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The purpose of this research was to identify predictors 

of job satisfaction among academic librarians. Structural 

models were developed and examined with path analytic proce-

dures to determine the effects of the following variables on 

librarians' job satisfaction: 1) selected characteristics of 

individual librarians (education, experience, sex, age, 

salary, and position), 2) selected characteristics of library 

organizations (annual budget, sex of director, size of staff, 

average annual salary of staff, organizational status of 

librarians, and size of collection), and 3) librarians' per-

ceptions of their job (perceptions of the work, adequacy of 

pay, promotion opportunities, supervision, associates, and 

job security). 

The population for the study was 167 academic librarians 

associated with member institutions of the Association of 

Higher Education of North Texas. Seventy-six per cent of 

them completed mailed questionnaires that included the Job 

Satisfaction Index and the Job Descriptive Index. Data were 

analyzed using the Statistical Package for the Social 

Sciences. 



The analysis of data indicated that perceptions of work 

and of promotion opportunities contributed directly to 

librarians' job satisfaction. Two characteristics of indi-

vidual librarians, salary and position, contributed indi-

rectly to job satisfaction. Salary was linked to job satis-

faction via perception of promotion opportunities, and 

position was linked to job satisfaction via perception of 

work. Salary and position each contributed to two or more 

perceptions of the job. Librarians' salary was linked 

directly to their perceptions of pay and promotion oppor-

tunities, and librarians' position was linked directly to 

their perceptions of work, supervision, and job security. 

Two characteristics of library organizations, sex of the 

director and the average salary of the staff, contributed 

directly to librarians' perceptions of job security. None 

of the characteristics of individual librarians or library 

organizations contributed directly to job satisfaction. 

In order of importance, the variables that predicted 

job satisfaction among academic librarians were librarians' 

perceptions of their work, their position in the library 

organization, their perceptions of their promotion oppor-

tunities, and their annual salary. 
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CHAPTER I 

BACKGROUND AND REVIEW OF LITERATURE 

The management of human resources is one of the most 

important tasks facing any organization. Employees must be 

directed, motivated, and coordinated if their activities are 

to contribute to the attainment of organizational goals. 

Because the successful management of personnel is a vital 

concern to all work organizations, a strong, interdisciplin-

ary research effort on employees has developed over several 

decades. Among the most significant topics of personnel 

research is job satisfaction of employees. 

Job satisfaction has been a subject of inquiry by 

psychologists, sociologists, and personnel administrators 

for many years. More than 3,500 professional journal 

articles, scholarly monographs, and doctoral dissertations 

have been produced on the subject of job satisfaction since 

the 1930s. Many variables have been identified as possible 

correlates, predictors, or consequences of job satisfaction, 

and several major theories have developed to guide research. 

Numerous occupations and professions, including medicine, 

religion, education, and music, have been studied in an 

effort to understand the causes and consequences of job 

satisfaction. Few studies, however, have been conducted in 



librarianship, and very little is known about job satisfac-

tion in this field. 

The present study investigated job satisfaction among 

academic librarians. Based on an extensive review of the 

literature, eighteen variables representing characteristics 

of librarians, characteristics of library organizations, and 

perceptions which librarians have of their jobs were 

identified for inclusion in the study. A causal model of 

job satisfaction was developed to examine the influences of 

the variables on librarians' job satisfaction. 

The effective utilization of library personnel is 

becoming an increasingly important concern for academic 

library administrators because of the demand for increases 

in library services and materials and the decline in finan-

cial resources with which to provide these services and 

materials. Because the situation for many libraries is 

serious and the personnel implications of additional work 

loads with reductions in financial and personnel resources 

is potentially problematic, job satisfaction is necessarily 

a problem which will require continued and even increased 

study. 

The following sections are devoted to a review of job 

satisfaction research. These include (1) an outline of the 

historical development of job satisfaction research, (2) a 

discussion of the major theories in job satisfaction research, 



and (3) a summary of the studies of job satisfaction among 

academic librarians. 

An Outline of the Historical Development 
of Job Satisfaction Research 

The first systematic study of job satisfaction was 

published by Robert Hoppock (22) in 1935. Using survey 

research as a method for studying workers, Hoppock surveyed 

the total working population of New Hope, Pennsylvania, in 

1933. He focused specifically on the subject of job satis-

faction among workers and developed research instruments and 

attitude scales that have been used continually since his 

time. 

Hoppock's study of job satisfaction may be viewed as 

an outgrowth of the research that was conducted on American 

workers during the first three decades of the twentieth 

century. Early in the century, the pioneer research of 

Frederick W. Taylor in the field of time study and of Frank 

and Lillian Gilbreth in the field of motion study initiated 

a movement in industry known as scientific management. The 

purpose of such research in scientific management was to 

provide an understanding of American workers that would enable 

industry to increase its productivity and its profits. Pro-

ponents of scientific management held that scientific person-

nel selection procedures, appropriate training methods, and 

monetary incentives would motivate workers to attain their 

highest levels of productivity. Researchers in this 



tradition recognized that a worker's attitude is an impor-

tant influence on his behavior, but they did not focus 

specifically on the subject of worker satisfaction. Their 

objective was to alter the employee's behavior so as to 

increase his productivity (43, pp. 20-21). 

The empirical study of American workers actually began 

after 1910 with the development of the field of industrial 

psychology. During World War I, industrial psychologists 

were employed by the federal government to devise screening, 

training, and assessment procedures for military personnel. 

They designed the first group intelligence tests, the Army 

Alpha and the Army Beta. The prestige of industrial 

psychologists was enhanced by their contribution to the war 

effort, and private industry continued to employ them after 

the war. Their purpose was to assist in the industrial 

effort to increase productivity, and they did not at this 

time undertake studies specifically on job satisfaction (30, 

p. 17). 

In 1927, Elton Mayo initiated a series of experiments 

that was to contribute substantially to the development of 

job satisfaction research. The management of the Hawthorne 

plant of the Western Electric Company in Chicago was con-

cerned about low production and low morale among its workers 

and commissioned Mayo to determine the effects of various 

physical factors, such as light and ventilation, on worker 

productivity. While manipulating these factors, Mayo found 



that productivity tended to increase in unexpected ways. 

Even in the case of adverse physical conditions, worker 

productivity was observed to increase. He was, accordingly, 

led to conclude that emotional and motivational factors, 

particularly the feelings of the workers toward each other, 

the amount of attention and the kind of attention that 

workers receive from their superiors, and the workers' 

attitudes toward the experiments influenced the unexpected 

results (30, p. 18; 43, p. 24). 

The Hawthorne studies ended in 1932. Although method-

ological flaws prompted criticism of the experiments thirty-

five years later (8), at the time, the studies changed the 

orientation of industrial researchers toward American 

workers. They established the importance of work groups and 

the role of individual workers within the work group. The 

individual worker came to be viewed as an active participant 

in the production process rather than the passive component 

that earlier researchers had considered him to be. The 

Hawthorne studies stimulated the development of the Human 

Relations School in organizational psychology and occupa-

tional sociology. According to this school of thought, 

satisfied workers are more productive than dissatisfied 

workers, and job satisfaction is influenced by the human 

relationships that develop within work organizations (16, 

pp. 6-7). 



Hoppock's study of job satisfaction among the workers 

of New Hope, Pennsylvania, was a logical continuation of 

the study of American workers. He was not trying to change 

the behavior of workers or to increase their productivity. 

He had no obligation to management and no particular 

philosophy of management to defend. He simply felt that job 

satisfaction was a subject sufficiently important in its own 

right to merit serious scholarly attention. Although Hoppock 

made a propitious beginning in the analytical study of job 

satisfaction, the years of the great depression and World 

Was II delayed the future development of job satisfaction 

research for at least a decade. 

The field of job satisfaction research crystallized and 

developed rapidly after World War II (30, pp. 21-22). The 

spirit of renewal, of optimism, of expansion that permeated 

the post-war era provided a favorable environment within 

which this new research could develop. It quickly manifested 

an interdisciplinary approach involving researchers in 

several academic disciplines and in industry. These 

researchers were concerned about the technical quality of 

their work, including both theoretical and methodological 

issues, and their combined efforts in the late 1940s and 

1950s had the effect of establishing a new field of inter-

disciplinary study. For several years, the focus of research, 

once again, was on problem-solving, and a large number of 

studies explored the relationship between employee 



satisfaction and performance (6). No consistent significant 

relationship between the variables was revealed by the 

research, however, and interest in the topic declined (43, 

p. 32). 

Recognizing that job satisfaction research was suffi-

ciently well developed to merit systematic review, Frederick 

Herzberg (19) published a landmark critique of the litera-

ture in 1957. He criticized the traditional view dating from 

Hoppock that job satisfaction is a continuous variable and 

proposed, instead, that job satisfaction is a dichotomous 

variable and that the causes of job satisfaction are distinct 

from the causes of job dissatisfaction (19; 20; 37, p. 330). 

His two-factor theory focused attention specifically on the 

issue of work; he believed that the various aspects of the 

work experience should be analyzed carefully in any study of 

job satisfaction. His ideas came to be the dominant perspec-

tive in job satisfaction research for more than a decade. 

During the 1960s, job satisfaction research became 

increasingly sophisticated. Survey methodology was improved 

in important ways, and it came to be widely accepted as a 

tool for collecting information about large groups of people. 

Much of the research was designed to test Herzberg's two-

factor theory, but a variety of other issues were investigated, 

including the relationship between job satisfaction and (1) 

social psychological characteristics of individuals, (2) 

organizational structures and climate, and (3) employee 
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turnover (46). This was a period of continuing development, 

methodologically and theoretically, for survey research in 

general and for job satisfaction research in particular. 

Causal modeling was one of the important developments 

in survey research methodology during the decade of the 1960s, 

In 1957, Herbert Simon (59) had proposed a technique for mak-

ing causal inferences from correlational data. Hurbert 

Blalock (5) expanded Simon's work in 1964, and the resulting 

Simon-Blalock technique of infering causal relationships 

through partial correlation analysis of causal models became 

popular with social scientists (3, p. 21). Limitations in 

the Simon-Blalock technique led to the development and use 

of more sophisticated statistical techniques, including path 

analysis. Researchers were encouraged, accordingly, to apply 

these techniques in increasingly complex studies of causal 

relationships in the social sciences (15, p. 8). While job 

satisfaction researchers did not begin to use causal model-

ing in the 1960s, they were influenced by the overall 

increase in the rigor of survey methodology. 

By the decade of the 1970s, job satisfaction research 

had become established as an interdisciplinary field, and 

elements necessary for its continued development were in 

place. Most of the major theories of job satisfaction had 

been formulated prior to the 197 0s, and the research tech-

niques and procedures were well established and widely 

accepted. A considerable body of scholarly literature 



existed on the subject of job satisfaction, and job satis-

faction research was to become still more popular as the 

decade progressed. A bandwagon effect may be noted, with 

large numbers of researchers in various professions and 

occupations, including some in library science, investigat-

ing the causes and consequences of job satisfaction. Herzberg's 

theory was still popular, but no single idea dominated the 

field, as had been the case in the 1960s. The major method-

ological innovations of the decade centered on the use of 

causal modeling and path analysis; however, most job satis-

faction researchers still did not rely on these new tech-

niques and continued to organize their studies in terms of 

more traditional correlation analysis. 

Major Theories of Job Satisfaction 

The major theories of job satisfaction have developed 

over the past twenty-five years. They include need-

hierarchy theory, two-factor theory, need-fulfillment theory, 

value-fulfillment theory, equity theory, reference group 

theory, and perception theory. The following sections are 

devoted to a review and discussion of these major theories. 

Need-Hierarchy Theory 

Abraham Maslow's general theory of motivation has been 

used as the frame of reference for numerous studies of job 

satisfaction. According to Maslow, man has five basic 

categories of needs which are arranged in a hierarchy of 
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dominance. From lowest to highest, they are (1) physiologi-

cal needs; (2) the need for safety; (3) social needs; (4) 

the need for esteem, which includes the need for mastery and 

achievement as well as the need for recognition and approval 

from others; and (5) the need for self-actualization, which 

is "the desire to become more and more what one is, to become 

everything that one is capable of becoming" (42, pp. 91-92). 

Lower order needs must be met before higher order needs can 

be satisfied, and human behavior is a continuing effort to 

satisfy basic needs. 

Researchers using the need-hierarchy frame of reference 

often produce results that are consistent with the general 

theory, even though their findings are not viewed as con-

firmation of the theory (17, 35, 45). Lyman Porter's work 

is the most extensive job satisfaction research using the 

Maslow theory (50, 51, 52). Concluding that organizations 

in the United States have largely met the physiological needs 

of their employees, he revised the model by eliminating 

physiological needs and adding the need for autonomy. 

Autonomy, Porter believes, measures the employee's satisfac-

tion with his opportunity to participate in goal setting 

activities of the organization and to make decisions inde-

pendently . 

Several criticisms (39, pp. 1308-1309) have been leveled 

against the need-hierarchy perspective: (1) Maslow's "needs" 

may not, in fact, be needs. (2) The concepts of needs and 
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values appear to be confused in various ways. (3) The con-

cept of self-actualization is nebulous. (4) Whether needs 

exist and function in a fixed hierarchy is questionable. 

Two-Factor Theory 

Frederick Herzberg has theorized that the causes of job 

satisfaction are distinct from the causes of job dissatis-

faction. Determinants of satisfaction, which he called 

"motivators," are associated with the job itself and with 

individual needs for psychological growth. Motivators 

include achievement, responsibility, growth, advancement, 

recognition, and the work itself. Adequate motivators are 

necessary for satisfaction to exist, but their absence in 

the work situation does not produce job dissatisfaction. 

Determinants of job dissatisfaction, which Hertzberg termed 

"hygienes," are factors associated with the context in which 

the work is performed. Hygienes include pay, interpersonal 

relations, supervision, administrative policy, working con-

ditions, status, job security, and factors in the employee's 

personal life. Adequate hygienes will not, in themselves, 

produce job satisfaction, according to this theory, but 

inadequate hygienes will produce job dissatisfaction. Job 

satisfaction occurs in a work situation only when adequate 

hygienes and adequate motivators exist (20). 

The two-factor theory has been used extensively in 

job satisfaction research since 1959. Herzberg clearly made 
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an important contribution to job satisfaction theory by 

emphasizing that psychological growth contributes to job 

satisfaction and that opportunities for psychological growth 

are to be found in the work itself (23) . The primary limi-

tation of his theory is his assumption that motivators and 

hygienes are mutually exclusive variables and that their 

effects are unidirectional. Multivariate analysis has 

indicated that the same two factors can cause both satisfac-

tion and dissatisfaction and that a given factor can result 

in satisfaction among members of one group and dissatisfac-

tion among members of another group (13, 14, 25, 31, 34, 39, 

58) . 

