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CHAPTER I 

INTRODUCTION 

This chapter presents the problem and its significance, the 

statement of hypotheses, the limitations of the study, and the 

definitions of terms. It also identifies the variables. 

Work motivation has always been an important topic. Employers 

and researchers have been trying to find out what forces affect 

the energy that workers invest in work. What is behind the de-

cision to take one job rather than another? What is the reason 

that workers continue to work every day? 

In the late 1950's and early 1960's psychologists began to 

investigate seriously the relationship between job satisfaction and 

motivation to work. Since then, questions relating to what causes 

people to work and the degree of job satisfaction they receive from 

employment have been researched extensively in different type~ of 

organizations and institutions. But this very important area has 
.. 

rarely been investigated among university .. faculty members. 

The main purp-,ose of th~s study is to.investigate and determine 

the degree of diffeience~ that exist in motivation to work and 

job satisfaction betwee.n ~~ie and female faculty members. 

A university was needed in which to conduct the research. 

Several universities were checked, and finally a regional 

1 
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university in the Midwest was selected. The faculty members were 

chosen by the simple random procedure. 

To investigate the degree of motivation to work among male 

and female faculty members, the Educational Work Component Study 

was used. To study the degree of job satisfaction among male and 

female faculty members, the Job Descriptive Index was employed. 

The T-test was used to analyze male and female faculty members' 

mean differences about degree of motivation to work and job satis-

faction. The Kendall tau b nonparametric correlation coefficient 

was utilized to analyze the correlation between the sex of male 

and female faculty members and their motivation to work and job 

satisfaction. The Multiple Regression Analysis was administered to 

analyze the relationship between demographic and background informa-

tion of the faculty members with the job satisfaction and motiva-

tion to work. 

The researcher assumed that faculty members' motivation to 

work and their job satisfaction have a great impact on students' 

learning. The university should not take motivation and job satis-

faction of faculty members for granted. The fact that faculty 

members like and dislike their jobs could have a great influence 

on the main purpose of the university, educating the people and 

making a better community. 

This study's findings about the degree of motivation and job 

satisfaction of faculty members should contribute to the future 

enhancement of education and the human aspects of society. 
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Hvpotheses 

Hypothesis 1. The female faculty members at the regional 

university tested in this study are more highly motivated to work 

than male faculty members. 

Hypothesis 2. The female faculty members at the regional 

university tested in this study show a greater degree of job 

satisfaction than male faculty members. 

Definitions of Terms 

Faculty Members 

Faculty members are defined as individuals who are employed 

full time for an academic year as instructors, assistant professors, 

associate professors, or full professors in higher education. Their 

main responsibilities relate to teaching although they may also be 

involved in research, public service, and/or administrative posi-

tions. 

Motivation 

Motivation is defined as the complex of forces, drives, needs, 

tension states, or other internal psychological mechanisms that 

start and maintain activity toward the achievement of personal 

goals individuals have identified for themselves (Hoy and Miskel, 

1978). 

Job Satisfaction 

Locke (1969) defined job satisfaction as the "pleasurable 

emotional state resulting from the appraisal of one's job as 



achieving or facilitating the achievement of one's job values." 

Furthermore, Locke recognized job satisfaction and dissatisfaction 

as a "function of the perceived relationship between what one 

wants from one's job and what one perceives it is offering." 

variables 

Motivation 

The cognitive approach to motivation, as stipulated by Maslow 

(1970), is that people decide what to do on the basis of their 

4 

goals and their assessments of whether various behavioral alterna-

tives will lead to these goals. Another rapidly emerging cognitive 

approach to motivation is the expectancy theory introduced by Vroom 

(1964). He maintained that motivation is the product of expectancy, 

valence, and instrumentality. Expectancy is defined as the belief 

by a person that a particular course of action will be followed by 

desired outcomes of goals. In other words, "what you expect is 

what you get 11 (Vroom, 1964, p. 64). Valence, according to Vroom, 

is "the degree of attractiveness or desirability that an individual 

attaches to a reward." (p. 66) The third factor, instrumentality, 

II. th b .. .c. h . is e. e11e~ tat a given performance is essential for attaining 

a reward for satisfy~.ng a valence.i1 (p. 69) 

Many well-known authors and researchers have stated and/or 

theorized that 11 the individual \·lorker is, in all probability, the 

most complex and least understood variable in the work organiza-

tion" (Miskel and Hoy, 1978, p. 9L~). The lack of understanding 
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of this complex phenomenon, combined with the importance of coordi-

nating and supervising individual educators and other workers to 

accomplish the school's goals, comprise a major source of the problems 

and concerns confronting education, in general, and higher education, 

in particular, and will create some inquiries. Such inquiries would 

include: "What causes a person to work? "What are his/her moti-

vators?" "What are the rewards and incentives that relate to job 

satisfaction?" "Why would someone volunteer for certain duties 

and assume added responsibilities?" These and other questions 

must be answered if organizations are to structure and maintain 

working conditions that are productive and contribute to job satis-

faction. Motivation, as defined previously, is the complex of forces, 

drives, instincts, tension states, or internal psychological mechan-

isms that start and maintain activity toward the achievement of 

personal goals (Hoy and Miskel, 1978). Many theories have been 

developed to describe and explain this somewhat complex variable· •. 

These theories include Taylor's idea that man's motivation is based 

wholly on economic rewards, Argyris' predisposition model, Maslow's 

Needs Hierarchy Model, and Herzberg's Two-factor Theory. According 

to Spuck (1974), the current tendency is to view patterns of moti-

vation as an aspect of the interaction between the individual's 

personality and the organizational environment. 

Job Satisfaction 

Not long ago satisfaction was commonly thought to contribute 

directly to productivity. The general implication was that a 
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satisfied worker is a productive worker. However, research has 

failed to validate this relationship (Brayfield and Crockett, 

1955). Job satisfaction came to be viewed by many researchers as 

an output derived from the rewards administered by the organization 

(Hinrichs, 1974). Job satisfaction continues to be of interest not 

only because of i~s relationship to organizational reward but also 

because many people believe job satisfaction contributes to the 

morale of the group and is valuable for an organization (Weis and 

Hubbard, i973). 

Although differences in perception, in work roles, and in 

organizational rewards appear to make a difference in job satis-

faction, they are not viewed exclusively. Various personal reasons 

such as age, sex, and skill level have some effect on favorable 

and unfavorable levels of satisfaction in many cases (Invancevich 

and Donnelly, 1968). Hoy and Miskel (1978) pointed out that one 

of the most common approaches for studying the job-satisfaction 

level relates to work itself. The gender of a person is one 

characteristic that could show a relationship to job satisfaction. 

Sex Differences 

Despite the Equal Pay Act of 1963, Title VII of the 1964 

Civil Rights Act, as amended in 1972, Executive Order 11246, 

as amended by EO 11375; and Title IX of the Education Amendment 

of 1972 Epstein (1975) stated that the average of women's sala-

ries was 56.6 percent of what men earned in 1973, and professional 

women earned only 65.2 percent of what professional men earned. A 
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study by sweet (1975) found that in 1970 the proportion of women 

receiving doctorates was below the proportions in 1920 and 1930. 

Data on women in higher education during the 1970's indicate that 

women are increasing their numbers in higher education, but at the 

upper levels there remain large differences. Kreps (1975) compared 

the position of women in academia in today's market with that of 

several decades ago. She predicted that the future of academic 

women is based on what the economy and known demographic facts 

will do to the hiring and placement of both sexes. Scott (1973) 

estimated that, if universities hired only 182 women yearly from 

1970 to 1982, the female proportion would reach almost 50 percent 

by 1982 and that a hiring pattern of 50 percent women would bring 

their proportion up to only almost 30 percent by that time. Since 

it is clearly not appropriate to restrict hiring to women during 

the next several years, one conclusion is inevitable: Men will con-

tinue to assure a majority of the academic posts for quite some 

time. The longer and more severe a 11depression" in higher education, 

the slower the pace in changing the mix of women and men in univer-

sity faculties. 

Demographic Variables 

The confidential personal demographic data requested from 

each faculty member included biographical information as follows: 

L Position 

2. Sex 

3. Unit of teaching 



4 0 Years of experience in the university 

5. Years of experience in current position 

6. Tenure-track status 

7. Instructional responsibilities 

80 Administrative responsibilities 

Assumptions, Scope, and Limitations 

8 

For this study certain assumptions were necessary. The writer 

assumed that the respondents (faculty members) to the questionnaires 

were capable of making objective judgments concerning their pro-

fessional problems. Another assumption was that the r~sponses to 

the questionnaires were the true perceptions of the respondents 

and that the procedures employed in the study yielded valid and 

reliable data. 

It is assumed that, although the Job Descriptive Index and 

the Educational Work Component Study were not designed to be 

administered to university people, after the pilot study the 

instruments can be used with integrity in a university. 

Organizations, generally, and colleges and universities, par-

ticularly, should take some important and decisive actions to create 

a motivational climate for employees. Most executives in all organi-

zations try to create adequately motivating climates by enforcing 

well-established, standardized approaches to compensation, job 

design, promotion, and selection. 

The study covered the male and female faculty members hold-

ing the ranks of full professor, associate professor, and assistant 

professor in the following units of a Midwestern regional university: 
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1. College of Education 

2. College of Fine Arts 

3. College of Engineering 

4o College of Business 

5. College of Liberal Arts and Science 

The questionnaires were administered during the sunnner of 

1980. Any generalizations drawn from this study must take into 

~ccount the parameters established through specific identification 

of the population studied and the time frame of the study. 

Organization of the Study 

The dissertation is organized into five chapters. Chapter I 

is an introduction and a definition of the study. Chapter II con-

tains the review of literature and theories about motivation to 

work and job satisfaction. Chapter III covers methodology and pro-

cedures. Chapter IV contains an analysis of the findings of the 

study. Chapter V consists of the summary, the conclusions, and the 

recommendations. Tablesand figures appear either with the dis-

cussion of relevant topics or in the appendix. 



CHAPTER II 

REVIEW OF LITERATURE 

Introduction 

Researchers and managers are increasingly studying the way 

jobs are designed as an important factor in determining the mo~i-

vation, the satisfaction, and the perfonuance of employees at work. 

This is not to say that jobs previously have been seen as irrele-

vant to organizational administration. Earlier in this century, 

when scientific management was in its prime, considerable research 

effort was expended to find ways that jobs could be simplified, 

specialized, standardized, and routinized. At the same time in-

dustrial psychologists were developing rather complex and sophis-

ticated procedures for describing and analyzing jobs in terms of 

their simplest components and as a means of evaluating the skill 

levels required for different jobs. The results of job analyses 

have been used for establishing fair rates of pay, for training 

purposes, and in personnel selection (Ghiselli & Brown, 1955; Lytle, 

1946; Stigers & Reed, 1944). The general expectation of the 

scientific-management approach was that, by simplifying jobs, work 

could be carried out more efficiently;less-skilled employees would 

be required; the control of management over production would be 

increased; and, ultimately, organizational profits would be enhanced. 

10 
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In ·recent years numerous scholars have documented a number 

of unintended and unfortunate consequences of the trend towa~d 

work simplification (Argyris, 1964; Blauner, 1964; Davis, 1957; 

Friedmann, 1961; Guest, 1955; Herzberg, Mausner, & Snyderman, 1951; 

Walker, 1950; Walker & Guest, 1951). Simple, routine nonchal-

lenging jobs often lead to high employee dissatisfaction, to in-

creased absenteeism and turnover, and to substantial difficulties 

i~ effectively managing employees who work on simplified jobs. The 

expected increase in profitability from work simplification has 

not materialized as had been hoped, and the reasons apparently have 

much to do with the human problems encountered when jobs are 

standardized and simplified. 

One of the most important factors in a faculty member's work 

is job security, which can give the faculty member a sense of be-

longing and involvement in his/her job. Stuart H. Blum (1961) 

found that emphasis on a desire for security in choosing a job or 

an occupation exists as a trait of some comprehensiveness that 

can be measured reliably and is positively related to the.actual 

choice of a secure job situation. 

Difference in Motivation to Work and Job 
Satisfaction between Males and Females 

The impact of the current emphasis on sex equity, the Equal 

Employment Opportunity Commission, and other legislatively mandated 

bodies, the Equal Pay Act, the Civil Rights Act, and the Title IX 

of the Education Amendments of 1972 concerning the hiring of more 
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female faculty professors for univers~ties is considerable, but 

w~men are still facing basic sex discrimination in some universities. 

Jessie Bernard (1964) stated: 

Academic women constitute a different population, 
statistically speaking, from academic men. In 
the world of academic women, career patterns de-
velop along different lines. Women tend to serve 
in institutions which emphasize different functions, 
and they themselves are attracted to different kinds 
of functions. Further, they tend to be in areas 
which are not in strategic positions in the academic 
market place and which are not as productive as the 
areas that attract men. (p. 15) 

The purpose of the women's movement was basically to end dis-

crimination against women. Lerner (1971) defined some terms that 

are important in understanding the new women's movement in an article 

in The American Scholar entitled "Women's Rights and American Feminismo 11 

She defined American Feminism as "freedom from oppressive restric-

tions imposed because of sex." She described the women's rights 

movement as "winning legal rights 11 and went on to say that the women's 

liberation movement was "a call for reappraising traditional male 

and female roles." (pp. 235-248) The fact that these terms and 

movements exist is an indication that the reappraisal of job satis-

faction and motivation to work for working women is at hand. The 

ideas of the new feminism, according to Lerner (1971), are based 

on three general principles: First, equal opportunity for all 

women who want to work; second, consideration of individual capa-

bilities and limitations; and, third, mutual responsibility and 

partnership. 
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Important contributors to job dissatisfaction among women 

faculty members have been lack of promotional opportunities and 

inequalities in access to better positions. A promotional satis-

faction index shows that female faculties are significantly less 

satisfied than male faculties with their promotion prospects and 

with the university's promotion policies (Manpower Report of the 

President, 1974). Although a growing body of empirical research 

has examined barriers to ascent for women, some focusing on overt 

discrimination, others on the psychological barriers (especially 

in studies of the motive to avoid success), research has virtually 

ignored structural barriers to ascent. Epstein (1970) defined 

structural barriers such as the colleague system of the professions, 

the sponsor-protege relationship, and the patterns of social inter-

action that reinforce sex-role stereotypes, but her well-articulated 

speculations lack empirical corroboration. Even some of the most 

notable works on women in academe (Hendersen, 1967; Mitchell, 1968; 

Rossi & Calderwood, 1973) have not specifically researched these 

instructional issues. 

The collegial relationship is very important to faculty mem-

bers in general and to female faculty members specifically. This 

study reveals that the collegial relationship among the faculty 

members enhances the job-satisfaction level among the faculty mem-

bers. Quite a few studies have been done on this important issue. 

The importance of collegiality would be understood well when we 

consider the crucial role collegial relations are presumed to play 
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in developing a professional identity and for advancement in the 

field. Epstein (1970) noted: 

The professions depend on intense socialization of 
their members, much of it by immersion in the norms 
of professional culture even before entry; and later 
by the professional's sensitivity to his peers. These 
controls depend on a strong network cemented by bonds 
of common background, continual association, and af-
finity of interests .••• Not only do contracts with 
professional colleagues act as a control system they 
also provide the wherewithal by which the professional 
may become equipped to meet the highest standards of 
professional behavior (p. 972). 

Collegial relationships play a very important role on the faculty 

members' job satisfaction. Some researchers (Lauman, 1973; Orzack, 

1963; Wilensky & Ladinsky, 1967) concluded that close personal 

friendships among professionals are frequently occupationally 

based. "By and large, 11 reported Lauman, ". . . professionals are 

much more likely to select friends among themselves •.• than 

clerical and other bureaucratically employed workers" (1973, 

pp. 109-110). In fact, there is some empirical evidence (Wilensky 

& Landinsky, 1967) that within the professions, occupationally 

based friendships are more predominant among individuals of 

minority, religious, and ethnic groups than others. Bearing a 

minority status as professionals, women might, like minority men, 

seek occupationally based friendships even more than their male 

colleagues. The difficulties women face as professionals, whether 

originating from outright discrimination, poor professional sociali-

zation, exclusion from the protege system and informal channels of 

communication, or any other structural barriers so well articiulated 



15 

by Epstein (1970), may lead them to seek personal friendships within 

the occupational setting even more than men. 

Fewer women are employed in higher education, as compared with 

the number in the public schools, and their absence from the higher 

ranks and the patterns of sex segregation are apparent. Grant & 

Lind (1977) in Digest of Education Statistics stated: 

In 1975-1976 of all the instructional faculty in insti-
tutions of higher education, 76% were men and 24% were 
women; and among the higher rank of full professors 
less than 10% were women. 0£ the associate professors, 
17% were women, and of the assistant professors only 
29% were women. Most of the women who teach at colleges 
and universities are at the lowest ranks of instructor 
and lecturer, positions that often do not even lead to 
tenure. Within each rank, women faculty earn less than 
men do. (~. 29). 

Administration also remains male dominated in higher education 

where 6.8 percent of all college presidents are women--132 compared 

with 1,808 male presidents. Gribskov (1978) reported that there were 

55 women among the 652 university and college presidents in 1928, 

an 8 percent representation. At the present time the woman faculty 

member devotes considerably more time to student-related services 

while men claim to be more involved in research (Eckert, 1971). 

