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Abstract 

Many studies have been done in the developed countries due to the importance of job 

satisfaction; however, only a limited number of studies have been conducted on teachers’ job 

satisfaction in Bangladesh. This study identifies psychological factors and investigates their 

effects on job satisfaction among 100 private university teachers (including male and female) of 

different departments of different universities across Dhaka City. The study presents an 

alternative conceptual framework where satisfaction may result in the long-term career 

intentions in a specific institution. The finding can shed more light on the area of teachers’ job 

satisfaction and related factors to have better understanding of the relationship between job 

satisfaction and job performance. Psychological factors like job stress, life stress, achievement 

motivation, influence orientation could play a vital role in decision making on career intentions 

of private university teachers. In this study, the structural equation modeling (SEM) with the 
partial least square (PLS) approach was used to analyze the data. 
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Introduction 
 
Psychological factors on job satisfaction can play a vital role in ensuring long term career 

intention of a teacher. Private university authorities are sometimes seen to be worried because of 

their teachers when they frequently switch off the job to another Institution. However, mostly it 

may happen for different reasons such as lack of job security, low remuneration, lack of job 
satisfaction and want of long-term career intention or goals. It is believed that long term career 

intention is the most determining outcome of each and every job to have the ultimate results from 

job satisfaction which is a combination of achievement motivation and influence orientation. 
Again, it is job satisfaction that may result from unreasonable work stress that derives from 

undesirable life stress and working condition. 

 

Various researchers have defined the job satisfaction construct differently. The term was brought 
to limelight by Hoppock (1935) who reviewed 32 studies on job satisfaction conducted prior to 

1933 and observed that job satisfaction is a mixture of psychological, physiological and 

environmental conditions that cause a person to say, "I am satisfied with my job". Such a 
description indicates the diversity of variables that influence job satisfaction but inform us 
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nothing about its nature. Locke (1969, 1976) defined job satisfaction as "a satisfying or positive 
emotional state resulting from the evaluation of one's job or job experiences". 

 

Job satisfaction has been a vital role in any organizations. Job satisfaction has also received great 

attention in academic research as a result of the complex relationships within challenging spheres 
such as work, family, leisure, and social network (Gamboa, Garcia-Suaza and Rodriguez-Acosta, 

2011). It influences academic staff commitment and performance in their job. Recognizing the 

significance of job satisfaction, an array of theories is available to make clear the motivational 
contents and cognitive process that form the issue of job satisfaction (Saif, Allah Nawaz, Ali Jan, 

Imran Khan, 2012), and a massive body of research has been conducted as well underway to 

discover and understand job satisfaction problems in developed world (Abdul Sattar, 2014), and 
developing world as well (Gamboa, Garcia-Suaza and Rodriguez-Acosta, 2011). Hoppock, 

(1935), Vroom, (1964), Davis and Nestrom (1985), Clark-Rayner and Harcourt (2000), Abdul 

Sattar (2001), Ellickson and Logsdon (2001), Rocca and Kostanski (2001), Furnham, Petrides, 

Jackson, and Cotter (2002), Grebner, Semmer, Faso, Gut, Kalin, and Elfering (2003), Statt 
(2004), Amstrong, (2006), Nguni, Sleegers, and Denessen (2006), Gautam, Mandal, and Dalal 

(2006), Nelson, Tonks and Weymouth (2006), Hiroyuki, Kato, and Ohashi (2007), Kaliski, 

(2007), Gamboa, Garcia-Suaza and Rodriguez-Acosta, (2011), Qasim, Azam-Cheema, and 
Nadeen A Syed (2012), as well as Xuong-Kiet Vuong and Minh-Quang Duong (2013) just to 

name a few, have explored various aspects of job satisfaction such as stage of job satisfaction, 

determinants, relationship between burnout and job satisfaction, links between psychological 
contract and job satisfaction, turnover among workers, personal characteristics of workers, 

working conditions attitudes, as well as interrelationships between morale and work satisfaction. 

