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ABSTRACT 

This study intended to examine the factors affecting job satisfaction among 

academics in public universities in Tanzania. Specifically, it attempted: to determine 

the effect of intrinsic factors on job satisfaction among academic staff at UDOM, to 

examine the effect of extrinsic factors on job satisfaction among academic staff at 

UDOM and to determine best predictor between intrinsic and extrinsic factors of job 

satisfaction among academic staff at UDOM. The population of study comprised of 

all academic staff in The University of Dodoma, where, the sample size was269. The 

study used a cross sectional design and employed both quantitative and qualitative 

approaches. Data from academic staff were collected using questionnaire, while 

interviews were used to collect information from heads of departments. Qualitative 

data were analyzed using descriptive statistics and Binary Logic Regression model, 

whereby, qualitative data were analyzed using Content analysis. The study 

discovered that intrinsic factors responsible for job satisfaction among academic staff 

at UDOM are relationship, recognition, advancement, nature of work and 

responsibility. Moreover, the study found out that the extrinsic factors that influence 

job satisfaction among academic staff at UDOM are remuneration, promotion, job 

security and working environment that includes equipment’s, offices, clean and non-

hazardous conditions. Finally, the study observed that intrinsic factors are better 

predictors of employee satisfaction than extrinsic factors. Thus, the study 

recommends that, the management of UDOM should design and establish deliberate 

mechanisms to foster and improve relationships, recognition, and advancement 

among academic staff. Moreover, it should work on the design of work so as 

improve aspects of nature of work and responsibility. The study further recommends 

to the UDOM management and the government to make improvements in aspects 

related to remuneration, promotion, job security and working environment. 
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CHAPTER ONE 

INTRODUCTION 

This chapter presents background of the problem, statement of the problem, 

objectives of the study, significance of the study, limitation of the study and 

delimitation of the study 

1.1 Background of the Problem  

Job satisfaction has been a famous topic to many scholars since it has impact on 

organization practice. Different scholars like Hulin, C. L., and  Judge (2003); Judge 

et al., (2001);  Tsogtsuren and Bayasgalan, (2015) argue that job satisfaction has 

positive contribution on employees and organizational performance. The literature 

has also show that job satisfaction has negative influence on employee absenteeism 

and turnover intention (Brikend Aziri, 2011; Ehsan & Rizwan, 2014). Therefore, it is 

important to understand the factors affecting job satisfaction in organizations of all 

types. 

Generally, job satisfaction can be defined as the individual contentment of his or her 

work. According to (Feiinstein, 2000), job satisfaction is more of a response to a 

specific job or various aspects of the job (Ishfaq, Muhammad, Ahamed, & Borwa 

Zulfqarahmad, 2010). However, it is important to note that, there is no consensus on 

the real definition of the term as a result it has been criticized for its subjectivity 

(Hammer & Zimmerman, 2011).  

Higher Education is understood as being necessary to the successes of national 

efforts to boost productivity, competitiveness and economic growth (Channing & 

Chan, 2000). Universities and other higher learning institutions are key players in 

indigenizing knowledge and diffusing it into the national economy. To achieve that 

needs highly satisfied and motivated staff. Several studies by (M. E. Moloantoa, 

2015), (Osman et al., 2017) (Makafu, 2017) (Nyambi, 2017)(Al-Hinai & 

Bajracharya, 2013) and (Peter, 2019) have been done on aspect of job satisfaction of 

employees in various higher learning institutions worldwide due to its significance in 

the accomplishment of organization goals.  However, limited research has been done 

on this subject in Sub-Saharan Africa, and specifically in Tanzania. 
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(Taylor, Virgilia, Odilia, & Govvea, 2010) revealed that job satisfaction and 

satisfaction among academic staff play an important role in contributing to positive 

outcomes in the quality of the institutions and the students’ learning. This argument 

is based on the idea that success of a university relies on the academic staff. In 

connection to that, Khalid, et al. (2012) believe that universities are known as the 

highest source of knowledge where the future workforce is trained to become experts 

in various fields. The performance of academic staff as teachers and researchers 

determines much of the quality of the students’ satisfaction and has an impact on 

students’ learning and thus contributes to the higher education institutions of society. 

Thus, satisfaction of the academic staff is very important. 

Quality academic staff is the foundation of an effective educational system. They are 

essential employees in accomplishing organizational mission and vision of any 

university (Kodithuwakku, 2017).To meet a standard and quality education, 

academicians need a working environment which is comfortable. An optimistic and 

strong university structure will result into enhancing academician’s job satisfaction. 

A good university environment will not only increase satisfaction of academic staff, 

but also it will improve a learning condition. Therefore, it is important to pay 

attention to the job satisfaction of the academic members  (Dias et al., 2018).  

Tanzania considers education as one of the key components of the government 

development plans and higher education institutions (universities) have been given 

the responsibility of imparting knowledge through teaching, research and 

consultancy (Buberwa, 2015). To make that work, the government needs to ensure 

that academicians are satisfied in their job through several factors such as 

competitive remuneration and benefit and, at the same time, recognize their 

achievement. This will boost their morale at the same time improve their functioning, 

hence the academic quality improvement (E. Moloantoa & Dorasamy, 2017). 

Despite the importance of academic staff in achieving organizational goal and 

national vision, there are some incidents which show job dissatisfaction among 

academic staff. For example, in Tanzania there are several strikes attempts for 

teachers because of arrears payment, salary increment and promotion (Mlinga, 2011). 

According to (Buberwa, 2015), there are attempts of strike for academicians despite 
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several satisfaction packages and benefits. The 2016 University of Dodoma academic 

staff strike can be regarded as a sign of job dissatisfaction. 

Therefore, this study examined factors affecting job satisfaction in public 

universities; It useful in recognize which factors should be introduced and 

maintained to increase job satisfaction among academic staff. 

1.2 Statement of the Problem 

Job satisfaction is a significant aspect to both employers and employees since 

satisfaction and dissatisfaction have an impact on employees’ practice in any 

organization (Mahamud, 2011). Job satisfaction includes recognition, good working 

environment, good relationship among employees and employers and job security 

(Makafu, 2017). Therefore, job satisfaction is what employees want from their jobs 

(Siyoi, 2015). According to Moloantoa and  Dorasamy,  (2017), dissatisfaction at 

workplace may result from lack of resources, facilities and poor working 

environment. 

In Tanzania, higher learning is considered to be important part of the national 

development; academics are essential component of higher learning. The reality is 

that universities cannot be in space without academics due to their key roles of 

teaching, research and consultancy. With that in mind there is a need for analysis of 

job satisfaction among academics in the universities to ensure that they are not only 

attracting and retaining high quality academics, but also providing quality service of 

teaching, research and consultancy because it sets a foundation for employee 

satisfaction.  

Despite all the efforts made by universities such as introduction of various 

allowances and other fringe benefits, there is dissatisfaction among academics at 

public universities which is reflected through absenteeism from the job, poor 

productivity, employee strike, turnover, misuse of an organization’s resources and 

resignation (Nadinloyi et.al, 2013).  

A number of studies have been conducted on the factors for job satisfaction in both 

private and public owned academic and non-academic institutions, such as  
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(Makafu, 2017; Masanja, 2018; M. E. Moloantoa, 2015b). However, most of the 

previous studies focused on the general factors of job satisfaction and dissatisfaction 

in non academic sectors with limited study on factors for job satisfaction of public 

universities, specifically in Tanzania. Therefore, this study attempted to examine 

factors affecting job satisfaction in public universities; the University of Dodoma 

(UDOM) being the case study. 

1.3 Objective of the Study 

1.3.1 General Objective of the Study 

Generally, the aim of the study was to examine factors affecting job satisfaction 

among academics in public universities in Tanzania. 

1.3.2 Specific Objectives 

Specifically, the objective of the study was: 

i. To determine the effect of intrinsic factors on job satisfaction among 

academic staff at UDOM. 

ii. To determine the effect of extrinsic factors on job satisfaction among 

academic staff at UDOM. 

iii. To determine best predictor between intrinsic and extrinsic factors of job 

satisfaction among academic staff at UDOM. 

1.4 Research Questions 

i. What are the intrinsic factors that affect job satisfaction among academic staff 

at UDOM? 

ii. What are the extrinsic factors that affect job satisfaction among academic 

staff at UDOM? 

iii. What is the best predictor between intrinsic and extrinsic factors of job 

satisfaction among academic staff at UDOM? 

1.5 Significance of the Study 

The rationale of the research is to identify both intrinsic and extrinsic factors 

affecting job satisfaction among academics in public universities in Tanzania. In 

addition, it is sought to recommend effective ways of improving academics’ 
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satisfaction level in public universities to get their commitment, assists government, 

policy makers and other stakeholders in formulating various policies which would  

be used to increase job satisfaction among academicians in order to improve 

performance of the public universities, Moreover the findings of this study would be 

applicable  to other public organizations apart from universities whose employees 

perform below standard due to the absence of job satisfaction. To the researcher; this 

study would be a basis of acquiring my Master’s degree at University of Dodoma. 

1.6 Scope of the Study  

The study restrained to academic staff at only public universities in Tanzania using 

experience from the University of Dodoma. The study assessed extrinsic and 

intrinsic factors of job satisfaction among academics in public university, focused 

mainly on; recognition, advancement, responsibility, nature of work, relationship, 

working environment, remuneration, promotion, and job security concept in an 

attempt to understand job satisfaction phenomena. The University of Dodoma is 

located approximately 8 kilometers east of Dodoma which is the capital city of 

Tanzania. It is still a growing institution with approximately 825 academic staffs 

1.7 Limitation of study 

The major limitation of the study was the access to information. To some extent it 

was difficult to obtain information from the respondents due to busy schedule at the 

time of data collection process which brought delays and failure in going with the 

budgeted time of work. To handle this researcher forced to conduct some interview 

during evening time and some interviews were conducted during wiki end and out of 

work place. 

 Another of limitation was fear of participants. Some of participants were not willing 

to be recorded. To handle this, the researcher was forced to switch to notes taken to 

get information. 

Despite the above limitations, the researcher succeeded to collect sufficient 

information to enhance analysis and writing of the report. 
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1.8 Delimitation 

Delimitation of this study was that the study based on public university in Tanzania 

and its academics and thus the resulted findings could not be generalized to other 

non-public institutions. 

1.9 Organization of Dissertation 

This dissertation consists of five chapters. The first chapter covers background of the 

study, statement of the problem, objectives of the study, research questions, 

significance of the study, delimitation of the study, limitations of the study and 

organisation of the dissertation.  

The second chapter revises the literature of the research topic. It focuses on the 

concept of job satisfaction, intrinsic and extrinsic factors of job satisfaction, 

theoretical and empirical review on job satisfaction, synthesis of literature review, 

conceptual framework and research gap.  

The third chapter describes research methodology including area of the study, 

research design, study population, unit of analysis, sample size, sampling techniques 

and procedures, measurement of variables, research validity and reliability, data 

collection methods, analysis techniques, ethical consideration and summary of the 

chapter.  

The fourth chapter presents the findings, analysis, discussion of the findings obtained 

from respondents during the study based on the objectives and research questions  

The fifth chapter covers summary of the findings, data presentation, conclusion, 

policy implications, recommendations, areas for further research and contribution to 

knowledge addressed to the public universities in Tanzania and for the later 

researchers.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter enlightens materials related to the problems; it presents the analysis of 

materials on the subject matter from different authors and scholars. The chapter 

covers theoretical literature review, empirical literature review, conceptual 

framework and research gap.  

2.2 Concept of Job Satisfaction  

Although job satisfaction has been extensively researched in various specializations 

such as business, psychology, sociology and nursing since the early 20th century, 

there is no consensus on the real definition of the term and, as a result, has been 

criticized for its subjectivity(Hammer & Zimmerman, 2011) and (Blusten, Olle, 

Alice, & Diamont, 2016).The absence of objectivity has prompted disagreement by 

various studies. In this regard,(Hulin, C. L., & Judge, 2003)  and (Jamalizadeh, 2012) 

argued that job satisfaction should be explored as a multidimensional concept as it 

contains the abilities, attitudes, beliefs, value system and psychological responses to 

the job of an individual. Thus, research studies have used numerous aspects to 

explain the development of job satisfaction. These include job attributes, social 

information processing and disposition(Glisson & Durick, 1998). 

According to Spector (2017) Job Satisfaction is the degree to which employees like 

and enjoy their job and find it as part of their life. That is, if people are happy and 

like their job, then it is satisfaction but if people are not happy and dislike the job 

then it is dissatisfaction. Job satisfaction refers to the attitudes and feelings staff have 

about their job (Armstrong & Taylor, 2014). Job satisfaction comes up as the result 

of several factors such as satisfaction, individual interest, attitude and personality in 

one side and organization and management on the other side. If these factors 

corroborate, then it can create a condition in which the individual feels satisfied 

(Shahbazi, 2009). Some other intellectuals, like Herzberg, (1959), believe job 

satisfaction has two dimensions, which are, factors and conditions and if they lack 

may lead to employee dissatisfaction. Job satisfaction can also be affected by 

intrin.sic and extrinsic motivating factors; relationship at work and the level at which 
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employees fail or successes, he believing that when staff are motivated and 

committed to work then there is a chance of being satisfied (Purcell, 2003). 

2.3 Intrinsic Factors for Job Satisfaction 

The Intrinsic factor of job satisfaction comes from within the person. It is related to 

one’s work; it includes factors like recognition, autonomy, control over resources, 

achievement, accomplishment and challenge work and ability to develop skills 

(Afful-Broni, 2004). It is when someone does something to obtain satisfaction or 

pleasure. When employees do something of their interest or challenge they are more 

likely to come up with more productive ideas and if they succeed they become 

satisfied (Brown, 2007). 

2.3.1 Recognition 

Recognition is the appreciation that employees receive from employer, management 

and supervisors based on what they have accomplished (Moloantoa, 2015). 

Employees enjoy to be noticed in their accomplishment hence increase their internal 

satisfaction and that bring in satisfaction to employees. Recognition can be done with 

the things such as letter of appreciation, a personal call from the management, and 

shake hands with immediate supervisors or even explained in the management 

meeting. The process will motivate even other employees to work hard, hence 

employee satisfaction. 

2.3.2 Advancement  

Armstrong (2014) refers advancement to the chance employees obtain to grow career 

wise. It deals with developing abilities and careers. The University must create an 

environment in which employees are provided with a learning opportunity. Every 

employee should have a chance of advancement, also more tasks should be given to 

employees so that they can advance themselves and improve their work. 

2.3.3 Responsibility 

Responsibility in this study means that an employee is given specific activities by his 

or her supervisor. In that regard, the supervisor should give a subordinate ownership 
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of the work; in other words, supervisors should reduce control over subordinates but 

maintain accountability (Peter, 2019).  

2.3.4 Nature of Work 

The work itself is the factor of job satisfaction because employees can be motivated 

only if they aware of their work content and systematic job design(Karen, Barbera, 

Macey, & Schneider, 2009).Work should be challenging, but not too complex and 

difficult so that satisfaction could be obtained when the work will be achieved  

2.4 Extrinsic Factors for Job Satisfaction  

This is one of the ways used to get employees satisfied through satisfaction. It 

includes things like promotion, job security, remuneration, fringe benefits and 

relationship with management. It is the rewards which come from external sources 

and not within. It can be tangible such as money (Brown, 2007). 

