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Abstract:- 6 

The purpose of this study is to investigate the factors that affect job satisfaction of the 7 

different subgroups of workers in private universities. A survey of 600 workers was 8 

conducted regarding job satisfaction levels and what factors affect their level of satisfaction. 9 

Results indicate that remuneration, employee-organizational relationship, staff development 10 

and responsibility are important determinants of overall job satisfaction of  workers in  11 

private universities. University management should put more emphasis in improving 12 

remuneration as it turns out that remuneration is the variable that strongly  correlate with 13 

job satisfaction than the other determinants. We find that job satisfaction significantly differ 14 

among gender, staff, educational level and marital status. Though, job insecurity negatively 15 

correlate with job satisfaction, the test of significant shows that job insecurity does not 16 

affect job satisfaction. Surprisingly, autonomy and recognition negatively correlate with job 17 

satisfaction but the test of significant shows that recognition does not affect job satisfaction. 18 

Key Words:- regression, heterogeneity, job satisfaction, correlation 19 

 20 

1. Introduction 21 

Job satisfaction is defined as a pleasurable or positive emotional state resulting from the 22 

appraisal of one’s job or job experiences’ with important work-related outcomes for 23 

employees and the self-employed [1]. A well-managed business organization normally 24 

considers the average employees as the primary source of productivity gains. To ensure the 25 

achievement of firm goals, the organization creates an atmosphere of commitment and 26 

cooperation for its employees through policies that facilitate employee satisfaction. 27 

Satisfied employees then develops strong commitment to the firm resulting to greater 28 

productivity and lower labour turnover. Even though there is a widespread recognition of 29 

the importance of facilitating job satisfaction of employees so as to improve organizational 30 

commitment, there are varying perspectives on the means of doing this. The strength of an 31 

organization depends on the commitment of its employees and therefore every organization 32 

needs to understand the needs of its workers [2]. 33 

 34 
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The service sector is the largest sector in Ghana with the highest growth rate of 8.9 percent 35 

in 2014 [3]. The primary focus of this research is to provide an assessment of the major 36 

factors that determine job satisfaction of private university employees in Ghana. 37 

Knowledge on job satisfaction of employees in private universities in the country is 38 

important due to the rate at which the establishments of private universities are increasing 39 

in the country. Recently an extensive study on the growth rate of private universities in both 40 

Ghana and Nigeria have shown that, the past 10 years prior to 2013 when the study was 41 

conducted, the two countries have witnessed a growth rate of private universities exceeding 42 

1,133 percent [4]. According to the 2015 report by the National Accreditation Board of 43 

Ghana, private tertiary institutions train 37 percent of the nation’s tertiary students and 44 

employ roughly 40 percent workers in the tertiary institutions. The rapid increases in 45 

private universities have led to huge employee turnover rate within the industry as these 46 

private universities usually compete among themselves for quality teaching staff. It is 47 

therefore important for management in private universities to implement policies and 48 

programs that would raise the satisfaction levels of its employees so as to reduce labour 49 

turnover and increase their commitment to the university. 50 

 51 

Even though the literature on the determinants of job satisfaction of employees is many, 52 

most of these studies usually limit their research on job satisfaction theoretical models that 53 

pertain to a particular discipline and in doing this, they only select few variables that affect 54 

job satisfaction. Example, psychologist, sociologist and economist have models on job 55 

satisfaction that increase the psychological, sociological and economic wellbeing of the 56 

employee. Some good studies have broadened the analysis on the determinants of job 57 

satisfaction using all the factors that affect the psychological, sociological and economic 58 

needs of employees in an organization but these studies also assume that all employees in a 59 

particular organization are homogenous. However, this study looks at job satisfaction in a 60 

very useful dimension whereby employees in a particular industry are categorized into 61 

smaller subgroups so that the factors that affect their job satisfaction can be compared. It is 62 

likely that the satisfaction needs of married and unmarried workers might differ, and the 63 

satisfaction needs of workers with higher education are likely to be different from those 64 

with low education in the same industry. Workers in an industry are heterogeneous and 65 

therefore job satisfaction policies should be designed for each subgroup in that organization 66 

so that management can fully satisfy all the classes of employees in the organization. It is in 67 

this light that this study seek to investigate whether the determinants of job satisfaction of 68 

workers in private universities in Ghana can be homogeneously be applied to all the smaller                            69 

subgroups of the university employees. 70 

 71 
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The study is organized into five sections. The first section provides the background of the 72 

study. Section two briefly reviews the relevant literature on the topic. The third section 73 

describes the research design and the empirical framework for the analysis. Section four 74 

discusses the findings from the study and the final section concludes the study. 75 

 76 

2. Literature review 77 

Job satisfaction is defined as a pleasurable or positive emotional state resulting from the 78 

appraisal of one’s job or job experiences’ with important work-related outcomes for 79 

employees and the self-employed [1]. A more recent definition of the concept of job 80 

satisfaction includes multidimensional psychological responses to an individual's job, and 81 

that these personal responses have cognitive (evaluative), affective (or emotional), and 82 

behavioral components [5]. Affective job satisfaction is a subjective construct representing 83 

an emotional feeling that individuals have about their job [6]. Cognitive job satisfaction is a 84 

more objective and logical evaluation of various facets of a job. While cognitive job 85 

satisfaction might help to bring about affective job satisfaction, the two constructs are 86 

distinct, not necessarily directly related, and have different antecedents and consequences 87 

[7]. Several studies have suggested that moods are related to overall job satisfaction [8,9]. 88 

