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ABSTRACT

THE CAUSES AND OCRRELATES G- JGB
SATI SFACTI ON AMONG BUSI NESS  TEAGHERS
IN TERTIARY INSTITUTIONS IN NCGER A

The study was designed to investigate the
causes and correl ates of job satisfaction anong
busi ness teachers in tertiary institutions in
Nigeria, with the aamof determning howto
I nfluence, notivate and retain themwhile
arresting their constant turnover fromteaching to
other areas in the industry or parastatals where
the pasture is greener, and to aid know edge in an
area where research is scanty in terras of N gerian

situati on.

Ten conponents of job satisfaction and ei ght
denographi ¢ variables were used for this

| nvesti gati on.

A total of 700 randomy sel ected business
teachers from 10 pol ytechnics and 10 universities
in Ngeria constituted the sanpl e and 413 subjects
returned useabl e questionnaire for the data anal ysis.
Usi ng frequency scores, discrimnant function
anal ysi s, one-way anal ysis of variance contingency
tabl es, the data were anal ysed and based on the
findings, it vas concluded that business teachers

showed satisfaction on all aspecrs of the scale

- Vil -



in varying degrees. Satisfiers identified are
Prospects, Recognition, Advancenent and G ow h
opportunity, Social interaction. Admnistrative
policies. Benefits and Job itself. They were
di ssatisfied with pay, working condition and

super vi si on,

Based on the findings the foll ow ng

recomrendati ons were of fered:

1. Interest and experience in work itself
were found to be nmajor determ nants of
sati sfaction anong Busi ness teachers. It is
reconmended, therefore, that their
recrui tment should be from anong those show ng

high interest in teaching.

2. They shoul d be given clear goals in
their jobs, mninmm supervision and
opportunity for nmaxi mum participation in

curricul um desi gn and devel opnent .

3. A legalised private practice woul d inprove
their professional and economc wel fare and

reduce the incidence of high turnover.

4. More Sem nars, Conferences, |nservice
training and simlar staff devel opnent
strategi es woul d enhance their norale and

pr of essi onal comm t nent .
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CHAPTER 1

INTRODUCTION

1.1 Background Information

Throughout history, teachihg as a I
profession has occupied a high degree of ihportanée.
Yet, the desire fo find effective and qualified
teachers has persisted. Aina {1986) reported on
the quest for effective teachers and cited efforts
dating back to the time of Plato who raised the
all important question of how a law can be
promulgated to assure effectively trained and
devoted teachers. According to him, the Romans
adopted Greek educational ideag and concerns
about the qualifications and plight of teachers,
In 1060 AD, Juvenal observed that much was required
of teachers but they were held in little esteem
and that their rewards were slight, Throughout
the Greek and Roman periods, a kind of contenmpt
secemed to exist with attendant negative

consequences on the teaching profession,

Wiseman (1973) stressed the need to cater
for teachers to make sure that they see their
jobs as satisfying, "Tc give full opportunity
for all what is required in educational system,
there cught to be positive encouragement and
hopeful attitude on the part of teachers."

- ] -
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There is need for business teachers to be
satisfied with their job as this will signify
the degrée to which they are identifieq
psycholegically with work and direction of their

life style.

Tkejiani (1964) said "Education is the
greatest instrument man has ever devised for his
own progress and the future of any dynamic society

depends on its educated man."

At the conference on higher level teacher
training held in Lagos, Majasan (1969} lamented
the progressive loss of qualified teachers to
other businesses. He further argued that, "the
general manpower shortage which made it difficult
to interest talented people in teaching coupled
with poor conditions of service has worsened

the recruitment situation.,”

It was stated in ﬁhe Ashby Commission report
of 1960 that: The professional training of
teachers is not the most serious of the problems
confronting Nigeria. "But much more serious are
the difficulties of securing enough teachers wiith
gufficient education ...." The Commission
lamented the constant migration of teachers from
teaching which might come to be looked upon as a

sort of preparation for positions in other sectors



of employment.

Understanding and improving job satisfaction
among business teachers is a central problem in
the field of education today and more important
in the successful administration of educational

institutions and business organizations.

Nigeria is now.going‘through & period of
self-awareness. It is developing educational
policies geared towards meeting the needs of its’
development. Thus, the need for satisfied
indigenous teaching staff at the tertiary

institutions cannot be over-emphasised.

The guestion of getting the youths motivated
and prepared to enter and remain in the teébhing
profession poses great problem for government,
business enterprises, higher institutions and
other bodies concerned with decision-making in

education.

Téachers occupy unique positions in bur..
society. The business teacher; like other teachers,
has a weighty responsibiiity fo help students
develop to their maximum capacity. He also assists
those students who desire tb take appointment or
work in business 6rganizations to develop those

basic skills and knowledge which are required for

v
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securing employment and for keeping the job.

The success of any business programme 1is
largely determined by the objectives of the
programmes, including availability of equipment,
materials, and a well designed curriculum.

Though all these factors are important in their
own respect, yet it is generally agreed that apart
from a well defined objective, the teacher is the

most important factor in education.

Thus, no curriculum however well written and
planned, and no equipment however costly, and
texts however well written will compensate for
a poor teacher, A good teacher will more than
offset deficiences in curriculum, in textbooks -

and in equipment.

The success of the educational system especially
the implementation of its objectives depends on the
knowledge, skills, motivational morale of its
personnel, €specially the teacher. If teachers
become dissatisfied with their jobs for particular
reasons, they could lose interest in their
profession and disrupt the main function of
teaching. Thus, keeping high morale and
satisfaction among teachers requires skillful and
steady actions from administrators and leaders.

Indeed, spirited efforts have been made to

o



reverse negative image with which society has
labelled teachers. As early as 301 AD Roman
Emperor Diodetain paid four times as much to the
Grammar School teacher as to any other personnel

with the same qualification, Aina (1986).

Professor Biobaku {(1969) once advocated the
need "to re-invest teaching with its true majesty

as a noble profession.”

The Ashby commission (1960) recommended
improved conditions of sexvice for teachers in
order to confer stability on the teaching
profession, yet the problem romains intractable
as the needs continue to grow gualitatively and
guantatively in the wake of the 6-3-3-4

educational system, and corplex dwindling resources

which threaten the survival of business enterprises.

i.i;l. Dynamics of Buéiness Teaéher.Educationz

The dynamics of business education are
probably rooted in its currency and newness.
Business teacher education in its present form is
new,., Infact, it is not more than 50 years in the
United States which can be called its home and
where it is firmly enthrenched in the educational

system.

Traditionally, the primary objective of

business education has been to develop vocational
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knowledge and skills needed for initial employment
and advanccment in a business carceer. Within the
past two decades, another equally important
objective has emerged, it is that of general
education for all youths in knowledge, attitudes,
and skills necded to be effective in economic
understanding and communication, through the
socio~economic, business subjects. Another
recent objective is that of the development of
personal use skills. The broader philesophy of
business education reflects the dynamism of the

subject.
1,1,2 Some Basic Problems:

In order for business cecducation to actually
achieve a goal, such a goal must be derived from
an overall goal of society. Business tecacher
education institutions in Nigeria must accept
the challenges of a dynamic subject matter, by
being original and innovative in curriculum
design and methodelogy. Most importantly
however, business education teachers must be proud
of their callings. Many are not contented being
called teachers of book~-keeping or accounting,
they prefer the egoistic title of lecturer in

accountancy, auditing, finance, management etc.

O0f course, Aina (1986) lamented that



"society has not becn fair to the profession.
Too many people are too ignorant of business
education and its teachers, they feel there is
nothing scientific about teaching typewriting,
communication skills ..." The Federal
Government has its own share of the problems,
several business schools and business education
programmes are mushrooming all over the place
without adequate staffing, equipment, pay.,
recognition, benefits and so on. With all these
leading to great dissatisfaction among business
reachers and resulting in high turnover,

absenteeism and poor performance.

Thus, an investigation of job satisfaction
among business teachers will provide informatien
for broader efforts in attracting, retaining end
stimulating extraordinary performance and

dedication to work among business teachers.

Gessler (1979} remarked that it is no
gainsaying that "most adults spend half of their
working hours in job-related activities and the
satisfaction they derive from their jobs is an
important consequence of coming to work as well as
major determinants of their behaviour both on and
off the job." Therefore, we need information on

the concept of job satisfactiom in general. Thus
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a study of job satisfaction among business
teachers in tcrtiary institutions in Nigeria

would help to reveal the degree of level of job
gsatisfaction or dissatisfaction among them. The
study would also reveal variables that influence
job satisfaction among business teachkers and would
make suggestions and recommendations that would
éncourage and enhance the morale and performances
of business teachers in such institutions, if they
ate to be more dedicated, committed and highly

productive.

The result of the study will add to the
general understanding of job satisfaction and <

aid in educational policy development in Nigeria.
1.2 Statement of the Problem:

The high rate of turnover among business
teachers has been attributed partly te the
opportunities opened to them in the business
world but the preponderous of literature point to
the lack of job satisfaction as the major .

factor of turnover among businezs teachers.

B further concern for this study stems from
the researcher's personal experiences at
Ahmadu Bello University over the years., Also of

relevance are the relations with several college



and institutions where the investigator is
external examiner and in professional
organizations where contact with colleagues

effords the opportunity to share experiences.

As a senior member of staff and one who often
acts for the Head of Department and has had
several opportunities to take a major
administrative decisions regarding staffing and
related probleus in the department, the
researcher is concerned about the high rate of a
staff turnover. It is observed that this
turnover usually occurs at end of sessions, and
it is prevalent among staff within one or two
years recruitment. These departures arc commo::
among old and new staff upon completing the
Masters degrce programme in the department. It is
also observed that the departing staff usually
seek opportunities in the parastatals and
industries where ”“the pasture is grecper" than the
teaching field. IEqually disturbing is the short
notice given by some of the departing staff, mnd
the difficulty in filling the vacancies they

create.

Also it is very difficult to attract
professional to the teaching profession and even

outstanding students who are often invited ¢g



join the Department as Graduate Assistants

often opt for the industries rather than remain

to teach.

Bearing in mind the numerous courses/and
programmes cifercd to various categories of
students in the department and the high
student/staff ratio, those few staff who remain
are often overworled and express dissatisfaction,

on the ijob.

In the light of the foregoing, the researcher
felt concerned about job satisfaction and
stability among business teachers. Conseguently
it was decided that this major problem nust be
investigated and solutions must be found to

arrest the urgly situation.

This study is therefore designed to
measure and explain the causes and correlates of
job satisfacticon among business teachers in

tertiary institutions in Wigeria.

Since the Hawthorne studies, there has
been an enormous output of work on the causes
and correlates of job satisfaction. Locke
(1969) estinated the number of studies to be

over four thousand.

In the past, most rescarch done on job
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satisfaction scemed to be stirmulated by a

desirce to show that job satisfaction is

important because it influences productivity.
Herzberg, liausmer, Pcterson and Capwcll (1975)
came to the conclusion that positive job attitudes

are favourahle to increased productivity.

Recently, however, the themc has been
discredited by Greener (1972). Most of the recent
studies conducted in the field of job
satisfaction have been concentrated in Turo-~
American organizations. The constant reccourse
to Western literature and consultation of
results of cmairical investigation into problems
carried out elsewheore may not lead to the
solution of our particul.. values, perspectives of
work in any society greatly influences an
individuals' attitude towards his work, and as
such the circumstances of the locality may affect
the nature of job satisfaction in Migeria. It is
thercfore essential that a study be conducted with

Nigerian workers in Higerian environment.

There are limited studies conducted in this
field in Nigeria, They include, but not limited
to thosc of Ikciiani (1564) Wiseman {1573}
Anikpe (1981) Fagbamiye Oni {1981}, Olaniyan

(1980), Oladebo (1978), Faniyan (1982),
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Odunlami (1985), Ande (1985},

Though thesc studies investigated different
factors militating against job satisfaction among
teachers and other werkexs in Wigeria, they are
dificient in submigsions on the factors
influencing particularly business teachers's job
satisfaction., Thcy, thercefere, neglect this
inportant area and segmont of teachers in the
profession. In general, this study will lead to
a knowledge in the field of job satisfaction and
would in particular enhance knowledge of job
satisfaction caxwong husiness teachers in ourx
universitics, polytechnics, and collcges of

education.

In seclking & seclution to the problem,
therefore, the study will measure the influence
of job satisfaction on the performance of
business teaclicrs in tertiary institutions in
Nigeria, it will measure the degrec oOF
satisfaction among business teachers on ten
component scalce of job satisfaction. tlork-itself,
recognition, achievemont and growth opportunity,
pay, supervision, soclal-interaction, working
conditions, benefits, administrative policies, and
prospects. In so doing, the researcher would

alse establish variables that are rosponsible for
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dissatisfaction among teachers, with a view to
exposing the rcasons for incessant staff
turnover, poor performancce on the job and
provide a penancea for boosting the low morale

of those who ramain on the job.
1.3. Purposc of the Study

The purpesc of this study is to add to
knowledge in a field where research is scanty as

regards the lNigerian situation.

It would show how to influence ijob
satisfaction by taking into account individual
differences and medifying situational
detcrminants of job satisfaction. In addition,
the study will:

1. Aid tho understanding of job satisfaction

2. tlake rcecommendations as to waye of

inproving job satisfaction as well as
the quality of life;

3. Openh up arcas for further research in

this ficld and stimulate the interest
of other scholars to carry cut further

studies in a related field,

1.4 Hypothescs
In undoertaling this study, two guestions

become inescapable:
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1. Teo what extent are business tecachers
satisfied with their jobs,

2. What factors influence thg¢ job
satisfaction of business teachers in

pelytechnics and Universities?

In order o answer these guestions, the
following hyrothescs have been postulated:
: 1. Satisfaction from pay is indoenendent of
job satisfaction among business teachers
irrespective of sex, age, marital

status, and level at which thoy teach.

2. Satisfaction from work itself is
independent of job satisfaction among
business teachers irrespective of sex,
age, marital status, and level at which

they teach.

3. Satisfaction from prospect is
independent of job satisfacticon among
business teachcers irrespective of sex,
agc, warital status, and level at which

thevy teach.

4, Satisfaction from supervision is
independent of job satisfaction among
business teachers irrespective of sex, age,
marital status, and level a2t vhich they

teach.
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Satisfaction from social intcraction
is independent of job satisfaction
among business teachers irrespective of
sex, age, marital status, and level at

which they teach.

Saticfaction from recognition is
independent of job satisfaction among
business teachers irrespective of sex,
agce, marital status, and levol at which
they teach.

Satisfaction from benefits is independent
of job satisfaction among husiness
teachers irrespoective of sex, age,
marital status, and level at wvhich they

teach.

Satisfaction from achicvemcnt and
growth opportunity is independent of
job satisfaction among business
teachers irrcespective of sex, age,
marital ztatus, and level at which

they tcach,

Satisfaction from working condition is
independent of job satisfaction among
business teachers irrespective of sex,
age, marital status, and level at

which they teach.



1C.

11.

12,

13.

14,

15,

16.
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Satisfaction from administrative
policies is independent of job s
satisfaction among business tcachers
irrespective of sex, age, marital status

and level at which they teach.

The level of satisfaction over the scales
will be equal for male and fenale

busincess tecachers.

Subbjects who arc over thirty years of
age will have equal satisfaction with

those younger (less than 30 years).

Subjects who are married have equal
satisfaction on the scales as those

who ére not married.

Subjeccts who entered the teaching
profession because of cconomic interest
have equal satisfaction with those who
entered because of interest in the

proicssion.

Satisfaction on the scales for these
witl: less than eight ycars of teaching
experience is the same as for those with

more than cight years experience.

Satisfaction in all the scales is equal
for both polytechnic and university

teachers.
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17. Satisfaction on the scales for non-degree
business tcachers is thc same as those

with degrecs.

18. Satisfaction on the scales for business
tcachers with less than throec children
is equal to thos¢ with more thon three

chilédren.
1.5 Background and Significance of the Study

Aman's job is a source of social identity
and often dctermines his life style, job pride
and satisfaction of teachers are necessary in
the socioc=-ecconomic transformation of the society.
This is c¢ven more so with business tcachers who
are prone to being attracted teo industry and
commnerce .

Studies abound on factors affeccting
productivity yet complete job satisfaction
eludes workere in general and business teachers
in particular. This problem is a notivator for

the researcher to contribute to the nced for

and retention of qualified business tcachers in
tertiary institutiens in Nigeria.
1.6 Concept of Job Satisfactieon

Job saticsfaction has been concerntualised
primarily within psychological frmmes of

reference., Horzberg, lausner, Peterson and
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Campbell, (1557} began their comprehensive
review of job attitudes and satisfaction with
the pessimistic cbservation that: "The very job
satisfaction lacls adequate definition.”
Katzell, (15¢4) noted that, "It has oftcen been
remarked that the term job satisfaction is

erployed in a varicty of ways.™

Job satisfaction is considered important not
only for humanitarian rceso>ns but also hecausce it
hag been held that the worker who likes his or

her job will work with efficiency and enthusiasm.

Therefore, considerable opinion has been expressed
and resecarch conducted concerning job satis=

faction.

Hoppoclk (1%35) conducted a study comparing
satisfaction and dissatisfiecd teachers. Later,
Herzberg and his associates developed a
conprehengive theory of job satisfaction that
has led to numcrous studies. The theory made a
distinction bhetween two scts of job factors, one
set related tc the actual doing of the job, the
other content, relates to the intrinsic aspects
of the job. The factors are called motivators
and include rccognition, achievemont,
responsibility, advancement, and work-itself.
The other sct is related to the environmental

setting or extrinsic factors of job. These are
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called hygience factors and includce salary,
adninistrative policies, possibility of growth,
inter-personal relations, supervision, working

conditions, status, security, and personal life.

The effect of job satisfaction on achieving
organizational goals and on improving the
productivity of pecple working in private and
public organizations has been recently attracting
attention. According to Lawler (1972) reaent
interest in job satisfaction ties indirectly
with the rising concern in many countries about
the quality of life, and that therc is an
increasing acceptance of the view that marital
possessions and economic growth do not
necessarily produce a high quality of life. He
contends that job satisfaction is one mecasure
of the effective quality of work lifc in
organization. Therefeore, jobs satisfaction is
worthy of understanding cven if it does not

relate toc peorformance.

Job satisfaction constitutes onc dimension
which has reccived considerable attention for
the purpoese of understanding the individual
worker and the working environment.,
Accumulative cvidence scems to suggest that

the workers' perception of himself or herself
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and his/her crcanisation has an cffect on

perscnal adjustient, commitment to worlk and job

productivity.

Job satisfaction contends that management
has to requlerly scck fcedback from its
employecs as to their fcecelings towards the
administrativce policice and working conditions.
This feedbacl, according to Imphong (1974) helps
managcment to rccognize their weaknc8ses, come
up with solutions and launch improvcments.
Pcrsconnel policies, rules and requlations are
intended to facilitatc the cnployment and
utilization of qualificd personnel whc arc

satisfied with their work.

In light of the above, there must bhe a
periodic revicw of survcy of moralcs, attitudes,
and fcelings of satisfaction in order to find
out changes if any in their feeling of
satisfaction or dissatisfaction.

Lawder III (1973) cobscrved that:

. « - oconpared to what is known about
motivation, rclatively little is knowm
about thc dotominants and conscquences
of satisfaction., lMost of the
psychological rescarch has not been
concerned with the kinds of effictive
rcactions that pecplc cxperience in
association with or as a rcsult of
notivated behaviour.