2.4.1 Remuneration 

Remuneration is the financial form of motivating employees, it includes pay, such as 

salary, bonus and  allowances , this financial benefits are short term and employees 

are forgetting that easily, however, other people will be much motivated than the 

others through the use remuneration (Armstrong and Taylor, 2014). 

2.4.2 Promotion 

Promotion is the carrier growth; it changes from lower level to a higher level. It is 

professional rise; Promotion brings in satisfaction when it is done without bias and in 

the time required. Employees are satisfied by promotion because it is regarded as a 

sign of recognition(Mustapha and Zakaria, 2013) 

2.4.3 Job Security 

Employees can easily be satisfied in their workplace if there are secured with their 

job and there are no threat of losing their job. This will allow them to work freely 

without any fear because they are sure of their work and they know that they are 

enjoying. Employees do not want to feel as if they are in danger while they are at 

work(Burton, 2012). 
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2.4.4 Organization Policies 

Organization policies include various factors such as promotion, incentives, training, 

recruitment; the organization must communicate its policies to the staff and put its 

best practices so that all employees can be satisfied. Working conditions satisfy 

employees because workers prefer to work in safe, hazard free environment(Raziqa 

& Raheela, 2014). Favorable working conditions also satisfy employees; this 

involves things like office equipment and other resources to make work done; as well 

as values of the organization. 

2.4.5 Working Environment 

Working conditions satisfy employees because workers prefer to work in safe, 

hazard free environment (Raziq, 2014).Favorable working conditions also satisfy 

employees this involves things like office equipment and other resources to make 

work done; also things like values of the organization. 

2.5 Indicators of Job Satisfaction 

There are several indicators which show there is job satisfaction within the 

organization. Such indicators include low turnover, reduced absenteeism, higher 

productivity, high organization commitment and positive organization behavior 

(Makafu, 2017). 

Low turnover means if employees are committed to their work they will not want to 

leave their job. If one likes the job it is not easy to quit rather than when one does not 

like the job, thus job satisfaction provides the environment which makes employees 

stay at work (Gregory, 2016).  

Higher productivity at any work place is the result of employees being happy. 

Happiness at work is the result of job satisfaction. If one is satisfied the morale of 

work increases, hence high productivity(Gregory, 2016). Also, there is high 

organization commitment; employees will be committed at work if they feel that they 

are part of the organization. In order for employees to be part of the organization, 

there must be a bond between workers and the organization and therefore share its 

value, be loyal to the organization and be able to fulfill the organization’s goal; when 
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this happens it is concluded that there is employee satisfaction(Mowday, Porter, & 

Steers, 1982).  

Dissatisfied employees will care less about the organization’s value and goal. One of 

the indicators of job satisfaction at work is the positive organizational behavior. If 

employees are satisfied with their work there will be a pleasant behavior within 

employees, but if there is job dissatisfaction there will be an unpleasant atmosphere 

in the organization such as tardiness, negligence, responding negatively and even 

others may decide to quit the job (Robbins, 2001)  and there are increase 

absenteeism. Absenteeism is the result of people not being committed to their work. 

It is a sign of dissatisfaction; if there is job satisfaction, then absenteeism is low and 

if there is dissatisfaction absenteeism is high(Aziri, 2001). 

2.6 Role of Job Satisfaction among Academic Staff  

Higher learning institutions are considered to be the highest source of knowledge and 

awareness production centre which trains the students in different fields of life. 

Academic staff is comprised of staff members with the primary assignment to 

instruct research or participate in public server. They are key resources to the success 

of any educational programmers. So satisfaction among academics is essential for the 

success of high educational institutions. It shall be a priority for every employer to 

keep employees satisfied in their careers. Bentley et al. (2013) indicate that a healthy 

climate at university increases not only the job satisfaction among academicians, but 

it also increases the academicians’ performance. Nordic (2009) added that a healthy 

atmosphere in a faculty can be affected by many factors such as healthy working 

conditions, relationships with colleagues, support in research and teaching, 

appropriate salary, promotion, opportunities, etc.  

Azeri (2011) explained that job satisfaction is a condition of positive and negative 

feelings of academic staff toward their job and show different reactions at work 

environment. Also, job satisfaction has been defined as a main factor among 

university employees that causes various organizational behaviors and changes the 

staff mood at work (Eslami and Gharakhani, 2012). In fact, the job satisfaction can 

be a combination of facets where each of them can cause satisfaction of low or high 

levels. These factors included organization vision, management system, satisfaction, 
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pay, benefits and co-workers' behavior. The study of Lufthansa (2005) suggests that 

pay, promotion, work, supervision and fellow workers are the main determinants of 

the job satisfaction.  

Job satisfaction as a vital factor should be determined in each organization and the 

existence of this positive feeling is very different among academic staff. However, 

providing the real way for improving and monitoring this factor, as one of the main 

organizational policies, should be considered by universities. 

2.7 Theoretical Review 

A theory is a formal, testable explanation of some events that includes explanations 

of how things relate to one another. A theory can be built through a process of 

reviewing previous findings of similar studies, simple logical deduction, and/or 

knowledge of applicable theoretical areas at hand (Zikmund and Griffin, 2010). 

Theoretical framework guides research, determining what variables to measure, and 

what statistical relationships to look for in the context of the problems under study 

(Trochim & Tormo, 2006). This research anchored in four theories i.e. Job 

Characteristics Model, Equity Theory, Vroom’s Expectancy Theory and Herzberg’s 

Theory (Satisfaction-Hygiene Theory). These theories are explained in details below; 

2.7.1 Job Characteristics Model 

This model was developed by Hackman and Oldham (1975) who were concerned in 

work redesign as altering jobs to increase the quality of employee’s work experience 

and their productivity. The model consists of three major parts: Core job dimensions, 

critical psychological states, and employee growth need strength.  

i. Core Job Dimensions: In this part, Hackman and Oldham identified five 

dimensions that determine a job’s satisfactional potential, these are: skill 

variety, task identity, task significance, autonomy and feedback. The job 

characteristics assumes that, the more these five core characteristics can be 

designed into the job, the more the employees will be satisfied  and the higher 

will be performance, quality and satisfaction.  

ii. Critical Psychological States: The model posits that; core job dimensions 

are more rewarding when individuals experience three psychological states in 
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response to job design. Skill variety, task identity and task significance, tend 

to influence the employee’s psychological state of experienced meaningful of 

work. The work itself, is satisfying and provides intrinsic rewards for the 

workers. The job characteristics of autonomy influence the worker’s 

experienced responsibility. The job characteristics of feedback provide the 

workers with knowledge of actual results. The employee thus, knows how 

s/he is doing and can change work performance to increase desired outcomes. 

iii.   Employee Growth Need Strength: This is the final part of the job 

characteristics model developed by Hackman and Oldham (1975), which 

means that, people have different needs for growth and development. If a 

person wants to satisfy lower level needs such as safety and belongingness, 

the job characteristics model has less effect. When a person has a high need 

for growth and development, including desire for personal challenge, 

achievement and challenging work, the model is especially effective.  

Strength of Job Characteristics Model  

The values of the Job Characteristics model are inherent in the job characteristics 

supported to influence levels of job satisfaction, and are remarkably aligned with the 

values underpinning work teams (Polley &VanDyne,2000). Job characteristic of task 

significance is a reflection of the belief that, humans are motivated and fulfilled by 

work they deem important and meaningful. This concept, is closely related to the 

characteristic of task identity, in which fulfillment is derived from seeing how one’s 

efforts contribute to larger organizational objectives. The nature of work team 

processes is such that, before the work begins, members spend a significant amount 

of time understanding the importance of the work they are about to engage in; being 

part of a team allows each member to view the contributions of others and more 

easily understand their own contribution, in light of the whole than if they were 

working as isolated individuals (Katzenbach & Smith, 2001).  

The job characteristic of a task variety, is an implicit recognition of the ability and 

need for the human mind to be stimulated by change, and the challenge of continuous 

learning. In the like manner, work teams are characterized by flexibility in roles, 

members are expected to shine in their areas of specialization, but are also required 

to do whatever is needed to ensure that, objectives are met. This often means, 
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accepting unanticipated challenges and learning new skills to meet emerging needs 

(Polley and VanDyne, 2000).  

The job characteristic of autonomy is a reflection of every person’s desire to develop 

a sense of mastery at work, and to be trusted to make important decisions. One of the 

hallmarks of effective work team designs is the granting of decision making 

authority to work teams, providing them with the empowerment they need to make 

decisions as a body (Polley and Van Dyne, 2000).   

Finally, the job characteristic of feedback is a reflection of the human need to gauge 

one’s own progress and success at work, and to continuously improve. Once again, 

the fundamental to any team’s success is the measurement and communication of 

progress and obstacles, both internally to the team and across the organization 

(Bassey, 2002).  

Weakness of Job Characteristics Model  

The job characteristics model is not always a total solution to satisfaction problem. 

Some employees resist job redesign and are not seeking, and may not perform well, 

with additional responsibility. There may be factors such as inequity in compensation 

or job insecurity that may override efforts to introduce job characteristics and job 

enrichment methods (Ryckman, 2010).  

Rationale of Applying Job characteristics Model  

The model provides a framework for increasing employee’s satisfaction and 

performance through enriching job characteristics. Furthermore, the model has been 

embraced by many researchers and is used in a multitude of professions and 

organizations (Examples, Campbell and Hakel, 2001). The model is one of the only 

approaches that focus on looking at job design. Under this model, the individual’s 

personality, behaviors and task accomplishment are all taken under consideration to 

describe the perfect fit for the job. In addition, the employee’s beliefs, values and 

ethnic background, can also play a role in how they respond to a job. Another reason 

for applying job characteristics model is that, the model, is widely accepted as a 

conceptual tool for addressing problems related to employee de-satisfaction, 

dissatisfaction and marginal performance (Katzenbach and Smith, 2001). The model 
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also, is presented as a priority in order to address contemporary management issues 

in the workplace (Opkara, 2002). 

2.7.2 Vroom’s Expectancy Theory 

This model is based on the belief that satisfaction is determined by the nature of the 

reward people expect to get as a result of their job performance. Because man is a 

rational human being he will try to maximize the perceived value of such rewards. 

Vroom is therefore suggesting that people need both ability and satisfaction to 

perform well and that if either ability or satisfaction is zero there will be no effective 

performance (Armstrong, 2009). 

People will be highly satisfied if they are made to believe that if they behave in a 

particular way, they will receive a certain type of outcome according to their 

personal preference. There are three variables in Vroom’s model given in the form of 

an equation. 

Satisfaction = Valence X Expectancy X Instrumentality 

Whereas: Valence means the attraction (repulsion) of an outcome to the individual. 

Expectancy is referred to as the Effort-Performance Probability. It refers to the extent 

to which the person believes his efforts will lead to the first level outcome that is, 

completion of the task. Instrumentality (Performance-Reward Probability) refers to 

the belief and expectation of a person that his performance will lead to a particular 

desired reward (Venkatesh, 2016). 

Criticisms of the Expectancy Theory  

Some of the critics of the expectancy model are given by Graen and Lawler, (2001). 

Actually, their criticisms of the theory are based upon the expectancy model being 

too simplistic in nature. Graen and Lawler (2001) claim that, the simplicity of 

expectancy theory is deceptive because it assumes that, if an employer makes a 

reward, such as a financial bonus or promotion, enticing enough, employees will 

increase their performance or productivity to obtain the reward. However, this only 

works if the employees believe the reward is beneficial to their immediate needs. For 

example, a Tsh, 50,000/= increase in salary may not be desirable to an employee if 
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the increase pushes her into a tax bracket, in which she believes her net pay is 

actually reduced. Similarly, a promotion that provides higher status but requires 

longer hours may be a deterrent to employees, who value evening and weekend time 

with their children.  

In addition to that, Lawler and Graen, (2002), state that, if anyone in the armed 

forces or security agencies is promoted, there is a must condition for such 

promotions, that they will be transferred to other locations. In such cases, if the new 

place is far from their permanent residence, where their family is residing, they will 

not be motivated by such promotions, and the results will be other way round, 

because, the outcome, which this reward (promotion) will yield, may not be valued 

by those who are receiving it. 

Strengths of the Expectancy Theory  

Victor Vroom’s expectancy theory is one such management theory that focused on 

satisfaction. According to Holdford and Lovelace (2001), Vroom asserts, intensity of 

work effort depends on the perception that, an individual’s effort will result in a 

desired outcome. Vroom suggests that, for a person to be motivated, effort, 

performance and satisfaction must be linked (Droar, 2006). 

In order to enhance the performance-outcome tie, managers should use systems that 

tie rewards very closely to performance. Managers also need to ensure that, the 

rewards provided are deserved and wanted by the recipients. In order to improve the 

effort-performance tie, managers should engage in training to improve their 

capabilities and improve their belief that added effort, will in fact lead to better 

performance (Holdford & Lovelace, 2001). Thus, this theory makes the following 

contributions:  

i. Emphasizes self-interest in the alignment of rewards with employee's wants, 

and;  

ii.  Emphasizes the connections among expected behaviors, rewards and 

organizational goals.  

Nonetheless, Expectancy theory, though well known in satisfaction literature, is not 

as familiar to scholars or practitioners outside that field. 
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Rationale for Applying Expectancy Theory  

Expectancy theory is an important tool in the field of management to explain 

satisfaction. From the research that has been conducted to test the theory, overall 

results suggest that, the theory can be useful as a predictor of the choices people will 

make when given different tasks, and remains, a popular theory in the workplace. 

Expectancy theory is more often used as an organizing framework for generating and 

testing context specific hypothesis. Expectancy theory states that, employees make 

decisions among alternative plans of behavior based on their perceptions of the 

degree to which, a given behavior will lead to desired outcomes. The basic idea 

behind this theory is that, employees will be satisfied by belief that, their 

decisions/actions will lead to the outcome they desire. 

2.7.3 Equity Theory 

Equity theory was first developed in 1963 by John Stacey Adams, a work place and 

behavioral psychologist. One thing that is common for humans is to compare 

themselves to others. One theory that comes forth from this evaluating of one’s-self 

and each other is equity theory. Carrel and Dittrich (2008) despite that most theorist 

discussing the equity theory posit three primary points. First, employees perceive a 

fair return for what they contribute to their job. Second, employees then run some 

kind of social comparison what their compensation should be with their colleagues. 

Last each employee that perceives himself to be in an inequitable situation will try to 

decrease this inequity. (Robbins, 2003) and Adams (1963; 1965, in Harder, 1991) 

explain that the equity theory is a theory that centre’s on perceived fairness of an 

individual. An employee reflects on how much effort he has expended and compares 

this to what he has got from it. After this individual evaluation of his input-output 

ratio, he will compare his ratio to the input-output ratios of others, especially the 

direct peers. If the employee considers his input-output ratio to be equal to ratios of 

other relevant employees, a state of equity exists. According to Adam’s (1996) inputs 

such as skill, tolerance, determination and enthusiasm, assistance given to other 

employees, experience, sacrifices made can be defined in many ways other than the 

number of hours spent at work. In this theory emphasise much on the fairness at the 

workplace and respect the value that employee contributes at the organization. 
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Through employee satisfaction led to increase the willingness of employees to 

perform his or her responsibility and achieve the objectives. 

