie-
ve well. So long as these professors are happy with
their positions, they seem satisfied and motivated to
work more, which might lead to a fruitful outcome
from their diligent efforts. Job contentment and po-
sitive sentiment generously encourage devotion to
the institution, which serves as the main source of
this fulfillment. It’s possible that the administration
of educational institutions is to blame for faculty
stress. Continued pressure from the administration
may result in faculty members participating less in
their work, a drop in instructional commitment, and
a decreased degree of job satisfaction. Additionally,
this may even result in a rise in absenteeism and
faculty member turnover rates. For organizations,
turnover is rising. Another notation impact of the
frequent faculty member turnover is increased staff
stress. According to Nagar (2012), the impact on
health is one of the scariest consequences of ha-
ving less fulfilling work. 2012 research by Cara-
mollah, & Kokab, on institutional commitment and
job satisfaction at Iranian Islamic Azad Universi-
ties, indicated that factors including the nature of
the work, the required skills, and the salary had an
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effect on teachers” work contentment. The level
of contentment among supervisors and teachers is
similar. It appears that authority, money, or facili-
ties are elements— - that have an effect on the satis-
faction of management and faculty members. The
study reveals a connection between successful and
typical institutions and faculty members’ work sa-
tisfaction. According to the study findings, work sa-
tisfaction among faculty members and their mana-
gement commitment are significantly and directly
correlated. In his examination of the link between
work behaviors and work performance of higher
institution faculty members, Senthilnathan, (1998),
discovered a favorable correlation between faculty
work satisfaction and work performance in EUSL.
Faculty members in universities abroad, mostly in
poor nations, as well as in high schools, can use this
study. Sirohi, A., & Srivastava, N. (2010) evalua-
ted the importance of the teachers’ commitment,
satisfaction, and performance in the academic sec-
tor mostly in private educational institutions. The
target sample for the survey research was the top
seven private universities of Utter Pradesh. The de-
partment of information technology and manage-
ment provided the survey respondents. The reliabi-
lity of the utilization was evaluated using Cranach’s
alpha coefficient. A model was created to explain
the connection between teachers’ performance,
work commitment, and job happiness. According
to the study’s findings, performance and dedication
are strongly correlated with satisfaction, and vice
versa for the faculty members of Indian private ins-
titutions. And under the direction of high satisfac-
tion and commitment levels, the faculty members
accomplish better work duties, reduce absenteeism,
accept of organization’s values, and have greater
input in decision making, increased term, trustwor-
thiness, and organization goals

The happiness of staff and their contentment -
retention evaluation - well being

The factors affecting faculty members’ satisfaction, retention,
assessment, and well-being have been the subject of much
research. Chung, K. C., Song, J. W., Kim, H. M., Woolliscroft,
J. O., Quint, E. H., Lukacs, N. W., and Gyetko (2010) found
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that faculty members” well-being needs to be taken more
into account at both the organizational and departmental
management levels. Their study looked at the factors
influencing job satisfaction among academic faculty members.
Therefore, significant efforts to increase job satisfaction
and advance safety are more likely to succeed if they are
centered on local opinion, and collaborating department
chairs, and are especially focused on creating more effective
mentoring families and expanding the availability for career
development activities like research study. They discovered that
similar strategies can also have a significant influence on job
satisfaction and staff retention for clinical track faculty roles.

The Satisfaction of faculty staff and their student’s
success and staff’s contentment.

Studies on the relationship between student accomplishments
or comments and teacher satisfaction have been conducted. In
their research on the attrition of the quiet voice, Corbin S. &
Ajamu, A. (2000), African American male community college
students discovered that the instructors and staff at this specific
community college are typically satisfied with their jobs. The
majority of the faculty members who responded to the poll
were pleased with their perceptions of themselves as professors
and also thought they had a significant influence on the choice
of students who would succeed in their academic and personal
objectives. The university’s faculty members take pleasure in
instructing and encouraging students in their endeavors, and
the feedback they get from students ultimately influences how
satisfied they are with their work. The degree to which these
faculty members monitored the academic success of their
students was a major factor in determining their own levels
of satisfaction. As a result, the primary source of the academic
staff’s formative work satisfaction is student communication.
Another significant finding of this study was also made
known by Corbin S. & Ajamu A. (2000), which also merits
consideration. Race and gender do interact and significantly
influence teaching staff observing roles. There is evidence from
the college indicating white male teachers and black female
teachers have more in common than previously thought. As
a result, when it comes to how they perceive their various
responsibilities, black male teachers and white female teachers
share greater similarities. The faculty at this institution stated
that, based on previous research, the community college
mean differs significantly from that of four-year institutes of
higher education. Many instructors regard their role as giving
disadvantaged students the chance to study, hence they take
satisfaction in their student’s successes. According to the four
groups, instructors expressed a considerable lot of anxiety and
felt responsible for the successes of their students. Students at
this educational facility are frequently “claimed to be neglected
and under-prepared.” In a school environment where thereisa
chance for these students to succeed, it is okay for teachers to
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feel upset with their mistakes. As a result of their own feelings
of disappointment, these teachers changed their behavior so
that they stopped taking responsibility for their students’ poor
performance, while others engaged in extracurricular activities
in response to these students” excellent performance. This
caused these teachers to become more stressed and inconsistent
in their roles.

