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ABSTRACT
Although several studies in the affluent world have examined the job satisfaction and
dissatisfaction of dons in higher education, relatively little is known about academic job
satisfaction particularly in the low-resource countries. This study probes into factors
that contribute to academic satisfaction and dissatisfaction in higher education in the
afflicted world. Using a sample of 182 respondents drawn from two universities in
Uganda, this analysis reports that the factors most prevalent in the prediction of dons'
satisfaction relate to co-worker behaviour, supervision and intrinsic facets of teaching.
Analogously, the stimuli that create academic dissatisfaction are largely extrinsic
(contextual) factors with respect to remuneration, governance, research, promotion, and
working environment. This article discusses these findings in the light of Herzberg's
dichotomy and concludes that any given factor, be it intrinsic or extrinsic, can either
evoke academic satisfaction or induce dissatisfaction. The present analysis finds that
while age, rank, and tenure significantly predict academic job satisfaction, no evidence is
adduced to support a gender influence on dons' job satisfaction. Emerging from study
findings, implications for Ugandan academics' job satisfaction are formulated,
recommendations made, and a research agenda proposed.

Introduction
The Global Trend: An Endangered Profession?
At a time when the geographic lines that divided the world of scholarship
are becoming blurred (Boyer et al., 1994), higher education systems in
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both the affluent and the afflicted world find themselves amidst a difficult
process of change that will obviously impact on the positioning of their
principal workers. Indeed, public debate and academic reflection on the
academic profession is not characterised by contentment and serenity
(Enders, 1999). Besides, with a plethora of what are cleverly called structural
reforms, the skills of being an academic are increasingly becoming isolated
and fragmented (Smyth and Hattam, 2000). Apparently, the issue is not
power point, but as Cutright (2000) opined the point is power; who
holds it and to what ends? For instance, with the growth of privately
sponsored research, the interests of firms have become dominant on
campus, and consequently, academics has become "corporatized" (Altbach,
2001). To this end dons are affected by major trends evident in universities
worldwide notably accountability, massification, managerial controls, and
deteriorating financial support (Altbach and Chait, 2001). It would seem
apt to be assumed, therefore, that not only is the academic workplace
changing rapidly worldwide, but also the academic profession hardly can
cope with the professional tensions it has to live with, that the academic
profession is endangered.
The Ugandan Context: Doing More with Less
In Uganda there is increasing demand on academics by universities, while
most dons operate under adverse circumstances (Saint, 1992; Kajubi, 1992).
In fact, there is reduced rigour in staff recruitment and promotional criteria,
and educational quality is declining as a result of increased enrolments
and reduced funding (Ocitti, 1993). For instance, 48 percent of posts are
unfilled at Makerere University (Sanyal, 1995). Indeed, out of US $710m
earmarked for Uganda's Education Strategic Investment Plan (ESIP)1998-2003, only 9% of the total figure is for higher education (The New
Vision, 1999a). It would seem, therefore, as Garrett (1999) maintained
that all features of the programmes currently being undertaken by many
developing countries are geared towards Universal Primary Education
(UPE) or as Urwick (2002) conceptualised a high priority for the public
funding of primary education.
Predictably, staff pay is inadequate, housing facilities appalling and the
housing allowance paid in lieu is insufficient, yet the volume of work has
increased with increased student enrolment (Ssesanga, 2000). For example,
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the chair to student ratio at MUK main library is 1:19 (The New Vision,
2001 d). Indeed, the spiralling numbers of students at MUK are straining
and stressing academic staff (MUASA, 1996:13). Arguably, MUK is in a
space crisis. Table 1 illuminates the space situation at MUK.
Table 1: Space availability in Makerere University (in square metres).
Faculty/School/
Institute

Available Space
(1996/97)

Space Needs
(1998/99)

Balance

Agriculture

4,876

8,396

-3,520

Arts

2,774

5,048

-2,274

Commerce

698

1,951

-1,253

Law

470

1,081

-611

12,565

14,710

-2,145

Science

9,493

11,613

-2,120

S/Sciences

1,267

9,368

-8,101

Technology

3,710

10,587

-6,877

Vet. Medicine

6,589

5,010

+ 1579

Education

6,413

18,414

-12,001

Fine Art

1,489

2,301

-812

Librarianship

498

886

-388

Stat.&A/Econ.

