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The purpose of this study was to analyze the job

satisfaction among the faculty members of degree-granting

colleges of education in Nigeria. The study was based on

the six subsections of the Job Descriptive Index developed

by Smith and associates: present work, pay, promotion,

supervision, coworkers, and job in general. A total of 406,

or 65.5%, of 622 full-time faculty members participated in

this study. Frequencies, percentages, one-way Anova at the

.05 level, and the Scheffe method at the .10 level were used

for data analysis.

From the findings of this study, it can be concluded

that faculty members in degree-granting colleges of

education in Nigeria are satisfied with the overall aspects

of their work situations. The greatest source of job

satisfaction was coworkers, followed by supervision, and

present job. Faculty members were least satisfied with pay

and opportunities for promotion. It can also be concluded

from the study that the demographic variables (gender, age,

level of education, years of teaching experience, salary



grade level, college of employment, state of origin, and

religious affiliation) affect the faculty member's job

satisfaction. Further research is recommended to duplicate

this study in other institutions of higher learning in

Nigeria. In addition, further studies are recommended to

determine promotional activities and appropriate salary

structure for educators in Nigerian institutions of higher

learning.
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CHAPTER 1

INTRODUCTION

Interest in the systematic study of the nature and

causes of job satisfaction dates back at least to the human

relations movement of the 1930s. The first intensive study

of job satisfaction was done by Hoppock (1935), who defined

job satisfaction as any combination of psychological,

physiological, and environmental circumstances that causes a

person to say, "I am satisfied with my job."

The human relations school revealed that an

individual's perception of the organization and his

attitudes toward his job were formed by the

interrelationships that exist in the informal group of which

he is a member (Roethlisberger & Dickson, 1939). In the

early 1960s, a number of researchers proposed that

satisfaction may be understood best if it is viewed as a

function of the interaction between the individual

personality and organizational properties. Likert (1961),

for example, assigned central importance to the

organizational characteristics as they are perceived by the

employee. This view, presented in his interaction-

influence model, suggests that variables such as structure,

1
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climate of the organization, and supervisory practices

interact with the personality to produce perceptions, and it

is only through these perceptions that the relations between

causal and end-result variables, including job satisfaction,

may be understood.

There have been literally several thousand studies on

job satisfaction, and the number is increasing. Locke

(1983) has estimated that a minimum of 3,350 publications on

job satisfaction were available by early 1972. These

publications originate from different philosophies and do

not focus on the same or even similar elements of behavior.

Campbell, Dunnette, Lawler, and Weick (1970) divided the

theories of job satisfaction into two groups.

The first, content theories, includes Maslow's (1954)

hierarchy of needs theory, Herzberg's (1959) two-factor

theory, and Alderfer's (1972) existence, relatedness, and

growth (ERG) theory. Content theories try to determine

factors within the individual or his environment, such as

pay or interesting work that actually motivate the

individual. These theories advance the basic argument that

human needs constitute the main driving force behind

employee behavior in organizational settings.

The second, process theories, includes Vroom's (1964)

expectancy theory, modified by Galbraith and Cummings

(1967), Gran (1969), and Porter and Lawler (1968). Other
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process theories include Adams' (1963) equity theory and

Locke's (1968) goal theory. Process theories attempt to

explain and describe the process by which behavior is

energized, directed, sustained, and stopped.

Reviewing these competing theories concerning job

satisfaction, Gruenberg (1979) summarized that it is evident

that job satisfaction involves the matching of individuals'

needs, values, and expectations to what the job offers.

However, in such a complex field of different organization

and individual needs, it is likely that no single theory

accounts for all the phenomena all the time. Amid these

competing theories, however, the traditional thinking

concerning job satisfaction and dissatisfaction is that the

two are opposites (Whitsett & Winslow, 1967). Smith,

Kendall, and Hulin's (1969) theory and definition of job

satisfaction follows this tradition and sees job

satisfaction as the totality of job factors and situations

on the job. Smith et al. identified six job factors (faces

or facets), which consist of work, pay, promotion,

supervision, coworkers, and job in general (overall job).

Their theory specifically states that each particular job

factor can be a satisfier or dissatisfier. Hence, each

factor of the job should be treated on a single continuum

which can produce satisfaction or dissatisfaction on the

-,4w4aRmW 4ANAWY
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job. This study is based on this traditional thinking of

Smith, Kendall, and Hulin's theory and definition.

The degree-granting colleges of education in Nigeria

are five in number. They are Kano, Zaria, Ondo, Owerri, and

Port Harcourt Colleges of Education. Appendix A is a map of

the states and the colleges in Nigeria. Each of these

degree-granting colleges of education has a sponsoring

university. Kano and Zaria Colleges are both sponsored by

Ahumado Bello University (ABU); Ondo College is sponsored by

Obafame Awalowo University (OAU, Ife); Owerri College by the

University of Nigeria Nsukka; and Port Harcourt by the

University of Ibadan (Joint Commission and Matriculation

Board Brochure 1988-89 Session, 1988).

Viewed from the perspective of the former regions (now

states) of Nigeria, Kano and Zaria Colleges are located in

the northern region (Hausas and Fulanis); Ondo College is

located in the southwestern region (Yorubas); and Owerri

College is located in the southeastern region (Ibos). Port

Harcourt College, which is in the former southeastern

region, was popularly referred to in 1989 as being in one of
the minority state areas (Maduagwu, 1986). The institutions

under study are evenly spread throughout Nigeria. From this

point of view, a study of job satisfaction compared under

variables such as location of college and teacher's state of

origin may be indicators of how uniformly teachers feel

7 00 1 - ;Apo.' I 1 -111 --
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throughout Nigeria. The findings of this study may be

useful in answering questions regarding the harmonization of

conditions throughout Nigeria in the educational sector

since the Civil War of 1967-1970. Appendix B is a

commentary on current day Nigeria.

Colleges of education in Nigeria are of strategic

importance to the Nigerian educational system. The purpose

of colleges of education in Nigeria is for the preparation

of well-qualified teachers for Nigerian secondary schools

and Grade II teacher training schools. The Grade II

training schools prepare teachers for Nigerian elementary

schools (Ukeje, 1988).

The current Nigerian National Policy on Education

(1986) states that the purpose of teacher education in

Nigeria should be

(a) to produce highly motivated, conscientious and

efficient classroom teachers for all levels of the

educational system;

(b) to encourage further the spirit of inquiry and

creativity in teachers;

(c) to help teachers to fit into the social life of

the community and society at large and to enhance

their commitment to national objectives;

(d) to provide teachers with the intellectual and

professional background adequate for their
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assignment and to make them adaptable to any

changing situation not only in the life of their

country but in the wider world;

(e) to enhance teachers' commitment to the teaching

profession.

The national policy on education summarized that

teacher education will continue to be given a

major emphasis in all Nigerian educational

planning because no education system can rise

above the quality of its teachers. (p. 25)

With the great national economic crises and inflation

coupled with military and political instability, a study

measuring the level of job satisfaction and factors

affecting it among the degree-granting colleges of education

in Nigeria, may be a great indicator of how well the

national teacher-education objectives are being met. As

Lawler (1970) points out, the study of job satisfaction

portrays the quality of working life.

Why should job satisfaction be studied? Researchers

have studied job satisfaction for various reasons. Early

studies about job satisfaction of workers in the United

States, including studies by Smith, Kendall, and Hulin

(1969), found a relationship between job satisfaction and

productivity. Norris and Niebuhr (1984) found a strong

relationship between performance and job satisfaction.
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Lawler (1970) saw job satisfaction as one of several

measures of the quality of organizational life. He

suggested that even if there is no relationship between job

satisfaction and performance, as some studies have

suggested, job satisfaction needs to be studied because it

portrays the quality of working life.

Smith, Kendall, and Hulin (1969) argue that job

satisfaction may or may not result in any overt behavior,

depending on the personality of the individual concerned;

but by the same token, job satisfaction or dissatisfaction

may lead to a behavior which may be of interest to

organizations. Above all, the study of job satisfaction may

be a criterion by which organizations can judge the success

and failures of management policies and practices and a

means of making recommendations for improvement (Fleishman &

Bass, 1974).

Statement of the Problem

The problem of this study concerns job satisfaction

among the faculty members of degree-granting colleges of

education in Nigeria and the relationship of job

satisfaction to selected demographic variables.
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Purposes of the Study

The primary purposes of this study are the following:

1. to measure the level of job satisfaction among the
faculty members of degree-granting colleges of education in
Nigeria with respect to each of the six job facets

identified by Smith et al. (1969; 1985): work, pay,

promotion, supervision, coworkers, and job in general;

2. to compare job satisfaction among faculty members

on each of the six facets and to determine whether any
significant differences exist on the basis of their

demographic classifications (gender, age, level of

education, years of teaching experience at college level,
salary grade level, location of college, state of origin,

and religious affiliation); and

3. to use the findings of this study to recommend

changes in working conditions of the faculty members and to
examine Smith et al.'s (1969) theory of job satisfaction in
the context of a Nigerian higher education system.

Research Questions

This study attempts to answer the following questions.

1. To what level do the faculty members express job
satisfaction, as measured by the six facets of Smith et
al.'s (1969; 1985) Job Descriptive Index?

2. Do significant differences exist between the
demographic classifications of faculty members and their job

' - - : .
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satisfaction, as measured by the six facets of Smith et

al.'s Job Descriptive Index?

Definition of Terms

Job Descriptive Index (JDI). The Job Descriptive Index

measures six areas of satisfaction: work on present job,

present pay, opportunity for promotion, supervision,

coworkers, and job in general.

Job Factors. The terms job factors, subsections, facets or

faces, and areas of the Job Descriptive Index are used

interchangeably to refer to all of these as a group: work,

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

Facets. Facets is by definition a classification term used

specifically in the instrument employed in this research.

Job Satisfaction. Job satisfaction is the score of the

individual respondent on the Job Descriptive Index. In this

study, job satisfaction is the feeling or affective

responses of faculty members on the job (Smith et al.,

1969).

Demographic Characteristics. The demographic

characteristics of the subjects under study include gender,

age, level of education, years of teaching experience at

college level, salary grade level, location of college,

state of origin, and religious affiliation.

Faculty Members. In this study, faculty members refer to

full-time instructors.
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Limitation of the Study

The results of this study do not deal with causality

but only with the correlation and differences among the

variables. For example, if there is a significant

correlation between pay and job satisfaction, it cannot be

inferred that modifications in the amount of salary will

necessarily cause changes in the job satisfaction level.

Delimitation of the Study

This study was limited to full-time faculty members of

degree-granting colleges of education who have had at least

one academic year of experience with their institution.

Basic Assumptions of the Study

It is assumed that the faculty members' responses to

the survey instrument used for this study represent the

feelings concerning job satisfaction of the faculty members

in degree-granting colleges of education in Nigeria.

Significance of the Study

The significance of this study can be discussed from

several perspectives: the faculty members under study, the

administrators in the various colleges and their

corresponding ministries of education, the Nigerian

educational system, and the literature of job satisfaction

on higher education. This study may be significant in

providing opportunity to the faculty members to express
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their feeling or affective responses for their jobs. It may

enable the faculty members to look at each job factor as a

measure of job satisfaction or dissatisfaction and to assess

the impact of particular job conditions on their job

satisfaction.

This study may be significant in providing knowledge of

motivational and environmental factors that may help

administrators in recruiting and retaining faculty members

and in thus creating an effective teaching, research, and

public service force. The conclusions from this study may

help administrators and the ministry of education in

planning, making policies, or modifying policies that

concern the job satisfaction and development of faculty

members. Furthermore, this study may provide information

that may advance needed research concerning job satisfaction

or dissatisfaction among faculty members in other higher

education institutions in Nigeria.

The results of this study may be significant in

providing a good source of information on how well the

national policy on teacher education of "producing highly

motivated, conscientious and efficient classroom teachers"

(Nigerian National Policy on Education, 1986, p. 25) is

being met. "No educational system can rise above the

quality of its teachers" (Nigerian National Policy on

Education, 1986, p. 25). In the same line of thought,
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Lawler (1970) points out that a study of job satisfaction

will portray the quality of working life among employees.

Nigerian teachers are no exception.

The results of this study may be significant in

providing useful information on how uniformly teachers in

degree-granting colleges of education all over the country

feel. This is in consideration of the impact of the

Nigerian civil war and the subsequent division of states,

after which there had been serious concerns as to the

harmonization of conditions in post-civil war Nigeria, even

in the educational system.

From the point of view of the wealth of literature on

job satisfaction in higher education, this study may be

significant in adding to the bulk of literature from the

context of sociocultural and economic conditions of Nigeria.

Group affiliations and occupations based on ethnic, racial,

or national origin carry different perceptions and

consequences in different countries (Daniels & Radebaugh,

1989).

Finally, this study may be significant in examining how
Smith's theory of job satisfaction is applicable to

educators in Nigeria. Kiggundu, Jorgenson, and Hafsi (1983)

found that administrative theories and techniques developed

in western cultures have possible applications in developing

countries.

:_,



CHAPTER 2

REVIEW OF RELATED LITERATURE

There is a wealth of literature concerning the

construct of job satisfaction. The specific areas selected

for support of this study are arbitrarily divided into three

categories: definition and theoretical discussions of job

satisfaction, variables associated with job satisfaction,

and research studies on job satisfaction in educational

settings.

