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The problem with which this study is concerned is the 

motivation to work and the job satisfaction of faculty 

members who work both as full-time instructors and student 

activities advisors at eight campuses of Srinakharinwirot 

University in Thailand. In relationship to the respondent 

student activities advisors, the purposes of this study 

were (a) to study the perceived relationship between moti-

vation to work and job satisfaction, Cb) to compare per-

ceptions of motivation to work and job satisfaction according 

to selected demographic variables, and tc) to determine 

whether or not these variables significantly contribute 

to the prediction of motivation to work and job satisfaction 

for the sample population. 

Two published survey instruments were used to collect 

the data. Both instruments were administered to 206 student 

activities advisors of Srinakharinwirot University; usable, 

completed questionnaires were returned by 191 (92,7%) 

respondents. The statistical treatments applied to the 



collected data for seven research hypotheses include the 

Kentall Tau correlation coefficient, one-way analysis of 

variance, and multiple regression analysis. 

The numerous data findings from this study appear to 

support several conclusions. Among these are that although 

the respondent faculty members who were also student 

activities advisors were modestly motivated to accept the 

additional advisory responsibilities, feelings of high job 

satisfaction were produced once they assumed their advisory 

roles. Furthermore, although some significant relationships 

were found among the variables, it would be difficult to 

predict which faculty members would be capable and success-

ful student activities advisors based on sex, age, years 

of teaching experience, or marital status. As a result, 

therefore, no statistical model could be developed from the 

data obtained from this study that could be used to predict 

either motivation to work or job satisfaction for student 

activities advisors. 
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CHAPTER I 

INTRODUCTION 

The topic of motivation to work has received considerable 

and sustained attention in recent years among both practicing 

managers and organizational researchers (12). Employers and 

researchers have been trying to discover what forces affect 

the energy that workers invest in work. Deci (3) states that 

the most frequently asked questions about human behavior are 

why questions. Why do we initiate effort on a task? Why do 

some individuals persist in working overtime? Why do others 

avoid intensive work efforts? Why do some motivation programs 

raise the levels of effort while others do not? Hoy and 

Miskel (7) note that why questions are ones of motivation—a 

facinating and perplexing area. 

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

investigate seriously the relationship between job satisfaction 

and motivation to work. Since then, Balazadeh (2) says, 

questions which relate to what causes people to work and the 

degree of job satisfaction they receive from employment have 

been researched extensively in different types of organiza-

tions. However, it is surprising that this topic has been 

investigated only rarely among university faculty members. 

Furniss (5) points out that faculty members are assumed 

to be competent to take on many activities, among which are 



teaching, student advising, departmental administration, 

collegewide committee assignments, research, and institutional 

representation in the local as well as the disciplinary 

communities. Miller (10) indicates that faculty members in 

American universities are most often involved in teaching, 

research, and service. Faculty members in Thai universities, 

notably at Srinakharinwirot University, also perform the 

same duties. (This researcher has first-hand knowledge of 

these conditions since he is a faculty member there, presently 

on leave.) Generally most of the faculty members teach 

approximately nine hours per semester in order to meet the 

minimum requirement of the university teaching load. In 

addition, some are appointed to perform other responsibilities 

such as thesis advising, university public relations, and 

student activities advising. Other faculty members do not 

have any responsibilities in addition to teaching because 

they do not accept any other duties in the university. 

This study of motivation to work and job satisfaction 

thus concentrates on the faculty members who serve as student 

activities advisors at Srinakharinwirot University, Thailand. 

The study seeks to increase understanding and answer the 

questions of why faculty members accept positions as student 

activities advisors and what degree of job satisfaction they 

receive from their service. 



Statement of the Problem 

The problem of this study is motivation and job satis-

faction of faculty members who work both as full-time 

instructors and student activities advisors in a large 

university in Thailand. 

Purposes of the Study 

Based on the statement of the problem, the purposes of 

this study are 

1. To determine the linear relationship of motivation 

to work and job satisfaction among faculty who work as 

student activities advisors according to the variables of 

sex, age, marital status, and years of experience in the 

university; 

2. To investigate and determine if differences exist 

in motivation to work among faculty who work as student acti-

vities advisors according to the variables of sex, age, marital 

status, and years of experience in the university; 

3. To investigate and determine if differences exist 

in job satisfaction among faculty who work as student 

activities advisors according to the variables of sex, age, 

marital status, and years of experience in the university; 

4. To determine if differences exist among the subgroups 

of each individual variable (sex, age, marital status, and 

years of experience in the university) in relationship to 

scores on subscales of the Educational Work Component Study; 



(a) potential for personal challenge and development, (b) 

competitiveness desirability, (c) tolerance for work 

pressure, (d) conservative security, (e) willingness to 

seek reward in spite of uncertainty versus avoidance, and 

(f) surround concern; 

5. To determine if differences exist among the sub-

groups of each individual variable (sex, age, marital status, 

and years of experience in the university) in relationship to 

scores on the following subseales of the Job Descriptive 

Index: (a) work, (b) pay, (c) promotion, (d) supervision, 

and (e) co-worker; 

6. To determine whether or not selected independent 

variables (sex, age, marital status, and years of experience 

in the university) taken together contribute significantly 

to the prediction of motivation to work for faculty who 

work as student activities advisors at Srinakharinwirot 

University, Thailand; 

7. To determine whether or not selected independent 

variables (sex, age, marital status, and years of experience 

in the university) taken together contribute significantly 

to the prediction of job satisfaction of faculty who work as 

student activities advisors at Srinakharinwirot University, 

Thailand. 

Hypotheses 

Based on the statements of the problem and the purpose 

of the study, the following hypotheses are tested: 



1. There will be no significant relationship between 

motivation to work and job satisfaction of faculty who work 

as student activities advisors according to the four 

variables of sex, age, marital status, and years of 

experience in the university. 

2. There will be no significant differences between 

motivation to work among faculty who work as student activi-

ties advisors according to the four variables of sex, age, 

marital status, and years of experience in the university. 

3. There will be no significant differences between 

job satisfaction among faculty who work as student activi-

ties advisors according to the four variables of sex, age, 

marital status, and years of experience in the university. 

4. There will be no significant differences among the 

subgroups of each of the four individual variables (sex, 

age, marital status and years of experience in the university) 

in relationship to scores on the six subscales of the 

Educational Work Component Study. 

5. There will be no significant differences among the 

subgroups of each individual variable (sex, age, marital 

status, and years of experience in the university) in 

relationship to scores on the five subscales of the Job 

Descriptive Index. 

6. There will be no significant relationship between 

motivation to work and the linear combination of the 



variables for sex, age, marital status, and years of ex-

perience in the university. 

7. There will be no significant relationship between 

job satisfaction and the linear combination of the variables 

for sex, age, marital status, and years of experience in the 

university. 

Definition of Terms 

For the specific purposes of this study, the following 

terms are defined: 

Student activities advisors are full-time faculty members 

who are appointed by university administrators to assist with 

student activities. 

Motivation to work is the complex forces, drives, needs, 

tension states, or other mechanisms that start and maintain 

voluntary activity directed toward the achievement of personal 

goals (7). For this study the Educational Work Component 

Study Questionnaire (EWCS) [as detailed in Chapter III] will 

be used to measure motivation to work. 

Job satisfaction is the pleasurable or positive emotion-

al state resulting from the appraisal of one's job experience 

(9). For this study, the Job Descriptive Index (JDI) [as 

detailed in Chapter III] will be used to measure job 

satisfaction. 



Limitations 

This study is limited to an analysis of motivation to 

work and job satisfaction of full-time faculty who work as 

student activities advisors at Srinakharinwirot University, 

Thailand. It is also limited by the validity of the survey 

instruments used and the assumption of honest answers from 

the respondents. 

Background and Significance of the Study 

Srinakharinwirot University is a state university in 

Thailand. While this university is relatively new, it is a 

large university. Eight campuses of the university are 

located in different parts of the country that include the 

Central part of the country, the Northeast, the North, the 

South, and the East. Only one board of regents advises and 

controls the university administration concerning university 

affairs. The president of the university and the vice 

presidents for academic affairs, administrative affairs, 

planning and development affairs, and student affairs have 

their offices on the central campus at Prasarnmitr, Bangkok. 

The other seven campuses have vice presidents who are assigned 

the responsibility of chief executive for one specific 

institution. University policy for every campus, however, 

is the same. 

Philosophically and practically, Srinakharinwirot 

University recognizes the significance of student affairs. 

It is committed to the students and their welfare and 



development both as individuals and groups. Consequently, 

the vice president for student affairs, who is appointed by 

the president, is totally responsible for the student affairs 

policy for every campus. At the same time, assistants to 

the vice president for student affairs are appointed to 

supervise student affairs at each campus. In addition, the 

assistants to the vice president also appoint student activi-

ties advisors from among full-time faculty members to assist 

with these activities. 

One of the major purposes of higher education would 

appear to be to help to develop good citizens. Arbuckle (1) 

states that educators are concerned with the whole social 

structure of their country. It would be difficult for 

educators to defend the position of maintaining an effective 

educational system if it produces individuals who are selfish, 

dogmatic, intolerant, fearful, and insecure. Strang (13) 

indicates that informal student activities are an intrinsic 

part of one's college education and the better half of 

personnel work. Student activities constitute the social 

curriculum; they are a laboratory for the development of 

personality. There is a tendency for the recognized curri-

culum and the extra curriculum to meld into a total pattern 

of experience, which adds up to a college education. 

Lloyd-Jones and Smith (8} also recognize the signifi-

cance of student activities, They believe that extra 

curricular activities offer opportunity for students to 



develop good qualities of leadership and fellowship. These 

activities also help students to develop self-realization 

and all-round growth. Finally, students learn to adjust 

themselves to their world through activities. 

In higher education institutions r student activities 

usually include both social and recreational activities and 

some extra curricula educational experience. Rausch (11) 

states that these activities have a great impact on the 

institution's ability to recruit and retain students. A 

well managed student activities program, which includes 

meaningful club activities, cultural events, and art shows, 

can provide the kind of stimulating experiences that make an 

institution desirable for students. Theater and musical 

events as well as vibrant media programs can produce the 

same result. 

Student activities advisors, perhaps more so than any 

other student affairs unit, are in the unique position of 

working directly with students, and they also provide support 

for student organizations.. In addition to these responsibili-

ties, these advisors sometimes come to grips with the problems 

of students. Strang (13) perceives the activities advisor as 

a leader who shares responsibility with an inexperienced 

group of students that need technical expertise. The leader 

functions as a guide for the student group and as a consultant 

and resource person. He also serves as a strategist in 

developing programs and as a specialist in group dynamics. 
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The supervision of the programs that encompass student 

activities is necessary. Gardner (6) emphasizes the reasons 

for maintaining a faculty advisory system for extra curricula 

activities. A summary of these reasons are (a) an advisory 

system permits the utilization of the activities in solving 

student problems and developing students; (b) an advisory 

system aids in maintaining the purposes of activities in 

harmony with the aims of the institution; (c) financial control 

of student activities has been found essential, and this is 

easier to administer if there is a faculty advisory system; 

(d) the degree of continuity essential to any self-perpetuating 

group is assured by an advisory system; and (e) in organiza-

tions which serve to afford opportunities for special talents, 

such as music, debate, dramatics, and so forth, faculty 

advisors are essential in order that students may co-ordinate 

development with their curriculum interests. 

Rausch (11) also points out that teaching, informing, 

and consulting with students on how to set goals are certainly 

critical responsibilities for activities directors. These 

advisors also establish priorities, set performance standards, 

and evaluate programs, which helps students gain leadership 

skills and greater competency in organizing student functions. 

If student activities professionals are accustomed to working 

with goals and plan carefully, they will impart the same 

discipline and competency to the students with whom they 

work in these diverse activities. Concerning the 
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qualifications of student activities advisors, Fitzgerald, 

Johnson, and Norris state that persons engaged in these 

activities must have special knowledge, skills, and leader-

ship qualities. They require an adequate understanding of 

and training for the responsibilities involved. According 

to both points of view (4, 11), student activities advisors 

should be carefully selected only from well—qualified faculty 

members if the university really wants to achieve the high 

goals of its student activities programs. 

In order to achieve the goals of student affairs, the 

university should motivate and encourage faculty to conduct 

periodic research studies in the field of student services 

administration. The results of these studies will help the 

administrator to understand the problems in the field more 

clearly. At present no one is attempting to conduct a study 

to answer the questions of why faculty members at 

Srinakharinwirot University take positions as student 

adtivities advisors and what level of satisfaction they gain. 

The result of the study of motivation to work and job satis-

faction of student activities advisors at Srinakharinwirot 

University, Thailand, may be useful for administrators in 

the selection process of student activities advisors. More-

over, they also will have a clearer understanding about the 

motivation to work and the job satisfaction of student 

activities advisors at this university. 
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Summary 

In an attempt to discover the reasons behind the deci-

sion of faculty members to take positions as student 

activities advisors, the motivation to work and job satis-

faction gained will be examined among faculty members who 

are such advisors. In Chapter I, the problem, purposes, and 

the background of the study are introduced, and explanations 

are offered regarding the importance and need for the study. 

A discussion of the related literature on theories of 

motivation to work and job satisfaction is presented in 

Chapter II. Chapter III discusses the research design, 

population of the study, instrumentation, and data collection 

and recording. Chapter IV includes the data analyses and 

interpretation of the collected data, and Chapter V contains 

a summary, the conclusions of the study, and recommendations 

for future research. 
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CHAPTER II 

REVIEW OF THE LITERATURE 

Introduction 

Chapter II presents the literature related to the 

concepts of motivation to work and job satisfaction. 

The chapter begins with a discussion of these concepts, 

and second, the theories that are related to these con-

cepts are summarized to provide a background for this 

study. Finally, recent studies are reviewed that address 

these concepts. 

The Concepts of Motivation to Work 
and Job Satisfaction 

Motivation to work and job satisfaction are important 

to both business and educational environments, and particularly 

in higher education where faculty members usually perform 

various duties in addition to their teaching responsibilities. 

Recently, many attempts have been made to adapt the concepts 

of motivation to work and job satisfaction for use in 

studies of educational sectors. Therefore, a discussion 

of these two concepts is provided for background for this 

study. 

Although the term motivation is difficult to define 

comprehensively, many definitions have been proposed. 