Women held the fewer representatives in highe.r education posi-

tions and possessed the lower proportion in the higher ranks and 

in the more prestigious universities, as Harris (1970) stated: 

"The role is a simple one: the higher the fewer." (p. 50) 

Maccoby & Jacklin (1974) found that the sexes are quite similar 

with respect to the aspect of motivation to work; that is, there 
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is no evidence that one sex works more than the other because of 

intrinsic interest in a task rather than for praise and ~pproval. 

Baldridge et al. (1978) reviewed women faculty members on 

the following five issues: 

1. The distribution of women within higher education 

2. The career activities of women as contrasted to 
men 

3. The, academic reward system as it applies to men 
and women 

4. Role of women in governance 

5. Satisfaction and morale of women in higher edu-
cation 

Baldridge et al. (1978) postulated: 

o . o The more prestigious the institution, the fewer 
the women on the faculty. Among the elite, research 
oriented multiversities, only 13 percent of the faculty 
are womeno In the middle group of institutions, the 
percentage of women jumps to 21 to 25 percent. In the 
private junior colleges the percentage of women faculty 
is very high 42 percent. (p. 178) 

In the work and career activities for women Baldridge et al. 

(1978) stated: 

L Women tend to be in traditionally "women's 
disciplines." Women teach mainly in the 
humanities, nursing, and in vocational areas 
in two-year college terminal programs. 

2. Women faculty are only about half as likely 
to hold earned doctorates as their male counter-
partso Only about 32 percent of women faculty 
members hold doctorates, as compared to about 
61 percent for male faculty members. 

3. Women are mainly involved in teaching whereas 
men are more often in research as well. (pp. 180-
181) 
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In the reward system on issues such as rank, tenure, salary, 

and teaching loads Baldridge et al. (1978) found that "The ranks of 

professor and associate professor appear to be a male dominate. 

Overall, 61 percent of all faculty men and 50 percent of all faculty 

women have full-time tenured positions. Within all institutions 

women are more likely than men to be in marginal, irregular, nonladder, 

part-time, exceptional, or fringe positions." (p. 187) Women also 

are paid less than their male colleagues (Bayer, 1970). In teaching 

loads women are more likely than men to carry heavy responsibilities 

for undergraduate teaching while men faculty members spend more 

time teaching graduate students and doing research. 

Baldridge et al. (1978) found that the female faculty members 

are badly underrepresented in administrative ranks, are less likely 

than men to participate in policymaking activities such as committees 

and senates, and the attitude of women toward unions presents a 

mixed picture. 

Finally, about morale and satisfaction rates of female faculty 

members Baldridge et al. (1978) stated: 

In general, it would be reasonable to guess that 
women, given their disadvantaged status as shown 

,throughout the study would be very unhappy, dis-
satisfied, and restless. Actually the picture is 
much more complex than that. In some ways women 
are unhappy, but in other ways they report higher 
levels of satisfaction and morale than men. (p. 195) 

The way jobs are designed has a great influence on faculty 

members' motivation to work and job satisfaction. The degree of 

participatory decision making and job involvement among the male 
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and female faculty members produce "intrinsic" or internal moti-

vation far more powerful than motivation produced by external or 

intrinsic rewards the internal motivation give the person a sense 

of accomplishment, personal growth, and satisfaction. 

During the past few years concern about the status of women 

in higher education has been increasing. Recently public opinion, 

legislation, and the judiciary have called for an end to sex dis-

crimination in hiring and promotion, in decision making, and in 

salaries for both academic and nonacademic employees. This pressure 

would have a great impact on male and female faculty members and 

their degrees of motivation to work and job satisfaction. 

The potential importance of departmental differences in de-

centralization of the decision-making process and also job satis-

faction between male and female faculty members can be illustrated 

simply thus: Some departments may treat male and female faculty 

the sam~ without discrimination so that men and women have the same 

opportunity in decision making and job involvement. Other depart-

ments may have the opposite view. They involve more of their male 

than female faculty members in decision making. There are several 

reasons that women faculty members may be differentially involved 

in decision making and job involvement. 

(a) In general, universities tend to employ relatively few 

women on their faculties (Carnegie Report, 1973; Bayer and Stein, 

19 7 5) • 

(b) Although in recent years women have been moving toward equal 

work and, consequently, equal satisfaction with that of men, they 



still face some basic sex discrimination. The Women's Bureau in 

the Department of Labor established in 1920 (Monts and Rice, 1970) 

tried to regulate the work conditions for all employees regardless 

of their sex. The Equal Pay Act of 1963 called for an end to dis-

crimination on the basis of sex in regard to pay, but differences 

remain. 
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(c) In 1971, women, compared with men, experienced more disad-

vantages in employment than they did in 1940 (Koontz, 1971). "In 

1940 • • • women held 45 P,ercent of all professional and technical 

positions. In 1969 they held only 37 percent of such jobs" (Koontz, 

1971, p. 45). The degree of job satisfaction among women increased 

because they had difficulty finding jobs that met their aspirations. 

(d) In the mid-1970's, women constituted only 24 percent of 

the faculty at institutions of higher education and were heavily 

concentrated at the lower teaching levels: 10 percent were pro-

fessors., 17 percent were associate professors, 29 percent were 

assistant professors, 41 percent were instructors, and 40 percent 

of the lecturers were women (Higher Education Daily, February 2, 

1976). 

(e) Furthermore, women faculty members tended to be at lower-

status colleges or at two-year junior colleges. Even women teaching 

at prestigious four-year colleges and universities were clustered 

in disciplines that have traditionally been women's fields (Ladd 

et al., 1974). The concentration of women in lower ranks is per-

petuated by a system that keeps women at the same level for a 
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substantially longer time than men with equivalent qualifications 

(Robinson, 1973). This practice results in such disparities as 

42 percent of the men with doctorates being made full professors 

compared with only 16 percent of the women with doctoral degrees 

holding this rank (Rossi, 1970). 

Several documents indicated that not only have academic women 

been discriminated against in hiring and promotion but also have 

been paid less than their male colleagues for doing the same job. 

Estimates are that academic women as a group earn from $150 million 

to $200 million less a year than male faculty members in comparable 

positions (1973). ("Making Haste Slowly: The Outlook for Women 

in Higher Education," Carnegie Quarterly, 21, p. 50). In 1975 men 

earned on the average $3,000 more than what faculty women received 

(1976) (Women Faculty Lose a Little Ground, NCES Reports). Pay 

differentials exist at all ranks and at all types of institutions, 

indicating that the discrepancy could not be entirely explained by 

different wages paid at different ranks and at different types of 

schools (Dorfman, 1975). 

Women have also been treated unequally in their teaching assign-

ments and the granting of tenure. Women faculty members generally 

have been given the least desirable teaching assignments; many 

more women than men teach only undergraduate classes. In contrast, 

many more male faculty members have only graduate classes to teach 

(National Center for Educational Statistics, Digest of Educational 

Statistics, 1973). Women are also less likely to have tenure than 
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male faculty me.mbers. About 60 percent of the men but only 42 per-

cent of the women had tenure in 1974 (Women Faculty Lose a Little 

Ground, NCES Reports, 1976). 

Laws Against Sex Discrimination 

Three laws and one Executive Order against sex discrimination 

have a significant impact on all faculties, in general, and female 

faculty members, in particular: Title VII of the Civil Rights 

Act of 1964, as amended in 1972; the Equal Pay Act of 1963, as 

amended in 1972 and again in 1974; Executive Order 11246, as amended 

by EO 11375; and Title IX of the Education Amendment of 1972 (Stockard 

et al., 1980). 

Title VII as Amended in 1972. Title VII forbids discrimination 

against employees on the basis of race, color, religion, sex, or 

national origin. It covers all employers and is enforced by the 

office of Equal Employment Opportunities within the Department of 

Labor. If an institution violates this law, a variety of remedies 

is available to the employee suffering from discrimination, includ-

ing back pay, reinstatement, and/or money damages. The 1972 amend-

ments to Title VII extended protection against employment discrimina-

tion based on race, color, sex, religion, and national origin to 

employees within state and local governments and educational insti-

tutions. 

Equal Pay Act as Amended in 1972 and 1974. The Equal Pay 

Act prohibits· discrimination against employees on the basis of 

sex while employers are paying them wages, including fringe benefits. 
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Under the 1971 amendments all employers are covered by this act. 

•The Wage and Hour division of the Department of Labor is responsible 

for enforcing the law. Employers who violate this law may be or-

dered to abstain from doing further unlawful acts and may have to 

give salary raises or back pay to employees suffering discrimina-

tion. 

Executive Order 11246 as Amended by Executive Order 11375. 

Executive orders that forbid discrimination against employees on 

the basis of race, color, religion, sex, or national origin require 

the development of affirmative-action plans. All employers who 

are federal contractors and earn more than $10,000 are covered by 

these laws. Both the Office of Civil Rights within HEW .and the 

Office of Federal Contract Compliance within the Department of 

Labor are responsible for enforcing the law. If a violation of 

this law occurs, federal contracts may be suspended or terminated; 

and future contracts may be barred. 

Title IX. Title IX of the Education Amendments of 1972 pro-

hibits discrimination against students and educational employees 

on the basis of sex. All educational institutions receiving federal 

assistance are covered by this law, which is enforced by the Office 

for Civil Rights of HEW. If an institution fails to comply with 

the law, federal money may be suspended or terminated, and future 

federal money may be deniedo 
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Goals and Organization of Universities 

Universities, like other organizations, have their goals and 

objectives. The International Encyclopedia of Higher Education 

(1977) describes the purpose of universities thus: "the trans-

mission and advancement of learning" (p. 249). Further, "Knowledge 

of the processes of education must form the basis for effective 

achievement of this purpose." (p. 250) 

The research of Gross and Grambsch (Changes in University 

Organization, 1964-1971) established that, in practice, there were 

47 goals for universities. 

1. Protect academic freedom 
2. Ensure confidence of contributors 
3. Maintain top quality in important programs 
4. Increase or maintain prestige 
5. Train students for scholarship/research 
6. Ensure favor of validating bodies 
7. Keep up to date 
8. Carry on pure research 
9. Involve faculty in university government 

10. Prepare students for useful careers 
11. Maintain top quality in all programs 
12. Disseminate new ideas 
13. Protect students' right of inquiry 
14. Cultivate students' intellect 
15. Carry on applied research 
16. Prov-ide community cultural leadership 
17. Ensure efficient goal attainment 
18. Keep costs down 
19. Give faculty maximum opportunity to pursue careers 
20. Hold staff in face of inducements 
21. Preserve cultural heritage 
22. Reward for contribution to profession 
23. Provide student activities 
24. Develop students' objectivity 
25. Prepare student for citizenship 
26. Encourage graduate work 
27. Run university democratically 
28. Produce well-rounded student 
29. Prepare students for status/leadership 
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30. Involve students in university government 
31. Satisfy area needs 
32. Affect student with great ideas 
33. Let will of faculty prevail 
34. Maintain balanced quality in all programs 
35. Reward for contribution to institution 
36. Assist citizens through extension programs 
37. Develop pride in university 
38. Protect students' right of action 
39. Provide special adult training 
40. Educate to utmost high school graduates 
41. Develop students' character 
42. Keep hannony 
43. Accept good students only 
44. Emphasize undergraduate instruction 
45. Develop faculty loyalty in institution 
46. Preserve institutional character 
47. Cultivate students' taste 

Among the 47 goals the following eight were rated as important 

in American universities in the Gross and Grambsch study. 

lo Protect academic freedom 
2. Cultivate students' intellect 
3. Train students for scholarship/research 
4. Keep up to date 
5. Maintain top quality in all programs 
6. Disseminate new ideas 
7o Develop students' objectivity 
8. Ensure efficient goal attainment 

1. P.rotect academic freedom. The university must create such 

a climate so that faculties have maximum opportunity to pursue their 

careers in a manner satisfactory to them by their own criteria, 

such as the freedom to teach and feeling the campus is a sanctuary 

from external forces (Gross and Grambsch, 1964-71). Academic freedom 

can be justified several ways: epistemological, political, and 

moral. Probably the principal argument is the epistemological 

(Searle, 1972; Parsons, 1968). To insure the accuracy and validity 

of knowledge, the scholar must be able to pursue his or her activities 
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guided only by the canons of truth, a guidance independent of such 

extraneous pressures as those of church, state, or economic interests. 

The attention paid by the supreme court to academic freedom 

showed that it was a political as well as an epistemological aspect. 

The former is the prerogative of every citizen, however expert, 

while the latter is limited to the guild of scholars. The two overlap 

in that each has a stake in preventing inhibition of the variety of 

viewpoints, but they are not therefore identical (Jaspers, 1959). 

This philosophy of the higher learning was incorporated in a landmark 

decision of the United States Supreme Court affirming academic free-

dom (Sweezey v. New Hampshire, 1957). Chief Justice Earl Warren 

declared that "to impose any straitjack~t upon the intellectual leaders 

in our colleges and universities would imperil the future of the nation. 

No field of education is so thoroughly comprehended by man that new 

discoveries cannot yet be made. Particularly is that true in the 

social sciences where few, if any, principles are accepted as ab-

solutes." The guarantee of freedom of speech in the First Amend-

ment to the federal constitution is to be associated with political 

struggles of long standing (Brubacher, 1977). 

2. Cultivate students' intellect. This means to produce a 

student who, whatever else may be done to him or her, has had his or 

her intellect cultivated to the maximum. It also means to produce 

a well-rounded student, that is, one whose physical, social, moral, 

intellectual, and aesthetic potentialities have all been cultivated 

(Gross and Grambsch, 1964-1971). John Stuart Mill expressed this 



26 

second view of university goals in a famous passage in his inaugural 

address as Rector of the University of St. Andrews (1875): 

Universities are not intended to teach knowledge 
required to fit men for some special mode of making 
their livelihood. Their object is not to make 
skillful lawyers, or physicians, or engineers, but 
capable and cultivated human beings. It is very 
right that there should be public facilities for 
the study of professions. It is well that there 
should be schools of Law and Medicine •..• But 
these things are not part of what every generation 
owes to the next, as that on which its civilization 
and worth will principally depend .• o • Men are 
men before they are lawyers, or physicians, or mer-
chants, or manufacturers;' and if you make them 
capable and sensible men, they will make themselves 
capable and sensible lawyers or physicians. What 
professional men should carry away with them from 
a university is not professional knowledge, but that 
which should direct the use of their professional 
knowledge, and bring the light of a general culture 
to illuminate the technicalities of a special pur-
suit. There may be competent lawyers without general 
education, but it depends on general education to 
make the philosophic lawyers--who demand, and are 
capable of apprehending principles, instead of merely 
crarmning their memory with details. (pp. 334-335) 

3. Train students for scholarship/research. That means train-

ing students in methods of scholarship and/or scientific research 

and/or creative endeavor and enhancing the students' skills, atti-

tudes, contacts, and experiences which maximize the likelihood of 

his opportunities in occupying a high stat·us in life and a position 
\~ . 

of leadership in society (Gross and Grambsch (1964-1971). One of 

the goals of universities is to help students develop as persons 

in three respects: in order to fulfill the above-mentioned aspects 

Cognitive learning, by expanding their knowledge and intellectual 

powers: Learning, by expanding their knowledge and intellectual 
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powers; affective development, by enhancing their moral,religious, 

and emotional interests and sensibilities; and practical competence, 

by improving their performance in citizenship, work, family life, 

consumer choice, health, and other practical affairs (Bowen, 1977). 

4. Keep up to date. This means the production of new knowl-

edge or the solution of problems by carrying on pure research and 

applied research (Gross and Crambsch, 1964-1971). 

The Carnegie Commission on Higher Education Report (1973) on 

The Purposes and the Performance of Higher Education in the United 

States indicated: 

Higher education has a great responsibility for (1) de-
veloping and making available new ideas and new tech-
nology, (2) finding and training talent and guiding. it 
to greater usefulness, and (3) generally enhancing the 
information, the understanding, and the cultural appre-
ciation and opportunities of the public at large. (p. 23) 

5. Maintain top quality in all programs. This means increasing 

the prestige of the university maintaining the position ~f the uni-

versity in terms of the kind of place it is compared with other 

universities (Gross and Crambsch, 1964-1971). 

The Carnegie Commission on Higher Education Report (1973) on 

"A Classification of Institutions of Higher Education" indicated 

that there are four types of universities and colleges in the United 

States: · (1) Doctoral-granting institutions, (2) Comprehensive uni-

versities and colleges, (3) Liberal arts colleges, (4) Two-year 

colleges and institutions. All of the above-mentioned higher-education 

institutions have their own way of competing to enhance their repu-

tations and their qualities. The following are some of the main 



programs that almost all of the universities and colleges try to 

maintain at the top to compete with other similar universities and 

colleges. 

(a) Institutional size. A considerable body of opinion and 

some documented research supports the proposition that the univer-

sities and the colleges, whether they are large or small, always 

have tried to enlarge their size (Chickering, 1965; Rock, Centra, 
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and Linn, 1969). The research and documents also indicated that 

small institutions produce more desirable change in students than 

large institutions. Nevertheless, many researchers have found 

evidence that smallness is associated with educational advantage 

(Chickering, 1965; Rock, Centra, and Linn, 1969; Withey, 1971; Clark 

and Others, 1972; Astin, 1972; Feldman and Newcomb, 1969; Pace, 1974; 

Bayer, 1975). 