Definitions and Theoretical Discussions

of Job Satisfaction

Smith, Kendall, and Hulin (1969), following the

traditional thinking of job satisfaction, defined job

satisfaction as the feelings or affective responses of

workers on the job. Smith et al. see job satisfaction as a

result of one's experiences on the job in relation to one's

values and expectations of the job. Each particular job

condition can be a satisfier or dissatisfier. Therefore,

each facet or job condition should be treated as a single

continuum which can produce satisfaction or dissatisfaction.

Several studies have demonstrated through Smith et al.'s

theory and definitions that each job factor is on a single

continuum (Bridges, 1980; Fansher & Buxton, 1984;

13
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Maduagwu, 1986; McCormick & Tiffin, 1974; Seybelt, 1976;

Tanash, 1987).

Hoppock (1935) made the first systematic assessment of

job satisfaction. He defined job satisfaction as any

combination of psychological, physiological, and

environmental circumstances that causes a person to say, "I

am satisfied with my job." Beer (1964) defined job

satisfaction as an employee's attitude toward his job, his

company, his fellow workers, and his work environment.

Vroom (1964) summarized that the terms "attitude" and "job

satisfaction" can be used interchangeably for describing how

individuals feel toward their work. Locke (1969) defined

job satisfaction as a pleasurable or positive emotional

state resulting from the assessment of one's job experience.

Hoy and Miskel (1982) defined job satisfaction as a present-

and past-oriented affective state of mind that results when

one's work is appraised.

Theories of job satisfaction and motivation too often

go together. However, it is important to note that

motivation and job satisfaction are not the same thing.

Satisfaction is an end-state resulting from the attainment

of some goal (Hellriegel & Slocum, 1979). Motivation is

essentially concerned with a person's desires and how those

desires can be fulfilled in the work situation. For

example, a teacher who wants students to do well in class
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should be able to motivate the students in class. Doing

well in class will give the teacher and the students

satisfaction.

A notable theory of human needs or job satisfaction is

Maslow's (1943) hierarchy of needs. Maslow divided needs

into hierarchy from lowest to highest. The lower needs

include physiological needs, safety and security needs, and

social and affection needs. The higher order needs are

esteem needs and self-actualization needs (Aldag & Brief,

1979). Maslow's theory states that people can fulfill their

higher order needs only when the lower order needs have been

satisfied. In other words, workers will have different

values and work motivations, depending on their positions in

the need hierarchy. Hersey and Blanchard (1977) have

criticized Maslow's theory. They state that it is not

necessary that one level of needs be completely satisfied

before the next level emerges. The reality is that most

people in our society tend to be partially satisfied at each

level and partially unsatisfied, with greater satisfaction

tending to occur at the physiological and safety levels than

at the social, esteem, and self-actualization levels.

French (1986), however, pointed out that the major

implication of Maslow's theory is that policies and

practices in any organization, including leadership style,
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must pay attention to all three needs so as to allow

employees opportunities to work up to their full potential.

Another popular content theory of motivation and job

satisfaction has been proposed by Herzberg, Mausner, and

Snyderman (1959). The theory has been variously termed

factor, dual factor, motivator-hygiene, or simply Herzberg's

theory. Simply stated, Herzberg's theory views satisfaction

and dissatisfaction as independent dimensions. Herzberg's

(1966) theory states that feelings about the job have two

dimensions: satisfaction and dissatisfaction. Herzberg

argued that the worker is dissatisfied with the job when it

does not allow him to meet adequately his physiological

needs, such as avoidance of pain, hunger, and danger. When

these needs are met, the worker is no longer dissatisfied,

but he or she is not necessarily satisfied. Satisfaction

occurs only when factors that promote psychological growth

are present.

Herzberg (1966) identified seven factors of the job

condition that affect dissatisfaction. He identified only

five factors that affect satisfaction (Figure 1).

Satisfiers or motivators are those factors that

increase job satisfaction when present but do not increase

dissatisfaction when absent (Hoy & Miskel, 1982). As with

Maslow's lower level needs, the absence or inadequacy of

hygiene factors will lead to dissatisfaction, but when the
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-Dissatisfaction +Satisfaction

Hygiene or Dissatisfactions Motivators or Satisfiers

*Interpersonal Relations *Achievement

with Subordinates
*Recognition

*Interpersonal Relations

with Superordinates *Work Itself

*Interpersonal Relations *Responsibility
with Peers

*Advancement

*Supervision Technical

*Policy and Administration

*Working Conditions

*Effect of Work on Personal Life

Figure 1. Herzberg's two-factor theory of job satisfaction

and dissatisfaction.

factors are present and adequate, they alone do not usually

lead to job satisfaction. Job satisfaction and

dissatisfaction are not opposites, but two separate and

distinct dimensions of workers attitudes (Schmidt, 1976).

In other words, motivation factors tend to focus on the work

itself, whereas hygiene factors tend to focus on the

conditions of work.

Research in educational administration has tested

Herzberg's theory in school settings. Sergiovanni (1966)

conducted a study to determine the relevance of Herzberg's

motivation-hygiene theory to education. He concludes that

the motivation-hygiene theory is applicable to educational
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organizations and indeed to teachers and students.

Sergiovanni's study supports Herzberg's theory that the

absence of motivation factors does not contribute to work

dissatisfaction, but dissatisfaction seems to result from

poor interpersonal relationships. Savage's (1967) study

supports Herzberg's theory that good interpersonal relations

are hygienic rather than motivational factors. Similar

findings were later contributed by Valthaisong (1982),

Karoonlanjakorn (1986), and Chewapun (1989). Their findings

reveal that the facet of interpersonal relations is within

the first rank of job satisfaction.

Friesen, Holdaway, and Rice (1983) studied a random

sample of school administrators in Alberta, Canada, to test

the Herzberg theory. The findings of the study have partial

support for Herzberg's theory. Personal relationships were

associated with satisfaction, whereas prospects for

advancement were not mentioned as satisfiers or

dissatisfiers. Herzberg's theory has been criticized by

many scholars. Campbell and Pritchard (1976) conclude that

Herzberg's theory has served its purpose and should either

be modified or be discarded. Other criticisms include the

following:

1. Its methodology of storytelling by the interviewers

who recount the satisfying and dissatisfying aspects of

their jobs is subject to bias.
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2. The theory is based on faulty research in which

Herzberg categorized job dimensions as satisfiers and

dissatisfiers.

3. Herzberg's theory is not consistent with other

research findings which state that the individual's position

in a work place does not usually mean strong motivation or

satisfaction on the job (House & Wigdor, 1967). In some

situations, variables other than the ones listed by

Herzberg, such as the desire to support a relative, can also,

influence the situation on the job.

In addition, Herzberg's original measure of job

satisfaction has been criticized for not having an overall

measure of satisfaction. An overall measure of job

satisfaction helps to determine how each worker sees his

work. An overall measure of job satisfaction also helps the

organization to determine how much the employees' demands

are being met. Smith et al. 's (1969) theory and measure of

job satisfaction, on whose theoretical framework the

instrument for this study is based, has overall measure of

job satisfaction.

Graen's (1968) criticism is that Herzberg's theory is

of limited usefulness in the search to understand job

satisfaction and motivation unless the two-factor theory can

be modified to account for disconfirming results when

different methods are used. Vroom (1964) maintains that the

" 1 11 110 - MIMI I will"
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sources of satisfaction and dissatisfaction using Herzberg's

method may result from defensive processes because

respondents could attribute their dissatisfaction to

external conditions rather than personal conditions.

Schmidt (1976) points out that the theory is too simple, too

rigid, and contradictory. No major criticisms have arisen

concerning Smith et al.'s (1969) theory and definitions of

job satisfaction and dissatisfaction. Schmidt (1976),

however, points out that some parts of his findings

supporting Herzberg's theory "cast a shadow of doubt" on

Smith et al.'s (1969) conceptualization of satisfaction and

dissatisfaction as extremes of a single continuum.

Variables Associated with Job Satisfaction

Because of the many unanswered questions about the

effect of variables such as gender, level of education, and

salary in various cultures, researchers are continually

making efforts to understand the concepts of job

satisfaction as applied to workers in organizations.

Presented in this section is a review of the literature

concerning the independent variables that this study

examines.

Gender

In a study of the job adjustment of female workers,

Herzberg, Mausner, Peterson, and Capwell (1957) report that
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women's job adjustment is more difficult because they must

divide their attention and interest between their

occupations and their domestic roles as wives and mothers.

Hulin and Smith (1964) conducted a study on sex differences

in job satisfaction. They found that satisfaction is

affected by the worker, the job, and situational

differences. They specifically report that female workers

in industry are less satisfied than their male counterparts.

Manhardt (1972) and Bartol (1974) report that males are more,

concerned with long-lasting careers than women are.

Valthaisong (1982) reports no significant differences in job

satisfaction between male and female faculty members.

Karoonlanjakorn (1986) reports that the female faculty

members in his study are more satisfied with interpersonal

relations than are male faculty members. Glenn and Weaver

(1982) report that both men and women are satisfied through

extrinsic work rewards. Chewapun (1989) found no

significant differences among physical education instructors

defined by gender.

Age

Researchers have examined effects of age on job

satisfaction. Herzberg et al. (1957) report that job

satisfaction for a younger worker starts high at the entry

level, declines, then starts to rise again with increasing

age. Wright and Hamilton (1978) report that younger workers



are more dissatisfied with their jobs than are older

workers. Barber (1980) found that older teachers are more

satisfied with their jobs than younger ones are. Chewapun's

(1989) findings reveal that the older one is, the more

recognition and satisfaction one gets from the work itself

and from the working conditions. Bourne (1982) explains

this as a shift in values as people grow older and develop

different expectations from those held by younger people.

Related to the issue of age is the number of years of

experience. Several studies found that the length of

service in the teaching profession is directly related to

the degree of job satisfaction (Butler, 1961; Keeple, 1978;

Nedereen, 1982; Thanagosai, 1988; Wood, 1973). Wezermes

(1984), however, discovered no significant relationship

between length of service and faculty job satisfaction.

Thongchant (1987) concludes that length of service of

nursing faculty members in Thailand produced significant

results toward attaining the development of prediction

model. Kohn and Schooler (1973) support the view that adult

occupational experience has meaningful impact upon their

psychological functioning on the job.

Level of Education

.On the issue of job satisfaction and level of

education, Morse (1953) found that the educational level of

a worker influences his expectations on the job. This study

22
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is supported by the findings of Vollmer and Kinney (1955) on

age, education, and job satisfaction. Glenn and Weaver

(1982), in a study of education and job satisfaction using

such variables as age, earnings, occupational prestige, job

autonomy, and religion preference, found that there is a

positive relationship between levels of education and job

satisfaction. This study also found that education which

does not lead to outward rewards leads to job

dissatisfaction. The findings of Thongchant (1987) and

Chewapun (1989) reveal that the level of education

contributes no significant variations to job satisfaction.

Salary

Hoppock (1935) found that there is a significant

difference in the average salaries of the most satisfied and

the least satisfied teachers, with the salaries of the most

satisfied being higher. According to Porter and Lawler's

(1968) definition, job satisfaction reflects the rewards

that employees get for the kind of work they do. Ndu and

Ohikhena (1983) indicate that money alone is not a

satisfier, but what money can do can bring about

satisfaction. This could explain the reason why many

organizations in western cultures have incorporated complex

forms of compensation payments to their workers (Miner &

Miner, 1973). Gomez-Mejia and Balkin (1984) examined

faculty satisfaction with pay and other job dimensions under

q NOWAMNI, -
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both union and nonunion conditions. The findings reveal

that union faculty members are more satisfied with their pay

than nonunion faculty because they feel protected by the

union. Karoonlanjakorn (1986) had a unique result: Faculty

members on a Level 3 salary classification were more

satisfied with their achievements than those who were on a

Level 4 classification.

Location, Cultural, and Organizational Factors

Daniels and Radebaugh (1989) write that group

affiliations and occupations based on sex, family, age,

caste, religion, political preference, associations, and

ethnic, racial, or national origin carry different

perceptions of economic, social, and prestige reward in

different countries. Howell, Strauss, and Sorensen (1975)

examined cultural and situational determinants of job

satisfaction among management in Liberia, West Africa.

Using Maslow's hierarchy of needs, the researchers found

that the ordering of human needs is culture free. The

difference is that the degree to which those needs are met

differs among countries. Maduagwu (1986) concludes that

need priorities appear to be similar in many cultures.

However, the degree to which needs are met is influenced by

local politics, cultural and religious values, and economic

conditions. In a similar study, Blunt (1973) studied the

cultural and situational determinants of job satisfaction
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among management in South Africa. He found that South

African managers are much less satisfied than managers from

other countries. The study concludes that either the

variables such as political, racial, and other cultural

unrests within South Africa are responsible for the

dissatisfaction of management, or that the companies in

South Africa are not paying enough attention to the

development of managers in that country. Owuamanam (1982)

indicates that location of the individual adolescent in

Nigeria is important in his or her making decisions

regarding "realistic occupational aspirations." In other

words, location has an effect on the importance which people

attach to their job positions. Blunt (1973) concludes that

culture has been found to have some effect on the way people

are satisfied with their jobs.