Other psychologists have extended the equity theory, suggesting three behavioral 

response patterns to situations of perceived equity or inequity (Huseman & Mile, 

1998). These three types are benevolent, equity sensitive, and entitled. The level by 

each type affects satisfaction, job satisfaction, and job performance.  

i. Benevolent: Satisfied when they are under-rewarded compared with co-

workers.  

ii. Equity sensitive: Believe everyone should be fairly rewarded.  

iii. Entitled: Believe that everything they receive is their just due.  

Criticism of Equity Theory  

Criticisms have been directed towards both the assumptions and practical application 

of equity theory. Scholars have questioned the simplicity of the model, arguing that, 

a number of demographic and psychological variables affect people's perceptions of 

fairness and interactions with others. Furthermore, much of the research supporting 

the basic propositions of equity theory has been conducted in laboratory settings, and 

thus, has questionable applicability to real-world situations (Huseman & Miles, 

2002). Critics have also argued that, people might perceive equity or inequity not 

only in terms of the specific inputs and outcomes of a relationship, but also, in terms 

of the overarching system that determines those inputs and outputs. Thus, in a 

business setting, one might feel that, his or her compensation is equitable to other 

employees', but one might view the entire compensation system as unfair (Carrell & 

Dittrich, 2004).  

There are factors that make this theory a weak practice to implement in the 

workplace. One factor is, the most highly motivated employee is one who perceives 

his rewards are equal to his contributions. It is difficult to assess one particular 

practice, that will work to maintain equity amongst all employees and this is a 

perceived weakness of the theory (Redmond, 2009). Another weakness of the theory 

is the prediction of the overpayment conditions, stronger support has been found for 

underpayment inequity than overpayment inequity (Prichard, 2008).  
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Strength of Equity Theory  

On the other hand, the theory does have some strength. One of strength about the 

equity theory is that, its predictions of behavior in underpayment conditions, as 

evidenced by the Masoud Study in (2008). When Masoud did this study, results 

showed that, pay cuts were indeed associated with increased stealing. This study is 

evidence that, when employees are underpaid they will try to restore equity by other 

means. However, it is important for organizations to note that, people do consider 

inputs and outcomes of others relative to their own. Dereck, (2009), states that, 

supervisors and managers can apply equity theory to workers at all levels to predict 

and influence employee’s behaviors. Furthermore, organizations can apply equity 

theory in the workplace to analyze employee perceptions of fairness and improve 

work practices, to boost worker’s satisfaction and productivity. This may occur 

through the use of variety of methods, including conducting surveys to gather data 

pertaining to employee perceptions. Organizational leaders may then, use these data 

to develop policies and procedures designed to improve the perceptions of fair and 

equitable treatment throughout the workplace.  

Rationale for Applying Equity Theory  

In practice, this theory helps to explain why employees are so strongly affected by 

the situations of colleagues, friends or partners in establishing their own personal 

sense of fairness or equity in their work situations. The theory is one of the only 

approaches that focus on looking at equity as the means of making employees to 

enjoy. Equity theory, explains why employees can be happy and motivated by their 

situation one day, and yet with no change to their terms and working conditions can 

be made very unhappy and de-motivated, if they learn for example that, a colleague 

is enjoying a better reward to effort ratio. 

2.7.4 Herzberg’s Satisfaction-Hygiene Theory 

Fredrick Herzberg and colleagues studied work satisfaction in 1959 and found that 

work related factors that led to satisfaction were different from those that led to 

dissatisfaction. Herzberg considers job satisfaction into two dimensions, hygiene 

factors and satisfaction factors. Hygiene factors do not motivate employees, but the 

lack of it may cause dissatisfaction. Hygiene factors include staff attitudes and 

perceptions, working conditions, job positions, payment, job security and 
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organization policies. Herzberg believes that, if hygiene factors, lack, employees will 

be dissatisfied and could be a threat to the organization. 

The other factor is called satisfaction; this includes job achievements, understating 

and appreciation of employees and their work, job development, personal growth, 

nature and duties of work and recognition. The existence of it may result in 

satisfaction and personal satisfaction and lack of it may hardly prove strong 

dissatisfaction. This theory relates to the study since it explains about two factors,  

hygiene and satisfaction factors which are key to this study as intrinsic factor  

(satisfaction) and extrinsic factor(hygiene factors), (Schwartz, 2006) . 

Strength of the Herzberg’s Satisfaction-Hygiene Theory 

The following is a glance at each of the satisfaction factors according to Herzberg. 

Achievement: An example of positive achievement might be if an employee 

completes a task or project before the deadline and receives high reviews on the 

result, the satisfaction the employee feels would increase. However, if that same 

individual is unable to finish the project in time, or feels rushed and is unable to do 

the job well, the satisfaction level may decrease. 

Recognition: When the employee receives the acknowledgement they deserve for a 

job well done, the satisfaction will increase. If the employees work is overlooked or 

criticized it will have the opposite effect. 

Work itself: This involves the employees’ perception of whether the work is too 

difficult or challenging, too easy, boring or interesting. 

Responsibility: This involves the degree of freedom an employee has to make their 

own decisions and implement their own ideas. The more liberty to take on that 

responsibility the more inclined the employee may be to work harder on the project, 

and be more satisfied with the result. 

Advancement: This refers to the expected or unexpected possibility of promotion. 

An example of negative advancement would be if an employee did not receive an 

expected promotion or demotion. 
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Possibility of Growth: This satisfaction factor includes the chance one might have 

for advancement within the company. This could also include the opportunity to 

learn a new skill or trade. When the possibility/opportunity for growth is lacking or if 

the employee has reached the peak or glass ceiling, as it is sometimes referred to, this 

could have a negative effect on the satisfaction the employee feels with their job and 

position. 

The following are the hygiene factors, which work in the same way with positive or 

negative attributes; however, these factors can only have an effect on the 

dissatisfaction one feels. 

Company Policy or Administration: An employee’s perception of whether the 

policies in place are good or bad or fair or not, change the level of dissatisfaction that 

employee will feel. 

Personal or Working Relationships: This is those relationships one engages in with 

their supervisors, peers, and subordinates. How someone feels about the interaction 

and discussions that take place within the work environment can also effect 

dissatisfaction. 

Working conditions: This includes the physical surroundings that one works within, 

such as the facilities or location. 

Salary: This factor is fairly simple; the increase or decrease of wage or salary effects 

the dissatisfaction within a company a great deal. 

Personal Life: Although people try to separate the two, work and personal life, it is 

inevitable that one will affect the other. On the other hand, satisfaction factors, also 

known as job content factor (Mukherjee, 2009) such as recognition and advancement 

can easily contribute to a higher level of job satisfaction. According to Pattanayak 

(2005), satisfaction factors are able to encourage the employees to the extent that 

they are able to demonstrate superior effort and superior performance. Therefore, 

satisfaction factors are also known as being able to provide true satisfaction. Sapru 

(2006) added that satisfaction factors stem from human beings’ need to realize their 
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true potential. The absence of these factors will not cause dissatisfaction though but 

positive satisfaction will not exist (Sapru, 2006). 

Rationale for applying the Herzberg’s Satisfaction-Hygiene Theory  

For the purpose of this study, Herzberg’s two-factor theory of job satisfaction has 

been utilized in order to determine whether academic staff members are satisfied 

with intrinsic (motivators) or extrinsic (hygiene) factors in their workplace. 

According to Hussain and Had (2012: 1926), the effect and relationship between 

satisfaction and job satisfaction, result in the outcome of employee performance 

relying on his/her interest in work; as a result, the employee will achieve his/her 

targets due to satisfaction and satisfaction in their jobs. However, Herzberg (1959) 

explains the relationship based on two factors, with intrinsic factors that increase the 

job satisfaction level, while extrinsic factors are essential but not necessarily 

motivating employees. 

This study concluded that academic employees are important resources for the 

success of any HEI such as University of Dodoma. Therefore, the quality of work 

performed by academics can be enhanced by satisfaction. This indicates a significant 

relationship between satisfaction and job satisfaction. 

For the purpose of this study, management at Dodoma University could increase the 

level of satisfaction of employees, which could increase the level of job satisfaction 

which can, in turn, increase job commitment through satisfaction and hence, 

academic excellence. 

2.8 Empirical Studies  

2.8.1 Job Satisfaction 

Lancy and ASheehan (1997) studied the aspects of job satisfaction among academic 

staff in an international perspective at University of Melbourne, Parkville, Australia. 

The study focused on job satisfaction in eight nations (Australia, Germany, Hong 

Kong, Mexico, Israel, Sweden, USA and UK. Interesting patterns show the 

difference in international academic climate. The study explored more about 

Australia in regard job satisfaction and dissatisfaction of employees and examined 

the impact of context elements including working condition and atmosphere on 
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general levels of job satisfaction.  The findings indicate that factors such as the 

environment in which academics work such as atmosphere, morale, sense of 

community, relationship with Coworkers are a source of job satisfaction among 

employees. Moreover,(AL-Hinai. & Ziyana, 2013) conducted a study in sultanate of 

Oman on the factors affecting teaching faculty’s job satisfaction. The findings 

showed that the faculties are satisfied with both tangible and intangible factors such 

as salary, remuneration, family support, attending conferences, students and 

colleague’s relation and job security.  

Also, (E. Moloantoa & Dorasamy, 2017) conducted a study relating to this study of 

research on factors affecting job satisfaction of academic employees at the National 

University of Lesotho(NUL) and concluded that employees’ satisfaction at NUL is 

affected by factors such as salaries, benefits and working conditions. This shows that 

employees are not satisfied and motivated at all, however, there is no cooperation 

between management and academic staff. (Ombima, 2014) conducted a study on 

factors affecting employee job satisfaction in institution of higher education in 

Kenya. A study was case study of the United State International University (USIU) 

Kenya. A study focused on the factors into three categories named economic factors, 

environmental factors and demographic factors. Findings on demographic factors 

show that most of the men are dominant on the job and they are satisfied with their 

work due to various pay and incentives. Findings on economic factors show 

employees are on average satisfaction because the salary paid to them, make them 

comfortable to live, however, they are some who do not agree because they see what 

is paid to them is less compared to the cost of living. However, employees are likely 

to be more satisfied with the job if an environment factor is well equipped. The 

recommendation made to USIU was that, they should maintain to those factors, 

especially environmental factors in order to maintain the level of education as well 

keep the best practice on human resource.  

In Tanzanian there was a study done by (Buberwa, 2015) on role of satisfaction on 

academic staff performance in Tanzania Public University, at Moshi Cooperative 

University (MoCU). The study found out that the major factors which cause 

dissatisfaction and reduce satisfaction and hence the low performance of the 

institution is salary. The researcher recommended that the improvement of salary, 
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working conditions and recognition will provide a better performance of the 

academic staff. Another study in this area was done by (Makafu, 2017) who carried 

out a study on factors influencing academic staff’s job satisfaction in higher learning 

institutions. The study was conducted at the Mkwawa University College of 

Education (MUCE) and the results showed that higher learning institution’s 

academic staff is influenced by both intrinsic and extrinsic factors, such as, working 

conditions, infrastructure, policies and remuneration, however despite of that 

employee of MUCE are satisfied and committed to their work. 

Peter (2019) conducted study titled the relationship between job satisfaction and job 

performance among university academic staff in Tanzania. The study was motivated 

by the situation in Tanzanian universities over the past three decades when 

universities encountered numerous challenges including funding shortage which 

negatively impacts teaching and research functions in universities. Consequently, 

strikes by academic staff have been on the rise demanding better terms of service as 

they are dissatisfied with the lack of recognition, low wages, responsibility and 

promotion practices, which ultimately cause high job turnover as a number of 

academic staff pursue other seemingly financially promising non-academic jobs, 

such as politics. The findings indicated that there is no statistically significant 

relationship between recognition, responsibility, remuneration and promotion job 

satisfaction indicators and job performance of university academic staff. The study 

recommends that university management need to recognize academic staff’s efforts 

so as to encourage them to perform better in their job and hence increase 

universities’ performance. 

Makafu (2017) conducted study titled factors influencing academic staff job 

satisfaction in public higher learning institutions: a case of Mkwawa University 

College of Education. The study found that higher learning academic staff job 

satisfaction is influenced by both intrinsic and extrinsic factors. Academic staff are 

satisfied by intrinsic factors and less by the extrinsic factors such as working 

conditions, infrastructure, policies and remuneration, despite such weakness they are 

generally satisfied by the job and committed to the organization. However, the 

findings should not be generalized because the nature of Dodoma University is quite 

different from other Universities which necessity the need for this study. 
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Masanja (2018) conducted study titled the Determinants of Job Satisfaction among 

Lecturers for Private Universities in Arusha Tanzania. The data analyzed revealed 

the following results: Firstly the lecturers strongly agree that low remuneration and 

poor leadership is a leading cause of job dissatisfaction for private universities in 

Arusha. Second, the lecturers agree that the lack of recognition and the lack of 

continuous training and development is a cause of job dissatisfaction for private 

universities in Arusha. Third and lastly, Lecturers disagree that work overload and 

the lack of career promotion and advancement is cause of job dissatisfaction for 

private universities in Arusha. However, it is important to note that the nature of 

private Universities is different with public Universities that justify the need for this 

study.  

2.8.2 Factors of job satisfaction 

2.8.2.1 Recognition and Job Satisfaction  

Research evidence suggests that both financial and non-financial rewards lead to 

employees being satisfied with their job (Danish & Usman, 2010; Tausif, 2012). 

Therefore, employees are satisfied and improve their job performance when given 

non-financial rewards including recognition. Akafo and Boateng (2015) are of the 

view that recognition in the workplace caused employees to perform better in their 

jobs.  

Moreover, it is argued that timely recognition of employees by the management has a 

positive impact not only on individual employees, but on the entire team of 

employees in an organization. A study conducted by (Abdullah et al 2016) found that 

there is a positive relationship between recognition and job satisfaction. (Bustamam 

&Abdullah 2014) argued that when managers frequently recognize their subordinates 

this increases their self-esteem and engagement with the job, leading to better 

performance at work. The authors also respective organization, are satisfied and 

experience better health than employees who are not recognized (Waqas, Bashir, 

Sattar, Abdullah, Hussain, Anjum, Ali & Arshad, 2014; Kyguoliene, Zikiene & 

Grigaliunaite, 2017). With indicated that employees who are recognized tend to be 

loyal to this in mind, this study sought to examine the relationship between 

recognition and the overall job satisfaction of academic staff at Dodoma University. 



