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ABSTRACT 

The topic of the current research is job satisfaction, performance and commitment of 

faculty members at university level. The research questions of the research were; (i) what 

are the perceptions of faculty members regarding their job satisfaction, performance and 

commitment at university level? (ii) is there any difference regarding job satisfaction, 

performance and commitment of faculty members at university levels?and (iii) is there any 

relationship exist among job satisfaction, performance and commitment? The quantitative 

method and survey research design used. The constructs of study explored using survey 

design. For this purpose, three adopted questionnaires with five point Liker scale used to 

explore the job satisfaction, performance and commitment of university teachers. The 

population of the study comprised of 600 faculty members in Hazara Division that included 

three universities. The sample included 300 faculty members i.e. 100 teachers from each 

university using simple random sampling technique. Afterwards, the data collected from 

the respondents and analyzed the data. The data saved in the form of Likert scale. The 

results showed that faculty members have high JS and correlation analysis found that JS 

and performance are significantly correlated. It concluded that job satisfaction of faculty 

members found same because of maximum load of work and effective leadership in the 

organization. Therefore, It was recommended that organization authorities may provide 

the exclusive environment that increase their job performance and commitment. 
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INTRODUCTION 

In the current climate of turmoil, firms are commencing to understand that staff are their 

most beneficial assets (Ahmad, I., Gul, R. 2021; Bukhari, S, K, S.; Said, Hamdan; Gul, R; Seraj, 

P, M, I. 2021; Glen, 2006; Govaerts et al., 2011;Gul, R., Tahir., Ishfaq, U., Batool, T. 

2021;Fulmer and Ployhart, 2014; Vomberg et al., 2015; Millar et al., 2017). Glad and 

motivated staff are a lot of required and a very important issue. JS contains a moderately 

positive relationship with JP and a powerful positive relationship with the organization’s 

commitment. It is a powerful positive relationship with life satisfaction. Instructional 

academics play a very important role in human development. In recent years, studies and 

theories like Disposal Theory (Ilies and Judge, 2003), two issue Theory (Herzberg et al., 

1959), and Theory of Affordability (Locke, 1976) has tried to check public satisfaction. 

They can work with dedication only if they are glad with their job. During this study, a step 

was taken to see JS, job nature and level of labour expertise of university academics among 

university academics supported cadre. This section provides initiative stages for future 

analysis. Worker effort is a very important think about decisive whether or not a private 

performance happens. Once a worker feels glad concerning the work, he is motivated to 

form serious efforts for JP. It then enhances the general performance of the organization. In 

different words, a glad individual worker and his toil and commitment are the key to 

success of the corporate. Job discontentedness adversely affects achievement prices, choice 

and coaching, worker incentives, and structure development (Ali, I., Gul, R., Khan, S. S., 

Karim, K. 2021 Ayub, A., Gul, R., Ali, A., Rauf, B., M. 2021; Gul R., Zakir, S., Ali, I., Karim, H., 

Hussain, R. 2021; Padilla-Velez, 1993). Every of those factors is comfortable to justify the 

priority with the work satisfaction event. Therefore, this study seeks to look at JS, 

performance, and commitment of school members at the university level. 

Teachers’ behaviour and commitment to alter in students with learning follow are 

important factors. It’s clear from the literature that teacher behaviour within the room is 

absolutely associated with student action (Creemers, 1994; and Brophy, 1995). Within the 

same means, and at an equivalent time, there is a growing acceptance that teacher 

commitment is vital determiner decisive college effectiveness. Previous work by 

Sergiovanni (1967) recognized that teacher satisfaction collectively of the foremost vital 

factors influencing college motivation and work commitment. Some studies have shown a 

link between career commitment and JS (Borg and Riding, 1991; Gul, R., Talat, M., Mumtaz, 

M., Shaheen, L. 2021; Bukhari, S. K. U. S., Gul, R., Bashir, T., Zakir, S., &Javed, T. 2021; Gul, R., 

Ayub, A., Mazhar, S., Uddin, S., S., Khanum, M. 2021). 

