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ABSTRACT: This study aimed to determine the difference in job satisfaction of permanent and contract employees working in government and private schools and colleges of Peshawar. Sample of 100 teachers were selected from both government and private schools. Generic Job satisfaction questionnaire was administered and results were analyzed through SPSS.The result shows that there is a significant difference in job satisfaction of private and government schools and colleges and also suggests that government employees are more satisfied than private employees.
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INTRODUCTION
Job satisfaction consist of two terms i.e. job and satisfaction, the term “Job” is defined as when number of people possess similar assignments associated by similarity of purpose OR an employee in an exchange do assignment in reciprocity for pay. A job is comprise of an assignment  that are (1) outlined and clearly defined, and (2) are often accomplished, appraise, plan, and assigned a standard (Job,2016).The other term is “satisfaction” which refers to inner state  pleasure that follows the fulfillment of needs , desires and expectation .It reveal that there exist a link between what one expect and what one get (Satisfaction,2016).Thus job satisfaction is describe as when an employee is satisfied from the working environment, both emotionally and physically (Hoppock,1935). Job satisfaction is also explained as to proportion to which the employee’s expectations match with the factual grants provided by that specific organization (Davis & Nestrom, 1985). Furthermore, Job satisfaction inferred as undertaking employment one likes, doing it in a satisfactory way and also remunerate for one’s endeavor. (Kaliski, 2007). It is also elucidated as to the extent to which a personal’s expected reward meets factual reward provided by organization (Statt, 2004)
Around 3, 3500 articles and publication have been published on job satisfaction till now.  (Locke, 1976). The numbers will be double if taken in account the relevant articles and publication (Oshagbemi, 1999). 
Job satisfaction consists of three significant domains. Behavioral is how an employee acts at the workplace, Cognitive is how an employee thinks about job (demanding, interesting or boring) and emotional domain refers to how employee feel about their job (like/dislike). Job satisfaction can also be global and facet. Global refers to how an individual experience their job in general. Facet is, how much an employee is satisfied from particular feature of job. An employee can be generally satisfied but might not satisfy from particular aspect of the job (Bernstein & Nash, 2008).
According to Korman (1991) two factors influence employee’s job satisfaction i.e. organizational factor and personal factor. Organizational factors include occupational level (the high ranking job results in immense satisfaction), salary (positively related to job satisfaction), benefits, opportunity for advancement (employee will become more satisfied if they can see the path to move up the rank), relationship with supervisor and coworkers (rude and unpleasant coworker and supervisor results in lower job satisfaction), workload (greater workload and short deadline results in conflict between employee and supervisor ,which lowers job satisfaction), working condition (employee can work for longer hours if working conditions are favorable i.e. proper light and space, stress level, rewards (bonuses and extra paid time), leadership style (considerate leader results in higher job satisfaction) and job content (greater the variation in content, the greater will be job satisfaction). Personal factors include age (age and job satisfaction have favorable correspondence up to pre-retirement year and then a sharp decrease afterward), personality job fit and qualification (negative relation exist between two variable, higher the education level, lower will be satisfaction with the occupational level), role perception (employee perception of the kind of activities and behavior they should engage in on job), gender and career development.
There are several famous job satisfaction theories i.e. affect theory, dispositional theory, equity theory, job characteristic model, expectancy theory and two factor theory. The Affect theory recognizes the importance of human needs and suggests that job satisfaction is contrast in what individual desires from a job and what individual receives from a job. Furthermore, this notion also describes that job satisfaction of an individual is dependent on how much individual value the feature of work. This specific feature determines individual job satisfaction and dissatisfaction. For example, when autonomy is given to employee who values it, in result he will be more satisfied from job as compare to employee who is indifferent (Locke, 1976). Dispositional approach is more concerned about genetically determined individual trait.  Individuals differ in tendency to be satisfied from their job (Staw, Bell & Clausen, 1986).
According to Equity theory, when individual perceives equality between two individuals, the individual feeling of equity is maintained. Individual is less likely to be distressed because there is balance between output and input. For example, when an employee’s pay raise based on doing same task, than the employee who didn’t received same reward feel distressed. When both employees receive same rewards on completion of same task, equity will be conserved (Huseman, Hatfield & Miles, 1987). Two factor theory explains two important facet of job satisfaction i.e. motivators, comes from job contents i.e. work, responsibility, achievement and recognition and dissatisfaction, emerge from job context i.e. company notion, relationship with coworker, type of supervision and job itself (Herzberg, Mausner & Snyderman,1959)
Job characteristic model suggests that five core job features combine and form a Motivating Potential Score (MPS) of a job. These Motivating Potential Score are freedom, feedback, task clarity, task importance and skill diversity, which in turn determine employee job satisfaction and motivation. These five core features then result in three psychological states i.e. meaningfulness of work (job has personal meaning to employee), responsibility (because of autonomy given, employee feels responsible for success and failure) and knowledge of the outcome (which comes from the feedback). MPS does not affect every employee at the same level. Employee who is with high growth need affects by job characteristics like autonomy and development of new skill at job (Hackman & Oldham, 1979). According to Expectancy theory, individual is more motivated to work hard and more satisfy from their job if they recognize positive outcome is the consequence of industrious behavior (Vroom,1964)