15 



16 

Atkinson (6) notes that this term has no fixed meaning 

in contemporary psychology but is used in a variety of 

ways. Jung (38) agrees that a simple but accurate 

definition of motivation is not easy; he, however, refers 

to motivation as the cause or reasons that underlie a 

given behavior. 

Mcteer (61) states that motivation is the active, 

integrated, and directed behavior of the organism, while 

Teevan and Smith (93) define the term by describing the 

two properties of motivation, which are a drive that 

energizes or activates behavior and a drive that directs 

behavior. 

Steer and Porter (91) believe that motivation consists 

of three basic components which activate, direct, and sustain 

human behavior. At the most general level, Vroom (97) refers 

to motivation as a process that governs voluntary behavior. 

It is, therefore, reasonable to assume that most of the 

behavior which leads people in and out of their positions in 

higher education is voluntary and, consequently, motivated. 

Job satisfaction is another important variable in 

higher education. Historically, according to Roethlisberger 

and Dickson (81), the formal study of job satisfaction 

started with the Hawthorne studies by Mayo and a group of 

industrial psychologists at the Western Electric Hawthorne 

Plant in the early 1930s. These researchers began to study 
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physical working conditions and their influence on 

worker productivity. Their results revealed the importance 

of social interaction and psychological factors in deter-

mining productivity and satisfaction. Since that time, 

behavioral scientists have refined the research tools 

used to evaluate human responses to their work environment. 

The classic attempt to define job satisfaction was 

made in 1935 by Hoppock (34). He defines job satisfaction 

as any combination of psychological, physiological, and 

environmental circumstances that cause a person to say 

he is satisfied with a job. 

According to Vroom (97), the term job satisfaction 

refers to affective orientations on the part of individuals 

toward the work roles that they are presently occupying. 

Positive attitudes toward the job are conceptually equiva-

lent to job satisfaction, and negative attitudes toward 

the job are equivalent to job dissatisfaction. 

Another definition of the concept, as formulated by 

Smith (89), is that satisfaction has been thought to 

refer to an effective response of an individual to a job; 

it results when on-the-job experiences relate to job 

satisfaction as the pleasurable or positive emotional 

state resulting from the appraisal of one's job or experience, 

Beer (11, pp. 34-44) states that job satisfaction is the 

attitude of workers toward the company, their jobs, their 
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their fellow workers, and other psychological objects 

in the work environment. 

In the educational setting. Hoy and Miskel (35) 

contend that job satisfaction can be said to be a present 

and post-oriented affective state of mind that results 

when the educator evaluates his work role. Although 

several acceptable definitions of the concept of job 

satisfaction exist, the operational measurement of it 

remains difficult. 

Theories on Motivation to Work 
And Job Satisfaction 

Since motivation to work and job satisfaction, Vroom 

(97) says, are important factors in any organization, many 

theories of motivation have been developed and applied to 

studies in the area of job satisfaction in order to determine 

the effects of an individual's attitude toward his job (37). 

Most popular among managers, trainers, and human-resource 

specialists are the motivation theories based on the work 

of Herzberg (30), Maslow (53), and McGregor (59). The 

following theories are discussed to provide some theoretical 

background for this research study. 

Hoy and Miskel (35) state that the need hierarchy theory 

has become a key concept in the study of human motivation. 

Maslow (53, pp. 372-382) formulated the five basic need 

levels in hierarchy as the foundation for his model for 
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human motivation. At the first level of the heirarchy 

are physiological needs, which consist of the fundamental 

biological functions of the human organism. At the second 

level, safety and security needs are derived from the 

desire for a peaceful, smoothly running, stable environment. 

On the third level, belonging, love, and social needs are 

extremely important in modern society; Maslow feels that 

much emotional maladjustment stems from frustration of 

these needs. At the fourth level, esteem needs reflect 

the desire to be highly regarded by others; esteem needs 

include desire for achievement, competence, status, and 

recognition. At the fifth level is the need for self-

actualization, which is the need to be what an individual 

wants to be, to achieve fulfillment of life goals, and to 

realize the potential Of his or her personality. These 

needs form a hierarchy with the physiological needs being 

the most basic, with the self-actualization need being least 

basic and least physiologically important. 

Maslow's needs are related to one another and are 

arranged in a hierarchy of prepotentcy (57). The more 

prepotent a need, the more it precedes other needs in 

human consciousness and demand to be satisfied (54). This 

observation leads to the fundamental postulate of Maslow1s 

theory that higher-level needs become activated as lower 

needs become satisfied. The successive emergence of higher 

needs is limited in that lower-level needs are never completely 
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satisfied; moreover, if an individual cannot satisfy 

certain needs at a given level for any period of time, 

those needs again become potent motivators (53, p. 388). 

According to Hoy and Miskel (35), two conclusions 

about this theory are reasonable. First, the need hierarchy 

is somewhat useful in understanding human motivation, 

although the debate concerning the number of needs levels 

and their order of gratification is not yet finished. 

Second, since the data are so scant, Maslow's theory may 

be more powerful and robust than the research testing it. 

Due to Maslow's theory, it is useless to make a complete 

list of needs at each level because any number can be de-

rived depending on how specifically the needs are defined. 

Two-factor theory is another popular content theory of 

motivation that is proposed by Herzberg, Mauser, and Snydermann 

(32). The theory is variously termed two-factor, dual-factor, 

motivation-hygiene, or simply Herzberg's theory. Hoy and 

Miskel (36) report that this theory has been widely accepted 

recently by administrators and managers in many organizations 

including industries and educational institutions. 

From Herzberg's (30, pp. 42-67) study of motivation to 

work among 200 accountants and engineers in an industrial 

environment, he found that positive events were dominated 

by references to achievement, recognition, work itself, 

responsibility, and advancement. Negative events were 
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dominated by references to interpersonal relations with 

supervisors and peers, technical supervision, company 

policy and administration, working conditions, and personal 

life. From these findings, Herzberg postulates that one 

set of factors (motivators) produces satisfaction, while 

another set (hygienes) produces dissatisfaction. 

According to this theory (31), the two basic needs that 

all human beings have in common are the need as of an animal 

to avoid psychological pain and deprivation, and the need 

as an individual to grow intellectually. Silver (85) con-

cludes that the essence of the motivation-hygiene model 

is that the various features of a job can be classified 

according to the type of needs to which they relate. Job 

elements that can gratify employees' psychological-growth 

needs cause feelings of satisfaction when present and 

adequate; these job elements are called motivation factors. 

Job features that can gratify employees1 pain-avoidance 

needs cause feelings of dissatisfaction when absent or 

inadequate; these job elements are called hygiene factors. 

Herzberg (31) states that there are two processes of 

motivation. The first process involves mostly rich and 

potent high-level needs, often called self-fulfillment or 

actualization needs. These needs are believed to be the 

key to work performance. The five motivation factors are 

(a) achievement, (b) recognition, (c) work itself, (d) 
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responsibility, and Ce) advancement. In this theory, when 

the motivation factors are entirely fulfilled, an employee's 

performance can be expected to rise from neutral to high 

productivity. The second process of motivation is concerned 

with hygiene factors, which serve primarily to prevent job 

dissatisfaction. This process involves the lower order 

needs (physiological) and some of the simple elements of 

the psychological needs. The eleven hygiene factors are 

(a) salary, (b) positive growth, tc) interpersonal relation-

ship to subordinates, (d) status, (e) interpersonal relation-' 

ship to supervisors, (f) interpersonal relationship to peers, 

(g) supervision-technical, (h) company [university] policy 

and administration, (A) working conditions, (j) personal 

life, and (Jc) job security. Many of these needs are those 

that every worker in an organization expects will be fulfilled. 

Based on this theory, the presence of motivation factors 

acts to increase an individual's satisfaction; absence of 

these factors, however, does not necessarily cause job 

dissatisfaction. Herzberg (32, p, 66) concludes that 

individuals start from a neutral stance in that they process 

neither positive nor negative attitudes toward a job. The 

gratification of certain factors, called motivators, increases 

job satisfaction beyond the neutral point, but when the 

motivators increase job satisfaction beyond the neutral 

point, and the motivators are not gratified, only minimal 
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dissatisfaction results. On the other hand, when factors 

called hygienes are not gratified, negative attitudes are 

created, which produces job dissatisfaction. Gratification 

of hygienes leads only to minimal job satisfaction. Con-

sequently, motivators combine to contribute more to job 

satisfaction than to job dissatisfaction. Hygienes com-

bine to contribute more to job dissatisfaction than to 

job satisfaction. 

During the late 1950s McGregor (59) developed the 

immensely popular Theory X and Theory Y formulations that 

allow for clear fundamental alternatives for managing the 

employee and work. According to McGregor (.58, 60) Theory 

X is the belief held by managers that people are lazy. 

Since they dislike and avoid work, administrators must 

use the "carrot and stick" method to motivate them. 

Furthermore, the average person is by nature indolent, 

lacks ambition, dislikes responsibility, and prefers to 

be led; the individual is inherently self-centered and in-

different to organizational needs unless motivated by 

personal gain. 

In contrast, McGregor (58, 60} also formulated Theory 

Y, which assumes that people have a psychological need to 

work and they desire achievement and responsibility. The 

average human being does not inherently dislike work. 

Depending upon controlled conditions, work may be a source 
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of satisfaction and will be voluntarily performed, or a 

source of punishment and will be avoided if possible. Ex-

ternal control and the threat of punishment, however, are 

not only the means by which effort toward organizational 

objectives is brought about. Man will exercise self-

direction and self-control in the service of objectives 

to which he is committed. The average human being learns 

not only to accept but to seek responsibility. Avoidance 

of responsibility, lack of ambition, and emphasis on security 

are generally consequences of experience, not inherent human 

characteristics. According to Theory Y, people are not by 

nature passive, lazy, irresponsible, or resistant to 

organizational needs. 

Sergiovanni (.841 concludes that Theory X*-oriented 

administrators use either hard-sell tactics, in which 

authoritarian and coercive leadership is exerted, or soft-

sell tactics, in which human relations or a democratic and 

paternal administration prevails. In ea.ch instance, sub-

ordinates must be persuaded, rewarded, punished, and con-

trolled. Theory Y administrators believe that feelings, 

attitudes, and the performance level of subordinates are a 

direct reflection of his attitudes and actions. 

Hoy and Miskel (35) warn that before adopting Theory Y 

as a panacea, administrators should carefully examine its 

shortcoming. First, employees are viewed as fitting into 
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the pattern envisioned by either Theory X or Theory Y, 

when, in fact, employee work habits lie along a continuum 

ranging from X to Y. Second, Theory Y places a great deal 

of responsibility for achievement on both workers and 

administrators. The theory fails to recognize individual 

variations in coping with responsibility. 

The expectancy theory is Vroom's (37) explanation of 

work motivation. The theory is also called Valence-

Ins trumentality-Expectancy value (VIE) Theory and Value 

Theory. Hoy and Miskel (35) note that in comparison to 

other formulations of work motivation, the expectancy 

theory presents a complex view of the individual within 

the organization. 

Vroom (96) states that individuals make decisions 

about their own behavior in organizations by using their 

ability to think, reason, and anticipate future events. 

Motivation is a conscious process governed by laws. People 

subjectively evaluate the expected value of outcomes or 

personal payoffs resulting from their actions, and then 

they choose how to behave. In addition, Vroom (96) believes 

that forces in the individual and the environment combine 

to determine behavior. Individual values and attitudes, 

for example, interact with environmental concepts, such 

as role expectations and organizational climate, to 

influence behavior. 
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Vroom (.97) discusses the three concepts in the model 

and their interrelations. In this model, expectancy is 

an action-outcome association measured by the extent to 

which an individual believes that a given level of activity 

will result in a specified level of good accomplishment. 

Expectancy, therefore, is the belief that the employee's 

task and effort will bring success and high performance 

to both organization and the employee himself. 

Vroom (96) describes valence as the perceived positive 

or negative value, worth, or attractiveness that an individual 

ascribes to potential outcomes, reward, or incentives for 

working in an organization; in other words, it is the 

strength of a person's desire for a particular reward, 

The expectancy theory attributes motivation to the expectancy 

that an act will be followed by a reward and to the valence 

which that reward holds for the individual. 

The concept of instrumentality is defined by Vroom (96) 

as the perceived probability than an incentive with a valence 

will be forthcoming after a given level of performance or 

achievement. Instrumentality is high when there is a strong 

association between individual performance and being rewarded. 

Nadler and Lawler (64) discuss the process by which 

people decide to behave in a certain way. In general, 

motivation to behave in a certain way is greatest when the 

individual believes that (a) the behavior will lead to 

rewards (high instrumentality), (b) these outcomes have 
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positive personal values (high valence), and (c) the ability 

exists to perform at the desired level (high expectancy). 

Lawler C45) also concludes that the expectancy theory 

is a cognitive theory, cognition being the thought process, 

and is thus an internal approach to both motivation and 

behavioral causation. The expectancy theory, therefore, 

explains the cause of motivation which influences the be-

havior of the individual and, Lawler says, is also an 

incentive theory based on motivation. Incentive theories, 

in general, describe behavior as being consciously pur-

poseful and goal directed. 

Alderfer (2, p. 144) proposed another theory of motiva-

tion called The Existence, Relatedness, and Growth Theory 

(ERG). The theorist acknowledges the strong role that 

Maslow's work played in the development of his theory, and 

the similarities between two theories. According to this 

theory, existence, relatedness, a,nd growth are the basic 

categories used to conceptualize human needs. Existence 

needs are the basic and material needs of human being which 

are satisfied by environmental factors, such as food, water, 

salary, fringe benefits, and other conditions of work; these 

needs may go unnoticed, particularly in conditions of plenty, 

Relatedness needs are satisfied by the mutual sharing of 

thoughts and feelings with significant others in one's life, 

such as family members, supervisors, co-workers, subordinates, 

friends, and enemies; since the satisfaction of relatedness 
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needs is a cooperative process, individuals need to tell 

other people their thoughts and feeling and have others 

reciprocate. Growth needs are the unique development 

of a person and the opportunity to fulfill it. These 

needs involve individuals in interaction with their environ-

ment for the purpose of developing their creative abilities 

and capacities. Satisfaction of growth needs occurs when 

the individual engages in problem solving fully using his 

capacities while developing new ones. A person who ful-

fills his own needs has a greater sense of fullness as a 

human being (2, pp. 145-147). 

