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Full-time business administration faculty in 10 of 12

selected Iranian public universities participated in-a

mailed questionnaire. Part I of the questionnaire was Hill's

(1986-87) Faculty Job Satisfaction Instrument (FJS). It had

26 items related to teaching, convenience, recognition-

support, economic, administrative, and collegial dimensions

of faculty work environment. The first three dimensions

measure the intrinsic factors and the last three measure the

extrinsic factors of faculty position. The demographic

variables of age, gross monthly salary, rank, years of

teaching in higher education; and professional activity

variables of faculty publication, participation in teaching

improvement programs, and professional affiliation were

included in part II. A usable response rate of 44 percent

was obtained.

Means of the six dimensions revealed that the subjects

were, in rank order, moderately satisfied with the teaching,

convenience, recognition-support, economic, and collegial

dimensions but were moderately dissatisfied with the

administrative dimension of their positions. Overall, they

were more satisfied with the intrinsic than the extrinsic

factors.



Using stepwise multiple and simple regressions, the

demographic and the professional activity variables were

regressed on the means of the intrinsic and the extrinsic

factors. The findings revealed that age, rank, years of

teaching in higher education, and salary did not

significantly contribute to the levels of faculty job

satisfaction/dissatisfaction. Professional affiliation

accounted for 121 of the variance of the intrinsic factors

and 14.2% of the extrinsic factors. Faculty participation in

teaching improvement programs explained 6% of the variance

of the intrinsic dimensions but did not contribute

significantly to the prediction of the extrinsic dimensions.

Faculty publication showed no significant relationships to

either the intrinsic or the extrinsic factors of faculty job

satisfaction/dissatisfaction.

It was also concluded that, despite a positive

correlation of the intrinsic and the extrinsic factors,

Herzberg's two-factor theory is a useful model in faculty

job satisfaction research. Furthermore, Hill's FJS was found

to be reliable and valid for use in faculty job satisfaction

studies in the colleges and universities in Iran.
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CHAPTER I

INTRODUCTION TO THE STUDY

Internal and external environments of higher education

institutions exert considerable pressure in the evolution,

development, and administration of these organizations.

Comprehensive analysis of the origins, development, and

functioning of educational systems of a nation, therefore,

require an understanding of its social, economic, and

cultural environments (Ayman, 1974; Tierrney, 1988).

A common characteristic of developing nations is the

shortage of qualified teachers at all educational levels, in

the face of increasing enrollment and poor economic growth

(Amirahmadi, 1990; Kurian, 1988). The two critical issues of

access and quality of education at all levels are persistent

in Iran. Both are constrained by the shortages of teachers,

faculty, and funds. In the 1986-87 academic year, of 586,086

participants (383,245 males, and 202,841 females) only

61,816 persons (42,400 males, and 19,416 females) or 10.5

percent were admitted to the colleges and universities in

Iran. In addition, a number of students go to foreign

countries for higher education. In the 1986-87 academic

year, there were 12,316 Iranian students studying abroad who

had provisions of foreign currency, according to the

official statistics. The unofficial number was higher,
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however (Iran Yearbook, 1988). The demand for higher

education far exceeds the present capacities in the country,

and the number of college applicants who can afford to go

abroad constitutes only a small fraction of all the

applicants (Ahoobim, 1983). In addition, faculty turnover

since 1979 has exasperated the already overwhelmed situation

(Kurian, 1988; Redjali, 1988). In the 1980s, Iranian

institutions of higher education and other economic sectors

witnessed a loss of skilled labor because of changing

political and socio-economic conditions in the country

(Katouzian, 1989; Khatami, 1989; Ronaghy & Simon, 1983).

Ronaghy and Simon report that in 1978 there were 173 faculty

at the school of medicine, of these 108 had left the Shiraz

University, and by 1981, 81 of the 108 had left Iran. Based

on the 1988 census, Iran had a population of 51.7 million,

of whom 45.4% were below 14 years of age, and 51% were in

the 15-65 year age group (Iran Yearbook, 1988). At the

present rate of population growth of 3.6 percent, Iran will

have slightly over 70 million people by the year 2000

(Kayhan Havai, October 7, 1991). Providing adequate

educational facilities and staff for the ever-increasing

number of students requires comprehensive long range

planning with explicit aims and objectives.

In the late 70s and in the 1980s, a number of factors

greatly influenced the higher educational system of Iran.

Revolutionary years constrained the normal operation of the
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educational system, factionalism and internal conflicts

turned some of the campuses into the battleground for

political activities, the Iraq-Iran war imposed budgetary

constraint, and the cultural revolution resulted in the

closing of the colleges and universities for reorganization

from May 1980 to October 1981 (Amirahmadi, 1990; Iran

Yearbook, 1988). In 1979-80 Iran's Gross National Product

fell by 6 percent, in 1979-80 by 3.5 percent, and by more

than 10 percent in 1980-81. Decline in the economic

production in the country, had a negative impact on all

economic sectors including higher education (Razavi & Vakil,

1984). The political and the economic situation of the

period contributed to the decline of the working environment

of Iranian higher educational institutions.

Research on faculty job satisfaction has shown that low

faculty morale and dissatisfaction are attributed to

inadequate reward structure and deteriorating work

environments (Caffarella, Armour, Fuhrmann, & Wergin, 1989;

Davis, 1977; Mobley, Griffeth, Hand, & Meglino, 1979). Low

levels of job satisfaction lead to organizational

difficulties such as turnover and absenteeism, whereas high

levels of job satisfaction indicate that the organization

has a sound organizational climate and effective behavioral

management (Davis, 1977; Mobley et al., 1979). Faculty

turnover in the 1980s in Iran appears to be consistent with

these research findings. The present study is an attempt to
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examine the current level of job satisfaction/

dissatisfaction among business administration faculty in

selected public Iranian universities. Public institutions

are established by legislation or by a special charter and

are funded by the government (Institute for Research and

Planning in Science and Education [IRPSE], 1972, Appendix

No. 2, pp. 28-33).

Problem Statement

The problem of this study was the job satisfaction of

business administration faculty in selected public Iranian

universities.

Purpose of the Study

This study investigated job satisfaction/

dissatisfaction among business administration faculty at

selected public Iranian universities. It also examined the

relationship between faculty job satisfaction/

dissatisfaction and selected demographic and professional

activity variables. Finally, the extrinsic and intrinsic

factors associated with faculty job satisfaction were

analyzed.

Research Questions

The following research questions were investigated:

1. What is the degree of job satisfaction/dissatisfaction
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among business administration faculty in selected public

Iranian universities?

2. What is the association between faculty job satisfaction/

dissatisfaction and age, rank, years of teaching in

higher education, and salary?

3. What is the association between job satisfaction/

dissatisfaction and participation in teaching improvement

programs, professional affiliation, and faculty

publication?

4. What are the relationships among the intrinsic and

extrinsic factors associated with faculty job

satisfaction?

Significance of the Study

An effective human resource management system or

program requires knowledge about interests, attitudes, level

of job satisfaction, personality traits, and preferences of

employees at all levels of an organization. Understanding

and predicting behavior of people in job situations is very

important for employers, managers, and administrators.

Knowing employees' attitudes toward their jobs can help

managers and administrators identify problem areas and

effectively manage them. In addition, job satisfaction

studies provide valuable communication to employees and

managers and determine training needs (Bobbitt & Behling,

1981; Davis, 1977). In institutions of higher education,
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studies of job satisfaction, attitudes, and morale of

faculty are helpful in the same way and can be carried out

as part of an overall faculty evaluation and development

program.

Job satisfaction and performance are components of

overall organizational effectiveness (Bobbitt & Behling,

1981). Job satisfaction affects job attitudes, life

satisfaction, physical health and longevity, mental health,

and job behavior such as absences, lateness, grievances, and

productivity. Low levels of job satisfaction lead to

slowdown, absenteeism, employee turnover, grievances,

accidents, and fallen quality (Davis, 1977; Locke, 1976;

Robinson, Athanasiou, & Head, 1969). High levels of job

satisfaction, on the other hand, indicate that an effective

behavioral management and a fairly sound organizational

climate exist in the organization (Davis, 1977; Mobley et

al., 1979).

Economic trends, problems and policies have a major

influence on the condition of higher education. Iran's

economy has been dependent on the export of oil, to a large

extent, since it was discovered in 1906. Attempts to lessen

this dependency by various administrations have not been

successful. In the 1990s, the country is still dependent on

oil exports for more than 90 percent of its foreign currency

needs. Furthermore, during the period between 1977 and 1987,

the Gross National Product of the country had a declining
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trend. Unemployment rate for civilians in 1989 was estimated

at 15 percent. The cost of housing was two-thirds of the

wage earner's income. The health system was also under

significant strain. There was 1 physician for every 3,200

and 1 dentist for every 7,200 Iranians. The poor economic

condition contributed to the faculty turnover and the

decline of educational quality in the 1980s in Iran

(Amirahmadi, 1990; Razavi & Vakil, 1984).

In sum, understanding different aspects of faculty

performance and job satisfaction can help administrators

design and implement programs, procedures, or policies as

part of an overall organizational assessment, that is, as

part of a comprehensive faculty development program.

Assessment of faculty job satisfaction is helpful in

improving the campus climate in the following ways: by

identifying and describing factors that motivate faculty and

by establishing a campus climate in which faculty members'

motivational and individual growth requirements may be

provided. In this investigation, a two factor model based on

Herzberg's intrinsic-extrinsic theory of satisfaction was

used to ascertain its utility and to determine the degree of

faculty satisfaction.

Delimitations

The results and conclusions of this investigation are

delimited to business administration faculty at selected
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Iranian four-year public colleges and universities.

Definition of Terms

The following definitions are paraphrased from Locke

(1976) and Davis (1977).

Job satisfaction: The fulfillment of individual needs in

terms of the intrinsic and extrinsic factors of their work

environment.

Intrinsic Factors: Motivator factors, including the work

itself, achievement, promotion, recognition, and

responsibility, which are more often sources of job

satisfaction and less frequently sources of job

dissatisfaction.

Extrinsic Factors: Hygiene factors, including interpersonal

relations, supervision, working conditions, company

policies, and salary, which more frequently lead to job

dissatisfaction and less often to job satisfaction.

Organization of the Study

The introductory chapter presented a brief review of

the conditions in the country, the statement of the problem,

the purposes of the study, the research questions, and the

significance of the study. Chapter II contains a selected

review of literature about job satisfaction in general and

faculty job satisfaction in particular. The research

methodology which was used to conduct this study is
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discussed in Chapter III. In this chapter a description of

the instrument used, information about the population and

the sample, and the procedure for data analysis are

included. Chapter IV presents the findings of the study in

tabular and narrative forms. Finally, Chapter V provides a

summary and discussion of the findings and conclusions that

were reached, and recommendations for future research and

for implementation into practice.



CHAPTER II

LITERATURE REVIEW

Introduction

Motivation, performance, and job satisfaction of

individuals in work situations are important facets of human

behavior. Research interests about work and workers in

modern times began shortly after the Industrial Revolution

in the nineteenth century. Efficiency engineers, industrial

psychologists, and occupational sociologists were the

professionals who began to conduct empirical research about

productivity around 1910. The Hawthorn Studies at Western

Electric in Chicago in 1927 and 1928 led organizational

researchers to conclude that factors other than working

conditions, such as group cohesion, participation, and

morale, were also related to productivity (Bess, 1984;

Chung, 1977; Davis, 1977). As a result, organizational

researchers began to examine possible relationships among

job attitudes, motivation, ability, and job satisfaction of

employees and productivity. Motivation, ability, and job

attitude are linked to productivity according to Brief and

Roberson (1989), Locke and Latham (1990), and Raven (1988).

The link between job satisfaction and productivity has been

controversial, however. Robinson, Athanasiou, and Head

10
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(1969) report that there is no clear relationship of any

sort between satisfaction and actual job performance. Locke

and Latham (1990) report that high performance is the result

of attention, action, and adequate ability, given the

presence of commitment to goals, feed back, and low

situational constraints. Lopez (1982), on the other hand,

reports that there is a relationship between job performance

(productivity) and job satisfaction. This relationship, he

points out, is moderated by individual self-concept. The

relationship between job performance and job satisfaction is

also moderated by role autonomy, need for affiliation, and

tolerance for ambiguity (Lysonski & Durvasula, 1990;

Schaubroeck & Jennings, 1991) and by goal setting (Kernan &

Lord, 1988; Schanke, 1991). McNeilly and Goldsmith (1991)

report of the existence of an association between job

satisfaction and job performance. They point out that low

performers, for example, who are less satisfied with the job

itself or are dissatisfied with company policy have greater

desire to leave than high performers.