Many researchers claimed that significance of motivators in determining employees’ job satisfaction. Employee with higher motivation is more satisfied as compare to their counter part (Syed, Bhatti, Michael, Shaik & Shah, 2012). Job satisfaction motivators are divided into three groups .i.e. intrinsic motivators (persons desire to teach and sense of fulfillment, self-efficacy and dialogical communication between teachers and student), extrinsic motivators (job condition such as reimbursement, workload, job security, annuity and insurance) and Academic freedom (autonomy to choose teaching methods and material is crucial element of job satisfaction) (Sharabyan, 2011). Job satisfaction of an individual is effected by the type of motivator (intrinsic or extrinsic) and the level at which individual perceive failure and accomplishment (Daft, 2005). Most researches (Wu & Short, 1996) suggest intrinsic satisfiers are more important for teachers, but other studies explicate the significance of both satisfier i.e. intrinsic and extrinsic satisfier in personal job satisfaction (Dvorack & Philips, 2001). Intrinsic satisfaction drives from the profession itself whereas safety of work environment, availability of recourse, salary and supervision are the extrinsic factors. When individual feels need of support from administrative head, they are not satisfied from working condition then they are more inclined to abandon the institute (Smith, 2007).
Herzberg, Mausaer, Peterson and Capwell (1957) studied 150 researches and finally reach to various important factors of job satisfaction i.e. pay (involve monitory remuneration of work done), intrinsic aspect ( which is not effected by external working condition i.e. motivation , aim ,sense of fulfillment etc) ,supervision (relationship with his immediate supervisor ) ,working condition ( includes physical aspect of job i.e. working hours , comfortable place etc) ,company and management (organization policy and relationship with all supervisor other than immediate supervisor),advancement opportunities (that hard work would result in organization status),benefits (include company policy for illness ,old age etc), communication (how the information convey in the organization i.e. information of new development and information of company suggestion system.
Different researchers measured job satisfaction on the basis of different factors but much researchers measured job satisfaction on the basis of supervision, support, promotion, relations with coworker and most importantly pay. (Devaney & Chen, 2003).These factors are also taken in consideration by Kusku in 2003 while conducting research in turkey on job satisfaction .Chen, Ployhart, Thomas, Anderson & Bliese, (2011) added some new factors i.e. respect , management style , feedback  and  motivation .Job satisfaction of teachers is assessed by various determinant comprising remuneration , supervision,  governance , teaching, promotion, working environment, employees behavior and the job overall (Sseganga & Garrett, 2005). The main are only four factors responsible for an employee satisfaction is pay, opportunities of promotion, supervision and coworker behavior (Luthans, 2005). The worker peculiar personality characteristics and working environment determine the individual degree of job satisfaction (Moynihan & Pandey, 2007).
A study performed to analyze "organizational commitment and job satisfaction among teachers during times of Burnout for developing and tested a model for Burnout and its influence on job satisfaction and organizational commitment”. She evaluated 153 academic institute and revealed that there are three main factors of job dissatisfaction i.e. lack of recognition, lack of personal development and emotional enervation results in decreased job satisfaction (Nagar, 2012). According to Klecher & Loadman (1996) there are various factors which contribute in satisfaction of job but main are salary, freedom in ones job, job working condition, interaction with student and coworker. Job satisfaction is found to influence by functional administrator style and cooperative management in U.S government institutions (Kim, 2005)
Pay of an employee play major role in job satisfaction irrespective of type and size of organization. According to Oshagbemi (2000), there is an absolute relation of job satisfaction with a pay. A study conducted in Massachusetts Higher education by Grace and Khalsa in 2003, proved that salary play important role in job satisfaction. Pay in government sector is greater than in private and hence teachers are more satisfied in government sector as compared to private (Raj & Lalita, 2013). Age and working condition is reported of immense importance by the manager of government sector in a study conducted by Tirmizi, Malik, & Mahmood-ul-Hasan in 2008.
Supervisor moral support and encouragement in accomplishment of task consider to be highly accountable in individual job satisfaction (Ting, 1997). When individual feels need of support from administrative head and are not satisfied from working condition then they are more inclined to abandon the institution. (Smith, 2007). The manager relationship with the employees determines the employee’s job satisfaction comprehensively (Aamodat,1999).
Qualitative supervision play important role in providing appropriate guidance and emotional support when needed. (Robbins, Odendaal & Roodt, 2003). Bassett (1994) also declared that administrative head up rise the humanistic part of the job. Qualitative relationship with administrative head has an inclusive impact on job satisfaction (Graham & Messner, 1998).
Qualification of an employee must match his job, when employee perceive match between his qualification and job, he will become more satisfied from his job (Johnson and Johnson, 2000). Feedback by administrative head also contributes in job satisfaction of employees. It is revealed that if employees get consistent, timely and useful feedback, this will result in substantial satisfaction from the job and will produce positive effects on employee performance (Wiedmer, 1998). 
