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Abstract –	 The	 study	 investigates	 the	 extent	 to	 which	 non-
teaching	 staff	 of	 a	University	 differ	 in	 various	 attributes	 and	
attitudes	and	in	the	level	of	satisfaction	with	the	type	of	work	
they	 do,	 and	 further	 establish	 factors	 that	 may	 help	 explain	
these	differences.	A	proportional	stratified	sample	of	250	non-
teaching	 staff	 of	 Banaras	 Hindu	 University	 is	 collected.	 The	
paper	tries	to	establish	the	relationship	between	the	demographic	
characteristics	of	the	respondents	&	job	satisfaction	along	with	
the	relationship	between	the	overall	satisfaction	 level	with	the	
job	motivator	as	well	as	hygiene	factors	discussed	by	two	factor	
theory	of	Herzberg.	
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I. IntroductIon

 In general, managers, supervisors, top management of the 
organisation is always concerned with ways of improving 
job satisfaction of the persons working there (Cranny, Smith, 
& Stone, 1992).  Further,Judge, Hanisch, and Drankoski 
(1995) also agreed with  Cranny et al., & advised  that it 
is vital for human resource managers  to be aware of the 
aspects  internal to the organization which may influence 
most of the employees, these aspect may be job satisfaction, 
employee motivation  etc. and enhancement of  these aspects  
will be fruitful for both the organization and the employee . 
Rosnowski and Hulin (1992), discussed about having a valid 
measure of their overall level of job satisfaction.

 The valid measure of job satisfaction, as proposed by 
Rosnowski and Hulin was an outcome of the motivation 
behind the numerous research efforts pertaining to job 
satisfaction. Some theories of job satisfaction included 
discrepancy theory (Locke, 1969), equity theory (Mowday, 
1992), and the motivator-hygiene theory (Herzberg, Mausner, 
& Snyderman, 1959). Discrepancy theory, as described by 
Lawler (1973), was the result of the difference between an 

actual outcome a person received and some other expected 
outcome level. A comparison, in which an actual outcome 
level was lower than an expected outcome level, would result 
in dissatisfaction (Lawler, 1973). Inputs and outcomes were 
the premise of equity theory (Mowday, 1992). Employees 
evaluated their inputs/outcomes by comparing them with 
the inputs/outcomes of other individuals. Equity existed if 
the ratio of inputs to outcomes was similar to the inputs and 
outcomes of other individuals. Conversely, inequity existed 
when the ratio of inputs to outcomes was unequal to the inputs 
and outcomes of other individuals. Perceptions of equity 
were associated with job satisfaction, while perceptions of 
inequity were associated with job dissatisfaction

 The motivator-hygiene theory was credited with 
propelling and advancing research on job satisfaction (Steers 
& Porter, 1992). The premise of the motivator-hygiene theory 
(Herzberg, Mausner, & Snyderman, 1959) was that jobs 
had specific factors which were related to job satisfaction 
or dissatisfaction. The five factors thought to facilitate job 
satisfaction were achievement, recognition, work itself, 
responsibility, and advancement. The five factors identified 
by Herzberg et al., as determinants of job dissatisfaction, were 
policy and administration, supervision, salary, interpersonal 
relations, and working conditions

 A lot of work has been done over the Job satisfaction & 
different people have described it variously. Yet is one of the 
most widely discussed and enthusiastically studied constructs 
among scholars in the behavioural and organizational 
sciences

 The concept of job satisfaction consists of at least three 
dimensions: 1) a subjective perception of the job by the 
individual; 2) the degree to which the job is perceived as 
pleasurable; 3) the difference between what employees want 
out of a job and what they actually get from the job. 
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 As a subjective perception, job satisfaction represents 
a worker’s own evaluation of his or her job. It is how the 
worker feels about his or her work or about various facets of 
the work environment. Job satisfaction is largely a present-
oriented response to the current situation or conditions at 
work. It reflects favourable or unfavourable views employees 
have toward the work itself and aspects of work such as pay, 
supervision, benefits and so on. It is simply the degree to 
which a person feels satisfied by their job. 

 Job satisfaction has also been defined as a pleasurable or 
positive emotional reaction and state of mind resulting from 
the appraisal of one’s job or job experiences, the tasks one 
has to perform at work, as well as the physical and social 
conditions of the workplace. It is a positive emotional and 
cognitive attitude that results from the pleasure a worker 
derives from component facets of the job. It consists of 
positive feelings at the end of the job, and reflects the 
degree to which individuals like their jobs or simply enjoy 
their occupations, experience a sense of self-growth and 
accomplishment in their work and would choose the same 
job again if given an opportunity. 

 Job satisfaction has also been defined in terms of 
discrepancies between desires and achievements at work. It 
is as a combination of cognitive and affective reactions to the 
differential perceptions of what an employee wants to receive 
compared with what he or she actually receives. It is a function 
of the perceived relationship between what one wants from 
one’s job and what one perceives the job offers, or “what is 
expected (or desired) and what is received”. Job satisfaction 
is determined by the difference between the amount of some 
valued outcome that a person receives and the amount of the 
outcome he feels he should receive. If one expects little and 
gets little, they would be satisfied. Similarly, if one expects a 
lot and gets a lot, they would be satisfied. If one expected a 
lot and got little, they would be dissatisfied. 

 It has been reported that many employees are not satisfied 
with the type of job they do. Kristiina found that six out of 
ten workers were planning to leave their current employer 
for other pursuits within the next two years. In Denmark, 
Pors and Johannsen found that 25% of library employees left 
their employment before serving three years due mainly to 
dissatisfaction with their jobs. Dissatisfying job conditions 
motivate employees to engage in behaviours aimed at 
reducing frustration and anxiety, and at improving working 
conditions, the standard of living and equality. Dissatisfied 
workers may be disruptive, go on strike and may even resort 
to violence and cause physical harm to other employees.

