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ABSTRACT 

The aim of this study is to know the Major factors responsible for decreased Job Satisfaction of lecturers working in private 
colleges and universities in Rajasthan. A Comparative study has been conducted for comparing the job satisfaction level of Lecturers 
on the basis of compensation and motivation Criteria provided by the management of private colleges and universities with & 
government universities and colleges of Rajasthan. Lecturers are the key players and essential part in the social change plan. A 
qualitative study was employed to gain the perspectives of lecturers on various compensation and motivation Criteria to improve Job 
Satisfaction Level of Lecturers working in higher education in Rajasthan. This study followed a semi structured Questionnaire to 
explore the lecturer’s understanding on causes of job dissatisfaction due to lack of compensation and motivation measures provided to 
them at their working place. 

 
KEYWORDS: Job Satisfaction, Job Dissatisfaction, Motivation of Lecturers, Decreased Job Satisfaction, Job Security. 
 
INTRODUCTION 

Job satisfaction is a delight or uplifting outlook or feeling towards the occupation. For various years, educator job satisfaction 
has been recognized as critical for carrying out an instructive change, for including the instructor in enduring learning for greatness in 
the showing learning measure and for satisfaction with life (Kaur, 2010). Job satisfaction can be apportioned by discovering the hole 
between what an individual encounters in real condition and what he thinks ought to be there. It is the positivity or un-idealness with 
which individuals see their jobs. Vroom (1964) characterizes job satisfaction as "the positive direction of a person towards all parts of 
work circumstance". Thus, the job satisfaction is resultant of a large group of directions to explicit parts of job and results when there 
is an arrangement between job attributes and needs of a worker. It communicates the measure of consistency between one's 
assumptions and prizes. As per Katzel (1964) job satisfaction is the verbal articulation of an officeholder's assessment of his job. The 
verbal assessment is made operational by some type of demeanor survey or scale through which the officeholder rates his job on a 
continuum of 'like-despise', or surmised equivalents, for example, 'fulfilled disappointed'. 
 
REVIEW OF RELATED LITERATURE 

In the Literature, job satisfaction is commonly alluded to as an enthusiastic emotional reaction to a job or explicit parts of a 
job (Locke, 1976; Smith, 1969). Locke (1976) characterized instructor satisfaction as "a pleasurable or positive enthusiastic state 
coming about because of the examination of one's job or job insight". Locke noted three "schools" of pondered the reasons for teacher 
satisfaction: physical monetary (actual working conditions), social (management and strong work gatherings) and nature of work 
(intellectually testing assignments and business-related factors). As contended by Spector, teacher satisfaction can be surveyed as a 
worldwide inclination about the job or as mentalities about different features of the job. Spector (1985) surveyed nine features: pay, 
advancement, oversight, incidental advantages, unexpected prizes, working conditions, associates, nature of work and correspondence. 
Smith (1969) recommends that "instructor satisfaction is sentiments or emotional reactions to aspects of the circumstance". What's 
more, five features considered by them are: pay, advancements, collaborators, management and the actual work. As contended by 
Agho et al., (1993), to all the more likely comprehend the elements impacting speaker satisfaction, one needs to contemplate the 
joined impacts of climate, job attributes and character factors. Exemplary speculations regularly stress job satisfaction as coming 
about because of coinciding between what lecturers need from their jobs and insights about what they really receive (deLeon and 
Taher, 1996; Emmert and Taher, 1992; Scarpello and Campbell, 1983; Wright and Davis, 2003). Wright and Davis (2003) analyzed 
the impact of the public area workplace on open speaker working environment encounters and sensations of job satisfaction. They 
showed that the workplace is comprised of two parts: job qualities; as the immediate predecessors of teacher job satisfaction and work 
setting. Their investigation dissected the impacts of three segments of the work setting hierarchical objective clash, authoritative 
objective explicitness, and procedural limitations and four job attributes job particularity, commonness, criticism, and human 
Resource Development improvement (HRD) looked by open lecturers. This examination centers around the job satisfaction of 
information lecturers in the public areas; and information lecturers have extraordinary character attributes. As contended by Root-
Bernstein (1989) information laborers who embrace spearheading research commonly hate organizations, loathe organization and 
work most innovatively while fulfilling their own interest. In accordance with this, Rosenbaum (1991) finds that information laborers 
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will in general have high requirements for self-rule, huge drives for accomplishment, more grounded character and connection with a 
calling than an organization and a more prominent self-appreciation heading, making them prone to oppose the dictator inconvenience 
of perspectives, rules and constructions. 
 
OBJECTIVES OF THESTUDY 

1. To find out main Factors Responsible for Job Dissatisfaction of lecturers working in Private Universities and Colleges by 
following Job Satisfaction Indicators: 

 Salaries, fringe benefits, social security, etc offered to them. 
 