Ellickson & Logsdon (2002) conducted study and came to conclusion that equitable workload effect job satisfaction. Beheshti, Hajizadeh, Khodaparas, Shojaei & Ranjbar, (2014) add one more factors i.e. greater workload. Job satisfaction is also influenced by Leadership style and research proved that democratic leadership styles (where leader gives importance to decisions and views of team members) result in employee’s higher job satisfaction as compared to autocratic leadership styles (the leader who gives importance to her/his own ideas and least concern about the choices and ideas of team members) (Bhatti, Mailto, Hashmi, Shaikh and Shaikh,2012)
Researches claimed that job satisfaction has strong relation to opportunities advancement and promotion in job (Peterson, Puia, & Suess, 2003). This view is also maintained by Ellickson & Logsdon (2002) that advancement clear policy and opportunities are of considerate importance in employees’ job satisfaction. As there are limited opportunities of promotion in common private sector as compared to government sector of Pakistan, therefore it is discouraging employees from remaining in job. Employee personality attributes and work characteristic both has its own importance in individual satisfaction from the job (Santhappar and Alam, 2005). Sokoya(2000) used work attributes to assess the job satisfaction level of manager in government institutes.
Human Resource Management (SHRM) conducted a survey on satisfaction of job in late 2015 and came to result that 88% of employee are generally satisfied from the job. Among 88%, 37 % reported being very satisfied and 51% average satisfaction. 89% of respondent were satisfied skill development, 77% of respondent were satisfied from the relationship with the coworker, 70% of respondent are satisfied from encouragement and feedback provided by the supervisor.
Happiness Research Institute (2015) in collaboration with Krifa and Gallup examined the job satisfaction on employees in Europe and found that Denmark has the happiest and satisfied employees, 94 % Denmark employees reported very satisfied from their job. Greece employees are least satisfied from job i.e. 38%. Whereas Austria 90%, Belgium 90%, Finland 89%, Eu average 70%, Croatia 60%, Romania 60% and in Spain 53% employees are satisfied from their job. Employees reported six factors of job as very important i.e. purpose, influence, leadership, achievement, work life balance and relationship with colleagues. Participants appraise the significance of six factors and result revealed all the factors were important; however, some factors are more effective than other. Respondents reported, purpose of the job to be most important, followed by the leadership, influence, achievement, work-life balance and least important are relationship with coworker.
A teacher is one, who enlightened students according to specific educational program, provide fundamental guidance and assess student participation in an academic program. (“Education (Queensland College of Teachers) Act 2005,” 2016). Ghazi (2012) conducted a research and revealed that lecturer in larger schools are more concerned about grade and salaries and hence are led satisfied.
A study conducted by Kosi, Sulemana ,Boateng and Mensah on teachers in 2015 to find relationship of an employee’s  job satisfaction with the employee’s ambition and the purpose to abdicate ones job. In this study, they found that there are four main motivators of teachers i.e. job security, recognition, reward and salary. Rutebuka (2000) concluded after conducted a survey that almost all (68.8%) of the lecturers were dissatisfied with their class sizes and learning materials offered to them by school and colleges.
One of the detailed study was conducted in Sikkedah on job satisfaction of teachers to observe the factors (personal/organizational) effecting employee’s job satisfaction. Personal factors were personality, age, gender and job experience and organizational factors consist of supervision, workload and promotion. Results revealed that job satisfaction is effected by all factors significantly (Badril , 2009).
The National Center for Education Statistics (NCES) conducted research in 1997 to analyze teacher job satisfaction in terms of four variables i.e. teacher personal characteristics (race, sex, experience, qualification), teacher salary/benefits, job environment (duties, encouragement) and school characteristics (school level, school minorities, school sector , community type). Result showed that teachers in non-rural areas, in minority schools, with administration support, with less working experience in elementary schools, are more satisfied from their job. In general, job environment contributes more in job satisfaction than salary and benefits. They also showed that younger and female employees were more satisfied than older and male.
A study conducted by Castillo and Cano (2004) to examine the importance of various factors responsible for the job satisfaction of an employee and concluded that employees were generally satisfied from their job. The employees reported the factor “job itself” was most motivating factor and working condition to be least motivating factor. The importance of other factors i.e. supervision, recognition, relationship with colleagues, reported differently by employees.
Mertler (2016) conducted web based survey in state of Arizona. Teachers were asked series of questions including perception of retention. Results revealed that 26% teachers are not satisfied from their job. Among them 65% are not satisfied from their salary. Most highly ranked job satisfaction factors were recognition, sense of achievement, relationship with colleagues and students. Furthermore, top ranked incentives are appreciation from student; student improved performance and allowed to buy advance equipment for class rooms.
Ping (2014) conducted detail survey on teacher’s job satisfaction across the country and revealed that teachers who perceive their profession as ecclesiastical objective are more satisfied from their job and they also value student development more than their salaries. Robin, Henke, Chen, Geis, & Knepper, (2010) examined in study that secondary school teachers are discontented with job than younger and less-experienced academics.
