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Abstract

This research work investigated gender differences in job satisfaction of academic and non-academic staff of
Olabisi Onabanjo University, Ago-Iwoye, Nigeria. 3 research questions were raised and answered. The study
adopted descriptive research design. 400 staff constituted the sample (196 academic and 204 non-academic staff.
The respondents were randomly selected from 5 Faculties and various Departments/Units from the University. A
self-designed questionnaire was used in collecting data and it consisted of two (2) sections. Data were analysed
using descriptive and inferential statistics. T-test statistics was used in analysing the three research questions.
Findings revealed that the level of job satisfaction of male and female staff who are academics and non-
academics is the same; there was no significant gender difference in the job satisfaction of staff of Olabisi
Onabanjo University; there was no significant gender difference in the job satisfaction of academic and non-
academic staff of the University. Based on the findings, recommendations were made.
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Introduction

Job satisfaction is a construct that has been widely discussed and extensively examined in related fields such as
organisational behaviour, human resources management, administration and management of industrial and
business organisations, psychology, sociology and education over the years. It is a generalised affective and
cognitive orientation to all aspects of the job which simply means the extent of an individual’s feeling about the
job and the extent of an individual’s satisfaction with a particular aspect of the job such as pay, pension
arrangements, working hours and a host of others respectively. Job satisfaction represents a combination of
positive or negative feelings that workers have towards their work. It is a frequently studied subject in the work
and organisational literature. This according to Oshagbemi (1999) is mainly due to the fact that many experts
believe that job satisfaction trends can affect labour market behaviour and influence work productivity, work
effort, employee absenteeism and staff turnover.

Job satisfaction has been defined in several ways by different authors which according to Mabekoje (2009)
makes it definitive designation very difficult. However, Spector (1997) simply defines job satisfaction as how
people feel about their jobs and different aspects of their jobs. Job satisfaction is an emotion, a feeling and a
matter of perception. It results from an appraisal of an employee’s experiences at work. Job satisfaction involves
likes, dislikes, extrinsic and intrinsic needs. It is within employee’s control and yet also beyond his or her control.
Job satisfaction according to Mumford (1991) is a fit between what the organisation requires, what the employee
is seeking and what the employee is receiving. The degree of fit will determine the extent to which the employee
is satisfied. Job satisfaction is a complex concept and difficult to measure objectively, because understanding the
nature of job satisfaction and linking it with work performance is not easy. This assertion is supported by
Appleby (1982) who reports that research into job satisfaction usually involves dealing with matters of a
subjective nature and this means results are difficult to evaluate. Job satisfaction is more of an internal state and
could be associated, for example, with a feeling of personal achievement. One element of importance is that
workers in a successful undertaking, which is publicly prominent, derive satisfaction from their work. A
worker’s attitude to his work depends a lot on the informal social organization in the undertaking.

The level of job satisfaction is affected by a wide range of individual, social, organisational and cultural
variables. There is also a wide range of specific factors, which influence job satisfaction. It may be true that
opportunities for promotion may influence the degree of satisfaction a worker will have in his job. If educational
attainments are going to be essential for promotion, opportunities for study may be essential to retain good
worker relations. The relationship between job satisfaction and effective work performance is an issue of
continuing debate and controversy. Individuals vary in the satisfaction they want from working in a particular
job, and these satisfactions can play a role in guiding career selection and in achieving organizational goals.

Job satisfaction has influence on whether employees will have a propensity to remain with the organisation and
to perform at higher levels. Job satisfaction has been related to a number of factors. Mabekoje (2009) cited
studies that have established significant relationship between job satisfaction and employee commitment,
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turnover, absenteeism, occupational stress (De Nobile & McCormick, 2005; Luthans, 2002; Spector, 2000 &
Singh & Billingsley, 1996). Other studies correlating job satisfaction with other environmental and job factors
are: organisational commitment (Hassan; Hassan & Mabekoje, 2008; Arnolds and Boshoff, 2004; Bagraim, 2003;
Eby, Freeman, Rush & Lance,1999; Mathieu & Zajac, 1990 & Mowday, Porter & Steers, 1982), opportunities
for promotion, supervision (Boloch, 2009; Robbins, 1998; Luthans, 1992; Moorhead & Griffen, 1992; Landy,
1989 & Larwood, 1984), productivity and organisational effectiveness (Buitendach & De Witte, 2005), working
conditions (Herzberg, 1959 & Santhepparaj & Alan, 2005), job security (Siddique, Malik & Abass, 2002 & Lacy
& Sheehan, 1997), employees’ relations (De Vaney, 2003 & Crossman & Abou-Zaki, 2003), salaries (Souza-
Poza & Souza-Poza, 2000) and turnover intention (Khilji & Wang, 2007 & Hulin, Roznowski & Kachiya, 1985),
workers’ high attrition rates (Wisniewski & Gargiulo, 1997) and sense of autonomy (Evans, 1998).