Hoppock (1935 & 1939) in his rnonograph ©n
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job satigfaction, the Eastern Electric Studics
and@ Pocthsberger & Dickson (1939) cnmphasised the
importance of studying the attitudes, feelings,
and perceptions which emnloyees have abcut their

jobs.,

Through intervicw with 20,000 these studics
show that employces have strong cffective
reactions to what happens to them at work., This
study reveals that cffective reactions cause
éertain kinds of behaviour such as strikes,

abscontecism and turnover.

Since the laét 30 years, numcrous studics
havc becen done on job satisfacticon. Usually,
the studies have not bheen theoretically oriented.
Instead, rescarchers have leooked at the
relationship between job satisfaction and facters
such as agc, cducation, job level, abscnteeisn
rate, productivity and so on. fwuch of the
research secncd to be stimulated by a desire to
show that job satisfaction is important
because it influcnces productivity. Undcerlying
the earlier vicew on job satisfaction was a
strong holief that "Happy workers arc productive

workers,™®

Recently however, this themc has been

disappearing and irany organizaticnal
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psychologists'seem to be studying job satisfaction

because they are interested in finding its a&amusc

Dessler (1979) observed that the recent
interest in jol. satisfaction also ties indirectly
with the rising concern in many countries about
the quality cof life. There¢ is an incrcasing
acceptance of the view that material possessions
and economic growth do not necessarily produce a
high quality of life¢. Recognition is now being
given to the importance of the kinds of
affective reacticons that people experience and to
the fact that these are not always tied to
econcmic and material accomplishments. However,
joh satisfaction is one measure of the gquality of
life in organisations and it is worth understanding
and increasing even if it does not relate to per-

formance.

Satisfaction if related to absenteeism and
turnover could he very costly to corganizations.
Thus therc is a practical economic reascn for
organisations to be concerned with satisfaction

since it can influence organizational effectivencss

bessler (12792) defines job satisfaction as

"the degree to vhich oné's important nceds. for
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hecalth, security, nourishment, affiliation,
esteer and 50 on are £ulfilled on the job or

as a result of the job."

The most noticeable carly ¢onceptua=~
1i8aticn of vocational satisfaction was
given by Hoppock (1935) who defined satisfaction
as any combination of psychclogical, physiclogical
and envirommental circumstances that causes a

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

Ginzberg, ot al, (1951) identified three
different types of satisfacticn at work. First,
there arc intrinsic satisfaction which comes from
two sourcoes:

1. The pleasurc which is derived from

engaging in work activity,

2. The sensc of accomplishinent which is
experienced from meceting sccial
stands of success and paersonal
realization of abilities through
achicvaents.

Second, there arce the con-commitant
satisfaction which are asscciated with the
physical and psychological conditions of a
person's work, These would include clean plant,

fringe bencfits, enjoying congenial co-workers
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etc,, and
Third, thore arc the extrinsic satisfactions which are

the tangible rewards of work i.e. pay and

bonuscs.

Viewing job satisfaction within the
context of the crganization or social system,

Bullock, (1853) dofined it as:

« « » an attitude which results fram e
balance and sumation of many specific
likes and cdlislilkes experimented in
connecticn wdth the job. This attitude
manifoste” ltsclf in the cvaluations of
the jeb ool the employing crganizations.
These cveluaticns may rost largely upen
one's own success or failure in the
achievanent of personal objectives an
upen the xrccived contributions of the
job and awplcying organizations to those
ends, Thus, a worker may like certain
aspect of his work yot thoroughly
dislikog others.

In this regar:!, Bullocks' dcfinition rcesembles
Hoppock's., But Bullock (1752) adds that:

The factors ioulding or shapping ....
(satisfacticn) are to be found in the
social pressurces and influences of thoe
formal structures, its culturc and
status systans, the informal structure
of the work groups, its culturc and its
status syctaus, and in the camunity,
ard asscciations of the employee.

smith (1963} and her associates at Cornell
University gave a more comprehensive concept.

They cbscrved that:

Satisfacticn is a product of other
variables, rather then a cause in
itself. It :ay even be regarded as
only an ¢pip pheremenon. Its
possiblec thot foeelings of
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dissatisfaction or satisfaction occur

only when & cuestion is asked of the

individual or whon circumstances posc

potcntial clternatives (Favourable or

unfavourablce) to him which roquire

hin t make an cvaluaticen. The

feclings of an individual about

various aspocts of his job are not

absolute, rolative to the altornative

availablc to him,

On the baris cf this assunption, job
satisfaction is defined as an affective state
which is "a function of the worker's proesent job
on one han? and his framce of reforence and his

adaptation lecvel on the other.”

Scme rasecarchers further pointed out that
job satisfaction may be bettor defined if its
dimensions arc clearly understood . . . in
discussing thce problaas of job satisfaction,
Korman (1¢71) stated that job satisfaction
consists of, tho following five lovels:

{a} Overal satisfaction:

{b) £fatisfaction with various aspects of
the job; such as pay, work itself,
supcrvision, growth opportunities cete.

(cy BSatisfaction with specific individual
needs or goals;

(d) The lovel of aspiration of nceds and
goals.

(¢} The strength of a particular aspect

to the individual.
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Concern for the interest of the individual |
by management is an important value to its
organization. Sortain and Tate (1954) indicated
that management serves its enterprise as it

serves the interest of its onployees when it

shows intcrest ir the individual perscnality of
the workers. Good working conditions, high
morale arc important valucs to the cxccutives
becausc it has been shown that those things as
wages contracts, retircment plans, bonuses,
incentives and the like arc of high valuc to

employees.

Wernimont {(1872) believes that relationship
ameng job variables can be more effectively
studied and ciranded when overall job satisfaction

is vicwoed as @ systan.

In his o contribution, Stephen (1972)
pocinted ocut that the success of any
organization in & competitive, democratic scocicty
depends upon the productivity of emnployces as
well as satisfaction which they dcrive f£rom their
jobs, fellow workers, management and roward
systen of tho organization. Chasc (1951) in a
study conductoed on tcachers satisfacticn and
merale fcund o number of aspects to be important

factors relating to satisfaction for tcechers,
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These includce the dynamic and stimulating
leadership of principals, helpful
opportunities for professional growth, rospect,
friendliness, and administrative qualiticg of

supericrs.

Some experts have viewed job satisfaction
as a station arrived at only through a cood
organizational climate, that is, conducive to
high level performance, Hutter (1975) from a
humanistic manzgement stand~point, belicves that
the beginning »oint in human governance is the
establishment and maintenance of a positive
working cnvironmaent that is capable of cnhancing
cmployece's jokh satisfaction. Thus, humanistic
managers should be supporting individual success
which is only cperienced in a positive working

climate,

Satisfaction has also becon operetiocnalized
as a discrepancy. Porter (1961) defincs
satisfaction as the differences between "How
much is therc now" and "How much should therc be".
The differencces between these itams are computéd
and arc summod across the job facets to yield a

mcasurc of overcll satisfaction.

In the Hinncsota studies of work adjustment,

Lofquist and Davis (1969) defined satisfaction,
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in the need fulfilment terms as a " . . .
corraespondoencea between the rcinforcer system
of the work environment and the individuals'

necds.”

Locke (1263) also argucs for the use of a
discrepancy equation. He believes that only
unfulfilled dcsires can cause dissatisfaction and
that satisfaction is the rosult of comparison

between fulfildment of desires or ideals.

In order to determine the extent to which
the opcrational mcasuvres of satisfaction that
were reviewed arc infact measuring the same
thing, Wanocus and Lawlcr IXTI (1972) collected
data and reported on the relationship boetween
each of the Jdcfinitions and the twe traditional
measures of overall job satisfaction. The
results show that all the operational Acfinitions
of job satisfacticn do not yiceld ecmperically
comparabhlc mcecasurcs of satisfaction. Scveral of
tham correlated hetter with an overall xrating
of job satisfaction and with absenteeism than did
the others. A convergent and discriminant
validity matric analyzis suggested thet it is
possible to validly measurce people's satisfaction

with different facets of their jobs.

Despite the prolifceration of studies and
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considerablc intercst, our undcrstanding

of the causes of job satisfaction has not
advanced at a pacc commensuratc with the level 6f
conciousness which procceds from the achievement
of one's values, Although job satisfaction has
been defined in many ways by many pcoplce, some

of the definitions arc largely verbal in nature.
What Undcrwood, {(1657) calls litcrary dcfinitions
and others opcrational arc somcewherc in between
relatively general and unrefincd attaspts to give
meaning to thc cupericnce which workers rceport as
satisfiying and dissatisfying. ‘'Jhile it is
acknowlcdged that a universal definition may be
difficult to comcby, the findings of most
researchers scam to find accommodation in thce
fact that job satisfaction can be viewcd as a
multi-dimentional phcnomenon in that scveral
diffcrent componcents have varicd from study to
study and according to rescarch nethel. Jcb
satisfaction iuvoroves employees moralc, dAiffuses
tension between worlicrs and management and lecads to

organizational cffecctivencss.

1.7. Thcorics of Job Satisfaction
Accordin’ to Griffiths, (1957) thcory
increcases undcrstanding of a phenomcnon and it

reveals its uniformities which enable pcople to
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predict according to established criteria, they

also provide gides to action,

Sheldon (1951) suggoested that ancther
function of theory is "making it possible for
researchers to derive logial relations znd achieve
new knowledqce. Trominent among the relevant
theories are Bupnectancy theory; Bquity theory and
the two factor theory;

{a) Expoectancy theory: Vroom (lS64)
propose the expectancy thecry of work motivation.
His framewori shows that the motivational force
that an individual exerts on the job is a function
of ;

{1} Thc perecived expectancy that certain
outcomc will result from a particular
behaviour.

(2) Thc valence for these outcomes.,
According to Vroom, the valence of
an outcome is in turn a function of its
instrumentality for obtaining other
outcomes, and thea valence of the

outcones.,

In gupport of this theory, Mitchell's

(1974) research on the theoory revcealed that:

{1} the dinensions of cffort-to-porformance

and peoerformance-to-roward cipaectancies
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have been generally shown as being
positively related to the individual
outcomes of performance and
satisfactions.

(2) perscnality variables appcar to have an
effcect on an individual's cxpectancy

and valence perceptions.

Similarly, Wofford (1977) conducted a study
on the relationship of job satisfacticn to
motivation and performance using the expectancy
model, and found that job satisfaction is highly
related to the cxtent to which a person's
job-rclated nceeds are met. Ho concluded that
cxpectancy theory of job satisfaction medans that
satisfaction is related to expectation and not
to poerformance.

{b) Equity Theory: Equity thcory was
postulated by Aldams (1963 & 1965)., Ne argued
that satisfaction is determined by a person's
perceived input-output balance in the following

manner:

The perceived ceqguity of a person's
reward is dcternincd by his input/outnrut balance.
This perceived cquity in turn determines
satisfaction and dissatisfaction results when

perceived in-cguity or discrepancy exists. Thus,
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satisfaction iz determined by the perceived
ratio of what a person receives from his job
relative to what o perscu puts intc his job.
The theory also omphasis that over-reward leads
to feelings =f guilt, while under-reward leads
to feelings of unfair trcatment. Inputs arc
such things as @fforts, guilts, educaticn and
task performance which an individual enployce
brings to or puts intc the joh; outcornces are
thosc rewards such as pay, promotion,
recognition, achievements and status that
resuelt from tasi: accomplishment. e argued
further that a discrepancy or inequity cxists
when a person percciveg that the ratio of
his/her job outcomes to job inputs as conpared
with a refercence person's outcomes to inputs are
unfailr or inecual. This incguity creates a
state of tension which individual tries to
reduce.

(¢} Two=factor theory: riausner and
Synfcrman (1959) proesented the
"motivation-hygicne® theory; they stated that
satisfaction an’ dissatisfaction do not erist
on a continum running from satisfaction through
ncutral to dissatisfaction. Rather, two

independent continum exists, one running from
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satisfaction to neutral and another running
from dissatisfaction to neutral. Sccondly,
diffcrent job facets influence feelincs of

satisfaction and dissatisfaction accorcing to

the authors.

Pcople attribute their satisfaction to
certain aspects of the jol. and they attribute
their Jdissatisiaction to aspects differont from
those connected with job satisfaction. Jok
satisfaction factors are called motivation
factors and thoy deal with individuals' nced
for self-actualisaticn, advancenent,
recognition, achievement, growth opportunities,
and worl itself. These factors lead to positive
attitudes. The job dissatisfaction factors are
called "Hygionce factors” and dcal with the
environment of wvorl,, (organisation policy and
administration, rTeer-rclationships, suncrvisory

relationships, salary, werking conditions and

onportunity for nersonal growth).

liausner ot al (195%) suggested thict the
problems of Jdissatisfaction and poor performance
can be prevented if the necds involvoed in the
hygiene factors arc satisfied. Savage, (1967)
replicated Herzberg's study with teachers in

Gorgia using the interview technigue. The
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results of the study generally supported
Berzberg's theory with fow exceptions; the

rost obvious of which was that good interpersonal
relations especially with students, werc a

motivational rather than Hygliene factor.

Clarke (1576) conducted a study to determine
sources of teachers job satisfaction angd
dissatisfaction based on the theoretical studies
of Herzberg. Using their internal job factors,
{recognition, achievement, work itsclf,
advanceanent and responsibhility) and cexternal
factors (salary, company policies, technical
aspects of supcrvision, interpersonal rcelations
in supervision and working conditions). He
found that internal factors are merce
rclated to satisfaction while cxternal factors
were dissatisfving. He concluded that school
administrators who wish to increasc the
satisfaction lovel of their teachers should be
concerned with both internal and external job
factors and those who believe that teachers
performances would improve if they arg less
dissatisficd should concentrate on catering for
the extornal job=factors. Herzberg's theoxry has
a common scnsc appeal to leaders in organisations
about the naturc and importance of keeping good

working envircnmonts.
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This concern about the quality of life
has lcd to varicus job enrichment programmes
in many organisations, Job enrichment is an
approach to job design that attempts to make
tasks morc intrinsically interesting, invclving

and rewarding,

A maicr pionecr in this field is
Herzber's (1968) "two-factor thecry of work
satisfaction™. Attompt at job enrichment
using this apprcoach aim to increase the amount
of satisfaction an individual attains from his
job by vertical loading of the task. Vertical
loading tries to enrich the job with factors
that Herzborg charactorised as wotivator-
achievement, recognition, inctreased
responsibilitics, cpportunities for growth and

achicgveomont.,

Hackman and Oldham (1975) offerced a theory
of job cnrichment that attompt to make Jobs more
challenging by odding such dinensions as veriety,
autonomy, fcodback and contrel. They predicted
that such enrichment will lcad to. high job
satisfaction, high gquality of work ani better

attendancao.

Most adults spend a great part of working

hours in job rclated activities and the
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satisfaction they derive frem their jobs is an
important conscqucence of comineg to werk, as
well as a najor determinant of their bchaviour
both ~»n and off the jcb. Occupation an’® wecrk
is one of the main componcents of the
psychu~social cnvironment., Dessler (1979),
found that "suclh cccupational psychosccial
stress is qualitative under lcad, qualitative
cver load, forced speud and time prussure,
lack of contrcol cver circumstances, and
conditions of "rork and role conflicts cffect
worker's well~heing and health and that work

stross modificd workers' life styles.®

Work stross is known to influcncce the on~sct
of cadisvascular disorder, an? mental
discrders. What happens te pecple during the
working day has profound cffccts both on the
indivi‘tual employec's 1ife and on the s~cicty
A8 a whele. As such, thcese factors cannct
be ignored if the quality »f life in a sccilety

is to be high.

Although studies of job satisfaction have
failed to shuw any consistent clear-cut
relationship betweoen satisfacticon and jok
performance. Brayficld and Crockett (18S55)

and Greene (1972) highlichted the offuoct of job
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satisfaction on mattors of ceconomic importance
such as, voluntary turnover, absentceisr,
gricvances ant unicnisation all of which can be

very costly to organisations.

Joh satisfaction is a major mcasurc of tho
quality of 1if~ in an nrganisation an® sogicty
at largs and as such it is worth understanding

and incrcasing among business teachcers.

Orpcn (19278) sai” "job satisfaction alsco
leads to non-jcb satisfaction. In that, being
satisficd with one's work scoms to make most
people more satisficed with their non-work

endeavour as wrell,”™

HMany contcmporary writcrs believe that
workers have what amounts to an inalicnable
right to be able te satisfy important personal
needs through thceir expericnco in the
organisaticn, an? indced, "enployce
satisfactinn®™ is & variablc ccrnerstene of the
human roclations and crganisaticonal bchaviour

movemont.,

There is oronflicting avidonce as to.
whothoer cmployacs tofday arc nore or less
satisficd with their jobs than were thoir

counterparts of five cr ten years ago, kuch
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of the cvidence suggosts that workars arc less
satisfied to’ay and the main refcerencc here is
work in Amcricoa, published by thc Department
of Hcalth BElucation and Welfare. This report
argucs that thceroc is a growing problen of job
alicnation becausc an incrcasing yocungcr and
better cducatced labour forcce cannct dcerive the
sclf aostcem an? scnsc ¢f meaning and purposc
that werk shcould providce. As a result, it

concludcs that jcb satisfaction is deccreasing.

Thuse whe rumain arc secking redrcess
through varicus profcessional avenucs. Apart
from labour unicnism undcr the genceral umbrella
of the Nigerian Union of Teachers (MUT) and
ASUU, such othcr corganisaticone as the Nigerian
Vocational Ass~ciation (NVA), thc Migerian
Associaticn of 2usincss Miucators (NMABD) and
numcrous businass cducation students
associaticn have recently emeraced, While the
profcessicnal ohjectives of these bodics arc
cmphasized in their various constitutions,
their uniconict tendencies an? activitics
dirccted at inmnroving the lots of thoir members
through thc collective apnroach cannct be

Aiscountel.

The criticism of cducation has broucht with
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it a reduction in the status of the teaching
professicn. The coffcoct of this on thae faculty
has becen worscnod by the changes in carcer
rewards and rcsponsibilities brought about by

the econoric probloms facing higher instituticns.
Institutions can no longor overlook the needs

¢cf their facultv. A rofcrm of the ace’lomic
reward systom is neerfled to bonst teachers!

morales nand e¢nhance their job satisfacticn.

Delatre, (1981) opifedd  that the work
of teachers ant administraters, shouls! ideally
provide excepticnal opportunitics for norsonal
fulfilicent. These professional teachers,
increcasingly face <iminishing income, ncegative
public opinior and a growing number of
ander=-preparct and unéiscipline® students.
Though a need cxists to woeed cut the snall
numbor of descructive, sclf-scrving teachers,
steps niust bo taken to ensure the professional
survival of those in this demcralising work

environment who toke their weori: scricusly.

Te a groat extent, this survival depends
upon scund aduinistration to ¢ffectively bring
tocgether the Adiversce intcrest of todey acadenic

cummunity.



Acccrding to most experts, the primary
responsibilitics of higher institutions to
gociety arc teaching, research and services.

The task relatoe? to these three prominont
institutional goals cannot he properly exccuted

in an undesirable atmosphere.

Similarly, Alukc, (1983} asserts that:
The attainrent of those ohjectives
is himared if acedamic organisation
Ao not adopt systais of havirng
faculty with appropriate lcvels of
talents end® skills in the right job,
at the right time, parforming the
right activities, in the right
enviromment,  Unlike most industrind
orgapisations, universities and
polytechnics, particularly in the
developing societics wday, are
boerming more porformanc: criented
than amployee satisfaction orionter.

