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Abstract

This  study  was  conducted  to investigate  the  effect  of  working
conditions,   pay   and   promotion,   and   job   security,  on   the  job
satisfaction level  of  the  non-teaching employees  in  the  Public  Sector
Colleges for Women in Peshawar. A sample size (n=120) of employees
was selected, using Expert Sampling technique. The data for the study
was  collected  using  structured  questionnaire,  distributed  among  the
employees of six public sector colleges for women (convenient-based
selection) in District Peshawar, KP Province, Pakistan. The  results of
the  study  demonstrate  that   among   the  three   factors,   working
conditions  and   pay  &  promotion  have  the  highest  magnitude,
contributing  towards the higher  level  of  job  satisfaction  among the
employees  working  in   six  public  sector  colleges  for  women.  The
findings  of  this  research  highlight  the  importance  of  improving  the
working  conditions,  offering  higher  pay  and  provision  of  more
opportunities  for  promotions.  Public  Organizations  particularly  can
increase  their  employee’s  productivity,  if  they  emphasize  on  these
issues, to achieve the competitive advantage. 

Keywords:  Working conditions, pay and promotion, job security, job
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Introduction

A  variety   of   factors   influence  degree  of   an  individual’s   job
satisfaction including  the  level of  pay  and  benefits, the  perceived
fairness of  the promotion  system  within a  firm, the  quality  of  the
working conditions, social  and  leadership  relationships and the  job
itself.  The  happy  employees  within  their  job  are  more  likely  to  be
satisfied so as more productive, creative and effective. Job analysis and
design are mandatory to clear issues like job rotation, job enlargement
and job enrichmen to increase workers job satisfaction. Other  influences
on  satisfaction  include  the  management  culture  and  style,  worker’s
involvement,  empowerment  and   autonomous   workgroups  etc.  Job
satisfaction level is a very important attribute, frequently measured by
firms and is a profession specific,  may vary for different professions.
The most common way of measuring satisfaction at work is by people
reporting their reactions to their jobs. 

A progressive business considers their worker force as the prime source
of productivity and favors its human resource compared to capital and
precious physical resources. Organization has to create  an  environment
of  harmony, commitment and  cooperation  for  its  workers to assure
the achievement  of  organizational targets and development.

Initially, the strategy to increase pay was used to link job satisfaction
and  motivation  to  organizational  commitment  (Hill  &  Wiens-Tuers
2002). With  the  recognition that  this is not  sufficient  to  bring  about
motivation  expressed  in  job satisfaction,  other  perspectives  emerged
with giving  high   importance  to  the  training  and  skills development
of   workers  (Woodruffe,  2000)  in  learning  organizations.  A  holistic
approach  emerged  that  targets   the  development  of  a certain  quality
of   employment  life  covering  fair   wages,   benefits,   employment
conditions, career  development and support  to  enhance  motivation
leading to  job satisfaction  and  organizational  commitment. As  job
satisfaction  is an  important contributor  toward  job  productivity  and
work  commitment   level,  hence entails  the  management  to  create  a
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conducive   working   environment,   provide  sufficient   pay   and
promotion  opportunities  and  job  security.
To  determine  how  public sector organizations  can  enhance  their
employee  satisfaction at work,  the  study  investigates  the employees
in   public   educational   organizations   (Government  Poly-technique
college for women, City District College for women, Jinnah College for
Women, Municipal Inter college for girls, government frontier college
for Women, Islamia degree college for girls). The  research  problem
identified  in   this  study is  that    “working conditions”,   “pay  and
promotion”,   and   “job   security”  are   the   significant   factors  of
employee’s   job   satisfaction   among  educational   organizations  in
public sector of Pakistan.   

The  significance  of  the  study  can  contribute  to  human  resource
management  in  establishing  the  correlated strategies to bring about
job satisfaction in their respective organizations.   However, the study
attempts  to  focus  on  job  satisfaction  among  the  public  educational
organizations.  The  findings  would  be  useful   for   the   Khyber
Pakhtunkhwa  State  Government  as  well as  Ministry  of  Education in
making   decisions,   leading  to  strategic  actions,  pertaining   to   the
profession   so  as   to   benefit   the   employees,   as   well   as   the
organizations.  