Generally, job satisfaction and concepts such as

productivity, motivation, morale, conflict, and turnover are

some of the most important effectiveness criteria with

respect to human behavior at work (Cunningham, 1977; Lewin &

Minton, 1986). This chapter contains a discussion of the

following topics about job satisfaction: definition,

theoretical framework, correlates of job satisfaction,
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faculty job satisfaction, and higher education and faculty

in Iran.

Definition of Job Satisfaction

Research on job satisfaction dates back to the 1930s,

at which time an attempt was made to understand "the nature

and causes of job satisfaction" (Locke, 1976, p. 1298).

Conceptually, job satisfaction is related to one's attitude

toward his or her job (Herzberg, Mausner, & Snyderman, 1959;

Price & Mueller, 1986). Job satisfaction is defined

according to the particular theoretical or conceptual

paradigm under investigation. It is defined as the degree of

well being that is experienced by an individual at work

(Locke, 1976). Job satisfaction is also defined as the

achievement of outcomes that are attractive for an

individual (Thierry & Koopman-Iwema, 1984). According to

Locke (1976),

Job satisfaction results from the appraisal of one's

job as attaining or allowing the attainment of one's

important job values, providing these values are

congruent with or help to fulfill one's basic needs.

These needs are of two separable but interdependent

types: bodily or physical needs and psychological

needs, especially the need for growth (p. 1307).
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According to Herzberg's theory, job satisfaction is the

fulfillment of individual needs in terms of the intrinsic

and extrinsic factors of their work environment (Davis,

1977; Locke, 1976). This is the operational definition for

the present study.

Theoretical Framework

Job satisfaction and motivation are related concepts.

While the latter deals with the induction of certain

behavior, the former is concerned with factors that lead to

need or goal fulfillment. Motivational theories are the

basis for understanding work behavior and for improving job

satisfaction and performance. Job satisfaction can not be

evaluated without reference to motivational theories. For

example, Maslow's theory of motivation states that

fulfillment of a lower level need evokes a higher level

need. Similarly, in Herzberg's two-factor theory, motivator

and hygiene factors are identified by their effects on job

satisfaction or dissatisfaction (Chung, 1977; Davis, 1977;

Thierry & Koopman-Iwema, 1984).

Motivation and job satisfaction have received

considerable theoretical and empirical treatment as

fundamental organizational processes, because knowledge

about their nature and characteristics is one of the

prerequisites for a better understanding of organizational

behavior. There are a number of existing and emerging
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theories of motivation and job satisfaction. An extensive

body of literature deals with and evaluates these topics

both empirically and theoretically (Cunningham, 1977; Kernan

& Lord, 1988; Lewin & Minton, 1986; Locke & Latham, 1990;

Lysonski & Durvasula, 1990; McNeilly & Goldsmith, 1991;

Miskel, 1982; Schanke, 1991; Schaubroeck & Jennings, 1991).

Major motivational theories are Maslow's (1954) need

hierarchy, Herzberg's (1959) two-factor theory, and Vroom's

(1960) expectancy model.

Maslow's need hierarchy is one of the best known need

theories of motivation. This theory states that human needs

are hierarchical. In terms of their importance and in

ascending order these are physiological, safety,

socialization (belongingness), self-esteem (recognition),

and self-actualization. Because it is difficult to define

concepts like self-actualization, and because of confusion

of needs with values, and the fixed hierarchical order,

testing this theory empirically is difficult (Davis, 1977;

Locke, 1976).

Herzberg's two-factory theory is another need theory of

motivation. According to this theory, there is a distinction

between extrinsic, or hygiene, factors (company policy and

administration, interpersonal relations, salary, job

security, personal life, working conditions, and status);

and intrinsic, or motivational, factors (achievement,

recognition, advancement, work itself, possibility of
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growth, and responsibility). Extrinsic factors are more

frequently sources of job dissatisfaction and less often

sources of job satisfaction. Intrinsic factors, on the other

hand, are more often sources of job satisfaction and less

frequently sources of job dissatisfaction (Chung, 1977;

Davis, 1977; Locke, 1976).

Lastly, Vroom's expectancy theory of motivation

postulates that attainment of expected outcomes leads to

motivation. Outcomes constitute valances which individuals

expect to achieve. Achievement of outcomes that are

attractive for individuals leads to their job satisfaction

(Chung, 1977; Davis, 1977; Thierry & Koopman-Iwema, 1984).

An example of an attractive outcome is the level of reward,

which is positively related to job satisfaction (Huseman,

Hatfield, & Miles, 1985).

Steers and Porter (1979) describe a general expectancy

model which consists of motivation, effort, performance, and

outcomes. According to these authors, motivation leads to

effort. Effort, mediated by ability, leads to performance

which, in turn, leads to outcomes or rewards that are valued

by individuals. They also conclude that empirical evidence

of the expectancy model as predictor of behavior is "... not

in order" despite its value in organizational psychology

(Steers & Porter, 1979, p. 238).

Process and content are two basic ways of classifying

job satisfaction theories. Process theories of job
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satisfaction are those that deal with expectancies and

perceptions, and are concerned with the affective reaction

of an individual. Examples of process theories are social

comparison theory and equity theory. Social comparison

theory suggests that an individual compares his or her

opinions and capacities to others, whereas in equity theory

comparisons are made based on input factors such as

education, experience, and effort, and outcome factors such

as performance, payment, and recognition (Locke, 1976;

Thierry & Koopman-Iwema, 1984).

Content theories of job satisfaction, on the other

hand, attempt to determine the particular needs or values of

an individual that must be fulfilled. The two major content

theories of job satisfaction are based on Maslow's need

hierarchy and Herzberg's two-factor theory (Locke, 1976;

Thierry & Koopman-Iwema, 1984). Chung (1977), however,

describes four theoretical frameworks for job satisfaction:

fulfillment theory, discrepancy theory, equity theory, and

facet satisfaction theory.

Need fulfillment theory is based on Maslow's need

hierarchy. It proposes that satisfaction occurs when a

particular need level is fulfilled. Furthermore,

satisfaction at any of the lower level needs evokes a higher

level need. Discrepancy theory primarily looks at the

differences between pursued and perceived outcomes of work

by individuals in order to predict their job satisfaction
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level. Vroom's valance theory is one of the discrepancy

theories of job satisfaction. According to this theory,

individuals possess certain factors called valances of

outcomes. These valances lead individuals to act in order to

produce outcomes that provide satisfaction for them (Chung,

1977; Davis, 1977; Locke, 1976).

Social reference group is an equity theory of job

satisfaction. It is similar to discrepancy theory except

that individuals balance their outcomes with regard to the

characteristics of their socio-economic group (Chung, 1977;

Lopez & Greenhaus, 1978). Facet satisfaction combines equity

and discrepancy theories. In this model, satisfaction is

determined by the discrepancy between what should be

received, according to individuals, and what they perceive

they are actually getting (Locke, 1976; Thierry & Koopman-

Iwema, 1984).

Two other job satisfaction theories are also mentioned

in the literature. The first is the event-agent theory,

which proposes that job satisfaction is the result of the

interaction between an event and its cause or agent (Chung,

1977; Harris & Locke, 1974; Locke, 1973). The second is

personality-environment fit, or (P-E), which holds that job

satisfaction depends on the degree of adaptation of an

individual to the job. In other words, behavior is the

result of the dynamic interactions of individuals and their

environment (Pervine, 1989; Thierry & Koopman-Iwema, 1984).
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Herzberg's two-factor theory is a need theory and a

well-known facet satisfaction model. It has two major

dimensions: (1) extrinsic, or hygiene, factors--

interpersonal relations, supervision, working conditions,

company policies, and salary--that are more frequently

sources of job dissatisfaction and less often sources of job

satisfaction; and (2) intrinsic, or motivator, factors--work

itself, achievement, promotion, recognition, and

responsibility--that are more often sources of job

satisfaction and less frequently sources of job

dissatisfaction (Locke, 1976; Steers & Porter, 1979; Thierry

& Koopman-Iwema, 1984).

Although Herzberg's two-factor theory has been

criticized methodologically and conceptually, it has enabled

organizational theorists to gain a better understanding of

job satisfaction (Chung, 1977; Herzberg, Mausner, &

Snyderman, 1959; Locke, 1976). Upon reviewing the literature

relevant to Herzberg's two-factor theory, Burke (1966)

concluded that intrinsic and extrinsic factors may not be

independent of each other (cited in Robinson et al., 1969).

A number of empirical studies have provided support for

Herzberg's theory of job satisfaction/dissatisfaction

(Gaziel, 1986; Jain & Mehtani, 1986; Silver, 1987).

Herzberg's two-factor theory of job satisfaction is the

theoretical framework for the present study.
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Correlates of Job Satisfaction

According to Thierry and Koopman- Iwema (1984),

correlates of job satisfaction may be categorized as those

that are related to personal variables, to environmental

variables, or to consequences of job satisfaction.

Variables that characterize the person are demographics

(i.e., age, gender); personality traits (i.e., values,

needs, interaction styles, which are fairly stable, or anger

and boredom, which are transient; abilities (i.e.,

intelligence, motor skills); situational personalities

(i.e., motivations, preferences); and perceptions,

cognitions, and expectations. First, personal and

organizational variables may influence the distribution and

the level of job satisfaction of employees (Pearson &

Seiler, 1983; Resinol, 1988). Personality in interaction

with environmental factors may account for significantly

more variance in the prediction of job satisfaction than

either one alone. General job satisfaction, moderated by

age, is inversely related to perceived job alternatives.

That is, the relationship is stronger for younger than older

workers (Pond & Geyer, 1991; Robinson et al., 1969).

Second, variables that characterize the environment

refer to the job environment (i.e., pay, working conditions,

job content); the organizational environment (i.e., climate,

culture); the occupational environment (i, e., prestige,
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power); or the political and economic environments (i.e.,

unemployment rate). Decottiis and Summers (1987), in a study

of 367 managerial employees, found that perceived

organizational structure, process, climate, and job

satisfaction are predictors of commitment; and job

satisfaction and commitment are equally predictive of

voluntary turnover. Spector (1986) conducted a meta analysis

of 101 samples from studies concerning autonomy and

participation at work. The author concluded that high levels

of perceived control, autonomy, and participation were

positively associated with job satisfaction, commitment,

involvement, performance, and motivation; and negatively

related to physical symptoms, emotional distress, and role

stress.

Another set of job satisfaction correlates are those

related to work and working conditions. Job demands

constitute a major source of stress at work which lead to

job dissatisfaction and burnout. Burnout is the result of

prolonged emotional stress and is conceived of as emotional

exhaustion. Symptoms of psychological stress are anxiety,

irritability, depression, and role stress (Caplan, Cobb,

French, Van Harrison, & Pinneau, 1975; Fraser, 1983;

Spector, 1986). Employees who are highly stressed, but

remain satisfied, are those who perceive their jobs as

challenging and interesting, their organizational

communication as timely and useful, their supervisory
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problems as few, and their managers as having high referent

power (McGee, Goodson, & Cashman, 1987; Melamed, Kushnir, &

Meir, 1991).

Work group effects, such as degree of interaction,

group cohesion, and goal interdependence, are positively

related to job satisfaction and performance. Group

interaction is dependent on group size. Smaller groups are

more satisfied than larger groups. A cohesive group is more

productive regardless of the morale level. Organizational

size and structure also affect the level of job

satisfaction. The larger the organizational size is, the

less satisfied are the employees. Flat organizations provide

more satisfaction for self-actualization, while tall

organizations provide more satisfaction for security and

social needs of employees. Employees at the higher level of

an organization are more satisfied than those at the lower

level (Chung, 1977; Porter & Lawler, 1965; Steers & Porter,

1987).

Another set of correlates of job satisfaction are those

related to organizational climate dimensions (Moran, 1986;

Moran & Volkwein, 1988; Romine, 1974). Organizational

climate and culture are two different constructs.

Organizational culture is based on shared values, whereas

organizational climate is based on shared perceptions

(Ashworth, 1985). Two forms of climates exists:

organizational and psychological. Organizational climate
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refers to perceived descriptions of relevant organizational

features (i.e., technology, structure, leadership behavior)

and process (i.e., responsibility, participation, intergroup

cooperation, communication); whereas psychological climate

refers to the cognitive interpretations of organizational

context or situation (Jackofsky & Slocum, 1988; Kozlowski &

Doherty, 1989). According to Glick (1985), the concept of

climate at the organizational level is related to

organizational attributes (centralization, formalization,

specialization), and at the individual level is related to

psychological climate.

