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ABSTRACT 

The purpose of this research is to explore the relationship between gender and job satisfaction, as well as 
its factors. The case study was conducted among academic and administrative staff at a university 
environment, to identify factors contributing to job satisfaction and their importance for female and 
male employees. Overall, there were 102 returned questionnaires and 20 interviews with academic and 
administrative employees. 
The relationships between gender and job satisfaction factors were found for specific factors such as 
personal workspace and job security. T-tests identified statistical significance for differences in 
satisfaction with personal workspace, relationship with co-workers, and support for training and 
development factors. Besides, more females are concerned with flexibility at work than males. 
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INTRODUCTION 
Sabharwal and Corley (2009) emphasized that 

university management and education 
policymakers need to examine job satisfaction 
among their employees. Okpara et al. (2005) 
stated that appreciation of the factors involved 
in job satisfaction is crucial for improving 
happiness and addressing the diversity of the 
staff. Work expectations and experiences are 
different for males and females, taking into 
consideration social and cultural norms that 
prescribe certain roles and behaviours to a 
particular gender. Men and women encounter 
diverse “social and organizational dilemmas in a 
complex environment” (Reed et al., 1994, p. 32).  
They have various sets of routines that are 
conditioned by job and home demands, as well 
as personal characteristics and needs. 

Consequently, gender-related issues and job 
satisfaction have become an area for many 
research projects with extensive debates in the 
literature. Employees may have different 
attitudes towards work, and job satisfaction of 
males and females may differ due to various 
factors attributed by the organizations. Several 
studies suggested that factors that influence job 
satisfaction are perceived differently by males 
and females (Lacy & Sheehan, 1997; Okpara et 
al., 2005; Schulze, 2006; Fako et al., 2009). This 
research project aims to explore job satisfaction 
and contributing factors for male and female 
employees. 

 
LITERATURE REVIEW 

Job satisfaction is a multidimensional 
construct that is essential for the improvement 
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of organizational performance and 
competitiveness (Mustapha & Ghee, 2013). 
Exploring job satisfaction can reveal employees’ 
feelings about their job and can lead to a lower 
level of turnover and absenteeism (Mustapha & 
Ghee, 2013), higher organizational effectiveness, 
and organizational commitment (Abdulla et al., 
2011). Luthans (1998) stated that there are 
three fundamental dimensions in job 
satisfaction: the emotional response to a job 
situation, whether the expectations are met or 
exceeded, and the attitudes related to features 
of the job (nature of the work, promotion 
opportunities, supervision and colleagues). 
Herzberg (1959) introduced a two-factor theory 
explaining job satisfaction phenomena.  
Motivators or intrinsic factors such as growth, 
advancement and work itself are contributors to 
job satisfaction. Hygiene factors such as salary, 

status, security and administration can lead to 
dissatisfaction (cited in Toker, 2011).   

Numerous studies (Oshagbemi, 2000; Okpara 
et al., 2005; Saner & Eyupoglu, 2012; Toker, 
2011) investigated the role of job satisfaction 
and its factors for university employees.  Saba 
(2011), in the study of a Pakistani university, 
found that the nature of work, salary, co-
workers, promotion opportunities, job security 
and working conditions were the significant 
factors for determining job satisfaction or 
dissatisfaction. The study conducted at the 
South African universities by Schulze (2006) 
reported more specific factors of academic staff 
job satisfaction that can be commonly found in 
other institutions. The aspects and examples 
that lead to dissatisfaction are listed in Table 1 
below.   

 
Table 1. Causes of dissatisfaction for academic staff  

Causes of Dissatisfaction Examples 

Inferior quality of students’ work  

Aspects related to research Lack of time to do research, shortage of research 
assistants, uncertainty about how to do research, 
and the quality of their research efforts 

Promotion process Lack of clear procedures 

Administrative work aspects Amount of paperwork involved and the level of 
interaction at meetings 

Interpersonal communication with other 
colleagues 

 

Not enough funding to go to conferences  

Lack of recognition for work within the 
institution 

 

Adapted from Schulze (2006), p. 333 
Oshagbemi (1997, cited in Schulze, 2006) 

elaborated on the reasons for academic staff 
dissatisfaction that were brought up: a 
substantial increase of students in classes, 
ineffective course evaluation procedures, 
insignificant acknowledgment of teaching skills, 
excessive marking, and emphasis on research at 
the expense of teaching. Schulze (2006) further 
commented on the satisfiers that included 
cultivating positive relationships among co-
workers, aligning the interests of subjects and 
courses they wanted to teach, ensuring 

flexibility, academic autonomy, and rights to 
choose the direction of their own research. 
Universities can benefit from appreciating the 
factors contributing to job satisfaction and need 
to design mechanisms to support retention of 
academic talents (Mustapha & Ghee, 2013) that 
will lead to a higher standard of teaching and 
yield good quality research and publications 
(Duong, 2014). 

