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Abstract

This study investigates the dynamic process througiich HR practices (compensation practices,
employee performance evaluation practices, promagti@actices, empowerment practices) in universities
influence individual’s pattern of job satisfactiower the time. Self reported survey method was tsed
collect data form selected lecturers, associatdepsors, assistant professors and professors.|yrinal
sample of 100 participate in this activity in projan to the percentage of each group in the pdioua
Result of Study described that teacher satisfadtiorot predicted by these set of HR practiceshseetare
some other factor which effect satisfaction.
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1. Introduction

Over the past few decades, academic researcherf®carging on work related behavior which is more
critical for job as well organizational succesljbb satisfaction. Job satisfaction can be bestrid®es as
positive feelings about job. Theoretically, jobisfction is best predictor of positive work rethteut
come such as increased performance. If Employeesaisfied with their job, organization produdiss
and performance of employees will be increased tamgover of employees and absenteeism will be
decreased.

Now we discuss job satisfaction in Education Se¢szhool, college and universities). If teachers ar
satisfied about their jobs consequently they shoadgnterest in teaching and provide quality ediocatif
teachers are diligent in their teaching, their stud will show competencies in many practical fel8o,
Pakistan will become very stronger in Education@ediuman capital in developing country is the mai
predictor of an economy condition. If the peopleaotountry are educated then they will increase the
productivity of country. Human capital of a countsypreeminent predictor of country competitivenigss
global world.

2. Job Satisfaction

Research about job satisfaction focus on some riadt@t are considered to relate with satisfaction
dissatisfaction in the work environment and it eksen the effect of human resource practices on job
satisfaction. Studying the factor that affect jaisfaction the literature of current study refdrte those
factors that are very close to teacher turnoveuniversities that shows that dissatisfied teachmeose
likely to switch from there institutions (Hodsor§89). This is also studied from previous reseancbther
disciplined like management, Marketing and in orgational behavior shown that HR practices are
primary indicator of job satisfaction to the woMdttaz, 1985). In addition some time job satisfactuse

as intervening variable (Singhal & Srivastva, 1982)

Particularly HR practices are more important congminof work condition that influence the job
satisfaction of teacher (Ssesanga & Garrett, 2008h respect of HR practices in clearly explairambut

the behavior of top management that is supportivé encouraging in universities about rules, teacher
learning, instructional practices, recognition aedvard for good work and equal distribution of wdokd
(Michalos, 1980). There is highly relationship betm HR practices and teacher’s perception in
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universities culture (Luna-Arocas & Tang, 2004). dddition the behavior of students at school like
learning behavior and student’s interfere duringguee are also related to satisfaction (Schmid720
Previous research also studied about relationséiywden demographic and job satisfaction level asee
with increase of time at work (Ahmed, 1999) whicb\pde logical sense and research says that ufisdtis
teacher are more like to quit the profession aedetiore not to ready and build the future careg¢eaching.
Interesting findings about job satisfaction relatisith age except the teachers that are betweemd®0
(Treamblay, Rondeau & Lemelin,1998). These teacherseive low satisfaction in context of promotion
prospect. A research of job satisfaction also empthabout gender and shows that female employ@essh
high job satisfaction than male teachers and sabserged in teaching profession (Brown & Hewood,
2005)

3.  HR Practices

There are numerous HR practices than can be ¢ffeadmployee performance. Taseem & Soeters (2006)
has studied about eight HR practices and theittioelavith job satisfaction. These HR practices are
recruitment and selection practices, placement tiges; training practices, compensation practices,
employee performance evaluation practices, promofitactices, empowerment and social security or
pension. Huselid (1995) studied eleven practiced "re personnel selection, performance appraisal,
incentive compensation, job design, empower ofdi@aj information sharing, attitude assessmentrlab
management participation, recruitment efforts, exy@é training and promotion criteria. Current study
explains the relationship between four HR practited are Compensation Practices, Promotion Pesgtic
Performance Evaluation Practices and Empowermexttiees. In Pakistan per capita income is very low
because it is developing country so that these4afactors are very important for employee’s job
satisfactions.

