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Short Research Article AN ASSESSMENT OF SELECTEDMIEGRAPHIC FACTORS

AND THE LEVEL OF JOB SATISFACTION OF SENIOR UNIVERYBY STAFF

ABSTRACT The study was focused on the need to neiter what demographic factors were
related to the level of job satisfaction of Senimversity Staff. The study adopted a
descriptive corelational design to elicit relevaribrmation which were analysed using the
SPSS version 13 window. A modified version of thb Diagnostic Survey developed by
Hackman and Oldham (1980) distributed to 1535 Sddioversity staff. The information
gathered from 1243 respondents showed that signifielationships existed between the job
satisfaction constructs and the demographic factbgender and age. When considering
Senior University Staff current position, a sigo#nt difference was found between Academic
and professional & Technical Staff regarding howhegroup rated satisfaction with co-worker
relations. Significant relationships were deterrdiaéthe p < .05 level. INTRODUCTION
Some of the most widely used definitions of jobsfattion include Porter et al. (1975) who
define job satisfaction as one’s reaction agairsghr occupation or organization, Locke
(1976) who defines job satisfaction as a pleasarabpositive emotional state resulting from
the appraisal of one’s job or job experience andiBand Lofquist (1984) who define it as the
result of the worker’s appraisal of the degree kicl the work environment fulfils the
individual’'s needs. As well as the above definisandicate, a review of published works
reveal that there does appear to be general agneénaet job satisfaction is an affective
reaction to a job that results from the comparisbactual outcomes with those that are desired
( Oshagbemi, 2003). Most research into job satigfadias been undertaken in the business
sector with attempts often having been made totatlape findings to higher education
(Okpara et al., 2005). Though there has been numgrablications on job satisfaction, there
has been relatively little empirical data gathevadhejob satisfaction of Academics in gene

( Okpara et al., 2005). Perhaps this area hasoetwed so much attention because a high

of job satisfaction generally has been presumeist in a university setting (Pearson and
Seiler, 1983). When considering job satisfactia@mdgraphic variables should be considered
to thoroughly understand the possible factorsltéead to job satisfaction and dissatisfaction
far back as 1927, Herzberg, Mausner, PetersonCapdell

identified several characteristics of satisfiedgdissfied workers. They indicated that morale is
high when people first start their jobs. Morale @ase during the next few years and remains
at a relatively low level until workers are in thiite twenties or early thirties. At this timebjo
satisfaction levels begin to rise and continuade through the remainder of the workers’
careers. The same trend is found in regard to &evsrlength of service. Workers begin with
high morale, which drops during the first year amchains low for a number of years. Then as

length of service increases, job satisfaction ketehd to rise.
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The relationship between gender and job satisfadtidl continue to draw attention since some
studies reviewed by Herzberg et al. (1957) inditditat males are more satisfied with their
job, while others indicated tt females are more satisfied. The status of edutatievel and

its relationship with job satisfaction is not cledther. Some

studies showed that workers with more educatiore laekigher job satisfaction level, while
other studies indicate that workers with more etdanéhave a lower job satisfaction level.
Other studies showed no relationship between toe Herzberg et al. (1957) suggested that a
clear conclusion cannot to drawn concerning jolsfadtion and its relationship to marital
status, number of dependents, number of previoasgpations, or ethnicity. In a study of
agricultural education teachers in Ohio, Cano anteM1992b) found that the teacher’s age,
years in current position, total years teachingl, @egree status were not sigrantly related tc
overall job satisfaction. In general, both maled tamales were equally satisfied with their

jobs. These findings are similar to a later stufiihe same nature by Casti
Chars#: 13805

Words#: 2481

http://pubs.aged.tamu.edu/jae/pdf/V 0l46/46-03-002.pdf

Chars#: 10932
Words#: 1954
http://pubs.aged.tamu.edu/j saer /pdf/V 0l 55/55-01-102.pdf

