
CAREER SATISFACTION AMONG 

FEMALE FACULTY MEMBERS OF 

PRIVATE UNIVERSITIES IN DHAKA 

CITY:  AN EVALUATION OF  

QUALITY OF WORK LIFE  
 

Farzana Mahbub, Eastern University, Bangladesh 

 

Private universities have been emerging as one of the booming 

sectors in Bangladesh. The growing number of students and their 

demand for tertiary education testify to the growth and importance 

of this sector. This paper aims at examining the relationship 

between Quality of Work Life (QWL) dimensions and career 

satisfaction of the female faculty members working in different 

private universities in Dhaka, the capital city of Bangladesh. This 

study also examined the influence of QWL dimensions on 

predicting career satisfaction of the faculty members. Following 

simple random technique, a total of 384 faculty members were 

interviewed, using a pre-tested, structured questionnaire. This 

quantitative study revealed that QWL dimensions are significantly 

associated with career satisfaction of female faculties. Gamma 

coefficients (λ) indicate that most of the indicators of QWL are 

significantly related to career satisfaction in teaching. Multiple 

regression results indicate that faculty members with higher scores 

in QWL indicators were more likely to be satisfied with their 

current careers. Four variables have emerged as significant 

determinants of career satisfaction: adequate and fair 

compensation, opportunity to use and develop human capacities, 

work and total life space and constitutionalism in the work 

organization. Adequate and fair compensation has emerged as the 

single best predictor in the regression model. QWL dimensions 
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should be incorporated into the strategies and quality 

enhancement interventions to retain and promote human resources 

in universities in Bangladesh.  

 

 Education is an organization whose success depends on the 

involvement, effort and contributions of the academic staff and its 

professional expertise. Faculty members are the most essential 

forces of education as they play a vital role in the overall 

development in many crucial steps in academic life of students; 

therefore, education quality has a significant relationship with the 

career satisfaction of the faculty. Several authors, such as 

Michaelowa (2002) and Tasnim (2006), have proved a positive 

impact of faculty career satisfaction on education quality; hence, 

education quality can be influenced by career satisfaction of the 

faculty. Again, according to Noordin and Jusoff (2009), higher 

career satisfaction of the faculty creates a healthy and positive 

climate in the institution. The positive climate of the university 

increases the career satisfaction of the staff and the overall 

productivity of the institution of higher education as well. When 

faculty members are satisfied with their careers, they can perform 

their duties more effectively. The feelings and perceptions of 

faculty members regarding career satisfaction have a considerable 

effect on organizational performance and quality of work life. 

Santhapparaj and Alam (2005) and Baloch (2009) stated that 

performance of the workforce, overall productivity and 

profitability of the organization are significantly related to the 

career satisfaction of the employees.  

 The number of women entering into the teaching profession 

has been substantially rising in recent years. Since female 

participation is increasing in the private sector, this study aims to 

explore career satisfaction from the perspective of quality of work 
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life among the female employees working in different private 

universities. 

 While there have been several career-satisfaction studies, 

there is a dearth of research into career satisfaction in private 

higher education in Bangladesh. Private universities play a major 

role in developing human resources and the economy of the 

country. However, a large number of students are seeking 

admission into private universities, because of the lack of seats in 

public universities. A survey in 2002 revealed that nearly 20,000 

students were admitted into private universities in Bangladesh, 

whereas by 2006 the number of students had dramatically 

increased to 124,267 (Mannan, 2009). The growth rate of students’ 

enrollment at the private universities as compared to public 

universities during the years 2006 to 2008 is high (Joarder & 

Sharif, 2011). 

 Private universities have employed a large number of 

people. Around 6,000 full time faculty members and numerous 

adjunct faculty members are working in 54 private universities in 

Bangladesh (University Grants Commission, 2010). In these 

private universities, the faculty turnover rate is high (Akhter, 

Muniruddin & Sogra, 2008). Even this rate is much higher in 

private universities than in public universities of Bangladesh 

(Mannan, 2009). Better career satisfaction can minimize employee 

turnover, because career satisfaction is essential for organizations 

to continue to attract and retain employee. Due to the importance 

of this sector, it is a necessity to evaluate the career satisfaction of 

the faculty members of private universities.  