Gluceck, {(1979) attompts t¢ represcont
employec performance by a formula that human
performance eguals ability multiplic? by
motivaticn. liost manageiient experts have
foun® that managers over unphasize tho ability
scale of the eqmation. Theat is, manascrs,
too quickly attribute failurc to lack ©of ability,
this notion is not limited to industriasl
crganizations, it is common too, in institutions
of higher learning. Contrary to this viow,
Glueck helicve that failure is cfton the result

cf lack of motivation. A perscen who is
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somewhat Aeficicnt in ability can compensate
for his deficicncy thrcugh hicher motivation

leading to har? work.,

The fact that there arce significant
differcnces in tho levels of cmployeces' job
performancc in thelr respoective organisations
cannot bc disputed. This asscrtion, however,
in argumcntative terms, raises a guestion. To
what cxtent can e attributed the difference
among acacdonic staffs in job performance and
thelir overall contribution to the educotional
organisations in which they are cmploved?
Differences in performancoe among poeople doing
the same kind <f work, according to Vrocm and
Acci, (19270) ore roflections of Aiffarcnces in

akility and nmotivation.

These twe factors, skills and levels of
motivation, arc critical tc organisational
efficicency, cffcctiveness and iaprove’ job

porformancae,

Concerning Migerian Universities today,
Claniyan (1980) assertz that “compleoxitics
ermbodicd in the administration and managenent

of those universitics make the expericnce of

students and locturers painstaking.®
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Further cobhscrvations reveal that the
working envircnment of Migerian Universitics
today has changed dramatically from what it
was in the past. In order to provide creative
work situations ocmong university and
polytechnic lecturcres, it is necessary that
theilr working conviromment improves so as to

satisfy thoir social an? enotional needs.

The traditional academnic setting poervading
orqganisational climate in universitics in most
advanced countrics alsc characterises the
premicr universitics in Migeria cspecinlly in
their carly years of cstablishment. 7Zis attested
to by many scholars it has not hecen poszible

for various rcasons teo sustain the momontun.

Majasan (1263) ha? oncc drawn attcntion to
the fact that thie teaching profession is losing
its gualifie? tcachers to cther bhusinesses at
a time when it is unable to attract capable and
interested youths. He lamented that most of
those attracted arc the once who cannot succoed

in othor Jjobes and therefore take up tecaching.

Bicbhaku (1960) also comphasised thce poor
situaticn ¢f tho rift from the teaching

profession and expressed the nceced to roinvest



tecaching with its truc majestvy as a noble

preofession,

Fafunwa (1959) argued that the teaching
prafessicn has not heen able to command the
respect it Goscrves, and that it has been for
many Africarg & wncans teo an end rather than an
en”. itself. Ikejiani (1964) noted that:~-

Fhueation is the greatest instrumont
man as over dovise? for his own
progress anl the future of any dvmomie
socicty Qepernds on its oducatad men.
To iin the success of any husincss
efucation programe in teymg of
availalxility of toxt books, cquirrmont,
well-desioned axrriculum, cotc., may
be ingpcrtont in their own aspect, ot the
tonchar 71ll mere than offsct
deficioncics in curriculum, in text
mooks and in equipment.

In the samc view, UWiseman (1973) stressoed
thoe need to cntar for teachers, to make sure
that theyv scoc their jobs as satisfying. “To
give full opportunitics for all what is required
in the ecducaticnal system, thore ought -to be
positive encouraging and hopcful attitudes on

the part of tcachers”,

Awojobl {1074} wrotce, "I oftcen wonder of
all prcofession, the teaching profession has
always been cne of the most nealected, the most
taken for grantoe® of all occupations.® e

further remarked that teachcers resign or descrt
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teaching profession and many of those who stay
are very frustrated with zoro job satisfaction.
The ashby Commissicn {(1960) once neted the
withirawal of tcachcrs from the teaching
professicn an? said:

Thare is an avereness of the constant
migraticn cof teachars avmy from toaching
so that the continual turnover of
toachink; staff may oare te he locked
upch as a sort of preporation for
position in other scoctor of the
aploynent. The professional training
of tecachers is not the most serious of
the problars confronting Migeria in its
teachine orofession, hut much rore
sericus are the Alfficultics of scouring
cenough teachears with sufficicnt
eucation an® retaining thew in the
profession.  Tho position could be
alleviatad v improving the oonditions
of scrvice and! othar mcasurcs which
could help confor stakility on the
teeching profession.

In addition to the motivation derived from
these concerns, thoe recommendaticn by Oal (1978)
for a study of lecturers satisfaction in Migerian
Universities was «f particular inspiration. Oni
was of the opinion that the outcome of such
studics would bhoe uscful for comparative purposces
and for generating a common measure of what

faculty scek from the jobs,

oni's study examincd the factors that
influence the job satisfaction of lcecturers in

one of Nigeriass' instituticns of bkigher learning.
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He also examinced the various aspects of a
measure of their work, He made suggestions that
regcarch cfforts should continue to determine
the precise nature of jol cutcomes that people

work for.

According to Carlislc (1972) tho idecas of
Fayol and Weber which resulted in the classical
principles of corganization arc nc longer
generally applicable teo all human organisational
conditions. Fe contended that the organisational
principlcs are not only structurally too rigid
and teoo static hut alse have linited effects on

indivicdual crcativity and commitment to acadcomic.

Today, it appears that thoe environment of
universities and polytechnices in Migeria can no
longer he lookoed upen as stable. Unlixe in the
past, the academic climatce in Nigeria leaves much
to be desirocd, l'uch more is eoxpected of this
typc of enviraonment. It should offer more
incentives, morc oncouragement and morc dynamic
challenge to foculty at all levels. "hat lecturers L
constantly cupcrience in theo academic institutions

appear to be czusing them to accept coployment

elscvwhere.

The issucs which tend to hinder individual
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growth and dcvclopment in organisations appear
to ¢ inadeguatce conditions of work. These
issues according tc Nwankwe (1976) also scem to
generate inahility of management to retain

efficient and competent personnel.

The apparent lack of opportunity for
individual development cxisting in the
universitics cazt doubts in Adcecsela'c (187%) mind
about the retention of graduates in academic
carecrs. He contends that "retaining them depends
upon rewardins atmosphcres and favourahle
concitions of servicc hcing created te ensurce
adequate financial rewards and jok satisfaction.®
Otherwise, he furtheor argucs "these graduates nay
be casily lurcd away by the oreater attracticons

of the privatc scctor,”

Faniyan (1¢82) in a studv of businocss
education teachers job satisfaction in Xaduna
State found thot these teachers werce Jissatisfied
with their salarics, administrative policies and
mode of advanconent and inadceguatre tout bhocoks.
She obscrved that the respondents were satisfied
with eupcrvisicn, workines conditions and
inter-perscnal velations and their respcensibilities.,
She recommendod that students should neot be placed

in carc of teachers who are dissatisficod with their
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job and who wcould probably turn elscwherc when
they become real assets to the schocls, She
reccommenced further that cncouragement should

be given to tcachers to seck more cducational
training and that educational authorities shoulad
improve on thc fairness and efficiency with which

they handle tecachers' gricvances.

Oladcbhc (1978) found that tecachcrs cxpressed
satisfaction with tcaching as a job and with
their responsibilities, supervision an? pecrsonal
intcractions with principles, students/coleagues.
They cxpressce” Jissatisfacticn with advancement
procedurcs whicih thcy consider as the actual
potential for impreovement in their status or

position.

On thc basis of thcsc findings, he
recommended that only interested individuals be
recruited in tc the teaching profession, and that
morc woiwren gracuates shouléd ¢ encouraced to
enter the professicn. He opired that working
conditions and other professional activities
and meaningful incentives are needed to

encouracc and nctivate teachcors.

The task of gctting young men and women
motivatc! and prepared to cnter the teaching

profession, and retaining thosc already in the
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profession must take into cogrisance the way

the present husiness teachers feel about

teaching.,

This can be achicved through an investigation
of the causes and correlatcs of job satisfaction
and dissatisfaction among businesSs teachers in
matter and conscequcntly the significance of this

rasearch.

Although studics have been conducted
concerning toachers' satisfaction/dissatisfaction,
'no study has been specifically designed and
conducted in Wiceoria, regarding the ceuses and
correlates of job satisfaction of busincess
teachers in tertiary institutions (polyvtechnics/

universities) in Wigeria,

A better understanding and identification of
the variables and aspects of thc teaching job
that contributc to business teachers satisfaction/
dissatisfaction could have important implications
for university and polytechnic authoritices,
government, adwinistrators, education experts,
scholarg and the country as a whole, in terms of
job satisfaction evidenced by performance,
instituticnal coffcctiveness and ultimately, the

L

quality of education that polytechnic and univexrsity
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students receive in Wigerie.

1.8 Need for the Study:

In rccent yvears, therce has been high
frequency of labour turnover, arscentecisw,; poor
performance, poor attitude to work and
griemences amcng husiness tcachers in tortiary
institutions which arc manifestations of

dissatisfaction.

In view of this, many gcod business teachors
have joined other fertile establishments that are

committed to their well being and satisfaction.

Thus, thec need for this study arosce as an
attempt to £ind answers to two coentral gquestions

which havc hecome inescapable,

1. To what extent are husincss teacherx

satisficd with their johs?

2. What factors influencc thoe job
satisfaction of husiness teachcrs in
polytechnics and universitics.

Many hypotheses were postulated and tested

to find meaningful causes and make recommendations
to all concernel authorities to ninimisc and
totally correct the incessant staff turncver in
pelytechnics and universities among business

teachers, with o view to enhancing the image of



the teaching profession in general.

1.9

Scope and Delimitation of the Studye

1.

The genple (randemly sclected) include
ten universitics and ten nolytoechnics

in Niccria.

The study included only teachers
teaching business subijects in
universities and pelytechnics,

{Tertiary Institutions).

The study was hased on ten job
satisfaction scales and other measures

of satisfaction and dissatisfaction,

Basic Assumptions:

It is assumcd that:

l.

Itcne used for the job satisfaction

scalces are adeguate for the study.

Teachers would provide adeguate and

accurate responscs for analysis,

Teachers who respond to the instruments
arc roepresentative of the total
population of business teachers in
universities and polytechnicsz because
they have been randomly selected for

inclusion in the study.
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1.11 DBefinition of Terms:
Jok Satisfaction: The pleasurablc
emotional state resulting from the appreisal, of
one's joh as aciicving or facilitating the

achievement of onc's value.

Dessler {31979) "The degree to which one's
important nceds for hcalth, security, ncurishment,
affiliation, csteom and o on arce fulfilled on
the job or as a result of the jok.™ It refers to

how happy a pergon is with his or her joh,

Job Dissatisfaction: The unpleasurable
emoticnal state resulting from the appraisal of
onc's job as frustrating or blocking the
attainment of one's value or as cntailing

disvalues.

Jobh Satisfaction Scale: The gencral
categorics of jobh satisfaction items that fall
ingp the ten scalesg as used in the stuly to
measurce busincss teachers' satisfaction: They
are:

Worl Itsclf: The actual work perforued in
teaching. Including how interesting it is, its'
Qifficulties, amount, chances for success and
control, pacc and methods.

Pay: Financial reward, including salary

amount, fairjless or cquity, mcthods of pay and



allowance or incrorments.

Recognition: Expression of praisc and
apprceciation for tcachers and their jobs, credit
for achievements and accomplishments and

criticisms.

Growth cprortunities and security:
Oppecrtunities available to busincss tecachers
through profcssional supportive policics, actions
activities such as training, study leave, financed
confercnces, workshops, and seminar attcncance,
initiated by the Federal Ministry of Bducation,
its agencies or the universities/polytechnics or
the tcachers themselves to excel, achieve and

grow on the job.

Premoticns: Including opportunitics for
improvement cf stetus or position, fairncss of,

and basis for.

Responsibilitv: Being able to sticlh to any job
assigned to thc tcachcers as a result of their

perseverance, dctermination and reliahility.

Suvcrvisicnr: The boss stylc human-~relations,

tactfulnegs and administrative skills.,

Co~workecrs: MNature of interpcrsconal relation
in terms of social and prefcssional intcractions

that takes placc hetween business tcachers and
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other tcacherg. The confidence, helpfulness,
friendliness cf othor colleagues/stucents or

authorities.

Working Conditions: Adequacy, quality,
among of facilitics, equipment, instructional
materials physical conditions of work environment,

office accommedation and lecture rooms,

Management: The institutions concern for
employeces as well as pay and keonefit policies.
Benefitg: Such as pension, medical, annual

leave, paid vacations.

Tertiary Institutions: Universitics, and

Polytechnics,

Degrec: A university oraduate with bachelor
of Arts or Scicnce, Master of Arte or Science and

Doctoral degrec,

Hon-Dejrce: A well qualified graduate of
higher educational institutions other than a
Jdegrea programme of a university, with certificates

such as Mational Diploma, and Higher Diploma.

Pusincess Teachers: Any teacher whe is in the
department where business subjects arc offered

provided he/she tcaches business subject..

Business Subjccts: Thay are commoercial

subjects in the ficlds of marketing, accounting



and management and related subjects taught in a

department of Lusiness,

1.12 Organisation of Chapters:

The remainder of the chapters is organised
as follows:

Chapter IX: Presents a review of the related
literature on job satisfaction concents of job
satisfaction, faculty development and management
practices in iligeria, causes and correlates of

job satisfaction and a2 summary cf thc chapters.,

Chapter IIT;Desgcribes the methods and
procedurcs that were utilized in the ccllection
of thce data for this study, naturc and scelection
of the population of study, description of the

instruments used and the analysis of the data.

Chapter IV:Reports the statistical and
descriptive analysis of the data and the findings

of the study.

Chapter V: Contains summary, conclusions
and recommendations based upon the findings in

Chapter four.



CHAPTER 2

LITERATURE REVIEW

2.1 INTRODUCTION

The number of studics on job satisfaction
is legion. It would hc impossible tc review them
all here and it would be unafdvisablle, since many
of them are guite old and only of historical
interest,othcrs arc commentarics which deal with
neither theory nor research, and a large number
arc rncthodologically unquestionnable. However,
an overview of these studies is esscntial in
order to gain & perspective on the rescarch which
has hkoon conducted on satisfaction ovor the years
to draw any conclusions which appear to bhe

justified.

As ~ result of lack of research in tho area
of causes and correlates of job satisfaction
among husiness teachers in tertiary institutions
in Nigeria coitation from specific studies with

Nigeria flavour arc limited,

However, thoe materials rovicwed include
hooks, journals, articles, nowspaper accounts,
Literature from professional organisations,

reports, reports from constituted commissions and

- 585 =



- G
other accounts dcemed relevant for the

fulfilment of thoe purposc of this stwlv.

The review of literature is undertaken to
providce an undcerstanding of the causces and
correlates of job satisfaction among business

teachers in tertiary institutions in iligeria.
The scquence of this presentation is:

(a) Faculty and management practices in
Nigeria,
() Correlates and causes of job
satisfaction,
{(c) Other factors of job satisfaction.
{4} Summary of job satisfaction among
teachers.
2.2 Faculty and Managcement Practices in Figeria:
Today, it appears that most universities
and polytechnics are caught in an increasingly
difficult dilemma, Strong demands are being made
for the cstanlishment of new curricular and
courses offerings. All of these are for the
improvemncnt end cxpansion of cxisting programmes
and servicem to the nation in which such
institutions aore ¢staklished. Academic staff are
obviously the acents of these changes, vet many
environmental constraints in terms of management

practices of these institutions appear to be



limiting profcssional advancement,

Akintunde (1981) opincd that:
In its cucst to improve the
socio-economic an? political
starrlard of a socicty, no
hichar clucational entarprise
is likely to succead without
an adccuate highly qualified
anyl adwancament oriented
acalamic staff,

Akintunda perceived the need to roward
individuzal efforts, decries WNigeria's naticnal
universities commission's (NUC) Jdirective to
curtain advancement of academicians. He describes
it morc “as a dangerous and demotivational attempt

to strangle the university community."

The NUC's circular states that "ot morc than
15 percent of the academic staff of a university
should be full professors and readers an?® not more
than 20 percent should be senior lecturers,
Akintunde arcquces that such a constraint on faculty
advancement will only ke demoralising hut will as
well paralyse Migeria's higher educaticonal
institutions as well as bring them to ridicule in

the internaticnal cormunity.

It secms that the directive sceks to limit
the number of f£ull professors and senior lecturers
in each faculty of the universities and

consequently slow the pacce of thelr progress.
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In this conncction, Adeyemo's (1979) view
scems to be positive in a proposal made for the
growth and advanccement of members cof staff to the
faculty of Busincss Administration at the University
of Lages. Alarmed at the shortage of academic
staff hoth in tcrms of guality and quantity, he
noted that a large number of cxisting staff in his
faculty erc inadequately trainced for the task of
teaching and rescarch in the universitv., He
observed that this type of problems cspecially
affects the noralc of lecturers in addition to
lack of promotions and confirmation of

appointmaont.

It is obsecrved that the situationcal
problems exprecssed by Adeycmo are rampant in
other unviersities in the country especially among
business tecachcrs where there is a higher
turnover. Younqg recruits often bolt away into
industries locking for crcener pasturcs hecause
as they often arguce, the lack of fcllowship,
promotion, limited position at the top and poor
working conditions make them dissatisficd and

demoraliscad.

Reacting to this situation, Adcycmo (1979)
lamented that the university cxpects continued

comvetency in tcrms of teaching, roescarch and



- 50 -

publications from pcople who have never bheen
trained to brinc forth thesc fruits. Tle
therefore sucgested an cxpansion of training
opportunities ot homc cor ahroad to assist

individuals te grow.

Speaking in his managerial capacity, in
favour of thc nced for faculty develcprent, a
university Prcsident (1980) warns against "cut
backs in cducational bhudgets" and advocatces the
need to pay hicher salaries to academic staff in
return for doinc a goo? job of cducatinc the

next generation.

Similarly, Awoniyi (1928€) commenting on
University fundinc, plecacded with government and
authorities rcspensible for funding
universitics to show realism in what they .
provide. He asserts that with a recduction in
fcleral fundinc and sorie kind of naltry funding
figures spoken about in recent weeks in the
corricdors of pcwer, the serious and urgent
questicn now is whether a virile and worthwile
university systom can survive? HMartcrana and
Nelscn (1961) made a rclevant contributicon to
this positicn. They mentioned that limited
financial rcsources to underwrite the cost of

such items as faculty cxchange programmes in
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higher education arce ameng the factors
undercutting the nced for international
programmes among colleges and universities in
the United Statces. This situaticn according to
them, ncot only limits the maintenance of
educational programmes in these universities hut
alsoc curtails the professional advanccrent of

institutional personnel.

2.3 Correclates of Jobh Satisfaction
Occupatipational level is one consistent
finding in jol satisfaction studies which shows
that the higher the level of the job, the
greater the jeb satisfaction, (England and Stein,

1961, Herzhere, <t al., 1957, Vroom, 1964).

