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Abstract. This study provides a critical review of the relation between institutional culture and job
satisfaction experienced by faculty members of both public and private universities of Islamabad. The sample
of the study comprises of 241 faculty members, 186 from public sector universities and 55 from private
sector universities of Islamabad, Pakistan. A Job Satisfaction Survey was administered to measure job
satisfaction and institutional culture through standardized questionnaire by Cameron and Quinn (2000). An
independent sample t-test was performed to obtain the difference between private and public university
faculty on job satisfaction. Results reveal that Institutional culture is positively related to job satisfaction in
both public and private sector universities Furthermore, there was no significant difference found between
the job satisfaction and institutional culture of Private and Public University faculty. Recommendations have
been made for university management to provide personal growth initiatives to the faculty through arranging
workshops and conferences to promote institutional culture and job satisfaction.

Keywords: Institutional culture, Job satisfaction, Higher Education Institutions, Public and Private Sectors,
Pakistan.

Received: 08.12.2020 Accepted: 13.01.2021 Published: 06.02.2021

Introduction

Institutional culture is a significant factor in managing Institutional behavior. Management experts and
authors have made deliberate, extensive efforts to define and identify its effect on the behavior of workers.
According to Huczynski and Buchanan (2010), Institutional culture is considered a genuinely uniform
arrangement of custom, values, beliefs, conventions, and strategies that are transmitted by workers of the
Institution. The definition of Siefollahi and Davari (2008) is very useful to present the culture's combined
nature and shows that culture exists in both levels of behavior and beliefs. Moreover, according to the Liao
and Chuang (2007), institutional culture is a framework that defines the behavior of personnel, institutional
values and specific intentions of that institution. It regulates a specific personality of the institution.

The institutional culture delivers mostly silent guidelines cooperation with others in the institution un-
written rules and mostly silent guidelines increase the strength of the social system (Quinn, Cameron, Degraff,
& Thakor,2006). The attractive and organized environment will promote encouragement and motivation for
enhancing employee’s commitment towards their career (Naderi Anari, 2012).

Transformation of production without highly qualified workers is not sufficient to achieve productivity
growth. It is expressed that for working in high technology products, the increase in graduating a number of
higher education is mandatory. It is the indicator of merging between the comprehension of the division of
‘wellbeing’ concept and sector ‘desirable’ for structural and economic growth (Sipilova, 2015).

Educational institutions are required to recruit educators who have high passionate insight since they may
have a positive effect to upgrade education (Naderi Anari, 2012). According to Karabayik and Korumaz
(2014), self-efficacy of a teacher at a higher level is related indirectly to life satisfaction and satisfaction in the
workplace. Self-efficacy is a legitimate point to culture assorted setting. There is a positive relationship
between the self-efficacy and fulfillment in the work environment.

Lyon and Ivancevich (2000) described job satisfaction as up to what extent an employee is satisfied or
dissatisfied with three characteristics of the job, i.e. self-actualization, autonomy, and esteem means “how
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much is there now”.,, Bhuian and Menguc (2002) came up with the new definition of Job satisfaction, as per
them, it is the extent to that someone judges the positive or negative aspects about the intrinsic or extrinsic
characteristics of his/her job. They claimed that intrinsic job satisfaction refers to the work itself, while
extrinsic job satisfaction refers to external factors affecting the work itself.

The subsequent studies conducted by (Lund, 2003), Gunlu et al.,, (2010), (Rao, 2005, Buitenbach and De-Witt
(2005), (Sekaran, 1989), (Egan, Yang and Bartlett, 2004; Silverthorne, 2004), Kreis and Brockopp (1986),
Yang and Hwang (2014); (1985 Spector) have also tested and verified various aspects of intrinsic and
extrinsic job satisfaction.

