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Abstract

Faculty job satisfaction and teaching quality in higher education are closely related. Little is
known about higher education faculty job satisfaction in developing countries like Vietnam.
The purpose of this study is to investigate personal factors affecting faculty job satisfaction in
Vietnamese higher education. The study used a questionnaire to survey 200 faculty members
and an e-mail interview with 10 out of 200 those working full-time in the five member
universities of Vietnam National University - Ho Chi Minh City. The finding of this study
found that faculty members were moderately satisfied with their job. It also found that gender,
educational attainment, and country of graduation were significant differences in faculty job
satisfaction. This study showed that male faculty members were more satisfied than their
female counterparts. Faculty members holding master’s degree were more satisfied than those
holding bachelor’s degrees. Faculty members who received the highest degrees in Western
countries were more satisfied than their colleagues who received the highest degrees in Asian
countries or Vietnam.
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1. Introduction

One of the important components in higher education system are faculty members who are
teaching and doing research at the educational institution and are playing important roles in
improving teaching and knowledge, helping students learn how to apply the most effective
way to achieve their educational objectives. Vietnam’s Law of Education states that the goal
of Vietnamese higher education is to educate learners in acquiring political and moral
qualities, endeavor to serve the people, professional knowledge and practical skills relevant to
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the educational levels, and physical health, meeting the needs of construction and defense of
the Fatherland (NASRYV, 2005). Moreover, the goals of higher education are to provide
in-depth knowledge, seek academic development, educate students, and coordinate national
development demands (Johnes & Taylor, 1990). These goals cannot be accomplished
efficiently if faculty members are not satisfied with their profession; they will therefore not
be able to increase their performance and will not contribute to education at higher
institutions.

Employee attitude is very important for management to determine the behavior of workers in
the organization. If employees are satisfied then it will create a pleasant atmosphere within
the organization to perform in a better and efficient manner. Therefore, job satisfaction has
become a major topic and a continuing topic for research studies. Several studies have found
that employees who are satisfied with their jobs are more productive, creative and are more
likely to be retained by the organization (Eskildsen & Dahlgaard, 2000; Tang, Kim, & Tang,
2000). Ali and Akhter (2009) found that a person with a high level of job satisfaction has a
positive attitude towards the job, while a person who is dissatisfied with the job has a
negative attitude. Dissatisfied employees are more likely to quit their jobs or be absent than
satisfied employees (Hellriegel, Slocum, & Woodman, 2001; Kohler & Mathieu, 1993).
Gruneberg (1979) showed that most individuals spend a large part of their lives at work.
Therefore a detailed understanding of job satisfaction is the key to improving the well-being
of a large number of working individual. The ways in which faculty members perceive the
quality of their work life have a significant impact on their satisfaction or morale (Johnsrud &
Rosser, 2002).

Faculty satisfaction and dissatisfaction will affect the quality of an education system. Syed et
al. (2012) recognize that faculty satisfaction is the most significant aspect in higher education
and is important for the improvement and effectiveness of the higher education system. Yet,
university faculty teaching is one of the most stressful occupations, requiring in-depth
knowledge, and with pressure to teach and research, and to continually improve educational
attainment and experience. Wood (1976) also observes that the quality of faculty of an
educational institution depends on the job satisfaction of its employees. To achieve quality
education and cultivate creative academic staff, job satisfaction among academic staff is a
key; its various dimensions should be studied because satisfaction contributes highly in
productivity and performance of individuals to the organization (Macerinskiene &
Vaiksnoraite, 2006).

Very few studies have been conducted in the area of job satisfaction in Vietnamese higher
education sector. Garrett (1999) also believes that here is a need for more data to be gathered
from developing countries, and for the theories to be tested in different cultural contexts and
different professional, social and economic environments. This study intends to fill this gap.
Through this study, it will identify and discuss factors in Vietnamese university academic’s
job which contribute most to their satisfaction as well as contribute to fill the gap in the
literature regarding Vietnam and other developing countries. The study is designed to answer
two questions: 1) What is the general level of faculty job satisfaction in Vietnamese
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universities? 2) Do any significant differences exist in the level of faculty job satisfaction
regarding personal factors?

2. Literature Review
2.1 Definition of Job Satisfaction

There is no universal definition of the concept (Aziri, 2011; Evans, 1997), most of the
definitions that exist in literature have a common theme. Different authors have different
approaches towards defining job satisfaction. In Luddy (2005), job satisfaction is as the
emotional reactions and feelings towards different aspects at work of the staff, which
emphasized the causes of job satisfaction including job title, level of supervision,
relationships with colleagues, job content, the structure of the organization, and so on.