There is no general agreement about what constitutes

climate and its dimensions. Instruments with various climate

dimensions have been developed. The commonly used climate

dimensions are rewards, autonomy, motivation to achieve,

management insensitivity to subordinate activities,

closeness of supervision, peer relations, communication,

structure, responsibility, warmth, support, risk, and

standards (Davis, 1977; Joyce & Slocum, 1984; Schnake,

1983). Research findings seem to indicate that a positive

relationship exists between collective perception of climate

and job satisfaction, job performance, leadership behavior,

and group interaction (Ganesan, 1983; Jackofsky & Slocum,

1988; Palmer, 1983; Schnake, 1983).

Finally, Consequences of job satisfaction/

dissatisfaction are either individual responses (i.e.,
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withdrawal, aggression, work performance, perceptual

distortion, illness); organizational responses (i.e.,

quality, turnover, productivity, absence, sabotage, etc.);

or societal responses (i.e., GNP, illness rates, political

stability, quality of life). Job satisfaction, a measure of

job attitude in its various forms, has a strong negative

relation with absences, turnover, accidents, and working

conditions; and a weak negative relation with performance

(Davis, 1977; Robinson et al., 1969; Smart, 1990). Shore,

Newton, and Thornton (1990) report that organizational

attitudes such as commitment and satisfaction are more

strongly linked with turnover intentions; whereas job

attitudes such as job involvement and job satisfaction are

more strongly linked with performance. Spector (1986)

concluded that high levels of perceived control, autonomy,

and participation were positively associated with job

satisfaction, commitment, involvement, performance, and

motivation and negatively related to physical symptoms,

emotional distress, role stress, absenteeism, intent to

turnover, and turnover.

Faculty Job Satisfaction

College and university administrators and faculty have

been the subject of a large number of job satisfaction

studies, and a considerable body of literature exists about

this topic (Bare, 1980; Bobbitt & Behling, 1981; Monroe,
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1989; Newmann, 1978; Pearson & Seiler, 1983). Factors

associated with faculty job satisfaction/dissatisfaction are

either due to the job itself (internal to the job) or due to

conditions external to the job, such as supervision. Faculty

job satisfaction can be studied in terms of input variables,

such as faculty and management characteristics or teaching

and research; in terms of outcome variables, such as student

satisfaction with learning, advising, faculty, graduate

admission, and employment; or in terms of process variables,

such as faculty satisfaction with departmental research

quality and with the job itself- -workload, tenure, and

disciplinary policies (Pearson & Seiler, 1983; Swain, 1976).

Using the Job Descriptive Index (JDI), Resinol (1988)

found that rank, but not gender, was a significant factor in

predicting faculty job satisfaction with work, pay, and

promotion; and that the dimensions of the JDI were

correlated with locus of control. Lawrence and Blackburn

(1988) reported that there was no relationship between age

and faculty publication rate. Charoenkul (1990) and Chewapun

(1989) investigated faculty job satisfaction among faculty

in teachers colleges in Thailand. Chewapun found that gender

did not significantly contribute to faculty job

satisfaction, but age, educational level, rank, years of

teaching experience, and salary did. Charoenkul, on the

other hand, found that age and gender were significantly

associated with job satisfaction/dissatisfaction; that level
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of education and meditation were not significantly related

to job satisfaction/dissatisfaction; that men were more

satisfied than women; that faculty were the most satisfied

with salary when they reached the age of 50 or older; and

that faculty were the least satisfied with interpersonal

relations. Pearson and Seiler (1983) reported that age and

gender contribute the greatest variance of job satisfaction

and that rank the least variance.

A number of studies have found that faculty job

satisfaction is correlated with organizational climate.

Neumann (1978) found that three dimensions of organizational

climate, namely power perception, perceived organizational

goals, and assessment of rewards, are positively correlated

with faculty job satisfaction. McManus (1990) also concluded

that faculty job satisfaction is related to leadership

characteristics, exercise of expert and coercive power by

leaders, such as deans and directors, and leadership styles.

Tangible effects of decline and budgetary reduction are

reported to be negatively associated with decision making,

conflict, communication, cohesion, innovation, leadership,

and authority (Rose, 1989). Bassamo (1988) studied

perceptions of faculty about psychological and aggregate

climates and found that: (1) the work group was significant

in organizational climate in terms of supportiveness,

sensitivity, recognition, and autonomy; (2) differences in

work, pay, people, and supervision were significant in
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predicting overall job satisfaction; (3) supervision and

promotion satisfaction explained 78.41 of the variance in

overall faculty job satisfaction; and (4) performance-reward

dependency, supportiveness/sensitivity, and work group

supportiveness/sensitivity contributed 45.4% of the variance

of overall job satisfaction of faculty.

Caffarella, Armour, Fuhrmann, and Wergin (1989)

reported that low faculty morale is attributed to

deteriorating work environment, inadequate reward structure,

and inhospitable labor market. Sorcinelli and Near (1989)

reported that working conditions lead to job satisfaction

and that nonwork conditions contribute to nonwork

satisfaction, and that the two affect each other. Flexible

and autonomous working conditions, job responsibilities,

personal autonomy, enough time to do the work, and teaching

and research are some of the most important sources of job

satisfaction that are job related (Allen, 1972; Diener,

1985; Filan, Okun, & Witter, 1986; Pearson & Seiler, 1983;

Sorcinelli & Near, 1989; Swain, 1976). Intellectual growth

or growth opportunities, interaction with colleagues and

students, and student achievements are other sources of job

satisfaction (Cohen, 1975; Diener, 1985; Sorcinelli & Near,

1989; Swain, 1976).

Pearson and Seiler (1983) identified sources of faculty

satisfaction and dissatisfaction by sampling 24 U.S.

universities. Research and teaching elements were the most
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satisfying, whereas support and compensation the least. In

addition, professional school faculty had higher reported

levels of job satisfaction. Tenure, teaching load, gender,

public/private dichotomy, and age contributed the greatest

variance, and salary and rank contributed the smallest

variance of work satisfaction. Thompson's (1991) research of

180 faculty at three Minnesota universities revealed that

job security and years of service were sources of job

satisfaction, whereas policies and their implementation and

amount of pay were sources of dissatisfaction. Colleagues or

employer support and participation in decision making are

other sources of faculty job satisfaction (Chung, 1977;

Driscoll, 1978; Hollon & Gemmill, 1977). Finally, Malone

(1990) reported that growth of students, teaching and

recognition are the intrinsic sources of faculty job

satisfaction, whereas pay and job security are the extrinsic

sources of faculty job dissatisfaction.

A number of studies have used Herzberg's two-factor

theory to investigate faculty job satisfaction and reported

support for it (Calderon-Garcia, 1986; Charoenkul, 1990;

Chewapun, 1989; Hill, 1986-87; Malone, 1990; Swain, 1976).

For example, according to Chewapun, major sources of

satisfaction in rank-order were interpersonal relations, the

work itself, achievement, recognition, responsibility,

working conditions, growth, policy and administration,

supervision, and salary. Charoenkul, on the other hand,
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concluded that the six highest factors associated with job

satisfaction in rank-order were the work itself,

interpersonal relations, responsibility, achievement,

recognition, and growth. The five factors which contributed

the least to job satisfaction in rank-order were status,

policy and administration, supervision, salary, and working

conditions. Likewise, Swain used Herzberg's two-factor

theory and found that when Management by Objectives and

Results were implemented the degree of faculty job

satisfaction with respect to their supervisors, job

responsibilities, and growth opportunities increased.

Calderon-Garcia studied Columbian and Costa Rican university

faculties job satisfaction. The author used Faculty Job

Satisfaction Scale for the study and found that the

dimensions of achievement, growth, interpersonal relations,

policy and administration, recognition, responsibility,

salary, supervision, work itself, and working conditions

were applicable and reliable in comparing the levels of job

satisfaction between the two countries.

Hill (1986-87) contends that Herzberg's two-factor

theory is a useful model for studying faculty job

satisfaction. Hill developed the Faculty Job Satisfaction

Instrument from the work of Eckert, Stecklein, and Sagan

(1959). Hill's instrument has two factors and six facet

specific dimensions: economic, teaching, administrative,

collegial, recognition-support, and convenience. The
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teaching, convenience, and recognition-support dimensions

constitute the intrinsic factors. The economic,

administrative, and collegial dimensions are the extrinsic

factors of job satisfaction.

The items of the six dimensions are representative of

the content domain of faculty job. This domain includes the

working conditions, personal autonomy, teaching and

research, and interaction with students, which are generally

sources of faculty job satisfaction (Allen, 1972; Calderon-

Garcia, 1986; Diener, 1985; Filan et al., 1986; Malone,

1990; Pearson & Seiler, 1983; Sorcinelli & Near, 1989;

Swain, 1976). The dimensions of pay, policies and

administration, supervision, employer support and

participation in decision making, which are more often are

sources of dissatisfaction of faculty, constitute another

set of the this domain (Charoenkul, 1990; Chewapun, 1989;

Malone, 1990; Pearson & Seiler, 1983; Thompson, 1991).

According to Hill (1986-87), the reliability scores for each

of these dimensions ranged from 0.84 to 0.92.

Higher Education and Faculty in Iran

Higher education in Iran goes back to "the sixth

century B.C., when the first schools of higher learning were

established by King Darius of Persia" (Knowles, 1977, p.

2311). Jundi-shapoor was the first formal university that

was founded during the third or the fourth century A.D.,
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during the rule of Sassanids. This institution was in

operation for almost 300 years (Husen & Postlethwaite, 1985;

Redjali, 1988). Establishment of Dar al- Funoon, a technical

college, in 1851, however, has been cited as the beginning

of modern higher education in Iran. Dar al-Funoon produced

1100 graduates during its 40 years of operation in military

science, engineering, pharmacy, physics, chemistry, and

mineralogy (Arasteh, 1969; Ghods, 1989; Issawi, 1971).

Political turmoil in Iran due to the constitutional

revolution of 1905-1906, regional conflicts, and the rivalry

of Great Britain and Russia did not result in meaningful and

lasting economic or educational development in the period

between 1795 and 1925 (Arasteh, 1969; Ghods, 1989; Knowles,

1977).

In 1934, the University of Tehran was founded after

the passage of the Educational Law of 1934, by combining the

few existing colleges in Tehran. These were colleges of Law,

Medicine, Arts and Sciences, Theology, War,, Agriculture, and

Veterinary Medicine. A chancellor and a university senate,

composed of the deans and two professors from each faculty

(college), comprised the administrative leadership of the

University of Tehran. University administrators were

responsible to the Ministry of Education until 1967

(Arasteh, 1969). In August 1941, British and Russian forces

and later the Allied forces occupied Iran, and the country

fell once again into political and economic disarray (Ghods,
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1989). Between 1947 and 1955, five provincial (Ostan)

universities were established. These were universities of

Ahwaz, Esfahan, Mashhad, Shiraz, and Tabriz. In 1961, the

National University (now public), the first private

university in Iran, was founded (Arasteh, 1969).

During the Third Five-Year Development Plan (1963-1967)

a further expansion occurred. By the 1962-63 academic year,

the number of higher educational institutions had increased

to 11, seven universities and four colleges with 24,456

students. By 1967, the number of higher educational

institutions in the country had increased to 8 universities,

29 colleges and 5 private centers with a total of 36,826

students. In the same year the Ministry of Science and

Higher Education was established to oversee the existing

institutions and to develop educational policies (Institute

for Research and Planning in Science and Education [IRPSE],

1976; Knowles, 1977). The typical administrative structure

of a university consisted of a board of trustees, a

chancellor as the chief executive officer; vice chancellors

for academic affairs, administration, student affairs,

development and planning; dean of faculties (colleges or

schools); and directors of institutes and research centers

(Institute for Research and Planning in Science and

Education [IRPSE], 1972).

By July 1972, there were 8 universities, 6 independent

state colleges, 74 institutions affiliated with various
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ministries, and 25 private institutions in the country.

These institutions were under the jurisdiction of the

Ministry of Science and Higher Education. In the 1975-76

academic year, the total enrollment was 151,905 students in

the 12 universities and 184 institutions of higher learning

(IRSPE, 1976). Growth of higher education in Iran especially

during the 1967-1979 period had a direct relationship with

the growth of oil revenues and the American academic

influence (Fereshteh, 1988; Tabibi-Kazeronni, 1983).