(Locke & Latham, 2002) stated that for an institution and its researcher, employment fulfillment is one of the
best issues; numerous investigations of research have been made on various measurements of occupation
fulfillment as it has been barely associated with marvels of association, for example, inspiration, execution,
resolve, initiative and so forth. Many of the researchers have determined a group of predictors for job
satisfaction, that include work, promotion, supervision, pay, co-workers and working environment
(Sokoya,2000). (Decenzo & Robbins, 1998; p.152) exposed that the aspects which affect the employees’ job
satisfaction are: environment, co-workers, and pay work. In other direction (Ellickson & Logsdon, 2001)
exposed that the required resources, a justifiable workload, passable equipment, and training prospects all
affect job satisfaction of faculty. The greater part of analyst's measure the activity fulfillment on the
establishment of employee's: pay, supervision, state of mind to the activity, promotion, support, firm policy
and relations with colleagues (DeVane & Chen, 2003).

In a university of Turkey, the job satisfaction of academics measured by the Kusku (2003) with the seven
aspects management satisfaction, general satisfaction, colleagues, other group satisfaction, salary satisfaction,
and work atmosphere. (Chen et al.,, 2006) dignified the job satisfaction of faculty in the private university of
China through six satisfaction determining factors that is institution vision, pay, management system, respect,
benefits, work atmosphere, feedback, and encouragement. Ssesanga & Garrett (2005) dignified the
academician's job satisfaction between the universities of Uganda with nine common features of their work
involving teaching, governance, research, working environment, remuneration, supervision, opportunities for
promotion, the behavior of co-workers and overall job terms and conditions. According to the Luthans (2005:
p.212) the supervision, promotion, fellow workers, pay and work are the central factors of job satisfaction.
Employees not only need excellent technical preparation; they also need sufficient skills to adapt to the
changing requirements of the job (Ahmad, Karim, Din, & Albakri, 2013; Carnevale & Smith, 2013).

Every institution regardless of sector and region has a culture of its own. In public sector universities, there
are some encouraging incentives in the form of salaries, up-gradation and job security. On the other hand,
private teachers have some other rewards in the form of higher salaries, good working, and challenging
environment. Different factors that can influence the performance of faculty like working environment, pay,
contingent reward, relationship with co-workers, supervision, nature of the job and promotion. The
Satisfaction level of faculty is different between public and private sector university that improves the
performance of the teacher (Ayub, 2010).

Universities in the private sector provide various benefits to their teachers, for example, a satisfactory
working environment, promotions, competitive pay packages as compared to the public sector universities
(Volkwein & Parmley, 2000).

There is a significant difference between the available equipment in the education department of the private
and public sector universities located in the federal capital of Pakistan. Utilization and supply of resources of
private sector universities are better than the public universities (Yasmeen et al., 2015).

Yang and Hwang (2014) portrayed job satisfaction from equity potential point of view in the way, that if an
individual compares his/her own experiences with the rewards paid to him/her from the employer and finds
that the outcomes are coherent, then he/she will undergo satisfied with his/her job. The literature review
reveals that the relationship between institutional culture and job satisfaction in the context of public and
private sector Universities is yet to be explored, due to the fact we have built the hypotheses for institutional
culture and job satisfaction in the regional context.
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Methodology

The study was descriptive in nature; the survey method was used to collect data. This research focuses to
compare the institutional culture of public and private sector universities and to determine the impact of
Institutional culture being an independent variable on job satisfaction (dependent variable) of faculty
working in public and private universities in Islamabad. The population comprised of all federally Chartered
Universities and faculty members working under the faculty of management sciences and social sciences of
public and private institutes in Islamabad. As per the criteria shared by HEC Pakistan, there are 14 public and
5 private Universities in Islamabad. The sample of the study was selected randomly, comprises of total 241
faculty members out of which, 186 from public sector universities and 55 from private sector universities.

An adapted open-ended questionnaire was used to collect data from the respondents (Faculty members of
public and private sector universities). The items of the questionnaire were measured on a five-point Likert
scale. The collected data were tabulated, analyzed statistically by percentage, mean scores and t-test using
statistical package for social science (SPSS).

Results and Discussion
Table 1: Job Satisfaction Comparison between Public and Private Universities

Public University Private University

S-No Indicator Mean St.Dev Mean St.Dev Results
1 Work environment 3.4852 .76810 3.5045 77652 Different but
of the university not significant
2 Reward system 3.2923 .89252 3.3136 87760 Different but
not significant
3 Co-worker 3.6452 .81442 3.6773 81177 Same
relationship
Different but
Total 3.4742 0.7391 3.4985 0.7393 no significant
difference

Table 1 contains the mean values of the three dimensions of job satisfaction in public and private sector
universities are 3.48, 3.29, 3.64 and 3.50, 3.31, 3.67. Which authenticates the primary response of
respondents relating to selected dimensions of job satisfaction towards “agreed” at 4th point of Likert scale.
While standard deviation of from means of observations in public and private sector universities are .76, .89,
.81 and .77, .87.