620

1,407

-787

1,402

1,957

-557

52,846

92,371

-39,867

Medicine

Cont. Education
Total

Source: Makerere University Strategic Plan 1996/7-1998/9.
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What is disturbing though, is that this quantitative expansion has not been
met with a concomitant consistency in quality (Ocitti, 1993). Indeed, the
current reality in Uganda as in most SSA universities is one of congestion
in lecture theatres, laboratories, and overall limited facilities and equipment
(Saint, 1992). Arguably, Ugandan dons have to teach increasingly more
from a shrinking resource base, and in the face of an explosion of
knowledge and skills not experienced before. Yet, the social context of
the teachers, the teachers' attitudes, and their working conditions as
contended by Garrett (1999) are intimately related in a very complex
manner and we need to understand them better. Not unexpectedly, such
changes as suggested by Oshagbemi (1997) are likely to affect the job
satisfaction and dissatisfaction of university teachers. Indeed, it would
seem to be common sense that the magnitude, impact, and ramifications
of these forces on Ugandan academics work life are as diverse as they
are numerous.
As stated earlier, therefore, this study identifies and discusses factors,
considerations or aspects of university teachers' jobs, which contribute
most to their satisfaction and dissatisfaction. In this way, it is hoped, one
can validly summarise the elements which dons themselves claim contribute
to their job satisfaction and dissatisfaction, as well as add sound insights
on the trend of the academic profession in Uganda. In a nutshell, this
analysis reports the factors that are most prevalent in the prediction of
Ugandan academics' job satisfaction and dissatisfaction, and adopt them
in the context of Herzberg, Mauser and Snyderman (1959) dichotomy.
Additionally, this study examines the impact of age, gender, rank, and
tenure on Ugandan academics' job satisfaction.
Relevant Literature
Since the latel950's many researchers have theorised the nature of job
satisfaction, developed models, which explain differences in job satisfaction,
and conducted empirical studies to test their models. Herzberg, et al.
(1959) proposed the view that job satisfaction is not a uni-dimensional
concept, but rather that work-related variables which contribute to job
satisfaction are separate and distinct from those factors which account
for job dissatisfaction. Indeed, there is no agreed definition of what job
satisfaction is (Mumford, 1972; Fairman, 1973; Evans, 1998), which makes

job satisfaction an elusive and even a mythical concept (Lacy and Sheehan,
1997). Accordingly, job satisfaction is a multi-dimensional phenomenon
with many concepts (Volkwein and Parmley, 2000), and lack of an agreed
definition of job satisfaction has led to considerable disparity among
numerous studies that have been undertaken (Garrett, 1999).
Relative to higher education, a number of studies have sought to examine
aspects of academics' satisfaction with their job across nations. Boyer et
al., (1994) conducted an international study that explored among others,
sources of satisfaction and frustration among professors in 14 countries
(Australia, Brazil, Chile, USA, UK, Germany, Israel, Hong Kong, The
Netherlands, Korea, Japan, Russia, Sweden and Mexico). The results of
the research showed perhaps, not surprisingly, that professors reported a
high sense of satisfaction with their intellectual lives and the courses they
taught as well as their relationships with colleagues. Contrary to Herzberg's
theory, this finding showed that both intrinsic and extrinsic factors can
contribute to job satisfaction. Most dons, however, felt that they were
not well paid. Only in Honglhmong

with other countries, German respondents expressed the lowest levels
of satisfaction with their prospects for promotion, followed by academics
in Sweden, UK, Hong Kong and Australia. With regard to overall
satisfaction, around 60 percent of academics in Sweden and USA were
satisfied, compared with their counterparts in Mexico, Germany, UK
and Australia, where less than 50 percent of the responding academics
were satisfied with their jobs. It would seem appropriate to suggest that
the above findings tend to show that in the affluent world (where extrinsic
characteristics meet a basic level) intrinsic job aspects tend to shape the
extent to which university academics are satisfied with their jobs.