According to Alderfer's (3) theory, the definitions of 

existence, relatedness, and growth needs include two com-

ponents: a target toward which need is directed and a pro-

cess essential to satisfaction. The three basic proposi-

tions that describe the relationships between desires for 

the target of certain needs groups and satisfaction of that 

desire are (a) the less a need is satisfied, the more its 

target is desired; (b) the less that relatedness needs are 

satisfied, the more the targets of existence needs are 

desired (an individual will seek to satisfy desires with 

more material referents if relatedness needs are unsatisfied), 

and (c) the more that existence needs are satisfied, the 

more the targets of relatedness needs are desired. This 

progression occurs because satisfaction of existence or 
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relatedness desires frees the individual to satisfy 

either of them. 

Skinner (86), who is an influential and widely known 

psychologist/ proposed principles of behaviorism in 1938 

which have been used for some time in mental hospitals, 

psychotherapeutic situations, and schools—particularly 

in special education classrooms. The theory has been also 

applied to a variety of other problems as well. Several 

recent attempts have been made to apply this general theory 

of behaviorism to the management of employees in work 

organizations, one of which is by Hollen and Gemmell (33). 

According to Skinner (86), there are three fundamental 

assumptions on which behaviorism is based. First, humans 

generate energy, become active, and display behaviors 

of various kinds. These observable behaviors constitute 

the focus of concern for behaviorists. Second, behavior 

is a lawful process; it is determinded and controlled in 

systematic and consistent ways by genetic and environmental 

factors; furthermore, behavior has consequences that may 

either increase or decrease the probability that it will 

occur again. Third, speculation about feelings, thoughts, 

or other internal processes as causes of behavior is un-

necessary and misleading. Skinner believes that changes 

in inner states do not control behavior. Rather, environ-

mental conditions—for example, reinforcement or punishment-
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influence internal responses as well as overt behavior. 

Thus, inner states are considered effects rather than 

causes. 

Kagan and Haveman (39) concluded in 1968 that the 

major emphasis of Skinner's theory is on stimulus-response-

reward association, and Neel (66) suggests that behaviorism 

proposes that behavior is a function of its consequences 

(65). Hoy and Miskel (35) point out that to elicit the 

desired employee behavior, management must see that the 

consequences of behavior are designed to increase the 

frequency of desired behavior and decrease the frequency 

of undesired behavior. The important point in motivating 

an employee is that rewards follow performance on an 

effective and appropriate schedule. 

Yukl, Lathan, and Persell (100, pp. 221-232) state that 

the investigators usually found that individuals who are 

rewarded for successful job performance show a greater 

degree of job satisfaction than individuals who are not 

rewarded for successful job performance. Reinforcement, 

therefore, plays an important role in a person's job 

satisfaction. 

Goal Theory or the technique of goal setting was first 

stated by Locke (46) and his associates in 1968. According 

to Hoy and Miskel (35) the theory—as a cognitive process 
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approach of work motivation—became increasingly popular 

during 1970s. 

Locke, Cartledge and Knerr (48, pp. 135-139) simply 

defined a goal as what an individual consciously is trying 

to do. The basic postulate of the theory is that achieve-

ment of a goal by an institution constitutes the primary 

motivation forces behind work behavior. According to 

Locke (47, pp. 157-189), there are two types of goals: 

specific goals and general goals. Specific goals are 

superior to general goals. Difficult goals, when accepted, 

lead to greater effort than easy goals. The participation 

of subordinates in goal setting activities, as opposed to 

goal setting by the superior alone, leads to employee 

satisfaction, although it may not increase employee performance, 

According to Yukl and Latham (99, pp. 294-298), there 

are three shortcomings of Locke's theory. First, the 

theory fails to specify what determines goal acceptance 

and commitment; a second weakness concerns the mechanisms 

that explain how goal acceptance, goal difficulty, and 

other variables combine effort; a third problem is with 

perspective. A theory is better for predicting outcomes for 

simple jobs with concrete results, but is less effective 

when tasks are complex. Thus, while goal theory shows 

promise as an explanation of work motivation and may even 

enhance other formulations, much remains to be learned about 

its process and application for higher education administration. 
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Research Studies on Motivation to 
Work and Job Satisfaction 

The formal recognition of job satisfaction and moti-

vation to work as separate areas of study began with the 

1930 work of Kronhauser 144,, pp. 348-351) , and McClelland 

(57) began in 1953 to study motivation to work. French 

(25) in 1958 and Vroom C95) in 1962 both found that workers 

who have both greater experience on the job and measured 

ability improve their performance more when conditions 

designed to increase motivation are established. Vroom 

(96) says that the general picture emerging from such 

research is that the effect of ability and motivation on 

performance is not additive,, but interactive. The data 

presently available suggest something more clearly resembling 

the multiplicative relationship depicted in the formula of 

performance = (ability x motivation). 

In recent years many studies have been done in the area 

of motivation to work and job satisfaction. Furthermore, 

many theories of motivation also have been applied to the 

area of job satisfaction in order to determine the effect 

of an individual's attitude toward hip job. For instance, 

Maslow's (54) needs hierarchy theory and Vroom's (97) 

valence expectancy theory were applied to studies by 

Porter (74) and Slocum (87). 
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Studies in Business and Industry 

Research studies about motivation to work and job 

satisfaction are usually found in the literature of business 

and management. In general, these studies focus on the 

employee's motivation to work and job satisfaction, the 

employee's satisfaction with the working environment, and 

the quality of work produced by the employees. Since 

these theories were first applied in the area of business 

and industry, some of the recent studies are discussed to 

provide background for this study, 

Chung {11, pp, 31-41) reviewed studies dealing with 

the importance to motivation of factors that include job 

content, supervision, leadership, work group infleunce, 

promotional opportunity, physical environment, performance, 

and reward. He concludes that managers must use organiza-

tional incentives that efficiently promote personal and 

organizational goals. Zippo (101, pp. 39-41) conducted a 

study on the hidden values behind employee motivation, 

Response analysis recently surveyed employee job values 

for a large Canadian bank, asking employees to rate the 

importance of each of fifteen job factors. Both manage-

ment and non-management employees placed a high conscious 

value on (a) having good supervision, (b) receiving good 

pay, (c) having good advancement opportunities, and (d) 

being treated fairly. 
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Nowlin (67, pp. 224-227) conducted a study of factors 

that motivate public and private sector managers. Sixty 

five middle managers in western New York were asked to 

identify what they liked and disliked about their jobs. 

The results indicate that public sector managers were 

motivated by such factors as responsibility, work itself, 

and the opportunity to grow; the fourth motivating factor 

was money. Among the private sector managers, work itself 

was the leading motivator. Public sector managers indicated 

that the lack of opportunity for advancement was the factor 

they disliked most about their job, while private sector 

managers listed personal life interference as the aspect 

of their job they disliked most. Both sectors were in 

agreement on the importance of the work itself and responsi-

bility as primary motivators. 

Manze (51, pp. 52-56) conducted a study with data 

processing managers in order to understand an existing 

problem of motivating personnel to achieve efficiency. 

The results of the study demonstrate that positive factors 

or motivators that deal with job satisfaction are most 

important in improving efficiency. The motivators include 

achievement, recognition, work content, responsibility, 

advancement, and growth. Manze concludes that all employees 

will be satisfied with a job if the job is designed so that 

the employees encounter â .1 six motivators. 



35 

Pearce {12) conducted research to study job attitude 

and motivation differences between volunteers and employees 

from comparable organizations ta newspaper, a poverty relief 

agency, a fire department, and a family planning agency). 

According to the results, volunteers were found to be more 

frequently motivated to work for the rewards of social inter-

action and service to others than are employees. In addition, 

volunteers experienced greater job satisfaction and expressed 

fewer intentions to leave their jobs than paid workers, 

Ridgeway C80, pp. 1-3) conducted a study to compare the 

work needs and satisfactions of bl^ck and white unskilled 

workers. The results s h w that both white and black workers 

have similar work need structures. Both groups ranked the 

needs in the same order of importance, with the most important 

being (a) adequate wages, (b) working with friendly people, 

and (c) security of employment. Ridgeway says that according 

to Maslow, these workers respond to work in terms of their 

lower needs—physiological and safety—rather than the higher 

order needs of self-actualization. 

Futrell (26) conducted an evaluation study on a sales 

force of 399 individuals using the expectancy theory. In 

this study, the expectancy model was tested using data on 

work effort and satisfaction. Performance ratings were 

obtained from subjects' supervisors. Contrary to expecta-

tions, the relationships between effort and performance 
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and between performance and satisfaction were not signi-

ficant. However, satisfaction positively influenced sales-

persons to stay in their jobs. 

Job satisfaction was also studied with 822 police 

officers by Hochstedler and Dunnings (32, pp. 47-69). The 

results indicate that although there is relationship between 

job satisfaction and communication satisfaction, there is 

no statistically significant relationship between these two 

variables. The results also show that communication with 

immediate supervisors was rated as most important. Lynn 

(49, pp. 5-6) also found that supervisors must discover 

each worker's work reward and assist the work to achieve 

this reward if productivity is to be increased via motivation. 

Keaveny, Jackson, and Fossom (41, pp. 55-58) found that 

gender does indeed make a difference in job satisfaction. 

They surveyed the workforce in a western state and then com-

pared men and women on the basis of overall satisfaction with 

their jobs as well as sources of dissatisfaction if dis-

satisfaction was indicated. Their findings indicate that 

for the total combined sample there was no difference in 

the overall proportion of males and females who are satisfied 

with their jobs. There was, however, a significant difference 

among workers who held graduate or professional degrees 

since males expressed greater satisfaction than females. 

Weaver (98, pp. 43-49) also found that a larger proportion 

of males in the occupational category composed of professional, 
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technical, and kindred workers tended to express greater 

job satisfaction than their female counterparts. 

Forgionne and Peeters (23, pp. 66-72) conducted a 

study to assess job satisfaction and motivation variances 

of men versus women and of whites versus minorities using 

a population of 450 managers from various organizations. 

Statistical analysis of the data indicated that job satis-

faction according to sex is not statistically different at 

management levels. However, whites are more satisfied with 

their jobs than minorities. Such factors as the degree of 

on-the-job training, education, and length of residence, 

however, contribute to the job motivation for both males and 

females and for both whites and minorities. 

Kaufman and Fetters (40, pp. 251-262) conducted a study 

on work motivation and job values among professional men 

and women. The results of the study indicate that there are 

no significant differences between males and female on any 

of the measured components of work motivation. Women did 

not appear significantly different from men on any of the 

motivational variables, in the rewards they valued on the 

job, or on the job characteristics they valued. 

The worker's age is an important factor of motivation 

to work. Blazadeh (8) refers to a study on age and job 

satisfaction for men and women in which age was found to 

be a very important element of job satisfaction among male 
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and female employees. A study by Altimus and Tersine (4) 

indicates that the significant variations among the age 

groups are in the satisfaction with work itself and with 

the esteem and self-actualization variables on the job. 

In a study of managerial level employees, Saleh and Otis 

(82) also found that satisfaction increases with age until 

the preretirement period when it declines. Form and 

Geschwender (24) found that older people are generally more 

satisfied with their jobs. 

Marital status in another demographic characteristic 

that affects job satisfaction. Rachman and Kemp (76) state 

that married workers are more satisfied with their jobs 

than single people. Although Findley (22) found that marital 

status was positively related to the general job satisfaction 

level, neither Alderfer (78) nor Richardson (74) found no 

direct causative relationship between job satisfaction and 

marital status. 

Length of employment is another important aspect of job 

satisfaction. Hrebiniak and Alutto (36) found that years of 

service is one of the two most important predictors of 

attitudinal commitment. Pfeffer and Lawler (73) noted the 

positive effect of longevity on attitudes toward the organi-

zation. Studies by Becker (10) and Buchanan (14) support a 

relationship between longevity and satisfaction with the 

organization. 
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Fein (21) conducted research to study how to improve 

productivity through worker involvement. The results of 

this study show that workers' pay is related to performance, 

the motivation to work is raised, and the workers are more 

likely to be satisfied with their work. Ackermann (1) 

also found that the degree of equality and inequality in 

pay exerts a strong impact on work behavior. Laboratory 

experiments support the hypothesis that increasing the 

degree of equality in pay will decrease dissatisfaction 

with pay as well as increase motivation to stay on the 

job and perform well. 

Studies in the Educational Environment 

Recently many attempts have been made to adapt the 

concepts of motivation to work and job satisfaction and the 

methodologies from business and industry for use in the 

educational sector, and these two topics have become signi-

ficant areas of investigation. In this section, the review 

of research studies is restricted to the research of motiva-

tion to work and job satisfaction in the educational environment, 

American Institutions.—Studies on motivation to work and 

job satisfaction have been done in both secondary schools and 

higher educational institutions. Although the focus of the 

literature review in this section is on research studies in 

colleges and universities, a few secondary school studies are 

also discussed. 
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Research studies in secondary schools seem to indicate 

that many different factors contribute to job satisfaction. 

According to a study on twenty-five years of morale research 

by Blocker and Richardson (13) , job satisfaction in this 

area is determined by many factors, all of which are 

important. 

Smith and Ellis (88) conducted a survey to determine 

staff motivation among twelve rural public school systems 

in Georgia. The study was made to identify factors that 

lead to job satisfaction and dissatisfaction. The results 

show that some factors which lead to satisfaction are student 

accomplishment, staff relations, and advancement. Areas of 

dissatisfaction include work conditions, community relations, 

and supervision. Salary was seen as a neutral-negative 

factor. Smith and Ellis conclude that management can have 

a big impact on the dissatisfiers, such as discipline, system 

support, and work conditions. Appropriate managerial policy 

can reduce dissatisfaction. 

Findley (22) found no significant difference between 

the general job satisfaction for business teachers in two-

year and four-year colleges. Age, Salary level, marital 

status, and years in present position were positively related 

to the general job satisfaction level. He also found that 

school policies and practices and supervisory relations 

related least to job satisfaction. Conversely, Alderfer 
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(78) found no direct causative relationships between job 

satisfaction and age, sex, marital status, years of 

teaching experience, or educational level. Richardson 

(79) also found that age, teaching experience, and marital 

status have no causative relationship to job satisfaction. 