 

Stress researchers state that job stress affects actual turnover through dissatisfaction, yet there is 
little empirical evidence to support this assumption (Griffeth, 1995). In their framework for 

analyzing role stress, Kahn and Quninn (1970) defined job stress as constituting vagueness in 

work role, role conflict, and role overload. With early research giving weak and mixed results 
(see Hamner& Tosi, 1974; Lyons, 1971), job stress was reconceptualized to indirectly influence 

actual turnover through job satisfaction (Gupta & Beehr, 1979). Using Maslach’s model (1982) of 

job burnout, consisting of emotional fatigue, depersonalization and disappointments, Jackson, 

Schwab, and Schuler (1986) conducted a survey examining teachers’ mobility and found that 
stayers reported less exhaustion than movers or leavers. Yet, depersonalization and beliefs about 

lack of achievement did not affect attrition rates among teachers. 

 
Expanding on the job satisfaction concept, emotional exhaustion was also found to be positively 

related to turnover (Ashford, Lee & Bobko, 1989). Though, overall, job burnout describes less 

variance in turnover than other factors that it is associated with, such as, excessive workload and 
lack of autonomy on the job (Hom & Griffeth, 1995). In the proposed model, job stress is 

hypothesized to be negatively associated with job satisfaction. 

 



The Impact of Psychological Factors on the Job Satisfaction and Career Intention 127 

 

Numerous studies found that job stress affects the teachers’ job satisfaction and their overall 
performance in their work, because most of the organizations now are more demanding for the 

better job outcomes. In fact, modern times have been called as the “age of anxiety and stress” 

(Coleman, 1976). The stress itself will be affected by number of stressors. Nevertheless, Behr and 

Newman (1978) had defined stress as a situation which will compel a person to move away from 
normal functioning due to the alteration (i.e. disrupt or enhance) in his/her psychological and/or 

physiological condition, such that the person is forced to deviate from normal functioning. From 

the definition that has been identified by researchers, we can conclude that it is truly important for 
an individual to identify the stresses that are faced by them in their career. Some demographic 

factor may influence the way a university academic staff performs in their workplace. Kimengi 

(1983) findings implied that teachers’ salary is an important factor that contributes to teachers’ 
job satisfaction. Kimengi suggests that educational planners should deem the importance of 

increasing teachers’ salaries in order to retain teachers in the teaching profession. Kimengi’s 

(1983)study suggests the important roles played by the promotional opportunities available in 

teaching profession that also increase job satisfaction to teachers. When a teacher gets monetary 
reward with exceptional amusement and excitement that experience more tremendous for the 

recipient(Weinstein, 1997). 

 
Family and work are inter-related and interdependent to the extent that experiences in one area 

affect the quality of life in the other (Sarantakos, 1996). Home-work interface can be known as 

the overlap between work and home; the two-way relationship involves the source of stress at 
work affecting home life and vice versa effects of suffering on home life, demands from work at 

home, no support from home, absent of stability in home life. It asks about whether home 

problems are brought to work and work has a negative effect on home life (Alexandros-Stamatios 

G.A et al., 2003). For example, it questions whether the workers have to take work home, or 
inability to forget about work when the individual is at home. Home-work interface is important 

for the workers to reduce the level of work-related stress. According to Lasky (1995) demands 

associated with family and finances can be a major source of ‘extra-organizational’ stress that can 
make difficult, or even hasty, work-place stress. Russo & Vitaliano (1995) argued that the 

happening of stressors in the workplace either immediately following a period of chronic stress at 

home, or in conjunction with other major life stressors, is likely to have a marked impact on 

outcome.  
 

The concept of work environment is an actual comprehensive one including the physical, 

psychological and social aspects that mark up the working condition. Work environment performs 
to have both positive and negative effects on the psychological and welfare of employees. The 

work environment can be described as the environment in which people are working. Such as, it 

is very wide category that incorporates the physical scenery (e.g. noise, equipment, heat), 
fundamentals of the job itself (e.g. workload, task, complexity) extensive business features (e.g. 

culture, history) and even extra business background (e.g. industry setting, workers relation). 

However, all the aspects of work environment are correspondingly significant or indeed 

appropriate when considered job satisfaction and also affect the welfare of employees. 
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Ceylan said in 1998 working conditions have features about the job such as calm and easy 
workplace, lighting and temperature, bigger, better and cleaner work spaces, and office spaces. 