Need-Fulfillment Theory 

According to need-fulfillment theory, job satisfaction 

is determined by the extent to which an employee's individual 

needs are fulfilled by his work. The concept of human need 

is utterly complex; it may include biological, psychological, 

and social dimensions, and efforts to define it and to 

operationalize it generally have been fraught with difficulty, 

In the job satisfaction literature, needs often are defined 

as "the objective requirements for an organism's physical 

and psychological well-being" (39, p. 1303). It is assumed 

that needs influence the behavior of the individual whether 

he is consciously aware of their existence or not. 
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Two need-fulfillment models have been proposed: the 

subtractive model (33) and the multiplicative model (65). 

The subtractive model focuses on the discrepancy between 

what the employee needs and what he receives from his job; 

job satisfaction is related inversely to the magnitude of 

this discrepancy. A limitation of the subtractive model is 

that it does not take into account the relative importance 

of the employee's needs. The multiplicative model, on the 

other hand, determines levels of job satisfaction by assess-

ing both the relative importance of the worker's needs and 

the degree to which his job fulfills his needs. 

Need-fulfillment theory is a provocative idea that 

includes some obviously important issues. Research in this 

tradition is complicated by the problems of defining and 

operationalizing the concept of need and of measuring the 

extent to which needs have been fulfilled by one's employ-

ment (32, 34, 35). The works of Locke, Vroom, and Kuhlen 

are examples of this point of view (33, 39, 65). 

Value-Fulfillment Theory 

Some theorists use the terms "need" and "value" as if 

they were synonymous, but most theorists differentiate the 

two concepts. The psychologist Locke holds that needs are 

"objective" in the sense that they are innate or inborn. 

They exist regardless of what a person wants. Values, on 

the other hand, are "subjective," in that they are acquired 
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or learned. They are the individual's definition of what is 

important in life, his standard for evaluating things, and 

they influence his actual choices and emotional reactions 

(39, p. 1304) . 

The scholarly literature contains extensive evidence 

for the idea that job satisfaction results from value attain-

ment. Researchers who have provided theoretical or empirical 

support for the idea include Katzell, Locke, Likert, Pelz, 

Rosen and Rosen, Smith, Kendall, and Hulin (28, 36, 39, 48, 

54, 60). Locke has proposed that two value judgments are 

made with each emotional response. The first is the 

individual's definition of the discrepancy between what he 

wants and what he perceives himself as receiving. The second 

is the value or importance that he attaches to what he wants. 

Locke theorized that job satisfaction reflects both "percept 

(or cognition)-value discrepancy" and value importance. 

Expressed mathematically, his theory of job satisfaction is 

S = (Vc - P) x Vi 

where Vc = value content (including amount wanted) 

P = perceived amount of value provided by the job 

Vi = value importance. 

The chief limitations of Locke's model are that it 

requires ratio scale measurement and pertains to single 

value appraisals. Most social science data do not satisfy 

the requirements for ratio scale testing, and most emotional 



15 

reactions are the result of multiple value appraisals (39, 

pp. 1304-1306). 

Equity Theory 

According to equity theory, job satisfaction is deter-

mined by the extent to which the expectations of the worker 

are satisfied by the reward system in which he is employed. 

Equity theorists assume that job satisfaction flows from the 

employee's belief that he is being rewarded fairly for his 

work (1, 21, 27, 47, 53). The employee will perceive his 

reward to be equitable (1) when the reward is comparable 

to that of colleagues and coworkers in similar positions 

and (2) when the reward reflects the value of his contribu-

tion to the organization. The discrepancy between what a 

worker receives from his employment and what he expects to 

receive from it will be related inversely to his level of 

satisfaction (7). 

In general, equity theory has been used to explain 

satisfaction or dissatisfaction with pay, but some researchers 

have attempted to expand the scope of the research to include 

conditions of work, promotion opportunities, types of super-

vision, and colleague relationships (60). Several equity 

models have been formulated, the most explicit of which was 

the model proposed by Stacy Adams (1, 2). 
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Reference Group Theory 

Some job satisfaction researchers emphasize the vital 

role that reference groups play in the development of 

individual attitudes. Reference groups profoundly influence 

the values, goals, and expectations of individuals. One may 

or may not actually belong to his reference groups, but he 

identifies with them and tends to adopt their standards as 

his own basis for evaluating the world and defining social 

reality. According to reference group theory, an individual's 

attitude about his job will be influenced by the way that his 

reference groups define his job (32, p. 150). 

Hulin (24) was one of the first researchers to predict 

a relationship between job satisfaction and workers' refer-

ence groups, and he found strong empirical support for his 

ideas in a study of female clerical workers. Katzell's (29) 

research also has supported reference group theory. Among 

the critics of this approach, Korman (32, p. 14 6) has been 

especially prominent, arguing that the explanatory power of 

this perspective is limited by the fact that many people 

function independently of the pressures and expectations of 

such groups. 

Perception Theory 

Perception theorists explain job satisfaction in terms 

of the individual's perception of his job. They believe that 

people "respond primarily to cognitive representations of 
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situations rather than to situations, per se" (26, p. 787). 

That is, individuals interpret situations in terras of their 

own unique patterns of personality and experience—not merely 

in terms of the objective characteristics of the situation 

(57, p. 199; 12, p. 967). Their attitudes and behavior, then, 

are formulated on the basis of the unique meanings which they 

have assigned to situations. From this point of view, satis-

faction with one's employment is caused more by one's percep-

tion of his work than by the objective conditions of his work. 

Most job satisfaction research does not recognize the 

role played by perception in the process of attitude forma-

tion. The studies are based almost exclusively upon the 

premise that job satisfaction can be predicted by a study of 

the characteristics of the work situation. Psychologists 

such as Locke (39) believe, however, that the process of 

forming attitudes such as job satisfaction is more complex 

than this. Locke viewed perception as cognition and satis-

faction as attitude and believed, along with James (26), that 

perceptions function as intervening variables between situa-

tional factors, on the one hand, and the development of 

individual attitudes such as job satisfaction, on the other. 

Not all job satisfaction research fits neatly into one 

or more of the seven theoretical perspectives discussed 

above. Some studies have been designed to ascertain the 

relationship between job satisfaction and selected demo-

graphic variables such as age, sex, race, education, and 
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marital status. Some researchers have explained job satis-

faction in terms of personality theory, arguing that 

satisfied employees differ in personality from dissatisfied 

employees (65, p. 160). The satisfied worker is depicted 

as a more flexible, better adjusted individual who was 

reared in a "superior" family environment or is capable of 

overcoming the effects of an "inferior" environment. The 

dissatisfied worker is characterized as tending to be rigid, 

unrealistic in his choice of goals, unable to overcome 

environmental obstacles, and generally unhappy (19, p. 20). 

While significant relationships between personality and job 

satisfaction have been demonstrated, the general thrust of 

the literature is that the concept of personality provides 

only a partial explanation of job satisfaction. 

Job Satisfaction Research 
in Librarianship 

While job satisfaction has been a subject of inquiry in 

academic and industrial research for decades, it was only 

in the 1970s that library researchers entered the field. 

Prior to that time, research on librarians focused on morale 

and attitudes in general or on other characteristics of 

librarians (18, 41, 55, 56, 68). Lopez and Rubacker commented 

in 1969 on the lack of attention paid by librarianship to its 

human resources. 

Quick to adapt and adopt the advances of relevant 
technologies to technical services, librarians have 
been slightly less receptive to the advances made in 
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the behavioral sciences. Such "selectivity" can only 
be, in time, detrimental to the professional growth of 
librarians, the library as an institution, and to the 
patrons for whom it exists (40, p. 486). 

Four studies investigating job satisfaction among 

librarians have used need theory as the framework for the 

research. These include studies by Plate and Stone, Wahba, 

D'Elia, ard Azad (49, 66, 11, 4). 

iJeed-hierarchy theory and two-factor theory were the 

theoretical perspectives used by Kenneth Plate and Elizabeth 

Stone (49) in two studies investigating the relationship 

between motivation and job satisfaction among American and 

Canadian librarians. They reported that the librarians 

identified (1) achievement and recognition ("motivators") 

as the most important factors in providing satisfaction and 

(2) supervision, interpersonal relationships, and institu-

tional policy ("hygienes") as the most important factors in 

creating dissatisfaction. The findings of Plate and Stone 

supported Herzberg•s theory that job satisfaction and job 

dissatisfaction are influenced by independent factors, but 

they observed that the two sets of factors are closely 

related (66). 

Susanne Wahba"s study also incorporated need-hierarchy 

theory and sought to determine the influence of job satis-

faction on motivation, performance, and potential turnover 

among librarians. She found that satisfaction with the 

work itself, with supervision, and with promotion opportunity 
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correlated positively with work motivation and that librar-

ians were not motivated by their pay or relations with 

coworkers. Dissatisfaction with the work, supervision, or 

promotion opportunities correlated with a high willingness 

to leave the job. Also, she found no consistent support 

for the relationship between job satisfaction and job per-

formance (67, pp. 276-278) . 

Wahba differentiated her sample by sex and by type of 

position. She observed that female librarians are signifi-

cantly less satisfied than male librarians about the extent 

to which their jobs fulfill esteem and autonomy needs, 

although the two sexes have similar levels of satisfaction 

in the fulfillment of social and security needs. Both sexes 

reported that autonomy was the need least satisfied by their 

jobs and that security was the need most satisfied. Except 

for social needs, female librarians were more dissatisfied 

than male librarians in all categories of needs (67, p. 277). 

With regard to the type of position, Wahba differentiated 

her sample into library administrators, public services librar-

ians, and technical services librarians. She found that 

administrators experienced greater satisfaction than either 

technical services librarians or public services librarians 

with work, supervision, pay, promotion, and autonomy. Tech-

nical services librarians had the lowest levels of satisfac-

tion with work, supervision, pay, coworkers, and security 

(69) . 
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Wahba reported that the librarians in her sample had 

lower levels of job satisfaction than the subjects in a 

normative sample; they were particularly dissatisfied with 

salary and promotion opportunities. The nature of the work 

itself provided librarians their greatest degree of satis-

faction, and supervisory style was a critical influence on 

their work situation (69). 

George D'Elia (11) conducted a short longitudinal study 

of recent library school graduates to test the hypothesis 

that job satisfaction is influenced by need gratification 

and expectation fulfillment. During the first phase of his 

study, D'Elia gathered data concerning vocational needs and 

job expectations among graduating library science students; 

after his subjects had been employed for six months, he 

collected information concerning their vocational needs, 

environmental reinforcers, and job satisfaction. He found 

that job satisfaction resulted from both need gratification 

and expectation fulfillment. The environmental reinforcers 

which most account for variance in job satisfaction scores 

were supervision, recognition and advancement, and service. 

He concluded that librarians are more satisfied with jobs 

that permit initiative, responsibility, and professional 

judgment and which provide appropriate rewards for work well 

done (10) . 

Asadollah Azad (4) sought to measure job satisfaction 

among paraprofessional library employees in university 
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libraries and. used Dawis theory of work adjustment/ a need-

fulfillment theory, as the theoretical basis for his research. 

Stratifying the paraprofessionals by type of department in 

which they worked, either public services or technical 

services, he found that public services employees were more 

satisfied than technical services employees. He also formu-

lated a minor hypothesis based on two-factor theory which 

was partially supported by his study. Both motivator and 

hygiene factors were found to contribute to job satisfaction. 

Other researchers have sought to determine relationships 

between job satisfaction and type of library. John Miniter 

(44) conducted a national study of job satisfaction among 

librarians in public, academic, and special libraries. He 

concluded that public librarians have significantly higher 

levels of job satisfaction than either academic librarians 

or special librarians. Satisfaction levels were lowest among 

special librarians, presumably because they have few oppor-

tunities for promotion and relatively high work stress. 

Female librarians were more satisfied than male librarians, 

and librarians, as a group, experienced greater job satis-

faction than workers in other occupations. This latter find-

ing contradicts that of Wahba who observed that librarians 

are less satisfied than subjects in a normative sample. 

A recent study by William Lindstrom (38) compared the 

job satisfaction of community college librarians with that 

of college and university librarians. Lindstrom found that 
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different levels of satisfaction obtain for these two groups 

and that community college librarians were, overall, more 

satisfied with their jobs. Community college librarians 

experienced significantly higher levels of satisfaction than 

college and university librarians with their work, pay, and 

opportunities for promotion. Both groups viewed their 

supervisors and coworkers favorably. 

/William Vaughn's research in 1972 (62) was the first 

attempt to scale job satisfaction levels among academic 

librarians. He hypothesized that job satisfaction affects 

the organizational effectiveness of a library and, in turn, 

is influenced by managerial performance. He defined 

organizational effectiveness as "the extent to which an 

organization is accomplishing its objectives without deplet-

ing its human, financial, and materials resources" (63, p. 

165). Using a multidimensional measure of job satisfaction, 

Vaughn found that the overall satisfaction of academic 

librarians was linked directly with age, earnings, job level, 

and library science major and that librarians' satisfaction 

with their work was related to tenure, earnings, job level, 

and library science major. Low satisfaction was correlated 

with pay and promotion opportunities (62) . He concluded 

that managerial performance was related to job satisfaction 

and organizational effectiveness. 

In a later study, Vaughn and J. D. Dunn (63) investi-

gated job satisfaction among employees in six academic 
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libraries. For one of these libraries, the data, were 

stratified by type of department. Using a multidimensional 

measure of job satisfaction, the authors compared libraries 

and departments. No individual library or department scored 

consistently high or low on the various dimensions of satis-

faction. While differences were found among the library 

departments, the results of the study were not identified by 

type of department. 

The remaining investigations of job satisfaction among 

academic librarians concern the relationship between satis-

faction and specialization of work. It was noted earlier 

that Wahba differentiated her sample into library adminis-

trators, public services librarians, and technical services 

librarians and that she found the higher levels of satisfac-

tion among administrators and the lowest levels of satisfac-

tion among technical services librarians. Azad, also, found 

that paraprofessionals working in public service departments 

experienced higher levels of satisfaction than their counter-

parts in technical services departments. Other researchers 

report similar findings for technical services librarians 

(9, 11, 64). Although Chewe (10) reported no significant 

differences in overall satisfaction levels between catalogers 

and reference librarians in academic libraries, he found 

that catalogers are significantly less satisfied than 

reference librarians on specific dimensions of satisfaction 

such as creativity, social service, and variety, and that 
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they are somewhat less satisfied with working conditions. 

Vaughn and Dunn (63) also found differences among depart-

mental groups/ but/ as noted above/ they did not identify 

the departments. 

None of the studies of job satisfaction among academic 

librarians has emphasized perception theory. None has 

employed causal modeling or path analytic methodology. The 

present study of job satisfaction among academic librarians 

emphasized both perception theory and causal modeling. The 

problem for the research was to estimate effects of three 

categories of variaales on librarians' job satisfaction. 

The three categories of variables were characteristics of 

individual librarians, characteristics of library organiza-

tions, and perceptions which librarians have of their work. 

The characteristics of librarians included the variables of 

librarians' education, sex, experience, age, level of 

responsibility, and salary. The characteristics of library 

organizations included the variables of size of the library 

staff, size of the library collection, organizational status 

of the professional librarians, library budget, and sex of 

the library director. Perceptions that librarians have of 

their work included the variables of librarians1 perception 

of promotion opportunities, perception of job security, per-

ception of the adequacy of pay, perception of supervision, 

perception of associates, and perception of the work itself. 
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Summary 

This chapter was a review of job satisfaction research. 