Literature Review

Job Satisfaction

Job satisfaction has close links with several organizational procedures
including quality of performance, motivation, leadership behavior, moral
issues, conflict etc. various studies have been conducted  to  identify  the
dimensions of  job  satisfaction and its effects  on  performance  and
productivity  of  workforce(Parveen   &   Kabir,   2011).The  results  of
paramount  researches  reveale  that  community  development  utmost
dependents  on  development  of  its  human  resources  (Alam,  2009).
Today’s Human  Resource  authors  have found  that  competent  and
skillful  workforce  is  a  valuable  factor in  growing  and  developing
organizations  and  countries.  Therefore,  addressing their needs  and
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the  ways  to  fulfill  those needs  lead  them to  job satisfaction  and
organizational commitment  (Part,  1999).  In current global scenario, it
is very important for organization to  retain a satisfied,  high energetic,
creative   and   committed   human   capital   (Shagholi,   1999).  Job
satisfaction  is  workers’  reaction  to  their   roles  in  jobs  (Madhavan,
2001) in terms of negative  or  positive  feeling  on  their  jobs  (Woo  et
al.,  2005,  Spector  1997,  C.R.Reilly   1991)   .  It   is  important   to
investigate  workers’  job  satisfaction  (Gruenberg,  1989;  Alam,  2009;
Alam  et   al.,   2010)  in  order  to  encounter  its  effects  not  only  on
individuals but also on organization and society .  In  one  hand,  job
satisfaction  is  an  independent  variable  which impacts  on  depended
variables  such  as  return,   absenteeism,  turnover,  service leaving,
individual’s  behavior  in  society,  individual’s  behavior  in  family
and  on social,  cultural  and  political  environments  (Hunjra  et  al.,
2010).  On  the  other hand,  it  is  a  depended  variable  affected  by
such  variables  as  wage,  benefits,  relations  with  colleagues  and
superiors, job  security  and  job  type. Ellickson and  Logsdon (2002)
advocated the  view  of  job  satisfaction  as  the  extent  to  which
workers   like   their   work.  Schermerhorn  (1993)   described   job
satisfaction  as  an affective  or  emotional  response of worker towards
various   aspects   of   work.  J.P.   Wanous   and  E.E.  Lawler   (1972)
explained  job satisfaction  as  the  extent  of  satisfaction within all
related features of job. Abraham  Maslow (1954)  in his famous theory
of motivation described a five levels hierarchy of needs. He argued  that
people  have  various  needs   ranging   from   physiological,   safety,
belongingness   and  love,   esteem to   self-actualization.   Based   on
Maslow's assumption,  job  satisfaction  is assessed by  researchers  from
the    perspective   of  need   fulfillment   (kulen,  1963;   Worf,  1970;
Conrad  et  al., 1985). The level of  job satisfaction  or  dissatisfaction  is
also  based  on  the  expectations of worker from the job (Hussami,
2008).   Lower  convenience  costs,  higher  social  and  organizational
and  intrinsic reward  will  increase  job  satisfaction  (Mulinge  and
Mullier,  1998;  Willem  et  al., 2007).  Job  satisfaction also influenced
by  the  factors  such  as  working  environment, salary,  autonomy,
communication,  and  organizational  commitment  ( Lan,  e Esser, Holte
and  Anne,   2010;  Vidal,   Valle   and  Aragon,  2007;   Fisher  and l
ocke,  1992; Xie   and  Johns,  2000).
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Working Conditions
Frame  (2004)  defined   work  conditions for the worker as his place of
work,  work instrument, the  work  itself,   organizational  rules  and
policies.  Arnold  and Feldman  (1996) highlighted  factors  such  as
temperature,  movement  of  light,  hygiene,  noise, working  schedule,
and  resources  as  components of  working conditions.   Employees
who  are  performing  their  job  in  normal  working  conditions  are
more  satisfied  with  working  conditions  than  worker's  who  works
under   difficult   working  conditions   (Bakotic   and   Babic   2013).
Working   conditions  in  relation  to   Job   Satisfaction   included  the
influence  of  factors  associated with  the workers known as subjective
factors, the environmental  factors,  and  the   organizational  factors
linked  with  productivity  (Spector   2008;Reiner   and   Zhao,   1999;
Carlan,  2007; Luthans,  1998;  Ellickson  and  Logsdon,  2001; Forsyth
and  Copes,  1994).  The  studies  that  investigate  working  conditions
as  a factor  of   job  satisfaction  described  that  workers  prefer safe,
home environment and pleasant  working  conditions (Robbins,  1998;
Newssham  et  al., 2004,   Finnegan  and  Solomen 1981,   leather  et
all,  1998,   Veitch et  al.,  2005,   Newsham  et  al.,  2009,   Kinzl  et al.,
2005).  Sajuyigbe  et  al  (2013)  investigated  that  extremely  better or
worse  working  conditions   have   a   significant   impact   on   job
satisfaction   and  performance.  These  can  reduce  absenteeism   and
enhance   satisfaction  (Herzberg ‘s Hygiene  Theory).