Research Studies on Job Satisfaction in

Educational Settings

This proposed study is motivated by previous research

on job satisfaction in educational settings in the United

States and in some developing countries. Lawler (1971) has

suggested that initial interest in job satisfaction in

educational settings was stimulated by Hoppock's (1935)

monograph on job satisfaction. This study demonstrated the

possibility of using the survey method and attitude scales

in the study of job satisfaction of quantitative research in
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educational settings. This section reviews some of the

research involving the job satisfaction of faculty members

in the United States and some developing countries.

Research in the United States

In a national survey of 500 faculty members, the

Carnegie Foundation (1985) concludes that faculty members in

institutions of higher education in the United States are

very concerned about their security and salaries, and that

they are worried about the integrity of their institutions.

They want to be satisfied by their work and with a job well

done.

Hashemi (1984) found that assistant professors at North

Texas State University who engage in research activities

have a higher perception of opportunities for promotion than

do assistant professors who engage in teaching only. The

findings of this study show that younger, nontenured faculty

members with 10 years of experience or less are more

satisfied with opportunities for promotion than are older,

tenured faculty members with more than 10 years of

experience. Male and female faculty members were found to

have significant differences.

Goldstine and Anderson (1977) studied faculty attitudes

toward teaching. The findings reveal that faculty members

emphasize the importance of spending more time on

undergraduate and graduate teaching. Research comes second
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after teaching in importance. They feel, however, that

research is the most important factor in their departments

as a criterion for making decisions about salary increases

and promotions. Junior faculty (84%) favor promoting

outstanding teachers irrespective of their research

accomplishments. These faculty members feel that teaching

is a very important function of a university and that

teaching and research are both important.

Openshaw's (1980) research concerned job-satisfaction

determinants among faculty and administrators to determine

whether there is a significant difference in overall job

satisfaction according to selected demographic variables.

Results of the study indicate that respondents expressed a

high degree of job satisfaction. Academic administrators

have significantly higher overall job satisfaction scores

than do full-time teaching faculty.

Mellinger (1982) compared the differences and

similarities of job satisfaction of faculty and

administrators at a liberal arts college. His findings show

that faculty members report enjoying their teaching;

however, administrators report dissatisfaction with their

tasks and relationships; they also reveal a higher frequency

of symptoms of job stress than the faculty members do.

In a nationwide study, Locke, Fitzpatrick, and White

(1983) found that faculty members were satisfied to the
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degree that they get what they want from their jobs.

Generally, they are dissatisfied with pay and with the

university administration. Male faculty members are more

satisfied than are female faculty members. Academic

divisions in association with gender are found as a basis

for differences in job satisfaction. The more satisfied

division has a greater percentage of males who receive high

salaries.

Research in Developing Countries

There have been few reported studies of job

satisfaction involving faculty members in Nigerian higher

education. Maduagwu (1986) studied the job satisfaction of

secondary school principals in the Rivers State of Nigeria.

Data were collected from a stratified random sample of 102

of the 244 secondary school principals in the Rivers State

of Nigeria. The Job Descriptive Index developed by Smith et

al. (1959, 1985) was used as the measure of job

satisfaction. The location of the school affects the job

satisfaction of principals in Rivers State. Results of the

study show that the principals are satisfied with "People on

the Present Job," with "Work on the Present Job," and with

their "Job in General," but are dissatisfied with "Pay,"

"Supervision," and "Promotion."

In a paper presented at the Annual Meeting of the

American Educational Research Association, Fughamiye (1981)

llg I p 4-01 will
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wrote about the organization and administration of Nigerian

universities and the satisfaction and motivation of

lecturers in some of these universities. His paper

indicates that, in general, faculty members in Nigerian

universities are dissatisfied and unhappy with the Nigerian

higher educational system.

In Thailand, Chewapun (1989) investigated job

satisfaction among physical education instructors at

teachers colleges. The results reveal that region, age,

level of education, work position, years of teaching

experience, and salary level contribute significantly to job

satisfaction. The gender variable does not contribute

significantly to job satisfaction. He found no significant

differences between the overall job satisfaction of physical

education instructors and their demographic classification.

Thanagosai (1988) compared job satisfaction among

faculty members at six metropolitan area teachers colleges

in Thailand. The findings of this study indicate a

correlation between level of job satisfaction with age,

experience, salary, academic rank, level of education, and

rank. Male faculty members are more satisfied than female

faculty members. The faculty members are satisfied with

their jobs in every facet except salary.

In Saudi Arabia, Ageel (1982) examined the overall job

satisfaction of selected staff members at Umm Al-Oura
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University in Makkah. He also examined the relationship of

selected demographic variables with job satisfaction in

order to determine the factors that give satisfaction and

dissatisfaction. In contrast to Herzberg's theory, it was

found in Ageel's study that content factors are related

primarily to job dissatisfaction, whereas context factors

are related primarily to job satisfaction. The explanation

offered for this differing result from Herzberg's theory is

that the sudden expansion of higher education in a

developing country might lead to greater attention to

context factors (i. e. , material rewards) to the detriment of

dealing with content factors regarding the intrinsic rewards

associated with a job well done.

In Jordan, Tanash (1987) studied the job satisfaction

among faculty members at Yarmouk University. All the 350

full-time faculty members were involved in the study. The

findings of this study indicate that the major source of job

satisfaction among the faculty members was the work in

present job. The area of opportunity for promotion

contributed the least to faculty job satisfaction. Gender,

marital status, academic activity, and the country of last

degree had no effect on faculty job satisfaction.

In Iran, Saidian (1981) studied the job satisfaction

among teachers in vocational schools in Esfahan. The 20-

item Minnesota Satisfaction Questionnaire (MSQ) was
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translated and distributed to a random sample of 200 of the

8,807 vocational teachers. Respondents totaled 158 (79%).

The chi-square test was employed to analyze the data of this

study. Findings indicate that teachers derive the greatest

amount of satisfaction from their job when they have a

feeling of accomplishment. Areas of dissatisfaction include

supervision and participation in decision-making. Lack of

positive feedback from administrators for a job well done is

a great source of criticism from the teachers.



CHAPTER 3

METHODOLOGY

Procedures

This section describes the study with reference to the

instruments used in the study, the population, sample,

procedure for collecting data, and analysis and treatment of

data.

Description of the Instruments

The instruments employed in this study consist of two

parts: a Faculty Data Sheet and the Job Descriptive Index

(Appendix C).

A Faculty Data Sheet was developed to collect

demographic data from the respondents. The demographic data

are used as independent variables, which include gender,

age, level of education, years of teaching experience at

college level, salary grade level, location of college,

state of origin, and religious affiliation.

The Job Descriptive Index (JDI) was developed by P. C.

Smith, L. M. Kendall, and C. L. Hulin (1969). The latest

revised edition of the JDI (Smith et al., 1985) is used in

this study. The JDI measures six subsections of job

satisfaction: work on present job, present pay, opportunity

32
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for promotion, supervision, coworkers, and job in general

(overall job satisfaction).

The respondents were asked to write in the blank beside

each word or phrase "Y" for "Yes" if it described their

work, "N" for "No" if it did not describe their work, or "?"

if they could not decide (Appendix C).

The aim of the Job Descriptive Index is to establish a

logical measure of job satisfaction that is capable of

meeting the organization's as well as the individual

worker's needs. Smith et al. (1969; 1985) were concerned

with setting up a measure that is capable of judging the

success or failure of the organizational policies and

practices as well as meeting the employees' values and

expectations in their jobs (Fleishman & Bass, 1974). The

Job Descriptive Index is known to have internal consistency

and reliability of between .80 and .88, and it correlates

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

(Smith et al., 1985).

The Job Descriptive Index was used in this study

because it is designed to be capable of being used for a

wide range of job classifications and with people of varying

job levels who are either poorly educated or well-educated.

The vocabulary levels are low, so the instrument is easily

administered to all levels of workers. The JDI has been

used for studies in English-speaking countries such as

di t dd&iIUS'--
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Britain and Canada and has been translated into many

languages for non-English speaking countries such as Japan
and China (Smith et al., 1985). The use of the JDI did not

present any problem to a Nigerian respondent. Nigeria is an
English-speaking country, and this instrument had been
successfully used by Maduagwu (1986) in a study of job

satisfaction of secondary school principals in the Rivers

State of Nigeria.

In support of the Job Descriptive Index, Vroom (1964)
states that "without a doubt, the JDI is the most carefully

constructed measure of job attitudes in existence today" (p.

99). Locke (1976) described the JDI as the most carefully
developed instrument for measuring job satisfaction. In a
study of several different research instruments, Imparato

(1972) indicated that the distinctive characteristic of the
Job Descriptive Index is that it considers the importance of
different kinds of job satisfaction, whereas others ignore

the importance of job satisfaction. According to Yeager
(1981), more than 50% of the studies published between 1970
and 1978 in seven leading management or management-related

journals used the Job Descriptive Index to measure job
satisfaction. The use of the JDI has been found appropriate
for a study of job satisfaction in the educational setting
including teaching staff (Bridges, 1980; Chan, 1986; Fansher
& Buxton, 1984; Maduagwu, 1986; Tanash, 1987).

-
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Population

The population of this study consists of all the full-

time faculty members at all five of the degree-granting

colleges of education in Nigeria in the 1989-1990 academic

year. These institutions are listed as follows: (1) Kano,

(2) Owerri, (3) Port Harcourt, (4) Zaria, and (5) Ondo.

Appendix A is a map of Nigeria which shows the states and

the location of the colleges. Appendix D gives demographics

on the five universities. There are 622 full-time faculty

members in the five degree-granting colleges of education.

Selection of Data Producing Sample

The total population of 622 full-time faculty members

is used in this study. The use of the entire population is

to ensure a large enough sample to answer questions. A 30%

or higher return of the questionnaire was expected, and a

return rate of less than 30% was not acceptable.

Data Collection

Written permission to conduct this study has been

requested and received from the Nigerian Universities

Office, Embassy of Nigeria, in Washington, DC, U.S.A.

Individual institutions under study also granted written

permission to conduct the research (Appendix E). Permission

to use the Job Descriptive Index was obtained from Patricia

C. Smith of the psychology department at Bowling Green State
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University (Appendix F). A cover letter was prepared to

introduce the study and to motivate respondents to return

the questionnaire. This letter assured respondents of

confidentiality of data (Appendix C).

To ensure the effective distribution and return of the

questionnaires, the researcher traveled to Nigeria. In

Nigeria, a list of departments of all the full-time faculty

members was requested from the personnel office of each

college. An envelope was handed to all faculty members who

were involved in this study. The envelope contained a cover

letter that explained the study and the importance of the

respondent's cooperation, the questionnaire, which consisted

of the faculty data sheet and the Job Descriptive Index, and

an envelope for the use of the respondents to return the

questionnaire to the researcher directly.

A two-week period of time was given to the respondents

to return the questionnaire. When the expected return was

not met after two weeks, an office-to-office visit was made

until more than the expected percentage of the questionnaire

was collected.

Analysis and Treatment of Data

The demographic variables are considered as independent

variables: gender, age, level of education, years of

teaching experience at college level, salary grade level,

location of college, state of origin, and religious
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affiliation. The dependent variables are the Job

Descriptive Index scores of the work itself, pay, promotion,

supervision, coworkers, and job in general.

Each facet or area of the Job Descriptive Index has 18

items describing it except for the areas of supervision and

opportunities for promotion, which have only nine items

each. To make these equivalent numerically to the other

faces, the sum of scores was doubled. According to the

instructions for scoring the Job Descriptive Index, a score

of three was given to each item if the response to a

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

"N." A score of "0" (zero) was given to an item if the

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

negative item was "Y." A score of "1" was given to each

item if the response was "?" or was omitted. A sum of

scores for each facet was then obtained.

The statistical analysis in this study includes

frequencies, means, percentages, one-way analysis of

variance (ANOVA), and the Scheffe follow-up tests of

significance. The one-way analysis of variance (ANOVA) was

used in this study to test the significance of mean

differences for each facet of the Job Descriptive Index with

regard to each demographic variable. The level of

significance was set at .05. The analysis of variance was
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used because "it provides a flexible methodology for testing

differences among means" (Barry & Scotte, 1985, p. 5).

When a significant mean difference exists, the Scheffe

method for multiple comparison was used to show which levels

of the independent variables were significantly different.

The level of significance at this time was set at .10. A

level of significance at .10 reduces the chances of leaving

out possible significance, considering the conservative

nature of the Scheffe method. The Scheffe method is more

rigorous than three other tests: Tukey, Newman-Keuls, or

Duncan. The Scheffe method, however, is most appropriate

for this study because it permits the comparison between

groups of unequal numbers whereas the other methods require

equal numbers (Ferguson, 1981).



CHAPTER 4

PRESENTATION AND ANALYSIS OF DATA

The total number of colleges and full-time faculty

members in each college, the number of returns, and rate of

return are presented in Table 1. The data presented in

Table 1 reflect returns of 406 from the 622 full-time

faculty members involved in this study. The overall rate of,

return was 65.3%. Table 2 illustrates the numbers and

percentages of returned questionnaires by demographic

classifications.