Contextual Background: Job Satisfaction Studies in Uganda's
Higher Education
Very few scholarly and scientific studies in the area of academic job
satisfaction in Uganda's higher education have been conducted. The few
related studies show low levels of satisfaction among staff. Opolot (1991)
found that the Institute of Teacher Education, Kyambogo (ITEK)
academic staff were dissatisfied with their pay. The researcher concluded
that if job satisfaction was to prevail in an institution, remuneration of
staff should be commensurate with their output, experience and level of
education. This finding would seem to support Garrett's (1999)
observation that in a situation where lower-order needs are not in place,
extrinsic rewards tend to shape the level of satisfaction of workers.
Etoori)

significant effect on productivity in respect to teaching and
provision of community service.
•

The financial resource base at MUK, weak as it may be, has no
significant effect on staff productivity.

•

The level of motivation of the academic staff has a significant
effect on the productivity of academic staff at MUK. It would
seem, therefore, that where lower order needs are not catered
for, teaching and community service tend to be affected.

Mulindwa (1998) assessed job satisfaction among academic and
administrative staff in Polytechnic College Kyambogo. Analysis of
qualitative evidence revealed that levels of remuneration were the greatest
contributor to job satisfaction among staff followed by government policy
on higher education and institution policy in that order. This finding would
seem to contradict Herzberg's theory, which assumes that extrinsic rewards
such as salary, when absent, lead to job dissatisfaction but when present,
would not lead to job satisfaction. The results, however, seem to support
Garrett's (1999) observation that where lower order needs are deficient,
extrinsic rewards (e.g. salary) tend to shape the job satisfaction of workers.
Tiakara (1998) examined correlates of academic staff satisfaction in MUK
and IUIU. Her findings revealed that there was a significant difference in
satisfaction between academic staff in MUK and IUIU in respect to pay
and incentives. Furthermore, the results showed that academic staff were
dissatisfied with the general situation obtaining at their universities
particularly in the areas of inadequate instructional materials, teaching space
and number of students in class. It was concluded that academic job
satisfaction at both universities, at the time of the research, was affected
by social, political and financial correlates though in varying degrees.
In light of the foregoing discussion, it is possible to hypothesise that
Uganda's higher education seems not to provide the kind of pay that is
professionally rewardingo
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evidence, therefore, there is no question but that the Uganda teaching
community tends to be in turmoil and many frustrations and contradictions
lie under the surface.
Method of Data Collection
To investigate the factors contributory to academic job satisfaction and
dissatisfaction in IUIU and MUK, the following research strategy was
employed in the study.
Sample
The population for this study comprised of academic staff from two
universities in IUIU and MUK in Uganda. It was felt that the two
universities constitute fairly a large enough sample to be representative of
all Ugandan universities, and to a considerable extent tend to provide a
large number of academic representation of the range and diversity found
in institutions of higher learning in Uganda. Data on job satisfaction were
obtained by a questionnaire survey. Out of the 250 questionnaires
administered to potential subjects selected from the two participating
universities, 182 usable questionnaires were returned yielding a response
rate of 73 percent.
The demographic data of responding academics was wide ranging. Half
of the subjects were lecturers, male (80.5%) and less than 45 years old
(69.8%), which would seem consistent with Boyer et al (1994) findings
that the majority of dons world wide are middle aged and male. The
relatively few respondents of the rank of professor and associate
professors would seem to suggest the exquisite numbers of such dons in
the academic population. Interestingly, (52.8%) of the respondents had
served between 6-20 years, suggesting that in both IUIU and MUK less
than 12% of the sample had served in excess of 21 years.
Questionnaire and Interview Schedule
To better understand the factors that contribute to Ugandan dons' job
satisfaction and dissatisfaction, a questionnaire comprising eight job aspects
was constructed. The questionnaire was designed to collect data in the
following areas:
• Demographic and background characteristics to provide the
needed information to describe the sample such as name of the
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university, and faculty, as with sex, age, academic rank, tenure,
and marital status of the respondent.
Job Aspects — the job satisfaction of academics was measured on
nine job aspects/elements comprising of:

(i)
(ii)

Teaching
Research

(iii)
(iv)

Governance
Remuneration
Opportunities for promotion
Supervision
Co-worker's behaviour
Working environment
Job in General (JIG)