Negative emotions of an employee have a significant negative correlation to overall job 89 

satisfaction of that employee [10]. 90 

 91 

For workers to perform at their maximum level, they must have the necessary knowledge, 92 

abilities, and aptitudes to complete the task that are assigned to them at their workplace. 93 

However, it is also necessary that their personality, interests, and desires fit in with the 94 

characteristics of the work in such a way that, they are able to get the necessary satisfaction 95 

from the job they are doing [11]. In any particular industry, there is heterogeneity among 96 

professional workers working in that industry. In spite of the heterogeneity among 97 

professionals, there are some features common to the work of highly educated professionals 98 

that are relevant to understanding their job satisfaction [12]. Professionals have knowledge 99 

and skills in specific concepts and theories, and their work requires a specialized tasks 100 

which cannot be performed mechanically [13]. Considering heterogeneous nature of work 101 

task and the diversity of employee characteristics and behaviour at the working 102 

environment, it is proper to consider individual characteristics and specific work attributes 103 

in any job satisfaction study. Age of employee and higher academic qualification has been 104 

found to be positively correlated with job satisfaction [14, 15]. On the other hand, length of 105 

employment has been found to be negatively associated with job satisfaction [16]. 106 

 107 
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The literature of the determinants of employee job satisfaction can be categorized into three 108 

broad determinants; (1) social determinants, psychological determinants and the 109 

determinants that relates to economic incentives. Social determinant is simply the 110 

relationship of an employee at the workplace. Three main relationships have been found to 111 

affect employee satisfaction: (1) the employee–organization relationship, (2) the employee–112 

supervisor relationship, and (3) the employee–coworker relationship [17]. Authors such as 113 

Employee–supervisor relationship has been found to be a key factor that influences 114 

employee job satisfaction [18,19].  A study has shown that leadership style of an 115 

employee's supervisor has a positive effect on the organizational commitment and job 116 

satisfaction of an employee [20]. In particular, the extent to which an employee's supervisor 117 

provides encouragement and support to the employee concerning the employee's work is a 118 

strong determinant of the employee's attitude toward his or her job.  119 

 120 

Among the three major classification of the determinants of job satisfaction, economic 121 

incentives are the only determinant that employees usually negotiate with employers prior 122 

to their appointment. Economic incentives include compensations to employees, ancillary 123 

benefits like subsidized medical care, transportation allowance, rent allowance, child 124 

education, staff development and many more. [21] find income to be an important 125 

determinant of both overall job satisfaction, but [22] finds weak correlation between 126 

absolute income and job satisfaction. However, there seems a consensus on the link 127 

between ‘relative’ income and job satisfaction. A number of studies, including [23,24,21] 128 

find relative income as having an effect on job satisfaction. [25] concluded that a rise in pay 129 

has a positive influence on job satisfaction. However, they found that the components of 130 

compensation such as a flexible payment system or benefits do not affect an employee job 131 

satisfaction. Ancillary benefits can play a critical role in recruiting and retaining key 132 

employees in today’s competitive market. Yet some businesses still view an employee 133 

benefits package as an expense rather than an investment, and do not realize that a well-134 

designed benefit package can significantly increase their employees' job satisfaction. One 135 

of the fundamental practices in human resource management in today’s competitive 136 

environment is training of employees at the expense of the organization. [26] defines 137 

training as a systematic and planned effort to modify or develop knowledge, techniques and 138 

attitudes through experience with a view to achieving the desired performance in an activity 139 

or range of activities. In an empirical work, [27] concludes that implementing training 140 

practices aimed at developing human capital positively affects worker satisfaction.  A 141 

company that offers this range of ancillary benefits to its employees conveys a signal to 142 

show that it is interested in the full range of an employee's life, including problems that 143 

may happens in their lives beyond the workplace [28]. 144 

 145 



5 
 

3. Data and empirical framework 146 

  147 

The relevant literature and survey instruments developed by previous researchers provide 148 

the basis for developing the questionnaire in this study. The questionnaire developed from 149 

literature and previous studies was pretested and changes were made to reflect the 150 

characteristics of workers in private universities in Ghana. The questionnaire consists of 151 

three parts. Part I examines the demographic characteristics of the respondents. Part II 152 

measures the employee job satisfaction as a worker in a private university. Finally Part III, 153 

measures the explanatory variables that determines job satisfaction. The explanatory 154 

variables provided in the final questionnaire are obtained from literature and responses 155 

received from pre-testing of the initial questionnaire. In measuring an employee job 156 

satisfaction in private university, five major questions were asked. Similarly, a total of 30 157 

questions were asked, and these questions principally measures 7 major factors that 158 

determines employee job satisfaction. For each question, a 7-point Likert scale is used, with 159 

the value 1 representing strongly agree, and the maximum value 7 represents strongly 160 

disagree. These 30 questions cover the following determinants of job satisfaction; 161 

autonomy, remuneration, job insecurity, employee organizational relationship, recognition, 162 

work and responsibilities, and promotion and staff development. 163 

  164 

The target population for the study was all the full-time employees of private universities in 165 

the country. Random probability sampling technique was use to select 10 private 166 

universities out of the 61 private universities retrieved from the national accreditation board 167 

(NAB)1 website. Random numbers was first assigned to each private university and random 168 

tables were then used to select the 10 universities. Using quota sampling technique, a total 169 

of 600 questionnaires were distributed to workers in the 10 universities selected. All the 10 170 

private universities employs two thousand eight hundred and ninety six full time 171 

employees2. The university with the highest number of employee were assigned with the 172 

highest quota followed in that order. A sample size of 600 respondents constitute 20.1 173 

percent of the population. We believe that the information obtained from the sample size is 174 

likely to reflect that of the entire population. 175 

 176 

3.2 Empirical framework for data analysis 177 

 178 

The first analysis uses Descriptive statistics to explain the distribution of variables obtained 179 

from the survey. Frequencies and percentages are used to analyze the demographic 180 