It included, first, a discussion of the historical develop-

ment of job satisfaction research, beginning with the land-

mark publication of Robert iioppock in 1935 and continuing 

through the post-war years into the 1970s. The general point 

was made that job satisfaction research has become a vigorous, 

interdisciplinary enterprise influenced by the ideas and 

techniques of researchers in several academic disciplines and 

in industry. Next, the major theories employed in job satis-

faction research were reviewed. These included need— 
% 

hierarchy theory, two-factor theory, need-fulfillment theory, 

value-fulfillment theory, equity theory, reference group 

theory, and perception theory. The last section was a summary 

of the studies of job satisfaction among academic librarians. 

Only a few such studies have been done, all of them within 

the last decade. 

The next chapter contains a discussion of the research 

problem and the procedures for collecting and analyzing data 

for this study. It includes a statement of the problem and 

the research hypotheses, a discussion of the path model, 

along with operational definitions of the variables employed 

in the model, an explanation of the reasons for the research, 

and a description of the population and the procedures for 

data collection and data analysis. Chapters III and IV 
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contain an analysis of the data, and Chapter V is devoted 

to summary and conclusions. 
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CHAPTER II 

PROBLEM AND PROCEDURES 

The Research Problem 

Statement of the Problem 

The purpose of this research was to study job satisfac-

tion among academic librarians. Using a path analytic 

approach, the following variables were examined in order to 

identify and interpret the nature of their relationships to 

job satisfaction among academic librarians. 

A. Selected characteristics of individual librarians 

1. Education 
2. Experience 
3. Sex 
4. Age 
5. Salary 
6. Level of responsibility 

B. Selected characteristics of library organizations 

1. Annual library budget 
2. Sex of the library director 
3. Size of the library staff 
4. Average salary of the professional library staff 
5. Organizational status of the professional 

librarians 

6. Size of the library collection 

C. Librarian's perceptions of the job 

1. Perception of the work 
2. Perception of adequacy of pay 
3. Perception of promotion opportunities 
4. Perception of supervision 
5. Perception of associates 
6. Perception of job security 

34 



35 

Job satisfaction was considered to be the major dependent 

variable in the study. 

Hypotheses 

Derived from a systematic review of the scholarly job 

satisfaction literature, the following hypotheses guided the 

research. These hypotheses assume that job satisfaction is 

influenced by selected characteristics of individual employ-

ees, selected characteristics of work organizations (6, 14, 

16), and perceptions that individual workers have of their 

work situation (8, 9, 10, 14). 

Hx: Selected characteristics of individual librarians 
influence librarians1 job satisfaction. 

Selected characteristics of individual librarians 
include education, experience, sex, age, salary, 
and level of responsibility. 

fi2: Selected characteristics of individual librarians 
influence librarians' job perceptions which, in 
turn, influence job satisfaction. 

Selected characteristics of individual librarians 
include education, experience, sex, age, salary, 
and level of responsibility. 

Librarians' job perceptions include perceptions of 
work, adequacy of pay, promotion opportunities, 
supervision, associates, and job security. 

H3: Selected characteristics of library organizations 
influence librarians' job satisfaction. 

Selected characteristics of library organizations 
include annual library budget, sex of the library 
director, size of the library staff, average salary 
of the professional library staff, organizational 
status of the professional librarians, and size of 
the library collection. 
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H4: Selected characteristics of library organizations 
influence librarians' job perceptions which, in 
turn, influence job satisfaction. 

Selected characteristics of library organizations 
include annual library budget, sex of the library 
director, size of the library staff, average 
salary of the professional library staff, organiza-
tional status of the professional librarians, and 
size of the library collection. 

Librarians' job perceptions include perceptions of 
work, adequacy of pay, promotion opportunities, 
supervision, associates, and job security. 

The Path Model 

A set of structural models depicting the hypothesized 

relationships among tne variables examined in this study is 

presented in Figure 1. The variables associated with 

characteristics of individual librarians (X̂  - Xg) and with 

characteristics of library organizations (X7 - X12) are 

independent or exogenous variables. Job satisfaction (X ) 
19 

and variables associated with job perceptions (X13 - x18) 

are dependent or endogenous variables. The "R"s are 

residual variables or disturbance terms and include such 

things as measurement error and the effects of other unmea-

sured variables; a literal subscription is attached to the 

residuals to indicate that these variables are not measured 

directly. 

In path analysis, the variability of independent 

variables is assumed to be influenced by factors outside the 

model and ". . .no attempt is made to explain the variability 

of an exogenous variable or its relations with other 
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exogenous variables" (12, p. 301). Thus, the relationship 

between characteristics of individual librarians and 

characteristics of library organizations is unanalyzed in 

this study, and the correlation between these variables is 

indicated by a two-headed curved arrow to distinguish it from 

the paths relating the dependent variables to the independent 

variables. 

The one-way arrows in Figure 1 represent causal infer-

ences. Associated with each arrow is a structural parameter 

(or path coefficient), P — , which is a value that reflects 

the mean change in an endogenous variable (X^) that is 

expected to result for each unit of change in one particular 

causal variable (Xj), assuming all other causal variables 

are held constant. The residual terms also are represented 

by unidirectional arrows. 

The structural equations corresponding to the causal 

system are: 

( 1 ) X c = P c a X a + Pcb Xb + V u 

(2) xd = pdaxa + pdbxb + pdcxc + pdvRv 

where: 

Ps = standardized partial regression coefficients 

Rs = residual terms 

Xs = variables defined in Figure 1. 
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Reasons for Research 

This research can be justified in at least three ways. 

First, relatively little is known about the job satisfaction 

of academic librarians. As pointed out in Chapter I, the 

study of job satisfaction is a well-established line of 

inquiry that has produced a voluminous scholarly literature. 

Numerous theories have been proposed to explain job satisfac-

tion, and many professions and occupations, including medicine, 

religion, education, and music, have been studied in an effort 

to understand the causes and consequences of job satisfaction. 

Library researchers generally have not participated in this 

endeavor, however. Fewer than a dozen scholarly studies have 

been conducted on the job satisfaction of academic librarians. 

The findings of this research should contribute to the 

general understanding of job satisfaction and to the specific 

body of knowledge concerning job satisfaction among academic 

librarians. 

Second, the design for this research is distinctive. 

Job satisfaction research ordinarily is based on the survey 

method and correlational statistical techniques. Only a 

few of the approximately 3,500 works on this subject have 

incorporated causal modeling into the research design, and 

even fewer have used path analysis as the specific statis-

tical technique. None of the scholarly studies of job 

satisfaction among academic librarians has involved causal 

modeling or path analysis. In addition, much of the job 
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satisfaction research involves merely the correlation of 

various demographic variables or situational factors with a 

measure of job satisfaction. This research emphasizes the 

importance not only of demographic variables and situational 

factors but of the causal effects of the individual librarian's 

perception of these matters. Only a very few job satisfaction 

studies have incorporated the intervening variable of job 

perceptions. None of the studies of job satisfaction among 

academic librarians has taken into account the role of the 

intervening variable of job perceptions in the formation of 

attitudes of job satisfaction. 

A third justification for this research is that knowledge 

produced by such a study can have practical application for 

librariansxiip. A library is a system that includes technology, 

processes, and personnel. It may be argued that the various 

components of the system must operate efficiently if the 

library itself is to function well. Library researchers have 

long recognized the importance of technology and processes 

and have directed most of their research toward understanding 

and improving these components of the library system. They 

have tended not to emphasize the personnel component of the 

library system and generally have ignored the effects of 

job satisfaction or dissatisfaction on library personnel. 

Definitions of the Variables 

J°k satisfaction was defined as a generalized affective 

orientation of the librarian to his or her job. Satisfaction 
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is an attitude that indicates a positive emotional state. 

For this study, job satisfaction was measured by the 

Brayfield-Rothe Job Satisfaction Index (4). 

Job perceptions were defined as the librarian's cogni-

tive interpretations of his or her work situation which 

influence the formation of the attitude of job satisfaction. 

For this study, perceptions of work, adequacy of pay, promo-

tion opportunities, supervision, and associates were 

measurea by the five individual scales of the Job Descriptive 

Index (17). Job perceptions were further characterized as 

follows: 

Perception of work was defined as the librarian's 

cognitive interpretation of his or her specific library 

tasks and routines. 

Perception of adequacy of pay was defined as the 

librarian's cognitive interpretation of his or her 

salary. 

Perception of promotion opportunities was defined as 

the librarian's cognitive interpretation of the 

opportunities for advancement that he or she has within 

the library organization. 

Perception of supervision was defined as the librarian's 

cognitive interpretation of the role performance of his 

or her immediate supervisor. 

Perception of associates was defined as the librarian's 

cognitive interpretation of the personality 
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characteristics of the people with whom he or she 

associates on the job. 

Perception of job security was defined as the librarian's 

cognitive interpretation of the extent to which he or she 

is secure in the job. 

Annual library budget was defined as the amount of money 

in dollars authorized by the individual university or college 

for the operation of its library during the 1979-1980 fiscal 

year, as determined from published sources. 

Qf the library director was defined as the gender 

of the library director, as identified in questionnaire 

responses. 

Size of the library staff was defined as the number of 

professional librarians employed in each library on January 

15, 1981, as reported by individual libraries. 

Average salary was defined as the mean annual salary 

in dollars for each professional library staff for the 1979-

1980 fiscal year, as determined from published sources. 

Organizational status was defined as the position of 

the professional librarians within the institution with 

which the library was associated. Librarians were classified 

as having faculty status or staff status, according to ques-

tionnaire responses. 

Size of the library collections was defined as the 

number of bound books and periodicals reported by each 
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library for the 1979-1980 fiscal year, as determined from 

published sources. 

Education was defined as the level of formal training 

of the individual librarian, as represented by academic 

degrees and certificates. Librarians were classified as 

having (1) a master s degree, (2) a second master's degree 

or a post-master's certificate, or (3) an earned doctorate, 

according to questionnaire responses. 

Experience was defined as the number of years which the 

individual librarian has worked as a professional librarian, 

as identified in questionnaire responses. 

Age was defined as the chronological age in number of 

years, as reported in questionnaire responses. 

s.,e£ w a s defined as the gender of the individual 

librarian, as reported in questionnaire responses. 

Salary was defined as the annual stipend (dollar amount) 

paid to the individual librarian during the 1980-1981 fiscal 

year by the institution in which he or she was employed, as 

reported in questionnaire responses. 

Position, or level of responsibility, was defined as 

the rank of tne individual librarian within his or her 

library. Librarians were classified as holding (1) adminis-

trative, (2) supervisory, or (3) nonsupervisory rank, as 

reported in questionnaire responses. 
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Data Collection 

Data Collection Procedures 

The population for the present study consisted of 167 

acaaemic librarians associated with eleven member libraries 

of the Association of Higher Education of the North Texas 

Area (AHE). AHE libraries excluded from this study were 

medical school libraries, because of the specialized settings 

and clientele, and the library with which the researcher was 

associated. 

Information concerning the individual librarians was 

obtained from mailed questionnaires (Appendix C). The names 

and addresses of these AHE librarians were supplied by the 

eleven libraries surveyed. Two questionnaires, a personal 

data form, and a stamped pre—addressed return envelope were 

mailed to the home address of each of the academic librarians 

in February, 1981. In a cover letter (Appendix A), the 

researcher explained the purpose of the study, sought the 

cooperation of the prospective respondent, promised complete 

anonymity, and requested that the librarian return the 

completed materials within ten days. Three weeks later, a 

follow-up reminder (Appendix B) was sent to the subjects who 

had not responded, urging them to complete and return the 

questionnaires, or, if they had not received the initial mail-

ing, to advise the researcher who would forward the question-

naires to them. Useable responses were obtained from 127 of 
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the 167 librarians in the population, for a response rate of 

76 per cent. 

Information concerning the library organizations was 

obtained from published sources which included Texas Academic 

Library Statistics, 1978-1979 (1980), the American Library 

Director (1980), the TACT Bulletin (January, 1981), and college 

and university catalogs for the 1980—1981 academic year (2, 18, 

20) . 

Characteristics of the Respondents 

Librarians.—Fifteen per cent of the respondents were 

administrators (i.e., directors or associate or assistant 

directors), 40 per cent were supervisors (i.e., department 

heads), and 45 per cent were nonsupervisory practicing 

librarians. Sixty—six per cent were women and 34 per cent 

were men. Approximately 2 per cent held the bachelor's 

degree, 69 per cent held the master's degree, 26 per cent 

held a second master's degree or a certificate of advanced 

study, and 3 per cent held the Ph.D. degree. The median age 

of librarians included in the study was thirty—eight years, 

and the range extended from seventy-four years to twenty-four 

years. Their median salary was $16,500 on September 1, 1980, 

and the salary range extended from $50,000 to $9,000 per year. 

While the median number of years the individual librarians 

had worked in professional library positions was eight years 

and four months, the range in tenure was from thirty-five 
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years to less than one year. General characteristics of the 

respondents are presented in Table I. 

Libraries.—Seven of the eleven AHE libraries were 

located m private colleges and universities while four were 

in state-supported institutions. Six of the libraries were 

directed by men, and five were directed by women. Faculty 

status was held by librarians in five of the libraries. 

Annual library budgets ranged from $2,235,175 to $163,265, 

with three libraries having budgets of approximately $1.5 

million, another three having budgets of slightly more than 

$1 million, and five having budgets of less than $250,000. 

The library collections ranged in size from 1,28 7,812 volumes 

to 126,130 volumes; two libraries held approximately 1,000,000 

volumes each, three libraries held approximately 800,000 

volumes each, and the holdings for each of the remaining six 

libraries were under 400,000. Closely associated with collec-

tion size was size of the professional staff. In two libraries, 

the staff numbered thirty or more persons; in three libraries, 

the staff numbered between seventeen and twenty-three persons; 

in the remaining six libraries, the staff was composed of ten 

or fewer persons. Information concerning the characteristics 

of libraries is summarized in Table II. 

Two additional items are of interest. While five of the 

eleven libraries granted faculty status to their librarians, 

only 24 per cent of the librarians surveyed held faculty 
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TABLE I 

SELECTED CHARACTERISTICS OF RESPONDENTS 

Characteristic 

Education 
Bachelor 1s 
Master1s 
Post-master's/C.A.S. 
Ph.D. 

Sex 
Female 
Male 

Experience 
I-5 years 
6-10 years 
II-15 years 
16-20 years 
21-25 years 
26-30 years 
31-35 years 

Level of responsibility 
Nonsupervisory 
Supervisory 
Administrative 

Age 
24-36 years 
37-49 years 
50-62 years 
63-75 years 

Salary 
9,500-15,499 
15,500-21,499 
21,500-27,499 
27,500-33,499 
33,500-39,499 
39,500-45,499 
45,500-51,499 

Per Cent** 

69.3 
26.0 

66.1 
33.9 

21.3 

44.9 
40.2 
15.0 

44.1 
26.8 

•Frequency totals = 127. 