Kani (1954) states that because of the historical,

social, economic, and political characteristics of Iran, its

cultural organizations (including schools and colleges) have

necessitated a centralized organizational structure. The

governance structure of the educational institutions in the

country remains fundamentally the same (Emami, 1980; Kurian,

1988).

Currently, the Supreme Council of Cultural Revolution

has the overall responsibility for decision making in all

areas of higher education in the country. Ministries

responsible for the educational system of the country are

(1) Education, (2) Culture and Higher Education, and (3)

Hygiene, Medical Care, and Education. The Ministry of

Education is in charge of elementary (5 years), intermediate

(3 years), secondary education (4 years), secondary

vocational and technical schools, two-year technical

institutes, four-year vocational/technical teachers
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colleges, and teachers colleges. In the academic year of

1986-1987, the Ministry of Education had jurisdiction over

131 teacher colleges, 10 technical and vocational teacher

colleges, and 19 institutes of technologies, and 758

secondary technical and vocational schools (Iran Yearbook,

1988).

By the 1986-1987 academic year, the Ministry of Culture

and Higher Education, responsible for higher education, was

in charge of 21 universities, 3 faculties (colleges), 8

higher education compounds, and 5 higher education colleges.

It also supervised the Judicial College, the Hygiene

Sciences College, the Radio and Television College and the

Labor Safety and Hygiene College. Research centers and

institutes affiliated with the Ministry were the Cultural

Heritage Organization of Iran, the Scientific and Industrial

Research Center, the Cultural Studies and Research

Institute, and the Materials and Power Application and

Properties Research Center. Medical schools and allied

health are now detached and have acquired university status

and are supervised by the Ministry of Hygiene, Medical Care

and Education.

As of March 1987, there were 116 institutions of higher

education in the country under the jurisdiction of the

Ministry of Higher Education, 23 of which were universities;

and the remaining were colleges and institutes of various

types. The enrollment stood at 123,000 students, of whom
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84,000 were attending the universities. In addition, the

Islamic Open University, founded in 1981, expanded its

operation to 73 units in 70 cities and towns across the

country by 1987. A correspondence university also served

5000 students in the 1987-1988 academic year (Iran Yearbook,

1988).

Business professional education is offered at some of

the major universities, colleges, and institutes associated

with different ministries. At the secondary level business

programs are offered at some of the vocational and technical

schools (Eberhard, 1989; Office of High Council for

Coordination of Vocational and Technical Education of the

Country (Iran),, [OHCCVTE], 1986-1987).

Business education at the college and university level

is generally limited to a few fields of study such as

accounting, business economics, management, and Olume Edary

(administrative sciences or public management). Only a few

colleges and major universities have diverse programs in

business education that include other areas of business such

as marketing, management science and informatics, finance,

insurance, and banking (IRPSE, 1972; IRPSE, 1976; Kurian,

1988).

In 1972, the National University of Iran in Tehran (now

the University of Shahid Beheshti) offered accounting

programs in the faculty of Economics and Political Science.

The University of Shiraz offered economic and administrative
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sciences degrees in the Faculty of Arts and Sciences. The

University of Tehran had programs in accounting,

administrative sciences (public management), and business

administration. In Addition, the College of Commerce in

Tehran offered programs in business administration (IRPSE,

1972, Appendix No. 3). The National Iranian Oil Company also

operated the School of Accounting and Finance in Tehran. The

following private and public colleges also offered programs

in accounting and management in 1972: (1) Gilan College of

Management in Rasht, (2) the Institute of Accounting in

Tehran, (3) Iran Institute of Banking in Tehran, (4) Karaj

College of Mathematics, Economics, and Management in Karaj,

(5) Kerman College of Management in Kerman, (6) Mazandaran

College of Economics and Social Sciences in Bobolsar, (7)

Rasht Commercial College in Rasht, and (8) Tehran College of

Insurance in Tehran (IRPSE, 1972).

As of 1991, the following universities had departments

(faculties) of business administration, administrative

science, and/or management: (1) Allameh Tabatabi in Tehran--

Faculty of Management and Accountancy, (2) Al-Zahra in

Tehran--Faculty of Accountancy and Management, (3)

University of Esfahan--Faculty of Administrative Sciences

and Economics, (4) Shaheed Beheshti University in Tehran--

College of Accountancy and Management, (5) the University of

Tehran--Faculty of Management and Business Administration

(Taylor, 1991).
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In modern times, the first college and university

faculty in Iran were graduates of Dar al-Funoon who had

received further education in Europe, notably France (Kani,

1954). College and university faculty in Iran are classified

as professor (Ostad), associate professor (Danesh Yar),

assistant professor (Ostad Yar), and instructor (Morrabbi)

(Kurian, 1988). There were 8600 full-time, 524 part-time,

and 5,566 hourly paid faculty working in the Iranian

institutions of higher education in the 1985-1986 academic

year. During the same period, the student body was 151,495,

of whom 106,093 were men and 45,402 were women (Nashre

Danesh, 1988). The University of Tehran is the largest

institution of higher education in the country. In the 1986-

1987 academic year, it had a student body of 36,709 and a

total of 890 faculty (Eberhard, 1989).

Samii (1984) studied the structure and governance of

the University of Tehran. He concluded that the governance

structure of the university was a combination of

bureaucratic, collegial, and political models; that certain

governmental controls restricted the operation and

performance of the institution; that there was a tendency to

ignore the human element in the organization; that there was

no master plan and no advisory or informal group for problem

solving; and that faculty participation in decision making

was minimal. Emami (1980) described some of the problems of

Jundi-shapoor (University of Shaheed Chamran in Ahwaz,



37

Iran). These problems, according to the author, were lack of

participation of students, faculty, and administrators in

the governance and management of the university; lack of a

progressive and innovative climate; lack of academic

freedom; centralization of power and lack of authority

delegation; unclear aims and goals for the university and

the higher education system; poor linkage of curriculum and

program development and the local and society's needs; lack

of communication among the university, community, and

society; and lack of longterm planning. Regarding the higher

educational system, Rajaipur (1988) concluded that colleges

and universities in Iran are elitists, urban centered, and

designed to provide trained personnel for the government

bureaucracy.

Hamade (1987) reported that high teaching load, low

wages, and scarcity of funds influenced the productivity and

publication pattern of the social science faculty members in

the Middle East (Iran and Turkey), and that there was a lack

of professional communication of faculty among institutions

in the neighboring countries. Hamade contends that

professional communication contributes greatly to the

productivity and publication patterns of faculty. Fathieh

(1987) conducted a study of the attitudes and perceptions of

faculty members and administrators of the University of

Tehran. The author concluded that faculty members and

administrators of the university were both in favor of a
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faculty development program. Fathieh also concluded that

there was a need for administrative support and voluntary

participation of faculty members for such a program.

Accessible literature sources in the United States and

Iran, as of this writing, did not document any studies about

Iranian college faculty job satisfaction. Two studies were

discovered that were about job satisfaction of high school

teachers. Amirtash (1983) investigated the relationships

among job satisfaction, leadership styles, and

organizational climate in 82 randomly selected male high

schools in the city of Tehran. He used a translated form of

the Job Descriptive Index (JDI) for the research and found

that experience, education, and esprit of the teacher's

behavior significantly affected their job satisfaction

level. Barahimi (1986) used Halpin and Croft's

Organizational Description Questionnaire (1967) and the

Minnesota Satisfaction Questionnaire (1967) to study the

relationship of organizational climate and teachers' job

satisfaction in Iranian middle schools, and found that a

more open school climate led to higher general intrinsic and

extrinsic levels of job satisfaction/dissatisfaction.

Amirtash (1983) and Barahimi (1986) also found that

demographic variables showed no significant relationships to

climate or job satisfaction of school teachers.



CHAPTER III

RESEARCH METHODOLOGY

Introduction

In the middle of September 1991, 300 survey

questionnaire packages were mailed to business

administration faculty at 12 selected public universities in

Iran in order to measure their job satisfaction levels. By

the cut off date of February 1, 1992, a usable response rate

of 44t (84 out of 192) was achieved. Each package consisted

of the Persian translation of Hill's (1986-87) Faculty Job

Satisfaction Instrument (Hill's FJS), a cover letter, and a

stamped, self-addressed return envelope. The English version

of the instrument was translated by the researcher into

Persian, using back translation to assure equivalency of

terms and phrases (Choudhry, 1986; Moore, 1989). Both

instruments are appended (Appendices B, C).

Part I of the questionnaire was the Hill's FJS

instrument. It contained 26 questions that were to measure

the six dimensions of job satisfaction. Respondents were

asked to rate each question on a Likert-type scale in

relation to their particular institution. Part II of the

questionnaire included the demographic items of age, rank,

years of teaching in higher education, gross monthly salary,

39
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and professional activity variables of participation in

teaching improvement programs, professional affiliation, and

faculty publication.

Any responses postmarked February 1, 1992 or later (14

as of March 31, 1992 and none as of this writing), were not

used in data analysis. The Statistical Package for the

Social Sciences (SPSS-X) was used to analyze the 84 usable

responses on the basis of predetermined statistical

procedures (Nie, Hull, Jenkins, Steinbrenner, & Bent, 1977;

SPSS-X, 1983). This chapter provides specific information

about the research design, the survey instrument, the

population and study sample, the data collection, the

response rate, and the procedure for data analysis.

Research Design

Research design is a general plan for collecting and

analyzing data for the purpose of finding answers to

problems under investigation. The particular research design

chosen depends on the nature of the problem and the types of

data required (Ary, Jacobs, & Razavieh, 1985; Borg, 1987).

For example, a study to examine the possible association of

work attitudes and job performance requires a sample survey

for measuring each construct and a correlational design for

analyzing the collected data (Borg, 1987; Robinson,

Athanasiou, & Head, 1969).
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Boyles (1988) categorizes research in higher education

into three types: status, trends, and evaluations. Status

research is useful in describing current practices and

conditions, whereas trend study is particularly useful in

describing historical sequences. An evaluation study

compares the outcomes of different policies and practices.

Ary et al. (1985) state that assessment and trend studies

are survey or descriptive research. Survey research is used

for attrition analysis, need assessment, economic impact

analysis, institutional self-study, market research, fund

raising, and outcome analysis (Schiltz, 1988). According to

Volkwein, Crobone, & Volkwein (1988), the methods used in

the past 15 years in higher education research were

empirical (i.e., multivariate, historical, ethnographical,

case studies, experimental, and meta analysis) or

theoretical (i.e., model, and taxonomy). Based on Volkwein' s

et al. (1988) classification, the present study is an

empirical research which uses the survey method for data

collection.

To ascertain and evaluate the current levels of job

satisfaction and their correlates among business

administration faculty at public Iranian universities, a

sample survey, also called status study, was used. Sample

surveys are useful for describing a population and for

testing hypotheses. Sample surveys describe the population

at a certain point in time. However, the results can be used
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for comparative purposes in future studies (Boyles, 1988;

Schiltz, 1988; Warwick & Linninger, 1975).

The research proposal was submitted for approval to the

University of North Texas Institutional Review Board for the

Protection of Human Subjects in research (IRB). An approval

letter from the chair of the IRB was received indicating

that the study had been reviewed and approved "... under

exemption category Rule # 3 and is exempt from further

review under 4 5CFR 46.101" (Peter Witt, Personal

Communication, June 20, 1991).

Survey Instrument

A number of job satisfaction instruments have been

developed and tested. Robinson et al. (1969) list and

evaluate 13 such instruments, including the Job Descriptive

Index (JDI). The Job Descriptive Index is the most

frequently used instrument for job satisfaction studies. It

has been used in all types and at all levels of

organizations, including educational institutions. The

instrument has five scales that measure individuals' job

satisfaction with pay, promotion, supervision, type of work,

and the people on the job.

Determinants of job satisfaction differs for different

occupational groups. That is, job satisfaction is occupation

specific (Buhmenyer & Hunt, 1982; Giles, 1977). There are a

number of job facets that are unique to faculty. These
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specific facets include prestige, power, autonomy, student

achievements, and teaching load (Diener, 1985; Thierry &

Koopman-Iwema, 1984; Swain, 1976). The Job Descriptive Index

is not specific for college and university faculty job

satisfaction studies because its scales do not incorporate

the unique facets of faculty work environment (Hill, 1986-

87; Resinol, 1988;-Robinson et al., 1969).

