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Abstract: Many people spend the majority of their lives at work, thus the notion of job happiness is takenextremely seriously
by all sorts of businesses. Job satisfaction is defined as a person's contentmentwith his or her work, which serves as a driving
factor behind his or her efforts. Researchers conductedthis study to find out how happy faculty members at Kakatiya
University-affiliated aided colleges are withtheir jobs, as well as association among job contentment besides demographic
factors like era, gender,experience in addition to discipline. They also looked at how happy faculty members were with their
jobsin relation to factors like motivation and health and safety. To gather the data for this research, 180faculty members from
aided institutions connected with Kakatiya University in Kakatiya, Telangana(India), representing five different districts
(Warangal, Karimnagar, Nizamabad, Adilabad andRangareddy), self-administered a five-point Likert scale questionnaire. A
variety of statistical tests andanalyses were used to determine the data's significance. Faculty members at aided institutions
report amodest level of overall satisfaction, according to the data shown below. The faculties of women arehappier than the
faculties of men. Age, experience, discipline, and marital status all affect overallpleasure. Hygiene elements have a stronger
influence on employee work satisfaction than motivatingvariables.
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INTRODUCTION

Over the years, job satisfaction has arisen as a major problem. Almost everyone spends a substantial
amount of time at work, thus the notion of job happiness is taken extremely seriously by all sorts of
businesses. Professional satisfaction may be defined as a good or progressive outlook on one's employment
(Price, 1997).In order for an employee to be content, he/she has to be able to carry out his/her
responsibilities in an efficient and effective way. The degree of job satisfaction in the workplace has
become an important issue for organisations to keep an eye on in the modern workplace. Worker
motivation is influenced by how happy they are in their jobs and how satisfied they are with the work they
are doing. As a result, employers must be aware of the elements that affect employee work satisfaction
since doing so has a substantial effect on the company's success. Employee work satisfaction may be
influenced by a number of different factors. These elements include, but are not limited to, compensation,
benefits, progression, supervision, relationships with coworkers, the actual work itself, and other aspects of
working conditions, accomplishment, and acknowledgment. They have an impact on how an employee
views his or her work. Employees' productivity rises when they like what they do, which in turn has a good
impact on their overall performance.

On the other hand, the current research is based on Frederick Herzberg's motivator-hygiene hypothesis,
often known as the Herzberg model. According to the two-factor hypothesis, workers have two primary
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categories of needs: cleanliness and motivation. This idea was developed by Herzberg, Manusner,
Peterson, and Capwell (1959). Employee satisfaction and employee dissatisfaction have been categorised
by the researchers. This category includes variables such as recognition, accomplishments, and
responsibilities that contribute to job satisfaction, but if they are lacking, this does not constitute as
discontent at work. However, the presence of these factors does not have an effect on whether or not
employees develop a positive attitude toward their jobs.

