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ABSTRACT 
 
 This article investigates the relationship between job stress and job satisfactionin faculty members of 
recognized public and private universities in the province of Kermanshah.  
 Two questionnaires are adapted in order to accomplish the research objects through acquiring the responses 
from faculty members of recognized public and private universities in the province of kermanshah. Results 
indicate that most of the teachers do not perceive occupational stress as a big problem in university 
environment. They perceive administrative factors as highly contributing factor in job satisfaction. In last, 
insignificant relationship is found between occupational stress and job satisfaction. The results also show that 
there is significant negative relationship between job stress and job satisfaction.  
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Introduction 
 
 Role of universities in the development of human society has accepted now beyond the bare delivery of 
knowledge contents to nurturing talent and fulfilling the intellectual needs of the society. Institutes of higher 
education are responsible to forecast the upcoming challenges to a country and provide competitive human 
capital to meet those challenges. Higher education due to its multidisciplinary role in the development of pure, 
social and applied sciences, supplies the lifeblood to societal life in various aspects. Although, living spirit of 
society is composed of man, money, methods and materials as basic elements, but human stands fundamental to 
all elements, responsible for the attainment of societal objectives. Universities are the main source, responsible 
for human engineering and preparing human capital for all spheres of life to cater the needs of public, private 
and social sector. It can also be perceived that faculty having low level of stress with high level of satisfaction 
can help institutions of higher education to achieve these goals. Teacher is considered a key player in teaching 
learning process at elementary, secondary and higher level. The objectives of teaching process cannot be 
materialized without fully satisfied teachers. A country like Iran where, physical resources at educational 
institutions are poor, salaries are not appropriate, discipline problems are frequent, most of the teachers are not 
well equipped with modern methods of teaching as well as many managerial issues, which keep the teachers 
stressful at workplace. At university level, expectations from teachers are very high. At the same time, they have 
to face very challenging and demanding tasks related to teaching and research. They face a lot of occupational 
stress while performing their duties. This affects their job satisfaction and adds to their stress (Johnes & Taylor, 
1990; Hagedorn, 1994; Hsing et al., 2006). 
 The academic exposure towards new challenges has increased level of stress on faculty, which ultimately 
encourages the researchers of education management to study the relationship between work stress and job 
satisfaction of university faculty. Stress among teachers and its relationship with job satisfaction is one of the 
most vital areas of study for teachers, educational administrators and educational researchers. 
 Its significance lies in the fact that occupational stress closely linked with job satisfaction, job commitment, 
employees' turnover, organizational performance and productivity. 
 Antoniou and Vlachakis (2006) brought forward the most important sources of stress which are being faced 
by university teachers such as students’ interaction issues, low level of interest and problematic attitude of 
graduates. They also found the difference in perceived stress levels in relation to their sources, like interpersonal 
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interaction, academic burden and emotional fatigue have higher impact on female teachers. Professional 
mismatches cause burnout in younger faculty, while aged faculty feels stress due to less support from the 
concerned authorities. According to Humphreys (1993), stress in teaching has sufficient attention of educational 
thinkers and researchers in present days and academic interest on this subject is expanding to various 
dimensions. The increased job-shift tendency in teaching profession is indicated by the trend that majority wants 
to leave this profession while there is decreasing trend towards joining this profession. Occupational stress is  
considered as root cause of this declining trend, which is one of the major causes of job stress. The newly 
developed workplace environment in universities like increase in female teachers and students, impacts of 
corporate sector and close relationship with stakeholders has made this profession very demanding, while 
control is rapidly moving towards low trend. Researchers have found inverse relationship as stress level is high, 
when demands are high and control is low, contrarily stress level is low, when demands are low and control is 
high. Due to recent dramatic developments in socio-economic life, the teaching profession has become highly 
demanding while the control (discipline) issues have become a major problem for many educational institutions. 
The combination of increased demands and control difficulties has moved teaching into an exceedingly stressful 
occupation. In this stressful environment, only the quality teacher can cope with the situation and can better help 
the institutions to attain educational objectives (Anonymous, 1997). Dua (1994), in his study about newly 
inducted faculty, has reported more job stress of staff below senior lecturer. The same trend prevails in support 
staff in which staff below senior technical officer level is highly stressful. Supporting staff has shown more 
stress due to job significance and clerical fatigues. 
 Higher education sector is among the highly influenced sectors of this transition and takes major 
responsibility to direct the nation towards right path. Universities primarily play the role of promoting research 
and development, enhancing teaching capacity and developing management discipline in the countries. 
 The faculty of universities promises to meet this great challenge of attaining objectives of higher education, 
which resultantly puts high stress on them. The stress bearing capacity is backed by their level of satisfaction to 
the institutions. The highly stressed and poorly satisfied faculty cannot help the universities to compete such 
global challenges and enhance competitiveness. Indeed, to perform better to their job, there is a requirement for 
workers to perform multiple tasks in the workplace to keep abreast of changing technologies (Cascio,1995; 
Quick, 1997). The ultimate results of this pressure have been found to one of the important factors influencing 
job stress in their work (Cahn et al., 2000). A study in UK indicated that the majority of the workers were 
unhappy with the current culture where they were required to work extended hours and cope with large 
workloads while simultaneously meeting production targets and deadlines (Townley, 2000). 
 Role ambiguity is another aspect that affects job stress in the workplace. According to Beehr et al. (1976), 
Cordes & Dougherty (1993), Cooper (1991), Dyer & Quine (1998) and Ursprung (1986) role ambibuity exists 
when an individual lacks information about the requirements of his or her role, how those role requirements are 
to be met, and the evaluative procedures available to ensure that the role is being performed successfully. 
Jackson & Schuler (1985) and Muchinsky (1997) studies found role ambiguity to lead to such negative 
outcomes as reduces confidence, a sense of hopelessness, anxiety, and depression. 
 