Also, several studies have investigated the influence of personal or demographic variables on job satisfaction
such as age (Blood, Ridenour, Thomas, Qualls & Hammer,2002; Robbins, 2001; Sloane & Ward, 2001; Jones-
Johnson & Johnson, 2000 & Clark, Oswald & Warr, 1995), educational qualification (Clark & Oswald, 1996;
Gakhar & Sachdeva, 1987 & Rao, 1970), rank/ level/ position (Aronson, 2005; Ssessanga & Garrett, 2005;
Oshagbemi, 2003 & Cranny, Kendall & Hulin,1992), work experience (Scott & Dinham, 2001). All these
environmental/ job-related and demographic variables according to all these researchers either have a positive or
negative correlation with job satisfaction.

Gender, which is also one of the demographic or personal variables, is the concern of this current study and it
has been extensively and globally investigated as both social and biological variable in the studies of job
satisfaction. Studies on gender differences in job satisfaction also reveal mixed findings. Some studies report that
women have higher job satisfaction, whereas other studies find that men are more satisfied and yet others find no
significant gender difference. For instance, Abosede (2010) citing from Jinnett and Alexander (1999) as cited
from Coward, Hogan, Duncan, Horne, Hiker and Felsen (1995), report that female employees demonstrate
higher levels of job satisfaction than their male counterparts across most work settings. Zalenzunik, Christenson
and Roethlisberge (1958) also asserted that women have higher job satisfaction despite the fact that female
receive the same pay and had the same job status as their men counterparts. Abosede (2010) & Klecker (1997)
also found females to be more satisfied with a range of job dimensions than do males. Al-Mashaan (2003),
Gakhar and Sachdeva (1987), Chiu (1998) and Lyness and Thompson (1997), all report that men are more
satisfied than women in their work. Some other researchers such as McCann (2002), Newby (1999), Ma and
Macmillan (1999) find no gender difference in job satisfaction. Studies by Ehrenberg (2003), Zoghi (2003) and
Robst, Van Gilder and Polacheck (2003) found that women are no less satisfied than men.

The mixed findings and inconclusiveness in the relationship between gender and job satisfaction and the fact that
most of these researches are conducted within profit-oriented organisations make it imperative to carry out a
similar study in educational institutions, university in particular. Because the realisation of educational
institutions (universities) objectives is largely dependent on both the academic and non-academic staff since they
work hand-in-hand to complement and supplement the work of one another. Research works on universities’
staff job satisfaction have been found to significantly impact on various work elements within the organisations.
Job satisfaction among workers is a multifaceted construct that is very critical to workers retention and it has
been revealed that it significantly determines workers’ commitment to work, and subsequently contribute to
school effectiveness. It is however, evident that there are a wide range of differences in what contributes to job
satisfaction and group differences according to demographic factors. Evans (1998) reported that factors such as
workers’ low salaries and low status, growing class sizes and changes in the education system have all
contributed as causes of what has been interpreted as endemic of dissatisfaction within the profession.

This study therefore is concerned with examining gender differences in job satisfaction of academic and non-
academic staff of Olabisi Onabanjo University. To achieve the objective of this study, the following research
questions were raised and answered in the study: (1) To what extent do the staff of Olabisi Onabanjo University
satisfied with their job? (2) Will gender differences significantly influence staff of Olabisi Onabanjo University’s
job satisfaction? And (3) Is there a significant gender difference in the job satisfaction of academic and non-
academic staff of the University?

