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Abstract
Education is very important for the developing nations for their survival in global competitive environment.
Quality education is almost impossible without satisfaction and commitment of the teachers. This study is aimed
to find the influence of compensation and demographical impact on the commitment and job satisfaction of the
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teachers. The data was collected from 169 faculty members; SPSS was used to analyze the data. The findings of
the study indicate that compensation is positively associated with both teacher’s commitment and job satisfaction.
Findings of the study also revealed that married and female teachers are more satisfied and committed with their
institutions. Similarly satisfaction and commitment level of the teachers increased with the increase in their job
experience.
Keywords: Compensation, Teachers commitment, Job satisfaction, Demographics, University
1. Introduction
To increase the company’s profits and development customers satisfaction is necessary (Dubrovski, 2001).
Previous researchers have concluded that employees are the real assets for the organizations, and to satisfy
customers, organizations must satisfy their employee’s requirements (Nebeker et al., 2001). Customer’s
satisfaction and organizations performance is the result of its employee’s satisfaction. Teachers are the
employees of the educational organizations, and their satisfaction can promote teaching and research quality. So,
teacher’s requirements must be fulfilled to achieve the quality in the educational sector and research.
Every year top ranked colleges of education send forward their graduates into the school system in order to meet
the increasing demand for the teachers. In spite of large number of graduates, there is still shortage of teachers in
specialized areas (Olstad & Beal, 1984). A study indicates that most of the graduates are there who never starts a
teaching carrier (Heyns, 1988), and approximately 50% of the teachers leave within first five years (Rosenholtz,
1989; Wise, Darling-Hammond, & Berry, 1987). According to Murnane, Singer and Willett (1988), each year 5%
to 8% teachers leave this profession.
One study indicates that teaching tends to be categorized by comparatively lofty attrition as compared to other
professions such as engineering, medical and law etc. (Anderson, Stacey, Western, & Williams, 1983). Lortie
(1975) concluded that easy access to teaching and low compensation might be the reason of high attrition of
teachers. He found that few teachers expect to teach until their retirement.
Teacher’s commitment to teaching profession plays a vital role in determining whether he/she remains in this
profession (Chapman, 1983; Chapman, & Lowther, 1982). Teachers commitment is the result of Personal
characters like, marital status, gender, education level (Hrebiniak and Alutto, 1972; Angle and Perry, 1983;
Mottaz, 1988; Iverson and Buttigieg, 1999), Job related characteristics like work or job, perceived organizational
support and relations with coworkers etc. (McClurg, 1999; Eisenberger et al., 1986; Mottaz’s, 1988) and job
involvement (Hrebiniak and Alutto’s, 1972; Ahmed and Islam, 2011). A large study at united state revealed that
female and married women having children are more committed and likely to remain in this profession (Heyns,
1988).
Peril and Promise (2000) argued that Pakistan is a developing country and for them education is very essential, if
they want to be in the list of developed nations. Their educational sector is far behind and needs lots of
improvement regarding faculty members. Lee (2004) added that one of the major reasons for the lack of
teacher’s commitment and job satisfaction is compensation that is being offered. By identifying the impact of
compensation, teacher’s commitment can be increased and their level of satisfaction could be increased.
1.1 Objective of the study
Objectives of the study are as follows:
1) To analyze the employee’s compensation, teacher’s commitment and teachers job satisfaction in University
of the Punjab, Lahore, Pakistan.
2) To explore up to what extent compensation influence on teachers commitment and job satisfaction in
University of the Punjab, Lahore, Pakistan.
3) To explore the demographical (i.e. gender, marital status and job experience) impact on the teachers
commitment and job satisfaction at University of the Punjab, Lahore, Pakistan.
2. Literature Review
2.1 Teacher’s Commitment
Coladarci (1992), has defined the term teachers commitment as, the degree of psychosomatic affection to the
profession of teaching, and according to Allen and Meyer (1990), may take three forms i.e. (1) Affective, (2)
Normative and (3) Continuance. Two well accepted dimensions of the commitment are affective and continuance
commitment. According to Allen and Meyer (1990), Affective Commitment is the result of employee’s
emotional attachment with the organization and Continuance Commitment is the result of cost associated with