Degree of job satisfaction is different in different organizations depending on whether it is private or government organization. Private college charges tuition fee from every student. Government doesn’t give funds to private colleges, hence faculty is supported by the tuition cost provided by the student but the funds in government colleges are received by government. (Difference between private and government, 2013).
Rainey (1983) inquired forty middle executives of government and private organizations within the U.S. The findings ensure those private executives are happier than government executives because they perceive that their individual performance is infirm associated with financial incentives. There is higher degree of work satisfaction of government worker as compare to private workers because job satisfaction has been evaluated in terms of work atmosphere, ability to manage time for the family and stress level. If work satisfaction has been evaluated in terms of benefits, professional progress, and personal freedom than private employees are more satisfied in contrast to government employees (Buelens and Broeck, 2007). 
Akhtar, Hashmi and Naqvi (2010) investigated in comparative study that there's no important distinction between employee’s job satisfactions whether working in government or private institutes. Kataria conducted an extensive research in Tehsil & Distt. Moga (Punjab) India in June, 2014. He came to the following conclusion e.g. Government female employees reported higher satisfaction from the job than government male, Government urban employees are more satisfy from their job in contrast to government rural employees, Private male employees are more satisfied from their job in contrast to private female employees, Private urban employees are more satisfied from their job as compared to private rural employees. 
In west Bengal, a study conducted to assess job satisfaction among teachers. This study revealed that job satisfaction of teachers in government institute are better than private institutes because of various factors e.g. low salary, job insecurity, least possibility of promotion and increment. Because of all these reasons teachers in private institution are not working vigilantly. (Ghosh, Panda, 2011) 
Job satisfaction is also related to type of working contract e.g. whether it is permanent or contract employees. Contractual employees work for a particular length of time or till a particular project is completed. Permanent workers haven't any specific end date for employment and usually stay employed till they’re dismissed or laid off or prefers to quit (Hirsh, 2016).
A study conducted in government teachers of Bangladesh revealed that female employees are more satisfied from their jobs in contrast to male employees (Alam,Talha,Sivanand & Ahsan,2005). A study conducted in United State on teachers revealed that female are more satisfied regarding relation with coworker and task assigned whereas male are more satisfied from their promotion, wages and administration. This study also showed that ranks play important role in employee job satisfaction (Okpara, Squillace & Erondu, 2005). Pedro conducted a study in 1992 and found that female employees are more motivated and committed to their job than male employees. 
A research conducted in Ali Garh Muslim University revealed that female teachers are more satisfied and highly committed to job than male teachers (Kumari & Jafri, 2011). This result also confirmed by Zilli and Zahoor (2012). Poza and Poza (2003) suggest that job satisfaction of female is higher than in male. Studies conducted in turkey on teachers to explore job satisfaction relating to gender. Sample of 290 teachers were selected. Job satisfaction questionnaire (JSS) was used as research questionnaire. Research shows that male have less job satisfaction than female teachers because society expects higher status from males in job. When males do not meet expectations of the society, they feel dissatisfaction. (Gursel , Sunbul & Sari, 2002).
Job satisfaction is closely connected to human Psychological health. In recent year’s variety of people joined teaching profession. A satisfy teacher plays an important role in uplifting the society. A dissatisfy teacher will become dyspeptic and will produce tensions. A tense teacher may have negative influence on the student learning process. Low level of job satisfaction leads to higher rate of absenteeism and turnover which in turn leads to organization productivity (Hausknecht, Hiller & Vance 2008). A study conducted on 250 Turkish employee reveal that satisfied employees are more commitment and hence the turnover rate also significantly decreases (Yucel, 2012). Job satisfaction of teachers is crucial for three reasons, first, it has an impact on standard of teaching and student learning and progress. Second, it influences teacher’s decision to stay or leave the institute. Finally, job satisfaction has strong impact on psychological health and self-fulfillment. (Michaelowa & Wittmann , 2007) 
Edmans (2012) assessed the connection between job satisfaction and organization worth. When analyzing the one hundred best firms of America; he concluded that organization monetary outcomes is associated with employee job satisfaction and therefore of crucial importance.
Job satisfaction has strong influence on job performance and organizational commitment. (Ostroff, 1992). Hee (2008) observe that there are some main reasons of teacher’s retention or leaving job i.e. lack recognition, shortage of time to spend with family, care for own children qualification and low salary.
A detail study conducted by Branham (2005) on effect of higher job satisfaction on overall company and results showed that if company employees are satisfied, it will lead to 78% better protection documentation. 76 % more success in lower the degree at which employee leave the institution (turnover) 86% high ranking by customers and 70% increase in company overall production.
Objectives of the Study:
·	To observe a difference between job satisfaction of government and private faculty members of school and colleges.
·	To analyze the difference between job satisfaction of permanent and contract faculty in government school and colleges.
·	To analyze the difference between job satisfaction of permanent and contract employees in private school and colleges.
Hypothesis:
·	Government employees would have high job satisfaction than Private Employees.
·	There would be a significant difference between job satisfaction of permanent and contract employees in government institutes
·	Job satisfaction among permanent employees would be higher than contract employees in private institutes.