Methodology

Design

A descriptive research design was employed for this study, because it helps to describe, examine record analysis
and interpret the variables that existed in the study, and were not manipulated by the researcher in any way.

Sample and Sampling Procedure

The population for this study constituted 1,344 staff consisting of 556 academic and 788 non-academic staff in
Olabisi Onabanjo University, Ago-Iwoye, Nigeria (Establishment Division of Olabisi Onabanjo University, May
21%, 2014). A total sample of 400 was randomly selected for this study and it comprised of 196 academic and
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204 non-academic staff. The sample (academic staff) cut across 5 randomly selected Faculties (Law, Arts,
Education, Science and Social and Management Sciences) while non-academic staff were also selected from the
5 Faculties, various Departments/ Units/ Divisions within the University. The sample is also made up of 167
male and 233 female academic and non-academic staff.

Instrumentation

A self-designed research instrument was administered on 400 participants in order to gather information on
gender differences in job satisfaction of academic and non-academic staff of Olabisi Onabanjo University. The
instrument was divided into two sections. Section A consisted of 10 items and was designed to elicit
demographic data of the respondents like sex, marital status, age, religion, educational qualification, work
experience, present status, staff category, level and Faculty/Department/Unit and Section B consisted of 32 items
to determine the job satisfaction of staff. This part of the questionnaire was scored using four- point Likert Scale
with responses ranging from Strongly Agree (SA) =4 points, Agree (A)=3 points, Disagree (D)=2points,
Strongly Disagree (SD)=1 point. The content and face validity of the instrument was determined by a panel of
experts from the Faculty of Education and a psychometrician who adjudged the instrument to be measuring both
the independent and dependent variables. The instrument was pilot-tested using 40 staff (20 academic and 20
non academic staff) of Tai-Solarin University of Education, [jagun, Ogun State who were not part of the main
study. The instrument was re-administered on the same sample after an interval of two weeks. The internal
consistency of the instrument as measured by Cronbach Alpha was 0.69. This indicated that the instrument is
reliable.

Data Analysis
Data were analyzed using descriptive statistics and t-test statistics in answering the research questions. Data was
tested for significance at 0.05 level of significance.

Procedure

To ensure prompt and substantial return of the research instrument, the researcher personally administered this
questionnaire to the respondents and were collected back immediately after establishing good rapport with the
respondents.

Results
Table 1:Descriptive Statistics of Workers’ Job Satisfaction
Sex Staff Category
Male Female Academic Non-academic
Statistics Std. Statistics Std. Statistics Std. Statistics Std.

Error Error Error Error

Mean 82.737 .376 82.228 | 40313 82.679 .397 82.211 401
Lower
95% Confidence | Bound 81.994 81.433 81.895 81.419
Interval for Mean | Upper | g3 47 83.022 83.462 83.002
Bound

5% - Trimmed 82.605 82.169 82.513 82.223
Mean
Median 82.000 82.000 82.000 82.000
Variance 23.629 37.866 30.968 32.867
Std. Deviation 4.861 6.154 5.565 5.733
Minimum 72.00 68.00 68.00 68.00
Maximum 97.00 100.00 100.00 100.00
Range 25.00 32.00 32.00 32.00
Interquartile 7.00 7.00 7.00 7.75
Range
Skewness 403 188 203 .159 485 174 0121 .170
Kurtosis -.039 374 -.054 318 234 .346 -.098 .339

The results in Table 1 revealed that the level of job satisfaction of male and female workers who are academic
and non-academic staff is the same.
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Table 2:

Independent t-Test Statistics of Gender Difference in the Job Performance of Staff in Olabisi Onabanjo
University.

Std. Mean
Group N Mean Dev. Diff. df teal teri P
Male 167 82.737 4.861
.509 398 .889 1.960 >.05
Female 233 82.228 6.154

The results in Table 2 revealed that there was no significant gender difference in the job satisfaction of staff in
Olabisi Onabanjo University. The calculated t-value of .889 was found to be lower than the critical t-value of
1.960 at the .05 level of significance at the alpha degrees of freedom. This implies that male and female
academic and non-academic staff would be similar in the satisfaction they get from their job.

Table 3: Independent t-Test Statistics of Gender Difference in the Job Performance of Academic and Non-
academic Staff in Olabisi Onabanjo University.