A number of studies have provided support for

Herzberg's (1959) two-factor theory of job satisfaction and

its applicability for faculty job satisfaction research

(Charoenkul, 1990; Chewapun, 1989; Cohen, 1974; Friesen,

Holdaway & Rice, 1983; Gaziel, 1986; Jain & Mehtani, 1986;

Monroe, 1989; Silver, 1987). Instruments based on Herzberg's

theory include the Minnesota Satisfaction Questionnaire

(Weiss, Dawis, England, & Lopquist, 1967), Oline R. Wood's

Faculty Job Satisfaction/Dissatisfaction Scale (Charoenkul,

1990; Chewapun, 1989), and Hill's (1986-87) Faculty Job

Satisfaction Instrument.

The Minnesota Satisfaction Questionnaire measures

individuals' affective responses to the intrinsic and the

extrinsic factors of their work (Weiss et al., 1967). The

dimensions of Oline R. Wood's Faculty Job Satisfaction/

Dissatisfaction Scale are achievement, growth, interpersonal

relations, policy and administration, recognition,

responsibility, salary, supervision, work itself, and

working conditions. Work itself, interpersonal relations,
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responsibility, achievement, recognition, and growth are the

intrinsic factors. Working conditions, policy and

administration, supervision, and salary are the extrinsic

factors of job satisfaction (Charoenkul, 1990; Chewapun,

1989).

Hill (1986-87) developed his Faculty Job Satisfaction

Instrument from the work of Eckert, Stecklein, and Sagan

(1959). By using factor analysis, Hill identified six

dimensions for faculty job satisfaction: teaching,

convenience, recognition-support, economic, administrative,

and collegial. These dimensions and their associated items

are presented in Table 1. The first three dimensions are the

intrinsic, and the last three are the extrinsic factors of

faculty job satisfaction. Each of the items associated with

these dimensions was to be rated on a Likert-type scale (1

to 5), 1 being very dissatisfied and 5 being very satisfied.

Respondents were asked to describe how satisfied or

dissatisfied they were with the different aspects of their

work. The faculty job satisfaction/dissatisfaction level for

each of the dimensions was found by adding the scores on

their respective items. Scores of the intrinsic or the

extrinsic factors were obtained by adding the scores on

their respective dimensions. Reliability scores for the six

dimensions are reported to range from 0.84 to 0.92 (Hill,

86-87).
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Table 1

The Six-Facet Specific Dimensions and Their Items

1. The Teaching Dimension
a) Association with college students
b) Teaching
c) Opportunities to influence young people
d) The academic growth of young people
e) The motivational level of your students

2. The Convenience Dimension
a) Physical surroundings of work
b) Freedom from conflicting occupational demands
c) Amount of work
d) Office facilities

3. The Recognition-support Dimension
a) Recognition of scholarly achievement
b) Support for teaching innovation
c) Support for research
d) Opportunities for research

4. The Economic Dimension
a) Salary
b) Tenure
c) Fringe benefits
d) Salary parity with other institutions
e) The clarity and consistency of institutional

requirements for promotion, tenure, and retention

5. The Administrative Dimension
a) Involvement in faculty hiring and termination

decisions
b) Involvement in campus promotion and tenure decisions
c) Involvement in general policy making
d) Involvement in extracurricular development

6. The Collegial Dimension
a) The opportunity to associate professionally with

others in your field
b) The opportunity to socialize with professionals
c) The interest which other colleagues have in your work
d) The cooperation of your colleagues

Note. From a theoretical analysis of faculty job
satisfaction/dissatisfaction by Malcolm D. Hill,
1986-87, Educational Research Quarterly, 10(4), 36-44.
Reprinted by permission.
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The six dimensions of Hill's Faculty Job Satisfaction

Instrument are representative of the content domain of

faculty work environment, that is, the instrument has

content validity (Ary et al., 1985). This domain includes

working conditions, personal autonomy, teaching and

research, and interaction with students, which are generally

sources of faculty job satisfaction (Allen, 1972; Calderon-

Garcia, 1986; Diener, 1985; Filan, Okun, & Witter, 1986;

Malone, 1990; Pearson & Seiler, 1983; Sorcinelli & Near,

1989; Swain, 1976). The domain also includes pay, policies

and administration, supervision, employer support and

participation in decision making. These are more often

sources of faculty dissatisfaction (Charoenkul, 1990;

Chewapun, 1989; Malone, 1990; Pearson & Seiler, 1983;

Thompson, 1991).

Hill's Faculty Job Satisfaction Instrument was used to

collect the data for this study because of its high

reliability, its theoretical basis, and its validity. Other

reasons for its use were the short time which is required to

complete the questionnaire (about 10 minutes), and the ease

of scoring and analysis.

Persian Version of the Instrument

The original instrument was translated into Persian by

the researcher. It was also given to two other Iranians, one

faculty and one graduate student, for translation into
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Persian. The translation by the faculty, who returned it,

was compared to my own and necessary changes were made to

the Persian version of the instrument. The Persian version

was then given to four Iranian faculty and one Iranian

graduate student in the United States who had not seen the

English version of the instrument for reverse translation in

order to determine equivalency of terms and expressions

(Choudhry, 1986; Moore, 1989).

Only the graduate student returned the questionnaire

with reverse translation. His reverse translation was

compared to the English version of the instrument. The

comparison did not require major changes in the Persian

version of the instrument. The instrument was then field

tested among 16 Iranian graduate students and faculty in the

north Texas area. They were asked to act as a jury and

evaluate the instrument for its readability and accuracy of

terms and expressions, and final revisions were made. Both

the English and the final revised Persian versions of the

survey instrument are appended (Appendices B & C).

Demographic data concerning gender, years of teaching

in higher education (4-year college or university), age, and

gross monthly salary were used to describe the sample and

were also correlated with the intrinsic and the extrinsic

factors of faculty job satisfaction. Since these questions

are of sensitive nature, demographic data were the last

items of the questionnaire (Kerlinger, 1973; Warwick &
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Linninger, 1975). Also, included in the second part of the

questionnaire were professional activity variables of

participation in teaching improvement programs (in the 2

years prior to the study), professional affiliation, and

faculty publication (in the 2 years prior to the study).

Professional activity variables were also correlated with

the intrinsic and the extrinsic factors of faculty job

satisfaction.

Procedure for Data Collection

The Population and Sample

Public universities that offered business

administration degree programs or courses were identified

and selected. This information was obtained by consulting

the 1989 International Handbook of Universities and through

a preliminary letter to public universities in Iran

(Eberhard, 1989). Twelve universities were thus identified.

Business faculty at the 12 institutions constituted the

study population. All full-time business faculty at these

institutions were asked to participate in this investigation

and thus formed the study sample. Ten of the 12 universities

agreed, in principle, to participate (see Table 2). Survey

packages were also mailed to the other two universities

(Shahid Chamran & Gilan). Since all faculty members in the

target population were included in the research, no sampling
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method was used or required (Ary et al. 1985; Rossi, Wright,

& Anderson, 1983).

Data Collection

The survey method using a questionnaire is useful when

obtaining data from subjects who are geographically

dispersed, face to face interviews are not essential or time

consuming and expensive and therefore not feasible, and

funds are limited (Ary et al., 1985; Lang & Heiss, 1984).

Since these conditions were applicable for this study, a

mailed questionnaire was used to collect data on business

administration faculty job satisfaction in Iranian public

universities.

Prior to mailing the questionnaire, a letter was sent

to the director of evaluation and education, the vice

president of academic affairs, or the department chairperson

at each university informing them that a survey

questionnaire package was being mailed to them and

requesting their cooperation in its distribution among

faculty. Each package consisted of a cover letter (Appendix

A), the Persian version of the Hill's Faculty Job

Satisfaction Instrument (Appendix C), and a stamped, self-

addressed return envelope.

The survey questionnaire had two parts. Part I of the

questionnaire was the Hill's FJS instrument. It contained 26

questions that were to measure the six dimensions of job
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Table 2

Names and Locations of Universities for the Study

University Location College and Division

Allameh Tehran College of Accounting and
Tabataba - e Management

Al-Zahra Tehran College of Social Sciences
and Economics

Boalisina Hamedan College of Arts and
Humanities, Economic Group

Esfahan Esfahan College of Administrative
Sciences and Economics

Ferdowsi Mashhad College of Administrative
Sciences and Economics

Mazandaran Babolsar College of Social Sciences,
Accounting group

Shaheed Tehran College of Management and
Beheshti Administrative Sciences

Shiraz Shiraz College of Arts and Sciences,
Business Administration and

Economic Group

Tarbiyat-e Tehran College of Humanities,
Modarres Accounting Group

Tehran Tehran College of Administrative
Sciences and Economics

Note. aMy translation based on 1991-1992 survey information.

satisfaction. Respondents were asked to rate each question

on a Likert-type scale in relation to their particular

institution. Demographic items of age, rank, years of
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teaching in higher education, and gross monthly salary; and

professional activity variables of participation in teaching

improvement programs in the 2 years prior to the study,

professional affiliation, and faculty publication in the 2

years prior to the study were included in part II. The cover

letter explained the purpose, nature, and the significance

of the study.

Response Rate

The survey instrument in Persian (Appendix C), the

cover letter, and a self-addressed, stamped return envelope

were mailed on September 15, 1991. A response time of two

weeks, after receipt, was requested. On November 1, 1991,

the nonrespondents were mailed a postcard reminder, asking

for their cooperation. Those who had not responded by

December 15, 1991, were mailed a new package including the

cover letter, a follow-up letter (requesting respondents

cooperation), the survey instrument, and a self-addressed,

stamped return envelope on December 15, 1991. On the first

mailing, the first response was received after 4 weeks, and

since a 2-week response time was requested the turn-around

time was set at 6 weeks. Hence, a postmark of February 1,

1992, was used as the cut off point for the study. This

study measured business administration faculty job

satisfaction in the 1991-1992 academic year (1370-1371 H.S.,

Iranian Calendar).
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A low response rate is one of the disadvantages of

survey research. Efforts to enhance response rate included

the following. The cover letter expressed the benefits and

significance of the study. The survey was short and required

about 10 minutes to complete. A self-addressed, stamped

envelope was included in each package, making it easier for

respondents to return the survey at no cost to them. In

addition, follow-up questionnaire packages were mailed to

non-respondents. Each follow-up package contained a copy of

the instrument, the cover letter, and a self-addressed,

stamped return envelope (Schlitz, 1988; Warwick & Linninger,

1975).

After the two mailings, no responses were received from

the University of Shaheed Chamran in Ahwaz or the University

of Gilan in Rasht, so they were deleted from the sample.

Hence, a total of 10 public universities participated in the

study. Since the number of full-time faculty at these

universities was not available or was not furnished

completely by the respective universities, a question was

added to the end of the survey asking faculty members to

provide this information. The total number of full-time

business administration faculty at the 10 universities was

reported to be 192. This was used as the total sample size.

As of the cut off date of February 1, 1992, 95 surveys had

been returned, of which 84 were usable. Thus, an overall

response rate of 481 and a usable response rate of 44% were
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achieved.

Procedure for Data Analysis

Data were coded and entered by the researcher into the

computer, and SPSS-X was used to analyze the collected data

based on the research questions. The means and standard

deviations of the six dimensions of job satisfaction/

dissatisfaction and the two factors were calculated and

compared to answer the first research question: What is the

degree of job satisfaction/dissatisfaction among business

administration faculty at Iranian public universities?

Stepwise multiple and simple regression were used to answer

the second and third research questions: Is job

satisfaction/dissatisfaction dependent on age, rank, years

of teaching in higher education, and salary?, and is job

satisfaction/dissatisfaction dependent on participation in

teaching improvement programs, professional affiliation, and

faculty publication?

The Pearson Product Moment correlations were calculated

for each factor to answer the fourth research question: What

are the relationships among the intrinsic and the extrinsic

factors of faculty job satisfaction? In addition, the means

of the intrinsic and the extrinsic factors for the study

sample were compared, using t-test for two independent

samples. An alpha level of 0.05 was used to test the

significance of each of the questions.



CHAPTER IV

FINDINGS

Introduction

Statistical analyses of collected data were performed

using SPSS-X (Norusis, 1990). The findings, as they are

related to the research questions, are reported and

explained in this chapter. 95 survey questionnaires were

received by the cut off date of February 1, 1992. Eleven

surveys were not usable because respondents were either in

the wrong discipline or were part-time faculty. Surveys

received after the cut off date were not included in the

analysis. The 84 usable surveys received represent an

overall usable response rate of 44 percent.