Statement of Problem: 
 
 The impact of occupational stress on job satisfaction is examined in various business and social sectors 
across the world. This relationship in university settings of Iran is missing in literature. The study is designed to 
investigate that what is the overall levels of work stress and job satisfaction, and the relationship between these 
two variables in public and private sector university teachers. 
 
Objectives of the Study: 
 
 This study aims to investigate the relationship between occupational stress and job satisfaction in public and 
private sector university teachers in Iran. The main objectives of the study are to:To observe overall faculty 
stress level;To detect weights of different factors of job satisfaction;To discern overall faculty job satisfaction 
level; and To examine relationship between occupational stress and job satisfaction. 
 
Significance of the Study: 
 
 Firstly, research studies have widely discussed about the relationship between occupational stress and job 
satisfaction of teachers. The work done in this regard covers broad range of disciplines like elementary and 
secondary education, but very less attention is paid to higher education with respect to teacher satisfaction and 
job stress. The developing country like Iran, where literacy rate is very low, resources are limited, and very little 
percentage of students reach to the university level. It requires imperative attention of higher management 
towards teaching system and faculty assigned to impart the promised knowledge. The faculty members as front-
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line players in the entire value-chain of universities carry greater responsibility, and play a significant role in 
overall institutional success. The satisfied faculty can help the university to achieve its desire goals and meet the 
educational objectives. Contrarily, teachers’ high level of job stress creates the big gap between promised and 
actual levels of educational quality. The scenario raises the need for a comprehensive study, to investigate the 
relationship between occupational stress and job satisfaction of university teachers. Secondly, quality education 
is the most important issue all over the world. Like other third world countries, most of the educational 
problems in Iran are quantitative in nature. Less has been studied about faculty satisfaction and job stress to 
improve the quality of education at the university level. This is an established fact that the dream of quality 
education at any level cannot materialize without satisfying the teachers and reducing their job stress. It is the 
need of time to find out the relationship, if any between the stress and job satisfaction of university teachers. In 
the light of this study, we will be able to give recommendations to manage the stress for the entire satisfaction of 
the university teachers to meet the challenges of quality education in the present era. This study will be 
worthwhile contribution to improve the efficiency and performance of university teachers. For these reasons and 
others, Stress and job satisfaction of university teachers is an important topic, valuable for investigation at 
present moment in Iran. 
 Lastly, Malik (1998) at doctoral level has tried to explore the causal factors in teacher stress and moral in 
Iran has conducted only one study. According to available literature, no effort was made to find out the 
relationship between the occupational stress and job satisfaction of university teachers in Pakistan. Therefore, 
this study may fill the important literature gap, particularly in the context of Iran to explore relationship between 
the occupational stress and job satisfaction. 
 
Literature Review: 
 