Category Group N Mean Ste(i h]/;ie;n df teal teri P
Male 98 82.551 4.964
Academic 797 194 -.320 1.960 >.05
Female 98 82.806 6.130
Non- Male 69 83.000 4.734
Academi 847 202 1.409 1.960 >05
cademic | pemale 135 | 81.807 | 6.159

The results in Table 3 revealed that there was no significant gender difference in the job satisfaction of academic
and non-academic staff of the university. For academic staff, the calculated t-value of [1.320 was found to be
lower than the critical t-value of 1.960 at the .05 level of significance at the alpha degrees of freedom. Also, for
the non-academic staff, the calculated t-value of 1.409 was also found to be lower than the critical t-value of
1.960 at the .05 level of significance at the alpha degrees of freedom. This implies that there is no significant
gender difference in the job satisfaction of academic and non-academic staff of the university, that is, their job
satisfaction is similar.

Discussion

This study examined gender differences in academic and non- academic staff’s job satisfaction in Olabisi
Onabanjo University. Findings indicated that there was no significant gender difference in job satisfaction. It is
interesting that the finding of the analysis of results indicated no gender influence in job satisfaction which
negated reported differences in favour of females. For instance, Ali and Khan (2004) observed that gender
differences appeared important factor of job satisfaction and that females were found to be more satisfied with
their job than males. While Gakhar and Sachdeva (1987) observed that males were more satisfied than females.
Abosede (2010) clearly discovered that there was a significant difference in the job satisfaction of male and
female university managers. This means that the job satisfaction of male and female university managers is
gender specific. She further observed that female university managers are more satisfied than the male managers.
Lyness and Thompson (1997) and Chiu (1998) in a contrary view from the findings of this study asserted that it
is not surprising to find women expressing less satisfaction than men about their promotional opportunities.
However, research on gender differences in the overall job satisfaction provides mixed findings. Although
numerous studies have shown that women are less satisfied than men (Singh, Robinson & Williams-Green, 1995;
Chiu, 1998), there are many exceptions. Some investigations indicated no gender differences in the overall job
satisfaction (Lyness & Thompson, 1997; Mason, 1995; Weeks & Nantel, 1995), whereas others show higher
satisfaction in some occupations among females than among males (Masons, 1995). Miner (1974) in a survey of
employed men and women found that women were as dissatisfied as men with work which failed to utilise their
abilities.

The fact that women are not consistently less satisfied than men suggests that many factors contribute to the
overall satisfaction gained from one’s job. Job and salary level are two sources. Social support from peers and
supervisors is also strongly related to job satisfaction (Bond, 2004). Auster (2001) suggests a number of factors
that are associated with women job’s satisfaction among which are; having children, employment gaps (parental
leave), having mentors in one’s career. Also, the finding of Al-Mashaan (2003) indicates that male employees in
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comparison to female employees report higher levels of job satisfaction. This, he attributes to better chances for
employment men have and the opportunities to advance in their jobs at a more rapid pace than females. Whereas,
Miller and Wheeler (1992) cited in Lim, Teo and Thayer (1998) and also cited in Abosede (2010) maintain that
women are inclined to be less satisfied in their jobs because they tend to hold positions at lower levels in the
organisational hierarchy where pay and promotion prospects are less attractive. There are however many
exceptions. Some research findings reveal no gender differences in job satisfaction (Mason, 1995; Weeks &
Nantel, 1995; Lyness & Thompson, 1997).

Findings of this research work also revealed that there was no significant difference in the job satisfaction of
academic and non-academic staff of the university. Majority of the studies that focus on non-academic staff
satisfaction have explored the relationship between satisfaction and gender (Bilimoria, August & Waltman, 2006;
Callister, 2006; Hult, Callister & Sullivan, 2005; Okpara, Kendall and Hulin, 2005; August & Waltman, 2004 &
Hagedorn, 2000). Most of these studies have found that male non-academic staff members have higher level of
overall job satisfaction than female staff, particularly in terms of benefits and salary received. On the other hand,
the findings of Ward and Sloane (2000) is in line with the result of this study, where they found no significant
difference between male and female faculty members in overall levels of job satisfaction. They did observe
however, that male staff members had almost three times the satisfaction levels of female staff when it comes to
promotion opportunities. Okapara, Kendall & Hulin (2005) and Oshagbemi (1997) also discovered that female
non-academic staff in higher academic ranks expressed more satisfaction with their job than their male
counterparts.