                                                            
1 NAB is the institution responsible to maintain the standard of tertiary education in the country. They insure 
that all private universities operating in the country does not lower the standard of education in the country. 
2 The total staff population was obtained from the human resource department of the 10 universities sampled. 
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characteristics and we used factor analyses for job satisfaction questions and the 181 

explanatory variables. The factor analysis condensed the information contained in the 182 

original variables into a newly correlated composite of each of the major determinants. A 183 

variable is considered of practical significance and included in a factor when its factor 184 

loading is equal to or greater than 0.5. The satisfaction dimensions, which were extracted 185 

from the factor analysis, is then being used to construct an index for the explanatory 186 

variables autonomy, remuneration, job insecurity, employee organizational relationship, 187 

recognition, work and responsibilities and promotion and staff development. We then 188 

standardize the indexes that we have constructed such that the mean is zero and standard 189 

deviation is one. 190 

 191 

The specification for constructing the index is given as: 192 

 193 

ܺ ൌ
∑ ௙೔௚೔
೙
೔

଻௡∝
………………………………………………………………………….(1) 194 

 195 

Where X is an index for job satisfaction, autonomy, remuneration, job insecurity, employee 196 

organizational relationship, recognition, work and responsibilities, and promotion and staff 197 

development. 198 

 f represents the loading factor of the respective variable3  199 

g represent the level at which consumer agrees to the questions asked (based on choice of 200 

Likert scale value)4 for the respective variable 201 

n represents the number of questions under each of the variables been considered.  202 

The value 7 at the denominator represents the highest value on the Likert scale (i.e. strongly 203 

disagree) and, 204 

∝ represent the eigenvalue from the Cronbach’s Alfa estimation for the respective index 205 

been estimated.  206 

 207 

To investigate the differential impact of the explanatory variables, a regression model 208 

specification is estimated as: 209 

 210 

Y ൌ ଴ߚ ൅ ଵߚ ଵܺ ൅ ⋯൅ ௜ߚ ௜ܺ൅∝ ܼ ൅ ߣ ൅  211 (2) ………………………………………………ߝ

 212 

Where, 213 

                                                            
3 For any particular question to specifically measure a particular determinant, the loading factor is usually different. The 
higher the loading factor to a particular question, the more important that question is in explaining the global variable been 
measured. The loading factor is therefore serving as weight to any particular question. 
4 E.g. if a respondent answers a particular question strongly agree, then q=1 and in the same way if a person rather 
chooses undecided as an answer to a question then q=4.  
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Y represents the job satisfaction index 214 

 ଴ Represents the regression coefficient of the intercept 215ߚ

,ଵߚ  ௜ Represents the regression coefficients of the latent independent variables (i.e 216ߚ…

explanatory variables)  217 

X1,…,Xi  represents the latent independent variables such as autonomy, remuneration etc. 218 

∝ is a vector of regression coefficient of the observed control variables obtained from the 219 

demographic characteristics. 220 

Z represents the observed characteristics such as age, gender, education etc. which forms 221 

part of the covariates.  222 

 is regional fixed effect which captures the time invariant differences between the region 223 ߣ

which the universities are situated  224 

 is random error. 225 ߝ

 226 

In order to conduct heterogeneity analysis for these variables, we estimate the model below: 227 

Y ൌ ଴ߚ ൅ ଵߚ ଵܺ ൅ ⋯൅ ௜ߚ ௜ܺ ൅ ܦ௝ߛ ∗ ௝ܺ൅∝ ܼ ൅ ߣ ൅  228 (3)…….………………………………ߝ

Where, 229 

 have the same explanation as above.  230 ߝ and, ߣ ,∝, Z	X’s, ,ݏ′ߚ

The variable D is an indicator dummy which is equal to 1 when the respondent is in the 231 

treatment and 0 otherwise. 232 

 ௝ Represents the coefficient of the differential effect of the treatment  233ߛ

௝ܺ Represents any of the latent independent variables, and therefore the interaction term 234 

ܦ ∗ ௝ܺ gives the variable for the estimation of the differential effect. 235 

 236 

4. Results and discussions of findings 237 

4.1 Descriptive Statistics 238 

A total of 600 respondents were sampled to be interviewed. Out of the total sample of 600 239 

questionnaires distributed, 558 questionnaires were received. However, not all the received 240 

questionnaires were fully answered. For the 558 questionnaires returned, 34 questionnaires 241 

were partially completed and no questionnaire was returned empty. To avoid using 242 

incomplete information in the analysis, the 34 uncompleted questionnaires were excluded 243 

in the analysis. The remaining analysis in the chapter relies on the 524 questionnaires that 244 

was returned and completely answered and this forms 87.3 percent response rate. Table 1 245 

provides summary of the individual characteristics of the respondents.  246 

 247 

 248 

 249 
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 250 

 251 

Table 1: Socio-Demographic characteristics of the sample  252 

Source: Field Survey conducted by the authors 253 

 254 

Table 1 summarizes the socio-demographic information. The sample consist of 310 255 

