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The purpose of this study was to investigate the level 

of job satisfaction among full-time faculty members at 

historically black colleges and universities in Texas with 

respect to gender, age, marital status, salary, academic 

rank, level of education, teaching experience, institution 

of employment, and race/ethnic origin. The investigation 

was based on the six variables of job satisfaction: work on 

present job, present pay, supervision, co-workers,promotion, 

and job in general. 

The guestionnaire consisted of a faculty data sheet, 

developed by the researcher, and the Job Descriptive Index, 

developed by Smith et al., (1969, revised 1985). The 

population comprised of all the full-time faculty members at 

historically black colleges and universities in Texas during 

the 1991-1992 academic year. A total of 157 faculty members 

or a 56 percent return rate, from the sample of 281, 

participated in the study. 

Statistical treatments used to analyze the data include 

frequencies, percentages, means, standard deviation, one-way 



analysis of variance (ANOVA), and the Scheffe test of 

multiple comparison. The level of significance set for 

ANOVA was .05, and the level of significance set for the 

Scheffe test was .10. The findings of this study indicated 

that faculty members were satisfied with their job within 

rank order of importance: supervision, co-workers, and work 

on present job. Faculty members were slightly satisfied 

with job in general, and promotion, but dissatisfied with 

pay. There was no significant variation to job satisfaction 

with regard to the length of years of teaching experience, 

and gender. Variables such as salary, race, academic rank, 

institution of employment, age, marital status, and level of 

education, contributed significantly to job satisfaction. 
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CHAPTER 1 

INTRODUCTION 

Many aspects of American life are intrinsic and 

dependent upon a dynamic and adequate system of public and 

private higher education. Nothing is more central to the 

quality of higher education than working conditions that 

make teaching and research more satisfying for college 

faculty members (Carnegie Foundation, 1988). The most 

significant element of this higher education is the faculty. 

Bergquist and Phillips (1975), stated that the effectiveness 

of teaching institutions is largely dependent upon the 

competency and quality of faculty members. 

Work can be an unhappy necessity. When people occupy 

themselves with tasks in conditions that are distasteful, in 

return for wages that permit enjoyment only of their leisure 

time, the situation can result in unhappy workers. As a 

result, employers often must suffer the consequences. 

Handyside and Speak (1964) stated that unhappy workers will 

leave their jobs; will not work with enthusiasm; will go on 

strike; and the result will be low efficiency. Muchinsky 

and Price (1977) reported that there is a positive 

relationship between satisfaction in a job and retention, 
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adding that satisfied workers will stay longer on their 

jobs. 

Work has been described by Menninger (1964) as an 

essential activity of a mentally healthy, and mature person. 

According to Menninger, work provides an individual with the 

opportunity to feel a part of the world that lies beyond the 

family. Brown and Lent (1964) stated that for most 

individuals, life satisfaction in a work-related world 

requires work satisfaction as a major part of work 

adjustment. 

Psychologists, sociologists, and personnel 

administrators have, over the past several decades, 

investigated the problems of employee adjustment to work 

environment. Hundreds of research articles have been 

published in this area over decades. Hoppock (1935) made 

the first intensive and systematic investigation of the 

nature and causes of job satisfaction. He viewed job 

satisfaction as any combination of psychological, 

physiological, and environmental circumstances which would 

induce a worker to say that he or she is, or is not 

satisfied with his or her job. 

Gibson, Invancevich, and Donnelly (1988) indicated that 

job satisfaction depends on the levels of intrinsic and 

extrinsic outcomes and how the job holder views them. Those 

outcomes have different values for different people. For 

some people, responsible and challenging work may have 
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neutral or even negative value. For other people, such work 

outcomes may have high positive values. People differ in 

the importance they attach to job outcomes. Those 

differences alone account for different levels of job 

satisfaction for essentially the same job tasks. 

The primary professional activity of most faculty 

members is teaching. In order for the faculty to perform 

effectively teaching and other activities within their 

professional boundaries, it is essential for them to seek 

satisfaction not only in the intrinsic aspects of the job, 

but also in other dimensions related to their work 

experience. Crites (1969) stated that concern with the 

quality of a faculty member's work experience is prompted by 

a general belief that work which satisfies one's needs 

advances the dignity of the individual. 

Historically and predominantly black colleges and 

universities in the United States are a vital national 

resource in the American educational system (Miller & 

Edwards, 1935). They have pioneered in innovative 

educational methods, demonstrating that students of varying 

cultural, economic, and educational backgrounds can learn 

with effective instructional programs. 

According to Garibaldi (1989), historically black 

colleges and Universities (HBCUs) have traditionally 

dedicated their mission to preparing large numbers of 

non-white teachers who would act as role models for black 
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graduate students. However, literature revealed that there 

is a negative trend in the number and percentage of these 

teachers at these institutions (Boone, 1988), indicating 

that perhaps the job satisfaction level of teachers at HBCUs 

might be low. 

Literature revealed that research studies on HBCU 

faculty is limited, needed, and can be justified from the 

pressure of practical problems facing these institutions: 

fiscal and personnel problems. One major impression gained 

from the review of literature on black college teachers is 

that research on the topic of job satisfaction still claims 

far little time, effort, and money. The reason for the 

vacuum of information on black college teachers could be 

attributed to the resistance of the members of the academic 

profession. The present customs and desires of the academic 

profession seems to enforce upon its members a tradition of 

secrecy. 

Black colleges in America are established for the 

leadership development of black Americans (Pifer, 1973). 

Literature revealed that there is a relative lack of black 

college teachers and a dwindling interest of new black PhDs 

in careers in academia. Black faculty are in short supply, 

consisting of 5% or fewer of the total American 

professoriate (Boone, 1988). Reasons cited for black 

faculty shortage include: institutional racism, failure of 

affirmative action, low numbers of black PhDs, declining 
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emphasis on recruiting and retaining minority graduate 

students, and a discouraging job outlook for new doctorate 

holders (Washington, 1986) 

The influence of race/ethnicity on faculty job 

satisfaction is, on the surface, less dramatic than one 

might expect. The Carnegie Foundation (1988) compared all 

faculties1 job satisfaction regardless of race, to 

minorities' job satisfaction. Compared to white faculty a 

slightly higher proportion of all minority faculty members 

fell in the least satisfied group. 

This study investigated the job satisfaction status of 

faculty members at seven HBCUs in Texas, as well as the 

factors influencing those attitudes. Based on the findings, 

recommendations were made on effective ways of improving job 

satisfaction, faculty morale, recruitment, and retention 

policies. The study also will serve as an addition to the 

body of literature in this area of black higher education. 

Statement of the Problem 

The focus of the study concerned job satisfaction among 

the faculty members of selected historically black colleges 

and universities in Texas. The study investigated the level 

of job satisfaction of faculty members at seven HBCUs with 

respect to the demographic variables of Age, Gender, Marital 

Status, Level of Education, Salary, Academic Rank, 

Race/Ethnic Origin, Type of Institution, Organization 



Climate, Structure, Culture, and Length of Teaching 

Experience. 

Purposes of the Study 

The purposes of this study were: 

1. to measure and document the level of job 

satisfaction among faculty members of selected historically 

black colleges in Texas with respect to each of the six job 

variables identified by Smith et al. (1969, 1985): Work, 

Pay, Promotion, Supervision, Coworkers, and Job in General. 

2. to determine if significant differences exist in Job 

Satisfaction among faculty members of these institutions 

based on their demographic characteristics of Age, Gender, 

Marital Status? Level of Education, Salary, Academic Rank, 

Race/Ethnic Origin, Institution of employment, and Length of 

Teaching Experience. 

3. to draw conclusions from the study. 

Research Questions 

Given the problem and purposes of this study, the 

following research questions were investigated: 

1. What is the level of job satisfaction among faculty 

members at five historically black colleges and universities 

in Texas? 

2. Do significant differences exist between the 

demographic characteristics of faculty members and their job 

satisfaction as measured by the six facets of Job 
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Descriptive Index (JDI) identified by Smith et al. (1969, 

1985). 

Significance of the Study 

Over the past two decades, 1970-1990, many changes in 

the internal and external environments of historically black 

colleges and American institutions of higher education have 

taken place which have the potential of weakening morale 

among faculty at black institutions. Furthermore, there is 

a shortage of black college faculty including a declining 

interest of recently graduated black PhDs in careers in 

academe (Boone, 1988). This study provides information on 

the level of job satisfaction among the faculty members in 

these institutions. 

According to Bobbitt and Behling (1981), job 

satisfaction and performance are positively associated with 

overall organizational effectiveness. Locke (1976) stated 

that job satisfaction affects job attitudes; life 

satisfaction; physical health; job behavior such as 

absenteeism, lateness, and productivity. 

HBCU institutions of higher learning have traditionally 

been almost the only source of black higher intellectual 

development. The 1992 economy was in decline, adversely 

affecting many profit as well as non-profit institutions. 

Furthermore, given the continual and perpetual 

underfinancing of these institutions; these problems may 

have a negative effect on retention, satisfaction, morale, 
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and performance of faculty members at these institutions. 

Therefore, understanding different aspects of faculty 

performance and job satisfaction as they affect black 

colleges can help administrators in these institutions 

design and implement programs, procedures and polices as 

part of an overall organizational assessment, thus enabling 

the formulation of a comprehensive faculty development 

programs. 

Effective assessment of faculty job satisfaction also 

may be helpful in improving the campus climate of these 

institutions. As a result, factors that motivate faculty 

can be identified and applied. Furthermore, this study will 

add to the literature in higher education on job 

satisfaction in black institutions. The study also will be 

significant as motivational and environmental factors are 

identified that may help administrators in their faculty 

recruitment and retention policies. 

Delimitation of the study 

This study was confined to full-time faculty members of 

seven historically black colleges and universities in Texas 

who have at least one academic year of teaching experience 

in their respective colleges. 
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Limitations of the study 

This study required that inferences be drawn from the 

expressions of faculty members which presumably represented 

perceptions of themselves. This is a limitation because a 

self-report may be considered by some as not entirely 

reliable. The study was based on correlation and 

differences among variables. 

Definition of terms 

For the purposes of this study, the following 

definitions have been established to assist in understanding 

essential terms as they are used in the study. 

Historically Black Colleges and Universities (HBCUs). 

Historically Black Colleges are those colleges founded 

primarily for the purpose of educating blacks (National 

Advisory Committee on Black Higher Education, 1978). 

Predominantly Black Institutions. Predominantly black 

institutions are those institutions in which more than 50 

percent of the students are black, but were not founded for 

the primary purpose of educating blacks (Turner, 1979). 

Job Satisfaction. Job satisfaction is a pleasurable 

affective response resulting from a person*s appraisal of 

the way in which the experienced job situation meets one's 

needs, values, and expectations (Dawis and Loquist, 1984). 

Faculty Members. Faculty members refer to those 

persons employed full-time under contract, whose major, but 
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not necessarily exclusive assignment, is teaching, and whose 

academic rank is that of instructor or above. 

Satisfaction. Satisfaction will refer to an 

individuals1s satisfaction with the work environment as it 

relates to the individual, or the result of an individual 

fulfilling the goal set by an organization. 

Job Descriptive Index (JDI1. The Job Descriptive Index 

is a measurement index that measures six areas of job 

satisfaction: work on the present job, present pay, 

opportunity for promotion, supervision, co-workers, and job 

in general. 

Job-related needs. Job-related needs are those 

potential sources of satisfaction which pertain to, are 

associated with, or derived from employment at a particular 

institution. 

Perception. Perception is the meaning that a faculty 

member or any person attaches to job-related experiences in 

terms of job-related needs. 

Morale. Morale is group enthusiasm in the pursuit of a 

common goal (Beer, 1964), viewed primarily in terms of 

attitudes and behavior associated with the activity of the 

individual as a member of a group. Salina (1964) defines 

morale as a feeling of togetherness. 

Job Attitudes. Job attitudes refer to the affective 

orientation of an individual toward the work role he or she 

is occupying? positive attitudes are equated with 
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satisfaction and negative attitudes equated with 

dissatisfaction (Vroom, 1964). 

F values. F values are values derived from F test, and 

F tests are statistical models used to calculate whether a 

block of variables makes a statistical addition to a model. 

A significant F value only indicates that the population 

means are probably not equal. 

P values. P values are probability values derived from 

probability distribution. For example, given a sample space 

S, a probability distribution is an expression of a 

probability function which has as its domain a set of 

exhaustive and mutually exclusive subjects of S. 

Degrees of freedom fD.F.). Degrees of freedom is the 

total number of observations minus one. It is 

based on the number of observations in a group. 

Basic Assumptions 

Four basic assumptions pertain to this study: 

1. Having knowledge of factors influencing job 

satisfaction is crucial for effective recruitment and 

retention policies at historically black colleges in Texas. 

2. It is assumed that effective retention and 

recruitment policies at black colleges prevents the 

continuing exodus of teachers from black colleges, and in 

addition, will serve as motivational and incentive 

strategies to attract recently graduated black PhDs to black 

colleges. 
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3. It is also assumed that the responses of faculty 

members to the survey instruments represent the true 

feelings concerning job satisfaction and job-related needs 

of the faculty members at historically black colleges in 

Texas. 

4. It is assumed that black faculty members have 

characteristics and academic concerns different from those 

of white faculty members. 



CHAPTER 2 

REVIEW OF THE LITERATURE 

Prominent scholars have researched various aspects of 

black collages and universities in America. Some of these 

areas include origin, development, roles and functions, 

faculty, administrative leadership styles of presidents, 

governance structures, students' perceptions of these 

colleges, funding and federal legislation affecting black 

colleges. However, none of these studies has dealt 

specifically with the proposed topic "Factors Influencing 

Job Satisfaction Among Faculty Members at Historically Black 

Colleges in Texas." 

Definition and Theoretical Concepts 

One of the major problems of a review of literature on 

job satisfaction is to define precisely the concept of job 

satisfaction. Each researcher works on a very limited aspect 

of the field and defines variables in terms of the concepts 

with which he or she can most easily work. The concept is 

operationally defined in many ways. Some conceptualizations 

focus on a general feeling towards the job, others balance 

likes and dislikes, and still others use the aggregate of 

feelings towards several aspects of the job. 

13 
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Terms such as morale and job attitudes have been 

associated with the same behaviors. The three terms 

"morale," "job satisfaction," and "job attitudes," cause 

confusion because many authors use them interchangeably, 

while others draw significant distinctions among them. 

Vroom (1967), stated that job satisfaction and job attitudes 

are used interchangeably since both refer to the affective 

orientation of the individual toward the work role he or she 

is occupying. 

Beer (1964) defined job satisfaction as the attitude of 

workers toward the company, their job, their fellow workers, 

and other psychological objects in the work environment? 

while morale is a group phenomenon similar to a group 

enthusiasm in the pursuit of a common goal. Locke (1976) 

defined job satisfaction as the degree of well-being that is 

experienced by an individual at work, while Bobbitt and 

Behling (1981) posited that job satisfaction is the result 

of fulfilling the minimum requirement of a given task. 

Some researchers take the outcome approach in trying to 

understand job satisfaction. Thierry and Koopman-Iwena 

(1984) believe that job satisfaction is the achievement of 

outcomes that are attractive for an individual. According 

to Smith (1972), job satisfaction represents the difference 

between what is expected and what is experienced in relation 

to the alternatives available in given situations. 
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There are two basic approaches to assessing job 

satisfaction. One is represented by the basic approach of 

Hoppock (1935). Hoppock was the researcher who made the 

first systematic assessment of job satisfaction. He viewed 

job satisfaction as an attitude resulting from any 

combination of psychological, physiological, and 

environmental circumstances. Hoppock and others using this 

approach had operationally defined job satisfaction as a 

totality or a unidimensional variable, representing a 

general state of mind toward the work context which has no 

independent variables. With this definition, little or no 

attention was paid to differentiation of attitudes toward 

various parts of the work. The direction of assessment by 

single concept is usually by one or more items which ask 

variations of the question, Are you satisfied with your job? 

The second approach of assessing job satisfaction is 

not as a unidimensional variable but as a number of 

independent dimensions. Researchers using this approach 

have operationally defined job satisfaction as having 

various independent dimensions such as salary, supervision, 

and relations with co-workers. A great number of 

researchers are applying this approach that use various 

demographic independent variables. Duru (1991) used this 

approach in his study of Nigerian teachers. The application 

of this approach assumes that these elements are present and 
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that the respondent can separate these elements and indicate 

degrees of satisfaction with each variable. 

Some important questions that could be asked concerning 

these two approaches are whether the two approaches will 

yield the same results or are they equally desirable. On 

the question of yielding the same results, if a person were 

satisfied with his colleagues, his supervision, and his pay, 

could it be predicted that he would generally be satisfied 

with his work situation? There is little evidence to 

indicate that such a prediction would be overwhelmingly 

supported. 

There is, however, some thoughts that the degree of 

agreement or interrelationship among the job dimensions 

could be used to support the position that there is a 

general attitude factor which permeates all job dimensions. 

It is also possible that attitudes regarding one aspect of a 

job will affect attitudes toward other aspects, a phenomenon 

revealed in the literature. On the issue of whether those 

approaches are equally desirable: the use of unidimensional 

variables, and the use of a number of independent variables, 

the approaches will be considered desirable because several 

relatively independent elements of satisfaction could 

provide discriminating patterns of satisfaction for 

different types of people or occupations. 

In 1966, Frederick Herzberg and others conducted a 

study of managers and other professionals that suggested the 
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opportunity for achievement, recognition, work, and 

responsibility, serve as sources of job satisfaction in 

long-range sequences; and salary in short-range sequence. 

Conversely, company policy, and administration, supervision 

(technical and human), and working conditions generally 

serve as job dissatisfiers. Literature suggests it has been 

about 40 years that investigators have intensively begun to 

consider the effect on job satisfaction of factors outside 

or external to the job. 

Job satisfaction and motivation are related concepts? 

however, the two concepts are not the same. Motivation is 

the concept used when describing the forces acting on or 

within an individual to initiate and direct behavior 

(Gibson, Ivancevich, and Donnelly, 1988), while satisfaction 

according to Hellriegal and Slocum (1979), is an end-state, 

resulting from attainment of a goal. 

From the relationship that exist between these two 

concepts, it is evident that job satisfaction cannot be 

correctly evaluated without reference to motivational 

theories. Thierry and Knoop (1984) stressed that 

motivational theories are critical in the evaluation of job 

satisfaction. Peterson and Waterman (1980) stated that 

motivation is a major activator of all human behavior. 

