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Abstract of thesis presented to the Senate of Universiti Putra Malaysia in fulfilment of
the requirement for the Degree of Master of Science

JOB SATISFACTION AMONG HIGH PERFORMING YOUNG NON-
ACADEMIC STAFF IN A PUBLIC UNIVERSITY IN NIGERIA

By

AGUBOSIM BENJAMIN BUNYE

November 2023

Chair : Associate Professor Mohd Mursyid bin Arshad, PhD
Faculty : Educational Studies

This thesis explores job satisfaction among high-performing young non-academic staff
in Nigeria Public University. The study aims to: (1) identify the understanding of job
satisfaction among high-performing young non-academic staff, (2) exploring the
activities that influence their job satisfaction, and (3) understand how they fulfill work
requirements. A qualitative methodology with a case study design was employed to
achieve these objectives. Data were collected through semi-structured interviews,
participant observation, and document analysis from 20 high-performing young non-
academic staff, selected based on supervisor ratings and consistent performance. NVivo
software was used for data analysis, facilitating coding and theme development. Results
indicated that participants' understanding of job satisfaction is influenced by financial
compensation, non-financial incentives, passion for work, mentorship, work
accomplishment, personal development, and the availability of necessary working tools.
Activities contributing to job satisfaction included task accomplishment, employee
empowerment, career growth, and soft skills development. To fulfill work requirements,
participants highlighted the importance of time management, interpersonal skills,
knowledge management, and aligning personal values with organizational goals. These
findings align with Maslow’s Hierarchy of Needs and Herzberg’s Two Factor Theory,
emphasizing the importance of both intrinsic and extrinsic factors in achieving job
satisfaction. Participants described activities that support job satisfaction and daily job
fulfillment, ultimately contributing to organizational effectiveness. These insights
inform potential interventions and policy recommendations aimed at enhancing overall
organizational performance and employee well-being.

Keywords: Herzberg’s Two Factor Theory, High Performing Young Non-Academic
Staff, Job Satisfaction, Lagos, Maslow’s Hierarchy of Needs, Nigeria.
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Abstrak tesis yang dikemukakan kepada Senat Universiti Putra Malaysia untuk
memenuhi keperluan Ijazah Master Sains

KEPUASAN KERJA DALAM KALANGAN KAKITANGAN BUKAN
AKADEMIK BERPRESTASI TINGGI MUDA DI SEBUAH UNIVERSITI
AWAM DI NIGERIA

Oleh

AGUBOSIM BENJAMIN BUNYE

November 2023

Pengerusi : Profesor Madya Mohd Mursyid bin Arshad, PhD
Fakulti : Pengajian Pendidikan

Kajian ini meneroka kepuasan kerja dalam kalangan kakitangan bukan akademik muda
berprestasi tinggi di sebuah universiti awam di Nigeria. Kajian ini bertujuan untuk (1)
mengenal pasti kefahaman berkenaan kepuasan kerja dalam kalangan kakitangan bukan
akademik muda, (2) meneroka aktiviti-aktiviti yang mempengaruhi kepuasan kerja
mereka dan (3) memahami cara mereka memenuhi keperluan kerja. Metodologi
kualitatif dengan reka bentuk kajian kes telah digunakan untuk mencapai ketiga-tiga
tujuan kajian ini. Data dikumpul melalui temu bual separa berstruktur, pemerhatian
peserta dan analisis dokumen yang melibatkan 20 orang kakitangan bukan akademik
muda berprestasi tinggi yang dipilih berdasarkan rating daripada penyelia dan prestasi
yang konsisten. Perisian Nvivo digunakan untuk menganalisis data, membantu
pengekodan dan membina tema. Dapatan kajian menunjukkan kefahaman para peserta
berkenaan kepuasan kerja dipengaruhi oleh pampasan kewangan, insentif bukan
kewangan, nyala rasa terhadap kerja, permentoran, pencapaian dalam kerja,
pembangunan peribadi dan kebolehdapatan peralatan kerja yang diperlukan. Aktiviti-
aktiviti yang menyumbang kepada kepuasan kerja termasuk penyempurnaan tugas,
pemerkasaan pekerja, perkembangan kerjaya dan pembangunan kemahiran insaniah.
Untuk memenuhi keperluan kerja, peserta kajian menekankan pentingnya pengurusan
masa, kemahiran antara perorangan, pengurusan pengetahuan dan melaraskan nilai-nilai
peribadi dengan matlamat organisasi. Dapatan ini selari dengan Hierarki Keperluan
Maslow dan Teori Dua Faktor Herzberg, dengan menekankan pentingnya faktor-faktor
intrinsik dan ekstrinsik bagi mencapai kepuasan kerja. Peserta kajian memberikan
huraian tentang aktiviti-aktiviti yang menyokong kepuasan kerja dan kerja harian yang
akhirnya menyumbang kepada keberkesanan organisasi. Kefahaman ini memberikan
penjelasan berkenaan intervensi yang sesuai untuk dijalankan dan syor dasar yang
meletakkan sasaran untuk meningkatkan prestasi organisasi dan kesejahteraan pekerja
pada keseluruhannya.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

This chapter outlines the study's background, problem statement, research questions,
significance, and scope, focusing on job contentment among top-performing young non-
academic personnel in a Nigerian public university. Job satisfaction has been described
in various studies as intrinsic and extrinsic factors influencing performance (Ukil, 2016;
Japheth, 2019). It essentially pertains to how individuals perceive their jobs and various
facets of their work. Therefore, employee job satisfaction is crucial for organizational
effectiveness (Idiegbeyan-Ose et al., 2018; Yaya et al., 2016; Ademodi & Akintomide,
2015). Key elements of job satisfaction include relationships with colleagues,
recognition, salary, career advancement, working conditions, job security, and
remuneration (Yee, 2018).

In today’s rapidly evolving higher education landscape, non-academic staff members
within universities have become increasingly vital. These individuals, often working
behind the scenes, play a critical role in the smooth functioning of academic institutions,
contributing to administrative efficiency, student support services, and overall
institutional effectiveness. Despite their integral role, the job satisfaction of non-
academic staff members remains a topic that warrants deeper investigation, particularly
among high-performing young professionals. Given the increasing presence of
millennials and Generation Z in the workforce, recent research has also examined
generational differences in job satisfaction. A study by Cacanindin (2023) explored these
differences and discovered that various generations have distinct reactions to their work.
Understanding these generational nuances is essential for effectively managing and
retaining talent within organizations.

This study, therefore, explores the degree to which job satisfaction impacts the
performance of top-performing young non-academic personnel in a Nigerian public
university.

1.2 Background of Study

Company managers usually cannot influence environmental factors, but they can
influence conditions within the company through human resource management. The
successful performance of an organisation largely depends on the quality of its human
resources (Ameyaw et al., 2019). For effective human resource management, managers
need to critically examine the working conditions of employees, the nature of emotional
atmosphere in the group, and the leadership approach employed. Enhancing these factors
is key to employee job satisfaction.



Universities today face increasingly competitive challenges to achieve organisational
goals. In such a scenario, a productive and satisfied staff is of crucial importance. When
employees are satisfied with their job, it directly impacts behaviour in the workplace,
while the company benefits from minimising recruitment and professional development
costs. Abuhashesh et al. (2019) opined that fulfilled employees execute their duties more
efficiently, and experienced employees typically possess a higher degree of skill and
expertise, both contributing to enhanced achievement. On the other hand, Squires et al.
(2015) argued that displeased employees may not leave their jobs, but such emotions of
discontent can affect them, their colleagues, and the standard of their work and service.
Dissatisfied employees tend to display hostility towards other employees in the
workplace.

High employee satisfaction can lead to smooth operations and higher profits, making it
crucial for educational management and the government to comprehend and tackle the
key factors that enhance employee satisfaction and performance in public universities.
Satisfaction is abstract and cannot be measured precisely (Noorshella et al., 2016).
However, satisfaction occurs when people do things to the best of their abilities.
Satisfaction involving the inherent characteristics of employees' job status are crucial for
any organisation's success and sustainability. Additionally, it plays a vital role in
boosting the organisation's productivity and the career development and success of the
employees (Adigwe & Oriola, 2015; Kaba, 2017).

Higher education institutions, including public universities, serve as pivotal centres for
knowledge dissemination, research, and societal development. Within these institutions,
academic staff members have traditionally gained much attention in research and
discourse, given their central role in teaching, research, and academic governance.
However, non-academic staff members, who provide essential administrative, technical,
and support services, are equally integral to the effective functioning of universities.
Non-academic staff members encompass a diverse range of roles, including
administrative personnel, IT professionals, library staff, maintenance workers, support
staff in various departments, and security personnel, among others (Adejare et al., 2020).
Despite their indispensable contributions, the job satisfaction and well-being of
administrative members have often received less attention compared to their academic
counterparts.

In Nigerian state and federal universities, numerous departments are significantly
ineffective in helping the university system achieve its defined goals and objectives
(Iwuoha, 2018). For example, there exists a persistent issue of manipulating academic
performance and generating fake student records within the exams and records
departments of these universities. The inefficiency is so profound that foreign
universities or organizations often do not receive responses when they inquire about a
student's academic standing via email. Furthermore, after completing the National Youth
Service Corps (NYSC), students often find that the exams and records department has
missing results when they return for their academic transcripts. This widespread
inefficiency among non-academic staff has severely damaged the university's reputation
both locally and globally. The root causes of this inefficiency are attributed to insufficient
training and development and widespread job dissatisfaction among administrative staff
in departments such as exams and records, works, and bursaries, among others.
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Institutions must closely monitor non-academic staff grievances, which are growing as
the global landscape becomes increasingly complex and unpredictable. It is necessary to
pinpoint and assess the issues of administrative staff agitations in this context. Notably,
research addressing these issues is scarce in Nigeria (Ayodele et al., 2022). Improving
university performance requires prioritizing non-academic staff satisfaction on par with
academic staff satisfaction. The lack of well-defined career development pathways for
administrative staff, along with minimal attention from the government and university
administration, is identified as a significant factor in employee dissatisfaction. This
dissatisfaction contributes to an elevated attrition rate among administrative staff in
Nigerian public universities (Bukar & Yohanna, 2014). Consequently, non-academic
staff feel that the university is unable to fulfil their career ambitions and future
aspirations. Furthermore, Abolade (2018) argued that job insecurity, as an aspect of
employee satisfaction, can lead to conflicts, particularly affecting labour turnover.

Ineme & Ineme (2016) assert that individuals are mentally equipped to explore and make
use of organisational resources to benefit the organisation when they are properly
positioned, which is where job satisfaction starts. Their study at the University of Uyo,
Nigeria, investigated the impact of self-efficacy, personality, and demographic factors
on job satisfaction among administrative employees of the university. Their study opined
that demographic factors have a substantial influence on job satisfaction. Jayeola et al.
(2021) emphasise the importance of understanding how the personalities of
administrative employees influence their job performance, taking into consideration the
critical role of higher education in national development. This importance is highlighted
by the potential difficulties academic staff may face in managing the internal structures
of universities effectively (Baltaru, 2019).