 The academicians have shifted their attention from occupational drivers of manufacturing concerns to 
service oriented professions. Number of academic authors particularly attempted the occupational stress and job 
satisfaction in the university settings and tried to explore the impacts on teaching performance (Sim, 1990; 
Wisniewski, 1990; Iiacqua & Schumacher, 1995; Wu, et.al, 1996; Fatma, 2003). Occupational stress and job 
satisfaction among university teachers is direly needed to improve the quality of education. 
 Since various studies across the globe have referred that stress and job satisfaction of faculty members 
affect their performance, productivity, efficiency and effectiveness. It is worthwhile to find out the relationship 
between these two variables to improve the quality of education at university level. 
 Bibi et al. (2004) conducted a research study to find out the effects of stress on job satisfaction of head 
teachers at elementary level. Sample of study consisted thirty heads (fifteen male and fifteen female) of 
elementary schools of Lahore city .Results indicated that most of the head teachers at elementary level are in 
stress and it is negatively affecting their job satisfaction. 
 In some cases, females are more stressed and in some cases male heads are more stressed resulting 
decreasing their level of job satisfaction. Terpstra and Honoree (2004) has attempted to explore the job 
satisfaction level of university faculty and surveyed almost 500 respondents in various disciplines of colleges 
and universities in the U.S.A and found the job satisfaction as essential variable. 
 The main intention of the study was to present some empirical findings on general job satisfaction levels of 
university faculty regarding academic discipline and geographic region. 
 The significant relationships are found between job satisfaction, pay rank and geographical area. 
 In the context of UK higher education institutions, Oshagbemi (2003) conducted a study at university level 
and tried to find out the relationship in job satisfaction among different job cadres i.e. Lecturer, senior lecturer, 
reader and professor. 
 The study concluded that job satisfaction has a direct positive relationship with cadre like rank and 
occupational level. He also have called intrinsic satisfaction as major contributor in job satisfaction over the 
worker job period and paid attention to length of service of university teacher. He raised the question of 
relationship between job satisfaction and length of services and found significant relationship; positively in the 
first half of job period and negatively in the second half, which constitutes a U shape. 
 Sargent and Hannum (2003) have conducted a study in China to improve students learning in the context of 
developing countries. It speculated that teachers in less remote locales with better resources—economic, social, 
and organizational—would be more satisfied. At the individual level, they anticipated that the attachment of 
young and female teachers to local community is more, and less-qualified teachers would be more satisfied. 
 In context of Pakistani educational settings, Khan and Muneer (2001) conducted a study on job satisfaction 
of female primary school teachers of rural areas of Lahore district. Fifty female primary teachers from 10 
government girls’ primary schools of rural areas of Lahore district have selected as a sample for this study. 
 Study found that majority of teachers is not satisfied with their workload, economic benefits and with the 
behavior of the officers of the education department. Majority is satisfied with their social status and is willing 
to adopt the teaching profession. 
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 Oshagbemi (2000) reported that female faculty is found more satisfied as compared to their male 
counterparts, and senior teachers’ carries higher level of satisfaction than juniors. 
 The satisfaction level is significantly related with rank and gender and insignificant with age variations. 
Robbins (1996) figured while describing the relationship between performance and stress with reference to 
various literatures explored that performance and stress have inverted-U relationship. 
 Dua (1994) stated that, in terms of job cadres, junior faculty is suffering with higher stress because of less 
support facilitates available to them and support staff of the universities face high stress due to their extensive 
involvement in clerical activities. 
 Sim (1990) found that dissatisfy faculty pays less attention to students’ requirements, perform their task 
half-heartedly and consequently make negative impact on students’ motivation, learning capacity, achievement 
rate and desire to excel. 
 Classroom environment also found to be prominent in contributing teacher satisfaction. He further 
recommended that senior teachers are more optimistic as compared to their younger colleagues, and in order to 
make teaching an enjoyable activity, stress level of teachers has to be minimized if not eradicated. 
 
Theoretical framework: 
 
Occupational Stress: 
 
 Occupational stress, also known as job stress, has been defined as the experience of negative emotional 
states such as frustration, worry, anxiety and depression attributed to work related factors (Kyriacou, 2001). 
Occupational stress is an individual experience, depending on the traits of individuals, in that not all people react 
to events the same way (Manthei & Gilmore, 1996; McKenna, 1987). According to a substantial body of 
literature, teaching can be a very stressful occupation and teacher stress appears to have increased in recent 
decades (Bernard, 1990; Chaplain, 1995; Kyriacou, 2001; Laughlin, 1984; Manthei & Gilmore, 1996; Munt, 
2004; Otto, 1986; Punch & Tuetteman, 1996). 
 As is the case with job satisfaction, there is an abundance of theories that aim to explain occupational stress. 
Recent research has endeavoured to use an attribution of responsibility theory to explain teacher occupational 
stress (see, for example McCormick, 2000). The theory posits that teachers blame their occupational stress on 
various aspects of the work environment (McCormick & Solman, 1992a) and that factors of the work 
environment (such as students, school administration and the school system) are separate work domains to 
which teachers may attribute their stress (McCormick, 1997a; 1997b; 2000). 
 Antecedents of occupational stress are also referred to as sources of stress or stressors (Luthans, 2002; 
Spector, 2000). Stressors that have been identified among samples of teachers include- role overload (being 
overwhelmed by the amount or complexity of work), role ambiguity (uncertainty about job description), 
conflicting job roles, lack of influence over the work environment, inadequate work environment, demands 
made by external agencies, poor relations with colleagues, poor relations with students, lack of support from the 
principal, school climate and culture (Borg & Falzon, 1991; Dinham, 1993; Kyriacou, 1989; Manthei & 
Gilmore, 1996; McCormick, 1997a; 1997b; O’Connor & Clarke, 1990; Otto, 1986; Solman & Feld, 1989; 
Whitehead & Ryba, 1995). A recent Australian study found time and workload pressure, parental expectations 
and negative community attitudes rated higher as stressors than school administration (Thomas, Clarke & 
Lavery, 2003). 
 Occupational stress can result in psychological, physical and behavioural consequences for individuals. 
These outcomes, in their various forms, can prove quite costly to individuals and organisations to which they 
belong. For schools, these costs are not just monetary. Student learning can be disrupted or otherwise affected. 
For these reasons, the reduction of occupational stress should be of great importance to schools and other 
organisations. Psychological consequences include job dissatisfaction, reduced job commitment, anxiety, 
frustration, anger, and of most concern, burnout (Aluja, Blanch & Garcia, 2005; Angerer, 2003; Borg, Riding & 
Falzon, 1991; Hanson & Sullivan, 2003; Luthans, 2002; Manthei & Gilmore, 1996; Maslach, 1982; Sarros & 
Sarros, 1992; Troman, 2000). 
 Physical consequences of occupational stress involve changes to normal bodily functioning (Ashcraft, 
1992). Research conducted in numerous settings, including schools, have established links between the 
following and occupational stress (and burnout): hypertension, elevated blood pressure, dryness in the throat, 
nervous tics, stomach complaints, ulcers, neck or back pain, headache, migraine, tiredness, chest pain, heart 
disease and stroke (Angerer, 2003; Ashcraft, 1992; Brown & Ralph, 1992; Burke & Greenglass, 1994; Caputo, 
1991; Dinham, 1993; Kyriacou & Sutcliffe, 1977). 
 Behavioural consequences of occupational stress are the actions by individuals. These may arise directly 
from stress or as a result of psychological or physical reactions as described above. The five major behavioural 
consequences identified in the literature are withdrawal, reduced performance, deteriorating collegial relations, 
substance abuse and accidents (Aluja et al, 2005; Angerer, 2003; Dinham, 1993; Hanson & Sullivan, 2003; 
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Kalliath & Beck, 2001; Kyriacou & Sutcliffe, 1979; Muchinsky, 2000; Sarros & Sarros, 1992; Solman & Feld, 
1989; Spector, 2000; Troman, 2000). As with job dissatisfaction, the money cost can be considerable, but the 
cost in terms of disrupted learning for students cannot be measured. 
 