The most common definition of job satisfaction in organizational research is from Locke
(1976), who described job satisfaction as a pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experiences. Job satisfaction is an attitude developed by
an individual towards his or her job and job conditions. Thus, it is an emotional response to
various dimensions of the job (Rastgar et al., 2012). Job satisfaction is concerned with the
position emotions of employees towards the various aspects of the work and to what extend
the results obtained meet their expectations from their job position.

2.2 Measurement of Job Satisfaction

There are many instruments available for measuring facets of job satisfaction. The Job
Descriptive Index (JDI) was developed by Smith et al. (1969) which refers to five job aspects:
type of work, the pay, the opportunities for promotion, the supervision, and the co-workers on
the job. The INDSALES of Churchill et al. (1974) assesses satisfaction with customer,
promotion, pay, company policy work, supervisor and co-workers. The Minnesota
Satisfaction Questionnaire (MSQ) by Weiss et al. (1966), and the Job Satisfaction Survey
(JSS) by Spector (1985) are theoretically suitable for most jobs. Weiss found that the MSQ
consists of twenty dimensions of the job measuring satisfaction: ability utilization,
achievement, activity, advancement, authority, company policies and practices, compensation,
co-workers, creativity, independence, moral values, recognition, responsibility, security,
social service, social status, supervision-human relations, supervision-technical, variety, and
working conditions. On the other hand, Spector found that the JSS based on nine subscale
facets: pay, promotion, supervision, benefits, rewards, operating conditions, co-workers,
work itself, and communication.

Other studies of higher education have used different factors to measure job satisfaction. For
example, Oshagbemi (1997) employed eight dimensions to measure satisfaction with respect
to different components of university teachers’ overall job satisfaction in the United Kingdom:
teaching, research, administration and management, present pay, promotions, supervisor
behavior; behavior of co-workers and working conditions. Kusku (2003) measured faculty
job satisfaction in Turkey using the seven determinants: general satisfaction, management
satisfaction, colleagues, other working group satisfaction, job satisfaction, work environment
and salary satisfaction. Ssesanga and Garrett (2005) measured university faculty job
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satisfaction in Uganda using nine general factors: teaching, research, governance,
remuneration, opportunities for promotion, supervision, co-worker’s behavior, working
environment and overall conditions. Chen et al. (2006) measured faculty job satisfaction in a
private university in China using six factors: organization vision, respect, result feedback and
motivation, management system, pay and benefits and work environment.

2.3 Job Satisfaction and Personal Factors

Personal factors also effect the faculty job satisfaction same as other professions. The
literature provides evidence for a strong relationship between job satisfaction and personal
factors namely gender (Bozeman & Gaughan, 2011; Ghafoor, 2012), age (Abdul, 2013;
Wong & Heng, 2009), education level (Ghafoor, 2012), marital status (Bozeman & Gaughan,
2011; Wong & Heng, 2009), job position (Ghafoor, 2012; Wong & Heng, 2009), total years
teaching (Abdul, 2013), academic discipline (Springfield-Scott, 2000), children living in the
home (Aisenberg & Harrington, 1988; Bryson, Bryson, & Johnson, 1978), work-family
conflict (Calvo-Salguero et al., 2010; Lapierre et al., 2008), and so on. This study will use the
personal factors such as gender, age, marital status, educational attainment, length of
employment, academic rank, discipline, and country of graduation to view faculty job
satisfaction.

3. Methodology
3.1 Dependent and Independent Variables

A dependent variable is a criterion or variable that is to be predicted or explain (Zikmund,
2003). Faculty job satisfaction is the dependent variable in this study. It consists of five
dimensions namely salaries, bonus and welfare, faculty promotion, in-service teaching
training, and in-service research training. Faculty members rated their level of satisfaction on
a four-point Likert scale ranging from 1 = “very dissatisfied” to 4 = “very satisfied”.

An independent variable is a variable that is expected to influence the dependent variable
(Zikmund, 2003). In the study, personal factors are the independent variables. It includes
gender, age, marital status, educational attainment, length of employment, country of
graduation, and discipline. The purpose of selecting these factors in this study is to identify
specific groups who have low level of job satisfaction in order to provide consultation and
service that can enhance faculty job satisfaction in Vietnamese higher education.