26 

2.8.3 Remuneration and Job Satisfaction  

Some scholars have pointed out that a regular rise in employees’ salaries and other 

payments will ultimately enable them to meet their daily needs and thus motivate 

them to work efficiently (Li-Ping Tang, Luna-Arocas, Sutarso & Shin-Hsiung Tang, 

2004; Froese & Xiao, 2012; Schreurs, Guenter, van Emmerik, Notelaers & 

Schrumacher, 2015). Furthermore, salaries and incentives like houses or vehicles 

make employees more satisfied and lift their morale (Mustapha, 2013; Amutuhaire, 

2010). In the same vein, Peretomode (2012) argued that salary, job security and 

promotion are major factors that motivate employees to perform better.  

2.8.4 Responsibility and Job Satisfaction  

Responsibility in this study means that an employee is given specific activities by his 

or her supervisor. In that regard, the supervisor should give a subordinate ownership 

of the work; in other words, supervisors should reduce control over subordinates but 

maintain accountability. The study by Valentine (2001) revealed that male 

employees are more satisfied with responsibility than their female counterparts.  

Furthermore, Iqbal (2007) argued that managers do not assign adequate job 

responsibilities to their subordinates because they fear their managerial power will be 

reduced. This implies that employees are given less responsibility in their jobs, 

which has a negative impact on their job satisfaction. Ganguli and Matar (2016) and 

Okirima (2013) observe that assigning job responsibilities to subordinates is crucial 

for ensuring their job satisfaction, developing their skills and enhancing their careers, 

as well as reducing delays in the work through waiting for supervisors to take on the 

task. Moreover, assigning subordinates more responsibilities will give supervisors 

more time to concentrate on strategic tasks. However, Dulebohn, Bommer, Liden, 

Brouer and Ferris (2012) argued that it is important to spare enough time to explain 

what subordinates need to do in the delegated work to ensure that it is done properly 

as expected.  

Rockstuhl, Dulebobohn, Ang and Shore (2012) also studied the effect of being given 

responsibility on job satisfaction across 23 countries and concluded that delegating 

responsibility reduces the work of the manager, thereby giving him or her more time 

to do more challenging tasks that in return will increase organizational productivity. 
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On the employees’ side, this will ensure job enhancement as they will begin to 

effectively utilize their abilities and take initiative. Furthermore, when Al-Jammal, 

Al-Khasawneh and Hamadat (2015) examined the impact of being given 

responsibility on job satisfaction they found that it guarantees efficiency, flexibility, 

a balanced workload and teamwork. 

2.8.5 Promotion and Job Satisfaction  

A number of researchers are of the opinion that job satisfaction is strongly related to 

opportunities for promotion (Peterson & Suess, 2003). This view is supported in the 

study conducted by (Ellickson & Logsdon (2002), where satisfaction with 

promotional opportunities was found to be positively and significantly related to the 

job satisfaction of employees. The study by ( Busari, et al 2017) revealed that limited 

opportunities for promotion were common in public universities, thereby 

discouraging qualified employees from remaining in the job. 

2.8.6 Advancement and Job Satisfaction 

This is referred to the opportunity to grow by developing abilities and careers 

(Armstrong,2014). This is an intrinsic factor since it is job content. Advancement is 

made possible in the organization if facilities and opportunities for learning are 

provided. These must involve personal development planning processes as well as 

formal training. Organizations must prepare succession plan so as to prepare for 

advancement of the staff. More training schedule must be in place to ensure there are 

equal chances for training to the staff. Moreover, the staff needs to be given more 

tasks in order to advance themselves in the career and quick feedback to be given so 

as to show area of improvement. 

2.8.7 Relationship and Job Satisfaction 

This refers to healthy industrial relations which imply good and positive relations 

between the employees and employers (Okumbe, 1993). The good relationship help 

run an industry effectively and successfully. This enables growth in productivity 

since there is team work, easy communication of the objectives and feedback. The 

positive link between the subordinate and the supervisor also lead to a peaceful 

organization free of strikes since all the rising complaints are resolved amicably. The 
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staffs are motivated by a peaceful organization where flow of tasks is clear and well 

communicated. 

2.8.8 Job Security and Job Satisfaction 

This is another motivator that can be used in the workplace. This security is used in 

all senses. Employees want to feel that their job is secure and will be there in years to 

come. 

This allows them to freely work and have not to worry about what will happen if 

they lose their job. It motivates the employees to work their hardest because they are 

sure their work is benefiting the company. Security is also used in the physical sense. 

Employees do not want to feel as if they are in danger while they are at work 

(Burton, 2012). This is explained in Maslow’s hierarchy of needs as a necessary 

motivator and it can be in form of a formal employment contract and safety policies 

in place. 

2.9 Conceptual Framework 

Conceptual framework is the illustration or written concepts which explain 

relationship of variables and key factors of the study. It can be either in graphic or 

narrative forms (Miles and Huberman 1994). It shows assumptions, theories and 

expectations of the study. For the purpose of this study, the conceptual frame consist 

two variables which are independent and dependent variables, where by independent 

variables consists of factors which are intrinsic and extrinsic factor and dependent 

variable is job satisfaction. The assumption of the model is that independent valiables 

(intrinsic and extrinsic factors) determine job satisfaction. Intrinsic factors include 

aspect such as recognition, advancement, responsibility, nature of work and 

relationship. Extrinsic factor include aspect such Remuneration, Job Security, 

Promotion and Working Environment. 
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Figure 2. 1: Conceptual framework 

Source: Researcher’s modified model from various literatures such as Moloantoa, 

Armstrong, Brown and Burton (2019). 

2.10 Research Gap 

Various studies have been conducted on the factors for job satisfaction in both 

private and public owned academic and non-academic institutions, however, most of 

the previous studies focused on the general factors of job satisfaction and 

dissatisfaction in non academic sectors with limited study on factors for job 

satisfaction of public universities, specifically in Tanzania. Therefore, this study 

examined factors affecting job satisfaction in public universities; the University of 

Dodoma (UDOM) being the case study. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

3.1 Introduction 

This section describes the research methodology and design which was adopted by 

the researcher for the purpose of achieving the research objectives. It takes into 

account the issues of research design, research approach, research population, sample 

size, sampling procedure, data collection procedure, how the data were analyzed and 

presented and discusses issues of validity and reliability during the data collection 

process and how it was taken into consideration. 

3.2 Philosophical Paradigms  and Research Approach 

Saunders et al. (2012) define philosophy as a central term associating to the 

knowledge development and the nature of that knowledge in relation to research. The 

well-known philosophical paradigms are positivism and interpretive. Therefore, the 

type of the study was a mixed study since the research philosophies guiding this 

study were both positivism and interpretive paradigms in relation to research 

objectives and research questions. Equally questionnaires and interviews were 

employed as instruments for data collections (Creswell, 2015; Cohen, West & Aiken, 

2013). Both qualitative and quantitative approaches were aimed at eliminating the 

weakness of one approach by being complimented by another approach in this study 

(Fuller et al., 2015; Gibson, 2017). 

3.3 Research Design  

Kumar (2011) states that research design is detailed blueprint employed to direct a 

research study toward its objectives. Research design is a conceptual structure within 

which research is conducted and it constitutes the blueprint for the collection, 

measurement and analysis of data (Kothari, 2004). The study employed a case study 

design which basically gave explanation of the phenomenon in depth and narrowed 

down a broad area of research to make it small so as to manage the resources 

available to the researcher. Moreover, the researcher used this design because it 

would answer the research questions and objectives of the study. 
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3.4 Area of the Study 

The study was conducted at The University of Dodoma (UDOM). The University of 

Dodoma is located at Chimwaga area about 8km East of Dodoma town center. The 

university is within Dodoma district and covers an area of about 15,000 acres. The 

site has a very prominent view as it is situated on a hilly area. This study area is 

selected because it is one of the public university in Tanzania, UDOM is the fast  

growing university with seven colleges and  over twenty seven thousand students 

(27,000) which rank the second place  in Tanzania universities  in terms of number 

of students(TCU:2019) List of approved university Institution in Tanzania, 

furthermore, government and private sectors employees  living in Dodoma could find 

a training opportunity in the area and thus ensuring academicians of UDOM are 

satisfied is crucial not only for individual performance but also for improving quality 

education provided. Also it has sufficient number of respondents which help the 

researcher to avoid biasness. According to(Ghauri & Gronhaung, 2005)while 

selecting the study area, it is significant to consider the capability and efficiency of 

the researcher to retrieve data. 

The area was proposed because the organisation portrays a significant problem of job 

satisfaction. Despite the fact that various policies exist, still they are not well 

implemented hence this fact made the place an interesting area to conduct this study. 
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Figure 1: UDOM Main administration building 

3.5 Study Population   

Research population refers to all the items or units under consideration for the study 

purpose. Population refers to an entire group of individuals, events or objects having 

common observable characteristics (Mugenda & Mugenda, 2003:9). Fraenkel and 

Wallen (2009:90) described that population encompasses all the members of a 

particular group who are of interest to the researcher. Population includes individuals 

with certain particular uniqueness. Therefore, the study population comprised 

UDOM academic staff where, the population size in the University is 825 (UDOM 

staff records, 2019). Since Tanzania considers education as one of the key 

components of its development plans and universities have been given the 

responsibility of imparting knowledge through teaching, research and consultancy. 

To make that work, the government needs to ensure that academicians are satisfied in 

their job through as they key personnel in the universities. That why the study 

focused on examine factors affecting job satisfaction of academic staff. 
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3.5.1 Unit of Analysis 

The units of analysis comprise employees at the University of Dodoma that are Head 

of Departments and Academic Staff. The total units of inquiry also include all 

Colleges such as College of Humanities and Social Sciences, College of Education, 

College of Natural and Mathematical Sciences, College of Earth Sciences and 

Engineering, College of Informatics and Virtual Education, College of Health 

Sciences and College of Business Studies and Law. 

3.6 Sample size, sampling techniques and procedures 

3.6.1 Sample size 

Sampling is the process of using or taking a sample. Sample size refers to the exact 

number of items selected from a sample frame to constitute a sample 

(Krishnaswamy, 2003). As quoted from Adam and Kamuzora (2008), “The exact 

number of items selected from a population to constitute a sample is what we call 

sample size” 

The sample size of this study consisted of 269 respondents from a population of 825 

which is equivalent to 32.6% of accessible population. The sample size was deemed 

adequate and hence representative as argued by Krishnaswami (2003) who asserted 

that a sample size of about 10% to 30% of total accessible population is enough for 

data collection when the population is less than 1000. Furthermore, to obtain a 

sample of 269 out of the population of 825, the formula below was used.  

n=  

Where; n= Sample size   

N= population size 

e= Level of precision 

Therefore, the sample size was calculated as follows: 

 

=    825/ (1+825(0.05)2) =269 
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Since, the study population was less than 1000 then 30% was taken to represent the 

population. 

The university consists of seven (7) Colleges. Each College has got a number of 

departments. Sample size came from all Colleges. The questionnaires were 

distributed based on number of academics from each College.  

Table 3. 1: Sample Size and Composition 

S/N College Total Population Sample Size 

1 College of Education 114 38 

2 College of informatics 

and virtual Education 

100 33 

3 College of natural and 

mathematical sciences 

147 45 

4 College of Business 

Studies and Law 

118 42 

5 College of Health 

Sciences 

96 35 

6 College of Earth 

Sciences and 

Engineering 

93 28 

7 College of Humanities 

and Social Sciences 

157 48 

 TOTAL 825 269 

 

Moreover, from the sample size, 10 heads of Department selected from each College. 

Interview were conducted to key informant, they distribution was as follows, COED 

1, CHSS 2, CBSL 3, CIVE 1,CNSM 1,CHS 1 and COESE 1. 

3.6.2 Sampling techniques 

Sampling technique gives a range of tactics that enable the researcher to minimize 

the amount of data required by considering only data from a sub group rather than all 

possible cases or elements (Saunders et al., 2007: 204). The study applied probability 
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and non-probability sampling techniques. The purposive sampling technique and 

simple random were employed at different stages of this study to obtain the sample. 

Purposive sampling is a non-probability sampling technique where the researchers 

used prior knowledge to purposively choose respondents with rich information for 

the sample (Monnette et al., 2008). Through this technique units of inquiry were 

obtained as per researcher’s subjective judgment. In this study, the researcher’s 

knowledge and judgment were used to sample the university, colleges, and 

departments. Likewise, HoDs were sampled purposively to constitute as sample 

because they are directly involved in all activities related to job satisfaction at 

UDOM. 

Simple random sampling technique was also used to sample academic staff. The 

entire process of sampling the academic staff was done in a single step with each 

subject selected independently of the other members of the population. Thirty per 

cent (30%) of academic staff were picked randomly to make a sample. These were 

selected because members from each college had similar characteristics and the 

researcher wanted to give equal chance for every unit of population to be included. 

 3.6.3 Sampling procedure 

The researcher started by collecting the list of HoDs and academic staff from the 

Directorate of Human Resource Management which includes staff from different 

departments. Random and purposeful sampling procedures were used. 

3.7 Data Collection Methods 

The study use primary data,  According to(Adam & Kamuzora, 2008),Primary data   

are those data collected directly from the field, purposely for answering the research 

problem since they provide original information. The data was collected using 

questionnaires and interview that were designed according to the specific objectives 

of the study. 

3.7.1 Questionnaire  

According to(Kothari & Gaurav, 2014) questionnaire is the research tool that 

comprises a number of questions to be answered. The study adopted questionnaire as 
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the study tool for data collection. The questions were structured in close and open 

ended form. The researcher use both open and closed ended form of questionnaire to 

make sure the qualitative responses from the academic staffs are well captured 

considering their perception about the factors that influence job satisfaction and 

either are intrinsic or extrinsic. The questions were formulated basing on the need of 

the research where in most cases Likert scale type of questions were used, 

Questionnaire was administered to academic staffs to obtain requited data. 

The questionnaire was categorized into four sections:  first section was about 

Demographic Characteristic of respondents includes, Age, Sex, marital status, 

education level, years of the respondent in the university, position of the respondent, 

name of college, salary scale. Section two examines the general extent of job 

satisfaction. Section three paid attention on the extent of satisfaction with the 

intrinsic factors of job satisfaction. Section four also pays attention on the extent of 

satisfaction with extrinsic factors of job satisfaction, last section aimed at getting 

general recommendations from the respondent on job satisfaction. The researcher 

administers Google form type of questionnaire to collect the data from the UDOM 

academic staffs and there was constructed based on the research objectives and 

independent variables. 

3.7.2 In-depth Interview  

It was the method employed by the researcher to obtain data from key informants. 

According to Kothari (2009), in depth interview refers to the verbal presentation and 

answering of questions orally. It is a conversation with a purpose, used when 

someone’s want in-depth information about a personal view or wants to discover 

new issues in depth. For the purpose of this study, in-depth interview was conducted 

to Head of Departments as key informants, key informants were purposive selected 

and total of 10 respondents were selected and checklist interview was constructed 

based on the objectives and independent variables. 

3.7.3 Documentary Review 

Documentary review was used in this study for collection of secondary data. The 

researcher reviewed the existing literature to compliment the primary data. The 

researcher reviewed both published and unpublished documents related to this 
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subject like books, journals, magazines and other findings from internet, research 

reports and policies. The researcher used this method because was helpful in 

obtaining statistical information and other literature that could not be easily obtained 

through questionnaires such as harmonize scheme of services, staff records and other 

official information related to the study, however with this method the researcher 

anticipated that some of documents would not be given out due to confidentiality 

hence some information would not be obtained easily by researcher. 