Job Satisfaction: 
 
 Also said that happy staff is effective staff and are happy staff s and happy staff must satisfy with the job 
satisfaction importance is for that half part of staff life is in their job place. 
 Job satisfaction is staff positive sense and views to their job and someone say has high level Job satisfaction 
means that he really loves her job and has positive sense to his work and his work is valuable, results shows that 
staff who have high  Job satisfactions has better physical fitness and mind fitness .  and with redesighn of job 
management can improve ,Job satisfaction as a result of staff understanding and concept of that job is valuable 
for staff. Job satisfaction is positive emotional sense for analysis of people job. This positive sense can help to 
physical and mental health of people and in organizational view can reflect good organization atmosphere so 
can attract staff to itself.  
 Lot of job and hob environment  characteristic is  offended by it ,  and with resign of  job management can 
improve job satisfaction , another environmental factors that offends an job satisfaction are : job  complexity 
and working spouses . 
 Locke and Lathan (1976) give a comprehensive definition of job satisfaction as pleasurable or positive 
emotional state resulting from the appraisal of ones job or job experience. Job satisfaction is a result of 
employee's perception of how well their job provides those things that are viewed as important. According to 
(Mitchell and Lasan, 1987), it is generally recognized in the organizational behaviour field that job satisfaction 
is the most important and frequently studied attitude. While Luthan (1998) posited that there are three important 
dimensions to job satisfaction: 
• Job satisfaction is an emotional response to a job situation. As such it cannot be seen, it can only be inferred. 
• Job satisfaction is often determined by how well outcome meet or exceed expectations. For instance, if 
organization participants feel that they are working much harder than others in the department but are receiving 
fewer rewards they will probably have a negative attitudes towards the work, the boss and or coworkers. On the 
other hand, if they feel they are being treated very well and are being paid equitably, they are likely to have 
positive attitudes towards the job. 
• Job satisfaction represents several related attitudes which are most important characteristics of a job about 
which people have effective response. These to Luthans are: the work itself, pay, promotion opportunities, 
supervision and coworkers. 
 Job satisfaction of the librarian naturally depends on the economically, social and cultural conditions in a 
given country (Ebru, 1995). A librarian who can not get a sufficient wage will be faced with the problem of 
maintaining his or her family's life. This problem puts the librarian far from being satisfied. Especially the social 
facilities (transportation services, and consumer cooperatives –cash boxes) are sufficient because of the 
economic conditions. 
 Low wages and lack of status and social security affect motivation. Job satisfaction cannot be talk of where 
there is absence of motivation. Job satisfaction of the librarian who has an important place in the information 
society will affect the quality of the service he renders. In this respect, the question of how the material and 
moral element affect the job satisfaction of the librarians gains importance (Ebru, 1995). 
 Job satisfaction is so important in that its absence often leads to lethargy and reduced organizational 
commitment (Levinson, 1997, Moser, 1997). Lack of job satisfaction is a predictor of quitting a job (Alexander, 
Litchtenstein and Hellmann, 1997; Jamal, 1997). 
 Sometimes workers may quit from public to the private sector and vice versa. At the other times the 
movement is from one profession to another that is considered a greener pasture. 
 This  later is common in countries grappling with dwindling economy and its concomitant such as poor 
conditions of service and late payment of salaries (Nwagwu, 1997). In such countries, people tend to migrate to 
better and consistently paying jobs (Fafunwa, 1971). Explaining its nature some researcher (e.g. Armentor, 
Forsyth, 1995, Flanegan, Johnson and Berret, 1996; Kadushin, and Kulys, 1995) tend to agree that job 
satisfaction is essentially controlled by factors described in Adeyemo's (2000) perspectives as external to the 
worker. From this viewpoint satisfaction on a job might be motivated by the nature of the job, its pervasive 
social climate and extent to which workers peculiar needs are met. Working conditions that are similar to local 
and international standard (Osagbemi, 2000), and extent to which they resemble work conditions of other 
professions in the locality. Other inclusions are the availability of power and status, pay satisfaction, promotion 
opportunities, and task clarity (Bolarin, 1993; Gemenxhenandez, Max, Kosier, Paradiso and Robinson, 1997). 
 Other researchers (e.g. MacDonald, 1996; O'Toole, 1980) argue in favour of the control of job satisfaction 
by factors intrinsic to the workers. Their arguments are based on the idea that workers deliberately decide to find 
satisfaction in their jobs and perceive them as worthwhile. 
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 Studies of job satisfaction and librarianship seem to consistently show there is a relationship between 
professional status and the job satisfaction. High levels of job satisfaction are observed in those professions that 
are of good standing in society. Age is one of the factors affecting job satisfaction. Different studies conducted 
show that older workers are more satisfied (Davis, 1988:100). Kose (1985) found a meaningful relationship 
between the age and job satisfaction; Hamshari (1983), age and professional experience (Delia 1979; Hamshar 
1986), educational level (Well-Maker, 1985; Hamshari, 1986); level of wages (Vaugan and Dunn in Adeyemo, 
1997); sex (D'elia 1979; Lynch and Verdin, 1983). St. Lifer (1994) reports the results of a survey of librarians' 
perceptions of their jobs. 
 These include compensation and benefits, advancement opportunities, and technological challenges. 
Predictors of satisfaction included perceptions of participation and salary. Nkereuwen (1990) reviews theories 
on job satisfaction and evaluates their relevance to the work environment of libraries. Paramer and East (1993) 
discuss previous job satisfaction research among Ohio academic library support staff using Paul E. Specter's job 
satisfaction survey. The respondents indicated general satisfaction among females with less experience who 
worked in public services. Tregone (1993) tried to determine the levels of cooperation of media specialists and 
public librarians. A significant correlation was shown between the level of satisfaction and the type of library, 
although librarians in public libraries showed greater satisfaction. Similarly, the result of some other studies 
have shown meaningful relations between job satisfaction and wages, management policy, working conditions, 
possibilities of promotion, gaining respect, the size of the organization and self development and achievement of 
the use of talents (Ergenc, 1982a; Sencer, 1982; Kose, 1985; Yincir, 1990). Philips (1994) studied the career 
attitudes of 109 master level librarians and the relationship between age, career satisfaction and career identity. 
His results indicate that over time librarians become more happy with their profession and more committed to 
their line of work. Research shows that high  job  complexity cannot be  more than skills  and capability of staff 
has  direct relationship with job satisfaction , also research  show that for some married men having  staff wife 
out of home there is negative relationship  with job satisfaction and  general satisfaction from life.  
 Personal characteristic and working view and been affected by: age, sex , nationality ,  wise using skill  and 
experiences . Although such  factors  cannot  change with  organization , for  anticipating job satisfaction  in  
different groups  can  be used . In general we can categorize effective variable on job satisfaction. (fosam et al 
1998) 
1 – Organizational factors  
2 – Environmental factors 
3 – Work nature 
4 – Personal factors 
These factors have been show in shape 1. 
 
Effective factor on job satisfaction: 
 