3.1 Compensation Practices

Frye (2004) study the relationship among the coregiéon practices and job satisfaction and examihed
positive relationship among them. Previous studyasthat incentive pay strategies are means to iagro
the employee overall performance (Ichniowski, 198#yh performance at work has good relation among
employee and institutions (Huselid, 1995). Tasem8deters explain that there is a positive relatigns
among compensation practices and job satisfaclibare is a need to examined the relationship betwee
job satisfaction and compensation practices. Afteiewing the above literature it can be expectet t
there is positive relationship with the satisfastimnd there is need to examined in University tenet
Pakistan.

3.2 Promotion Practices

Tassema & Soeters (2006) found that there is aip®gielationship among the promotion practices and
employee perceived performance. Financially sourghrozations like HP (Hewlett-Packard) use the
promotion practices to develop their employees £352001). There is need to examine the relationship
among job satisfaction andoromotion practice in universities. After readirg tabove literature it can be
hypothesized that there is a positive relationsfgpween job satisfaction and promotion practicesragn
universities teachers of Pakistan.

3.3 Empowerment Practices

Designation without authority is like establishimguch rules but no implementation of those rules
(Mayfield & Mayer, 2006). Empowerment is one of BRactices that effect job satisfaction becauseyever
employee cannot be motivated with financial incezgi Some people are interested in authority ald se
actualization and they do not give more importaodhe financial benefits but more like self regpédter
carefully studying the literature it can be assurteat employee job satisfaction is correlated vjith
satisfaction in organizations. This relationshigahéo examine in Pakistan among university's teeche

11



Industrial Engineering Letters www.iiste.org
ISSN 2224-6096 (print) ISSN 2225-0581 (online) pLy
Vol 1, No.3, 2011 ns'E

3.3 Performance Evaluation Practices

Evaluation of employee performance leads to impreest of productivity of organizations and helpfal t
monitor the performance (Brown & Hewood, 2005). ductivity and employee performance can be
increased through the appraising the employee pedioce (Brown & Benson, 2003). Performance
appraisal increase the commitment of teacher towsarfiinction (Rahman, 2006). Performance appraisal
can be more enhanced by the HRM practices likerdthenan resources practices formal training and
financial incentive leads to increase organizaigrbductivity (Brown & Hewood, 2005). Above litéuge

is enough to develop the assumption that thereositipe relationship between performance evaluation
practices and job satisfaction and there is nedxtexamining this relationship among universitezscher

in Pakistan.

INSERT FIGURE 1 HERE

4. Hypothesis

H1: Compensation practices are significantly and pagit related with Job Satisfaction of University
teachers in Pakistan.

H2: Promotion practices are significantly and posliivelated with Job Satisfaction of University thacs

in Pakistan.

H3: Empowerment practices are significantly and pesiyi related with Job Satisfaction of University
teachers in Pakistan.

H4: Performance evaluation practices are significaathgl positively related with Job Satisfaction of
University teachers in Pakistan.
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5. Methodology

5.1 Sample

Universities are selected on the basis of conveeiesampling from Bahawalnagar, Bahawalpur, Lahore,
Multan and Islamabad because of geographical diggeand large population so it is impossible talgt
whole the university. So a representative pareiscted among those, which include both publiccsesnid
Private Sector University situated in Pakistan.

Individual participant i.e. teachers are selectedh® basis of quota sampling. A sample of 100hec
form different university is selected. It believidsit lecturers, associate professors, assistafegsars and
professors have to participate in this survey wpprtion to the percentage of each group in thaijadion.

5.2 Instrument
We take four of human resource management practioasist on compensation practices, promotion
practices, performance evaluation practices andogrepnent practices. The reason is that these pescti
reflect the financial part of the whole HR practice

> Compensation practices: 6 item measure by TeseeBwesers (2006)

> Performance evaluation practices: 6 item measufebgema & Soeters (2006)

> Promotion practices: 3 item measure by Teseemaeke®® (2006)

> Empowerment: 9 item scale developed by Trembla97)L9

> Job satisfaction: 5 item measured by wright & crigaao (1998).

