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ABSTRACT

This study presents factors influencing acadenaéf gpb satisfaction in higher learning
institutions. More specifically, the study sought;tunderstand the intrinsic and extrinsic
factors influencing job satisfaction to academiaffstn higher learning institutions; to
determine the status of academic staff organizatommitment in relation to job
satisfaction; and, the level of job satisfactebimong the diversified academic staff in
higher learning institutions. The study employedeul research approach for which both
gualitative and quantitative methods were usedus®di Mkwawa University College of
Education (MUCE) found in Iringa region as a casels. The data were obtained through
documentary review, questionnaires filled by 83 Mb&cademic staff and 17 interviews
with key informants. Obtained data were analyzedubh statistical package for social
sciences (SPSS), factual and logical interpretafidre study found that higher learning
academic staff job satisfaction is influenced bythbintrinsic and extrinsic factors.
Academic staff are satisfied by intrinsic factorsldess by the extrinsic factors such as
working conditions, infrastructure, policies andnteneration, despite such weakness they
are generally satisfied by the job and committethéoorganization. Based on the findings
of this study MUCE is recommended to work on staientives and improve the
infrastructures in the College including Officescture rooms and laboratories. Moreover,
MUCE Management team needs to ensure positive tinduelation and quick feedback

to staff queries.
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study

Employees are always an asset to any organizatidnogganizations have increasingly
recognized the potential for their people to be carse of competitive advantage.
According to Ominde (1964) and Macgregor (2011)nhao resource is the backbone and
the most important asset of an organization becé@usanipulates all other resources to

function according to the plans of the organizatioorder to achieve organizational goals.

Job satisfaction among workers is a historicallgarete phenomenon and can be traced as
far as the industrial revolution period, which bedga England in the 18th century and
spread to other European countries and North Amadtiathans, 1977). Literature defines
job satisfaction of academic staff as a state ofdnaietermined by the extent to which the

individual perceives his/her job related needsdenet (Evans, 1997).

Tanzania regard education as a key component detivernment’s development agenda
and higher learning institutions are given the oasjbility to impart knowledge through
teaching and/or training, research and consultémayprove the quality of life (Buberwa,
2015). Academic staff in higher learning institusoplay a prime role to fulfill their role.
Since, they are the highest source of knowledgeaavateness production and responsible
to train the specialist manpower in different feelof life, a high quality academic staff is
the cornerstone of successful educational systéwrefore, it is important to pay attention
on job satisfaction of the teaching staff (Khalidldrshad, 2012).

It is the function of the government then to prevall that are needed for higher learning
institutions to perform to their best. The highearing institutions should warrant being
the focus of preserving efficient, effective andneoitted workforce to promote quality

teaching and learning.

The government needs to ensure that the acadeaficast satisfied by their job through
motivational factors such as competitive remuneratind benefits while recognizing their

achievements. This commitment not only boosts aoad® morale, but also enhances



their functioning, an important factor in itselforf academic quality improvement
(Moloantoa, 2015).

In Tanzania, teachers have experienced low and emesalary payments, improper
housing, inadequate teaching facilities, low staarcorded to them and limited
opportunities for professional development. A senéintentions for teachers strikes over
the issue to pay arrears, increase salary and piamexisted in 2008, 2010 and 2012
(Mlinga, 2011). The situation is the same in higlearning institutions as Buberwa (2015)
acknowledges that higher learning institutions haewveral motivational packages to
enhance the performance but the practice is ogplesitling to low morale in fulfilling the

core activities of the institutions.
1.2 Statement of the Problem

Job satisfaction is what employees want from the (8iyoi, 2015). Job satisfaction

involves job security, recognition, advancementpdjavorking conditions, and healthy

relationship between employees with their supersisand the management. They
moreover want to be given responsibility, autondmylemonstrate their skills and to be
guided by clear policies. Job satisfaction oncel wednaged and provided then better
performance of academic staff is guaranteed. ltiteeasuggests that academic staffs are
satisfied by factors which include recognition, adeement, responsibility and

achievement (Wu and Shot, 1996). Furthermore, ials shown that remuneration;

opportunities for promotion, work environment, angation policies, job security, respect

and organization vision are the factors that satisé academic staff (Khalid and Irshad,
2012).

In the absence of job satisfaction, it is argueat thrganizations would face increasing
number of resignations, changing profession, aksésrh from the job, poor productivity,
employee’s strikes, theft, misuse of organizatiesources, high turnover and frustrations
among individuals (Nadinloyt.al, 2013).

There are existing issues regarding academic jgtaffatisfaction in Tanzania. The 2016
University of Dodoma academic staff strike can égarded as a sign of job dissatisfaction.

It is moreover explained in the study done by Bulee(2015) that low monthly salaries is



a major factor that dissatisfies academic staffraaidice performance of public universities
in Tanzania. We have so many examples of academsiagiaTanzania who quit the job for
the sake of attaining high salaries, attaining gowveental positions with influence to
politics, academicians to quit the public to prevainstitutions, to nomination and
presidential appointment and other personal atebthat leads to job quitting. Amani and
Komba (2016) explain the academic staff turnoveB@scademic staff left University of
Dar es salaam and 8 left Mkwawa University ande3dar es Salaam University College
of Education (DUCE). Difficulties in hiring acadetrstaff was experienced at MUCE after
being granted permits by the President’s Officénite 78 academic staff and could only
hire 27 due to in availability of qualified applita especially in posts like professors,
senior lecturers and lecturers (MUCE HRP, 2014/20Tbherefore, retaining academic
staff employed in public higher learning institutsoshould be a cause for concern because
such qualified staff are not readily available liee tmarket. This can be done by making

sure that efforts are taken to ensure the staffedagively satisfied with their jobs.

Job satisfaction has frequently been studied botfirimary and secondary education level.
However, empirical evidence regarding job satisfectof higher education teachers is
scarce in the Tanzania. This is why this studyechithe concern of job satisfaction of

academic staff in public higher learning institato
1.3 Objectives of the Study
1.3.1 Main Objective

The aim of this study was to determine factorsuieficing academic staff job satisfaction

in public higher learning institutions.
1.3.2 Specific Objectives

I To identify and describe the intrinsic factaruencing job satisfaction to
academic staff
il. To identify and describe the extrinsic factarBuencing job satisfaction to

academic staff



iii. To determine organization commitment level afademic staff in relation to job
satisfaction.

iv. To capture the difference in job satisfactiemdl among diversified academic staff
1.4 Research Questions

i. What are the intrinsic factors that influenck gatisfaction to academic staff?

ii What are the extrinsic factors that influencbk gatisfaction to academic staff?

iii What is the status of organization commitmemtomg academic staff in relation to
job satisfaction?

iv How do academic staff differ in job satisfactit@vel in relation to their personal

diversity?
1.5 Significance of the Study

This study was anticipated to sensitize human mesgomanagers and policy makers on
how to formulate favorable policies on motivatiomsgues leading to job satisfaction of
academic staff so as to improve academic performaand attract well-qualified
academicians into the institutions. The study a¢soind the human recourse managers of
the need for improvement in the use of human ressufor its own benefit and for the
benefit of organizations. This study moreover, &l to stimulate Higher Learning
Institutions into ensuring their staff satisfactisince job satisfaction is evident to have a
immense relationship with employees work perforneaand organizational productivity.
Organizations are also reminded that It is alsoogmt to ensure that employees are not
only attracted and retained, but also deliver dqualervices in core functions. This study
will therefore add value of the academic staff adessing the factors that cause job
dissatisfaction in Higher Learning Institutions.ig Istudy will Moreover, pave a way for

other researchers to conduct more studies on thjecdumatter.
1.6 Limitation of the study

The study was faced by the problem of accessilmlitigey informants since they had a lot

of responsibilities, resulted to delay in the coatigin of the study since it was conducted



under the limited time. However, this was posséiter repeated follow up pending serious

intension to undertake the study as required.
1.7 Scope of the Study

The study was limited at Mkwawa University CollezfeEducation located in Iringa region

Tanzania despite existence of similar problemgfieouniversities. This study covered the
intrinsic and extrinsic factors that influence jdtisfaction, Staff organization commitment
status and the level of job satisfaction in relatio academic staff diversity between the
years 2012 and 2016. The study focused on Mkwawaelsity College of Education to

make generalization in other public institutionsurid in different areas. The study
excluded the administrative staff and thereforeetdaen the Academic staff meaning
Professors, Associate professors, Senior Lectulessiurers, Assistant Lecturers and

Tutorial Assistants.
1.8 Organization of the dissertation

This report is organized in six chapters. Chapter mtroduces the study and why it was
important for the study to be conducted despitertasearches done before on the matter
by focusing on the background information, statenodérihe problem, research objectives
(general and specific), research questions andigmficance of the study. Chapter two is
based on literature reviews addressing the cormfejuib satisfaction and its importance,
intrinsic and extrinsic factors of job satisfactidheoretical and empirical review on job
satisfaction and lastly the conceptual frameworkhaer three, centers on the
methodology employed in achieving the objectiveshef study. Specifically, the chapter
covers research design, area of the study, popnlati the study, sample size and the
sampling techniques, types of data and data cmledechniques and finally the data
analysis methods. Chapter four presents the fisdicigapter five centers on the discussion
of the findings and the last chapter presents thennsary, conclusion and

recommendations.



CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction

This chapter consists of, literature review andcepiual frameworkLiterature review
includes review on the concept of job satisfactiomyrinsic and extrinsic factors,
organization commitment and the theories guidinglegee’s job satisfaction which are
Maslow hierarchy of needs theory, Herzberg twodadheory and Vroom Expectancy
theory. Empirical literature review deals with éifént prior studies on academic staff job

satisfaction. Conceptual framework explains theteng link between variables.
2.2 Job Satisfaction

This is the extent to which employees like thebgosome employees enjoy their jobs and
find it the vital part of their lives (Spector, 2001t is therefore how people feel about their
job if people are happy or like their job thersitsatisfaction if they are not happy or dislike
job then it is dissatisfaction. Employees who aamsfied go to work because they are
happy and they enjoy the work but dissatisfied eygs go to work only because it is the

means of earning.

According to Armstrong (2014), job satisfactionemsf to the attitudes and feelings staff
have about their job. Constructive and favorabldirigs towards the job results to job
satisfaction therefore commitment. Destructive anéavorable feelings towards the job
indicate job dissatisfaction and therefore low catrmant. There are several reasons why
employees can be dissatisfied with their jobs hswgasons include high stress, lack of
communication within the company, lack of recogmitior limited opportunity for growth.

The existence of these factors entirely leads tw performance in the organization.

The important prerequisites for job satisfactiome aelatively higher salary, equitable
payment system, available equal chances for prem@tnd advancement, thoughtful and
cooperative management, a reasonable degreeadth heorking relationship ,challenging

tasks with enough autonomy to handle given respditi&s, control over work pace and



work methods. The degree of satisfaction obtaingdinglividuals, however, depends

largely upon their own needs and expectations tlamdvorking environment.

2.2.1 Indicators of Job Satisfaction

Low Turnover

Turnover can be one of the highest costs attribitedhe HR department.
Employees bonded with the organization have litdl@ason to want to leave. If a
person likes his or her job, there is less of dordo quit as compared to when the
person dislikes the job. Job satisfaction creatlestier environment for quality and
talented employees and therefore makes them typinaich less likely to leave
(Gregory, 2016).

Higher Productivity

Happiness in the workplace leads to much highel$esf productivity. It increases
employee morale; therefore, employees are morengitb work harder to improve
the company and its goals (Gregory, 2016). Irrethpeof job title and pay grade,
employees who report high job satisfaction tend &ehieve higher

productivity. When employees feel the company Hweesr tbest interests at heart,
they often support its mission and work hard tgphethieve its objectives. Their
performance determines the level of customer satish and influences

achievement of organizational goals (Al-hinai, 2013

High Organizational Commitment

This is the bond between the worker and the orgdioiz. Employees who are
satisfied will have high commitment with the orgeation and therefore be loyal to
the organization, share its values, and identifthwihe goals of the organization
(Mowday et al 1982). Dissatisfied employees will be less atactio the
organization and therefore take care of persondtemsawhile at work, playing

games, engaging in non-work related talk and spentitne on social networks.