Ssesanga and Garrett (2005), in their study of job satisfaction of university academic staff members in Uganda,
found that rank significantly predicted academic staff’s job satisfaction. Park (1992) asserted that women by
tradition, generally see themselves as academic staff, care-giver and nurturers of students and that due to
socialisation process, social and role expectations as well as gender stereotypes, they are more likely to desire
job satisfaction in their teaching profession. Studies have confirmed this assertion, where women academics
have been found to experience greater job satisfaction than their male counterparts. In support of this, Lissman
and Gigerich (1990) reported that women academics are more student-oriented than men academics and
consequently, they spend more time improving the classroom climate. Huberman (1993) concluded by saying
that women would selected teaching again if given the opportunity, while men see teaching as an alternative to
their main career aspirations. It could therefore be inferred that female academics are likely to achieve more
satisfaction than their male counterparts in the teaching profession because women purposefully chose the
profession, while men are likely to look beyond the classroom for satisfaction in such area as school
administration.

Conclusion

The outcome of the findings of the study confirmed that there was no significant difference in the job satisfaction
of male and female, academic and non-academic staff of the University. This simply implies that it cannot be
concluded that any of them have positive or negative job satisfaction that the other. However, this could be
subjected to further investigation. The University is perched on top of the pyramidal structure of the educational
system and its administration involves male and female, academic and non-academic staff members who occupy
positions of responsibilities in the University. The realisation of the University’s objectives however rest on the
workforce who have different attitudes and behaviour. University management should therefore be interested in
their staff’s attitude because attitudes give signals of the likely problems/ threats and subsequently influence
behaviour. Satisfied and committed males and females, for instance, probably, are likely to have lower rates of
turnover, absenteeism and withdrawal behaviours and perform their roles/ responsibilities better.

Recommendations
Sequel to the discoveries of this study, the following recommendations are made:

1. The University management should embark on the motivational factors that can sustain and boost the
morale of workers in order to achieve objectives/ goals of the University.

2. The University management should design enriching programmes for staff and also encouraging them
to go for advanced degrees, conferences, seminars, workshops by offering sponsorship, scholarships,
grants, work release programmes and study leave with full pay and benefits, as this will lead to
knowledge update and higher job satisfaction.

3. Workers’ successes should not only be recognised, but also be commended and rewarded so that it may
serve as a motivating force to other staff.

References

Abosede, S.C. (2010). Gender constructs in the performance of managerial functions in universities in Ogun
State. An unpublished Ph.D Thesis submitted to the Department of Educational Foundations and

38



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) iy
Vol.5, No.22, 2014 “s E

Management, Olabisi Onabanjo University, Ago-Iwoye, Ogun State

Al-Mashaan, O. (2003). Association among job satisfaction, pessimism and psychosomatic symptoms of
employees in the government sector. Psychological Reports, 93, 17-25

Appleby, R.C. (1982). Modern business administration. Great Britain: Pitman Publishing Inc.

Arnolds, C.A., & Boshoff, C. (2004). Does higher remuneration equal higher job performance? An empirical
assessment of the need-progression proposition in selected need theories. South Afirican Journal of
Business Management, 31(2), 53-65

Aronson, A.O. (2005). Gender and the relationship between perceived fairness of pay or promotion and job
satisfaction. Journal of Applied Psychology, 77(6), 910-917

Auster, E.R. (2001). Professional women's midcareer satisfaction: Toward an explanatory framework. Sex roles,
44, 719-750

Bagraim, J.J. (2003). The nature of measurement of multiple commitment foci amongst South African
knowledge workers. Management Dynamics, 12(2), 13-23

Bilimoria, S.K., August, A.O., & Waltman, W.O. (2006). A note on the stability of the job descriptive index.
Journal of Applied Psychology, 63(5), 650-653

Blood, G., Ridenour, J., Thomas, E., Qualls, C., & Hammer, C. (2002). Predicting job satisfaction among
speech-language pathologists working in public schools. Language, Speech and Hearing Service in
Schools, 33, 282-290