(v)
(vi)
(vii)
(viii)
(ix)

Respondents were asked to indicate the level of satisfaction or
dissatisfaction they derived from each of the eight aspects of their jobs.
The scale ranged from 1-5 representing l-"Extremely Dissatisfied", 2Dissatisfied, 3-Indifferent, 4-Satisfied, 5-Extremely Satisfied. The criteria
were equally weighted. The essence of a 5-point scale was to encourage
respondents to use full width of opinion and avoid errors of central
tendency.
•

In order to identify and classify elements, which are relevant to
job, satisfaction and dissatisfaction, respondents were asked to
list five factors or considerations of their job, which evoke their
satisfaction. Participants were also asked to list separately five
leading factors or considerations of their job, which induced their
dissatisfaction.

A key concern for the researcher was to elicit accurate and reliable
information to supplement quantitative data so as to provide the findings
a rich vein of analysis. Pilot tests of the questionnaire and the interview
schedule were conducted using four academics from each institution that
participated in the survey. The intention was to pilot the instruments on
samples that represent the target population as closely as possible.

Analysis
In order to analyse the data statistically, the (SPSS for Windows, v 10) was
used to compute the reliability of each aspect of job satisfaction and the
percentages of the responding academics. A 5-point scale was used to
elicit data from responding academics. The scale ranged from 1-5
representing 1-"Extremely Dissatisfied", 2-"Dissatisfied", 3-"Indifferent",
4-"Satisfied", 5-"Extremely Satisfied". The essence of a 5-point scale was
to encourage respondents to use full width of opinion and avoid errors
of central tendency. For purposes of analysis, however, the two extreme
categories of 1-"Extremely Dissatisfied" and 5-"Extremely Satisfied" were
collated and scored as 2=Dissatisfied; 3=Indifferent; and 4=Satisfied.
To identify if there was any differences in the level of job satisfaction of
respondents on each aspect, the SPSS was utilised and a principal
component analysis was
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academics in IUIU and MUK show that they are satisfied with the courses
taught in relation to professional training.
Table 2: Frequency and percentage distribution showing academic satisfaction
with Course(s) taught (n=182)

Rating

Frequency

Percentage

2=Dissatisfied

9

4.9

3=Indifferent

6

3.3

4=Satisfied

167

91.8

Total

704

100.0

Mean

3.9

Based on both questionnaire and interview data, a summary of the factors
contributing to Ugandan academic satisfaction is shown in Table 3. The
most frequently mentioned factors related to teaching were autonomy in
content taught, as with relationship and respect by students. The next
common factors related to the co-worker behaviour. This implied that
Ugandan academics are sociable beings and value their collegial interactions.
Relative to supervision, freedom on the job and relationship with
immediate boss were cited as sources of academic satisfaction. Location
of university contributed most to academic satisfaction with respect to
working environment. The freedom to research and publish was the only
factor mentioned as contributory to IUIU and MUK academics
satisfaction with research.

Table 3: Distribution of Satisfaction Responses based on Job Aspect and Percentage
of Academics mentioning Factor (n=138)
Aspect of job
Co-workers
Teaching
P/condition
Supervision
Research
Miscellaneous

Factors
Relationship with others.
Support from co-workers
Autonomy in content taught.
Sharing knowledge with students
Recognition of efforts by students
Location of the University.
Freedom

Table 4: Distribution of Dissatisfaction Responses based on Job Aspect and Percentage of Academics
mentioning Factor (n=159)
Aspect of the Job
Remuneration
Research
Admn.& Mgt
Teaching
W/facilities
Promotion
Miscellaneous

To give

Factor
Inadequate salary
Irregular salary
Lack of research fund
Library facilities for research
Relationship with university admn.
Policy formulation procedures.
Instructional materials
Class size
Access to computer
Facilities for relaxation
Teaching skills in promotion