 The reason behind choosing female faculty members’ 

career satisfaction for this study is that, in developing countries 

such as Bangladesh, female participation in the labour force is on 
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the rise. Female employment in the private higher education sector 

has increased as this sector has expanded. Akhter et al. (2008) 

reported that, in the private universities of Bangladesh, female 

participation is gradually increasing (Akhter et al., 2008). Though 

female participation in the private sector has increased, women are 

still defenseless and marginalized. Traditionally, females are less 

privileged to join the labor force, because of several social, cultural 

and religious norms (Hossain & Kusakabe, 2005). According to 

the study of Tabassum, Rahman and Jahan (2010), the male 

employees perceived higher QWL than their female colleagues. It 

is commonly viewed that female employees are somewhat 

neglected in their work places, hence, it in turn can lead to lower 

levels of career satisfaction and employee productivity (Islam & 

Saha n.d.). Female employees are found in susceptible positions at 

their workplaces and gender discrimination against women in 

terms of pay, promotion, and other facilities is visible in many 

private industries (Khan 2007; Bhuiya, 2007). Thus, in the socio-

economic context of Bangladesh, sex differences in particular 

could be viewed as an important issue:  women are treated as less 

powerful than their male counterparts and this long-established 

view creates a way for discrimination against them.  

 The study focused on exploring the career satisfaction from 

a quality of work life (QWL) perspective among the female 

employees working in different private universities. The findings 

of this study should help both management and faculty members of 

the private universities to understand career satisfaction, a much 

talked about issue for management. More specifically, the 

objectives of the study are: 

 To measure the relationship between career satisfaction and 

dimensions of QWL among female faculties in private 

universities in Bangladesh. 
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 To examine the extent to which the dimensions of QWL 

can predict the career satisfaction of female faculties in 

private universities in Bangladesh. 

 To suggest necessary recommendations for improving the 

overall career satisfaction of the private university faculties 

of Bangladesh. 

 The rest of the article thus is structured as follows:  First, a 

research framework explaining the factors that can affect career 

satisfaction is presented. Next, the procedures used to test the 

effects of these factors on career satisfaction are described. The 

findings of the study are then presented. Finally, the article 

concludes with a summary of the study’s research contributions, 

practical implications, recommendations, limitations and directions 

for future research. 

 

LITERATURE REVIEW 

 

 Generally, career satisfaction means positive attitude and 

perception toward one’s career. Feuer (1989) described QWL as 

the way an individual perceives and evaluates the characteristics 

intrinsic to his/her past experience, education, race and culture. 

According to Shapiro and Stern (1975), in the USA professional 

women experienced lower levels of career satisfaction than their 

male counterparts. Clark’s (1993) study on the UK job market 

reveals women report higher levels of overall job satisfaction than 

men, even after controlling for a number of variables. Oshagbemi 

(1997) conducted a comprehensive study focusing on UK 

University teachers’ career satisfaction, wherein one of his 

conclusions was that areas of lower satisfaction were pay, 

promotion and supervision. According to a study conducted on 
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Indian Colleges by Bharati, Umaselvi and Kumar (2011), a 

significant association was found between QWL total and quality 

of life in teaching environment. It was shown that QWL of college 

teachers was at a low level. Islam (1999) found that in Bangladesh 

male employees are more satisfied than women. Alam (2003), 

conducting research on career satisfaction of female workers in 

different garment factories in Dhaka city, concluded that the level 

of career satisfaction is positively correlated with the level of 

wages the workers receive. Muttaqui and Shaikh (1988), of the 

Institute of Education and Research (IER), Dhaka University, 

conducted comprehensive research during 1985-86 on career 

satisfaction of teachers of Dhaka University and concluded that (i) 

the teachers were dissatisfied with technical and physical facilities 

of the university (ii) they were satisfied with pay and interpersonal 

relationship among themselves, and (iii) the professors and female 

faculty were the most satisfied group. Tabussum, Rahman and 

Jahan (2010) found significant differences among the QWL of the 

employees of local private and foreign commercial banks of 

Bangladesh.  It is a result of employees’ feeling or state of mind 

regarding the nature of their work (Rahman & Parveen, 2006). 

