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ABSTRACT

Job satisfaction is how employees think and feel about their job which affect their job performance,
productivity, and turnover rate. In every higher education organization, it is vital for offices in every department
of University to have high job satisfaction to boost up the productivity and improve work effectiveness. Some
policy concerning the jobs are productive and many are counter-productive in terms of time, cost, and outcomes.
To be successful in terms of the use of high job satisfaction in office, the university needs to have a proper working
policy. The objectives of this study were to examine the level of job satisfaction as well as suggest ways to improve
campus job satisfaction in the future. This study employed both quantitative and qualitative research technique in
order to provide answers for the research questions and research objectives. A total of 120 staff who were in office
in various parts of university at the first quarter of the year 2018 was interviewed. Data collection was performed
to obtain their information, opinions, and comments. About ten of office staff was selected to conduct an in-depth
interview to obtain more insight information of how to improve job satisfaction Statistical description and analysis
were done by utilizing SPSS program and Excel program. Percentage, frequency, mean, and standard deviation
were used for data analysis and achieving results. The findings of this investigation revealed that the majority of
staff who works with other staff in the office had a high level of job satisfaction with a mean of 4.79. Suggestion
from the study included to promote the career advancement for both male and female in every office, to create
trust and respect among employees and management level, to enhance positive business environment, and to allow
effective feedback from employees directly to management level.
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Introduction

In terms of theory, job satisfaction is related to theories of human motivation and human
resources. The most important thing about job satisfaction is to measure the feeling of each
employee related to their job functions, and working conditions in the office and in the
organization. In fact, job satisfaction helps to identify what are important factors that
influencing the high productivity and high morale of employees. It is important to study the
measurement and factors enhancing job satisfaction in order to find what can be done to get
higher employee job satisfaction. Job satisfaction fulfills an individual employee psychological
and physiological needs through the organization process. In fact, level of satisfaction of
employee is a multidimensional attitude which is about the payment, promotions, co-workers,
office rules and norms, supervisor, environment, and so on. These are also the factors that
affecting the level of satisfaction in the organization. Certainly, the top level of management
and head of human resources can do some important things to improve or increase job
satisfaction. For example, the organization may provide positive working environment, giving
reward and recognition, involving in employee empowerment and engagement, provide more
and better training to increase the potential of workforce, and use feedback to improve working
conditions as well as working environment.

In fact, the concept of Job satisfaction is about how employees think and feel about
regarding to their job which affect their job performance, productivity, and turnover rate
directly and indirectly. In every higher education organization such as many Thai universities,
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it is vital and necessary for their employees in offices of every department of University to
have high job satisfaction. The benefits of high job satisfaction include to boost up the
productivity and improve work effectiveness. Some policy form top management and head of
human resources concerning the jobs are productive and many are counter-productive in terms
of time, cost, and outcomes. To be successful in terms of the use of high job satisfaction in
office and organization in the higher education, the campus of Suan Sunandha Rajabhat
University needs to have a proper working policy.

Research Methodology

The main purposes of this study were to investigate the level of job satisfaction of staff
in the campus of Suan Sunandha Rajabhat University as well as suggest better ways to improve
campus job satisfaction in the future. This study employed mixed method of quantitative and
qualitative research technique in order to provide answers for the research questions and
research objectives. About 120 staff who were working in office in various parts of university
at the first quarter of the year 2018 was interviewed. Data collection was collected to obtain
their views, information, opinions, and comments. About ten of office staff was randomly
chosen to conduct an in-depth interview to obtain more insight information of how to enhance
job satisfaction

Fig 1. Five Ways to Enhance Job Satisfaction
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TABLE 1. IMPORTANCE OF FACTORS OF JOB SATISFACTION IMPROVEMENT
Mean S.D. Rank

Factors

1. Positive working 3.73 0.994 1
environment

2. Link job performance with 3.61 0.851 2
rewards

3. Employee empowerment 3.55 0.799 3
and engagement

4. Use feedback for 3.52 0.811 4
improvement

5. Provide better training 3.29 0.641 5
programs

From Table 1, which shows the importance of factors of job satisfaction improvement,
reveals the means and standard deviation which can be used to rank each factor according to
their importance. First, the majority of respondents agreed that “Positive working environment”
was the number one factor of job satisfaction improvement with the mean of 3.73 and standard
deviation 0f 0.994. Second, the majority of respondents agreed that “Link job performance with
rewards” was the number two factor of job satisfaction improvement with the mean of 3.61
and standard deviation of 0.851. Third, the majority of respondents agreed that “Employee
empowerment and engagement” was the number three factor of job satisfaction improvement
with the mean of 3.55 and standard deviation of 0.799. Fourth, the majority of respondents
agreed that “Use feedback for improvement” was the number four factor of job satisfaction
improvement with the mean of 3.52 and standard deviation of 0.811. Finally, fifth, the majority
of respondents agreed that “Provide better training programs” was the number five factor of
job satisfaction improvement with the mean of 3.29 and standard deviation of 0.641.

The findings of this surveying also revealed that the majority of respondents who were
working with other employees in the various offices had a very high level of job satisfaction
with a mean of 4.79 and standard deviation of 0.896. Important suggestion from the
respondents or the employees of Suan Sunandha Rajabaht University included the focus to
promote the career advancement for both male and female in every office equally, to create
important bond or trust and respect among employees and management level, to enhance
positive business environment and working conditions, and to allow full feedback from
employees to management level directly.
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