(b) Student-faculty relationships. Institutions apparently 

differ ~onsiderably in the nature and closeness of student-faculty 

contacts (Feldman and Newcomb, 1969). The universities and col-

leges always try to compete about the degree of student-faculty 

relationships. As Gaff (1973) pointed out, the involvement of college 

teachers with students significantly affected educational outcomes 

as perceived by both teachers and students. 

(c) Institutional environment and institutional quality. 

Astin (1973) found that students of selective institutions are 

less likely to drop out than students of nonselective institutions. 

In a series of reports, Solmon (1973, 1975, 1976) found that "the 

quality of institutions of higher education has an important impact 



on lifetime earnings of those who attend." Most studies confirm 

that students who go to colleges of higher quality earn more money 

and are more successful in graduate study (Hansen, 1971) than stu-

dents of equal ability and background who go to colleges of lesser 

quality. 
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6. Disseminate new ideas. This means spreading the new knowl-

edge and new ideas, such as ideas in science, literature, the arts, 

or politics, to enhance the university's prestige and to solve the 

community's problems (Gross and Crambsch, 1964-1971). As higher 

education brings changes in individuals through its educational 

function, as it contributes toward the advancement of knowledge 

and the arts, and as it renders various public services, its work 

is bound to have broad social consequences. Therefore, goals for 

society and spreading the new knowledge in the community, as well 

as individuals, must be considered (Bowen, 1977). 

7o Develop students' objectivity. This means to assist stu-

dents to develop objectivity about themselves and their beliefs 

and hence examine those beliefs critically and develop the inner 

characteristics of students so that they can make sound, correct 

moral choices (Gross and Grambsch, 1964-1971). 

Bowen (1977) indicated that to enhance the students' objectivity, 

the universities and colleges should try to develop the following: 

A. Cognitive learning 

B. Emotional and moral development 

C. Practical competence 



D0 Direct satisfactions and enjoyments from college 
education 

8. Ensure efficient goal attainment. This means that the 

university must govern by those knowledgable and selected profes-

sional groups according to their expertise, abilities, and en-

thusiasm to attain the goals of the university in the most effi-

cient manner possible (Gross and Crambsch, 1964-1971). 

Bowen (1977) stated: 

Each college or university employs resources in the 
form of labor, land, durable capital, and nondurable 
services and supplies purchased from other industries. 
The labor includes the services of paid faculty, ad-
ministrative officers, and supporting personnel. It 
also includes the valuable but uncompensated time and 
energy of students and of volunteer workers (for ex-
ample, trustees). The land and durable capital con-
sists of campus, buildings, and equipment. The non-
durable services and supplies include legal advice, 
auditing, artistic performances, fuel, stationery, 
books, chemicals, and so on. All of these resources 
are deployed within a unified organization to "pro-
duce" learning through instruction, research and 
public service. In this way, higher education 
"transforms" resources into the desired product. 
(p. 11) 

Administration and Organization of Universities 

The organization of universities is very complex. Their basic 

organizational structure is based on their objectives, size, com-

plexity, and philosophies of education. Typically, most universi-

ties are organized on a line-staff basis. Line-staff relationships 

in universities are complicated by faculty-policy control in the 

academic areas of admissions, standards, curriculum, and other 

related areas. The degree of faculty influence on the governance 
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of the universities depends on the history, the traditions, and 

the emerging purposes of the institution. 

The type of governance and leadership in the universities 
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has a direct effect on university employees, in general, and on 

faculty members, in particular. Baldridge, Curtis, Ecker, and 

Riley (1978) outlined these four models of organizational structure 

in universities: 

1. Bureaucratic model 

2. Collegial model 

3. Organized anarchy model 

4. Political model 

Table 1 illustrates these four models of organizational struc-

tureso 

Bureaucratic Model of University Governance 

Stroup (1956) is the most prominent advocate of the bureau-

cratic model of university governance. He adopted the Max Weber 

(1947) bureaucratic paradigm and applied it to university governance. 

Stroup postulated the following characteristics of the bureaucratic 

model: 

1. Competence is the criterion used for appointment. 

20 Officials are appointed, not elected. 

3. Salaries are fixed and paid directly by the 
organization rather than determined in "free-
fee" style. 

4o Rank is recognized and respected. 

5. The career tends to be exclusive; little other 
work is done. 



TABLE 1 

COMPARISONS OF ORGANIZATIONAL STRUCTURES 

THEORIST 

APPROACH 

GOALS 

CONFLICT 

THEORY 

Bureaucratic 

Weber (Stroup, 1956) 

Static 

Unity of Purpose 

Abnormal 

Formal Hierarchical 
Structure 
--Division of labor 
based on 
specialization 
--Hierarchy of 
authority 
--Rules and 
regulations 
--System of Pro-
cedures for dealing 
with work situations 
--Impersonality that 
assures promotion/ 
selection upon 
competence 

D-M PROCESS· Minority--
from top down 

Collegial 

Millett (1962) 

Static 

Unity of Purpose 

Abnormal 

"Community of Scholars" 
--Unity of purpose 
minimizes conflict 
--Humanistic approach 
--trust, openness 
valued 
--Shared authority 
with respect for wishes 
of constituencies 

Consensus--
from bottom up 

Political 

Baldridge (1971) 

Dynamic 

Pluralistic, 
Fragmented Goals 

Normal 

--Tasks of organization, 
active and nonroutine 
--Technology demands 
professional work force 
--Environment is 
competitive and 
unstable 

Majority 

Organized Anarchy 

Cohen & March (1974) 

Dynamic 

Ambiguous, 
Problematic Goals 

Expected 

--Organization has 
unclear technology 
and fluid partici-
pation 
--Task requires a 
prof~ssional staff 
that makes them 
decision makers and 
muddles the process 

Flight--don't deal 
with that topic 
any more 

Oversight--Ignore the 
question purposely 

Resolution--Ignore 
the question w 

N 



6. The style of life is centered around the organi-
zationo 

7. Security is present in a tenure system. 

8. Personal and organizational property are 
separated. 
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The bureaucratic paradigm of governance is applicable to uni-

versities and, as Baldridge et al. (1978) pointed out, the following 

factors involve in university administration: 

• 0 • The university is a complex organization chartered 
by the state and in this respect is like most other 
bureaucracies. This seemingly innocent fact has major 
consequences, for the university is thus a corporate 
"person'' with public responsibilities. Second, the 
university has a formal hierarchy, with offices and 
a set of bylaws that specify the relations between 
those offices. "Professors, 11 "instructors," and "re-
search assistants" are bureaucratic officers in the 
same sense as "deans," "chancellors," and 0 presidents." 
Third, there are formal channels of communication that 
must be respected, as many a student or young professor 
finds out to his dismay. Fourth, there are definite 
bureaucratic authority relations in which some officials 
exercise authority over others. In a university the 
authority relations are often blurred, ambiguous, and 
shifting, but no one would deny that they exist. Fifth, 
there are formal policies and roles that govern much of 
the institution's work. The library regulations, budgetary 
guidelines and the procedures of the university senate are 
all part of the system of regulations and procedures that 
hold the university together and control its work. Finally, 
the bureaucratic elements are most vividly apparent to 
students in the "people-processing" aspects of record-
keeping, registration, graduation requirements, ·and a 
thousand other routine, day-to-day activities that enable 
the modern university to handle efficiently its masses of 
students. (pp. 10-11) 

Collegial Model of University Governance 

Millett (1962) is one of the proponents of the Collegial Model 

of University governance. He does not believe that the hierarchy 



represents a realistic interpersonal relationship within the uni-

versity. He emphasized: 

• I would argue that there is another concept of 
organization that is just as· valuable a tool of analy-
sis and perhaps even more useful as a generalized ob-
servation of group and interpersonal behavior. This 
is the concept of community. The concept of community 
presupposes an organization in which functions are 
differentiated and in which specialization must be 
brought together, or the coordination, if you will, 
is achieved not through a structure of superordina-
tion and subordination of persons and groups but 
through a dynamic of consensus (1962, pp. 234-235). 

Parsons (1947) described the Collegial Model as the "pro-
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fessional authority of faculty." He emphasized that the faculties 

hold the authority based on their "know" and "can do," not on their 

official positions. 

Organized Anarchy Model of University Governance 

Cohen and March (1974) described the following characteristics 

for the Anarchy Model of University Governance: 

1. Problematic goals. The loose collection of 
changing ideas than as a coherent structure. 

2. Unclear technology. Trial-and-error procedures. 

3o Fluid participation. Individual participation 
and amount of time and effort they devote to the 
organization is uncertain. 

Cohen and March said that in the organized anarchy model of 

governance the decision situations are based on a "garbage can," 

into which problems and preconceived solutions are poured and kept 

until a satisfying solution emerges to fulfill the organization's 

needs. 



35 

Cohen and March (1974) are proponents of the organized 

anarchy model of university governance. They defined the organized 

anarchy paradigm of university governance as follows: 

In a university anarchy each individual in the university 
is seen as making autonomous decisions. Teachers decide 
if, when, and what to teach. Students decide if, when, 
and what to learn. Legislators and donors decide if, when, 
and what to support. Neither coordination (except the 
spontaneous mutual adaptation of decision) nor control are 
practiced. Resources are allocated by whatever process 
emerges but without explicit accommodation and without 
explicit reference to some superordinate goal. The "de-
cisions" of the system are a consequence produced by the 
system but intended by no one and decisively controlled 
by no one. (p. 33) 

Cohen and March (1974) described the following characteristics 

for the anarchy model of university governance: 

1. Problematic goals. It is difficult to impute 
a set of goals to the organization that satisfies 
the standard consistency requirements of theories 
of choice. The organization appears to operate 
on a variety of inconsistent and ill-defined per-
formances. It can be described better as a loose 
collection of changing ideas than as a coherent 
structure. It discovers preferences through action 
more often than it acts on the basis of preferences 
(p. 3) 

2, Unclear technology. Although the organization 
manages to survive and (where relevant) produce, it 
does not understand its own processes. Instead it 
operates on the basis of a simple set of trial-and-
error procedures, the residue of learning from the 
accidents of past experiences, imitation, and the 
inventions born of necessity. 

3D Fluid participation. The participants in the 
organization vary among themselves in the amount 
of time and effort they devote to the organization; 
individual participants vary from one time to 
another. As a result, standard theories of power 
and choice seem to be inadequate; and· the boundaries 
of the organization appear to be uncertain and 
changing. 
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Cohen and March said that in the organized anarchy model of 

governance the decision s.ituations are based on a "garbage can," 

into which problems and preconceived solutions are poured and kept 

until a satisfying solution emerges to fulfill the organization's 

needs. Cohen and March stated that within a garbage-can process 

decisions are made in three ways: 

a. By oversight. If a choice is activated when 
problems are attached to other choices and if 
there is energy available to make the new choice 
quickly, it will be made without any attention 
to existing problems and with a minimum of time 
and energy. 

b. By flight. In some cases, choices are associated 
with problems (unsuccessfully) for some time un-
til a choice "more attractiven to the problems 
comes along. The problems leave the choice and 
thereby make it possible to make the decision. 
The decision resolves no problems (they having 
now attached themselves to a new choice). 

c. By resolution. Some choices resolve problems 
after some period of working on them. The 
length of time may vary greatly (depending on 
the number of problems). This is the familiar 
case that is implicit in most discussion of 
choice within organizations (p. 83). 

Political Model of University Governance 

Baldridge (1971) proposed a new model of university governance 

called "Political System." He sa.id that universities are complex 

organizations that could be studied as a small political system. 

He pointed out the following criteria for the political model: 

1. Social structure 

2. Interest articulation 

3. The legislative stage 
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4. Formulation of policy 

5. Execution of policy 

Baldridge (1971) described the political paradigm of university 

governance as follows: 

The political model assumes that complex organiza-
tions can be studied as miniature political systems, 
with interest group dynamics and conflicts similar 
to those in city, state, and other political situ-
ations. The political model has several stages, 
all of which center around the university's policy 
forming processeso Policy formation was selected 
as the central focal point because major policies 
commit the organization to definite goals, set the 
strategies for reaching those goals, and in general 
determine the long-range destiny of the organization. 
Policy decisions are critical decisions, those that 
have a major impact on the organization's future. 
In any practical situation it may be difficult to 
separate the routine from the critical, for issues 
that seem minor at one point may later be consider-
able importance, or vice versa. In general, however, 
policy decisions are those that bind the organization 
to important courses of action. (p. 34) 

Historical Perspective of Job Satisfaction and Motivation 

The most formal recognition of job satisfaction and motivation 

to work as separate areas of study and research began with the work 

of Kornhauser in 1930. He stated: 

Vocational selection procedures, training programs, 
and rest periods are evaluated in terms of efficiency. 
Why not also be references to satisfaction? Of course 
the two are not independent; often a study of morale 
is highly significant in its bearing on output. But 
even where it is not, we may be interested in the indi-
vidual and social effects of the work ...• (p. 348) 

The terms motivation to work, satisfaction, morale, and atti-

tudes have been used in thousands of social and psychological studies. 

In this study the term "satisfaction" is used to cover all aspects 



of feeling about work as male and female university professors 

view it. 
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The study of job satisfaction was rare until the distinguished 

reviews of Hoppock (1935), Chase (1951), Brayfield and Crockett 

(1955), and Herzberg, Mausner, Peterson, and Capwell (1957). 

Since 1957, researchers and sociologists like Robinson (1957, 

1958, 1959); Robinson & Conners (1960, 1961, 1962, 1963, 1964); 

Katzell (1958); Robinson, Conners, & Witacre (1966); Vroom (1964); 

Smith (1967); Fuller and Miskell (1972); Miskel, Glasnapp, & Hatley 

(1972); Schmidt (1976); and Korman (1977) have done studies about 

job satisfaction. 

The study of motivation to work began with the work of 

McClelland, et al. (1953). French (1958) found that the ability 

to solve problems was a function of both intelligence and achieve-

ment, the effect of intelligence being greater for more highly 

motivated subjects, which shows that the relationship is multi-

plicative, i.e., performance= ability x motivation. 

Intrinsic and extrinsic reinforcement has a great impact on 

the worker's motivation to work, in general, and on the university 

faculty member, in particular. Extrinsic reinforcers include pay, 

fringe benefits, and promotions. Intrinsic reinforcers are those 

over which the
1 

employees exert a high degree of control and that are 

a naturally occurring function of the work itself. Herzberg, Mausner, 

and Snyderman (1959) found that positive events are dominated by 

references to intrinsic, motivator, or satisfier aspects of the 



job, suc.h as achievement, recognition, work itself, responsi-

bility, and advancement. 

Herzberg also stated that a vehicle for increasing work 

motivation is job enrichment,"which provides a maximum amount 
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of intrinsic satisfaction. Porter and Lawler (1968) expressed 

the effect of job enrichment on the basis of the different nature 

of intrinsic and extrinsic rewards. Deci (1972-1976) found that, 

when extrinsic rewards are tied to performance, intrinsic motiva-

tion suffers. Blum (1961) found that the desire for security can 

be a deciding factor in one's occupation. The evidence shows that 

intrinsic reinforcement and extrinsic reinforcement are incompatible 

with each other (Miller, 1976; Pinder, 1976; Foster and Hammer, 1974). 

Bandura (1969) found that there is a good reason to believe that 

intrinsic reinforcement is conditioned by extrinsic reinforcement. 

One of the most studied areas of organizational behavior is job 

satisfaction. The interest in job satisfaction is due to its role 

as a potential predictor of other organizational facets, such as 

performance and desirable job outcome (Korman, 1977). Lawler (1970) 

in his study of job attitudes and employee motivation indicated: 

• o • satisfaction is an indicator of an employee's 
motivation to come to work. Research studies have 
consistently found relationships between satisfac-
tion and 'B;bsenteeism and turnover (Broyfield & 
Crockett, 1955; Herzberg et al., 1957; Schuh, 1976; 
Vroom, 1964)0 This relationship can be explained 
by using an expectancy theory approach to motiva-
tion (Lawler, 1967). According to this view a 
person's motivation to attend his job is strongly 
influenced by the relative attractiveness of attend-
ing the job (Vroom, 1964, p. 12). 
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In university premises the degree of motivation and job satis-

faction show different aspects: a most important criterion that 

has a great impact on faculty satisfaction and dissatisfaction 

in the university is the qualification of the faculty in the 

decision-making process. Several studies have shown a direct .and 

an obvious relationship between professionalization and so-called 

decentralization of organization, which are the most powerful causes 

of satisfaction and dissatisfaction among instructors in the uni-

versity. Blau et al.~(1966) in their study of .156 public personnel 

agencies found that "professionalization and centralization of 

authority seem to be alternative methods for organizing responsi-

bilities." (p. 20) Pelz and Andrews (1962) found in a study of 

scientists employed by a research organization that the personnel 

with Ph.D. degrees participated more often than their colleagues 

in decisions regarding their work. Miller's study (1967) also 

indicated that scientists with Ph.D. degrees holding the professorial 

position had a higher degree of choice regarding the research projects 

in which they beca~.2 involved than those with only M. A. degrees 

holding the same professorial position. 