Many theories of motivation have been applied to the 

studies in the area of job satisfaction. Need theory has 

been revealed in the literature as a significant one. An 
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increasing number of studies from review of literature 

consider the problem of the employee's job-related needs as 

fundamental to understanding employee behavior and job 

attitudes. An additional and significant issue is to 

ascertain which job-related needs constitute sources of 

satisfaction for persons in different occupations. 

One theory of human needs offered by A.M. Maslow (1954) 

which has received considerable attention by behavioral 

scientists and persons in other fields, appears to have 

potential for describing the rather ill-defined forces 

within the individual. In general, Moslow's theory stresses 

that basic needs fall into a hierarchy of relative 

importance or prepotency, in order of importance from lowest 

to highest. The needs are: (1) physiological needs—of 

hunger, thirst, and nutritional balances; (2) safety 

needs—to be free from fear of deprivation, danger, and to 

feel psychologically and physically safe and secure; (3) 

love needs—to love and be loved, to belong, to accept and 

be accepted; (4) esteem needs—to have self-respect, 

self-esteem, and esteem for others; (5) self-actualization 

needs—to self-fulfill, to self-develop, to be creative, to 

becoming everything that the individual is capable of 

becoming. 

The peculiar and intriguing characteristic of this 

theory of needs is the way in which the needs are presumed 

to operate within the hierarchy of importance. Until these 
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needs are generally satisfied, they dominate the 

individuals behavior, but as they become chronologically 

gratified, they cease to exist as motivators of behaviors 

and other higher needs emerge to dominate the individual. 

The significance of Maslow's theory for the work 

environment is that the higher levels of needs are thought 

to have the greatest potential for influencing behavior. 

These needs in turn contribute to accomplishments and 

progress, and they are thought to be the greatest source of 

satisfaction to the individual. 

Herzberg (1966) verified earlier conjectures that 

job-related needs fall into two general categories of either 

motivators or hygiene-maintenance needs. The motivating 

needs are considered as stemming mainly from the content of 

the job through such factors as work itself, responsibility, 

achievement, and recognition—thus focussing on the 

individual and realizing simultaneously achievement of 

personal and company or institutional goals. 

The hygiene-maintenance needs appear to stem from such 

factors as institutional policy and administration, 

supervision, relations with peers, and work conditions. 

These needs that relate with the context of the job, have 

little motivational value, and require fulfillment in order 

to avoid job dissatisfaction (Herzberg, 1966). Herzberg 

believed that an environment rich in opportunities for 

satisfying needs leads to motivation-seeking behavior, and 
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hygiene-maintenance needs have relatively little influence 

either as satisfiers or dissatisfiers. Herzberg also 

postulated that an environment sparse in motivation 

opportunities encourages preoccupation with the hygiene-

maintenance needs. 

There are two implications of these findings. First, 

needs that are considered by employees to be the most 

important are also the most influential for motivating 

behavior, and are the best sources of higher job 

satisfaction but rarely a source of dissatisfaction. 

Second, needs that are considered by employees to be of less 

importance, are also the least influential motivators, and 

are most frequently a source of dissatisfaction but rarely a 

source of job satisfaction. 

Maslow's needs theory of motivation and Herzberg1s two-

factor theory are not the only content theories of 

motivation. Other theories exist either in support of 

Maslow's and Herzberg1s position or in disagreement with 

them. Others still take slightly different positions 

regarding which motivational theories influence satisfaction 

in a job. Alderfer (1969) agreed with Maslow that 

individual's needs are arranged in a hierarchy. However, 

Alderfer's proposed need hierarchy involves only three sets 

of needs in order of importance: existence, relatedness, and 

growth. 
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Hersey and Blanchard (1977) have criticized Maslow's 

need theory stating that it is not necessary for one need 

level to be completely satisfied before the next need level 

emerges. More often, people in societies tend to have their 

needs at one level partially satisfied before moving to the 

next need level. Critics of Maslow believe his claim that a 

motivation to self-actualize exists in the general 

population is overstated. They argue that some individuals 

certainly have the drive to self-actualize, but many others 

posses no such drive. 

In retrospect, Herzberg argued that the worker is 

dissatisfied with the job when it does not allow him to meet 

adequately his physiological needs, such as hunger, and 

danger. He believes that when these needs are met, the 

worker is no longer dissatisfied, however, he is not 

necessarily completely satisfied. Herzberg1s theory is also 

at odds with some researchers who argue that his work 

oversimplifies the nature of job satisfaction. Some 

researchers believe that subconscious factors are not 

identified in his analysis (Lawler, 1971). Lawler argues 

that Herzberg has offered no explanation as to why various 

extrinsic and intrinsic job factors should affect 

performance. 

Hill (1986), concluded that Herzberg's two-factor 

theory is a useful model for studying faculty job 

satisfaction. Herzberg1s theory also was found useful in 
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Swain's (1976) study. Swain used this theory in his study 

of faculty satisfaction-dissatisfaction and management by 

objectives for results. He discovered that predominantly, 

faculty showed increased level of job satisfaction relating 

to their supervision, job responsibilities, and growth 

opportunities when management by objectives for results was 

implemented. 

Research Studies on Job Satisfaction 

For over 40 years, researchers have occupied 

themselves with the efforts to understand employee morale 

and henceforth, to establish relationships between job 

satisfaction and productivity, loyalty, absenteeism and 

other manipulatable variables. As a result of this 

enthusiasm, thousands of articles have been published in 

this area. Campbell, Converse, and Rodgers (1976) estimated 

that by 1972, thousands of articles, books, and 

dissertations have been published on job satisfaction. 

Hoppock (1935) first investigated job satisfaction using 

unidimensional variables. Little or no attention was paid 

to differentiation of attitudes toward various parts of the 

work itself. Studies on job satisfaction after Hoppock have 

examined levels of job satisfaction as a multidimensional 

issue, using salary, supervision, relation with co-workers, 

and age. 

Job satisfaction studies have been carried out 

extensively in the United States. There is also a growing 
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interest in job satisfaction studies in other parts of the 

world, particularly in developing countries, however, not as 

extensive as in the United States. This section will review 

some of the research studies on faculty job satisfaction in 

the United States and in some developing countries. 

Research in Developing Countries 

Yotakong (1976), cited in Thanagosai (1989), 

investigated job satisfaction of teachers at agricultural 

schools and colleges in North Eastern Thailand. He found 

that salary, job security, supervision, recognition, and 

fringe benefits were important contributors to teacher 

satisfaction. Chewapun (1989), also studied levels of job 

satisfaction of physical education faculty members at 

teacher colleges in Thailand. His findings strongly 

supported the results of Yotakong's study. Chewapun 

discovered that significant positive relationships do exist 

between levels of education, position held at job, years of 

teaching experience, age, salary levels, and job 

satisfaction. Gender was the only variable which did not 

correlate strongly with job satisfaction in Chewapun1s 

study. 

Susawasd (1980) investigated factors measuring faculty 

job satisfaction at selected Universities in Thailand. He 

discovered that the main sources of job satisfaction among 

Thai faculty members rests on policy, administration, and 

salary. He also found that achievement, growth, 
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interpersonal relations, recognition, responsibility, 

supervision, work itself, and working conditions were main 

sources of dissatisfaction. Other variables such as age, 

number of years employed, education level, and academic 

ranks were also crucial sources of job satisfaction. 

In Vatthaisong1s (1982) study of Teacher Training 

Institutes in Thailand, he found that sources of 

satisfaction for faculty members, in order of importance, 

include interpersonal relations, work itself, achievements, 

recognition, responsibility, growth, working conditions, 

supervision, and administrative policies. Unlike Susawasd's 

(1980) study, salary was found to be the main source of 

dissatisfaction. Vatthaisong also discovered that length of 

teaching experience positively correlated with job 

satisfaction. 

Tanash (1987) studied job satisfaction of faculty 

members at Yarmouk University in Jordan. He discovered that 

among the six variables of Job Descriptive Index (JDI) 

established by Smith et al. (1969, 1985), work in the 

present job correlated more positively with job satisfaction 

than others. Promotion correlated least with job 

satisfaction. The demographic variables: age, marital 

status, gender, and academic position, showed no correlation 

with job satisfaction. 

In Iran, Saidian (1981) conducted a job satisfaction 

study among teachers in vocational schools. The results 
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revealed that teachers derive their greatest amount of 

satisfaction from their jobs when feelings of achievements 

and accomplishments exist, however, teachers showed 

dissatisfaction in the areas of supervision, and 

participation in decision-making. 

Maduagwu (1986) investigated job satisfaction levels of 

secondary school principals in the Rivers State of Nigeria. 

With the Job Descriptive Index instrument designed by 

Smith et al. (1969, 1985), out of the six variables of JDI, 

co-workers, work on present job, and job in general were the 

primary sources of satisfaction, while the other three 

variables: pay, supervision, and promotion were the primary 

sources of dissatisfaction for principals. Maduagwu also 

found that in addition to Smith1s six facets, another 

important factor significantly influencing job satisfaction 

among principals was the location of the institution. 

Duru (1991) conducted a study on job satisfaction in 

Nigeria, regarding higher education faculty. He studied the 

factors influencing job satisfaction among faculty members 

at degree-granting colleges of education in Nigeria. Duru 

compared job satisfaction levels of four groups of faculty: 

Christian faculty, Moslem faculty, other religious faculty, 

and non-religious faculty. He found that Christian faculty 

were more satisfied than other religious faculty in the five 

variables of Job Descriptive Index: work on present job, 

promotion, supervision, co-workers, and job in general. Pay 
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was a factor where faculty felt most dissatisfied. Duru 

further discovered that faculty with more teaching 

experience had higher levels of job satisfaction. Doctoral 

degree holders were more satisfied with their present jobs 

and with the job in general than non-doctoral degree holders 

according to Duru's study. Faculty with baccalaureate 

degrees were also more satisfied with their jobs than were 

faculty with master's degrees. 

Studies in the United States 

A review of the literature on faculty job satisfaction 

in the United States uncovered volumes of studies on job 

satisfaction since Hoppock's work in 1935. Schuster (1986) 

indicated that the academic profession in the United States 

stands at crossroads due to the condition of the faculty. 

He outlined the predicaments facing the academic profession 

and focused on four major issues: decline of the faculty 

condition, low faculty morale, declining career 

competitiveness, and the teaching-research dilemma. 

Seldin (1987) revealed that the decade of the 1980s 

produced a generation of professors coping surprisingly with 

high levels of job stress and that this condition is 

expected to continue in the United States through the decade 

of the 1990s. Key reasons the author cited include 

inadequate participation in governance and institutional 

planning, work overload, low pay, poor working conditions, 

inadequate recognition, unrealized career expectations, and 
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unsatisfactory interactions. In a study entitled "The 

Faculty: Deeply Troubled," Carnegie Foundation (1985) 

revealed that faculty members in United States Higher 

Education institutions are apprehensive about the integrity 

of their colleges and universities, especially concerning 

their job security and salaries. 

Field (1966) studied job satisfaction and 

dissatisfaction of University of Wisconsin faculty members. 

His findings revealed that associate professors comprised 

the most dissatisfied academic rank, while Balazadeh (1981) 

reported from his study that full-professors were 

significantly more satisfied than any other category of 

professors. The Carnegie Foundation (1988) conducted a 

national study to determine the extent and reasons for 

faculty members' dissatisfaction with the teaching 

profession, working conditions, institutional climate and 

governance, and prospects for the future of the profession. 

This study revealed the following results: 

1. Older faculty members are more settled and less 

anxious than younger faculty members about job security and 

their futures; 

2. Percentage of men who are most satisfied with their 

jobs exceeds that of women; 

3. The influence of race/ethnicity on faculty 

satisfaction is, on the surface, less dramatic than one 

might expect; 
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4. Salary levels are an obvious factor in faculty 

satisfaction but are rarely emphasized. The most satisfied 

faculty members are paid about $6,000 more on the average, 

than are the least satisfied faculty and earn at least 

$2,800 more than the medium salary for all faculty members; 

5. The highest percentage of most satisfied faculty 

members is at research universities, and the largest share 

of dissatisfied faculty are in liberal arts colleges; 

6. Participation in institutional decision-making is 

the most important factor in faculty satisfaction at 

doctorate-granting and comprehensive universities, and 

received second highest ranking at research universities; 

and 

7. The most satisfied faculty members are less likely 

than those least satisfied to agree that it is more 

difficult to achieve job security, represented by tenure 

than it was five years before. 

Bengston and Shields (1989) have reported that 

management style continues to be the best predictor of 

librarian faculty satisfaction in academic setting. They 

tested predictive equations on participative management job 

satisfaction using the same data collection procedures and 

instruments that had been used to study 22 major United 

States academic libraries in 1970. These authors indicated 

that the effect of management style is not merely limited to 

academic librarians, but it is also very important in 



29 

other disciplines. This study disproved the findings of 

Terpstra et al. (1982) who had earlier reported that 

management style is not at all crucial to faculty job 

satisfaction. 

Terpstra et al. investigated the effects of Management 

By Objectives (MBO) on levels of performance and 

satisfaction among university faculty. Faculty members 

completed a questionnaire about perceptions of performance 

and satisfaction both prior to and after the MBO 

application. Results revealed that performance 

increased while satisfaction generally declined. 

Neal (1990) conducted a study to determine liberal arts 

college faculty perceptions of their careers and 

professional needs, and specific strategies for enhancing 

faculty job satisfaction in their roles as teachers, 

scholars, and members of different disciplinary groups in 

Portland Oregon. A total of 9,204 full-time faculty at 142 

participating colleges, all of them undergraduate 

institutions with enrollments under 3,000 participated in 

the study. 

Analysis showed that faculty perceptions among all 

groups, regarding the college's prestige, and security as 

well as the opportunity to be creative, were significant 

factors in job satisfaction. However, the degree to which 

each was deemed as important to job satisfaction varied, 

sometimes significantly, between disciplinary groups. The 
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study's results suggest, according to Neal, that the 

presence of both intrinsic and extrinsic job characteristics 

relate significantly to satisfaction. 

Hill (1987) conducted a study entitled "A Theoretical 

Analysis of Faculty Job Satisfaction/Dissatisfaction," which 

reported that "intrinsic" factors contribute primarily to 

job satisfaction. Hill examined the issue of job 

satisfaction of college faculty from the perspective of 

Herzberg's "two-factor" theory and assessed the utility of 

the theory. Data from 1,089 full-time faculty in 20 college 

and university campuses support Hill's conclusion that 

"intrinsic" factors contribute primarily to job satisfaction 

than "extrinsic" factors. 

Diener (1985) studied job satisfaction of college 

faculty members in two predominantly black institutions. 

Some of these institutions were predominantly white from 

establishment, however, with the passage of time, black 

student population outgrew that of white. These 

institutions are affiliated with the National Association 

for Equal Opportunity in Higher Education (NAFEOHE) 

The findings on the work attitudes of faculty members at 

these colleges reveal that like their colleagues elsewhere, 

faculty experience varying degrees of career satisfaction, 

especially from such job factors as personal growth, 

schedule flexibility, and professional autonomy. Factors 

such as working conditions create dissatisfaction. The 
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results of this study support Herzberg's (1959) two-factor 

theory of job satisfaction which suggests that work 

satisfaction arises from the nature of work itself, while 

dissatisfaction arises from the work environment. 

Pascak, Faye, and Bean (1989) investigated education 

faculty job satisfaction in major research universities. 

The investigation attempted to (1) identify predictors of 

global job satisfaction in university faculty members; (2) 

determine the relative importance of each predictor and its 

overall ability to predict global job satisfaction; (3) 

determine the effects of gender, tenure status, and rank on 

global job satisfaction. Surveys from 265 faculty members at 

eight midwestern institutions with schools of education were 

analyzed. Results of the analysis indicated that a 

significant proportion of global affective response to 

faculty work was predicted by the autonomous and creative 

nature of academic work itself, perceptions of participation 

in administrative evaluation, perceived esteem by peers in 

the university community, and financial compensation. 

Abreu (1980) studied job satisfaction of the faculty 

members of schools of education in three universities 

granting doctor of philosophy degrees in Michigan. 

Respondents were requested to complete a questionnaire based 

on Herzberg's intrinsic and extrinsic factors. The findings 

gave support to Herzberg's report that feelings of job 

satisfaction are determined by perceptions people have about 
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intrinsic factors, such as motivation, while feelings of job 

dissatisfaction arise out of the perceptions people have 

about factors external to the job itself. Demographic 

factors were found to influence perceptions of faculty 

members about their feelings of job 

satisfaction/dissatisfaction. Extrinsic factors were, 

however, found to contribute significantly to 

dissatisfaction than to satisfaction. 

Variables that are Associated 

with Job Satisfaction 

Researchers have shown great interest in the study of 

the effects of demographic variables such as: gender, age, 

level of education, salary, length of teaching experience, 

marital status, race/ethnicity, and academic rank on job 

satisfaction. These demographic variables are discussed in 

the paragraphs that follow. 

Gender 

The dialogue among researchers on the differences in 

job satisfaction of males and females is still unresolved. 

Some claim that men are more satisfied than women on jobs of 

equal value. Some argue that women show higher degrees of 

satisfaction with such jobs, while others argue that no 

difference exists. When Hulin and Smith (1965) studied sex 

differences in job satisfaction, they found that there was a 

tendency for female workers to be less satisfied than their 
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male counterparts. Hullin and Smith later concluded that it 

is not gender that is the crucial factor, rather that it is 

the entire constellation of variables including, pay, job 

level, promotional opportunities within the organization, 

and social norms. 

Wissman (1988) compared satisfaction of male and 

female college faculty in law, business, and home economic 

units. The findings revealed that compared to men, women in 

business and law were less satisfied with pay, promotion 

opportunities, supervision, and co-workers. In a national 

study conducted by the Carnegie Foundation (1988) concerning 

the extent and reasons for college faculty's 

dissatisfaction, Carnegie Foundation found that the 

percentage of men who are most satisfied (35 percent) with 

the teaching profession, working conditions, institutional 

climate and governance, and prospects for the future of 

profession exceeds that of women (31 percent). This study 

suggests that recent efforts to end gender-based 

discrimination have yet to succeed. Some researchers have, 

however, found no significant differences in job 

satisfaction between male and female (Vatthaisong, 1982; 

Chewapun, 1989; Wissman, 1981). 

Staub (1987) and Wissman (1981) discovered faculty in 

traditionally male gender-type disciplines received better 

treatment than faculty in female gender-type disciplines. 