 These factors can improve effectiveness of people and insure physical and mental health between staffs . If 
staffs satisfy from their life and learn life skills more and more, dis satisfying with job  cause reducing mental 
health that is insufficient in  working environment. Managers must supervise mental health of staff s continually 
(Norman 2006). 
 For  some  workers, job satisfaction is constant factor and these people deal with job characteristic specially 
individual job, any changes is post ,  wages and working environment have not any effect in these  people in job 
satisfaction and their tend and satisfaction of their job change a bit (Eskilesen  et al 2004). 
 Research is relate to different job satisfaction that contain personal view to it , That may describe different 
people. One study on 39 graduated men from working fulltime describes job satisfaction as follows:  
1 – Totally life satisfaction, high satisfaction from job and any work 
2 – Compensated in non – work, high personal satisfaction, low job satisfaction 
3 - Compensated in job, unsatisfied from work and non work activity  
4 – Totally unsatisfied from work environment and wages  
5 – Unsatisfied from life, low satisfaction from job and non job related works. 
 These information shows that staffs who are totally satisfied tend to remain on their job and compensatory 
people on job tend to change their jobs. Some studies shows that job satisfaction can lead to satisfaction all 
aspect of life. Those who have positive view to job tend to think about their family and personal life positively  
also information from black men and women and men and women with shows that  for all these groups there is 
a positive relationship between their job satisfaction and life satisfaction.  If job satisfaction only depends on 
personal sentiments and standard observed variables, such as age and education, then no new information would 
be contained in job satisfaction and it would only appear as an endogenous variable with no meaningful impact. 
But this is not likely to be the case. Supposedly, job satisfaction measures a multitude of factors some of which 
intrinsically are subjective and psychological. Other factors measured will be objective but unobserved. 
Examples are organisation of work, physical work conditions and the like, which give the job satisfaction 



225 
Adv. in Nat. Appl. Sci., 6(2): 219-229, 2012 

 

variable systematic exogenous variation. Hence, job satisfaction shall be seen as a proxy for unobserved 
objective factors, such as the employee’s evaluation of “the quality of the match”, and this makes job 
satisfaction a relevant variable for predicting quits. 
 

 

 
 