Many scholars (Bay et al., 2001; Okpara et al., 
2005; Abosode, 2014; Hundera, 2014; etc.) 
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examined the relationships between gender and 
job satisfaction; however, many of them 
presented contradictory results (Oshagbemi, 
2000). Toker (2011) compared means of job 
satisfaction and concluded that gender and 
marital status did not have significant 
relationships to job satisfaction. Nevertheless, 
some of the indicators proved that female 
academic staff demonstrated higher levels of job 
satisfaction in the evaluation of relationships 
with colleagues, and promotion opportunity, 
compared to male academics. The study also 
revealed less appreciation for female teachers 
than for their male counterparts, considering 
the factor of employee supervision (Hundera, 
2014). Furthermore, Singh et al. (2004), Soleman 
(2005), Collins & Helen (2013, cited in Yapa et 
al., 2014) did not find any significant differences 
in job satisfaction based on gender. This can be 
explained by a specific difficulty to capture 
objective attitudes of employees about their job 
satisfaction. Mangi et al. (2011) discovered one 
of the possible reasons for a threat to 
objectivity, reporting a significant number of 
female faculty members who “have remained 
undecided regarding various factors of job 
satisfaction” (p. 87). Namely, in our society, the 
female members of staff “do not always show 
their true opinion about the level of job 
satisfaction” (Mangi et al., 2011, p. 87). 

Nevertheless, several research projects 
established that gender has an impact on the 
level of job satisfaction, and female teachers are 
more satisfied than male ones (Pandey, 2014; 
Saner & Eyupoglu, 2012; Oshagbemi, 2000; 
Kinman, 1998 cited in Okpara et al., 2005).  The 
differences in job satisfaction between genders 
were also found in early research, which 
demonstrated that women were less satisfied 
with their jobs than men (Smith et al., 1969 
cited in Yapa et al., 2004). Abosede (2010) found 
that there were significant differences in 
perceived job satisfaction between male and 
female teachers, and job satisfaction was found 
to be higher for female colleagues.  On the other 
hand, some studies confirmed the opposite 
(Sabharwal & Corley, 2009;), and concluded that 
males were more satisfied than females in their 
work.   

The levels of job satisfaction can be dissimilar 
for both genders, and the variances can be 

justified because women and men have diverse 
levels of expectations at work and distinct 
standards for evaluating work and use of 
opportunities. Meanwhile, career is mostly a key 
for men as breadwinners rather than for women 
(Kim, et al., 2009 cited in Hundera, 2014), and 
working women may encounter negative 
attitudes from husbands or family members 
(Millier &Bellamy, 2014). The example from the 
US data acknowledged that men and women 
had different attitudes toward job flexibility 
(Bender et al., 2005). Even though men and 
women take into consideration the same 
dimensions, the extent to which each dimension 
has influence can be different for both genders 
(Garcia- Bernal et al., 2005). For instance, Lacy 
and Sheehan (1997), who explored job 
satisfaction across eight nations, found that 
female academics from Israel and Hong Kong 
were slightly more satisfied with their 
relationship with colleagues than their male 
colleagues were (Ibid). Furthermore, the same 
study in Australia and Israel confirmed the 
differences in job satisfaction, and females were 
considerably more satisfied than their male 
colleagues were in the aspect mentioned above 
regarding their job.  

