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Abstract- This study investigates the growing discontent
among employees concerning salary growth in private
higher education institutions in Bangalore. With a focus
on faculty members, the research explores the intricate
relationship between management practices,
performance evaluations, and the feedback mechanisms
that influence salary increments. The findings reveal
significant dissatisfaction driven by perceived inequities,
lack of transparency, and inadequate recognition of
contributions. The analysis highlights that long-term
faculty members with advanced qualifications are
particularly affected, leading to diminished morale, job
satisfaction, and potential retention challenges. The
study underscores the need for transparent, fair, and
performance-aligned salary increment processes to
enhance employee satisfaction and institutional
effectiveness. Recommendations include revising
compensation structures, improving communication,
and fostering recognition to mitigate dissatisfaction and
support workforce stability.
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INTRODUCTION

In recent years, the higher education landscape has
experienced significant transformations, especially
within private colleges. As the competition for
enrolment intensifies and funding sources dwindle, the
focus on enhancing educational quality has taken a
backseat. At the core of this dilemma lies a profound
sense of employee dissatisfaction stemming from the
increment processes within these institutions. This
study aims to explore the complexities surrounding
employee dissatisfaction regarding salary increments,
with particular emphasis on the role of management,
the quality of faculty, and the shortcomings of
feedback mechanisms.
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The Context of Private Colleges: Private colleges
operate under a business model designed to maximize
profitability while ultimately serving the educational
aspirations of students. This duality often places
financial considerations above pedagogical quality.
Consequently, while student enrolment numbers may
provide a facade of success, employee morale,
particularly among faculty, has consistently shown
signs of strain. Faculty members, who are the
backbone of educational institutions, find themselves
increasingly disillusioned with pay increments, which
are often perceived as inequitable and poorly
managed.

The Role of Management: Management personnel
play a pivotal role in shaping institutional policies,
including those related to salary increments. However,
it is not uncommon for management to exhibit a lack
of sensitivity towards the quality of professors and the
work they produce. An alarming number of private
college  administrators  prioritize  operational
efficiencies and financial constraints over academic
excellence. This focus results in a systemic neglect of
faculty contributions, as the metrics for assessing
performance often lack objectivity and fail to capture
the holistic value that quality educators bring to the
institution.

Moreover, the criteria used to determine increment
eligibility frequently hinge on arbitrary benchmarks
rather than substantive evaluations of pedagogical
effectiveness. In many cases, the traditional focus on
research outputs or student enrolment figures
overshadows the necessity for qualitative assessments.
As a result, dedicated professors may feel
undervalued, especially when their commitment to
student engagement, mentorship, and curricular
innovation goes unrecognized. The disconnect
between management’s goals and the realities of
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teaching has exacerbated feelings of frustration among
faculty, leading to dwindling job satisfaction.

The Feedback Mechanism and Administrative
Disengagement: Principals and department heads hold
the responsibility for providing feedback on faculty
performance, a process that should ideally serve as a
foundation for subsequent salary increments. Yet, this
mechanism often suffers from a lack of robustness and
reliability. Many principals, either due to
administrative inertia or due to concern for their own
job security, remain neutral during the increment
process, offering lukewarm assessments that fail to
accurately reflect the performance of faculty members.
This neutrality creates a culture of ambiguity and
mistrust, where faculty members question the integrity
and fairness of the increment process.

In many private institutions, the absence of clear and
actionable feedback contributes to a cycle of
dissatisfaction. When professors invest significant
time and energy into enhancing their teaching
methodologies and enriching student experiences, yet
find themselves overlooked during increments, it
inevitably fosters a sense of worthlessness. The
principles of recognition and appreciation become
hollow, severely undermining faculty morale and
productivity. The lack of authentic evaluation means
that high-performing educators may not receive the
acknowledgment they deserve, thus perpetuating
feelings of resentment and disengagement.

The Consequences of Employee Dissatisfaction:
Unaddressed employee dissatisfaction can have
cascading effects on higher education quality. When
faculty members feel undervalued, their motivation to
deliver high-quality education wanes. This neglect can
erode the very fabric of the educational institution,
leading to deteriorating student experiences and
outcomes. In such an environment, the focus on
teaching diminishes, often resulting in increased
turnover rates of talented professors who seek more
equitable employment conditions elsewhere.