**Per Cent totals = 100.0 per cent. 
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TABLE II 

SELECTED LIBRARY CHARACTERISTICS 

Characteristic Frequency* Per Cent** 

Budget 
Less than 500,000 
500,000-1,000,000 
1,000,001-1,500,000 
1,500,001-2,000,000 

5 
0 
4 
1 

45.5 
0 

36.4 
9.1 

Director's sex 
Female 
Male 

5 
6 

45.5 
54.5 

Professional staff size 
Less than 10 
10-19 
20-29 
30-39 

5 
2 
2 
2 

45.5 
18.2 
18.2 
18.2 

Average salary 
12.000-14,500 
14,501-17,000 
17.001-19,500 

4 
3 
4 

36.4 
27.3 
36.4 

Status 
Staff 
Faculty 

6 
5 

54.5 
45.5 

Collection size (volumes) 
Less than 500,000 
500,001-1,000,000 
1,000,001-1,500,000 

*F-rp>rm̂ r>r«w c* = 11 

6 
4 
1 

54.5 
36.4 
9.1 

**Per Cent totals = 100.0 per cent. 

status. Also, while five of the eleven libraries were directed 

by women, only 24 per cent of the librarians actually held 

positions in libraries directed by women. 
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Research Instruments 

J°-b satisfaction.—Satisfaction was measured by the 

"Job Satisfaction Index" instrument developed by Brayfield 

and Rothe in 1951 (4). This instrument was designed by the 

authors to provide an overall index of job satisfaction which 

is applicable across occupational categories. The instrument 

consists of eighteen statements designed to elicit expres-

sions of feeling by the worker toward his job, and it uses 

five-point Likert scales ranging from "Strongly Agree" (five 

points) to "Strongly Disagree" (one point). The authors 

report a corrected split-half reliability coefficient of .87. 

They also report high validity for the instrument, as 

indicated by their studies of its content validity, concurrent 

validity, discriminant validity, and face validity. Copies of 

the research instruments are contained in Appendix C. 

Job perceptions. Five of the six job perceptions were 

measured with the "Job Descriptive Index" instrument developed 

by Smith, Kendall, and Hulin in 1965 (17). The instrument 

consists of five scales, each of which was used to measure one 

aspect of the librarians' perceptions of their work. The 

instrument consists of seventy-two items, eighteen in each of 

three scales and nine in each of the remaining two scales. 

Smith reports that corrected split-half reliability coeffi-

cients exceed .80 for each scale and that discriminant and 

convergent validity scores are high. The perception of job 
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security was based on the questionnaire item "How secure 

would you say that you are in your job?" and was measured by 

a five-point Likert scale ranging from "Very Secure" (five 

points) to "Very Insecure" (one point). 

Although the "Job Descriptive Index" (JDI) was developed 

by its authors as a job satisfaction instrument, specifically 

as a measure of satisfaction with various dimensions of the 

job rather than as an overall index of satisfaction, it differs 

from other job satisfaction instruments, including the "Job 

Satisfaction Index" discussed above, in that it asks a respon-

dent to describe his job rather than his feelings about it. 

For this study, job satisfaction has been defined as an affec-

tive or emotional orientation of the librarian to his job, 

whereas job perceptions have been defined as cognitive or 

descriptive interpretations of the work situation. Because 

the JDI is a descriptive rather than an affective instrument, 

it was used in this study as a measure of job perceptions. 

Characteristics of librarians.—The characteristics of 

librarians were single-item measures that asked the respon-

dents to indicate their level of formal education (academic 

degrees and certificates held), sex, years of professional 

experience, age, level of responsibility within the library, 

and annual salary. 

Characteristics of library organizations.—Size of the 

professional library staff, size of the library collection, 
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organizational status of the professional librarians, average 

annual salary of the professional library staff, annual 

library budget, and sex of the library director were measured 

by self-reported information obtained from the published 

sources referred to above in the discussion of data collection 

procedures. 

Data Analysis 

Job satisfaction research does not lend itself well to 

experimental methodology. Ordinarily, the researcher is 

unable to manipulate experimentally the various factors which 

he believes are associated with job satisfaction. For this 

reason, survey research is the method typically used to study 

job satisfaction. 

Simple correlation analysis ordinarily is employed in 

such survey research. It is a particularly valuable tool for 

the study of bivariate relationships. When three or more 

variables are included in a model, however, problems arise in 

the interpretation of findings. The original correlation may 

be genuine; it may, however, include both genuine and 

spurious components, the latter being elements which may not 

be substantively interpretable. While correlation analysis 

provides information on the existence of relationships between 

variables and is useful in the interpretation of data, it 

does not permit the researcher to differentiate genuine or 

causal relationships from spurious or noncausal relationships. 
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In an effort to deal with the limitations inherent in 

correlation analysis, some researchers have developed an 

interest in causal modeling and causal analysis. Causal 

modeling involves the construction of a simplified model of 

reality. The model is simplified in the sense that it 

includes a limited number of variables out of a universe of 

potentially many variables. Written as a set of structural 

equations, the causal model is intended to represent the 

causal processes which the researcher assumes are operating 

among the variables under consideration. The structural 

equations yield parameter estimation values which may be used 

in the estimation and evaluation of the model. The evaluation 

process results in either corroboration of the model or in 

reformulation of the model and, hence, the reconstruction of 

the theory that was expressed in the original model (13, pp. 

3-4) . 

Among the more powerful techniques developed for use in 

causal modeling is path analysis, which can be used with a 

variety of structural equation systems (5, p. 8). Path 

analysis, like other techniques, cannot prove causality 

because substantive as well as statistical assumptions are 

required in causal modeling, at least some of which will not 

be testable, and several causal models might fit the same 

data equally well. However, path analysis may be useful in 

identifying or indicating untenable causal hypotheses and in 

providing support for causal models which do resist 
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elimination through testing (11). Specific advantages of 

path analysis are that (1) it enables one to measure the 

direct and inairect effects that one variable may have on 

another, (2) it enables one to decompose the correlation 

between any two variables into a sum of simple and compound 

paths with some of the compound paths being taken as causal 

and others as noncausal (3, p. 32), and (3) it allows one to 

assess the influence of latent or underlying variables on 

those explicitly specified and measured by the model (15, 

p. 387). 

Path analysis basically entails estimating the magnitude 

of hypothesized linkages between variables and using these 

estimates to make inferences about underlying causal processes 

(3, p. 29). In so-called recursive models, which are used in 

the present study, such estimates may be obtained from 

ordinary least squares regression analysis. The use of this 

method is based on several assumptions (19, p. 65). First, 

the relationships among the variables are linear and additive. 

The linearity assumption was tested in this research using 

the test of linearity procedures provided in the Statistical 

Package for the Social Sciences (SPSS); the data were found 

not to deviate significantly from linearity (15, p. 260). 

Second, residual terms are uncorrelated with the exogenous 

(independent) variables in the equations in which they appear. 

This second assumption is not testable by statistical methods; 

its validity must be based on substantive grounds (3, p. 17). 
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Third, the variables are assumed to be measured on interval 

scales. To the extent that the scales are ordinal, the 

results may be slightly biased? however, analyzing ordinal 

data with multiple regression techniques does not appear to 

distort the results seriously, as a rule, and is still the 

recommended procedure (3, p. 65). Fourth, no confounding 

unmeasured causes of the endogenous variables exist. This 

assumption is impossible to meet in reality because it is 

unlikely that all relevant causes of any endogenous variable 

are known. The researcher must select a finite set of 

variables which he believes are important causes of the 

endogenous variables, assume that the remaining unmeasured 

causes have relatively weak causal effects, and proceed with 

his analysis (3, p. 12). 

The procedures used in the present study to analyze 

causal models by means of path analysis consisted of estimat-

ing the path coefficients, trimming or deleting nonsignificant 

paths from the hypothesized model, evaluating the trimmed 

model, and assessing the total effects of the independent 

variables. 

Estimating the Path Coefficients 

Path coefficients were estimated by regressing each 

endogenous variable on the variables that directly impinged 

upon it. The path coefficients are equivalent to standardized 

partial regression coefficients and indicate the amount of 

variation in one variable that is directly attributable to 
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another variable. The residual path coefficients also were 

calculated from regression analysis. 

Trimming Nonsignificant Paths 

A causal path was deleted from the hypothesized model 

if it was determined to be statistically trivial or nonsig-

nificant and, therefore, not contributing in a significant 

way to the variation in the endogenous variables (7, p. 59) 

The F test (p < .05 for a one-tailed test) was applied to the 

path coefficients to determine their significance. To con-

firm the results of the F test, a second test of statistical 

significance (defining significance as a path coefficient 

value at least twice its standard error) was applied to the 

data (5). The results of the two tests of significance were 

identical. 

Evaluating the Trimmed Model 

The trimmed model is the a priori or hypothesized model 

with the nonsignificant paths eliminated. After deleting the 

nonsignificant paths, new structural equations were written 

and path coefficients were estimated for the trimmed model. 

The trimmed model was evaluated by determining the extent to 

which it fit the observed data. One of the more appealing 

aspects of path analysis is that the correlation between any 

two variables can be decomposed into component parts which 

are taken to represent direct effects, indirect effects, and 

spurious effects. The sum of these parts can produce 
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estimates of the zero-order correlations between the 

variables implied by the structural relationships posited in 

the model. The test consists of reproducing the original 

zero-order correlation matrix and comparing the correlations 

implied by the trimmed model with the observed correlations, 

i.e., with the zero-order correlations. 

Assessing the Relative Contribution 
of Variables 

The so-called total causal effect of an independent 

variable on a dependent variable is defined as the sum of 

its direct and indirect (causal) effects. The direct effect 

is the portion of the effect of the independent variable on 

the dependent variable that is represented by a direct causal 

path. The indirect effect is the portion of the total effect 

that is ". . . transmitted or mediated by variables specified 

as intervening between the cause and effect of interest in 

the model" (1). 

The data were analyzed using the SPSS, an integrated 

system of computer programs designed for the analysis of 

social science data. The SPSS provided descriptive statistics, 

such as means, standard deviations, ranges, and standard 

errors; frequency distributions; Pearson and Spearman correla-

tion coefficients and significances; and multiple regression 

analysis, including standardized and unstandardized weights 

and F values. The data were run on a DEC-2050 computer, an 
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interactive, time-sharing system available in the Texas 

Woman's University Computer Center. 

Summary 

In this chapter, the research problem and the procedures 

for collecting and analyzing data were explained. The pur-

pose of the research was to study job satisfaction among 

academic librarians. Hypotheses were formulated to reflect 

relationships between job satisfaction and perceptions of 

the job, characteristics of library organizations, and 

characteristics of inoividual librarians. Variables were 

identified and defined, and the set of path models suggested 

by the a priori hypotheses which guided the research was 

presented. 

The survey was the method of data collection. Academic 

librarians associated with member libraries of the Association 

of Higher Education of the North Texas Area received instru-

ments designed to measure job satisfaction, job perceptions, 

characteristics of librarians, and characteristics of library 

organizations. 

Path analysis was the technique used to analyze the 

causal model. Specific procedures consisted of estimating 

the path coefficients, trimming or deleting nonsignificant 

paths from the hypothesized model, evaluating the trimmed 

model, and assessing the total effects of the independent 

variables. 
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In Chapter III, the findings of the survey in regard 

to hypotheses I and II are reported. 
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CHAPTER III 

ANALYSIS OF DATA: HYPOTHESES 

I AND II 

Introduction 

Job satisfaction is viewed in this study as a function 

of characteristics of individual academic librarians, 

characteristics of academic library organizations, and per-

ceptions which academic librarians have of their jobs. Four 

hypotheses were formulated to guide this research, and the 

purpose of this chapter is to report the findings of the 

survey for the first two hypotheses. Hypothesis I stated 

that selected characteristics of individual librarians 

influence librarians' job satisfaction. Characteristics of 

individual librarians selected for this research were educa-

tion, professional experience, sex, age, salary, and posi-

tion. Hypothesis II stated that selected characteristics of 

individual librarians influence librarians' job perceptions 

which, in turn, influence job satisfaction. Six perceptions 

of the job were investigated, including perceptions of the 

work itself, of the adequacy of pay, of promotion opportuni-

ties, of supervision, of associates, and of job security. 

The analysis of data pertaining to hypotheses I and II 

is divided into three sections. First, the relationship 
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between each of the six characteristics of individual 

librarians and job satisfaction is explored. Both zero-

order correlation coefficients and path coefficients, 

including standardized and unstandardized regression weights, 

are reported. Standardized weights usually are preferred in 

reporting data because they are more easily interpreted than 

unstandardized weights. They are more meaningful in identify-

ing relevant relationships among variables, and they facili-

tate the examination of the component parts of total 

association among the variables (11, p. 64). Because stan-

dardized weights do not permit accurate comparisons between 

studies involving different populations, however, unstandard-

ized weights are reported also. 

The second section explores (1) the relationship 

between the six characteristics of individual librarians and 

the six perceptions of the job which have been identified for 

this study and (2) the relationship between the six char-

acteristics of individual librarians and job satisfaction 

through the intervening influences of the six perceptions of 

the job. In addition to the statistics enumerated above, 

this section contains (1) a report of the path coefficients 

resulting from reestimating the path model after it was 

trimmed of insignificant paths, (2) an estimate of the extent 

to which the trimmed model reproduces the original zero-order 

correlations, and (3) an evaluation of the total effect of 

the causal variables on job satisfaction. 
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Section three is a summary of the findings for hypotheses 

I and II, the top half of the job satisfaction model previously 

presented in Figure 1 (see Chapter II, page 37). 

Characteristics of Individual Librarians 
and Job Satisfaction (H^) 

The characteristics of individual librarians were 

measured by single—item responses to questions concerning 

their level of formal education, sex, years of professional 

experience, age, level of responsibility within the library, 

and annual salary. Job satisfaction was measured by the "Job 

Satisfaction Index" instrument developed by Brayfield and 

Rothe. This instrument provides an overall index of job 

satisfaction, not measurements of satisfaction with specific 

dimensions of the job. As discussed in Chapter II, validity 

and reliability of this measure have been demonstrated. 

Estimating Zero-Order Correlation 
Coefficients 

Most job satisfaction research has utilized simple 

correlation analysis. Zero-order correlation serves two 

purposes. First, the correlation coefficient indicates the 

"goodness of fit" of the regression line, a straight line 

representative of the relationship between two variables. A 

line which fits the data perfectly has an "ir" value of +1.0 

or -1.0, while an absence of fit yields an "r" value of zero. 