Academic mentioning
factor % of 159
76
32
71
66
64
47
61

59
62
54
58
16
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A Model of Ugandan Academics' Job Satisfaction and Dissatisfaction
Based on the evidence adduced from survey, interview and free-response
data, a model of respondents' satisfaction and dissatisfaction with primary
and other duties was developed. Relative to teaching, findings from the
Uganda study seem at variance with the notion that where lower order
needs are not in place higher order needs do not contribute to satisfaction
(Maslow, 1954; Evans, 1997; Garrett, 1999).
Figure 1: Model of Ugandan Academics Job Satisfaction and Dissatisfaction
with Primary Duties

Given that IUIU and MUK are teaching-intensive institutions, teaching is
the main activity and perhaps primary interest of most of the responding
academics. Congruent with the Herzberg et al., (1959) dichotomy, the
findings of this study indicated that intrinsic factors of teaching were
most prevalent in the prediction of job satisfaction of Ugandan academics.
Indeed, 92 percent were satisfied with courses taught, the most common
reason given for this being the exercise of control, which the individual
had on content of his/her course. Figure 1 represents a possible model
of Ugandan academics satisfaction and dissatisfaction with their core
obligations. Consequently, the current notion in the literature that academics
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enter university teaching because of intellectual pleasure (Altbach, 1996)
or the enjoyment they receive (McKeachie, 1982; Serow, 2000) was
sustained.
It is potentially instructive, however, to note that these data are at variance
with the contention that where lower order needs (extrinsic) factors are
not met, higher order needs (intrinsic) cannot come into play as sources
of satisfaction (Maslow, 1954; Evans, 1997), and particularly in the context
of low-resource countries (Garrett, 1999). Based on these findings, it is
conclusive that despite the arduous working conditions (Mujaju, 1996),
and the mismatch between instructional and student numbers (Tizikara,
1998), Ugandan dons seem satisfied with intrinsic facets of their job,
particularly teaching and research and, unsurprisingly, dissatisfied with
extrinsic features of their academic role.
Indeed, some intrinsic factors contributed to IUIU and MUK academics
satisfaction with teaching. These data, however, chime well with the
contention that academics have control over content elements of their
job (Pearson and Seiler, 1983; Moses, 1986; Enders and Teichler, 1997;
Serow, 1997). Additionally, concurrent with Herzberg's dichotomy, extrinsic
factors contributed to Ugandan academics job dissatisfaction as evidenced
in Figure 1.
Pertinent findings arising from sources of academic satisfaction and
discontent with six other job aspects investigated in this study are
summarised in Figure 2. Not unexpectedly, given the plight of Ugandan
dons (Mujaju, 1996) respondents were dissatisfied with remuneration,
which, lends credence to Herzberg's (1959) contention that pay being an
extrinsic aspect does not lead to true gratification. Consequently, a good
many Ugandan dons have been forced to take other jobs, thereby dividing
their loyalty to their employer, and reducing their commitment to their
university obligations.
As the results indicate (Figure 2), Ugandan dons were dissatisfied with
promotion. Consequently, several key observations emerge: First, given
that promotion would lead to an increase in pay (Oshagbemi, 1996), it is
plausible to deduce that Ugandan dons dissatisfaction with promotion is
in part, explainable by inadequate and in some cases erratic pay. Second,
respondents dissatisfaction with promotion arose inter alia from perhaps

80

their being unappreciated and unrecognised for achievements made, where
58 percent of the sample felt unhappy. Contrary to Herzberg's dichotomy,
therefore, we see recognition, an intrinsic factor, inducing job
dissatisfaction.
Strikingly, while these data in Figure 2 show obvious areas of dissatisfaction
like remuneration, research and working facilities, the overall picture job
in general (JIG) is not as gloomy. Over 80 percent of respondents evoked
satisfaction from academic work as an occupation. What would seem
conspicuous from the findings, thus, is that while being asked by
administrators and policy makers to do more with fewer resources,
Ugandan dons are being told, at least from the sample of this study, that
they should not expect to be facilitated or rewarded financially for meeting
ever increasing demands. Yet, while obviously frustrated by arduous
working conditions and poor emoluments, when asked about their (JIG),
most responded that it was satisfactory. Looking ahead, it seems safe to
predict that the high degree of control academics have over intrinsic
elements of their work (Pearson and Seiler, 1983; Moses, 1986) and the
intellectual pleasure derived (Altbach, 1996), or the degree of autonomy
in academics (Enders andTeichler, 1997; Serow, 2000) contribute to overall
satisfaction. This scenario would seem to be a fruitful avenue of future
investigation.
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Figure 2: Model of Ugandan Academics job Satisfaction and Dissatisfaction with
Other Job Aspects