Adekanmbi et al. (2020) discovered that non-academic staff union (NASU) members at
the University of Ibadan, Nigeria, who maintain healthy lifestyles experience greater job
satisfaction compared to those leading unhealthy or less satisfactory lives. Similarly,
NASU members who report a high level of organisational trust also demonstrate higher
job satisfaction. Anasi (2020) indicated the importance of work relationships, workload,
work environment, and job satisfaction, which had a linear relationship. Among the
variables analysed, workload does not significantly predict job satisfaction for librarians.
However, work relationships and the work environment have a statistically significant
impact on both job satisfaction and performance of librarians in South West Nigeria.

Additionally, dissatisfaction and discord have frequently emerged from unmet demands
or unchecked management authority among non-academic staff, leading to unrest and
ultimately reducing their performance, which in turn affects the overall performance of
universities (Adeniji & Adekunjo, 2010). These attitudes, along with frequent strikes,
drive students to prefer universities outside Nigeria. According to a report by the World
Education Services (2017), Nigeria leads all African countries in the number of students
pursuing education abroad. The report highlights that Nigeria's outbound student
mobility is experiencing significant and rapid growth. Data from the UNESCO Institute
of Statistics (UIS) reveals a remarkable increase of 164 percent in the number of Nigerian
students studying abroad between 2005 and 2015. During this period, the number of
students rose from 26,997 to 71,351.
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Figure 1.1: Number of Outbound Nigerian students between (1996 — 2015)
(Source: UNESCO Institute of Statistics (UIS) 2015)

Moreover, inadequate government funding leads to not only low salary scales but also
the untimely and inconsistent payment of salaries. There is also a significant disparity
between the salaries of non-academic staff and academic staft. This situation has resulted
in negative job attitudes, such as decreased motivation and job dissatisfaction, which
significantly impact the performance of non-academic staff in Nigeria. These adverse
attitudes hinder productivity and overall effectiveness within the university system
(Arikewuyo, 2009). This leads to high absenteeism, low job commitment, and poor
engagement. If these issues are not addressed, they can severely undermine the entire
system's functionality and stability. Nweze et al. (2022) postulated that a good reward
system would motivate workers to take initiative and adopt the proper attitude towards
their jobs, increasing organisational productivity. It is essential to clearly communicate
the reward system to employees along with their specific job responsibilities to prevent
misunderstandings and misconceptions. This clarity will improve employees’ motivation
and satisfaction, which is critically needed in the workplace.

Job satisfaction has garnered significant attention from theorists and practitioners over
the last century. This study aims to investigate the factors affecting job satisfaction
among non-academic employees at Lagos State University. The choice of a public
university in Lagos State is due to its status as a highly urbanised region in Nigeria,
boasting a large number of higher education institutions. This urban setting provides a
diverse and representative sample, making it an ideal location for studying job
satisfaction among admirative employees of universities. There is a need to evaluate the
impact of job satisfaction on work-related attitudes and performance.

1.3 Problem Statement

Universities play a critical role in creating and cultivating knowledge, essential for
building a modern world (Noorshella et al., 2016). Khalid et al. (2012) assert that



universities are the highest source of knowledge, training the future workforce to become
experts in various fields. To compete successfully in the global economy, universities
need a rapidly changing and more technically demanding work environment, requiring a
more educated and highly skilled workforce. Besides meeting these institutional
requirements, promoting job satisfaction among staff is crucial for positively impacting
both employees and the institution. Africa faces multiple development challenges,
including policy design, implementation, monitoring, and assessing outcomes relative to
resources invested and service delivery in higher education. With government funding
for numerous African public universities decreasing, research becomes essential to
comprehend and develop suitable policies and legislation to tackle these challenges
(Mushemeza, 2016).

Nigeria is not exempt from the issues faced by African public universities. The economic
recession has significantly affected the educational sector in Nigeria, leading to a reduced
development and growth rate. The resultant effects include poor conditions of service,
late payment of salaries, inadequate infrastructural development, and poor working
environments. These problems are prevalent in universities and among non-academic
staff in public institutions. Non-academic staff contribute to this scenario with issues
such as missing administrative files, delays in processing applications, tardiness, truancy,
and a general lack of dedication. These issues have tarnished the reputation of Nigerian
universities, rendering them incapable of adequately meeting their objectives. To
motivate workers and encourage selfless attitudes, management must address employee
satisfaction, which is crucial for organisational effectiveness and successful
implementation of corporate strategy (Bigliardi et al., 2012).

In discussing management issues, emphasis is placed on the importance of corporate
governance in public universities. Issa and Abdulrahman (2014) argue that stakeholders
in Nigerian universities, including the government, management, parents, and students,
lack a contractual relationship. Recently, non-academic staff in public universities went
on strike over earned allowances and other demands, lasting three and a half months
(Uzoh, 2018). Amadi & Urho (2015) define a strike as a collective, organised cessation
or slowdown of work by employees to force employers to accept their demands. Frequent
strike actions are associated with employee dissatisfaction with the administrative
system, adversely affecting university administration. When school activities are
disrupted, it becomes more difficult for educational managers to plan, direct, and
coordinate activities. Odubela (2012) observed that disruptions in academic programmes
due to strikes breed disappointment, frustration, emotional and psychological trauma,
student unpreparedness, and a lack of motivation, ultimately creating a non-conducive
learning environment. These disruptions contribute to the declining standard of
education in Nigeria and drive many Nigerian students to pursue higher education in
neighbouring countries, particularly Ghana (Yusuf, 2017).

Employee job satisfaction is crucial for the overall functioning of an institution. It is vital
for staff satisfaction to ensure academic performance and high-quality university
education (De Lourdes Machado et al., 2011). To advance, universities must integrate
employee job satisfaction to enhance worth and performance. This research explores job
satisfaction among non-academic staff in a Nigerian public university by examining job
satisfaction factors and corporate governance. The qualitative study will collect data

5



through interviews with young non-academic staff from various departments, including
the administrative secretariat, library, and security services. Several recent studies have
examined job satisfaction among non-academic staff in other countries (Inuwa &
Muhammed, 2016; Alias et al., 2017; Yapa et al., 2014; Seng & Wai; 2015). However,
in Nigeria, there are only a few studies (Yaya et al., 2016; Salau, Adeniji, & Oyewunmi,
2014). These studies did not analyse the role of university governance and primarily
focused on librarians. This research aims to fill this gap and explore beyond this scope.
Job satisfaction among top-performing young administrative employees in Lagos public
universities is a critical area requiring exploration due to several empirical, theoretical,
and practical gaps. In this study, young non-academic staff are those aged 20 to 40, and
high performers are identified based on supervisor ratings. Supervisors assess employee
performance, highlighting individuals who consistently excel in their roles, demonstrate
initiative, and significantly contribute to the organisation’s objectives. High-performing
employees are crucial assets, contributing significantly to organisational success and
productivity.

Despite the recognised significance of job satisfaction in organisational effectiveness,
research specifically addressing the unique needs and challenges of this demographic
within Nigerian public universities is lacking. Limited empirical studies have
comprehensively assessed job satisfaction levels among top-performing young non-
academic staff in Lagos public universities. Existing research often focuses on academic
staff or general employee satisfaction, overlooking the distinct experiences and
contributions of non-academic staff members. Therefore, there is a clear empirical gap
regarding the factors influencing job satisfaction among this demographic. Theoretical
frameworks tailored to elucidate the determinants of job satisfaction among top-
performing young non-academic employees in public university settings are also lacking.
While Herzberg's Two-Factor Theory and other classical theories offer valuable insights,
they may not fully capture the unique motivational and hygiene factors relevant to this
group. Thus, there is a theoretical gap necessitating the development or adaptation of
theories to better explain job satisfaction dynamics in this context.

Understanding job satisfaction levels among top-performing young non-academic
employees is of particular interest to university administrators and policymakers aiming
to retain and motivate top talent. Focusing on high performers provides detailed insights
into the factors contributing to job satisfaction within this specific group, allowing for a
deeper exploration of their experiences, motivations, and challenges, which may differ
significantly from those of low performers. However, practical interventions and
strategies informed by empirical evidence are scarce. Without understanding the factors
influencing job satisfaction, public universities may struggle to implement effective
policies and initiatives to support and retain their non-academic workforce. Thus, there
is a practical gap in translating research findings into actionable measures that positively
impact employee satisfaction and organisational outcomes.

Given these gaps, research on job satisfaction among top-performing young non-
academic employees in Lagos public universities is imperative. This research is essential
for employee well-being, organisational performance, talent retention, and policy
development.



14 Research Objectives/Research Questions

14.1 Research Objectives

The main objective of this research is to explore job satisfaction among top-performing
young non-academic employees in Nigerian public universities. The specific objectives
are as follows:

1. To explore the perception of job satisfaction among top-performing young non-
academic employees in Nigerian public universities?

2. To identify the activities that affect job satisfaction among top-performing
young non-academic employees in Nigerian public universities.

3. To explore how young non-academic staff fulfil work obligations in Nigerian
public universities.

14.2 Purpose of Study

The purpose of this research is to explore job satisfaction among top-performing young
non-academic employees in Nigerian public universities. Specifically, it aims to:

1. Identify factors contributing to job satisfaction among top-performing young
non-academic employees in Nigerian public universities.

2. Explore job satisfaction perception among top-performing employees in
Nigerian public universities.

3. Investigate how young non-academic employees fulfil work obligations in
Nigerian public universities.

Purpose of Study/Research Questions
Purpose of Study

The purpose of this research was to explore job satisfaction among high performing
young non-academic staff in a Nigerian public university. Explore factors
contributing to job satisfaction among high performing young non-academic staff in a
Nigeria public university, explore job satisfaction perception among high
performing young non-academic staff in a public university in Nigeria and explore how
young non-academic staff fil work requirement in a Nigeria public university.



Purpose of Study/Research Questions
Purpose of Study

The purpose of this research was to explore job satisfaction among high performing
young non-academic staff in a Nigerian public university. Explore factors
contributing to job satisfaction among high performing young non-academic staff in a
Nigeria public university, explore job satisfaction perception among high
performing young non-academic staff in a public university in Nigeria and explore how
young non-academic staff fil work requirement in a Nigeria public university.

Purpose of Study/Research Questions
Purpose of Study

The purpose of this research was to explore job satisfaction among high performing
young non-academic staff in a Nigerian public university. Explore factors
contributing to job satisfaction among high performing young non-academic staff in a
Nigeria public university, explore job satisfaction perception among high
performing young non-academic staff in a public university in Nigeria and explore how
young non-academic staff fil work requirement in a Nigeria public university.

143 Research Questions

This study aims to answer the following main questions:

1. What is the understanding of job satisfaction among top-performing young non-
academic employees in Nigerian public university?