Second, a correlation coefficient is a measure of association 

between two variables, indicating the strength of the linear 
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relationship between them. If the value of "r" is close to 

zero, little or no linear relationship exists between the 

two variables. If the value of "r" approaches +1.0 or -1.0, 

a strong linear relationship exists (15, p. 279). 

vtfhile correlation analysis does not provide insight into 

the causal processes underlying observed relationships, 

correlation coefficients are used in path analysis. Correla-

tion coefficients can be decomposed into three components: 

direct effects, indirect effects, and spurious effects. The 

decomposition of correlation coefficients yields important 

information about possible causal processes in a path model 

by differentiating genuine elements and spurious elements 

(If P» 32). The decomposition of correlation coefficients 

also permits the researcher to test the adequacy of the 

causal model. Estimates of zero-order correlations between 

variables, which are implied by the structural relationships 

posited in a causal model, may be compared with the original 

(or observed) zero-order correlation matrix to determine the 

goodness of fit of the trimmed causal model with its original 

theoretical formulation (14). Comparisons of path coeffi-

cients, which are the implied correlations, with observed 

correlations will be discussed in section three of this 

chapter. The zero-order correlation coefficients for 

hypothesis I are presented in Table III. 
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TABLE III 

CORRELATIONS BETWEEN JOB SATISFACTION AND 
CHARACTERISTICS OF ACADEMIC LIBRARIANS 

Zero-Order 

Characteristic Correlation 

Education3 089 

Experience 120 
Sexb -.020 

Age 164d 

Salary 

Position0 .193^ 

aCoded: 1 = Bachelor's-Master's; 2 = C.A.S.-second 
Master's; 3 = Ph.D. 

^Coded: 1 = Female; 2 = Male. 

cCoded: 1 = Nonsupervisory; 2 = Supervisory-Department 
Head; 3 = Administrative. 

dp < .05. 

Education and job satisfaction.—Most studies of job 

satisfaction indicate an inverse relationship or no relation-

ship at all between education and job satisfaction. Several 

explanations for this general finding have been offered. 

According to reference group theory, highly educated persons 

are likely to adopt reference groups that impose relatively 

demanding standards of performance. Frustration and dis-

satisfaction are relative to one's expectations, and persons 

who are influenced by groups that encourage high expectations 

may be destined to suffer a measure of dissatisfaction (3, 12) 



67 

Another explanation is that because highly educated workers 

have more options in the job market than most people, they 

may identify with their career or their profession more than 

with a specific job, and may even be inclined to feel that 

their talents are not being employed effectively (10, 20). 

The results of this research are consistent with the general 

findings of the literature: education and job satisfaction 

were unrelated. 

Experience and job satisfaction.—In the job satisfac-

tion literature, experience appears to correlate positively 

with job satisfaction. According to expectancy theory, the 

longer an employee has worked in a given situation, the more 

realistic his expectations for the job and the better his 

adjustment to the work situation are likely to be (17). The 

relationship between years of experience and job satisfaction 

appears to be related closely to that of age and job satis-

faction, and one must exercise caution in developing an 

explanation of the relationship. Other variables that may 

confound the relationship include the type of sample, level 

of job performance, the effects of age and tenure in an 

organization's reward system, and the operational definition 

of job satisfaction (8). In the present study, a low positive 

nonsignificant correlation (.12) was observed between years 

of experience and job satisfaction. 
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S e x a n d job satisfaction.—Research on the relationship 

between sex and job satisfaction has yielded inconsistent 

results. Where differences in job satisfaction can be 

explained by sex, they tend to be slight and only occasionally 

significant (21). Several factors appear to confound the 

relationship. First, men and women with similar credentials 

may have received differential treatment in their work situa-

tions (9). Second, job level, promotion opportunities, pay, 

and societal norms associated with sex, rather than sex, per 

se, appear to influence job satisfaction (7). Third, men and 

women may differ in their orientations toward work and may 

receive satisfaction from different aspects of work (2, 5, 19). 

In the present study, no relationship was found to exist 

between sex and job satisfaction. 

Age and job satisfaction.—Several studies have supported 

the hypothesis that age and job satisfaction are related 

positively. The 1972-1973 Quality of Employment Survey con-

firmed the findings of previous studies that "young workers 

are significantly more dissatisfied than older ones, not only 

with their jobs in general but with the financial rewards and 

challenges their jobs provide" (21, p. 17). Research suggests 

that levels of job satisfaction depend, in part, upon the 

extent to which a worker is able to adjust his expectations to 

the requirements of the work situation. The longer a worker 

is on the job, the more realistic his expectations are likely 
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to become. Older, more experienced employees may have 

higher levels of job satisfaction because their expectations 

correspond more closely than those of young workers to the 

reality of the work environment (5, 6, 18). The results 

reported in Table III concerning the relationship between age 

and job satisfaction among academic librarians are consistent 

with the findings of the general literature. The correlation 

coefficient of .16 is significant at the .05 level. 

Salary and job satisfaction.—Several researchers have 

reported a simple positive correlation between salary and job 

satisfaction, but the importance of salary as a determinant 

of job satisfaction has not been demonstrated. Salary appears 

to be the aspect of the job about which many workers are least 

satisfied (5, 13). According to equity theory, however, job 

satisfaction may be determined more by the fairness of salary, 

relative to other employees, than by the actual amount of 

salary (9, 16). In the present study, a low positive non-

significant correlation (.12) was observed between salary and 

job satisfaction. 

Position and job satisfaction.—Position, or level of 

responsibility, was the last characteristic of individual 

librarians correlated with job satisfaction in this study. 

Position has been one of the most frequently studied 

correlates of job satisfaction. In general, researchers have 

found that employees in lower management positions are more 
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dissatisfied, than employees in higher positions. The 

vertical location of one's position in the hierarchy, it 

would appear, is important in determining the extent to 

which employees can satisfy certain needs; higher level 

managers experience greater job satisfaction, at least in 

part, because they have more opportunities to fulfill 

esteem, autonomy, and self-actualization needs (22, p. 132). 

According to reference group theory, some jobs are defined 

by the larger society as more important than others. Persons 

who occupy the valued positions may find their work more 

satisfying in various ways than individuals in less prestigious 

positions. In agreement with general findings cited above, 

the correlation between the position of librarians and their 

job satisfaction (.19) was significant at the .05 level. 

Estimating Structural Equation 
Coefficients 

Since zero—order correlations alone do not provide 

insight into the processes underlying relationships among 

variables, the relationships hypothesized for this study 

were next subjected to path analysis. The assumptions upon 

which path analysis is based were presented in Chapter II 

along with the structural equations for the full path model 

that guided this research. The structural equation for 

hypothesis I is 

X1S = P19,ixi + P19,2X2 + P19,3X3 + P19,4X4 + 

P19,5X5 + P19,6X6 + R19gRg 
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The model in Figure 2 represents the paths hypothesized 

between characteristics of individual librarians and 

librarians job satisfaction. Table IV contains the results 

of the analysis of the path model for hypothesis I. Regres-

sion coefficients (unstandardized or b weights), path 

coefficients (standardized or beta weights), and the 

coefficient of determination (R2) are reported. Significance 

for the path coefficients was determined by the F test set at 

the .05 level. 

TABLE IV 

REGRESSION AND PATH COEFFICIENTS FROM 
REGRESSING JOB SATISFACTION ON 
CHARACTERISTICS OF LIBRARIANS 

Character-
Unstandardized istic Unstandardized Standardized R2 

Education 1.074 .050 .064 

Experience .081 .062 

Sex .736 .031 

Age .024 .024 

Salary - .0004 -.213 

Position .928 .058 

No path coefficient in the model for hypothesis I was signifi-

cant at the .05 level. Neither education, experience, sex, 

age, salary, nor position had a direct impact on librarians' 

job satisfaction. The coefficient of determination (R2) was 



72 

X 

0 
•H 
•P 

o O 
VO fd 

m ^ 
• 05 <T» 

. 'H H 
> +) X 

rd ̂  
CO 

JQ 
0 

^ jA • 

oo 
IT) 
O 

H 

0) 
•H 
03 
<D & 
•P 
O 

>s 
XJ 

CD 

S 

A 
-P 
rd 
04 
I 
I 
<N 

tT» 
•H 
Pm 

a 
o 
•H 
-P 
fd 
o 

rd 
w 

Q) 
O 
£ 
(D 
•H 

1—1 U <N oo <s 
X 0) X X X N— Qa^ X <D — 

X CD 
w CO 

> i ^ 
U LO 
rd x 
i—i n-x 

rd 
CO 

£ 
O 
•H 
-P 
•H 
cn 
o 
04 

V£> 
X 



73 

.064. Thus, no significant proportion of the variance in 

job satisfaction was found to be accounted for by the selected 

characteristics of individual librarians. The statistically 

nonsignificant paths were deleted from the full model. 

Characteristics of Individual Librarians, 
Job Perceptions, and Job 

Satisfaction (H2) 

To this point, attention has focused on the relationship 

between each of the six characteristics of individual librar-

ians and job satisfaction. These six characteristics included 

education, experience, sex, age, salary, and position. While 

zero-order correlation analysis suggested that age and posi-

tion were significantly related to job satisfaction, path 

analysis indicated that none of the six characteristics of 

individual librarians influenced job satisfaction directly. 

Therefore, the direct linkages between characteristics of 

individual librarians ana job satisfaction were deleted from 

the a priori model. 

This section is a discussion of the indirect contribu-

tions of characteristics of individual librarians to job 

satisfaction via their link to librarians' job perceptions. 

Perceptions of the job have been defined for this study as 

one's cognitive interpretations of his work situation which 

influence the formation of the attitude of job satisfaction. 

Perceptions represent the psychological significance or 

meaning of situational events to the individual and function 
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as an intervening influence on job satisfaction. In the 

present study, perceptions by academic librarians of their 

work, pay, promotion opportunities, supervision, associates, 

and job security were investigated. Five of the six percep-

tions were measured by means of the "Job Descriptive Index" 

instrument developed by Smith, Kendall, and Hulen. Validity 

and reliability have been demonstrated for this instrument, 

as indicated in Chapter II. The perception of job security 

was measured by the subjects' responses to a questionnaire 

item, as discussed in Chapter II. 

Estimating Zero-Order Correlation 
Coefficients 

The results of zero-order correlation analysis of the 

variables identified in hypothesis II are reported in Table 

V. According to these data, thirteen of the thirty—six 

hypothesized relationships between librarians' job percep-

tions and selected characteristics of individual librarians 

were significant. Education was moderately correlated with 

perception of the adequacy of pay (.25, p c.Ol); experience 

had a low but significant correlation with perception of the 

work (.17, p < .05) and with associates (.19, p < .05) and a 

higher correlation with perception of the adequacy of pay 

(.34, p < .001); age was moderately correlated with perception 

of work (.22, p < .01) and with perception of the adequacy of 

pay (.28, p < .001; salary had a low but significant correla-

tion with perception of promotion opportunities (.17, p < .05), 
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• Ĥ 
rH 0 
o MH 
• 

CO 
V rH 

0) 
a. > 

XI a) 
rH 

a) 
o • 
£ rH 
fd o 
0 o 
"H • 
UH 
•H V 

• a 
m tn Oi 
o •rH 
• CO *H 

0 
V cd mh 

XI 
04 Eh r-

fd ^ CN 

*0 
£ 
fd 



76 

a moderate correlation with perception of the work (.22, 

p < .01), and a high correlation, as was expected, with 

perception of the adequacy of pay (.55, p < .001); and posi-

tion had a low but significant correlation with perception 

of associates (.16, p < .05), a moderate correlation with 

perception of job security (.22, p. < .01) and with percep-

tion of the work (.28, p < .001), and a higher correlation 

with perception of the adequacy of pay (.40, p < .001). 

Among the statistically nonsignificant relationships 

shown in Table V, several are noteworthy. The sex of librar-

ians, for example, did not correlate significantly with any 

of the job perceptions investigated. None of the six char-

acteristics of individual librarians correlated significantly 

with perception of supervision. Position was the only char-

acteristic of individual librarians that correlated signifi-

cantly witn perception of job security. Only position and 

experience correlated significantly with perception of 

associates, and only salary correlated significantly with 

perception of promotion opportunities. 

Five of the six hypothesized relationships between 

librarians' perceptions of the job and their job satisfac-

tion were statistically significant, according to correlation 

analysis. Ranked in order of their contribution to job sat-

isfaction were perception of the work (.75, p < .001), per-

ception of associates (.38, p < .001), perception of 

supervision (.34, p < .001), and perception of pay (.26, 
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p < .01). The perception of job security was not related to 

job satisfaction. 

Estimating Structural Equation 
Coefficients 

The path model for hypothesis II is presented in Figure 

includes the hypothesized paths between characteristics 

of individual librariansr librarians
1 perceptions of their 

jobs, and librarians' job satisfaction. The structural equa-

tions for hypothesis II are 

X19 = P19,18X18 + P19,17X17 + P19,16X16 

+ P19,15X15 + P19,14X14 + P19,13X13 

+ R19gRg 

X18 = P18,1X1 + P18,2X2 + P18,3X3 + P18,4X4 

+ P18,5X5 + P18,6X6 + R18fRf 

X17 = P17,1X1 + P17,2X2 + P18,3X3 + P17,4X4 

+ P17,5X5 + P17/5
X5 + P17,6X6 + Ri7eRe 

X16 = P16,1X1 + P16,2X2 + P16,3X3 + P16,4X4 

+ P16,5X5 + P16,6X6 + R16dRd 

X15 = P15,1X1 + P15,2X2 + P15,3X3 + P15,4X4 

+ P15,5X5 + P15,6X6 + R15CR
c 
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X14 - P14,1X1 + P14,2X2 + P14,3X3 + P14,4
X
4 

+ P14,5X5 + P14,6X6 + R14bRb 

X10 = P,- ,X„ + P, „X + P,, -X- + P. _ X 
13 13,1 1 13,2 2 13,3 3 13,4 4 

+ P-i 0 CX_ + P_ 0 cXa + R, o_R_ 
13,5 5 13,6 6 13a a 

Tables VI and VII contain the results of the analysis of the 

a priori model represented in Figure 3. Regression coeffi-

cients, path coefficients, R squares, and significance levels 

are reported. Significance of a path coefficient was deter-

mined by the F test set at the .05 level. 

Seven of the forty-two paths in the model for hypothesis 

II were statistically significant (p < .05). Five of the 

seven significant paths resulted from regressing librarians' 

perceptions of the job upon characteristics of individual 

librarians. The characteristics of individual librarians that 

had a direct link to their job perceptions were salary and 

position. Salary was directly linked to their perceptions of 

both the adequacy of pay (.367, p < .05) and promotion 

opportunities (.449, p < .01). Position contributed directly 

to their perceptions of the work itself (.325, p < .05), 

supervision (.299, p <.05), and job security (.333, p < .05). 

The remaining two significant paths resulted from regressing 

librarians' job satisfaction upon librarians' perceptions of 

their job. The job perceptions that had a direct link to 

job satisfaction were the perception of the work itself (.689, 
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TABLE VII 

REGRESSION AND PATH COEFFICIENTS FROM REGRESSING 
JOB SATISFACTION ON JOB PERCEPTIONS 

Variable 
Job Satisfaction 

Variable 
b beta 

Work Perception .762*** .689*** 

Pay Perception .082 .049 

Promotion Perception .243* .143 

Supervision Perception -.016 -.017 

Associates Perception .076 .076 

Security Perception -.876 -.058 

R2 .511 

05. **p < .01. ***p < .001, 

p < .001) and the perception of promotion opportunities (.143, 

p < .05). 