The mean values of the three dimensions of job satisfaction in management sciences and social sciences are
3.49, 3.31, 3.65 and 3.48, 3.27, 3.64. Which authenticates the primary response of respondents relating to
selected dimensions of job satisfaction towards “agreed” at 4th point of Likert scale. While standard deviation
of from means of observations in management sciences and social sciences are .81, .84, .86 and .71, .94, .75
respectively.

Table 2: Institutional Culture Comparison between Public and Private Universities

S.No Indicator Public University Private University Results
Mean St.Dev Mean St.Dev
1 Dominant Characteristics 3.4875 .94065 3.4818 .91550 Same
2 Institutional Leadership & 36523 93647 353818 85999 lef(?rel.lt_ but
Management not significant
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Different but

3 Management Styles 3.9001 .83638 3.0321 72424

not significant
4  [Institutional Glue 34416 82176  3.4234 80997 Same
5 Strategic Emphases 34825 96669  3.5091 92792 Different but
not significant
¢  Institutional Values & 35600  .66901  3.5424 62544 Same
Practices
7 Communication 3.3190 .82933 3.3424 82615 Same
8  Motivation 32673 92591  3.9001 88149 Different but
not significant
Total 3.4976  0.7701 3.4928 0.7248 No significant
difference

Table 2 indicates the mean values against eight dimensions of institutional culture of public and
private universities located in Islamabad are 3.48, 3.65, 3.90, 3.44, 3.48, 3.56, 3.31, 3.26 and 3.48, 3.58, 3.03,
3.42, 3.50, 3.54, 3.34, 3.90. Which verifies the primary response of respondents pertaining to selected
dimensions of institutional culture of universities is going towards “agreed” at 4th point of Likert scale. While
the standard deviation of observations from their means is .94065, 93647, .83638, .82176, .96669, .66901,
.82933,.92591 and .91550, .85999, .72424, .80997, .92792, .62544, .82615, .8814 respectively.

Inferential Statistics

Independent Sample T-Test

Hypothesis 1: There is no significant difference between the institutional culture of public and private
universities.

The significance level of the mean difference between two groups one of the demographic variables i.e.
public-sector universities and private-sector universities is measured by using the independent sample t-test
for this study pertaining to dependent variable i.e. job satisfaction and independent variable i.e. institutional
culture in the academic sector.

Table 3: Level of Job Satisfaction and Institutional Culture in Universities between Public Sector and
Private Sector Respondents (N = 241)

Variables University N Mean Std. F-value P- value
Type Deviation
Job Satisfaction Public 186 3.4742 0.7391 0.346 .56
Private 55 3.4985 0.7393
Institutional Public 186 3.4976 0.7701 466 .50
Culture in
Universities Private 55 3.4928 0.7248

Table 3 describes the results of the independent sample t-test of job satisfaction; the mean values of
public sector universities stands at 3.4742, which is slightly less than mean values of private sector
universities i.e. 3.4985. Moreover, the F-values and p-values are 0.466<3 and 0.50 > 0.05 respectively which
shows the insignificant difference between means of both public sector and private sector universities with
regard to the institutional culture among universities because F-value is critically lower from its threshold
value i.e. 3 and P-value is greatly higher from the threshold value i.e. 0.05. Therefore, the results indicate that
there is no meaningful difference between both sector universities relating to institutional culture.
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So, hypothesis-1 accepted which implies there is no significant difference in the institutional culture of public
and private universities.

Data Analysis

This study has dully evaluated the demographic features of the respondents for detailed knowledge of the
reader. The second hypothesis pertaining to examine the influence of institutional culture on satisfaction
level among faculty is tested through regression coefficients by path analysis in AMOS.

Hypothesis 2: There is no impact of institutional culture on job satisfaction of faculty in public and private
universities.