Variances in job satisfaction between males 
and female staff are due to negative work 
experiences such as gender discrimination, 
nepotism and favouritism, stress evoked by 
supervisors, overload, and domestic 
responsibilities (Fako et al., 2009). These 
negative experiences resulted in a lower level of 
satisfaction among females than among males 
(Fako et al., 2009). Machado-Taylor et al. (2014) 
concluded that females were less happy with 
personal and professional growth, as it is 
difficult to accommodate the balance between 
work and family. Different roles in life, such as 
being a wife and a mother, placed females in 
two conflicting demands – their job demands 
and their family duties. At the same time, most 
male academics do not have these 
supplementary family responsibilities (Okpara 
et al., 2005). As a result of the mix of family and 
professional responsibilities, women are often 
overworked and exhausted, which may hinder 
their teaching and professional performance 
and affect job satisfaction.  Reed et al. (1994) 
argued that it is difficult “to develop suitable 
mechanisms to cope with role conflicts that 
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arise, particularly for women, between family 
and career” (p. 32). It was supported by Fako et 
al. (2009) whose study determined that married 
male university employees were more satisfied 
with their jobs than their married female 
colleagues.   

Hence, the findings of previous research into 
the relationship between gender and job 
satisfaction are mixed and inconsistent. 
Therefore, replicating the study on academic 
and administrative staff job satisfaction and the 
effect of gender will contribute more to the 
understanding of the complex construct of job 
satisfaction. That is why university managers 
need to detect factors and create conditions to 
improve the levels of job satisfaction among 
their workers (Fako et al., 2009). Lacy and 
Sheehan (1997) recommended to university 
managers, who want to encourage higher levels 
of job satisfaction that they must consider the 
working environment.  As it is recommended by 
Fako et al. (2009), it is crucial to occasionally 
take a “snapshot of the extent of job satisfaction 
among employees of major organizations, 
especially after major changes are introduced in 
the organization” (p. 406). As it has been 
mentioned above, a few studies were conducted 
on academic and non-academic staff job 
satisfaction, although hardly any in Uzbekistan. 
University X is chosen as a case to explore job 
satisfaction.    

METHODOLOGY 
This paper aims to analyse the factors that 

contribute to job satisfaction of university 
employees and discuss the relationships of 
gender and job satisfaction factors for academic 
and administrative staff at university X. Figure 1 
was compiled to demonstrate the framework of 
the study with the research questions and 
hypothesis below:  

Research Question 1: What is the relationship 
between gender and job satisfaction of 
university staff? 

1:H0: There is no relationship between 
gender and job satisfaction of university 
staff. 

1:H1: There are relationships between 
gender and job satisfaction of university 
staff. 

Research Question 2 What is the relationship 
between gender and factors contributing to job 
satisfaction of university staff? 

2:H0: There is no relationship between 
gender and factors contributing to job 
satisfaction of university staff.  
2:H1: There are relationships between 
gender and factors contributing to job 
satisfaction of university staff.  

 
 
 

 
 
 
 
 
 

 
 
 
 
Figure 1:  Gender - job satisfaction and factors framework 

Research instruments were semi-structured 
interviews and internet-mediated 
questionnaires to gather qualitative data and 

quantitative data. Semi-structured interviews 
with open questions were held at the 
exploratory stage of summarizing factors and 

Factors: 

• Salary Benefits Nonmaterial 
rewards 

• Promotion procedures  
• Relationship with colleagues, 

supervisor  
• Working conditions flexibility 
• Job security Work itself 
• Training and development 
• Operating procedures  
• Opportunity to realize yourself 

to full potential  
 

 

Gender 

(Males and 
females at 
academic and 
administrative 
departments) 

 

 

 

Job satisfaction 
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determining their importance for both academic 
and administrative staff by gender. Respondents 
were also asked to provide recommendations to 
enhance their job satisfaction.  

A Chi-square test was employed to find out if 
there are relationships between the dependent 
variable of job satisfaction and gender as an 
independent variable. Mean differences for job 
satisfaction and its factors were compared with 
the help of t-tests run by SPSS software, Version 
20. The analysis of the recommendations to 
improve job satisfaction was performed via 
qualitative and mixed-method software QDA 
Miner 4 that assisted in making chi-square tests 
for recommendations and gender.  

There were ten males and ten females 
interviewed about job satisfaction. The job 
satisfaction questionnaire obtained results from 
102 employees, out of which 43 were females 
and 59 were males. The survey was responded 
by 55 % of total academic staff and 42 % of 

administrative staff.  The response rate was 
considered sufficient for the study, but it was 
lower than expected. The reason is that the 
study was conducted during the summertime 
when many employees go on vacation. In the 
sample, there were 35% members from 
administrative staff and 65% from academic 
staff. The administrative staff contained 39 % of 
females and 61 % of males. In comparison, the 
academic group consisted of 44 % of females and 
56 % of males that corresponded to the share of 
the male (60%) and female (40%) staff at 
university.  
 