Kushman, 1992). Moreover, McGaw et al. (1992) stated that to skilled proficiency, they 

suggested to be diligent, committed and great. In evaluating effective faculties, Pollard 
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(1990) points out that hot and quality faculty are ignorant and committed academics. 

Huberman et al. (1997) suggests that the success of instructional reforms – in truth, the 

success of education – is essential to the event of a teacher’s ability and commitment to his 

career. Weaver (1993 states that dynamic academics have full commitment to teaching 

(Gul, R., Kanwal, S., & Khan, S. S.2020; Gul, R., Khan, S. S., & Akhtar, S. 2020; Gul, R., Khan, S. 

S., Mazhar, S., & Tahir, T. 2020; Yong, 2006), a feature not found in ineffective academics. 

Because the on top of studies counsel, the skilled angle has one thing to try to with teacher 

influence. The angle of the teacher is a component of the temperament of the teacher and 

there are some reasons for this on the influence of the teacher. 

The attitude of the teacher towards his or her skilled unit will have a positive impact 

on numerous job characteristics. Several variables are influenced by the means academics 

understand their profession. Wilhelm et al (2000) explicit that one in all the few studies 

exploring the impact of maintaining student-teacher expectations.Supported a longitudinal 

study of academics undergoing retrospective coaching at the state capital Teachers’ faculty 

in Australia in 1978. The 48 of those academics left the profession when fifteen years. Once 

evaluating post hack information, the foremost powerful assessment of retention is that 

student academics understand pleasure as a profession from teaching. This suggests that 

having a positive angle or positive expectations will have a big impact on retention. We 

have a tendency to hope that this variable are going to be supported several alternative 

variables associated with teacher performance and satisfaction. 

An individual will bear two stages once selecting a profession. Within the initial 

stage he realizes his data, ability and interest and might decide if he/she is able to be part 

of quite one profession. As an example, he might decide that he desires to interact in 

teaching and health as a result of he/she loves kids and thinks he’s sympathetic and caring 

for others, however within the second stage he decides on these two professions that take 

skilled recognition under consideration. Currently he sees these two professions from the 

attitude of the skilled identity of that profession or we will say that society or society has 

eyes. At this stage, he sees sturdy external stimuli of professions. InJS, we have a tendency 

to quote his personal feelings and experience that profession. However, realistically he 

finds that profession. Whether or not he/she likes this profession or not, he/she should be 

happy internally and convincingly. 

 

TEACHERS JOB SATISFACTION 

JS describes how satisfied a person is with employment. It is the feelings of one who has the 

nature and structure of labour. It is outlined as a positive or positive emotion that comes 

from the analysis of work or work experiences (Gul, R., Khilji, G. 2021; Gul, R., Tahir, T., 

Ishfaq, U. 2020; Lock, 1976). Pool & Pool (2007) describes JSS as “the attitude of people 

towards their perception of their work and the smart fitness between the individual and 
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the organization”. JS stands for the joy of one’s work. Therefore, it is an emotional response 

to many factors. JS is not an integrated construct, a person can be relatively happy with one 

side of their work and dissatisfied with different aspects (Pool & Pool, 2007). 

Sharma and Bajpai (2011) found satisfaction in Indian myths because ‘the best 

presentation of happiness’, which JS. In other words, he may ask himself questions with the 

intention of making a comparison between what the worker really enjoys at work and what 

are the values or requirements of the rewards that the employee brings to the workplace. 

“JS has caught the eyes of researchers around the world (Alonderiene, 2010; Gul, R., & 

Rafique, M. 2017; Gul, R., & Reba, A. 2017). Westover and Taylor (2010) have been 

emphasizing for the past four decades that the global analytical community has the JS light 

emitting diode, which has aroused extensive interest among large – scale analysts, 

including the intense JS arranges to list the factors. 

OBJECTIVES OF THE STUDY 

The following were the objectives of the study. 

i. To know the perception of faculty members regarding their job satisfaction, 

performance and commitment at University level 

ii. To identify the correlation among job satisfaction, performance and commitment 

 

RESEARCH QUESTIONS 

Q1. What are the perceptions of faculty members regarding their job satisfaction, 

performance and commitment at university level? 