These factors have impact on worker job satisfaction. When this is provided by the firm, 

employee satisfaction raises. Some studies tell that low job-satisfaction levels can be mostly 

attributed to the physical working conditions (De Troyer, 2000). Employee perform their duties 
and daily activities in workplace environment. Commonly noise level, fresh air, and the 

incentives e.g. child care, also become a part of work environment. 

 
Employees are likely to have high levels of job satisfaction if supervisors provide them with 

support and collaboration in completing their tasks (Ting, 1997). Results of another study show 

that the, “quality of the supervisor-subordinate relationship will have a significant, positive 
influence on the employee’s overall level of job satisfaction (Aamodt, 1999)”. Employees also 

feel more pleasure if the supervisors take an opinion from them in their decisions. Moreover, as 

described by Chieffo (1991), “supervisors who allow their employees to participate in decisions 

that affect their own jobs will, in doing so, stimulate higher levels of employee satisfaction”.  
Over the years, behavioral scientists have noticed that some people have an intense desire to 

achieve something, while others may not seem that concerned about their achievements. This 

phenomenon has attracted a lot of discussions and debates. Scientists have observed that people 
with a high level of achievement motivation exhibit certain characteristics. 

 

Achievement motivation is the inclination to try for success and to choose goal-oriented success 
or failure activities. Achievement motivation forms to be the basic for a good life. People who are 

oriented towards achievement, in general, enjoy life and feel in control. Being motivated keeps 

people energetic and gives them self-respect. They set moderately difficult but easily achievable 

targets, which help them, achieve their objectives. They do not set up extremely difficult or 
extremely easy targets. By doing this they ensure that they only undertake tasks that can be 

achieved by them. Achievement motivated people prefer to work on a problem rather than leaving 

the outcome to chance. It is also seen that achievement motivated people seem to be more 
concerned with their personal achievement rather than the rewards of success. 

 

The notion of need for achievement (nAch) was formulated in the 1950s (McClelland, Clark, 

Roby & Atkinson, 1958). McClelland and his colleagues argued that high-nAch people are more 
likely than low-nAch people to engage in energetic and innovative activities that require planning 

for the future and require an individual’s responsibility for task outcomes. McClelland (1961) 

argued that high-nAch people should also prefer tasks that involve skill and effort, provide clear 
performance feedback, and were of moderate challenge or risk. 

 

McClelland’s needs theory is also known as Achievement motivation theory, in which he tried to 
explain how individual needs and environment factors together form three basic human motives. 

People who are motivated by high achievement tend to get better money incentive and promotion 

because they are continuously trying to find the best way of doing their work. This effort is the 

achievement need. People who have a high need for power also strive to have control over their 
surroundings, tangible re-sources that are available and even other people. They like to be in 
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charge, and have the need of acquiring, exercising and maintaining their power or influence on 
others. People who have a high affiliation need look at the organization as an opportunity to 

establish new and fulfilling relationships. They are likely to be motivated by jobs or tasks that 

often offer interaction with other colleagues. They gain fulfillment through being accepted and 

loved by the group (McShane et al. 2010). 
 

David Mcclelland realized three requirements which are the basis for his theory on motivation. 

Need for achievement, i.e. doing the works in the most excellent and most efficient way 
[Schermerhorn Jm James R., Hunt G, Richard NO, 1994] is a motivation which if created in a 

person would do his maximum attempt to achieve the goals and accepts moderate risk in the 

works [Harrell AM, Stahl MJ, J Applied Psych, 1981]. Another characteristic of someone who is 
encouraged to gain success is that he or she it focuses on success itself more than the rewards of 

success [Harrell AM, Stahl MJ, Account organize soc, 1984]. Need for power is the desire to 

control and influence others. Those who it tend to have responsibility for their performance and 

ultimately the need to communicate and need for affiliation that tends to establish and maintain 
cordial relations with other humans and satisfy the need to establish a personal relationship 

[Schermerhorn Jm James R., Hunt G, Richard NO, 1994]. Based on Mcclelland motivational 

theory, individual recognition in terms of need for success, power and communication, and strive 
to meet these, can be effective in improving employee job satisfaction and their performance 

[Hersey P, Ken B, 1983 and 1985.]. 