Brter (1%62) has attempted to explain the
gross differences that exist among people in o
Adifferent occupations and industrics and has set
forth four factors that scem uscful in oxplaining
the difference. These are (1) Occupational
prestige, (2) Control, (3) Integrated work
groups and (4) Occupaticnal communitices. Of
these Adiffercncces, occupational prestige seem to
be important, ons reflected by the fact that the
rank order of job satisfaction of various
occupational groups corresponds generally with

the rank order of prestige of the groups. The
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control factors deal with the relative amount i
of control inherent in jobs., Satisfaction
generally is hicher in the case of peoplc whosce
jot involve control over their own work and that
of othcers and is lowest for those peoplce who are
in jobs that arc¢ at the lower cond of the
organizational hierarchy for whe therc is little

opportunity for such control,

In othcor words, part of the theorcetical
explanation for the positive rolationship between
occupational leowvel and job satigfacticn stems
from reference group theory that overall, our
society valucs some jobs more than those who are
in non~valucd jobs. Secondly, jobs incrcase in
range and sprzad of activities the hicher one
goes in the occurational world. Therefore, ..
Portcor (1965) peoople who desire to have their
necds fulfilled in order to be satisficd are more
likely to £ind this to be truc in the higher
level jobs rathcer than in the lower level jobs
rather than in the lower level jobhs. Thus,
among thce variables that intervone in job

satisfaction arc:

{a} Job Content - There is cevidence that the
greater the variation in jok content,; tie greater

the satisfaction of the individual involved.
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Walker and Guest (1952) illustrated this in

their study of workers in an automobile assemply
plant. They found that for thosc worhkors with
jobs that involve five or more distant operations,
69 percent had favourable jeb fecls. This
contrasted with the finding that only 33 percent
of those workers who performed a simple operation
liked their jobs. €Similar results were found by
iyatt Stock (1834), Mann and Hoffman (1960) and

Hackman, et al (1974) among others.

() Considecrate Leadership: There is a
large number of research results that point te the
conclusion that consideratc leadership results in
higher jobh satisfacticn (Vrcom 1264: 3acdin, 1977)
than inconsiderate leadership. 2Although these
studies have not used the same instruments of
measurcient, the same procedures and so on, the
trend of their findings is consistent. The
reason for this consistency is that pecple like to

he treated with consideration.

(¢) Pay and Promotional Opportunities:
Research findings show that these two variables
are positively rclated to job satisfaction. The
explanation for this finding lies in the fact
that these variables are tied up with occupational

level and alsco have social prestige. Hence they
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are suppertive of refercence group theory. Also
each of thesc £ulfills an increasing nuwatber of
needs tho morce they are increascd thus meeting

personal fulfillment component of job satisfaction.

(1) Social Intcraction and Working in Group:
Homang {1550) hypothesized this and while it may
hold £or voluntary groups from which one may
withdraw if intoraction is unsatisfying, it is
likely that this does not hold for organisational
contexts from which onec is not always froee to

withdraw.

among the various hypothesis that have been
offered to explain when interaction is most
satisfying the ncst common are Vroom (1064):

1. Interaction is most satisfying when it
raoasults in the cognition that the other
person's attitude are similar to one's
own. 8Since this permits the ready
calculability of the other’s bhehaviour
and constitutes a validation of one's
self.

2. Interaction is most satisfying when it
results in being accepted by others,

3. Interaction is most satisfying when it
facilitates the achicvement of goals. Of
these, the seccond has the most support,

and c¢vidence fer the third is fairly goed.
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Research reclating to the first hypothesis
shows a pattern of mixed results. This is
understandaible in that some peopnle (those with
low self esteer) are not interested in secking out

people likce themselves.

(¢} Personal Variables - Ag¢e: A person's
age is one factor that determines how satisfied he
or ste is and until recently, most management
writers belicved that therc was "U" shohed
relationship beotween age and satisfaction.
Psychelogiste Delieve that satisfaction was
highest when pcople started on their jobs, kut
subsequcently declined.

The assumption, Hunt and Saul (1875) was that
workers came to their johs enthusiastically but
that as their aspirations conflicted with the
realities of their job and their abilities, they
slowly corow more dissatisfied. As theoy orow older,
however, they boesan to lower thelr aspirations so
that as a resuli, older workers beconc relatively

satisfied with the realitics of their job,

Most evidence on the relationship hotween age
and job satisfaction holding such factors as
occupational level constant seems to indicate that
there is gencrally positive relaticonship hetween

the two variables up to pre-retirement ycars,
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Saley and Otis (1964}. It is the conclusion of
Saul and Hunt {(19277) that todavy, the helief is
that enmployee age and satisfaction are directly
related: that other things heing equal, older
employecs are more satisficd than youncger

cmployees,

Yet, while we know that age and satisfaction
are often dircctly related, the reasons for the
association arce not undexstood, Many
explanations hava been proposced by Glenn, Taylor
and Weaver (1977) but perhaps the most realistic
expectations about their jobs should he more
satisfied than those with unrealistic
expectations. 2And probably as comploycoes grow clder,
they gradually lower their aspirations and bring
them in line with their ahilities. Thus to the
extent that older workers have morc rcalistic
expectations, they are more satisfied, Herzberg,
et al {192%7). ©On the other band, some studies
show nc relationship betwecn age and pay

satisfaction (5chwab & %allace, (1973}).

{f) 2Bducational Level: There is often an
inverse relationship betwceen educational level and
enmployee morale, although the findings here are
not entirely consistent, Mahcr {19266) amd Michael

Gordon and Richard Arvey (1975). Thus other things
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being equal, it appears that the higler the
educational lovel of an cmplo, 2., the the lower

his or her jol> satisfactioen, particuiarly with

pay. One possible explanation is that pecple

with higher educational levels also have higher
"reference groups.” These are groups both inside
and outside the organisation with which an

cployee compares his/her own attainments. Aand,
the higher a person's reference points, the higher
he thinks he should be the less satisfied he may be
at any particuvler point. There is alsc a direct
relationship between occupational level and
enployec satisfaction. Thus eéxecutives are on

the whole, mcre satisficd than managers; managers
are more satisficed than subordinates, and so

forth, Iyman and Perter (1965). Emplovces for whom
work is a "central life interest® also tend to

have the highest job satisfaction, whilo those with
a non-work oriented centrel life intercst have

the lowest job satisfaction - reported Dublin and

Champoux (1977).

(g) Sex: There is as yct no consistent
evidence as to vhether wormen are more satisfied
with their jobks than men, holding such factors as
jol» and occupaticnal level constant. The

discovery by Ffavanagh (1974) suggests that men tend
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to have a profound cffect on satisfaction studies

than women.

A number of individual differcnt items
influcnce employece job satisfaction. These
include age, cecupational level, educational

level, and central life interest:

2ll these are factors that a manager cannot
easily change or manipulate once an emplovec is on
the job. llowever, Goessler remarked that, it is
possilile to wmanipulate these factors earlier, when
the "men-equipments” for each job arce drawn up,
when employee are hired and assioned. For example,
cn cspecially boring, disgsatisfying jobs, one could
probalily make a case for secking out workers who are
older, less educated and $ho are “company men” in
that work in c¢oneral and the company in particularxr

arc important central factors in their lives,

2.3.1 Situaticnal Facters that Influence
Job Satisfacticn:

To understand why and how situational factors
influence job satisfaction, one has to romember
that employecs bring to their jobs many nceceds that
they want to have satisfied. These necds include
a number of hasic, existencoe necds for btoalth,
scourity, and pay and a numher of higher level

"growth" nceds like the needs to achicve, to be
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recognised and to seclf-actualise. Whether or

not thesc needs are satisfied depends largely on
situational factors. The nature of the work
itself, for exanmple will, determine whcother the
job provides the challenge and sense of
achicvemeont that can satisfy the workoers needs

for achievement and self-actualisation. The
leaders style will influence whether the person's
need to be treated as a valuable uniguc individual

will be satisficd.

The reward system and company policy, will
influence whothor the persen's need for food,
shelter, and security are satisfied. and the
person's work group will determine if niis or her
affiliaticon need is met. Situational factors
like these therefore all have a direct hearing on

employee satisfaction.

What do workers loock for in thelir job?
What situational job-related factors make a job

"good" or “bod" from the point of view of employee?

A recent study shed some light on this
question Jurgenser (1978) studied over 57,000
job applicants of the Minncescta Cas Conpany. As
part of their application, these pecople filled

out a job preference gquestionnaire and Jdata was



- £9 =
available for over a 30 - year periocd from August
1945 to August 1975. The questionnairc asked
the applicant to indicate his or her preferences
for ccertain job characteristics by ranking them
from 1 (high) t¢ 10 (low). The resulis of the
study werce fairly clecar~cut. For men thcre was an
orderly progression from security (most important)
to working conditions (least inportant) with the

factors ranked as follows:

Security (hiighest), type of work,
advancement, company, pay, co-workers, supervisor,
benefits, hours, working condition (lowest). The
results for the women werce different. Lore
"type of work” was by far the most important
factor in determining what makes a good or bhad
job?" The next cight factors weore fairly close
to cach other in importance and "bencfits®

stood alone in tenth place.

On the whele, job preferences were
markably consistent over the 30-yecar period, but
some trends wore apparent. For men, "tyse of work"®

increased is important over the period.

This vesult is informative for many reasons,
FPirst, most poople tend to assume that "pay”™ is
the most inportant factor in determining what

makes a job good or bad, From this study, however,
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it seemg that many factors, including sccurity,
type of work, and opportunities for advancement
arc also important in detcrmining what makes a

job good or bhad.

From this Jurgenser (1978), it is clear that
employce satisfaction is influenced by many
situational factors. ©Such factors in which
management usually has a good deal of control
inclucde joh sccurity, typc of work, advancement,

pay, and lcader style.

The organisation's climate -~ the perceptions
the individual has of the kind of organisation he
is working in, and his "feel" for the crganisation
in terms of such dimensions as autcnomy, structure,
revard, considcration, warmth and sunport and
openness will alse influcnce whether or not he is

satisfied with his job.

The naturc of a person's job also has direct
Learing on his or her job satisfaction. Recall
that many belicve that pecple have nceds te be
challenged, to achicve, and to feel inportant,
and that routinc, simplified job lea? to monotony,
boredom and finally dissatisfaction, concluded
Hulin and Bloed (1968). Oftcen, the
prescription for dealing with this prollem is to

redesign the job, enriching it so that the
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er:ployee has a more varied set of tasks to

perform.

2.4. Othcer Pactors of Jok Satisfaction

Benson, Charles, Dicnn (1267) rcalising that
professional pcrformance of a high standard
recuires administrative assistance in ramoving
oletacles to successful poerformance, rerorted thet
studies on emi>lovment practices and vorlking
conditions havce led to the conclusion tlat
"recuitment into the teaching profession has to be
adequate for the staffing nceeds of hicher
institutions an’ for cnsurinc that ccod morales

arc maintaine’ arong emploved tcachers.”

Cooper, (1274) investicated the relationship
between job satisfaction of teachers and teaching
effectiveness as perceived Ly their positive
relationship bctween teaching effectivencss and

total joh satisfaction.

In discussing the teacher's cffectiveness in
performing his task, Xnczevich (1969) pointed out
that the conditions of cplovrient affcct teacher's
morale, also ncavvy work load, salarv and inadeguate

retircicent benefits affect tecachers.

according to a2 rescarch conducted !y lMapier

(1966) , he reported that high teacher morale is
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assocliated with the administrator's

appectation of teachers and support given to them.
Trusting superiors, participation in decision-
making, adequate facilities and equipments,
salaries, fair distribution of assignmerts,
adegquate leave pplicy, fair teaching load and
in-service traininq were found to be contributing
factors in increasing job satisfaction of

teachers.,

2.4.1 Job SBatisfaction and Performance: There

are two basic theories of how employee satisfaction
and performance are related. The firsgt theory is
that satisfaction leads to performance. In

other words, that the way to inmrpve amployees'
performance is to "boost their morales.® This was
popularised by the human relation movement. The
essence of which was that managers would increase
productivity by increasing the morales of their

employees -~ Vroom (1969).

However, Organ (1277) concluded in his
research that wvhile the ideca that "happy workers
are better workers” is intuitively appealing the
research findings generally fail to support it. In
other words, scmetimes, satisfied workers perform
hetter and sometimes they do not, and so, taking
actions to boost morale will not necessarily lead

to better performance.
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Bowen and Siegel (1971) suggested that
rewards which are based con performance lead to
hoth satisfaction and subsequent performance.
According to their theory it is the reward
cither intrinsic or extrinsic that causecs both
performance and satisfaction. The expectation
of reward leads to performance, and reward itself
{which results from performance than results in

satisfaction, Greenhaus and Badin (1977).

However, Porter and Lawler (1967) argued that
the relationship ketween satisfaction and perform-
ance is rceiprocal: performance leads to rewards
and satisfactions. And, the expectations of
rewards then leads to further performance. Green

and Craft's (1977) research supports this,

In summary, ovidence suggests that boosting
morale may heave some positive effcocts on the
organisation but it may not necesarily lead to

better performance,

2.4.2 Satisfaction & Its Relation to Attendance
and Turnovexr:

Satisfaction may not 'cause' performance but
{every manager knows that lack of satisfaction is
a surc sign that all is not well in the crgani=-
sation. Dmployeces who are more satisfied generally

have better attcndance records than those that are
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not; participate less in unicnisation activities;
and tcnd to boe more satisfied with their jobs as
well., Tha result of a recent study, Smith (1977)
satisfacticn and attendance were related and that
there was a significant relationship between all
the six facets of job satisfaction and attendance

is good evidencc.

Mirvis and Lawlcr (1977) wanted to find ocut
in a study if satisfaction is rclated to attend-
ance and how much money could be saved by a
company who increases the satisfacticon of its
employecs. They used cost accounting techniques
to apply cost to absenteeism and turnover invelving
160 Bank tellers. Based con this, they were able to
predict the effect which improved attitudes would
have on attendancoe and therefore costs. They con-
cluded that a siight increasc in job satisfaction

would result in an expected dircct cest savings.

2.4.3 Job Satisfaction and Unionisaticn Activity:
Therc is little doubt that job dissatisfaction is
a major reason why workers unicns. Harner and
Smith (1978) administered an attitude survey to
employees in 250 units. The survey was carried
ocut pricr to any history of Unionisation Activi-
ties, but several months latcr, attempts were made

to Unionize empleyees in 125 units and 31 of them



finally opted tc "go Union." The rescarchers
correlated jobh satisfaction with factors like
supervision, amount of work, carccr, security,
financial rcward, physical surrcundinags, and
company idc¢ntification to why employecs in a unit

decided to join unions.

The result of this study shows clecarly that
cmployces who were more dissatisficed were more
pronc to cngagce in unionisation activity and to
unionizc for cxample, in all cases the units with
no unionisation activity had employces who were
morc satisfied than did the units with unionisation

activity.

2.4.4 Job Satisfaction, Hon-Work Satisfaction and
the Quanity of Work Lifc:

An argumcnt oftcn madce in favour of trying to
raise moralc is that being more satisfied is
simply a bettcer state of affairs than heing dis-
satisfied and that employces tend to be more satis-
fied off the jcb» and have a "a better quality of
lifc" when they are satisfied with their job.
Though this argument is somcwhat altruistic, it is
nevertheless an attractive one to many people and
the evidence scoms to support it. Orpen (1978) in
a study, survcycd 73 supervisors and the results

showed that jobh satisfaction scemed tc cnhance
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roen-job satisfaction rather than the other way
round, ¥Furthermore, being satisfied with cone's
job seems te have implications that go beyond just
nen-job satisfaction thus, Manual Lendon, et al
(1977) found that job satisfaction can influence
how a person feels about his or her life as a

whole.

2.5 Summary <f Job Satisfaction Among Teachers:

Factcrs that affect teachers' job satisfaction
can be determined and provisions made in educational
institutions to allow teachers have high level of job
satisfaction. Accordingly, Lacy {1973) correlated
selected factors with three levels of jobh satis-
faction, Based on the findings, it was concluded
that thc community in which teacher teaches affects
their job satisfacticn, and cother factors like
fringc kenefits, school administrative policies,
office work experience, salary, number of students
in the¢ classes, teaching lcad, helpful supervision,
amount of tcaching experience and the amount of
college credits teachers have had, affects their
satisfaction. Thus teachcer job satisfaction is
dependent on a combination of factors. Whereas
teacher job satisfaction is not affected by number
of dependents, marital status or scx of teachers,

keeping records or making reports and alsc a high



level of job satisfaction dees not prevent

teachers from lcaving the teaching field,

Dicenncr (1985) in his study of community
college faculty joly satisfaction and dissatis-
faction, found faculty deriving high sntisfaction
from student achievement, their own intellectual
growth, flcxible and autonomous working conditions
and association with stimulating peers, while
expressing dissatisfaction with jobk conditions,

salary, rad=tape ,student and collecaguc apathy.

Hackman and Lawler (1971) developed a conceptual
framework spacifying the conditions under which jobs
will facilitate the devclopment of internal notiva-
tion for cffective performance among faculty members
in higher institutions and these were tested. They
concludoed that, while jobs may appear to be highly
potent in deternining employec motivation and satis-
faction, there i1s no single best way to design a
jok, rather, thoy opined that substantial motiva-
tional potential of jobs can he realised cnly when
the psychological demands and opportunity of jobs
mesh well with the person' needs and goals of

employecs who work on them,

Maclon (1983) examines the job satisfaction of

151 college faculty members and the effect of their

personal cheracteristics and job related activities
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to economic, teaching, administrative, recognition-
support, and convenience dimension to job satis-
faction. He argues that heavy involvement in
routine academic tasks and certain unhealthy faculty
development activities may affcct jol satisfaction
adversely. Cohen and Friedlander (1980) in trying
to find out what lecturers want from tlhicir job,
summar ised their findings on faculty perception of
themselves, their role and thelir working conditions

thus:

Lecturers Cosire more time, more interaction

with their colleagucs better professional

development opportunitices, improved support

sarvices, bottor students, improved media

and instructional materials in order to

increase their job satisfaction.

In their own contribution, Hunter ct al (1980}
found cut in & study of faculty morales in higher
education, that some factors contributing to low
morale in college faculty are: too much status
given to rublication and rescarch, too littlce

status for tcaching, uncertain job conditions,

low-collcgiability among peers and limited mobility.

Fagbamiye (1981) studied the extent to which
academic staff in the five oldest universities in
Nigeria cxpressod job satisfaction and motivation,
Analysing the return by 157 teachers based on six

factors: remuncration and conditions of service and
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woulld not choosc teaching if they werc starting

all over again. The more exporienced, narried and
more qualified staff werce most dissatisfied.

They were also more satisfied than their less

senior colleagucs with the attitudes of students
toward the tcachers. He concluded that university
tecachers can he described as dissatisfied with the
Nigerian University system on their job satisfaction

as a whole.

Thus this chapter provided a revicew of job
gsatigsfaction literature, Supportive and controver-
sial studies on a two-factor theory in which the
components of job satisfaction used in this study
were based. Other studies hased on the relationship
between performance, morale and job satisfaction
were reviewcd. An insight into the management
practices and faculty development in Migeria were

highlighted,

From the review of thoe literature and other
studies, the investigator concluded that both
general and specific areas of job satisfaction
have a mutual ground, share common principles, and

strive for similar objectives.

The varisty of research approached, and the
diversity of results made valid comparisons of

results tedious. However, inspite of the lack of
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effective solutions to job satisfacticn problemn,
the research and cexperimentations sc far has led
to increased cummulative knowledge of jol» satis-
facticon. As a result, stcadily improving

techniques and nmore sophisticated thoories pro-

vide better tools in the search for solutions
related to the problems of job satisfaction. The
individual ard the societal complexities involved
in the prol:lems of job satisfaction are con-
tinvally ¢volving as the socicty and individuals
within it change. Thorcefore, new and botter
sclutions will need to be found to respond to the

naw problems.