In 1982, Paster and Erlendson (70) conducted a research 

study of higher order need strength and job satisfaction 

among secondary public school teachers. The researchers 

conclude that needs of the teachers studied are predominantly 

of a higher order (such as autonomy and variety), and that 

job satisfaction is significantly related to teacher needs. 

Accordingly, school administrators should learn to identify 

the needs of their teachers in order to understand and help 

them to gain satisfaction from their job performance. 

A study on the applicability of Herzberg's motivation-

hygiene theory was conducted by Madved (50) in 1982 to 

determine the motivation factors of teachers. The results 

show that the motivation factors (achievement, recognition, 

work itself, responsibility, and advancement) which produce 

satisfaction for teachers are also, if absent, most often 

the cause for teacher dissatisfaction. 

Since the topic of motivation to work and job satis-

faction has received considerable and sustained attention in 

several organizational areas, research studies on these 

topics have been done in colleges and universities. In 
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1978, May (56) conducted a research study at selected small 

liberal arts colleges to investigate the Herzberg motivation-

hygiene theory of job satisfaction and dissatisfaction among 

academic personnel. It was found that the three highest 

ranking factors affecting satisfaction are work itself, 

achievement, and interpersonal relations (subordinates). 

The four most important dissatisfiers among the academic 

personnel are lack of achievement, policy and administration, 

lack of recognition, and personal life. 

Harshberger (29) also conducted a study to investigate 

job satisfaction-dissatisfaction and the motivation to work 

of full-time university teaching faculty. The data indicate 

that the data for full-time teaching faculty in this study 

were significantly (.01 level) different by levels of job 

satisfaction-dissatisfaction when classified by demographic 

variables. Generally, the older, the high-ranking, tenured, 

experienced professors who taught in a small, established 

college were more satisfied and less dissatisfied than 

their younger, lower ranking, untenured, less experienced 

counterparts in the larger, newer college. 

Work motivation, central life interests, and voluntarism 

were investigated by DeFrain (19) to predict college teachers' 

job satisfaction and job performance. The results indicate 

that motivation, central life interests, and voluntarism were 
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not included in the regression equation, they alone are 

not considered significant predictors of job performance. 

In a study conducted with faculty and administrators 

of Georgia State University at Atlanta, Openshaw (69) 

found that respondents exhibited a high degree of job 

satisfaction. Contrary to the Herzberg theory, both moti-

vation and hygiene factors were primarily related to feelings 

of job satisfaction rather than to feelings of job dissatis-

faction, and hygiene factors were significantly greater 

indicators of job satisfaction than were motivation factors. 

Academic administrators had significantly higher overall job 

satisfaction scores than did full-time teaching faculty. 

Davis and others (18) recognize morale as a multidimensional 

concept consisting of a number of independent attitudes and 

feelings. Examples of factors that have been studied in terms 

of their relationship to morale are age, sex, marital status, 

years of teaching, degrees or advanced studies, amount of 

teaching time, class size, salary, clerical duties, prepara-

tion time, teaching load, red tape or reports required, 

physical resources, family relationships, and administrative 

relationships. 

In a study by Moxley (63) of 200 higher education 

faculty members, the results show that policies and practices, 

salary budgets, supervision and technical factors, and the 

time element were strong contributors to dissatisfaction. 
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The study also indicates that the motivators of achievement, 

recognition, and growth opportunities were highly associated 

with satisfying teaching experiences. In another study by 

Habecker (28), the data indicate that tenured faculty express 

higher levels of job satisfaction than do nontenured faculty. 

It was also found out that tenured faculty are not less pro-

ductive after they achieve tenure, and productivity does not 

necessarily decrease with advanced age. The results of this 

study indicate that when faculty members achieve tenure, it 

is probably related to the degree of job satisfaction. Tenured 

faculty, therefore, are more satisfied with their jobs than 

nontenured faculty. 

Avakian (7) found that the most important factors in job 

satisfaction among faculty members in institutions of higher 

education are work itself, eichievement, best use of abilities, 

security and challenging assignment. The factors related 

significantly to job satisfaction are institutional policy 

and administration, salary and interpersonal relations with 

administrators. According to Morris (62), faculty members in 

private liberal arts colleges were satisfied with their work 

for reasons which were intrinsic to the work process. Benoit 

(12) conducted a research study among female faculty of the 

state universities of Louisiana, and she found that moral 

values, social service, and activity were the factors that 

contributed to feelings of satisfaction among female faculty. 
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A 19 81 paper by Schneider and Zalesny (83) suggests 

that college faculty members are deeply in need of self-

actualization, growth, and achievement. As such, they 

may be attracted to moderately risky settings that offer 

them opportunities to be autonomous and successful. Balyeat 

(9) found that more faculty turnover results from both a 

cumulative dissatisfaction with general administrative policies 

and practices relating to facilities and personnel policies 

that do not meet faculty neeids than from offers of more 

desirable positions. 

Organizational i climate is ari important factor that 

affects motivation to work and job satisfaction. Mariner 

(52) found that an open organizational climate was correlated 

to satisfaction with numerous job characteristics. Conversely, 

a closed organizational climate was correlated to dissatis-

faction with those variables. The more generally satisfied 

a person is, the more likely that person is to remain with the 

situation. On the other hand, a person who is not satisfied 

with a job is more likely to leave the institution. Junior 

faculty members were found to be more likely to plan to leave 

a first position because of dissatisfaction. According to 

Nicholson and Miljus (66), the satisfying work role provides 

high pay, promotional opportunities, participative supervision, 

opportunities to interact with peers, varied duties, and a 

high degree of control over work methods. According to this 
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study, professors are satisfied with the work itself, but 

are less satisfied with its intangible rewards, especially 

salary and promotion. 

Among the personal demographic variables, the sex of 

the individual is an interesting factor related to motivation 

to work and job satisfaction. In 1982, Balazadeh (8) found 

that female faculty members showed a greater degree of job 

satisfaction than male faculty members. Female faculty 

members also showed a somewhat similar degree of motivation 

to work to that of male faculty members. 

Holland and Gemmel (33) compared community college 

female and male professors on job satisfaction in decision 

making, job-related tension, job involvement, and job 

satisfaction, and found that the community college male 

professors express greater levels of overall job satisfaction 

than female professors. Soper (90) found in his study of male 

faculty at a large southeastern university that job satisfaction 

increases linearly with age. From Rada's (77) study of 

factors that influence job satisfaction of community college 

teachers, the results indicate that neither the length of 

teaching experience nor prior teaching background are signifi-

cantly related to faculty job satisfaction. 

Institutions in other countries.—Some research studies 

on motivation to work and job satisfaction have been done in 
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Thailand. In 1972, Pasuwan (71) conducted a study of morale 

and job satisfaction of Thai vocational teachers. The results 

indicate that recognition registered below the neutral level, 

personal life registered above the neutral level, and inter-

personal relationships registered highly above the neutral 

level for Thai vocational teiachers. The finding also revealed 

no relationships between the level of job satisfaction and age, 

working location, or educational attainment. 

In her study of Thai faculty, Buranasing (15) drew 

five conclusions from the data findings. These conclusions 

are that (a) open-admission university teachers and closed 

university teachers do not differ in their overall level of 

morale; (b) morale levels between male and female teachers 

do not differ significantly; (c) age and teaching experience 

do not affect morale levels of university teachers; (d) salary 

has a strong impact on the morale levels of teachers; (e) 

although academic degree held has no effect on the total 

morale level, it does have an effect on both the satisfaction 

of teaching and the community support of education. 

Job satisfaction has also been studied using a population 

of Thai faculty members of the National Institute of Develop-

ment Administration (NIDA) by Jariyavidyanont (37). It was 

concluded that NIDA-employed faculty members were moderately 

satisfied with their jobs. The five highest rated factors of 

job satisfaction were the convenience and comfort of the 
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office, high status of the profession, opportunities to 

develop professionally, opportunities to do research, and 

freedom of thought and expression. The five highest rated 

factors for job dissatisfaction were low salary and the feeling 

of being underpaid, too much bureaucracy and red-tape, out-

dated rules and1 regulations, poor administration, and lack 

of seriousness about their work on the part of some faculty 

members. The results also reveal that sex, age, and marital 

status had no affect on levels of job satisfaction. 

The study conducted by Kongtieng (43) indicates that 

high teacher morale in Thai demonstration schools is associated 

with being older, being a woman, being paid a high salary, 

having many years of experience, being unmarried, owning a 

home, having an industrial family background, and having 

taught in both demonstration schools and universities. Low 

morale is associated with high community pressures, heavy 

teaching load, low teacher status, bureaucratic curriculum 

issues, being a younger teacher with less experience, re-

ceiving a lower salary, being married, not owning a home, and 

having a business background. 

Sudsawad (92) also studied factors that affect faculty 

job satisfaction at selected universities in Thailand. The 

results of the study reveal that the major sources of job 

satisfaction for Thai faculty members are policy, administra-

tion, and salary. The relevant sources of dissatisfaction are 
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achievement, growth, and interpersonal relations. Married 

faculty members are more dissatisfied with working conditions 

and recognition than other groups. Sex and primary responsi-

bilities are found to have no statistically significant effect 

on the major factors by which job satisfaction is measured. 

A recent study of job satisfaction and dissatisfaction 

among faculty members in Thai teacher training institutions 

was conducted by Vatthaisong (94). Findings include the 

following: (a) sources of scitisfaction for faculty in rank 

order of importance are interpersonal relations, the work 

itself, achievement, recognition, responsibility, growth, 

working conditions, supervision, and administrative policies; 

the greatest source of dissatisfaction is salary paid; (b) 

faculty who have more than ten years teaching experience 

are more satisfied with their achievements and working con-

ditions than faculty who have less than ten years experience; 

(c) faculty who have more than ten years teaching experience 

expressed more overall satisfaction than faculty who have less 

than ten years experience; (d) no differences exist among areas 

of satisfaction between male and female faculty members. 

Research studies on motivation to work and job satisfaction 

also have been done in Nigeria. Fagbamize's (.20) study shows 

that Nigerian university teachers were found to be dissatisfied 

with their remuneration and conditions of service; many would 

not choose teaching if they were to begin a career again. 

Those faculty who were married, more experienced, and more 
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qualified were most dissatisfied. They were, however, more 

satisfied than their less senior colleagues with the attitudes 

of students toward faculty. Fagbamize tentatively concludes 

that, on the whole, these university teachers can be described 

as dissatisfied with the Nigerian higher educational system. 

In 1980, Olasiji (68) applied the two-factor theory in 

his study which had the central purpose of discovering the 

morale and job attitudes of faculty and university administra-

tors in a Nigerian university. His findings indicate that 

five of the six motivators in the two-factory theory are strong 

determinates of job satisfaction among both faculty members 

and administrators. Furthermore, hygiene factors were found 

to be the major source of job dissatisfaction for the two 

groups. However, the findings indicate that the leading 

motivators and hygiene factors are not the same for both 

faculty and administrators. 

Aluko (5) conducted a research study to determine the 

relationship between the motivation to work for Nigerian 

lecturers and their perceptions of their academic organiza-

tional climate. The results show that the way in which 

Nigerian lecturers view their academic organizational climate 

(open or closed) appears to be unaffected by intrinsic 

motivation factors. On the other hand, the way in which 

lecturers view their academic organizational climate((open 

or closed) appears to be affected by extrinsic work motivation. 
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In addition, the results indicate that the organizational 

climate of Nigerian Universities is not conducive to 

rewarding the individual meritorious accomplishment of their 

lecturers. 

Summary 

Motivation to work and job satisfaction are significant 

topics in both business and education. The topics were 

first related to business and industry. Recently many 

attempts have been made to adapt these concepts for utilizing 

in educational fields. Various theories on motivation to 

work and job satisfaction heive been found by many theorists 

in order to present their points of view to these topics 

Several research studies have been done in business 

and industry; however, many educators have also conducted 

studies in the educational environment. According to the 

review of the related literature in this chapter, a majority 

of the results of these studies reveal that faculty and 

employees use different methods of motivation and job 

satisfaction. Even though much research has been conducted 

in business concerning motivation and job satisfaction, this 

study explores the motivation and job satisfaction of faculty 

members who are engaged in student activities at Srinakharinwirot 

University in Thailand. 
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CHAPTER III 

METHODS AND PROCEDURES 

Chapter III describes the methodology used in this 

study. The four topics upon which this chapter focuses 

are (a) the population of the study, (b) the instruments, 

(c) the data collection procedures, and td) the statistical 

treatment of the data. 

Population of the Study 

The population for this study is composed of 206 

student activities advisors. They are employed at all 

eight campuses of Srinakharinwirot University in Thailand. 

The Survey Instruments 

Two separate survey instruments were utilized to collect 

the data for this study. The Educational Work Component 

Study questionnaire (EWCS) (2) is designed to measure work 

motivation in the academic organization. The Job Descriptive 

Index questionnaire (JDI) (4) is designed to measure job 

satisfaction. Written permission for the use of these survey 

instruments was obtained from Miskel and the Department of 

Psychology at Bowling Green State University (see Appendix A). 
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The Educational Work Component Study 

In order to measure the factors relating to motivation 

to work for student activities advisors, the Educational 

Work Component Study (EWCS) was used (see Appendix D). 

Originally, this instrument was designed for use in in-

dustrial settings by Borgatta (1) to serve as an industrial 

selection device based on Herzberg's theory of work motiva-

tion; it was adapted for use in educational organizations 

by Miskel and Heller (2). Miskel and Heller accomplished 

the revision of this questionnaire by deleting words and 

terms that were particularly related to industrial situations, 

Miskel and Heller determined the factorial stability of the 

EWCS and Cronbach's alpha coefficient to establish internal 

consistency of the items. The reliability of the EWCS 

ranges from .73-.83 (2, p. 49), Because this questionnaire 

was used in this study with faculty in a Thai university, 

the content validity then was reestablished by submitting 

the instrument to five doctoral students in education at 

North Texas State University who are experienced faculty 

members of Thai universities. 