 

Statement of the Problem 
 

It is generally believed that a teacher, considered as an engineer of the human soul, plays an 
important role in society. They are considered pillars of society because they shoulder the 

responsibility of educating and training students upon whom our future relies. Previous research 

has revealed that employees who are satisfied with their job are more likely to be creative, 
innovative and initiate the breakthroughs that can increase their job performance [Maulana Usop 

et al., 2013]. On the other hand, a teacher who is dissatisfied with his or her job may become 

irritable and tense which may bring inefficiency and other negative effects to the students’ 

learning process. 
 

These teachers are known as the builder of the society and take part active role in the building of 

a nation. In addition, these teachers could be facing job security challenges for many reasons. The 
poor and disgraceful working conditions, poor remuneration, increased workload due to the high 

enrolment rates and lack of job security could also be contributing factors to teachers’ levels of 

job dissatisfaction. In addition to capturing indicators related to supporting teachers and their 

work, some of the factors influence to provide measures of teachers’ job satisfaction, the degree 
to which an individual is content with his or her job, and organizational commitment, the extent to 

which employees are committed, even emotionally attached, to an organization. To identify 

significant determinants that influence teacher mobility, this study examines how these individual 
factors are associated with teacher turnover and to what degree they predict teacher mobility. 
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There has been increased number of job switching among the teachers of private university. Some 
may switch to public university, some may be engaged to government jobs, some are seen to run 

their own business and some are seen to engage themselves into other private university when 

better status or salary is provided. At the same time frequent switching of jobs may incur 

detrimental effects towards the students of private universities as they are to adjust with the new 
teachers in every new semester even in the middle of a semester. Severe problem occurs when a 

teacher switches his or her job before the final examination without completing the syllabus or 

any without examining the answer scripts. Thus, massive havoc may occur in the fate of a 
student. So, if we can find out the reasons behind the frequent switching of job of private 

university teachers it might be helpful for the university, students and the existing teachers also. 

This situation of affairs prompted the researchers to carry out this study to establish the factors 
that influence job satisfaction among the teachers in private universities of Bangladesh. 

 

Significance of the study 
 

This study is designed to understand the psychological factors and the level of job satisfaction of 

teachers of private universities. The research is important for the teachers, authority and students 
who are currently pursuing their activities in several private universities of the country. Here, 

teachers can provide a good solution to improve the teaching attitude towards dealing with work 

stress and to cope with the stress. Therefore, teachers will know about the skills to deal with the 

stress issue effectively. Furthermore, this research plays an important role to the junior or senior 
teachers too. It can provide them a clearer picture about the actual origin of their work stress, thus 

they are able to find their own solutions to cope with the stress faced in their workplace especially 

in university. Eventually, the quality of teaching may improve and lead to better creditability for 
their better future. The reputation of a private university can also be enhanced and indirectly 

attract more students to be admitted in their institution if frequent job switch stops. 

 
Additionally, identifying how influential the determinants and constructs are on teacher turnover 

may allow policy makers and education leaders to productively focus on forces and conditions 

within districts and schools that can mitigate teacher mobility and attrition; ultimately, pushing 

them to reconsider how to support teachers and their work, and improve the equitable distribution 
of teacher quality by reducing teacher turnover in certain types of schools. However, there are 

some limitations to the design, results and implications of this study that are discussed in the next 

section. 
 

This research model is integrated from different models established by various researchers. New 

elements have been added into the existing original models through obtaining different ideas from 

different journals. This is a new constructed model aiming to enhance and improve the model. 
Hence, it can contribute to the future researchers to use as a reference. It can assist the future 

researchers in their future investigation by expanding or modifying this model. 
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Objectives of the study 
 

The purpose of this study is to understand the following relationships about perceived job 

satisfaction of faculty members of different private universities of Bangladesh: 
1. To show the relationship between life stress and work stress of teachers. 

2. To explore the relationship between working condition and undesirable work stress. 

3. To examine the relationship between undesirable work stress and job satisfaction. 
4. To identify the relationship between achievement motivation and job satisfaction. 

5. To find out the relationship between influence orientation and job satisfaction. 

6. To explore the relationship between job satisfaction and career intentions. 

 

Proposed Relationship 
 
Based on McClleland needs theory and literature review, it is predicted that private university 

teachers’ long term career intentions are influenced by the level of their job satisfaction. 