36

ISSN 1833-3850

E-ISSN 1833-8119

www.ccsenet.org/ijbm

International Journal of Business and Management

Vol. 7, No. 4; February 2012

leaving the organization and Normative Commitment is the result of employee’s feeling of obligation to be a part
of the organization. Commitment is been researchable topic for the researchers for many years because of its
desirable results i.e. reduction in absenteeism, reduce turnover, improve in performance and increase in
profitability etc. (Mathieu and Zajac, 1990; Meyer and Allen, 1997; Iverson and Buttigieg, 1999; Jaramillo et al.,
2005). Commitment can either be judged by looking at the degree of abrasion and the reason for it, or by asking
the teachers whether they will choose this profession the present day again or not. Some findings from similar
studies indicate that teachers of high ability leave their teaching carrier earlier than others (Schlechty & Vance,
1981; Lyson & Falk, 1984) and primary pre service teachers to be more committed then secondary pre service
teachers (Evans & Tribble, 1986).
Researchers have found positive relationship between commitment and job satisfaction (Heyns, 1988; Culver,
Wolfle, & Cross, 1990; Darling-Hammond, 1990; Watson, Hatton, Squires, & Soliman, 1991). All those who
leave this profession are found to be exhausted by poor working conditions, financial reasons and administrative
factors (Darling-Hammond, 1990). Teachers not only leave this profession because of dissatisfaction and
frustration, but some other factors influence on their decision to leave this profession i.e. lucrative employment,
activities of their interest etc. (Murnane, Singer & Willett 1988). Farber (1991), argued that all those who leave
this profession say that their new career lends enhanced meaning to their lives, and all those who stay with this
profession say that they are satisfy and enjoy what they are doing.
Demographical characteristics have been mostly studied as antecedents of organizational commitment. In this
model gender, marital status and experience are used as demographical personal characteristics. Marital status is
positively associated with organizational commitment (Hrebiniak and Alutto, 1972; Angle and Perry, 1983;
Mottaz, 1988; Iverson and Buttigieg, 1999). According to this theory, Academies who are married and having
children are more committed with their organizations as compared to those who are unmarried (Hackett et al.,
1994; Iverson, 1992). Gender and organizational commitment has inconsistent results. According to some
researchers women’s are more committed with their organizations (Wahn’s, 1998; Mathieu and Zajac, 1990).
While Ngo and Tsang (1998), found insignificant relationship between gender and organizational commitment.
According to Hrebiniak and Alutto’s (1972), tenure or experience is positively associated with the organizational
commitment, unless outweighed by associated negative factors.
2.2 Teachers Job Satisfaction
Teacher’s job satisfaction has been discussed more frequently by the researchers as compared to the teacher’s
commitment, often in relationship with burnout and stress (Kyriacou & Sutcliffe, 1979; Jackson, Schwab, &
Schuler, 1986). Satisfaction may be examined in the context of prospect: if the expected factors are fulfilled then
he/she is satisfied with the job (Steers & Rhodes, 1979).
Job satisfaction is always classified in two categories i.e. (a) intrinsic job satisfaction and (b) extrinsic job
satisfaction (Chase, 1985; Herzberg, 1966; Holdaway, 1978). Intrinsic satisfaction is determined by self
determined job related rewards and is related to self- fulfillment and self-determination. Furthermore extrinsic
satisfaction comes through power, compensation and rewards etc. (Lortie, 1975; Steers & Rhodes, 1979).
As compared to other professions, teaching has little to offer in the way of external rewards: financial rewards
differ from beginning teachers to experienced teachers and professional rank is low. On the other hand teaching
is stress oriented service occupation and the acquisition of intrinsic reward. Goodlad (1984) pointed out that all
those individuals who choose teaching profession because of inheriting are more satisfied and committed and all
those who choose this profession because of some economic reasons are less committed and satisfied.
As a crux it can be concluded that teachers are a satisfied group (Goodlad, 1984; Chase, 1985; Watson, Hatton,
Squires, & Soliman, 1991) and those who remain in this profession tends to experience greater satisfaction as
compared to those who leave (Heyns, 1988). Cross sectional analysis indicates that female teachers are more
satisfied as compared to the male teachers (Havighurst, 1964; Chapman & Lowther, 1982; Heyns, 1988; Watson,
Hatton, Squires, & Soliman, 1991), married teachers are more satisfied as compared to the unmarried teachers
(Lortie,1975; Goodlad, 1984), and those who are specialized found to be more satisfied (Havighurst, 1964).
2.3 Compensation, Teacher’s Commitment and Job Satisfaction
Job satisfaction can affectively be understood after knowing some major discussion of the industrial psychology.
Concept of job satisfaction is related to this field and duality theory of Herzberg (1959) is one of its major
propositions. Job satisfaction, in higher education, has been rarely examined and studies suggest that there is
little unity in job satisfaction at college and university level. According to Herzbergs (1959) job satisfaction is a
function of motivator that give job satisfaction and hygiene which results job dissatisfaction. Danlortie (1975)
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teachers seek three types of rewards in their career: (1) extrinsic (2) ancillary and (3) intrinsic. An extrinsic
reward means money and power etc. Thoms, Dose, and Scott, (2002) argued that job satisfaction means how
happy an individual is through his/her job related activities. On the other hand teacher’s job satisfaction means
degree to which a person’s job related need are met (Evans, 1997).
Kreitner and Kinicki (2006) developed a need fulfillment model and they argued that financial reward is one of
the factors that produce job satisfaction. Khojasteh (1993), found pay and security as greater motivators and
salary packages are of great importance that create job satisfaction (Grace & Khalsa, 2003). Researchers added
that top factors that create greater job satisfaction includes financial rewards, faculty workload (Miller et al.,
2001) and higher compensation helps in producing higher job satisfaction (Boyt et al., 2000).
According to some researchers if workers are satisfied with organizational environment i.e. compensation and
leadership than they are more committed with their organizations Opkara (2004). Samad (2007) concluded that
compensation cannot be ignored because this factor influence on employees commitment, job satisfaction,
turnover and employees performance. On the basis of above stated literature we can conclude that compensation
has positive association with job satisfaction and commitment. It is also logical that certain demographical