3.8 Data Analysis Techniques 

Data analysis is a process of investigating what has been collected in a research and 

making conclusion and inferences (Kombo and Tromp, 2009). Data analysis take 

place after completion of data collection and that is done on the basis of research 

objectives, data collected were analyzed using different techniques. 

3.8.1 Qualitative Data Analysis 

This technique involves analysis of qualitative data such as text data from interview 

transcripts. Qualitative analysis is heavily dependent on the researcher’s analytical, 

integrative skills and personal knowledge of the social context where the data is 

collected. Leedy and Ormrod (2010:153) suggest that qualitative data analysis 

involves organisation, scrutiny, identification of major categories, integrating and 

summarising data. Qualitative techniques, namely qualitative content analysis and 

qualitative explanation building were used to analyse primary data obtained from 

interview as well as secondary data obtained from documentary review. 

3.8.1.1 Qualitative Content Analysis 

Content analysis is the systematic analysis of the content of a text (e.g. who says 

what, to whom, why, to what extent and with what effect) in a quantitative or 

qualitative manner (Bhattacherjee, 2012). It is an approach that seeks to interpret big 

volumes of qualitative data by classifying it into different categories and themes. In 

this study, qualitative content analysis was used to analyse the primary data obtained 

from interview. Since there were many texts to analyse, the researcher began by 

sampling a selected set of texts from the population of texts for analysis. This process 

was not random but instead texts that had more pertinent content were chosen 
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selectively. The researcher also identified and applied rules to divide each text into 

segments that were treated as separate units of analysis and the researcher applied 

one or more concepts to each unitised text segment in a process called coding. For 

coding purposes, a coding scheme was used based on the themes the researcher was 

searching for or uncovered as he classified the text. Finally, the researcher analysed 

the coded data, often both quantitatively and qualitatively to determine which themes 

occur most frequently, in what contexts and how they are related to each other. 

3.8.1.2 Qualitative Explanation Building Technique 

To explain a phenomenon is to stipulate a presumed set of causal link about it. These 

causal links are similar to the predictor variables in the formerly described use of 

rival explanations (Kumar, 2011). Also Yin (2003) stated that to explain a 

phenomenon is to show how it is influenced by some contextual factors. This study 

focused on the influence intrinsic and extrinsic factors on job satisfaction. The 

findings obtained from the study were used to build explanations about the factor 

affecting job satisfaction in relation to the theoretical assumptions. The purpose of 

building explanation about the phenomena under the study was to arrive at 

conclusions about the influence of intrinsic and extrinsic factors on job satisfaction in 

the study area i.e. UDOM. 

3.8.2 Quantitative Data Analysis 

Quantitative data analysis approach requires the breaking down of data into 

constituents’ part to obtain data to research questions (De vaus, 2002). Numeric data 

collected in a research project can be analysed quantitatively using different 

statistical tools. Primary data obtained through questionnaire were analysed 

quantitatively using descriptive statistical analysis and binary logistic analysis. 

3.8.2.1 Descriptive Statistical Analysis 

(De Vaus, 2002) defines descriptive analysis as an approach of statistically 

describing, combining and presenting the constructs of interest or associations 

between those constructs. The descriptive statistics was used for an analysis of the 

ordinal Likert scale data. Likert items include simply worded statements in which 

respondents indicate their extent of agreement or disagreement on a five-point scale 
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ranging from “strongly agree” to “strongly disagree”. The scale might be: 1 = 

strongly agree, 2 = agree, 3 = neutral, 4 = strongly disagree and 5 = disagree 

(Bhattacherjee, 2012). Percentages of respondents who picked each of the frequency 

measures above will be computed to determine how intrinsic and extrinsic factors 

affect job satisfaction of academic staff at UDOM. 

3.8.2.2 Changing of Data from Likert Scale Data to Dummy Data 

Initially data were in likert items include simply worded statements in which 

respondents indicate their extent of agreement or disagreement on a five-point scale 

ranging from “strongly agree” to “strongly disagree”. The scale might be: 1 = 

strongly agree, 2 = agree, 3 = neutral, 4 = strongly disagree and 5 = disagree but after 

going through some literatures and on the field report, researcher found out that job 

satisfaction can be measured using two scale which is satisfied and dissatisfied 

because a person cannot be neutral it either satisfied or dissatisfied, and strong 

satisfied and strong dissatisfied represent these two group of satisfied or dissatisfied. 

Therefore the researcher changed independent variable from being likert type of data 

to dummy variables and dependent variables were changed from being likert type of 

data to discrete type of data by computing the mean of each group to obtain new 

variables, which give criteria for using binary logistic regression, that we have 

dummy variables of (Satisfied and Dissatisfied) and dependent variables to be in 

either categorical or discrete. New data which were in terms of number which meet 

criteria of using binary logistic model.  

3.8.2.2 Binary Logistic Regression 

Regression models measures the unique effect of each independent variable (X) on 

dependent variable (Y). Logistic regression being one of the regression models, it is 

used to predict a categorical (usually dichotomous) variable from a set of predictor 

variables. Logistic regression is often chosen if the predictor variables are a mix of 

continuous and categorical variables and the predicted dependent variable is a 

function of the probability that a particular subject will be in one of the categories. 
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Binary logistic regression model is used to model the relationship between a binary 

outcome variable and a group of predictor variables.  It models the logit-transformed 

probability as a linear relationship with the predictor variables. 

The model is presented as follows; 

Let Y be the binary outcome variable for our case indicating Satisfied /Dissatisfied 

with { 0 , 1 }, and p  be the probability of  y  to be 1 , p = P ( Y = 1 ), , ⋯, be a 

set of predictor variables and for ⋯ , be parameter estimates. 

 Then the logistic regression model of Y on , ⋯,  estimates parameter values for 

⋯ , via maximum likelihood method is as follows; 

 

 In logistic regression the odds ratio represents the constant effect of a predictor X, 

on the likelihood that one outcome will occur for this employee are satisfied with 

their work. The odds of success are defined as the ratio of the probability of success 

over the probability of failure ,  

Whereby:  

P is the probability that Y = 1 (satisfied) 
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 Probability ranges from 0 and 1, the odds range from 0 and positive infinity and log 

odds ranges from negative infinity to positive infinity. The transformation from odds 

to log of odds is the log transformation and it is a monotonic transformation that is to 

say, the greater the odds, the greater the log of odds and vice versa, this 

transformation is called logit transformation. 

When to Use Binary Logistic Regression 

• The criterion variable is dichotomous that is binary.  

• Predictor variables may be categorical or continuous. 

However, statistical Package for the Social Sciences (SPSS) was used to analyze 

data. 

3.9 Measurement of Variables 

The dependent and independent variables for the study was measured as shown 

below: 

3.9.1 Independent variables 

Independent variables for this study were; 

3.9.1.1 Intrinsic Factor 

The intrinsic variable was measured by five factors which include recognition, 

relationship advancement, nature of work and responsibility. Recognition was 

measured by asking respondents weather receiving formal recognition for 

contribution and effort brings satisfaction or being recognized by peers and 

coworkers brings satisfaction and praise after doing a good job brings satisfaction. 

Relationship was measured by asking respondents on their relationship with their 

coworkers, supervisors and management. Advancement was measured by asking the 

respondent weather they are satisfied with opportunities for training and 

development. Nature of work was measured by asking the respondents if they are 

satisfied with the work and the way job matches with their skills and experience. 

Responsibility was measured by asking the respondents if they are satisfied with the 

amount of responsibilities they are given and the freedom to exercise those 

responsibilities. 
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3.9.1.2 Extrinsic Factor 

According (Brown, 2007),extrinsic factors in academic staff are those factors which 

come from outside such as working conditions, job security, promotion and 

remuneration or pay.  On measuring remuneration respondents were asked whether 

they are satisfied with their pay in relation to education level and workload and other 

financial payments like allowances received. Promotion was measured by asking 

respondents whether they are satisfied with the chances for promotion and how are 

they promoted basing on how well they perform their work. Working environment 

was also measured by asking respondent if they are satisfied with their working 

conditions and the necessary resources provided to do their job. Job security was 

measured by asking respondents whether they are satisfied with the job security 

policies of the university. Percentage was calculated based on what was obtained 

from respondents’ responses and see whether the Extrinsic factor affects job 

satisfaction or not. 

3.9.2 Job Satisfaction 

Job satisfaction of academic staff in public universities in Tanzania was the 

dependent variable for this study. Usually job satisfaction is measured by using 

questionnaire and for the purpose of this study Minnesota satisfaction questionnaire 

(MSQ) was used. MSQ uses five dimensions (very satisfied, satisfied, neither 

satisfied nor dissatisfied, dissatisfied, very dissatisfied) to measure job satisfaction. 

Data on job satisfaction dimensions was obtained by asking respondents various 

questions. Likewise, percentages were calculated. 

3.10 Pre-Testing 

To ensure data collected provide reliable answers, preliminary analysis using pilot 

test was taken before administering the questionnaires to the respondents with the 

main aim of maximizing the reliability of respondents. Pilot study is of great 

importance and plays a crucial role especially when questionnaire tool is used in data 

collection process. The researcher administers the questionnaire to five respondents 

who were randomly selected from the list of academics that were not part of the 

sample population to test the questionnaire so that the necessary revision could be 
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made before administering the questionnaire to the research sample, the researcher 

was available so as to explain any part not understood by the respondents. 

3.11 Reliability and Validity 

Reliability is the extent to which the measurement provides results that was 

consistent over a period of time and by different researchers employing similar 

methodology. Validity refers to the extent to which the test measures what it claims 

to measure (Ghauri & Gronhaung, 2005).In order for the researcher to avoid 

bias/distortions so as to achieve validity and reliability, the researcher conduct pilot 

testing to determine the relevance of the questions and information to be collected. 

Also the researcher use mixed research approaches both qualitative and quantitative 

research approaches and multiple methods of data collection that is questionnaires 

and in depth interview so as to increase the validity. 

Table 3. 2: Reliability Test for Dependent And Independent Variables  

Item-Total Statistics 

 

Scale Mean if 

Item Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Job Satisfaction 31.6933 32.953 .437 .920 

Recognition 29.0374 28.442 .776 .903 

Advancement 28.8278 28.353 .700 .907 

Responsibility 28.6666 28.660 .753 .904 

Nature of work 28.7242 28.834 .807 .902 

Relationship 28.6913 30.523 .559 .915 

Remuneration 29.1584 27.513 .824 .899 

Job Security 28.6069 29.869 .513 .919 

Promotion 29.2016 27.292 .790 .901 

Working 

environment 
29.1512 26.969 .759 .904 
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The overall accepted criterion is that α (Cronbach's Alpha) should be between 0.6 to 

0.7 which indicates an acceptable level of reliability and 0.8 or greater indicates a 

very good level reliability. Conversely, values higher than 0.95 are not essentially 

accepted since they might be an indication of redundancy (Hulin, Netemeyer, and 

Cudeck, 2001). 

Considering these criteria all of the variables used in this research that is both 

dependent and independent variables were reliable as shown in the table above. 

3.12 Ethical Considerations 

According to Creswell (2009), it is important that the researcher informs participants 

and gets their consent before they are approached for data collection. To abide with 

this, the researcher before data collection seeks for ethical clearance and data  

collection permit from the University of Dodoma (UDOM). Also the researcher seek 

permit from UDOM as a particular organization for collecting the data since it was 

used as a study area. To ensure that there is informed consent of the participant, the 

researcher explain the objective of the study to participant, the researcher was also 

maintain anonymity of the participants, that is participants were not mentioned by 

names in part of the study, regardless of the fact that the researcher is an employee of 

UDOM but she abides with research ethics by maintaining the names of participant 

as secret. Also the researcher ensure confidentiality in the study and lastly the 

researcher ensure that there is no harm either physical or psychological which would 

happen to participants when they are taking part in the study. 

3.13 Summary of the Chapter 

This chapter presented the research methodology and research techniques that were 

used to gather and analyse data for the present study. The study used both purposive 

and simple random sampling techniques to obtain the sample. The research 

techniques used to collect data included questionnaires and interviews for primary 

data, and documentary review for secondary data. This chapter also has explained 

how data were interpreted and presented. The next chapter four provides a detailed 

presentation, analysis and discussion of findings. 
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CHAPTER FOUR 

PRESENTATION AND DISCUSSION OF FINDINGS 

In this chapter the analysis and discussion of findings are presented. The discussion 

and analysis is based on the responses obtained from the research questions, in depth 

interview and documentary review. The research intended to examine factors 

affecting job satisfaction among academics in public universities in Tanzania. Main 

areas of concern and key information to be discussed in the research being the 

identification of intrinsic factors that affect job satisfaction among academic staff at 

University of Dodoma, the identification of extrinsic factors that affect job 

satisfaction among academic staff at University of Dodoma and the best predictor 

variable among intrinsic and extrinsic factors of job satisfaction and this was 

according to the research objectives. 

The study was guided by the following specific objectives; 

 To determine the effects of intrinsic factors on job satisfaction among 

academic staff at the UDOM 

 To determine the effects of extrinsic factors on job satisfaction among 

academic   staff at the UDOM 

 To determine best predictor between intrinsic and extrinsic factors of job 

satisfaction among academic staff at the UDOM 

Presentation of the analysis and discussion of findings are both in quantitative and 

qualitative approaches. 

4.1 Demographic characteristics of respondents 

The section presents the demographic characteristics of the respondents. Main areas 

of concern in this section include sex, age of respondent, education level, college 

where the respondent works and the number of years working in the university.  

Employee diversity has an impact on how people are satisfied by the job (Shamel 

and Jalees, 2004). The factors determining employee diversify include age, sex, 

tenure, education level of the staff and the position one holds in the organization. 

Literature explain that such factors play role in job satisfaction, explained by Heltel 
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(2014), age and tenure are directly related to job satisfaction as the older the 

employee the higher the satisfaction and this is due to increased responsibility, 

autonomy, higher pay and level of education. Young employees tend to have higher 

expectations and hence dissatisfied easily. 

4.1.1 Sex 

Gender is defined by FAO (2003) as the relations between men and women, both 

perceptual and material. Gender is not determined biologically, as a result of sexual 

characteristics of either women or men, but is constructed socially. It is a central 

organizing principle of societies and often governs the processes of production and 

reproduction, consumption and distribution. The gender of respondents was sought to 

establish the majority of employees in terms of gender at UDOM. The study findings 

revealed that 64.2% of the academic staff were male and 35.8% were female, the 

study results shows that majority of academic staff from the university of Dodoma 

are male counterpart so there are more male academic employees as opposed to 

female in the university. This finding is similar to Tarimo et al (2020) who argued 

that there is gender disparity in academic due to family work conflict, culture and 

gender, lack of mentoring, role model, self-confidence, limited opportunities and 

networking. This indicates that male staff are satisfied than female staff. 