Consequently, those with better treatment were more 
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satisfied. In general, literature suggests that male-female 

distinctions seem to be related to specific situations and 

cannot be generalized from one occupation to another or even 

from one organization to another. 

Age 

The effects of age on job satisfaction have been widely 

explored by various researchers. Form and Geschwender 

(1962) reported that most studies on job satisfaction 

indicate that older people are generally more satisfied in 

their jobs than younger people. Salinas (1964) also found 

this phenomenon to be true in the case of satisfaction with 

pay. When Harrington (1980) studied the relationship of 

income and age to job satisfaction of selected faculty 

members at Northeastern University, he observed a strong 

correlation in age and income, including a positive 

relationship between this correlation and job satisfaction. 

Tanash (1987) found that faculty members who are 45 years or 

older tended to be the most satisfied among other faculties. 

In a study of the relationship between age and level of 

job satisfaction among managerial level employees, Saleh and 

Otis (1964) discovered that satisfaction increased with age 

until the pre-retirement period after which it declines. 

The explanation for this was that the increase until about 

the age of 60 was a result of the general adjustment to 

life. Saleh and Otis also attribute the decline in 

satisfaction between the ages of 60 and 65 to a decline in 
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physical health. Bourne (1982) believes that this decline 

in satisfaction results from a shift in values as people 

grow older and develop different expectations from those 

held by younger people. 

Nedereen (1982), Wood (1973), Keeple (1973), and 

Thanagosai (1988), have all found a positive relationship 

between age and job satisfaction. Darr (1990) reviewed 

literature on the characteristics of elementary, secondary, 

and college level teachers. The demographic data from his 

study suggest that today's teachers are older and more 

experienced than their counterparts were in the 1980s. He 

also found that this category of teachers are less satisfied 

with the classroom as a work place, although they feel that 

teaching as a profession is satisfactory. The results of a 

study conducted by the Carnegie Foundation (1988) also 

supported the relationship between age and satisfaction in a 

job. The Carnegie Foundation national study of faculty 

condition, found that older faculty members are more settled 

and less anxious than younger faculty members about job 

security and their futures. 

Marital Status 

The impact of marriage on job satisfaction has been an 

issue of great importance to researchers since 1960. Some 

studies have found marriage impacting job satisfaction 

positively, while others have found it negatively impacting 

job satisfaction. William and Geschwender (1962) reported 
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that generally, married workers tended to be more satisfied 

with their jobs than single people. They also found a trend 

that indicated more settled workers tended to be the more 

satisfied workers. Literature has not revealed otherwise. 

Jeong (1987) investigated the perception of female 

faculty members on sexual discrimination in academia and 

found that faculty women view marriage as a drawback to 

their career efforts. Sudsawasd (1980) also found a high 

degree of dissatisfaction among women who were married than 

among unmarried women in their working conditions. Tanash 

(1987), however, reported that marital status has no effect 

on job satisfaction. Kazal-Thresher (1990), in his study of 

gender comparison among thirteen graduating Stanford MBA 

students, found marital status as both a negative and 

positive variable to job satisfaction. Edward (1989) and 

Jeong (1987) reported rearing of children as having a 

significant hindrance to the efforts of faculty women to 

improve their professional activities. This supports what 

Muller (1986) had earlier found in his study, that marital 

status impedes the career advancement of faculty women. 

Salary 

It is axiomatic that a person with a high salary will 

be more satisfied than a person with a low salary. There 

has been research that support this position. Form and 

Geschwender (1962), in their study of social reference basis 

of job satisfaction, found that high pay positively 
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correlated with job satisfaction. However, some researchers 

have approached salary from a different viewpoint. They 

viewed salary in relative terms, meaning that satisfaction 

with salary is perceived in reference to the levels 

of others with whom a worker compares himself or herself. 

Ivancevich and Donnelly (1968) for example, indicated that 

if a worker earns a given salary and another worker in the 

next company earns half as much, the first worker will tend 

to be more satisfied regardless of the actual amount of 

money he or she receives. 

The results of the Gomez-Mejia and Balkin (1984) study 

have disagreed that higher pay level produces higher job 

satisfaction. They examined job, pay, and job dimensions of 

faculty satisfaction under union and non-union conditions. 

Their findings indicated that union faculty members were 

more satisfied with their pay, than non-union faculty even 

though the non-union faculty received a higher pay. The 

union faculty's satisfaction was derived from the perception 

that they felt protected by their union. A study by 

Karoonlanjarkorn (1986), cited in Thanagosai (1989), dealing 

with job satisfaction among faculty at non-metropolitan 

teachers colleges in central Thailand, also gave credence to 

Gomez-Majia's and Balkin1s (1984) conclusions. 

Some studies suggest that although salary is important, 

to some degree, there seem to be other factors more 

important to the worker that override consideration of 
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salary. Redeffer (1964) reported that personnel policies 

and practices rather than salary levels are the key to high 

or low morale among teachers. Herzberg et al. (1959) 

concluded that pay is a source of dissatisfaction when it is 

perceived to be unfairly low, but maintained that high pay 

can serve not only as a hygiene factor, but also as a means 

of providing recognition to the worker, enhancing 

self-esteem, thus acting as a satisfier. Lawler (1971) 

reviewed the literature published since Herzberg et al. made 

their report and found that pay was ranked higher in many of 

the studies. 

Orpan and Bonnici (1990) explored the relationship 

between perceptions of pay level, pay equity, personnel 

input, job demands, and pay satisfaction in a sample of 101 

university teachers. Their results offer practical support 

for Lawler1s (1971) model of pay satisfaction. 

Academic Rank 

The research in job satisfaction has consistently 

shown that the level of a worker's job within the 

organizational hierarchy, or the status of his occupation, 

holds a direct and strong relationship with the degree of 

worker satisfaction (Handyside, and Speak, 1964). 

Wangphanich (1984) conducted a study of job satisfaction 

with faculty members at a university in Thailand and found 

that high academic rank faculty were more satisfied with 

their work than middle and low academic rank faculty 
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members, and both middle and high rank faculty were more 

satisfied with pay than low rank faculty members. Balazadeh 

(1981) has reported that full professors tend to be more 

satisfied with their jobs than associate or assistant 

professors. 

Kuchara (1988) studied the social psychological effects 

of the declining academic labor market on 515 adjunct 

faculty members teaching at two-year community colleges in 

Illinois and Wisconsin, He found that the less one's 

perception of opportunity in the full-time market, the less 

satisfied one will be with the adjunct role and the less 

time one will spend on the job. 

Although many studies have positively related academic 

rank with job satisfaction, some studies are at odds with 

these results. Bowen's study of selected universities at 

Ohio State, in 1980, found no relationship existing between 

faculty's academic rank and job satisfaction. 

Level of Education 

In a study of factors influencing job satisfaction 

among faculty members at degree-granting colleges in 

Nigeria, Duru (1991) found that faculty with doctoral 

degrees were more satisfied with their present jobs, than 

those with bachelor's or master's degrees. Sudsawasd (1980) 

had earlier reported that faculty with doctoral degrees were 

more satisfied with their jobs than faculty members without 

doctorates. 
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Morse (1953) found that workers' educational level 

influences their expectations on the job. This finding has 

been reiterated by Thanagosai (1989) who reported that 

higher levels of educational background related positively 

to job satisfaction. Thanagosai studied job satisfaction 

among faculty members at six metropolitan area teachers 

colleges in Bangkok, Thailand. Petput (1971), cited at 

Thanagosai (1989), found that Thai university personnel with 

higher levels of education were more satisfied in their jobs 

than their peers with lower levels of educational 

background. Thongchant (1987) and Chewapun (1989), however, 

discovered in their studies that no significant relationship 

exists between levels of education and job satisfaction. 

Teaching Experience 

Some studies have revealed that a positive relationship 

exists between the length of teaching experience and job 

satisfaction (Petut, 1971). Wangphanich (1984) indicated 

that high work experience was among the variables that 

showed highest positive correlation with job satisfaction 

and satisfaction with pay. 

Vaithaisong (1982) reported in his exploration of job 

satisfaction and dissatisfaction among faculty members in 

teacher-training institutions in Thailand the following two 

findings: 

1. That faculty members with over 10 years of teaching 

experience were more satisfied with their achievement and 
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working condition than faculty members with less than 10 

years of experience; 

2. That faculty members with over 10 years of teaching 

experience revealed more overall satisfaction than faculty 

members with less than 10 years of teaching experience. 

Strong positive relationships have been found to exist 

between job satisfaction and length of teaching experience 

by Duru (1991), Tanash (1987), and Vaithaisong (1982). 

Bosner (1989) examined career paths and job satisfaction of 

teachers completing their preparation and entering the 

profession during the 1980s. One of Bosner1s findings was 

that the relationship between years of teaching experience 

and job satisfaction is moderate and not strictly linear. 

The study also revealed that in general, the teachers with 

the least amount of experience were most satisfied, while 

the highest levels of dissatisfaction were evident at 

completion of the 4th, 6th, and 7th years. 

Institutional Type 

The Carnegie Foundation (1988) found interesting 

correlations between the level of faculty job satisfaction 

and the type of institutions where faculty members work. 

The result was based on a national study on faculty 

conditions. The study revealed that the highest percentage 

(41 percent) of most satisfied faculty members are at 

research universities, although 28 percent of the faculty in 

the institutions studied are in the least-satisfied group. 
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At all other institutions, a somewhat larger percentage of 

the faculty is in the least satisfied category. 

The institutions studied were grouped according to the 

Carnegie Foundation 1976 classification of institutions of 

higher education in the United States. Institutions were 

classified on the basis of research universities, doctorate-

granting universities, comprehensive universities, and 

liberal arts colleges (38 percent). Patitu and Lack (1991) 

studied the job satisfaction of black American faculties in 

higher education in the south. Thirteen predominantly black 

American institutions and 15 predominantly white 

institutions participated in the study. At predominantly 

white institutions, black American faculty appeared more 

satisfied with opportunities for promotions than their 

counterparts at predominantly African-American institutions. 

Duru (1991) compared four groups of faculty in Nigerian 

colleges of education: Christian faculty; Moslem faculty? 

other religious faculty; and non-religious faculty, in an 

attempt to determine whether or not individual religion of 

faculty rather than institutional religion, was related to 

job satisfaction. He discovered that Christian faculty were 

more satisfied than other religious or non-religious 

faculty. Duru used five variables of job descriptive index: 

present job, promotion, supervision, co-workers, and work in 

general. 
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Job and salary satisfaction-dissatisfaction of 

faculties in community colleges, universities, and technical 

schools have been compared by researchers. Ley's (1982) 

study in this area is significant. He found that job and 

salary dissatisfaction were greatest in state colleges and 

universities than community colleges and technical schools. 

Race/Ethnic Origin 

The influence of race/ethnicity on faculty job 

satisfaction is, on the surface, less dramatic than one 

might expect. The Carnegie Foundation (1988) compared white 

faculty's job satisfaction to minorities' job satisfaction. 

Compared to white faculty (38 percent), a slightly higher 

proportion of all minority faculty members fell in the least 

satisfied group (35 percent); the most satisfied faculty 

members in the minority group was identical in all respects 

with that of white faculty (34 percent). The percentage of 

black faculty members in the most satisfied category (36 

percent) slightly exceeded that of white faculty members (34 

percent). 

Armour (1990) examined the race and gender differences 

of job satisfaction among faculties. He compared responses 

from minority (about 6 percent) and female (about 18 

percent) faculty with overall responses (N=1135). Results 

of the study indicated that race and gender were not related 

significantly to overall satisfaction. Overall, 91 percent 
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reported being satisfied with their careers with 82 percent 

saying they would choose the same career again. 

Diener (1985) studied job satisfaction of college 

faculty members in two predominantly black institutions. 

The majority of the faculty were black. Results of Diener's 

study indicated that the majority of respondents expressed 

strong satisfaction with facilities, opportunity to attend 

professional meetings, salary, institutional bureaucracy, 

student motivation, appreciation for personal contributions, 

responsiveness of administration to problems, committee 

work, and recognition for good work. Other factors 

including some working conditions, create dissatisfaction 

according to Diener1s study. 

Organizational Climate. Structure, and Culture. 

Literature reveals that organizational structure, 

climate and culture can exert powerful influence on the 

satisfaction of workers. Simpson (1991) explored the 

sources of career unhappiness among academic professionals 

and ways academics try to cope with this problem. He found 

that the way colleges and universities are organized and 

function had a great deal to do with the effectiveness of 

faculty efforts to meet renewal needs. Simpson indicated 

that if institutions are organized in such a way that 

faculty can learn more about and act upon their professional 

goals, attitudes, and competencies? henceforth, faculty will 

be more satisfied with their jobs. Organizational climate 
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has also been found to be crucial in job satisfaction 

management. Neuman (1987) discovered that three dimensions 

of organizational climate: power perception, perceived 

organizational goals, and assessment of rewards correlate 

positively with job satisfaction. 

Low faculty morale has been attributed to a 

deteriorating work environment, an inadequate reward 

structure, and an inhospitable labor market (Caffarella, et 

al. 1989). Allen (1972), Swain (1976), Pearson et 

al.(1983), Diener (1985), Sorcinelli and Near (1989) have 

all shown that flexible and autonomous working conditions, 

job responsibilities, personal autonomy, enough time to do 

the work, teaching, and research are some of the most 

important sources of job satisfaction that are job related. 

Organizational cultures have also been found to play 

important roles in job satisfaction. Ordering of human 

needs is culture free; what is different is the degree to 

which those needs are met among cultures (Howell, Straus, 

and Sorensen, 1975). The study of job satisfaction of 

secondary school principals in Nigeria by Maduagwu (1986) 

also confirmed the similarity of need priorities across 

cultures. 

In the evaluation of the association between 

organizational climate and job satisfaction of academic 

administrators in selected community colleges and 

universities in the midwestern states, Jahanshahi (1986) 
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found high levels of job satisfaction as measured by mean 

scores for both community colleges and university 

administrators. However, higher level of job 

satisfaction was found among university administrators. 

Also, a strong correlation between organizational climate of 

the institution and job satisfaction of the administrators 

was noted. 

Donohue (1988) studied nursing school faculty's job 

satisfaction and their perceptions of organizational 

climate. He found that deans1 behaviors influenced those 

perceptions and the longer a faculty member remained in his 

or her position at the same school, the less satisfied he or 

she was with the work, promotional opportunities, 

supervision, and fellow workers. 

Background of Historically Black 

Colleges and Universities 

Historically black colleges and universities have been 

a significant segment of higher education in the United 

States since 1900. They were founded during those years that 

the Nation's higher education system was, with legal 

sanctions, segregated along racial lines (Turner, 1979). 

Many of these institutions have reached or are approaching 

100 years of continuous service. A detailed search through 

the available literature demonstrated that the future of 

these institutions has just begun to attract significant 

attention in the last quarter century. Two of the earliest 
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surveys developed to assess black collages were by W.E.B. Du 

bois (1900). His notable work, "The College Bred Negro," 

published in 1900 examined the socio-economic conditions of 

black college graduates in the south. In another work a 

decade later, he critically evaluated the character and 

quality of the education obtainable at black institutions of 

higher learning. In these two works, Du Bois concluded that 

the major thrust of black colleges should be in 

strengthening the liberal arts curriculum. 

To appreciate fully the educational thought processes 

of early black Americans, one must contrast Du Bois1 

position of liberal arts curriculum with Booker T. 

Washington's insistence on technical education for black 

Americans. Black American educators have continued to 

appreciate the divergent views of these two great American 

educators on the education of black Americans. 

Turner (1979) defined Historically Black Colleges and 

Universities (HBCUs) as those institutions founded primarily 

for the purpose of educating blacks. These institutions are 

differentiated according to size, accessibility, resources, 

program emphasis, organization and governance, faculty 

competencies, support systems, service area, community type, 

and racial climate (Smith, 1979). The HBCUs were founded and 

developed in an environment unlike that of the other 

institutions of higher learning in America (Garibaldi, 

1984). The environment was that of legal segregation 
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according to Garibaldi. These institutions served a 

population which lived under many legal, social, and 

political restrictions (Hill, 1980). Many prominent 

scholars and eminent citizens have eloquently argued for the 

preservation of HBCXJs, despite the United States' Supreme 

Court's landmark ruling in 1954 (Brown vs Board of 

Education, Topeka, Kansas) dismantling segregation in the 

United States educational institutions. 

Before the Civil War in the United States, only three 

historically black colleges existed (Pifer, 1973). The 

three earliest embryonic historically black colleges were: 

Cheyney State College (established in 1837) and Lincoln 

University (established in 1854), both in Pennsylvania; the 

third was Wilberforce University in Ohio. Although hardly 

more than secondary schools in their early days, they were 

nevertheless chartered to grant degrees. 

Historically black colleges and universities have had 

racially mixed faculty and administrators (Bowles and 

DeCosta, 1971, cited in Thomas and Hill, 1987). Thomas and 

Hill argued that this mixture is still true for most of 

these institutions. HBCUs employ approximately 12,000 

full-time faculty (Thomas and Hill, 1987). HBCUs are more 

racially desegregated both in terms of their faculty and 

student population than are predominantly white colleges and 

universities according to Thomas and Hill. 
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Historically Black Colleges and 

Universities in Texas 

Most of the HBCUs in the United States are located in 

the South and recruit many of their students from within 

their states. Texas is one of the largest states in the 

United States, and certainly, the largest state in the 

South. 

At the turn of the century, there were at least 10 

private black colleges in Texas. Most were church related, 

created after the Civil War to provide religious education 

for the recently freed men and women who otherwise were 

denied adequate educational opportunities. Eight HBCUs 

still thrive in Texas today. According to Dr. Michael 

Heintze, the author of "Private Black Colleges in Texas, 

1865-1954," historically black colleges have not had the 

type of financial backing and support that other colleges 

have enjoyed. 

Establishment of colleges for blacks in the South after 

the abolition of slavery was slow, unlike in the northern 

part of the United States where colleges for blacks sprang 

up very early. Religious organizations pioneered the 

establishment of black colleges in the South. Four northern 

church groups: Baptists, Methodists, Presbyterians, and 

Congregationalists, were initially responsible for the 

establishment of private higher educational institutions for 

blacks in the South, soon to be joined by black 
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denominations such as the African Methodists Episcopal 

Church (Pifer, 1973). 

Browning and Williams (1978) noted that the American 

Missionary Association (AMA) took the lead in the 

establishment of colleges for blacks in Texas. According to 

Browning and Williams, with the lead of AMA in 1861, several 

religious benevolent societies sent missionaries into the 

South with the goal of uplifting the freed slaves through 

religion, education, and programs of physical assistance. 