Positive organization behavior
Job dissatisfaction leads to a lot of unpleasaritabers in the organization

including, tardiness, negligence, material mishiguggl dishonesty and undue



socializing. Literature argues that these behawapesindicators that employees do
not like their work. When employees are dissatikfisy the work they respond
negatively at the expense of the organizationsIhot always easy to forecast
exactly how they will respond since human beings different in nature others
may decide to quit while others may take workingetito do personal things
(Robbins 2001).

V. Reduced Absenteeism
When there is job satisfaction, absenteeism teadsetlow; when satisfaction is
low, absenteeism tends to be high, it is importamemember that while high job
satisfaction will not necessarily result in low abgeism, low job satisfaction is
likely to bring about high absenteeism (Aziri, 2D1Employee absenteeism causes
serious additional costs for companies, therefar@agers are in permanent pursue
of ways how to decrease and reduce it to its mimmE&robably, the best way
reduce employee absenteeism would be through arease in the level of
employee satisfaction. The main idea behind thigr@xh is that the higher the

degree of job satisfaction is the lower employeseabeeism.
2.2.2 Factors Affecting Job Satisfaction

The level of job satisfaction is affected by insim and extrinsic motivating factorthe
quality of supervision, social relationships witietwork group and the degreewich
individuals succeed or fail in their work. Purcell al (2003) believe that discretionary
behavior which helps the firm to be successful asiikely to happemwhen employees
are well motivated and feel committed to the orgation andwhen the job gives them

high levels of satisfaction.
2.3 Intrinsic Factors for Job Satisfaction

These are the self-generated factors that influpeople to behave in particular way or to
move in a particular direction. These factors ideluesponsibility (feeling that the work is
important and having control over one’s own resesycautonomy (freedom to act), scope

to use and develop skills and abilities, interegtamd challenging work and opportunities



for advancement. These factors are likely to hadeeper and longer-term effect because

they are inherent in individuals and not imposedrfioutside (Armstrong, 2007).

Intrinsic factors, therefore, refer to behaviorttimdriven by internal rewards, that is a
person’s inner calling to perform a specific takkis when one does something without
expectation of any tangible return; something isfqvened for inherent satisfaction or
pleasure (Brown, 2007). When doing something reimgrdnteresting, and challenging,
one is likely to come up with productive ideas anehtive solutions. The factors that lie in
the category of intrinsic factors include recognmiti advancement, responsibility,

achievement and work.
2.3.1 Recognition

Recognition refers to the approval or appreciaionemployee wishes to obtain from the
employer, other superiors and personalities in diganization, supervisors, peers, the
society in common, or from the general public(Moitm®,2015). People enjoy having their
accomplishment recognized by others, which alsaesses internal motivation. This
happens when a staff puts extra efforts and achidlie best. The value of such
performance increases when it is recognized andeaped by the supervisor (Burton,
2012). This is applied through letter of appreoiatio the staff, acknowledgment in a

meeting, a personal call or shake hands to expdrssgration to the employee.

This will motivate the particular staff and otherdl put more efforts to be recognized. The
staff will be satisfied on his or her achievementl & catalyst for other staff. When the
staff is recognized it gives the employee reasswathat they are doing what their

managers are looking for and that they are payitegtion to the work being done.
2.3.2 Advancement

This is referred to the opportunity to grow by depéng abilities and careers (Armstrong,
2014). This is an intrinsic factor since it is jobntent. Advancement is made possible in
the organization if facilities and opportunitiesr fearning are provided. These must
involve personal development planning processegefisas formal training. Organizations

must prepare succession plan so as to preparevaneement of the staff. More training



schedule must be in place to ensure there are edpzaices for training to the staff.
Moreover, the staff need to be given more tasksrder to advance themselves in the

career and quick feedback to be given so as to sinea of improvement.
2.3.3 Responsibility

This involves removing some controls while retagnaccountability. The staff are given
chances to exercise responsibility while given faticountability such individuals own
work. This may entail giving a person a completara unit of work (module, division,
area, and so on to handle and granting him or ¢h@itianal authority to employees in their
activity (Haines, 2012). The responsible staff iseg job freedom decision-making
responsibility. The staff is satisfied when theselélegation in the organization when he or
she is given chances to work as a boss and ditbkersy use personal judgment and

involved in decision making.
2.3.4 Achievement

The desire to get things done well and the abititget and meet challenging goals, create
own measures of excellence and constantly seek vedlysmproving performance
(Armstrong, 2014). This involves introducing newdamore difficult tasks not previously
handled, assigning individuals specific or spezai tasks, enabling them to become
experts. This involves giving people resources sungport to ensure they achieve the set
objectives. Develop talent management processesotode people with opportunities to

achieve.
2.3.5 Work itself

Work content is one of the intrinsic factors fob jgatisfaction. For the staff to be motivated
by work content he or she must have a regular Waa#t and systematic job design (Macey
et al, 2009). The work must align with the quaations of the staff; the work should be
challenging so as the staff will not be bored ilfilfuing his or her objectives. However too
complex and too much challenging duties discourthgestaff since he or she does not
achieve the set objectives. Job rotation is anatiagivator it gives the room for the staff to

be competent in different work spheres. A meanihgiork will need to provide people
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with the means to achieve their goals. It involgesng a reasonable degree of autonomy,
and scope for the use of skills and competenceshis study the intrinsic factors which

were covered were recognition, advancement, reggbtys achievement and work.
2.4 Extrinsic Factors for Job Satisfaction

This is what is done to or for people to be motdat This includes rewards, such as
increased pay, praise, or promotion, and punishsnesiich as disciplinary action,
withholding pay, or criticism. Extrinsic motivatorsan have an immediate and powerful

effect, but it will not necessarily last longer (Astrong, 2006).

Extrinsic factors involve engaging in a behavioonder to earn external rewards or avoid
punishments. Productivity can be increased by usitgnsic rewards such as bonuses.
Extrinsic motivation refers to our tendency to pemi activities for known external
rewards, whether they be tangible such as monegwi@r 2007). Example of extrinsic
factors include the organizational policies, adstiation, salary, status, job security,

working conditions, personal life, and interperdaréations
2.4.1 Remuneration

This means financial motivators, it can be in fasfrsalary, bonus, allowances means that
the employer spending money to motivate the stafiancial rewards are short-term
motivators to employees and are forgotten abowr lat the employee’s careers. This
method may not take long for management, but @ dizes not have as long as a lasting
effect on employees. Money seems to provide th@ttdrat most people want. People will

be much more motivated by money than others. (Aongt 2014).
2.4.2 Job Security

This is another motivator that can be used in the wadgal This security is used in all
senses. Employees want to feel that their job ¢sirgeand will be there in years to come.
This allows them to freely work and have not to wabout what will happen if they lose
their job. It motivates the employees to work therdest because they are sure their work
is benefiting the company. Security is also usetha physical sense. Employees do not

want to feel as if they are in danger while theg at work (Burton, 2012). This is
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explained in Maslow’s hierarchy of needs as a resrgamnotivator and it can be in form of

a formal employment contract and safety policieglate.
2.4.3 Promotion

Promotion means growth and rise up the professiadaker. It involves one moving from a
lower post to a higher post. Promotion is done aritnafter better achievement in the
specific period. This satisfies employees whers itlone in accordance to the set criteria
without favoritism and timely. Promotion is an iodior to recognition after better
performance. Employees are satisfied by promoteeabse it involves increase in salary,

responsibility and is regarded as a sign of reda@gn{Mustapha and Zakaria, 2013).
2.4.4 Organization Policies

This means the policies that guide the organizatioertakings; these include promotion
policies, incentive policies, training policies,craitment policies. The organization
management and policy makers have the task to fatenand put in place favorable
policies for employees to achieve the set objesti@rganization policies must be well
communicated to all the staff and feedback in a@fsamendment communicated to the
users. Managers have to ensure that the practi¢has iorganization are done in accordance

to the policies to avoid double standards.
2.4.5 Relationship

This refers to healthy industrial relations whiafply good and positive relations between
the employees and employers (Okumbe, 1993). Thd galationship help run an industry
effectively and successfully. This enables growtipioductivity since there is team work,
easy communication of the objectives and feedb&die positive link between the

subordinate and the supervisor also lead to a pdamganization free of strikes since all
the rising complaints are resolved amicably. Thaffstare motivated by a peaceful

organization where flow of tasks is clear and welhmunicated.
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2.4.6 Working conditions

These arise from values that the company viewsmgmoritant to its mission, such as
ensuring a manageable workload, and promoting tag-eommunication through open
office spaces and regular team meetings. Workersabso entitled to a safe, hazard-free
environment (Raziq, 2014). Favorable working cdodi satisfy the employees; this
involves availability of resources such as offieesl computers, the staff need to have all
the necessary resources required to perform Higiotasks. The staff should be able to get
assistance from the organization where he or shé&swdn this study extrinsic factors
studied were remuneration, job security, relatignstwvork environment, promotion and

organizational policies.
2.5 Organization Commitment

As defined by Porteet al (1974), commitment refers to attachment and loydttys the
relative strength of the individual’s identificationvith, and involvement in, a particular
organization. Committed employees are the ones stép with the organization through
thick and thin, attends work regularly puts in & flay and maybe more protects company
assets, shares company goals and so on. Viewedsinamnganizational perspective, having
a committed workforce would clearly appear to beadwantage (Meyer and Allen, 1977).
Therefore, commitment reflects loyalty and williegs to work forward organizational

objectives.

Allen and Meyer (1990) identified three distincingmonents of organization commitment
which are affective commitment, meaning the empieemotional attachment to,
identification with, involvement in, and enjoymeot membership of the organization.
Continuance commitment which is based on the cesbaated with leaving and benefit
associated with continued participation, while native commitment is related to the

employee’s feelings of obligation to remain witlganization.
2.5.1 Organizational Commitment and Job Satisfactio

The major factor that influences organization cotrmnt is job satisfaction. The term job

satisfaction refers to the attitude and feelingsppe have about their work. Positive and
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favorable attitudes towards the job indicate jobis&zction. Negative and unfavorable

attitudes towards the job indicate job dissatistec(Armstrong, 2006). When an employee

is satisfied, he or she can easily be committettie¢corganization unlike when she or he is

not satisfied. Employees are satisfied when thgdeetations become reality; this is when

they experience a positive working environment, dyjoeorking condition, proper

compensation management, promotion opportunityggeition, autonomous, job security,

good relationship with manager and co-workers (S2046). The following are the factors

leading to organizational commitment:

Business strategy

It is explained that supportive business strategresimportant factors that affect
organization commitment. Clear and well communidatession and vision of the

organization, the objectives and, top managemdoeveommitment and effective
voice for HR in strategy making and governance. st business strategy
communicates the values and aims of managementhendchievements of the
organization, so that employees are more likelidemtify with it as one they are

proud to work. To align business strategy with timéssion and vision, the

organization must establish performance manageprenesses that provide for the

alignment of organizational and individual objeegArmstrong, 2009).

Organization policies

The organization polices should be based on madtaif employment stable, The
policies should insist on investment in trainingl atevelopment of their staff, by
having and contingent compensation that reinformesperation, participation and
contribution. The policies in question are the eygpient policies such as nature of
the employment and official contracts providedhe staff to make sure there is job
security for the staff. The policies must demoristta employees that management
is committed to them by recognizing their contribntas stakeholders and by
striving to maximize job security; Training polisishould be put in place and well
communicated, staff being sent for training shdagdselected in accordance to the
training plan to avoid double standards and theeefoeate a positive psychological

contract by treating people as stakeholders, rglgin consensus and cooperation
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rather than control and coercion and focusing engitovision of opportunities for
learning, development and career progression. Re@nt policies should be based
on high standards so that the hired staff will peasscompetencies that lead to
reaching the organization goals. The policies mhedp to increase employee
identification with the organization through rewsrdelated to organizational

performance (profit sharing or gain sharing) or Exype share ownership schemes.