3.2 Sample

The survey instrument was distributed to 230 faculty members at the five member
universities of Vietnam National University — Ho Chi Minh City (VNU-HCM) namely the
University of Technology, the University of Social Sciences and Humanities, the University
of Science, the University of Information Technology, and the University of Economics and
Law, of which 200 were returned, for an 87% return rate, which exceeds the 30% response
rate most researchers require for analysis (Dillman, 2000; Malaney, 2002). In addition, 200
faculty members in VNU-HCM completed the survey instrument. The 10 of these were
chosen for open-ended questions which were done using e-mail interviews.
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3.3 Data Collection Procedure
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A questionnaire survey was sent to the representative faculty at each university who was
further distributed questionnaires to faculty members in their department and school. Before
distributing the questionnaire, a guideline was introduced to the faculty members in
VNU-HCM, explaining the following points: 1) the purpose of the study, 2) a request for
faculty not to write their name on the questionnaire, 3) assurance that questionnaires would
not be handled or reviewed by any other person, 4) further assurance that the completed
questionnaire would be analyzed for research purpose only and all personal information
remains confidential. There was no time limit for faculty to answer the questionnaire so the
faculty could answer at their own speed. After two weeks, we would be returned the all
questionnaires of faculty members at each university.

The open-ended questions were sent to the participants. After receiving the questions, the
participants responded by writing about their experiences and forwarded these to the
questions. Each faculty member took twenty to thirty minutes to answer these questions, and
immediately returned it to the writer by e-mail.

This study employs statistical methods of descriptive analyses, independent #-test and the
analysis of variance (ANOVA) to analyze the data. Descriptive analysis is conducted to
understand the general level of job satisfaction of faculty members in VNU-HCM. The
independent #-test and ANOVA are used to examine the relationship between demographic
factors and each dimension of faculty job satisfaction

4. Results and Discussion
4.1 The General Level of Faculty Job Satisfaction in VNU-HCM

The survey used a four-point Likert scale with responses ranging from 1 = very dissatisfied to
4 = very satisfied. In terms of Table 1 the findings indicated that faculty members in
VNU-HCM were moderately satisfied with their jobs (M = 2.73, SD = 0.73).

Table 1. The Results of Means (M) and Standard Deviations (SD) of Faculty Job Satisfaction
Level in VNU-HCM

Faculty Job Satisfaction Dimensions Scores range M SD
Average of five dimensions 2.73 0.73
1. Salaries 2.16 0.76
2. Bonus and welfare - 2.51 1.08
3. Faculty promotion 3.25 1.11
4. In-service teaching training 2.86 0.93
5. In-service research training 2.84 0.81

In this study, the results of descriptive analysis showed that the average of the five
dimensions of job satisfaction is 68% (= 2.73/4) indicating a moderate level of job
satisfaction for faculty members in VNU-HCM by comparing the scale of 4. This finding for
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Vietnam is supported by studies in Malaysia (Noordin & Jusoff, 2009), India (Gautam et al.,
2006), Jamaica (Brown & Sargeant, 2007), and around the world (Bentley et al., 2013). These
studies used a five-point Likert scale with responses ranging from 1 = very dissatisfied to 5 =
very satisfied to measure the level of faculty job satisfaction. These studies showed that the
average level of job satisfaction for faculty members in Malaysia was 76% (= 3.82/5), in
Jamaica, it was 67% (= 3.38/5), and in Indian, it was 61.2 (medium = 51 to 70). Bently et al.
(2013) examined faculty job satisfaction across countries and found that the average level of
faculty job satisfaction in the United State (U.S.) was 73% (= 3.69/5), in Australia 68% (=
3.42/5), in Japan 72% (= 3.62/5), in South Africa 67% (= 3.37/5), in Portugal 67% (= 3.39/5)
and in the United Kingdom 66% (= 3.34/5).

Although each study used different methods, approaches and instruments to measure job
satisfaction for faculty members in higher education, this study, like the other cited above,
indicated that Vietnamese faculty members were moderately satisfied with their jobs. This
means that the level of faculty satisfaction in Vietnam is comparable to those in both
developing and developed countries. However, there is still much room for university
administrators to improve the level of job satisfaction of faculty members in VNU-HCM.

4.2 The Significant Different between Personal Factors and Faculty Job Satisfaction in
VNU-HCM

This study used a combination of personal factors such as gender, age, marital status,
educational attainment, length of employment, country of graduation, and discipline which
were identified as key factors to determine faculty job satisfaction in VNU-HCM. The findings
of this study show that there were significant differences regarding faculty job satisfaction
and personal factors. Three of the seven dimensions of personal factors including gender,
educational attainment, and country of graduation were significant differences on faculty job
satisfaction in VNU-HCM.