(55.8%) male staff and 246 (44.2%) female staff. 37.2 percent of the respondents fall within 256 

the age group of 31 years to 40 years, whereas the rest of the age groups share the 257 

remaining percentage. Workers in the age brackets 51-60 constitute 3.82 percent only and 258 

this group is the smallest among the age-group classifications. 91.8 percent of the 259 

respondents have at least bachelor degree and, 60.3 percent hold either Master degree or 260 

 
Characteristics                    Category                          Number                      Percentage
  
Gender                                  Male                                   310                                       55.8 
                                              Female                               246                                       44.2 
                                              Total                                  556                                       100      
 
Age                                        20-30                                 128                                      18.32 
                                              31-40                                  246                                      37.21  
                                              41-50                                  96                                        29.58 
                                              51-60                                  53                                        3.82 
                                              Above 60                            33                                        11.07 
                                              Total                                  556                                       100      
 
Education                               PhD                                   57                                        10.3 
                                               Masters                             278                                       50.0 
                                               Bachelors                         153                                        27.6 
                                               Others                               68                                         12.1 
                                               Total                                 556                                       100 
 
Marital status                          Married                            433                                       77.86   
                                                Single                              123                                        22.14 
                                                Total                                556                                       100 
 
Staff status                              Teaching staff                  226                                       40.65 
                                                Non-teaching staff           330                                       59.35 
                                                Total                                556                                       100 
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PhD. Majority of the respondents as expected in a staff population with over 75 percent 261 

older than 30 years are married. The proportion of widows in our sample is only 1.9 percent. 262 

Table 2 summarizes the questions that seeks to find out the overall level of job satisfaction 263 

and the overall agreement to the determinants of job satisfaction used in the analysis. .From 264 

the table, 74.85 percent are happy with the level of job satisfaction whereas 12.59 percent 265 

are not happy. The remaining 12.69 percent are neither satisfied nor dissatisfied. More than 266 

60 percent agrees that they are satisfied with all the determinants of job satisfaction. 267 

Organizational relationship recorded the highest percentage (89.29%) of satisfaction by 268 

workers and job insecurity recorded the least percentage (40.07%) of satisfaction level by 269 

workers. Table 2 suggests that, a cordial relationship exist at their workplace. The low 270 

percentage in job insecurity suggests that workers in private universities in the country feels 271 

they are not secured at their workplace and therefore management should put in place 272 

measures that would boost their workers confidences about their job security. Although the 273 

rest of the determinants passed the median mark of 50 percent, they can still be improved 274 

so as to reduce lecturers that leave private universities to the public universities. 275 

 276 

Table 2: Determinants of Job Satisfaction 277 

Variable Strongly 
Agree 

Agree Somehow 
Agree 

Undecided Somehow 
Disagree 

Disagree Strongly 
Disagree 

 (%) (%) (%) (%) (%) (%) (%) 
Job satisfaction 9.44 44.09 21.26 12.6 7.87 4.72 0.00 
Autonomy 14.29 39.28 23.21 3.57 3.47 8.93 7.14 
Remuneration 5.56 27.78 20.37 14.81 7.41 14.81 9.26 
Job insecurity 5.36 23.21 12.50 10.71 12.50 16.07 19.64 
Organizational 
Relationship 

25.00 39.29 25.00 3.57 5.36 0.00 1.79 

Recognition and 
esteem 

11.32 43.40 26.42 3.77 7.55 5.66 1.89 

Work and 
responsibility 

12.96 44.44 24.07 12.96 0.00 1.85 3.71 

Promotion and 
staff dev. 

8.93 25.00 42.86 14.29 3.57 3.57 1.79 

Source: Field Survey conducted by the authors 278 
 279 

 280 

 281 

 282 

 283 

                                                            
5  strongly agree, agree and somehow agree are all summed together and interpreted as agree   
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4.2. Reliability analysis of questionnaire 284 

 285 

Table 3: Cronbach’s Alpha coefficients of assessing reliability of questions  286 

Perceived levels of attributes Factor No. of items Factor(α) 
Loading  

Job Satisfaction  6 0.73 
Presently happy with job 0.73   
Find real enjoyment in doing my work 0.64   
Prefer my job than average worker 0.71   
Happy balance between work and family 0.70   
Happy in most days doing my work 0.70   
    
Autonomy  5 0.72 
Freedom to correct daily problems at work 0.75   
Take part in decision on job duties 0.65   
Control on how to address daily work problems 0.57   
Act independently in my work 0.74   
Overall I exercise autonomy in my work duties 0.61   
 
Remuneration 

  
7 

 
0.90 

Remuneration system in the university is fair 0.90   
Satisfied with salary 0.88   
Average Salary is better than people with similar  
qualification  In other organization 

0.89   

Satisfied with existing salary structure 0.88   
Satisfied with employee assistance policy   0.90   
Satisfied with long term insurance policy 0.90   
on the whole satisfied with remuneration system              
Job insecurity       

0.88   

 
Job insecurity 

 
 

 
4 

 
0.63 

Disturbed about non-payment of salary                             0.51   
Worried about being moved to different department 0.71   
Appointment terminated at any time without damages 0.44   
Overall I feel insecure about my job 0.46   
 
Employee Organizational Relationship 

  
4 

 
0.85 

Happy with support from working colleagues                   0.82   
Happy with support from immediate boss 0.80   
Working colleagues does not discriminate against me 0.82   
In general, working environment is cordial  0.78   
 
Recognition and Esteem 

 
 

 
5 

 
0.80 

Superiors give me the recognition I deserve                                          
0.74 

  

Get support from superiors in difficult situations 0.80   
Satisfied with recognition received from management      0.72   
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Effort is making great impact in the institution 0.79   
Overall recognition system is fair and motivating  0.76   
 