2. To Know the Job Satisfaction Level of Lecturers with Their Job Security 
 
RESEARCH METHODOLOGY 
Questionnaire 

This study forms an exploratory study as the investigations still are in the early stages. The study is based on descriptive 
design as it tends to analyze the behavior of the lecturers. Questionnaire has been designed to know the point of view of lecturers 
regarding their Job Satisfaction. Questionnaire focuses on Need for sustainable development in policy making for job satisfaction level 
of lecturers working in private universities and colleges. Almost all the scale items are selected from the highly cited publications on 
empirical research in consumer psychology, job satisfaction, social platforms etc. 

 
Sample 

For Transparent Study and to know its outcomes samples were collected from lecturers working in various Government and 
private colleges and universities across Rajasthan.   The reason behind the selection of the study is to have the comparative study and 
assess the view related to satisfaction with current policy for job satisfaction. As all the variables have different units of 
measurements, natural log values have been used to ensure uniformity. 
Universe: The Universe is Rajasthan State. 
Sampling unit: Keeping in view cost, expenses, time and efforts concerned for the study, it was decided that the analysis of present 
study will be done in all seven regions of Rajasthan which were Ajmer, Bharatpur, Bikaner, Jaipur, Jodhpur, Kota, and Udaipur for the 
exploration of job satisfaction factors which affect Lecturers working in various government and private universities and colleges 
effectively. 
Sampling Method: The researcher had selected Non-Probability Convenience sampling method for the present study. 
Sample size: An optimum sample is one, which is appropriate representative and within the reach of the researcher. In the present 
research work, the sample size will be of 300 respondents (150 respondents from Government Universities and Colleges and 150 
respondents from Private Universities and Colleges of Rajasthan). 
 
STATISTICK MODEL 

The modules on speculation testing introduced procedures for testing the equity of means in two free examples. A basic 
presumption for proper utilization of the tests portrayed was that the ceaseless result was around typically disseminated or that the 
examples were adequately enormous (normally n1> 30 and n2> 30) to legitimize their utilization upheld the Central Limit Theorem. 
When looking at two autonomous examples when the outcome isn't typically disseminated and hence the examples are little, a 
nonparametric test is worthy. 

 
A well-known nonparametric test to coordinate with results between two autonomous gatherings is that the Mann Whitney U 

test. The Mann Whitney U test, at times called the Mann Whitney Wilcoxon Test or the Wilcoxon Rank Sum Test, is utilized to check 
whether two examples are probably going to get from an identical populace (i.e., that the 2 populaces have a comparable shape). A 
few agents decipher this test as contrasting the medians between the 2 populaces. Review that the parametric test thinks about the 
methods (H0: μ1=μ2) between autonomous gatherings. 

 
This test is regularly proceeded as a two-sided test and, along these lines, the exploration speculation shows that the 

populaces are not equivalent rather than indicating directionality. An uneven examination speculation is utilized if interest lies in 
identifying a positive or negative change in one populace when contrasted with the other. The system for the test includes pooling the 
perceptions from the two examples into one consolidated example, monitoring which test every perception comes from, and afterward 
positioning least to most noteworthy from 1 to n1+n2, separately. 
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Test Statistic for the Mann Whitney U Test 
The test statistic for the Mann Whitney U Test is denoted U and is the smaller of U1 and U2, defined below. 

 

 
where R1 = sum of the ranks for group 1 and R2 = sum of the ranks for group 2. 
 
Type of Research: This Research is descriptive in nature and has used surveys, fact-findings, and inquiries from different groups. 
 
Research Instrument: Study has been done on the basis of feedback received through structured closed-end Questionnaire along with 
personal Interview and feedback from lecturers of various universities and colleges in Rajasthan. 
 
Sources of Data Collection: The data was collected from the sample for fulfilling research objectives and to verify the research 
hypotheses with the utilization of tool. The data was collected to measure the job Satisfaction of lecturers working in Government & 
private Universities and colleges in Rajasthan. 
 

The data for the planned study has been collected from the under define following sources. 
 
A. Primary Data: The primary data for present study had been collected through the following techniques: 
I. Structured questionnaire II. Somewhat observations    III. Unscheduled Personal Interviews 
 
B. Secondary Data: In this study the required data was collected from secondary sources that are given below: 
Internet, Websites, Magazines, Newspapers, Periodicals, published books and literatures, Published reports Journals. 
 