Regarding the relationship in job satisfaction between male and female faculty in VNU-HCM,
Table 2 shows that there were significant differences between the level of job satisfaction of
male and female faculty members (¢ = -2.719, p < 0.01). The finding of post-hoc comparison
shows that male faculty members (M = 2.81, SD = 0.73) were more satisfied with their jobs
than their female colleagues (M =2.50, SD = 0.67).

In terms of educational attainment, Table 2 shows that there were significant differences in
faculty job satisfaction between participants with different degrees (F = 3.445, p = < 0.05).
Furthermore, the finding post-hoc comparison shows that faculty members holding master’s
degrees (M = 2.93, SD = 0.91) were more satisfied with their jobs than those holding
bachelor’s degrees (M = 2.64, SD = 0.61). It shows no significant differences in job
satisfaction between faculty members holding doctoral and both those holding masters and
bachelor’s degrees.

Regarding the relationship between faculty job satisfaction in VNU-HCM and country of
graduation, Table 2 shows that there was significant differences regarding faculty job
satisfaction and country where highest degrees received (¢ = 5.756, p < 0.01). The finding of
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post-hoc comparison shows that faculty members who received their highest degrees in
Western countries (M = 3.03, SD = 0.86) were more satisfied with their jobs than colleagues
who received their highest degrees in Asian countries (M = 2.60, SD = 0.72) and Vietnam (M
= 2.64, SD = 0.64). It shows no significant differences in job satisfaction between faculty
members who received their highest degrees in Asian countries and Vietnam.

Table 2. The Results of ANOVA and t-test of Personal Factors on Faculty Job Satisfaction in
VNU-HCM

Personal factors M SD A;tgs\t//A Post-hoc comparisons
Gender
Female 2.50 0.67
Male 2.81 0.73 2T
Age (average age = 33.99)
Under 30 2.79 0.71
30-40 2.73 0.78 0.634
Over 40 2.58 0.44
Marital status
Single 2.72 0.72
Married 2.73 0.74 0006
Educational attainment
Bachelor’s degree (B.A) 2.64 0.61
Master’s degree (M.A) 2.93 0.91 3.445% (B.A)<(M.A)
Doctoral degree (Dr.) 2.67 0.71
Length of employment (years)
Less than 1 2.64 0.63
1-5 2.86 0.81
6-10 2.79 0.82 1100
11-15 2.59 0.63
16 or more 2.60 0.41
Country of graduation
Vietnam 2.64 0.64 . .
Asian countries 2.60 0.72 5.756%* (Vle“éi‘ggs’é‘:;an) -
Western countries 3.03 0.86
Discipline
Technology 2.82 0.67
Social Science and Humanities 2.78 0.74 2.498
Nature Sciences 2.56 0.78

Note. *p < .05 **p < .01.
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Faculty members in VNU-HCM belongs to different age groups, the average age of
participants was approximately thirty-four years (M = 33.99). Table 2 shows that there was
no significant differences in faculty job satisfaction among different age groups (F = 0.634, p >
0.05). In terms of marital status, there was no significant differences in faculty job
satisfaction between married and single participants (¢ = - 0.066, p > 0.05). For length of
employment at current position, Table 2 also shows that there was no significant differences
regarding faculty job satisfaction in VNU-HCM and length of employment (¥ = 1.100, p >
0.05). Finally, this study also examines the relationships regarding faculty job satisfaction in
VNU-HCM and discipline. Table 2 shows that there was no significant difference regarding
the level of faculty satisfaction and discipline (F = 2.498, p > 0.05).

In this study, the findings of independent #-test and one-way ANOVA found that there were
significant differences regarding job satisfaction and personal factors of the respondents. This
finding had similar by studies in Singapore (Paul & Phua, 2011), Pakistan (Ghafoor, 2012;
Mehboob et al., 2012), South Africa (Schulze, 2006), the U.S. (Castillo & Cano, 2004; Seifert
& Umbach, 2008), and Uganda (Ssesanga & Garrett, 2005).

A statistically significant difference has found between the level of satisfaction of male and
female in their job. Male faculty members in VNU-HCM were generally more satisfied with
their jobs than their female counterparts. This finding for Vietnam was consistent with studies
at the U.S., including Castillo and Cano (2004), Nyquist, Hitchcock, and Teherani (2000),
and Springfield-Scott (2000). According to Castillo and Cano (2004), male faculty members
in the U.S. (M = 4.06, SD = 0.50) were more satisfied than female counterparts (M = 3.78, SD
= 0.57). Springfield-Scott (2000) found that this may be due to overshadowing, traditional,
male dominance in the U.S. in establishing and implementing major policies, administrative
directives and long-range planning. Like these studies in the U.S., this study found that in
Vietnam, male had more satisfied than their female colleagues because males might be higher
job mobility, more supported to focus on job, and held leadership positions in organizations.
This means that factors such as family roles and culture affected faculty job satisfaction in
VNU-HCM. A faculty member said,

I think the result is quite true. Because female faculty member often spend
more time taking care of the whole family, their activities related to
teaching were not as focused as their male counterparts. Moreover, male
faculty members often hold leadership positions in their organizations and
have more power to make decisions on the job compared to their female
peers.