2. What are the activities that influence job satisfaction among top-performing
young non-academic employees in Nigerian public universities?

3. How do top-performing young non-academic employees fulfil work obligations
in Nigerian public universities?

1.5 Significance of Study

Previous studies on job satisfaction have identified it as a combination of intrinsic and
extrinsic factors that influence performance (Ukil, 2016; Japheth, 2019). These studies
focus on how individuals perceive their jobs and various aspects of their work. Job
satisfaction among employees is crucial for organizational effectiveness (Idiegbeyan-ose
et al., 2018; Yaya et al., 2016; Ademodi & Akintomide, 2015). However, there is a
scarcity of research examining job satisfaction in relation to work fulfilment, particularly
in developing performance models for young non-academic staff in public universities.
This study aims to fill that gap by empirically exploring job satisfaction and work
fulfilment among young non-academic staff.
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The outcomes of this study will offer valuable insights for educational institutions and
government bodies to identify key factors influencing job satisfaction among non-
academic staff, ultimately enhancing productivity. The study will also contribute to the
theoretical knowledge of job satisfaction by linking it to both intrinsic and extrinsic
factors necessary for performance improvement in Lagos public universities, based on
Herzberg's Two-Factor Theory and Maslow's Hierarchy of Needs. Furthermore, the
study's outcomes will serve as a practical tool for managers of public universities in
Nigeria, helping them to motivate non-academic staff effectively. Motivated staff are
essential for achieving university goals, enhancing efficiency, and ensuring the
successful implementation of corporate strategies.

The study's recommendations will assist educational managers, planners, policymakers,
and administrators in addressing related issues. This will provide the necessary
managerial input for decision-making on employee performance, thereby improving
teaching and learning. Human resource departments and top management in universities
can use the study's suggestions to improve job retention and reduce employee turnover
by focusing on the factors most influencing job satisfaction. The study will also identify
which groups of non-academic staff are more satisfied in terms of salary, working
environment, privileges, promotion, relationship with co-workers, policies, and
administration. This information will help target areas for improvement in job
satisfaction among non-academic staff.

1.6 Scope and Limitations of the Study

This study explores job satisfaction through intrinsic and extrinsic factors within the
context of Lagos public University. The primary data was collected from participants
who served as the main informants, supplemented by additional information from
departmental heads. To obtain quality research findings, researchers needed detailed
mentoring-related information from informants.

Nigerian public universities have faced significant challenges in service delivery among
non-academic staff, affecting their overall academic performance and reputation. This
study focuses on identifying job satisfaction factors influencing top-performing young
non-academic employees in Lagos public University. The target participants included
security personnel, librarians, IT officers, human resource managers, and administrative
staff who had worked at the institution for more than two years.

Data collection involved face-to-face interviews and observations. The prolonged
engagement between the researcher and informants ensured a deeper understanding of
the job satisfaction factors. Semi-structured in-depth interviews and observations were
employed to establish purposeful relationships with informants, enhancing the quality of
data collected. The findings are crucial for public universities in supporting young non-
academic staff, providing the best atmosphere for their performance through job
satisfaction. This study aims to inform advanced work fulfilment and performance
management programs.



A qualitative research case study approach was chosen for its suitability in conducting
in-depth research (Merriam, 2009; Cohen, Manion & Morrison, 2011). Qualitative case
studies are essential for delving into complex phenomena within specific contexts
(Creswell, 2013), and provide a unique explanation of the research design, experiences,
and knowledge obtained from research informants (Silverman, 2013).

1.7 Definition of terms

Job Satisfaction

Job satisfaction refers to a combined phenomenon of psychological, physical, and
external circumstances that lead an individual to state, “I am satisfied with my job”
(Aziri, 2011). It encompasses one's affective reaction to their job, considering what
people think and feel about their work. As an HRM concept, job satisfaction denotes how
an individual perceives and projects their satisfaction with their job, including cognitive,
affective, and evaluative reactions in the workplace (Aziri, 2011; Redmond & Lane,
2016).

Job Performance

Job performance is defined as the output of work done by an employee. A worker’s
output will be high if other factors remain constant and even higher if factors such as
motivation and organizational climate are conducive. Job performance implies a concern
for effectiveness and efficiency. For instance, in a corporate entity, job performance
leads to high output when the organization successfully meets the needs of its clients.

Non-Academic Staff

Non-academic or administrative staff are employees in administrative positions within
institutions. This term specifically applies to roles that do not entail teaching, research
activities, or fall under exemptions from overtime earnings as defined by the federal Fair
Labour Standards Act.

High Performing young non-academic staff

“Young non-academic staff” refers to employees within the age range of 20 to 40 years
who have risen through the ranks. Their performance is evaluated based on supervisor
ratings, highlighting individuals who consistently excel in their roles and contribute
significantly to the organization's objectives.

Public University

A public university refers to a higher education institution that is either owned by the

government or receives substantial funding from national or subnational governments,
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distinguishing it from private universities. The classification of a university as public can
vary across countries or regions, influenced by the local education framework.

1.8 Summary

This chapter introduces the study titled “Exploring Job Satisfaction among High
Performing Young Non-Academic Staff in a Nigerian Public University”. The chapter
provides the foundational background, emphasizing That job satisfaction holds
significant importance as a critical factor in enhancing organizational performance and
employee well-being. The study addresses a critical gap in the literature, specifically
focusing on the job satisfaction of top-performing young administrative employees in
Nigerian public universities. The research problem is clearly identified, highlighting the
lack of empirical data on this demographic and the need for a comprehensive
understanding of their job satisfaction determinants. The chapter articulates three
primary research objectives: (1) to identify the understanding of job satisfaction among
top-performing young non-academic staff, (2) to examine the activities that influence
their job satisfaction, and (3) to understand how they fulfil work requirements. These
objectives are designed to guide the investigation and provide a structured approach to
addressing the research problem.

The scope of the study is outlined, focusing on high-performing young non-academic
employees at Lagos State University, one of Nigeria’ premiere public university. The
choice of this specific demographic and location is justified by their unique perspectives,
contributions, and the representativeness of Lagos State University within the Nigerian
public university system. The limitations of the study are also discussed, acknowledging
potential constraints such as the focus on a single university and the exclusion of other
categories of staff. The significance of the study is highlighted, emphasizing its potential
contributions to both theoretical and practical domains. Theoretically, the study aims to
extend the understanding of job satisfaction dynamics within the context of Nigerian
public universities. Practically, the findings are expected to inform policy
recommendations and interventions aimed at enhancing job satisfaction and overall
organizational effectiveness.

The chapter also provides an overview of the research methodology, including the
qualitative approach, data collection techniques, and the rationale for selecting high-
performing young non-academic staff as the study’s focus. The methodology is designed
to capture in-depth insights and understanding of job satisfaction factors from the
perspectives of the participants. Finally, the chapter outlines the structure of the thesis,
providing a roadmap for the reader: Chapter 2 covers the literature review, presenting
relevant theories and previous studies on job satisfaction; Chapter 3 details the
methodology, including data collection and analysis procedures; Chapter 4 presents the
results and discussions, interpreting the findings in light of the research objectives; and
Chapter 5 offers conclusions, implications, and recommendations based on the study's
findings.

11



REFERENCES

Abazov, R. (2016). How to Improve your Problem-Solving Skills. QS Top Universities
(UK)RA, 1(1): p. 1-3.

Abidakun, A., & Ganiyu, R. A. (2020). Linking Leadership Styles to Job Satisfaction:
Perspective of Employees in The Nigerian Breweries Industry. llorin Journal of
Human Resource Management, 4(2), 135-144.

Abdullahi, M., & Aremu, S. A. (2021). Work-safety and Health Management on
Employee Satisfaction: CSR Insider Approach: A Study of Lubcon Nigeria
Limited. International Journal of Innovative Research and Development, 10(6).

Abimbola, U. A. (2018). Occupational stress and the job effectiveness of federal
university lecturers in Akwa Ibom and Cross River states, Nigeria. Global
Journal of Management and Business Research: A Administration and
Management, 18 (3), 1-7.

Abidakun, A. A. (2020). Leadership and Performance of the Brewery Industry in Nigeria
(Doctoral dissertation, Walden University).

Abolade, D. A. (2018). Impact of employees’ job insecurity and employee turnover on
organisational performance in private and public sector organisations. Studies in
Business and Economics, 13(2), 5-19.

Abosede, S. C., & Adesanya, A. O. (2017). Contributions of Self-Efficacy and Problem
Solving Skills on Secretaries' Job Performance in Ogun State Public Service,
Nigeria. Journal of Education and practice, 8(11), 109-116.

Absar, M. M. N., Azim, M. T., Balasundaram, N., & Akhter, S. (2010). Impact of human
resources practices on job satisfaction: Evidence from manufacturing firms in
Bangladesh. Economic Sciences Series, 62(2), 31-42.

Abuhashesh, M., Al-Dmour, R., & Masa’deh, R. (2019). Factors that affect Employees
Job Satisfaction and Performance to Increase Customers’ Satisfactions. Journal
of Human Resources Management Research, Article ID 354277, pages, ISSN:
2166-0018

Adebayo, T., Agboola, B., & Azeez, R. (2020). Opportunities for professional growth
and personal development as important factors in fulfilling self-actualization
needs. Journal of Career Development, 28(3), 367-382.

Adejare, B. O., Olaore, G. O., Udofia, E. E., & Emola, T. B. (2020). Inefficiency among
Non-Academic Staffs in Nigerian Tertiary Institutions: The Role of Training and
Development. Journal on Efficiency and Responsibility in Education and Science,
13(2), 56-66.

100



Adejare, T. O., & Wahab, A. T. (2020). Job security as a critical factor in promoting job
satisfaction. Journal of Employment and Organizational Psychology, 36(2), 123-
135.

Adekanmbi, F. P., Ukpere, W. 1., & Adegoke, S. O. (2020). Employee’s lifestyle and
organisational trust as predictors of job satisfaction among non-academic staff
union members of the University of Ibadan, Nigeria. Psychology and Education,
57(2), 117-124.

Ademodi, D.T., & Akintomide, O.A. (2015). A comparative study of levels of job
satisfaction among librarians in private and public universities in Ondo State.
Journal of Information and Knowledge Management, 5(11), 1-9.

Adeogun, S. O., Abiona, B. G., Ogunjobi, I. O., & Akano, T. B. (2017). Perceived Effect
of Governance Change on Job Satisfaction of Employee in Ogun State Ministry
of Agriculture Abeokuta, Ogun State, Nigeria. Ife Journal of Agriculture, 29(2),
18-27.

Adeniji, M. A., & Adekunjo, O. A. (2010). The Role and Impact of Non-Academics Staff
Union (NASU) in Two Nigerian Universities. Library Philosophy and Practice
(e journal), 332.

Adetoun, A. A., Iyasele, J. U., & Adebayo, T. O. (2021). Coworker Support and Job
Satisfaction: The Mediating Role of Work Engagement. Journal of
Organizational Psychology, 21(3), 123-136.