Table 1

Comparison of Number of Full-Time Faculty Members and Number

of Returns in Each College

# of Full-Time # of PercentageColleges Faculty Members Returns of Returns

1 Kano 60 52 86.0

2 Zaria 78 58 74.6

3 Ondo 80 54 67.5

4 Owerri 201 113 56.2

5 Port Harcourt 203 129 63.6

5 Total 622 406 65.3

39
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Table 2

Characteristics of the Sample

Demographic Classifications Number Percentage

Gender
Male 314 77.3
Female 92 22.7

Age
35 or less 133 32.8
36 to 45 191 47.0
46 to 55 72 17.7
56 or over 10 2.5

Educational Level
BA Degree 55 13.5
Master's Degree 260 54.0
Doctoral Degree 73 18.0
Other 18 4.4

Years of Teaching Experience
5 years or less 117 28.8
6 years to 10 years 145 35.7
11 years to 15 years 88 21.7
16 years or over 56 13.8

Salary Grade Level
07 or less 31 7.6
08 to 09 140 34.5
10 to 11 105 25.9
12 or above 130 32.0

College of Employment
Kano 52 12.8
Zaria 58 14.3
Ondo 54 13.3
Owerri 113 27.8
Port Harcourt 129 31.8Region of Origin
Northern Region 73 18.0
Western/Midwestern Regions 79 19.5
Eastern Region 247 60.8
Foreigner 7 1.7

Religious Affiliation
Christian 354 87.2
Moslem 36 8.9Other Religion 6 1.5
No Religion 10 2.5

. ..
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Analysis of Data

The first research question is to investigate to what

level the faculty members express job satisfaction as

measured by the Job Descriptive Index (JDI). To determine

this first research objective, scores on the Job Descriptive

Index were broken up into ranges of scores (0-10, 11-20, 21-

30, 31-40, 41-54) (Table 3). Scores on the JDI range from

Table 3

Frequencies and Percentages of Range Scores for Level of Job

Satisfaction among Faculty Members in All the Subsections of

the Job Descriptive Index

Range of Scores

0-10 11-20 21-30 31-40 41-54

Subsection F F F F % F

Job 23 5.7 51 12.6 56 13.8 110 27.1 165 40.6

Pay 182 44.8 110 27.1 52 12.8 30 7.4 32 7.5

Promotion 129 31.8 77 19.0 71 17.5 57 14.0 72 17.7

Supervision 34 8.4 52 12.8 57 14.0 64 15.8 197 48.5

Coworkers 14 3.4 41 10.1 43 10.6 99 24.4 203 50.0

Job in
General 21 5.2 19 4.7 63 15.5 118 29.1 108 44.3
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0-54, with a 54 score reflecting the highest score of

satisfaction in any of the subsections. Frequencies and

percentages of range of scores were computed for levels of

job satisfaction. In addition, means and standard deviations

for level of job satisfaction among faculty members as

defined by the six facets were computed (Table 4).

Table 4

Means and Standard Deviation.forLevel of Job Satisfaction

among Faculty Members as Defined by the Six Facets

Job Factors M SD Rank

Present Job 34.40 13.00 4

Pay 15.33 13.75 6

Promotion 22.38 17.13 5

Supervision 35.13 14.96 3

Coworkers 38.14 13.01 1

Job in General 37.20 12.46 2

An examination of Table 3 will illustrate that for the
present job facet, 40.6% of the faculty members scored

between 41 to 54 range, whereas 5.7% scored between 0-10
range. This means that 40.6% of the faculty members lean

towards the highest satisfaction with their present job,

whereas only 5.7% lean toward the lowest satisfaction with

_ .
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their present job. With the pay facet, 44.8% lean toward

lowest satisfaction, whereas only 7.5% lean toward the

highest satisfaction. Promotion, supervision, coworkers,

and job in general facets, respectively, scored 17.7%,

48.5%, 50%, and 44.3%, leaning toward highest satisfaction,

with 31.8%, 8.4%, 3.4% and 5.2%, respectively, being toward

the lowest satisfaction.

Table 4 indicates a more definite level of job

satisfaction as measured by the six facets of the Job

Descriptive Index. The area of the coworkers indicates the

highest mean score of 38.14. This means that the faculty

members' source of greatest satisfaction was from their

coworkers. Coworkers' job factors were followed by

supervision (mean score = 35.13) and present job (mean score

= 34.4). The mean score of 37.20 out of a possible 54

points on the job in general (overall job satisfaction)

illustrates that the faculty members of degree-granting

colleges of education in Nigeria feel satisfied in their

jobs. The least source of job satisfaction comes from the

present-pay and promotion facets of job satisfaction with

the mean scores of 13.75 and 17.13, respectively.

The second research question was to determine if

significant differences exist on the basis of their

demographic classifications (gender, age, level of

education, years of teaching experience at college level,



44

salary grade level, location of college, region or origin,

and religious affiliation). Mean scores on each subsection

of the Job Descriptive Index were computed for each

demographic classification. A one-way Anova (at the .05

level) was used to test significant differences, and the

Scheffe method (at the .10 level) was employed to find the

significant pairs after using a one-way Anova.

Table 5 is the table of one-way analysis of variance of

the six subsections of the Job Descriptive Index based on

Table 5

Comparison of Job Satisfaction Based on Gender (One-Way

Anova)

Gender

Area of Job Male Female
Satisfaction n = 314 n = 92 F p

Present Job 34.12 35.30 .90 .34

Pay 14.43 18.42 6.07 .01*

Promotion 21.93 23.91 .95 .33

Supervision 35.21 34.34 .34 .55

Coworkers 37.49 38.47 .07 .79

Job in General 36.36 38.57 2.14 .79

*Denotes significance at .05

OM
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gender. The test reveals significant difference between

male and female faculty members in the area of pay. This

means that female faculty members (mean score = 18.42) are

significantly more satisfied with present pay than the male

faculty members (mean score = 14.42; p = .01).

Table 6 is the table of one-way analysis of variance of

the six subsections of the Job Descriptive Index based on

age. The test indicates that there are significant

differences among faculty members with regard to their age

Table 6

Comparison of Job Satisfaction Based on Age (One-Way Anova)

Age Group in Years

Area of Job 35 or less 36-45 46-55 56 +
Satisfaction n = 133 n=191 n=72 n=10 F p

Present Job 31.24 35.86 35.99 36.80 4.10 .01*

Pay 13.93 17.29 12.40 17.70 2.99 .03*

Promotion 19.62 24.33 23.82 11.60 3.50 .02

Supervision 32.97 35.54 37.31 35.50 1.37 .25

Coworkers 36.10 38.41 37.86 44.80 1.61 .19

Job in General 33.02 38.17 39.26 45.60 6.78 <.00*

*Denotes significance at .05.
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on the subsections of work in present job, present pay, and

job in general at the .05 level. The Scheffe tests were

performed on each area of job satisfaction that was

significant, to determine which pairs of groups were

significantly different. Scheffe test results are given in

Table 7.

Table 7 illustrates that with the present-job facet

faculty members within the age ranges 36-45 years (mean

Table 7

Pairwise Comparison (Scheffe Test) with Each Area of Job

Satisfaction Indicating Significance by Age

Age Groups/Mean

Area of Job
Satisfaction Age Groups/Mean > 35 36-45 46-55 56+

Present Job 36-45 35.86 31.24*

Pay 36-45 17.29 12.40*

General 36-45 38.17 33.02*

Present Job 46-55 35.99 31.24*

General 46-55 39.26 33.02*

General 56+ 45.60 33.02*

*Denotes pairs of groups significantly different at the 0.10

level.



47

score = 35.86) and 46-55 years (mean score = 35.99) are

significantly more satisfied than faculty members within the

age range of 35 years or less (mean scores = 31.24). Table

7 also indicates that with the pay subsection faculty

members within the age range of 36-45 (mean score = 17.29)

are significantly more satisfied than faculty members within

the age range of 46-55 years (mean score = 12.40). Finally,

Table 7 illustrates that with the job-in-general facet

faculty members within the age ranges of 36-45 years (mean

score = 38.17), 46-55 years (mean score = 39.26), and 56

years and over (mean score = 45.60) are significantly more

satisfied than faculty members within the age range of 35

years or less (mean score = 33.02).

Table 8 is the table of one-way analysis of variance of

the six subsections of the Job Descriptive Index based on

education. The test indicates that there are significant

differences among faculty members with regard to the present

job and job in general. The Scheffe test was employed on

each area of job satisfaction that was significant to

determine which pairs of groups were significantly

different. Scheffe test results are given in Table 9.
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Table 8

Comparison of Job Satisfaction Based on Level of Education

(One-Way Anova)

Level of Education

Area of Job B.A. M.A. Ph.D. Other
Satisfaction n=55 n=260 n=73 n=18 F p

Present Job 34.47 32.13 41.74 38.59 11.86 <.01*

Pay 17.98 15.21 14.22 13.56 .95 .42

Promotion 23.65 23.04 18.84 23.39 1.30 .28

Supervision 30.04 35.84 35.71 35.33 2.51 .59

Coworkers 39.89 38.42 37.10 37.83 .49 .69

Job in General 41.35 35.00 39.73 38.44 6.24 <.01*

*Denotes significance at .05.

Table 9 illustrates that with the present-job facet

faculty members with a doctoral degree (mean score = 41.74)

are significantly more satisfied than faculty members with a

B.A. degree (mean score = 34.47) and an M.A. degree (mean

score = 32.13). Table 9 also illustrates that with the job-

in-general area of job satisfaction faculty members with

doctoral degrees (mean score = 39.73) and B.A. degrees (mean

score = 41.35) are significantly more satisfied than faculty

members with M.A. degrees (mean score = 35.00).
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Table 9

Pairwise Comparison (Scheffe Test) with Each Area of Job

Satisfaction Indicating Significance by Education

Level of Education/Mean

Area of Job Level of
Satisfaction Education/Mean B.A. M.A. Ph.D. Other

Present Job Ph.D. 41.74 34.47* 32.13*

General Ph.D. 39.73 35.00*

General B.A. 41.35 35.00*

*Denotes pairs of groups significantly different at the 0.10

level.

Table 10 is the table of one-way analysis of variance

of the six subsections of the Job Descriptive Index based on

teaching experience. The test indicates that the mean

scores of faculty members on the subsection of present job,

coworkers, and job in general are significantly different.

The Scheffe test was performed on each area of job

satisfaction indicating significance to determine which

pairs of groups were significantly different. Scheffe test

results are given in Table 11.

Table 11 illustrates that with the present-job facet

faculty members with 16 years and above years of teaching

experience (mean score = 42.18) are significantly more
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Table 10

Comparison of Job Satisfaction Based on Years of Teaching

Experience (One-Way Anova)

Years of Teaching Experience

Area of Job 5 or less 6-10 11-15 16 +
Satisfaction n=1l7 n=145 n=88 n=56 F p

Present Job 31.81 34.46 32.76 42.18 9.01 <.01*

Pay 14.10 15.75 15.24 16.98 .62 .59

Promotion 19.98 25.10 20.69 23.02 2.31 .07

Supervision 32.74 36.82 33.09 38.09 3.25 .02

Coworkers 35.95 37.02 37.49 43.55 4.09 .01*

Job in General 33.36 37.14 37.15 43.00 6.46 <.01*

*Denotes significance at .05.

satisfied than faculty members with 5 years or less, 6-10

years, and 11-15 years of teaching experience (mean scores =

31.81, 34.46, and 32-76, respectively). Table 11 also

illustrates that with the coworkers facet faculty members

with 16 years and over years of teaching experience (mean

scores 43.55) are significantly more satisfied than faculty

members with 5 years or less, 6-10 years, and 11-15 years of

teaching experience (mean score = 35.95, 37.02, and 37.49,
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Table 11

Pairwise Comparison (Scheffe Test) with Each Area of Job

Satisfaction Indicating Significance by Years of Teaching

Experience

Years of
Teaching Experience/Mean

Area of Job Years of
Satisfaction Experience/Mean > 5 6-10 11-15 16+

Present Job 16 + 42.18 31.81* 34.46* 32.76*

Coworkers 16 + 43.55 35.95* 37.02* 37.49*

General 16 + 43.00 33.36* 37.14* 37.15*

*Denotes pairs of groups significantly different at the 0.10

level.

respectively). Finally, Table 11 illustrates that with the

job-in-general facet faculty members with 16 years and over

years of teaching experience (mean score = 43.00) are

significantly more satisfied than faculty members with 5

years or less, 6-10 years, and 11-15 years of teaching

experience (mean scores = 33.36, 37.14, and 37.15,

respectively).

Table 12 is the table of one-way analysis of variance

of the six subsections of the Job Descriptive Index based on

salary grade level. The test results indicate that the mean
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Table 12

Comparison of Job Satisfaction Based on Salary Grade Level

(One-Way Anova)

Salary Grade Level

Area of Job < 07 08-09 10-11 12 +
Satisfaction n=31 n=140 n=105 n=30 F p

Present Job 35.77 38.31 34.29 40.31 3.10 .03*

Pay 15.42 12.86 15.16 18.12 3.36 .02*

Promotion 20.52 17.01 27.89 24.16 9.30 <.01*

Supervision 30.19 33.11 36.48 37.01 3.27 .02

Coworkers 31.81 32.32 35.17 36.61 5.66 <.01*

Job in General 35.16 34.05 35.57 41.34 7.64 <.01*

scores of faculty members are significantly different in all

areas except the supervisor facet of job satisfaction. The

Scheffe test was performed to determine which pairs of

groups were significantly different in each area of job

satisfaction. Scheffe test results are presented in Table

13.