Work and Responsibilities 

  
7 

 
0.63 

Typical work day task and duties are similar                     0.62   
Task and duties of my work is organized 0.60   
Received information from others on performance           0.56   
Possible to find out how well I am doing in my work 0.65   
Workload matches with my remuneration 0.50   
Assigned to the right job based on my responsibilities 0.55   
In general, satisfied with performance & 
responsibilities 

0.52   

 
Promotion and Staff Development 

  
6 

 
0.70 

Satisfied with the rate of staff development 0.67   
Promotion is based on merits 0.66   
Employee performance award system is fair 0.64   
Clear guidance policy on staff development 0.65   
Staff development is based on merits 0.67   
Overall general commitment on staff development is 
good 

0.67   

 287 

 288 

A reliability analysis (Cronbach’s alpha) is performed to test the reliability and internal 289 

consistency of satisfaction and expectation attributes measured. The results presented in 290 

table 3 show that the alpha coefficients for all satisfaction attributes were high, ranging 291 

from 0.62 to 0.89 and these figures are well above the minimum value of 0.5, which is 292 

considered acceptable as an indication of reliability of an internal consistency of a group of 293 

questions. The factor analysis condensed the information contained in the original variables 294 

into a newly correlated composite of staff job satisfaction dimensions. The factor loadings 295 

presented in Table 3 provides additional information in explaining the strength of the 296 

correlation of each sub-question that is used in measuring the main variable. Using the 297 

loading factor figures in Table 3, we construct an index for the variables job satisfaction, 298 

autonomy, remuneration, recognition and esteem, promotion and staff development, work 299 

and responsibilities, employee and organizational relationships, and job insecurity. These 300 

variables are constructed using the loading factor as weight as can be seen in equation (1). 301 

From the specification of equation (1), A particular variable is considered to be contributing 302 

highly to the index when it has a high loading factor and similarly, variables with low 303 

loading factor contributes less to the index. For example, out of the 6 test items used to 304 

measure an employee job satisfaction; presently happy with job has the highest loading 305 

factor of 0.73 and this is interpreted as having more weight in explaining employee job 306 

satisfaction than any of the remaining five items. Figure 1 presents the scatter plots of the 307 
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index and a regression line. The index of job satisfaction is on the vertical axis and each of 308 

the index of the determinant are on the horizontal axis. All the graphs in Figure 1 shows a 309 

positive association of each of the determinant with job satisfaction except job insecurity 310 

which does not show any relationship but these graph represents correlation between only 311 

two variables holding or other factors that affect job satisfaction constant. However, in the 312 

reality this is not the case, a lot factors simultaneously determine job satisfaction of a 313 

worker. Table 4 present multiple regression whereby all the factors that are likely to affect 314 

job satisfaction are included in the regression equation. 315 

 316 

Figure 1: Correlation between job satisfaction index and the each of the latent independent 317 

variable 318 

 319 
Note: Vertical axis is job satisfaction index and the determinants autonomy, remuneration, 320 

job insecurity, employee organizational relationship, recognition, and work and 321 

responsibility are the index constructed for each of the respective variables. 322 
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 323 

Table 4: Impact of determinants of employee job satisfaction 324 

Job Satisfaction  
Autonomy -0.29*** 
 (0.006) 
Remuneration 0.85*** 
 (0.101) 
Job insecurity -0.05 
 (0.05) 
Employee-organization 
relationship 

0.31*** 

 (0.056) 
Recognition                                     -0.218 
 (0.148) 
Responsibility 0.31*** 
 (0. 052) 
Staff development 0.44*** 
 (0. 074) 
Age 0.24** 
 (0.09) 
Education -0.28** 
 (0.11) 
Gender 0.31 
 (0.093) 
Marital Status -0.68*** 
 (0.202) 
Staff status 0.86*** 
 (0.086) 
Total observation 524 
R squared 0.42 
F(12,511) 128.35 

 325 

Table 4 presents regression estimation of equation (2). We use the index constructed for 326 

autonomy, remuneration, job insecurity, employee organizational relationship, recognition, 327 

and work and responsibility in the regression results presented in Table 4. The index 328 

constructed for job satisfaction which is the dependent variable is continues and therefore 329 

the ordinary least square estimation is appropriate than multinomial probit or logit.  330 

We would first explain the effect of individual characteristics on job satisfaction. In the 331 

regression estimate, we convert all the variables in Table 1 to dummies so that the 332 

interpretation of our estimates would be simple and meaningful. The variable gender is a 333 

dummy (1 if male), marital status is a dummy (1 if married), age is a dummy (1 if at least 334 
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40 years old), staff status is a dummy (1 if the individual is a non-teaching staff), education 335 

is a dummy (1 if highest form of education is at least Master degree). Table 4 shows that 336 

people with at least master degree are less likely to be satisfied than those with degrees 337 

lower than master degree. This findings is not surprising since most of the employees with 338 

at least master degree are more likely to be lecturers and it is the desire for every lecturer in 339 

the country to work in the public universities since lecturers in the public universities 340 

receive higher remuneration and command high social prestige than their counterpart in 341 

private university. Non-teaching staff are more likely to be satisfied than teaching staff. 342 