5.3 Contribution

From Last two to three decades, nhumbers of resesrchve been conducted on university teacher’s job
satisfaction. The researchers focused only ondheagtisfaction of the universities of Islamabatirimione
focused on the job satisfaction of Universitiescteas throughout the Pakistan. If the teachers of
universities of Pakistan are satisfied then qualiteducation in Pakistan will be enhanced. Throtigs
research we can compare satisfaction of the teaahleo are working in Pakistan universities and Wwhic
variables are more valuable to increase satisfadgtiauniversity’s teacher. If we have done thig gan
know that how we can increase the satisfactionnifarsities teachers of Pakistan. First we identify
variable which effecting the job satisfaction ahdrt we apply practically to increase the job satigén of
teachers.

54 Results
Table.1 explains that teachers are satisfied Withet job where as compensation system of univessiti
teachers are not good in Pakistan and teacherehdagahattitude about there pay. Universities teeslare
satisfied with the promotion practices, empowermeractices and performance evaluation process of
universities which is adopted now a day. Averagé@al®n in job satisfaction is high we can say teac
which we are selected in our study has a lot ofatian about their job out of them some are highly
satisfied and some has negative attitude towatiigeaszion of their job.

INSERT TABLE 1 HERE
Compensation system, promotion practices and pagioce evaluation process of teachers have highly
variation in their attitude. Cronbach’s alpha dfiaktruments are above .7 which is indicator afttour
instrument to measure these qualitative variabltaadardized. Correlation matrix of our studiedalale
gives the detail of that all the independent vdeaih our study is positively related with job ségiction but
out of them empowerment practice is significantiyrelated with Job satisfaction.

INSERT TABLE 2 HERE
Table.2 explained the intensity of relationshipviEsn independent and dependent variable. Average
satisfaction of teachers is neutral and employempemsation package will cause to increase the
satisfaction of teachers but it is insignificantofotion practice of employee is positively preiigtthe
satisfaction but it is also insignificant in ouudy. Empowerment of employee highly influences the
satisfaction and predicts it in positively butstinsignificant in our study. Performance evaluatiwactice
is negatively related with satisfaction but it Isasignificant. R-square of our study is .139 \khineans
dependent variable have influenced only 13.9% tisfaation or we can say 13.9% changes in satisfact
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of teachers occur due to change in compensatiamation, empowerment & performance evaluation
practices.

6. Conclusion

This study provides an insight account into the &ichuman resource management practices carrieth ou
public and private sector universities in Pakistéhese practices are considered to be very effedtiv
retaining the valuable human capital. The resuitgresent study suggest that newly haired teachers
more satisfied as compared to old teachers. Thehéea were satisfied with job itself, Compensation
Practice and Empowerment Practice, whereas diisdtisvith Promotion Practice and Performance
Evaluation Practices. If universities will provithetter pay and promotion opportunities for theacteers
as a result teacher will become more satisfied wigir job. These results force us to investigaie in
more detail and provide a direction for future egsa.
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Table.1 Mean, Standard Deviation, Reliability Analsis, Correlation Matrix.

Std. Cronbach's
Mean | Deviation Alpha J S CP P P E P P EP
J S 3.493¢ 0.74i 0.80¢ 1
CP 2.819: | 0.8440: 0.91 337 1
PP 3.1277 | 0.8269: 0.77¢ 0.28 | .546(*%) 1
EP 3.10¢ 0.7146: 0.85¢ 295(*%) | .482(*%) | .405(*) 1
P E P | 3.212¢ | 0.6636 0.73¢ 0.22¢ | .504(**) | .438(**) | .543(*) 1
Where J_S = Job Satisfaction, C_P = CompensatiactiBe, P_P = Promotion Practice,
E_P = Empowerment Practice, P_E_P = Performancki&i@n Practices
* Correlation is significant at the 0.05 level @ted).
** Correlation is significant at the 0.01 level {@Hed).
Table.2 Regression Analysis
Co-Efficient Significance R Square
Constant 2.233 0.001
CP 0.199 0.236
PP 0.056 0.728 0.139
E_P 0.17 0.37
P E P -0.001 0.997

Where J_S = Job Satisfaction, C_P = CompensatiactiBe, P_P = Promotion Practice,
E_P = Empowerment Practice, P_E_P = Performancki&i@n Practices
* Correlation is significant at the 0.05 level @ted).

** Correlation is significant at the 0.01 level {@Hed).
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