Q2. Is there any relationship exist among job satisfaction, performance and 

commitment? 

 

SIGNIFICANCE OF THE STUDY 

This study can facilitate to higher perceive the perspective of lecturers towards their jobs 

and performance and facilitate them in their skilled development. Since in-depth review of 

the literature has shown some contradictory analysis results, the results of this study might 

facilitate to support or refute some existing theories 

 

 

DELIMITATION OF THE STUDY 

The present study was delimited to the Hazara Division. Moreover, it was further delimited 

to Public Sector Universities that included The University of Haripur, Hazara University, 

Mansehra and Abbottabad University of Science and Technology. 
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POPULATION 

The population of the study comprised of 600 faculty members in Hazara Division that 

included three universities namely, Hazara University, Mansehra; University of Science and 

Technology; and University of Haripur. 

 

SAMPLE 

The sample of the study constituted 300 faculty members from Public Sector Universities in 

Hazara Division. The 100 faculty members selected from each aforementioned Universities. 

The simple random sampling technique was used in the current research. The sample of 

the study selected according to the guidelines given in “Research Advisor, 2006 with 5% 

margin of error. According to this document, out of 600, the 300 Faculty members were 

selected. 

 

RESEARCH INSTRUMENTS 

The three questionnaires used in the current research. The Job Satisfaction Questionnaire 

(JSQ) developed by (Vitell & Davis 1990) having 30 statements using five Point Likert-

scales i.e. “strongly disagree to strongly agree”.  

 

DATA COLLECTION 

The three aforementioned questionnaires used to collect the data from the respondents. 

The researcher visited each University to collect the data. The departmental approval 

obtained before administering the tools. The collected data then entered in Excel for 

further process. 

 

DATA ANALYSIS 

Comparison of job satisfaction among universities 

 

  
Sum of 

Squares 
df Mean Square F Sig. 

JS Between 

Groups 
.369 2 .184 

0.362 0.697 
Within Groups 151.500 297 .510 

Total 151.868 299  

The table delineated the inferential statistics for comparison of among universities in 

Hazara Division. The job satisfaction (Sum of Square between groups = 0.369, df = 2, Mean 

Square = 0.184) and (Sum of Square within groups = 151.500, df = 297, Mean Square = 

0.510) with F value (0.362) and p value (0.697) that statistically found non-significant at 

0.05 level. 
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Table  Comparison of job performance among universities 

 

  
Sum of 

Squares 
df Mean Square F Sig. 

JP Between 

Groups 
1.845 2 .922 

4.710 0.010 
Within Groups 58.153 297 .196 

Total 59.998 299  

 

The table demonstrated the inferential statistics for comparison of among universities in 

Hazara Division. The job performance (Sum of Square between groups = 1.845, df = 2, Mean 

Square = 0.922) and (Sum of Square within groups = 58.153, df = 297, Mean Square = 

0.196) with F value (4.710) and p value (0.010) that statistically found significant at 0.05 

level. 

 

Table  Tukey’s HSD one-way ANOVA for multiple comparisons among universities. 

 

(I) Universities (J) Universities Mean Difference (I-J) Std. Error Sig. 

UOH HU .10057 .06258 .244 

AUST .19200* .06258 .007 

HU AUST .09143 .06258 .311 

* The mean difference is Significant at 0.05 level. 

 

The table revealed Tukey’s HSD post-hoc test applied for multiple comparison of groups in 

which University of Haripur with Hazara University (Mean Difference = 0.10057, SE Mean = 

0.06258) with p-value (0.244 > (0.05) found non-significant. Moreover, comparison 

between University of Haripur and AUST (Mean Difference = 0.19200, SE Mean = 0.06258) 

with p-value (0.007 < (0.05) found statistically significant. 

In addition, comparison of Hazara University with AUST (Mean Difference = 

0.09143, SE Mean = 0.06258) with p-value (0.311 > (0.05) found non-significant. 

 

Table 4.7 Tukey’s One-way Post-hoc homogenous subset for comparison between groups 

on job performance. 