Default procedure of the SPSS-X was used for the

treatment of missing data. That is, only cases with no

missing values were used in the calculations (Norusis, 1990;

SPSS-X, 1983). Items associated with the six dimensions of

the instrument were rated using Likert-type scales of 1

(very dissatisfied) to 5 (very satisfied). Responses to

these items were treated as interval level data. Demographic

variables of age, salary, and years of teaching in higher

education were treated as continuous. Rank and gender were

treated as nominal and were dummy coded for statistical

54
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calculations. Interest factors, or reasons for choosing an

academic position, were treated as ordinal and required no

dummy coding because they were not used in statistical

calculations. Professional activity variables of

participation in teaching improvement programs and

professional affiliation (membership in professional

societies) were treated as nominal and were dummy coded.

Number of faculty publications in the 2 years prior to the

study was treated as continuous. Aggregate mean scores of

the intrinsic and the extrinsic factors were calculated and

regressed on the demographic and professional activity

variables for the study sample. The intrinsic and the

extrinsic factors were also correlated with each other using

the Pearson Product Moment Correlation.

Statistical Findings

The first research question sought to determine the

degree of job satisfaction or dissatisfaction among business

administration faculty on the six dimensions of teaching,

convenience, recognition-support, economic, administrative,

and collegial. To answer this question, means and standard

deviations for the six dimensions were calculated and

compared (see Table 3).

The mean and standard deviations of the intrinsic

factors of the study sample were 3.38 and 0.67,

respectively. Based on the 5-point scale, the subjects were
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Table 3

Faculty Satisfaction/Dissatisfaction of Study Sample

Dimensions n Mean Standard
Deviation

Teaching 80 3.54 0.67
Convenience 78 3.29 0.75
Recognition-support 82 3.25 0.98
Intrinsic Factor 72 3.38 0.67

Economic 78 3.16 0.90
Administrative 79 2.60 0.99
Collegial 82 3.11 0.87
Extrinsic Factor 77 2.94 0.76

Note. Very Dissatisfied=1, Moderately Dissatisfied=2,
No Opinion=3, Moderately Satisfied=4, Very Satisfied=5.

moderately satisfied with the teaching, convenience, and

recognition-support dimensions. They were more satisfied

with the teaching than with the convenience or the

recognition-support dimensions. Based on the average rating

for the extrinsic factors of 2.94 and a standard

deviation of 0.76, business administration faculty were

moderately dissatisfied with the economic, administrative,

and collegial dimensions. They had the highest

dissatisfaction with the administrative dimension as

compared with the economic or the collegial dimensions.

Overall, faculty were less satisfied with the extrinsic

factors than with the intrinsic factors. The t-test for two

independent samples was performed for the mean scores of the

intrinsic and the extrinsic factors. By default, the t-test
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excludes cases with missing values (SPSS-X, 1983). It was

found that the mean scores of the two factors were

significantly different at 0.05 alpha (see Table 4).

Table 4

T-test for Intrinsic and Extrinsic Factors

Mean n Standard Standard t df 2-tail
Difference Deviation Error Probability

0.394 66 0.464 0.057 6.90 63 0.000

Note. Alpha=0-.05.

The second purpose was to examine relationships of

faculty job satisfaction/dissatisfaction and the demographic

variables. For this purpose, stepwise multiple regression

analysis was performed on collected data (Norusis, 1985).

Age, rank, years of teaching in higher education (4-year

college or university), and gross monthly salary were

predictor variables, and the intrinsic and the extrinsic

factors were the dependent, or criterion, variables in the

regression analysis. Stepwise multiple regression procedures

did not reveal any significant relationships among the

predictor and the dependent variables. Table 5 presents the

results of the simple regression of each of the predictor

variables on the intrinsic and the extrinsic factors.

Examination of R2s for the predictor variables indicated



58

that age, rank, years of teaching in higher education, and

gross monthly salary, individually, did not significantly

contribute to the variance of job satisfaction/

dissatisfaction for the study sample.

Table 5

Relationships of Intrinsic and Extrinsic Factors
and Demographic Variables

Predictor Variables nR2

Intrinsic Factors and
Age 69 0.01282
Rank 72 0.02042
Years Teaching in Higher

Education 72 0.01281
Gross Monthly Salary 65 0.01242

Extrinsic Factors and
Age 74 0.00242
Rank 77 0.01953
Years Teaching in Higher
Education 76 0.00117

Gross Monthly Salary 72 0.01440

Note. Alpha=0.05.

The third purpose of the study was to determine whether

or not the intrinsic and the extrinsic factors of job

satisfaction/dissatisfaction could be predicted by

professional activity variables of participation in teaching

improvement programs, professional affiliation, and faculty

publication. Stepwise multiple regression analysis was used

to examine these relationships. The results of this analysis

are presented in Tables 6 and 7.



59

Table 6

Relationships of Intrinsic Factors and Professional
Activity Variables

Variable Entered on Step 1: MEM Professional Affiliation

Multiple R 0.3467
R2 0.1202
Adjusted R2  0.1053

----------------------------------------------------

Variables in the Equation

Variable B SE of B Beta t Sig. t

MEM 0.4553 0.1603 0.3467 :2.839 0.0062
Constant 3.1409 0.1125 27.927 0.0000

Variable Entered on Step 2: METHODT Teaching Improvement

Multiple R 0.4253
R2  0.1808
Adjusted R2  0.1526

---------------------------------------------------

Variable in the equation

Variable B SE of B Beta t Sig. t

MEM 0.3805 0.1602 0.2898 2.376 0.0208
METHODT 0.3948 0.1904 0.2529 2.073 0.0426
Constant 2.8734 0.1692 16.985 0.0000

Note. Alpha=0.05.

Examination of R2s (coefficient of determinations) for

the dependent variables showed that professional affiliation

accounted for 12% of the variance from the mean of the

intrinsic factors. When participation of faculty in teaching



60

improvement programs was entered into the regression

equation, R2 increased by 6%. The two predictor variables

together accounted for 18% of the variance of the intrinsic

factors. Professional affiliation accounted for 14.2% of the

variance of the extrinsic factors.

Table 7

Relationships of Extrinsic Factors and Professional
Activity Variables

Variable Entered on Step 1: MEM Professional Affiliation

Multiple R 0.3769
R2 0.1420
Adjusted R2  0.1275

----------------------------------------------------

Variable in the equation

Variable B SE of B Beta t Sig. t

MEM 0.5652 0.1808 0.3769 3.125 0.0028
Constant 2.6893 0.1268 21.205 0.0000

Note. Alpha=0.05.

The strength of the relationships among the intrinsic

and the extrinsic factors and the professional activity

variables, individually, is presented in Table 8.

Professional affiliation accounted for 12.78% of the

variance of the intrinsic factors and 12.65% of the variance

of the extrinsic factors. Participation in teaching

improvement programs was a significant predictor of the
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intrinsic and the extrinsic factors of faculty job

satisfaction. It accounted for 11.4% of the variance of the

intrinsic factors and 7.91% of the variance of the extrinsic

factors of the study sample.

Table 8

Strength of the Relationships of Intrinsic and
Extrinsic Factors and Professional Activity Variables

Predictor Variables n R2

Intrinsic Factors and
Teaching Improvement 71 0.1140*
Professional Affiliation 67 0.1278*
Faculty Publication 70 0.0004

Extrinsic Factors and
Teaching Improvement 76 0.0791*
Professional Affiliation 72 0.1265*
Faculty Publication 74 0.0014

Note. *Significant at 0.05 alpha.

The fourth purpose of the study was to examine the

degree of association between the intrinsic and the

extrinsic factors of faculty job satisfaction. For this

purpose Pearson Product Moment Correlations for the six

dimensions and the two factors were calculated. The results

are presented in Table 9. Cases with missing values were not

included in the analysis (Norusis, 1990; SPSS-X, 1983). The

teaching, convenience, and recognition-support dimensions

had higher positive correlations with the intrinsic factors
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than with the extrinsic factors. Whereas, the economic,

administrative, and collegial dimensions showed higher

positive correlations with the extrinsic than with the

intrinsic factors. The intrinsic and extrinsic factors had a

significant positive correlation coefficient of 0.78.

Table 9

Correlations of Intrinsic and Extrinsic Factors

Dimension Intrinsic Extrinsic

Teaching .8176* .6817*
Convenience .8241* .63:21*
Recognition-support .8829* .70:24*

Economic .6334* .8434*
Administrative .6279* .8753*
Collegial .6327* .7912*

Intrinsic 1.000 .7790*
Extrinsic .7790* 1.000

Note. *Significant at 0.05 alpha.

Cronbach's (1951) internal consistency reliabilities

(coefficient alpha) for the six dimensions were calculated

and are shown in Table 10 (Norusis, 1986).

Descriptive Data

Descriptive statistics of age, gross monthly salary,

years of teaching in higher education (4-year college or

university), and number of faculty publications in the 2
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Table 10

Cronbach Reliability Coefficients for the Six
Dimensions

Dimensions Cronbach Alpha No. of Items

Teaching 0.7342 5
Convenience 0.4924 4
Recognition-support 0.8535 4

Economic 0.8171 5
Administrative 0.8265 4
Collegial 0.7728 4

Intrinsic 0.8519 13
Extrinsic 0.8846 13

Note. n=66.

years prior to the study are presented in Table 11. Subjects

had a mean age of 40.5, an average monthly gross salary of

32,170 rials, had taught for 9.6 years at the college or

university level, and had an average of 3 publications in

the 2 years prior to the study.

Presented in Table 12 are the distribution of highest

academic degree, gender, rank, professional affiliation, and

participation in teaching improvement programs in the 2

years prior to the study. Nearly 55% of the study sample had

a master's degree, whereas only 45.21 held a doctorate. The

male faculty constituted 96.4% and female faculty 3.6% of

the total. Instructors constituted 59.5%, assistant

professors 32.1%, and associate professors 8.3% of the study
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sample. There were no faculty with the rank of professor. In

terms of professional affiliation, 48.7% of business faculty

were members of at least one association in their field.

Also, 77.8% of the subjects had participated in one form of

teaching improvement program in the 2 year prior to the

study.

Table 11

Descriptive Statistics of Age, Salary, Years Teaching
in Higher Education, and Faculty Publication

Variable n Mean Standard
Deviation

Agea 81 40.53 7.26

Salary 77 32.17 8.64

Years Teaching in 83 9.46 5.11
Higher Education

Publication' 80 3.63 2.97

Note. aIn years. bGross monthly salary in 1000 tomans,1.0
toman=10 rials; $1.0=1425 rials in the 1991's floating
rate (from Kayhan Havai, No. 962, p. 10, December 25,
1991). *Number of books, chapters in a book, journal
articles,and textbooks in the 2 years prior to the study.

Other Findings

Faculty were asked to rank three of the most important

reasons why they had chosen an academic position. Their

responses are shown in Table 13. The three most important
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Table 12

Distribution of Highest Academic Degree. Gender, Rank,
Professional Affiliation, and Participation in Teaching
Improvement Programs

n f Percent Cumulative
Percent

Degree

Master
Doctorate

Gender

Female
Male

Rank

Instructor
Assistant Prof.
Associate Prof.
Professor

84 46
84 38

83
83

84
84
84
84

3
80

50
27
7
0

54.8
45.2

3.6
96.4

59.5
32.1

8.3
0.0

54.8
100.0

3.6
100.0

59.5
91.6

100.0
0.0

Affiliation

Nonmember 78
Member 78

Teaching Improvement
Programs

Participated
Not Participated

81
81

40
38

63
18

51.3
48.7

77.8
22.2

51.3
100.0

77.8
100.0

Note. aMember of at least one professional society.Including in.-service teaching program, workshop,
seminar, courses, and self-study.
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reasons for choosing an academic position among business

faculty in rank order were teaching enjoyment (31 or 36.9%)),

academic life (19 or 22.6%), and association with students

(18 or 21.4%).

Table 13

Frequency Distribution of the Three Most Important
Reasons for Choosing an Academic Position

Frequencies
Reasons 1st 2nd 3rd

1. Academic Atmosphere 21 13 8
2. Enjoyment of Teaching 31a 17 10
3. Association with Students - 12 18"
4. Research in own Field 2 7 6
5. Physical Surrounding - 3 5
6. Academic Life 19a 16 12
7. Service to Profession 5 7 7
8. Second Best Job - 2 1
9. Work Freedom 6 7 17

84 84 84

Note. "Highest frequencies.

