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Abstract
Academic literature on business management indicates employee job satisfaction as a key workplace factor. Increased productivity is often construed as a
dividend accruing from job satisfaction. Therefore, organizations strive hard
through organizational policies and processes to ensure employees are satisfied with their jobs. Work volition is generally understood as the degree of
freedom organizationally available to choose a job profile. This paper explores
the role of work volition in job satisfaction. It is assumed that chosen work
roles catalyze the process of job satisfaction. The paper factors in internal and
external job satisfaction as contributors to overall job satisfaction. The results
from this work reported a significant impact of work volition on both internal
and external satisfaction.
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1. Introduction
A considerable amount of effort goes into finding the right job for individuals
during and after formal education. As a matter of fact, several studies in the past
have pointed out that only a minority of individuals work to achieve intrinsic
objectives. However, majority of people work for survival needs [1]. This proposition diverges from previous career theories that not all individuals are able to
acquire work that matches their idealized visions of a career [2]. Instead, many
people experience career constraints that limit their volition to achieve employment that aims higher level needs. According to the Psychology of Working
DOI: 10.4236/tel.2018.87092
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Framework by Blustein [1], majority of individuals do not have complete freedom of choice in their career decision making herein referred to as work volition. A number of studies have demonstrated that people derive professional satisfaction from self-chosen jobs over those forced upon due to compelling employment reasons. However, Blustein [1] presented a construct critical to understanding the career trajectory of those who face a spectrum of work-related barriers throughout their career paths.
The employee job satisfaction or motivation is a subject that is widely discussed by researchers from time to time. A variety of the researchers agree on
factors leading to job satisfaction and employee motivation. Recently, Duffy et

al., [3] highlighted the predictors of job satisfaction. The highlighted factors were
“self-efficacy, personality, organizational support, core self-evaluations, person
environment fit, and goal behavior”. Similarly, they further added that although
previous studies were able to highlight various variables, these studies focused
only on one segment of population educated and having access to finances and
opportunities. These studies ignored population with limited opportunities and
financially deprived. The present study is an attempt to answer the call of Duffy

et al., [4] to examine “what makes people happy at work”.

2. The Concept of Work Volition
Work volition is defined as one’s perceived freedom of future work choice despite constraints [3] [4]. It is defined as the perceived capacity to make occupational decisions (or in the case of college students future occupational decisions)
despite constraints. The construct is distinct from the related adaptability construct of control because it explicitly measures the perception of control in career decision making, versus overall career development. Similar to a general
sense of control, work volition represents the feelings of control, however, these
feelings are specific to the domain of career decision making.
Since 1970s, the researchers are focused on the volition in the field of temporary employment [5]. In the recent studies the volition is linked with many positive psychological phenomenon [6] [7] [8]. Volition induces the perception of
choice and control, where these may promote positive attitudes, psychological
well-being, and constructive behaviour [6] [7]. Holtom, Lee, and Tidd [8] argued
that volition is useful in reducing the discrepancy between one’s desired and actual job. Feldman and Turnley, [9] considered work volition may prevent the
development of feelings of relative deprivation in the employees. However, the
researchers agree that work volition operate on a continuum, and change across
the life span due to life circumstances [1] [4].
Recent studies have shown lack of education, poverty, mental or physical disabilities, family pressures, and discrimination are some of the potential barriers
that are likely to constrain an individual’s ability to freely pursue a specific career [1] [2]. Instead of assessing all the potential barriers that individuals may
face in the pursuit of a specific career, measuring work volition encapsulates an
DOI: 10.4236/tel.2018.87092
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individual’s overall perception of choice in relation to occupational decisions.
From the recent studies on work volition, it can be concluded that individuals
are likely to have a unique sense of constraints to their career decision making,
and even those without clearly evident barriers may still feel limited in the careers they feel they can pursue work volition scores have been found to negatively correlate with racial discrimination, sex discrimination, and overall career
barriers [3] [4]. An analogous correlation between work volition and career barriers was found in the development of work volition scale [4]. Other research
studies both on student and adult populations have shown that work volition
moderately to strongly correlates with CDSE, domain self-efficacy, career adaptability, academic satisfaction, job satisfaction, and life satisfaction [3] [4] [10]
[11]. Clearly, work volition is an important construct, yet the examination of
how predictors of this construct function concurrently or relate to work volition
over time is almost entirely absent.