Pay & Promotion

In  determining  job   satisfaction,  pay   is   one   of   the   essential
components  as individuals  have  indefinite needs  and   money  helps to
gratify  those (Arnold  and  Feldman  1996; Ojokuku  and  Sajuyigbe,
2009;   Sajuyigbe,   Olaoye   and Adeyemi,    2013).    However,   no
empirical   evidence   revealed   that   pay  alone   increase   worker
satisfaction  or  decrease  dissatisfaction  (Bassett  1994).  Moreover,  a
research  conducted  by  Young,  Worchel & Woehr  (1998)  in  the
public   sector   organizations  have  not  resulted  into  any  significant
relationship  between  job  satisfaction  and  pay. In comparison with
promotion,  pay has  a  significant  impact  on  job satisfaction.  Workers
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compete in terms of pay in order to feel job satisfactory.  (Nel,   Van
Dyk,  Haasbroek,   Schultz,   Sono,   &  Werner   2004)  .  Researchers
explained the positive  relationship  between  salary  and  performance
to retain talented employees in   human  capital  intensive workplaces
(  Frye,  2004 ; Sajuyigbe,  Olaoye,  & Adeyemi, 2013;   Igalens  &
Roussel,  1999;   Brudney  &  Coundry,  1993;   Terssema  &  Soeters,
2006; Lambert,  Hogan,  Barton  &  Lubbock  2001) . Robbins  et  al.,
(2003)  demonstrated  that  workers  want a pay system that is clear and
align  with  their  expectations.  There   is   a   consensus   among   the
researchers  that  job  satisfaction  is positively  aligned  to  opportunities
for   promotion  based  on  perceived  justice  by  workers  (Kretner  and
Kinicki,   200;  Pergami tan   Veum,  1999;  Peterson  et   al.,   2003;
Sclafane, 1 999).  Robbins  (2003)   described  that  promotions  provide
opportunities for   personal  growth,   enhanced   responsibility,  and
enhanced  social  status resulted in higher job satisfaction (Nguyen  et
al., 2003; Teseema  &  Soeters 2006; Park  et  al.,  2003; Sajuyigbe  et.,
al.   2013).  Shield   and   Ward    (2001)   explained  the  relationship
between opportunities  for  career  advancement  and job  satisfaction,
(Blum  1959)   found  link of   promotion of skilled versus  unskilled
employees   and   job   satisfaction  while  (Das   1999)   mentioned
importance of  promotion  for  younger  workers  than  older related to
satisfaction  at  work.  Khaleque   &  Chowdhury   1983;  Pergamit   &
Veum  1999)   also investigated  a  positive  correlation  between  pay,
promotion  and   job  satisfaction.

Job Security

Job Security is a declaration of continuation and confidence on quality
of existing jobs of workforce in organizations (Arabi, 2000).  Workers
with  acceptable   job  security   have more satisfaction at  workplace
leading to comparative performance and success  of  the  business. Job
security is also a profession specific factor of satisfaction. According  to
industrial and organizational  psychologists,  job  security  is  one  of
the  creators  of   job satisfaction  and  commitment  (Thomas  et  al.,
2006) and is  the  satisfaction factors given by Herzberg in his “Two
factors  Theory” as  well  as  a  low order  need by  Maslow’s  theory  of
motivation.  Clark   (2001)  revealed  that  both  satisfaction  with  pay
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and   job  security  are  the  major determinants of  future turnovers.
Various  carried  out  studies  shown   that  job  dissatisfaction and low
performance are  the  consequences  of low  work  security,   working
conditions  and  the  nature  of   job,  low pay  and  lack  of  promotion,
low  job  autonomy (Ashford  e t al.,  1989;   Davy  et  al., 1991; Guest
2004,  Silla  et  al.,  2005; Bolt  1983;  Mooney  1984;   Rosow  &
Zager   1985).    Abegglen   (1958)  explored   high  commitments  of
Japanese  employees  as a result of  lifetime  employment  and  seniority
system.  According  to  the  survey  from  Austria,  the  Czech  republic,
Denmark,   and  Germany,   workers   with   permanent   employment
contracts,  are  more  satisfied  then workers  with  fixed  term  contracts
and   for   temporary   workers  (European   foundation   for    the
improvement  of   living  and  working  conditions).   As  the  Society
for   Human Resource  Management  Survey  2011   resulted that   job
security   was   the   chief  concern  related  to  job  satisfaction  among
workers regardless  of age, gender, size and tenure of workers.   