Robbins (1997) defined career satisfaction as the difference 

between the amount of rewards employees receive and the amount 

they believe they should receive. Again, Locke (1970) says we can 

derive career satisfaction and dissatisfaction from the perceived 

relationship between one’s expectation and achievement from 

his/her career and how much importance or value he/she attributes 

to it.  

 There is disagreement among researchers about the 

dimensions of career satisfaction. Researchers such as Porter and 

Lawler (1972) define career satisfaction as one-dimensional; that 

is, employees are either happy or unhappy with their work. On the 

other hand, other scholars such as Smith, Kendall and Hulin (1969) 
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argue that career satisfaction is multidimensional; that is, 

employees may be more or less satisfied with the factors that affect 

their careers, i.e., someone may be more satisfied with the 

supervision but less satisfied with his/her pay or the promotion 

opportunities. For our study purpose, we follow the second opinion 

and define career satisfaction as an emotional state resulting from 

the various facets of one’s career and quality of work life.   

 Researchers across disciplines have identified numerous 

factors that affect the satisfaction level of the workforce. As 

suggested by Robbins (1997), five key elements in work 

satisfaction are:  nature of the work, supervision, present pay, 

promotion opportunities and relation with co-workers. Fringe 

benefits, career security and working condition are some other 

factors that affect the career satisfaction of the employees along 

with the above factors, as described by Smith et al. (1969) in their 

“career satisfaction index.” 

 The term QWL was first introduced in the late 1960s as a 

way of focusing on the effects of employment on health, job 

security and general well-being and ways to enhance the quality of 

a person’s on-the-job experience. In its broadest sense, QWL 

means the sum total of values, both material and non-material, 

attained by a worker throughout his/her career life. QWL includes 

aspects of work-related life, such as wages and hours, work 

environment, benefits and services, career prospects and human 

relations, which are possibly relevant to worker satisfaction and 

motivation.  In fact, the notion of QWL is closely related to the 

quality-of-life concept. Walton (1975) said,  

Dissatisfaction with working life is a problem 

which affects almost all workers at one time or 

another, regardless of position or status. The 
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frustration, boredom and anger common to 

employees disenchanted with their work life can be 

costly to both individual and organization.  

Thus, employee career satisfaction can be stimulated by Quality of 

Work Life (Ruzevicius, 2007).  

 There are two objectives of QWL programs:  (a) to enhance 

productivity and (b) to increase the satisfaction of employees 

(Gadon, 1984). We can define QWL as the work place strategies, 

operations and environment that uphold employee satisfaction with 

an aim to improving working conditions for employees and 

organizational effectiveness for employers (Lau and Bruce, 1998). 

 There has been variation in opinions among authors about 

what should be the QWL elements. According to Havlovic (1991) 

career security, career satisfaction, better reward system, employee 

benefits, employee involvement and organizational performance 

are the key elements of QWL. Others identified the factors as 

including career satisfaction, involvement in work performance, 

motivation, efficiency, productivity, health, safety and welfare at 

work, stress, workload, burn-out etc. (Arts, Kerksta & Zee, 2001). 

Walton (1975)  provided one of  the  most useful  and empirically 

tested conceptual categories of QWL. Based on Walton’s model, 

the conceptual framework shown in Figure 1 was developed to 

examine the factors influencing career satisfaction of the female 

faculty members under investigation. 

 

METHODS AND MATERIALS 

 

Procedures and Sample 

 I conducted cross-sectional study in different private 

universities located in Dhaka metropolitan areas. For this purpose, 

I randomly selected a total of 30 universities out of 47 universities 
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Table 1:  Conceptual categories in Quality of Working Life (QWL) 

Dimensions  Indicators of QWL 

Fair and appropriate 

compensation 

- Internal and external fairness 

- Justice in the compensation 

- Allotment of productivity profits 

- Proportionality between wages 

Work conditions - Reasonable hours of working 

- Safe and healthful physical environment 

- Absence of unhealthy conditions, such as odors, 

noises or visual annoyances. 