In addition to identifying sources of academic satisfaction and
dissatisfaction, this study addressed the influence of age, gender, rank
and tenure on academic job satisfaction with respect to each of the eight
aspects of the job. The Influence of Age on Job Satisfaction Relative to
age-teaching satisfaction, while younger respondents were more likely to
derive satisfaction from extrinsic factors, their older dons evoked
satisfaction from intrinsic facets of teaching. Consistent with prior research
thus, (Siassi et al, 1975; Rosen, 1989; Oshagbemi, 1998), age has a significant
influence on teaching satisfaction. While there was a considerable misgiving
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with research, it is useful to note that older Ugandan academics were
more likely to derive satisfaction from both intrinsic and extrinsic factors.
Consequently, age showed predictive effect on research satisfaction. In
agreement with the research literature, all age groups felt unhappy with
institutional governance. Age, however, showed no overwhelming effect
on academic satisfaction with institutional governance.
Though older dons were more likely to express satisfaction with position
on pay scale, it is useful to note that no overriding age differences in
academic satisfaction with remuneration were observed. By contrast, age
showed predictive influence on academic satisfaction with promotion.
While younger dons rated favourably the support and guidance received
from supervisor, it is useful to highlight that there was compelling evidence
to show that age influences academic supervision satisfaction.
The impact of gender on Job Satisfaction
Results from the Uganda study suggest a picture of academics with much
in common but some significant differences were apparent. Although
both male and female respondents felt relatively happy with teaching,
there is some evidence to suggest that men were more likely to signal
satisfaction with extrinsic factors. Consequently, the pattern recurring in
the literature (Olsen et al, 1992; Poole et al, 1997), that women appear to
be more positively oriented towards teaching does not hold for Ugandan
academics. Both men and women dons expressed their disenchantment
with research, and there was no compelling evidence to suggest a gender
difference relative to research satisfaction. Consistent with the research
literature, (Boyer et al, 1994) academic discontent with institutional
governance was pervasive. The study, however, produced no evidence
to show a gender difference with respect to academic governance
satisfaction.
Whilst male respondents rated their satisfaction with pay scale higher than
comparable female, no difference in remuneration satisfaction was found
by differences in gender. Relative to gender-promotion satisfaction,
Ugandan women dons more than men, were highly disenchanted with
promotion criteria. Though study findings, tend to sustain the current
thinking in the literature that women academics are promoted at a slower
pace, (Toren, 1990:75 cited in Poole et al, 1997; Caplan, 1994) it must be