In Conclusion, the level of job happiness and discontent
among faculty members in institutes of higher learning is a
hotly debated subject worldwide. This section offers a survey
of pertinent articles, research papers, books, theses, and
internet-based material on the topic of employee satisfaction
in universities. The study combines the opinions of several
scholars on the topic of work satisfaction among academic
faculty in higher education institutions. The results of the
many research showed that the work satisfaction of faculty
members is a very important factor for all higher education
institutions, and it has an influence on staff members’
performance and the quality of their contributions. Thus, the
investigation’s framework was Herzberg’s Two Factor Theory.
When categorizing the work dimensions, he divided various
factors into motivators and hygiene factors, including the
company policy and administration, supervision, relationship
with supervisor, work conditions, salary, relationships with
peers, personal life, relationships with subordinates, status,
and security. The research also used Maslow’s Hierarchy
of Needs as a foundational idea (b). He categorizes human
wants into the following five groups: (1) Lower order needs,
including biological and physiological needs for food, drink,
air, sleep, and sex; (2) Safety needs, including the need for
security and protection from danger; and (3) Social needs (the
desire to fulfill the need for belonging, love, and affection).
4) Wants for esteem (both one’s own and other people) and
5) Self-actualization are among the higher-order needs. Self-
actualization is described as the desire to fulfill one’s potential.
Employment satisfaction is stated to occur when a person’s
requirements are met by their job and the surroundings,
according to Maslow’s (1954) theory of individual needs (As
cited by Sergeant and Brown, 2007).

ReseaArRcH METHODOLOGY

The investigation was carried out using the quantitative
approach. The respondents were given questionnaires as part
of this. The administration of the University of Liberia made up
the study’s sample population. The administrative team of the
University numbers 120 people in total. Therefore, 120 people
made up the study’s whole target population. The sample size
for the study was 10% of the total population. 12 members of
the University of Liberia’s administrative staff served as the
population’s sample size. Curry (2001) states that a researcher
may use a sample size of 10% to reflect the entire community
if the researcher anticipated population is fewer than 1000.
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The respondents from the university under investigation were
chosen by the researcher using a random sample approach.
All population members had an equal probability of being
chosen for the research as result. Simple random sampling,
often known as random sampling or the method of chances,
is the cleanest and most basic probability sampling technique,
according to John Dudovskly (2011). It is also the most often
used technique for selecting a population sample for a variety
of reasons. This approach is thought to portray the population
in the most objective way. However, this method still exhibits
sampling error, much as other sampling techniques. Every
member of the population has an equal chance of being selected
for the sample in a basic random sampling. The rationale for
simple random sampling, according to one statement, is that
it eliminates bias from the selection process and ought to
provide representative samples (Gravette, F.J. & Forzano, and
L.B.-2011). The closed-ended style of questionnaire served as
the researcher’s tool for gathering data. The questionnaires
were distributed to the administrative staff and were collected
back from the respondents upon completion which formed
the basis for data analysis. The data was analyzed using SPSS.

FINDINGS

Table 1 shows the gender of the respondents. According to the
table, there is gender equality as there is a 50% representation
of each gender.

Table 2 shows that 9 respondents representing 75% were
married while 3 representing 25% were single. This implies
that the majority of the respondents were married.

The table 3 shows that more than 80% of the respondents
were between 25 and 36 years, indicating that majority of the
faculty members were young.

Table 1: Gender of Respondents

Status Frequency Percent
Male 6 50.0
Female 6 50.0
Total 12 100.0

(Source: Researcher’s fieldwork, 2022)

Table 2: Marital Status of Respondents

Gender Frequency Percent
Married 9 75.0
Single 3 25.0
Total 12 100.0

(Source: Researcher’s fieldwork, 2022)

Table 3: Age of Respondents

Age Group Frequency Percent
25-30 4 333
31-36 6 50.0
37 -42 2 16.7
Total 12 100.0

(Source: Researcher’s fieldwork, 2022)
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Table 4 shows that 75% of the respondents have served the
institution for more than 5 years while 25% have served for
less than 5 years.