Boloch, B.A. (2009). Effects of job satisfaction on employees’ motivation and turnover. International Journal of
Academic Research in Business and Social Sciences, 2(2), 19-26

Bond, M.A. (2004). Gendered work conditions, health and work outcomes. Journal of Occupational Health
Psychology, 9, 28-45

Buitendach, J., & De Witte, H. (2005). Job insecurity, extrinsic and intrinsic job satisfaction and affective
organisational commitment of maintenance workers in a parastatal. South African Journal of Business
Management, 36(2), 27-37

Callister, C.A. (20006). National cultural characteristics: A comparison of gender differences in Japan and the
United States. Abstract in Proceedings of the Academy of Business and Administrative Studies
International Conference, San Jose, Costa Rica

Chiu,C. (1998). Do professional women have lower job satisfaction than professional men? Lawyers as a case
study. Sex Roles, 38, 521-537

Clark, A.E., & Oswald, A.J. (1996). Satisfaction and comparison income. Journal of Public Economics, 61, 359-
381

Clark, A.E., Oswald, A.J., & Warr, P.B. (1995). Is job satisfaction U-shaped in age? Journal of Occupational
and Organisational Psychology, 6 , 57-81

Cranny, R.A. Kendall, LM. & Hulin, C.L. (1992). Measurement and meaning of job satisfaction. Journal of
Managerial Psychology, 56(2), 95-105

Crossman, C.O., & Abou-Zaki, A.O. (2003). Job satisfaction and employee performance of Lebannese banking
staff. Journal of Managerial Psychology, 18(4)

De Nobile, J.J., & McCormick, J. (2005). Job satisfaction and occupational stress in catholic primary schools. A
paper presented at the Annual Conference of the Australian Association for Research in Education,
Sydney, November 27"- December 1% 2005

De Vaney, A.D. (2003). Sex differences in the job satisfaction of university professors. Journal of Applied
Psychology, 67(2), 249-251

Eby, L.T., Freeman, D.M., Rush, M.C., & Lance, C.E. (1999). Motivational bases of affective organisational
commitment: A partial test of an integrative theoretical model. Journal of Occupation and
Organisational Psychology, 72(4), 463-484

Ehrenberg, E.O. (2003). Job satisfaction: Male and female professional and non-professional workers. Personnel
Journal, 54, 388-389

Evans, L. (1998). Workers’ morale, job satisfaction and motivation. London: Paul Chapman Publishing Limited

Gakhar, A.O., & Sachdeva, G.O. (1987). In pursuit of happiness: Why study general job satisfaction? In C.J.
Cranny, P.C. Smith & E. F. Stone (eds.), Job satisfaction, 5-19, New York: Lexington Books

Hagedorn, E.S. (2000). How do female and male faculty members construct job satisfaction? The roles of
perceived institutional leadership and mentoring and their mediating processes. Journal of Technology
Transfer, 31,355

Hassan, T., Hassan, E.M., & Mabekoje, S.O. (2008). A canonical correlation analysis of the causal relationship
between organisational commitment and job satisfaction. Infernational Journal of Multidisciplinary
Research, 1(1), 13-24

Herzberg, F. (1950). The motivation to work (2™ edition). New York: John Wiley and Sons.

Huberman, J.L. (1993). Effects of pay differential on job satisfaction: A study of the gender gap. Journal of

39



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) iy
Vol.5, No.22, 2014 “s E

Supply Chain Management: Human Resources Issues, 26(3), 25-29

Hulin, C.L., & Roznowski, M., & Kachiya, D. (1985). Alternative opportunities and withdrawal decision:
Empirical and theoretical discrepancies and an integration. Psychological Bulletin, 97, 233-250

Hult, H., Callister, T., & Sullivan, E. (2005). The effect of age on the satisfaction of academics with teaching and
research. International Journal of Social Economics, 26(4), 537-544

Jones-Johnson, G., & Johnson, W.R. (2000). Perceived over qualification and dimensions of job satisfaction: A
longitudinal analysis. Journal of Psychology, 35(5), 537-556

Khilji, K., & Wang, M. (2007). Male versus female leaders: Effects on perceived leader behaviour and
satisfaction in a hospital. Personnel Psychology, 28, 533-547

Klecker, B. (1997). Male elementary school teachers’ ratings of job satisfaction by years of teaching experience.
Paper presented at the annual meeting of the Mid-South Educational Research Association, Memphis,
November, 12

Lacy, F.J., & Sheehan, B.A. (1997). Job satisfaction among academic staff: An international perspective. Higher
Education, 34,305-322, Kluwer: Academic Publishers.