The findings of this study showed that there were significant differences regarding faculty
job satisfaction in VNU-HCM and educational attainment. There are identified many results
from different studies in regards to faculty job satisfaction and educational attainment.
Studies of faculty job satisfaction in North Cyprus by Eyupoglu and Saner (2009) and in the
U.S. by Schroder (2008) found that faculty holding doctoral degrees displayed significantly
higher levels of job satisfaction than their counterparts with masters or bachelor’s degrees. In
a study of faculty members in Singapore, Paul and Phua (2011) found that the satisfaction
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levels of faculty holding bachelor’s degrees were marginally higher than those holding
masters or doctoral degrees. In Vietnam, this study found that faculty holding master’s
degrees were more satisfied in their jobs than those holding bachelor’s degrees. Blanchflower
and Oswald (1994) showed that educational attainment contributes to a higher level of
income, faster promotion, and finding better jobs.

Reasons why faculty members holding master’s degrees were more satisfied with their jobs
than those holding bachelor’s degrees consist of qualified to meet teaching standards,
qualified to participate in the specialist knowledge at work such as academic reviewer,
scientific council, qualified to participate in teaching at different institutions, and qualified to
find opportunities for promotion and salary increase. As one faculty member explained,

In my opinion, when teaching at the undergraduate level, faculty members
should have a higher qualification than a bachelor's degree in order to
impart knowledge to students. Moreover, when faculty members have a
master's degree, they have more opportunities for career advancement and
professional development.

Faculty job satisfaction generally increases with highest educational attainment (Gardner &
Oswal, 2002; Metle, 2001). In Vietnam, however, faculty members with a master's degree
can meet the minimum requirements and standards to teach at a university; but, there is still a
wide the gap between faculty holding master’s degrees and faculty holding bachelor’s
degrees in terms of welfare, benefits, rights and chances. This gap is not significant in faculty
members with master’s degrees and doctoral degrees.

Finally, the findings of this study show a significant differences regarding faculty job
satisfaction in VNU-HCM and country of graduation. This finding for Vietnam contrasts with
the situation in Malaysia; Noordin and Jusoff (2009) found no significant differences between
Asian and Western educated respondents with regard to faculty job satisfaction. In Vietnam,
however, Western-country-degree holders were more satisfied with their jobs than Vietnam
and Asian educated respondents. Based on factors such as qualification, knowledge and
confidence, Vietnamese universities prefer job applicants with Western degrees than Asian
and Vietnam degrees. One faculty member elaborated,

The training system in Western countries not only provided good technical
knowledge, but it also improved self-confidence for learners from
different environments. This confidence helped make them more satisfied
in Vietnamese universities.

5. Conclusion

A person with a high level of job satisfaction has a positive attitude towards the job, while a
person who is dissatisfied with the job has a negative attitude. Therefore a detailed
understanding of job satisfaction is the key to improving the well-being of a large number of
working individual. Job satisfaction contributes to efficient services and high performance,
and will increase organizational productivity. Faculty job satisfaction is their positive feelings

153 http://ire.macrothink.org



ISSN 2327-5499

\ M ac roth i nk International Research in Education
A Institute ™ 2014, Vol. 2, No. 2

with the educational process and its results, their enthusiasm in the process of work, and their
relations with students, colleagues and administration.

The findings of this study showed that faculty members were female faculty, faculty holding
bachelor’s degree, and faculty who received their highest degree in Asian countries and
Vietnam had low satisfaction in their jobs. Policy makers and university administrators in
VNU-HCM should focus on improving satisfaction levels for female faculty, faculty holding
bachelor’s degree, and faculty who received their highest degree in Asian countries and
Vietnam.

It is hoped that the barrier to the job satisfaction of faculty members in VNU-HCM found in
this study may be help administrator to develop a work environment and culture that would
allow higher levels of faculty job satisfaction and contribute to improvement in the quality of
faculty members in Vietnamese higher education. Furthermore, the findings of this study can
also contribute to filling the gap in the literature regarding Vietnam and other developing
countries.
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