Industrial relation

This is the positive relationship of the employ@eshe organization. Top level
management and managers are the responsible pefspnsaintaining and
monitoring industrial relation. Favorable organiaaal climate can achieve job
satisfaction and organizational commitment. ltoives good relationship among
workers, between subordinates and supervisor artdieba employees and
employer in general. Proper relationship lead @thecommunication where as this
enables flow of information during giving assignreeand providing feedback.
Communication enables employees’ involvement amdféeling of being part of
the organization. There must be proper work desigime organization where the
staff will find the work challenging but interesginGood industrial relation leads to
team work, whereas the employees can share ideascamperation to ensure the
organization goals are reached ensuring climat®ooperation and trust. To ensure
positive industrial relation the organization mugvelop a climate of trust by
creating the management team that is loyal to eyepl® and therefore, treats them
fairly, justly and consistently, keeps its word afebws willingness to listen to the
comments and suggestions made by employees dumoggses decision making.
The overall aim of the positive industrial relatios establish and maintain a
working environment that makes the organizatiore@ployer of choice because it

is a great place to work (McLeod, 2016)
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2.6 Theories of Job Satisfaction
2.6.1 Maslow’s Hierarchy of Needs

Maslow (1954) suggested that there are five magadncategories which apply to people
in general. Maslow has categorized the needs ierood priority. When one need is
satisfied then the other becomes the motivatorti#dl needs are interdependent. It is not
necessary that only one need is satisfied at one. tArmstrong (2007) is of the opinion

that a person tries to achieve first category &rgl then moves on to the next and so on.

Figure 2.1 Maslow Hierarch of Needs Pyramid

/\

self-actualization

Physiological

Learning-Theories.com

Physiological Needs

These needs are most essential for the survivalnaaidtenance of body. These
include food, clothing, drinking, shelter, restegsise, etc. A man will try to satisfy
these needs first. Unless physiological needs atisfised no other needs will

motivate him.
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Safety Needs

Once physiological needs are satisfied then saife¢ys take the precedence. These
are the needs to be free from physical danger ladeiar of loss of job, property,
shelter, etc. One would like to be free from ecoiwomorries like loss of job,
sickness, old age pension, etc. The physical safg@nst murder, accident, fire,

etc. is also essential.

Social Needs

Since people are human beings, they need to betonbe accepted by others.
When social needs become dominant, human beingsttille to have meaningful
association with others. In an organization workeesy form informal groups for

exchange of ideas.

Esteem or Ego Needs

The needs are concerned with self-respect, sefidmnce, feeling of being unique,
recognition, etc. The satisfaction of these neetgyb confidence, power, control
and prestige. Some of the social problems have thets in the un-fulfilment of

these needs.

Self Fulfillment or Actualization Needs

Self-fulfillment is the highest need in Maslow'seharchy. This refers to the needs
which help an individual to develop his potentiakt He or she tries to do whatever
he or she can and has a sort of self- developmepérson tries to do whatever he
or she is capable of doing. He or she tries togoaut something hidden in him or
her (Venkatesh, 2016).

2.6.2 Herzberg’'s Motivation-Hygiene Theory

The satisfaction of some needs may not have pesttifect on motivation but their non-
satisfaction may act as a negative factor. Frekiétgrzberg and his associates conducted a
study of need satisfaction of 200 engineers andwatants employed by firms in and
around Pittsburgh and concluded that there were $ets of conditions which are
motivation and hygiene factors.
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This theory is directly related to the study sintexplains on the hygiene factors and
motivation factors which are the key objectives tbé study as in intrinsic factors

(motivation factors) and extrinsic factors (hygid¢aetors) (Schwartz, 2006).

It is explained by literature that First type ofnditions, are maintenance or hygiene
factors, do not motivate employees by their presdndat their absence dissatisfies them.
Company policy and administration, technical suisémm, inter- personal relations with

supervisor, inter-personal relations with peerggripersonal relations with subordinates,
salary, job security, personal life, work relationgh subordinates, status. These factors

relate to conditions under which the job is perfedm

The other conditions, called motivational factorse aachievement, recognition,
advancement; work itself, possibilities of persogedwth, responsibility. Most of these
factors relate to job contents and operate to bstldbng motivation and high job

satisfaction, but their absence hardly proves gtyodissatisfying (Venkatesh, 2016).
2.6.3 Vroom’s Expectancy Theory

This model is based on the belief that motivat®determined by the nature of the reward
people expect to get as a result of their job perémce. Because man is a rational human
being he will try to maximize the perceived valuesach rewards. Vroom is therefore
suggesting that people need both ability and motkato perform well and that if either

ability or motivation is zero there will be no effare performance (Armstrong, 2009).

People will be highly motivated if they are madebelieve that if they behave in a
particular way, they will receive a certain type aitcome according to their personal

preference. There are three variables in Vroom’dehgiven in the form of an equation.
Motivation = Valence X Expectancy X Instrumentality

Whereas: Valence means the attraction (repulsion) of ancaue to the individual.
Expectancy is referred to as the Effort-PerformaRogbability. It refers to the extent to
which the person believes his efforts will leadtie first level outcome i.e., completion of

the task. Instrumentality (Performance-Reward Fodityg refers to the belief and
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expectation of a person that his performance weddl to a particular desired reward
(Venkatesh, 2016).

2.7 Empirical Studies on Job Satisfaction

The study on job satisfaction was done by Al-hg2813) with the purpose to explore the
factors affecting teaching faculties’ job satisfaetin higher learning education institutions
in Sultanate of Oman. The researcher found thastais are motivated by tangible and
intangible factors where he explained the tandiatgors as remuneration aspects such as,
pay, salary, benefits, research funds, family supgaed attending conferences whereas the
intangible factors as all items related to managensudents, colleagues, workload and

the status of the job.

Moloantoa (2015) did the research on factors affgcjob satisfaction of academic

employees in the National University of Lesotho amhcluded that key aspects which
affect employee satisfaction at the NUL are relatedactors such as salaries, benefits,
allowances and working conditions. This shows #w@demic employees at the NUL are
mostly affected by the extrinsic factors on joklsattion and are therefore, not motivated
to do their work. The study also revealed thatck laf top management skills affected the
operation of the entire institution. Similarly, teds no cooperation among the entire staff

and management thus the academic staff are nstiedtat all to work for NUL.

Osakwe (2014) researched factors affecting motwasind job Satisfaction of academic
Staff of Universities in South-South Geopoliticabre of Nigeria and found that such
factors are good salary and conditions of servipgmpt and regular promotion,
recognition and feedback, increased job securitigbment, professional development
programmes, empowerment and authority, good world@ngironment, challenging and

varied work, participation in decision making, aedearch grants.

Moreover, academic staff motivation of Tanzanialpubigher learning institutions was
studied by Buberwa (2015). The study found that loanthly salaries were the major
factor that dissatisfied academic staff and redunetivation for high performance at the

University. The author concluded and recommendatl riiotivational aspects like salary,
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allowances, working conditions, recognition andeearadvancement once well managed

and provided then better performance of acaderaftistguaranteed.
2.8 Research Gap

Different studies have been done on different aspeelating to job satisfaction as
explained. As far as the reviewed literature iscewned, there is limited focus on intrinsic
and extrinsic factors that influence job satisf@actin newly established Tanzania higher
learning institutions. Therefore, this study soughtill the literature gap that exists on job
satisfaction in constituent universities in puldtigher learning institutions as a result of

intrinsic and extrinsic factors.
2.9 Conceptual Framework

Conceptual framework shown in figure one clarifibat job satisfaction is influenced by
different reasons which are the independent vasablich as, staff diversity, intrinsic and
extrinsic factors. The three factors lead to satisbn as in reduced turnover and

absenteeism also increased productivity and loyaltiie organization.

Employee diversity has an impact on how peoplesatesfied by the job (Shamel and
Jalees, 2004). The factors determining employeersify include age, sex, tenure,
education level of the staff and the position omdd$ in the organization. Literature
explain that such factors play role in job satistag explained by Heltel (2014), age and
tenure are directly related to job satisfactiontlas older the employee the higher the
satisfaction and this is due to increased respiitgiautonomy, higher pay and level of

education. Young employees tend to have higheraapens and hence dissatisfied easily.

Intrinsic factors motivate the academic staff ayttirectly relate to the job which matters
first in most academic staff as explained by Motoan (2015). Such aspects like
recognition create an appreciation of the stafth® management, supervisor and the core
worker which plays a great role in job satisfactign recognized staff will be given
responsibilities which gives him/her a room to gramd exercise advancement as well as

autonomy to carry his or her duties which all tbgetlead to job satisfaction.
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Extrinsic factors play a role in academic staff gatisfaction in such conditions as working
conditions, relationship, pay, promotion and jobws&y. Good work conditions such as a
comfortable office, working hours and the healtalationship with supervisor, co workers

and the management at large motivates staff.

A motivated staff will have a chance to grow anddepromoted which will include added

responsibility, high pay as well as advanced stahdéliving (Siyoi, 2015).
Figure 2.2: Conceptual Framework

Independent Variables Dependent variable

Employee diversity
Age
Sex
Marital status
Tenure
Education
level
Position

Intrinsic Factors

Recognition
Advancement
Responsibility
Achievement
Work itself

Job satisfaction

Extrinsic factors

Remuneratio
n

Policies

Job security
Relationship
Promotior
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2.10 Chapter Summary

This chapter has explained different theories thide academic staff job satisfaction and
these areMaslow Hierarchy of Needs, Herzberg Two Factors ofpeand Vroom

Expectancy Theory. Literature review was done inthbdependent and independent
variables. Different research works in relation jai satisfaction were studied. The
reviewed empirical studies lead to discovery ofgae that exist on intrinsic and extrinsic
factors of job satisfaction. Moreover, the relasibip of the variables was done in the
conceptual framework whereas personal diversity exadained to have an impact on job

satisfaction as well as intrinsic and extrinsidéas for job satisfaction.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction

This chapter provides details on how the study e@slucted. Methodology describes in
detail on how the research was conducted and whttads were used so as to achieve the
research objectives (Burns and Burch, 1995). Teeareher discusses on how the research
was carried out. It covers the research desigm® afestudy, population of study, sample
size and sampling technique and tools/methods t&f dallection and data analysis. It is
important to have a well-designed research mettogyasince it directly affects the degree

of accuracy and usefulness of a research.
3.2 Research Design

According to Leedy and Ormrod (2010: 22), reseatehkign is a set of guidelines and
instructions to be followed in addressing the redegroblem. Researcliesign’s main
function is to allow the researcher to foresee apate research decisions, ander to
maximize the eventual results’ validity. Howeveng toverall decision entails a specific
design, strategies and methods of data collecéinalysis and understanding. Therefore, a
mixed-method approach both quantitative and quaigaapproaches were employed,

focusing on case study.

3.3 Area of the Study

The study was conducted at Mkwawa University Caled Education, located in the
Southern Highlands of Tanzania in Iringa MunicipaliMUCE was established as a
Constituent College of the University of Dar esg®ah (UDSM) on the *1of September

2005 by upgrading the former Mkwawa High Schoolrésponse to the growing demand
for teachers. MUCE consists of three Faculties kaculty of Education (FOED), Faculty
of Humanities and Social Sciences (FOHSS) and #ualEy of Science (FOSC). It has the
vision of becoming a centre of excellence in pradgdnnovative and inspired teachers
and leaders by providing integrated quality edacatind the mission to deliver quality

teaching, research and public services in educggamned at transforming society.
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A decision to choose MUCE was based on the fattlieacollege is newly established and
faced with the problem of job satisfaction speailli¢ resulting to difficulties in retention
and recruitment of the academic staff. Moreovee $mall number of staff at MUCE
guaranteed adequate representation of the reqsmetple for the study and was of
advantage to a researcher in saving time and dasitsg data collection. The selection of
MUCE was also useful to make generalization in otp@ung public higher learning
institution.