3. Job Satisfaction
Numerous attempts in the past have been made to define and describe job satisfaction [12] [13]. Few notable efforts in this regard are that of Locke [14]
Armstrong [15] and Odom et al., [16]. The earliest attempt to define job satisfaction was made by Locke [14], who mentioned job satisfaction as being any
number of psychological, physiological and environmental circumstances which
lead an individual to express his/her satisfaction with their work. Odom et al.,
[16] on the other hand, described job satisfaction as the employees’ general affective assessment of their job and the degree to which an employee feels positively or negatively about his or her job. Similarly, [15] Armstrong referred to
job satisfaction as the employee’s feeling and attitude. Ranft and Ranft [17] added to the debate by mentioning that job satisfaction is the combination of an
employee’s attitude toward or about the job. This attitude is at times referred to
as a “positive element” [18], which leads to effective employee’s performance,
and makes them less likely to leave the organization [19].
Research conducted by Tourangeau and Cranley, [20] confirmed the importance of job satisfaction, and its relationship with employee’s retention within
organization. Review of previous studies highlighted that job satisfaction and the
intent to leave organization depends upon various factors which include pay,
work schedule, promotional opportunities, co-workers support, and supervision
[21] [22] [23] are correlated, but job satisfaction does not guarantee overall satisfaction.
Generally, job satisfaction can be divided into two different types’ i.e. extrinsic
job satisfaction and intrinsic job satisfaction [24]. Extrinsic job satisfaction refers
to tangible aspects of job and linked with external sources for employees, for
example, pay, co-workers, retirement, health insurance benefits and supervision.
Whereas, Intrinsic job satisfaction is linked with internal sources, for example,
job complexity, amount of responsibility, skill utilization, being able to help othDOI: 10.4236/tel.2018.87092
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ers, enjoying one’s tasks and challenges [25] [26].
Similarly, the previous meta-analytic studies focusing on job satisfaction
showed that personal variables generally had low correlation with job satisfaction [27]. Whereas, job-related perceptions such as task identity, task significance and autonomy had positive correlations with job satisfaction [26]. However, the employee’s lack of satisfaction not only has a negative impact on job performance and success, but also results in increased absenteeism, decreased
productivity and separation from the job [28]. Number of studies have examined
the relationship between job satisfaction and turnover and reported a negative
relationship, implying less satisfied employees are likely to leave the organization
[29] [30] [31] [32] [33]. Similarly study by Vandenberg and Nelson [34] contended that most turnovers in organizations arise from lack of satisfaction, and
satisfaction could lead to higher productivity [35].
Herzberg et al. [36] was of the view that job satisfaction and dissatisfaction
depend on diverse sets of job related to situations and are affected by different
job related factors [37]. Greenberg [38] and Ellickson and Logsdon [39] both
reported that career development, promotional opportunities, responsibility, career advancement, recognition, and achievements are all potential motivators
that may directly impact employee job satisfaction.
It is significant to know the conventional ideas of job satisfaction at the time
Herzberg et al. [36] proposed his theory of satisfaction and dissatisfaction were
measured as extremes on a single scale with a neutral condition in the midpoint
in which individual is neither satisfied nor dissatisfied [40]. Workers shift along
this singular scale as factors are changed or introduced. So, organizations mainly
focused on hygiene factors in an effort to improve output. Herzberg et al. [36]
argued that this approach was flawed. He suggested that in order to increase satisfaction, the factors of motivation must also be improved. Similarly Herzberg

et al., [36], argued that jobs should be restructured to increase the ability of the
employees to accomplish goals that are meaningfully linked to the doing of job.
Job satisfaction can also be reached by matching the individual’s work capacity
to the work he will need to do during the selection process. He also proposed increased role of the supervisor in job satisfaction, managers should provide recognition when needed and effectively plan and organize the work.
Though widely used, Herzberg’s [36] theory has been criticized by several
scholars. Shields [41] criticized the theory on the ground that people normally
blame others for any issues and portray self as the reason behind the success
story. Similarly, Gaziel [42] criticized the theory on the following grounds: 1)
sources of satisfaction and dissatisfaction are overlapped; 2) the theory confuses
events instigating feelings of satisfaction and dissatisfaction with the agent that
triggered the event to happen; 3) the importance of the factors varied as a function of the employee’s job level; 4) the theory seems to be bound to the critical
event method; 5) the theory overlooks the part played by individual employees
differences; and 6) the consistency of the data could have been negatively imDOI: 10.4236/tel.2018.87092
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movable by ego-defensiveness on the part of the employee.