Table 13 illustrates that with the present-job

subsection of job satisfaction faculty members with salary

grade level 12 and above (mean score = 40.31) are

significantly more satisfied than faculty members with
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Table 13

Pairwise Comparison (Scheffe Test) with Each Area of Job

Satisfaction Indicating Significance by Salary Grade Level

Salary Grade Level/Mean

Area of Job Salary
Satisfaction Grade Level/Mean > 7 08-09 10-11 12 +

Present Job 12 + 40.31 38.31*

Pay 12 + 18.12 12.86*

Promotion 12 + 24.16 17.01*

Coworkers 12 + 36.61 35.17*

General 12 + 41.34 34.05* 35.57*

Promotion 10-11 27.89 17.01*

Coworkers 10-11 35.17 32.32*

*Denotes pairs of groups significantly different at the .10

level.

salary grade level 08 to 09 (mean score = 38.31). With the

pay subsection, faculty members with salary grade level 12

and above (mean score = 18.12) are significantly more

satisfied than faculty members with salary grade level 08-

09 (mean score = 12.86). With the promotion subsection,

faculty members with salary grade level 12 and above (mean

score = 24.16) and 10-11 (mean score = 27.89) are

significantly more satisfied than faculty members with
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salary grade level 08-09 (mean score = 17.01). With the

coworkers subsection, faculty members with salary grade

level 12 and above (mean score = 36.61) are significantly

more satisfied than faculty members with salary grade level

10-11 (mean score = 35.17). In addition, with the coworkers

subsection, faculty members with salary grade level 10-11

(means score = 35.17) are significantly more satisfied than

faculty members with salary grade level 08-09 (mean score =

32.32). Finally, Table 13 illustrates that, with the job-

in-general facet, faculty members with salary grade level 12

and above (mean score = 41.34) are significantly more

satisfied than faculty members with salary grade level 08-

09 (mean score = 34.05) and 10-11 (mean score = 35.57).

Table 14 is the table of one-way analysis of variance

of the six subsections of the Job Descriptive Index based on

college of employment. The test indicates that the mean

scores of faculty members are significantly different in all

areas of job satisfaction (present job, pay, promotion,

supervision, coworkers, and job in general). The Scheffe

test was performed to determine which pairs of groups were

significantly different in each area of job satisfaction.

Scheffe test results are presented in Table 15.
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Table 14

Comparison of Job Satisfaction Based on College of

Employment (One-Way Anova)

College of Employment

Port
Area of Job Kano Zaria Ondo Owerri Harcourt
Satisfaction n=52 n=58 n=54 n=113 n=129 F p

Present Job 29.36 33.54 39.87 35.86 31.95 7.20 <.01*

Pay 16.33 19.03 18.67 16.67 10.71 6.10 <.01*

Promotion 15.63 18.67 31.06 28.00 18.22 12.34 <.01*

Supervision 32.48 28.22 38.19 40.87 33.03 9.58 <.01*

Coworkers 36.02 37.21 42.21 41.68 34.70 6.29 <.01*

General 36.08 37.61 38.85 40.32 34.02 4.32 <.01*

*Denotes significance at .05 level.

Table 15 illustrates that with the present-job facet

faculty members in Owerri (mean score = 35.86) and Ondo

(mean score = 39.87) colleges of education are significantly

more satisfied than faculty members in Kano (mean score =

29.36) and Port Harcourt (mean score = 31.95) colleges of

education. With the pay subsection, faculty members in

Owerri (mean score = 16.67), Ondo (mean score = 39.87), and

Zaria (mean score = 19.03) colleges of education are
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Table 15

Pairwise Comparison (Scheffe Test) with Each Area of Job

Satisfaction Indicating Significance by College of Employment

College of Employment/Mean

Area of Job College of Port
Satisfaction Employment/Mean Kano Zaria Ondo Owerri Harcourt

Present Job Owerri 35.86 29.36* 31.95*

Pay Owerri 16.67 10.71*

Promotion Owerri 28.00 15.63* 18.67*

Supervision Owerri 40.87 32.48* 28.22* 33.03*

Coworkers Owerri 41.68 34.70*

General Owerri 40.32 36.08*

Present Job Ondo 39.87 29.36* 31.95*

Pay Ondo 18.67 10.71*

Promotion Ondo 31.06 15.63* 18.67* 10.71*

Supervision Ondo 38.19 28.22*

Coworkers Ondo 42.21 34.70*

Pay Zaria 19.03 10.71*

*Denotes pairs of groups significantly different at the

level.

.10

significantly more satisfied than faculty members from Port

Harcourt (mean score = 10.71) college of education.
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With the promotion subsection, faculty members from

Owerri (mean score = 28.00) and Ondo (mean score = 31.06)

colleges of education are significantly more satisfied than

faculty members from Kano (mean score = 15.63), Zaria (mean

score = 18.67), and Port Harcourt (mean score = 10.71)

colleges of education. With the supervision facet, faculty

members from Owerri College of Education (mean score =

40.87) are significantly more satisfied than faculty members

from Kano (mean score = 32.48), Zaria (mean score = 28.22),

and Port Harcourt (mean score = 33.03) colleges of

education.

In addition, with the supervision facet, faculty

members from Ondo College of Education (mean score = 38.19)

are significantly more satisfied than faculty members in

Zaria College of Education (mean score = 28.22). With the

coworkers subsection, Table 15 indicates that faculty

members from Owerri (mean score = 41.68) and Ondo (mean

score = 42.21) colleges of education are significantly more

satisfied than faculty members from Port Harcourt College of

Education (mean score = 34.70).

Finally, Scheffe test results presented in Table 15

indicate that, with the job-in-general facet, faculty

members in Owerri College of Education (mean score = 40.32)

are significantly more satisfied than faculty members in

Kano College of Education (mean score = 36.08).

--
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Table 16 is the table of one-way analysis of variance

of the six subsections of the Job Descriptive Index based on

origin. The test indicates that the mean scores of faculty

members are significantly different in the areas of pay,

promotion, and supervision. The Scheffe test was performed

to determine which pairs of groups were significantly

different in each area of job satisfaction. Scheffe test

results are presented in Table 17.

Table 16

Comparison of Job Satisfaction Based on Origin (One-Way

Anova)

Region of Origin

Western/
Area of Job Northern Midwestern Eastern Foreign
Satisfaction n = 73 n= 79 n = 247 n = 7 F p

Present Job 32.56 37.16 34.17 30.00 1.97 .12

Pay 18.25 18.71 13.21 21.86 5.30 <.01*

Promotion 17.42 27.28 22.58 11.71 5.26 <.01*

Supervision 29.74 36.52 36.32 26.57 4.55 .01*

Coworkers 36.75 39.95 37.29 37.57 1.31 .27

Job in General 37.26 37.47 36.50 38.71 .20 .90

*Denotes significance at .05 level.

I'
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Table 17 illustrates that with the pay subsection of

job satisfaction, faculty members from the western/

midwestern region (mean score = 18.71) and the northern

region (mean score = 18.25) are significantly more satisfied

than faculty members from the eastern region (mean score =

13.21). With the promotion facet, Table 17 indicates that

faculty members from the western/midwestern region (mean

score = 27.28) are significantly more satisfied than faculty

members from the northern region (mean score = 17.42).

Table 17

Pairwise Comparison (Scheffe Test) with Each Area of Job

Satisfaction Indicating Significance by Origin

Origin/Mean

Area of Job Western/

Satisfaction Origin/Mean Northern Midwest Eastern Foreign

Pay Western/
Midwest 18.71 13.21*

Promotion Western/
Midwest 27.28 17.42*

Supervision Western/
Midwest 36.52 29.74*

Pay Northern 18.25 13.21*

*Denotes pairs of groups significantly different at the .10

level.
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Finally, Table 17 illustrates that with the supervision

facet faculty members from the western/ midwestern region

(mean score = 36.52) are significantly more satisfied than

faculty members from the northern region (mean score =

29.74).

Table 18 is the table of one-way analysis of variance

of the six subsections of the Job Descriptive Index based on

religion. The test indicates that the mean scores of

Table 18

Comparison of Job Satisfaction Based on Religion (One-Way

Anova)

Religion

Area of Job Christian Moslem Other None
Satisfaction n=354 n=36 n=6 n=10 F p

Present Job 35.16 30.64 17.00 31.10 5.46 <.01*

Present Pay 15.47 17.28 6.67 8.60 1.86 .14

Promotion 23.58 15.64 6.00 14.00 5.22 <.01*

Supervision 35.94 31.53 20.50 23.40 5.30 <.01*

Coworkers 38.62 35.78 20.33 22.90 7.93 <.01*

Job in General 39.67 47.72 20.00 26.20 7.84 <.01*

*Denotes significance at .05 level.
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faculty members are significantly different in all areas

except for the present-pay subsection. The Scheffe test of

multiple comparison was utilized to determine which pairs of

groups were significantly different in each area. Scheffe

test results are presented in Table 19.

Table 19 illustrates that, with the present-job

subsection of job satisfaction, Christian faculty members

(mean score = 35.16) are significantly more satisfied than

faculty members in other religions (mean score = 17.00).

With the promotion facet, Christian faculty members (mean

score = 23.58) are significantly more satisfied than faculty

members who belong to Moslem (mean score = 15.64) and other

(mean score = 6.00) religions. With the supervision

subsection, Christian faculty members (mean score = 35.94)

are significantly more satisfied than faculty members that

belong to other (mean score = 20.50) and no religion (mean

score = 23.40). With the coworkers subsection, Christian

faculty members (mean score = 38.62) are significantly more

satisfied than faculty members that belong to other (mean

score = 20.33) and no religion (mean score = 22.90).

Finally, Table 19 illustrates that, with the job-in-general

subsection, Christian faculty members (mean score = 37.67)

are significantly more satisfied than faculty members in

other (mean score = 20.00) and no religion (mean score =

26.20). In addition, with the job in general subsection,



62

Moslem faculty members (mean score = 34.72) are

significantly more satisfied than faculty members 
that

belong to other religions (mean score = 20.00).

Table 19

Pairwise Comparison (Scheffe Test) with Each Area of Job

Satisfaction Indicating Significance by Religion

Religion/Mean

Area of Job
Satisfaction Religion/Mean Christian Moslem Other None

Present Job Christian 35.16 17.00*

Promotion Christian 23.58 15.64* 6.00*

Supervision Christian 35.94 20.50* 23.40*

Coworkers Christian 38.62 20.33* 22.90*

General Christian 37.67 20.00* 26.20*

General Moslem 34.72 20.00*

*Denotes pairs of groups significantly different at the .10

level.

Summary

The findings in this study show that full-time faculty

members in degree-granting colleges of education in Nigeria

are most satisfied with the job factor coworkers, followed

by supervision, and present job. They are much less
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satisfied with the job factors of present pay and promotion.

Overall, faculty members are satisfied with their jobs.

The findings also showed that significant differences

existed among the six facets of job satisfaction in regard

to the demographic classifications. The significant

differences are the following:

1. Areas of job satisfaction and gender. The test

reveals that female faculty members are significantly more

satisfied with present pay than the male faculty members.

2. Areas of job satisfaction and age. The test reveals

significant differences in the areas of present-job, pay,

and job-in-general facets of job satisfaction. Faculty

members 36-45 years, 46-55 years, and over 56 years of age

are significantly more satisfied than faculty members within

the age range of 35 years or less in the area of present job

and job in general. Faculty members 36-45 years of age are

significantly more satisfied than faculty members 46-55

years of age in the area of pay.

3. Areas of job satisfaction and education. The test

reveals significant differences in the areas of present job

and job in general. Faculty members with Ph.D. and B.A.

degrees are significantly more satisfied than those with

M.A. degrees in the areas of present job and job in general.

Also, faculty members with Ph.D. degrees are significantly
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more satisfied than faculty members with B.A. degrees in the

area of present job.

4. Areas of job satisfaction and years of teaching

experience. The test reveals significant differences in the

areas of present job, coworkers, and job in general.

Faculty members with over 16 years of teaching experience

are significantly more satisfied in all the three areas than

those with less than 5 years, 6-10 years, and 11-15 years of

teaching experience.

5. Areas of job satisfaction and salary grade level.

The test reveals significant differences in all areas except

the supervision facet. Faculty members with salary grade

level 12 and over are significantly more satisfied than

those with 08-09 in the areas of present job, pay,

promotion, and job in general. Faculty members with salary

grade level 12 and over are also significantly more

satisfied than those with salary grade level 10-11 in the

areas of coworkers and job in general. Finally, faculty

members with salary grade level 10-11 are significantly more

satisfied than those with 08-09 in the area of promotion and

coworkers.

6. Areas of job satisfaction and college of employment.

The test reveals significant differences in all areas.

Faculty members from Owerri College of Education are

significantly more satisfied than those from Kano College of



65

Education in the areas of present job, promotion,

supervision, and job in general; those 
from Zaria in the

areas of promotion and supervision; and those from Port

Harcourt in the areas of present job, pay, supervision, and

coworkers. Faculty members from Ondo College of Education

are significantly more satisfied than those from Zaria 
in

the areas of present job and promotion; those from 
Zaria in

the areas of promotion and supervision; and those from 
Port

Harcourt in the areas of present job, pay, promotion, and

coworkers. Faculty members from Zaria College of Education

are significantly more satisfied than those from Port

Harcourt in the area of pay.

7. Areas of job satisfaction and origin. The test

reveals significant differences in the areas of pay,

promotion, and supervision. Faculty members from

western/midwestern and northern regions are significantly

more satisfied than those from the eastern region in the

area of pay. In addition, those from western/midwestern

regions are significantly more satisfied than those 
from the

northern region in the areas of promotion and supervision.