4.1.2 Working experience 

Long working duration of employees is very important that enabled the researcher to 

gather information applicable to the study. The researcher intended to extract 

information on the respondents working experience in the University of Dodoma for 

the purpose of knowing the length of service for each respondent. The results show 

that 5.3% majority of the UDOM academic staffs have been in the university for less 

than a year, 25.1% have been in the university for 1-3 years, 32.5% have been in the 

university for 4-6 years, 18.5% have been in the university for 7-9 years and the rest 

18.5% have been in the university for 10-13 years. This meant that UDOM many 

experienced employees but in respect to job satisfaction it show that academic staff 

are satisfied in respect to numbers of years they have stayed in the university. 
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4.1.3 Education level of the Respondents 

Education is one of the most important characteristics that may affect a person’s 

attitude and the way of looking and understanding any particular social phenomenon. 

It is imperative to know educational level of the respondents since their responses are 

likely to be determined by their education status. The findings revealed that majority 

(59.7%) of total respondents were Master’s holders, 28% PhD holders and the rest 

(12.3%) were degree holders. This meant that majority of academic staff at UDOM 

are in Assistant Lecturer position. Moreover this show that assistant lectures and 

Lectures are satisfied due to the numbers in the university. 

4.1.4 Respondent’s Position 

According to Business Dictionary (2013) cadre refers to a little group of people 

mainly trained for a particular use or profession. Generally, every organisation has its 

own manager and chain of command. The study involved respondents from Tutorial 

assistant 30(12.3%), assistant lecturer 143(58.8%), Lecturer 51 (21%), Senior 

Lecture 10(4.1%), associate professors 3(1.2%) and professor 6(2.5%). This 

triangulation was important to the study as it enabled the researcher to obtain a 

representative sample which ultimately increased the reliability and validity of this 

study. 

4.1.5 Age of Respondent  

Age of the respondents is one of the most important characteristics in understanding 

their views about the particular problems; by and large age indicates level of maturity 

of individuals in that sense age becomes more important to examine the response. 

From the study it shows that at UDOM academic staff aged 20 to29 were15.6%, 30-

39 were 50.6%,40-49 were 25.5%,50-59 were7.8%, therefore majority which 50% of 

the sample aged 30 to39 this shows that UDOM academic staff are still young and 

therefore they need to be satisfied at work so that they can improve performance at 

work 
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Table 4. 1: Demographic characteristics. 

 Variable  Frequency Percent (%) 

Age 20-29 38 15.6 

 30-39 123 50.6 

40-49 62 25.5 

50-59 19 7.8 

60-69 1 0.4 

70 and above   

Sex Male  156 64.2 

Female 87 35.8 

Educational level Degree 30 12.3 

Masters 145 59.7 

Phd 68 28 

Position Tutorial Assistant 30 12.3 

Assistant Lecture 143 58.8 

Lecturer 51 21 

Senior Lecturer 10 4.1 

Associate 

Professor 

3 1.2 

Professor 6 2.5 

Years of work Less than 1 year 13 5.3 

1-3 years 61 25.1 

4-6 years 79 32.5 

7-9 years  45 18.5 

10-13 years  45 18.5 

Total 243 100 

Source: Field data, 2020. 

4.2 Intrinsic factors influencing job satisfaction 

This was the first objective of the study. Under this objective the researcher was 

eager to understand the influence of job responsibility and work content, recognition, 

advancement, and relationship on job satisfaction. 
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4.2.1 Satisfaction with job responsibility and content  

The general level of satisfaction with job was measured and four questions were 

addressed to measure the level of satisfaction, the respondents were asked to indicate 

their general level of satisfaction with regard to these four questions, the job itself, 

the workload, how skills and abilities are utilized, how they are valued and the way 

they grow professionally. The findings reveal that generally majority of respondents 

(85.2%) are satisfied with their job, and the rest (14.8%) are dissatisfied with their 

job. Also, 167 respondents (68.7%) said they were satisfied with the way they are 

valued and 76 (31.3%) are dissatisfied with the way they are valued. However, 

majority of respondents 176 (72.4%) are satisfied with the way they are growing 

professionally and 37.6% are dissatisfied with the way they are growing 

professionally, also 67.9% reported to be satisfied with the workload and the rest 

(32.1%) are dissatisfied. In addition, the findings showed that 72.4% of the 

respondents are satisfied with the way the skills and abilities are utilized by employer 

and the rest 27.5% are dissatisfied.  

On measuring the extent of satisfaction with the responsibility assessment on the 

researcher used two questions that are with regard to amount of responsibility given 

and the freedom they have in excising their responsibilities. The finding reveals that 

67.9% were satisfied with the amount of responsibilities given and 32.1% were 

dissatisfied, also 74.5% were satisfied with the freedom they have in performing 

their responsibilities and the rest (25.5%) are said to be dissatisfied with the freedom 

they have in performing their responsibilities. 

Respondents were also asked on their extent of satisfaction with response to work 

itself and the way job matches with skill. Responses revealed that UDOM academic 

staff is satisfied with the nature of their work as 77.3% were satisfied with the work 

itself and 22.7% were dissatisfied, while 71.6% were satisfied with how job matches 

with skills and experiences and the rest (28.4%) were dissatisfied. 
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Table 4. 2: Satisfaction with job, responsibility and nature of work  

Variables Questions asked Satisfied Dissatisfied 

 

Responsibility 

 

Amount of responsibility given 

165 67.9 78 32.2 

Freedom to exercise my 

responsibility 

181 74.5 62 25.5 

Nature of 

Work 

 

The work itself 188 77.3 55 22.7 

The way job matches with skill and 

experience 

174 71.6 69 28.4 

Job Job itself 207 85.2 36 14.8 

How skills utilized 176 72.4 67 27.5 

How job valued 167 68.7 76 31.3 

Workload 165 67.9 78 32.1 

Professional growth 176 72.4 67 27.6 

Source: Field data (2020) 

During the interview with respondents it was revealed that majority of the staff are 

satisfied. This was supported by the fact that most of them fulfill their responsibility 

they are given, no complaints from their superior on delay or in accomplishment of 

work, found at working place at 08:00 am and work for eight hour, calm working in 

their work station and complete their teaching as it schedules in almanac, these 

indicate that they are satisfied with their work.  

This is supported by one head of department that, 

Academic staff always enjoys challenging job. As a leader I try my level 

best to make sure each academic member of staff has a satisfactory work 

load and when extra duties are provided we normally provide 

allowances for that. (Interview, HOD August 25th 2020) 

Staff were satisfied on how their job matches with the skills and education. This was 

further explained by one of the college top leaders that, 



51 

Despite the scarcity of academic staff, we always make sure that the staff 

teaches the subject he/she has academic background with and 

capability” (Interview, HOD August 25th 2020). 

“As head of Department I make sure that sure my staff feel comfortable 

at their work by let them teach subjects which match with their skills and 

education”(Interview, HOD August 25th 2020). 

This meant that Supervisor assign work based on merits. The findings concurred with 

Jammal, Al-Khasawneh and Hamadat (2015) who argued that job responsibility and 

work content guarantees efficiency, flexibility, a balanced workload and teamwork.  

The finding is similar to those of Makafu (2017) who found that employees at MUCE 

were satisfied with being given certain responsibilities to handle and execute. 

The findings also implied that management team including top management 

members, and Heads of Departments at UDOM enjoyed the opportunity to delegate 

their power to others. Moreover, these members of staff were satisfied when given a 

chance to be involved in decision making in the organization as this created a sense 

of belonging to the organization.  

This implies that responsibility has a relationship with job satisfaction as employees 

seek to develop in their career when given responsibilities. Availability of such 

opportunities implies that not only management team members are satisfied by their 

job, but also the subordinates are encouraged to perform in order to get chances of 

being given further responsibilities in the organization. Literature show in support of 

the findings that higher learning institution academic staff are satisfied by intangible 

motivators such as work content and responsibility as explained in the study done by 

Al-hanai (2013) in higher learning institutions of Oman sultanate.  

4.2.2 Satisfaction and Relationship. 

Findings show that majority of academic staffs at the University of Dodoma are 

satisfied with their relationship at the workplace. 71.2% of the respondents are 

satisfied with relationship they have as co workers while 28.8% of the respondents 

are dissatisfied with relationship with co workers, Moreover, 52.7% of UDOM 

academic staff are satisfied with the relationship they have with Management and 

47.3% are dissatisfied with their relationship with Management.  
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When asked about relationship at workplace, most of deans of faculty affirmed that 

the work relationship is good. It was demonstrated by one HOD that: 

Our staff are real committed to work. They always work in team and assist 

each other. I never experience serious misunderstand which let to negative 

impact in work, however sometimes it happens people misunderstanding in 

opinion views. We always encourage argument with facts. (Interview, HOD, 

August 25th 2020) 

To make sure that we have good relationship we have created our own 

social group at department were inform each other social matters such as 

weeding or sickness, this involve even our family members information and 

that bring good relationship with each other (Interview, HOD, August  26th 

2020) 

Table 4. 3: Job satisfaction and Relationship 

  Satisfied  Dissatisfied  

  Frequency  (%) Frequency  (%) 

 

Relationship 

Relationship with 

co-workers 

173 71.2 70 28.8 

Relationship with 

Management                                      

128 

 

52.7 115 47.3 

Source: Field data (2020) 

The findings showed that employees have good relationship with both co-workers 

and management. This finding agreed with Moloantoa (2015) who found that there is 

good relationship among academic staff in his studies. He further argued that good 

relationship is due to proper flow of communication. 

 Good relationship with coworkers (workplace relationship) results into reduced level 

of absenteeism and increases performance through socialization and interaction 

among employees since employees spend most of their time in work place 

(approximately 40 hours a week) which results in workplace relationship. 

Relationship with managers/supervisors also has important role on job satisfaction 

firstly it improves employees’ interest in remaining at work which can maintain high 

job satisfaction and secondly good employee-manager relationship brings a positive 

intervention that people depends on to form their attitudes towards jobs. 
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During the interview with respondents it was revealed that majority are satisfied with 

relationship they have with co workers and management, because there is culture of 

helping each other for example if there is ceremony such as wedding, they support 

each other morally and financial, also accessibility to management such as have 

meetings with management and given opportunity to give their view. 

4.2.3 Satisfaction and Recognition. 

The results show that 53% of respondents are satisfied when receiving formal 

recognition for the contribution and effort done and the rest (46.9%) are dissatisfied, 

either 54.7% of the respondents are satisfied by being recognized by peers and 

coworkers and 45.3% are not satisfied when recognized by peers and coworkers. 

However, majority (44.4%) are said to be satisfied by being praised after doing good 

job and 55.6% are dissatisfied when praised after doing good job. The results meant 

that formal recognition have positive influence on job satisfaction. 

Table 4. 4: Job Satisfaction with Recognition  

  Satisfaction Dissatisfied 

  Frequency Percentage Frequency Percentage 

 

 

Recognition 

Receiving formal 

recognition for 

contribution and 

effort 

129 53 114 46.9 

Being recognized 

by peers and co-

workers 

133 54.7 110 45.3 

Praise after doing 

a good job 

108 44.4 135 55.6 

Source: Field data (2020) 

During interview the researcher was eager to know if employees with outstanding 

performance receive any recognition from management. It was found that employees 

with outstanding performance not only receive letter of appreciation but also they 

were rewarded and discussed in the management meeting, In supporting that One 

HOD recounted that; 

At UDOM it is our culture that a member of staff who emerges as the 

best overall worker is usually not only recognized in the meetings but 
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also awarded. This encourages others to add more efforts in realizing 

organizational objectives (Interview, HOD, August 26th 2020) 

At department level we have schedules of meetings and those meeting we 

update each other’s performance and through that we recognize others 

in their well doing. (Interview, HOD, August 26th 2020) 

This meant that employees get high enjoyment when they are noticed after 

accomplishing certain given tasks which bring forth internal satisfaction and thus 

bring in satisfaction. Employees desire their jobs to be valued and knowing that what 

they do is essential. According to Moloantoa (2015) recognition is the appreciation 

that employees receive from employer and management based on what they have 

accomplished. People need a job that gives them higher opportunities for personal 

satisfaction and growth, there is such feeling built in when knowing that your work is 

valued and recognized. On measuring the extent of satisfaction and recognition the 

researcher categorized the recognition aspect into three dimensions these are, 

receiving formal recognition for contribution and effort, praise after good job and 

being recognized by peers and coworkers. 

The findings resemble with those of Makafu (2017) who found that at MUCE who 

found that Members of staff are appointed into leadership positions on merit to 

encourage others to add more efforts in realizing organizational objectives. This 

implies that recognition has a relationship with job satisfaction since employees feel 

considered and valued by the organisational management, but the opposite to such 

practice will demoralize the employees. 

The finding is similar to that of Masanja (2018) who found that lack of recognition 

and the lack of continuous training and development is a cause of job dissatisfaction 

for private universities in Arusha. This may be due to the fact that the nature of the 

private and public universities is not the same. 

4.2.4 Satisfaction and Advancement. 

Respondents were assessed on their level of satisfaction with advancement through 

trainings and chances to develop. Data collected shows that majority (61.3%) are 

satisfied with the opportunities given to develop and improve their skills and 38.7% 
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were dissatisfied. Also, 61.3% are satisfied with the chances they had to get ahead 

after achievement and the rest (38.7%) were dissatisfied. 

Table 4. 5: Satisfaction and advancement  

  Satisfaction Dissatisfaction 

 Frequency Percentage Frequency Percentage 

 

Advancement 

The 

opportunities 

for training 

and 

advancement 

149 61.3 94 38.7 

Chance to 

get ahead 

after better 

achievement 

149 61.3 94 38.7 

Source: Field data (2020) 

This meant that majority of respondents are satisfied with chances to develop their 

career. 

During the interview with respondents it was revealed that majority of the staff are 

satisfied with the training opportunity and chance to get ahead after better 

achievements as most the them argued that each year the institution give them 

opportunity for study, support them financial and even secure scholarship for them to 

have better chance for training, there is clear policy for training and academic staff 

are involved in decision of choosing staff who are going for long term training based 

on the training budget for that period, there is no complain in the training schedule. 

This was supported by data found during interview. The data showed that UDOM 

support their staff by providing them with chances for training. It was demonstrated 

by one HOD that: 

The most important things in academic career is information. These 

members of staff were well informed about the scholarship opportunities 

that were available. With this sustained communication, members of staff 
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who wanted to advance his/or her career would apply and go for further 

studies (Interview, HOD, August 26th 2020) 

UDOM is giving a chance of advancement and that academic staff are 

given opportunity anywhere as long that will give staff chances for 

growth as well it will benefit the organization. (Interview, HOD, August 

26th 2020) 

It was further elaborated by HOD that UDOM provide chances for training within 

and outside organization. One HOD said that: 

Sometimes we provide financial support to our staff who misses 

scholarship. This helps them to develop their career and hence meet 

organizational needs. (Interview, HOD, August 29th 2020) 

This implied that, advancement has a positive relation with job satisfaction. Job 

satisfaction is higher in an organization where there is access to training and chances 

to grow professionally (Siebern, 2005). Training yields out important role in the 

performance of organizations and adding employee’s experiences, with access to 

training there will be increasing in organizational productivity that goes concurrently 

with personal development and productivity. 