Use and development 

of capacities 

- Autonomy 

- Relative self-control   

- Multiple qualities 

- Information on the total process 

Chance of growth and security - Possibility of career 

- Personal growth 

- Perspective of wage advance 

- Career  security 

Social integration in the 

organization 

- Absence of prejudice 

- Equality 

- Mobility 

- Relationship 

- Communitarian sense 

Constitutionalism - Rights of protection to the worker 

- Personal privacy 

- Labor laws 

- Impartial treatment 

- Freedom of expression 

Work and the total 

space of life 

- Balanced paper in the work 

- Stability of schedules  

- Few geographic changes 

- Time for leisure of the family 

Social relevance of the work 

in the life 

- Image of the company 

- Social responsibility of the company 

- Responsibility for the products 

- Career  practices 

Source: Walton (1975) 
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Figure 1:  A conceptual framework 

of career satisfaction 
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located in Dhaka metropolitan areas. There were 2329 fulltime 

faculties in those selected universities. I determined the sample 

size using Fisher’s formula based on confidence level and 

precision rate. I surveyed a total of 384 faculty members, following 

simple random-sampling technique. Later I collected data through 

face-to-face interviews, using a pre-tested, semi-structured 

questionnaire consisting of questions related to objectives of the 

study. I had to train a total of 12 data collectors on the data-

collection mechanism and brief them comprehensively on the data-

collection instrument. The data collection took approximately 21 

days during March 2013. 

 

Measurements  

 I selected items included in the QWL after a thorough 

review of the literature. I pre-tested the instrument on a small 

group of faculty members. I had to develop a thirty-two item 

questionnaire following the earlier works done by Walton (1975) 

and by Labiris, Petounis, Kitsos, Aspiotis and Psillas (2002). I used 

the items to represent the eight dimensions of the quality of work 

life – adequate and fair compensation, safe and healthy working 

conditions, immediate opportunity to use and develop human 

capacities, future opportunity for continual growth and security, 

social integration in the organization, constitutionalism, work and 

the total space of life and social relevance of work life. I adapted 

the career satisfaction items from the literature review and research 

reports developed by Walton (1975) and selected nine items for 

their suitability. For example, one item includes “My career is an 

excellent source of income.” At last, I was able to construct a 

career-satisfaction index using these nine items. 

 



Volume 13 (2013-14)        Female Faculty Members   12 

 

Data Analysis 

 I computed descriptive statistics and frequencies for all 

variables. At the multivariate level, I used logistic regression 

analysis to identify factors significantly related to career 

satisfaction. Then I analyzed data using the Statistical Package for 

Social Science (SPSS), version 16. 

 

Validity and Reliability  

 The information I used in this study is completely based on 

respondents’ self-reported perception of their career satisfaction. 

However, I undertook extensive efforts to improve the reliability 

and validity of self-reported data. For example, I minimized 

problems of reliability and recall errors by using culturally 

appropriate language and focusing on major dimensions of career 

satisfaction. In addition, I executed Cronbach’s alpha analysis to 

test the internal consistency of the items used for measuring 

dimensions of quality of work life.  The result of the alpha 

indicated an overall high reliability of the study.  

 

Ethical Considerations  

 I informed all respondents regarding the objectives of the 

study and the use of the information to be collected from them. I 

obtained written consent prior to the survey from all of them. I 

strictly avoided any hint of coercion in both getting their consent 

and interviewing. I maintained strict privacy during the interview 

process and throughout the whole study.  