8. Areas of job satisfaction and religion. The test

reveals significant differences in all areas except the

present-pay facet. Christian faculty members are more

satisfied than Moslem faculty members in the area of

promotion. Christian faculty members are also more
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satisfied than those belonging to other religions in the

areas of present job, promotion, supervision, coworkers, and

job in general. Finally, Christian faculty members are more

satisfied than those belonging to no religion in the areas

of supervision, coworkers, and job in general. Moslem

faculty members are more satisfied than those that belong to

other religions in the area of job in general.



CHAPTER 5

SUMMARY, DISCUSSION AND IMPLICATIONS,

CONCLUSIONS, AND RECOMMENDATIONS

Summary

The problem of this study concerns job satisfaction

among the faculty members of degree-granting colleges of

education in Nigeria and the relationship of job

satisfaction to selected demographic variables. The primary

purposes of this study are the following:

1. To measure the level of job satisfaction among the

faculty members of degree-granting colleges of

education in Nigeria with respect to each of the

six job facets (work, pay, promotion, supervision,

coworkers, and job in general) identified by

Smith, Kendall, and Hulin (1985);

2. To compare job satisfaction among faculty members

on each of the six facets and determine whether

any significant differences exist on the basis of

their demographic classifications (gender, age,

level of education, years of teaching experiences

at college level, salary grade level, location of

college, state of origin, and religious

affiliation);

67
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3. To use the findings of this study to recommend

changes in working conditions of the faculty

members and to examine Smith et al.'s (1985)

theory of job satisfaction in the context of a

Nigerian higher education system.

The data collecting instruments, which consist of the

faculty data sheet (developed by the researchers) and the

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

were administered to 622 full-time faculty members from the

five degree-granting colleges of education (Kano, Zaria,

Ondo, Owerri, and Port Harcourt) in Nigeria. A total of

406, or 65.5%, of 622 faculty members participated in this

study.

Frequencies and percentages were used to determine the

level of job satisfaction on each of the six facets of the

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

.05 level) was utilized to determine if significant

differences existed on each subsection of the Job

Descriptive Index with regard to the demographic variables

of the faculty members. When a significant difference

existed, the Scheffe multiple comparison was employed to

find the significant pairs after using a one-way Anova. The

level of significance at this time was set at the .10 level

to reduce the chances of leaving out possible significant
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pairs, considering the conservative nature of the Scheffe

method.

Discussion and Implications

The discussion and implications of the findings of this

study are presented in relation to the level of job

satisfaction of the faculty members and the relationship

between their selected demographic characteristics and job

satisfaction. Discussion in this section also incorporates

examination of Smith et al.'s (1985) theory of job

satisfaction in the context of the Nigerian education

system.

The findings presented in Chapter 4 show that faculty

members in degree-granting colleges of education in Nigeria

are satisfied with the overall aspects of their work

situations. The greatest source of job satisfaction was

from coworkers, followed by supervision and present job.

Faculty members were least satisfied with pay and

opportunities for promotion. The study also shows that the

demographic variables affect the faculty members' job

satisfaction.

The indication that coworkers contribute most to the

job satisfaction of faculty members can be explained by the

diverse, expected roles of educators in Nigerian

communities. Historically, educators' responsibilities have

not been limited to transmitting knowledge; educators have
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been the major catalyst in cultural transformation. They

perform the social functions of being active agents for

change, reformation, and perpetuation of desirable trends in

the culture (Ukeje, 1984). Under such constraining

expectations, educators work as a team in and outside the

schools to enhance their strength in providing needed

leadership in most Nigerian communities. Previous studies

showing that educators are satisfied with their colleagues

include Maduagwu (1986), Chewapun (1989), Tanash (1987),

Karoonlanjakorn (1986), and Haughey and Murphy (1983).

Surprisingly, the results of this study show a high

level of satisfaction with supervision. A possible

explanation may be found in the factors operating within

each college to produce good supervision. Nwagboso (1988)

reported a persistent and rising tension between the Federal

Ministry of Education, the National Universities Commission,

and the governing councils of the various Nigerian

institutions of higher education. In such a tripartite

dispute, each institution normally would muster a united

front to deal effectively with the tension. Another

possible explanation is that each college administration is

doing a good job of presenting "a good supervision image" of

its college in order to meet the demands of their desperate

bids to be upgraded to a full-fledged university. The

finding of this study with regard to supervision is similar
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to that of Tanash (1987) and Karoonlanjakun (1986), whereas

it differs from Cralle and Burton (1983) and Maduagwu

(1986).

The indication that the faculty members are satisfied

with the nature of their present job and overall job is not

surprising because educators in Nigeria as a whole have

always viewed their jobs with pride and dedication. Early

missionaries, as well as mission teachers and school

administrators throughout the history of formal education in

Nigeria, approached their work with zeal, determination, and

fortitude and were able to crystallize an image of

respectable, responsible, and pragmatic individuals (Ukeje,

1984). Today, the position of educators in Nigeria remains

challenging in the light of increasing social, political,

and economic diversities in Nigerian society. The findings

of this study on the present job and overall job

satisfaction is consistent with the findings of Maduagwu

(1986), Tanash (1987), Thanagosai (1988), Valthaisong

(1982), and Chewapun (1989).

The high level of dissatisfaction with "promotion on

the present job" can be found in other studies. Tanash

(1987) shows opportunities for promotion as the least source

of satisfaction among faculty members at Yarmork University

in Jordan. Similarly, Schmidt (1976) and Haughey and Murphy

(1983) show opportunity for promotion as very unsatisfactory
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to both administrators and teachers. In the context of the

Nigerian education system, some of the set criteria for

promotion include primarily educational qualifications,

coupled with years of experience and meaningful

contributions to the system (Taiwo, 1982). The explanation

for the unsatisfactory feelings of faculty members toward

opportunity for promotion could be found in how well the set

criteria are followed. Okere (1976) writes on the impact of

secret societies, tribalism, and nepotism in Nigerian

society:

The wrong person sits in the office because he

happens to have some connection with someone. . .

. This is part of our present malaise. . . . Most

of us ordinary citizens compete for jobs,

promotions, and contracts as individuals, whereas

the 'secrete society member' is backed by a

mysterious but powerful syndicate which is

represented, it is suspected, in highest functions

in the land, in all professions, in business, in

the civil service, in the army and police, in the

judiciary and right up to the executive councils.

What wonder, they enjoy quasi-unlimited immunity

and can treat the law with arrogance and disdain.

(p. 224)
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Practices of this kind may suggest some reasons for the high

level of dissatisfaction and the attitudes of faculty

members toward opportunity for promotion in their jobs.

Regarding the pay facet of job satisfaction and the

relationship between salary grade level and job

satisfaction, the results appear to be highly complimentary.

The pay facet of job satisfaction is revealed as the least

source of job satisfaction among the faculty members.

Analysis of the Scheffe test results showed that faculty

members with salary grade level 12 and over are

significantly more satisfied with the job, pay, promotion,

and overall job facet than the instructors in salary level

08-09. Also, instructors with the salary grade level 12 and

over are significantly more satisfied with the coworkers and

overall job facet than the instructors in salary level 10-

11. Finally, instructors in salary level 10-11 are

significantly more satisfied with the promotion and

coworkers facet than are instructors in salary grade level

08-09. One possible conclusion could be that the higher the

salary level, the more satisfaction one gets from pay and

salary level. This finding is consistent with Hoppock

(1935), Lawler and Porter (1963), Hulin and Smith (1965),

Lawler (1971), Buxton (1971), and Chan (1986), but it is

inconsistent with Karoonlanjakorn (1986). The very low

level of satisfaction with the pay facet is not surprising
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because, in spite of revised salary structures for Nigerian

educators, pay scales have not kept pace with inflation

(Akinpelu, 1984).

With regard to gender, tests reveal that female

instructors are significantly more satisfied with the

present pay facet of job satisfaction than are male

instructors. A possible explanation for this finding is

that females as wage earners represent a recent development.

In the past, woman's place was thought to be in the home.

It is possible that females'- satisfaction with the pay facet

is boosted by the fact that they have recently emerged as

wage earners and are in a competitive status with men who,

in the past, dominated as wage earners. Similarly, Hulin

and Smith (1964) found women to be more satisfied with their

pay than men were, even though the women's average salary

was lower than that of their male counterparts.

Karoonlanjakorn (1986) and Schuler (1975) had similar

findings. Chewapun (1989) and Tanash (1987) found that

gender had no effect on faculty job satisfaction.

With regard to age, analysis of the Scheffe test

results indicates that the older the faculty members are,

the more satisfied they are with their present job and

overall job satisfaction. However, regarding the pay facet,

faculty members 36 to 45 years of age were found to be

significantly more satisfied than faculty members 46 to 55

--------- ...
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years of age. The possible explanation for this exception

could be that faculty members 36 to 45 years of age have

less financial commitment than do the faculty members 46 to

55 years of age and, therefore, are less dissatisfied with

their pay. With regards to the finding on the job itself,

overall job satisfaction, and age, Barber (1980) and Wright

and Hamilton (1978) had similar findings.

With regard to educational level, faculty members with

Ph.D. degrees are significantly more satisfied with their

jobs than those with M.A. and B.A. degrees. Surprisingly,

results indicate that faculty members with B.A. degrees are

more satisfied with their jobs than those with M.A. degrees.

The possible explanation for this may be that the

instructors with M.A. degrees have higher expectations in

terms of growth and benefits; realistically, however, they

cannot get what they expect. Chewapun (1989) found that the

difference in perception between the instructors who had

bachelor's degrees and those who had master's degrees was

significant only on the growth facet. Thongchant's study

(1987) revealed that the level of education contributed no

significant variations in job satisfaction. Weaver (1978)

found a positive relationship between satisfaction and

educational level.

With regard to years of teaching experience, the result

shows that faculty members with over 16 years of teaching
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experience are significantly more satisfied with their job

and coworkers than those with less than 5 years, 6 to 10

years, and 11 to 15 years of teaching experience. These

results suggest that the more teaching experience faculty

members have, the more satisfied they are with their jobs.

This finding is similar to that of Butler (1961), Keeple

(1978), Nedereen (1982), Thanagosai (1988), and Wood (1973)

but differs from Wezermes (1984), who found no significant

relationship between length of service and faculty job

satisfaction.

Regarding college of employment, the present study

showed significant differences in job satisfaction among

colleges of education on several variables. For example,

the analysis of Scheffe test results showed faculty members

from Owerri and Ondo colleges of education with more

satisfaction than those at Port Harcourt, Kano, and Zaria

colleges of education.

It is not surprising that faculty members from Ondo

College of Education ranked among the most satisfied of the

faculty members. The college is located in the western part

of Nigeria, where western influence and urbanization have

had the greatest impact (Abegunde, 1987). This supports

Hoppock (1935), who found teachers in cities more satisfied.
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The reasonable explanation for faculty members from

Owerri College of Education ranking among the most satisfied

could be that, in addition to the college being located in

the capital city of Imo state, records show that the

institution is geared toward innovation and excellence.

Ukeje (1988) described Owerri College of Education as a

center of excellence in teacher education, perhaps the

largest, certainly the most comprehensive, the best staffed,

and the most innovative college of education in Nigeria, if

not in the whole black Africa. The March 1977 report of the

United Nations Educational, Scientific, and Cultural

Organization (UNESCO), quoted in Nwagwu (1988), states,

The Alvan Ikoku College of Education occupies a

special position among the teacher education

projects with which the organization has been

associated in Nigeria. The rapidity of growth of

the college on a solid basis, its receptivity to

new educational theory and practice, together with

its capacity for absorption of external assistance

are exemplary. With government's approval, we

would wish to include this college among the

innovative institutions of Africa, thus making it

a point of reference for others to turn to. (p.

8)
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With this kind of report from such a renowned international

body (UNESCO), it is apparent that Owerri College of

Education has something good to offer to the rest of the

colleges of education.

Regarding origin, faculty members with western and

northern origin are more satisfied with pay than those with

eastern origin. Also, faculty members from the western

region are more satisfied with promotion and supervision

than those from the north. The possible conclusion from

these results is that the more one is exposed to sources of

income other than teaching, the more satisfied one is with

pay. In Nigeria, the western and northern regions have more

sources for other income than does the eastern region. This

finding of region affecting job satisfaction is consistent

with Chewapun (1989) and Hoppock (1935) but differs from

Thongchant (1987) and Niyakorn (1969), who found no

significant difference.

The religion variable is considered one of the primary

sociocultural cleavages used to divide the population of

Nigeria. Abegunde (1987) points out,

Based on the unification of the whole Hausafulani

City-States (Muslim North) into a single caliphate

. . . . in the 19th century and the confinement of

missionary activities exclusively to the Yoruba

and Igbo (Christian South) territories in the 20th



79

century, some people tend to see religion as a

major divide in Nigerian Society. (p. 76)

However, the anomaly in this division lies in the fact that

states such as Benue, Plateau, Gongola, Kwara, and south of

Kaduna State are predominantly Christian and do not consider

themselves, culturally, as Hausafulanis. In general, the

Muslim northerners consider the inhabitants below the two

giant Nigerian rivers (River Niger and Benue) as

predominantly Christian and westernized people; the

southerners, too, view the people beyond the rivers as

predominantly Muslim (Laitin, 1985). Christianity and Islam

are the two dominant religions in Nigeria, with traditional

religion still active in sporadic places. Outside these

three, few Nigerians consider themselves as having no

religious affiliation.