Furthermore, job satisfaction of teachers is influenced by undesirable work stress, achievement 

motivation and influence orientation. Finally, it is assumed that undesirable work stress is 
influenced by undesirable life stress and working condition.  

 

 
 

  

 
   

   

  

 
 

 

 
 

  

 

 
Figure 1: Proposed relationship responsible for job satisfaction and career intentions 

 

It is life stress that includes events or experiences and produces severe strain or failure on the job 

of a person. On the other hand, working conditions cover a broad range of topics and issues such 
as working time, work schedules, remuneration, physical conditions and mental demands that 

exist in the workplace. Proposed relationship shows that undesirable life stress and working 

condition are jointly responsible for undesirable work stress that is probably responsible for 
ensuring job satisfaction of a teacher. In this way, career intention of a teacher can be interrupted 

if undesirable life stress and non-suitable working condition continues in a private university. 
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Achievement motivation can lead a teacher’s internal and external satisfaction that can be defined 
as the prime need for success or the attainment of excellence. Influence orientation ensures a 

teacher’s right in decision making process of every steps of his/her job. Thus, positive use of 

achievement motivation and influence orientation can lead a teacher’s job satisfaction. In this 

way, a teacher’s career intention can be ensured in the full swing. 
 

Hypothesis 
H1: Undesirable life stress has significant effect on undesirable work stress of faculty members. 
H2: Working condition has significant effect on undesirable work stress. 

H3: Undesirable work stress has significant effect on job satisfaction. 

H4: Achievement motivation has significant effect on job satisfaction. 
H5: Influence orientation has significant effect on job satisfaction. 

H6: Job satisfaction has significant effect on career intentions. 

 

Methodologies of the study 
 

Research Design 
Quantitative research design was used for this research. 

 

Sampling area and sample selection 

The survey covered 100 faculty members of different private universities. We selected this 
sample size using convenient random sampling method. The areas of sampling mainly covered 

Dhaka in Bangladesh.  

 

Sources of data 

Both the primary and secondary data was used in this study. Secondary data and information were 

collected from the existing literature and different published reports in the said field and the 
primary data was collected through a comprehensive questionnaire survey. 

 

Questionnaire design  

Questionnaire design may be the most important part of any survey process.  If we want to find 
out the behavior, experience and measure the opinions of the public designing an acceptable 

questionnaire is compulsory. A structured questionnaire with closed ended questions was used for 

collecting primary data. While developing questionnaire the researchers took ideas from different 
articles and through discussion as to the topic they earned a better understanding to develop it in a 

comprehensible way. For the closed ended questions five-point Likert scale was used, where 

1=strongly agree, 2 =agree, 3= neutral (neither agree nor disagree), 4= disagree, and 5= strongly 

disagree. There are seven constructs. Under these constructs there are some items (questions). 
Each item was answered using five-point Likert scale. Measurement Models/tools are given 

below: 
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Constructs Corresponding Items 

L
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LS 1: I am not satisfied with the support of my family. 

LS 2: I am not satisfied with present social status as a teacher. 

W
o
rk

 

S
tr

es
s  

WS 1: I experience excessive stress in my job. 

WS 2: My job is too frustrating for me. 

W
o
rk

in
g

 

co
n
d
it
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n
 

 WC 1: I am not satisfied with working hours. 

WC 2: I am not satisfied with computer facilities. 
WC 3: I am not satisfied with washroom facilities. 

WC 4: I am not satisfied with teacher and student relationship. 

WC 5: I am not satisfied with present placement and course distribution. 

WC 6: I am not satisfied with current supervision style (by dept. chairman ). 

A
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v
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t 

m
o
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v
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n
  

AM 1: I   have not enough growth opportunity in my organization. 

AM 2: I   have not enough opportunity for training and development. 

AM 3: I   have not enough promotional opportunities. 

AM 4: I have not sufficient opportunities to move upper/administrative 

positions. 

In
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ti
o
n
  

IO 1: I am not satisfied with power distance between faculty members and 

central administration. 
IO 2: I have not the power to do what I want in my job. 

IO 3: I have not the power to give order to junior colleagues. 