3.4 Target Population

Population refers to the aggregate group of peoptaings on which the researcher makes
generalization of the study (Polit & Beck, 2008).this study, the targeted population was
the academic staff, referring to Professors, AsdeciProfessors, Senior Lecturers,
Lecturers, Assistant Lecturers and Tutorial Assistdrom Mkwawa University College of
Education.

3.5 Sample and Sampling Procedures
3.5.1 Sample Size

Sampling is the procedure a researcher uses tergad¢iople, places or things to study. It is
a process of selecting a number of individuals lgeds from a population such that the
selected group contains elements representativéseatharacteristics found in the entire
group (Orodho and Kombo, 2002). Sample size isefipart of statistical population whose
properties are studied to gain information aboatwhole (Webster, 2005).

In this study, the sample unit were the acadenaiff st MUCE, where there were total of
184 Academic staff in 3 faculties comprised of ldpBrtments. All the three faculties were
sampled, Faculty of Education, Faculty of Sciened BRaculty of Humanities and Social
Science. As shown in table 3.1, the departments fach faculty were also sampled and
given equal chance to participate in the study dking 50% of the members in each

department as sample.

There existed employees from different cadres endigpartments who were the professors,

senior lecturers, lecturers, assistant lecturedstatorial assistants. Respondents from each
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cadre in the department were sampled by 50% foalempresentation resulting to 83
respondents. Moreover, the study also enquired dpmions of available 17 key
informants. These included the Principal, Deputindgdpal Academics, Faculty Deans,
Head of Departments and Trade union leader (UDA®AY was available during data

collection period. Therefore, a total of 100 regpemts were sampled.
3.5.2 Sampling Procedures

The study employed both probability and non-prolitgbsampling. All Faculties and
departments were used as sample. Respondents thighdepartments were selected under

systematic technique before randomly picked forstiely.

Respondents were sampled randomly using stratifisdom sampling method. Staffs from
each department were grouped per cadre such amlutssistants, assistant lecturers and
lecturers respectively. To obtain the sample, sempindom sampling method was used
whereby each staff from the stratum was assignednaber in front of his or her name.
These numbers were put in the box and the reseapatieed (50%) of the numbers from
each cadre in the department making a total of &&pandents who responded to the

questionnaire. Moreover, the key respondents wemneqgsively sampled.
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Table 3.1 Summary of the randomly selected respondes

Faculty Department Position Total NO | Sampled| Perceiage (%)
Educationa Lecture 4 2 50
Education Psychology Assistant lecture 16 8 50
Tutorial Assistar | 6 3 50
Educationa Lecture 4 2 50
Foundation and Assistant Lecture | 14 7 50
Management Tutorial Assistar | 4 2 50
Chemistn Senior Lecture 2 1 50
Lecturer 4 2 50
Assistant Lecturer| 6 3 50
Tutorial Assistant 8 4 50
Physic: Lecture 2 1 50
Assistant Lecture | 10 5 50
Science . Tutorial Assistant | 2 1 50
Mathematics Lecturer 2 1 50
Assistant Lecturer| 4 2 50
Tutorial Assistant | 4 2 50
Informatics Lecturer 2 1 50
Assistant Lecturer| 4 2 50
Tutorial Assistant | 2 1 50
Humanities Linguistics Lecturer 2 1 50
and Social Assistant Lecturer| 12 6 50
Science Tutorial Assistant | 2 1 50
Geography Lecturer 4 2 50
Assistant Lecturer| 8 4 50
Tutorial Assistar | 2 1 50
History, Lecture 2 1 50
Political Science|
,Development | Assistant Lecturer| 14 7 50
Studies Tutorial Assistant | 4 2 50
Economics Lecturer 4 2 50
Assistant Lecture | 10 5 50
Tutorial Assistar | 2 1 50
TOTAL 167 83

Source: Researcher’s field data, 2017
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Figure 3.1 Academic staff Management Team(purposiWe selected respondents)
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Source:Researcher constructs.
3.6 Data Collection Methods

Both primary and secondary data collection methwele used where both qualitative and
guantitative data were collected. Primary data weo#lected using interview and

structured questionnaire while secondary data weltected through documentary review.
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3.6.1 In-depth Interview

The interview was conducted to get information frkay respondents namely Principal,
Deputy Principal Academic, Deputy Principal Admirgdion,Deans of the faculties, heads
of departments and Leader of the University of BarSalaam academic staff association
(UDASA). The interview was used to enable faceaoef meeting in which the interviewer
asked the interviewee questions and recorded thgonses. The key informants were
interviewed for the sake of obtaining manageriédrimation about the level of employee’s
commitment, intrinsic and extrinsic factors thadeo job satisfaction and dissatisfaction,
existing challenges on job satisfaction and how itistitutional practices and policies

affect academic staff job satisfaction.
3.6.2 Questionnaire

Structured guestionnaires were used as a techoigdata collection from respondents to
generate information needed in the study. The tresires were given to the academic
staffs who are non management team members. Thisdaio obtain information on how

intrinsic and extrinsic factors influence job stdion among the academic staff in
relation to their diversity. Information on the tst& of organization commitment was also

obtained through questionnaire.
3.6.3 Documentary Review

Documentary review was also employed to obtain rsdaxy data. It involved going

through various materials available at MUCE on galtisfaction. The reviewed materials
included academic staff appraisal forms, studeswaluation forms for course instructors,
staff establishment, incentive and promotion pe#civhich provided relevant information

on the subject matter.
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3.7 Measurement of Variables
3.7.1 Dependent Variables
3.7.1.1 Job satisfaction

The academic staffs were asked regarding job aatieh and their responses measured
through 5 points Likert scale very satisfied, dets neither satisfied nor dissatisfied,
dissatisfied to very dissatisfied. The respondevése asked to rank how generally they

were satisfied by their job and the results weteutated by percentage.
3.7.2 Independent Variables
3.7.2.1 Employees diversity

The employees diversity measured in the study dedugender, age, education level,
marital status, monthly salary, occupation and fenand were measured as follows,
Gender as male or female, Age was measured in,yEdrgation level as in Bachelor's
Degree, Master's Degree and PhD, Marital statusasied, single, widowed or divorced,
Occupation as tutorial assistant, assistant leGtuezturer, senior lecturer, associate
professor and professor, Tenure was measured s yéaservice within the institution,

monthly salary was measured by salary scales.
3.7.2.2 Intrinsic factors

The respondents were asked to rank the level iffaetion on issues such as recognition,
advancement, responsibility and achievement. Thasarement on their level responses
were in 5 points Likert scale as very satisfiedjsfiad, neutral (neither satisfied nor
dissatisfied) dissatisfied to very dissatisfied.eThesponses were then analyzed in

percentage to determine the findings.
3.7.2.3 Extrinsic factors

The respondents were asked questions regarding®atfactors for job satisfaction based
on factors such as policies, job security, relatiop between co worker and supervisors

and working condition which were measured throudppeints Likert scale, very satisfied,
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satisfied, neutral (neither satisfied nor dissetif dissatisfied to very dissatisfied. The

staff responses were then calculated in percentage.
3.7.2.4 Organization Commitment

The level of Organizational commitment among thedeenic staff was measured in
percentage after the respondents replied to questirough likert scale of agreement,
where the responses were to be either stronglyeaggree, disagree or strongly disagree.

Respondents were asked about their level of comenito their employment at MUCE.
3.8 Data Analysis Method
This study employed both qualitative and quantitatiata analysis methods.

All quantitative data were analyzed by using Stiati$ Package for Social Science SPSS
version 20 computer softwar®escriptive analysisvas used to analyze demographic
Information of the respondent such as age, sexjtahatatus, education level, salary,
tenure and position. Intrinsic and extrinsic fastfor job satisfaction, job satisfaction level
and organization commitment were also analyzedgu#iiis method. The results were

obtained and presented in percentage form.

i Reliability

The measurement of internal consistence of the dat done using Cronbach’s alpha

coefficient. Where values greater than 0.5 weranagd consistent, since the more the data
get close to 1 the more the consistence. In thée tlae consistency was realized since all

values were 0.7 and above as indicated in table 3.2

Table 3.2 Consistency Analysis

Variable: No of Item: Cronbach’s Alph
Intrinsic factor: 10 752

Extrinsic factors 10 771

Overall 20 .853

Source: Researcher’s field data, 2017

30



All qualitative responses were analyzed using agrd@alysis by highlighting points from
key respondents. This is a qualitative data redocéind sense making effort that takes a
volume of qualitative material and attempts to tdgncore consistencies and meanings
(Zzhang and Wildemuth, 2017). Key respondents wekedato offer their opinion about the

challenges, policies, incentives and general enga®atisfaction.
3.9 Ethical Consideration

Ethical consideration is part of a research world aannot be avoided (Bryman, 2004).
The major aspects to consider ensuring adherencethical rules include; voluntary
participation, the right to privacy, Freedom andoAymity and Confidentiality (Bless and
Smith 2000). Observation of research ethics hedpprotect the rights of the research
participants, develop a sense of trust with thend promote the integrity of research
(Israel & Hay, 2006). According to Creswell, (20G8)d (Kombo and Tromp 2006), It is
mandatory that research participants get informefbre they are approached for data
collection. To comply with this, the respondentsravéenformed before data collection
through consent letter from the Mkwawa Universigll€ge Management which contained
important information about this particular reséarand the importance of their

participation in the study.

The aim was to seek their consent, ensure volunpanyicipation and provision of
information, as well as giving them free room taghdraw from the research participation
any time they wished to. Further observation wasmonymity and confidentiality: In this
study, the names of the respondents in the entirdy svere kept anonymous so as to

reduce the possibility of the participants beingpgnized.
3.10 Chapter Summary

The study employed both quantitative and qualigatapproaches. Both primary and
secondary data were collected using questionnateryiew and documentary review. The
study was done at Mkwawa University College of Eation in Iringa Tanzania and the

targeted population were the academic staff fromQ&U
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The total of 100 respondents were sampled usingloranand purposive sampling
techniques. Quantitative data were analyzed throdegcriptive statistics presented in
percentage and qualitative data were analyzed usomgent analysis. Measurement of
independent and dependent variables were discu$tedstudy observed confidentiality,
privacy, freedom of the respondents for ethicakoderation.
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CHAPTER FOUR
PRESENTATION OF FINDINGS
4.1 Introduction

This chapter presents the findings of the reseabgctives which is mainly to study the
factors influencing job satisfaction of the acadenstaff in public higher learning
institutions. This chapter will therefore presehe tfindings on intrinsic and extrinsic
factors for job satisfaction, job satisfaction leaecording to staff dynamics as well as the
status of organizational commitment among acadestaff. This study had 100
respondents of whom 83 were presented through igéserfrequencies and 17 through

logical explanations.
4.2 Respondents personal backgrounds

The first category in reaching the aim of the stu@gs to study personal background of the
respondents to be able to find out how such chanatits affect staff job satisfaction and
organization commitment. The items discussed iredutespondents position, faculty to
which they belong, age, sex, marital status, edutdével, monthly salary and years of

service with MUCE, the details are as follows
4.2.1 Respondent’s position

The respondent’s position was presented as showiahie 4.1. Assistant lecturers
constituted of 52 (62.6%) respondents, 16 (19.3%iewvihe tutorial assistants, 14 (16.9%)
lecturers and the least was 1(1.2%) Senior Lect@iece the sampling criteria was based
on random technique this implies that the numbestafff is low in senior posts than lower
posts. This is supported by literature explainihgttin all categories of universities in
Kenya, there were very few faculty staff at ser@mturer or professor levels; the bulk of

staff were at lecturer and lower levels (Omindeg4)9
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Table 4.1 Position of Respondents

Title Frequency Percent
Tutorial Assistant 16 19.3
Assistant lecturer 52 62.7
Lecturer 14 16.9
Senior Lecturer 1 12

Source:Researcher’s field data analysis, 2017
4.2.2 Respondent’s Faculty

There are three faculties at MUCE as presentedatite t4.2. Most of the respondents
34(41%) belong to the Faculty of Humanities andi&o8ciences, 25(30.1%) were from
Faculty of Education and the least were 24(28.98pyasented from Faculty of Science.
This shows that majority of the respondents armftiee Faculty of Humanities and Social

Science.