Browning and Williams reported that AMA alone was 

responsible for founding seven black colleges and thirteen 

normal schools between 1761 and 1870. Freedman's Bureau, 

under E.M. Whitlock's leadership, took the lead and founded 

a school in Galveston, Texas, in 1865 (Mofoye, 1989). 

Freedman1s Bureau set up 100 schools across Texas by the 

middle of 1866 (Davis, 1934 cited in Mofoye, 1989). As the 

northern supporters of Negro education in Texas were 

confronted with the lack of trained teachers to teach black 

people, Teachers1 or Normal colleges became the focus of the 

missionaries. 

The institutions involved in this study are located in 

Texas. Of approximately 100 HBCUs in the United States, 

(Hill and Thomas, 1987), eight are located in Texas. The 

HBCUs under review in this study are: Texas Southern 

University (TSU), Jarvis Christian College, Paul Quinn 

College, Wiley college, and Prairie View A&M University. A 
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brief background of the three other black colleges located 

in Texas is included in this section. 

Paul Ouinn College 

Paul Quinn College is a 4-year private liberal arts 

college, coeducational, located in Dallas, Texas. Paul 

Quinn is affiliated with the African Methodist Episcopal 

Church. It is regarded as the oldest black college in 

Texas, founded in 1872. The total current faculty size is 

56; 44 are full-time and 12 are part-time. 

Southwestern Christian College 

Southwestern Christian College is a 4-year private and 

liberal arts college, coeducational, located in Terrell, 

Texas. It was established in 1948, and is affiliated with 

the Church of Christ. The total faculty size is 26; and 

while 10 are full-time, 16 are employed part-time. Thirteen 

percent of full-time faculty have doctoral degrees. 

Huston-Tillotson College 

Huston-Tillotson College is a 4-year private liberal 

arts college, coeducational, located in Austin, Texas. It 

was founded in 1879. Huston-Tillotson is affiliated with 

United Church and United Methodist Church. Total faculty 

size is 57; while 35 are full-time, 22 are employed 

part-time. Sixty percent of full-time faculty have doctoral 

degrees. 
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Jarvis College 

Jarvis College is a 4-year private liberal arts 

college, coeducational, located in Hawkins, Texas. It was 

established in 1912. Jarvis is affiliated with Christian 

Church (Disciples of Christ). The total current faculty 

size is 48; 42 are full-time, and 6 are part-time. Fifty 

percent of full-time faculty have doctoral degrees. 

Wilev College 

Wiley College is a 4-year liberal arts college, 

coeducational, located in Marshal, Texas. It was established 

in 1873. Wiley College is affiliated with United Methodist 

Church. The total full-time instructional faculty at Wiley 

College is 33. 

Prairie View A&M University 

Prairie View A&M University is a 4-year public 

university and college of arts and sciences and agricultural 

and technical, business, engineering, nursing and teachers 

college, coeducational, located in Prairie View, Texas. It 

was established in 1878. The total faculty size is 306. 

The faculty consists of 268 full-time, and 38 part-time; 

Thirty-eight percent of full-time have doctoral degrees. 

Texas Southern University 

Texas Southern University (TSU) is a public, 

coeducational institution, located in Houston, Texas. TSU 

was established in 1947. The total current faculty size is 
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448. Three hundred and fifty-three faculty members are 

full-time, while 95 are part-time. Sixty percent of full-

time faculty have doctoral degrees. 

Texas College 

Texas College is an independent 4-year coeducational 

institution, located in Tyler, Texas. Texas College is 

affiliated with the Christian Methodist Episcopal Church. 

It was founded in 1894. The total current faculty size is 

35. Twenty-seven are full-time, whereas 8 are part-time. 

The full-time faculty, 46%, have terminal degrees. 

All the above named institutions are members of United 

Negro College Fund (UNCF). Although the HBCUs have not been 

racially exclusive in their admissions policies, the vast 

majority have continued to have predominantly black student 

bodies. A majority of the faculty members in each of these 

institutions are blacks. In each of these institutions, 

at least 60% of the faculty members are black. There are few 

nonwhite faculty members. 

Legal Status of Public Black Institutions 

with Regard to Segregation and 

Integration Issues 

Most HBCUs were established as a result of the 

"separate but equal"' doctrine in Plessy v. Ferguson (1896). 

The most important aspects of the ruling stipulated that (a) 

a state had to offer schooling for blacks as soon as it did 
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for whites (Sipuel v. Board of Regents of University of 

Oklahoma, 1948); (b) black students must receive the same 

treatment in schools as white students (McLauring v. 

Oklahoma State Regents, 1950); and (c) a state must provide 

facilities of comparable quality for blacks and whites 

(Sweatt v. Painter, 1950). 

This doctrine has been challenged and protested by 

concerned citizens and organizations including the NAACP on 

the grounds that it was unconstitutional and violated the 

Fourteenth Amendment to the U.S. Constitution, which 

guarantees equal rights and protection for all U.S. 

citizens. The concerns and protests led to the landmark 

Brown v. Board of Education of Topeka (1954), which declared 

the doctrine unconstitutional. In 1973 the United States 

Supreme Court ruled in Adams v. Richardson that public 

schools must desegregate, detailing guidelines to strengthen 

black colleges and universities so that they could compete 

with predominantly white colleges. However, despite the 

strong and positive intents of Adams, HBCUs still lack the 

adequate development necessary for them to compete 

effectively with most predominantly white institutions, 

especially for talented blacks (Garibaldi, 1984, cited in 

Thomas & Hill, 1987). 

Since Brown v. Board of Education of Topeka, and Adams 

v. Richardson, HBCUs have continued to resist merging with 

predominantly white institutions even though courts have 
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repeatedly demanded that HBCUs merge with white 

institutions. Some HBCUs have, however, closed or merged 

with predominantly white institutions because of Brown 

decision. In December 1992, a U.S. Court district judge 

ordered Louisiana State University to merge its university 

systems in order to eliminate segregation although the 

state's HBCUs strongly object. Other states1 HBCUs, 

including Texas, are likely to face this type of court 

intrusion in the near future. 

The legal status of HBCU institutions is still 

uncertain and fragile at best. Like most U.S. colleges and 

universities, public HBCUs depend on federal, state, and 

local governments for more than one-half of their revenues. 

It is becoming an increasingly serious concern that 

financial pressures and constraints could make it difficult 

for these institutions to survive into the 21st century and 

beyond, leaving them with no other alternative than to 

desegregate and merge with predominantly white institutions. 

Rationale for Investigating Job Satisfaction 

of Historically Black College 

and University Faculty 

One major impression gained from a review of literature 

on black college teachers is that research on the topic 

still claims far too little time, effort, and money. One 

reason for the vacuum of information on black college 

teachers, one would suspect, is the resistance of the 
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members of the academic profession. The present customs and 

desires of the academic profession seem to enforce upon its 

members a tradition of secrecy. 

The researcher considered two important reasons for 

investigating black college faculty. The first is 

theoretical. Black colleges and universities are 

fascinating specimens of social organization, often 

considered remarkably unlike nonblack institutions. Although 

they are similar to predominantly white institutions in many 

ways, their historical tradition, levels and types of 

support make them distinct. Like many other institutions of 

higher learning, black colleges and universities reflect the 

diversity that is characteristic of the United States1 post-

secondary education system (Garibaldi t 1985). They are 

unique and what they do is unique. HBCUs were founded and 

developed in an environment unlike that of other 

institutions of higher learning in America, one of legal 

segregation (Garibaldi, 1984). The second reason for the 

investigation is practical. The problems related to faculty 

in these institutions are serious according to literature. 

Literature reveals that there is a serious shortage of 

black faculty within the United States higher education 

system. Some of the most academically productive black 

faculty at HBCUs as well as talented black doctoral degree 

recipients have been recruited by predominantly white 

institutions (Thomas and Hill, 1987). This also is true of 
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talented black students and black athletes. Thomas and Hill 

report that the relatively high degree of success of white 

institutions in recruiting talented black faculty and 

students has reduced the academic quality and diversity of 

faculties and students at black colleges and universities. 

The fact that the faculty at most HBCs are encouraged 

to engage in teaching and service-oriented activities than 

research is a concern. This is yet another factor that 

inhibits the ability of these institutions to compete 

effectively with white institutions for human and economic 

resources. The overall lower quality (as indicated by such 

traditional measures as student performance on standardized 

admission tests and research publication records of faculty) 

of the students and faculties at HBCUs than at predominantly 

white institutions is a critical issue» 

Historically black colleges have a large proportion of 

nontenured faculty and instructors, and a lower proportion 

of associate and full-professors than do most predominantly 

white institutions (Hill* 1984, cited in Thomas and Hill, 

1987). Hill (1984), and Pruit (1981), cited in Thomas and 

Hill (1987) revealed that at each level of academic rank, 

faculty salaries and fringe benefits are lower at HBCUs than 

at non-HBCUs. 

Black college faculty have been characterized as a 

"dwindling national resource" (Educational Testing Service 
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Policy Information Center, 1989). The report stressed that 

there is a relative lack of black college teachers and a 

dwindling interest of new black Ph.Ds in careers in 

academia. Boone (1988) indicated that black faculty are in 

short supply, consisting of 5% or fewer of the total 

American professoriate. Boone added that the shortage is 

predicted to become even more severe if not remedied. 

Reasons cited for this problem of black faculty shortage 

(about 4% of U.S. faculty in 1980 were blacks) include 

institutional racism, failure of affirmative action 

policies, low numbers of black Ph.Ds, declining emphasis on 

recruiting and retaining minority graduate students, and a 

discouraging job outlook for new doctorate holders 

(Washington, 1986). 

The shortage of black college faculty has broad 

negative implications. One would stress that these 

implications for the academic work environment of blacks 

need considerable exploration. Although black colleges are 

only 4% of U.S. college campuses, they graduate more than 

half of the black students in U.S. every year (NAFEO, 1986). 

These schools have trained 80 percent of black doctors and 

pharmacists and 50 percent of the black attorneys, including 

some of the most distinguished, outstanding leaders in U.S. 

(NAFEO, 1986). 

A decreasing black faculty presence means fewer role 

models for black graduate students. Billingsley (1982) 
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stressed that to maintain strong, predominantly black 

faculties, historically black colleges must work to increase 

the pool of potential black professors and provide salaries 

and working conditions that attract top educators. They 

also must expand their programs beyond the traditional 

curriculums and help to develop talent of black youths. 

An additional factor in this manpower shortage is that 

other institutions, including non-black colleges and 

universities, seem to outbid historically black colleges for 

their own "output." Non-black institutions seem to be 

providing better incentives for black Ph.Ds than black 

institutions. In a study of job satisfaction of black 

American faculty in higher education in the South, black 

American faculty at predominantly white institutions 

appeared more satisfied with opportunities for promotion and 

better salary than their counterparts at historically black 

colleges (Patitu and Tack, 1991). However, studies have 

indicated little evidence of "brain drain" or "raiding" of 

black faculty from black to white colleges and universities 

as has been speculated (Allen, 1991). 

Historically black colleges, especially black 

church-related colleges face particularly serious problems 

in attracting and retaining faculty since they are in a 

relatively unfavorable competitive position because of 

salaries and benefits in these less affluent institutions. 

These church related institutions are generally small and 
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have had difficulty recruiting qualified black faculty 

(Crase, 1991). It is probable from these facts that faculty 

members in these colleges may have characteristics and 

concerns different from those of faculty members in other 

institutions. The implications of this exploration could 

hold potential for providing solutions to practical problems 

in each of these individual institutions and in the academic 

market place in general. 

Applying these implications to each HBCU could serve as 

a means of making faculty viewpoints known to the 

administration. The result of this study could also be 

useful for the formulation or revision of policies and 

practices affecting faculty; and above all, it could 

indicate the influence of factors for the retention of 

faculty members. Cranton and Knoop (1991) in a study 

incorporating job satisfaction into a model of instructional 

effectiveness, found that job satisfaction has implications 

for promotion and tenure decisions, program evaluations, 

course assignments, and teaching effectiveness research. 

The implications and rationale for investigating the 

job satisfaction of HBCU faculty, from the review of 

literature, has led to the following general conclusions: 

1. Research studies on HBCU faculty is limited, 

needed, and can be justified particularly from the pressure 

of the practical problems facing the HBCUs: fiscal and 

personnel problems. 
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2. Increased attention should be given to job-related 

needs and satisfaction of these college teachers. The 

implication of research strongly suggest that most important 

job-related needs of individuals are critical elements of 

motivation to work, and are also the primary sources of high 

levels of satisfaction; 

3. The review of literature, particularly on black 

college faculty, led to the conceptualization of the present 

investigation of HBCUs. The review appeared to demonstrate 

the utility of a need-theory in accounting for such factors 

in satisfaction? 

4. the desire to have knowledge of job-related needs 

that these college teachers consider most important, and 

whether those needs have been satisfied in the college work 

environment, could have implications for factors influencing 

job satisfaction of these college teachers. 

In conclusion, because historically black colleges face 

serious problems in retaining qualified faculty members, a 

study dealing with these questions seems justified. New 

finances, new students, new faculty recruitment and 

retention policies, have all become imperative in order for 

these institutions to make it through the decade of the 21st 

century and beyond. 



CHAPTER 3 

METHODOLOGY 

The procedure that was followed in conducting the study-

is presented in this section in the following order: 

Description of the instruments; Population? Selection of 

sample? Data collection procedures? and Data analysis and 

treatment. 

The study utilized survey methodology. The selection 

of the sample was done by random sampling. Survey research 

studies are concerned with status. Leedy (1974) calls 

survey research a descriptive research and Kerlinger (1986) 

indicated that this type of research methodology frequently 

appears in educational settings. The survey research 

procedures and methods have been developed and used by 

statisticians, psychologists, political scientists, 

sociologists, and economists (Best, 1977; Kerlinger, 1986); 

Leedy, 1974? and Tuckman, 1978). The categories of survey 

research include: personal interview, mail questionnaires, 

panel, and telephone interviews. Thomas (1985) posited that 

of all the data collection techniques, the most frequently 

used method is questionnaire. 

The researcher selected the questionnaire approach as 

the most feasible instrument for obtaining responses for 
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this study because the data sought were of a factual nature 

that could be gathered best by short responses. The survey 

instrument provides the most appropriate method for 

obtaining a substantial return rate within a limited period 

of time (Hayman, 1968? and Kerlinger, 1986). The 

questionnaire has been widely utilized in educational 

research to determine factual information, opinions, 

attitudes and interests (Kerlinger, 1996; and Van Dalen, 

1977). 

Description of the Instruments 

This study employed two instruments: Faculty Data 

Sheet and Job Descriptive Index (JDI). These instruments 

appear in appendix A. 

Faculty Data Sheet 

The faculty data sheet that was used to collect 

demographic data from the respondents was designed by the 

researcher. The demographic data: gender, marital status, 

age, level of education, salary, current academic rank, 

race/ethnic origin, institution of employment, and 

experience in teaching served as the independent variables. 

Job Descriptive Index fJDI^ 

The Job Descriptive Index was developed in 1969 by 

Smith, Kendal, and Hulin. The latest edition was revised in 

1985, and this revised edition was used in this study. 
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The JDI measurets six separate subscales of job 

satisfaction: work on present job; present pay; opportunity 

for promotion; super-vision; co-workers; and job in general. 

Instructions appear before each of the six subscales of job 

satisfaction. The subscales comprised of short descriptive 

phrases ranging from 9 to 18. There are a total of 100 

items. Respondents were instructed to designate "Y" for 

"yes" if it described their work, "N" for "no" if it did not 

describe their work, or "?" if they were undecided. 

JDI was used for this study because of its ability to 

consistently measures the job satisfaction of workers in 

organizations. JDI possesses good content validity, and 

excellent reliability (Kerr, 1985). 

According to Fleishman and Brass (1974), Smith et al. 

(1969) developed JDI due to their committed interest to 

measure the successes or failures of organizational 

policies, practices, and employees1 values and expectations 

in their respective jobs. The JDI possesses high internal 

consistency and reliability of between .80 and .88 

respectively. It also has high positive correlation of 

(r=.70) with other measures of job satisfaction (Smith, 

Kendall, and Hulin, 1985). 

The JDI instrument is a widely used instrument in 

measuring job satisfaction. It has been successfully used on 

a consistent basis in several countries: in the United 

States, Britain, Canada, Japan (translated), China 
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(translated) (Smith, et al., 1985), Nigeria (Maduagwu, 1986; 

Duru, 1991). JDI measures a wide range of job 

classifications including people of varying levels of jobs. 

It is also relatively simple to administer and complete. 

Kerr (1985) stated that the JDI is a high quality measuring 

instrument, adding that no other existing measure of job 

satisfaction with equal content validity, impressive 

construct validity and impressive reliability exists. 

Yeager (1981) posited that one reason for the JDI1s 

wide use is the care with which the instrument was 

developed. Smith has provided a detailed description of the 

JDI instrument in a paper presented at the second annual 

symposium on applied psychology on the "past, present, and 

future developments in the understanding and use of the 

JDI." Golembiewski and Yeager (1978) have also stated that 

JDI is used due to its wide applicability across a variety 

of demographic groups. Permission to use the JDI instrument 

was obtained, (Appendix B) from Patricia Smith, the original 

developer of the instrument. 

Population 

The population of this study comprised of all the 

full-time faculty members at five historically black 

colleges in Texas during 1991 - 1992. There are eight 

historically black colleges in Texas, two are public, and 

six are private. These institutions are all four-year 

colleges and universities offering at least Baccalaureate 
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degrees. All of the eight institutions were invited to 

participate in the study, however, one declined. 

Selection of Sample 

This section discusses the colleges selected and the 

size of faculty members involved in the study. Seven of the 

historically black colleges in Texas were involved in the 

study. Since the size of faculty in these institutions is 

small, compared to predominantly white institutions within 

the same category, to achieve an adequate sample size, all 

departments in these institutions were involved. The total 

1991-1992 full-time faculty size at these institutions is 

785. A total of 281 full-time faculty members were randomly 

selected from this total and mailed the survey instruments 

for completion. In the randomization procedure, every other 

faculty member was selected from the total full-time members 

and mailed the survey instruments. The desired return rate 

was set at 30% or higher. A total of 157 instruments were 

returned, reflecting a return rate of 56% from the seven 

institutions. 

Data Collection Procedures 

Written permission to survey the faculties at three 

HBCUs was obtained from the institutions1 academic affairs 

offices. The other four HBCUs participating in the study 

advised the researcher by phone to contact the faculty 

members at their institutions individually and seek their 
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cooperation. Faculty members contacted responded to the 

100-item instruments which were mailed to them. 