Furthermore, student perceptions are inevitably
influenced by faculty dissatisfaction. Students are
astute observers of faculty morale and engagement,
and a demotivated teaching staff can lead to a decline
in student satisfaction and academic performance.
Over time, private colleges that fail to prioritize the
well-being of their educators may find themselves at a
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competitive disadvantage, struggling to attract both
faculty and students.

OBJECTIVE OF THE STUDY

1. To |Identify Key Factors Contributing to
Employee Discontent with Salary Growth

2. To Assess the Impact of Salary Growth Policies
on Employee Morale and Retention

3. To Propose Recommendations for Improving
Salary Growth Practices

METHODS

Developed a comprehensive questionnaire focusing on
salary increment policies, satisfaction levels, and
suggestions for improvement.

Conducted semi-structured interviews with a subset of
respondents to gain qualitative insights into their
experiences and opinions.

Used statistical tools to analyse survey data and
thematic analysis for interview responses.

REVIEW OF LITERATURE

Herzberg’s Two-Factor Theory: According to
Herzberg (1959), employee satisfaction and
dissatisfaction are influenced by different factors.
Herzberg identifies "motivators" (e.g., achievement,
recognition) and "hygiene factors" (e.g., salary,
working conditions). Salary increments fall into the
hygiene factors category. Herzberg’s theory posits that
while inadequate salary can cause dissatisfaction,
improvements in salary alone do not necessarily lead
to long-term satisfaction unless combined with
intrinsic motivators (Herzberg, 1959).

Expectancy Theory: Vroom’s (1964) expectancy
theory suggests that employees are motivated to work
harder if they believe their efforts will lead to desired
outcomes, such as salary increments. Dissatisfaction
arises when employees perceive a mismatch between
their efforts and the rewards received, impacting their
motivation and job satisfaction (Vroom, 1964).

Equity Theory: Adams (1965) highlights that
employees compare their inputs and outputs with those
of others to assess fairness. Discrepancies in salary
increments can lead to feelings of inequity, resulting
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in dissatisfaction and decreased motivation if
employees feel they are not being fairly compensated
compared to their peers (Adams, 1965).

Market Comparisons and Compensation Structures:
Research shows that competitive salary structures are
crucial for retaining faculty. Higher education
institutions often face challenges aligning salary
increments with industry standards due to budget
constraints. An inadequate adjustment can lead to
dissatisfaction and impact employee retention (Kezar
& Sam, 2017).

Performance-Based Salary Increments: The alignment
of salary increments with performance evaluations is a
key issue. Studies indicate that while performance-
based increments can enhance motivation, they can
also lead to dissatisfaction if the evaluation criteria are
perceived as unfair or opaque (Judge & Ferris, 1993).
Effective performance management systems are
necessary to ensure that increments are reflective of
true performance (Milkovich & Newman, 2008).

Management and Transparency: Transparency in the
salary increment process is critical. Lack of
transparency can lead to distrust and dissatisfaction
among employees. Research suggests that clear
communication about how increments are determined
and regular feedback can improve perceptions of
fairness (Baker, 1998; Larkin, Pierce, & Gino, 2012).

Role of Leadership in Employee Satisfaction:
Leadership style and management practices
significantly  impact  employee  satisfaction.
Transformational  leadership,  which  involves
motivating and inspiring employees, can positively
influence job satisfaction and perceptions of fairness
in salary increments (Bass & Avolio, 1994).

Effectiveness of Feedback: Effective feedback
mechanisms are essential for addressing employee
concerns regarding salary increments. Studies
highlight that constructive and actionable feedback
helps employees understand their performance and
areas for improvement, thus aligning their
expectations with organizational rewards (London,
2003).

Administrative Neutrality and Its Impact: Neutral or
vague feedback from administrators can exacerbate
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dissatisfaction.  Research  shows that when
performance evaluations are not rigorous or specific,
employees are more likely to feel undervalued and
demotivated (McGregor, 1960; Kluger & DeNisi,
1996).