Chars#: 10932
Words#: 1954
http://www.jsaer .or g/pdf/V0l55/55-01-102.pdf

Conkilin, and Cano (1990). Therefore, over an apipnate tenyear period, agriculture
teachers’

selected demographic characteristics were notfgigntly related to their overall level of job
satisfaction. The findings from these two studigéar(o & Miller, 1992b; Castillo et al., 1999)
implied that older or younger teachers were noessarily more or less satisfied with their
jobs.Additionally, the longer a teacher remained inphafession the less his or her overall
satisfaction level was affected (Castillo & Can892). When the same demographic variable
were examined in yet another study that explorediifierent classifications of agriculture
teachers (Cano & Miller, 1992a), it was found tbvgrall job satisfaction was not significantly
related to any of the demographic variables. Alttothe Ohio researchers’ findings are
consistent, their findings on age, total yearshewy; and degree status are contrary to the
findings of Berns (1989) and Grady (1985). Berrd8@) found that as the age of the teacher
increased, so did his or her overall job satistectevel. Grady (1985) found that as the nun
of years of teaching experience increased, ovetakatisfaction increased as well. Berns
91989) discovered that a teacher’s educational lse affected his or her overall job
satisfaction level. A teacher with a master’'s degmas more satisfied with his or her teaching
position than a teacher with only a bachelor’'s degBecause of these inconsistencies in the
literature, perhaps findings on the relationshipl@iographic variables to overall job
satisfaction should only be applied to the areahich the study was conducted. Research has
been conducted on whether Staff level of job satisbn was related to age, years of
experience, educational level, and marital stauml(ews, 1990; Bowen, Radhakrishna, &
Keyser, 1994; Fetsch & Kennington, 1997; Griffie8%#; Nestor & Leary, 2000). Regarding
age, intrinsic job satisfaction was higher for #astheir age groups of 23 to 33 and 46 to 50



9Nestor & Leary, 2000). This is consistent with timelings of Griffin (1984), who found in a
study of Extension home economists that age waseckto job satisfaction. The findings of
Bowen et al. (1994) indicated that age was relaigdb satisfaction, since they found in a
study of Professional Staff that those who werewoldd a higher level of job satisfaction. On
the other hand, Andrews (1990) found no relatign&l@tween age and the job satisfaction
level of Extension agricultural agents. Nestor hadry (2000) did find that as one’s years of
experience increased as an Extension faculty merhiseor her intrinsic and overall job
satisfaction increased as well. Bowen et al. (128 found this to be true for Professional
Staff, while Fetsch and Kennington (1997) fountdbibe true for all Senior University Staff in
their study. In contrast, Griffin (1984) and Andie({.990) both found no relationship between
job satisfaction and years of experience. Concgrtiie educational level of Extension facu
Andrews (1990) discovered a relationship betweert&iibnal level and job satisfaction.
However, Baven et al. (1994) and Griffin (1984) found no suelationship. Marital status w
related to the job satisfaction levels of Profesaldtaff as indicated by Bowen et al. (1994)
who found in a study that married ProfessionalfState more satisfied with their jobs than
those who were single. Fetsch and Kennington (1880) found a relationship between ma
status and job satisfaction levels. They found ladtbrced and married agents to be more

satisfied with their jobs than agents who were nevarried, remarried, or widowed.
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Adekola (2012) did not find the same result i ndtisdy of University Non-Teaching staff in
relation factors predicting their burnout levelv8el studies involving Senior University Staff
regarding their job satisfaction levels and geridere been conducted (Bowen et al., 1994;
Nestor & Leary, 2000; Riggs & Beus, 1993, Adek@al?2.). However, the literature is
divergent, illustrating that some studies indidhtg females have higher levels of job
satisfaction, while other studies indicate thatesalo (Bowen et al., 1994; Riggs & Beus,
1993). There are even some studies that indicatdtibre is no relationship between gender
and job satisfaction levels (Nestor & Leary, 200@hereas Nestor and Leary (2000) found no
relationship between gender and job satisfactiogg$and Beus (1993) found that as the
number of areas of responsibility increased fordkenagents, job satisfaction increased as’
The opposite was true for males. When their aréassponsibility increased, their job
satisfaction levels decreased. However, males mile areas of responsibility were more
satisfied with their colleagues than were femalendg) It was also found that both male and
female agents alike who had fewer areas of respiibsand fewer children living at home
were more satisfied. Bowen et al. (1994) as welhtba relationship between job satisfaction
and gender. They discovered that female Profeds8in# were more satisfied with their jobs