The EWCS is a self-reporting instrument of 34 items 

(see Appendix D), Following each item, as listed below, 

are five Likert-type responses; these are 1 = extremeley 

undesirable, (would never take the job); 2 = undesirable, 

(would avoid the job); 3 = neither desirable nor undesirable; 



63 

4 = desirable, (would favor the job); and 5 = extremely 

desirable, (would favor job greatly). 

Factor scores can range from 1 to 5, and the score 

for each individual can range from 1 to 170. To describe 

the level of motivation, the following scales describe 

respondents' mean scores (x) for the motivation to work 

of student activities advisors. A mean score between 

1.00-1.50 indicates extremely low motivation; a mean score 

between 1.51-2.50 indicates low motivation; a mean score 

between 2.51-3.50 demonstrates neither low nor high moti-

vation; a mean score between 3.51-4.50 indicates high 

motivation; and a mean score between 4.51-5.00 shows ex-

tremely high motivation. 

The EWCS is composed of six factors that elicit re-

sponses to the factors most desired in a job which motivate 

one to work. These factors include (a) potential for per-

sonal challenge and development, (b) competitiveness desira-

bility and reward of success, (c) tolerance for work pressure, 

(d) conservative security, (e) willingness to seek reward 

in spite of uncertainty, and (f) surround concern. 

The Job Descriptive Index 

In order to measure the factors of job satisfaction 

for student activities advisors, the Job Descriptive Index 

(JDI) was used. The Job Descriptive Index was originally 

developed at Cornell University by Smith (3, pp. 34 3-350) 
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and was selected as a measure of satisfaction with the 

components of this study because of the extensive validation 

in its construction. 

During the mid-1960s Smith, Kendall and Hulin (4) 

refined this instrument. The split-half reliability of 

all JDI scales is .80 or higher (3), Since this questionnaire 

was used with Thai faculty in a university, the content 

validity was also reestablished by submitting the instrument 

to the same group of doctoral students in education at North 

Texas State University. 

T h e J o b Descriptive Index is an adjective checklist 

that measures satisfaction with five aspects of the job. 

The five subscales of the JDI include (a) work on present 

job, (b) supervision, (c) present pay, (d) people on your 

present job, and (e) opportunities for promotion. 

For each of these five aspects there is a list of 

adjectives or short phrases, each of which has a blank 

space beside it for response. The respondent is instructed 

to respond as to how well each word or phrase describes an 

aspect of the respondents' job. Items on the JDI are 

arranged into positive and negative items that characterize 

job satisfaction. For each positive item, an affirmative 

response receives a weight of three while a negative response 

receives a weight of zero. For each negative item, a negative 

response receives a weight of three while an affirmative 
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response receives a weight of zero. All of the items 

marked as undecided by the respondent receives a weight 

of one regardless of whether it is positive or negative. 

The score for each individual may range from 0 to 210. 

To describe the level of job satisfaction, the percentage 

of the responses to each category (high satisfaction, un-

decided, and low motivation) is used to describe job 

satisfaction. 

The subjects included in this study are Thai faculty 

members at Srinakharinwirot University, Thailand. There-

fore, both the Educational Work Component Study and the Job 

Descriptive Index were translated from English into Thai by 

the researcher so that all subjects could answer the question. 

Data Collection Procedure 

To facilitate the collection of the data, permission 

to administer the questionnaires was obtained from the 

president of Srinakharinwirot University, h faculty member 

at the central campus (Prasarnmitr) in Bangkok was appointed 

by the researcher to be a research assistant. 

Since this research study is being carried out under a 

research grant from Srinakharinwirot University, the question-

naires were distributed to the population of the study through 

the cooperation of the assistants to the vice president for 

student affairs at the eight campuses. The research assistant 

distributed the questionnaires to the assistants to the vice 

president for student affairs at each campus who subsequently 
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collected the completed questionnaires from every campus. 

The individual packets delivered to the student 

activities advisors of Srinakharinwirot University included 

both the survey instruments plus a letter (See Appendix E) 

from the researcher explaining the purposes of the study and 

asking for each faculty members' cooperation. The completed 

questionnaires were collected by the assistants to the vice 

president for student affairs and returned to the research 

assistant at the central campus in Bangkok. The completed 

questionnaires were then forwarded to the researcher for 

data analysis. Of the total of 206 student activities 

advisors surveyed, 191 returned usable and completed survey 

instruments (92.7%). 

Statistical Treatment of the Data 

The returned questionnaires were manually checked for 

accuracy of completion by the researcher. For the Educa-

tional Work Component Study, the respondents' answers gave 

a weight for each items; therefore those scores were trans-

ferred directly onto a computer keypunch worksheet. On 

the other hand, the Job Descriptive Index had to be manually 

scored because of the yes, no or undecided response format. 

The scores, then, were manually transferred onto a computer 

keypunch worksheet. Finally the data were punched on cards 

and, the Statistical Package for Social Sciences (SPSS) 
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program (5) was used to analyze the data at North Texas 

State University's Computing Center. 

All demographic data were classified and compiled. 

Number and percentage of participants were calculated. 

The mean scores of motivation to work among subgroups 

of each individual variable were also calculated to describe 

level of motivation to work of student activities advisors. 

Percentage of responses were calculated to demonstrate job 

satisfaction of student activities advisors. These data 

are presented in Chapter IV, Tables I, II, and III. 

Different statistical testing procedures were used 

according to the hypothesis statements. For hypothesis 

one, the Kendall-Tau correlation coefficient was used to 

test the relationship between the score for motivation to 

work and the score for job satisfaction as perceived by 

subgroups of each individual variable of student activities 

advisors. 

In order to test the differences between the score for 

motivation to work and the score for job satisfaction and 

sex, age, marital status, and years of experience in the 

university in hypotheses two, three, four, and five, one 

way analysis of variance was employed. Furthermore, Duncan's 

multiple comparison procedures were used to determine where 

the differences occurred when significant differences were 

found among the scores of faculty in different groups for 

motivation to work and for job satisfaction. 
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The multiple regression correlation coefficient was 

used to test the relationship between the scores for moti-

vation to work and sex, age, marital status, and years of 

experience in the university, and between the scores for 

job satisfaction and sex, age, marital status, and years 

of experience in the university in hypotheses six and seven. 

Finally, the best predictors for motivation to work and 

job satisfaction from sex, age, marital status, and years 

of experience in the university variables were also determined 

through backward regression for each statistical model. 

Summary 

This chapter has presented the statistical methods and 

procedures used to conduct this study. Included were de-

tailed discussion of two survey instruments used to measure 

motivation to work and job satisfaction. The population was 

described and the methods of data collection were outlined. 

Finally, the statistical procedures used to treat the data 

were explained in relationship to the hypotheses posed for 

this study. Chapter XV presents the data finding. 
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CHAPTER IV 

ANALYSES OF THE DATA 

Introduction 

This chapter presents the analyses of the data obtained 

from administering the Educational Work Component Study and 

the Job Descriptive Index to 206 student activities advisors 

on eight campuses of Srinakharinwirot University, Thailand. 

Usable returns were received from 191 student activities 

advisors (92.7%). 

Data Analyses 

The data analyses for this study are divided into two 

sections. The first section presents descriptive statistics 

for the total responses in three subsections. First, the 

number of participants in the study are shown according to 

the dependent variables and the number of respondents within 

each demographic category. Additionally, percentages of 

participants are also shown according to the dependent 

variables and each demographic category. The data, in Table 

I provide the demographics for the respondent student 

activities advisors. Second, the total mean scores for 

motivation to work according to the demographic variables 

are presented in Table II to illustrate the degree of moti-

vation to work for student activities advisors within each 

70 
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demographic variable category. These data are further 

analyzed in the second section of this chapter through 

the statistical analyses of the hypotheses. 

The second section of the data analyses treats the 

collected data according to the seven research hypotheses 

that were developed to guide the study (see Chapter I). 

The data are tested using specified statistical tests 

(see Chapter III) to determine if there are significant 

relationships (at the .05 level) between the score for 

motivation to work and the scores for job satisfaction 

among student activities advisors, and significant relation 

ships (using backward regression at the ,1Q level) between 

the scores for motivation to work and the scores for job 

satisfaction among the linear combinations of the subgroups 

of each individual variable. On the basis of this testing, 

each null hypothesis is either accepted or rejected. 

Following the presentation of the findings that result from 

hypotheses testing, a summary of the major data findings 

concludes this chapter. 

Demographic Responses 

The data in Table I present the demographic for the 

number and percentage of participants included in this 

study. As indicated by the data in Table I, these data 

show that student activities advisors were classified by 

sex, age, marital status, and years of experience in the 
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TABLE I 

DEMOGRAPHIC DATA ON RESPONDENT STUDENT ACTIVITIES 
ADVISORS AT SRINAKHARINWIROT UNIVERSITY 

Variables 

Sex: 

Male 

Female 
Total 

Number of 
Participants 

132 

59 
191 

Percentage of 
Participants 

69.1 

30.9 
100.0 

Age: 

25 years or less 

26-35 years 

36 years or over 
Total 

21 

92 

78 
191 

11.0 

48.2 

40.8 
100.0 

Marital Status: 

Single 

Married 

Divorced 
Total 

71 

112 

8 
191 

37.2 

58.6 

4.2 
100.0 

Years of experience in the 
university 

5 years or less 

6-10 years 

11-15 years 

16 years or over 
Total 

39 

48 

61 

43 
191 

20.4 

25.1 

32,1 

22.5 
100.Q 
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university. Of the 206 student activities advisors sur-

veyed, complete data were obtained on 191 C92.7%). Of 

this number, 132 are males C69.1%) and 59 are females 

(30.9%). Of this population studied, the majority of 

the student activities advisors are between the age of 

26 and 35 (48.2%) or 36 or over (40.5%). 

The majority of the student activities advisors are 

also married (58.6%). There is a similarity among the 

number of respondents in each group according to years of 

experience. The highest percentage of respondents (32.1%) 

has taught at the university from 11 to 15 years. A profile 

of this respondent group of student activities advisors may 

be derived from the data in Table I. The majority student 

activities advisors at Srinakharinwirot University in 

Thailand is a male C69.1%) fa,culty member who is at lea,st 

26 years of age (89.0%), who is married (58,6%), and who 

has at least six years (57.2%) of tea,ching expedience at 

the university. 

Motivation to Work Responses 

The motivation to work for student activities advisors 

was measured by the Educational Work Component Study instru-

ment. This questionnaire is composed of six subscales 

(see Chapter III). 

The mean scores for motivation to work for each respondent 

group are presented in Table II. 
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TABLE II 

MEAN MOTIVATION TO WORK SCORES FOR STUDENT ACTIVITIES 
ADVISORS BY DEMOGRAPHIC CATEGORIES 

Variables N 
Mean for Motivation 

to work* 

Sex: 

Male 
Female 

132 
59 

3.169 
3.090 

Age: 

25 years or less 
26-35 years 
36 years or over 

21 
92 
78 

3.189 
3.140 
3.138 

Marital Status: 

Single 
Married 
Divorced 

71 
112 

8 

3.156 
3.130 
3.246 

Years of Experience in the 
University: 

5 years or less 
6-10 years 
11-15 years 
16 years or over 

Total Population Sample 

*Based on scores on the 
Study Questionnaire 

39 
48 
61 
43 

191 

3.136 
3.104 
3.176 
3.151 

3.145 

Educational Work Component 

As indicated by the data in Table IIt the total mean score 

is 3.145 for the motivation to work for all respondent 

student activities advisors appears to indicate that the 
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motivation for the respondent student activities advisors 

is average according to the scale shown in Chapter III. 

For respondents by demographic gorup, the mean scores for 

motivation to work for males is 3.169 and 3.090 is for females, 

Among different age groups, the mean score for student activi-

ties advisors who are 25 years old or less is 3.189; for those 

26 to 35, it is 3.140; for those 36 and older, the mean score 

is 3.138. 

The student activities advisors who are divorced had a 

mean score for motivation to work of 3.246; the mean scores 

for single and married advisors are 3.156 and 3.130, respect-

ively . According to years of experience in the university, 

the student activities advisors who had experience of 5 years 

or less had a mean score of 3.136 and those who had experience 

of from 6 to 10 years had a mean score of 3.1Q4; for the ex-

perience groups of 11 to 15 years and 16 years or more, the 

mean scores were 3.176 and 3.151, respectively. According to 

the subgroups of each individual variable, the mean scores for 

motivation to work for each group is average. 

Job Satisfaction Index Responses 

The data in Table III report the response percentage of 

student activities advisors in each of the three categories 

of the Job Descriptive Index (high satisfaction, undecided, 

and low satisfaction). As indicated by data in Table III, 

the total percentage of responses of job satisfaction for 

the respondents as a whole appear to be higher for the high 
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TABLE III 

PERCENTAGES OF JOB SATISFACTION RESPONSES FOR 
STUDENT ACTIVITIES ADVISORS BY 

DEMOGRAPHIC CATEGORIES 

Variables 
Response Percentage* 

N High 
Satisfaction Undecided 

Low 
Satisfaction 

Sex: 
Male 
Female 

132 
59 

63.79 
60.75 

18.96 
20.19 

17.25 
19.06 

Age: 
25 years or less 
26-35 years 
36 years or over 

21 
92 
78 

65.51 
63.00 
61.96 

18.34 
18.34 
19.38 

10.88 
18.66 
18.66 

Marital Status: 
Single 
Married 
Divorced 

71 
112 

8 

61.43 
63.43 
67.32 

20 .88 
18.23 
21.25 

17.69 
18.34 
11.43 

Years of Experience 
in the University 
5 years or less 
6-10 years 
11-15 years 
16 years or over 

39 
48 
61 
43 

57.80 
64.43 
63.30 
65.20 

Total Population 
Sample 191 62.85 

21.17 
17.47 
20.59 
18.00 

19.34 

21.03 
18.10 
16.11 
16.98 

17.81 

*Based on responses on the Job 
Questionnaire. 

Descriptive Index 

satisfaction category (62.85%), but lower for both the un-

decided (19.34%) and low satisfaction categories (17.81%). 

According to the demographic subgroups, the majority response 

appear in the high satisfaction categories. However, student 
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activities advisors who are 25 years or younger (65.51%) 

and who are divorced (67.32%) show the highest percentage 

of job satisfaction responses. 

Analyses of Data in Relationship to the 
Research Hypotheses 

The data are presented in the order in which the null 

hypotheses were developed. The research hypotheses are 

first stated in Chapter I. 