4. Job Satisfaction in Educators
Studies on job satisfaction amongst the faculty member highlighted the complex
nature of the phenomenon [43]. The complexity arises as a result of the diversified background of the faculty members that makes identification of their satisfaction level difficult [44]. Researchers are of the view that higher education institutes are not an exception to the problem of job satisfaction; in fact, educational leaders have increased their focus on the studies to identify factors that
affect job satisfaction of employees at different levels [45]. Previously, the focus
of research studies on job satisfaction was primarily on the industrial sector [44].
This trend of industry focused studies could be judged by the fact that until 1992
only 13.7% of total studies was carried out on faculty job satisfaction [44]. Attempts in the past were made to recognize specific variables and relationship of
these variables to faculty job satisfaction [46] [47]. These factors may range from
organizational support and personal support to overall compensation packages
[48]. In a different but contrasting study Hagedorn [49] formulated her theoretical frame work about job satisfaction by using two divisions between job satisfaction perspectives, which she termed as triggers and mediators.
Similarly, the cross-national study of faculty from 16 different countries,
found different variables and ranked them as important factors for faculty job
satisfaction: pay, career development opportunities, institutional affiliation, level
of job pressure, geographic location and locus of control. And also observed that
other factors i.e. instruction as a primary role, courses taught, institutional facilities, and quality of retirement benefits did not predict faculty job satisfaction
[47].

5. Impact of Work Volition on Job Satisfaction
The decision of an individual about job depends on various factors, one such
factor relates to their ability to make decisions. Researchers for instance revealed
that such decision making, which is based on “internal motivation” is known as
volition [3]. Similarly, when decision making about job is concerned it lies
within the domain of work volition. Duffy et al. [4] describe work volition as
“the perceived capacity to make occupational choices despite constraints”. They
described work volition by using two lenses that is high work volition and low
work volition. Review of recent literature, however shows the focus of researchers to use concept of volition to judge the level of employees’ satisfaction. Numerous researchers, have linked low work volition with low job satisfaction [7]
[8] [9].
Leading researchers on work volition agree on the notion that individual decision about job is based on their “skills, values, and interest” [1] [2]. Duffy et al.,
[10] in a recent work raised the question about the scope of the above argument.
They argued that the existence of constraints limits the ability of individuals to
DOI: 10.4236/tel.2018.87092

1431

Theoretical Economics Letters

D. J. Mohanty, D. A. Aamir

be volitional in their decision making. The constraints they mentioned ranged
from financial limitations to physical & cognitive to social limitations.
Recently, Jadidian and Duffy [50] pointed towards the limited research conducted in the area of work volition. They mentioned that although research was
conducted in the past that were limited only to those variables that were similar
to work volition. For instance, the variables that were previously focused largely
include “sense of control” and “perception of barriers”. A notable effort on work
volition was made by Duffy, Diemer, and Jadidian [3] who developed a scale to
measure work volition. In order to develop the scale Dufffy et al., [4] used two
perspectives i.e. volition and constraints. For constraints they used financial
constraints and structural constraints. Review of previous literature help identify
regular discussion about several concepts which are similar to work volition [3]
[4]. These include sense of control, perception of barriers, career barriers of
control, career locus of control [3] [4].

6. Research Objective
This study aims at exploring the consequences of consciously chosen careers on
job satisfaction levels among educators, particularly among those having taken
to academics out of volition. Following are the research questions:
1) There shall be a positive correlation between work volition and job satisfaction.
2) Suitable career choice can predict job satisfaction levels.