than male agents. Theoretical Fr
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amework Job satisfaction is one of the most comatea facing today’s managers when
managing their employees (Aziri, 2011). Accordiadhe Lise and Timothy 2004; employee
surveys, can be used effectively for improving emgpe attitudes and making organizational
changes. Warsi et al (2009) found that job satigfacwork motivation and organizational
commitment were positively correat each other. Job dissatisfaction also appedrs telatec
to other withdrawal behaviours, including latenesspnization, grievances, and drug abuse,
and decision to retire. (Lise & Timothy, 2004). M0$1997) has stated that absence of job
satisfaction leads to lethargy and reduced orgéioiza commitment. Locke (1976) described
job satisfaction as “a pleasurable or positive éomatl state resulting from the appraisa

one’s job or job experience. Job satisfaction sbeisted with job enrichment, good
supervision, and clear roles and met expectatiatcfidll et al, 2001). According to the
Luthans (1998) there are three important dimendiofeb satisfaction as emotional response
to a job situation, how well meet or exceed exgemnta, and related attitudes about important
characteristics of the job (work itself, promoti@pportunities, supervision and co-workers)
There are several theories of job satisfaction. Hlaezberg two factor theory of satisfaction is
the one of the most famous theory of job satisbacthat proposed a theory about job factors
that satisfy & dissatisfy employees. He concludexbé factors of company policy, supervis
interpersonal relations, working conditions an@sahbs factors creating job dissatisfaction. He
found five factors; achievement, recognition, therkmtself, responsibility and advancemen
strong determiners of job satisfaction. Accordiaghte Affect theory satisfaction is determined
by a discrepancy between what one wants in a jdbadrat one has in a job. Hackman and
Oldham’s

(1976) job characteristics theory describes thaticiship between job characteristics and
individual response to work. This theory is prolyahle most welknown and widely discuss:
effort to explain the reladhship of job characteristics to job satisfactibhe job characteristic
theory was originally tested with the intentionsdagnosing jobs to determine if and how they
should be redesigned to improve employee motivaimhproductivity and then later to be
used to evaluate the effects of job changes on@raps. At the most basic level, five core job
characteristics lead to a number of personal antt watcomes that are beneficial to the
individual ( Hackman & Oldham, 1975; 1976). A jditatacteristic is an attribute of a job that
creates conditions for high work motivation, sattsion, and performance (Hackman &
Oldham, 1980). According to a job characteristiesotry proposed by Turner and Lawrence
(1965), employers should build into employees’ jobgain characteristics that create
satisfying conditions. Hackman and Oldham (1980)sexd this theory and proposed five core
job characteristics that should be included in jaby These characteristics include skill varit
task identity, task significance, autonomy, andibeek. However, because people respond



differently to the same job, employers must take sonsideration both job characteristics and
the work context of the job itself when redesignimgyk for their employees. Hackman and
Oldham (1980) also defined the four personal ankkwatcomes of the job characteristics
theory. These outcomes include internal work maeitve growth satisfaction, general
satisfaction, and work effectiveness. Internal woiitivation indicates an employee’s
satisfaction when performing well on the job beeaiss rewarding and satisfying to do so,
thus serving as an incentive for continuing to sdl.Wrowth satisfaction indicates employee
satisfaction when employees have enriched oppaesrior personal learning and growth at
work. General satisfaction indicates employee fati®n when employees indicate how
satisfied they are with their jobs and how fregletiitey think of quitting their jobs. These
three affective outcomes combine to form the pabsatisfaction constructs. Finally, work

effectiveness indicates an employee’s satisfactidoth the quality and quantity of
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good or services produced ( Hackman & Oldham, 12980). — The job satisfaction levels of
the academicians were found to be moderately I8ghial status was ranked as the highes:
compensation was ranked as the lowest of the exahiiems. The results of the study
indicated that professors reported a higher le/glosatisfaction as compared to instructor
and research assistants. Nonetheless, among tregdigrhic variables age, length of servic
present university and in higher education as aewwere significantly related to job
satisfaction. Marital status and gender were rgtiicantly related to job satisfaction. (Boran
Toker, 2011)

How satisfied individuals are with certain aspegfttheir work context may affect their
willingness to respond positively to work enrichrhéfhose who are relatively satisfied with
job security, pay, -worker relations, and supervision tend to respoide positively to jobs
rating high on the job characteristics, thus hawarggher level of context satisfaction. These
four aspects of work context combine to form thetegt satisfaction constructs (Hackman &
Oldham, 1980).
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Objectives The study was focused
to determine what demographic factors were relaigte level of job satisfaction of Senior
University Staff. The specific demographic factadsiressed in this study were: Gender