Table 4.2 Faculty Respondents

Faculty name Frequency Percent
Faculty of Science 24 28.9
Faculty of Educatio 25 30.1
giiceur:tg/e of Humanities and Soc 34 41.0
Total 83 100.(

Source:Researcher’s field data analysis, 2017
4.2.3 Age of the Respondent

A total of 100% respondents are presented in tlBleMost of the respondents 45 (54.2%)
belong to the 25-34 age group, 28(33.7%) to 35-ddrs; 9(10.8%) to 45-54 years and
1(1.2%) to 55 years and above. This shows thatildele aged group has more employees

in MUCE compared to older employees.
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Table 4.3 Age of Respondents

Age (Years) Frequency Percent
25-34 45 54.2
35-44 28 33.7
45-54 10.8
55and abov 1 1.2
Total 83 100.0

Source:Researcher’s field data analysis, 2017

4.2.4 Sex of the Respondents

Table 4.4 presents the sex of the respondents WI8£E5.8%) were male and 35(42.2%)
female respondents. The results suggest that mafe e more than female staff at

MUCE.

Table 4.4 Sex of Respondents

Sex Frequency Percent
Male 48 57.8
Femalt 35 42.2
Total 83 100.0

Source:Researcher’s field data analysis, 2017
4.2.5 Marital Status

Marital status of the respondents is presentedbtet4.5 where married respondents were
54(65.1%) and single respondents were 29(34.9%ijs irhplies that there are more
married staff than single at MUCE.

Table 4.5 Marital Status of Respondents

Status Frequency Percent
Single 29 34.€
Married 54 65.1
Total 83 100.(

Source:Researcher’s field data analysis, 2017

4.2 .6 Education level

Table 4.6 presents the findings of respondent’s&ion level of whom 50 (60.2%) of the
respondents had Master's degree, 13(15.7%) hadeBashdegree and 20(24.1%) were
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PhD holders. These findings imply that there areenstaff with Master’s degree compared
to PhD.

Table 4.6 Education level of Respondents

Education level Frequency Percent
Bachelor degree 13 15.7
Masters degree 50 60.2
PhD 20 241
Total 83 100.0

Source:Researcher’s field data analysis, 2017

4.2.7 Monthly Salary of the Respondents

The respondents’ monthly salary is explained inleta#h.7 where 52(62.7%) of the
respondents earned salary in Tshs 2,545,000 — B@®517(20.5%) respondents earn Tshs
3,609,000 — 4,449,000 and 14(16.9%) earned Tsh,080 — 2,266,000, this entalil that
most of academic staff at MUCE earn Tshs 2,545;08(265,000 than other salary scales.

Table 4.7 Monthly Salary of Respondents

Salary scale (Tshs) Frequency Percent
1,672,000 — 2,266,000 14 16.9
2,545,00(- 3,265,001 52 62.7
3,609,000 — 4,449,000 17 20.5
Total 83 100.(

Source:Researcher’s field data analysis, 2017

4.2.8 Tenure of the respondents

The number of years the respondents have workdd Miwawa University College of
Education are shown in table 4.8 where 41(49.4%hefrespondents had worked for 6-10
years, 33(39.8%) had worked for 0-5 years, 9(10.8&l worked for 11years and above,
this implies that most staff at MUCE have worked86do 10 years.
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Table 4.8 Tenure of Respondents

Years of experience Frequency Percent
0-5 33 39.8
6-10 41 49.4

11 and above 9 10.8
Total 83 100.(

Source:Researcher’s field data analysis, 2017

4.3 Level of Job Satisfaction

Level of job satisfaction among academic staff iIFJGE was measured whereas
50(60.2%) respondents were satisfied, 22(26.5%e weither satisfied nor dissatisfied,
6(7.2%) were dissatisfied and 5(6%) were very Batls This implies that most of the

academic staff at MUCE are satisfied and few amy wdissatisfied with their job. The

findings related to the study done by Moloantoal&Cexplaining that the staff of National
University of Lesotho were satisfied despite existe of many factors that dissatisfied
them. These findings were different from the stuthne on teachers job satisfaction
explaining that majority of the teachers in pulgianary schools in Kayole Division were

not satisfied with their job (Nyagaya, 2015).

4.4 Intrinsic factors influencing job satisfaction

This section provides intrinsic factors that infige job satisfaction. Table 4.9 presents the
findings of intrinsic factors for job satisfacticanalyzed in descriptive statistics. The
intrinsic factors included in this section were passibility, achievement, recognition,

work content, advancement and autonomous.
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Table 4.9 Intrinsic Factors for Job Satisfaction

Intrinsic factors Very Satisfied |Neither Dissatisfied |Very
satisfied % satisfied nor|% Dissatisfied
% dissatisfied % %

Freedom to exerci§19.z 63.€ 7.2 3.6 6.C

responsibilities

Chance to be creative and (19.3 63.9 8.4 12 7.2

abilities

Work content 20.5 60.2 10.8 7.2 12

Oppotunities for training an|32.5 30.1 18.1 19.¢

advancement

Freedom to use persoil6.< 66.2 13.C 3.6

judgment

Praise for doing good job  |2.4 36.1 21.7 33.7 6.0

Chances to direct othe 6.C 56.€ 25.2 12.C

Feelings of accomplishment|2.4 65.1 24.1 8.4

Chances to get ahead a|7.2 66.3 15.7 9.6 1.2

achievements

Relation between job, ski|34.9 57.8 6.0 1.2

and experience

Source:Researcher’s field data analysis, 2017

It was found that 53(63.9%) of the respondents vgatesfied by the freedom to exercise
their responsibilities, 16(19.3%) were very sagidfivhile (5)6% were very dissatisfied and
3(3.6%) were dissatisfied. Moreover 53(63%) of tespondents were satisfied by the
chances they had to be creative and use theitiebito perform their duties, 16(19.3%)
were very satisfied unlike 6(7.2%) respondents wikoe very dissatisfied. The work itself
was satisfactory to 50(60.2%) satisfactory to tespondents where 1(1.2%) were very
dissatisfied by the work. Job satisfaction factbgetting praise after doing a good job had
different findings where by 30(36.1%) were satdfiand 28(33.7) dissatisfied where
2(2.4%) were very satisfied while 5(6%) were veigsdtisfied and 18(21.7%) neither
satisfied nor dissatisfied. Moreover 55(66.3%) lo¢ respondents were satisfied by the
chances they have to go ahead in their carrierewh{l.2%) were very dissatisfied.
Moreover, 48 (57.8%) of the respondents were sadisbn how their job matches with

skills and experience where 1(1.2%) was very disfsad, 29(34.9%) were very satisfied

and 5(6%) were neither satisfied nor dissatisfied.
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Regarding qualitative interviews, it was found thtff were satisfied by the work load as

explained by one head of the department that,

“We have a satisfactory work load enabling us tmdly achieve all the set
objectives regarding our core duties which are teag, research and

consultancy.”

Staff were satisfied on how their job matches wtie skills and education. This was

explained by one of the college top leaders that,

"We make sure the staff teaches the subject hdiskseacademic background with and

capability”.

Regarding chances to direct others, MUCE acadetaitare satisfied as explained by one

of the head of the department.

“Taking me as an example | am the assistant lectbut | am also the head of the
department. It gives me a chance to direct othacsas well grow in the leadership
arena. This has motivated me a lot and am veryefuato the management for this

chance”.
Moreover, another head of the department expldinat]

Being the leader and part being a teacher, is aposfunity for me to exercise my
judgment in solving the matters of concern brouightmy office. Regarding this

position, | have decided to register in the onijimegram on management studies

There are also opportunities for staff to be cweatand use their abilities. One of the

interviewed head of department had the followingdg about this,

“ initiated department seminars and tea breakasto be meeting regularly, to

generate team work and be able to exchange consteudeas in the department”
4.5 Extrinsic Factors Influencing Job Satisfaction

This section provides extrinsic factors which jodtisfaction. Table 4.10 presents the

findings on extrinsic factors for job satisfactiamalyzed in descriptive statistics. The
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extrinsic factors considered were salary, workirandition, job security, promotion,

organization policies and relationship.

Table 4.10 Extrinsic Factors for Job Satisfaction

Variable Very satisfied |Satisfied |Neither satisfiedDissatisfied [Very

% % nor dissatisfied % dissatisfied
% %

Supervisor 145 3.6 18.1 56.6 7.2

Organizationpolicies  |4.8 6 14.F 73.5 1.2

Pay in relation (9.6 8.4 18.1 49.4 14.5

education and work

Chance for promotion |7.2 20.5 22.9 39.8 9.6

Team work 6.0 30.1 22.9 325 8.4

Working condition 4.8 13.3 34.9 47.0

relationship with otherg25.3 66.3 7.2 1.2

Job security 30.1 60.2 7.2 2.4

Availability of resourcey1.2 32.5 36.1 26.5 3.6

Office and2.4 49 12.0 62.7 18.0

accommodation

Source:Researcher’s field data analysis, 2017

The findings on academic staff rate their supergisegarding job satisfaction show that
47(56.6%) were dissatisfied, 3(3.6%) satisfied, B¥a) Very dissatisfied, 15(18.1%) were
neither satisfied nor dissatisfied and 12(14.5%)ewery satisfied. Regarding organization
policies 61(73.5%) were dissatisfied, 12(14.5%) eveeither satisfied nor dissatisfied,
5(6%) were satisfied, 4(4.8%) were very satisfied a.(1.2%) was very dissatisfied.
However, the respondents were asked if there watation between pay, education level
and the work they performed, 41(49.4%) were disBad, 15(18.1%) were neither
satisfied nor dissatisfied, 12(14.5) were very alissied and 7(8.4%) were satisfied.
Respondents were also asked on chances for pramatid 33(39.8%) were dissatisfied,
19(22.9%) were neither satisfied nor dissatisfled{20.5%) were satisfied, 8(9.6%) were
very dissatisfied and 6(7.2%) were very satisfikdwas found that 27(32.5%) of the
respondents were dissatisfied by their perceptiotream work at MUCE, 25(30.1%) were
dissatisfied, 19(22.9%) were neither satisfied mbssatisfied, 7(8.4%) were very
dissatisfied and 5(6%) were very satisfied. Regaydvorking conditions 39 (47%) of the
respondents were dissatisfied, 29(34.9%) were eeghtisfied nor dissatisfied, 11(13.3%)

were satisfied and 4(4.8%) were very dissatisfidtk relationship among the workers was
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satisfactory by 55(66.3%) of the respondents whefg.2%) was dissatisfied. The
respondents who were satisfied by job security we0€0.2%) where 2(2.4%) were
dissatisfied, 25(30.1%) were very satisfied, 6(7.296re neither satisfied nor dissatisfied.
The respondents were asked to rate their satisfardie regarding availability of resources
in performing their duties, 30(36.1%) of the stafére neither satisfied nor dissatisfied
while 1(1.2%) was very satisfied, 27(32.5%) wertisfiad, 22(26.5%) were dissatisfied
and 3(3.6%) were very dissatisfied. Lastly, thegpoeslents were asked on the availability
of offices and accommodation 52(62.7%), 15(18%)emesry dissatisfied, 10(12%) were

neither satisfied nor dissatisfied, 4(4.9%) wetesad and (2)2.4% were very satisfied.