Keaveny, Jackson, and Fossum (1978) tested the assumption that 

gender does indeed make a difference in job satisfaction. They 

surveyed the work force in a western state and then compared men 

and women on overall satisfaction with their jobs as well as sources 

of dissatisfaction if dissatisfaction was indicated. Their findings 

pointed out that for the tota.1 combined sample there was no difference 

in the overall proportion of males and females satisfied with their 
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jobs; however, there was a significant difference among workers with 

graduate or professional degrees; males expressed more satisfaction 

than females. Weaver (1974) analyzed a cross section of males and 

females in various occupational categories and concluded that a 

greater proportion of males in the occupational category composed 

of professional, technical, and kindred workers tended to express 

more job satisfaction than their female counterparts. 

Hollen and Gemmell (1976), who compared community college female 

and male professors on job satisfaction in decision making, job-

related tension, job involvement, and job satisfaction, reported 

that male professors express greater levels of overall job satis-

faction than female professors. Contradictory findings were re-

ported more than 25 years ago by Chase (1951). He examined the 

satisfaction of elementary and secondary teachers and found women 

were slightly more satisfied with their jobs than male teachers 

were. 

Grassie and Carss (1973) asserted that teachers have a dif-

ferent orientation to their profession. Teachers have differing 

motivations to work, differing primary interests, and differing 

economic backgrounds. These factors, when brought together with 

actual teaching experience, result in satisfaction or dissatisfac-

tion with their jobs. Miskel, Glasnapp, and Hatley (1975) elaborated 

on this view when they concluded that individual work-motivation 

attitudes and perceived organizational incentives were related to 

each other and to job satisfaction. 



Mitchell (1974) proclaimed that a worker's satisfaction with 

his/her job results from the instrumentality or attainability of 

the job for securing other outcomes and the value of those outcomes. 
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· The researcher assumed that ·the primary goals of work are effec-

tiveness and production; however, if the worker is not satisfied 

with his job, an overall decline in his effectiveness and produc-

tiveness results. The happiness of an employee is not necessarily 

dependent on being productive or creative. A more accurate state-

ment about high morale is that it indicates a predisposition to be 

more productive if effective leadership is provided and technical 

production factors are adequately coordinated. For example, a study 

of 385 production workers showed no significant correlation of atti-

tudes with productivity. 

The degree of job satisfaction among faculty members depends 

on various factors such as participation in the decision-making 

process) academic freedom, promotional opportunities and status, 

financial rewards, and supervision. Organizations must maintain 

a certain level of satisfaction among their members. Jerald Hage 

(1965) in "An Axiomatic Theory of Organizations" said: "Job satis-

faction, or morale, is measured by standard attitude of batteries 

and the amount of turnover. The higher the morale and lower the 

turnover, the higher the job satisfaction in the organization.n 

(p. 42) The relation of morale to productivity is further compli-

cated by confusion of high morale with some of the variables that 

comprise it, such as satisfaction or happiness~ 
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Morale can be considered high when a person's happiness, satis-

factions, and adjustment are related to enthusiastic accomplishment 

of organizational objectives. In other words, morale is high 

when each person feels he is reaching his goals by "contributing" 

himself to the organization's objectiveso Simple satisfaction with 

one's progress toward personal goals is an inadequate indicator of 

morale. In this way a modern definition of morale emphasizing job 

motivation developed. 

Satisfaction and similar factors are still a part of high 

morale, but only a part of it. There is evidence that job satis-

faction does reduce turnover, absence, and tardiness but is not 

necessarily a strong work motivating factor. 

The easiest way to find out how much a person enjoys his work 

is to ask him. A number of the early surveys were conducted by 

Hoppock (1935) and by Hulin and Smith (1967). 

Sociologists approached the problem of satisfaction in terms 

of the concept of "alienation." Later sociologists expanded the 

concept of alienation, and these four kinds are now recognized: 

lo Powerlessness--Lack of control over management policy, 

the conditions of employment, or the immediate work process. 

2. Meaninglessness--Inability to see the purpose of the work 

done or how it fits into the whole production process. 

3. Isolation--Not belonging to working groups or guided by 

their norms of work behavior. 



4. Self-estrangement--Failure to regard the work as a central 

life interest or means of expression, experiencing a depersonalized 

detachment while ·at work (Seeman, 1959; Blauner, 1964). 

Michael Argyle (1972) said: 

The first three factors correspond to traditional 
aspects of job satisfaction. Powerlessness is 
closely related to lack of autonomy in work, and 
also to lack of satisfaction with supervision, and 
inability to participate in decisions. Meaningless-
ness is primarily related to the nature of the-task 
and to .the extent to which the work of individual 
workers and members of groups adds up to a meaning-
ful whole. Isolation is identical with lack of 
satisfaction with the group of co-workers. Self-
estrangement is a new concept. Workers may be 
alienated in all these ways but still be satis-
fied with their pay. On the other hand, there is 
a strong general factor of job satisfaction, and 
the various aspects of alienation will correlate 
fairly highly with this so that it may be unnecessary 
to treat it as a separate feature of work attitudes 
(p. 226). 
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There appear to be no all-embracing theories of job satisfac-

tion. Work on the subject has been focused on certain factors 

thought to be related to satisfaction or dissatisfaction in work. 

Few researchers have made a wide and simultaneous survey of a large 

number of related variables. Job dissatisfaction has been easier 

to identify and measure than job satisfaction, and it has been 

customary to look at labor-turnover figures as one indication of 

this. 

Determining how many people are satisfied with their jobs 

is difficult. In 1935 Robert Hoppock started a classic study 

of job satisfaction. He said, ''To formulate an adequate defini-

tion of anything about which we know so little is an extremely diffi-

cult if not impossible task." 



45 

Causes of Job Satisfaction 

Intrinsic Nature of the Work 

Herzberg, et al. (1959) found that positive events are dominated 

by references to intrinsic aspects of the job itself while negative 

events are dominated by references to extrinsic aspects of the job 

situation. Centers and Gugental (1966) demonstrated that at higher 

occupational levels; intrinsic nature of work plays a very important 

role in satisfaction of employees. 

(a) Autonomy. People like to be free to choose 

how they will work. The faculty members 

would like to have a greater autonomy. 

(b) Use of skills and abilities. Several sur-

veys found that satisfied workers say that 

they are able to use their skills or abili-

ties. Self-expression leads to satisfaction 

(Vroom, 1962). 

How important is the intrinsic nature of work as a source of job 

satisfaction? The surveys that asked about its importance have 

all found it very high on the list (Herzberg et al., 1959). How-

ever, a very interesting study by Turner and Lawrence (1966) has 

shown that some workers are not made happier by having interesting 

work. Blood and Hulin (1967) found that satisfaction did not cor-

relate at all with interest in work. 
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Hours of Work 

Shift work is generally disliked. Vroom (1964) suggested 

that the dislike of shift work depends on how much the worker's leisure 

and family activities are disrupted by the hours of work and on 

how much the disrupted activities are valued. Absenteeism goes up 

when more hours are worked per week. 

Incentive Conditions 

Rewards and incentives are very important causations of job 

satisfaction among the workers. 

(a) Pay. Better-paid workers are more satisfied, 

but they also do different work and have higher 

status (Remitz, 1960). There is no doubt that 

when pay is too low, either relatively or abso-

lutely, it is a source of dissatisfaction (Herz-

berg et al., 1959). 

(b) Status system or stratification. Jerald Hage 

said: 

The satisfaction or status system is measured 
by determining the difference in rewards between 
jobs and the relative rates of mobility between 
them. Although the relative rate of mobility 
is called the amount of openness, the author sug-
gests that it is also an indicator of the degree 
of stratification; that is, the more open the 
status system, the less stratified it is. The 
greater the disparity in rewards between the 
top and bottom status level and the lower the 
rates of mobility between them, the more strati-
fied the organization. (p. 91) 



Hage also stated: 

The higher the stratification, the lower the 
job satisfaction because, if an organization 
gets more-stratified, that organization will 
impose too much formalization, and as a conse-
quence, even though the_.productivity will get 
higher, but the rate of job satisfaction among 
employees will be lower. (p. 92) 

(c) Promotion. Herzberg et al. (1959) found that 

Security 

achievement, recognition, and advancement were 

the main causes of positive satisfaction. The 

importance of promotion varies among social 

classes and at different skill levels. For 

managerial and professional people, work is 

part of a career, and promotion is of the 

highest importance. For unskilled and semi-

skilled workers promotion is less likely and 

is less sought after. 
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Viteles (1954) found that security is the most important feature 

of a job. Wilkins (1950) found that even the most intelligent people 

are also very much interested in long-term job security. 

Participation in Decision Making 

Participation in the decision-making process is a very important 

cause of job satisfaction among faculty members. Due to the vital 

importance of employees' participation in the decision-making process 

in organization structure, it is discussed in broad terms. 



L. Coch and J. R. P. French (1948) conducted an early study 

on the effects of participation in decision making in a series 

of field experiments at the Harwood Manufacturing Corporation. 

Daniel E. Griffiths (1969) commented: 

Sex 

The key concept in this discussion is that of direct-
ing and controlling the decision-making process. It 
is not only central in the sense that it is more im-
portant than other functions, as some writers have 
indicated; it is also central in that all other func-
tions of administration can best be interpreted in 
terms of the decision-making process. Decision-making 
is becoming generally recognized as the heart of the 
organization and the process of administration. McCammy 
states this clearly and concisely: "The making of de-
cision is at the very center of the process of adminis-
tration, and the discussion of administration will be 
more systematic if we accept a framework for the analy-
sis of decision-making." Simon caps his argument on 
this line by stating: ''A general theory of administra-
tion must include principles of organization that will 
insure correct decision-making, just as it must include 
principles that will insure effective action.'' Livings-
ton, using the term management as administration is used 
in this paper, states: ''If we expand the concept of 
decision-making to include, on the one hand, the process 
by which the decision is arrived at, and on the other 
hand, to include the process by which we implement or 
make the decision work, and if we further recognize 
that this is a continuing, dynamic process rather than 
an occasional event, then decisioning means something 
quite different than heretofore and becomes the basis 
of all managerial action. (p. 71) 

Other causes of job satisfaction are: 

48 

Early studies showed that women are more satisfied than males 

with their jobs. Morse (1953) found that only 35 percent of the 

women were dissatisfied with their jobs while 55 percent of the men 

were discontented with their jobs. The findings of Chase (1951) 



and Belasco and Alutto (1972) indicated that female professionals 

are more satisfied than their male counterparts with their jobs. 
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In contrast, Weaver (1974) and Hollon and Gennnell's (1976) studies 

showed that the males and females in academic areas differ in their 

level of overall job satisfaction. Since 1974 research indicates 

that women professionals experience a lower level of satisfaction. 

Hollon and Gemmell in their 'study "A Comparison of Female and Male 

Professors on Participation in Decision Making, Job Related Tension, 

Job Involvement, and Job Satisfaction" (1976) indicated: 

Female professionals report significantly less 
liking of their current job situations and less 
opportunity to do what they are best at than their 
male counterparts. On the other hand, no signifi-
cant difference based on sex is found with respect 
to their rating of how good their superiors were in 
dealing with people. (p. 7) 

See Table 2. 

AU-shaped relationship often revealed that young employees 

become rapidly disillusioned, are least satisfied in their twenties, 

but become increasingly contented as they get older. Shapiro and 

Wahba in their study of "Age and Job Satisfaction of Men and Women: 

A Test of an Instrumentality Model" (1973) found that age is a 

very important element of job satisfaction among male and female 

employees. 

Personality 

The studies have commonly found that neurotic people are 

less satisfied with their work as well as with other aspects 



TABLE 2 

COMPARISON OF FEMALE.AND MA.LE TEACHING PROFESSIONALS 
IN ACADEME ON SPECIFIC ITEMS IN THE MEASURE 

FOR OVERALL JOB SATISFACTION 
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Items 
F-emale 

Mean 
Male 
Mean 
(N = 

Mean 
Difference 

T 
Value Significancea 

How well one likes 

(N = 
110) 211) 

current job situation 3.97 4.25 .28 2.57 p < .01 

Opportunity to do 
things you're best at 4.05 4.25 .20 1. 98 p < .05 

How good superior is 
in dealing with 
people 3.39 3.54 .15 1.03 p> .10 

aSince the t-tests are not statistically independent because the 
intercorrelations are from a single sample, the levels of signifi-
cance should be interpreted with considerable latitude. 

Source: Shapiro and Wahba (1973, 45) 

of their lives, than normal people. Satisfaction also depends on 

how far a person can satisfy his particular set of needs in his 

job. Vroom (196.0) in his research "Some Personality Determinants 

of the Effects of Participation" found that the correlation be-

tween satisfaction and the extent of participation in decisions 

was 0.55 for those deeming independence important and 0.13 for 

those to whom it was unimportant. 

Relationship among Pav, Productivity, and Job Satisfaction 

Salary is one of the most important factors contributing to 

workers' satisfaction and dissatisfaction. Pay that is too low, 



either relatively or absolutely, is a source of dissatisfaction 

(Herzberg et al., 1959). Social scientists also contend that 

there is a positive relationship between satisfaction and pro-

ductivity. Herzberg, Mausner, and Snyderman (1959) found a 

direct relationship between satisfaction and productivity. 

Even though pay could not play an important and direct role 

in employees' productivity and job satisfaction, when pay is not 

adequate or fair, employees become dissatisfied because they feel 

less secure; consequently, their productivity drops drastically. 

Porter and Lawler 1 s (1968) research showed that a positive rela-

tionship exists among satisfaction, pay, and productivity. They 

reported: 

Adams (1965) stated a theory that makes predictions 
about the effect of perceived inequity of pay upon 
job performance. According to Adams, inequity exists 
when an individual's inputs (effort, skill, etc.) 
are not in balance with hi~ outcomes--in this case, 
his pay. Adam's theory predicts that dissonance may 
cause an individual to reduce his inputs (e.g., 
lower his performance), in order to bring them in 
line with his outcomes. (p. 33) 

Porter and Lawler (1968) also reiterated a statement by 

Haire et al. (1963) that the most motivating element in American 

society is pay. They repeated another statement by Brown (1962) 

saying that the wage system is not the only important criterion 

of work, but the key building block in motivating the employee 

toward better performance is pay. 
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Theories on Motivation to Work 

Most popular among managers, trainers,, and human-resource 

specialists are the motivation theories based on the work of Abraham 

Maslow (1943), Frederick Herzberg (1959), and Douglas McGregor 

(1960). Whereas motivation theories are based on a perception 

of the interaction between the individual and external environ-

ment, they are considered as individual motivational stat_e, need, 

or drive. 

Maslow's Hierarchy of Needs Theory of Human Motivation 

Maslow's Theory of Needs Hierarchy has become one of the most 

popular and the most studied theories for human motivation. Maslow 

summarized his theory as follows: 

(l) There are at least five sets of goals that 
we may call basic needs. These are briefly, 
psychological, safety, love, esteem, and self-
actualization. (2) These basic goals are re-
lated to one another, being arranged in a 
hierarchy of prepotency, This means that the 
most prepotent goal will monopolize conscious-
ness and will tend of itself to organize the 
recruitment of the various capacities of the 
organism. The less prepotent' needs are mini-
mized, even forgotten or denied, But when a 
need is fairly well satisfied, the next pre-
potent ("higher") need emerges to dominate, 
in turn, the conscious life and to serve as 
the center of organization of behavior, since 
gratified needs are not active motivators 
(Maslow, 1943, p. 44). 

The physiological needs are those for food, shelter, cloth-

ing, water, sex, and so on, They are first to be perceived by 

the individual and must be fulfilled to a "tolerable" degree 



before the individual will perceive any of the needs that reside 

above them in the hierarchy. Similarly, the need for safety (or 

security) must be fulfilled to some degree before the individual 

will attempt to fulfill his needs for love and belongingness. 

Furthermore, as each successive need becomes prepotent, lower-

order needs diminish in strength. It should be noted that the 

theory presented by Maslow does not assume that a person, under 

normal circumstances, will attempt to completely fulfill any one 

need before progressing to the next. In fact, the assumption is 

that it is impossible completely to fulfill needs other than cer-

tain physiological needs. (See Figure 1.) 

Wahba and Bridwell (1976) suggested that Maslow's Needs 

Hierarchy Theory suffers from both conceptual and operational 

shortcoming .3 

The most problematic aspect of Maslow's theory, however, 

is that dealing with the concept of need itself. What is meant 

by the concept of need is not clear. Does need have a psycho-

logical and/or physiological base? Does a need develop because 

of deficiency only, or does need always exist even if it is 

gratified? How can we identify, isolate, and measure different 

needs? There is ample evidence that people seek objects and 

engage in behaviors that are in no way related to the satis-

faction of needs. In a discussion of this point bofer and 

Apply (1964) concluded that this is probably also true for 

animals. Vroom (1964) argued that the concept of valance is 
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related to that of needs, e.g., objects acquire valance because 

of their instrumentality for meeting the basic or not basic needs 

of people. Lawler, however, (1971) limits the use of the term 

to certain stimuli (or outcomes) that can be grouped together 

because they are sought by people. Even if we accept such a 

limited view of needs, the remaining questions should be: Why 

should needs be structured in a fixed hierarchy? Does this 

hierarchy vary for different people? What happens to the 

hirerachy over time? How can we have a fixed hierarchy when 

behavior is multidetermined? 