METHOD
Sample 
Hundred teachers sample (N=100) were selected for the present study comprising contract and permanent teachers of government and private schools and of both genders i.e. male (n=50) and female (n=50) selected through convenient sampling technique. 
In the present study, data was collected from F.G Girls high school, F.G Boys high school and ICMS School and College System.
Instruments:
Demographic Sheet:
Demographic Information was obtained about name, gender, age, institution, qualification, designation, salary, year of service, job scale, class level and type of working (contract/permanent) through the developed demographic sheet	
Generic Job Satisfaction Scale:
Generic Job Satisfaction Scale developed by Scott Macdonald and Peter Maclntyre (1997) was used. This scale consists of 10 items and more appropriate for employees between ages of 25 and 60. Generic job satisfaction scale is a 5 point likert scale ranging from strongly disagree (1) to strongly agree (5).
Procedure:
The objective of the study was to compare and analyze the differences between job satisfaction of permanent and contract employees working in government and private schools and colleges. There are two Independent variables, one was type of school and colleges’ .i.e. private/government and second independent variable was type of working i.e. permanent/contract. Job satisfaction in this study is dependent variable. The school teachers were approached and the purpose of study was explained to them. They were requested to participate in the study. Rapport was built by introducing intent of the study. They were convinced that provided information will only be used for research purpose. After establishing rapport, the participants were provided the demographic sheet and Generic job satisfaction scale to obtain information about the participants and to assess their job satisfaction. By having the responses, the results were analyzed by using T-test and ANOVA through Statistical Package for the Social Sciences (SPSS).