Adeyanju, R., Rasaq, A., & Adeyanju, M. (2020). The influence of organizational culture
on job satisfaction among employees in Nigerian higher education institutions.
Journal of Human Resource Management, 8(2), 25-33.

Adeyemi, O., Oyerinde, O., & Adebiyi, S. (2021). The relationship between career
development opportunities and job satisfaction among non-academic staff in
Nigerian universities. Journal of Career Development, 48(5), 789-802.

Adeyemi, A. B., & Akinnubi, O. (2018). Influence of work engagement and self-efficacy
on job satisfaction among Nigerian employees. [International Journal of
Psychology and Behavioural Sciences, 12(3), 45-58.

Adigwe, 1., & Oriola J. (2015). Towards an understanding of job satisfaction as it
correlates with organizational change among personnel in computer-based special
libraries in Southwest Nigeria. The Electronic Library, 33(4), 773-794.

Ahmad, S. Z., Abu Bakar, A. R., & Ahmad, N. (2019). Social media adoption and its
impact on firm performance: the case of the UAE. International Journal of

Entrepreneurial Behaviour & Research, 25(1), 84-111.

Ajayi, S. (2018). Effect of stress on employee performance and job satisfaction: A case
study of Nigerian banking industry. Available at SSRN 3160620.

101



Ajibade, S., & Ayinla, N. (2014). Investigating the Effect of Training on Employees’
Commitment: An Empirical Study of Discount House in Nigeria. Megatrend
Review, 11, 7-18.

Akbar, A. B., Udin, Wahyudi, S., & Djastuti, I. (2018). Spiritual Leadership and
Employee Performance: Mediating Role of Organizational Commitment in
Indonesian Public University. Journal of Engineering and Applied Sciences,
13(12), 4344-4352.

Al-Ababneh, M. (2020). Linking ontology, epistemology and research methodology.
Science & Philosophy, 8(1), 75-91.

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015).
Employee engagement, human resource management practices and competitive
advantage: An integrated approach., Journal of Organizational Effectiveness.
People and Performance, Vol. 2 No. 1, pp. 7-35. https://doi.org/10.1108/JOEPP-
08-2014-0042

Al-Khasawneh, A. L. (2013). The Relation between Human Resource Management
(HRM) Strategies and Job Loyalty as Practiced at the Public Relations (PR's)
Units in the Government Ministries of Jordan. Journal of Management Research,
5(3), 146.

Alipour, F., & Monfared, K. M. (2015). Examining the relationship between job stress
and organizational commitment among nurses of hospitals. Journal of Patient
Safety & Quality Improvement, 3(4), 277-280.

Amadi, E. C.,, & Precious, U. (2015). Effects of strike actions on educational
management planning of universities in rivers state, Nigeria-Africa. Arabian
Journal of Business and Management Review (Nigerian Chapter), 3 (11): 28-36.

Ameyaw, D. A., Peprah, W. K., & Anowuo, I. (2019). Human capital development and
organizational performance: A conceptual review. International Journal of
Innovative Research and Development, 8(10), 1-6.

Amzat, 1. H., & Abdul Rahman, I. D. (2012). Structural equation models of management
and decision-making styles with job satisfaction of academic staff in Malaysian
research university. International Journal of Educational Management.

Anasi, S.N. (2020). Perceived influence of work relationship, work load and physical
work environment on job satisfaction of librarians in South-West, Nigeria.
Global Knowledge, Memory and Communication, Vol. 69 No. 6/7, pp. 377-398.

Anitha, J., & Aruna, M. (2020). “The impact of coworker relationships on job
satisfaction and work engagement among employees in the manufacturing
sector.” International Journal of Productivity and Performance Management,
69(6), 1205-1224.

102



Anyadike, N., & Ikechukwu, E. (2014). Effective Leadership for Good Governance in
Nigeria; Addressing the Interface. /OSR Journal of Humanities and Social
Science, 19. 69-74. 10.9790/0837-191106974.

Arrington, J. M. (2015). Academic support staff as servant leaders and the relationship
to student satisfaction. The University of Southern Mississippi.

Arifin, S. R. M. (2018). Ethical considerations in qualitative study. International Journal
of Care Scholars, 1(2), 30-33.

Asbari, A. M., & Santoso, P. B. (2019). The Influence of Competence, Motivation,
Leadership, Commitment and Work Culture of ISO 9001, ISO 14000 and ISO
45001 Integration Management Systems in the Automotive Industry. Journal of
Productivity, 6, 158-166.

Ayodele, S. M., Abu, Z. & Issa, A. (2022). Job Security Strategy and Job Satisfaction of
Non-Teaching Staff in Public Universities in Lagos State, Journal of Strategic
Management, Vol 6(3) pp. 21-36.

Aziri, B. (2011). Job satisfaction: a literature review. Management Research & Practice,
34).

Aziri, B. (2019). “Job Satisfaction: A Literature Review.” Management Research and
Practice, 3(4), 77-86.

Bakoti¢, D. (2020). “Relationship between job satisfaction and organizational
performance.” Economic Research-Ekonomska IstraZivanja, 29(1), 118-130.

Balozi, M. A., & Aman, K. D. (2014). The Effect of Training and Development and
Employee Relations on Job Satisfaction: A case study of Tanzania Public Service
College. Asian Journal of Research in Business Economics and Management,
4(4), 153-161.

Baltaru, R. D. (2019). Do non-academic professionals enhance universities’
performance? Reputation vs. organisation. Studies in Higher Education, 44(7),
1183-1196.

Banihashemi, S. (2014). The Role of Communication to Improve Organizational
Process. European Journal of Humanities and Social Sciences, 1(1), 13-24.

Barasa, B. L., & Kariuki, A. (2020). Transformation leadership style and employee job
satisfaction in county government of Kakamega, Kenya. International Journal of
Research in Business and Social Science, (2147-4478), 9(5), 100-108.

Batugal, M. L. C., & Tindowen, D. J. C. (2019). Influence of organizational culture on
teachers' organizational commitment and job satisfaction: The case of catholic
higher education institutions in the Philippines. Universal Journal of Educational
Research, 7(11), 2432-2443.

103



Bekru, E. T., Cherie, A., & Anjulo, A. A. (2017). Job satisfaction and determinant factors
among midwives working at health facilities in Addis Ababa city, Ethiopia. PloS
one, 12(2), e0172397.

Bernarto, 1., Bachtiar, D., Sudibjo, N., Suryawan, I. N., Purwanto, A., & Asbari, M.
(2020). Effect of transformational leadership, perceived organizational support,
job satisfaction toward life satisfaction: Evidences from indonesian teachers.
International Journal of Advanced Science and Technology, 29(3), 5495-5503.

Benrazavi, S.R., & Silong, A.D. (2013). Employees' job satisfaction and its influence on
willingness to work in teams. Journal of Management Policy and Practice, 14(1),
127-140.

Barrett, D., & Twycross, A. (2018). Data collection in qualitative research. Evidence-
based nursing, 21(3), 63-64.

Benson, E., Morgan, D., & Filipinos, G. (2013). Knowledge management and
Performance in a private corporate organization: A case study of Benson Idahosa
University. West African Social and Management Sciences Review, 1(8), 31- 43.

Bevan, M. T. (2014). A method of phenomenological interviewing. Qualitative health
research, 24(1), 136-144.

Bibi, A., Lanrong, Y., Haseeb, M., & Ahmad, 1. (2012). The Effect of human resource
management practices on employees’ job satisfaction on the universities of
Pakistan. Business Management Dynamics, 1(12), 1-14.

Bigliardi, B., Dormio, A.l., Galati, F., & Schiuma G. (2012). The impact of
organizational culture on the job satisfaction of knowledge workers. VINE, Vol.
42, No. 1, pp. 36-51.

Bin Shmailan, A.S., (2016). The relationship between job satisfaction, job performance
and employee engagement: An explorative study. Issues in Business Management
and Economics, 4(1), 1-8, DOI:10.15739/IBME.16.001.

Bockerman, P., & Ilmakunnas, P. (2012). The job satisfaction-productivity nexus: A
study using matched survey and register data. ILR Review, 65(2), 244-262.

Boonleaing, S. (2014). The good governance levels of leaders of local administrative
organizations in the Phetchabun province. Asian Social Science, 10(18), 219.

Bordbar, G., & Saraji, M. K. (2017). The Effect of Corporate Governance on Employee
Voice. Global Journal of Scientific Research, 5, 96-101.

Bowen, G. A. (2009). Document analysis as a qualitative research method. Qualitative
Research Journal, 9(2), 27-40. doi:10.3316/QRJ0902027

Braun, V. & Clarke, V. (2012) Thematic analysis. In H. Cooper, P. M. Camic, D. L.

Long, A. T. Panter, D. Rindskopf, & K. J. Sher (Eds), APA handbook of research
methods in psychology, Vol. 2: Research designs: Quantitative, qualitative,

104



neuropsychological, and biological (pp. 57-71). Washington, DC: American
Psychological Association.

Braun, V., & Clarke, V. (2020). One size fits all? What counts as quality practice in
(reflexive) thematic analysis? Qualitative Research in Psychology, 18(3), 328-
352.

Bright, L. (2020). Does Perceptions of Organizational Prestige Mediate the Relationship
Between Public Service Motivation, Job Satisfaction, and the Turnover Intentions
of Federal Employees?. Public Personnel Management, 0091026020952818.

Brun, J. P., & Dugas, N. (2019). “An analysis of employee recognition: Perspectives on
human resources practices.” The International Journal of Human Resource
Management, 19(4), 716-730.

Buhler, P. (2003). Managing in the new millennium. Supervision, 64(4), 20. Retrieved
Monday, November 13, 2006 from the Business Source Premier database.

Cacanindin, R. J. (2023). Generational Differences in Job Satisfaction Level Among
Employees of State College in Aurora Province, Philippines. Asia Pacific Higher
Education Research Journal (APHERJ), 10(1).

Cacciolatti, L., Lee, S. H., & Molinero, C. M. (2017). Clashing institutional interests in
skills between government and industry: An analysis of demand for technical and
soft skills of graduates in the UK. Technological Forecasting and Social Change,
119, 139-153. https://doi.org/10.1016/j.techfore.2017.03.024

Carcary, M. (2020). The research audit trail: Methodological guidance for application in
practice. Electronic Journal of Business Research Methods, 18(2), pp166-177.

Colla, E., Ruiz-Molina, M. E., Chastenet De Gery, C., Schultz, M., Deparis, M., &
Lemmet, L. (2018). Understanding franchisee performance: The role of the
franchisee’s autonomy, affective commitment to the network and innovativeness.
International Journal of Retail & Distribution Management, 47(7), 733-751.
doi:10.1108/IJRDM-10-2017-0232

Carrillo-Garcia, C., Solano-Ruiz, M. D. C., Martinez-Roche, M. E., & Gomez-Garcia,
C. L. (2013). Job satisfaction among health care workers: the role of gender and

age 1. Revista latino-americana de enfermagem, 21, 1314-1320.