Jo
b
 s

at
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fa
ct

io
n
 

 
JS 1: I am not satisfied with my supervisors. 

JS 2: I am not satisfied with working conditions. 

JS 3: I am not satisfied with interpersonal relations. 

JS 4: I am not satisfied with company policy and administration. 

JS 5: I am not satisfied with the present salary structure. 

JS 6: I am not satisfied with the other incentives, bonus system etc. 

JS 7: I think that my job is not secured. 

JS 8: I think that I may be fired at any time. 

C
ar

ee
r 
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te

n
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o
n
  

CI 1: Considering my level of job satisfaction, I want to continue this job. 

CI 2: I want to build my career in this organization. 

CI 3: Considering the overall situations, I want to stay in this organization. 

 

Tools and techniques will be used 
Data was analyzed using a statistical analysis technique which is based on the Structural Equation 

Modeling (SEM). SMART PLS software was used to calculate the above statistics and interpret 

the results. 
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Findings 
 
Reliability and Validity of Data 
The research model was analyzed using Smart PLS 3.0 to assess the psychometric properties of 
the measurement items while simultaneously estimating the paths of the structural model (Ringle 
et al., 2012). The bootstrapping procedure was applied to achieve a stable set of standard error 
estimates. First, the reliability and validity of the scales and measurement items were evaluated. 
The composite reliability (CR) values ranged from 0.75 to 0.93 and Cronbach’s Alpha values 
ranged from 0.76 to 0.89. In Table 1 shows all values were above the acceptable 0.7 threshold 
(Nunnally, 1978).  

 
Table 1: Alpha, CR and AVE 

Variables Cronbach’s alpha Composite reliability Average variance extracted (AVE) 

AM 0.870 0.911 0.757 

CI 0.895 0.93 0.823 

IO 0.762 0.851 0.892 

JS 0.887 0.816 0.891 

LS 0.810 0.798 0.766 

WC 0.850 0.839 0.848 

WS 0.837 0.753 0.782 

 
The validity was assessed by considering convergent and discriminant validity. The Average 
Variance Extracted (AVE) and items loading are the common measures of convergent validity. 
The Convergent validity is considered to be satisfactory when measurement constructs have an 
average variance extracted (AVE) of at least 0.50 and items loading are well above 0.50 (Hair et 
al., 2013). All AVE values in Table 1 were above the recommended minimum value of 0.50 
(Fornell & Larcker, 1981). Each item demonstrated sufficient convergent validity as shown in 
Table 2. The loadings, ranged from 0.73 to 0.99 are greater than the recommended level. 
Therefore, conditions for convergent validity were met. 

 
Table 2: The items loadings 

Constructs  AM CI IO JS LS WC WS 

AM1 0.895       

AM2 0.825       

AM3 0.887       

AM4 0.789       

CI1  0.897      

CI2  0.919      

CI3  0.906      

IO1   0.897     

IO2   0.898     

IO3   0.890     

JS1    0.788    

JS2    0.795    

Cont. table 2 
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Constructs  AM CI IO JS LS WC WS 

JS3    0.762    

JS4    0.738    

JS5    0.747    

JS6    0.758    

JS7    0.798    

JS8    0.786    

LS1     0.782   

LS2     0.997   

WC1      0.886  

WC2      0.911  

WC3      0.750  

WC4      0.871  

WC5      0.812  

WC6      0.915  

WS1       0.917 

WS2       0.857 

 
Table 3: The square root of the AVE 

The discriminant validity is supported in Table 3 where the square root of the AVE of each latent 

construct, bolded on the diagonal, is greater than the inter-construct correlations in the related 

columns and rows.  
Constructs AM CI IO JS LS WC WS 

AM 0.849       

CI -0.504 0.907      

IO 0.378 -0.722 0.745     

JS 0.443 -0.608 0.841 0.617    

LS 0.331 -0.585 0.304 0.242 0.792   

WC 0.332 -0.343 0.506 0.702 0.275 0.551  

WS 0.259 -0.248 0.386 0.589 0.309 0.620 0.783 

 

Testing of Hypotheses 

Following table (Table 4) shows the path coefficients regarding each path, which will indicate the 

accept-reject criteria of the hypotheses: 