Trimming the "A Priori" Model 

After the structural equation coefficients were estimated, 

nonsignificant paths were trimmed from the original model (4). 

Figure 4 presents the trimmed path model for hypothesis II. 

The remaining significant equations were reanalyzed, and new 

path coefficients were established for the trimmed model (4). 

The reestimated trimmed path model is presented in Figure 5. 

As predicted by hypothesis II, perceptions of the job 

were found to be significant factors contributing to the 
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variation in job satisfaction, and characteristics of 

individual librarians were found to be linked to job satis-

faction only indirectly through perceptions of the job. 

As indicated by the reestimated, trimmed path model 

presented in Figure 5, direct paths were identified relating 

the job satisfaction of librarians to their perception of 

their work and to their perception of their promotion oppor-

tunities (pi9fi3
 = -715; Pjlq = .133). These two job per-

ceptions explain approximately 58 per cent of the variance 

in the librarians' job satisfaction. Perception of the work 

accounted for .536 of the variance, and perception of promo-

tion opportunities accounted for .043 of the variance. 

Job satisfaction was tied indirectly to two of the 

characteristics of individual librarians: position and annual 

salary. Position was linked to job satisfaction through the 

intervening variable of perception of work. Salary was linked 

to job satisfaction through the intervening variable of per-

ception of promotion opportunities. Although position con-

tributed to librarians' perceptions of supervision and of 

job security, the hypothesized causal link between these two 

perceptions and job satisfaction was not supported by the 

findings. In a similar manner, salary contributed to 

librarians' perceptions of the adequacy of their pay, but the 

hypothesized causal link between perceived adequacy of pay 

and job satisfaction was not found to exist. 
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Assessing the Total Effect of 
the Significant Variables 

Table VIII summarizes the presumed total effects of 

academic librarians' salary, position, perception of work, 

and perception of promotion opportunities on their job satis-

faction. The total effect is calculated by summing the 

direct and indirect effects of an independent variable on a 

dependent variable. The direct effect is equivalent to the 

path coefficient calculated from regressing job satisfaction 

on an independent variable. The indirect effect is the 

product of the path coefficient linking the independent 

variable and the intervening variable and the path coefficient 

linking the intervening variable and job satisfaction. The 

path analytic solution indicates that librarians1 perceptions 

of their work had the greatest total effect on their job 

satisfaction (.715), followed by position (.204), perception 

of promotion opportunities (.133), and salary (.022). 

TABLE VIII 

TOTAL EFFECTS OF SALARY, POSITION, WORK PERCEPTION 
AND PROMOTION PERCEPTION ON JOS SATISFACTION 

Variable Direct 
Effect 

Indirect 
Effect 

Total 
Effect 

Salary .000 .022 .022 

Position .000 .204 .204 

Work Perception .715 .000 .715 

Promotion Perception .133 .000 .133 
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Path analysis is one method of estimating the relative 

importance of an independent variable in explaining the 

observed variation on a dependent variable. For purposes 

of comparison, Table IX presents the results of standardized 

partial regression analysis and zero-order correlation 

analysis, two methods of estimation that allow only for the 

calculation of direct effects, along with the results of path 

analysis, which takes into account the operation of direct, 

indirect, and spurious effects. As the data in Table IX 

indicate, the research findings are influenced by the method 

of analysis employed. Had this study been limited to the 

calculation of standardized regression coefficients, the 

variable of the librarians' position, determined by path 

analysis to be the second most important contributor among 

the variables studied to librarians' job satisfaction, would 

have been dismissed as having no association whatsoever with 

job satisfaction; the variable of librarians' salary, also, 

would have been interpreted as having no association. Had 

this study been limited to correlation analysis, much greater 

importance would have been attributed to the variable of 

librarians' perception of promotion opportunities than has 

been done because the spurious effects in the correlation 

coefficient would not have been known. 
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TABLE IX 

TOTAL EFFECTS OF SALARY, POSITION, WORK PERCEPTION 
AND PROMOTION PERCEPTION ON JOB SATISFACTION 

AS ESTIMATED BY THREE METHODS 

Variable 
Path 

Analysis 
Regression 
Coefficient 

i 

Correlation 
Coefficient 

Salary .022 .000 .115 

Position .204 .000 .193 

Work Perception .715 .715 .750 

Promotion Perception .133 .133 .324 

Evaluating the Trimmed Model 

As the final procedure in the analysis of data for 

hypothesis II, the trimmed model was tested to determine the 

extent to which it fit the observed data. This was accom-

plished by (1) decomposing into their components the correla-

tions that corresponded to the significant paths, (2) 

reconstructing the zero-order correlation matrix from the 

significant path coefficients, and (3) comparing the recon-

structed correlations with the observed correlations (4). 

The decomposed correlations are presented in Table X. 

Correlations reconstructed from significant path coefficients 

(labeled "implied correlations") are compared with the 

original ("observed") zero-order correlations in Table XI. 
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TABLE XI 

COMPARISON OF OBSERVED CORRELATIONS AND CORRELATIONS 
IMPLIED BY TRIMMED MODEL (H2) 

Correlation Observed Implied 

i—
1 

LO
 

u
 .548 .548 

r 5,15 .166 .166 

r5,19 .115 .022 + .141 = .163 

r6,13 .285 .285 

r 6 , 1 6 .113 .113 

00 
i—

1 

U .220 .232 

r6,19 .193 .204 + .015 = .219 

r13,19 .750 .715 + .004 + .136 = .755 

r15,19 .324 .133 + .023 + .193 = .349 

Using the criterion of a .10 absolute value discrepancy 

between the original zero-order correlations and correlations 

implied from significant path coefficients (14), the results 

suggest that the trimmed model fits the observed data 

moderately well. 

Summary 

The direct and indirect paths between selected char-

acteristics of individual librarians and librarians' job 

satisfaction were examined in this chapter. Two hypotheses 

were tested. Hypothesis I was that selected characteristics 
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of individual librarians influence librarians' job satisfac-

tion. Hypothesis II was that selected characteristics of 

individual librarians influence librarians' job perceptions 

which, in turn, influence their job satisfaction. These two 

hypotheses represent the top half of the full model shown in 

Figure 1. 

Both zero-order correlation coefficients and path 

coefficients were calculated for the nineteen variables under 

consideration. Of the forty-eight paths represented in the 

top half of the full model, twenty model paths were supported 

following zero-order correlation analysis. Two of the six 

selected characteristics of individual librarians, age and 

position, correlated significantly with librarians' job 

satisfaction, while five of the six characteristics (age was 

the exception) correlated significantly with one or more of 

the six job perceptions. Five of the six job perceptions 

(security was the exception) correlated significantly with 

job satisfaction. These results lent support to both hypoth-

eses I and II. 

None of the paths predicted by hypothesis I was supported 

by path analysis, but seven of the paths predicted by hypoth-

esis II were supported. Two characteristics of individual 

librarians, salary and position, each were linked to two or 

more perceptions of the job. Librarians' salary had a direct 

link to their perceptions of pay and promotion opportunities, 

and their position in the library organization had a direct 
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link to their perceptions of work, supervision, and job 

security. Two of the perceptions that librarians' have of 

their job, perceptions of work and of promotion opportuni-

ties, contributed to librarians' job satisfaction. In order 

of importance, then, to the job satisfaction of academic 

librarians, the variables were the librarians' perceptions of 

their work, their position in the library organization, their 

perceptions of their promotion opportunities, and their annual 

salary. 

The findings for hypotheses I and II lend support to the 

idea emphasized in this research that one's satisfaction with 

his employment is predicted more by one's perception of his 

work than by objective characteristics of the work situation. 

Approximately 58 per cent of the total variation in job 

satisfaction, a very respectable percentage by social science 

standards, was explained by the top half of the model. 

The next chapter reports the research findings for 

hypotheses III and IV. 
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CHAPTER IV 

ANALYSIS OF DATA: HYPOTHESES 

III AND IV 

Introduction 

According to the model previously presented in Figure 1 

(see Chapter II, page 37), job satisfaction is viewed as a 

function of characteristics of individual academic librarians, 

characteristics of library organizations, and perceptions 

which academic librarians have of their jobs. The previous 

chapter reported findings pertaining to hypotheses I and II, 

the contributions of selected characteristics of individual 

academic librarians to job satisfaction. 

The purpose of this chapter is to report the findings 

of the study for the third and fourth hypotheses. Hypothesis 

III stated that selected characteristics of library organiza-

tions influence librarians' job satisfaction. Characteristics 

of library organizations included in this study were annual 

library budget, sex of the library director, size of the 

library staff, average annual salary of the professional 

staff, organizational status of librarians, and size of the 

library collection. Hypothesis IV stated that selected 

characteristics of library organizations influence librarians* 

job perceptions which, in turn, influence job satisfaction. 

95 
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Perceptions of the job included in the study were perceptions 

of the work itself, adequacy of pay, promotion opportunities, 

supervision, associates, and job security. 

The analysis of data pertaining to hypotheses III and IV 

is divided into three sections. First, the association between 

each of the six characteristics of library organizations and 

job satisfaction is reported. Both zero-order correlation 

coefficients and path coefficients are presented. The second 

section discusses (1) the relationship between the six char-

acteristics of library organizations and the six job percep-

tions identified for this study and (2) the relationship 

between the six characteristics of library organizations and 

job satisfaction through the intervening influences of the 

six perceptions of the job. In addition to correlation and 

path coefficients, this section contains (1) a report of the 

reestiraated path coefficients resulting from trimming the 

model of nonsignificant paths and (2) an estimate of the 

extent to which the trimmed model reproduces the original 

zero-order correlations. Section three is a summary of the 

findings for hypotheses III and IV, the lower half of the job 

satisfaction model presented in Figure 1. 

Characteristics of Library Organizations 
and Job Satisfaction (H3) 

As reported earlier, job satisfaction was measured by 

the "Job Satisfaction Index" developed by Brayfield and Rothe. 

This instrument provides an overall index of job satisfaction, 
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not measurements of satisfaction with specific dimensions 

of the job. As discussed in Chapter II, its validity and 

reliability have been demonstrated. 

Information concerning the specific characteristics of 

library organizations was obtained from published sources 

which included Texas Academic Library Statistics, 1978-79 

(1980) , the American Library Directory (1980), the TACT 

Bulletin (January, 1981), and college and university catalogs 

for the 1980-1981 academic year (1, 2, 3). 

Estimating Zero-Order Correlation 
Coefficients 

The zero-order correlation coefficients for hypothesis 

III are reported in Table XII. The correlations between 

characteristics of library organizations and librarians' 

job satisfaction were not significant, and the associations 

generally were small. 

Estimating Structural Equation 
Coefficients 

The model in Figure 6 represents the paths hypothesized 

between characteristics of library organizations and 

librarians' job satisfaction. The structural equation for 

hypothesis III is 

X19 = P 19,7X7 + P 1 9 , 8 X 8 + P 1 9 , 9 X 9 + P 1 9 , 1 0 X 1 0 + 

P 1 9 , 1 1 X 1 1 + P 1 9 , 1 2 X 1 2 + R 1 9 g R g 

Table XIII contains the results of the analysis of the path 

model for hypothesis III. Regression coefficients 
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TABLE XII 

CORRELATIONS BETWEEN JOB SATISFACTION AND 
CHARACTERISTICS OF LIBRARY ORGANIZATIONS 

Zero-Order 

Characteristic Correlation 

Budgeta -.003 

Sex of director^ -.057 

Size of staffc .028 

Average salary^ .097 

Statuse .057 

Size of collection^ .028 
aCoded: 1 = 163,265 - 247,710; 2 = 1,097,150 - 1,148,302; 

3 = 1,457,969 - 2,235,175. 

^Coded: 1 = female; 2 = male. 

cCoded: 1 = 3-10; 2 = 17-23; 3 = 30-36. 

dCoded: 1 = 0-15,999; 2 = 16,000+. 

eCoded: 1 = staff; 2 = faculty. 

fCoded: 1 = 126,030 - 405,469; 2 = 782,553 - 858,581; 
3 = 978,653 - 1,287,812. 

(unstandardized or b weights), path coefficients (standardized 

or beta weights), and the coefficient of determination (R^) 

are reported. Significance for the path coefficients was 

determined by the F test at the .05 level. No path coeffi-

cient in the model for hypothesis III was significant at the 

.05 level. Neither annual library budget, sex of the library 

director, size of the library staff, average annual salary of 

the professional staff, organizational status of the 
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professional staff, nor size of the library collection had a 

direct impact on librarians' job satisfaction. The coefficient 

of determination (R2) was .038 for hypothesis III. The statis-

tically nonsignificant paths were deleted from the full model. 

TABLE XIII 

REGRESSION AND PATH COEFFICIENTS FROM REGRESSING 
JOB SATISFACTION ON CHARACTERISTICS 

OF LIBRARY ORGANIZATIONS 

Characteristic Unstandardized Standardized R2 

Budget -4.693 -.308 .0134 

Sex of director 3.251 .122 

Staff size 2.153 .146 

Average salary 4.651 .178 

Status -3.251 -.122 

Collection size 2.153 .146 

Characteristics of Library Organizations, Job 
Perceptions, and Job Satisfaction (H^) 

To this point, attention has focused on the direct rela-

tionship between each of the six characteristics of library 

organizations and job satisfaction. These six characteristics 

included annual library budget, sex of the library director, 

size of the library staff, average annual salary of the pro-

fessional staff, organizational status of the professional 

staff, and size of the library collection. The results of 
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both correlation analysis and path analysis yielded no 

significant values of association between the characteristics 

of library organizations and job satisfaction. 

This section is a discussion of the indirect contribu-

tions of characteristics of library organizations to job 

satisfaction via their link to librarians' job perceptions. 

Job perceptions identified for this study were perceptions 

of the work, adequacy of pay, promotion opportunities, super-

vision, associates, and job security. The concept of job 

perception and the techniques by which perceptions were 

measured for this study were discussed in previous chapters. 

Estimating Zero-Order Correlation 
Coefficients 

The results of zero-order correlation analysis of the 

variables identified in hypothesis IV are reported in Table 

XIV. According to correlation analysis, eight of the thirty-

six hypothesized relationships between librarians' job 

perceptions and selected characteristics of library organiza-

tions were significant. Size of the annual library budget 

had a low but significant correlation with perception of the 

adequacy of pay (.20, p < .05) and a moderate correlation 

with perception of supervision (.25, p < .01); size of 

library staff had a low, significant correlation with percep-

tion of associates (.15, p < .05) and a high correlation with 

perception of supervision (.21, p < .001); average salary of 

the professional staff had a low, significant correlation with 
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perception of supervision (.18, p < .05) and a higher 

correlation, as was anticipated, with perception of the 

adequacy of pay (.29, p < .001); and size of the library 

collection had a low, significant correlation with percep-

tion of associates (.15, p < .05) and a higher correlation 

with perception of supervision (.31, p < .001). 