Castillo-Montoya, M. (2016). Preparing for Interview Research: The Interview Protocol
Refinement Framework. Qualitative Report, 21(5).

Cekmecelioglu, H.G., Gunsel, A., & Ulutas, T. (2012). Effects of emotional intelligence
on job satisfaction: an empirical study on call center employees. Procedia—Social
and Behavioural Sciences, 58, 363 —369.

Charmaz, K. (2014). Constructing Grounded Theory. Sage Publications.

105



Chen, P., Lee, F., & Lim, S. (2020). Loving thy work: Developing a measure of work
passion. European Journal of Work and Organizational Psychology, 29(1), 140—
158.

Chuks-Ibe, P. O., & Ozioko, R. E. (2014). Job Satisfaction Among Librarians in
Academic Libraries in Niger State, Nigeria.

Chukwuemeka, S. O. (2020). Employee participation in decision making and
organizational performance in public organization Anambra state, Nigeria.
International Journal of Business & Law Research, 8(3), 79-88.

Cohen, L., Manion, L., & Morrison, K. (2011). Research methods in education (7th ed.).
London: Routledge Palmer

Courtney, C., & Youn, K. K. (2017). "Intentions to turnover", Leadership &
Organization Development Journal, Vol. 38 No. 2, pp. 194-2009.

Creswell, J. W., Hanson, W. E., Clark Plano, V. L., & Morales, A. (2007). Qualitative
research designs: Selection and implementation. The counselling psychologist,
35(2), 236-264.

Creswell, J. W. (2007). Qualitative Inquiry and Research Design: Choosing Among
Fire Traditions (2nd edition ed.). California, U.S.A: SAGE Publications.

Creswell, J.W. (2009), Research Design: Qualitative, Quantitative, and Mixed Methods
Approaches, 3rd edn, Sage Publications, Thousand Oaks, California.

Creswell, J. W. (2012). Qualitative inquiry & research design: Choosing among five
approaches (4th ed.). Thousand Oaks, CA: Sage.

Creswell, J. W. (2014). Qualitative, quantitative and mixed methods approaches. Sage.

Creswell, J. W., & Creswell, J. D. (2017). Research design: Qualitative, quantitative, and
mixed methods approaches. Sage publications.

Creswell, J. W. (2018). Qualitative inquiry & research design: choosing among five
approaches. 4th ed. Los Angeles, CA: SAGE.

Danso, H. (2012). Construction workers’ satisfaction with work provision requirement
dimensions in Ghana Construction Industry, Kumasi. International Journal of
Engineering and Technology, 2(9).

Dauda, A., Maishanu, M.M., & Mawoli, M.A. (2013). Effect of internal service quality
on employee job satisfaction: evidence from Abubakar Gimba Library, IBB
University, Lapai-Nigeria. American International Journal of Contemporary
Research, 3(6), 88-96.

Davidescu, A. A., Apostu, S. A., Paul, A., & Casuneanu, 1. (2020). Work flexibility, job

satisfaction, and job performance among Romanian employees—Implications for
sustainable human resource management. Sustainability, 12(15), 6086.

106



Djastuti, 1., Perdhana, M. S., & Udin, U. (2019). Fun at Work and Employee
Performance: The Roles of Job Satisfaction and Organizational Commitment in
Manufacturing Companies. Wseas transactions on business and economics, 16,
153-162.

De Lourdes Machado, M., Soares, V. M., Brites, R., Ferreira, J. B., & Gouveia, O. M. R.
(2011). A look to academics job satisfaction and motivation in Portuguese higher
education institutions. Procedia - Social and Behavioural Sciences, 29, 1715—
1724.

Denzin, N. K., & Lincoln, Y. S. (Eds.). (2011). The SAGE handbook of qualitative
research (4th ed.). Sage Publications.

Dewydar, W.M.E.N.S. (2015). The Optimum Relationship between Managers and
Employees. International Journal of Business and Social Science, 6(8), 135-141

Drew, S. A. W. (1997). From knowledge to action: the impact of bench marking on
organizational performance. Long Range Planning, 30(3), 427-441.
https://doi.org/10.1016/S0024-6301(97)90262-4

Dziuba, S. T., Ingaldi, M., & Zhuravskaya, M. (2020). Employees’ job satisfaction and
their work performance as elements influencing work safety. System Safety:
Human-Technical Facility-Environment, 2(1), 18-25.

Edwards, S. (2015). Examining the Relationship between Workplace satisfaction and
Productivity. Retrieved fromhttps://www.inc.com/samuel-edwards/ examining-
the-relationship-between-workplace-satisfaction-and- productivity.html

Ekienabor, E. E. (2016). Impact of job stress on employees' productivity and
commitment. International Journal for Research in Business, Management and
Accounting, 2(5), 124-133.

Elechi, O. O., Lambert, E. G., & Otu, S. (2018). Exploring the effects of work
environment variables on the job satisfaction of Nigerian correctional staff.
Criminal Justice Studies, 31(2), 160-177.

Esakkimuthu, C., & Vellaichamy, A. (2015). Job satisfaction among the library
professionals in engineering institutions: An empirical study. International
Journal of Digital Library Services, 5(1), 22-37.

Evans, T. J. (1997). Elementary teachers’ and principals’ perceptions of principal
leadership style and school social organization (Doctoral dissertation, Western
Michigan University, 1996). Dissertation Abstracts International, 57, 2762.

Fadare, S. O., Abolade, A. O., & Ajayi, O. S. (2021). Job Autonomy and Job Satisfaction:
The Mediating Role of Perceived Supervisor Support. Journal of Vocational

Behaviour, 98, 102675.

Fahed-Sreih, J. (2020). Introductory Chapter: Job Satisfaction and Career Development.
In Career Development and Job Satisfaction (p. 1). IntechOpen.

107



Farag, M. (2015). Achieving Performance through Peace in the Workplace, Public Sector
Management. Institute of Public Administration of Canada, 26(1), 6-9.

Fischer, R., Boer, D. (2016). Values: the dynamic nexus between biology, ecology and
culture. Current Opinion Psychology, 8 (1):155-160.

Gamboa, J. P., Gracia, F., Ripoll, P., & Peiro, J. M. (2009). Employability and personal
initiative as antecedents of job satisfaction. The Spanish journal of psychology,
12(2), 632-640.

Gamlath, G. R. M., & Kaluarachchi, I. P. (2014, July). Factors affecting job satisfaction:
A study of Export manufacturing organizations of biyagama free trade-zone in
Sri-Lanka.

Germeroth, V. R. (2015). Human Resources Administrator Perceptions of Procedural
and Distributive Justice in Performance Appraisals as Predictors of Satisfaction
Among Academic Support Staff (Doctoral dissertation, Lindenwood University).

Glesne, C., & Peshkin, A. (1991). Becoming qualitative researchers: Longman New
York.

Goldschmied, N., & Spitznagel, C. (2020). Sweating the connection of uniform colours
and success in sport: No evidence for the red win effect in elite women’s NCAA
basketball. European Journal of Sport Science, 1-7.

Gubrium, J. F., Holstein, J. A., Marvasti, A. B., & McKinney, K. D. (Eds.). (2012). The
SAGE handbook of interview research: The complexity of the craft. Sage
Publications.

Gustafsson, J. (2017). Single case studies vs. multiple case studies: A comparative study.
Harmania, H., & Nessa, H. (2016). Exploring the effect of staff achievement on job
satisfaction in Hong Kong residential clubhouse. Journal of Tourism and

Hospitality, 5(6).

Hasibuan, M. S. P. (2017). Manajemen Sumber Daya Manusia (Revisi). Jakarta: Bumi
Aksara.

Hayashi, P., Abib, G., & Hoppen, N. (2019). Validity in Qualitative Research: A
Processual ~ Approach. The  Qualitative  Report, 24(1), 98-112.
https://doi.org/10.46743/2160-3715/2019.3443

Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The motivation to work. New
York, Wiley.

Herzberg, F. (1965). Job attitudes in the Soviet Union. Personnel Psychology, 18(3),
245-252.

Herzberg, F. (1968) One More Time: How Do You Motivate Employees? Harvard
Business Review, 46, 53-62.

108



Herzberg, F. (2008). One More Time: How Do You Motivate Employees? Harvard
Business Review Classics.

Hee, O. C., Ong, S. H., Ping, L. L., Kowang, T. O., & Fei, G. C. (2019). Factors
influencing job satisfaction in the Higher Learning Institutions in Malaysia.
International Journal of Academic Research in Business and Social Sciences,
9(2), 10-20.

Hong, L.C., Hamid, N.LN.A., & Salleh, N.M. (2013). A Study on the Factors Affecting
Job Satisfaction amongst Employees of a Factory in Seremban, Malaysia.
Business Management Dynamics, 3(1), 26-40.

Houlfort, N., Fernet, C., Vallerand, R. J., Laframboise, A., Guay, F., & Koestner, R.
(2015). The role of passion for work and need satisfaction in psychological
adjustment to retirement. Journal of Vocational Behavior, 88, 84-94.

Ibrahim, R., Boerhannoeddin, A., & Kayode, B. K. (2017). Organizational culture and
development: Testing the structural path of factors affecting employees’ work
performance in an organization. Asia Pacific Management Review, 22(2), 104-
111. https://doi.org/10.1016/j.apmrv.2016.10.002

Idiegbeyan-ose, J., Opeke, R., Nwokeoma, N.M., & Osinulu, I. (2018). Influence of
organisational culture on turnover intention of Library Staff in Private University
Libraries, South-West Nigeria. Academy of Strategic Management Journal,
17(4).

Ineme, M.E., & Ukim, R.E. (2017). Self-Efficacy, Personality and Job Satisfaction
among Non-Teaching Staff in a Nigerian University: An Empirical Survey.
International Journal of Social Science, 10(4): 111-121.

Isaacs, A. N. (2014). An overview of qualitative research methodology for public health
researchers. International Journal of Medicine and Public Health, 4(4).

Ismail, A., & Yusuf, S. (2017). The importance of providing opportunities for skill
development and career advancement to enhance employees' esteem and
satisfaction levels. Journal of Human Resource Development Quarterly, 28(4),
431-44e.

Izvercian, M., Potra, S., & Ivascu, L. (2016). Job satisfaction variables: A grounded
theory approach. Procedia-Social and Behavioral Sciences, 221, 86-94.

Jauhari, H., Singh, S., & Kumar, M. (2017). How does transformational leadership
influence proactive customer service behavior of frontline service employees?
Examining the mediating roles of psychological empowerment and affective
commitment. Journal of Enterprise Information Management, 30(1), 30-48. doi:
doi:10.1108/JEIM-01-2016-0003

Jayeola, O., Faloye, D., Owoeye, 1., Olatunji, O., & Yahaya, A. (2021). Job Performance
of Non-Academic Staff in Nigerian Universities: Assessing the Role of

109



Personality Traits. International Journal of Multidisciplinary Sciences and
Advanced Technology, Vol 2 No 11; 4-14.