factors (marital status, gender and job experience) influence on job satisfaction and teachers commitment with
their organizations.
3. Research Model
Insert Figure 1-here
3.1 Hypothesis
H1: There is positive association between compensation and job satisfaction.
H2: There is positive association between compensation and teachers commitment.
H3: Married teachers are more satisfied with teaching as compared to unmarried teachers.
H4: Female teachers are more satisfied with their jobs as compared to male.
H5: Experienced teachers show greater satisfaction with their jobs.
H6: Married teachers are more committed with their organizations as compared to unmarried teachers.
H7: Female teachers are more committed with their organizations as compared to male.
H8: Experienced teachers are more committed with their organizations.
3.2 Research Methodology
Population of the study included all the faculty members of the University of the Punjab, Lahore, Pakistan. The
University has 5 campuses, 13 departments, 9 colleges and over 620 permanent faculty members. To meet the
time constraints, a method of probability sampling, multi stage sampling was used. At the first stage
Quaid-e-Azam campus and at the second stage 4 faculties (i.e. faculty of commerce, economics, management
sciences and faculty of engineering and technology) were selected. In third and last stage, 250 faculty members
(both permanent and visitors) on the basis of stratified sampling technique were selected. A total of 250
questionnaires were distributed among the selected faculty members and 169 responded back (response rate
67.6%). SPSS 17.0 was used for data analysis.
3.3 Instrument development
A comprehensive questionnaire of 31 statements was developed. Out of which first 18 questions were belonged
to compensation which were developed by Heneman, and Schwb (1985), 6 questions were to measure the
teachers commitment, were taken from the research of Mowday, Steers, & Porter, (1979), similarly the questions
on job satisfaction were taken from the study of Cook et al. (1981).
4. Data analysis and discussion
Descriptive statistics are given in table 1; it consists of the mean and standard deviation of the compensation,
teacher’s commitment and job satisfaction. Respondents were evaluated on the basis of five points likert scale
ranging from strongly disagree to strongly agree. The mean score of compensation is 3.042 which represents that
respondents are very near to neutral with their overall compensation. Similarly the mean score of teacher’s
commitment and job satisfaction is also near to neutral. In summing up we can conclude that respondents of
university of the Punjab are very neutral about compensation, job satisfaction and commitment.
Results of independent regression are shown in Table 2. The table indicates the relationship of compensation
with the job satisfaction and commitment of the teachers. Findings of the table show that there is positive and
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significant relationship between compensation and job satisfaction(r=0.312, p<0.01). Similarly compensation
and teachers commitment are also positively and significantly associated with each other (r =0.667, p<0.01).
From these findings it can be inferred that compensation enhances job satisfaction and teacher’s commitment
and better compensation packages enabled them to be more committed with their organizations.
Respondents were also evaluated on the basis of certain demographical characteristics. Table 3 shows t-test
findings used to find out the differences between variables for job satisfaction. Findings of the table show that
there is significant difference between gender and marital status with job satisfaction (p<0.05). While looking at
the differences, mean score shows that females (M=3.10) are more satisfied with their jobs as compared to male
ones (M=3.01) and married teachers (M=3.15) are more satisfied as compared to the single ones (M=3.00).
Table 4 shows the results of one way ANOVA to find the level of job satisfaction among respondents on the basis
of their experience. Findings show that there is significant relationship between experience and job satisfaction
(p<0.05). Difference of mean score indicates that level of job satisfaction among teacher’s increases with the
increase in their experience.
Table 5 shows the results of simple T-test on the basis of gender and marital status on the commitment level of
the respondents to find the differences. The results show that there is significant relationship of gender and
marital status with commitment (p<0.05). Results of mean score revealed that female (M=3.16) are more
committed with their organizations as compared to males (M=3.01), and married respondents (M=3.07) were
found to be more committed as compared to unmarried (M=2.99).
Table 6 shows the results of one way ANOVA to find the commitment level among respondents on the basis of
experience. The result indicates a positive and significant relationship between employees job experience and
organizational commitment (p<0.05). While mean score indicates that the employee’s commitment with their
organization increases with the increase in the experience.
5. Conclusion
Findings of the study prove that compensation is positively and significantly associated with job satisfaction and
teachers commitment with their organizations. But the most positive and significant relationship was found
between compensation and teachers commitment. This means that to enhance the commitment level of the
teachers, organizations should give them better compensation packages. Similarly on the basis of gender, female
teachers were found to be more satisfied and committed with their organizations, and on the basis of marital
status married teachers were found to be more satisfied and committed. It was also witnessed that the level of job
satisfaction and teachers commitment with their institutions increases with the increase in their job experience. It
can be inferred from the study that if university wants to increase commitment level of their employees, they
should provide them better and competitive compensation packages. Similarly, employees were found to have a
great significance of compensation in their job as it is an important determinant of their job satisfaction. It can be
concluded from the study that offering better compensation will offer better returns to university as it will
directly affect satisfaction and commitment. This study is also helpful for demographical consideration of
workforce.
5.1 Future direction and limitations
This study consider only two independent variable to see the impact on teachers commitment and job satisfaction,
but there are many other variables like working conditions, recognition, training etc. that can be investigated to
see the impact on teachers commitment and job satisfaction. Similarly the study can be broadened by studying
the demographical effect on dimensions of commitment i.e. affective, continuance and normative.
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Table 1. Descriptive Statistics
N