Alderfer's ERG Theory 

Alderfer (1969, 1972) suggested a theory called the ERG 

theory. In contrast to Maslow's Hierarchy of Needs, which sug-

gested the five levels of need, Alderfer considered the individual 

to have three basic sets of needs: 

1. Existence needs: the basic and material needs of 

human beings satisfied by environmental factors such as food, 

water, salary, fringe benefits, and the condition of work. 

2. Relatedness needs: the relationship of a person with 

others such as peer groups, superiors, subordinates, family, 

friends. 

3. Growth needs: the unique development of a person and 

the opportunity to fulfill it. Growth needs are comprised of 



all needs that involve a person's becoming creative or produc-

tive and his/her interpersonal relationship with the environ-

ment. 

Maslow 1 s and Alderfer's theories differ in two ways: 

(1) content and (2) process. Maslow proposed five needs. 

Alderfer suggested three needs. For Maslow the process is 

56 

one of fulfillment-progression; for Alderfer, both fulfillment-

progression and frustration-regression are important dynamic 

elements (Landy & Tromba, 1980). 

Behaviorism 

The major emphasis of this theory is based on: Stimulus-

Response-Reward associations. The most attention has been paid 

to the Response-Reward association. 

In a typical study of behaviorism model, the investigators 

found that individuals r~warded for successful job performance 

show a greater degree of job satisfaction than individuals not 

rewarded for successful job performance, so reinforcement plays 

an important role on a person's job satisfaction (Yukl & Latham, 

1975; Yukl, Latham, and Pursell, 1976). 

One of the best-known behaviorists is B. F. Skinner, who (1971) 

proposed that all human and animal behavior can be attributed to 

Stimulus-Response association. He assumed that behavior at any 

given time is determined by the person's reinforcement history 



57 

and the contingencies in his or her present environment. Skinner 

further (1) asserted that autonomous man is a myth and (2) contended 

that man is clearly controlled by the environment (Skinner, 1971). 

Behaviorism proposes that behavior is a function of its conse-

quences. To elicit the desired employee behavior, management must 

see that the consequences of behavior are designed to increase the 

frequency of desired behavior and decrease the frequency of unde-

sired behavior. The important point in motivating an employee 

is that rewards follow performance on an effective and appropriate 

scheduleo 

Herzberg's Two-Factor Theory 

In this theory the two factors are known by many names. One 

has been called the hygiene factor, the maintenance factor, the 

extrinsic .factor, the dissatisfiers, and the job context factor. 

The other has been called the motivator factor, the intrinsic factor, 

the satisfiers, and the job content factor. 

Herzberg (1959) stated: Man has two sets of needs: (1) his 

need as an animal to avoid psychological pain and deprivation--

corresponding to Maslow's lower-level needs, (2) h:is need as an 

individual to grow intellectually--corresponding to Maslow's higher-

level needs (1966~)":""· 

The process that Herzberg terms "motivation factors" involves 

mostly rich and potent high-level needs, often called self-fulfillment 

or self-actualization needs, which he believes to be the key to work 

performance. 
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wnen the motivation factors are entirely fulfilled, an employee's 

performance can be expected to rise from neutral to high produc-

tivity. Motivation factors are: (1) achievement, (2) recognition, 

(3) work itself, (4) responsibility, and (5) advancement. 

Herzberg's second process of motivation is concerned with 

what he called hygiene factors, which serve primarily to prevent 

job dissa.tisfaction. This process involves the "lower-order" needs, 

such as the physiological ones and some of the simpler elements of 

the psychological needs. The hygiene factors are (1) salary, (2) 

possibility of growth, (3) interpersonal relations--subordinate, 

(4) status, (5) interpersonal relations--superiors, (6) interpersonal 

relations--peers, (7) supervision--technical, (8) company (university) 

policy and administration, (9) working conditions, (10) personal 

life, and (11) job security. Many of these are the needs that every 

worker in an organization expects will be fulfilled. 

The motivation-hygiene theory (Herzberg, 1965) states: (a) 

job satisfaction and job dissatisfaction are not the obverse of 

each other; rather they are best viewed as separate and parallel 

continua. (b) Herzberg (1964) cotmnented: 

The opposite of job satisfaction would not be job 
dissatisfaction, but rather no job satisfaction; 
and similarly the opposite of job dissatisfaction 
is no job <lissatisfaction--not job satisfaction. 
The statement of the concept is awkward and may 
appear at first to be a semantic ruse, but there 
is more than a play with words when it comes to 
understanding the behavior of people on jobs. 
(p. 4) 

Herzberg further suggested that factors that satisfy the worker 

are related to the work itself, and factors that dissatisfy him or 
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her are related to the environment of work. He also found that 

the motivation factors tended to affect job attitudes in only a 

positive direction. The absence of these factors did not necessarily 

cause job dissatisfaction. The presence of the motivation factors 

tended to increase the performance of workers. 

Argyris' Predispositions Model 

The predispositions model introduced by Chris Argyris has 

been his main interest since 1957. Argyris said that human per-

sonality is not given sufficient and proper opportunity to mature 

in most organizations. Schools are perhaps the only organizations 

that generally offer such opportunities for their employees to 

grow. 

In a comparison of the mature (grown) and innnature (ungrown) 

personality, Argyris listed the following seven processes: 

lo The healthy human being tends to develop from a state of 

passivity as an infant to a state of activity as an adult. 

2. He moves as an infant from a state of dependence upon 

others to an adult state of relative independence and finally to 

interdependence. 

3. He tends to develop from being capable of behaving in 

only a few ways as an infant to being capable of behaving in,many 

ways as an adult. 

4o He tends to develop from unpredictable, shallow, causal 

interests of short term as an infant to deeper interests as an 

adult. 



So He tends to develop from having a short-term perspective 

as an infant to a much longer time perspective as an adult.• 

6. He tends to develop from a subordinate position in the 

family and society as.an infant to aspiring to occupy an equal 

and/or superordinate position in reference to his peers. 

7. He tends to develop from lack of awareness of self as 

an infant to an awareness of and control over self as an adult. 

Douglas McGregor's X-Y Theory 

During the late 1950 1 s Douglas McGregor proposed a set of 

theories about human motivation. He called them Theory X and 

Theory Y. Like Maslow, McGregor believed that man has several 

needs as follows: 

1. Physiological needs 

20 Safety needs 

3. Social needs 

4. Ego needs 

5. Self-fulfillment needs 

According to McGregor, Theory Xis the traditional view of 

the worker and his attitude toward work. People are lazy and 

dislike and avoid work, and administrators must use the "carrot 
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and stick" to motivate them. About the carrot-and-stick approach 

McGregor (1957) stated: 

The carrot-and-stick theory of motivation (like 
Newtonian physical theoiy) works reasonably well 
under certain circumstances. The means for satis-
fying man's physiological and (within limits) his 



safety needs can be provided or withheld by manage-
ment. Employment itself is such a means, and so 
are wages, working conditions, and benefits. By 
these means the individual can be controlled so 
long as he is struggling for subsistence. (p. 150) 

Douglas McGregor defined Theory X as follows: 

1. The average man is by nature indolent--he 
works as little as possible. 

2. He lacks ambition, dislikes responsibility, 
prefers to be led. 

3. He is inherently self-centered, indifferent 
to organizational needs. 

4. He is by nature resistant to change. 

5. He is gullible, not very bright, the ready 
dupe of the Charlatan and the demagogue. 
(p. 152) 
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The assumption of Theory X and the approaches to motivation 

and control that result from it may indeed exist in many organi-

zations. Theory X does not reflect inherent human nature; rather, 

such human behavior is, in part, the result of management's philoso-

phy and practice. McGregor considers Theory X as an extreme and 

unacceptable one. 

McGregor introduced another alternative to Theory X. He 

called it Theory Y and described it as follows: 

1. The expenditure of physical and mental effort 
in work is as natural as play or rest. The 
average human being does not inherently dislike 
work. Depending upon controlled conditions, 
work may be a source of satisfaction (and will 
be voluntarily performed) or a source of punish-
ment (and will be avoided if possible). 

2. EJcternal control and the threat of punishment 
are not the only means for bringing about effort 



toward organizational objectiveso Man will 
exercise self-direction and self-control in 
the service of objectives to which he is com-
mitted. 

3o Commitment to objectives is a [result] of the 
rewards associated with their achievement. The 
most significant of such rewards, e.g., the satis-
faction of ego and self-actualization needs can 
be the direct product of effort directed toward 
organizational objectives. 

4 •. The average human being learns under conditions 
not only to accept but to seek responsibility. 
Avoidance of responsibility, lack of ambition, 
and emphasis on security are generally conse-
quences of experience, not inherent human charac-
teristics. 

5. The capacity to exercise a relatively high degree 
of imagination, ingenuity, and creativity in the 
solution of organizational problems is widely, 
not narrowly, distributed in the population. 

6. Under conditions of modern industrial life, the 
intellectual potentialities of the average human 
being are only partially utilized. (pp. 153-154) 
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According to Theory Y, McGregor believes that people are not 

by nature passive, lazy, irresponsible, or resistant to organiza-

tional needs. Thomas Sergiovanni said: 

Theory X oriented administrators are: (1) the hard 
sell, where authoritarian and coercive leadership 
is exerted; and (2) the soft sell, where human relations 
or "democratic" and paternal administration prevails. 
In each instance, subordinates must be persuaded, re-
warded, punished, and controlled. (p. 130) 

The Theory Y administrator believes that feelings, attitudes, 

and the performance level of subordinates are a direct reflection 

of his own attitudes and actions (Sergiovanni, 1973). 
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Vroom 1 s Motivation Model 

Herzberg's and McGregor's theories of motivation are based 

on the implicit assumption that there is only one best way to 

motivate the workers: Theory Y with job enrichment. Herzberg 

thought that the key to meeting the needs of a person is increasing 

a person's freedom on the job. Each person should be given additional 

responsibility and greater opportunity to use his expertise and talents. 

Herzberg called this "job enrichment" and said: "With job enrich-

ment the emphasis was placed on using more of the employee's talents 

and skills rather than simply giving the person more to do." (Herz-

berg, 1968, p.17).· 

The satisfiers or motivators of Herzberg's theory are similar 

to those of McGregor's Theory Yo These factors emphasize employe.e 

self-control and greater use of the individual's talents. Vroom 

developed a theory of motivation that recognizes the similarity 

between Herzberg's and McGregor's theories. He emphasized that 

the "Motivation to Produce" is a very important factor in an em-

ployee's career life. He said: 

An individual 1 s level of productivity is believed to 
be dependent on three major forces: 

1. The perceived ability to .influence one's own 
productivity level. 

2. The perceived relationship between productivity 
and goal achievemento 

3. The strength of desire for goal achievement. (p. 42) 

According co Vroom's (1964) theory, these three factors deter-

mine one's motivation to produce at a given time. The theory may 
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also be called a "contingency model of rnotivation'because it em-

phasizes the differences among persons and among jobs. Thus, the 

employee's level of motivation is contingent upon both forces inside 

oneself and those built into one's work situation. 

Expectancy Theory 

The Expectancy Theory was first proposed as an explanation 

of work behavior by Victor Vroom (1964). It contains three essen-

tial and important concepts: 

lo Expectancy is based on the belief that the employee's 

task and effort will bring success and performance to the organi-

zation and the person himself. Vroom (1964) pointed out that ex-

pectancy is an "action-outcome association." He defined it as the 

subjective probability that a given act will be followed by a good 

outcome. 

2. Valance is the degree of attractiveness or desirability 

that an individual attaches to a reward (Miskel, 1978). Valance 

is also defined as an affective orientation toward an outcome. 

The Expectancy Theory attributes motivation to the expectancy that 

an act will be followed by a reward and to the value (valance) that 

reward holds for the individual. .This is a close interpretation 

of the behavioral process of reinforcement by a given outcome and 

varies between O (certain nonoccurrence) and l (certain occurrence) 

(Vroom, 1964, p. 37)o 

3. Instrumentality has been described thus: a given per-

formance is necessary for gaining a given reward or satisfying a 



valance. Instrumentality is also defined as the degree to which 

the person sees the outcome in question as leading to the attain-

ment of other outcomes (Vroom, 1964, p. 38). 

Vroom proposed three related models for the Expectancy Theory: 

a job satisfaction model, a work motivation model, and a job per-

formance model. 
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The job satisfaction model states: "The valance of an outcome 

to a person is a monotonically increasing function of the algebraic 

sum of the products of the valences of all other outcomes and his 

conceptions of the specific outcome's instrumentality for the attain-

ment of these other outcomes." (Vroom, 1964, p. 39) 

The work motivation model emphasizes that: 

the force on a person to perform an act is a 
monotonically increasing function of the alge-
braic sum of the products of the valance of all 
outcomes and strength of his expectancies that 
the act will be followed by the attainment of 
these outcomes (Vroom, 1964, p. 201), 

The job performance model is 11a function of the product of 

multiplying ability and motivation" (Vroom, p. 202). 

Vroom continued about job performance thus: 

Performance= f (ability x motivation). It follows 
from such a formula that, when ability has a low 
value, increments in motivation will result in 
smaller increases in performance than when ability 
has a high value. Furthermore, when motivation 
has a low value, increments in ability will result 
in smaller increases i~ performance than when moti-
vation has a high value (Vroom, 1964, p. 203). 

According to the Expectancy Theory, the motivation of an indi-

vidual engaged in a specific activity is a function of the sum of 



the products of the expectations that the act will be followed by 

a given outcome (goal) and of the value of the outcome (Evans, 

1970; Vroom, 1964). Thus, the Motivation for Act A= 
(Expectation that Act A will lead 
to outcome X value of outcome) 

An individual is predicted to engage in actions that lead to his 

important outcomes. If the individual values high pay and sees 

high production as leading to high pay, then he will tend to be 

a•high producer. Similarly, if the individual values keeping his 

job and sees high performance as leading to this outcome, he will 

tend to be a high performer. Lawler (1973) summed up the main 

propositions of his expectancy theory in the following four state-

ments: 

lo People have expectancies about the likelihood 
that certain outcomes will follow their be-
havior (Po 49). 

2. People have a preference about the various 
outcomes that are potentially available to 
them (Po 49). 

3o People have expectancies about the likelihood 
that an action (effort) on their part will 
lead to the behavior or performance needed to 
produce the outcomes (p. 49). 

4. In any situation, the actions a person chooses 
to take are determined by the expectancies and 
the performances that the person has at the 
time (p. 49)o 

Expectancy Theory is a cognitive theory. Cogni-
tion is the thought processo It is, therefore, an 
internal approach to motivation and behavioral 
causation. Expectancy theory presents an explana-
tion of the causes of motivation, which, in turn, 
influences the behavior of the individualo Expec-
tancy theory is an "incentive theory" of motivat.ion. 

66 



Incentive theories describe behavior as being con-
sciously purposeful and goal directed (Lawler, 1971, 
1973, Po 122). 

Theories on Job Satisfaction 

Needs Satisfaction Theory 
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The conceptualization of job satisfaction is presented in the work 

of Porter (1961) and Porter and Lawler (1967). In essence, the strategy 

used was one that substantial perceived need satisfactions of the 

work environment for job satisfaction. 

Haire, Ghiselli, and Porter (1966) defined need satisfaction 

as "the difference between the perceived fulfillment and the per-

ceived expectation of fulfillment" (p. 167). The measurement of 

·need satisfaction is the difference between how much "there is" of 

a characteristic and how much there "should be," i.e., the smaller 

the difference, the more need satisfaction or job satisfaction. 

Another contemporary approach to determining job satisfaction 

follows Maslow's hierarchy of needs theory. In this theory lower-level 

needs will serve as motivators. Investigators who follow this assump-

tion attempt to find differences in need satisfaction for differing 

levels of organizaeional management. 

Mixed support for using Maslow's need categories for viewing 

dimensions of job satisfaction was found by Roberts et al. (1971). 

They found: 

Maslow's theory arranges the needs which exist 
within the person's cognitive framework, and not what 
exists within the environment. The Maslow categories 



might be most accurately reflected in response to the 
importance scale. o . and least well defined by 
responses to the now scale, on which respondents in-
dicate what currently exists in these jobs and organi-
aations. o o • (p; 11) 
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In Maslow's needs hierarchy theory unfulfilled lower needs 

represent a deficiency in the individual; consequently, a person 

experiences discomfort and frustration. 

The Porter-Lawler Model (Instrtnnentality) 

Porter and Lawler (1968) presented the choice of an instru-

mentality model and summarized their choice of it as follows: 

lo The terminology and concepts are more applicable 
to the problems of human motivation; the emphasis 
on rationality and cognition is appropriate for 
describing the behavior of managers. 

2o The expectancy theory greatly facilitates the 
incorporation of motives such as status, achieve-
ment, and power into a theory of attitudes and 
performanceo (See Figure 3o) (p. 121) 

Porter and Lawler (1968) suggested that job satisfaction depends 

on the match between expected and obtained rewards. The research 

by Liddell and Solomon (1977) showed that-individuals do con-

sistently order rewards in terms of their desirability. 

Eguity'Theory 

In Equity Theory, dissatisfaction is an unpleasant after 

effect of cognitive discrepancieso As such, dissatisfaction repre-

sents a source of tension to be reduced, and the person expends 

energy (is motivated) to reduce this tension. The Equity Theory 

is based on the assumption that people strive to maximize their 
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outcome, and they are most comfortable when they believe that 

they are receiving a fair return on their social investinent. 