REVIEW OF LITERATURE

For a number of personal reasons, men work long hours in the workplace each day. If workers are satisfied
with their jobs, they will put their all into it (J. Ashwini Assistant professor, Vivek Vardhini School of
Business Management, Jambagh, Koti, Hyderabad). Herzberg, who proposed the hypothesis that work
satisfaction is a function of motivators (which serve as a complement to job happiness) and cleanliness,
first noted the significance of job satisfaction in 1959. (which results into job dissatisfaction). However,
hygienic and motivational elements had little effect on the performance of workers, according to Schwab et
al. (1971). To the contrary of Herzberg's thesis, according to which hygienic factors do not motivate,
Gawel (1997) found that teachers regard income to be a strong motivating element. People's attitudes about
their employment are cited as a defining characteristic of job satisfaction. The ultimate goal of any business
is to maximise profits. Furthermore, the company must prioritise its workers in order to attain this final goal
(Ravichandran et al., 2015). A productive worker is only possible if the worker is pleased (Petty et al.,
1984). Studying Job Satisfaction has become more significant in today's society because of the substantial
costs associated in faculty selection and recruiting (Dr Naveen Prasadula Department of Business
Management Osmania University 2020). Studying faculty members in Uganda found that job satisfaction is
strongly linked to characteristics including interpersonal ties, advancement, remuneration, supervision,
work environment, and more. Employees' degree of job satisfaction may be analysed by looking at
characteristics such as the working climate, morale, connections with coworkers, and a feeling of
community, according to Lancy and Sheehan (1997). Researchers discovered that female faculty members
were more likely to be satisfied with their work than their male counterparts, who were more likely to be
stressed out by their family responsibilities. A link between work satisfaction and stress has been
established by Necsoi (2011). As a consequence of a lack of work satisfaction, the female segment is
experiencing a high degree of uneasiness and dissatisfaction. It was found that female academic members
at Satavahana University, Karimnagar, were less happy with their jobs than male faculty members, based
on a survey done by Dr. Ms. Pabla (2012). It has been shown that rural teachers are less happy with their
jobs than their metropolitan counterparts. There was no substantial gender difference in work satisfaction,
according to Nigam and Jain (2014), who looked at the data. According to Bala Pronay (2011), teachers
are most pleased when they have control over their work environment, training, and the results of that
training. Nitin Nayak and Madhumita Nayak (2014) found that “workers levels of job happiness are higher
among married than among single employees, and they concluded that marital status is an important factor
to take into account when assessing the degree of job satisfaction among employees”. Brown & McIntosh
(1998) “found that salary or pay has the smallest impact on overall job satisfaction and also attracts the
attention of employers to certain noteworthy factors that have a major impact on job satisfaction among
employees, such as working environment, bonus, canteen facilities, etc (Vrinda & Jacob, 2015)”. Pay was
rated as the least motivating element by Hagos et al. (2015), whereas accomplishments were rated higher.
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That's contrary to what Ravichandran et al. (2015) discovered. Ghazi et al. (2009) found that academics
were satisfied with employment variety, remuneration, creativity, moral principles, the work itself, and the
support of their coworkers. There are also distinct workplace challenges that contribute to job unhappiness,
such as perceived discrimination, cross-cultural communication gaps, and gender concerns (Madhavan,
2001). Employers must overcome any issues that stand in the way of their employees experiencing greater
work satisfaction. Only people who are content with their jobs and the company they work for are able to
fully commit to the company and fulfil its strategic objectives, thereby ensuring the company's competitive
edge (Dessler, 2010). Employees that is happy in their jobs save money, time, and effort, resulting in higher
productivity and a higher success rate for the company's overall output (Lal et al., 2015).

STATEMENT OF PROBLEM

In today's workplace, the notion of job satisfaction and associated challenges are receiving a lot of
attention. It has become critical for every employer to maintain a high level of work satisfaction since it has
a direct impact on an organization's overall success. It's critical for every business to figure out how happy
its workers are with their jobs. It was discovered, however, that there were relatively few studies on
academics' job satisfaction in underdeveloped nations while evaluating the literature. Many studies have
been undertaken in western and wealthy nations, though. Initially, this was the reason why this issue was
chosen for the current research. In addition, to answer questions such as: How satisfied are faculty
members of aided colleges with motivation and hygienic factors? What is the relationship between
employee (faculty members of aided institutions) work satisfaction and demographic variables? Because of
this, it is necessary to answer the aforementioned issues, which is why this research is needed.

OBJECTIVES

·        Surveying the overall work satisfaction (motivation and hygienic elements) of instructors at aided
institutions.

·        Gender, age, experience, and work habits all have a role in how happy employees are in their jobs.

RESEARCH AND METHODOLOGY

The present research project is a descriptive one. All applicable statistical procedures are being applied
while keeping in mind the study challenge and its solution goal.

Sample Unit- Teaching faculty from several aided institutions served as the sample unit for the present
research.

Sample Frame- Teachers from Kakatiya University's connected aided colleges make up the sampling
frame (India).

Sampling Size- The total sample size was restricted to 180 teachers including assistant professors,
associate professor from art, science, commerce, management, other disciplines from the aided colleges
affiliated to Kakatiya University, Kakatiya, Telangana (India).

Sampling Design- Keeping in view the nature of data required, convenient-purposive sampling technique
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have been opted. The respondents for the survey have been selected from the aided colleges affiliated to
Kakatiya University, Kakatiya located at Telangana.