The finding of this study concurred with Makafu (2017) who found that Members of 

academic staff were also informed of training policies and the criteria used for 

selection. Employees wish to see their careers advance and this really motivated 

them. Proper training policies give the room for the employees to plan for their 

advancement to be able to leave in their dreams. Failure to put in place proper career 

development plans for the employees guarantees a barrier in advancing ones’ studies. 

Advancement in the organization gives a clear picture of employee’s job satisfaction 

since they are sure of meeting their career objectives. 

4.3 Extent of satisfaction with Extrinsic factors 

This was the second objective of the study. Extent of satisfaction with Extrinsic 

factors was assessed, respondents were asked to indicate their extent of satisfaction 

with the given extrinsic factor, and those are compensation, Promotion, job security 

and working environment. 
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4.3.1 Satisfaction and Remuneration 

The study findings revealed that 64.2% of academic staff at UDOM are satisfied with 

their salaries compared with the work they perform while 27.8% are dissatisfied with 

their salaries. Furthermore, 37.4% are satisfied with other financial payment like 

overtime compensation and 62.4%are dissatisfied with other financial payment 

receiving, this implies that majority of the university of Dodoma academic staffs are 

not satisfied with other financial payments they receive like overtime compensation 

and bonus for extra effort. This is clearly described in figure 4.1. 

Figure 4. 1: Satisfaction and Remuneration 

Source: Field data (2020) 

From study during interview with respondents its show that employees are satisfied 

with their salary, because majority seems to enjoy the salary they obtain, also 

through that salary they able to secure loans in various banks such as CRDB and 

NMB. However it show that academics are not satisfied with other financial benefits 

such as overtime, workload, and other incentive because most complains that they 

don’t get allowances for the extra hours they work,. 

The findings were supported with data from interview. The researcher was interested 

to know from management perspective if they are satisfied with remuneration. Most 



58 

of leaders said that salary and other allowances is not enough compared with what 

they do. One HOD explained: 

I have been the Acting head of department for 5 months;  that makes me 

entitled to housing and responsibility allowances which were to be paid 

monthly but for all this period I have never received that payment. This is 

really discouraging me. (Interview, HOD, September 10th 2020) 

 

It was further elaborated by one head of department that; 

Human wants and need are unlimited. There is no way that 

remunerations offered satisfied academic staff. We always wish the 

government to rise up salary and improve other benefits and allowances 

to increase our morale. (Interview, HOD, September 14th 2020). 

 

 This meant that academic staff are not motivated by financial benefits. It is the goal 

or aim of every employee to achieve certain economic and social objectives with 

regard to the work he or she performs. Pay is one among the highly considered 

factors for employee satisfaction. This is similar to Frye (2004) who argued that   

efficient compensation or pay system is positively related with employee satisfaction.  

 The findings agreed with that of Makufu (2017) who found that, the respondents 

were not satisfied by the amount paid as a token for marking of extra booklets 

because they considered it to be relative to the weight of the activity itself. Pay is a 

great motivator for employee’s job satisfaction, as reported in the study by Al – hanai 

(2013) members of academic staff are satisfied with tangible motivators such as pay 

and research fund. 

Thus, employees work so as to be paid and settle their needs. Well paid staff are less 

stressed as they are sure of the fulfillment of their basic needs requirements for 

living. It is easy for the employee who is not well paid, that is, either one whose pay 

is delayed or receives less pay to leave the organization to seek for greener pasture. 

4.3.2 Satisfaction and Promotion 

UDOM academic employees were assessed on their level of satisfaction with 

promotion opportunities based on how well they performed their work and chances 

for promotion, the finding reveals 51% of UDOM academic staff are satisfied with 

promotion based on how well they perform their work and 49% are dissatisfied while 
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56% of academic staff are satisfied with the chances they have to get promotion and 

44% are not satisfied with the chances for promotion. 

Figure 4. 2: Satisfaction and Promotion 

 

Source: Field data, (2020). 

During the interview with respondents it was show that majority are satisfied with 

promotion as most of them are happy with their rank, there is seniority, they have 

knowledge on criteria for promotion and which steps to follow for them to be 

promoted based on the publications and by government procedures. 

To gain more insight the researcher asked HOD if they were satisfied with the 

promotion criteria in UDOM. One of the HOD had the following to say: 

You know promotions in any academic institution are based on merit, the 

same applies to UDOM. There are also promotions to leadership 

positions; this depends much on quality and attribute of leadership and 

also relationships. (Interview. HOD, September 1st 2020) 

It was further elaborated that promotions on higher ranks to academic positions 

depend on qualification; however the process need patience. one HOD recounted: 

Promotion will take long due to some government directives because one 

of my members of staff was due for promotion for the past three years but 
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has not been promoted due to the fact that promotions were stopped for a 

while (Interview. HOD, September 1st 2020). 

Promotion basing on publications is the problem to our cadre because 

we don’t write papers, but rather we do physical things therefore for us 

getting promotion based on paper publications is a challenge to us and 

most of my subordinates are failing under that perspective, (Interview. 

HOD, September 1st 2020) 

The finding implied that lack of clear procedure for promotion is a source of 

job dissatisfaction at UDOM. 

The findings of this study are consistent to other literatures. For instance, literature 

supports that low remuneration, poor leadership career promotion and advancement 

opportunities is a major contributor to job satisfaction and high employee 

performance (Heng, 2009; Okpara, 2005; Arasteh, Mohebi, Ehteshami, and 

Mohammedi, 2009). The findings also concurred with Buberwa (2015) who found 

that low monthly salaries were the major factor that dissatisfied academic staff and 

reduced satisfaction for high performance at the university 

 At the same time, the findings contradict with Masanja (2018) who found that 

lecturers disagree that work overload, lack of career promotion and advancement is a 

cause of job dissatisfaction in private universities. 

Employee advancement from one job position to higher salary, higher title and job 

responsibilities is considered as among the extrinsic factor that influence job 

satisfaction among employees. According to Teseema and Soeter’s (2006) higher 

level of job satisfaction and better performance of employees are closely related to 

good promotional polices. Promotion is like a tool; it is commonly used by 

management to reward employees for better performance and extra effort so as to 

motivate them in performing their responsibilities.  

4.3.3 Satisfaction and Job Security 

The researcher assessed this by asking the respondents on their level of satisfaction 

with the stipulated job security policy and the findings revealed that 72.8% of 

academic staff were satisfied with the job security polices while 27.2 were 

dissatisfied with the job security policies. 
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Figure 4. 3: Satisfaction and Job Security 

Source: Field data, (2020). 

This meant that most of majority satisfied with job security. This is due to the fact 

that they are in permanent and pensionable contract terms. 

When one of the HODs was asked about job security he said: 

To me I can say job security is high and that is why we have low 

employee turnover especially in academic post. (Interview, HOD, 01st 

September 2020) 

One of thing I enjoyed working in public institution is that I am secured 

with my job and I don’t have any worry of losing my job next morning so 

this has given me a chance to settle personally and establish myself here 

because I am sure with my job(Interview, HOD, 01st September 2020) 

The finding is in line with that of Makufu (2017) who found that most of MUCE 

academic staff were motivated with job security. 

Job Security is a commonly used factor in workplace for job satisfaction, it is what 

employees need to be sure about their job now and years to come, to work freely and 

have less or no worries about what will happen when they lose their job. This 

motivates the employees to put much effort in executing their duties and making sure 

that their work benefits the company. Physical security is also considered. 
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Employees’ secure working environment which is free from danger as explained in 

two factors theory of needs is regarded as a necessary motivator and it can be in the 

form of a formal employment contract and safety policies in place. 

Job insecurity is reported to be responsible for job related stress which leads to job 

dissatisfaction. Job insecurity not only affects employees’ quality of life but also the 

growth of the organization. Overall, Job security prevents job dissatisfaction, 

physical health problem, psychological distress, reduced job performance, lower job 

involvement and reduced organizational commitment (Saha, 2016). 

4.3.4 Satisfaction and Working Environment 

On assessing, the level of satisfaction with regards to working environment the 

researcher asked four questions the results revealed that, 45.3% academic staff from 

UDOM were satisfied with working facilities and equipment’s while 54.7% were 

dissatisfied with the available working facilities and equipment’s. Moreover 44. 4% 

of the respondents said they were satisfied with necessary resource to do their job, 

while 55.6% were dissatisfied. Also 52.2% were satisfied with comfortable office 

and accommodation and 47.7% were dissatisfied with comfortable office and 

accommodation and lastly 56% were satisfied with working condition (clean and 

non-hazardous) while the rest 44% were dissatisfied. 
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Figure 4. 4: Satisfaction and Working environment 

Source: Field data (2020). 

During interview with respondents it was reveled that majority of academicians are 

satisfied with the working environment in aspect with hazard environment but they 

are not satisfied with the office equipments, office and other teaching facilities. 

Data from interview support the quantitative data that most of employees are not 

satisfied with working environment especially on facilities of doing work. One of the 

HOD recounted: 

Some other departments like the department of arts and media studies 

are different from others in their nature therefore they lack workshop 

and other opportunities for their specific fields (Interview, HOD 

September, 2020) 

Another interviewed head of department had the following suggestion, 

Supporting facilities should be available and reliable and improved to 

support teaching and learning environment (Interview, HOD September, 

2020) 

This implied that there some areas which need to be improved to increase work 

morale. The findings are similar to Makafu (2017) who found that Most of the 

academic staff at MUCE were dissatisfied with working conditions which included 

poor infrastructures such as offices and laboratories and unavailability of the needed 
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resources such as laptops to perform their duties. This situation demoralized the 

academic staff at MUCE and might lead to turnover and absenteeism. This is also 

supported by Olando (2003) who suggests that diminishing working conditions is the 

major source for job dissatisfaction. Favorable working conditions motivate 

employees and eventually satisfy them. This is vital for organization development 

since efficiency in work is realized in the favorable working conditions (Williams, 

2004). 

Workers desire safe and hazard-free environment (Raziq, 2014). Favorable working 

conditions satisfy and encourage employees in handling their responsibilities; this 

might involve working conditions such as availability of offices, computers and other 

office equipment, staff need to have all the necessary resources required to perform 

their tasks. Staff also needs assistance in terms of material and equipment for better 

performance of their duties from the organization where he or she works. 

Moloantoa (2015) conducted a study on factors affecting job satisfaction of academic 

employees in the National University of Lesotho and concluded that key aspects 

which affect employee satisfaction at the NUL are related to factors such as salaries, 

benefits, allowances, working conditions and job security. 
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4.4 Binary Logistic Regression 

OBJECTIVE 1 

Intrinsic factors that affects job satisfaction 

Variables in the Equation 

  B S.E. Wald df Sig. Exp(B) 

Step 

1a 

Recognition .131 .332 .156 1 .693 1.140 

Advancement  .880 .282 9.733 1 .002**

* 

2.411 

Responsibility 1.138 .365 9.727 1 .002**

* 

3.119 

Nature of 

work 

-.567 .447 1.606 1 .205 .567 

Relationship -.296 .282 1.101 1 .294 .744 

Constant -3.495 1.073 10.611 1 .001 .030 

a. Variable(s) entered on step 1: , , , , . *** Sig P-value >= 0.05 

 

OBJECTIVE 2 

Extrinsic factors that affects job satisfaction 

Variables in the Equation 

  B S.E. Wald Df Sig. Exp(B) 

Step 

1a 

Remuneration .937 .420 4.989 1 .026*** 2.553 

Job Security .089 .206 .188 1 .664 1.094 

Promotion .513 .347 2.193 1 .139 1.671 

Working 

Environment  

-.075 .268 .079 1 .779 .928 

Constant -3.587 .838 18.336 1 .000 .028 

a. Variable(s) entered on step 1: , , , .  *** Sig P-value >= 0.05. 
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OBJECTIVE 3 

Intrinsic and Extrinsic factors that affects job satisfaction (Mixed effects) to find 

best predictor   

Variables in the Equation 

  B S.E. Wald Df Sig. Exp(B) 

Step 

1a 

Recognition -.708 .413 2.935 1 .087 .493 

Advancement 1.138 .330 11.901 1 .001 3.121 

Responsibility 1.125 .378 8.849 1 .003 3.079 

Nature of 

work 

-1.054 .507 4.315 1 .038 .349 

Relationship -.687 .346 3.948 1 .047 .503 

Remuneration 1.324 .517 6.545 1 .011 3.757 

Job Security .312 .256 1.483 1 .223 1.366 

Promotion .136 .398 .117 1 .732 1.146 

Working 

Environment  

.018 .288 .004 1 .951 1.018 

Constant -4.080 1.178 11.998 1 .001 .017 

a. Variable(s) entered on step 1: , , , , , , , , .  *** Sig 

P-value >= 0.05 

 

 

4.4.1 Interpretation of Results   

Tables above represent binary logistic output for objective 1, objective 2, and 

objective 3 respectively. The first seen observation is that there is slightly effect of 

both intrinsic and extrinsic factors when tested separately compared to when tested 

with mixed effects. The results shows that when intrinsic factors are tested alone 

only two variables appeared to be significant and when extrinsic factors are tested 

alone only one variable appeared to be significant but when both intrinsic and 

extrinsic factors are tested together five variables appeared to be significant this 

shows that best predictors are obtained in mixed effect as portrayed in objective 3. 
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4.4.2 Intrinsic Factors 

Recognition was insignificant predictor of Interest in the model, which shows that for 

every one unit increase on recognition, there is a predicted increase of 0.493in the 

log odds of employee being satisfied with their job. 

Advancement was a significant predictor of Interest in the model, which shows that 

for every one unit increase on Advancement, there is a predicted increase of 3.121in 

the log odd of employee being satisfied with their job. 

Responsibility was a significant predictor of Interest in the model, for every one unit 

increase on Responsibility; there is a predicted increase of 3.079in the log odds of 

4employee being satisfied with their job. 

Nature of work was a significant predictor of Interest in the model, for every one unit 

increase on Nature of work, there is a predicted decrease of 0.349 in the log odds of 

employee being satisfied with their job. 

Relationship was a significant predictor of Interest in the model, for every one unit 

increase on recognition; there is a predicted decrease of 0.503in the log odds of 

employee being satisfied with their job. 

4.4.3 Extrinsic Factors  

Remuneration was a significant predictor of Interest in the model, for every one unit 

increase on Remuneration; there is a predicted increase of 3.757in the log odds of 

employee being satisfied with their job. 

Job security was insignificant predictor of Interest in the model, for every one unit 

increase on Job security; there is a predicted increase of 1.366in the log odds of 

employee being satisfied with their job. 

Promotion was insignificant predictor of Interest in the model, for every one unit 

increase on Promotion there is a predicted increase of 1.146in the log odds of 

employee being satisfied with their job. 

Working environment was insignificant predictor of Interest in the model, for every 

one unit increase on working environment; there is a predicted increase of 1.018in 

the log odds of employee being satisfied with their job. 
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CHAPTER FIVE 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATION 

5.1 Introduction 

This chapter gives a summary of the study findings in relation to the literature 

review, and research questions, conclusions, and implications of the study, as well as 

recommendations for further study.  