Impact of Institutional Culture (IV) on Job Satisfaction (DV)
The relationship between the institutional culture of public and private universities on Job Satisfaction is

assessed by using Structural Equation Modelling (SEM) with an aim to test the proposed Hypothesis 2. Figure
4.1 is taken out by running the full model in AMOS.

Figure 4: SEM: Institutional Culture (IV) and Job Satisfaction (DV)

g2

Ins. Culture 29

J.Sat

Y

Figure 4.1 shows the standardized regression estimate between the institutional culture
(independent variable) and Job Satisfaction (dependent variable). The result regarding acceptance or
rejection of the hypothesis-2 is briefed in table 4.35 to investigate the impact of the exogenous variable on an
endogenous variable.

Table 4: SEM: Institutional Culture and Job Satisfaction (IV with DV)

Variables Estimate P-Value Hypothesis Support

I Culture — J.Sat 0.85 85 Hypothesis 2 is not accepted

Since the result of Table 4 contains the established relationship between institutional culture and
satisfaction level of the faculty at their workplace and found positive and significant. The result shows 0.85
standardized regression weight at
a p-value < 0.05, which infers that if the level of institutional culture increases by one-unit among the faculty
of both public and private universities, at that moment satisfaction level among faculty will increase by 85%.
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Therefore, the result represents the rejection of hypothesis-2 at a significance level of p-value < 0.05 as
proposed for this study.

Discussion

Findings of hypothesis1: There is no significant difference in the institutional culture of public and private
universities indicates that there is no meaningful difference of institutional culture between public and
private sector universities in Islamabad as proved by previous researches (Yasmeen et al., 2015)( Brewer &
Lam, 2009) (Rashid ,Sadia ,Rashid & Uzma,2012)(Gabris & Simo,1995) (Khan, Aajiz & Ali ,2018). Yasmeen et
al,, (2015) found that there are no meaningful differences in the use of information technology and in the
teachers training and skills in public and private universities of Rawalpindi and Islamabad. Gabris and Simo,
1995 indicated that there are no significant differences for 20 motivational needs, including the need for
monetary rewards. According to Khan, Aajiz and Ali, 2018 there was no meaningful difference regarding
knowledge management measurement between public and private universities. Rashid, Sadia, Rashid and
Uzma, 2012 found no significant difference between the motivation of public and private sector with respect
to Job contents. Din, Khan, Rehman and Bibi, 2011 resulted that there is no significant difference in the
conflict management strategies of both public and private sector universities of Khyber Pakhtunkhwa. The
result corroborated of (Brewer & Lam, 2009).

The hypothesis 2:There is no impact of institutional culture on job satisfaction of faculty in public and
private universities of this study is not accepted and proved that there is a significant impact of institutional
culture on job satisfaction of faculty in public and private universities resembles with the results already
presented by previous research undertaken by (Danish, Draz & Ali, 2015) (Akram, 2013) (Shurbagi & Zahari,
2012) (Erdem, 2014) (Pasebani, Mohammadi &Yektatyar, 2012) (Gull & Azam, 2012). There are many studies
worked on job satisfaction with the individual characteristics of institutional culture and identify the positive
relation with positive climate and job satisfaction, this hypotheses tested by Huang and Chuang (2007) in this
study researcher conclude that at workplace learning increase the job satisfaction of personnel. Naderi Anari,
2012 indicates that an attractive and organized environment will promote encouragement and motivation for
enhancing their commitment towards their career. Chiva and Alegre, (2008) indicate that institutional
learning by a process of work develops the employee competency and job satisfaction. With respect to the full
scope of institutional culture, several studies indicate that a positive relationship exists between them, Chang
& Lee, 2007 found that the institutional learning culture with job satisfaction showed a positive relationship.

Conclusion

The conclusions were drawn after the interpretation of data collected from the faculty of public and private
sector universities in Islamabad.

Conclusion Drawn from Faculty Responses of Close-ended Questions

The objectives of the study were to compare the institutional culture in public and private sector universities.
Furthermore, the effects of institutional culture on job satisfaction of faculty working in public and private
sector universities. . For data analysis, Descriptive statistics and Structural Equation Modelling (SEM) were
used to analyze the results of both variables (institutional culture and job satisfaction). To determine the
significant relationship between the variables, the Independent Sample t-test and ANOVA were used.