Data Collection- It took three months to gather data on faculty members at Kakatiya University-affiliated
supported institutions in Kakatiya using a questionnaire on a five-point Likert scale, ranging from 5
(strongly agree) to 1 (strongly disagree).

Statistical Techniques- The acquired data was analysed with the help of mean, standard deviation, one-
way ANOVA, and T-test.

DATA ANALYSIS

Cronbach's alpha (a), a reliability measure, is used to assess data's trustworthiness. Cronbach's alpha is
more than 0.6 (a>0.6), which indicates that the survey instrument (questionnaire) is a credible tool for
conducting this study. Teachers at aided institutions’ work satisfaction are measured using the mean and
standard deviation. The total faculty satisfaction mean is 3.72, with a standard deviation of 0.58, according
to the findings (table 1). In order to measure work satisfaction, the mean and standard deviation are
utilised.

Table 1: The total work satisfaction mean and standard deviation

 Mean SD

Overall job satisfaction 3.72 0.58

 

Table 1 (a): Mean and standard deviation of motivational and hygiene factors

An employee's level of happiness at work is influenced more by hygiene elements than motivational ones,
as shown in table 1 (a), which shows that hygiene aspects (mean 3.87, SD 0.12) are more important in
boosting their level of happiness at work than motivating factors (mean 3.83, SD 0.07). Teachers are more
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content with success (mean 3.92, SD 0.32) because there are incentives for those who execute their job
effectively and efficiently, as well as working for their current organisation will lead to the future they
want. It is because of the accomplishments of 3.92 (SD 0.32), promotion (SD 0.57), acknowledgment (SD
0.54), and thankfulness (SD 0.48) that the average of the group's scores is 3.92. (mean 3.74, SD 0.60).
Faculty members report the lowest levels of job satisfaction due to the institution's failure to provide
enough resources for career advancement (mean 3.74; SD 0.60). When it comes to hygiene factors,
“faculty members are more satisfied than non-faculty members with their relationship with coworkers
(mean 4.06, SD 0.49), followed by their salary (mean 3.90, SD 0.36), the organization's policy (mean 3.86,
SD 0.46), and the relationship between the faculty and administrator (mean 3.79, SD 0.44) (mean 3.76, SD
0.43)”. The least satisfactory hygiene aspect is rules and processes (mean 3.76, SD 0.43), which suggests
that the current rules and procedures operate as a barrier to doing their work efficiently.

For faculty personnel, success, advancement, recognition, and appreciation rank highest, followed by
appreciation from motivating elements, which rank the lowest in terms of satisfaction. As opposed to these
two extremes, faculty members are most content when it comes to hygienic elements when it comes to their
relationships with coworkers. They are less content when it comes to norms and procedures.

However, faculty members at aided institutions report modest overall satisfaction, with a mean motivating

and hygienic factor score of 2.50 being higher than the norm.

In order to achieve the study's second objective, the following assumptions have been developed:

Hypothesis: 1

H0: Overall job satisfaction is not diverging with gender. H1: Overall satisfaction diverges with gender.

Table 2: On the basis of gender

A comparison of the overall satisfaction levels of male (111) and female (69) faculty was made to see

whether there was a significant difference. There is a T-test, a mean, a standard deviation, and Table 2

shows that the t value is negligible at 5%. That the level of overall pleasure differs by gender has been
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acknowledged as an alternate hypothesis (H1). The degree of work satisfaction differs significantly

between men and women. Male and female faculty members are statistically different in their level of

satisfaction with their jobs (mean 3.74; SD 0.53). There was a standard deviation of 0.61 in the mean.

Hypothesis: 2

H0: Overall satisfaction does not diverge with experience. H1: Overall satisfaction diverges with
experience.

Table 3: ANOVA on the basis of experience

Table 3 (a): Mean and Standard Deviation (On the basis of experience)

It's clear from Table 3 that the alternative hypothesis (H1) that overall satisfaction changes depending on
experience is accepted because of the insignificant (.426) result at 5% significance. The data in [table-3(a)]
shows that faculty members with 15 or more years of experience (mean 3.85, SD 0.59) are more pleased
than those with less than 15 years of experience (mean 3.72, SD 0.06).