Research Hypothesis One 

Research Hypothesis one predicts that there will be no 

significant relationship between motivation to work and job 

satisfaction of faculty who work as student activities ad-

visors according to (a) sex, (b) age, (c) marital status, 

and (d) years of experience in the university. Table IV 

presents the result of this test. 

The obtained correlation coefficient between motivation 

to work and job satisfaction scores for the total student 

activities advisors is .250, which is significant at .05 

level. Other significant relationships are found for male 

(.229) and female (.311) advisors, advisors who are between 

26 and 36 years old (.237) and over(,3Q8) {but no significance 

for 25 years or less], single advisors (.173) and married 

advisors (.310) [but no significance for divorced advisors], 

advisors who have 6 to 10 (.302) and 16 or more (.496) years 

of experience {but no significance for experience categories 

of 5 years or less and for 11 to 15 years]. According 

to binomial distribution, the probability va,lue is 
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TABLE IV 

KENDALL TAU CORRELATION COEFFICIENTS BETWEEN SCORES 
FOR MOTIVATION TO WORK AND JOB SATISFACTION 
OF STUDENT ACTIVITIES ADVISORS ACCORDING 

TO DEMOGRAPHIC VARIABLES 

Variables N 
Kendall Tau 
Correlation 
Coefficient 

Sex: 
Male 
Female 

132 
59 

.229* 

.311* 

Age: 
25 years or less 
26-35 years 
36 years or over 

21 
92 
78 

-.083 
.237* 
.308* 

Marital Status: 
Single 
Married 
Divorced 

71 
112 
8 

.173* 

.310* 

.182 

Years of Experience in the 
University: 

5 years or less 
6-10 years 
11-15 years 
16 years 

39 
48 
61 
43 

.107 

.302* 

.138 

.496* 

Total 

*P < .05. 

191 .250* 

less than .001 if there are eight significant relationships 

among the twelve variable items. Therefore, the null 

hypothesis is rejected. Consequently, motivation to work 

and job satisfaction are related for student activities 

advisors. 
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Research Hypothesis Two 

Research hyopthesis two predicts that there will be 

no significant differences between motivation to work 

among faculty who work as student activities advisors 

according to (a) sex, (b) age, (c) marital status, and 

(d) years of experience in the university. These data 

are presented in Table V. 

TABLE V 

ANALYSES OF VARIANCE FOR MOTIVATION TO WORK SCORES 
FOR STUDENT ACTIVITIES ADVISORS ACCORDING TO 

DEMOGRAPHIC VARIABLES 

Variables 
Source of 
Variation df SS F 

Sex Between 1 0. 242 0.917 
Within 189 49. 847 

Age Between 2 0. 800 0.220 
Within 188 49. 289 

Marital Status Between 2 0. 467 0.885 
Within 188 49. 621 

Years of Experience Between 3 ! 1. 363 1.744 
; Within 187 48. 725 

The data in Table V indicate that there are no signifi-

cant differences between the scores for motivation to work 

among student activities advisors according to the variables 

for sex, age, marital status, and years of experience in the 

university. Therefore, the null hypothesis is retained. 
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There appears to be no significant differences in motiva-

tion to work between males and females, among student 

activities advisors who are in different age categories, 

among marital categories, and among four categories for 

years of experience in the university. 

Research Hypothesis Three 

Research hyopthesis three predicts that there will be 

no significant difference between job satisfaction among 

faculty who work as student activities advisors according 

to (a) sex, (b) age, (c) marital status, and (d) years of 

experience in the university. These data are shown in 

Table VI. 

TABLE VI 

ANALYSIS OF VARIANCE FOR JOB SATISFACTION SCORES 
FOR STUDENT ACTIVITIES ADVISORS ACCORDING 

TO DEMOGRAPHIC VARIABLES 

Variables 
Source of 
Variation df SS F ' 

Sex Between 1 0.252 1.698 
Within 189 28.099 

Age Between 2 0.047 0,155 
Within 188 28.305 

Marital Status Between 2 0,115 0.382 
Within 188 28.237 

0.382 

Years of Experience Between 3 0.145 0,321 
187 28,206 
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The data in Table VI indicate that there are no 

statistically significant differences between the scores 

for job satisfaction among student activities advisors 

according to sex, age, marital status, and years of 

experience in the university. Therefore, the null hyop-

thesis is retained. Job Satisfaction therefore appears 

to be the same between males and females, among different 

age groups of advisors, among marital status categories, 

and among four categories for years of experience in the 

university. 

Research Hypothesis Four 

Research hyopthesis four predicts that there will be 

no significant differences among the subgroups of each 

individual variable—sex, age, marital status, and years 

of experience in the university—as related to the subscales 

of the Educational Work Component Study. These data are 

presented in Table VII. 

The data in Table VII indicate that there are no statisti-

cally significant differences among the subgroups of each 

individual variable (sex, age, marital status, and years of 

experience in the university) as related to the subscales 

of the Educational Work Component Study. The hypothesis 

is therefore retained. According to scores by sex, 

age, marital status, and years of experience in the university 
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TABLE VII 

» O T ^ « I O N TO WORK DATA FOR STUDENT ACTIVITIES ADVISORS ACCORDING TO SCORFS 
THE 6UBSCALES OP THE EDUCATIONAL WORK COMPONENT STUDY QUESTIONNAIRE 

Subscales I Variables [ Variatloi df SS F 
1. Potential for personal 

challenge and development 
Sex I Between 

Within 
1 

189 
0.144 

78.294 
0.347 

I Age I Between 
Within 

2 
188 

1.048 
77.390 

1.272 

Marital 
I Status 

| Between 
Within 

2 
188 

0* 306 
78,131 

0.369 

I Years of 
Experience 

I Between 
Within 

3 
187 

0.274 
78.164 

0.218 

2. Competitiveness desirability Sex 
and reward of success 1 

j Between 
j Within 

1 
189 

0.761 
95.749 

1.501 

Age I Between 
Within 

2 
188 

0.629 
95.926 

0.616 

Marital 
| Status 

I Between 
Within 

2 
188 

1.033 
95.522 

1.017 

t f i I i i i i i t i t i i i 

Years of 
Experience 

I Between 
Within 

3 
187 

0.507 
96.048 

0.329 

3. Tolerance for work 
pressure 

Sex | Between 
Within 

1 
189 

1.242 
68.237 

3.442 

I Age 1 Between 
Within 

2 
188 

0.752 
68.727 

1.028 

Marital 
I Status 

Between 
Within 

2 
188 

0.045 
69.434 

0.061 

Years of 
Experience 

1 Between 
Within 

3 
187 

1.645 
67.837 

1.511 

4. Conservative security I Sex j Between 
Within 

1 
189 

0.040 
67.410 

0.112 

Age Between 
Within 

2 
188 

0.903 
66.547 

1.276 

Marital 
Status I 

Between 
Within 

2 
188 

0.099 
67.352 

0.137 

Years of J 
j • Experience 

Between 
Within 

3 
187 

0.930 
66.520 

0.817 

5. Willingness to seek reward 
in spite of uncertainty 

Sex J Between 
Within 

1 
189 

1.587 
84.349 

3.557 

Age Between 
Within 

2 
188 

1.875 
84.062 

2.097 

1 Marital 
1 Status | 

Between 
Within 

2 
188 

0.808 
85.129 

0.892 

Years of 
Experience 

Between 
Within 

3 
187 

0.513 
85.424 

0.374 

6. Surround concern Sex I Between 
Within 

1 
189 

0.002 
108.736 

0.035 

Age Between 
Within 

2 
188 

2.285 
106.453 

2.018 

Marital 1 
Status I 

Between 
Within 

2 
188 

0.095 
L08.643 

0.082 

Years of 1 
Experience I 

Between 
Within 

3 
187 ] 

0.276 
L08.462 

0*. 159 
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motivation to work seems to be compared to the same 

subscales of the Educational Work Component study for 

student activities advisors. 

Research Hypothesis Five 

Research hypothesis five predicts that there will be 

®ignificant differences among the subgroups of each 

individual variable (sex, age, marital status, and years 

of experience in the university) as related to the subscales 

of the Job Descriptive Index. These data are shown in 

Table VIII. 

The data in Table VIII show comparisons among different 

groups of student activities advisors on their job satis-

faction scores in relation to the subscales of the Job 

Descriptive Index. The results of each subscale follow. 

Subscale 1: Work on present job.—According to sex, 

age, marital status, and years of experience in the university, 

there is only one statistically significant difference among 

the scores for job satisfaction in relation to work on the 

present job. Analysis of variance shows a statistically 

significant difference in the scores for job satisfaction 

as related to work on the present job among student activities 

advisors who are in different age groups. Advisors who are 

25 years old or younger (x = 2.415) are more satisfied with 

their job than advisors who are between 26-35 years old 
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TABLE VIII 

JOB SATISFACTION DATA FOR STUDENT ACTIVITIES ADVISORS ACCORDING TO SCORES 
ON THE SUBSCALES OF JOB DESCRIPTIVE INDEX QUESTIONNAIRE 

Subscales Variables 
Source of 
Variation df SS F 

1. Work on present job Sex Between 
Within 

1 
189 

0.761 
40.619 

3.542 

Age Between 
Within 

2 
188 

1.367 
40*014 

3.211* 

Marital 
Status 

Between 
Within 

2 
188 

0.035 
41.346 

0.079 

Years of 
Experience 

Between 
Within 

3 
187 

0.668 
40.713 

1.022 

2. Supervision Sex Between 
Within 

1 
189 

0.161 
48.134 

0.634 

Age Between 
Within 

2 
188 

0.399 
47.879 

0.783 

Marital 
Status 

Between 
Within 

2 
188 

0.128 
48.167 

0.249 

Years of 
Experience 

Between 
Within 

3 
187 

0.603 
47.692 

0.788 

3. Present pay Sex Between 
Within 

1 
189 

0.526 
52.360 

1.897 

Age Between 
Within 

2 
188 

0.169 
52.717 

0.300 

Marital 
Status 

Between 
Within 

2 
188 

1.236 
51.649 

2.250 

Years of 
Experience 

Between 
Within 

3 
187 

3.256 
49.629 

4.090* 

4. People on your present job Sex Between 
Within 

1 
189 

0,165 
325.019 

0.096 

Age Between 
Within 

2 
188 

13.061 
312.122 

3.943* 

Marital 
Status 

Between 
Within 

2 
188 

4.559 
320.624 

1.337 

Years of 
Experience 

Between 
Within 

3 
187 

6.772 
318.411 

1.326 

5. Opportunities for promotion Sex Between 
Within 

1 
189 

0.045 
264.353 

0.032 

Age Between 
Within 

2 
188 

2.774 
261.624 

0.997 

Marital 
Status 

Between 
Within 

2 
188 

2.356 
262.042 

0.845 

«P L .05. L 

Years of 
Experience 

Between 
Within 

3 
187 

3.-06 
261.392 

0.717 
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(x = 2.143) and 36 years old or over (x = 2.169) (see 

Appendix F for supplementary data). 

Subscale 2: Supervision.—There are no statistically 

significant differences among the scores for satisfaction 

in relation to supervision among student activities advisors. 

Therefore, job satisfaction is the same in relation to super-

vision for these respondent advisors. 

Subscale 3; Present pay.—According to sex, age, and 

marital status, there are no statistically significant 

differences among the scores for job satisfaction in 

relation to present pay. However, analysis of variance 

shows a statistically significant difference among the 

scores for job satisfaction in relation to present pay 

among the respondents who are in different years of ex-

perience categories. Student activities advisors who have 

5 years or less (x = 1.940) are less satisfied with their 

jobs in relation to their present pay than the advisors who 

have 6 to 10 years of experience (x = 2.229), the advisors 

who have 11 to 15 years of experience (x = 2,236), or the 

advisors who have 16 or more years of experience Cx = 2.310) 

(see Appendix F for supplementary data). 

Subscale 4^ People onyour present ̂ ob.—According to sex, 

marital status, and years of experience in the university, 

there are no statistically significant differences among 
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the scores for job satisfaction as related to people on 

present job Ceo—worker) . Analysis of variance, however, 

shows a statistically significant difference in the scores 

for job satisfaction in relation to people on present job 

among the advisors who are in different age categories. 

The advisors who are 25 years old or younger (x = 3.964) 

are more satisfied with people on their jobs that the 

advisors who are 36 years old and older (x = 3.109) (see 

Appendix F for supplementary data). 

Subscale 5: Opportunities for promotion.—There are no 

statistically significant differences among the scores for 

job satisfaction in relation to opportunities for promotion 

among student activities advisors. Therefore, job satis-

faction is the same in relation to opportunities for pro-

motion among the advisors. 

According to binomial distribution, the probability value 

is .075 if there are three significant differences among the 

twenty variable items. Therefore the null hypothesis is 

retained. Consequently, job satisfaction therefore appears 

to be the same among the job descriptive subscales for 

student activities advisors. 

Research Hyopthesis Six 

Research hypothesis six predicts that there will be no 

significant relationship between motivation to work and the 
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lxnear combination of the following' variables; sex, age, 

marital status, and years of experience in the university. 

Since there is only one statistical figure for the inter-

correlation of each of the four variables in relation to 

motivation to work scores for the respondent advisors, these 

data are presented in the narrative. The intercorrelation 

data for motivation to work and Ca) sex is -.069; (b) age 

is —.110; (c) marital status is .072; and (d) years of 

experience in the university is .127*. 

As indicated, the correlation coefficient between the 

score for motivation to work and years of experience in 

the university is .127, which is significant at the .05 

level. The correlation coefficient between the score for 

motivation to work and sex, age, and marital status are 

not significant at the .05 level. 

To discover whether or not there are significant re-

lationships between the scores of motivation to work as 

measured by the Educational Work Component Study and a 

linear combination of the independent variables, a back-

ward regression was employed. Table XX presents the B̂-

coefficient and t-value for each variable in the three 

steps of the backward regression. 