 

 University N 
Subset for alpha = 0.05 

1 2 
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Tukey HSDa 

AUST 100 3.5534  

HU 100 3.6449 3.6449 

UOH 100  3.7454 

Sig.  .311 .244 

Means for groups in homogeneous subsets are displayed. 

a. Uses Harmonic Mean Sample Size = 100.000. 

 

The normality and homogeneity of variances test revealed in table in which the data 

satisfied the assumptions for ANOVA test. The ANOVA test showed the overall comparisons 

which was statistically significant among three groups (F value = 4.710, p value 0.010). 

Post-hoc test further pointed out where the exactly difference lied. The subset 1 that 

included AUST and Hazara University have approximately same mean values but this 

subset is differ from subset 2 that showed difference in mean value (3.7454) of University 

of Haripur. The overall model found significant but the homogenous subset identified the 

exact difference between groups. 

 

Table  Comparison of job commitment among universities 

 

  
Sum of 

Squares 
df Mean Square F Sig. 

JC Between 

Groups 
49.576 2 24.788 

76.742 0.000 
Within Groups 95.932 297 .323 

Total 145.507 299  

The table exhibited the inferential statistics for comparison of among universities in Hazara 

Division. The job commitment (Sum of Square between groups = 49.576, df = 2, Mean 

Square = 24.788) and (Sum of Square within groups = 95.932, df = 297, Mean Square = 

0.323) with F value (76.742) and p value (0.010) that statistically found significant at 0.05 

level. 

 

Table  Tukey’s HSD one-way ANOVA for multiple comparisons among universities. 

 

(I) Universities (J) Universities Mean Difference (I-J) Std. Error Sig. 

UOH HU .73471* .08037 .000 

AUST .94941* .08037 .000 

HU AUST .21471* .08037 .022 

* The mean difference is Significant at 0.05 level. 
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The table displayed Tukey’s HSD post-hoc test applied for multiple comparison of groups in 

which University of Haripur with Hazara University (Mean Difference = 0.73471, SE Mean = 

0.08037) with p-value (0.000 < (0.05) found significant. Likewise, comparison between 

University of Haripur and AUST (Mean Difference = 0.94941, SE Mean = 0.08037) with p-

value (0.000 < (0.05) found statistically significant. 

Furthermore, comparison of Hazara University with AUST (Mean Difference = 

0.21471, SE Mean = 0.08037) with p-value (0.022 < (0.05) found significant at 0.05 level. 

 

Table 4. Tukey’s One-way Post-hoc homogenous subset for comparison between groups on 

job commitment. 

 University N 
Subset for alpha = 0.05 

1 2 3 

Tukey HSDa 

AUST 100 3.2682   

HU 100  3.4829  

UOH 100   4.2176 

Sig.  1.000 1.000 1.000 

Means for groups in homogeneous subsets are displayed. 

a. Uses Harmonic Mean Sample Size = 100.000. 

 

The normality and homogeneity of variances test revealed in table in which the data 

satisfied the assumptions for ANOVA test. The ANOVA test showed the overall comparisons 

which was statistically significant among three groups (F value = 76.742, p value 0.000). 

Post-hoc test further pointed out where the exactly difference lied. The each subset is 

different from other one. The subset 1 (3.2682) < subset 2 (3.4829) < subset 3 (4.2176) 

indicated difference in mean value. The overall model found significant but the 

homogenous subset identified the exact difference between groups. 

 

CONCLUSIONS 

The social factor that contributed to the job satisfaction of faculty members. Therefore, it 

concluded that positive relationship with co-workers; flexibility and positive behavior of 

other staff members affect job satisfaction of faculty members. The professional traits of 

teachers enhanced their job performance in the organization. Hence, it concluded that 

effective communication skills, goal oriented attitude of teachers, adaptability according to 

the situation and most importantly creativity in job description contributed to their good 

performance in the institution. 
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RECOMMENDATIONS 

It suggested that HEC may introduce uniform policies that included fair rules and 

regulations for teachers and it promote teachers’ job satisfaction level. As a result, the 

performance of the teachers will be improved as evident that job satisfaction and 

performance are positively correlated to each other.It suggested that authorities might 

initiate professional programs for teachers to increase their professional growth, 

management skills, and work engagement skills .It recommended that teachers’ 

performance might be increased by giving them incentives and training programs be 

introduced to increase their performance. It suggested that HEC may introduce uniform 

policies that included fair rules and regulations for teachers and it promote teachers’ job 

satisfaction level. As a result, the performance of the teachers will be improved as evident 

that job satisfaction and performance are positively correlated to each other. 