Table 5 shows the qualification of the respondents.
Accordingly, all (100%) of respondents are master’s degree
holders.

The table 6 that the majority (66.6%) of the respondents
are the rank of Assistant Professors, indicating the rank of
Assistant Professors dominates the administrative staff.

The table 7 shows the conditions of service that can lead
to job satisfaction. According to this table, all (100%) of
the respondents stated that no conditions were available at
the institution. This is an indication that the factors of job
satisfaction are not available at the institution.

Table 8 shows the working conditions at the institution
leading to job dissatisfaction. 66.7% stated that it was a result
of low remuneration while 33.3% stated that it was a lack of
resource support. This is an indication that low remuneration
and lack of resource support were the main reason for job
dissatisfaction.

The table 9 shows the behaviors of respondents as a result of
job dissatisfaction. 41.7% teach in more than one university at
the same time; 16.7% hire the services of unqualified teaching

Table 4: Number of years employed

Num. of Years’ Service ~ Frequency Percent
Less than 5 years 3 25.0
More than 5 years 9 75.0
Total 12 100.0

(Source: Researcher’s fieldwork, 2022)

Table 5: Highest Level of Education

Qualification Frequency Percent
Bachelors 0 0
Masters 12 100.0
Doctorate 0 0

Total 12 100.0

(Source: Researcher’s fieldwork, 2022)
Table 6: Highest Level of Education

Professional Rank Frequency Percent
Assistant Professor 8 66.6
Associate Professor 2 16.7
Professor 2 16.7
Total 12 100.0

(Source: Researcher’s fieldwork, 2022)

Table 7: Condition of Service Applicable to Your Institution

Condition of Service Frequency Percent
Assistant Professor 8 66.6
Associate Professor 2 16.7
Professor 2 16.7
Total 12 100.0

(Source: Researcher’s fieldwork, 2019)
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assistance; 25% are not regular in class, while 16.7% are not
accomplishing their teaching objectives. This indicates job
dissatisfaction has the potential to lead to poor performance.

Table 10 shows the level of satisfaction relating to the range
of salaries paid to the instructor in the department. All (100%)
of the respondents expressed a poor level of satisfaction. This
is an indication that their level of satisfaction is poor

Table 7. Condition of Service Applicable to Your Institution

Condition of Service Frequency Percent
Opportunities for increased involvement 0 0
in education
Opportunities for education to expand in 0 0
comparison to other field
Possibility for professional development 0 0
through formal education
Opportunities to participate in professional 0 0
workshops and conference
Good working relationships with others 0 0
None 12 100.0
Total 12 100.0
(Source: Researcher’s fieldwork, 2019)
Table 8: Working Conditions Greatly Impact
Job Performance Negatively.
Working Conditions Frequency Percent
Low remuneration 8 66.7
Poor leadership 0 0
Lack of recognition 0 0
Lack of resource support 4 333
Total 12 100.0

(Source: Researcher’s fieldwork, 2022)

Table 9: Impact of the working conditions on faculty performance.

Result of Job Dissatisfaction Frequency  Percent
Work in more than one University atatime 5 41.7
Hire the service of a teaching assistant who 2 16.7

is not qualified to help you

Not regular in class 3 25.0
Always not accomplishing your teaching 2 16.7
objective

Total 12 100.0

(Source: Researcher’s fieldwork, 2022)

Table 10: The range of salary paid to instructors in your department

Level of satisfaction Frequency Percent
Excellent 0 0

Very Good 0 0
Good 0 0

Fair 0 0

Poor 12 100.0
Total 12 100.0

(Source: Researchers fieldwork, 2022)
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Table 11- shows the level of satisfaction relating to the top
salary available to instructors compared to a similar position
in other fields. All (100%) of the respondent expressed a poor
level of satisfaction. This is an indication that their level of
satisfaction is poor.

Table 12- shows the level of satisfaction relating to the
amount of salary in proportion to the qualifications of
respondents. All (100%) of the respondents expressed d poor
level of satisfaction. This is an indication that their level of
satisfaction is poor. Table 13. The earning potential of the
faculty compared to that of the administration

Table 13- shows the level of satisfaction relating to the
earning potential of the faculty compared to that of the
administration. All (100%) of the respondents expressed a
poor level of satisfaction. This is an indication that their level
of satisfaction is poor.

Table 14- shows the level of satisfaction relating to the
number of hours they worked per week. All (100%) of the
respondents expressed a poor level of satisfaction. This is an
indication that their level of satisfaction is poor.

Table 15- shows the level of satisfaction relating to their
office facilities. All (100%) of the respondents expressed a

Table 11: The method used to determine your salary

poor level of satisfaction. This is an indication that their level
of satisfaction is poor.