In step 1, years of experience in the university CB *• 

Coefficient = .117) and age CB - Coefficient = -.202J are 

significant factors in the statistical model. On the other 
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TABLE IX 

THE B - COEFFICIENT AND t - VALUE FOR EACH VARIABLE 
IN THE STEPS OF BACKWARD REGRESSION WITH 

MOTIVATION TO WORK AS CRITERION 

Steps Variables B - Coefficient t 

1 Experience in the 
University-

.117 2.825* 

Sex -.065 - .832 

Marital Status .069 .988 

— — — — 

Age -.202 -3.054* 

2 Experience in the 
University 

.118 2.853* 

Marital Status .070 1.000 

Age - .204 -3.091* 

3 Experience in the 
University 

.126 3.097* 

J 

Age 

A C 

-.193 -2.966* 

hand, sex (B - Coefficient = -.065) and marital status 

(B - Coefficient = .069) are the least significant in the 

statistical model. In step 2, the sex variable was removed, 

This drop resulted in a t value of -.832, which indicates 

that there is no meaningful loss. In step 3, the marital 

status variable was removed from the equation. This drop 

resulted in a t value of .988, which also indicates that 
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this variable can be deleted without meaningful loss. 

Only the variables for years of experience in the uni-

versity and age variable were left in the equation. 

Further statistical tests compare the four demographic 

variables using motivation to work as the criterion. These 

data are shown in Table X. 

TABLE X 

MULTIPLE - R, R2 AND F - RATIO FOR SEX, AGE, MARITAL 
STATUS, AND YEARS OF EXPERIENCE IN THE UNIVERSITY 

WITH MOTIVATION TO WORK AS CRITERION 

Variables Multiple-R R2 F-Ratio 

Experience + Sex + Marital + Age .261 : .069 3.424* 

Experience + Marital + Age .255 .065 : 4.342* 

Experience + Age .245 .060 6.013* 

p A. . Ud . — • — 

As indicated by data in Table X, the multiple correlation 

between the score for motivation to work and years of ex-

perience in the university, sex, marital status, and age is 

.261 which is significant at the .05 level. The multiple 

correlation between the scores of motivation to work and 

years of experience in the university, marital status, and 

age is .255, which is significant at the .05 level. The 

multiple correlation between the scores of motivation to 

work and years of experience in the university and age is ,245 
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which is significant at the .05 level. Therefore, the 

null hypothesis is rejected. However, even though these 

data are statistically significant, Borg and Gall say 

that "correlation coefficients ranging from .20 to .35 

show a slight relationship between the variables . . . . 

Correlations at this level, however, are of little value 

in practical prediction situations" (1, p. 624). Therefore, 

years of experience in the university and age variables 

are not good predictors in a statistical model (equation) 

for predicting the motivation to work for student activities 

advisors. 

Research Hypothesis Seven 

Research hypothesis seven predicts that there will be 

significant relationships between job satisfaction and 

the linear combination of the variables of sex, age, marital 

status, and years of experience in the university. Since 

there is only one statistical figure for the intercorrelation 

of each of the four variables in relation to job satisfaction 

scores from the respondent advisors, these data are presented 

in the narrative. The intercorrelation data for job satis-

faction and (a) sex is -.094; (b) age is -.029; (c) marital 

status is .001; and (d) years of experience in the university 

is .037. None of these data is statistically significant 

at the .05 level. 

Further statistical tests compare the four demographic 

variables using job satisfaction as the criterion. These 

data are presented in Table XI. 
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TABLE XI 

MULTIPLE - R, R2, AND F - RATIO FOR SEX, AGE, MARITAL 
STATUS, AND YEARS OF EXPERIENCE IN THE UNIVERSITY 

WITH JOB SATISFACTION AS CRITERION 

Variables Multiple-R R2 F-Ratio 

Experience + Sex + Marital + Age .115 .013 .621 

Experience + Sex + Age .114 .013 .832 

Experience + Sex .101 .010 .968 

As indicated by data in Table XI, the multiple correlation 

between the scores of job satisfaction and the linear combi-

nation of the independent variables is .115, which is not 

significant at the .05 level. Therefore, the null hypothesis 

is retained. Consequently, there is no statistical model 

(equation) for predicting the job satisfaction for student 

activities advisors. 

Summary of Major Data Findings 

The following findings are derived from the analyses 

of the data in Chapter IV. 

1. The motivation to work for respondent student activities 

advisors as a whole and among demographic groups appears to be 

average according to the mean score. 

2. The job satisfaction for respondent student activities 

advisors as a whole and among demographic groups appears to 

be high according to the percentage of responses. 
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3. There is a statistically significant relationship 

at .05 level between the score of motivation to work and 

the score of job satisfaction for student activities 

advisors. 

4. There are no statistically significant differences 

among the scores for motivation to work for student activities 

advisors according to sex, age, marital status, and years of 

experience in the university. 

5. There are no statistically significant differences 

among the scores for job satisfaction for student activities 

advisors according to sex, age, marital status, and years 

of experience in the university. 

6. No statistically significant differences exist 

among the subgroups of each individual variable [sex, age, 

marital status, and years of experience in the university) 

in relation to the scores of the six subscales of the 

Educational Work Component Study. 

7. According to sex, age, marital status, and years 

of experience in the university, student activities 

advisors who are 25 years or younger appear to be more 

satisfied with their present job than the advisors who 

are 26 years old or older. Student activities advisors 

who have five years experience or less appear to be less 

satisfied with their present pay than the advisors who 

have 6 or more years of experience in the university, 
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Student activities advisors who are 25 years old or younger 

appear to be more satisfied with people on their present 

job than the advisors who are 35 years old or older. 

8. No statistical model could be developed from 

these data for predicting motivation to work and job 

satisfaction for student activities advisors. 
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CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

FOR FURTHER RESEARCH 

Introduction 

This chapter is composed of a summary of the purposes, 

methodology, and procedures of the study, followed by a 

presentation and discussion of the major data findings as 

they pertain to the data-collecting instrument and research 

hypotheses. Based on the finding from this study, con-

clusions are drawn and recommendations for further research 

are suggested. 

Summary 

The problem with which this study is concerned is moti-

vation to work and job satisfaction of faculty members who 

work as both full-time instructors and student activities 

advisors at Srinakharinwirot University in Thailand, The 

methods and procedures used in this study, which were de-

signed to accomplish the purposes of the study, are (a) to 

study the relationship between motivation to work and job 

satisfaction as perceived by student activities advisorsf 

(b) to compare motivation to work and job satisfaction as 

perceived by student activities advisors according to 
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demographic variables, and (c) to determine whether or not 

selected dependent variables-significantly contribute to 

the prediction of motivation to work and job satisfaction 

for student activities advisors. 

Two survey instruments were utilized to collect data 

for this study. The instruments are the Educational Work 

Component Study [EWCS] (9) and the Job Descriptive Index 

[JDI] (16). Both instruments were administered to 206 

student activities advisors who are employed at eight 

campuses of Srinakharinwitot University. Usable, completed 

questionnaires were returned by 191 (92.7%) of the respondents 

The data obtained from the EWCS questionnaire were used 

to determine motivation to work as perceived by the sample 

population of student activities advisors. In addition, data 

obtained from the JDI instrument was used to determine job 

satisfaction as perceived by the same student activities 

advisors. 

To accomplish the purposes of this study, seven research 

hypotheses were developed. The statistical treatments applied 

to the collected data include the Kendall Tau correlation 

coefficient, one-way analysis of variance, and multiple 

regression. 

The following major data findings are derived from the 

analyses of the data findings, 
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1. The motivation to work for respondent student 

activities advisors as a whole and among demographic 

groups appears to be average according to mean scores. 

2. The job satisfaction to respondent student 

activities advisors as a whole and among demographic 

groups appears to be high according to the percentage of 

responses. 

3. There is a statistically significant relationship 

at .05 level between the scores for motivation to work and 

the scores for job satisfaction for student activities 

advisors. 

4. There are no statistically significant differences 

among the scores for motivation to work for student 

activities advisors according to sex, age, marital status, 

and years of experience in the university. 

5. There are no statistically significant differences 

among the scores for job satisfaction for student activities 

advisors according to sex, age, marital status, and years 

of experience in the University. 

6. No statistically significant differences exist among 

the subgroups of each individual variable (sex, age, marital 

status, and years of experience in the university in relation 

to scores of respondents on the six subscales of the Educa-

tional Work Component Study. 

7. According to sex, age, marital status, and years of 

experience in the university, the scores of student activities ad-

visors who are 25 years of age or younger indicate a higher degree 
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of satisfaction with their present job than do the scores 

of advisors who are 26 years of age or older. The scores 

of student activities advisors who have five years experience 

or less indicate a lesser degree of satisfaction with their 

salary than do the advisors who have 6 or more years ex-

perience. The scores of student activities advisors who 

are 25 years of age or younger indicate a greater degree of 

compatibility with their peer group on their present job 

than do the scores of the advisors who are 35 years old or 

older. 

8. No statistical model could be developed from these 

data that would predict motivation to work and jot satis-

faction for student activities advisors. 

Discussion 

Student services are important aspects in both American 

and Thai universities. Student activities, as part of 

student services, play a particularly significant role in 

higher education. One factor that affects the success of 

student activities in the quality of activities advising. 

Faculty members who are also student activities advisors, 

the, play a significant role. According to Strang (17), 

student activities advisors are perceived as leaders who 

share responsibility with an inexperienced group of students. 

These students also need the technical expertise that the 

advisor has to offer. 

The qualifications of successful student activities 

advisors are extremely important. In the United States, 
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many universities offer graduate programs in student services 

administration that provide theoretical and practical train-

ing for those who want to act in this capacity. In Thailand, 

however, curriculum programs in this field are not offered 

in universities. Most student activities advisors in American 

universities are selected from student services professionals. 

In contrast, student activities advisors at Srinakharinwirot 

University in Thailand are appointed from faculty members who 

have special interests or abilities in certain activities. 

Nevertheless, a Thai faculty member may be appointed as 

advisor to a music club even though the faculty member is in 

the English department; notably, academic background and other 

qualifications are not seriously considered in the selection 

of Thai student services advisors. 

In this study, the main purpose was to discover the 

motivation to work and job satisfaction of student activities 

advisors who are also full-time teaching faculty at 

Srinakharinwirot University in Thailand. In view of the 

foregoing discussion, it is not surprising that the results 

of the study show that the motivation to work for these 

advisors is only average. In fact, it is probably difficult 

to motivate faculty members to do extra jobs while they 

retain all their primary teaching responsibilities. Further-

more, since their backgrounds may not be related to the 

assigned student activity advisory position, this may affect 

their degree of motivation to work in that capacity. The 

results of this study show that these Thai student activities 
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advisors apparently lack the incentive to perform this extra 

job. These advisors must be self motivated. However, uni-

versity administrators may be able to provide some incentives? 

for instance, the incentives of a reduced teaching load or 

additional pay might increase faculty members' motivation 

to work as student activities advisors. 

According to the sex of Thai student activities advisors, 

there was no significant difference between the scores of 

men and women for motivation to work. This finding is 

supported by the finding of Kaufman and Fetters (7) that 

work motivation among professional males and females is not 

significantly different. Moreover, Balazadeh (1) found that 

female faculty members showed a somewhat similar degree of 

motivation to work to that of male faculty members. At present, 

female faculty members at Srinakharinwirot University are 

participating more actively in various kinds of university 

activities. Their capacities to perform extra work in 

addition to teaching are recognized by both university admini-

strators and their colleagues. Consequently, the motivation 

to work for Thai female student activities advisors is not 

different. 

Another result of this study is tha,t the scores for 

motivation to work for student activities advisors in 

different age groups are not significantly different. 

Although no research studies are related to this finding, 

some logical, reasonable explanations may be suggested. 



101 

The student activities advisors, as stated previously, are 

faculty members for whom teaching is the primary task. As 

instructors, however, they feel obligated to help students 

as much as they are able. When faculty get involved with 

student activities advising, they often enhance their own 

motivation and personal enthusiasm. Therefore, age does not 

seem to seriously effect the degree of motivation to work 

for student activities advisors. 

Neither are the scores for student activities advisors 

in different marital status groups significantly different 

from motivation to work. Although married student activities 

advisors may have more at-home responsibilities than single 

or divorced advisors in addition to a full-time teaching load, 

this does not appear to affect their motivation to work. 

The work motivation scores for student activities advisors 

who have different years of teaching experience also are not 

significantly different. If faculty members who have many 

years of experience in the university accept positions as 

student activities advisors, it would appear to indicate that 

they like to be involved in that kind of activity. In con-

trast, faculty who have fewer years of experience are likely 

to be younger and have a willingness to explore different 

kinds of activities with enthusiasm. 

Job satisfaction in another area that is explored in 

this study. According to the data, student activities ad-

visors show a high degree of job satisfaction across all 
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variables. As previously mentioned, although student 

activities advisors are appointed from among faculty 

members, they do not have to accept these positions unless 

they really want to do this extra work. Therefore, the 

advisors included in this study voluntarily assist with 

student activities. Pearce (11) found that volunteers who 

worked in a fire department, a newspaper, and a poverty 

relief project experienced greater job satisfaction than 

paid employees, and that in fact, volunteers feel an obli-

gation to continue with the activities in which they involve 

themselves. The student activities advisors at Srinakharinwirot 

University not only receive recognition from students, colleagues, 

and administrators but also enjoy participating in the activities 

they like. Consequently, the data reflect their high degree 

of job satisfaction. 

The data findings for this study also produced no signi-

ficant difference for job satisfaction between male and female 

student activities advisors. Previous studies of job satis-

faction for male and female faculty [Balazadeh C2), Buranasing 

(4), Jariyavidyanont (6), Sudsawad (18), Vatthaisong (19)] 

also found no significant differences, although Weaver (2) 

found that male workers were more satisfied than female 

workers. The data on male and female faculty job satisfaction 

appear to indicate that opportunities for female faculty 

are increasing and that female Thai faculty members are 

satisfied with their advancing status in this area of 

society and the marketplace. 
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According to the age groups of student activities 

advisors, the data from this study show no significant dif-

ferences for job satisfaction. Although studies by Form 

and Gesehevender (5) and Saleh and Otis (15) indicate that 

satisfaction increases with age, Buranasing (4), Jariyavidyanont 

(6), and Pasuwan (10) found no relationship between the level 

of job satisfaction and age. It is probably true that the 

longer faculty teach, the more money and experience they 

gain, which lead to job satisfaction. Therefore, whether 

faculty are young or old, does not appear to directly affect 

their job satisfaction. 