 

RESULTS 

 

Characteristics of the Respondents 

 A research team consisting of several trained female 

interviewers interviewed a total of 384 female faculty members 
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from different private universities of Dhaka metropolitan areas for 

this study.   As shown in Table 2, respondents were predominantly 

 

Table 2:  Socio-demographic characteristics of the respondents 

Socio-Demographic Characteristics Number  Percentage 

Marital 

Status 

Single  127 33.10 

Married 257 66.90 

Religion Islam 363 94.50 

Hinduism 18 4.70 

Christianity 3 0.80 

Education Masters 366 95.30 

M.Phil/PhD 18 4.70 

Family 

Income  

BDT 15,000 – BDT 30,000  107 27.90 

BDT 30,001 – BDT 45,000 101 26.30 

BDT 45,001 – BDT 60,000 64 16.70 

BDT 60,001 – BDT 75,000 33 8.60 

BDT 75,001 & above 79 20.60 

Years in 

Teaching 

Profession 

1-5 294 76.60 

6-10 60 15.60 

11-15  16 4.20 

>15 14 3.60 

 

Muslim (95%), and married (67%). The average age of the 

respondents was calculated to be 34.5, with a standard deviation of 

4.1. The average monthly family income was BDT 46,781, with a 

standard deviation of BDT 1,038. In terms of education, an 

overwhelming majority had completed the Master’s level of 

education, while only about 5% had received either an M.Phil or a 

PhD degree. The majority of the respondents (77%) had been 
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involved in teaching for 1 to 5 years and about 16% of them had 

served for 6 to 10 years in teaching.  

 

Table 3: Reliability statistic for dimensions of quality work life 

 

 

 Hair, Black, Babin, Anderson and Tatham (2007) defined 

reliability as the extent to which a variable or set of variables is 

consistent in what it is intended to measure. This study uses 

multiple items in all constructs, so the internal consistency analysis 

method is applied. A reliability analysis, Cronbach’s alpha 

analysis, is employed to test the internal consistency of the 

variables obtained in the sample. Cronbach’s alpha is the most 

commonly used statistic to measure the reliability for a set of 

constructs. The higher the value of the alpha, the higher the 

reliability of the construct. Hence, 1 is the highest value that can be 

achieved.  The Cronbach’s alpha coefficients, with acceptable cut-

off point 0.70, as shown in Table 3, demonstrate that overall all 

dimensions of quality of work life yield higher alpha value and in 

Dimensions of quality work life 
Cronbach’s 

Alpha  

Adequate and fair compensation  0.84 

Safe and healthy working conditions  0.72 

Opportunity for continued growth and 

security 
 0.69 

Opportunity to use and develop human 

capacities 
 0.73 

Social integration in the work organization  0.78 

Constitutionalism in the work organization  0.71 

Work and total life space   0.72 

Social relevance in work life  0.75 

Overall QWL  0.866 
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fact indicate the substantial reliability of the constructs used in 

measuring the dimensions. The Cronbach’s alpha value for this 

study is 0.866 including all the item scales, which meets the 

criterion for the cut-off point. Thus all the item scales and 

dimensions of the study are reliable. 

 

Table 4:  Summary table of gamma statistic for association 

between dimensions of quality work life and career satisfaction 

 

   * Gamma is significant at the 0.05 level  

  ** Gamma is significant at the 0.01 level  
 

Gamma coefficients (λ)
1
 were computed to examine the 

relationship between a set of quality-of-work-life dimensions and 

career satisfaction in university teaching among female faculties. 

The gamma coefficients in Table 4 indicate that all indicators 

except social relevance in work life are significantly related to 

career satisfaction in teaching, because a gamma of 1.0 indicates 

                                                            
1 Given the predominance of ordinal level variables, a gamma (λ) test is used. (For details 

about the criteria for applying measures of association, see Bryman (2004), pp. 230-240.) 