Hypothesis: 3

H0: Overall satisfaction does not diverge with age. H1: Overall satisfaction diverges with age.
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Table 4: ANOVA on the basis of age

Table 4 (a): Mean and Standard Deviation (On the basis of age)

So the null hypothesis that the overall satisfaction does not differ according to age has been rejected by the

data in Table 4 (.336). According to age, there is a variance in total pleasure. In terms of mean and

standard deviation, faculty members who are over 45 years old (mean 3.85, SD 0.55) are more pleased

than those who are under 45 years old (mean 3.68, SD 0.01).

Hypothesis: 4

H0: Discipline does not have any impact on overall satisfaction. H1: Discipline has an impact on overall
satisfaction.

To analyze, the hypothesis that is there any difference in overall level of job satisfaction according to
discipline, mean, standard deviation, ANOVA are used.

Table 5: ANOVA
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Table 5 (a): Mean and Standard Deviation (On the basis of discipline)

Null hypothesis (H0) are rejected since the values in Table 5 are statistically insignificant (.629) at a 5%
significance level, indicating that there are differences in overall satisfaction across the disciplines.Art
faculties are more satisfied (Mean 3.79 & SD 0.45), when compared to other discipline faculties (Mean
3.70, SD 0.62) as indicated by table 5(a).

DISCUSSION

Furthermore, in this study, the influence of demographic characteristics on faculty members' total work
satisfaction, including age, gender, experience, and discipline, was examined. It was discovered that the
level of pleasure varies according on gender. The faculties of women are happier than the faculties of men.
Dr. Ms. Pabla's (2012) study reveals that gender matters when it comes to employment pleasure, as female
faculty members reported greater levels of work satisfaction than male faculty members. Female faculty
members were found to be less satisfied with their professions than male colleagues in a study conducted
by Hagos et al. “There were no significant variations in job satisfaction between men and women found by
Nigam & Jain (2014)”. Overall contentment is influenced by a person's age, education, and marital
situation.As they became older and more experienced, their level of enjoyment grew as well. People with
more work experience which may be due to their greater control over the workplace and more knowledge
with any potential issues that come with the position. Sarker et al. (2003) also found a link between work
satisfaction and length of service. According to Warr (1992), “older workers are more likely than younger
ones to report feeling satisfied at work”. When it comes to the workplace, elder workers have a set of
views that younger employees may not share (Clark et al., 1996). Hagos et al. (2015), on the other hand,
came to the conclusion that age and teaching experience had no impact on overall work satisfaction.
Employees' age and teaching experience had little or no effect on their work happiness (Hagos et al., 2015).
There are several factors that contribute to job satisfaction, including the kind of work and the complexity
of it. Art faculty members seem to be happier than faculty members in other academic fields, according to a
recent study.

CONCLUSION

There is a significant chunk of a person's life dedicated to their job. An individual looks to have settled into
the societal expectation of having a job. A person's job satisfaction is necessary in order to be satisfied with
his or her work. When an employee is happy, they always do their best to complete their allotted tasks.
Employees' feelings including factors related to motivation (achievement, advancement, recognition, and
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appreciation) and factors related to hygiene (relationships with coworkers, administrators, company policy,
salary, and rules and procedures). Because employee contentment and discontent have a direct influence on
an organization's success, employers should take the time to consider all of these aspects thoroughly before
making any hiring decisions.

SCOPE FOR FURTHER RESEARCH

The current study's results provide some guidance for the future. Future studies should focus on the degree
of work satisfaction among faculty members at different Kakatia institutions. Job satisfaction, on the other
hand, is a more general phrase. Only a few motivating elements (promotion, accomplishment, recognition,
progress and appreciation) and hygienic aspects (e.g., cleanliness) were taken into account in the current
research (relationship with co-workers, relationship with administrator, policy, salary and rules &
procedures). Due to this circumstance, the present study's scope was constrained. A future research should
look at additional independent factors, such as career possibilities and status as well as the quality of
supervision, fringe benefits, and working conditions to better understand faculty members' job satisfaction
levels in aided schools. In addition, additional vocations might be included in the research.
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