 

REFERENCES: 

Abramis, D.J. (1994). Work role ambiguity, job satisfaction, and job performance: Meta-

analysis and review. Psychological Reports, 75(4), 1411-1433. 

Ahmad, I., Gul, R. (2021). Impact of Online Service-Learning on Civic and Social Justice  

             Behavior of Undergraduate Laboratory-Based Graduates. Human Arenas   

https://doi.org/10.1007/s42087-021-00244-9 

Ali, I., Gul, R., Khan, S. S., Karim, K. (2021). An Evaluative Study of English Contrastive  

            Rhetoric in Pashtu Speaking Areas of Pakistan: A Case Study of District Swat.  

LINGUISTICA ANTVERPIENSIA, Volume 2021, Issue-1. PP. 2183 - 2203 

Allport, G.W. (1954b). The nature of prejudice. Cambridge: Addison Wesley. Alonderiene, R. 

(2010). Enhancing informal learning to improve job satisfaction: Perspective of 

SMEs managers in Lithuania.Baltic Journal of Management, 5(2), 257-287. 

Ayub, A., Gul, R., Ali, A., Rauf, B., M. (2021).Cultural and Educational Stress: A Case Study  

            Of Brahui Speaking ESL and EMI Periphery Students. Asian EFL Journal. 28(2.3). 

https://www.elejournals.com/asian-efl-monthly-editions/aej-monthly-edition- 

2021/volume-28-issue-2-3-april-2021/ 

Borg, M. G., & Riding, R. J. (1991).Occupational stress and satisfaction in teaching.British 

Educational Research Journal, 17(3), 263–81. 

Bukhari, S, K, S.; Said, Hamdan; Gul, R; Seraj, P, M, I. (2021).Barriers to sustainability at  

Pakistan public universities and the way forward. International Journal of 

Sustainability    in Higher Education . doi.org/10.1108/IJSHE-09-2020-0352. 

Bukhari, S. K. U. S., Gul, R., Bashir, T., Zakir, S., &Javed, T. (2021). Exploring managerial skills 

of Pakistan Public Universities (PPUs)’ middle managers for campus sustainability. 

https://doi.org/10.1007/s42087-021-00244-9
https://www.elejournals.com/asian-efl-monthly-editions/aej-monthly-edition-
https://publons.com/journal/9081/
https://publons.com/journal/9081/
https://doi.org/10.1108/IJSHE-09-2020-0352


4357 | Zeeshan Haider               Job Satisfaction, Performance And Commitment Of 

Faculty Members At University Level 

 
 

Journal of Sustainable Finance & Investment, 1-19. doi: 

10.1080/20430795.2021.1883985     

Campbell, R. J. & Neill, S. R. St. J. (1994).Secondary teachers at work.London: Routledge. 

Campbell, R.J., Kyriakides, L., Muijs, R. D. & Robinson, W. (2004).Effective teaching and 

values: Some implications for research and teacher appraisal.Oxford Review of 

Education, 30(4), 451-465. 

Cohen-Charash, Y., & Mueller, J. S. (2007). Does perceived unfairness exacerbate or mitigate 

interpersonal counterproductive work behaviors related to envy? Journal of Applied 

Psychology, 92(4), 666-680. 

Creemers, B. P. M. (1994). Effective instruction: An empirical basis for a theory of 

educational effectiveness, in D. Reynolds (Ed.), Advances in school effectiveness 

research and practice. Oxford: Pergamon. 

Creemers, B. P. M. (1996). Effective schools and effective teachers: An international 

perspective.Warwick, CREPE Occasional Paper, University of Warwick. 

Fuller, E F. (1969).Concerns for teachers: A developmental perspective.American 

Educational Research Journal, 6(1), 207-226. 