Written permission to use the Job Descriptive Index 

(JDI) was obtained from Patricia C. Smith of the Department 

of Psychology at Bowling Green State University (see 

appendix B). A list of faculty members including their 

addresses was obtained from each department and also from 

the school catalogues of each institution. All faculty 

members who were involved in the study were mailed an 

envelope containing the questionnaires. A cover letter was 

attached to the instrument (questionnaire), explaining the 

study, importance of respondent1s cooperation, and also 

encouraging the respondents to return the instruments 

directly to the researcher. The researcher personally 

visited some of the institutions, and in the process, 

personally delivered some of the survey materials. The 

instruments consisted of Faculty Data Sheet and Job 

Descriptive Index. An addressed stamped return envelope was 

enclosed in the envelope containing the cover letter and 

instruments for the convenience of the respondents. 

The first phase of responses were returned within three 

weeks from the date the survey instruments were mailed. 

Since the anticipated return rate of 30% or more was not 

achieved from the first phase of responses, follow-up 

letters, and telephone calls were made to the institutions 

until 56% return rate was achieved. 
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Data Analysis and Treatment 

Independent variables comprised of the demographic 

variables, namely: gender, marital status, age, level of 

education, salary, academic rank, racial/ethnic origin, 

institution of employment, and teaching experience. The 

dependent variables comprised of the six subscales of the 

Job Descriptive Index that measure work on present job, pay, 

promotion, supervision, coworkers and job in general. The 

number of items on each of the Job Descriptive Index ranged 

from 9 to 18. 

The level of job satisfaction of faculties at these 

institutions was analyzed by relating the dependent 

variables of JDI to the independent variables of demographic 

data. The Job Descriptive Index was scored using the 

scoring method established by Smith, Kendall, and Hulin 

(1985). A score of 113" was assigned to each item when the 

response to a positive item was "Y" or the response to a 

negative item was "N", while a score of "0" (zero) was 

assigned to an item if the response to a positive item was 

"N" or the response to a negative item was "Y". A score of 

"1" was assigned to each item if the response was "?" in 

either case or when there was an omission in the response. 

Overall, the aim was to obtain a sum of scores for each 

respondent per subscale. 

The statistical analysis that was employed in this 

study involved the use of statistical package software for 
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social sciences (SPSS). The statistics included 

frequencies, means, percentages, standard deviation, and a 

one-way analysis of variance (one-way ANOVA) to test mean 

differences. The Scheffe follow-up test of significance 

also was applied to contrast mean differences when they 

existed. The statistical analysis took the following 

format: 

Research Question 1: What is the level of job 

satisfaction among faculty members at seven historically 

black colleges and universities in Texas? was analyzed 

using the descriptive* statistics: frequencies, means, 

percentages, and standard deviation. Two of these 

descriptive statistics: means and standard deviation have 

been noted by Hinkle, Wiersma, and Jurs (1988) as excellent 

tools in statistical measurement. Thomas and Young (1989) 

described the mean as the most commonly used measure of 

central tendency, while standard deviation was noted as the 

most appropriately used measure of variation. Frequency 

distribution and percentages maximize the usefulness of 

statistical data by condensing large amounts of data into a 

manageable format (Thomas and Young, 1989). 

Research question 2: Do significant differences exist 

in job satisfaction as measured by the six variables of the 

Job Descriptive Index among faculty members of varying 

demographic characteristics? was analyzed using one-way 

analysis of variance to test the significance of mean 
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differences. The analysis of variance (ANOVA) was used 

because of its ability to test differences in two or more 

groups, and level of significance was set at .05. Ferguson 

(1981) stated that ANOVA has the ability to assess the 

relative magnitude of variations which may result from 

different sources and to ascertain whether a particular part 

of variation is greater than expectation under the null 

hypothesis. Hinkle, Wiersma, and Jurs (1988) described a 

one-way analysis of variance as the analysis of one 

independent variable with two or more dependent variables. 

The Scheffe method for multiple comparison was used 

when significant mean differences existed. The use of the 

Scheffe enabled the researcher to identify which set of the 

independent variables were significantly different from the 

other. When compared to other methods of testing the levels 

of significant differences between means, such as Duncan, 

Tukey, New-Man-Keuls, Scheffe is the most appropriate due to 

its conservative and rigorous nature. Ferguson (1981) 

posited that Scheffe permits the comparison between groups 

of unequal numbers while the other methods require equal 

numbers. Due to these characteristics, Scheffe was 

considered most appropriate for this study as chances of 

overlooking possible significance were reduced. The level 

of significance for Scheffe was set at .10 as recommended by 

Ferguson (1981). 



CHAPTER 4 

ANALYSIS OF THE DATA 

This chapter presents the analysis of the data with the 

aid of tables. The first section of the chapter, in which 

the demographic data are presented, describes the 

distribution of respondents according to personal and 

institutional characteristics (Tables 1 and 2). The second 

section is organized according to the research questions; 

the analytical data collected in the survey are presented 

for each of the two research questions. 

This study was designed to investigate the job 

satisfaction level of the faculty members at the seven 

historically black colleges and universities (HBCUs) in 

Texas. Research was based on the Job Descriptive Index 

model developed by Smith et al. (1969, revised 1985). 

Description of the Sample 

On March 2, 1993, 281 full-time faculty members of 

seven historically black colleges and universities in Texas 

were surveyed from a population of 785 full-time faculty 

members. Data were obtained from responses to a demographic 

questionnaire and the Job Descriptive Index that were 

returned by 157 (56%) of the full-time faculty members. Data 

describing the demographic characteristics of the responding 

71 
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sample were obtained from questions one through nine of the 

demographic questionnaire (Table 2). The institutions 

studied were coded (1-7). 

The statistical analysis of the data was designed to 

determine the level of job satisfaction of the full-time 

faculty members at the HBCUs in Texas and also to determine 

whether significant differences existed in the job 

satisfaction level of the faculty members with regard to 

various demographic and institutional variables. 

Table 1 

Number of Questionnaires Distributed and Percentage of 

Returns from Each Institution 

Institution 
codes 

Number 
distributed 

Number 
of returns 

Percentage 
of returns 

1 40 24 60.00 

2 40 26 65.00 

3 40 17 43.00 

4 50 32 64.00 

5 50 23 46.00 

6 40 21 53.00 

7 21 14 61.00 

Total 281 (N) 157 (n) 56.00 

Significance levels of .05 and .10 were established for 

the research, using ANOVA and the Scheffe methods, 
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respectively. The data are analyzed and presented in 

sections that describe the sample and the testing of both 

research questions, as outlined in chapter 1. Results 

derived from the data analysis are presented in 

appropriate tables and discussed in the related explanation. 

Table 1 presents a breakdown of the institutions 

studied, the total number of full-time faculty members who 

participated in the study, the number of returns, and the 

percentages of returns from each participating 

institution. The table indicates that, out of the eight 

HBCUs in Texas, seven participated in the study. The table 

also shows that, out of a total of 281 questionnaires 

distributed to the full-time faculty members, 157 were 

returned, reflecting an overall return rate of 56%. 

The highest return rates came from Institution 2 (65%), 

Institution 4 (64%), Institution 7 (61%), and Institution 1 

(60%). The lowest return rates came from Institution 3 

(43%), Institution 5 (46%), and Institution 6 (53%). The 

overall return rate of 56% was considered impressive since 

the acceptable rate of return was originally set at 30% in 

the proposal because of the anticipation of low response. 

Table 2 illustrates the numbers and percentages of 

returned questionnaires according to the demographic 

classifications. The demographic characteristics are broken 

down into eight classifications: (a) gender, (b) marital 

status, (c) age, (d) level of education, (e) salary range, 

(f) academic rank, (g) race/ethnic origin, and (h) years of 

teaching experience. 
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Table 2 

Demographic Characteristics of Faculty Members 

Demographic Number Percentage 
classifications of returns of returns 

Gender 
Male 108 69.20 
Female 48 30.80 

Marital status 
Married 113 74.80 
Single 38 25.20 

Age 
30 or less 14 9.00 
31-35 26 16.70 
36-40 33 21.20 
41-45 29 18.60 
46 and above 54 34.60 

Level of education 
Bachelors 2 1.30 
Masters 69 44.50 
Ph.D 83 53.50 
Other 1 .60 

Salary range 
Under $19,999 14 9.10 
$20,000-36,999 103 65.60 
$37,000-54,999 24 15.50 
$55,000 and above 14 9.10 

Academic rank 
Instructor 34 21.00 
Asst. professor 62 40.00 
Asso. professor 29 18.70 
Professor 29 18.70 
No rank designated l .60 

Race 
Asian 4 2.60 
Black/African-American 104 67.10 
Hispanic 9 5.80 
Native American 3 1.90 
White/Caucasian 30 19.40 
Other 5 3!20 

Years of teaching experience 
5 years or less 96 66.20 
6-10 years 19 13.10 
11-15 years 10 6.90 
16 years or more 20 13.80 
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An examination of the demographic classifications 

statistics showed that out of the 157 participants in the 

study, the majority were married males. Only a few are 

females. A greater percentage of faculty members are 46 

years of age or older; very few are 30 years of age or 

younger. 

A majority of the participants in the study hold 

doctoral degrees, with fewer holding masters degrees. Most 

of the respondents are within the salary range of $20,000-

$36,999. A few faculty members earn $55,000 or more, and a 

few earn $19,999 or less. A majority of the participants 

are assistant professors, with fewer holding the position of 

instructor. Approximately the same number of faculty are 

associate professors and full professors, respectively. 

The respondents were mostly Black/African-American 

faculty members followed by Caucasians. Native American and 

Asian faculty members constitute the fewest faculty 

representations in these institutions. The largest 

percentage of the faculty members have taught at these 

institutions for fewer than 5 years. A few had taught 16 

years or more, and few had been employed from 6 to 10 years. 

The smallest percentage of faculty members had been employed 

from 11 to 15 years. 

The statistical analysis of the data that follow is 

based on the two research questions postulated in the study. 
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1. What is the level of job satisfaction among 

faculty members at historically black colleges and 

universities in Texas? 

2. Do significant differences exist between the 

demographic characteristics of faculty members and their job 

satisfaction, as measured by the six facets of the Job 

Descriptive Index (JDI)? 

Research Question One 

The purpose of this section is to present the level of 

job satisfaction of HBCU faculty members on each item of the 

six variables of the Job Descriptive Index (JDI). The 

frequency, percentages, and rankings in Table 3 were used to 

determine the level of job satisfaction on each of the six 

variables of the JDI. 

The range of scores on the JDI is from 0 to 54, with a 

score of 54 being the highest level of satisfaction. These 

scores were grouped into four categories (0-13, 14-27, 28-

41, 42-54) to determine where each category of the JDI is. 

They are also ranked according to level of satisfaction. 

Table 3 shows the frequencies and percentages of groups 

of scores for level of job satisfaction in ranked order. The 

illustration in this table shows the supervision segment of 

the JDI with the highest score, ranked first among the six 

JDI variables. Over 52.1% of the faculty members at HBCUs 

scored within the group (42-54, the highest range) 

indicating the attitude of greater satisfaction 

toward supervision. Only 13.8% of the faculty members 
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Table 3 

Frequencies and Percentages of Group of Scores in Ranked 

Order for Level of Job Satisfaction Among Faculty at-

HBCUs in Texas in the Six Variables of the JDI 

Group of scores 

JDI 0 -13 14 -27 28 -41 42 -54 
Variables F % £ % F % F % Rank 

Work 15 9.5 20 12.7 52 33.2 67 44.2 3 

Pay 37 23.6 46 29.3 39 24.7 35 22.3 6 

Supervision 22 13.8 19 11.8 34 26.2 82 52.1 1 

Co-workers 22 13.9 16 9.9 40 25.5 79 50.3 2 

Promotion 39 24.8 42 26.7 25 15.9 51 32.3 5 

Job 
in general 23 14.6 28 17.8 48 30.7 58 36.7 4 

Note: F represents frequency distribution 

tended toward the lowest satisfaction with supervision; they 

were within the group score (0-13). About 50.3% of the 

faculty scored within the group (42-54) category in the 

people/co-worker segment of the JDI, ranked second. This 

also indicates that the highest percentage of faculty tend 

to be satisfied with their co-workers when compared with the 

3.9% who scored in the lowest satisfaction range (0-13). 
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The next segment of the JDI with a high faculty score 

is in the area of work on the present job. The faculty 

score in this segment is 44.2% in the group (42-54), ranked 

third, whereas only 9.5% of the faculty members scored in 

the lowest group (0-13). This indicates that a very small 

percentage of faculty feel dissatisfied with their present 

work. About 36.7% of the faculty scored within the (42-54) 

range in the job in general variable of the JDI, ranked 

fourth, whereas only 14.6%, who scored in the (0-13) range 

tend toward the lowest satisfaction in their overall job. 

The promotion variable of the JDI is ranked fifth, with 

32.3% of faculty members scoring within the highest group 

(42-54) and 24.8% who scored in the (0-13) range, tend 

toward lowest satisfaction. The variable with the lowest 

score is the pay variable, ranked sixth with only 22.3% of 

the faculty members scoring within the (42-54) group as 

compared to 23.6% who scored within the (0-13) group. This 

means that more faculty members were dissatisfied with their 

pay than were satisfied with pay. 

Table 4 illustrates the extent of job satisfaction as 

measured by the six JDI variables when examining means and 

standard deviation differences in all the six variables. 

The means and standard deviation for job satisfaction on 

each variable are presented, including their respective 

ranks. The results indicate that, in the area of people 

(co-workers) which exhibits the highest mean score (38.98), 
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Table 4 

Satisfaction in All the Seven HBCUs as Defined bv JDI in All 

Six Variables 

JDI Variables Means Standard deviation Rank 

Work 37.98 9.65 2 

Pay 11.07 7.28 5 

Supervision 37.31 12.99 3 

People (co-workers) 38.98 12.79 1 

Promotion 11.05 7.33 6 

Job in general 37.08 11.92 4 

faculty members derived their greatest source of 

satisfaction from their co-workers. The second highest 

source of faculty satisfaction is in the area of work on the 

present job, with a mean score of 37.98. Faculty members 

also expressed great satisfaction in the area of 

supervision, with a mean score of 37.31. On the job in 

general variable, th€t measure of overall job satisfaction, 

faculty members have a mean score of 37.08, indicating a 

great degree of satisfaction. 

The greatest sources of dissatisfaction are from their 

pay and promotion variables, with low means of 11.07 and 
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11.05, respectively. The results indicate that faculty 

members at historically black colleges and universities in 

Texas feel satisfied with their work on the present job, 

with people (co-workers), and with supervision. However, 

they feel very dissatisfied with both their pay structure 

and promotion opportunities. 

Research Question Two 

The purpose of this section is to present the 

Scomparison of job satisfaction on each of the JDI variables 

with respect to the demographic variables: gender, marital 

status, age, level of education, salary, academic rank, 

race/ethinic origin, institution of employment, and years of 

teaching experience. The mean scores for each of the JDI 

variables were computed regarding each demographic variable. 

A one-way analysis of variance was performed with the JDI 

variables relative to each demographic variable at the .05 

level of significance in order to test significant mean 

differences. The Scheffe follow-up method for multiple 

comparison was also performed whenever a significant mean 

difference existed in order to identify the pairs exhibiting 

significant differences. The level of significance set for 

the Scheffe test was .10. The reason for this significance 

level is the fact that the Scheffe is a conservative method 

and is good for testing groups of unequal means. 

The results of a one-way ANOVA for the six JDI 

variables based on mean scores for gender have been 
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presented in Table 5. Mean scores, F values, and P values 

for each JDI variable were also computed and presented in 

the table. The table reveals no significant differences 

between the job satisfaction level of male and female 

faculty members at the .05 level in all the six areas of job 

satisfaction (work, pay, supervision, co-workers, promotion, 

and job in general). The Scheffe test of multiple 

Table 5 

One-Wav Analysis of Variance (ANOVA) Summary: Comparison of 

Job Satisfaction Level of Faculty Based on Gender in All Six 

Variables of the JDI 

Gender 

II • •
 

Q
 

Male Female 

JDI Variables n = 107 n = 48 F P 

Work 37.26 39.40 1.52 .22 

Pay 11.34 11.75 .09 .77 

Supervision 36.48 39.06 1.28 .26 

Co-workers 39.39 38.54 .14 .71 

Promotion 12.05 9.56 3.69 .06 

Job in general 37.03 37.83 .14 .70 

No significant difference at the .05 level. 
F = F values; P = P values; D.F. = Degrees of Freedom. 
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comparison was not performed because no significant 

differences existed among means. 

The results of a one-way ANOVA performed to determine 

whether age is a factor influencing job satisfaction of 

full-time faculty members are presented in Table 6. Mean 

scores, F values, and P values for each JDI variable are 

Table 6 

One-Wav Analysis of Variance (ANOVA) Summary; Comparison of 

Job Satisfaction Level of Faculty Based on Age in All Six 

Variables of the JDI 

Age classified in years 

D. F. = 4 

JDI Under 30 31-35 36-40 41-45 46+ 

Variables n=14 n=26 n=33 n=29 n=53 F P 

Work 38. 00 39.38 36. 75 40. 34 36.58 • 91 .46 

Pay 12. 00 9.92 10. 90 15. 86 10.06 3. 18 .02* 

Supervision 35. 50 30.19 37. 27 43. 17 37.98 3. 67 .007* 

Co-workers 40. 14 36.92 38. 69 43. 20 38.00 1. 05 .38 

Promotion 12. 71 11.80 10. 27 14. 37 9.62 2. 25 .07 

Job in 
general 34. 93 32.69 36. 12 42. 41 38.08 2. 64 .04* 

^Denotes significance at the .05 level 
F = F values; P = P values; D.F. = Degrees of Freedom. 
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also presented in this table. The results indicate that 

significant differences exist among faculty members based on 

age in three Variables of the JDI: present pay, supervision, 

and job in general. The Scheffe Method was used to identify 

pairs of groups that were significantly different. The 

results of the Scheffe are presented in table 7. 

Table 7 presents the results of the Scheffe test of 

multiple comparison of sample means generated by faculty 

members on pay, supervision, and job in general. In the area 

of pay, the results indicate that faculty members within the 

age range of 41-45 (mean score = 15.86) are significantly 

more satisfied than are faculty members within the age range 

of 31-35 (mean score = 9.92) and faculty members within the 

age range of 46 or older (mean score = 10.06). 