RESULTS
Table 1: Analysis of Variance on scores of Job Satisfaction between Government and Private Employee.


Sum of square
Df
Mean square
F
Sig.
Government employee
Between group

14.813

4

3.703

4.278



.003

Private employee

Within group


82.227


95


.866




Total

    100.040

99




Table 1, indicating that there is significant difference in job satisfaction of contract and permanent employees working in government and private schools and colleges. Specifically our result also suggests that government employees are more satisfied than private employees and supporting our hypothesis 1.







Table 2: t-test scores on Job Satisfaction between Permanent and Contract Employees in Government Schools and Colleges
Test Value = 0

T
Df
Sig. (2-tailed)
Mean Difference
95% Confidence Interval of the Difference





Lower
Upper
Job Satisfactions of Permanent employees
59.173
100
.000
4.360
4.21
4.51
Job Satisfactions of Contractual employees
34.243
100
.000
2.780
2.62
2.94

The Table 2 indicates a significant difference in the scores for job satisfaction of permanent employees (M=4.360) and contract employees (M=2.780) conditions; t (100) = 59.173, p = .000”. These results suggest that type of working contract i.e. permanent and contact really does have an effect on employee’s job satisfaction. Specifically, our result also suggests that permanent employees are more satisfied than temporary employees in government school and colleges thus proving the Hypothesis 2

Table 3: t-test scores on Job Satisfaction between Permanent and Contract Employees in Private Schools and Colleges
Test Value = 0

T
Df
Sig. (2-tailed)
Mean Difference
95% Confidence Interval of the Difference





Lower
Upper
Job satisfaction among permanent employees

42.308
199
.000
3.875
3.69
4.06
Job satisfaction among contractual employees
32.543
199
.000
2.990
2.81
3.17

The findings in Table 3 display that, there exist a significant difference in the scores for job satisfaction of permanent employees (M=3.875) and contractual employees (M=2.990); t (199) = 42.308, p = .000”. These results suggest that type of working contract i.e. permanent and contact really does have an effect on employee’s job satisfaction in private institutes. Specifically, our result also suggests that permanent employees are more satisfied than temporary employees in private institutes and therefore confirming Hypothesis 3 of the study.