Research   Methodology

The population  of  the  study consists  of  all  the  non-teaching  staff  in
public sector colleges for women in Peshawar. The sample frame of the
study is  the  public  sector  colleges  for  women in Peshawar  including
Government Poly-Technique College for women, City District College
for  women,  Jinnah  College  for  Women,  Municipal  Inter  College  for
girls, Government Frontier College for Women, Islamia Degree College
for girls. The sample size (n=120) for the study was collected from the
non-teaching staff members employed in the mentioned colleges ranked
with  senior  clerks  ,  accountant,  personal  secretary,  librarian,  junior
clerks,  assistants  and  lab  in-charge.  Sampling  was  done  using  a
technique known as Expert  sampling technique.  Expert  sampling is  a
non-probability technique, in which the researcher find out people, who
are in a best  position to provide information and have a readiness to
provide  that  information  because  of  their  knowledge  or  experience
(Bernard 2002, Lewis & Sheppard 2006). The Research Model is shown
in  schematic  diagram  (Fig  1).  The  theoretical  framework  shows  the
working conditions, job security, pay and promotion as the independent
variables of the study while Job Satisfaction in the dependent variable.
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(Independent Variables)                                      (Dependent Variable)

Figure 3.1. Theoretical Framework of the study

Ŷ  (J.S) = α+ β1 (W.C) + β2  (P.P) + β3 (J.SE) + e ------------------- EQ 1

In equation 1, (J.S) represents the dependent variable which is known as
job  satisfaction,  (β)  represents  beta,  known  as  regression  coefficient,
while the independent variables are W.C represents working conditions,
P.P represents pay and promotion and J.SE is job security.

Hypotheses 

H1:  There  is  a  relationship  between  working  conditions  and  job
satisfaction of non-teaching staff of government colleges for women in
Peshawar.
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H2:  There  is  a  relationship  between  pay  &  promotion  and  job
satisfaction of non-teaching staff of government colleges for women in
Peshawar.

H3: There is a relationship between job security and job satisfaction OF
non-teaching staff of government colleges for women in Peshawar.

Variable Measures
Variables No of items

used to
measure

Developed by Reference

Job 
satisfaction 
(Dependent 
Variable) 

15  items
scale

PMW Associates 
www.pmwassocia
tes.com 

Abbas, Premi&Jyoti, 
2010

Working 
conditions 
(independen
t Variable)

7 scales 
onto the 6 
Managemen
t Standards

HSE 
Management 
Standards 
indicator tool

Cousins et al (2004); 
Clark(2001)

Pay and 
promotion  
(independen
t Variable)  

4 item scale JSS instrument 
developed by 
Spector (1985)

Frye,  2004 ; Sajuyigbe, 
Olaoye,  & Adeyemi, 
2013;   Igalens  &  
Roussel,  1999;   
Brudney  &  Coundry,  
1993

Job security 
(independen
t Variable)

4 items 
construct

De Witte (2000). Ashford  e t al.,  1989;   
Davy  et  al., 1991; 
Guest  2004,  Silla  et  
al.,  2005; Bolt  1983

Table 3.1. Variables in Theoretical Framework of the study with 
details of scales. 

The  quantitative  data  was  collected  using  structured  questionnaire.
Questionnaires  were  distributed  among  the  non-teaching  staff  of  the
selected  government  colleges  for  women  in  Peshawar.  In  order  to
analyze the data, Statistical package for social sciences (SPSS) was used
to  obtain  the  results.  The  effect  of  working  conditions,  pay  and
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promotion and job security on employee’s job satisfaction was found out
using multiple Regression analysis. The results also include descriptive
statistics, correlations and alpha Cronbach test to examine the reliability.

Results and Discussions

Description of the subjects/respondents:
Respondents included employees (non-teaching staff) working in public
sector  colleges  for  women located in  Peshawar  (Pak).  The following
table describes the sample composition.