In the area of supervision, the results indicate that 

faculty members within the age range of 41-45 (mean score 

=43.17) are significantly more satisfied than are the 

faculty members within the age range of 31-35 (mean score = 

30.19) 

Finally, in the area of job in general, the results 

indicate that faculty members within the age range of 41-45 

(mean score = 42.41) are significantly more satisfied than 

are faculty members within the age range of 31-35 (mean 

score = 32.69). 
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Table 7 

Pairwise Comparison (Scheffe Test) of Sample Means Generated 

bv Faculty Members at the Seven HBCUs on Pav. Supervision 

and Job in General Variables Indicating Significance bv Acre 

Age groups 

JDI Sample Age 
Variables means groups 

Pay 12.00 Under 30 - 1 

9.92 31-35 - 2 

10.90 36—40 - 3 

15.86 41-45 - 4 *9.92 *10.06 

10.06 46 or older — 5 

Supervision 35.50 30 or Less - 1 

30.19 31-35 - 2 

37.27 36-40 - 3 

43.17 41-45 - 4 *30.19 

37.98 46 or older - 5 

Job in 
general 39.92 30 or Less — 1 

32.69 31-35 - 2 

36.12 36-40 - 3 

42.41 41-45 - 4 *32.69 

38.07 46 or older — 5 

* Denotes pairs of groups significantly different at the .10 
level. 
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The results of a one-way analysis of variance performed 

to determine whether years of teaching experience is a 

factor influencing the job satisfaction of full-time faculty 

members are presented in Table 8. Mean scores, F values, 

and P values for each JDI variable are also presented. The 

results reveal that, with regard to the six JDI facets, no 

Table 8 

One-Wav ANOVA firanmarv: Comparison of Job Satisfaction Level 

of Faculty Based on Teaching Experience in all Six Variables 

of the JDI 

Years of teaching experience 

D. F. = 3 

JDI 5 years of less 6-10 11-15 16+ 
Variables n=95 n=19 n=10 n=20 

Work 36. 92 38 .16 40. 70 40 .80 1. 16 .33 

Pay 10. 75 11 .89 12. 80 13 .00 • 49 .74 

Supervision 36. 29 36 .26 39. 40 41 .75 • 79 .53 

Co-workers 37. 79 38 .05 40. 10 44 .05 1. 00 .41 

Promotion 11. 03 9 .42 14. 90 12 .10 1. 08 .37 

Job in general 39. 47 38 .21 39. 40 43 .50 2. 28 .06 

No significant difference at the .05 level. 
F = F values; P = P values; D.F. = Degrees of freedom. 
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difference in job satisfaction level of faculty members 

exist, with years of teaching experience at the .05 level of 

significance. 

The results of a one-way analysis of variance performed 

to determine whether academic rank is a factor influencing 

the job satisfaction level of full-time faculty members are 

presented in Table 9. Mean scores, F values, and P values 

Table 9 

One-Wav ANOVA Summary: Comparison of Job Satisfaction Level 

of Faculty Based on Academic Rank in All Six Variables of 

the JDI 

Academic rank 

D. F 

JDI Instructor 
Variables n=34 

Asst. 
prof. 
n=61 

Assoc. Full 
prof. prof 
n=29 n=29 

No 
rank 
n=l 

Work 36 

in 
00 • 36. 39 40 .72 39. 48 33 .00 1. 61 .19 

Pay 8 .35 10. 26 14 .66 14. 27 12 .00 5. 49 .001* 

Supervision 35 .79 34. 95 39 • o
 
o
 

41. 82 39 

o
 
o
 • 2. 13 .98 

Co-workers 37 .41 37. 03 43 .45 41. 28 42 .00 2. 13 .99 

Promotion 9 .91 10. 79 12 .28 13. 38 7 .00 1. 37 .25 

Job in 
general 33 .83 35. 11 33 .41 44. 38 42 

o
 

o
 • 5. 42 .001* 

* Denotes significant difference at the .05 level. 
F = F values; P = P values? D.F. = Degrees of Freedom. 
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for each JDI variable have also been presented in this 

table. The test results reveal that significant differences 

exist among faculty members based on academic rank in two 

vaiables of the JDI: pay and job in general, at the .05 

level of significance. 

The Scheffe test of multiple comparison was also used 

to identify pairs of groups that were significantly 

different from each other. The results of the Scheffe test 

are presented in Table 10. 

An examination of Table 10 reveals that full-time 

faculty members holding the rank of associate professor 

(mean score = 14.27) are significantly more satisfied than 

are full-time faculty members holding the rank of instructor 

(mean score = 8.35) and assistant professor (mean score = 

10.26) in the pay area. Faculty members holding the rank of 

full professor (mean score = 14.66) are also significantly 

more satisfied than are those faculty members holding the 

rank of instructor, at the .10 level of significance. 

With regard to the job in general facet of the JDI, the 

results indicate that faculty members holding the rank of 

full professor (mean score = 44.38) are significantly more 

satisfied than are faculty members holding the rank of 

instructor (mean score = 33.83) and those holding the rank 

of assistant professor (mean score = 35.11) at the .10 level 

of significance. 
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Table 10 

Pairwise Comparison (Scheffe Test) of Sample Means Generated 

bv Faculty Members at the Seven HBCUs on Pay and Job in 

General Variables Indicating Significance bv Academic Rank 

Academic rank groups 

JDI Sample Groups for 
Variables means academic rank 

Pay 8.35 Instructor - 1 

10.26 Asst. prof. - 2 

14.27 Assoc. prof. - 3 *8.35 *10.26 

14.66 Full prof. - 4 *8.35 

12.00 No rank - 5 

Job in 
general 33.83 Instructor - 1 

35.11 Asst. prof. - 2 

38.41 Assoc. prof. - 3 

44.38 Full prof. - 4 *33.83 *35.11 

42.00 No rank - 5 

* Denotes pairs of groups significantly different at the .10 
level. 

The results of a one-way analysis of variance performed 

to determine if race is a factor influencing the job 
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satisfaction of full-time faculty members are presented in 

Table 11. The level of significance was set at .05. The 

table also shows mean scores, F values, and P values for 

each JDI variable. The data in table 11, reveal that 

significant differences exist among faculty members in the 

area of pay and supervision, at the .05 level of 

significance. However, the Scheffe test of multiple 

Table 11 

One-Wav ANOVA Summary: Comparison of Job Satisfaction Level 

of Faculty Based on Race in All Six Variables of the JDI 

Race 

D. F. = 5 

Afri.- Native White/ 
JDI Asian Amer. Hispanic Amer. Cauca. Other 
Var. n=4 n=103 n=9 n=3 n=30 n=5 F P 

Work 34.75 38. 31 38.44 34.00 37 .47 35 .00 • 30 .91 

Pay 11.75 12. 63 6.67 9.33 10 .13 3 .80 2. 39 .04* 

Super-
vision 32.00 37. 43 35.67 18.67 40 .93 28 .20 2. 38 .04* 

Co-
workers 40.75 40. 31 33.78 28.67 39 .20 29 .00 1. 53 .18 

Pro-
motion 11.75 12. 04 8.78 6.33 11 .13 5 .00 1. 39 .23 

Job in 
general 35.00 37. 87 30.67 21.00 39 .27 35 .40 1. 96 .09 

* Denotes significant difference at the .05 level. 
Var. = variables? F = F values; P = P values. 
D.F. = Degrees of Freedom; Afri.-Ameri. = African American. 
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comparison shows that no two pairs of groups are 

significantly different from each other, at the .10 level. 

Table 12 presents the results of a one-way analysis of 

variance performed to determine whether marital status is a 

factor influencing the job satisfaction of full-time faculty 

members at the HBCUs. The table shows the mean scores, F 

values, and P values for each variable of the JDI. The data 

reveal that significant differences exist between married 

and single faculty members in the areas of pay, supervision, 

and job in general, at the .05 level of significance. 

Table 12 

One-Way ANOVA Summary: Comparison of Job Satisfaction Level 

of Faculty Based on Marital Status in All Six Variables Of 

the JDI 

Marital status 

D. F. = 1 

JDI 
VAriables 

Married 
n = 113 

Single 
n = 38 F £ 

Work 38.25 37.00 .47 .50 

Pay 12.30 8.84 5.70 .02* 

Supervision 38.74 33.47 4.78 .03* 

Co-workers 39.38 39.10 .01 .91 

Promotion 11.62 10.39 .76 .38 

Job in general 38.72 33.66 5.40 .02* 

* Denotes significant difference at the .05 level. 
F = F values; P = P values; D.F. = Degrees of Freedom, 
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This indicates that, in the area of pay, faculty 

members who are married (mean score = 12.30) are 

significantly more satisfied with pay than are those faculty 

members who are single (mean score = 8.84). The result is 

the same with supervision and job in general. Faculty 

members who are married (mean score = 38.74) are 

significantly more satisfied with supervision than are 

faculty members who are single (mean score = 33.47). Those 

who are married (mean score = 38.72) are also significantly 

more satisfied with their job in general than are faculty 

members who are single (mean score = 33.66). 

The results of a one-way analysis of variance performed 

to determine whether institution of employment is a factor 

influencing job satisfaction are presented in Table 13. Mean 

scores, F values, and P values are also displayed for each 

variable of the JDI. An examination of the data in this 

illustration reveals that the mean scores of the faculty 

members are significantly different in three variables of 

the JDI (Work, Pay, and Promotion), at the .05 level of 

significance. The Scheffe test of multiple comparison was 

conducted for results in Table 13 to identify pairs of 

groups, which were significantly different at the .10 level 

of significance. The results of the Scheffe test are 

presented in Table 14. The data in Table 14 show the 

pairwise comparison of the institutions and their sample 

means based on pay. The institutions are displayed according 
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Table 13 

One-Wav ANOVA Summary; Comparison of Job Satisfaction Level 

of Faculty Based on Institution of Employment (Institutions 

Coded 1—7) in All Six Variables of the JDI 

Institution of employment 

D. F. 

JDI 1 2 3 4 5 6 7 
Var. n=24 n=26 n=16 n=33 n=21 n=21 n=14 F 

Work 33.75 37.12 33.81 38.88 42.76 38.14 41.42 2.47 .03* 

Pay 9.17 9.58 9.00 15.21 16.38 8.28 9.86 4.73 .002* 

Super-
vision 34.08 38.50 36.00 39.79 38.76 34.24 39.86 .82 .56 

Co-
workers 38.92 37.46 35.00 42.94 41.90 36.00 40.64 1.26 .28 

Pro-
motion 9.33 11.42 9.63 13.39 15.47 8.33 9.79 2.70 .02* 

Job in 
general 36.08 35.61 32.62 40.18 41.80 37.10 36.14 1.36 .23 

* Denotes significant difference at the .05 level. 
Var. = Variables; F = F values; P = P values; D.F. = Degrees 
of Freedom. 

to their respective codes. The institutions are coded (1-7) 

in the survey instruments. The results indicate that, with 

regard to the pay variable of the JDI, faculty members in 

Institution 4 (mean score = 15.21) are significantly more 

satisfied with their pay than are faculty members in 



93 

Table 14 

Pairwise Comparison (Scheffe Test^ of Sample Means Generated 

bv Faculty Members at the Seven HBCUs on Pav Variable 

Indicating Significance by Institution 

Groups of Institution 

JDI Sample Institution 
Variable means codes - groups 1 

Pay 9.17 1 - 1 

9.58 2 - 2 

9.00 3 - 3 

15.21 4 - 4 *8.29 

16.38 5 - 5 *8.29 

8.29 6 - 6 

9.86 7 - 7 

* Denotes pairs of groups significantly different at the .10 
level. 

Institution 6 (mean score = 8.29). The result also shows 

that faculty members in Institution 5 (mean score = 16.38) 

are significantly more satisfied than are faculty members in 

Institution 6 (mean score = 8.29) in the same pay area. 

The results of a one-way analysis of variance 

conducted to determine whether salary is a factor 

influencing the job satisfaction of full-time faculty 
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members are presented in Table 15. Mean scores, F values, 

and P values were computed and displayed in the table for 

each variable of the JDI, at the .05 significance level. An 

examination of the table indicates that the mean scores of 

faculty members are significantly different in four areas of 

the JDI (work on present job, pay, promotion, and job in 

general). The Scheffe follow-up test of multiple comparison 

was performed to identify pairs of groups that were 

significantly different in each job satisfaction area. The 

significance level for the Scheffe was set at .10. The 

Scheffe results are presented in Table 16. An examination 

of Table 16 shows that, concerning the work on their present 

job, faculty members within the salary range of $37,000-

$54,999 (mean score = 42.96) are significantly more 

satisfied with their work than are the faculty members who 

earn $19,999 or less (mean score = 34.64). 

Also, an examination of the table reveals that, 

concerning the pay area of job satisfaction, faculty members 

within the salary range of $37,000-$54,999 (mean score = 

16.71) are significantly more satisfied with their pay than 

are those faculty members within the salary range of $19,999 

or less (mean score = 5.21) and those within the range of 

$20,000-$36,999 (mean score = 10.14). Also, those faculty 

members that earn $55,000 or more (mean score = 18.78) are 

significantly more satisfied with their pay than are those 
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Table 15 

One-way ANOVA .qmrnna-ry: Comparison of Job Satisfaction Level 

of Faculty Based on Salary Range in All Six Variables of the 

JDI 

Salary range 

D. F. 

JDI 
Variables 

Under 20.000-
$19,999 36,999 
n=14 n=103 

37,000- 55,000 
54,999 and Above 
n=23 n=14 

Work 34. .64 37. .50 42. .96 37. .57 2. .66 .05* 

Pay 5, .21 10. .14 16. .71 18. .78 14. .49 .000* 

Supervision 32. .57 36. .86 38. .88 44. .14 2. .09 

o
 
H
 • 

Co-workers 42. .29 37. .37 41. .92 45. .50 2. .53 .06 

Promotion 6. .14 lo-.92 14. .00 14. .86 4. .62 .004* 

Job in general 33, .79 se. .12 41. .96 43, .21 3. .17 .03* 

* Denotes significant difference at the .05 level. 
F = F values? P = P values; D.F. = Degrees of Freedom. 

who earn $19,999 or less (mean score = 5.21), and those that 

earn $20,000-$36,999 (mean score = 10.14). 

An examination of Table 16 reveals that, concerning the 

promotion aspect of job satisfaction, faculty members who 

earn within the salary range of $37,000-$54,999 (mean score 

= 14.00) are significantly more satisfied with promotion 

than are those faculty members who fall within the range of 
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Table 16 

Pairwise Comparison (Scheffe Test^ of Sample Means Generated 

by Faculty Members at the Seven HBCUs on the Work, Pay and 

Promotion Variables Indicating Sicmificance bv Salary Range 

Salary range groups 

JDI Sample Salary 
Variables Means Groups 

Work 34.64 Under $19,999 — 1 

37.50 20,000-36,999 - 2 

42.96 37,000-54,999 - 3 *34.64 

37.57 55,000 or more — 4 

Pay 5.21 Under $19,999 - 1 

10.14 20,000-36,999 - 2 

16.71 37,000-54,999 - 3 *5.21 *10. 14 

18.78 55,000 or more — 4 *5.21 *10. 14 

Promo- 6.14 Under $19,999 - 1 

motion 10.92 20,000-36,999 - 2 

14.00 37,000-54,999 - 3 *6.14 

14.86 55,000 or more — 4 *6.14 

* Denotes pairs of groups significantly different at the .10 
level. 
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$19,999 or less (mean score = 6.14). Those faculty members 

who make $55,000 or more (mean score = 14.86) are also 

significantly more satisfied with the promotion procedures 

than are those who earn $19,999 or less. 

Table 17 

One-Way ANOVA Summary: Comparison of Job Satisfaction Level 

of Faculty Based on Level of Education in All Six Variables 

of the JDI 

Level of education 

D. F. 

JDI Bachelors Masters Doctorate Other 
Variables n = 2 n = 69 n = 82 n = 1 

Work 42, .50 38. .58 37. .23 40. .00 .38 .77 

Pay 13, .50 9, .17 13. .28 24. .00 4.62 .004* 

Supervision 35. .00 37. .22 37. .24 51. .00 .37 .77 

Co-workers 32. .50 39. .19 39. .01 52. .00 .50 .68 

Promotion 12. .00 10. .14 12. .23 21. .00 1.54 .21 

Job in General 28. .50 36. .35 38. .21 48. .00 .91 .44 

* Denotes significant difference at the .05 level. 
F = F values; P = P values; D.F. = Degrees of Freedom. 

Table 17 presents a one-way analysis of variance 

results on the six facets of the JDI based on the level of 
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education. Mean scores, F values, and P values were all 

computed for each facet of the JDI and displayed in the 

table. The significance level was set at .05. The results 

indicate that the mean scores of faculty members are 

significantly different in the pay area of job satisfaction. 

Table 18 

Pairwise Comparison (Scheffe Test^ of Sample Means Generated 

by Faculty Members at the Seven HBCUs on Pay Variable 

Indicating Significance bv Level of Education 

Education level groups 

JDI Sample Education 
Variable means level groups 

Pay 13.50 Bachelors - 1 

9.18 Masters - 2 

13.28 Doctorate - 3 *9.18 

24.00 Other - 4 

* Denotes pairs of groups significantly different at the .10 
level. 

The Scheffe test of multiple comparison was conducted to 

determine which pairs of groups were significantly different 

from each other, with the pay subsection at the .10 level of 

significance. The Scheffe test results are shown in Table 
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18. The Scheffe test results indicate that, concerning the 

pay variable of job satisfaction, faculty members with 

doctoral degrees (mean score = 13.28) are significantly more 

satisfied with their pay than are those faculty members who 

hold masters degrees (mean score = 9.18). The other five 

variables of job satisfaction (work, supervision, co-

workers, promotion, and job in general) revealed no 

significant difference at the .05 level? thus, the Scheffe 

test was not performed. 

Summary of Findings 

The following is a summary of major findings in this 

study: 

1. Faculty members at historically black colleges and 

universities in Texas are generally slightly satisfied with 

their jobs. The areas in which they exhibited less 

satisfaction with their jobs are the job in general, 

promotion, and pay, respectively. However, faculty members 

showed high levels of satisfaction with supervision, co-

workers, and work on the present job, respectively. 