DISCUSSION
This study aimed to determine the difference in job satisfaction of permanent and contract employees working in government and private schools and colleges of Peshawar. Sample of 100 teachers were selected from both government and private schools. Generic Job satisfaction questionnaire was administered and results were analyzed through SPSS.
The result on Table 1 shows that there is a significant difference in job satisfaction of private and government schools and colleges and also suggests that government employees are more satisfied than private employees. According to findings, job satisfaction level of teachers working in government schools and colleges are higher than job satisfaction of teachers working in private school and colleges. Khalid, Irshad and Mahmood (2011) also suggest the same finding that government teachers are more satisfied than private teachers. Similar results were found by DeSantis and Durst (1996). They assessed knowledge from the National Longitudinal Surveys of Youth (NLSY, 1982), and concluded that government staff report higher job satisfaction than private staff.
A study conducted in Lahore, Pakistan compared organizational justice and workload influence on job satisfaction in at secondary level from both government and private institutes. Hundred employees were selected from both private and government institites. The result shows that government employees are overall more satisfied from working hours and working conditions as compared to private employees. Private employees described job conditions and working hours very tough as compared to government employees (Chughati & Perveen, 2013).
Tooley, Dixon & Olaniyan (2005) findings concluded that Teachers working in private schools are less satisfied because they get less extrinsic benefits in contrast to government schools. Salary did not affect the job satisfaction and employee decision to stay or quit the job but job insecurity makes employees to stay or leave organization. They also found that more than half of employees of private institutes want to have job in government institution. (Snezana, Velimi, Dobrica & Nenad, 2013).
According to Morris, Lydka and Creevy (1993) and Iverson (1996)) greater job security leads to greater organization commitment and job security is higher in government jobs as compared to private jobs. Job insecurity also influences employee’s behavior and performance at work (Rosenblatt & Ruvio, 1996). Another study conducted by Ashford, Lee & Bobko (1989) revealed the same result job satisfaction and institutional commitment is immensely effected by job insecurity. In general employees in private sectors have less confidence on job security as compared to government sectors and because of same reason have lower level of job satisfaction than their counter parts (Jung, Kwangho, Moon, Jae, and Hahm, 2007).
Gupta and Gehlawat (2013) conducted research on 480 secondary schools of Rohtak Division of Haryana to assess the relationship among job satisfaction with the motivation and type of school i.e. private or government. It was concluded that due to higher job security in government schools, teachers are more committed and satisfied than private teachers.
A similar research was conducted by Ayub (2010) in Karachi, Pakistan to contrast job satisfaction of employees of private and government sector. She revealed that there is significant difference between job satisfaction of employees employed in government and private universities i.e. government employees are more satisfied than private employees.  Another study was conducted in Istanbul to measure the job satisfaction of government and private teachers. Government school teachers are more satisfied from job in terms of freedom to perform, their qualification match their job, respect, advancement opportunities  and sense of accomplishment (Colakoglu & Odabas ,2013) 
Maidani (1991) conducted a research on Herzberg's theory (Herzberg, Mausner, & Snyderman, 1959). of job satisfaction to compare difference between private and government employees using a questionnaire based on Herzberg's classification scheme. Research showed that people worked in government sectors are more satisfied than private sectors. A survey was conducted in Bangladesh by Rahman and Parveen on December 2006 up to January 2006 in private and government schools to compare job satisfaction among them. Study revealed that employees in government sectors are more satisfied than in private sectors.
A relative examination of job satisfaction of government and private employees was conducted by Shahbaz, Sohail and Latif, (2011) In Faisalabad, Pakistan. Conclusion of this research was that government teachers are more satisfied from their job in terms of advancement, qualification, pay, family and work life balance, job security and duty hours. Private teachers are not satisfied from job regarding salary and working hours. Furthermore, there is no specific plan for promotion of teachers in private schools which also decreases their job satisfaction level. Another study was conducted on teachers of Ganderbal on both government and private school’s teachers at elementary level and concluded that government teachers are more satisfied from their job in terms of financial benefits, job security, supervision, advancement and working hours, relationship with co-worker and recognition for hard work (Dar, 2016).
Ghinetti (2007) used Italian survey data of 1995 to study difference between job satisfaction of private and government employee and came to conclusion that employment contract play vital role in job satisfaction, as a consequence government employee are more satisfied from their job than private .A study conducted in Azad Kashmir, Pakistan, 300 teachers were randomly selected .This study extended knowledge by explaining that private school teachers are more dissatisfied than government in terms of salary, promotion, long working hours and lass off days (Shabbir, Wei, 2015). 
The result of table 2 displayed that there is difference in job satisfaction of contract and permanent employees within government institute i.e. contract teachers are less satisfied from job as compared to permanent employees. These findings are also supported by research conducted by Prinsloo & Barnard in 1998.Results of their research showed that contract employee’s show lower degree of job satisfaction than permanent employees specifically regarding supervision, work environment and standard of management.