Goh,  T.  N.  (1996). A framework for quality assurance in teaching.Total Quality 

Management, 7(2), 183-188 

Gul, R., Tahir., Ishfaq, U., Batool, T. (2021). Impact of Teachers Workload on their Time  

            Management Skills at University Level. Indian Journal of Economics and  

            Business.20(3).  

Gul, R., Zakir, S., Ali, I., Karim, H., Hussain, R. (2021). The Impact of Education on Business  

            Opportunities for Women Entrepreneurs in Public & Private Television 

Advertisements  

             in Pakistan. Industrial Engineering & Management Systems, 20 (2): pp.140-147 

             DOI: https://doi.org/10.7232/iems.2021.20.2.140 

Gul, R., Talat, M., Mumtaz, M., Shaheen, L. (2021). Does Intelligence Matters in Teaching?  

             Exploring the Impact of Teachers Intelligence on Teaching Pedagogies of Secondary  

             School Science Teachers. Multicultural Education, 7(3). doi: 

10.5281/zenodo.4647944. 

Gul, R., Ayub, A., Mazhar, S., Uddin, S., S., Khanum, M. (2021). Teachers’ Perceptions on 

Students’ Cultural and Linguistic Diversity and its Impact on their Approaches 

towards Culturally Teaching Practices. TESOL International Journal, 16 (3.2). 

Gul, R., Kanwal, S., & Khan, S. S. (2020). Preferences of the Teachers in Employing Revised  

https://doi.org/10.7232/iems.2021.20.2.140


4358 | Zeeshan Haider               Job Satisfaction, Performance And Commitment Of 

Faculty Members At University Level 

 
 

             Blooms Taxonomy in their Instructions. Sir Syed Journal of Education & Social  

              Research, 3(2), 258-266. Doi: 139- Article Text-1546-2-10- 20200702.pdf 

Gul, R., Khan, S. S., & Akhtar, S. (2020). Organizational Politics as Antecedent of Stress in 

Public Sector Universities of Khyber Pakhtunkhwa. International Review of 

Management and Business Research, 9(2), 150-161. Doi:10.30543/9-2(2020)-1I 

Gul, R., Khan, S. S., Mazhar, S., & Tahir, T. (2020). Influence of Logical and Spatial  

            Intelligence on Teaching Pedagogies of Secondary School Teachers. Humanities & 

            Social Sciences Reviews, 8(6), 01-09. https://doi.org/10.18510/hssr.2020.861 

Gul, R., Khilji, G. (2021). Exploring the need for a responsive school curriculum to cope with 

the Covid-19 pandemic in Pakistan. Prospects. https://doi.org/10.1007/s11125-

020-09540-8. 

             Link: https://core.ac.uk/download/pdf/228237475.pdf 

Gul, R., Tahir, T., Ishfaq, U. (2020). Teaching as a Profession, Exploring the Motivational  

           Factors, and the Motives to Stay in the Field of Teaching. Ilkogretim Online - 

Elementary  

           Education Online,2020; 19(4):4560-4565. doi: 10.17051/ilkonline.2020.04.764861. 

Gul, R., & Rafique, M. (2017). Teachers Preferred Approaches towards Multiple Intelligence  

             Teaching: Enhanced Prospects for Teaching  Strategies. Journal of Research & 

             Reflections in Education (JRRE), 11(2). pp 197-203.  

Gul, R., & Reba, A. (2017). A Study of Multiple Intelligence and Social Profiles of Secondary 

School Teachers, Peshawar. Journal of Applied Environmental and Biological 

Sciences, 7(6), 226-235. 

Handyside, J. D. (1961). Satisfaction and aspirations.Occupational Psychology, 35, 213-243. 

Hargreaves, A. (1995). Changing teachers, changing times teachers’ work and culture in the 

postmodern age.London: Cassell. 

Herzberg, F. I., Mausner, B., Peterson, R. O. &Capwell, D.R.  (1957).  Job  attitudes: Review of 

research and opinion. Pittsburgh, PA:  Psychological Service of Pittsburgh. 

Herzberg, F., Mausner, B. &Snyderman, B. (1959).The motivation to work.Chichester: Wiley. 