II. PurPoSe and objectIveS

 The purpose of study was to examine factors affecting 
job satisfaction of non - teaching staff of Banaras Hindu 
University that explained by Herzberg job motivator and 
hygiene factors. In addition, this study seeks to determine the 
overall job satisfaction of non - teaching staff. To understand 
about this study the following research objectives are 
formulated.

1. To describe demographic characteristics of selected non-
teaching staff of University.

2. To describe the overall level of job satisfaction among of 
non-teaching staff of University.

3. To describe the level of satisfaction with the job motivator 
factors (achievement, advancement, recognition, 
responsibility, and work itself) among non-teaching staff.

4.  To describe the level of satisfaction with job hygiene 
factors (pay, working conditions, supervision, policy and 
administration, and interpersonal relations) among non-
teaching staff.

5. To establish relationships between level of job satisfaction 
and demographic characteristics of non-teaching staff.

III. reSearch MethodoLogy

A. Instrument and Measurement

 This is an exploratory study based on primary data; 
the data has been collected through survey. The survey 
instrument was devised to assess all motivators and hygiene 
factors of Herzberg’s theory. This questionnaire was based on 
all the elements of motivators and hygiene factors proposed 
by Herzberg et al (1959). Five point Likert scale was used 
ranging from 1 Strongly Disagree to 5 strongly Agree. 
Personal demographic information was also collected in this 
survey and items were included in the survey, relevant items 
were also included to gather all necessary information.

B. Population and Sampling

 This questionnaire was distributed amongst the 
administrative staff of university. The population of the study 
was near about 5000 non-teaching staff member working 
in the campus. This University offers bachelors, master’s 
degrees & Doctoral Degrees in various disciplines. The 
respondents of the study were those working in the central 
office of university & their total strength is near about 2500.
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Of those 250 respondents were selected for study using 
stratified random sampling technique. Out of which 202 
responded back forming 80% (n=250) response rate.

IV. anaLySIS and InterPretatIonS

 The descriptive analysis of the demographic profile is 
represented in the table below& indicated clearly that major 
respondents were belonging to an age group of 41-50(37.6%) 
followed by the age group of 51-60 (35.6 %). Further the 
analysis based on education shows that maximum employees 
are graduates (84%).Similarly on the basis of experience 
maximum number is reflected in group of 21-30 years of 
experience (=43%). 

 

 The mean of overall satisfaction level is 74.68 (=75) 
(Table II) which reveals that the overall satisfaction of the 
employees is more than the average value but less the highest 
range of satisfaction as expected.

 The mean of overall satisfaction level with Job 
motivator Factor(achievement, advancement, recognition, 
responsibility, and work itself)  is 40.39 (=41) (Table III) 
which reveals that the overall satisfaction with Job motivator 
Factor of the employees is more than the average value but 
less the highest range of satisfaction as expected.

Table II one-SamPle STaTISTIcS

Table III one-SamPle STaTISTIcS

Table Iv one-SamPle STaTISTIcS
Table I demograPhIc ProfIleS of The reSPondenTS

Table v correlaTIonS beTWeen ToTal SaTISfacTIon, Job moTIvaTor 
& Job hygIene facTor

Table vI correlaTIonS

 The mean of overall satisfaction level with Job Hygiene  
Factor (pay, working conditions, supervision, policy and 
administration, and interpersonal relations)  is 38.17 (=38 ) 
(Table IV) which reveals that the overall satisfaction with Job 
hygiene Factor of the employees is more than the average 
value but less the highest range of satisfaction as expected.

 Further the co relational study between Total satisfaction 
& Job motivator & hygiene factor reveals that the Total 
satisfaction is highly co-related by Factor of .876 with 
motivators & by factor .906 with hygiene Factors ( Pearson 
correlation ) & this relation is highly significant as indicated 
by the value in the table  . In turn it can be concluded that 
with increase in motivator & hygiene factor there is increase 
total satisfaction level & converse may also be true.

**. Correlation is significant at the 0.01 level (2-tailed).

* Correlation is significant at the 0.05 level (2-tailed).

** Correlation is significant at the 0.01 level (2-tailed).

 In order to study the relationship between various 
demographic profile of the respondents Pearson correlation 
was used. The results indicated that the demographic factor 
such as age, & experience are positively correlated with 
each other which means that as the person become older the 
satisfaction increases with various aspects of the job. One of 
the most probable reason for this may be the increase in the 
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sense of belongingness with the organisation or may be the 
closures of the opportunities at other avenues after a certain 
time span.

 Further, there is a negative correlation with the education 
& job satisfaction; it can be attributed to the fact that more 
qualified person generally do not take the job which are 
not matching to their qualification but in case he/she takes 
a job not resembling the qualification becomes dissatisfied. 
However the person may be efficient performer for the 
organisation.

 Coming up to the relationship with the organisational 
position, job satisfaction has no significant relationship with 
it.

V. concLuSIon

 This study was conducted to test the Herzberg two factor 
theory of motivation i.e. the motivator & hygiene factor 
having an influence over the satisfaction level of the non 
academic staff of Banaras Hindu University, Varanasi. The 
study concludes that the overall satisfaction of non academic 
staff is more than average value. Further the satisfaction 
of employees is influenced by the job motivators as well 
as hygiene factor & a high degree of correlation exists 
between the two factors as proposed by Herzberg. Moreover 
significant relationship is observed between satisfaction, age 
group & Experience.
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