1. Mean differences between public and private sector universities pertaining to institutional culture are
calculated by using the inferential statistical tool independent sample t-test. The result of Hypothesis: 1
indicates that there is no significant difference in the institutional culture of public and private
universities, which is accepted at the insignificance level of p-value > 0.05.

2. For this study, the sample t-test of job satisfaction indicates that the mean values of public sector
universities are slightly less than the mean values of private sector universities. This indicates that the
faculty of Private Sector University is more satisfied regarding their job as compared to the faculty of
public sector universities. Therefore job satisfaction level of public sector faculty can be enhanced.

3. The mean value of public and private sector universities regarding institutional culture 3.4976 and
3.4928 indicate that the primary response of faculty members pertaining to selected dimensions of an
institutional culture of universities is going towards “agreed” at 4th point of Likert scale. Therefore a
large number of faculty members are satisfied with the institutional culture of their universities.
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The result of Hypothesis: 2 presents that institutional culture has positive impact on Job Satisfaction in
both public and private sector universities at p-value .85 shows 0.85 standardized regressions weight at
p-value < 0.05, which infers that if the level of institutional culture increases by one-unit among the
faculty of both public and private universities, at that moment satisfaction level among faculty will
increase by 85%. Therefore, job satisfaction of faculty of public and private sector universities can be
enhanced by promoting the level of institutional culture in the universities.

Conclusion Drawn from Open-ended Questions
Following conclusions were drawn after the interpretation of data collected from faculty is given below:-

Private Sector

Following conclusions were drawn after the interpretation of data collected from the faculty of private sector
universities in Islamabad:-

1.

Faculty of Private Sector University emphasizes that regular faculty training program and coaching
sessions enhance job satisfaction.

Faculty agreed that research opportunities and self-respect improve the level of job satisfaction.

The faculty has confidence in the fact that institutional culture can be promoted by improving Inter-
department cooperation.

Faculty of private sector universities encourages valuing and respecting the ideas of students.

Faculty recommends the management to improve its behavior towards students. Relying on the fact
that; performance of the students is enhanced when they feel more valued.

Faculty of Private Sector University also emphasizes on steps taken by the government of Pakistan
providing fair salaries and other allowances like house rent, advance increments on higher
qualification and conveyance allowance for the faculty.

Public Sector

Following conclusions were drawn after the interpretation of data collected from the faculty of public sector
universities in Islamabad:-

1. Most of the faculty members of Public Sector University believe that job satisfaction level can be
improved by promoting the interactive, healthy, peaceful, and conducive environment.

2. Faculty members feel that Job satisfaction level can be improved by promoting loyalty, sincerity,
interaction, dedication and honesty for work and job.

3. The faculty believes that their job satisfaction level can be improved by providing them equal
opportunities for career and allowances.

4. Faculty members agreed that autonomy to teach can improve their satisfaction level.

5. Faculty thinks that institutional culture can be improved by taking merit-based decision and
participation of faculty in decision making.

6. The faculty believes that institutional culture can be promoted by managing interdepartmental
meetings and functions.

7. Faculty suggests that the institution may take steps in order to enhance the communication and
cooperation among the departments.

8. Faculty feels that institutional culture can be improved by encouraging equality, truth and
effective examination and norms.

9. Like faculty of private sector universities, they also encourage student participation in different
activities as these are useful and practical for students as well as faculty.

Recommendations

As the results have shown that institutional culture has a positive and significant impact on job satisfaction of
faculty job in public and private sector universities. Based on such above conclusions of this study, some
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recommendations have been submitted with an aim to promote institutional culture and enhance the job
satisfaction level of the faculty in both sector universities.

1. University management may provide personal growth initiatives and arrange workshops and
conferences to promote institutional culture and to enhance the learning and job satisfaction of faculty
in public and private sector universities.

2. Equal opportunities for training and promotion of the faculty members by the management might be
provided.

3. Job satisfaction level of faculty in both sectors may be improved by encouraging equality, truth and
effective examination.

4. Management of private sector universities may improve inter-department cooperation and
relationships.
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