 If relevant aspects of the work place are left out of the estimation of quit behaviour, and if these aspects are 
correlated with the observable factors included in the estimation, then the parameters of the observed factors 
will be biased. Consistency will be gained by including a proxy for the unobservable factors – and job 
satisfaction could be such a proxy. 
 On the other hand, it is also conceivable that job satisfaction will depend on possible alternatives, for 
instance we would expect individuals with good outside job opportunities to be less satisfied than individuals 
with no outside job opportunities, ceteris paribus. 
 Bernard in Stoner, et al. (1995) accords due recognition to the needs of workers saying that, "the ultimate 
test of organizational success is its ability to create values sufficient to compensate for the burdens imposed 
upon resources contributed." Bernard looks at workers, in particular librarians, in an organized endeavour, 
putting in time and efforts for personal, economic, and non-economic satisfaction. In this era of the information 
superhighway, employers of information professionals or librarians must be careful to meet their needs. 
 Otherwise, they will discover they are losing their talented and creative professionals to other organizations 
who are ready and willing to meet their needs and demands. The question here is what strategies can be used to 
motivate information professionals, particularly librarians? The following are strategies: 
 Salary, Wages and Conditions of Service: To use salaries as a motivator effectively, personnel managers 
must consider four major components of a salary structures. These are the job rate, which relates to the 
importance the organization attaches to each job; payment, which encourages workers or groups by rewarding 
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them according to their performance; personal or special allowances, associated with factors such as scarcity of 
particular skills or certain categories of information professionals or librarians, or with long service; and fringe 
benefits such as holidays with pay, pensions, and so on. It is also important to ensure that the prevailing pay in 
other library or information establishments is taken into consideration in determining the pay structure of their 
organization. 
 Money: Akintoye (2000) asserts that money remains the most significant motivational strategy. As far back 
as 1911, Frederick Taylor and his scientific management associate described money as the most important factor 
in motivating the industrial workers to achieve greater productivity. Taylor advocated the establishment of 
incentive wage systems as a means of stimulating workers to higher performance, commitment, and eventually 
satisfaction. Money possesses significant motivating power in as much as it symbolizes intangible goals like 
security, power, prestige, and a feeling of accomplishment and success. Katz, in Sinclair, et al. (2005) 
demonstrates the motivational power of money through the process of job choice. He explains that money has 
the power to attract, retain, and motivate individuals towards higher performance. For instance, if a librarian or 
information professional has another job offer which has identical job characteristics with his current job, but 
greater financial reward, that worker would in all probability be motivated to accept the new job offer. Banjoko 
(1996) states that many managers use money to reward or punish workers. This is done through the process  of 
rewarding employees for higher productivity by instilling fear of loss of job (e.g., premature retirement due to 
poor performance). The desire to be promoted and earn enhanced pay may also motivate employees. 
 Staff Training: No matter how automated an organization or a library may be, high productivity depends 
on the level of motivation and the effectiveness of the workforce. Staff training is an indispensable strategy for 
motivating workers. The library organization must have good training programme. This will give the librarian or 
information professional opportunities for self-improvement and development to meet the challenges and 
requirements of new equipment and new techniques of performing a task. 
 Information Availability and Communication: One way managers can stimulate motivation is to give 
relevant information on the consequences of their actions on others (Olajide, 2000). To this researcher it seems 
that there is no known organization in which people do not usually feel there should be improvement in the way 
departments communicate, cooperate, and collaborate with one another. Information availability brings to bear a 
powerful peer pressure, where two or more people running together will run faster than when running alone or 
running without awareness of the pace of the other runners. By sharing information, subordinates compete with 
one another. 
 Studies on work motivation seem to confirm that it improves workers' performance and satisfaction. For 
example, Brown and Shepherd (1997) examine the characteristics of the workof teacher-librarians in four major 
categories: knowledge base, technical skills, values, and beliefs. He reports that they will succeed in meeting 