Nevertheless, the data show that advisors who are 25 

years old or younger are more satisfied both with their 

present job and the people with whom they work than advisors 

who are in other age groups. People who are proud of their 

accomplishments—meaning that they have a positive self-

image——and who are new to their chosen profession, are less 

likely to be critical of their circumstances, which includes 

job assignments, physical surrounds, and co-workers. Age 

and familiarity may then produce dissatisfaction. 

The data also show that advisors whc have 5 years exper-

ience or less are less satisfied with their salary than advisors 

who have 6 or more years of experience. Instructors who have 

5 years experience are new faculty members who obviously are 
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paid less comparatively. Therefore, it is not surprising 

that these younger student activities advisors are less 

satisfied with their salary. 

Marital status does not significantly affect job satis-

faction for student activities advisors at Srinakharinwirot 

University, according to the data. Rachman and Kemp (13) 

found that married workers are more satisfied with their 

jobs than single people, while Jariyavidyanont (6) found 

that marital status has no effect on levels of job satis-

faction. In further contrast, Kongtieng (8) found that un-

married instructors are more satisfied with their jobs 

than married instructors. Often, marriage and family life 

seem to change one's goals and priorities and add different 

demands. Similarly, however, single or divorced individuals, 

like those who are married, are subject to demands and stress 

outside their control. It is, therefore, reasonable to 

assume that an individual's marital status is not likely 

to affect feelings of job satisfaction. 

Other data from this study reveal that the job satis-

faction among student activities advisors who have varying 

years of teaching experience is not significantly different. 

The studies by Rada (14) and Buranasing (4) found that 

teaching experience does not affect morale levels. Pfeffer 

and Lawler (12), however, found that longevity has a positive 

effect on attitudes toward the organization, and both Becker 
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(2) and Buchanan (3) found that there is a relationship 

between longevity and satisfaction with the organization. 

Since the last three cited studies are on corporate population 

samples, it may be conjectured that corporate longevity is 

concomitant with corporate promotion, khich also produces 

additional rewards (in addition to the obvious increase in 

salary). Therefore, the relationship of these findings to 

those of this study are of lesser importance since corporate 

and academic perquisites may not be comparable. 

Nevertheless, although longevity in a university may 

contribute to confidence as a student activities advisor, 

teaching experience may be valuable only in that the advisor 

is more comfortable as a leader of students. Since the 

activities for which the faculty member is an advisor may or 

may not be foreign to his area of expertise or avocation, 

the faculty member with two years of teaching experience in the 

university is as qualified by this variable as the instructor 

who has been teaching for fifteen years. 

The data for motivation to work and job satisfaction for 

student activities advisors are significantly related. As 

previously stated, while motivation to work is only average 

for student activities advisors, job satisfaction appears to 

be high. Therefore, university administrators should try to 

raise the level of motivation to work by introducing incentives. 
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These somewhat contradictory findings may also indicate 

that an assignment as a student activities advisor is 

perceived by faculty as service to the university and 

thus is an added item for their faculty performance 

evaluation. 

The results of this study indicate that no statistical 

model can be developed to predict motivation to work and job 

satisfaction for student activities advisors. In other 

words, the variables of sex, age, marital status, and years 

of experience in the university, which were included in this 

study, are not good predictors. Other variables tfor instance, 

salary, academic rank, highest degree held, academic back-

ground) could produce significant findings that would allow 

the development of a prediction model, 

Conclusions 

Based on the analyses of data, the following conclusions 

appear to be warranted. 

1. Faculty members were modestly motivated to accept 

additional advisory responsibilities; however, feelings of 

high job satisfaction were produced after they assumed 

their advisory roles. 

2. Although some significant relationships were found, 

it would be difficult to presdict which faculty members would 

be capable and successful student activities advisors based 

on sex, age, years of experience, or marital status. 
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3. No statistical model could be developed from the 

data obtained from this study that could be used to predict 

either motivation to work or job satisfaction for student 

activities advisors. 

Recommendations for Further Research 

1. The topics of motivation to work and job satisfaction 

should be re-examined with the same population using other 

instruments. If possible, specific instruments should be 

developed to measure the work motivation and job satisfaction 

for groups of student activities advisors, 

2. This study should be replicated using other variables, 

such as salary, professional rank, training background, and 

type of control of college or university, although different 

variables may be or may not be related to motivation to work 

and job satisfaction for student activities advisors. 

3. A study should be made of the types of student 

activities at colleges and universities in Thailand, With 

knowledge of student interests and demands and of the grow-

ing number of services offered as extra curricular activities, 

planning could begin for the establishment of a college pro-

gram that would ultimately produce qualified, motivated, and 

satisfied student activities advisors. 
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805 Avenue A#2 
Denton, Texas 76201 
March 5, 1984 

Dr. Cecil Miskel 
Dean, College of Education 
University of Utah 
Salt Lake City, Utah 84112 

Dear Dr. Miskel 

I am an assistant professor at Srinakharinwirot University, 
Prasarnmitr Campus, Bangkok, Thailand. At present I am 
a doctoral candidate in higher education administration at 
North Texas State University and currently working on my 
dissertation. My research topic is A Study of Motivation 
to Work and Job Satisfaction of Student Activites Advisors 
at Srinakharinwirot University, Thailand. Therefore, I am 
requesting permission to use, translate and reprint the 
Educational Work Components Study into Thai language. 

I would very much appreciate your written permission allowing 
me to use the Educational Work Components Study instrument. 
Any further information concerning the scale, norms, 
validity, reliability of the EWCS will be greatly appreciated. 

Sincerely yours, 

Khompet Chatsupakul 
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OFFICE OF THE DEAN 

GRADUATE SCHOOL 
OF EDUCATION 
225 MILTON 0ENNION HALL 
SALT LAKE CITY, UTAH 84112 
801-581-8221 

Apri l 11, 1984 

Khompet Chatoupakul 
805 Avenue A, #2 
Denton, Texas 76201 

Dear M. Chatoupakul: 

You have my permission to use my questionnaire 
for your dissertat ion research. 

Sincerely, 

Cecil Miskel 
Dean 

CM:jem 

FILES: Dean's Request Fi le 
Permanent F i le , Correspondence, C, 1983-84 FY 
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805 Avenue A #2 
Denton, Texas 76201 
March 5, 1984 

Department of Psychology 
Bowling Green State University 
Bowling Green, Ohio 43403 

Dear Sir/Madame 

I am an assistant professor at Srinakharinwirot University, 
Prasarnmitr Campus, Bangkok, Thailand. At present I am a 
doctoral candidate in higher education administration at 
North Texas State University and currently working on my 
dissertation. My research topic is A Study of Motivation 
to Work and Job Satisfaction of Student activities advisors 
at Srinakharinwirot University, Thailand. Therefore, I am 
using the Job Descriptive Index as an instrument to collect 
data for my research study. 

Please see enclosed material, I would like to purchase your 
JDI booklets: Packages of 100, and please find my enclosed 
check for $39.00. Further I am also requesting written per-
mission to use this test, and it is my understanding that 
this is included as part of the packages. 

Sincerely yours, 

Khompet Chatsupakul 
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f ~ ~ ) r \ - J [ I Bowling Green State University Department of Psychologv 
' '! v — I Bowling Green, Ohio 43403 

(419) 372-2301 
Cable: BCSUOH 

April 23, 1984 

Khompet Chatsupakul 
805 Avenue A, No. 2 
Denton, TX 

Dear Ms. Chatsupakul: 

Your purchase gave your permission to use 10U copies of the JDI. 
^ou may document them in your dissertation research by the notation; 
Copyright, 1975, Bowling Green State University. 

Good luck on your research. 

Sincerely, 

Shirley/M. Philo 
Secretary - JDI 
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nijvnijjijjQjiuwus'liifijvju^ii j ^ a a n l i l f j i u f i ny t uii^lpiyBQpnijjQuipu^rw^infjTV'iiu 

1 fil iJ j fin jflnuuufounnuMuuu'iufn u 

"VO I f UU1JH Wt]lllyfllttflTWDU t Pi?IfM HAS fltlMLINy ZftwIuPniJjyTlJJJf) 

fltutmuuin tu I c r n ^ u 

%j *t
 1 

Piuiwsy -Qfiy^nna 

t j s iuphf l f i r 'mj 'u 

jnfio® i m r uu r uuo u a s vi unn i 

m u ^ n m p h W j j fo . ilxrtinujjnT 



APPENDIX D 



121 

uuuaffljnnK 

.! v i 
wnni 1 nflyatfiuywifi 

iwf Q "31L! 

f i v O flhim 25 3 

o 26 - 35 3 

o j j t m 35 3 

t f tnwnwni i i i j j j r t 

o Idfi 

o 
t 

u ^<nu 

o 
• V 

WJ'W'VJ 

Q 

i l l s e i u m j w n j v n ' n u l w v m v i u ^ u 

O ?nivn 5 3 

O 6 - i o 3 

O n - 1 5 3 
^ ' 

Q j ^ n n 16 u 

vinui3iit)WTiJiiys!fnwn^V!unMi;1iiiPiyuvi?Tij'ffl m n i w i 



122 
mmw 2 uiiu^uwiK^lVlun^vrM'iu 
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Please answer the following questions: 

Sex 

Age 

Marital status 

Male Female 

Below 25 26-35 

single 

Above 36 

Married 

Years of experience in the University 

Less than 5 6-10 11-15 

Divorced 

Above 16 

Think of your present work. What is it like most of 

the time? In the blank beside each word given below, write 

Y for "Yes" if it describes your work, write N if it does 

NOT describe your work, and write ? if you cannot decide. 

Fascinating 

Routine 

Satisfying 

Good Pleasant 

Creative 

Respected 

Useful 

_Challenging 

On Your Feet 

Boring Hot 

Tiresome 

Healthful 

Frustrating 

Simple 

Endless Give sense of accomplishment 

Think of the kind of supervision that you get on your 

job. How well does each of the following words describe this 

supervision? In the blank beside each word below, put Y 

if it describes the supervision you get on your job. N if 

it does NOT describe it, and ? if you cannot decide. 



_Asks my advice 

_Hard to please 

Praises good work 

Knows job well 

Intelligent 

_Lazy 

Tactful 

Influential 

Up-to-date 

Doesn't supervise 
enough 
Leaves me on my 
own 
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Quick tempered 

_Tells me where I 
"stand 
Annoying 
"Bad 
_Stubborn 
_Around when 
"needed 

Think of the majority of the people that you work with now 

or the people you meet in connection with your work. How well 

does each word describe these people? In the blank beside 

each word below, put Y if it describes the people that you 

work with, N if it does NOT describe them, and if you 

cannot decide. 

Responsible Smart 

Fast Lazy 

Intelligent 

Stimulating 

Boring 

Slow 

Active 

Narrow 

_Ambitious 

Stupid 

Easy to make 
enemies 

_Unpleasant 

jNo privacy 

interests 
Loyal 

Hard to meet 

Talk to much 

Think of the pay you get now. How well does each of the 

following words describe your present pay. In the blank beside 

each word, put Y if it describes your pay, N if it does NOT 

describe it, and ? if you cannot decide. 

Income adequate for 
normal expenses 

Satisfactory profit 
sharing 

Barely live on income 

Income provides Highly paid 
luxuries 

Underpaid 
Insecure 

Less than I 
deserve 
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Think of the opportunities for promotion that you have 

now. How well does each of the following words describe 

these? In the blank beside each word put Y for "Yes" if it 

describes your opportunities for promotion, N for "No" if it 

does NOT describe them, and ? if you cannot decide. 

Good opportunities for promotion Good chance for promotion 

Opportunity somewhat limited Unfair promotion policy 

Promotion on ability Infrequent promotions 

Dead-end job Regular promotions 

Fairly good chance for promotion 

Given below are a series of questions on things people 

want in jobs. However, people differ greatly in the things 

they want in a job, and job differs greatly, even within the 

same organization. This form is designed to gather information 

about things you consider desirable in a position in the uni-

versity. Please respond to each of items as follows: 

How desirable would you consider each of the following items 

in a job for you? A job in which . . . 

1. Extremely undesirable. Would never take job. 

2. Undesirable. Would avoid the job. 

3. Neither desirable nor undesirable 

4. Desirable. Would favor the job. 

5. Extremely desirable. Would favor job greatly. 

Write on the line preceding each statement the number that 

best describes your attitudes. For example, if you think the 

job would be Extremely Undesirable, you would write 1 on the short 

line preceding the statement, but if you think the job would be 

Desirable, you would put a 4 in front of it. Please respond 
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to every item, 

A job in which . . . 

1. I could get fired easily, but the work would be very 

interesting. 

2. Salary increases would be strictly a matter of how 

much I accomplished. 

3. University related problems might come up that I would 

have to take care of myself outside regular hours. 

4. The community would have good recreational facilities. 

5. I would be involved in managing a small group of people 

doing routine jobs. 

6. The university would be highly competitive at the 

professional level. 

7. The work might be excessive sometimes, 

8. There would be opportunity for creative work. 

9. The work would be routine, but not hard to do. 

_10. Salary increases would be determined by the amount 

of effort exerted. 

_11. The climate would be pleasant. 

_12. The community would be a wonderful place to raise a family. 

_13. The position might be temporary, but it would be 

extremely interesting while it lasted. 

_14. I might sometimes have to take work back home with me. 

_15• The physical working conditions would be attractive. 

_16. I could get fired easily. 

_17• The work would be routine, but the initial salary would 

be high, 

18. The work might build up "pressure" on mef 

19. There would be emphasis on individual ability. 
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_20. The university would encourage further specialized 

work. 

_21. Promotions would come automatically. 

_22. Competition would be open and encouraged. 

_23. I have a chance to further my formal education. 

_24. I could get fired easily, but the rewards would 

be high. 

25. The work would be routine, but highly respected in 

the community. 

_26. I would always have a chance to learn something new. 

27. The job would be insecure. 

28. The salary increases would be regularly scheduled. 

_29. The work might come in big pushes sometimes. 

30. There would emphasis on the actual production record. 

31. I might be on call when there is pressure to get jobs 

done. 

32. Salary increases would be a matter of how much effort 

you put in. 

33. Reward would be high, but if one loses the job it 

would be very difficult to get another one. 

34. There would be emphasis on originality. 

Thank you for completing this form, 

* * * * * * * * * * * 
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