The interviewed respondents regarding remuneratiere dissatisfied by the delay in
payment of allowances on which they were entitled ®ne head of the department

complained that:

‘I have been the head of the department for thet pas years, that makes me
entitled to housing and responsibility allowancédsal were to be paid monthly but
for all this period | have never received that payrn This is really discouraging

me because | am performing this leadership roléutiag my profession duties”.

Moreover, the respondents were not satisfied byatheunt paid as a token for marking of
extra booklets because they considered it to begraealative to the weight of the activity
itself. One interviewed leader of UDASA had thdduling to say:

“I receive 500 Tshs per extra script as a markingpwance during university
exams. This is a very small amount compared tesénmusness and risk carried
with the job considering that this is the only alince an academic staff is entitled

to”.

Respondents were very dissatisfied with the infaastires mainly offices. Some of the
heads of the departments shared the office witin sordinates. | could see the problem
where | found 5 lecturers sharing one office. Tdrisates problems in doing consultations
with students as one of core duties of the acadestaff. Some of the interviewed

department management staff were spot on about this
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"I am the head of the department but | do not hameoffice and this is the reason
we had to move around and look for a place to conhthis interview. This is giving
me a lot of problem during consultation since inst proper to do it in front of

some staff in case of consulting a student orlaviestaff”

Moreover, another interviewed head of the departragplained the similar dissatisfaction

regarding infrastructures.

“My department does a lot of activities in the lagtries and we face great
challenges because the laboratories are few andefbee accommodate small
number of students leading to splitting the clasées create more classes and
extra load to the facilitator”

Regarding the availability of required resourcespesform the duties, one head of the

department had the following to say:

“I personally was not given a computer by the cgdlebut | use my own for the college
activities

Another interviewed head of the department expthine

“I am the head of the department but as you seffige there is no printer, no scanner,

no secretary or attendant to assist”

Organization policies such as promotion were usfsatiory to the respondents due to the

delays that prevail during promotion, one headefdepartment said:

“| graduated and fulfilled the prerequisites forgmotion in April 2016, but until
now | have not been promoted, and this is real dahzang me. | am not sure if the
problem is the College Policies or the link betwé#en College and the Ministry but
this is the situation and | complain to the collegmce this is where | am

employed”.
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The issue of promotion was also discussed duriegiriterview when one Faculty Dean

said:

“There are policies on promotion where as one cdry®promoted until he or she
is approved by the meetings. Well this is unfaicsione will have to wait upon
graduating till the sitting unlike before where veeuld submit the academic

gualifications and get promotion”.

4.6 Organization Commitment Level in relation to jd satisfaction among Academic
Staff

This section provides the results regarding orgdimral commitment. Table 4.11 presents

the findings of organization commitment statushaf academic staff

Table 4.11 Organization Commitment in relation to pb satisfaction among Academic
Staff

Variable Strongly Agree % |Neither  agregDisagree % |Strongly
agree% nor disagree % disagree %

Feeling to spend the rg9.€ 51.¢ 27.7 6.C 4.8

of life in the job

Perception to leave th1.2 18.1 49.4 21.7 9.€

organization

Selection for the carrie}3.6 6.0 9.6 24.1 56.6

Changt of the carrie 15.7 24.1 36.1 14.5 9.€

Extra efforts 6 14.5 10.8 54.2 14.5

Gainfrom organizatio |10.€ 54.2 15.7 13.: 6

Pride to work with th¢13.2 25.3 44.6 14.5 24

organization

View on the3.6 6 15.7 18.1 56.6

organization

Spread good news ab(9.€ 61.4 14.5 10.¢ 3.€

the organization

Loyalty to thq14.5 53.¢ 20.5 11.5

organization

Source:Researcher’s field data analysis, 2017

Organization commitment level among the acadenaff stas found as shown in table
4.17 above, where 43(51.8%) of the respondentseddre spend the rest of their lives as
academic staff, 23(27.7%) neither agreed nor desar8(9.6)% strongly agreed, 5(6%)
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disagreed and 4(4.8%) strongly disagreed. The relpus were asked if they would work
at MUCE for the rest of their lives, 41(49.4%) dfetrespondents neither agreed nor
disagreed, 18(21.7%) disagreed to work at MUCEtHer rest of their lives, 15(18.1%)
agreed, 8(9.6%) strongly disagreed and 1(1.2%hglyoagreed. Respondents were also
asked if they were happy choosing their job anb@8B2) of the respondents strongly
disagreed, 20(24.1%) Disagreed, 8(9.6%) neithezeafjnor disagreed, 5(6.0%) disagreed
and 3(3.6%) strongly disagreed.

Moreover, respondents were asked if they couldyeabange their career if they find an
alternative and 30(36.1%) of the respondents neidtggeed nor disagreed, 20(24.1%)
Disagreed, 13(15.7%) strongly agreed, 12(14.5%)agieed and 8(9.6%) strongly

disagreed. Respondents were asked if they wereytiappake extra efforts for the good of
the organization and 5(6%) strongly agreed 12(1%&8teed, 9(10.8%) neither agreed nor
disagreed, 45(54.2%) disagreed and 12(14.5%) dirodigagreed. Respondents were
asked if they gained a lot from the organizatioh09%%) strongly agreed that they gain a
lot from MUCE 45(54.2%) agreed, 13(15.7%) neithgread nor disagreed 11(13.3%)
disagreed and 5(6%) strongly disagreed that thdyahat of gain by working with MUCE.

It was also found that 3(3.6%) of the respondetisngly agreed that MUCE was the
worst organization they ever worked for, 5(6%) agrel3(15.7%) neither agreed nor
disagreed, 15(18.1%) disagreed and 47(56.6%) dyratigagreed that MUCE was the

worst organization they ever worked for. Resporslemtre asked if they could spread
good news about MUCE, the responses were as fqll@{(3.6%) strongly agreed,

51(61.4%) agreed, 12(14.5%) neither agreed norgcbea, 9(10.8%) disagreed and
3(3.6%) strongly disagreed. Moreover, the respotsderre asked if they were loyal to the
organization and 12(14.5%) strongly agreed, 45(%3.8greed 17(20.3%) neither agreed
nor disagreed and 9(11.5%) disagreed.

The interviewed respondents agreed that they gad to Mkwawa University College of

Education and the teaching carrier, as explainegngytop management staff:

“| perform extra load at extra time; most of thent | come to the office at 6:30 and

leave at around 7:00 what | receive can never bemgared to the time and energy |
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invest in this job. So, it's not about what | gi¢s all about doing what | have

passion for.”

Regarding the selection of the carrier most ofitiberviewed respondents did neither regret

to choose teaching career nor to work with MUCEaid by one Head of the Department

“I love this job, teaching has always been my f@egrl love serving people and being a

leader in MUCE is real making me live my dream”.

Regarding spending the rest of their career lif@IBXCE one interviewed Faculty Dean

explained:

“Mkwawa is the perfect place for me, | like the Wesa in Iringa, the environment,
transport, accessibility from home to the offical @o the consultation areas which

makes it easy for me to perform other publicatiod eesearch activities”

One Head of the Department neither agreed nor idisdgo easily change the career if he

finds an alternative and said the following regagdthanging the career

“I am not sure, if | can ignore an alternative thig career, | like being an
academic staff but getting a chance to experiemeeeshing different can also be

fine”

Respondents were asked if they were proud to wattk MUCE and one interviewed top

leader said:

“Yes | am very proud to be part of MUCE and theqgtiges here make me feel that
| have a part to play in fulfilling the core factie of MUCE. As a leader |
coordinate my people towards one goal which isrieedMUCE performance to

the top”.

Regarding general organization commitment of acacstaff, one of the top leaders in the
college explained.
“Our staff are real committed to work first of ek MUCE and then as academic
staff, they cooperate well only to see MUCE mowevgio an excellent academic

center”
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4.10 Difference in job satisfaction level among dersified academic staff

This section provides the findings of the invedima made by the researcher regarding

how the diversified academic staff affect the lesglob satisfaction in the organization.

Table 4.12 Job Satisfaction level in relation toidersified Academic Staff

Job Satisfaction level
Very Satisfied% |[Neither satisfiedDissatisfied%
Employee diversity satisfied% nor dissatisfied%
Tenure 0-5 6 66 18.2 9
( eaL;s) 6-1C 4.9 58.E 29.2 7.32
y 11andabov [11.1 444 44.7
Sex Male 4.17 58.2 25 12.F
Femalt 8.€ 62.€ 28.€
. Single 65.5 27.1 10.2
Marital Status 17 niee 9.2 57.4 27.¢€ 5.6
Bachelor degre|15.4 84.€
Education levelMaster’s degre 4 66 18 12
PhC 5 30 65
Tutorial
Assistant 14.3 78.6 7.1
. Assistant
Position lecturer 3.9 69.2 15.4 11.5
Lecturer 6.2 18.8 75
Senior Lecture 100
25 -34 4.4 62.2 26.6 6.7
Age (Years) 35-44 3.6 64.3 21.4 10.7
g 45 -54 22.2 44.4 33.3
55 and above 100
Faculty 4.2 66.7 29.2
Science
Faculty 0
Faculty Education 12 o6 24 8
Faculty 0
Humanities an3.2 3.2 64.5 29.1
Social Science
1,672,000-
2 266,000 14.3 78.6 7.1
Monthly salary | 2,545,00+
(Tsh) 3265000 3.8 69.2 15.4 11.5
3,609,00+
4.449,000 5.8 17.6 76.5

Source:Researcher’s Field data analysis,(2017)

Findings on difference in job satisfaction levelr@fation to academic staff diversity show
that respondent’s working experience in MUCE hdtedint levels of satisfaction where

as those who had worked for between 0 — 5 yeagsonsgs were, 2(6%) were very
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satisfied, 22(66%) were satisfied, 6(18.2%) weré&hee satisfied nor dissatisfied and

3(9%) were dissatisfied.

Those who worked between 6 — 10 years, 2 (4.9%#@ wery satisfied, 24 (58.5%) were
satisfied, 12 (29.3%) were neither satisfied nesdiisfied and 3 (7.32%) were dissatisfied.
Job satisfaction in relation to tenure was alspaaded by the employees who worked at
MUCE for 11 years and above where 1(11.1%) was satigfied, 4(44.4%) were satisfied

and 4(44.4%) were neither dissatisfied nor satisfie

Staff were asked of their level of job satisfactiomelation to sex group they belong where
2(4.17%) male respondents were very satisfied byjab, 28(58.3%) were satisfied, 12
(25%) were neither satisfied nor dissatisfied andl18.5%) were dissatisfied. Female
respondents also ranked their job satisfaction! lexeere 3(8.6%) were very satisfied,
22(62.9%) were satisfied, and 10(28.6%) were neghtsfied nor dissatisfied.

Regarding Marital status, 19(65.5%) of single reslents were satisfied, 7(27.1%) were
neither satisfied nor dissatisfied, 3(10.3%) werssatisfied. Married respondents also
ranked their job satisfaction level where 5(9.3%grevvery satisfied, 31(57.4%) were

satisfied, 15(27.8%) were neither satisfied nosatisfied and 3(5.6%) were dissatisfied.

Respondents of different education level were asketiow satisfied they were by the job
where by 2(15.4%) Bachelor Degree holders were satigfied by the job and 11(84.6%)
of the respondents with Bachelor Degree were sadisRespondents with Masters Degree
findings were: 2(4%) were very satisfied, 33(66%grev satisfied, 9(18%) were neither
satisfied nor dissatisfied and 6(12%) were disatls PhD holders also ranked their job
satisfaction level where 1(5%) was very satisf@&@0%) were satisfied and 13(65%) were

dissatisfied.

Furthermore, Respondents of different position veesieed to rank their job satisfaction and
found that 2(14.3%) tutorial assistants were vexijséed by the job, 11(78.6%) of the
tutorial assistants were satisfied and 1(7.1%) wagher satisfied nor dissatisfied.
Assistant lecturers were also involved and 2(3.9%je very satisfied, 36(69.2%) were
satisfied 8(15.4%) were neither satisfied nor disBad and 6(11.5%) were dissatisfied.