Mean

Std. Deviation

Compensation

169

3.041

0.397

Teachers commitment

169

3.038

0.589

Job satisfaction

169

3.254

0.515

Valid N (listwise)

169

Table 2. Regression Analysis
R

r2

Β

P

Compensation- job satisfaction

0.312

0.097

0.405

0.000

Compensation – teachers commitment

0.665

0.442

0.721

0.000

Table 3. Simple t- test: to find the job satisfaction
Variable
Gender

Status

N

Mean

S.D

Male

92

3.01

0.58

Female

73

3.10

0.55

Married

84

3.15

0.62

Single

83

3.00

0.56

t- value

p

2.72

0.007

1.95

0.032

F- value

p

3.56

0.027

Table 4. One way ANOVA: to find job satisfaction
Variable

N

Mean

S.D

0-2 Years

18

3.16

0.44

2-5 Years

55

3.22

0.56

5-10 Years

51

3.27

0.52

Above10 years

41

3.42

0.58

Experience

Table 5. Simple t- test: to find Commitment
Variable
Gender

Status

42

N

Mean

S.D

Male

92

3.01

0.58

Female

73

3.16

0.55

Married

84

3.07

0.62

single

83

2.99

0.55

t- value

P

2.42

0.02

2.15

0.01
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Table 6. One way ANOVA: to find Commitment
Variable

Experience

N

Mean

S.D

0-2 Years

18

2.74

0.43

2-5 Years

55

2.99

0.63

5-10 Years

51

3.09

0.50

Above10 years

41

3.22

0.57

F- value

p

3.39

0.019

Job Satisfaction
Demographical
Variables
Compensation



Marital Status



Gender



Experience

Organizational
Commitment
Figure 1. Research Model
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