Hextall, I. & Mahoney, P. (1998).Effective teachers, effective schools.London: Biddles. 

 

Huberman, M., Thompson, C. L., &Weiland, S. (1997). Perspectives on the teaching career. 

In B. J. Biddle, T. L. Good & I. F. Goodson (Eds), International hand-book of teachers 

and teaching, Dordrecht: Kluwer. 

https://doi.org/10.1007/s11125-020-09540-8
https://doi.org/10.1007/s11125-020-09540-8
http://dx.doi.org/10.17051/ilkonline.2020.04.764861


4359 | Zeeshan Haider               Job Satisfaction, Performance And Commitment Of 

Faculty Members At University Level 

 
 

Iftikhar, A. (1997). Professionalism in teaching. Paper presented in a seminar at Ali 

Institute of Education, Lahore Retrieved from 

http://www.renaissance.com.pk/jlauref972.html. 

Jerald, G., Robert, A. B. (2000). Behaviour in organizations.NewJersy: Prentice-Hall. Jex, S. 

M. (2002). Organizational psychology: A scientific practitioner approach.New York: 

John Wiley. 

Kushman, J. W. (1992).Teacher workplace commitment.Educational Administration 

Quarterly, 28(4), 5–42. 

Law, S. & Glover D. (2000). Educational leadership and learning: Practice, policy and 

research.Buckingham: Open University Press. 

Locke, E. A. (1976). The nature and causes of job satisfaction.In M. D., Dunenette (Eds), 

Handbook of industrial and organizational psychology, Chicago, IL: Rand 

McNally.pp.1297-1349. 

Locke, E. A., & Latham, G. P. (1984).Goal-setting: A motivational technique that works! 

Englewood Cliffs, NJ: Prentice-Hall. 

McGaw, B., Piper, K., Banks, D., & Evans, B. (1992).Making schools more effective. 

Hawthorn, Victoria: Australian Council for Educational Research 

Nelson, N. (2006). A little appreciation can go a long way toward employee job satisfaction. 

Employment Relations Today, 33(1), 19-26. 

Pollard, A. (1990) Learning in primary schools: An introduction for parents, governors and 

teachers.London: Cassell. 

Pool, S., & Pool, B. (2007). A management development model: Measuring organizational 

commitment and its impact on job satisfaction among executives in a learning 

organization.Journal of Management Development, 26(4), 353–369. 

Robbins, S. P. & Coulter, M. (1996).Management.New York: Prentice Hall. Robbins, S. P. 

(2001). Organizational behavior.New Jersey: Prentice Hall. 

Robbins, S. P. (2005). Organizational Behavior(7th Ed). New Jersey: Pearson Prentice Hall. 

Sergiovanni, T. (1967).Factors which affect satisfaction and dissatisfaction of teachers. 

Journal of Educational Administration, 5(1), 66–83. 

Sharma, J. P. Bajpai, N. (2011). Salary satisfaction as an antecedent of job satisfaction: 

Development of a regression model to determine the linearity between salary 

satisfaction and job satisfaction in a public and a private organization.European 

Journal of Social Sciences, 18(3), 450-461. 

http://www.renaissance.com.pk/jlauref972.html


4360 | Zeeshan Haider               Job Satisfaction, Performance And Commitment Of 

Faculty Members At University Level 

 
 

Spain, S. M., Miner, A. G., Kroonenberg, P. M. &Drasgow, F. (2010). Job performance as 

multivariate dynamic criteria: Experience sampling and multi way component 

analysis. Multivariate Behavioral Research, 45(4), 599-626. 

Varela, O. E. & Landis, R. Z. (2010).A general structure of job performance evidence from 

two studies.Journal of Business Psychology, 25(2), 625-638 

Westover, J. H. and Taylor, J. (2010).International differences in job satisfaction: The effects 

of public service motivation, rewards and work relations.Productivity and 

Performance Management, 59(3), 8, 811-828. 

Yong, B.C. (2006). The career commitment of primary teachers in Brunei Darussalam: 

Perceptions of teaching as a career. Research in Education, 62(4), 1-7. 

 