Common among the comments on the open-ended question

were the following: (1) survey questions were logical,

pertinent, but limited and did not include the specific

context of the Iranian university setting (no elaborations

were given; (2) college and university teaching is a highly

prestigious occupation with inadequate compensation; (3)

lack of faculty participation in the selection process and

allocation of limited resources; (4) limited and poor
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research resources and limited faculty time for research;

(5) rapid expansion of higher education in the face of

limited resources; (6) uneven economic and social dimensions

have to be taken into account in evaluation and assessment

of the higher education system in the country; and (6) need

cooperative education in business programs.



Chapter V

SUMMARY, DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS

This chapter presents a summary of the design,

execution, and findings of the study about business

administration faculty job satisfaction/dissatisfaction in

selected Iranian public universities. Discussions of the

findings in terms of the purposes of the research and the

conclusions reached are followed by recommendations for

future research and for implementation into practice.

Summary

Concern over the turnover of faculty in Iranian

colleges and universities in the early 1980s, postwar

economic condition of the country, and limited research

about Iranian college faculty were the reasons for

conducting this study (Katouzian, 1989; Khatami, 1989;

Kurian, 1988; Redjali, 1988; Ronaghy & Simon, 1983). The

study was designed to measure the level of job satisfaction/

dissatisfaction among business administration faculty in

selected public universities in Iran. The second purpose of

the study was to examine the relationships between the level

of job satisfaction/dissatisfaction and the demographic

variables of age, rank, years of teaching in higher

education, salary, and the professional activity variables

68
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of professional affiliation, participation in teaching

improvement programs, and faculty publication. Another goal

of the study was to determine the utility of Hill's (1986-

87) Faculty Job Satisfaction Instrument in the Iranian

higher educational setting.

Job satisfaction was defined operationally, according

to Herzberg's theory, as the fulfillment of needs of

individuals in terms of the intrinsic and the extrinsic

factors of their work environment. Extrinsic, or hygiene,

factors--interpersonal relations, supervision, working

conditions, company policies, and salary- -more frequently

lead to job dissatisfaction and less often to job

satisfaction; whereas intrinsic, or motivator, factors- -work

itself, achievement, promotion, recognition, and

responsibility--are more often sources of job satisfaction

and less frequently sources of job dissatisfaction (Locke,

1976; Davis, 1977).

Hill's (1986-87) Faculty Job Satisfaction Instrument

was used to measure the intrinsic and the extrinsic factors

of faculty job satisfaction/dissatisfaction. The 84 usable

responses were analyzed using the software package for the

social sciences (Norusis, 1990; SPSS-X, 1983). The level of

significance was set at 0.05, and the default mechanism of

SPSS-X was used for the treatment of missing data.

A profile of the respondents developed from the means

of the demographic and the professional activity variables
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showed that a typical respondent was 40 year of age, had an

average monthly salary of 320,000 rials, had 9 years of

teaching experience at the college or university level, and

had 3 publications in the 2 years prior to the study. Of the

respondents, 54.8% had a master's degree, and 45.21 had a

doctoral degree. Male faculty constituted 96.4% and female

faculty 3.6% of the sample. Instructors constituted 59.5%,

assistant professors 32.1%, and associate professors 8.3% of

the study sample. There were no faculty with the rank of

professor. In terms of professional affiliation, 48.7% of

faculty were members of at least one association in their

field. The percentage of faculty who had participated in a

teaching improvement program in the 2 years prior to the

study was 77.8%. The three most important reasons for

choosing an academic positions among business faculty in

rank order were teaching enjoyment (31 or 36.9%), academic

life (19 or 22.61), and association with students (18 or

21.4%).

Common among the comments on the open-ended question

were the following: (1) survey questions were logical,

pertinent, but limited and did not include the specific

context of the Iranian university setting (no elaboration

was given); (2) college and university teaching is a highly

prestigious occupation with inadequate compensation; (3)

lack of faculty participation in the selection process and

allocation of limited resources; (4) limited and poor
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research resources and limited faculty time for research;

(5) rapid expansion of higher education in the face of

limited resources, uneven economic and social dimensions

have to be taken into account in evaluation and assessment

of the higher education system in the country; (6) need

cooperative education in business programs.

The intrinsic and the extrinsic factors of the study

sample had means of 3.38 and 2.94, respectively. The mean

difference of the two factors was significant at the 95%

confidence level. Stepwise multiple regression revealed that

age, rank, years of teaching in higher education, and salary

did not significantly explain the variance in the intrinsic

or the extrinsic factors. In other words, age, rank, years

of teaching in higher education, and salary did not

contribute to the levels of job satisfaction/dissatisfaction

of faculty. Faculty professional affiliation accounted for

12% of the variance of the intrinsic factors and 14.2% of

the variance of the extrinsic factors. When participation of

faculty in teaching improvement programs was entered into

the stepwise regression, R-square increased by 6%. That is,

professional affiliation and participation in teaching

improvement programs together explained 18% of the variance

of the intrinsic factors. Participation of faculty in

teaching improvement programs did not significantly

contribute to the prediction of the extrinsic factors of

faculty job satisfaction of the study sample. Faculty
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publication showed no significant relationship to either the

intrinsic or the extrinsic factors of faculty job

satisfaction/dissatisfaction.

The intrinsic and the extrinsic factors showed a

positive correlation of 0.78. Finally, Cronbach's

reliability coefficients for the six dimensions ranged from

0.49 to 0.85 (see Table 10, p. 63).

Discussion

Generally, faculty were more satisfied with the

intrinsic than with the extrinsic factors of their job.

Teaching, convenience, and recognition-support dimensions

had higher positive correlations with the intrinsic rather

than with the extrinsic factors. Whereas, economic,

administrative, and collegial dimensions showed higher

positive correlations with the extrinsic rather than the

intrinsic factors. These findings are consistent with the

conclusions reported by Diener (1985), Hill (1986-87),

Malone (1990), Pearson and Seiler (1983), Sorcinelli and

Near (1989), and Swain (1976).

There were no significant relationships among the

demographic variables of age, rank, years of teaching in

higher education, and salary and the intrinsic or the

extrinsic factors. These findings are inconsistent with the

conclusions reached by Charoenkul (1990), Chewapun (1989),

Pearson and Seiler (1983), and Resinol's (1988). According
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to these authors, age should have contributed the greatest

variance of the mean for job satisfaction, whereas salary

and rank should have contributed the least variance for

faculty job satisfaction. These contentions were not

supported by the results of the present sample. The

inconsistencies may be attributable to cultural differences,

sample size, and to the difficulty of making comparisons

when different instruments are used for measurement purposes

(Drenth & Groenedijk, 1984; Robinson, Athanasiou, & Head,

1969). However, the results are in agreement with the

findings of Amirtash (1983) and Barahimi (1986). They found

that demographic variables were not significantly related to

the level of job satisfaction of school teachers in Iran.

The relationships of faculty professional affiliation,

participation in teaching improvement programs, and faculty

publication with the intrinsic and the extrinsic factors

were either very weak or non-existent. Professional

affiliation and participation in teaching improvement

programs had significant relationships with the intrinsic

factors, accounting for 18% of the variance of faculty job

satisfaction. These findings are consistent with those

reported by Diener (1985), Driscoll (1978), Pearson and

Seiler (1983), and Swain (1976).

Finally, the intrinsic and the extrinsic factors of the

sample were significantly different from each other, despite

their high correlation. Their high positive correlation,
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however, is consistent with the contention that the two

factors are not independent of each other (Herzberg,

Mausner, & Snyderman, 1959; Robinson et al., 1969). The

intrinsic factors contributed more to the faculty job

satisfaction than did the extrinsic factors, lending support

to Herzberg's (1959) two-factor theory and to validity of

Hill's (1986-87) Faculty Job Satisfaction Instrument. Since

job content and working concerns of faculty are basically

similar across cultures, the occupation specific Hill's

instrument is applicable in Iran. Moreover, the validity of

the Persian version of the instrument was assured through

back translation and field testing, as explained in Chapter

Three. In addition, reliability coefficients of the six

dimensions of the Persian translation of the instrument are

comparable to those reported by Hill (1986-87).

Conclusions

Based on the findings of the survey, the major

conclusions are enumerated below.

1. Business administration faculty in Iran were more

satisfied with the teaching, convenience, and

recognition-support dimensions than they were with the

economic, collegial, and especially administrative

dimensions.

2. Faculty job satisfaction/dissatisfaction was not

significantly related to age, rank, years of teaching in
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higher education, salary, professional affiliation,

participation in teaching improvement programs, or

faculty publication.

3. Professional affiliation and participation in teaching

improvement programs explained 121 and 6%, respectively,

of the variance of the intrinsic factors of faculty job

satisfaction. Participation of faculty in teaching

improvement programs did not significantly contribute to

the prediction of faculty job satisfaction.

4. Mean scores of the intrinsic and extrinsic factors were

significantly different for the study sample, lending

support for the Herzberg's two-factor theory (Davis,

1977; Hill, 1986-87). It is also concluded that the

instrument is valid and reliable for use in faculty job

satisfaction studies in Iranian colleges and

universities.

Recommendations

Recommendations for Future Research

Administrative concerns of business administration

faculty in this survey were in the areas of faculty hiring,

tenure, and termination decisions. To identify other problem

areas in the administration and governance of colleges and

universities in Iran and to find appropriate solutions for

them, it is recommended that assessment studies be conducted
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at the institutional and national levels. Faculty

participation in this endeavor is recommended and should be

encouraged, especially, at the institutional level. Studies

about recruitment and placement, reward structure, faculty

retention strategies, models and strategies for faculty

development and evaluation, and faculty participation in

curriculum development are also recommended.

Job satisfaction studies can be conducted periodically

as part of institutional self-assessment. However, a

national study of faculty job satisfaction is also

recommended. The present Persian translation of Hill's

Faculty Satisfaction Instrument or other similar instruments

can be used for such studies.

Research about the following topics are also

recommended: relevancy of higher education (i.e.,

curriculum) to the professional needs of society, strategies

for the linkage of teaching and research, status of graduate

studies, strategies for student college admission reforms

(based in part on Dr. Moeen's speech, Minister of Culture

and Higher Education, Kayhan, October 9, 1990; Survey

findings).

Recommendations for Implementation

Job satisfaction surveys are action oriented and useful

for practical decision making. Information about faculty job

satisfaction can be used for selection, retention, and
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development programs. Programs designed for faculty

retention and development can use information obtained

through job satisfaction surveys. To increase faculty job

satisfaction, it is recommended that the faculty senate or

an ad hoc committee, in cooperation with the administration

in each university, actively engage in devising strategies

for providing research resources, for identifying personnel

problems of faculty, including faculty compensation and

teaching, and for developing faculty evaluation, retention,

and development models.

Universities can and should play active roles in the

national, technological, and scientific development of

developing nations. Universities and their faculties, for

example, can participate by conducting studies in social and

economic planning. University administrators can also

contribute in this endeavor by delineating a plan of action

for allocating limited resources, by alleviating

dissatisfaction of faculty, and by increasing faculty

retention rates.

Coherent and consistent leadership is necessary to

bring about positive and lasting changes in the Iranian

educational system in general and higher education in

particular. This kind of leadership should be flexible to

operate within the budgetary constraints and the framework

of the long-range comprehensive economic plan of the country

(Amirahmadi, 1990; Kayhan, October 9, 1990). Furthermore,
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the planning process should integrate academic, financial,

facilities, and manpower needs of higher education in the

country (Emami, 1980).
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Cover Letter In English

Dr . . o..

Dept. of...
University ...

Dear Sir/Ma'am, Month Day, 1991

You have been selected to participate in a study of
faculty job satisfaction in Iranian universities. Your
cooperation in this study will increase the reliability of
this investigation. Please take a few minutes to fill the
accompanied questionnaire and return it within two weeks
upon its receipt.

Let me assure you that all your answers will be kept in
the strictest of confidence and will not be disclosed to
anyone. Only the collective results will be tabulated and
reported.

I will be more than happy to send you the results. If
you are interested in receiving the results, please check
the appropriate question at the end of the survey.

Again, let me extent my greatest thanks to you for
participating in this study.

Sincerely,

Abdollah Kouloubandi

University of North Texas
Denton, Texas 75203
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Cover Letter in Persian
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INTRODUCTION

This survey consists of two parts. Part I has 26 items
and you are asked to rate them in relation to your
particular institution. The scale ranges from very
dissatisfied to very satisfied. Part II consists of general
and demographic questions.