this challenge only if they are motivated by deeply-held values and beliefs regarding the development of a 
shared vision. Vinokur, Jayarantne, and Chess (1994) examine agency-influenced work and employment 
conditions, and assess their impact on social workers' job satisfaction. Some motivational issues were salary, 
fringe benefits, job security, physical surroundings, and safety. Certain environmental and motivational factors 
are predictors of job satisfaction. While Colvin (1998) shows that financial incentives will get people to do more 
of what they are doing, Silverthrone (1996) investigates motivation and managerial styles in the private and 
public sector. The results indicate that there is a little difference between the motivational needs of public and 
private sector employees, managers, and non-managers. 
 The relationship between job satisfaction and occupational stress has been well established in the literature 
as a negative one. That is to say, higher job satisfaction is related to lower occupational stress, and vice versa 
(Borg et al, 1991; Burke & Greenglass, 1994; Davis & Wilson, 2000; Day, Bedeian & Conte, 1998; Kyriacou & 
Sutcliffe, 1979; Laughlin, 1984; Manthei & Gilmore, 1996; McCormick, 1997b). 
 Studies that have examined the dimensions of job satisfaction and stress variables, rather than overall 
measures, have generally provided a more thorough picture of how job stress and satisfaction are related. 
Various analyses have shown that stress factors such as role ambiguity, role conflict and role overload have 
differing strengths of relationships with job satisfaction, though the direction of the relationships are generally 
still negative (Currivan, 2000; Ray & Miller, 1991; Smith & Bourke, 1992; Starnaman & Miller, 1992). For 
example, Currivan (2000) reported that role ambiguity was more strongly related to job satisfaction than role 
conflict. In another study, role ambiguity and role conflict had relationships of various strength with extrinsic 
and intrinsic job satisfaction (Summers, DeCotiis, & DeNisi 1995). A direction of causality cannot be specified 
for job satisfaction and occupational stress. They influence one another. Given the multi-dimensional nature of 
both, the diversity of relationships discussed above may be expected and may be also attributable to individual 
differences, such as resilience and work motivation. 
 From qualitative and quantitative data, Otto (1986) reported that occupational stress was highest among the 
most dissatisfied teachers and lowest among the satisfied. Otto also cautioned that satisfied teachers were not 
without stress and this suggests that the relationship between stress and satisfaction is more complex. In a study 
of Australian teachers, McCormick (1997b) reported that job dissatisfaction was more strongly associated with 
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stress from external forces (such as system expectations and government policies) than stress arising from 
personal issues (such as perceived suitability to teaching). On the other hand, teachers reporting higher job 
satisfaction were more likely to identify stress arising from personal issues as sources of stress. Corrigan, 
Holmes and Luchins (1995) reported that satisfaction with collegial support was associated with diminished 
burnout. In another study of teachers, Smith and Bourke (1992) reported that satisfaction with school 
administration was associated with reduced stress arising from lack of rewards and recognition while 
satisfaction with work conditions was related to diminished stress from time pressure. In the light of these 
findings, it can reasonably be hypothesised, for this study, that job satisfaction will be negatively related to 
occupational stress. 
 Given these findings, it is apparent that there is more work to be done in this area. The literature has 
referred to a wide variety of stress and satisfaction variables. However, much of the research investigating 
relationships between job satisfaction and occupational stress in schools has typically involved a set of job 
satisfaction dimensions related to general stress or a set of stress factors related to general job satisfaction (for 
example, Ben-Ari, Krole & Har-Even, 2003; Borg & Riding, 1993; Borg et al, 1991; Burke & Greenglass, 1994; 
Davis & Wilson, 2000; Griva & Joekes, 2003; Kyriacou & Sutcliffe, 1979; Manthei & Gilmore, 1996; Solman 
& Feld, 1989; Starnaman & Miller, 1992). Studies that investigate relationships between sets of both have been 
done (for example, Chaplain, 1995; Smith & Burke, 1992), but there is insufficient work on studies of 
Australian primary schools. 
 There is a dearth of this type of research in the context of Catholic schools. Given they are distinct from 
other schools, such as those in the public system, in terms of culture (Flynn & Mok, 2002), such investigation 
would be of value to educational administrators. What is needed is systematic study of the interaction between 
job satisfaction and occupational stress variables in the context of a Catholic school staff population and 
including among the sample some non-teaching staff. 
  