Dimensions of quality work life 
Faculty career 

satisfaction  

Adequate and fair compensation  λ=0.84* 

Safe and healthy working conditions  λ=0.97*

* Opportunity for continued growth and 

security 

 λ=0.33*

* Opportunity to use and develop human 

capacities 

 λ=0.40*

* Social integration in the work organization  λ=0.44*

* Constitutionalism in the work organization  λ=0.69*

* Work and total life space   λ=0.39* 

Social relevance in work life  λ=0.04 
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that the relationship between the variables is positive and the 

dependent variable can be predicted by the independent variable 

without any error. This test coefficient reveals that the nature of the 

association is positive for all the cases except social relevance in 

work life, because the coefficient values are positive. Some of the 

dimensions of quality work life, such as safe and healthy working 

conditions (λ=0.97) and adequate and fair compensation (λ=0.84), 

were found to have high association with faculty career 

satisfaction. The third and fourth most positively perceived 

dimensions are constitutionalism in work organization (λ=0.69) 

and social integration in the work organization (λ=0.44). The least 

positively perceived dimensions are opportunity to use and develop 

human capacity (λ=0.40), work and total life space (λ=0.39) and 

opportunity for continued growth and security (λ=0.33). 

 Based on the gamma coefficients (λ), it can be stated that 

the criterion “social relevance in work life” is the only one that 

presents lower association, while the other criteria are classified 

with a higher association. 

 A multiple-regression model was developed in order to 

examine the predictive capacity of the eight dimensions of QWL 

on career satisfaction of the faculties. Table 5 presents the 

regression-analysis results. The dependent variable for the 

regression model is faculty career satisfaction. Independent 

variables included in the model are adequate and fair 

compensation, safe and healthy working conditions, immediate 

opportunity to use and develop human capacities, opportunity for 

continued growth and security, social integration in the work 

organization, constitutionalism in work organization, work and 

total life space and social relevance of work life.  

 Overall, this regression model is statistically significant, 

with R
2
=0.69. As can be seen, each of the dimensions significantly 
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Table 5:  Regression analysis of faculty career 

satisfaction by dimension of quality of work life 

 

 

Un-standardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

B Std. Error Beta   

(Constant) 1.354 .363  3.728 .000 

Adequate and fair compensation  1.554 .180 4.710 8.646 .000 

Opportunity to use and develop 

human capacities 
1.474 .155 3.275 9.538 .000 

Opportunity for continued growth 

and security 
.169 .021 .460 7.881 .000 

Social relevance of work life .169 .034 .315 5.001 .000 

Social integration in the work 

organization  
.905 .106 .790 8.561 .000 

Safe and healthy working 

conditions 
.025 .045 .058 0.567 .051 

Work and total life space  
.932 .092 1.729 

10.13

5 
.000 

Constitutionalism in the work 

organization  
-1.142 .114 -2.551 -9.984 .000 

 

predicts that the faculty members with higher scores on these 

variables tend to have higher levels of career satisfaction. Four 

variables have emerged as significant determinants of career 

satisfaction: adequate and fair compensation, opportunity to use 

and develop human capacities, work and total life space and 

constitutionalism in the work organization. The single best 

predictor is adequate and fair compensation. 
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DISCUSSION 

 

 A significant number of female faculty members in private 

universities of Bangladesh are playing a tremendous role for 

economic development by contributing their knowledge, ability 

and hard work. Satisfaction of the faculty members is influenced 

by a number of factors. The purpose of this study is to identify the 

relationship between QWL dimensions and female-faculty career 

satisfaction. It has been shown above that all the dimensions 

except social relevance in work life of QWL considered for the 

study are positively and significantly correlated with employee 

career satisfaction of faculty members in the private universities of 

Bangladesh. The findings of this study are somewhat similar to 

what is known for the persons working in universities as well as 

different commercial organizations in both industrially developed 

and developing countries (Alam, Talha, Sivanand & Ahsan, 2005; 

Hossain & Islam, 1991; Islam & Siengthai, 2009; Llorente & 

Macias, 2005; Rahman & Parveen, 2006; Rose, Beh, Uti & Idris, 

2006; Tabassum, 2012; Tabassum, Rahman & Jahan, 2010). The 

multivariate statistical test results indicate the strong association 

between dimensions of quality of work life and faculty members’ 

career satisfaction. These findings are also consistent with other 

national and international studies (Velayudhan & Venkatachalam, 

1997).  