Adams (1975) suggested the following equity theory: 

Inequity exists for a person whenever he perceives 
that the ratio of his outcomes to inputs and the 
ratio of other's outcomes to other's inputs are 
unequal. This may happen either (a) when he and 
others are in a direct exchange relationship or 
(b) when both are in an exchange relationship with 
a third party and a person compares himself with 
others. (p. 325) 

The findings of Miskel et al. (1975) reveal: 

If the needs of the individual are greater than the 
reward he receives for his work, an inequity exists 
that le.ads to dissatisfaction. But if the rewards 
exceed needs, the inequity yields positive job satis-
faction. (p. 52) 
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The Equity Theory emphasizes the role of social stimuli in 

general emotional states of employees. The absence of discomfort 

in the work condition will have a great impact on the employee's 

sense of satisfaction. To be effective, appraisal conferences 

should be frequent, and merit raises should be awarded immediately 

following meritorious performance of employees on an equal basis. 

The Two-Factor Theory 

The study of Herzberg et aL (1959) is the most important 

one about job satisfaction. The research of Brayfield and Crockett 

(1955) also is worth mentioning, but their work seems to be more 

traditional while the Herzberg study led indirectly to some revo-

lutionary proposals. 

Herzberg, Hausner, and Snyderman's (1959) study wHh 203 

accountants and engi.neers reveQ.led th.at achievement and sala·cy 



are the good factors about their jobs while company. policy and 

administration, technical supervision, salary, interpersonal 

relations with supervisors, and working conditions are the bad 

cbnditions of their jobs. This· study led Herzberg to propose 

his famous Two-Factor Theory or Motivation-Hygiene Theory. 

Locke's Value Theory 

Locke (1976) proposed the value theory and distinguished 
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between value and need. He thinks of needs as elements that 

insure an individual's survival; values represent what a person 

desires at either a conscious or a subconscious level. Regarding 

theory of job satisfaction, Locke stated: 

Job satisfaction [is] the pleasurable emotional 
state resulting from the perception of one's job 
as fulfilling or allowing the fulfillment of one's 
important job value, providing these values are 
compatible with one's needs (p. 1342). 

Opponent-Process Theory 

Landy (1978) suggested a new approach to job satisfaction. 

He maintained that some mechanisms within individuals help main-

tain some equilibrium in emotional states. Since job satisfaction 

and dissatisfaction are thought to be: at least in part, emotional 

phf3nomena, these mechanisms of emotion.al balance are thought to 

play a role in job satisfaction. Opponent-process theory holds 

that there are opposing processes fer dealing with emotional states. 

The theory assumes that extreme emotional states a-re damaging to 

the individual and that physiological mechanisms a.ttempt to pro-

tect the individual from these. e::{t:-cme states. 
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Landy suggested these three components: Primary emotion, 

opponent process, and stimulus. 

When a stimulus is introduced, it produces a positive or a 

negative emotion. Once this primary emotion passes some threshold, 

an opponent process is automatically activated to bring the primary 

emotion under control. 

Summary of the State of Art 

There are several classes of theories for explaining human 

motivation in work settings. Most work-motivation theories suggest 

a more complicated choice process on the part of individuals than 

current data support. Job enrichment is the strategy for increasing 

work motivation. The impact of intrinsic and extrinsic rewards on 

motivating employees is out of the question. Job satisfaction plays 

a very important role in theories of work motivation. The Hawthrone, 

Hoppock, Schaffer, Brayfield and Crockett, and Herzberg et al. 

studies look at the various aspects of job satisfaction, which is 

generally measured as an attitude. Various factors, such as events 

and agents, have been found to influence job satisfaction. 

The four types of university governance models are Bureaucratic 

Model, Collegial Model, Organized~Anarchy Model, and Political Model. 

Among the 47 goals of universities, eight were rated as important 

in American universities. In the areas of hiring and promotion, 

status, and salaries sex differences exist for female faculty members. 



CHAPTER III 

METHOD AND PROCEDURES 

To investigate the motivation to work and job satisfaction 

among male and female faculty members at a regional university, 

two questionnaires were administered. The Educational Work Com-

ponent Study (EWCS) Questionnaire consisting of 34 items (see Appendix 

A) was used to investigate the motivation to work of male and femal~ 

faculty members. The Job Descriptive Index (JDI) questionnaire con-

sisting of five items (see Appendix A) was employed to investigate 

the degree of job satisfaction among male and female faculty members. 

Sampling Procedures 

The population in this study was male and female faculty members 

holding the ranks of assistant professor, associate professor, and 

full professor in the following colleges: 

1. College of Education 

2. College of Fine Arts 

3. College of Engineering 

4. College of Business 

c:; College of Liberal Arts and Science Jo 

Permission for conducting this research was obtained £rem the 

Advisory Committee on Human Experimentation at the University of 

Kansas, Lawrence, Kansas. 
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The sample of the study was selected by a random sampling from 

870 faculty members. The list of faculty members at the regional 

university was obtained from the Associate Dean of the College of 

Education. The sample consisted of 280 faculty members. The names 

of the male and female faculty members along with their code numbers 

were placed in a fish bowl. The drawn names were charted and again 

returned to the fish bowl until 200 male faculty members were 

selected because the proportion of female faculty members was 

low; the drawing continued until almost all the female faculty, 

consisting of 80 members, were selected. A copy of the consent 

form, along with the questionnaire, was mailed to each selected 

person on July 15, 1980; data collection began shortly thereafter. 

(See Appendix A.) 

Pilot Study 

A slight revision was made on the Educational Work Component 

Study (EWCS) Questionnaire to adapt it to university faculty member£. 

The statements that "lighting would be good" and "the ventilation 

would be modern" were omitted from the questionnaire, and the word 

"schooln was changed to "university" in the revised questionnaire. 

The instrument is in Appendix Ao 

The pilot study was conducted to ascertain whether the relia-

bil.ity and the validity of the revised questionnaire were still 

the same as that of the original questionnaire developed by Hiskel 

et a.L The pilot: study was done during the summer of 1980. Sub-

jects were graduate students in education classes. Approximately 40 
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subjects participated, and desired outcomes were identified. The 

statistical-factor analysis revealed that there is a consistency 

among the items, and the reliability still ranged between .73 and 

.83. 

Design of the Study 

The study was designed to determine whether the differences 

in sex had an impact on the faculty members' degree of motivation 

to work and job satisfaction. Two dependent variables were identi-

fied. The primary dependent variable was the male and female 

faculty members' motivation to work. The secondary dependent 

variable was job satisfaction. The independent variable was sexo 

The degree _of differences among male and female faculty members 

on their motivation to work and job satisfaction was the manner 

in which respondents answered the items on the Educational Work 

Component Study Questionnaire and the Job Descriptive Index Ques-

tiormaire. 

Instruments 

Th-e Educational Work Components Study (EWCS) Questionnaire 

was used to determine the motivation to work. The Job Descriptive 

Ir.<lex (JD!) Questionnaire was administered to find the job satis-

faction. The original Work Components Study Questionnaire was 

developed by Edgar F. Borgatta, Robert N. Ford, and George W. 

Bohrnstedt to operationalize and study Herzberg' s Two-Factor· Theory 

with Blum's (1961) sec:irity-risk orientation. Hiskel and Heller 



modified the Work Components Study and developed a new question-

naire called Educational Work Components Study (1973). 

Miskel, et at. said about the Educational Work Components 

Study: 

The Work Component Study (WCS) Questionnaire 
is a measure of work motivation with predictive 
powers as a selection device on a probabilistic 
basis for industrial managers. This study estab-
lished the factorial validity and reliability of 
a modified WCS, the Educational Work Components 
Study (EWCS) Questionnaire. (p. 403) 

Miskel, et al. continued: 

The Educational Work Component Study (EWCS) 
was administered as a self-report form. The re-
spondents read: "How desirable would YOU consider 
each of the following items in a job for YOU? A 
job where •••• " The items followed, each with a 
five-choice Likert-type response varying from "com-
pletely undesirable, would never take the job'' to 
"extremely desirable, would favor job greatly." 
(p. 45) 

The categories were assigned arbitrary values of one to five. 
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The reliability of the Work Component Study (EWCS) Questionnaire 

ranged from .73 to .83. The Work Component Study (EWCS) consisted 

of six factors that can be used to measure motivation to work in 

the educational organization, generally, and in this study, par-

ticularly; the six factors are as follows: 

1. Potential for personal challenge and development 

2. Competitiveness desirability and reward of success 

3o Tolerance for work pressure 

4. Conservative security 

5. Willingness to seek reward in spite of uncertainty 

60 Surround concern 
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The Job Descriptive Index (JDI) developed at Cornell University 

by Patricia Cain Smith and her associates (1961) was selected as a 

measure of satisfaction with the Components because of the extensive 

validation involved in its construction. Vroom (1964) commented 

thus about it: 

[The JDI] is with out doubt the most carefully 
constructed measure of job satisfaction in existence 
todayo ••• The extensive methodological work un-
derlying this measure as well as the available norms 
should insure its widespread use in both research 
and practice (p. 100). 

During the mid-1960's Smith, Kendall, and Hulin developed 

this instrument, which contains the following five subscales: 

1. Work on present job 

2. Supervision 

3. Present pay 

4. People on your present job 

5. Opportunities for promotion 

About the Job Descriptive Index Smith et al. (1969) stated: 

The one finally settled upon measured five areas 
of job satisfaction: satisfaction with work, satis-
faction with pay, satisfaction with opportunities for 
promotion, satisfaction with supervision, and satis-
faction with co-workers. These categories were arrived 
at after considerable review of the factor analysis 
literature on job satisfaction, and after an extensive 
analysis of our own preliminary categories. 

For each area there is a list of adjective or 
short phrases, each with a blank space beside it. 
The respondent is instructed to show how well each 
word or phrase describes the aspect of his job in 
question (for instance, his pay). If a word de-
scribes the pay on his present job (or his super-
vision, etc.), he is instructed to write the letter 



''Y" for "yes" beside that word or phrase. If the 
word does not describe his present pay (or super-
vision, etc.), he is asked to write "N" for "no" 
beside that word or phrase. If he cannot decide, 
he is asked to place a 11 ?" in the blank for "cannot 
decide. 11 (p. 70) 
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The JDI (Job Descriptive Index) is an adjective checklist that 

measures satisfaction with five aspects of the job. All JDI scales 

have reliabilities of .80 or higher. (Smith, et al., 1969) 

Data Collection and Follow-up Procedures 

Individual packets for the 280 subjects were sent to the uni-

versity office of each faculty member. The subject's packet in-

cluded a personal letter explaining the project and requesting 

the subject's participation (see Appendix A) and a consent form, 

which had already been submitted to the Advisory Committee in Human 

Experimentation, to be signed by the subject participating, an Edu-

cational Work Components Study, and a Job Descriptive Index Question-

naire, plus a preaddressed return envelope. All questionnaires were 

number coded to assure confidentiality. After ten days the return 

rate was 70 percent for males and 80 percent fer females. A post 

card was designed to follow up on the questionnaires not returned 

by July 15, 1980. After the card was mailed, the returned question-

naires increased to 80 percent for males and 85 percent for females. 

A telephone call was placed to the office or the residence of the 

nonresponding faculty members. After the c.alls, the percentage 

of returns increased to 84.5 for males and 90 for females. The 

analysis bagan thereafter. 



Statistical Analysis 

The t-test was conducted to analyze male and female faculty 

members' mean differences about degree of motivation to work and 

job satisfaction. 
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The Kendall tau nonparametric measurement was used rather 

than Pearson Product-moment Correlation Coefficients to analyze 

the coefficients between male and female faculty members because 

the Pearson Product-moment Correlation Coefficient is applicable 

for the interval based data. The t-test is a statistic that may 

be computed for a normally distributed variable. The formula for 

the t-test is 

where 

t = X1 - Xz 

S 1 - 2 

x1 = Mean for male faculty members 

X2 = Mean for female faculty me..mbers 

S 1 _ 2 = the standard error of difference between means 

The formula for the standard error of difference between means is: 

S 1 J. 2 

To conduct the t-test, three assumptions were necessary. 

F_irst, the samples must be randomly selected. Second, the two 

population variances are heterogeneous. Third, the population dis-

tributions are normal (McCall, 1970)0 
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Kendall tau b Correlation Coefficient Nie, et al, in Statistical 

Package of Social Science (SPSS) 1970-75 stated: 

Kendall's ta~ bis quite similar to rs in that both 
are techniques for producing a standardized coeffi-
cient based on the amount of agreement between two 
sets of ordinal ranking. While we arrive at rs by 
manipulating (in order to standardize)the square of 
the differences in the two sets of rankings Kendall's 
tau begins by computing a statistic called S. Given 
that the rankings of one variable are placed in their 
natural order (i.e., arranged by their ranks in order 
from 1 to N), Sis computed by comparing the number 
of pairs of second-variable rankings which are also 
arranged in their correct or natural order when they 
are sorted according to the natural order of the 
ranking of the first variable. S is then computed by 
beginning with the observation ranked 1 on the first 
variable and counting the number of ranks on the second 
variable which are greater than the rank of that case 
on the second variable. Once this has been done, the 
number of ranks below this observation which are smaller 
than its rank on the second variable are subtracted from 
the first quantity, When this procedure is repeated for 
all ranks, the sum of these remainders is equal to the 
Statistic S. The computed or actual Sis then divided 
by the maximum possible S, which could have been obtained 
with that number of rankings had the two sets of rankings 
been in total agreement. This number can be expressed as r (N - 1), where N is the number of observations or cases. 

The general formula for tau is then 

T = .,..._s ___ _ 
,!,N (N - 1) 
2 

When the correction for tied rank~ is introduced, the formula be-

comes 

s 
T = ===============.--::.::.::.::.-::.-::.-::.-:..-:..-:..-_-_-_-_-:: 

(N - 1) - Tx 
2 1N (N - 1) - Ty 

2 

where T = lt (t - 1), tis the number of tied 
observatiofts in each group of ties on the S variable, 



and Ty is the same quantity for they variable (SPSS, 
Pa 290). 

Because the ~ample size was relatively large, the confidence 

intervals of 95 percent and 99 percent were employed to test the 

significance of the hypothesis. 
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The Multiple Regression Analysis also was administered to 

test the relationship between demographic variables as independent 

variables (see Chapter IV) and the five subscales in job satisfac-

tion questionnaire and the motivation to work questionnaire as 

dependent variableso 

The Multiple Regression is a general statistical technique 

through which one can analyze the relationship between a dependent 

or criterion variable and a set of independent or predictor vari-



CHAPTER IV 

RESULTS AND ANALYSIS 

The following demographic information was added 'to the ques-

tionnaires: 

1. What is your position/rank? 

2. What is your sax? 

3. In which of the following units are you teach-
ing: Education, Fine Arts, Business, Engineer-
ing, or Liberal Arts and Science? 

4. How long have you been at the University? 

5. How long have you been in your current position? 

6. Are you in a tenure-track position? 

7. Do you have tenure? 

8. Do you have administrative responsibilities? 

9. What percentage of your time is devoted to ad-
ministrative responsibilities? 

lOo Are your instructional responsibilities (a) en-
tirely undergraduate, (b) mostly undergraduate, 
some graduate, (c) mostly graduate, some under-
graduate, (d) entirely graduate? 

Demographic Analysis 

As described in Chapter III, 280 faculty members (200 males 

and 80 females) were randomly selected as the respondents for this 

study. Of the 280 in tha sample, 241 faculty members returned the 
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questionnaires. Of this number, 169 (84.5%) were male faculty 

members, and 72 (90~~) were female facttlty members. 

Table 3 indicates the number and the percent of males and 

females who returned the questionnaires. 

Unit 

TABLE 3 

NUMBER AND PERCENT OF RESPONSES ACCORDING TO SEX 

Sex 

Male 

Female 

Number 

169 

72 

Responses 
Percent 

84.5 

90.0 

The units or the schools with which the selected faculty 

members were affiliated are shown in Table 4. 

TABLE 4 

NUMBER AND PERCENT OF RESPONSES ACCORDING TO UNIT 

Responses 
Number Percent 
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Unit Males Females Males Females 

Education 41 12 24.26 16.66 

Fine Arts 40 16 23.66 22.22 

E::igineering 20 6 11.83 8.33 

Business 30 12 17.75 16.66 

Liberal Arts and Science 44 20 26.03 27. 77 

Tota.1 169 72 100.00 100.00 
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Position 

Faculty members in this study were categorized according to 

the following ranks: 

1. Assistant Professor 

2. Associate Professor 

3. Full Professor 

See Table 5. 

TABLE 5 

NUMBER AND PERCENT OF RESPONSES ACCORDING TO POSITION 

Res Eons es 
Number Percent 

Position Males Females Males Females 

Assistant Professor 68 41 40.23 56.94 

Associate Professor 61 24 36.09 33.33 

Full Professor 40 7 23.66 9. 72 

Total 169 72 100.00 100.00 

Length of Time in University 

The length of time the responding male and female faculty 

members had been at the University ranged from 1 to 48 years 

(Table 6). 



TABLE 6 

NUMBER AND PERCENT OF FACULTY CLASSIFIED ACCORDING 
TO YEARS OF SERVICE AT THE UNIVERSITY 

Res Eons es 
Years at Number Percent 
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University Males Females Males Females 

1-4 50 27 29.58 37.5 

5-9 51 26 30.17 36.1 

10-48 68 19 40.23 26.3 

Total 169 72 100.00 100.0 

Length of Time in Current Position 

The length of time the male and female faculty members had 

been in their current positions ranged from 1 to 38 years (Table 7). 