The rescarcher concluded from her review of

the related litcrature and etudies that a survey

of job satisfaction among Nigerian Busincess Teachers
in tertiary institutions would make a useiul con- ‘
tribution towards better understanding and success-
ful adwinistration of educational instituticons in

Nigeria.

It is cevident that business teachers like
their counterparts in other disciplines in the
universities or polytechnics come to their different .
institutions with the aim to contributce their own
quota to the growth, development and emancipation

of youths in our higher institutions of learning. To
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be able to do this, they expect no doubt a balance
in the psychclogical contract signed Ly the
authoritics and society at large to ba able to get
those things that would enable them perform well.
Short of thesae facilities, necessitics and motiva~
tions they arc gradually being pushedl to look for

greener pastures in the private sectors.,

It is clear that while the administrators
of tertiary institutions, staff and students have
a lot of efforts and contributions to make to
achiceve a onencss of okjective that of retaining
and advancing the course of teachers, cortain
limitations might be unavoidable. However, in all
totality, it is the opinion of the rescarcher that
the administrators, geovernment and scciety at large
all owc it a duty to re~orient, re~lunch and
re-awaken the minds of all concerned to appreciate
the noble work teachers perform. Therce should,
thercfore, be adeguate rowards commensurate to ?
thelr cfforts to motivate them to keep their jobé

and help educatz cur potential leaders of tomorrow.

2



Chapter 3

3.1

METHODOLGG Y

Introduction

This chapter describes the methods, and

procedures that were utilized in the collection

of the data £ar this study.

are:

Ve

Nature and gselection of the population

of the study.

Description of the instruments used
Pracedures for the collection of data
Analysis of the data

Summary

The Vature and Selection of
The Topulation of the Study

The sample of 700 tecturcrs, for this

investication was randomly detarmined from Business
Teadiers in 10 universities an® polytechnics spread
all over Higeria.
rolytechnics werc clustered an selection of sample

institutions to he_included in the study was made

from the cluster. The universities of WNigeria,

Nsukka, The University of Lagos, Ahmadu Bello

University, Zaria, University of Benin, Benin-City,

University of Jos, Jos, University of

The areas discussed

All old an” new universities/
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Port-Harcourt, Port-Harcourt; University of
Sokoto, Sokoto, University of Ilorin, Ilorin;
University of Maiduguri) and Bayero University,
Kano.

The polytechnics incluiled in the study are:.
Kaduns Polytechnic, Kaduna; ™ce Polytechnic,
Ihadan; Yaha College of Technology, Lagos,
Plateau State Polytechnic, Barkin Ladi; Institutce
for higher Education, Xano; JFederal Polytechnic,
Idah; Yederal Polyiechnie, Bauchi, Benue State
Polytechnic, Udwololos Federal Polytechnic, Bida;

and Prloral College of Technology, Owerri,

Some of the newly established universities
and polytechnica were nofl included or considered
for participation in this stuly, hecause priority
was given to only those institution with Business
Education, Rusiness Administration, Business
Stulies, Faculties/Departments where experienced

opinion played a primary criterion,

This randomised selecticon was also necessary
in vicwr of the geographical spread of Nigerian
Universities and Polytechnics. The ten
niversities and Polytechnics were selected hased
on the assumption that they constituted valid
source of information from which data for the

analysis could be elicited.
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The sanple.size for each of the university
selection was 40 and 30 for ead) of the ten L
polytechnics selected for this study. It was
also assumed that 100% of business teachers in
the cluster was selected and at least the sample
incluled one person who is tenching business | B
subjoect in the institutions' Jdepartment*facul ty
of RPusiness AMBministration, PBusiness Education,

Businass Stwlies as the case uay be,

A total of 700 Business Teachers in those
selected institutions constitute the sample in

this investigation. Usable cuestionnaires were

Yeceived from 413 husiness teachers in hoth the
universities and polytechnics selected. This o
represents 59% of the saﬁple size,
Description of the Instruments Tsed: :

- Two sets of guestionnaires were wsed ag basis
to_collect the data for this study. One of them .
is the Hoppocl {1935) Jor Satisfaction Blank {(JSB)
and the other is the Courger/Cawacki survey .
instrument. They were »oth modified for use in

this study. ' . : !
‘b ' o

‘e JSB is the best known and most widely
used ncasure of satisfaction. It was first
develonaed by Hoppock in the [Tid-thirties and has
gone through five Aifferent forms, the last of

which consists the guesticns shown in the
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Appendix. As it is apparent from its content,

the joby represents the global approach to the
measura of satisfaction. It is assumed that the
worl. summates has likes and dislikes for his job |
and in responding to the questions, weights them
suhjoctively according to thoir importance to him,
His &cores can then be axpressaed in either a
weighted "Index of Satisfaction® rased upon
standard deviation values for each item multiplied
hy the response percentages. 0r;, a simple average,
or total values assigned to cach Hox. The latter
approach was preferable becsune of its greatsy
simplicity and easa of computation. Joh Satisfaction
Blank, has a high internal consistency as an
instruaent. Hoppock correlated the JSE with a
composite score hased upcon 257 guestions ahout
satisfaction with specific aspacts of the joh

and oltained an r of, &7.

In the final questionnairn prepared for this
stuiya, Hoppocks' job satisfaction Blank was
adopted in Section 2 to solicit responses to
guestions posced on how resnoirdents felt about the
job itself. The Original Moppocks' JISB was
modified consideralrly to meet the investigator's
need in the sense of pinning Aown respondents to
be more definite about their answers. Some of
the wordings in the original »lank werce replaced

with more meaningful blank sentences to he able
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ohjectively.

For example, the JSB was based on seven-
weichited~description of what ithc employee felt alout
his or her job. 1In the investijator's instruments,
thes¢ sentences were reduced {0 and weighted from

1 - 6 v asking the indi vidual respondent to tick
on hos, after choosing the statement which best

tells how well he/she like his /lier job.

T™e first part of the questicnnaire asked
for biographical details and the items covered
area: like: sex, age, marital status, nwher of
¢hildren, size of family to whoum subject is
directly responsible, state of origin, religion,
status, highest academic qualification, teaching
cexpericnce, the most important reason for entering
the teaching profession, and level at whhich he/she
is teaching. They are designe? to collect personal
data, independent variahles within the population,

(See iIrpendix).

The author also made use of the Courger/Zawacki
Survey Instrument., This guegtionnaire/instrument
is & Ciagnostic tool to identify the key factors
for mctivation and productivity of an entire

data processing staff in a large computer

organization.
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3.4 EBackground on the Courger/Zawacki Instrument

The author: Professor J. Daniel Courger and. '.i
Robert A. Zawacli, University of Colorado (1980) provéh
the realiability and wvalidity of the instruments and
published the results in their book 'Motivating and .
Managing Computer Persconnel. Their data base now !
contains data on over 6,000 computer personnel. They
have developed national norms, on motivation for 16
different jobs in the ficld, including 3 levels of
management. The ¢/2 survey instrument is administered
individually tc each employee, and answer sheets are
mailed to c¢/z associates for data entry and computer
processing. A report is preparcd compairing results

in one company to the national norms.

The c¢/z survey instrument measure's job dimensions,
satisfaction levels, goal cliarity/accomplishment and
data processiﬁg problem arcas. Most important, it
measures the potential of each job to motivate the
specific group of employecs holding that job., When a
mis«~match occurs,; clues are provided on how to realign
the task assignments. The survey outputs described:
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1. .New jo» dimensions -- the cbjective :
charactcteristics of the job itself in terms of skill
varliety, task identitv, task significance, autoncmy
and feedbacl, from the joh itsclE.

e Satigfaction measuras -~ the private,
affective reactions or feelipngs an employec getslf'
from working on his jok, incluwling general satis-
faction, internal work motivation, specific
saticiactions, such as (pay, supervision, and
satisfaction with co~workers).

3. Sociel need Streagth - the degree to which
the comrloyee needs to interact with othef emplofées.

. Goal clarity and accomplishment.

S5, Prohlem areas.

6. Lxperience,

7. Knowledge of results,

3. Individual growth an® need strength,

Need strength and motivating ootential score
reflects the potential of job for electing positive

internal work motivation on {ha part of the

employees.

The c/z survey instrument was ‘lesigned to

asgist employees in the study of their johs and sﬂow
tow it affects them. The guestions on the survey

arc designed to measure employees perception of thelr
joks and reactions to it. There were similarities

of a great many questions, Ttis was necessary
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actording t. the authors to produce gtatistical

validity of the gquestionnaire.

The Couger/?awacli questionnéire indicates
frequency of occurence through the uge of a seven
points of valuss. Each respondent was asked to.
indicate the extent tc which each of the sixty items
characterised his /her institution/iobh for example,
for the statement "The amount of pay X receive,"
responses could range from "Extremely Cissatisfied
to "Extremcly satisfied.” 2uiy item cited as extremely
dissatisfied received a point value, "Dissatisfied" .
received a tlirce-point value, "slightly dissatisfied,”
received a three-point value, those cited as | i-
"Neutral" recaived a four-point value, while | W
"slightly satisfied® received a five-point value. %
"Satisfied” roceived a six-point valuc and lExtremely

satisfied” received a seven point value.

The investigator mordified this sceven point scale
from "Extremely disgatisfied" to "Extremely satisfied"
on a six point value scale, The "Neutral” point was
dropped on the scale, to ensure that respondents were
pinned down to making a decision about each item on
the questionnaire, it was alsc done to ensure casy

coaliation of the responses,

The investigator adorted the <o/z instrument for
use in this study with modifications based on |
Henzberg's theory of work motivation., %he items on.
the final questcionnaire were predicted on the factors

of job satisfacticn based on the theoretical studies
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assocjlates.

The ten factors incluled five internal job

factors which are achievoment, recognition,
advancenent, responsibility and work itself. These
are reierred to as motivating factors while salary,
administrative policies, supervision, inter personal
relations, and working conditiong, are referred to
as Hrgiene factors. The gquestionnaire was designed

as closed type to ensure standardization.

It was administered in a self~report form.
Following each items as listed “elow, were five
Likert—type responses which range from "Extremely
dissatisfied,”" "dissatisfied", "slightly
dissatisfied," slightly satisfied, satisfied anﬁ
extrenely satisfied," A siy~moint scale of value
was assigned to each item to inlicate the

respondents ' judgement for the value of cach item as

follows:

1. ﬂé Fxtremcly Adissatisficd

2. Dissatisfied

3. = Slightly satisfien

4. = Slightly satisfied

5. = Satisgfied

6. = Fxtremely satisfied '

Section 3 of the final guestionnalre contains
this portion, Investigator addsd more items to the

orocinal Courger/Zawacki gquestionnaire and moderated




it to suit the Nigerian context. For example, c/z

questionnaire has only 60 items but the investigator's
final questionnaire has 71 items. Item 64 under
administrative policies in the final guestionnaire
used by investigator concerned "procedures by which
heads of departments are appointed to tpeir present
position." This item, is an example of the guestions
added to the original c¢/z instrument because of its
relevance to the Nigerian Polytechnic/University
faculty set ups which is viewed as a possible source
of staff dissatisfaction since the incuents are
appointed by the Chief Executive, in vhose appoint~

ments staff have little or no input.

5 Procedure for the Collection of Data

Pilot tesits were conducted with the final
ques tionnaire produced from a combination of
Hoppock's (JCE) and Couger/Zawacki survey instruments
(c/z). The business teachers in the departments of
vocational and Technical Education, Accounting,
Business Administration at Jhmadu Bello University,
Zaria, served a respondents for the Pilot tests.
After collectinc them back from the respondents,
their responses and suggestions were incorporated into
the final draft which was printed and sent to the

Universities, and polytechnics incluled in the study.

This was to ascertain the validity of the instrument.,
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The final research instrument was sent to
respondents in April, 1986 with a deadline for
completion of September 15, 1986. Some heads of
Departments in the institutions selected for the
study assisted in collecting completed questionnaires
which were mailed to the researcher in bulk. When
repeated reminders failed to yield reasonable return,
the researcher personally visited some of the
institutions to solicit co-operation and collect

completed questionnaires,
Procedure for Mnalysis of Data

The 413 resvonses were partitioned c:ategoricaliy
to obtain the fregquencies of responses. Subsequently,
frequency for job satizfaction scales were computed

from the freauencies,

The scales represent ten aspectc of teacher
satisfaction: (Sections II & III of questionnaire)
as follows:

a) The Job: (4 items - 14, 15, 16, 17). This sc_,

contains items which meas ured the teacher's

degree of satisfaction with the job itself as

well as possibility of a change in profession.
b) Pay Satisfaction (3 items -~ 18, 19 & 20).

This scale measured the teacher's satisfaction

with respect to salary payments.
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£)

9)

)
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Work Itself (11 items -~ 21 through 31)

The scalc measures the Jdegree of satisfaction
with facllities available, freedom of thoughts,
actions creative imagination, oppurtunity as well -
as personal satisfaction derived from teaching;
as a prefession,

Prospect (2 items - 22, 33, and 3%). This is =
scale thal: measures promotion, jol: security and
pProspaecis.

Supervision (2 items -~ 35 and 3§). This scale
measures the degree of interest obtained from

the immedizte boss {(e.g Head of departmentfwith
respect toc professional guidance. -
Social Interaction (6 items -~ 37, 38, 39, 40,

A1, 42). The scalc measures the working
relationships betwocen the teacher and his
colleagucs.

Recognition (5 items - 43, 44, 45, 46, 47).

This scale measures the teacher's satisfaction
with respect to prestige and recornition attached
tc the tceaching prrofession by the society.
Denefits (7 items - 48, 4%, 50, S1, 52, 53,

54y TWhiz scale messures the gsatisfaction
received in terms of overall condition of
remincration in *he profession, this includes
pension, aratuity, loan tacilities,

accomuodation and so ch,
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hchievement and Growth Opportunity (6 itcms -

56 through 60). The scales mcasure the
satisfaction of teachers with respect to personal
growth, In - scrvice programme, professional
membership of hodies and encouragement for

bus iness teachers.

Mministrative Policies (5 items = 61, 62, 63,

64, 65). The scale measurcs the implementation

of government policies and regulations affecting
teachers like appointment of administrative

heads.

Working Conditions (4 itcms - 66, 67, €3, 69).
The scale measurcs teachers' satisfaction with
respect tc instructional material, equipment and
overall thysical layout and working environment

for teachers.

To evaluate the ten characteristics of the

scales, a gencral frequency distribution; was used.

The frequency distribution gives information about

absolute, relative satisfaction and dissatisfaction

among the scalcs.,

Using the satisfaction scores, the data wes

subjected to a scries of statistical analysis viz:

Discriminant Analysis for cach of the demographic

parameters, notably scox, age, marital status, number

of children, academic qualification (University/
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vs Cettificate) level at which suhjects teach,
(Uhiversity vs Polytechnics). The scales were
compared on the basis of their demographic
characteristics. Using the scales computed above,

th¢ hypothesis wore testod.

Discriminant analysis is a proccdure for
astimating tho position of an individuel on a line
that best saoparates the categories. Tasically,
discriminant is concerned with putting observations
inte groups. Such that cbscervations in the same
group are generally more like cach other than

observations from diffaerent groups .

Discriminant analysis is similar to multiple
rogreossion analysis. The only major differences is
that discriminant analysis is mostly vced for discrete
rather than continucus data. PFurthermore, the
cocfficients ohtained by discriminant analysis are
chtained in such a way that the risk of wrong classiwl
fication is minimiscd with respect to the indepen-
dent variablos. The sigrificance of discriminant
function is determined by a statistics called Lanbda
which is defined as an inverse mzasurc of the
digscriinanting power in the original wvariables which
has not yet benn removed by the discriminant function,

For easy understanding, the statistic Lanhda

was further transformed into another stotistics called
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chi-squaxrxe. %The larger this statistics is the
smaller the AQiscriminating power. The co-efficient
of the function dividing the two groups give the
relative degree of contribution of its associated
variables to the discriminant function. The signs
associated with the co-efficient, dotormines the
dAireetion of the contribution. (Positive sign implies
pegitive corptribuntion and negative sicn implies

negative contrilution).

Consaequently, discriminant analysis is niost
sultakle for this stuly becausce most ¢f the personal
data cor biocgraphical details are dichotomous, such
as sex, age, marital status, hichest academic guali-
ficaticn, teaching expericnce, reasons for entering
the profession and level being taught (University or
Polytechnic). S8SPS - Statistical Package for Social

Sciences was used for the analysis of the data.

Other statistical tool utilized wore the
contingency table, of the scale analvsis (lypothesis
1 - 10) to obrain some degree of dependence among themnm
and analysic of variance tc astablish the degrea of

Gdifferences between the demographic classifications.

The hypothesis investigated were:

1. Satisfaction from pay is indepcendent of job
satisfaction among business teachers irrespective
of sc, age, marital status, and level at which

they teach.
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Satisfaction from work itself is independent of
joh satisfaction among business tcachers
irrespective of sex, ajge, marital status, and

level at which they teach,

satisfaction from prospect is independent of job
satisfaction among husiness teachers irrespective
of sex, oge, marital status, and level at which

they teadi,

Satisfacition from supervision ig indepencent of
job satisfaction among busipess teachers

irrespective of sex, age, marital status, and
ﬂ

level at which they teach.

Satisfoction from socisl interaction is
independent of job satisfaction among buSiness
teachers irrespoctive of sex, age, marital

status and lavel at vhich they teach.

Satisfaction from recognition is independent of
job satisfaction among business toachers
irrespective of sex, age, marital status, and

level at thich they teach.
[

Satisfaction from benefits is independent of job
satisfaction among business teachers irrespective
of sex, agc, marital status, and level at which

they tecadi. .
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8. Satisfaction from achievoment and growth K
onportunity is independent of job satigfacticon
among business teachers irrespective of sex, age,

marital status, and level at which they teach. -

9. Satisfaction from working condition is independent
of joh satisfaction among business tcachers
irrespective of sex, age, marital status, and

level at which they teach.

10 Satisfaction from administrative policies is
independent of ioh satisfacticon among busincss

tecachers.

11 The level of satisfaction.over the scales will
be equal. for male and female business teachers.

12 Subjects who are over thirty yvears of age will
have equal satisfaction with those younger

{less than 30 years).

13 Subjects who are married have equal satisfaction

on the scales as those who are not married.

11. Sujects who entered the teaching profession
hecause of cconomic interest have agual
satisfaction with thosc who cntoreal because

of interest in tha professicn.
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15. Satisfaction on the scales for those with less ";
than eight vears of teaching experience is the
samc as for thosc with more than cight vears

expericnce.

15. Satisfaction in all the scales is equsl for

hoth polytechnic and university teachers.

17. Satisfaction on the scales for non-degree
business teachers is the same as those with

degrees,

18. Satisfaction on the scales for Husiness tcachers
with laess than three chiidren is equal to those

with more than three children.

Summary

700 respoendznts covering 10 univcrsitiesland 10
pelytechnics in the country were the population of
stuldy. 413 responses were recelved, ~iving a 59
percent return,

The Hopwpock jok satisfaction Blanh and
Cougey /Zavwacki ~iagnostic survey instruments were
adopted, moderated and were incorporatesd intc the
researcner's cuestionnaire and usedl as the
survey instrum¥rt. The procedure for the
collection of data was Jdiscussed and the procedure
for statistical analysis of the rata wed jpnclinied
a preliminary analysis o) tained lw simplo
frequency distribution and computaticn of scales of

meag uraement,
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In addition to the respondent frequency
scoraes for satisfaction, the following procedures

were also employed:

(i} Discriminant function analysis of scales
using Jdemographic variables as the

independent variables;

{ii) Analysis of variance of the scales by

demographic classification.