 In terms of the QWL of all the female faculty members of 

private universities in Bangladesh:  the faculty members perceive 

safe and healthy working conditions as most positive (λ=0.97), 

adequate and fair compensation as second most positive (λ=0.84), 

and constitutionalism in the work organization as third most 

positive (λ=0.69). On the other hand, the faculty members perceive 

opportunity for continued growth and security most negatively 

(λ=0.33). The second most negatively perceived dimension is 
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opportunity to use and develop human capacities (λ=0.40). The 

fourth most negatively perceived dimension is social integration in 

the work organization (λ=0.44). The dimension social relevance in 

work life showed the least positive association with career 

satisfaction. Overall, these positive relationships indicate that 

ensuring improvement of the QWL dimensions might significantly 

enhance career satisfaction of the faculty members. These 

correlations are well supported by other researchers (Hossain & 

Islam, 1991; Khan, 2008; Kleimen, 2005; Mathis & Jackson, 2005) 

as well. These statistical relationships clearly establish the idea that 

quality of work life dimensions have a greater role in enhancing 

career satisfaction among faculty members.   

 

PRACTICAL IMPLICATIONS 

 

 The study reveals valuable propositions and suggestions for 

those private universities of Bangladesh that have recognized the 

importance of attracting and retaining quality faculty members. 

The study highlights the dimensions of QWL that affect faculty 

members’ career satisfaction and well-being, which in turn affect 

their engagement and organizational commitment and their 

turnover intention. Other implications emerge from the 

determination that career satisfaction is linked to turnover 

intentions. This is crucial in contemporary education, because the 

retention of valued, experienced and highly trained faculty 

members affects education outcomes. Policy implications include 

that Human Resource Management practices in private universities 

should consider the relevant issues of QWL improvement for 

career-satisfaction purposes. An improved QWL can lead to a 

higher level of career satisfaction, which in turn will increase 
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retention of quality faculties in private universities in Bangladesh. 

From this study finding, it is argued that in well acknowledged 

emotional labour work, such as teaching, Human Resource 

practices could thereby be better targeted to achieve more cost 

effective Human Resource Management outcomes. Female 

participation at work is increasing in recent years in Bangladesh 

and it is apparent that females independently will need to take care 

of both work and home. Each year, women are increasingly getting 

involved to take on the challenges to work in a male-dominated, 

competitive and complex working environment of the private 

university sector, as in any other private sectors of Bangladesh 

(Akhter, Muniruddin & Sogra, 2008). Therefore, quality of work 

experience, rather than work per se, has become the focus of 

attention and workplace satisfaction is crucial in promoting 

healthier working environments. 

 Faculty members of the private universities of Bangladesh 

are the assets of the country as well as of the universities, because 

they play a significant role in the growth of the economy of the 

country, through applying their knowledge, skills, efforts and 

talent. They are the gifted assets of nature for the country. If we are 

to derive the best outcome of these faculty members, their 

workplace should be transformed proactively, using a combination 

of well designed QWL initiatives for them, which definitely 

increase their career satisfaction. This in turn will induce them to 

make their best effort and ultimately the beneficiaries will be the 

universities. 

 

RECOMMENDATIONS 

 

 This study reports the perceptions and opinions of 

university faculty members regarding their career satisfaction. This 

study reveals that the overall career satisfaction of the faculty 
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members is influenced by the indicators of QWL. Therefore the 

study suggests a number of points for improving quality of work 

life and career satisfaction of the faculty members. Based on the 

study findings, the following measures need to be undertaken in 

order to improve female faculty members’ quality of work life: 

 Universities should offer attractive remuneration packages 

and review them from time to time in such a manner as to 

help faculties to maintain an acceptable standard of living 

and at the same time to make them proud of their 

organization and to increase their sense of professionalism 

and loyalty towards the organization. Again, to retain 

female faculties and to ensure their career satisfaction, all 

private universities should ensure impartial treatment to 

their employees, which means there should not be any 

discrimination between male and female faculty. Faculty 

members must be satisfied with the provided funds, 

pension plan, festival bonus and other remunerations. 