Among the statistically nonsignificant relationships, 

according to correlation analysis, several are noteworthy. 

Neither organizational status of the librarians nor sex of 

the library director correlated significantly with any of 

the perceptions that librarians held of their jobs. None of 

the six characteristics of library organizations correlated 

significantly with librarians' perceptions of their work, 

even though, as reported in Chapter III, perceptions of the 

work itself correlated very highly with job satisfaction 

(.75, p < .001). Nor did any of the characteristics of 

library organizations correlate significantly with librarians' 

perceptions of promotion or of job security. 

Estimating Structural Equation 
Coefficients 

The path model for hypothesis IV is presented in Figure 

7. It includes the hypothesized paths between characteristics 

of library organizations, librarians' perceptions of their 

jobs, and librarians' job satisfaction. The structural equa-

tions for hypothesis IV are 
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X13 = P " ' 7 X 7 + P13,8X8 + P13,9X9 + P13,10X10 + 

P13,11X11 + P13,12X12 + R13aRa 

x14 = P14,7X7 + P14,8X8 + P14,9X9 + P14,10X10 + 

P14,11X11 + P14,12*12 + Rl4bRb 

X15 = P15,7x7 + P15,8X8 + PI5,9
X9 + P15/10

X10 + 

P15,11X11+ P15,12X12 + R15CRC 

X16 = P16,7X7 + P16,8X8 + P16,9X9 + P16,10X10 + 

P16,11XH + P16,12X12 + R16dRd 

X17 = P17,7X7 + P17,8X8 + P17,9X9 + P17,10X10 + 

P17,11X11 + P17,12X12 + R17eRe 

X18 = P18,7X7 + P18,8X8 + P18,9X9 + P18,10X10 + 

P18,11X11 + P18,12x12 + R18fRf 

X19 = P19,18X18 + P19,17X17 + P19,16X16 + P19,15X15 + 

p19,14x14 + P19,13X13 + R19gRg 

Table XV contains the data derived from regressing librarians' 

perceptions of the job on characteristics of library organiza-

tions. Regression coefficients, path coefficients, R squares, 

and significance levels are reported. Significance of a path 
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coefficient was determined by the F test set at the .05 level. 

The results of regressing librarians' job satisfaction on job 

perceptions were reported earlier in Table VII. 

Of the forty-two paths in the full model represented by 

Figure 7, four were statistically significant (p < .05). These 

were the paths linking (1) librarians' perception of their work 

with their job satisfaction (.689, p < .001), (2) librarians' 

perception of their promotion opportunities with job satisfac-

tion (.143, p < .05), (3) sex of the library director with 

librarians' perception of their job security (-.344, p < .05), 

and (4) average salary of professional librarians with the 

perception of job security (-.458, p < .01). With regard to 

the variables of sex of the library director and average 

salary of professional librarians, it was female directors and 

lower average salaries that affected librarians' perceptions 

of their job security. 

Trimming the "A Priori" Model 

After the structural equation coefficients were estimated, 

nonsignificant paths were trimmed from the original model. 

Figure 8 presents the trimmed path model for hypothesis IV. 

The remaining significant equations were reanalyzed, and new 

path coefficients were established for the trimmed model. The 

reestimated trimmed path model is presented in Figure 9. 

As indicated by the reestimated, trimmed path model 

presented in Figure 9, sex of the library director and average 

salary of librarians were directly linked to librarians' 
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Director's Sex 
( X o ) 344 

Average Salary 

< x 1 0 > 

Perception of Security 
(Xi8) 

,458 

Fig. 8—Path model, hypothesis IV, trimmed 

Director's Sex 
(x8) 

T 

\ 
Average Salary 

(Xi0) 

-.032 

-.127 

Perception of Security 
( x i 8 ) 

.991 

Rf (R2 = .016) 

Fig. 9—Path model, hypothesis IV, reestimated 

perceptions of their job security. However, the hypothesized 

link between perception of job security and job satisfaction 

was not supported by the findings. Thus, while two char-

acteristics of library organizations contributed to one 

perception which librarians have of their jobs, these char-

acteristics of library organizations did not contribute to 

librarians' job satisfaction indirectly. Hypothesis IV was 

supported partially. 
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Evaluating the Trimmed Model 

As the final procedure in the analysis of data for 

hypothesis IV, the trimmed model was tested to determine 

the extent to which it fit the observed data. This was 

accomplished by (1) decomposing into their component parts 

the correlations that corresponded to the significant paths, 

(2) reconstructing the zero-order correlation matrix from 

the significant path coefficients, and (3) comparing the 

reconstructed correlations with the observed correlations. 

The decomposed correlations are 

r8,18 = P18,8 + P18,10r10,8 

(Direct) (Unanalyzed) 

rl0,18 = P18,10 + Pl 8 8
r8,10 

I 
(Direct) (Unanalyzed) 

Correlations constructed from significant path coefficients 

(labeled "implied correlations") are compared with the 

original ("observed") zero-order correlations in Table XIV. 

TABLE XVI 

COMPARISON OF OBSERVED CORRELATIONS AND CORRELATIONS 
IMPLIED BY TRIMMED MODEL (H4) 

Correlation Observed Implied 

00 
i—1 
CO 

U
 -.056 -.032 + -.024 = . 056 

r10,18 -.112 -.127 = -.006 = -.133 
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Using the criterion of a .10 absolute value discrepancy 

between the original zero-order correlations and correlations 

implied by significant path coefficients, the results suggest 

that the trimmed model fits the observed data moderately well, 

Summary 

The direct and indirect contributions of selected 

characteristics of library organizations on librarians' job 

satisfaction were reported in this chapter. Two hypotheses 

were tested. Hypothesis III stated that selected character-

istics of library organizations influence librarians' job 

satisfaction. Hypothesis IV stated that selected character-

istics of library organizations influence librarians' job 

perceptions which, in turn, influence job satisfaction. 

These two hypotheses represent the bottom half of the full 

model shown in Figure 1. 

Both zero-order correlation coefficients and path 

coefficients were calculated for the nineteen variables 

specified by hypotheses III and IV. Of the forty-eight 

paths represented in the bottom half of the full model, 

thirteen model paths were supported following zero-order 

correlation analysis. While none of the six selected 

characteristics of library organizations correlated signifi-

cantly with librarians' job satisfaction, four of the six 

characteristics (organizational status of librarians and sex 

of library director were the exceptions) correlated with one 



Ill 

or more of the six job perceptions. Five of the six job 

perceptions (security was the exception) correlated signifi-

cantly with job satisfaction. The results of correlation 

analysis did not support hypothesis III but did lend modest 

support to hypothesis IV. 

None of the paths predicted by hypothesis III was 

supported by path analysis. Two model paths predicted by 

hypothesis IV were partially supported. Two characteristics 

of library organizations, sex of the library director (female) 

and the average salary of librarians (an inverse effect), 

were linked directly, although weakly, to librarians' per-

ceptions of their job security. However, the perception of 

job security did not contribute significantly to job satis-

faction. 

The findings for hypotheses III and IV support the 

general idea emphasized in this research that one's satis-

faction with one's employment is predicted more by one's 

perception of his work than by objective characteristics of 

the work situation. 

The next chapter is a summary and a discussion of the 

findings of this research. 
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CHAPTER V 

SUMMARY AND CONCLUSIONS 

The study of job satisfaction evolved out of several 

decades of research on American workers. Early in the 

twentieth century, research on workers was initiated by 

management, in an effort to increase industrial production. 

The Hawthorne experiments of the late 1920s and early 1930s 

were responsible for the idea that productivity is influenced 

significantly by the motives and attitudes of employees. By 

19 35, researchers were studying the attitudes of workers 

analytically, without regard to the issue of productivity; 

it was in this context that Robert Hoppock published the 

first systematic study of job satisfaction. 

Various theories have been developed to explain the 

nature and causes of job satisfaction. The need-hierarchy 

theory is based on Abraham Maslow's general theory of 

motivation and has been used extensively as a frame of 

reference in job satisfaction research. The two-factor 

theory, proposed by Frederick Herzberg and tested more 

extensively than any other theory of job satisfaction, 

emphasizes the nature of work. Herzberg felt that psycho-

logical growth contributes to job satisfaction and that 

opportunities for psychological growth are found in work. 

113 
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Other theories of job satisfaction, including equity theory, 

reference group theory, need-fulfillment theory, and value-

fulfillment theory emphasize the interaction between the 

individual worker and his work situation. According to 

these theories, job satisfaction is determined by the extent 

to which an employee's expectations, needs, or values are 

satisfied through his work. 

Perception theory emphasizes that the individual's 

satisfaction with his job is influenced by his own perceptions 

of the job. Based on the assumption that individuals per-

ceive and interpret situations in unique and psychologically 

meaningful ways, in light of their own patterns of experience 

and personality, this theory suggests that attitudes of job 

satisfaction are formulated on the basis of these unique 

meanings which the employee has assigned to the work situa-

tion. Perception theory has been emphasized in this study. 

Since 1935, a voluminous scholarly literature has 

developed on the subject of job satisfaction. Library 

researchers, however, generally have not emphasized job 

satisfaction research. Fewer than a dozen scholarly studies 

have been conducted on the job satisfaction of academic 

librarians. 

The purpose of this research was to study job satisfac-

tion among academic librarians. Using a path analytic 

approach, the following variables were examined in order to 
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identify and interpret the nature of their relationships to 

job satisfaction among academic librarians: 

A. Selected characteristics of individual librarians 

1. Education 
2. Experience 
3. Sex 
4. Age 
5. Salary 
6. Level of responsibility 

B. Selected characteristics of library organizations 

1. Annual library budget 
2. Sex of the library director 
3. Size of the library staff 
4. Average salary of the professional library staff 
5. Organizational status of the professional 

librarians 
6. Size of the library collection 

C. Librarian's perceptions of the job 

1. Perception of the work 
2. Perception of adequacy of pay 
3. Perception of promotion opportunities 
4. Perception of supervision 
5. Perception of associates 

6. Perception of job security 

Job satisfaction was considered to be the major dependent 

variable in the study. 

Derived from a systematic review of the scholarly job 

satisfaction literature, the following hypotheses guided the 

research. These hypotheses assume that job satisfaction is 

influenced by selected characteristics of individual employees, 

selected characteristics of work organizations, and perceptions 

that individual workers have of their work situation. 
H,: Selected characteristics of individual librarians 

influence librarians' job satisfaction. 
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H : Selected characteristics of individual librarians 
influence librarians' job perceptions which, in 
turn, influence job satisfaction. 

H3: Selected characteristics of library organizations 
influence librarians' job satisfaction. 

Selected characteristics of library organizations 
influence librarians' job perceptions which, in 
turn, influence job satisfaction. 

A set of structural models depicting the hypothesized 

relationships among the variables examined in this study 

was presented in Figure 1 (see Chapter II, page 37). The 

characteristics of individual librarians and the character-

istics of library organizations were independent or exogenous 

variables. Librarians' job satisfaction and librarians' per-

ceptions of their jobs were dependent or endogenous variables. 

The residual variables included measurement error and the 

effects of unmeasured causes. The one-way arrows in Figure 1 

represented the causal processes assumed to be operating 

among the variables under consideration. 

The population for the present study was 167 academic 

librarians associated with member libraries of the Association 

of Higher Education of the North Texas Area. Seventy-six 

per cent of the librarians completed mailed questionnaires 

designed to provide information concerning the independent 

and dependent variables under investigation. The variable of 

job satisfaction was measured by the "Job Satisfaction Index" 

instrument developed by Brayfield and Rothe in 1951. This 

instrument provides an overall index of job satisfaction, not 
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a measurement of satisfaction with specific dimensions of 

the job. Five of the six variables of job perceptions were 

measured with the "Job Descriptive Index" instrument 

developed by Smith, Kendall, and Hulin in 19 65. This instru-

ment consists of five scales, each of which was used to 

measure one aspect of the librarians' perceptions of their 

work. The variable of librarians' perception of their job 

security was measured with a single questionnaire item. 

Information concerning the characteristics of library 

organizations was obtained from published sources which 

included Texas Academic Library Statistics 1978-79 (1980), 

the American Library Directory (1980), the TACT Bulletin 

(January, 1981), and college and university catalogs for the 

1980-1981 academic year. 

Path analysis, a powerful statistical technique for 

analyzing causal models, was employed in this research. The 

procedure consisted of estimating the path coefficients, 

trimming nonsignificant paths from the hypothesized model, 

evaluating the trimmed model, and assessing the total effects 

of the independent variables. The data were analyzed using 

the Statistical Package for the Social Sciences, an integrated 

system of computer programs designed for the analysis of 

social science data. The data were processed with a DEC-2050 

computer, an interactive time-sharing system available in the 

Texas Woman's University Computer Center. 
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In an effort to determine relationships between the 

independent and dependent variables, both correlation 

analysis and path analysis were performed. The findings of 

correlation analysis lent partial support to hypothesis I: 

two of the six selected characteristics of individual 

librarians, age and position, correlated significantly with 

librarians' job satisfaction. By contrast, none of the paths 

linking librarians' job satisfaction and the six character-

istics of individual librarians was supported by path analysis, 

Therefore, hypothesis I was not supported by path analysis. 

Both correlation analysis and path analysis generally 

supported hypothesis II. Five of the six characteristics of 

individual librarians correlated significantly with one or 

more of the six job perceptions, and five of the six job 

perceptions correlated significantly with job satisfaction. 

In a similar manner, multiple regression analysis supported 

seven of the paths predicted by hypothesis II. Two character-

istics of individual librarians, salary and position, each 

contributed to two or more perceptions of the job. Librarians' 

salary was linked directly to their perceptions of pay and 

promotion opportunities, and librarians' position in the 

library organization was linked directly to their perceptions 

of work, supervision, and job security. Two of the percep-

tions that librarians have of their jobs, perceptions of work 

and of promotion opportunities, contributed to librarians' 

job satisfaction. 
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Neither correlation analysis nor path analysis provided 

support for hypothesis III: none of the six selected char-

acteristics of library organizations contributed directly to 

librarians' job satisfaction. The findings did show slight 

support for hypothesis IV. Four of the six characteristics 

of library organizations correlated significantly with one or 

more of the six job perceptions, and five of the six job 

perceptions correlated significantly with job satisfaction. 

Following multiple regression analysis, two model paths pre-

dicted by hypothesis IV were partially supported. Two 

characteristics of library organizations, sex of the library 

director and the average salary of librarians, contributed 

directly, although weakly, to librarians' perceptions of 

their job security. These characteristics of library organi-

zations did not contribute to librarians' job satisfaction, 

however, because the hypothesized link between perception of 

job security and librarians' job satisfaction was not 

supported by the findings. 

In order of importance, then, to the job satisfaction 

of academic librarians, the variables were librarians' per-

ceptions of their work, their position in the library 

organization, their perceptions of their promotion opportuni-

ties, and their annual salary. Figure 10 presents the full 

path model trimmed of all nonsignificant paths. 