Jelastopulu, E., Tsouvaltzidou, T., Vangeli, E., Messolora, F., Detorakis, J., &
Alexopoulos, E. C. (2013). Self-reported sources of stress, job satisfaction and
quality of care in professional hospital nurses in West-Greece. Nursing and
Health, 1(1), 1-9.

Jones, D., & Grigore, G. (2018). “Perceived Fairness in Employee Compensation: An
Examination of Ethical Considerations.” Journal of Business Ethics, 149(3), 537-
558.

Kapur, D. R. (2018). Factors influencing performance and job satisfaction of teachers in
secondary schools in India. Research Gate, 1-25.

Kapur, R. (2021). Up-grading Problem-Solving Skills: Indispensable in Providing
Solutions to Different types of Problems. The Journal of Social Sciences Studies
and Research, 1(04), 25-33.

Kara, H., & Pickering, L. (2017). New directions in qualitative research ethics.
International Journal of Social Research Methodology, 20(3), 239-241.

Karimi, S (2007). Factors Affecting Job Satisfaction of Faculty Members of BuAli Sina
University, Hamedan, Iran. Department of Agricultural extension and Education,

College of Agriculture. Hamedan, Iran.
http://icbm.bangkok.googlepages.com/95.Saied. Karimi.PAR.  (Accessed on
12/7/2008).

Kazmi, S. S. A., Hashim, M., Manzoor, S. R., & Kee, D. M. H. (2017). Effect of job
stress on marital satisfaction: mediating role of work family conflict. City
University Research Journal, 7(1), 30-41.

Khan, A., & Ahmed, S. (2013). Job satisfaction among librarians in the universities of
Khyber Pakhtunkhwa, Pakistan: A survey. Library Philosophy and Practice, 1.

Khodaveisi, M., Bahar, G. S., & Ahmadi, S. (2015). The Relation between time
management and job stress in physical education lecturers and faculty members
of Hamedan Universities. Sport Science, 8(1), 60-63.

Kim, M., & Kim, B. (2020). Analysis of the importance of job insecurity, psychological
safety, and job satisfaction in the CSR-performance link. Sustainability, 12,
3514; doi:10.3390/su12093514www.mdpi.com/journal/sustainability.
https://doi.org/10.5430/jha.v5n2p6.

Kivipdld, K., & Vadi, M. (2013). Market orientation in the context of the impact of
leadership capability on performance. International Journal of Bank Marketing,

31(5), 368-387.

Kogel, T. (2014). Business management (Extended 15th Edition). Istanbul: Beta
Publishing and Distribution.

110



Kolade, C. (2012). The possibility of good governance in Nigeria.
http:www.businessdayonline.com/NG/index.php/news/111. Retrieved on 17th
July, 2012.

Korubo, I. B., & Onuoha, B. C. (2020). Social Networking and Employee Performance
of Multinational Oil Companies in Nigeria. International Journal of Advanced
Academic Research (Social and Management Sciences), 6(12). DOL:
10.46654/ij.24889849

Kvale, S. (2007). Analyzing interviews. Doing interviews, 102-120.

Kwabiah, A., Hodibert, V., & A., Robert, A. (2016). Job security, job satisfaction and
organizational commitment as correlates of job performance among workers in
Takoradi, Ghana. Africa Development and Resources Research Institute Journal,
Ghana, 25(3), 18-30.

Ifechi, A. N., Okoli, I. E. N., & Nwosu, K. C. (2022). Influence of Professional Career
Development and Teamwork on Employee Job Satisfaction: Evidence from
Private Universities in Nigeria. Journal La Bisecoman, 3(3), 80-95.

Issa, A., & Abdulrahman, M. (2014). Corporate governance in Nigerian Higher
Education: Issues and challenges. FEuropean Journal of Business and
Management, Vol.6, No.2.

Iwuoha, C.C. (2018) ‘Impact of Training and Development Programmes on Secretaries’
Productivity in Selected Business Organisations in Owerri, Imo state, Nigeria’,
Journal of School of Business and Management and Technology, Vol. 1, No. 1,
pp- 106-110.

Izvercian, M., Potra, S., & Ivascu, L. (2016). Job satisfaction variables: A grounded
theory approach. Procedia-Social and Behavioural Sciences, 221, 86-94.

Jackson, T. A., Meyer, J. P., & Wang, X. H. (2013). Leadership, commitment, and
culture: A meta-analysis. Journal of Leadership & Organizational Studies, 20(1),
84-106.

Jamaludin, N. L., Azhar, Salizawatee, N. M., & Jamil, N. A. (2021). The Influence of
Personal Values on Organization Commitment among Foreign Workers in
Malaysia’s Construction Industry. International Journal of Academic Research
in Business and Social Sciences, 11(1), 126-145.

Japheth, A. Y. (2019). Job satisfaction among librarians in Nigerian public universities.
Journal of Library Services and Technologies, 1(1):73-92.

Johnson, J. L., Adkins, D., & Chauvin, S. (2020). A review of the quality indicators of

rigor in qualitative research. American journal of pharmaceutical education,
84(1).

111



Joshi, P., Kaur, H., & Jain, A. (2016). Leadership behaviour of manager: An antecedent
of job satisfaction of subordinates. SCMS Journal of Indian Management, 13(4),
19-31.

Kahn, W. A. (1990). Psychological conditions of personal engagement and
disengagement at work. Academy of management journal, 33(4), 692-724.

Kamal, S. S. L. B. A. (2019). Research paradigm and the philosophical foundations of a
qualitative study. PEOPLE: International Journal of Social Sciences, 4(3), 1386-
1394.

Klindzic, M. & Mari¢, M. (2019). Flexible work arrangements and organizational
performance — The difference between employee and employer-driven practices.
Journal for General Social Issues, 28(1), 89-108.

Lakein, A. (1973). How to Get Control of your Time and Life. Nal Penguin Inc., New
York, NY.

Leibowitz, Z. B., Farren, C., & Kaye, B. L. (1986). Designing Career Development
Systems. 1st ed. San Francisco: Jossey-Bass Publishers.

Lincoln, Y. S., Guba, E. G., & Pilotta, J. (1985). Naturalistic inquiry. California: Sage
Publications

Lopez, V., & Whitehead, D. (2013). Sampling data and data collection in qualitative
research. Nursing & midwifery research: Methods and appraisal for evidence-
based practice, 123-140.

Luthans, F., & Youssef-Morgan, C. M. (2019). “Psychological Capital: An Evidence-
Based Positive Approach.” Annual Review of Organizational Psychology and
Organizational Behaviour, 6(1), 339-366.

Ma, B., Liu, S., Liu, D., & Wang, H. (2016). Job security and work performance in
Chinese employees: The mediating role of organisational identification.
International Journal of Psychology, 51(2), 123-129.

Madede, T., Sidat, M., McAuliffe, E., Patricio, S. R., Uduma, O., Galligan, M., ... &
Cambe, 1. (2017). The impact of a supportive supervision intervention on health
workers in Niassa, Mozambique: a cluster-controlled trial. Human Resources for
Health, 15(1), 1-11.

Mahdi, O. R., Mohd, E. S. B. G., & Almsafir, M. K. (2014). Empirical study on the
impact of leadership behaviour on organizational commitment in plantation
companies in Malaysia. Procedia-Social and Behavioural Sciences, 109, 1076-
1087.

Maartje, P. (2018). Effect of work stress, organization culture and job satisfaction toward
employee performance in Bank Maluku. Academy of Strategic Management
Journal, 17(5), 1-12.

112



Marshall, C., & Rossman, G. B. (2011). Designing Qualitative Research (5th ed.).
Thousand Oaks, California: Sage Publication Strategic Management Journal,
Volume 17, Issue 5.

Martin, A.F., Romero, F.P., Valle, C.R., & Dolan, S.L. (2010). Corporate business
strategy in Singapore: An exploratory study. Singapore Management Review,
22(1):65-82.

Maithili, V., & Navaneethakrishnan, S. (2014). Job satisfaction of teacher-librarians: A
case study of the Jaffna District, Sri Lanka. Chinese Librarianship: An
International Electronic Journal, 38, 77-83.

Mangkunegara, A. P. (2017). Manajemen Sumber Daya Manusia Perusahaan. Bandung:
Remaja Rosdakarya.

Majid, M. A. A., Othman, M., Mohamad, S. F., Lim, S. A. H., & Yusof, A. (2017).
Piloting for interviews in qualitative research: Operationalization and lessons
learnt. International Journal of Academic Research in Business and Social
Sciences, 7(4), 1073-1080

Marasinghe, M., & Wijayaratne, Anusha. (2018). The Impact of Gender Differences on
Job Satisfaction of University Library Professionals. Journal of the University
Librarians Association of Sri Lanka, Vol.21, Issue 2, pp. 1-20.

Mas’ud, F., Yuniawan, A., Nugraheni, R., Idyarti, E. T., & Udin, U. (2020). The effect
of obsessive work passion and affective commitment on employee performance.
Revista ESPACIOS. ISSN, 798, 1015.

Menner, M., & Menninger, F. (2018). The Causal Effect of Corporate Governance on
Employee Satisfaction. Available at SSRN 3249006.

Merriam, S. B. (2002). Introduction to qualitative research. Qualitative research in
practice: Examples for discussion and analysis, 1(1), 1-17.

Merriam, S. B. (2009). Qualitative research: A guide to design and implementation. San
Francisco, CA: Jossey-Bass.

McGaughey, E. (2013). Collective Bargains for Corporate Change. London School of
Economics.

McDermid, F., Peters, K., Jackson, D., & Daly, J. (2014). Conducting qualitative
research in the context of pre-existing peer and collegial relationships. Nurse
Researcher, 21(5).

Miles, M. B., Huberman, A. M., & Saldafia, J. (2014). Qualitative data analysis: A
methods sourcebook. Sage.

Mitchell, M. S., Reynolds, S. J., & Trevifo, L. K. (2017). The study of behavioural ethics
within organizations. Personnel psychology, 70(2), 313-314.

113



Mohajan, H. K. (2018). Qualitative research methodology in social sciences and related
subjects. Journal of Economic Development, Environment and People, 7(1), 23-
48.

Morse, J. M., & Richards, L. (2002). Readme first for a user's guide to qualitative
methods. SAGE Publications, Incorporated.

Morais, N., & Galpothdeniya, B. (2023). An Analysis of Hygiene and Motivational
Factors in Relation to Job Satisfaction in a Work-from-Home Context: A Case of
an Exporting Organisation in Sri Lanka.

Murphy, K.R. & DeNisi, A. (2008) A model of the appraisal process, in A. Varma, P.S.
Budhwar and A. DeNisi (eds.) Performance management systems: a global
Perspective, pp. 131-146. New York: Routledge.