Table 16 - shows the level of satisfaction relating to
the adequacy of instructional facilities. All (100%) of the
respondents expressed a poor level of satisfaction. This is an
indication that their level of satisfaction is poor.

CoNcLUSION

The research’s conclusions are in perfect agreement with the
theories concerning work satisfaction that are offered in this
study. Herzberg divided the work dimensions into hygiene
and motivators factors, which are represented by the following
elements: business administration and policy, supervision,
relationship with supervisor, work conditions, salary, and
relationships with peers; personal life; and relationships
with subordinates; status; and security (Peterson, 2007).
Achievement, acknowledgment, the work itself, responsibility,
progress, and development were all motivators and rewarding
factors that produced extremely positive feelings. Maslow’s
hierarchy of requirements is another explanation for why
people are happy in their jobs. According to Maslow, the
hierarchy of needs has an impact on human motivation.

Table 12: The amount paid in proportion to your qualification

Level of satisfaction Frequency Percent Level of satisfaction Frequency Percent
Excellent 0 0 Excellent 0 0

Very Good 0 0 Very Good 0 0
Good 0 0 Good 0 0

Fair 0 0 Fair 0 0

Poor 12 100.0 Poor 12 100.0
Total 12 100.0 Total 12 100.0

(Source: Researchers fieldwork, 2022)

Table 13: The earning potential of the faculty compared to
that of the administration

(Source: Researchers fieldwork, 2022)

Table 14: The number of hours you work per week

Level of Satisfaction Frequency Percent
Level of Satisfaction Frequency Percent Excellent 0 0
Excellent 0 0 Very Good 0 0
Very Good 0 0 Good 0 0
Good 0 0
Fair 0 0 Fair 0 0
Poor 12 100.0 Poor 12 100.0
Total 12 100.0 Total 12 100.0
(Source: Researchers fieldwork, 2022) (Source: Researchers fieldwork, 2022)

Table 15: Your office Facilitates Table 16: The adequacy of instructional facilities
Level of Satisfaction Frequency Percent Level of Satisfaction Frequency Percent
Excellent 0 0 Excellent 0 0
Very good 0 0 Very Good 0 0
Good 0 0 Good 0 0
Fair 0 0 Fair 0 0
Poor 12 100.0 Poor 12 100.0
Total 12 100.0 Total 12 100.0

(Source: Researchers fieldwork, 2022)
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The five primary stages of human desires identified by Maslow
(2009) are given in the following order: 1) Lower order needs
like biological and physiological needs (like the need for food,
drink, air, sleep, and sex), 2) Safety needs (such the need for
safety and protection from harm), and 3) Social needs (the
desire to fulfill the need for belonging, love, and affection).
Achievement, recognition, the job itself, responsibility,
development, and growth were all motivators and fulfilling
variables that led to very excellent sensations. 4) Wants
for esteem (both one’s own and other people’s) and 5) self-
actualization, which is the desire to reach one’s full potential,
were among the higherorder needs. These requirements are
directly related to job happiness. When a person’s requirements
are met in their employment and surrounding environment,
job satisfaction is said to exist, according to Maslow’s (1954)
theory of individual needs (As cited by Sergeant and Brown,
2007). This has a number of effects on workers’ job happiness.
These two ideas are supported by the research’s findings.
The University of Liberia’s faculty members were quite
dissatisfied, and this was due to the administration’s lack of
drive. The faculty members found it challenging to satisfy their
fundamental needs due to the low pay and lack of additional
advantages and possibilities, which prevented them from
reaching their full potential.

From the study, it is clear that the level of job satisfaction
among faculty members at the University of Liberia is very
low. Factors responsible for this job dissatisfaction include
low remuneration, lack of adequate resource support, lack of
opportunities for personnel development, no opportunities
for promotion, poor office facilities, and poor general
conditions as compared to those in administration and
others in other sectors. This has a serious negative impact on
teaching outcomes. This implies poor performance by the
administration of the University. If the level of job satisfaction
among the faculty will improve, the administration should
work on these factors that caused the poor job satisfaction.

ReseARCH LimiTATION AND FUTURE RESEARCH

The research was conducted at the University of Liberia. The
University has two campuses at Capitol Bye Pass, Monrovia,
and Fendel, Margibi County. It runs both regular and
continuing education programs. The University is the number
one State-owned Institution in Liberia. The researcher was
challenged with a shortage of time, the constraints of meager
resources, and the unwillingness of the respondents to
participate in the research during the data collection. Given the
importance of this study, it is necessitated that future research
is conducted considering the political and social-cultural
issues; regulatory variables, and so forth. Since in fact, the
motivational factor is yet to be developed completely in this
situation, the qualitative method would be used to analyze the
study by future researchers.
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