TABLE 7 

NUMBER AND PERCENT OF RESPONSES CLASSIFIED ACCORDING 
TO YEARS OF SERVICE IN THE CURRENT JOB 

Res Eons es 
Years in Number Percent 

Currenc Position Males Females Males Females 

1-4 50 25 29.58 34. 72 

5-9 57 25 33. 72 34. 72 

10-38 62 22 36.68 30.55 

Total 169 72 100.00 100.00 
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Tenure Track 

Among the 241 male and female faculty members responding to 

the questionnaires, 134 males (79.28%) and 56 females (77.77%) were 

in the tenure track. Two (0.8%) faculty members did not respond 

to the tenure-track category. See Table 8. 

Tenure Track 

Yes 

No 

No Response 

Total 

Tenure 

TABLE 8 

NUMBER AND PERCENT OF RESPONSES ACCORDING 
TO FACULTY MEMBERS ' TENURE TRA..CK 

Res:eonses 
Number 

Males Females Males 

134 56 79.28 

33 16 19.52 

2 0 1.18 

169 72 100.00 

Percent 
Females 

77 .77 

22.22 

100.00 

Among the 241 male and female faculty members responding to 

the questionnaires, 125 (47.0%)males and 40 (55.5%) females were 

tenured. See Table 9. 



Tenured 

Yes 

No 

Total 

TABLE 9 

NUMBER AND PERCENT OF RESPONSES ACCORDING 
TO FACULTY MEMBERS' TENURE 

Res:eonses 
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Ntnnber Percent 
Males Females Males Females 

125 40 74.0 52.5 

44 32 26.0 44.5 

169 72 100.0 100.0 

Administrative Responsibilities 

In the category of administrative responsibilities 65 (38%) 

male and 18 (25%) female faculty members' responses were positive. 

See Table lOo 

TABLE 10 

NUMBER AND PERCENT OF RESPONSES ACCORDING TO FACULTY 
MEMBERS' ADMINISTRATIVE RESPONSIBILITIES 

Responses 
Number Percent 

Administrative Responsibilities Males Females Males Females 

Yes 65 18 38.0 25.0 

No 102 54 60.0 75.0 

Total 169 72 100.0 100.0 



Percentage of Time Spent on Administrative Responsibilities 

For the percentage of time spent on administrative responsi-

bilities for the male and female faculty members responding to the 

questionnaire see Table 11. 

TABLE 11 

PERCENT OF TIME FACULTY MEMBERS SPENT ON 
DMINISTRATIVE RESPONSIBILITIES 

Res:eonses 
Number Percent 
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Administrative Responsibilities Males Females Males Females 

Below 25 38 14 22.5 19.5 

25-50 12 4 7.1 5.5 

50-75 4 0 2.4 o.o 
75 up 11 0 6.0 0.0 

Total 65 18 38.0 25.0 

Instructional Responsibilities 

The instructional-responsibilities category was based on the 

fol lowing four categories: 

1. Entirely undergraduate 

2. Mostly undergraduate, some graduate 

3. Mostly graduate, some undergraduate 

4. Entirely graduate 

The percentages of male and female faculty members' instructional 

responsibilities are shown in Table 12. 
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TABLE 12 

~ITT.M3ER AND PERCENT OF RESPONSES ACCORDING TO FACULTY 
MEMBERS' INSTRUCTIONAL RESPONSIBILITIES 

Responses 
Number Percent 

Instructional Responsibiliti~s Males Females Males Females 

Entirely undergraduate 23 12 13.60 16.66 

Mostly undergraduate, scme graduate 75 38 44.37 52. 77 

Mostly graduate, some undergraduate 31 13 18. 31+ 18.00 

Em:irely graduate 36 9 21.30 12.50 

No respori.Se 4 2.36 

Total 169 72 1.00.00 100.00 

Testing of Hypotheses and Statistical Analysis 

Testing of Hypotheses 

Hypothesis 1. The female faculty members at the regional uni-

versity tested in this study are more highly motivated to work than 

male faculty members. According to Table 13, che male fa~ulty mem-

bers are more highly motivated overall (overall motivation mean= 

3.24), and scored higher on more individual items (22-12.),.but among 

the eight items on which males anci females were significantly different; 

females scored higher on six. 

Hypothesis 2. The fems.le faculty members at the regional university 

tested in thi.s study show a greater degree of job satisfaction than male 

faculty members. According to Table 13, the female faculty members are 

more ga.tisfied than male faculty members and scored significantly 

higher on two subtopics of the job satisfaction questionnaire. 



TABLE 13 

MEANS AND STANDARD DEVIATIONS FOR INDEPENDENT AND DEPENDENT VARIABLES 

Estimated 
Degrees 

Kendall Probability Means s. D. Number T of Probability 
Question Tau Significance Males Females Males Females Males Females Value Freedom Significance 

1. 0.1015 .031•, 39 .0651 41. 7500 10.157 8.388 169 72 -2.13 160.87 0.035* 
2 0.956 .038* 38. 5562 41. 5833 11.716 8. 727 169 72 -2 .21 177 .63 0.028* 

H 3 0.0302 .288 38.2544 39.1806 11. 723 10.304 169 72 -0.61 151.43 0.541 A 
t-, 4 0.0191 .363 32. 7811 33 .1389 12.085 11.456 169 72 -0.22 140.90 0.828 

5 0.0331 .270 32.8876 33.7917 13.452 11.433 169 72 - .53 156.17 0.596 

1 -0.0553 .173 3.1893 3.0273 1.180 1.021 169 72 1.07 153.83 0.285 
2 -0.0960 .052 3.7337 3 .t~722 1.026 1.100 169 72 1. 72 126.10 0.087 
3 -0.0459 .221 3.2130 3.1250 0.881 0.948 169 72 0.67 125.59 0.502 
4 -0.0474 .214 3.4320 3 .3472 0.962 0.858 169 72 0.68 149.24 0.500 
5 -0.0369 .265 2.9527 2 .8611 1.106 1.104 169 72 0.59 134.30 0.557 

ti) 6 0.0028 .481 3.2663 3.2639 1.126 1.63 169 72 0.01 130.29 0.988 
u 7 0.0569 .168 3. 12{~3 3.2639 0.977 1.035 169 72 -0.97 127.44 0.331 :;3: 
µ;i 8 -0.0149 .400 3.6391 3.5833 1.173 1.230 169 72 0.33 128.44 0.745 

9 0. 282 .014* 2.5799 2.9444 1.105 1.185 169 72 -2.23 126.01 0.028* 
10 -0.0414 .240 3.3609 3.2301 1.193 1.181 169 72 0.75 135.34 0.455 

11 -0.0243 .340 3.5621 3.5000 1.112 1.113 169 72 0.40 133. 91 0.692 
12 0.0027 .482 3.3609 3.3750 1.099 1.144 169 72 -0.09 129.40 0.930 
13 0.0201 .366 3.0000 3.0417 1.086 1.192 169 72 -0.25 123.53 o. 799. 
14 -0.0315 .297 3.2426 3.1806 1.009 0.924 169 72 0.46 145.55 0.643 
15 -0.0698 .118 3.2781 3.0833 1.128 1.148 169 72 1.21 132.07 0.228 



TABLE 13 (Continued) 

Estimated 
Degrees 

Kendall Probability Means s. D. Number T of Probability 
Question Tau Significance Males Females Males Females Males Females Value Freedom Significance 

1.6 0.077 .448 2.7219 2.7500 1.195 1.172 169 72 -0.17 136.53 0.866 
17 -0~0150 .400 2.8876 2 .8611 1.043 1.104 169 72 0.17 127.46 .863 
18 0.0306 .302 2.9763 3.0556 1.023 1.112 169 72 -0.52 124.62 0.605 
19 -0.0441 .226 3.4793 3.3750 1.134 1.080 169 72 0.68 140.28 0.500 
20 -0.0713 .114 3.4556 3.2639 1.023 1.163 169 72 1.21 120.06 0.227 

21 0 .1255 .016* 2.9349 3.2639 1.092 1.126 169 72 -2.10 130.45 0. 038·k 
22 0.0227 .350 3 .2722 3.3333 1.045 1.075 169 72 -0.41 130.76 0.684 
23 0.0359 .271 3.2485 3.3333 1.016 1.138 169 72 -0.55 121. 50 0.586 
24 -0.0225 e351 2.8994 2.8889 1.039 1.145 169 72 0.07 123 .11 0.947 
25 0.0933 .056 2.8935 3.1667 1.097 1.088 169 72 -1.78 135 .12 0.077 

CJ) 
0 

26 -0 .1165 .023* 3.4793 3.1389 1.206 1.225 169 72 1.98 132.14 0.049·k 
27 0.2336 .001* 2.6923 3.4028 1.113 1.285 169 72 -4.08 118.46 0. 001-1. 
28 0.0780 .093 3 .1716 3 .3472 1.018 1.077 169 72 -1.18 127.53 0.241 
29 -0 .1070 .035* 3.1893 2.9444 0.976 1.086 169 72 1.65 122.10 0.101 
30 0.1680 .0021, 3. 1006 3.5000 1.056 0.888 169 72 -3 .01 158.04 0. 003-1< 

31 0 .12LJ-3 .019* 3.0592 3.3750 0.857 1.013 · 169 72 -2.32 116. 33 0.022 '/ 
32 -0.0103 .431 3.1953 3.1667 1.071 0.964 169 72 0.20 147.93 0.839 
33 0.1625 .003* 2.8402 3.2917 0.947 1.261 169 72 -2. 73 106.63 0. 007-1< 
34 -0.2038 .001* 3.8876 3.3194 0.909 1.97 169 72 3.61 107. 47 0.001* 

Total Motivation ·3.24 3.20 1.15 1.12 169 72 0.39 133.40 0.070 
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The two hypotheses were also examined by the Multiple Regres-

sion Analysis based on faculty members' demographic information 

(See Tables 4-12) as independent variables and the five subscales 

on the Job Satisfaction Questionnaire and the total scores of the 

Motivation to Work Questionnaire as dependent variables. 

Statistical Analysis 

The T-test was employed to investigate the difference between 

male and female faculty members' degree of job satisfaction and 

motivation to work. The Kendall tau b was adopted to investigate 

_the relationship among the demographic variables and the Job Descrip-

tive Index variables with Educational Work Components Study vari-

ables, based on male and female faculty members' responses to the 

questionnaires discussed in Chapter III. The Multiple Regression 

Analysis was administered to measure the contribution of each 

independent variable to each dependent variable, the Job Satisfaction 

and Motivation to Work variables. The results are in this chapter. 

All tables indicating significant and nonsignificant differences 

are in this chapter along with the T-test and the Kendall tau b 

tables and Multiple Regression that indicated significant and insig-

nificant differences among the studied variables. 

The T-test and the Kendall Tau B correlation coefficient results 

are shown in Table 13, which identifies the number of items in the 

Job Descriptive Index, in the Educational Work Component Study, 

Kendall Tau and its probability significance, male and female means, 

male and female standard deviations, the male faculty numbers, the 
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fem.2.le faculty numbers, the T value, the estimated degrees of free-

dom, and the T-test probability significance. The estimated degree 

of freedom is the computed degree of freedom rather than the actual. 

It makes no assumptions about equal variances between two groups; 

it also does not depend on the variances' being equal. Two sig-

nificant (.05 level) differences were found in job satisfaction, 

and eight significant (.05 level) differences were found in the 

motivation to work between male and female faculty members. Four 

variables were found to be significant at both the .05 and .01 levels 

on motivation to work among the eight significant differences. 

Multiple Regression Analysis. To find the degree to which 

sex influenced faculty members' satisfaction with their jobs and 

motivation to work, the Multiple Regression Analysis was conducted. 

The demographic information of the faculty members was treated 

as independent variables (see Tab'i:es--4,,,U.)_~---!'=!-l!.9 __ the five subscales 

of the Job Descriptive Index Questionnaire--satisfaction with ·current 

job, satisfaction wq:h supervision, satisfaction with colleagues 

and people, satisfaction with pay, and satisfaction with promotion 

--were tree.ted as dependent variables for job satisfaction, and 

the total scores for the 34 ittms iri tlieEduc:!at-ional Work Com-

ponent Study Questtonn&ire were treated as dependent variables 

f...or___mati.vatiou._ 

Table JA indic;:i.tes tht ccmbined, male, and female faculty mem-

bers' satisfaction and motivation to work related to their demo-

graphic information. The scores on tr1e table are the Regression 
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TABLE 14 

SUMMARY TABLE OF REGRESSION GouARE CHANG1 OF 
FACULTY MEMBERS ' DEMOGRAPHIC INFORMA..TION 

Current Supervise People Pay Promotion Motivation 

Male.s and Females 

Position .024 .037* .037* -.003 • 012 

Sex .030 .020 .002 -.001 -.001 -.001 

Time at 
University - .017* -.004 -.019 -.042* -.037* -.050* 

Time in 
Current Position .067* .001 .001 .039* .024 .010 

Tenure Track .001 -.065* -.003 .001 

Tenured 
Position -.000 -.000 -.001 -.008 -.002 -.025* 

Administrative 
Responsibility 

Percent 
Administration -.006 -.007 -.011 

Instructional 
Resp ons i bi li ty .007 .002 . 012 .002 .004 

Educatio.n -.001 .002 -.064* .001 .122* 

Fine Arts -.000 -.032* .047 

Business -.007 -.030* -.059 -.006 .002 

Engineering .023 .002 .ooo .001 .017 .018 

Liberal Arts - .026 -.001 .056* .001 
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TABLE 14 (Continued) 

Current Supervise People Pay Promotion Motivation 

Males 

Position .044* .001 .003 

Sex 

Time at 
University -.006 .002 -.004 -.067* -.024 -.050* 

Time in 
Current Position .046* -.009 - .019 . 020 .012 .003 

Tenure Track .001 -.002 .003 

Tenured 
Position .018 .046* .051* -.026 -.018 -.010 

Administrative 
Responsibility .044* .001 .003 

Percent 
Administration .013 -.001 -.002 -.003 -.002 .011 

Instructional 
Responsibility .003 -.001 .001 .002 -.001 

Education .026 .016 .019 .122* 

Fine Arts .009 .001 .042 

Business -.013 - .03b'C' -.082* .022 .001 

Engineering ,001 .026 .047* .010 

Liberal Arts .001 .039* .043* .001 
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TABLE 14 (Continued) 

Current Supervise People Pay Promotion Motivation 

Females 

Position .001 .145* -.144* - • 046-!< -.008 

Sex 

Time at 
University -.206* -.012 0001 -.118* -.035* -.437* 

Time in 
Current Position 0101* .212* - . 096* .020 .225* -.024 

Tenure Track .028 -.005 -.156* -.025 .003 

Tenured 
Position .184* -.078 - • 2 791: .055 .013* -.015 

Administrative 
Responsibility 

Percent 
Administration .016 -.198* .001 .115* .013 .005 

Instructional 
Responsibility .163* 0010 .267* -.003 .195* .101 

Education -.007 -.092 -.042 

Fine Arts .001 .025 .116* - .113* . 20li< .019 

Business .001 - . 020 . .117 -.010 

Engineering . 094i< .029 • 06 7-!: 

Liberal Arts - • 072* .156* .001 -.007 • 162-?: -.178* 

*Significant at the .05 level-



Square change for the faculty members combined and for male and 

female faculty members separately. The asterisk in front of each 

score indicates the significant relationship of the given item(s) 

to the related demographic information of the faculty members, 

The scores with the sign of minus indicate the negative relation-

ship of the given item(s) to the related demographic information 

of the faculty members. The scores with the plus sign indicate 

the positive relationship of the given item(s) to the related 

demographic information of the faculty members. 
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of Multiple Regression Analysis was employed-,. 

rather than the hierarchical one. In other words, the computer 

selected the order of variable entry rather than the researcher's 

doing so. Because the computer selected the equations, some blanks 

are noticeable in Table 14_. 

Results and Findings 

The results and findings of the study were based on the follow-

ing two procedures: 

1. The statistical analysis of faculty members' 

responses to the Motivation to Work and Job 

Satisfaction Questionnaires. 

2. The statistical analysis of faculty members' 

demographic information as independent variables 

and the Motivation to Work and Job Satisfaction 

subscales as dependent variables. 
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On the analysis of faculty members' responses to the question-

naires the T-test and Kendall tau b Correlation Coefficient were 

employed. On the analysis of demographic information with ques-

tionnaires the Multiple Regression Analysis was administered. 

The study found that the female faculty members were satis-

fied with their current jobs and also with the university adminis-

tration. The study found that the male faculty members, in spite 

of their dissatisfaction in the areas of their current jobs and uni-

versity administration, were scored higher on most of the items on 

the Motivation to Work Questionnaire. Table 15 shows the compari-

son of female and male faculty members' degrees of difference in 

job satisfaction and motivation to work for those items for which 

the difference was significant. 

The test of relationships between the female faculty members' 

demographic information as independent variables and the five sub-

scales of che Job Satisfaction Questionnaire and the Motivation to 

Work Questionnaire as dependent variables revealed the following 

results: 

l. Sex makes no significant contribution to the 

variance of any of the satisfaction measures or 

the level of motivation when other inde2endent 

variables are hel constant. 