Mushemeza, E. D. (2016). Opportunities and Challenges of Academic Staff in Higher
Education in Africa. International Journal of Higher Education, Vol. 5, No. 3.

Murugan, D. M. S. (2017). Relationship Between Organizational Development and Job
Satisfaction—a Study with Reference to It Industry in Chennai City. Journal of
Advance Management Research, 5.

Newstrom, J. W (2007). Organizational behavior: Human behavior at work. Tata
McGraw-Hill Publishing C. Ltd.

Nkomo, M. W., Thwala, W. D., & Aigbavboa, C. O. (2017, July). Influences of
mentoring functions on job satisfaction and organizational commitment of
graduate employees. In International Conference on Applied Human Factors and
Ergonomics (pp. 197-206). Springer, Cham.

Nmai, B. N., & Delle, E. (2014). Good Corporate Governance and Employee Job
Satisfaction: Empirical Evidence from the Ghanaian Telecommunication Sector.
International Journal of Humanities and Social Science, 4(13), 209-217.

Nnadi, D. C., & Singh, S. (2016). Knowledge of palliative care among medical interns
in a tertiary health institution in Northwestern Nigeria. Indian Journal of
Palliative Care, 22(3), 343.

Northouse, P. G. (2015). Leadership: Theory and practice (7th ed.). Thousand Oaks:
Sage

Ndu, E.C. (2009). Human capital development and corporate performance: A study of
selected construction companies in river state, Nigeria. Unpublished MBA

Thesis, Department of Management, University of Port Harcourt, Nigeria.

Ngonde, D.F (2015). Job satisfaction among workers in the construction industry: a case
of national housing corporation. MSc Thesis, Open University of Tanzania.

114



Nicholas-Omoregbe, O. S., Kehinde, O. J., Imhonopi, D., & Evbuoma, 1. K. (2016).
Good governance and leadership: Pathway to sustainable national development
in Nigeria. Journal of Public Administration and Governance, 6(1), 35-49.

Nmai, B. N., & Delle, E. (2014). Good corporate governance and employee job
satisfaction: Empirical evidence from the Ghanaian Telecommunication sector.
International Journal of Humanities and Social Science, 4(13), 209-217.

Noorshella, C. N., Mohammad, I., Mohd A.H. I., Nursalihah, A. R., Zaminor, Z. Z. &
Azila, J. (2016). Job Satisfaction among Academic and Non-Academic Staff in
Public Universities in Malaysia: A Review. International Journal of Business and
Management; Vol. 11, No. 9.

Noble, H., & Smith, J. (2017). Issues of validity and reliability in qualitative research.
Evidence-Based Nursing, ebnurs-2015. Retrieved from
http://eprints.hud.ac.uk/id/eprint/22163 /1/EBNBiasFINALJuly2014.pdf

Nuttavuthisit, K. (2010). If you can’t beat them, let them join: The development of
strategies to foster consumer’s co-creative practices. Business Horizons, 53(3):
315-324.

Nwabali, 1.G. (2018). Work-life balance and employee intention to stay. Unpublished
Ph.D Seminar, Department of Management, Rivers State University.

Nwaeke, L. I., & Obiekwe, O. (2017). Impact of manpower training and development on
organizational productivity and performance: A theoretical review. European
Journal of Business and Management, 9(4): 154-159.

Nwanzu, C. L., & Babalola, S. S. (2019). Impact of organization ownership and strategy
on organizational sustainable practices. Academy of Strategic Management
Journal, 18(5), 1-10.

Nweze, A. U., & Ekwochi, E. A. Impact of Reward System on Employee’s Productivity
of Non-Academic Staff of Private Polytechnics in Enugu State. International
Journal of Academic Management Science Research, Vol. 6 Issue 1, pp:13-23.

Obiekwe, O. (2012). Human capital development and organizational survival in Nigerian
banking industry. Unpublished MSc. Thesis presented to Department of
Management, University of Port Harcourt, Rivers State Nigeria.

Obiekwe, O. (2018). Human capital development and organizational survival: a
theoretical review. International Journal of Management and Sustainability, Vol.
7, No. 4, pp. 194-203.

Obiunu, J.J. (2020). “Influence of Emotional Intelligence, Interpersonal Communication
and Job Satisfaction on the Job Performance of Staff in Chevron Nigeria Limited,

Warri, Delta State Nigeria,” pp. 160-167.

Odubela, S. (2012). Effective Coverage of subject syllabus before examination: A
prerequisite for students’ better performance, Nations Newspaper, p.35.

115



Ogunfowora, B., Adetule, T., & Saka, A. (2021). Supervisor support as a significant
predictor of job satisfaction among Nigerian employees. Journal of
Organizational Behaviour, 45(3), 289-302.

Okafor, R. A., & Nwosu, C. S. (2019). The effects of workload on job satisfaction among
university librarians in Nigeria. Journal of Library and Information Science,
12(2), 45-58.

Okolocha, C. B. (2021). Job Satisfaction and Employee Productivity: Evidence from
Selected Universities in South-East, Nigeria.

Oladipo, M. A., Ajayi, O. M., & Abdulraheem, A. A. (2021). Safety Climate and Job
Satisfaction among Healthcare Workers in Nigeria: The Moderating Role of
Perceived Organizational Support. International Journal of Environmental
Research and Public Health, 18(5), 2413.

Olajide, O.T. (2015). Effects of organizational structure on job satisfaction in the
Nigerian financial sector: empirical insight from selected banks in Lagos state.
Zarsmi Dubai. NG-Journal of Social Development, 5(1).

Olowu, F., Osibanjo, A. O., & Salau, O. P. (2021). Compensation and Benefits
Management and Job Satisfaction: Evidence from Nigerian Banking Industry.
International Journal of Human Resource Studies, 11(2), 12-25.

Olubusayo, B., & Okwukweka, C. (2021). Perceived Organizational Support and Job
Satisfaction: A Study of Banking Sector Employees in Nigeria. European Journal
of Business and Management, 13(5), 1-10.

Oludare, J. K., Oladeji, O. S., Adeyemi, K., & Otokiti, B. (2023). Thematic Analysis of
Knowledge Management Practices and Performance of Multinational
Manufacturing Firms in Nigeria. International Journal of Multidisciplinary
Research and Analysis, 6(1), 258-267. DOI: https://doi.org/10.47191/ijmra/v6-
i1-32

Olufemi, A.J. (2009). Human capital development practices and organizational
effectiveness: A focus on the Nigerian banking industry. Journal of Social
Sciences, 6(4): 194-199.

Opigo, E. H. (2021). Leadership style and job satisfaction of departmental members at
the Federal University Otuoke. Accounting and Taxation Review, 5(1): 60-79.

Owolabi, J.D., Aziken, R., Tunji-Olayeni, P. F. Akinbo, F. T., & Adedeji, O. A. (2019).
Factors Affecting Job Satisfaction of Middle Management Level Professionals in
The Construction Industry. International Journal of Civil Engineering and
Technology (IJCIET), Volume 10, Issue 02, pp. 369— 374.

Oyeyemi, A. Y., Oyeyemi, A.L., Maduagwu, S.M., Rufai, A.A., & Aliyu, S.U. (2012).

Professional ~Satisfaction and Desire to Emigrate among Nigerian
Physiotherapists. Physiotherapy Canada; 64(3): 225-232.

116



Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood,
K. (2015). Purposeful sampling for qualitative data collection and analysis in
mixed method implementation research. Administration and policy in mental
health and mental health services research, 42, 533-544.

Peramatzis, G., & Galanakis, M. (2022). Herzberg’s motivation theory in workplace.
Psychology, 12(12), 971-978.

Parvin, M.M., & Kabir, M.N. (2011). Factors affecting employee job satisfaction of
pharmaceutical sector. Australian Journal of Business and Management
Research, 1(9), 113.

Patton, M. Q. (2015). Qualitative research & evaluation methods: Integrating theory and
practice (4th ed.). Thousand Oaks, CA: Sage.

Polit, D., & Beck, C. T. (2014). Essentials of nursing research. Appraising evidence for
nursing practice, 8.

Prasetiyani, D., Kristianti, L. S., Andi, D., & Abid, M. (2021). The effect of rewards and
motivation on employee productivity at PT. Sinar Kencana Jaya in Surabaya,
1(1), 43-47.

Punch, K. F. (2013). Introduction to social research: Quantitative and qualitative
approaches. sage.

Rahman, R. (2015). Comparison of telephone and in-person interviews for data
collection in qualitative human research. Interdisciplinary Undergraduate
Research Journal, 1(1), 10-13.

Rahman, M. S., Osmangani, A. M., Daud, N. M., & AbdelFattah, F. A. M. (2016).
Knowledge sharing behaviors among non-academic staff of higher learning
institutions: Attitude, subjective norms and behavioural intention embedded
model. Library Review.

Rashid, Y., Rashid, A., Warraich, M. A., Sabir, S. S., & Waseem, A. (2019). Case study
method: A step-by-step guide for business researchers. International journal of
qualitative methods, 18, 1609406919862424.

Robbins, S.P., Judge, T.A., Odendaal, A., & Roodt, G. (2009). Organisational Behavior:
Global and South African Perspectives. (2nd ed.). Cape Town: Pearson Education

Inc.

Robbins, S.P., & Judge, T.A. (2013). Organisational behaviour (15th edn.). Upper Saddle
River, NJ: Prentice Hall.

Robbins, S.P., & Judge, T.A. (2015). Organizational Behavior (16th ed). Upper Saddle
River. New Jersey; Pearson Education, Inc.

Roulston, K. (2012). Interviews in qualitative research. The encyclopedia of applied
linguistics, 1-10.

117



Rozanna, N., Adam, M., & Majid, M. S. A. (2019). Does job satisfaction mediate the
effect of organizational change and organizational culture on employee
performance of the Public Works and Spatial Planning Agency. IOSR Journal of
Business and Management, 21(1), 45-51.

Rudaleva, 1., & Mustafin, A. (2017). The Impact of Stress Stability on Job Satisfaction
and the Quality of Human Capital. 6. 333.

Sadri, G., & Bowen, C. R. (2011). Meeting employee requirements: Maslow's hierarchy
of needs is still a reliable guide to motivating staff. Industrial engineer, 43(10),
44-49.

Sageer, A., Rafat, S., & Agarwal, P. (2012). Identification of variables affecting
employee satisfaction and their impact on the organization. IOSR Journal of
Business and Management, 5(1), 32-39.

Sahito, Z., Khawaja, M., Panhwar, U. M, Siddiqui, A., & Saeed, H. (2016). Teachers’
time management and the performance of students: A Comparison of government
and private schools of Hyderabad, Sindh, Pakistan. World Journal of Education,
6(6), 42-50. https://doi.org/10.5430/wje.von6p42

Sahito, Z., & Vaisanen, P. (2017). The Diagonal Model of Job Satisfaction and
Motivation: Extracted from the Logical Comparison of Content and Process
Theories. International Journal of Higher Education, 6(3), 209-230.