This reinforces the initial explanation that most of the people with Master degree are 343 

teaching staff and that their salaries and recognition in the country is lower than those in the 344 

public universities. Table 4 shows that married individuals are less likely to be satisfied in 345 

working at private university than non-married individuals. Our regression estimate 346 

suggests that age has a positive correlation with job satisfaction, this finding support [19] 347 

who found age to positively correlate with job satisfaction. 348 

We now shift the focus to discuss the latent explanatory variables which forms the main 349 

explanatory variables of interest. If management desire to manipulate the determinants of 350 

employee job satisfaction of its employees, then it would always be easier to influence the 351 

explanatory variables autonomy, remuneration, promotion and staff development, 352 

employee organization relationship, recognition and esteem, work and responsibility, and 353 

job insecurity than that of the individual characteristics such as gender, marital status, age 354 

etc. The value of the R-square in Table 4 shows that 42 percent of the variance in job 355 

satisfaction is explained by the covariates in the regression equation.  Four of the latent 356 

explanatory variables have a positive correlation with job satisfaction. However, three 357 

variables, namely; autonomy, job insecurity and recognition showed a negative relationship 358 

between them and job satisfaction. The negative coefficient of a also suggests that the 359 

higher an employee in a particular private university see his/her occupation as unsecured, 360 

the more likely that the individual would be unsatisfied at the work place. All the variables 361 

are statistically significant under one percent except job insecurity and recognition. A priori, 362 

we were expecting the coefficients of job insecurity to be negative and the rest of the 363 

variables to be positive. However, the signs for the coefficient of autonomy and recognition 364 

are opposite to our a priori expectation. Because recognition and esteem is insignificant, 365 

then more attention is to investigate why autonomy is negative. The table shows that, the 366 

more an individual has autonomy at his/her work place, the more that person becomes 367 

unsatisfied. One possible explanation for this negative relationship observed in our study 368 

may be related to the industry which is been studied in this research. University lecturers 369 

usually are more likely to have freedom at their workplace than that of other occupations, 370 

and therefore they are more likely to interpret autonomy as job regulations.  The coefficient 371 
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of employee-organizational relationship of 0.31 simply means that an improvement in 372 

employee-organizational relationship by one is likely to increase job satisfaction by 0.31. 373 

The coefficients of the other determinants can similarly be interpreted. The regression 374 

results suggest that remuneration have the highest impact on employee job satisfaction. Job 375 

insecurity and recognition does not contribute to job satisfaction of employees in private 376 

universities in Ghana. The remaining paragraphs under section four provide heterogeneity 377 

analysis of the four latent variables which have a significant positive correlation with job 378 

satisfaction. 379 

 380 

4.3. Heterogeneity  381 

4.3.1. Heterogeneity by Gender 382 

 383 

Table 5: Heterogeneity by gender 384 

Variable  Coefficient  P‐value 

Remuneration (Females)  0.34  0.00 
Remuneration (Males)  0.39  0.00 
Test of equality    0.05 
     
Employee‐Organizational relationship (Females)  1.08  0.00 
Employee‐Organizational relationship (Males)  1.16  0.00 
Test of equality    0.32 
     
Work and Responsibility (Females)  0.51  0.00 
Work and Responsibility (Males)  0.63  0.00 
Test of equality    0.02 
     
Promotion and staff development (Females)  0.21  0.00 
Promotion and staff development (Males)  0.21  0.00 
Test of equality    0.97 

 385 

Workers in an organization might differ in preferences of what determines their satisfaction 386 

at the work place. This section investigates whether the preferences of job satisfaction 387 

among workers are similar in terms of sexual composition. From Table 5, the coefficient of 388 

remuneration for males and females are respectively 0.34 and 0.39 and they are both 389 

significant under one percent. The statistical test of equality though not significant under 390 

five percent, it is significant under 10 percent confidence level. The result suggests that 391 

there is a difference in preferences of remuneration between males and females. Men are 392 

more likely to be satisfied with higher remuneration package than women. One possible 393 
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explanation to the differences in preference of remuneration between males and females is 394 

that men are bread winners in the Ghanaian household. Hence, they contribute larger 395 

proportion of the household expenditure than women. The p-value for work and 396 

responsibility also show a significant difference between men and women. Men are more 397 

satisfied with their work load and responsibilities than women. This interesting findings is 398 

also linked to culture of the Ghanaian society. Married women are expected to manage the  399 

home irrespective of their workload at their workplace. Hence women are more likely to 400 

prefer lesser workload at their workplace than men so that they may have enough time to 401 

manage the home. However, the test of equality for employee-organizational relationship 402 

and promotion and staff development is not significant among females and males. Our 403 

result is consistent with [29, 30] 404 

 405 

4.3.2. Heterogeneity by staff status 406 

 407 

In this section, we categorized university staff into two main groups; teaching staff and 408 

non-teaching staff. From Table 6, the coefficients of remuneration for teaching and non-409 

teaching staff are respectively 0.25 and 0.48, and they are both significant under one 410 

percent. The statistical test of equality is also significant under five percent confidence level. 411 

This results suggest that there is a difference in preferences of remuneration between 412 

teaching staff and non-teaching staff. Teaching staff are more likely to be satisfied with 413 

higher remuneration than the non-teaching staff. Workers usually compare their 414 

qualification and the salary they are earning to other workers working in other organization. 415 

To the extent that lecturers in public universities in the country earn higher salaries than 416 

private university lecturers but the salaries of supporting staffs in both private and public 417 

universities are almost the same, it expected to see lecturers in private universities to be less 418 

satisfied than the non-teaching staff since workers care more about relative wages than 419 

absolute wages. Promotion and staff development provides significant job satisfaction to 420 

non-teaching staff than the teaching staff. However, the regression result suggests that, 421 

there is no significant difference between teaching staff and non-teaching staff concerning 422 

employee organizational relationship and work and responsibility.  423 

 424 

 425 

 426 

 427 

 428 

 429 

 430 

 431 
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Table 6: Heterogeneity by staff status 432 