With regards to religion in this study, the only area

of significant difference was found with the facet of

promotion. Christian faculty members were found to be more

satisfied than Muslim faculty members in the area of

promotion. The result may not be surprising; Abegunde

(1987) .pointed out that the advantages which the Christian

south derived from Christianity and its western education

during the colonial administration include the fact that

public offices and commercial firms in the educationally

backward Muslim north had to be staffed mostly by southern
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Christian elites. This situation seems to be relevant today

because, despite the current general assumption that the

population of Nigeria is shared equally between Christians

and Muslims, only 36 Muslim teachers were involved in this

study of 406 faculty members as compared to 354 Christian

faculty members involved. If the ratio of Moslem to

Christian teachers in this study represents the ratio of

Moslems to Christians with college degrees in Nigeria, then

the situation needs urgent attention and remedy. More

Moslems with college degrees are needed to foster meaningful

Moslem participation in national politics, industry, and

economy. The results of this study support Howell, Strauss,

and Sorensen (1975), Blunt (1973), and Daniels and Rodebaugh

(1989), who found that cultural and group affiliations have

some relationship to job satisfaction.

From the discussion, it is apparent that the findings

of this study are relevant to Nigeria and her educational

system. In addition, the findings of this study are

consistent with the findings of studies of job satisfaction

among faculty members in developed and third world

countries. The possible implications of the relevance of

the findings to Nigeria and her educational institutions,

coupled with the consistency of findings with previous

similar studies in other countries, is that the Job

Descriptive Index can be used as a measure of job

F



81

satisfaction among faculty members in Nigerian degree-

granting colleges of education. Therefore, Smith et al.'s

(1985) theory and definition of job satisfaction can be used

in the study of faculty members in Nigerian degree-granting

colleges of education.

Conclusions

Based on the findings of this study, the following

conclusions can be made.

1. The faculty members of degree-granting colleges of

education in Nigeria derive their greatest satisfaction from

their coworkers. The faculty members are also satisfied

with supervision and their present job. Overall, the

faculty members are satisfied with their job. The sources

of least job satisfaction were from the present pay and

promotion facets.

2. All the variables considered in the study have some

relation to job satisfaction.

3. Smith et al.'s (1985) theory and definition of job

satisfaction can be used in the study of faculty members in

Nigerian degree-granting colleges of education.

Recommendations

The following recommendations, based on the findings of

this study, are made to the federal and state governments of

Nigeria, the Federal Ministry of Education, the National
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Universities Commission, and the governing councils of the

various institutions in Nigeria, including administrative

staff and other people involved in improving the working

conditions of faculty members in Nigeria.

1. Pay. The very low level of satisfaction among the

faculty members of degree-granting colleges of education in

Nigeria suggests an urgent improvement in this important

area of faculty job conditions. The pay structure of

faculty members should be improved to be competitive with

educators' counterparts in government and industry. In

addition, the pay structure of educators should relate

adequately to the inflation rate in the country.

2. Promotions. Promotion policies which have been

based on achievement, years of experience, and education

should be followed and implemented accordingly. Federal and

state governments should set up an "equal opportunity

agency" to monitor and enforce promotional activities in

Nigerian institutions.

3. Colleges. Colleges of education in Kano, Zaria,

and, particularly, Port Harcourt should review policies and

practices in Owerri and Ondo colleges of education to

determine whether they can borrow ideas from them. The

college of education in Port Harcourt fell within the least

satisfied category for almost every facet, followed by Kano

and Zaria colleges of education.
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4. Further Research. This study should be duplicated

in other institutions of higher education in Nigeria, such

as polytechnics, non-degree-granting colleges of education,

and universities, to determine whether findings will be

similar to findings from degree-granting colleges of

education.

5. Further studies should be conducted to determine

how promotional activities are actually being carried out in

Nigerian institutions of higher learning. Also, further

studies should be conducted to determine appropriate salary

structures for the educators, in order to match the

inflation rate and salary of educators' counterparts in

business and industry.
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MAP OF NIGERIA SHOWING THE 21 STATES

AND LOCATIONS OF THE FIVE COLLEGES
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Names of states are printed in all capitals.
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F.C.T. stands for "Federal Capital Territory."
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PRESENT-DAY NIGERIA

Like any other nation, present-day Nigeria is

influenced, shaped, and determined by a number of factors

and circumstances. There is the historical factor, which

gives the system the trends of its past. There is the

political factor, which determines priorities of things in

the affairs of the nation. There is the economic factor,

which determines and reveals the supply and demand. There

is the social factor, which incorporates the traditions and

culture, attitudes and religion, family life, occupations

and leisure, and the general atmosphere of the community.

There are the environmental factors: physical factors,

population distribution, and climate conditions. In

addition, there are the mass media, external influences, and

major events such as wars. Finally, there is the

educational system, which is a complex organization of

interactions between interdependent bodies, groups, and

individuals. The bodies, groups, and individuals are

usually the government, religious groups, voluntary bodies,

teachers' associations, teachers, parents, and the public--

all aimed at achievement of educational goals. In the

interaction of these factors and circumstances in their

peculiar nature lies the distinction of Nigeria as a nation.

Nigeria occupies an area of 356,669 square miles and

has a population of about 100 million. The largest ethnic

87
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groups are the Hausas and Fulanies to the north, the Ibos to

the east, and the Yorubas to the west. In addition, there

are nearly 250 cultural and linguistic groups (Taiwo, 1982).

North, east, and west were the original regions in Nigeria

until 1963, when the midwest region was created. Despite

the regional groupings and later states (number of states in

1990 = 21; see Appendix A), Nigeria is popularly referred to

as north and south. In the nineteenth century, following

the scramble for territorial control by the colonizers, the

whole Hausa-Fulani city-states (the north) were brought to a

single caliphate under a unified Islamic political force.

In the same way, the southerners (the Ibos and Yorubas) were

very receptive to Christian proselytization and western

education (Abegunde, 1987). Hence, the two main religions

became Islam and Christianity, with traditional religion

still practiced in sporadic places of the country.

Ironically, the lines of religious affiliation among

Nigerian citizens are almost identical to the geographical

and political dividers of the nation. The relation of

Nigerian citizens to education (of the western type) is,

therefore, rooted in religious heritage, and affiliation

varies from passion and insatiable thirst to indifference

and antipathy. This has created an educational imbalance

between one part of the country and another (the north and

south). A part of Nigeria's problem in the 1990s is how to

-
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bridge this imbalance without infringing on the very basic

democratic principles of equal opportunity to all who

qualify for entrance into the very limited number of

Nigerian educational institutions.

Nigeria achieved full independence and sovereignty on

October 1, 1960, and became a republic on October 1, 1963.

Since independence, Nigeria has experienced considerable

political change. The British parliamentary system of

government, which was entrenched even after independence

ended with the country's first military coup in 1966. The

1966 coup gradually precipitated a civil war that lasted for

30 months (1967-1970). Following the civil war, there were

13 years of continuous military rule (1966-1979), after

which an American presidential type of government was

introduced in 1979. This failed in 1983, just as the then-

government was bracing itself to commence the second term.

Since 1983, a couple of successions of military governments

have been in power. All together, Nigeria has had six

military coups since independence, and approximately 21

years out of her 30 years of independence have been under

a military regime. Currently (1990), the American

presidential system has been recommended for the third

republic, which comes into effect in 1992.

Ensuring the unity of its people has been one of the

ideals that the republic has set for itself. On the
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achievement of this aspiration, more than any other, rests

the future of Nigeria as a nation. Today, unity is an

ideal, and the reasons cited why Nigeria is unable to attain

realistic unity include the following:

1. The ethnic factor among Nigerians makes relating to

one's tribe far more tangible than to an elusive

and distant intangible republic.

2. In the same vein, it is pointed out that the multi-

religious nature (with their diverse cultures) of

Nigeria militates against the ideal of fostering

the faith of Nigerians in their nation.

3. Also, the dismal performance of the country's

essential services, the hardship factor, and the

selfish attitude among many citizens all together

compound the problem (Nwagboso, 1988).

The current Nigerian government, which terminates in

October, 1992, with a return to civil rule has offered some

ray of hope for solving some of Nigeria's political

problems. The transition program is aimed at establishing a

viable political system in which all can participate. It

aims at reducing violence and the undue influence of the

wealthy in politics. Its hopes are for a political order in

which election malpractice, ethnicity, religion, envy, and

suspicion are eliminated (Craig, Olumhense, Oyo, & Utomi,

_. _ . _
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1990). Summarizing the political and governmental

atmosphere in Nigeria, Craig et al. (1990) write:

Modern Nigeria is the fascinating story of a

people's determined and sustained hunt for an

enduring democratic system. This hunger has never

been as intense as it is today, as the country

embarks on surgical measures to establish a

democratic two party system. (p. 185)

With regard to foreign affairs, Nigeria has done its

fair share of promoting inter-African cooperation and

solidarity in order to ensure world peace and international

understanding. Nigeria spearheaded the formation of the

Economic Community of West African States (ECOWAS). As the

world's fourth largest democracy and black Africa's most

populous and richest nation, Nigeria wields considerable

influence in the nonaligned movement to enhance world peace.

Nigeria led the rest of Africa at the forty-third session of

the United Nations General Assembly in a crusade for

decisive global action against apartheid in South Africa and

the dumping of toxic waste on the continent by some

industrialized countries (Nwagboso, 1988).

The omen for Nigeria's future is mixed. Despite the

rays of hope offered by the return to civilian rule, Nigeria

is projected as heading for a population explosion that

could make it the world's third most populous country by the

a ,..
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year 2050 with an estimated population of 471 million.

Another source of worry for the future is the brain drain,

which is currently stripping Nigeria bare of its experts and

professionals. The government of Nigeria is aware of the

inherent dangers of these conditions and is taking steps to

correct them (Nwagboso, 1988).

With regard to the economy of Nigeria, there have been

some significant changes. Before the beginning of

colonialism, the economics of the various groups that make

up modern Nigeria were dependent mainly on subsistence

agriculture. The quiet life of the pre-colonial citizens of

Nigeria suffered at the hands of slave traders. Citizens

who labored in a communal society for their mutual aims were

forcibly separated by slavery. At independence in 1960,

Nigeria had few industries. Shortly after independence,

Nigeria embarked on a program of great import-substitution

industrialization. Industries in Nigeria continued to

assemble parts from overseas without trying to encourage

local initiative of manufacturing. The import-substitution

industrialization was further sustained by the oil boom of

the 1980s, which increased Nigerian purchasing power abroad.

Today, with the drastic fall and fluctuation in oil

prices, dependence on oil as a dominant export commodity is

under intense change. The bold economic reform of modern

day Nigeria is to restructure and diversify the productive
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base of her economy to reduce her dependence on both oil

exports and avoidable imports (Craig et al., 1990).

The Nigerian educational system has achieved growth and

development from a basic system to a wide variety of

institutions of learning (see Figure 2, National Policy on

Education, the 6-3-3-4 Educational System Chart) and from a

laissez faire system in the 1840s through the dual system in

the colonial era to a wholly government-provided system.

The Nigerian educational system apart from government is

also rooted in the people, who recognize education as a

vital instrument in the development of a nation and of

individuals. The structure of educational institutions

today is aimed at the establishment of a system rooted in

its environment but possessing Anglo-American

characteristics. The process of decision-making is clear,

and all the people affected are involved directly or

indirectly in the process. The duties of the functionaries

from the minister/commissioner and permanent secretary to

the provost/headmaster and teachers in the lowest unit are

made known to all concerned.

A good working relationship exists between educational

institutions and the government. There are, of course,

occasional threats to institutional autonomy, but to a great

extent the autonomy of the institutions of higher education

is a reality.
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Academic freedom prevails in terms of the freedom to teach,

conduct research, and to make appointments to both academic

and administrative posts within the framework of national

goals and aspirations. In addition, the freedom of an

institution to pursue a broad curriculum of academic as well

as practical subjects is entrenched in the system, and many

institutions are pursuing such broad curricula.

Some of the problems that affect the educational system

include the educational imbalance between one part of the

country and another, which poses a serious handicap to the

system in achieving its objectives. The antipathy to

western education in certain areas deprives the country of

much manpower and trained intelligence and consequently

hampers development. It also undermines the quality of

childhood education because of the lack of parental support.

In the face of increasing financial constraints, the issue

of higher institutions generating additional revenue has

assumed greater importance. Consolidation rather than

expansion has become the main direction of the entire

educational system. Increasing emphasis on the

rationalization of programs and harmonization of courses

with the higher institution system points to progressive

increase in the degree of centralization. This process

faces a difficult challenge in harmonizing the somewhat

divergent interests of the old (post-independence

. - _._ - __ ._ :.6 Rk+' 1{Y:R. ia« r.'i.ri+uY v. .3 KC' , - -
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universities) and new (post-civil war universities)

universities. This difficulty is compounded by the fact

that the state institutions are governed by their own

individual laws, receive no subventions from the federal

government, and are free to determine their own academic

growth.

The Nigerian education system is a dynamic institution.

It is kept alive by constant attention to the educational

content and structure of the system, the quality of the

graduates from the institutions, the main goals of

education, the relevance of education to the manpower needs

of the country, the quality of the teachers, the religious

and modern tone of the schools, and the employability and

the employment opportunities of their pupils (Taiwo, 1982).