Landy, F.J. (1984). Psychology of work behaviour (4™ edition). Belmont: Wadsworth

Larwood, L.(1984). Organisational behaviour and management. Boston: Kent Publishing Company

Lim, V.K.G., Teo, T.S.H., & Thayer, J. (1998). Effects of individual characteristics on police officers work-
related attitudes. Journal of Managerial Psychology, 13(5), 334-343

Lissmann, P.H., & Gigerich, G.L. (1990). The link between organizational ethics and job satisfaction: A study of
managers in Singapore. Journal of Business Ethics, 29, 309-324

Luthans, F. (1992). Organisational behaviour. (6™ edition). New York: MaGraw-Hill

Luthans, F. (2002). Organisational behaviour (9™ edition). New York: McGraw- Hill

Lyness,K.S., & Thompson,D.E. (1997). Above the glass ceiling? A comparison of matched sample of female
and male executives. Journal of Applied Psychology, 82, 359-375

Ma, X., & Macmillan, R.B. (1999). Influence of workplace conditions on teachers’ job satisfaction. The Journal
of Educational Research, 93(1), 39-47

Mabekoje, S.O. (2009). Gender differences in job satisfaction among secondary school teachers.  African
Journal of Research in Personnel and Counselling Psychology, 1(2), 99-108

Mason ,E.S. (1995). Gender differences in job satisfaction. Journal of Social Psychology, 135, 143-151

Mathieu, J.E., & Zajac, D.M. (1990). A review and meta-analysis of the antecedents, correlates and
consequences of organisational commitment. Psychological Bulletin, 108(2), 171-194

McCann, D.R. (2002). 4 study of job satisfaction among directors of classified personnel in merit (civil service)
system in California public school districts, county offices of education and community college
districts. Dissertation. Com. (ISBN: 1-58112-144-X)

Miner, J.B. (1974). Motivation to manage among women: Studies of business managers and educational
administrators. Journal of Vocational Behaviour, 5, 197-208

Moorhead, G., & Griffen, R. W. (1992). Organisational behaviour (3" edition). Boston: Houhgton Mifflin
Company

Mowday, R.T., Porter, L.W., & Steers, RM. (1982). Employee-organisation linkages: The psychology of
commitment, absenteeism and turnover. New York: Academic Press, Inc.

Mumford, E. (1991). Job satisfaction: A method of analysis. Personal Review, 20(3), 11-19

Newby, J.E. (1999). Job satisfaction of middle school principals in Virginia. Unpublished doctoral dissertation,
Virginia Tech University, Blackburg

Okpara, O., Kendall, L.M., & Hulin, C.L. (2005). Gender differences and job satisfaction: A study of university
teachers in the United States. Women Management Review, 20(3), 177-190

Oshagbemi, T. (1997). The influence of rank on the job satisfaction of organizational members. Journal of
Managerial Psychology, 12(8), 511-519

Oshagbemi, T. (1999). Job satisfaction of UK academics. Educational Management Administration, 24(4), 389-
400

Oshagbemi, T. (2003). Personal correlates of job satisfaction: Empirical evidence from UK  universities.
International Journal of Social Economics, 30(12), 1210- 1231

Park, K.O. (1992). Job satisfaction of the highly educated: The role of gender, academic tenure, and comparison
income. Scottish Journal of Political Economy, 53(2), 253-279

Rao, G. K. (1970). Motivation: Concepts, models and theories. New Delhi, Discovering Publishing House,
Psychology, Chicago : Rand McNally

Robbin, N. (2001). Relationship between porter’s need satisfaction questionnaire and the job descriptive index.
Journal of Applied Psychology, 56(5, 397-405)

Robbins, S.P. (1998). Organisational behaviour. (8" edition). New Jersey: Parentice