Variable Coefficient P-value 
Remuneration (Teaching staff) 0.25 0.00 
Remuneration (Non-teaching staff) 0.48 0.00 
Test of equality  0.00 
   
Employee-Organizational relationship (Teaching staff) 0.96 0.00 
Employee-Organizational relationship (Non-teaching 
staff) 

1.25 0.00 

Test of equality  0.00 
   
Work and Responsibility (Teaching staff) 0.61 0.00 
Work and Responsibility (Non-teaching staff) 0.63 0.00 
Test of equality  0.93 
   
Promotion and staff development (Teaching staff) 0.56 0.00 
Promotion and staff development (Non-teaching staff) 1.11 0.00 
Test of equality  0.00 
 433 

 434 

4.3.3. Heterogeneity by Marital Status 435 

In this section, we investigate whether the preferences of job satisfaction among workers 436 

are similar by comparing married and unmarried individuals in the organization. From 437 

Table 7, the p-values are statistically significant for both married individuals and unmarried 438 

individuals for all the variables except work and responsibilities for the coefficient of 439 

unmarried individuals. Table 7 suggests that, an improvement in remuneration, employee 440 

organization relationship, work and responsibility, and promotion and staff development 441 

will give the same level of satisfaction to both married and unmarried individuals.  442 

 443 

 444 

 445 

 446 

 447 

 448 

 449 
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Table 7: heterogeneity by marital status 450 

Variable  Coefficient  P‐value 

Remuneration (Unmarried)  0.46  0.00 
Remuneration (Married)  0.42  0.00 
Test of equality    0.46 
     
Employee‐Organizational relationship (Unmarried)  0.08  0.00 
Employee‐Organizational relationship (Married)  1.12  0.00 
Test of equality    0.74 
     
Work and Responsibility (Unmarried)  1.15  0.12 
Work and Responsibility (Married)  0.65  0.00 
Test of equality    0.44 
     
Promotion and staff development (Unmarried)  0.99  0.00 
Promotion and staff development (Married)  0.73  0.00 
Test of equality    0.43 

 451 

4.3.4: Heterogeneity by academic qualification 452 

From Table 8, the coefficient of remuneration for individuals with more than bachelor 453 

degrees and those with bachelor degree or less are 0.27 and 0.51 respectively. The 454 

statistical test of difference in mean for remuneration between the two groups is not 455 

significant. Similarly, there is no difference between individuals with at most bachelor 456 

degree and those with more than bachelor degree for employee-organizational relationship. 457 

However, there is heterogeneity in the responses for work and responsibility, and 458 

promotion and staff development. In both instances, the relationship between job 459 

satisfaction and the two variables of people with at most bachelor degree as their highest 460 

form of education is not significant. There is however, high relationship between job 461 

satisfaction and both work and responsibility and promotion and staff development. One 462 

important explanation to the high relationship between job satisfaction and staff 463 

development among worker with at least bachelor’s degree is that, majority of the workers 464 

with qualification higher than bachelor degree are teaching staff. There is more freedom 465 

and respect for the teaching staffs that holds their PhD and therefore majority of these 466 

teaching staff see promotion and staff development as a key variable to enhance their Job 467 

satisfaction. Our results is consistent with [29]. 468 

 469 

 470 

 471 

 472 
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Table 8: Heterogeneity by academic qualification 473 

Variable Coefficient P-value 
Remuneration (Bachelor degree or less) 0.51 0.00 
Remuneration (above bachelor degree) 0.27 0.00 
Test of equality  0.05 
   
Employee-Organizational relationship (Bachelor degree or less) 0.88 0.00 
Employee-Organizational relationship (above bachelor degree) 1.06 0.00 
Test of equality  0.44 
   
Work and Responsibility (Bachelor degree or less) -0.11 0.67 
Work and Responsibility (above bachelor degree) 0.81 0.00 
Test of equality  0.00 
   
Promotion and staff development (Bachelor degree or less) 0.21 0.06 
Promotion and staff development (above bachelor degree) 1.70 0.00 
Test of equality  0.00 
 474 

5. Conclusion 475 

In this study, we investigate the determinants of job satisfaction and also investigate 476 

whether these determinants have differential effect among various subgroups of workers in 477 

private universities. The evidence presented in this paper indicates that management of 478 

private universities should improve remuneration, work and responsibility, employee-479 

organizational relationship, and promotion and staff development to improve employee job 480 

satisfaction. University management should put more emphasis in improving remuneration 481 

as it turns out remuneration is strongly correlated with job satisfaction than the other 482 

determinants. In order to get maximum satisfaction for the different subgroup in the 483 

university, different strategic policies are to be implemented for all the different subgroups 484 

examined. Though, job insecurity negatively correlate with job satisfaction, the test of 485 

significant shows that job insecurity does not affect job satisfaction. Surprisingly, 486 

autonomy and recognition negatively correlate with job satisfaction but the test of 487 

significant shows that recognition does not affect job satisfaction. 488 

 489 

Although the findings from this study is specific to private universities in Ghana, the study 490 

can still be useful private universities in other Sub-Saharan African countries that have 491 

similar characteristics like Ghana.   To provide satisfaction for the diverse groups, 492 