2. Significant differences exist in the mean scores of 

HBCU faculty members among the six variables of the Job 

Descriptive Index with regard to the demographic 

classifications. These significant differences are 

discussed below. 
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Gender, Age, and Teaching Experience 

The study revealed that no significant differences 

exist between the job satisfaction levels of male and female 

faculty members of HBCUs in Texas when gender is related to 

the dependent variables (work on present job, pay, 

supervision, co-workers, promotion, and job in general). 

With regard to age, significant differences exist among 

faculty members in the areas of present pay, supervision, 

and job in general variables of the JDI. Faculty members of 

41-45 years of age were significantly more satisfied with 

their pay than were those in the age range of 31-35 and 46 

or older. Also, those in the age range of 41-45 were 

significantly more satisfied than were those in the age 

range of 31-35 in the areas of supervision and job in 

general, respectively. The study revealed no significant 

differences in the mean scores among faculty members with 

respect to years of teaching experience at the HBCUs. 

Academic Rank and Race 

The study revealed that significant differences exist 

concerning the pay and job in general aspects of job 

satisfaction with respect to academic rank. Associate 

professors were significantly more satisfied than 

instructors and assistant professors in the pay area of job 

satisfaction. Full professors were also significantly more 

satisfied than were instructors in the same pay area of job 

satisfaction. In the area of job in general, full 
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professors were significantly more satisfied than were 

instructors and assistant professors. 

The study revealed significant differences in the areas 

of pay and supervision with respect to race/ethnic origin. 

Among all the six variables of the JDI, pay and promotion 

were serious concerns to all the full-time faculty members, 

irrespective of race or ethnic background. The use of the 

Scheffe test of multiple comparison did not reveal 

significant differences between pairs of groups. However, 

when the mean scores were compared, African-American faculty 

members have high mean scores, hence higher levels of 

satisfaction with their pay, followed by Asian, Caucasian, 

Native American, Hispanics, and other unidentified races, 

respectively. With regard to supervision, Caucasian faculty 

members have the highest level of satisfaction, followed by 

African-American, Hispanic, Asian, and Native American 

faculty members, respectively. No significant differences 

exist among the races with regard to work on present job, 

co-workers, promotion, and job in general. 

Marital Status and Institution of Employment 

The study indicated that significant differences exist 

among faculty members in the areas of pay, supervision, and 

job in general with regard to marital status. Faculty 

members who were married were significantly more satisfied 

with their pay and supervision than were those who were 

single. 
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With regard to the particular institution where faculty 

members work, significant differences exist among faculty 

members in the areas of work on present job, pay, and 

promotion. Faculty members at Institution 4 were 

significantly more satisfied with their pay than were those 

who were at Institution 6. Also, faculty members at 

Institution 5 were significantly more satisfied than were 

those at Institution 6 in the same pay area of job 

satisfaction. 

Salary Range and Level of Education 

The study revealed significant differences among 

faculty members regarding the range of salary in the areas 

of work, pay, promotion, and job in general. Faculty 

members within the salary range of $37,000-$54,999 were 

significantly more satisfied with the work on their present 

job than were those within the salary range of $19,999 or 

less. With regard to the pay aspect of job satisfaction, 

faculty members within the salary range of $37,000-$54,999 

were significantly more satisfied with their pay than were 

those faculty members within the salary range of $19,999 or 

less, and $20,000-$36,999. Also, in the same pay area, 

faculty members within the salary range of $55,000 and 

above, were significantly more satisfied than were those 

within the range of $19,999 or less, and $20,000-$36,999. 

With regard to promotion, those faculty members within the 

salary range of $37,000-$54,999 and $55,000 or more were 
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significantly more satisfied with promotion policies than 

were those earning $19,999 or less. 

Regarding the level of education, the study indicates 

that significant differences exist among faculty members in 

the pay area of job satisfaction. Faculty members who hold 

doctorates were significantly more satisfied with their pay 

than were those who hold masters degrees. 



CHAPTER 5 

SUMMARY OF THE STUDY, DISCUSSION OF FINDINGS 

AND IMPLICATIONS, SUMMARY OF FINDINGS, 

CONCLUSIONS, AND RECOMMENDATIONS 

This chapter presents a summary of the study, including 

the major findings on seven historically black colleges and 

universities in Texas, of which two are public and five are 

private. The findings are discussed in relation to the 

relevant findings in the literature. Conclusions and 

recommendations are made based on the findings. The chapter 

is divided into the following sections: summary of the 

study, discussion of findings and implications, Summary of 

the findings, conclusions, and recommendations. 

Summary of the Study 

The primary purpose of this study is to investigate the 

level of job satisfaction among faculty members at seven 

historically black colleges and universities (HBCUs) in 

Texas, and the relationship of HBCU faculty job satisfaction 

to selected demographic characteristics. The emphases of 

this investigation as outlined in the research questions are 

as follows: 

1. To determine the level of job satisfaction among 

the faculty members at HBCUs in Texas regarding each of the 

104 
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six variables of job satisfaction: work on the present job, 

present pay, supervision, co-workers, promotion, and job in 

general. These job variables were identified by Smith et 

al. (1969, revised 1985). 

2. To determine the level of relationships in job 

satisfaction with regard to selected demographic variables 

(age, gender, marital status, level of education, salary 

ranges, academic rank, race/ethnic origin, and institution 

of employment). 

3. To draw conclusions from the study based on the 

findings, and also, to make recommendations based on the 

findings. 

The data obtained from the survey instruments, Faculty 

Data Sheet, developed by the researcher, and the Job 

Descriptive Index, developed by Smith et al. (1969, 1985), 

were used to determine the level of job satisfaction of a 

sample of faculty members at HBCUs in Texas. The 

questionnaires were administered to 281 full-time faculty 

members at HBCUs in Texas during the spring of 1993. A 

total of 157 faculty members, or 56% of the 281 faculty 

members participated in this study. 

To accomplish the purposes of the study, certain 

statistical treatments were applied to analyze the data. 

The statistics included frequencies and percentages, and 

means and standard deviation, which were used to determine 

the level of job satisfaction on each of the six variables 



106 

of the Job Descriptive Index. One-way analysis of variance 

(ANOVA) was used to determine whether significant 

differences existed on each of the six variables of the JDI 

when related to the faculty demographic characteristics. 

The level of significance for the one-way ANOVA was set at 

.05. When significant: differences were discovered, the 

Scheffe test of multiple comparison was utilized to identify 

pairs of groups which were significantly different at the 

.10 level of significance. The .10 level of significance 

was employed because the Scheffe is a very conservative 

technique, according to Ferguson (1981). This technique 

reduces the chances of omitting any possible significance in 

any groups. 

Discussion of Findings and Implications 

The findings that resulted from the statistical 

analysis of the data are presented in relation to the level 

of the job satisfaction of faculty members and the 

relationship between selected demographic characteristics of 

the respondents' job satisfaction. This section also 

incorporates a discussion concerning some theories of job 

satisfaction. 

Psychologists believe that, in order to understand 

organizational health, it is important to study basic 

principles of human motivation or, to a great degree, 

factors that contribute to workers1 feelings of satisfaction 

at their work (Eddy, 1977). Several theories have been 
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developed for the purpose of explaining job satisfaction; 

all use different approaches and techniques. For example, 

Herzberg (1966), in his two-factor theory of motivation, 

postulated that the worker is dissatisfied with the job when 

the job does not allow him or her to meet adequately his or 

her physiological needs, such as hunger or danger. Hoppock 

(1935) used a unidimensional approach in which he postulated 

that job satisfaction represents a general state of mind 

toward work context which has no single referent. Little or 

no attention is paid to a differentiation of attitudes 

toward various parts of the work. Twery et al. (1950) held 

that job satisfaction is not a unidimensional variable, but 

that it is more properly conceived as having a number of 

independent dimensions. All of these theories seem to 

agree, however, that job satisfaction is one of the most 

important elements in improving workers' morale (Thanagosai, 

1989). HBCUs in Texas are vital resources for the 

development of black intellectual status, and improving the 

morale and job satisfaction of the faculty members at these 

institutions is crucial to the effectiveness and survival of 

the HBCUs in Texas. 

The findings discussed in chapter 4 indicate that 

faculty members at HBCUs in Texas are, generally, slightly 

satisfied with their jobs. The greatest sources of 

satisfaction arise from supervision, followed by co-workers, 

work on the present job, job in general, and promotion. The 
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least source of satisfaction is in the pay area. The study 

also suggests that personal and demographic characteristics 

have a great impact on the job satisfaction level of faculty 

members. 

The primary purpose in this study was to investigate 

job satisfaction among HBCXJ faculty members who are full-

time employees in these institutions in Texas. These 

institutions are responsible for the professional training 

of a high percentage of black graduates in Texas. Thus, 

successful measures for ensuring high levels of job 

satisfaction at these institutions are required. The 

findings resulting from this study would provide basic 

information for administrators in developing effective 

programs of faculty retention, teaching and administration. 

It is not entirely surprising to discover that the 

supervision aspect contributes most to the job satisfaction 

of faculty members at these institutions. Several studies 

on black colleges and their future (Billingsley, 1982; 

Boone, 1988? Garibaldi, 1984; Thomas & Hill, 1987) have 

pointed out that black colleges and universities need 

improvement in their administration and management to enable 

them to survive into the 21st century and beyond. Many 

HBCUs also face increasing scrutiny from accrediting 

agencies and pressures from funding agencies. Billingsley 

(1982) stressed that, in order to maintain strong faculties, 

historically black colleges must work to provide working 
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conditions that attract and retain top educators, and they 

must also expand their programs beyond traditional curricula 

and help to develop the talents of black youths. 

Private historically black colleges in Texas have made 

encouraging efforts in this direction. They have formed an 

association known as Texas Association of Developing 

Colleges (TADC), a consortium designed to enhance their 

survival, success, and visibility in Texas (Mofoye, 1989). 

In his study titled "Development and Termination of Bishop 

College," Egar (1990) indicated, among other things, that 

black colleges should (a) develop student cooperative 

education programs that combine the curricula with the 

students1 needs in order to pay for the colleges1 

educational costs? (b) establish a strategic financial plan 

that would make their programs and other college activities 

cost-effective; and (c) implement marketing strategies that 

would sell the colleges based on the caliber of their 

faculties. 

Henceforth, each HBCU's administration is striving to 

produce a good supervision image, which will enable the 

colleges (a) increase the quality of instruction; (b) 

continue to pass accreditation challenges; and (c) position 

themselves to attract funds from governments, communities, 

and other private agencies. Supervision has also ranked 

high as a major source of faculty satisfaction in other 

studies. Tanash (1987) and Duru (1991) have both found 
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supervision to be a great source of faculty job 

satisfaction. 

The results of this study also reveal that co-workers 

represent a great source of job satisfaction to faculty 

members. One possible explanation for this is the diversity 

in the faculty mix at these institutions. This study 

supports the previous studies in finding that educators are 

usually satisfied with their colleagues. 

Garibaldi (1985) pointed out that, although black 

institutions in many ways are similar to predominantly white 

institutions, their historical tradition, levels and types 

of support make them distinct. According to Garibaldi, HBCUs 

reflect the diversity that is characteristic of the United 

States1 post-secondary education system. Bowles and DeCosta 

(1971, cited in Thomas & Hill, 1987) indicated that HBCUs 

have had racially mixed faculties and administrations since 

their establishment. It is possible to conclude that such 

cultural mixing of faculty encourages teamwork, which 

enhances the quality of teaching. 

The present study also revealed some degree of 

satisfaction among faculty members with their present jobs. 

Literature has shown that faculty members at HBCUs have 

always viewed their jobs with great pride (Diener, 1985; 

Egar, 1990; and Mofoye, 1989). Diener (1985), in his study 

of faculty job satisfaction at two predominantly black 
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institutions, indicated that a majority of the respondents 

expressed strong satisfaction with their jobs. 

Faculty members at HBCUs view their jobs as challenges 

and opportunities to help educate black youths. However, 

with the job in general aspect of job satisfaction, the 

extent of satisfaction expressed by faculty members is not 

impressive. One possible explanation is the apparent lack 

of adequate resources to enable faculty members to discharge 

their duties effectively. The result of the present study 

in this aspect is somewhat in agreement with Tanash (1987), 

Chewapun (1989), and Thanagosai (1988), who have all shown 

that faculty members are generally satisfied with their jobs 

when adequate working conditions exist. 

Faculty members are less satisfied with promotion 

opportunities and are strongly dissatisfied with pay 

structures. Again, the results of this study are consistent 

with the results of other studies. Tanash (1987) studied 

faculty job satisfaction at Yarmuk University in Jordan and 

found promotion to be the greatest source of dissatisfaction 

among faculty members. 

Schmidt (1976) studied job satisfaction among secondary 

school teachers in Chicago and found opportunities for 

promotion to be unsatisfactory to both administrators and 

teachers. Duru (1991) studied faculty job satisfaction 

among faculty members at degree-granting colleges in Nigeria 

and found promotion to be a great source of dissatisfaction 
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among faculty members. One possible explanation for this 

attitude toward promotion at HBCUs could be that HBCUs are 

not aggressive and consistent in their promotion criteria 

and procedures. 

Among the faculty members at HBCUs, pay is regarded as 

the greatest source of dissatisfaction. Pay is considered 

to be inadequate at these institutions, as it is with other 

HBCUs across the nation. The Scheffe test results show 

that faculty members who are within the higher salary range 

are significantly more satisfied with their present job, 

pay, and promotion than are those within the lower salary 

ranges. Pay level is considered the major source of 

dissatisfaction in this study, followed by promotion. 

Concerning pay, the results of this inquiry are similar to 

studies conducted by Herzberg et al. (1959), Vatthaisong 

(1982), Hoppock (1935), and Lawler and Porter (1963). 

One could conclude from these findings that the higher 

the salary level, the more satisfied faculty members are 

with their jobs. However, these findings are at odds with 

other findings, such as Sudsawased (1980), whose findings 

indicated that the major sources of job satisfaction for 

faculty members in Thailand were pay, policy, and 

administration. 

Regarding the relationship between the job satisfaction 

of faculty members at HBCUs and gender, the results of 

analysis of variance reveal that no significant differences 
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exist between males and females on the six variables of job 

satisfaction: work on present job, pay, supervision, co-

workers, promotion, and job in general. The results of this 

study gives credence to the study conducted by Chewapun 

(1989), Santos (1991), Vatthaisong (1982), Tanash (1987), 

and Wissman (1981). In their respective studies, they found 

that gender had no effect on faculty job satisfaction. 

However, the result of the present study is in contrast 

to the findings of Hulin and Smith (1964), who found that 

women tend to be more satisfied with pay than men even when 

their average salary is lower than that of their male 

counterparts. In its study of faculty members, the Carnegie 

Foundation (1988), found, rather, that the percentage of men 

who are most satisfied (35%) with the teaching profession, 

working condition, institutional climate and governance, and 

prospects for the future of their profession exceeded that 

of women (31%). The results of the present study offer 

strong support to the literature, which, in general, 

suggests that male-female distinctions seem to be related to 

specific situations and cannot be generalized from one 

occupation to another or even from one organization to 

another. 

Regarding the relationship between age and job 

satisfaction, the findings indicate that the most satisfied 

faculty members are not those in the oldest category. They 

are, rather, those within the age range of 41-45, who are 
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significantly more satisfied with the pay facet of job 

satisfaction than those within the age of 31-35 and also 

significantly more satisfied than those within the age range 

of 46 or older with regard to pay. The same age group is 

also significantly more satisfied than the age group of 31-

35 with regard to supervision and job in general. 

The present study disagrees with the previous studies 

of Form and Geschwender (1962), Salinas (1964), Tanash 

(1987), and Thanagosai (1989), all of which indicated that 

satisfaction increases with age. Santos (1991) studied 

faculty and administrators1 job preferential and job 

satisfaction factors at the University of Guam and found 

that, although age is a factor in job satisfaction, it is 

not a significant factor. The present study, however, gives 

support to the previous studies of Saleh and Otis (1964), 

who discovered that satisfaction increases with age until 

the pre-retirement period, after which it declines. From 

this study it can be concluded that a somewhat positive 

relationship between age and job satisfaction exists until 

the pre-retirement age after which it declines. 

In regard to the relationship between job satisfaction 

and years of teaching experience, yet another interesting 

difference emerged. Several studies have revealed that a 

positive relationship exists between the length of teaching 

experience and job satisfaction. Such studies include Petut 

(1971), Wangphanich (1984), Duru (1991), Tanash (1987), and 
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Vatthaisong (1982). However, the present study revealed 

that no relationship exists between job satisfaction and 

length of teaching experience. Bosner (1989) found that, 

although a relationship exists between job satisfaction and 

the length of teaching experience, it is not strictly 

linear. Bosner*s study revealed that teachers with the 

least amount of experience in teaching were the most 

satisfied. 

With regard to the relationship between academic rank 

and job satisfaction, the present study gives credence to 

several preceding studies, which indicate that a strong and 

direct relationship exists between academic rank and job 

satisfaction. Wangphanich (1984) found that faculty members 

holding higher academic rank at a university in Thailand 

were significantly more satisfied with their work than were 

middle and low academic rank faculty members. Both middle 

and high rank faculty members were more satisfied with pay 

than were lower rank faculty members. The present study 

shows that faculty members holding the rank of associate 

professor are significantly more satisfied with their pay 

than are faculty members holding the rank of instructor and 

the rank of assistant professor. This study also shows that 

faculty members holding the rank of full professor are 

significantly more satisfied than are those holding the rank 

of instructor in the pay area of job satisfaction. Full 

professors have been shown to be more satisfied in the 
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present study in the area of job in general than are faculty 

members holding the rank of instructor and assistant 

professor. However, the study did not agree with studies 

such as Bowen (1980), which found no relationship existing 

between faculty members' academic rank and job satisfaction. 

With respect to race/ethnic origin, the study revealed 

that faculty members of all races have the same concerns 

regarding pay and supervision. However, when the Scheffe 

test was run to identify which pairs of groups are 

significantly different from the other in the areas of pay 

and supervision, no two groups were significantly different 

at a .10 level of significance. However, when the mean 

scores were compared among these faculty members in the 

areas of pay and supervision, Black/African-American have a 

higher mean scores, hence higher satisfaction level with 

their pay levels, followed by Asians, White/Caucasians, 

Native Americans, and Hispanics, respectively. With 

supervision, however, White/Caucasian faculty members have 

the highest satisfaction level, followed by Black/African-

American faculty, Hispanic faculty, Asian faculty, and 

Native American faculty, respectively. Nevertheless, this 

study gives some support to the study conducted by the 

Carnegie Foundation in 1988, which indicates that the 

influence of race on faculty job satisfaction is, on the 

surface, less dramatic than one might expect. 
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Amour (1990) also examined the race and gender 

differences of job satisfaction among faculty members. His 

results showed that race and gender were not related 

significantly to overall job satisfaction. It can be 

concluded from this study and from studies before it that 

race is not a significant factor influencing job 

satisfaction. 