Indigineship Age Marital Status Education Previposition(s
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) with other University Current positioning the Warsity Methods and Procedures Population
The population for this descriptive correlationaidy was all Senior University staff employed
by the Olabisi Onabanjo University in Ago- lwoye April 2014 ( N = 1535). This included
Academic, technical Staff, and Professional Swff1535 were included in the study. The
University is State owned whereas some of the eyeplataff are not indigenes of the State,
The non-indigenes are by convention not considepdaitions that are consider vital
especially the Principal Officers position. Studgtrument Senior University Staff level of job
satisfaction

was obtained utilizing a modified version of thé Jaiagnostic Survey developed by Hackman
and Oldham (1980). However, the Job diagnostic Suwas modified such that only three of

its seven sections were used in this study.
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Demographic information were elicited through aiddial section containing 10 questions
created by the researcher to the instrument.

Statements in two of the sections were rated oipaim rating scale ranging from strongly
disagree to strongly agree. These two sections wssé to measure two (internal work
motivation and general satisfaction) of the sevaeats of job satisfaction. Also called job
satisfaction constructs. Items in the third secti@ne rated on a 7-point scale ranging from
very dissatisfied to very satisfied. This sectiogided scores for the remaining five job
satisfaction constructs (growth satisfaction, $atison with job security, satisfaction with pay,
satisfaction with co-worker relations, and satistatwith supervision) (Hackman & Oldham,
1980). The last section consisted of questionsaslatd the participants pertinent demographic
information. Scale scores for the job satisfactionstructs were computed for each agent
utilizing the scoring key provided by Hackman andiam (1980). Upon calculating scores
for the seven job satisfaction constructs, the fireee, internal work motivation, growth



satisfaction, and general satisfaction, were caiegd as personal satisfaction. The last four,
satisfaction with job security, pay, co-worker taas, and supervision, were categorized as
context satisfaction ( Hackman & Oldham, 1980).i&®lity and Validity Hackman and
Oldham (1974) established internal consistencybéities of each of the scales measured by
the Job Diagnostic Survey. Oldham, Hackman, andcBda976) later reported reliabilities for
two job satisfaction scales not addressed in tii@listudy, satisfaction with job security and
satisfaction with pay. Reliability coefficients ftire job satisfaction constructs ranged from .56
(satisfaction with co-worker relations) to .84 (gtb satisfaction) (Hackman & Oldham, 1974,
1975). The median of the correlations betweentdras composing a given scale and all the
other items that are scored on different scalek@tame general type, often called off-
diagonal correlations, provide one indication @ thscriminant validity of the items included
in the Job Diagnostic survey. For the job satisbactonstructs, the median off-diagonal

correlations ranged from .23 (satisfaction withveorker
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relationsO to .28 (growth satisfaction) ( Hackma®&ham, 1974). Data Collection Data
collection was accomplished through distributiorgoéstionnaire. Prior to data collection, the
Researcher addressed the Senior Staff throughWnens notifying them that they would be
asked to participate in the study and encouragem tio participate. Of the 1535 staff

invited to participate in the study, 1324 respontiethe survey for an overall response rate of
86.2%. Due to incomplete data or @rficipants choosing not to participate, 1243 sysweere

usable, making the final usable response rate
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80.9%.
Data Analysis Data were analyzed using the Stegilsfiackage for the Social Sciences (SP.
Version 13 for Windows). Descriptive statistics;liding means and standard deviations, \

use to summarize the data. Frequencies and pegesnigere reported for the demographic
Chars#: 13805
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data Computation was done for Means and standardtibms as revealed by the statistics for
the job satisfaction constructs.