Table 4.1 Demographics Profile
Gender Frequency Percentage

Male 48 40%

Female 72 60%

Total 120 100%
Table 4.1. Demographics of the respondents (Gender Distribution)

Table 4.2 Qualification profile:
Qualification Frequency Percentage

Master 15 12.5 %

Bachelor 70 58%

Intermediate/ 
Diploma 

25 21.5%

Matriculation 10 8%

Total 120 100%

Table 4.2. Demographics of the respondents (Gender Distribution)

Table 4.1 demonstrates the demographic information of the respondents.
A gender  division  of  the  respondents,  includes  40% males  and 60%
respondents  were  female  employees.  Table  4.2  shows  that  Majority
(58%) of the sample group were holding a bachelor degree. Table 4.3
shows the designation of the employees consist of senior clerks (9%),
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Accountant  (5%),  Personal  Secretaries(5%),  Junior  Clerks(23%),
Assistants(48%), Lab In-charge(5%) and Librarians(5%). 

Table 4.3 Designation Profile:
Designation  Frequency Percentage

Senior Clerk 10 9 %

Accountant 6 5%

Personal 
Secretary 

6 5%

Junior Clerk  28 23%

Assistants 58 48%

Lab In charge 6 5%

Librarian 6 5%

Total 120 100%

Table  4.3.  Demographics  of  the  respondents  (Designation
Distribution)

Reliability Analysis

Variables Job
Satisfacti

on

Working
Conditions

Pay and
Promotion

Job
Security

Cronbach’s
Alpha

0.79 0.78 0.86 0.88

Table 4.4 Reliability Measures of Variables

Reliability analysis  results  are shown in Table  4.4.  Cronbach’s  alpha
value in table 4.4 shows that  the output  of reliability statistics of the
study i.e value of the Cronbach alpha coefficient is 0.79 (79%) for Job
Satisfaction scales, 0.78 (78%) for working conditions, 0.86 for pay and
promotion  and  88%  for  Job  Security  scales..  This  means  that  the
measurement of variables has good internal consistency among its items.
The  reliability  is  calculated  for  the  sample  size  of  120 non-teaching
employees  of  Government  colleges  for  women  in  Peshawar.  The
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Cronbach’s alpha coefficient above 0.7 (70%) can be considered as a
reliable  scale  (Oppenheim,  1992;  Streiner  &  Norman,  1995).  The
Cronbach’s alpha value for individual variables above 60%, suggesting
that data collected is reliable (Cronbach 1951). 

Mean,  Standard  Deviation  and Correlation  Matrix  for  the  Main
Variables of Interest in the Study

The Table 4.5. demonstrates  the  correlation  between  working  
conditions,  pay  &  promotion,  and  job  security  and  job  satisfaction.

Table 4.5 Mean, Standard deviation and correlation matrix for the 
main variables of interest in this study

The  value  of  correlation  coefficient  for  working  conditions  and  job
satisfaction is (r = 0.402**) p<0.001, shows a statistically and strong
positive correlation. The  value  of  correlation  coefficient  for  pay and
promotion  and  job  satisfaction  is  (r  =  0.334)  p<0.001,  shows  a
statistically and strong positive correlation between pay  and  promotion
with   job   satisfaction.  The  value  of  correlation  coefficient  for  job

100



security and job satisfaction is (r = 0.142) and p>0.001, shows a positive
but weak correlation.

Regression Model 

Table 4.6 Results of regressions analysis

Table 4.6 shows a multiple regression model. 
 In this table the F-value is 5.897, since the P-value of F statistics

is  0.002,  that  is  p<0.001 therefore  we will  conclude  that  the
model is overall statistically significant. The value of R2 is 0.323
which shows that there is 32.3% variation in dependent variable
(job satisfaction) is  explained by the variation in independent
variables, while the rest of the 67.7% variation is due to other
factors, which were not considered in this research. Value of R2

is also low showing there are more factors acting on the data
(rick Haynes, 1986). 

 Since the P value of independent variable working condition is
0.021 which less than 0.05, p<0.05, therefore it is concluded that
there is a significant relationship between working condition and
job  satisfaction.  The  regression  coefficient  for  working
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condition  is  0.397  which  is  positive,  and  shows  significant
relationship  between  working  condition  and  job  satisfaction,
which means that if we increase the value of working condition
by 1,  there  will  be  an increase of  0.397 in the  value  of  Job
Satisfaction. 