2. Variables associated with being at the Univer-

sity a relatively long time (University time, 

being tenured, and spending a larger share of 
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T..A..BLE 15 

COMPARISON OF FEMA.LE At-ID MA.LE FACULTY MEMBERS ' DEGREE OF 
DIFFERENCES IN JOB SATISFACTION AND MOTIVATION TO WORK 

Mean 
Males Females Mean T Level of 

(N = 169) (N = 72) Difference value Significance 

Current 39.0651. 41. 7500 2.6849 -2.13 p < .01 

Supervision 38.5562 41.5833 3.0271 -2.21 p < .01 

Question 9 2.5799 2.9444 0.3645 -2.23 p < .01 

Question 21 2.9349 3.2639 0.329 -2 .10 p < .01 

Question 26 3.4793 3 .1389 0.3404 1. 98 p < .01 

Question 27 2.6923 3 .3472 0.6549 -4.08 p < .01 

Question 30 3.1006 3.5000 0.3994 -3 .01 p < .01 

Question 31 3.0592 3.3750 0.3168 -2.32 p < .05 

Question 33 2.8402 3.2917 0.4515 -2.73 p < .05 

Question 34 3.8876 3.3194 0.5682 3.61 p < .01 



time in administrative activities) are g_enerally 

predictive of lowered satisfaction and motiva-------
ti.mt for all fa_2.ulty mem}).ers 

study. 

3. Being in a relatively prestigious position 

(higher ranks and teaching relatively advanced 

classes) made the faculty members satisfied and 

more highly motivated to work. 

4. The higher relative satisfaction of the female 

faculty members appea-rs to be concentrated in 

the schools of Fine Arts, Business, and Engineer-

ing. 
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While the data do not pro'Jide an explanation, it is possible 

that in these fields in which women may not have expected to compete 

with men, their cioing so is more satisfying than in the School of 

Education or the School of Liberal Arts, in which successful compe-

tition with men is more likely anticipated. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Surmnary 

The purpose of the study was to compare male and female faculty 

members' differences about the degrees of motivation to work and 

job satisfaction. These people held assistant-professor, associate-

professor, and full-professor ranks in the colleges of Education, 

Business Administration, Fine Arts, Engineering, and Liberal Arts 

and Sciences at a Midwestern regional university. 

The research instruments used to collect the data were the 

Educational Work Components Study Questionnaire for Motivation to 

Work and the Job Descriptive Index Questionnaire for Job Satisfac-

tion. 

The Educational Components Study Questionnaire (See Appendix A) 

consisting of 34 items and the Job D~scriptive Index Questionnaire 

(See Appendix A) consisting of five items along with a cover letter, 

a consent form, and a stamped return envelope were distributed to 

the sample of 280 faculty members, among whom were 200 males and 

80 females. Of this sample 169 male faculty members and 72 female 

faculty members responded to the questionnaires, yielding a return 

of 84.5 percent of males and 90 percent for females. 

The T-test Kendall Taub Correlation Coefficient and the Multiple 

Regression Analysis were used to analyze the data. The T-test was 

101 



102 

used to determine whether there is a significant difference between 

male and female faculty members' degree of motivation to work and 

job satisfaction. The Kendall Taub Correlation Coefficient is a 

nonparametric statistical tool that was used to determine whether 

there was a significant relationship between the independent vari-

able (sex) and the dependent variables (motivation to work and job 

satisfaction). The Multiple Regression Analysis was employed to 

analyze the faculty members' demographic information with job satis-

faction and motivation. 

The study found that the female faculty members, in spite of 

some findings in the literature, differed from male faculty members 

on the job-satisfaction area, and male faculty members showed greater 

degrees of motivation to work than female faculty members. (See the 

results and findings.) 

Finally, Multiple Regression findings revealed that in view 

of the fact that the female faculty members have not generally been 

at the University and in their positions as long as the men faculty 

members, they were less likely to be tenured, had fewer adminis-

trative responsibilities, and were teaching fewer graduate classes 

(all of which are associated with dissatisfaction and lower moti-

vation) but were satisfied with their jobs more than male faculty 

members. 

Conclusions 

The conclusions in this division of Chapter V are, in essence, 

general ones based on the suw.mary tables in Chapter IV. To reach 
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logical conclusions and to make necessary comparisons easier, a 

summary table consisting of total responses to both questionnaires 

was developed. Table 13 indicates every item, along with each 

corresponding group and the obtained T-test and Kendall Taub Cor-

relation Coefficient. The asterisk(*) after the T-test and Kendall 

Taub Correlation Coefficient value indicates there was a signifi-

cant difference between male and female faculty members about job 

satisfaction and motivation to work. 

Table 14 indicates the results of the Multiple Regression Analy-

sis based on faculty members' demographic information (See Chapter IV, 

Tables 4-12) and the five subscales of the Job Descriptive Index 

(See Appendix A) and the total scores on the Educational Work Com-

ponent Study Questionnaire (See Appendix A). The asterisk(*) after 

the F indicates there was a significant relationship between the 

independent and dependent variables. 

This study was undertaken to detect whether any differences 

existed between male and female faculty members about job satis-

faction and motivation to work. Table 13 indicates that in all 

five items of the Job Satisfaction Questionnaire, according to 

the T-test mean, female faculty members were more satisfied than 

male faculty members. In the Motivation to Work Questionnaire 

male faculty members seemed to be more highly motivated than 

female faculty members in 22 items out of 34 items. 

The results of the Multiple Regression Analysis test indicates 

that, even though the female faculty members held lower proportion 
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in the five schools tested in the study; held lower rank and posi-

tion; have been less time in the University and their current 

positions; held less proportion of the tenure track and tenured 

situation; held less administrative responsibilities; and were 

holding the higher undergraduate instructional responsibilities 

(See Tables 4-12); they were more satisfied with their current 

jobs in the Schools of Engineering and Liberal Arts; showed satis-

faction with supervision and the length of time in their current 

positions at the University; showed satisfaction with people and 

colleagues; showed satisfaction with people and colleagues in the 

College of Fine Arts and the instructional responsibilities; showed 

satisfaction with promotions in the Schools of Liberal Arts, Fine 

Arts, Engineering; and instructional responsibilities. The most 

dissatisfying elements for faculty members were length of time at 

the University, percentage of administrative responsibilities, not 

being on the tenure track; and the female faculty members were not 

motivated at all. 

The researc~er assumes that, by and large, female faculty 

members do compete with male faculty members and eKpect to 

accomplish as much. Success, not the other elements such as length 

of time in the University and pay, motivated them. This is contrary 

to Crandall's (1969) finding that females tend to have lower initial 

expectancies than males and that relative to their actual ability, 

males tend to ove.:-es timate and females to underestimate the prob-

ability of success. 
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The more time in the University was the most dissatisfying 

factor for females and, as a consequence, made them less motivated 

than male faculty members. 

The tenure track and tenured situation caused the male and 

female faculty members to feel satisfied with their jobs, but the 

~pnger_..leng..th of time in the te~ure situation caused the sense of 

dissatisfaction. 

~id not appear to be significant about the faculty members' 

satisfaction, dissatisfaction, and motivation to work. 

The male faculty members were satisfied with their relationship 

with the university administration. Members in the College of 

Business Administration were dissatisfied with their colleagues and 

people. The male faculty members were dissatisfied with their 

salaries, in·general, and were dissatisfied with their promotions, 

especially timewise. On the other hand, the length of time and em-

ployment at the University was the strong element of the male faculty 

members' dissatisfaction; however, the male faculty members were 

more highly motivated in the School of Education. 

Recommendations 

As described in Chapter II, the Hollen and Gemmell (1976) study 

showed that male professors showed a greater degree of job satis-

faction than female faculty members. Hollen and Gemmell in their 

study used the Job Descriptive Index Questionnaire, and the same 

questionnaire was used in this s~udy. The result is entirely 



different. In this study the female faculty members showed greater 

degrees of job satisfaction than male faculty members. 

This study was conducted with a sample of 280 male and female 

faculty members at a Midwestern regional university in the summer 
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of 1980. It is reconnnended that other studies be made during the 

fall or spring semesters. The possibility always exists that the 

results would be different, especially in the job-satisfaction 

variable within the framework of the time interval. In addition, 

another study with a larger population in different institutions and 

universities is needed. 

This study was conducted at a Comprehensive University of 

Group I, which offered a liberal-arts program as well as several 

other programs, such as engineering and business administration, 

with an extremely limited doctoral program. Other studies should 

be conducted at comprehensive universities and colleges II and 

research universities as well. 

There should be a study done in another university on the 

sex differences, especially about pay, promotion, and faculty 

members who are not tenured. A study should be done to find out 

why male and female faculty members were not satisfied with their 

length of employment at the University. Also, a study should be 

made to find out why male and female faculty members were not satis-

fied with their tenured situation. Finally, a study should be made 

to ascertain why male and female faculty members who were dissatis-

fied in the College of Business Administration were motivated to 

work. 
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APPENDIX A 

Personal Letter, Consent Form, and Questionnaires 



THE UNIVERSITY OF KANSAS 
Department of Administration, Foundations 
and Higher Education, School of Education 

9 Bailey Hall, Lawrence, Kansas 66045 
(913) 864-4432 

Dear Professor: 

I am attempting to take the final step in my academic career. 
With your help many years of study and anticipation will be 
completed. In 1977, I began my graduate work in Educat i ona 1 
Administration at Wichita State University; now, I am writing 
my dissertation at The University of Kansas. 

The purpose of my dissertation is to compare male and female 
faculty members' degree of satisfaction and motivation to work. 

Enclosed you will find a set of short questionnaires. The 
code number is only for bookkeeping purposes. Be assured that 
your name will not be associated in any way with ·the research 
findings. Your participation is solicited~ but strictly 
voluntary. Please do not hesitate to ask any questions about 
the study. 

Your cooperation in filling out the attached questionnaire is 
appreciated very much. Could you sign the consent form, enclose 
it and the i.nstruments in the envelope, and mail it to me.by 
July 25? Thank you very much. 

Si nee rely yours, 

Gabriel Balazadeh 
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THE UNIVERSITY OF KANSAS 
Department of Administration, Foundations 
and Higher Education, School of Education 

9 Bailey Hall, Lawrence, Kansas 66045 
{913) 864-4432 

The Department of Administration, Foundations and Higher 
Education supports the practice of protection for human subjects 
participating in research. The following infonnation is provided 
so that you can decide whether you wish to participate in the 
present study. You should be aware· that even if you agree to 
participate you are free to withdraw at any time. 

The research is concerned with the study of motivation 
to work and degree of job satisfaction between male 
and fema·le faculty members. You will be asked to ans\ver 
the questionnaire. Your name will be identified only by 
a code number. Th~ code number is only for bookkeeping 
purposes. 
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Your participation is solicited, but strictly voluntary. Do 
not hesitate to ask any questions about the study. Be assured 
that your name will not be associated in any way with the research 
findings. We appreciate your cooperation very much. 

Sincereiy, 

Gabriel Balazadeh 
Principal Investiaator 
(913) 841-7990 -

Signature of subject agreeing to participate 
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Please answer the following questions: Code Number 
Pos·iti on/Rank _____________ Sex ____ Unit ____________ _ 
Length of time at university _______ Length of time in current position ____ _ 
Are you in a tenure-track_ position? ____ If so, are you tenured? __________ _ 
Do you have administrative responsibilities? If so, what percent of time do you --devote to them? __________ _ 
Instructional responsibilities: ( ) entirely undergraduate; ( ) mostly undergradu~te, 
some graduate; ( ) mo~tly graduate, some undergraduate; ( ) entireiy graduate. 
If you wish to add anything else concerning your feelings about your job, please add 
your comments on an additional sheet. Thank you. 

Think of your present work. What is it like most of the time? In the blank 
beside each word given below, write Y for 11 Yes 11 if it describes your work, write . .1L for "No" if it does NOT describeyour work, and write _1__ if you cannot decide. 
__ Fascinating Good Pleasant __ Challenging 

Rouiine 
__ Satisfying 
__ Boring 

Creative 
__ Respected 

Useful 
Tiresome 
Healthful 

___ On your fe@t 
__ Frustrating 
___ Simple Hot 

Endless Gives sense of accomplishment 
Think of the kind of supervision that you get 

of the fo1lowin9 words describe this supervision? 
below, put Y if it describes the supervision you 
NOT descr·ibe,t, and _l_ if you cannot decide. 

on your job. How we11 does each 
In the blank beside each word 
get on your job, .JL. if ·it does 

__ Asks my advice Tactful 
Hard to please Influentiai 

__ Impolite 
__ Praises good work 
__ Knows job well 

Intelligent 
· __ -Lazy 

__ Up-to-date 
Dcesn't supervise 

-- enough 
Leaves me on my 
own 

__ Quick tempered 
Te11s me where 
stand 

___ Annoying 
Stubborn 
Bad 
Around when needed 

Think of the majority of the people that you work with now or the people you 
meet in connectfon wi'th your work. How we11 doss each word describe these people? 
In the blank beside each word below, put l if it describes the people: you work 
with, _N_ if it does NOT describe them, and _l_ if you cannot decide. 
__ Stimulating __ ke~ponsible Smart Active 

Bor·i no --- ., 
Slow 
Ambi ::ious 

__ Stupid 

fast 
Intel1igent 
Easy to make 

--- crnemi es 

__ !..azy 
__ Unpl~asant 
__ No privacy 

Talk too much 

Narrow interests 
__ Loyal 

Hard to meet 

Think of the pay ym, gr-?t new. Hovi well does each of the, following words describe 
your present pay-? In the blank beside each word~ put Y if it describes your pay> 
-~- if it does NOT describe it, and _l_ if you cannot decide. 
__ Income adequate for normal Income provides ___ Highly paid 

exp~nses luxuries Underpaid __ Satisfactory profit sharing Insecure 
__ Barely 1 ive on i 11:::orne Less than I deserve 

Think of the :,pportunities for promotion that you have now. How we11 does each 
of the following words describe these? In the blank beside each word put Y for 
"Yes" if it describes your opport:mitie~ for promotion, N for ''Ne" if itdoes NOT 
describe the;:-i, and _l_ if you cannot decide. -

-·-- Good opportu,~i ti es fer promo ti on 
__ Opportunity some11.1hat 1 imited 
___ Promoti o~ on roil ity 

Dead-~nd job 
;__ __ Fair·ly good chence for promotion 

___ Good chance for promotion 
__ Ur.fair promotion policy 
____ Infrequent p-,,~moticns 
___ Regu1ar promotions 



Given ·below are a series of questions on things people want in jobs. Hm.,,ever, 
people differ greatly in the things they want in a job, and jobs differ greatly, 
even within the same organization. This form is designed to gather infonnation 
about things you consider desirable in a position in the University. Please 
respond to each of the items as follows: 
11 How desirable would you consider each of the following items in a job for YOU? 
A job in which ..• 

l. Extremely 
undesirable. 
l4ould never 
take job. 

2. · Undesirable. 
Would avoid 
the job. 

3. Neither 4. Desirable. 5. Extremely 
desirable Would favor desirable. 
nor the job. Would favor 
undesirable. job greatly. 

Write on the line preceding each statement the number that best describes your 
attitudes. For example, if you think the job would be Extremely Undesirable, you 
would write l on the short line preceding the statement, but if you think the job 
would be Desirable, you would put a 4 in front of it. Please respond to every 
i tern. 

A Job in which . 

1. I could get fired easily, but the work would be very interesting. 
2. Salary increases would be strictly a matter of how much I accomplished. 
3. University related problems might come up that I would have to take 

care of myself outside regular hours. 
4. The community would have good recreational ·facilities. 
5. I would be involved in managing a small group of people doing routine jobs. 
6. The university would be highly competitive at the professional level. 

· 7. The work might be excessive sometimes. 
8. There would be opportunity for creative-work. 

19. The work would be routine, but not hard to do. 
__ 10. Salary increases would be detennined by the amount of effort exerted. 
__ lt. The climate would be pleasant. 
__ 12. The community would be a wonderful place to raise a family. 
__ 13. The position might be temporary, but it would be extremely interesting 

while it lasted. 
__ 14. I might sometimes have to take work home with me. 
__ 15. The physical working conditions would be attractive. 
__ 16. I could get fired easily. 
__ 17. The work would be routine, but the initial salary would be high. 
__ 18. The work might build up "pressures" on me. 
__ 19. There would be emphasis on individual ability. 
__ 20. The university would encourage further specialized work. 
__ 21. Promotions would come automatically. 
__ 22. Competition would be open and encouraged. _ 
__ 23. I would have a chance to further my formal education. 
__ 24. I could get fired easily, but 'the rewards would be high. 
__ 25. The work would be routine, but highly respected in the community. 
__ 26. I would always have a chance to learn something new. 

27. The job would be insecure. 
28. The salary increases would be regularly scheduled. 

__ 29. The work might come in big pushes sometimes. 
__ 30. There would be emphasis on the actual production record. 
__ 31. I might be on call when there is pressure to get jobs done, 
__ 32. 

33. 

__ 34. 

Salary increases would be a matter of how much effort you put in. 
Rewards would be high, but if one loses the job it would be very 
difficult to get another one. 
There would be emphasis on originality. 

Than_k you for complet'ing this form. Please indicate below if you wou1d like to 
receive a copy of the results of this study. Yes No 
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