Let me remind you that all your answers and other
information in this survey are absolutely confidential.

Thank you for your time and cooperation in this study.
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Hill's Faculty Job Satisfaction Instrument

Reprinted By Permission

Part I

Various aspects of one's job may vary in terms of the degree
of satisfaction-dissatisfaction it brings to an individual.
Please indicate the degree of satisfaction-dissatisfaction
you find with the following job-related characteristics in
your present job situation.

[Please circle the appropriate number]

(1) very dissatisfied (VD)
(2) moderately dissatisfied (MD)
(3) no opinion
(4) Moderately satisfied (MS)
(5) Very Satisfied (VS)

1. Association with college age students 1 2 3 4 5

2. Teaching 1 2 3 4 5

3. Opportunities to influence young people 1 2 3 4 5

4. The academic growth of your students 1 2 3 4 5

5. The motivational level of your students 1 2 3 4 5

6. Physical surroundings of your work 1 2 3 4 5

7. Freedom from conflicting occupational 1 2 3 4 5
demands

8. Amount of work 1 2 3 4 5

9. Office facilities 1 2 3 4 5

10. Recognition of scholarly achievement 1 2 3 4 5
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11. Support for teaching innovation 1

12. Support for research 1

13. Opportunities for research 1

14. Salary i

15. Tenure 1

16. Fringe benefits 1

17. Salary parity with other institutions 1

18. The clarity and consistency of 1
institutional requirements for

promotion, tenure and retention

19. Involvement in faculty hiring and 1
termination decisions

20. Involvement in campus promotion and 1
tenure decisions

21. Involvement in campus general 1
policy making

22. Involvement in extracurricular 1
development

23. The opportunity to associate 1
professionally with others

in your field

24. The opportunity to socialize i
with professionals

25. The interest which other colleagues I
have in your work

26. The cooperation of your colleagues 1

2

2

2

2

2

2

2

2

3

3

3

3

3

3

3

3

4

4

4

4

4

4

4

4

5

5

5

5

5

5

5

5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5
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PART II

General and Demographic Questions

1. Which of the following factors attracts you to a college
career? Please cite the three most important to you in
order of importance.

1. The intellectual atmosphere
2. The enjoyment of teaching
3. Working with college-aged students
4. The desire to pursue research activities in your

field
5. The working conditions
6. A desire to be part of the college academic and

social life
7. Contribution to your field
8. The best alternative to the kind of job you'd really

prefer
9. The freedom to do whatever you like

1st most important

2nd most important

3rd most important

2. Please indicate the number of professional (discipline
related) organizations to which you belong.

3. During the past 2 years have you been involved or
attended any of the following teaching related
activities. (Please check the appropriate answers)

1. In-service teaching program

2. Workshops on teaching

3. Special seminars dealing with the teaching
of your discipline

4. Courses at a college or university dealing
with teaching

5. Other (please specify)



87

4. During the past 2 years have you:
[please check the appropriate answers]

1. Published any books or monographs?

2. Contributed any chapters to published books?

3. Published any journal articles?

4. Submitted articles, monographs or other
materials for publication?

5. Presented papers at professional meetings?

6. Published study guides or teaching materials?

7. Other (please specify)

5. Approximately how many years have you taught full time
in each of following types of institutions?

1. Primary school

2. Secondary school

3. Technical-vocational school

4. A community college

5. A four-year college

6. A university

7. Others (please specify)

6. Please indicate your highest earned academic degree.

1. Bachelor's degree

2. Master's degree

3. Doctorate

4. Others (please specify)
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7. In which of the following areas do you teach?

1. Accounting
2. Business Law
3. Finance

4. Management

5. Marketing
6. Other (please specify)

8. Please indicate your present academic rank.

1. Instructor

2. Assistant Professor

3. Associate Professor

4. Professor

5. Other (please specify)

9. What is your present age?

10. Gender: Male Female

11. What is your present gross monthly salary at this
institution?

(in toman)

12. University Name

College Name

Group Name

Full-time Faculty in the Group

13. Are you full-time, part-time, or hourly at this
institution?

Full-time Part-time Hourly
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14. Any other comments about your job you care to offer is
most gratefully appreciated.

(turn to next page please)
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Note: This page of the questionnaire will be separated after
coding. All answers and information is this survey
are completely confidential.

15 Your name please?

Mailing Address?

Telephone?

Would you be interested in receiving the results of this
study?

Yes No

THANKS
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Table D-1

Res onpnet'

Value f Percent Valid Cumulative
(in Years) Percent Percent

2
2

2
3

3
3
6
3
8

5
9
5
4
4

3
4
2
2
2

2.4
2.4
1.2
2.4
3.6

3.6
3.6
7.1
3.6
9.5

6.0
10.7
6.0
4.8
4.8

3.6
4.8
2.4
2.4
2.4

3 3.6
1 1.2
1 1.2
2 2.4
1 1.2
3 3.6

84 100.0

2.5
2.5
1.2
2.5
3.7

3.7
3.7
7.4
3.7
9.9

6.2
11.1
6.2
4.9
4.9

3.7
4.9
2.5
2.5
2.5

3.7
1.2
1.2
2.5
1.2

Missing

100.0

Mean
Mode
Kurtosis
S E Skew
Maximum

40.531
40.000
2.869
0.267

65.000

Std err 0.806
Std dev 7.258
S E Kurt 0.529
Range 40.000
Sum 3283.000

Median 40.000
Variance 52.677
Skewness 1.125
Minimum 25.000

81 Missing cases 3

25
30
31
32
33

34
35
36
37
38

39
40
41
42
43

44
45
46
47
48

2.5
4.9
6.2
8.6

12.3

16.0
19.8
27.2
30.9
40.7

46.9
58.0
64.2
69.1
74.1

77.8
82.7
85.2
87.7
90.1

93.8
95.1
96.3
98.8

100.0

49
53
54
64
65

Total

p garum

Valid cases
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Table D-2

Respondents' Rank

Value Value f Percent Valid Cumulative
Label Percent Percent

3 Associate 1 7 8.3 8.3 8.3
Professor

2 Assistant 10 27 32.1 32.1 40.5
Professor

1 Instructor 100 50 59.5 59.5 100.0

Total 84 100.0 100.0

Mean 62.821 Std err 4.955 Median 100.000
Mode 100.000 Std dev 45.416 Variance 2062.630
Kurtosis -1.870 S E Kurt 0.520 Skewness -0.404
S E Skew 0.263 Range 99.000 Minimum 1.000
Maximum 100.000 Sum 5277.000

Valid cases 84 Missing cases 0

Table D-3

Respondents' Highest Academic Degree

Value Value f Percent Valid Cumulative
Label Percent Percent

Doctorate 0 38 45.2 45.2 45.2
Master 1 46 54.8 54.8 100.0

Total 84 100.0 100.0

Mean .548 Std err 0.055 Median 1.000
Mode 1.000 Std dev 0.501 Variance 0.251
Kurtosis -2.010 S E Kurt 0.520 Skewness -0.195
S E Skew 0.263 Range 1.000 Minimum 0.000
Maximum 1.000 Sum 46.000

Valid cases 84 Missing cases 0
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Table D-4

Respondents' Salary (Gross Monthly Salary in 1000 tomans)

Value f Percent Valid Cumulative
Percent Percent

1
1
1
3
3

4
2
3
2
4

1
1

14
1
1

4
2

10
1
1

1.2
1.2
1.2
3.6
3.6

4.8
2.4
3.6
2.4
4.8

1.2
1.2

16.7
1.2
1.2

4.8
2.4

11.9
1.2
1.2

9 10.7
1 1.2
1 1.2
1 1.2
3 3.6
1 1.2
1 1.2
7 8.3

84 100.0

1.3
1.3
1.3
3.9
3.9

5.2
2.6
3.9
2.6
5.2

1.3
1.3

18.2
1.3
1.3

5.2
2.6

13.0
1.3
1.3

11.7
1.3
1.3
1.3
3.9
1.3
1.3

Missing

100.0

Mean
Mode
Kurtosis
S E Skew
Maximum

32.169
30.000
0.888
0.274

60.000

Std err 0.984
Std dev 8.638
S E Kurt 0.541
Range 43.000
Sum 2477.000

Median
Variance
Skewness
Minimum

77 Missing cases 7

17
18
19
20
22

23
24
25
26
27

28
29
30
31
32

33
34
35
36
37

1.3
2.6
3.9
7.8

11.7

16.9
19.5
23.4
26.0
31.2

32.5
33.8
51.9
53.2
54.5

59.7

62.3
75.3
76.6
77.9

89.6
90.9
92.2
93.5
97.4
98.7

100.0

40
42
45
47
50
55
60

Total

30.000
74.616
0.792

17.000

Valid cases
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Table D-5

Respondents' Years
(4-year Collee or

of Teaching in Highe l rh i r- i n
Univeri i-)

f Percent Valid
Percent

Cumulative
Percent

5
2
3
4
9

5
4

10
3
3

2
6
5
6
7

6.0
2.4
3.6
4.8

10.7

6.0
4.8
11.9
3.6
3.6

2.4
7.1
6.0
7.1
8.3

5 6.0
1 1.2
2 2.4
1 1.2
1 1.2

84 100.0

6.0
2.4
3.6
4.8

10.8

6.0
4.8

12.0
3.6
3.6

2.4
7.2
6.0
7.2
8.4

6.0
1.2
2.4
1.2

Missing

100.0

Mean
Mode
Kurtosis
S E Skew
Maximum

9.458
8.000

-0.840
0.264

22.000

Std err 0.561
Std dev 5.109
S E Kurt 0.523
Range 21.000
Sum 785.000

Median
Variance
Skewness
Minimum

83 Missing cases 1

Value

1
2
3
4
5

6
7
8
9

10

11
12
13
14
15

6.0

8.4
12.0
16.9
27.7

33.7
38.6
50.6
54.2
57.8

60.2

67.5
73.5
80.7
89.2

95.2
96.4
98.8

100.0

17
18
19
22

Total

8.000
26.105

0.202
1.000

_1 w . +.r y Vriiw f w V i W...A %-o 1 i L r y

Valid cases
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Table D-6

Respondents' Publication in the 2 Years Prior to the Study

Value f Percent Valid Cumulative
Percent Percent

8.7
17.5
10.0
22.5
12.5

10.0
6.3
2.5
5.0
1.2

1.2
1.2
1.2

Missing

100.0

8.7
26.2
36.2
58.7
71.2

81.3
87.5
90.0
95.0
96.2

97.5
97.7

100.0

Mean
Mode
Kurtosis
S E Skew
Maximum

3.625
3.000
3.841
0.269

16.000

Std err 0.332
Std dev 2.970
S E Kurt 0.532
Range 16.000
Sum 290.000

Median
Variance
Skewness
Minimum

80 Missing cases 4

0
1
2
3
4

7
14
8

18
10

5
6
7
8

10

11
13
16

8.3
16.7
9.5

21.4
11.9

9.5
6.0
2.4
4.8
1.2

1.2
1.2
1.2
4.8

84 100.0

8
5
2
4
1

1
1
1
4

Total

3.000
8.820
1.613
0.000

Valid cases
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Table D-7

Respondents' Participation in Teaching Improvement Programs
in the 2 Years Prior to the Study

Value Value f Percent Valid Cumulative
Label Percent Percent

0 No Teaching 0 18 21.4 22.2 22.2
1 Teaching 1 63 75.0 77.8 100.0

3 3.6 Missing

Total 84 100.0 100.0

Mean 0.778 Std err 0.046 Median 1.000
Mode 1.000 Std dev 0.418 Variance 0.175
Kurtosis -.150 S E Kurt 0.529 Skewness -1.362
S E Skew 0.267 Range 1.000 Minimum 0.000
Maximum 1.000 Sum 63.000

Valid cases 81 Missing cases 3

Table D-8

Respondents' Professional Affiliation

Value Value f Percent Valid Cumulative
Label Percent Percent

0 Not a Member 0 40 47.6 51.3 51.3
1 Member 1 38 45.2 48.7 100.0

6 7.1 Missing

Total 84 100.0 100.0

Mean 0.487 Std err 0.057 Median 0.000
Mode 0.000 Std dev 0.503 Variance 0.253
Kurtosis -2.051 S E Kurt 0.538 Skewness 0.052
S E Skew 0.272 Range 1.000 Minimum 0.000
Maximum 1.000 Sum 38.000

Valid cases 78 Missing cases 6
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