Lecturer’s job satisfaction level was found, 1(6)2&cturer was very satisfied, 3(18.8%)
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were satisfied and 12(75%) were dissatisfied. Selégturers were represented by
1(100%) who was dissatisfied by the job.

Regarding different age groups of the respondentslation to job satisfaction level, the
respondents under the age between 25 to 34 yeatshé following job satisfaction level;
2(4.4%) were very satisfied, 28(62.2%) were sa&tibfi2(26.6%) were neither satisfied nor
dissatisfied,3(6.7%) were dissatisfied. The respatglwith the age between, 35 — 44 years
findings on job satisfaction were 1(3.6%) was vesyisfied, 18(64.3%) were satisfied,
6(21.4%) were neither satisfied nor dissatisfigd,037%) were dissatisfied. Respondents
from the age group 45 - 54 years responses we22%@ were very satisfied 4(44.4%)
were dissatisfied and3(33.3%) neither satisfied diesatisfied and Respondents with 55

years and above were 1(100%) dissatisfied bydbe |

Respondents from three faculties at MUCE rankedr tjud satisfaction level where
1(4.2%) of the respondents from Faculty of Sciewes very satisfied, 16(66.7%) were
satisfied and 7(29.2%) were neither satisfied nasatisfied. The findings of the
respondents from Faculty of Education were 3(12%Jewery satisfied, 14(56%) were
satisfied, 6(24%) were neither satisfied nor disfatl and 2(8%) were dissatisfied,
Moreover, the findings from Faculty of HumanitiesdaSocial Science respondents were
1(3.2%) were very satisfied, 1(3.2%) were satisfi2d(64.5%) were neither dissatisfied

nor satisfied and 9(29.1%) were dissatisfied.

The responses regarding job satisfaction was alsked by the respondents with different
salary scales were as 2(14.3%) of the respondeititssalary between Tsh 1,672,000 to
2,266,000 were very satisfied by the job, 11(78.@%)he same category were satisfied
and 1(7.1%) was neither satisfied nor dissatisfied.

The responses of the respondents with salary batWeh 2,545,000 to 3,265,000 were
2(3.8%) very satisfied, 36(69.2%) satisfied, 8(¥b)sheither satisfied nor dissatisfied and
6(11.5%) dissatisfied. Respondents with salary betwTshs 3,609,000 to 4,449,000 also
ranked their job satisfaction level where 1(5.8%@swery satisfied, 3(17.6%) were

satisfied and 13(76.5%) were neither satisfieddissatisfied.
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4.11 Chapter Summary

In this chapter, findings of the research objectiwere presented whereas it was found that
MUCE academic staffs are satisfied by the intrinfactors for job satisfaction but
dissatisfied by extrinsic factors. It was also fduihat the academic staff are generally
satisfied by their job and committed to the orgatian. It was found that Academic staff
diversity resulted into difference in levels of E&atisfaction
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CHAPTER FIVE
DISCUSSION OF FINDINGS
5.1 Introduction

Member of academic staff in higher learning insiiins are key actors in realising the
goals of the institutional core activities suchteaching, research and public services.
This category of staff is basically responsible t®aching, research and offering public
service/consultancy. These three core functions thee key for any higher learning
institution that must thrive. Education is one loé key development areas in Tanzania that
members of academic staff ought to be regardeceesssary resources. They need to be
motivated to make sure they play their part inifiiiy the set objectives. Job satisfaction
plays a great role in the human resource performéiecause when a staff is not satisfied
by the job then there are chances for absentedismover, dishonesty which may
guarantee poor performance. This study was conductegenerate more knowledge on
academic staff job satisfaction. The findings abthtudy were discussed based on the

objectives of the study.
5.2 Intrinsic factors that influence job satisfacton

The findings of the current study show that mosthef factors that satisfy the academic
staff at MUCE are in the category of intrinsic fasst However, there are also those who
were not satisfied by those factors. Since thisabje was based on identifying and

describing the intrinsic factors that influence jehtisfaction for academic staff, the

researcher identified responsibility, recogniticmjvancement, achievement and work
content as factors that influence job satisfactmmthe academic staff at MUCE. Intrinsic

factors are explained broadly by Herzberg who amtetl that these are job satisfiers and
they are related to job content. Herzberg labeleel $atisfier motivatorsvhich are

achievement, autonomous, recognition, advancenmehtvark itself (Luthans, 2010).

5.2.1 Responsibility

This was found to be among the most predominannsit factors for job satisfaction at

MUCE. The study shows that employees were satistigd being given certain
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responsibilities to handle and execute. The managemeam including top management
members, Faculty Deans and Heads of Departmemt4U&ZE enjoyed the opportunity
delegate their power to others. Moreover, these loeesnof staff were satisfied when given
a chance to be involved in the decision makincha drganization as this created a sense
of belonging. This implies that responsibility hasrelationship with job satisfaction as
employees seek to develop in their career whemgigsponsibilities. Availability of such
opportunities implies that not only managemeninte@aembers are satisfied by their job,
but also the subordinates are encouraged to peifoorder to get chances of being given

further responsibilities in the organization.

5.2.2 Recognition

The respondents were satisfied by recognition faofojob satisfaction at MUCE. At
MUCE a staff who emerges as the best overall waskasually not only recognized in the
staff group mail and meetings but also awarded. bem of staff on merit are appointed
into leadership positions to encourage others tbradre efforts in realizing organizational
objectives. This implies that recognition has aatiehship with job satisfaction since
employees feel considered and valued by the orgamigl management, but the opposite

to such practice will demoralize the employees.
5.2.3 Advancement

This was another intrinsic factor for MUCE stafbjeatisfaction where respondents were
satisfied by the chances they had to advance in ¢heser. These members of staff were
well informed about the scholarship opportunitieattwere available. With this sustained
communication, members of staff who wanted to adednis/or her career would apply
and further for further studies. Members of acadestaff were also informed of training
policies and the criteria used for selection. Emeés wish to see their careers advance and
this really motivated them. Proper training polgcgve the room for the employees to plan
for their advancement to be able to leave in thdeams. Failure to put in place proper
career development plans for the employees guarsrde barrier in advancing ones’
studies. Advancement in the organization gives e@arclpicture of employee’s job

satisfaction since they are sure of meeting theaeer objectives.
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5.2.4 Work

Work itself was satisfactory to the respondents velxplained that they had a regular
workload which they effectively and efficiently exdéed. There were leadership roles
which gave a chance to junior staff to exercisee¢ocome competent. In this way, the work
had relationship with the skills and experienceputfh challenging but interesting
especially in publications. Moreover, the set otijes were well communicated and
aligned to the mission and vision of the organ@atiwork was the major purpose of
engaging employees in the organizations. Employee®; therefore, satisfied to see
accomplishment in the work they perform. It wasoat®ted that well communicated
objectives of a particular duty motivates the empito perform in order to accomplish
the mission and vision of the organization. Chajlag work could satisfy employees and
encourage them to struggle and perform the dutyoddin their own advancement and the

organization at large.

In this regard, Literature show in support of tiredings that higher learning institution
academic staff are satisfied by intangible motixatesuch as work content and
responsibility as explained in the study done byhahai (2013) in higher learning
institutions of Oman sultanate. Moreover, a redeaane by Osakwe (2014) reports that
factors such as recognition and feedback, profeakialevelopment programmes,

empowerment and authority, were challenging angkgaat work.
5.3 Extrinsic factors influencing job satisfaction

Extrinsic factors were also studied and these fact@re namedyygiene factorgLuthans,
2010). Herzberg’s Theory of the Hygiene Factorsthose that prevent dissatisfaction and
are allied to job content. The findings of thisdstishow that MUCE academic staff are
influenced by extrinsic factors for job satisfaatiand such factors include, remuneration,
relationship, organization policies, job securitydaworking condition such as offices.
Shortcomings were realized in extrinsic factord/&tCE . The weakness in these factors
allowed dissatisfaction of employees. MUCE staffyneaperience absenteeism, turnover,

and poor performance due to absence of such factors
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5.3.1 Remuneration

Remuneration is a financial factor for job satisfaw. Most of the respondents said were
dissatisfied by the financial motivators and cormed of the delays in the payment of the
entitlements such as responsibility allowance amasing allowance. Moreover, staff had
neither transport nor meals allowance which coulstivate them to like their job even

more. Work is a major activity used by people tomdheir living. And this can be the main

reason why people work. Besides, people work tpdié and settle their needs. Well paid
employees are less stressed as they are sure diulfiilenent of their basic needs

requirements for living. It is easy for the empleyeho is not well paid, that is, either one
whose pay is delayed or receives less pay to |#aeorganization to seek for greener
pasture. Remuneration promotes employee’s moralecan lead the organization into the
best performing one as its employees are satisiieh the job. Pay is a great motivator
for employee’s job satisfaction, as reported inghely by Al — hanai (2013) members of

academic staff are satisfied by tangible motivasush as pay and research fund.
5.3.2 Relationship

There existed dissatisfaction on the relationshgiwben the subordinates and the
supervisors. Some members of staff were not gadisfy the delays in feedback of their
enquiries; hence, creating dissatisfaction betwiensubordinates and the supervisors.
Attributes of good relationship; therefore, inclddaoper communication, team work, and
leadership style. Relationship within the organ@atplay great role in satisfying

employees. In the organization where people comaatgiopenly, share experiences and
receive feedback from the work done, members geivated to work hard. It is difficult

for the employee to stay in the organization whénere is no peace, no proper
communication, no chances to advise and receivébek. This environment does not
favor the work and the employees in general. Thgamization with good relationship

makes the work place a better place to live. Imdawourable environment, even in case
of problems, an employee would receive assistanceré¢solve and reach consensus
amicably. All the employees are satisfied to wankpeaceful and happy environment

where they can confidently utilize potentials.
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5.3.3 Organization policies

The respondents were not satisfied by the supesvis@inly because of the delays in
feedback giving, incentive and staff promotionsiges. Promotion was noted as an
important aspect of job satisfaction. Supervisoeyevamong the policy makers in the
organization. Employees need the promotion polithes are just and well communicated.
They love to see development in their career imeiasing skills and experience. The
employees are satisfied to be involved in policykimg and implementation. Employees
are important in their organizations and that immdestrated when they are involved in
decision making. The employees are therefore sadidfy the organization policy which

keeps them informed and involved.
5.3.4 Working conditions

Most of the academic staff at MUCE were dissatikfiy working conditions which

included poor infrastructures such as offices atwbiatories and unavailability of the
needed resources such as laptops to perform theasd This situation demoralized the
academic staff at MUCE and may lead to turnover arsknteeism. This is also supported
by Olando (2003) who suggest that diminishing wogktonditions is the major source for
job dissatisfaction. Favorable working condition®tivates employees and eventually
satisfies them. This is vital for organization depenent since efficiency in work is

realized in the favorable working conditions (Wlis, 2004).
5.3.5 Job security

Job security was satisfactory for 60.2%. This playgeat role in job satisfaction since the
employee does not have the tension of the assuddrtbe job. Most of MUCE staff were

permanent and pensionable employees. Job insecur@ported to be responsible for job
related stress which leads to job dissatisfactiob. insecurity not only affects employee’s
quality of life but also the growth of the orgartina. Overall, Job security prevents job
dissatisfaction, physical health problem, psychiglagdistress, reduced job performance,

lower job involvement and reduced organizationahoutment (Saha, 2016).
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Literature also explain similar findings as studldMoloantoa (2015) on factors affecting
job satisfaction of academic employees in the MatioUniversity of Lesotho and
concluded that key aspects which affect employdisfaetion at the NUL are related to

factors such as salaries, benefits, allowancesvanking conditions.

This shows that academic employees at the NUL awstlyn affected by the extrinsic
factors on job satisfaction. It is also explainedthie study done by Al-hanai (2013) in
higher learning institutions of Oman sultanate #xzademic staff are satisfied by tangible

motivators such as pay and research funds.