Research methodology: 
 
 This study aims to analyze the relationship between occupational stress and job satisfaction of faculty of 
recognized public and private universities in Iran. For this purpose, the views of faculty of universities in three 
big cities of Kermanahah are collected. The study develops an estimate of six universities of Kermanahah, a 
province of Iran, comprised of three public and three private universities. Five hundred (500) university teachers 
were included in the sample, including 150 of private and 350 of public universities. Five hundred targeted 
respondents were considered quite reasonable and highly representative of the university settings. The sampling 
methodology was based on geographically scattered universities in the three cities of Kermanahah: Sahneh and 
Eslamabadgharb. Therefore, stratified random sampling procedure was used to approach the sampled faculty 
private and public universities. 
 The population is primarily characterized with number of distinguishing factors such as; institutional status, 
targeted segment of student, serving approach in education, university structure, public reputation, perceived 
culture and quality of education being delivered. The above mentioned population identities have caused us to 
stratify our sample into two major groups of private and public sector universities of Kermanshah. 
 Faculties were further segregated according to discipline and distributed over targeted sample. Moreover, it 
was assured that various demographic variables i.e. gender, cadre, nature of job, work experience, and age 
groups should be included in study. 
 The difference between stress and job satisfaction was also measured across these demographic variables. 
The overall scheme of research was designed through the extensive literature review; consultations with experts, 
direction and guidance of supervisor carried out according to recommendations of doctoral committee, board of 
studies, and advanced board of studies. 
 
Measures: 
 
 Respondents were required to provide biographical information (gender, age, number of years experience, 
number of years at current school and position). An extensive description of this data is provided elsewhere (De 
Nobile, 2003). Job satisfaction was measured using the Teacher Job Satisfaction Questionnaire (TJSQ) 
developed by Lester (1987). This instrument was chosen for its suitability to the given sample, its theoretical 
base (Herzberg, 1968) and its proven reliability as a measure of job satisfaction dimensions in schools (Lester & 
Bishop, 1997; McCormick & Solman, 1992a). Some items were omitted for the purposes of the larger study and 
wordings modified to reflect the terminology of Australian school systems, leaving 51 (of an original 77) items 
relating to supervision, recognition, collegues, working conditions, responsibility and the work itself. 
Respondents were requested to rate the extent to which the agreed with each statement on a scale of 1 to 5 
(strongly disagree to strongly agree). A general job satisfaction item was also included, requiring respondents to 
indicate how satisfied generally they were with their job on a scale of 1 to 5 (very dissatisfied to very satisfied). 
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Occupational stress was measured using the Teacher Attribution of Responsibility for Stress Questionnaire 
(TARSQ) developed by McCormick (1997a). The TARSQ was deemed suitable for this study because of its 
basis in attribution of responsibility theory and its ready applicability to Australian schools. The questionnaire 
comprised twenty statements relating to sources of stress, such as students, school administration, 
communication, support structures and personal traits. Respondents were required to rate each statement 
according to how stressful they are on a scale from 1 to 5 (no stress to extreme stress). The communication 
items were not part of the original TARSQ. The author developed them for the purposes of the study. A general 
stress item was included at the end of the questionnaire. This required respondents to indicate how stressful their 
job was overall on a scale of 1 to 5 (not at all stressful to extremely stressful). 
 Data from acceptable returned questionnaires were entered into an SPSS database. Factor analyses were 
used to identify dimensions of job satisfaction and stress. Factor means were analysed to compare the strength 
of sources of job satisfaction and occupational stress for the sample. Correlation analysis and multiple 
regression analysis were employed to identify and compare relationships among the variables. 
Conclusions: 
 
 This study identified several moderate to strong correlations between facets of job satisfaction and domains 
of occupational stress, especially in the school and information domains. Only one occupational stress domain 
correlated moderately with general job satisfaction, while four job satisfaction facets correlated moderately with 
general stress. It was frequently the case that the variables that were correlated were about similar aspects of 
work. For example, Supervision and Relationship with the principal correlated most strongly with stress in the 
university domain. All three variables were concerned with aspects of principal behaviour and leadership style, 
but with different emphases. The directions of all correlations were negative, supporting the hypothesis that job 
satisfaction will be negatively related to occupational stress. The multiple regression analyses suggested that all 
four occupational stress domains were predictors of job satisfaction. However, they were generally not as strong 
as the organizational communication dimensions in their predictive power. The results indicated that, if the 
organizational communication variables were not in the regression models, occupational stress, especially 
school domain and student domain stress, could predict substantial variance in job satisfaction. The results 
confirm earlier studies that established negative associations between job satisfaction and occupational stress. 
Of import are the associations between stress arising from lack of support from university administration, and 
general job satisfaction, and particularly the strong association between this stressor and job satisfaction from 
supervision, job variety, staff-principal relationship and staff-student relationships. 
 This study has some limitations that should be outlined. First, the sample represented a small percentage of 
the population of staff members from the six university. Therefore, the results of this study cannot be 
generalized beyond this subgroup. Second, the study relied on self-reported data. There is always a risk of bias 
and selective recall when using such data (Smith & Glass, 1987), but the use of other techniques was outside the 
scope of this paper. 
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