Impact on Morale and Productivity: Employee
dissatisfaction with salary increments can lead to
decreased morale and productivity. Studies show that
dissatisfaction negatively affects job performance and
increases absenteeism, which can ultimately impact
organizational effectiveness (Locke, 1976; Herzberg,
1959).

Turnover Intentions and Retention: Dissatisfaction
with salary increments is a significant predictor of
turnover intentions. Research indicates that inadequate
compensation contributes to higher turnover rates,
which can disrupt organizational stability and increase
recruitment costs (Griffeth, Hom, & Gaertner, 2000;
Tett, Jackson, & Rothstein, 1991).

RESULTS AND DISCUSSION

Demographic Breakdown

Category Sub-category Count
Role at the college Faculty 28
Administration Staff | 12
Support Staff 02
Others 18
Duration of | Less than 1 year 00
Employment
1-3 Years 10
4 —6 Years 12

More than 6 Years 38
Highest Level of | Bachelor’s Degree 00
Education

Master’s Degree 54

Doctorate / Ph.D. 06

Others 00
Department Academic 60
Affiliation

Administrative 00

Students Services 00

Facilities 00

Management

Others 00

1. Prevalence among Academic Staff: Given that all
respondents are from the Academic department, it
is likely that the dissatisfaction with increments is
particularly acute among faculty members.
Academic staff often face different expectations
and challenges compared to administrative or
support staff, such as increased pressure to
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publish, secure grants, and contribute to academic
advancement, which might amplify their
dissatisfaction with salary increments.

2. Long-Term Employment Impact: The fact that a
majority have been employed for over 6 years
suggests that these employees have witnessed
stagnation in their salary progression. Long-term
employees might feel more strongly about
inequities in salary increments compared to newer
hires.

3. Education Level and Expectations: With most
respondents holding a Master’s degree, and a
notable number holding a Doctorate or Ph.D.,
there might be a heightened expectation for higher
increments commensurate with their advanced
qualifications. The lack of respondents with just a
Bachelor's degree indicates that dissatisfaction
may not be as pronounced among those with
lower educational qualifications.

The analysis reveals that dissatisfaction with
increments is a significant concern among the
academic staff, particularly those with long tenure and
higher educational qualifications. The absence of input
from administrative, student services, and facilities
management  staff limits a  comprehensive
understanding of the overall dissatisfaction across
different roles. Addressing these concerns may
involve reviewing increment policies to ensure they
are fair and reflective of the contributions and
qualifications of long-term academic staff.

Analysis and Interpretation of Salary Satisfaction and
Increment Perceptions
1. Satisfaction with Current Salary

Very Dissatisfied 1 1
Dissatisfied
Neutral S
satisfied  (TRIONED
Very Satisfied s

0 10 20 30

39 out of 60 respondents are dissatisfied with their
current salary, while only 30% are satisfied, indicating
a significant gap in employee satisfaction.

2. Perception of Frequency of Salary Increments
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Frequency of Salary Increments

a0

10 35
20
10 10
0 2
Very Frequent Occasionally  Rarely Never

Frequent

Most respondents (35 out of 60) view increments as
rarely occurring, potentially contributing to
dissatisfaction, and no respondents believe they are
very frequent, indicating a general consensus.

3. Adequacy of Increment Amount in Relation to
Performance and Contributions

Adequacy of Increment Amount

Strongly Disagree s
Disagree N
Neutral SN
Agree 5

strongly Agree @
0 10 20 30 40

Most respondents disagree with salary increments,
with 40 out of 60 disagreeing or strongly disagreeing,
and only 5 agreeing, indicating dissatisfaction with the
alignment of increments with performance.

4. Receipt of Salary Increment in the Past 12 Months

Receipt of Salary Increment

™~

49 out of 60 respondents haven't received a salary
increment in the past year, indicating dissatisfaction
and highlighting the potential issue of infrequent or
inadequate salary adjustments.

5. Rating of the Increment Received in the Past 12
Months
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Rating of the Increment Received
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Most recipients of increments were unsatisfactory or
very unsatisfactory (41%), while only 9 rated them as
satisfactory or very satisfactory, indicating unmet
expectations.

Summarising

High dissatisfaction with current salaries and
increments is evident, with infrequent, inadequate, and
lack of recent increases contributing to the issue, as
well as the perception of insufficient performance.