7. The Method
The study employed quantitative research design. The unit of analysis for the
current study was individuals working in the higher education sector in Pakistan. The key respondents in this study were the academic staffs of the HEIs
(Higher Education Institutions) of Pakistan. The primary objective of this study
is to investigate the impact of work volition on job satisfaction of employees in
higher education institutions in Pakistan.
Data was collected from different regions. The population consisted of HEC
(Higher Education Commission) recognized public and private higher education
institutes of Pakistan. There are 160 HEC recognized HEIs out of which 90 are
public, and the rest are private.
A proportionate random sampling technique was applied for the selection of
Higher Educational Institutes. Sixteen Higher Educational Institutes comprised
of 9 public and 7 private institutes. Sampling plans for HEIs are illustrated in
Table 1.
A random sample of 320 faculty members (Lecturers, Assistant Professors,
Associate Professors and Professors) recognized by HEC (Pakistan) were the
participants in this study. Twenty questionnaires were administered in each of
the selected universities. The data was collected from HEIs of the Federal, Punjab, Sindh and KPK province based on the proportionate sampling. From each
DOI: 10.4236/tel.2018.87092
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Table 1. Sampling plan for public sector HEIs.
Region

Total number of HEIs

Percentage to the
population

Sample size
(HEIs)

Total respondents

Capital

24

27%

2

40

Punjab

20

22%

2

40

Sindh

17

19%

2

40

KPK

19

21%

2

40

Baluchistan

6

7%

1

20

AJK

4

4%

0

0

TOTAL

90

100%

9

180

Source: Compiled by the author from https://www.timeshighereducation.com.

institution researcher selected randomly 20 academic employees. This ensured a
proportionate random sample as the number of institutions in Punjab is higher
as compared to other provinces. Similarly the highest number of private HEIs is
in Sindh region. Thus highest sample of the respondents were selected from the
Sindh province. A total of 60 respondents from private HEIs of the Sindh province were selected.
To measure the job satisfaction of the academicians, the short form of the
Minnesota Satisfaction Questionnaire [51] was adopted for the present study.
The Minnesota Satisfaction Questionnaire (MSQ) is one of the most widely used
instruments in the measurement of job satisfaction and its validity and reliability
has been proven over the 40 years that it has been in use. The MSQ short form
consists of 20 items, which measures two types of job satisfaction, namely intrinsic satisfaction and extrinsic satisfaction. Of these 20 items, 12 items measure intrinsic factors/occupational conditions (ability utilization, achievement, activity,
authority, creativity, independence, moral values, responsibility, security, and
social status) and extrinsic satisfaction from 8 items. Responses were based on a
five-point Likert scale where; 1-Strongly Disagree, and 5-Strongly Agree.
For work volition study scale developed by Duffy et al. [4] has been adopted.
There are 11 items that measure an individual’s work volition and are rated on a
5-point Likert scale ranging from 1-Strongly Disagree, and 5-Strongly Agree.
The scale has been used in various studies with an alpha value of 0.80 [3] [4]
[52]. Thus, the scale was found suitable for the present study.

8. Data Analysis
For the analysis, AMOS 21 and SPSS software was used. Confirmatory factor
analysis (CFA) was used to test whether a relationship between the observed variables and their underlying latent construct(s) exist. According to Suhr [53], an
observed variable can be measured directly and known as an indicator, a measured variable, or a manifest variable. On the other hand, a latent construct can
be measured indirectly by identifying its influence on responses to measured vaDOI: 10.4236/tel.2018.87092
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riables. A latent construct is also called an unobserved variable, factor, or underlying construct.
CFA using SEM was used to test first- and higher-order factor models. This
method depends on several fit indices to determine the adequacy of model-data
fit. The chi-square (χ2) is the most common index to evaluate the goodness of fit
of the model. It measures the difference between expected and observed covariance matrices. The closer the chi-square value is to zero, the better the fit is
between the expected and observed covariance matrices [54]. The other indices,
including a goodness of fit index (GFI), adjusted goodness of fit index (AGFI),
normed fit index (NFI), comparative fit index (CFI), and root mean square error
of approximation (RMSEA) are used to assess the model fit. GFI is a measure of
the relative amount of variance and covariance accounted for by the whole model [54]. AGFI adjusts the GFI based upon the degree of freedom in the model
[55] and NFI compares the χ2 value of the proposed model to the χ2 value of the
null model. CFI avoids the underestimation of fit often noted in small samples
for NFI [56]. A cut off criterion of 0.90 for these scores (GFI, AGFI, NFI, and
CFI) is recommended to indicate evidence of a good fit [56] [57]. However,
many researchers interpret index scores above 0.80 to represent a reasonable
model fit [54] [58]. The RMSEA tells us how well the model, with unknown but
optimally chosen parameter estimates, would fit the population covariance matrix ([59] Byrne and Marsh, 1998). RMSEA values less than 0.06 indicate a good
model fit [57]. However, RMSEA values less than 0.08 indicate an adequate
model fit [60]. The fit indices and their acceptable thresholds are shown in Table
2.