Computer processing facilities at Ahmacdu
Bello University provided statistical ealculations
in this study. Bascd on the results of these
tests, conclusions were drawn and prescnted in
chapter five according to the itoems that were

tested in the hypothesis.
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CHAPTER ¢

PRESENTATION AND ANALYSIS OF DATA

4.1 Intrcoduction

This chapter presents the analysis of the
data for this study. The study seeks to deter-
mine the extent to which business teachers in
the polytechnics, universities are satisfied with
their jobs, and what factors influence their job

satisfaction.

A total of 413 respondents from a population
size of 700 business tcachers, randomly selected
from 10 polytechnics and 10 univerzities spread
all over Nigeria returned usable questionnaires

used for analysis.

This chapter consists of the following

sections:

(i) PFrequencies of responses by demorgraphic
classifications.

(ii) Scale of satisfaction.

2NRIAN

(iii) Testing of thec !g hypotheses.

(iv) Presenting the results of the free

e
responses. ‘ﬁ%fﬁjli——-;uqq?
f the chapt [~/ *CVED N&g
O E - I~ ! - ¥
(v) Summary chapter ; fL ' { 30T 1988 -

b AL NIGEREA /
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4,2 Prequencics of Responses by
Demogravhic Classifications

The purposce of this exercisa is to determine
the frequency of occurence of identified
demographic variakles as a corrclate of job
satisfaction. Thesc variahles inclulc sex, ace,
marital status, numhber of children, level at which they
tead:, tondilng experience, reason dor- teaching
and highest qualification. Table 4,1 shows the
relative frequoncy distribution of responses by

the identified demographic classifications.



PADLE« 441 FIROUTIICY DISTHILDUTION BY
DEIOS . 7IC CLSSIFICNTION
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CLASIIFICATICNS Size Total Relative
n ri Per‘c.ntage

SEX
Male bl 83.3
Female 59 403 16,7
AGE
Above 30 Years 125 31.1
Below 30 Years 277 402 68.9
MARITAL STATUS
Single 73 18.8
Married 316 189 81.2
LEVEL_T.UGHT
Pelytechnic 199 50
University 199 398 50
NO OF CATILDAEN
Below 3 267 64.6
Above 3 146 413 35.4
TEACHING S 20 . IENCEL
Below 8 Years 286 71.0
Above B Years 117 403 29,0
REASON FCLh TIACHING
conomic 98 2h.1
Professional Intcrest 309 397 75.9
HIGHEST ;UnL;E‘ICﬂTIDN
Certification and
Liploma 56 14.1
Degree 341 397 85.7




As could ko seen from Table 4.1 above, the
usable responses for thoe demographic frcoquencies range
from 38% for marital status to 403 for scx identifica-
tion, 7“he preponderous of respondents show a high
rcpresentation of males -~ 83.3 percent and 16.7 percent
fermale. This suggests that the business teaching
profession is Jdominated hy male laecturcers at present

in the tertiary institutions in Nigeria,

Majority of respondents (68.2% percent) are akrove
the age of 30, an indication of a low thrnover and a
relative hiyh deqree of experience ameng bus inegs
tcachers. O0n the other hand, it ¢an he deduced that

young people arc not attracted into the profession.

A high (81.2 percent) of respondents are married
with 2all of them indicating having at lceast two children
G1.6 percent have one or two children and 35.4 percoent
having three or more citildren., This may have a
significant effoct on the level of setisfaction realised
in the profession especially since the majority of
business tecachers already have a scettled life and may
be less inclined %o seel othoer opportunities. In any
ecoromy where vhoe labour warket is ticht, the deter-
minants of satisfaction may not lie in sceling othor
jobs hut holding on tn jobs and trying to make ends:
meet. The factur of satisfection, theoerefore, may he

in the economic remuanceration and other wrariables.,
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On the level at which respondents teach the
frequency distribution is equel between »olytechnics
and universities. It will be recalled that a
deliberatce daecision was made at the design stage of
this rescarch to draw equal numhers from cach level.
It is however interesting to note that the numbor of
regspondents, ovar which the researcher hags no control,
is egual for hoth levels. This variables can be
related to the gualifications of respondents where
85.7 percent of the 397 respondents have university
degrees, and tcaching experience where 71 percent
have less than cight years expericonce compared to 29

percent with over cight vecars experience.

It can be inferred from these statistics that
majority of buzsiness teachers leave the profession
after a few years as most of them never stay beyond
eight years. Understandably, majority of respondents
hold university degrees because this iz a basic

requirement for teaching at the tertiary leve.

Even though as high as 75.¢ paercent 5f those
ques tioned cite “professional interest" as opposed to
"economic™ reason with 24.1 percent as heing the
reason for teaching, this responsc is hardly
consistent with the low percentage (29 percent) of

those who remain on the job beyond eight years.

The next section considered the general distri-

bution of the perception of individuals under specific
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items of job satisfaction. It is categorized into
six classes viz: extremely Adissatisfie’, dissatisfied,
slightly dissatisfied, slightly satisfied, satisfied,

and exztremely satisficd.



+

PANLE -2.°: -1 SPONST FRENUTCY OF TOQLL POPULATIOY SASED ON ITEMS W
ITEM
PAY S..TISFACTICH
EXTREMELY SLIGHTLY SLIGHTLY EXTREMELY
DiS/TISFIeD DISATISFIED  DISA®ISFIED 5. TISFILD 2.TISFIED S.TISFILD

PS18 AMMEOUNT S.TISTACTICH Mpﬁmw.mv Muaumwov 63(15.7) 9 a2, k) {39039.0). SO
PS19 WORK PAY RLHC 47(11.7) 91(22.7) 67(16.7)  101(25.3) ax(22.2) 5(1.2)
PS20 SaLARY COue RISCH 76(1C.8) 109(26.9) 72(17.8), 72(17.3) 70(12.1)  6(1.5) .

WORK ITSELF
w21 AVAILW3LE F CILITILS 78(19.3) 119(29.5) 86(21.3) 73(18.1) L5 (11.1) 3 7))
w22 INVEPENDLNCE CF T=0UGA 26(6.4) 46(11.4) 82(20.3) 163(20.3) 162(40.3) 40(9.9)
w23 STIMULATION .HZ CE.LLLNGE 25(6.2) 51(12.7) 57(14.1) 94(23.3) cL6(36.7) 28(6.9)
w2l CREATIVITY NS IILGIN.TICN 31(7.7) 42(10.4) 47(11.7) 71417 7) 175(43.5) 36(9.0)
w25 GONLS QND 0BJ .CTIVIS 21(5.2) 17(4.2) 33(8.2) 79(19.7) 159(49.6) 52(13.0)
w26 PERSON..L 5 .TI3F..27ICi 18(4.5) 23(5.7) 27(6.7) 75(8.6) 179(44.4) 81(20.1)
w27 FULFILMENT OF GC..L3S 33(8.1) 34(8.4) 38(9.4) 116(28.6) 138(34.1) 46(11.4)
w28 WORK LO.D 51(12.7) 38(9.5) 51(12.7) 65(16.2) 159(39.7) 36(9.0)
w29 INOVATION OF I22.38 26(7.0) b6(11.4) 35(8.7) 95(23.6) 155(38.6) 43(10.9)
w30 LEGREE OF P \TICIF..TICN 34(8.4) 28(6.9) 34(8.4) 73(18.0) 179(44.2) 57(14.1)
w31 STUDENTS iX.uiill..TICN 31(7.7) 25(6.2) 31(7.7) 85(21.0) 180(44.4) 53(13.1)
P32 PROMOTICNS P C3E T 91(22.9) 68(17.1) 49(1243) 109(27.4) 65(17.3) 12(3.0)
P33 PRCMCTIONS CRIT:li.. 93(23.4) 68(17.1) 62(15.6) 75(18.8) 90 (22.6) 10(2.5)
P34 JOB SLCURITY L8(12.1) 45(11.3) 47(11.8) 92(23.2) 148(37.3) 17(4.3)

SUPLLRVISION
S35 SUPERVISICON .2 SUIL.DS 25(6.3) 25(6.3) 35(8.9) 99(25.1) 177(44,9) 33(8.4)
5136 PRCFESSICN L GUIS.J'Ce 23(5.9) 35(9.0) 42(10.9) 109(28.2) 156(39.8) 24(6.2)
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SLIGHTLY SLIGHTLY EXTREMELY

SCCIAL INTER .CTICN EXTREMELY  DIS.TISFI:D  DISATISFILD S.TISFIsD C.7IoFILD DDESSATISFIEI
S137 S0CYIAL INTED.LCTICH

BET. CCLLE.GU.5 10(2.5) 10(2.5) 28(7.0) 83(20.7) 224(56.0) 45(11.2)
S138 CH..NCE TO KNC.J I:CiLZ 13(3.2) 15(3.7) 27(6.7) 89(22.1) 224(55.7) 34(8.5)
S139 CH.NCE TO HiLls PoCFLZE 15(3.8) 11(2.8) 34(8.5) 91(22.8) 206{51.6) 42(10.5)
SI4O CPPORTUNITY CT LOJ..LISE 15(4.0) 30(7.5) 33(8.2) 99(24.7) 192(47.9) 31(72.7)
SIh1 ~CRKING L .LONE 14(3.6) 36(9.2) 48(12.2) 103(26.3) 176(44.9) 15(3.8)
S142 COCPLR TIVi /CIK 15(3.8) 24(6.8) 47(11.8) 108(27.1) 18:(45.5) 23(5.8)

RLCCGNITICHN
RE43 JOB KoCUGNITICI! il

PRESTIGE 44(10.9) 46(11.4) 50(12.4) 106 (26.4) 123(33.1) 23(5.7)
REL L DEGREE OF 2137 2% 34(8.5) 29(7.2) 41(10.2) 94(23.5) 167(41.7) 35(8.8)
RE45 PRCFLSSION.L 2 3373152 106(26.4) 88(20.0) 90(22.4) 71017.7) L€{21.5) 8(2,0)
REL6 GCVT. KECOGNITIII! 107(26.6) 95(23.6) 98(24.4) 64(15.9) k6(11.5) 8(2/0)
RE47 $CCIET.L .=CCGIiZT I 86(21.6) 86(21.6) 100(25.1) 64(16.1) 56(14.1) 6(1.5]

BENLFIT
BA48 CONDITION CF 5307VICE 51(12.8) 81(20.4) 102(25.6) 104(25.1) 56(1L.1) 4(1.0)
349 ENSION - GR.TUITY 35(9.0) k1(10.5) 85(21.9) 109(28.0) 114(29,3) 5(1.3)
B50 MEDIC.L F.CILITI.S 63(15.9) 62(15.6) 72(18.9) 91(22.9) 1€0(25.2) 9(2.3)
B51 CAR LOAN 147(36.9) 87(21.9) 53(23¢9) 56(14.1) 52(13.1) 3( .8)
B52 HOUSING LO.AN 184(46,5) 84(21.2) 54(13.6) 45(11.4) 27(6.8) 2( .5)
B53 ST.FF .CCOHOJ..TICKH 105(26.3) 76(19.0) (14.8) 74(18.5) 74(18.5) 11(2.8/
B54 ST.NL..RD 5CHCLL 69(17.9) 40(10.4) 69(17.9) 70(18.1) 11£(30.6) 20(5.2)




ACHEUBMSENT (N3 ERCUTH

EXTREMELY SLIGHTLY SLIGHTLY EXTREMELY

OPPORTUNITY DISATISFIED DISATISFILD  DISATISFIED SATISFIED 3.23iSFIED S.TISFIED
AGSS5 OPPCRT .NL PIR3CH L

GRCYTH 47(11.7) 55(13.3) 61(15.3) 87(21.7) 132(33.0) 18(4.5)
AG56 ACCOMPLISHMENT 30(7.5) 46(11.5) 65(1%.,0) 108(27.0) 13¢(34.7) 21(5.3)
AG5%7 FELLOWSHIP OPPCZIUNITY mmﬁnmyuu 91(23.6) 74(19.2) 89(23.1) 67(17e4t) 6(1.6)
AG58 IN = SERVIC: SEIIZNE 68(17.4) 91{23.3) 80(20.5) 84(21.5) 54(16.4) 4(1.0)
AG59  PROFESSIONAL iiBLx K7(12.3)  62(16.2) 68(17.8)  101(26.4) 96(25,1) 8(2.1)
AG60 ENCCUR..GEME YT 95(24.5)  102(26.4) 82(21.2) 68{(17.6) 35{9.8) 2{ .5)
AP6&1 F.IRNESS OF PCLICY 67{(16,8) 106 (26.6) 86(21.6) Bg(22.3) L8{ 2.0} 3( .8)
AP62 POLICY IMPLEMZWT, TION 76(19.2} 125(31.6) 79(1949) B5(21.5) 29(7.3) 2( .5)
AP63 DEANS PPUINTHINT h4(11.3) 55(14, 1} 65(16.7) 90(23.1) 117{30.0) 19(4.9)
wP64 GEADS APPCINT 57(14.5) 56(18.4) 74(18.4} 108(27.4%) B3(z2.3) 11(2.8)
~F05 .DM. POLICIE3 48(12.2) 75(19.1) 85(21.6} 109(27.7) 72(:8.3) 4%1,0)

YOEKING CONOLITICH
WC66 INSTRUCTION. L 1 T3nI.L 97(24.3) 106(26.5) 73{18.5) 91(22.7) 22(7.5) 30 ,7)
WC6E7 QULLITY CF BCOGYES 121(30.2} 108(26.9) 78(19.5) 63(15.7) 29{(7.2) 2{ .5)
WC68 PHYSIC.L L.YCUT 115(28.6} 87(21.6) 87(21.6) 62(15.4%) L7(11.7) 4(1.0)
WC69 STULENTS POPUL..JICH 65(16,6) 53{(13.6) 59{15.1) 83(21.2) 12L(31.7) 7{1.8)}
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4.2 The job as a scale was evaluated using four

items <haracterized by likencss for the job, time
spent on the job, wish to change it, and the relative
comparison of the job with others. As outlined in the
Table 4.2, akcut 94 percent of respondents indicate

satisfaction with the jcb on this scale.
4,2 Scale of Satisfaction

The next section considers the gencral distribution
of the perception o¢f subjects under specific items of
job satisfaction. It iz categorized intc six classes
viz: extremely Aissatisfied, dissatisfied, slightly
dissatisfied, slightly satizfied, satisfied, and
extremely satisfied, The purpose of this is to study
the gencral response of respondents to their job and
the satisfaction derived therefrom since these are the
vards tick for which the scales will subseguently be

evaluated,
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R
(SN

TISFACTION

SATISFILD  DISS.TISFILD

~SCTUAL LCTUAL

PREQUZNCY g FREQUTCY (%)
THE JCB 390 9h O 23 5.6
PLY L.TISF.CTICN 265 6h.2 148  35.8
WORK ITIELEF 400 96.9 13 -1
PROGE 2% 302 73.1 111 26.9
SUPZAVISICN 352 85.2 61 14 .8
SOCILL TIMoiL . CTION 401 97.1 12 2.9
RECOGHITICN 350 84.7 63 15.3
BENZFITS 350 86.7 55 13.3
ACHIZVIEMENT GROVTH AND
OPPCEUNITY 351 85.0 62 15.0
GDMINI T L TIVa
POLICIZS 326 78.9 87 21.1
WORKIIK: COMIITICN 273 66,1 140  33.9
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As cculd he cbserved from Tahie 4.3, there is a
general expression of satisfaction with each variable
on the scale. The responsce onh "work itscelf" recorded
the highest degree of satisfaction (96.5 percent)
suggesting that busincss teachers like their work and
that thc variarlec is held high on the scale of job
satisfaction, It is consistent that this variable is
¢losely followed by "the joh" with a possitive rating

of 94.4 percent.

The high rating of "social interaction" (92.1
percent) may explain why business teachers like the job
and work itself especially when viewed against the
relatively low rating recorded hy "pay® (64.2 percent),
and "working c¢ondition™ (l6.1 percent). If ‘pay' and
'working condition' which are primec reascons for being
in enployment are rated low on the scale of satisfaction
and yet the subjects are “extremely” satisfied with
the 'job' and 'work itself' obviously the explanation
can only be found in other wvariables. 7As can be
observed from the table, thercfore, the variables that
offer satisfactory cxplanation are these rated high -
supervision (85.2 percent), recognition (84.7 percent),
haenefits (8{.7 percent), achievement, growth and
opportunity (85.0 percent), and administrative policies

which recorded o positive rating of 78.9 percent,

Putting all thc scales on job satisfaction together
on the basis of the degree of satisfaction, it is

chserved that 81,8 percent of the respondents indicate
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satisfaction on all the scales of job satisfaction
while about 18.2 percent are dissatisfied with all

the variables on the scale.

From the foregoing analysis, the business
teacher is satisfied with the job itself. This can
be deduced to e a function of the scales namely,
work-itself, social interaction, recognition,
supervision, bencfits, achievaments and growth
opportunity, prospects, and administrative policies,

and to a lesser extent with working condition, and pay.

4.3 Testing of the Hypotheses

Tho test of hypotheses was embarked upon by
using the discriminant analysis of satisfied/not
satisfied. Even though the original design was aimed
at determining the cegree of satisfaction, the result
of the pilot study which preceeded this research
clearly showed a tendency for the data to be regarded
as discrete thus leading to a two-cell analysis of

satisficed and not gatisfied.

A two-group discriminant analysis involving ten
Adifferent test variables was computed. The data in the
foregoing tablaes indicate that seven of the ten tests
show significant chi-sguars rclationship at P <.05
level of significance. These variables are presented

and narrated subscguent to each stated hypotheses.

The three variakles that do not show significant
relationship are supervision, benefits and working

conditions. These are also presented becausc when the
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intervening varilal:les arc individually considereqd
they tend to alter the overall result of non-
significance. In other words, the degreg of
satisfaction becones relative when the variébles are
considered by scx, age, marital status and level

at whick subject is teaching.

Thus Table 4.4 below shows a summary of the
discriminant function analysis of the tests of
significance irrespective of sex, age, marital status
and level of teaching responsibility, which are the

only variablecs relovant to the classifications,

Table 4.4 Summary of Discriminant Function
Analysis on Satisfaction Variables

Classification | Chi-Squarc [Significance
1. Pay 17.16 .00
2. Work Itself £e76 .03
3. Prospect 16.21 .03
4., Supervision 1.62 .20
. Social Intcraction 548 .02
6. Recognition ' 17.41 .01
7. Bencfits 82 .35
8. Advancement and
Growth Opportunity 17.92 .00
9. wWorking Condition 3 +35 .56
10. Administrative Policies 6.00 .01

NOTE: All Degrees of freedom equal 1
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Ho 1 Satisfaction from pay is independent of job
satisfaction among husiness teachcrs irrespective

of sex, age, marital status and level at which

they teach.

This varial'le sought to know whether or not
business teachers are satisficd with the amount of pay
they rcececive, the degree to which thcy consider the pay
a fair rcemuncration to what they contributce to teaching,
and the adequacy of their pay compared with the salary
of cother peoplc with similar qualifications in compara=-
ble positions. Tha test of this variallc was discrimi-
nated hy sex, agc, marital status and the lcvel
(University or Polytechnic) at which thoy teach.