Analysis and Interpretation of Factors Affecting
Satisfaction
1. Factors Contributing to Dissatisfaction with Salary
Increments

Factors Contributing to Dissatisfaction
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Employees are concerned about the transparency in
criteria and discrepancies in increment decisions, with
48 respondents stating their contributions are not
acknowledged. Insufficient amount and irregular
frequency are also significant issues. Economic
conditions are less of a concern, suggesting external
factors are not the primary drivers of dissatisfaction.

2. Recognition of Contributions and Performance
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Recognition of Contribution and
Performance

The majority of employees (54 out of 60) express
dissatisfaction or strong disagreement with the
recognition and appreciation of their contributions and
performance.

3. Transparency of the Increment Process

Transparency of the Process

30

20

10 I
0 0

vgrv Transparent  Neutral Opaque Vervc?paque
Transparent
Out of 60 respondents, 35 find the increment process
neutral or opaque, with no rating for transparency,
indicating a lack of clarity and openness, leading to
dissatisfaction.

4. Impact of Dissatisfaction on Motivation and Job
Satisfaction

Impact on Dissatisfaction

20

15

10

s B
0 0 0

Significantly Somewhat No Impact Somewhat Significantly

Improved  Improved Decreased Decreased
Out of 60 respondents, 40 report dissatisfaction with
increments decreasing motivation and job satisfaction,
with 12 stating it significantly decreases, indicating a
negative impact on employee morale and engagement.

5. Consideration of Leaving the College
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Consideration of Leaving the
College

N

Most employees (48 out of 60) are not considering
leaving, but 12 are considering it due to salary
dissatisfaction, indicating a significant impact on their
future at the college.

Summary:

Issues such as lack of transparency in increments,
perceived discrepancies, and inadequate recognition
contribute to employee dissatisfaction, job
satisfaction, and retention risks, with a small
percentage considering leaving the college.

RECOMMENDATIONS

Given the high level of dissatisfaction with salary
increments, it is crucial for the college to review and
potentially revise its compensation structure. Consider
conducting a comprehensive salary review to ensure
increments align with industry standards and
employees' qualifications.

The infrequency and inadequacy of increments are
major sources of dissatisfaction. The college should
establish clearer, more regular increment schedules
and ensure that increments are reflective of
performance and contributions.

The lack of transparency in the increment process is a
significant concern. Implement a transparent
framework for how increments are determined,
including clear criteria and communication regarding
how performance impacts salary adjustments.

There is a notable concern about performance not
being adequately recognized. Develop a more robust
system for recognizing and rewarding employee
performance, which could include regular
performance reviews and feedback mechanisms.
Employees are concerned about discrepancies
compared to their peers. Conduct a review to ensure
fairness in how increments are distributed and address
any perceived inequalities.
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The opacity of the increment process indicates a need
for better communication. Regularly update
employees on how increments are determined and any
changes to the process.

Given the impact of dissatisfaction on motivation and
job satisfaction, it is important to monitor these factors
closely. Consider implementing initiatives to boost
morale, such as professional development
opportunities or team-building activities.

Although most employees have not considered
leaving, some are contemplating it due to salary
dissatisfaction. Develop retention strategies, including
career advancement opportunities and increased
support for professional growth, to mitigate the risk of
losing valuable staff.

CONCLUSION

The data reflects significant dissatisfaction among
faculty members regarding salary increments, with
issues related to infrequent increments, inadequate
amounts, lack of transparency, and perceived
unfairness. The concerns are primarily among long-
term employees who hold advanced degrees and are
primarily within the Academic department.

To address these issues, the college should prioritize a
review and restructuring of its increment policies,
focusing on fairness, transparency, and alignment with
performance.  Enhancing communication  and
recognition of employee contributions will also be
vital in improving morale and job satisfaction.
Addressing these areas proactively will help retain
current employees and foster a more motivated and
engaged workforce.

SCOPE FOR FURTHER STUDIES

To gain a fuller picture, it might be helpful to collect
more data from other departments and staff roles, and
to analyze additional factors such as the specifics of
increment policies, personal job satisfaction, and
external job market conditions.
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