RESULTS AND DISCUSSION 

During the interview, employees were asked 
to elaborate on the factors of their job 
satisfaction. Figure 2 demonstrates the 
frequency of keywords in interviews related to 
job satisfaction factors.  

 
Figure 2: Distribution Frequency of keywords in % regarding the importance of factors in interview 

findings (QDA Miner) 
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Firstly, in the interviews, respondents 
mentioned that they enjoyed their work and 
considered it as interesting and challenging, i. e. 
more than 14% of codes identified work itself as 
the most significant factor. It helped them to 
stimulate their motivation and was attributed as 
an essential factor.  Secondly, the salary was 
discussed in 12.5% of codes as the other 
significant factor. Thirdly, relationships with 
colleagues and a favourable working 
environment at the university were appraised as 
weighty factors for the respondents. Working 
conditions and relationships with supervisors 
had a similar number of frequencies and 

outscored flexibility, training and development, 
and research.  

Table 2 indicates the code frequencies based 
on gender variable, tabulated by rows. Males 
expressed more preferences on the importance 
of salary, training and professional 
development, location, as well as a relationship 
with supervisor and research related aspects. At 
the same time, females took into consideration 
non-material rewards, appreciation, nature of 
work, promotion, relationship with colleagues, 
flexibility, and communication with students 
and stability.  

 

Table 2: Gender and the important factors (QDA Miner) 

Factors Male Female 

Salary 58.30% 41.70% 

Non material rewards 33.30% 66.70% 

Appreciation 20.00% 80.00% 

Work itself 33.30% 66.70% 

Flexibility 48.00% 52.00% 

Promotion 33.30% 66.70% 

Training and professional development 75.00% 25.00% 

Operating procedure 50.00% 50.00% 

Relationship with colleagues 45.00% 55.00% 

Relationship with supervisor 55.00% 45.00% 

Working environment 50.00% 50.00% 

Communication with students 20.00% 80.00% 

Working conditions 50.00% 50.00% 

Stabilitiy 20.00% 80.00% 

Location 80.00% 20.00% 

Research 66.70% 33.30% 

 
The interview results of 20 members of staff 

revealed that most of them were satisfied with 
their job, evaluating their satisfaction from the 
“satisfied to a certain extent” to “satisfied 
completely.” Only three respondents revealed 
present dissatisfaction, which was connected 
with the nature of work and intense workload. 
They also commented on the unequal 

distribution of duties and burnout at work. 
Other respondents who were satisfied 
commented on interesting reasons for their 
satisfaction, such as job duties and person-
match to fulfil the responsibilities. Out of 20 
interviews, 9 respondents said that they did not 
observe any differences in the job satisfaction of 
female and male colleagues. Four interviewees 
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did not stipulate any observations and refrained 
from the answer. Seven respondents noticed 
some differences in the job satisfaction of 
females and male employees. They noted that 
both genders might be dissatisfied but due to 
different factors. For example, males may be 
dissatisfied with the salary factor “as they have 
breadwinner roles in the family.” Females may 
be dissatisfied because of the potential growth 
opportunities, as sometimes “they see that all 
top positions are male-dominated”. On the 
contrary, some of the administrative staff 
females noted that women were more satisfied 
with their job as it provided a good opportunity 
to socialize and meet needs for affiliation. 
Moreover, female academic staff observed that 
married females seek flexibility due to family 
circumstances.  

The questionnaire asked respondents to 
evaluate their job satisfaction from 1 to 7, “1” 
being “strongly dissatisfied” and “7” being 
“strongly satisfied.”  The questionnaire findings 
showed the results from qualitative data that 
the majority of employees were satisfied with 
their job. The following diagram (Figure 3) 
demonstrates the level of general job 
satisfaction of the staff calculated by gender. 
Only one percent of females revealed more 
dissatisfaction than males. However, the 
percentage of neutral attitude was the same for 
men and women. Furthermore, the number of 
females who were satisfied to a certain extent 
was more than the males, but the number of 
satisfied and strongly satisfied employees was 
more significant for males than females.  
 