Tablc 4.5: Cresstabulation Statistics of
Satisfaction with job and Decmegraphy

_ Total| chi- ch;ces significance
Variabklc n Squarc P acdn
The Jcb 413 17.16 1 .09
Sex 413 .58 1 «45
Age 402 5.12 1 .02
Marital Status 306 4.73} 1 .03
Iéﬁ‘éiﬁiﬁ; 401 7.70 1 .05

Table 4.5 shows an overall significance at .00
level of significancc between job and pay, and in all
other dcmographic factors cxcept sex. This means
that busincss teachers are generally (igsatisfied with

the pay they rcccive,
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Ho 2: Satisfaction from work itself is independent of
job satisfaction among husiness teacheors

irrespective of sex, age, marital status and

level at vhich they tecach.

The variahle work itself tcok inte consideration
availability of work facilities, chanco to cxcerecise
independent thoughts and action on the job, stimulatien
and challenge, and opportunity to he creative and
imaginative. Alsc considerad in this variable are
clarity of job goals, satisfaction from teaching, = .
hours of work cach week, chance to try out now ildeas,

fraocedom to choose what to toach and oxamine students.

Tahle 4.6: CROSSTARBULATION STATISTICS OF WORK
ITSELF WITH JOB AND DEIQGG RAPHY

Variable Total | Chi- Deggees Significance
n Squarce | Freedom
The Joh 413 4.76 1 .03
Sex 413 SE 1 .B0O
Ago An2 .79 1 «80
Marital Status 389 d.63 1 .23
gggglﬁg 401 | 8.75 1 .03

aAs could he scen from Takle 1.5 above, the
consideration of work itself shows an overcall significnece
at .03 level. The variakle when comparcd to marital

status and the level at which raespondents tcach also
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shows significancc, The hypothesis is thus rejected
at /.05 level. 1In cffect, work itself is a factor

of satisfaction among business teachers.

Ho 3: Satisfacticn from prospect is independent of job
satisfaction among business teachers irrespective of

sex, age, marital status, and level at which they tcach.

The variahle sought to know whether or not business
teachers are satisficd with promotion criteria and

prospect and the <degree of job sccurity on their jobs.

Table 4,7: CROSSTABULATION STATISTICE OF
PROEPECT WITH JOB AND DEMOG RAPEY

Degrces
Varialkle Total | Chi- of Significance
n Square | Froedom
The Job 413 16.21 1 o0

Sex 413 2.17 1 .00 |
Age 272 .02 1 .52 |
Marital Status 389 1.51 1 .22 |
Level of " ‘ ;
Teach ing 401 7.80 1 .05 |

Table 4.7 shaws significance cf prospect to joh
satisfaction at .00 level and this is found to he even
more important depending on the level at vhich business
teachers teach. The hypothesis is, therefore,

rejected,
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Ho 4: Satisfaction from supervision is independent of
jcb satisfacticn among hbusiness tecachers irrespective
of scx, age, marital status, and level at which

they teach.

Includaed in this variaklc arc the amount of support
and quidancc received from the hcad of department, and
the professional guidance rcceived from the immediate

supervisor.

Tablc £.0: CROSSTIDULATION STATISTICS OF
SUPERVISION WITH JOB AND DEMGG RAPHY

Variakble Total | Chi- D:g;ecs Significance
n Squarce | Frcedom
The Job 413 1.62 1 .20
Sex 113 74 1 «39
Agec 402 s02 1 .89
Marital Status 309 +01 1 94
gggglzg 401 .85 1 .84

The test of significance of this variable (Table .
4.8) failed to rcject the hypothcsis as it showed an £
result of .20. Also nonc of the demographic variallcs
point to supervision as being significant among the
factors that contribute to job satisfaction. This is
consistent with thc frec responses in which suwjects

regard academic frecdom as a facter of satisfacticn.



Ho 5: Satisfaction from social interaction is
independcent of job satisfaction among L usiness
teachers irrcspective of sex, age, marital status

and level at vhich thoy teach.

Included in tihe varialle, social interaction, are
such factors as co-workers, chance to know and help
other people, Lkeing part of a tcam, and thc opportunity

to socialize with co-workers.

Table 4.9: CROSSTIULATION STATISTICS OF SOCIANL
INTERACTION WITH JOB AND DEMQG 2APHY

Degrees | o
Variable Total | Chi- of Significance
n Squarc | Frecdom

The Job 413 5.4C 1 02
Sex 413 .15 1 «70
Age N2 3.07 1 .00
Marital Status 3C° « 26 1 .61
Level of

Teach ing 401 .44 3 .53

This varialle, as could hec seen from Takle 4.9 shows
significance at .22 level without regard to any of the
demeographic comsiderations. This in effecct means that
social intcracticn‘plays a significant rcle in job

satisfaction. The hypothesis is, thereforc, rejected.

Ho 6: Satisfaction from recognition is independent of jobh
satisfaction among hbusiness teachers irrespective
of sex, agc, marital status and level at vhich they

teach.
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This varialtle socught to measure the satisfaction

dexived from personal prestige and that which is

accorded the profzassion in Migeria and decrees of respect

and falr treatment received from the hoss, Also

included is the recognition which the teadhing profession

received from the Government and society in general.

Takle 4,10; CROSS-TABULATION STATISTICS OF
RECOGNITION WITH JOB AND DRMOG/APHY

Degrees s

varialkle Total | Chi- of Significance

iy Square} Fraodon '
The Job 413 17.4% 1 .01
Sex 413 .00 1 .99
nNge 402 .1 1 55
Marital .
St ntus 356 2.57 1 11
Level of i
Teach ino 27 2.26 1 «15

As could be scen from Talkle 4.17, recognition
recorded an overall .Ml level of significance to job
satisfaction. It did not scem to matter to husiness
teachers when the demographic variahbles were individually

cons idererd. The hypothesis is, therefore, rejected.

He 7: Satisfacticn from “enefits is independent of job
satisfaction omong husiness teachers irrespective
of zex, age, marital status, and level at vhich

they teacdh.
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in respondinc to this variahle as a job satisfier,
respondents were asked to comsiler the overall condition
of service, pension scheme/contract gratuity, medical
facilities and annual leave, and opportunity for car
loan. Also inclulied were housing loan, accommodation
for stafi, and ¢col school for the education of staff

children.

Table £4.11: CROSSTARULATION STATISTICS OF
BEUEFITS WITH JOR AND DREIGGRATHY

Variable Total | Chi- Deggces fignificance
i Caquare {Freedom
The Job 413 «D2 1 »35
Sex 413 « 31 1 «37
Age 102 «0M 1 .23
Marital Status 302 «55 1 .46
gﬁ:ﬁ;l;’g 1 | 15.05 1 .00

The analysis of the data collected for the test of
this variakle failoed to reject the hypotiizcsis. Indeed the
chi-square calculations in Table 4.11 aove shows a
significance at .35 indicating that the varialle, henefits,
is not considered as a significant job satisfier by
business teachers except that the level at shich

respondents teach tend to hias this conclusion.

Ho 8: Satisfaction from achievement and ¢rowth opportu-
nity is indepcndent of job satisfaction among
business teachers irrespective of scz, age, marital

status an”? level at which thev teach.
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This variable included opportunity for personal
growth and development on the job, a sense of worthwhile
accomplishment at work and opportunity for higher
education and training including in-service. Also
included are opportunity for Jdevelopment offered by
menb ership of professicnal associations and the encoura-

gement offered business tcachers to remain teachers.

Table 4.12: CROSSTABULATION STATISTICS OF ACHIEVEMENT
AND GROWTH OPPORTUNITY WITH JOB AND DEMOG RPHY

Degrees .
Variable Total| Chi- of Significance
n Square | Freedom
The Job 113 17.92 3 .00
St 113 1.35% 1 .25
Age 402 a4 1 « 31
Marital Status 339 1.06 1 ‘30
Level of . A
3t 17. 1 -

Teach ing 101 0 1 00

The analysis of data for achievement and growth
opportunity as a job satisfier as could be seen from Takle
4.12 shows a significant chi-square calculaticn at .00
level. Sex, age and marital status did not matter in the
cons ideration of this variable. However, the level at
which subjects teach is important for the consideratiop
of the variable as a job satisfier. The hypothesis is,

thus rejected.
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Ho 9: Satisfaction from working condition is
independent of jcb satisfaction among business
teachers inrespective of sex, age, marital

status and level at which they tcach.

This variable sought to measure job satisfaction
which included aveailability of instructional
materials and cguipment, and the quality and avail-
ability of text books. Also included in the con-
sideration of working condition as a satisfier are
physical laycut of office space, classroom, libraries,
toilet s, general environment ctc. and the number of

students in any class.

Table 4.13: CROSSTABULATION STATISTICS OF WORKING
CONDITION WITH JOB AND DENMOGRAPHY

“Total‘ Chi- 'chrecs;
Variable n Square of Significance
Freedom
The Job 413 | .35 1 56
Scx 413 .00 1l .98
Age 402 |10.69 1 .00
arital Status 389 .27 1 .60
evel of
eaching 401 3.24 1 «35

Table 4.13 with a chi-squarc significance at .56
indicategthat business teachers look up to other
variables as satisficrs. The hypethesis is, therefore,

rejected.
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HO 10: Satisfaction from administrative policies is

independent of job satisfaction among Lhusiness

teachers,

0f importance in the coﬁéideratioh of this variable
as a satisfier arne the fairness with which the employer
implements policiec ang regulations, an? with which
government implements policlies and regulations affecting
teachers. Also ircluled are procedure for appointing
Deans of faculties and heads of departments, as well as 2
other general administrative policies affecting institutional

governance.

Tahle 4.14: CROSSTABULATION STATISTICS OF AMM INISTRATIVE
POLICIES WITH JOD AND DIMOG RAPEY

Negrees

Variahle Total | Chi- of Significance
n Square] Freedon
The Job 213 €£.00 1 01

From Table 4.14 it can he seen thiat the chi-square
significance is at the .0l level indicating a strong
rejection of the hypothesis. Administrative pelicies

are, therefore, important as job satisfier.

A univariate comparison of satisfaction wes also
made in order to further subject the effect of demogra-

phic consideration to more statistical tests on the
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scales of pay, prospect, supervision, social inter-
action, recognition, benefits, achievement and |

growth opportunity, administrative policies, working
condition, and work itself. Using the analysis of
variance technique, the dearce of satisfaction on the
scales were cmparcd on cach of the domographic classi-
fications in order to test the hypotheses labelled

11 - 18, fTable 4,15 gives the summary of univariate

F value of tho level of significance for each demo-

graphic classification, ]

Ho.ll - Sex

For the comparison between male and fémale on
. the scales (Tabkle 4,18}, the F test result ranges
between 0.0 for social interaction to 2.6 for prospect.
None of the ten scales showed significant sex
differcence. Therefore, the hypothesis of equal means
on each of the ten scales could not be rejected., This
indicates that no statistically significant diffcrence
was shown by business teachers who are male and those

who are fFemale.

Ho. 12 - Age

Comparing respondcnts who are under 30 years of age
and those over 30 years, the hypothesis of no significant
difference is rejected. RAs could be observed from
Table 4.15, significant differences euist on three of
the scales - pay, (f 5.2), Social interaction (F. 4.3)

and working condition (F 11.2). The result shows that
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those who are over 30 years tend to have hicher average
satisfaction on the scales of pay, social interaction, E
and working condition. However, no significant differen¥
ces were obgerved in the other scales., This means that

there is no discrepancy in the age group on the scales. %
Ho. 13 = Marital Status

Comparing business teachers who are zingle with ;
married ones, the hypothesis is rejected hecause
significant differences were observed (Talle 4,15) on }
Pay (F 5.4) and work itself (F 6.6). It is observed |
that the satisfaction on these two scales are higher for
married people than for single. However, no significant

differences exist on cother scales, Therefore, the

hypothesis of equal means on all the scales was rejected,

Ho., 14 - Reasons for Teaching

Comparing respondents who entered the profession

because of interest or economic reasons . .
¢ : ©7 statistically

significant differences were observe:! on all but one

of the scales. The only scale being worhking condition
(Table 4.15%). Therefore, the hypothesis of egual means
between the groups of all the scales was rejected. The
groﬁp means showad that those who entered the profession
bacawse of economic reasons failed to realize their
abjectives hecawse they recorded lower satisfaction than

their other colleasgues who went in because of interest,
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Ho 15 ~ Tcaching Experience

The hypothesis of equal means on scales between
respondents with undecr eight years teaching experieﬁce
and thosc with over cight years is rejoected, The
scales of dispersion (Tables 4.1%5) include Pay, (signi-
ficant at .01), benefits, achievement and growth

opportunity, and work itself both significant at .05

level,

Ho 16 - Level Taught

In the comparison between polytechnic and
university respondents the hypothesis of no difference
in satisfaction is rejected, The analyzis (Table 4.15)
shows that the satisfaction differs significantly at
.05 lcvel on the scales of pay, work itself, prospect,
recognition, bhenefits, achievement and growth opport-
unity and administrative policies while no significant
difference (P< 05) in the scales of supervision and
gocial interaction. Lecturers in the universities

manifested greater satisfaction than polytechniec - |

lecturers.

|
- !
Ho 17 - Qualification ]

The comparison was between degree holders and non-

degree holder:z. The hypothesis of egual means was
rejected on the basis of (Table 4.15). Significant

difference on the scales of prospect (.01), and working

condition (.0l). The non-degree holders expressed dgreater
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satisfaction than those with degree on working conditions

while the reverse was the case on the prospect scale.
Ho 18 « lNMumber of Children

Finally, the ¢roup scales were compafed on tﬁe basis
of nutrer of children per respondent. The hypothesis of
equal means was rejected. The rejection is as a result
of significant difference olserved (Takle 4.15) on the
work itself scale al: .25 level. Yo stetistically

significant 7177 - rsice wes ohserved on the other scales,
The analysis showed that respondents with more than

three children are more satisfied on the scale.
4.5 Results of Open-ended Responses

In addition to 62 specific items, the ruestionnaire
used in this stuly also provide for free responses or
comments by business teachers, this area iz covered by
items 70 and 71 respectively on the questionnaire used

for investigation {See Appendix).

Only a few of the respondents used the opportunity
to express their concerns and majority of those who
responded to this part of the guestionnaire Gid not rank

their responses.

Business teacdhers were asked to identify other
factors not listed in the instrument that contribute to
their satisfaction or digsatisfaction with their job.

Their responses include:
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1.5.1 Factors Contributing to their Joh Satisféction
1. Prevalence of academic freedem, freedom to
conduct independent research an® to design

suitabkle programmes for teaching.

N
-

Positive response by students in the classroom
and their ability to ask intellicent,

stimulating and challenging questions.

3. Opportunity to work in a foreign country.

4. Msence of rigid administrative control which
means opportunity for self«fulfilment,

5. Informal mocde of dressing to worl:,

€. Excempticn of staff from tuition fees when

taking higher degree courses,

7. Satisfaction derived from seeing ovn students
progressing in their areas/duties outside the

institutions.

fa Opportunity to train responsible citizens for

society and to influence soclety through education.

9. Informal croups and associations 4o give a sense
of encouragenment and fulfilment vwhich the formal
structures at the institutions cannot/do not

provide.

10 Co-operstion and team spirit from students,

staff and other community members.,
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1.
2.

3.

7.

8.

w2
v
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Factors Inhibiting their Job Satisfaction

Lack of professional ethics

Non=challant attitude of educaticnal

authoritias to teachers' interest and welfare
roor research facilities and inadeguaclies in
funding wworth-while research projects that may
encourage staff towards self improvement and
self fulfilment.

Lack of provision for accelerated promotion.
Mon~recocgniticn of individual considerations as
a promotion criteria and disregard for heavy -
teaching load as heing irrelevant.

Preponderance of facilities on the side of
administretive staff to the Jdetriment of
acadenmic staff in terms of office accommodation,
equipment and waterials,; housing etc,

Ak ivalent attitude of society towards the
teaching nrofession; it is a thankless joh.
Systein of recruitments into the organizations.
NDifferences 1n policies as they affect
administrative and academic staff. University
administration considers academic departments as
service departments not as the main production
department of the University.

Limited opportunity to travel outside the country
to attend seminars, conferences, or workshops

due to inadequate funding for such undertakings.

<



10.

11.

12.

13.

14,

15.

16,

T =132 = 7
\
Lack of opportunity to do privale practice.

Poor transportation system and recreational

facilities .

Discrimination, tribalism, personal and
ethnic relationships rather than rerformance
and objectivity as parameters for measuring

effectiveness and staff commitment.

University system seems incapable of noticing;
identifying and/or checking injustices, akuse
and misuse of offices. 'This givss consideraktle
dissatisfaction to the conciencious and

upright staff.

Poor salary, incentives commensurable with the
amount of input in the teaching job makes it
difficult for teachers in professional subjects

to remain in the teaching line.
Poor humar relations at the top.

Disruptiuvn of the university calender which
usually interfered with plans for self-

development and family care,

4.6 Summary

In analysing the data for this stwly, 10
hypotheses were tested in order to determine the
factors that contribute to the job satisfaction

of business teachers.
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Apart from the demographic variahles of sex, age,
marital status, reasons for teaching, experience, level
taught, qualification, and nuther of children which
influence job satisfaction in varying ways, ten scales
of job satisfaction were constructed and anclyzed for
their contributicr ¢ job satisfaction., Out of the ten
prospective job setisfiers, the following ceven were
found to make significant contribhution to joh satisfac~-
tion -~ pay, work itself, prospect, social interaction,
recognition, advancement and growth opportunity and
administrative policies. The three variables not
considered to make significant contribution to job
satisfaction are supervision, benefits and working

condition,

Other job satisfiers identified by respondents
include maturity, forelqgn travels, flexibility, mode of
dressing, team worls and opportunity to train future
leaders. On the other hand, factors inhibiting job
satisfaction of h“usiness teachers include poor research
facilities resulting from inadeguate funding, tough
" promotion criteric, ambivalent societal attitude towards
teachers, and lack of opportunity to engage in private

practice. N\

1
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Chapter 5

SIHM ARY, CONCLUSIONS & RECO ENDATIOMS

Introduction

This chepler summarized the problem, the
objectives of the study, the methodology employed
and the presentation and analysis of data. Based
on the findir~s, conclusions are drawn and
recomeendations made for the enhancement of job
satisfaction of husiness teachers as well as for

future research.

sSummary
This study is concerned with the problem of
determining the causes and correlates of job
gatisfaction of husiness teachers in tertiary
institutions in Nigeria. The methods and
nrocedures uscd were designed to
(1) determine the causes of the high rate of
turnover anmong business teachers which k
literature point to as a possible clue to

lack of jo satisfaction.

{2} Investicate and f£ind solution to arrest
the lacik of stabhility and low morale among

Lbusiness teachers.
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(3) Investigate different factors wmilitating on
job satisfaction among business teachers in
tertiary institutions on the 1% scales of

jok satisfaction.

(1) Measure the influence of job satisfaction
on the performance of bus iness teachers in

tertiary institutions in Nigeria.

{5) Test the eighteen alternative hynotheses related
to teachers overal satisfaction according to

their Aderographic classifications.

The obhiective (purpose) of this study is to
adl to knowledge in a field where rescerch is
scanty as ragards the Migeriap situation, te aid
in the understanding of job satisfactiun and to
make recommendaticons on ways of iwmproving the job
satisfaction as wcll as the quality of life of
Ibusinesa teachexs, - ant how to influence job
satisfaction ¥y taking into account individual
differences an” modifying situational Joterminants
of joh satisfaction. Thus opening up areas for
further rescarch in this field and stinmulating the
interest of other scholars to carry out further

studies in a rolated fielid.