Salau, O., Olowu, F., & Oludayo, O. (2020). Opportunities for career advancement and
skill development as key factors in fulfilling employees' esteem needs. Journal of
Organizational Psychology, 25(3), 78-92.

Saunders, M. (2012). Choosing Research Participants. In G. Symon, & C. Cassell (Eds.),
Qualitative Organizational Research (pp. 35-52). London: SAGE Publications,
Inc.

Sandika, A. L., Rupasena, L. P., Abeywickrama, L. M., & Mapalana, K. (2016). Effect
of good governance perception towards job satisfaction: a case study of the
agriculture professionals attached to the Department of Agriculture Sri Lanka.
Tropical Agricultural Research and Extension, 19(3-4).

Saqib, U., Akbar, M. T., & Ramzan, D. M. (2013). Effect of salary and stress on job
satisfaction of teachers in district Sialkot, Pakistan. IOSR Journal of Humanities
and Social Science (IOSR-JHSS), 15(2), 68-74.

Shafi, M. (2022). Healthcare benefits impact on employee motivation in post pandemic
era. International Journal of Research Publication and Reviews, Vol 3, Issue 7,
pp 3446-346

Shaheen, M., Gupta, R., & Kumar, Y. L. N. (2016). Exploring Dimensions of Teachers’

OCB from Stakeholder’s Perspective: A Study in India. Qualitative Report,
21(6), 1095-1117.

118



Shaheen, M., & Pradhan, S. (2019). Sampling in qualitative research. In Qualitative
techniques for workplace data analysis (pp. 25-51). IGI Global.

Shahin, M. (2016). The Effect of Good Governance Mixture in Governmental
Organizations on Promotion of Employees’ Job Satisfaction (Case Study:
Employees and Faculty Members of Lorestan University). Asian Social Science,
12(5), 108-117.

Sharmilee, Basit, A., & Hassan, Z. (2017). Impact of Job Stress on Employee
Performance. Chicago Booth MOB: Other (Topic).

Shawqi, J. (2020). Job dissatisfaction and Its Impact on Work Results. Innovative Food
Science & Emerging Technologies, 6(6), P85.

Shriar, J. (2014). Three Major Benefits of Having Happy Employees.
http://www.officevibe.com/blog/benefits-of-having-happy-employees

Silverman, D. (2013). A very short, fairly interesting and reasonably cheap book about
qualitative research. Sage.

Silverman, D. (2013). Doing Qualitative Research: A Practical Handbook. Sage
Publications.

Simons, H. (2009). Evolution and concept of case study research. Case study research in
practice, 12-28.

Song, Y., Yang, T., Li, Z., Zhang, X., & Zhang, M. (2020). Research on the direct and
indirect effects of environmental regulation on environmental pollution:
Empirical evidence from 253 prefecture-level cities in China. Journal of Cleaner
Production, 269, 122425. https://doi.org/10.1016/j.jclepro.2020.122425

Soleimanpour, H. G. (2015). The impact of job stress on employees’ job satisfaction
municipality 18Thran. Visi Journal Akademik, 3, 40-43.

Samad, S. (2011). The effects of job satisfaction on organizational commitment and job
performance relationship: a case of managers in Malaysia’s manufacturing
companies. European Journal of Social Sciences. 18(4), 602.

Smith, B., Sparkes, A. C., & Caddick, N. (2014). Judging qualitative research. In
Research methods in sports coaching (pp. 192-201). Routledge.

Smith, J. A., & Osborn, M. (2020). Interpretative phenomenological analysis as a useful
methodology for research on the lived experience of pain. British Journal of Pain,
14(2), 101-108.

Squires, J. E., Hoben, M., Linklater, S., Carleton, H. L., Graham, N., & Estabrooks, C.
A. (2015). Job satisfaction among care aides in residential long-term care: a
systematic review of contributing factors, both individual and organizational.
Nursing research and practice, 2015.

119



Squires, A., & Dorsen, C. (2018). Qualitative research in nursing and health professions
regulation. Journal of Nursing Regulation, 9(3), 15-26.

Suen, L. J. W., Huang, H. M., & Lee, H. H. (2014). A comparison of convenience
sampling and purposive sampling. The Journal of Nursing, 61(3), 105-111.

Sutton, J., & Austin, Z. (2015). Qualitative research: Data collection, analysis, and
management. The Canadian journal of hospital pharmacy, 68(3), 226.

Tabiu, A., & Nura, A. A. (2013). Assessing the effects of human resource management
(HRM) practices on employee job performance: A study of usmanu danfodiyo
university sokoto. Journal of Business Studies Quarterly, 5(2), 247.

Taherdoost, H. (2016). Sampling methods in research methodology; how to choose a
sampling technique for research. How to Choose a Sampling Technique for
Research (April 10, 2016).

Tessier, S. (2012). From field notes, to transcripts, to tape recordings: evolution or
combination? International journal of qualitative methods, 11(4), 446-460.

Thiagaraj, D., & Thangaswamy, A. (2017). Theoretical concept of job satisfaction-a
study. International Journal of Research-Granthaalayah, 5(6), 464-470.

Thompson, E. R., & Phua, F. T. (2012). A brief index of affective job satisfaction. Group
& Organization Management, 37(3), 275-307.

Tomazevi¢, N., Seljak, J., & Aristovnik, A. (2014). Factors influencing employee
satisfaction in the police service: the case of Slovenia. Personnel review, 43(2),
209-227.

Tims, M., & Derks, D. (2012). Proactive Personality and job performance: The role of
job crafting and work engagement. Human Relations, 65; 1359-1378.

Tracy, S. J. (2010). Qualitative quality: Eight “big-tent” criteria for excellent qualitative
research. Qualitative Inquiry, 16(10), 837-851.

Tunji-Olayeni, P. F., & Owolabi, J. D and Amusan, L. M. and Nduka, David (2018). Job
satisfaction of female construction professionals in male dominated fields.
International Journal of Mechanical Engineering and Technology (IJMET), 9 (1),
732-738.

Udin, U. (2019). National Culture, Affective Commitment, and Employee Performance:
An Integrated Review and Call for Future Research Agenda. Journal of Research
and Opinion, 6(10), 2502-2509.

Ukil, M. I. (2016). The impact of employee empowerment on employee satisfaction and
service quality: empirical evidence from financial enterprises in Bangladesh.
Business: Theory and Practice/Verslas: Teorija ir Praktika, 17(2), 178-189.

120



Unutmaz, S. (2014). Factors Affecting Job Satisfaction of the Employees in a Public
Institution. Middle East Technical University. Retrieved August 15, 2017 from
http://etd.lib.metu.edu.tr/upload/12618253/index.pdf

Uzoh, B. C., Anckwe, S. C., & Anigbogu, K.C. (2018). Trade Union Proliferation and
Strike Actions in the Public Service in Nigeria. International Journal of Academic
Research in Business and Social Sciences, 8(5), 480—489.

Vallerand, R. J., & Houlfort, N. (2003). Passion at work: Toward a new
conceptualization. In S. W. Gilliland, D. D. Steiner, & D. P. Skarlicki (Eds.),
Emerging Perspectives on Values in Organizations (pp. 175-204). Greenwich,
CT: Information Age Publishing.

Vollstedt, M., & Rezat, S. (2019). An introduction to grounded theory with a special
focus on axial coding and the coding paradigm. Compendium for early career
researchers in mathematics education, 13(1), 81-100.

Waiganjo, E. W. & Kihoro, J. M. (2016). Influence of flexible work arrangements on
performance of the banking industry in Kenya. International Journal of Academic
Research in Business and Social Sciences, 6(7), 37-49.

Wang, W., & Seifert, R. (2017). Pay reductions and work attitudes: the moderating effect
of employee involvement practices. Employee Relations, 39(7), pp.935-950.

Weiss, H.M. (2002). Deconstructing job satisfaction: separating evaluations, beliefs and
affective experiences. Human Resource Management Review, 12 (2), 173-194.

Whitehead, D., & Whitehead, L. (2016). Sampling data and data collection in qualitative
research. Nursing and midwifery research: Methods and appraisal for evidence-
based practice, 111-126.

Wimmer, R. D., & Dominick, J. R. (2014). Mass media research: An introduction (10th
ed.). Boston, MA: Wadsworth Cengage Learning.

Xu, M. A., & Storr, G. B. (2012). Learning the concept of researcher as instrument in
qualitative research. Qualitative Report, 17, 42.

Yaya, J.A., Opeke, R.O., & Onuoha, U.D. (2016). Job satisfaction as correlates of
librarians' productivity in public universities in Nigeria. Library and Philosophy
Practice (e-journal), 1418.

Yaya, J. A. (2019). Job satisfaction among librarians in Nigerian public universities.
Journal of Library Services and Technologies, 1(1), 73-92.

Yee, L. C. (2018). An Analysis on the Relationship between Job Satisfaction and Work
Performance among Academic Staff in Malaysian Private Universities. Journal
of Arts & Social Sciences, Vol 1, Issue 2, 64-73.

Yin, R. K. (2011). Qualitative Research from Start to Finish. New York: Guilford.

121



Yin, R. (2014). Case Study Research Design and Methods (5th ed.). Thousand Oaks,
CA: Sage. 282 pages.

Yukl, G. (2013). Leadership in organisations (8th ed.). Upper Saddle River, NJ: Pearson
Education.

Yuliarini, S., Mat, N. K. N., & Kumar, P. (2012). Factors affecting employee satisfaction
among non-teaching staff in higher educational institutions in Malaysia.
American Journal of Economics, 6, 93-96.

Yulistiani, D., Lubis, M. R., Effendy, S. (2020). The Effect of Employee Engagement
and Work Value on Readiness to Change in PT Budi Perkasa Alam Employees.
Tabularasa: Scientific Journal of Master of Psychology. 2(2). 76—81. Indonesia.

Yusuf Abdi, F., & Sasaka, P. (2019). Factors Influencing Organizational Development
of Moumin Group of Companies in Mogadishu, Somalia. International journals
of academics & research, Vol. 1, Issue 2, PP. 105-120.

Yusuf, N., Aminu, G. W., Adeogun, A. S., & Agava, Y. H. (2020). Influence of Training
and Career Development on Employee Engagement among non-academic staff
of University.

Zafarullah, S., & Pertti, V. (2017). Effect of time management on the job satisfaction and
motivation of teacher educators: A narrative analysis.

Zhao, X., & Ghiselli, R. (2016). Why do you feel stressed in a “smile factory”?
Hospitality job characteristics influence work—family conflict and job stress.
International Journal of Contemporary Hospitality Management, 28(2), 305-326.

Zhang, Y., & Venkatesh, V. (2018). “Explaining Employee Job Performance: The Role

of Online and Offline Workplace Communication Networks.” MIS Quarterly,
42(3), 815-837.

122