As indicated in Chapter I, perception theorists explain 

job satisfaction in terms of the individual's perception of 
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his job. They believe that an employee interprets his work 

situation in terms of his own unique patterns of personality 

and experience and that he develops an attitude of job 

satisfaction on the basis of the unique meanings that he has 

assigned to the work situation. 

The findings of this research provide some support for 

the perception theory of job satisfaction. Of the eighteen 

variables investigated in this study, including character-

istics of individual librarians, characteristics of library 

organizations, and librarians' perceptions of their jobs, 

the only variables linked directly to librarians' job satis-

faction were perception variables. Two of the six perception 

variables, perception of the work itself and perception of 

promotion opportunities, contributed to librarians' job 

satisfaction. Additional confirmation of this idea was 

gained through correlation analysis, which indicated that 

five of the six perceptions of the job were significantly 

related to job satisfaction. 

The most important predictor of job satisfaction among 

the academic librarians surveyed was librarians* perception 

of their work. The actual work which librarians perform 

appears to have intrinsic value for them, and their satis-

faction stems not only from what they do but from the way 

in which they perceive what they do. This is to say that 

it is not only the specific routines of the work that 

contribute to librarians' satisfaction but, also, the extent 
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to which librarians perceive these routines to be challeng-

ing, creative, and meaningful. (This finding is not surpris-

ing in view of the stated purpose of the "Job Descriptive 

Index" as an instrument of job satisfaction, not job percep-

tions. The perception of work scale is a satisfaction with 

work measure, and it is reasonable to assume that satisfaction 

with work would have the highest association of all the 

variables with overall job satisfaction.) 

A second predictor of librarians' job satisfaction was 

librarians' perception of their promotion opportunities. 

The critical factor was not librarians1 actual opportunities 

for moving up in the library organization or the probability 

that they would be promoted at some time in the future but 

their perception of their opportunities for promotion. So 

long as they perceived that some opportunity for upward 

mobility existed, their level of job satisfaction was 

affected positively. The data for this study do not indicate 

what it is about promotion opportunities that has import for 

job satisfaction. It may be, for example, the larger 

salaries that accompany promotion. Or, perhaps, promotion 

provides symbolic opportunities which academic librarians 

value, including a sense of accomplishment, higher prestige, 

greater authority, or increased autonomy in their work. 

At the very least, it can be assumed that promotion is 

tangible evidence of recognition and reward by the library 

organization. 
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Four of the perception variables were not linked to 

librarians' job satisfaction. These were librarians' per-

ceptions of the adequacy of their pay, of their supervision, 

of their associates, and of their job security. Based on 

the general findings of the job satisfaction literature, one 

would expect each of these job perceptions to predict job 

satisfaction. It is noteworthy that they did not. 

Although none of the six characteristics of individual 

librarians had a direct link to librarians' job satisfaction, 

two of the variables contributed to job satisfaction 

indirectly. These were librarians' position (or level of 

responsibility) and librarians' annual salary. 

The variable of librarians' position was the more 

influential of the two significant characteristics of 

individual librarians. The path defining the contribution 

of position on librarians' job satisfaction led from position 

to perception of work to job satisfaction. This result 

suggests that the higher the librarian's position in the 

library organization, the more inclined the librarian is to 

perceive his work favorably, and the more favorable his 

perception of his work, the higher his level of job satisfac-

tion. As pointed out above, the single most important pre-

dictor of librarians' job satisfaction was librarians' 

perception of their work. Among the twelve exogenous 

variables incorporated in this study, including characteris-

tics of librarians and characteristics of library 
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organizations, only librarians' position was found to be a 

predictor of librarians' perceptions of their work. Given 

the linkage between position and the critical variable of 

perception of work, position must be considered another 

essential factor in the model that predicts librarians' job 

satisfaction. 

The variable of librarians' position was also a predic-

tor of librarians' perceptions of their supervision and of 

their job security. These findings indicate that the higher 

the librarian's position in the library organization, the 

more favorable the librarian's perception of his supervision 

and the more secure he is in his job. While the variables of 

perception of supervision and perception of job security did 

not contribute to job satisfaction, the contribution of 

position on these two perceptions tends to emphasize even 

more the general importance of the variable of position or 

level of responsibility in the proposed model. 

The variable of librarians' annual salary also was 

linked indirectly to librarians' job satisfaction. The path 

defining the contribution of salary on job satisfaction led 

from salary to perception of promotion opportunities to job 

satisfaction. Even though promotion opportunities are 

restricted for librarians earning higher salaries, this 

finding suggests that the higher the annual salary of the 

individual librarian, the more favorable his perception of 

the opportunities for promotion, and the more favorable his 
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perception of promotion opportunities, the higher his level 

of job satisfaction. It was established earlier that 

librarians' perceptions of their opportunities for promotion 

was one of the two variables that contributed directly to job 

satisfaction. Among the twelve exogenous variables included 

in this study, only salary was a predictor of librarians' 

perceptions of promotion opportunities. Salary, then, is 

another essential variable in the model that predicts job 

satisfaction for academic librarians. 

The variable of librarians' annual salary also con-

tributed to librarians' perceptions of the adequacy of their 

pay. This finding indicates, not surprisingly, that the 

higher the salary, the more favorable the librarians' percep-

tion of the adequacy of their pay. Librarians' annual salary 

did not predict job satisfaction through this path, however, 

because librarians' perception of the adequacy of their pay 

did not influence their job satisfaction. 

Four of the characteristics of individual librarians 

were not linked to librarians' job satisfaction. These were 

librarians' education, sex, experience, and age. With regard 

to the variables of education and sex, this finding was in 

accord with the general findings of the job satisfaction 

literature. However, the variables of experience and age 

could reasonably be expected to predict job satisfaction. 

That they did not is a significant finding of this research. 
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Although none of the six characteristics of library-

organizations influenced librarians' job satisfaction, two 

of the variables require comment because of their direct, 

although weak, link to librarians' perceptions of their job 

security. These variables were average annual salary of the 

library staff and the sex of the library director. The 

average salary of the library staff was related inversely to 

librarians' perceptions of their job security. This result 

suggests that the lower the average salary of the library 

staff, the more secure the staff appears to be. This 

curious circumstance may result from the lack of demand for 

positions in libraries with low average salaries: librarians 

employed in such libraries may simply be aware that they are 

not readily replaceable. It is interesting to note that the 

importance of salary in this study has depended on whether 

the salary was that of the individual or the group. As 

pointed out earlier, salary of the individual librarians was 

linked indirectly to job satisfaction, while average salary 

of the library staff did not contribute to job satisfaction 

either directly or indirectly. Concerning the variable of 

the sex of the library director, librarians appeared to feel 

slightly more secure in libraries headed by women than in 

libraries headed by men. 

Four of the characteristics of library organizations had 

no relation to librarians' job satisfaction or to librarians' 

perceptions of their jobs. These were the annual library 
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budget, the size of the library staff, the size of the 

library collection, and the organizational status of 

librarians. Three of the variables, the annual library 

budget, the size of the library staff, and the size of the 

library collection, may be viewed as indicators of the 

complexity of a library organization. One assumption under-

lying this research was that complexity of library organiza-

tions would influence librarians' job satisfaction negatively. 

Large libraries tend to be complex bureaucracies. Policies 

and procedures are more highly standardized than in small 

libraries, librarians work in more specialized positions and 

departments, and human relationships may assume a more formal 

tone. Surprisingly, librarians' job satisfaction was not 

related to the complexity of the library organization. 

The findings concerning the association between organiza-

tional status of librarians and their job satisfaction are 

among the most important results of this research. For the 

purpose of measuring this variable, librarians were assigned 

to one of two groups: those with faculty status and those 

with staff status. It was anticipated that librarians with 

faculty status would have higher levels of job satisfaction 

than those with staff status. Presumably, faculty status 

would provide more perquisites than staff status. For example, 

faculty status would provide more flexible schedules and more 

vacation time. Salaries likely would be higher, and the 

position of librarian would carry more prestige and autonomy 
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in the academic setting. Librarians might even feel more 

secure in their jobs because they would become eligible for 

tenure. All of these factors, it was reasoned, should bear 

on librarians' job satisfaction. Surprisingly, faculty 

status did not contribute to librarians' job satisfaction. 

It did not even correlate with job satisfaction. This find-

ing is noteworthy, in part, because the issue of faculty 

status for academic librarians has received much attention 

in the past few years. If the findings of this research in 

any way reflect the circumstances of the larger discipline, 

achieving faculty status may be less important than some 

advocates would realize. 

The findings of this study suggest several possibilities 

for future research. 

First, a study using the job perception-job satisfaction 

model should be conducted with a probability sample drawn 

from a national population of academic librarians. Such a 

study would permit broadly based generalizations concerning 

the job satisfaction of academic librarians. 

Second, a nonrecursive structural model should be 

employed to study job satisfaction among academic librarians. 

Incorporating a feedback loop from job satisfaction to job 

perceptions would permit the examination of reciprocal 

influences between the two variables and would increase the 

explanatory power of the model. 
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Third, an index of library organization complexity should 

be constructed and validated for use in future studies of job 

satisfaction among academic librarians. Several variables 

related to organizational complexity were employed in this 

research, but a systematic measure of library organization 

complexity is needed. 

Fourth, further research is needed concerning the effects 

of faculty status of academic librarians on the job satisfac-

tion of academic librarians. An important finding of this 

study was that faculty status did not influence academic 

librarians' job satisfaction. Because the issue of faculty 

status for librarians has received much attention within the 

library profession in recent years, further investigation of 

the relationship between these two variables is recommended. 

Fifth, the effects of job satisfaction on the role per-

formance of academic librarians should be investigated. The 

present study was designed to explore the causes of job 

satisfaction, not the effects of job satisfaction. A 

substantial general literature concerning the relationship 

between job satisfaction and productivity and role performance 

exists, but no path analytic study involving these variables 

has been conducted with academic librarians. 

Sixth, the effects of the librarians' position or level 

of responsibility should be explored further. Specifically, 

the job satisfaction of library administrators and super-

visors should be examined. The present study included 
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administrators and supervisors but did not differentiate them 

from practicing librarians. To facilitate effective collec-

tion of data, the case study method and the in-depth inter-

view may be required. 

Seventh, an instrument for measuring job perceptions 

should be constructed and validated for use in future 

research. The present study employed the JDI because of its 

descriptive nature, even though the JDI is used ordinarily 

as a measure of job satisfaction. A scale designed specif-

ically to measure job perceptions would strengthen the 

structural model. 

Eighth, the scope of this study should be enlarged to 

include other types of librarians, specifically public, 

special, and school librarians. Including other kinds of 

librarians in a study of predictors of job satisfaction 

would permit a comparative assessment of job satisfaction 

among librarians. 

Ninth, additional characteristics of individual librar-

ians should be investigated as causes of job perceptions and 

job satisfaction among academic librarians. These personal 

characteristics might include levels of achievement motiva-

tion, job involvement, self-esteem, and anxiety. 

Tenth, additional characteristics of library organiza-

tions should be investigated as causes of job perceptions 

and job satisfaction of academic librarians. Among these 
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variables might be workgroup structure, supervisory style, 

and levels of role conflict and role ambiguity. 



APPENDICES 

132 



133 

Appendix A 

Initial Cover Letter 

February 11, 1981 

Dear Colleague: 

Under the auspices of the School of Library and Informa-
tion Sciences, North Texas State University, I am conducting 
a study of job satisfaction among academic librarians. The 
study is part of my doctoral dissertation research, and I am 
asking all professional librarians associated with the member 
institutions of the Association of Higher Education to par-
ticipate in it. 

Job satisfaction studies have long been conducted in pro-
fessions such as medicine, law, engineering, education, and 
others. Very little research of this kind has been done in 
our field, however. Over the years, library researchers have 
focused their attention mainly on the technology and the pro-
cesses of the library. I am of the opinion that librarians 
are every bit as important in the delivery of information 
services as technology and processes and that it is time to 
begin studying librarians seriously as professionals and as 
persons. 

I would genuinely appreciate your assistance in this 
research project. Would you please be so kind as to respond 
to all of the items on both questionnaires that I have 
enclosed and to return the questionnaires to me in the 
enclosed envelope by February 25? This should require no more 
than fifteen minutes of your time. While the questionnaires 
are numbered for processing purposes, please be assured that 
the study will in no way identify individual libraries or 
librarians. Your answers will be held in strictest confidence, 
and a summary of the results will be mailed to each person who 
participates in the study. 

If you have questions about the research, please call me 
collect at (817) 387-2054 any day after 5:00 p.m., and I will 
be happy to discuss the study with you. 

Thank you very much. 

Yours truly, 

Jean L. Glasgow 
Special Collections Librarian 
Texas Woman's University 
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Appendix B 

Follow-Up Reminder 

March 3, 19 81 

Dear Librarian: 

Recently, I sent you two questionnaires related to 

job satisfaction among academic librarians. We have had 

good response to our study, but we have not yet heard 

from you. As you can imagine, we want the study of 

libraries and librarians in the AHE to be as accurate as 

possible; for that reason, we would greatly appreciate 

receiving your completed questionnaires by March 10. If 

you did not receive your questionnaires, please let me know, 

and I will mail additional copies to you. 

Thank you very much for your help. 

Jean L. Glasgow 

School of Library and Information Sciences 

North Texas State University 

Denton, Texas 76203 
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DESCRIPTIONS OF JOBS 

Work on Present Job 

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 

n for "No" if it does NOT describe it 

? if you cannot decide 

Fascinating 

Routine 

Satisfying 

Boring 

Good 

Creative 

Respected 

Hot 

Pleasant 

Useful 

Tiresome 

Healthful 

Challenging 

On your feet 

Frustrating 

Simple 

Endless 

Gives sense of accomplishment 
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Present Pay 

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 

? if you cannot decide 

Income adequate for normal expenses 

Satisfactory profit sharing 

Barely live on income 

Bad 

Income provides luxuries 

Insecure 

Less than I deserve 

Highly paid 

Underpaid 
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Opportunities for Promotion 

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 

? if you cannot decide 

Good opportunity for advancement 

Opportunity somewhat limited 

Promotion on ability 

Dead-end job 

Good chance for promotion 

Unfair promotion policy 

Infrequent promotions 

Regular promotions 

Fairly good chance for promotion 
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Immediate Supervision on Present Job 

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 

? if you cannot decide 

Asks my advise 

Hard to please 

Impolite 

Praises good work 

Tactful 

Influential 

Up-to-date 

Doesn't supervise enough 

Quick tempered 

Tells me where I stand 

Annoying 

Stubborn 

Knows job well 

Bad 

Intelligent 

Leaves me on my own 

Lazy 

Around when needed 
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People on Your Present Job 

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 of the following words 
describe these people? In the blank beside each word 
below, put 

y if it describes the people you work with 

n if it does NOT describe them 

? if you cannot decide 

Stimulating 

Boring 

Ambigious 

Stupid 

Responsible 

Fast 

Intelligent 

Easy to make enemies 

Talk too much 

Smart 

Lazy 

Unpleasant 

No privacy 

Active 

Narrow interests 

Loyal 

Hard to meet 
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