The moethodelogy used in the stuly included
the modification of the Hoppock joh satisfaction
ques ticnnaire and the Courgor/Zawackl survey and

diagnostic instrument. A questionnaire conteinineg
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71 items was Jdesicned to collect the Aata for this
stuly. The three-point instrument wes Jdesicgned to
measure the “iorraphical details of thic subjects,
the job itsel” and job satisfaction on 10 scales
of pay, worl itself, benefits, achicvzment and
growth opportunity, administrative policies, social
interaction, recognition, prospcct, supervision

and working concitions.

A free receponso section was addad to deter-
mine thc factors that enhance job satisfaction

or inhihits satisfaction of su:jects.

The samr)c size of 700 locturers “or the study
was randomly dctermined from businesc teachers in
10 universiticc and 19 polytechnics spread all
over Migeria. Usable guestionnaires were received
from 59 percent of samples or 413 husincss teachers.

The Jdata were analysed on the cowputer using
a general frecuency distribution which gives
information alout the deqree of satisfaction or
dissatisfaction on the scales. Iking the
satisfaction scores, the data was suhjected to a
series of st-tistical analysis viz: discriminant
analysis to tcst the hypotheses of equal means
between groups of the eight variable classifica-
tions on the ten job satisfaction scales. &

cross—~tahulation of scales for testing the
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cighteen hypothescs in corder to determine the
factors that contributc to the job satisfaction of
business teachers. A Uni-variate analysis of
variance was also u#:d in order to further subject
the effect of demographic considerations to more
statistical tests on the ten scales of job satis-

faction,

5.3 Conclusion

In all, 18 hypotheses were tested in order to
determine the factors that arc considercd to satisfy
business teachers on their jobs and the degree to
which the presence or lack of these variables contri-
bute to satisfaction or dissatisfacticon. The
results show that business teachers were satisfied
with the variables on thc gealc in varving degrees.
In order words, business teachers consider several

of the variables as job satisfiecrs.

In specific response to each of the hypotheses
the feollowing conciusions resulted from the study:
1. Pay is rated significantly. Probability (P<0.00)
as a factor of job satisfaction especially among
university tcachers. This is evident by the higher
rating of unversilty tecachers on university salary
structure over polytechnic staff who are still on

the public service grade level scalc.
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The varialle, work-itself, which has to do
with thc condition of service and availability
of teacliiing materials was considcred a job
satisfier (PZ 92.35). Of importance in the
consideration of this variable & a job
saticficr is that bws iness teachers like
clarity of job goals and the frcedom to choose
wnat and how to teach. This corrclates
significantly (P ..0.20) with the rejection

of supervision as a factor of satisfaction.

Jor prospect - promotion and security, is

close to the heart of business teachers

(P 0.70) as a job satisfier. The overwhelming
approval of this variakle especially at the
university levcl (P < 0.,05) is & pointer to the
fact that university business teachers would
like to make a career of teaching if thc

prospect of advancement and security is enhanced.

The analysis of data concerning social
interaction shows business teachers as bheing
quite gregarious (P <" 0.08) because the chance
to know and help pecple within a team is
considered as a factor of job satisfaction.
The prowotion of healthy industrial relations,
therefore, should remain a priority of
administrators of tertiary institutions in

Nigeria.
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professionr.al interaction.

Ce The anclysis of data identified administrative
policies as a factor of joh satisfaction
(7. 0.05)., This is consistent with the
agitation of LYusiness teachers for greater
probity and fairness as expresscd in the open
ended questions.

2. In analysing the cffect of demographic
considerations on statisfaction, it could be
concluled that the more matured a husiness
teacher (/\ge) is on the job the higher the
level of satisfaction on the scales of pay,
social interacticn and working condition.

As a comhliment of this conclusicn, married
husiness teachcrs and those with over eight years
teaching experience tended to Y“e quitec satisfied
especially on the scales of pay, work itself and
achievement and growth oprortunitv. Also those who
opted for teaching because of interest derived
greater satisfaction than those who teach merely to
make ends meet, The prestige of teaching at the
university level brought satisfaction on the scales

of supervision and social interaction.

In sumiry, the achizvement and maintenance of
teaching service of high morale and satisfaction
requires cstablishing a sense in which tcachers are

recognised and rewarded, and one in vhich teachers
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professional interaction.

8. The analysis of data identified administrative
policies as a factor of job satisfaction
(P-..0.05). This is consistent with the
agitation of business teachers for greater
probity and fairness as expressed in the open
ended questions.

9. In analysing the effect of demographic
considerations on satisfaction, it could be
concluded that the more matured a business
teacher (Age) is on the job the higher the
level of satisfaction on the scales of pay,
social interaction and working condition.

As a comnpliment of thie conclusion, married
business teachers and those with over eight years
teaching experience tended to be quite satisfied
especially on the scales of pay, work itself and
achievenent and growth opportunity. Also those who
opted for teaching because of interest derived
greater satisfaction than those who teach merely to
make ends meet. The prestige of teaching at the
university level brought satisfaction on the scales

of supervision and social interaction.

In summary, the achievement and maintenance of a
teaching service of high morale and satisfaction
requires establishing a sense in which teachers are

recognised and rewarded, and one in which teachers
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enjoy a faveurable condition of service even if the
turnover of teachers and consequent loss of well
qualified and experienced teachers were to bhe
discounted, it is difficult to waive off the
condition of scervice and economic reward in any
serious attempt to improve the quality of teaching
especially in the= business field where the personnel
are in high ézoand in competing oprportunities. The
economic consequence anrl loss to academic excellence
that often rosult when tecachers are dissatisfied or
helieve they are being treated unfairly may be as |
serious a logs as the outright attrition that could

+

result from jo» dissatisfaction. - e
kRecommendations

In formal organizatiorns, the school stands out
for its process and product; its meayr: and ends
are hasically human, yet its gouals are ambiguous.
None~the~less, it 1s unlikely that & school will be
successful in developiny awareness, creativity,
respect, sensitivity, responsihility, desire for
learning, spirit of inquiry, capacity for love, and
similar conlitions in yvoungsters unless schools are
organized aml operated in such o way as to be ahle
to champion and nurture these conditions., At the
apex of achievoment of these conditions are teachers
who ara committed. & major determinant of the

degsired commitment is joby satisfaction.
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In the lidght of the findings of this study,
therefore, the following recommendations are

Fresented:

1, Overall it must be realize? that in every
work situation there are composnents of job
satis faction in which the specific needs of
the workny are specified. Organizations and
indeed universitics and polytechnics with .
particular reference to buws iness teachers,
ought to identily these components and take

necess ary measures to ensure their fulfilment.

2, Pay, 28 suggested by the hiigher level of
satisfaction among university lcoturers

on U85 over polytechnic teachers on GL is a
determinant of joh satisfaction among business
teachers. While it is prepostrous to recommend
a different scale of pay for business teachers
the axpression of desire to engage in private
practice might offer a solution to this
prohlen. When private practice is osrganized
and legalized as part of the systen hoth the
institution and the individual wil) gain
eronomically and professionally. 1t is there-
fore recommended that organized private practice
should become part of the conditior of service
of Husiness teachers to afford them additicnal
income a3 well as enhanced professional

enrichment.
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3 Promotion prospect and jol> seccurity are
held hich by husiness teachers as factors of
job satisfaction. The problem is not whether
or not ithese prospects exist but rather their
clarity. It is, thercfore, recommended that
conditions of service, promotion ctc be clearly
spelt out for prospective and serving teachers
to assist in their career choice and

determiration.

4. Intercst in work itself scems to be one of
the major determinants of husiness teachers'
overall satisfaction. This suggests that it is
wise to rocruit husiness teachers from among
individuals who shos interest rather than those

who «rant the job for cconomic reasons.

Se Opportunity for self achievement and
grawth is rated by business teachers as factors
of satisfaction. There is, therefore, a need
for more in-service traininc programmes,
professional activities and other incentives to
enhance academic and professional growth on the

job.

6. This study is a beginnirg in the urderstan-
ding of thec determinants and corrclates of job
satisfaction among business teacliers in
polytechnics and universities in i'igeria. The
findings roint to the process used as potentially

w eful in assisting rescarchexw and other



investigators in further research on job

satisfaction of non-business and other

perscnnel in industry. The following areas

of further study are thus recommended:

(a)

(b)

(c)

(d)

a replication of this stuly in order to

valilate its findings:

a study of different groups at different
levels, different categorics etc to see

if the results will bhe similar or different;

a follow-up study to determine whether
hus iness teacher attitudes change over
time:

a comprehensive stuly to inclule
administrators and other functionaries to
cerrelate their concept of satisfaction

with those of suw ~ordinates.
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JOB SATISFACTION QUESTIOCNNAIRE

Please conplete the gquestionnaire honestly.
Your response would he treated in strict
confidence. DO NOT WRITE YOUR NAI:E: Place

a check nark () in the appropriete kbex that
resprasents your best answer. This
guestionnaire is for regular members of staff,
Youth Corpers are exempted from completing it.

SECTION l: BIOGRAPHICAL DETAILS

Please do not
write here.

FOR. OFFICIAL USE

ONLY
Identification (Official Use) CA?D CO?UMN
Sex: (a) liale 41117
(b) Fearale /(2y/ | 5'.
Age: {a) 30 Years or Léés AN/ :%5” .
(b) ore than 30 Years/(2)/
Marital Status:(a) Single /(3)/ 7
(b) Married /(2)/
No. of Children(a) None /{0y /
| (b) One /L) /
{c} Two /€2) 8
(1) Three /(37
{¢) Four : [/
(£) Five /(5}Y/
(g} 6 & Over /(8 /




6.

7.

Size of Family tc Whom you are
directly rcsponsilble

(a) 1 =2
(b) (b) 3 -4
(c) 5 -6
(@ 7 - 8
(¢) 9 =10

State of Origin:

= 153 =

(a)
()
(c)

()
(p)
(q)
(r)
(s)
(t)

Anambra/(01) /
Bauchi /(02)/
Bendel /(03)/

Benue /(04)/
Borno /(05)/
C/RiVer£i§§i7
Gongola/(07)/
Imo /(08}/
Kaduna /{03)/
Kano /(10)/
Kwara /(11)/
Lagos /(12)/
Niger /(13)/
ogun /12)7

onde /(15)/
oye  /(16)/
Plateau/(17)/

Rivers /(18)/
Sokoto /(19)/

Other

States
(Specify) /(20) /

CARD COLUMN

10 - 11



8.

10.

11.

Religion: (a)

- 154 -

Christianity

{) Islam

(c) Others

|

~ I~ I~
3' &:‘j s
N

Status (Or Equivalent):

{a)

(h)

Graduatce Assistant
Assistant Lecturer
Lecturer TI1
Lecturer I

Senior Lecturer

Reader/Principal
Lecturer

rrofessor/Chief
Lecturer

Others (Please
Specify)

Highest Academic Qualification

(a)
(23)
(c)
(3)
()

HND /MHD
NCE/NTIC

B.ED/BL/B.SC. .

M.P.A/LBA/M.SC/H.A/HLE

Ph.D/ED.D

Teaching Experience

(a)
()
{c)

1 - 4 Years
5 - 8 Years
9 - 12 Y=ars
13 - 16 Years

17 years and above

.
=
~

i

S
nS
~

™~
P
W
T
~

.
i
[ln Y
g

. " N
~ ~

~
@
~

.,
=
|

~
[
~

\
—

[
Tt

l

N
A

’_

e
=, |
e

\
—
faV]
o

P
e 5 S o
RN B TR
e
S

~
ff]

o
S
ﬂ

(

12

13

14

15
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Your most Important Reason £

or Entering the

Tecaching Profession: Check One Only.

(2) Could not seccure any cother job

(b} For Economic Reasons

(¢} Interest in the Pr

{d) To satisfy my ego

ofessicn

Level at which you are teaching:

(a) Polytechnic/Colleg
Education

(b) University

e of

35

A
ﬁg

/(1)
2)

:

16

17
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SECTION 23 THE JOB ITSELF

Choose One of the following statements which
best describes how well you like your job.
Place a Check ( ) mark in the appropriate box.

14. (a) I hate it absolutely /L),
(b) I hate it - /12Y7
(c} I don't like it /3Y7
(d) I like it /127,
(e} I quite like it /(5),
(£} I like it very much /(8Y/

15. Check the one which denotes how
: much you of the time you fefl
satisficed with your job. -

{a) I have never and will never be L)/

(b} Never . - YA ¥V
(c) Seldom ' , /(3Y7
(d) Some of the time : /7
(e) Most of the time A (74
(£) &All of the time ° /1617

- 1lé. Check thc one which best tells

how you feel abcout changing your
jobs

{a) I will ¢definitely change my
job and take another one /(1)

.{b) I would take almost any
other job in which I could
earn as much as I am earning
now. = . S /(2)/

{c) I would like tc change both '

. my job and my cccupation. /(37

{d) I would like to exchange my
present job for another job
in the same line of work. /(4)/

Please Do Not

Write Here

18

19

20




17.

(e}

(£}

- 157 -~

I am not eager to change my job,

but I would do so if I could

get a better job.

I weuld not change my ijob
for any other.

Check the one that explains how
you think you compare with other
people:

{a)
(D)

(c)

(d)

{e)

(£)

% definitely hatc my job

No one diglikes his job

more than I dislike mine,

I dislike my job much more
than mest people dislike
theirs,

I like my job as much as
most people like theirs.

I like my Jjcb better than

most people like theirs.

No one likes his job better
than I like¢ mine.

/(5)/

{6}/

21
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SECTICN 3: JOB SATISFACTION

Please state how satisfied you are with e ch aspect
of your job listed below. Indicate the appropriate

response by /— / ticking the right column.
-~ g . 4 . ~~ .
flow Satisfied are you with @]~ [=
P gl B £ T D Al A ] ~
t.11s aspect of your job? | — —| m [
PRy e (25] 73] Ix
- gs o ~ -.3
< [ @
] i’t P o Don't
PAY SATISFACTION 2G| A | i) m B | 3G |Write
. o —~N Wy oA A A A ] oA Here
D - 2 o] 4y Gy [#] Bt ere
L g ool o8 @ ] 0w
19 o ] "W WDt D] Feml
FIREL EERRIEs
ﬁﬁ'm'wﬁﬁd e
18+ The amount of pay I recieve 22
19, The degree to which I am
{2iirly paid for what I
contribute to teaching 3

20, My salary compared with the
salery of other people in
other professions who hold ol
similar guzlifications

—— -

P I YWORK ITSELF
The available werk
acilities and equipment

25

22s Chance to exercise independent P
thoupghts and action in my job )

——— ———

23, Otinmulation and challenge
on __th\: jOb

2k, Opportunity to be creative
and imaginative in my job

28

256 Zxt.nt to which job
goals and objectives 29
.are clear toc me

26, rersonal satisfaction
which I derive from teaching

27. The degree to which my work
fulfilks personal goals 29
1l objectives

- ) . o H
28, No. of hours I work per week | | B i t 32
¥ ¥ t * T
i - | ' ]
29, The chance to try out new ! H !

ideag/technigues in teaching

30, The degree to which I
participate in determining

the subject matter contents 3k

to teach my students

— e —




nnd annual leave

| L]
A sy bys Je |
. ED- 5D 155 S ES | HERE
3te The frecdom to examins my 37 ~
___students the way I know best
32 PROSEECT 38
___Promotion Prospects
33, Promotion criteria used 39
. in wmy Organization
34 The depree of Job Security 40
S BUPERVISION
The amount of support and guidance 41
Trom my head gf Department . — .
v \
36, The professional guidance I : !
: ! 42
_ . .Xxoceive from my immediate boss
37« 50CIAL INTERACTION 43
The people I talk to
and work with on my job
38, The chance to get to know aa
_ _other people while on the job ‘
39s The chance to help other 45
people while on the job ¢
40+ Opportunity to socialize with my
. 46
—__co-~workers in a non-work context
41, Yiorking alone on the job inatead
) _ 47
of with a group of people
42, Chance to work together with 48
others in carrying out the job '
47, ReCIGNITICON
The averall prestige and 40
___recognition attached to my job
bty The degree of respect and fair 50
_troutment I receive from my bgoss
. 45+ The prestige which the teaching
. T L 51
profession enjoys in Nizeria today
46« Regognition which tezching 52
profession receive from Govt. - .
Y7+ Recognition which teaching
profession received from society 53
48, BENEFITS i H
The overall condition of ! 34
service in my isstitution '
by, Pension Scheme/Contract gratuity ' 55
S04 Medical facilities 56




- | DON'T
1 - 2 5 W I.J:.
- cr RITE
ED! D |SD S Hilk e
51e Car loan 57
524 Housinz loan 58
53¢ Accommodation for Staff 50
544 Good School for my Children §0
55¢ ACHI.V.MENT AND 3R0WTH OPPORTUNITY 61
Opportunity for personal growth |
—__and development on the job : t
. i i
56« A cense of worthwhile o !
in uy work accomplishment 1 i 62
57« Opportunity for business teachers
: L receive more education and 63
_ ! ining through fellowship
584 In-Service training programme 64
,fiik'bd by my employer
59 The extent to which membership of
professional associations (e.g.
mempership of Business Teachers! 65
sAgsociation, Institute of Business
H=nagenent, (I8M), NASMSET, NIM,
I71l, ANAN, ICAN, ctc) allows you
to develop academically and
professionallys,
60s The cncouragement provided for 66
business teachers to stay within
the t.oaching profession
61, Administrative policies
The fairness with which the 67
employer implements policies
—-.and regulations affecting teachers
5.'—';. The fairness with which 6
government implement policies 8
—_.and remulations affecting teachers
63« Procedure by which Deans are 69
appeinted to their positions
6ty Procecdure by which Heads of | 70
Departments are appointed to !
L]
e
. goca s 3 o . \
65 The administrative policies of ‘ ‘ 71
: :

the Institutions

66, /ORK.ING CONDITIONS

The instructional materials
and cquipments which are
wailable in my institution

72
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; -— - o
213 f‘ 515 WRTTE
lep o {sp |8 BS | RLA

[y]
n

67 The quality and B : 43
___availability of Text-books

684 The overnll physical layout
and conditicn of my working : ]
envircnment E.G. office space, : 74
classrooms, libraries, Seminar
rooms, toilets ete

ey

69, The number of students in my class - : 75

OPEN-ENDED QUESTIONS ' Please Do Not

Write H
70a  Name other factors not listed in the rite Here

quostionnaire that contribute to o '
your job satisfaction.

-

?1s  Nome other factors not listed in
the guestiomnaire that contribute -
to ths dissatisfaction with your
jObo

- s

THANK YOU
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APPENDIX
Dept. of Business Administration
Institute of XMministration,

Abhmadu Bello University - Zaria.

arril, 15, 1986

Dear Sir/fadam.

JOZ SATISFACTION QUESTYOTTMAIRE

~ Recognition has been given to the importance of
job Satisfaction over the years. This instrument is
designed to identify the job factors contributing to
satisfaction and dissatisfacticon anung “usincss teachers
in tertiary institutions in Nigeria, '

"

Your assistance in completing the Guestionnaire will
help this ctndy to achieve its ohjective which is to
provide sujjestions for improving the tcadiing
profession in Nigeria particularly as it affects
business tcachers. There is no right or wrong answers,
it is your honest opinion that is inportant.

Kindly complete it promptly and return it in the
enclosed envelope not later than Septembei 15, 1686,
after which tho data will he analvsed. S

Thenks for vour co-operation.

Yours faithfully,

wilse, 'Bimpe Salawu