University management needs to develop a well-focused strategies directed toward 493 

increasing satisfaction through different concepts aimed at specific groups. This does not 494 

imply that, certain groups should be ignored. Rather each group has specific preferences 495 
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that yield the group maximum satisfaction. Once these mechanism are put in place, job 496 

satisfaction surveys should be implemented to measure and track the results of these 497 

policies that have been in place.  While some ideas on how to improve job satisfaction to 498 

the different segments of the sub population have been presented in this paper, the number 499 

of sub group studied is limited. Heterogeneity among workers in private universities is 500 

more than the four groups considered in this study. Rather than studying correlation effect 501 

of several determinants, future research may concentrate one variable and look at the causal 502 

impact since association or correlation does not mean causation. 503 

 504 
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 508 
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 619 

Appendix 620 

We would like to seek information on the satisfaction level of employees in Private 621 

Universities. The questionnaire contains FOUR Sections (A-D). Please answer all the 622 

questions in each section. The answers provided would be solely used for research and we 623 

would treat your response as confidential. We shall be grateful if you could spare a few 624 

minutes to answer the questions that follow. 625 

 626 
 627 
Section 1: Bio Data 628 
i. Gender                     1. Male               2. Female                         629 
ii. Age                   1. 20-30              2. 31-40            3. 41-50       4. 51-60       5. 61-70 630 
iii. Denomination  1. SDA               2. Non Adventist  631 
iv. Marital Status   1. Married         2. Single           3. Widow/Widower    4. Divorced  6.Seperated 632 
v. Education          1. PhD               2. Masters.         3. 1st Degree               4. Other 633 
Specify…………..  634 
vi. Staff status       1. Teaching Staff                         2. Non-Teaching Staff 635 
vii. Present Level(Teaching Staff): 1. Asst Lecturer              2. Lecturer         3.Senior Lecturer                               636 
                                                        4. Associate Professor     5. Professor 637 
viii. Present Level(Non Teaching Staff) 1. Junior Staff  2. Senior Staff  3. Senior Member 638 
 639 
 640 
 641 

Section 2: Job satisfaction 642 

Note: the meaning of 1,2,3,4,5,6,7 is as follows:  1. Strongly agree 2. 
Agree 3. Somehow agree 4. Undecided 5. Somehow disagree 6. 

1 
 

2 3 4 5 6 7 
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Disagree 7. Strongly disagree. Tick where it applies

1. Presently, I am happy with my job        
2. I find real enjoyment in doing my work        
3. In my view, I like the job I am doing more than the average worker 
in the country does 

       

4. I am able to provide healthy balance between family life and work        
5. In most days within the working week, I am always happy doing my 
work 

       

6.On the whole am satisfied with my job        
 643 
 644 
 645 
 646 
 647 
 648 
 649 
 650 
 651 
 652 
Section 3: Important Variables  653 

Note: the meaning of 1,2,3,4,5,6,7 is as follows:  1. Strongly agree 2. Agree 3. 
Somehow agree 4. Undecided 5. Somehow disagree 6. Disagree 7. Strongly disagree. 
Tick where it applies 

1 2 3 4 5 6 7
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Autonomy        
1. I have the freedom to correct daily problems when they occur in the course of 
doing my work 

       

2. I am usually part in the decision of how to go about my daily work duties        
3. I have control over how I address daily problems at work        
4. I can act very independently in my work         
5. Over all I have the autonomy to work        
Remuneration         
1. The remuneration system in the university is fair        
2. I am satisfied with my salary        
3. Averagely, my salary is better than employees working in other Organisations 
but  with similar qualification  

       

4. I am satisfied with the existing  salary structure of the university        
5. I am satisfied with employee assistance policy (eg. Transport, accommodation 
etc.) 

       

6. I am satisfied with the long term policy and insurance benefits for employees        
7.Overall am satisfied with the remuneration system         
Job insecurity        
1. I sometimes get disturbed that the university may not be able to pay my salary 
at the end of the month.  

       

2. I am worried about being moved to a different department against my will        
3. My appointment can be terminated at any time without any serious damages to 
the university 

       

4. On the whole I feel insecure at work        
Employee organizational relationship        
1. I am happy with the support I received from working colleagues        
2. I am happy with the support and assistance received from my immediate boss        
3. The working community does not discriminate against me        
4. In general the work environment is cordial        
Recognition/Esteem        
1. My superiors give me the necessary recognition that I deserve        
2. I always get support from my superiors in difficult situations        
3. Considering the work and effort I have made in this organization, I am satisfied 
with the recognition received from management 

       

4. I am always convinced that my effort is making great impact to the institution        
5. Overall the recognition system is fair and motivating        
Work and responsibilities        
1.The task and duties of my typical work day are similar        
2. The task and duties of my work are organized so that I am always able to finish 
the task that I have started before moving to other task 

       

3. I often receive information from others concerning my work performance        
4. It is always possible to find out how well I am doing at work        
5. I am satisfied with my workload and I think it matches with the remuneration I 
receive 

       

Note: the meaning of 1,2,3,4,5,6,7 is as follows:  1. Strongly agree 2. Agree 3. 
Somehow agree 4. Undecided 5. Somehow disagree 6. Disagree 7. Strongly disagree. 
Tick where it applies 

1 2 3 4 5 6 7

6. I am satisfied and I think I have been awarded the right set of duties as per my        
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 654 

 655 

abilities 
7. On the whole am satisfied with my responsibilities and performance        
Promotion and Staff development        
1. I am satisfied with the rate of staff development of the university        
2. Promotion in the university is based on merits        
3. Employees performance award systems in the university is fair        
4. There is clear guideline policy on staff development.        
5. Staff development in the university is based on merits        
6. Overall, the general commitment to Staff development and promotion is 
encouraging 

       