 Since the P value of independent variable Pay and promotion is
0.04 which is less than 0.05, p<0.05, therefore it is concluded
that there is a significant relationship between pay & promotion
and  job  satisfaction.  The  regression  coefficient  for  pay  &
promotion  is  0.287  which  is  positive,  and  shows  significant
relationship  between  pay  &  promotion  and  job  satisfaction,
which means that if we increase the value of pay and promotion
by  1,  there  will  be  an  increase  of  0.287in  the  value  of  Job
Satisfaction. 

 Since the P-value of independent variable job security is 0.000
which is less than 0.05, p<0.05, therefore it  is concluded that
there is a significant relationship between job security and job
satisfaction. The regression coefficient for Job security is 0.43
which  is  positive,  and shows significant  relationship  between
Job  security  and  job  satisfaction,  which  means  that  if  we
increase the value of Job security by 1, there will be an increase
of 0.43 in the value of Job Satisfaction. 

Discussions and Recommendations

Discussion

The main objectives of this research study were to examine the effect of
working  conditions,  pay  and  promotion  and  job  security  on  the  job
satisfaction of employees working in public sector colleges for women
in Peshawar. The data was collected from the junior and senior level
clerks of the colleges to investigate their job satisfaction level. The study
reveals  that  there  is  a  direct,  significant  and  positive  relationship
between working condition, pay & performance, and job security with
the employee job satisfaction, working in Government Women Colleges
in Peshawar, thus supporting all the three alternative hypothesis of the
study.  The  study  also  found  a  positive  and  significant  correlation
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between job satisfaction and working conditions, pay and performance
and  job  security.  Employees  who   are   performing   their   job   in
outstanding and  normal  working  conditions  are  more  satisfied  at
work  compared  to  those  who   works  under   difficult   working
conditions  (Bakotic  and  Babic  2001; Robbins,  1998). Researchers
explained the positive  relationship  between  salary  and  performance
to retain talented employees in   human  capital  intensive workplaces
(Frye,  2004 ; Sajuyigbe,  Olaoye,  and  Adeyemi, 2013;   Igalens  and
Roussel,  1999;   Brudney  and  Coundry,  1993;   and  Terssema  and
Soeters,  2006; Lambert,  Hogan,  Barton  and  Lubbock  2001). Pay
and  job  security  both  are  most important  factors contributing to job
satisfaction  for  establishing  career at workplace  ( Moen,  Espen R.
and  Asa  Rosen  2005). 

Recommendations
Following recommendations are made on the basis of the outcome of this 
research study.

a) The  government  colleges  must  devise  policies  regarding  job
security, conducive working conditions , and pay & promotion
systems,  so  that  employees  job  satisfaction  can  be  increased,
which will ultimately lead towards outcomes like higher level of
motivation and productivity to enhance the quality standard of
educational programs. 

b) These institutes must design and develop employee training and
development  programs  e.g  providing  training  workshops  in
order to build capacity and making people ready for job rotations
and promotions.

c) Compensation  and  reward  systems  should  represent
organizational  justice  to  increase  degree  of  employee’s  jobs
satisfaction. 

d) Promotions decisions should also be based on procedural justice
system that will also help increasing employee’s job satisfaction.

e) Public  sector  colleges  should  enhance  the  quality  of  working
conditions  by  offering  employee’s  empowerment  and  should
introduce automation system that will reduce the useless tasks. 
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f) By devising proper Human Resource Planning programs and by
performing rightsizing, public sector colleges can overcome the
problems of employee’s job security.

g) Effective communication and interpersonal justice is one of the
critical ways the public sector organizations can make enhance
the working conditions for their employees.

Limitations and future directions of the study

The first  limitation of this  study is  that  it  has used a non-probability
sampling technique which is known as expert judgment, such sampling
methods  at  times  reduces  the  generalizing  of  the  research,  future
researches can utilize probability techniques. Another limitation is that
the  sample  frame  included  only  selected  colleges  for  women  in
Peshawar,  future researches  can increase the sample frame with both
colleges for women and boys, in order to enhance the generalizing of the
research, Moreover this study only focused on public sector employees,
the future researches can also include employees from the private sector,
thus increasing the scope of  the research. Future researches can also
include  extraneous  variables  including  role  ambiguity,  contingent
rewards and their effect on employee’s job satisfaction level.
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