said that no evidence was revealed to show a gender difference with
academic promotion satisfaction. While more women dons than men,
felt happier with work time autonomy, this study produced no compelling
evidence to show a gender influence on supervision satisfaction. Though
both Ugandan male and female dons expressed high satisfaction with
co-worker behaviour, men more than women were significantly satisfied
with collegial participation and integration. Overall, while there were no
major discrepancies perceived between Ugandan men and women dons
with respect to working conditions, some contrasts were apparent. In
conformity with evidence-informed data, (Poole and Langan-Fox, 1996),
and women had a more positive attitude to theirconformitdree
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that supervision satisfaction among Ugandan academics rose
proportionately with rank. Contrary to Herzberg's conceptualisation
respondents felt happy with co-worker behaviour, an extrinsic aspect of
academic work. There was no compelling evidence, however, to show
that differences in academic rank consistently predicted differences in coworker satisfaction. Interestingly, extrinsic factors (contrary to Herzberg's
theory) contributed to Ugandan academics satisfaction and dissatisfaction
While rank offered no consistent indication of contentment on the job
the general trend indicated that differences in academic rank significant!)
influenced working environment satisfaction.
The Influence of Tenure on Academic Satisfaction
Relative to teaching, while new entrants were likely to show less discontent
with extrinsic factors, long serving respondents felt happier with intrinsic
facets. No consistent evidence, however, was found to show that tenure
influenced respondents' satisfaction with teaching. In contrast to Herzberg's
theory, research an intrinsic aspect contributed to respondents'
dissatisfaction. Differences in tenure, however, consistently predicted
Ugandan academics research satisfaction. Governance contributed to dons'
dissatisfaction than satisfaction. No evidence, however, was observed to
suggest that tenure consistently influenced Ugandan academics governance
satisfaction.
Not unexpectedly, and consistent with the research literature Ugandan
academics were disenchanted with remuneration. Data showed that
differences in tenure did not influence differences in remuneration
satisfaction. Relative to promotion, the data evidenced more contrasts
than similarities. There was compelling evidence to suggest that academic
tenure showed a predictive effect on Ugandan academics promotion
satisfaction. As with promotion, the data produced overriding evidence
to show that supervision satisfaction tended to increase with tenure among
Ugandan dons. In contrast to Herzberg's theory, respondents expressed
satisfaction with co-worker behaviour, an extrinsic aspect of academic
work. It was found that differences in academic tenure influenced
significantly differences in co-worker satisfaction of Ugandan academics.
Contrary to Herzberg's theory, it was of interest to note that extrinsic
factors contributed to respondents' satisfaction and dissatisfaction
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with working facilities. Tenure, however, showed a predictive influence
on Ugandan academics satisfaction with their working environment.
Conclusions, Implications and Recommendations
The current investigation has established that while IUIU and MUK
academics are relatively satisfied with co-worker behaviour, supervision
and intrinsic facets of teaching, their potential stimuli of dissatisfaction
are remuneration, governance, promotion, and physical facilities. Although
intrinsic factors of teaching and research are likely sources of satisfaction,
and extrinsic facets contribute to Ugandan academics' dissatisfaction, the
findings do not wholly support Her2berg's contention that these are
mutually exclusive. It is concluded, therefore, that any given factor could
either be a source of satisfaction and dissatisfaction, which reflects
situational variables in the working environment (Quarstein et al., (1992)
cited in Oshagbemi (1997). While age, rank, as with tenure significantly
predicted academic job satisfaction, the present research adduces no
evidence to support a gender influence on respondents' job satisfaction.
This study findings have practical implications for university management
and governing bodies, as with academics, and policy makers. A delicate
question is whether the power is to be concentrated at the top of the
entire institution, in the vice-chancellor or rectors' office. From the
perspective of the individual academic, this concentration of power is
often interpreted as bureaucratisation. If as this research has found, that
academics feel alienated from top administrators at their institutions, then
those at the helm of university leadership and management in Uganda
should build senior management teams around themselves or form
advisory groups with a predominance of academics. Consequently, with
increased communication and collegiality, university leaders will be viewed
as collegial co-ordinators, thereby fostering mutual trust and respect
between academics and university administrators.
Designers of higher education policies in Uganda must assess afresh the
role, service and relationship of universities and society. Increasingly, for
Ugandan universities to be able to serve the best interests of the nation,
essential interests of the very universities must be defended so that they
could remain of utmost value to the society they serve. The challenge
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as conceptualised by Ajayi et al., (1996) is for higher education policy in
Africa to move beyond the search for relevance and identity to the creation
of virile academic communities.1 Indeed, attracting and retaining competent
staff has now become the biggest current problem in African universities
(Amonoo-Neizer, 1998). The immediate priority, therefore, is the need
to re-examine Ugandan universities system of incentives and rewards.
Finally, in the context of ongoing reflections and debates on the situation
and perspectives of the academic profession worldwide, it is obviously
of interest for academics themselves to debate their plight. Accordingly,
the practical aspects of this study can help Ugandan dons to be aware of
factors that contribute to their job satisfaction, and the worrying issues of
their time. This understanding may enable Ugandan dons to address their
plight authoritatively basing on evidence-informed data. Besides, this
awareness may in the long run promote meaningful and career-long
professional development. Indeed, in the era of deprofessionalisation,
bureaucratization and marginalisation of academics world wide (Enders,
1999), the onus is on university administrators and policy makers in Uganda
to enhance sources of job satisfaction, and put in place safety nets to
mitigate the undesirable effects of job dissatisfaction. Failure to address
this scenario, then the writing is on the wall.
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