 Quality of education depends, to some extent, on the 

teaching load of the faculty members. Hence, for improving 

educational quality, teaching load should be managed in 

such a way that faculties can work properly along with 

other tasks of their life. Leave with pay or vacation 

programs should be provided to female faculty members to 

ensure balancing their work and family. Again, 

organizations should create and maintain a healthy working 

atmosphere through creating bonding among all the 

employees and increasing co-operation among them.   

 The universities should let the faculties use their skill and 

help them to develop it. Authorities should give them the 

opportunity to improve their knowledge through high level 
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training and degrees. This will boost employees’ 

confidence and increase performance. 

 Job security has been an important component of career 

satisfaction. Hence, management of the universities should 

ensure such a safe and healthy environment that the 

employees feel secure in their service tenure, which means 

that management should create a feeling among the 

employees that there would not be any arbitrary or 

unjustified termination.  

 The university can motivate its faculty members by 

showing its concerns towards employees. Faculty members 

must be respected and their voices must be heard. The 

university authority should give faculty members the 

opportunity to represent themselves in policy-making 

bodies. There can be one or two representatives in the 

management from the faculty members who will raise their 

demands regarding QWL on their behalf and they can get 

involved in important decision making. University 

authority should also ensure involvement of female faculty 

members in managerial and administrative procedures. 

 Universities should try to improve their image through  

active participation in social responsibility programs. They 

can engage the faculty members in various social 

responsibility programs, which create the chance for the 

faculty members to improve their organizing, managing 

human resources, team work skills and also knowledge and 

social responsibility.  

 Management of Private Universities should immediately 

address the causes of dissatisfaction among the faculty 

members as soon as they arise. They may preserve the 

information on causes so that precise attention can be given 

to eradicating such problems in future.  
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LIMITATIONS AND FUTURE RESEARCH DIRECTION 

 

 Although the study may make significant contributions to 

the strategies for retaining faculty members, the results of this 

study need to be viewed and accepted in light of its limitations. 

First, the sample does not include all the private universities of 

Bangladesh. Moreover, the sample size of the present study is low. 

Thus the results of the study cannot be generalized extensively. 

Hence, there remains scope for future studies on a larger scale by 

considering more private universities from all over Bangladesh to 

validate the positive relationship of QWL dimensions with career 

satisfaction. This type of study can be conducted for other 

industries to find the level of career satisfaction of the employees. 

Finally, the research only focused on female faculty, so 

comparative study of the existing QWL between the male and 

female faculty can be conducted to find the level of career 

satisfaction of the employees.  

 

CONCLUSION 

 

 The study findings have important implications, especially 

for human-resource managers in designing employee-retention 

strategies in the organization. Human-resource managers have to 

struggle with preserving staff morale and career satisfaction. In this 

scenario, high quality of work life is essential for organizations to 

continue to attract and retain employees. That’s why the QWL 

concept has received tremendous interest  in the business world. 

Furthermore, policy makers and business managers should focus 

on refining the current QWL indicators in the context of 
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Bangladesh to better develop the human resources. Lastly, 

educational institutions should redesign the existing human 

resource development strategies in the light of the QWL 

dimensions in Bangladesh. The study tried to analyze the 

relationship between QWL dimensions, such as adequate and fair 

compensation, safe and healthy working conditions, immediate 

opportunity to use and develop human capacities, future 

opportunity for continual growth and security, social integration in 

the organization, constitutionalism, work and the total space of life  

and social relevance of work life and female faculty career 

satisfaction. The finding of the study indicated that all the 

dimensions of QWL except social relevance in work life have 

significant influence on employee career satisfaction of female 

faculty members in the private universities of Bangladesh. From 

the findings, it may be said that educational institution should 

redesign the existing human resource development strategies in the 

light of the QWL dimensions, so that faculty members may remain 

satisfied with their job. It is obvious that an improved QWL leads 

to higher level of job satisfaction. Hence, in turn it reduces the 

faculty member turnover rate that is prevailing in the private 

universities of Bangladesh.  
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