The governments and the people of Nigeria must continue to

accord high priority to education. The government needs to

provide adequate budgets for education, demonstrate their

appreciation by assigning the responsibility for education

to able hands, and then give attention to the orderly

progress of educational programs. The laws, regulations,

practices, and curricula should be based on the best

Nigerian culture and tradition but should also be aimed at

the objectives that were formulated into the philosophy of

education. The Nigerian philosophy of education is based on

the shaping of the individual into a sound and effective

_,
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citizen, and on equal educational opportunities for all

citizens of the nation at primary, secondary, and tertiary

levels, both inside and outside the school system (current

National Policy on Education).

The goals of education in Nigeria are to meet the needs

of a changing society. The goals should, therefore, be re-

examined periodically, with the whole communities involved,

to ensure that these goals continue to be responsive to the

needs of the society. In turn, the system should be

reviewed and revised with the involvement of the communities

to enable it to function efficiently and achieve its revised

goals. The success of the system depends on the support of

the people and the continual re-appraisal of the system in

the light of research and experience.
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Chuma C. Duru
P. 0. Box 1422
Denton, Texas 76202 U.S.A.

Dear Faculty Member:

I am a doctoral candidate at the University of North
Texas majoring in higher education administration. I am
asking for your help and cooperation in a research project
which involves faculty members of all the degree-granting
colleges of education in Nigeria.

The major purpose of this study is to determine factors.
that influence the job satisfaction of faculty members at
all the degree-granting colleges of education in Nigeria.
Please complete the enclosed questionnaire which consists of
two parts: the Faculty Data Sheet and the Job Descriptive
Index (JDI).

Your information will be held strictly confidential and
individual faculty members will not be identified nor will
their responses be used individually. Do not sign your name
to this form. Please return the questionnaire as directed.

Your assistance in this study is greatly appreciated.

Yours sincerely,

Chuma C. Duru
Doctoral candidate, UNT

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

Part 1

Faculty Data Sheet

Please provide the information requested in the spaces below
by checking what applies to you.

1. Your Gender

Male Female

2. Your Age

3. Your Highest Level of Education

Bachelor's degree Doctoral degree

Master's degree Other

4. Total Years of Teaching Experience at College Level

5. Your Salary Grade Level

07 or less 09 11

08 10 12 or above

6. Your College of Employment (i.e. Location of College)

Kano Ondo Port Harcourt

Zaria Owerri

7. Your State of Origin

8. Your Religious Affiliation

Christian

Moslem

Other religion

No religion
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PART II

THE JOB DESCRIPTIVE INDEX

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

---Y--- for "Yes" if it describes your work
---N--- for "No" if it does NOT describe it

if you cannot decide

Work on Present Job

------- Fascinating
------- Routine
------- Satisfying
------- Boring
-------- Good

------- Creative
----- Respected
----- Uncomfortable
------- Pleasant
------- Useful
------- Tiring
----- Healthful

------- Challenging
------- Too Much to do
-------Frustrating
------- Simple

----Repetitive
------- Gives sense of accomplishment

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

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

Present Pay

Income adequate for normal expenses
-Fair
-Barely live on income
-Bad

---- Insecure
-Less than I deserve

-------- ell paid
-------- Underpaid

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

---Y--- for "Yes" if it describes yt-uz opportunities
for promotion

--- N--- for "No" if it does NOT describe them
--- ?--- if you cannot decide

Opportunities for Promotion

-------- Good opportunities for promotion
-------- Opportunities somewhat limited
-------- Promotion on ability
--------Dead-end job
-------- Unfair promotion policy
-------- Infrequent promotions

-Regular promotions
-------- Fairly good chance for promotion

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

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

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

Supervision

-------- Asks my advice
-------- Hard to please
-------- Impolite
- ------ Praises good work
-------- Tactful
-------- Influential
-------- Up-to-date
-------- Doesn't supervise enough

--------Tells me where I stand
--------Annoying
-------- Stubborn
-------- Knows job well
------- Bad
--------Intelligent
-------- Poor planner
--------Around when needed
-------- Lazy

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

---Y--- for "Yes" if it describes the people you work with
---N--- for "No" if it does NOT describe them

--- ?--- if you cannot decide

Coworkers

-------- Stimulating
-------- Boring

Slow
------ Helpful

------- Stupid

-------- Responsible
-------- Fast
-------- Intelligent
-------- Easy to make enemies
-------- Talk too much

-Smart
-------- Lazy
-------- Unpleasant
-------- Gossipy
-------- Active

-Narrow interests
-------- Loyal
-------- Stubborn

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

---Y--- for "Yes" if it describe your job
---N--- for "No" if it does NOT describe it

--- ?--- if you cannot decide

Job in General

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

Copyright, Bowling Green State University, 1975, 1985
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DEMOGRAPHIC INFORMATION FOR EACH DEGREE-GRANTING
COLLEGE OF EDUCATION

Kano Zaria Ondo Owerri Port Harcourt
Variable XNN %

Gender
Male 36 69.2 42 72.4 49 90.7 70 61.9 118 91.5
Female 16 30.8 16 27.6 5 9.3 43 38.1 11 8.5

Ae
35 or less 25 48.1 23 39.6 18 33.3 16 14.1 53 41.1
36 to 45 17 32.7 24 41.4 25 46.3 76 67.3 44 34.1
46 to 55 8 15.4 11 19.0 11 20.4 19 16.8 27 20.9,
56 or over 2 3.8 0 0.0 0 0.0 2 1.8 5 3.9

Educational Level
BA degree 21 40.4 19 32.8 3 5.6 10 8.9 2 1.6
Master's 27 51.9 32 55.2 34 63.0 71 62.8 98 75.9
Doctorate 4 7.7 5 8.6 17 31.4 20 17.7 26 20.2Other 0 0.0 2 3.4 0 0.0 12 10.6 3 2.3

Years of Experience
5 or < 21 40.4 15 25.9 14 26.0 16 14.1 51 39.5
6 to 10 9 17.3 19 32.8 18 33.3 40 35.4 59 45.7
11 to 15 15 28.9 18 31.0 10 18.5 30 26.6 14 10.9
16 & > 7 13.4 6 10.3 12 22.2 27 23.9 5 3.9

Salary Grade Level
07 or < 11 21.1 14 24.1 2 3.7 0 0.0 4 3.108 to 09 17 32.7 21 36.2 21 38.9 12 10.6 64 49.610 to 11 9 17.3 12 20.7 19 35.2 22 19.5 42 32.612 or > 15 28.9 11 19.0 12 12.2 79 69.9 19 14.7

Region
North 27 44 75.9 2 3.7 0 0.0 0 0.0West/Midwest 18 8 13.8 52 96.3 0 0.0 0 0.0East 6 5 8.6 0 0.0 112 99.1 124 96.1Foreign 0 1 1.7 0 0.0 1 0.9 5 3.9

Religious Affiliation
Christian 31 42 72.4 51 94.4 112 99.1 117 90.7Moslem 20 14 24.2 1 1.9 0 0.0 0 0.0Other religions 0 0 0.0 0 0.0 0 0.0 9 7.0No religion 1 2 3.4 2 3.7 1 0.0 3 2.3
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NATIONAL COMMISSION FOR COLLEGES OF EDUCATION
c/o National Teachers' Institute,

Kaduna.
Prof. P. N. Lassa (FMAN)

Executive Secretary
2341

P.M ..................

Ref 1VNCCE/ESO/CU/41

Date... 22nd November 1989

Mr. Chums C. Duru
Department of Higher and Adult Education
College of Education
University of North Texas
United States of America

Dear Mr Duru,

I am in receipt of your letter dated 1st November, 1989 regarding your request
for permission to embark on a Doctoral dissertation research project involving the
degree-granting Colleges of Education in Nigeria.

I wish to inform you that I have no objection in allowing you to embark on
such a research since it will be useful to us. You are please wellcome to do so.

However, you will need to inform individual Colleges of your intention to
visit thier Colleges for the purpose of data collection for research. Permission
from each Colleges will be necessary for you before you visit them.

I wish you a successful research work.

Yours sincerely

Prof. P. N. Lassa
Executive Secretary
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Obafemi A wolowo University
ADEYEMI COLLEGE OF EDUCATION

Ondo, Nigeria.
College Registrar

Afolabi Ojuawo
. A.. L.L.B. (ie) M.A. (Cal.) Dip. ., CC/.A.

Your Ret:

Our Re :ACE/R/GA/029

P. M. B. 520. ONDO.
Telegram : PACEONDO
Telephone : 610050; 610121; 610212

College Registrar's Office

Dte...6th._ g

Mr. Chuma C. Duru,
P. 0. Box 1422
Denton, Texas 76202 '
U.S.A.

Dear Mr. Duru,

I write to acknowledge the receipt of your letter
dated September 25, 1989 in which you sought permission
"to embark on a doctoral dissertation research studyinvolving the faculty members" of this institution.
I wish to convey the approval of the College authority to
you and to assure you of reasonable cooperation in the
relevant areas of your research.

Thank you.

Yours sincerely,

V. 0. Akindehin (Mrs)
for: College Registrar.
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OFFICE OF THE PROVOST

ALVAN LKOKU COLLEGE OF EDUCATION
P.M.B. 1033, OWERRI lAW0 STATE, NIGERIA. Tel: O'. (083) 230300 and 230401

Provost PROFESSOR N.A. Nwagwu, B.A.(Ed.) Hons; M.Ed., M.A., Ed.D.

Cabs & Tels: COLLEDUC OWERRI
Your Ref......................

Our Ref .....PO. 72//11.93 3rd Apri l, 1989

ti. Chuma C. Duru
P.O. Box 1222,
Denton TX 76202,
U.S.A.

Sir,

Thank you for your letter dated January 18, 1989
asking for permission to carry out your doctoral
dissertation research in this 2ollcge.

I am clad to inform you th-it approval has beengranted for you to cutduct your research here asrequested.

Our Faculty members 'Will assist you as much as
possible.

Yours faithfully,

E.f.:.Provos
f or : Provos t.
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RIVERS STATE COLLEGE OF EDUCATION

OFFICE OF THE PROVOST
PROVOST: PROF. SOTONYE F. AMAKIRI

USC. OvM. PMO. MNIM RUMUOLUMENI.
PM.B. 5047,

TI..phon. 1M4 332725 PORT HARCOURT.

Our Ref:... !I.Y .9 1)L6. * IV /12

Your Rea :............................................ .................. ctober.. .............. 9.1 9.
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Mr Chuna C Duru
University of North Texas
F 0 Box1422
DENTON, Texas 76202

Dear Mr Duru

1 Thank you for your 1:tter of September 25,
1989 requesting for permi':zion to involve
faculty members of the Rivers State College
of Education in your research study.

2 This letter, therefore, is to assure you
that our faculty meheis will co-operate
during your proposed research study.

3 Please, accept our best wishes in your
endeavours.

Yours sincerely

PROF._.S TA IRI
P R 0 V 0 S T

t ,



Advanced Teachers' College
institute of Education, Ahmadu Bello University

P.M.B. 3045
KANO NIGERIA

AG. PRINCIPAL: Alhai SUWAID MOHAMMED SUWAID, 
Teephone: 3101B.A. (Honr AL Azhar Univ. Cairo. Telegram ATCOI

Your Ref:

Our Ref: GE.53/V0L: III/625. Date 22nd March,1

Mr. Chuma C. Du ru,
P.O. Box 1422,
Denton TX 76202 U.S.A.,

Dear Mr. Duru,

He: Doctoral Dissertation Research Project:
Your letter dated 5th February 1990 on the above subject-matter refers.

I write to convey approval for you to embatyik on the researchin this College.

Your first letter dated 22nd November, 1989 was never received.

1990.

Yours sincerely,

Alhaji Suwaid Mohammed.
P r i n c i p a 1.
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PROF. EMMANUEL OSIECHINA 
NIGERIAN UNIVERSITIES OFFICETELEPHONE (202) 659-8113 EMBASSY OF NIGERIACABLE ADDRESS. NUCO WASHINGTON 2010 MASSACHUSETTS AVENUE, N.W.TELEX No. 89-630 

4TH FLOOR
YOUR REF: WASHINGTON, D.C. 20036
OUR REF:

11 December, 1989

Mr. Chuma C. Duru
P.O. Box 1422
Denton, Texas 76202

Dear Mr. Duru:

With9reference to your letter dated 27 November,1989 requesting a statement of clearance for your pro-posed dissertation study, I wish to say that we haveno objection to you pursuing the topic designated foryour disseration. We wish you a successful investiga-tion and hope your findings will enrich higher educationpolicies and practices in Nigeria.

With best wishes.

Sincerely,

Emmanuel Obiechina, Ph.D.
Education Attache'
(Nigerian Universities)

EO/blb

cc: Dr. John P. Eddy

. O'i f'Mi i> rfflMNf11Y . ya ir.
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Scowling Green State Unversity Department of PsvchoiogsBowling Green. Ohio 4340 3-0228
(419) 372.2301

Cable BGSUOH

April 17, 1989

Chuma C. Duru
PO Box 1422
Denton, TX 76202

Dear Mr. Duru:

You have permission to document the JDI in your research provided you includethe copyright notation "Copyright, 1985, Bowling Green State University".Good luck with your research.

Sincerely,

Patricia C. Smith, Ph.D.
Professor Emerita
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