Robst, L., Van Glider, G., & Polacheck, J. (2003). Culture, climate and contribution: Career satisfaction among

40



Journal of Education and Practice www.iiste.org

ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) L'—,irl
Vol.5, No.22, 2014 Ils E

female faculty. Research in Higher Education, 45, 177-192

Santhepparaj, A.S., & Alan, S.S. (2005). Job satisfaction among academic staff in private universities in
Malaysia. Journal of Social Sciences, 1(2), 72-76

Scott,C., & Dinham, S.(2001). In search of the third domain: Teacher satisfaction in Malta. A paper presented to
the Australian Association for Research in Education, Fremantle, Australia

Siddique, A., Malik, N.H., & Abass, N. (2002). Determining teacher’s level of job satisfaction in Faisalabad city.
International Journal of Agriculture and Biology,1560-8530/ 2002/ 04-3-372-374

Singh, K., & Billingsley, B.S. (1996). Intent to stay in teaching: Teachers of students with emotional disorders
versus other special educations. Remedial and Special Education, 7(1), 37-47

Singh, K., Robbinson,A., & Williams-Green, J. (1995). Differences in perceptions of African American women
and men faculty and administrators. Journal of Negro Education, 64, 401- 408

Sloane, S.O., &Ward, W. (2001). The nature and causes of job satisfaction. In M. D. Dunnette(ed.), Handbook of
industrial and organisational psychology. 1297-1349. Chicago: Rand McNally

Souza-Poza, A., & Souza-Poza, A.A. (2000). Taking another look at the gender/ job satisfaction paradox. Kyklos,
53,135-152

Spector, P.E. (1997). Job satisfaction: Application, assessment, causes and consequences. Thousand Oaks, CA:
Sage Publications, Inc.

Spector, P.E. (2000). Industrial and organisational psychology. New York: John Wiley & Sons

Ssessanga, R.A., & Garrett, O.S. (2005). Testing some stereotypes about the sexes in organisations: Differential
satisfaction with work? Human Resources Management, 16, 30- 32

Ward, A., & Sloane, E. (2000). The nature and causes of job satisfaction. Journal of American Academy of
Business Cambridge, 25(3), 198-201

Weeks, W.A., & Nantel, J. (1995). The effects of gender and career stage on job satisfaction and performance
behaviour: A case study. Journal of Social Behaviour and Personality, 10, 273-288

Wisniewski, L., & Gargiulo, R. (1997). Occupational stress and burnout among special educators: A review of
the literature. The Journal of Special Education, 31, 325-346

Zalen-zunik, J.K., Christenson, O.L., & Roethlisberge, A.S. (1958). Rank advancement in academic careers: Sex
differences and the effects of productivity. American Sociological Review, 58, 703-722

Zoghi, D.O. (2003). A qualitative method for assessing faculty satisfaction. Research in Higher Education, 46(7),
803-830.

41



The I1ISTE is a pioneer in the Open-Access hosting service and academic event
management. The aim of the firm is Accelerating Global Knowledge Sharing.

More information about the firm can be found on the homepage:
http://www.iiste.org

CALL FOR JOURNAL PAPERS

There are more than 30 peer-reviewed academic journals hosted under the hosting
platform.

Prospective authors of journals can find the submission instruction on the
following page: http://www.iiste.org/journals/ All the journals articles are available
online to the readers all over the world without financial, legal, or technical barriers
other than those inseparable from gaining access to the internet itself. Paper version
of the journals is also available upon request of readers and authors.

MORE RESOURCES

Book publication information: http://www.iiste.org/book/

IISTE Knowledge Sharing Partners

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open
Archives Harvester, Bielefeld Academic Search Engine, Elektronische
Zeitschriftenbibliothek EZB, Open J-Gate, OCLC WorldCat, Universe Digtial
Library , NewJour, Google Scholar

e INDEX ({@‘ COPERNICUS

ros I NTERNATIONAL
INFORMATION SERVICES

@ vimsice soumaocs @

£z 8 Elektronische
@O0@ Zeitschriftenbibliothek

open

-

|

o » (..L()R( H()\\\L\I\H{SII\
— UniverseDigitalLibrary —



http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/