Brown, Elmaghrabi, Holthaus, and Kaplan (2014) performed relative examination on Young Government Workers. They came to conclusion that permanent workers are optimistic regarding their job, pay and advancement opportunities and hence are more satisfied from their job as compared to temporary workers. Dawson, Hopkins and Veliziotis run Britain survey in 2014 and examine that the most important facet of low job satisfaction of temporary employees is job satisfaction; other features are of less significance. By controlling one facet i.e. job insecurity, the difference in job satisfaction of permanent and temporary employees can be mediated. A relative study of temporary and permanent staff job satisfaction in government institution of India also showed temporary employees are less satisfied than permanent employees. (Kumar, Khan, Inder and Mehra , 2014 )
Gupta and Gupta investigate 608 teachers of government degree colleges from Jammu city colleges in 2013.Out of which 399 were permanent and 209 were contract teachers. They inferred that permanent teachers show high satisfaction in all facet of job in contrast to temporary employees. Permanent teachers are satisfied from job content, student behavior, acknowledgment, pay, advancement and personal growth. 98 % permanent teachers also report that they have sufficient time to manage household and family. Permanent employees experienced less stress and more independence in decision making at job in comparison to temporary teachers. Around 85 % temporary teachers reported highly dissatisfaction regarding their remuneration. Approximately 21 % of temporary teachers are not satisfied from the way their problems are handled. About 26 % temporary teachers describe dissatisfaction from advancement opportunities.
A research investigates job satisfaction of government employees in six European countries i.e. Spain, Belgium, Sweden, Netherlands, Germany, UK and Israel. The results also confirmed higher job insecurity perceived by temporary employees and consequently lower job satisfaction (Isaksson, Bernhard, Claes, Witte, Guest, Krausz, Mohr, Peiró, Schalk, 2003). Jahn (2013) run longitudinal study in government institution of Germany and inferred job insecurity is the main factor responsible for dissatisfaction of temporary employees than permanent employees.
Table 3 results indicate that contract employees were less satisfied than permanent employees working in private school and colleges. This result also supported by research conducted by Khan in 2014 in private institutes of Punjab, Pakistan. They also concluded that permanent employees are highly satisfied than temporary from their job specifically regarding pay and job security. Biggs and Swailes (2006) examine the relation of job satisfaction and organizational commitment with the type of working contract and found out the significant relation. Permanent workers are highly satisfied and highly committed than their counterpart.
A study conducted in Finland to investigate the relation of contract employment with job satisfaction, psychological wellbeing and health. Sample of 526 private employees was selected. Employees remained under study for two years, in this time sickness reports, psychological wellbeing and job satisfaction have been studied. In follow up period, 137 employees became permanent in that time .Significant decrease in self-reported sickness and increase in psychological wellbeing and job satisfaction scores has been reported following the employment contract change (Virtanen, 2002). Temporary teachers experience continues stress due to job insecurity, which can further induce several mental problems as shown by the study of Shakir and Zia (2013). Hossain and Hossain (2016) examined the job satisfaction of private teachers of Bangladesh and displayed that permanent teachers are favored with job security and also supplementary advantage over temporary teachers and therefore more satisfied.
A research conducted in Germany and Belgium in relation of type of employment with employee’s mental health, job satisfaction and institutional commitment. The research conclusion displayed inverse relation of job satisfaction with temporary employment. They also showed that permanent workers experience lower job insecurity and greater institutional commitment in contrast to temporary employees in private institutions (Rigotti, Cuyper, Witte, Korek and Mohr, 2009). A study conducted on teachers of five private Dutch universities to evaluate the effect of type of contract working on job satisfaction. Sample selected were very educated i.e. PhD graduates. The results revealed, temporary teachers are more satisfied than permanent employees and the reason they provided was low job security and job content of contract employment. Job satisfaction also effect teacher’s personal life and likelihood of starting the family. (Waaijer, Belder, Sonneveld, 2016)
Implication to Research and Practice:
The literature review demonstrates job satisfaction of an employee is effected by various factors. Most influencing factors are salary, working condition, contingent rewards, supervision, communication, unconventional benefits and promotion. It is important to consider these factors which contribute in job satisfaction of teachers before designing a research project. This study attempts to investigate various contributing factors and difference in job satisfaction of teachers employed in government and private schools and colleges. So that administrative staff consider these factors while making institution policy

CONCLUSION
·	The result displayed that job satisfaction of teachers working in government schools and colleges are higher than job satisfaction of teachers working in private school and colleges.
·	It also revealed that permanent teachers are more satisfied from the job than contract teachers working in government school and colleges.
·	It also showed that job satisfaction of permanent teachers is higher than contract teachers working in private school and colleges.
Limitation and Suggestion
·	The sample was only selected from convenient sampling i.e. Peshawar. Therefore, finding cannot be generalized on a broader spectrum. Hence for the purpose of the further studies in the same dimension, the sample should include the population of the other cities as well.
·	As a self-reporting inventory was used so there is always a possibility of being biased and discriminatory recall when reporting. More objective measuring instruments should incorporate for further studies. 
·	This study revealed overall job satisfaction of government and private teachers but not specifically displayed different factors responsible for job satisfaction of an employee. However, further studies could permit considerate understanding of factors for job satisfaction in teaching profession.
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