 

 
Figure 3: Employees’ job satisfaction by gender in percentage.  

 
In the questionnaire, respondents were asked 

to evaluate 18 factors that contribute to job 
satisfaction. The scale from 1 to 7 was used to 
determine the level of satisfaction with each 
factor. Furthermore, a chi-square test was 
conducted with the help of STATA to identify 
whether there are relationships between 
variables of job satisfaction and gender. The first 
null hypothesis assumed that there are no 
relationships between gender and general job 
satisfaction. The result of Fisher exact indicated 
p-value = 0.840 and the null hypothesis could 
not be rejected. Further tabulation by gender in 
administrative and academic staff did not 

identify relationships between variables. 
Further, the chi test was conducted for other 
factors of job satisfaction and gender. It 
identified that the p-value of Fisher exact for 
personal workspace factor was 0.031 (at 95% 
confidence) and, thus, it helps to reject the 
second null hypothesis and establish that there 
are relationships between personal workspace 
satisfaction and gender.  There are also 
relationships between satisfaction with job 
security (Fisher exact- 0.034) and gender.  

The T-test was run using SPSS software to 
determine whether the results of the mean 
differences were significant for job satisfaction 
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factors and gender. It acknowledged that the 
results are statistically significant for differences 
in job satisfaction with personal workspace 
factors (p-value of .036 all staff and .050 
academic staff). Referring to the table of the 
mean comparisons, females of the whole sample 
and academic staff were more satisfied than 
their male counterparts. T-test for females and 
males in administrative staff determined that 
the results are statistically significant for 
satisfaction with relationships with co-workers 
(p-value of .008) as well as support for 
additional training and education (p-value .024). 
It helped to determine that females were more 
satisfied with the two factors mentioned above.  
It also demonstrated that differences of the 
mean scores for general job satisfaction of 
academic and administrative cohorts by gender 

were insignificant (0.870 and 0.578, 
respectively).  

In the last question of the survey, respondents 
were asked what university administration 
could do to enhance their job satisfaction. The 
results were processed with QDA Miner, and 
Table 3 illustrates the frequency of codes by 
gender. The results demonstrated that there 
were slight differences in the codes of 
transparency and consistency in HR 
management with more concerned males than 
females. Both expressed the desire to have 
clearer promotion and appraisal procedures at 
university. More women paid attention to 
communication and team building activities, 
trade union enhancement, more discipline for 
employees, health insurance conditions, 
vacation and training and development areas. 
 

Table 3. Code frequency on areas to improve job satisfaction and gender (QDA Miner) 

Codes Male Female Chi-square P-value 

Transparency and consistency in HR management 18.60% 19.00% 0.709 0.4 

Restructuring   4.70%   2.50% 0.204 0.652 

Flexibility   1.20%   6.30% 4.433 0.035 

Communication and teambuilding activities   4.70%   7.60% 1.448 0.229 

Trade Union   1.20%   2.50% 0.761 0.383 

Discipline   2.30%   5.10% 1.571 0.21 

Training and development   4.70% 10.10% 3.350 0.067 

Exchange programs   4.70%   3.80% 0.002 0.969 

Teaching specific items to be considered   8.10%   6.30% 0.001 0.971 

Salary and rewards 19.80% 17.70% 0.165 0.685 

Health insurance   2.30%   2.50% 0.105 0.746 

Vacation time   1.20%   2.50% 0.761 0.383 

Research programs   8.10%   3.80% 0.672 0.412 

More allowance for research (time, space, money)   8.10%   6.30% 0.001 0.971 

Canteen (space, prices)   5.80%   2.50% 0.569 0.451 

Workspaces and IT   4.70%   1.30% 1.059 0.304 

 

In contrast, more males were obsessed with 
restructuring, exchange programs, teaching 
specific issues, research programs and 

allowances for research as well as a canteen, 
working conditions and IT. Flexibility code also 
demonstrated some discrepancy between 
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females (5.70%) and male (1%) colleagues. The 
table also presents the code occurrence in the 
cases that were tabulated by gender, helping to 
identify the relationship between codes and 
gender. The p-value of 0.035 was found in the 
code of flexibility, which means there are 
relationships between the gender variable and 
the code occurrence of flexibility. In the training 
and development code, the p-value equals to 
0.067, which suggests there can be some 
relationships between the variables of gender 
and training and development code.  