5.2 Summary of Findings 

The findings of this study were discussed based on the objectives of the study that 

were the intrinsic, extrinsic factors of job satisfaction and the best predictor variable. 

5.3 Intrinsic Factors that Influence Job Satisfaction 

The findings revealed that the factors that satisfy the academic staff at the University 

of Dodoma are the intrinsic factors as specified by Herzberg as hygiene factors or 

satisfier. Majority of academic staff from UDOM are satisfied with these factors. 

Since the objective was to identify and describe the intrinsic factors that influence 

job satisfaction for academic staff at the UDOM, the researcher identified 

relationship, recognition, advancement, nature of work and responsibility as factors 

that influence job satisfaction for the academic staff at UDOM. These Intrinsic 

factors are well explained by Herzberg who categorizes them as job satisfiers and 

they are related to job content. Herzberg named recognition, advancement and nature 

of work, responsibility and relationship as job satisfier motivators (Luthans, 2010). 

5.3.1 Responsibility 

The study found this to be among the main intrinsic factor for job satisfaction at 

UDOM. The study reveals that academic employees were satisfied with the amount 

of responsibilities they are given to handle and execute. Also the freedom they had in 

executing and performing their responsibilities, majority of them but not all. 

Moreover, majority of staffs were satisfied when given a chance to be involved in the 

decision making in the organization as this created a sense of belonging. This came 

into conclusion that responsibility has a positive relationship with job satisfaction. 
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5.3.2 Recognition 

This was found to be among the most influencing intrinsic factor for job satisfaction. 

At UDOM academic staff members who perform well and show extra effort and 

contributions were not only recognized but also awarded. Also they can be appointed 

to leadership positions; this encourages other members of staff to put more efforts 

while realizing organizational objectives. This concludes that recognition has a 

relationship with job satisfaction since employees feel considered, valued and 

satisfied when they are recognized by the management and coworkers but the 

opposite of it will discourage employees and hence dissatisfaction. 

5.3.3 Advancement 

This was another predominant intrinsic factor for UDOM academic staff job 

satisfaction, respondents said they were satisfied with the opportunities they had to 

advance in their career and the trainings that aims at enhancing working experience. 

Members of academic staff were given the information on training policies of 

institution and the eligibility conditions. Employees are greatly motivated when 

advancing carrier wisely and professionally. Advancement criteria stipulated in the 

UDDOM depicts employee’s job satisfaction since they are sure of meeting their 

career objectives. 

5.3.4 Nature of Work 

Majority of respondents were satisfied with their work in terms of work load and 

working time which they effectively and efficiently executed. The way job matches 

their skills and experiences though challenging but interesting especially in 

publications. Thus job transparency and clarity generate employees who are more 

satisfied and committed to the work. 

In this regard, Literature show in support of the findings that higher learning 

institution’s academic staffs are satisfied and motivated only if they are aware of 

their work content and structure (Karen et al, 2009). 
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5.3.5 Relationship 

Relationship with managers/supervisors also has important role on job satisfaction 

firstly it improves employee’s interest in remaining at work which can maintain high 

job satisfaction and secondly good employee-manager relationship brings a positive 

intervention which seems to be the social information people depends on to form 

their attitudes towards jobs. 

Thus the major thing that enhances relationship among workers at the workplace is 

socialization and interaction. Relationship within the organization plays great role in 

satisfying employees. In the organization where people communicate openly, share 

experiences and receive feedback from the work done, members get motivated to 

work hard. Peaceful environment favors the work and the employees in general; 

good relationship makes the work place a better place to live and hence satisfaction 

as revealed by the study findings. 

5.4 Extrinsic Factors Influencing Job Satisfaction 

According to Herzberg’s Theory Hygiene Factors are those that prevent 

dissatisfaction and are allied to job content. The findings outlined the extrinsic 

factors influencing job satisfaction and these are, remuneration, promotion, job 

security and working environment that includes equipment’s, offices, clean and non-

hazardous conditions. According to the study findings there were several weaknesses 

that were revealed when analyzing the effects of extrinsic factors that affect job 

satisfaction. Those weaknesses might bring employee dissatisfaction, absenteeism, 

turnover, and poor performance. 

5.4.1 Remuneration 

Most of the respondents said they were satisfied with the financial payments and 

delays in the payment results in dissatisfaction. Well paid employees are less stressed 

and are satisfied, compared to stressed and lowly paid employees. Pay is a great 

motivator for employee’s job satisfaction. Academic staffs are mostly satisfied with 

satisfactory pay. As revealed by study findings majority of UDOM academic staffs 

are satisfied with their salary but dissatisfied with other financial payments like 

overtime and bonus for extra effort and contribution done. 
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5.4.2 Working conditions 

Majority of academic staff UDOM were dissatisfied with their working environment 

such as inadequate infrastructures (offices and laboratories, lack of necessary 

resources such as laptops and printers to perform their duties). Favorable working 

conditions bring satisfaction and efficiency. Poor working environment and 

inadequate resources to execute responsibility leads to dissatisfaction as revealed in 

study findings. 

5.4.3 Job security 

The findings revealed that job security was satisfactory. Employees at UDOM enjoy 

their work contract with permanent and pensionable terms. 

This reveals that academic employees at the UDOM are mostly affected by the 

extrinsic factors of job satisfaction. Thus job security policies had relation with job 

satisfaction, in a way that favorable job security policies bring employee satisfaction 

while unfavorable policies bring dissatisfaction. 

5.5 Conclusion 

Higher Education is understood as being necessary to the successes of national 

efforts to boost productivity, competitiveness and economic growth. Universities and 

other higher learning institutions are key players in indigenising knowledge and 

diffusing it into the national economy. To achieve that it needs highly satisfied and 

motivated staff. This study discovered that, academic staff at UDOM are influenced 

by both intrinsic and extrinsic factors for job satisfaction. However intrinsic factors 

seem to satisfy majority of the academic staff at UDOM. Extrinsic factors at some 

extent satisfy academic staff but it needs to be strengthen. 

5.6 Policy Implication 

The findings imply that despite the fact that the Government of Tanzania recognizes 

that academic staff have a great role to play to realize its long term ambition of 

becoming an industrialized country by conducting research and impart knowledge to 

students,  still there are complaints regarding salary and other packages. 
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By and large, Universities are expected to be far ahead in satisfaction issues because 

are the ones who taught about, the finding imply that this is not yet to happen as the 

most of academic staff are motivated by intrinsic factors rather than the extrinsic 

factors.  

The findings also imply that although the University has Promotion Policy still the 

promotion process brings a lot of complains. This implies that there is a need to have 

promotion policy which will support career advancement of academic staff. 

The findings, on the other hand, imply that there is a need of review of policies and 

have new mechanism of implementing those policies. The schemes of service for 

academic staff should also be reviewed to meet the current situation of the country. 

5.7 Recommendations 

The following recommendations are made based on the study findings that would be 

considered by the institution as well as the government so as to increase the job 

satisfaction among academic staff employees in the University of Dodoma. 

5.7.1 Recommendations to Government 

This section is devoted for the recommendations made to the government which is 

the main employer of academic staff in public institutions of higher learning. It is 

believed that, if the recommendations were implemented employees’ job satisfaction 

would be enhanced at Universities. However, it was observed that, most of academic 

staff were not satisfied with salary and other benefits offered.  It is therefore 

recommended that, the government should review schemes of service for academic 

staff in public staff and improve their salaries and other benefits to motivate them. 

5.7.2 Recommendation to UDOM Management 

Based on the findings that the staff lacks some of the important needs that could 

satisfy them such as allowances, it is recommended that UDOM should work on the 

allowance packages. It is important to note that junior academic members of staff are 

the one with low salary which cannot afford to hire houses hence need assistance. 
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It was found that the academic staff do not have working facilities, it is therefore 

recommended that UDOM should work on improving available infrastructures such 

as offices, expanding the laboratories and ensure availability of resources such as 

computers, scanners and printers for smooth running of the duties. 

It was also found that career advancement and training boost employee’s morale. It is 

therefore recommended that, Management should find better way to make sure 

academic staff go for further studies on time. 

Moreover, the study findings showed that relationship increase job satisfaction, 

hence it recommended that, management should engage employees in decision 

making. Channel of communication should be improved to reduce complains. 

Promotion was also an important factor that leads to satisfaction of academic staff at 

UDOM. However, the study found out that academic staff are not promoted on time 

which causes dissatisfaction; therefore it recommended that the promotion policy 

should be reviewed. Human resource department should be improved to speed up the 

process of promotion especially on the reflection of salary after letter of promotion.  

5.7.3 Recommendation to UDOM Academic Staff 

Academic staff of UDOM should understand that Management is working hard to 

make them satisfied. They are highly advised also to reciprocate by providing quality 

services to customers, in order to make their organization excel.  

Academic staff should be open to inform their management through appropriate 

meetings on what they think discourages other employees not to be satisfied with 

their jobs. This would help the management to take an appropriate step, before things 

become worse at the work place.  

5.8 Recommendations for Further Study 

This study was analyzing the factors that affect academic employees’ job satisfaction 

in the Public universities, a case study of University of Dodoma. The study goal was 

to provide adequate information necessarily to develop higher learning education 
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institution in developing countries, such as Tanzania. Therefore, based on the 

findings of the research study, the following is recommended for further study: 

The study recommends further research on public universities by analyzing the 

factors that affect employee’s job satisfaction but not on academics rather by 

focusing on other employees apart from academic staff in order to evaluate and 

analyze the impacts of job satisfaction and performance in public universities. 

Lastly, future research can also focus on factors that influence job satisfaction of 

academic staff on private Universities. 
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APPENDICES 

Appendix 1: Letter of Information and Consent 

FOR ACADEMICS 

 

Factors affecting job satisfaction of academics in Public Universities: A case 

study of the University of Dodoma. 

 

Dear Respondent, 

I am student, currently undertaking a research project as part of my studies towards a 

Masters degree in Business Administration at the University of Dodoma. Title of this 

research, is to study the factors affecting job satisfaction for academic at public 

universities, at the University of Dodoma. 

I kindly invite you participate in complete my questionnaire, participation is 

voluntary and you may withdraw from the study at any time, without prejudice or 

any adverse consequences.  

The information you give will only be used for research purposes and will be 

aggregated with other responses and only the overall or average information will be 

used.  

Your identity and individual answers will be kept totally confidential. Your 

assistance will be much appreciated.  

 

Yours faithfully, 

Emilia Patience 

MBA- Student 

Mobile No: 0682714720 

Email address: etpatience@gamil.com 
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Appendix 2: Questionnaire 

Questionnaire for UDOM Academic staff 

Please tick the correct answer in the brackets provided to the questions below 

PART A: Staff Personal Background 

1. Position of the respondent…………………………………………………. 

2. Name of the College……………..………………………………….. 

3.  Department of respondent…………………………………………………… 

4. Salary of the respondent………………………………………………………. 

5.  Age of the respondent…………………............................................ 

7. Tenure of the respondent with the College……………………………….. 

8. Sex of respondent 

a) Male (  ) 

b) Female (  ) 

 

9. Marital status of the respondent 

a) Single (  ) 

b) Married (  ) 

c) Divorced (  ) 

d) Widowed (  ) 

e) others        (  ) 

9. Education level of the respondent 

a) Bachelor Degree (  ) 

b) Masters Degree (  ) 

c) PhD ( ) 
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PART B:  How satisfied are you with your job in general? 

Item Very 

satisfied 

Satisfied Neither 

satisfied nor 

dissatisfied 

Dissatisfied Very 

dissatisfied 

How happy are 

you at work 

     

Are you 

satisfied on how  

work utilize 

your skills and 

ability as much 

as it could 

     

Are you feeling 

satisfied with 

the way you 

valued? 

     

Do you satisfied 

with the 

workload? 

     

Are you 

satisfied with 

the way your 

growing 

professionally? 
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PART C: INTRINSIC FACTORS INFLUENCING JOB SATISFACTION 

There are various intrinsic factors that influence academic staff job satisfaction. To 

what extent does each satisfy/dissatisfy you? Please, put tick (v ) where applicable, 

whereby 

1. = Very satisfied 

2. = Satisfied 

3. = Neither satisfied nor dissatisfied 

4. = Dissatisfied 

5. = Very dissatisfied 

ITEMS  1 2 3 4 5 

Freedom do exercise my responsibilities      

Chances to be creative and use my abilities      

The work itself      

The Opportunities for training and 

advancement in this job 

     

The freedom to use my own judgment      

Praise after doing a good job      

Chances to direct others      

The feeling of accomplishment I get from 

the job 

     

Chance to get ahead after better 

achievement 

     

The way the job match with skills and 

experience 

     

Receiving formal recognition for your 

achievements 

     

Being recognized by peers, co-workers 

and  supervisors  

     

How satisfied you are with your 

involvement in decisions that affect your 

work 

     

Amount of responsibility you are given      
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PART D: EXTRNSIC FACTORS INFLUENCING JOB SATISFACTION 

There are various extrinsic factors that influence academic staff job satisfaction. To 

what extent do you agree/disagree? Please, put tick ( ) where applicable, whereby 

1. = Very satisfied 

2. = Satisfied 

3. = Neither satisfied nor dissatisfied 

4. = Dissatisfied 

5. = Very dissatisfied 

ITEMS 1 2 3 4 5 

My pay in relation to my education 

level and the amount of work I do 

     

Other financial payment such as 

bonus and allowances 

     

Organization policies      

Chances for promotion      

Team work      

Working conditions      

Relationship with others      

Job security      

Necessary resources to do job      

Comfortable office and 

accommodation to effectively 

perform my duties 

     

rewarded fairly for the amount of 

effort I put into my job 

     

Need for additional income to satisfy 

my needs 

     

Promotions are based on how well 

you do your work in this university 

     

Working environment is a clean, 

non-toxic for you to work, to 

teach and researching  

     

Working facilities and equipment are 

adequate; reasonable working 

Time 

     

You know clearly university’s 

conditions to be promoted in 

teaching 

and researching 

     

                         PART E: GENERAL RECOMMENDATION 

What should be done to improve or increase job satisfaction at workplace? 

………………………………………………………………………….........................
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Appendix 3: Interview Guide for Key Informants 

PART A: Staff Personal Background 

i. Position of the respondent…………………………………………………. 

ii. Name of the College……………..………………………………….. 

iii.  Department of respondent…………………………………………………… 

 

1) What do you find being satisfactory as HOD? 

2) What reason would motivate you to resign from the university? 

3) What factors would make you make you continue to work with university? 

4) Which of the following factors require attention to enhance job satisfaction: 

Recognition, advancement, responsibility, remuneration, job security and 

promotion? 

5) What challenges does your staff face? 

6) What are factors that satisfy your staff? 

7) How do you regard the following organization policies in relation to job 

satisfaction? 

a. Training 

b. Promotion 

c. Work load 

d. Incentives 

8) What are your general comments about job satisfaction at UDOM? 
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Appendix 4: Research clearance letter 
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