VARIABLE USED FOR MEASUREMENT OF JOB SATISFACTION 
J ob satisfaction was measured through a five-pointer scale. The scale used a five-point rating scale with V.S for very satisfied, 
S for satisfied, D.S for dissatisfied, V.D for very Dissatisfied, N.A for not applicable. The responder was asked to tick the one of these 
according to his satisfaction level. 
 
STATISTICAL TOOLS AND TECHNIQUES FOR DATA ANYLISISS 
Various Tools and Techniques are used as under: 
1) Arithmetic Mean 2) Frequency Tables 3) Mann-Whitney U Test 4) Percentage Analysis 5) Standard 
Deviation 6) The SPSS software package 12.0 version and MS Excel had been used for the purpose of analysis. 
 
HYPOTHISISS 
H 1. Government sector jobs offer more stability than private sectors. 
H 2. The indicators of Job satisfaction like salaries, fringe benefits, social security, etc are more favourable in Government universities 
and colleges. 
 
RESULTS AND DISCUSSION 
H 1. Government sector jobs offer more stability than private sectors. 
 

Table 1 

Job stability 
Government Private 
Frequency % Frequency % 

Very Satisfied 136 90.7 0 0 
Satisfied 14 9.3 7 4.7 
Dissatisfied 0 0 143 95.3 
Very Dissatisfied 0 0 0 0 
Not Applicable 0 0 0 0 
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Graph 1 

 
Table 2 

Comparison of level of job stability among lecturers of Government, and Private College and Universities 
 

Job Stability 

Variables Mean 
Rank 

Sum of Ranks Mann-
Whitney U 

Sig. 

Government 75.83 11374.00 
49.000 .000 

Private 225.17 33776.00 
 
INTERPRETATION 

In order to determine that whether government academic sector jobs offer more stability than the private academic sector 
jobs, Mann-Whitney test was performed. 

 
It was observed that government academic sector jobs offer more stability than private academic sector jobs, as a significant 

difference was found between the two in terms of job stability (U = 49.000, p = 0.000) (Table 92).  Hypothesis H4 is accepted. 
 
Many researchers opined the same results in their study that highest priority of academicians working in private universities 

and colleges is job stability as compared to lecturers working in government universities and colleges. This is due to the fact that 
lecturers working in government universities and colleges have more job security (Chang, 2005; Samuel and Chipunza, 2009; Ashraf, 
2009). So, our results support previous research. 
 
H2. The indicators of Job satisfaction like salaries, fringe benefits, social security, etc are more favourable in Government 
universities and colleges. 
 

Table 3 
Does your college/ university providing fringe benefit such as paid leaves, mobile, house 
allowance, subsidized meals, Medical Facility, Library etc in addition to your salary? 

Government Private 
f % f % 

No 5 3.3 137 91.3 
Yes 145 96.7 13 8.7 
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Graph 2 

 
Table 4 

Comparison of indicators of Job satisfaction among Government and Private universities and colleges 

Indicators of Job 
satisfaction 

Variables Mean rank Sum of rank 
Mann-
Whitney  U 

Sig. 

Government 216.50 32.00 
1350.00 0.00 

Private 84.50 12.00 
 
INTERPRETATION 

In order to determine whether the various indicators of job satisfaction like salaries, fringe benefits, social security are more 
favourable for lecturers working in government universities and colleges or for lecturers working in private universities and colleges, 
Mann-Whitney test was performed. 

 
It was observed that Government lecturers are more satisfied as indicators of Job satisfaction like salaries, fringe benefits, 

social security, etc. are more favourable in Government universities and colleges in comparison with private lecturers. 
 
This is in accordance with the study conducted by Bas and Ardic (2002), in which it was observed that certain aspects of the 

job satisfaction of private university teachers were not satisfactory, in terms of current pay, and job and social security, as compared to 
government university teachers. 

 
A significant difference was found between the two in terms of the above indicators of job satisfaction (U = 1350.00, p = 

0.000) (Table 88).  Hypothesis H2 is accepted. 
 
CONCULISION 

The central objective of this comparative study was to explore the main Factors Responsible for Job Dissatisfaction of 
lecturers working in Private Universities and Colleges of Rajasthan. The results obtained in this study showed that the indicators of 
Job satisfaction like Job Stability, salaries, fringe benefits, social security, etc had a significant positive correlation with Job 
Satisfaction of Lecturers. The findings indicate, Lecturers Working in private Colleges and Universities have shown their positive 
view that they are not satisfied with the job satisfaction indicators and it is the main cause and factor for decreased Job Satisfaction. 
There is a need to amend the current policy of job satisfaction and bring it to the level compared to those lecturers whose working in 
government sector. Thus, we can conclude that there is a need to increase the Job Satisfaction level of lecturers by improving their Job 
Stability Conditions and various Job Satisfaction Indicators. 
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