9. The Results
The hypothesized relationships were examined by structural model (see Figure 1
& Figure 2, Table 3 & Table 4) using AMOS 21. It is proposed that employees
are likely to report higher job satisfaction levels if they have taken up their favorite jobs. Job satisfaction has been used as the dependent variable. The results
indicate a significant relationship between work volition and employee job satisfaction in both internal and external job satisfaction (β = 0.530, p < 0.05; β =
0.671, p < 0.05, respectively). These results found support for both the proposed
Table 2. Fit indices and their acceptable thresholds.

DOI: 10.4236/tel.2018.87092

Fit index

Acceptable threshold levels

Fit ratio

3.0 [61]

GFI

Values greater than 0.90 [57]

AFGI

Values greater than 0.90 [57]

NFI

Values greater than 0.90 [56]

CFI

Values greater than 0.90 [57]

RMSEA

Values less than 0.08 [60]
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Figure 1. Overall model fit.
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Figure 2. The structural model.
Table 3. Fit Indices of measurement model (CFA).
Fit index

Recommended values [53] [57] [62] [63]

Observed values

Chi-square

<3.0

1577.448

Chi-square/df

0.90

3.924

GFI

0.90

0.941

CFI

0.90

0.873

RMSEA

<0.70

0.063

Table 4. Results of the structural model.
Relationship

Estimates

SE

t

p

External Satisfaction and Work Volition

0.530

0.050

10.62

***

Internal Satisfaction and Work Volition

0.671

0.050

13.28

***

DOI: 10.4236/tel.2018.87092
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hypotheses. Furthermore, the results demonstrate that work volition can be a
useful tool for enhancing employee job satisfaction. Therefore, organizations
focused on proper recruitment methods and those endeavoring to provide employees a satisfying career should strive to give its employees the job content
closest to their ideal.
The results also indicate a positive impact of work volition on both intrinsic
and extrinsic job satisfaction. All the factors of intrinsic and extrinsic job satisfaction were found significantly correlated with work volition. Therefore, to ensure that employees are satisfied, the organizations should provide freedom of
choice on kinds and quality of jobs based on employee job preferences [63].
The overall positive correlations also indicate that employee retention as an
organizational goal can be better achieved with organizations offering roles consistent with individual likes and preference. Furthermore, a positive correlation
was reported across the study samples, further cementing the assumption that
work volition has universal appeal at least in the higher education sector in
whole of Pakistan. Therefore, the role of choice based careers cannot be emphasized more.

10. Discussion
In one of the first studies in Pakistan on impact of work volition on employee
job satisfaction with a limited sample size, this study provides credence and credibility to other studies in this domain on significance of work volition on a variety of work related characteristics including job satisfaction. The study was
consistent with previous studies that a satisfied employee is more likely to have
chosen or stepped on the right job [3] [64] [65] [66]. The results from an underdeveloped country like Pakistan having far more number of job seekers than
available jobs, are testimonial of the construct that men would spend a lifetime
on jobs they love. A less satisfied but well paid worker is more likely to switch
jobs than the one who is well engaged with his work [25] [67] [68] [69]. Hence
employee engagement programs designed around work volition can likely yield
improved retention figures for the organization.

11. Limitations and Recommendations for Future Research
Like every study, this study also had several individual and external limitations
and constraints. The first limitation is the size of the sample. The study covered
a few higher educational institutes of Pakistan, a larger sample could have added
more credibility to the findings. The second limitation is limited diversity. A
sample drawn from a more diverse population could have improved the applicability of the findings. Since, results are often influenced by organization type,
employees’ attitude, and rank in the organization. Finally, this study did not account for cultural variables (e.g. collectivism, and traditionality) or employee
attributes (e.g. person-organization fit and person-job fit) on the relationship
between organizational justice and organizational commitment. Future studies
DOI: 10.4236/tel.2018.87092
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can consider examining the moderating effect of cultural variables on work volition and job satisfaction while studying samples from academic institutes. This
study has also opened the door for exploring other relations like work volition
and employee retention, work volition and employee engagement programs,
work volition and worker loyalty amongst other organizational and human resource studies.
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