 
Table 4: Path coefficients 

Paths  Hypotheses  Sample mean(M) Standard deviation (STDEV) t Statistics p Values 

AM->JS H4 0.111 0.072 1.474 0.141 

IO->JS H5 0.695 0.055 12.463 0.000 

JS->CI H6 -0.618 0.055 10.974 0.000 

LS->WS H1 0.134 0.111 1.347 0.178 

WC->WS H2 0.597 0.084 8.923 0.000 

WS->JS H3 0.281 0.057 7.889 0.000 
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The structural model was constructed to identify the path relationships among the constructs in 
the research model. Bootstrap method was used to test the hypothesis. The study tests the 

relationship between endogenous and exogenous variable by path coefficients. In the Table 4, the 

study found that Influence Orientation (IO: t = 12.463, P =0.000), Work Stress (WS: t = 7.889, P 

= 0.000) have a significant influence on the job satisfaction of the respondents whereas, 
Achievement Motivation (AM: t = 1.474, p = 0.141) has no significant influence on the job 

Satisfaction; Working Conditions (WC: t = 8.923, p = 0.000) has a significant influence on the 

respondents’ Work Stress whereas, the influence of the Life Stress of the respondents was found 
insignificant on their Work Stress. Finally, the influence of the job satisfaction of the respondents 

was found significant on their Career Intention. 

So, the hypotheses H2, H3, H5 and H6 are accepted and the hypotheses H1 and H4 are rejected. 
 

 

                                                 t = 1.347 

  
 

t = 8.923  
   

  
               t = 7.889 

 
 t = 1.474 
        t = 10.974 
 
  
    t = 12.463 
 
Figure 2: Results of proposed relationship held responsible for job satisfaction and career intentions. 

 

Discussion and Conclusion 
 

Every research requires continuation of study and also availability of time. The researchers faced 
a lot of difficulties throughout the period of conducting the research from various aspects. The 

researchers put their sincere effort to collect authentic data regarding the relevant information of 

the respondents. The results of this study and the generalization of those results may be limited 
due to the lack of job security as sometimes they were not willing to expose everything freely or 

feel hesitated to talk with us or help us. Time constraints are another problem for which 

researchers can’t use large sample size. During data collection remarkable respondents were 
unwilling to respond to the researcher and showed plea of time limitation. Few of them desired 

for getting some sort of assistance from the researcher and some of them provided unintentionally 

wrong information which were modified later on and highlighted the drawbacks of the study. The 

findings of the present research might be questionable as it has represented the scenario of Dhaka 
city mainly instead of Bangladesh. Information was taken from a random selection of several 

private universities of the city. 

Undesirable  

Work Stress (WS) 
Working 

Condition (WC) 

Undesirable  

Life Stress (LS) 

Job  

Satisfaction 

(JS) 

Career  

Intentions (CI) 

Achievement  

Motivation (AM) 

Influence  

Orientation (IO) 
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This study mainly focused on some psychological factors and their impact on the job satisfaction 
level of faculty members of different private universities. The availability of the participants and 

their generalization of suggestions were examined with care throughout the study. This helps to 

find out the actual scenario of the respondents which is the original aim of this study. Again, the 

sample of respondent’s size cannot be sole basis of identifying each factor, hence other 
relationships may exist which is too difficult to identify. As data were added at a solo point of 

time, it was hardly possible to capture any time-based relationships of the scenario. The overall 

observation of the future researchers may lead a chance of better result if the study would be 
conducted throughout the country. Again, the result due to time constraint may differ periodically. 

So, the future researchers may contribute a better outcome with the help of this research. 

 
Here it is found that Achievement Motivation has no significant influence on the job satisfaction. 

Influence Orientation, Work Stress have a significant influence on the job satisfaction of the 

respondents. Working Condition has a significant influence on the respondents’ Work Stress 

whereas, the influence of the Life Stress of the respondents was found insignificant on their Work 
Stress. Finally, the influence of the job satisfaction of the respondents was found significant on 

their Career Intention. At the end of the research, it can be said that universities may give more 

attention to motivate and maintain these human resources to make them more focused and to 
make the most of their effort by ensuring overall excellence of organization. 
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