Relationships between the job satisfaction condraed gender, Indigene/Non Indigene,
marital status, and whether or not the particifea held a previous position to other

Universities prior to his or her current
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position were determined using point- biserial elation coefficients ( rpb). The rank-biserial
correlation coefficient ( rb) was calculated toeatatine the relationships between the job
satisfaction constructs and age, while the Spedswmha correlation coefficient (rs) was
calculated to determine the relationship betweerjdh satisfaction constructs and age, while
the Spearman’s rho correlation coefficient (rs) walsulated to determine the relationships
between the job satisfaction constructs and eduta8ignificant relationships were
determined with an a priori alpha level of .05. HessPopulation Description The largest
percentage (41.2%) of the participants identifleehtselves as Administrative Staff, while
32.2% were classified as Academic. Technical awfeBsional staff

accounted for 26.6% of the participants. Genderefggrted in Table 1, low significant
relationships were found between gender and tHréeegob satisfaction constructs, growth
satisfaction (rpb = .32), satisfaction with job ety ( rpb = .29), and satisfaction with pay (
rpb = .33). After examining the scatter plots foe telationships between gender and these
three constructs, it was found that females ratedith satisfaction, satisfaction with job
security, and satisfaction with pay higher thaneasaRll other relationships were low as well

except for the one between gender and satisfaatithnco-worker relations
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(rpb =.09), which was negligible. Indigene/Non4yehe Low significant relationships were
found between Indigene/Non Indigene and two ofidbesatisfaction constructs, general
satisfaction (rpb = .32)



and satisfaction with supervision ( rpb = .34) ([Eab). After examining the scatter plots for
relationships between Indigene/Non Indigene ansgelwo constructs, it was found that Non

Indigenes rated general satisfaction and satisiaetith supervision lower than other
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Indigene/Non Indigenes. Negligible relationshipsevieund between Indigene/Non Indigene
and internal work motivation ( rpb = .05) and betwdndigene/Non Indigene and satisfaction
with pay ( rpb =.09). Age No significant relatitnss were found between age and the job
satisfaction constructs. Satisfaction with job s#gurb = .13) and satisfaction with pay (rb =
.11) were the only two job satisfaction construwsing low relationships with age. All other
relationships were negligible. Marital Status Ngnsiicant relationships were found between
marital status and the job satisfaction constru@tdy two low relationships were found. These
relationships were found between marital statusiatednal work motivation (rpb = .11) and
between marital status and satisfaction with paop(= .12). All other relationships were
negligible. Education Again, no significant relatships were found between the demographic
factor and the job satisfaction constructs. The @l relationship found was between
education and satisfaction with pay (rs = .24).dtHer relationships were negligible. Held a
previous Position with other Universities No sigrant relationships were found between
whether or not a participant had held a previoustjpm with the another University and the
job satisfaction constructs. All relationships e negligible, except for the low relationship
with satisfaction with supervision ( rpb = .21).bl@1. The Relationships Between the Job

Satisfaction Constructs and gender and
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Indigine/Non Indigine for All staff (N = 1243). rplob satisfaction construct Gender a
Indigine/Non Indigine Personal Satisfaction Condtinternal Work Motivation .15 .05
Growth Satisfaction .32* .16 General Satisfactibd® .32 Context Satisfaction Construct Job
Security .29* .11 Pay .33* .09 Co-Worker Relatiod8 .10 Supervision .17 .34* al = Female;
2 = Male b1 = Indigine; 2 = Non Indigine *p < 05 @ent Position Job satisfaction means for
all staff ranged from 4.30 to 6.80 (table 2). Pssfenal and Technical staff rated the job
satisfaction construct of satisfaction with co-warkelations the highest (M = 6.80), while
Administrative Staff rated the job satisfaction stvact of satisfaction with pay the lowest ( M
= 4.30). The means among the staff groups were &biksix of the seven job satisfaction
constructs. A significant difference was found bew Academic and Professional and
technical Staff ( Scheffe Mean Difference = .3427,

p = .032) regarding how each group rated satigfaatiith coworker relations. Academic rat



this construct significantly lower than Professio&taff. Table 2: Means of the Job satisfaction

Constructs for All
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senior University Staff (N = 1243) M Job SatisfaatiConstruct Academic Administrative
Staff Professional Staff Personal Satisfaction @owes Internal Work Motivation 5.59 5.86
5.98 Growth Satisfaction 5.88 6.15 6.29 Generakation 6.20 5.44 5.27 Context
Satisfaction Construct Job Security 5.80 6.49 ®&% 4.76 4.30 4.85 Co-Worker Relations*
6.25 6.53 6.80 Supervision 4.80 5.21 5.22 Note:

Means of two job satisfaction constructs (intemwatk motivation and general satisfactionO
were derived from a combination of items contaimetivo of the sections of the Job

Diagnostic Survey. Means of the remaining five job
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satisfaction constructs (growth satisfaction, $attson with job security, satisfaction with pay,
satisfaction with co-worker relations, and satigtatwith supervision) were derived from
items contained in another section of the DiagedStirvey Academic differed from
Professional Staff. Technical Staff did not diffeym the other two groups *p < .05. Findings
and Discussion The results of this study indicdt@narelationship

were observed between gender and the job sat@fiaobinstructs of growth satisfaction,
satisfaction with job security, and satisfactiothapay. Females rated all three of these
constructs higher than malendicating a higher level of satisfaction wirgonal learning ar
growth opportunities at work, job security, and gamsation. Previous studies have shown
similar findings (Bowen et al., 1994; Riggs & Be@893). However, even though the literature
indicates a relationship between gender and jabfaation, some studies are inconclusive
regarding whether males or females are more sadi¢fierzberg et al., 1957). In contrast, o
studies have shown that gender is not relatedatgatisfactior{Cano & Miller, 1992a; Cano
Miller, 1992b; Castillo & Cano, 1999; Castillo dt,d999; Nestor & Leary, 2000). Our
findings in this study revealed that age was niaiteel to any of the job satisfaction constructs

for
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Senior University Staff in Ago lwoye. While thisafling contrast with the conclusions of some
earlier researchers like Bowen, et.al (1957) anstdie& Leary (2000), it is consistent with
other studies carried out by Castillo, et al. (1)9®8d Castillo & Cano, 1999. Indigineship had
low relationships with the job satisfaction constsuof general satisfaction and satisfaction
with supervision among the population for the rese®ecause all of them rated both of these
constructs low. indicating a lower level of satetfan with their jobs in general and with the
supervision that they receive. While several stutilee Bowen, et al. 1994 and Fettsch &
Kennington, 1997 Marital status was not relatedrtp of the job satisfaction constructs for
Senior University Staff. This conclusion is consigtwith other studies (Herzberg et al., 1957).
While several studies indicated that married opdied staff are more satisfied with their jobs
than remarried, never married, or widowed sta#adence of a relationship between marital
status and job satisfaction, this study indicas tharital status was not related to any of the
job satisfaction constructs for this set of Univtgrstaff. This conclusion is consistent w
earlier study by Adekola, 2012. This study reflddieat Education was not related to any o
job satisfaction constructs for Senior Uninity Staff. Earlier researchers like (Bowen et al.,
1994; Cano & Miller, 1992a; Cano & Miller; 1992bas&tillo & Cano, 1999; Castillo et al.,
1999 have found this same conclusion. However, ssiodies do indicate that increasing or
educational level increase his or her level ofgabsfaction (Andrews, 1990; Berns, 1989).
When the means of the job satisfaction constructiseothree groups are compared, it revealed
that for the most part, there was no differenceragtbe three groups regarding how satisfied
each group was with the seven job satisfactiontcocts. A significant difference was found
between Academic and Professional and Technic#lr@garding how satisfied each group
was with their co-worker relations. Academic ratieid construct lower than Professional and
Technical staff,

indicating a lower level of satisfaction with the&lationships with their co-workers. However,
having held a previous position with other Univeesi was not related to any of the job

satisfaction constructs for
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Senior University Staff. Conclusion & RecommendasidJnderstanding the factors that
contribute to the job satisfaction level of membarthe University Community is very
fundamental if we are expecting to get the beshftioem in terms of productivity. It is
therefore our suggestion that that the resulthisfkind of study must be made available to



University administrators to make them aware ofcidemographic factors that was relate
the level of job satisfaction of Senior Universgiaff. It is suggested that management should
design in-service and trainings to help male Sedmrersity Staff increase their level of
satisfaction with personal learning and growth oppaties at work, job security, and
compensation. There is a need to encourage Uniy&tiff who are non- indigene to increase
their level of satisfaction with their jobs in geakand with their supervisors. Since Academic
indicated a lower level of satisfaction in theilat@nships with their co-workers as compared
to other Staff, University Management should finch@ans of enlarging Academic’ job duties
in to include some aspects that can make them beikter relationships with their co-workers.