This study is congruent with studies revealed in the 

literature concerning the relationship between job 

satisfaction and marital status. William and Geschwender 

(1962) have reported that, generally, married faculty 

members are more satisfied with their jobs than are single 

faculty members. In the present study, married faculty 

members showed higher satisfaction in the areas of pay, 

supervision, and job in general than did single faculty 

members. One possible explanation could be that married 

faculty members are more settled than those who are single. 

However, Sudsawad (1980) found a higher degree of 

dissatisfaction with the working conditions among women 

faculty members who were married than among those who were 

unmarried. Muller (1986) found in his study that marital 

status impedes the career advancement of faculty women. 

Because the present study is the most recent, it is possible 

to conclude that the married and settled faculty members are 

more satisfied with their jobs, than single faculty members. 
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With regard to the relationship between the institution 

of employment and job satisfaction, this study indicates the 

existence of significant differences in the areas of work on 

the present job, pay, and job in general. The results of 

the Scheffe multiple comparison tests indicate that faculty 

members at Institution 4 and 5 are significantly more 

satisfied with their pay than are those faculty members at 

institution 6. Institutions 4 and 5 are upscale 

institutions offering degrees beyond bachelors? they attract 

federal and state funds and are involved in research 

activities. The results of this study concur with the 

results of the Carnegie Foundation (1988) national study on 

faculty conditions. Carnegie found that most satisfied 

faculty members are at research institutions. However, Ley 

(1982) found that job and salary dissatisfaction were 

greater in state colleges and universities than in community 

colleges, liberal arts colleges, and technical schools. 

Regarding the relationship between job satisfaction and 

salary range, the study shows significant differences in 

four areas of job satisfaction: work on present job, pay, 

promotion, and job in general. It is apparent from the 

results of the study that the faculty members who earn 

higher salaries are significantly more satisfied than those 

who earn less in the areas of pay, present job, promotion, 

and job in general. Those faculty members who earn between 

$37,000-$54,999 are significantly more satisfied than those 
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earning $19,999 or less in the area of work, pay, and 

promotion, and they are also significantly more satisfied 

than those earning between $20,000-$36,999 in the area of 

pay. Those earning $55,000 or more are significantly more 

satisfied than are those earning $19,999 or less, and those 

earning between $20,000-$36,999 in the area of pay. 

The results of this study lend support to Form and 

Geschwender (1962). In their study of the social reference 

basis of job satisfaction, they found that high pay 

positively correlated with job satisfaction. Ivancevich and 

Donnelly (1988), for example, indicated that, if a worker 

earns a given salary and another worker in the next company 

earns half as much, the first worker will tend to be more 

satisfied regardless of the actual amount of money he or she 

receives. Herzberg et al. (1959) concluded that pay is a 

source a dissatisfaction when it is perceived to be unfairly 

low. This study also concurs with Lawler's (1971) study, 

which found pay to rank highest as a source of 

dissatisfaction for faculty. Santos (1991) also found that 

pay was chosen more often as a job preferential and job 

satisfaction factor by faculty and administrators as 

compared to other factors. Duncan (1989), in his study 

titled "Great Ideas in Management," pointed out that good 

wages have been commonly considered as the strongest 

motivating force throughout the history of management study. 

It can be concluded from this study that faculty members, 
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like those in many other professions, still indicate that 

the higher their salaries, the more satisfied they can be. 

In the area of the education level of faculty, the 

results of the present study support several studies in the 

literature. The study showed that the higher the education 

level of faculty members the more satisfied they were, 

regardless of race or ethnic background. Faculty members in 

this study who hold doctoral degrees are significantly more 

satisfied with their pay than are those who hold masters 

degrees. Sudsawasd (1980), Duru (1991), and Santos (1991), 

in their respective studies, reported that faculty members 

with doctorates were significantly more satisfied with their 

overall aspects of jobs than were those without doctoral 

degrees. Morse (1953) also had earlier found that workers1 

educational level influenced their expectations on the job, 

which, in turn, affects their satisfaction level. Although 

this study confirms what has previously been reported, it is 

at odds with Thongchant (1987) and Chewapun (1989), who 

found in their respective studies that no relationship 

existed between levels of education and job satisfaction. 

Finally, the results of the present study of HBCU 

faculty members in Texas on job satisfaction show that 

faculty members at HBCUs are moderately satisfied in 

differing degrees, with these variables: supervision in 

their institution, co-workers, work on present job, job in 

general, and promotion. They are, however, strongly 
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dissatisfied with their pay. The variables such as years of 

teaching experience and gender showed no significant results 

when correlated with job satisfaction. Other variables such 

as age, academic rank, race/ethnic origin, marital status, 

institution of employment, salary range, and level of 

education of faculty members at HBCUs in Texas showed 

varying degrees of significance when correlated with job 

satisfaction. 

Summary of Findings 

The major findings that resulted from the present study 

are as follows: 

1. Gender has no significant effect on job 

satisfaction. 

2. The older the faculty member, the higher the level 

of job satisfaction until the pre-retirement age. 

3. The years of teaching experience have no 

significant effect on the job satisfaction level. 

4. Faculty members holding higher academic ranks are 

more satisfied with their job than are those holding lower 

academic ranks. 

5. The effect of race on job satisfaction is not 

different among all races. 

6. Faculty members who are married are significantly 

more satisfied with their work than are those who are 

single. 
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7. The higher the range of the faculty members' 

salary, the higher the level of their satisfaction. 

8. Faculty members with doctoral degrees are more 

satisfied with their jobs than are those with bachelors and 

masters degrees. 

9. Generally, faculty members are slightly satisfied 

with their jobs, especially in the areas of supervision, co-

workers, work on the present job, and job in general. They 

are most concerned and dissatisfied about promotion 

opportunities and pay structures, respectively. 

10. All the variables considered in this study but 

gender and number of years of teaching experience have shown 

remarkable relationships to the job satisfaction of faculty 

members. 

Conclusions 

The results of the analysis and findings of the present 

study led to some important conclusions. 

1. Faculty members are slightly satisfied in the areas 

of supervision, co-workers, work on the present job, and job 

in general. 

2. The most satisfied faculty members are older, hold 

high academic ranks, are married, posses high salaries, and 

are doctoral degreed. 

3. Faculty members are dissatisfied about promotion 

opportunities and pay structures. 
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4. Job satisfaction is not influenced by gender and 

numbers of years of teaching experience. 

Recommendations 

Based on the findings and conclusions of this study, 

the following recommendations are made: 

1. The pay structure and promotion policies at the 

HBCUs in Texas need to be reviewed by the institutions to 

determine the areas of improvement necessary to continue to 

motivate and encourage faculty members to effectively 

perform, thereby enhancing satisfaction and morale. 

2. Since the present research was limited to HBCUs in 

Texas, it would be worthwhile to conduct a comparative study 

between the HBCUs and predominantly white institutions of 

comparable mission and size in Texas to determine if 

similarities or differences exist in the results. 

3. Further studies with different methodologies in the 

area of job satisfaction at these institutions is necessary 

to determine if there are possible variations in the results 

because of methodology. 

4. Further study should be conducted to determine the 

relationship, if any, between the job satisfaction of 

faculty members at HBCUs and student retention and 

achievement. 

5. Further study should be conducted to determine the 

relationship, if any, between job satisfaction and faculty 

retention and turnover rate at the HBCUs in Texas. 
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6. Further study should be conducted on the reasons 

why faculty continues to teach at these respective 

institutions. 
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University of North Texas 

Office of Research Administration 

August 25, 1992 
Romanus Okolo 
Higher Education 
P.O. Box 5144 
Denton, TX 76203: 

Dear Mr. Okolo, 

Your proposal entitled "Factors Influencing Job Satisfaction 
Among Faculty Members at Historically Black Colleges in Texas," 
has been approved by the IRB and is exempt from further review 
under 45 CFR 46.101. 

If you have any questions, please contact me at (817) 565-3946. 

Good luck on your project. 

Sincerely, 

Peter Witt, Chair 
Institutional Review Board 

PW/tl 

P O. Box 5396 • Denton, Texas 76203-5396 
817/565-3940 • FAX 817/565-2141 • INTERNET: RESEARCH@VAXB.ACS UNT EDU 

mailto:RESEARCH@VAXB.ACS
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Romanus Okolo 
UNT , Box 5144 
Denton, TX 76203 

General Julius Becton, -Jr. 
President 
Prairie View A & M University 
Prairie View, TX 77446 

Date: 9 - 1 2 - 9 2 

Dear General Becton, Jr.: 

I am an African American doctoral student at the University of 
North Texas, College of Education, Denton, Texas. I am currently 
working on my dissertation at this University. The topic of my 
proposed study is "Factors Influencing Job Satisfaction Among 
Faculty Members at Historically Black Colleges in Texas." The 
results of this study will be helpful in providing _ these 
institutions the information necessary for effective recruitment 
and retention policies. 

For the distinctive purpose of completing my Ph.D program at the 
University of North Texas, I am requesting a permission to involve 
your faculty members in my study. The study will not be of any cost 
to your institution. I intend to involve your faculty by mailing 
survey instruments to each individual faculty member in the 
departments selected. The survey instruments are in two parts: 
Faculty Data Sheet, and Job Descriptive Index (JDI). Faculty will 
be requested to complete the survey instruments and return directly 
to the researcher in the stamped addressed envelope or as may be 
directed. 

Your cooperation is greatly appreciated. 

Sincerely-

oLM-
Romanus Okolo 
Doctoral Candidate 

Dr, 
Professor of Higher Education 
Student's Major Advisor 
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JARVIS CHRISTIAN COLLEGE 
HawKins, Texas 75765-9989 

(9033 789-217* 
SAX * i9C3) 769-*<*2 

Office of Academic Affairs 

August 4, 19S2 

Mr. Romanus Okolo 
Univers i ty of North Texas 
Sox 5144 

Denton, Texas 76203 

Dear Mr. Okolo: 

J a m s Chr is t ian College is pleased that i t is part of your 
d i sse r ta t i on . You have the permission of the Of f i ce of Academic 
A f f a i r s to involve facu l t y memoers m your study. 

Se aware, however, that th is o f f i c e cannot force a f acu l t y member to 
comply to your request for in format ion. 

Continued success. 

Yours t r u l y , 

Autry Acrey, Assistant Vice President 
Acacermc A f f a i r s 

cc: Dr. Marvin L. Grant 

JP 
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TEXAS SOUTHERN UNiVERSiTY 
3100 CLEBURNE AVENUE • HOUSTON TEXAS 77004 

(713) 527-7011 

j\C! :EV ACADEMIC »S 

August 7, 1992 

Mr Romanus Okolo 
UNT, Box 5144 
Denton, Texas 76203 

Dear Mr. Okolo: 

Your request to conduct a research survey with the faculty of Texas Southern 
University is hereby granted. I am enclosing the university restnctions on the use of 
human subjects in research. These must be followed as you conduct the proposed 
survey. 

If I may be of further assistance, please advise. 

Sincerely, 

Bobby Wilson, Ph.D. 
Vice President for 
Academic Affairs 
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Bowline Green State University Deoarr---! -j[ vc-ojoes 
BowursGrc;" jfn0 . „u" 

*'<3' '"I I."'H 
Fii -IV. -m)!. 

June 24, 193̂  

Romanus Okolo 
Doc:oralStuaen: 
UNT, Box 5144 
Denton, TX 7620; 

This le t te r is to authorize you permission to repr int an addit ional 100 
coDies of the Revised JDI for a to ta l of 300 comes, providea you 
include the notation "Copyright, 1985, Bowling Green State University" 
on each copy. 

Thank you for your request and good luck with your research. 

Sincerely, 

Patr ic ia C. Smith, P h . D . 
Professor Eme-ita 

bs 
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Romanus Kezie Okolo 
UNT, Box 5144 
Denton, TX 76203 

January 25, 1993 

Dear Faculty Member, 
j
 r 

I am a doctoral student in the department of Higher Education 
Administration, college of Education, at the University of North Texas, 
Denton, Texas. I am asking for your assistance in conducting a 
research entitled, "Factors Influencing Job Satisfaction Among Faculty 
Members at Historically Black Colleges and Universities in Texas." The 
study is being conducted to fulfill a requirement for the completion of 
my Ph.D program. 

Please kindly complete the enclosed questionnaire which is in two 
parts: Faculty Data Sheet, and Job Descriptive Index (JDI). 

The information and responses that you provide will be held strictly 
confidential and individual faculty members will not be identified. The 

• 
questionnaire does not need to be signed. Return the completed 
questionnaire in the stamped addressed envelope or as may be 
directed. 

Your cooperation is greatly appreciated. 

Yours sincerely, 

Romanus Kezie Okolo 
Doctoral Candidate 

Dr. John P. Eddy 
Professor of Higher Education 
Student Academic Advisor 
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DATA COLLECTION INSTRUMENT 

PART I 

FACULTY DATA SHEET 

In the spaces below, please provide the information that have been requested 
by checking all that apply to you. 

1. Your Gender 

1. Male 2. Female 

2. Marital Status 
1. Married 

3. Your Age 
1. Less than 24 

3. 31 - 35 
5. 41 - 45 

Your Highest level of Education 

1. Bachelor's Degree 

_ _ _ _ _ 3. Doctoral Degree 
5. Other (Specify) 

Your Annual Salary Range 
1. Below $16,000 
3. 518,000 - 519,999 

5. 522,000 - 524,999 
7. 528,000 - 530,999 

9. 534,000 - 536,999 
11 .540 ,000 - 544,999 
13. 550,000 - 554,999 

15. 560,000 - 564,999 
17. 570,000 or more 

Your Current Academic Rank 
1. Instructor 

2. Single 

_ 2. 25 - 30 
4. 3 6 - 4 0 
6. 46 and above 

2. Master 's Degree 

4. J. D. 

2. 516,000 -
4. 520,000 -
6. 525,000 -
8. 531,000 -
10 . 537,000 • 
12. 545,000 

' 14. 555,000 
" 16. 565,000 

517,999 
521,999 
527,999 
533,999 

- 539,999 
- $49,999 
- 559,999 
- 569,999 

2. Assistant Professor 
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3. A s s o c i a t e P r e f e s s o r 4 . P r o f e s s o r 
5 N o R a n k 6 O t h e r : S r e : : i \ • 

7. Your Race /E thn ic Origin 
1. Asian 2 . B l ack /Af r i c an A m e r i c a n 
3. Hispanic 4. Native A m e r i c a n : Amer ican Indian 
5. Whi t e /Caucas i an 6 . O the r (Specify) 

S. Insti tutions and their codes . Piease check one . 
1. Paul Qu inn Coile se 
2 . Jarvis Col lege 
3. Wiley Col lege 
4 . Pra i r ie View A & M Univers i ty 
5. Texas Southern Universi ty 
6 . Huston-Ti l lo tson College 
7 . Sou thwes te rn Christ ian Co l l ege 
8. Texas Col lege 

9 Years of Teach ing Exper ience at your institution 
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PART II 

THE JOB DESCRIPTIVE INDEX 

Think of the work you do at present. How well do each of 
the following words or phrases describe your work? In the 
blank beside each word below, write 

y f o r "Ye-s" if it describes your work 
N for "No" if it does NOT describe it 
7 j_f you cannot decide 

Work on Present Job 

-Fascinating 
-Routine 
-Satisfying 
-Boring 
-Good 
-Creative 
-Respected 
-Uncomfortable 
-Pleasant 
-Useful 
-Tiring 
-Healthful 
•Challenging 
-Too Much to do 
-Frustrating 
•Simple 
•Repetitive 
•Gives sense of accomplishment 

Go on to the next page 
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Think of the pay you get now. How well do each of the 
following words or phrases describe your present pay? 
In the blank beside each word below, write 

Y for "Yes" if it describes your pay 
N for "No" if it does NOT describe it 
7 if you cannot decide 

Present Pay 

Income adequate for normal expenses 
Fair 
Barely live on income 
Bady 
Insecure 
Less than I deserve 
Well paid 
Underpaid 

Go on the next page 
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Think of the kind of supervision that you get on your job. 
How well do each of the following words or phrases describe 
this? In the blank beside each word below, write 

Y for "Yes" if it describes the supervision you 
get on your job 

N for "No" if it does NOT describe it 
7 if you cannot decide 

Supervision 

Asks my advice 
Hard to please 
Impolite 
Praises good work 
Tactful 
Influential 
Up-to-date 
Doesn't supervise enough 
Tells me where I stand 
Annoying 
Stubborn 
Knows job well 
Bad 
Intelligent 
Poor planner 
Around when needed 
Lazy 

Go to the next page 
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Think of the majority of the people that you work with now 
or the people you meet in connection with your work. How 
well do each of the following words or phrases describe 
these people? In the blank beside each word below, write 

Y for "Yes" if it describes the people you work with 
N f o r "No" if it does NOT describe them 
o if you cannot decide 

Coworkers 

Stimulating 
Boring 
Slow 
Helpful 
Stupid 
Responsible 
Fast 
Intelligent 
Easy to make enemies 
Talk too much 
Smart 
Lazy 
Unpleasant 
Gossipy 
Active 
Narrow interests 
Loyal 
Stubborn 

Go to the next page 
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Think of the opportunities for promotion that you have now. 
How well do each of the following words or phrases describe 
these? In the blank beside each word below, write 

Y for "Yes" if it describes your opportunities 
for promotion 

N f o r "No" if it does NOT aescribe them 
? .if you cannot decide 

Opportunities for Promotion 

Good opportunities for promotion 
Opportunities somewhat limited 
Promotion on ability 
Dead-end job 
Unfair promotion policy 
Infrequent promotions 
Regular promotions • 
Fairly good chance for promotion 

Go on to the next page 
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Think of your job in general. Ail in all, what is it like 
most of the time? In the blank beside each word below, 
write 

Y for "Yes" if it describe your job 
N for "No* if it does NOT describe it 
7 if yOU cannot decide 

Job in General 

Pleasant 
Bad 
Ideal 
Waste of time 
Gooci 
Undesirable 
Worthwhile 
Worse than most 
Acceptable 
Superior 
Better than most 
Disagreeable 
Makes me content 
Inadequate 
Excellent 
Rotten 
Enjoyable 
Poor 

Copyright, Bowling Green State Universi 
ty, 1975, 1985 
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