 
CONCLUSION 

Schulze (2006) stated that the social climate 
at an organization had the greatest effect on job 
satisfaction for employees. In fact, all the 
interviewees considered that the working 
environment played a significant role in the 
working life of employees. The ability to 
socialize at work was more significant to 
females as it helped them to satisfy their need 
for affiliation. More females suggested 
improvements in communication and the need 
to provide more teambuilding activities. This 
finding is related to the need for socialization, 
peer, and family relationships (Millier & 
Bellamy, 2014) and a higher satisfaction level 
for relationships with co-workers. 

Bender et al., (2005) stated that flexibility was 
a critical factor in job satisfaction, but women 
and men might treat this factor differently. This 
element was essential for women while 
choosing job characteristics and it explained the 
relationship between job satisfaction and 
gender segregation at work (Bender et al., 2005). 
It was confirmed by the current study and both 
males and females evaluated this factor as a top 
important factor. For female staff, it was 
generally essential to have a certain degree of 
flexibility due to the multiple roles in the 
society as a wife, mother and employee. This 
particular factor was significant in order to 
accomplish goals related to job demands and 
family duties (Okpara et al., 2005). This 
discrepancy suggests that for the majority of 
women, it is hard to give up the flexibility factor 
and they value it much higher than financial 
rewards.  

As per the opportunity to conduct research as 
a factor that impacts job satisfaction, there were 

more males (66.70%) than females (33.30%) who 
elaborated on this factor in the interviews. 
Moreover, a bigger share of male staff members 
seeks improvement in research programs as 
stated by the results of the questionnaire. 
Nevertheless, currently, more males are 
interested in this aspect.  Carli (1998, p.3; cited 
in Bay et al., 2001) noted that “women are not 
generally respected as good scholars and may 
even be viewed as particularly deficient in 
terms of research and publishing.” Females who 
publish a lot and stay competitive with males 
are treated as unfeminine by male employees 
(Carli 1998, p. 3; cited in Bay et al., 2001). Saner 
& Eyupoglu (2012) suggested that due to work-
family conflict and difficulty in balancing 
working and personal life, research and 
publishing appeared to be more demanding for 
female employees comparing to their male 
counterparts. 

General job satisfaction analysis by gender did 
not find major differences between female and 
male colleagues. These findings are consistent 
with Toker’s (2011) study of academic staff in 
Turkey, which concluded that gender did not 
relate significantly to job satisfaction.  

The T-test helped to identify that results are 
statistically significant for differences between 
male and female satisfaction in such factors as a 
personal workspace, relationship with co-
workers, and support for additional training and 
education. Females are more satisfied with the 
factors mentioned above than their male 
counterparts. Lacy and Sheehan (1997) and 
Okpara et al. (2005) asserted that women 
expressed more satisfaction with their 
relationship with colleagues. The chi-square test 
confirmed that there are relationships between 
gender and personal workspace as well as 
gender and job security satisfaction factors. 
Regarding these two factors, the second null 
hypothesis can be rejected. The factor of 
flexibility revealed relationships between 
gender and areas of improvement discussed by 
staff along with satisfaction with the factors of 
personal workspace, job security, opportunities 
for training and development, relationship with 
co-workers. 
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RECOMMENDATIONS 
Job satisfaction and its factors may vary for 

male and female employees, and management 
must make a periodic reflection on what their 
employees are satisfied with. Some limitations 
of the study may reflect the nature of the job 
satisfaction self-report questionnaire by the 
respondent, being dependent on employees’ 
judgment and operating on perception levels. 
The data was collected only at one point in time 
during summer and from a relatively small 
sample. The time of data collection coincided 
with the vacation time of the majority of 
academic and administrative staff, causing a 
lower response rate. This study is dedicated to 
the job satisfaction of university staff and 
particularly the case of the university, so the 
extent to which the findings can be generalized 
to a broader context might be an issue.  

For these reasons, job satisfaction is 
recommended to be measured several times 
during the academic year to have more 
objective self-report data. This will help to see 
variations in job satisfaction and identify factors 
related to dissatisfaction. It is necessary to do 
large-scale research for job satisfaction and 
gender study among universities in Uzbekistan 
that may have implications for staff 
effectiveness at work. 
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