Moreover, the research done by Osakwe (2014) stgdyie factors affecting motivation
and job satisfaction of academic Staff of Univéesitin South-South Geopolitical Zone of
Nigeria found that among others such factors adgalary and conditions of service,
prompt and regular promotion, increased job segerntichment, good working

environment, and research grants.

Extrinsic factors were also found as factors @dr gatisfaction by the study done on staff
motivation of Tanzania Public Higher Learning Itgibns by Buberwa (2015) who found

that low monthly salaries were the major factot thiasatisfied academic staff and reduced
motivation for high performance at the universibdahat motivational aspects like salary,
allowances, working conditions, once well managed provided then better performance

of academic staff is guaranteed.
5.4 Organization commitment in relation to job satsfaction at MUCE

The findings show that most of the staff at MUCErevaot sure if they would spend all
their lives in the job and at MUCE in general ahistsuggests that if they had better
chances they would leave the job for an alternatB@mmitted members of staff possess
the characteristic of continuity and that they spend their life time in the organization.

This implies that some members of staff are nasfsad and could leave the organization.

Most of the respondents neither agreed nor disdgrekeave MUCE. This means there are
chances to stay and to join other organizationsreldver, the staff did not regret to choose

the job as shown in the responses. The staff likgdb and the organization at large.
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The respondents were not sure if they could igreorealternative chance to teaching
carrier. This shows that the respondents can lethee career if they find better

opportunities. Most of the respondents disagreadake extra efforts for the organization
while they agreed to gain a lot by working with MBCRespondents were neither proud
nor not proud to be part of MUCE. Moreover, Moktaspondents agreed to be loyal and
spread good news about MUCE. This implies that iteedpe dissatisfaction the staff are

still committed to the organization.

Organization commitment status in relation to jabisfaction however varied based on
different groups of the academic staff, where asnw staff were committed compared to
the old ones. The fact that most of the staff werevery committed implies that it is very

easy for the staff to leave the organization achtange the career, entirely committed staff
will be loyal to the organization that they work fnd never will they leave or change their

career.
5.5 Job satisfaction in relation to academic staffiversity

The findings show that diversity among the staffyph great role in job satisfaction, people
were satisfied according to the group they beloifter@nt from the findings of the
research done by Ismail (2012) which revealedpkatonal variables seemed to have very

little linkage with the levels of job satisfaction.

Age, tenure, title and education level were graatdrs in job satisfaction at MUCE as the
staff aged between 24 — 34 years were highly sadisThis group comprised of tutorial
assistants and assist lecturers who were also &lj@rity in the college. The higher you go
the lower the number of the staff. This group ahsml fewer years of experience with

MUCE and in the teaching career, they all had #tpegence of between 0 to 5 years.

This shows that members of staff with bachelomd mmasters degree with a few years of
experience were more satisfied than the experieatadtisuch as doctors and professors.
This implies that the more one spends time at tigarozation the less he or she gets
satisfied. MUCE had no problem with excess acadatai, as it was in need of them and
so always wanted to retain its staff .
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Members of staff who had higher education leveMbICE at least PhD degree were
generally dissatisfied. The findings show thatfstath working experience 6 years and
above could feel leaving MUCE as the more oneastdy the more he or she could get
dissatisfied. This group also had a small numbestaff. Most of the staff leaving the

organization were from this group mainly becaustheir potentiality.

Most of the management team members were dissakistnd this is mainly due to added
responsibility making high work load, and due tdagie in payment of some entitlements
like responsibility and housing allowances. Sommglained that they are not entitled to
housing allowance, complained on the infrastructuteat they do not have comfortable
offices like the head of the department who shainedoffice with the subordinates hence
difficulties in fulfilling his duties especially esultancy. This shows that MUCE members
of staff differed at level of job satisfaction ielation to their diverse characteristics. It
shows that the more the staff spend time in thiegelthe more he/she gets dissatisfied.

Moreover, a staff with added responsibilities wessldissatisfied.
5.6 Chapter summary

This chapter has shown that academic members fbfirsthigher learning institutions are
influenced by four prominent intrinsic factors flmb satisfaction which are recognition,
advancement, work content and responsibility amy @re satisfied by such factors. It is
also found that four extrinsic factors that inflaenjob satisfaction in higher learning
institutions are supervisors, remuneration, refetiop and job security; however, most of
the staff members were not satisfied by such factdcademic staff are generally satisfied
by their job and committed despite presence ofdhtors that dissatisfy them. The chapter

also discussed how job satisfaction level variedragrdiversified academic staff.
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CHAPTER SIX
SUMMARY, CONCLUSION AND RECOMMENDATIONS
6.1 Introduction

This chapter gives the summary of the study intigrato the objectives, conclusion and

recommendation for further studies.
6.2 Summary

The study had the general objective to investigfaefactors that influence academic staff
job satisfaction. Basing on the objectives of thalyg, it was found that there are different
factors that influence job satisfaction of acadestaff in Higher Learning Institutions,
which include intrinsic and extrinsic factors. Tharinsic factors found to influence
academics staff job satisfaction are advancemesiponsibility, recognition and work
content where extrinsic factors in that case werauneration, job security, relationship
and supervisors. Academic staff are satisfied by ihtrinsic factors but they are
dissatisfied by the extrinsic factors includingajed in payments and promotion and poor
infrastructures. However, the study has found MEICE academic staff are commitment
to the organization despite presence of the fadtwat dissatisfy them. Job satisfaction
level differs in relation to employee’s diversityorf example lecturers and some
management team members at MUCE are less satisfragared to non management team

members, tutorial assistants and assistant lesturer
6.3 Conclusion

The study concluded that academic staff at Mkwawé&isity College of Education are

influenced by both intrinsic and extrinsic factdes job satisfaction. The study conclude
that intrinsic factors play a great role in jobisfaiction as proposed by Herzberg Two
Factor Theory who referred intrinsic factors as iwagion factors and extrinsic factors as
hygiene factors. The academic staff are generatigfeed by the job due to presence of the

intrinsic factors despite shortcomings in the ewig factors for job satisfaction.
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6.4 Recommendations

Based on the findings that the staff lack somehef important needs that could satisfy
them such as transport allowance, air time, housamgl meals allowances, it is

recommended that MUCE should work on the incentiselseme, and incorporate the
needs of the users who are the staff. Incentiversehshould cover staff allowances so as

to satisfy them.

It was found that 62.7% of the academic staff dbhawve working facilities, it is therefore
recommended that MUCE should work on improving ke infrastructures such as
offices, expanding the laboratories and ensurdatibiy of resources such as computers,

scanners and printers for smooth running of theedut

It was found that most of the delays especiallgtieg) to remuneration and promotions are
caused by the delays in provision of funds from thi@istry therefore; MUCE should

ensure a positive and quick link between the omgdiin and the Government especially
basing on the entitlements that are directly peadhfthe treasury. Communication should
also be based on the promotion policies since pipeoxals are done from the ministry and

the feedback should be given to the staff.

It was further found that 56.6% of the employees dissatisfied by their supervisors on
improper communication therefore it is recommentted MUCE should ensure positive
communication on the value for the academic stadf #heir importance so as the staff feel
being part of College and develop the sense of oshie to the fulfilling of the mission
and vision of the College. The supervisors shouidrdfore be given induction on
leadership skills and managerial skills to enalblenmt possess the leadership qualities

which will lead to smooth relationship in the orgaation.

The study found that the organization policies &al®E do not satisfy the academic staff,
staffs are not nor promoted on time. It is recomdeehthat MUCE management and the
policy makers should consider including issues #aisfy staff during formulation and

implementation of the policies.

59



Based on the findings that most of the factors thasatisfy academic staff are due to
shortage of finances in the organization it is reo®nded that MUCE should develop
income generating sources to be able to fund sdrtteeaactivities such purchasing of the

resources as computers, printers and scanners.
6.5 Recommendations for further studies

Basing on the findings further studies are recondednto be done on factors that
influence job satisfaction in public or private héy learning institutions since this study

focused on young public higher learning institusion
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APPENDICES
APPENDIX |- QUESTIONNAIRE
Questionnaire for Mkwawa University College of Eduation Staff
Instructions
Please tick the correct answer in the bracketsigeeovto the questions below
PART A: Staff personal Background

Position of the respondent ....... ..ottt
Name of the College/institution...............cooiiiiiii e,
Department of the respondent ............c.oeciiiiiiii e

Salary of the reSPONAENT.... .. ..t

o~ w N PE

Age of the respondent
a) 25— 34 years ( )
b) 35— 44 years ( )
c) 45 -—54 years ( )
d) 55years and above «C )

6. Tenure of the respondent with the College

a) 0-5years (
b) 6 — 10 years (
c) 11 -15years (
d) 16 — 20 years (

e) 20 years and above «C )

)
)
)
)

7. Sex of respondent
a) Male ()
b) Female ( )
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8. Marital status of the respondent
a) Single
b) Married
c) Divorced
d) Widowed

AN N~
N~ N~ ~ O

9. Education level of the respondent
a) Bachelor Degree ( )
b) Masters Degree ( )
c) PhD « )

PART B: 10. How satisfied are you with your jobgeneral?

a) Very satisfied ( )
b) Satisfied ( )
c) Neither satisfied nor dissatisfied ( )
d) Dissatisfied ( )
e) Very dissatisfied ( )

PART C: INTRINSIC FACTORS INFLUENCING JOB SATISFAGQDN

11. There are various intrinsic factors that infloe academic staff job satisfaction. To
what extent does each satisfy/dissatisfy you? B)ead tick () where applicable, whereby

1. = Very satisfied

2. = Satisfied

3. = Neither satisfied nor dissatisfied
4. = Dissatisfied

5. = Very dissatisfied
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ITEMS 1 |23 4 |5

Freedom do exercise my responsibilities

Chances to be creative and use my abilities

The work itself

The Opportunities for training and advancementhis

job

The freedom to use my own judgment

Praise after doing a good job

Chances to direct others

The feeling of accomplishment | get from the job

Chance to get ahead after better achievement

The way the job match with skills and experience

PART D: EXTRNSIC FACTORS INFLUENCING JOB SATISFACDN

12. There are various extrinsic factors that infleee academic staff job satisfaction. To

what extent do you agree/disagree? Please, put Yiakhere applicable, whereby
1. = Very satisfied

2. = Satisfied

3. = Neither satisfied nor dissatisfied

4. = Dissatisfied

5. = Very dissatisfied
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ITEMS 1 |2 3 4 |5

My supervisor

Organization policies

My Pay in relation to my education level and theoant

of work | do

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

PART E: ORGANIZATION COMMITMENT LEVEL AMONG ACADEMI C
STAFF

13. Please rank the level of organization commitrbgrputting a tick () where applicable.
1. = Strongly agree

2. = Agree

3. = Neither agree nor disagree

4. = Disagree

5. = Strongly disagree
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ITEMS

| will be happy to spend the rest of my life inglwb

It will be very difficult for me to leave this ingtition

| feel happy to make extra effort for this orgatiiza

| spread good news about this organization

| have great loyalty to this organization

This is the worst organization | have ever worked f

| am proud to be part of this organization

| gain a lot by working with this organization

Choosing this carrier was a mistake

| can easily change my job if a find an alternative
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APPENDIX II- INTERVIEW GUIDE FOR KEY INFORMANTS
Are you satisfied being a part of management team?

What are factors that satisfy your staff?

What are issues that dissatisfy your staff?

What challenges do your staff face?

How is your staff performance trend in the curreyears?

What can you comment on your staff commitment?

What are the challenges hindering job satisfadtioyour staff?

What do you think should be improvement regardoiggatisfaction?
What are the benefits entitled to your staff?

How do you regard the following organization pain relation to job satisfaction?

Training
Promotion
Work load

Incentives
What leadership challenges do you face in relatigob satisfaction of your staff?

What do you think are the solutions for the chajks?
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